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Foreword

The National Institute of Fducation (NIE) was
established in 1972 to support the policy of the
United States to provide every person an equal
opportunity to receive an cducation of high qual-
ity regardless of race, color, religion, sex, national
origin, or social class.

Toward that goal, the NTE sponsored a National
Conference on Schools and Affirmative Action dur-
ind November 1974 in Alexandria, Va. The objec-
tive was to provide an opportunity for dialogue
amang three groups that are crucial in the delivery
of quality education for all learners—-teacher prac-
titioners who work dailv to provide quality educa-
tion, staff from State departments of education who
represent the front lines of support for educational
programs, and Federal officiils whoswe activities
must support and extend the efforts of State depart-
ments and practitioners. The conference focused on
concepts of affirmative action in educational pro-

~grams and alvo on%iffirmative action in emplovment.

E

A monograph on equity in educational programs
was developed for the conference. More than 1,000
copies of. this monograph were distributed in 25
States for training teacher and State department
stafl in faor polices and practices regarding sex and
race in school Te also has <erved as resource mate-
rial in the State legislatures for developing regula-
tions and laws targeted at program and emplov-
menl equity o

Incarlv 1979, the Women's Program Staff of the
US. Office of Hducation 1 USOFE) supported <light

v
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revisions i the conference monograph which re-
sulted - this monograph. It focuses on education
agencies providing K-12 services; however, the
principles can be applied to postsecondary institu-
tions, Programs for Edueational Equity is intended
to provide technical sypport to the schools in their
mmplementation of title VI of the Civil Rights Act
of 1964, and title 1X of the Educational Amend-
ments of 1972, '

Given the mission of the,NIE to further equity
in education and the mandate of the USOE to pro-
vide technical assistance in implementing regula-
tions that concern program affirmative action, it is
fitting that the NIE and USOE join in conveving
Programs for Educational Equity to the American
education Enmmunity,

We thank our colleagues in other Federal offices
and agencies who prgyided comments on both
manuscripts, Tf thors, Shirley McCune and
Martha Matth{ws, wf are especially indebted.

Joan E. Duval, Ph\D.

Director, Women's Program Staff .
S, Office of Education

June 1975

Sarita G. Schotta, Ph. D.

Senior Associate . )
National Institute of Education

s
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Introduction

w

first entered the
vocabulary of most edycators as a eeneral refer-

The termy “aflirmagive action”™
ence to corrective measires for reducing race and
sex private emplovment. The
passage of Sgmficant Federal laws s 1972, how-
cver,

discrimunation in
made aflirmative action o vital concern fog
cducators and  persans nterested in equalite of
educational opportumity and emplovment,

This legislation mukes explicit the responsibility
of the education communin
vate)

both public and pri:
to provide and to maintain programs and
institutions which observe and support basic hum.m
and civil rights and principles of nondiscrimin; ition.
The principles articndated in
evolved from o

these  laws hutve
200-vear refinement of basic Con-
stitutional guarantees s defined through State and
Federal. statutes, legislative histories, and - jutlicial
decisions,

The term “affirmuidive action”
in at Jeast three wavs: .

. In the term affirmative

action refers to the coneept that discrimination in

is currently need

its broadest context,

chiminated onlv
through the svstematic identification and modifica-
tion of institutional strudtirres that
perpetuate inequality,

emplovment mayv be effectively

nuuntan and

As used by the Federal Government, affirma-
tive action refers to emplover initint®
of a set of specific
that job applicants and e
treated witRout sregard to race, color. reh

cvelopment
result-oriented \procédures to
ensure are
§ex,
or national origine The term usually implies action
taken to overcome the effects of conditions which
have resulted in limited participation of minorities
and women. This activity, “affirm-

ative is distingnished from corrective

correctly labeled
action.” or
remedial action, which s taken by institutions or
agencies as a result of the identification df dis-
crimination through self-
evaluation or when mandated after a formal findine
of discrimination by a Federal or State agencv or
court, ’

3. A general usage of th(‘ term refers to the

methaods or technology by which specific result-

required instititional

)
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used i the latter <ense

oriented procedures aimed at the identification and
correction of discrinunation are  developed and
Ap]ih(-(l.

Among these three categories the manner of
initiation of action and the scope of activities vary
according to the requiresments of the situation;
the technology s <imilar whether  the

action s aflinnmative, corrective,

however,
or remedial,

In this monograph, the term affirmative .1cl|(m is
to refer totthe t(‘rhnnlnm
which

remedially.

may be used affirmatively, correctively, or
Tt is throygh the application of this
technology that programs for educational equity
masy be actualized. Although the term s {nost fre-
quentiv used in refere nge to emplovment affirma-
it vnH alvo bt extended to describe the
ssstematic application of similar concepts and pro-

cedures to the

tive achon,

and remediation of
sources of discrimination in the educational pro-

identification
gram of an agency or institution. In this sense,
the methodology pr()\i(lm a procedure for instrtue”’
tonal self-ev; 1hntmn “and the jnitation off correc-
tive actions,

Affirmative action hegins with the development
and implementidion of 4 plan which provides
()
of discrimination in

lism and
fir ation

emplovment swstem, (h) ‘specification of corrective’

ne procedures  for svstematic

ider of sources an
measures, and (¢) the development and mainte-
nance of procedures for ongoing monitoring, evalu-

ation, and modification of that plan. An affirma-

‘tive  action plan is a set of ecific and result-
oriented policies,

guidelines, and procedures which’
commits an emplover to apply good fatth efforts
to eliminate and prevent discrimination and  the
current effects of past discrimination.

Perhaps no term has as many connotations as
“affirmative action.’ 9()m(- civil and human r|qht<
activists describe it as a * method for pre-
tending to deal with the preblem of discrimination,
as an inadequate stra¥gy for change, or as another
delaving tactic. To other individuals it renresents

cnp out’

(1) M : M . AN ¥4 AR

reverse discrimination, quotas” in emplovment

or admission, or an institutionalized svstem of
- 1
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pr}'f('rrnll.ll treatment. Sull others view affirmative
action as . potentially effective method for reform-
ing educational emploviment polic tgs and programs.

Under Excoutive Order 11246 all Federal con-
tractors are requnred to obsepte nondiscriminatory
emplovment polies; those holding contracts of
$50,000 or more are required to develop affirma-
tve action plans for emplovment. Farther, Federal
agencies are provided the authority to monitor and
ill\‘(‘ﬂlll_{.l(t' Federal contractors .for possible  dis-
«nmination against minorities and women. A pro-
cedure for Ailing complamts ;lu.xinr\l’h)nlr;lr(nr\ by
argnieved mdividuals s speaified.

The first impact of this¥order and the introduc-
tion of affirmatve and corrective anction concepts
into the -educitional community Heean in the late
1960°s withm hicher edncation inshitutions holddie
Federal contracts. Although affirmative action in
“the private sector had been lareely directed toward
provitline (‘qu’.ﬂ emplovment  opportunities  for
Blacks and other minorities, a primary impetus for
affirmative action in hicher education came from

N

women's groups. More than 300 complaints of sex
discrimination were made against various univer-
sities. Asc i result, institutions of higher education

‘ru;m to undertake corrective and affirmative
action. )

Additional  pressure was brought to bhear on
educational institutions and local education agen-
cies with the passage of antidiscrimination statutes
in 1972, This legislation provided a hasis for afirm-
ative action in local education agencies as well as
institutions of higher education.

At present, the technique of afirmative action is
A practical, equitable method of confronting dis-
crimination found in the employment practices agd )
policies and the educational program practices ah\‘i
policies of educational institutions and agencies.
This monograph provides additional rhaterial about,
the basis and evolution of affirmative action, the

“elements of affirmative action plans, and spccif.ic
information that will assist in the development of
plans for vour institution or district.
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Origin and Foundation of Affirmative Action in Employment

-

Many believe thpt affirmative action as a tool
for the attainment of equal employment oppor-
tunity is of recent origin. The beginnings of this
concept, which has now become an integral part
of personnel management, however, may be traced
back to the 1940's. Affirmative action has evolved
from numerous attempts to eliminate discrimination
in Federal employment and Federal contracts. At
present, six bodies of law and precedents suppoft
affirmative action in employment

® Federal exgcutive orders
Federal antidiserimination laws
State antidiscrimination laws
Judicial decisions
Laws regulating collective bargaining agree-

ments ¢
Institutional policies prohibiting discrimination.

The relevinee of one or more of these to a specific
a-number of variables,
The following sections discuss cach of these laws
and precedents in order to provide a general frame-
work for considering affirmative action.

-t

FEDERAL EXECUTIVE ORDERS

The origin of efforts to reduce discrimination in
emplovment are found in Federal executive orders
prohibiting discriminition in companies holding
Federal contracts. Black civil rights leaders worked
for vears to move the Federal Government toward

a policv.of nondiserimination. The first executive

order  prohibiting discrimination  was issued “hy
President Franklin D). Roosevelt in June 1941,
Successive orders “attemipted to strengthen and ex-
tenpd coverage of the prohibition against discrimina-
tion. Table- 1 provides a chronology of executive
erders and summarizes their evolution.

The first

nouncements

executive orders were general pro-
prohibiting” discrimination in -the

selection and hiring of cmplovees. Ancillarv per-

V Affirmative Action The Unrealtied €oal Waehinging

The Potomar Tnatitnte “Ine

-

sohnel policies and actions were gradually added

as it became apparent that the initial ordew had
limited 1mpact Original gfforts to prevent dis-
crimination in employment were based on an
assumption that simply opening of employment
opportunity in hiring would eliminate discfimina-
tion!

By the 1960’s it became clear that discrimination
was deeply imbedded in the social structure of our
socicty and change would not occur without more
deliberate commitment and,specific action.

Thus, by 1960, the view was developing that
passive nondiscrimination was not enough:
Discrimination, it was recognized, could exist
and flourish in the simple absence of positive
or affirmative action.!

In 1961, with this recognition, President John F.
Kennedy issued Executive Order 10925 which pro-
vided both penalties for noncompliarice and a sub-
stantial budget for enforcement of the order.
Affirmative action now had its mandate and re-
quired contractors to actively recruit_ minorities to
fill positions. Executive Order 10925 was also the
first order with Specific enforcement provisions.

President Lvndon B. Johnson’s Executive Order
11246 cxpanded the requirements for affirmative
action. It established the Office of Federal Contract
Compliance (FCC) in the U.S. Department of
Labor which was to provide an experienced corps

of Federal emplovees trained in the implementa-

tion of afirmative action.?
In 1975, we find the OFCC continuing to tighten

and strengthen compliance procedures. Gradually,

a t(-(hmqlre for developing affirmative action plans,
monitoring such plans, and investigating compli-
ance is being elaborated. For example, Revised
Order 14, issued in Mav 1974, provides an outline
of the requirements for work-force utilization analy-
sis, a critical procedure for dcvclopmg cffective
affirmative action plans.
At present, Fxecutive Order 11246 as amcndcd
- Fxecutive Order II'W") serves as the primaryv

e e 7. -

LOFCC a reaponsibility far the enforeament of Exervtive Order 11216 withio eduratinnal agencies and nstitutions is delegated 10 the Office for Civil Rights,

1.4 Nepartment of HEW

Q
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Chronology of Federal Exgtutive Orders '

Tabie 1

P
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Measure Requirempant/Action Date
1. Executive Order 8802 Fstabhished a Committee on Fair EFmployment Practices to Jur{e 1941
Pres. Franklin D. Roosevelt investigate discrimination complaints against companmes
. « hotding defense contracts
2  Executive Order 9346 Expanded Commttee's juristiction to "“war ndustries' and May 1943
© Pres. Frankhin D Roosevelt specihied contract clause of “nondiscrimination in hire,
. tenure. terms or conditions of employment or union ”’
‘ Membership v all government contracts " ,
3. Executive Order 10308 Established Committee on Government Contract Compli- " August 1953
Pres. Harry S, Truman ance to investigate complaints and supervise the actions
of agencies responsible for nondiscrimination in Federal "
R contracts —
2 . .
4 Executive Order 10479 and Estabhished new Government Contract Comphiance Com- September 1954 °
Ordar 10547 mitlee chaired by Vice-President. Expanded nondiscrimina- o
Pres. Dwight D. Eisenhower tion ohbihpations mf the employer to ‘‘employment, up-
wrading. demotion. or transfer, recruitment advertising:
layott or termination, rates of pay and other forms of P .
compensation and selechon for traiming ' Employers re- A
quired to post notices of obligations. .
5 Executive Order 10590 " Established President’'s Committee on”Government Employ- January 1455 .
Pres. Dwight D Eisenhower ment Policy whiah became involved with training and .
motivalion of minority group workers
. 6 Executive Order 1092% and Estahlishod President's Committee on Equal Empl ment 1961
Order 1114 Oppartunity which was made responsible for- el imisatin -
Pres Jnhn F. Kennedy disgrimination m Federal Governmen! employment. Firs
. order with enforcement provisions. Extended authority to . ,
federally assisted construction and provided for contract
) debarment for noncompliance. EO 1114 extended coverage
Z to discmmination on the basis of sex.
{ﬁ 7 Executive Order 11246 and Assigned contract compliance to Secretary of Labor, who September 1965 .
" . Order 11375 estabhshed Office of Federal'Compliance.
Pres. Lyndon B Johnson Required that all contractors (over $10,000) take- aHirma-/
[4 tive Action and required that such action cover all of
contractor's operations.
. Executive Order 11375 amended EO 11246 to prohibit dis- October 1967
N comination on the hasis of sex and included affirmative Effective 1968
action to ensure hiring without regard to sex. Specified :
nondiscrimination in employment, upgrading, demotion, or -
transfer. recruitment or recruitment'advertising; layof! or v
termination. rates of pay or other compensation: and
selection for training. ) .
L 8  Executwve Order 11478 Amended EO 11246 by prohitfiting giscrimination based on August 1969
Pres Richard M Nixon race, sex. color, rehigi or natiomal origin 1n Federal
employment. Directed eXecutive departments and agencics
to establish and mamntain afirmative employment pro-
- ®rams : . /
it ~
9 Order No 4 and Revised Order 4 ?A‘pndad specihcation of requirements for affirmative 1970
for Execut:ve Order 11246 ction plan and penalties and procedures for noncom- !
phance , \ P
v
10 Office of Federal Contract Camphance Specified requirements for affirmative action which in- ' Dec’mber 1971
Guidelines for Executive Order cluded dentification and analysis of 'problem ,areas,"
11246 prescribed use of goals and timetables. Detailed penalties /
and procedures for noncomphiance
11 Revised Order 14 'tor Executive Further specified _requirements for An aHirmative action May 1974
Order 11246 plan. procedures for noncomphance review, and citizen's . -
access to information.
. - TN
THaced onomtenls devel el o Afematiee Aosian The Unrealized Gaal Woastbiogton The Potomae [nshirute = fne.. 1973, s
coverage of those educational agencies and institu- so-called “grants” that involve benefit to.the Fed-
. . . Al .. N N . .
tunhns that receive Federal contracts. The provisions  eral Government. Institutions covered under the
of thic execative arder are as follows: . pxecutive ordef must observe nondiscriminatory
£y t’“ 0 der 11246 practices in hiring, discharge, promotion, wages,
xecutive Orde. ! ’ s . i
, f (17 henefits, training, and all other conditions of
as amended by FO 11375 . . employment. - v
Executive: Order 11746 prohibits emplovment In addition, institutions with Federal contracts
diserimination on-the basis of race, color, religion, of $50,000 or more and 50 or more employees are .
’ national origin, or sex in agencies or institutions rc®™cd to develop written affirmative action plans
~with Federal contracts of over $10,000. The term with numerical goals and timetables. Although the
contract i interpreted in the broad sense to include”  contract mav involve only one organizational unit
14 .
4
s
o ‘




of an agency or institution, the affirmative plan
must cover all emplovees of the institution.

Enforcement of this executive order and basic
p()li(‘,\" decisions stémming therefrom are the re-
sponsibility of the Office of Federal Contract Com-
pliance (OFCC) of the U.S. Department of Labor.
OFCC has designated HEW as the agency re-
sponsiBile for the enforcement of the regulation
as it affects education agencies or institutions.
Complaints” gf vielations of this executive order
mayv be made to: \

Officefor Givil Rights
U.S. Departnient of Health,
Welfare y
Washington, D.C 20201
or to a regional office of HEW. | Lo
Complaints may be filed under the executive
order by individuals or by groups or organizations
on behalf of a class or group of emplovees, such as
racial or ethnic minorities or women.. The strength
of anv complaint is increased when it can be docu-
mented-that the discrimination is a comtinuing
action against such A group or class.

Fducation, and

Emplovers (m('r('d under the executive ‘order are
required to maintain spec ified recordd
determination 6f whether violitions have ()(curr(‘qx

HEW mav conduct periodic reviews of part or all

of an institition even when no violation has keen
reported. Pre-award reviews of institutions or agen-

cies with contracts of over $1 million arg*manda-"
. £

torv. .

When a complaint i\"ﬁl('d, an investigation s
made. If o violation 1s found, the Government may

force compliance_with the regulation by delaving

issuance ()f new (‘()ntrI(‘H revoking current con-

. tracts, and /or dl\q\nllf\mq the m\tltutmn from,
eligibilitv for future Contracts. Back pav mav be
awarded under the executive order to those em-
plovees ot so protected by other laws.

The institution involved is usuallv given the name
of the person or group filing. the complaint. How-
ever. the institution is prohibited from ‘discharging
or discriminating against anv emplovee or job appli-

cant making a complaint, asisting=an investigation,
ar institutioz legal action. Investigative proceedings
are kept confidential by the (m\ ernment, but the
institution :;J(Lth(‘ aggrieved partv. mav he dpt
cloced. 7

—— . ’ /
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FEDERAL ANTIDISCRIMINATION LAWS - °

Four Federal laws cpngtitute the primary em-
ployment antidiscrimination - legislation for educa-
tional agencies and instisitions. These laws pro-
hibit dls(;nmmanon 1n ccrumncnt, sclcctnon hir-
ing, promotion, cm’rrpensatnon training, and fringe
benefits of employges. (Title VI of the 1974 Civil
Rights Act, the first Federal antidiscrimination law,

" to cover education agencies and ipstitutions, ex-

empts cmplnvmcnt and will be discussed in a later
section’ on affirmative action in the area of educa-
tional programs.) . .

P .

Title Vi| of the Civil Rights Act of 1964 :
as amended by thie Fqual Fmploymcn't Opportunity
Actof 1972/

¢ Title VII' of the Civil Rights Act prohibits dis- »
crimination in cmploy'l'mcnt'on the basis of race,
_color, religion, national origin, or sex. It provides-
“comprehensive prohibition of discrimination in
employment and is the basis of a body of precedents
and “litigation. Guidelines issued by the Equal
Emiplovment Opportunity Commission under titke
WII provide substantial specification as to which

* employment  policies and “practices shall be con-

sidered discriminatory. Judicial interpretation of
title VII has further defined both the nature of
discrimination and the remedial actions necessary
to correct discrimination.?

All institutions with 15 or more cmchcq in-
_cluding State and local governments, school sys-
tems, and labor organizations, are covered uﬁdcr
the amended act. Religious instjttitions are exempt
to the extent that they mp¥ give preference to
employees of a particular religion. Title VII pro-
hibits all discrimigatory practices in all conditions
of emplovment such as:

Recruitmenit, selection, assignment and trans-
f('r} davoff, discharge, and recall .
Opportunities for promotion
. In-service training opportunities \ .

.

.- Wages and salaries

Sick leave time and pay

Vacation time and pay

rtime work and pay

Medical, hospital, life, and-accident insurance
Retirement plans and benefits N
- ch(‘r staff benefits .
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Complaints of discriminatory employment prac-
ticey that viotate title VI are made to: .

4 .
Equal Emplovment Opportunitv. Comniission
2401 F Street, NW.
Washington, D.C. 20506

or to"a distnet EEOC office.* The (omp]unt may

be initiated by aTetter outlining the nature of “the

. complaint and documenting the charge if possible.

Complaint forms will then be provided by the dis-

trict fH)(A office, EEOC will notifv the cmplmt‘r

AgJInst whom the complaint was filed within 10°

. +davs and muake aninvesugation. If discriminatory

policies or practices are found, EFOC will attermpt

informal  conciliation. Should  this attempt Ll

EEOC or the U.S. Attorney General m v file suit.

' The ageneved party initiate suit 1f

actioh has nat been takefuafter obtaining a right-to-

sue letter from TEOC. The court of jurisdiction

“mav then order such actions as the discontinuance

of Appropriate

remedial action, r(‘mxt‘lt(‘m(‘nt of emplovees, and/or
the awarding of hack pav. .

mav also a

unlawful practiees, corrective or

o

The emplover is required to 'maintain’ specified

records relevant to the determination of whether

possible violations have occurred for a period” ol
3 vears. In addition, a reporting form must be «ub-
mitted, by lacal education agencies and institutions
of hicher educition. The form forlocal education
agencies, FEO 55 s cubmitted (-\(:r\ Ortober. A
similar reporting form, FEO 6, will be r(-qmr('d
from invitntions of higher education as of Novem-
ber 1975,

Perwons or organizations filing complaints under
title VIT are identified, when the (mpl()\(r is noti-
fied of the mrnpl,nnt The emplover is prohibited
from discharging or (h\('rimin;\ltinu against an {‘H‘l-
plovee because he, or she has filed « ("nmplniht,
assistedd an - investigation, or initiated court actjon.
(hqucu are not made public by EFOC, nor is
am of the coneiliation process divulged. When a
court action becomes necessary,-the identity of the
parties involved hetomes 4 matter of puhlif record.

. The complainant and the institytion are not bound
by the confidentinlity requirement.

If 4 finding of (li\"("riminyntinn is made, required
remedial or corrective action m'l\ take two forms:_

: 117 compensation fnr discrimination to aggrieved

emplovees s c.g., hatk pay), and/or (%) the identi-

4

\ 2

# See appendit Inr hnllng of district offices.
8 Ser appéndix fur EEQ-S form.

v

.

fication and modification of discriminatory prac-
Aces and policies.

° Y

Equal Pay Act of 1963 . . -
as amended by the Education .\m(‘[_]dm(‘nts of 1972
‘Higher Education Act)

The Iqual Pav Act prohibits sex dlqrrlmmatlon
in (mplmu srlaries and fringe benefits. All worktr';
including those in pruf('«\mnal ("((‘([ltIV(‘ and ad-
ministrative p(mtmns in education, are currc‘ntly
“covered hy the rqu,ll Pav Act. The Act provides
that-a man :and” woman working for, the same
mktltutmn aunder similar conditions in )obx requir-,
ing substantially equivaleny <kill, eflort, and reqpnn-
sibility must be paid equath. Job titles and assign-
ments do riot have to bg identical. Bona fide merit
< that result in pav differen-

tials are allowedd, <o long as the systems themselves
wnt discriminate on the basis of race or sex.

