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Chapter 1 

INTRODUCTION TO THE PROBLEM

This is  a h is to r ic a l study in th a t one o f i t s  in te n ts  is  to  exam­

ine the personnel p r o f i le  o f one agency from 1963 to 1973. By 1963, 

the federa l government had established i t s e l f  as a major funding  

source o f Vocational R e h a b ilita tio n  Service (VRS). Since 1940 (S ta h l, 

1971), a l l  s ta tes  rece iv ing  federal grants fo r  vocational r e h a b il i ta ­

tio n  have had to  ensure th a t a t le a s t th is  branch of pub lic  serv ice  

operates under the m erit system concept o f C iv il  Service employment, 

employment and advancement by examination as opposed to employment by 

appointment. M ichigan's VRS was not an exception to th is  ru le .

In the la te  1960's .  Dr. R a lf A. Peckham, D ire cto r o f M ichigan's  

VRS, demonstrated his awareness of p o l i t i c a l ,  economic and social 

r e a l i t ie s  by a ss is tin g  in c reating  a c lim ate  th a t would acce le rate  

services to in d iv id u a ls  previously excluded or only m inim ally included  

in  the VR c lie n t  population. Many of the la t t e r  c lie n ts  were female  

-nd m in o rit ie s . The expansion o f program services necessitated VRS 

s ta f f  expansion. In the afterm ath o f The Report o f the National Ad­

visory  Commission on C iv il  Disorders (1 9 68 ), Vocational R e h a b ilita ­

t io n 's  adm in is tra to rs , as w ell as numerous o ther pub lic  and p r iv a te  

ad m in is tra to rs , were taking a hard look a t the personnel p r o f i le  of 

th e ir  respective  o rgan izations. The primary purpose o f the examina­

tio n  was to determine the percentage o f m in o rity  versus non-m inority  

personnel.
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I f  one had examined a copy o f the personnel p r o f i le  sent to 

Mr. Donald L i l lr o s e , Personnel D ire c to r fo r  the Department o f  Educa­

t io n , on July 19, 1966, i ts  examination would have revealed twenty- 

two non-white employees. Fourteen o f  the non-white employees were 

c la s s ifie d  as p ro fessiona ls. Three o f the fourteen had C iv il  Service  

status above the 10 c la s s if ic a t io n  le v e l.  The highest ranking non­

w hite  was located a t  C iv il  Service lev e l 13. The data presented in  

Chapter 4 w ill  more g ra p h ica lly  d isp lay  the personnel p r o f i le  o f VRS.

I t  is  a d e s c rip tiv e  study in  th a t Chapter 4 concerns i t s e l f  w ith  

"what is ,"  not w ith "what ought to be ," as regards the ro le  and 

status o f m in o rities  and women. Best (1970) defines d e sc rip tive  

research as research which describes and in te rp re ts  "what is ."  Best 

states th a t th is  type o f research is  concerned w ith  conditions or 

re la tio n s h ip s  th a t e x is t;  p ractices th a t preva il ; b e lie fs ,  points o f  

view, or a ttitu d e s  th a t are held; processes th a t are going on; e ffe c ts  

th a t are being f e l t ;  o r trends th a t are developing. In  th is  study, 

d e s c rip tiv e  research is  concerned w ith how "what is "  or "what ex is ts"  

is  re la te d  to some preceding event (A ffirm a tiv e  Action) th a t has 

in fluenced or a ffe c te d  a present p ractice  (re cru itm e n t, s e le c tio n , 

promotion, e tc . o f females and m in o r it ie s ) . The descrip tion  is  based 

upon perceptions o f managers and employees w ith in  the F ie ld  Services  

Section o f the S tate  o f M ichigan, Department o f  Education, Vocational 

R e h a b ilita tio n  Service and hard data obtained from Michigan's Depart­

ment o f C iv il  Service and VRS personnel records.

This study is p re s c rip tiv e  to the e x ten t th a t i t  generates 

possible a lte rn a tiv e s  fo r  understanding and dealing e ffe c t iv e ly  w ith
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the concept th a t is  c u rren tly  c a lle d  A ffirm a tiv e  Action. Webster 

(1960) defines p re s c rip tiv e  as th a t which p rescribes , gives d ire c tio n . 

The in v e s tig a to r  has sought to o b ta in , analyze and o b je c tiv e ly  

synthesize the p rescrip tions o ffered  by the sample populations in  

th is  study.

S o c io lo g is t, K e lly  M il le r  once s ta ted , "We are so anxious to 

solve the race problem th a t we d on 't take the time to  understand i t . "  

The same might be said as regards the implementation of any new con­

cept which must become in te rre la te d  in to  a tra d it io n a l system. I t  is  

a genera lly  accepted p r in c ip le  th a t v/hen a change is  made in response 

to externa l fo rc e s , a resistance to the change occurs. The strength  

and duration of the resistance is  p a r t ia l ly  a ttr ib u te d  to the uncer­

ta in ty  associated w ith  the change and the perceived importance of 

th a t change to the in d iv id u a ls  invo lved.

M i l le r 's  s tatem ent, in te rp re ted  by the in v e s tig a to r and applied  

to th is  study, im plies a pred ispos ition  w ith  implementing the change. 

A ffirm a tiv e  Action . I t  suggests a ne -̂J fo r  a c le a r  understanding of 

the fac to rs  co n trib u tin g  to  or perpetuating the perceived problem, 

by a l l  p a rties  who w i l l  be p o te n tia lly  e ffe c ted  by the change. The 

id e n t if ic a t io n  of fac to rs  con trib u tin g  to or perpetuating the problem 

precede the plan of action  and serve as a basis fo r  th a t plan of 

a c tio n . Feedback, during the process o f im plem entation, serves as a 

basis fo r  continued d ire c tio n  and redress. One in te n t of th is  study 

is  to  serve as an in te rn a l feedback mechanism.
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Purpose o f the Study

The in v e s tig a to r examined one agency's statew ide response to 

C iv il  Rights le g is la t io n  in the area o f employment and determined 

what the im plications are fo r  management and other personnel as they 

respond to tha t agency's A ffirm a tiv e  Action Program (presented in  

Appendix A ). H opefu lly , th is  study w i l l  id e n tify  problems and suggest 

a lte rn a t iv e  s tra teg ie s  which may be o f assistance to other s ta te  

agencies in  the on-going e f fo r t  of A ffirm a tiv e  Action.

Vocational R e h a b ilita tio n  Service

VRS is  an educational agency th a t is  in the business of educating  

in d iv id u a ls  and groups about the assets of r e h a b ilita t in g  and employ­

ing disabled in d iv id u a ls . The ta rg e t population of VRS is  composed of 

ph y sic a lly  and m entally handicapped in d iv id u a ls , who have a substan­

t i a l  handicap to employment but can be expected to be g a in fu lly  

employed a f te r  provision o f VR serv ices.

VRS is  a statew ide agency composed of seven regions and approxi­

mately th ir ty - fo u r  d is t r ic ts .  The F ie ld  Services Section has the  

h ie ra rc h ic a l s tru c tu re  as presented in Figure 1. The number of 

positions a t each C iv il  Service c la s s if ic a t io n  leve l varies s lig h t ly  

in  each region .

VRS employs approxim ately 1,076 persons in  various capacities  

w ith in  the to ta l agency. Approximately 64% of th is  number are females. 

Males comprise approxim ately 36% of to ta l VRS personnel.
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O ffic e  Managers 

C le r ic a l Personnel

D ire c to r o f Vocational R e h a b ilita tio n  Service  

D ire c to r o f F ie ld  Services  

Regional O ffic e  Supervisors^^^^*

Assistants and Regional S ta f f  Personnel

D is t r ic t  O ffic e  Supervisors (12 -13 )

A ssis tant D is t r ic t  O ffic e  Supervisors  

U nit L e a d e r s ^ ^ ^ ^

( 12) , ( 11- 12)

Counselors (09)

Parapro

Counselors

Suboffice Supervisors'

Chief̂ Clerk(°̂ ):07-10)
!

Counselors(^^) 
(e n try  le v e l)

r
C le r ic a l Personnel (02 -04 )

( i . e .  Aides, New C areerists  
Public  Service Trainee)

Figure 1. O rganizational Chart fo r  Vocational R e h a b ilita tio n  Services  

^Numbers in  parenthesis in d ica te  C iv il  Service C la s s ific a tio n  Level (CSL) and/or range.



statem ent o f the Problem

Does the A ffirm a tiv e  Action Plan a ffe c t  the personnel practices  

o f Managers w ith in  the s ta te  o f Michigan, Department o f Education, 

Vocational R e h a b ilita tio n  Service?

The fo llow ing  general hypotheses address the problem:

1. The VRS A ffirm a tiv e  Action Program has increased the proportion  

of m inority  personnel employed in  f u l l  time VRS pos itions .

2. The VRS A ffirm a tiv e  Action Program has increased the proportion

o f female personnel occupying f u l l  time professional VRS pos itions.

3. The greater percentage of m in o rities  w i l l  remain a t C iv il  Service  

leve ls  10 and below.

4. The A ffirm a tiv e  Action Program has m odified the C iv il  Service em­

ployment s e lectio n  process to improve employment p ra c tic e s .

5. The A ffirm a tiv e  Action Program has improved promotional p o te n tia l 

ra tings fo r  m in o ritie s .

6. The A ffirm a tiv e  Action Program has increased the frequency of 

employee complaints regarding d isc rim in a tio n .

S ig n ificance  o f the Problem

Federal and s ta te  government have ind icated  the importance of 

A ffirm a tiv e  Action Programs by the passage of T i t l e  V II  o f the C iv il  

Rights Act of 1964, the Executive Order No. 11246, the Equal Pay Act 

of 1963, and other such le g is la t io n . On January 1, 1964, the C iv il  

Rights Commission was established by the people o f Michigan to pro­

te c t ,  in v e s tig a te , and secure c iv i l  r ig h ts  in  the f ie ld  o f employment,
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education, housing, pub lic  accommodation and law enforcement (the  

only s ta te  to do so by c o n s titu tio n a l means). The Commission is  

charged w ith  the c o n s titu tio n a l and lega l re s p o n s ib ility  o f enforce­

ment.

Educational agencies and in s t itu t io n s  follow ed the d ire c tiv e  

given by federal and s ta te  government and began the development of 

A ffirm a tiv e  Action Plans. Vocational R e h a b ilita tio n  Service was one 

such agency. On October 9 , 1972, VRS' A ffirm a tiv e  Action Plan was 

d is tr ib u te d  to VR Managers w ith  a mandate th a t i t  be d is tr ib u te d  to  

s ta f f  a t  a l l  le v e ls . On October 12, 1972, Ur. Peckham issued a memo­

randa to the rec ip ien ts  o f the A ffirm a tiv e  Action Program regarding  

"D e fin itio n s : C iv il  Rights Compliance versus A ffirm a tiv e  Action"

(Appendix B).

During f is c a l year 1971-72, the C iv il  Rights Commission authorized  

charges in cases which could not be resolved in  c o n c ilia t io n . Of 

those cases charging d iscrim in atio n  in employment, 19 were based on 

sex and 27 were based on race. Authorized charge #12779 o f the M ichi­

gan Department of C iv il  Rights charged the Michigan Department of 

C iv il  Service (th e  h ir in g  body fo r  VRS) w ith  employment d isc rim in a tio n .

In August o f 1972, the in v e s tig a to r  conducted a survey o f Managers 

responsible fo r  f ie ld  s ta f f  and program supervision and each manager 

ind ica ted  the importance o f the A ffirm a tiv e  Action concept in being a 

good agency manager. F ie ld  supervisors in  Western Region have expressed 

some d i f f ic u l t ie s  w ith  implementing the A ffirm a tiv e  Action Program.

The In ve s tig a to r found th a t m in o rit ie s , n o n -m in o ritie s , and fem ales.
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a lik e ,  have expressed in-group resentment regarding the various in te r ­

pre ta tions  o f the A ffirm a tiv e  Action Program. Discussions, in te rv ie w s , 

and observations in the Western Region of VRS lends enough credence to  

the problem to w arrant conducting an au d it on a statew ide basis fo r  

the purpose o f c la r i f ic a t io n ,  e va luation , and review o f the e f fe c t  of 

the A ffirm a tiv e  Action Program on personnel practices  and to determine 

what the im plications are fo r  managerial a ttitu d e s  and the personnel 

se le c tio n  process.

The outcome of A ffirm a tiv e  Action e ffo r ts  has p a r t ic u la r  s ig n if i ­

cance to females and m in o rit ie s , the ta rg e t population o f the le g is la ­

tio n . I t  provides a lega l basis fo r  ensuring e q u a lity  o f opportunity  

in employment. I t ,  a ls o , places ac tio n -o rien ted  re s p o n s ib ilit ie s  on 

agencies to r e c r u i t ,  s e le c t , t ra in  and promote these in d iv id u a ls  in  

a ll  job categories.

The o rgan izationa l c lim ate  created regarding A ffirm a tiv e  Action  

has p a r t ic u la r  s ig n ific a n ce  to the ta rg e t population , as w ell as w hite  

males in the organ ization  and/or entering  the o rg a n izatio n . Emphasis 

on compliance, ra th e r than b e n e fits , oftentim es negativ e ly  influences  

the A ffirm a tiv e  Action Plan and i ts  outcome.

Research Procedures

Population and Samples. The population fo r  th is  study includes  

a l l  managers and a l l  counselors w ith in  the s ta te  o f Michigan, Depart­

ment o f Education, Vocational R e h a b ilita tio n  S erv ice . The samples 

selected from th is  population consisted o f seven Regional O ffic e
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Supervisors, th ir ty - th r e e  D is t r ic t  O ffic e  Supervisors, A ssis tant 

D is t r ic t  O ffic e  Supervisors -  a minimum o f th re e . Suboffice Super­

v isors -  a minimum o f two, two a ss is tan t personnel d irec to rs  fo r  

C iv il S erv ice , and one u n it leader involved in  managerial tasks. 

T h ir ty - f iv e  m inority  and/or female employees, f iv e  from each region  

(where a v a ila b le ) w ith  non-managerial pos itio n s , were also included 

in  the sample.

Procedures. To obtain  the data needed to address the general 

hypotheses, the in v e s tig a to r  proceeded as fo llow s:

1. Surveyed personnel o ff ic e  records a t C iv il  Service to determine:

a. number o f f u l l  time female employees a t each pos ition  le v e l,  

y e a rly

b. number o f f u l l  time m in o rity  employees a t each position  le v e l,  

y ea rly

c. number of w rit te n  employee complaints regarding d iscrim in ation

2. Cross-checked data obtained from C iv il  Service records w ith  in fo r ­

mation on f i l e  w ith  VRS personnel records.

3. Administered Action C hecklist w ith  In te rv iew  Questionnaire to  

Regional O ffic e  Supervisors, D is t r ic t  O ffic e  Supervisors, and 

A ssistant D is t r ic t  O ffic e  Supervisors (a modified form of the 

L ik e r t  method was used to construct the In te rv iew  Q uestionna ire).

4 . In terview ed Regional D ire c to r o f C iv il  Rights fo r  purpose o f 

evaluating  Action C hecklist and assistance in the development o f 

questionnaire  fo r  in te rv ie w .

5. In terviewed a ss is tan t personnel d irec to rs  fo r  C iv il  Service re ­

garding the employment s e lection  process and documented com plaints.
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Assumptions and L im itations

Assumptions. I t  was assumed th a t the Action C h e c k lis t, Fu ll 

U t il iz a t io n  of Women in  Employment, and a m od ification  of the Action 

C hecklist fo r  m in o rities  as evaluated by the O ffic e  of C iv il  Rights 

in  Lansing, Michigan, is  a v a lid  a u d it instrum ent fo r  determining the  

status of an agency's A ffirm a tiv e  Action Program. I t  is  fu r th e r  

assumed th a t the VRS managerial and professional s ta f f  in terview ed  

understood and responded w ith th e ir  tru e  b e lie fs  to the in v e s tig a to r 's  

questions during the in te rv ie w  and/or in  response to the Action Check­

l i s t .

L im ita tio n s . The in ve s tig a to r is  aware th a t she is  id e n t if ia b le  

w ith  both groups, m in o rities  and women, being in d ire c t ly  studied .

The la t t e r  fa c t may have a p o s itiv e , negative or possible nu ll e f fe c t  

on the sample group, dependent upon the race and/or sex o f the in te r ­

view respondent. Each in te rv iew  was taped and random samples were 

reviewed by the in v e s tig a to r 's  doctoral committee. A w hite  male a lso  

reviewed random samples of the tape to  determine the in v e s tig a to r 's  

accuracy in  scoring respondents' answers.

The u t i l i z a t io n  o f the in te rv iew  technique to obtain  data over 

a s ix  month period of time may have resu lted  in  some respondents 

being influenced by previously interview ed respondents. The in v e s ti­

gator attempted to control th is  in fluence by reading questions to  the  

respondents and in te rview ing  respondents in  close geographical prox­

im ity  on the same day.
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The accuracy o f the p os ition  count a t each lev e l is  influenced  

by s ta f f  movement in  the form of tra n s fe rs , promotions, re in s ta te ­

ments and term inations preceding and/or fo llow ing  interview s in  th a t  

lo c a tio n . This l im ita t io n  became evident a f te r  the completion of 

one region . As a re s u lt ,  precautions were taken by having the 

D is t r ic t  O ffic e  Supervisor id e n tify  the female and m inority  s ta f f  by 

name to avoid counting the same ind iv id u a l tw ice fo r  the same C iv il  

Service c la s s if ic a t io n  le v e ls . Ind iv idua ls  who were promoted or 

upgraded tw ice in one year were included in  the p os ition  count o f 

both C iv il  Service le v e ls .

D e fin it io n  of Terms

A ffirm a tiv e  Action Plan re fe rs  to  the Equal Employment document 

signed by Dr. R a lf A. Peckham, D ire c to r of VRS, on July 27, 1972, 

e ffe c t iv e  im m ediately, and d is tr ib u te d  to  Vocational R e h a b ilita tio n  

Service employees on October 9 , 1972 (Appendix A).

Personnel Practices perta ins  to  recru itm ent, h ir in g , upgrading, 

demotion, tra n s fe r , term inations, employee complaints of d iscrim ina­

t io n , rates of pay, t ra in in g , and such other personnel actions th a t  

may be appropriate .

Manager re fe rs  to an ind iv id u a l w ith  supervisory re s p o n s ib ilit ie s  

fo r  decision-making in the areas id e n tif ie d  under personnel p ractices . 

This ind iv id u a l may be in  f ie ld  superv ision , s ta f f  superv ision , 

management serv ices , and/or C iv il  Service Personnel Supervision.
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Theoretica l Framework

The theory to which th is  study contributes is  Rensis Li k e r fs  

theory o f supportive re la tio n s h ip s . I t  im plies th a t a tt i tu d in a l  

change e ffo r ts  and an in c lu s ive  personnel s e lection  model are neces­

sary fo r  A ffirm a tiv e  Action to be e ffe c t iv e  a t  a l l  lev e ls  w ith in  an 

o rg a n iza tio n . The process fo r  developing supportive re la tio n s h ip s  to  

the A ffirm a tiv e  Action concept is  through p a r t ic ip a t iv e  management 

u t i l i z in g  the federal and s ta te  gu idelines as external co n stra in ts .

The theory assumes th a t involvement in the development of objec­

tiv es  increases the commitment toward obtain ing those o b je c tiv es , 

e s p e c ia lly  i f  the con tribu tions are perceived by the c o n trib u to r as 

being im portant to the end-product. L ik e r t (1967) and Korman (1970) 

have theorized  th a t organ izationa l settings  which are "ego-enhancing" 

have the e f fe c t  o f producing higher m otivation to perform, and, there ­

fo re , h igher performance. Korman (1970) sta ted  th a t the tendency to  

use in fluence  procedures based on in te rn a liz a t io n  o f new a t t i tu d e ,  

ra th e r than forced compliance, contributed  g re a t ly  to the e s ta b lis h ­

ment of a p o s itiv e  a t t i tu d e  w ith in  an o rgan ization .

Korman (1966) theorizes  th a t in s p ite  o f or possibly due to the 

fa c t  th a t the dimensions o f a) "consideration" -  in terpersonal respect, 

concern and tru s t  th a t the employee perceives the supervisor as holding 

fo r  him and/or other subordinates; b) "s truc tu re" -  the degree to which 

the supervisor removes ambiguity from the work s itu a t io n  by s e ttin g  

goals, de fin ing  missions and o b je c tiv e s , e tc . have been researched fo r  

approxim ately twenty yea rs , l i t t l e  is  known about the exact re la tio n s h ip
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between "consideration ," "s tru c tu re ,"  and p ro d u c tiv ity . "Considera­

tio n " has been shown to be re la te d  to worker m orale. High worker 

morale is  re la te d  to less absenteeism and less turnover, which in  

turn is  re la te d  to increased p ro d u c tiv ity . L ik e r t  (1967) provides  

a basis understanding a lack of d ire c t  re la tio n s h ip s  between these

concepts by id e n tify in g  a number o f in terven ing  variab les  th a t in f lu ­

ence outcomes.
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Chapter 2 

THE CONCEPT OF AFFIRMATIVE ACTION

"A ffirm ative  Action" is  not a new concept in  American h is to ry .

