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PREFACE

| The Prggraﬁ for Educational ngértunity is a univer-
sity-based institute designed to assist school districts
in théEPrccess of deseéregaticn. The ?raéram, hased at
the University of Michigan, was: established by the U.S.
Office of Education pursuant to Title IV Qf the 1964 '

C;Vll Rights Act.

Ees;des providing ;nsdlstr;ct services on request
and without charge to public sehgals in the six state
region of Illan;S, Indiana, Michigan, Minnesota, Ohio
and Wisconsin, the Prégram annuall? conducts a series
of conferences. Dufing the spring and summer of 1972,
four eenferénces were held at the University of Hichiqan
in Ann Arbor, covering taplcs of critical 1mpgrtance to
school board members,'adm;nlstratars, teachers, students

and community. Ehesé conferences were entitled:
Developments in School Desegregation and the Law

‘ The Personnel Director in the Desegregation
'Prgggss

Multl—Ethnlc Curriculum and the Chang;ng Role

‘of the Teacher
/

The Role of the Principal in the Desegregation
Process :



The Program has transcribed or received written copies

of the major presentations from each conference and is mak-

ing them available to anyone interested in the pursvit of

equal educational cppeftunitiés.

To the consultants from professional associations,
governmerntil agencies, university communities, and prac-
ticing educators and attorneys, the Program expresses its
appreciation for their sharing of experience and, dedica-
tion to the proposition of equal educational opportunity.

Special appreciation is due Dr. Wilbur CDhen;vDeén of
the School of Education, for his continuing interést‘ana
support of the Program; and Henry Johnson, former Associate
Director of the Program and. now University Vice-President
for Student Services, for his participation in the devel-
opment of the conference series. |

Finally, cant:ibuﬁi@ns-af the below listed individ-
uals responsible for the planning and coordinating of the

conference series and these proceedings are acknowledged.
Dr. Charles D. Moody, Sr., Director
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Grace Green, Consultant
-Jean Leonard, Consultant
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INTRODUCTION

The Conference on The Personnel Director in the Deseg-
regation Process, held June 19, 20 and 21, 1972, was de-
s;gned to explore the role of the’personnel directé: in de-

veloping and implementing administrative policies and reg-

ulations as they relate .to the recruitment and plécament of .

minority personnel.

Subject areas concentrated on the effects of desegre-
gation on m;ngr;ty personnel, effective recrultment prac-
tices, legal ;equ;rements of racial equity in employment
practices, and the need for effective policies for place-

ment and :etentlan of minority staff

VO
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WHAT DOES DESEG®EGATION MEAN
TO MINORITY PERSONNEL?

Summation of Remarks by
Barbara A. Sizemore -

In order to establish a point of refere: e from ﬁhich
she was speaking, the speaker opened with an explanation
of her theoretical framework, which she termed the founda-

tion on which one builds what he does.

TWD defin;tlcns of ;ntegratlgn were cited. One is called
‘an open society definition. It states that every indivi-
dual member of sgciety:sh;uld have a multitude of opportu-
nities ﬁa interact with any other member of society based
only on his personal tastes, abilities and preferences.
This is voluntary. 1In the open society definition, the
individual decides to act: I decide to interact with you.
The other definition of integration is racial balance.
Racial balaﬁce means people are distributed among various
institutions of the 'society according to their percentage
of the population. Who does it? Does the person distri-
bute himself? No. Someone else makes the decisions to

distribute. 1In this definition, scmething is done to

one by. the state or whomever.
The.définitiaﬁ of integraticn which has been chosen

;rs. Sizemsre is Caarﬂlnatﬁ: of Proposal Develépment far
3 ”ﬁment Prag:ams; Ch;cagn Ill;rgls. :
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for the deslgn of ﬂasggregatlan models througl
try is the second one == cial balance.  ''he
mala is 80/20: 30% white, 20% black. This de
the design of subségu%nt‘désegragatiaﬁ models
to the disadvantage of the minority groups in
FPirst, this definition of éésegfégatién which
balance is a rac
SShQGL 80% wh;telaﬁélgﬁ% black is §é$égregate:
plies that the 80% (white) is superiosi to the
The majority must aiwvays be white.

Why, is the critical question? Why, in a
nations, are the socialization goals of thé de
schools ﬂééign%a to make minority groups cgﬁfz
cultural ;'lués of the White Anéla'%axsn Prote
nifing the cultural wvalues of athe: groups?: T
speaker called "cultural arrogance”", a term us

Novak in The Rise of the Unmeltable Ethnics to

the imposition of the White Ang;@ Saxon Protes
values on all aﬁher gr@uésij Desegregation has
cuitures of the non-whites.

Dege§feggtign has élsQ caused 31,700 blac:
+to lose their jobs. When tw Q'sgiaéisi a black
whité one, are cﬁmhlneé tﬁé Eﬁéréléééﬂ;ig alw;
biaekrgne; Qccasiﬁnally;';t m;ght be changed 3

hgusa or a centér far saclally malaﬂgustéﬂ or -

DéPgrtment,Qf Faﬂerall? Funded Programs, géhgrz
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_few teaehers tD be needed When fewer teachers ‘are EEEdéﬂp'
’blaeks are selected out, net ln.

What happens to the m;ncrlty grcup person who dées

‘>4_teach 1n ‘the desegzégated school? Too often. this teacher

}ils a’ persan wha is tc fleld prablems, to keep the lld cn,

':,tc keep thlngs frgm happenlng.r Th;s person is usually ,

‘ the fall guy. He is’ usually not trusted by the majar;ty

'~igrQuP perscnnel 1f he can't keep th;ngs ffem happenlng,

”vand nct trusted by the mlngrlty grcup if he daesn t let
ﬁlt happeniv Th;s perscn 15 ln an untenable pDSlthn.
 But the prlmary prey af aesagregatlcn is the- hlack
 pf1ﬁc1pa1. He 1nev1tably lases ‘his job when schagls

are . agmb1ned. " He may be made the ass;stant prlnclpal ;n
charge Qf d;sc;plxne, or he is. shunted into a Shcrtsterm
Federally funded prggram that closes in three years, but'

"he. 1cses. The claim that under desegregaticn there are

", fmgre Dppartunltles far black pecgle clearly is nct true.

What must - happen in a dasegregatea sltuatlan in or-
;‘Vder to effect some pssltive changes? A new currlculum
';des;gn must be’ develspea one which reccgnlses that
'currlculum is everythlng that takes place in a schccl bath
‘ccntent of- ccu:ses and. methcdelcgy. If you change content
 af ccurses ‘and methadglagy, ycu change thé curr;culum ta
acgammgdate the need far cultural reccgnltian and the
;a1VEfSity of cultufal values. These kinds of changes
.wauldﬁleaﬂ'tc a change in the value system, a system

i




meaningful and ones which w;ll“acgelerate,the rate of

learning. Teacher training programs. too, must change to

1
[
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ity, and the superlerity of peagle with money.
change ln methédclcgy 5hau1d ~emphasize dlagna51s'
af the cl;ent (student) to pravide an understand;ng of

his prablems, so that pr@grams can be designed to ccnféfm

~to the needs Gf ‘the cllent Teachers w1ll have to- get ;ntg

the cbmmunlty tc flnd Dut what chlldran learn on the street

anﬂ 1n the hame, and what k;nds of talents and assets they

'brlng_tc ;he school in order to develcg ‘programs that are

i

ST ]

be more relevant. :
V'In éésence, to change'curriculgmlandrmethcdgl@gyf

the.sgheé;s,musﬁilgak at the client, diagnose the client}

and match up what is done with what is ieafnéd about the

ciient-r Thls must be a cant;ﬁual pra:ess, one which will

_acccmmadate all multl—cultural styles.‘:~'

Ms. Slzamerevcgncluded hy emphaslzlng‘the-need to
Ehange the power relatlansh;pﬁ. Minority group students
and personnel will always come out at the short end of

the'stickfunleSS'they have the-pcwerivaleng ﬁith the

uation, and design the desegragatlan mgdel which may lead

to integration; that is, the creation of an open society,

a number of voluntary contacts with any gther human being

based on his own personal tastes, preferences and abilities.

H
:
;
§

g



AN ANALYSIS DF THE SDCID HISTDRICAL FACTORS IN THE

DEVELDPMENT OF CDMMUNITY EQNTRDLLED SCHGDLa
James Ci Buntin ' :

‘ The failure to carry out the United States Supreme Cour; declslan
.in the case,af Brgwn.vsﬁthe Tapeka»Baarguqf:Educatlan rendered in 1954
has';ed,ta one gf the most controversial develﬁﬁménts,in public‘Schaol
‘eduégticn namely the movement taward cémmuniéy santfal of -the bigacity {
séhobls.l Black Amerlcans acrgss the ccuntry have demanded the power 7

to govern thgse schools that serve black students. There is. every

b I, e s 2

1nd1cat1an that this strategy Wlll be empleyed 1ncreas1ng1y by other
ethnic m;ngflties--ﬁuertc Rlzans and Mexlcan Amer1can5 in our large

urban areas. For purpcsgs.gf thls:study-the:term Wcammunity c@ntrol"

“as applied to educational institutions will indicate schools that
were or are predominantly black-populated and are segregated for

any . reasén, derjufe'cr'de facto, In briefl'a cammunity-é@ntrailed

R R L O e i it e

schcal is a schacl 1n whlch parents, students or res1dents canstltute
a self ﬁeflned "cammunlty" prev1nusly lacklng contrcl and who now o

exert exten51ve dec1slgn maklng power over the pollcles of the school

P AEES 1125 o iy

or schaals serv1ng that :ammunlty "Ccmmunlty" is. the cruclal word
which sePnfates thlS new form Df schnal from mast 1nstarces of "lacal

control." L1v1ng w1th1n ldrge "lacal" dlstrlcts are many gra&%@ of

people who have lost ar%never had any 51gn1f1cant cantrel over, and - ;

respan51b111ty fcr the lccal publ;c schael The size of the self- | 5’
defined '"community" can vary w1dely from a large area with a connection
by name and a sense of shared needs--such as Harlem or Watts--to a small
graup,af-parsﬁts 1iviﬁg on one block or students attending one highl

'school. ,
ﬁ?. James C. Buntin is Director of MultlaEthnlc Studies, Ann Arbor

[}{}:bl;c_Schccls, ‘Ann Arbor, Michigan. At the time of the conference
_ . was Director, Personnel Administration, Ann Arbor Public Schools,

bt b i oL
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The bea; defln;tlan of cammunlty cantrnl was set forth by the

Five-State Drganlzlng Ccmmlttee for Community Cantrcl in a position
: paper addressed to the Harvard Canferen:e an Edugat;gnal SubSystems,-
prepared by a csucus graup at the Harvard Un1vers;ty canference of
'January 25;11968_-' The following is their position on eduéatiaaal
subsystems aﬁdrtheii definitidq.gf'cantral' | E
""We are firmly opposed to the CDBCEpt of educatienal subsystems.;
As we- See it, subsystems take the;r place slongs;de :gmpensatery,

| educatlan programs propasals des;gned to racially balance the

:szhcnls, and other tEEhniquES created by white Amerlcans .to -
avoid- presentlng relevant and 1nnevat1ve edugatlonal pragfams.

. These effﬂrts are cnly taken madiflcatlans af the power ‘relation-
ships which currently exclude black people from all 1evels of

partlclpatlan in the eduﬂatian prccess.

We alsa regect the cancept of subsystems because educatcrs

are taklng what was essentlally a black mavement far contral
Df aur schacls and redeflnlng that mavement ta th31r advantage,
creat;ng the can:epts of subsystens decentrallzatlon, and
communlty schoals | There must be a clear dlfferentlat;on be-
tween the concepts of educatlanal subsystems and the movement
taward ‘self- determlnatlcn. Black people will not be satisfled.
with the comprcmlse ‘which subsystems present We will do .
'whatever is nece%sary tg galn ccntrgl af our schaals | Wé view
mavements toward 1n:arporat10n Df the - ccncept af cnmmun;ty
 chtro1 ;ntc schaol svétems whose baslc cantral remains w;th

the whlte establ;shment as dEStTUCthE to the movement




for self-determination among black people.

- The néfﬁTE»Df thévéﬁntTDI'WE seek does not mean méfely naming

~ black people to admlnlstratLVE pQSltiBﬂS in the existlng
publlc schanl systems.r Control must extend to the a:tlve
members of the. ccmmunlty for whlch the srhaals exist. The
Dbgect;ves cfraur‘;cncegt of control of the schools arg‘faur
fold: | | |

1. 'Declslgn making in rsgard to the procedures and prucesses
of educatian must be responsive to the- Eammunlty :

2. There must be organization for absalute admlnistratlve
“and flscal CDﬁthl Df the s:hool R A

3. The, £unct1@n of - educatlan must be redefined to make 1t
»respan51ve and acccuntabla to the- ccmmunlty

4, ,Supparters must be :ammltted to caﬂplete ccntrol of the
- educational goals as they relate to the larger goals of
¢ community development and self- determ;natlcn,

.The 5trategies for aczcmpllshlng ccntrcl of our s;haelsrwill be

'essentially two fold:

1. »Moblllzlng cammunlty concern in regard tg ‘the need for
cummunlty chtral : -

Training community peaple Ceveryane w;th a stake in ‘the
products of the school) to effectively participate in -
the new pracess of ccmnunity control cf our schcals."

o]

The demands far comﬂunlty :antrgl nf schogls in 1arge urban
areas can fully be understocd by recogn431ng the frustrations that
black-Amerlcgns and other racial minoritijes have experlencédrln
their quest for freedaﬁ,‘equalitfg'and dignity. Two hundred years

of slavery have been fallcwed'by.cne>huﬁdred years of "freedom'" and

‘black Americans still remai. outside of the mainstream of American

life. By all standards, his welfare is substantially below that

of white Americans; and statistics on income, employment, life

ST




expectancy, heueing, and infant mortality all refleet his
unenv;able PBSItan. |
| The bleekamerleen hee‘migreted from rural to urban areas

seeking_eppertuﬁinyand has werke& her& at the jebe thet he

- could get but the rapid upward mebl ity that greeted 1mm1grants
from other :euntries hee eluded him. in part this is due to hlS

7 re1at1ve1y lete arrivel on the urban seene, when Oppﬂrtunlfies fer
unskilled labor were fast dimlnlshlng and the b1g city pGilthal
systems had become established and stabilized without h;s pertielpa*
tion, Thus, he was caged in by the walls ef the urban ghette "(now
properly celled the black eemmunlty] w1th heus;ng and JDb ﬁlSETlmlna’A
tion maklng nll hls ehanees of 1mprev1ng his status._ Maselve dlS‘-
crlmlnet;on in both the gevernment end the prlvete seetor heve
rprevented any semblance cf equal human rlghts fer the black man, and
“while ettempts heve begun to redress theee 1neque11ties ‘pregreee hae
been pltlfully slow end almost lnd;ecerneble _ Undeubtedly, the
worst eendltlen facing the black Amerlean has been his feellng of

| powerlessness. The barriers of diserlmlnatlen hae left the bleek
.men in America uneble to fulflll the eame hlgh esplratlane as his
fellew eltleensr His is ;mprisened in subetandard everprlced
ghette heuelng, and his cheiee of jebe is very limited. He has
neither the eeeupetlonal or re51dentlal mebllity nor the PDllthal

' pewer to eeunter these d1eeb11ng CQndltanS-r Beyend this, his feelings

were designed to improve his prospects and to alleviate his unbeareble.

- condition. This frustrating lack of centrel over his life's

E1reumstenee is the moet dlfflcult aspeet te eccept for w1theut

Q
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some measure of control over his destiny, his asplratlons can never
‘be more than pipe dreams - An outstanding black psy;hlatrlst and
authcrrputs it well when he stated: "To be black, alive, and aware
today is to live in a constant state of raga ”. |

The basic prcblen of the black American is to gain control over.
his aestiny,,and in recent years a ‘prospective solution has come
into focus. Thrcugh racial cah551Véne5 (the black movement) and
self- develupment the black man 1ntenda to liberate himself fram
'r3215m and to galn equality and dlgni y In the forefronz Jf thlS
effort is the quest to redlre:t and reform thase 1ﬁstltutluns that

;have failed black Amer1¢ans and even worse have lnfl;cted lnjury iﬂd

further dlsadvantages on raclal mlncrltles. In the black cenmuﬂlt;es

of the larger cities the lnstltutian*thatvhas most blatantlyicantr;—
buted to theé ‘above is being challenged, namely the American publiér

school system. Neither urbanieduéatgrs nor informed lavymen dispute

‘the fact that the City Sﬁhﬂ@ls have:failed.té hél?'the blaakaﬁerican;

substantlally to ;mprave hlS status.‘ The 1nd1§tment Qi ‘the schoals
is partlcularly serious because fcrmal education has renresented the

primary social dev123‘fgr.equallzing Gpportunitles ‘among children of

different ragi31 ®rvsacia1 graupingéi' Hard data indicates that while

,ab@ut 75 percent of whlte males in their 1ate twent1es have ccmpleted=

high SEhuol Dnly,abautréﬁ pércent ofrngnéwhlte males.;n ‘this age
brackek have rez51ved a hlgh school education. Evénramong'thasé
students who da reach the twelfth grade the avarége black Studént
1s,about three years behind the averagévtwélfth—gfade white in. |
staﬂdardiZEd achievement urits. .This is :arefully dacumented in the

report by the ‘United. States Office of Educatlan wh1ch was camplled

O I S SN
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by a committee headed bf Dr., James Coleman and entitled, "Equallty
of E&uéstianal,@pportuﬂity" as WEll as the 1967 report of the
United States Civil nghts Cgmm1551nn entitled, "Racial Isolation
in the Public Schools." | |
- The black American enters hiéradult life with!éEVEfé educa--
tional defiéienciés and the nature of the schocllng expérlence
" that is prcv1ded far him must share some of the blame for: this
Eond;thn.' The average black student in the large urban areas
attends évgchaal that is less wull endowed than his caunterpaft
attends 1n white schools, 1he qUality of teachers in these "black"
schaals is less than that of - th31r Suburbsn calleagues In
addition to this, schocls with large black enrollments have a
hlstgry Qf being crowded and to exp55ieﬁce shcrtage nf materials
and supplies and have beén characterlzed by lower éxpeniltures.
Infericr resgurces is only one way in whlch ~the schgnls handlcap
the preparatlan af the black Chlld for a produ:t;va 11fe. More
destruttlve to his Sélf cnncept and grnwth is the Cultural 1ntaleran:e
reflezted by hls SEhQEllﬂg experience The materials, currlgulum,
and teachlng methods were develapéd fcr the Whlti m;ddle Elass child
and thay have béen far tne most part 1rrelévant ta the exper;ences and
spec;al educat1ana1 requirements uf the black chlld .The present_ ' %
;3 schools in: the bla:k :anmunlty tEﬂd to undermlﬁ ,the idehtity fothe, %
black student by ;gnorlng his cultural heritage. This‘is usuaily
done ln good ccnsc;ence in a ncble effart to be ”calar blind" but by
using this approach the schﬂﬁls in ignoring color have demanded
that. the black Chlld reflect the language patterns, experience, - lé

and gultural traits of the whlte middle-class student., The urban

i
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eeheele'heve, in effect, fereed:bleek etudente to be captive

audiences in a hostile environment--one that did not.consider

nor even give concern to their needs. The schools .as they now exist’

do not reflect the pluralism that is eieimed for our society.

