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LOCAL GOVERNMENT AFFIRMATIVE ACTION EFFORTS - MISSOURI
- A report prepared by the Missouri Advisory
Committee to the U.S. Commission on Civil Rights

ATTRIBUTION:

The findings and conclusions contained in tris report are tnose of the
Missouri Advisory Committee to the United States Commission on Civil Rights
and, as sucn, are not attributable to the Commission. This report nas been
prepared by the State Advisory Committee for submission to the Commission and
will be considered by the Commission in formulating its recommendations to the
President and Congress.

RIGHT OF RESPONSE:

Prior to publication of a report, the State Advisory Committee affords to all
individuals or organizations that may be defamed, degraded, or incriminated by
any material contained in the report an opportunity to respoand 1o writing to
such material. All responses received have been incorporated, appended, or
otherwise reflected in tne publication.
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THE UNITED STATES COMMISSION ON CIVIL RIGHTS

Tone United States Commlssion on Civil Rignts, created by the Civil Rigeats Act
of 1957, is an independent, bipartisan agency of the executive brancn of tne
Federal Government. By tne terms of the act, as amended, the Commission Ls
charged with the following duties pertaining to discrimination or denials of
tre equal protection of tne laws based on race, color, religion, sex, age,
handicap, or national origin, or in the administration of justice:
investigation of individual discriminatory denials of the rignt to vote; study
of legal developments with respect to discrimination or denials of the equal
protection of the law; appraisal of tne laws and policies of the United states
with respect to discrimination or denials of egual protection of the law;
maintenance of a national clearinghouse for information respecting
discrimination or denials of equal protection of the law; and investigation ‘of
patteras or practices of fraud or discrimination in the conduct of Federal
elections. The Commission is also required to submit reports to the President
and the Congress at such times as the Commission, tne Congress, or tne
President shall deem desirable.

THE STATE ADVISORY COMMITTEES

An Advisory Committee to the United States Commission on Civil Rights nas been
establisned in each of the 50 States and the District of Columbia pursuant to
section 105(c) of tne Civil Rignts Act of 1957, as amended. Tne Advisory
Committees are made up of responsible persons who serve without compensation.
Their functions under their mandate from the Commission are to: advise tne
Commission of all relevant information councerning their respective States on
matters witnin the jurisdiction of the Commission; advise tne Commission on
matters of mutual concern in the preparation of reports of the Commission to
the President and tne Congress; receive reports, suggestions, and
recommendations from individuals, public and private organizations, and public
officials upon matters pertinent to imquiries conducted by tne State Advisory
Committee; initiate and forward advice and recommendations to the Commission
upon matters in wnich the Commission shall reanest the assistance of the State
Advisory Committee; and attend, as observers, any open hearing or conference
wnich tbe Commission may hold within tne State.
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LETTER OF TRANSMITTAL
Missouri Advisory Committee to tne
U.S. Commission on Civil Rights
April 1983

MEMBERS OF THE COMMISSION

Clarence M. Pendleton, Jr., Cnairman

Mary louise Smitb, Vice Chairman

Mary F. Berry

Blandina Cardenas Ramirez

Jill S. Ruckelshaus

Murray Saltzman S

John Hope III, Acting Staff Director

Dear Commissioners:

Toe Missouri Advisory Committee submits tnis report on its study of tne
affirmative action efforts of local governments in Missouri. The Advisory
Committee ooptained data for this study from tbe cities of Columbia, Kansas
City, St. Louis and University City and the counties of Booae, Jackson, and
St. ILouis. Separate requests for data about the Kansas City and St. Louis
police were made to their police boards because those are State agencies. The
goveroments and police departments were given an opportunity to commest on a
draft of this report and their comments and corrections have been incorporated.

The affirmative action plans of most of the jurisdictions reviewed in tnis
report were deficient. Perhaps the best were Columbia's and, allowing for
size, University City's. Only tne Kansas City police department was able to
assert that its affirmative action efforts comply with the guidelines proposed

by tne Commission for the Accreditation of Law Enforcement Agencies. St.
Louis County's plan showed promise of being able to comply and University

City's plan, allowing for tne small size of tbe department, also appeared
adequate. Generally, the Advisory Committee found significant gaps in the
efforts being made to assure that there was no discrimination in local
government employment.

However,, tihe local governments' utilization statistics suggest far fewer
deficiencies than do the plan evaluations. This paradox suggests that numeric
based evaluations are no substitute for careful qualitative evaluations of
each stage of the recruitment, selection and employment processes.

Tne Advisory Committee make no specific findings or recommendations but
incorporated by reference recommendations already made by the Missouri
Advisory Committee in its studies of State affirmative action effort and by
tgz U.S. Commission on Civil Rights in its assessments of affirmative action
efforts.

We urge you to consider our report in your program planning activities and
assist the Committee in its follow-up activities.

Respectfully,

JOANNE M. COLLINS, Chairperson
Missouri Advisory Committee
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I. INTRODUCTION

Tne Missouri Advisory Committee to tne U.S. Commission on Civil Rignts nas
reviewed the State's affirmative action efforts in its 1982 study, State
Government Affirmative Action 1n Mid-America: An Update. Tne Jowa, Kansas and
Nebraska Advisory Committees which participated in the review of State
government efforts also nave reviewed tme efforts of local governments in
their jurisdiction.l Tne Missouri Advisory Committee decided it shouid
conduct a similar review. To do so it focused on three metropolitan areas and
reaested data avout tne affirmative action efforts of Kansas Citw, St. Louis
City, Columbia, University City, Boone County, Jackson County and St. Louis
County. Separate reauests were sent for information about tre St. Louis City
and Kansas City police departments to their respective boards of police )
commissioners since while tney are funded by their municipal governments they
are State agencies. The Advisory Committee acknowledges with gratitude the
assistance of tne local governments and police boards in providing data needed
for tnis study. All have been provided an opportunity to comment on a
preliminary draft of tnis report and treir comments have neen 1ncorporated or
otherwise noted.

In Chapter 11 of this report, tne Committee outlines some methodological
considerations in the examinations of numeric data relating to employment
efforts and objectives. In Chapters III-IX tne Committee reviews the
affirmative action efforts of the local govermments. In Chapter X the
Committee reviews the efforts of each local government's police department.
The Advisory Committee's conclusions are contained in Cnapter XI.




Notes

1. Kansas Advisory Committee, Employment of Administrators and Professionals

by Kansas Municipal Governments (Marcn 198Z); Iowa Advisory Committee,
Employment of Professionals ov Jowa Municipal Governments (June 1981);

Nebraska Advisory Coumittee, Employment in the Panhandle (February 198l).
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II. APPROPRIATE STANDARDS FOR UTILIZATION COMPARISONS

Tre nardest part of any analysis of tne efforts of local governments to
employ minorities, women and other disadvantaged persons is to set a standard
by which to compare the actual utilization of workers 1n the local government
workforces witn potential availability in tbe laborforce. Two separate issues
must pe resolved. First, what is the appropriate geographic area for
comparison. Second, which of the many laborforce estimates available should
be utilized and how.

Tne auestion of geograpnic scope is relatively free of controversy,
although there are still some complexities. Generally speaking, it seems °*
appropriate that all lower level employees (roughly from technicizn on down)
should be found within the immediate labor market area. In this study that
means the St. Louis, Kansas City and Columpia Standard Metropolitan
Statistical Areas. It also seems appropriate to judge overall utilization
based on the local area. However, tnere 1s some question about the
appropriate geographical area for administrative and professional jobs. The
reason for tnis 1s that while many local goveraments do obtain most of their
administrators or professionals within their immediate labor market area, some
are obtained by national recruitment (and indeed some could not be obtained
locally). Tnerefore, by and large, analysts have chosen to use national
laborforce estimates wnen assessing utilization of administrators or
professionals. The Federal government bas been inconsistent on this selection
when evaluating its own workforce, but has generally taken a similar line. 1In
order to use tne most conservative estimate, however, the Advisory Comnittee
has used the local labor market area.

Tne choice of laborforce estimates and how to use them 1s both complex and
controversial. The traditional choices bave been census data, Bureau of labor
Statistics data or U.S. Eaual BEmployment Opportunity Commission's (EEOC)
reports of private sector utilization.

Using 1970 census data was practical for the first tew vears of the last
decade. But the data became increasingly out-of-date. It also was
inconvenient to use because publisned versions failed to provide information
in job categories that paralleled that needed to analyze particular
employers. As the decade progressed, private sector employers who needed good
data for affirmative action planning relied on statistical services that
started with census statistical data tapes and tben used a variety of
computations to update the data and provide it in appropriate job categories.
Such services were relatively inexpensive, but still beyond the means of the
Missouri Advisory Committee. Nor were they utilized by public sector
employers in the State. Tne 1980 census data tapes are available and are
current. But the data bas yet to be published in print or microfiche. Thus,
use of census data was effectively debarred as an option.

Bureau of labor Statistics published data are the most current. They are
available for calendar year 1981.1 This data can be used to measure
availability by State. The data are presented for useful occupational groups
in race oy categorv format. Tnat is, it is possible to determine tne
proportion of persons in ethnic group who are in particular job categories.

It 1s not possible to determine tne proportion of persons in eacn joo category
who are in particular ethnic groups. Moreover, because the data are
sample-based, data on particular etnnic groups are limited. Tne data
available for Missouri is limited to proportions of whites, blacks, all men
and all women im particular job categories. There are no availaple data on
Hispanics or other groups nor is there data for SMSAs. 1In short, while for
limited purposes tne Bureau of Labor Statistics data are helpful, they are
incomplete.

The Missouri Department of Labor and Industrial Relations produces a
series, Manpower Information for Affirmative Action Programs. This is based
on 1970 Census proportions for utilization of minorities and women and
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the most recent available Bureau of Labor Statistics report on total
employment. Tne data thus bave the deficiencies of noth the otner data sets.
Tne department nopes to produce a better data set in 1983.2

Finally, the U.S. Faual Bmployment Opportunity Commission has published
data on tne employment of persons py industry, job category and race/sex group
by private sector emplovers of more than 100 persons. Althougn published in
1582, tne data covers employment patteras in 1980. Clearlv tnis is not a full
profile of the available labor force, or even of all workers in the private
sector. But 1t does provide an interesting point of comparison by wnich to
judge the success of larger employers (and all the governments reviewed in
this study fall into that category). Tne advantage of using tnis data 1s tiat
it provides the necessary points of comparison of job category by race/sex and
race/sex by category. It uses some categories comparaple to tnose used 1n
county and citv government. This data is available for the nation, for eacn
State and for each SMSA. Tnus, we nave national data, Missouri aata and data
for the three SMSAs that are the locus of tnis study, Kansas City, St. Louis
and Coiumbia

Tne proolem of now to use the available data 1s controversial. Tne U.S.
Commission on Civil Rights, in its studies of employment patterns, bas usually
made comparisons on a race by category basis and snowed disparities in tne
relative utilization of tne various etnnic/sex groups.3 Some writers nave
complained that this approach ignores disparities in education and background
between ethnic/sex groups thnat affect tne avallaniiity of persons from
particular ethnic/sex groups for highly technical jobs. While to some extent
tnat 1s a factor, by using as a point of comparison tne proportions acnieved
by private sector employers, tbere is every reason to suppose that any
employer could acnieve simiiar results. In tre past, puolic sector employers
have protested that they were unable to match the private sector because of
sharply lower payscales. In the present economic setting, tnis explanation
for differences between public and private sector patterns can be discounted.

Analysis of total employment and analysis of utilization 1in distinct job
categories is, by nature, not susceptible to use of race by job category
data. For tnis apalysis 1t is necessary to use job category by race formats.
Nohody has ever suggested that these should be judged by tne test of strict
eauality (chat is, for example, there snhould be equal numbers of persons from
each race/sex group in a category) when, except for total male/total female
comparisons, tne proportions available are clearty uneaual But what can be
expected is that patterns in a larger workforce should reflect patterns in the
avalilable iaborforce. We nave no ready measure of 'availability,' all persons
qualified and willing to take a particular job. What we do have are the
actual utilizatioo patterns acnieved in the private sector ny larger
employers. It seems reasonable that public sector achievements sbould be
comparable.

Analysis of public sector employers raises some 1ssues that can pe 1gnored
in comparable private sector studies. In this country the notion of
"representation’ at least suggests tne need for a representative pureaucracy
as well as a representative legislature. Some local governments have, in
fact, used comparison to tneir populations 1im analyzing their workforces.4
Tnus, without placing undo emphasis on it, the Advisory Committees note
comparisons between population and workforce.

The question as to the point at which a disparity becomes significaat is
largely aroitrary, altnough tnere are statistical rules wnicn could be
applied. To simplify matters, while the Advisory Committee notes disparities
at all levels, it classifies as "significant' disparities of 20 percent abowve
or below the laborforce estimate. .

To calculate a recognizable measure, tne Advisory Commitee estimated tne
number of workers who would have to be added to tne government workforce
(assuming the total remained constant and only white males left) to produce
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parity with tne private sector To do tnis it divided tne difterence in tne
percentages in the government and SMSA private sector data by the percentage
eaual to one workers or 0.1, wnichever is larger. Tous, the usual concerns
about fractions of workers needed for parity were avoided.

To nelp wunderstand ntilization, we have used EEO-4 data to calculate
median salary. EEOC data is grouped into salary ranges. We report their
range ratner tnan attempt greater precision.

The reader will bave noted there has been no discussion of comparisons to
data on the handicapped or older persons. While eventnally census data will
be available on older workers, there is little data on tne handicapped. Thus,
tne Advisory Committee reports witnout comment tre utilization py local )
government of handicapped or older workers. Similarly, local goveroments have
not collected data on "Euroetnnics'' nor nave aay of tne sources of lanorforce
estimates. Thus, consideration of these was impossible.



Notes

L. Bureau of lahor Statistics. Geographic Profile of Employment and
Unemployment, 1981 (December 19827,

Z. Tom Hammond, Supervisor, Lapor Market Information Unit, Missouri
Department of Iabor and Industrial Relations, undated letter to staff,
received Jan. 19, 1983.

3. U.S. Commission on Civil Rights, Social Indicators of Equality for
Minorities and Women (August 1978) and Unemployment and Underemployment Among
BIacks, Hispanics and Women (November 108Z7.

4. See Kansas Advisory Committee to the U.S. Commission on Civil Rigbts,
Buployment of Administrators and Professionals by Kansas Municipal Governments
Marcn 1982J, p. 4.




III. BOONE COUNTY

Boone County is located in tne mid-Missouri area of central Missouri. It
surrounds the town of Columbia. The county comprises the Columbia SMSA. 1In
1980 tne county had a population of 100,376 of wnom 9l.4 percent were white:
6.4 percent, black; 0.2 percent, Indian; 1.1 percent, Asian; apd 1.0 percent,
Hispanic.!t

Boone County stated that to supply the i1ntormation reauested by Advisory
Committee staff ™would reaquire hours of staff time which we cannot, at
present, afford.'" It went on to state that:

We strive to be a dedicated eaual opportunity emplover, but since second

class counties in Missouri are not autnorized to nave a personnel

official, our efforts are a great deal less structured than the
information sougnht seems to recognize.

Altnough we subscribe to your goals, we are not now in a position to do
justice to tne subject reauest for i1nformation.2

What was supplied were copies of the county's personnel manual, its
affirmative action statement, and its EEO-4 report. Tne following analysis is
therefore limited to those documents and does not provide the detail available
in other chapters of tnis study.

Tne county employed 165 persons. Summaries of 1ts employment patterns are
in Tables IITI-1 and III-2. Table III-3 compares the workforce to the area
lanorforce. Overall, 50.9 percent of tne county workforce was white male, a
somewhat higher figure than the private sector. Black male workers were 6.1
percent of tne workforce, significantly higher tnan the area lahborforce.

White women were 41.2 percent of the workforce, somewhat lower tnan the area

laborforce. Black women were 1.2 percent of the workforce, significantly
lower than the area laborforce. However, the county's workforce did

approximate tne proportions of minorities in the population, except for Asians
and Hispanics where the difference was slight. To match the area laborforce,
tne county would nave to employ four additional black women and three
additional wnite women, and one Asian (eitber male or female).3

The data on new hires indicates that the county is moving in the right
direction. Its proportions of white and black women new nires exceed tnat 1n
the existing workforce, as does the proportion of piack male new nires.4

The data show that the county utilized fewer black men or black women as
administrators tnan were in tne area laovorforce. But tney utilized more black
men and more white women as professionals than were in the area laborforce
wnile utilizing fewer wnite men or plack women. Tney utilized more biack men
and fewer black women and white men as office clericals than the area
laborforce. Trey utilized more white and black men as service maintenance
workers than in the area laborforce. Again, the pattern of new hires shows
significant improvements in tTne categories wnere there was relative
underntilization.>

On March 3, 1978 tne county adopted an atfirmative action resolution and
plan. 1In the resolution the county stated it "desires to be known as an equal
opportuaity employer and a participant in affirmative action."® Tne plan
pronibits discrimination based on race, color, creed, age, sex, national
origin and handicap. However, the pronibition of discrimination against tre
handicapped is limited to "aualified nandicapped persons."’ 1In tne plan,
the county states it will:



Table III-1
Workforce of Boone County - 1981

MALE Asian/ Am.Ind./ FEMALE Aslan/ An.Tnd./
Total Whito Black llispanic Pac,¥sl. Al.Nat, Whito Nlack IMspanic Mnc.Isl, Al . Nat,

OFficlals/Administrators '

AN Nlow . 5 4 1

% Column 3.0 4.8 1.5
Professionals

YN Row 8 4 1 3

% Column 4.9 4.8 10.0 4.4

% Row 50,0 12.5 37.5
Taochnicians

ONY Row 1 1

% Column 0.6 1.5

% Row 100.0
Protective Service

UNIT Row 52 39 4 9

3% Row 75.0 7.7 17.3 .
Para-Professionals -
N Row 3 3 B
% Column 1.8 3.6 !
% Row 100.0
Offlce/Clerical .

N Row 60 2 1 54 .2 1
% Column 36.4 2.4 10.0 79.4 100.0 100.0
% Row 3.3 1.7 90.0 3.3 1.7
Skilled Craft

UNY Row

% Column

% Roiv

Sorvice/Maintenance

YNU Row 36 32 4

% Column 21,8 38.1 40,0

% Row 88.9 11.1 .

TOTAL 165 84 10 ) ) 68 2 1
% 50.9 6.1 41.2 1.2 0.6

Source: Data supplied by Boone County on file at CSRO,




Total

Whita

P :-::.!L—A_-‘_.!s.': RESNURELS  ——d

Hack

1upLe LLL-Z
New llires~Roone County-1981

Wapnic

Auinn/ Am,YTnd,/

Pac,Tnl,

Al.Nﬂto

White

L3 » .