I t  was f i r s t  evidenced a f te r  the C iv il  War o f the 1860's . The Recon­

s tru c tio n  Era was an attem pt to gain e q u a lity  fo r  a l l  men, w ithout

regard to  race, creed, or c o lo r. This Era's  main focus was in ob ta in ­

ing e q u a lity  fo r  the black man.

The in v e s tig a to r  uses the term m inority  ( a l l  non-whites) separately  

and not interchangeably w ith the term "b lack ." The concept of A ffirm a­

t iv e  Action w i l l  a lso be a pp licab le  to women. I f  the in ve s tig a to r  

appears to recount predominantly the h is to ry  of the Black c it iz e n ,  i t  

is  because th e ir  h is to ry  is in te r -r e la te d  w ith  the development o f the  

concept of "A ffirm ative  A ction ."

By 1909, i t  was evident th a t the Reconstruction's attem pt fo r  

e q u a lity  had been unsuccessful. The highest court of the land , the  

U. S. Supreme Court, had refused every opportunity  to  pass squarely  

upon the disenfranchisements o f m illio n s  of Black Americans. The 

l a t t e r  was accomplished by upholding laws avowedly d iscrim in ato ry  

th a t were openly enforced in  such a manner th a t w hite men were per­

m itted  voting and o ther p r iv ile g e s  but Black men were not.

Bennett, J r . (1965) ou tlines  how the Supreme Court, in a series  

of decis ions, in v a lid a te d  Reconstruction Laws th a t protected the 

righ ts  o f Black c it iz e n s . In the Slaughterhouse Case of 1873, the 

Court fu r th e r  s ta ted  th a t there were two kinds of c it iz e n s h ip , s ta te  

and fe d e ra l, and th a t the Fourteenth Amendment was designed to pro tec t

14
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federal c it iz e n s h ip . Most c iv i l  r ig h ts ,  the Court noted, were derived  

from s ta te  c it iz e n s h ip  and could not be protected against s ta te  action  

under the Fourteenth Amendment. In 1883, the Supreme Court ru led th a t 

the Fourteenth Amendment forbade s ta tes  not in d iv id u a ls  from d is c rim i­

n a ting . F in a lly , in 1896, in the Plessy versus Ferguson case, the  

Court form ulated what came to be known as the "separate but equal 

d o c tr in e ."  Thus, the Black c it iz e n 's  basic rig h ts  became mired in  

lega lism . A legalism  which would remain somewhat s te ad fas t u n til  1954.

However, as e a r ly  as 19UD and 1910, organizations such as the 

NAACP and the Urban League, under the respective  leadership of 

W. E. B. DuBois and Edwin R. A. Seligman, were attem pting to  concen­

t r a te  on pro tes t and pressure in the courts and p o l i t ic a l  arenas.

These organizations also pursued a po licy  of c o n c ilia t io n  and nego­

t ia t io n s  in  the area o f employment and socia l serv ices.

While Black men were attem pting to deal w ith  the problems of 

disenfranchisem ent ( la te  1880's md the e arly  1 9 0 0 's ), the Women's 

Sufferage Movement reached its  peak. Blacks were involved in the  

pro te s t and p o l i t ic a l  pressure groups th a t favored equal rig h ts  fo r  

women. In 1920, the Nineteenth Amendment, g iving women the r ig h t to  

vo te , became a part of the U.S. C o n s titu tio n . The Blacks, in America, 

however, were experiencing fo r .. ,  of d iscrim in atio n  in  g re a te r  degree 

than during the p re -C iv il  War period. President Wilson had supported 

enfranchisement of women and lim ite d  movement toward e q u a lity  fo r  

women. He was no t, however, supportive o f e q u a lity  fo r  ra c ia l  

m in o ritie s .
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By 1939, m ipority  morale had scraped near rock bottom and the 

sparks of a new c o n f l ic t  on an o ld cause fo r  re v o lt were ig n ite d .

Asa P h i ll ip  Randolph, a Black a c t iv is t ,  combined the leon ine q u a lit ie s  

of Douglass and the e ru d itio n  o f DuBois and concentrated on what he 

considered the aorta  o f the s o lu tio n : Power, mass power and p o l i t ic a l

pressure were used to  c a ll a tte n tio n  to the in e q u a lity  among the races 

and sexes in America, the land o f equal opportun ity. During World War 

I I ,  a f te r  women and other m in o rities  had been tem porarily  accepted 

in to  the work fo rc e , Germans, I t a l ia n s ,  and Blacks were s t i l l  being 

re jec ted  from defense industry jobs.

A h is to r ic a l study (Q uarles , 1969) states th a t on May 1, 1941,

Mr. Randolph urged ten thousand Blacks to march on Washington fo r  

jobs in the defense p lants and in government o rgan izations . The 

march was to take place on July 1, 1941. P resident Roosevelt requested 

Mr. Randolph's presence in Washington and a compromise in the form o f 

Executive Order No. 8802, estab lished  a wartime F a ir  Employment Com­

mission. As a re s u lt ,  the march was postponed u n til  1963 when i t  would 

c a ll a tte n tio n  on a lo c a l,  n a tio n a l, and in te rn a tio n a l leve l to  s im ila r  

conditions.

In the four year period , 1938 to  1942, the percentage of Blacks 

holding federal jobs in Washington rose from 8 .5  to 17, and over one- 

th ird  o f the la t t e r  were employed in professional or c le r ic a l  

occupations.

Bennett, J r . (1965) c la s s if ie s  1950 to 1954 as the period o f 

re la t iv e  calm, the operative  mood, which bridges the past and fu tu re
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and gives in d iv id u a ls  a chance to prepare fo r  imminent disappointment. 

Charles A. Johnson, a Black s o c io lo g is t who was then president of 

Fisk U n iv ers ity , s ta te d , "We are changing from a ra c ia l socie ty  in 

many respects to a human re la tio n s  s o c ie ty ."  What appeared to have 

been a great deal of progress had been made under the Eisenhower 

A dm in istration , w ith the assistance o f Thurgood Marshall and other 

a c t iv is ts  in  the C iv il  Rights movement. In Bennett's  estim ation , a 

great deal of th is  progress stemmed from impersonal changes in the 

w orld. The beginning of a recession in 1952, which would become pro­

gress ive ly  worse as the years passed, would erase the complacency o f 

C iv il Rights leaders. During th is  period of tim e, the women's move­

ment had not made any s ig n if ic a n t gains in e q u a lity  in  employment.

The period beginning December 1, 1955, w ith  the a rre s t o f Rosa 

Parks in  Montgomery, Alabama, and continuing in to  the r io ts  o f the 

1960's ,  had much to do w ith  the development o f the curren t concept o f

A ffirm a tiv e  Action. In 1963, the d ire c t  action  o f a march on Washing­

ton c a lled  fo r  by Asa Randolph was endorsed by President Kennedy in a 

reversal of a previous decis ion . This set the stage fo r  the C iv il 

Rights Act of 1964. The march was a combined e f fo r t  of m in o rities  and 

non-m in o rities . C a th o lic , P ro testan t, and Jewish re lig io u s  leaders.

On June 27, 1967, President Lyndon Baines Johnson sta ted  in an 

address to the Nation;

" . . .T h e  only genuine, long range s o lu tion  fo r  what has
happened l ie s  in  an a tta ck  -  mounted a t every leve l -
upon conditions th a t breed despair and v io lence. A ll 
of ÜS know what those conditions are: Ignorance, d is ­
c rim in a tio n , slums, poverty, d isease, not enough jobs.
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We should a tta ck  these conditions -  not because we are  
frightened by a c o n f l ic t ,  but because we are f ir e d  by 
conscience. We should a ttack  them because there is  
simply no other way to achieve a decent and o rderly  
so cie ty  in America "

President Johnson, in Executive Order No. 11365, established the 

National Advisory Commission on C iv il  Disorders whose job  was to 

describe:

1. What happened?

2. Why did i t  happen?

3. What could be done?

The goals and ob jectives  espoused by the Commission (Report o f the 

National Advisory Commission on C iv il  D isorders, 1968) th a t have 

greates t relevance to the present study are as fo llow s:

1. Changing public  and p r iv a te  job s tructures  to enable provision of 

g re a te r job m o b ility  fo r  the under-employed w ithout d isp lac ing  

anyone already employed a t more advanced le v e ls .

2. U n ifie d  and in tensive  re c ru itin g  to reach those who need help 

w ith  inform ation about a v a ila b le  jo b s ,t ra in in g  and o ther suppor­

t iv e  assistance.

3. Development, on a large  s ca le , o f new jobs in  the public  and

p riv a te  sectors to  absorb as many as possible o f the unemployed,

again , w ithout displacement o f the employed.

The National Advisory Commission on C iv il  Disorders proposed 

th a t basic s tra teg ie s  be adopted to achieve the proposed ob je c tiv es . 

T he ir s tra teg ie s  which have greates t relevance to  th is  study; are the  

fo llo w in g :
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1. Consolidation o f e x is tin g  programs aimed a t  re c ru it in g , tra in in g ,  

and job development according to  function served a t . . . s t a t e . . .  

lev e l to avoid fragm entation and e lim in a tio n  o f e f fo r t .

2. Public agencies and p riv a te  employers must remove a r t i f i c i a l  

b a rr ie rs  to employment and promotion (the  Commission noted th a t  

ra c ia l d iscrim in ation  and u n re a lis t ic  and unnecessary high m ini­

mum q u a lif ic a tio n s  fo r  employment or promotion often have the 

same p re ju d ic ia l e ffe c t  as a r t i f i c i a l  b a r r ie rs ) . I t  s trongly  

suggested th a t recruitm ent procedures be re-examined, te s tin g  

procedures be reva lid a te d  or replaced by work sample or actual 

job tryou ts .

3. Establishment by management of a new program fo r  tra in in g  entry

lev e l supervisors to  provide support services to employees.

4. Opening the e x is tin g  job s tru c tu re . ( . . .s t a t e . . .e f fo r ts  to in ­

sure equal opportunity  in  employment should be strengthened by:

a. In c lu d in g .. . s t a t e . . .governmental agencies as employers 

covered by T i t l e  V II  o f the C iv il  Rights Act of 1 9 6 4 ...

b. Undertaking, through the Equal Employment Opportunity Com­

mission (EEOC), an area-wide enforcement e f fo r t  th a t would be 

based upon ind iv id u a l complaints and employer and union re ­

ports showing broad patterns o f employment and promotion 

d isc rim in a tio n .

c. Linking enforcement e ffo r ts  w ith  tra in in g  and other aids to  

employers, so th a t a ff irm a tiv e  action to  h ire  and promote may 

be encouraged in connection w ith  in ve s tig a tio n  of in d iv id u a l 

complaints and charges of broad patterns of d isc rim in atio n .
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d. S u b stan tia lly  increasing EEOC s ta f f  and resources to  e ffe c ­

t iv e ly  c arry -o u t i ts  re s p o n s ib i li t ie s .)

The Federal Government through the C iv il Service Commission and 

other agencies should serve as a model by undertaking programs o f re ­

c ru itm ent, h ir in g  and on -th e-jo b  tra in in g  fo r  the disadvantaged. This 

government should a lso re-examine and re v a lid a te  i ts  minimum employment 

and promotion standards.

Many of the la t t e r  recommendations were incorporated under the  

Johnson A dm in istration . C iv il  Rights a c t iv is ts  and some m inority  

h is to rian s  have compared the Nixon Adm inistration w ith  the Hayes Com­

promise of 1877, in  terms o f losses to m inority  c it iz e n s . However, 

the Nixon Adm inistration must be a ttr ib u te d  w ith  the inclusion o f 

women under the A ffirm a tiv e  Action concept (e ffe c t iv e  October 13, 1968) 

as s ta ted  in the Equal Employment Opportunity Act o f 1972, T i t le  V II  

o f the C iv il  Rights Act of 1964, Showing Changes Made by Public Law 

9 2-26 , approved March 24, 1972. Section 702 of the Act proh ib its  

employer d iscrim in atio n  because of race, c o lo r, re lig io n , sex, or 

national o r ig in .

Bennett, J r. (1965) sta tes  th a t four factors  con tribu te  g re a tly  

to the growth or regression o f A ffirm a tiv e  Action:

1. in te rn a tio n a l opinion

2. l ib e r a l  and moderate support o f c iv i l  a c t iv is t  goals

3. economic growth

4. federal enforcement

With the increasing growth o f unemployment, some o f which is  

re la te d  to  the energy c r is is ,  the lib e ra ls  and moderates have other
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concerns. The Executive, J u d ic ia l,  and Congressional branches of 

government are a lso caught up in the demands o f W atergate, Is ra e l and 

Arabia c o n fl ic ts ,  and the Energy C r is is . As a re s u lt .  C iv il  Rights 

a c t iv is ts  and m inority  h is to rians  fe e l th a t A ffirm a tiv e  Action is  

again reaching the unfavorable s ide o f the cyc le .

S levin  (1 9 73 ), however, fe e ls  th a t the Women's L ib era tio n  Move­

ment is very much on the upswing. Signs of i t s  permanence are  

i l lu s t r a te d  in the existence of s ta te  and federal laws which have 

resu lted  in such landmark decisions as Schultz versus Wheaton Glass 

Company case in  the U. S. Court o f Appeals, the p r o l i f ic  amount of 

l i te r a tu r e  insp ired  by the movement, and the v a r ie ty  o f p r iv a te  groups 

and public  agencies whose missions are to remove sex d iscrim in ation  

from socie ty . Such are the conditions and c o n flic ts  which surround 

the concept o f A ffirm a tiv e  A ction.

The System

W hile the concept of A ffirm a tiv e  Action was moving through i ts  

c y c lic  stages, the C iv il  Service system was progressing through i t s  

developmental stages.

Economists (G insberg, Hiestand & Rubens, 1965) estim ate th a t in  

the United S tates o f America a t le a s t a q u a rte r o f the Gross National 

Product is  a t tr ib u ta b le  to the a c t iv i t ie s  o f the " n o t - fo r 'p r o f it  

s e c to r ,"  comprised of government and n o n -p ro fit in s t itu tio n s  many o f 

which are co n tro lled  by the C iv il  Service system. Approximately 

13 m illio n  were employed as public  servants in  1970, accounting fo r  

over one-s ix th  o f the to ta l g a in fu lly  employed persons in  the country.
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Approximately 1 ,500,000 o f the public  employees were employed a t the  

s ta te  le v e l. No amount o f r a i l in g  against bureaucratic  bigness w i l l  

minimize the need fo r  la rg e r  and la rg e r pub lic  services in an ever 

expanding and more complicated world so c ie ty . As a r e s u lt ,  i t  is  

appropriate  to draw a tte n tio n  to  the o rgan izationa l development and 

personnel tendencies of pub lic  servants under the C iv il  Service system.

Van Riper (1958) traces the development of the C iv il  Service  

system from patronage to a predominant m e rit system. A m erit system 

(S ta h l, 1971) is  "a personnel system in which comparative m erit or  

achievement governs each in d iv id u a l's  se lectio n  and progress in the  

serv ice  and in which the conditions and rewards o f performance con­

tr ib u te  to the competency and c o n tin u ity  o f the s e rv ic e ."

Since 1940, a l l  sta tes  rece iv ing  federa l grants fo r  employment 

s e c u rity , w e lfa re , pub lic  h e a lth , c iv i l  defense, and vocational reha­

b i l i t a t io n  have had to insure th a t a t le a s t these branches o f C iv il  

Service be operated under the m erit system.

Stahl (1971) analyzes a concept which he id e n t if ie s  as the "Wel­

fa re  Issue ." P a r t ic u la r ly  in times o f socia l and economic s tre s s , 

great pressures are brought to  bear to use the government serv ice  as 

a refuge. In some instances, the m otivation fo r  special 'considera­

tio n s ' to favor c e rta in  groups have grown out of fru s tra tio n s  a t  

inde fen sib le  d iscrim in ato ry  practices  th a t have crept or were in je c te d  

in to  the so -ca lled  m erit system. Cred ib le  m erit systems must make 

c e rta in  th a t a r t i f i c i a l  b a rr ie rs  and requirements are not created th a t 

have l i t t l e  or nothing to do w ith  gauging the perspective candidate 's
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performance. Such a system must make genuine e ffo r ts  to probe a l l  

sectors o f society as sources fo r  candidates.

There have been a series o f Executive Orders e labora ting  on the 

personnel re s p o n s ib ilit ie s  of federal agencies and the Commission 

beginning w ith F ranklin  Roosevelt's Executive Order No. 8802 (1941) 

estab lish in g  a wartime F a ir  Employment Commission.

Stahl (1971) emphasizes the increasing re lia n c e  on behavioral 

science research to  fo s te r  genuine zeal on the p a rt o f the work force  

in the program aims of pub lic  en te rp ris e s . The changes in emphasis 

"have been c le a r: A competent c iv i l  serv ice  could not come ju s t  from

i n i t i a l  employment on a com petitive basis and equal pay fo r  equal 

w ork." The big job o f personnel management was emerging as th a t of 

securing the ab le s t people fo r  public  serv ice  and of m aintaining a 

w e ll- t ra in e d , s a t is f ie d , productive work fo rc e . The new ro le  o f per­

sonnel a d m in is tra tio n .. .has meant the inclus ion  of in te rn a l placement 

p o lic ie s  and methods to insure promotion and tra n s fe r  opportun ities  

so th a t the f i l l i n g  o f positions is  not w holly a m atter of looking to  

formal examination re g is te rs .

In the s ta te  o f M ichigan, under the a dm in is tra tion  o f ex-Person- 

nel D ire c to r Sidney S in ger, many changes were made in the personnel 

operational system th a t were favorab le  to  A ffirm a tiv e  Action. Among 

these changes were the abolishment o f the tra in e e  07 exam, the c rea tion  

of the ru le  of three plus one, the c rea tion  o f the band system fo r  

ranges of scores on the C iv il  Service exams, p rov is ional appointments 

fo r  on -the-job  try o u ts , la te  exams, e tc . Many o f these changes have 

been rescinded or put in abeyance a f te r  the resigna tion  o f Mr. S inger,
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Stahl (1971) would compare these operational changes w ith  the estab­

lishm ent o f a separate personnel system. Revisions in im portant po licy  

elements may indeed be c a lled  fo r ,  but wholly separate personnel sys­

tems fo r  any group are not o rd in a r ily  ju s t i f ie d .  T h e ir success and 

continuance become dependent upon the encumbent a u th o r ity 's  success 

and continuance. S lev in  (1973) proposes a so lu tion  s tra teg y  th a t w i l l  

produce a comprehensive to ta l systems approach to  personnel s e le c tio n .

The C iv il  Service system has indeed not experienced a g reat deal 

o f change since the reforms made during the Arthur A dm in istration .

The Pendleton and the Hatch Acts are very much o p e ra tiv e . The C iv il 

Service Commission remains b ip a rtis a n ; however, i t  is  less p o l i t ic a l ly  

detached then in  previous years. The necessity  fo r  p o l i t ic a l  aware­

ness is  due to the increased scope and the growing com plexity o f 

re s p o n s ib ility  o f the C iv il  Service system. There is  a need fo r  

development o f a system th a t is  more responsive to the demands o f the 

tw entieth  century. A system f le x ib le  enough to accommodate the mo­

b i l i t y  o f persons between departments as w ell as "in and out" movements 

a t various C iv il  Service le v e ls . The movement towards a more "open"

C iv il  Service system would a llow  personnel and agency adm in is tra tion  

the la t itu d e  necessary fo r  competing (w ith  the p r iv a te  s ec to r) fo r  

managers and ta len ted  technic ians. Thus, provid ing pub lic  serv ice  

w ith the ab les t s ta f f  possible to adm inister and c a rry -o u t the increas­

ing business o f pub lic  ad m in is tra tio n .
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The Agency

Boles (1 9 71 ), in  a m odified version o f the Getzel and Guba Model, 

emphasizes the e f fe c t  o f values as they become evident in  the estab­

lishm ent of in s t itu t io n s  and are f in a l ly  manifested in  the observable 

personnel composition and the work o f the in s t itu t io n . The major 

observable behavior w ith in  Vocational R e h a b ilita tio n  Service is  the 

a p p lic a tio n  o f the r e h a b ilita t io n  process to  c lie n ts  who are physi­

c a lly  or m entally  handicapped and meet other e l i g i b i l i t y  c r i t e r ia .