Fmiplovers are required to maintain specified
records relevant to the determination of whether
p(Mlhle‘ 1olations have occurred. Fhe Federal Gov-
ernment has the p()W(I‘ to review all rcl(’vant rec-
ords permdl(.xll\ even if no violation has- beeq
reported.

The complaint, pmccdurt I8 r(‘lanvclv informal.
Complaints mav be filedswith:

and senlority svs

Waee and Hnur Division
U.S. Department of Labor
W.shington, D( 20210 o

or to the nearest r(‘Lmn.ll office of the D(‘pnrtmrm

of Tabor. A (umle],ﬂt mav be made in person,
by letter, or by telephone. The identity of the com- -
plainant is not revealed by the®Government dur.lnq

the investication process: however, neither the em-
plover ndr the complainant is, bound by the con- .

fidentialitv requirement. -+ - ..

The emplover is - first given nppnrtumtv for
\uhmtlr\ compliance with' the law, ~Mdre than

» pereent of all” EPA Mirivestigations are resolved
qm(kl\ in this manner. ¥ the emplover docs not
mmpl\ volurttarily, the Secretary of Labor or the’
aggrieved party may file suit. The identities—of the
employver and the complainant then become a,
madter of public record. The ‘court may order the,_.
eriplover to  discontinué  unlawful "behavior, iy
crease salaMes, and pay back wages and.interest. .
Employers are prohibited from discharging or dise -

. (\\ )
> \ _\ ¢
\ ' “ y (3
1z D .
‘ ! * ‘ ~ o
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v L
.crvmmatmg agnnit_.mv emplovee who has, made
a complain®; assisted with ay m\c\tlg ition, or ipiti-
ated court prdceedings. [

The. Equal Pay Act also prohibits I‘nbor’ organiza-
-tlom from causing or altunptmgf to cause em-
plovers to .distriminate on’ the' basis of  sex.
Com“pl‘xmtﬁ and suits” may be filed against leor
orqmlmtlom that violate this p,llt)Vl&lF)n .

" Title 4X of the Edwuc’ahon Amendments of 1972

X
Title IX %tntcs, “No person . shall, on the basis

of sex, be excluded from plrtl(rpatmn in, be demcd

.wl

the bcneﬁihs of, or be \ubje( ted to dlanmmltmn .

- under anv education proqrnn or activity receiving
‘federal financial assistance.’ Tltlc IX is patterncd
after the race discrimination prév isions of title A4
of the 1964 Givil Rights Act* Tt differs from title.
VI'¢ coverage in, that-it also covefs prohibition of
discrimination in emplovment on the b‘ms of sex.

Nearly all local” education agencies and institu-
tions of higher education are covered. Religious,
institutions are exempt if application-of:title IX is

.not consistent with their religious” tenets. Military
schools are exempt if theif primary. purpose I to
tmlr} individuals. er the U.S. militayv service or
the merchanf marine. ]

Complaints. of sex.discriminatioh in educational”
programs or educational cmplm'ment .should be
made to: ) ’

Officé for Civil nghm

U.S. Departmcnt of Health queasmn ‘md
“Welfare . .
Wmhmgton DC 20201 -,

or to the nea'reit regional HEW office. 'If possiblg, -
complam"mts are kept conﬁdcntnl by the Govern-
ment. The institution and the comp}amant are ot
rcqu'lrcd to_maintain confidentiality.

"The rcgulatlon for title PX has been wzned by *
President Ford. It went into efﬁcct July 21, ]97
after congressional-review® The regulation progdes.
general prohibition of sex discrimination 1Tt plov-
ment. It is ‘unique m that igstitutions dnd.agencies
afe'required to carry out self-evaluation of polietes,
practices, and the effects thereof concerning admis-
sion of students, treatment of students; and employ-

o

*t
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must be moehﬁed and” appropriate rcmcdla.l Steps
must be taken to eliminate the effects of any dis-
crimination which, resalted from Lhc%c policies and
practices, ‘._(\

Inxmutlom must'maintain records of such modiz
fications 'md actions for 3 years. Although afﬁrma-

ent mav take affirrgative attion to “overcome the
effects of conditions which have-resulted in limited
participatiorr by persons of a particular sex. Many,
ofsthe techniques outlified in this monograph are
.1pp11( able! to the conduct of institutional -self-
evaluation and the 1‘_nst|t,ut_10ns of corrective action
as required. under the title IX regulation.

The GGovernment may force an agencw or institu-’
tion to comply’ with titfe IX by deferral of new
funds pending henrmq b\ HEW, evokmg current
funds, and/or d1<qu 1hf\m'ﬁ the* 1mmutlon from
(‘IlQl‘blll[\ for future funds after hcnnng In certain
® cases, HEW may also ask the Bcpartr‘hcnt of Jis-
tice to bring suit. . L

“ .
»o 5. .
e L

» ’

‘Title VIl (Section 799A) and Title VIII (Section
845) of tha wallc Hea~|th Servuce Act

‘ il .ot

Tltlcq VII and VIII of the Public Health Serv-
ice Act state that institutionsgréeifing - chcml

s

Ve [

funds- under - this Act for their ‘health personnél -
trbummq progranmjs may not show scx discrimination |
. in admissions or in emplmmcnt practices rcla&mg

{0 emplovees’ workmq directly Wl[h applicants or
students. .Every”institution receiving or benefiting
from. a grant, lmn guarantee, or interest subsidy
to its hfnlth Ecrqonnel training prnqr1m< or receiv-
ing a contract under title VII or VIII is covered.

. Complaints of title VII and VIII violatigns
<hould h(‘ made to: . .

()fﬁce for Civil. Rights ~*
U.S. Department of Health, Education, and
Welfare . . .
*. Washington, D.C. ‘7020]

or. to the nearest wegional HEW office. -5

S¢hools of medicine, osteopathy, dentistry, veteri-
nary medicine, optametry, pharmacy, podiatry,
pub]nc health, allied public health personrncl and

mcntmf both academic and nonacademic personnel/ \ nursing are qpcmﬁcall\ mlcntmned in the legisla-

within 1 vear of the effective date of tbc"}‘c IGTeN

If d1§cr1mmat10n 18 xdcntlﬁcd pohmcs and practices
: ¥

tion. The intent of the legislation s to break down -

the institutional barriers that restrict the participa-

. - . . r ) ¥ - . .
—ﬁ“—r ) s . ’ ' (R ~ ¥
. o LY. - N
%This Act will be discussed im a luhléquen! saction, qi affirmative agtion in cBicational programs. . N )
- IS
.. \% . o ) 4 ¥,
\ . - %
~ . @14 \ ~ 7
. . -
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sive action is hot required under Title IX, a recipi- v
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_not_been finalized. In

that
v
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. ’ '

» tion of b()th males .mql females in areas traditjon: vllv

d()mm ated by one ses B Y

Regulations for th(}(nfnu(m( nt ()f thc l*{\\ “hive
view of the precede nt\ devel-
oped through other i‘mtl(llx( rlgmn.ltmn le U\l wtion
res may be antfeips ated.

The Ye (l( ral Goveranent ma nvestigate ‘educi-
tional institutions perfodically as well asin response
1€ cases, unitsgofl the, institn-
persanmel lf.:'ininu programs
direct Federal assistance mav
dlsa be In\(\[lQll((l . ) )

When (()mpl.nntx .m received, the identity of the
complainant will he
Neither the institution
required to m.lint;rirl
wrl he prohibiteds fro
ing
&n investigation, dr ilaktmmnq procecdings,

YL upon review or Investigation™ie iy dete rmined
mtains discriming 1!(7?\&{ ac-
wernmment man defer ﬁms
rexoke arrrept Giw; 1rd~
WAtation from rhull)lhh fq,r
aring. o,

to (()mpl‘untv In <or
“tien related to healtH
which do ndt receive

kept confidgntial if posible.
nor the complainant will-he
onfidentialitv. The institution
n discharging ()I‘_(“\(I'ilnillil[-
agrinst

amone 1
-

anoanstitutjon m
the G
awards pending hear
and ‘or disqualify the
future awards after.a h

<

tices, Federadd

¢,

STATE .ANTIDISCRIMIATION LAWS

Statelaws are tvpically identified as fair (mplm'-
mentprac tic e Liws, and . iy prohibit diseriminas
tion on the basis of rac origin,
Thi een states alko prohibit
(lermm ation of, handic |pp("7 pcrwm&

color, national

r(’llqmn <ex, and nee.

Thé first State fair (mplmm(’nt T&m(tl((’ law was'
passed in New York in 1945, The I\cW_Y()wrk Trw
is significant in its comprehensiveness: a lihy TL‘

‘ment laws are patterned after this faw as_was he
Federal Civil Rights Act of 1964, Several States
have weak Bromore limited legislation.”

Most State acts establich r()mmis&inn: for their -
“enforcement. These commissions are q(’n(’mll\ com- "’
posed of 3 t8 12 commissioners, ustrally appointed
by the (m\(’rnnr with legislative ‘1ppmvnl
. Rather st; md.]rdll(’d precedures have been devel-’
oped for the filing of charges or the mltlltmn of
(lN ugmnmon complaints. Most laws rcqlurc (hnt

S

N 2
T e I weph F (‘lnmnunr and Jane W lLerner, Fqun[ Fmplovment Opportunity G,/ Federal and Srate Laws:
[)n.,.m wotran on Feployeear  Honatan s Univereity of Honston. 1971,

AState e whirl nre sonthe require affiemat ve action hy statute nelude Maine,
Orepan

arveral adiditiinal Staten

~ 1

aking a r,mnplwivnt .l\\l\IIHL
EXY

Masanchyentia nn:l Now Jersey.
and Washiteton wnelardy require the de rvelopment of affirmatise mhnn plans by education ageneies,

[ LN

an individial or rcprmcritinq‘ attorney file written
chitrggs—with*the commission. "\ few- of. the more -

- pr()"r(w\( State lmxmllow e()mmmmm to u\h‘iu;

actions ppon ke arning of dise rmnn 1(01\ priw tices,

\ft(r « complaint,or charge h: aé been filed, a com-

@)mplnmt A conference”
inayhe called between "the involved parties. ffort
18 made to recondile differences between the parties
If this fails, the
‘:ndministrativc‘

Mmision  ingestigates th(

without resorting to legal action,
commiwion may order a puhlu
hearing, a
During the hearing ph 15e of the cnmpimnt pro-
cess, the commision hus the power to ‘nsue sub-

If a

finding of discrimination is made, sthe commission

pocnas and launch o full-scale investigation.

has the power to issne coase and desist orders.
are usually made to order hiring or
reinstatement of an emplovee with or without back
pay, arbin damages may .be
awaried. /

Provisions
some  nstances

The (“’](’?lﬂ prohibition of émplovment discrimjna-
tion in a growing bodv of State laws provides

h “another hasis for affirmative action. An emerging
Votrend i the passige.of State legislation specifically -

requiring ‘lfTrnlltl\(""xf*{»mn m education institu-
“tions ahd agencies. Such lnw< ./pr’o\ﬂdg reater in-
volvemgnt of Stite agencies in the enforce and

»monitoring of affirmative action plans. In addition,
~a munther of State regulatory dgencies; c.g., State

departments of education, have developed adminis-

. trtive requirements for affinmative %‘ctinn.8

B

>
oo it

JUﬂ‘lCIAL D‘EOIS\IO‘NS .

]udunl fnt(’rpretdt.mm of title VII' and related

CFederah laws have cXtended the - principles of '
of thé 36 other comprehensive State fair ethplov- *

affirmative action. The courts have generally re-
qmngu)rr(*cf\'r aetion-from all emplovers when
findinks of discrimindtion R’?’W@»}chn made. Some
of the key concepts that have, mtablwh(’d precedent
Afor corrective and affirmative action are:

.
-

Discrimination Against a Group or Class

Fanployment  discrintination, by d definition, is

cclavs-wide discrimination. Where it is found, agtion

T a
A

9

“to climinate it must apply to all members of the -

0
’

.
.

A Gulde 10 Laws and Orders Prohibiting
Administrative regulatibne in Californja. 1daho,

Related actiona are now under consideration in

B

ra




~faffected clas” to which an individaal complainant \\'hut is required . . . is the removal of arti-

belgngs. The dass discrminatian (nn((pt h‘l\ heen » ficrad, Larbitrary .md unnecessiry barriers to
14
broadis mt(rput((l hn the cgurts.” (mpl()\m( nt when the larriers operate in-
;o vidiously to discriminate on the basis of racial
3 Emol Intent or other impermissible classification.™
mpiloyer Inten
ploy JThe Barriers that were |dcnt1ﬁcd by the Supreme .
Itis the comequences of the emplovment prac- Court and m: iy other courts include various prac-
W
tice. not the mitent. which determines whether dine tices and policies of recruitment, selection, place-
crimination requiring remedial action exists,” ment, testing, svstems of transfer, promotion, senior-
: An emplovment practice or policy, however i, dines of P”?f"\“””' and many other basic
neuatral in intend and however fairly and impartially terms and conditions of .empl(),\'mfnt, )
administered, which has a “disphirate effect™ on Judicial - decisions regarding  numerous  issues
e . i N
members of a “protected class™ “those groups speci- presentdy. being litigated in the courts "'will eontinue .
fied in the law) or which perpetuates the effect of to specifs “the coverage, procedures, and require-
prior discriminatory praétices, constitutes unfawful ments for corrective and afirmative action. ,
. . . . . : . . ” . .
¢ discrimination unless it s proved that” such policy ) 4
' KT e P TPR U TN P . . . .
15 compelled by “husiness necessity and/or h LAWS REGULATING COLLECTIVE
L] + N N > s ‘ elec . 0] .' X
vididation of tests and other selection procedures. BARGAINING AGREEMENTS .
.9 1

————

The primary (\pt‘n(‘n(c{)nse covering the con-
duct of emplovers and unions or bargaining agents
has been accumuliated by groups covered under the

sentition 1)( mln()rm('\ or femnlw('s in any J()b classi- N mon il Labor Relations Act. Public employees '
. fication in relation to their presence in the popula- are not'tovered under this acg, and at the present
tion or work force, constitute strong evidence of < time there is no national colfective bargaining act
» discriminatory  practices.  Where such  statistics  covering public emplovees.”* \Numerous State laws,

exist, the burden of proof is on the emplover to | however, provide for public emplovées’ collective

show that thév are not the result of overt or institu- bires nnmg In addition, Federal antidiscrimination
tional discriniination. ’ ) 4 \ Liws speak directly to, the coverage and responsi-

The concepts conveved in these judicial decisions hilitv & labor organizations on issues Felated to
provide the foundation for afirmative action. When discrimination. ) ‘
\ statisticgl survey shows that racial and ethnic  § Generallv, it can be stated that it is unlawful

minoritics 3

R nd females are not participating”in an for Libor organizations:

institution’sg or agency's work force at all levels in C g C e ’
’s‘r agenay ; + - to exclude individuals discriminatively from

«. relation to their presence in the rélevant labor pool, .
‘ P - pe union, mcmhcrthp, thereby cnuqmg them to -

- theshurden df proof lose job ()wpp()rtumtl(‘s

$ ipIdyer tn show that
this 1§ not the result

dis rimi'mti(m, however ¢

nadvertent. - to discriminate in the representation  of
union members or nonmembers in collec-

The emplover is not r('qunr('(l to hire unqlnllﬁ(‘d . L ) oo
personnel or to impose qlmta systems to achieve Y tive bargaining, in processing of grievances,,

or in applving the provisions of an agree-

prnpnruonnl statistical representation. What is re- . A L
ment or contrict in a discriminatory fashion!

quired is the ‘demonstration of good faith efforts

to ensure true equality of ('mplmm('nt nppm‘tumtv to cause or attempt to cause cmpl‘oym to
+. regardless of race, color, national origin, or sex. . enter into discriminatory agreements or
Judl(mlp mterpretation of the requirements were otherwise discriminate against union mem-
summarized by Justice Burger: . ) /’ bers or nonmembers. ' ’
-

—_—_—

2 Bowe v. Colgate Palmolive, 416 F. 24 711, 721 (Tth Cir. 1969) ; Jenkins v. United Gas Cor7400 F. 2d 28 (Sth Cir. 1968) ; Blue Bell Boots v. EEOC, 418
F. 2d 385 (Gth Cir. 1969). .

1 Criggs v. Puke Power Ca., 101 U.S. 425 (1971), '

1178 v. Haves Internotional Corp., 450 F 24 112. 118 {5th Cir. 1972}

13 United States v. Ironworkers Locgl 86. 443 F. 2d 544, §50-551 (9th Cir. 19711, rert. den. 404 U.S. 084 (1921) ; United States v. United Brotherhood of
Carpenters and Joiners, horal 169, 457 F. 24 210. 214 (7th Cir. 1972). -

13 Griggs v. Duke Potwer Co., supra p, 431,

34 Hearings on a national rnllnrmv hargaining bill are heing conducted hyv the Sennte Labar and Public Welfare ("nmmf"re (3
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It is important to note that a collectiye bargain-
ing aigreement may be found "('liscri‘rZIi ory if the
application of the contractual . places a
disparate effect on the basis o
example of this principle is fory
which has been generated by t
seniority provisions of collectiy
. - ments and the greater burded/th

‘ svstemis placed  on minorities fang Court
decisions have hot been definftivd, but a trend has
emerged which reqhires the ('\t;\])l’ishment of some
balance between seniorigy provisions and affirmative
action provisions,

Tikewise, it
emplovers:

in/ the getnle
etween

1 ict
7] gw{jn ing “agree-

mav be generally  unlawful for

in the commis-
practices unlaw-

to participate with unio
sion of anv discriminator,
ful under these acts, / ‘
to practice  discriminatipn i/n a4 manner
which gives rise to racial 'or other division of
emplovees, to the detriment of organized
union activity,

\ primary responsibility of anv labor organiza-
tion, is that of representation of all groups of the
membership. When it can be demonstrated that
classes or groups of the membership aresnot heing
represented, collective bareaining agreements .may
be invalid.

d il

. INSTITUTIONAL POLICIES PROHIBITING
‘. DISCRIMINATION

In the past decade, many cduration agencies and
imstitutions have adopted, administrative policies
which articulate the ideal of equal emplovment
opportunity which i< the basik for affirmative ac-

10
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tion planning and methodology. The experience
of agencies and institutions in the implementation
of such policies provides a valuable starting point
~for the effective development of affirmative action
plans and cflorts. -
Such administrative policies have been a point of
ommunication  between those responsible for

vamst scninrif‘?x‘k “agency or institutional governance and policy for-
omen.

“ynulation and those involved in management and
policy implementation. The success of any affirma-
tive fagtion plan is dependent on the agreement
hctwcer?"'«&‘overnance and management as to the
need for ahd purposes of affirmative action and
the implicatiohg of good faith effort to implement
such a plan. Shared experience in the development
and institutionalization of equal employment oppor-
tunity policies can facilitate this agreement.

Accumulated experience in the implementation
of such policies may be significant for several rea-
sons. First, such policies have served to establish a
clear action direqtiye for the agency or institution.
Second, they also serve as a vehicle for establishing
the agency's or institution’s credibility as an equal
opportunity cmplover.

Finally, many of the speciﬁc learnings that have
been acquired through the development and imple-
mentation of institutional administrative policies
provide information critical for the tailoring of
affirmative action eflorts to the needs of individual
agencies or institutions,

Much of the significance of affirmative action
mav lie in its potential as a methodology for actualy
izing the commitments to equality of employment
opportunitv which now exist in the administrative
policies of many education agencies or institutions.

=)
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The Need for Affi\rmativ_‘e Action

Ev’ufcnce of discrimination and sex typing of
jobs in education is readily apparent when one
reviews the national statistics on the composition
of the labor force.

In the eclementary-secondary school teaching
force, we find a general pattern of fewer racial
and ethnic minority group members than we would
expect from their presence in the population

(table 2).

Although tcachmg is sex typcd or labeled as a
“female oCcupation,” there is evidence to suggest
that the administrative and decistonmaking struc-
ture of the profession is male dominated at the
higher levels. Women tend to remain in the lower
ranks within the profession and do not move orr
to higher levels of organizational rcq'pomibilitv
In clementdry and secondary schools thC\ are dis-
proportlonatcly concentrated in instructional father
than adminlstrative positions (table 3).

The same¢ underrepresentation of minorities is
characteristi¢ of the faculty within the higher edu-
cation system. One recent study suggests that the

proportion of Blacks on higher education faculties

was 2.9 percent in 1972 73.*°

.
'The concentration of women_ within the lower

ranks of the faculty’is also apparent at the higher
education level ¢ table 4).

Affirmative action provides a mechanism for
addressing the problems of discrimination and sex

“

’ e
Table 2 .,
e
Minority Teachers' "
Percentage of Pe entagedof Minornity
Minonity Teachers . ‘%n Population
Black 9.3 11.4
Spanish-Speaking 1.1 . 5.2
Asian 4 (R
Native American .1 4

I

! Geatiaties on pereentage of minanty teachers nbtained from National Edu
cation Administration il(rwm.h Depariment, 1973, statistica on  populaion
hased on 1972 31 Rureau ol Ceneus data.

L4
3

18 Baver, Alan ¥ Teaching Fuculiv in Acodeme -

1972 73 ACE Resealth Reports Vol 8, Nu. 2. 1973, p, 13.

in Educational Employment

Table 3

Educaticnal Personnel by Sex, 1972-73"

Percent Percent
Female Male
. y N
N
Elementary-Secontary
Instruction
Elementary Teachers 83.5 16,5 N
Secondary Teachers 46.4 53.6
Principals
Elementary 19.6 80.
Junior High 2.9 97.1
Senior High ,1‘4‘ 98.6 .
Assistant Principals
Elementary 30.8 69.2
Junior High . 7.6 924 -
Senior High 6.4 93.6
©
Superintendents ) 01 ‘99.9
Assistant Superinte 5.3 94.7
-
' Nateaal Falucatwn 10 Research Division. Report 1971 RS,

20th Meeansal Swlaer wad v af Public Schaol Prafessconal Persannel.
1972773, Waslungton, DA o

»
[

Distribution of Women
in Higher Education Facilities '

Faculty Rank

Percent Faculty Who Are Women

1972 1974

Protessor “98 103
éjsocmte Professor 16.3 % 16.9
Assistant Professer 238 27.1
Instructor 39.9 40.6
Total 22.3 24,1

)} Natwmal Center for FEduratinn Statislies, published in the (‘Iln:m&u of
'll[hl‘l Fducation, Vol. 1X, Nu. 19, Feb. 10, 1975,

typing in education employment. A “plan repre-
sents the written commitment of an employer to
climinate .discrimination and actively remedy the
current offects of past discrimination. An affirma-
tive action plan is a policy and prograrh document
that helps to assure a coordinated cffort to achieve
effective results. It is or should be an action-oriented
set of procedures designed to clarify responsibility

1

17




and outline the specific action steps for ‘achieving

the voals that have been established,

The development of an affirmative action plan
isan important task for any emplover, even when
not requyred by law. Voluntary development of
an effectuve plan:

I Demonstrates the  institution's or agency’s

commitnent to equal eniplovinent oppor-

tunity.

