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The United States Commission on Civil Rights 
The United States Comm ission on Civil Rights, first created by the Civil Rights Act 
of 1957, and reestablished by the United States Commission on Civil Rights Act of 
1983, is an independent, bipart isan agency of the Federal Government. By the terms 
of the 1983 act , the Commission is charged with the following duties pertaining to 
discrimination or denials of the equal protection of the laws based on race, color, 
religion , sex, age , handicap . or national origin, or in the administration of justice: 
in vestigation of individual di sen minatory denials of the right to vote ; study of legal 
devel opments with respect to discrimination or denials of the equal protection of the 
law: appraisal of the laws and policies of the United States with respect to discrimina­
tion or den ials of equal protection of the law ; maintenance of a national clearinghouse 
for information respecting di scrimination or denials of equal protection of the law; and 
investigati on of pattern s or practices of fraud or discrimination in the conduct of 
Federal election s. The Comm1 !">s1on 1s al so required to submit reports to the President 
and th e Congre ss at such tame s as the Commission, the Congress, or the President 
shall dee m desirable. 

The State Advisory Committees 
An Advi so ry Committee to th e l'n1tRd StatRs Commission on Civil Rights has been 
est ablish ed 1n each of th e 50 Sta tRs and the District of Columbia pursuant to section 
105 c i of th e Cm! R1 ghu- Act of 1957 and M>Cllon 6fc1 of the United States Commission 
on Cm l Right s Act of l 9R3 Th f' Ad\ 1so ~ Comm ittees are made up of responsible 
person,- v. ho S(> r. t· v. 1t hout compf' n :c.a t1on The ir functions under their mandate from 
th e Comm1 ss1on are to ad, 1se the Comm1 ss1on of all relevant information concerning 
their r (>s pf' Ctl\ e Sw u-s on matte rs w1t h an the Jurisdiction of the Commission ; advise 
th P Comm1 ss1o n on mattn ,- of mutua l concern m the preparation of reports of the 
Comm1 :.,,1on to th f' Pre:,1den t an d th e Coni;re ss. receive reports, suggestions, and 
r (>com menda t1 ons fr om and" 1duals public and pnvatR organizations , and public 
offici a ls upon ma tte rs pnt 1nen t to 1nqu1rtf'!> conduc ted by the State Advisory Commit­
tee . m1 t 1a tt· an d fo rv. a rd ad, 1c-t- and re commt'nda t1on s to the Commission upon matters 
m v. h1ch th (> Co mm iss ion !> h;ill rt'que,t th f' ass istance of the State Advisory 
Committee. and a tt end . a~ oli-.t> r.er ~ an , open heanng or conference that the 
Comm ass1on ma) hol d v. 1th 1n t h .. Stat,· 
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Letter of Transmittal 

Wyoming Advisory Committee 
to the U.S. Commission on Civil Rights 

Members of the Commission 
Mary Frances Berry, Chairperson 
Cruz Reynoso, Vice Chairperson 
Carl A. Anderson 
Arthur A. Fletcher 
Robert P. George 
Constance Homer 
Russell G. Redenbaugh 
Charles Pei Wang 

Mary K. Mathews, Staff Director 

As part of its responsibility to assist the Commission in its factfinding function, 
the Wyoming Advisory Committee submits this report of its study of the extent to 
which minorities and women are provided equal employment opportunity in State 
government. Members of the Advisory Committee who participated in the project 
unanimously approved the report by a vote of 10 to 0. The study is based on 
background research and interviews by Committee members and staff, and a public 
factfinding meeting conducted in Cheyenne on December 3, 1992. Persons who 
provided information were given an opportunity to review relevant sections of the 
report and. where appropriate. their comments and corrections were incorporated. 

The study was initiated by the Advisory Committee following a number of 
previous activities. In 1986. a community forum was held in Casper at which 
allegations were made that minorities and women were discriminated against in the 
State government workforce. and that salary differentials were not equitable. A survey 
by the Wyoming Legislative Service Office in 1990 revealed that twenty percent of 
State government employees felt they had been discriminated against at some time 
during their employment. or during the Job application process. These allegations and 
other concerns prompted the Advisory Committee to undertake the study which 
resulted in this report. 

Among the findings resulting from its study, the Advisory Committee noted 
that. though Wyoming State government has a stated policy of equal opportunity for 
all employees and job applicants, it has no affirmative action plan or overall program 
or goals to implement this policy. Only 25 percent of the State EEO coordinator's 
time is allocated for Statewide EEO activities, and his accessibility to State employees 
is very limited. Racial and ethnic minorities are greatly underrepresented in the State 
labor force. and relatively few women are employed at the managerial, administrative 
and professional levels. In every State agency, average women's salaries are lower 

I 

I 
I 

I· 



than those of the men, in some agencies, to an alarming degree. Sexual harassment is 
a major concern for women employees and the governpr has recently mandated the 
establishment and implementation of a Statewide policy on this issue . 

...__., Among recommendations put forth in the report to alleviate or mitigate 
perceived problems, the Advisory Committee urges the development of a Statewide 
affirmative ac.tion plan with specific strategies for correcting the underrepresentation of 
minorities and women in State government. It also recommends the establishment of a 
full-time EEO coordinator position which reports directly to the governor, and the 
development of a compensation system which provides. for equity of the salaries of 
men and women in the same or equivalent positions. 

The Advisory Committee urges the Commission to accept this report and to 
support its followup activities. 

Sincerely, 

Oralia Gomez Mercado, Chairpe son 
Wyoming Advisory Committee 
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Preface -

In keeping with its factfinding, investiga­ is also chair of the Senate Appropriations and 
tive, and information dissemination re­ Legislative Management Audit Committees, 
sponsibilities, the Wyoming Advisory Com­ said that: 

mittee to the U.S. Commission on Civil Rights 
conducted a factfinding meeting in Cheyenne ... in the State of Wyoming almost one out of four 
on December 3, 1992, to receive information employees is employed in the public sector (Fed­

eral, State, county, or local government), so theon issues related to the employment of minor­
examples set by the State government oftentimes ities and women in Wyoming State govern­
can reflect down to other levels of government ment. This meeting was part of a larger re­
employment, and then in turn to the private sector, search project carried out by the Committee the State should indeed set an example through its 

to determine the extent to which minorities actions and its policy .... 
and women are provided equal employment 
opportunity. Concerns such as these prompted the Advi­

At a public factfinding meeting held in Cas­ sory Committee to conduct the research proj­
per in 1986 the Advisory Committee heard ect that culminated in the Cheyenne factfind­
allegations that minorities and women were ing meeting and resulted in this report. 
discriminated against in the State govern­ Throughout the project, every effort was 
ment work force and that salaries were not made to obtain accurate and factual data and 
equitable. During subsequent planning meet­ to hear from persons with various perspec­
ings in 1991 and 1992 the Committee was tives, responsibilities, and experiences re­
briefed on similar concerns. Twenty percent of lated to the topic. Nineteen individuals partic­
the State government employees who re­ ipated in the Committee's factfinding
sponded to a questionnaire sent out by the meeting, including State elected officials, uni­
Legislative Service Office (LSO) reported that versity adµiinistrators, community and public 
they had been discriminated against at some organizations, Native American tribes, and 
time during their employment. or dunng the representatives from State and Federal agen­1job application process. . With reference to c1es.2 Additional information was received 1 
this survey, State Senator Jim Gennger, who !through staff interviews and from material 

submitted through the mail. 

Jim GennJZl!r. State ioenat.or and chair ofth.- Lrinalatun·• Manajlement Audit Committee, transcript ofthe factfind­
lDR meetmR conduct...-d by the Wyo1I11nR Adv111ory Committ.t.-.- 10 Cheyenne, WY. on Dec. 3, 1992 {hereafter cited as 
T/'"atZJ<cnpt> p 34 

2 Pan1opantA m the factfmd10R meeUOR •rtt 

• Dave Ferran, auditor, State ofWyomiD.Q 
• Fred Feth. affirmauve acuon offirer. Cuper Coll~ 
• Elizabeth Frank. supervu1ory mvesURat.or. Denver Dl!ltnct Offire. U.S. Equal Employment Opportunity Commis­
ston 
• Senator Jim GerinRer, chatrman. Man&jll'ment Audit Co=u.ee and chairman, Senate Appropriations Commit­
tee. Wyoming State LeR}slature 
• Manuel Gonzales, mtenm president. Laun Amencan Anoaallon 
• Phil Kmer. governor's representative and director. Wyoming Department of Administration and Information 
• Perry Mathews, executive director. WyorruDR Indian A!T&1rs Council 

https://mvesURat.or
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This report is compiled from data collected 
during the project and is intended to present 
issues, statistics, and recommendations ad­
dressing issues related to equal employment 
opportunity for minorities and women in 
Wyoming State government. The study should 

serve to identify areas of concern and heig~ten 
community and public awareness of policies 
and programs related to equal employment 
opportunity and affirmative action in State 
government. 

• Perry Mathews. executive director. Wyoming Indian Affairs Council 
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• Mike Sulhvan, commissioner oflabor, Labor SLandards/Fair Employment Division, Wyoming Department ofEm­
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• Gary Maier. council member representmg the State ofWyoming on the WyomingIndianAffairs Council and com­
muruty services manager, Health Care Financmg, Wyoming Department of Health 
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• Vanessa Forselius. socioeconomic specialist, Industrial Citing Division, Wyoming Department ofEnvironmental 
Quahty. and 
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1. Introduction 

.. 

Equal Employment Opportunity and nicians, protective service workers, p~pro­
fessionals, administrative support, skilledAffirmative Action 
craft, and service maintenance workers:' 

Termed the "Equality State" since before In addition, an affirmative action plan com­the days of statehood, Wyoming's person­ plying with Executive Order 112465 is re­nel rules include assurance that "equal quired of any employers, including Stateemployment opportunity should be provided 
agencies, who are prime contractors of theto applicants and employees in the adminis­ Federal Government or subcontractors withtration of all personnel practices...." In 50 or more employees and a contract ataddition, they provide that the State shall not $50,000 or more.6 Affirmative action is de­discriminate on the basis of "race, color, creed, scribed as a tool to help broaden the employ­

sex, national origin, age, political affiliation, ment opportunities of the traditional victims 
or any other nonmerit factor."1 Furthermore, of job discrimination-minorities, women,
virtually every aspect of the State government those of various religious and ethnic groups, 
workplace, including testing, hiring, promo­ handicapped persons, and covered veterans.7 

tion transfer referral, maternity leave, com­ Through affirmative action, special efforts are 
pen~tion, fri~ge benefits, scheduling~fwork, made by employers in outreach, recruitment, 
physical facilities, layoffs, and behaVJor that training, and other areas to help members of 
may constitute sexual harassment, is also protected groups compete for jobs and promo­
subject to Federal civil rights requirements.2 

tions on equal footing with other applicants Federal law also requires all State and local and employees. Basically, it means that posi­
governments to compile data by race, eth~ic­ tive steps must be taken to provide equality, and sex and file EEO-4 reports, which employment opportunity. It does not mean serve to evaluate and insure equal employ­ that· unqualified persons should be hired orment opportunity.3 Every political jurisdiction promoted over other people. The Wyomingwith 15 or more employees must submit these 

Department of Employment (formerly known reports for eight specific job categories: offi­ as the Employment Security Division)cials and administrators, professionals, tech-

Department of Adllllnllllrat>on and F18Cal Contnil Sia1, of Wyonung Personnel Rules, October 1989, p. 2. 

2 U.S. Comrmss1on on C1vtl R11thta. F«ln-a! E.,,/orr-rrvrtl ofEqual Employment Opportunity Requ~m.ents, clea~­
house pubhcatmn 93.July 1987. p 1 5ft. e i. 42 USC §2000ef'!. seq. (1981 & Supp.1~93}(Title VII of the ClVl~ 
Righlll Act of 1964 ), 20 U .S C ff 168 lrL arq (1990 6. Su pp l 993)(Title IX ofthe Education Amendme~ts o~ 1972), 
29 USC § 206(dH1978HThe Equal Pay Actof 19f;fl1, 23 U.5.C § 324 (1990 & Supp.1993}(Federal-AidHighway 
Act ~f i973); and 3 C.F.R § 339 ( 19651. n-pnnted u amended 1n 42 U.S.C. § 2000e (Executive Order No. 11246). 

-C2 U.S.C. § 2000e-8(c)(l98ll3 

4 Section 709(c). Title vn. C1vtl Riah1.1 Ai:r. or 1964 The9e reports were waived for calendar year 1992, though 
recordkeeping was still required. but beguuuna wn.h 1993 are required on every odd-numbered year. 

5 Exec. Order No. 11246. 3 C.F.R § 339 ( 1965), ~nnted aa amended in 42 U.S.C. § 2000e (1981 & Supp. 1993). 

41 C.F.R. § 2.l(a) 6 

7 U.S. Department of Labor. Employment Standards Administration, Office of Federal Contract Compliance Pro­
grams, OFCCP: Malung EEO ari.d A/f,nn.abW A.ctwn Work, OFCCP-28, January 1987. 
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described an affirmative action program as "a 
set of specific and result-oriented procedures 
to which a contractor [is committed] to apply 
every good faith effort. The objective . . . is 
equal employment opportunity. nB 

Demographics of Wyoming 
Geographically, Wyoming is the ninth larg­

est State, composed of 23 counties comprising 
97,914 square miles.9 At the same time it is 
sparsely populated, ranking 50th of all the 
States, with a total population of 453,588.10 

Table 1.1 shows that fewer than 12 percent of 
the population are racial or ethnic minorities. 
These are largely concentrated in a limited 
number of communities. Examples of commu­
nities with large concentrations of minorities 
are Cheyenne with 8,305 (16.7 percent), Lar­
amie with 2,815 (10.5 percent), Casper with 
2,740 (5.9 percent), Rawlins with 2,137 (22.8 
percent), Rock Springs with 1,930 (10.1 per­
cent), Green River with 1,635 (12.9 percent), 
Riverton with 1,319 (14.3 percent), and 
Lander with 732 ( 10.4 percent). 11 

The majority of Native Americans in the 
State reside on the Wind River Indian Reser­
vation, the only Indian reservation in Wyo­
ming and home to the Northern Arapaho and 
the Eastern Shoshone Tribes. The estimated 
total population is 7,764, with 12 percent be­
longing to 40 other Indian tribes and 12 per­
cent non-Indian. 12 

Table 1.1 shows that the proportions of 
black and Asian minorities in the Wyoming 
labor force approximate their percentages of 
the State's population. However, the proper-

tions of American Indians and Hispanics in 
the labor force is significantly less than their 
proportions of the population. Women are also 
represented in the labor force by about 6 per­
cent less than their proportion in the total 
population, whereas men are overrepresented 
to the same degree. Table 1.2 depicts some 
major changes that occurred in Wyoming's 
employment sectors between 1981 to 1989, 
Employment in 6 of the State's 10 major in­
dustrial classifications decreased dramati­
cally with significant increases in the services 
industry and in Federal, State, and local gov­
ernment. 

The Structure and Reorganization 
of Wyoming State Government 

In 1989, impetus for reorganizing State 
government came, in part, from a general 
downturn in the mining and energy extraction 
industries that contributed to declining reve­
nues in the general fund, and cash reserves 
were also being tapped to sustain government 
programs. A general perception among the 
majority of legislators that restructuring the 
administrative organization would enhance 
the coordination of services and enable the 
State to perform more efficiently and econom­
ically led to the passage of the Wyoming Gov­
ernment Reorganization Act of 1988.13 

The purpose of the act was to "establish a 
framework whereby the executive branch of 
State government [could] be reorganized into 
a limited number of departments to ensure 

8 Wyoming Depanment or Emplo~nl. Dtvu100 of Rn.arch and Planning. •Affirmative Action Data Package,■ 
1990 

9 Wyom,n,g-H1.St.orr.c Facta. Wyoming St~ ~ tundated;. p 11. 

10 U.S. Depanment or Commerce. Economics and Stat11uca Admlmstration, Bureau of the Census, Statistical Ab­
atract o{tM Uruted States 1992 (112th Edmon,. pp 22-23 

11 U.5, Depanment ofCommerce, Bureau of the C-enaua. Sunvncry Populatwri & Housirig Characteristics, Wyoming, 
Table 4. Sex. Race & Hispanic: Ongin 1990. Apnl 1991. page 11. 

12 Wyoming Indian Affrurs Council. -B1en01al Repon of Acuviuea; July 1, 1989-J'une 30, 1991, p. 27. 

13 Wyoming Jomt Reorgamzat1on Counctl. u~11,ual Chalhn,ge: Accountability Q.11,d, Effu:ien.cy mStat.e Government, 
1990, p. 12 (hereafter ated as Rrorgat1.uatwtz) See al10, W.S. 9-2-1702. 
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TABLE 1.1 • 
Wyoming State Population, Labor Force, and State Government Work Force 

• 

.. 

Total all persons 

Men 
Women 

White (non-Hispanic origin) 
Black (non-Hispanic origin) 
American Indian 
Asian 
Other 

Hispanic (of any race) 

Total minorities 

Classification 
Agriculture 
Minerals 
Construction 
Manufacturing 
Transportation 
Wholesale 
Retail 
Finance 
Services 
Government 

Source of data: 1981 data, Department of 

Population 
(1990) 

No. " 453,588 100.0 

227,007 
226,581 

412,711 
3,426 
9,479 
2,806 

10,636 

25,751 

52,098 

1981 
16,401 
40,716 
26,555 
10,630 
20,354 
11,893 
45,829 
13,284 
48,606 
51,244 

Administration and Information (formerly Department 
of Adrnini ■ tretion and Fi ■cal Control). R111earch and 
Statistic• Divi ■ion, September 1987. 198& and 1989 
data, Department of Administration and Information, 
Research and Statistic• Divi•ion, January 1988. 

50.0 
50.0 

91.0 
0.8 
2.1 
0.7 
2.3 

5.7 

11.5 

Note: Categorie1 for •tatistic• in thi1 table conform 
to thoH on the Equal Employment Opportunity 
CommlHion EE0-4 form•. American Indian, Asian 
and •other• categorlH Include per•oM of Hl•panlo 
origin. 
SourcH: Bureau of the Cen•u• Wyoming Summary 
of Population and Housing Charact11ristia, Table 4: 
Sex, Race, and Hiapanic Origin: 1990; Wyoming 

TABLE 1.2 
Wyoming Employment by Industrial Classification . 

Labor force 
(1990) 

No. " 224,854 100.0 

126,398 56.2 
98,456 43.8 

207,691 92.4 
1,545 0.7 
3,591 1.6 
1,292 0.6 
4,822 2.1 

10,916 4.9 

22,166 9.9 

State govemment 
workforce 

(1993) 
No. " 7,042 100.0 

3,981 56.5 
3,061 43.5 

6,672 94.7 
46 0.7 
49 0.7 
37 0.5 

238 3.4 

370 5.3 

Social and Economic Ch•ract11ristiC$, Table 131: 
Labor Force Charaoteri•tic• for Race and Spani•h 
Origin: 1990; Wyoming State Government Workforce 
stati•tlo• complied from EE0-4 form• for June 30, 
1993, •upplled by Danny Romaro, EEO coordinator, 
Personnel Management Division, Wyoming 
Department of Administration and Information. 