Other observable behavior which may or may not be traced on the 

model to the source o f in s t itu t io n a l values are the absence (a t  the 

tim e o f th is  w r it in g )  o f females and the lim ite d  number o f m in o rities  

in  the f i e ld  serv ice  po s itio n s , such as D is t r ic t  and Regional O ffic e  

Supervisors. Dr. R a lf A. Peckham, D ire c to r o f Vocational R e h a b ilita ­

tio n  S erv ice , as e a r ly  as the m id-1960's observed the lim ite d  number 

o f m in o rities  in supervisory, professional and c le r ic a l  pos itions .

In 1971, a s im ila r  observation was made in regards to females in  

supervisory pos itions . In a memo (A p ril 23, 1971) to S ta te , Regional 

and D is t r ic t  O ffic e  Supervisors, Dr. Peckham s ta ted , "In  th is  agency's 

strong and laudable concern in redressing the ra c ia l mix o f th is  agency,

I  would suggest th a t we have not kept up on a l l  o ther fro n ts ."  He 

requested id e n tif ic a t io n  of female counselors who had supervisory  

p o te n tia l.  In 1971, m in o rities  in  the professional category continued 

to  out-number m in o rities  in  the c le r ic a l  categories. However, the 

percentage of m in o rities  in a l l  categories continued to be minimal 

w ith  D e tro it  have the la rg e s t concentration o f m inority  s ta f f .
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Golembiewski (1972) discusses the unique "hab it background" of public  

agencies. He s ta tes  th a t there  are patterns w ith in  the in s t itu t io n a l 

environment which may in h ib i t  the process o f change.

The agency working under the rules and regulations o f C iv il  Service  

and subject to what Golembiewski id e n tif ie s  as "hab it background" 

attempts to introduce a change. In October o f 1972, Vocational Reha­

b i l i t a t io n  introduced i ts  A ffirm a tiv e  Action P lan, a planned change.

Related Studies

L ip p it t  (1958) expanded Lewin's three phases o f change to a f iv e  

general phase change process, four of which have relevance to  th is  

study. He s ta ted  th a t (1 ) an "unfreezing" period occurs w ith in  which 

the agency develops a need fo r  change, (2 ) the agency then establishes  

a change re la tio n s h ip  w ith  the in te rre la te d  parts o f the agency, and 

(3 ) begins working toward change. One o f the most im portant questions 

regarding any change process is  whether or not the change, once accom­

p lished , w i l l  remain a s ta b iliz e d  and permanent c h a ra c te r is tic  of the 

system. The la t t e r  concern necessitates what L ip p it t  c a lls  the  

"freez ing" period or (4 ) the g e n era liza tio n  and s ta b il iz a t io n  o f change. 

This study has relevance here as the in v e s tig a to r  intends to examine 

one agency's movement through these phases o f planned change.

P a ra lle l to  the change in any movement is  usually  a change or 

re d ire c tio n  in m otivating forces fo r  the change. Nelson (1971) examined 

the development in the C iv il  Rights movement in the southern part o f 

the United States during the 1960's . The basis o f his study were a 

v a r ie ty  of studies by other authors. Nelson notes evidence o f an
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evo lu tionary  change in  the ob jectives  o f the southern C iv il  Rights 

movement which has produced a consequent change in the leadership  

s tru c tu re  o f the movement. Forces which supported th is  change operated 

both w ith in  and outside the o rgan izatio n . The net e ffe c t  has been to  

reduce the importance o f the general charism atic leader in favor o f a 

cadre o f spec ia lize d  leaders. In many instances th is  involved the 

transform ation of the charism atic leader in to  a spec ia lized  leader in  

organizations which desired to  meet the challenge o f new short and 

long range o b je c tiv es .

The process o f moving in to  p o l i t ic a l  and educational in s t itu tio n s  

has taken two paths, both o f which lead to the same o b je c tiv e  invo lve­

ment in  functional p o l i t ic a l  a c t iv i t ie s  to  promote the C iv il  Rights 

movement. I t  was concluded th a t as long as these new s tra teg ie s  

appeared to be productive to th e ir  adherents, the evo lu tionary  trend  

would not sway. Should they, however, become unproductive, c rie s  fo r  

vio lence and revo lu tion  would increase. Educational and p o l i t ic a l  

in s t itu t io n s  must evidence awareness o f the movement and u t i l i z e  e ffe c ­

t iv e ly  i t s  e ffo r ts  fo r  s ta b il iz a t io n  o f the concept o f A ffirm a tiv e  

Action in to  th e ir  system.

Taylor (1 9 71 ), in  an appraisal o f the enforcement e ffo r ts  o f the 

Executive Branch regarding C iv il  Rights le g is la t io n , sta ted  th a t C iv il  

Rights laws cannot have a major impact on broad problems o f economic 

ju s t ic e .  He believes there is  a need fo r  o ther measures. In his  

discussion o f whether C iv il  Rights laws can be made to  work, Taylor 

id e n t if ie s  the fo llow ing  impediments:
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1. the lack o f d ire c tio n , coordination and supervision from the White 

House.

2. the d iffu s io n  of r e s p o n s ib ilit ie s , overlap o f functions and lack  

o f coordination among agencies.

3. lack of s ta f f  and resources.

4. fa i lu re  to  e stab lish  e ffe c t iv e  compliance systems.

5. the unwillingness of agencies to impose sanctions.

6. congressional and other pressures against enforcement.

The po te n tia l which C iv il  Rights laws a ffo rd  fo r  the provision  

o f s ig n if ic a n t,  i f  l im ite d , gains fo r  m in o ritie s  (and women) is  fa r  

from being re a liz e d . P o lit ic a l  considerations alone are not a t f a u l t ,  

the q u a lit ie s  o f leadership v is ion  and energy needed to engineer major 

socio log ica l change have been lack ing . Federal o f f ic ia ls  have shown 

too narrow a view and too l i t t l e  apprec iation  o f what is  requ ired .

Many o f the impediments which Taylo r l is ts  are being investigated  

in  the present study invo lv ing  Vocational R e h a b ilita tio n  S ervice.

The theory of cog n itive  dissonance has been applied to studies  

o f a tt itu d e  change, a t t i tu d e  form ation and decision-m aking. The a p p li­

cation  o f th is  theory to the events of the Reconstruction Era is  

suggested by Capel (1971 ). Capel s ta tes  th a t fa i lu r e  of the C iv il  

Rights Movement to extend rig h ts  to Blacks during the Reconstruction Era 

can be p a r t ia l ly  explained by the fa i lu r e  of measures to create  disso­

nance, the reduction of which would have changed a ttitu d e s  toward 

C iv il  Rights on the part o f w hites. There is  evidence of such a 

period occurring again in 1954 where the crea tion  o f dissonance fa i le d .  

Capel examines the p o s s ib i l i ty  o f using cog n itive  dissonance as a
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d e lib e ra te  tool to bring  about a tt i tu d e  change in  d i f f i c u l t  areas 

invo lv ing  deep-seated prejud ices and opinions in  changing s itu a t io n s .

The re su lts  are not a l l - in c lu s iv e ,  but the a p p lic a tio n  appears r e le ­

vant.

Eddy (1972) id e n t if ie s  several possib le  reasons fo r  the current 

minimal u t i l i z a t io n  o f behavioral sciences in  government. Three o f 

the reasons id e n tif ie d  have relevance to the present study. A lte rn a ­

t iv e  programs such as systems and procedures methods are more consonant 

w ith  the le g a l - r a t io n a l,  bureaucratic  governmental approach and may 

be perceived as less threaten ing  to the status quo. Secondly, p o l i t i ­

cal s c ie n tis ts  and public  adm in is tra tors  are id e n t if ie d  by Eddy as 

being natura l enemies o f behavioral science due p a r t ia l ly  to th e ir  

entrenchment in  tra d itio n a lis m . F in a lly ,  Eddy s ta tes  th a t the values 

underlying applied behavioral science may be in c o n f l ic t  w ith  values 

inheren t in  some agencies.

Fox, L ip p i t t ,  and S chindler (1973) s ta te  th a t innovation or 

f u t u r is t ic  trends are o ften  in observable presence in the "here and 

now." These authors s ta te  th a t the change agent w ith in  the organi­

za tion  must be capable o f id e n tify in g , is o la t in g , con so lid a tin g , and 

implementing in  a fun c tio n a l manner necessary innovations. The in ­

v e s tig a to r  w i l l  again deal w ith  th is  change during the im p lications  

section o f th is  study.

The Research D iv is io n , Michigan Department o f C iv il  Service  

(1 9 70 ), in  a pu b lica tio n  e n t it le d  White and Non-White Employment 

S ta t is t ic s  in  the S ta te  C la s s ifie d  Service noted th a t s ix  counties -
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Calhoun, Ingham, Kalamazoo, Oakland, Washtenaw and Wayne -  accounted 

fo r  the loca tion  o f 88.7% o f the non-white work fo rc e . The s ing le  

la rg e s t concentration o f non-white employees were in  Wayne County, 

which accounts fo r  63% o f a l l  non-white s ta te  personnel.

In  1964, the ten classes w ith  the la rg e s t number of non-white  

personnel were a t C iv il  Service leve l 10 and below. The median sa la ry  

fo r  whites (1970) continued to exceed the median s a la ry  fo r  non-whites 

by over $1,000. However, during th a t s ix  year period there had been 

an improvement in  non-white upward m o b ility . The Research D iv is ion  

(1970) report showed no substan tia l changes w ith  respect to where 

non-whites were located .

The Second Annual Michigan Department o f Education, Personnel 

Study (Summer, 1971) ind ica tes  the fo llow ing  h ig h lig h ts  o f Table 1: 

White-Non-White H igh ligh ts

1. Non-professionals

Less than f iv e  percent (1 ) o f the Department's 01 and 02 
leve l non-professionals are non-white; over n in e ty - f iv e  
percent (20 ) are w h ite . I t  should be no^ed th a t no C iv il 
Service exam is  required fo r  these le v e ls .

2 . P rofessionals

Fourteen percent (57) o f the w hite  pro fessionals are a t  the 
15 leve l or above; s ix  percent (2 ) o f the non-whites are a t  
the 15 lev e l w ith  no non-whites a t  h igher le v e ls .

3. O ve r-a ll

Approximately seven percent (100) o f the Department's s ta f f  
members are non-white.
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Vocational Rehabilitation Service 
Non-Professional and Professional Employees

Level*

•Professionals

Non-White

• 01 1
02
03 1 1
04 .
05 ■ 1
06 '
07 23
08 ' 1

98 106
122 146

White Non-White Total

01 _ 3 3
02
03 21 . 5 26
04 193 18 211
05 81

2
4 33
2 10

65
438

Level*
Male/Female

Non-White
Male/Female

Total

01 8
02
03 22 27
04 193 211 .
05 74 83
06 16
07 7 56
08 2 11
09 14 171

Total 72

♦Level represents C iv il Service classification  level. The remainder 
of Table 1 is self-explanatory.
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Table 1 (concluded)

20;
Tot^l

Hale/Female

♦Level represents C iv il Service c lassification  leve l. The remainder 
of Table 1 Is self-explanatory.
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Male-Female H ighlights

1. Non-professionals

Three percent (7 ) o f the Department's non-professional 
men are a t  the 04 or 05 le v e ls . However, s ix ty-seven  
percent (489) o f the Department's non-professional women 
are a t th is  le v e l.

The Department's highest non-professional leve l is  the 
09. F if ty -n in e  percent (114) o f the Department's non­
professional men are a t th is  le v e l;  nine percent (69) 
o f the Department's women are a t  th is  le v e l.

2. Professionals

a. E ig h ty -fiv e  percent (366) o f the Department's profes­
sionals are men; f i f t e e n  percent (64) are women. Nearly  
on e -th ird  of the women are a t the 10 lev e l -  which is  
the lowest professional le v e l.

b. S ixteen percent (57) of the male professionals are a t  the 
15 leve l or above; three percent (2 ) o f the females are  
a t th is  le v e l.

3. O ve r-a ll

There are more women than men a t  a l l  lev e ls  01 through 08 
(except 0 6 ); there are more men than women a t  a l l  lev e ls  09 
through 20.

Combined Sex-Race H igh lights

1. Non-professionals

Less than two percent (15 ) o f the Department's non-profession­
a ls  are non-white men; less than s ix  percent (54) are women.

2. Professionals

a. Less than seven percent (28 ) of the Department's profes­
sionals are non-white men; less than one percent (3 ) are  
non-white women.

b. There are no professional non-white females above the 10 
l e v e l .
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Chapter 3 

RESEARCH PROCEDURES 

Overview of the Procedures

This f ie ld  study may be c la s s ifie d  as h is to r ic a l ,  d e s c rip tiv e , 

and p re s c r ip tiv e , as i t  meets the research requirements fo r  each type. 

The populations fo r  th is  study include a l l  managers and counselors 

w ith in  the s ta te  o f M ichigan, Department of Education, Vocational 

R e h a b ilita tio n  Service (VRS). The in v e s tig a to r  used two methods of 

data c o lle c t io n , the survey method and the structured  in te rv ie w . The 

survey method was used to gather s ta t is t ic a l  data from the C iv il  

Service and VRS personnel records. Since the study d e a lt w ith  a con­

tro v e rs ia l issue (A ffirm a tiv e  A c tio n ), the in te rv ie w  had some unique 

advantages. Respondents are usually  more w ill in g  to ta lk  about con­

tro v e rs ia l issues than to  commit themselves to  a p os ition  in w r it in g . 

The in te rv ie w  technique enabled the in v e s tig a to r  to e l i c i t  c la r i f i c a ­

tio n  from the respondents when the i n i t i a l  responses, fe e lin g s , and 

a ttitu d e s  expressed were unclear and/or ambiguous. A tape recorder 

was used to  record the managers' responses to  the Action C hecklist 

and the In te rv iew  Q uestionnaire instrum ents.

Populations and Samples

The populations o f th is  study were defined as a l l  managers and 

a l l  counselors w ith in  the s ta te  o f M ichigan, Department o f Education,
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Vocational R e h a b ilita tio n  Service (VRS). The samples selected from 

these populations were a l l  7 Regional O ffic e  Supervisors, 33 o f the  

34 D is t r ic t  O ffic e  Supervisors, 5 A ssis tant D is tr ic t  O ffic e  Super­

v is o rs , 1 Suboffice Supervisor, 2 A ssis tan t Personnel D ire c to rs , and 

30 m inority  and/or female employees (5 from each reg ion , except 

Region 6 ). The combined s ize  was 76. The managers were s e lf-s e le c te d  

due to the positions they occupied. The counselors were selected  

through use o f a s t r a t i f ie d  random sampling technique.

Data C o llec tion

To obtain the data needed to address the general hypotheses, the  

in v e s tig a to r  surveyed each position  card , assigned to VRS, located  

in  the ac tiv e  and in a c tiv e  C iv il  Service personnel f i l e .  The in fo r ­

mation obtained during the survey was: The number o f fu l l - t im e

employees, th e ir  names, beginning and ending dates of employment, and 

th e ir  C iv il  Service status from 1963 to 1973. Employee names were 

used to  in fe r  sex o f the employee, where said employee was no longer 

employed.

The in v e s tig a to r  cross-checked the data obtained from C iv il  Ser­

v ice  records w ith  employee inform ation on f i l e  in  VRS personnel records.

A separate l i s t  was compiled fo r  male and female employees fo r  each 

year beginning in 1963 and term inating in  1973. VRS P osition  Count 

l is t s  were consulted to determine the comparative accuracy o f the 

number of f i l l e d  employee positions documented in the personnel records. 

In form ation regarding m inority  employees is  most accurate a f te r  1966. 

P r io r  to  1966, inform ation regarding race had not been w ell documented.
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In form ation was sought from the sample population employed by 

VRS p r io r  to 1966. These respondents were queried as to the person­

nel composition (sex, race) of the d is t r ic t  to  which they were 

assigned. The in v e s tig a to r  was thus able to reconstruc t, w ith  a rea­

sonable amount o f v a l id i t y ,  VRS s ta f f  composition from 1963 to 1965.

The in v e s tig a to r  u t i l iz e d , th e  C iv il  Service coding system. The 

4 major codes used were: Code 1 fo r  w hite males, code 2 fo r  white

fem ales, code 3 fo r  black males, and code 4 fo r  black females. The 

appropriate  codes were assigned to  the names on the personnel l i s t .

The pos ition  count fo r  m inority  and non-m inority males and females 

a t each C iv il  Service leve l was ta l l ie d  fo r  each year (1963-1973). 

In d iv id u a ls  occupying a position  less than 5 months out o f the year  

were not included in  the t a l ly .  This in fo rm ation , labeled Actual Data, 

was used in  Hypotheses 1, 2, 3 , and 5.

Description o f the Instruments

Two structured  instruments were used to c o lle c t  data during the  

f ie ld  interview s in  the regional and d is t r ic t  o ff ic e s . The Action  

C hecklis t instrum ent addressed the fo llow ing  areas:

1. Top Management Commitment to A ffirm a tiv e  Action
2. A dm inistration Audit
3. S election  Audit
4. Promotion P o lic ies  Audit
5. A ttitu d e  Audit
6. Period ic Program Review

The relevance o f these areas were documented in  the gu idelines fo r  

implementing A ffirm a tiv e  Action Programs d is tr ib u te d  by the federal 

government.
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The c h ec k lis t was used to  determine management's perceptions of 

s itu a tio n s  re la te d  to Hypotheses 1 , 2 , 3 , 4 , 5 ,  and 6. This in fo r ­

mation was lab led  Perceptions from Action C h e c k lis t. The instrum ent 

was also used to  a s s is t the in v e s tig a to r  in analyzing the e f fe c t iv e ­

ness o f VRS' A ffirm a tiv e  Action Program.

Mr. Ernest W a llic k , Special and Regional Services D iv is ion  of 

the Department of C iv il  S erv ice , reviewed the c h ec k lis t and approved 

the in te rn a l a p p lic a b il i ty  o f the instrum ent. Mr. W a llic k 's  d iv is io n  

s p e c if ic a l ly  concerns i t s e l f  w ith such issues as A ffirm a tiv e  Action.

To determine the externa l a p p lic a b il i ty  of the Action C h e c k lis t, the  

instrum ent was reviewed and approved by Mr. Paul P h ill ip s ,  Executive  

D ire c to r o f the Grand Rapids Urban League. Mr. P h ill ip s  has had 

considerable experience in developing A ffirm a tiv e  Action Plans.

Dr. Joseph H. M cM illan, Department of Human R elations, Michigan S tate  

U n iv e rs ity , assisted in re s tru c tu rin g  the Action C h ecklist fo r  the  

purpose of th is  study.

The Action C hecklis t contains a prepared l i s t  o f items to  sys­

tem atize and f a c i l i t a t e  the in v e s tig a to r 's  recording o f the responses 

given by Regional O ffic e  Supervisors (ROS), D is t r ic t  O ffic e  Supervisors  

(DOS), and other DOS representatives  during the f ie ld  in te rv iew s .

The respondents were given the option o f rep ly ing  "Yes, Don't Know, 

or No" to each item on the c h e c k lis t.

The second instrum ent, the In te rv iew  Q uestionnaire, was con­

struc ted  w ith  the assistance of Mr. George S ta r t ,  Department of C iv il  

Rights , Regional O ff ic e , B a ttle  Creek, Michigan; Ms. Dawn Apol,

Department of C iv il  R ights, Grand Rapids, Michigan; and Mr. Paul
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P h i l l ip s ,  Executive D ire cto r of the Grand Rapids Urban League* A 

m odified form o f the L ik e r t Method of Summated Ratings was used to  

construct the In te rv ie w  Questionnaire. A series of statements about 

A ffirm a tiv e  Action were obtained from agency documents and VRS per­

sonnel (not included in  the sample popu la tion ). The statements were 

reviewed by Mr. S ta r t ,  Ms. Apol, and Mr. P h ill ip s .  The statements 

were included or excluded based upon the agreement o f a minimum of 

two reviewers. The reviewers were to include a statement i f  i t  was 

an opinion expressed by a substantia l number of people.

The In te rv iew  Questionnaire was f ie ld  tested on a group of 10 

VRS employees who are not included in the sample population o f th is  

study. The re su lts  ind icated  th a t the instrument was understandable  

and comprehensive to  the 10 respondents. Two e va lu ative  statem ents, 

items 13 and 14, were added to the In te rv iew  Q uestionnaire a t the 

request of Dr. Ploughman, Chairman of the in v e s tig a to r 's  doctoral 

committee.