__FEMALR.

Black Iiispanic

Aotan/

tac,.Inl.

Am,Ind.
Al Nat,

folcjulu/Admlnlutruturh

Namber 3

L Row

Profesulonals
Number 4

X Row

Techadeiana
Numbar

% Row

Protective Service
Numbaoer 30

Z Row

Para-Professionals
Number 8

Z Row

" Office/Clexical
Number 18

% Row

Skilled Crafr
Number

% Row

Service/Maintenance
Numberx 8

% Row

TOTAL
Number 71

Z Row

66.7

25.0

2t

70.0

75.0

30
42.3

25.0

16.7

25.0

11.3

Source; EEO0-4 supplied by Doone County, 1981,

33.3

50.0

10.0

10.0

18
100.0

32

45,1

3.3

1.4




Whita

ML

Mack
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Table IIX - 3

Percent Workforce/Percent Laboxforce Compared -- ?2ﬁx?“00unty - 1981
YIMALL

Aslon/
Pac,.Inl.

Awm.Tndo/

Al . Nat,

White

Black

Nispanie

Aulon/
Pac.Inl,

A, Ind,
Al Nat,

lotal

7 Workforce/
Z Row

Z laborforce/
Z Row

AdiInlstrators
% Workforca/

Z Row

% Laborforce/
Z Row

Profesasionals
Z Workforce/
% Row

Z laborforce/
4 Row

Teelm leiann

7 Vorkforee/
% Row

% Laborforce/
Z Row

office/Clerical

% Workforce/
% Row

% Laborforce/
% Row

Service/Maintenance

%2 Workforce/
%4 Row

% laboxforce/
% Row

50.9

48,6

80.0

76,6

50.0

64,4

63.1

3.3

9.3

88.9

39.1

6.1

3.3

1.3

12.5

0.9

2.2

1.7

0.6

11.1

8.5

0.3

0.5

0.1

0.0

0.2

0.4

Sources: EEO-4 for Boone County, 1981,

( Job Patterns for Minorities and Women in Private Industry, 1980, p. ITI - 399,
* Less than 0.05 percent

EEOC, 1980 Report;

0.4

0.3

0.1

0.0

0.9

0.2

0.3

0.1

0.0

0.1

0.1

41.2

43.0

20.0

19.7

37.5

33.1

100.0

3o.5

90.0

83.9

41,2

1.2

3.7

1.2

1.1

3.9

3.3

5.2

8.7

0.2

0.0

0.0

0.0

0.6

0.4

0.4

0.1

0.1

0.3

0.2

0.4

0.6

0.1

0.2

0.0

0.0

1.7

0.0

0.3

- 2L -
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--advise the State employment services, employment agencies specializing
in minority services, secondary scnools and colleges that it does not
discriminate;

--otner sources will be informed as they are developed;

--it will maintain liaison with all the above;

--ensure that ads included tne eaqual opportunity employer logo:

--not discriminate in considering persons for employment;

--ensure its employment form complies with the law;

--ensure its screening procedures are "in conformance with applicable laws
and acceptable personnel practice;"

--not discriminate in promotions, transfers, training, or benefits and
compensation.8

There are no goals and timetables. Tnere is no indication that any of tnese
commitments have been implemented, for example validation of testing and
screening procedures. Tne application for employment form provided to the
Advisory Committee shows questions on handicap that may not be

permissible.9 lacking a personnel officer, it is hard to know how tne
commitments, much less the requirements of the law regarding
nondiscrimination, could be implemented. It should be noted that emplovers
with similarly small numbers of workers (the county had 165) do have personnel
officers and nave developed complete affirmative action plans to meet OFCCP
requirements. It is hard to understand wby the county nas not been able to do
tne same. No information was provided on the personnel practices of the
county police.




Notes

L. Bureau of tne Census, 1980 Census of Population and Housing (PHC80-V-27),
Table 1. Hispanics are also counted in a racial group and the proportion of
persons categorized as ''other" nas heen omitted.

2. William M. Frech, Presiding Judge, Boone County Court, letter to staff,
Aug. LL, 1982.

3. See Table III-3.

4., See Tanle TII-2.

5. See Table III-3.

6. Resolution on an affirmative action plan for tne County of Boone,
Missouri, Mar. 3, 1978.

7. Affirmative Action Plan for tne County of Boone, Missouri, Mar. 3, 1978.

8. 1Ibid.

9. See CCH, Employment Practices Reporter, para. 422.
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IV. JACKSON COUNTY

Jackson Countvy is one of six first class counties in the State. It
includes tne cities of Independence and Kausas City.l It is located oo the
western edge of the State, somewhat north of center. The county bhad a
population of 629,180 in 1980 of wnom 77.6 percent were wbite; 20.0 perceont
black; 0.4 percent, Indian; 0.7 percent, Asian; 1.3 percent, other; 2.6
percent, Hlspanic.é

Urilization of black workers in the 1,564 person county workforce is in
excess of the county population (altnough it would not take too many
reductions in utilization to alter that pattern).3 Utilization of Hispanics
is significantly lower and that of other groups nonexistent. Summary profiles
of the county's workforce appear in Tanle IV-1 and IV-2.4

The utilization rates in the workforce and area laborforce are shown in
Table IV-3. By and iarge tne utilization of minority workers exceeded
utilization in the area laborforce overall and in administrative, professional
and technical jons, wnile white men were utilized somewhat less. Wnite
women's shares of administrative but not professional or technician jobs were
larger tbhan in the laborforce. In clerical jobs wnite women were utilized
somewhat less than the laborforce, as were white men. Black men were utilized
somewnat more than 1n the laborforce.5 Jackson County also provided data
compressing all officials, administrators and professionals into one category
but excluding court personnel who are included in their EEO-4 report. This
showed that for these two categories, utilization of black workers in the
workforce was significantly higher than in the lanorforce and utilization of
white women workers was significantly iower.0

Black and white women workers in the administrative, professional,
technical, protective service, paraprofessional jobs were a smaller proportion
of all workers from their group than were white men. But black men were a
larger proportion in administrative, grofessional, tecnnical, protective
service, paraprofessional and clerical jobs. It should be noted, however,
tnat generally even plack and white women workers 1n particnlar categories
were a larger proportion of the county workforce from tneir group than they
were in the area laborforce.” '

Overall, proportionately more black and white men were nired than were in
the existing workforce. Tne proportion of wnite women hired was comparable to
tnat in the workforce. But the proportion of new hires to total employment
was lower for other groups. Only one administrator was hired. But the
proportion of newly hired white male professionals far exceeded tneir share of
the existing group of professional workers while new hires for other groups
were far less than their share of tne existing workforce. The same was true
for techonicians. It was not true for protective service or service workers.8

Data on median salary by job category was provided. These show that black
mate administrators had median salaries considerably below white males and
even white and black female administrators nad salaries well below that of
white males. Black male and female professionals had median salaries below
that of white male or female professionals. Both white and black female
tecnhnicans nad median salaries below that of wnite and black male
technicians. Black male, white female and black female protective service
workers bad median salaries below that of white male workers in tnis
category. There was no disparity in median salary for clerical, skilled
crafts or service workers.9 Data assembled by the county personnel office
snow the disparities 1n salaries-eveo more dramatically.l0 Tnere were 54
white males with salaries above $24,901 but only four minority male and one
minority female with such salaries and only nine wnite females.ll Tne
appareat explanation for these statistics is the disparity in seniority. Most
minorities have less than five years of tenure. Noune nas more than 10.
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Table IV-1
Workforce of Jackson County - 1981

MALE Asion/ Am,Ind./ 'EEHQEE Asiun/ Am.Ind./
Totnl White Black Hispanic Pac.Isl. Al.Nat, Whito Black illspanic Pac,.1s1, Al.Nat,

Officlals/Administrators

N Row 87 54 3 25 5
% Column © 8.6 8.5 1.9 4.7 2.3
% Row 62.1 3.5 28,7 5.8
Professionals .
NI Row 232 105 . 38 1 62 26
* Row 43.3 16-4 004 26.7 1102
Technicians
“UNV Row 149 67 17 1 48 16
Protective Service
"IN Row 222 130 39 1 2 30 19 1
% Column 14,2 20,5 24,7 16.7 66.7 5.7 8.6 16,7
% Row 58.6 17.6 0.5 0.9 13.5 8.6 0.5
Para-Professionals L
NV Row 39 15 4 10 10 =
% Row 38.5 10.3 25.6 25.6 '
0ffice/Clerical
‘N Row 600 89 28 1 1 34 129 [ 1
% Column 38.4 14.0° 17.7 33.3 33.3 65.2 58.1 83.3 100.0
% Row 14.8 4,7 0.2 0.2 57.7 21.5 0.8 0.2
Skilled Craft
"N Row 78 7 7
% Column 5.0 11,2 4.4
% Row 91.0 9,0
Service/Maintenance
A 157 104 22 4 1 10 17
. Column 10.0  16.3 13.9 * 66,7 33.3 1.9 7.7
Row 65.6  14.0 2.6 0.6 6.4  10.8
TOTAL 1564 634 158 6 3 3 531 222 6 1
% 40.5 10.1 0.4 0.2 0.2 34.0 14.2 0.4 0.1

1

Source: Data supplied by Jackson Coumty, on file at CSRO,
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Table IV - 2
New Hires-Jackson County - 1981

MALE JEHALE
Asion/ Am,Ind,/ Agian/ Am,.Ind,
Total White Black Wispanic Pac.Isl, Al Nat, White Black Ilispanic Pac.Isl. . Al.Nat,
0fficlals/Adninistrators '
Numbaer 1 1
% Row 100.0
Professionals
Number 16 10 1 3 2
Z Row 62,5 6.3 18.8 12.5
Technic 1éns
Number 15 11 1 , 3
Z Row . 73.3 6.7 . 20,0
Protective Service
Number 179 84 51 26 18
% Row 46,9 28.5 14.5 10.1 .
Para-Profesaionals =
Number &
[}
% Row
Office/Clerical .
Numiber 229 31 8 150 3s 2
% Row 13,5 3.5 65.5 16.6 8.7
Skilled Craft
Number
% Row
Service/Maintenance
Number 178 138 9 1 28 2
X Row 77.5 5.1 0.6 15,7 1.1
TOTAL
Number 618 275 70 1 210 60 2 .
Z Row 44,5 11.3 0.2 34.0 9,7 0.3

Source; EEO-4 supplied by Jackson County, 1981,




Percent Workforce/Percent Laborforce Compared -- Jackson County - 1981
MALRE ’

Hhite

Black

Wispanic

Table IV-3

Asian/
Pac.Inl.

A"lo Ind o,
Al Nat,

White

Blacl

FRMALE
liispanic

Asian/
Pac.lel.

Am,Ind,
A]. .Nﬂt .

Total

% Workforce/
% Row

% Laborforca/
Z Row

Administrators
X Workforce/
X Row

% Laborforce/
% Row

Professionals
% Workforce/
% Row

% Laborforce/
Z Row

Yechnicians

X Workforce/
% Raw

% Laborforce/
% Row

0Office/Clerical
% Workforce/

% Row

% Laborforce/
% Row

Skilled ggq;cau
% Workforce

% Row

% Laborforce/

% Row

Service/Maintenance

% Workforce/
£ Row
‘% Laborforce/
% Row

Sources: EEO0-4 for Jackson County - 1981

EROC, _2QQ_BgpgI;A_Jgh_Bngggnnn_tgx;Lungglgl_g_gnd Yomen in Private Induntty. 1980, p. IXI - 143,
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Qverall, nearly a auarter of county employees earning $19,901 and more have 10
years or more of tenure and half or more have more than five years of tenure.
Between one-third and 40 percent of minorities nave between 5-9 years ot
tenure.lZ Commenting on the disparities in salary, Jackson County's

personnel director stated:

Our salary policies are designed to assure that no race or sex
discrimination is possible.

Our point-factor comparison system (similar to tne weli known Hay system)
bas 22 grades. All merit positions fall within those 22 grades regardless
of tme work performed and regardless of wnetner those jobs are
traditionally occupied by members of a particular race or sex.

National statistics show tnere 1s considerably more turnover 1n tne

 clerical, service worker category than the professional, administrative.
The situation also exists in Jackson County. Tnis substantiates our
position regarding the effect of tenure on salaries.l3

Prior to November 1982, the county operated under an affirmative action
plan adopted in August 1975. In November 1982, tne then county executive
issued a new executive order establishing a new affirmative action plan that
will nereafter be 1n effect.l4 Tne 1975 plan covered black, Asian, Indian,
Hispanic, all women, handicapped, veterans, welfare recipieats, the employable
mentally retarded, ex-offenders and older persons.l5 It provided for an
affirmative action taskforce that would establish goals based on Jackson
County statistics, report compliance deficiencies and goal accomplishment to
the affirmative action officer and monitor implementation of the plan. The
taskforce was to include a range of employees, supervisors and representatives
of botn tne county legislature and executive.16

The 1975 plan called for specific -actions in recruitment, selection and
training. It reauired that:

--recruitment be directed toward the disadvantaged using private
employment agencies, the State employment service, minority groups and
schools;

--existing employees he encouraged to refer minority group applicants;
--liaison be established with such groups by the recruiting staff;
--jobs be structured to provide a balance between promotional and open
competitive positions at all levels;

--tests be subjected to relianility aond validation analysis:
--interviews be structured based on clearly defined job tasks;
--career ladders be established;

--training be provided to the maximum extent possible to ensure employee
development;

--data on employment be maintained and reported semianoually.l7

As a practical matter, the plan contains so few specifics that it would be
diffgcult to evaluate any progress that might nave beeo made pursuant to
it.

On November 30, 1982 the new atfirmative action plan took effect with tne
issuance of Executive Order No. 93. Tne scope of the order is identical witn
that of 1975, as is the goal of matcoing the Jackson County lapnorforce.
Again, an affirumative action taskforce with diverse membership is given
coordinative responsioility.l9 Tne taskForce is to arrange witn tne
individual agencies that bave appointing authority in county government to
develop tneir own affirmative action plans and monitor implementation of those
plans. An affirmative action officer is to monitor efforts and belp with


https://respons1oil1ty.19
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remedial action. An affirmative action program director is to focus on
personnel administration problems to eliminate sources of bias and provide
appropriate data. Managers or otners witn appointing authority are to help
the taskforce develop plans for tneir agencies, set an example of good
employment practices, and maintain the records that would be necessary to
monitor compliance with plans and acrievement of goals.Z0 Tnis plan has
even fewer specifics than its predecessor. Jackson County commented:

Our current atfirmative action plan was not as detailed as tne 1975
version because certain Ordinances passed in 1977 provided the guideline
for personnel practices and administration to provide that work. Furtner,
Executive Order #93 was a statement of moral commitment; no enabling
legislation is mandating our position.Zl

Executive Order No. 86 of Dec. 28, 1977 includes a rule on applications and
examinations of applicants. This reauired the personnel director to
periodically review examinations to determine whether:

1. Tne examinations measure tne sxills and aoilities directly related to
the positions for which they are given.

2. The tests are relianle and valid as determined by validation teconiaues
accepted within the profession of personnel administration.

3. Trere are availaole alterpnative pre-selection tecnniques.

4. Tne testing procedures follow guidelines established by the [TU.S. |
Eaual Fmployment Opportunity Commission.Z22

The evidence provided by Jackson County, summarized below, indicates this rule
was not etfectuated. Absent tnese efforts, Rule 9 or Executive Order No. 86,
which reguires that selection be based ''on criteria whicn predict performance
in a position or measure ability, knowledge or skills necessary for tne
position or class for wnicn tne applicant 1s being considered'Z3 cannot nave
been enforced. Ordinance No. 552 of Dec. 12, 1977 reauired that appointing
autnorities furnish information to the Director of Personnel so that the
director could determine whether there was an underutilizatioon problem and
suggest cofrective action.Z4 The ordinance states that "corrective action
will pe taken immediately...."Z5

Tne Director of Personnel told staff tnat several metnods are used to
implement the countywide plan as embodied in the various ordinances. Each
department nas an affirmative action plan tnat was framed prior to 1982 by tne
county affirmative action taskforce and is now framed by the taskforce and the
department nead togetner. This includes numeric objectives, an analysis of
recruitment sources and methods to be utilized and special efforts (such as
summer internsnips) to be used to increase the utilization of minorities and
women in the department. After the plan takes effect, the county taskforce
requests data on accomplishments three months and six months later In these
requests, using a standardized form, the taskforce asks the numbers of hires,
promotions, separations, vacancies. It asks wnat sources were used for
recruitment and with what success. It also asks about changes in the job
prereauisites and selection procedures, efforts to disseminate tne plan and
efforts to orient supervisors to affirmative action. There is no analyses of
tnis dataZ6

Jackson County bas a residence requirement for employees (although waivers
can be obtained on an annual basis). Conseauently, although it recruits from
tnroughout tne metropolitan area, most efforts are concentrated 10 Jackson
County.27 1t posts notices of jobs on abont 75 county bulletin boards and
mails notices to a similar number of community agencies within the
county--including minority employment agencies, renabilitation and handicapped
organizations, women's groups, special interest groups, community centers and
any other group tpmat expresses an interest 1n receiving them and which can
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potentially provide qualified applicaots.28 In addition, the county
reported advertising in the Kansas City Star/Times, Kansas City Call, Dos
Mundos and sometimes 1n various suburban papers, Brofé551onal journals,
Thicago area papers and the Wall Street Journal.2

Recruitment is the responsibility of a personnel analyst. Most efforts
have been directed at local colleges. Particular effort has been focused on
MKC law school because the county bas been unsuccessful in recruiting
minority lawyers, although it nas made offers to several. Tnis, tne county
attributed to its low pay scale.30

Efforts to validate tne selection process nave heen limited. Tne county
was ultimately unsuccessful in obtaining a Federal grant to employ a :
psycnometrician to conduct validation studies. Although a psychologist with
validation training was briefly employed, he left county service before
conducting any validation studies and has not been replaced because a person
with the reauisite skills cannot be found. However, job-specific job
descriptions for all merit positions have been established and tne county 1s
currently developing formal career ladders.3l The county reportad no other
efforts, such as standardization of interview questions or training for
supervisory personnel on interview techniques. Tnis wmight pe important since
all but two of 20 directors and managers are white (tne two are the personnel
director and CETA manager) and 13 are wnite male.32

The county provided specific data on 183 administrators and professionals
witnin each county department under the control of tne county executive.
These showed that 66.7 percent of such persons were white males, 5.5 percent
were black males, 21.3 percent were wnite females and 6.0 percent were hlack
females. It also noted that 37.2 percent were workers 40-70 and 1.1 percent
were nandicapped.33 Tne proportion of black males, white females and black
females was considerably lower tnan for all administrators and professionals
reported in the county's EEO-4 tnat includes other agencies, primarily court
officers. Utilization of black males is concentrated in five of the 14
agencies listed. Only in two of these, planning and zoning and corrections,
are the proportions substantially greater tban the countywide average. White
women are represented in all put four agencies. In one the proportion is less
than the countywide proportion.34 Tne county insists tnat inciusion of
teciinical workers is necessary to get a true picture of ntilization.35 But
there are no apparent differences of any great magnitude. The proportion of
black males and females are somewhat iarger, tne proportion of wnite females
and older workers are somewhat smaller. The proportion of older workers is
also somewnat smaller. Nor does the pattern for particular agencies vary.
The new numbers add only seven black males, 17 white females, eight black
females and 2 few otner minorities. Only six county administrative or
professional positions were "soft money'" slots funded by Federal or State
government. But four of these were neld by black workers and one was neld by
a wnite female.36 Tnis seems disproportionate.