Since it is ‘the intentien of the bleekreemmunity to take over

those institutions that mold their livee‘eﬁde;he‘iives_ef’their
children it,ie not by eeeideet theﬁ,seheel beerds:reﬁreeent;their
focal point. A participant in the Brookings Cenferenee'enr
Cemmunlty Control of Schools held in Weshlngten D;C} Etetee it”

clearly:

. .the schools are rather naturil and logical VEhlElES~
for a first thrust because they represent the white under-
belly of society. . They are present.. They are constant.
They are not eemethlng that is hidden in a back room in
city hall which you can't reach. The prinelpel is .at hand.
The teachers are there. So the school is_a very tenglble
instrument around wh;eh action can focus. :

-jBe51des be;ng v131b1e the echoele to some: represent a petent
power in seelety end tnese who cenfrel it is theught to be

V eentrellere of semethlng of extreme 1mpertenee.' -

Additionel suppeft for echeel deeentrelleetlen eemee frem

eupport of the bleek eemmunlty S pe51t;on by a 1arge eegment ef

the white mlddle class whleh has else been frustreted with the

empty promises, administrative rigiditiee, lack of responsiveness
end'red tepe'thet characterize the city school bureaucracies. The
most powerful elenent underlylne the push for redleel ehenge in the

governing of eeheels hee come from the reeegnltlen that the peeple

Cemmunlty Centrnl of SLheels, ‘The Ereeklngs Instltutlen,
Wesh;ngten, D.C., 1970, p. 6.
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presently eenttelling the schools and who have been for eene time

unsuccessful in their effettai ‘
| The conventional thinking of the late 1950's and the 197Dta
' suggested that taeialiy integrating the schools ﬁeuld solve the
black enildrenfetpteblem as well as other minorities. 1In neet'plaeeer
integtation'wae éevet aehieved. Inaction on therieene et- worse |
yet, the gevrymanﬁetlng of 1eea1 attendance areas to prevent meanlngs
ful . 1ntegrat1en ereaied more DlLtETﬁESS ameng the many blaeks whese
ftep pr;pt;ty was raelally 1ntegrated edueatlen The fallure,efathe
V_eity_eehool boards te,dellvet.what,they had promised led to much
dietrust of centralized etheel boarda by minority citizens. xWhere
integration did not take plaee it was teken in nature, with black
students plaeed in dlffetent "ablllty" groupa or. curr;eula than
Whlté studente.f The United States Commission on C1V11 nghts found
that "many Negre students who attend majerlty whlte schools are in-
fact in ma;erlty Negro elaaereeme "1_ The burden fet movement ef
'students to effect raelal balanee was alwaye on the blaek eemmunlty
and Berkeley, Californ;a,_etands out 11ke a 11ghthoeee beaeon as the
only Eity,ef 3ize anrthe United Statearthat has eroes-bneelng te eueeeesé
fully exnedite its’integfatien plan. ‘The recent diaturbanees in
- Pontiac, - M;ehlgan elearly 1nd1eate that white peeple de not aserlbe_
to school lntagra ion ‘and eppese the eeneept even more. when buasang
of etudente is 1nve1ved Even United States Senaters and gevernera
of States and State 1eg151atures publlely refute any eeneept of
integration if movement of whlte_studente is involved.

1Rae1a1 Iselet;on in the Publie Scheels, Velume I. A Report
of the Unlted Statea Cemm1551en on C1V11 Righta, 1967.




THE LAW AND PERSONNEL POLICIES:

THE NEED FOR EQUITY IN MINORITY HIRING

Harry T, Edwardsk

: iIt-is hard to believe that eighteen years bave already pgséed

§§ug§;;qg_gf'TD§gk§j L/ uhere the court stated that:

"... in the field af:public education the doctrine of
f"sepagaté but gqﬁal‘ has no plaggg Separate educatiﬁnsl
facilities are inherently unequal."
What is tfuly incrediﬁie'is that, nearly two decades afzéf Browa, .
there is still a neédi—indeed, an. urgent need--to convene a confer-
ence of personnel directors to discuss problems related to the recruit-
ment' and placement of minority personnel in the public school system.

That so many of you are here today glves unfortunate but accurate

testimony to the fact that the legal principle of desegregation mandated

by the Supreme Court in §rawnv.ggafdaE'Edﬁcatiankafféﬁeka, and its
progeny, is siill a'gaal and not yet a éeality in this country.

My tﬁsk today isrta iiscﬁss with faq‘qgevfgze; gf‘the'prabiem of
desegregatiaﬁiiﬂ'ﬁhe public!s;hagl sjstem} i.e, the legal req#irements

-of hiring as théy,;giate‘ta ﬁiﬂé;itg'pe:sanpeia' To this end, I will.

Professor Harry T. Edwards is Associate Professor of Law, University
of Michigan, and a recognized expert in the field of labor relations,
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endeavor to zlve you an overview of the current trend of the law of

equal employment appaftunity in the field of public education.
As most of you are already aware, the problem of employment dis-
crimination is not confined to the private, industrial, market place.

Racial discrimination is pervasité,amﬁng publié and private employers

alike, and it touches nearly every field of work above the level of

[, T

unskilled manuslilaﬁéf; Taa cféan those of us who toil in the area

of public education, smugly assume that the problem of racial dis-

crinination lies elsewhere. How often .have you Heard a school admin-

istrator saj!!“we will accept anyone who is qualified;" when in point
of fact he really meant--""we would prefer not to hire a Negro, but if

; o ' one possessing uniqﬁely superior qualifications héppens to pass through

our ééﬁmﬁni:y; ﬁé migéﬁ éansiééf ﬁimi"

Ihéjﬁpgpeé ::edential'sypﬁraméj'whi:h includes the endi&ss
éeat;h for the “Eest Eiack:candi&ate avéilable,“rhas for yeézs served
the cause of disefiminatién wéll. Whiﬁé EmpiéyéfS; in‘educatian as
well-as in éthar areas of employment, have for too igng béenJPEfmitted
to éxglﬁdg_glaeks fram‘géaé jobs E?Ameraly agsertiog the then_-'
Speéicus claig ﬁhaé:there are no hgggi;fiéd" minority candidatés to

be found in the job market. Fortunately, the bugaboo of "qualifica~-

has now become the principal tool of change in the caselaw’ dealing with
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equal em?layﬁeﬁt.npgﬂrtﬁnity.”rgmélayEES ara naW'béing rquired to

Aéxglgin, wizh';rec;siéﬁ, the'ésizéria used to determine Qh@ is "quali-
fied" énd; maré impé:tanﬁly; Ehé? are being‘:nmpelled ta‘éhsw that the
éfitegia actuaily measure job pe%féfﬁan:eiggl

ke Problem of Bmployment Discrimination in Public Education

?'Beféré I dis;uss ggme of the current zasélaﬁ wﬁizh deals with
emélaymént discriﬂinati@n iﬁ public eﬁuzgtigﬁ; it ﬁgy be useful to
first égfine_the’;ituatiaﬁs iﬁ,ﬁhigh;aiscfimiﬂaﬁiun 1s most likely to

- occur, HIhEEé‘ErE at least five argaé'af consequence :hatnshquld ba of
concern to us today. They are:
1. Discrimination in thegrecréigmgﬁﬁ,gf minority ;andid§t35 for
emél@ymgnt;
2. Discéiminatién in 555525 §f aiﬁarity applieaﬁts;
3. Disgriminétiéﬁ'iﬁ the_;gtenf;np'gfminorityEmplnyees;

4. Discrimination in on-the-job-training of minority employees; .

promoting of minority

5. Discrimination in upgrading and
emp loyeas.
In’ approaching the issue of personnel policies as they relate to

minority teachers; it is imperative to invéstigate these policies not

Just at the entry levels of employment but also at thé retention levels.



It 1s of littleuéffézt_tg icitially ?ziﬁidE ég5l§yment

gnavailabla on specious or dig;rimiﬁatafy grounds. = Furt

examples of prghiéms'ageéuggétéé ét the retention level

-illustrating the types of ﬂiszrimiﬁgtnfy pfacti;es whigt

,Ehey’maniieét'thamsé;vésgggé_haﬁ,thég may be remedied sc
ai:gaﬁy employed may retain their positions and so that
employees will not be discouraged from seeking employmer

ﬁ;fa#ﬂrabiérazgériénéé,gf,th&if peers.

Before we praeeed further, we must Elariry our undg

‘W

of "disc¢rimination.” As Pro fes or Alfred 'l,”f§$Eﬁ§ra w

~scholar in employment discrimination, has observed:

V“Eérmggg ézegptzthg ga;iaﬁpthag dise :imina 1o

activity, not a s;sta of _Eiiﬁd.— This is a cruc
distingtian whigh Eludas many, ;ncluding A num
Vaf ath&rwise sensibie c1vil righ:s guppﬂrte:éi

: Discriminatl n is c ’Wd et whigh harms minarity

group ge:s;ﬂs.,'whéfé harm,ﬁxisfé,iif does not
:'matter_gégfghé1harm~ﬁa§i§ane%}duﬂder thi gﬁﬁ
-the pure af<h§aft méy diséfiﬁingtéi The;r fee
ﬁf love, hate or ngutrality tgwafd miﬂﬂrity gfu

area ereiewant. ‘This ig what thé law ﬁauld ga

':ng 'objective test' of discrimination to dist:
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it from the 'subjective test' which seeks to determine
whether there was a wish, desire, purpose or intent to
harm minority persons..,.The older idea of discrimination

~ was that it was 'subjective,' based on personal feelings
of dislike because of race., This fdea arose in response
to the patterns of servitude imposed in the South, This
'subjective test' is simply inadequate to encompass the
impersonal operation of a system of education or employ-
ment which has the proven capacity to harm minorities as a
group, without the involvement of any individual who 'wanted'

to cause such harm,".3/
The Supreme Court has recently made it clear that in measuring
"discrimination under Title VII of the Civil Rights Act of 1964

"e.. good intent or the absence of diseriminatory intent

does not vedeem employment procedures or testing mech-

anisms that géerate as 'built in heddwinds' for minority

groups and are unrelated to measuring job capabiiity;;ii"
* % %

"The Act proscribes not only overt discrimination but

also practices that are fair in form, but discriminatory

in operation...."
Once you understand that we are dealing with "effects," and not
merely "motives," in situations of alleged employment discrimination,

then the caselaw is more easily comprehended,

The Legal Framework
There are a multitude of federsl and state statutes, executive

orders, and regulations proscribing employment discrimination in the
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field of pubiic education. For the sake of simplizity and clarity,
I will only deal witn the body of law arising under:

1, The U.S. Constiturion--in psétigular ;hg First (freedom of
speech),; Fifth (due process), and Fourteenth (equal protection)
Amendments;

2, The Civil Rights Acts of 1866-%/ and 1871;.3/ and

3. ‘the Civil Rights Acts of 1964 and 1972._6/

The ﬁ.s_ Constirrion does nﬁﬁ explicitly E:aﬁecc against dis-
eriminatory actions by private individuals; however, it has been
interp;eted to prohibit such action by representatives of both feéerai
and state gﬁVEfﬁméﬂté;iZ! Since a public school system is ;ansid;zed
to Ee an agency of state govertment, it is subject to the constitu-
tional proscription against discrimination based upon race in empléy-

. ment.

Abridgement of constitutionally protected rights is often found
in situations where teachers involved in éivil rights activities are
suddenly dismissed or fail to h%ve'their contracts reneved. Iheée :
teachers are usually given specious reasons for the school board's
decision to terminate their employment. The eaésitutiﬂﬁally protected
rights involved in these situaﬁiaﬂs range from freedom afvspeeeh and

assoclation to due process of law. Cften the freedom of speech or

et S i Bk, AGRE i 1 e LT e s e 4 Sl 9 e 1§
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asgoclation abridgement is ggmpaunded by the absence of any ‘hearing
;efare or after discharge at which the teacher may face his accusers,
hear their evidence and tespand to it., In these situatian§ therefore,
there are often dual violations, by way of the lack of procedural due
process caupigd with the violation of a substantive constitutional
fight-

A good exampie of the type of case to which I ;efersiis one which
was decided in 1966, involving a suit béaught in federal court by a
Black teacher in a North Garal;ﬁg school..8/ The teacher had a twelve

year record of excellent recommendations but in 1964 her contract was

‘ot renewed. Under the dpplicable North Carolina law all teacher

contracts were for a one year term and were renewable thereafter at
the discretion of the board generally acting in accordance with the

recommendations of school prineipals, During the year prior to the

~non-renewal of this teacher's contract the town in which she taught

became a location of intense eivil rights activity. Piéintiff teacher
openly participated in voter registration drives and in demonstrations
dggigﬂeé za>dgseg:egéte publie fagiliﬁies_ Additiénaily, her husband
and her father both became candidates for public office.

Immedia;ely prior té,ﬁhg Eimerfafrgéview of gagt?a;ts, ﬁlaiﬁtiff
recelved a ietter from her principal listiéé seyen;minar iuf:igégaﬁs

of school rules, none of which related to her class room performance.

b 21 Lo A bt o o St 5 v o e e 1 et
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The teacher replied offering explanations for the alleged infractions
and soon received a second letter from the principal noting her
“imgfavamep;" in the areas cited and stating that he intended to
recommend that her contract be renewed for the coming school year.
There was no evidence that the principal was aware of any subsequent -
infractions. However, when the local baafd met to consider contract
renewals her contraet was not renewed. The two letters from her
principal were presented to the board along with the principal's
reaffirmacion of a favorable recommendation. The baa#d stated that it
haé acted on the basis of thg letters and hgd made no inquiry into
| plaintiff's conduct or teaching abilities. fha board memberé also

stated that they were aware of her givilvrights involvenent and two
members admitted that they abpa%ed integration of ﬁhe schools.

The Fourth Gireuit Court of Appeals ﬁa& little trouble in
deciding the case, in favor of pléintiff, and, in so doing, it ruled
that:

"We take it to be self-evident that the objections

held either by the Board or the principal to the plain-

Eiff‘s eﬁezaige of her personal and assoclational

liberty to express her feelings ébgut segregation . - %
wqﬁlﬁ not justify refusal to renew her contract so long :
as these activities did not interfere with her performance

of her school work."

The court found no evidence that plaintiff's eivil rights

A i R S e
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activities had interfered with the performance of her duties as a
teacher. The egufg also pointed out that the infraezians alleged
by the principal were insufficient, hoth individually and enlleetivgiy,_
to warrant non-renewal of her contract especially im Jight of her
excellent twelve year record.

The significanceof this decision, and others like it,-9/ is the
warning it gives to public school officials who would otherwise be
bent upon infriﬂging on the personal 1ibertiésiéf teachers, Many
Black teachers nowadays are sctive participants in the civil :ights
struggle and are even frequently critical of the system for which they
work. iherefare, it is important for school administrators.to
remember that, so long as job performance is not impaired, teachers,
Including minority teachers, are egnsgitutianally free to protest
against the ills of society, The same is trus in Eannaétian with
minority job applicants. For even if it is true that no one has an
.abs§1ute right to public employment, it is also true that all have
* the right not to have publie emélaymeﬂt denied on arbitrary ér capri-
¢ious grounds in retaliation for ihé exercise of a constitutional
right or in response to factors such as race which are irrelevant to

" job performan ce,
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The Caselaw Under the Civil Rights Acts pﬁfl&és and 1871, and Under

I would like to spend the remaining time allotted to me, dis-
cussing some of the recent caselaw which has arisen under the Civil
Rights Acts of iBEE and 1871 and, additionally, the application of
Title Vil to thg field of public education. Section 1981 of Title 42
. §f thgbﬁgsa Code, which is derived from a post-Civil War statute passed
in 1866, prohibits réeial diécziminatiﬁn in both puhli; and private
employment., Section 1983 of Ehis same Title, which was derived from
state action, be deprived of any rights secured by the Constitution.
By far the largest block of cases dealing with minority hig;;g in the
figld of education Eave arisen under these two past—§1v11 War statutes.