The In te rv iew  Questionnaire was used to obtain data from Regional 

O ffic e  Supervisors, D is t r ic t  O ffic e  Supervisors, DOS represen tatives , 

and counselors employed in the F ie ld  Services Section of Vocational 

R e h a b ilita tio n  S erv ice . The respondents were given the option of 

re p ly in g , "Agree, Undecided, or Disagree" to each item on the ques­

tio n n a ire .

The in v e s tig a to r  read a question to  the respondents and waited  

fo r  th e ir  rep ly  to  be recorded before proceeding to  the next question 

on the instrum ent. C la r if ic a t io n  was sought when comments accompanying

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



3 9

the response appeared to co n trad ic t the rep ly  given. Explanations  

were given when the item was unclear to  the respondent. Responses 

to both instruments were taped w ith the knowledge and consent o f the 

respondents.

Data Analysis

The data obtained from the personnel records were used to  con­

s tru c t graphs which addressed the questions ra ised in Hypotheses 1,

2 , 3 ,  and 5. A comparison was made between the 1972, 1973 personnel 

p r o f i le  o f VRS and each year (1963-1971) preceding the implementation 

o f the A ffirm a tiv e  Action Program.

The data obtained from the Action C hecklist and the In te rview  

Questionnaire were transposed from the cassette tapes onto score 

sheets. A white male randomly selected in te rview  tapes and transposed 

the respondents' answers onto the score sheets. These score sheets 

were compared w ith the in v e s tig a to r 's  score sheets to  determine the  

in v e s tig a to r 's  accuracy in o b je c tiv e ly  scoring the responses. No 

discrepancies were found. The data contained on the score sheets 

were used to construct Tables 2 thorugh 49. Tables were constructed 

fo r  each item in both instruments which were id e n tif ie d  as being 

re le v an t in determining the acceptance or re je c tio n  o f Hypotheses 1,

2 , 3 , 4 , 5 , and 6.

The data were analyzed by in d ica tin g  the precentage responses fo r  

each ind iv idua l item . Summary response percentages were given fo r  

the d is t r ic ts  in each reg ion , as well as, statewide percentages fo r
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region and d is t r ic t  responses. S ta t is t ic a l  tes ts  were not used in  

th is  study. Conclusions were based upon a sunmary review of data 

re levan t to each hypothesis.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Chapter 4 

DATA ANALYSES

The data in th is  study consisted o f responses by Regional O ff ic e ,  

D is t r ic t  O ffic e  and A ssis tant D is t r ic t  O ffic e  Supervisors to a formal 

c h e c k lis t and a s tructured  in te rv ie w  questio nnaire . Counselors re ­

sponded to only the s truc tu red  questionnaire . A dditiona l evidence of 

the agency's personnel practices  were obtained from the Department of 

C iv il  Service and Vocational R e h a b ilita tio n  Service (VRS) personnel 

records. Data analyses are based upon both ta b u la r and graphical 

presentation of p a r tic ip a n t response data and personnel records.

Personnel records represent the documentary evidence of the agency's 

personnel practices .

Hypotheses 1, 2, 3 , and 5 are re la te d  to documentary evidence. 

Hypotheses 4 and 6 were in ves tig ated  on the basis o f p a r tic ip a n t re ­

sponses. Hypotheses 1 , 2 ,  3, and 5 are analyzed in three  ways:

A. Perceptions from the Action C h ecklist

B. Perceptions from the In te rv ie w  Q uestionnaire

C. Hard data or documentary evidence present in  the personnel 

records

Hypotheses 4 and 6 are analyzed in two ways: A and B.

The fo llow ing  d e fin it io n s  and abbreviations are provided to  fa ­

c i l i t a t e  in te rp re ta tio n s  o f the tables and fig u re s .

M inority  (M) re fe rs  to  a l l  non-white male and female in d iv id u a ls .

Non-m inority (NM) re fe rs  to  a l l  w hite  male and female in d iv id u a ls .

41
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Female ( F I ) re fe rs  to  a l l  m inority  and non-m inority females.

Male (M l) re fe rs  to a l l  m inority  and non-m inority males 

M in o rity  Male (MMT) re fe rs  to a l l  non-white males.

Non-M inority Female (NmFl) re fers  to w hite  females.

C iv il  Service Level (CSL) re fe rs  to  the position  c la s s if ic a t io n  

lev e l assigned to  job descrip tions by the C la s s ific a tio n  Section  

o f the Department of C iv il  S ervice.^

Hypotheses

Hypothesis 1. The Vocational R e h a b ilita tio n  Service A ffirm a tiv e
Action Program has increased the proportion o f m inority  
personnel employed in fu l l  time pos itions.

A. Perceptions from Action C h ecklist Instrum ent

1. Adm in istration  Audit -  Item 4

Have the missions and the ob jectives  
of the A ffirm a tiv e  Action Plan been 
established?

Respondents were given the option o f rep ly ing  yes (Y ) , no (N ), or 

d o n 't know (DK) fo r  each item  included on the Action C h e c klis t. The 

response options w i l l  remain consis tent fo r  each c h e c k lis t item .

Table 2 contains a l i s t  o f responses to  Adm in istration  A u d it,

Item 4 , given by Regional O ffic e  Supervisors (ROS), the respective  

D is t r ic t  O ffic e  Supervisors (DOS), and/or DOS representatives  included  

in  th e ir  regions. Summary response percentages are given fo r  the  

d is t r ic ts  in each reg ion , as w ell as, s tatew ide percentages fo r  both

iFor the purpose o f th is  study, d if fe r e n t  job t i t l e s  'located a t  
the same CSL were combined, i . e . .  Account C lerk 05 and R e h a b ilita tio n  
Aide 05 are l is te d  under CSL 05.
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ROS and DOS re p resen tatives .

The response data in  Table 2 in d ica te  th a t 7 (100%) of the VRS 

ROS supported the existence o f established missions and ob jectives  

fo r  VRS' A ffirm a tiv e  Action Program. There also appeared to  be gen­

era l consensus a t the d is t r ic t  o ff ic e  supervisory leve l fo r  support 

of the existence of established missions and ob je ctiv es . Region 1 

contained the only "No" responses as to  the existence o f established  

missions and objectives  in re la t io n  to the A ffirm a tiv e  Action Plan.

The "No" responses were given by A ssistant D is t r ic t  O ffic e  Supervisors  

not DOS.

However, data in Appendix E, Comments Accompanying Responses to 

Item 4 , ind ica te  th a t the m a jo rity  of the respondents were unclear 

as to the sp ec ifics  de fin ing  the missions and ob je c tiv es . The ROS 

appeared to  be most knowledgeable in th is  area.

2. Adm inistration A u d it, Item 9

Have period ic  reports  been w ritte n  
on m inority  employment by le v e l,  
so th a t progress (o r lack of i t )  
can be monitored continuously?

Table 3 contains responses given by ROS and th e ir  respective  

DOS representatives  to the Action C h e c k lis t, Adm inistration A ud it,

Item 9. Summary percentages of responses under each option are given 

fo r  the d is t r ic ts  in each re tio n  followed by statew ide percentages 

fo r  the ROS and DOS re p res en tativ e s .

The re su lts  of the analysis  ind ica te  complete consensus on the 

p a rt o f the ROS. T h ir ty -th re e  (85%) of the 39 DOS representatives
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stated  th a t period ic  reports were w rit te n  on m inority  employment by 

leve l so th a t progress or lack of progress could be monitored. One 

respondent a t the d is t r ic t  o ff ic e  leve l was unsure as to the existence  

of a procedure fo r  monitoring m inority  employment. Five (13%) o f the  

39 respondents s ta ted  th a t period ic  reports were not w rit te n  on m inori­

ty  employment. These respondents represented 5 of the 7 regions. The 

general consensus of the DOS representatives supports the stance o f 

the ROS. A represen tative  sample o f comments associated w ith  the  

responses is  produced in Appendix E.

3. Adm inistration A ud it, Item 11

Have targets  been set fo r  the per­
centage of m inority  employees by 
job c la s s ific a t io n  fo r  the next 
5 (4 , 3, 2 , 1) y ear(s )?

Table 4 presents responses to Item 11 using the previously esta ­

blished  format fo r  d isp lay ing  the data. The re su lts  of the analysis  

in d ica te  less consensus on the p a rt of ROS and DOS representatives  

than fo r  Adm inistration A ud it, Item 9. S ix of the 7 ROS sta ted  th a t 

targets  were established fo r  the percentage o f m inority  employees.

While the la t te r  percentage is  perceived as a c le a r  consensus by the 

in v e s tig a to r , examination of responses (in  Appendix E) accompanying 

the a ffirm a tiv e  statements are not consis ten tly  based.

S ix ty -n in e  percent o f the DOS representatives  believed  targe ts  

to be estab lished  fo r  the percentage of m inority  employees. While the  

l a t t e r  percentage is a c le a r  m a jo rity , the in v e s tig a to r  views 27 a f f i r ­

m ative, 4 don 't know, and 8 no responses as fa l l in g  short o f desired  

action  in  s e ttin g  the targets  suggested by the item .
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onses to Action Checklist Administration Audit Item 11 
argets Been Set for the Percentage of Minority Employees?

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office  
Representati ves* 
# Yes DK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 
# Yes DK No

1 X 1 X 
la X

L  X '
3 X

:  ,  '  '
6 X
7 X
8 X 

Percent 64 18 18

1 X 
la X

f  '
Percent 6Û 20 É0

!  X '  

:  X '
1 X Percent 60 0 40

;  X '
3 X

Percent 67 0 33
Percent 100 0 0

4 X
5 X

1 X
2 X
3 X
4 X Percent 80 20 0

Percent 60 0 40

statewide Percent for Regional Office Supervisors 
Statewide Percent for D is tric t Office Representatives

Yes - 86 Don't Know -  0 No -  14
■ 69 Don't Know -  10

* s S r i S o ? r ’ ^  Representatives include D is tric t Office Supervisors and Assistant D istric t

a -  Denotes the response of the Assistant D is tric t Supervisors 
DK = Don't Know
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4. Récruitmétlt A u d it, Item 1

Have recru itm ent goals fo r  
m in o rities  been set?

Table 5 contains a l i s t  o f responses to Recruitment A u d it, Item  

1, given by ROS and DOS representatives  included in  th e ir  regions. 

Summary responses are given fo r  the d is t r ic ts  in  each reg ion , as w ell 

as, statew ide percentages fo r  both ROS and DOS represen tatives.

The response data in  Table 5 in d ica te  6 o f the 7 ROS agreed th a t  

recru itm ent goals fo r  m in o rities  ex is ted . I t  is  in te re s tin g  to note 

th a t in  Region 7, 100% of the DOS answered "Yes" as to  the existence  

o f recruitm ent goals fo r  m in o rities  in  opposition to the "No" response 

given by th e ir  ROS.

Ninety percent o f the 39 DOS representatives  interview ed responded 

"Yes" th a t recru itm ent goals fo r  m in o rities  exis te d . A represen tative  

sample of comments associated w ith  responses to  Recruitment A u d it,

Item 1, ind ica tes  a general consensus on the p a rt o f ROS and DOS rep­

resen ta tives  th a t recru itm ent goals fo r  m in o rities  are m inim ally based 

on m inority  representation  in the community in  which the d is t r ic t  is  

located . D is t r ic t  O ffic e  Supervisors perceived the burden of m inority  

recru itm ent re s p o n s ib ilit ie s  to  be placed a t  the d is t r ic t  leve l w hile  

the a u th o rity  fo r  approval remained almost to t a l ly  w ith  the ROS and 

the Personnel Department of C iv il  Service.

B. Perceptions from In te rv iew  Questionnaire Instrum ent

1. In te rv ie w  Q uestionnaire, Item 1

A ffirm a tiv e  Action has increased the 
proportion o f m inority  ind iv id u a ls  
involved in managerial pos itions .
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Respondents included ROS, DOS re p resen tatives , and female and/or 

m inority  counselors. Respondents were given the option of rep ly ing  

agree (A ), undecided (U ), or disagree (D) to each item on the In te r ­

view Q uestionnaire. The response options w i l l  remain consistent fo r  

each In te rv iew  Questionnaire item .

Table 6 contains the responses o f the persons in terview ed. Sum­

mary response percentages are given fo r  d is t r ic ts  in  each region , 

counselors in each reg ion , and also statew ide percentages fo r  ROS,

DOS re p res en tativ e s , and counselor responses.

An analysis  of the responses ind icates  complete consensus by ROS 

as to  the increase o f m inority  in d iv id u a ls  in managerial pos itions . 

T h ir ty -fo u r  of the 39 DOS representatives  supported the statements made 

by the ROS. Only 1 respondent was undecided regarding th is  statem ent. 

Respondents a t the counselor lev e l were unable to reach a consensus 

on accepting or re je c tin g  the existence of increased m inority  repre­

sen tation  in managerial pos itions .

The in v e s tig a to r  noted th a t the m a jo rity  o f the disagreement came 

from counselors located in areas where m inority  representation  was 

r e la t iv e ly  high p r io r  to  A ffirm a tiv e  Action. Representative comments 

associated w ith  In te rv iew  Q uestionnaire, Item 1, are provided in  

Appendix F. The comments are categorized according to  respondent 

group c la s s if ic a t io n : Counselor, DOS re p resen tatives , and ROS.

Table 7 presents a comparison between the respondents in each 

pos ition  category to  In te rv iew  Q uestionnaire, Item 1. The comparison 

is made on the basis o f summary percentages obtained from Table 6.
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Responses to Interview Questionnaire Item 1 
Affirm ative Action has Increased the Proportion of Minority Individuals Involved in Managerial Positions

Regional Office 
Supervisors

D is tric t Office 
Representati ves^

Counselor Regional Office 
Supervisors

D is tric t Office 
Representatives^

Counselor

1 X 
la X
2 X

4 X
5 X 
5 X

8 X

5 X
’ercent 100 0 0 Percent 40 0 60

5 X 1 X 

5 X
Percent 82 5 9 Percent 6Û 0 4o Percent 50 0 40 Percent 60 0 40

■ "«6 X ■ ■

3 X
Percent 100 0 0

5 X 7 X
Percent lOO 0 0 Percent 8Û 0 20

Percent 100 0 0 Percent 40 60 0
5 X

[Percent 80 0 20 Percent 100 0 0

Statewide Percent for Regional Office Supervisors 
Statewide Percent fo r D is tric t Office Representatives 
Statewide Percent for Counselors______________________

Agree -  100 Undecided -
Agree -  87 Undecided -
Agree - 63 Undecided - 10

Disagree - 0 
Disagree -  10 
Disagree -  27

♦D istric t Office Representatives include D is tric t Office Supervisors and Assistant D is tric t Supervisors 
"♦Region 6 not included in counselor responses due to unavailability of 5 female and/or minority counselors 
a -  Denotes the response of the Assistant D is tric t Supervisors 
A = Agree U = Undecided D = Disagree



Table  7

Comparison o f Respondents in  Each Position  Category 
to In te rv iew  Questionnaire Item 1

Summarv Percents qes
Position Agree Undeci ded Disagree

Regional O ffic e  Supervisors 100 0 0

D is t r ic t  O ffic e  Supervisors 88 0 12

A ssis tan t D is t r ic t  Supervisors 80 20 0

Counselors 63 10 16

Total Respondents 79 5 16

The response data presented in Table 7 suggest a p o s itiv e  cor­

re la t io n  between h ierach ica l positions and agreement or disagreement 

w ith  the statem ent th a t A ffirm a tiv e  Action has increased m inority  

representation  in  managerial p o s itio n s . Table 7 suggests the fo llo w ­

ing re la tio n s h ip : The higher the h ie ra rc h ic a l pos ition  the g re a te r

the amount o f agreement among group members; the lower the h ie ra rc h i­

cal pos ition  the g reater the disagreement among group members.

I t  may be argued th a t the variance in group s ize  contributed  to  

the outcome. The ROS are fewer in number than the DOS and counselors. 

However, th is  lo g ic  becomes somewhat contaminated as the A ssis tant 

DOS were the sm allest numerical group. The in v e s tig a to r  suggests 

th a t ,  possib ly , a s lid in g  scale e x is ts  as to the amount o f in tr a - le v e l  

communication and jo in t  e ffo r ts  aimed a t  s tra tegy  development w ith  

th re  g re ater r a t io  being m anifested a t the regional o f f ic e  le v e l.
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The Operations Council concept appears to  be a movement toward in tr a ­

lev e l communication a t the d is t r ic t  le v e l.  An organized veh ic le  a t  

the counselor leve l does not c u rren tly  e x is t .

C. Actual Data from Personnel F ile s

1. Personnel records on m in o rity / 
non-m inority representation  
from 1963-1973.

Figure 2 g ra p h ica lly  presents the proportion o f m inority /non­

m inority  personnel representation  from 1963-1973. The data from 1963 

to  1971 is  presented to  provide h is to r ic a l reference fo r  the reader.

Analysis o f Figure 2 i l lu s tr a te s  th a t the percentage of m inority  

representation  increased or remained s ta b le  from 1963 to  1967, when 

m inority  representation  decreased by 2%. The percentage decrease was 

the re s u lt o f a loss in  m inority  s ta f f  and an increase in  non-m inority  

s ta f f .  The decline  in m inority  percentage representation  continued 

u n t i l  1970. VRS personnel records (1973) in d ica te  a 6% increase from 

the 4% lev e l obtained in 1970.

The gains made in the proportion o f m inority  representatio n  to  

non-m inority  representation  during a period o f r e la t iv e ly  rapid  ex­

pansion (1971 -1973 ), are more v is u a lly  evident in  Figure 3. The 

growth curves (based on actual number o f employees) fo r  m inority /non­

m in o rity  personnel from 1963 to 1973 are displayed in  F igure 3. The 

growth curve i l lu s tr a te s  a continuous increase fo r  non-m inority  per­

sonnel. This curve represents the growth pa ttern  one would expect to  

f in d  in  an expanding agency. The m in o rity  personnel representation

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



54

___I

___I

___I

___i

__
E"

____,i

_ E "

__ Î
_ E "

_____ i

E"

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



56

appears to flu c tu a te  from 1963 to 1969, e x h ib itin g  a small peak leve l 

of representation in 1966. From 1970 to 1973, the curve i l lu s tr a te s  

a continuous increase. The ra te  o f increase suggests th a t  fac to rs  

other than agency expansion had influenced the increase in  m inority  

representatio n .

Figure 4 provides the reader w ith  a comparison o f m inority  fe ­

m ale/non-m inority  female professionals employed by the s ta te  o f 

Michigan, Department of Education, Vocational R e h a b ilita tio n  S erv ice , 

from 1963 to 1973. Professional status was defined as atta inm ent o f 

C iv il Service lev e l 07 and above.

Examination o f Figure 4 supports an increase in  m inority  female 

representation in  the professional ranks from 1963 to 1966. The de­

c lin e  in m inority  female representation from 10% in  1966 to 5% in  

1969 was follow ed by a steady increase (1971-1973) in  female m inority  

personnel. The 7% increase from 1971 to 1972 represents the la rg e s t  

percentage increase during the 11 year examination period . The in ­

v es tig a to r perceives A ffirm a tiv e  Action to be a major con trib u tin g  

fa c to r  to the 7% increase in  m in o rity  female professionals obtained  

in  1972.

Figure 5 presents a comparison o f m inority  m ale/non-m inority  male 

personnel occupying f u l l  time positions in  the s ta te  o f Michigan, 

Department o f Education, Vocational R e h a b ilita tio n  S erv ice . The com­

parison covers an 11 year time span, 1963 to 1973. The in v e s tig a to r  

is  p a r t ic u la r ly  in te res te d  in the period o f 1972 to 1973. Percentages 

are given fo r  1963 to  1971 to  provide a h is to r ic a l re ference.
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Analysis o f Figure 5 suggests only minimal increases in  m inority  

male representation  from 1963 to 1966. The decrease in  m inority  rep­

resen tation  (1967) i l lu s tr a te d  in Figures 2 , 3 , and 4 can now be 

a ttr ib u te d  to a decrease in m inority  female represen tatio n . M inority  

male representation  remained s ta b le  a t 6% from 1966 to 1968. In 1969, 

m inority  male represenation decreased by 2%. The 3% increase in  

m inority  representation  from 6% in  1971 to 9% in  1972 is the la rg e s t  

percentage increase evidenced in  1 year during the  11 year time span.

Hypothesis 1 . Summary Review

The VRS A ffirm a tiv e  Action Program has increased the  
proportion o f m inority  personnel employed in  fu l l  time 
pos itions .

