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A report of the Missouri Advisory Connnittee to the United States Commission on 
Civil Rights prepared for the information and consideration of -che 
Connniss ion. This re.port will be considered by the Connnission, and the 
Corrnn.i:;sion wi 11 ma ,<e public its reaction. In the meantime, ·the contents nf 
this report should not be attributed to the Conanission but only to the 
Missouri Advisory Connnittee. 
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• ' . ( J~~ITED STATES COMMl15!0~~ •i N Cl RIGHTS 

C[Ni RAL S r AT~~s REGIONAL OFFICE 
Old Federal Oifice Building 
911 Walnut Street, Roam 3103 

DA TE : i"Iarc h 30 , 1983 Kansas City, l.\issouri 64106 
T e l"phone: (816) 374-5253 

RE?LY TO 
ATTN OF=: 

SUoJ::CT: Advance Copies of Mis souri Advisory Com□ ittee Report 

TO: Participating Reporters 

P ~r3uant to your agreement with t h is office, enclosed is an 
a d ~ance copy o~ the Missouri Advis 0ry Committee r e port on 
l o cal gover~2ent affirmative actio~ efforts in Missouri . Also 
en c l osed is a copy of the press rel eas e t hat will be sent to 
al~ ~e d :a , a copy of the p ress advi s ory and a copy of the 
s~atement t~e chairperson of the Missour i Advisory Committee 
~1:1 r ead a t the press confe re n c e . 

Yo u are re mi ~ ded that it will be a breach of the e mb a r g o if 
tjis mate ri al is on the wires or in a newspaper that will 
ap~ear on t te streets prior to 2 : 08 p . m. C. S . T . o n Apri l 6 , 19 83 . 

Al l p e rso n s r e ceiving an adv a nc e copy of this report are subject 
to t he same e ~bargo requ i rements . 

I f you ha ve a ny quest ions about t t is report prior to publicat ion 
ti 2 e an d dat e you may call this o f fice but th e ans~e rs wil l also 
be subject to the ernbarg 0 rule s . 

For furth er information contact : Ma l colm J. Barnett at (816) 
37~ - 24 54 d uring the d ay or ( 8 16) 444 - 6123 during the ev e ning . 



UNITED STATES COMMISSION ON CIVIL RI GHTS • 

CENTRAL STATES REGIONAL OFFICE 
Old Federal Office Bu i ld ing 
911 Wa lnut Street, Room 3103 
Kansas City, Missouri 641 06 
T elephone: (816) 37 4-5253 

MISSOU RI ADVISO~Y COMMITTEE 

TO THi:: 

U. S . COMMISSION ON CIVIL RIGHTS 

RELEASES REPORT ON 

LOCAL GOVERNMENT AFFi ffi1ATIVE ACTION EFFORTS 

On Apri l 6, 1983 the Missouri Advisory Committee to the 

U. S . Co~mi s s ion on Civil Right s will re l ease its report on 

local government affirmative action efforts in Missouri . 

The report reviews the activities of Boone , Jackson and 

S t . Louis Counties; the cities of Columbia , Kansas City , 

St . Louis and University City; and , the metropo l itan police 

dep art ~ents of Kansas City and St . Louis. The Advisory 

Co,:lITli t tee .-1i 11 hold a p ress conference in Room 32 7 of the 

Federal Building at 152 0 Market Street , St. Louis , Missouri 

will be availab le to the media at that time. 

Vedia org an izations wishing to r e ceive, under embargo 

r u les , a n adva nce copy of th e report and the prepared 

re7ar~ s of the chairperson of the Missouri Advisory Committ ee 

sho u ld contact Ma lcolm J . Barnett at (816) 374- 2454 . 
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UNITED STATES COMMISSION ON CIVIL RIGHTS 

CENTRAL STATES REGIONAL OFFICE 
Old Faderal Office Building 
911 Walnut Street1 Room 3103 
Kansas City1 Missouri 64106 
Telephone: {816) 374-5253 

FOR FURTHER INFORMATION CONTACT 

rlfelvin L. Jenkins!) ·Esq. 
Regional Director 
Central States Regional Office 
U.S. Commission on Civil Rights 
911 Walnut!) Room 3100 
Kansas City!) Missouri 64106 
(816) 374-5253 

FOR RELEASE AT 2:00 p.ni. (C.S.T.), APRIL 6, 1983 

ST. LOUIS ....While local governments in Missouri 

generally had good records on their actual utilization of 

minorities and women:, ~oanne M. Collins:, chairperson of the 

Missouri Advisory Committee to the U.S. Commission on Civil 

Rights!) noted that some of the data indicated patterns of 

past discrimination for which affirmative action would be 

an appropriate remedy. But local governments' affirmative 

action efforts were often deficient. The Advisory Committee 

reviewed the affirmative action efforts of Boone:, Jackson 

and St. Louis Counties; the cities of Columbia!) Kansas City!) 

St. Louis and University City; and the St. Louis and 

Kansas City municipal police departments in a report released 

today. 

Ms. Collins stated that the Advisory Committee ~ade no 

findings and recommendations because they would be 

r 



2 

substantially similar to those already made to Missouri State 

government in a 1982 report. At that time the Advisory 

Committee urged substantial revisions in affirmative action 

programs to make them efficient and effective. Ms. Collins 

concluded that irrt is clear that affirmative action means more 

than simply reaching numeric goals that are easily reached. 

It is a matter of ensuring that the entire personnel process 

provides opportunity for minorities and women without 

discrimination. This goal remains unmet.rr 

The report., Local Government J\:ffirmative Action Efforts -

Missouri., is available to the public without charge by 

contacting: 

U.S. Corilmission on Civil Rights 
911 Walnut., Room 3100 
Kansas City., Missouri 64106 
(816) 374-5253 

The Missouri Advisory Commit-tee is one of 51 such 

Committees appointed by the U.S. Commission on Civil Rights 

to assist it in determining the current status of civil rights 

in the nation. The Chairperson of the It'Iissouri Advisory 

Committee is Joanne M. Collins., of Kansas City. Other members 

of the Advisory Committee are: Anita Bond., John Buechner., 

Harold L. Dielmann., John B. Ervin., Henry Givens., William S. 

McEwen., Elsie A. Hall and Joseph H. Vatterott of St. Louis; 

Gail Achtenberg., Lu Arredondo Bowersox., Harrison Cornelius., 

Meyer L. Goldman, Stanley D. Rostov and Ashton Stovall of 

Kansas City; and, David R. Humes of Hayti Heights. Members 

of Advisory Connnittees to the Commission serve without 

compensation. 

,: 
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The U.S. Connnis si on on Civil Rights is an independent., 

bipartisan., factfinding agency of the Federal Government 

concerned with the rights of minorities., women., the handi­

capped and aged. Clarence M. Pendleton., Jr . ., is Chairman 

and Mary Louise Smith is Vice-Chairman. Other Commissioners 

are Mary F. Berry., Murray Saltzman., Jill S. Ruckelshaus and 

Blandina C. Ramirez. John Hope III is Acting Staff Director. 
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STATEMENT 
OF 

JOANNE M. COLLINS, CHAIRPERSON 
OF THE 

MISSOURI ADVISORY COi°'Il'l£ITTEE 
TO THE 

U.S. COMMISSION ON CIVIL RIGHTS 

APRIL 6., 1983 

/ 

MY NAJ.vIE IS JOANNE M. COLLINS. WITH ME .ARE SOME OF THE 

OTHER MEMBERS OF THE MISSOURI ADVISORY COMMITTEE TO THE U.S. 

COMMISSION ON CIVIL RIGHTS AND MEJ.".iBERS OF OUR STAFF. I AND 

THE OTHER MEMBERS OF THE ADVISORY COM1"VIITTEE SERVE WITHOUT 

COMPENSATION AS THE EYES AND EARS OF THE COMMISSION IN 

MISSOURI. WE ARE MANDATED BY THE 1957 CIVIL RIGHTS ACT, AS 

AMENDED., TO REPORT TO THE COMMISSION ON CIVIL RIGHTS 

DEVELOPMENTS IN THE STATE. THE COMMISSION CONSIDERS OUR 

FINDINGS AND RE.COMMENDATIONS IN ITS PROGRAM PLANNING 

ACTIVITIES AND IN FRAMING ITS OWN REPORTS ON CIVIL RIGHTS 

DE"VELOPMENTS TO THE PRESIDENT AND THE CONGRESS. 

WE ARE HERE TODAY TO ANNOUNCE THAT THE COMT•IITTEE HAS 

TRANS?IIITTED TO THE COMMISSIONERS ITS REPORT ON LOCAL 

GOVERNiviENT AFFIRMATIVE ACTION EFFOR'T1S - MISS_OURI. IN 

THIS REPORT WE REVIEW THE EFFORTS OF BOONE, ,JACKSON AND 

ST. LOUIS COUNTIES; THE CITIES OF COLUMBIA., KANSAS CITY, 

ST. LOUIS AND UNIVERSITY CITY; AND, THE METROPOLITAN POLICE 

DEPARTI•iE~1TTS IN KANSAS CITY AND ST. LOUIS. WE CONDUCTED A 

; 
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SI~ILArt R~VIEW OF STATE GOVERNMS NT AFFIRMATIVE ACTION 

~?~OrtTS TEAT WAS RELEASED IN MARC~ 1932. 

TEE ADVISORY COMMITTEE MAKES NO FINDINGS AND 

?~COMMENDA~IONS IN OUR REPORT ON LOCAL GOVERNMENTS BECAUSE 

r:=- ri2.Y WOU:SD 3E SUBSTANTIALLY SH'iILP.R TO THOSE ALREADY MADE 

~C MISSOUR~ STATE GOVERNMENT. IT IS CLEAR THAT AFFIRMATIVE 

i,CTIO.N MC:A11S MORE THAN SIMPLY REACHI HG NUMER IC GOALS T:-fAT 

ARC: EASILY REACHE D. IT IS A MATTER OF ENSURING THAT THE 

2l'iTIRE PC:RSONNEL PROCESS PROVIDES OPPORTUNI TY FOR l\HNOrtimIES 

A:'D WOME1i :_.;ITHO UT DISCRIMINATION. 'l'HIS GOAL REMAINS U! 1i'1ET. 

I N OUR STUDY OF LOCAL GOVER I'-E1IErS: s w~ FOUND THAT} 

G~~ERALLY SPEAKING , UTILIZATION OF ~INORITIES DID MATCH 

PO?ULATIO NS . BUT PATTERNS OF UTILIZATION OF MINORITIES AND 

~O~Ed COMPARED TO THE LABORFORCE WEaE MORE VARIED. THERE 

~E2E so~~ ~XAMPLES OF UNDERUTILIZ ATION I N MOST OF THE 

JJRISDICTIO~S . LOCAL GOVERNMENTS' NE~ HIRES INDICATE THAT 

SO~E EFFORT IS BEING MADE TO REMEDY UNDERUTI LIZATION. BUT 

LO~ER THA ~ ~HITE MEN 'S IN COMPARABL~ JOB CATEGORIES. 

SSVERAL LOCAL GOVERNMENTS NOTED THA~ THIS WAS DUE TO 

SE:;IORITY. THAT SENIORITY HAS THIS EFFi::CT INDICATES _1-;. 

?A~TERN O? ?AST DISCRIMINATION ?O~ ~H IC H AFF I RMATIVE ACTION 

l 0 AN AP?RG?RIATE REMEDY . 

BUT T:-iESE AFFIRMATIVE ACTI0: -1 PLANS ARE GENERALLY 

~~?ICIE~T . BOONE COUNTY ' S PLA N I S NONEXISTENT . JAC KSON 

CJJ~TY ' S CJUNTYWIDE PLANS WERE VA GUE AND NOT SUSCEPTIBLE 

:? EFFE C'l'~VE REVIEW. WHILE THE COUNTY A??IRMATIVE ACTION 

:AS~FOR C~ J OSS FRAME DEPARTMENT PLANS IT DOES NOT REVIEW 
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:::??OR~S TC I ~PLEMENT THEM. ABSENCS OF VALIDATION 

:::X?ERTI S~ ~hS MADE IT I MPOSSI B~~ ?~R THE COU ~TY TO ASSURE 

IiiAT ITS SELECTION PROCEDURES A~E FREE OF ~ISCRIMINATION . 

~HE GE ~~~ AL ST. LOUIS COUNTY PLAN IS SUFFICIENT AS A STATE-

~E~T O? ?R~ ~CIPLES. BUT, AS TEE U. S . OFFICE OF PERSONNEL 

i'fJA NAGEMEF'l i-i AS POINTED OUT, IT IS FU,-D P..1fiE1\1TALLY DEFICIENT 

BECAUSE IT LACKS CLEAR GOALS A;-JD Ti i•iETABLES AND PROHIBITIONS 

OF DISCRH1L-ATION BASED ON AGE OR HANDIC.AP HAV2: YET TO BE 

I NSERTED. HOWEVER , THE COUNTY'S OFF I CE OF EMPLOYMENT AND 

TRAINI NG ? LAij IS SUFFICIENT. TEE CITY OF COLUMBIA'S PLAN 

A'. 1 D Ii'-1 ?-'-'::'.'1 ~:-~TATION ARE GENERALL~ GOOD. KANSAS CITY'S PLAH 

LACKS A UT~LIZATION ANALYS IS AND ITS GOALS ARE OFTEN VERY 

VAGUE . IT IS NOT CLE AR THAT QUALI TATIVE EFFORTS !JEEDED 

TO IMPROV ::: EQUAL OPPO RTUNITY HAVE BEEN MADE . THE CITY OF 
-
sr:-: LO UI S I s PLAN IS GENERA LL Y DSF I CIENT A'rn AP?ARE rl TLY HAS 

;;o~ BEE) I;-;P LEMENTED . ALLOWING FOR ITS SIZE , UNIVERS ITY CITY 

5AS A GE~~RA LLY ACCEPTABLE SET OF AFF I RMATIVE ACTIO N PLANS . 

POLIC ::: DEPARTME .lTS ARE ESPECI ALLY I?-J NESD OF AFFI RMATIVE 

hC~iON B2 'AJ SE OF ThE SENS I TIVE ~O ~E ?HEt EAVE IN THEI R 

CO:•!i',1U _lI?I ~S . ONLY KA NSAS CITY HAS ABLE TO ASSERT ITS 

CO~?LI ANC~ ~ITH THE PROPOSED GUIDSLI NES FOR ACCREDITATION BY 

.!. _-:=.. CO>i:-:::: ss :::JN ON ACCREDITATI O'.! ?O ~ LA 1:J EN?ORCE:--.IENT i\G ENCIES . 

-3'I . LOD IS CODNTY' S POLICE DEPA?T:-1::::;:T ?Lfa.?,J AND I MPLEMENTATION, 

=F NOT PERFECT , AT LEA ST SHOWS ?RO~ISE . UNIVERSITY CITY'S 

? L..:,,~J, AL~'Y.-;I;JG FOR THE SIZE OF '=1H E DSPARTI'lE.NT , APPEARS 

5U??ICI 2~: . BOONE AND JACKSON COUNTI2S ' EFFORTS ARE 

:: :J :Exr sr:::1:::::~. ST. LOUI s I s PLA N IS ?TO ?-JEXISTENT . WHILE 

https://DSPARTI'lE.NT
https://HANDIC.AP
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~~ - LOCIS'S POLICE DEPARTMENT EAS MADE SOME EFFORTS THAT 

COJL~ B~ ~E3ARDED AS AIDING AFFIR~ATIVE ACTIO N, THEY DO NOT 

hF?EAR SUFFICIENT TO REMEDY THE PROBLEMS IDENTIFIED MANY 

iEA?S AGO , NOR LIKELY TO PROVIDE REMEDY FOR PAST 

D!S CRI MI~ATION IN THE IMMEDIATE FUTURE. KANSA S CITY ' S PLAN 

IS COMPR~HENS IVE BUT DIFFICULT TO EVALUATE BECAUSE MUCH 

EXTRANEOUS INF ORMATIO N IS I NCLUDED . 

I N ThESE TIMES OF F I SCAL RES TRA INT , TAXPAYERS HAVE A 

RIGHT TO T~S MOST EFFICIENT POSSIBLE GOVERNMENT. PERSONNEL 

SYSTE_:1s 'l'HAT DO NOT RESU LT IN SEL:C:CTION OF THE BEST POSSIBLE 

P:C:~SON A~E NOT EFFICIENT . AND ANY SYSTEM THAT EVEN 

PO~ENTIAL LY DISCRIMI NATES MEANS THAT THE BEST MAY NOT BE 

S~L~CTED AND THUS IS INEFFICIENT . GOOD NUMBERS ARE NOT 

S ~-JOUGH . THIS ADVISOR Y COMMITTEE BELIEVES THAT GOOD 

AD~INIST~A?IVE PRACTICE I S ALS O NECSSSARY . 

# 



LOCAL GO\TERMvfENT AFFIRMATIVE ACTION EFFORTS - MISSOURI 
- A report prepared l')y tne Missouri Advisory 
Committee to the U.S. Corrnnission on Civil Rights 

• 

ATTR.IBTYPON: 
The findings aod conclusions contained in triis report are tnose of trie 
Missouri Advisory Corrnnittee to the United States Commission on Civil Rights 
and, as sucn, are not ::i.ttributal')Le to the Commission. This report nas l)een 
prepared by the State Advisory Committee for submission to the Corrnnission and 
will he considered by the Corrnnission io formulating its reconrrnendat1oos to the 
President and Congress. 

RIGITT OF RESPONSE: 
Prior to puhlication of ::i. report, tne State Advisory r.,ommittee affords to ::i.ll 
individuals or organizations that may be defamed, degraded, or incriminated by 
any material cont::i.ioed 10 tne report an opportunity to respond 10 •vriting to 
such material. All responses received have been incorporated, appended, or 
otherwise reflected in tne puhlication. 

ii 
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THE UNITED STATES COMMISSION ON CIVIL RIGHTS 
Tne United States Commission on C11r Ll R1gnts, created ny the C1 \Tl l Rignts Act 
of 1957, is an independent, bipartisan agency of the executive brancn of tne 
Feder~l Government. By tne terms of the act, as amended, the Commission 1s 
charged with the following duties pertaining to discrimination or denials of 
tne 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 
protect1on of the law; appraisal of tne laws and policies of the Un1ted states 
with respect to discrimination or denials of equal 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 Corrunission is also required to submit reports to the President 
and the Congress at such times as tne Commission, tne Congre ss, or cne 
President shall deem desirable. 

TI-IE STATE ADVISORY COMMITTEES 
An Adv1sorv Committee co tne United States Commission on Civil Rights nas neen 
established in each of the 50 States and the District of Columbia purs11ant to 
section lOS (c) of tne Civil Rignts Act of LSl57, as amended. Tne Advisorv 
Committees are made up of responsible persons who serve without compensation. 
Their functions under their mandate from the Commission are to: advise tne 
Commission of all relevant information concerning their respective States on 
matters 1v1 tn1n tne jurisciiction of the Commission; adv1se tnA Commi ssion on 
matters of mutual concern in the preparation of reports of the Commission to 
the Presidenc and tne Congress; receive reports, suggestions, and 
recommendations from individuals, public and private organizations, and public 
officials upon matters pertinent to inquiries conducted hy tne State Advisory 
Committee; initiate and forward advice and recommendations to the Commission 
upon matters 10 wnicn the Commission shall rea•Jest the assistance of tne State 
Advisory Committee; and attend, as observers, any open hearing or conference 
wn1cn the Commission may hold within tne State. 

ACKNOWLEDGMENTS 
'l'nis report was produced witn tne assistance of tne Commission's Centra l 
States Regional Office. The project director and writer was Ma lcolm Barnett. 
Legal sufficiency review was conducted by Melvin L. JenKins, Esa. Support 
services was provided by Jo Ann Daniels. The project was undertaken under the 
overall superv1s1on of Melvin L . .Jenkins, Esa., Director, Central States 
Regional Office. 
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LETIFR OF 1RA.l'i!SMITIAL 
Missouri Adnsory Committee to tne 
U.S. Commission on Civil Rights 
April 1983 

MEMBERS OF Tiffi COMMISSION 
Clarence M. Pendleton, Jr., Cnairman 
Mary Louise Smith, Vice Chainnan 
Mary F. Berry • • 
Blandina Cardenas Ramirez 
Jill S. Ruckelshaus 
Murray Saltzman 

John Hope III, Acting Staff Director 

Dear Commissioners: 

Toe Missouri Advisory Committee submits this report on its study of the 
affirmative action efforts of local governments in Missouri. The Advisory 
Committee obtained 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 their comments and corrections have been incorporated. 

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

1 
by tne Commission for the Accreditation of Law Enforcement Agencies. St. 
Louis County's plan showed promise of being able to comply and University-
City's plan, allowing for tne small size of 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. 

However,, 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 Qualitative e11aluations of 
each stage of the recruitment, selection and employment processes. 

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

Commission on Civil Rights in its assessments of affirmative action 

.. 
We urge you to consider our report in your program planning actbrities and 

assist the Committee in its follow-up activities . 

Respectfully, 

• 

JOANNE M. COLLINS, Chairperson 
Missouri Advisory Committee 

V 
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I. INTRODUCTION 

Tne Missouri Advisory Committee to tne U.S. Commission on Civil Rignts nas 
reviewed the State's affirmative action efforts in its 1982 study, State 
Government Affirmai:ive Action in Mid-America: An Update. Tne Iowa, Kansas and 
Nebraska Advisory Committees which part1c1pated 10 the review of State 
go,rernmeot efforts also nave reviewed tne efforts of local governments in 
their junsdiction.1 The Missouri Adnsory 01mmittee decided it shouid 
conduct a similar review. To do so it focused on three metropolitan areas and 
reauested data abOut tne affinnative action efforts of Kansas City, St. Louis 
City, Columbia, University City, Boone County, Jackson County and St. Lo11is 
County. Separate reauests were sent for information about tne St. Louis City 
and Kansas City police departments to their respective boards of police 
comrnissioners since wnile tney are funded by their municipal governments they 
are State agencies. The Advisory Committee acknowledges with gratitude the 
assistance of the local go11ernments and police boards in pro11i.cting data needed 
for this study. .All have been provided an opportunity to comment on a 
preliminary draft of tnis report and their comments have been incorporated or 
otherwise noted. 

In Chapter IT of th1s report, the Corrnnittee outlines some methodological 
considerations in the examinations of numeric data relating to employment 
effori:s and objectives. In Chapters III·-IX tne Committee reviews the 
affirmative action efforts of the local governments. In Chapter X the 
Comrnittee re,riews the efforts of each local government's po 1ice department:. 
The Advisory Comrnittee's conclusions are contained in Chapter XI. 

... 
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Notes 

l. T(ans;.is Advisory Committee, Employment of Admirnstrators and Professtonals 
by Kansas Municipal Governments (Maren 1982); Iowa Advisory Comm1 ttee, 
FJ!lptoyment of Protess1on::ils ov Iowa Municipal Governments (Jllne 1981); 
Nehraska Advisory Cornrn1ttee, Employment 1n the Pannandle (February 1981) . 

• 

.. 
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II. APPROPRIATE STAl'IDARDS FOR UTILIZATION COMPARISONS 

Toe hardest 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 tMe laborforce. Two separate issues 
must oe resolved. First, what is the appropriate geographic area for 
comparison. Second, which of the many laborforce estimates available should 
be utilized and now. 

The 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 Columoia Standard Metropolitan 
Statistical Areas. It also seems appropriate to judge overall utilization 
based on the local area. However, toere is some auestion about the 
appropriate geographical area for administrative and professional jobs. The 
reason for this 1s that while many local governments do obtain most of their 
administrators or professionals within tneir immediate labor market area, some 
are obtained by national recruitment (and indeed some could not be obtained 
locally). Therefore, by and large, analysts have chosen to use national 
laborforce estimates when assessing utilization of administrators or 
professionals. The Federal government has been inconsistent on this selection 
when e1raluating its own worKforce, but has generally taken a similar line. In 
order to use the most conservative estimate, however, the Advisory Committee 
has used the local labor market area. 