In general, promotion is encouraged to higher positions rather than direct
entry. Employees are notified by postings and encouraged to apply for higher
positions.37 But tnere is no indication tnat any of tne potential parriers
that mignt adversely affect minorities and women have been addressed by the
county. Tne county provided data on 21 promotions to professional or
administrative positions that had occurred since August 1, 1981. None of
toese were minority, seven were white women, none was nandicapped, one was a
person aged 40-70.38 It also provided data on li appointments to tecrnical
positions that had occurred since August 198l. Five were white female, one
was a black female.39 1In short, there 1s no 1ndication of suhstantial
movement of minorities to higher positions and little indication that white
women are moving up. Tne county reported 1t has rarely utilized
noncompetitive appointments for promotions.40 It furtner noted "The data
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reflect an emphasis we have placed during the past year on increasing the
numner of females in nigher paying positions.'4l

In short, whatever successes the county has had in obtaining minority and
white female workers at better jobs are clearly not the result of a rigorous
examination of the selection process to eliminate potential sources of
discrimination or eliminate to tne effect of actual promotion bractices.
Although there may be departmental plans and reports, the county has yet to
evaluate tnese. For tnis reason tneir effectiveness is open to auestion.
This would need expert assistance that is currently unavailable to the county
personnel department. Tne Director of Personnel of Jackson County commented
that: :

we seek To 1nstitute niring practices thnat refiect fairoess to all.
Therefore, our efforts will continue to be directed toward improvement in
all areas of employment practices. We are still seeking funding for
psychometric expertise (this position was cut from the Personnel
Department's 1983 budget). We intend to get copies...lof affirmative
action plans prepared by employers with a repute of being particularly
successtul 1n promoting affirmative action]. Hopefully, information
contained therein will assist us in our continued effort to assure that
Jackson County governmeot 1s bias free in every aspect of empioyment
practice.42
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Notes

1. EEO-4 data includes all Jacxson County employees put evaluation of
county's affirmative action is only for tne Executive Branch.

2. Bureau of tne Census, 1980 Census of Popuiation and Housing (PHC80-V-27),
Table 1. Hispanics are also counted ia a racial group.

3. Data supplied by Jackson County on file ia CSRO.

4. Tne Director of Personnel of Jackson County commented that recent
statistics collected bv her department show that as of Feb. 18, 1983, 2.3
percent of executive branch employees are Hispanic. She noted that this was
essentially similar to tme proportion in the population.(Sandra L. White, '
Director of Personnel, Jackson County, letter to staff, Mar. 16, 1983
(nereafter cited as Jackson County Comment Letter).) Tnis represents a
substantial increase from 198l when the proportion was 0.8 percent.

5. See Tanhle IV-3. Jackson County commented:

not only is Jackson County generally comparable to private industry, but
in some categories, surpasses tne private sector in its niring practices.
We feel these kinds of comparisons should also be made if the private
sector data 1s going to pe used.(Jackson County Comment Letter)

Such an analysis would show that black males were represented at levels
significantly above tne labortforce in tne workforce as a whole and in all joo
categories except service/maintenance workers. Wnite women were represented
at levels signiricantly aoove tne laborforce levels in administrative jobs.
Black women were represented at levels significantly above the laborforce
levels tne workforce as a wnole and 1n administrative, professional, tecnnical
and office/clerical worker job categories.

6. Data 1n Jackson County Comment Letter.

7. See Table IV-3 and EEOC, 1980 Report, Job Patterns for Minorities and
Women 1in Private Industry, 1980, p. II-143.

8. See Table IV-Z.

9. EE0-4 for Jackson (ounty-1981, on file at CSRO. .
10. Sandra L. Wnhite, Personnel Director, Jackson County, letter to staff,
Dec. 3, 1982 (hereafter cited as Jackson County letter).

11. 1Ibid., Exhibit 6.

12. 1Inid., Exnibit 7.
13. Jackson County Comment Letter. Tne Advisory Committee agrees tnat
seniority appears to be responsible for most of the salary disparity. That is
precisely tne problem. Tne county has not coasidered tne auestion of what the
salaries of their minority or white female employees would have been or wbhat
positions tney might have neld, apsent tne discriminatory practices of tne
past.
14, 1Inid., Exribit 3.
15. 1Ibid., Exhibit Z.

16. 1Ibid.
17. 1Inmid., Exninit 2.
18. Tre Jackson County director of personnel commented:

Your comments regarding our recent affirmative action plan are, in my
opinion, misleading. Your posture is that there is the possipility of
ineffectiveness. However, the Executive Order #22 was passed in 1975;
less tnan L0 years later our work force population has changed
dramatically.
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We supplied data showing that no minorities have tenure past 10 years, yet
out minority population is just less than 30 percent. This is far bhigrer
than the census data which you provided in your report. It seems fairly
obvious that a great deal of progress has peen made in the past eight
years. (Jackson County Comment Letter).

19. 1Ibhid., Exnibit 3.

20. 1Ibid.

21. Jackson County Comment letter.

22. Jackson County, Executive Order No. 86, pp. 12-13.

23. 1Inid., p. l3.

24. Jackson County, Ordinance No. 552, Dec. 12, 1977. '

25. 1Ibid.

26. Sandra White, Director of Personnel, Jackson County, telephone interview,

Mar. 17, 1983.

27. Jackson County lLetter.

28. Ibid.
29. T1bad.
30. Ibid.
31. 1Inid.

32. TIoid., Exhibit 7.

33. 1Ibid., Exhibit 5.

34, 1Ibid., Exnibits 5 and 9.

35. Jackson County letter.

36. 1Ioid. and BExnioits 4, 5, 10 and ll.
37. Jackson County Letter.

38. 1Ibid., Exhipit 10.

39. 1Ibid., Exhibit 11.

40. Jackson County letter.

41, 1Ibid.

42. Jackson County Comment Letter.
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V. ST. LOUIS COUNTY

St. Louis County completely surrounds tne City of St. Louls on trne west
bank of the Mississippi River. It is one of six first class counties in the
State. It is a part of tne nine county St. Louis SMSA trat 1ncludes portions
of both Missouri and Illinois. The extent of residential segregation in the
county was documented by the Missouri Advisory Committee in a 1982 report.l
In 1980 the county had a population of 974,815 of whom 87.5 percent were
white; L1.3 percent, black; 0.1 percent, Indian; 0.8 percent, Asian; 0.9
percent, Hispanic.2

In 1981, 81.7 percent of the county workforce of 4,035 persons was white;
17.0 percent, black; 0.5 percent, Hispanic; 0.8 percent, Asian; 0.2 percent,
Indian.3 1In snort, tne county's utilization of workers from minority groups
generally exceeded its population.

Tanle V-1 compresses tne data on the county's workforce.(Table V-2 nas
been omitted because EEQO-4 data was not provided on new hires. The county
provided comparable data for three years tnat 1s referenced below.,) Table V-3
compares tne ntilization rates of tne workforce and area lanorforce.4 For
the most part minorities and women were utilized at rates less than their
white male counterparts except in traditional occupations for women sucn 4s
office/clericals and paraprofessionals. Minorities were represented at rates
larger tnan those of wnite males in protective services and service worker
jobs. The county utilized overall a smaller proportion of black men, Hispanic
men, Indian men, wnite women, and Hispanic women than were utilized in tne
private sector.> To replicate tne private sector trere wouid need to be 36
more white women than there are in the county's workforce, five more black
males, tnree more Hispanic males, two more Hispanic femaies. St. Louis County
commented that "...the Committee failed to note that 47 percent of the
persoanel 1n tne professional category are women compared to tne national and
Missouri rate of 37 personnel. Nor did the Committee point out that the
replication model corrections constitute less than one percent of tne
workforce (46 people)."6 1In administrative jobs the proportions of black
workers (male and female) matched the area laborforce. But the proportion of
wnite females was considerably less tnan tne area lahorforce. In professional
jobs the proportions of black workers (male and female) and white female
workers were greater in tne county workforce than in the area laborforce. 1In
technical jobs the proportions of black males, Hispanic females and Asian
females were comparable to tnose in the area laborforce put tre proportions of
white and plack females were less than 1o the area laborforce.7 Tne
national laborforce rates for black administrators and professionals were
lower than the area rates. Tne rates for Hispanic administrators or
professionals were higher.

Tne county provided data on current utilization of minorities and womeo as
administrators or professionals in each county agency. It was not able to
provide data on older workers or handicapped workers without extensive
research. The data available show discrepancies in the utilization rates of
tne principal agencies. The overall utilization rate for black males is 4.4
percent.8 Tne utilization rates for black males by all deparutments except
human resources, justice services, juvenile court, lakeside Center, parks and
recreation and public works were significantly less. Tne overall utilization
rate for white women was 42.0 percent. Tbe utilization rates of the
departments of administration, county counselor, nignways and traffic,
Lakeside Center, parks and recreation, planning, prosecuting attoraey, public
works, and revenue were significantly lower. Tne overall utilization rate for
black women was 6.7 percent. Tne rate was significantly lower in all agencies
except community health, numan resources, justice services, juvenile court,
planning, other.9 Tne county also provided data on administrative and




Table y-1
Workforce of St. Louis County - 1982

LB FEMALE
HALE. Asion/ Awm.Ind./ —_— Asian/ M. Tnd./
Total White Black Hispanic Pac,Tsl.  Al,Nat, Whito Black IHspanic Pac,.Isl, Al.Nat,

OFficlals/Adminlstrators

UN'' Row 62 53 2 5 1 1

% Colunn 1.8 2.5 0,7 0.4 0.3 5.0

% Row 85.5 3.2 . 8.1 1.6 1.6
Profossionuls

N Row 938 448 40 2 5 373 62 8

% Colunn 23.3 21.1 14.2 14.3 45.5 31.9 15.4 40.0

% Row 47.8 4.3 0.2 0.5 39.8 6.6 0.9
Teclmicians .

UN'' Row 602 417 27 1 1 1 98 53 1 3

% Column 14,9 19.6 9.6 7.1 9,1 50.0 8.4 13,2 20.0 15.0

,l'l ROW . 69.3 4.5 0.2 0.2 0.2 16.3 8.8 0'.2 0.5
Protective Service

UN' Row 735 571 85 7 1 1 51 18 1

% Column - 18,2 26,8 30,3 50.0 9.1 50.0 4.4 4.5 20.0

4 Row 77.7 11.6 1.0 0.1 0.1 6.9 2.5 0.1 .
Para-Professionals "
UN'Y Row 127 22 17 1 33 51 3 ™
% Column 3.2 1.0 6.1 7.1 2.8 12.7 15.0 '
Office/Clerical

"N" Row 828 93 13 1 581 132 3 4 1,
% Column 20,5 4.4 4.6 9.1 49,6 32.8 60,0 20.0 100.0
% Row 11.2 1.6 0.1 70.2 15.9 0.4 0.5 0.1
Skilled Craft ‘

YN Row 145 133 9 2 1

% Column 3.6 6.3 3.2 14.3 9.1

% Row 91,7 6.2 1.4 0.7

Service/Maintenanco

YN Row 508 391 88 1 2 30 85 1

% ow . 65.4 14.7 0.2 0.3 5.0 14.2 0.2

TOTAL 4035 2128 281 14 n 2 1171 402 5 20 1

¢ 52.7 7.0 0.4 0.3 0.1 29,0 10.0 0.1 0.5 0.D

Source: Data supplied by St. Louis County, on file at CSRO.
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Table V - 3
Percent Workforce/Percent Laborforce Compared -- St. Louis County - 1982

HALY Aaton/ A, Tnd ./ YiHALE Autun/ Am, Ind,
Whita #lack Niupanie VPac,Xsl, Al Nat, Whito Black Nispanic Pac.Isl, AL.Nat,
Total
% VWorkforce/
% Row 52,7 7.0 0.4 0.3 0.1 29,0 10,0 0.1 0.5 0.0
% Laborforce/
. Row 52.0 7.5 0.7 0.3 0.2 32.6 6.3 0.3 0.2 0.1

Adminlatrators
% Workforece/

A ltow 85,5 3.2 8.1 1.6 1.6

% laborforca/ . .

% ROW 7702 ‘ 301 0.7 003 0.3 16.5 1.5 0.1 0.1 0.1
Profesaionnla

%4 Workforece/

Z Row 47.8 4,3 0,2 0.5 39.8 6.6 0.9

% Laborfoyce/

% Row 60.6 2.3 0.7 1.2 0.3 31.4 2.8 0.2 0.5 0.1

Technicians
Z Workforece/

[]
%4 Row 69.3 4.5 ¢ 0.2 0.2 0.2 16.3 8.8 0.2 0.5 -
Z Laborforce/ 4
.Z Row 51.7 4,5 0.4 0.4 0.1 32.8 9.4 0.2 0.3 0.1,
Office/Clerical
% Workforce/
% Row 11,2 1.6 ] 0.1 70,2 15.9 0.4 0.5 0.1
% Laborforce/
% Row 15,2 2,0 0.3 0.1 * 70.3 11.1 0.7 0.2 0.2

Skilled Grafts.
% Workforce /

% Row 91.7 6.2 1.4 0.7

% Laborforce/ _

% Row 83.6 7.0 1.2 0.1 0.3 6.5 1.1 0.1 0.1 *
Service/Maintenance

% Workforce/ .

% Row 65.4 14,1 0.2 0.3 5.0 14.2 0.2

% Laborxforce/ -

£ Row 29,0 13,7 ) 0.4 0.3 0.1 38,5 17.6 0.2 0.3 0.1

Sources: EE0-4 for St, Louis County, 1982
EEOC, 1980 Report: Job Patterns for Minorities and Women in Private Industry, 1980, p. II - 279,
* I,ess than 0.05 percent
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professional employees wnose jobs were funded by Federal or State fuods. Snch
jobs are usually referred to as "soft money" jobs because there is a risk that
they can be terminated by ending of the grant program under wnicn tney are
funded (a risk considerably increased by recent Federal and State policies).
The proportions of mlack men and women wnose positions were funded by tne
State or Federal government were significantly larger than their proportions
in the county workforce. Most of tnese jobs were in the department of human
resources.l0

County EEO-4 data allow determination of median wages for each etnhnic
group within each job category. An examination of that data shows that
compared to white males in the jopo category, white remale administrators had
lower median salaries as did black male, white female and black female
professionals; white female and black female technicians; nlack male and olack
female protective service workers; black male, white female and black female
clerical workers; black male, wnite female and plack female service
maintenance workers.ll But it snould be noted that the aifferences were not
very large. St. Louis County commented:

In analyzing tne median wages tne Committee correctly notes tnat
differences in pay are 'not very large." The Committee might also note
tnat tne County pay structure progresses Dy merit and longevity. White
males may earn higher wages simply because of seniority. Also, the
earnings potential for men and women doing tne same job is tne same.lZ

The county government provides centralized personnel services for all its
agencies except the police department and the juvenile court. Tous, the
analysis that follows sbould not be construed to cover those to agencies. In
fact, tne connty's only connection to tne court is 1ts legal responsibility to
pay the salaries of court personnel.

Tne county noted tnat its commitment to egual opportunity 'pegan in L1950
with the passage of the county's first charter. Article IX, Section 94,
provided for employment and compensation free of discrimination based upon
'sex, race, national origin, or religious affiliation.' "3
Nondiscrimination was assured by the rules of the county civil service
comission, adopted in 1954 wnich forbade references to race, color, creed and
attachment of a photograph.l4 Discrimination oy reason of age or nandica
is proninited under tne civil service rules as 'otner non-merit factors.'l5
These rules also prohibited discrimination in the examining process except as
a business necessity.l6

Tne county nas two atfirmative action plans. One, promulgated 1n 1973
with subseauent attachments, covers all county agencies. The other was
adopted hy and applies to only the county department of human resources,
Office of Employment and Training and its support staff. As a general
statement of principles, tne countywide plan is complete. It contains clear
commitments to efforts in the areas of recruitment, selection, classification,
training, estaoiishing of goals tnat, if implemented, would have produced a
fully effective affirmative action program. But, in the course of an U.S.
Office of Personnel Management review conducted wn March 1981, reviewers found
that the affirmative action plan's goals and timetables had never been
developed and that probhibitions of discrimination mased on age aond baodicap
had not been inserted.l7 Toe Office of Employment and Training plan 1s
essentially the same as the county's except that it includes a utilizatioo
analysis showing tpnat minorities and women are weil utitized in comparison to
data provided by the Missouri Department of Employment Security. It also has
specific timeframes for its action elements.l

The county stated that its primary affirmative action effort is its EEO
worksnop. Tris provides extensive training on equal employment opportunity
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laws and good affirmative action practices to supervisory persoanel. The
program has included training in all phases and bas included proclems of
discrimination affecting tbe handicapped and older workers. To date 860
county workers, mainly supervisory and managerial personnel, nave received
tnis training, approximately one sixtn of all county employees 19
Implementation of other elements of tne county's plan are discussed helow in
trne context of affirmative action efforts tne county bhas made.