The perceptions o f the managers in  response to the Action Check­

l i s t  items and the In te rv ie w  Q uestionnaire items appear to support 

Hypothesis 1 , although complete consensus and c la r i t y  o f purpose were 

often  times absent. The h is to r ic a l data (1963 -1966 ), in Figure 3 , 

ind icates  a s lig h t  increase in  m inority  representatio n  each year.

The increase in  m inority  employment, however, did not equal or fo llow  

the same angular pa tte rn  as non-m inority employee represen tatio n .

The d isp ro portionate  growth o f m inority  and non-m inority  representa­

tio n  is  q u ite  evident from viewing m inority /non -m inority  po in t 

comparisons fo r  years 1967 and 1969 in  Figure 3.

The hard data obtained from the personnel f i l e s  support the 

perceptions o f the managers and to a les s er exten t those o f the 

counselors th a t the A ffirm a tiv e  Action Program has increased the
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proportion o f m in o rity  in d iv id u a ls  occupying f u l l  time positions  from 

January, 1972, to  December, 1973. As a re s u lt ,  the in v e s tig a to r  ac­

cepts Hypothesis 1 w ith  reserva tions . The reservations are contingent 

upon the s ta t is t ic a l  s ig n ific a n ce  o f the increased proportion o f m inori­

ty  represen tatio n .

Hypothesis 2: The Vocational R e h a b ilita tio n  S ervice A ffirm a tiv e
Action Program has increased the proportion o f female 
personnel occupying f u l l  time professional VRS pos itions .

A. Perceptions from Action C hecklist

1. Adm in istration  A u d it, Item  9a

Have period ic  reports been w r it te n  on
female employment by le v e l so th a t
progress or lack o f i t  can be monitored
continuously?

Table 8 presents a l i s t  o f responses to A dm in istration  A ud it,

Item 9a, given by Regional O ffic e  Supervisors (ROS), the respective  

D is t r ic t  O ffic e  Supervisors (DOS), and/or DOS representatives  included  

in th e ir  regions. Summary response percentages are given fo r  the  

d is t r ic ts  in each reg ion , as w ell as statew ide percentages fo r  both 

ROS and DOS re p resen tatives .

The response data in Table 8 in d ic a te  th a t a l l  o f the VRS Re­

gional O ffic e  Supervisors supported the existence o f w r it te n  reports

on female employment by pos ition  le v e l.  The tim e span o f the period ic

reports ranged from monthly to sem i-annually . The re p o rt genera lly  

o rig in a ted  a t  the d is t r ic t  le v e l.  The d is t r ic t  reports  served as a 

basis fo r  region-wide and statew ide reports .
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Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 
1 Yes DK No

Regional Office  
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# Yes DK No

D is tric t Office 
Representatives*

1 X K :
2a X 
3 X
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Percent 73 D 27

4 X
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Î .  X '
3 X

b X -■ 1 X
2 X

I  X '
2 X 1 X

2 X
3 X
4 X

" .......6 X i ; ‘
Percent b/ 0 33

Percent 100 0 0 i: .
, 5 X

“T X '
I ! Percent 80 0 20

Percent 80 0 20

statewide Percent fo r Regional Office Supervisors 
.Statewide Percent fo r D is tric t Office Representatives

Tes -  100 Oon't Know -  0 
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a -  Denotes the response of the Assistant D is tr ic t  Supervisors 
DK = Don't Know



Th irty -o n e  (79%) o f the 39 DOS representatives  stated th a t p e r i­

odic reports  were w rit te n  on female employment by le v e l.  Seven 

respondents stated period ic  reports  were not w r it te n . The respondents 

im plied th a t o ff ic e s  not experiencing compliance problems were exempt 

from period ic  re p o rts . Only 1 respondent was unsure as to the e x is ­

tence or the non-existence o f  reports monitoring female employment. 

There appears to be DOS consensus which supports the a ffirm a tiv e  

stance taken by ROS.

2. A dm in istration  A u d it, Item 11a

Have targe ts  been set fo r  the per­
centage o f female employees by job 
c la s s if ic a t io n  fo r  the next 5 (4 ,
3 , 2 , 1) yea r(s )?

Table 9 contains responses to A dm in istration  A u d it, Item 11a.

The response data in d ica te  less consensus on the part o f respondents 

a t both the d is t r ic t  and regional leve l than was previously expressed 

regarding estab lished  percentages fo r  m in o rit ie s . F ive o f the 7 ROS 

stated  targets  had been set fo r  the percentage o f female employees 

by job c la s s if ic a t io n . The average fo recas ting  period fo r  p ro jec ting  

female employment percentages was 2 .5  years.

Twenty-two (55%) o f the 39 DOS representatives  supported the  

m a jo rity  opinion o f the ROS. The in v e s tig a to r  does not view 22 o f 

a possib le  39 yes responses as a c le a r  consensus. The general com­

ments accompanying the response to Item 11a de lineated  the lack o f 

s p e c if ic ity  as to the agency's pos itio n  regarding A ffirm a tiv e  Action  

fo r  women. Three o f the 12 "No" respondents stated th a t ta rge ts  fo r
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Responses to Action Checklist Administration Audit Item 11a
Have Targets Been Set fo r the Percentage of Female Employees?

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 

# Yes DK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office  
Representatives* 

# Yes DK No

1 X 1 X 

S” X '

■ ■

4 X 1 X 
la X

I .  X *
3 X

Percent 60 20 20
5 X .................... - n  X ■■ ■■ ■

2 X
3 X
4 X
5 X

Tercent 73 15 9 Percent 60 0 40
2 X

I  5

I  X ‘
5 . X ^

6 X

.  3 X
Percent 6? 0 33

7 ' T  "
2 X
3 X
4 X

u 5 X

Percent 80 PO 0
3 X

3 X
4 X

 ̂ 5 X
Percent 20 2Ù 60

Percent 20 Ô 80

Statewide Percent for Regional Office Supervisors 
Statewide Percent for D is tr ic t Office Representatives

♦District Office Representatives include District Office Supervisors and Assistant District 
Supervisors

a - Denotes the response of the Assistant District Supervisors 
DK = Don't Know
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females were in c lu s ive  under goal s e ttin g  fo r  m in o r it ie s , w ith  p r io r i ty  

given to obtain ing m inority  represen tatio n .

3. Recruitment A u d it. Item la

Have recruitm ent goals fo r  females 
been set?

Table 10 contains a l i s t  of responses to  Recruitment A u d it, Item  

la .  The responses given by the ROS imply a lack o f consensus. Sev­

enty-one percent (5 ) o f the ROS supported the existence o f estab lished  

recruitm ent goals fo r  women. Regions 6 and 7 responded "Yes" consis­

te n t ly  to  Item la .

C o n flic tin g  responses were obtained from Region 5. The ROS in  

Region 5 responded "No," w h ile  a l l  o f the DOS in Region 5 responded 

"Yes," as regardsestablished recruitm ent goals fo r  fem ales. T h ir ty  

of the 39 DOS representatives responded "Yes" to Recruitment A u d it,

Item la .  The in v e s tig a to r  views th is  as a c le a r  consensus, which 

tends to support the m a jo rity  perception expressed by 5 o f the 7 ROS.

B. Perceptions from In te rv ie w  Questionnaire

1. In te rv iew  Questionnaire Instrum ent, Item 2

A ffirm a tiv e  Action has increased the 
proportion o f females invo lved in  
managerial pos itions .

Table 11 presents responses to In te rv ie w  Q uestionnaire, Item 2 , 

given by counselors, DOS representatives  and ROS. The previously  

estab lished  format fo r  In te rv iew  Questionnaire items w i l l  be used 

consis ten tly  to  d isp lay  questionnaire  responses.
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An analysis  o f  the responses ind icates  complete consensus by ROS 

respondents as to the increase o f  the proportion o f females involved  

in  managerial pos itio n s . E ig h ty-n ine  percent o f the DOS representa­

tiv e s  supported the ROS stance. Eighty percent or 24 o f the 30 

counselors interview ed perceived an increase in the number o f women 

occupying managerial positions fo llow ing  the implementation o f A f f i r ­

m ative Action . There tends to be consensus among the three  groups 

mentioned.

The in v e s tig a to r  noted th a t the m a jo rity  o f the disagreement 

continues to come from the counselor le v e l.  Representative comments 

associated w ith  In te rv iew  Q uestionnaire, Item 2, can be found in 

Appendix F. The comments are categorized according to respondent 

group c la s s if ic a t io n : Counselor, DOS re p res en ta tiv e , and ROS.

Table 12 presents a comparison o f the respondents in  each posi­

tio n  category to In te rv ie w  Q uestionnaire, Item 2, and the to ta l  

percentage response to each op tion . The comparison is  made on the 

basis o f summary percentages obtained from each o f the 4 groups.

Analysis o f Table 12 suggests a p o s itive  c o rre la tio n  between 

h ie ra rc h ic a l positions and agreement and disagreement w ith  the s ta te ­

ment th a t A ffirm a tiv e  Action had increased female representation  in  

managerial pos itio n s . Table 12 suggests, as did Table 7 , the fo llow ing  

re la tio n s h ip : The higher the h ie ra rc h ic a l pos ition  the g reater the

amount o f agreement among group members; the lower the h iera rch ica l 

pos itio n  the g re a te r the disagreement.

Two possible co n trib u tin g  fa c to rs  to the re la tio n s h ip  suggested 

by Table 12 were amounts o f in tr a - le v e l communication between personnel
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Table 12

Comparison o f Respondents in Each Position  Category 
to In te rv ie w  Q uestionnaire, Item 2

Summary Percent-ages ......
Position Agree Undecided Disagree

Regional O ffic e  Supervisors 100 0 0

D is t r ic t  O ffic e  Supervisors 88 6 6

A ssis tant D is t r ic t  Supervisors 80 0 20

Counselors 80 3 17

Total Respondents 86 2 12

and jo in t  e ffo r ts  a t  s tra tegy  development. An a d d itio n a l, possibly  

re la te d , fa c to r  is  suggested a t th is  p o in t. The ROS have a v a i la b i l i t y  

o f inform ation th a t enables them to v is u a liz e  the to ta l organ ization  

as opposed to a fragm entary or d is t r ic t  view point of one small part 

of the region.

C. Actual Data from Personnel F iles

1. Personnel records on F l/M l representation  
from 1963 to 1973.

Figure 6 presents g ra p h ica lly  the proportion of female/male  

representation  occupying VRS professional positions from 1963 to  1973. 

The data preceding 1972 are presented to provide h is to r ic a l reference. 

P r io r  to 1969, male employees outnumbered female employees a t a ll  

c la s s if ic a t io n  le v e ls , except c le r ic a l .  As female representation

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



g .2

6 9

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



70

increased, the number o f females occupying positions  under CSL 07 

increased. In 1971, the proportion o f females occupying positions  

located a t CSL 07 and above increased. The graphic presentation o f  

1972-73 data tend to show an increase in  the proportion o f females 

occupying professional pos itions .

The m a jo rity  o f the females continues to be located between CSL 

04 and 09. The D is a b il i ty  Determ ination Program o f VRS presently  

employs females a t the h ighest C iv il  Service ranking compared to other 

sections. Females in the F ie ld  Services Section have re ce n tly  (1973) 

been included in  managerial positions w ith a CSL 12 ra tin g . S ta ff  

positions  located a t the regional and S ta te  O ffic e  leve l have included  

an increased frequency o f female appointees.

Hypothesis 2. Summary Review

The Vocational R e h a b ilita tio n  Service A ffirm a tiv e  Action  
Program has increased the proportion of female personnel 
occupying fu l l  time professional VRS pos itions .

The perceptions o f the ROS and the DOS representatives  tend to 

support the existence o f increased female representation  in profes­

sional pos itio n s . There appears to be more confusion as to  the 

agency's pos ition  on A ffirm a tiv e  Action fo r  women than was expressed 

by the same respondents fo r  m in o ritie s .

An analysis  o f Figure 6 ind ica tes  a 14% increase in  female rep­

resen tation  from 1971 to 1972. The 1972 increase in  female VRS 

employees represents the la rg e s t percentage increase in  a s in g le  year  

during the 11 year time span.
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In te rv iew  Q uestionnaire, Item 2, tends to support acceptance o f  

Hypothesis 2. Personnel records show a high turnover ra te  fo r  females 

due to term inations, resignations and tra n s fe rs . Nevertheless, the  

personnel records tend to support the perceptions o f managers and 

counselors.

Based upon ta b u la r and graphical presentation derived from 

respondent perceptions and evidence o f personnel practices  documented 

in  personnel records, the in v e s tig a to r  tends to accept Hypothesis 2.

Hypothesis 3. The g reater percentage o f m in o ritie s  w i ll  remain a t  
C iv il Service le v e ls  10 and below

A. Perceptions from Action C hecklis t Instrument

1. Recruitment A u d it, Item 2

Are m in o rities  being a c t iv e ly  re cru ite d  
now fo r  jobs a t a l l  leve ls?

Respondents were given the option o f rep ly ing  yes (Y ) ,  no (N ),  

o r d o n 't know (DK) fo r  each item included on the Action C h ecklis t.

The response options w i l l  remain consis tent fo r  each C hecklis t item .

Table 13 contains a l i s t  o f responses to Recruitment A u d it,

Item 2, given by Regional O ffic e  Supervisors (ROS), the respective  

D is t r ic t  O ffic e  Supervisor (DOS), and/or DOS representatives  included 

in  th e ir  regions. Summary response percentages are given fo r  the  

d is t r ic ts  in each reg ion , as w ell as, statew ide percentages fo r  both 

ROS and DOS re p resen tatives .

The response data l is te d  in  Table 13 in d ica te  th a t a l l  VRS 

Regional O ffic e  Supervisors s ta te  th a t m in o rities  are being a c t iv e ly
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re cru ite d  a t a l l  le v e ls . There also appeared to  be consensus a t  the  

DOS lev e l which supported a c tiv e  recru itm ent e ffo r ts  fo r  m in o rities  

a t a l l  le v e ls . Only 4 o f the 39 DOS respondents gave "No" responses 

fo r  Recruitment A u d it, Item 2.

2. S election  A u d it. Item 4

Is  the percentage o f m in o rities  
hired in  each category a t le a s t  
as great as the percentage o f  
m in o rities  in  the a p p lic a n t pool 
or on the C iv il  Service re g is te r?

Table 14 contains responses given by ROS, th e ir  respective  DOS 

and DOS representatives  to the Action C h e c k lis t, S e lection  A ud it,

Item 4. Summary percentages o f responses under each option are given  

fo r  the d is t r ic ts  in each region follow ed by statew ide percentages 

fo r  ROS and a l l  d is t r ic ts .

The re su lts  o f the analysis  in d ica te  5 o f the 7 ROS stated "Yes," 

the percentage o f m in o rities  h ired in each category was a t le a s t as 

great as the percentage a v a ila b le  through s e le c tio n  sources. One 

Regional O ffic e  Supervisor was unsure as to  the percentage o f m inori­

tie s  applying fo r  positions in  each category. As a r e s u lt ,  the 

respondent re p lie d , "Don't Know."

Twenty-three (59%) o f the 39 DOS represen tatives  supported the  

m a jo rity  opinion o f the ROS. The in v e s tig a to r  does not view 23 o f  a 

possible 39 "Yes" responses as a c le a r  consensus. The la rg e s t number o f 

"No" responses came from the more urban areas.
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Responses to Action Checklist Selection Audit Item 4 
Is  the Percentage of Minorities Hired In Each Category a t Least as Great as the Percentage 

Of M inorities In  the Applicant Pool or on the C iv il Service Register?

Regional Office 
Supervisors 

f  Yes DK No

D is tric t Office  
Representatives* 

# Yes DK No

Regional Office  
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 

# Yes OK No

1 X 1 X 
la  X

L  5

?  X '
5 X
6 X
7 X

.  G

4 X

3 X
Percent 50 20 20

5 X 1 X
2 X
3 X
4 X
5 X

Percent 55 2? 1Ô Percent 80 0 20
2 X 1 X

2 X
3 X

5 X

6 X r X
2 X
3 X

Percent 33 33 34
7 X 1 X

2 X
3 X
4 X
5 X

Percent 80 20 0
3 X 1 X

2 X
3 X
4 X

.  5 X
Percent 20 2Ù 60

Percent 80 0 20

Statewide Percent fo r Regional Office Supervisors 
Statewide Percent fo r D is tric t Office Representatives

♦D istric t O ffice Representatives Include D is tr ic t Office Supervisors and Assistant D is tric t
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors
DK -  Don't Know



B. Perceptions from In te rv iew  Questionnaire

1. In te rv iew  Questionnaire Instrum ent, Itéiti 6

A ffirm a tiv e  Action has favorab ly  
changed the personnel p r o f i le  o f 
VRS a t  a l l  p os ition  le v e ls .

Table 15 presents responses to In te rv iew  Q uestionnaire, Item 6, 

given by Regional O ffic e  Supervisors, DOS re p res en ta tiv e s , and 

counselors. Summary response percentages are given fo r  d is t r ic ts  in  

each reg ion , counselors in  each reg ion , and also statew ide percentages 

fo r  Regional O ffic e  Supervisors, DOS re p res en ta tiv e s , and counselors.

An analysis  o f responses given by ROS ind ica tes  5 o f the 7 agreed 

th a t  a favorab le  change had occurred in the personnel p r o f i le  o f VRS 

a t a l l  pos ition  le v e ls . S ix ty -tw o percent (23) o f the DOS represen­

ta tiv e s  disagreed w ith  the ROS. The comments accompanying the DOS 

responses suggested th a t the change had occurred predominantly a t the 

d is t r ic t  o f f ic e  le v e l.

The counselors supported the m a jo rity  opinion expressed by the 

DOS re p resen tatives . Eighteen (60%) o f the 30 counselors perceived  

the change in personnel taking place a t the counselor or d is t r ic t  

le v e l.  Region 1 counselors were iso la te d  in  supporting 100% the 

existence o f personnel changes a t a l l  p os ition  le v e ls .

Table 16 presents a comparison o f  the respondents in each posi­

t io n  category to In te rv iew  Q uestionnaire, Item 6. An analysis  o f 

Table 16 suggests a lack o f consensus a t  a l l  p os ition  categories.

The g re ates t amount o f  agreement to Item 6 ,as to previous In te rv ie w  

Questionnaire item s, continues to come from the ROS.
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Table  16

77

Comparison o f Respondents in Each Position  Category 
to In te rv iew  Q uestionnaire, Item 6

Summary Percentages
P osition Agree Undecided Disagree

Regional O ffic e  Supervisors 72 14 14

D is t r ic t  O ffic e  Supervisors 26 12 62

A ssis tan t D is t r ic t  Supervisors 40 0 60

Counselors 30 10 60

Total Respondents 33 10 57

C. Actual Data from Personnel F iles

1. Percentage o f VRS m inority  s ta f f  
located a t C iv il  Service lev e l 
(CSL) 02-19 in  1973.

Figure 7 presents the percentages o f m inority  in d iv id u a ls  located  

a t CSL 02-06 , CSL 07-10 , CSL 11-14 and CSL 15 and above in  1973. 

Eighty-tw o percent o f the m inority  members employed by VRS occupy 

p ositions  a t CSL 10 and below. In the F ie ld  Services S ec tion , 14%

(1 ) o f the CSL 15 positions are occupied by m in o rity  personnel. None 

o f the CSL 14 positions are c u rre n tly  occupied by m in o r it ie s . Three 

(9%) o f the 34 DOS are male, m inority  members.

Hypothesis 3. Summary Review

The g reater percentage o f m in o rities  w i l l  remain a t  
C iv il  Service lev e ls  10 and below.
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and above

Figure 7. Percentage o f Vocational R e h a b ilita tio n  Service  
M inority  S ta ff  Located a t C iv il  Service Levels 02-19

CSL = C iv il  Service Level
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The ROS and th e ir  respective  DOS representatives  s trongly  

supported the existence o f the VRS po licy  to a c t iv e ly  re c ru it  m inori­

t ie s  fo r  positions located a t a l l  lev e ls  w ith in  the agency.

S election  o f m inority  personnel, however, was perceived to  be a 

problem area. The m a jo rity  o f  ROS and DOS representatives  perceived  

the percentage o f m in o rity  members h ired to be a t le a s t as great as 

the percentage o f m in o rities  on the C iv il  Service re g is te r . Many o f 

these managers stated th a t no m inority  members were included on the  

C iv il  Service re g is te r  app lic a b le  to th e ir  region . The la t t e r  was 

e s p e c ia lly  true  in  ru ra l areas.

In te rv iew  Q uestionnaire, Item 6, tends to support the acceptance 

o f Hypothesis 3. The m a jo rity  o f the to ta l respondents in  Table 16 

support the existence o f change in the agency personnel p r o f i le  a t  the 

d is t r ic t  leve l and s p e c if ic a l ly  w ith in  the counselor and u n it leader  

ranks.