20 Hedps toidentify discriminatory practices or
policies which, conscionsly or unconsciously,
may be operating with discriminatory impayct
throughout the (mpl()\nl(nl systen.

Lo Spedifies actions that carry out the lette? and

the spinit of faws ;’)rnhillitingr diserimination,
o Clanibes the institution’s or agency's policies
for cinplovees and the community.

ERIC

Aruitoxt provided by Eic:
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5. Demonstrates “good faith” in the event of
possible cofnplaints of discrimination.

Judicial rulings on  discrimination complaints
have held that epployers are accountable for the
present effects of past discrimination and that the
obligation  of providing nondiscrimination rests
with the employer. An employer’s voluntary de-
velopment of a plan to identify possible discrimina-
tion may become an important consideration in
the event of subsequent charges of discrimination.

Provisions of employment affirmative action plans
generally indlude, but are not limited to, recruit-
ment and recruitment advertising, hiring, assign-
ment, transfer, upgrading, promotion, layoff or
termination, rates of pay, fringe benefits, training -
and extra duty ar other forms of compensation.
Fach of these arcas should "be considered as a
possible source of discrimination. -

18
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Instituting an Employment Affirmative Action Plan

Affirmative action plans may be instituted in a
number of wavs. First, they may bé required as a
condition of Federal funding. If a district or an
institution receives $50,000 or more in Federal
contracts,'” it is required by executive order to
develop and implement a written affirmative ac-
tion plan. If the institution or district receives
$10,000 or more in Federal contracts, it is required
to observe equal employment policies, although it
is not required to develop a plan.

When a plan is required for Federal contracts,
it is subject to public inspection and copying pro-
visions under the Freedom of Information Act.
A copy of the plan may be ohtained either directly
from the agency, institution, or from the Office for
Civil Rights, HEW. If such a plan exists, indi-
vidual or group initiative should be directed toward
monitoring” the plan and working to strengthen
identified weaknesses.

A second 'method of instituting an affirmative
action plan is to include a requirement for the
development of a plan in the collective bargaining
package of emplovee groups. The advantage of
including the development of a plan in the bar-
gaining package of ecither the labor organtzation
or management is that it demonstrates good {faith
intent to comply with the law. This mav be im-
portant to both parties if subsequent discrimination
complaints are filed against eithet or both, Under
the law, hoth the emplover and the labor organizi-
tion may be liable for damages which result from
discriminatory contract provisions or practices, For
the labor organmization, a second advantage of
initiation is the “opportunity for involvement of
the labor organization in the dw(-v(-lnpm('np"and
monitoring of the plan, and the inclusion of condi-
1ons of the plan in the grievance process structure.
A third method of instituting a plan 15 through
inistrative action. A board of education, board
ustees, or chief administrative officer mav
the development of 4 plan av a demon-

ad
of
initia

stratiof of progressive management policies and a

18 Crants &e nnt suhject ta inelusion under this requirement
TFFO 6w\l be susilsble by aummer 1975,
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good faith effort to comply with the law. In this
instance, the plan serves as a method of antici=
pating problems and handling them before the
crisis of a complaint and subsequent investigation
arises. .

Corrective or remedial action may be mandated
if a finding of discrimination is made after inves-
tigation by a Federal, State, or local agency. De-
velopment and implementation of such action plans
‘may be required by the agency or the courts, The
filing of complaints under any of the Federal anti-
discrimination laws that apply may result in such
an investigation and action. Complaints may be
filed by individuals or groups, and may be filed in
behalf of any individualga class, or @n the basis
of a pattern of discrimfhation,

Other methods of moving educational institu-

- tions and agencies toward affirmative action may

he used. In a few States, chief State school officers

~or boards of higher education have moved to re-

quire affirmative action from local education agen-
cies or institutions of higher education as a condi-

tion of accreditation. Some State legislaturesghave

pissed laws which require jlmrmn'tiv(' ;rdinn in
education agencied or institutions. Finally, affirma-
tive gction plins may be i~n;g‘r)rpnr:1t('d as a condi-
tion of future Federal programs and regulations.
It is important to emphasize that the trend
toward required affirmative action in education

has been established by court decisions, Federal

and State laws and regulations, sotind management
policy, collective bargaining agreements, and the
handling of discrimination complaints. A further
impetus toward affirmative action is the increased
Federal effort to document discriminatory policies
of educational agencies and institutions. Personnel
reporting forms have recently been developed by
the Equal Employment Opportunities Commission
and the U.S. Department of Health, Education,
and Welfare. The form (called EEO 5 for local
education ag‘cncics and EEO 6" for institutions

\
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of hivher education requires the reporting of work  identifying patterns of discrimination. The very
force by races s, job dassification, and salary  structure of the reporting form and the necessity
level In addivon, new hires are to be reported on 1o report this information Wwill undoubtedly help
aveatly basiso This information will be held in a  to identify patterns of discrimination and bring the
data bank over a period of time as a means  of Jissue to greater visibility. ‘

o
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Elements’ of an Employment Affirmative Action Plan

An affirmative action k)l.l!l is o staternent of
policies, procedures, and actions to which the cme-
ployer is committed to ensure equal employment
opportunity. Tt is 1 document whi h guides an
agency in both mvestization .m(l remiediation of
discriminagtory employment pulgu'\ and practices,
There is no single format for an aflirmative action
plan, and 1ty ingportant that the stadf of an ageney
or institution be involved in the creation of its own
model, This s recessary Lo maxindze staff under-
Landine and conmintment o the plan.

Most emplovinent aflinnative action plans con-
tain five veneral sections: 7 ‘

e A\ <tatement of policy and purpose

e A work force ntilization analysis-

® A\ et of procedures < for identification and maodi-

b ation of present procedures and practices
which have discriminators lrnl)nl or winch
perpetuate effects of past discrimin, itian

e \ ttement establishing goals and timetables

for nnl)m\m«'vul(ntlfu(l ll‘l(l(rllllh/.lllllll n
spectfic job categories -
evaluainee and

® Procedures for maonitoring,

reporting the plan,

Development of .
aaLiterent of mtent. T shoudd be reviesed per riodh-

v pln is onlvoa starting point ar
callv, modified, and amended  as droumstances
dictate
oped as o requiretent of Federal contracts. or

I i not deaadhy hinding anless it is devel-

Sfter o findine of discrinination hus been made by
N l‘('(ll'l‘ll

Lareaimine” contracts. The

SHrene N,
followine outlines the
comtents of the variens sections of o plan and e

sests asequence of actn ities for its development.

STATEMENT OF POLICY AND PUR‘PO’S}E :

A <tatement of pglicy should provide (},1(‘ reader
with at least three picces of information the intent
of the plan, the objectives of the plan, and the
level of ultinate responsibility for implementation
of the plan. When possible,
fished institntional or aceney policies <hould  be

references ta estab-

ill(lll(i«‘(l, 4
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ar it s specified colle Y

N »
The section on policy and pirposes should be as
speciic al ])(’)\\ll)l(‘ i order to focus the remaining
portions of the plap and to provide the reader vnlh
A frame of reference for reading and underst Ir"l(lIHL‘
the plan,

ippropnate are:

Focamples of purposes  that - would he

To insure equal opportunity in Al person-
o nel pnh(\(\, practices, and  collective bar-

caining agreements through the identifica-

tion and elimination of practices that dis-
ctiminate on the basis of race, relicion,
color, national ongin, sex, or aue,

To increase the utilization of racial and
ethnic minorties and women at all leyels
af emplovinentwhere deficiencies may exist.
To desien and implement internal assess-
ment and  reporting’ prnu‘(lur(-\ for the
evaluation of the effectiveness of the plan,
To develop emplovee development pro-
orams desiened 1o assist emplovees in #ul-
filline the provisions of the plan.

T establish procedures within the griey-
ance process for prompt proc esane 8f in-
dividial or cronp dik lmnn on charges,
1o establich
cvaliating, and akine necessars maodifi-

cations pf the plan.
To hvide for the
cemination internally and externdiv where

appropriate of the Mffirmation \ction Plan
e to ensne it availabiling tointerested

pn,(ulur(\ fnr IHUIIIU)[HI".

publication and s

CItizen Tronps.
Other purposes Shondd beaddedas appropriate to

the sitnation.

WORK FORCE UTILIZATION ANALYSIS

»

One of the two most critical elements of an

“emplovment afirmative action plan as the W sy

of the present utilization  of lh(‘ wotk  force.

Foavamination of the statistical array of the wnrk

force provides 4 convenient method of l)(qmmnq
to identifv patterns of discrimination among the
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employee groups. A work force analvsis is defined

by Federal regulations as:

. - Listing of cach job clasification as®¥it appenrs
] ( Pt

in applicable collective bargaining agreement
or pavroll records no job gronp o radked from
the lowest paid to the highest paid within cach
department or other similar organizational anit
. including departmental or unit supervisen, ™

- Further spedification of regulations indicates that
for cach job clusification, the total number of male
and female incumbents, and the total number of
male and female incumbent« in cach of the follow-

given:

Blacks, Spanish-surnamed, American Indians, “and

Asians. The wage rdte or salanv range for each job

clasification should be provided. All job classifica-

including supesvisory and managerial job
must be liqtcd A worksheet

\nmm'fr\ table is provided.in the nmpl(‘ affirma-

ll.‘\(‘ action plan provided in Appendix A

ing categories or affected classes must be

tions,

classifications, and

One convenient source for locating the neges-
the FFO-5
which has heen preared for Federal agencies
Althoneh additional information may be needed,
this will provide o convenient starting point,

sy nformation s completed forni

Once a listing of the job classification has been
made, the real waork of the analveis begins Tt
the purpose of an affirmative action plan to ensure

i<

that individinals are emploved without considera-
tion of race, color, rmtmn,ql origin, rr'hgn/m or sex
and to femedy the effects of past diserimination,
Affirmative action efforts have frequently been
criticized on the gronnd that thex force emplevers
to hire ungualificd persons, ]u'((u al
has dearlv established that no emplover s hyg‘r
r("qnir('(l to hire unqualified persons but rather to
that indeed
ntilized  withont
origin, religion, or sex. Fach emplover is to deter-

inferpretation

ensure amlifications and merit are

r('L’.’lrtl to race, (nlor. nkl!i(m.’l]
mine the valid job requirements for each job cate-
gors. Judicial interpretation has held that if anv
requirement has an adverse impact on members
of a protected group, the burden
with the emplover to demonstrate its job related-
ness. Specified job requirements should be exam-
incd to identify sources of institutional bias. Gnce
valid job-related  requirements have heen df&cr-
mined,

‘ comparison to the relevant potential labor prmk

of proof rests

a review of the existing work fnrrf‘ in

,

" Reviaal Orter N 14 Federal Reguater, Fob 14, 1974,
N
b
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holding these gualifications will reveal whether or
not underntilization exists, :
of

Gonld Be given great attention,

underutilization
The relevant lubor
pool will vary considerablyv in terms of job position
and geographic location. For example, the factors
which nught be conddered in determining under-
utilization  of an affected (lm of elementary-
secondaryeschool teachers would include the. rep-

1]
Fstabhishment criteria for

resentation of the group in the population, the
representation of the group in the State work force,
and the representation of the group receiving BA
degrees and teaching credentials in the State. State
statistics are used in this instance since State insti-
tutions-prepare a majority of the teachers in their
State and State requirements vary. This provides
an cstimate of the relevant labor pool, which be-
comes a measure for detcrmmmg underutilization.
A separate measure for evaluation of underutiliza- -
tion of administrative positions would be required.
Since the qualifications for principals in most States
include possession of an advanced degree, the rele-
vant potential labor pool would he composed of-
individuals posse ssing such a degrac.

Goals are determined in relation to the .1\.111 I)l(‘
labor pool. However, the setting of a goal does not
impose a4 inflexible. requirement; it provides a
target against which to evaluate 'the of
affirmative efforts. After all efforts toward f:\ir‘%,y
affirmative récruitment have been made and the

SHCCeSS

applicant pool has heen broadened, agencies and
institutions are free to hire the best qualified person.

The
of higher education.
for establishing  criteria for determining  under-

same principles would follow for institutions
At this level, a rational basis
utilization of minorities and women within aca-w
demic departments would be based on national,
statistics regarding the percentage of graduate de-
grees carned by the groups being considered. For
exiunple, the perceitage of women ‘receiving ad-
vanced degrees in physies is about 3 percent as
compared to the 43 pereent nf womcen receiving
advanced degrees in education.”

Factors to be considered in assessing underntiliza-
tion and recruiting for classified jobs or for non-
specialized positions include:

®* The percentage of each minority group in the

total local population.
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® [The percentage of cach minority group and
females i the relevant labor pool.

® |nstitutions in the community (:10.1!)1(- of train-
ing people in the needed <kills.

* Lmploving organization’s capability to provide
tranine to quaifv minorities and woren for
vartous job cassifications,

It is important to determine for each job eate-
gory, the nature of the statistical information against
which adequate atilization of affected groups in
the Once the
vant labor pook has bheen adentified,

work force must be evaluated. rele-
“availabilin
atatistics may be obtained from Federal, State, and
local agencies, professional associations, and Censis
data.

ever, minst be supported Dy a rationale hased on:

The criteria selected by the emplover, how-

o Vahdated job requirements,

* Availabilits of affected groups with jobh-related
alls, -

* Promotion and transfer eligibility and avail-
abilitv with present work force.

* \valability of training experiences.

* Applicant flow or the demographic mmprm-
tion of joh applicants.

MODIFICATION OF PRESENT PROCEDURES
AND PRACTICES

hasie utilization

The to the work force

analhvsis should be extended to an examination of

study
prosent policies and procedures. A primary func-
tion of an affirmative action plan is to identify
systeniic sources of bias and discrimination. Some
of the areas that should be studied are: -

Job Analysis

ALl pesitions should he reviewed in terms of
existing job descriptions, minimal bona fide qualifi-
cations, tasks, job functions, selection procedures,
and salary scales as a1 method of correcting any
that mav Care
<hould be takert to insure that position descriptions
reflect actual job functions and related skills and
that thev are consistent for the same position from
one unit or department to another.

Performance eriteria should be kept in mind
during the review of job descriptions and the con-
sideration of bana fide occupational qualifications
for cach position. Development of performance cri-
teria for the various positions is a first step in the
reduction of sources of hias and discrimination.

inadvertent  discrimination exist,

¢
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Recruitment and Selection Pracedures :
The commitnient to recrait and select minaorities
andd fairly and  without discrimination
c.arries with it the responsibility to insure that tradi-
tion.d recruitinent miethods are extended to include
identification uf these persons. Review of “policies,
mcthods, and pr()u(lnr(\ <hould consider recruit-
ment \nur((\, records, notices, dpph(atmn f()rms,
Interviews, proc edures, conditions of collective bar-
vainme agrcemient, starting s<alaries, and, Wlﬂrim

waolren

crecarding the emplovment of relatives in order to

determine f anv of these are adverselv .1f’fcrt|nq
emplevment of minorities and womert.

Fach of these should be carefully examined to
determine w.ns that minorities or women mav be
discouraged or eliminated from consideration for

N

hiring.

Hirlng Procedures

In many districts and pdstsccondnry institutions,
hiring is carried out by a number of persons. All
emplovees should be made fully aware of the goals
and timetables and modifications of policies and
practices specified in the affirmative agfion pro-
grams. One person with: central resporfsibility for
affirmative action should review agplications re-
ceived, referral of applicants, handling of applica-
tions, and hiring patterns, Reasons for failure to
hire qualified persons in the affected groups should
he documented by the person making the decision,
This beconies part of the record file needed- for
(l(‘!ll(!l]ﬂlr;l;illa compliance, '

Promotion and Upgrading
‘ 4
A common form of discrimination is found in
the permanent assignment of minoritfes and women

to specific job slots without recoghition of ,their-

abilitv to move to another level of performance.
A first step in examination of career mobility of
emplovees consists of a review of cmplm'ces to
determine:

* Promotion records of me , and mi-
norities in ecach eémplovee £las 1ﬁcatmn and
unit. -’

* Identification of emplovees whe presently hold

positions that unde%.their abilitiese
* Identification of the bawsers to the upgrading

of minoritics and women apgd- steps for over-
coming these barriers,

* oo
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When these factors have been determined, a
carcer deve lopment and in-servige training program
shnuld be instituted or upgraded-to meet the needs
of employees. Effort should be made to develop a
career lattice system that permits vertical and lateral
movement of cmp,loylc(‘s. ‘

Assignment of Staff

Even when an agency or institution employs large
numbers of minorities and wornen in its work force,
discrimination may still be evident in the a.&qlgn-
ment of that stafl.” Minorities and women may be
assigned to specific schools or units, paying and/or
nonpaving extra dyuty assignments may be given tg

one group, overtime duties may be unfairly as-

signed, and opportunities to participate ”in special

cvents and training programs may be limited to

certain groups. Fach of these factors must be'carer

fully assessed to insure nondiscriminatior in” the
“handling of all personnel matters. '

4
El

Collective Bargaining Agreements

(nl]cruvc hargmmnq agreements  with  labor
organizations are covered by Federal amti-discrimi-

nation laws. The negotiated agreement cannot vio-

late these Federal faws. Discriminatory clauses may
be found in ﬁcninru\ and bumping provisions (a
bon? fide \cnmrn\ svstem is legal, but its operation
must not result in disctimination against minorities
or women), and in those relating to promaotion,
hiring practices, rates of compensation, etc. The
principle to be followed is that any provision which
results in discrimination against an affected /(](l\s
and cannot be ]ll\tlﬁ(d by business necessity is
illegal. Since labor organizations mav share lia-
bility in anv actions which mav result from dis-

criminatory  policies, it is to their advantage to

identifv possible <ourcds of diserimination and take -

steps to eliminate them. Fvery mll(‘(tT\\?\b‘quam—
ing agreement shpuld include a non- -discrimppation
clause covering all_procedures of the agreement.
Provisions should bé made for openipg portions of
the contract where dis rmnnatmn is identified with-
out necessarily reopening negotiation of the total
contract. Contracts should specify’ that arbitration
of discrimination grievances shall follow title VI
principles? o N

18
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_Grievance Procedures

A primary advantage of most collective bargain-
ing agreements is their specification of a grievance
process with adequate measures to insure just han-
dling of complaints or grievances related to the
plan. If the agreement does not specify these pro-
cedures or cover grievances related to promotion,
hiring, and training, it should be modified to cover
these items, If a collective bargaining agreement
does not exist, an affirmative action plan should

specify grievance procedures.

}‘7

Fringe Benefits

A common source of ,discrimination in employ-
ment is the selective provision of fringe benefits. -
All Benefits and employmgnt conditions (including

“access to trajning) should be equally” available to

all employees or all employees within a specified
group. General benefits such as medical, hospital,
accident and life insurance; .retirement benefits;
teave, etc., should ‘be cqually available to all em-
plovees. Although different provisions may be made
for “training opportunities and travel assignments
between various groups of employees, they must
be made equally available to all employees within
a job category and cannot,be made on’the basis .
of race, color, national origin, or sex. ‘o
Areas tp consider are:

.

Retirement and Insurance Plans

+® Males and females should be eligible for
retirement and pensions én the same
basis, including equal retirement age and

benefits. o

r. B'(*n(*ﬁtq should not be based on provisions
that an emplnwc is a “head of houge-
hold™ or “principal wage earner.’

* Benefits for husbands and families of _
female employees should be the same as
those avajlable to yyives and families ,of

o * male emplovees.

* Benefits available to wives of male em-
plovees should be available to female
emplovees. a

* Title VIT Sex Discrimination Guidelines
require periodic retirement benefits be

" the same for men and women. The fact
that they mav cost more does not excuse

\ the emplover from providing equal hene-
© fits ' /

m24 ' ) '



Pregnancy and Maternity

* Any written or unwritten policy which
excludes employees from, jobs because of
pregnancy, or requires thém'4o stop’work
at a specified time should be chariged.

cease work must be determined on ‘an
individual. basig. ‘T'his depends on the
physical condition of the - partieylar

woman and the rffature of her job. )
® Pregnancy, miscarriages, abortiori§ child-
birth, and recovery are for job-related
. © _pyrposes “temporary disabilities.”” They
" should,be treated in the same manner

as other temporary disabilities.

» The time when a pregnant woman’shoald

" past turnover rates and wctcd employment
n,ccds." ) : s

The goals of an affirmative actipn plan should
indlude long-range goals and intdrmediate or an-
nual targets. Jlon&-rang;j?L should reflect the
achievement of proportiofiate represenfation of
cach group identified as “underutilized.” An accept-
able goal is measurable, attainable, and a signifi-
cant step toward affirmation action. It should be
specific -and related to timetables. Goals are not
rigid or unchanggable.- They represent reasonable
estimates of the ‘c'xpcctcd numbers of minorities

: -
and women in the work force as the organization .

rcdu@disrrimihz’ition. ! e
Intermediate_targets should be developed for

® Child rearing provisions, if avallahlc,\\Mg‘ training. transferring, and promoting which

must be provided for both sexes.

Layoff, Recall, Discharge, Demotion

. ® Standards far termination, recall, degno-
. tion, or discipline ‘must be the same for
all employees. Seentingly neutral practices
shouldthe examined to make sure that the
policy does not have a disparate effect on
. minerities or women. -
® Seniority and bumping provisions which
perpetuate past diserimination are illegal
and must be modified. ‘

t

GOALS AND, TIMETABLES

CThe goals and  timetables estiablished in an

affirmative action plan are. with the work force

utilization amalysis, its most critical components. .