The primary recruitment area for the county is the St. Louis SMSA.
Beginning in August 1979 a niring freeze was imposed that drastically limited
tbe number of positions filled. Although county civil service rules permit
preference for county residents in unskilled positions, 1n the past this had
been applied only to CETA jobs where residence was a requirement of the
Federal program and beginning in September 1979 sucn positions were pnased
out. Recruitment of administrators and professionals is conducted by the
division of personnel and involve work by the affirmative actioon coordinator,
manager of recruitment and selection, the personnel analyst supervisors, four
personnel analysts--seniors and two part-time personnel analysts.20

In the period prior to 1979, the county regularly advertised '"when there
were not enough current applications on file from wnicn to choose.'
Tonereafter, ads were more carefully placed due to hudgetary constraints.Z2l
Toe primary local media utilized were the St. Iouis Post-Dispatch and Globe
Democrat. But ads were also regularly placed in tne St Louis Argus, a paper
serving the black community, and various suburban newspapers. Specific
positions reauiring out-oif-area recruitment were advertised in such
publications as Feedstaff, the Kansas City Star, Chicago Tribune, ASMT News,
AANA Bulletin, and tre Wall Street Journal Copies of ads were sent to a
variety of local organizations such as tne St. Iouis County Special School
District, Jewisn Employment Vocational Services {JEVS), Vocational
Rebabilitation and IMAGE (an agency involved in public sector employment of
Hispanics). Tne county also participated in a variety of job fairs targeted
to minority and handicapped youttb and its personnel staff visited a large
number of area colleges and schools 22 The county sends job notices to 13
agencies involved in the employment of women, 14 dealing witn blacks and other
minorities, three dealing with Hispanics and 26 dealing with tne nandicapped,
and makes its job vacacy newsletter available to the County Older Residents
Program statf and JEVS which are tne primary job placement sonrces for older
persouns.23

Tne county reported that during tne mid-1970's it employed an industrial
psychologist to determine the validity of selection devices used by it.
Priority was given to more populous job classes such as Secretary, Park
Supervisor, Corrections Officer and Sanitarian Aide. Test validation for
tnese jops was completed. Although, subseauent validation efforts were
hampered by budget constraints, in 1982 the county began a systematic
applicant flow analysis to lay tne groundwork for future test validation
studies. In addition, the interviewer worksheet for most administrative and
professional jobs was rzvised to reduce the potential for inequalities and
supervisory training in writing performance standards and evaluating
performance was developed.24 Before recruitment is started a job analysis
is conducted bg_supervisory staff to determine the necessary knowledge, skill
and abilities.Z2

Toe county estaciisned at least 26 career ladders that would provide
avenues of advancement from entry-level jobs and created the technical aide
Job classification to provide advancement opportunities for persons in
dead-end jobs. Tnis provides an opportunity for supervisors to develop a
program suited to a particular individual so that individual can move from one
job to another. Such a program usually includes college level work, in-house
traioing, independent study, and special projects. Nine employees nave
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entered the program, six successfully completed it, one remains in the
program. 26 )

Under county civil service rules all merit system vacancies are filled ov
promotion, if practical, provided the position is not filled from the layoff
list (recall) demotion or transfer of another employee. IF promotion 1s not
practical, the position is filled by open competition in wbich employees and
nonemployees are tested for tne position. Promotional examinations are
usually opened only to individuals having the necessary qualifications,
knowledge and experience and employed by the specific department. Notice of
promotional opportunities are posted within the specific department with the
vacaacy to insure tnat ait interested and qualified employees are made aware
of sucn opportunities.Z’

Tne county provided data on tne promotion of minorities and women by eacn
department. They show that for the period 1979-1981 the proportion of persons
promoted to administrative and professional jobs who were wihite males was
slightly smaller than the 198l total workforce proportion, the proportion of
black males was also sligntly smaller but the proportions of white and black
females was somewhat larger. The proportion of white males promoted to
administrative or professional jobs from above entry-level jops during this
period was larger than the workforce proportion existing in 1981. But the
proportion ot olack males, wnite females and hlack females was somewnat
smaller.28 Tne proportion of noncompetitive appointments from entrv level
to administrative or professional was bhigher for white men tnan for black men
or white women. Similarly, the proportion of noncompetitive appointments from
above entry level jobs to administrative or professional was bigher for white
men than for wnite or black women. But tne proportion of noncompetitive
appointments from entry level to technical level jobs was lower for white men
than for olack men, wnite women or black men.29 Most departments with more
than a minimal number of promotions did promote minorities and women. The
exceptions for minorities' promotions to administrative or professional jops
were administration, highways and traffic, prosecuting attorney. But it
should ne noted tnat in several departments with a number of promotions, the
promotions of white women_or black men were proportionately fewer tpnan the
average for all agencies.30

The county noted tnat it has been successful in emploving minorities and
women in a variety of administrative and professional categories and nas been
successful 1n maintaining parity or greater with the SMSA laborforce
percentages for minorities and women.3l The employment practices of tne
county police department are discussed in another chapter of this report.
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Notes

1. Missouri Advisory Committee to tne U.S. Commission on Civil Rights, Fair
Housing Enforcement in St. Iouis (February 1982).

Z. Bureau of the Census, 1980 Census of Population and Housing (PHC80-V-27),
Table 1. Tne category "other™ race has been omitted. Hispanics are also
counted 1n one of the raciai groups and tnerefore total exceeds 100 percent.

3. Karen C. Moculeski, Assistant County Counselor, letter to staff,
including attachments, Nov. 14, 1982 (nereafter cited as St. Lonis County
Letter), Exnibit 5.

4. TIbid., Bxhipit 5. )

5. See Table V-1, Percent Column Rows.

6. Tnomas W. Wehrle, County Counselor, letter to Chairperson, Missouri
Advisory Committee, Mar. 3, 1983. If the Committee cited national data for
otner groups, tne disparities for Hispanics, Aslans and Iadians would have
been muco bigher. Moreover, in specific occupations, sucin as crafts and
professionals, the proportions tnat were white women were larger 1n the
national than in the local laborforces.{EEOC, 1980 Report..., pp. I-1,
I1-279.) While it is true that tne cnanges compared to the total worikforce
are small, they would result in an increase in the mmber of white women of
toree percent, black men of two percent, Hispanic men of 2l percent, Hispanic
women of 40 percent.

7. See Table V-3.

8. St. Louis County letter, Chart A.

9. 1Ibid.

10. Toid., Cnart B.

11. 1Ibid., Exhibit 5.
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13, St Louis County letter.
14. 1bid.
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Mar. 3, 1983.
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17. 1Ibid., Bxhibit 7. St. Louis County commented:

In view of tne Committee's replication model whicn reauires a 'correction
of less than one percent of the workforce, it is apparent that goals and
timetables are not necessarily a panacea. The Committee also ignores the
fact that the Civil Service Rules prohibit the use of non-merit factors
such as age or nandicap.{Tromas W. Wehrle, letter to Chairperson, Missouri
Advisory Committee, Mar. 3, 1983.)
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Mar. 3, 1983.

28. St. Louis County lLetter, Chart C.

29. 1Ibid., Chart C.

30. St. Louis County Tetter, Chart C.

3l. St. Louis County letter.
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VI. CITY OF COLUMBIA

Tne City of Columbia is tne county seat for Boone County and tne site of
the University of Missouri-Columbia. It is located in the mid-Missouri area.
In 1980, out of a population of 62,061, 88.3 percent were wnhite, 8.8 perceant
were black, 0.2 percent were Indian, 1.5 percent were Asian, 1.3 percent were
other races and 1.l percent were Hispanic.l '

The City of Columbia employs 756 persons. Data on its employment patterns
appear in Tanles VI-1 and VI-2. It employs proportionately more black workers
in its workforce than are in the population. The same is true for Indian
workers. But 1n otner categories it employs somewhat fewer, although tbhe
differences are not substantial.Z Tapble VI-3 shows the data on workforce
utilization rates and comparable data on the area laborforce.

Compared to tne area laborforce, it employed significantly more olack men
than in the laborforce. But the proportions of white women and black women
emplnved were significantly below tne laborforce level. Tnere were fewer
white female administrators, professionals, clericals, technicians and service
workers tnan in tne iaborforce. Tnere also were fewer black female
technicians, clericals and service workers than in the laborforce. Although
tnere were differences in the relative utilization of white males and otner
groups in the various occupations, these differences were comparable to those
in the laborforce. Tne median salaries of white female professionals, wnite
female technicians, black male and white female skilled workers were lower
than their wnite male counterparts.3 The city believes this 1s pecause
minorities 4and women nave less seniority.4

The rate of new nires for 1982 shows that a significantly smaller
proportion of new nires were black men tnan were in tne existing workforce.
But tne proportion of new hires that was white female was significantly larger
than in the workforce. Trne City commented:

approximately twenty percent of the employees who left the City of
Columbia were black males and black females. Replacing those employees at
that rate is difficult as several of these individuals left professional
and tecnnical positions.5

Altnough 10 new nires were in administrative or professional jons, oone were
minorities and only three were white women. The city noted that while it bad
difficulty in finding new minority and female professionals and administrators
it nad been succesful in promoting tnem.6

The city also provided data on the utilization of minorities and white
womeo as administrators or professionals in eacr city department. Only five
of 15 departments had minority workers: finance, parks and recreation,
police, fire and nealtn. Four departments nad no white female workers and ooe
bad significantly fewer than the total. Overall, 44.8 percent of the
administrators and professionals were aged 40-70 and 6.3 percent were
bandicapped. Tbhe city employed 27 persons on "soft-money" provided by
Feaeral, State or County governments. Of these, two-thirds were wnite male,
3.7 percent were black male, 25.9 percent were white female and 3.7 percent
were Indian female. While only L6.5 percent of tane white male administrators
or professionals were so funded, half of the black males, 22.5 percent of the
white women and the one Indian women were so funded.? Tre city commented:

We consider the interest, qualification and eventual hiring of minorities
and females in grant-funded positions a very positive factor. In fact,
the Indian female wno held a ''soft money'" fundéd Community Health Nurse
position during 1982 was promoted to Senior Public Health Nurse in

August. QOur ordinances speak to the desirability and commitment to biring



Table VI-1
Workforce of Columbia - 1982

MALE . FEMALRE
Asion/ Am,XInd./ Asian/ Am.Ind./
' Total White Black Hispmic Pac,Tsl.  Al.Nat, Whito Black lilspanic Pnc,.Isl, Al . Nat,
Orficials/Administrators
YN Row 38 34 i k)
% Column 5.0 6.5 1.4 2.2
% low 89.5 2.6 7.9
Professionals
"IN" Row 97. 75 20 1 1
% Column 1228 14,2 14,0 12.5 33.3
% Row 77.3 20.6 1.0 1.0
Technicians
UN" Row 64 46 2 12 1 1 1 1
% Column 8.5 8.7 2,7 8,9 12.5 100.0 50.0 33.3
% Row 71.9 3.1 18.8 1.6 1.6 1.6 1.6
Protective Sexvice .
SN Jlow 130 109 8 1 2 8 2
% Column 17.2 20.7 10.8 50.0 66.7 5.9 25.0
% low 83.8 6.2 0.8 1.5 6.2 1.5
Para-Professionals '
TN Tiow 11 3 1 6 1 N
% Coluwn 1.5 0.6 1.4 4.4 12.5 o
% Row 27.3 9.1 54.5 9.1 '
Office/Clerical :
N Row 89 9 2 73 3 . 1 1
% Column 11.8 1.7 2.7 54.1 37.5 ) 50.0 33.3
% Row 10.1 2,2 82.0 3.4 l.}. 1.1
Skilled Craft .
"!N' Row 236 204 21 1 1 9
% Column 31,2 38,7 28.4 50,0 33.3 6.7
% Row 86.4 8.9 0.4 0.4 3.8
Service/Maintenance -
YN Row 91 47 39 1 4
% Column 12.0 . 8.9 52.7 100.0 3.0
% Row 51.6 42,9 1.1 4,4
TOTAL 756 527 74 1 2 3 135 8 1 2 3
% 69.7 9.8 0.1 0.3 0.4 17.9 1.1 0.1 0.3 0.4
Source: Daia supplied by City of Columbia, on file at CSRO,




New llires-Columbia - 1982

ALK YEHALE
Avlan/ Am.Ind,/ ' Asian/ Am, XInd.
Totnl White Mlack Hupande Pac.1nl, Al Nat, White Black Itlapanie e, Isl. Al.Natk,

Of) lelula/Adninlutrators

Nuwber 2 2

Z Row 100.0

Professlonals

Number 8 5 3

% RNow 62.5 \ 37.5

Techniciana

Number 4 3 1

p

% Row 75,0 25.0

Protective Scrvice

Number 11 8 1 2

% Row - 72,7 9.1 18,2

Para-Professlonaly 4 '

Number ' ry
[
o

% Row ‘

0ffice/Clerical _

Numbex 20 4 16

% Row 20.0 ' 80.0

skilled Craft '

Number 12 11 1

% Row " 91,7 8.3

Service/Maintenance

Number 5 2 2 1

Z Row 40,0 40,0 20.0

JOTAL, . .

Number 62 35 2 1 22 2

% Row 56,5 3,2 1,6 35.5 3.2

Source; FEREO0-4 supplied by City of Columbia, 1982,




Table VI -~ 3
Percent Workforce/Percent Laborforce Compared -- City of Columbia - 1982

MALE, Asian/ . Aw.Ind,/ YeHALE Avian/ An,Ind,
White Black Higpanic Pac,Ial.. Al.Nat. White Black Nispanie Pac.Isl. AL .Nat,
Total
4 Morkforce/
4 Row 69.7 9.8 0.1 . 0.3 0.4 17.9 1.1 0.1 0.3 0.4
% Luborforce/ )
4 Row 48,6 3.3 0.3 0.4 0.2 43.0 3.7 0.2 0.4 0.1

Aduminlsatrators

% Workforce/
.x Row 89.5 2-6 7.9'

% Laboxforce/ -

% Row 76.6 1.3 0.5 0.3 0.3 19.7 1.2 0.0 0.1 0.1
Professionals ' : '

7 Workforce/ .

% Row 77.3 20.6 1.0 1.0
% Lnborforce/

% Row 64.4 0.9 0.1 0.1 0.1 33.1 1.1 0.0 0.1 0.0
rechniciana

7 Workforee/

% Row - 71.9 3.1 18.8 1.6 1.6 1.6 1.6
% Laboxforxce/ .

iz Row 63.1 2.2 0.0 0.0 00 30.5 3.9 0.0 0.3 0.0

0ff1ce/Clerical f
% Workforce/

% Row 10.1 2.2 82.0 3.4 1.1 1.1
% Laborforce/

% Row 9.3 0.6 0.2 * 0.1 83.9 5.2 0.6 0.2 0.0
Skilled ¢

% wOrkforce/

4 Row 86.4 8.9 0.4 0.4 3.8

% Laborforce/ -

% Row 82.4 3.6 0.0 0.3 1.0 11.2 1.2 0.0 0.1 0.1

Service/Maintenanca
% Workforce /
% Row 51.6  42.9 1.1 4.4
% Laborforce/ : ' ’
% Row 39.1 8.5 0.4 0.9 0.1 41,2 8.7 0.4 0.4 0.3
Sources; EEO-4 for City of Columbia - 1982
EKOC, 1980 Report: Joh Patterns for Minorities and Women in Private Industry, 1980, p, IT - 399,

* Lesg than 0.05 percent
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of the disadvantaged, minorities and females for temporary and summer
appointments. As with tne PSE/CETA program, tney are tnus afforded tne
opportunity to get a "foot in the door,™" train and prove themselves for
competitlion 1n suhseauent permanent processes.

As the job market continues to tighten up and a higher percentage of the
City's jon openings are of a funded nature, larger numbers of analified
individuals looking for permanent employment are happy to start out or
return to tne job market 1n such positions.8

Columbia first adopted an affirmative action policy in 1974. Affirmative
action became a part of county law in 1975. A workforce analysis was
conducted in 1976, goals and timetables were established. Beginning in 1974,
tne city also revised 1ts job and pay classificatinns and 1ts minimum .
qualifications statements. In 1976 the city manager assigned an assistant to
tne city manager as tne EEO Officer and tne Personnel Advisory Board was given
monitoring responsibilities.S

Under Article XI of the city code, tne city declares its poliicy to support
affirmative action. It states that department heads and supervisors are
responsible for implementing tmis policy. The general policy clause 1inciudes
the sentence: 'While EEQ Affirmative Action shall be considered a top
priority, neither snall it umreasonably infringe upon tne goal of efficient,
productive, continuiag public service."l0 The personnel director is
reauired to develop annually both annual and long-term goals and timetables.
The code states "Identifiable iack of good faitm in attempting to acnieve
established goals shall be just cause of disciplinary action, and shall
involve any and all employees.'ll

In tne area of recruitment, the code reanires that after first
consideration has been given to current employees, contact should be made witn
appropriate agencies or programs tnat mignt provide aqualified minorities or
women and jobs should be advertised in publications with a broad circulation.
Systematic contact 1s to be maintained with tme State employment service and
local community action agencies. Present employees are encouraged to refer
minority or woman applicants and tne city proposes a special etfort to seek
minority and woman applicants in classifications in which it has found
underutilization.

The city personnel director 1s instructed to determine wnetner there are
job categories closed to minorities or women; whether hiring practices
1odicate all applicants are considered solely based on their qualifications;
wnether initial job assignments were nondiscriminatory; whetner minimal entry
qualifications are necessary, valid and justifiable; applicant flow system be
established; and, the validity of testing ensured. The skills of current
employees are to ne reassessed periodically to ensure tney are offered
promotion opportunities for whicn they are qualified. To the maximum extent
possible, tne city proposes to utilize minorities and women as trainees and
summer part-tlme WOrKers.