Figure 7 fu r th e r  supports the acceptance o f Hypothesis 3. E ighty- 

two percent o f VRS m inority  employees are located a t CSL 10 and below. 

The in v e s tig a to r accepts Hypothesis 3 w ith  one addendum. Although 

the m a jo rity  o f m in o rity  members employed by VRS are s t i l l  located  

a t CSL 10 and below, d e f in ite  gains have been made from 1972-1973.

The C iv il  Service System does not appear to ra p id ly  change. The 

requirements o f the System are th a t past personnel practices  and pre­

sent promotional requirements are combined to  make i t  d i f f i c u l t ,  but 

not im possible, to favorab ly  change the personnel p r o f i le  o f VRS a t  

a ll  pos itio n  le v e ls .
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Hypothesis 4 . The A ffirm a tiv e  Action Program has m odified the C iv il  
S ervice employment s e lectio n  process to improve employ­
ment p ra c tic e s .

A. Perceptions from Action C hecklist Instrum ent

1, Recruitment A u d it, Item 3

Are you re c ru itin g  a t  any 
predomi nately-m i nori ty  
populated colleges?

Table 17 contains a l i s t  o f responses given by VRS managers to  

Recruitment A u d it, Item 3. An analysis  o f Table 17 ind icates  4 o f  

the 7 managers a t the ROS lev e l were involved in  recru itm ent e ffo r ts  

a t predominately m inority  populated co lleges. Much o f the r e c r u i t ­

ment e ffo r ts  recounted by these managers occurred outside the s ta te  

o f M ichigan. However, managers located in urban areas u t i l iz e d  loca l 

and o u t-o f-s ta te  re c ru itin g  sources.

The 3 managers who re p lie d  "No" to Recruitment A u d it, Item 3, 

were aware o f the 4 ROS attempts to re c ru it  m in o rities  o u t-o f-s ta te .  

They were not, however, a c t iv e ly  involved in the recru itm ent e f fo r ts .  

Seventy-four percent (29) o f the DOS representatives  supported the  

"No" response obtained from 33% o f the Regional O ffic e  Supervisors.

The 8 DOS re p res en tativ e s , who had been involved in  recru itm ent 

e ffo r ts  a t  predominantly m inority-populated co lle g e s , had re c ru ite d  

lo c a lly .

2 . Recruitment A u d it, Item 3a

Are you re c ru itin g  a t any 
predominantly fem ale-populated  
colleges?
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Responses to Action Checklist Recruitment Audit Item 3
Are You Recruiting at Any Predominantly-MInority Populated Colleges?

Regional Office  
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 

# Yes DK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 
# Yes DK No

1 X
1. 5
2 X 
2a X
3 X
3a X

1 ,  *
6 X
7 X
8 X

4 X- 1 X

2 X

3 X
Percent 0 20 80

5 X 1 X
2 X

4 X
5 X

Percent 45 10 45 Percent 0 0 100
2 X

3 X
4 X

u 5 X

6 -X
....  ̂ ^

2 X
3 X

Percent 33 0 67
7 X

5

5  ̂ X

Percent 40 0 60
3 X ■ 1 ...................... X

2 X
3 X
4 X 

, 5 X
Percent Ù 0 100

Percent 0 0 lOO

Statewide Percent for Regional Office Supervisors 
Statewide Percent for D is tric t O ffice Representatives

♦ D istric t Office Representatives Include D is tric t O ffice Supervisors and Assistant D is tric t
Supervisors

a •  Denotes the response of the Assistant D is tric t Supervisors
OK ■ Don't Knw



Table 18 contains a l i s t  o f responses to Recruitment A u d it, Item  

3a, given by ROS, the respective  DOS and DOS representatives  included  

in  th e ir  regions. Summary response percentages are given fo r  the 

d is t r ic ts  in  each reg ion , as w ell as, statew ide percentages fo r  both 

ROS and DOS re p res en tativ e s .

Analysis o f Table 18 ind icates  86% (6 ) o f the ROS had not been 

involved in  recru itm ent e ffo r ts  a t predominantly fem ale-populated  

c o lleges. Eighty percent (31) o f the 39 DOS representatives  supported 

the "No" response o f the ROS to Recruitment A u d it, Item 3a.

3. Recruitment A u d it. Item 4

Are there  any m inority  re cru ite rs?

A " re c ru ite r"  was defined as any VRS personnel who can recommend 

an in d iv id u a l fo r  h ire .

Table 19 presents VRS managers' responses to  Recruitment A u d it, 

Item 4 . An analysis  o f the responses in d ica tes  th a t 6 o f the 7 ROS 

re p lie d , "Yes" to  item 4. The in v e s tig a to r  perceives 86% as an accep­

ta b le  percentage a t which ROS consensus can be im plied fo r  Recruitment 

A u d it, Item 4 . Tw en ty-five  (64%) o f the 39 DOS representatives  sup­

ported the existence o f m inority  re c ru ite rs .

4 . Recruitment A u d it. Item 4a

Are there  any female re cru ite rs?

Table 20 contains responses given by ROS and DOS re p res en tativ e s . 

An analysis  o f  the data ind ica tes  managerial confusion as to the e x is ­

tence or non-existence o f female re c ru ite rs .
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Responses to Action Checklist Recruitment Audit Item 4 
Are There Any Minority Recruiters?

Regional Office  
Supervisors 

1 Yes DK No

D is tric t Office 
Representatives* 

#. Yes DK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office  
Representatives* 

9 Yes DK No

1 X
la *  *
2 X

f  *  *  •

r .  «
6 X 

.  » :

4 X 1 X
la  X
2 X
2a X
3 X

Percent 60 0 40
5 X

3 X 

5 X
Percent 64 0 36 Percent lOQ 0 0

2 X 1 X
2 X
3 X
4 X

.  5 X

6 X . ... y  .  . -  .

, 3 X ^
Percent 0 33 6?

1 r ■ I" .............. X
2 X
3 X
4 X
5 X

Percent 80 0 40
S X 1 X .......................

2 X
3 X

5 X
Percent 4o 0 60

Percent 80 0 20

Statewide Percent for Regional Office Supervisors 
Statewide Percent for D is tric t Office Representatives

♦D is tric t Office Representatives Include D is tric t O ffice Supervisors and Assistant D is tric t  
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors 
OK » Don't Know



Responses to Action Checklist Recruitment Audit Item 4a
Are There Any Female Recruiters?

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 
# Yes OK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t O ffice 
Representatives* 

# Yes DK No

1 X
la X *
2 X
2a X
3 X
3a X
4 X
5 X
6 X
7 X

4 X 1 X
la X
2 X

,  r  5
Percent 60 20 20

6 X 1 X
2 X
3 X
4 X
5 X

Percent 55. 9 36 Percent 40 0 60
g X 1 X

2 X
3 X
4 X

, 5 X

6 X ~ 1 ■■ X
2 X
3 X

Percent 33 0 67
1 X 1 X

2 X
3 X

5 X

Percent 80 0 20
i  X 1 X

2 X
3 X
4 X

. 5 X
Percent 60 0 40

Percent 80 20 0

Statewide Percent for Regional Office Supervisors 
Statewide Percent for D is tric t O ffice Representatives

■ 57 Don't Know -  0 No -  43
■ 59 Don't Know - 8 No -  33

*D 1st.ic t O ffice Representatives Include D is tric t O ffice Supervisors and Assistant D is tric t
Supervisors

a -  Denotes the response of the Assistant D is tr ic t Supervisors
DK « Don't Know
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,5. Recruitmènt A u d it. Item 6

Is  the p o te n tia l m inority  re c ru it  
given a c le a r  idea o f  h is /h e r l ik e ly  
progress in  your agency?

Table 21 ind ica tes  a l l  ROS responded "Yes" to Recruitment A ud it, 

Item 6. T h ir ty -f iv e  (90%) o f the 39 DOS representatives  supported the 

stance taken by the ROS. The most frequent comment associated w ith  

the "Yes" response o f the DOS ind icated  th a t a l l  s ta f f  were now given 

a c le a r  idea o f th e ir  l ik e ly  progress w ith in  the o rgan ization .

6. Recruitment A u d it. Item 6a

Is  the p o te n tia l female r e c r u it  
given a c le a r  idea o f her l ik e ly  
progress in your agency?

Table 22 presents VRS managers' responses to  Recruitment A u d it.

Item 6a. Table 22 duplicates  the responses given to Recruitment A u d it, 

Item 6, in  Table 21.

7. S e lection  A u d it. Item 1

Are you c e rta in  th a t your organi­
za tion  does not c u rre n tly  use any
formal se le ctio n  devices th a t might
u n fa ir ly  d isc rim in a te  on the basis 
o f race?

Table 23 contains the responses given to  S e lection  A u d it, Item

1. Four o f the 7 ROS responded "No." They were not c e rta in  th a t the

se le c tio n  devices might u n fa ir ly  d isc rim in ate  on the basis o f race.

Two o f the 7 ROS were c e r ta in  th a t the te s t  did not u n fa ir ly  d is c r im i­

nate.

At the d is t r ic t  le v e l.  S election  A u d it, Item 1, received 23 "Yes" 

responses and 16 "No" responses.
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Responses to Action Checklist Recruitment Audit Item 6a
Is the Potential Female Recruit Given a Clear Idea of Her Likely Progress?

Regional Office 
Supervisors 

f  Yes DK■ No

D is tric t Office 
Representatives* 

« Yes DK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 

i  Yes DK No

'Percent 0 ~ lB

Percent 100 0 0

Percent TOO 0 0

Percent 67 33

Percent 100

Statewide Percent for Regional Office Supervisors 
Statewide Percent fo r D is tric t Office Representatives Yes •

*D is tr ic t Office Representatives include D is tric t O ffice Supervisors and Assistant D is tric t
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors
DK = Don't Know
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The comments accompanying the managers' responses suggest th a t  

the managers lack inform ation regarding the v a l id i ty  o f the C iv il 

S ervice s e le c tio n  instrum ent, the population sample used to v a lid a te  

the instrum ent, and the p re d ic tiv e  v a l id i ty  o f the instrum ent as 

regards employee performance. The recent removal o f the Human Ser­

vices 07 exam and the re la tio n s h ip  o f i t s  removal to  u n fa ir ly  

disc rim in atin g  p ractices  is  perceived by the in v e s tig a to r  as c o n tr i­

buting fu r th e r  to  the lack o f consensus fo r  the respondents in  th is  

study.

8 . S election  A u d it, Item la

Are you c erta in  th a t your organ i­
za tion  does not c u rre n tly  use any 
formal se lectio n  devices th a t  might 
discrim in ate  on the basis o f sex?

Table 24 contains the responses given to S election  A u d it, Item  

l a .  Two ROS responded "No," 1 responded "Don't Know," w hile  a small 

m a jo rity  of 4 re p lie d  "Yes, I  am c e rta in "  th a t formal s e lectio n  de­

vices are not used to u n fa ir ly  d isc rim in a te .

R epresentative comments accompany ng responses to S election  A u d it, 

Item la ,  suggest d iscrim in ato ry  practices  are inheren t in  the s tru c tu re  

which a llo c a ted  the lower c la s s if ic a t io n , le a s t p a id , positions to  

fem ales. The secondary comment suggested a need fo r  a career develop­

ment t r a c t  th a t would include c le r ic a l  personnel (a predominantly  

female pos ition  category ).
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n«> v„ ."^Gsponses to Action Checklist Recruitment Audit Item la

Regional Office 
Supervisors 

» Yes DK No

D is tric t Office  
Representatives* 
# Yes DK No

lE W

Regional Office 
Supervisors 

* Yes DK No

D is tric t Office  
Representatives* 
* Yes DK No

percent 100W -  Q- 0

4 X
5 X__________

Percent 100 0 fl~

laasi K3 z %:i siii: c: : ii a:? %
lu p e rv iL r^ ^ '^ ^  Representatives include D is tric t Office Supervisors and Assistant D is tric t

a -  Denotes the response of the Assistant D is tric t Supervisors
DK = Don't Know
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9. S election  A ud it, Item 2

Have you elim inated  a l l  o ther 
sele ctio n  practices  th a t might 
be d iscrim in ato ry  (such as cer­
ta in  in te rv ie w  procedures)?

The respondents were given examples of in te rv ie w  questions deemed 

i l le g a l  by the Department o f C iv il  Rights to i l lu s t r a te  what was 

intended by S election  A u d it, Item 2.

Table 25 summarizes the responses to S election  A u d it, Item 2. 

E ig h ty -s ix  percent (6 ) o f the ROS f e l t  th a t a l l  o ther d iscrim in ato ry  

selection  practices had been e lim ina ted . A consensus was reached a t  

the d is t r ic t  lev e l which supported the position  taken by the ROS.

10. S election  A ud it, Item 3

Do you know the percentage o f 
m inority  applicants  fo r  each 
job category?

The respondents were given an a dd itiona l option o f responding 

from a d is t r ic t  or a regional perspective.

Table 26 presents the response data to S election  A u d it, Item 3, 

given by the ROS and th e ir  respective  DOS re p resen tatives . Four o f 

the 7 ROS responded "Yes" they were aware o f the percentage o f m inori­

ty  applicants in each job category. F ifte e n  (39%) o f a possible 39 

"Yes" respondents were aware o f the percentage o f m inority  app licants  

fo r  each job category.

11. S election  A ud it, Item 3a

Do you know the percentage of 
female applicants fo r  each job 

' category?
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Have ,oa L c H .a a to , ,

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 
# Yes DK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t O ffice 
Representatives* 

§ Yes DK No
1 X

la 5 
1 , !

: • =  ■
8 X 

Percent ?3 0 27

4 X 1 X 
la X
2 X 
2a X

__ 3 X 
Percent 100 0 0

"1 X 
2 X

1 ;
5 X 

Percent 100 0 0

'

S !

"■ 6 X ■

j  X

1 5
3 X
4 X
5 X 

Percent 100 0 0

1 X
2 X

1 X *

Percent 80 0 20

Statewide Percent fo r Regional Office Supervisors 
_Statewide Percent for D is tric t O ffice Representatives

Yes -  86 Don't Know -  0 No -  14 
Yes -  85 Don't Know -  0 No -  15

^SupervlLrs^’ '̂  ̂ Representatives Include D is tric t Office Supervisors and Assistant D is tric t

a -  Denotes the response of the Assistant D is tric t Supervisors
UK = Don't Know



Responses to Action Checklist Selection Audit Item 3
0 You know the Percentage of Minority Applicants fo r Each Job Category?

Regional Office 
Supervisors

Regional Office  
SupervisorsRepresentatives* Representatives*

Percent W

Percent '4 5  0 5F Percent 40 20 4F

Percent D 0 100

Percent 2Ü~

Percent 20 0

Statewide Percent fo r Regional O ffice Supervisors 
Statewide Percent fo r D is tric t Office Representatives

Yes -  57 Don't Know -  14 No -  29 
Yes -  39 Don't Know -  15 No -  46

*D 1strict O ffice Representatives Include D is tric t Office Supervisors and Assistant D is tric t
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors
DK « Don't Know
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S election  A u d it, Item 3a, responses are tabu lated  in  Table 27. 

The summary percentages are s im ila r  to those obtained in  Table 26 in  

response to S election  A u d it, Item 3. The ROS continued to respond 

from the regional s tandpoint, w h ile  the DOS representatives  exercised  

both options w ith  equal frequency.

The lack o f consensus a t both le v e ls  ô f management is  p a r t ia l ly  

a ttr ib u te d  to the in a c c e s s ib ility  o f th is  type o f inform ation in  an 

o f f ic e  w ith  l i t t l e  turnover. The managers reported , a ls o , th a t there  

h a sn 't been a need to  know the percentage o f app licants  in  each job  

category.

12. S e lection  A u d it. Item 5

Have se le ctio n  ta rge ts  ( in  
terms o f goals, numbers, or 
percentages) been set?

Responses to  S election  A u d it, Item 5, given by respondents a t  

the regional and d is t r ic t  lev e ls  are presented in  Table 28. A ll ROS 

sta ted  th a t targe ts  had been s e t. The minimum acceptable leve l o f 

m in o rity  representatio n  in  a d is t r ic t  o f f ic e  would be based upon the  

population composition o f  the community in  which i t  was located .

13. Selection  A u d it, Item 6

I f  se lectio n  ta rg e ts  are not 
met, do you have a system o f  
reporting  th a t w i l l  explain  
why?

Table 29 contains response data fo r  S election  A u d it, Item 6.

The ROS reached consensus as to the existence o f a reporting  mechanism 

to  exp la in  why A ffirm a tiv e  Action ta rge ts  were not met. Tw enty-eight
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Regional Office 
Supervisors 

» Yes DK No

D is tr ic t O ffice  
Representatives* 

# Yes DK No

Percent 27 0 73"

Percent 80 0 20 '

Percent 4o 0 60 '

Regional Office  
Supervisors 

# Yes DK No

Statewide Percent for Regional O ffice Supervisors 
Statewide Percent for D is tr ic t O ffice Representatives

D is tric t Office  
Representatives* 

# Yes DK No

Percent 40 20 40 '

Percent 20 20 60 ~

T^ercent 33 0 67

- 57 Don't Know -  14 No -  28 
Don't Know -  15 No -  49

Representatives Include D is tric t O ffice Supervisors and Assistant D is tric t

a -  Denotes the response of the Assistant D is tr ic t Supervisors
UK *  Don't Know



Responses to Action Checklist Selection Audit Item 5
Have Selection Targets Been Set?

Regional O ffice  
Supervisors 

» Yes DK No

D is tric t Office 
Representatives* 

# Yes OK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 

# Yes DK No

Percent 55 57 T5~ 
 1 X------------------

Percent 60 0 40

Percent 60 0 40 '

Percent 6? 0 33

Statewide Percent fo r Regional O ffice Supervisors 
Statewide Percent fo r D is tric t O ffice Representatives

Yes -  100 Don't Know -  0 No -  0 
Yes -  67 Don't Know -  8 No -  26

♦D is tric t Office Representatives Include D is tric t O ffice Supervisors and Assistant D istric t 
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors 
DK '  Don't Know



. I f  Selection Targets Are Not Met. J f^ ^ J lt l iS ^ r h a t  W ill Explain Why?

Regional Office  
Supervisors 

# Yes DK No

- n r

D is tric t Office  
Representatives* 

# Yes DK No

Percent 64 9 27 '

Percent 80 20 0

Percent 40 40 20 '

Regional Office  
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 

# Yes DK No

Percent 60 0 40 '

Percent 100 D 5~

Percent 100 0 0

Statewide Percent for Regional Office Supervisors 
Statewide Percent for D is tric t O ffice Representatives Yes -  100 Don't Know -  0 N o - 0 

Yes -  72 Don't Know -  10 No -  18

*slperîis^?s"^"® Representatives include D is tric t Office Supervisors and Assistant D is tric t

D K " - ° ^ n 'f  k5ow the Assistant D is tric t Supervisors
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(72%) o f the 39 DOS representatives  responded "Yes, there  is  a system." 

The lev e l o f d is t r ic t  support given S election  A u d it, Item 6 , is 13% 

less than th a t support given a s im ila r  question on Table 3.

B. Perceptions from In te rv ie w  Q uestionnaire, Item 4

1. A ffirm a tiv e  Action has created  
recruitm ent problems.

A ll ROS supported the existence o f  recruitm ent problems. Repre­

s en ta tiv e  comments accompanying responses to  In te rv iew  Q uestionnaire, 

Item 4 , may be c la s s ifie d  p a r t ia l ly  to the non-responsiveness o f the 

C iv il  Service personnel system to  the immediate screening and pro­

cessing needs o f the re c ru itin g  agency. (See Table 30)

The m a jo rity  (72%) o f the DOS representatives  supported the  

existence o f recruitm ent problems as they responded to the agency's 

A ffirm a tiv e  Action Program. Seventeen (26%) o f the 39 DOS represen­

ta t iv e s  interviewed sta ted  they had l i t t l e  or no involvement in  the  

re c ru itin g  process. They based th e ir  responses to In te rv iew  Question­

n a ire , Item 4 , upon th e ir  perceptions o f  o ther supervisors' recruitm ent 

e f fo r t s .

The 2 A ssis tan t Personnel D irecto rs  interview ed supported the  

existence o f recru itm ent problems as they attempted to respond to the  

agency's personnel needs. Statements made in  response to In te rv iew  

Q uestionnaire, Item 4 , by the A ssis tan t Personnel D irecto rs  suggested 

an abundance o f po te n tia l employee s ta f f  a t the entry  le v e l.  The 

problem appears to  be re la te d  to recru itm ent fo r  higher leve l p os itions .
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The m a jo rity  o f the counselors who responded to  In te rv ie w  Ques­

tio n n a ire , Item 4 , re p lie d  "Disagree" in response to the statem ent 

th a t A ffirm a tiv e  Action had created recruitm ent problems.