1986 1989Eight-year change 
17,596 17,357 956 
22,972 21,171 (19,545) 
21,981 17,501 (9,054) 

8,957 9,025 (1,605) 
17,532 17,120 (3,234) 

9,047 8,331 (3,562) 
43,693 42,192 (3,637) 
14,116 13,886 602 
62,080 51,122 2,516 
57,037 56,870 5,626 

Source of table: State of Wyoming, Joint 
Reorganization Council, c.,,t11nnia/ Cha//11ng11: 
Accountability 1J11d Effici11ncy in Stat• Gov11m11111nt, 
1990, p. 121. 
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State resources [ were] effectively and effi­
ciently applied to implement programs and 
policy."1" 

Prior to 1990, State government was com­
prised of 79 boards, commissions, councils, 
agencies, institutions, departments, and of­
fices with no single hierarchial structure. 
Departments ranged in size from 1 or 2 em­
ployees to as many as 1,800. No one was 
completely in charge. Nineteen agencies were 
directed by a manager appointed by the Gov­
ernor. Others were run by a board, commis­
sion, or council, or by an individual appointed 
bythem.15 

The Joint Reorganization Council, created 
to review the status of State government or­
ganization, recommended a cabinet form of 
government to strengthen the Governor's 
ability to manage, enhance the efficiency of 
State agencies, improve their performance 
and the effectiveness of their programs, re­
duce the cost of services, and improve the 
morale of State workers by providing expand­
ing career opportunities.16 

The initial plan was to organize the execu­
tive branch into not more than 12 principal 

14 Wyoming Statutes 9-2-1702. 

15 JlftJ1"}lanu.atwn. p. 11. 

16 Ibid.. p 1. 

17 Ibid.. p. 13 

18 Ibid 

departments, not including 5 elected officials 
and the attorney general's office.17 In order 
not to disrupt government, it was envisioned 
as a 3-year process to be completed by 1992.18 

As shown on the 1992 reorganization chart 
attached as appendix!, the legislature created 
12 departments, with 13 stand-alone agencies 
and 12 left to be reorganized. Now all ofthese 
departments and agencies report directly to 
the Governor. In addition, there are four 
elected officials plus the attorney general. An 
additional department, the Department ofEd­
ucation, which is not shown on the chart, is 
headed by the superintendent of public in­
struction, one of the four elected officials who 
reports to the electorate rather than to the 
Governor.19 

In the view of State auditor Dave Ferrari, 
reorganization has improved State govern­
ment services in some areas.20 Senator Jim 
Geringer, a member of the legislative Joint 
Reorganization Council at the time of the 
study, believes that the principal benefit of 
reorganization is the focus on specific goals 
rather than a wide range of activities. 21 

19 Ihana J Ohman. superintendent of public instrucuon. telephone interview, Feb. 17, 1994. 

20 Dave Ferrari. State auditor, State ofWyoming. transcnpt ofthe factfindjng meeting conducted bythe Wyoming Ad­
V1.SOry Committee in Cheyenne, WY, Dec. 3, 1992, p. 110 (hereafter cited as Tran.script). 

21 Tran.script. p. 42. 
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2. State Government Work Force 

State government is the largest employer 
in Wyoming. Without including the judi­
cial branch, the University of Wyoming, 

and the community colleges, State govern­
menthad 7,042 full-time employees as of June 
30, 1993 (tables 1.1 and 2.1). 

Table 1.1 shows that the proportion of wom­
en in the total State government work force is 
equal to that in the State labor force, implying 
no underutilization. However, table 2.1 shows 
that women are greatly underrepresented at 
the higher employment levels in the officials/ 
administrators, professionals, technicians, 
protective service, and skilled craft categories. 
Fifty-two percent of the women employed by 
State government work in the lower paying 
administrative support or service mainte­
nance categories. Only 15 percent of the men 
employed by State government work in these 
two lower level categories. 

An examination of the statistics for minor­
ities in State government presented in tables 
1.1 and 2.1 shows that only black and Asian 
employees approximate their proportion in 
the State labor force. The percentage of Amer­
ican Indians employed by State government is 
less than half of their proportion in the labor 
force, and of the 49 employed by State govern­
ment, 33, or 67 percent of them, work in ser­
vice maintenance. There are no American In­
dians in the officials/administrators category. 
In all of State government, there are only 
eight American Indian professional employ­
ees and two technicians. Additional Indian 
employment data requested from the Tribal 
Employment Rights Office (TERO) and the 
Job Training Partnership Act (JTPA) Pro­
gram of the Wind River Reservation was not 
forthcoming. 

Hispanic persons are employed at about 70 
percent of their proportion in the labor force. 
Nearly halfof them work in lower level admin­
istrative support or service maintenance ca­
pacities where they approximate their per-

centage in the labor force. They are un­
derrepresented to a large extent in the 
officials/administrators, professionals, tech­
nicians, and skilled craft worker categories. 
There are no Asian American officials or ad­
ministrators in State government, and only 
two Asian American technicians and one 
skilled craft worker. However, half of the 
Asian Americans employed by the State (19) 
are in the professional category, and in other 
job categories they approximate or exceed 
their proportion in the labor force. 

Table 1.1 shows that in 1990 women were 
43.8 percent of the Wyoming labor force. Table 
2.2 provides a comparison with this statistic 
of the proportion of women in the work force 
of individual State agencies in 1992. In 32 of 
the 46 agencies shown on the table, compiled 
with July 1992 data, women exceeded their 
1990 proportion of 43.8 percent in the State 
labor force. Many of these agencies, however, 
are small boards or commissions with from 1 
to 10 employees. Among the 13 major depart­
ments, 6 employed women at a higher rate 
than their proportion in the Wyoming labor 
force. These were the Department of Com­
merce (45.5 percent), the Department of Edu­
cation (71.1 percent), the Department of Em­
ployment (62.2 percent), the Department of 
Family Services (72.5 percent), the Depart­
ment of Health (69.3 percent), and the Depart­
ment of Revenue (57.4 percent). The Depart­
ments of Administration and Information, 
Audit, Corrections, Environmental Quality, 
Game and Fish, Transportation, and the State 
Engineer's Office all employed women at a 
rate significantly below that ofthe labor force. 
Table 2.3 shows that 1 year later, in 1993, 
most departments showed a slight increase in 
their utilization of women as employees. Ta­
bles 2.4 through 2.18 provide statistics for 
employment by race, gender, and job catego­
ries in the major State agencies. 

5 



TABLE 2.1 
Wyoming State Government Work Force by Job Category, 1993 

Job c:ategory 
Total..... ..... 

No. " 
Female 

No. " 
Nolt-I ....lie orlgm 

Whb Blac:ll 
No. No." " 

,...,.i1c 
No. " 

Asian 
No. " 

Am...... 
No. " 

Total 
anlnollllN 

No. " Offlcl11ls/11dmlnl11tr11tore 
Professionals 
Technlcl11ns 
Protective service 
P11r11professionals 
Admlnlstr11tive support 
Skilled creh 
Service m11intennnce 
Tot11ls 

214 
2,481 

728 
636 
292 

1,108 
627 

1,067 
7,042 

177 
1,640 

630 
473 

69 
76 

617 
610 

3,981 

82.7 
62.1 
72.8 
88.4 
20.2 

6.8 
98.4 
48.2 
66.6 

37 
941 
198 
62 

233 
1,033 

10 
647 

3,061 

17.3 
37.9 
27.2 
11.6 
79.8 
93.2 

1.6 
61.8 
43.6 

212 
2,407 

697 
489 
276 

1,032 
612 
948 

6,672 

99.1 
97.1 
96.7 
91.4 
94.2 
93.1 
97.6 
89.7 
94.7 

11 
4 
3 
3 
9 
1 

16 
46 

0.4 
0.6 
0,6 
1.0 
0.8 
0.2 
1.4 
0.7 

2 
36 
23 
39 
13 
68 
12 
66 

238 

0.9 
1.6 
3.2 
7.3 
4.6 
6.2 
1.9 
6.2 
3.4 

19 
2 
4 

6 
1 
6 

37 

0.8 
0.3 
0.7 

0.6 
0.2 
0.6 
0.6 

8 
2 

1 
4 
1 

33 
49 

0.3 
0.3 

0.3 
0.4 
0.2 
3.1 
0.7 

2 
74 
31 
46 
17 
76 
16 

109 
370 

0.9 
3.0 
4.3 
8.6 
6.8 
6.9 
2.4 

10.3 
6.3 

Source: lnfonnatlon wpplled by Danny Romero, EEO coordinator, Personnel 
Management Division, Wyorring Department of Administration 11nd Information, Feb. 1, 
1994. State end Locel Govemnent lnformetion IEE0-4), June 30, 1993. 
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TABLE 2.2 
Wyoming State Work Force by Agency. July 1992* 

Total Men Women.,Agency employees No. No. % 

Adjutant General 101 84 83.2 17 16.8 
Administration & Information•• 390 256 65.6 134 34.4 
Administrative Hearings 8 3 37.5 5 62.5 
Agriculture 74 41 55.4 33 44.6 
Attorney General 146 88 60.3 58 39.7 
Audit Department•• 79 50 63.3 29 36.7 
Auditor 19 6 31.6 13 68.4 
Commerce Department•• 189 103 54.5 86 45.5 
Community College Commission 7 3 42.9 4 57.1 
Corrections•• 463 303 65.4 160 34.6 
Cosmetologist Board 1 0 1 100.0 
CPA Board 1 0 1 100.0 
Education•• 83 24 28.9 59 71.1 
Emergency Management 15 10 66.7 5 33.3 
Employee's Group Insurance 5 0 5 100.0 
Employment Department•• 474 179 37.8 295 62.2 
Engineer•• 99 59 59.6 40 40.4 
Environmental Quality•• 140 89 63.6 51 36.4 
Environmental Quality Council 2 0 2 100.0 
Family Services Department•• 589 162 27.5 427 72.5 
Fire Prevention 24 13 54.2 11 45.8 
Game and Fish•• 339 268 79.1 71 20.9 
Geological Survey 15 10 66.7 5 33.3 
Geologist Board 1 0 1 100.0 
Governor's Office 19 10 52.6 9 47.4 
Governors' Residence 2 0 2 100.0 
Health Department•• 1,507 463 30.7 1,044 69.3 
Insurance Department 21 10 47.6 11 52.4 
Liquor Commission 33 18 54.5 15 45.5 
Livestock Board 12 4 33.3 8 66.7 
Medical Licensing Board 2 0 2 100.0 
Nursing Board 3 0 3 100.0 
Oil and Gas Commission 23 10 43.5 13 56.5 
Outfiners Board 2 0 2 100.0 
Pari-Mutuel Board 3 1 33.3 2 66.7 
Pharmacy Board 3 1 33.3 2 66.7 
Public Defender 23 11 47.8 12 52.2 
Public Service Commission 32 21 65.6 11 34.4 
Real Estate 1 25.0 3 75.0•Retirement System 18 22.2 14 77.8 . Revenue Department•• 101 43" 42.6 58 57.4 
Secretary of State 21 3 14.3 18 85.7 
State Land Office 76 40 52.6 36 47.4 
Transportation Department• • 1,961 1,580 75.8 381 24.2 
Treasurer 10 3 30.0 7 70.0 
Water Development Commission 14 10 71.4 4 28.6 

Total 7,154 3,984 55.7 3,170 44.3 

. Statistics do not include university or conwnunity partment of Education, headed by an elected official. 
college employees, except for the ■ even membe,. of the Source: Oepertment of Administration and Information, 
Community College Commi11ion staff. Personnel Management Division, 1992 Salary and 
• • Denotes that 12 departments creeted by the legrsl• Personnel Structurt1, Dec. 1992, p. 3. 
ture which repon directly to the Governor, plue the De-
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TABLE 2.3 
00 Wyoming State Government Work Force by Department, 1993 

Total work force Men Women Minorities 
Agency 

Department of Administration & 
Information 

Department of Audit 
Department of Commerce 
Department of Corrections 
Department of Education 
Department of Employment 
State Engineer'• Office 
Department of Environmental Quality 
Department of Family Servlcea 
Game & Ash Department• 
Department of HHlth 
Department of Revenue 
Department of Transportation 
Attorney General's Office• 
State Auditor's Office• 

• oat■ from the■ e agenol111 ■r• for 1994. 

No. % No. 

390 100.0 262 
79 100.0 49 

198 100.0 109 
464 100.0 311 

81 100.0 22 
566 100.0 196 
105 100.0 65 
162 100.0 105 
635 100.0 187 
322 100.0 257 

1,423 100.0 453 
99 100.0 43 

1,949 100.0 1,662 
154 100.0 90 

20 100.0 7 

Source: 

% No. % No. % 

67.2 128 32.8 49 12.6 
62.0 30 38.0 
55.1 89 44.9 15 7.6 
67.0 153 33.0 53 11.4 
27.2 59 72.8 4 4.9 
34.6 370 65.4 31 5.5 
61.9 40 38.1 1 1.0 
64.8 57 35.2 2 1.2 
29.4 448 70.6 37 5.8 
79.8 65 20.2 6 1.9 
31.8 970 68.2 67 4.7 
43.4 56 56.6 5 6.1 
80.1 387 19.9 80 4.1 
58.4 64 41.6 6 3.9 
35.0 13 65.0 1 6.0 

Compiled from t11bl111 2.4-2.18. 
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TABLE 2.4 
Wyoming Department of Administration and Information Work Force, April 19, 1993 

Non-Hispanic origin 

Total Male Female White Black Hispanic Asian Am. Indian 
empl. No. % No. % No. % No. % No. % No. % No. % 

Officials/admintrs. 9 9 100.0 
Professionals 76 52 68.4 24 31.6 
Technicians 90 68 75.6 22 24.4 
Protective service 1 1 100.0 
Paraprofessionals 7 4 57.1 3 42.9 
Administrative support 98 28 28.6 70 71.4 
Skilled craft 29 28 96.6 1 3.4 
Service maintenance 80 72 90.0 8 10.0 
Totals 390 262 67.2 128 32.8 341 87.4 9 2.3 34 8.7 6 1.5 

Source: Information 1upplllld by Phil Kln1r, director, Wyoming Department of job cetegory were not 1upplied. 
Admlnl1tretlon and Information, Apr. 28, 1993. Statl1tlc1 for minority employment by 

TABLE 2.5 
Wyoming Department of Audit Work Force, April 26, 1993 

Non-Hispanic oriain 
Total Male Female White Black Hispanic Asian Am. Indian 
empl. No. % No. % No. % No. % No. % No. % No. % 

Officials/admintrs. 6 4 66.7 2 33.3 6 100.0 
Professionals 66 45 68.2 21 31.8 66 100.0 
Technicians 
Protective service 
Paraprofessionals 
Administrative support 7 0 0.0 7 100.0 7 100.0 
Skilled craft 
Service maintenance 
Totals 79 49 62.0 30 38.0 79 100.0 

Source: Information 1upplled by Carol Petere, management aervicllll officer, Wyoming 
Department of Audit, Apr. 28; 1993. 



TABLE 2.6 
I-' 
0 Wyoming Department of Commerce Work Force, April 22, 1993 

Non-Hispanic origin 

Total Male Female White Black Hispanic Asian Am. Indian 
No. % No. % No. % No. % No. % No. % No. %!!!eh 

Officials/admintrs. 28 25 89.3 3 10.7 
Professionals 83 46 55.4 37 44.6 
Technicians 8 7 87.5 1 12.5 
Protective service 
Paraprofessionals 4 2 50.0 2 50.0 
Administrative support 45 6 13.3 39 86.7 
Skilled craft 7 6 85.7 1 14.3 
Service maintenance 23 17 73.9 6 26.1 
Totals 198 109 55.1 89 44.9 183 92.4 2 1.0 11 5.6 1 0.5 1 0.5 

Source: Information supplied by Max Maxfield, Wyoming Deportment of Commerce, Note: The Department of Commerce 11upplittd totals, but 11tatl11tlc11 for minority 
Apr. 29, 1993. employment by Job categories were not aupplittd. 

TABLE 2.7 • 
Wyoming Department of Corrections Work Force, June 1993 

Non-Hispanic origin 

Total Male Female White Black Hispanic Asian Am. Indian 
No. % No. % No. % No. % No. % No. No.~ 

Officials/admintrs. 9 8 88.9 1 11.1 8 88.9 1 11.1 " " 
Professionals 112 65 58.0 47 42.0 110 98.2 2 1.8 
Technicians 1 1 100.0 1 100.0 
Protective service 227 184 81.1 43 18.9 188 82.8 1 0.4 34 15.0 4 1.8 
Paraprofessionals 12 6 50.0 6 50.0 11 91.7 1 8.3 
Administrative support 49 49 100.0 44 89.8 1 2.0 4 8.2 
Skilled craft 3 3 100.0 3 100.0 
Service maintenance 51 44 86.3 7 13.7 46 90.2 1 2.0 4 7.8 
Totals 464 311 67.0 153 33.0 411 88.6 3 0.6 46 9.9 4 0.9 

Source: Information 1upplled by Danny Romero, EEO coordinator, Per11onnel 
Management Dlvl ■lon, Department of Administration and Information, Feb. 1, 1994. 
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TABLE 2.8 · 
Wyoming Department of Education Work Force, May 7, 1993 

Non-Hispanic origin ( 
Total Male Female White Black Hispanic Asian Am. Indian 
empl. No. % No. % No. % No. % No. % No. % No. % 

Officials/admintrs. 1 1 100.0 
Professionals 41 21 51.2 20 48.8 
Technicians 10 1 10.0 9 ·90.0 
Protective service 
Paraprofessionals 
Administrative support 29 29 100.0 
Skilled craft 
Service maintenance 
Totals 81 22 27.2 59 72.8 77 95.1 1 1.2 2 2.5 1 1.2 

Source: Information wpplllld by Loli Mottonen, equal opportunity coordinator, for minority employment by job categorie1 were not supplied, 
Vooatlonel Education, Wyoming Department of Education, May 20, 1993. Stetl1tlc1 

TABLE 2.9 
Wyoming Department of Employment Work Force, Program Vear 1993 

Non-Hispanic origin 

Total Male Female White Black Hls.,_,lc Asian Am.Indian 
empl. No. % No. % No. % No. CJ(, No. CJ(, No. CJ(, No. CJ(, 

Officials/admintrs. 15 11 73.3 4 26.7 15 100.0 
Professionals 363 155 42.7 208 57.3 345 95.0 3 0.8 11 3.0 2 0.6 2 0.6 
Technicians 17 16 94.1 1 5.9 16 94.1 1 5.9 
Protective service 
Paraprofessionals 11 3 27.3 8 72.7 11 100.0 
Administrative support 149 4 2.7 145 97.3 139 96.0 2 1.3 6 4.0 1 0.7 1 0.7 
Skilled craft 2 1 50.0 1 50.0 1 50.0 1 50.0 
Service maintenance 9 6 66.7 3 33.3 8 88.9 1 11.1 
Totals 566 196 34.6 370 65.4 535 94.5 6 1.1 19 3.4 3 0.5 3 0.5 

.... Source: Information aupplled by Phylli1 M. Jone,, equal opportunity officer, Wyoming • Did not prepare salary Information-data 1upplled difficult to tabulate and 1taff figures .... 
Department of Employment, Mar, 1, 1994. did not equal ones previously 1upplled. 
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TABLE 2.10 
Wyoming State Engineer's Office Work Force, May 1993 

Non-Hispanic origin 

Total Male 
No. %~ 

F-emale 
No. % 

White 
No. % 

Black Hispanic Asian Am. Indian 
No. % No. % No. % No. "Officials/admintrs. 6 5 

Professionals 72 59 
83.3 
81.9 

1 
13 

16.7 
18.1 

Technicians 
Protective service 
Paraprofessionals 1 
Administrative support 26 1 
Skilled era~ 

3.8 
1 

25 
100.0 

96.2 

Service maintenance 
Totals 105 65 61.9 40 38.1 •104 99.0 •1 1.0 

•statl1tl01 by Job category were not ■upplled. Source: Information 1uppllad by Gordon W. Fassett, Wyoming Stata Engineer, May 
7, 1993. 