Woere tne city personnel director finds underutilization relative to tne
labormarket, more vigorous recruitment is to be undertaken, policies are to be
discussed witn appropriate management, supervisory and otner personnel, and ao
effort made to see whether minorities or women in lower grades could be
transferred. Quarterly statistics are to be assembled to evaluate tre
program. 14

Tne city, bas 1p fact, calculated goals and timetables auarterly.
Achievement is based on representational goals establisned in 1976. The data
show that tre goals have neen exceeded for minorities 1n the administrative
and general laborer categories but not in others. They also show that -tne
goals pave been acnieved for women (regardless of race) in tre
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paraprofessional/tecnrnical, clerical, and lanor supervisor categories but not
in otner categories.l> Tne city's data over tne period 1973-1979 showed a
steady increase in utilization of both groups, for minorities from 10.5
percent in 1973 to 13.4 percent in 1979 and for women from lL.l percent in
1973 to 19.2 percent in 1979.16

Full scale workforce analyses apparently nave been done for several
years.l7 Tne city provided a copy of 1ts 198t utilization analysis using
the eight factor system utilized by the Office of Federal Contract Compliance
Programs of tne U.S. Department of Lahor. This suggested that tne acnievable
long-term goals should, in fact, be lower than the actual city workforce
proportions 10 tnat year. Tne same was found for most job categories for
utilization of women. These numbers appear, on their face, peculiar. But
sucn results are easily ontained in an QFCCP-type analvsis, witnout any actual
error. What is reauired is that the analysis be re-examined and weights or
factors wnere arbitrary or at best impressionistic estimates nave been made pe
reassessed. For some categories this may reauire consideration of potential
sources beyond tne SMSA, since, as indicated below, recruitment occurs beyond
there. The city noted it would look again at its analyses but that
historically 1t nad gotten few 1nterested aualified applicants from outside
tne SMSA.18

Tne city also maintains quarterly applicant flow data tmat enable it to
determine whether there has been any discrimination in filling particular
broad job categories. Tne city also tracks tne filling of each city
position. The data assembled are sufficient for a reasonable assessment to be
made by tne city as to wnetner there nas been anv discrimination. Wnile tne
city does not assemble its data by department, it is not so voluminous that
tnis 1s unclear, and presumably the city does check on department or hiring
autnority performance.l9 ’

Recruitment efforts are the responsibility of tne assistant city manager
for buman services and the director of personnel services. Approximately 82
individuals and agencies and a variety of placement centers are sent
notification of vacancies. In addition, ads are placed in 16 general
circulation newspapers tnroughout tne State, including the Post-Dispatcn,
Globe-Democrat and Kansas City Star/Times for difficult to Iill positions or
positions where there are tew minoritv/temale emgloyees. Tne city nas also
utilized headhunter firms to fill key positions.Z0 Tne personnel director
participates in the University of Missouri Minority Task Force tbat seeks to
recruit and retain qualified minorities and mer staff nave participated in job
fairs for minorities and the nandicapped.Zl Copies of 1ts ads make clear
tnat it nas sought to ontailn minorities and women for nontraditional jobs.22

The city noted that it continually reviews qualifications requirements as

" joos bacome vacant. It is particularly proud of its success in biring a black

male police chief, female public healtn nurse, nursing supervisor, senior rate
analyst, parks and recreation supervisor, public nealth nurse and staff
accountant. It also has hired handicapped persons as city attorney and city
manager. The city 1s parciculariy proud of i1ts summer employment program. Tt
noted:

Tne City appropriated $165,000 last year “$176,000 for L983) to provide
summer employment for hard-to-place, low income or otherwise disadvantaged
youtn witn Coiumbia emplovers. A coacerted effort was made to place the
youths in one of the eighteen vocational opportunities best suited to
their career plans. For eacn participant, the work experience was

receded by four weeks of mandatory vocatiopal training funded by a

35,000 grant from tne Missouri Department of Elementary and Secondarv
Education.
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Key Parks and Recreation CARE Program Staff received the highest level of
cooperation from local social service agencies as 150 youtbs were selected
to participate (a total of 109 completed the program).

Tne City of Columbia nas already begun tne process of selecting Summer

1983 CARE Job Developers and Job Coacnes to nire local youths who will

obtain tne joo skills training, education and experience so critical to
treir total career effectiveness.23

The city authorizes noncompetitive promotions when the person under
consideration meets tre minimum standards, nas been certified as eligible, and
wants the promotion. But this applies only to within-department promotions.
Candidates from otrer departments must compete with outsiders unless both
departments heads agree and the promotion is in conformity with tone
affirmative action program.Z4 Although the qualifications lists are -
apparently regularly revised, it is not clear from the city's response that
tests are validated.25

Toe city provided data oo promotions into administrative and professional
positions from 1979-1982. These show that of 20 administrators or
professionals promoted to sucn jobs from entry-level, one was nlack, nlne were
white women. One-third of the white males and nearly half the white females
so promoted obtained noncompetitive appointments. Of L2 persons appointed to
administrative or professional positions from above entry-level jobs, one was
a black male, five were wnite females. OQOver half tne wnite males so appointed
and all tne wnite women received noncompetitive appointments.20 The city
comments: .

One can readily discern from our enclosed promotional professional and
administrative charts that females, handicapped, older workers and
minorities are well aware that upward jobility 1s availahble to all and "go
for it.' This pattern is evidenced all the way down through our entry
level positions. City employees desirous of changing tneir career patns
notify personnel and a file indicating their interests/qualifications is
established for regular referral and action. We have a comprenensive
employee development and tuition reimbursement program, better preparing
emplovees for advancement.Z27

Despite the optimism of the city, and 1ts relatively good statistics,
there is reason for concern about its affirmative action efforts. Its success
in reaching statistical goals is to some extent the result of nsing local
statistics. If national or State statistics were used for administrative and
professional jops toen the goals would be mucn nigher and success less
evident. Although the city maintains good data on its efforts, the extent of
analysis given tnat data was not made clear to the Advisory Committee and is
not apparent from the planning documents. Allowing for all that has been
done, tnere 1s still room for improvements.
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Notes

1. Bureau of tne Census, 1980 Census of Population and Housing (PHC80-V-27},
Table 2. Note that total percentage exceeds 100 because Hispanics are also
counted 1n a racial group.

2, DNata supplied by the City of Columbia, on file at CSRO.

3. See Table VI-3.

4. Gloria Seabaugn, letter to Cnairperson, Missouri Advisory Committee,
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5. Columbla Comment Letter.

6. Columbia Comment Letter, see below, p. 24. .

7. Gloria Seapbaugn, Director, Personnel Services, City of Columbia, letter
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9. Columbia Letter, attacnment 2.

10. City of Columbia, Révised Ordinances (1964), Crapter 22, Sec. 22.910.
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24. Columbia Letter; City oi Columbia, Revised Ordinances, Chapter 22, Sec.
22.830.

25. Coiumbia Tetter.

26. Ibid., "Applicant Flow.'

27. ColLumbia lLetter.
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VII. KANSAS CITY

Tne City of Kansas City is located on the western =dge of tne State. In
1980, the city had a population of 448,159 persons, 69.8 percent of whom were
wnite, 27.4 percent were hlack 0.4 percent were Indian. 0.8 percent were
Asian, 1.7 percent were other races and 3.3 percent were Hispanic.l Tne
city includes portions of three counties--Jackson, Clay and Platte--in the
seven county Kansas City metropolitan area.

The city employed 4,849 persons in 1981, 43.6 percent of whom were white
men* 50.5 percent, black men; 1.3 percent, Hispanic meo; 0.3 percent, Asian
men; 12.0 percent, white women; 11.7 percent, black women; 0.4 percent, .
Hispanic women, 0.1 percent, Asian women.Z In short, overall tne city's
workforce reflected its ethnic composition. A compressed summary of tne
city's workforce is in Tables VII-L aad VII-2. The utilization rates of tre
workforce and area laborforce are shown in Table VII-3.

Tre lavorforce of the SMSA was about 50.2 percent wnite male, 33.8 percent
white female, 6.2 percent black male and female, 1.4 percent Hispanic male,
0.9 percent Hispanic female and less than 0.5 percent eacn from otrer
ethnic/sex groups. White women were clearly considerably underrepresented in
the workforce. An examination of individual joh categories also snows
underrepresentation. In the administrator category, winite women were 7.5
perceant of tne city work force hut 18.7 percent of tne laborforce. In tne
professional and technical categories the patterns were similar. There were
no patterns of underrepresentation in tne office/clerical, crafts or service
workers categories.3

Womeo and minority administrative workers were a lesser proportion of
their ethnic/sex groups in the workforce than were white males. This was also
true in comparison to the laborforce. At tne professional level, black men
professionals were a lesser proportion of their group in the workforce than
were wnite men, but tneir snare was greater than that of black men 1in the
laborforce. Other race/sex groups' representation was greater than that of
wnite men. In technical jobs, black tecnnicians, Hispanic techniciaos, wnite
female technicians, black female technicians and Hispanic female techicians
were a smaller proportion of their race/sex group tnan were wnite male
technicians. But, except for black female technicians, these proportions were
greater tnan in the lanorforce.4

An examination of median salaries, snows hlack women administrators' were
very much lower than other groups and white female administrators' were
somewnat iower. Wnite male protessionals nad higher median salaries thaon did
any other group. Black male, white female and Hispanic female professionals’
median salaries were very much lower. Biack male and female tecnnicians'
median salaries were lower than that of other groups. Wnite male protective
service workers nad nigner median salaries tpap any otner group and very mucn
bigher than white or black female protective service workers. White male
clerical workers nad higher median salaries than did plack male, white female
or black female clericals. There were no major differences in tne remaining
joo categories.>S

Tre overall new hires during L98L apparently increased the proportions oif
black men, white and black women in the workforce. They-increased the
proportions of wnite and black female administrators; white and black female
professionals; black male, white and black female technicians; minority and
white rfemale protective service workers; black female clerical workers;
decreased the proportions of white female and black skilled workers and
decreased tne proportion of plack male service workers. Considering that
overall turoover was more than half of the city's workforce, one would have
expected more significant cranges in the city's affirmative action posture
tnan were rsported.6



Table VII-1

Workforce of Kansas City - 1981

MALE Asian/ An.Ind./ PEMALE Asion/ Am.Ind./
Total White Black ilispanic Pac.Isl. Al.Nat, White Black {lispanic Pac.Isl, Al.Nat.

Officlals/Administrators ‘ i '

ONY Row 251 197 25 3 19 7

% Column 5.2 9.3 1.7 4.7 3.3 1.2

% Row 78,5 10,0 1.2 7.5 2.8
Professionals

'N' Row 401 207 36 6 5 1 78 62 4 1 1
% Column 8.3 9.8 2,4 9.4 35,7 50.0 13.4 11.0 19.1 16.7 100
% Row 51.6 9,0 1.5 1.2 0.2 19.5 15.5 1.0 0.2 0.2
Technicians

"N'" Row 381 216 73 5 6 41 37 1 2

% Column 7.9 10,2 4.9 7.8 42,9 7.0 6.6 4.8 33.3

% Row 56.7 19,2 1.3 1.6 10.8 9,7 0.3 0.5
Protective Service

"N Row 1087 780 230 20 1 1 40 14 1

% Column 22.4 36.9 15.6 31.3 7.1 50,0 6.9 2.5 4.8

% Row 71.8 21.2 1.8 0.1 0.1 3.7 1.3 1.1
Para-Professionals '
"N Row 22 4 3 15 N
% Column 0.5 0.3 0.5 2.7 o
% Row 18.2 13.6 68,2 !
Office/Clerical

N Row 930 126 48 2 373 363 15 3

% Column 19.2 6.0 3.3 3.1 64,0 64.3 71.4 50,0

% Row 13.5 5.2 0.2 40.1 39.0 1.5 0.3
Skilled Craft '

"N Row 650 318 273 11 1 10 37

% Column 13.4 15.0 18.5 17.2 7.1 1,7 6.6

% Row 48.9 42,0 1,7 0.2 1.5 5.7

Service/Maintenance )

"N Row - 1127 270 790 17 1 19 30

% Column 23.2  12.8 53.4 26.6 7.1 3.3 5.3

¥ Row 24.0 70.1 1.5 0.1 1.7 2.7 ]

TOTAL 4849 2114 1479 64 14 2 583 565 21 6 1
% 43,6 30.5 1.3 0.3 0.0 12.0 11,7 0.4 0.1 0.0

Source: Data supplied by Kansas City, on file at CSRO.




Table VII -2
New HNlires-Kansas City-1981

\ . MRAALR
Asian/ An, Ind./ Aedien/ im,Ind.
Total  White Mack liapanie Pac.Yul, Al,Nal, White Black Iisvanic Pac,Iusl. M Hot,

Officilala/Administrators

Number gy 59 14 1 10 4

% Row 67.1 15,9 1.1 11.4 4,6

Profesaionals

Numbex 280 131 25 4 4 1 61 50 3 0 1

X Row 46.8 8.9 1.4 1.4 0.4 21.8 17.9 1.1 0.4

Technicians .

Number 249 127 57 2 5 29 27 2

% Row 51.0 22.9 0.8 2.0 11.7 10.8 0.8

Protective Service y

Number 544 319 155 13 1 42 . 13 1

z RD“ 58.6 28.5 2.4 0.2 7.7 2.4 0.2

Para-Professionals '

Number 16 2 2 12 o
o

% Row 12,5 12.5 75.0 '

0ffice/Clerical

Numbex 651 77 40 2 250 267 13 2

% Row 11.8 6.1 0.3 38.4 41.0 2.0 0.3

Skilled Craft -

Number ‘ 236 155 71 4 1 2 3

% Row 65.7 30,1 1.7 0.4 0.9 1.3

Service/Maintenance

Numbex 865 200 583 10 22 50

% Row 23.1 67.4 1.2 2.5 5.8

TOTAL ‘ .

Number 2929 1068 947 36 11 1 418 426 17 4 1

£ Row’ 36.5 32.3 1,2 0.4 0.0 14.% 14,8 0.6 0.1 0.0

Source; EEO-4 Supplied by Kansas City, 1981




Percent Workforce/Percent Laborforce Compared -~ Kansas City - 1981

Table VII -~ 3

MALY * Auton/ . Aw.Ind./ ﬂ‘.".“.':.'.‘. Anion/ Am,Ind.
White Bluck Niepinde Pac,Yol, . Al Nat, White Black llapanic Pac.Yul, Al.NoL,
"Total '
1 Workforce/
4 Low 43,6 30.5 1.3 0.3 0.0 12,0 11.7 0.4 0.1 0.0
% Luborforce/ )
%4 Row 50,2 6.2 1.4 0.4 0.3 33.8 6.2 0.9 0.4 0.2
Muinistrators
%4 Workforce/
Z Row 78.5 10.0 1.2 7.5 2.8
% Laborforce
% Row 75.3 2.7 0.8 0.3 0.5 18,7 1.4 0.3 0.1 0.1
Profesaionals
£ Workforce/
1 Row 51.6 9.0 1.5 1.2 0.2 19.5 15.5 1.0 0.2 0.2
% Laborforce/
X Row 54 .4 1.5 0.5 1.0 0.2 38.4 2.7 0.4 0.8 0.1
Techniclans
% Workforce/ ‘
Z ow 56.7 19,2 1.3 1.6 10.8 9.7 0.3 0.5 '
% laborforce/ ~
% Row' 50.4 3.7 0.8 0.6 0,2 34,7 8.2 0.7 0.5 0.2 g
office/Clerical '
% Workforxce/ .
% Row 13.5 5.2 0.2 40.1 39.0 1.5 0.3
% Laborforce/
% Row. %3.7 2.0 0.4 0.1 0.1 71.7 9,5 1.9 0.4 0.3
Skilled ctQchu
% Workforce
%Z Row 48.9 42,0 1.7 0.2 1.5 5.7
% Laborforce/
% Row 81.1 6.2 2.2 0.2 0.6 7.3 1.8 0.3 0.2 0.1
Serv lce/Maintenance
X Workforce/
% Row 24,0 70,1 1.5 0.1 1.7 2.7
% Laborforce/
% Row 31.8 12.6 1.8 0.9 0.3 34,7 1.7 0.7 0.2

Sources: EE0-4 supplied by Kansas City, Mo. - 1981
EEOC, 1980 Report: Job Patterns for Minorities snd Women in Private Industry, 1980, p. II - 143,

15.3
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The city provided data on the composition of most city agencies. Tnere
were 551 administrators or professionals as of April 30, 198.. Of these L3.4
percent were white female; 9.1 percent, black male; 7.1 percent, black female;
and, less tnan 0.5 percent from each of tne otner race/sex categories. Of tne
21 agencies for which the city provided information, seven utilized fewer
white females; 10 utilized fewer black males; 10 utilized fewer nlack females;
than the average for all agencies. 1In short, a few agencies, mostly providing
iman services, covered tne poor performance of other agencies.

The city also provided data on the numbers of administrators and
professionals wnose jobs were dependent on Federal, State or county funds
(that is soft-money positions). The proportions of persons in soft-money
positions who were black male, plack female or Hispanic female were larger
than their proportions in all administrative or professional jobs. The
proportions-1in particular agencies also varied. The fire, puplic works and
office of housing and community development proportions of black male
soft-money workers were larger than tne citywide average. Tne same was true
for OCHRD and the department of urban affairs for white women, for the
departments of nealtn and urbaa affairs for black women and for tne
departments of gublic works, parks and recreation and city development for
Hispanic women.

Tne city provided a copy of a 1973 affirmative action policy ordinance, a
document entitled "Affirmative Action Plan for City of Kansas City, Missouri;
April 30, 1981-82'" and another entitled "Progress Report on Departmental
Implementation of Affirmative Action Goals, City of Kansas City; May 1,
1982-Juiy 31, 1982."9

Tne city's basic affirmative action plan was passed as ordinaace 42406 in
March 1973. This established activities in selection, recruiting,
classification, determination of underntilization, and evaluation.lO

In the area of selection, the plan requires the directors of the
departments of personnel and puman relations and tneir staffs to review the
classifications standards for positions in the classified service to assure
that the reauirements are job related and do aot constitute an unreasonabie
barrier to entry for minorities or women, review the examinations 'to assure
that written examinations are not naviog a discriminatory effect;' and review
new classifications and any new examinations, as developed, as well as
informal selection metnods for the same purpose.ll

In the area of recruitment, the plan requires a review of the recruitment
process to 1ncrease recruiting "directed toward colleges with a predominant
minority or female enrollment,' increased communication with groups likely to
yield minority or female applicants, and advertising in local wminority
publications.l2

In the area of classification, the departments of human relations and
personnel are to work with each department to analyze it and restructure its
organization so 3s to provide maximum opportunity for applicants to analify
for employment and for employees to advance. They are to assure that the
maximum opportunity 1s provided for minorities and women to enter training or
education programs "which will enhance their employment or upward mobility
potential.ml3

Managers are to be trained in the skills they would need to make
affirmative action work.l4

Each department's staff are to pe analyzed to identify areas in whico
minorities and women are underrepresented and establish goals for remedying
thase deficiencies. Statistical information on the selection and promotion
process are to be collected, retained, and evaluated.l5

MAn affirmative action evaluation committee is to be establisbed,
consisting or tne director of personnel, tne director of numan relations, four
other department heads and the city manager; is to advise on implementation
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procedures, focus areas and tbe like. Tbe departments of human relations and
personnel are to prepare an annual report on accomplismments and a semi-annuat
evaluation of program efforts.l6

A commnity advisory group, broadly representative of community
organizations, is also established to meet quarterly to hear reports of
prograss and give advise to improve the program.l7

The affirmative action plan for April 30, 1981-82 contains a description
of the various city agency workforces in broad occupational groupings, such as
administrator, professional, clerical, etc. There is no utilization analysis
in comparison to any standard such as the area laborforce or population.
Following each chart is a ''goal' statement. Typical of these is the statement
for the Administration-Director's Office wrich reads "For tne fiscal year
1981-82, the Administration Department has set minority and female goals, in
tne event ot any vacancies, in the Public Information Office and tne Budget
and Systems Division."18 1In 1ts accomplishment report for that year, the
city stated:

The goal was to place minorities and females, in tne event of any
vacancies, in the Public Information Office and Budget and Systems
Division. Tonis onjective was accomplished for females (a wnhite female was
nired as Journalist I, Public Information Office), but not for
minorities.19

While the accomplisnment reports notes tnat some agencies met tneir goals,
many others that had biring or promotional opportunities that would have
aliowed goal fulfiliment did not.20 The accomplisbment report, wnile more
detailed than the goal statement, does not really allow assessment since there
is no way to know whetner the goals set were reasonable or whetner tne reasons
for not meeting the goal constituted '"good faith" efforts. The data provided
covers only tne period May 1, 1982-July 3L, 1982 and includes information on
the race and sex of persons ﬁired, separated, promoted or demoted by job
classification.

