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

ATT'R!BTITION: 
The f1nd1ogs aod conclusions contained in tnis report are tnose of tne 
Missouri Advisory Committee to the United States Commission on Civil Rights 
and, as sucn, are not attributable to the Corrnniss1on. This report has been 
prepared by the State Advisory Committee for submission to the Commission and 
will be considered by the Corrnnission in formulating its recorrnnendations to the 
President and Congress. 

RIGHT OF RESPONSE: 
Prior to publication of a report, tne State Advisory Corrnnittee affords to all 
individuals or organizations that may be defamed, degraded, or incriminated by 
any material contained in the report an opportunity to respond 10 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 RIGHIS 

,, .,·• . 

r' • 

Tne United States Corrmussion on C1vtl Rignts, created hy the Civil Rignts 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 1s 
charged with the following duties pertaining to discrimination or denials of 
toe eaual 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 right to vote; study
of legal developments with respect to discrimination or denials of the equal 
protection of the law; appraisal of th.e laws and policies of the United states 
with respect to discrimination or denials of equa~ protection of the law; 
maintenance of a national clearinghouse for information respecting • 
discrimination or denials of equal protection of the law; and investigation •of 
patterns or practices of fraud or discrimination in the conduct of Federal 
elections. The Connnission is also required to submit reports to the President 
and the Congress at such times as the Connnissioo, tne Congress, or toe 
President shall deem desirable. 

THE STATE ADVISORY CO~UTTEES 
An Advisory Committee to tne United States Connnission on Civil Rights nas been 
established in each of the 50 States and the District of Columbia pursuant to 
section l05(c) of tne Civil Rignts Act of l957, as a~ended. Toe Advisorv 
Connnittees are made up of responsible persons who serve without compensation. 
Their functions under their mandate from the Commission are to: advise tne 
Connnission of all relevant information concerning their re$pective States on 
matters witnin th.e jurisdiction of the Corrnnission; advise tne Commission on 
matters of mutual concern in the preparation of reports of the Connnission to 
the President and tne Congress; receive reports, suggestions, and 
reconnnendations from individuals, public and private organizations, and public 
officials upon matters pertinent to inquiries conducted by tne State Advisory 
Connnittee; initiate and forward advice and reconnnendations to the Connnission 
upon matters in wnich tne Corrnnission shall reauest the assistance of the State 
Advisory Connnittee; and attend, as observers, any open hearing or conference 
wnich the C:Ommission may hold wiLhin tne State. 
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Dear Commissioners: 

'!be Missouri Advisory Committee submits tnis report on its study of the 
affinnative action efforts of local governments in Missouri. The Advisory 
Committee ootained data for this study from the cities of Columbia, Kansas 
City, St. Louis and University City and the counties of Boone, Jackson, and 
St. Louis. Separate reauests for data about the Kansas City and St. Louis 
police were made to their police boards because those are State agencies. The 
governments and police departments were given an opportunity to comment on a 
draft of this report and tneir corrnnents and corrections have been incorporated. 

The affirmative action plans of most of the jurisdictions reviewed in tn1s 
report were deficient. Perhaps the best were Columbia's and, allowing for 
size, University City's. Only tne Kansas City police department was aole to 
assert that its affirmative action efforts comply with the guidelines proposed 
by tne Commission for the Accreditation of Law Enforcement Agenc1es. St. 
Louis County's plan showed promise of being able to comply and University 
City's plan, allowing for tne small size of the 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. 

H:>wever,, the 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 quatitative e\Taluations of 
each stage of the recruitment, selection and employment processes. 

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

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

Respectfully, 

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

Tile Missouri Advisory Committee to tne U.S. Commission on Civil Rignts nas 
reviewed the State's affinnative action efforts in its 1982 study, State 
Government Affirmative Action 1n Mid-America: An T.Jpdate. Tne Iowa, Kansas and 
Nebraska Advisory Committees which participated in the review of State 
go,rernment efforts also nave re.\Tie1Ned tne efforts of local governments in 
tneir junsdiction. l Tne Missouri Ad\Tlsory O1mmittee decided it should 
conduct a similar review. To do so it focused on three metropolitan areas and 
rea1.1ested data aoout tne affinnative action efforts of Kansas City-, St. Louis 
City, Columbia, University City, Boone.County, Jackson County and St. Lo•1is 
County. Separate reauests were sent for inform8tioo about tne 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 this study. All have been provided an opportunity to comment on a 
preliminary draft of tnis report and tneir comments have oeen incorporated or 
otherwise noted. 

In Cnapter II of this report, the Corrnnittee outlines some methodological 
considerations in the examinations of numeric data relating to employment 
effor1:s and objectives. Io Chapters III·-IX tne Committee reviews the 
affinnative action efforts of the local governments. In Chapter X the 
Committee re,riews the efforts of each local government's police departmenl:. 
Tile Advisory Committee's conclusions are contained in Chapter XI. 
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Notes 

l. Kansas Advisory Corrnnittee, Bnployment of Administrators and Professionals 
by Kansas Municipal Governments (Maren 1982); Iowa Advisory Corrnn1ttee, 
Bnptoyment of Profess1oo~Ls ov Iowa Municipal Governments (Jnne 1981); 
Nehraska Advisory Committee, Brrployment 1n the Panhandle (February 1981) . 

..,. 
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II. APPROPRIATE STANDARDS FOR lITILIZATIO?-.i COMPARISONS 

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

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 technician on down) 
should be found within the immediate labor market area. In this study that 
means the St. Louis, Kansas City and C.Olumoia Standard Metropolitan 
Statistical Areas. It also seems appropriate to judge overall utilization 
based on the local area. However, toere 1s some auestion about the 
appropriate geograpnical area for administrative and professional jobs. The 
reason for tnis 1s that while many local governments 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 when assessing utilization of administrators or 
professionals. '!he Federal government has been inconsistent on this selection 
when e,raluating its own worKforce, but has generally taken a similar line. In 
order to use the most conservative estimate, however, the Advisory C.Ommittee 
has used the local labor market area. 

Tne choice of laborforce estimates and now to use them 1s both complex and 
controversial. The traditional choices have been census data, Bureau of Labor 
Statistics data or U.S. Eanal Bnployment Opportunity C.Ornmission's (EEOC) 
reports of private sector utilization. 

Using 1970 census data was practical for the first few vears of the last 
decade. But the data became increasingly out-of-date. It also was 
iocon\Tenient to use because published 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 affinnative action planning relied on statistical services that 
started with census statistical data tapes and then used a variety of 
computations to update the data and provide it in appropriate job categories. 
Such services were relatively inexpensive, Out still beyond Lhe means of the 
Missouri Advisory Committee. :t©r were they utilized by public sector 
employers in the State. Tne 1980 census data tapes are available and are 
current. But the data has 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 
a"ailable for calendar year 1981.1 'l'his data can be used to measure 
availability by State. '!he data are presented for useful occupational groups 
in race ov categorv fonnat. Ttiat is, it is possible to detennine tne 
proportion of persons in ethnic group who are in particular joo 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 in particular joo categories. There are no availaole data on 
Hispanics or other groups nor is there data for SMSAs. In 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, ~hnpower Information for .Affirmative Action Programs. This is based 
on 1970 census proportions for 11t1 L1zat1on of mrnon ties and women and 
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the most recent available Bureau of labor Statistics report on total 
employrnent. The data tnus have the deficiencies of ~oth the otner data sets. 
Tne department nopes to produce a better data set tn l983.2 

Finally, the U.S. B:lual Brrployrnent Opportunity Commission has published 
data on tne employment of persons oy indu5try, joti category and race/sex group 
by private sector emplovers of more than 100 persons. Althougn published in 
1982, tne data covers employment patterns io 1980. Clearlv tnis is not a full 
profile of the available labor force, or even of all workers in the private 
sector. But it does pro"ide an interesting point of comparison ov \\'nich to 
judge the success of larger employers (and all the governments reviewed in 
tnis study fall into that category). Tne ad"antage of using tn1s data 1s tnat 
it provides the necessary points of comparison of job category by race/sex and 
race/sex r,y category. It uses some categories comparanle to tno,;e used 10 
county and citv government. This data is available for the nation, for eacn 
State and for each SMSA. Tnus, we nave nation::il data, Mtssouri aata and data 
for the three SMSAs that are the locus of tnis study, Kansas City, St. Louis 
and C.OiumlJia 

Toe proolem of now to use t~e available data 1s controversial. Toe U.S. 
Commission on Civil Rights, in its studies of employment patterns, has usually 
made c0mparisoos on a race by category oasis and snowed disparities 1n the· 
relat1"e utiltzat1on of toe various etnnic/~ex groups.3 Some writers na"e 
complained that this approach ignores disparities in education and background 
between ethnic/sex groups tnat affect the ava1laoii1ty of persons from 
particular ethnic/sex groups for highly technical jobs. While to some extent 
tnat 1s a factor, r,y using as a point of comparison tne proportions acnie'7ed 
by private sector employers, tnere is every reason to suppose that any 
employer could ac~ieve simiiar results. Io tne past, puolic sector employers 
have protested tbat they were unable to match the private sector because of 
sharply lower payscales. In the present economic setting, tnis explanat:ion 
for differences between public and private sector patterns can be discounted . 

.Analysis of total employment and analysis of uttlization 10 distinct job 
categories is, by nature, not susceptible to use of race by job category 
data. For tnis analysis 1t ts necessary to use job category oy race fonnats. 
Nohody has ever suggested that these should be judged by toe test of strict 
eaualit:y (that i5, for example, there snould iJe eaual numbers of persons from 
each race/sex group in a category) when, except for total male/total female 
comparisons, tne proportions available are clearly uneaual But what can be 
expected is that patterns in a larger workforce should reflect patterns in the 
available taborforce. We nave no readv measure of "availability," all persons 
aualified and willing to take a particular job. What we do have are the 
actuai utilization pa1:terns acn1eved in the private sec1:or oy larger 
employers. It seems reasonable that public sector achievements should be 
comparable . 

.Analysis of puhlic sector employers raises some issues that can ne ignored 
in comparable private sector studies. In this country the notion of 
"represeni:ation" at least suggests tne need for a representa1:hre oureaucracy 
as well as a representative legislature. Some local governments have, in 
fact, used comparison to tne1r populations 1n analyzing their worKforces.4 
Thus, without placing undo emphasis on it, the Advisory Committees note 
comparisons between population and worl<force. 

The auestion as to the point at whicn a disparity becomes significant is 
largely aro1trary, altnough tnere are statistical rules wnich could be 
applied. To simplify matters, while the Advisory Corrnnittee notes disparities 
al: all le"els, it classifies as "significant" ctisparities of 20 percent abo,re 
or below the laborforce estimate. 

To c::ilcula1:e a recognizable measure, i:ne Advisory Commitee es1:1mated tne 
number of workers who would have to be added to tne government workforce 
(assuming ti'Je total remained constant: and only white males lef1:) to produce 
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parity w1tn tne private sector To do tnis it divided tne difference 1n tne 
percentages in the government and SMSA private sector data by the percentage 
eaual to one workers or 0.1, wnichever is larger. Tous, tne usual concerns 
about fractions of workers needed for parity were avoided. 

To help 1mderst1md nti L1zation, we ha,re used EE0-4 data to c::1lcnlate 
median salary. EEOC data is grouped into salary ranges. We report their 
range ratner than attempt greater precision. 

The reader will have noted there has oeen no discussion of comparisons to 
datR on the nandicapped or older persons. While eventnallv census data will 
be available on older workers, there is little data on the oandicapped. Thus, 
toe Advisory Corrnnittee reports witnout comment tne utilization oy local • 
government of handicapped or older workers. Similarly, local governments have 
not collected data on "Euroetnnics" nor nave any of tne sources of la1Jbrforce 
estimates. Thus, consideration of these was impossible. 
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Notes 

l. Bureau of Lah.or Statis-cics .. Geographic Profile of Bnplovment and 
Unemployment, 1981 (December 1982. 
l. Tom f-I;:lmmonct, Supervisor, I.a.Dor MarKet Information Unit, Missouri 

Department of Labor and Industrial Relations, undated letter to staff, 
received Jan. 19, 1983. 
3. U.S. C.Ommission on Civil R1gh-cs, Social Ind1ca-cors of Eouali-cy for 

Minorities and Women (August 1978) and Unemployment and Underemployment .Among 
Blact<s, R1span1cs and Women (l"bvember 1982.l. 
4. See Kansas Advisory Committee to tne U.S. Commission on Civil Rights, • 

Bnploymeot of Adminis-crators and Professionals by Kansas ~~Jnicipal Ci)vernmeots 
(Maren 1982), p. 4. 
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II I. BOONE COUNTY 

Boone C:Ouoty is located in tne mid-Missouri area of central Missouri. It 
surrounds the town of Columbia. The county comprises ihe Columbia SMSA. In 
1980 tne county had a population of 100,376 of wnom 91.4 percent were whne: 
6.4 percent, black; 0.2 percent, Indian; 1.1 percent, Asian; and 1.0 percent, 
Hispan1c.l 

Boone County stated tnat to supply the 1nfor-mat1on reauested oy Advisory 
CoilDilittee staff "would reauire hours of staff time whictJ we cannot, at 
present:, afford." It went: on to state t:ilat: 

We strive to be a dedicated eaual opportunity employer, but since second 
class counties in Missouri are not a11tnor1zed to nave a personnel 
official, our efforts are a great deal less structured tilan tne 
informat:ion sougnt seems to recognize. 

Altnough we subscribe to your goals, we are not now in a position to do 
just:ice to the subject reauest for 1nformation.2 

What was supplied were copies of the county's personnel manual, its 
affirmative act:ion stat:ement:, anct its EE0-4 report. Tile 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. Smmnaries of 1ts employment patterns are 
in Tables III-1 and III-2. Table III-3 compares the workforce. to the area 
la~orforce. Overall, 50.9 percent of tne county worKforce was wnite male, a 
somewhat nigher figure than the private sector. Black male workers were 6.l 
percent: of tne worKforce, significantly higner tnan the area laborforce. 
White women were 41.2 percent of the workforce, somewhat lower than the area 
laoorforce. Black. women were 1. 2 percent of t:ne wori<force, significantly
lower than the area laborforce. However, the county's workforce did 
approx1mate tne proportions of minorities in t:he populat:ion, except for Asians 
and Hispanics where the difference was slight. To match the area laborforce, 
tne count:y would nave to employ four additional blacK women and t:hree 
addit:ional wnit:e women, and one Asian (either 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 t:nat 10 
the existing workforce, as does the proportion of oiacK male new nires.4 

The data show that the county utilized fewer black men or olacK women as 
administrators t:nan were in toe area laoorforce. But tney ut:ilized more olacK 
men and more white women as professionals than were in the area laborforce 
wnile utilizing fewer wnite men or· olack women. Tney utilized more Olack men 
and fewer black women and white men as office clericals than ttJe area 
laborforce. Tney 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 t:ne cai:egones wnere there was relati\Te 
undernti lization. 5 

On March 3, 1978 tn.e county adopted an affirmatbre action resolution and 
plan. In the resolution the county stated it "desires to be known as an eaual 
opportuoity employer and a participant in affirmative action. 116 Tne plan 
prohibits discrimination based on race, color, creed, age, sex, national 
origin and handicap. f:{owever, the pronih.it1on of discrimination against t:ne 
handicapped is limited to "aualified nandicapped l?ersons. 117 In tne plan, 
the county states it will: 
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Table 111-1 

Workforce of Boone County - 1981 
MALI! • PCMAl,HAsinn/ Am, Ind,/ Asian/ A111.Tnd./ 

Totnl \'lhito D1nck lllspnnic Pnc.lsl. Al.Nat. Whlto Blnclc llis(!nnlc Puc.IHI. Al.Not. 

Officluls AJmlnlstl'utors 
11N11 4lluw 1 
\ Co lu11u1 3.0 4.8 1.s 
\ llow 80.o 20.0 

Profoss lonnls 
"N" Row 8 4 1 3 
\ Column 4.9 4.8 10.0 4.4 
\ llow so.o 12.5 37,S 

·rochnicinns 
11N11 ltow 1 1 
t Column 0.6 l .S 
\ now 100.0 

l'rotective Service 
"N" llow 52 39 4 9 
\ Column 31.5 46.4 40.0 13.2 
\ now 75.0 7.7 17,3 

Pn r.n-l'·ro foss lonu ls ..... 
11N11 ~now 3 3 

\ Column 1.8 3,6 
\ now 100.0 

Offlco/Clori2nl 
11N'i llow 60 2 1 54 2 l 
\ Column 36.4 2.4 10.0 79.4 100.0 100.0 
'.; now 3.3 1.7 90.0 3,3 1. 7 

Skilled Craft 
"N" RO\t 
'.i Column 
\ Roi'l 

SorvicelMaintenanco 
"N'' 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: Datu supplied by Boone County on file at CSRO, 
---·-•LL4 ·- -·--- --
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UlDJ.6 111-l 
New llires-noone County-1981 

-Aufou/ A111.lnd./ 
'l'otnl Whit,, 111.nclc. llia:.il1111dc 1•110. T.nl. Al.Nut. Whlto

-,-,-f1-·J-.c-.1-n_l_u_/A_c.l_n_iJ_n_.l_u_l:~oriJ ---··--····-··--------· •• • ----------
N11111llua:-----·~ 2 1 

now 66.7 33.l 

Profosu Lonalo 
Numhm: 4 1 1 2 

X Row 25.0 25.0 so.o 
'l'cchnicinns 
Number 

P1·otcct :J.vc Service 
Numbut· 30 21 s 3 

70.0 16.7 10.0 

Parn-Profceeionute 
Numb<.!r 8 

% Row 

• Office/Clerical 
Number 1818 

100.0 
% Row 

Skilled Craft 
Number 

% Row 

Service/Maintenance 
Number 8 6 2 

X Row 75.0 25.0 

TO'rAT, 
Number 71 30 8 32 

42.3 11.l 45.1 
Source: EE0-4 supplied by Boone County, 1981. 

Ao:lnn/ lw.Ind. 
lU.nck Uio11nn f.c t•oc .1111. Al .Nnt. 

1 

3.3 

1 

1.4 
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Table III - l 

'L'o~----
Whitu 

HAl,lt 

llluck 

fercent Workforce/Percent Laborforce Compared 

Adam/. Am. Ind~/ 
Puc.Int. Al.Nut. WhitollitlJ~.'!..nfo 

-- Boone County -
X!!!Af.!! 