Title Yiilis the other important plece of 1ééisiatian proseribing
diserim;natiag in anpinymenc. Section 701(a) of the recently enacted
1972 Amendments‘ﬁﬁ Title VII of Ehé 1964 civil Rights Act iﬁzlg&gsl
state and lécal governments and thelr agencies within thgrdefiﬁitiﬂn'
of éﬁve:ed Empléye:s;énd the exemption fgr both public and pzivatg
edu;gtiaﬂai'institgtiégs fp:ﬁeriy found in Sgetiﬂnx7ﬂz has been
_removed. Thus, teaehgrs at virtually all levels are nawrénﬁitiad to

protection against employment diserimination under Title VII.
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Regarding racial discrimination, Title ViI makes unlawful those
enpleyment practices waich deny persons equal ezployzent opportunicy

because of race_gé! As I have already mentioned, the United States

Supreme Court, in its 1971 decision of Griggs v. Duke Power Cgmpgny,

stated that Title VII reflects a congressional mandate for:

"the removal of artificial, arbitrary, and unnecessary.
barriers to employment when the barriers éperate invidiously
to discriminate on the basis of racial or other impefmissible

classifization,”

Since Ti Ltle V;i haé only just recently been amended to include
public school employers under its ambit of coverage, the:exis little or
no law thereunder which deals directly with the field of education.
However, there is an extensive body of caselaw which has arisen under
Title VIllﬁuring the past eight years; this law, although it deals
with private sector cases for the ﬁé t part, is nevertheless pertinené
‘to any discussion of egual emp loyment agpnr;gnity in the fiela of
pubiie*aﬂueatian_, CQnSEQBentif; I-will refer to some pre-1972
Title VII cases here in discussing the legal requirements ﬂf»hi:ingA
as it relates to minority personnel,

Ihe T:aﬂsitiaﬂ Raelally Dual _To Unitary Sghaal Systéms

~ Most of the cases of alleged . uiscrlminatiﬂn to date have a:isen

pursuant Lﬂ court ordered moves from segregated to unitary SEhﬁﬁl

L V8 i e
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systems in the South. In 1969, the Supreme Court rendered twé

important decisions in this area. In one, Alexander v. Holmes County

Board of FEducation, 396 U.S. 19 (1969), the court ruled that the aging

order of Brown v, Board of Education was to take nffect "immediately"

and that school districts could no longer operate dual school systems

based on race or color. In the second case, U.S. v. Mentgomery County

Board of Educationm, 395 U.S. 225 (1969), the court ruled in effect that

the legal requirement of desegregation included an obligation to
integrate public school faculties. 1In this regsrd, the Court in

Montgomery County ordered the school board to move toward a goal

whereby in each school the ratio of white tec Negre faculty members
was substantially the same throughout the school system.

The iliegalit§ of denial of employment on the basis of race is
apéiy deégnstrated in the cases which deal wiﬁhithe displacement of
Biaek personnel in the transition from dual school system to unitary
systems. One of the single most important de&isi§ﬂs in this area is
leton v.fJaEESﬁé ﬁggi;ipa%,Seggra;g Séhaglﬁﬁistfigt, 419 F.2d

Sin

1212 (5th Cir, 1970). This case, decided in 1970 by the Fifth Circuit
Court- of épgeaié, has come to be recognized as the gulding light of
legal principle in cases of alleged employment discrimination arising

pursuant to court ordered desegregation. The Singleton decision set
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forth standards to be féllgged in the event of personmnel feduétigﬁs
which accﬁr as a resgig of the tfansitiap to unitary school systems,
In essence the court grdere§ that if, during the process of desegrega-
tion, staff reductions, resulting in dismissal or demotion of profes=
sional personnel, bécame necessary, the school district must proceed

to select the staff members to be displaced on the basis of oreviously

developed "ngﬁera;;gl objective criteria". The criteria must be made

available for public inspection and must be retained by the school
district. Additianailyj the school district must alse "record and
preserve the evaluation of staff members under the criteria" and make
the evaluation available to the displaced empl@yee:upan his request.

The court In Singleton also made the significant ruling that, in the

event of staff displacements--

"mo staff vacancy may be filled through recruitment of a
person of a race, color, or national origin different from
that of the individual ﬂismisééd or demoted, until each
_displaced staff member who 1s qualified has had an appafs
tunity to fill the vacancy and has failed to accept an

offer to do so."

As you can imagine, the eton decision has helped to

diminish the tendency of overt bigotry toward minority teachers, and

job appiicants, who might otherwise be adversely affected by the

ERIC
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process oi desegregation.

&n interesting 255&12/ in this regard involved é suit filed by a
Eisgi plaintiff who had been & principal for eight yéafs)in an all
Black school in Gegrgia which was closed in 1967 in the transition to
a unitary system. The plaintiff had requested that he be appointed
principal of another school or director of the local Head Start Program.
instead, he was appointed for three years as a teacher in the Head Start
Program and EhéfeaEEEE as a physical education instructor and as a
social studies teacher. Between the time when plaintiff's SEhﬂﬂ%:EiﬂSéd
and when he filed suit, four principalships became vaéant and éithgugh
plaintiffi requested appointment Lo each position, the board nelther
consulted with nor hired glaintiffi Instead a white person not pre=-
viously displaced in the transition was appointed byithe board to eéch :
available position.

In defense gf its actions, the board argued that plaintiff was
not, within the Singletop definition of the term, "demétéd“ since his
salary as a Head Start teacher was higher than it had been as principal
:Pﬁiar to 1967. The ééuﬁt rejected this argqmén; and)righzly s0 because
é@gglgé?ﬁ explicitly dgfines demotion as being any reassignment under
wﬁich among other things th; stéff’member received leés pay or has less

responsibility than under the assignment he held previously. Clearly
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the position plaintiff subsequently held entailed less responsibility.
The court ordered plaintiff's immediétg reinstatement to the pesition
of prin@%pal in one of the distriet's schools and ordeared the lewer
court to determine and award appropriate back pay and retirement
benefits.

In & later casell/ Efam the gsame ecounty the court also found a

over for two head coach positions in a formerly all white school. The

positions were given instead to white coaches from outside the districe.

Before the c@uft ordered éesegregaﬁian, the piaintiff had been head
coach in an all lack schssl for ten years but had heen demﬁte§ to the
position of assistant coach in a formerly all white school when the
Black school was closed. The court once again rejected arguments

that the fact that there had been no Salafy logs was probative of the
fact that plaiatiff had not been demoted. The E@u:t observed that-ﬁhe
school bﬂ§:&'s claim that the Black coach could not hsndle the respon-
sibilities asseciated with a head coaching job was belied by his out-
standing record of coaching at the formerly all-Black school before
desegregation. Even though the coach had been awarded state coach-of~-
Ehesyéaérhpnars in five of ten years in basketball aﬁd once in foot-

‘ball, the school board still argued that his prior record was
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irrelevant because the formerly all-Blsack school had been smsligr than
the newly integrated school. To this, the court made the important
ruling that, under the Singleton criteria, a Board of Education
assumes the burden of establishing the minority person's alleged--

"... lack of qualifications by means of objective and
absolute eriteria, not by means of comparison with
another applicant or by means of administrative

intuition."
~ Since it was found that the Black coach was clearly "qualified" on
an absolute scale of measure, the board was ordered to promote.him -

to the head coaching position.

The geare of esgaa.éispéﬂéd of pursusnt to Sim
trative of the pasigiﬁn that school boards owe a continuing duty to
minority teachersa di#pl&eéd by desegregation. Furthg:gﬂ:ej the
thrust of the iaw in this area is that it is not, as the school
boards would have it, a privilege for a Black teacher from an aii
Black schoal to be placed in a subservient position in a predominantly |
white school, Rather, it is .his legal right to be appointed to a
position of équal status and responsibility. A school board is also

restrained from grguing that displaced Black Eersﬁnnai are unqualified

to be used ia detormining quélifieaﬁiéns must be objective and
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absolute, not based on comparison with anotner applicant or beard
bias. Xinority teachers may properly be dispiaced pursuant to a
transition from a segregated to 4 unitary school. system, 22/ however,
&5 the cases glea%ly recognize, unléss objective standards are
required, not only would the displaced minority staff remain dis-
placed but, in all.prababiligy, the overwhelming numbers of minority

applicants for new employment would remain unhired.

or retention must meet., It is also crucial that the criteria bear
gome prevable selgtiﬂnshi? to the pesition in question when the use
of the eriteria results in unfavorable diffentials along racial lines.
The p;@bi&ms encountered in this area are graphically illustrated by
two 1971 Mississippi cases in which the school district imposed thé
attain certain scores on the National Teachers Examina iens fﬂTE)ié’

" and the Graduate Record Examinations CGRE);éj'in>ﬂdef to retain or
obtain employment. Inlbath situations the iasai boards were aware of
the fact that an overwhelmingly éisprﬁpaftianaté nuﬁber of Biaeks, as
’eﬁmpé:g& with whites, had failed to uehieve these ;gsres'and therefore

the pool of eligible teachers would be virtually all white. The Courts



in both cases .ruled that the use of these criteria as
emp loyment was iilegal because (1) the tests had a di
arlverse 1lmpact on Black vs., white job candidates and

were never clearly shown teo measure or predict a pers
be a good teacher.

The courts found that the GRE and NTE were not d.
facilitate the selection or identification of effecti-
Rather, it was found that the purpose of the GRE was f
the identification of candidates for graduate study; =
of the NTE was to measure the academic achievement éf

teachesr education programs. There was ne evidence of
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relation between score

nination and effe

skills and ability: In refusing to allow the district

-

using the test scores as the sole or principle crite

the courts thwarted the distriects attempts to comply w:

tory hiring in form but not in substance.

H

In another similar recent :aser;=£ the New York C:
Examiners was enjoined frcm'édministgfiﬁg competitive e

for ghe saiection of principals and assistant principal

ﬁgg shown that Ela ck and Puaffa Ri:aﬁ candidates failed

more frequently than white candidates. In this connect
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court ruled chet:

"... where ... plaintiffs show that the examinations
result in substantial discrim;nat;un against a minoricy
racial graup qualified to take them, a strgng shnwing
must be made by the Board that the examinations are
required to measure abilities essential to performance
‘of the supervisory positions for which they arerg;ﬁen_
' * & %
"A study of the written examinations reveal that major
portions of them call simply for regurgitation of
memorized material, Furthermore, the oral examination
procedure leaves open the question of whether white
candidates are not being favored--albelt unconsciously--
by committees af;examinaﬁian assistants who have been
entirely or predominantly white,"
The court ruled that since the board could not demonstrate that the
tests were Job-related, they should be discarded.
“Although the above cited cases arose under the Civil Rights
Acts of 1866 and 1871, the principles stated are uniformly followed
- by the courts in Title VII cases., Job tests, whether for hiring,
promotions or training, must be job related:

"It seems to be geﬁérailf éccépéed that before an
examination will be re:agﬂized as a reliable instrument
for measuring the fi:ness and abllity of a aandidate to

. perform tasks demanded by a glven posit inn, the examina-
Fiﬁn shﬁuld'be validatéd,gi.e. shown to be reasonably

capable f measuring what it purports to measure ... The

Sad
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first step toward this basic objective is to insure

hat as to subject matter the examination will elicit

¥

from the candidate information that is relevant to the

‘job for which it is given,"16/ I
If a test or standard of qualifiiatrion is neutral on its face but is

shown to have a disproportionately adverse affect on a particular racial

- group, then it must sustain the test of "business necessity." For H

example, if a neutral seniority system,ha§ the effect af'f35é§ing . :g
Blacks out of ge;ﬁain jobs from wgich they have begn historieally f
excluded, the system will be declared to be unlawf@l ugless it ean Ty
e demonstrated to be essential to the safety and efficiency of the ‘
employing enterprise.gzj : : ;
In shaﬁt; "it is both un;éasanéﬁle and discriminatary to use
ostensibly neutrél.g:iteria for employment where those criteria are ;
not substan;iaily related Ea.the job's fequiiegént and where the

criteria disqualify substantially more Black applicants than

Hhité . “al—?;—A-/

Recruitment

Another area of concern in employment discrimination cases is
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that of recruitment of minority candidates. Professor Blumrosen

rr——

has effectively argued that:
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"Title VII thus proscribes récruitment practices which’
deny minorities the notice of and opportunity to secure
employment with employers who have a substantially .
segregated labor force. It may be useful to crystallize
this reasoning by stating that Title VII imposes on - ;
employers who have a substantially segfegaﬁed labor ;
force the duty of fair fgérgitmeg:; It would be unfor- _ 'é_
tunaterif this shorthand e;pregsién were to become

involved in those interminable arguments about misfeasance

i i

vs. nonfeasance, The arguments could be made that Title VIT ;

imposes no affirmative duties, but merely assures that what

it SR

o

an employer choosesto do, he nust do in a non-discriminatory
manner. The fuéilityrnf this line of argumentation should
clear.... The short answer is that the distinction is
without subsﬁanée. In fact, employers dérhave'rgeéuiting

systems; they notify, advertise, pést notices, interview

applicants, and hire people. All of these things con- !
stitute activity. They are measurable and controllable.
Where Ehese activities perpetuate seg:egati&n, they are

unlawful under Title VII." -

The caselaw under Title VII supports Préfeséar Elumrase;'s

thesis regarding the "duty of fair recruitment.,"” A very strong

judicial statement regarding the duty of fair reeruitment is found

5
3
-
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in the Diszriéﬁ Court decision in Unité@,g;a,g;uyg Lagalréél;;;gai

ﬁprkgrs,ﬂﬁiaﬂaégl There the court rendered the fellewing conclusions

of law which afe'instructivé here:
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‘"ZWhere Qﬂian mgﬁbesship is vifzuélly éll~white, it is
uﬁiaﬁfui faf a uniﬂﬁ ... to limit infnrmatian with regard
to membership, work referral appaftunities ~and app:enticeiv
ship trsining to -uniord members dnd other whites; It is
l‘unla?ful for a uniﬁn M ta give Ealse misleading or
incampletg information to Blacks begause of their race, or
‘to fail or refuse to, iﬂfcrm them of the prﬁEEdures for
applieatiaﬁ for membership; reférfal or appréntieeship
training.... It is unlawful for a unign ses actively éﬂ
-attempt to recruilt whités while making no effart to recruit
iBla:ks.... In praving a pattern or. pfaﬂtice of :aeial dis-
crimin icn, evidence n: the discfiminatgry reputatian af a
union ... is relevant and admissiblg.' Such evidence Ls
vadmiséibie to show hﬁw”and ﬁﬁy_Blgcks_ga; have been dis-
couraged fram‘apgliing faf mémbershiég referral or épé:éﬂe
-ticeship, ané how and why séme=ﬁf,t§ﬁse;ﬁha,di§ apply may
have been diszqufag§§_fgg@ pgfsqing Eheir'applicatigns
vigarauslyg;;;,Szatisticalrevidenee fegafdigg the fasial_
composition of the deféﬂdaﬁt afgsnizatians éﬁd'the é&mmuné
ity at large 15 prgbative gf the 1ssue af whether dafendants
have putsued 8 pnli:y of racial dis¢riminatinn. This is ‘
espe¢ia;1y true- when it has béen shﬂWﬁ that qualified

20/

Blg;gs have been and continue ;gvﬁe residgneg of the area.'
, Thus in the field of Edu@ati@ﬁ,_ﬁh%'EtépQSiﬁién‘g§y §g:gFétEilEhﬁt
aehﬁa; boards have an affirmative duty to :éﬁgﬁ;:*glagk tgag@ér appli-
cants where none or few have-bae§ ﬁirgé‘iﬁ Fhe_pés;! pé;;%gylg;ly in
communities ﬁﬁére ;hafé is a measgrable'glazk‘ggpu%aﬁiﬂn} 'Ig this

connection, personnel directors should utilize recruitment channels
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that §re.mast likely ?a pr@dugg Black a?élicantéi For Examglg, if
a ééhgﬁi éistrigt has pfeviqusly'limitéd its recruitment ta‘galieges
which have few or no Elaek'SEudéﬁts, then the zeeruitﬁent affort
should be expanded to iﬁeiuﬂe sﬂhéals!where Black students are in
attandaneeyin sign;fieaﬁt numberé; In‘same,eases,'whgrelé school
disz:;ctuhas neveé employed a BLEEE sta;f ﬁember?.it_ﬂay be necessary
for EhE-Baafd of Education té,eng;ée in arpasiﬁiva program of affirma-
 tive action. The quai Emplnymeﬁtvﬂpgﬁésgnity Comnission has adopted
the viaépgié; Eﬁat when it is apparent ﬁﬁhag’faﬁ a;nﬁébe: éf years an
employer has been exélﬁéiﬁg Negroes, the employer has an'ggfirmggive
rgggi to take vﬁaﬁever stgpé arei;eagssaf§ :$ cenvince potential g;g:s
ezgiﬁyega thﬁtfi: has abaadgned iﬁkdiscziminatarypn}igies and prac=

tices."2/ 1p this regard, the EEOC has ruled that if an employer

‘falls to convincingly demonstrate to the Negro community its willingness

to hire Negroes and, as a consequence, it fails to recruit and hire

Negroes, then it will be found that the employer has been perpetuating
.its past discrimination sgainst Blacks so as to currently discriminate
against them because of their race within the meaning of Title VII.==

The Notion of Affimative Action

'This then brings me to my last subject of concern here today,

namely, the notion of "affirmacive action" to remedy employment
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diszfi:i§atiani The subjeect of affif;a;ive agtiéniar "preferential
treatment," is prﬂbably.aﬁ appropriate subject to close on, because
it is usﬁaliy the last line of defense advanced by those who are
opposed to Eherggn¢=§€ of equal eapiﬁyment.appértunityi The pfemise ;
’behiné the ;gnzept of “affifma&ivg action" is that h%ting,aﬁd prﬁm@tian-
practices which appear neutral on their £ace;fésuit in péfgetugtian

of the unequal distribution of minority workers throughout the various

egments of the economy. The labor market is dominated by corporations,

unfons, public institutions and emp loyment agengies which have histor-

ically tended to exclude minority groups from the rewards of the
economy. Thus, it is argued, ;ggtvthg key :s'zggeiying the situation , ;
is to change the attitudes of thg dgéisiaﬁ makers in each parﬁicular
instifutign_SQ théé a paliéynemerggguﬁhat fegafds such é change in
reward distribution as not éﬂif ﬂesirsble,but esggntisi;

' One of éhg égst successful methods of effecting suéﬁ a ehénge
in inStitutiéﬂal norms is Eﬁﬁaugh thé enactment éf legislation such
§S-Title Vii of the GiﬁiljRigh;s Act of 1964, LBy 1egaliy:cénfr§ntiﬂg
entrenched interests, the fesgriegivé stfuctute:thaﬁ has been main-
tained over time may be férced to give way under tﬁe brunt of a ‘ ' | ?
=hagge in na;iﬂﬁalrpaliey. Saweverg even féllawiﬂg the énaé:ment,af 1

strong anti-discrimination legislation, it must be reﬁggﬂized that,
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aithough the 13531 basis of discrimination has been altered, the

content of minority exclusion often remgiﬁs as a result of centuries

of unequal access to the apgértunitﬁ strﬁétufe{ Therefore, because
'“Qlléggéiy "neutral" ggplaymen;;decisiané still leave minorities at a dis-

advﬁntage as a result of the ﬁis:ary,ﬂf rdace relations, fgééth

efforts to remedy the situation must, of necessity, extend beyond

such neutrality. Unfortunately, once the government extends its

influence beyond the strict noncept of color-blindness it becomes

A

vulnerable to a charge of iilegai preference for one group over ' “ i

another. The tensions produced by the two principles of color-

R S e o, e

blindness and color-consciousmess arc at the very corc of the guestions
‘. concerning the legitimacy of affirmative action in employment situations.