Recruiting efforts are handled py a minority employment specialist. She
has made trips to minority colleges in Tennessee, Georgia, louisiana and
Texas. 1In addition, tne city nas placed ads in minoritv weekly newspapers
across the country (including the Kansas City Call) and the jobs are listed
with the Urban League Job Data Bank.Zl All administrative and professional
jobs are advertised in the local news media and in monthly professional
journals.2Z Although all its job efforts are directed to obtain minority,
female, handicapped and older worker, the city reported that "handicapped and
older workers nave not appeared for interviews' and 'conseauently have not
been hired.r23

Tne department of personnel's validation section reported tnat the
uniformed fire service examinations bad been completely redone witnin the past
tnree years and tnat noth entry and promotional tests are now content
valid.24 Tt reported compieting validation studies on nine jobs and
revising five examinations. It also reported developing job-specific ratings
of education and experience for ''some professional and recreation work
positions."25 It designed a scored structured interview for assessing the
capacity of persons seeking "first-line" supervisory positions. The city did
not provide information on tne scope of its validation efforts, so it was
impossible to determine what proportion of its entry or promotion
examinations, formal or informal, are validated or nave peen tested for
discriminatory affect.26

But tne city did provide data on promotions from 1979-1982. The city was
unable to provide information on promotion of the handicapped. There were 140
persoas promoted from above entry-level jobs to administrative or professional
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positions. The proportions of black and Hispanic workers so promoted were
larger tnan their snares of tne worktforce. But there were wide variations in
the actual shares within specific departments and in some, such as public
works, tne proportions of black women and wnite women so promoted were lower
than the citywide average. Women were far more likely to get noncompetitve
appointments than were men. The city also provided data on L14 promotions
from entry-level to professional or administrative jobs during the period
1979-1982. Tne proportions of blacx and Hispanic persons so promoted were
lar%er (albeit only slightly) than the proportions in the administrative and
professional workforce. But again, tnere were wide variations 1a the
performances of individual agencies. Some, such as the aviation and finance
departments nad much lower proportions of black male promotions. Tne <ame was
true of the aviation and water departments for white women and public works
department for black women.27

In short, despite an atfirmative action plan that 1s lacking in detail or
evaluability, the city has succeeded in recruiting, tiring and promoting
minorities and women io its service. All of which suggests tnat careful
planning might result in yet better performance.


https://women.27
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Notes

1. Bureau of tne Census, 1980 Census of Poputation and Housing (PHC80-V-27),
Table 2. Note that percentage exceeds 100 because Hispanics are also counted
in a racial group.

2. Data supplied by City of Kansas City on file at CSRO.

3. See Table VII-3.
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Women in Private Industry, 1980, p. IT-143.

5. EEO-4 for Kansas {ity, on file at CSRO.

6. See Tables VII-1 and Z.

7. Alvin Brooks, Director of Human Relations, Kansas City, letter to staff,
Oct. 6, 1982 (bereafter cited as Kansas City Letter); "Affirmative Action Plan
for City of Kansas City, Missouri, Apr. 30, 1981-82 (hereafter cited as Kansas
City Plan).
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21. KC Letter II.
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24. TIoid.
25. 1Ibid.
26. 1Ibid.

27. 1Ibid.
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VIII. CITY OF ST. LOUIS

Toe City of St. louis is located on the west bank of the Mississippi
River. It is part of the St. Iouis SMSA. 1In 1980 it bad a population of
453,085 of wnom 53.5 percent were wnite, 45.6 percent were black, 0.1 percent
were Indian, 0.4 percent were Asian, 0.4 percent were of 'other' races and 1.2
perceat were Hispanic.l Tne city 1s botn a municipality and a county and
thus provides services of two governmental levels.

In 198L tre city's workforce comprised 7,224 persons, 44.8 percent were
white, 54.6 percent were black, 0.3 percent were Hispanic, 0.5 percent were
Asian.2 A summarvy of tne city's workforce profiie is 1n Taole VIII-l. .
Black and Asian segments of the population were well represented; other groups
were not.

Table VIII-3 snows tre utilization rates ,in tne workforce and the area
laborforce. Black workers were a larger proportion of the workforce than of
tne lavorforce. Hispanic workers were a smaller proportion. Wnite women were
significantly underrepresented. Tbhis pattern also applies in the higher job
categories. Tne area laborforce statistics are higher than the pational, so
no comparison is made to them. Overall, the city would need to hire at least
204 additional white female workers to begin to matcn the laborforce.3

An examination of the salary structure by race and sex shows that black
men had 4 lower median salarv as administrators than did white men; plack men,
white women and black women had lower median salaries as technicians; black
men, wnite women and black women had lower median salaries as protective
service workers; white and black women had lower median salaries as service
workers. Tnere were no discrepancies in the other job categories.4

The city also provided data on new bires in its EEO-4. These are
replicated in Tapoie VITI-2. Tnis shows that 1t was hiring more wnite women
and black men than were in its workforce in 1981 and fewer black women. This
was also true for new nires in administrative, professional and tecbnical jons
(but the difference in percentage was very slight). The proportion of black
male new hires was lower tnan in tne existing workforce in professional and
technical jobs. The proportion of black female new hires was higher in
administrative and protessional out not tecnnical jops.>

The proportion of women and minorities in particular job categories in
toeir own group was lower than that of white males in administrative,
professional (not white women), technical, protective service, and skilled
craft joo categories. Compared to tne area laborforce, while the proportions
of white women and minorities who were administrators was lower, the
proportion of wnite women, black men and plack females who were professionals
or technicians was higher. Hispanic administrators, professionals and
technicians were generally a smaller part of their portion of the workiorce
than they were of the laborforce.

Tre city provided a copy of its current affirmative action plaan. It was
adopted in 1979. Although the plan was supposed to be updated on an annual
basis, tnis apparently was not done.® The city proposes to update 1t 1n
1983.7 Tne plan states that it is designed:

through voluntary self-analysis, to identify areas in which there may be
underutilization of available women and minorities in tne workforce and to
design a positive program to correct and overcome this
underutilization...and to familiarize operating managers and
supervisors...with the City's overall goal of affirmatively seeking to
bire tnose wno may have been denied opportunities in the past and...to
improvg the quality and representativeness of the City's work force as a
whole.
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Table VIII-1
Workforce of the City of St, Louis - 1981 .

Asion)  Am.Ind./ FEMALE " Aslon/ Am.Ind./
Black Hispanic Pacg,Isl. Al.Nat, Whito Blnck Hispanic Poc,lal. Al.Nat.

Offlcinls/Administrators

UN' Row 192 140
% Coluwimm 2.7 5.9
% Row 72.9
Professionals

UN'" Row 1229 477
% Column 17.0 20.2
% Row 38.8
Techniclans

UNY Row 779 311
% Column 10.8 13.2
% Row 39.9
Protective Sorvice

N ow 1049 589
% Column 14.5 25.0
% Row 56,2
Parn-Professionals

N® Row 778 16
% Column 10.8 0.7
% Row 2,1
Office/Clerical

N" Row 995 65
% Column 13.8 2.8
% Row 6:5
Skilled Craft

"N Row 580 457
% Column 8.0 19.4
% Row 78.8
Service/Maintenanco

"N Row 1622 302
% Column 22.5 12,8
% Row 18.6
TOTAL 7224 2357
% 32,6

19 1 19 13
1,0 5.3 2,2 0.6
9,9 0.5 9.9 6.8
139 1 13 237 348 2 12
7.3 8.3 68,4 27.0 17.1 33.3 100.0
11.3 0.1 1.1 19.3 28.3 0.2 1.0
151 1 2 69 245
8.0 8.3 10.5 7.9 12,0
19.4 0.1 0.3 8.9 31,5
400 1 3 56
21,1 8.3 0.3 2.7
38,1 0.1 0.3 5.3
[}
90 33 639 u
4,7 3.8 31,3 ®
11,6 4,2 82.1 '
54 1 498 374 3
2.8 5.3 56.7 18.3 50.0
5.4 0.1 50.1 37.6 0.3
112 3 1 1 5 1
5.9 25.0 5.3 100.0 0.6 0.1
19.3 0.5 0.2 0.2 0.9 0.2
932 6 1 15 %5 1
49.1 50.0 5.3 1.7 17.9 16.7
57.5 0.4 0.1 0,9 22,5 0.1
1897 12 19 1 879 2041 6 12
26.3 0.2 0.3 0.0 12.2 28.3 0.1 0.2

Source: Data supplied by City of St. Louis, on file at CSRO.
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New Hires-St. Louis City - 1981

MALR FEMALR
Asian/ Am,Ind./ Asian/ Am.Ind,
Total White Black Nispanic Iac,Isl. Al.Nat. White bBlack  Jiispanic Pac,Isl. Al Nat,

0fficials/Administrators I;

Number 10 6 1 2 1

Z Row 60.0 10,0 20,0 10.0

Profesaionals

Numbex 213 78 13 1 44 72 5

X Row 36.6 6.1 0.5 20.7 33.8 2.4
Technicians '

Number 71 21 13 2 15 20

% Row 29.6 18.3 2.8 21,1 28,2

Protective Service

Number 22 25 5 12

% Row 34.4 39,1 7.8 18.8 '
Para-Professionals ]
Number 53 5 17 7 24 o

. ]

Z Row 9.4 32.1 13.2 45.3

0ffice/Clerical

Number 129 7 9 56 56 1

X Row 5.4 7.0 43.4 43.4 0.8

Skilled Craft

Number ' 68 51 13 4

% Row 75.0 19,1 5.9

Service/Maintenance

Number 173 44 117 1 1 3 7

Z Tow 25.4  67.6 0.6 . 0.6 1.7 4.1

TOTAL )

Number 781 234 208 3 2 136 192 6

% Row’ 30,0 26.6 0.4 0.3 17.4 24,6 0.8

Source: FEEO-4 supplied by St. Louis City, 1981,
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Percent Workforce/Percent Laborforce Compared -~ City of St, Louis - 1981

MAaLE " Asion/ Am.Ind./ FRMALE : Astan/ ha,Ind,
widte  Black  Nispomie Pac.Isl,  AL,Nat. White  Black Ilispanic  Pac.Isl.  Al.Nat,
Total ) T
% Workfoxce/
Z Row 32,6 26,3 0.2 0.3 0.0 12,2 28.3 0.1 0.2
% Lahorforce /
Z Row 52.0 7.5 0.7 0.3 0.2 32.6 6.3 0.3 0.2 0.1
Administrators
% Workforce/
x Row 72.9 9ob ‘ 0.5 9.9 6.8
Z Laborforce :
X Row 77.2 3.1 0.7 0.3 0.3 16.5 1.5 0.1 0.1 0.1
Professionals
% Workforce/ _
% Row . 38.8 11.3 0.1 1.1 19.3 28.3 0.2 1.0
% Laborforce/ '
Z Row 60,6 2.3 0.7 1.2 . 0.3 31.4 2.8 0.2 0.5 0.1
Teclhniciang
¥ Workforce/
% Row 9.9 19.4 0.1 0.3 8.9 1.5 '
% Laborforxce/ 3
% Row' 51,7 4.5 0.4 0.4 0.1 32.8 9.4 0.2 0.3 0.1 ?
office/Clerical
% Workforce/
Z Row 6.5 5.4 0.1 50.1 37.6 0.3
% Laborforce/
% Row 15.2 2,0 0.3 0.1 " 70.3 1.1 0.7 0.2 0.2
Skilled v
2 WOrkforcef
% Row 78.8 19.3 0.5 0.2 0.2 0.9 0.2
% lLaboxforce/
% Row 83.6 7.0 .. 1.2 0.1 0.3 6.5 1.1 0.1 0.1 L
Sexvic¢/Maintenance |
Z Workforce/ :
% Row 18,6 57.5 0.4 0.1 0.9 22.5 0.1
% Laborforce/

% Row 29.0 13.7 0.4 0.3 0.1 38.5 17.6 . 0.2° 0.3 0.1

Sourcea: EE0-4 supplied by the City of St. Louis - 1981
EE0C, 1980 Report: .Job Pattexns for Minoxities and Women in Private Industry, 1980, p., II - 279,
* Less than 0,05 percent
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There is no utilization amalysis in the plan, nor have any numeric objectives
been framed. Tne only relevant information 1s a copy of the 1979 Missouri
State Employment Service report on manpower information for affirmative action
planning. The categories used 1n this would not nelp very much in conducting
a detailed utilization analysis. Nor is there any data on tne existing
workforce patterns in the city civil service. Such analysis was supposed to
have been conducted on an anpual basis.®

The plan states that there will be visits by the department of personnel
to local and out-of-town colleges to recruit employees, "witn special emphasis
on minorities and females." Similar efforts were to be made at city high
schools.1l0 Tre plan calls for establishment of a mailing list for civil
service examination announcements tbat would include a significant number of
mipority and women's organizations but does not specify wnicn. It also
requires that ads for some jobs be placed in minority oewspapers.ll

Had the utilization analysis been conducted, each department was to target
positions for affirmative action efforts in the coming year. When reauesting
permission to fill a vacancy from such a position, it was to be marked
affirmative action before being sent to the department of personnel. That
department would review the existing certification list to determine whether
tnere was a good representation of minorities and women. If not, it would
conduct an intensive recruiting effort if 1t haa not already done so.l2
Training was to be provided for the oral examinin% boards to ensure they used
structured interviews consistently and correctly.l3 There is no discussion
in the plan of efforts to validate the necessary entry examinations, written
or oral.

The plan also calls for tne personnel department to assist agencies in
establishing career ladders and using them to provide oppportunities for
advancement.l4

Supervisors were to receive awareness training to sensitize them to their
responsibilities.lS

Each person witn appointing autnority was to designate someone to be that
agency's affirmative action representative. The primary function of that
representative would pe to hear complaints. Tne affirmative action section of
the personnel department would work with the other departments to develop the
anmial plan and updates and monitor implementation.l6

In addition to lacking numeric goals, the plan fails to provide a specific
timetable for implementation of the broad objectives it outlines. Moreover,

" those objectives are so broadly described that it would be very difficult to

determine, in most instances, what ought to be done. A detailed monitoring

rocedure and the documentation needed for such an effort is not spelled out
1o the plan. Nor are responsibilities for implementation clearly delegated so
that line personnel know what they need to do.

To see what had been accomplisbed, the Advisory Committee asked for a
compendium of administrators and professionals in each department showing
their race, sex, wnetner they were aged 40-70 or nandicapped. Tne city did
not provide this information. Instead, it asked tnat the EEO-4, which
provides 14 broad categories of agencies he utilized.l7 This snows that in
five categories that together employed 35 administrators no minorities or
women were employed as administrators. These functions were housing, police,
sanitation, miscellaneous activities and utilities. OQverall, in seven of 14
functions utilization of black men was less than in tne city as a wnole. In
10 functions utilization of white and black women was less than for the city
as a wnole. 1In two functions wnich included 10 professionals, there were no
professional minorities or women. One of the 14 functions had no
professionals. In seven functions black men were utilized as professionals at
a rate lower than the citywide average. The same was true for white women in
eight functions and black women in nine functions. 1In snort, tne city's

X
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emplovment of minorities essentially 1n social services departments covered
tre failure of effort hy departments and agencies 1n otner functions.l8

Recruitment of minorities is the responsibility of the city affirmative
action officer. He reported tnat the city advertises 1n all tnree black
newspagers as well as tne Post-Dispatch and Globe-Democrat, sends notices to
over 300 community groups, colleges, nniversities, lipraries, clergymen and
civic leaders of whom about one-third are minority-related. Recruitment is
conducted in Missouri, Illinois, Tennessee, Oklanoma and Kansas.l9 But, ne
reported that the city did no on-campus recruitment in 1982 because there were
limited vacancies to Fill.20

Tne city reported tnat gualifications reauired for particular jobs are *
reviewed prior to examination to ensure:job relatedness and minimize adverse
impact. It furtrer stated:

Other efforts to avoid or minimize adverse impact include allowing
experience to substitute for formal training or education, developing work
sample tests, structuring oral interviews and analyzing results tor
inter-rater reliability, reauiring and providing interviewer training for
all persons selected to sit on oral review boards, ensuring minority
participation on such boards, and reviewing adverse impact analysis of
past examinations before developing new tests.Zl

The city does report a validation project22 but tnere is no indication tnat
it has been completed nor whether the adverse impact reviews have been
effective.

Although tne 1979 plan called for development of career ladders, tris has
only now negun.23

Tne city provided data on promotions into administrative, professional and
technical jobs. It was unable to provide data on the promotion of handicapped
workers.24 Of 34 promotions to administrative jons, one was a black male,
three white females and two black females. Of the 16 city agencies that
promoted someone to an administrative job, only five promoted minorities or
women. There were 360 promotions into professional jobs of which 52 were
black men, 44 were wnite women. 87 were black women, one was an Hispdnic woman
and one was an Asian woman. Of the 22 agencies that made promotioms into
professional jobs, only four promoted at least the citywide average of black
men, only 11 promoted the citywide average of white women and only 10 promoted
tne citywide average of black women. Tnere were 219 promntions 1ato tecmnical
jobs of which 37 were black men; one, an Hispanic man, two, Asian men; 30,
wnite women, 33, black women; and one, Asian woman. Of tne 15 agencies that
made such appointments, only five promoted at least the citywide average of
black men, onlv five promoted at lLeast tne citywide average of wnite women and
only six promoted at least the citywide average of black women.25

The city reported that all its promotions are competitive '"and reauire
tests of fitness for every nigher level (promotional) class of position."
Candidates who are placed on an eligibility list are then grouped in sets of
toree for consideration by the hiring official.Z26

The city clearly bas been successful, overall, in utilizing minorities but
less successful in its efforts to assure eauality for wnite women. But closer
analysis reveals significant disparities between employing units. The
affirmative action plan does not seem to provide a basis for significant
change. It is not clear that the selection procedure is free of potential
bias and since promotions are by examination (whether written or oral) 1t 1s
not clear that these are any less likely to be discriminatory tban the
entry-level examinations. :
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Notes

1. Bureau of the Census, 1980 Census of Population and Housing (PHC80-V-27).
Hispanics are also counted In a racial group, tnerefore the total exceeds 100
percent.