Numerical goals for "the representation of affected
classes “of persons within the work force of an
educition agency or institution are developed on
the basis ~of criteria specified in, the- work force

utilization analysis, Underutilization is determined .

by comparing the pereentage of affected class in-
“cumbents with the percentage of those in the poten-
tial labor force possessing bona ﬁd‘(‘ qualifications
for emplovment. Utilization should be considered
_for each job classificatjpn and by units and depart-
ments as well Jas for the total work force of an
emplover. R S ’

The plan’s numerical goals reflect the composi-
tion of the work force as it would exist if there were
no discrimination. Timetables for achieving these
goals. are developed from projections based upon

)

will lead to the achievement of the established goals.
- Factors to be included in setting targets are prc;-
jected turnover, expansion or contraction .of the
work force, availability of persons with, required
«kills; time necessary to obtain required skills, etc.
Targets should be developed for the organization

,as a whole, for each unit, and for each job category..

Many havc confused the term quotas with géal.:.
A quota implies a fixéd numerical requirement,
whereas a g()al represents a commitment to an
effort, for a limited period of time, to remediate
the current effects: of past discrimination. Goals
should reflect what the work force-of any emplayer
would Took Tike if individual and institutional dis-
crimination did not exist. The employer is not
under legal obligation to meet the numerical goals,
but rather to demonstrate afl good faith efforts to
observe cqual crn;?lg)-m'cn} opportunity.

El

sl Sopne emplovers have misconstrued the requires
hY - .

ment for good. faith efforts to employ’ mirforities
and women as mandating preferential employment
of unqualified candidates. This practice is illegal.
The responsibility o’f' the: employer is not the
achicvement of a specific, statistical profile. Rather
it is the commitment to eliminate discrimination
and the barriers to fair lcmploymcnt“ﬁractir‘? :
Immediate actions should be taken to insure that
race™ color, national origin, or sex are not, factors
in mmpz‘nmtion of employees or determinition of

. opportunitics for advancement, The need foy such

actions usually Becomes apparent through ¢ ful
examination of salary levels as they are arrayed in
the work Jforce utilization analysis.

s

)
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MONITORING, EVALUATION, AND REPORTING '

Affirmative action plans should specify the per-
' sons responsible for implementation of the plan and
the procedures'to be utilized for monttoring, evalua-

P plan remains with the chief administrative officer
i of an agency or institntion,- but various stafl mem-
' " bers may be delegated responsibilities. Any such
* ' delegations should be made o individuals with

sufficient authority. g insure effective implementa-
tion of the provisions of the plan. All gmplovees
vith (responsibilities  for recruiting, interviewing,

tion; gnd reporting. Ultimate responsibitity for the

«

' « N '
< : . ’

made, reasons why job effer was not made, and
identity of person making the employment decision,
Recorts of the applicant flowshould be fnaintained.
Federal legislation requires employers to maintain
records of all other relevant actions. .

" Reports of affirmative action progress-should. be
made on a semicannual basis, Procedures “for a
tearly review and evaluation of the plar should be
spedified. Thi review should be undertaken by all
"releiint persons. Polic v boards, labor ()rg.'mi},ati()nu,
and <the (omr'nunit)1 are,_ examples of groups” that
should be involved in Wdch a review and evalua-

, . . - P e Proviaions S |
hﬁ\!ng, Araining,. promoting, and evaluating stafl, tion process. Provisions should be made for the

should be given training and dear guidelines for

cagr ‘ing out their respansibilitieg under the plan.
My lnit(‘)rin.g‘ of the plan requires objective meas-
ures g estimate progress. One of the most basic is
the ApBlicant’ Flow Record. This is a record of
each job applicant: name, race, sox, réferral <oirrce,
position #’)plicd for, whether or not job‘offcr was

’
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dissemination of pregress reportscand cvalitions
"to all émplovees and - concerned Yindividuals and
groups in the community.

The irmative action should be maodified vearly,
to reflect ‘n(-("('\'sar,\' changes. Fach maodification
~should inglude .a r(’porwfof Mt’hc, progress made to)
“date.
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To.date most efforts for affirmative action” have
bem directed, toward increasing the utilization of
women and’ minorities in the work farce of an

* agency or *institution, and providing equid employ-
. oment oppnrtumt\ R(mummn howevery has, heen
“ o mu}c of the {#ct that mdn\ sotirces of dlscrnmn"t—
- tmn are found in the educational systems which
: pr{par(‘ grogps for pntll( Lpa{mn in th(‘ \mrk force.
"Fducational programs ‘haie d(‘(‘pl»\ cmbcddf‘d pat-
terns of operation _that,begin ta “sort” minorities
- and women, “even. at edrly pmnt: n the educntu)n
. system.” i : -
The first affirmative action p];;m inhigher; edu-
- ntmn included consideration of student or.pregram
" relatéd issues: Further impetus for th1§ movement
.was supptied by the growing: concern about imple-.
" mentation. of title VI of the Civil Rights-Act+and
~  titley IX of the
Title VI prohlbm dlscnmmatlon on the basis of
, Tace, color or national origin in the participation
N in, access-to the benefits of, or operation of all

4 prnirame or activities receiving Federal funds.

' ‘Title IX.prohibits sex discrimination in the par-.

t1c1pntlof'{ benefits, or operation of educational
X, programs or activities receiving federal funds.’

%ﬂnl\ is"there nced, for affirmative action efforts.

i ployment, but also for-affizmative action in §
educational programs and activities.

(nnrern for' affirmative action in cmplnvment

. and, in pmgr'\m mav, be' addressed in the samc
& plan It is our rccommend'mon however, that-

, two separate affirmative action programs be de-
veloped, or that- the plan include two .different

" sections--one dealing with employmént affirmative
A action and the other dealing with program affirma-

tive action. Reasons for this. qeparatlon 1nc1ude£l'
:\\&&\% 'l; Fmplovment issués and education prograif}
' """ concerds are rcovered under two largely
saéparate bodies of - Federal -and State legls-a
' lation and regulanons - o , D
Emplowment policies and .practices are spe-
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cifically covered under diverse Federal legis-
lation, collective bargaining laws, and State

ang local laws and requlatlbns dealing with -~

labor management.., Enforcement - agencies
- and pracedures prescnwt]y exist for remedying
discrimination in this area.

§ Coverage of student program issues is pro-
vided "primarily by titles VI (of the Civil

» quht: Act of 1964) and IX (of the Edugn-

" tion Amendments of 1972) and a-growing
bodv of State and local human relations and

laws and regulations..
Mechanisms and _procedures for enforce-
ment. of many of these statutes are still
under devc]opmenwt , :

2. The poten‘tlal use of collective bargaining in
%ecwrmq, momvtorlng, and “cvaluating em-
ploymerit affirmative action provides a strong
method for dcﬁlmng with employment  issues
but may be less relevant to program affirma-
tive action canterns.

3. The knowledge ‘and expertise needed for

. @'development  of empleyment ~ affirmative

~action and prograrh affirmative action is

« usually: held by differeny persons. D1V151on
of the re:ponsnblhtv profides greater involv
.ment in the developmefit~an momtori;xﬁ
“of the plans.

4, Studeat and community involvement”in- cdu-
canonal program affirmative” action is essen-
tial. The “devclopment and monitoring of
program affirmative action plans may in-
volve different intcrest groups than those
involved with employment affirmative action.

For the purposes of this section, educational

. program affirmative action may be defined as,
action taken, first.to identify and remedy sources .

of dlscrnmnnatlorl in school programs and, second,
to develop policies and procedures for the preven-
tion of such discrimination in future school pro-’
grams.

o N . v .
19 Unlike fitle VI, title 1X covers .discrimination jo employment as well as discrimination of students.
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' Foundations of Affirmative Action in Educational Programs
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Onge of the mast important contributions of the
utilization of emplovment affirmative action has,
been the d‘evelo‘prﬁcnt and refinement of techniques
and procedures which may be adapted fbr indi-
vidualized systematic ;]ﬁ?%'SSleen_shof possible sources
of discrimination in education programs and the
.development ‘of corrective measures. i

Requirements for equality of opportunity.for all-

students in public education programs or institu-
tions haye been articulated in a body of human and
civil rights laws, legislative histories, and jydicial
decisions. One of the most basic forms of discrim-

.

- . . . o . . . .
ihation against. students, racial segregation within

publi¢ schools, was addressed in 'the 19754 Supreme
Court decision, Brown v. the Topeka, Kansas,

__Board of Education. The impact of this decision

E

dc \

is evident in our continuing 20-vear effort to attain
racial dcs‘cgrcgnii—nn, of publi¢ schools. During the
-course of these cfforts. recognition of other formis
of, discrimination 'n‘gninst' wtudents in educittional
programs has incréased. _—

This inrgc’:"t‘iihg"‘rcmqnitim'] has resulted 4in the

. [;;iisn_qc‘of threé significant Federal laws dealing .

with equity in student programs. A variety of State
laws also provides bothr general and specific pro-

Federgl Jegislatfon is described below:

« . '
N

TITLE VI OF THE CIVIL RIGHTS ACT OF 1964

“ Titte VI of the Ciyil Rights Act prohibits dis-
rr’imi%li‘(m.zo_n the grounds of race, religion, or
national origin in educatienal programs receivihg
Federal funds.” This legiskation provides coverage
for students and-others; emplovment practices and
policies are exempted from coverage. If anv pro-
gram of an institution receives Federal funds, all
" activities of the institution related to the program
“are covered. When institutional aid funds are in-
volved, all activities of the institution are covered.
« Examples of the tvpe of complaints filed under
title VI invelve-such issucs as the denial.of admis-
sion of students into schools g course offerings on
the basis of race, the lack of provision of bilingual

*
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instruction fdr cultural and,éthriic minority groups,
the tracking of minority group youth into specified
courses, the denial of scholarships on thé basis of
race, and thes placement of chilren on' the basis
of discriminatory tests. L \.

Complaints of discriminatory practices that vio-
Lite title VI should be made to: )

B Office for Civil Rights e o
. _ U.S. Department of Health, Edueatidn, and P
. Welfare e .
" Washington, D.C. 20201 '

Jf"éf :

e

g

or to a regional HEW office. ‘A complaint may . ’

be as simple as a let‘ftcr’putlining the nature of the
complaint and providing as much documentation
of the complaint as possible. It may be filed by'an
individual, group, or organization. When filed by a
group or organization, a_complaint may be filed in
hehalf of an individual or on behalf of a class’dr
category of persons. C

If discriminatory pracfices_ate found, informal
conciliation with the institution is nitiated by HEW.

Should this fail, the Federal Government may defer

award of new funds pending a hearing, revoke”
current funds, and/or disqualify the institution from
eligibility for future program funds after a hearing.

The U.S. Department of Justice may filexsuit at

HEW's rcqucst. »

Complaints are l{cpt éonﬁdcn‘tinl when possible.

If court action betomes necessary, the identity of

both partics becomes public information. Institu-

tions are prohibited from discharging or discrin-
pating against any person”or group making a com-
_plaint, assisting in an investigation, or instituting
proc‘ccdinfix against the agency or institution.

’ -
. “

TITLE IX OF ‘THE EDUCATIONAL AMENDMENTS
OF 1972 S

[(Higher Education Act) " oo

Title IX states, “Ng person . . . shall, on the basis
of sex, be exclided from participation in, bt denied
the benefits of, or be subjected to discrimination
under any cducation program or agtivity receiving
federal financial assistance.” Title IX is patterned
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after the race discrimination provision of title VI.
It differs from title VI's coverage in_that it also
Lovers prohibition of discrimigation m cmplmmcnt
on the basis of sex. ’;

Nearly all local cducation agencies and institu-
tmm of higher education are coyered. Religious
institutions are exempt if applic .ltl()n of title 1X
18 not consistent with their r('llqmus tenets. Military
schools are sexempt if their ptimary purposc is to
train mdlvnziu als f()r the US.
the merchant muarine. A

Complaints of sex discrimination in educational
programs or education (’mpl()wm'nt should ke made
to:

Office for Civil Rights

U.S. Department of Health, Pducatmn an(l
\\clfarc .
W ‘uhmgt(m D.C..20201 \

or the’ nearest regional. HEW office. If - p()wble,
complaints are kept confidential” by the Govern-
ment. The m\!\tutwn and -the complainant are
not rcqu1red to maintain confidentiality. ’

- The regulations for title IX went into eﬁ'ccf ~
21, 1975, after congressional review and. signing b

President Ford. Sex discimination in the admls-”‘

sion of students to educational institutions in the
treatment of students in educational programs, and
in the (‘mpl()\m('nt policies and practices of edu-
cational Institutions is prohibited.

Admissions provistons do not cover pre-schools,’

clementary and secondary schools “except voca-
tional \(hu()l\y. privites underqr wduate institutions,
and the Tew public undergriduate educational in-
stitutions that have been traditiontally and con-
tinually single sex. Military institutjons at both
secondary and higher education levels are exempt
from ‘coverage as are schools run by religious or-
‘ganizations to the extent that compliance would be
inconsistent with religious tenets.

All schools must treat admitted students without
discrimination on the h1<|< of sex. This includ=s
such areas as:

® Access to and participation in course offerings

and extracurric ular activities, including cam-

pus organizations ind competitive athletics.

,® Eligihilits for and receipt or enjovment
henefits, sefviced, and finandal .ud

>

of

military services or

* [se of facilities, and complrability of, avail-
ability of ¢ and, rules ((m((rmnq housing (except
that single sex housing is permissible).

- Employment provisions of the rcqulatmns cover
“all employees in all m.stltutmn.s, ¢xcept those in
military schools and religious institutions to the
extent compliance .would be inconsistent with con-
trolling religious tenets, I mployment coverage gen-
erally follows p()ll(l(‘ of the Lqual Employment
Opportunity Commission and the ()m((‘ of Federal
Contract Compliance.

A unique pr(mwm “of th( regulations requires
institutions and agencies to carry out self evaluation
of policies, practices, and the effects thereof in
those arcas covered by the regulations within |

year of the effective date. If discrimination is iden-

tificd, policies and practices must be modified and
appropriate remedial steps to eliminate the effects
-of any discrimination must be undertaken.

Affirmative action is not required under title TX,
but & recipient institution or agency may
affirmative action to overcome the effects of con-
ditions which have resulted in limited participation
by persons of a particular sex. The techniques out-
lined in this monograph would be appllwcablc to
institutional self 'evaluation and the institution of
Ccorrective actions as required by title IX, as well
as to affirmative action.

Enforcement at the local lC\cl s provided to
the cxtent that agencies and institutions are  re-
quired to develop grievance procedures for the
prompt and equitable resolution of student and
employee complaints of discrimination on the basis
of those areas covered by the regulation. Utilization
of this procedure is not a necessary condition for

the filing of a complaint with a State or Federal’

’ ﬂzcn\cy. .

" Title VI ard IX provide comprehensive cov erage
\Wh effects virtually all educational institutions.
rovisions of the Public Health Service Act, title

* VI and VIII, specifically address sex discriminas
tion in health pekwonnel training programs, A de-
seription of the coverage of this Act was provided
in th(‘ preceding section on foundations of employv-

- ment” aflirmative action. Beciuse this coverage is
&Ilmnt(d. it will not be reviewed again here.

29 o
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Program affirmative action may he initiated in

" a number of way< School personnel, adinistra-

. tors, or the chiel ¥dministrative -officer may initiate
the o foat of program affirmative agtion as

a part of, their on@%ag job assignmients and!respon-
sihilities. Teachers and other personnel may man-
date development of program affirmadtive Action as

~a part of the collective hargaining package.

Concernc
ey ‘ s_for change ucational programs.
Citigen groups or oM ity orgamzations may
place p re on school. systems to devetop pro-
W jon. Student groups may simi-
larly identity Ju rogram aflirmative

~ action and WoTK 16T TETC T
" - Boards of education frequently have informatt
regarding sources of })mgram diserimination and
mav mandate development of program affirmative

action,

Although initiation of affirmative action plans
_may come from a ‘variety of sources, it is wise to
insure maximum involvement: of all interested
parties, community groups, policy boards, adminis-

trators, teachers, and students as a condition of

e
G
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unity groups have provided a,

How To Initiate an Educational Program Affirmative Action Plan

effective development of such a plan. A committee
representing the interested groups and school system -
«taff <hould be designated to develop the plan.
Ideally, the policy making board and chicf admin-
istrative staff would be in accord with the develop-
ment of the plan.

The primary advantages of program affirmative
action to anv local education agency or institution
of higher education include the following:

‘I Demonstrates the agency's or institution’s

commitment to educatiopal equity.

2. Helps to identify discriminatory practices or
polictys whi¢h, consciously or unconsciously,
may bk oprating with discriminatory impact

denfs on the basis of race or, sex.

€% _ip/compliance with both the letter and

spirit of ‘nondiscrimination laws.

4. Provides an important mechanism for in-

« yolvement of community, school personnel,
and students in understanding the legal re-
quirements, the sources of discrimination, and
the corfective actions that are required fof
attainment of educational equity.

Provides a mechanism for monitoring and

updating of discrimination concerns.

]
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A program affirmative action plan mav be or-

ganized and written in a variety of wavs, The plan

should include o «tatement of intent or policy,
preliminary identification of sources of discrimina-
tion, and an outline of areas and- procedures for

further investigation, remedies for eliminating hyas

and discrimination,  goals rand  time  frames for
corrective action, and procedures for monitoring,
evaluating, and reporting the plan. It should not
be consideréd o rigid and unchanging document,
but father a method of identifving problems, devel-

oping goals for action programs, and evaluating

progressteward these goals.

* Local situations dictate the most pressing prob-
lems to he considered. An appropriate strategy in
some communities or institutions may be to limit
program affirmative action to a few areas. In other
communities with more resources, it will be pos-
sible to move ahead with a comprehensive educa-
tional program affirmative action plan. Tn either

anstance, procedures for periodictevah tion, review,

and modification of the ‘plan should be specified.
The following outlines areas for program plans
that should be considered as possible areas for
inclusion,.

POLICY STATEMENT

The statement of policy for a program affirmative

. action plan should outline the intent of the district

or institution and indicate relevint policy actions.
An example of an appropriate policy would be a
paraphrase of the Federal legislation which indi-
cates a @ommniitment to insure that no student, on
the basis of race, color, national origin, or sex,
is excluded from participation in, be denied the
benefits of, or be subjected "to discrimination’ in
any education program or activity.2®

Another approach might emphasize the respon-
sibility of schools to provide affirmative education,
A policy statement might outline the need for

Elements of Educational Program Affirmative Action

education which affirms the potential worth and .
value of each individual student and <tate a com:
mitment to affirmative education as a means of
preparing all children for maximum participation

in and contribution ()ur?cicty. R
A statement of purp®veproyides readers a quick

summary of the plan as well as a frame of reference

i . . \ a4
for understanding and evaluating t»%u‘,.,alnn. Ex-"~

amples of specific purposes are: .

® To identify sources of discrimination on ;h‘g
~ basis of race, color, national origin, or sex

in educational programs. and activities,

® To take corrective actions to insure that no
student, on lrhc basis of race, color, national
origin, or sex, be excluded from participation
in, be denied the benefits of, or be subjected
to discrimination under anv education pro-
.« Zram or activity,
To identify bias in instructional materials and .
devélop programs for securing non-racist, non-
sexist materials and supplementarv materials.
To identify lyas in counseling instruments and
-materials and develop programs for securing
non-racist and non-sexist materials which can
expand a student’s under‘stunding of his/her
abilities and options.
To provide training for all school personnel
which can increase their capability for pro-
viding non-stercotyped, affirmative education.
To modifv existing curriculums to insure the in-
clusion of information: on the history, roles,
and contributions of the variety of racial and
ethnic groups in U.S. society and the history,.
roles, and contributions of women.

EDUCATIONAL PROGRAM ANALYSIS AND

MODIFICATION :

A major goal of educational program action
plans is the identification of specific . institutional
policies and practices which perpetuate inequality.

’ -~

2 Although ndither titles VI nor IX prohibits discrimination againat students on the banin of religion, Constitutional provisions may well nppl*.

26
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The effectiveness of action efforts increases with and instructional materials to textbook wen-

the availability of objective data about the local dors and publishing companies.

situation and the opportunify that it provndcq for * Provision of mandatory-training to instruc-
“tailoring” the plan to specific needs. In some tional personnel which can assist them in the
instances, data have already been collected which identification of bias in instructional materials

would identify nceds and targets for educational and the development of student’s critical
program affirmative action.

»

reading skills.
Community groups may have studied racism or * Provision of resource materials which miy be

o .
sexism in schools, ccnltral office staff may have used to supplement the omissions and bias of
collected relevant data, or teacher and student the textbooks.

groups may have collected 1mportant information.
Educational .program affirmative -action can be
initiated without documentation of the local situa-
tion, but some procedures and methods should be

® Provision of curticulum out}eg and teaching
materials which can increase their capability
to adapt and develop their own resources.

incqrporated into the plan for determining the ® Provision of education in interpersonal Skm’

nature of local problems. Program analysis does . and techniques for helping St}JdC“‘tS recognize

not reguire sophisticated research methodology, but and deal with racism and sexism.

may be carrjed out by careful consideration of the * Specific allocation of library and instructional

available information. material funds for the purchasc of supple-
Sources of information that are readily available mentary materials. )

include the experience and expertise of school per- ® Designation of cmployccs for the ﬁ\:llop-

sonnel, boards of education, and students; school ment of curriculum and teaching matenals.

records of the enrollment of students by school and
course offerings; description and analysis of course ‘ ‘ ‘
content and instructional materials; and analysis SCHOOL PERSONNEL BEHAVIOR
of budget allocations and expenditures. It is through interaction with teachers, counse-
lors, administrators, and other school staff (bus
drivers, cafeteria workers, custodial staff) that
students receive some of the most significant mes-
4 sages of their educational experience. From the
TEXTBOOKS AND INSTRUCTIONAL MATERIALS  behavior of school personnel, students learn how
. ) others see them, their abilities and their futures;
Textbooks and instructional materials tend to” how they will be treated and valued by other
perpetuate images of white, middle~lass, suburban  pegple and by the larger society. These learnings
families living in traditional families.?* This stereo- have been termed the “hidden curriculum.”
typed,view,of our society limits nat only the devel-
opment of positive self-image in a majority of
stidents who do not share these characteristics, but
also limits student’s understanding and preparation
for living ‘'with the diversity of our society.

Some of the most common sources of discrimina-
tion and the possible modifications of the problems
are discussed in the following section.

Because school personnel have been socialized to
reflect the biases and stereotypes which characterize
our society, it is ¥mportant that they become sensi-
tive to these biases,, their sources, and their effects
upon students. To assist and support .them in
developing this awareness and strategies for in-
corporating it in their job performance, all school
personnel should be provided with the following
kinds of training-

At the present time it is not possible to purchase
a full range of non-raciit, non-sexist textbooks for
use in schools. In the interim, the following steps
may be taken.