Proponents of the color-blind approach argue that. strict impartiality

may be éanstiﬁuﬁinnally required under the Equal Protection and Due

Process éléuses'afAﬁhe‘Fauz:eenth Amendmént.‘ Adherents of eaiaz?

b et kB

blindness also pain; to the uncertain c@ngﬁiﬁutianai staﬁus of "hiring
quotas" as a rga;an féf avaiding prefegentiai Eréatﬁénﬁ.faf ﬁinc:i;y
group job applicants.

With all of this said, it Ehﬁﬂid‘bé:ﬂﬁtéﬂ_fhﬂtréhé current status

, L Y ]
~of the law of equal employment opportunity is not "eolor-blind,"

Section 703(j) of Title VII of the Civil Rights Act provides that:
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"Nothing contained in this Title snall be interpreted-
to require any employer ... to g:ané preferential treat-
ment to any individual or to any group because of the
race, coler, religion, sex or national afigin of szuch
individual or group on aceounc of an'imbalsnee whigh may
exist with respect to the total number or ‘percentage of
Apersans of any race, color, religion, sex or ﬂstianal

origin emplayed by any emplnyer,.gi“
Hﬁwavéf; Section 706(g) states that

ﬁIf the court finds that the Eemployer] has‘intenfianaliy
engaged in ... an unlawful emplgyméng praztiee s:. tha
court may enjain thé [employer] from engaging in such
'unlawful emplgyment practice, and arder such affirmstive
action as may be apprapriate +as OF other equitable relief

as the court. deems apprnpriate...."
Since its enactment in 1964, the inner tension between the anti-
preferantial :5ea§m33E provision in Section 703 (j) and the provision

i

authorizing the courts to order "affirmative action" upon a finding

- of discrimination, pursuant to Section 706(g), has been primarily,

if not definitively, regolved in favor of a more color-conscious
approach. Thus, fﬁf:examglg,'the Sixth Circuit Court of Appeals has
held that:

“Tha provision of the Civil Rights Act af 1964 against grant-
ing pfaferential treatment under the Act solely becsuse nf
an imbalance in racial employment existing at the effective
date of Eﬁé‘Agt is not a ban on affirmative relief against

continuation of the effects of past discrimimation resulting
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from present practices which are neutral on their face

but which have a practical effeé; of continuing past

23/

injustices."=' ' , )
While no court has yet flatly approved "hiring quotas" as such under
Title VII, nevertheless, the courts have not hesitated to use statistics

and ratios as a tool for measuring an employer's compliance with Title

i§ responsible for the results of perpetuating the effects of past
discrimination and that statistics alone may be the evidence of such

diserimination, 2/

The ‘casesvhich have arisen uader the Civil Rights Acts af 1866 v
end 1871 are less equivoeal on the qu&sti&ﬁ.af affirmative action and
preferential Ereatmént.rrfa date, several courts have clearly ruled
that E»é@bli@ employer may be required to give preferentialrtteatment
to ainority jéb éﬁpliﬂants in order to overcone the p:ésent efféets of

past diserimination,
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For example, in the case of Porcelli v. Titus, 2 FEP Cases 1024

(3rd Cir. 1970), i; %as held:that a schnél board in New Jersey
did ﬁat vi&la;e the Civil Rights Act of 1871 when ?t abolished an
existiﬂé procedure whereby principals and vice-principals were
aﬁpaiﬂﬁeé framls promotional list hased upéﬂ oral and written
exaninations. In‘piace of the existing_syszem for promotions, the
Board of Education had a - ted a Egmpagary pfﬁeedure under which

race was one factor used in the selection of principals and vice-

.7 3
principals, Several white teachers, who would otherwise have been
pggmated¥frﬁm.the promotional list, filed suit'glaiming'thgt the
new system instituted by the board constituted reverse disgriminaﬁian
against Gaueasians; The court rejecte d the plaintiff's claim and

ruled as follows:

-ﬁTheze“éas sugh a great imbalanéé'in the principal and
vice-principal positiona that, in- hig prnfessinnal juﬂg-
meht, [the superintendent] felt that by adding a Negreo
who was quslified to these impgftant positions, thus
making the faeulty.mﬁre integrated, would readily lend
itgelf to an upgf&diﬁg of the publie schaﬂl gystem....
State action based partly on gansiderétinns of color,
when color is not used per se, and in fufzheranee of a
pfﬁpaf'gnvérnmenfsl objective, is not nézégsgrily a

viblation nf the Fourteenth Amendment. Proper integfatian

of faculties i3 as imparfant as proper integration of
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schools themselves.... SEhéﬂi authorities have an affifﬁs-
tive du ty to break up the histn:ical patterﬂ of segte;afed
faeulties, the hallmark of the dual system. It would there-
fore geem that the Boards of Education have a very definite
affirmative éuty'ta integrate school faculties and to per-

mit a great imbalance in faculties ... would be in negation

of the Fourteenth Amendment.,..."

v, Alleti, 4 FEP Cases

[

A similar ruling was handed down in }
318 (1972), w . e e it was found that in the 37 year hiétary of the ,
»Alabama State Police there had never been a Black stéze tféaper; to
remedy this situation, the court ﬁrdézed the state to hire one Negro -
traépar for each white traapér hired until épPraximately 25% of the
Alabama State trooper force was comprized of ﬂegraes. Other cases
arising under the Givil.Rights Acts of 1866 and 1351 have "adhered
to ;he proposition that public employers mayrbg required to 5iv3

preferential treatment in hiring to minority job applicants for the

25/

pﬁrpﬂse of eliminating preéent effects of past discrimination.
Conclusion

At the beginning of my speech today I iﬁdieated that I would
sﬁtempz to glve you an "overview'" of the current étatus of the law
of equal empioyment appa:tunit? as it applies to the fleld of public
education. While I am sure that there are many questions left

unanswered by this presentation, I hope that I have at least scratched

PR s —
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the surfacg of the problem for you and sggégsted Eome gve:ridi@g
principles Hhi;h.hav§ a bearing on the issue of recruitment and
placement of minarity)persannel in a publié‘schaalﬂsystgmi The
impgftanée gf équal emplayﬁent nppnrzunity,vespgﬂially‘1n.thE field
pﬁbliz edueaﬁi;ﬁ; :annét be overstated.. Ha;efuilYQ_iﬂ the not too
distant fugureg the customs within our country will be seen comport

with some of the legal principles which I have discussed today.
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Below: A panel discusses |
issue of what happens to minor-
ity personnel after they are
hired., The panel is composed
of a superintendent, a career
placement counselor at a uni-
versity, and a personnel ad-
ministrator in a public school
system.

m

e

G . AETHE ot S B0 o




Assessing the Need for A Racially Balanced Sstaff

Dr. Charles D. Moody

Today I want to share with you a few of my notions about
the whole area of staff racial balance. The term racial
balance has been in the news and in the literature for a few
years now; to me these terms are code words or sfn@nymgﬁs for
desegregation. Desegregation is normally thought of on;y in
the body mixing of students. 1In fact the concept of equal
education opportunity is very seldom expanded to the level
of staff recruitment, hiring, transfer, promotion, and retention.

Racial balance is for the most part thought of as main-
taining a Whité)majarity and control, based on some percen-
tage figure relative to thg racial composition of the student
population of the school or school system, if the system has
a majority Wﬁite population; however, this definition or con-
cept seems to lose its vgliaiﬁy when the reverse campaéitién
aflthe student population is thé case.

I would advance the concept that racial balahce of a
school staff would reflect the percentage’ of the racial com-
pééitign of the student population, if that percentage is at
the same or gragte:’percaﬁtsgé of £he minority population of

the country as a whole, and where this is not the case, then

Dr. Charles D. Moody is Director of the Pr@gram f@:fEducaticnal
Opportunity, University of Michigan, Ann Arbor, Michigan.
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in my schema, racial balance would be the same percentage
staff composition that reflects the percentage of the minority
population of the country. This concept would n@t.allaw
school systems with relatively small or no minority student
population to feel guiltless in thair’lack of affirmative
actions to employ minority personnel at every level in any
appre;iablE'nﬁmbers;,

Now that I have presénted my concept of racial balance .
in staffing, I want to proceed to the other areas to be cov-
ereﬁ in my talk with you this morning.

During most of this country's history, public policy
has been characterized by separate schools for Blacks and
whites. 1In 1896 the Plessy vs. Ferguggn decision of the
Supreme Court established the doctrine of "separate but
equal". However, in the Sugrémé Court decision of 1954,
Brown vs. Board of Education at Topeka struck down the Plessy
vs. Ferguson doctrine of "separate but equal", The jugtiées
ruled that "in the field of public education the doctrine
of separate but equal has no place. Separate educétianal_
facilities are inherently unequal. "™ |

Not only were the facilities unequal but the grave dis-
crepancies between the éay for Blacks and whites were ﬁgre
than unequal to say the least. Blacks with better qualifi-
:gatigns,-mare years of experience, and in position of réspgnr

sibility could not hope to make as much as white teachers.,
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In both the North and South, but more so in the North
than in the South, Blacks could not realistically aspire to
positions beyond the classroom teacher level, in fact many
northern superintendents and personnel directors were look-
ing for Blacks with Ph.D.'s as classroom teachers. The one
big cry has been, we can't find any "qualified".

Leo Beeke, a Vice-President with Ford Motor éémgaﬁy,
stated in an }Ssﬁénéf Newswe%k in 1968, "Hiring the most

the right philosophy --

qualified is a good philosophy -

s0 long as you give everybody the opportunity to be qualified.”

H.J. Smith relates how he approached his college advisor
about the possibility of becoming a superintendent in the fu—-
ture. The professor's pesgimisticrreply was:

‘"Frankly speaking you might as well forget
about bheing appointed a school superintendent.
As far as I know outside of eleven southern
states, there. is one Negro Superintendent

of schools in the United States. He is in
Lincoln Heights, in an Ohio Community of
about 8,000 persons of whom 98 percent are
Negro. You can consider yourself lucky if
you get a principalish in a large city. Yes

I would say your best opportunities are in
the large cities, if they are any place.

I am sure you do understand there is no

doubt in my mind about you being highly
gqualified and capable. Your leadership
ability has been commended internationally,
you are academically well prepared and you
are a successful teacher, but you are a Negro."”

Bernard Watson, a Black who was fézmérly deputy superin-
tendent for planning in Philadelphia, states, "We have been
systematically kept out of top positions fér_yéars == and we’

still arég“B




While we are on the subject of qualifications, and

looking at the historical perspective of employment oppor-

tunities for Blacks in education, I would hasten to point

out that some of the taétics employed to keep Blacks out
have not been so overt and blatant, at a first glance; in
fact, they may seem fair and very good policies {nsﬁriﬁg
equality of employment opportunity.

In some states all teachers had to take the National
Teachers Ex amlnatién but the way the test scores were used
as criteria for promotion and placement on tenure status was
a different matter. In many cases Blacks were required to
make higher £ést scores than whites. |

Many of the larger school systems had their own téstiﬁg
Pzégess ﬁhich in many instances consisted of both a written
and oral axaminaticn for all P%ESOﬂnél. If Blacks paséad the
written, they were eliminated on the oral. The Courts have
struck down these kinds of aiSEfiminétéry’praQtices where
they existed. However, if we would look at the statistics
of some of the 20,000+ school systems in America, thé employ-
ment opportunities for minorities is very limited whether

_ or not the process of desegregation is taking. place.
 One would rarely, if ever, hear an Qpénly bigoted
expression at schools like Harvard, Yale, the Un;ver51ty of
Chicago, the Un1v3351tg of Callfarnla., At the Eame't;me,
vhqweve;,_subtly d;sczlmlnat@ry remarks ané'actigns aé'exa

ist, and the University faculties and students have usually
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been white, while the custodians have been Black.4

The history of empioyment opportunities for minorities
at the colleges and universities is more depressing than the
elementary and secanéary school level. All have in recent
years tended to hire minorities on "soft" money -- Federally
funded or special projects of limited duration.

The non-professional staff employment opportunities
for minorities aren't any rosier, especially for the secre-
tarial and clerical staffs. Tn our wﬁrk here at the insti-
tute, we have been involved with more than 20 school districts
and roughly some 70+ schools. The first thing that strikes
our eyes is the whiteness of the front affiée staff. This
has been true regardless of the racial composition of the
school's student population,

I don't intend t@’b@:e’f@u with a lot of statistics
or to tell you things of which you are already aware.

A few moments earlier I mentioned that theré were glaring
discrepancies between the salaries of Black and white educa-
tors. There have been a number of law suits filed in the
past by Blacks to rectify the situation. These litigations
were carried Qu£ in courts in southern and border states
during the 1920's, 1930's, 1940's and 1950's. Let me cite
some figures from some cases. In 1935-3¢ in ‘seventeen states,
only about $.50 was paid to "colored" teachers for every
:$1iOQ paid to white'teaéhérs. "North Carolina seems to be

more -liberal than the average, the ratio at that time being
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to the Negro for each $1.00 per white."s

Not only were employment opportunities poor, but when
we got jobs we were paid much léés for the same job.

This part of my talk was merely an attempt to give you
a historical overview of employment opportunities for minor-
ities in education, as well as to advance my concept of a
racially balanced staff.

There are five other areas that I wish to touch on
brlefly.

l. Models for the develgpment of 9951tive
self—cancepts in students.

2. Destruction of myths and stereotypes.
3. Models for whites in subordinate roles.
4. Economics.

5. S8chool Boards and ccnsultants.
The Courts have enunciated a number of reasons for or-
dering staff desegregation. First, let us look at the legal
thagfy that has been set out in some basic litigation éver’
‘the past few years. The Courts have said all students'are
entitled to an education free from any form of racial discri-
mination —;:incluiing'segreéatign of faculty. The ségrega—
tion of staff denies the'étudénts‘ rights to an eqﬁal}educa%
tional opportunity.. | e
Judge RoﬁhE inrhis decision haﬂdgd down Wednesday, Jﬁn%?:

14, 1972, gave a specially created panel the power to reassign
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teachers "to prevent the creation or continuation éfitha
position".

Roth said there should Be no less than 10 percent Black
faculty and staff at each school "in the metropolitan dis-
trict". He also said whenever there is more than one admin-
istrator "every effort should be made to assign a biracial
administrative team”.

We, as Blacks, must not continue to let the courts or
white school administrators Qpéréte from a deficient or
‘pathological model in balancing staff. The literature both
legal and educational is filled with statements trying to
rationalize and/or justify elimination of Black Educators.

The NEA Task Force on Teacher Displacement7 found that
white schools are viewed as not having places for Negro
teachers. As a result, when Negro puPils iﬁ any number
transfer out of Negro schools, Negro teachers become surplus
and lose ;hei: jobs. Iﬁ.matters not whether they are as quali-~
fied as other téaehers in the school system who are retained.
Nor does it matter whether they have more Seni@f%ty; They |
were not employed as teachers for the school system -- as the
law would maintain -- but as teachers for Negro schools, which
is the result of that natién that Black teachers are "deficient",
~which scares people, now that they might be teaching white
students. | | |

To quote from the New York University Law Review, vol. 42, i

ST A i b T B, i 0,
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1967, this assumption is taken as fact. The following state-
ment attests to that:

"Due to several conceded inadéquaciés of the

Negro teacher who has taught and been taught

in-all Negro schools, one of the direct results

of wholesale consolidation of faculties would

be to produce an overall inferior institution.

It is difficult to read Brown as requiring such

a sacrifice of educational quality for the sake

of principle. Neither the constitution nor the

remedy for past constitutional violations re-

quires both Negro and White students to suffer

Negro school." o

. This rotion is so widely accepted that programs to

retrain and upgrade displaced Black educators have started
with millions of dollars in Federal and foundation funds.
chevef, later court ‘decisions have shown by their rulings
that a’person qualified to teach Black students is just as
qualified to teach white students.

There are those who will argue that there is ample
authority to show that Black pupils are injured by the
assigning of teachers to schools on the basis of the teachers'
or students' race. 1If one is to rely on the white sociolo<
gist, psychologist, and educator, there is existing an
abundant. amount of information that would show that segre-
gated faculties are harmful to the educational and psycho-
logical development of Black students. This hypothesis is
advanced on the premise that the Black teacher is from the

lower class and he or she alsc is the product of an inferior

ééﬁcatignal institution. Many 1érge‘ngrthern school systems

i
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have used graduation from a southern Black college as
grounds for denying Blacks employment as educators in the
system. |

In much of the literature, efforts tg;shcw a need for
Black educators in a desegregated setting attempt to show
that only Black students gain from the model image of the
Black educator.

The Iowa Law Reviawg refers to some work of Clark and
Kaplan in which it is stated:

vgtudent desegregation is only a partial
solution to the problem of the Negro .

child. His new educational surroundings
cannot really be called "desegregated"

when the school rigidly retains an all

white faculty and staff. When Negro children
observe whites in positions of power in a
school while Negroes hold only menial posi-
tions, the teaching and learning of democratic
ideals may be hindered:. This occurs because
the assignment of teachers and administrators
on the basis of race is a concrete example

of undemocratic action. Further, it is at
least arguable that the achievement of Negro
children may be adversely affected if all of
a school's teachers are white. Negro children
identify more easily with Negro teachers than
white teachers. Seeing Negro teachers being
treated equally with whites in the schools
they attend assists Negro children in be-
lieving that they, too can achieve equality
with whites."

very few references in the educatignél literature .
speak to the injury to white students inAall.ﬁhité_settings,
where thgir sense of superiority and thermyths and stereo-
types éf Elaéks are reinforced aﬁd perpetuated.

Héwever, Abraﬁa@ Fivgigrcns makes some good and valid

points that indicate the cultural deprivation and the
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psychological damage done to white children growing up in an
all white milieu. Let me state just a few of his remarks.

"The white child in a white milieu, withk no
essential break in patterns or attitudes

in the home, builds into his personality

a feeling of the rightness of whiteness.
All major sources of his impressions rein-
force each other and lead him to feel that
Whiteness, the way he is, is natural and
standard.