Dlock ll1e1mnic 

1981 
AuJnn/ 
Poc.IHl. 

An1. ln1I. 
AJ..Nnt, 

r. Workforce/ 
Z Row 
% 1,nhorforco / 
¾ Row 

50.9 

48.6 

6.1 

3,3 0.3 o.4 0.2 

41.2 

43.0 

1.2 

3.7 0.2 0.4 

o.6 

0.1 

AJn\lnistrutors 
%Work(orcu/ 
i now 
% Lnborforce/ 
7. ltow 

80.o 

76.6 1.3 0.5 0.3 0.3 

20.0 

19,7 1.2 o.o 0.1 0.2 

Profesa ionals 
~ Woa:kforcc/ 
X Row 

50.0 12.5 37.5 

% I.uborforce/ 
% now 

64.4 0.9 0.1 0,1 0.1 33.1 1.1 o.o 0.1 o.o 

rcchnJ.cinnu 
l. \.lorkforco/ 
r. ltow 
t: l.aborforcc/ 
% Row 

63.1 2,2 o.o o.o o.o 

100,0 

30.5 3,9 o.o 0.3 
.... 
0

0.0 I 

Offfce/Cicrical 
¾ Workforce/ 
% now 

3,3 1.7 90.0 3,3 1.7 

¾ Lnborforce/ 
X Row 

9.3 0.6 0 .. 2 0.1 83.9 5.2 0.6 0.2 o.o 

SetVice/Maintenance 
% Workforce/ 
% Row 
% 1.aborforce/ 
% Row 

88.9 

39,1 

11,1 

8.5 0.4 0,9 0.1 41.2 8.7 0.4 0.4 0.3 

Source's: EE0-4 for Boone County, 1981. 

EEO~, 1980 Reeort1 Job Patterns for Minorities and Women in Private Industri 1 1980, P• II - 39·9. 
"' l,ese than 0,05 percent 
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--advise the State employment services, employment agencies specializing 
io minority services, secoodary scoools and colleges that it does not 
discriminate; 
--otner sources will be informed as they are developed; 
--it will maintain liaison witn all the above; 
--ensure that ads included tne eaual opportunity employer logo: 
--not discriminate in considering persons for employment; 
--ensure its employment fonn complies witn the law; 
--ensure its screening procedures are "in conformance with applicable lal.o/s 
and acceptable personnel practice;" 
--not discriminate in promotions, transfers, training, or benefits and 
compensation.8 

There are no goals ~nd timetables. Tnere is oo indication that any of tnese 
commitments have been implemented, for example validation of testing and 
screening procedures. Toe 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 hol.o/ toe 
connnitments, much less the reauirements of the law regarding 
nondiscrimination, could be implemented. It should oe noted that employers 
with similarly small numbers of workers (the county had 165) do have personnel 
officers and nave developed complete affirmative action plans co meet OFCCP 
reQuirements. It is hard to understand why the county nas not been able to do 
tne same. No information was provided on the personnel practices of the 
county police. 
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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 "otner" nas IJeen omitted. 

2. William M. Frech, Presiding Judge, Boone County Court, letter to staff, 
Aug. 11, 1982. 

3. See Taole III-3. 
4. See Taole III-2. 
5. See Table III-3. 
6. Resolunon on an afflnnative action plan for tne County of Boone, 

Missouri, Mar. 3, 1978. 
7. Aff1rmat1ve Action Plan for tne County of Boone, M1ssour1, Mar. 3, 1978. 
8. Ibid. 
9. See CCH, Bnployment Practices Reporter, para. 422. 

( 

(. 
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J.V. JACKSON COUNTY 

Jackson Countv is one of six first class counties in the State. It 
includes tne cities of IndP-pendence and Kansas City.l It is located on the 
western edge of the State, somewhat north of center. The county had a 
population of 629,180 in 1980 of wnom 77.6 percent were white; 20.0 percent 
black; 0.4 percent~ Indian; 0.7 percent, Asian; 1.3 percent, other; 2.6 
percent, H1spanic.l 

Utilization of black workers in the l,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. Stmllilary profiles 
of the county's worKforce appear in Taole IV-1 and IV-2.4 

The utilization rates in the workforce and area laborforce are shown in 
Table IV-3. By and iarge toe util1zat1on of minority worKers exceeded 
utilization in the area laborforce overall and in administrative, professional 
and technical joos, while white men were utilized somewhat less. Wnite 
women's shares of administrative but not professional or technician jobs were 
larger than 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 10 tne 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 EE0-4 report. This 
showed that for these two categories, utilization of black workers in the 
workforce was significantly higher than in the laoorforce and utilization of 
white women worKers was significantly lower.6 

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 olack men were a 
larger proportion in administrative, professional, teconical, protective
service, paraprofessional and clerical jobs. It should be noted, however, 
toat generally even olack and white ~omen workers 10 particular categories 
were a larger proportion of the county workforce from their group than they 
were in the area laborforce.7 • 

Overall, proportionately more blacK and white men were nired than were in 
the existing workforce. 'Ille proportion of wnite women hired was comparable to 
tnat in tne workforce. But the proportion of new hires to total employment 
was lower for other groups. Only one administrator was hired. But tbe 
proportion of newly hired white male professionals far exceeded tne1r share of 
the existing group of professional workers while new hires for other groups 
were far less than tneir share of toe existing worKforce. rne same was true 
for technicians. It was not true for protective service or servtce worKers.8 

Data on median salary by job category was provided. These snow that black 
mate administrators had median salaries considerably below white males and 
even white and black female administrators had 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 
tecnnicans had median salaries below that of wn1te and black male 
technicians. Black male, white female and black female protective service 
workers had median salaries below tnat of white male worKers in this 
category. There was no disparity in median salary for clerical, skilled 
crafts or service workers.9 Data assembled by the countv personnel office 
show the disparities 1n salaries-even more dramatically.10 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.11 'ftle 
a~parent explanation for these statistics is the disparity in seniority. Most 
minorities have less than five years of tenure. None nas more than 10. 

https://females.11
https://dramatically.10
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Table IV-1 

Workforce of Jackson County - 1981 

Total White 
MAt.13 

Dlt&ck llispimic 
Asiun/ 
Jtnc.lsl. 

Am.Intl./ 
Al.Nat. Whito 

PEMALB 
Plock H.lS(!Dnic 

Asiuu/ 
Puc.Isl. 

,\111.lml./ 
Al.Nut, 

OfficialslAdministrutors 
11N11 ltow 87 
\ Column 5.6 
\ Row 

54 
8.s 

62.1 

3 
1.9 
3.5 

2S 
4.7 

28,7 

s 
2,3 
5.8 

Professionals 
"N11 Row 
\ Column 
\ Row 

232 
14.8 

105 
16.6' 
43.3 

38 
24.1 
16.4 

1 
16.7 
0,4 

62 
11.7 
26.7 

26 
11,7 
11.2 

Technicians 
11N'1 Row 
\ Column 
\ Row 

149 
9.S 

67 
10.6 
4S.O 

17 
10.8 
11.4 

1 
33.3 
0.7 

48 
9.0 

32,2 

16 
7.2 

10.7 

Protective Service 
11N11 ltow 222 
\ Column 14,2 
\ Row 

130 
20.s 
58,6 

39 
24.7 
17,6 

1 
16.7 
0,5 

2 
66.7 
0.9 

30 
S.7 

13,S 

19 
8.6 
8.6 

1 
16.7 
o.s 

Parn-Professionols 
39"N" Row 

\ Column 2.s 
\ Row 

IS 
2.4 

38.5 

4 
2.5 

10~3 

10 
1.9 

2S,6 

10 
4.S 

2S.6 

.... 
0 
p, 

Office/Clerical 
"N11 Row 
%Column 
\ Row 

600 
38.4 

89 
14.0 
14.8 

28 
17.7 
4.7 

1 
33.3 
0.2 

1 
33,3 
0,2 

34 
6S,2 
57.7 

129 
S8.1 
21,5 

s 
83.3 
o.8 

l 
100.0 

0,2 
Skilled Craft 

11 N11 now 
\ Column 
\ now 

78 
s.o 

71 
11.2 
91.0 

7 
4.4 
9.0 

Service/Maintenance 
"N11 now 157% Column 10,0
\ Row 

TOTAL 1564
\ 

104 
16,3 
65.6 

634 
40.S 

22 
13,9 
14.0 

158 
10.1 

4 
• 66. 7 

2.6 

6 
0.4 

1 
33.3 
0.6 

3 
0.2 

3 
0.2 

10 
1.9 
6.4 

S31 
34.0 

17 
7.7 

10.8 

222 
14. 2 

6 
0.4 

1 
0.1 

Source: Oata supplied by Jackson County, on file at CSRO. 

------ --·· -·-----·-- ----· 
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1· 'l'otal 
Of r icinla/Ac.l111lniotrators 
Hi1111bui: 1 

Whitu 

1 

MAt.11 

llluclt 

Table IV - 2 
New Hires-Jackson County - 1981 

Aoion/ ,\111. Ind./ 
lliop11nic 11uc. Iul. Al.Nut. White 

JIJUfAl,U 

Block lliepnn:lc 
Astun/ 
l'ac. J.el. 

lvfl..Ind. 
Al.Nnt. 

X ltow 100.0 

Pto(esaionllle 
Number 16 10 1 3 2 

X Row 62,5 6.3 18.8 12.5 

Technicians 
Number 15 11 1 3 

2! Row 

Protective Service 
Number 179 

73.3 

84 

6.7 

51 

20.0 

26 18 

X Row 

Para-Professionals 
Number 

46,9 28.5 14.5 10.l 
.... 
@ 

% Row 

Office/Clerical 
Number 229 31 8 150 38 2 

%Row 

Skilled Craft 
Number 

13,5 3,5 65.S 16.6 8.7 

% Row 

Service/}1aintenance 
Number 178 138 9 1 28 2 

% Row 77.5 5.1 0.6 15.7 1.1 

'l'OTAL 
Num6er 618 275 70 1 210 60 2 

% Row 44.5 11.3 0.2 34.o 9,7 0.3 
Source: EE0-4 supplied by Jackson County, 1981. 
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Table IV-3 

Percent Workforce/Percent Lab9rforce Compared -- Jackson County - 1981 

l-lhite 
~ 

Block Uispnnic 
Asian/. 
Pac.Isl .. 

kn.Ind./ 
Al.Nat. White 

FJ3MA1,E 

Blaclt llieponic 
Aston/ 
Poe.Isl. 

Ant.Ind. 
Al.Nat. 

Total 
X Workforce/ 
r. Row 40.S 10.1 0.4 0.2 0.2 34.0 14.2 0.4 0.1 
% Lnborforce/ 
X 'R,ow so.2 6.2 1.4 0.4 o.J 33.8 6.2 0.9 0.4 0.2 
Administrators 
X Workforce/ 
% Row 62.1 3.S 28.7 5.e 

•X Laborforce/ 
% Row 75.3 2.7 o.e 0.3 0.5 18.7 1.4 o.3 0.1 0.1 
Professionals 
%Workforce/ 
% Row 
% Laborforce/ 

43.3 16.4 0.4 26.7 11.2 

%Row 54.4 1.5 0.5 1.0 0.2 38.4 2.7 0.4 o.e 0.1 
l'echnicians 
l: Workforce/ 
X Row 
X Laborforce/ 

45.0 11.4 0.1 32.2 10.7 
.... 
0 n 

X Row· S0.4 3.7 o.e 0.6 0.2 34.7 0.2 0.1 o.s 0.2 
Offic~/Clerical 
·% Workforce/ 
% Row 14.8 4.7 0.2 0.2 57.7 21.5 o.e 0.2 
% Laborforce/ 
% Row 13.7 2.0 0..4 0.1 0.1 71.7 9.5 1.9 0.4 0.3 
Skilled Qrajts .. 
%Workforce 
% Row 91.0 9.0 

·% Laborforce/ 
% Row 81.1 6.2 2.2 0.2 o.6 7.3 1.8 o.3 0.2 0.1 

Service/Maintena~ce 
.7. Workforce/ 
X ~ow 65.6 14.0 2..6 o.6 6.4 10.8 
% Laborforce/ 
r. Row 31.8 12.6 1.8 0.9 o.3 34 .1. 15.3 .. ,.· 1.7 0.7 0.2 

Sourcoe: EE0-4 for ,Jackson r..ounty - 1981 
mmc, 1980 Report: Joh Pntterne for Minodtiea and Women Jn Private Industry, 1980, p. II - 143. 

~--- -··-••-' 
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Overall, nearly a auarter of county employees earning $19,901 and more havP. 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 ye~rs of 
tenure.12 Cormnenting on the disparities in salary, JacKson Connty's 
personnel director stated: 

Our salarv policies are designed to assure tnat no race or sex 
discrimination is possible. 

Our point-factor comparison system (similar to tne well known Hay system) 
has 22 grades. All merit positions fall within those 22 grades regardless 
of tne work performed and regardless of woetner 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 10 Jackson County. This suhstantiates our 
position regarding the effect of tenure on salaries.13 

Prior to November 1982, the county operated under an affirmative action 
plan adopted in August 1Y75. In No\7ember 1982, tne then county executive 
issued a new executive order establishing a new affirmative action plan that 
will nereafter be 10 effect.14 Toe l975 plan covered olack, Asian, Indian, 
Hispanic, all women, handicapped, veterans, welfare recipients, the employable 
mentally retarded, ex-offenders and older persons.15 It provided for an 
affirmative action taskforce that would establish goals based on Jackson 
County statistics, report compliance deficiencies and goal accomplish1nent to 
tbe affirmative action officer and monitor· implementation of the plan. The 
taskforce was to include a range of employeesl supervisors and representatives 
of boto tne county legislaD1re and executive. 6 

'Ibe 1975 plan called for specific-actions in re~ruitment, selection and 
training. It reauired that: 

--recruitment be directed toward the d1sadvantaged using private 
employment agencies, the State employment service, minority groups and 
schools; 
--existing employees he encouraged to refer minority group applicants; 
--liaison be establisned 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 reliaoility and validation analysis: 
--interviews be structured based on clearly defined job tasks; 
--career ladders be established; 
--trarning be provided to the maximum extent possible to ensure employee 
development;
--daLa on employment be maintained and reported semiaonually.17 

As a practical matter, the plan contains so few specifics that it would be 
difficult to evaluate any progress that might nave been made pursuant to 
it.18 

On November 30, l982 the new affirmative ~ction plan took effect with tne 
issuance of Executive Order N:>. 93. 'Ille scope of the order is identical witn 
triat of 1975, as is the goal of matcnrng the Jackson _County la1Jorforce. 
Again, an affinnative action taskforce with diverse membership is given 
coordinative respons1oil1ty.19 Tne taskforce is to arrange witn tne 
individual agencies that have appointing authority in county government to 
de\Telop tne1r own affirmative action plans and monitor 1mplementaLion of those 
plans. An·affinnative action officer is to monitor efforts and help with 

https://respons1oil1ty.19
https://semiaonually.17
https://persons.15
https://effect.14
https://salaries.13
https://tenure.12
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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. Minagers or otners witn appointing authority are to help 
the taskforce develop plans for toeir agencies, set an example of good 
employment practices, and maintain the records that would be necessary to 
monitor compl1ance with plans and acnievement of goals.20 Tnis plan has 
even fewer specifics than its predecessor. Jackson C.ounty connnented: 

Our current affirmative action plan was not as detailed as tne 1975 
version because certain Ordinances passed in 1977 provided the guideline 
for personnel practices and administ:ration t:o provide that work. FurtnE!r, 
Executive Order #93 was a statement of nioral connnitment; no enabling 
legislation is mandating our position.21 

Executive Order N,. 86 of Dec. 28, 1977 includes a rule on applications and 
examinat:ions of applicants. This reauired the personnel director to 
periodically review examinations to determine wnether: 

1. Toe examinations measure cne s~ills and aoil1ties directly relat:ed t:o 
the positions for which they are given. 
2. The tests are reliaole and valid as determined Dy validation t:ecnniaues 
accepted witnin the profession of personnel administration. 
3. Tnere are availaole alternative pre-selection tecnniaues. 
4. The testing procedures follow guidelines established by the IU.S.J 
Eaual Bnploymenc Opportunity Commission.22 

The evidence provided by Jackson C.ounty, summarized below, indicates this rule 
was not effectllat:ed. Absent: tnese efforts, Rule 9 oi Executive Order No. 86, 
which reauires that selection be based "on criteria wnicn predict performance 
in a position or measure aD1lity, Knowledge or skills necessary for t:ne 
position or class for wnicn tne applicant 1s iJe10g considered1123 cannot nave 
been enforced. Ordinance No. 552 of Dec. 12, 1977 reauired that appointing 
aut:norities furnish information to the Director of Personnel so that: the 
director could deterniine whether there was an underutilization problem and 
suggest corrective action.24 The ordinance states that "corrective act:ion 
will De t:a!{en innnediately.... 1125 

The 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 t:nat was framed prior to 1982 oy toe 
count:y affirmative action taskforce and is now framed by the taskforce and the 
department head t:ogetner. This includes numeric objectives, an analysis of 
recruitment sources and methods to be utilized and special efforts (such as 
summer int:ernsn1ps) to be used to increase the utilization of minorit:ies and 
women in the department. After the plan takes effect, the county taskforce 
reauest:s data on accomplishments t:hree mont:hs and six months lat:er In t:hese 
reauests, using a standardized form, the taskforce asks the nmnbers of hires, 
promot:ions, separations, vacancies. It asks ~nat sources were used for 
recruitment and with what success. It also asks aDout changes in the job 
prereauisites and selection procedures, efforts to disseminat:e the plan and 
efforts to orient supervisors to affirmative action. There is no analyses of 
tn1s data,?6 

JacKson C.ounty nas a residence reauirement for employees (although wa1,1ers 
can be obtained on an annual basis). C.onseauently, although it recruits from 
tnrougoout tne metropolitan area, most efforts are concentrated 10 Jackson 
C.ount:y.27 It posts notices of jolJs on about 75 county bulletin boards and 
mails notices to a similar nmnber of community agencies within the 
county--1nc1ud1ng minority employment agencies, renab11itation and handicapped 
organizations, women's groups, special interest groups, corrnnunity centers and 
any ot:her group tnat: expresses an interest 10 receiving them and wnicn can 

https://C.ount:y.27
https://action.24
https://Commission.22
https://position.21
https://goals.20
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po-centiaily proV'lde aualified applicants.28 In addition, the co11n'CY 
reported advertising in the Kansas City Star/Times, Kansas City C,all, Dos 
Mundos and sometimes 1n various suburt1an papers, professional Journals, 
Oiicago area papers and the Wall Street Journal.29 

Recruitment is tne responsibility of a personnel analyst. Most efforts 
hmre been directed at local colleges. Particular effort has IJeen focused on 
UMKC law school because the county has been unsuccessful in recruiting 
minori-cy lawyers, although it nas made offers to several. Tnis, the county 
attri~uted to its low pay scale.30 

Efforts to validate tne selection process na\Te n.een limited. Tne county 
was ultimately unsuccessful in obtaining a Federal grant to employ a • 
psycnome1:rician to conduct valida-cion studies. Although a psychologist with 
validation training was briefly employed, he left county service before 
conducting any ~alida-cion studies and nas not been replaced hecause a person 
with the reauisite skills cannot be found. However, job-specific job 
descriptions for all merit positions ha\Te been es-calJlished and -cne county is 
currently developing formal career ladders.31 T'ie c0unty reported no other 
efforts, such as standardization of interview Questions or training for 
supervisory personnel on inter\11ew tecnniaues. Tnis might oe importan-c since 
all but two of 20 directors and managers are white (tne two are the personnel 
director and CETA manager) and 13 are wn1te male.32 

1be county provided specific data on 183 administrators and professionals 
witnin eacn county depar-cment under the control. of i:ne county executiV'e. 
1bese 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 percen-c 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, whi1:e females and blacK 
females was considerably lower than for all administrators and professionals 
reported in -che county's EE0-4 tnat includes other agencies, primarily court 
officers. Utilization of black males is concentrated in five of the 14 
agencies lis-ced. Only in -cwo of these, planning and zoning and corrections, 
are the proportions substantially greater than the countywide average. White 
women are represented in all but four agencies. Io one the proportion is less 
toan the countywide propor-cion.34 Toe county insists -cnat inclusion of 
techmcal workers is necessary to get a 1:rue picture of •itiliza-cion.35 But 
there are no apparent differences of any great magnitude. The proportion of 
black males and females are somewhat larger, 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 parncular agencies 11ary. 
The new numbers add only seven black males, 17 white females, eight black 
females and a few otner minorities. Only six county administra-cive or 
professional positions were "soft money" slots funded by Federal or State 
go11ernmen'C. But four of these were neld by black workers and one w~s neld by 
a woite female.36 Tnis seems disproportionate. 