® Development of guidelines and criteria for

"

examination of the possible bias of textbooks ® General human relations training concerning
and instructional materials. - the concepts of bias and stereotyping and their
® Transmission of the guidelines for textbooks manifestations’in the educational system.
2
—_— L
T Although testbooks and inatructional materiala are not covered under tjtles V1 or 1X, it is recognized that they porp te incquality on the basfs of racs

or sex. Conmderation of the problem in individual plans provides an exampla of mneeting the “spirit ol the law.”
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Coy‘PETlTIVE

wapectiiive sports pro-
Gqoontes et W0 desiened {0 meet
ol ede ety groups and
aarl Mty croup chaldien imav not be encour-
aved todevdop thenr potential, particularly for
individual sports. Girls have pot been provided
training, resources, access for facilities, encourage-
ment, or - opportumities for competitive sports or
cven physical fitness: The situation for males s
kewise dmcriminatory in that frequently a*majority
of the athletic funds are allocated to support the
small number often less than 5 percent - of the
niale students who “star” in team sports,

I’A ! .(‘

Actions that may be taken include:,

* Development of policies and programs of co-
cducational physical education for elementary
and secondary students, 7

* Development of coeducational sports activities
to the extent that individual student interests
and resources permit,

* Provision of male and female teaching teams
for physical education courses,

* Provision of cqual gecess to competitive sports
for eale incnding equal facilities, coaching,
rglnipm('nt. and other relevant factors.

* Development ol assess  and
broaden the interests of bovs and girls in com-
petitivessports ta provide activities to meet the
interests of students of all racial or ethnic
aronps, of cither sex, and of every ability level.

* Inervice training for physical  edueation

. faonlty, ’

pregrams  to

STUDENT POLICIES AND . EXTRI{CUR‘R‘l‘CU‘LAR
ACTIVITIBES

Stiedont services suel as counseling and health
and policies covering discipline, student
covertynent, student pregnancies, ete. may be dis-
“timatany. Resonrees for counseling and  health
“~enviees nav be lessavailable for schools with high
caatens of racial and ethnic minority vouth.

W cveccare provided, they may be provided
et an the hasis of race or sex. Some of
that mayv he taken to correct

R T I

FENTR ITHY '1[‘

these are:

Development of proerams to encamaee ® Imvestivation of availability of student serv-
dents to investicate non-traditional  career ices and policies and institution of corrective
opportanities. measures,
) >
28 o
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® Development of polices prohibiting race, color,
national
ricular activitics,

origin, or sex segrecaterd  extracur-
Development of policies to permit pregnant
ﬂtlld(‘ll(\ to remain 1in schools of Ul(‘il choice.

Development of policies prohibiting race, color,
national origin, or sex qualifications for honors
and scholarships. A .
The review of testing and counseling materials
for race andr<ex bias and the development of
guidelines for the use of tests and instruments.
Pravivion of in-service training to assist counsel-
ing staff
(‘()I()I‘,

in identifving and interpreting race,
national origin,
ments and tests,

® Development of prnr('(lnr(‘\ to deal \‘\Ith stii-

dent charges of discrimination.

Manvy otiger areas of diserimination and “corree-
tive actions mav be identified. The ahove are in-
tended onlv as general suggestions, The particular
situation and resonrces of the institution or ageney
can permit much more specific formulation of
prohlems and corrective actions.

or <ex bias of instru-

GOALS AND OBJECTIVES

The <ection on goals and abjectives for an edu-
cational  program  affirmative adction plan sum-
Tn’mri/('\ the actions that are to he taken to correct
identified ‘iscrimination and  assigns
specific r(‘<p0ns|h|l|(\ and time lines for comple-
tion of the corrective actions. Actions to be

wources of

carried
out should he stated in the form of specific goals
and objectives.
Fach goal should represent a measurable, attain-
- able, and significant step toward providing equality
for students. Thev mav he divided into long-range
goals with intermediate farget goals,
permanent
modified in an
equality,

These poals
thev shafild be periodically
(nnqninL’

are not

effort to move toward

Q

RIC

v @

;
EVALUATING MONlTQRING AND REPOR?TING
) i
Lifective program aflirmative action pl.n’s arg
working documeénts. They represent a \)sl£ dtic
methed  of ddenufying sources of  discrimigation,
developing corrective procedures, assigning gespon-
sbiliy and evaluating cfforts 1o eliminaje  dis-
crmination, The extent to which the plan jis sup-
ndmini\lr'ltor‘{ staff,
and students will determine the” degree of {success
attained.

ported by board members,

The methods of diseminating, m()nnnr-
g, exaluating, and modifying the plan should be
speaified.

Although ulumate r(-\p()mil)ilit\ for the imple-
mentation of the plm remains with the chiefl ad-
ministratine officer \\lp( rintendent ), it is wise to
delegate responsibality for monitoring the pl:m to
an emplovee with adequate time for carrying out
this responsibility effectively. This person may be

the <ame person delegated the responsibility  6F-—

FEqual Emplovment Officer or it mav.easily require
at least two persons, particularly during the early
stages of implementation,

When a plan has been developed, briefing ses-
stons and training sessions should be provided the
total staff to insure that the plan is understood and
personnel may be equipped with the necessary

skills for imp]‘('m('nt'ltinn of the plan. Staff members

Should be involved in lmplcmcmatlon to the great-
est extent possible,
Tt is also suggested that 3 Committee on Educa-

“tional Program Affirmative Action be established.

This committee should include representation of
<taff, students, community, administration, and the
s«chool board. This committee provides input for
bath the development of the plan and its evalua-
tiom. The plan shnnl(l he
madified everv vear. :
Progress reports - shonld he prepared at least
annuallv and disseminated to staff, students, and
community. '

carefully evaluated and

TN
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Appendix A ‘

\ -

Sample Employment Affirmative Action Plan for Local Education Agencies* .

. POLICY STATEMENT

Podicwes o Sohocd Doanet 1 have traditiomally soneht 1o
attaim a4 cornhinon b cgqualine of caiphsanent opportumity
We that

cguItes

oo thiy has oot heen attamned and that n-

continue o ext Hotie mequines of the past ar
Ihe follow-

g ermplament athroatinve action plan s wndertaken as a

tor be elimnated prositive L o mast be taken

.
means b attanuny equality of enplasment opportunity and

o ensupe Distrn e s comphance wath the letter and the sparnt

= of the baw,

Ihe Affirmative
Action Plan hevins with the pohioy statement adapted by
tht Board «f Fducatuon, Jasmary 1974, which states that

wandate o develop an FKiploviment

o The pohey of School Dhistrict | oshall be to select em-
plovees v needed v the hasis of ment, traimng, and
exptoence Phere shallb be ndcdisenmimanon against any

:
apphicant or emplosee " becanse ol race, creed, color,
natjanal ongim sex. or age exoept when 1t s necessary
to meet a bona fide ocoupational requirement All con-
tragtors and vendors <hall be required to adhere to this
policy School Distrnict 1 shalt take all necessary actions
to comnply sath the letter and the spint of State and
Federal laws prolubiting disenimination in employment
The deselopment of thy Emplovient Affirmatinve Action
Plan s further supported by the provisions of the 197576
Minto Valley

Teachers Association which requie deselopment of such a

colleduive hargamimg  avreement wath  the
plan by January 1970

The intent of tus plan s to reathom this Distniet’s com-
mitmgnt to t‘qnal einployiment opportumty and to assist an
the refinement and implementation of existing policy by insur-
me that all recrmunent. liging, traming, promotian. per-
sonnel management practices, and collective bargaining agree-
ments are structured and ‘administered “in a manner which
furthetd equal employment opportunity principles and over-
We

recognize that equalite of cplovinent apportumty is a

comes the eflectc of past discnimnmation i o society

requireinent of Federal State. and local law  Further. the
represefitation of males and females of all racial and ethnie

vroaps thronehout all levels of the District's stafl serves an
esential educananal purpese by providing models which
coan sappart the deselopment of positive self concepts in
all students '

The

Nenion Plan are

speahe purposes of thiv Emplovment Affirmative

I 1o, ensure equal opportumity in all personnel policies,
practices and collective bhargaiming agreements through the
wenvhcation and ehnunation of practices or policies that
(jmrnmn.m- on the hasiv of race, religion, color, national

ODKIN Sex . or

’

age

Lo ancrease the utilization of racial and ethnie minori-
ties and women at all levels uf@(‘mpluymcnl whiere under-
utthzation presently exasts o

Y To deagn and nnplemertt ronm% internal assess-

ment reporting and modihcation procedures for the evalua-
thn of the effectiveness of the plan.
* 4 T develop employee training programs designed to
asvsist employees in complying with the provisions of the plan.
% To establish procedures withint the grievance process
for prompt pracessing of individual or group discrimination
charges '

6 To provide for the publication and dissemination,
mternally and externally, of the Affirmative Action Plan and
msare ats avairllabihty to interested citizens groups.

Ater the approval of this plan by the Board of Fducation,
ultimate responsibility for the implementation of this plan
shall reinain with the Superintendent of Schools.

Il. WORK FORCE UTILIZATION ANALYSIS

Ihie deternnnation of underutilization of an  affected
class of employees in School District 1 s the
identification of cniteria which sugeest the availability of

the «lass or group in the relevant labor pool. In sclecting

based on

cntenia for determination of underutilization of certificated
teaching personnel, we have examined the four factors listed

l)Plnw.

. - Racial-Ethnic Minorities! Sex

Spanish- . . Native Total Women* Men*

@ ' Black Speaking Asian American  Minorities % %

% Population in the State 11.4 5.2 01 0.4 19.1 51.6 48.4
% Teaching Personnel in State 9.5 1.2 4 - 2 11.3 66,7 333
% B.A. S)egrees in Education 120 1.8 .6 3 14,7 74.6 25.4

in Stale .
>
% Studerit Population in District 16.1 5.6 6 .5 228 52,5 ° 47.5
i - s - -

\

* o hndes minrties "

S The hypoietical  State hgures haied represenc actual  nalional U S
statisti s with the recrplion of those on B AL degrees conferred. Stale figures
are provided i Appeadic A0 A Jaeal dhatnor shaulil revirw hrae figures and
make a determitatcon of thew long cange goals whiehy demonsirate: measurable,

1On the basis of the figures listed above, School District 1
is evaludting H: underunlization of affected certificated teach-

siamahie progress towant egquality of oppartumity. Factors which should be
given greatest connsuleralion ate those whirh relate to bona fide job require.
ments: ey, possession of B.A. degree, and “or teaching eredentials. Conmidera.
dwn of atwdent population should be made, paricalarly in those distriels
with large conientrahons of racial.ethnic nunarily populations.

ing personnel in accordance with the following long term
goals:

® This plan 1x oot intended as a definttive madel but rather a sample plan whuh roses guestioas 1o be considered. In all nstanees it needs to be modi-

fird, expanded. and tatored for thre lncal <ituation,
a
Q
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Asian employees . - 06% Female employees (includes minorities) 68.070_
Black emnpliyees ., a7 ©12.0% Male employees (includes minorities) 32.0%
Native-Arencan employees 3% In determining underutilization of affected groups in
Spanisl:\-Speakmg employecs 29 'ldnfinvislra,.l-i\.(' ,p()si.n'nns in School ‘I)islri('l 1, the following
- statistical information has been considered:
Racial-Ethnic Minorities Sex
Spanish- Native Total Fsmale* Male*
Black _Speaking Asian Amsrican Minorities % %

% Teaching Personnei in District 9.5 1.2 0.4 0.2 - 11.3 - 66.7 333
% Enrolled for advanced degrees ) 7.2 1.2 6 N 4 ‘9.4 ’56.] 43.3

in education (State)!

* Inclodes manogities,

" Theae hypothetical State hygures oo enrollmant of caoial rthon minotities
sl females are o6 foct the watioenal propustions reperted by Flane H|
Pl Khawse and foin [ Koveee Facollment of Mooy Gradusie Students at
Ph D. Granting fnsntunans  Washington, American Council on Education,

[

School District |
has established the following criteria for the assessment of

Oun the haws of fAgures hsted above,

underutihzation  of  certthcated  admimistrative  positions
within the District:

Asian employees 0.6%
Black ‘('mplny(-rs 7.9
Native-Amencan employees 4%
Spanish-Speaking ¢ employees 1 2%

Angus) 1974

2 Althangh women sepresent 56.7% of the enrolled graduate students in the
field of ednestion, they received 31% of the doctorates in educstion and
94 ol the loitoraten n educational adminsatration.

I
Female employees (includes minerities) 30.0%
Male employees (includes minorities) 70.0% -

-

Underutilization of classified stafl including instructiopal
secretarial-clerical,
ices, custodial, mmaintenance, services, supervisors, and man-

aides, professional-technical, foods serv-
agers has been dclcrmlncd}on the basis of the composition
of the thtal local labor pool, except as validated job require-
ments may apply.

Minorities and Men and Women in the Local Labor Force

Percentage® in the Local Labor Force

‘

goals for classified staff  will
~their representatnion in the Incal labor poals
c.g., legal staff,
will be deternned for each posi-

Long-term employment
carrespond  to
Underutilization in specialized positions:

engineers. counsehirs, et

Racial-Ethnic Minorities Sex
Spanish- Native Total .
Black Speaking Asian American Minorities Women Men
11 1 1 1 14 40.0 60.0

tion an the basis of the representation of the affected groups
in tha relevant work poals. :
Analysis of the present district work f()rh\i\cld.ﬂ the fol-

lowing utihzation pattern:

P o
Summary Table of Work Force Utilization* .
In School District 1 W
v, . N . «
Racial-Ethnic Mirioritiés Ay v Sex
+ . » t
$panish-. . Netive ]
Job Category Black Speakmz s Asian American Tota!
M F M F Minorities Woment Ment
% % % % % % % % % %
Certified Teachers -
Elementary 1 6 -~ 2 - 1 — 1. 11 87 13
Secondary 5 4 1 1 2 1 1 — 15 49 51
- .
instructional Support 2" 3 -- 2 — — 1 8 . 80 20
Principals )
Elementary 2 5 1 ‘ g - . - 9 16 85
Secaondary . 1 — 1 s - - X — — 3 2 98
Vice Principals ki 2 2 1 _ - — - 8 12 88
Central Administration 6 3 ER 1 — 1 — — 14 24 76

* Thie o a Dbaypathetical example
gotica shonbf alan he prepared

semdar vahlea dnplaving walary cate

tindludes minantica
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Aalvsie af ghe prewnt Diancr | work force hows the Dllowge anhzatnn pattern

Summary Table of Present Work Force Utilization*

s

Racial-Ethnic Minonties Sex -
Spanish. . Native
Joti Category Black Speaking Asian American
F M F M F M Women* Men®*
%o %% % % *o % % % % %
. ’ .
Teachers !{
Elementary 1 f 2 1 1 87 13
Secondary LY 4 1 1 2 1 1 49 51
Instructional Support s 2 3 2 1 80 20
Principals
Elementary . 2 5 1 1 - - 16 64
Secondary 1 1 - . 1 ! - - 2 98
Vvice-Principals 3 2 2 1 - - — 12 88
Central Administration
Classified Personnel 6 3 3 1 — Y — — 24 76
fnstructional Aides 1 19 2 4 - 2 a2 18
Professionail-Technical ) 4 3 1 2 1 1 1 40 60
Secretarial-Clerical . 1 -9 1 3 — 2 - 1 93 7
Food Services 1 9 3 — 1 1 96 4
Custodial 13 4 1 1 — ~ - — 7 93
Maintenance 6 1 - — — — — 1 99
Services 4 .
{Security® Transportatipn and
Sem, skilied) 26 6 2 1 — — — 28 72
N 7/
Supervisdrs and Managers 5 1 1 @4 -— — — - 15 85
‘ > —r—
R B T ] B TTTTTE P PYIPRT I P |1.,,<A,\\,.,L~ walbaey <<I|l|:uv,ln‘/~h:.n|‘| Ve e e pared ' i

By vonpaning thew hoares oo Dhistoct siafiing patterns

“

carlier, the following pattern of underutilization or present
»

E

with the ontrnia Lo sneasarny underatihization described nubalance has been determined N
Racial-Ethnic Minorities Sex
.
Spanish- Native Total
Job Category Black Speaking Asian American Minorities women* r/Mon'
Yo % % % % % .

Certificated Positions

Teachers .
Etementary 5 1.4 v .7 4 + 18 —19
Secondary k) 124 .7 , 1 —-19 +19 .
)nstructional Support ¥ -6 7 6.9 +12 —12
Principals . v
Elementary R . 2 2 i .4 4 -4 --14 +14
Secandary + w 62 2 ‘.4 4 . —6.4 —-28 * ' +28
¢ Nice Principal$ 22 - 1@ ~6 a 14 18 +18
Central Administration (18 ) Y4 4 146" - 6 + 6
— ._,A m N
Classified Positions ‘
)

* Instructional ' 9 ' 5 42 i1 +17 +42 .42
Protessional-Technical 1 13 +2 i1 +5 — —
Secretarial-Clerical -1 +3 [ — 3 —53 - +53
Food Services 1 12 —_ - + 1-- —56 - «+56
Custodial - 6 +1 —1 1 . +. 5 +33 —33
Maintenance 5 — -1 -1 7 +39 -39

) Services «21 42 . =1 — +22 —-12 +12
Syperwsbvs and Managers 57 . DS | —1 -7 —25 +25

. - > -
- v
[ et
v
f
Q - 38 : 35
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Job Category Female Male Female

Categbry N *% N

%N % N. %N
Salary ' :

Category

Salary . .
Category

Salary

. MODIFICATION OF ‘PRESENT PRACTICES
AND PROCEDURES

. Recognizmy the need to msure eqnitable admtnistration
of personnel pohicies, the Dhistnet will institute actions in
the following areas.

A Job Analysas
A job analyas of all employment positions will be com-
pleted dunng the next 6 months, Fach position will be
reviewed i tenns ol existing job deseriptions, niinimal valid

- '

job requirements. tasks, job functions, selectron procedures,
and salary ranges Performance eriteria will be developed
for each poation These criteria will be used as guidelines
for evaluation. promation, and hiring of pq-r.sdnm-b Any
sources of inequity that are adentified will be corrected by
Jahuary 1975

% Recnntmen and Selection of Personnel

Recommang the (nli‘(’al'imp()rlan(«- of effective recruit.
ment and hinng practices in implementation of the District's
Emplayment .-'\f‘l:lrlllall\(’.:\((i(ln Plan, the following
dures

proce-
# be (allowed

I AlL job agnonncemepts will ﬂ;;;-«'ify the nature of the
joh. the information needed from dpplicants, the narne,
address. telephone nnmber of the emplayver, and the person
to be contacted for inforrfation and application procedures
Every anncuincement or listing of the position will include
the statement that the district is an Equal Opportinity Em-
plover

2 Effarte waill be made to increase recruitment of raaal-
ethine wirnen the

traditional c<ources Some of the recruitment sources that will

o ities  and through use of non-

be used are local news media, local commumty organizations
with

minority  and women's or-

and «hools newspapers, newsletters, “and  journals

minonty or female andiences
gamzations .ll_l(fpﬂl)(‘(l.lhl(‘(l cployment programs  In addr
tion, announcements of all position openings will be made
available to all personnel presently employed by the District

to provide opportumties for posifion upgrading

Voo Recrutment from colleges and umversities will include

wmstitutions with high percentages of stndents of varfous
racial-cthnic minonty uroups Procedures will alwayy b lude
sending notices to placemeyt ofhees, minonty atfairs offices,
minority student pr()qr.’n;lﬁ counseling centers, and minority
student orgamzations lnlt'r_ra(lal recrinting teamns \\iLI be

used whenever possible

4 All appheation forms shall collect anly that inforina-
tion chrectly relevant to job performance, and one form
shall be used for all applicants for specified job categories

> ®

5 Information requested duning interviews shall* he re-

lated to job performance  Information collected shall he

36
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,  Worksheet for Wérkforce Utilization Analysis

Spanish-Surnamed™ Native American A
Male Female’ Male Femaie Male Femllﬂo
% N % N % N % N % N %
o
’

consistent for all applicants, and no questons should be
asked of women that are not asked of inen

b, Since the pohty of School District 1 prohibits the
employment of more than one member of a single family,
this policy shall not be applied 1inequitably against one sex.

7 Starting salanes shall be determined on the basis of
speatfied quahfications and placement on the appropriate
salary schedule. Factors such as marital status, number of
dependents, s;.mnsl-'s income, other sources of income, or
other shall not be considered in  the

non-ment  lactors

establishment of <alaries .

#  Records of applitants will be maintainedeto provide
a record of applicant flow. These will he identified by race
and sex Other records that will be maintained are lists of
individuale and groups contacted in the process of affirmative
recrintment,: published notices o1 pasition openings, lists of
notice dirgulation, and relevant correspondence

’ vy ege .
9 Al employees with responsibilities for  recruitment,

hpring. or selection procedures shall by September 1974 bhe

provided traming to imsure their understading of the Plan
and the required procedures for its implementation.
€. Promotion and Upgrading of Personnel
All individuals responsible for the . evaluation, upgrading,
and promotion of personnel shall comiplete a yearly report
indicating ’
The promotion records af men, women, and racial and

. 1
cultural minonties in each amployee classification and

“ unit . -

The identiheation of employers who presently  hold
posttions that nnderutiize their credentials and abilities
The barniers to the upgrading of these employees and
recammendations for overcoming these barriers. .
Such reports Wil be collected, analyzed, and reviewed
m.xnuqt'nu-nl‘. policy ulakmg‘ groups, and relevant vmp‘hLee
groups
Efforts will be made to identify a career lattice within
the ssstem which can assist the upgrading of employees and
the strengthenmg of team relationships among groups of
einployees ’ :
I} Assignment of Staff !
Al dafll assignments will be reviewed ang assegsed on

Particular con-
)

a vearly badis to msure nondiscrimination
sideration will be given to possible bias in: —

the automatic assignment of racial and ethnic minari-
tics and women to specific schools or jobs.

the assignment of paying and nonpading extra duty
assigniments.

the assignment of overtime dutjes.

the opportunities to participate in special events or
training prograins.