The signs, language, rewards and punish-
ments, behaviors of referent adults and peer
group norms and behavior, all tell the white
child that the people who matter are his
color. Children note that white persons
almost always hold the positions of respect
and authority in the society."

The white child as he grows up orients himself in a
shite-centric world. He thinks of himself as the standard
against which all others must be measured. The notion of
superiority simply because of his color is developed.

The ghettorized and deprived white child needs to see
and interact with Blacks who have varying social roles,
economic status, and léa§ETShip positions to eliminate the
myths and stereotypes held. This is necessary for his Dwﬁ
healthy development, emotionally and psychologically. Child-
ren reared in the félkways of the rightness of whiteness are
- condemned to move in the cherry orchard of a dying éra,
playing roles fast passing from the stage of hist:ayilo
1

=

Irvin Glick™ ™ conducted a study in which he attempted to
ascertain the credibility of the demand that Black children-
nged not Dﬁl? gragszéats involvement and control of their

séhaols, but moreover that Black children must have Black
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teachers. This demand seems to reflect the view held by
people in various Black communities that white authority,
white-made decisions and white-designed programs are no
longer appropriate for Black people. That in a special way,
whiteness iﬁself makes a difference -- a difference that
acts, at this time, as an obstacle to the fuller realization
of Black identity, prestige, and power! Furthermore, the
demand for Black teéchers for Black children seems to be
convergent with the viéw:that if Black people are to parti-
cipate in every facet of society with pride and dignity, the
obstacle of whiteness itself must be overcome.

The concept of Black control, Black Power and Black
identity is very frightenihg to white educatars, becausé
it carries with it parity, equal power, positions, decision-
making authority and financial res@urce-éamtralywhich is
difficult for this scsietﬁ to comprehend. I have stated many
times that integration, separatism, and the above meﬁtianed
concepts are not only compatible with but necessary for true
inteéfatign, however, I have not mentioned the steps that
have to be taken.

Samuel L;‘Waadara, Associate Eréfeséér of Educational
Administration and the Director af.a Title IV Institute at
Iilincis Staterﬁnivefsityp'makes a Very'gacd analogy between

Black Power and achievement motivation.
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Black Power

1. Self definition and determination of unique values:
reject racism and other values retarding achievement.

2. Unite: lead own organizations, decide upon goals and
what roles necessary to attain then. '

- 3. Recognize cultural heritage: develop black conscious-
ness, pride. :

4, Build sense of community: call each other brother and
sister; ‘"soul" binds all regardless of differing
education or status -- "getting ourselves together."

Achievement Motivation

1. Cognitive supports: self-image; what is important
and valuable in life? '

2. Goal setting: 1life gr:élinvezteryI strategy for
removal of obstacles to attainment; risk taking and
responsibility for actions.

3. Language of achieﬁémént: social~psychological climate
for achievement mystique.

4. Group support: achiever needs emotiocnal as well as
rational support in his attempts at self change;
group leaders convey idea that -- "whoever you are,
we accept you as worthy of our respect." 12

This topic really lends itself to a dissertation or
. book, and I don't intend to talk very much longer; therefore,

I would like to close with these formal remarks:

1. All students are entitled to an education
free from any form of racial discrimination
including segregation of faculty. The
segregated faculty denies the student's
right to an equal educational opportunity.




2. Schools may be identifiable by t
of the faculty irrespective of t

composition of the student body.
the community's eye a particular
be labelled "inferior”™ or "minor
+he basis of the staff and thers
age pupil segregation, but more
denial of resources.

3. Educational benefits to be derix
staff racial balance include:

a. Staff sensitivity and resour

with students of differing «x

i or socio—economic backgrounc
as educate them about their

and citizenship in a plurali

b. Cross—cultural interaction n

- (teachers, administrators, €
C. Exp%r;énge_(far whites) of &t
' to authérlty figures of the
2ee d. Mgﬁlf;catlgn of concept that

o are restricted to the lower
the employment laddexr and tl
.educational opportunity does

e. Rals;ﬁq of mlnﬁrlty staff mc
improvement of their teachir

has been eliminated as the r
tion of assignment and, asst
~actions, such as promotion.

f. The economic gains as inceni
minority staff to aspire to
to control large budgets anc
other agencies doing busines
schools through affirmative

_If the abava,itémggare,nét,engﬁgh to cons
”eéu;atq:sithat'théir,staffé sh§u1§”bé'faéiallj

this might. Edﬁcatignéi iﬁstituﬁiéﬁs are

m\
'y

10t
Title VII ﬁnaérlthé 1972 amgndments-'
Thanks fgr yéur atténtlanirri will n@wré:

quastlgﬁs or gammants- _-'
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SOCIO~PSYCHOLOGICAL IMPLICATIONS IN

RECRUITING AND HIRING MINQRTTY FPERSONNEL

' ‘Ulysses Byas '

‘Thé @Ejéctive as stated on the outline of this
.Ezcgraﬁ is t@=aiscus$ scﬁe of thé factors which affect the
miﬁérityzpersgp‘s'attitﬁ&értoﬁara Séékiﬁq empl@ymeﬁt in

'-rén'iﬁtégfatéd setfing; The canstralnt of time mak@s it
1mp@ss;ble to présent a thor@ugh h;sta:lcal backgraund
relative tafthe Cagsativ§ makeup of the mincrityyperéén's

~attitude taﬁafdthings geﬁerally in our sccietyﬂand 6f~
seékin§ em§lcyment in iﬁtégréted settings partlcular. Qﬁe

would have to understand that fram a phllosaph;ca; v1ewP01nt
and from an aperati@nal aspeﬁt, our t@tai EDCl%ty was one
1n whlch tha m;ncr;ty was hy des;qn and pu;pgse éxeluded
frgm the ma;n stréam @f soclety 1nclu51VE—éf'emplgyment.

| Amcng the objectives were (l) to make the mlnarlty

vgersen feel ;nf%z;ér tc membezs af the démlnant racial
graug,'(z) to maké the memhersrcf the;mln@rlty knéwjthat Wheﬁ '
seleéted'he ha&bieéeivéd Preféreﬁtialltréatmeﬁtfaﬁdrthe:ei
fare,fowes'a/spécial'débt=cf gratituaé'tarhis-"qdasi pre- '
feréntial beﬁefactcrs“ (3) selectlgn Eactcrs were based
on standards and tralts af the majarlty race anly, thlS
ne22351tated - in many 1nstancesg thé mlngrlty pe:san ta_
reject many of h;sAgwn traits and to imitate, as near;y-as‘
pDEEiblEf:§5QSé.§f Fhe:majgriﬁy; Qufingvthe séhgallyéar -

1965 -a--superintendent of schcals'unde:'whgm_i serVé& as

Mr. Ulysses Byas is thé Sugerlntendent ' chgols,

in Tuskegeé Alabama.-
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a high school principal came té me after ‘visiting a fcat-;
ball game at our school with an DbSEEVEtlDﬂ in two parts.
He pfefaced h;s remarks by saying,'"Mr ‘Byas, you knaw next
year yéur school will be playlng wh;te schacls and I have'
two cbservat;ans tc make. Number one your cheerleaﬂexs
were not cheerlng. ihey Wererchanﬁiﬁg.r Inithersegand élacé,
your majorettes were not marching, they were swinging their
hips. You knéw", hé_c@ntiﬂueé; "its little things like
-this that our people will be watching to see if this
whole thing will'geallvaérki"' Frcm thé.phiiascphical
base which was 1ncluslve of many more assaults and rapes on
self céncepts Df mlngritw mémbers as it relates to under-
standing, values and apg:ec;atlgnsj serves as a basig of
the gxan& deéigﬁ of éxclusicgi- Fram'my ﬁﬁde:stanaiﬁg of
the nature of the'Pféblem, qeagraphy maie-very,little
“éifferenca —'Ngrth' East, South or West. Meél@cre ngs DI
i mlnar stlthnS with little or no admln;étrat;ve or dEElElGn
maklng clcut were the Dnly anes really cgen to mlnarlty ;
persans. The methods and précedures af 2321u513n varled
with the seetlgn of the cauntry but the end results Wére .
essentially the same.

The :ecrﬁiﬁér of min@ritylpeisans féf pésiticﬁs
, mugt kncw that patentlal ;nput 1ntc 1mpartant decislan—
making functlons must accémpany jab respgnslblllty and
t;tle. MlnDrltj ;nd;v1duals, like @thers, must be allcwed
to make decisions, offer suggestlcns and parfgrm dut;es
c@mménsurate to thélr backgrcund educat;sn and exgerlences

w;théut cansLantly hav1ng to seek appraval from th21r majar;ty
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-~ personnel counterparts”who may shara,rthacfétiéal;y, equal

job status or less. Unless this is déner I can aésurE'yDu
that the minority perscn is uniquely QGélified‘thréugh con-
ditioned reflex to see thrcugh the hypcarltlcal veneer of
false paddlers of racial lnclu51an in. hl?lng

Thls‘des;gn is felt thzﬁugh many media and expressed
in countless pages of iite:aﬁﬁre ﬂéaligg with Ehe ﬁattet;
I selected two such express;cns whlch I think SufflC% in
making the point. One is' a poem by Cauntee Cullen entltled,
"Incident". .

Once rldlng in old Baltimore,
Heart- filled,  head- filléd with glee
I saw a Baltlmcrlan

Keep looking straight at me.

Now-I was eight and very small -

And he was no whit  bigger, and

So I smiled, but he poked out-

His tongue ‘and called me nigger.

I saw the whole of Baltimore. .

‘From May until December. '
Of all the things that happened there
That's al; that I remember.

aﬁd'w1th_gthezglabals which the‘supparters gf the philascphy
-of exclusi@n:have éxpaunﬂéﬂ— These’ labels are damaglng ts
isélf—EDﬁCEPtS particular @f undératandlng va;ues and appre—

Qlat;:n and, vacaur&e,_play a:majar role in shaplng attitudes

of many'minarityvpeaple A cartaan in the New York Post,

some yéars aga’ reflect a: pglnt of view in th;s area.

I use ‘to think I was paar

Then they told me I wasn't poor, I was needy

Then they told me it was self—defeating to think
-of-myself as needy-

I was deprived was a bad 1mage, I was under=
priviledge ‘

Thén they told- ‘me undéprlv;leigeﬂ was QVEIUEEd
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I was disadvantaged.
I still don't have a dime
But I hava a great vocabulary.
‘The aparatlan of the ayatam of exclusion which haa

been praatlaad in this countryf un;varaally, unt;l the laat

faw yaars, ‘have had markad nagatlva affact on tha autlaak

af many mlnarlty paraaaa. My undaratandlng ’f Some of the

reasons for the development of thla nagatlva outlook comes

fram several abaarvatlana and paraanal experiences. Exampla '

af some af thasa afa; (1) the “anl'

Qna" ayndroma_ "Jahn,

yau are allrlght but thoaa others". . Tha racrultar of

,m;naraty persons muat undaratand that the mlnotlty paraona

raaant takanaam amploymant Tha work must be maanful, self-

aatiafyang, and provide maans'af araatava'autlat for the

- employer. ‘The nature of the job natw1thatand1ng. (2)

 The super nlggar ayndrama. Tha raarultar of mlnorlty paraona

must unéaratand that blaaka and other mlnorlty pataana are

 not auparlar to othar paraana. Whara 1nta111ganaa maana (a)
‘ablllty to adapt to the anvaronmant or (b) daal w;th aymbala
‘or abatraatlana or (a) abal;ty to learn, tha ranga and

p:oPart;an among mlnarltlaa are probably tha aama as an any

athar racial graup. Tha recruiter must undaratand thaa and

Tha effects hava va:iad from total aubmasaaan to open
rebellion and rafusal by many minazaty peraana to aubm;t tc

The aancom;tant damaga in tha areas af economic and aducataan
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'haveibeen eqﬁally as ﬂaﬁzimenﬁaL tgsmaﬁ§ minority persons.
This is especially true in the area-gf ﬁﬁdérstanding as it
relateé'ta certain factors as selfécgngépt, thé influence of .
sélfﬁcéﬁcapfs énat}titudesF feel ngs, beliefs, EQmﬁitméﬁtS;
understandings éf family, friénﬂskand cgmmunity.v Thérayﬁémism
of tﬁis;relatiéﬁshi§g7as it relates to the larger- society as
‘well as to éthefraréasf hgsrbegn in the:area éf;valueé:

'app" c;atlcn Df the qualit y of character in.persons, tﬁe

'1.dign1t’ of self as well as the‘dQQ’ify of others and the

b
=
1]
tn
i
IL__I
i

<
it}
n
g
m
|.__m

'_l\

appr321atlgn of- ccntrlbutlans ‘made by peog
as athers in thélﬁuilalng beth;g nation.
The récfﬁitér.in;hig.quest to hire mincrityiperé@nnel
- should be aware of the fact that there are iﬁstancesrin
whlch,same'memEETS-@frthe,mlncrlty must make some psych@la§i=
’ cal’adagtatiéné.éf céhf@:m;ty; bﬁt;c@hver521y; he must also
undérstanﬁ that, on sgme;occasi@né‘adaptétiaﬁs mﬁsﬁ'hé*mada
of" procedules and methaﬂs as WEll as quallflcatlons criteria
in keeplng w;th the . spec;al and uﬂique needs éf sgmevmémbers
of thé mlnar;ty esp c ally needs in- the psych@lag cal-
affeétivé;démaih;; My;understand;ng Df Why ‘some minority per=
sons ﬁayraépéaz”té be slgW};n,acceptlﬁg,emplcyméﬁt,iﬁ,same;
places comes fzam Ehe'absérvatian of pést pracﬁices in which
V'ﬁiﬁcrityaparsais~ﬁé:é emplcyéd in low security posit -ions with
Uﬁgeftainty fotanﬁre. All’p@tenﬁial émplayees must regard
théif jabé,és saéuzé pasitiaﬁs;whi@h i@hnat,fluctﬁate,be=
,cause @f speclal fundlng, or. Gther ldleynCEESlEE common to -

rgrégrams and cdrp@ratlans Whlch hLTE 1ndlv;duals because

- of their mi inori ty Etatu; and WhlEh dezlare such 1ndlv1du
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"surplus" when funds are no longer available. The: recru;ter :
can place this ln the contex of ‘the new ph;lgsaphy of 1nc;u—

sién; ' He must understand that f h p lasaphy of éxcluSLQn

has really changeﬂ ta cne of 1nclu51cn ~that aff;rmat;ve
steps tD announce thls change must be as hanestly and sin-
cerely pursued as were the methods used 1n pursult cf an

exclu51anary practlce.
| . ;
The recruiter must understand that many members of the

mlngr;ty can feel a cllmaté Df accegtancei Théy can readlly
;dentlfy, smugnesg, prezudlce, prav;nc;allsm, etc- and
are legklng faz, 1n many 1nstances, suhccnsciausly, more of

the same stuff "h31ng n;ce but be;ng regected Thls

IEjeEtlSn extends to exclus;an from the saclal status helr—
archy,asscclated with the-partieular wgrk assignmént and

performance expectati@n, ‘Work to any persan must be sat—

'15fy1ng, Bath 1n terms of flnaﬁé;al reward and feel;ngs of

,soclal 51gn;f1cance., Whe:e e;the: or both cf these var;ables

is 1ack;ng in- the wark s;tuatlcn, perscns w1ll not be able

to functlcn cptlmally.

The recru;ter armed w1th a thcraugh kngwle&ge and unders

rrstand;ng cf the. prabable effects of the Phllasaphy and prac=

t;ce af exc1u51gn must be aware cf p9551ble thaught patterns
Df some memhers af the mingrlty and must, theref@rg, be
1mag1natlve in h;s appraach and dep;ct vision in methcdolggy.

Mgreaver, he should be - equlpped ta glve pﬂlnted suggestlgns

:ngr;ty persens 20 t:apped may break thrgugh

PathDlD barzlers servlng as lnhlbltgrs ta job placeﬁf

~ment and perscnal advancement and théryfcre, be abla tD make
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h ‘j‘"‘tw,

psych@i@g;:al adagtat;ans in seeking emplgyment in the larger ”§
lntegrated sett;ng. Ihese ‘inhibitors may show themselves ;
in many forms inclusive amaﬁg them may be several k;nds Qf

'eqo defenses whléh wguld sap whatever matlvatlgnal energlés

, the,m;nar;ty Lndlv;dua; might have. N _

‘Iid like to go brck to ﬁy’éarlier mention of labels

. whlch have been’ unlversally appl;ed to pggr peaplé, many

of wh;ch are members cf mlncr;ty. Labels which are suggest1VE

 §£ samethlng which is 1nherently wréng W1th gersans so label—

_éd. Many of these L,b%ls, wheg,appl;ed to the aggr;eved,
causes,tﬁe,perSSn to be&@mé‘ééféﬁsivé. I submit'tha£ even

if tha statément of his cgnd;tlan is true, when one truly
understands the cause af thiS Eandltlan, ;f it is ta be E-ﬁ %'
labeled at all, 1t shauld be labeled Ln a mannér thraugh
whlch the aggrleved at 1east PSthGnglcally, wculd take -
an offen51ve Pcsture.; ‘ | |

Labelg such as educatlgnally depr;ved,“ TI suEmit' is

not as descrlptlve ;h terms Df what actuaLly hapgéned to : f
the persan. ‘Such label shculi bé changed to "educatlonall} '7 g
Hcheated " fcr 1n many of thése 1nstances the aeprlvatlan | ?
was caused by a. d251gn éf ‘someone who follows the PDllcy of. ]
excluslcn., When the aggrleved hears the Subst;tuted term,_ |

edu;atlanally cheated he' s sart of kncckea fo h;s feet ' |

tempgrarlly because Sameone has to adv;se h;m that he has
been cheated. ThlS térm cheated " hawever, sheuld cause

,h;m to go on the mental offen51ve and ask, "Whg is ;t?“: "What

dldrhe take?“

Terms 1ikér“soéiall&’iéprééSéﬁgﬁ”I submit, should be

7 B B i L i kst et o1 o o 58
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séc;ally Dstrac1sed because the Persan, by design, was denied

full mavement and attendance at ;nstltut;ans of all k;nds
thrcughaut thé Sce;éty and Whatever 1nab11lty tD adjust 1n
1arge: social. sett;ngs was, by deslgn, the result of asinine
exclu51cnary practices. He shauld know that it was not by
a221dént* and theréfgre, he ‘should go on the mental offensive.
In the new phllasaphy Whlch is exempllf;ed in the ré‘
eru;tmeﬁt and hlrlng Df mlngzlty persgnnel far integrated
settings, the recrulter must take aff;rmatlve steps to help
members éf the minority sa ;njured to know that he is

seeklng a persgn with a high regard far hlmself ‘He is$ seek-

ing a pérgcn wha Eelieves ln hlS ab;llty to do the job in

keeplng with his tra;nlng.' He must know that - even thcugh there
are atward phy51cal differences that thlS is nat in ;tself
unique, for all peaplé have abservable differences and’ that

these ﬂlfferences in an cf themuelves, may not serve as

:1nh1b1t@rs for perférmlng EfflElEﬂtly and be rewarded ﬁar

h.s effcrts in the 1arger énv1rgﬂment. It may be necessary

aﬂaptatléns but- whén the%e adjustments are made, he tc@f can

‘achieve and make his contribution in emPléyment°iﬁ iﬁtegratéd'

seﬁtings.