The cnoice of laborforce estimates and how to use them 1s both complex and 
contro~ersial. The traditional choices have been census data, Bureau of Labor 
Statistics data or U.S. Ecmal Bnployment Opportunity Commission'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 
inconvenient 1:0 use because published versions failed to provide infonnation 
in job categories that paralleled that needed to analyze particular 
employers. As the decade progressed, private sector employers who needed good 
data for affirmative action planning relied on s-i:atistical 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, but still beyond the means of the 
Missouri Advisory Committee. Nor were they utilized by public sector 
employers in the State. Tne 1980 census data tapes are available and are 
current. But the data 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,railable for calendar year 1981.1 This data can be used 1:0 measure 
availability by State. The data are presented for useful occupational groups 
in race ov category format. That is, it is possible to determine the 
proportion of persons in ethnic group who are in particular job categories. 
It 1s not possibie 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 particula:r etMic groups are limited. The data 
available for Missouri is limited to proportions of whites, blacks, all men 
and all women in particular job categories. There are no availaole data on 
Hispanics or other groups nor is there data for SMSAs. In short, while for 
limited purposes toe Bureau of Labor Statistics data are helpful, they are 
incomplete. 

The Missouri Department of Labor and Industrial Relations produces a 
series, Manpower Information for Affirmative Action Programs. This is based 
on 1970 census propo,t1ons for ut1L1zat1on of m1norit1es and women and 
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the most recent available Bureau of Labor Statistics report on total 
emplo}7Inent. The data tnus have the deficiencies of ~oth the other data sets. 
The department nopes to produce a better data set 10 1983.2 

Finally, the U.S. B:lual Bnployment Opportunity Commission has published 
data on the employment of persons oy industry, job category and race/sex group 
by private sector employers of more than 100 persons. Althougn published in 
1982, tne data covers employment patterns in 1980. Cl~arlv tnis is not a full 
profile of the available labor force, or even of all workers in the private 
sector. But it does provide an interesting point of comparison DY wnich to 
judge the success of larger employers (and all the goverrnneots reviewed in 
this study fall into t~at category). Tne advantage of using tn1s data 1s that 
it provides the necessary points of comparison of job category by race/sex and 
race/sex ov category. It uses some categories comparanle to tho~e used 10 
county and city government. This data is available for the nation, for eacn 
State :rnd for each S:MSA. Tnus, we nave national data, Missouri ctata and dat;i 
for the three SMSAs that are the locus of this study, Kansas City, St. Louis 
and C.O i umbia 

The proolem of now to use t~e avail;ible data 1s controversial. Tne U.S. 
Commission on Civil Rights, in its studies of employment patterns, has usually 
made comparisons on a race by category basis and showed disparities 10 tne 
relative utiliz;ition of toe various etnnic/~ex groups.3 Some writers nave 
complained that this approach ignores disparities in education and background 
between ethnic/sex groups tnat affect the ava1lao1l1ty of persons from 
particular ethnic/sex groups for highly technical jobs. While to some extent 
tnat is a factor, by using as a point of comparison tne proportions acnie,red 
by private sector employers, tnere is every reason to suppose that any 
employer could acl"Jieve similar results. Io tne past, public sector employers 
have protested that they were unable to match the private sector because of 
sharply lower payscales. To the present economic setting, tnis explanation 
for differences between public and private sector patterns can be discounted. 

Analysis of total employment and analysis of utilization 10 distinct job 
categories is, by nature, not susceptible to use of race by job category 
data. For tnis analysis 1t is necessary to use job category oy race formats. 
Nohody has ever suggested that these should be judged by toe test of strict 
eaualit:y (t:hat i5. for example, there snould be 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 
a\Ta1lab.le iaborforce. We nave no ready measure of 11a,ra1lability, 11 all persons 
aualified and willing to take a particular job. What we do have are the 
actual utilization patterns acn1eved in the private sector ny larger 
employers. It seems reasonable that public sector achievements should be 
comparable. 

Analysis of public sector employers raises some issues that can ne ignored 
in comparable private sector studies. In this country the notion of 
"represent:ation" at least suggests t:ne need for a representai:ive oureaucracy 
as well as a representative legislature. Some local governments have, in 
fact, used comparison to tne1r populations 10 analyzing tneir worl<forces.4 
Thus, without placing undo emphasis on it, the Advisory Committees note 
comparisons between population and worl<force. 

The Question as to the point at which a disparity becomes significant is 
largely aro1trary, altnough tnere are statistical rules wnich could oe 
applied. To simplify matters, while the Advisory Committee notes disparities 
at all levels, it classifies as "significant" disparities of 20 percent above 
or below the laborforce estimate. 

To calculate a recognizable measure, tne Ad\Tisory C.Ommitee estimated tne 
ntnnber of workers who would have to be added to the government workforce 
(assuming the total remained constant and only white males Left) to produce 

https://a\Ta1lab.le
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parity w1tn tne private sector To do tnis it divided tne difference 1n r:ne 
percentages•in the government and SMSA private sector data by the percentage 
eoual to one workers or 0.1, wnichever is larger. Tous, the usual concerns 
about fractions of workers needed for parity were avoided. 

To help 1Jndersta □ d utilization, we have used EE0-4 data to C8.lculate 
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 been no discussion of comparisons to 
data on the handicapped or older persons. While event11ally census data will 
be available on older workers, there is little data on the handicapped. Thus, 
toe Advisory Connnittee reports witnout comment tne utilization oy local 
government of handicapped or older workers. Similarly, local governments have 
nor: collected data on "Euroethnics" nor nave any of tne sources of laiJorforce 
estimates. Thus, consideration of these was impossible. 
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Notes 

L. B11re;:i1J of l.;l.r:ior Stat 1stics Geographic Pro fl Le of Bnp lovment and 
Unemployment, 1981 (December 1982 . 

2. Tom H~mmonct, Supervisor, Laoor MarKet Tnformation Unit, Missouri 
Department of f.Jlbor and Industrial Relations, undated letter to staff, 
received Jan. LY, 1983. 
3. U.S. O)mmission on Civ1l Rights, Soc1al Indicators of Eouality for 

Minorities and Women (August 1978) ~nd Unemployment and Underemployment Among 
BlacKs, Hispanics and Women (!'Pvember l 

4. See Kansas Advisory Committee to tne U.S. Commission on Civil Rights, • 
Bnployment of Administrators and Professionals by Kansas Municipal Governments 
(Maren 1982), p. 4 . 

• 
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III. BOONE COUNTY 

Boone Countv is Located in tne mid Missouri are::i of centra L Missouri. 1t 
surrounds the town of Columbia. The county comprises the ColUTilbia SMSA. In 

• 1980 tne countv had a population of 100,376 of wnom 9L.4 percent were whtte: 
6.4 percent, black; 0.2 percent, Indian; 1.1 percent, Asian; and 1.0 percent, 
Hispan1c.l 

Boone County stated tnat to supply tne information reauested by Advisory 
Committee staff "would reauire hours of staff time which we cannot, at 
present, afford." It went on to state that: 

We strive to be a dedicated eaual opportunity employer, but since second 
class co1mties 10 Missouri ,::ire not a11tnor1zed to nave a personnel 
official, our efforts are a great deal less structured than tne 
information sougnt seems to recognize. 

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

What was supplied were copies of the county's personnel manual, its 
affirmative action statement, anct its EE0-4 report. Tne following analysis is 
therefore limited to those documents and does not provide the detail available 
in other chapters of tnis study. 

The county employed 165 per<;ons. Summaries of its employment patterns are 
in Tables III-land III-2. Table III-3 compares the workforce to the area• lal)orforce. Overall, 50.9 percent of tne county worKforce w;:is wnite mal.e, a 
somewhat higher figure than the private sector. Black male workers were 6. l 
percent of tne worKforce, significantiy higher tnan the area laoorforce. 
White women were 41.2 percent of the workforce, somewhat lower tnan the area 
laborforce. Black women were 1.2 percent of tne worKforce, significantly
lower than the area laborforce. However, the county's workforce did 
approximate tne proportions of minorities in the population, except for Asi:rns 
and Hispanics where the difference was slight. To match the area laborforce, 
tne county would nave to employ four additional bl;:ick women :-ind three 
additional wnite women, and one Asian (either male or female).3 

The data on new hires indicates tnat the county is moving in the right 
direction. Its proportions of white and blacK women new nires exceed tnat in 
the existing workforce, as does the proportion of 01acK male new nires.4 

The data show that the county utilized fewer black men or olacK women as 
administrators tnan were in tne area 1aoorforce. But tney utilized more ol:-icK 
men and more white women as professionals than were in the area laborforce 
wn1le utilizing fewer wnite men or olack women. Tney utilized more black men 
and fewer black women and white men as office clericals than the 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 
sign1fic;rnt improvements in tne categories 1,mere there was relative 
undeniti l ization. 5 

On Maren 3, 1978 tne county adopted an affirmative action resolution and 
plan. In the resolution tne county stated it "desires to be known as an equal 
opportunity employer c1nd a participant in affirmative action. 116 Tne plan 
pronibits discrimination based on race, color, creed, age, sex, national 
origin and handicap. However, the pronihit1on of discrimination against t11e 
handicapped is Limited to "aui:ilified nandicapped persons. 117 In tne plan, 
the county states it will: 
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Table 111-1 

Totol 

OJ'fi c lu IsfAJ111l n lstrutors 
11N11 Uow 5 
\ Co lunm 3.0 
\ ltow 

MALE 

White 

4 
4.8 

80,0 

(Unck 

l'lorkforce of Boone County -

Asinn/ Atu. Ind./ 
lllspnnic Pac.Isl. Al.Nat. 

1981 

Whito 

l 
1. 5 

20.0 

• FEMAI.I~ 

Black llis~onic 
Asian/ 
Puc. hl. 

Am.Ind./ 
Al.Not. 

Profoss lonals 
11 N11 Row 
\ Column 
t llow 

8 
4.9 

4 
4.8 

50.0 

1 
10.0 
12.5 

3 
4.4 

37.5 
'fcchniclons 

11 N11 now 
t Coluuu, 
\ ltow 

1 
0.6 

1 
1.5 

100.0 
l'rotective Service 

11 N11 llow 52 
\ Column 31.5 
\ Ito,., 

39 
46.4 
75.0 

4 
40.0 

7.7 

9 
13.2 
17.3 

Parn-rrofossJonuls 
''N'' ltow 

\ Column 
\ now 

3 
1.8 

3 
3.6 

100.0 

,1 
II> 

Office/Clcri£nl 
"N'' ltow 
\ Column 
'.; now 

60 
36.4 

2 
2.4 
3.3 

1 
10.0 
1.7 

54 
79.4 
90.0 

2 
100.0 

3.3 

1 
100.0 

I. 7 
Skilled Craft 

11 N11 Row 
t Column 
\ Ro\'/ 

Service/Maintenance 
11N11 Row 36 
\ Column 21.8 
\ Row 

32 
38.1 
88.9 

4 
40.0 
11.1 

TOTAL 
% 

165 84 
50.9 

10 
6. 1 

68 
41.2 

2 
1. 2 

1 
0.6 

Source: Oatu supplied hy Boone County on file at CSRO. 
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UtDU! 111-.l 
New Hires-Boone County-1981 

MAl,IC-
Auiun/ Am. J.nJ. / Au:11111/ Am.Jud. 

'l'otnl. Whilt\ 111.ucl<. llfopuu:lc l 1nc. lnl. Al. Nut. Wh ltu lllnck IUepun:lc Puc. Iul. Al. Nut. ------ -- ---------·------- •• ·----------·- -•·-- --- ------------------------
O(f Jc 111111/ Adm Ju lut i:-11tm·u 
N11111lwr -------- 3-- 2 

1 

X llow 66. 7 33.3 

Profcsulonala 
N11111hcr 4 1 1 2 

X now 25.0 25.0 50.0 

'l'cclmicicme 
Number 

? Row 

Protcct:lvc Service 
Numhcl· 30 21 5 3 1 

I ltow 70.0 16.7 10.0 3.3 

Purn-Profcueionule 
Number 8 8 

10.0 
I Row 

Office/Clerical 
18Number 18 

100. 0 
~ Row 

~killed Craft 
Number 

X ltow 

Service/Maintenance 
Number 8 6 2 

% Row 75.0 25.0 

TO'fAT. 
Number 71 30 8 32 1 

% Row 42.3 11.3 45.1 1.4 
Source: EE0-4 supplied by Boone County, 1981. 
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Table III - 3 

'L'otul 
~ \Jorkforcc/ 
z Row 
I L,11horforc,i / 
Z Row 

Whitu 

50.9 

48.6 

►thr.t~ 

tlluck 

6.1 

3.3 

l'ercent Workforce/Percent Laborforce Compared 

Ao Jun/ Am. Iml:/ 
Al. Nut. Whitolliu1•.1~nic Puc.Jal. 

41.2 

0.3 0.4 0.2 43.0 

-- Boone County -
l•'I~~ 

Hlock ll1sp11nic 

1.2 

3.7 0.2 

1981 

AuJnn/ 
Puc.Iul. 

0.4 

Am.1111I. 
i\l,Nnt. 

0,6 

0.1 

AtluUnlst rotors 
% Workforcu/ 
% l(ow 
:t Lahorforce/ 
i. ltow 

80 . 0 

76.6 1.3 0 . 5 0.3 0.3 

20.0 

19.7 1.2 o.o 0 . 1 0.2 

Professionals 
1. Workforce/ 
X Row 

'% I.uborforce/ 
::t Row 

50 . 0 

64 . 4 

12 . 5 

0.9 0.1 0.1 0.1 

37.5 

33.1 1.1 0.0 0.1 o.o 

fcclm lcinnu 
Z Workforc<~ / 
z ltow 

7. l.al>orforce/ 
% Row 

63 . 1 2.2 o.o o.o o.o 

100 . 0 

30.5 3.9 o.o 0 , 3 
--1 

o.O 0 

Of flee/ Clerical 

i. Workforce/ 
% Row 
¾ Lal>orforce/ 
X Row 

3.3 

9.3 

1. 7 

0.6 0 . 2 • 0.1 

90.0 

83.9 

3.3 

5.2 0.6 0 . 2 

1.7 

o.o 

Setvice/Haintenance 
% Workforce/ 
i. Row 
% 1.aborforce/ 
i. 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. 

EEOC, 1980 Re~ort: Job Patterns for Minorities and Women in Private Industrl 1 1980, p. II - 399. 
• I.ess than 0.05 percent 
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--advise the State employment services, employment agencies specializing 
in m1noritv services, secondary scnools and colleges tnat 1t does oat 
discriminate; 
--otner sources will 11e in fo rmed as they ;..Jre developed ; 
--it will maintain Liaison witn all tne above; 
--ensure tnat ads rncluded tne eaual opportunity employer logo: 
--not discriminate in considering persons for employment ; 
--ensure its employment fonn complies witn tne law; 
--ensure its screening procedures are "in conformance with applicable laws 
and acceptable personnel practice;" 
--not discriminate in promotions, transfers, training, or benefits and • 
compensation.8 

There are no goal s and timetables. Tnere is no indicat1on tnat any of tnese 
corrnnitments have heen implemented, for example validation of testing and 
screening procedures. Tne application for employment form provided t o the 
Advisory Corrnnittee shows questions on handicap that may not be 
permissible. 9 Lacking a personnel officer, it 1s hard to Know now tne 
corrnnitments, much less the requirements of the law regarding 
noodiscrimin;:ici.on, could l)e implemented. It snould De noted tnat ernplovers 
with similarly small numbers of workers (the county had 165) do have personnel 
officers and nave de,reloped complete affirmative action plans co meet OFCCP 
reauirements. It is hard to understand why the county nas not been able to do 
tne same. No inform::it ion w;.is provided on 1:ne personne L practices of tne 
county police . 

• 

• 

https://noodiscrimin;:ici.on
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Notes 

L. Bure3u of tne Census, 1980 Census of Popul::it1on and Housing (PHC80-V- 27 ), 
Table 1. Hispanics are also counted in a racial group :ind the proportion of• person s categorized a s "otner" nas l')een omitted. 

2. William M. Frech, Presiding Judge, Boone County Court, letter to staff, 
Aug. ll, 1982 . 
3. See TaDle III-3. 
4. See Tanle TII- 2. 
5. See Table III-3. 
6. Resolution on an affirmative action pl::in for tne C0unty of Boone, 

Missouri, Ma r. 3, 1978. 
7. Afi1rma t111e Action Pla n for tne County of Boone, M1ssour1, ivlar. 3 , 1978. 
8. Ibid. 
9. See CCH, Bnployment Practices Reporter, pa ra. 422 . 

.. 
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IV. JAC(SON COUNTY 

Jackson Count.v 1s one of six first. class counti.es i.n the State. It 
i.ncludes tne cities of IndP,pendence and K;:insas Citv.l It is located on che 
western edge of the State, somewhat north of center. The county had a 
pop11Lat1on of 629,180 10 1980 of wnom 77.6 percent were whit.e; 20.0 percent 
black; 0.4 percent., Indian; 0.7 percent, Asian; l.3 percent, other; 2.6 
percent, H1spanic.2 

Util1z;:ition of black workers in tne l,564 person county workforce 1s in 
excess of tne county population (altnough it would not taKe too many 
reductions in utili.zation to alter that pattern).3 Utilization of H1spanic9 
is sign1fic;:intly lower and that of other groups nonexistent. Summary profiles 
ot trie county's worKforce appear 10 Taole IV-1 ,rnd IV-2.4 

The utilization rates 1n the workforce and area laborforce are shown in 
Tal}le IV-3. By and iarge tne util1zat.1on of minority worKers exceecled 
utilization in the area laborforce over;:ill and in actrninist.rati.ve, professional 
and tecnnica L Joos, wni le white men were ut i.1 i.zed somewhat less. Wnlte 
women's shares of administrative but not professional or technician jobs were 
l;irger th;:in 10 t.he lar:,orforce. In clerical jobs wni te women were uti 1 i.zed 
somewhat less than the Laborforce, as were white men. Black men were utilized 
somewnat more than 1n t.he laborforce.5 JacKson Co,1ntv also provided data 
compressing all officials, administrators and professionals into one category 
but excluding court personnel who are included in t.neir EE0- 4 report.. Tn1s 
showed that for these two categories, utilization of black workers in the 
workforce was signif1cantl¥ higner t.han int.he laoorforce and utilizat.100 of 
white women worKers was significantly Lower.6 

Black and white women workers in the administrative, professional, 
technical, protect11re SP,r11ice, par;.,profess1onal jorJs were a smaller proportion 
of all workers from ttieir group than were White men. But olack men were a 
l;;i.rger proportion in administrative, professrnnal, tecnnical, protective
service, paraprofessional and clerical jobs. It should be noted, however, 
t.nat generally even olacK and whi.te women worKers 10 partio1lar c;:itegor1es 
were a larger proportion of the county workforce fro1n tneir group than tney 
were in the ;:irea laborforce.7 

Overall, proportionately more olack and wriite men were nired tn;:in were 10 
the existing workforce. The proportion of wnite women hired was comparable to 
tnat in tne worKforce. But the proportion of new hires t.o tot.al employment 
was lower for or.her groups. Only one admini.strat.or was hired. But the 
proportion of newly n1red white male professi.onals far exceeded tne1r snare of 
tne existing group of professional workers while new hires for other groups 
WP,re tar Less tnan tn~1 r share of t.ne existing wor1<force. Tne same \\'8.S true 
for t.echnici::ins. It was not tr11e for protective service or service worKers. 8 

Data on median sal;:iry by job category was provided. These snow t.hat black 
male administrr1tors had median salaries considerahly below wh1tP- males rtnd 
even white and black female administrators had salaries well below that of 
white males. Blr1cK male and female professionals had median sal.qries oelow 
that of white male or female professionals. Both white and black female 
tecnnicans nad median salaries below tnat of wnite and black m;:ile 
technicians. BlacK male, white female and black female protective service 
workers nad median salaries nelow tnr1t of wnite male worKers in tnis 
cat~gory. There was no disp;:irity in median salary for clerical, skilled 
cratt.s or servi.ce worKers.9 Datri ;:issembled bv tne co11ntv personnel office 
snow the disparities in s:iL::iries even more dr::imaticallv.10 Tnere were 511-
white males with salaries above $24,901 but only four minority male and one 
minority female with such sal;iries ,:ind only nine wnne females . Lt The 
apparent explanation for tnese statistics is the disparity in seniority. Most 
minorities nave less tn ,rn five years of tenure. None nas more thc!n 10. 

https://dr::imaticallv.10
https://servi.ce
https://admini.strat.or
https://actrninist.rati.ve
https://counti.es
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Table IV-I 

Workforce of Jackson County - 1981 

Totnl White 
MAU~ 

lllnck llisp:mic 
,\siun/ 
Pac. Isl. 

J\m.lnJ./ 
Al.Nat. Whito 

PEMALE 
!Huck iUs~anic 

J\siuu/ 
Puc. Isl. 

J\1n. In<I. / 
Al ,Nut. 

OfficialslAdministrntors 
"N" llow 87 
\ Column 5.6 
\ now 

54 
8.5 

62.1 

3 
1. 9 
3.5 

25 
4.7 

28.7 

5 
2.3 
5.8 

Profess ionols 
"N" now 
\ Column 
\ Row 

232 
14.8 

105 
16.6 • 
43.3 

38 
24.1 
16.4 

I 
16.7 
0.4 

62 
11.7 
26.7 

26 
11.7 
11.2 

Technicians 
71N11 Row 

\ Column 
\ Row 

149 
9.5 

67 
10.6 
45.0 

17 
10.8 
11.4 

1 
33.3 
0.7 

48 
9.0 

32.2 

16 
7.2 

10.7 

Protective Service 
11 N" llow 222 
\ Column 14.2 
\ Row 

130 
20.5 
58.6 

39 
24.7 
17.6 

I 
16.7 
0.5 

2 
66.7 
0.9 

30 
5.7 

13.5 

19 
8.6 
8.6 

I 
16.7 
0.5 

Para-Professionals 
11 N11 !low 39 

2.5\ Column 
\ Row 

15 
2. 4 

38.5 

4 
2.5 

10.3 

10 
1. 9 

25.6 

10 
4.5 

25.6 

.... 
0 
II> 

Office/Clerical 
"N" Row 
\ Column 
\ Row 

600 
38.4 

89 
14. 0 
14.8 

28 
17.7 
4.7 

I 
33.3 
0. 2 

1 
33,3 
0.2 

34 
65.2 
57.7 

129 
58.1 
21.5 

5 
83.3 
0.8 

1 
100.0 

0.2 
Skilled Craft 

"N" Row 
\ Column 
\ Row 

78 
5.0 

71 
11. 2 
91.0 

7 
4.4 
9.0 

Service/Maintenance 
"N" Row 157
\ Column 10.0
\ Row 

TOTAL 1564
\ 

104 
16.J 
65.6 

634 
40.5 

22 
13.9 
14 .o 
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 

531 
34.0 

17 
7.7 

10. 8 

222 
14.2 

6 
0.4 

1 
0. 1 

Source: Data supplied hy Jackson County, on file at f..SRO. 
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'fable IV - 1. 

New Hires- Jackoon County - 1981 
MAI.~ l•'HMAl,1~ 

Aoion/ Am.Ind./ Aefon/ Jun.Ind. 
'l'otal White Hluck lliopmdc l'uc. Jul. Al.Not. White lllack IUopnnic Pac. Isl. Al.Nnt. 