2. See Table VIII-L.

3. See Table VIII-3.

4. Data in EEO-4 supplied by tne City of St. Lounis, on file at CSRO.

5. See Table VIII-2.

6. Ronald L. Marshall, Affirmative Action Officer, City of St. Lonis, letter
to staff, Jan. 26, 1983 (hereafter cited as St. Louis City letter). .

7. Ronald L. bhrshall Affirmative Action Officer, City of St. Louis,
telephone interview, Feb. 2, 1983.

8. City of St. Lonis. Affirmative Action Plan (nd), p. L.

9. 1Ibid., p. 10.

10. 1Inid., p. 1lL.

11, 1Ibid., p. 12.

12. 1Inid., p. 10. g
13, 1Ibid., p. 13. g
14. 1Inid., p. 15. ;
15. 1Ibid., p. l6. '
16. Thid., p. 6.

17. Ronald Marsnall, telephone interview, Feb. 2, 1983.
18. EEO-4 supplied by the City of St. Lou1s on file at CSRO.
19. St. Louis Citv Letter.

20. 1Ibid.
21. 1Ibid.
22. TIbid.
23. 1Ibid.
24. Ibid.

25. St. Touis City Letter, Cnarts (, D, E. :
26. St. louis City letter.




IX. UNIVERSITY CITY

University City is an 1ncorporated area immediately to the west of tne
City of St. Louis. It is a part of St. Louis County and the St. Louis SMSA.
In 1980 it nad a population of 42,738 of wnom 55 percent were wnite, 43
percent were black, 0.1 percent were Indian, 1.4 percent were Asian and 0.8
percent were Hispanic.l

The city was unaole to provide a full response to the Advisory Committee's
auestions because it lacked staff to do so.2

The city employed 301 persons, 56.2 percent were white men, 23.3 percent,
black men; 0.3 percent, Asian men; 14.3 percent, wnite women; 5.7 percent, -
black women; and 0.3 percent, Hispanic women. Summaries of tbe city
enployment pattern are in Table IX-l and IX-2. The percentage of blacxk
workers was somewhat less than in the population.

Tanie IX-3 snows tne utilization rates 1n the workforce and area
laborforce. The proportions of white and black male workers were somewhat
bigher but tne proportions of white female workers were somewhat lower tnan 1n
the area laborforce. This was also true within occupational groups for
administrators, professioonals, tecnnicians. There were fewer white male and
white female clerical persons than in the area laborforce. There were fewer
white male service workers than in tne area laborforce. There were no
disparities in median salary. The city would need to employ 61 more white
women to match tne area laborforce.

Toere were substantial differences in the relative utilization of the
ethnic groups. The proportions of black male, white female and black female
administrators and professionals were significantly lower tnan the comparable
proportions of wbite male administrators and professionals. This was also
true in tne tecnnical, protective service, and paraprofessional worker
categories. Only in the clerical worker category did the proportion of white
women in tne category exceed the proportion of white men. And only in the
service worker category was the proportion of black men larger than the
proportion of white men. However, when percentage of workers from a
particular group in a particular job category in the workforce is compared to
the conparable data 1n tne area laborforce, it shonld ne notea tnat tfor
administrators there is still a lesser proportion but not for professionals.

University Citv has an elaborate affirmative actioo plan and review
process. In addition to a comprebensive citywide affirmative action plan,
eacn department also prepares an affirmative actioo plan that includes
specific goals and timetables and action elements. The following analysis
covers all elements except tne police departmeat, whicp 1s discussed 1n a
subsequent chapter.

The citywide plan refers to a commitment to recruit bire and promote in
all classifications and '"to act affirmatively in those areas where general
societal discrimination has denied eanality of opportunity particularly where
underrepresentation exists."3 Toe city emphasizes its intention to seek
qualified blacks, females and handicapped individuals for technical and
protfessional positions.

Tne citywide goals are to increase the hiring of minority ana female
professionals, to advance tpem in professional positions and to increase its
utilization of tne pandicapped. Tne citywide plan reauires each department to
estimate expected new hires and specify how they will achieve their part of
toe plan. The action elements call for a variety of measures to improve
outreach to minority and women's groups, monitor applicant flow, validate
testing, mooitor the entire affirmative actioo process and especially
turnover, exist interviews. Two separate sections prohibit sexual harassment
and 1ndicate the willingness of the city to make reasonable accommodation to
the needs of the nandicapped.4



Table IX-.1 .
Workforce of University City - 1981

MALE
- Asian/ M. Ind./ FEMALE Asian/ An.Ind./
Total White Mlack Hispanic Pac.Xsl. Al.Nat, Whito Black Hispanic Pac.lsl, Al .Nat,

Officials/Admninistrators

"N Row . 11 9 1 1
% Column 3.7 5.3 1.4 2,3
. % Row 81.8 9,1 9.1
} Mrofessionals
UNN low 58 42 7 6
; % Column 18.3 24.9 10,0 14,0
' % Row 76.4 12,7 10.9
; Technicians
' ., "N" Row 25 17 5 2 1
% Column 8.3 10.1 7.1 4.7 5.9
% Row 68.0 20,0 8.0 4.0
Protective Service
"N'' Row 92 72 12 7 1
% Row 78.3 13.0 7.6 1.1
Para-Professionals '
"N Row 5 1 2 2 &
% Column 1.7 0.6 4,7 11.8 ®
% Row 20.0 40.0 40.0 !
Office/Clerical
"N" Row 42 1 1 1 25 13 1
% Column 14.0 0.6 1.4 10040 58.1 76.5 100.0
% Row 2.4 2.4 2.4 59,5 31.0 2.4
Skilled Craft
UNY Row 23 14 9
% Column 7.6 8,3 12,9
% Row 60,9 39,1
Service/Malntenance
N Row ‘48 13 35
% Column 16.0 7.7 50.0
% Row 27.1 72,9
TOTAL 301 169 70 1 43 17 1
% 56.2 23.3 0.3 14.3 5.7 0.3

' Source: Data supplied by University City, on file at CSRO,




Source: EEO0-4 supplied by University City, 1981,
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Table IX ~ 2
- ; - 198
MAL New Nires~University City- 1981 ; FRMALE
Audan/ Aw,Ind,/ Aaian/ Am,Ind,
Total White Black Wapanie Pac,Ial, AL,Nat, White Dlack Nlopanic Pac,Jsl. AL, Nac,

0fficinlo/Aduinistratory

Number

% Row

Professionals

Number 4 2 1 1

% Row 50.0 25.0 25.0

Technicians

Number 3 1 1 1

Protective Service

Numbar 10 8 1 1

2 Row 80.0 10.0 10.0

Pura-Profeaslonala :ﬂ
Number 1 1 g

[ ]

. %4 Row 100.0

0ffice/Clerical

Number 5 1 3 1

Z Row 20.0 : 60,0 10.0

Skilled Craft

Number ' 1 1

% Row 100.0

Service/Maintenance

Number 5 2 3

% Row 40.0 60.0

TOTAYL . .

Number 29 14 7 6 2

% low' 48,3 24,1 20.7 6.9




Table IX - 3 '
Percent Workforce/Percent Laborforce Compared -- University City -~ 1981

MALE Asian/ Aw,Tod,./ FEHALE Asian/ Am.lm!.

White PMlack liispanic  Pac,.Isal. Al . Nat, White Black 1lispanic Pac,.Isl. Al Nat,
Total
% Workforce/
% Row 56,2 23.3 0,3 14,3 5.7 0.3
% Laborforce/ . '
% Row 52.0 7.5 0.7 0.3 0.2 32.6 6.3 0.3 0.2 0.1
Administrators
4 Workforce/
% Row 81.8 9.1 9.1
% Laboxforce/
% Row 77.2 3.1 0.7 0.3 0.3 16.5 1.5 0.1 0.1 0.1
Professionals '
¥ Workforce/
4 Row 76.4 12.7 ' 10.9
% Laborfoxce/
% Row 60.6 2.3 0.7 1.2 0.3 31.4 2.8 0.2 0.5 0.1
Technicians
¥ Vorkforce/ i '
% Row 68.0 20.0 8.0 4.0 w
% Laborforce/ @
% Row 51,7 4.5 0.4 0.4 0.1 32.8 9,4 0.2 0.3 0.1
office/Clexical
% Workforce/
% Row 2.4 2.4 2.4 59.5 31.0 2.4
% laborforce/
% Row 15.2 2.0 0.3 0.1 & 70,3 11.1 0.7 0.2 0.2

Sliilled Crafts
2 Workforca/

7% Row 60.9 39,1

% Laborforcel/

%4 Raw 83.6 7.0 1.2 0.1 0.3 6.5 1.1 0.1 0.1 *
Service/Maintenance

% Workforce/

% Row 27.1 72.9

% Laborforce/ .

% Row 29.0 13,7 0.4 0.3 0.1 38.5 17.6 0.2 0.3 0.1

Sources: EER0-4 for University City, 1981

EEOC, 1980 Report: Job Patterns for Minorities and Women in Private Industry, 1980, p. II - 279.
% Less than 0,05 percent '
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The department of planning notes the absence of minorities at the
professional level and cites a 1980 affirmative action audit noting tne
underutilization of women at the technical level. It proposes to remedy these
Dy :

--advertising in minority-oriented media and recruitment at educational
facilities with a substantial proportion of minority students;
--maintaining systematic contacts witn minority organizations:
--encouraging present employees to refer minority applicants;

--ensuring tnat its examinations are valid;

--providing training for interviewers to ensure unbiased techniaues; .
--establishing a skills bank to use for promotions;

--improving tne human relations skilis of supervisory personnel.5

The public works department plan seeks to increase the utilization of
minorities i1n tne engineering division and in supervisory positions
generally. But it notes tbe difficulty of finding qualified senior staff and
lack of turnover as problems. It proposes to seek new sources of technicians
and review its selection process to ensure validity and to make additional
training available so trat existing minority employees can upgrade
themselves. The main effort will be to communicate to employees the
opportunities available to them and ways by which tnpe city capm assist tnem to
advance.6

Tne parks and recreation department notes that it got 1ts first minority
supervisor during the year but that bis promotion eliminated minority
representation 1n tne sxilled trades category. Despite tne addition of 1.5
positions, the percentage of both minority and female employees declined
siightly. Its primary goals are to seex more minority employees in
specialized and supervisory positions and encourage women to join the

department at ail levels, especially as lahorers and as division neads or
managers. To accomplish this it proposes to train minority workers, try to

remove barriers that keep women from seeking lower level positions and train
supervisors to "overcome any personal prejudices which may interfere with
thelr objectivity in utilization of emplovees.! However, 1t notes a concern
that "far too many new employees are being brought in from the outside due to
apparently apatny of current employees to advancement.'/

The finance department notes that it lacked any minorities or women in its
Central garage operation. It proposes to remedy this by both internal and
external recruitment.

Toe central administration unit {comprising a mmber of small departments)
proposes to seek one additional woman and one additional minority for
administrative positions. Because it nas a nigh turnover rate 1t believes
this will be possible. But it notes the absence of career ladders witnin
units and proposes to seex qualified people in other city departments and
recruit outside the city by using the International City Manager's Association
referralgserv1ce and consult tne Micnigan City Manager's Association referral
service.

Tne fire department notes the difficulty in getting analified minority
paramedics and, despite a pattern of past promotions, a relative absence of
mid-level minority officers or entry-level minority fireman available for
promotion. It proposes to establish a cadet grade to train and employ
minority paramedics wino would be qualified by a combination of on-tne-job and
classroom training. It also proposes to seek, over a 10-year period, to
increase tne employment of minority firefighters at all ranks.l0

All the planning documents lack comparison either to laborforce or
population statistics. Tne pronlem with most of tne agency plans is tnat tney
lack circumstantial detail for implementation. A casual reader of the plans
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might well wonder whether the detail provided is sufficient to provide a
guideline for future activities likely to ne implemented and likely to nave
impact. However, because many apply to relatively small numbers of people,
sucn detail may nave been less appropriate than it would be for a larger
organization.

An interesting feature of the University City plan is the special power
iven to its affirmative action officers. They are authorized to delay
illing any position if goal attainment is lagging and tre officers. believe

additional recruitment would produce minority or female candidates with
appropriate skills. Tne officers are authorized to seek applicants beyond the
SMSA for Rrofessional positions if local ads do not produce sufficient
response, 11

The police department's aftirmative action plan is discussed in anotrer

chapter of this report.
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Notes

1. Bureau of tre Census, 1980 Census of Population and Housing (PHC80-V-27),
Table 2. The proportion of 'other' has been omitted. Since Hispanics are
also counted in a racial group, the percentage exceeds 100.

2. Robert E. Klein, Director of Personnel, University City, letter to staff,
Sept. 20, 1982. -

3. University City, Affirmative Action Program, January 1982.

4. 1Ibid.

5. Department of Planning, University City, Affirmative Action Plans (nd).

6. Department of Public Works, University City, Affirmative Action (nd). -

7. Cnuck Konlenberger, Director of Parks, University City, memo to
Affirmative Action Officers, July 28, 1982.

8. Finance Department, University City, Affirmative Action Policy, nd.

9. C(Central Administration, University City, Affirmative Action Plan, nd.

10. Fire Department, University City, Affirmative Action Plan (July 198L).
11. University City, Affirmative Action Program, January 1982, pp. 4-5.
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X. POLICE DEPARTMENTS

Complete responses were received to reguests for data from tne St. Louis
City Police Department, Kansas City Police Department and St. Louils County on
behalf of its police department. Answers with less detail were received from
University City, Columbia and Jackson County. Boone County provided no
information on its police employment practices. The Advisory Committee wanted
to know whether police department employment practices conformed to those
suggested ny tne Commission on Accreditation for Law Enforcement Agencies, a
joint effort of the National Sheriff's Association, the Police Executive
Researcn Forum, tne Tnternational Assnciation of Cniefs of Police and the
National Organization of Black Iaw Enforcement Executives.

1. Columbia

Tne city of Columbia's police department had 105 persons on its payroll in
1982 including 77 white men, two black men, one Asian man, two Indian men, 21
wnite women, one blacx woman and one Indian woman. Its administrative and
professional ranks included eight white men, one black man and one Indian
woman. Tne newly appointed cnief of police was black.

In 1976 the city established goals for the department. These provided
tnat eventually 12.9 percent of the force would be women and 10.6 percent
would be minority. As of 1981, 10.1l1 percent of the force was female and 7.87
was minority.l Tne goals were somewnat below tne representation of
minorities reported in the 1980 population.

Tne city reported tnat its chief of police had conducted recruitment
visits at Northeastern Missouri State University, Central Missouri State
University and Lincoln University. Tne city nired five white male officers
during 1981, from a total of 171 applicants, 13 of whom were minority, 12 of
wnom were women. Of those who applied, tnree minoritiss and seven women
reached the interview stage and one minority and one woman were declared
eligible.2 One wnite female became a police officer by promotion. One
white male and one wnite female were promoted to sergeant.

The city did not have copies of the Commission on Accreditation for Law
Enforcement Agencies draft guidelines. It tnerefore was unable to state
whether or not its standards and procedures matched those that would be
required for accreditation.4

2. Kansas City

Tne city's affirmative action plan does not state wnen thne first black
officer was appointed. But the first women to begin training at the academy
were not appointed until L967.5 As of July 1982, the department nad 1,14l
sworn personnel, 186 of whom were minorities or women. As of February 1982,
83.6 percent of tne total were white male, 8.3 percent were black male, 1.7
percent were Hispanic male, 0.2 percent were other male; 3.4 percent were
wnite female, 2.5 percent were black female, 0.4 percent were Hispanic
female.® Tne department also nad 556 nonsworn personnel (civilians) of wnom
8.6 percent were black male, 1.3 percent were Hispanic male, 36.5 percent were
white female, 16.4 percent were plack female and 1.4 percent were Hispanic
female.7 Tne police department reported tnat oetween January L975 and
January 1982, of 340 persons appointed to the force, 52.3 percent were white
meo, 15.6 percent were black men, 4.7 perceat were Hispanic men, 13.5 percent
were white women, 12.4 percent were black women and 1.5 percent were Hispanic
women.8 In the ranks above captain were 87 persons in 1982, 10.3 percent
were plack men, 1.2 percent were black women.® 1In 1981, five white males
were promoted from sergeant to captain, two white males and one black male
from captain to major, one wnite male from major to Lieutenant colonel. 10
In addition, six white males were promoted from officer to sergeant, out of a


https://colone1.lO

- 4] -

total of 422 who began the testing process. In the period 1979-1982, the
police reported 47 promotions to sergeant. Of these, six percent were black
men and two percent were white women. Twenty percent of L5 persons promoted
from sergeant to captain were black men and seveo percent were black women.
During this period 11 persons were promoted to major from captain. This is a
noncompetitive appointment. Of tnese, L8 percent were black men.ll

The police department has an elaborate and detailed volume of information
on its affirmative action efforts and tneir implementation.lZ However, many
of the details are general police department practices and do not reflect any
special connection to atfirmative action. Trne inclusion of so mucn extraneous
data makes it extremely difficult to assess what is to be done and must make
it difficult for administrators to assess wnat nas peen done. The President
of the Kansas City Police Board commented on this:

In fact, tne document whicn you call tne “K.C.P.D. Plan'" is a compilation
of data gathered daily, week, and monthly.