I close w1th a few 1;nes % the authgrsh;p of which i
unkngwn tg me. It isan apprcpziate claging Euggest;ve
t@ members af m;ngrlty whc are seeking aﬂvancement |

Sittlng st;ll and wishing | '
. Makes no person great.

The good Lord sends the flshlng
But you must dig the bait

b e S B
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ONCE HIRED, THEN WHAT? ;

Problems Encountered by ﬁéwfminarity-TeaghErsi » f
Kathryn A. Flynn# , Nf

In considering the p:ébléms encountered by teachers 'E
,after they have sigﬁed their contracts to teach for the first E
itlme, I flnd lt very dlfflcult tD sepafate the events that %
begln at that tlme frém all that has gone before. in my é

daily work I come into E@ntact With teaehars every day . and
much of my time is spent in hélping;sﬁuaeﬁté make_the tran- o
sitianbfréﬁ ééllege to ElaSerDm; Wﬁile Pr@bléms are aé |
 humérGus-ani varied as the number éf;pegplé that gzaduaté
and take teaching jébs each year, since each person is an 7 3
~individual and the sum tgtairéf all of his experiences, there = |
are a few prabléms that aré ccmﬁbn to éiﬁ@éﬁ'aii béginning | | j
-teachers. I hape that in ccnsldérlng the types Df adjustments
that teachers must make I io not try té generallze tGD much

'rWhlch I canslder dangergus and mlsleadlﬂg.:'

ln explarlng the faetczs that underly Euccéssful 'é;
radjustment to a new pos;tlan, a newv enV1r@nment .new frlends §
and associates, and most of all, a-new rgle in llfe, I find %
it necéssary ta begln w1th the preparatlon far this career. 3
No DDE suddenly decldes té be a - teacher and then is 1mmed1ately ;
_hlred— ‘Many years éf thcught declsian mak;ng, and schaal;ng it
- must go ‘into the making of a teacheri Many times the first L
Mrs. Kathryn Flynn is Senlcz Career Coordinator, .
Career Planning and Placement Office, University of M;ch;gan,
Q Ann Arhar, Mlchlgan. o , :
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aE QE
idea goes back to early childhood and an admiration for a
classroom teacher. | |
‘Dr. Jack Sﬁiﬁh'states in an a?tiGié'writtén about the -
role éf thE'téache?-in.thé'claSsrécm aé a'méiél'fér a fu-
turevcar%e:;th§t b1éck children do ngt like thé{ﬁay‘that
they'havé'traditiénally been viéwed‘énafhanaled bg teachers

and‘thé'sahaal‘system,' "In ‘the classr@@m this‘means that'the

'teacher will likely not be a role model to the ghétta students

as he may be to the middle class students. Also, the student
and ‘the teacher may have very dlfferert 1deas about the 1deal
1 ‘Closely related to the role mgdelicf ea:ly child-
hood is5tﬁé'inflﬁéﬁééréf thé high séﬁaol écuﬁséiaf. This
person’ usually ;nfluences a chclce of’ Egllegas. ritrié im=
PDSSlblE heré to ga 1nto the amgunt of 1nf1uence that a Pa:%

t;culaz tyge Df college exerts on- a student He must: evalm

uate and accept or IEject attitudes gragacted by 1nstructars

iand peers- No Dne W1Ll deny that thay a teacher must be

wéli preééréd in_teaching sk;lls‘asuwell‘as subject matter.
However, in the PLagemént foicé’fﬁg'iaEa'that'é black tea-
cher has to be “m@reﬁ>quélified than an§>§th%: is na'langér,;
fauﬁdir éch@ols are. Willihé'té aécépé mingrity teaehers"with
the same degr%ss and preparatlon that any, other ﬁeachéz has.
Th;s was not always S0. 7 : |

The final. deelslcn as to what kind of a LeachéP the stu~-
aéﬂt is géinq,tc b%,ls samat;masraffected_by the_tea;hlng

"market'". Some students are now usingrthé Career Counseling

l. The Ghettg,céllége Student. Gardén D. Margan. The
. American College Testing Program. Iowa Clty, Towa. 1970,
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service to aésesg_thé value of -one major or another if theré
is a choice. We find that some. teaching fields are very
overcrowded while others are in neéd of well~qualified tea-
chers. It is sometimes possible to assist a student in
finding the_best‘fiéld:t@ choose. |

At a large university the stuiént-is offered a great

- variety of choices in the courses he .can take and their appli-

cation. Eany students decide ébput the type of school in
which‘ﬁhey wish,t@ feéch aarlyriﬂ théif Préparatian to be
a teacher. Much has been wrltten abgut the need far tea-
chers in Parﬁ;cular situations that requ;:e spec1a1 pre%

paration like teaching in the "inner" city, in special

fschecis, ih'h@spitals, etc. If a student wantSvt@ teach in

a 5pec;f;c type of ‘situation he shéuld get as much 1nforma-

t;on about the 51tuatlcns that he. w111 encaunter as he Easﬁ

slbly can. Dgpgztunltles are. sometimes prQV1dEd for obser-
vatlcn, student teachlng, valunteer work, or persanal re-
search. In this process the student is able to evaluate
the éituatian_that he will bé'fécing anlhis fizst=j@b and
bé'prepazéd f r the problems he will enc@unter. .

If -a student :wants to teach children of hls own race

his training should be slanted téward that goal. Relating

tD chlldren who are gréw;ng up ;n a 51tuatlcn and environ-

'ment Eimllar to hls early schoallng will prgbably be easier

than teaching an unfamiliar grgup, Hawever,'attltudes have
changed greatly Dver thé past few years. Accczd;ng to. Dr.
Smith "Black students are insulted by 'experts' ignorant

of their prgbLems"
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In a pamphlet entitled "To Teach or Not to. Teach..,
That ig the Qu%stioﬁ;'-puhlisﬁed'bg thE‘Natiénal‘Centgr for
Infarmatlan on Eareers in Educ tiAﬂ in. Washington, D.C.,
it is stated that "The ghetto is gold...an economic frontier.
The'biaék cammuﬁity has many problems, in addition to many
resources, Many géverpment‘agarprivate programs directed
at théSE:prDblémSithéﬁ fail to‘gét at Black pfcbiéms‘bégaﬁée
of the lack of uﬁderstand;ng of the pegple involved, lack of
empathy far Blawk peopla, or lack of- adéquata eﬂucat;gn of
the peaple b51ng hELEéd.,i;ducat;an ;s the keg that ogens
the minds of people to a greater undérstandlng of their pllght
‘and_the sélutiéﬁs'availéble'and'passible.f Many residents of
the B;ack community cguld usé that key. As an educaﬁérzwhc

‘happens to be Black, you stand an éxcellent chance of hav1ng

a strong feel;ng iar, and relatlng ta the students and Earents'

of the Black ccmmunlty.v In thls respect ygu have the oppor -
tunlty @f bec@mlng mcre than a teacher.' Eéu can become a
part Df the ﬂéVélOpmént of gne of America's most challeng;ng
cDmmunltles ~ the Elaﬂk Ecmmunlty "

SLHGE black students attgnd schgals 1ns;de and auts;de!
of therBlaék~cammuﬂ1ﬁyrsameistudents:eleet-tc,teach'ln,lﬁtEH
gratedVSéhgqis; :léaéhiﬁé in aniintegréted S§hé§l;:beingv |

. the first miﬂéfitf‘téachef in.an all white schgai} or teaché
balancé, seems tc zequlre a much mére searching look at the
position and at,thé schacl Takenlsm occurs in sch@als as

well as in business. If a person wants to be a "pioneer"

s g BT 2 e B G s
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_ to tell whaj; the att;tuae;t”:swara minor

'ﬁéﬁ?liance *ith equal ﬂggartunity Empl@yee prac

for téaching s

he must have thé gtami fér thls klnﬂ gf rale.

to b%ing Egmﬁetéﬁt'in7hi§-téa¢hing Skllls,h% mu

rﬂéterm;nei to guscé;ﬂ as a téachérrazé a,éat§1§

3 lS apt to be_a very. "Lanely",ana--v

It is ﬁét”11”}ys Passiblé for a prospectiv

Paclally a. rﬁcenﬁ graduate, tsrééaluat% the a

- an entlre schaal systam-_ In,,alkiﬁg to 'a recru

vlsltlng a séhggl one or two times,;it mé?_ngt

sr:il

‘H-
T
w.

i £ there arerEiackg in administrative- pgsitiéns

hari tQ;té11'1f these a:e ﬂégisign'maklng é: PO

é

rcles;rrIt is almgst ;mpDSElblé t@ judge Wh%tha
- will bﬁimade af a Prasgectlve téachér s talent

“he will be relegatéa tc a statlc pgsltlcn to sh

‘Qﬁlyything that néedg ba Ea;a abaut a Fﬂgltlﬂn 7

 ’sat15faEth§ is. that the teacher dges ‘not. haveg;

;ﬁgr,mgrg thén +the year fcf which he has signeﬂ‘;

'jIhe pérsanal quall es that gé ﬁc make a 51

‘teacher aré tég numéraus ta ais:ﬁsg“héré;f HQWE‘

;}L;ke -to suggest that a quality gr attr;buté gf ”

m‘ l

émsit§ ’e'énE @f the mcst 1m§grtf

g \m\

'th Lt cﬁmes thraugh whén a - téacher is- applying fc

m

It seems to be rélat ta an ablllty tg cammunli
1

_a 11k1ng for peo E:%}'{It; s an ;ntanglble samet}

,hlghllghtg a student N=h whglé feelrﬁg f@r teach;r

 mEatesrhig;éélléée_éarEEfiénd araws @thers tg h:

;,be'aﬁ'assgt in7sleing's§mérﬁf;the préblamg that
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because a teacher is new or belongs to a minority group.
Students bring all of their educational preparation
and personal feelingé with them when they come to the Place-
ment Office to obtain ass.stance in obtaining a.teachiﬁg
position. 0Or a position in some other profession. I tend
o0 equate everything with teaching since my work is exclu-
sively with teachers. However, I am aware tﬁat there are
" other professions and étﬁer positions available,
One of our prsblems in dealing with-minﬂrity'students
‘is that we do not see enough of "them,. Séme seem to feel
that we are too "establishmen%@ @ri&ﬁted*and ganncﬁ help
them. In an effort to éveréamé this and change our image
we hired a Black girl whose job ié to assist miﬁérity stu-
dents. She can do many things that others cannot ﬂc, such
as meeting with groups at Trotter House in an informal
-  séttihgi In this way she éaﬁ let studEﬁts know that there
are maﬁy‘agp@rtuﬁities'right_ﬂéw for Blacks to start teach-
iﬁg Gr'business careefs. All requests f@r'minarity students
are glVen to her to publ;cLze in addition to the use gf regE
ular :hanﬁelg of publlc1ty éhéris able to supply crganlza—
!=tanS that are recru;t;ﬁg a lisﬁ Df the m;narlty students
.‘on_campug and.their majgr.fiélﬂs af:lnterssti

Shé also meats Wlth studeﬁts, ax9221ally undergradai

' uates, ln Darms aﬂd expla;ns @ur Career Caunsellng serV1ge

S as Wéll as the placement SEIVjCES. Shg is one af the m@st

charmlng ana autgalng pecple that I hava ever met ,Navane
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'We are now in the process of trying'tazremgdél our
office so that students will feel more f;eejté come in and-
use our library and talk to thEVStaff- Formerly we have
tried to have students make appainﬁments 50 that they Wéuld

not waste time coming over ta see someone whD was away from

- the g*f1;e or busy at that time. This seems to be toc struc-

tured for some students who do not want to make formal appoint-

ments to see a coordinator. When we are able to move our

élérical staff out of one large room we will have thé offices
of the staff accessible to anyone who comes into the office.
There still will be some who wish to make appa;ntments and
these will be taken care of. However, a pers@n sae;ng a
staff member not busy at the momernt can start asking quest-
ions and be directed to the counselor or ﬁefSQn who can be

of the most help to him. Wefhcpe that this more informal
format will encourage the more timid, the undecided, and the
“jﬁst :urigus“ to come to our cffice‘ -Our EEfVlCES are

given on an Eﬂtlrely vcluntary basls on the part of the stu-

dent and there is no ccerclon used to persuade him to come

to us.

When a student cﬂmes to our gff;ce we gan then start

help;ng him tc plan for a defln;te pésltlgn In sclv;ng

- the prcblems that he w;ll have aftér he is hired he can

beg;n W1th hls chelce cf a schoﬂl lﬂ wh;ch tD teach Many |
times h;s flrst ccntact w1th a schsal as an appllcant fgr '

9951t1§n is w1th a recru;ter. i
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We arrange for reczuiters to come to our office to talk
to prospectivé teachers each year. This year we had less
than éver before due to financial reasons. However, we
did add a few who had never recruited on our campus. Inter-
estingly enough, for-the first time this year we have had

.recruiters from Australia. Two states sent reprasentatlves

to 1ﬁtervlew prospective teachers ani explain their programs.,

Only three recruiters came from California. Two of these

wanted to talk to minority students only. They restricted

treir interviews to Blacks, students trained to teach in the

inner city, and SPéﬁiéhsAme:iaans who were bi-lingual, They
were very selective in their requirements and d;d not do any
general recrultlng They had enough “ocal appllcants for
.all p@sitiaﬁsg |

These recruiters usually send literature ahead.of their

scheduled date. This contains information about thérSEhDél

and the community. Héwever; it is dependent on the size and’

affluence of the school just how much printed material is
available. Same just send a salary schedule and a fact :
sheét. However, ﬁhe interview'givesVthe_studeﬁt a chnance
to find éﬁt'ahﬁut the school- and aék{questicﬂs,, Theze.is,an

@Ppartunity to discuss thé'palicy and racial make-up of the

~school. In almast all of the schaals the type of asslstance .

T

glVen to new tea:hers is a part of th51r réﬂru;tlng plan.
Dﬁe of the first prablems that a new teachgr must face

has ta do with héu31ng This seens tc be recggn;gad hj all

B
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teachers and most administrators. Sometimes information
abaut housing islmade available béfgré the inﬁerviewi How~
ever, as you can imagine, information about houses and apart—
ments is more plentiful from large cities than it is from
small towns where the greatest problems arise. Many times
there is a shortage of apartments in the vicinity of the
school or even a complete lack of any at all. If some type
- of h@usiﬁg is available it is difficult to judge at a dis-
tance or on one inspection of a neighborhood whether this
is the place a teachéf wants to live. ;Samétimég commuting
from a néarby city is required and édis to the expense and
inconvenience of téaching’in the community. & sympathetic
teacher or adminiétratgf,éan be a great help in lécétiﬁg
a place that is suivable, .but this is ﬁsually dependent
on the person involved, Unless one has mavad to a new com-
'munlty (nct gane away tg scha@l) it is difficult to evaluste
the ;mpértance of a place_té live in solving the problems
of the first teaching pasitian;

If a stuﬂent is marrled or the teacher has a famlly
‘the prablem is campéunded Many st;tlgns are :afused be- .
cause of this prcblem. Where there is segregatéd ‘housing
or substandard‘hguging is the cnly type- cffered to mlnﬁrlty
téachEIszthis.pfébiém?isithé f;rst that has tg be resalvei
In all ragl@ns hDu51ng seems tc be worse in the gmallér
-e;tles, tgwns and rural areas than 1n the metrcpﬁlltan cen—

ters accard;ng t@ the U 5. Bureau of Labcr Chartbaék
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Black America. As long as this is the case it ié incumbent
on the personnel director and his staff, or whoever is in
charge of teacher recruiting, to make the information avail-
able to prospective teachers as early as p@séiblé; He could
also enlist the help of his staff and éthér sympathetic
teachers to help solve this problem if he wishés to hire
minority teachers. They cannot do this féf themselves.

After the teacher has chosen the type of school he
wishes to teach in and has settled the problem of housing
he must turn to the problems of becoming a part of a par-
ticular s:h@gl system. This p%acess cannét be a c@m§lete
surprise to him since he has b%eﬁ involved in ahsezving |
classes, doing student téachin%,'and Studjiﬂg teaching me-
thods for a long time. -

There are certain things.thgt are done for all new

teachers. Although there is an overall policy about the help

that is given to new teachers, many of the actual services
are granted on an individual basis. 1In these cases the . é

effectiveness largely depends on the péaplé who pafticigaﬁe

in then.