Offlcl11lN/Ad111luiatrators 
N111ulier l 1 

X llow 100.0 

Pto(t!ssionala 
Number 16 10 1 3 2 

X Row 62.5 6.3 18.8 12.5 

Technicians 
Number 15 11 1 3 

X Row 73.3 6.7 20.0 

Protective Service 
Number 179 84 51 26 18 

% Row 46. 9 28.5 14.5 10.1 

Para-Professionals ..... 
0 
O'Number 

X Row 

Office/Clerical 
Number 229 31 8 150 38 2 

% Row 13.5 3.5 65.5 16.6 8.7 

Skilled Craft 
Number 

% Row 

Service/Maintenance 
Number 178 138 9 1 28 2 

% Row 17. 5 5.1 0.6 15. 7 1.1 

TOTAL 
Numbe1· 618 275 70 1 210 60 2 

% Row 44.5 11.3 0,2 34.0 9.7 0,3 
Source: EE0-4 supplied by Jackson County, 1981. 

- . . --
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Table IV-3 

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

FBMALEHALE Asinn/ Ain. Ind.Asinn/. Aln. Ind./ 
Al.Nat. White Black Hispanic Pac.Isl. Al.Nat.

White Black llispunic Pnc. Isl. . 
Total 
X Workforce/ 
X Row 40.5 10.l 0.4 0.2 0.2 34 . 0 14.2 0.4 0 . 1 
% Lnborforce/ 
l: ~w 50.2 6.2 1.4 0.4 0 . 3 33 . 8 6.2 0.9 0.4 0.2 
Administrators 
X Workforce/ 
% Row 62.1 3.5 28.7 5.8 
•% Laborforce/ 
% Row 75.3 2.7 0.8 0.3 0.5 18.7 1.4 0.3 0.1 0,1 
Professionals 
X Workforce/ 
X Row 43.3 16,4 0.4 26 . 7 11 . 2 
% Laborforce/ 
% Row 54 . 4 1.5 0.5 1.0 0.2 38,4 2.7 0.4 0,8 0.1 
l'echnicians 
X Workforce/ 
% Row 45.0 11.4 00.7 32.2 10. 7 

~ 

n% Laborforce/ 
% Row 50 . 4 3.7 0 . 8 0.6 0.2 34.7 8,2 0.7 0.5 0.2 
Offic~/Clerical 
·% Workforce/ 
% Row 14.8 4 . 7 0 . 2 0.2 57.7 21.5 0.8 0.2 
% Labor force/ 
4 Row 13. 7 2 . 0 0.4 0.1 0.1 71.7 9.5 1.9 0.4 0.3 

Skilled Crafts .. 
% Workforce 
% Row 91.0 9.0 
·% Laborforce/ 
% Row 81.1 6.2 2.2 o. 2 o.6 7.3 1.8 0.3 0 . 1 0.2 

Service/Maintenance 
% Workforce/ 
X Row 65 . 6 14 .o 2,6 0.6 6.4 10.8 
% Laborforce/ 
% Row 31.8 12.6 1.8 0.9 0.3 34.l 15.3. 1. 7 0.7 0.2 

Sources: EE0-4 for Jackson County - 1981 
EEOC, 1280 Bel!Qtti .IQb eattetoa f2r MJoQrit!eo nnd Women in Private lndustr:t 1 1980, p. II - 143. 
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Over':l.ll, nearly a auarter of county employees earning $LSl,901 and more hi:!ve 10 
years or more of tenure and half or more have more than five years of tenure. 
BP-tween one-ttnrd and 40 percent of minorities nave between 5-9 yecirs of 
tenure.12 Commenting on tne disparines in Si:!lary, Jc1cKson Collnty's 
personnel director stated: 

Our salarv policies are designed to ~1ss11re that no race or sex 
discrimination is possible. 

Our point-factor comparison system (similar to tne well known Hay svstem) 
has 22 grades. All merit positions fall within those 22 grades regardless 
of tne worK perfonned and regardless of wnetner those jobs are 
traditionally occupied by members of a particular race or sex. 

National st-¾tistics snow tnere 1s considerably more turnover in tne 
clerical, service worKer category than the professional, administrative. 
The situation a L:;o exists in Jackson County. This suhstantiates our 
position regarding tne effect of tenure on salaries.13 

Prior to November 1982, the county operated under an affirmative action 
plan ad0pted 10 August 1~75. In November 1982, tne thP.n county exec1Jtive 
issued a new executive order establishing a new affirmative action plan that 
will nereafter be 10 effect.14 Tne 1975 plan covered black, Asian, Indian, 
Hispanic, all women, handicapped, veterans, welfare recipients, the employable 
menrnlly reurd~d, ex-otfenders and older persons.15 It provided for an 
affirmative action taskforce that would establisn goals based on Jackson 
County str.1t1st1cs, report compliance deficiencies and goal accompl ish1nent to 
the affirmative action officer and monitor implementation of the plan. The 
taskforce was to incl11de a range of employeesl supervis0rs and representatives 
of botn tne countv Legisl ;:u:ure and executive. 6 

111e 1975 plan called for specific actions in recruitment, selection and 
tr:11n1ng. It reauired tnat: 

--recrunmem: oe directed tnw;:ird tne d1sadvantaged using pri11ate 
employment agencies, the State employment service, minority groups and 
scnool::;; 
--existing employees he encouraged to refer minon tY group applic,rnts; 
--liaison be established with such groups by tne recruiting staff; 
--jons be structured to provide balance between promotional and open;,i 

competitive positions at all levels; 
--tests be sunjected to reliaoility and val1aation analysis : 
--interviews be structured based on clearly defined job tasks; 
--career ladders be established; 
--training r:ie pr01T1ded to the maximum extent possinle to ensure employee 
development; 
--data on employment be maintained and reported semiannua lly.17 

As a practical matter, the plan contains so few specifics that it would be 
dif i1cu Lt to ev;:;i luate r.1ny progress that might nR-ve neen made p11rs11ant to 
it. 18 

On Novernher 30, L982 the new ;:;ifflrmative 8Ction plan took effect witn tne 
issuance of Executive Order No. 93. 111e scope of the order is identical witn 
t"at of LY7S, as is tne goal of matcn1ng the .Jacl(son County lanorforce . 
Again, an affinnative action taskforce with diverse membership is given 
coordinative respons1oil1ty.19 Tne casktorce 1s to arrange wit~ cne 
individual agencies that have appointing authority in county government to 
develop tne1r own affirmative c1ct1on plans ;:i.nd mon1tor implementation ot triose 
plans. An affirmative action officer is to monitor efforts and help witn 

https://respons1oil1ty.19
https://persons.15
https://effect.14
https://salaries.13
https://tenure.12
https://Over':l.ll
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remedial action. An affinnative action program director is to focus on 
personnel administration problems to e liminate sources of Dias and provide 
appropriate data. ~~nagers or otners witn appointing autn.ority are to help 
the taskforce develop plans tor tneir agenc1es, set an ex::imple of good 
employment practices, and maintain the records that would be necessary to 
monitor compl1ance with pl::ins and acnievement of goals.20 Tnis plan has 
even fewer specifics than its predecessor. Jackson County commented: 

Our current aff1nnative c1 ction plan was not as detailed as tne 1975 
version because certain Ordinances passed in 1977 provided the guideline 
for personnel practices and ::idministration to provide that work. Furtner, 
Executive Order #93 was a statement of moral cormnitment; no enabling 
legislation 1s mand::iting our position.21 

Executive Order Nl. 86 of Dec. 28, l977 includes a rule on applications and 
exannnations of appllc::i.nts. This reau1red the personnel director to 
periodically review examinations to determine whether: 

l. Tne examinations me::i s11re tne sKills and aoilities directly related to 
the positions for which they are given. 
2. The tests are reli anle and valid as determined oy v;.ilidation tecnniaues 
accepted witnin the profession of personnel administration. 
3. Tnere ::ire availaole alternative pre-selection tecnniaues . 
4. lhe testing procedures follow guidelines established by the IU.S. l 
Eauc11 Employment Oµpor(IJnlty Commission.2 2 

The evidence provided by Jackson County, summarized below, indicates this rule 
was not e ffect,1!:ited. Absent tnese efforts, Rule 9 oi Executive Order No. 86, 
which reauires that selection be based "on criteria wnicn predict performance 
in ::i pos1tion or measure aoility, Knowledge or skills necess::i ry for tne 
position or c lass for wnicn tne applicant is oe1ng cons idered11 23 cannot nave 
been enforced. Ordinance No. 552 of Dec. 12, 1977 reauired that appointing 
aucnont1es f urnish information to the Director of Personnel so that the 
director could detennine whether there was an underutilization problem and 
suggest corrective act1on. 24 The ordinance states that "corrective acnon 
will oe t aKen immectiately .... 11 25 

The Director of Personnel told staff tn;.it several metnods are used to 
implement the countywide plan as embodied in the various ordinances. Each 
department nas an affinnative action plan tnat was fr::imed prior to 1982 DY tne 
county affirmative action taskforce and is now framed by tne taskforce and the 
deoartment ne;:id togetner. Th1s inc.L11des numeric ooiect1ves, an an::i lysis of 
recruitment sources and methods to be utilized and special efforts (such as 
summer internsnips) to he used to increase the utilization of minr)rities and 
women in the department. After the plan takes effect, the county taskforce 
reauests rtc1ta on accompl1shments three months and s1x montns later In these 
reauests, using a standardized form, the taskforce asks the numbers of hires, 
promotions, separations, vacancies . It asKs wn:;it sources were used for 
recruitment and with what success. It also asks aoout cnanges in the joD 
prereauisites and selection proced11res, efforts co disseminate tne pl~n and 
efforts to orient supervisors to affirmative action. There is no analyses of 
tn1s datai6 

JacKson Co11nty nas a residence reaui rement for employees (al though wa 1"ers 
can be obtained on an annual basis). Conseauently, although it recruits from 
tnrougnout tne metropolitan area, most efforts are concentrated in Jackson 
Countv.27 It posts not1ces of Jobs on dDout 75 county bulletin boards and 
mails notices to a similar nLUTiber of connnunity agencies within the 
couotv- - inc111d1ng minority employment agencies, renarn 11 tat ion and nancticapped 
organizations, women's groups, special interest groups, community centers :rnd 
any ntner group tnat expresses an interest in receiving them and wnicn can 

https://Countv.27
https://Commission.22
https://position.21
https://goals.20
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potentially provide aualified appllcants.28 In addition, tne co1mtv 
reported advertising in the Kansas City Star/Times, Kansas City Call, Dos 
t-tundos and sometimes 1n v,H1ous suburr:>an papers, professional Jou ma Ls, 
Chicago area papers and the Wall Street Journal.29 

Recruitment is tne responsibility of a personnel analyst. Most efforts 
have been d1 rected at local colleges. Pa rt icu lar effort has heen foc11seo on 
UMKC law school because the county has been unsuccessful in recruiting 

.. minority Liwyers, although it nas made offers to several. Tnis, tne county 
attnt)uted to its low pay sc.qle.30 

Efforts to validate tne selection process n;:i.ve neen limited. Tne co1mty 
was ultimately unsuccessful in obtaining a Federal grant to employ a 
psycnometrician to conduct validation studies. Although a psychologist wlth 
validation training was oriefly employed, he left county service before 
cond11cting any validation studies and nas not been replaced hecause a p~rson 
with the reauisite skills cannot be found. However, job-specific job 
descr1ptions for all merit positions have been established and tne county 1s 
currently developing formal career laddP.rs.31 Tlie c0unty reportBd no other 
efforts, such as standardization of interview questions or training for 
supervisorv personnel on interview tecnniaues. Tnis might oe 1mporc;:1nc since 
all but two of 20 directors and managers are white (tne two are the personnel 
director and CETA manager) and l3 are wn1te male.32 

The county provided specific data on 183 administrators and professionals 
witnin eacn county department under tne control of tne county executive. 
These showed that 66.7 percent of such persons were wnite males, 5.5 percent 
were blacK inales, 2L.3 percent were wnite females and 6.0 percent were rilacK 
females. It also noted that 37.2 percent were workers 40-70 and 1.1 percent 
were nancticapped.33 Tne proportion of blacK males, white females and nlacK 
females was considerably lower than for all administrators and professionals 
reported in tne county's EE0-4 tnat includes otner agencies, prirnarily court 
officers. Utilization of black males is concentrated in five of the 14 
agencies listed. Only in cwo of these, planning and zornng and correct1ons, 
are the proportions substantially greater tnan the countywide average. \~hite 
women a re represented in a Li out four agencies. Jr, one the proportion l '- iess 
tnan tne countyw1de proportion.34 Tne county insists cns1t inclusion of 
techmcal worKers is necessary to get a true picture of 11tilization.35 But 
there are no apparent differences of any great magnitude. The proportion of 
black males and females are somewhat Larger, tne proportion of wn1te females 
and older workers are somewhat smaller. ']l,e proportion of older worKers is 
also somewnat smaller. Nor does the pattern for particular dgencies "ary. 
The new numbers add only seven black males, 17 white females, eight hlacK 
females and a few otner rrnnonties. Only six county admini~trat1ve or 
professional positions were "soft money" slots funded by Federal or State 
go11ernment. Bue four of tnese were neld l')y hLaci< worKers :rnd one W':IS ne ld i)y 
a wn1te temale.36 Tnis seems disproportionate. 

In general, promotion is encouraged to higher positions rather toan direct 
entry. Bnptoyees are notified oy postings and encouraged to apply for ~1gner 
positions.37 But tnere is no indication tnat any of tne potential oarriers 
tnat might adversely affect minorities and women have been addressed by the 
county. Tne county provided data on 21 promotions to professional or 

• administrative positions that had occurred since August 1, 1981. None of 
tnese were minoncy, seven ,,..,ere white women, none was nandicappect, one was a 
person aged 40-70.38 It also provided data on LL appointments to cecnnical 
positions that had occurred since August 1981. Five were white female, one 
was a blacK female. 39 In short, tnere 1s no indication of s11hst;.inual 
movement of minorities to higher positions and little indication that white 
women dre moving up. T:-ie cou11ty reported it nas r':lrely 11t1lized 
nonco,npetitivP. aopointments for promoti.ons.40 It furt.,er noced "Tne Jrita 

https://promoti.ons.40
https://40-70.38
https://positions.37
https://temale.36
https://11tilization.35
https://proportion.34
https://nancticapped.33
https://laddP.rs.31
https://sc.qle.30
https://Journal.29
https://appllcants.28
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reflect an empnasis we have placed during the past year on increasing the 
n11mner of fema Les i n n 1gher pay ing pos lt ions. 114 l 

In short, whatever successes the county has had in obtaining minority and 
whne female worKers a t l')etter jons ;_ire c lea rly not tne result of ::i ri go rous 
examination of the selection process to eliminate potential sources of 
d1 ~cr un1riat1on or el1minate to cne e f fect of act11al promotion ur::ictlCP,S. 
Although there may be departmental plans and reports, the county has yet to 
evaluate tnesP.. For tn1s reason tne1r t!ffect1ve11ess i. s open to auest1on . 
Tnis would need expert assistance that is currently unavailable to the county 
personnel depa rtment. Tne D1rector of Personnel of JacK son Co unty commentt!d 
tnat: 

we see K to 1nstttute n1ring pr::ictices cnat rP, flec c f :nrness co r.1 1 l. 
Therefore, our efforts will continue to be directed toward improvement in 
all :-irea -3 of employment practices. \'le a re stlll seeK1ng f1m ct 10g for 
psychometric expertise (this position was cut from the Personnel 
Department 's 1983 bur1get). \Ile intend to get copies ... lof !:l fr1nnat11re 
action plans prepared by employers with a repute of being particularly 
successful in promoting affirmative ~ctionJ. Hopefull y, in f orrnat10n 
contained therein will assist us in our continued effort to assure that 
.J::icKson County government 1s bi8::; free 1n everv c1spect oi empwyment 
pract1ce. 42 

• 



• 
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Notes 

l. EE0-4 c:l;:ita 1nclu,ies all JacKsoo Co1Jntv employees out evaluanon of 
county's affirmative action is only for tne Executive Branch. 

2. B1Jre;;iu of tne Census, 1980 Census of Population and Housing (PHC80-V-27), 
Table l. Hispanics are also counted 1n a racial group.

3. ])::i.U ,11pp lied ny Jac1<son County on fl Le rn CSRO. 
4. The Director of Personnel of Jackson County commented that recent 

st~tist1cs collected ov ner department show tnat as of Feb. 18, 1983, 2.3 
percent of executive branch employees are Hispanic. She noted that this was 
essent1ally similar to tne p~oportion in the po~1lation.(Saodra L. White, 
Director of Personnel, Jackson County, letter to staff, Mar. 16, 1983 
(nereafter cited as Jackson County Comment Letter '1.) Tnis represents a 
substantial increase from 1981 when the proportion was 0.8 percent. 

5. See Tani~ IV-3. J;:ickson Countv commented: 

not only is Jackson County generally comparable to private industry, but 
in some categories, Sllrpasses tne private -:;ector 10 its n1r10~ pr:.J.ctices. 
We feel these kinds of comparisons should also be made if the private 
sector data 1s going to oe 1Jsea. (JacKson County Comment Letter) 

Such an analysis would show that black males were represented at Levels 
signif1cantly aoove tne Labortorce in tne worKiorce as~ whole and 1n all JOO 

categories except service/maintenance workers. Wnite women were represented 
at LP.vels s1gn1iicantly aoove tne laborforce levels 1n admi.n1str:-it1ve JOOS • 

Black women were represented at levels significantly above the laborforce 
levels tne worKforce as d wnole and to admin1strat1ve, profess1oniil, tecnnica L 
and office/clerical worker job categories. 

6. Data rn Jac1<5on County Comment Letter. 
7. See Table IV-3 and EEOC, 1980 Report, Job Patterns for Minorities and 

Women 1n Privace Industrv, L~80, p. II-14,). 
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 (nere:;ifter cited ;:is JacKson County Letter). 
11. Ibid., Ex:hibi t 6. 
12. Inid., Ex:niolt 7. 
13. Jnckson Countv Comment Letter. Tne Advisory Committee ;:igrees tn;:it 
seniority appears to be responsible for most of the salary disparity. That is 
precisely tne problem. Tne co1Jnty n;:is not considered tne a1Jestion of w11at the 
salaries of their minority or white female employees would have been or what 
posit1ons tney might nave neld, ansent tne discriminatory practices of tne 
past. 
14 . In1d., Ex:n1bit 3. 
15. Ibid., Exhibit 2. 
16. Inid. 
17. In1d., Ex:n1r:iit 2. 
18. Tne JacK5on (',ounty director of personnel crnmnented: 

Your comments regarding our recent affirmative action plan are, in my 
opinion, nnsLeading. Your posture 1s that there is the possioiLlty of 
ineffectiveness. However, the Executive Order #22 was passed in 1975: 
less tnan 10 years later our worK force popul1tion has chRnged 
dramatically. 
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We supplied data showing that no minorities have tenure past 10 yecirs, yet 
out minority population 1s iust le5s th:-HJ 30 percent. This is for higner 
than the census data which you provided in your report. It seems fair 1 v 
0Dv1ot1s that a great deciL of progress nas oeen made 1n tne past eight 

19. 
20. 
21.• 
22. 
23. 
24. 
25. 
26. 
Mar. 
27. 
28. 
29. 
30. 
31. 
32. 
33. 
34. 
35. 
36. 
37.• 38. 
39. 
40. 
4l. 
42. 
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V. ST. LOUIS COUNTY 

St. Louis County completelv s11rrounds tne City of St. Loins on tne west 
bank of the Mississippi River. It is one of six first class counties in the 
State. It is a p::irt oc tne nine county St. Lo11is S}.1.SA tn::it rncLudes pornons 
of both Missouri and Illinois. The extent of residential segregation 10 the 
county was docu111ented oy the Missouri Advisory Conuni ttee in :=i 1982 report. l 
In 1980 the county nad a population of 974,815 of whom 87.5 percent were 
white; LL.3 percent, black'. 0.1 percent, Indian; 0.8 percent, As1dn; 0.Y 
percent, H1spao1c.Z 

In L981, 81.7 percent of tne county worKforce of 4,035 persons was whit~; 
17.0 percent, black; 0.5 percent, Hispanic; 0.8 percent, Asian; 0.2 percent,
Indian.3 In snort, tne county's util1z::ition of workers from minority groups 
generally exceeded its population. 

Tanle V-1 compresses tne data on tne county's worKf0rce.(Table V- 2 nas 
been omitted because EEO-4 data was not provided on new hires. The county 
prov1ded comparable data for three years tnat 1s referenced bel0w.) Tanle V-3 
compares tne 11til1.za non rates of tne workforce and dre::i lanorforce.4 For 
the most part minorities and women were utilized at rates less than their 
white male counterparts except in trc1ditional occupattoos for women s1Jcn ;.is 
office/clericals and paraprofessionals. Minorities were represented at rates 
larger tnan those of wnite males in protective services and service worker 
jobs. The county utilized overall a smaller proportion of black men, Hispanic 
men, Inu1c1n men, wn1te women, :=ind Hispanic "'7omen tnao were 11t i l izert in tne 
pn11ate se-:tor.5 To replicate tne prtvate sector tnere -...;011LJ need to oe 36 
more white women than there are in the county's workforce, five more blacK 
males, tnree more Hispan1c 1nales, two more Hispanic females. St. Lou1s Courn:y 
COTTilllented that " ... the Committee failed to note that 47 percent of the 
personnel 10 tne professional category are women compared to tne natrnn;.:iL and 
Missouri rate of 37 personnel. N:Jr did the Committee point out that the 
replication model correct10ns constitute Less tnan one percent of tn~ 
worKforce (46 people). 116 In administrative jobs tne proportions of 11LacK 
workers (male and female) matched the area laborforce. But the proportion of 
wnite females 1-.,as cons1deraoly Less tn::in tne ::irea l;:ihorforce. To profess1onc1l 
joos the proportions of black workers (male and female) and wn1te female 
worKers ,-.,ere greater in tne county worKforce tnan 10 the area l-'lborforce. In 
technical jobs the proportions of black males, Hispanic females and Asian 
females w~re comparable to tnose 1n the area l::ioorforce rmt tne proportions of 
white ::inci olack females were less than 10 the area l;:inorforce. 7 The 
national laborforce rates for black administrators and professionals were 
lower th::in tne area rates. The rates for Hispanic adm1n1strators or 
profession::ils were higher.