TABLE 2.11 
Wyoming Department of Environmental Quality Work Force, May 3, 1993 

' 

Non-H"mpanlc oriain 

Total Male Female White Black Hispanic Asian Am. Indian 
No. No. No. No. No. No. No.!!!!I!!:. 

Officials/admintrs. 7 7 100.0" " 7 100.0" " " " " 
Professionals 122 92 75.4 30 24.6 121 99.2 1 0.8 
Technicians 2 2 100.0 2 100.0 
Protective service 
Paraprofessionals 

......Administrative support 27 27 100.0 26 96.3 1 3.7 
Skilled craft 4 4 100.0 4 100.0 
Service maintenance 
Totals 162 105 64.8 57 36.2 160 98.8 1 0.6 1 0.6 

Source: Information 1uppllad byJamn s. Uzzell, management 111rvl0111edmlnl1trator, 
Wyoming Department of Environmental Quality, May 3, 1993, 
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TABLE 2.12 
Wyoming Department of Family Services Work Force. April 30. 1993 

Noo..ffispanic origin ( 
Total Male Female White Black Hispanic Asian Am. Indian 
!!!!I!!: No. % No. % No. % No. % No. % No. % No. % 

Officials/admintrs. 18 16 88.9 2 11.1 17 94.4 1 5.6 
Professionals 262 100 38.2 162 61.8 251 95.8 2 0.8 6 2.3 2 0.8 1 0.4 
Technicians 
Protective service 
Paraprofessionals 150 19 12.7 131 87.3 139 92.7 2 1.3 9 6.0 
Administrative support 105 1 1.0 104 99.0 99 94.3 4 3.8 1 1.0 1 1.0 
Skilled craft 
Service maintenance 100 51 51.0 49 49.0 92 92.0 1 1.0 5 5.0 2 2.0 
Totals 635 187 29.4 448 70.6 598 94.2 5 0.8 25 3.9 5 0.8 2 0.3 

Source: Information aupplled by ftC>Qef Neleon, personnel field manager, Wyoming 
Oepertment of Fllfflily SenltcH, May l, IIU, 

TABLE 2.13 
Wyoming Game and Fish Department Work Force, 1994 

Non-Hispanic origin 

Total Male Female White Black Hispanic Asian Am. Indian 
empl. No. % No. % No. " No. % No. " No. " No. "Officials/admintrs. 12 11 91,7 1 8.3 12 100.0 

Professionals 178 167 93.8 11 6.2 177 99.4 1 0.1 
Technicians 8 5 62.5 3 37.5 8 100.0 
Protective service 65 63 96.9 2 3.1 65 100.0 -
Paraprofessionals 
Administrative support 49 1 2.0 48 98.0 45 91.8 4 8.2 1 2.0 
Skilled craft 7 7 100.0 0 0.0 7 100.0 
Service maintenance 3 3 100.0 0 0.0 .3 100.0 
Totals 322 257 79.8 65 20.2 316 98.1 4 1.3 2 0.6 

Source: Information 1upplled by John Telbott, deputy director, Wyoming Geme and.... 
CA) Rah Department, Mar. 29 and Apr. 12, 1994, 



TABLE 2.14 
Wyoming Department of Health Work Force, June 30, 1993 

Non-Hispanic origin 

Total Male Female White Black Hispanic Asian Am. Indian 
empl. No. % No. % No. % No. % No. % No. % No. % 

Officlals/admintrs. 16 9 56.3 7 43.8 16 100.0 
Professionals 418 139 33.3 279 66.7 409 97.8 5 1.2 4 1.0 
Technicians 12 4 33.3 8 66.7 12 100.0 
Protective service 46 35 76.1 11 23.9 46 100.0 
Paraprofessionals 81 19 23.5 62 76.5 78 96.3 1 1.2 1 1.2 1 1.2 
Administrative support 154 3 1.9 151 98.1 150 97.4 3 1.9 1 0.6 
Skilled craft 35 34 97.1 1 2.9 34 97.1 1 2.9 
Service maintenance 661 210 31.8 451 68.2 611 92.4 2 0.3 14 2.1 1 0.2 33 5.0 
Totals 1423 453 31.8 970 68.2 1356 95.3 3 0.2 19 1.3 6 0.4 39 2.7 

Source: Information euppl1ed by Denny Romero, EEO coordinator, Wyoming 
Depertment of Admlnl1U1tlon ind lnformeuon, Feb. I, 1194. 

TABLE 2.15 
Wyoming Department of Revenue Work Force, April, 1993 

Non-Hispanic origin 

Total Male Female White Black Hispanic Asian Am. Indian 

!!!!I!!:. No. " No. % No. % No. % No. % No. % No. % 

Officials/admintrs. 7 5 71.4 2 28.6 7 100.0 
Professionals 45 35 77.8 10 22.2 44 97.8 1 2.2 
Technicians 
Protective service 
Paraprofessionals 3 1 33.3 2 66.7 3 100.0 
Administrative support 43 1 2.3 42 97.7 39 90.7 4 9.3 
Skilled craft 1 1 100.0 1 100.0 
Service mMaintenance 
Totals 99 43 43.4 56 56.6 94 94.9 4 4.0 1 1.0 

Source: Information 1upplittd by Harry L. Kembel, personnel director, Wyoming 
Department of Ravenue,. Apr. 27, 1993, 
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TABLE 2.16 
Wyoming Department of Transportation Work Force. June 1993 

Non--Hispooic origin 

Total 
empl. 

Male 
No. % 

Female 
No. % 

White 
No. % 

Black 
No. % 
----' 

Hispanic 
No. % 

Asian 
No. % 

Am. Indian 
No. 96 

Officials/admintrs. 19 
Professionals 431 
Technicians 564 
Protective service 133 
Paraprofessionals 4 
Administrative support 186 
Skilled craft 529 
Service maintenance 83 
Totals 1949 

19 
386 
411 
131 

3 
23 

522 
67 

1562 

100.0 
89.6 
72.9 
98.5 
75.0 
12.4 
98.7 
80.7 
80.1 

45 
153 

2 
1 

163 
7 

16 
387 

10.4 
27.1 

1.5 
25.0 
87.6 

1.3 
19.3 
19.9 

19 
419 
543 
132 

4 
170 
520 

62 
1869 

100.0 
97.2 
96.3 
99.2 

100.0 
91.4 
98.3 
74.7 
95.9 

3 
2 
1 

2 

4 
12 

0.7 
0.4 
0.8 

1.1 

4.8 
0.6 

5 
18 

13 
7 

15 
58 

1.2 
3.2 

7.0 
1.3 

18.1 
3.0 

4 

1 
1 
2 
8 

0.9 

0.5 
0.2 
2.4 
0.4 

1 

1 

2 

0.2 

0.2 

0.1 

Source: Information Iuppll~ by Dinny Romero, EEO 0oordln1tor, P1r1onnel 
Management Divlelon, Wyoming 01p1rtm1nt of Adminl1tratlon •nd Information, 

Feb, 1, 1994. 

TABLE 2.17 
Wyoming Attorney General's Office Work Force. Marcil 11. 1994 

Non--Hispanlc origin 

Total 
empl. 

Officials/admintrs. 8 
Professionals 78 
Technicians 3 
Protective service 10 
Paraprofessionals 8 
Administrative support 35 
Skilled craft 1 
Service maintenance 11 
Totals 164 

Male 
No. 96 

5 62.5 
60 76.9 

2 66.7 
10 100.0 

5 62.5 
4 11.4 
1 100.0 
3 27.3 

90 68.4 

Female 
No. % 

3 37.5 
18 23.1 

1 33.3 

3 37.5 
31 88.6 

8 72.7 
64 41.6 

White 
No. % 

8 100.0 
77 98.7 

3 100.0 
8 80.0 
8 100.0 

33 94.3 
1 100.0 

10 90.9 
148 96.1 

Black 
No. % 

1 10.0 

--
1 0.6 

Hispanic 
No. % 

1 1.3 

1 10.0 

2 6.7 

1 9.1 
5 3.2 

Asian 
No. % 

Am.Indian 
No. % 

.. 
" 

Source: Information 1uppllad by Loretta Valdez, admlnlatratlve a1111letant, Wyoming 
Attorney General'• Office, Mar. 1f?, 1994. 
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TABLE 2.18.. 
n Wyoming State Auditor's Office Work Force, February 7, 1994 

Non..ff"aspanic: origin 

Total Male Female Whi1II Black Hispanic Asian Am. lndbln 
!!!!I!!:. No. % No. % No. " No. % No. % No. % No. % 

Officials/admintrs. 2 1 50.0 1 50.0 2 100.0 
Professionals 10 6 60.0 4 40.0 10 100.0 
Technicians 6 6 100.0 5 83.3 1 16.7 
Protective service 
Paraprofessionals 
Administrative support 2 2 100.0 2 100.0 
Skilled craft 
Service maintenance 
Totals 20 7 35.0 13 65.0 19 95.0 1 5.0 

Source: Information 1upplled by David Ferrari, Wyoming State Auditor'• Office, Feb. 
7, 1994. 



The general pattern that emerges shows 
most o{the employees in the administrative 
support job category, a relatively low-paying 
position, are women. At the other end of the 
pay scale, few women are hired at the level of 
officials/administrators in most departments. 
Three of these agencies have no women at all 
at this level. However, women generally have 
a higher rate of participation in the profes­
sional employee category. In seven agencies 
shown, their employment rate equals or ex­
ceeds their Wyoming labor force proportion. 
In the technician, protective service, parapro­
fessional, skiIIed craft, and service categories, 
there are few women. 

Mr. Ferrari said that some of the inconsis­
tency in the rate of women's employment in 
various departments may be explained by the 
nature of the work that traditionally has not 
attracted women. As an example, he pointed 
to the Department of Transportation (for­
merly the Highway Department) in which 
about 15 percent of the employees are 
women.1 Phil Kiner, director of the Depart­
ment of Administration and Information, said 
the reasons for overrepresentation or under­
representation are not easy to determine. He 
said, typically, a larger proportion of women 
go into clericaljobs, a trend with 50 to 75 years 
of history behind it "which doesn't change 
overnighL "2 

Table 2.3 shows that in 1993 minority em­
ployees exceeded their 1990 Wyoming labor 
force participation rate (9.9 percent) only in 
the Departments of Administration and Infor­
mation and Corrections. In the remainder of 
the departments, as in State government as a 
whole, mmorities are underutilized to a signif-

icant extent. The Departments of Education, 
Environmental Quality, Game and Fish, and 
Revenue, and the State engineer's, attorney 
general's, and State auditor's offices each 
have a total of six or fewer minority employ­
ees, and the Department of Audit has none. 

Information provided by John W. 
Renneisen, deputy attorney general, shows 
that among the eight managers in his office, 
three are women. Ofa total of 11 legal division 
heads, 3 are women. Of the 48 lawyers in the 
office, 14 are women, and among the top 20 
salaried attorneys, 6 are women. The only 
minority attorney is a black male. 3 

Mr. Renneisen believed the number of mi­
nority attorneys in his office is partially ex­
plained by the low number of minority enroll­
ees and graduates from the University of 
Wyoming CoIIege of Law. In 1988 there were 
four minority graduates, and in 1989 there 
were seven. In 1990 three were enroIIed, none 
graduated, and in 1991 four were enrolled, but 
none graduated.4 Although graduation from 
the University of Wyoming College of Law is 
not a requirement for employment in the at­
torney general's office, it may be a factor in 
candidates' awareness of vacancies and abil­
ity to interview. 5 

Table 2.1 shows that in all of State govern­
ment, there are two minorities in the 
officials/administrators category. In the pro­
fessional, technician, and skilled craft catego­
ries, they are employed significantly under 
their proportion in the total government work 
force. Only in the service maintenance occu­
pational category do they approximate their 
proportion in the Wyoming labor force. In 
tables 2.4 through 2.18, some data are 

Dave Ferrari. State auditor, State ofWyommg. tra01IC'?1pt ofthe factfinding meeting conducted by the Wyoming Ad­
VlllOT)' Committee in Cheyenne. WY. Dec. 3. 1992. p. 116 (hereafter cited aa Transcript). 

2 Ibid.. p. 11. 

3 Memorandum to the Wyoming Advisory Committee to the U.S. Commission on Civil Rights, presented by JohnW. 
Renne1sen. Dec. 3. 1992. 

4 Ibid <Data on law school enrollment and graduation was provided to Mr. Renneisen by Debra Madsen, assistant 
dean. Uruversity ofWyoming College of Law. Laramie, WY.) 

5 Ibid 
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provided about minority employment by de­
partment. In many instances, data by occupa­
tional category were not furnished. 

Gary E. Maier, community services man­
ager, in the Department of Health, and mem­
ber of the Wyoming Indian Affairs Council, 
reported that, in November 1992, of the total 
7 4 Indian employees in State government, 68 
were in the Department of Health, of whom 58 
were employed at the State Training School in 
Lander near the Wind River Indian Reserva­
tion. He said that, though the Native Ameri­
can population by census count numbered 
9,479, "only 11 held meaningful" State govern­
ment jobs. These included three employment 
workers, two social worker technicians, one 
nurse, one equipment operator, one fire inves­
tigator, and one aide supervisor.6 Manuel 
Gonzales, a member of Wyoming's Latin 
American Association, reported that State 
government Hispanic employees are in a sim­
ilar situation in that relatively few have "re­
sponsible" jobs at supervisory or decisionmak­
ing levels and most are concentrated in lower 
paying positions, such as custodians.7 

Representatives of minority community or­
ganizations who participated in the Advisory 
Committee's factfinding meeting expressed 
dissatisfaction with recruiting policies of the 
State. Mr. Gonzales reported that although 
some State agencies have asked the Latin 
American Association for suggested candi­
dates for boards and councils, such requests 
are not routine, and it is common practice for 
State agencies to go through their own person­
nel for such suggestions.8 He recommended 
that his organization be used as a recruiting 
source for Hispanic employees.9 The Rev. 
Glenn C. Nelson, a member of the Christian 

Ministerial Alliance, observed thathis organi­
zation would be a good source for recruiting 
African American State employees, but that 
the organization has not been used for this 
purpose. Phyllis Jones, equal opportunity of­
ficer for the Wyoming Department of Employ­
ment, said confidentiality requirements that 
restrict information about the ~cial identity 
of applicants makes it difficult to assure that 
racial, ethnic, or disabled persons have equal 
access to all job openings.10 

At the Advisory Committee's factfinding 
meeting in Cheyenne, Mr. Ferrari, the State 
auditor, supplied some comparative historical 
figures for the level of the employment of 
women in State government from 1989 to 
1991, and also for the participation of women 
supervisors in the work force and their salary 
levels during that period. From 1989 to 1991, 
the State government work force increased 
from 6,704 to 7,131, an increase of 427 (6 
percent). During the same period the propor­
tion of women employees increased at about 
the same rate, from 3,005 to 3,178. 

There was no change during this period in 
the overall participation rate for men and 
women, which was 45 percent for women and 
55 percent for men. However, from July 1989 
to November 1992, while the total number of 
supervisors in the work force grew by 168 (19 
percent), women supervisors increased by 96 
(31 percent). Despite this increase and thefact 
that there were more women supervisors in 
State government than ever before, during 
1992, men continued to hold 62 percent of the 
supervisory positions in State government. 11 

As an aside, Mr. Ferrari noted that two of the 

6 Gary E. Maier letter to Malee V. Craft.. undated, received Dec. 21, 1992. 

7 Transcript. p. 250. 

s Ibid., p. 248. 

9 Ibid., p. 251. 

10 Transcript, pp. 84-87. 

11 Ibid., pp. 103-07, and statistics supplied by Dave Ferrari to the Wyoming Advisory Committee, Dec. 3, 1992. 
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four elected officials in the State are women, 
and that three of the four deputies in those 
agencies are women.12 

Few women hold executive level jobs in 
State government, according to the Wyoming 
Commission for Women (WCW). Based on 
1991 information,just 18 percent, or 15 of 83, 
division and department heads were women. 
There were 259 women seated on the 116 
boards and commissions, 30 percent of their 
membership, and the women who do serve 
were mostly on boards that are concerned 
with traditional women's issues. For example, 
there were 6 women and 1 man on the Board 
of Nursing, 7 women and 4 men on the Board 
of Education, and 26 women and 1 man on the 
WCW. Such groups as the Mining Council and 
the 1nvestment Fund Committee had no 
women representation.13 

The WCW compiled a packet of materials 
entitled Women and Public Policy: Getting 
Appointed to State Boards and Commis­
sions,14 which includes information about the 
makeup of State boards and suggestions for 
receiving an appointment. Since its creation 
in 1986 by the State legislature, the WCW has 

strongly advocated for the equality of women 
in employment. It succeeded the Commission 
on the Status of Women, which was initiated 
by a 1965 gubernatorial proclamation. It was 
not until 1973, however, that the legislature 
appropriated funds for the commission, and in 
1980, it obtained office space and a full-time 
director. When State government was reor­
ganized in 1989, its name was officially 
changed to the Council on Women's Issues. 
However, it is commonly referred to as the 
Commission for Women.15 Part of this 
organization's purpose is to focus on employ­
ment issues involving women. WCW was in­
strumental in amending Wyoming's sexual 
harassment laws and published educational 
pamphlets on various aspects of women's em­
ployment.16 

In 1988 the WCW's operating budget was 
cut in half, and in 1992 it lost 96 percent ofits 
funding, its executive director, and its part­
time clerical help. It operates now, primarily 
with volunteer help, on a$4,000 budget for the 
biennium.17 Ms. Morton reported that the 
WCW is the only State agency dealing with 
such women's issues. 18 

12 Ttan.zrcript. p. 116. 

13 -Women Lag Belund m Top State Job&.• Caa~r Siar 1hbutie, Feb. 14, 1992. 