In general, promotion is encouraged to higher positions rather than direct 
entry. Employees are notified oy postings and encouraged to apply for ~igher 
positions.37 But -cnere is no indication tnat any of tne potential oarriers 
tnat might adversely affect minorities and women haV'e been addressed by the 
county. Tne county provided data on 21 promo-cions to profession~! or 
administrative positions that had occurred since August 1, 1981. Nooe of 
tnese were m1nori-cy, seven were white women, none was nandicapped, one was a 
person aged 40-70.38 It also proV'ided data on ll appointments -co -cecnnical 
positions that ~ad occurred since August 1981. Five were white female, one 
was a black female.39 In short, there 1s no indication of suhsi:ant1al 
movement of minorities to higher positions and little indication that white 
women are moving up. Tne county reported it has rarely 11nl1zed 
noncompe-citive a-opointments for promoti.ons.40 It furtner noted nrne data 

https://promoti.ons.40
https://female.39
https://40-70.38
https://positions.37
https://female.36
https://�itiliza-cion.35
https://propor-cion.34
https://nandicapped.33
https://ladders.31
https://scale.30
https://Journal.29
https://applicants.28


- 14 -

reflect an emphasis we have placed during the past year on increasing the 
numner of females io nigher paying positions. 114l 

In short, whatever successes the county has had in obtaining minority and 
whne female worKers at oetter jobs are clearly not the result of ;:i rigorous 
examination of the selection process to eliminate potential sources of 
d1scrtm111ation or ellminate to tne effec1: of actnal promotioo oract1ces. 
Although there may be departmental plans and reports, the county has yet to 
evalua1:e tnese. For tn1s reason tneir effec1:1veness is open to auest1on. 
This would need expert assistance that is currently unavailable to the county 
personnel depar-cmen'C. Tne Director of Personnel of Jackson ())unt:y commented 
that: 

we seeK 1:0 1ns1:uute n1rtng practices tilat: reflecr. fairness to a 11. 
Therefore, our efforts will continue to be directed t:oward improvement in 
all :ireas of employmenr. practices. We are s1:ill see1nng funding for 
psychometric expertise (this position was cut from the Personnel 
Department's 1983 budget). We intend to get copies ... I of afi1nnat111e 
act:ion plans prepared by employers with a repute of being particularly 
successful 1n promoting affinnar.1ve ~ction]. Hopefully, information 
contained therein ~ill assist us in our continued effort to assure that 
JacKsoo County government 1s bi::i::. free in e"ery aspec1: of employment 
practice.42 

https://practice.42
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Notes 

1. EE0-4 da-ca includes all JacKson County employees out e1T::1luat100 of 
county's affirmative action is only for the Executive Branch. 

2. B11re;:iu of tne Census, 1980 Census of Popui.ation and Housing (PHC80-V-27), 
Table 1. Hispanics are also counted 10 a racial group.

3. ·Dat::l s•1pplied by .Jac1<son County on f1 le io CSRO. 
4. 'Ibe Director of Personnel of Jackson County conunented that recent 

S'tAtistics collec-ced bv her department show tha-c as of Feb. 18, 1983, 2.3 
percent of executive branch employees are Hispanic. She noted tnat this was 
essennally similar to tne proportion in the pop11lation. (Sandra L. Whi-ce, 
Director of Personnel, J4ckson County, letter to staff, Mar. 16, 1983 
(nereaf-cer cited as Jackson County Comment Letter).) 1nis represen-cs a 
substantial increase from 1981 when the proportion was 0.8 percent. 
5. See Tanle IV-3. Jackson County commented: 

not only is Jackson County generally comparable to private industry, but 
in some categories, surpasses tne private sector 1n i-cs n1ring practices. 
We feel these kinds of comparisons should also be made if the private 
sector data 1s going to oe usea.(Jackson County Comment Letter) 

Such an analysis would show that black males were represented at levels 
significan-cly above -cne 1a1Jorforce in -cne workforce as~ whole aod in all joo 
categories except service/maintenance workers. White women were represented 
at levels s1gn1i1can-cly aoove tne laoorforce ievels in admin1str;iti11e jobs. 
Black women were represented at levels significantly above the laborforce 
le11els tne worKforce as a wnole and 10 admioistrat111e, professional, -cecnnical 
and office/clerical worker job categories. 

6. Data 10 Jackson County Commen-c Le-cter. 
7. See Table IV-3 and EEOC, 1980 Report, Job Patterns for Minorities and 

Women 1n Pr1vace Industry, 1~80, p. 11-143. 
8. See Table IV-2. 
9. EE0-4 for Jackson r..ounty-1981, on file at CSRO. 

10. Sandra L. White, Personnel Director, Jackson County, letter to staff, 
Dec. 3, 1982 (nereafter cited as Jackson County Letter). 
11. Ibid., Exhibit 6. 
12. Ibid., Exnibit 7. 
13. Jackson County Comment Letter. Tne Ad11isory Commit-cee agrees -cnat 
seniority appears -co be responsible for most of the salary disparity. 'Illat is 
precisely -cne problem. Tne co11nty nas not considered -cne auestt0n of what tne 
salaries of their minority or white female employees would have been or what 
pos1t1ons tney migh-c nave held, aoseo-c tne discriminatory practices of _-cne 
past. 
14. Inid., Exnibit 3. 
15. Ibid., Exhibit 2. 
16. IIJid. 
17. Inid.. Exn1oi't 2. 
18. Tne JacKson County director of personnel corrnnented: 

Your conunents regarding our recent affirmative action plan are, in my 
opinion, misleading. Your pas-cure is that: tllere is -che possioility of 
ineffectiveness. However, the Executive Order #22 was passed in 1975; 
less tnan 10 years later our worK force popul4tioo has changed 
dramatically. 



- 16 -

We supplied data showing that no minorities have tenure past 10 years, yet 
out minority population 1s just less than 30 percent. Thi.sis far higner 
than the census data which you provided in your report. It seems fairly 
ob,rious that a great deal of progress has Deen made io the past eight 
years.(Jackson Q)unty Comment Letter). 

19. I~id., Exnibit 3. 
20. Ibid. 
21. JacKson County C.Oniment Letter. 
22. Jackson C.Ounty, Executive Order No. 86, pp. 12-13. 
23. Ibid., p. 13. 
24. Jac~soo County, Ordinance No. 552, Dec. 12, 1977. 
25. Ibid. 
26. Sandra White, Director of Personnel, Jackson C.Ounty, telephone interview, 
Mar. 17, 1983. 
27. JacKson r..ounty Letter. 
28. Ibid. 
29. 1bid. 
30. Ibid. 
31. Ioid. 
32. Io1d., Exhibit 7. 
33. Ibid., Exhibit 5. 
34. Ibid., Exnib1ts 5 and 9. 
35. Jackson C.Ounty Letter. 
36. Ioid. and Exnioits 4, 5, 10 and 11. 
37. Jackson C.Onnty Letter. 
38. Ibid., Exhioit 10. 
39. Ibid., Exhibit 11. 
40. Jac1<son 'County Letter. 
41. Ibid. 
42. JacKson County C.Omment Letter. 
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V. ST. LOUIS COUNTY 

St. Louis Coum:y completely surrounds tne City of St. Louis on tne 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. Lo11is SMSA tnat includes portions 
of both Missouri and Illinois. 'lbe extent of residential segregation in the 
county was documented oy the Missouri Advisory Connnittee in a 1982 report.! 
In 1980 the county had a population of 974,815 of whom 87.5 percent were 
white; ll.3 percent, black~ 0.1 percent, Indian; 0.8 percent, Asian; 0.9 
percent, Hispaoic.2 

In L981, 81.7 perceqt 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 Io 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 EEO-4 data was not provided on new hires. The county 
provided comparable data for three years tnat 1s referenced below.) Table V-3 
comoares tne util tzal:ion rates of t·ne workforce and area laoorforce. 4 For 
the~most part minorities and women were utilized at rates less than their 
white mate counterparts except in traditional occupations for women socn as 
office/clericals and paraprofessionals. Minorities were represented at rates 
larger tnan those of wnite males io protective services and service worker 
jobs. 'lbe county utilized overall a smaller proportion of black men, Hispanic 
men, Indian men, wn1te women, and Hispanic women than were utilized in toe 
pri,ra-ce sector.5 To replicate -cne private sector tnere would 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 females. St. Louis County 
connnented that " ... the Connnittee failed to note that 47 percent of the 
personnel 10 tne professional category are women compared to tne oat1oo~l and 
Missouri rate of 37 personnel. NJr did the Connnittee point out that the 
replication model corrections constitute less than one percent of tne 
workforce (46 people). 116 In administrative jobs the proportions of IJlacl' 
workers (male and female) matched the area laborforce. But the proportion of 
wnite females was considerably less tnan toe area laryorforce. Io professional 
jobs the proportions of black workers (male and female) and white female 
workers were greater in tne county workforce than 1n the area laborforc~. Io 
technical jobs the proportions of black males, Hispanic females and Asian 
females were comparable to tnose in the area l::iborforce out tne proportions of 
white and olack females were less than 10 the area laborforce.7 The 
national laborforce rates for black administrators and professionals were 
lower than the area rates. The rates for Hispanic administrators or 
professionals were higher.

Toe county proV'ided data on current utilization of minorities and women as 
administrators or professionals in each county agency. It was not able to 
provide d~ta on older workers or handicapped worKers without extensive 
research. 'lbe data available show discrepancies in the utilization rates of 
tne pnocipal agencies. The O\Terall utilization rate for blac1< males is 4.4 
percent.8 Tne ll-cilizatioo rates for black males by all departments except 
ht.mian resources, justice services, juV'enile court, Lakeside Center, parks and 
recreation and public works were stgn1f1cantty less. Tne overall ut1lizat1on 
rate for white women was 42.0 percent. 'Ibe utilization rates of the 
departments of administration, county counselor, nignways and traffic, 
Lakeside Center, parks and recreation, planning, prosecuting attorney, public 
works, and re\Teoue were significantly lower. Tne o,rerall u-cilization rate for 
black women was 6.7 percent. The rate was significantly lower in all agencies 
except community health, numan resources, justice ser,rices, juvernle court, 
planning, other. 9 Tne county also provided data on actmioistrati,re and 
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Table V-1 
Workforce of St. Louis County - 1982 

MAI.I! Pl!MALI! 
Asian/ Am.Ind./ Aston/ A111.Tncl./ 

Totnl White Rinck Iii sp:u!.!E_in_c. l!_h__ Al.Nnt. Whlto Dlnck llls11n11lc Puc.ht, ,\J.Nut. 

Offlclnls/Admlnistrntors 
11N11 llow 62 53 2 5 l 1
\ Co lllllUI 1.5 2.5 0.1 0.4 0.3 5.0
\ llow 85.5 3.2 8.1 1,6 1.6 

Profosa l.onals 
11N11 now 938 448 40 2 5 373 62 8 
%Column 23.3 21.1 14.2 14.3 45.5 31.9 15.4 40.0 
\ now 47.8 4.3 0.2 0.5 39,8 6.6 0.9 

'fechnicluns 
11N11 ltow 602 417 27 1 1 1 98 53 1 3 
% Co.lumn 14.9 19.6 9.6 7. l 9.1 50.0 8,4 13,2 20.0 15.0 
t llow 69.3 4.5 0.2 0.2 0.2 16.3 8.8 0-.2 0.5 

Protoctivo Sorvlco 
11 N11 ltow 735 571 85 7 1 l 51 18 l 
\ Column • 18.2 26.8 30.3 50.0 9.1 50.0 4.4 4.5 20.0 
i llow 77.7 11.6 1.0 0.1 0.1 6.9 2.5 0.1 

Pnrn-Profosslonals .... ...."N" llow 127 22 17 1 33 51 3 P> 
\ Column 3.2 1.0 6.1 7.1 2.8 12.7 15.0 
% now 17.3 13.4 0.8 26.0 40.2 2.4 

Offico/Clericnl 
"N" Row 828 93 13 1 581 132 3 4 1 I\ Column 20.5 4.4 4.6 9.1 49.6 32.8 60.0 20.0 100.0\ Row 11.:z 1.6 o. 1 70.2 15.9 0.4 0.5 0.1 

Skilled Craft 
"N" Row 145 133 9 2 l 
%Column 3.6 6.3 3.2 14.3 9.1 
% Row 91.7 6.2 1.4 0.7 

ServicelMaintenanco 
11N11 Row 598 391 88 1 2 30 85 l
\ Column 14.8 18.4 31.3 7.1 18.2 2.6 21.l 5.0 
t ltow 65.4 14. 7 0.2 0.3 s.o 14.2 0.2 

TOTAL 4035 2128 281 14,, 11 2 1171 402 5 20 l
52.7 7.0 0.4 0.3 0.1 29.0 10.0 ·0.1· 0.5 o.o 

Source: Data supplied by St. Louis.County, on file at CSRO. 
- ... _.,_.,... - ... _ ....._. -~---··----- ----·-- - --7l~ '!! 
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Table V - 3 
Percent Workforce/Percent Laborforce Compared -- St. Louis County - 1982 

'l'oti"il 
'i Wo1•kforce/ 
% Row 
A! Luborforcl'/ 
i. llQII 

Whito 

52.7 

52.0 

MALJ! 

block 

1.0 

1.5 

1li1!!'!1RiC 

0,4 

0.7 

Aoiunt 
\11lC •Isl. 

0.3 

0.3 

.Alu.Il\lJ,/ 
Al.Not, 

0.1 

0.2 

\.lhito 

29.0 

32.6 

\.'lUl/\1,ll 

Block 1lie11nnic 

10,0 0.1 

6.3 0.3 

,\u:lun/ 
l'nc. Isl. 

0.5 

0.2 

Am,lnd, 
Al.•Nut. 

o.o 

0.1 
Ad111Jniut rutora 
:t Worllforco/ 
% !tow 85.5 3.2 0.1 1.6 1.6 
% J.aborforco/ 
% ltow 77 .2 • 3.1 0.7 0.3 0.3 16.5 1.5 0.1 0.1 0.1 
Profcsa ionala 
%Wt>rkforce/ 
:t now 
:t Lal>orforce/ 
i Uow 

47.8 

60.6 

4.3 

2.3 

0.2 

0.7 

0.5 

1.2 O.l 

39.8 

31.4 

6.6 

2.8 .0.2 

0.9 

o.s 0.1 
l'uchn:lcinne 
Z Workforce/ 
% now 
% J..nborforcc/ 
% Row 

69.3 

51.7 

4.5 

4.5 

0.2 

0.4 

0.2 

0.4 

0.2 

0.1 

16.l 

32.8 

8.8 

9.4 

0.2 

0.2 

o.s 

0.l 0.1 

~ 

"J 
I 

Officf!/Clerical 
% Workforce/ 
¾ Row 
% Laborforce/ 
% Row 

11.2 

15.2 

1.6 

2.0 0.3 

0.1 

0.1 * 

70.2 

70.3 

15.9 

11.1 

0.4 

0.1 

o.s 

0.2 

0.1 

0.2 

Skilled Citafte ·• 
% Workforce / 
¾ Row 
%Laborforce/ 
% Row 

91.7 

83.6 

6.2 

7.0 

1.4 

1.2 

0.1 

0.1 0.3 6.5 1.1 0.1 0.1 * 
Service/Maintena~ce 
% Workforco / 
i( Row 
i Laborforce/ 
% Row 

65.4 

29.0 

14 .1 

13.7 

0.2 

0.4 

0.l 

0.l 0.1 

s.o 

38.5 

14.2 

17 .6 0.2 

0.2 

0.3 0.1 
Sourcca: EE0-11 for St. l,ouio County, 1982 

mmc, 1980 Re~rt: Job Pattorns for Minorities and Women in Private Induatri1 1980, P• II - 279. 
-A· J~esa than 0.05 percent 
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professional employees wnose jobs were funded by FecteraL or State funds. SJJch 
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 ~re 
funded (a risk considerably increased by recent Federal and State policies). 
The proport1oos of nlack men and women wnose positions were funded hy tne 
State or Federal government were significantly larger than their proportions 
in the county worKforce. Most of tnese jobs 1'11ere in toe depar-cment of human 
resources.10 • -

County EE0-4 data allow determination of median wages for each etnnic 
group within each job category. An examination of that data shows that 
compared to white males in the joo category, white iemale administrators had 
lower median salaries as did black male, white female and blacK female 
professionals; white female and blacK female technicians; ~lack male and o.lack 
female protective service workers; black male, wnite female and black female 
clerical wort<ers; olacK male, wnite female and ol~ck female s~rvice 
maintenance workers.11 But it snould be noted that the n1fferences were not 
very large. St. Louis County commented: 

In analyzing tne median wages tne Connnittee correctly notes tnat 
differences in pay are "not very large." The Connnittee might also note 
tnat tne County pay structure progresses by 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 toe same.12 

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

Tne county noted tnat its commitment to eaual opportunity "oegan in 1950 
with the passage of the county's first charter. Article IX, Section 94, 
provided for employment aod compensation free of aiscrimination b~sed upon 
'sex, r;:Jce, national origin, or religions ::iffiliat1on.' 1113 
Nondiscrimination was assured by the rules of tne county civil service 
commission, adopted in 1954 wnicn forbade references to race, color, creed and 
attach1nenL of a photograph.14 Discrimination oy reason of age or nand1cap 
is pronioited under Lne civil service rules as "otner non-merit faci:ors."15 
These rules also prohibited discrimination in the examining process except as 
a ous1n.ess necessity.16 

Tne county nas two affirmative action plans. One, promulgated 10 1973 
with subseauent attachments, covers all county agencies. The other was 
adopted by aod applies to only the county department: of numan resources, 
Office of Employment and Training and its support staff. As a general 
statemen.t of principles, Lne countywicte plan is complete. IL contains clear 
connnitments to efforts in the areas of recruitment, selection, classification, 
traiorng, estaoiishiog 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 10 Maren 1981, reviewers found 
that the affirmative action plan's goals and timetables had never been 
developed and tnat pron11J1tions of discrimination nased. on age and handicap 
had not oeen ioserted.17 Toe Office of EmploymenL and Training plan 1s 
essentially the same as the county's except that it includes a utilization 
a£lalys1s showing tnat 1ninorities and women are weU uti L1zed in compansoo to 
data provided by the Missouri Department of Employment Security. It also has 
specific timeframes for its action elements.18 

The county stated that its primary affirmative action effort is its EEO 
wor\CsPop. Tnis provides extensi1re traioirJg on eaual employment opportunity 

,1 

https://elements.18
https://ioserted.17
https://necessity.16
https://photograph.14
https://workers.11
https://resources.10
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laws and good affirmative action practices to supervisory personnel. The 
progr=:lm has included training in all phasP-s and hac; included proC'llems of 
discrimination affecting the handicapped and older workers. To date 860 
coum:y workers, mainly super"isory ~nd managerial personnel, ha"~ received 
tnis tr~ioing, approx11nate.ly one sixtn of all co11ntv employees 19 
Implementation of otner elements of tne county's plan are discussed ~elow in 
tne context of affirmative action efforts tne county nas made. 