Tne co•mtv provided data on current utilization of minorities ;:ind women ::is 
administrators or professionals in each county agency. It was not able to 
provide data on older workers or hand1cr1pped worKers without extensi.ve 
research. The data available show discrepancies in the utilization rates of 
tne principal agencies. The overall utilization rate for bl::icK males 1s 4.4 
percent.8 Tne 1n:iliz.atioo rates tor blac!< males by all departments except 
human resources, justice services, juvenile court, Lakeside Center, parks and 
recreation and public works were s1gn1i1cantly less. Tne overall ut1lizat1on 
rate for white women was 42.0 percent. Tne utilization rates of the 
departments of administration, county counselor, nignw;:i.ys and trc1.ff1c, 
Lakeside Center, parks and recreation, planning, prosecuting attorney, puolic 
works, :;ind revenue were s1gn1ftcantly 101.-.,er. Tne overall utilizc1tion r':lte t or 
black women was 6. 7 percent. Tne rate was significantly lower in all agencies 
except cornmuntty hea1tn, n11man resources, Justice services, Ju11en1le court, 
plann1ng, otner.9 Tne county c1.lso provided oata on aamioistrat1ve and 

https://nignw;:i.ys
https://extensi.ve
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MAI.E 

Totnl lihitc Rinck 

Off.i c i.nI s/AJ1ulnhtrntors 
"N" !tow 62 53 2 
\ Column 1. 5 2.5 0.7 
\ llow 85,5 3.2 

1'1·ofos!iio11als 
"N" ltOIII 938 448 40 
\ Column 23.3 21.1 14.2 
\ now 47.8 4.3 

Techniciuns 
"N" llow 602 417 27 
!Ii Co.lumn 14.9 19.6 9.6 
t llow 69.3 4.5 

Protective Service 
11N11 Ho111 735 571 85 
\ Column 18.2 26.8 30.3 
i llow 77. 7 11.6 

l'nra-1' ro foss .lona 1s 
"N" ltow 127 22 17 
\ Column 3.2 1.0 6.1 
t now 17.3 13.4 

Office/Clerical 
"N" Row 828 93 13 
\ Column 20.5 4.4 4.6 
\ Row 11.2 1.6 

Ski lied Craft 
"N" Row 145 133 9 
\ Column 3,6 6.3 3.2 
\ Row 91. 7 6.2 

Service/Maintenance 
"N" Row 598 391 88 
'- Column 14. 8 18.4 31.3 
\ Row 65.4 14.7 

TOTAL 4035 2128 281~, 
52.7 7.0 

Table V-1 

Workforce of St . Louis County - 1982 

Aslun/ Am.Ind./ 
lllsp:111lc Pnl~.lsl. A1.N:it. lihl.to-·--.. ---

5 
0.4 
8.1 

2 5 373 
14.3 45.5 31.9 
0.2 0.5 39.8 

1 1 1 98 
7.1 9. 1 50.0 8.4 
0.2 0.2 0.2 16.3 

7 1 1 51 
50.0 9. I 50.0 4.4 

1.0 0.1 0.1 6.9 

1 33 
7.1 2.8 
0,8 26,0 

1 581 
9.1 49.6 
o. 1 70.2 

2 1 
14.3 9.1 

1.4 0.7 

I 2 30 
7.1 18.2 2.6 
0.2 0,3 5.0 

14 lJ 2 1171 
0.4 0.3 0.1 29.0 

FEMALE 

Dlnck 

1 
0.3 
1.6 

62 
15.4 
6.6 

53 
13.2 
8.8 

18 
4.5 
2.5 

51 
12.7 
40.2 

132 
32.8 
15.9 

85 
21.1 
14.2 

402 
10.0 

lllspnnlc 

1 
20.0 
0.2 

1 
20,0 
o. 1 

3 
60.0 
0.4 

5 
O. l 

Aslun/ 
Puc.Isl. 

1 
5.0 
1.6 

8 
40.0 
0,9 

3 
15.0 
0.5 

3 
15.0 
2.4 

4 
20.0 
o.s 

1 
5.0 
0.2 

20 
0.5 

Aut.Tnd./ 
Al.Nut, 

~ 
-..J 
IU 

I, 
100.0 

o. 1 

1 
o.o 

Source: Data supplied hy St, Lo·uis County, on file at CSRO. --- - -- - -·-- -•-- -- • ~-- - - ----
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Table V - 3 

Percent Workforce/Percent Labor force Compared -- St. Louis County - 1982 
1,•mIAt.UMAI.:_~. Auiun/ A111,lnJ.Aaiun/ Alu.InJ./ 

Block lliepanic l>nc. Isl. Al.Nat.
White Dlock lliu11!mic \>uc. Ial. Al. Nat. Whito 

1·oiul 
%-WoL·kforce/ 
% llow 52.7 7.o 0,4 0.3 0.1 29.0 10~0 0.1 0.5 o.o 
X Luborforc<>/ 
¾. ll\lll 52,0 7 . 5 0.7 0.3 o. 2 32.6 6,3 0.3 0.2 0.1 
AJmJniutrutoru 
l: Workforce/ 
% Jlow 85,5 3 , 2 8,1 1.6 1.6 
% Llll>orforco/ 
% How 77.2 3,1 0.7 0.3 0.3 16.5 1.5 0.1 0.1 0,1 

Profcseionnls 
~ Workforce/ 
% r'°w 47 . 8 4.3 0.2 0.5 39,8 6.6 0.9 
% l.ul>orforce/ 
X Row 60.6 2.3 0 . 7 1.2 0.3 31.4 2.8 .0.2 0.5 0.1 
r,ichnJciona 
.t Workforco / 
:t ltow 69.3 4.5 0.2 0.2 0.2 16.3 8.8 0.2 0.5 .... 
:t LaLorforcc/ ~ 
t Row 51.7 4.5 0.4 0 , 4 0 .1 32 .8 9 . 4 0.2 0,3 0.1 I 

Of fic~/Clcrical 
% Workforce/ 

11,2X Row 1.6 0.1 70.2 15.9 0.4 0.5 0.1 
% Laborforcc/ 
% Row 15 . 2 2 . 0 0 . 3 0.1 70,3 11.1 0.7 0.2 0.2* 
Skilled Grafts • 
% Workforce / 
¾ Row 91 .7 6.2 1 . 4 o. 7 
%Laborforce/ 
¾ Row 83.6 7.o 1.2 0.1 0.3 6,5 1.1 0.1 0.1 * 
ServictiHaintenance 
% Workforce/ 
% Row 65.4 14. 7 0,2 0 ,3 5,0 14.2 0.2 
X Laborforce/ 
X Row 29.0 13. 7 0.4 0,3 0,1 38,5 17 .6 0.2 0.3 0.1 

Sout·ccs: EE0-11 for St. Louie County, 1982 
EEOC, 1980 Report: Joh Patterns for Minorities and Women in Private Industri 1 1980, p. II - 279. 
* J;ess than 0,05 percent 

---- ·· .... .. . .. .. - --··--- -·-- --· - . ---- --
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professiona L employees wnose )ODS •...;ere fun<.1ed by Fectera L or State funds. S11cn 
jobs are usually referred to as "soft money" Jobs because there is a risk that 
they can be terminated by ending of the grant program under wnicn tney are 
funded (a risk considerably increased by recent Federal and State policies). 
The proportions of nLacl< ,nen and women wnose positions were funded ny c.ne 
State or Federal government were significantly larger than their proportions 
in the counc.y worKforce. Mose. of tnese i0bs •..;ere iri the <.ieparc.1nent of human 
resources.10 • -

Countv EE0-4 data al Low determination of median wages for eacn etnoic 
group within each job category. An examination of that data shows that 

. compared to wn1te males in the joo category, white iernale :.:tdministrators had 
lower median salaries as did black male, white female and blacK female 
professionals: white female 80d blacK female tecnnic1ans; nlack male and nLacK 
female protective service workers; black male, wnite female and black female 
clerical won<ers; QlacK ,nale, wriite female and olack female service 
maintenance worKers.11 But it snould oe noted tnat toe a1fferences were nnt 
very large. St. Louis County corrnnented: 

In analyzing tne median wages tne Corrnni ttee correctly notes mat 
differences in pay are "not very large." The Committee might also note 
tnat tne County pay structure progresses oy merit and Longevity. White 
males may earn higher wages simply because of seniority. Also, the 
earnings poc.enti::il for men and women dorng tne s;,ime job 1s c.ne S::ime.12 

The county government provides centralized personnel services for all its 
agencies except the police department and tne juvenile court. Tnus, tne 
analysis that follows should not be construed to cover those to agencies. In 
fact, tne co,rnty' s only connection to t11e co11rt 1s 1ts iega L respons1rn Li tv to 
pay the salaries of court personnel. 

Tne countv noted tnat its commitment to eaual opportunity "oegan in L950 
with the passage of the county's first charter. Article IX, Section 94, 
provided for employment ,rnci compensation free of aiscriminatiori based upon 
'sex, r::1ce, national origin, or rellgio11s ;.iffiliat1on.' 11 13 
Nondiscrimination was assured by the rules of tne county civil service 
corrnniss1on, adopted 10 1~54 wnicn forbade references to race, color, creed and 
attachment of a photogrr.1ph.14 Discrimination ny reason of ::ige or nand1cap 
is prC>111Q1ted unuer tne civil service rules as "otner oon-merit faccors. 1115 
These rules also prohibited discrimination in the examining process except as 
a business necessitv.lb 

Tne county nas two a:trirmanve action plans. Ooe, promulgated 10 1973 
with subseauent attachments, covers all county agencies. Ttie other was 
adopted by rind applies c.o only tne countv department of numan r8so11rces, 
Office of Bnployment and Training and its support staff. As a general 
statement o:t principles, tne countyw1de plan is complete. It contains clear 
commitments to efforts in the areas of recruitment, selection, classification, 
trainrng, estao1ish1ng of goals tnat, 1f unplernented, would nave produced a 
fully effective affirmative action program. But, in the course of an U.S. 
Office of Personnel Management review conducted tn Maren 1981, reviewers founri 
that the affirmative action plan's goals and timetables had never been 
developed and cnat pronib1tions of d1scrimindtion nased on age and haod1c~p 
hau not oeen inserted.17 Tne Office of Bnployment and Tra1n111g plan 1s 

essentially the same as the county's except that it includes a utilization 
analysts snowing tnat mrnorities and women c1re well ut1L1zed in comp;:i.rison to 
data provided by the Missouri Department of Bnployment Security. It also has 
speciftc ttmeframes for its action elements.18 

The county stated that its primary affirmative action effort is its EEO 
worKsnop. Tn1s provides extensive training on eaual employment opport1m1tv 

https://elements.18
https://inserted.17
https://necessitv.lb
https://photogrr.1ph.14
https://S::ime.12
https://worKers.11
https://resources.10


• 

• 

" 

• 

- l9 -

laws and good affirmative action practices to supervisory personnel. The 
program nas included tra1n1ng 1n all phas~s ana na~ incl1~ed pro~lems of 
discrimination affecting the handicapped and older workers. To date 860 
county workers, mainly s11perv1sory cind managenal personnel, n;.w9 rece1ve<1 
tn1s tr;.:irni.ng, approximate ly one s1xtn of -ill coirntv employees 19 
Implementation of other elements of tne county's plan are discussed helow in 
tne cont~xt oi affinnative action efforts tne countv nas made. 

Toe primary recruitment area for tne county is the St. Louis SMSA. 
Beginning in August l979 a rnring freeze was imposed that drc1sti:ally L 1mited 
the numoer of positions filled. Although county civil service rules permit 
preference for county residents in unskilled pos1t1ons, 1n the past tn1s had 
been applied only to CETA jobs where residence was a reauirement of the 
Feder::il program r.1nd beginning in September 1979 s1.1cn pos1t10ns were pn::ised 
out. Recruitment of administrators and professionals 1s conducted by tne 
d1v1sion of personnel and involve worK by the affinnat1ve action coordinator, 
manager of recruitment and selection, the personnel analyst supervisors, four 
personnel 8nalysts - seniors and two part -time personnel an::ilysts.20 

In the period prior to 1979, the county regularly advertised ''When there 
were not eno11gh current applications on fil e tram wn1cn to choose." 
Tnereafter, acts were more caretully placed due to r:>udget,=i ry const ra1nts. 21 
The primary local media utilized were the St. Louis Post-Dispatch and Globe 
Democr,qt But ads were also regul;:irly placed in tfle St LoUls Argus, a paper 
serving the black community, and various suburban newspapers. Specffic 
positions re,J11iri.ng out-or-area recrtntment were advertised in s11cn 
publications as Feedstaff, the Kansas City Star, Chicago Trir:>une, .ASMT News, 
AMJ.A Bul Let in, and tne Iva 11 Street Journ::il Copies of ads were sent to a 
variety of local organizations such as tne St. Louis County Special Scnool 
District, Jew1sn Employment Vocational Serv1ces (JEVS), Vocation::il 
Renabilitation and IMAGE (an agency involved in public sector employment of 
Hispanics , . Tne county also participated. in a v,qriety of Job fa1rs c.argeted 
to minority and handicapped youth ana its personnel staff visited a large 
number of are;;i colleges and scnooLs 22 The county sends joo not1ces to l3 
agencies involved in the employment of women, 14 dealing witn blacks and other 
m1nor1ties, inree dealing w1th Hispanics and 26 deal1ng w1tn tne nana1capped, 
and makes its job vacacy newsletter available to the County Older Residents 
Program staff and JEVS wh1cn are tne primary jon placement so1Jrces for older 
persoos.23 

Tne cnunc.y reported tnat during tne mid - l970's it employed <1n industrial 
psychologist to determine the validity of selection devices used by it. 
Pnoritv was given to more populous job classes sucn as Secretary, p;:irK 
Supervisor, Corrections Officer and Sanitarian Aide. Test validation for 
tnese jorJs was completed. Although, s11bseauent validation e f forts were 
hampered by oudget constraints, in 1982 the county Degan a systematic 
applicant f Low analysis to lay tne gro1mdwork for fiiture test val id::itiori 
studies. In addition, the interviewer worksheet for most administrative and 
profess1onal ~obs was r~v1sed to reduce tne potential for 1neaualit1es and 
supervisory training in writing perfonnance standards and evaluating 
performance was developed.24 Before recruitment is started a Job ;:ina1ys1s 
is conducted by supervisory staff to determine the necessary knowledge, skill 
anct ab1l1ti.es.25 

Toe co•mtv estr1f:'L1sned at le;;ist 26 career liiduers tnilt. wnuld provtde 
avenues of advancement from entry-level jobs and created the technical aide 
job cl:-Jss1i1cr1t1on to pro111cte ad11 :-rncernent opportun1 ties for persons in 

dead-end jobs. Tnis provides an opportunity for supervisors to develop a 
progr::im suu:ed to a part1cular 1nd1vidual so that individual c;rn move from one 
job to another. Such a program usually includes college level work, in-house 
training, independent study, :rnd special projects. Nine employees nave 

https://ab1l1ti.es.25
https://developed.24
https://persoos.23
https://re,J11iri.ng
https://an::ilysts.20
https://tr;.:irni.ng
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entered the program, six successfully completed it, one remains in the 
progr.::im. 26 

Under county ctvil 5ervice rules all merit sv,te,n "=-lCanc1es are ftlled QV 

promotion, if practical, provided the position is not filled from the layoff 
li s t ( rec;-:1Ll) demot10n or transfer of anotner emplov'c!e. If promotion 1s not 
practical, the position is filled by open competition in which employees and 
nonemployees :3,re tested for tne posttion. Promotional examinations are 
usually opened only to individuals having the necessary aualifications, 
knowledge and experience and employect QY the specif1c department. Not1ce of 
promotional opportunities are posted within the specific department w1th the 
vac;:i ocy to inst1re tnac alt interested anct analified employees are made aw:-ire 
of sucn opportuntttes.27 

Tne county provided data on tne p~omotion of rntnorities and women by eacn 
department. They show that for the period 1979-1981 the proportion of persons 
prrnnov~d to ac1rniniscr;.itive anJ professional jobs wrio were white ,nates was 
sligntly smaller than the 1981 total workforce proportion, the proportion of 
black males was also sligntly smaller ~ut the propon:1ons of white and 01::i.ck 
females was somewhat larger. The proportion of white males promoted to 
admrn1scrat11•e or professi0odl johs from above entry-level jOQS during tnis 
period was larger than the workforce proportion existing in 1981. But the 
proportton ot olacK males, wn1te females and hl;:ic~ females was sornewnat 
smaller.28 Tne proportion of noncompec.nive appointments from entrv level 
to administrative or professional was higher for white men tnan for black men 
or wt-iite womP-n. Similarlv, the proportion of noncompetitive appointments from 
above entry level jobs to administrative or professional was hi gner for white 
men than fo~ wnlte or nLack women. But tne proport1on of nonco,npetit1ve 
appointments from entry level to technical level jobs was lower for white men 
tnan fo r olacK men, wnite women or rJlacK men.29 Most departments witn more 
than a minimal number of promotions did promote minorities and women. The 
exceptions for minorit1es' promotions to admin1str:-itive or professional Joos 
were administration, highwavs and traffic, prosecuting attorney. But it 
should ne noted tnat in several departments with a numb8r of promotions, tnP, 
promotions of white women or black men were proportionately fewer tnan the 
average for all agenc1es.30 

The county noted tnat tt nas rieen succes"ful HI emploving minor1t1es and 
women in a variety of administrative and professional categories and nas been 
successf 11l rn ma10ta1ntng parity or greater with the SMSA labor force 
percentages for in100rities and women.31 The employment pracnces of tne 
county police department are discussed in another chapter of this report . 

• 

https://women.31
https://agenc1es.30
https://smaller.28
https://01::i.ck
https://opportuntttes.27
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VI. CITY OF COLUMBIA 

Tne City of ColumlJia 1s tne county seat for Boone County c1nJ tne site of 
the University of Missouri-Columbia. It is located in the mid-Missouri area. 
In 1980, out of ,:1 p1)pulation of 62,061, 88.3 percent were wnite, 8.8 percent 
were black, 0.2 percent were Indian, 1.5 percent were Asian, 1.3 percent were 
other rac~s and l. L percent were Hispanic.1 

The City of Columbia employs 756 persons. Data on its employment patterns 
appear in TarJles VI-land VI-2. It emplovs proportionately more blacK workers 
in its workforce than are in the population. The same is true for Indian 
workers. But in otner categories 1t employs somewhat fewer, altnough the 
differences a re not sunstantial . 2 Tat)le VI-3 snows tne d;,ita on workforce 
utilization rates and comparable data on tne area laborforce. 

Compared to tne ::. rea Laborforce, it ~1nployed s 1gniflcr1ntly more o l::.cK men 
than in the laborforce. But the proportions of white women and black women 
emplnved we re s1gn1 fl cantly below tne l':l.borf orce level. There WP.re fewer 
white female administrators, professionals, clericals, technicians and service 
workers tnan 1n tne laborforce . Tnere al so we re f ewer t)lacK female 
technicians, clericals and service workers than in the laborforce. Although 
tnere were differences in the relative 11t1l1Zat1on of white males and ocner 
groups in the various occupations, these differences were comparable to tnose 
in the laborforce. Tne median salaries of wnite female professiona ls, wnite 
female technicians, black male and white female skilled workers were lower 
than tne1r wnltt! male counterparts.3 The citv believes this 1s oecriuse 
minorit1e~ :-rnd women nave Less seniority.4 

The rate of new nires for 1982 shows that a significantly smaller 
proportion of new· n1res were oL ack men tnan were in tne existing worKf0rce. 
But tne proportion of new hires that was white female was significantly larger 
than 1n the workforce. Tne City cormnented: 

approximatel y twenty percent of the employees who left tne City of 
Columbia were ~l acK males an blacK females. Replacing those employees at 
that rate is difficult as se eral of these individuals left professional 
and tecnn1cr1 l positions.5 

Altnough LO new nires were in ad1 in1strat1ve or professional jor,s, none were 
minorities and only three were w ite women. The city noted that while it nad 
d1ffic1Jlty in finding new mrnon y and female professional s and administrators 
it nad neen succesf1Jl in promoti g tnem.6 

The city also provided data n the utilization of minorities and white 
women as admini strators or profe~s1onals 10 eacn city department . Onl y five 
of 15 departments had minority w1rkers: finance, parks and recreation, 
police, fire and hea Ltn. Four dJ parcments nad no white female wor!<ers and one 
had significantly fewer than the tot3l. Overall, 44.8 percent of the 
administra tors and professionals were aged 40-70 and 6. 3 percent were 
handicapped. The city employed 7 persons on "soft-money" provided by 
Feaeral, State or County governm nts. Of these, two-thirds were wn1te male, 
3.7 percent were black male, 25. j percent were white female and 3.7 percent 

.. were Ina1an female. While only 6.5 percent of tne whtte male administrators 
or professionals were so funded, half of the blacK males, 22.5 percent of the 
wn1 te women and tne one Indian w men •.ye re so funded . 7 Tne cuy connnented: 

We consider the interest, au lification and eventual hiring of minorities 
and fema Les 10 grant-f1mded os1t1ons a very positive factor. In fact, 
the Indian female wno neld a "soft money" funded Community Health Nurse 
position dtiring 1982 was pro oted to Senior P1Jbl1c Healtri Nurse rn 
August. Our ordinances spea to the desirability and commitment to hiring 



-

• C ,. 

Table VI-I 

'fotul l~h lt.c 

MALI! 

lllnck 

Workforce of Columbia - 1982 

Asinn/ Am.Ind./ 
lllsp_!mi~ l'uc.Tsl. AI.Nat. Whito··------- -

F.EMALP. 

Ulock lllsponic 
Asian/ 
Puc.Isl. 

A1n.Ind./ 
Al .N:1t. 

Of fit.· Ia Is/ ful111I II i st. rntori, 
"N" U111,1 38 
\ Co I1111111 5.0 
\ llow 

34 
6.5 

89.5 

1 
1.4 
2.6 

3 
2. 7. 
7.9 

Professionals 
"N" Row 
\ Col111n11 
\ ltow 

97 
U;!tt 

75 
14.2 
17.3 

21) 
14 .~. 
20.6 

1 
U.5 
1.0 

1 
33.3 

1.0 

Technicians 
"N" now 
\ Column 
% llow 

64 
8.5 

46 
8.7 

71. 9 

2 
2.7 
3.1 

12 
8.9 

18.8 

1 
Il .5 
1. 6 

1 
100.0 

1.6 

1 
50.0 

1.6 

1 
33.3 

1.6 

Protective Service 
"N" ltow 130 
\ Column 17 .2 
\ How 

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 

Para-l1rofcssi.onal s 
"N" llow 
\ Co luinn 
'• ltOli 

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 
PJ 

0fficeLCiericnl 
"N" Row 
\ Column 
\ now 

89 
11.8 

9 
1.7 

10. I 

2 
2.7 
2.2 

73 
54.1 
82.0 

3 
37 .5 
3.4 

1 
BO.0 

1.1 

1 
33,3 I 

1.1 

Skilled Craft 
"N" Row 
\ Column 
\ Row 

236 
31.2 

204 
38.7 
86.4 

21 
28.4 
8.9 

I 
50.0 
0.4 

1 
33.3 
0.4 

9 
6.7 
3.8 

5ervice/Mnlntennnce 
"N" Row 91 
t 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 
14 

9.8 
1 

0.1 
2 

0.3 
3 

0.4 
135 

17.9 
8 

t.1 
1 

0.1 
2 

0.3 
3 

0.4 

Source: Data supplied by City of Columbia. on file at CSR0. 

----- -- - -- -~ --· ------·- -



1----

·

• C ,.• 

New Hires-Columbia - 1982 
11mAT,I',fil!ill. 

Aufon/ Am. Ind./ AuJnn/ Am . I1HI. 
'l'otul While lllnck lliup1111ic l'uc. lul. Al.Nnt. Whitu lllnck lllepnnic l'uc. Jal. Al.Nat. 

------------------·-- ----- ------
Off lcJ.ulu/AJ111lnlutrulori1 
N11111lwr 2 2 

X Row 100.0 

Prof cs1Jlonals 
N11mhct· 8 5 3 

X How 62.5 37.5 

1'echntcJnns 
Number 4 3 1 

% Row 75.0 25 . 0 

Pt·otcct :f.ve Service 
Numlwr ·11 8 1 2 

,:: i:ow 72. 7 9 . 1 18. 2 

Pura-Profcsalonula 
Number 

Z Row 

1-.) 
N 
O' 

Off :I.cc/ Cler icnl 
Number 20 4 16 

i. How 

Skilled Craft 
Number 12 

20.0 

11 

80.0 

1 

% Row 

Service/Maintenance 
Number 5 

91. 7 

2 · 2 

8.3 

1 

% Row 40.0 40.0 20.0 

MAL. 
Number 62 35 2 1 22 2 

? Row 56.5 3.2 1.6 35,5 3 . 2 

Source: EE0-4 supplied by Clty of Columbia, 1982. 