14 Published by the Wyoming Comm1sa10n fOT W~n. Henchler Building, Cheyenne, WY 82022, July 1988. 

15 Paula Morton, board member, Wyo1mng CommiaSlOn for Women. Transcript, p. 254. 

16 Ibid., p. 255. 

11 Ibid., pp. 256-57. 

1s Ibid., p. 259. 
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3. Comparative Salaries in State Government 

Table 3.1 shows that in all of the 46 State 
government agencies listed, the average 
1992 salary for women employees is lower 

than that for men. The average salary of 
women ranged from 40.5 percent of that for 
men (the Oil and Gas Commission) to 98.1 
percent (the Liquor Commission). In the 13 
major departments, the range was from 60.3 
percent (the Department of Revenue) to 95.1 
percent (the Department of Corrections). In 
all of State government, women's salaries 
were 73.5 percent of those for men. Nationally 
thatyear, women's earnings were 76.0 percent 
of those for men (see table 3.2). Table 3.3 
shows that by 1993, 9 of the 12 departments 
that supplied data have improved the ratio of 
women's-to-men's salaries. Tables 3.4 through 
3.15 provide comparative salary statistics for 
the different job categories in some individual 
departments. In several categories, the aver­
age women's salaries equal or exceed those of 
men, but the overa11 pattern is one of signifi­
cantly lower salaries for State government 
women employees. 

Mr. Ferrari considered the disparity be­
tween the pay for men and women supervisors 
in State government to be "alarming" and 
provided statistics comparing pay levels in 
1989 and 1992.1 Table 3.16 shows that the 
total number of super.;sors in State govern­
ment increased by 19 percent dunng this pe­
nod, and the proportion of women increased 
from 34.9 to 38.4 percenL The salanes of 
women supen,sors also increased m relation 

to those of men supervisors, from 72.3 percent 
of men's salaries in 1989 to 79.4 percent of 
men's salaries in 1992. These proportions 
were slightly better than national figures dur­
ing those same years. In the fourth quarter of 
1989, women's earnings, nationally, were 70.0 
percent of those for men, and in the fourth 
quarter of 1992, 76.0 percent of those for men 
(table 3.2). 

Ta):>le 3.16 shows that State government 
salary gains for women supervisors between 
1989 and 1992 are reflected in individual A 
and B pay plans as well. In plan A, women's 
supervisory salaries increased from 79.7 per­
cent of those for men to 81.3 percent during 
those years, and for those in plan C, salaries 
increased from 81.0 percent to 81.3 percent of 
those for men. 

As far back as 1985 concern about the pay 
disparity between men and women employees 
in State government prompted the Governor 
to approve legislation authorizing a study of 
pay equity in the State government work 
force.2 That study revealed substantial occu­
pational segregation by sex, as is shown also 
in the current data presented above, and pro­
nounced differences in the annual wages of 
men and women. In 1985 women who worked 
for Wyoming State government earned 71.5 
percent of the annual salaries of men in State 
governmenL The 28.5 percent wage gap com­
pared precisely with that of the average wage 
gap for government workers in all the States.3 

Dave Ferran. State auditor. Slate of W)'Qaun,i. traQllCTJpl of the factfinding meeting conducted by the Wyoming 
Advtsory Committee 10 Cheyenne. WY. Dec 3. 1992. p 104-08 (hereafter cited as Transcript). 

2 Hubbard & Revo-Cohen. Inc .. PrrJi,,r.mary Pay Equity Study of ~omuig State Workforce, 1985, p. 1. 

3 Ibid .. pp. 1. 2. 
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TABLE 3.1 
Wyoming State Government Employee Salaries by Agency.* July 1992 

Average women•s wamen·s pen:mt 
nudiy_...., drnsis 

$1,394 88.8 
1,691 76.8 
1,557 43.2 
1,735 75.9 
1,882 71.8 
2,184 93.8 
1,949 51.2 
1,694 76.7 
2,739 70.7 
1,627 95.1 
1,923 
1,888 
1,899 62.4 
1,814 79.9 
1,851 
1,698 72.2 
1,549 65.1 
1,837 63.7 
2,391 
1,628 75.4 
1,457 64.0 
1,508 60.9 
1,501 50.1 
1,705 
1,852 43.9 
1,608 
1,532 83.2 
1,929 74.3 
1,472 98.1 
1,686 60.0 
1,717 
2,288 
1,460 40.5 
1,517 
2,017 67.4 
2,320 87.2 
1,660 57.5 
1,843 54.3 
2,017 96.2 
1,613 45.1 
1,622 60.3 
1,868 72.1 
1,571 60.0 
1,501 70.5 
2,064 53.3 
1,984 56.7 
1,606 73.5 

of Education headed by an elected official. 
Source: Oepanment of Adrnristration an:l lnfOlffll!ltion, 
Pei-soi ■ 1111 Management Division, 1992 Salary l!ll1d P&tsonnel 
Struc:nn,, Decerrber 1992, p.3. 

AQaw;y 
Adjutant General 
Administraoon &Information•• 
Administrative He.mgs 
Agricuttu'e 
Attcmey General 
Audit Department•~ 
Auditor 
Commerce 0epartment•• 
Camu1ity College Ccmnission 
Corrections·· 
Cosmetologist Board 
CPABoard 
Education•• 
Emergency Management 
Employee's Group lnsuance 
Employment 0epartment•• 
Engineer·· 
Environmental 0ua5ty•• 
Environmental Oucwty CoUlci 
Family Services Department·· 
Fire Prevention 
Game and Rsh·. 
Geological Slx"8y 
Geologist 8oard 
Governor's Office 
Govemors'Residence 
Health Department•• 
Insurance Department 
Liquor Commission 
Livestock Board 
Med"lcal Licensing Board 
NtXSing 8oard 
Qi and Gas Canmission 
Outfittars 8oard 
Pari-Mutuel 8oard 
Phannac:y 8oard 
Public Defender 
Public Servica Ccmnission 
P.eal Estate 
Retirement System 
Revenue Department.. 
Secretary of State 
State Land Office 
Transportation Department•• 
Treasurer 
WatEr ~ Ccmnission 

Total 

• Statistics do not inca.Jde urivenity or corrnu-ity oologe 
~-axcept for the _, merrbera of the 
Comn.irity Colege Connission staff. 
• • Denotes the 12 depertments created by the ~ 
wnch report cil"IICl!y to the Governor, plus the Oepanment 

Average nm•s 
mmflrsdary 

$1,570 
2,201 
3,605 
2,287 
2,620 
2,329 
3,810 
2,210 
3,873 
1,710 

0 
0 

3,041 
2,271 

0 
2,352 
2,381 
2,883 

0 
2,160 
2,2n 
2,478 
2,999 

0 
4,222 

0 
1,841 
2,596 
1,500 
2,808 

0 
0 

3,608 
0 

2,991 
2,661 
2,886 
3,391 
2,096 
3,579 
2,690 
2,592 
2,618 
2,129 
3,872 
3,502 
2,185 
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TABLE 3.2 
Comparison of Women's and Men's Earnings Nationally. 1989-1993 

Yes 
(41h Quarter) 

1993 
1992 
1991 
1990 
1989 

• The median weekly earnings of the nation'• 
women working full time expreued as a percentage 
of the median weekly earnings of the nation'• men 
working full time. 

TABLE 3.3 • 

women·• eanmp a 
■ percentage of ms1••• 

76.9 % 
76.0 
74.2 
72.4 
70.0 

Source: U.S. Department of Labor, Bureau of Labor 
Statistics, Newa Bulletins, Jan. 31, 1994; Feb. 1., 
1993; Feb. 4, 1992; Feb. 8, t991; and Jan. 26, 
1990. 

Wyoming State Government Employee Salaries by Department. 19~3-94 

Depa1J"nent of Aaninistration & lnfama1Xln 
Depar1J Il8nt of Aucit 
Depa uI l8nt of Camace 
[)epari] 118n't of CareclXlr IS 
Depa1J"nent of Edu:atia, 
State El agirleer's Offi::e 
Depa D118n't of EnlliD 11181 rtal Ouaity 
0epainl8nt of P.miy Servx::es 
Gane.mRshDepa'tJ"nent 
Depa b Ialt of P.evenJe 
Attrxre/ ~sOffi::e 
State At.dto(s Office 

Scxroe: CoTped fnnl b!b1ea 3.4-3.,15. 

Mn's DUG¥ 
uualilySlllary 
$2,420.74 
3,190.07 
1,898.87 
2,079.97 
2,141.76 
2,264.23 
2,934.34 
2,013.60 
2,307.27 
2,305.70 
2,380.86 
3,658.21 

Wanwn's 
•emae 

uu•ily alary 
$1,756.05 
2,587.48 
1,687.72 
2,259.35 
2,657.97 
2,257.05 
1,851.35 
1,910.65 
2,274.88 
2,670.78 
2,237.19 
1,805.25 

Wanwn's 
samit« 

nm's 
72.5 
81.1 
88.9 

108.6 
124.1 
99.7 
63.1 
94.9 
98.6 

115.8 
94.0 
49.4 
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TABLE 3.4 
Department of Administration and Information, Salary Comparisons, April 19, 1993 

Mids Wamais 
Jahca,gaaf aua::r,a ulary auaagealary 
Administration 4,383.63 
Pa ufessbials 2,969.67 2,022.25 
Technicians 2,539.36 2,286.36 
Pauta..1iw service 3,025.00 
Paraprofessiona 1,557.68 1,869.94 
Office clerical 1,584.34 1,446.97 
SkiDed aaft 1,976.38 1,604.17 
Service/mainten 1,329.89 1,306.61 
Total 2,420.74 1,756.05 

Source: Information ~ by ffi Kiner, cirector, 
Wyorring Department of Adrriria1ration and lnflllffllltion, 
Af,r. 26, 1993. 

TABLE 3.5 
Department of Audit Salary Comparisons, April 26, 1993 

Mn's Wamais 
Jci,CdEgl.ly aws::r,a12BY a.cage alary 
Administration 4,138.86 4,146.00 
Professionals 2,241.28 2,060.93 
Tecn-«:ial IS 
Pa uta..tive service 
Paraprofessiona 
Office clerical 1,555.50 
Sidled aaft 
Service/mainten 
Total 3,190.07 2,587.48 

Source: lrionnation ll4)pied by Carol Patera. mm iegei, .er« 
_._ officer. Wyorring 0epertment of Auit. Af,r. 28. 
1993. 

Wamais 
p:1calt d mais 

68.1 
90.1 

120.0 
91.3 
81.2 
98.2 
72.5 

Wamais 
p:italt « lllllrS 

100.2 
92.0 

81.1 
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TABLE 3.6 
Department of Commerce Salary Comparisons, April 22. 1993 

Men·s WOllll!lis 
JaL c:alEgoif 
Administration 

a.a*saa, 
2,957.30 

BJaage.ay 
2,278.09 

Professionals 2,324.45 1,917.27 
Technicians 1,943.86 2,086.00 
Piuta.1ive service 
Parapiufessionals 1,826.23 1,631.39 
Office clerical 1,583.93 1,386.97 
Skilled Craft 1,201.13 1,284.28 
Service/mainten 
Total 

1,455.21 
1,898.87 

1,230.04 
1,687.72 

Source: Information auppied by Max Maxfield, Wyorring 
Department of Corrmerce, Apr. 29, 1993. 

TABLE 3.7 . 
Department of Corrections Salary Comparisons, May 18, 1993 

Men•s WOIIElfs 
Job c:aleguiy a.aagesaay a.a:sgesaay 
Administration 3,912.93 5,471.83 
Professionals 2,134.94 2,008.99 
Technicians 1,850.28 
Pi ota.1ive service 1,450.46 1,538.74 
Paraprofessiona 1,825.32 1,708.54 
Office clerical 1,315.29 
Skilled craft 1,695.06 
Service/mainena 1,690.78 1,512.68 
Total 2,079.97 2,259.35 

Source: lnf0ffll8tl0n auppied by Jeny Pieper, manegement 
earimtrator, ~ of Correctiona, M!f./ 18, 1993. 

women·s 
paceut « fflUl•s 

n.o 
82.5 

107.3 

89.3 
87.6 

106.9 
84.5 
88.9 

women·s 
paca4 .A fflUl•s 

139.8 
94.1 

106.1 
93.6 

89.5 
108.6 

I/ 
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TABLE 3.8 
Department of Education Salary Comparisons. May 7. 1993 

Jab call!gOi t 
Acmnistration 
Professionals 
Tectvicians 
Ptuta."1ive service 
Paraprofessiona 
Office clerical 
Skilled aaft 
Service/mainten 
Total 

Men's 
ausage saay 

2,836.33 
1,447.18 

2,141.76 

WQllll!l(s 
auu::::geaary 
4,848.06 
2,658.80 
1,575.76 

1,549.27 

2,657.97 

Source: Information~ by Lois Mottonen, fl(JJB 
opporturity coordinator, Vocationa Education, Wycrnng 
Department of Education, May 20, 1993. 

TABLE 3.9 
State Engineer's Office Salary Comparisons, May 7, 1993 

W01111!11'S 

pscmtofnm's 

93.7 
108.9 

124.1 

Women's 
percent of nm'a 

91.6 
105.0 

118.3 

99.7 

Jci; c:alt,ga t 
Acmnistration 
Professionals 
Technicians 
Pt ota:tive service 
Paraprofessiona 
Office derical 
Skilled craft 
Service/mainten 
Total 

Men's 
a.:aage salmy 

4,044.10 
1,671.59 

1.on.00 

2,264.23 

Source: lnfOITTlStlOn a-Wied by Gotdon W. F...a. 
Wycrnng Suna &9,-, M,y7, 1993. 

WQllll!l(s 
&S!Qllsalmy 

3,704.32 
1,755.94 

2,293.33 
1,274.59 

2,257.~ 
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TABLE 3.10 
Department of Environmental Quality Salary Comparisons, May 3, 1993 

Wamn's 
pscalt fl mafs 

83.5 

63.1 

Wamsfs 
pscalt d mafs 

88.9 
100.4 

95.5 
94.9 

102.5 
94.9 

Meda 
..lm,taEgLJif a.aagealary 
Acinilistration 4,516.69 
Pl ofessioc ials 2,738.24 
Tecmcians 2,557.44 
Ptota.tive service 
Parapofessionals 
Office clerical 
SkiDed craft 
Service/mainten 1,925.00 
Total 2,934.34 

Source: Information IIUppied by Janee S. Uzzel. 
ffllWlllg5Tllln -.-ices adn-iristrator, Wyorring Ollpanment 
af Enwocm1111tii Oul!ity, Mey, 3, 1993. 

TABLE 3.11 
Department of Family Services Salary Comparisons, April 30, 1993 

Wamn's 
as:uedlllr 

2,287.60 

1,415.10 

1,851.35 

Meda 
Jct,, caEg0lf aaoalary 
Acinilistration 3,713.81 
Plufessiocldls 2,039.34 
Tectriciar IS 

Pl utoctive service 
Paapufessia li3ls 1,754.51 
Office c:lerra 1,233.80 
Skied craft 
~ 1,326.54 
Total 2,013.60 

Source: Hornwno,, ~ bv Roger Na.a,-.,. pe,901 ■ • 
field mswger. Wyornng o.p.,,,.,. al F.,.., S--. 
Mav3. 1993. 

Wamn's•=•....,
3,300.35 
2,048.05 

1674.71 
1,171.00 

1,359.14 
1,910.65 
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TABLE 3.12 
Game and Fish Department Salary Comparisons, March 29, 1994 

Mn's Wanm's 
JaLQIEgLJlf aw:ngsmmy ■ 01.IJB..., 
Mniisbatiou 4,056.68 3,692.47 
Plolessbldls 2,570.49 2~122.34 

.. Technicals 2,106.87 1,896.36 
Plota.1ive service 2,247.48 2173.90 
Paraprofessiona 
Office clerical 1,106.33 1,489.32 
SkiDedcraft 2,259.74 
Servicehnai1ten 1,803.31 
Total 2;J(J7.27 2,274.88 

Source: lnfOIT'l'llllion ~ by John Talx,tt, deputy 
cirector, Wyorring G11'1111 mid Rah Department. March 29, 
1994. 

TABLE 3.13 
Department of Revenue· Salary Comparisons. April 1993 

Mn's WGIIBis 
Jooc:alb.µy asllQilalay La::c,a lJlltJly 
Adrnnstration 4,479.61 5,239.79 
Professionals 2,493.37 2,172.29 
Technicians 
Prota.tiw service 
Paraprufessiooa 1,575.34 1,882.26 
Office clerical 1,343.00 1,388.79 
Skilled craft 1,637.19 
Servicehnai1ten 
Total 2,305.70 2,670.78 

Source: lnfOffllll!IOn ~ by Harty L 1<erti>a. pa8011MII 

cirect.or, Wyc¥nng Oepertrner« of Reverue. A.,,. Tl. 1993. 

WCllllllds 
l&Cllll'llofmn's 

91.0 
82.6 
90.0 
96.7 

134.6 

98.6 

WCllllllds 
l&Cllllllt mmn•s 

117.0 
87.1 

119.5 
103.4 

115.8 
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TABLE 3.14 
Attorney General's Office Salary Comparisons, March 11, 1994 

MIits 
_...taEgtJlf •=• Sl!llary
Aani1istration 4,569.23 
Piufessicua 2,760.45 
Technicals 2,138.65 
Piota.1ive service 1,881302 
Paraprufessiona 2,100.06 
Office clerica 1,739.90 
Skilled aaft II 

Service/maitten 1,476.44 
Total 2,380.86 

Source: lnfocma1ion suppied by Loretta Vadez, 
mrriristrative assistant. Wycrring Attorosy Genera'■ Office, 
Mer. 15, 1994. 
1 AVfKFlf;le based upon 17 of 18 women employees es the 
ssary of one enl)lovee I■ not IMalEle. 
2 AVfKBIJIIJ based upon 9 of 10 men en1)loyees as the ssary 
of one enl)loyee ia not availille. 

TABLE 3.15 

Wanm's Wanm's......, puc:clt .A msfs 
4,140.18 90.6 
2,577.961 93.4 
2,077.53 97.1 

3 

1911.05 91.0 
1,585.334 91.0 

1,131.09 76.6 
2,237.19 94.0 

3 Then, en, no wamen a.~ in the pro18c1ive 9m'Vice 
catagory. 
'A'Vfln!IIIJ8 ~ on 30 of 31 womeo s,iplo,eea m the 
sal8ry of one women I■ not availille. 
5 1liere ere no women~ in the skied craft 
category, and the ssary of the single men ""1)loyee is not 
availille. 

State Auditor's Office Salary Comparisons. February 7. 1994 

Joota$,iy 
Aariisnatio1 
Piofessio idls 
Technici.:r'ls 
Piota..trve service 
PcTIPofessoials 
Office derical 
Skied craft 
Service/maitten 
Total 

Mn's 
auaa.,eSDy 

4,375.00 
3,538.75 

3,658.21 

Sou-ce: lr'omweion q,pied by David F«niri, State 
Aucitot'■ Office. F.t>. 7. 1994. 