In order to fin¢ out just what additional was done for -
a'miﬂ@fity teacher T did a smallsﬁfvey of ﬁhe personnel
foi§35 iq£heDétrcit-Ann’Arbar‘aréa. .ThisQWas nec%ésarily

'éepéﬁdéﬁﬁ-onrﬁime_and‘a restzi;tea,budget; 'iﬁ all caéés

the director indicatéﬂ’ﬁhat anyﬁhinq that was done to assist
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a minority teacher was on an individual baéis according
to the person's needs. None anticipated more problems
with minority teachers than with some new teachers in ad-
justing to the school.
| When a minérity teacher is hireé many times the planning
is done before the teacher is selected. During the screening
process the teacher is sent to a school where the personnel
director feels that he will be most effective both academi-
cally and persanélly.: There seems to be a trend to select
a teacher on his training and then by an "in depth" screen-
ing through a personal interview with a number of people.
Candidates are interviewed by the superintendent @rihis
assistant, by one or maré'prin:ipals? sometines by one or
more teachers, and, in some cases, by the studerts. Hope~-
fully in this way the new teagher_willzbgc@me aware of the
attitudes and make-up éf the school as well as their becom-
ing acquainted with him. 7
LA

Lately I have héarﬂr@f some schools having committees
wh@'magé_é study of thé,cammunity,‘the school anﬁ thé class-
rooms to determine the need for fécial balance on the staff
~ either because gf»pfessure ér a desire to intégrate the
. staff. Dcca51anally, a c@mmlttee 1is invzlveﬂ in the selec-
"tlan and 1ntéIV1€Wlﬂg Df the prGSPECtLVE teacher

. After the teacher signs hls ccntract gther assistance .
is then avallable t@ him. Infarmat;cn ccncarnlng wgrkshgps,

f
1n Serv1:e tralnlng prggram;; arlentatlaﬂ meetlngs, etc..afe
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included in the school literatvre. Those who have organ-
ized programs éubliciﬁe them. Again tﬁe success of these
programs depends on the attitude and helpfulness of the in-
dividual participating in them. |

School édministratmrs feel that.thair efforts to assist
new teachers is now réstricted by the fact that they cannot
make "rules" about dress or gerssnal behavior. However,
realizing that some types Df behav1@r have proved detrimental
to a new teacher's effectiveness in the school and cammunityl
some >f the personnel d;recta:s do try to make suggestions
abcut the effect of extreme styles in dress or actions if

these wculd prgvent a teacher from being accepted in a way

with his students, parents, and fellow teachérs; If the ad-
minist-ator's concern is genuine and his suggestions appro-
:priaté it may help the téacher'duringvthe first period of
adjustment., However each teacher is free to aecept'éf'féjéct
'any ideas that he feels will not assist him in his role as E '
a teacher, Hopefully, he will enc@urage,the new teacher tgi |
devel@p‘his é#ﬁ uniqueness and style as he,ié estabii%hing
himéelf aé a teacher_ and becaﬁing a part Qf"thé prgfessignalr
staff; | A' | |
A tenure caach or a veteran teacher ;s réut;nely a551gned
V;ta.a new teacher tg a5515t -with prgblems and Prcv1de ;nfcrs
mation abaut'the school. Agaln the success af th;s arrangeE
ment depends on. the Dersanallty and helpfulnéss gf the in-

leldual 1nvalved
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- Although not really a problem, but certéin;y a concern
of a new teacher is the type of cultural and recreational
facilities avaiiable near the school or in the community..
Thé teacher needs to be ahlé to pursue his hcbbies} att=nd
classes, keep up with éducati@nél developments, and engage
in interesting Prajects that stimulate him. He also needs
peers with whom he can make friends. Since ﬁhis varies
with each individual and sor.etimes changes for a person as
he matures and-brcadens his)hﬁrizansf £his cannot be solved
with one answer. |

One other p@iﬁt that I would like to make is to call
té the attention af those in a p;s;tign to hire teachers
or school administrators the need for a complete and clear,
written job description. When it is decided to hire a min-
ority teacher the administrator who has the authority to
employ this person must be very sure that he understands
just what is expected from the teache?; The teacher must
‘also be very sure that he uhderstands why he is being hired
and what role he is expécted‘tg play. So that thié.is un-
derstood by e§ery9ﬁe involved it should be written déﬁn and
reviewed by'th@se=inv51Vei- Poss;bly 1nterpreted weuld be
T a bétter ward—» A verbal job dESCIlpthn then carries w1thi

it a bu1lt=1n fa;lure ' There is tDD much :hanze for mls—

=emplgyment and a lack of éppartunity fgr rev1ew:ng the

erg;nal gu;dellnas
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‘been given to planning careers for minorities and recruiting

them as teachers there seems to be a need for more study and

.implementation of plans ta‘assiSt the new minority teachers

and administrators to become an effective part of the school
system where they are employed. Personnel directors and school
administrators are aware of all types of problems that éxist
and can better prepare to prevent or solve them than the

new teacher. Stgﬂents from this university have more oppor-
tunity to study "first hand" the adjustments necéssary in

a large city or small clty ﬂchaﬁl Recruiters seem to assume
that their preparation is more than adequate. This is a great
advantage to minority graduates since their p eparatian is

not questlaﬁed and the same requ;rements as to degree apply

to them.’ Pcsslbly as more Black educatcrs assume the role

of decision making school administrators their sympathetic

handling of the Prcbiems of Black teachers will be solved.
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PLACEMENT, TRANSFERS, PROMOTIONS, AND EQUAL RETENTION

Fred C. Leonard

There are three basic_cqmponents in the personnel procedure with respect
to minority applicants:

1. Recruitment

2. Placement

3. Praﬁatign and retention

Personnel directors must be aware of ihe basic reservations and mistrust
mest minority app]iééntg have with respect to moving or changing. Since the
Supreme Court decision, school districts and industry have Titerally réideq g
the southern colleges and universities to bringxup their ratio of black staff.
This was a beginniﬁg for many minarify prafessianalsi However, studies in-
dicate that once hired, most reﬁained_at that level. There was no upward
mobiIityi There were few hired into decision making positions in school
buildings. However, there were anergus newly created positions with very
:humanistic sounding titles,

; an questign from a recent survey of four CaTifornia school districts
ind%éatesi A careful ana]y51s of p051t1an t1t1es w1th the implied re-
span51b111t1es, indicates thet too often the m1nar1ty person daes not have
‘the kind of position that has dec1s1an mak1nq authority.  There seems to be
-a high percentage of ass1stants coord1nators SPECTE1 this or that, Line
pas1t1cns that would: be cons1dered staff 1eve1 1n the centra1 off1ce are few
1n numbev Hany of the created pns1t1nns seem tg center around the more
social, behav1ara1 d1rezt—cantact types w1th-students~ Soft money (maney

'Frgm spec1al grant,, progects; seems tn be the saurce GF f1nanc1nq fnr many

[:R\KTF the pas1t1ons héTd by m1nn ity peap]e.-f

B

. "L-IStEd bE]OW =1 at=1 f’i*‘!ﬂ: ﬁF l"ﬂ'lru"liﬁi*i TR P
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survey, Titles for the white persons surveyed were not listed as théy
correspond to the minority positions. Eﬁéectatfans were noted in such pésie
tions aszlntergraﬁp Relations Advisor., Asterisk will appear behind those
titles which have no white counter-parts in the survey.
Counselor - 10 |
~ Principal - 8
Vice Principal - 6
School Social Worker
~ Bi-Lingual Coaédinatar*
Intergroup Relations Adﬁisgr - 2%
Curriculum Associate for Black Studies*
Director of Elementary Education
Director Human Relations*
Coordinator Human Reiations*r
Consultant Human Relations*
~ Assistant Direcfarzgertif%ﬁated Personnel
Director Classified Personnel
Coordinator ESEA Projects*
\  Coordinator Fellow Through*
| Assistant Supervisor Atteﬁdance Services - 3
Interim.ﬁaﬂrdinator for Project Cooperation*
Grade Level Coordinator - 2
.Suﬁervisérlsus.Dpératiaﬁ
Superviééf Eudget Audit
Specia1'AssfstantftD the Principéi #4¢ faiviegltural Education - 5%
,ﬁffectnf FérSané1 | o ‘; |

i
. \ .

Special Assistant to the Superintendent for Multicultural Education*"
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Ceurt decision,
The ihitia] placement of a minority staff member is essential. Care
should be teken to fully detail duties and responsibilities. Housing,
- Churches ahd social contacts should be made available. A smooth transition
into the new envireﬁment sheuid'he insured. Promotional procedures should
be fully explained. The Pereenne1 Director sheuldedi5tuss future plans with
the applicant, indicating upgrading procedures both in teaching and adminis-
tration. Upgrading of existing staff is a must. A blend of old and new will
facilitate the exchange of ideas and promote growth.
Personnel Directors as representetives of the d1str1et should establish
basic gu1de11nes that will eneb1e them to reeru1t, p1ate, and peomete
ystemet1ee]1y; o
Some basic suggestions might include, bht'not be limited to:
"Guidelines: | 7
T:‘ Proqrems for advancement shou]d be part of d1etr1ct prngrams,
Programs have existed for whites, but not temmon1y provided
fer minorities. New empioyees eepe21e11y minorities should
be quized abeut Future plans. | |
2. More eppertun1t1ee must be epened fer m1ner1ty persons to
occupy the dec151on mak1ng pes1t1one wh1eh are trad1t1one1 to .
the eystemg The traditional adm1n1etret1ve jobs earry reai
reepene1b111ty and offer eeeurity, whereas the new1y created
pos1t1ene are eften short-Tived when, the spee1e1 funds run out.’
3. Schee] d1etr1ets eheu]d make more use of the m1ner1ty edmie-

I
_treters in-a veriety of cepac1t1es, and recegn1ze thETP
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must be taken, however, not to confine the

- to dealing aﬁly with minority areas. Tech

persons can often be adapted to the needs
population.

When hiring minority people, personnel der
very éaﬁe%gi.Whére they are placed.
Information ggnzérning épeniﬁgs and advanc

atically communicated to ali personnel so

- not always given the;aﬁportunitiesi

App1i§aﬁfs'shpu]d,bé allowed an interview
in that,fieid,befﬁre thérjgbs if possible.
BefiﬁejabregpcnsibiTTtiéé,uﬁpeijingcut
activities which are a part of the job res
It is advantageous to the individual to be

organizations. -

Deliberate and intense efforts should be m

minority professional community when posit

Theiééssibiiitiés:fef[pfnmétiéﬁ:mgstjbé-ma

 beginning. Staff members sﬁéﬁ1dwheiexp§52

‘education."






SPECIAL AREAS OF CONCERN FOR
EVALUATING MINORITY PERSONNEL

Joseph Hill

Before we get into a discussion about evaluating min-
ority group candidates for staff, I'd like to share with you
some of my concerns and ideas about some other things we
need to cansider.firsta

One of the things we have to keep in mind in any re-
cruitment program concerned with hiring minority group staff
is the nééessity of involving rucple in the selection process
who can relate to minority groups. These people must have
a background of racialsethnic understanding which will en-
able ‘hem t@g:;nvincé potential staff that they will become
integral ﬁarts in the school system and be given opportuni-
tiers to make meaningful contributions, Potential staff must

feel that they will be more than window dressing. It is

Mr. Hill is Deputy Superintendent for Personnel, School
' District # 65, Evenston, Illinois.
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necessary, even essential, when we start talking about
recruiting minority group staff, that we begin by talking
about recruiters who can relate in a very positive way to
the applicants.

‘I had a very good friend wiio was in personnecl in a
school iistri;t, and who was a person who wanted very much
and tried very Lard to be free of any prejudices. He used
to say to me all the time, "Joe, I feel thét I can go out
~and recruit black teachers as easily as you can." He was.
sincere. I said, "Well, look at it like this; I don't have
any doubt about your sincerity,'but-ygu have to remember
that it is not as important how you think of yourself, as
it is how you are pefégivéd by the person with whom fgu
are talking. That per%@n‘s perceptions are not going to

be based on any kind of relationship that he has been able

he's going to look at you in terms of his own experience --
his own experiences with whites, and what they ﬁave done

to him and how he has been used or misused by the power
‘structure. Thus, the problem is not th-t you are not fair
and that you don't want to be okjective in'y@ur evaluaﬁicn.
Tt's just that the way that this person will perceive you
will be based on a historical perspective; and believe me,
in most instances, that ain't very good." Thus, a person
may start out with a deficit because he doesn't have an

effective interaction going with applicants, due to a lack
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of c@nfiéence and understanding between them,

Keep in mind, too, that the person evalqating is also
being evaluated by the applicant. While you sit and talk
with the applicant, trying to convince hin to take the job,
or trying to determine what he could bring to a desegrega-
ted school éystem, that person is also evaluating ycuf both
in terms of what your system has to offer him,-and in terms
of what that system is doing in the total educational pro-
cess. It isn't just a one way street. Thgre are many fac-
tors one has to consider as this dual evaluation is taking
?lacei

I remember the gentleman who hired Dr. Mcody to teach
in one district. I asked him one year about the number of : ;
black teachers who had been hired. He said, "Oh, about ?
five or six." I said, "We hired 130 people =~ what do you
mean, five or six?" He said he couldn't find any more.
"What do ycﬁ mean by saying you couldn't find them?" "I
just couldn't find them. I looked all over." T asked him
where he had gone. "I went to Harvard, I went to Penn.
State, I went to Vassar, I went to Oberlin." T said, "In
Chidago, if you want to see a hockey game, do yéﬁ go to
. Wrigley Field?" He said, "No, they play baseball there."

I said, &All right, in the process of re&:uiting black
teachers, you go where black téachers are, and there are
none at Dberlin; and there are none at %assar,“ It was

evident that he had the idea that was permeating the entire
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enterprise, that if you came from an all black schcgi, you

had an inferior education, and you were not able to work
effectively in a desegregated or white situation, So the
man went to white schools to recruit.

‘I don't buy that -- I really don't buy that -- because

the black teachers who are most effective are those who
have come from or have had at least a part éf their educa-
ticnal,experiénce in an all black college or university.
I'11l tell you why. It's that experience we talk about
as being a part of, éf being in the mainstream of the total
process. Well, that's what the black student experiences

in an all black school. He is a part of the total process.

and know what it means to be a part of the total process,
are better able to work to see that all of their students
become a part of the total process. |

When we'siﬁ down to interview a black applicant one
of the things the applicant is asking himself is, how many
blécks are in theldecisicﬂ—makiﬁgvpésiticﬂs? Now, he
might not ask ?Du, but this is the question that gées through
his mind, and if you are a blaek reeruiter, he's going to
put you through a little test. I went to Atlanta Univer-
sity loaded with all kinds of propaganda -- I really had
bags of itg- I got off the plane, rentéé'a car, and wheeled

up. to Atlanta Universi’ - and went into the Placement Office.
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I sat down, and the kids were all lined up to talk to me,
coming from Evanston, Illinois, to hire teachers. We sat
and we talked and talked and I wrote down némes and re-
corded interviews. When I got back to my hotel room I
wrote summaries and all this, but I didn't issue any con-
tracts. You know why? I didn't have any authority. As
far as those kids were c@ngerned,_i_was dead. The system
that I was representing had not given me the authority
to act. All I could do was sit down and talk and run
back home home and say, now, he locks like a good person;
do you think we can hire him?

We must give black staff the authority to go into
the field, to interview, and to isgﬁé cgntragtég This
says an awful lot to that person in terms of the possibi-
lities for his upward mobility and it says a lot about
what can be expected in the school system in terms of the
involvement of blacks in the school district. It also
says that there are blacks in decision-making positions --
and if there are not, we're not going to be able to make
. desegregation work. We must have blacks in decisicn—makiﬁg
positio~ s all along the hie:aréhyg |

As I mentioned befcréf.black applicants and other
minority group agplicaﬁts do not wish to be window dres-
Singi We say to agplicantstwﬁc are coming into our district
that if they go over to the school and we never hear any-

‘thing about them, we get worried. We say Ehis because I
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think a black staff member in a desegregated environment -
has a definite role to play: I call it "pulling coattails",
By that, I mean that if you see someone doing something
that you feel is damaging to the self-concept, or to the
feelings, or to the learning process of a black chilé —-—

or of any child -~ you have an obligation to say to that
teacher, "Hey, look, that's not what it's all about." Make
some p@sitive‘suggesﬁiéns as to how that person might cor-
rect something that he's doing that is detrimental to the
welfare éf youngsters. And if a minarity group ﬁéachér:
does not do this kind of thing,.thgn T'aéﬁ't'think he's
fulfilling the role he has to piay in a desegregated en-
vironment, That'é why I feel so str@nély that one or two
minczitf group teachers in a school can be destructive.

é However, I think that there are some experiences that
may help black teachers fare better in the hostile envir-
onment which may result when a minority group Leacher goes
into a formally segregated s’tuatién He faces a very hos-
tlle -- Oor at least a ﬂéubt;nges— kind of Gll?ﬂtélé from
parents all the way'thraugh, and is, the:efgre,-unaer ter-
rific pressure. But if ygu take into consideration that
this teacher was probably a ygungster who was able to gur-
vive the gbétt@ of our urban cammun;ty and SO EDDW makg
it through high SEhQél and callege, that person has ther9§
on pressure. He has surv1ved pressure from the word gc,

- 80 he is bette: equlpped in terms of b31ng well aware: of
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his own sense of value and in his own ability to do a job.
He is better prepared than youngsters who yrew up iﬁ an
environment where they did not have these kinds of things

' to deal with.

When you come to think of it, a youngster who has
come [rom ﬁhé urban ghetto, gone thr@ugh school and come
out and gone into adusatign, is just like the batter who
gets into the bux with two strikes already against him,
with somebody like Vida ELue on thé-m@und, a £Daﬁhgiék for
a bat, and anlumpire with dark glasses. He's got just

about as much chance as that batter has of getting a hit.

made a real contribution becauise he has d=monstrated éurs
vival. He has ﬂeméﬂstratea that he can make it. I look
at that person's background and I think he should Eé given
extra consideration in terms of employment possibilities,
because of his experience. Sometimes we call it the black
experience, but just the fact thét he has come through
that kind of an experience means that he is a strong
irdividual. |

| When I i@@k at teacher and principal applicants, when .
I look at other aﬂmiﬁistrative,aPﬁlicants;Vlrbelieva in
giving some extra points if the applicant is a member of
‘a minority group. Ncwf'thatAmiéht'be'disériminatién; but
ﬁhat‘s egactly'what must be done. It's saying thaﬁ,-becaﬁsé

a person has come. through -the experiences that he has had-
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to deal with in this society as a member of a minority group,
he has an understanding that no one will ever get from any
college course. If saméane went Eg school till he was 75,
every day of every week, there are some things that he

would still learn only tﬁfaugh a living éxperienge.