'!be primary recruitment area for tne county is the St. Louis SMSA. 
Beginning in August 1979 a niring freeze was imposed that drastically limited 
the number of positions filled. Although county civil service rules permit 
preference for county residents in unskilled positions, 1n th.e past this natl 
been applied only to CETA jobs where residence was a reouirement of the 
Federal program and beginning in September 1979 s1Jcn positions were pnased 
out. Recruitment of administrators and professionals is conducted by tne 
division of personnei and involve work by the affirmative action coordinator, 
manager of recruitment and selection, the personnel analyst supervisors, four 
personnel analysts--seoiors and two part--time personnel analyscs.20 

In the period prior to 1979, the county regularly advertised ''when there 
were not enough current applications on file from wnicn to choose." 
Thereafter, ads were more carefully placed due to budgetary constraints.21 
The primary local media utilized were the St. Louis Post-Dispatch and Globe 
Democr::1.t. But ads were also regularly placed in tne St Louis Argus, a paper 
serving the black community, and various suburban newspapers. Specific 
positions re,Juiring out-of-area recruitment were advertised in snci'l 
publications as Feedstaff, the Kansas City Star, Chicago Tribune, .ASMf ~ws, 
APNA. ·Bulletin, and 'Cl"e Wall Street Journal Cbpies of ads were sent to a 
variety of local organizations such as toe St. Louis Cbunty Special School 
Distric-c, Jew1sn Bnployment Vocational Services (JEVS), Vocational 
Rehabilitation and IMAGE (an agency involved in public sector employment of 
Hispanics). Tne county also partiCiP.ated in a variety of Job fairs targeted 
to minority and handicapped youth ana its personnel staff visited a large 
number of area colleges and schoois 22 Tl'Je county sends job notices to 13 
agencies involved in the employment of women, 14 dealing with blacks and other 
minorities, three dealing with Hispanics and 26 dealing with toe nandicapped, 
and makes its job vacacy newsletter available to the Cbunty Older Residents 
Program staff and JEVS which are toe primary job placement so11rces for older 
persons.23 

Tile county repor-ced that during toe 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, Cbrrections Officer and Sanitarian Aide. Test validation for 
tnese joos was completed. Although, subseauent val1dat1on efforts were 
hampered by budget constraints, in 1982 the county Degan a systematic 
applican-c flow analysis to lay the gronndwork for ftJture test valid::ition 
studies. In addition, the interviewer worksheet for most administrative and 
professional jobs was rev1sed to reduce the potential for ioeaualities and 
supervisory training in writing performance standards and evaluating 
performance was developed.24 Before recruitment is started a job analysis 
is conducted by supervisory staff to determine the necessary knowledge, skill 
and abilities.ZS 

The co1Jntv estaoiisned at least 26 career ladders tnat would provide 
a"enues of advancement from entry-level jobs and created the technical aide 
job cl~ssification to provide advancement opportunities for persons in 
dead-end jobs. Tnis provides an opportunity for supervisors to develop a 
progr~m suued to a particular individual so that rndividual can move from one 
job to another. Such a program usually includes college level work, in-house 
training, independem: study, and special projects. Nine employees nave 

https://abilities.ZS
https://developed.24
https://persons.23
https://constraints.21
https://analyscs.20
https://approx11nate.ly
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entered the program, six successfully com~leted it, one remains in the 
program.26 

Under county c1V1l service rules all merit svc.te1n v::icancies 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 which employees and 
nonemployees are tested for tne position. Promotional examinations are 
usually opened only to individuals having the necessary aualifications, 
knowledge and experience and employed oy the specific department. Notice of 
promotional opportunities are posted within the specific department with the 
vacancy to insure tna·t all interested and aualified employees are made awart:! 
of sucn opportunuies.27 

The county provided data on tne p~omotion of minorities and women by eacn 
department. They show that for the period 1979-1981 the proportion of persons 
promoted to act:m1nistrative and professional jobs who were white mates was 
slightly smaller than the 1981 total workforce proportion, the proportion of 
black males was also slightly smaller ~ut the proportions of white and black 
females was somewhat larger. The proportion of white males promoted to 
adminisrrati,•e or professional jobs from above eotry-level joos during this 
period was larger than the workforce proportion existing in 1981. But the 
proportion ot olacK males, wnite females and blac~ females was somewnat 
smaller.28 Tne proportion of noncompecnive appointments from entry level 
to administrative or professional was higher for white men than for black men 
or wnite women. Sim1Larlv, the proportion of noncompetitive appointments from 
above entry level jobs to administrative or professional was higher for white 
men than for ,,mite or h.lack women. But the proportion of noncompetitive 
appointments from entry level to technical level jobs was lower for white men 
than for olacK men, wnite women or olack meo.29 Most departments with mor~ 
than a minimal m.nnber of promotions did promote minorities and women. The 
exceptions for minorities' promotions to administrative or professional joos 
were administration, highways and traffic, prosecuting attorney. But it 
should Qe noted tnat in several departments with a number of promotions, th~ 
promotions of white women or black men were proportionately fewer tnan the 
average for all agencies.30 

Toe county noted tnat it has IJeen succes~ful in emploving minorities and 
women in a variety of administrative and professional categories and nas been 
successful in maintaining parity or greater with tne SMSA laborforce 
percentages for m100r1ties and women.31 The employment practices of tne 
county police department are discussed in anotner chapter of this report. 

https://women.31
https://agencies.30
https://smaller.28
https://opportunuies.27
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l. Missouri Advisory Committee to tne U.S. Collllilission on Ci\Tll Rights, Fair 
Housing Enforcement in St. Louis (February 1982). 
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Table 1. The category ''other" race has been omitted. Hispanics are also 
counted 10 one of tne racial groups and tnerefore total exceeds 100 percent. 

3. Karen C. Moculeski, Assistant County Counselor, letter to staff, 
inctudrng attachments, No11. 14, 1982 (nereafter cited as St. Lo•Jis Couotv 
Letter), Exnibit 5. 
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VI. CITY OF O)LUMBIA 

Tne City of Columryia 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 white, 8.8 percent 
were black, 0.2 percent were Indian, 1.5 percent were Asian, 1.3 percent were 
other races and l.l percent were Hispanic.l • 

The City of Columbia employs 756 persons. Data on its employment patterns 
appear in Taoles 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 the 
differences are not suostantial.2 TalJle 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 
empl0yed were s1gn1f1cantly below tne laborforce level. There WP.re fewer 
white female administrators, professionals, clericals, technicians and service 
workers tnan in tne laborforce. Tnere also were fewer black female 
technicians, clericals and service workers than in the laborforce. Althougn 
tnere were differences in the relative util1zat1on 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, woite 
female technicians, black male and white female skilled workers were lower 
than their wnite male counterparts.3 The city belie\TeS this 1s oecause 
minorities -ind women na\Te less seniority.4 

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

approximately twenty percent of the employees who left the City of 
Columbia were ~lacK 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 joos, none were 
minorities and only three were white women. The city noted that while it had 
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 
women as administrators or professionals in eacn city department. Only five 
of 15 departments had minority workers: finance, parks and recreation, 
police, fire and healtn. Four departments ilad no white female worleers and one 
had significantly fewer than the total. Overall, 44.8 percent of the 
administrators and professionals were aged 40-70 and 6.3 percent were 
handicapped. The city employed 27 persons on "soft-money" provided by 
Feaerat, State or County go\Ternments. 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 the wnite male administrators 
or professionals were so funded, half of the blacK males, 22.5 percent of the 
white women and ttie one Indian women were so fundect.7 Tne city commented: 

We consider the interest, qualification and eventual hiring of minorities 
and females in grant-funded positions a \Tery positive factor. In fact, 
the Indian female who held a "soft money" funded GolIIlTitmity Health Nurse 
position during 1982 was promoted to Senior Public Health Nurse in 
August. Our ordinances speak to the desirability and commitment to hiring 



Table VI-1 
Workforce of Columbia - 1982 

MALB P.l!MALB 
Aslnn/ A11. Incl./ Asian/ A11.lncl ./ 

·rotnl Whlto Rinck 11 Ls))_11111_!: 1•11'?.• l,!h__ Al.Nn!.!,__JIJdto Block 111s~nnic l'nc,hl. Al.Nut. 

Ol'fl c.~ IuIs/Athnl n I.st. I'll tors 
"N" lhHi • 38 
\ Co 11111111 5,0 
\ now 

34 
6.5 

89.5 

i 
1.4 
2.6 

3 
2.2 
7.9 

Professionals 
"N" Row 
\ Column 
\ ltow 

97. 
t;titt 

75-
14.2. 
77,3 

20· 
14.~. 
20.6 

1 
U.5 
1.0 

1 
33.3 

t.O 

·rechnicians 
"N" Row 
'- Column 
\ ltow 

64 
8.5 

46 
8.7 

71.9 

2 
2.7 
3. l 

12 
8.9 

18.8 

1 
12.5 
1.6 

1 
100.0 

1.6 

1 
50.0 

1.6 

1 
33.3 
1.6 

ttrotcctivo Service 
"N" ltow 130 
% Column 17.2 
\ llow 

109 
20.'} 
83.8 

8 
10.8 
6.2 

1 
50.0 
0.8 

2 
66.7 

1.5 

8 
5.9 
6.2 

2 
25.0 

1.5 

PQrn-Profoss:t.onuls 
"N" ·ltow 
\ Column 
% ltow 

11 
1 .5 

3 
0.6 

27.3 

1 
1.4 
9. 1 

6 
4.4 

54.5 

1 
12 .5 
9.1 

N 
N 
II> 

OfficclClerical 
"N" Row 
\ Column 
\ Row 

89 
11.8 

9 
1.7 

10. 1 

2 
2,7 
2.2 

73 
54.1 
82.0 

3 
37 .s 
3,4 

., 
1 

so.o 
1.1 

' 

1 
33.3 • 
1.1 

Ski lied Craft 
"N" Row 
\ Column 
\ Row 

236 
31.2 

204 
38.7 
86.4 

21 
28.4 
8.9 

1 
so.o 
0.4 

1 
33.3 
0.4 

9 
6.7 
3.8 

8ervicelMaintennnce 
"N" Row 91 
lb Column 12.0 
\ Row 

47 
. 8.9 
51.6 

39 
52. 7 
42.9 

1 
100.0 

1.1 

4 
3.0 
4.4 

TOTAL 
\ 

756 527 
69.7 

74 
9.8 

1 
0.1 

2 
0.3 

3 
0.4 

135 
17.9 

8 
1.1 

1 
o. 1 

2 
0.3 

3 
0.4 

Source: Data supplied by City of Columbia, on file ot CSRO. 
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New llires..Columbia - 1982 
.!~!!\..!:!! 

•rotul Whitu lllnck --·----·-· orr 1cJ.ulu/AcJminlutrutoru 
NumbuL· -r- 2 

lliu11111aic 
Aui.nn/ /un, Intl,/ 
l 111c, lul.. Al.Nat, 

·-·--- White Uloclc. Ule1,11nic 
AaJnn/ 
Pnc. I.el.. 

1.,r,; In,I. 
"1.Nnt, 

X now 100.0 

l1 rof cselonuls 
Numhor 8 5 3 

l: Row 62,5 37,5 

'l'ecIm'le inns 
Number 

?! Row 

4 3 

75,0 
/.' 

l 

25,0 

Protective Service 
Numbur ·11 8 1 2 

¾ ltow 72.7 9.1 18,2 

l1ura-Profoseionolu 
Numhor 

% Row 

,. 
tJ 
tJ 
tJ' 

Office/Clerical 
Number 20 4 16 

r. Row 

Skilled Craft 
Number 12 

20.0 

11 

80,0 

1 

% Row 

Service/Maintenance 
Number ~ 

91. 7 

2· 2 

8,3 

1 

% :Row 40.0 40.0 20.0 

ID.IAL. 
Number 62 35 2 1 22 2 
,; Row 56,5 3,2 1,6 35.5 3,2 

Source: EE0-4 supplied by City of Columbia, 1982, 
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Table VI - 3 
Percent Workforce/Percent Laborforce Compared -- City of Columbia - 19112 

Tiitur------

MALU---
Whit~_..J!_lock lliu1~l!l\io 

Anion/ 
Pac. Ial .. 

Am. Ind./ 
Al.Nut. White 

lll~HAT,U 

Ulock lli411lnnic 
AtJinn/ 
Pac.Isl. 

Am.Ind. 
Al.N11t. 

'i Workforce/ 
:% Uow 69.7 9.8 0.1 0.3 0.4 17 .9 1.~ 0.1 o.3 0.4 
X Lnborforce/ 
% l~ow 48.6 3.3 0.3 o.4 0.2 43.0 3.7 0.2 o.4 0.1 

AJulin'latrotors 
% Workforce/ 

::l: Row 89.5 2.6 7.9' 
:Z Lnborforce/ 
X Row 76.6 1.3 0.5 o.3 o.3 19~7 1.2 o.o 0.1 0.1 
Professionals 
r. 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 o.o 0.1 o.o 
I 
.rcchniciana 
Z Workforce/ 
Z Row· 71.9 3.1 18.8 1.6 1.6 1.6 1.6 tj 
% Loborforce/ n 
.% 
I 

Row· 63.1 2.2 o.o o.o 0 .o 30.5 3.9 o.o 0.3 o.o ' 
·off icf./ Cler ica1 
·% Workforce/ 
% Row 10.1 2.2 02.0 3.4 1.1 1.1 
% Lnborforce/ 
% Row 9.3 0.6 0.2 0.1 83.9 5.2 0.6 0.2 o.o 
Skilled Cirafta : 
% Workforce/ 
% Row 86.4 8.9 0.4 0.4 3.8 
r. Lnborforce/ 
¾ Row 82.4 3.6 o.o 0.3 1.0 11.2 1.2 o.o O.l 0.1 

Service/Maintenance 
% 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: EE0-4 for City of Columbia - 1982 
1moc, 1980 Report: Job Patterns for Minorities and Women in Private Induatri, 1980, 

• 
P• 11 - 399. 

* J.ess than 0.05 percent 
~---~----~------·------ - - - ------- - --- -- ·----- - ----- --- ----------------- --------~ 
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of the disad'1antaged, 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 
competu: ton 10 sulJseauent permane01: processes. 