Table 31 presents a comparison o f the respondents in  each posi­

tio n  category to In te rv ie w  Q uestionnaire, Item 4. The comparison is  

made on the basis o f summary percentages obtained from Table 30.

Table 31

Comparison o f Respondents in Each Position Category 
to In te rv iew  Q uestionnaire, Item 6

Position Agree Undecided Disagree

Regional O ffic e  Supervisors 100 0 0

D is t r ic t  O ffic e  Supervisors 71 3 26

A ssis tan t D is t r ic t  Supervisors 80 0 20

Counselors 37 6 57

Total Respondents 61 3 36

An analysis  o f Table 31 suggests ROS tended to id e n t ify  more 

c lo s e ly  w ith  the problem aspect o f recru itm ent fo r  A ffirm a tiv e  Action  

than the lower lev e ls  o f the bureaucracy.

Hypothesis 4. Summary Review

The A ffirm a tiv e  Action Program has m odified the C iv il  
Service employment s e le c tio n  process to improve employ­
ment p ractices .
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The perceptions o f  VRS managers as they responded to the Action  

C h ecklist instrument and the In te rv ie w  Questionnaire supported the  

need fo r  a personnel system th a t w i l l  be responsive to id e n tif ie d  

agency needs. The ROS re ca lle d  the u t i l i z a t io n  o f provisional appoin t­

ments, the band system, the ru le  o f three  plus one, the la te  exam, and 

the second ro s te r as but a few examples o f attem pts made to in fluence  

the C iv il  Service System. The la s tin g  e ffe c ts  o f these and other 

changes may be dependent to some extent upon the outcome o f p o li t ic a l  

bodies, such as the Crim Commission.

The e lim ina tion  o f the Human Services 07 Exam was perceived as a 

step in the r ig h t d ire c tio n  by the m a jo r ity  o f VRS managers. A p p li­

cants who met minimum educational requirements were given a passing 

score o f  70. The problem o f screening masses o f  app licants  w ith  

scores o f 70 is  s t i l l  to be surmounted.

The coding o f the C iv il  S ervice re g is te rs  is  a change th a t should 

make more inform ation a v a ila b le  to the manager. The managers use o f  

th is  inform ation w ill  determine whether i t  becomes a favorab le  or 

unfavorable personnel se le ctio n  to o l.

The in v e s tig a to r fe e ls  th a t i t  is  too soon to e ith e r  accept or 

re je c t  the in fluence o f the A ffirm a tiv e  Action Program on the C iv il  

Service Selection  process. Some procedural changes were attempted  

which supported the d ire c tio n  expressed by the hypothesis.

Hypothesis 5. The A ffirm a tiv e  Action Program has improved 
promotional p o te n tia l ra tin g s  fo r  m in o rit ie s .
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A. Perceptions from Action C hecklist

1. Promotions P o lic ies  A u d it, Item 2

Are m in o rities  a fforded the same 
p o te n tia l career paths as w hite  
males in your organization?

Table 32 contains a l i s t  o f responses to  Promotion P o lic ies  A u d it, 

Item 2 , given by Regional O ffic e  Supervisors (ROS), th e ir  respective  

D is tr ic t  O ffic e  Supervisors (DOS), and/or DOS representatives  included  

in  th e ir  regions. Summary response percentages are given fo r  the  

d is t r ic ts  in  each reg ion , as w ell as, statew ide percentages fo r  both 

ROS and DOS represen tatives.

The response data in  Table 32 in d ic a te  th a t a l l  ROS responded 

"Yes" to  Promotion P o lic ies  A u d it, Item 2. Th irty -tw o  (83%) o f the 

39 DOS representatives  supported the response given by the ROS. The 

most frequent comment accompanying the response to Promotion P o lic ies  

A u d it, Item 2 , was "Now they are a fforded the same p o te n tia l career 

paths as w hite  m ales." The managers interview ed s ta ted  th a t " in  some 

instances" m inority  employees are afforded  b e tte r  career opportun ities  

than w hite males in  VRS.

2. Promotion P o lic ies  A u d it. Item 3

Have you developed ta rg e ts  fo r  the  
proportion o f m in o ritie s  in  each job  
category and done manpower planning  
fo r  the next 5 (4 ,  3 , 2 , 1) yea r(s )?

An analysis  o f Table 33 ind ica tes  6 o f the 7 ROS supported the  

existence o f ta rge ts  fo r  the proportion o f m in o rities  in  each job cate ­

gory. Manpower planning was g en era lly  completed fo r  a two year time  

period . The DOS representatives  did not reach a consensus to e ith e r
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Responses to Action Checklist Promotion Policies Audit Item 2
Are Minorities Afforded the Same Potential Career Paths as White Males?

Regional O ffice 
Supervisors 
I Yes DK No

D is tric t O ffice 
Representatives* 

# Yes DK No

Regional Office 
Supervisors , 

# Yes DK No

D is tric t Office 
Representatives* 

i  Yes DK No

Percent ?3 0 27

Percent 100 0 0

Percent 80 0 20~~

Percent 100 0 0

Percent 60 0 AO

Statewide Percent fo r Regional Office Supervisors 
Statewide Percent fo r D is tric t Office Representatives

*01s tr ic t  Office Representatives Include D is tric t O ffice Supervisors and Assistant D is tric t
Supervisors

a -  Denotes the response of the Assistant D is tr ic t  Supervisors
DK •  Don't Know



Responses to Action Checklist Promotion Policies Audit Item 3 
Have You Developed Targets for the Proportion of Minorities in Each Job Category and Done Manpower Planning?

Regional Office  
Supervisors 

# Yes DK No

D is tric t Office 
Representatives* 

# Yes DK No

Regional Office 
Supervisors 

# Yes DK No

D is tric t Office 
Representatives 

# Yes DK No

1 X 1 X 
la  X
2 X 
2a X
3 X
3a X
4 X
5 X

K ® X

4 X 1 X 
la X
2 X

?  X '
Percent 80 20 0

6 X

Percent 36 l8 46 Percent 60 0 40
T  X........................... 1 X

2 X
3 X
4 X 

T 5 X

6 X

1 X ‘
Percent 33 0 67

7 X
2 X
3 X
4 X

Percent 60 0 40
S X 1 X

2 X
3 X 

5 X
Percent 80 0 20

Percent 60 0 40

Statewide Percent for Regional Office Supervisors 
Statewide Percent for D is tric t O ffice Representatives

♦D istric t Office Representatives include D is tric t O ffice Supervisors and Assistant D is tric t  
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors
DK •  Don't Know



support (56% of the DOS respondents) o r r e je c t  (36% o f the DOS respon­

dents) the major pos ition  taken by the ROS.

3. Promotion P o lic ies  A u d it. Item 4

Do you have a system (such as an 
assessment center or a career 
development program) fo r  id e n t i­
fy ing  q u a lif ie d  m inority  personnel 
w ith in  VRS?

Table 34 ind ica tes  a l l  ROS sta ted  th a t a veh ic le  exis ted  to  

id e n t ify  q u a lif ie d  m inority  personnel w ith in  VRS. Eighty-tw o percent 

o f the DOS representatives  supported the p os ition  taken by the ROS.

The agency's career development program was designated as the v eh ic le  

fo r  non-m inority and m inority  personnel. The DOS sta ted  th a t promo­

tio n a l p o te n tia l ra tings  and career a sp ira tio n  plans were completed 

fo r  a l l  in te res te d  s ta f f  in  the professional category.

4. Promotion P o lic ie s  A u d it, Item 5

Are your annual performance, 
appraisals  r a c ia l ly  unbiased?

Table 35 ind icates  th a t a l l  ROS and 37 o f the 39 DOS representa­

tiv e s  s ta ted  th a t annual performance appraisals  were r a c ia lly  unbiased. 

Comments accompanying the responses given by some DOS suggest annual 

performance appraisals  are biased in  favor of m inority  and to  a lesser  

exten t female employees. The in v e s tig a to r  did not f in d  substan tia l 

data to  support the opinion expressed by a m inority  percentage o f the  

DOS.

5. P eriod ic  Program Review, Item 1

Does the action  plan adm in is tra to r  
rece ive  p eriod ic  reports  on the 
status o f recru itm ent, s e le c t io n ,  
and promotional e ffo rts ?
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Responses to Action Checklist Promotion Policies Audit Item 5
Are Your Annual Performance Appraisals Racially Unbiased?

Regional Office D is tric t Office Regional Office D is tric t Office
Supervisors Representatives^ Supervisors Représentatives^

# Yes DK No # Yes DK No # Yes DK No # Yes DK No

1 X 1 X 4 X 1 X
la X la X
2 X 2 X
2a X
3 X 3 X
3a X Percent 100 0 0

5 X “  ............ . 1 X
2 X
3 X
4 X
5 X

Percent lOO Ù 0 Percent 100 0 0
? " X 6 X --------------- 1 X

2 X 2 X
3 X 3 X
4 X Percent 33 33 34

y X
Percent 100 0 Û

3 X

4 X Percent 100 0 0
5 X

Percent 80 Ô 2Ô

Statewide Percent for Regional Office Supervisors 
Statewide Percent for D is tric t Office Representatives

♦D istric t O ffice Representatives include D is tric t Office Supervisors and Assistant D is tric t
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors
DK « Don't Know
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An analysis  o f Table 36 ind ica tes  consensus was reached a t the  

regional and d is t r ic t  leve l which supported the existence o f period ic  

w ritte n  reports fo r  the purpose o f monitoring recru itm ant, s e le c t io n ,  

and promotional e ffo r ts  o f m in o rities  and females. Managers expressed 

some concern about th e ir  a b i l i t y  to id e n t ify ,  r e c r u i t ,  s e le c t , and/or 

promote q u a lif ie d  m inority  personnel.

6. P eriodic Program Review, Item 2

Does the action  plan adm in is tra to r  
(do you) meet p e r io d ic a lly  w ith  
m in o rities  who have been re ce n tly  
re cru ite d  or promoted to determine  
th e ir  fee lings?

Table 37 contains response data to  Periodic Program Review, Item

2. The m a jo rity  of the respondents indicated th a t period ic  meetings 

were held a t  the d is t r ic t  leve l fo r  a l l  newly re cru ite d  and promoted 

s ta f f .  E x it In terview s were more commonly id e n tif ie d  in  connection 

w ith m inority  personnel. The E x it In terview s genera lly  involved  

supervisors above the d is t r ic t  le v e l.  No c le a r  consensus was reached, 

a t e ith e r  the regional or d is t r ic t  le v e l,  which supported Periodic  

Program Review, Item 2 , as an estab lished  procedure.

7. Periodic Program Review, Item  3

Does the action  plan adm in is tra to r  
meet fre q u e n tly  (sem i-annually  a t 
le a s t) w ith  top management to  
b r ie f  them on the progress to date?

Table 38 ind ica tes  th a t a l l  ROS support the existence o f period ic  

meetings to b r ie f  top managment on A ffirm a tiv e  Action progress to  

date. The m a jo rity  (69%) o f the DOS representatives  had knowledge 

which supported the stance taken by the ROS. Eleven (28%) o f the 39
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Responses to Action Checklist Periodic Program Review Item 3 
Doei the Action Plan Administrator Meet Frequently With Top Management to B rief Them on the Progress to Date?

Regional Office 
Supervisors 

» Yes DK No

D is tric t Office 
Representatives* 

# Yes DK No

Regional Office  
Supervisors 

< Yes DK No

D is tric t Office 
Representatives* 

ÿ Yes DK No

T~ir Percent Sz 18 ü~

Percent 100 0 5~

Percent 60 40 0

Percent 80 20 0

Percent 67 0 33~

Statewide Percent for Regional Office Supervisors
Statewide Percent for D is tric t Office Representatives

*D 1strict O ffice Representatives Include D is tric t Office Supervisors and Assistant D is tric t  
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors 
DK « Don't Know
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DOS represen tatives  responded "D on't Know" to  P eriod ic  Program Review, 

Item 3.

B. Perceptions from In te rv iew  Questionnaires

1. In te rv iew  Q uestionnaire Instrum ent, Item 7

A g re a te r proportion o f m in o rities  
are being promoted.

Table 39 ind ica tes  th a t 6 o f the 7 ROS sta ted  th a t a g re ater pro­

portion  o f m in o rities  are now rece iving  promotions than in  any s in g le  

period preceding A ffirm a tiv e  Action. Tw enty-eight o f the DOS repre­

sen tatives  expressed a s im ila r  opinion. The m a jo rity  o f the counselors 

s ta ted  th a t a g re a te r proportion o f m in o rities  were not being promoted. 

Statewide summary percentages in d ica te  increasing agreement to In te r ­

view Q uestionnaire, Item 7, as one proceeds from counselor to  regional 

o ff ic e  le v e l.  The comments accompanying responses to In te rv iew  Ques­

tio n n a ire , Item 7, remained somewhat consis tent throughout, "The 

agency has moved from close to zero (promotions) to a few ."

Comparison o f responses given by ROS, DOS rep res en ta tiv e s , and 

counselors are presented in  Table 40. There appears to  be no d ire c t  

re la tio n s h ip  between p os ition  category and agreement or disagreement 

w ith  In te rv iew  Q uestionnaire, Item 7. However, the g re a tes t support 

fo r  In te rv ie w  Questionnaire Items continues to  come from the regional 

le v e l.  The counselor leve l continues to  express the le a s t support 

fo r  In te rv ie w  Questionnaire Item s.
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Table  40

Comparison o f Respondents in Each Position  Category 
to In te rv iew  Q uestionnaire, Item 7

Position Agree Undecided Disagree

Regional O ffic e  Supervisors 86 0 14

D is t r ic t  O ffic e  Supervisors 71 5 24

A ssis tan t D is t r ic t  Supervisors 80 0 20

Counselors 27 0 73

Total Respondents 55 3 42

C. Actual Data from Personnel F iles

Percentage o f promotions received  
by VRS m in o rity  personnel from 
1963 to 1973.

Figure 8 g ra p h ica lly  presents the percentage o f promotions re ­

ceived by VRS m in o rity  personnel from 1963 to 1973. Analysis o f the 

data in  Figure 8 in d ic a te  th a t the g re a tes t percentage o f promotions 

were given to m inority  personnel in 1972. A ffirm a tiv e  Action was 

implemented in 1972. The 1973 decrease in the percentage of m inority  

promotions supports to a l im ite d  exten t the opinion expressed by most 

counselors and a few DOS th a t A ffirm a tiv e  Action fo r  m in o rities  is  

no longer a p r io r i ty .
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Hypothesis 5. Summary Review

The A ffirm a tiv e  Action Program has improved
promotional p o te n tia l ra tin g s  fo r  m in o rit ie s .

Regional and D is t r ic t  O ffic e  Supervisors perceived m in o rities  to  

presently  (1972-1973) have the same p o te n tia l career paths as w hite  

males in  VRS. Six (86%) o f the 7 ROS supported the existence o f es­

tab lished  targets  or goals fo r  m inority  representation  w ith in  each 

job category. The DOS did not support the perceptions o f the ROS ma­

jo r i t y .  The DOS took exception to the phrase, by job category.

VRS appears to have developed in  the afterm ath o f A ffirm a tiv e  

Action a system to id e n tify  q u a lif ie d  personnel fo r  career development 

and advancement. This system is  used to id e n tify  and determine t r a in ­

ing needs fo r  q u a lif ie d  m in o rities  w ith in  the agency. Promotional 

P oten tia l Ratings are completed by DOS fo r  th e ir  employees. These 

ra tings  are perceived as unbiased by regional and d is t r ic t  managers. 

F i f t y - f iv e  percent o f a l l  respondents, which included 86% o f the ROS, 

71% o f the DOS, 80% o f the A ssis tan t DOS, and 27% o f the Counselors, 

perceived th a t a g reater proportion o f m in o rities  were being promoted 

during 1972-1973 than during any s in g le  year from 1963 to 1971.

F igure 8 suggests th a t the  percentage o f promotions received by 

m in o rities  increased to i t s  highest lev e l in  1972. The 1972 leve l fo r  

m inority  promotions represented a 15% increase over the 4% leve l o f

1971. However, the leve l o f promotions a tta in ed  in 1972 was not 

maintained in  1973.

The increase in  the proportion o f m inority  personnel was s u f f i ­

c ie n t to accept Hypothesis 5. M in o ritie s  comprise approxim ately 10%
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o f the  to ta l  s ta f f  and obtained approxim ately 19% o f the to ta l promo­

tions in  1972. The g re ater percentage o f promotions received by 

m in o rities  were to C iv il  Service positions c la s s ifie d  a t lev e l 10 and 

below. The percentage loss reported in  Figure 8 fo r  1973 im plies th a t  

acceptance of Hypothesis 5 is  appropriate  only fo r  the time period

1972.

Hypothesis 6. The A ffirm a tiv e  Action Program has increased the
frequency o f employee complaints regarding d is c r im i­
n a tion .

A. Perceptions from Action C hecklist

1. Promotion P o lic ies  A ud it, Item 6

Does a m inority  person who does not 
fe e l he/she is  being promoted ra p id ly  
enough have an appeal procedure w ith  
h is /h e r  supervisor?

Table 41 ind ica tes  a l l  respondents interview ed a t the regional 

and d is t r ic t  leve l supported the existence o f an estab lished  procedure 

to appeal decisions regarding promotions. The procedure was id e n ti­

f ie d  as p a rt of the C iv il  Service Process fo r  Grievances. Cements 

by managers a t the d is t r ic t  and regional leve ls  suggest only lim ite d  

use o f th is  process by m inority  personnel.

2. Promotion P o lic ies  A u d it, Item 7

Does a m inority  person who does not 
fe e l th a t he/she is  being promoted 
ra p id ly  enough have an appeal proce­
dure w ith the action  plan adm in is tra tor?

Examination o f Table 42 ind icates  a l l  ROS re p lie d  "Yes" in  response 

to Promotion P o lic ies  A u d it, Item 7. T h ir ty -th re e  of the 39 DOS
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Responses to Action Checklist Promotion Policies Audit Item 7
Does a Minority Person Have an Appeal Procedure with the Action Plan Administrator?

Regional Office 
Supervisors 

« Yes DK No

D is tric t Office 
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9 Yes DK No

Regional Office 
Supervisors 

9 Yes DK No

D is tric t Office 
Representatives* 

9 Yes OK No

Percent 82 i  5~ Percent 100 0 0

Percent 100 0 0~

Percent 60 20 20

Percent 67 0 33

Percent 100 0 5~

Statewide Percent for Regional Office Supervisors
Statewide Percent fo r D is tric t Office Representatives

*D is tr ic t  O ffice Representatives include D is tric t O ffice Supervisors and Assistant D is tric t
Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors
DK = Don't Know
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respondents supported the position  taken by the ROS. Comments made 

by the 4 DOS respondents in d ica te  th e ir  "No" response was based on 

th e ir  perception th a t the question im plied a separate system from the  

veh ic le  (C iv i l  Service Grievance Procedure), id e n tif ie d  in response 

to Promotion P o lic ies  A u d it, Item 6. The in d iv id u a ls  designated as 

Action Plan Adm in istrator have t r a d it io n a lly  been included in  th a t 

appeal process.

3. A ttitu d e  A u d it, Item 1

Do you know the d ire c tio n  and 
strength o f the a ttitu d e s  held 
by w hite  male employees on the  
issue o f ra c ia l d iscrim ination?

Table 43 ind ica tes  th a t a l l  ROS re p lie d  "Yes, I am aware o f the 

d ire c tio n  and s trength o f the a ttitu d e s  held by w hite  male employees 

on the issue o f ra c ia l d is c r im in a tio n ."  T h ir ty  o f the 39 DOS repre­

sentatives  perceived they had knowledge of the a ttitu d e s  held by w hite  

male employees regarding d isc rim in atio n .

Managers comments a t d is t r ic t  and regional leve ls  described a 

continuum o f a ttitu d e s  which ranged from "white backlash" to "accep­

tance" o f the need fo r  c o rre c tiv e  action  due to past acts o f in ju s t ic e . 

Ten DOS sta ted  th a t there was a c e rta in  amount of in ju s t ic e  in the 

A ffirm a tiv e  Action Program. They a ttr ib u te d  the in ju s t ic e  to the fa c t  

th a t persons in  "power positions" preceding the implementation of 

A ffirm a tiv e  Action were the le a s t l ik e ly  to be retarded in  th e ir  pro­

fessiona l growth by the A ffirm a tiv e  Action Program.
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4. A ttitu d e  A u d it, Item 2

Do you know the d ire c tio n  and 
strength o f a ttitu d e s  held by 
m inority  employees on the issue 
of ra c ia l d iscrim ination?