39 , '
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U E Collectne Bargaming Agreements
" LAl collective hargaining agreements or [lrnfﬂsional agrge-
ments with the Mimto Vallev Teachers Association and other
employee groups will be examined to he sure that no provi- '

sions of the agreement result in discrimination against a

protected class "or group  [f discriminatory provisions 'are
idt‘nt.iﬁt‘_d, these portions of the“contract shall he opened for
negotiations to correct the discrimination without reopcning'
negotiation of the total agreement In addition, qrhitralmn\
of discrimination grievances shall be in accordance v:ilh ;

principles of title VI of the Civil Rights" Act

F  Grievance Procedures .
Grievance procedures shall be nvmlahlc to eyery employee;
gnevances relating to this plan may be? addressed th%ough
regular administrative procedures or procedures specified/in
collective bargaining agreements. During the “handling of
d\lﬂ&riminminn complaints or grievances, efforts will be made
t5 insare the inclusion of racial and ethnic minorities and
women in’ the mmplai&t review process to insure non-
discrimination in grievance disposition.
(;  Employee Fringe Benefits
Examination of vmplnym- fringe benefits indicates sources

o

»f discrimination lmmcdmlc mmhﬁ(atl()m will he made ln

policies concerning -

Retirement and Inwura®e Plans -

® Males and females shall be eligible for retirement and

This includes equality
in retirement age and periodic retirement payments.

® Benefits for hushands and families of female employees
shall he Squivalent to those-availahle to wives and families
of male employees.

Pregnancy and Mn\hrmry
® No emplayee shall be required to stop work at a 5p(‘nﬁ(‘d
titne during pregnapcy An lndlvldual'dccmnn shall he
made on the basis of job requirements, personal preference,
and medical advisability.” . .
® Return to-work after gregnaney shall be hased on per-
sonal factors arfd the " efficiency of “school operation.
No requirement shall be made which specifies delay of
return to the ¢lassroom as an arhitrary requirement.
® Pregnancy, miscarnages, abortion, childbirth and recovery
are. for job-related “temporaty disabilities.”
Policies covenng, these conditions, shall he the same as
‘p()]l( iy (mc'rlnq nlh(‘r forms of temporary disabilith
H Layoff, Recall, Discharge, and Demotion
All policies pertaining to layoff, recall, discharge, and
“demotion shall he examined to insure. that no practice creates
a disparate effect on racial or ethnic minoritie or women.
Seruority and bumping provisions will be examined to jnsure
that they do not perpetuaje past «discrimination. :
' \

pension benefits in the saine hasis

purpbses,

IV. GOALS AND TIMETABLES -

Fhe following goals and timetables have heen,established
after caréful evaluation of the utilization of racial and ethnic
minorities and women in District 1's present work force,
. the target goals for affirmative action, and the possible

sources of discrimination in present District policies and
‘The timetable is hased on projected numbers
it assumes that the average em-
Im-

practices.
of availahle joh npcnmqs
ployee turnover ratc of -the last 3 years will prevail.

Q
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plrmrnlr\x'lif)/n of the Employment Affirmative Action Plan
will not ladversely affect current employees. Throughout the
process of implementation ‘. ) -
, | Joh openings will not he crcatcd by dismissal of any.
present employee

2 Job openings will not he created by demotion of any,

employee

It is anucipated that underutilization of certificated teach-
ing personnel can be corrected in 3 years; underutilization
of cartihcated administrative personnelscan be corrected in
8 vyears; and underutilization of classified employees be
corrected in 6 years. :

The short-term. goals specified represent measurable,
attainahle and significant steps toward affirmative action. It
is the intent of District | to do everything pomblu to insure
attainment of these goals.

The major objectives and procedures that have been
cs;abljlhcd for the implementation of ployment Affirma.
gvc Action are: : e

A. To demonstrate commitment to the implementation
v of gployment Affirmative Actheer Plan.
A,).'car!y policy statement reaffirming District 1's
Qcommitmcn‘t to cqual employment practices will | \
\be issued by the School Board and the Superinten-
dent in*‘]unc of each year.
2. A publi¢ announcement of the policy of the Board
of Education of Schoo! District | shall be made .
no later than 1 month after adoption of this Plan.

B. To identify "and modify discriminatory practices.

1. A job 'analysis of all certificated and* classified
positions will be completed 6 months after this

. * . plan has been accepted by the Scheo! Board. .

. 2. All applications and_selection procedures will be
maodified to ensure equal employment opportunity
%y the beginning of the 1974-75 school year,

3. ‘Any idenfified salary inequities that exist Because
of race or sex will be*corrected by September .

g 1974, Procedures will be éstablished for yearly
monitoring and review of salary schiedules.  »

4. Any inequities in -fringe benefits that exist because
of race or sex shall be cordgsted by January 1975,

5. Any inequities in fhe promotiomofICmployé‘u be-
cause of sexo will be corrected by 1975-76 school
fear.

6 Any patterns of stafl assignment which suggest
discrimination on the basis of race or sex wnll be
corrected by the 1975.76 school year.

C. To increase Schaol District 1's utilization of racial
and ethnic minorities and women, the racial-ethnic
minority staff and utilization of women and men will
be increased by the following numbers through District

'

Al s

hiring practices: T, »
(»/)

: e . ?
Cartificatad Staff

Teachars 1974-78 1975-78 1876.77 , =
Black ) 12

Spanish-Speaking 8

Asian 2

Native Ameri¢an 1 :

Men (elementary) - 18

Wwomen (secondary) 4

S e [
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~ into admiinistrative and supervisory positions and in-
crease thcm representation 1& those groups.

.

Psincipals . [ .

Junior High Schobl 1 mwi%oﬁy © 1 weoman
High Schopl .- 1 minority ' 1 woman
Elementary . 3 minority 8 women

T

. D. Fo promote and. hxrc mmormcs and women by 1977°

.. . N . . ¢ - .
- . ; 1 ' ~
. . . - . .
: §mcial E:!ucetwn Teachers 197'4-_7‘5 1975-76 1978-7‘7 e P'.i '“p,,/" and .
Bla - T o Admikstrative Assistants
ask . - . . o
Spamsh Smakmg a , 3 N 3 High Schdol ' 3 minority 2 women -
Asian 2 1 - Hnbrity men *
hNnahve American 2 ) ! é' Junior High Sahnol «3 mindrity . 4 women
e . 4 4 . . . ’ "
- ﬂ D /"7‘ ) L ) o - Gentral Admm}rtmlwn e
" ' ' Top Management "+ 2 minority 2 women
Hb"ﬂ'i"“ i 1974:78 1975-76 > 1976-77 +  Administrative Staff 5 mihority 8 women
B T . N . ’ . .
' Black e — 1° 1, Instructional Support Staff ) oo
ig;ﬁrs«h Speaking L 1 1 ! i Deans: Department Heads, . . i )
:\“/l:‘n've American 7 :1’ - - é Counselors, Team Lcadersi Lo 0. . A .
e ST . ‘ etc.) N .18 ‘minority 18 women
Classifisd ot . Supertisurs and Managers 3t minority "4 women °
Paraprdfessional and e v . . o :
‘Instructional Aides 1974-75 1975-76 1976-77 !
- ¢ . e . E. To provxdc Dlsrnct 1 pcrsonncl with, apportunities
Men 14 12 12 for stafl "development and the acquisition of com-
C— - . ’ S _ ., b .- e petencies needed for career mobility, A staff dcvcl_op-.
Professional-Teghnical 197478 ° 197576~ +1976.77 ment program congisting of four components will be
N : : initiated in District 1 during the 1974~75 school year.
Black . . .3 3 3 . Elements of the program will include:
Women . 6 , 6 6 I. Management Dcvclopmcnt
2 . - . ~ ~-Managemeént courses will be available to ccrtx-
- i . ficated and classified employees beginning dwurmg
‘ S&cretvaﬂah(:h:wmcal . 1974-7% 1975~7‘G ) 1976:77 i (44 the.fall of 1974. .
N . - e —~A management Intern program- to be offered to
alggk b - 3 3 g : a_minimum of six persons.will be initiated in- 1974
) . - : - N . for the purpose of assisting minorities and wemen
A . . . * to attain administrative and management skills and
Food Ssrvices ' © 197478 197576 . 1976-77 knowledge needed to advance jnto -admiinistrative
- - *. L ) . positions within the District o .
Black 2 2 - 2. Skills Development '
g{aanlsh Speaking ,2; ﬁ 3 . " - Training programs will be designed and imple-
o . V M - mented during the 1974-75 school year to- assist-
) g ; ) +  minorities and women at -all staffing levels increase
Custodial x o 1974-78 . 1975-76 1976-77 > their skills for upward mobiw]\ity . 4
. . - : S ~ - After the comwplctlon of the job anawlysxs of all
Spaanwi‘sh~3peakjng % ' . } 1 Dmrlct positions, the District’s needs for spcmahzed
_Native American 1 1 11 competencies and skills will be determined. Train-
. Women 3 3 3 . inng programs designed, to provide minorities and
. - - ‘women with these specialized skills will be designed
Maintenance 197875 - 197578 1976-77 and implemented during thc 1974-75 sc}ﬂao] year.
. o e : ¢ 3. General Human Relawtmns .
Black - 2 ® » » A general human 'relations prdgram desxgncd to
ipams‘h-Speakmg 2, PR 2 [ strcngthcn positive attitudes’ towards all persons
Native A,.\n\e,.,cjn i i { will be provided all _Dlstrlct employces during the -
Women * ry ? ‘ .4 .4 1974-75 school -year.
e —- Y R - 4. Pdrsonnel Counseling Ve .
B T s * --A counseling program will be developed by the
. Services 197475 . - 1575.76 1976-77 Q. ep : § prog . oP v
- . c T s ’ . “Personnel Department to assist employees with
Spanlsh Speakmg N AP 1" B career ” p‘lanxn‘i‘n:g, work-associated problems, an‘d
JAsian 1 v 1 where appropriate, personal concerns that would
Native American 1 1 1 . N e
Women* ! 3 3 3’ assjst career mobility. -
e e :..__T R S E— ,_ ° .

v. MON’ITO\RI\N\G‘_, EW'\‘LU/AT'I\NIG, AND REPORTING

It is recognized that affirmative action is a continuing
process which requires ongoing trainingy monitering and
evaluation. Within the District, ultimate responsibility for

- the implementatipn of the Plan is assigned to the "Super- A

intendent of Schools. The Board of &ducation shall ‘be -
provided semi-annual reports of thé progress of the Plan
with any necessary tecommendations for medification.

§
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An Advnory Committee on’ Employment Affirmative Ac-

tion shall be appointed by the Q:uperum-ndrn‘ This com-

omittee shall require representation: of the Board of Education,

school adepinistration, emiployee groups, comundhity organiza-
tions, racial and ethnic minorities, and women. This com-
mittee shall meet at least quarterly to provide assistance to
the Equal Eniployment Opportunity Officer. in reviewing,
progress and preparing recommendations for necessary modi-
fication of the P .

A School Dl‘smct rmploycc designated as thc Equal Em.
ployment Opportunity Officer shall report directly to the
Superinténdent of ‘Schéols. The major duties of this person
shall include: . - : N

1. To inform District Jemployees of the rrqm;rmcnls of

the laws as identified by the District’s Legal Counsel
and the provisions of the Employmcm A-ﬂirmatlvc
Action P}’?n !

2. To assist in implementation and the monitoring of
the established goals and timetables for gach District
admiinistrator with hiring, e¢aluation and promotion

" authority..

To identify in” writing to the Director of Personnel

and Superintenadent of Schools ahy employment
. practice or policy that is discriminatory or that does

not the rrequirc-mcnls of the Employm'ent

Affirmative Action Plan ‘and. to recommend spccnﬁc

action to correct any such practice or policy.

3.

.
meet

4.: To coordimate under the superyision of the Director
ofy Personnel any investigative and evahfative rfunc-

tions of the Afﬁrn\g‘tiw Action pr()pfra‘m.‘ o,

. .To assure that’ complaints and grievances regarding
. discriminatory employmgnt practices are investigated
and prnr(‘sseil '_a('('orclinﬁlo policy and \mmrarlual
requirements. ' .
To prepare for the Superintendent and Dm‘rmr of
Personne] monthly reports indicating identified “dis-
criminatory prarﬂ(m policy,
the (*omwplamts an(l problenis relating to fair em-

G

xiolations of Distriét

: ployment prarn(es and the corrective measures that

have been undertaken

“that adequate are maintained

which can be used to evaluate the District's progress

in affirmative action.

To make semi- -annual reports with the Director of

Personnel to the Superintendent and Board of Educa-

tion' regarding the Employment Affirmative Action

Program and to recommend necessary changes in the

program. b .

9. To serve as the District lidison to those govern-
‘ mental agencied and offices pesponsible for the en-

~!

To  assire records

forcement of alt fair employment laws and regulations. »
.

P
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10, To assure dissemination of information regarding. the
Bistrict’s Affirmative Action Plan to all applicants,
. €mployees, and persons, agencies, and companies

. doing business with the District. ,
I1. To draft for the Superintendent's approval an annual

tevision of the Affirmative Actlon Program. Each re-
. vision shall jnclude:
“A  status report rcgardmng goals and objectives
that have been fnet and those tHfat have not Been

! achieved, - .
Recomtnended objectives for the coming year.
Revised implementation procedures as required. -
Specifie hiring and placement goals and time-
tables. '
Plan Evaluation .

The evaluation of the Plan will be the shared responsibility’
* of the Board of Education, the Superintendent, and the
Advisory »Committee on Employment Affirmative Action.
The procedures for evaluation will include the following:
|. “The Personnel Department will prepare a semi-annual
report for the Equal Employment Officer which in-
cludes the .'f()lllowing informétion :
Progress made toward goals set for employment,
staff assigpment, and staff promotion.

—The number of minority and women employees
hired or promoted ‘to administrative or specialized
positions and/or advanced to higher classifications
generally. ’

-A listing of women and minorities who have com-

. pleted the District’s Management Intern Program
and other management courses.

A listing of women amd minorities at all levels of
aemployment who have completed training needed’
to niove ifito positions of increased responsibility.

- The number of employees who have asked for and
received counseling. A

3

The Equal Employment Opportunity Officer shall
prepare semi:annual reports including the data sup-
plied by the Personnel Department, other relevant
information on the Affirmative Action Plan and any

N necessary modifications that are needed.

The Supemnlrndcnt skxall annyally transmit a final
report to the Advisory Committee for review and
. recomnendations. ) R

" A final annual report i‘ncorpogwtirn‘g the comments
of the Advisory Committee shall be transmitted by the
Superinterident to the Board, of Education for policy
decisions.
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. POLICY STATEME\T

The educational program of School Dlstnct I has tradi- |

tivnally sought to meet the needs of every student within
the District and provide ~cequal éducational opportunities
for all. We recogrlize that these goals have not been attained

and that some groups of students are denied @uality as a “

result of certain educational practices and policies, school
personnel behaviors, and the difficulties inherent in meeting
individualized needs of a diverse student population.

The following, Educational Program Affirmative Action
Plan acknowledges these past inéquities and moves toward
their systematic correction. It is undertaken as a positive
effort to insure District 1's compliance with the letter and the
spirit of laws prohibiting dlscnwmmatlon in ltudcnt programs
and practices.

The program is supported by the policy statement adopted
hy the Board of Education, Juae 1974:

The policy of School District 1 shall be to provide edu-
cational programs for stydents as needed on’the ba.sls of
individual interests, values, abilities and potential. ‘There
shall be no discrimination against any student because
of race, color, rcligion, national origin, sex, or social
class. The primary goals of Dlstnct I's cducanonal pro-
grams shall be:

I. To provide students with the skills necessary to
live productive lives hased on their cultural values,
preferences, and’ life styles.

2, To provide exfYeriences that will assist students in
the actualization of their full measure of human
potential. .

To prepare students for full and active participa-
tion in a changing, democritic seciety.
+. To alleviate the lmutlng effects of racial, cthmc
cultural and sex’ role stereotypes which exist in
‘nur society and to facilitate the optimal growth of
each student in accordance with his/brer iffdividual
needs, ‘abilities and interests.

School District | shall take all necessary actions to com-
+ ply with the letter and .the spirit of state and federal

laws prohibiting dlscrmmmatmn in educational programs.

The .development of this Lducatlonal Program Affirmative
Action Plan is {urther suppnrtcd hy the provisions of the”
1974 75 Collective hargaining agreement with the Miuto

- Valley Teachers Association which required development of
such plan hy January 1975. The Plan also supports the Dis-

trict’s good faith efforts td comp‘ly with title VI of the Civil'

Rights Act and title | of the 1972 Education Amendments.
The schools have reflected and perpetitated many of the
characteristics of our society and its institutions. It i
ognized that educational programs of District 1 have sor
times reflected the stereotyping of students by. racial an
ethnic groups and sex. [t is the purpose of this plan to

W)rmndv a structure for assessing the ways in which students
have or may have suffered discriminatién on these grounds
under past policies or practices of this School District, to
develop programs to correct this discrimination, to specify
voals and timetables for the acmmplnhmrnt of these cor
rective measures, and to provide stfuctures and processes fos
the monitdring ang evaluation of thccr programs.

eC-
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‘lhc ultimate goal ofgghis Ed‘ucarionawl Program Affirmative
Ackion Plan is to protide an educational program which
:;fﬁr_ms the value and supports the development of the po-
tential of every student. The specific goals of the Plan are:
1. To identify sources ‘of discrimination bn the basis f
racial or ethnic group or sex-in educational, programs
and activities.
To take corrective action to insure that no students,
on the basis of race, colgy, national origin, or sex, be
excluded from participation in, be denied the benefits.
of, or be subjected to discrimination in any education
program or activity,
To identify bias in instructional materials and develop
programs fob accurmg non-racist, non-sexist matcrll.]l
and 5upp1cmentary materials.
To identify bias in counseling instruments anpd mate-
rials and develop pregrams for securing non-racist,
non-sexist materials which can expand a student’s
understanding of his/her abilities and options.
To provide training for all school personnel which can
increase their capability for providing nen- stercotypcd
affirmative education.
"To modify the existing cyrriculum to insure the inclu-
sion of information on the history and contributions of
all racial ‘and ethnic groups in U.S. society; and the
history and contributions of women. .
To provide equality of opportunity for all students in
physical education and competitive sports programs,
To insure that extracurricular activities and recogni-
tion of student achievement provide equality of op-
portunity for all students.
To insure that all policies concerning the treatment
of students are implemented in a non-discriminatory
fashion. .

.

PROGRAM ANALYSIS AND MODIFICATION

T'he primary plv'mrpose of this analysis of the educational
program provided students in School District 1 is to iden-
tify areas of discrimination or stereotyping and to initiate
corrective measures. The following problem areas have been
identified to date. A continuing activity of the implementa-
tion of the Educational Program Affirmative Action Plan
will be the cystrmawhc analysis of all programs in a conwtmmng
'(IL(IY of pn“lhlr sources of bias,

. ! -

Textbooks and Instructional Materials

The bias and stereotyping of textbooks and instructional
materials have been well documented in numerous national
studies. The Minto Valley Women'’s Task Force made a
tudy of materials used in the first three grades in the Dis-
thct and documented the relative omissions' and biased -
treatmrent of racial and ethnic minorities and wemen. Ma-
tetials currently being used tend to perpetuate images of
white, middle-class ﬁsuwhurhan Jpersons living in traditional
families.




In view of the prevalance of thie oo
steps will be taken: @
-~
1. A Committer on Tostructional Materids ede ap of

representatives of conmbumty gronps o ber o car
riculurn specialiste, and stndents shall be gefioned
the Supetintendent to examine existing vvnds bnes and
recommendations for the selection of clascoon nate
rials and develop a it of evaluatio Fynjhlmns e
garding the exammation of b moanstiuc ional mate
rials, 1 he distribited o all personned and mnterested
students in District | ) .

2 The Instructional Materiale Commattee will sork with
students of Mint Valles
study of the images of raciat and gthnic imorities and

the Dictrict

College in carrymg cut a
women in materialy currently uad n
1. The ' Instniwtional Maternals Committoe swall he askhed
to prepare a Sct of speafications for futire princhases
of instractional matenials and copies of thesw specifi-
transmitted  to all

catinns shall be companies  and

the District

4. An 8-honr indrnvice wraining, program will bhe pro-

vendors who conduct business with

vided for all teachers and instrnctional stafl in the
. Distriet.
content analysis technignes, sapplementary  materials

[his program will provide teachers with

resources, and strategies and activities which can he
used in the classroom o rednce the effects of hiased
materials. )

Two staff mémbers of the curriculium unit will he as-
signed responsibality for the wdentification®eaf supple-
mentary twaterials and' the de :Mpm.('/nl of teaching
chers in

which can assist te

effects of biased materials -

materials

. 1% . .
6 At least une third of the fund< available for librarv
and instructional matenals acquisition will be allocated
for the purchase of supplementary taterialse to rednce

race and sex hias,
. ¥

School Personnel Behavior

The unportance of the hehavior of school personnel to
the desglopmentd af students has been docnmented ina
mimber of national «tudics Tt s throngh interactiem with
school personnel  teachers? c@unselors, administrators, cafe.
teria workers, bus drivers and other aatr 0 aoaa ! ats are
I'U!'! '.\l.lrl\ I‘l'l‘l«’!t'- Pooe s e a8
".\I.v;: RIS

eenpased to a lidden curo
ta who they are ho o the. R thes o
hecomne

Becanse school persame 1 oofren notor b el o an-

knowingly, the hiases and steeotvpe . of the Liver socioty
and communicate these to student, v gnportant that all
stafl of School District 1 hecome gt e to these issues To
this end. Schoob District 1 will: .

1. .Provide a "mzuulatnry 1 2-houre hinman relations in-
service training program for all staff during 197475
school year. This will inchude coverage of the concepts
of bias, stereotvping, and discrimination on the })?g

of racial or ethnic gronp or sex.

ro

. . . N .
Privide mandatory training sessions anmed at increas-

ing specialized skills "and competencies of trachers,
counselors, and administrators that are crucial to non-
discrinminatory education

- dividualized to fi

These sesstans would he in-

¢ job related tasks of ecach ¢roup:

ERIC
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redncing  the

‘ are o gt erearer detadd in the timetable

ot af thas Phan

Assigpnment of Schools, Courses, and Student Groupings

Fhe w cenment o students 1o wanous schools in the ’Dis-
et aned course ctenimes has vogorallv been carnied out on
the basis ot convemec e and tadinoan Last year a thorough
tac ot e pattern o aadests revealed racial
e Sholts w schonl assienoc e have already addressed
the «o conevtns byvansanme mteciated cducation in all schools

Foss abvaons foams of stercorspime and bias on the hasis
identified
sohoels abahty eroupmes have often resilted, in the segrega-
At the secondary level, it

has been observed that vocational courses and some of the

ob race or osex are o heing In clementary

ten of stgdents by race or sex

ad<anced mathematics and language courses are suntlarly
sovrecated  Teac the polioy of Didrict 1 to gncourage stu-
denrd mdniduaal choice hut it is equally himportant that
studehits be encouraged to develop their full potential and
examne all alternatives available to them.
The follonwing measures will he taken to reduce stereo-
tping and enconrage maximal development and considera-
tiem of options for all stndents:
I Teaching supervisors will prepare guidelines on the
se of small group activities in the classroom. These
®unidelines will contain suggestions on the effective use
of groupings in the classroom and the avoidance of
They will be
teacher in the District.
2 Adminntrative staff shall prépare guidelines on the

. . 1}
de factossegregation in the classroom.

discissed with eac

assigniment of students to courses and activities. These
will he discnssed with all staff with responsibility for
student q\li(]anw- or plac‘om(-ntv

PoA “sunnival ecowse which eombines living skills re-
lated to former home economics courses and shop and
imechanics conrses will be developed for middle sehool
levels This coeducational course will he required for
all students. » .