As the job market continues to tighten up and a higher percentage of the 
City's joo openings are of~ funded nature, larger numl')ers of auali.fied 
individuals looking for permanent employment are happy to start out or 
return to tne job market 10 such positions.8 

Columbia first adopted an affirmative action policy in 1974. Affirmative 
action oecame a part of county law in 1Y75. A worKforce analysis was 
conducted in 1976, goals and timetables were established. Beginning in 1974, 
toe city also re\T1Sed its job and pay classi.fi.cati0ns and its minimum _ 
aualifications statements. In 1976 the city manager assigned an assistant to 
tne c1ty manager ~s tne EEO Officer and tne Personnel Ad"i.sory Board was given 
monitoring responsibilities.9 

Under Article XI of the city code, tne city declares its policy to support 
affirmative action. It states that department heads and supervisors are 
responsi.t>le for unplementing tn1s policy. The general policy clause rnciudes 
the sentence: 1,vhile EEO .Affirmative Action shall be considered a top 
pri.ority, neither snail it unreasonably infringe upon tne goal of efficient, 
producti\Te .. cootimnng puhlic ser"ice. 1110 Toe personnel director is 
reauired to develop annually both annual and long-term goals and timetables. 
The code states "Identifiable Lack of good faitn in attempting to acnieve 
established goals shall be just cause of disciplinary action, and shall 
inlTOL\Te any and all employees. 1111 

Io tne area of recruitment, the code reauires that after first 
consideration has been given to current employees, contact should be made witn 
appropriace agencies or programs tnat m1gnt provide aualif1ed minorities or 
women and jobs should be advertised in publications with a broad circulation. 
Sys-cematic contact is to be main-caioed wi-ch tne State employment ser,rice and 
local community action agencies. Present employees are encouraged to refer 
minority or woman applicants and toe city proposes a special effort 1:0 seek 
minority and woman applicants in classifications in which it has found 
uoderut1 nzation .12 

The c1ty personnel director 1s instructed to determine wne-coer there are 
job categories closed to minorities or women; whether hiring practices 
1ndic8te all applicants are considered solely based on their aualifications; 
whether initial job assignments were nondiscriminatory; whetner minimal entry 
aua11fications are necessary, \Talid and justifiable; appli.cant flow system be 
established; and, the \Talidity of testing ensured. The skills of current 
employees are tone reassessed periodically to ensure tney are offered 
promotion opportunities for whicn they are aualified. To the maximum extent 
poss1hle, tne ci-cy proposes co utilize minorities and women as trainees and 
summer part-time worKers.13 

Wnere 1:ne city personnel director finds 1mderut1llzation relat1ve to tne 
labormarket, more vigorous recruitment is to be undertaken, policies are to be 
discussed w1cn appropriate management, supervisory and other personnel, and an 
effort made to see whether minorities or women in lower grades could be 
transferred. Quarterly statistics are to be assembled to evaluate t~e 
pr0gram.14 • 

The citv, h~s 10 fact, calculated goals and timetables auar-cerly. 
Achievement is based on representational goals establisned in 1976. The data 
show tnat tne goals h~ve oeen exceeded for minorities 1n the adm1nistrati"e 
and general laborer categories but not in others. They also show that·the 
goals £lave been acnie11ed for women (regardless of race) in 1:ne 

https://pr0gram.14
https://worKers.13
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paraprofessionat/tecnn1cal, clerical, and l8nor supervisor categories but not 
in otner categories.15 Tne cityis data over tne period 1973-1979 showed a 
steady increase in utilization of both groups, for minorities from 10.5 
percent io 1973 to 13.4 percent in 1979 and for women from 11.l percent in 
1973 to L9.2 percent 1n 1979.16 

Full scale worKforce analyses apparently nave been done for sever~L 
years.17 The city provided a copy of its 1981 utilization analysis using 
the eight factor system utilized by the Office of Federal O:>ntract O:>mpliance 
Programs of tne U.S. Department of La!Jor. Tnis suggested that tne acn1evable 
long-term goals should, in fact, be lower than the actual city workforce 
proportions 1n tnat year. Toe same was found for most job 01.tegories for 
utilization of women. These numbers appear, on their face, peculiar. But 
sucn results ;3re easily ootarned in an OFCCP-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 oe 
reassessed. For some categories this may reauire consideration of potential 
sources oeyond toe SMSA, since, as 1od1cateci below, recru1tment occurs beyond 
there. The city noted it would look again at its analyses but that 
histor1cally 1t nad gotten few 1nterested aualified applic8nts from outside 
tne SMSA.18 

Toe city also maintains auarterly applicant flow data tnat enable it to 
determine whether there has been any discrimination in filling particular 
broad jno categories. Toe 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 
tn1s 1s nnclear, and presumably the city does cnecic on department or hiring 
autnonty performance.19 • 

Recruitment efforts are the responsibility of the assistant city manager 
for ht.nnan services and the director of personnel services . .Approximately 82 
inct1v1duals and agencies and a variety of placement center~ are- sent 
notification of vacancies. In addition, ads are placed in 16 general 
c1rculat1on newspapers tnroughout the State, 10cl11diog tl'le Post-Dispatcn, 
Globe-Democrat and Kansas City Star/Times for difficult to fill pos1t1ons or 
pos1t1ons where there are few miooritv/female employees. Tne city nas also 
ut1l1zed neadnunter f1nns to fill key positions.Z0 Tne personnel director 
participates in the University of Missouri Minority Task Force that seeks to 
recruit and reta10 au::ilified minorities and ner staff nave participated 1n job 
fairs for 1rr1norities and the nandicapped.21 O:>pies of 1ts ads make clear 
that it nas sought to ootain minorities and women for nontraditional jobs.22 

The city noted that it continually reviews qualifications requirements as 
• joos become 11aomt. It is particul:cirly proud of its success 1n hiring a black 
male police chief, female public healtn nurse, nursing supervisor, senior rate 
analyst, parK~ and recreation super11isor, public nealth nurse and staff 
accountant. It also has hired handicapped persons as city attorney and city 
mao::iger. Tne city 15 parcicul;:irly proud of 1ts summer employment program. tt 
noted: 

Toe City ~ppropr1ated $t65,000 last year r$176,000 for l983) to provide 
stmnner employment for hard-to-place, low income or otherwise disadvantaged 
youcn witn O:>iumbia employers. A concerted effort was made to place tne 
youths in one of the eighteen vocational opportunities best suited to 
their career plans. For eacn participant, the war~ experience was 
Ereceded by four weeks of mandatory vocational training funded by a 
$35,000 grant from tne Missouri Department of Elementary aod Secondarv 
Education. 

https://nandicapped.21
https://positions.Z0
https://performance.19
https://years.17
https://categories.15
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Key Pa~ks and Recreation CARE Program Staff received the highest level of 
cooperation from local social service agencies as LSO youths were selected 
to participate (a total of 109 completed the program). 

Tne Citt of Columbia nas already begun -cne process of selecting Summer 
1983 CARE Job Developers and Job Coacnes to hire local youths who will 
obtain tne joo skills training, education and experience so critical to 
tneir total career effectiveoess.23 

Toe city authorizes noncompetitive promotions when the person under 
consideration meets toe minimum standards, nas been certified as eligible, and 
wants the -promotion. But this applies only to within-department promotions. 
Candidates from otner departments must compete wich outsiders unless both 
departments heads agree and the promotion is in conformity with tne 
affi rrua1:i\1e action program. 24 Although the ouallficauons lis1:s are 
apparently regularly revised, it is not clear from the city's response that 
tests are validated.25 

Tne city provided data oo promotions into administrative and professional 
positions from 1979-1982. These show that of 20 administrators or 
professionals promoted to sucn joos from entry-level, one was nlacK, nine were 
white women. One-third of the white males and nearly half the white females 
so promoted obtained noncompeti1:ive appointments. Of 12 persons appointed to 
administrative or professional positions from above entry-level jobs, one was 
a black male, five were wnite females. 011er half tne wni1:e males so appointed 
and all tne wnite women received noncompetitive appointments.26 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 molJi L i.tv 1s ava1lahle co 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 tneir interests/qualifications is 
estahlished for regular referral and ::tct1o·n. We have a comprehensive 
employee development and tuition reimbursement program, better preparing 
emplovees for advancemeot.27 

Despite the optimism of the city, and its 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 using local 
statistics. If national or State statistics were used for administrative and 
professional joos toen the goals ~ould be mucn nigher and success less 
evident. Although the city maintains good data on its efforts, the extent of 
analysis given tnat data ~as not made clear to the Ad~isory Committee and is 
not apparent from the planning documents. Allowing for all that has been 
dooe, t~ere 1s still room for improvements. 

https://advancemeot.27
https://appointments.26
https://validated.25
https://effectiveoess.23
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Notes 

1. Bureau of tne Census, 1980 Census of Populat1on and Ho1Js10g (PHC80-V-271, 
Table 2. Note that total percentage exceeds 100 because Hispanics are also 
counted in a racial group. 

2. Data supplied ny tne City of Columbia, on file at CSRO. 
3. See Table VI-3. 
4. Gloria Seabaugn, letter to Cnairperson, Missouri Advisory Committee, 

Mar. 3, 1983 (hereafter cited as Columbia C.Orrnnent Letter). 
5. Columbia C.Omment Letter. 
6. C.Olumbia Comment Letter, see below, p. 24. 
7. Gloria Seao:mgn, Director, Personnel Ser'7ices, City of Columbia, te-cter 

to staff, N:>v. 16, 1982 (hereafter cited as C.Olumbia Letter), attachment 5. 
8. C.Olumbia C.Orrnnent Letter. 
9. Columbia Letter, attacnment 2. 

10. City of Columbia, Re"ised Ordinances (1964), Cnapter 22, Sec. 22.9LO. 
11. Ibid., Sec. 22.920. 
12. Ioid., Sec. 22.940. 
13. Ibid. 
14. Ioid.·, Sec. 22.960. 
15. Ci-cy of Columbia, Utilization Analyses, Oct. l, 1981. 
16. Ibid. 
17. Co lmnnia Letter, !hid. 
18. Columbia Corrnnent Letter. 
19. C.Olumbia Letter, "Vacancies Filled," ".Applicant Flow." 
20. Columbia Letter and attachment 3b. 
2 l . Co lnmoia T...etter. 
22. Ibid., attachment 3b. 
23. Columbia O:>rrnnent Let-cer. 
24. Columoia Letter; City of Columbi4, Re"tsed Ordinances, Chapter 22, Sec. 
22.830. 
25. Coiumbia Letter. 
26. Ibid., ".Applicant Flow." 
27. Columbia Letter. 
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VII. KANS.AS CITY 

Tne City of Kansas City is located 00 the western edge of the State. In 
1980, the city oad a population of 448,159 persons, 69.8 percent of whom were 
wnite, 27.4 percent were ~lack 0.4 percent were Indian. 0.8 percent were 
Asian, 1.7 percent were other races and 3.3 percent were Hisp8nic.l Tne 
city includes portions of three counties--Jackson, Clay and Platte--in the 
seven county Kansas City metropoli-can are~. 

The city employed 4,849 persons in 1981, 43.6 percent of whom were white 
men· 30.5 percent, black men; l.3 percent, Hispanic meo; 0.3 percen-c, Asian 
men; 12.0 percent, white women; 11.7 percent, black women; 0.4 percent, 
Hispanic women, 0.1 percent, Asian women.2 In short, overall tne city's 
workforce reflected its ethnic composition. A compressed si.mnnary of the 
city's workforce is in Tables VII-1 and VII-2. The utiliz~tion ra-ces of -cne 
workforce and area laborforce are shown in Table VII-3. 

Tne laoorforce oi the SMSA was aoout 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 percen-c eacn from otner 
ethnic/sex groups. White women were clearly considerably underrepresented in 
the workforce. An examination of individual jon c:1tegones also snows 
underrepresentation. In the administrator category, white women were 7.5 
percent of tne city worK force tmt 18. 7 percent of tne laborforce. In toe 
professional and technical categories the patterns were similar. There were 
no pa-cterns of underrepresentation in tne office/clerical, crafts or service 
workers categor1es.3 

Women and 1ninori-cy adminis-crative worKers were a le5ser proportion of 
their ethnic/sex groups in the workforce than were white males. This was also 
true in comparison to th~ laryorforce. 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 1n the 
laborforce. Other race/sex groups' representation was greater than that of 
wni-ce men. In technical jobs, black tecnnicians, Hispanic technicians, wnite 
female technicians, black female technicians and Hispanic female techicians 
were a sm~ller proportion of their race/sex group tnan were wnite male 
technicians. But, except for black female technicians, these proportions were 
greater tnan in the laoorforce.4 

!ID examination of median salaries, snows Qlack women administrators' were 
very much lower than other groups and white female administrators' were 
somewnat lower. Wnite male professionals oad higher median salaries than did 
any other group. Black male, white female and Hispanic female professionals' 
median salaries ~ere very much lower. BiacK male and female tecnnicians' 
median salaries were lower than that of other groups. White male protective 
service won,ers nad nigher median salaries tn;.:io any otner group and very mucn 
higher than white or black female protective service workers. White male 
clerical workers had higher median salaries than did olac~ male, white fem~le 
or black female clericals. There were no major differences in the remaining 
joo C:itegones ..5 

Tne overall new hires during 198L apparently increased tne proportioos of 
black men, white and black women in the workforce. They.increased the 
proporttons of wnite and olack female administr~tors; white and black female 
professionals; black male, white and black female technicians; minority and 
white iemale protective service worKers; olacl< fem;;ile clerical worKers; 
decreased the proportions of white female and black skilled workers and 
decreased tne proportion of olacK male service workers. Considering tnat 
overall turnover was more than half of the city's workforce, one would have 
expected more significant cnanges in the city's affirmative action posture 
tnan were reported.6 
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'fable VII-1 
Workforce of Kansas City - 1981 

Total Whit.o 
MALB 

Black lllspnnlc 
Asinn/ 
Pac.Isl. 

Am.Ind./ 
Al.Nat, Whito 

Fl!MALB 

Block lllsf!nnic 
Aslon/ 
Puc.Isl. 

Am.Jnd./ 
Al.Nnt. 

Official slAdmlnistrutors 
11 N11 llOli isr-
t Column 5.2 
\ Row 

197 
9.3 

78,5 

25 
l. 7 

10.0 

3 
4.7 
1.2 

:: 
19 

3,3 
7,5 

7 
1.2 
2.8 

Professionals 
11 N11 Row 
\ Column 
\ Row 

401 
8.3 

207 
9,8 

51.6 

36 
2,4 
9,0 

6 
9.4 
1.5 

s 
35,7 
1.2 

1 
50.0 
0.2 

78 
13.4 
19.S 

62 
11.0 
15.5 

4 
19.1 

1. 0 

1 
16.7 
0.2 

1 
100 
0.2 

Technicians 
11N11 Row 
\ Column 
\ Row 

381 
7.9 

216 
10.2 
56.7 

73 
4,9 

19,2 

5 
7.8 
1.3 

6 
42,9 
1.6 

41 
7.0 

10.8 

37 
6.6 
9.7 

1 
4.8 
0.3 

2 
33,3 
o.s 

Protective Service 
"N" Row 
\ Column 
\ Row 

1087 
22.4 

780 
36.9 
71.8 

230 
15.6 
21.2 

20 
31.3 

1.8 

1 
7.1 
o. 1 

l 
so.o 
0.1 

40 
6.9 
3,7 

14 
2.5 
1.3 

1 
4.8 
1.1 

Para-Professionals 
"N" Row 
%Column 
\ Row 

22 
0.5 

4 
0.3 

18.2 

3 
o.s 

13.6 

15 
2.7 

68.2 

N ...... 
Ill 

Office/Clerical 
11 N11 Row 
\ Column 
\ Row 

930 
19.2 

126 
6.0 

13.5 

48 
3.3 
5.2 

2 
3.1 
0.2 

373 
64.0 
40.l 

363 
64.3 
39.0 

1S 
71.4 

1.5 

3 
50.0 
0.3 

Skilled Craft 
"N" Row 
\ Column 
\ Row 

650 
13.4 

318 
15.0 
48.9 

273 
18.5 
42.0 

11 
17.2 
l. 7 

1 
7.1 
0.2 

10 
1.7 
1.5 

37 
6.6 
5.7 

Sorvlco/Mnintenanco 
11 N11 Row 1127 
\ Column 23. 2 
\ Row 

270 
12.8 
24.0 

790 
53.4 
70.1 

17 
26.6 

1.S 

1 
7.1 
0.1 

19 
3.3 
1.7 

30 
5.3 
2.7 

TOl'AL 
\ 

4849 2114 
43.6 

1479 
30.S 

64 
1.3 

14 
0.3 

2 
o.o 

583 
12.0 

565 
11.7 

21 
·0.4 

6 
0.1 

1 
0,0 

Source: Data supplied by Kansas City• on file at r.sno. 
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Table VII -3 
New Hires-Kansas City-1981 

'1i!"[A•.,.L~t-:d 

Total 
Off icinla/Administratoro 
Numb~r 88 

White 

59 

l\lock 

14 

llisJl~lllic 

1 

Aetnn/ 
1•oc. lul. 

Am. Intl./ 
Al.Not. Hhite 

10 

lllnclc. 

4 

l:!&!,lllliC 
Asir.n/ 
Pac.lul.. 

i~" •Ind. 
l.l.llut. 

X Row 67.1 15.9 1.1 11.4 4.6 

Professionals 
Number 280 131 25 4 4 1 61 50 3 0 1 

% 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 i9 27 2 

71 Row .51.0 22.9 o.8 2.0 11.7 10.8 o.8 
Protective Service 
Number SM 319 155 13 1 42 • 13 1 

% Row 58.6 28.5 2.4 0.2 7.7 2.4 0.2 

Para-Professionals 
Number 16 

X Row 

2 

12.5 

2 

12.5 

12 

75.0 

N 
';} 

Office/Clerical 
NuJ11ber 651 77 40 2 250 267 13 2 

%Row 11.8 6.1 O.l 38.4 41.0 2.0 0.3 
Skilled Craft 
Number 236 155 71 4 1 2 3 

X Row 65.7 30.1 1.7 o.4 0.9 1.3 
Service/Maintenance 
Number 865 200 583 10 22 50 

X Row 23.1 67.4 1.2 2.5 5.8 

TOTAT. 
Number 2929 1068 9n 36 11 1 418 426 17 4 1 

X Row 
Source: EE0-4 

36.5 32.3 1.2 
Supplied by Kansas City, 1981 

() ·'• o.o 14 ··" 14 .. 5 o.6 0.1 o.o 

~~---



Table VII - 3 

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

H_A_t_.n 
-

/.An 1,m , .I /Al•, Inu , l1HMALE AtJinn/ Alli, Ind I 

_______]!rlto __ Dl_!~_ck___l_li_~r!~ic _!!!e. In!.~.:..~·, Not. White Block 11_1_o_p._m_1_c__t_•u_c_._1_11_1_.__A_t_.N_,_,L_._ 
il'l)l:U ( • 

'i Wua:kforcu/ 
%How 43.6 30.S 1.3 o.3 o.o 12.0 11.7 0.4 0.1 o.o 
% Luborforce/ 
% Row 50,2 6.2 1.4 0.4 0.3 33.8 6.2 0.9 0.4 0.2 
Administrators 
% Workforce/ 
% llow 78.5 10.0 1.2 1.5 2.8 
% Laborforce 
% Row 75.3 2.7 0.8 O.J o.s 18.7 1.4 0,3 0.1 0.1 

Professionals 
% Workforce/ 
% 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 o.4 0.8 0.1 
rechnicfons 
.t Workfcnco/ 
% ltow 56.7 19.2 1.3 1.6 10.8 9.7 0.3 o.s 
% l.aborforcc/ 
¾ Row· 50.4 3.7 0.8 0.6 0.2 34.7 8.2 0.1 0.5 0.2 

N 

~ 

Off ic13/ Clerical 
% Workforce/ 
% Row 13.S S.2 0.2 40.l 39.0 1.5 0.3 
r. Laborforce/ 
% Row. 13.7 2.0 o.4 0.1 0.1 71.7 9.5 1.9 o.4 o.3 

' 
Skilled Crn~tS" 
% Workforce 
% Row 48.9 42.0 1.7 0.2 1.5 
¾ Laborforce/ 
X Row 81.1 6.2 2.2 0.2. 0.6 7.3 1,8 0,3 0.2 0.1 