,, 

'l'otul 
%-Workforce/ 
::Z Row 
X Lnborforcc/ 
% l_tow 

Adnllnit:Jtrutore 
%- \.lockforcc/ 
:t Row 
7. I.aborforce/ 
% Row 

Professionals 
% Workforce/ 
% Row 
% Lnborforce/ 
i Row 
I 

l'cchnicJ.nna 
Z Workforco/ 
7. llow • 
% Lnborforcc/ 
1. Row 

I 

Off ic~/Clerkal 
·% Workforce/ 
1. Row 
X Laborforcc/ 
% Row 

Ski11.ed Crafts . 
:Z Workforce/ 
% Row 
1. l.uborforce/ 
¾ Row 

Serv ic c/Ha int ennnce 
% Workforce / 
% Row 
% I.aborforce/ 
% Row 

' Sources: EE0-4 for 

Table VI - 3 
Percent Workforce/Percent Laborforce Compared --

MALI~ Adon/ Am.lnJ./ 
White lll_o_c_k___lliu1~u!lfo Pac. IAl. Al.Nut. 

69. 7 9 .8 0.1 0.3 0.4 

48.6 J.3 0 . 3 0.4 0.2 

89 . 5 2 . 6 

76.6 1.3 0 . 5 0.3 0.3 

77 . 3 

64.4 0.9 0 . 1 0.1 0.1 

71.9 3.1 

63.1 2.2 0.0 o.o 0 .o 

10 . 1 2.2 

9.3 0.6 0.2 0.1 

86.4 8,9 0.4 

82 . 4 3,6 0.0 0 . 3 1.0 

51.6 42.9 1.1 

39.l 8.5 0.4 0.9 0.1 
City of Columbia - 1982 

City of 

Whito 

17.9 

43.0 

7.9 

20.6 

33.1 

18.8 

30.5 

82.0 

83.9 

3 . 8 

11.2 

41.2 

Columbia - 1982 

l•'lmALK 

Ulock lliel)nnic 

1.1 0.1 

3. 7 o. 2 

1.2 o.o 

1.0 

l.l o.o 

1.6 1.6 

3.9 o.o 

3.4 

5.2 0.6 

1.2 o.o 

8.7 0.4 

AtJlnn/ 
Puc . Isl. 

0.3 

0.4 

0.1 

O.l 

1.6 

0.3 

1.1 

0.2 

0 . 1 

0.4 

Am. lnd. 
Al.Not. 

0.4 

0.1 

0.1 

1.0 

o.o 

1.6 ~ 
n 

0.0 I 

1.1 

0.0 

0.1 

EEOC, 1980 Report: Job Patterns for Minorities and Women in Private Industry, 1980, P• II - 399. 

* Less than 0.05 percent 

0.3 
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of the disadvantaged, minorities and females for temporary and summer 
appointments. As w1tn cne PSE/CETA program, tney dre tnus afforded tne 
opportunity to get a "foot in the door," train and prove themselves for 
cornpetioon in sur,seauent pennc1nent processes. 

As the job market continues to tighten up and a higher percentage of the 
City 's joQ openings are of ::i funded nature, Larger numners of a11al1fled 
individuals looking for permanent employment are happy to start out or 
re turn t o tne jotJ market in sucn positions.8 

Columbia first adopted an affirmative action policy in 1974. Affirmati.l(e 
action oecame a part of county law in 1975. A worKforce c1nalys1 s was 
conducted in 1976, goals and timetables were established. Beginning in 1974, 
tne cny ':ilso re v1sed its job and pay cl;:1ssi.fic;=n:i0ns and its minum.nn 
aualifications statements. In 1976 the city manager assigned an assistant to 
tne c1tv manage r ::is tne EEO Officer and tne Personnel Advisory Board was g1ven 
monitoring respoosibilities.9 

Under Art i c le XI of the city code, tne c1ty declares its pol1cy to support 
affirmative action. It states that department heads and supervisors are 
respons1ble for unplementing tn1s policy. Tne genP.raL pollcy clause incLudes 
the sentence: 'While EEO Affirmative Action shall be considered a top 
priority, nei tner snail it unreason,rnly inf nnge upon tne goa l of efficient, 
productive . continurng puhlic service. 11 10 Tile personnel d i.rector is 
reauired to develop annually both annual and Long-term goals and timetables. 
The code s cc1 tes " Ident1fial)Le Lack of good f aitn in attempting t o acnieve 
established goals shall be just cause of disciplinary action, and shall 
invoL11e anv and all emplovees. 11 11 

In t11e a rec1 of recr1ncment, tne code reau1res tnat dt ter f 1rst 
consideration has been given to current employees, contact should be made witn 
apprr>pri ,He c1genCles or programs tn;:it mignt provide aualified minorities or 
women and jobs should be advertised in publications with a broad circulation . 
Systematic contac t 1s to I)~ maintained with tne State employment s~rvice and 
local community action agencies. Present employees are encouraged to refer 
minoricy or woman appl1cants and tne city proposes a spec1a l effort to seek 
minority and woman applicants in classifications in which it has found 
underutiliza tion. LZ 

The CltY personnel director is instructed to determine wnetner th.ere are 
job categories closed to minorities or women; whether hiring practices 
1nd1O1te a LL app Licants are cons 1dered sole Ly oased on tne1 r q11a l if1cat tons; 
wnether initial job assignments were nondiscriminatory; whetner minimal entry 
aua l1ficat1ons are necessary , valid and j11st1fi8ble: appl1cant f low system be 
established; and, the validity of testing ensured. The skills of current 
employees are to "e reassessed periodically to ensure tney are nffe red 
promotion opportunities for wnicn they are aualified. To the maximum extent 
poss ihle , tne city proposes co 11til1 2e minorities and women as trainees dnd 
summer part-time worKers.l ~ 

Wne re tne city personnel director finds 11nderut1L1zation relat1ve to tne 
labormarket, more vigorous recruitment is to be undertaken, policies are to be 
discussed w1cn appropriate man;:igetnent, superv1sorv and otne r personnel, anct an 
effort made to see whether minorities or women in lower grades could be 
tr;.\n sferred. Qu8rterly statistics are to ne ,3 5sembled to eva luate tne 
pr0gr;:im . 14 

The c n v , n::i s 10 fact, ca lcul ated goals and tlmetables ,Juarterly. 
Achievement is based on representational goals establisned in 1976. The data 
show tna t t ne goals nave neen ~xceeded for minorities in tne aamini stra c1ve 
and general laborer categories but not in others. They also snow that the 
goal s n::ive t,eeo dCnieved for lvomen ( rega ra Les-; of race ) u1 tne 

https://pr0gr;:im.14
https://minum.nn
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paraprofessi<)naL/cecnn1cal, clerical, and L::i11or supervisor categories b11t not 
in otner categories.LS Tne city ' s data over tne period L973-l979 sn0wea a 
steady increase in utilization of both groups, for minorities from 10.5 
percent i.n 1973 t0 13.4 percent in 1979 and for women from ll.l percent 1n 
1973 to L9.2 percent 1n 1979.16 

Ful 1 sea le 1-IIOrt(force ana 1yses apparent Ly nave been done for seveq L 
years.17 The city prolllded a copy of 1ts 1981 11t1Lizr.1tion analysis using 
the eight factor system utilized by the Office of Federal Contract Compliance 
Programs of tne U.S. Department of LalJor. This s11ggested that tne acnu~valJLe 
long-term goals should, in fact, be lower than the actual city workforce 
proportions 1n tnat year. Tne same was found for most joo categories ~or 
utilization of women. These numbers appear, on their face, peculiar. But 
sucn resulcs ;-i re easily ontained in :rn OFCCP-type analvsis, w1tno1Jt ,my actual 
error. What is reauired is that the analysis be re-examined and weights or 
factor~ wnere arbitrary or ,H best impressionistic est1mates nave oeen made oe 
reassessed. For some categories this may reauire consideration of potential 
sources l)eyonci tne SMSA, since, as u1ei1cated below, recru1 tment occurs t)eyond 
there. The city noted it would look again at its analyses but that 
historically lt nact gotten few 1nterested aual ifi.ed ripplic::ints from outside 
tne SMSA.18 

Tne city also maintains auarterly applicant flow data tnat enable i.t to 
determine whether there has been any discrimination in filling particular 
broad jnb categor1e~. Tne city also tracks tne filling of eacn city 
position. The data assembled are sufficient for a reasonable assessment to be 
made by tni:: city as to wnetner there nas been any d1scrimin;H 10n. Wn1 Le tne 
city does not assemble its data by department, it is not so voluminous that 
tn1s 1s 11nclear, and presumably tne city does cnecK on department or hiring 
autnor1ty performance.19 

Recr,n tment efforts a re the respons ibi Li ty of tne assistant CltY manager 
for human services and tne director of personnel services. Approximately 82 
in-l1v1duals and agencies and ;-i variety of placement center~ are sent 
notification of vacancies. In addition, ads are placed in 16 general 
c1 rcu lat1on newspapers tnroughollt tne State, 10cl11ding the Post-Di spa ten, 
Globe-Democrat and Kansas City Star/Times for difficult to E1II positions or 
pos1t1ons where tnere are tew minoritv/temale employe,~s. Tne ci.ty ~as dlso 
ut1lLzed neadh1mter f1nns to fill kev positions.20 'Ine personnel director 
participates in the University of Missouri Minority Task Force that seeks to 
r~cruit and retain au::ili.fi.ed minorities and ner staff nave part1cipated 1n JOb 
fairs for minorities and tne nandicapped.21 Copies of its arl s make clear 
tnat ic na~ sought to 0otain minorities and women for nontraditi.on~l J00~.22 

The city noted that it continually reviews qualifications reauirements as 
joos ni"!corne "ac::int. Tt is partic11LarLy proud of its succe-ss 1n n1r10g a tJl.ack 
male police chief, female public healtn nurse, nursing supervisor, senior rate 
analyst, pan<-; and recreation supervisor, public ner¾ltn n1Jrse and staff 
accountant. It also has hired handicapped persons as city attorney and city 
manr1ger. The ci.ty 1-; parnc1JL:::irLy proud of 1ts summer empbvment program. Tt 
noted: 

Tne City r1ppropr1ated $L65,000 last yer¾r ' $176,000 for 1983) to provide 
Sl.IllUiler employment for hard-to-place, low income or otherwise disadvantaged 
you en wnn Co LUmb1a employers. A concerted effort was m;id~ to place tne 
youths in one of tne eighteen vocational opportunities best suited to 
their career plr.ins. For cacn part1c1pant, tne worK experience was 
preceded by four weeks of mandatory vocational training funded by a 
$35,000 granc fro,n tne :,1i.ssoun Depar·cment of Elemenurv and Secondr1rv 
Education. 

https://nandicapped.21
https://au::ili.fi.ed
https://positions.20
https://performance.19
https://years.17
https://categories.LS
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Key Parks and Recreation CARE Program Staff received the highest level of 
cooperc1ti.on from Locr:1L soci.al service agencies as LSO youtns were selected 
to participate (a total of 109 completed the program). 

T!le C1tv of CoL11mbia nas already oegun t:ne process of select1ng Sununer 
1983 CARE Job Developers and Job Coaches to hire local youths who will 
obtai.n. tne jol') skills training, education ;:ind experience so critical to 
tne ir total career ef fectivene5s.23 

The city authorizes noncompetitive promotions when the person under 
consideration meet s tne minimum standards, nas been certified ~s el1gi0Le, and 
wants the promotion. But this applies only to within-department promotions. 
Candi dates from ower department s must compete wi'C.h outsiders unless bo'C.n 
departments heads agree and the promotion is in conformity with tne 
affirmative ac tion program.24 Altnougri tne aualu:1cat10ns lists are 
apparently regularly revised, it is not clear from the city's response that 
tests are v~lidated.25 

Tne c ity provided data on promoti.ons int0 administrative ann professi. ooal 
positions from 1979-1982. These show that of 20 administrators or 
pro.tess1onals promoted to sucn Johs from entry-Level, one w;:i s nl acK, nine 1.vere 
white women. One-third of the white males and nearly half the white females 
so promoted Ol')tarned noncompetitive appointments. Of L2 persons appointed to 
administrative or professional positions from above entry-level jobs, one was 
a bLac!< male, fll7f~ we re wn1te females. Oller half tne wn1'C.e m::i les so appointed 
and ::ill tne wnue women received noncompetlti."e appointments.2 6 The city 
comments: 

Ont! c~n read1 Ly discern from our enclosed promociona l pro fes siona L a 11d 

administrative charts that females, handicapped, older workers and 
minorities a"e well ::iwa re that upwarc1 mobili.tv 1s a"allahle co all ::ind "go
for it." This pattern is evidenced all the way down through our entry 
l evel positions . C1'C. y en~loyees desirous oE changing tne1r career patns 
notify personnel and a file indicating their interests/aualifications is 
estanl1shed for regul :-! r r"! ferral and ::ict1on. We have a comp renensive 
employee development and tuition reimbursement program, better preparing 
emplovees for advancemenc.27 

De spite tne opt1mism of 'C.he city, and its relatively good s 'C.a t1stics, 
there is reason for concern about its affirmative action efforts. Its success 
in redcn1ng s tacistica L goa Ls is to some extent the resul 'C. of ,1 s ing loca L 
statistics. If national or State statistics were used for administrative and 
profess ional iot)s tnen the goals would l')e mucn n.igher c1od success Less 
evident. Although the city maintains good data on its efforts, the extent of 
analys1s given tnat data 1.yas not made cle::ir to the Ad"1sory CommittP-e c1nd is 
not apparent from the planning documents. Allowing for all that has been 
done, tnere 1s stil L room f or improvements. 

https://advancemenc.27
https://mobili.tv
https://appointments.26
https://v~lidated.25
https://program.24
https://fectivene5s.23
https://cooperc1ti.on
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Notes 

l. Bure;,iu o!:' tne (t'!nsus, 1980 Census of Popul-':ltrnn and Ho•1s10g (PHC80-V-271, 
Table 2. Note that total percentage exceeds 100 because H1span1cs are also 
counted in a !"8Ci'll group. 

2. Data supplied ny tne r.1ty of Columhia, on fl le ;:it CSRO. 
3. See Table VI-3 . 
4. Glori. a Seab:iugn, letter to Cn;;iirperson, Missouri Advisory Cornmlttee, 

Mar. 3, 1983 (hereafter cited as Columbia Corrnnent Letter). 
5. CouJTilbi;;i Comment Letter. 
6. Colt.nnbia Comment Letter, see below, p. 24. 
7. Gloriq Seao:.rngn, Director, Pers0rmel Services, City of Col11mbi:i, Letter 

to staff, Nov. 16, 1982 (hereafter cited as Columbia Letter), attachment 5. 
8. Columbi a Comment Letter. 
9. Col1.nnbia Letter, attacnment 2. 

10. City of Columbia, Revised Ordin;:inces ( 1964), Cnapter 22, Sec. 22. 9 LO. 
11. Ibid., Sec. 22.920. 
12. To1d., Sec:. 22.940. 
13. Ibid. 
14. l8id., Sec. 22.960. 
15. Citv of Columbia, Utilization An:ilyses, Oct. 1, 1981. 
16. Ibid. 
l 7. Co L1nnni;;i Letter, !hid. 
18. Columbia Corrnnent Letter. 
19. Columr:iia Letter, "Vc1cancies Filled," "Applic:int Flow." 
20. Columbia Letter and attachment 3b. 
2 L. Co Linnoia T"etter. 
22. Ibid., attachment 3b . 
23. Columoia C'.omment Letter. 
24. Columt:,fa Le tter; City of Columbi:i, Rev1sed Ordinances, (haptr~r 22 , Sec. 
22.830. 
25. Co wmbia T.etter. 
26. Ibid., "Applicant Flow." 
27. Comnbi::i Letter. 
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VII. KAl~SAS CITI 

Trie City of K;:insas City 1s located nn the 1vestern edge of tne State. Iri 
1980, the city had a population of 448,159 persons, 69.8 percent of whom were 
wn1te, 27.4 percent were nlack 0. 4 percent were Indian . 0.8 percent were• 
Asi an, 1.7 percent were other races and 3.3 percent were Hisp,:inic.l Tne 
city includes portions of three counties--Jackson, Clay and Platte--1n the 
seven councy Kansas ( 1ty metropolitan are::i .• 

The city employed 4,849 persons in 1981, 43.6 percent of whom were white 
men· 30.5 percent, ola::: k men; l.3 percen t , Hisp;-rn1c men: 0.3 percent, Asian 
men; 12.0 percent, white women; 11.7 percent, black women; 0.4 percent, 
Hi spanic ....omen , 0.1 percenc, Asian women.2 In :;norc, overall tne cny ' s 
workforce reflected its ethnic composition. A compressed Sl.llIIInary of tne 
c1cy's work force 1s in Taoles VI1-L and VII-2. Tne uti..Lizati0n rates oi tne 
workforce and area laborforce are shown in Taole VII-3. 

Tne laoorfo rce or t11e SMSA w::is ahout 50. 2 percent wn1te male, 33. 8 percenc 
white female, 6. 2 percent black male and female, L.4 percent Hispanic male, 
0.9 percent Hispanic female and Less tnan 0.5 percent eacn from otner 
ethnic/sex groups. White women were clearly considerably underrepresented in 
the workforce. An exannnati.on of ind1vidu-'ll jon categories a lso s nows 
underrepresentation. In the administrator category, wnite women were 7.5 
percent o r: cne city worK force l":lut 18. 7 percent of tne U1t)0r f or:::e. In tne 
professional and technical categories the patterns were similar. There were 
no pattern5 of underrepresentation in tne off ice /clerical, c raft s or service 
workers categor1es .3 

Women a nd 1n1n0rny admi nistrative worKers 1vere a Le'-ser proportion 0£ 
their ethnic/sex groups in the workforce than were white males. This was also 
true in c0rnpa rison to thP. Lat)nrf orce. At tne professiona l Level, t:ilack me11 
professionals were a lesser proportion of tneir group in tne workforce than 
were vmite men, r:,11t cne i..r ~nare was grei-lte r tnan cha t of OLacK men 1.n the 
laborforce. Other race/sex groups' representation was greater than that of 
wn1ce men. In t echnica l jot)s , bl::icK tec,,nicians, Hispanic technic i ans, wni..te 
female technicians, black female technicians and Hispanic female techicians 
were a .;,m~L Ler proportion or tneir race / sex group tnan _..,ere wn1te 1uaie 
technicians. But, except for black female technicians, these proportions were 
greater tnan 10 tne L::ir:,o rforce.4 

An examin::it1on of median salaries, s nows hlacK women administrators' we re 
very much lower than otner groups and white female administrators' were 
somewn:n 1ower. Wnite male professionals nad highe r median sala ric:s tnan d1.d 
any other group. Black male, white female and Hispanic female professionals' 
median sa laries were ve ry much lower. Bic:iCK male ;rnd femal e cecnni c ians ' 
median salaries were lower than that of other groups. White male protective 
service wor"~rs nac1 n1gner median saL;:iries tn:-1 n any otner grouµ ;.i nd very m11cn 
higher than white or blacK female protective service workers. White male 
clerical workers nad nigner medi an salaries chan a id olacK mal e , white f~n8le 
or black female clericals. There were no major differences in tne remaining 
joo c~tegor1es.5 

Tne ove rall new hires during L~8L appa rently 1ncrea5ed t ne proportio~s ot 
black men, white and black women in the workforce. They increased the 
proport1ons of "'nite and olacK female adminiscr~1tors; ~h1ce and ~lacK f emale 
professionals; black male, white and olacK female technicians; minority and 
white cema le protecn ve service worKers ; nl acK f em::il8 c Leri c;:i l w0rKe rs ; 
decreased the proportions of white female and black skilled workers and 
dec reased tne proportion of nlacK male service worKers. Considering tn ::i c 
overall turnover was more than half of the city's workforce, one would have 
expected more s i gnificant cnanges 1n the ~ity 's ;.i ffi..rmative acti0n posture 
tnan we re r8ported.6 

https://exannnati.on
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'fable VI 1-1 

Workforce of Kansas City - 1981 

Totnl Whit.c 
MALE 

Black llisponic 
Asinn/ 
Pac.Isl. 

/i.111. Ind./ 
Al.Nat. White 

FEMALE 

Dlock llis~:inic 
Asiun/ 
Puc. Isl. 

Am. Jn,1 ./ 
Al.Nnt. 

Officlals/Administrutors 
"N" How 2sr-
t Colunm 5.2 
\ Row 

197 
9.3 

78.5 

25 
I. 7 

10.0 

3 
4.7 
1. 2 

19 
3.3 
7.5 

7 
1. 2 
2.8 

Profess ionols 
"N" Row 
\ Column 
\ Row 

401 
8.3 

207 
9.8 

51.6 

36 
2.4 
9.0 

6 
9.4 
l.S 

5 
35.7 
1.2 

1 
50.0 
0.2 

78 
13.4 
19.S 

62 
11.0 
15.S 

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 1087 
\ Column 22.4 
\ Row 

780 
36.9 
71. 8 

230 
15.6 
21. 2 

20 
31. 3 
1.8 

1 
7.1 
0.1 

1 
50.0 
0.1 

40 
6.9 
3.7 

14 
2.5 
1. 3 

1 
4.8 
1.1 

Para-Professionals 
"N" Row 
\ Column 
\ Row 

22 
o.s 

4 
0.3 

18.2 

3 
0.5 

13 . 6 

15 
2.7 

68.2 

t.J 
--.i 
IU 

Office/Clerical 
"N" Row 
\ Column 
\ Row 

930 
19.2 

126 
6.0 

13.5 

48 
3.3 
5.2 

2 
3. 1 
0.2 

373 
64.0 
40.1 

363 
64.3 
39.0 

15 
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 

Sorvlcc/Mointenanco 
"N" Row 1127 
\ Column 23.2 
\ Row 

270 
12.8 
24.0 

790 
53.4 
70.1 

17 
26.6 

1.5 

1 
7.1 
0.1 

19 
3.3 
1. 7 

30 
5.3 
2.7 

TOTAL 
\ 

4849 2114 
43.6 

1479 
30,S 

64 
1. 3 

14 
0.3 

2 
o.o 

583 
12.0 

565 
11. 7 

21 
·O. 4 

6 
0.1 

1 
o.o 

Source: Data supplled by Kansas City, on file at CSRO. 
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Table VII -J 
New Hires-Kansas City-1981 

HAl.E llE: t•..~.:""~ 

Aoion/ Ai:1, Ind./ Aeir.n/ ,~n.1111.I. 
'fotnl White Ulock lliapnuic l'ac. Jul, Al, Nat. Hhite llluck l'.!.s~:.nnic Pac. lulA f.l, llul. ---------------------- -----------------------~--------- ----

Officlale/AJministr3toro 
Number 88 59 14 1 10 4 

% llow 67.1 15,9 1.1 11.4 4.6 

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

X Row 46.8 8.9 1.4 1.4 0.4 21.8 17.9 0.4 

Technicians 
Number 127 51 2 5 29 27 2 

7l Row 51.0 22.9 0.8 2.0 11 . 7 10.8 0.8 

Protective Service 
Number 544 319 155 13 1 42 · 13 1 

% Row 58.6 28,5 2.4 0,2 7.7 2.4 0.2 

Para-Professionals 
Number 16 2 2 12 

% Row 12.5 12 , 5 75,0 

Office/Clerical 
Number 651 11 40 2 250 267 13 2 

% Row 11 . 8 6.1 0.3 38.4 41.0 2 .o 0.3 

Skilled Craft 
Number 236 155 71. 4 1 2 3 

X Row 65.1 30,l 1.7 0 ,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 

TOTAi. 
Number 2929 1068 9l.J7 36 11 1 418 42b 17 4 1 

% Row 36.5 32.3 1.2 (). 4 o.o 14 .)I 14 ..s 0,6 0.1 o.o 
Source: EE0-4 Supplied by Kansas City, 1981 

• - - -- -- - - - -- ------ -
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Table VII - 3 

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

MALM Au Jon/ /u1, Iml. / 

't'ot,,L---· 
Wl~_lt_·c ___lllu_c_k___l_li_opanic -~~!c. In!.:.._ Al. Nut. 