Now, some people object to this-valué. They say it's
discriminating, itfs giviﬁg an advantage to a min@rity»r
gr@up person who has not demonstrated what he is capable
of doing. But I think the opposite is true. We don't ob-
ject to- veterans' rece;v;ng extra points on the Civil Ser-
vice Test Elmply becausé they are i;térans -- we think
that's a pretty good idea, because they have made sacri-
fices in order to protect us from our enemies, Well, I
say that in the procéss of rating minority gr@ﬁps; black,
brown, or Asian, we must take into consideration those
things that they have experienced, so that ﬁhey_cgn have
an opportunity, as Barbara Sizemore said this morning, to
lea?g on tﬁe jch. That's where #e_all learn. So I think
we'vé been able to demonstrate that we'havé bénefittéd:
greafly.bynthé fact that thcagc-w35'5p=clcsei with'théif

examination system and their afals,'where they used to

it was. We have some af the tap—n@tch teachers whc cculdn t
make it through the bu:éaucracy Df the Ch;cagc system, be-
cause we were lanklng at the human value ‘that these ‘pecple

had. A cauple af thém now have earned thélr Ph D. E.»
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These are people who could not pass the Chicago exams. So
it just demonstrates that those tests were not real mea=
sures of people's abilities and what they were able to do.

One of the things I have a hang-up about is our ten-
was. I was recruiting with one particular colleague, and
the first question he would pop was, "What's your §radé
average?" I said to him, "You can look at his tfanscziét
to get his grade average. I want to talk to him about
people, I want to get a feel for how he feels about kidéf
how he feels about the system. Is he the kind of a per-
son who, when and if he becomes a member of the staff, is
going to retreat into a hole and start doing like everybody
else, or is he going %o try to teach better ways and have
» an influence in changihg the system, to make the syétem
more respgn51ve to k;ds, rather than trying to push every
kld into a préccné51veﬂ mold?" So I'm cgncernad about
talklng ‘with that 1nd;v1dual abcut himself, his aspira-
tions; I'm less concerned about his grade ‘average. Sure,
I want ta be sure that he has the cgmpeteney to do the ij;v
but I thlnk that first and foremgst a Persan must have a
"feeling éf understandlng and comp3351gn far Fnlldren and
an eagérness to wo:k with them.

When we lgnk_at candldaﬁes, there are certain_things.

that I think ate-vezy important. Sama of these things I




think about and try to assess are: "Who is this person?
What are the things he's been involved with? Is this per-
son active in his community? Is he trying to shange, or
rectify, or correct some of the inequities as they exist in
the community? Is he involved?" It has been said over and
over again here today: one cannot separate what goes on in
the school from what goes on in the community. Educators

must be involved in school and community.
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TEACHER TRAINING AND THE MINORITY STUDENT: NEED FOR MORE EFFECTIVE

PREPARATION FOR WORKING WITH INTEGRATED STAFFS

By Jerry J. Bellon

Before we begin discussing teacher training and problems faced By
integrated staffs, I believe we need to -look at current trends iﬁ'tea;her
education. This should help to give us a general frame of reference-abaut
problems and iséueé facing school systems and cclieges)v

. Today, a major focus in teacher education is the development of
teacher competency models. This concept is being experimented with by
many different institutions across the country. New York State-is looking
at this appraacﬁ f@r all of the teacher edugatian.institutians in that state.

There are several major problems associated with the development and
use of teacher competency programs. First, you must determine the S§e¢ific
outcomes or competency expééfationsg If you are able to darthis, you must
then cérefully monitor your program to see if thereampetencies are being
met. This takes a good deal more manpower than we currently have in most
“‘universities. An additicnal prqblem has fa do with certification laws. - These
rlaws are written in mast,stateé in tefﬁé ofrcéurséS takeﬁ; as Dppoéed to
‘compétencf expegtatiOns. Generally, it 15 very diff;cult to g et a waiver af
these laws for one course--let “lane entlre Pragrams.

Another trend in teacher educat;on today is the 1ncréased émph351s on

early and more 1nt2351ve fleld experlénce Around the cauntry we have the
s Dr.,Jezry J Béllén 15 Prgfassgr and Head cf the Lepartment of
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development of teaching-learning centers. In these centers the methods courses
are taught on sité!r This gives the student an opportunity to have early involve-
ment in the application of the methqu,ta the actual classroom experiences. This
early field experience is often combined with a form of differentiated staffing.
It gives the schools an opportunity to utilize the skills of preservice teachers
in the total staffing pattern. Although this early field experience is developing
as a trend, it is not very widespread. We expect that it will confinue to develop,
along with the use of the differentiated staffing organization. It has been
interesting to find that commitment to early experience is not enaughgl Programs
that have utilized stﬁdeﬁts who are highly committed to ”gaihg to the ghetto"

nave found that this.cémmiﬁment has not been enough tc heip the teacher become
successful. It has been foundrthét the teacher needs a soii% grounding in
meth@dal@gy énd in psychology of learning.

A third trend in teacher education has been the use of individualized
instruction for the preparing teachers. Several colleges and universities have
begun using strétegies such as learningvpackagés and iﬁdepend&nt study modules.
They are attempting to' model the strﬁctu:es found in those schools which are
individualizing ﬁhsirlﬁnstructian; The major problem, as I see it, is that
‘this has 1arg§1y been a strategy or structure change:and little has been done
with upgrading the basic teacher. preparation curriculum.

I have briefly summarized current trends iﬁ'teaéher preparation pfograms.

"As one reviews the trends in teacher education, it becomes abvious that there

. are some basic problems which naed t@'be attackéd Perhaps the mast bas;: nf

these problems is the need for a 51mu1taneous recanstructiﬁn of PIESEIVICE and
o
1nserv1ce education. It will dn little good to chan ge the Preserv1ce pragrams




;.M;c1pants in such a prégram early f eld. experlence.

~“;1programs in- aetlgn.r

f7 'very often 1gnare these bas;c EﬁV1rcnmental prablems and concentrate the;r

RS efforts gn new methods and mater;als.

to meet tbday'g demards if we are not at the same time restructuring our ’

inservice programs. For example, if a particular preserviee’prégfam.is "out
"front" it 15 often hard to find a sultable school district to give the partl—

Wany dlstrlets want to

:yfdevelopment of strcng 1nserv1:e Pragrams may have some very progress;ve =
If the partlclpating or cqaperatlng unlverslty has

a“trad1t10nal PreParatan pragrams, it may. be VETY dlfflGU1t for the two agencies

to work we11 tagether. Thls would tend to defeat the changes scught at the

local level

e s

: Whatever is done w1th preserv1ce andv1HSETVlEE, ;t is- absolutely

i w‘fnecessary that the enVIIanments of the lacalieystems shape our act1v1t1es S
j ﬁFor example, urbaﬂ e&ucat1nn has been lcng 1gnared in many preparatiun -
ht'programs. Preserv1ee education has been 1arge1y geafed to rural ‘and suburban
”f!;school systems.r Yet mast nf our students and most of our’ teachers will be

"1nvolved 1n urban edu;atlcn thraughout the rest of thlE centurr

5

A good examp”e af preparatlon that has not taken into ccn51derat;9n

?'local env1ronments has been the whole desegregat;an mavement There have been

i

' man school d1 thrcu hout the cauntry move tnward desegre atlgn. Yet
 many 8 ’

:1.11tt1e has been dcne ta pregare new teachers ta serve in desegregated szhcals

and w1th desegregated staffsi We are all aware af the prablems faclng the L .
teacher who dnes nat kngw how tu deal W1th member% of other ethnlc grnups.

Yet, these same schuol systems when they develap th31r inservice programs

It is very difflgult far ‘districts

' to deal with the preblem% which can enly be solved by "eyeball ta eyeball" ,

! controntat1ons. .




I beliéve théﬁbé cééenhaé been made taiélose the pre§ervice.- inservi:e
loop:. Too often we treat these as tmo dlfférent and‘mutually exclusive act1v1tles;'
‘Theyxaré not. They must be developed and GgLfatléﬂall zed in concert. We need |
to 1dent1£y WhaL can be done and what needs to be done and develop pr@graﬁs
that.ara continuous and‘seqﬁgﬁtial, beginning witﬁ ihg preservice program and
continuing from then on through inservice ac%ivitiesg The‘fact that districts
are not hiring asvmény teachers as they used to has givéﬁ us an a?p@rtuﬁit; ﬁa :
m@vermcre aggressively into inservice education. |

Whether or not there is a trﬁe.éh@rtage of high quality teachefs‘is a
debatable point. But we do know that we are at a paint in educatian wheﬁe
there are fewer new tgéchers béing:hiféd'by the ﬁublicvschcols,  We do kno&
that we have a Laige group of teachers who will be working in the public schools
for many years. It is essential that we develop continuous iﬂserviée programs.
‘which get at their basic and high-pri@fity!needsg Too theﬁ inservice piagrams
have been a tool fur gettlng tea:hers out Df the classraom into admlnlstratlve
positions. We have also used the prcgrams as 51mp1y 4 means to get higher
salarles without worrying too much abaut thg program outcomes

We are galng to have to use certain bas;c strategles 1f we are galng
to .close the PrESFrV1EE—1nSETV1¢E laép Flrst I bEllEVE we need to thlnk of
the whmle prcgfam as a tatal self—renewal program as def;ned by Jahn Gardner. 
vapQrtant to hlS defln;tlan is the natlan that self Ienawal pragrams must be
Systematlgi Translatlng this into educatlonal programs we would polnt Dut
“that all 1nserv1ce prcgrams would have to be %ystematlc pragrams whlch are
based on carefully identified necds. It is ESSEﬂtlal that we have callabcratlve
efforts between the public sector and higher edueatian! I bélieve we can show
that each of these agenc1es is 1555 effectjve when they dD not fully c@llaborate‘

w1th one. anather. As a matter Df fact, much Df the current federal Funding
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Tequires that theseAéoiiabprative efforté bé utilized, .

" As self-renewal or inservice Programs are develoPEd, severa] key
points should be kept in mind. I have already mentloned that the programs
need to be systemat;c 1f they are to be effective, We kngw that ;ntﬂn51VE
involvement Df pepple cverva lang period of time is necessary if behaVlcr
change is to take place. Conferences 11ke the one we are all attending
here have 11ttle long-term effectiveness in térms of selfsrénewal They
may; at the ve:y best affer an gppo:tunlty for people to think about new
ways of dqlng'things, However, they really dn not Prav1de an apportunlcy

for people to actually practlce new ways af da;ng thlngsi Alsc, 'as Gardnér
‘has pclnted Dut, self—renewal programs are based Dﬁ matlvatlan comm;tment

and conviction. These are three necessary'ingredients if peaple.are to make

Hiwieim s b mghae e e

any essential behavior changes.

. Assuming that we can develop the klnd of systematlz self—renewal pragrams

Uit o el st e

which will ‘help to clase the p:eserv1ce—1nserv1:e loop, we still must identify

Sy s

the high prlorlty prnblem areas whlch need to be attackéd -1 would take the
A'PDSltlon that we have 51V3ﬂ ;nsuff1c1ent attent1an to a 5tudy af cultural

:d;ffeIEﬁces, value systems, and ba51: a*tltudes I believe we have SPEﬁt tno

much time worrylng about cantent and methodolagy and too little tlme deal1ng

- with these areas, I dnn t believe we ean .prepare Qurselves t@ solve desegre=

fgatlgn problems through abstract oPerations:or by simulatian activities, I

T,

[O——

believe that we have an ideal laboratory in which tcrteachréultural'differeﬁces
and values and attitudes, Thése laboratories are @ﬁr,s;hbelsran&-aur s:hoél{
systems, | R o .

Through our inservice programs we ?hould ;n my Oplnth prcmate
ultural diver51ty I am persanally @ppgsed to the nctlan that we need to

,_'promcte the mElt1ng pot cancept in the Un;ted States,.'WE'Shouldrngt1attempt

"ERIC:
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to hamogénize the various cultures in our gounﬁryi I would submit that a
strong nation maintains its-étrength through the vafious cgitpres in the
cauntry'haviﬁg'stfang'identities. Unfortunately, we have attempted to eduéate
peaple to the meltlng pot c@ncept and to. 1gn§re or put dawn cultural differ-
ences. As lang as we prepare people with these attitudes, they will not be .
ready and able to meet the problems faced in sch331$ and systems whiéh have
various cultures and,value'sfstems; It seems'té me that cﬁr renewa1 Programs

* should prgméte euitural diversity and, at the same time, help teachers develnp
the sk;lls and att;tudes tg wgrk in culturally diverse schools.

We need to give gonstant attentlnn ;n our pregrams to a study of human
needs. Very few teachers have developed a solld frame of reference fer deallng
with dlfferenthneeds Qf‘StudEﬂtS and adults. 'Wé often'talk abnut'individual

. needs and dleETEﬂﬂES but we seldam have the’ depth of knawledge to deal with
the needs of others.

Perhaps the f;rst stage is tc help teachers devel@p an awareness ‘of
needs of others. I am :ertaln that very then they are cancerned w1th meet;ng
th31r own ﬁééds whlch are,‘gf cgurse, very 1mpartant.‘ As a number af psych010=

| gists have p01nted Gut, we must be better off than those we are try;ng to help
Therefore, it is 1mpartant that the teachers are hav1ng the;r needs. attended to
as well as the students. A th@rgugh understanding of a needs theery such as e é
the Maslow hierarchy of human needs wnuld help teachers to better understand'
:student problems.‘ This understandlng could lead to a better snlutlan of the
:problems that they face in the schools | and in the homes, It should be emph351zed

that not unly must we deal with the needs of chers but the first -step

P P ADNE AL R Y

is to get teachers and educators to laak at- and 1dént1fy thelr own needs and

develup a self -awareness Df where they are in terms of ‘their attitudes and

value systemsi" . T S
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I don't believe that we can change basic prejudices in people unless
first of all they are willing to face up to the values and attitudes.that they.
hold. . Even then it‘may be very diffigult to make any substantive changes--

but at least we can help them to examine th31r own blaSES pregualces, and
attltudes. | |

We need to glve ma;erattentiﬂﬂ in our inservice or raﬁewal programs to
processes of learn1ng and motivation. Teachers a¥3'often Eoncerned w1th how.
'théy ‘can motivate students tﬁ'learng I believe that our rpnewal programs must
deal with CDndltIOBS ab@ut learnlng and about mOth&tlQh, ‘William Glgssez
has,polntgd gut.thatvwe spenstcg mueh ;1mevwarry1ﬂg abagt me;ivation'gnd ﬁét,
enough time dealing With thelconditidns tha;rhélé'péopie7t§'become bétiérr
learners. GiaSSér céntendsithat'all people have a basic identity ﬁééd and when
this identity need is ashieved ‘then we can begin to worry about higher levél
1earning activities., People W1thcut a strong clear 1dsnt1ty will have little
success ;nAs;hnols and in learnlng activ;tles K

- We need to undEIStaﬁd that there are :ertaln basic pathWays to deVeloplng
this 1dent1ty F,Ist there must be a pathway Df lave . Ihis dogs n;t nged to
be love 1n the Séxual sense’ but in a rzaring, prizing sensa. in érdér for QA
person to have a clear 1dent1ty he must have at least one other person who B
caresrfcidhlm and,for wham he cares. A second pathway is the whole bus;ness.
of ﬁorthWhilsﬁassi -Each Qf us must have at 1east one Perscn whD knaws and
freé@gniz&s.thét what'we are daing is worthwhile. At the same time, we mﬁét
have the abllity to recogn;ze warthwh;leness in others. W;th@ut these path= 
ways and w1thgut thls 1dent1ty, we tend tc have lanelinéss allenatlnn and
apathy. It is the alienation and apathy that so then trouble our teachers
Unless we deal w;th the bas;c 1dent1ty need, we Wlll have 11ttle suc;egs in

deallng with the prablemsvgf apathy, ‘hostility and alienation;~

T s e




| There are other conditions about motivation and learning which teachers
need to recognize and deal with, First, there is always a difference in the
motivation between boys and girls. Boys Eegin with:about the same motivstion
to learn in schbgl és do girls. But duriﬁg the,eérly’grades the fgminihé—
oriented schools tend to enhance or sup?@rt the girls'and’fhéir motivation
toward 1earning.' Unf@rtunateiy;iail,toa oftén the same schools tend to dépress
those aétivities’in school whichrwould enhanée‘the motivation of boys t@wafd
schools and toward 1earﬁing. | | - | |

;here is always a difference in motivation between poor people and w g lthy
people. Sﬁudents-who have come from economically deﬁrived_h@mes will have .,
less motivatioh as a group tgﬁafd 1e;rning théﬁ‘wi11 tho§é‘$tﬁd§nt$ wﬁq hgyé
:cDmE from the upper socio-economic graups. There,afe mény reaéoﬁs for this, -
most of which are rather obvious. One that may not be S0 obvibus is that
“the wealthy students have already met b351: surv1val needs and secullty needs:
and are better prepared tD deal w;th hlgher 1eve1 ego and self actualization
needs. Too often tha student who comes from lesser Elrcumstances has fo be .
ﬁore concerned with survival snd securltyrneeds HE is not psych@laglcally
or phys;ologlcally able to deal w1th abstract learnlng concepts

Angthgr GOﬂdZtiQn of'motivation 5~ 1ose1y related to the 1dent1ty
need., It has been found that students who have clear, strong, and pOSIthe
self coﬁgepts are much more 11kely to be motivated to learn. than thase
studentsrwhg have unglear; ﬁegative self cancepts,  If ouf inserviéé or
fenéWallpr@grams are to deal effeétivply with the problems of iéarning and

:%' motivation we;are,géingft9 have‘t§ dgVeiop'a better understanding of the

" needs of human'beings and the way they are met.
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- The title of my’presentafién.had to do with more effective prepara-
tion for working with 1nteg1ated staffs. | The Pasiﬁion I have taken is thaf
we need to develop more effective preparation for werking éith human beings.
In order té do this we must make fewer assumptians:abéut how éffeztiVE'Qe
are.. We will have to collaborate and déﬁelnplsyStémati: iﬁseTvice aﬁﬁ pre-

service programs which focus on cultural differences, value systémsg_and

»basic'attitudesa We will need to spend a good deal more time on our basic
needs and how learning and motivation are affected by theqe needs. - 'Most

important, we need to understand that each student and each 1ndlv;duallhas

certain kinds of needs without respect to ethnic or gln We need to promote

“cultural iﬂeﬁtity:and cultural diversity which will help us to develop

stronger, more effective sub-groups in our society.
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