Se1:v lce/Maintena~ce 
X Workforce/ 
X Row 24.0 70.1 1.s 0.1 1.7 ·2.7 
X Laborforce / 
% Row 31.8 12.6 1.8 0.9 o.J 34.7 15.3 1.7 o. 7 0.2 

Sources: EE0-4 supplied by Kansas City. Mo. - 1981 
EEOC• 1980 Report: Job Patterns for Minorities and Women in Private Industry, 1980, p. II - 143. 
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The city provided data on the composition of most city agencies. 'Ibere 
were 551 administrators or professionals as of April 30, 1981.. Of these 13·_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 
whit:e fem~Les; 10 utilized fewer blacK males; 10 ut1lized fewer otacK females; 
than the average for all agencies. In short, a few agencies, mostly providing 
hnman senr1ces, covered tne poor performance of other agencies. 7 

The city also provided data on the nmnbers of administrators and 
professionals wnose Jobs were dependent on Federal, State or county f1Jnds 
(that is soft-money positions). The proportions of persons in soft-money 
positions who were black male, olack female or Hispan1c female were larger 
than their proportions in all administrative or professional jobs. The 
proportions-in particular agencies also varted. The fire, puolic worKs and 
office of housing and community development proportions of black male 
soft-money workers were Larger t:han the citywide average. The same was trne 
for OCHRD and the department of urban affairs for white women, for the 
depart:ments of nealt~ and urban affairs for black women and for tne 
departments of public works, parks and recreation and city development for 
H1sparnc women .13 

Tne city provided a copy of a 1973 affirmative action policy ordinance, a 
docmnent 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 C:Dals, City of Kansas City; May 1, 
1982-Juiy 31, 1982. 119 

Tne city's basic aff1rmat:ive action plan ~as passed as ordinance 42406 in 
March 1973. This established activities in selection, recruiting, 
classification, determination of uoderutillzat:tan, and evaluation.10 

In the area of selection, the plan requires the directors of the 
departments of personnel and ouman relations and t:oeir staffs to review t:ne 
classifications standards for positions in the classified service to assure 
tn.at: the reauiremenLS are job related and do not constitute an uoreasonaryle 
barrier to entry for minorities or women, review the examinations "to assure 
that: writt:en examinations are not naving a discriminatory effect;" and review 
new classifications and any new examinations, as developed, as well as 
infonnal select:ion metnods for tne same purpose.11 

In the area of recruitment, the plan requires a review of the recruitment 
process to increase 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 minority 
puolications.12 

In the area of classification, the departments of human relations and 
personnel are to work with each department to analyze it and restructure its 
organizati.on so as t:o pro'1ide maximum opportunity for applicants to analify 
for employment and for employees to advance. Tuey are to assure that the 
max1mum opportnnity 1s provided for minorities and women to erJter t:raining or 
education programs ''which will enhance their employment or upward mobility
pocential. 1113 

M:inagers are to oe trained in the skills they would need to make 
affinnative action work.14 

Each department's staff are co oe ao~lyzed to identify areas in wnico 
minorities and women are underrepresented and establish goals for remedying 
th0se deficiencies. StHtistic~l ioform~tioo on the selection and promotion 
process are to IJe collected, retained, and eiraluatect.15 

AA affirmative action evaluation committee is to be established, 
consisting or tne director of personnel, tne director of numan relations, four 
other department heads and the city manager; is to advise on implementation 

https://eiraluatect.15
https://organizati.on
https://puolications.12
https://purpose.11
https://evaluation.10
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procedures, focus areas and the like. 'Ibe departments of human relations and 
personnel are to prepare an annual report on accomplishJnents and a semi-annual 
evaluation of program efforts.16 

A comm11nit:v act,risory group, broadly representative of corrnnunity 
organizations, is also established to meet auarterly to hear reports of 
progress ,md give ::td,r1se to improve the program.17 

Toe affirmative action plan for .April 30, 1981-82 contains a description 
of the various city agency workforces in bro~d 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 tne Administr::ition-Dir'ector's Office wnich reads "For tne fiscal year 
1981-82, the Administration Department has set minority and female goals, in 
t.,e e,rent of any vacancies, in the Public Jnformat:ion Office and t:ne Budget 
and Systems Dilrision. 1118 Io its accomplishment report for t!'lat year, t:ne 
city stated: 

The goal was to place min.orit:ies and females, in tne event of any 
vacancies, in the Public Information Office and Budget and Systems 
Division. Tnis oojective was accomplisned for females (a white female wa~ 
hired as Journalist I, Public Information Office), out not for 
minorities.19 

Whiie tne accomplisnment reports notes tnat some agencies met tneir goals, 
many others that had hiring or promotional opportunities that would have 
allowed goal fulf1liment did not.20 The accomplishm~n't report, wnile more 
detailed than the goal statement, does not really arlow assessment since there 
is no way to know whetner t~e goals set were reasonable or wnetner the reasons 
for not meeting the goal constituted "good faith" efforts. The data provided 
covers only tne period May 11 1982-Jn.Ly 31, 1982 and includes information on 
the race and sex of persons nired, separated, promoted or demoted by job 
classification. 

Recruiting efforts are handled by a minority employment specialist. She 
has made trips to minority colleges in Tennessee, Georgia, Louisiana and 
Texas. In addition, tne city nas placed ads in miooritv weeKly newspapers 
across the country (including the Kansas City Oill) and the jobs are listed 
with the Urban League Job Data Bank.21 All admin.istrative aod professional 
jobs are advertised in the local news media and in monthly professional 
journals.22 Although all its job efforts are directed to obtain minority, 
female, handicapped and older worker, the city reported that "handicapped and 
older workers na11e oot appeared for interviews" and "conseaueotlv have not 
been hired."23 

Tne department: of personnel's validation section reported tna't tne 
unifonned fire service examinations had been completely redone within the past 
tnr~e ye~rs and tnat ooth entry and promotiooa1 tests are now content 
valict.24 It reported completing validation studies on nine joos and 
revising five examinations. It also reported developing job-specific ratings 
of ed11c:ition and experience for "some professional and recreation worl< 
posit1ons.n25 It designed .a scored structured interview for assessing the 
capacity of persons seeking "first-line" supervisory positions. Toe 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, fonnal or infonnal, are val1dated or nave oeen tested for 
discriminatory affect.26 

Bu't toe city did provide da'ta on promotions from 1979-1982. Toe city was 
unable to provide information on promotion of the handicapped. There were 140 
persons promoted from above entry-level jobs to administrative or professional 

https://affect.26
https://valict.24
https://journals.22
https://1982-Jn.Ly
https://minorities.19
https://program.17
https://efforts.16
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positions. The proportions of black and Hispanic workers so promoted were 
larger tnan their snares of tne workforce. 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 ~ere lower 
than the citywide average. Women were far more likely to get noncompetitve 
appointments than were men. The city also prov1ded data on 114 promotions
from entry-level to professional or administrative jobs during the period 
1979-1982. Tne proportions of Olactc and Hispanic persons so promoted WP.re 
larger (albeit only slightly) than the proportions in the administrative and 
professional workforce. Bllt again, tnere were wide \7ariauoos 10 the 
performances of individual agencies. Some, such as the aviation and finance 
departments nad niuch lower proportions of blactc 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 affinnative action plan that 1s lacKiog in detail or 
evaluability, the city has succeeded in recruiting, hiring and promoting 
minorities and women in its service. All of which suggests tnat careful 
planning might result in yet better performance. 

https://women.27
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Notes 

l. Bureau of t:ne Census, 1980 Census of Popu1at:ion and Housing (PHC80-V-~7), 
Table 2. Note tnat percentage exceeds loo because Hispanics are also counted 
in a racial group. 
2. Data snpplled by Citv of Kansas City on file at G':>'R.O. 
3. See Table VII-3. 
4. See TAole VII-1 and EEOC, 1980 Report: Joo Patterns for Minorities and 

Women in Private Industry, 1980, p. II-143. 
5. EEo-4 tor Kansas City, on file at CSRO. 
6. See Tables VII-1 and 2. 
7. AL'7in Brooks, Director of Human Relations, Kansas C1t:y, let:ter t:o staff, 

Oct. 6, 1982 (hereafter cited as Kansas City Letter); "Affirmative Action Plan 
for City of Kansas City, Missouri, Apr. 30, 1981-82 (hereafter cited as Kaosas 
City Plan). 
8. Alvin BrooKs, letter to staff, Feb. 7, 1983 (hereafter cited as KC Lett:er 

II). 
9. KHnsas City Lett:er, attacnments. 

10. Ibid., attachment. 
li. Ioid. 
12. Ibid. 
13. Ibid. 
14. Ibid. 
15. Ioid. 
16. Ibid. 
17. Ibid. 
18. Kans~s C1tv Plan. 
19. Kansas City Letter, "Progress Report on Departme □ tAl Implementation of 
Affirmative Action Goals, City of Kansas City, May 1, 1982-July 31, 1982. 
20. Il'1id. 
21. KC Letter II. 
22. IiJid. 
23. Ibid. 
24. Ioid. 
25. Ibid. 
26. Ioid. 
27. Ibid. 
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VI II. CITY OF ST. LOUIS 

The City of St. Louis is located on the west oaol< of the Miss1ss1pp1 
River. It is part of the St. Louis SMSA. In 1980 it had a population of 
453,085 of wnom 53.5 percent were wnite, 45.6 percent ~ere olack, 0.1 percent 
were Indian, 0.4 percent were Asian, 0.4 percent were of "other" races and 1.2 
percent were H1spanic.l Toe city 1s ooto a municipality and a county and 
thus provides services of two governmental levels. 

In 198L tne 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 
Asiao.2 A sunnnarv of tne city's workforce profiile is in Taole VJII-L. 
Black and .Asian segments of the population were well represented; other groups 
were not. 

Table VIII-3 snows tne u1:ilization rates .in tne worKforce and the area 
laborforce. Black workers were a larger proportion of the workforce than of 
tne laoorforce. Hispanic workers were a smaller proportion. White women were 
significantly underrepresented. Tnis pattern also applies in the higher job 
ca1:egories. Tne area laborforce statistics are higher than the national, 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 

NI examination of the salary structure by race and sex shows that black 
men had a lower median salarv as administrators toan did white men; black men, 
white women and blact< 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 hires in its EE0-4. These are 
replicated in Taoie VIII-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 hires in administrative, professional and technical jo~s 
(but the difference in percentage was very slight). The proportion of black 
male new hires was lower than in tne existing workforce 10 professional and 
technical jobs. The proportion of black female new hires was higher in 
administrative and professional out not technical joos.5 

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 white women, black men and Dlack females who were professionals 
or technicians was higher. Hispanic administrators, professionals and 
tecnniciaos were generally a smaller part of toeir portion of the worKforce 
than they were of the laborforce. 

Tne city provided a copy of its current affirmative action plan. It was 
adopted in 1979. Although the plan was supposed to be updated on an annual 
basis, tnis apparently was not dooe.6 The city proposes ~o upd~te 1t 10 
1983.7 The 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 
underutil1zation ...and to fa1niliarize operating managers and 
supervisors...with the City's overall goal of affirmatively seeking to 
hire tnose who may have been denied opportunities in the past and ... to 
improve the quality and representativeness of the City's work force as a 
whole.8 



Table VII 1-1 

Workforce of the City of St, Louis - 1981 • 

·rotnl 
MALB 

Whito Dlnck His1mnic 
Adnn/ 
l•nc.Isl. 

An1.lnd,/ 
Al.Nnt. Whlto 

p'e~tALB 

Dlnck Ill S(!:tnlc. 
Aslnn/ 
Pnc.Isl. 

/tm. IHd./ 
Al .Nnt. 

Off.lc l.n1s/Aclmlnl.strntor:1 
"N" ltow 192 
!Ii Column 2.7 
\ now 

140 
5,9 

72.9 

19 
1.0 
9,9 

1 
5.3 
0,5 

19 
2.2 
9.9 

13 
0,6 
6.8 

Professionals 
7 iN" Row 

\ Column 
\ Row 

1229 
17.0 

477 
20.2 
38.8 

139 
7,3 

11,3 

1 
8,3 
0.1 

13 
68,4 

1.1 

237 
27.0 
19.3 

348 
17.1 
28.3 

2 
33,3 
0.2 

12 
100.0 

1.0 
Tochnicions 

11N11 llow 
\ Colunm 
\ ltow 

779 
10,8 

311 
13,2 
39.9 

1S1 
8,0 

19,4 

1 
8,3 
0.1 

2 
10.5 
0.3· 

69 
7,9 
8.9 

245 
12.0 
31.5 

Protective Sorvlco 
0N'• now 1049 
t Column 14.S 

• \ llow 

S89 
25.0 
56.2 

400 
21.1 
38.1 

1 
8,3 
0.1 

3 
0,3 
0,3 

56 
2.7 
5,3 

Pn rn-Prot:oss.ionnls 
778"N'' llow 

10,8t Colu111n 
\ now 

16 
0.7 
2.1 

90 
4,7 

11,6 

33 
3.8 
4.2 

639 
31.3 
82.1 

c,, 
N 
P> 

OfficelClericnl 
"N" now 
\ Column 
% ltow 

995 
13.8 

6S 
2.8 
6,5 

54 
2.8 
S.4 

l 
5.3 
0.1 

498 
56,7 
s0.1 

374 
18.3 
37.6 

3 
so.o 
0.3 

Skilled Craft 
"N" Row 580 
\ Column 8.0 
\ Row 

ServicelMaintenanco 

457 
19.4 
78.8 

112 
5.9 

19.3 

3 
25.0 
o.s 

1 
5.3 
0.2 

1 
100.0 

0.2 

s
O.t\ • 
0,9 

l 
o.t 
0.2 

"N" Row 
% Column 
\ Row 

1622 
22.5 

302 
12,8 
18.6 

932 
49.1 
57.5 

6 
50.0 
o.4 

1 
5.3 
0.1 

15 
1.7 
o.9 

liS 
17.9 
22.s 

1 
16,7 
0.1 

TOTAL 
\ 

7224 23S7 
32.6 

1897 
26.3 

12 
0.2 

19 
0.3 

1 
o.o 

879 
12.2 

2041 
28.3 

6 
0.1 

12 
0.2 

Source: Data supplied by City of St. Louis, on file at csno. 
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Total 
Officiole/Administrators
Nunibcr 10 

White 

6 

MAT.II 

Black 

1 

,au.1.1:: v&.&.J. - , 

New Hires-St. Louis City -

Aainn/ Am.Ind./ 
lliol,.~nic 11oc. Isl. Al.Not. 

,: 

1981 

White 

2 

J!EHALR 

Dlock Jlispnnic 

l 

Aaion/ 
Poe. Isl. 

Am.Ind. 
Al.Nat. 

% Row 60.0 10.0 20.0 10.0 

Prof essionala 
Number 213 78 13 l 44 72 5 

X Row 

Technicians 
Number 71 

36.6 

Zl 

6.1 

13 2 

o.5 20.7 

15 

ll.8 

20 

2.4 

21 Row 

Protective Service 
Number 64 

29.6 

22 

10.·3 

25 

2.8 21.l 

5 

20 ..2 

12 

% Row 

Para-Professionals 
Number 53 

34.4 

5 

39.1 

17 

7.8 

7 

18.8 

24 
(,I 
N 
tJ' 

% Row 

Office/Clerical 
Number 129 

9.4 

7 

32.l 

9 

13.2 

56 

45.3 

56 1 

% Row 

Skilled Croft 
Number 68 

5.4 

51 

7.0 

13 

43.4 

4 

43.4 o.8 

%Row 

Service/Maintenance 
Number 173 

75.0 

44 

19.1 

117 1 1 

5.9 

3 7 

% Row 25.4 67.6 0.6. o.6 1.7 4.1 

TOTAL 
Nuiiibei-
% Row 

781 234 

30.0 

208 
26.6 

3 
o.4 

2 
O.J 

136 
17.4 

192 
24 .6 

6 

0.8 

Source: EE0-4 supplied by St. Louie City, 1981. 
,•• .. 
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Percent Workforce/Percent Laborforce Compared -- City of St. Louis - 1981 

White 

MAl.l~ 

Black llisr,nnic 
Asiont 
Pac.Isl. 

Am.Ind./ 
Al.Nat. White 

t,'BMALK 

Black llisponic 
Aston/ 
Pac.Isl. 

Ala.Ind. 
Al .Nut. 

'l'otol 
% Workforce/ 
% Row 32,6 26.3 0.2 o.3 o.o 12.2 28 ..3 0.1 0.2 
X Laborforce / 
% now 52.0 7.5 o. 7 o.3 0.2 32.6 6.3 0.3 0.2 0.1 
Administrators 
%Workforce/ 
:t: Row 
% Laborforce 

72.9 9.~ o.s 9.9 6,8 

X Row 77.2 3.1 0.7 o.J o.3 16.5 1.5 0.1 0.1 0.1 
Professionals 
%Workforce/ 
r. Row 38.8 11.3 0.1 1.1 19.3 28.3 0.2 1.0 
% Laborforce/ 
% Row 60,6 2.3 0.7 1.2. 0.3 31.4 2.8 0.2 0,5 0.1 
rechnicians 
X Workforce/ 
% Row 
% Laborforce/ 

39.9 19.4 0.1 o.3 8,9 31.5 (,I 
N 

% Row· 51.7 ·4.s 0,4 o.4 0.1 32,8 9.4 0.2 o.3 00.1 
Offic~/Clerical 
% Workforce/ 
% Row 6.5 5.4 0.1 50.l 37.6 0.3 
% Laborforce/ 
% Row i5.2 2.0 0.3 0.1 * 70.3 11.1 0.7 0.2 0,2 

Skille.d Cr.al ta·:
%Workforce 
% Row 78.8 19.3 0.5 0.2 0.2 0,9 0.2 
%1.aborforce / 
% Row 83.6 7.0 1,2 0.1 o.3 6.5 11,1 0,1 0.1 

ServJc.f/Maintena~ce 
% Workforce/ 
% Row 18,6 57 .5 0,4 0.1 0,9 22.s 0.1 
% Lnborforce/ 
% Row 29.0 13.7 0.4 0.3 0.1 38.5 17.6 0.2 0.3 0.1 

Soureea: EE0-4 su1>plied by the City of St, Louis - 1981 
EEOC' illiL.Repa.r.t.LJ.a.h...ra.t.tAm.a......f.it ie e aml Homen in Private lnduatr1 1 1980, P• 11 - 279, 

"' l,ess than O. OS percent 

~-- -
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There is no utilization analysis in the plan, nor have any numeric objectives 
been framed. Toe only relevant infonnation 1s a copy of the 1979 Missouri 
State Bnployment Service report on manpower information for affirmative action 
planning. The categories used 1n tois would not nelp very much ia conducting 
a detailed utilization analysis. ~r is there any data on the existing 
workforce patterns in the city civil service. Such analysis was supposed to 
have been conducted on an annual basis.9 

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.IO Tne plan calls for establishment of a mailing list for civil 
service examination announcements that would include a significant number of 
minority and women 1s organizations out does not specify whicn. It also 
reauires that ads for some jobs be pl~ced in minority aewspapers.ll 

Had the utilization analysis been conducted, each department was to target 
positions for affirmative action efforts in the coming year. When reauestiog 
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 wnether 
tnere was a good represent4tion of minorities and women. If not, it would 
conduct an intensive recruiting effort if it haa not already done so.12 
Training was to be provided for the oral examining boards to ensure they used 
structured interviews consistently and correctly.13 There is oo discussion 
in the plan of efforts to validate the necessary entry examinations, written 
or orai. 