Z Wul·kforcl!/ 
i Uow 43.6 30.5 1.3 0 . 3 o.o 
% LLlhorforcc/ 
ic: Row 50.2 6.2 1.4 0 . 4 0.3 
Adulintstrotors 
X Workforce/ 
7. now 78.5 10.0 1.2 
% Laborforce 
X Row 75.3 2.7 0 . 8 0.3 0.5 

Prof cso ionals 
% Wol"lcforce/ 
X Row 51.6 9.0 1.5 1.2 0.2 
% Laborforce/ 
X Row 54.4 1.5 0.5 1.0 0.2 
l'echniciuno 
Z \-/orlcforcc/ 
X ltow 56.7 19.2 1.3 1.6 
% l.ahorforcc/ 
¾ Row 50.4 3 . 7 0.8 0.6 0.2 

OfficJ?/Clerical 
X Workforce/ 
% Row 13.5 5.2 0.2 
% Laborforcc/ 
1. Row 13.7 

• 
2 . 0 o.4 0.1 0 . 1 

Skilled Cra5ts .. 
X Workforce 
X Row 42.0 1.7 0.2 
% Laborforce / 
~ Row 81.1 6.2 2.2 0.2 0.6 

Service/Maintenance 
% Workforce/ 
,: Row 24.0 70.l 1.5 0.1 
X Laborforce / 
x now 31.8 12.6 1.8 0.9 0.3 

Sources: EE0-4 supplied by Kansas City, Mo. - 1981 

}IHMAl,E Aufon/ Am.Ind. 

White Black lliotlllnic l'uc. Iul. Al.Nut. 

12.0 11.7 0.4 0.1 0.0 

33.8 6.2 0.9 0.4 0.2 

7.5 2 .8 

18.7 0.3 0.1 0.1 

19 . 5 15 . 5 1.0 0.2 0.2 

38.4 2.7 o.4 0.8 0.1 

10.8 9.7 0.3 0.5 
hi 

34.7 8.2 0.1 0.5 0.2 ~ 

40.1 39.0 1.5 0.3 

71.7 9.5 1.9 0.4 0.3 

1.5 

7.3 1.8 0 . 3 0.2 0.1 

1.7 -2.7 

34.7 15.3 1.7 0.7 0.2 

EEOC, 1980 Report: Job Patterns for HJnorities and Women in Private Industry, 1980, p. II - 143. 
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The city provided data on the composition of most city agencies. There 
were 551 c1 d11nnistrat()rs or iJrofess1ona l~ as of April 30, 1981. Of these i3 . 4 
percent were white female; 9.1 percent, black male; 7.1 percent, black female; 
and, Less tnan 0.5 percent from each of tne otner race / sex categories. Of tne 
21 agencies for which the city provided information, seven utilized fewer 
white fem::i les ; LO utllized f ewer blacK males: LO ut11lzed fewer nLacK temales; 
than the average for all agencies. In short, a few agencies, mostly providing 
h111nan ,.;ervices , covered cne poor pertormance of other agencies .7 

The city also provided data on the numbers of administrators and 
professiona ls l~nose Jobs were aependent on Federal, State or county funds 
(that is soft-money positions). The proportions of persons in soft-money 
positions wno were black male, nlacK female 0r Hisp;:in1c female were larger 
than their proportions in all administrative or professional jobs. The 
proportion s 10 particular agencies -1lso va rLea. The ti.re , puolic wor1<s ::ind 
office of housing and community development proportions of black male 
sof t-money workers were Larger than the citywide ;:iverage . Tne same w:-is tr•ie 
for OCHRD and the department of urban affairs for white women, for the 
deparcments of nealt., a.rid urhan affairs for r:il::ick wqmen and for tne 
departments of public works, parks and recreation and city development for 
Hispr.1n1c w0men.B 

Tne clty provided ::i copy of a 1~73 :iffirrn;:i tive action policv ordinance, a 
document entitled "Affirmative Action Plan for City of Kansas City, Missouri; 
April 30, l981-8 2" and anotner entitled ''Progress Report on Department:::!l 
Implementation of Affirmative Action Goals, City of Kansas City; May 1, 
1982-Juiy 31, LS:! 82. 119 

Tne Clt Y' s basic ::, fflrmative action plari 1.r::i.s p::issed as ordinance 42 406 in 
March 1973. This established activities in selection, recruiting, 
cl.assific;-nion, determination of 1.10der11tilizatt0n, arid evatuation.10 

In the area of selection, the plan requires the directors of the 
departm~nts of personnel and numan relations and tneir staf fs t o revi ew the 
classifications standards for positions in the classified service to assure 
tnat tne reauiremem:.s are jot) related and do not constitute an unrP,asonarJie 
barrier to entry for minorities or women, review tne examinations "to assure 
that written ex8.minations are not navi11g a discriminatory ef fect; " ;:i nd r eview 
new classifications and any new examinations, as developed, as well as 
in forma L se Lec t ion metnods fr:>r tne same purpose . 11 

In the area of recruitment, the plan requires a review of the recruitment 
process to increase recruiting •~irected toward colleges with a predominant 
minority or female enrollment," increased corrnnunication with groups likely to 
yield minority or female applicants, and advertising in ioca l ;ninori ty 
puollca t ions .12 

In tne area of classification, the departments of numan relac i. ons c1nd 
personnel are to work with each department to analyze it and restructure its 
organizat1on so as co provide maximum opportunity f or appli c: r1nt s t o ,.llla lify 
for employment and for employees to advance. Tuey are to assure that the 
max1mum opport,mity 1 s provided ror minorities and women t o ente r training or 
education programs ''which will enhance their employment or upward mobility 
pocenti:-11. 1113 

:M=lnr1gers are to be trained in the skills they would need to ma ~e 
affirmative c1ct10n worK.14 

Each departinent' s staff a re co oe analyzed to identify r.1reas in wnicn 
minorities and women are underrepresented and establish goals for remedying 
thnse deflc1enci.es. Str1tist1ca l ioform':l tion on tne s8Lection and pro,notion 
process 1:1 re to be collected, retained, and eval11atect.l5 

An affirmative action evaluation committee is to be established, 
consi s ting oi tne director of personnel, tne aireccor of numan re lations, four 
otner department heads and the city manager; is to advise on implementation 

https://eval11atect.l5
https://deflc1enci.es
https://evatuation.10
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procedures, focus areas and tne like. The departments of numan relations and 
personnel are to pr~pa:'.~ an :rnnur.1L report on r.1ccomplisnments :-rnd a semi-.annuaL 
evaluation of program efforts.16 

A comm,1ni.tv advisory group, tJroadly representative of community 
organizations, is also established to meet quarterly to hear reports of 
progress ::ind give ::idv1se to improve the program.17 

The affirmative action plan for April 30, 1981-82 contains a description 
of the various city agency workforces in broad occupational groupings, sucn as 
administrator, professional, clerical, etc. There is no utilization analysis 
in comparison to any standard such as the arer.1 laborrorcP, or popul;:ition. 
Following each chart is a "goal" statement. Typical of these is the statem~nt 
for tne Administr::ition-Director's Off1ce wnich re;:ids "For trie fiscal year 
1981-82, the Administration Department has set minority and female goals, in 
t.,e e1ren t ot anv vacancies, in the Public Jnformat1on Office ::ind tne Budget 
and Svstems Division. 11 18 In its accomplishment report for that year, tne 
city stated: 

The goal was to place muionties and females, in tne event of any 
vacancies, in the Public Information Office and Budget and Systems 
Division. Tnis onji:;ctive was accomplisned for females (a wn.ite female wac; 
hired as Journalist I, Public Information Office), Dut not for 
min0rities.19 

While the accomplisnment reports notes tnat some agenci.es met tneir goals, 
many others that had hiring or promotional opportunities that would have 
a LiowP.d goal fulfl l lment ct1d not. 20 The accomplishment report, wni le more 
detailed than the goal statement, does not really allow assessment since there 
is oo way to know wnetner t~e goals set were reasonable or wnetner tne reasons 
for not meeting the goal constituted "good faith" efforts. The data provided 
covers only tne period May l, 1982-JllLY 31, 1SJ82 and includes information no 
the race and sex of persons hired, separated, promoted or demoti:;d by job 
cLassific,:ition. 

Recruiting efforts are hanrilec.1 QY minoritv employment specialist. Sl'le;:i 

has made trips to minority colleges in Tennessee, Georgia, Louisiana and 
Texas. In aridition, tne city nas placed ads in minoritv weeKly new~papers 
across the country (including the Kansas City Call) and the jobs are listed 
witn tne Urban League .Too Data B:.inK.21 All admioistrative and profess10nal 
jobs are advertised in the local news media and in monthly professional 
journals. 2'2 Al thougn all its job efforts il. re ri i rected w obtain minnri ty, 
female, handicapped and older worker, the city reported that "handicapped and 
older worKers nave not appeared for interviews" and "cooseouem:lv n:-ive not 
been nL red. 11 23 

Tne department of personnel I s va lldation 5ection rP,ported tn::it tne 
uniformed fire service examinations had been completely redone witnin the past 
tnr8e ye::irs and tnat noth entry and promotional tests are now cont8nt 
vallct.24 It reported completing val1dat10n studies on nine JOOS r.1nd 
revising five examinations. It also reported developing job-specific ratings 
of ed11c':ltion and experience for "some professi.onal and recreation 1.or1< 
position<;. 1125 It d8signed a scored structured interview for i-lSSessing the 
capacity of persons seeking "first-line" supervisory positions. The city did 
not provid8 information on trie scope 0f its validation efforts, so it was 
impossible to determine what proportion of its entry or promotion 
examinations, formal or infonnal, ;HP, vaL1dated 0r nave oeen te5ted for 
discriminatory affect.26 

But tne city ctid provide data oo promotions from 1979-1982. The citv w::i s 
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://vallct.24
https://B:.inK.21
https://agenci.es
https://min0rities.19
https://program.17
https://comm,1ni.tv
https://efforts.16
https://rnnur.1L
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positions. The proportions of black and Hispanic workers so promoted were 
larger cnan their snares of cne workforce. But there were wide vari~tions 1n 
the actual shares within specific departments and in some, such as public 
wor1<s, tne proportions of olac!< women and wni.te women so promoted 1\'ere lower 
tnan the citywide average. Women were far more liKely to get noncompetitve 
appointments than were men. The city also prov1ded daca on Ll4 promocions 
from entry-level to professional or administrative jobs during the period 
l97Y-L982. Tne proportions of blac1< and Hispanic persons so promoted ,,.,ere 
larger (albeit only slightly) than tne proportions in the administrative and 
professional workforce. B1Jt again, tnere were w1de variat1ons 1n the 
performances of individual agencies. Some, such as the aviation and £inane~ 
dep,3 rtments ni-ld much Lower proport10ns of b l3Ci< ma Le promot tons. Tne -::;:nne was 
true of the aviation and water departments for white women and public works 
dep~rtment for bli-ick women.27 

In short, despite an affinnative ::1ct1on plan that 1s lac1<1ng in detail or 
evaluability, the city has succeeded in recruiting, hiring and promoting 
minorities ;:ind women in its service. AU of whicn suggests tn;'.!t c;Heful 
planning might result in yet better performance . 

.. 

• 

https://women.27
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Notes 

l. Bu rec1u of tne Censlls, l 98 Poputation and Housing (PHC80 -V- 27) , 
Table 2. Note that percentage because H1span1cs are also counted 
in a racial group . 
2. Dc1 ta s11pp L 1ed by Cltv of an sas City on t:i Le ;it CSRO. 
3. See Table VII-3. 
4. See Tr10Le VII-1 and EEOC, l980 Report: Job Patterns for M1 nori ties and 

Women in Private Industry, 198 , p. II-143. 
- t or ansas ~1ty, on f ile at CSRO. 

6. See Tables VII-1 and 2. 
7. Alvin Brooks, Director of Human Relations, Kansas City, letter to staff, 

Oct. 6, 1982 (hereafter cited s Kansas City Letter); "Affi rmati ve Action Plan 
for C1 ty of K;:i ns;:i s C1 t y, Misso r1, Apr. 30 , 1981-82 (herP-after cited as Kansas 
Citv Plan). 
8. AL~in BrooKs, l e tter to s 7, l 983 (nereafter c1ted as KC Letter 

II). 
9. Kr1nsas Cny Letter, attacnnents. 

10. Ibid., attachment. 
11. Ir,id. 
12. Ibid. 
13. Ibid. 
14. Ibid. 
15. Io1d. 
16. Ibid. 
17. Ir,1d. 
18. Kans~s C1tv Plan. 
1~. K:rnsas Cicy Letter, "Progr ss Report on Departmentr1 l Implementation of 
Affirmative Action Goals, City f Kansas City, May 1, 1982-July 31, 1982. 
20. ll"lld. 
21. KC Letter II. 
22. Ir:,id. 
23. Ibid. 
24. Ioid. 
25. Ibid. 
26. !hid. 
27. Ibid . 
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VIII. CITY OF ST. LOUIS 

Toe City of St. f,OIJlS is Loc;i.ted on the west DanK of the MlSSlSSlppi 
River. It is part of the St. Louis SMSA. In 1980 it had a population of 
453,085 of wnom 53.5 percent were wn1te, 45.6 percent were oLacK, 0.l percent 
were Indian, 0.4 percent were Asian, 0.4 percent were of "other" races and 1.2 
percent were Hispanic.1 Tne city 1s h,otn a municipality and a county and 
thus provides services of two governmental levels . 

In l98l tne city 1s workforce comprtsed 7,224 persons, 44.8 percenc were 
white, 54.6 percent were black, 0.3 percent were Hispanic, 0.5 percent were 
Asian.2 A sumrnarv of tne citv's workforce profile is 10 T8ole VTII-L. 
BlacK and Asian segments of the population were well represented; other groups 
were 110c. 

Table VIII-3 snows tne ut1Lizat1on rates in tne worKforce and tne area 
laborforce. Black worKers were a larger proportion of the worKforce than of 
tne laoorforce. Hispanic wo,.kers were a smaller proportion. Wnite women were 
significantly underrepresented. This pattern also applies in the higher job 
categories. 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 

An examination of the salary structure by race and sex shows tnat blacK 
men had a lower median salarv as administrators than did white men; nlacK men, 
white women and blacK women had lower median salaries as technicians; black 
men, wnite women and black women had lower median salaries as protect1ve 
service workers; white and blacK women had lower median salaries as service 
worKers. Tnere were no discrepancies in the other job categor1es.4 

The city also provided data on new hires in its EE0-4. These are 
replicated in T;:w1e VITI-2. Tnis snows that 1t was ninng more wnite women 
and black men than were in its workforce in 1981 and fewer black women. This 
was ::ilso true for new n1res in administrative, professional and technic;:il jons 
(but the difference in percentage was very slight). The proportion of black 
male new n1res wa5 lower tnan in tne existing worKforce 10 professional and 
technical jobs. The proportion of black female new hires was higher in 
administrative and professional out not tecnn1cal jons.5 

The proportion of women and minorities in particular job categories in 
toeir own gro11p was lower than that of white males in admin1strat1ve, 
professional (not wnite women), technical, protective service, and skilled 
craft job categories. Compared to tne area laborforce, while tne proportions 
of white women and minorities who were administrators was lower, the 
proportion of wn1te women, Dlack men and nlack females woo were profess1ona1.s 
or technicians was higher. Hispanic administrators, professionals and 
technicians were generally a smaller part of their portion of the worKfor~e 
than they were of the laborforce. 

Tne city provided a copy of its current affirmative action pian. It wcis 
adopted in 1979. Although the plan was supposed to be updated on an annual 
basis, tnis apparently was not done.6 The city proposes to upd:-ite it in 

1983.7 The plan states tnat it is designed: 

through voluntary self-analysis, to identify areas in which there may be 
underutil izatioo of available women an<l minorities i.n tne workforce and to 
design a positive program to correct and overcome this 
underuti.L1zatt0n ... and to fam1lianze operating managers ':ind 
supervisors ... with the City's overall goal of affirmatively seeking to 
hi.re tnose wno m::ty have been denied opportunities i.n the past and ... to 
improve the auality and representativeness of the City's work force as a 
Whole.8 



' .. • • 

Table VII 1-1 

l'lorkforce of the City of St. Louis - 1981 

'fotnl 

MALI! 

Whl.to Block llispnnic 
Asinn/ 
l'ac.1s1. 

An1.JnJ./ 
Al.Nat. Whito 

0 

FEMALH 

Dlnck Ill spanic_ 
Aslnn/ 
l'nc. l sl. 

fun.Intl./ 
Al .Nut. 

Offlclals/AJmlnll\trntors 
"N" !tow 192 
\ Column 2.7 
\ ltow 

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 
1 iN11 !tow 

\ Colmnn 
\ now 

1229 
17.0 

477 
20.2 
38.8 

139 
7.l 

11. 3 

1 
8,l 
0.1 

13 
68 . 4 

1.1 

237 
27.0 
19.3 

348 
17.l 
28.3 

2 
33.3 
0.2 

12 
100.0 

1.0 

Tcclmlcians 
11N11 now 
\ Colunu1 
\ ltow 

779 
10.8 

311 
13,2 
39.9 

151 
8.0 

19.4 

1 
8.3 
0.1 

2 
10.S 
0.3 

69 
7.9 
8.9 

245 
12.0 
31.5 

Protective Sorvico 
"N" llow 1049 
\ Column 14.S 
\ llow 

589 
25,0 
56.2 

400 
21.1 
38,l 

1 
8.3 
0.1 

3 
0,3 
0,3 

56 
2.7 
5.3 

l'n ra-P rofoss .ionn ls 
"N 11 ltow 778 

10.8t Colu11m 
\ How 

16 
0,7 
2.1 

90 
4.7 

11. 6 

33 
3. 8 
4.2 

639 
31.3 
82.1 

t,1 
N 
II> 

OfficeLCiericnl 
"N" ltow 
\ Column 
% ltow 

995 
13. 8 

65 
2.8 
6. 5 

54 
2.8 
5.4 

1 
5. 3 
0.1 

498 
56.7 
SO.I 

374 
18 . 3 
37.6 

3 
so.o 
0.3 

Skilled Craft 
11 N11 Row 580 
\ Column 8,0 
\ now 

Service/Maintenance 
"N" Row 1622 
% Column 22.5 
\ Row 

TOTAL 7224 
\ 

457 
19.4 
78,8 

302 
12.8 
18,6 

2357 
32.6 

112 
5.9 

19.3 

932 
49.1 
57.S 

1897 
26.3 

3 
25.0 
o.s 

6 
so.o 
0.4 

12 
0.2 

I 
5.3 
0.2 

1 
5.3 
0.1 

19 
0.3 

1 
100, 0 

0.2 

1 
o.o 

5 
o.n 
0,9 

15 
l. 7 
0.9 

879 
12.2 

l 
0. 1 
0,2 

~5 
17.9 
22.5 
2041 
28.3 

1 
16.7 
0.1 

.6 

0.1 
12 

0.2 

Source: Data supplied by City of St, Louis, on file at CSRO. 
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'l'otul 

Officiole/A<lminietrators 
Number 10 

% Row 

Professionals 
Number 213 

X Row 

Technicians 
Number 71 

J Row 

Protective Service 
Number 64 

% Row 

Para-Professionals 
Number 53 

% Row 

Off ice/ Clerical 
Number 129 

X Row 

Skilled Croft 
Number 68 

% Row 

Service/Maintenance 
Number 173 

X Row 

!Q!Ah 
Number 781 

% Row 

White 

6 

60.0 

78 

36.6 

Zl 

29,6 

22 

34 .4 

5 

9. 4 

7 

5, 4 

51 

75.0 

44 

25.4 

234 

30,0 

' I 

MALB 

Black 

1 

10.0 

ICU.J.I.C: V.1.1..L - L 

New Ulres-St, Louis City -

As ion/ Am.Ind./ 
llispunic t•ac. Isl. Al. Nat. 

,: 

1981 

White 

2 

20.0 

13 1 44 

6.1 0.5 20.7 

13 2 15 

18.3 2.8 21,1 

25 5 

39.1 7.8 

17 7 

32.1 13,2 

9 56 

7.0 43.4 

13 4 

19 , 1 5.9 

117 

67,6 

1 

0,6 

1 

0.6 

3 

1.7 

208 

26.6 

3 

0,4 
2 

0.3 

136 

17.4 

FEMALE 

Asian/ Am, Ind. 
nlack Hispanic Pac. Isl. Al. Nat. 

1 

10 . 0 

72 5 

33.8 2.4 

20 

28.,2 

12 

18,8 
~ 
N 

24 CT 

45,3 

56 1 

43.4 0,8 

7 

4.1 

192 6 

24.6 0.8 

Source: EE0-4 supplied by St. Louie City, 1981. 



• • •• ( 

VJ. J. ,_ _ _,,uuLt: 

Laborforce Compared City of St. I.au is - 1981Percent Workforce/Percent 

'l'otol 
White 

MAI.K 

Block lliepnnic 
Aeiun/ 
Poe.Isl. 

Am.Ind./ 
Al.Nat. White 

l•'P.MALK 

Black lliepunic 
Aatnn/ 
Pac.Isl. 

Am.Ind. 
Al.Nat. 

% Workforce/ 
% Row 
% Lohorforce / 
% now 

32.6 

52,0 

26.3 

7.5 

0.2 

o. 7 

0 , 3 

0.3 

o.o 

0.2 

12.2 

32.6 

28.3 

6,3 

0 . 1 

0.3 

0.2 

0.2 O.l 

Administrators 
i Workforce/ 
,: Row 
% Labor force 

72.9 9.9 0,5 9.9 6.8 

% Row 77 .2 3.1 o. 7 0.3 0,3 16.5 1.5 0.1 O.l 0.1 

Professionals 
% Workforce/ 
r. Row 
% Laborforce/ 
% Row 

38.8 

60,6 

11.3 

2.3 

O.l 

o. 7 

l.l 

1.2 0.3 

19.3 

31.4 

28.3 

2.8 

0.2 

0.2 

1.0 

0.5 O.l 

reclmiciane 
% Workforce/ 
% Row 
% Laborforce/ 
% Row 

39 . 9 

51.7 

19 . 4 

4.5 

O. l 

0.4 

0.3 

0.4 0 . 1 

8,9 

32.8 

31.5 

9.4 0.2 0.3 O.l 

(H 
N 
n 

Off ic~/ Cler ica l 
% Workforce/ 
% Row 
% Luborforce/ 
% Row 

6.5 

p.2 

5.4 

2.0 0 . 3 

O.l 

O.l 

50.l 

70.3 

37.6 

11.1 

0.3 

0.7 0.2 0,2 

Skilled c:ra,ts . 
% Workforce 
% Row 
X l.aborforce / 
r. Row 

78 . 8 

83.6 

19.3 

7 .o 

0.5 

1.2 

0 . 2 

0,1 

0.2 

0.3 

0.9 

6.5 

0.2 

11,1 0.1 O.l 

Se rv Jcf/Haintenance 
% Workforce/ 
% Row 
% Laborforce/ 
% How 

18 , 6 

29.0 

57.5 

13.7 

0.4 

0.4 

0.1 

0.3 0.1 

0.9 

38.5 

22 . 5 

17 .6 

0.1 

0.2 0.3 0.1 

Sources: EE0-4 supplied by the City of St. Louie - 1981 
EEOC, l 260 Repgrt: ,lob fatterna fQI maor!ties and Women in Private Induetr}'. 1 1980, p. II - 279. 