Throughout the year, the Cnief of Police, tnrougn tne Personnel Division,
keeps the Board apprised of the Department's Affirmative Action efforts.
Tois is dooe through reports provided at the regular monthly meetings of
the Police Board as well as through timely updates of transfers,
promotions, etc., as they occur. Conseauently, we monitor our program
during tne eontire year and not just at vear's end.l3

The plan includes a comparison between the department's workforce and the
SMSA labormarket. Tnis shows tnat the department has generally done better
than tne area labormarket.l4 Althougn the Advisory Committee pas used
somewhat different statistics, in general the comparison is similar. Some
police departments make comparison not to the labor market but to the
population, on the grounds that police forces should be representative of the
comuonities toey serve.l5 The Kansas City Police Department does not use
this approacn.1l6 Tne department's own analysis notes disparity in the
assignment of minorities and women to 12 units of the department.l7 It also
notes disparity in the process for selection of officers. The data show that
‘wbile tne ratio of persons beginning the testing process to hires are similar
for the various ethnic/sex groups, the rejection rates at some phases are

not. Thus, black men, wnite and black women were much more lixely tnan wnite
men to be rejected at the paper and pencil test stage. White men were
somewnat more likely tnan others to pe rejected at the polygraph phase.
Background checks had a disproportionately negative effect on all minority and
women applicants.l8

The department's plan reports testing bas been validated, 1n part. Its
police career index is locally validated. It does mot report validation of
its TABE (tests of adult basic education) or the Minnesota MulLtiphasic
Personality Inventory. The department began an effort in 1980 to obtain data
needed for full validation. Tnere is no indication that tnis nas been
completed.l9

Tre personnel division notes that a full-scale recruitment program would
not be productive because the department already has more applicants than
could reasonably expect to succeed 10 tne process and be appointed to
entry-level positions.20 Instead, it focuses oo particular groups such as
minorities and women. TIts instructions include extensive contact with a wide
range of listed sources. Its plan notes that tnese groups are contacted and
minority media are utilized. Tpbe success of trnese efforts is not reported.Zl

Since above entry-level positions are filled by promotion, the promotion
testing process is tne sole venicle of opportunity. Tne plan includes data on
the testing process for sergeants in 1981. It shows that 30.6 percent of tbhe
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white males who signed up for testing reached the candidate review committee
(that 1s, passed tre written test) while 16.7 percent of plack men, 28.6
percent of Hispanic men, 50.0 percent of white women and 20.0 percent of black
women did so. Furtrer, wnile 9.4 percent of the wnite mea wno signed up were
found eligible for promotion, 5.6 percent of black men, 14.3 percent of
Hispanic men, 12.5 percent of wnite women and 20.0 percent of plack womea were
found eligible. Ultimately, as of January 1982, six white men bad been
promoted.22 This raises questions about whether the testing nas a disparate
effect on black male candidates. Data on the captain's testing does not show
the same disparity. Proportionately more black men and wnite women passed tne
written test than did white men. Similarly, proportionately more black men:
and white women were declared eligiole. While Ll.l percent of tne black men
who signed up were promoted as of June 1980, only 5.0 percent of the white men
were promoted. Tne one wnite womap wno was declared eligiole had not been
promot=d.23 Tne police department does not believe there is any disparate
effect.24 Its analysis, based on later tests and using a somewnat different
formula, is reasonable and probably reflects the current state of testing.

The police department reports tnat its promotion procedures are generally
in accordance with the guidelines established by the Commission on
Accreditation for Jaw Enforcement Agencies.2Z> The differences cited by the
department between its procedures and those urged are either imposed by State
statute or minor.

In snort, tne primary prohlem for a reviewer is to determine what is peing
done. There is a considerable array of data available to the department and
at some point 1n time guidelines have peen issued covering all elements
necessary for affirmative action. What is not clear is the extent to which
these are regularly reviewed. Tne President of tne Police Board stated:

...the Affirmative Action Evaluation Committee is reauired to meet not
less than annually. 1In an effort to ensure that all personpnel actions
pertaining to employee standards, compensation, transfers, promotions and
otner related matters are in accordance with onr Affirmative Action Plan,
thg Personnel Division Commander is designated as E.E.O. Compliance
Otfficer.

In tnis capacity, the E.E.0. Officer nas immediate access to all personnel
actions and is able to advise the Affirmative Action Evaluation Committee
on matters tnat reauire review or action. Also in this positiom, tne
Personnel Division Commander receives input from committee members
regarding areas tney have identified in need of study or remedial action.
This system of reviewing Department policy and guidelines has been
effective in keeping our Affirmative Action Plan curreat and providing
management the feedback necessary to ensure full compliance with our
commitment to eaual employmeat opportunities.26

3. St. Louis City

Tne recent controversy surrounding selection of a new police cnief for tre
city of St. Louis has brought its entire selection process into
controversy.27 One of tne department's own commissioners nas stated tnat
the department is not complying with its own affirmative action plan, that the
plan 1s outdated and in need of revision.28 Tne police department provided
data to the Advisory Committee on its current policies.29 It did not
provide the same wealth of data on promotions ‘available from other major
departments.

Toe St. Louis Police Department had Z,488 employees in 1981, 69.4 percent
of whom were white men, 15.8 percent were black men, 8.9 percent were white
women and 5.9 percent were black women, In tnat year 40.6 percent of its new



https://policies.29
https://re'7is1on.28
https://controversy.27
https://opportunities.26
https://Agencies.ZS
https://effect.24
https://promoted.23
https://promoced.22

- 43 -

bires (1ncluding non-sworn personnel) were wnite men, 15.9 percent were plack
men, 30.4 percent were wnite women and L3.0 percent were black women.30 In
the protective service category that includes patrolmen, there were 1,562
persons, 79.5 percent of whom were wnite male, 16.5 percent were hlack male,
2.2 percent were white female and 1.9 percent were black female. Only two
persons, one white male and one black female were hired 1n tnis category
during the year.3l WNo women were promoted during the period 1979-198L.
During this period about two-thirds of all promotions to sergeant (47
persons), lieutenant (16 persons) and captain (6 persons) were white men. The
remainder were black men. Three-quarters of all promotions to major (4
persons) were white men, the remainder was a black man.32 In February 1983
the department had 1,787 sworn personnel of whom 17.5 percent were black male
and 1.6 percent were black female. The balance were white or otner. Tne
department had 549 nonsworn personnel, of whom 1l.1 percent were black male
and 19.3 percent were black female. Tne palance were wnite or otner.33

In 1979 the police board received a report on employment practices from a
committee consisting of four eminent citizens. They noted that the force was
not fully representative of the community and one reason for this was the
limited resources available for recruitment. Only one officer was available.
He bad no budget. They noted that the psychological test mignt be biased
against pnlack applicants. They noted tnat only one of 13 persons on the
regional police academy staff was black and thought this might result in the
absence of effective role models for black recruits, indeed they noted a
disproportionate number of black candidates were dismissed from the academy
and the city did not conduct exit interviews to determine wov. Tney noted
that excessive weight appeared to be placed on influential friends or
benefactors 1n promotion decisions. Trey urged a variety of measures to
reduce that influence. They noted that appointments of black officers to what
are regarded as particularly desirable units did not reflect tne proportion of
blacks likely to be involved in the gartigula; crimes and similarly officers
were disproportionately assigned to two districts. Tney noted tne absence of
black commanding line officers.34 A press release from tne department wnen
it received the report indicated an intent to correct the assignments problems
but reserved judgment on the other issues.35

The most recent departmental affirmative action plan consists entirely of
a general statement. It contains no timetables and no action elements. It
does propose that half the officers appointed each year be black and 30
percent be women. It also makes a general commitment to continue promocions
of black and female officers and assignment of officers so that representation
of groups in particular units is proportional to the composition of tne
department.36 The ultimate goal is a force whose etnnic and sex composition
reilects tne city's.37

Tohe department states tThat it nas a black sergeant serving as recruitment
coordinator who visits job fairs and maintains liaison with various minority
groups. It notes that as a counseauence, 52 percent of its 1982 recruit class
was black and 32 percent was female.38

The department did not provide any indication that its promotion practices
(or its bhiring gractices) satisfy the guidelines proposed by the Commission on
Accreditation of Law Enforcement Agencies. The evidence it supplied indicated
that it would continue to use a combination of paper and pencil testing and
supervisory appraisal as basic tools. The documents provided on promotion
procedures did suggest a screening panel would review candidates and provide
one of four recommendations on suitability. Candidates would alsn participate
in an assessment center in which they would be evaluated by persons outside
tne department. The guidelines indicate the intent of tne board of police
commissioners to make promotions such that they reflect the proportions of
minorities and women in the department.39 Since these procedures nave oot
yet been implemented, their effect is unknown.
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In short, the Advisory Committee is unable to determine whether the St.
Louis department nas a fully effective affirmative action plan. Given the
relatively slow rate of new hires and promotions in recent years, it might bhe
Quite a long time before any substantial 1ncrease 1n tne proportion of
minority and female officers or command staff occurs, if the process is to
depend on available openings and tne proportions proposed in the latest plan.
But more important, there is no evidence of the kind of comprehensive
evaluation of selection and promotion policies necessary to ensure they are
nondiscriminatory not only in outcome but in practice. Nor are there the
action elements that would set the stage for such review.

. 4. University City

Tne University City police force includes 78 commissioned officers, 21.7
percent are minorities or women. It also has 17 'citizen employees,' 70.5
percent of whom are minorities or women. It states that its goal 1s tnat at
least half 1ts new nires be minorities and women.40

Data on actual activity by the department were provided as a part of its
affirmative action plan. The plan reauires contacting a wide range of
organizations likely to provide minorities or women, including community
groups and schools. The department began to develop recruitment literature
targeted at minorities and women. It has reviewed all job specifications to
eliminate uonecessary requirements. It is currentlv reviewing, witn tne aid
of expert consultants, its selection criteria and proposes to eliminate
unscored procedures. It is also reviewing its use of seniority as a promotion
basis to ensure this does not discriminate. It is providing affirmative
action training for supervisors and developing a skills bank. It has made
affirmative action a rating factor for supervisory appraisalis.4l

Given the size of the department, the plan is reasonable. It remains to
be seen wnether, given that the plan is less tnan a year old, wnether 1t will
be fully implemented and what effect it will have.

5. Boone County

No data was presented to tne Advisory Committee tnat would allow an
assessment of the employment practices of the Boone County shériff's
department.

6. Jackson County

Toe sheriff's department had 19 administrators, professionals or technical
employees. All were white male. The county stated that all these jobs are
filled by ioternal promotion using paper and pencil tests and an oral

interview. Tne tests were validated over five years ago.4Z Tone county is
also served by 118 municipal police departments including Kansas City's whose

efforts were discussed earlier. Tnese have original jurisdiction in tneir
service areas.

7. St. louis County
Until December 1982, St. Louis County's police aepartment was subject to
the provisions of a consent decree entered into between the county and the

United States on Dec. 19, 1978 reauiring specific affirmative action efforts
to increase tone utilization of minority police officers.43 Toe county 1s
also served by 60 municipal police forces. These have original jurisdiction,
for tne most part, in toeir areas.

. In 1974 in a department of 558 commissioned employees, two percent were
minority and 3.9 percent were women. By 1978 that had changed to 6.3 percent
minority and 5.8 percent women. By 1982 in a department of 534 sworn
employees, 7.3 percent were minority and 5.4 percent were women. In addition,
there were 188 unsworn personnel, 10.6 percent were minority and 59.0 percent
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were women.44 In 1974 tnere were two black sergeants, and eight black
police officers. In 1981 there were still two black sergeants, 26 black
police officers. In 1974 tnere were one wnite female sergeant, 20 white
female officers, two black female officers and two Indian female officers. 1In
1981 tnere was one white female sergeant, 24 white female officers, three
black female officers and one Hispanic female officer.45

Although the department met its goals during the period of the consent
decree for new hires, resignations tnwarted success in reacning a loug-term
goal of 12 percent minority. The county committed itself to continuation of
an annual niring rate of 22 percent for entry-level positions until tne long
term goal is reached.46 ‘

Tre 1982 affirmative action plan of tne department includes a commitment
to a comprebensive recruitment effort including a wide range of listed
organizations likely to reach minority or women candidates for police
officer. In addition, the plan calls for specific recruitment efforts at
colieges and junior colleges. The list of recruitment visits during 1981
includes 32 scnools, colleges or otner places Likely to reacn minorities.47

The plan does not state whether the selection procedure has been
validated. Tne county did provide copies of its procedures on promotion
testing.48 While no validity studies are meationed, there is every reason
to believe that such a study could be conducted and would result in
validation, if tne necessary data were available. Tne problem may be the
absence of the necessary data; this could be remedied internally.

Responsibility for implementing tne plan is primarily vested in tne
assistant director for personnel. The scope of tine assignment appears to be
comprenhensive. 4%

Supervisors are trained in affirmative action and evaluated bhased on tneir
performance in that component of their responsibility. About 91 of them have,
in fact, received such training since 1974.50

In short, the primary problem with the county police affirmative action
effort is in the area of testing. It is ultiumately necessary to conduct

validation studies to determine whether there is discrimination. The county
did not provide data that would 1indicate wnether eitner tne selection or
promotion testing procedures is, or is not, having an adverse effect on
minorities or women.
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XI. CONCLUSIONS

Toe merits of nmumerical objectives for acnieving eaunal opportunity nave
often been questioned. This report demonstrates their utility. If the local
governments reviewed nere were judged- entirely by tneir affirmative action
glans and the efforts they have made to ensure equal opportunity most would be

ound seriously wanting. Wnat redeems them is the many successes tney have
had in actually employing minorities and women, despite the absence of
efforts. Tnis paradox illustrates tre difficulty of actually ensuring a
system is nondiscriminatory as opposed to merely assuring reasonable
represeatation. Opponents of affirmative action nave criticized tne use of:
numerical objectives. But in doing so they ignore the substantial costs of
real compliance. Of course mmeric objectives are not an end alone. But tney
provide a handy means for making preliminary assessments of what absolutely
must oe done to ensure equality. Abolition of such tests would reauire far
more complex actions by employers and far more detailed reviews by government
agencies to determine what needs to be done. Tne patterns evident in tnis
report suggest that many employers are unable to comply with the law.

Generally speaking, tne local governments' utilization of minorities did
match their populations. Their utilization compared to the laborforce
patterns were more varied. Black male workers were underrepresented in
St. Louis County and University City. White women were generally
underrepreseated except in Jackson County. Black women were underrepresented
in Columbia, St. Iouis County and Boone County. Black males were well
represented in administrative jobs except in Boone County. Wnite females were
geoerally underrepresented in such jobs. Black females were also generally
underrepresented 1n sucp jobs except in St. Louis and Jackson counties. Black
men were well represented in professional jobs. White women were also well
represented in professionals jobs in tne counties (not Jackson) but 10 none of
the cities. Black women were generally also well represented except in Boone
County. Tne new nire patterns generally snowed patteras of 1ncreasing
utilization of minorities and women. But median salaries for minorities and
women were freaqueatly lower than wnite men's in comparable job categories. In
several jurisdictions--Jackson County, Columbia, Kansas City, St. Louis City -
and St. Louis County--utilization of minorities and women as professionals or
administrators was concentrated in social services activities. Wnere data was
available, 1t appeared tnat minorities were more lixely tnao expected to be on
"soft money.' Promotion patterns appeared satisfactory only in St. Louis
County and Kansas City. Allowing for tne variations, tnese patterns show tnat
while the local governments could do better, their patterns of employment are
at least marginally satisfactory.

But tine affirmative action plans of most jurisdictions are generally
deficient. Boone County's plan is nonexistent. Jackson County nas two
plans--one in operation at tne time of our study and one tnat was effective as
of November 1982. While the countywide plans were vague and not susceptible
of effective review, tne county affirmative action taskforce (oow 1n
conjunction with department heads) does frame department plans and does
receive reports on efforts to implement them. But these are not reviewed and
are therefore of aquestionable value. The absence of validation expertise has
made it impossible for tne county to assure that 1ts selection procedures are
free of discrimination. The general St. Iouis County plan is sufficient as a
statement of principles. But, as tme U.S. Office of Personnel Management nas
pointed out, it is fundamentally deficient because it lacks clear goals and
timetables and prohibitions of discrimination hased on age or nandicap have
yet to be inserted. However, the county's Office of Bnployment and Training
plan 1s sufficient. Allowing for the use of local statistics, tne City of
Columbia's plan and implementation are generally good. While conducting more
evaluation that most, tne effectiveness of the city's review of its efforts is
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open to question. Kansas City's plan lacks a utilization analysis and its
goais are often very vague. Tnere is no way to know whetner the numeric godls
set are reasonable. It is not clear that the qualitative efforts to improve
equal opportunity have been made. Tne City of St. Lomwis's plan is genmerally
deficient and apparently has not been implemented. There are no goals or
timetables, no utilization analysis, no evaluation to determine whetner tne
vague commitments made in the plan bave been implemented. Allowing for its
size, Umiversity City has a generally acceptabie set of affirmative action
glans. In short, municipal and county government efforts were far more

eficient than they ought to be given tnat most receive Federal funds wnose
acceptance is conditional on acceptable affirmative action efforts. These .
plans do not meet the model criteria suggested by the Advisory Committee in
its reviews of State affirmative action efforts.

Police departments are especially in need of affirmative action because of
the sensitive role they bave in their communities. Only Kansas City was able
to assert its compliance witn the proposed guidelines for accreditation by the
Commission on Accreditation for Iaw Enforcement Agencies. Other agencies were
unaware of these provisions or unable tn assert compliance. St. Louis
County's police department plan and implementation, if not perfect, at least
snows promise. University City's plan, allowing for the size of the
department, appears sufficient. Boone and Jackson counties' efforts are
nonexistent. Kansas Citv's plan is comprehensive but difficult to evaluate
because too much extraneous information is included. It would appear as
ditficult for self-evaluation as for external review. St. Lonis's plan is
nonexistent. While some efforts have been made that could be regarded as
aiding affirmative action, they do not appear suificient to remedy tne
problems identified many years ago, nor likely to provide remedy for past
discrimination i1n tne immediate future.

The Advisory Committee notes the successes of many government agencies

reviewed 1n_tris stgdg in utilizing minorities and women. Tnat tpese have
been accomplished without assurance of equal opportunity (and in some cases in

the face of lingering structural discrimination) suggests tnat adeauate and

effective affirmative action plans and implementation could result in
substantial increases 1n the utilization of minorities, women, the handicapped
and older workers. This is the same pattern the Advisory Committee found in
its review of State government efforts and accomplisbments. Clearly much
remains to be done before Missouri local governments (at least those reviewed
here) can claim to be truly equal opportunity.employers.

The Advisory Committee makes no findings and recommendations because they
would be substantially similar to those already made to Missouri State
government. It is clear that affirmative action means amore than simply
reaching numeric goals that are easily reached. It is a matter of ensuring
that the entire personnel process provides opportunity for minorities and
women without discrimination. This goal remains unmet. Conseauently,
employment practices that do not result in maximum utilizatiom of all
available persoas remain and the taxpayer continues to fund 1nefficieocy,
perhaps even waste. Because in the end, effective affirmative action means
etffective government.
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