Wanm's 
8US-&,6...., 

4,083.33 
1,596.83 
1,640.50 

1,577.33 

1,805.25 

Wamsis 
puc:clt" men's 

93.3 
45.1 

49.4 
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TABLE 3.16 
Wyoming State Government. Salary Comparisons for Men and Women Supervisors 

All supervisors: 
Women supervisors employed 
Men supervisors employed 

Totals 

Women supervisor's average salary 
Men supervisor's average salary 
Women's salaries as percentage of men's 

Pay plan A supervisors: 
Women supervisors employed 
Men supervisors employed 

Totals 

Women supervisor's average salary 
Men supervisor's average salary 
Women's salaries as percentage of men's 

Pay plan B supervisors: 
Women supervisors employed 
Men supervisors employed 

Totals 

Women supervisor's average salary 
Men supervisor's average salary 
Women's salaries as percentage of men's 

Pay plan X supervisors: 
Women supervisors employed 
Men supervisors employed 

Totals 

Women supervisor• s average salary 
Men supervisor's average salary 
Women's salaries as percentage of men's 

Note: Plan A: profeaaional scale-program 
coordinators. dentists, managers, dminiatrators. 
program consultants, engineers. auditors. anorneys, 
enalysts; plan B: paraprofessionals, skilled 
technicians, clencal, aides, clinical aSBistants, 
correctional officers, custodians, welfare workers; 

July November Change 
1989 1992 No. % 

310 406 96 31.0 
579 651 72 12.0 
889 1,057 168 19.0 

$2,103 $2,334 $231 11.0 
$2,906 $2,941 $35 1.0 
72.3% 79.4% 

163 216 53 32.5 
415 400 (15) (3.6) 
578 616 38 6.6 

$2,650 $2,625 
$3,324 $3,229 
79.7% 81.3% 

147 156 9 6.1 
164 184 20 12.2 
311 340 29 9.3 

$1,497 $1,633 $136 9.1 
$1,849 $1,827 ($22) (1.2) 
81.0% 89.4% 

34 
65 
99 

$3,703 
$4,247 
87.2% 

plan X: appointed and unusual positions such as 
deputy auditors, elected officials, doctors, at-will 
contract employees. 
Source: Information provided by Dave Ferrari, State 
auditor, at the Wyoming Advisory Committee's 
fectfinding meeting in Cheyenne on Dae_ 3, 1992. 
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Mr. Ferrari believes that there is no direct 
attempt by anyone in State government to 
make sure that men are paid more than 
women.4 Part of the problem, he said, is that 
State government has not specifically articu­
lated its goals with respect to the compen­
sation of women. 5 Also, he said, the compen­
sation system of State government tends to 
reward those who are employed longer. The 
State's longevity plan provides a bonus to 
those who stay with State government. 6 On 
the average, he explained, men have more 
seniority in State government than women 
because in former years the State employed 
many more men than women. Consequently, 
there are more men who have remained em­
ployed with the State than women, and be­
cause of their longevity, earn more.7 The dis-

4 Trcmscnpt, p. 113. 

5 Ibid .. p. 109. 

6 Ibid., p. 119. 

7 Ibid., p. 113. 

s Ibid. 

parity would go away, he believes, ifthe com­
pensation plan rewarded people equally for 
doing the same job at the same level ofcompe­
tence, regardless oflongevity.8 

In a 1990 report directed by the Manage­
ment Audit Committee, the Wyoming LSO 
recommended that the Personnel Division 
provide annual reports to the legislature on 
compensation and benefits. 9 The Audit Com­
mittee said the Personnel Division does not 
routinely provide the legislature with em­
ployee compensation and benefit data and 
analysis. Consequently, when making salary 
decisions, it does not have comprehensive in­
formation, with the result, according to a quo­
tation from one legislator, the legislature "has 
not been consistent" in making decisions con­
cerning pay.10 

9 Wyoming Legislative Service Office, Program Eva.luatwri: Personnel System, November 1990, p. 21 (hereafter cited 
as Program Evaluatwri: Personriel Sy.um). 

10 Ibid., p. 21. 
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4. State Equal Opportunity and Affirmative Action 
Policies and Programs 

Equality in Employment 

The title of"Equality State" was bestowed 
upon Wyoming because of its role in help­
ing to remove the barriers to women suf­

frage in the United States. In 1869 the Terri­
tory of Wyoming passed the first woman 
suffrage bill in the Nation, a law that it in­
sisted upon retaining even though it jeopard­
ized its application for statehood. In 1890, 
Wyoming became the first State to allow 
women the right to vote.1 

Phil Kiner, director of the Wyoming Depart­
ment of Administration and Information, re­
ported that the Governor and the State of 
Wyoming carry the concept of equality into the 
area of employment opportunity and look for­
ward to further progress in that area. The 
Wyoming government's philosophy in this re­
gard, he said, is made clear in its perso':me! 
rules, which apply to all State agencies. 
These state: 

Equal employment opportunity shall be proVJded 
to apphcants and employees m the admm1strat1on 
of all personnel practices such as recruitment, ap­
pointment, promotion, performance appraisal, d1s­
C1phne, retention, trammg, and other benefits, 
terms, and condit1ons of employment m a manner 
wh1ch does not discnmmate on the baSJs of race, 

color, creed, sex, national origin, age, political affil­
iation, handicap (except where handicap is a bona 
fide occupational disqualification), or any other 
non-merit factor.3 

The rules further state that the Personnel 
Division shall provide assistance to agency 
heads in the administration of equal employ­
ment opportunity policy, and that they shall 
act in accordance with it. Agencies are also 
required to assure understanding and consis­
tent application of this policy, and to cooperate 
fully with the State equal employment oppor­
tunity (EEO) coordinator in investigating and 
resolving discrimination complaints.4 Mr. 
Kiner concluded that, although efforts have 
not always been noticeable, the Personnel Di­
vision and other agencies are doing a "good 
job" in the area of equal employment opportu­
nity despite limited resources and budget 
cuts.5 The Governor, he said, is committed to 
hiring and promoting as many persons of any 
gender or ethnicity as possible.6 

Mr. Kiner said, however, that the State 
government has no affirmative action plan.7 

Danny F. Romero, State EEO coordinator, 
stated that in 1979 a recommendation made 
to the State legislature for establishment of a 
State affirmative action plan was defeated 

Wyoming State Arduves. Museums and Histoncal Department, Annals of Wyoming, vol. 62, no. 1, spring 1990, 
p 3 

2 Plul Kiner. traDl!Cnpt of the factfmding meeting mnducted by the Wyoming Advisory Committee in Cheyenne, WY, 
Dec. 3. 1992. pp. 7; 13 {hereafter ct.ed as Tnviacripc 

3 State of Wyommg. Pusonn.rl R.ula of th, Eztt-utwr B=h of Wyommg State Government, October 1989, p. 2. 

4 Ibid 

5 Transcnpt. p. 7. 

6 Ibid.. p. 12. 

7 Ibid. 
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and has not been made again.8 Mr. Kiner 
pointed out that this is a time of very limited 
resources and the legislature has been reluc­
tant to add programs absent some significant, 
pressing problem area.9 

Dennis Smyth, executive director of the 
Wyoming Public Employee's Association 
CWPEA), reported that his association's rec­
ommendation for the development of a State 
affirmative action plan has been repeatedly 
and consistently rejected. He said, "We have 
felt for a long time that the State of Wyoming 
ought to have an affirmative action plan. I 
think it says something very negative when 
you find a State, 'The Equality State,' that 
doesn't go so far as to have goals defined in an 
affirmative action plan."10 

Other participants in the Advisory 
Committee's Cheyenne factfinding meeting 
echoed this concern. Jesse Vialpando, employ­
ment practices officer at the University of 
Wyoming, said, "I think it is very disappoint­
ing . . . that the State of Wyoming does not 
have an affirmative action plan in place that 
deals with all State agencies.•11 Mr. Ferrari 
suggested that the Committee recommend 
that the State define goals to work towards or 
else any results will be haphazard and acci­
dental.12 

State personnel rules require individual 
agency heads to act in accordance with the 
State's EEO policy.13 Some State agencies 
have EEO programs designed to implement 
State policy. However, just two departments 
have affirmative action plans, the Depart­
ment of Employment and the Department of 
Transportation.14 Part of the reason given for 
this is the lack of Federal funding for EEO 
personnel and a reduction in State funding.15 

Mr. Kiner said the Personnel Division has 
taken a 9 percent cut over the past three 
bienniums, which has hampered the ability to 
set forth EEO standards and procedures.16 

Mr. Smyth also believes that lack of legis­
lative funding for the development of EEO 
standards and operations is part of the prob­
lem. He said that the legislature repeatedly 
and consistently over the years has refused to 
adequately fund or st.aff the Personnel Divi­
sion, and if this continues, recommendations 
for approval of new procedures to assure 
against discrimination will be futile.17 

A report by the Legislative Service Office 
(LSO) completed in 1990 finds State govern­
ment has no specific legislation or executive 
order establishing an EEO program within 
the executive branch, and there is no state­
wide EEO plan or minimum standards or 
guidelines for agency level EEO activities.18 

8 Interview Wlth Malee V Craft Ul ~yenne. WY. Mar 5. 1992 

9 Ttanscnpt. p 16 

10 Ibid. pp 277, 278 

11 Ibid. p 149 

12 Ibid. p 117 

13 hrsol'Ulll Ruks of th, ~:u. Brt111Cla of a,..-Ulofl St.all Gowmment, October 1989, p. 2 (hereafter cited as 
hnro1UJ1l Ruks) 

14 Wyormng Department orTra119portataon. Affar""4l.,,., Actwti Plan Update. Sept. 1, 1991; and Wyoming Department 
or Employment. Affu-mat,vr Actwll 1'lota July 1. 1991..June 30, 1992. 

15 Phil Kiner, Thrector or the Wyormlli DPpanmeot or Admirustrauon and Information, Transcript, p. 16. 

16 Ibid.. p. 13. 

17 Transcnpt. p. 277 

18 Wyormng Legislauve Servicr Office. Pro,;runi Et>Olwltw,i. hn;onnel System, November 1990, p. 18 (hereafter cited 
as Program EvaluatW11 PrT110,an,l SymmJ 
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Current State government personnel rules 
give agencies great latitude in developing 
their own EEO activities over which the Per­
sonnel Division provides minimal oversight. 
The Personnel Division has no enforcement 
power to require individual agency compli­
ance with the personnel rules prohibiting dis­
crimination, and there is no formalized ap­
peals process for applicants alleging 
discrimination.19 

A State employee survey conducted by the 
LSO found that 20 percent of the respondents 
believe they have been discriminated against 
in the context of State employment, and 22 
percent say they would not know where to file 
a discrimination complaint. The report says 
these numbers could be construed as a lack of 
State commitment to discouraging and elimi­
nating discrimination in the workplace.20 

The LSO concluded that the State govern­
ment EEO efforts are minimal.21 When ques­
tioned at the Advisory Committee's meeting 
as to why there is no overall State EEO pro­
gram, Mr. IGner replied that it is the respon­
sibility of the legislature to set policy. During 
this time of limited resources, the legislature 
has been very reluctant to add programs ab­
sent some significant, pressing problem area, 
Mr. Kiner said.22 He said that the legislature 
has never specifically funded any extra EEO 
program efforts for the Personnel Division, 
and, in fact, has had to cut 9 out of 30 employ­
ees, including 5 professionals, over the last 
three bienniums.23 Senator Geringer agreed 
with Mr. IGner by placing the responsibility 

19 Ibid.. pp 18-19. 

20 Ibid.. p 19. 

21 Ibid.. p. 19. 

22 Tran.script, p. 16. 

23 Ibid., p. 13. 

24 Ibid.. p. 41. 

25 Ibid.. p. 30. 

26 Ibid., p. 181. 

27 Dennis Smyth, Transcript, pp. 279,284. 

for EEO program resources at the door of the 
legislature. Though Mr. Kiner's department 
has 100 percent discretion in the reallocation 
of general fund services, Senator Geringer 
said the policy and priority setting through 
the appropriation process is more appropri­
ately the role of the legislature.24 Mr. 
Renneisen also said that equal opportunity is 
the policy of the State and the law of the 
Nation, butfulfilling the mandate will require 
some new resources, which can only come 
from the legislature.25 

Sexual Harassment 
In the course of the Advisory Committee's 

study, concern regarding the issue of sexual 
harassment was raised several times. Com­
missioner of Labor Michael J. Sullivan said 
that sex discrimination and sexual harass­
ment make up the heaviest load of employ­
ment discrimination complaints investigated 
by the Employment Department's Labor 
Standards/Fair Employment Division.26 The 
WPEA successfully represented eight women 
who alleged they were victims of sexual ha­
rassment and were told by their agency or 
division heads in so many words, "That's life, 
that's America."27 

In November 1992, prior to the Commit­
tee's factfinding meeting in Cheyenne, Cecilia 
Lynn IGnter, a temporary employee of the 
Wyoming Game and Fish Department, pre­
sented a long and detailed list of alleged inci­
dents and conditions of a sexual nature in her 
office that were offensive to her and other 

https://Division.26
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women employees and that she believed to be 
discriminatory. These included meeting room 
reading material containing sexist jokes and 
Playboy magazines, and a poster of a semi­
nude woman on the wall; an all-male inter­
view panel asking sexually oriented questions 
("Would you consider fooling around on the 
job?"), and sexual advances by male employ­
ees.28 Upon inquiry by U.S. Commission on 
Civil Rights staff, Francis "Pete" Petera, di­
rector of the Game and Fish Department, 
stated that an internal review of Ms. Kinter's 
allegations would be initiated immediately 
and any improprieties rectified. In addition, 
Mr. Petera said that a draft sexual harass­
ment policy would be presented for adoption 
by the Game and Fish Department on Janu­
ary 19, 1993, and implemented by the depart­
ment upon approval (see appendix II), with an 
aggressive training program for all supervi­
sors, managers, and administrators.29 

On December 8, 1992, Ms. Kinter filed a 
discrimination complaint with the Denver 
District Office of the Equal Employment Op­
portunity Commission (EEOC).30 On April 19, 
1994, Elizabeth Frank, supervisory investiga­
tor for that office, reported that those inci­
dents in Ms. Kinter's complaint that were 
sufficiently timely to faII within EEOC juris­
diction were still under investigation and that 
no determination had been issued regarding 
their merits.31 Results of the Game and Fish 
Department's internal review have not been 
made public. In March 1993 Ms. Kinter al­
leged that her working situation had not im­
proved. As examples, she said she came home 
one night to her residence !which is in the 
headquarters where she worksJ to find a male 

colleague asleep in her bed. He allegedly said, 
"Well, there's plenty of room here. I don't bite." 
In addition, she said that her supervisor's 
office contained a cartoon drawing of three 
naked men, and a light switch designed as a 
penis.32 

When contacted by U.S. Commission on 
Civil Rights staff in February 1994, Ms. 
Kinter said that the EEOC investigator had 
informed her that in her case, because the 
Game and Fish Department had made an 
effort to educate its staff on sexual harass­
ment, a no cause finding was likely. According 
to Ms. Kinter, however, by that date no sexual 
harassment traininghad been initiated by the 
department. The investigator also indicated 
that there was a question as to whether the 
individual minor incidents she reported would 
be enough to support a court case against the 
department, and he suggested it might be 
better to take a right-to-sue letter from EEOC 
and handle it privately, or with help from a 
women's organization or professional associa­
tion.33 Elizabeth Frank, supervisory investi­
gator, said that the investigator of Ms. 
Kinter's complaint had indicated to her that 
he did not recommend that Ms. Kinter request 
a notice of right-:to-sue, but informed her of 
her right to do so.34 

Mr. Kiner reported that there is a proposed 
State policy on sexual harassment, which is 
the same as the one proposed for the Game 
and Fish Department that is in appendix II, 
and the Department of Administration and 
Information approved a sexual harassment 
policy.35 Seven other departments reported 
that they have sexual harassment policies 
in place.36 However, Labor Commissioner 

28 Ceoha Lynn Kinter. letter to Wilham F Muldrow. U .S Commission on Civil Rights, Nov. 29, 1992. 

29 Francs Pet.era. letter to William F. Muldrow, Jan 12. 1993. 

30 Ceoha Lynn Kmter, letter to Ehzabeth Frank.. EEOC supervisory investigator, Dec. 8, 1992. 

31 Ehzabeth Frank, letter to William F Muldrov.·. Apr 19, 1994. 

32 Ceoha Lynn Kinter, letter to Ruth Sterner, EEOC mve11ttgator, Mar. 23, 1993. 

33 Ceciha Lynn Kinter, notes of telephone conversat10n with Andrew Williams, EEOC investigator, Oct. 29, 1993. 

34 Elizabeth Frank. letter to Wilham F. Muldrow, Apr. 19, 1994. 
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--
Sullivan....stated that though the department 
conducted 85 training seminars all over the 
State during 1992, including some for major 
corporations, it was never asked by the State 
government ofWyoming to conduct one on this 
area of concern. 37 

A sexual harassment policy, which is now a 
part ofthe State government personnel rules, 
became effective in October 1993. The policy 
includes procedures for addressing alleged 
acts of sexual harassment. All State agencies 
and departments are required to follow this 
policy and to incorporate it into their respec­
tive personnel rules. On December 21, 1993, 
Governor Mike Sullivan, by executive order, 
directed all State employees to receive formal 
training by June 30, 1994, in the identification 
and prevention of sexual harassment.38 

Training 
Mr. Kiner said that the Department of Ad­

ministration and Information is in the process 
of revising the rules regarding EEO training 
and has implemented an ongoing training pro­
gram. A third full-time trainer was hired into 
a position previously vacant for 8 months due 
to lack of funds.39 EEO training responsibili­
ties, he said, are the direct responsibility of 

Danny Romero, the EEO coordinator.40 Mr. 
Kiner said thathis department has no author­
ity to force anyone to take training, something 
that must be initiated by individual agency 
heads.41 Nor does the Department of Admin­
istration and Information have the authority 
to dictate individual agency policy orto review 
the procedures of other departments in the 
areas of sexual harassment and other EEO 
concerns other than those specified in the 
personnel rules.42 ; 

Senator Geringer said that, at present, the 
State only has 3 people designated specifically 
as trainers for over 7,000 State employees, 
though some training takes place within indi­
vidual departments. Training is notmandated 
in any way and has been deemphasized 
"through the appropriations process. n43 Ques­
tionnaires sent by the LSO staff to executives 
and managers revealed that only 14 percent 
had attended training seminars. 44 Training, 
he believes, should be mandatory within gov­
ernment, rather than a discretionary item 
that has to be funded out of the agency's bud­
get.45 Diana Ohman, State superintendent of 
public instruction, also deplored the lack of 
training in State government, which she be-

3:. Phil Kmer letter to Malee V. Craft, Apr. 26, 1993. 

3n Letters to Malee V. Craft as follows: Carol Pet.era. management services officer, Department of Audit, Apr. 28, 1993; 
Max Maxfield, director, Department of Commerce, Apr. 29, 1993; Lois Mottonen, equal opportunity coordinator, 
Depanment of Education, May 20, 1993; Phylhs Jones, equal opportunity officer, DepartmentofEmployment, May 
24. 1993, James S. Uzzell. management services administrator, Department of Environmental Quality, May 3, 
1993, Roger Nelson, personnel field manager, Department of Family Services, May 3, 1993; Harry L. Kembel, per-
110nnel director, Department of Revenue, Apr. 27, 1993; and John Renneisen, deputy attorney general, Attorney 
General"s Office, Transcnpt, p. 62. 