The plan also calls for the personnel department to assist agencies in 
establishing career ladders and using them to provide oppportunities for 
advancement.14 

Supervisors were to receive awareness training to sensitize tnem to tneir 
responsibilities.15

Each person ~itn appointing authority was to designate someone to be that 
agency's affirmative action representative. The primary function of that 
representative would oe to hear complaints. Tne affirmative action section of 
the personnel department would work with the other departments to develop the 
annual plan and updates and monitor implementatioo.16 

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

To see what had been accomplished, 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 ~e utilized.17 This snows tnat in 
five categories that together employed 35 administrators no minorities or 
women were employed as administrators. '!llese functions were housing, police, 
sanitation, miscellaneous activities and utilities. Overall, in seven of 14 
functions utilization of black men was less t~an in tne city as a whole. In 
10 functions utilization of white and olack women was less than .for the city 
as a wnole. In two functions whicn included 10 professionals, tnere were no 
professional minorities or women. One of the 14 functions had no 
professionals. In seven functions olacK men were utilized as professionals at 
a rate lower than tne citywide average. The same was true for white women in 
eigilt functions and IJlack women in nine functions. In sno_rt, tne city's 

https://utilized.17
https://implementatioo.16
https://responsibilities.15
https://advancement.14
https://correctly.13
https://aewspapers.ll
https://schools.IO
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emplovment of minorities essent1alty 1n social services departments covered 
tne failure of effort l)y departments and agen~ies in otner functions.18 

Recruitment of minorities is the responsibility of the city affinnative 
action officer. He reported tnat the city advertises 1n all tnree black 
newspapers as well as the Post-Dispatch and Globe-Democrat, sends notices to 
over 300 cormnunity gro11ps, colleges, universities, horanes, clergymen and 
civic leaders of whom about one-third are minority-related. Recruitment is 
conducted in Missouri, Illinois, Tennessee, 0Klanoma and Kansas.19 But, he 
reported that the city did no on-campus recruitment in 1982 because there were 
limited vacancies to fill.20 

The city reported tnat -oualifications reauired for particular jobs are • 
reviewed prior to examination to ensure,job relatedness and minimize adverse 
impact. It furtner stated: 

Other efforts to avoid or minimize ad,1erse impact rnclude allow10g 
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 IJoards, ensuring minority 
participation on such boards, and reviewing adverse impact analysis of 
past exam1nat1ons before developing new tests.21 

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. 

Altho1Jgh tne 1979 plan called for development of career ladders, tnis has 
only now neguo.23 

The city provided data on promotions into administrati,re, professional and 
technical jobs. It was unable to provide data on the promotion of handicapped 
worKers.24 Of 34 promotions to administrative jobs, 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 Hispanic woman 
and one was an Asian woman. Of the 22 agencies that made promotions into 
p~ofess1ooal 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 w01nen. Tnere were 219 prom0tioos into tecnnical 
jobs of which 37 were black men; one, an Hispanic man, two, Asian men; 30, 
wn1te 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 
bl~ck men, onlv five promoted at Least tne citywide average of wnite women and 
only six promoted at least the citywide a\rerage of iJlacK women.ZS 

Toe city reported that all its promotions are competitive "and reauire 
tests of fitness for every nigher level (promotional) class of position." 
Candidates wno are placed on an eligibility list are then grouped in sets of 
tnree for consideration ~y the hiring official.26 

Toe city clearly has 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 than the 
entry-Level examinations. 

https://official.26
https://women.ZS
https://worKers.24
https://neguo.23
https://tests.21
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Notes 

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

2. See Table VIII-l. 
3. See Table VIII-3. 
4. Data in EE0-4 supplied by tne City of St. Louis, on fll~ a·c GSRO. 
5. See Table VIII-2. 
6. Ronald L. Marshall, Affirrnat11Te Acti.on Officer, City of St. Louis, letter 

to staff, Jan. 26, 1983 (hereafter cited as St. Louis City Letter). 
7. Ronald L. ~larshall, Affi.nnative Action Officer, City of St. Louis, 

telephone interview, Feb. 2, 1983. 
8. City of St. Lo11is. Affirmativ-e Acnon Plan (nd), p. 1. 
9. Ibid., p. 10. 

10. Ibid., p. ll. 
11. Ibid., p. 12. 
12. Ioid., p. 10. 
13. Ibid., p. 13. 
14. Ioid.. p. 15. 
15. Ibid., p. 16. 
16. Ti:>id., p. 6. 
17. Ronald Marsoall, telephone interview, Feb. 2, 1983. 
18. EE0-4 supplied by the City of St. Louis, on file at GSRO. 
19. St. Louis C1tv Letter. 
20. Ibid. 
21. IOid. 
22. Ibid. 
23. Ibid. 
24. Ibid. 
25. St. T,ouis City Letter, Cnarts C, D, E. 
26. St. Louis City Letter. 
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IX. UNrVFRSITY CITY 

University City is an incorporated area irrnnediately to the west of tne 
City of St. Louis. ·rt is a part of St. Louis C.ounty and the St. Louis SMSA. 
Io l980 it nad a population of 42,738 of woom 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 ronnnittee's 
auestioos becallse 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, white women; 5.7 percent, • 
black women; and O. 3 percent, Hispanic women. Summaries of the city 
employment pattern are in Table IX-l and IX-2. The percentage of blacK 
workers was somewhat less than in the population. 

Taoie IX-3 snows tne utilization rates 10 the workforce and area 
laborforce. '!be proportions of white and black male workers were somewhat 
hig!ier 0111: tne proportions of white female worl<ers ,_.,ere somewhat lower tmm in 
the area laborforce. This was also true within occupational groups for 
adm1n1strators, professionals, tecnnic1ans. There wer~ fewer white mal?. and 
white female clerical persons than in the area laborforce. 'Ibere were fewer 
wnite male service workers than in tne area lab0rforce. There were no 
disparities in median salary. The city would need to employ 61 more white 
women to match toe area Laborforce. 

There were suostantial differences in the relat1ve utilization of the 
ethnic groups. The proportions of black male, white female and black female 
administrators ~nd professionals were significantly lower than the comparable 
proportions of white 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. Howe\Ter, when percentage of worice rs from a 
particular group in a particular job category in the workforce is compared to 
tne comparable data 10 tne area Laborforce, it should rye notea tn~t for 
administrators there is still a lesser proportion but not for professionals. 

University Ci.tv nas an elaoorate affirmative acLion plan and review 
process. In addition to a comprehensive citywide affirmative action plan, 
eacn department also prepares an affirmative action pl::tn that includes 
specific goals and timetables and action elements. The following analysis 
covers all elements except tne police department, whico is discussed 1n a 
subseauent chapter. 

The citywide plan refers to a corrnnitment to recruit hire and promote in 
all classifications and "to act affirmatively in those areas where general 
societal discrimination has denied eauality of opportunity particularly where 
underrepresentation exists. 113 Toe city emphasizes i.ts intention to seeK 
Qualified blacks, females and handicapped individuals for technical and 
professional positions. 

Tne citywide goals are to increase the hiring of minority ana female 
professionals, to advance tnem in professional positions and to increase its 
utilization of the nandicapped. Tne citywide plan reauires each department co 
estimate expected new hires and specify how they will achieve their part of 
toe plan. 'T'he action elements call for a variety of measures to improve 
outreach to minority and women's groups, monitor applicant flow, validate 
testing, monitor the entire affinnative action process and especially 
turnover, exist interviews. Tuo separate sections prohibit sexual harassment 
and indicate the willingness of the city to make reasonable accoTIIIllodat1on to 
the needs of the handicapped.4 
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Table IX-1 

Workforce of Univei:sity City - i981 
MALB FBHALBAsinn/ Am.Ind./ Adon/ /un. Incl./ 

Totnl White Dlnck llis~nnic Puc.Isl. Al.Not, Whito Dlnck lliSJ:!ODic Puc.Isl. Al.Nut, 
Offlcinls/Admlnistrutors 
''N" now 11 9 1 1

\ Column 3,7 5.3 1,4 2.3
\ now 81.8 9.1 9. l 

Professionals 
"N" llow 55 42 7 6 
\ Column 18.3 24.9 10,0 14.0 
\ now 76.4 12.7 10.9 

Technicians 
11N11 Row 25 17 5 2 1 
\ Column 8.3 10. 1 7.1 4.7 S.9 
\ Row 68.0 20.0 8.0 4.0 

Protective Service 
11N11 Row 92 72 12 7 1 
\ Column 30.6 42.6 17,1 16.3 S.9 
\ Row 78.J 13.0 7.6 1.1 

Para-Professionals 
11N11 5 C>IRow 1 2 2 
\ Column 1.7 0.6 4.7 11.8 °'IU 

% Row 20.0 40.0 40.0 

OfficelClericnl 
"N" Row 42 1 1 l 25 13 l\ Column 14.0 0.6 1.4 1001JO 58.1 76.5 100.0\ Row 2.4 2.4 2.4 59.5 31.0 2.4 

Skilled Crnft 
"N" Row 23 14 9 
%Column 7.6 8.3 12,9 
% Row 60.9 39.1 

Servlcc/Mnlntenonco 
11N11 Row "48 13 35 
\ Colunm 16.0 7.7 50.0 
\ Row 27.1 72.9 

1'0TAL 301 169 70 1 43 17 ·t 
\ 56.2 23.3 O.J 14.3 S.7 0.3 

Source: Data suppl'led by UntitersitY City, on fit e at csno. 
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Table IX - 2 

......New Hires-University City- 1981 .HAT.!$ FlU-IALJ~ 

Aui.11n/ Am.Intl,/ Asinn/ /.Jw,lnd. 
Total White lU.ock llio111mic l1oc, Iol, A.l.Not, White Dlock lliopo11ic l'm:, lel. Al.Nat, 

Off ic :lula/All1111niutratoru 
Numl,cr • -

% Row 

Profess lonols 
Number 4 2 1 1 

% Row 50.0 25.0 25,0 

Technicians 
Number 3 1 1 1 

! Row. 33.3 33,3 33,3 

Protective Service 
Number 10 8 1 1 

% now 80.0 10,0 10,0 

Pnrn-l1rofc~~ 
Numluu· 1 1 "' gl 

. % Row 100,0 

Off ice/Clerical 
Number 5 1 l 1 

% Row 20.0 60,0 10.0 
Skilled Craft 
Number 1 1 

:'I: Row 100.0 

Service/Maintenonce 
Number 5 2 J 

% Row 40.0 60.0 

TO'rAt. 1', 7 6 229Nuiiibor 

% Jtow 48.3 24,1 20.7 6.9 

Source: EE0-4 supplied by University City, 1981, 
----··---· - .. --·----·--•--..._,_____________ ,........._., ______ ,.. - -·-·- -
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Tabla IX - 3 

Percent Workforce/Percent Laborforce Compared -- University City - 1981 

'l'otol 
White 

HAM~ 

Block llie1mnic 
Aeion/ 
Pac.Isl. 

/\111, Ind./ 
Al.Not. White 

FBHAl,R 

Black llispanic 
Aetnn/ 
Pac.Isl. 

Am.Ind. 
Al.Nat. 

% Workfprce/ 
% Row 
% Lnhorforce/ . 
% Row 

s·6.2 

s2.o 

23.3 

7.S 0.1 

0.3 

0.3 0.2 

14.3 

32.6 

S.1 

6.3 

o.J 

0.3 0.2 0.1 
Administrators 
% Workforce/ 
1. Row 01.e 9.1 9.1 
% I.nborforce/ 
% Row 77.2 3.1 0.1 0.3 o.J 16."S 1.s 0.1 0.1 0.1 
Professionals 
% Workforce/ 
% Row 
%Lnborforce/ 
¾ Row 

76.4 

60.6 

12.7 

2.3 0.1 1.2 0.3 

10.9 

31.4 2.8 0.2 0.5 o.i 
Technicians 
%Workforce/ 
% Row 
% Lnborforce/ 
% Row 

68.0 

51.7 

20.0 

4.5 0.4 0.4 0.1 

e.o 

32.8 

4.0 

9.4 0.2 0.3 0.1 

lit 

°'0 

I 

OfficvJCletic1U 
% Work~orce/ 
7. Row 
% I.nborforce/ 
% Row 

2.4 

,-5.2 

2.4 

2.0 0.3 

2.4 

0.1 

59.S 

70.3 

31.0 

11.1 

2.4 

0.7 0.2 0.2 

S\t:illed C[llft'1
X Workforce/ 
7. Row 
%Lnborforce/ 
%Row 

60.9 

83.6 

39.1 

1.0 1.2 0.1 o.3 6.5 1.1 0.1 0.1 

Serv J.ce/Ma intenance 
;J: Workforce/ 
% Row 27.1 72.9 
% Lnborforoe / 
% Row 29.0 13.7 0.4 0.3 0.1 38.S 17.6 0.2 0.3 0.1 

Sources: EE0-4 for University City, 1981 
EEOC, 1980 Re ort• Job Patterns for Minorities and Women in Private lndustr 1980, p. II - 279. 
* l,ess than o.o . percent 

-~-
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The department of planning notes the absence of minorities at the 
professional le,rel :md cites a l980 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; 
--mainta1ning systematic contacts wito 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 skills of supervisory persoonel.5 

The public works department plan seeks to increase the utilization of 
minorities in tne engineering division ::ind in super\Tisory positions 
generally. But it notes the difficulty of finding aualified 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 
tra-ining availaole so tnat existing minority employees can upgrade 
themselves. The main effort will be to communicate to employees the 
opportunities available to them and ways by which tne city can. assist tne1n to 
ad'1ance.6 

Tne parks and recreation department ootes that it got its first minority 
supervisor during the year but that his promotion eliminated minority 
repr~sentation 10 tne sKilled trades category. Despite tne addition of 1.5 
positions, the percentage of both minority and female employees declined 
slightly. Its prunarv goals are to seeK more minority employees in 
specialized and supervisory positions and encourage women to join the 
department at all levels, especially ::is lahorers and as di'1ision heads or 
managers. To accomplish this it proposes to train minority workers, try to 
remo"e barriers that keep women from seeking lower level positions and train 
supervise~ to "overcome any personal prejudices which may interfere with 
tneir objectivitv in utilization of employees." 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. 117 

The finance department notes that it lacked any minorities or women in its 
central gar~ge operation. It proposes to remedy this by ooth lnternal and 
external recruitment.8 

Toe central administration unit (comprising a mimber of small departments) 
proposes to seek one additional woman and one additional minority for 
administrative positions. Because it nas a nigh turno"er rate it believes 
this will be possible. But it notes the absence of career ladders within 
units ::ind proposes to seeK Qualified people in other city depar~ments and 
recruit outside the city by using the International City Mlnager's Association 
referral service and consult toe Micnigan City Manager's Association referral 
service.9 

Toe fire d~partment notes the difficulty in getting aual1fied minority 
paramedics and, despite a pattern of past promotions, a relative absence of 
mid-level minority officers or entrY-level minority fireman available for 
p~omotion. It proposes to establish a cadet grade· to train and employ 
minority paramedics who would l:le aualified by a combination of on-tne-jolJ and 
~lassroom training. It also proposes to seek, over a 10-year period, to 
rncrease the employment of minority firefighters at all ranlcs.10 

All the planning documents lack comparison either to laborforce or 
population statistics. Tne proolem with most of tne agency plans is tn8t tney 
lack circumstantial detail for implementation. A casual reader of the plans 

https://ranlcs.10
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might well wonder wnether the detail provided is sufficient to provide a 
gu1deline for future activities likely to oe implemented and likely to nave 
impact. H:>wever, because many apply to relatively small mnnbers of people, 
sucn detail may nave been less appropriate than it would be for a larger 
organization. 

AA interesting feature of the University City plan is the special power
given to its affirmative action officers. They are authorized to delay 
filling any position if goal attainment is lagging and tne officers. believe 
additional recruitment would produce minority or female candidates with 
appropriate skills. Tne officers are authorized to seek applicants beyond the 
SMSA for professional positions if local ads do not produce sufficient 
response.11 

The police department's afflnnative action plan is discussed in anotrier 
chapter of this report. 

f 

https://response.11
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Notes 

l. Bure=1u of tne Census, 1980 Census of Population and Housing (PHC80-V-27), 
Table 2. 'Ibe proportion of "other" has been omitted. Smee Hispanics are 
also counted in a racial group, tne percentage exceeds 100. 

2. Robert E. Klein, Director of Personnel, University City, letter to staff, 
Sept. 20, L982. 

3. University City, Affirmative Action Program, J~nuary 1982. 
4. Ibid. 
5. Department of .Planning, University City, Affirmative Action Plans (nd). 
6. Department of Public Works, University City, Affinnat1ve Action (nd). • 
7. Ch11ciC Koolenberger, Director of Parl<s, University City, memo to 

Affirmative Action Officers, July 28, 1982. 
8. Finance Department, University City, Affirmative Action Policy, nd. 
9. Central Administration, University City, Affirmative Action Plan, nd. 

10. Fire Department, University City, Affirmative Action Plan (July 1981). 
11. Uni\rersity City, Affinnative Action Program, January 1982, pp. 4-5 . 
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X. POLICE DEP~t\R'IMENTS 

Complete responses were received to reauests for data from tne St. Louis 
City Police Department, Kansas City Police Department and St. Louis 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 Connnittee wanted 
to know whether police department employment practices confonned to those 
suggested by tne Commission on Accreditation for Law Enforcement .Agencies, a 
joint effort of the National Sheriff's Association, the Police Executive 
Research Forum, tne Tnteroational Association of Cniefs of Police aod the 
National Organization of Black Law Enforcement Executives. 