* Less thon O. 05 percent 
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There is no utilization analysis in the plan, nor have any otnneric objectives 
been framed. Tne only relevant infonnatioo 1s a copy of the 1979 Missouri 
State Employment Service report on manpower infonnation for affinnative action 
planning. The categories used 10 tnis would not nelp very much in conducting 
a detailed utilization analysis. !'br is there any data on toe 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.10 Tne plan calls for establishment of a mailing List for civil 
service examination announcements that would include a significant ntnnber of 
minority and women ' s organizations but does not specify wnicn. It also 
reauires that ads for some jobs he plqced 10 minority newspapers.ll 

I-ad the utilization analysis been conducted, each department was to target 
positions for affinnative action efforts in the coming year. When reaue~ting 
permission to fill a vacancy from such a position, it was to be marked 
affinnative action before being sent to the aepartmeot of personnel. That 
department would review the existing certification list to detennine wnether 
tnere was a good representation of minorities and women. If not, it wou Ld 
conduct an intensive recruiting effort if 1t 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 no discussion 
in the plan of efforts to validate the necessary entry examinations, written 
or ora1 . 

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

Supervisor~ were to receive awareness training to sensitize tnem to tneir 
responsibilities.15

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

In addition to lacking ntnneric goals, tne plan fails to provide a specific 
timetable for implement~tion of tne broad oojectives it outlines. Moreover, 
those objectives are so broadly described that it would be very difficult to 
detennine, in most 1nstances, what ought to be done. A detailed ~onitoring 
~rocedure and the doct.nnentation needed for such an effort is not spelled out 
10 tne plan. Nor are responsibilities for implementation clearlv delegated so 
that line personnel know what they need to do. 

To see wnat had been accomplished, the Advisory Committee asked for a 
compenditnn of administrators and professionals in each department showing 
their race, sex, wnetner they were agea 40-70 or n~ndicapped. Tne city did 
not provide this information. Instead, it asked tnat the EEO-4, which 
provides 14 broad categories of agencies ne utiLized.17 This snow~ that in 
five categories that together employed 35 administrators no minorities or 
women were employed as administrators. These functions were housing, police, 
sanitation, miscellaneous activities and utilities. 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 black women was less than for the city 
as a wnole. In two fonctions wnich included 10 professionals, tnere were no 
professional minorities or women. One of the 14 functions had no 
professionals. In seven functions blacK men were utilizect as prof~ss1onals at 
a rate lower than the citywide average. The same was true for white women in 
eight functions and tJLack women in nine funcnons. In snort, tne city's 

https://utiLized.17
https://implementation.16
https://responsibilities.15
https://advancement.14
https://correctly.13
https://newspapers.ll
https://schools.10
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ernplovment of minorities essentu1Llv in soci~L services dep:.:irtments covered 
tne failure of effort nv depart,~nts ana agencies 1n otner functions.LB 

Recruitment of minorities is the responsibility of the city affirmative 
action officer. He rep,)rted tnat the city advertises in a L l tnree black 
newspapers as well as the Post-Dispatch and Globe-Democrat, sends notices to 
over 300 community groups, colleges, universities, i11Jranes, clergymen :.inli 
civic leaders of whom about one-third are minority-related. Recruitment is 
conducted in Missouri, Illinois, Tennessee, Oi<lanoma ;.ind '.(ansas.19 But, ne 
reported that the city did no on-campus recruitment in 1982 because there were 
limited vacancies to fill.20 

Tne city reported ti1at aual1ficat1ons reauired for particular jobs are . 
reviewed prior to examination to ensure job relatedness and minimize adverse 
impact. It f urtner stated: 

Otner e f forts to avoid or minimize adverse impact rnclude ctllowing 
experience to substitute for formal training or education, developing work 
sample tests, structuring or;:il interviews and analyzing results for 
inter-rater reliability, reauiring and providing interviewer training for 
all persons selected to sit on oral review ~oards, ensuring minority 
participation on such boards, and reviewing adverse impact analysis of 
past exam1nations before developing new tests.21 

The city does report a vaL1dHtion project22 but tnere is no indication tnat 
it has been completed nor whether the adverse impact reviews nave been 
effective. 

Alcho 11gh tn~ L979 plan called for development of career ladders, tnis hr.ls 
only now neg,m.23 

Tile cicy provided <fota on promotions into adm1nistrati1•e, professional a11d 
technical jobs. It was unable to provide data on the promotion of handicapped 
worKers. 24 Of .) 4 promotions to administrative jons, one w:.is a blact< male, 
three white females and two black females. Of the l6 city agencies that 
promoted someone to :rn administrative job, onlv five promoted minorities 0r 
women. There were 360 promotions into professional jobs of which 52 were 
blaci< men , 44 were wnice 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~ofessiooal Jobs, only four promoted at least the citywide average of 1JlacK 
men, only 11 promoted the citywide average of white women and only 10 promoted 
tne c1tyw1de average oi black women. Tnere were 2L9 promotions into tecnn1cal 
jobs of which 37 were black men; one, an Hispanic man, two, Asian men; 30, 
wnne women, 33, black women; ;:rnd one, Asian woman. Of tnt~ lS ag-=ncies that 
made such appointments, only five promoted at least the citywide average of 
bl"!Ck men, onlv five promoted at Least tne citywide ;,verage of wnite ,,:omen and 
only sue promoted ::it least tne cnyw1de a11er:.ige ot blacK women.ZS 

The city reported that all its promotions are competitive "and reauire 
tests of fitness for everv nigher level (promotional) class of pos 1tlon." 
Candidates who are placed on an eligibility list are then grouped in sets of 
ttiree for consideration 'Jy the hiring official. 26 

The city clearly has been successful, overall, in utilizing minorities but 
less succe-,sful in its efforts to assure eauality for wnite women. But closer 
analysis reveals significant disparities between employing units. The 
affirrnacive action pl,rn does not seem to provide a t)asis for signific:rnt. 
change. It is not clear that the selection procedure is free of potential 
bias and stnce promotions are by examination (whettier written or oral) it is 
not clear that these are any less likely to be discriminatory than the 
entry-Level examinations. 

https://women.ZS
https://neg,m.23
https://tests.21
https://ansas.19
https://functions.LB
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Notes 

l. B1ire~m of the C:ensus, 1980 Census 0f Popul':!tIOn and Housing (PHCSO-V-27). 
Hispanics are also counted in a racial group, therefore the total exceeds 100 

• percenc . 
2. See Tarole VIII-L. 
3. See Table VIII-3. 

• 4 . Data in EE0- 4 supplied t:ly tre City of St. Lonis, on file r1. t CSR.O . 
5. See Table VIII-2. 
6. Ronald L. 1'.!arshall, Affi rrnattve Action Officer, City oi: St. L011is, letter 

to staff, Jan. 26, 1983 (hereafter cited as St. Louis City Letter). 
7. Ronald L. -larshall, Affinnati 1re Action Off1cer, Ctty of St. Lams, 

telephone interview, Feb. 2, 1983. 
8. Clty 0f St. Lo•ns. Affi rmative Act10n Plan (nd ) , p. l. 
9. Ibid., p. 10. 

10. Ir:iid., p. ll. 
11. Ibid., p. 12. 
12. Inid., p. 10. 
13. Ibid., p. 13. 
14. To1d., p. 15. 
15. Ibid., p. 16. 
16. Tl)id. p. 6. 
17. Ronald Mc1. rsnall, telephone interview, Feb. 2, 1983 . 
i8. EE0-4 supplied by the City of St. Louis, on file at CSRO. 
19. St. Louis C1tv Letter . 

• 20. Ibid. 
2l. Ioid . 
22. Ibid. 
23. Ioid. 
24. Ibid. 
25. St. r,011is Clty Letcer, Cnarts r., D, E. 
26. St. Louis City Letter . 
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IX. UNIVERSITY CITY 

University City ts an incorporated area immediately to t1'1e west ot tne 
City of St. Louis. It is a part of St. Louis County and the St. Louis SMSA. 

• In L980 it ndd a population of 42,738 of wnom SS 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 cicy was unanle t:o provide a full response to tne Adv1 ~ory rorrunittee's 
auestlons 11eca,1se it LacKed staff to Jo so. 2 

The city employed 301 persons, 56.2 percent were white men, 23.3 percent, 
bhck men; 0. 3 percent, Asian men; l4.3 percent, wnite women: 5. 7 percent, 
black women; and 0.3 percent, Hispanic women. Surrnnaries of the city 
employment patcern a re in Tanle IX-land I X-2. The percentage of l')Lac: K 
workers was somewhat less than in the population. 

Taote IX-3 snows t ne ut1lizanon ra ces 1n the workforce 1nd a rea 
laborforce. The proportions of white and black male workers were somewhat 
higher out tne proportions of white :fema Le worKers •~ere somewhat tower tnan 10 

the area laborforce. This was also true within occupational groups for 
adm1n1s crators , professionals, tecnnic1ans Tnere wer9 fewer whice ma l9 and 
white female clerical persons than in the area laborforce. There were fewer 
wnite ma le service workers tnan in tne area Lab0rforce. There were no 
disparities in median salary. The city would need to employ 6l more white 
women to ma.tch tne area laborforce. 

Tnere were suostantial differences in the relative utiliza tion of the 
etnnic groups. The proportions of black male, white female and black female.. administrators 10d professionals were significantly lower tnan tne comparable 
proportions of white male administrators and professionals. This was also 
true 1n cne tecnn1ca l, protective service, and paraprofessiona l worker 
categories. Only in the clerical worker category did the proportion of wnite 
women in t:1e ca cegory exceed che proportion of ,...,hlte men. And only in the 
service worker category was the proportion of black men larger than the 
proportion of wnite men. However, wnen percentage of worKers f rom a 
particular group in a particular job category in the workforce is compared to 
tne compar'lhl e data 1n tne area L::it)orforce, 1t shollld ne notea t 11':lt for 
administrators there is still a lesser proportion but not for professionals. 

University Citv nas an elaborate affirmative action plan and review 
process. In addition to a comprehensive citywide affirmative action plan, 
eacn department also prepares an affirmative action pl ::i n tnat 1ncL11des 
specific goals and timetables and action elements. The following analysis 
covers ::i Ll e Lemen cs except tne pol ice department, wnicn 1s a1scussed 10 a 
subseauent chapter. 

The citywide plan refers to ::i corrrrn1tment co recruit n1re and promoce in 
all classifications and "to act affirmatively in those areas where general 
societal discrimination has denied eaual1ty of opportunity part1c11larLy where 
underrepresencat1on exists."3 Toe city emphasizes i. ts inten-c100 t o seeK 
qualified blacks, females and handicapped individuals for technical and 
proiess1onal positions. 

Tne citywide goals are to increase the hiring of minoritv ana fem8le 
professionals, to advance tnem in professional positions and to increase its 
utiiizati.on of tne nandicapped. Tne citywide plan reauires e8ch department co 
estimate expected new hires and specify how they will achieve their part of 
tne plan . ..,..he action elements call for a variety 0f measures to improve 
outreach to minority and women's groups, monitor applicant flow, validate 
testin~, monitor the entire affinnative action process and espec i ally 
turnover, exist interviews. TWo separate sections prohibit sexual harassment 
and indicate th!=! willingness of thP- city to m8ke reasonable accommodation to 
tne needs of tne hand1capped.4 

https://utiiizati.on
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Table IX-1 

'fotnl 

MALE 

White Dluck 

Workforce of llnive-.:sity City 

Asinn/ A1a. Ind./ 
llispnnic Puc.Isl. Al.Not. 

- 1981 

Whito 

FEHALB 

Blnck llis~nnic 
Asian/ 
rue. Isl. 

Am. Ind./ 
Al .Nat. 

Officials/Admlnistrutors 
"N" ltow 11 
\ Column 3.7 
\ !tow 

9 
5.3 

81.8 

1 
1.4 
9.1 

1 
2.3 
9.1 

Profossionnls 
"N" now 
\ Column 
\ now 

55 
18.3 

42 
24.9 
76.4 

7 
10.0 
12.7 

6 
14.0 
10.9 

Technicinns 
11N11 Row 
\ Column 
\ Row 

25 
8.3 

17 
10.1 
68.0 

5 
7.1 

20.0 

2 
4.7 
8.0 

1 
5.9 
4.0 

Protective Service 
"N" Row 92 
\ Column 30.6 
\ Row 

72 
42.6 
78.3 

12 
17.1 
13.0 

7 
16.3 
7.6 

1 
5.9 
1.1 

Para-Professionals 
"N" llow 5 
\ Column 1.7 
\ Row 

1 
0.6 

20.0 

2 
4.7 

40.0 

2 
11.8 
40.0 

~ 

°'Ill 

Office/Clericnl 
11N11 now 
\ Column 
\ How 

42 
14.0 

1 
0.6 
2.4 

1 
1.4 
2.4 

l 
1001.,0 

2. 4 

25 
58.1 
59.5 

13 
76.5 
31. 0 

l 
100.0 

2.4 
Skilled Craft 

"N" Row 
% Coltman 
% Row 

23 
7.6 

14 
8.3 

60.9 

9 
12.9 
39.1 

Servicc/Mnlntenanco 
"N" Row ·48 
% Colunm 16.0 
\ !tow 

13 
7.7 

27.1 

35 
50.0 
72.9 

TOTAL 
\ 

301 169 
56.2 

70 
23.3 

l 
0.3 

43 
14.3 

17 
5.7 

. 1 
0.3 

Source: Data supplied by University City, on file at CSRO. 
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Table IX - 2 
New lllres-Universlty City- 1981 ·- -. 

FmtAT.. J~ 

Totol 

OfficJulu/AJmlniutrutoru 
Nuuilwr 

White nlllck lliop1111ic 
J..uiun/ 
l1llC. lol. 

Am.Ind./ 
Al.Nat. White nluck lliopanic 

AeJnn/ 
l1uc. I.el. 

/IJ11,l11J. 
Al.Nat. 

X Row 

Profess lonols 
Number 4 2 1 1 

X Row 50.0 25.0 25.0 

Technicians 
Number 3 1 1 1 

7! Row .. 33.3 33.3 33.3 

Protective Service 
Number 10 8 1 1 

:t llow 80,0 10.0 10.0 

1'11 rn-Prof cao.Lonul fl 

Numbet· 1 1 
t,I 

°'CT 

% Row 100.0 

Off Jee/Clerical 
Number 5 1 3 1 

% Row 

Skilled Craft 
Number 1 1 

20.0 60,0 10.0 

X Row 

Service/Ha intenonce 
Number 5 

100.0 

2 3 

t Row 40.0 60.0 

TOTAL 
Number 

% How 

29 1'i 

48,3 

7 

24.1 

6 

20. 7 

2 

6.9 

Source: EE0-4 supplied by University City. 1981. 
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Table IX - 3 
Percent Workforce/Percent Laborforce Compared -- University City - 1981 

Total 
White 

MAJ.Io: 

nlock lliapanic 
Adon/ 
Pac.Isl. 

tun.Ind./ 
Al.Nat. White 

rBHAl,ll 

Black tlispanic 
As inn/ 
Pac.Isl. 

tun. Ind. 
Al.Nat. 

% Workf~rce/ 
% Row 56. 2 23.3 0.3 14.3 5.1 0.3 
X l.uhorforce/ 
% Row 52.0 7.5 o . 7 0.3 0,2 32.6 6.3 0.3 0.2 0.1 

Administrators 
% Workforce/ 
.,,. Row 81.8 9.1 9.1 
X Laborforce/ 
? Row 77 .2 3.1 o. 7 0.3 0.3 16.5 1.5 0.1 0.1 0.1 
Professionals 
X Workforce/ 
X Row 
% Lnborforce/ 
¾ Row 

76.4 

60.6 

12.7 

2.3 0 . 7 1.2 0.3 

10.9 

31.4 2.8 0.2 0.5 0.1 

rechnicians 
i: Workforce/ 
% Row 
X Laborforce/ 
X Row 

68.0 

51.7 

20.0 

4.5 o . 4 0 . 4 0.1 

8.0 

32.8 

4.0 

9.4 0.2 0.3 0.1 

t,1 

°'0 

I 

Offict>)Clericd 

r. Workforce/ 
7. Row 
% J.aborforce/ 
% Row 

2.4 

)-5. 2 

2.4 

2.0 0 . 3 

2.4 

0.1 

59.5 

70.3 

31.0 

ll.1 

2.4 

0.7 o. 2 0.2 

Slt:illed Crnftu 
% Workforce/ 
X Row 
% Lnborforce/ 
% Row 

60.9 

83 . 6 

39.1 

7.0 1.2 0.1 0.3 6 . 5 1.1 0 . 1 0.1 * 
Serv lee/Ha intenance 

+ Workforce/ 
X Row 27.1 72.9 
% Lahorforce / 
% Row 29 . 0 13. 7 0.4 0.3 0.1 38.5 17.6 0.2 0.3 0.1 

Sources: EE0-4 for University City, 1981 
EEOC , 1980 Repart: Job Patterns for Minor ltiea and Women in Private Industry, 1980, p. II - 279. 
* Lesa than 0.05 percent 
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The department of planning notes the absence of minorities at the 
professional level ;:ind cites a 1980 affirmative nCtion audit noting tne 
underutilization of women at the technical level. It proposes to remedy these 
oy: 

--advertising in mi.nori ty-oriented media and rec rui trnent .-:1t educat 10nal 
facilities with a substantial proportion of minority students; 
--maintaining systematic contacts witn minority organizations: 
--encouraging present employees to refer minority applicants; 
--ensuring tnat its examinations .-ire valid; 
--providing training for interviewers to ensure unbiased techniaues; 
--establishing a s1<ills oank co use for promotions ; 
--improvin~ tne numan relations <a:ki lis of snpervisory personnel. 5 

The public works department plan seeks to increase the utilization of 
minorities in tne engineering a1vision ::ind in s11pervisory positions 
generally. But it notes the difficulty of finding aualified senior staff and 
lac1< of turnover as problems. It proposes to seek new sources of technicians 
and review its selection process to ensure validity and to make additional 
training availaole so t~at existing minoritv emplovees can 1Jpgrade 
themselves. The main effort will be to communicate to employees the 
opportunities available to them and ways by whicn tne c1cv ca n assist tnem to 
advance.6 

Tne parks and recreation departmenc notes tnat it got it, first m1nor1ty 
supervisor during the year but that his promotion eliminated minority 
representation in tne SKilled tr'ides category. Despite tne addition of I .5 
positions, the percentage of both minority and female employees declined 
slightly. Tes prunarv goals are to seeK more minority employees in 
specialized and supervisory positions and encourage women to join the 
department at a l l levels, espectally ::is L;:ihorers and as d1vi.:;ion ;,eacts or 
managers. To accomplish this it proposes to train minority worKers, try to 
remove barrier:- t"'it keep women from seeking lower level positions and train 
supervisors to "overcome any personal prejudices which may interfere with 
tnetr objectivitv in utilization of ernplovees." However, 1t notes a concern 
that "far too many new employees are being brought in from the outside due to 
apparent lv 'ipatnv of current employees to advancement. 11 7 

Toe finance department notes that it lacked any minorities or women in its 
central gar;:ige operation. It proposes to remedy this oy ooth 1nternal and 
external recruitment.8 

Tne centr::il administration unit (comprising a n11mber of small departments) 
proposes to seek one additional woman and one additional minority for 
adm1n1strat1ve positions. Because it nas a nigh turnover rate lt belleves 
this will be possible. But it notes the absence of career ladders witnin 
units and proposes to seeK qualified people in other c1ty departments and 
recruit outside the city by using the International City Manager's Association 
referr8.l serviCf~ and consu Lt tne Y!i::::n1gan C1 ty ~'lanager' s Assoc:i3tl'Jn ~e:~rral 
serv1::::e. 9 

Tne fire d:;partment notes the d1ff1c11lty in getting aual1fied minority 
paramedics and, despite a pattern of past promotions, a relative absence of 
mid-Level minority officers or entrv-level minority fir~man available for 
promotion. It proposes to establish a cadet grade to train and employ 
minority paramedics •,mo would ne awtlified by a combination of on-tne-joh anct 
classroom training. It also proposes to seek, over a 10-year period, to 
increase tne emp Loyment of minority f i.. re fighters at all ranks .10 

All the planning documents lack comparison either to laborforce or 
population statistics. Tne proolem with most of tne agency plans is tn8t cney 
lack circumstantial detail for implementation. A casual reader of the plans 
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might well wonder whether the detail provided is sufficient to provide a 
g1Hdeline for future activities liKely to r)e implemented and lll<ely to .,ave 
impact. I-bwever, because many apply to relatively small numbers of people, 
sucn detail may nave ~een less appropriate than 1t would oe for a larger 

• organization . 
An interesting feature of the TJniversity 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 bP.yond the 
SMSA for ~rofessional positions if local ads do not produce sufficient 
resp0nse. l 

The police department's afhnnative action plan is disc11ssed rn anotner 
chapter of this report . 

.. 

• 

• 
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Notes 

l. Bure::iu of tne ('.,ensus, 1980 Census of Population anct Housing (PHC80-V-27), 
Table 2. The proportion of "other" has been omitted. Smee Hispanics are 
also counced in a r~cial group, tne percentage exceeds 100 . • 2. Robert E. Klein, Director of Personnel, University City, letter to staff, 
Sept. 20, L982. 

3. University City, Af firmative Action Prograrn, J:rnuary 1982 .• 4. Ibid. 
5. Department of Planning, University City, Aff1nnat1ve Action Plan~ (nd). 
6. Department of Public Works, University City, Affirmative ActionTnct). 
7. Cn11cK Korilenberge r, Director of ParKs, University City, memo to 

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

10. Fire Department, University City, Affirmative Action Pi~n (July L98 L). 
11. University City, Affirmative Action Program, January 1982, pp. 4-5 . 

• 

• 
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X. POLICE DEP.~Uv1E!\JTS 

Complete responses •.ver~ recei1Ted rn ,eauests for data from tne St. Louis 
City Police Department, Kansas City Police Department and St. Louis County on 
benali of its police department. Answers wich Less detail 1,:ere received irom 
University City, Columbia and Jackson County. Boone County provided no 
informat:1on on ics police employment practices. The Advisory Corrunittee wanted 
to know whether police department employment practices conformed to those 
suggested oy tne Commission on Accreditation for Law Enforcement Agencies, a 
joint effort of the National Sheriff's Association, the Police Executive 
Researcn Forum, tne Tnt:ernational Assncic1tion of Cniefs of Police :=ind the 
National Organization of Black Law Enforcement Executives. 

1. Columbir1 
Tne cny of Columbia's pol 1ce department nad 105 persons on its payroll rn 

1982 including 77 white men, two black men, one Asian man, two Indian men, 21 
wni te women, one blacK woman :rnd one Tndian woman. Its administ rr1ti ve ::ind 
professional ranks included eight white men, one black man and one Indian 
woman. Tne newly ::i.ppointed cnief of police w~s hlacK. 

In 1976 the city established goals for the department. These provided 
that eventuallv 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 minoricy.l Toe goals were somewnat below tne representation of 
minorities reported in the 1980 population. 