3':" Tra11.Smpt. pp. 199-200. 

38 Danny Romero, Wyom1ng EEO coordmator. telephone mterview with Malee V. Craft., Apr. 4, 1994. 

3!1 Tl"an.scnpt. pp. 18-19. 

40 Ibid.. p 19. 

41 Ibid. p 21. 

42 Ibid.. pp. 21-22. 

4.1 Ibid., p. 33. 

44 Jrm Genoger, Transcript, p. 34. 

4,.=; Ibid.. p. 24. 
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lieves is especially needed for supervisors and 
managers responsible for interviewing and 
hiring.46 

Because of mistakes made by some agen­
cies with regard to wrongful terminations or 
improperly denied employment, the attorney 
general's office has assumed some role in 
training. Staff attorneys instruct groups of 
State employees, or managers, on various 
State and Federal laws in the employment 
area.47 Mr. Renneisen said that, due in part to 
the constant employee turnover in State gov­
ernment, there is always a demand and need 
for training. More often than not, though it is 
offered free of charge, training is initiated by 
his office, rather than by the request of indi­
vidual agencies.48 

The State Equal Employment 
Opportunity Coordinator 

The State personnel rules require agency 
heads to cooperate fully with the State EEO 
coordinator in investigating and resolving dis­
crimination complaints and to contact him 
when an employee or applicant complains of 
employment discrimination. The rules say 
that an employee or applicant alleging em­
ployment discrimination should contact the 
EEO coordinator.49 

Though EEO coordinator Romero is a full­
time employee, his primary responsibility is 

46 'Ihmscnpt. p. 170. 

47 John Renne1sen, 'Ihmscript. p. 52. 

48 Ibid .. pp. 53, 56-57. 

49 Perscm.nel Rules, p. 2. 

50 Program Eua.luatian: Personnel System. p. 19. 

51 Ibid. 

52 'Ihmscnpt. p. 202. 

53 Ibid., p. 278. 

not related to EEO programs but rather to 
employee grievance hearings and personnel 
review board hearings. 50 These activities take 
up about 75 percent of his time, leaving ong 
10hours perweek for statewide EEO duties. 1 

Commissioner of Labor Sullivan said that Mr. 
Romero loses his effectiveness as an EEO 
coordinator, which is primarily why he was 
hired, because most EEO responsibilities 
were taken away from him.52 Mr. Smyth, ex­
ecutive director of the Wyoming Public Em­
ployees Association (WPEA), said that the 
State does not, in effect, have an EEO officer 
because he is "buried in a myriad of other 
duties.n53 Mr. Romero's EEO duties include 
compiling and filing the required EE0-4 per­
sonnel reports with the EEOC every 2 years.°' 
Mr. Romero said thathe was aware ofonly two 
departments with EEO coordinators or repre­
sentatives, the Department of Employment 
and the Department of Transportation. He 
also explained that his activities do not coor­
dinate with theirs.55 Phyllis M. Jones, equal 
opportunity officer for the Department ofEm­
ployment, who has no staff except a shared 
secretary, explained that she does not work 
directly with Mr. Romero.58 Ms. Ohman said 
that the Department of Education has a per­
son whose job includes "OCR" (Office for Civil 
Rights) responsibilities.57 

54 Danny Romero, Wyoming EEO coordinator, interview with Malee V. Craft, Mar. 5, 1992. 

55 Ibid. 

56 Transcnpt. pp. 87-88. 

57 Ibid., p. 70. 
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The EEO coordinator is difficult to access 
because his office is located in the back of the 
State's Emerson Building basement. He is 
mentioned three times on only one page of the 
98-page document containing the State per­
sonnel rules. 58 The State phone book does not 
contain a listing for his position, noris itfound 
in the official State government directory.59 

Because of the limited time available to the 
EEO coordinator for EEO duties and the re­
moteness of his office, the LSO study con­
cluded that it is difficult for complainants to 
know where and how to file a complaint. 

At the Committee's Cheyenne factfinding 
meeting, belief was voiced that, as recom­
mended by the WPEA, the State should have 
a full-time EEO officer, solely responsible for 
monitoring EEO functions and enforcing stan­
dards.60 The LSO agreed with this assess­
ment.6

1 It concluded that, because Federal 
law, State statutes, and personnel rules re­
quire that equal employment opportunities be 
available to all State employees and appli­
cants, the State needs a full-time EEO coordi­
nator. 

Others expressed their belief that the EEO 
coordinator position should be more auton~ 
mous to free itself from conflicts of interest. At 
present, the EEO coordinator is employed by 
the Personnel Division where he represents 

58 PerBCJ~l Rules. p. 2. 

both employees and the administration.62 

Mike Sullivan said that the EEO coordinator 
sits in limbo, involved in a process that in­
cludes the very people he is reviewing.63 

Danny Romero, Mr. Kiner said, is available to 
any agency or to any employee; he works both 
sides of the fence. 64 Commissioner of Labor 
Sullivan and Mr. Smyth both recommended 
that the EEO coordinator report directly to 
the Governor in order to carry the clout of the 
State's chief executive.65 The LSO study also 
recommended that the EEO coordinator re­
port either to the Governor or to the director 
of the Department of Administration and In­
formation to provide the autonomy necessary 
to oversee and analyze major Personnel Divi­
sion activities. 66 

The Complaint Process 
Currently, there is no unified process for 

filing and resolving discrimination com­
plaints within State government. The LSO 
study reported that the current system varies 
depending on the complainant, the agency, 
and internal agency policy.67 Generally, com­
plaints directed to the Personnel Division are 
not documented. 68 

Mr. Kiner reported that his agency and 
several others have developed their own poli­
cies. He said that if aggrieved parties believe 

59 1992 W:wnu,zg O{fu:u:sl Dr.rrctor,. e0mpul!d by Kathy Karpan. Secretary of State. 

60 Denna Smyth. Tranacript. p 278 

61 Program. Eualuati.ori. PrrsoN!.rl s,.,u..... p 19 

62 Vanessa Foraehua, 110C1oeconoanc: 1peoaliat lD the ~ntof Environmental Quality, 7hmscript, p. 232. 

63 Tran.scnpt. p. 193. 

64 Ibid.. p. 13. 

65 Ibid.. pp. 185, 193. 

66 Program. Eualuatwn. Prno~l Sysun&. p 19 

67 Ibid., p. 20. 

68 Ibid. 
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that they cannot go to their immediate super­
visor or division administrators, they can go 
to the EEO coordinator or to himself. 69 When 
asked if there was a formal, written process 
for dealing with complaints, he said, "I think 
it's pretty formally written down when it says, 
subject to immediate disciplinary action in my 
policies and procedures .... I have an open­
door policy, most of the agency heads do."70 

The procedure, he said, is for him to clear his 
schedule, talk to employees one-on-one with 
assurances they will not be quoted directly, 
and if there is a problem, take the next step in 
the disciplinary procedure.71 

Mr. Renneisen believes a published proce­
dure for complainants to follow is more effec­
tive than an informal process. He said that, 
although the attorney general's office has de­
veloped a procedure for handling sexual and 
other discrimination complaints that has been 
adopted by a number of other client agencies, 
it would be preferable for the State to have a 
central policy and procedure. A complication, 
he pointed out, was that every agency has a 
different structure, some with only two or 
three people, and different levels ofresources. 
Regardless, he said that evei agency should 
have a policy and procedure. 

State employees may also file discrimina­
tion complaints with the EEOC district office 
in Denver, or with the Labor Standards/Fair 
Employment Division of the \\yarning Depart-

69 Ibid. p 9. 

70 Tnviacnpt. p. 21. 

11 Ibid. p 20. 

72 Ibid . pp 62~ 

73 42 u.s.c H 2000e rt. uq Cl98l & Supp 1993i 

74 29 USC H 62ht. srq (1985 &Supp l993J 

75 29 U.S.C I 206 (1978 & Supp 1993, 

1s 42 u.s.c. H 12101 rt uq <1993> 

ment of Employment, with which the EEOC 
has a work-sharing agreement. These agen­
cies enforce four laws prohibiting employment 
discrimination: Title VII of the Civil Rights 
Act of 1964,73 as amended; the Age Discrimi­
nation in Employment Act of 1967,74 as 
amended; the Equal Pay Act of1963;75 and the 
Americans with Disabilities Act of 1990. 76 All 
of these laws also prohibit retaliation for filing 
a charge.77 

Ifthe investigation of a complaint by these 
agencies does not result in a finding ofreason­
able cause, the complainant has a right to take 
it to Federal district court. Ifreasonable cause 
is found, an attempt is made to settle the 
complaint by conciliation. If this fails, a rec­
ommendation can be made to the U.S. Depart­
ment ofJustice to take it to court. The EEOC, 
however, cannot take a title VII or Americans 
with Disabilities Act complaint against a local 
or State government to court as it is able to do 
with complaints against private employers. 78 

The Wyoming Labor Standards/Fair Em­
ployment Division handles the majority of 
discrimination complaints in Wyoming. For 
the 12-month period ending June 20, 1992, 
the Wyoming agency handled 270 charges 
that were filed in the State, and the EEOC 
received 70 such complaints.79 The Labor 
Standards/Fair Employment Division investi­
gates discrimination charges against the 

77 Elizabeth Frank. superv111ory mve11t1¥ator. Den~r Ihstnct Office, U.S. Equal Employment Opportunity Commis­
sion. Ttan.scnpt. pp. 204. 205. 

78 Ibid .. pp. 207-08. 

79 Ibid., pp. 211. 212 
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State, except those against the Wyoming De­
partment of Employment of which it is a part. 
Those would be investigated by the EEOC. 80 

However, Commissioner of Labor Sullivan 
said that there were few discrimination com­
plaints by State employees because, he be­
lieves, most are afraid to file complaints 
against the State government for fear ofretal­
iation.81 Mr. Smyth, whose WPEA represents 
its members in grievances or complaints 
against State agencies, agreed. He could not 
think of a single instance in which an em­
ployee did not discuss with him concerns 
about retaliation.82 He explained there are a 
myriad of ways to "get around" rules prohibit­
ing retaliation, he said, such as simply giving 
an employee an unpleasant work assignment 
or transfer to some out-of-the-way place.83 

Commissioner Sullivan said that despite legal 
protections against retaliation, a good admin­
istrator is going to gather knowledge over a 
period of time and get rid of a person anyway. 
He believes legislation to prevent retaliation 
is a short-term remedy.84 

In addition to individual complaints pro­
cessed by EEOC, it also has provision for 
Commission initiated actions called "commis­
sioner charges." These involve an alleged pat­
tern or practice of discrimination that has an 
adverse impact on a group of people based 
upon protected status.85 Commissioner 

charges are rare, however, and make up a very 
small percentage of EEOC's workload 86 The 
agency is seeking increased budget and staff 
allocations so that it can give more attention 
to initiating and investigating commissioner 
charges.87 

Ms. Frank reported that after EEOC has 
had a case for 180 days, the complainant is 
automatically entitled to notice ofright to sue. 
She said that at the present time, with the 
increase in the number of charges filed with­
out a corresponding increase in staff, it is 
unusual to complete a case in 180 days. Infact, 
she said, many charges are not assigned to an 
investigator until beyond that time.88 Mr. 
Smyth stated that it took the EEOC 2½ to 3 
years to complete an investigation and finally 
issue findings. This, he said, is too long for 
people who have an immediate problem. They 
either stay where they are in silence or get 
another job rather than file a complaint, be­
cause they know they are going to be fired long 
before anything is resolved. 89 Ms. Frank said 
it is unusual for a charge investigation to take 
this long, and that in the EEOC Denver Dis­
trict Office, the average processing time was 
13 months in FY 1992 and 12 months in FY 
1993.90 As noted above, however, as of April 
19, 1994, Ms. Kin:ter's complaint of sexual 
harassment was still in process after 16 
months. 

80 Mike Su ll1van. commissioner of labor and administrator of the Wyoming Labor Standards/Fair Employment Divi­
a10n. 'Ihmscnpt. pp. 186-87. 

81 Ibid. p 187. 

82 1!-arurcnpt. p. 290. 

83 Ibid.. p. 291. 

. 84 Ibid.. p. 188. 

85 Elizabeth Frank. 1hmsmpt, pp. 208--09. 

86 Ibid.. p. 209. 

87 Elizabeth Frank. letter to William F. Muldrow. April 19, 1994. 

88 Elizabeth Frank, '.Iranscnpt. pp. 208--09. 

89 '.Iranscnpt.pp.282-83. 

90 Elizabeth Frank, letter to William F. Muldrow, Apr. 19, 1994. 
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5.. Response to Recommendations of the Wyoming 
Legislative Service Office 

In November 1990 the Legislative Service 
Office (LSO) completed its evaluation of 
Wyoming's personnel system and Person­

nel Division, and released its report.1 This 
evaluation resulted, in part, because the Per­
sonnel Division, as an agency receiving a srur. 
stantial amount of general fund money, be­
came a potential target for reduction, and 
because there was some discontent with the 
personnel system. 2 Though the report and its 
recommendations are several years old, Sen­
ator Geringer believes many of the recommen­
dations and the discussion surrounding them 
are still pertinent.3 The first seven of the 
report's recommendations concern equal em­
ployment opportunity principles and proce­
dures, and therefore are germane to the Advi­
sory Committee's study. A response to the 
recommendations by the Department of Ad­
ministration, which included the Personnel 
Division, was included in the LSO report.4 The 
LSO endorsed six of the seven recommenda­
tions in the report, the exception being the 
seventh, which asked for the addition of a 
full-time position.5 At the Cheyenne factfind­
ing meeting, both Mr. Kiner, director of the 

present Department of Administration and 
Information, and Senator Geringer discussed 
the seven EEO recommendations and the cur­
rent status oftheir implementation. 

Recommendation 1 states that the Person­
nel Division should develop standards and 
procedures that demonstrate compliance with 
the commitment to generally accepted EEO 
principles.6 Behind this recommendation was 
seen the need for an aggressive program to 
show intent by the State to accomplish com­
pliance with EEO laws and EEO principles. 7 

Mr. Kiner believes that the personnel rules 
demonstrate such compliance and commit­
ment.8 The LSO, however, concluded that the 
State cannot demonstrate that it complies 
with EEO law and principles because it has 
not set in place the machinery to fulfill this 
obligation. This not only increases the risk of 
litigation for the State, but does not set a good 
example for other Wyoming employers to com­
ply with EEO requirements.9 Recommenda­
tion 2 states that the Personnel Division 
should collect, analyze, and disseminate ad­
verse impact statistics.10 The purpose for this 
is to provide statistical evidence to prove there 

Wyoming Legislative Service Office. Program Eva.lual10,1.: Prrsonnel System, November 1990 (hereafter referred to 
aa ~ram Evaluation.: Prrsoruwl S,NmJ 

2 Jun Gennger. State senator. and chau of the legalatul"l!0 a Management Audit Committee, 'lranscript, pp. 25-26. 

a Ibid .. p. 25. 

4 Ibid. p 45 

5 Ibid . pp 24. 30. 

6 Program Evaluation.: Prrson.Ml S,sum. p. 11 

7 Ibid.. p. ii; and Jim Geringer, 'lran.acnpt. p. 26. 

8 1rariscnpt. p. 8. 

9 Program Evaluatwn: Prrsonnel S,.um. p. 12. 

10 Ibid.. p. 13. 
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is no discriminatory effect of its employment 
practices:-This would require the st.atistical 
tracking of protected groups thatare 2 percent 
or more of the population in terms of applicant 
flow, hiring, promoting, training, or dismissal 
of employees. 11 In Wyoming, this would in­
clude persons of Hispanic descent and women. 
These data, Senator Geringer said, would not 
necessarily be adverse and would show what 
is actually occurring in these areas.12 Histor­
ically, the Personnel Division has not kept 
such statistics in useable form. 13 

Mr. Kiner reported that the Personnel Di­
vision has st.arted the collection and analysis 
through a new computer system; although a 
long-term data base is not available. However, 
he said that, at present, the State seems to be 
on target. 14 

Recommendation 3 states that the Person­
nel Division should develop procedures to en­
sure the confidentiality of applicant EEO in­
formation. 15 At the time of the LSO report it 
was noted that the tear-off section of the em­
ployment application was not routinely de­
tached by self-screen agencies receiving appli­
cations, allowing personnel analysts to note 
race, age, handicap, gender, or veteran's sta­
tus; thus a procedure was in place that could 
be viewed as discriminatory if called into 
question. 16 At the 1992 factfinding meeting, 

11 Ibid.. p. 13. 

12 Trari.sc:npt. p. 27. 

13 Propram Evalu.atl.011. Personnel System. p. 13. 

14 Tron..<u:npt. p 8. 

15 Prv,.ram Evalu.atl.011. Personnel System. p. 14. 

16 Ibid 

1-:' Tran.scnpt. p. 8. 

l!I l'rotlram Evalu.atl.011: Personnel System. p. 14. 

19 Ibid. p 2. 

20 Ibid 

21 1hmscnpt, p. 9. 

22 Ibid .. p. 28. 

23 Program Evalu.atwn.: Person.n.el System. p. 16. 

Mr. Kiner said that when an application 
reaches the Personnel Division, the tear-off 
section is removed and no one else sees it 
beyond the Personnel Division.17 

Recommendation 4 states that the Person­
nel Division should validate selection proce­
dures systematically.18 The purpose is to es­
tablish the relationship between the selection 
procedure and performance on the job. Ideally, 
according to the LSO, this should be an on­
going process accomplished by an industrial 
psychologist.19 The LSO report concluded that 
the Personnel Division appeared to give little 
attention to this important aspect of the selec­
tion process, and that current selection proce­
dures could be discriminatory.20 Mr. Kiner 
reported that one full-time person is working 
to validate tests and that given the current 
level of resources, progress is being made, 
although not as fast as some would hope.21 

Senator Geringer said he had no reaction to 
the current st.atus of the validation process 
because a followup audit has not been done.22 

Recommendation 5 states that the person­
nel rules should include a policy thatprohibits 
sexual harassment, and define a confidential 
procedure for addressing and resolving com­
plaints.23 By way of application, the LSO said 
that the personnel rules should state defini­
tively the State's position against this type of 
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discrimination, including penalties for non­
compliance, and include a swift, confidential 
procedure for those who feel they have been 
sexually harassed.24 Senator Geringer said 
the audit of the Personnel Division showed a 
fairly well-defined, though somewhat ineffi­
cient procedure for regular appeals and griev­
ances, but no special procedure for confiden­
tial and expedited appeal or investigation of 
sexual harassment complaints.25 Mr. Kiner 
reported that the Personnel Division is in the 
process of rewriting personnel rules. The sex­
ual harassment policy is there, he said, but 
agencies were put on notice to review the 
procedure, which several of them have done, 
including the Department of Employment. He 
also said that ifcomplainants feel they cannot 
go to their own immediate supervisor, they 
can go to Danny Romero, the EEO coordina­
tor, or himself.26 Senator Geringer empha­
sized that the LSO staff found it is a matter of 
how aggressively a process is implemented, 
and how well training sensitizes supervisors 
and employees to the issue, that will deter­
mine how discrimination can be prevented 
and cases handled expeditiously and confiden­
tially. Procedures for handling sexual harass­
ment cases, he said, are not anywhere nearly 
as formal as for normal grievance or complaint 
procedures concerning other aspects of em­
ployrnent.27 

As noted above, in October 1993, a state­
wide sexual harassment policy was im-

24 Ibid. 

25 Ttan..'<cript. pp. 28-29. 

26 Ibid. p. 9. 

27 Ibid.. p. 29. 

28 Program Evaluation: PersoTI.Tlel System. p. 17. 

29 Ibid. 

30 Ibid. 

31 Ttariscnpt, pp. 9-10. 

32 Program Evaluation: PersoTI.Tlel System. p. 18. 

33 Ibid.. p. 18. 

plemented that includes procedures for ad­
dressing alleged acts of sexual harassment. 
Governor Mike Sullivan's December 21, 1993, 
executive order requires that, by June 30, 
1994, all State employees receive training in 
the identification and prevention of sexual 
harassment. 