1 All vocational education courses will he open to stu-

dentsof hoth sexes.

v Counseling staff will he directed to examine overt
practices which result in race or sex tracking in stis
drent programs .

6 A re-evaluation of Career Day programs presently

Divtrict il be undertaken™  Ffforts will

Voo nowdey o invne the imolvement of diverse role

heldean the

s trann them orcann in the program. This will
widndlec representation of various racial-ethnic groups
sand swaren in the skilled trades, service oé(’npminns.
professional and technical occupational groups. -
. .
Physical Education and Competitive Sports
Research has doggmented an increasing amount of evi-
dence regarding the importanee of quality physical cduca-
tion programs for all age groups to insure optimal physieal
and mental finctioning, It has hecome apparent that many
of our programs do not provide opportunities for maximal
physical development of all students. Further, we have noted
that niany students with a high Jevel of physical skills fare
denied opportunities for competitive sports experiences which
have important self-image, cconomic and achicvement out-

cOImes.
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- [} . . .
. The pnh(ws of Srhool District 1 will he modified in Yhe have been permitted special privileges of participating in
g following ways: - a youth lcadership dcvcl()pment program sponsored by
1. The physical (’(lu(dll()nﬂl staff will be directed to de- local service clubs. The hnghhght of this ac&nvnty is a
velop a gpeducational physical education curriculum 2-week internship in local and state government. It shall
for the elementary grades which will insure nptimal be the policy of Schnel District 1 tn discontinue this par-
physical functioning for all students. Efforts will be ticipation unless the program is extended to femalg stu-
R made tp provide instruction by female-male teams of dents. : A
- . instructors whenever pnssible. . 2. “Student Pregnancy Policies. , B

2 All physical education programs at secondary level will,

. The present policy of School District 1 is tn require
i ‘ be conducted on a coedugltional hagis. Special sports pregnarit students tn discnntinue schnol or attend- Grant

. activitfes and. courses will he npen tn memhers off bnth *.Schnnl for pregnant students. This pnlicy will be rhodified
sexes in accordance with student intercstypys in that pregnant students will be permitted to attend
3. A survey of student interest in individpal apd team , school based nn their individual preferences. They may
sports shall be made at the middle schonl and second- - remain in the schnol that they normally attend or use
ary school levels. When there is sufficient interest in " the s%rvi(“! nf Grant Schnol. .

. varinus competitive team sports, opportunities will be 1. Student Honors and Scholarships. - N

< - N . .
prmldec} tn hoth glrl and boys for instruction, failh Schogl District 1 has ‘assisted numerous organizations to ,
ties, and cnmpetitive npportunity. select honorsgand scholarship recipients. It has been docu-

4 ()[.),pnrtu:nnu for partlcnpatlnr{\g l: f?hyiﬂialt (;jdl:)catlon mented that a high proportinn nf these are designated
andc sporiy programs may not be difterentiated by sex exclusively for male students. It shall' be the p,ohcy of

. This ]mrludc; usel(t)h.fafnlltws dumfurn}\)s cnachlhng “aﬂ;j \ Schaonl District 1 tn refuse to participate in such programs
travel, etc quality ol expenditures between hoys an uwnless they are npen to all students.

girls sports will he provided nn a per capita basis of

the students participating in cnmpetitive sports pro- 4', .Dlﬂnen‘tral.Dunplu‘mry A"“o"”: o —
grams. o I'he .apphcahon nf differential dunplmar.y policies on
e i the hasis of race nr sex has been observed in several ir.
- ) - stances. It is the policy nf Schonl District 1 that standard
Counseling and Guidance : enfnrcement nf disciplinary pnlicies and prnced\ircs will
N «he applied. To- lmplcmcnt this policy the following actinns

Cnunseling services within ﬁchool Dntnct 1 have been
provided in three primary areas  educational counseling, per-
snnal cpunseling, and career and vocational cnunseling.
Numernus instruments for educatinnal and psychnlngicalias-

wxll be taken:

All schonl persnnnel will- bg provided with gugl Tnes
indicating the need for consistent application dis-

ciplinary pnlicies and dctal!ﬂng past sources of 1
sessment have heen ufed in carrying out these services. In-

cnnsistency. N

. sufficient attentinn has heen given tn “the ways that achieve- L .
. ment, psychningical, and vncational interest &ts reflect A pr"fPC!};;r f"r receving "Ud"'m cmt“_’"“‘m' and
- cultural biases. In view nf the pnssible inequities perpetuated ap‘pcahng. uc‘lp“]l‘nar)" 'dcchmns will bo jnintly deter-
by the use™nf such tests and related cnunseling experiences, m,"“'d by administrative staff and student gnvernment

the fnllnwing steps will be taken: . Rroups. o

1 The counseling staff will he directed to ‘identify exist- « Procedures of the Emplnyment Affirmative Action
- ing guidelines for the use of tests and instruments and Plan will work tow&frd 'h“ greater FPPFCSf‘""a'i"" f’f
develop appropriate Juidelines for School District 1. . racial and ethnic minnrities and wnmen in adminis-
. These will be supplied tn test vendnrs. trative pnsitinns, -

ra

When nnn-racist, finn-sexist tests can he identified,
they will be used in preference tn biased tests,

3 All memhers nf the counseling staff will be provided GOALS AND TIMETABLES

a minimum of 16 hours nf inservice training.on the The follnwing gnals and timetables have been established

interpretation and use nf tests with varied racial and for moving School District 1's educational program tnward

ethnic minnrities and women. truc equality nf oppnrtunity and compliange with State and

4. Efforts nof the Emplnyment Affirmatiye Actinn Plar® Federal laws prohibiting discrimination in educational pro-

will he directed tn increasing racial and ethnic minnr- grams. [t is anticipated that specifie sources nf discrimina-

R ity representatinn on the cnunseling staff. tion identified to date can be cnrrected by the npening of
14

the «1975-76 schnnl year. Continuing prohlems of discrimi-
patinn that may be identified will be addressed as quickly
as possible and included in subsequent mndificatinns of the
Fducational Employment Affirmative Actinn Plan.

Student Services and Policies !

>

It is recngnized that schnel policies often reflect tradi-

tinnal sterentypes and attitudes that may not be cnnsonant _The majnr gnals and objectives that have been established .
. with the best interest of the student. The follnwing. areas for the implementatinn of Educatinnal Affirmative Actinn
have already heenidentified as prohlem areas apd cnntinuing are: .
cfinfts tn identify nther pnssible snurees of¥'bias will be A. Tn demnnstrate commitment tn the implementatinn
undertaken: . . of an Education Program AMfirmative Action Plan.
1. Student Participation in Community Affairs. . 1. A yearly policy statement reaffirming Schno! Dis-
. Daring the past few years nutstanding male students trict 1's commitment to equal education for all
, ' ‘
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students will be issued by the School Board and
the Superintendent in June of each year,
2. A public announcement of the policy of School
. ‘ABoa‘rd 1 shall be made no later than 1 month
. after this plan is approved by the Board of Edu-
cation. .

B. To modify identifted discriminatory practices. Identi.
fied discriminatory practices in the following areas will
. be mbdified:

Textbooks and Instructiona*l Materials

1. A Committee on' Instruction Materials will be
appointed by OctoP)cr 1975. The functions of this
Comimittee will be:

. The development of guidelines for examination
of instructional materials by January 1976.
—The initiation of a‘study of the images of minori-
ties and women in cxisting materials to be' com-
pleted by May 1976,
The development of a set of specifications for
future purchases of instructional materials by
January 1976.
The review of progress of affirmative action ef-
forts related to textbooks and instructional mate-
K rials on a semi-annual basis, :
2 ‘The C\Mu‘lum Department of School District 1
will be given the responsibility for:
Pesign and implementation by May 1976 of an
A-hodr in-service training course for all teachers
* and instructional staff wﬁich will provide them
with. awareness, understanding, and action ideas
for’rcducinq the effects of biased materjals.
The identification of supplementary materials for
use in the classroom and the development of
teaching materipls which can assist instructional
staff by May 1976.
Provisions of assistance to school librarians and
instructiopal, staff in the identification of non-
. racist, non-sexist supplementary materials Tor
purchase throughout the 1975--76 school year.

. Assignment of Schools and Student Groupings

I Teaching supervisors will prepare guidelines on the
use of small group activitics in the classroom which
will be discussed with every teacher by January

: 1976.

2 Administrative staff <hall prepare guidelines on the
assignment of students which will be discussed with
relevant staff by January 1976

3 Coeducational “survival’ sources will be developed
and required for middle school and secondary school
students as of January 1976.

AN vocational courses, programs or
schools will be open to students of both sexes by
September 1975,

5  (Counseling staff will be diwrc(‘ted tg examine diis-

education

crirninatory practices which may limit the participa-
tion of youth in vocational programs by January
1976. ‘

ERI
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Physical Education and Competitive Sports

1. A coeducational physical cducat?:)n program will

» be developed for elementary and secondary stu-

dents by January 1976.
9. Students will be provided physical education in-
struction by tedms of male-female instructors tp the
extent possible. :

3. A survey of student interest in individual and team
sports shall be made in middle schools and second-
ary schools by January 1976.

4. A competitive sports program will be designed
based on identified student interest which will pro-
vide equality of opportunity to al students by
September 1976.

5 A meview of the availability of oppartunities for,
student participation, use of facilities, provision of
coaching services, and equipment will be made on
a yearly basis with the first report being made to
the Equal Employment Oppertunity Officer and the
Superintendent by January 1976. This shall in-
clude a comparison of per capita cxpenditures for
males and females with equalization being achieved
by 1977-78.

»

Counseling and Guidance ¢

1. ‘The counseling staff will develop guidelines for the
use of tests and instruments which shall be provided
for test vendors by January 1976.
9. A 16-hour training program on the use and intcr-
_,pretation of biased instruments will be designed by
the Counseling department and provided for all
* staff ‘members by May 1976.

Student Services and Policies ‘

1. A statement of School District 1 outlining its pol-
icy of noncooperation with community groups that
iscriminate on the basis of race or sex shall be de-
veloped and made available to community gToups
by December 1975,

9. A statement of policy indicating the rights of preg-
nant students to remain in their present school or
attend Grant School shall be developed and cir-

, cadated: to all administrative staff by November *
1975.

3 A policy on schools’ assistance in the selection of
students for honors or scholarships specified by race

%dc available to all
individuals and groups with requests for such as-
sistance by January 1976.

4. A set of guidelines of uniform disciplinary policies
and’ student grievance procedurcs will be developed
by January 1976.

or sex will be developed and

IV. MONITORING, EVALUATING, AND REPORTING
OF THE PLAN

Education program affirmative action is an ongoing proc-
ess which requires continuous monitoring. evaluating, and
modifying if it is to have effective results. Within the Dis-
trict, ultimate responsibility for the' implementation of the
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Plan is assigned to the Superintendent of Schools. The Board
of Education shall be provided semi-annual reports of the
prog'rc_ss of the Plan with recommendations for any neces-
sary modification, '

An Advisory Committee on Educational Program Affirma-
tive Action shall be named. This committee shall require
representation of the Board of Education, school administra-
tion, curriculum -supervisors, racial and ethnic minority
groups, women, teachers, students. This committee shall X
meet at least quarterly to provide assistance to the Equal
Education Bfficer in reviewing progress and preparing rec-
ommendations for néccssary'modi‘ﬁca‘t' of the Plan.

as Equal Education

A schoo\ district employee

envisioned as a temporary position;
responsibilities w ultimately be assumed by the Equal
Employment Opportunity Officer. The responsibilities of
this position shall in€lude: ‘

. To inform District employees and students of the law
as specified by Federal and State: regulations for en-
forcement of anti-discrimination laws, the District's
Legal Counsel, and the provision of the Educational
Program Affirmative Action Plan.

2." To assist in the implementation and monitoring of the
goals and timetables established in the Plan; and to
insure the continuing identification and elimination of
other possible sources of discrimination or stercotyping.”

3. To identify in writing to the Equal Employment Op-
pertunity Officer any policy or practice ‘covering the
treatment of students or delivery of educational! serv-
ices that does not mect the requirements of the Edu-
cational Program Affirmative Action Plan and to rec-
ommend specific actions to correct such practices. This
report will be submitted to the Superintendent of
Schools. '

4. To coordinate under the supervision of the Equal: Em-
ployment Opportunity Officer and the Director of
Curriculum the investigative and evaluative functions
of the Plan, )

5. To make, with the Equal Employment Opportunity
Officer and Director of Curriculum, semi-annual re-
ports to the Superintendents of Schools and Board of
Education regarding the implementation of the Edu-

o
.

-

A
cational Program Affirmative Action Plan and to rec-
ommend necessary changes in the program.

6. To assure dissernination of information regarding the
District’s Plan and its progress to all students, com-
munity groups, employees, and persons, agencies and
companies’ doing business with the District.

7. To draft for the Equal Employment Opportunity Offi-
cer's approval an annual revision of the Educatjonal
Program Affirmative Action Plan. The revisions shall
include:

Recommended objectives for the coming year.
Rcvised:.iwmplemcmmion procedures as required.
- Specific actions that should be undertaken.

Plan Evaluation

The evaluation of the Educational Program Affirmative
Action Plan will be the shared responsibility of the Board of
Education, the Superintendent, and the Advisory Committee
on Educational Pregram Affirmative Action. The pracedures
for evaluation shall include the following:

1. The collection of data from relevant departments. Each
department with responsibilities assigned by the Equal
Education Officer shall prepare a semi-annual report
for the Equal Education Officer which includes the

following :
® An assessment of progress made toward fulfillment
of assigned responsibilities. '

® A listing of remaining problems.

2. The Equal Education Officer shall prepare a com-
posite report on the material ined and other rele-
vant data for the Equal ployment Officer. This
report shall include recomyffen®ations for future action
and general observations o progress of the Plan.

3. The Equal Employment Opportunity Officer shall pre-
parc a final report for submissien to the Superintendent
of Schools, .

4. The Superintdfident of Schools shall transmit a final
report to the Advisory Committee on Educational Pro-
gram Affirmative Action for review and recommenda-
tions.

5. A final report incorporating the comments of the Ad-
visory Committe¢ shall be transmitted by the Superin-
tendent to the Board of Education for policy decisions.
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Appendix C

Employer’s Checkl/lst on Eqwua«l“Em‘pwloy‘rﬁem Opportunity

Effective Personnel management is a complcw and critical

. task for employers. The enactment of State and 'Federal anti-
" diserimination laws has created the need for nqw procedures
and practices to insure equal employment opgortunity. The
following checklist is designed to assist adml/nmrators and
personnel managers in considering the adct{luacy of their
present employment practices and procedured in relation to
equal employment opportunitics.

I. GENERAL EMPLOYMENT POLICY

A. Policy Statements

1

2.

7.

Has the Board of Education or;Trustees
considered the need to insure egual em-
ploymemt  opportunity  and dcvklopcd a
statement to that effect? '

Have the employment policy ftatements
been reviewed to insure comphfancc with
State and Federal laws?

Are copies of the policy printed, and made
available- on request? \

Have gnidelines or regulations Been devel-
oped for internal staff to insure implemen-
tation of equal employment opportunity
policies?

Have responsibilities for the implementation
‘af EEO policies been dolt‘qalrd to appro-
priate staff persons?

Have copies of these policies been dissemi-
nated to staff and discussed?

Have copies of the policies, been dissemi-
nated to public groups with interest in the
school system?

11. PERSONNEL POLICIES

A. Recruitment and Selection

1.

Q
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Have written procedures for nondiscrimina-
tory recruitment and selection been pre-
pared?

Are all persons with rnponslbllmcs for
recruitment  and sclvcl‘m familiar with
these proccdures?

Have efforts been made to identify and
maintain contact with nontraditional re-
cruitment sources that would assist in the
identification - of minority groups and
women? .
Do recruiting methods (e.g., composition
of recruiting and interviewing staff, use
of -media for announcements, etc.) reflect
active- efforts and
women ?

to recruit minorities

* Do recruitment announcements contain the

phrase that the employer is an equal op-
portunity employer and use graphics that
reflect the diversity of staff?

Yes No

6. Have application forms been reviewed to

insure the elimination of discriminatory
questions? h

Have guidelines for personnel Interviews
been prepared to insure nondiscriminatory
quéstions and have staff members been
briefed on the rationale for these guide-
lines?

Have criteria for the review of applications

Yes No

to insure objective ratings of applicants in-

terms of the performance standards for the
job been prepared and disseminmated to
staff ? ‘

I¢ an applicant flow record which provides
documentation of applications, disposition
of applicants and the rcasons for the dis-
position actions maintained?

Are files maintained of potential appli-

cants and effective recruiting sources?
. .

B. Promotion and Training

*

48

1.

1.

Have job descriptions been developed on
the basis of performance criteria?

Has a plan for horizontal and vertical ca-
reer development been formulated?

Is regular in-service training and staff de-
velopment opportunity provided for em-
ployees?\

Do employees have opportunities far ca-
reer counseling?

Are records of an cmployee’s performance
and training maintained?

Have criteria and procedures for employee
evaluation been developed?

Have seniority policies been reviewed to
identify and eliminate provisions which
discriminate against minority employees
and women? ’

Has a review of promotion procedures and
fecords been made to identify and eliminate
sources of discrimination against minerity
employees and women?

. Compensation and Fringe Benefits

Has an analysis of compensation been made
to insure that all positions requiring equal-
ity of skill, effort, or responsibility under
similar working conditions are paid
equally?

Has a review of the average salaries of
minority employees and women been con-
ducted to insure equal pay for equal work?
Has a review of the patterns of special com-
pensation (é.g., in extra duty pay, over-

L]
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tune pay, etc.) been made to insure fair-
. &

pess to all and “groups

employees?

mndividuals of

_Are insurance ’plans {health, life, and

travel) and benefits provided fpr all em-
ployees equal and non-discriminatory ?
Are maternity leave polictes handled in the
same manner as those applying to other
forms of temporary disabilities?

Are retirement benehts for male and female
employees equal (equal benefits and equal
contributions) ?

Are opportunities for training and travel

*provided to emplnyees on an equal basis? _

Administration and Grievanees

1.

Has a review of employce assignments
been conducted to insure nondiscrimina-
tory assigninent nf staff? '

Do employees have adequate structures
and procedures for the articulatinn and
concihation of. grievances?

Do personnel with responsibility for admin-
istration and grievance handling reflect a
diversity of racial-ethnic and sexual com-
position of the staff?

Are records of grievance handling main-
tained and’ are periodic reviews made to in-
sure nonﬁisrri‘mina‘tory handling of griev-
ances? " :

Are summary reports of applicant flow,
staff  assignment, promotion, grievance
handling, and training programs made to
chief administrative staff and school goy-
ernance on a regular hasis?

Has a staf member heen designated as
Fqual Opportunity  Officer
whn reviews, coordinates, and develops
programs to insure compliance with the
law and the monitoring of the agency/
institution to insure non-discrimination in

Fmploymnent

adrministration of school pnlicies and pro-
grams?

I, EMPLOYMENT AFFIRMATIVE ACTION PLANS

ERI
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1.

N

Has an affirmative action plan for the
identification and remediation of discrimi-
natory practices and policies in employment
been developed?

Does the affirmative actinn plan include
sectigps on statement of policy, work force
utilization analysis, examination of present
policies and practices, numerical goals and
timetables, and procedurés for monitoring,
evaluating, and updating?

Yes No

3.

3

Does the work force wtilization analysis in-
clude analysis of the work force by salary,
by unit, by race, by sex, and by race and
sex (to deterrnine utilization of minority
females) ?

Have appropriate stafl been designated for

the implementation of the .Employment
Affirmattve Action Plan?

Have all staff with responsibilities for inter-
viewing, hiring, and evaluating emplnyees
been provided information and guidance
as to their responsibilities for equal employ-
ment opportunities? . p
Are copies of the affirmative action @an
made available to all employees and in¥er-
ested citizens?

Have\ pracedures been made for citizen
review of the plan and do these procedures
include representation of ethnic and cul-
tural rninorities and wnmen?

Have proctdures for regular updating of
the plan been ‘included?

IV. COLLECTIVE BARGAINING AGR‘EEMENTS

I

Have cnllective

been revicwed

bargaining agreements
to insure the elimination
of discriminatory provisions?

Are rates of compensation equal within job
categories? (e.g., male and female coaches)
Dn seniority and humping provisions re-
sult in a disparate eflect on minorities and
women?

Are maternity leave clauses consistent with
lrave benefits provided fnr nther tempo-
rary disahilities?

* Do retirement benefits provide for uniform

retirement age and equal benefits for males
and females? .
Do insurance benefits (hospital and life)
provide unifnrm benefits ’
female staff, and for the families of male
and female staff?

Do g;ir'va‘mrc procedures iriclude specifica-
tinne of methods for fair investigation and
redress of grievances based on sex nr race
discrimination ?