Tne cny reported cnat its chief at police had conducted rec ruitment 
visits at Northeastern Missouri State University, Central Missouri State 
University and Lincoln Uni,rersity. Tne city nirect five white male officers 
during 1981, from a total of 171 applicants, 13 of whom were minority, 12 of 
wnom •vere women. Of triose who applied, tnree m1noriti~s and seven women 
reached the interview stage and one minority and one woman were declared 
eligit:,le.2 One wnite female became a police officer r:>y promotion. One 
white mr1le 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 guide lines. It tnerefore was ,mab 1e to state 
whether or not its standards and procedures matched those that would be 
reauired for accreditation.4 

2. Kansas City 
Tne city's r1ffirmative action pl:=in does not state wnen tne hrst h.lacl< 

officer was appointed. But the first women to begin training at the academy 
w.ere not appo1nted until L967.5 As of July 1982 , the department nad l,141 
sworn personnel, 186 of whom were minorities or women. As of February 1982, 
83.6 percent of tne total were wnite male, 8.3 percent were rJLack male, 1.7 
percent were Hispanic male, 0.2 percent were other male; 3.4 percent were 
wnite female, 2. 5 percent were bl:=icK female, 0.4 percent were Hi spanic 
female.6 Tne department also nad 556 nonsworn personnel (c1vil1an:3 ) of wnom 
8.6 percent were black male, 1.3 percent were Hispanic male, 36.5 percent were 
white female, L6.4 percent were rJlack female and 1.4 percent were Hispanic 
female.7 The police department reported tnat 0etween January L97 5 r1na 
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 men, L3.5 percent 
were white women, 12.4 percent were black women and 1.5 percent were Hispanic 
women.8 In the ranKs ahove captain were 87 persons in 1~8 2, 10.3 percent 
were rJLac:< men, 1.2 percent were blacK women.9 In l981, f ive wnite males 
were promoted from sergeant to captain, two white males and one black male 
from c c:1 ptain to major, one wnite male from major to Lie11tenant colonet.10 
In addition, six white males were promoted from officer to sergeant, out of a 
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total of 422 who began the testing process. In the period 1979-1982, the 
poilce reported 47 oromotions to serger.1.nt. Of these, s1x percent were iJlr.1.cK 
men and two percent were white women. Twenty percent of 15 persons promoted 
from sergeant to capta 1n were ol;:ick men ,:rnd seven percent ,..,,ere IJ LacK women. 
During this period 11 persons were promoted to major from captain. This is a 
noncomp~titive appointment. Of cnese, l~ percent were blr.1.cK men.11 

The police department has an elaborate and detailed vollllile of information 
on its af f i nnat 1 ve action ettorcs and tnei r implementation .12 However, rnany• of the details are general police department practices and do not reflect any 
special connection to affirmative ;.ction. 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 tJeen done. Tne President 
of the Kansas City Police fuard colTil!lented on this: 

In fact, tne document whicn you c:-ill tne "K.C.P.n. Plan" 1s a co111pilc1tion 
of data gathered daily, weeK, and monthly. 

Tnroughout the year, tne Cnief of Police, tnrougn tne Personnel Division, 
keeps the fuard apprised of the Department's Affirmative Action efforts. 
This 1s aone tnrough reports provided at the regular montnly meetings of 
the Police fuard as well as through timely updates of transfers, 
promotions, etc., ::is they occur. Conseauently, we monitor our progr~m 
during tne entire year and not just at ve::ir's end.13 

The plan includes a comparison between the department's workforce and the 
SMSA lahormarKet. Tnis snows tnat the department nas generally done oetter• 
than tne ;:ire,q l::ibormarKet.14 Althougn tne Advisory Committee has used 
somewhat different statistics, in general the comparison is similar. Some 
police departments make comparison not to tne Labor market tJut co tne 
population, on the grounds that police forces should be representative of the 
corrnnurnties tnev serve.15 The K;:ins::is City Police Department does not use 
tnis approacn.16 Tne department's own analysis ootes dispr.1.rity 1n the 
assignment of minorities ::ind women to 12 1in1ts of tne department.17 It also 
notes disparity in the process for selection of officers. The data show that 
wnile tne ratio of persons Deginning the testing process to hires are similar 
for the various ethnic/sex groups, the rejection rates at some phases are 
not. Thus, blacK men, wnite and nl.acK women were much more ll1<elv tnan wnite 
men to be rejected at the paper and pencil test stage. White men were 
somewnat more liKely tnan others to oe rejected at the polygraph pnase. 
Background checks had a disproportionately negative effect on all minority and 
women i-1.ppllcants .18 

The department's plan reports testing hsis been validated, in part. Its 
police career index is locally validated. It does not report validation of I 
its TABE (tests of adult t:l::isic education) or the Minnesota Muitiphasic . I 
Personality Inventory. The department began an effort in 1980 to obtain data I 

needed for full validation. Tnere is no indication that tnis nas been I 
completed.19 ! 

Tne personnel division notes that a full-scale recruitment program would 
not be productive because the department already has more applicants than .. could r~asona~ly expecl to succeed 10 tne process and be appointed to 
entry-level positions.20 Instead, it foc11ses on particular groups sucn ;'.15 

minorities and women. Its instructions include extensive contact with a wide 
range of Listed sources. Its plan notes that tnese gronps are contacted and• minori.ty media are utllized. The success of tnese efforrs is not rcported.21 

Since above entry-level positions are filled by promotion, the promotion 
testing process 1s tne sole venicle 0f opportuntty. Tne pl.ai"l tncl•ides data on 
the testing process for sergeants in 1981. It shows that 30.6 percent of the 
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white males who signed up for testing reached the candidate review committee 
(th::i t 1s , passed trie wntteo test) wnile 16.7 percent of olack men, 28.f> 
percent of Hispanic men, 50.0 percent of white women and 20.0 percent of black 
women did so. Furtner, wnile 9.4 percent ot the wnite men wno signea up w1;rP, 
found eligible for promotion, 5.6 percent of black men, 14.3 percent of 
Hispanic men, l2.5 percent of wnne women and 20.0 percent of nlacK wo1nen were 
found eligible. Ultimately, as of January 1982, six white men had been 
promoced.22 This raises auestions anout wnether tne cesting nas a disparate 
effect on black male candidates. Data on the captain's testing does not show 
the same ct isnarity. Proportionately more olack men ::i.nd wnne women passed t11e 
written test than did white men. Similarly, proportionately more black men • 
and wnite women were declared eligiole. While Ll. l percent of tne black men 
who signed up were promoted as of June 1980, only 5.0 percent of the white men 
were promoted . Tne one wnite wo1nan wno was decl'lred eli giole rud not l)een 
promot~d.23 Tne police d1;partmenc aoes not t:,elleve there 1s an y disparate 
effect.24 Its ana l ys is, t:,ased on l ater t ests and using a sornewnat different 
fonnula, is reasonable and probably reflects the current state of testing. 

The police department reports tnat 1ts promotion proced11re5 ~re generally 
in accordance with the guidelines established by the Commission on 
Accredi tat 100 for f;3w Enforcement Agencies. 25 Tiie differenc<c! s cited rJ Y tne 
department between its procedures and those urged are either imposed by State 
statute or minor. 

In snort, tne primary pronlem for a reviewer is to dete rmine what 1s oeing 
done. There is a considerable array of data available to the department and 
at some poin t 1n time guidelines have oeen i ssued covering all ~L ements 
necessary for affirmative action. What is not clear is the extent to which 
these are reg1Jldrly reviewed. Tne President of tne Police Bo;.i rrl <; r;nee1: 

... the Affinnative Action Evaluation Committee is reauired to meet not 
l•~ss cnan :rnnually. In an effort to ensure that a Ll personne l actions 
pertaining to employee standards, compensation, transfers, promotions and 
otner related matters a re in accordance with 011r Affirmative Action Plan, 
tne Personnel Division Corrnnander is designated as E.E.O. Compliance 
Officer. 

In tnis capacity, the ~.E.O. Officer nas immediate access to all personnel 
actions and is able to advise the Affinnative Action Evaluation Corrnnittee 
on matter ~ tnat reauire review or action. Also in this position, tne 
Personnel Division Commander receives input from committee members 
regarding areas tnev have identified in need of study or remedia l action. 
This system of reviewing Department policy and guidelines has been 
effective 1n keeping our Affirmative Action Plan current and pro,ridi.ng 
management the feedback necessary to ensure full compliance with our 
commitment to ea11al employment opportunities. 26 

3. St. Louis City 
The recent controversv surrounding selection of a new police cnief for tne 

city of St. Louis has brought its entire selection process into 
controversy.2 7 One of tne department's own commissioners nas st~ted t~at 
the department is not complying with its own affinnative action plan, that the 
plan 1s outdated arid in ileed of revision.2 8 Tne police dep::1rtment provided 
dau to the Ad visory Corrrnnttee on its current policies.29 It did not 
provide the same wealth of data on promotions available from other major 
departments. 

Tne St. Louis Police Department had 2, 488 employees 1n LY81, 69. 4 percent 
of whom were white men, 15 . 8 percent were black men, 8.9 percent were white 
women and 5. Y percent we re olack women, In tnat year 40.6 percent of i t s new 
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hires (10cl11drng non-sworn personnel) were wnite men, 15.9 percent were nl='lci< 
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 1-:tlciCK male, 
2.2 percent were white female and 1.9 percent were black female. Only two 
persons, one wnite male c1nd one t:>lack female were nired 111 cnis c;:itegory 
during tne year.3L No women were promoted during the pertod 197Y-l98l. 
During this period about two-thirds of all promotions to sergeant (47 
persons), lieutenant (16 persons) and captain (6 persons) were white men. The 
remainder were black men. Three-auarters of all promotions to major (4 
person5) were white men, the remainder was a DlacK man.32 In Februarv 1983, 
the department had 1,787 sworn personnel of whom 17.5 percent were black male 
anct 1.6 oercent were olack female. Tne t:>alance were wnite or otner. Tne 
departme~t had 549 nonsworn personnel, of whom 11.1 percent were black male 
and 19.3 percent were bl;:ick fenele. Toe ~alance were wn1te or otner.33 • 

In 1979 the police board received a report on employment practices from a 
committee cons1st1ng of four eminent c1tizens. Tney noted that tne force w;:is 
not fully representative of the corrnnunity and one reason for this was the 
limited resources ~vailable for recruitment. Only one officer was available. 
He had no budget. They noted that the psychological test might be biased 
against ') lei.CK <ipp.licants. 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 effecti"e role models for black recruits, indeed tnev noted a 
disproportionate number of black candidates were dismissed from the academy 
and tne c ity d1 d not conduct exit 1nter"iews to determine wnv. Tney noted 
that excessive weight appeared to be placed on influential friends or 
benef;ictors in promotion decisions. Tney urged a v:iriety of mea-3ures to 
reduce that influence. Tuey noted that appointments of black officers to what 
are regarded ;is parcic11l:irly desir;:ible un1ts did not reflect tne proport10n of 
blacks likely to be involved in the particular crimes and similarly officers 
were disproport1on;:itely assigned to two districts. Tney noted cne absence of 
blacK commamilng lln~ otficers. 34 A press re lease from tne dep,Ht1nent wnen 
it received the report indicated an intent to correct the assignments problems 
but reserved Judgment on tne other issues.35 

Toe most recent departmental affirmative action plan consists entirely of 
a general St8t9ment. rt contains no umet;:i_bles and no act 10n e Lements. It 
does propose that half the officers appointed each year be black and 30 
percent be women. It also makes a genP-ral comnntment to contin1Je promoc1ons 
of blacK and female officers and assignment of officers so that representation 
of groups 1n particular units is proportional to tne c~~ositton of tne 
department.36 The ultimate goal is ;.i l: orce whose etnnic ~nct '-ex composition 
re f leccs tne city's.37 

The department states tnat it nas a Diel.CK sergeant serving as recr11itment 
coordinator who visits job fairs and maintains liaison with various minority 
groups. It notes tnat as a conseauence, 52 percent of its 1982 recruit class 
was blac1< and 32 percent was female . 38 

The department did not provide any 1ndication that its promotion pract1ces 
(or its hiring practices) satisfy the guidelines proposed by the Commission on 
Accreuitation of T.,aw Enforcement Agencies. The evidence it s1Jpplied indicated 
that it would continue to use a combination of paper and pencil testing and 
supervisory :ippraisal as basic tools. The documents provided on promotion 
procedures did suggest a screening panel would review candidates and provide 
one of f,)l}r recommendations on srntability. Candidates '-"OUl d alsq particip::ite 
in an assessment center in which they would be evaluated by persons outside 
tne department. The guidelines 1ndicate tne intent of tne ho::ird of police 
corrnnissioners to make promotions such that they reflect the proportions of 
minorn1es and women in cne department.39 Since chese procerlures r,ave not 
yet been implemented, their effect is unknown. 
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In short, the Advisory Corrnni ttee is unaole to determine whether the St. 
Lmn-s ct~part1nem: nas :=t full y effecti.ve c1ftir1native action plan. Given the 
relatively slow rate of new hires and promotions in recent years, it might be 
mnte a long time Detore ::my suhstantial increase in tne proportion of 
minority and female officers or corrnnand staff occurs, if the process is to 
depend on a 1railaole openings and tne proportions proposed in tne latest plan. 
But more important, there is no evidence of the kind of comprehensive 
evaluation of sel~ction and promotion policies necessary to ensure tney are 
nondiscriminatory not only in outcome but in practice. i'br are there the 
action e lements tnat would set tne stage for such review. 

4. University City 
Tne Untvers1ty City police force includes 78 commissioned off icers, Zl.7 

percent are minorities or women. It also has 17 "citizen employees," 70.5 
percent of whom are minorities or women. It states that its go::i l 1s tnat 'It 
least n~lf its new nires be minorities and women.40 

Data on actual activity by the department were provided as a part of its 
aff irmative action plan. The plan rea1nres conucting a wide range of 
organizations likely to provide minorities or women, including corrnnunity 
groups and schools . The department Qegan to develop recruitment literature 
targeted at minorities and women. It has reviewed all job specifications to 
elimin::ite uPnecessary requirement s . It is currentlv reviewing , witn tne aid 
of expert consultants, its selection criteria and proposes to eliminate 
unscorerl. p rocedures. Tt is al so renewing its use of senioritv as a promotion 
basis to ensure this does not discriminate. It is providing affinnative 
action training fo r supervisors and developing a sKills banK. It nas made 
affirmative act i on ~ rating f actor for supervisory appraisa ls . 41 

Given the size of the department, the plan is reasonable. It remains to 
be seen wnether, given tnat tne plan is Less tnao ::i vea r old , wn~th~r it will 
be fully implemented and what effect it will have. 

5. Boone Councy 
i'b d;.:ita was presented to t'le Advi sory Committee tnat ivould rt Llow an 

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

6. Jackson County 
Tne sheritt's department nact 19 administrators, professional s or cechnical 

employees. All were white male. The county stated that all these jobs are 
filled tJy internal promotinn using paper and pencil tests and r1. n oral 
interview. T11e tests were validated over five ye::irs ago. 42 Tne county is 
also served by 118 municipal police departments including Kansas City's whose 
ef forts we re discussed earlier. T~ese nave nriginal Jurisdiction in tneir 
service areas. 

7. St. Louis r.ounty 
Until December 1~82, St. Louis County 's police aepartment was suoject -co 

the provisions of a consent decree entered into between the county and the 
United States on Dec . 19, 1978 reauinng speci.flc affirmative a.cuon efforts 
to increase tne utilization of minority police officers.43 Tne county 1s 
also served by 60 municipal police forces. These have original jurisdiction, 
for tne most part, in tneir areas. 

In 1974 10 a department .of 558 corrnnissioned employees, two percent were 
minority and 3.9 percent were women. By 1978 that had changed to 6.3 percent 
minority and 5.8 percent women. By 1982 in a. department of 534 sworn 
employees, 7.3 percent were minority and 5.4 percent were women. In addition, 
there were 188 unsworn personnel , 10.6 percent were nnnority ::ind 59.0 percent 
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were women.44 In L9 74 tnere were two bl'lck sergeants, and eight iJlacK 
police officers. In 1981 there were still two black sergeants, 26 black 
police officers. In t974 tnere were one wnite female serge8.nt, 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, tnree 
blacK female officers and one Hispanic female officer. 45 

Although the department met its goals during the period of the consent 
decree for new hires, res1gnat1ons tnwarted success in reacn1ng a long-term 
goal of 12 percent minority. The county committed itself to continuation of 
an annual n1ring rate of 22 percent for entry-level positions until tne Long 
term goal is reacnej.46 

Tne 1982 a f f1nnative action plan of cne ~epartment includes a commicment 
to a comprehensive recruitment effort including a wide range of listed 
organizations liKely to reach minoritv or women candidates for police 
officer. In addition, the plan calls for specific recruitment efforts at 
colleges .-1n ct ju111or colleges. The list ot recruitment visits d11ring 1981 
incl•1des 32 scnools, colleges or otner places likely to reacn minorines.47 

The plan does not state whether the selection procedure has been 
vaudated. 'T'ne county did provide copies of its procedures on promotion 
testing.48 While no validity studies a re mentioned, tnere 1s every reason 
to believe that such a study could be conducted and would result in 
validation, if the necessary data were available. Tne protJlem may oe the 
absence of the necessary data; this could be remedied internally. 

Responsi~ility for implementing tne plan 1s primarily vested in tne 
assistant director for personnel. The scope of the assignment appears to be 
cornpre11ens1ve.49 

Supervisors are trained in affirmative action ::ind evaluated tJased on tneir 
performance in that component of their responsibility. About 91 of them have, 
in fact, received such trarning since 1974.50 

In short, the primary problem with the county police affirmative action 
effort is in the area of testing. It is ult11natelv necessary to cnnduct 
validation studies to determine whether there is discrimination. The county 
did not provide data tnat would 1nd1cate wnetner eitner cne selection or 
promotion testing procedures is, or is not, having an adverse effect on 
minorities or women. 
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XI. CONCLUSIONS 

The merics of numerical objectives for acn1evi.ng ea11al opport11n1ty nave 
often been auestioned. This report demonstrates their utility. If the local 
governmencs reviewed nere were Judged entirely by cne1r aff1nnat1ve action 
plans and the efforts they have made to ensure equal opportunity most would be 
found seriously wanting. Wnac. redeems them is t.he many successes tney nave 
had in actually employing minorities and women, despite the absence of 
efforts. Tn1s paradox i Llustrates cne d1fficul ty of actua Lly ensuring a 
system is nondiscriminatory as opposed to merely assuring reasonable 
representation. Opponents of affirmative action n::i.ve critic ized tne use of, 
numerical objectives. But in doing so they ignore the substantial costs of 
real compliance. Of course nmneric objectives are not an end alone. But tnev 
provide a handy means for making preliminary assessments of what absolutely 
must oe done to ensure equality. Abolition of such tescs would rcmnre f;.ir 
more complex actions by employers and far more detailed reviews by government 
agencies to determine wnat needs to IJe Clone. Tne patterns evident in tn1s 
report suggest that many employers are unable to comply with the law. 

Generally speaK1ng, tne local governments' utilization of m1nor1ties did 
match their populations. Their utilization compared to the laborforce 
patterns we re more varied. Black male workers were underrepre,-;ented in 
St. Louis County and University City. White women were generally 
underrepresented except in J;:ickson Co•mty. BlacK women were underrepresented 
in Columbia, St. Louis County and Boone County. Black males were well 
representP-d in administr;:itive jon,s except in Boone CountY'. Wnite females were 
generally underrepresented in such jobs. Black females were also generally 
underrepresented in sucn jotJs except 10 St. Lo11is ;-rnd .Jac1<soo counties. Black 
men were well represented in professional jobs. White women were also well 
represented in professionals Jobs 1n tne co11nties (not JacKson ) IJut 10 none of 
the cities. Black women were generally also well represented except in Boone 
County. Toe new n1 re patterns generr:1 l ly snowed p;:itterns of rncre;:is ing 
utilization of minorities and women. But median salaries for minorities and 
women were frequently lovJer than wnite men's in comparable joh categories. In 
several jurisdictions--Jackson County, Columbia, Kansas City, St. Louis City 
and St. Louis County--ut1lization of minorities ::ind women as professionals or 
administrators was concentrated in social services activities. Wnere data was 
ava1lanle, 1t appe::ired tnat minorities were more llKely 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 snow tnat 
while the local governments could do better, their patterns of employment are 
at ler.1st marginally satisfactory. 

But ti1e aff1nnative action plans of most jurisdic tions are g-=nerally 
deficient. Boone County's plan is nonexistent. Jackson County nas two 
plans--one in operation .g t tne time of our study and one tnat was effective ;:is 
of November 1982. While the countywide plans were vague and not susceptible 
of effective review , tne county affirmative 8Ct1on tc1skforce (now 10 

conjunction with department heads) does frame department plans and does 
receive reports on efforts to unplement them. But these are not reviewed ;:ind 
are therefore of questionable value. The absence of validation expertise has 
made it impossible for tne county to assure that its selection procedures are 
free of discrimination. The general St. Louis County plan is sufficient as a 
statement of prrnc1ples. But, as tne U.S. Office of Personnel Man;:igement nas 
pointed out, it is fundamentally deficient because it lacks clear goals and ' tirnetables and prohibitions of discrimination nased on age nr n::\nd1cap hc1ve 
yet to be inserted. I-bwever, the county's Office of Bnployment and Training 
plan 1s sufficient. Al lowing for the 11se of Local sut1stics, tne Cny of 
Columbia's plan and implementation are generally good. While conducting more 
evaluation tnat most, tne effectiveness of the city's review of its efforts is 
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open to question. Kansas City's plan lacks a utilization analysis and its 
goa LS are often very vague. Tnere is no way to 1<nm.,r whetner tne n11meric goi-i Ls 
set are reasonable. It is not clear that the qualitative efforts to improve 
equal opportunity have been made. Tne City of St. Lo1ns's pl ::in is generally 
deficient and apparently has not been implemented. There are no goals or 
timet;,i.bles, no utilization :rnalys1s, no eval11ation to determine 1.vhetner tne 
vague commitments made in the plan have been implemented. Allowing for its 
size , University City has c1 generally acceptal')le set of "l ff 1rrnative action 
plans. In short, municipal and county government efforts were far more 
aeflcient th ;:rn tney ought to be given tnat most receive Fede ral fo nds wnose 
acceptance is conditional on acceptable affirmative action efforts. These· 
plans do not 1neet tne model criteria stJggested by the Advisory Committee in 
its reviews of State affirmative action efforts. 

Police departments a re especi::illy in need of affirrn<1 tive action becc1usA of 
the sensitive role they have in their communities. Only Kansas City was able 
to assert its compliance w1tn the proposed guidelines for acc redita tion by the 
Commission on Accreditation for Law Enforcement Agencies. Other agencies were 
unaware of these provisions or unable t 0 ::issert compliance . St. Louis 
County's police department plan and implementation, if not perfect, at least 
snows promise. University City's plan, all0wrng for the s12e of the 
department, appears sufficient. Boone and Jackson counties' efforts are 
nonexistent. Kansa.s Citv's plan 1s comprehens ive but diff ic11lt to e 1raL11ate 
because too much extraneous information is included. It would appear as 
difficult for self-evaluation as for external review. St. Louis ' s plan 1s 
nonexistent. While some efforts have been made that could be regarded as 
aiding affirmative <1ct1on, t~ey c1o not appear suf ficient to remedy tne 
problems identified many years ago, nor likely to provide remedy for past 
disc rimination 10 tne immediate future. 

The Advisory Committee notes the successes of many government agencies 
renewed 10 tnis study in ut 1l1zing minorities and women. Tna t tnese n:.:1 ve 
been accomplished without assurance of equal opportunity (and in some cases in 
the f ace of lingering structural discrimination) s11ggest s tna t adeauate and 
effective affirmative action plans and implementation could result in 
sunstant1al increases in the utilization of minor1ties, women, tne nandicapped 
and older workers. This is the same pattern the Advisory Committee found in 
its review of State government efforts and accomplishments . Clearly much 
remains to be done before Missouri local governments (at least those reviewed 
here) C"l n cla im to be truly equal opportunitv employers. 

The Advisory Committee makes no findings and recommendations because they 
would be substantia.lly s imilar to those already macie to Mis~ouri State 
government. It is clear that affirmative action means more than simply 
reacning numeric goals that are easily reacned. It is a matter of ensuring 
that the entire personnel process provides opportunity for minorities and 
women without discr i mination . This goal rem;:iins 1J11met. Conseauently, 
employment practices that do not result in maximum utilization of all 
ava ilable persons remain c1 nd the taxpayer continues to f llnd rneffic i ency, 
perhaps even waste. Because in the end, effective affirmative action means 
effective governmt~nt. 
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