Recommendation 6 states that the Person­
nel Division should establish an appeals pro­
cedure for applicants who allege discrimina­
tion.28 At the time of the audit, the LSO 
reported that applicants who believe they 
have been discriminated against in the re­
cruitment or selection process have little re­
course short of filing a discrimination com­
plaint.29 Three previous evaluations of the 
Personnel Division's EEO efforts also recom­
mended establishment of an appeals proce­
dure.30 Mr. Kiner reported that this has been 
done, and that there is an appeals procedure 
giving a complainant 30 days to appeal to the 
EEO coordinator. This, he said, is stated 
clearly on the application form.31 

Recommendation 7 states that the legisla­
ture should consider creating a full-time EEO 
coordinator position in order to establish an 
effective statewide EEO program. 32 The Man­
agement Audit Committee amplified this to 
explain that there is no statewide EEO plan, 
nor minimum standards or guidelines for 
agency level EEO activities.33 Furthermore, it 
stated that, although State rules and statutes 
prohibit discrimination, the Personnel Divi-

" 
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sion has no enforcement power to require 
agency compliance with this mandate.35 Re­
ports in 1974 and 1979 by the U.S. Office of 
Personnel Management called for increased 
effort in regard to EEO compliance by the 
Personnel Division. The 1979 report called the 
State's EEO effort "reactive and rudimen­
tary.n3

6 A 1978 study done by a consultant for 
the Personnel Division made 17 recommenda­
tions for chanfe, only 3 of which had been 
implemented.3 In its report, the LSO con­
cluded that the State had made little progress 
in its EEO efforts in the years following these 
studies.38 

In addition, recommendation 7 specifies, in 
some detail, the perceived function of a full­
time EEO position as discussed in the preced­
ing sections.39 Senator Geringer said that the 
State legislators on the Management Audit 
Committee, which directed the LSO to con­
duct the audit, chose not to endorse the rec­
ommendation for a full-time EEO coordinator 
position because of the desire to downsize 
State government. Instead they believed that 
an attempt should be made to reallocate re­
sources from within the departmenL 40 

3.', Ihsd 

36 Ihsd 

37 Ibid 

38 Ibid. p. 19. 

39 Ibid . pp 19-20. 

40 Transcnpt. p. 30. 

41 Ibid .. pp. 1~17. 

42 Ibid.. pp. 63, 64. 

43 Ibid.. p. 38. 

44 Ibid.. p. 59. 

Mr. Kiner believes thatit is the legislature's 
responsibility to set personnel relocation pol­
icy ifEEO is a high priority. He points out that 
Federal funds for EEO personnel have "dried 
up" and that the legislature is reluctant to add 
new programs. He said thathe hasbeen forced 
to do the best he can with what he has, and 
that it is hard to be aggressive about adding 
programs.41 Mr. Renneisen agreed that new 
resources from the legislature are necessary 
to create new positions and these must be 
authorized and funded through the appropri­
ations process. 42 

With regard to the above recommendations 
made by the LSO, Senator Geringer said that 
all of them have been implemented to a cer­
tain degree. The difficulty, he said, lies in 
determining full implementation.43 With re­
gard to the degree to which implementation of 
these recommendations might have an effect 
on liability to the State ifviolations of the law 
should occur, Mr. Renneisen said that recom­
mendations not implemented can influence 
litigation and be held against the State.44 
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6. Institutions of Higher Education 

University of Wyoming 

The University ofWyoming, located in Lar­
amie, is governed by a 12-member board 
of trustees. Members are appointed to 

6-year terms by the Governor, and no two 
members may be residents of the same coWlty. 
No more than seven members may belong to 
the same political party.1 Regulations of the 
trustees affirm the W1iversity's commitment 
to nondiscrimination and equal opportWlity: 

The University's policy is one of equal opportunity 
for all persons in all facets ofthe University's oper­
ations. Equal opportunity is offered to all officers, 
faculty and staff members, and applicants for em­
ployment on the basis of their demonstrated ability 
and competence and without regard to such mat­
ters as race, color, national origm, sex, religion, 
political belief, age, veteran status, or d1sability.2 

This policy applies to all employment prac­
tices and responsibility for compliance rests 
with "all administrative officers, deans, direc­
tors, department heads, search committees, 
and others involved in employment decisions 
..• _..J Jesse L. Vialpando, employment prac­
tices officer, is responsible for administering 
and coordinating the university's equal em­
ployment opportunity/affirmative action pro­
gram.4 

As a Federal contractor, the university has 
prepared its affirmative action plan under the 
requirements of Executive Order 11246, as 

amended, and the implementing regulations. 5 

This plan includes guidelines on sex discrim­
ination, including the wriversity's personnel 
policies and practices to guard against such 
discrimination. It also includes policy state­
ments prohibiting sexual harassment and eq­
uitable treatment with regard to religion and 
national origin.6 

Table 6.1 shows that in 1992 women 
made up 27 .0 percent of the Wliversity's 800-
member faculty. This proportion was the same 
as that for 1991, but showed a slight increase 
over that in 1990. Minority faculty in 1992 
made up 5.0 percent of the total. Asians were 
the largest group of minority faculty with a 
total of 28, or 3.5 percent. Other minority 
groups thatyear each represented less than 1 
percent of the total, with six blacks, five His­
panics, and one American Indian. Information 
was not readily available on the tenure status 
of minority and women faculty. A request for 
that data, through the employment practices 
officer to the Office for Institutional Analysis, 
has yet to be received. 

In 1992 women made up 56.8 percent of the 
university staff and minorities 10 percent, 
approximately the same as their proportion of 
the Wyoming labor force (see table 1.1). Black, 
Hispanic, and Asian university employees 
were equal to or above their percentage repre­
sentation in the Wyoming work force, though 
American Indians were 

1992 Wyomuig Offu:wl Dinc:tory. comp1~d by Kathy Karpan. Secretary of State, pp. 105--06. 

2 Torry P. Roark. presuient of the U01~rs1ty ofWyommg. • posted notu::e. Jan. 1, 1992. 

3 Ibid. 

4 Ibid 

5 University ofWyom.mg.A/lirnuitwt' Act&Ofl Pta,i. Jan 1, 1992, p. l; 41 C.F.R. Part 60-1. 

6 University ofWyormng. Affvmat,t~ Act'°" Plan. Jan 1. 1992, pp. 15, 20. 
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TABLE 6.1 
University of Wyoming Faculty and Staff, 1990-1992 

FACULTY STAFF 
1990 1991 1992 1990 1991 1992 

- Total 774 790 800 1732 1771 1826 
Percent 100.0 100.0 100.0 100.0 100.0 100.0 

Men 574 577 584 748 751 789 
Percent 74.2 73.0 73.0 43.2 42.4 43.2 

Women 200 213 216 984 1020 1037 
Percent 25.8 27.0 27.0 56.8 57.6 56.8 

Black 3 3 6 15 11 14 
Percent 0.4 0.4 0.8 0.9 0.6 0.8 

Hispanic 3 3 5 105 108 112 
Percent 0.4 0.4 0.6 6.1 6.1 6.1 

Asian 25 10 28 31 19 37 
Percent 3.2 1.3 3.5 1.8 1.1 2.0 

Am. Indian 1 2 1 18 15 19 
Percent 0.1 0.3 0.1 1.0 0.8 1.0 

Other 53 26 
Percent 6.7 1.5 

All minorities 32 71 40 169 179 182 
Percent 4.1 9.0 5.0 9.8 10.1 10.0 

Source: Information •upplied by JHH Vlslp•ndo, 
employment practice• officer, University of Wyoming, 
Dec. 3, 1992. 

underrepresented. The proportion of staff em­ Table 6.3 shows that women on the univer­
ployees who were women or minorities in 1992 sity staff are concentrated in such occupations 
showed httle change over the previous 2 years. as clerical and support, health, and food ser­

Table 6.2 provides a picture of the represen­ vices. In 1992 only 2 of the 16 executives were 
tation of women and minorities on the variowi women, and only 1 woman held a crafts or 
departmental faculties over a 3-year penod trade position out of the 89 employees in this 
from 1990 to 1992. The large majority of category. With the exception of the engineer/ 
women are employed in the departments of researcher category, minority employees have 
arts and sciences, health sciences, education, their highest representation in relatively low­
and libraries. In 1992 all of the black and paying occupational categories; such as 
Hispanic faculty were located in only two de­ service/maintenance, student services, 
partments, athletics and education. This was crafts/trades,, technicians, and clerical. In 
also true, almost without exception, in the 1992, only 1 of the university's 16 executives 
previous 2 years. In 1992, 8 departments out was a minority person, an American Indian. 
of the 14 had no minority faculty at all. 
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TABLE 6.2 
University of Wyoming Women and Minority Faculty by Department. 1990-1992 

Ams. 
Women Black Hispanic .Asilln hlian Other 

1990 
Athletics (38) 6 (15.8%) 2 1 
UW/Casper College (8) 1 (12.5%) 
Arts & Sciences (311) 72 (23.1%) 1 2 13 
Agriculture (99) 10 (10.1%) 3 
Commerce & Industry (52) 11 (21.2%) 2 1 
Engineering (64) 1 (1.6%) 5 
Health Sciences (76) 41 (53.9%) 1 
Education (69) 28 (40.6%) 
School of Extended Studies (13) 4 (30.8%) 
Law (16) 6 (37.5%) 
Libraries (25) 20 (80.0%) 
WY Water Research (3) 1 

Total faculty (774) 200 (25.8%) 3 3 25 1 

1991 
Athletics (40) 5 (12.5%) 1 1 2 
UW/Casper College (12) 3 (25.0%) 
Arts & Sciences (321) 83 (25.9%) 1 2 4 25 
Agriculture (100) 12 (12.0%) 1 5 
Commerce & Industry (47) 10 (21.3%) 1 1 3 
Engineering (67) 1 (1.5%) 2 
Health Sciences (78) 40 (51.3%) 1 1 7 
Education (71 ) 31 (43.7%) 1 1 
School of Extended Studies (11) 3 (27.3%) 
law (16) 6 (37.5%) 
Libraries (24) 19 (79.2%) 1 
WY Water Research (3) 1 

Total faculty (790) 213 (27.0%) 3 3 10 2 53 

1992 
American Heritage C. (1) 
Athletics (45) 7 (15.6%) 2 1 
UW /Casper College ( 12) 2 (16.7%) 
Arts & Sciences (319) 77 (24.1%) 4 4 14 
Agriculture (101) 13 (12.9%) 4 
Commerce & Industry (45) 9 (20.0%) 2 
Engineering (73) 2 (2.7%) 5 
Health Sciences (74) 41 (55.4%) 2 1 
Education (76) 37 (48.7%) 
School of Extended Studies (9) 3 (33.3%) 
law (17) 6 (35.3%) 
Libraries (24) 19 (79.2%) 
WY Water Research (3) 1 
Alumni Relations (1) 

Total faculty (800) 216 (27.0%) 6 5 28 1 

Source: Information supplied by Jesse Vielpanclo, 
employment practices officer, Dec. 3, 1992. 
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TABLE 6.3 ' 
University of Wyoming Staff by Job Category. January 1. 1992 

Amer. Total 
Total Men Women White Black Hspanic Asian lnd"san minorities 

Job category No. % No. % No. % No. % No. % No. % No. % No. % No. % 

Executives 16 100 14 87.5 2 12.5 15 93.8 1 6.3 1 6.3 
Exec. support group 111 100 95 85.6 16 14.4 107 96.4 1 0.9 3 2.7 4 3.6 
Administration 28 100 16 57.1 12 42.9 26 92.9 1 3.6 1 3.6 2 7.1 
Adm./management 

support 155 100 30 19.4 125 80.6 152 98.1 3 1.9 3 1.9 
Student services 82 100 25 30.5 57 69.5 67 81.7 3 3.7 6 7.3 3 3.7 3 3.7 15 18.3 
Agriculture ext. & 

research 87 100 50 57.5 37 42.5 84 96.6 1 1.1 2 2.3 3 3.4 
Computer pro-

fessionals 57 100 36 63.2 21 36.8 53 93.0 2 3.5 2 3.5 4 7.0 
Food service 

professionals 11 100 4 36.4 7 63.6 11 100 -
Health/medical 

professional 75 100 37 49.3 38 50.7 74 98.7 1 1.3 1 1.3 
Instructional, 

education 32 100 9 28.1 23 71.9 32 100 
Media, communica-

tions, art 57 100 35 61.4 22 38.6 53 93.0 1 1.8 2 3.5 1 1.8 4 7.0 
Engineer/researcher 154 100 110 71.4 44 28.6 131 85.1 4 2.6 19 12.3 23. 1419 
Clerical 463 100 13 2.8 450 97.2 421 90.9 2 0.4 34 7.3 2 0.4 4 0.9 42 9.1 
Technicians 118 100 63 53.4 55 46.6 108 91.5 1 0.8 4 3.4 2 1.7 3 2.5 10 8.5 
Crafts/trades 89 100 88 98.9 1 1.1 78 87.6 11 12.4 11 12.4 
Service/maintenance 291 100 164 56.4 127 43.6 232 79.7 6 2.1 45 15.5 3 1.0 5 1.7 59 20.3 
Totals 1,826 100 789 43.2 1,037 56.8 1,644 90.0 14 0.8 112 6.1 37 2.0 19 1.0 182 10.0 

Source: Information supplied by Jesse Vialpando, employment practices officer, 
University of Wyoming, Sept. 1, 1992. 
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Mr. Vialpando related that a compliance 
review in 1985 conducted by the U. S. Labor 
Department's Office of Federal Contract Com­
pliance Program had found the University of 
Wyoming in noncompliance with Federal stat­
utes in seven different areas. 7 A 1986 concili­
ation agreement established short-term and 
long-term goals designed to correct these de­
ficiencies and vitalize the university's affirma­
tive action program. As a result, the affirma­
tive action program was centralized in the 
president's office with each vice president re­
sponsible for an administrative unit with the 
goals set for that particular unit. Within 3 
years, the program was computerized.8 As'a 
result of these efforts, a minority person and 
three women were brought into the executive 
category in 1992. 9 

Mr. Vialpando also reported that the uni­
versity has gone beyond merely modest gains 
in the affirmative action program for women 
and is now doing very well in that area.10 

Modest gains, he said, have been made in 
terms of minority professional and general 
staff.11 However, he said that no university 
departments are doing well in the area of 
minority faculty recruitment. 12 

Mr. Vialpando said that the university is 
not exempt from a resurgence of racist 
attitudes that have plagued universities and 
colleges nationally in the last 10 years.13 In 
1991, upon invitation, the Community Rela-

tions Service of the U. S. Department ofJus­
tice did an assessment of race-related inci­
dents and recommended the establishment of 
a community human relations advisory board 
to suggest to the president ways to reduce 
tension. The president established such a 
board, which has met twice.14 

In relation to minority concerns and the 
issue of diversity, Mr. Vialpando said the Stu­
dent Educational Opportunity (SEO) Office of 
the University of Wyoming and the Commu­
nity Relations Service (CRS) of the U.S. De­
partment of Justice both recommended to uni­
versity administrators the creation of a 
position of director ofAfrican-American stud­
ies.16 In addition, a President's Women and 
Minority Advisory Council was formed to pro­
vide advice and suggestions from women and 
minorities regarding equal employment op­
portunity problems and solutions.16 A recom­
mendation from this council, similar to those 
made previously by the SEO and the CRS, led 
to the establishment of a position for a director 
of African American studies. Another estab­
lished a women/minority contingency pool 
fund to recruit, hire, and retain minority fac­
ulty.11 

Mr. Vialpando reported that the university 
received the U.S. Department of Labor award 
for going beyond good faith efforts in develop­
ing and implementing action programs under 

7 'Il'anscnpt of the factfmding meeting ronducted by the Wyoming Advisory Committee in Cheyenne, WY, Dec. 3, 
1992. pp. 134-35 (hereafter cited as TtaMcript). 

8 Ibid., pp. 13fh36. 

9 Ibid., p. 137. 

10 Ibid., p. 138. 

11 Ibid. 

12 Ibid. 

13 Ibid., p. 141. 

14 Ibid., pp. 141-42. 

16 Jesse Vialpando, telephone interview with Malee V. Craft, Apr. 26, 1994. 

16 'Ihmacnpt, pp. 143-44. 

17 Ibid., pp. 144, 146. 
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Executive Order 11246.18 He said that 14 uni­
versity programs qualified under the award 
criteria.19 

Community Colleges 
Wyoming has a community college system 

comprised of seven colleges coordinated by a 
seven-member commission appointed by the 
Governor with the advice and consent of the 
State Senate.20 Members represent appoint­
ment districts and no more than four mem­
bers can belong to the same political party.21 

Currently, there are four women and no mi­
norities on the Community College Commis­
sion.22 There are no direct administrative ties 
between the community colleges and State 
government agencies. Funding for the individ­
ual colleges comes through the Wyoming Com­
munity College Commission directly from the 
legislature.23 

Due to limitations of the Advisory Com­
mittee's study, comprehensive information 
from the seven community colleges was not 
obtained. Casper College provides one exam­
ple. Fred Feth, director of human resources 
and affirmative action officer for Casper Col­
lege, provided the Advisory Committee with a 

18 Ibid. pp. 142-43. 

19 Ibid. p. 143. 

copy of the college's policy on equal employ­
ment opportunity. This states that the college 
is committed to the philosophy of equality in 
education and employment opportunities and 
will not discriminate on the basis ofhandicap, 
race, color, religion, national origin, sex, age, 
or veteran's status in the recruitment and 
employment of faculty and staff. This state­
ment also affirms the college's compliance 
with Federal nondiscrimination statutes.24 

Casper College, however, does not have an 
affirmative action plan, nor to Mr. Feth's 
knowledge, do any of the other six colleges.25 

The adoption of such plans is notmandated by 
26• Cll ••the Community o ege Comrmss1on. 