Does the contract cnntain a clause per-
mitting the modification of a pnrtion that
may be determined illegal without the, re-
opening nf total contract negotiations?
Dnes the contract specify that arbitration
of discrimination grievances shall be in ac-
cordance with Title VII principles?

for male and:

No
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Guidelines for Evaluating an Employment Affirmative Action Plan

I Does the Affirmatide Action Plan contain the following
five major elementst

® A staternent of Ypolicy and purpose

® A work force ulilization analysis

® Procedures for examination and mmhﬁ,( ation of cur-
. tent policiesand! pratices

® A section (sla‘f)ll.\hmg numerical goals and time.
tables
Specification of mbnfdnq and evaluation proce.
dures

2 Does the policy and purpose element include the follow-

g specifications: -

®. A «atement of qrncrasl intent

® A specification of objectives which provide a frame-
work for understanding the plan

®» References to relevant policies previously established
by the agency or institution

® A designation af ultimate responsibility/accountabil-

ity for implementation of the plan

¥ Does the work force utilization analvsis elernent include
the following statistical ang demographic data-
® A listing of ecach job classification (including super-
visory and managerial jobs) as it appears in appli-
cable collective bargaining agreements or payroll
records ’
® A ranking of positions from the lowest paid to the
highest paid within each unit or department, in-
cluding supervisors of units or departments
® Wage rates or salary ranges for each job classifica-
tion
® ‘T'ntal numbers of incumhbents for each job c¢lassifica-
tion bv sex ‘
o Total numhbers of incumbents for cach job classifica-
" tion by sex and minority status for” each of four
. } categories” !
Blacks
Spanish-Surnamed
Native!Americans
—Asians
® Criteria for determining the rvprrwnfalinn of af-
““fected classes in the work force which would signify
These would

-

a(‘rqnatr utilization of these groups
be based on: . P
Delineation of valid job related requirements
Statistical the availahility of
members df affected groups with relevant skills
(the relevant potential labor pool)
Information regarding the promotion and trans-
fer eligibilits and availability of present staff '
Consideration of emplover capability to pro-
vide training resources for staff development
Statistical information on applicant flow or the
percéntages of qualified. job applicants from
affected classes

information on

4. Does the elgment concerning maodification of present pro-
cedures and practices establish such systematic processes

(€) oo
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for identifyihg and eliminating major sources of bias and
discrimination as:
® A job analysis to establish
Consistency of job descriptions across all orga-
* nizational units or departments
Realistic performance criteria for job evaluation
® A review of recruitment and selection procedures to
develop
Rosters of recruitment sourcés particularly rep-
resentative of qualified minoritics and women
Affirmative and nondiscriminatory notices and
advertising of employment opportunities
—Recording systems adequate to permit identie
fication of discriminatory practices or policies
and evaluation of progress toward equal employ-
ment opportunity *
Apphcation formis which reduire only informa-
tion related to job performance and are con-
sistent for all positions within a job category
Guidelines {for personnel interviews to insure
" that all questions asked are relevant to job-
related information and that no questiom are
mkrd of members of one racial or ethnic group
“or sex which are not asked of all applicants
A salary schedule which is consistent with
comparable job classifications
Nepotism policies which do not discriminate on
the basis of sex
» Modifications of any provisions of the collective
bargaining agrecment which may be inconsists
et with these revised procedures
® An examination of hiring procedures and the pro-
vision for:
The review’ of applications, referrals, ha\nd‘l‘i‘ng
of applications, and hiring patterns of a person
with a central responsibility for affirmative ac-
tion
The recording of failures to hire persons in the
affected group and the documrentation of rea-
sons for such failures in order to document good
faith intent "
® A review and modification of promotion and up-
grading practices and policies based upon:.
The promotion records of men, women, and
minorities of both sexes in each employee classi-
fication and unit .
The identification of employees who hold posi-
tions that underutilize their abilities or creden-
tials
The identification of barriers to the upgrading
of women and minority employees and specifi-
cation of steps to overcame these barriers
The development of carcer latices facilitating
vertical and lateral movement of "employees
o Examination of the assignments of stafl and the
revision of policy or practice to ensure:
Fquity in assignment to all organizational units

47
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—~Equity in the assignment of paying and nonpay-
ing extra duty
- Equity in assignment of overtime duties
—»Equny in access to special events and training
programs

cluding those relating to hiring, promotion, and
training. 6

® A review of [ringe benefit packages to ensure the
provision of equal benefits to all employees. This
includeg equity in the following benefits:

- Medical

-- Hospital

- Accident and life ipgurance

- Retirement (coryféfﬁom and periodic pay-
R ments) /

—Leave

® The, development of pregnancy and matcmlty poli-
cies whlch require that:
~—Time to cease work or return to work must be
- determined on an individual basis
9 —Pregnancy, miscarriages, abortion, childbirth,

’ and recovery are, for job-related purposcs “tem
porary disabilities” and are to be treated fs
other temporary disabilities

~—The child rearing leave which is avai‘lab) to '
females is also available to males : .
® The review of layoff, recall, discharge, and demotion
policies to ensure that:

2
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5.

® Renegotiation of any provisions of collective bargain-
ing agreements which _are found to be inconsistent
with EEO policy. -These mignt include provisions
relating to:
- -Seniority and bumping
-—Promotion
—-~Hiring
~-Rates of compensation
® The development of grievance procedures to insure
just handling of complaints related to the Plan, in- s

~

.Standards are the same for all employees

y - Seniority or bumping provisions which per-
petuate dlscrmunanon are identified and modi-
fied

Do the numerical goals and timetables of the plan re-
.

flect the following: -
® Accurate Wwork force utilization
® Timetableg dfveloped from projected turnover rates

and employment neads

° Utratlop/ ~considered by unit and departments as
well as for the total work force of an cmploycr

® Long range utilization goals

® Intermediate annual targets

® (oals which are measurable, attainable, and related
to ‘specific timetables

Does the monitoring and evaluation element include
specifications which insure the fol\lowi‘ng:
® Designation of responsible persons with sufficient au-
thority to implement the plans and, procedures for
monltorlng, cvaluatmg and rcportmg
® The development and communication of clear guide-
lines for staff responsible for recruiting, hiring, inter-
viewing, etc., and provisions for training these staff
members of the implications of these guidelines. for
their job performance -~
® Maintenance of applicant flow records which identify
the employment decision-maker and provide signifi-
cant data concerning the applicant and disposition

‘ of the application

® Development of procedures for semi-annual progress
reperts and yearly review of the Plan.

Yearly modification of Plan to reflect progress
achieved, and new problems identified
Provisions are made for dissemination of prog-
ress reports and evaluations to policy makers, alt
employees and interested members or groups of
the community
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Guideljnes for Evaluating an Educational Program Affirmative Action Plan

Program affirmative action may be defined as action taken,
first, to identify and remedy sources of discrimination in
school programs, and second, to develop policies and pro-
cedures for the prevention of such discrimination in school
programs

I. Does the Program Affirmative Action Plan include the
followiig major elements:

® A statemnent of policy and purposes

® Specification of procedures and for analysis and mod-
ification of educational programs

e A statement of goals and objectives which include
timelines for their achievernent

® Delineation of evaluating, monitoring, and reporting
procedures

.

2 Does the policy statement outline the fol]owmg
® The nondiscriminatory intent of the district or in-
stitution with references to earlier relevant policy
actions ' .
‘8 A statement of purpuses and objectives which can
summarize and provide a frame of reference for
" considering the Plan .

1. Does the section on education program analysis and mod-
ification include consideration of the following possible

sources of discrimination or sterectyping: )
® FExistence of bias in textbooks and instrblrtional ma-

. Lh -
terials

. .
® Reflection of racial ar sex role hias or sterentypes in |

the behavior of schoal personnel ‘
® Syvatematic inequity in the assignment of students,
waff, ur special resources to particular schools rather
than all schools L)
® Fxistence of sex segregation in such rmlrwyas‘matho-
fhatiés, science. vocational education, or i extra-
curricular activities, or classroom groupings
< ® Incquities in allocations of resources, facilities, equip-
ment, time, and number of activities in physical edu-
ﬁ:&inn and competitive, sports
cquitics in student services or practices such as

counseling and testing and health services

———
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® I[nequities in student policies, concerning discipline,
student government, student pregnancies, etc.
® [ncquity in participation in extraturricular activi-
ties, honors societies, s¢holarship programs, etc.
4. Do the goals, time lines, and statements of objectives
include the following:
® Specific corrective action to eliminate identified
sources of discrimination
® Specific statements of -objectives, goals, and time
lines by which the implemenfation of corrective ac-
tions may be evaluated
® Specific intermediate target goals, and long range
goals which are measurable and attainable
® Specific time lines which are realistic and attainable
for achieving corrective actions
5. Do the evaluating, monitoring, and reporting proccdurcs
reflect the following:
® Appointment of a Committee on Educational Pro-
gram Affirmative Ac\t\ion .
® Designation of responsible persons with authority to
implement thr plans and procedures for monitoring,
evaluating, and reporting progress
® Requirements and timeliness for the development
and communication of guidelines to staff responsible
for, identifying, implémenting, monitoring, and eval.

vating corrective actions and the provision of train-
ing for all sGch staff rogardmrz the lmphratmns of
“theplan for their Job performance
. Ro\romonts for the mamtrnanrr of records which
identify the program decision- mabrrs and significant
data concerning the correcting actions and the de-
grees of progress in achieving corrective actions
® Specifications of, procedures for semi- -annual prorzrou
reports ahd yearly reviews of the Plan, with provi-
sions for:
Yearly modification of the Plan to reflect the
progreas achieved and new sources of discrimi-
natiod identified « b
Dissemination of progresp reports and evalua-
tions to all interested staﬁ‘y students, and com-
munity members
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Appendix F

Office of Federal Contract mep‘lwiawnce Regional Offices

Boston Regional Office

Associate Agsistant Regional Director OFCC/ESA

U.S. Department of Labor
JFK Bldg., Room 1612-C
Covcrnmcn! Center

Boston, Massachusetts 02203
rclcphonc 617/223-4232

New York Regioral Office

Associate Assistant Regional Director,
U.S. Department of Labor

1515 Broadway- -Room 3306

New York, New York 10036
Telephone:  212/971-5563

Philadelphia Regional Office,

Associate Assistant Regional Director,

U.S. Department of Labor
Gateway Building- -Room 15434
3535 Market Street
Philadelphia, Pennsylvania 19104
Telephone: 215/597-1213/16

Atlanta Region Office /

Associate Assistant Regional Director,

U.S. Departmént of Labor

1371 Peachtre¢ St.,, NE - Room 720
Atlanta, (n()rmﬂ 30309

Telephone: 404/526-4211

Chicago Regional Office

Associate Assistdnt Reglonal Director,

U.S. Department of Labor
854 Everett M. Dirkse Bldg
219 South Dearborn Streesf’
Chicago, Ilinois 60604

Telephone:  312/353.7622 *

Cleveland Area. ()ﬂicc

Equat Opportunity Specialist, OFCC
'S Department of Labor

804 Federal Building

1240 East Ninth Street

Cleveland, Ohio 44199

'l‘(‘lcy)h()n(‘: 216/522.3882

Dallasy Regional Office
Associfite Assistant Regional Direetor,
'S Dparynent of Labor

1100 Qommerce Street
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FOB & U.S. Court House
Dallas, Texas 75202
Telephone:  214/749-1134

Kansas City Regional Office

Associate ‘Assistant Regional Director, OFCC/ESA
U.S. Department of Labbr ; ({
Federal Office Bldg. Room 0

911 Walnut Street
Kansas City, Missouri 64106
Telephone:  816/374-5384 .

Denver Regional Office

Associate Assistant Regional Director, OFCC/ESA
15412 Federal Office Bulldmg
1961 Stout Street

Denver, Colorado 80202
Telephone:  303/937-4978

San Francisco Regional Oﬂi(g

Associate Assistant Regional [)mcmr, OFCC/FSA
U.S. Department of Labor

Federa! Building - Room 10341

450 Golden Gate Avenue
San Francisco,
Telephone:

California 94102 ~
415/556-3597

! Office
ual Opportupidy Spcualnl OFCC
S. g ment of Labor
oh Bunl(llm( Room 409

760> Market Street
San Francisco, California 94102
Telephone:  415/556-6017

Los Angeles Area Office

lqual Opportunity Specialist, OFCC

'8 Department of Labor /
Federal Building Room 4345 .

$00 Naorth Los Angeles Stre .
1.os Angeles, California 90012 o
Telephone:  213/668-4961 .

Seattle Regional Office

Associate . Assistant Regional Dmcmr OFCC/ESA
'S Department of Labor ‘
1911 Smuh-Tower -
b Second Avenue #

Seattle. Washington 98104 B

Telephone  206/442-4508
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. Equal Employment Opportunity Commission Regional Offices
. OFFICES ' STATES .
' s . : \ Y . .
ATLANTA REGIONAL OFFICE AMabara Canal Zoae Plopuda j;vnr 1a- Kentuehy, Nnrth
Citizens Trust Building . : . Carohna  Misasappn, South Car ina, Tenncssee
* Suite 1190 * . ) . )
75 Piedmont Avenue, N FE . R . h
Atlanta, Georgia 0103 ‘
(404) 126.6991 ) '
. r . . . . .
CHICAGO REGIONAL OFFICE ' v [ineas Indiana, Michigan, Minnesota, Ohio, Wiscgnsin .
600 Sourth Michigan Ave , R 611 T T . : 1
Chicago, Hhnois 60605 P
(312) 1531229 . ’ L
DALIAS REGIONAL OFFICF . A’rkan\as. Louisiana, New Mexicn, Oklahnma, Texas
100 Cornaierer St, Rm 5A 4 . ‘
Dallas. ‘Lyxas 75202 N ) -
2 «314)%9 1841 4 \/ Lo
KANSAS '(1| 1y RF,(.'[(_)NA[, OFFICFE . . l-‘-\\‘a Kansas \hs;uu% ,'\‘r-hrz\{.ka
601 F 12th §t, Rm. 113 - . ) - )
Kansas City, Missourr 64106 N
(8161 374 2781 - . i “ . .
NEW YORK REGIONAL OFFICE ¢ ’ Conngcticut, Maine, MassacHusetts, New Hampshire, New .
Federal Office Building : Jersev, New York, Puerto Riko, Rhode Island, Vermont e -t

Rnaom 4000 ¢
26 Federal Plaza .
New York, New York 10007

(212) 264.3640

a
-

BHITADELPHIA REGIONAL OFFICE Delaware, District of Columbid MarY'Ww ia, )
e .I"”"(Wn Buildng K - Vargima, West Virginia NN . - -

.

1019 Chetnut Street ,
, PhiadeIphia, Pennsylvania 19107 “ . ) )
s A 999.7784 R " )
SAN FRANCISCO RF,(}IQNAI, OFFICE Alaska, Arizona. California, Colnrado, Guatn, Hawai, Idaho, .
LS00 Montgimery St Suite 740 " P Montana, Nevada North Dakota,« Oregon, Samoa, South v !
San Frangsoo, Californid 94104 Dakota, Utah, Wake Island, Wishington, -Wyoming
(415) 556.0775 ) o : oo
0, o, o
\
i . ® N .
] 1 . )
f\ 5 ¢ ~ . )
) . ‘e -
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Requests” for  additional, m{nrmatlen\, rcgarding the PPEMM
civilnghts comphance progrant nias be diected to the Office
for Cind Rights tin Washmgton, DG or to the

. A,plpwéfWix H c - ;

Offict flor Givil- Rights,

Regiunal

‘H.E.W. Regional Offices - -

'Chicago, Illinpis 60606
- 1) 8537742 -

Office serving vour State. R(-gir)nl VI  PArkanias, l.ouisiana, New Mexico, OkH?
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: Appendix J .

EEOC Complaint Form

2 Yy

v

Al

IN THE FEDERAL GOVERNMENT

COMPLAINT OF DISCRIMIMATION

BECAUSE OF RACE, COLOR, RELIGION, §EX. OR NATIONAL ORIGIN

(FOR AGENCY USE)

[

- (Ploase Type or Prnt: 1
1. WHAT 1§ YOUR [COMPLAINANT'S) FULL NAME? N 2. whAT 1S YOUR TELEPHONE NUMBER
¥ INCLUDING AREA CODE IF YOU
KNOW (T

F— -~ . e e e e o . - -
YOUR STREEY ADOR® y 'OR RO NUMBER OR Pkt OFFICE BOXx NUMBER)
Q .
e e o
YOUR CiT Y STATE

IIP CODE

HOWE,PHONE

v

— 5 1

WORK PHONE:

[

3. WHICH FEDERAL OFFICE DO YOU BELIEVE DISCRIMINATED
AGAINST YOU' (Prepare o separale complaint lnrm for each
oftice which cou believe distnmimufed agoinst you /

— — —

4,

7
ARE YOU NOW WORKING FOR THE FEDERAL GOVERNMENT?

{77 YES (ANSWER A, B, C AND D BELOW.)
i NO [CONTINUE WITH QUESTION §)

a

A, NAME OF BericE WniCH YOU HELIEVE DISLRIMINATED'
AGAINST Yru,

- e & . e
B, STREET AODRESS OF OFFICE
' .

Loty
'
L L

NATED AGA.NST vyOu o vl knw)
N
.

‘.

A

Tol what s

NAME OF AGENC Y WHERE YOU WORK

TREET ADDRESS OF YOUR AGENC ¥

e o e
STATE 1P CODE

TITUE AND GRAD YOUR JoB7

RECENT ALLELED
CISC.RIMINATION TO0OK
PLACE

- ~a Y i
i i
i

! N |

5. DATE ON WHIC H MOST %, THECK BELQW WHY YOU BELIEVE YOU WERE DISCRIMINATED AGAINST, BECAWUPE OF YOUR

j RACE IF 50 $HOW YOUR RACE .
) COLOR IF 50 SHOW YOUR COLOR

) RELIGION IF 50 SHOW YOUR REUIGION _ _ -
) NA’HON—\L ORiIUIN F SO. SHOW YOUR NATIONAL ORIGIN

e
. [J stx 1F SO STATE YOURSEX . _
.

) U Vo

7 EXPI AIN HOW vYi) RELIFVE YOU WERE DISCRIMINATED AGAINST (TREATED OIFFERENTLY FROM OTHER EMPLOYEES OR
APBLITANTS AFCAUGE OF YOUR RACE, CLOLOR, RELIGION, SEX. OR'NATIONAL ORIGIN, ¢ You mav continue vour answer on another
sheet ol paper ol vou noatd morte spn. e ' .

. OPPORTUNITY COUNSELOR (Seefnsrnctoasie
N

VE?‘ NO

8 12 ) HAVE DISCUSSED MY COMPLAINT WiITH AN EQUAL EMPLOYMENT

(bt NAME OF COUNSELOR

9, WHAT coﬂﬂgrﬂvr ACTYION ARF (OU SEEKING?

«

10. DATE QF THIS COMPLAINT

MoN TH Ca | ceAm

11. SIGN YOUR - COMPL AINANT'S) NAME HERE -

SEE REVERSE SIDE OF FORM FOR INSTRUCTIONS,

CSC FORM 894
OELEMBER 1972

.




*

‘ READ CAREFULLY .

Pl

.
* This torn shoutd be used only if vou, as an apphicant tor Federal employment or a Federal employee, tunk you

Iave been discrinunated aganst because of race, color, rebigron, sex, or national ongin by a FEDERAL agency

and have presented the matter tor informal resolution to an [:Lﬁ:liﬂ Empioyment Opportunny Counselor within

30 calendar days of Yge date the madent oceurred or, it a personnel achon, witinn 30 calendar days ol its eflective

date

* : M

* Your complamt must be beed within 15 calendat days ot the date ol yous bina) interview with the kqual Employ B . . .
- ment Opportunity Counselos |1 the matier has not been resolved 1o your satistaction within 21 calendar days of *
your hustinterview with the b q:ml Enmiployment Opportumity Counselor and the final counsehing tnterview has
nol been completed within thal use, yo »h'avc anght to e a complaint at any time terealter up to 15 days

@
after the final nterview

.

* These tme lunits may be extended 11 you show that you were not notiied of the tme imits and were nol *
S otherwise awarg of them, or that you were prevented by circumstances beyond your control from submitting
T 4he matter within the ime hmits, or for other reasons considered sufficient by the agency. ’
. )

\\ * Il you nccd"hclp In the preparation of your complaint, you may contact the Equal [:‘nlploymcnl Opportunity
i Officer or the Equal Employment Opportunity Counselor at the office where the alleged discrimination oc.
curred, or you may secure help from & representutive of your choice. ‘ /

. s -
* Your wnitten complaint should be filed by you or by your designated represeniative with the £qual Emnploy-
“ment Opportunity Otficer where the alleged discriminagion occurred, the head of the field installation, the
agency's Director of EEO, Federal Women's Program Coordinator, or uther such officials as the agency may
designatg for that purpose

~

* You may have a representative of your own choosing at all stages of the piocessing of your eomp'fzﬁﬁr—

[
1

* You will have an opportunity to talk with an mvestigator and give lum all the facts which you believe show -
discomungtion. The invesugator will not be under the junsdicwon of the lread of that part of the agency in which %
» the alleged discninnnation took place ' w
. ¥ Atter the nvestigation ot your complainl has been-completed, you will be given a copy of thesinvestigative Mle .
and an attempt will be thade by the agency to adjust the matter V
* 1t your complaintis not adyusted satistactonly, you will be given an opportunity (o request a hcunng; which will
be conducted by an mdependent Complants Examiner dertified by the CivikService Comnussion. The heaning will
be held gt a convenient tune and place Al the hearing, you may ‘present witnesses and other evidence n youfr
. . . behlf . : . 5

e . .
. * The hinai deusion (in wniting) wall be nade,by the head of the agency or his designee. 1t a heaning was held on your \ N

complaimt, the hedad ot the agency or ins designee will review the decisign recornmended By the Complaints Fx-
. anuner betore making a hinal decision, and he will turnysh you with a transcept ol he heaning, a copy of the find- ! ~——
mgs. analysis, and regmy rended decision of the Complamnts Exanuner, and the agency's decision letier.

* At youdre not sa
calendar days
D¢ 20415
ageney s d
District

1ed with the final agency decision, you have |~Q¥ nght to appeal that devision witlun 15
t1ecapt o the Board of Appeals andReview of the U.S Civil Service Comnussion Washington .
you may hlea civil acyion in an appropnate Federal Distnict Court within 30 days of receipt of the i
sion 11 you'elect 1o file an appeal with the Comnussion, you may shilt hle a cvil getion in g Federal
st within 30 days of the Commusion’s dedision 1t you are dissatisfied with the decision ’

-

. * You als
decisun

. Y
iy hie s avil achion i an appropraate Federal Distict Courtaf you have not receved a final agthey
1ithin 180 dayy p1 bhing your complaint with the agenev or'it you ave nol recegved o final Commission
i 180 days ot Tling yoar appeai with the Commussion’s Board of Appeals and Review

» B

. 4 PLEASE FIE L OUT THE OTHER SIDE OF THIS SHEET .

deusion

Ae

¢ t : s _ ¥7U.8. GOVERNMENT PRINTING OFFICE: 1976 0—587-806
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