1. Columbia 
Tne city of Col1Dnbia's police department oad 105 persons on its payroll in 

1982 including 77 white men, two black men, one Asian man, two Indian men, 21 
wnite women, one blacK 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 hlack. 

In 1976 the city established goals for the department. These provided 
that eventually 12.9 percent of the force would be women and 10.6 percent 
would be minority. As of 1981, 10.11 percent of the force was female and 7.87 
was minority.! The 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 Uni~ersity. 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 1rrinorities and seven women 
reached the interview stage and one minority and one woman were declared 
eligible.2 One white female became a police officer ~Y promotion. One 
white male and one wnite female were promoted to sergeant.3 

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 
reauired for accreditation.4 

2. Kansas City 
Tne city 1s affirmative action plan does not state wnen the 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, 1:he departmeo-i: nad 1,141 
sworn personnel, 186 of whom were minorities or women. As of February 1982, 
83.6 percent of tne 1:otal were white male, 8.3 percent ~ere 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.6 Tne depar-i:ment also nad 556 nonsworn personnel (civilians) of whom 
8.6 percent were black male, 1.3 percent were Hispanic male, 36.5 percent were 
white female, 16.4 percent were olack female aod 1.4 percent were Hispanic 
female.7 '!be police department reported tnat oetween January L975 and 
January 1982, of 340 persons appointed to the force, 52.3 percent were white 
men, 15.6 percent were olacK men, 4.7 percent were Hispanic meo, L3.5 percent 
were white women, 12.4 percent were black women and 1.5 percent were Hispanic 
womeo.8 In the ranKs anove captain were 87 persons in 1982, 10.3 percent 
were olack meo, 1.2 percent were blacK women.9 Io 1981, five white males 
were promoted from sergeant to captain, two white males and one black male 
from captain to major, one woite male from major to Lieutenant colone1.lO 
In addition, six white males were promoted from officer to sergeant, out of a 

C 
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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 15 persons promoted 
from sergeant to captain were black men and seveo percent were OLack wrnnen. 
During this period 11 persons were promoted to major from captain. 'Illis is a 
noncompetitive appointment. Of cnese, 18 percent were black men.11 

The police department has an elaborate and detailed volume of information 
on its affirmative action efforts and tneir implementation.12 1-bwever, many 
of the details are general police department practices and do not reflect any 
special connection to affirmative action. Tne 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 oeen done. The President 
of the Kansas City Police Board connnented on this: 

In fact, t 11e doct.nnent whicn you call tne "K.C.P.D. Plan" is a compilation 
of data gathered daily, week, and monthly. 

Throughout the year, tne Cnief of Police, tnrougn tne Personnel Division, 
keeps the Board apprised of the Department's Affirmative Action efforts. 
Tnis is done through reports provided at the regular mo~thly meetings of 
the Police Board as well as through timely updates of transfers, 
promotions, etc., as they occur. C.Onseauently, we monitor our progr~m 
during tne entire year and not just at vear's end.13 

The plan includes a comparison between the department's workforce and the 
SJ\1SA labormar~et. Tnis shows tnat the department has generally done better 
than tne area labormarket.14 Althougo tne Advisory C.Ommittee Pas used 
somewhat different statistics, in general the comparison is similar. Some 
police departments make comparison not to ·c:ne tabor market out co tne 
population, on the grounds that police forces should be representative of the 
communities tiJey serve.15 Th.e Kansas City Police Department does not use 
this approach.16 'frle department's own analysis ootes disparity in the 
assignment of minorities and women to 12 1m1ts of tl"le department.17 It also 
notes disparity in the process for selection of officers. The data show that 

·wnile toe ratio of persons beginning th.e testing process to hires are similar 
for the various ethnic/sex groups, the rejection rates at some phases are 
not. Thus, blacic men, wnite and iJlacie women were much more liKely toan wnite 
men to be rejected at the paper and pencil test stage. White men were 
somewnat more likeiy tnan others t:o oe rejected at the polygraph phase. 
Background checks bad a disproportionately negative effect on all minority and 
women applicants.18 

The department's plan reports test:ing has been \7alidated, in part. Its 
police career index is locally validated. It does not report validation of 
its TABB (tests of adult h.qsic education) or the Minnesota Multiphasic 
Personality Inventory. The department began an effort in 1980 to obtain data 
needed for full validation. Toere is no indication that tnis nas been 
completed.19 

Toe personnel division notes that a full-scale recruitment program would 
not be productive because the department already has more applicants than 
could reasonably expecL to succeed 10 tne process and be appointed to 
entry-level positions.20 Instead, it focuses on particular groups suet! as 
minorities and women. Its instructions include extensive contact with a wide 
range of listed sources. Its plan notes that tnese groups are contacted and 
minority media are utilized. The success of tnese effort:s is not reported.21 

Since above entry-level positions are filled by promotion, the promotion 
testing prqcess is tne sole \7enicle of opportunity. Tne plan. 1ncl1Jdes data on 
the testing process for sergeants in l981. It shows that 30.6 percent of the 
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white males who signed up for testing reached the candidate review corrnnittee 
(tnat ts, passed tne written test) while 16.7 percent of olack men, ·28.6 
percent of Hispanic men, 50.0 percent of white women and 20.0 percent of black 
women did so. Furtner, while 9.4 percent of 'Che white men wno signed up were 
found eligible for promotion, 5.6 percent of black men, 14.3 percent of 
Hisp8;nic men, 12.5 percen-c of wni-ce women and 20.0 percent of l)lack women were 
found eligible. Ultimately, as of January 1982, six white men bad been 
promoced.22 T111s raises auestions abou-c whether 'Che -cesting nas a disparate. 
effect on black male candidates. Data on the captain's testing does not show 

t' the same disparity. Proport1ona-cely more black men and wn1te women passed tne 
written test than did white men. Similarly, proportionately more black men· 
and white womeo were declared eligiole. While 11. 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. Tn~ one wnite woman wno was declared eligiole had no-c been 
promoted.23 Tne police depar-cment does no-c believe there is any disparate 
effect.24 Its analysis, based on later tes-cs and using a somewhat different 
fonnula, is reasonable and probably reflects the current state of testing. 

The police department repor-cs tnat its promotion procednre5 a.re generally 
in accordance with the guidelines established by the Corrnnission on 
Accreditation for Law Enforcemen-c Agencies.ZS T~e differences cited QY the 
department between its procedures and tnose urged are either imposed by State 
s-catute or minor. 

In snort, -cne primary prohlem for a reviewer is 'Co determine what is oeing 
done. There is a considerable array of data available to the department and 
at some point 1n time guidelines ha\Te oeen issued covering all elements 
necessary for affirmative action. What is not clear is the extent to which 
these a.re reg11larly re\Tiewed. Tne President of tne Police Board stated.: 

... the Affinnative Action E\Taluation Committee is reauired to meet not 
V~ss than annually. In an effort to ensure 'Chat all personnel actions 
pertaining to employee standards, compensation, transfers, promotions and 
o-cner related mat-cers are in accordance with onr .Affirmative Action Plan, 
the Personnel Division Corrnnander is designated as E.E.O. Compliance 
Officer. 

In tnis capacity, the E.E.O. Officer nas irrnnediate access to all personnel 
actions and is able to advise the Affirmative Action Evaluation Corrnnittee 
on matters tna-c reauire review or ac-cion. Also in this position, tne 
Personnel Division Corrnnander 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 
effecti\Te in keeping our Affinnative Action Plan current and providing 
management the feedback necessary to ensure full compliance with our 
commitment to eanal employment opportunities.26 

3. St. Louis City 
'!'fie recent: controversy surrounding selection of a new police cnief for -cne 

city of St. Louis has brought its entire selection process into 
controversy.27 One of tne department's own commissioners nas st~ted tnat 
the department is not complying with its own affinnative action plan, that the 
plan 1s outda-ced aod in oeed of re'7is1on.28 Tne po.lice department pro'7ided 
data -co the Advisory Corrnnittee on its current policies.29 It did no-c 
provide the same wealth of data on promotions·available from other major
departments. 

Toe St. Louis Police Departmen-c had 2,488 employees 10 1981, 69.4 percent 
of whom were white men, 15.8 percent were black men, 8.9 percent were white 
women and 5.9 percen'C were black women, In 1:nat year 40.6 percent of its new 
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hires (including non-sworn personnel) were wn1te men, 15.9 percent were olack 
men, 30.4 percent were wnite women and L3.0 percent were olack 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 h.Lack 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 tn1s category 
during the year.31 No w01nen were promoted during the pertod 1979-1981. 
D.lring 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 wnite men, the remainder was a olac~ 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 olack female. The balance were white or otner. Tne 
department had 549 nonsworn personnel, of whom 11.1 percent were black male 
and 19.3 percent were black female. Toe ~alance were Wh1te 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 
lim~ted resources available for recruitment. Only one officer was available. 
He had no budget. They noted that the psychological test might be biased 
against olac~ 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 effecti11e role models for black recruits, indeed tney noted a 
disproportionate number of black candidates were dismissed from the academy 
and the city d1d not conduct exit interviews to determine wnv. Tney noted 
that excessive weight appeared to be placed on influential friends or 
benefactors 1n promotion decisions. Tney urged a variety of measures to 
reduce that influence. They noted that appointments of black officers to what 
are regarded as parcicularly desirable units did not reflect tne proportion of 
blacks likely to be involved in the particular crimes and similarly officers 
were disproportionately assigned to two districts. Tney noted tne absence of 
blacK connnandrng line offlcers.34 A press release from toe department wnen 
it received the report indicated an intent to correct the assignments problems 
but reserved judgment on ti'le 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 connnitment 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 
reflect.s toe city's.37 

Toe department stat.es ·tnat it nas a olacK sergeant serving as recruitment 
coordinator who visits job fairs and maintains liaison with various minority 
groups. It notes that as a cooseauence, 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 hiring practices) satisfy the guidelines proposed by the Commission on 
Accreditation of Law Enforcement Agencies. The elTidence 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 s11itabi lity. Candidates '-'iould als11 participate 
in an assessment center in which they would be evaluated by persons outside 
tne department. The guidelines indicate the intent of toe board of police 
commissioners to make promotions such that they reflect the proportions of 
minorities and women in tbe department.39 Since these procedures nalTe oot 
yet been implemented, their effect is unknown. 
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In short, the Advisory Committee is 1Jnable to determine whether the St. 
Louis department nas a fully effectbre affir111at1\Te action plan. Gi\Ten the 
relati'7ely slow rate of new hires and promotions in recent years, it might be 
auite a long time before any surystantial increase 10 tne proportion of 
minority and female officers or command staff occurs, if the process is to 
depend on availaole openings and tne proportions proposed in tne latest plan.
But more important, there is no evidence of the kind of comprehensive 
e"aluat100 of selection and promotion policies necessary to ensure they are 
nondiscriminatory not only in outcome but in practice. N:>r are there the 
action elements that would set the stage for such review. 

, 4. University City 
Tne Un1vers1ty City police force includes 78 corrnnissioned officers, 2l.7 

percent are minorities or women. It also has 17 ''citizen employees," 70.5 
percent of wnom are minorities or women. It states that its goal 1s tnat ~t 
least h~lf its 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 
elimin:ite unnecessary requirements. It is currently re"iewing, witn cne aid 
of expert consultants, its selection criteria and proposes to eliminate 
unscored procedllres. 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 de\Teloping a sKills banK. It has made 
affinnati"e action~ rating factor for supervisory appraisals.41 

Given the size of the department, the plan is reasonable. It remains to 
be seen wnether, given tnat tne plan is less tnao a year old, wneth~r it will 
be fully implemented and what effect it will have. 

5. Boone Coun cy 
N:> data was presented to tne Advisory Committee tnat would allow an 

assessment of the employment practices of the Boone County sheriff's 
department. 

6. Jackson County 
Tne sneritt's department llad 19 administrators, professionals or ·cechni.cal 

employees. All were white male. The county stated that all these jobs are 
filled !:>y internal promotion using paper and pencil tests and an oral 
intenriew. Tne tests were validated O\Ter five years ago.42 Tne county is 
also served by 118 municipal police departments including Kansas City's whose 
efforts were discussed earlier. Toese have original jurisdiction in their 
service areas. 

7. St. Louis County 
Until December 1982, St. Louis County's police aepartment was suoJect LO 

the provisions of a consent decree entered into between the county and the 
United States on Dec. 19, l978 reauir1ng specific affirmative action efforts 
to increase toe utilization of minority police officers.43 Toe county 1s 
also served by 60 municipal police forces. These have original jurisdiction, 
for toe 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 deparLment 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 l974 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. In 
1981 tnere was one white female sergeant, 24 white female officers, three 
black female officers and one Hispanic femaie officer.45 

Although the department met its goals during the period of the consent 
decree for new t:iires, resignations tnwarted success in reacning a long-tenn 
goal of 12 percent minority. The county coIIIlllitted itself to continuation of 
an annual niring rate of 22 percent for entry-level positions until toe Long 
term goal is reached.46 

Tne 1982 affinnative action plan of cne department includes a corrnnicment 
to a comprehensive 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 11st of recruitment visits during 1981 
includes 32 scnools, colleges or other places likely to reacn minorities.47 

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

Responsibility for implementing tne plan 1s primarily vested in toe 
assistant director for personnel. Toe scope of the assignment appears to be 
comprenensive.49 

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

In short, the primary problem with the county police affirmative action 
effort is in the area of testing. It is ult1m.ately necessary to conduct 
validation studies to determine whether there is discrimination. The county 
did not provide data that would indicate 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 nrnnerical objectives for acnieving eanal opportunity nave 
often been auestioned. This report demonstrates their uti.lity. If the local 
governments reviewed nere were Judged-entirely by tneir affirmative action 
plans and the efforts they have made to ensure eaual opportunity most would be 
found seriously wanting. Wnat redeems them is the many successes tney have 
had in actually employing minorities and women, despite the absence of 
efforts. This paradox illustrates tne difficulty of actually ensuring a 
system is nondiscriminatory as opposed to merely assuring reasonable 
representation. 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 omneric objectives ::ire not an end alone. But tney 
provide a handy means for making preliminary assessments of what absolutely 
must oe done to ensure eauality. 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. Toe patterns evident in tn1s 
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 
underrepresented except i11 Jackson County. BlacK women were underrepresented 
in Columbia, St. Louis C.ounty and Boone County. Black males were well 
represented in administrative jobs except in Boone C..ouoty. Wnite females were 
generally underrepresented in such jobs. Black females were also generally 
underrepresented in sucn jotis except in St. Lo11is and .Jac"son 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. Toe new nire patterns generally snowed patterns of increasing 
utilization of minorities and women. But median salaries for minorities and 
women were freauently lower than wnite men's in comparable job categories. In 
several jurisdictions--Jackson County, Columbia, Kansas City, St. Louis City· 
and St. Louis C.ounty--utilization of minorities and women as professionals or 
administrators was concentrated in social services activities. Wnere data was 
available, it appeared tnat minorities were more liKely 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 tne affirmative action plans of most jurisdictions are g~nerally 
deficient. Boone County's plan is nonexistent. Jackson C.ounty 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 (now 10 
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 auestionable value. Toe absence of validation expertise has 
made it impossible for the county to assure that its selection procedures are 
free of discrimination. The general St. Louis C.ounty plan is sufficient as a 
statement of principles. But, as tne U.S.-Office of Personnel Management has 
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 stati.sti.cs, the City of 
Columbia's plan and implementation are generally good. While conducting more 
evaluation tnat most, tne effectiveness of tne city's review of its efforts is 
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open to question. Kansas City's plan lacks a utilization analysis and its 
goats are often very vague. Tnere is no way to Know whetner the numeric goals 
set are reasonable. It is not clear that the qualitative efforts to improve
equal opportunity have been made. Tne Cny of St. Lmns's plan is generally 
deficient and apparently has not been implemented. Tbere are no goals or 
timet::1bles, no utilization analysis, no evaluation to determine "lhetner tne 
vague commitments made in the plan have been implemented. Allowing for its 
size, U01versity City has a general.Ly acceptal)le set of ~ff1rmative action 
Qlans. In short, municipal and county government efforts were far more 
aeficient than tney ought to be gi,ren tnat most receive Federal funds wnose 
acceptance is conditional on acceptable affinnative action efforts. Ttlese • 
plans do not meet tne model criteria suggested by tne Advisory Committee in 
its reviews of State affinnative action efforts. 

Police departments are especially in need of affinnative action because of 
the sensitive role they have in their communities. Only Kansas City was able 
to assert its compliance witn the proposed guidelines for accreditation by the 
Commission on Accreditation for I.aw Enforcement Agencies. Other agencies were 
unaware of these provisions or unable to assert compliance. St. Louis 
County's police department plan and implementation, if not perfect, at least 
snows promise. University City's plan, allowirg for the size of the 
department, appears sufficient. Boone and Jackson counties' efforts are 
nonex1stem:. Kansas Citv's plan is comprehensive but difficult to e11al1Jate 
because too much extraneous information is included. It would appear as 
difficult for self-evaluation as for external review. St. Louis's plan is 
nonexistent. While some efforts have been made that could be regarded as 
aiding affirmative action, they do not appear suff1c1ent to remedy tne 
problems identified many years ago, nor likely to provide remedy for past
discrimination 1n toe immediate future. 

Toe Advisory Committee notes the successes of many government agencies 
reviewed 1n tnis study in utilizing minorities and women. Tnat tnese nave 
been accomplished without assurance of equal opportunity (and in some cases in 
the face of lingering structural discrimina1:ion) s11ggests tnat adeauate and 
effective affirmative action pl~ns and implementation could result in 
substantial increases 10 the utilization of minorities, women, the nandicapped 
and older workers. This is the same pattern the Advisory Committee found in 
its review of Sta1:e government effort5 and accomplishments. Clearly much 
remains t:o be done before Missouri local governments (at least those reviewed 
here) c~n claim to be truly equal opportllnity.employers. 

Toe Advisory Committee makes no findings and recommendations because they
would be substantially similar t:o those already made to Missouri State 
government. It is clear that affirmative action means -more than simply 
reacning numeric goals that are easily reached. It is a matter of ensuring 
that the entire personnel process provides opportunity for minorities and 
women w1 thout discrimination. This goal rem;:Jins unmet. Conseauently, 
employment practices that do not result in maximum utilization of all 
available persons remain and the taxpayer cont:inues to fund rnefficiency, 
perhaps even waste. Because in the end, effective affirmative action means 
effective government . 

... 

~ 
I 
i 
I 

https://general.Ly