As affirmative action officer, Mr. Feth re­
ports directly to the college president and is 
responsible for the affirmative action/equal 
opportunity program for the college. He is also 
charged with ensuring compliance with the 
appropriate State and Federal laws and to 
"assist employees and students with com­
plaints involving discrimination. "27 Each com­
munity college, Mr. Feth said, has designated 
an affirmative action coordinator, but there is 
no coordinated action or effort among these 
persons in training.28 Mr. Feth explained, he 

20 1992 lryammg Off1nal D,rrcr.ory pp 33--37 The 11even co=unity colleges are Casper College at Casper, Central 
Wyoming ColleRe at Riven.on. Eastern Wyoming Collese at Tomngton, Laramie County Community College at 
Cheyenne. Northern Wyonuflll Community Colleiie (Shendan College) at Sheridan, Northwest College at Powell, 
and Western Wyonung Community Coll~ at Rock Spnngs 

21 Ibid. p 37 

22 Debbie Iverson. stafT person. Commumty Coll~ Comm1Ss1on, telephone interview with Malee V. Craft., Apr. 26, 
1994 

23 Fred Feth. Casper Collese affirmative actwn o!Tiar. transcnpt of the Wyoming Advisory Committee's factfinding 
meeung m Cheyenne. Dec.3.1992. pp 161~2 !henafier ctted as Transcript). 

24 •Equal Opportunity in Employment and Educat10n.• effective date March 1991, a bulletin supplied by Fred Feth at 
the Wyo!Illllg Advisory Co1I1II1Jtttt factfmdi~ l?>N'Ung in Cheyenne, Dec. 3, 1992. 

25 Telephone tnterview with Maltt \' Craft. Mar 15. 1994 

26 Transcnpt. p. 164. 

27 ·Casper College Professmnal Job Descnpuon Aff1rmallve Acuon Officer," undated, supplied by"Fred Feth, Dec. 3, 
1992 

28 Transcript. pp. 163-64 
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has only-0ne secretary to assist him with his 
duties, and that the vast majority of his time 
is spent on general personnel matters for 
which he is also responsible. He said that only 
10 to 15 percent of his time is spent exclusively 
on EEO and affirmative action duties.29 

Casper College policy and procedures are 
set by the president's cabinet, which until 
June 1992, had seven members, all white 
males. In July of that year, the cabinet was 
expanded by the addition of three white 
women and two white men. No minorities 
worked in positions that would qualify them 
for membership.30 

Table 6.4 provides staffing statistics sup­
plied by Mr. Feth that show that slightly over 
half of .the college's staff and faculty are 
women and that they are 32.1 percent, or 9, of 
the total of 28 executives/administrators. No 
minorities are employed at this level. Only 1 
professional staff person, and 1 out of 162 
faculty members, are minorities. The propor­
tion of Casper College employees who are mi­
norities amounts to about half of their per­
centage in the Wyoming labor force, and 12 
employees of the total 17 are in the service/ 
maintenance category. There are no minori­
ties or women in skilled craft positions. 

Recruitment of minorities and women is 
hampered, Mr. Feth said, by low turnover of 

29 Ibid.. p 167 

30 Ibid . p 153 

31 Ibid. pp 157-58 

32 lbtd.. p 159 

33 Fred Feth. Transcript. pp 162~3 

staff and faculty. For example, in 1992, only 
four positions were made vacant by faculty 
who retired or resigned. The majority of mi­
norities who apply for positions at Casper 
College are from overseas and have limited 
command of the English language. Mr. Feth 
explained that selection committees have dif­
ficulty understanding their speech and that, 
as English language skills are essential for 
instructional purposes, they are required for 
employment.31 This language barrier is a par­
ticular problem in technical disciplines where 
Casper College tends to receive the largest 
number of foreign applicants. 

Mr. Feth reported that the college is trying 
to bolster its recruitment efforts by a "grow 
our own" program in which college graduates 
are hired as instructors. Also, in the last 2 
years, the college has implemented a federally 
funded gender equity program that encour­
ages both men and women students to enroll 
in nontraditional courses of study.32 

Discrimination complaints are brought to 
Mr. Feth, and ifnot resolved at the staff level, 
complainants may request a panel of their 
peers to review the situation and make a rec­
ommendation to the college president for his 
decision. The president's decision, in tum, can 
be appealed to the board oftrustees.33 
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TABLE 6.4 
Casper College Staffing Statistics, November 1992 

Amer. Total 
Total Meo Women White Black Hispanic Asian Indian minorities 

Job category No. % No. % No. % No. % No. % No. % No. % No. % No. % 

Executive/administrative 
managers 28 100 19 67.9 9 32.1 28 100.0 

Other professionals 13 100 3 23.1 10 76.9 12 92.3 1 7.7 1 7.7 
Faculty 162 100 88 54.3 74 45.7 161 99.4 1 0.6 1 0.6 
Secretary /clerical 58 100 4 6.9 54 93.1 55 94.8 3 5.2 3 5.2 
Technical/ 

professional 12 100 2 16.7 10 83.3 12 100.0 
Skilled craft 12 100 12 100.0 12 100.0 
Service/maintenance 49 100 34 69.4 15 30.6 37 75.5 3 6.1 7 14.3 2 4.1 12 24.5 
Totals 334 100 162 48.5 172 51.5 317 94.9 4 1.2 11 3.3 2 0.6 17 5.1 

Source: Information supplied by Fred Feth, effirmative ection officer, Casper College, 
Dec. 3, 1992. 
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7. Findings and Recommendations 

Finding 1 
State government sets the example for local 

governments and private industry in affirma­
tive action and equal employment opportu­
nity. Its policy, as stated in personnel rules 
that apply to all State agencies, is to provide 
equal employment opportunity to all job appli­
cants and employees. However, the State has 
no affirmative action plan or overall goals to 
implement this policy, nor is there any overall 
EEO program, standards, or guidelines for 
agency-level EEO activities. Only the Depart­
ments of Transportation and Employment 
have agency affirmative action plans and staff 
with full-time EEO program responsibilities. 
The Personnel Division provides only minimal 
oversight of agency EEO activities and has no 
power to require agency compliance with per­
sonnel rules prohibiting discrimination. Ac­
cording to a survey of State employees con­
ducted by the Legislative Service Office, 20 
percent of the respondents believe they have 
been discriminated against in the context of 
State employment. This finding, and the lack 
of oversight, plans, and goals for providing 
equal opportunity, are construed as a lack of 
State commitment to discourage and elimi­
nate d1scr1mination in the workplace. 

Recommendation 1.1 
The Governor should direct the State EEO 

coordinator to develop a statewide affirmative 
action plan to assure equal opportunity in all 
aspects of employment. 

Recommendation 1.2 
The Governor should issue an executive 

order mandating implementation of this State 
affirmative action plan by all State depart­
ments. agencies, and institutions through the 
development of programs consistent with the 
plan that incorporate goals and timetables. 

Recommendation 1.3 
The Governor should direct and empower 

the State EEO coordinator to provide techni­
cal assistance and coordinate training efforts 

necessary for accomplishing the objectives of 
the State affirmative action plan, inform em­
ployees about provisions of the plan, provide 
an annual review and analysis of the results 
of programs in State agencies intended to 
assure fulfillment of the plan's objectives, and 
prescribe any additional actions necessary to 
assure compliance with provisions of the plan 
and applicable State and Federal statutes. 

Finding 2 
Equal opportunity services provided by the 

State EEO coordinator are minimal. Though 
a full-time employee, he has primary respon­
sibilities for personnel matters not related to 
equal opportunity programs, leaving only 25 
percent of his time, or 10 hours per week, for 
statewide EEO duties. In addition, some of 
that time is taken up in the biennial compila­
tion of EEO personnel reports required by the 
Equal Employment Opportunity Commis­
sion. His activities do not coordinate with 
those of EEO officers in the Departments of 
Transportation and Employment. Accessibil­
ity of the State EEO coordinator to State em­
ployees is also limited by the remote location 
and lack of visibility of his office in the back of 
a State office building basement. The State 
phone book does not include a listing of his 
position, nor is it found in the official State 
government directory. 

Administratively, the EEO coordinator po­
sition is lodged in the Personnel Division of 
the Department of Administration and Infor­
mation. This presents a conflict when he is 
called upon to represent both employees and 
the administration. It also does not provide 
him with the autonomy necessary for oversee­
ing and analyzing EEO activities of the Per­
sonnel Division. 

Recommendation 2.1 
The Governor should create a full-time 

EEO coordinator position, or make the pres­
ent EEO coordinator responsible only for 
State EEO activities, and request any 

.. 
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necessary additional funding from the legisla­
ture. TheState EEO coordinator should also 
report directly to the Governor and coordinate 
with all departmental EEO personnel. The 
position and its responsibilities should be pub­
licized and listed in the State government 
directory and the phone book. The office 
should be in a location that is readily accessi­
ble to all State employees. 

Finding 3 
Women in State government are greatly 

underrepresented in the higher level admin­
istrative, managerial, professional, and tech­
nical positions. Though some departments 
do much better than others, three depart­
ments have no women at all at the officials/ 
administrators level. Over half of the women 
employed by the State are in the lower paying 
administrative support or service mainte­
nance positions, compared with 15 percent of 
men employed in these positions. Women are 
also underrepresented to a large extent on 
State boards and commissions. 

The Wyoming Commission for Women, 
which through the years has educated the 
public on the significant role women can play 
m State government and prepared them for 
leadership positions, has been almost com­
pletely defunded. 

The proportion of minority employees in 
State government is only half of what would 
be expected from their percentage in the Wy­
oming labor force, and those who are em­
ployed are concentrated mainly in the protec­
tive service, administrative support, and 
sen.,ce maintenance categones. Five depart­
ments have five or fewer minority employees, 

• and one department has nQne. In all of State 
government, there are only two mmorit1es 
rn the officials/administrators category. 

• Amencan Indians are greatly under­
represented among State employees. and the 
large majority of them are employed in 
sen.'lcelmaintenance positions with the De­
partment of Health near the Wind River In­
dian Reservation. 

Recommendation 3.1 
The State affirmative action plan should 

formulate specific strategies for correcting the 
underrepresentation of minorities and women 

in State government, and establish specific 
hiring goals and timetables for each depart­
ment. Special attention should be paid to po­
sitions where their underrepresentation is the 
greatest. 

Recommendation 3.2 
Recruitment efforts by the Personnel Divi­

sion should incorporate the assistance of per­
tinent minority and women's organizations 
and commissions in the State such as the 
Latin American Association, the Christian 
Ministerial Alliance, the Wyoming Indian Af­
fairs Council, the Wyoming Commission for 
Women, the University ofWyoming Minority 
Affairs Office, and the NMCP. 

Recommendation 3.3 
The Personnel Division should continue its 

computerized collection and analysis of em­
ployment data for women and minorities in 
terms of hiring, promoting, training, and dis­
missals, with the objective of establishing a 
long-term data base. These statistics should 
be reported annually to the Governor and 
made available to the legislature and the pub­
lic. 

Recommendation 3.4 
The EEO coordinator should work with the 

Personnel Division to devise a selection proce­
dure that will guard against discrimination by 
protecting the racial identity of applicants, 
while assuring that qualified minorities are 
provided equal consideration for employment 
and in the accomplishment of affirmative ac­
tion goals. 

Recommendation 3.5 
The Personnel Division should devote suf­

ficient resources to complete, within 1 year, 
the validation of selection procedures that es­
tablish a relationship between the selection 
procedure and job requirements. 

Recommendation 3.6 
The Wyoming Legislature should restore 

the executive director position and part-time 
clerical help for the Commission for Women, 
enabling it to fulfill its role in supporting the 
equality of women in employment. 
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Recommendation 3.7 
The Governor should use the Commission 

for Women and the extensive network of 
women's organizations within the State for 
the preparation and identification of qualified 
women for appointment to State boards and 
commissions. 

Finding 4 
In every State agency, the average salaries 

of women are lower than those for men and, 
in some agencies and at some position levels, 
to an alarming degree. 

Recommendation 4.1 
The Personnel Division should devise a 

compensation system, with goals and time­
tables, that provides for the equity of the sal­
aries of men and women in the same or equiv­
alent positions. 'lb assist in the development 
and maintenance of such a system, it should 
annually provide the Governor and the legis­
lature with an analysis of comparative sala­
ries and benefits. 

Finding 5 
The sexual harassment of State govern­

ment employees is a major concern. The issue 
was recently addressed by the Governor 
through an executive order that mandates the 
establishment of a statewide sexual harass­
ment policy, with training for all State em­
ployees. However, there is no provision for 
training new employees and for ongoing train­
ing of current employees. Also, the State has 
no expeditious and confidential procedure in 
place for investigating and resolving sexual 
harassment complaints. 

Recommendation 5.1. 
The Personnel Division should put into 

place a swift, confidential procedure for han­
dling sexual harassment complaints to be fol­
lowed by all departments. 

Recommendation 5.2 
The Personnel Division should assure that 

the sexual harassment training mandated by 
the Governor is also provided to all new hires, 
and that current employees are kept informed 
and sensitive about sexual harassment con­
cerns on an ongoing basis. 

Recommendation 5.3 
The EEO coordinator should monitor all 

departments for compliance with the State 
sexual harassment policy and expedite the 
investigation and resolution of sexual harass­
ment complaints. 

Finding 6 
There is no uniform process or centralized 

system for filirig, investigating, resolving, and 
documenting employment discrimination 
complaints within State government. Many 
employees who believe they have experienced 
discrimination do not file complaints under 
present informal procedures for fear of retali­
ation, though it is prohibited by Federal stat­
utes. 

Recommendation 6.1 
The Personnel Division should develop and 

publish a formal, uniform procedure for re­
ceiving, investigating, resolving, and docu­
menting discrimination complaints. It should 
include strong antiretaliation provisions and 
penalties. 

Recommendation 6.2 
The EEO coordinator should investigate 

discrimination complaints in an aggressive 
and expeditious manner, prescribing reme­
dies, assisting complainants in the process, 
and advising them of appeal procedures and 
their rights to possible recourse through State 
and Federal enforcement agencies. 

Finding 7 
State government does not have a com­

prehensive training program for areas perti­
nent to equal employment opportunity, nor 
are individual agency heads mandated to re­
ceive or provide such training for program 
managers. Only three trainers are employed 
to provide servic_e to over 7,000 State employ­
ees, and only a small percentage of executives 
and managers have attended training semi­
nars. Because of mistakes by some agencies, 
and in order to protect the State from wrong­
ful action claims, the attorney general's office 
has assumed some role in training on a volun­
tary basis. 

.. 

54 



• 

• 

Recommendation 7.1 
The Department of Administration and In­

formation should complete development of 
comprehensive equal employment opportu­
nity training for incorporation into its ongoing 
training program. 

Recommendation 7.2 
The EEO coordinator should be responsible 

for implementation of EEO training, and for 
its coordination among agencies and with that 
provided by the attorney general's office. 

Recommendation 7.3 
The Governor should mandate that all 

agency heads, along with their managers and 
administrators, cooperate and participate 
fully in the State's EEO training program. 

Finding 8 
The University ofWyoming has done a com­

mendable job of developing and implementing 
an equal employment opportunity/affirmative 
action program under the direction of a full­
time employment practices officer. However, 
women continue to be greatly under­
represented in higher level staff positions and 
on the faculty in all departments except in 
health sciences, education, and the libraries. 
Though overall minority staff approximates 
their proportion of the Wyoming labor force, 
they are very underrepresented in certain job 
categories, especially in the upper level exec­
utive and administrative posibons. There are 
few on the faculty and some departments have 
no minority faculty at all. 

Recommendation 8.1 
The president of the University ofWyoming 

should assure that the school"s affirmative 
action plan is vigorously enforced, and that 

special attention is paid to individual depart­
ments in rectifying the dearth of women and 
minority faculty and in correcting the under­
representation of minorities and women in 
upper level administrative positions. 

Recommendation 8.2 
The president of the University of Wyoming 

should continue to work with the Office of 
Federal Contract Compliance Programs to as­
sure that goals to correct deficiencies in the 
university's affirmative action program are in 
accord with the 1986 conciliation agreement. 

Finding 9 
Though committed to policies of equality in 

employment opportunities, the seven commu­
nity colleges in Wyoming have no central or 
individual affirmative action plan. Though 
each of the colleges has a designated affirma­
tive action officer, they do not coordinate ef­
forts in EEO training or programs. For exam­
ple, at Casper College, one of the seven 
institutions, the vast majority ofthe affirma­
tive action officer's time is spent on general 
personnel matters. Though women are well 
represented on the faculty at that college, 
there is only 1 minority person out of the total 
162 faculty members. Except in the service/ 
maintenance job category, few minorities are 
employed on the staff. Of those who are em­
ployed, only one is in the professional category 
and none are executives or managers. 

Recommendation 9.1 
The Wyoming Community College Com­

mission should develop and implement an 
overall affirmative action program for the 
community college system, implemented and 
coordinated by a full-time EEO officer. 
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Appendix II 

Proposed sexual harassment policy for 
the Wyoming Fish and Game Department 

GENERAL PROVISIONS 
PERSONNEL 

SEXUAL HARASSMENT 

(A) Policy. It is the policy of the State of Wyoming 

(i) to provide State employees with a working 
environment free from sexual harassment; 

(ii) to communicate the state's sexual harassment 
policy and reporting procedures to employees and supervisors, 
and 

(iii) to recognize the unique nature of complaints 
of sexual harassment, to encourage early reporting by 
employees, and to resolve complaints promptly, confidentially, 
and at the lowest management level possible. 

(B) Sexual harassment means unwelcome sexual advances, 
requests for sexual favors, and other verbal or physical 
conduct of a sexual nature when (1) submission to such conduct 
is made either explicitly or implicitly a term or condition of 
employment, (2) submission to or rejection of such conduct is 
used as a basis for employment decisions affecting such 
individual, or (3) such conduct has the purpose or effect of 
unreasonably interfering with an individual's work performance 
or creating an intimidating, hostile, and offensive working 
environment. 

(C) In determining whether alleged conduct constitutes 
sexual harassment or an intimidating, hostile, or offensive 
working environment exists, it is necessary to look at the 
record as a whole and at the totality of the circumstances and 
the context in which alleged incidents occurred. The 
determination of the legality of a particular action will be 
made from the facts, on a case by case basis. 

(D) Employee's responsibility. 

(i) An employee who believes he or she has been 
the victim of sexual harassment may address the problem by any 
or all of the following: 
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(a) notify the alleged harasser and request that 
the behavior stop immediately; or 

(b) notify the immediate supervisor or the first 
level supervisor who is not involved in the alleged 
harassment; or 

(c) file a formal complaint pursuant to the 
grievance procedure. 

(ii) the employee shall assist the designated 
management representative in investigating and verifying the 
report. 

(E) Management's responsibility. 

(i) When management receives a report of sexual 
harassment, management shall promptly initiate an 
inveatigation. 

(ii) The inve ■ tigation shall include verification 
of the report, a cour ■• of action, and documentation of the 
action taken. 

CF) Violations of policy. Substantiated violations of 
this policy shall result in appropriate disciplinary action in 
accordance with the established disciplinary procedure. 

(G) Reprisals. Reprisals are prohibited against any 
employee who opposes a practice prohibited by this policy or 
has filed a charge, testified, a ■ sisted or participated in any 
manner in an investigation under this policy. 

(H) Maliciou ■ or frivolous complaints of sexual 
harassment shall result in disciplinary action against the 
accuser. 
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