Table 44 ind ica tes  5 o f the 7 ROS responded "Yes" to A ttitu d e  

A u d it, Item 2. A m a jo rity  (77%) o f the DOS representatives  supported 

the stance taken by 71% o f the ROS. The in v e s tig a to r  compared summary 

response percentages to A ttitu d e  A u d it, Item 1, to those obtained fo r  

A ttitu d e  A u d it, Item 2, presented in Tables 43 and 44, re sp e c tive ly . 

The comparison suggests managers a t the regional lev e l perceive them­

selves as possessing more knowledge o f w hite  male a tt itu d e s  than 

a ttitu d e s  held by m in o rity  employees. The DOS responded consis ten tly  

in  terms o f o v era ll summary response percentages to A ttitu d e  Audit 

Items 1 and 2.

5. A ttitu d e  A u d it. Item 3

Do you possess the behavioral 
science competence e ith e r  in -  
house or v ia  consulting  
arrangement to measure s a l ie n t  
a ttitu d e s ?

Examination o f Table 45 ind ica tes  5 (72%) o f the ROS responded 

"Yes" to A ttitu d e  A u d it, Item 3. One ROS was unaware o f the a v a ila ­

b i l i t y ,  e ith e r  in te rn a lly  or e x te rn a lly , o f behavioral science  

competence to measure s a l ie n t  a tt itu d e s . Consensus was reached a t  

the d is t r ic t  le v e l,  which supported the perceptions o f the ROS 

responding "Yes."

The DOS described very lim ite d  use o f behavioral science metho­

dology in connection w ith  the implementation o f the A ffirm a tiv e  Action
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Responses to Action Checklist Attitude Audit Item 2
Do You Know the Attitudes Held by Minority Employees on the Issue of Racial Discrimination?
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Responses to Action Checklist Attitude Audit Item 3
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Representatives* 
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Supervisors

a -  Denotes the response of the Assistant D is tric t Supervisors 
DK » Don't Know
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Program. Reference a t  th is  lev e l to the awarding o f "points" or the  

"holding o f positions" dependent upon the percentage of m inority  

representation  thought necessary, suggests a "token economy" fo r  the  

implementation of A ffirm a tiv e  Action.

6. A ttitu d e  A u d it. Item 4

Are you engaged in  a substan tia l 
a tt itu d e  change e f fo r t  through 
education, group discussion, and 
other behavioral science methods?

Table 46 ind ica tes  th a t 5 o f the 7 ROS sta ted  they were involved  

in  a s ubstan tia l a tt itu d e  change e f fo r t  through education, group 

discussion and other behavioral science methods. The supervisor in  

Regional O ffic e  2 expressed a need fo r  such involvement a t the d is t r ic t  

le v e l .

F if ty -n in e  percent of the DOS represen tatives  responded "Yes" to  

A ttitu d e  A ud it, Item 4. These 23 DOS representatives  s ta ted  th e ir  

involvement was a t the d is t r ic t  lev e l and the change e f fo r t  was in fo r ­

mal ra th e r than a form alized  s tru c tu re . E ight o f the 16 DOS repre­

sen tatives  who responded "No" to  Item 4 expressed a need fo r  such 

involvement a t the d is t r ic t  le v e l.

7. A ttitu d e  A u d it, Item 5

Do you possess organ ization  
change and development capa­
b i l i t i e s  and are you using 
them to reduce ra c ia l d is ­
crim ination?

Analysis o f Table 47 ind ica tes  a l l  ROS replied "Yes" to the double 

question in  A ttitu d e  A ud it, Item 5. Twenty-four o f the 39 DOS repre­

sen tatives  s ta ted  they possessed o rgan izationa l change and development
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c a p a b ilit ie s  and were using these s k i l ls  to  reduce ra c ia l d iscrim ina­

t io n . F ive o f the 14 DOS representatives  scored as "No" respondents, 

claimed possession o f o rgan izationa l change and development c a p a b ili­

t ie s .  These 5 respondents s ta ted  th a t i t  was no longer necessary to 

use these s k i l ls  to e lim in a te  d isc rim in a tio n .

B. Perceptions from In te rv iew  Q uestionnaire

1. In te rv ie w  Questionnaire Instrum ent, Item 3

A ffirm a tiv e  Action has increased  
managerial stress in  supervising  
employees.

Analysis o f Table 48 ind ica tes  th a t a l l  ROS supported the s ta te ­

ment th a t A ffirm a tiv e  Action increased managerial stress in  supervising  

employees. F o rty -s ix  percent o f the DOS representatives  f e l t  th a t the 

increase in  managerial stress was re la te d  to the A ffirm a tiv e  Action 

Program. Twenty o f the 30 counselors interview ed supported the posi­

tio n  taken by the ROS. The ir support o f In te rv ie w  Q uestionnaire,

Item 3, was based upon th e ir  involvement in ,  and/or knowledge o f ,  

formal and inform al complaints o f d isc rim in a tio n .

During the in terview s w ith  the A ssis tan t Personnel D ire c to rs , 

in form ation was obtained which supports an increase in complaints of 

d iscrim in ation  since the A ffirm a tiv e  Action Program was implemented.

The in v e s tig a to r  does not have w r it te n  documentation to  support the 

perceived increase reported by the "Yes" respondents to In te rv iew  

Q uestionnaire, Item 3. The in v e s tig a to r  has observed data documenting 

3 complaints o f d iscrim in atio n  occurring in  one region .
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Table 49 presents a summary comparison o f ROS, DOS, A ssis tant 

DOS, and counselors to  In te rv iew  Q uestionnaire, Item 3. The to ta l  

respondent percentage ind icates  the in a b i l i t y  o f these groups to  

reach a consensus to  e ith e r  accept or r e je c t  the re la tio n s h ip  between 

A ffirm a tiv e  Action and managerial s tress .

Table 49

Comparison o f Respondents in Each Position  Category 
to  In te rv iew  Q uestionnaire, Item 3

Position Agree Undecided Disagree

Regional O ffic e  Supervisors 100 0 0

D is t r ic t  O ffic e  Supervisors 47 0 53

A ssis tant D is t r ic t  Supervisors 40 0 60

Counselors 67 0 33

Total Respondents 59 0 41

Hypothesis 6. Summary Review

The A ffirm a tiv e  Action Program has increased the frequency 
of employee complaints regarding d isc rim in a tio n .

The ROS and DOS support the existence o f estab lished  procedures 

fo r  processing complaints o f d isc rim in a tio n . M inority  and non-m inority  

personnel, who do not fe e l th a t they are being promoted ra p id ly  enough, 

have an avenue fo r  appealing the decision w ith in  the C iv il  Service  

Grievance Procedures. The a v a i la b i l i t y  o f th is  procedure combined
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With the recent re-^emphasis pn C iv il  Rights has created a new aware­

ness o f problems a r is in g  from acts o f d is c rim in a tio n . There appears 

to have been an increase in  formal complaints o f  d is c rim in a tio n . An 

Assistant Personnel D ire cto r supported th is  statem ent. Counselors 

In terviewed provided ad d itio n a l support to the Increase In  complaints  

o f d isc rim in a tio n .

The ROS appeared to be more aware o f the d ire c tio n  and strength  

o f the a ttitu d e s  held by w hite male employees than those held by 

m inority  employees. The DOS representatives  portrayed the same leve l 

o f awareness fo r  m in o rity  and non-m inority  personnel.

The DOS, and to a lesser e x ten t, the ROS perceived they possessed 

behavioral science competence to measure s a lie n t  a tt itu d e s . Table 46 

Ind icates  only 59% o f the DOS representatives  used th e ir  behavioral 

science competence to gain "relaxed" acceptance fo r  the A ffirm a tiv e  

Action concept.

O rganization change and development c a p a b ilit ie s  were used by 

a l l  ROS and 29 o f the 39 DOS represen tatives  to reduce ra c ia l d is ­

c rim in a tio n . A ll ROS and 20 o f the 30 Counselors interview ed stated  

A ffirm a tiv e  Action had increased managerial stress in supervising  

employees. The in v e s tig a to r can o f fe r  no lo g ic a l explanation fo r  

th is  a ll ia n c e , although agreement was not common on other item s.

The A ssis tant Personnel D irecto rs  interview ed by th is  in v e s tig a to r  

re la te d  an Increase in  complaints regarding d is c r im in a tio n . These 

in d iv id u a ls  occupy positions which should g ive them knowledge o f and 

access to inform ation regarding complaints o f d is c rim in a tio n .
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The in v e s tig a to r  accepts, w ith  reserva tio n s . Hypothesis 6. The 

s u b je c tiv ity  o f the in v e s tig a to r 's  research data and the u n a v a ila b ility  

and/or in a c c e s s ib ility  o f h is to r ic a l records documenting an increase  

in  the frequency of d iscrim in ation  complaints are fac to rs  con trib u tin g  

to the "acceptance w ith  reservations" o f Hypothesis 6.
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Chapter 5

SUMMARY, DISCUSSION OF FINDINGS,
CONCLUSIONS, AND RECOMMENDATIONS

This chapter w i l l  provide a b r ie f  descrip tion  of the purposes and 

design o f th is  study, discuss the findings In re la tio n  to the problem 

in ve s tig a ted , present the conclusions and make b r ie f  reconmendations 

based upon the find ings o f th is  study.

Summary

The purposes o f th is  study were to : (1 ) examine one agency's

statew ide response to  C iv il  Rights le g is la t io n  in the area of employ­

ment; (2 ) make a comparison of agency personnel p ra c tic e s , pre and 

post A ffirm a tiv e  Action im plementation; (3 ) id e n tify  problems and 

suggest a lte rn a t iv e  s tra teg ie s  which may be of assistance to other 

s ta te  agencies in th e ir  on-going e f fo r t  o f A ffirm a tiv e  Action.

One Michigan s ta te  agency was inves tigated  in th is  study. Agency 

p a rtic ip a n ts  consisted of 2 A ssis tant Personnel D ire cto rs ; 46 Managers 

in  34 d is t r ic ts  and 7 regions; and 30 female and/or m inority  Counsel­

ors.

A m od ification  o f the Action C hecklist (S le v in , 1973) and an 

In te rv iew  Questionnaire were used to obtain inform ation during the 

f i e ld  interview s which addressed the hypotheses. Personnel records 

were reviewed fo r  actual data which would r e f le c t  agency personnel 

p ra c tic e s . The data were compiled in tables and graphs. I t  was then

134
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analyzed in  three ways:

A. Perceptions from Action C hecklist.
B. Perceptions from In te rv iew  Questionnaire.
C. Actual Data or Documentary Evidence from Personnel Records.

Based upon a summary review of the data , the In v e s tig a to r  stated  

whether each hypothesis was supported or not supported.

Discussion o f Findings

Hypothesis 1. Summary Review

The Vocational R e h a b ilita tio n  Service (VRS) A ffirm a tiv e  
Action Program has Increased the proportion o f m inority  
personnel employed In f u l l  time pos itions.

Although complete consensus and c la r i t y  of purpose were o ften ­

times absent, the perceptions of the managers In  response to the  

Action C hecklist and the In te rv iew  Q uestionnaire Items appeared to  

support Hypothesis 1. The actual data obtained from the personnel 

f i l e s  supported the perceptions o f the managers and to a lesser extent 

those o f the counselors, th a t the A ffirm a tiv e  Action Program had 

Increased the proportion o f m inority  In d iv id u a ls  occupying f u l l  time 

positions from January, 1972 to December, 1973. Hypothesis 1 was 

accepted w ith reserva tion . The reservation  was based upon the s ta t is ­

t ic a l  s ig n ific a n ce  o f the increased percentage (6%) o f m inority  repre­

sen tatio n .

Hypothesis 2. Sumnar.y Review

The VRS A ffirm a tiv e  Action Program has Increased the 
proportion o f female personnel occupying f u l l  time 
professional VRS pos itions .

Managers' perceptions tended to support the existence of Increased  

female representation  In professional pos itions . There appeared to  be
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more confusion as to  the agency's position  on A ffirm a tiv e  Action fo r  

women, then was expressed by the same respondents in  regards to m inori­

t ie s .  Nevertheless, female representation in the professional ranks 

increased by 14% in  1972. This represented the la rg e s t s in g le  increase  

in  any year during the time span of th is  study.

Hypothesis 3. Summary Review

The g re ater percentage o f m in o rities  remained a t C iv il  
Service leve l 10 and below.

Although VRS managers supported the existence o f the VRS po licy  

to a c t iv e ly  re c ru it  m in o rities  fo r  positions located a t a l l  leve ls  in  

the agency, s e lection  of m in o rities  fo r  positions continued to be a 

problem. The percentage of m in o rities  h ired  was perceived to  be a t 

le a s t as great as the percentage of m in o rities  on the C iv il  Service  

re g is te r . Managers perceived a change in the personnel p r o f i le  of 

VRS a t the counselor le v e l. The g re ater percentage (85%) o f m inority  

personnel remained a t C iv il  Service leve l 10 and below.

Hypothesis 4. Summary Review

The A ffirm a tiv e  Action Program has m odified the C iv il 
S ervice employment s e lection  process to improve 
employment p ra c tic e s .

This hypothesis was not supported. Some procedural changes had 

been attempted which supported the d ire c tio n  expressed in the hypothe­

s is . The e lim in a tio n  of the 07 exam, the crea tion  o f the band system, 

the ru le  o f three plus one, and the second ro s te r are but a few exam­

ples o f attempts to  modify the C iv il  Service employment se lection  

process. The e lim in a tio n  o f provisional h ir in g  and other temporary
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m odifications to the employment s e le c tio n  process were the basis fo r  

not supporting th is  hypothesis.

Hypothesis 5. Summary Review

The A ffirm a tiv e  Action Program has improved promotional 
po ten tia l ra tings fo r  m in o ritie s .

VRS managers perceived m in o rities  to p resently  (1972-1973) have 

the same p o te n tia l career paths as w hite  males in VRS. The percentage 

of promotions received by m in o rities  increased to its  highest leve l in  

1972. M inority  employees comprised approxim ately 10% o f the to ta l VRS 

s ta f f  in  1972 and received 19% of the promotions. Contrary to expected 

re s u lts , the leve l o f promotions a tta in ed  in 1972 was not maintained 

in  1973. The percentage loss in 1973 im plied th a t acceptance of 

Hypothesis 5 was appropriate  only fo r  1972.

Hypothesis 6. Summary Review

The A ffirm a tiv e  Action Program has increased the frequency 
of employee complaints regarding d isc rim in atio n .

Hypothesis 6 was accepted w ith  reservations. The A ssis tant Per­

sonnel D irectors and other respondents interview ed by the in ve s itg a to r  

re la te d  an increase in  complaints regarding d isc rim in a tio n . The 

Assistant Personnel D irecto rs  occupied positions which should have 

given them knowledge o f and access to inform ation regarding complaints 

of d iscrim in ation . The s u b je c tiv ity  o f the in v e s tig a to r 's  data and 

the in a c c e s s ib ility  and/or u n a v a ila b ility  o f h is to r ic a l records docu­

menting an increase in  the frequency o f d iscrim in ation  complaints are  

fac to rs  con tribu ting  to acceptance, w ith  reserva tions , o f Hypothesis 6.
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Conclusions

A ffirm a tiv e  Action a ffe c te d  the personnel p ractices  o f managers

w ith in  the s ta te  of M ichigan, Department of Education, Vocational

R e h a b ilita tio n  Serv ice . Hypotheses and conclusions:

1. The VRS A ffirm a tiv e  Action Program increased the proportion o f 

m inority  personnel employed in fu l l  time pos itions .

2. The VRS A ffirm a tiv e  Action Program increased the proportion of 

female personnel occupying fu l l  time professional VRS pos itions . 

Contrary to  the expected outcome, females (predom inantly w hite  

fem ales), have made s ubstan tia l gains in obta in ing  supervisory  

s ta f f  po s itio n s , although the A ffirm a tiv e  Action po licy  was not 

focused upon females.

3. The g re ater percentage o f m in o rities  remained a t C iv il  Service

leve l 10 and below. Some gains beyond th is  lev e l have been made 

( i . e . ,  m inority  males occupied 4 , 10% o f the 41 D is t r ic t  and 

Regional O ffic e  Supervisor positions in the F ie ld  Services Section  

o f VRS).

4. The A ffirm a tiv e  Action Program m odified the C iv il  Service employ­

ment se lection  process to improve employment p ra c tic e s . The data

ind icated  to the con tra ry. Changes in the s e lectio n  process were 

attempted. However, the tra d it io n a l system appeared to be only  

m inim ally changed.

5. The A ffirm a tiv e  Action Program improved the promotional p o te n tia l

ra tings  fo r  m in o rities  in 1972. M inority  employees received 19% 

of the promotions given in  1972, the year A ffirm a tiv e  Action was
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implemented. Data ind ica ted  acceptance was appropriate  fo r  only

1972, not 1973.

6. A ffirm a tiv e  Action increased the frequency o f employee complaints.

The in v e s tig a to r concluded th a t A ffirm a tiv e  Action a ffe c ted  the 

personnel practices  of managers in the s ta te  agency in ve s tig a ted . The 

most dramatic a f fe c t  appeared to occur in  1972 and resu lted  in greater 

changes in personnel composition than in  personnel p o lic ie s  and a t t i ­

tudes .

Of the respondents in te rview ed , the g re ater commitment to  VRS' 

A ffirm a tiv e  Action Program was verba lized  by managers occupying Region­

al O ffic e  Supervisor pos itio n s . These in d iv id u a ls  were perceived as 

making im portant contributions to the development and on-going opera­

tions of VRS' A ffirm a tiv e  Action Program. The D is t r ic t  O ffic e  

Supervisors verba lized  comments which could be categorized as compli­

ance re la te d . They perceived themselves as having minimal input in to  

the establishm ent o f A ffirm a tiv e  Action goals and ob je c tiv es . The 

females and m inority  counselors interview ed perceived management to  be 

only verb a lly  committed to A ffirm a tiv e  A ction.

Recommendations

In a most pragmatic sense, A ffirm a tiv e  Action appeared to a f fe c t  

the personnel practices  of managers w ith in  the s ta te  of Michigan, 

Department of Education, Vocational R e h a b ilita tio n  Serv ice . Dr. Peckham, 

Michigan's D irecto r of VRS u n til  March, 1974 (d ied  March, 1974), pro­

vided the i n i t i a l  d ire c tio n , coordination and supervision o f th a t
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agency's A ffirm a tiv e  Action Program. The re s p o n s ib ilit ie s  o f im ple­

menting the program were d iffu sed  throughout s ta te , re g io n a l, and 

d is t r ic t  leve ls  o f management. This d is tr ib u tio n  o f re s p o n s ib ilit ie s  

did not negate the fa c t th a t a u th o rity  regarding personnel practices  

continued to be vested in the C iv il  Service Personnel O ffic e . The 

Regional and S tate  O ffic e  Supervisors appeared to have the g re ates t 

a b i l i t y  to in fluence th is  personnel u n it.

There appeared to e x is t an overlap of functions w ith  managers a t 

the d is t r ic t ,  re g io n a l, and S ta te  O ffic e  lev e ls  involved in  the func­

tions o f personnel recru itm ent, s e le c t io n , e tc . A problem appeared 

to e x is t not so much in the overlapping o f func tions , but in the lack  

o f coordination among the involved p a rties  to resolve problem issues 

re la te d  to personnel p ractices .

The problems involved in provid ing women and m in o rities  w ith  more 

opportunity  appeared to f a l l  heav iest upon the VRS managers. Comments 

accompanying responses to the Action C h e c k lis t, A ttitu d e  A udit items 

suggest th a t there may be a need to work w ith  the a ttitu d e s  o f some 

agency managers.

S levin  (1973) suggests and the in v e s tig a to r  concurs th a t the  

immediate problems fo r  managers appear best to be answered by adopting 

a " to ta l systems" view of the problem. The flow  chart portrayed in  

Figure 9 i l lu s tr a te s  an action program th a t looks a t  the to ta l per­

sonnel system. The recru itm ent, s e le c t io n , tra in in g , and promotional 

process has a number of steps.

The personnel department authenticates  the need fo r  a d d itio n a l 

personnel as th is  need is f e l t  by each agency, and then asks, "Can
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Figure 9. Total Systems Approach to Personnel S election  

= Feedback loop
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th is  need be f i l l e d  from w ith in  the agency?" I f  "Yes" than a per­

sonnel team (composed o f a m in o rity , fem ale, and w hite  male, who have 

knowledge o f the p o s itio n 's  bona fid e  occupational requirements from 

peer/management perspective) should conduct a performance review and 

a p p ra is a l. The re su lts  o f which w i l l  determine the need fo r  manage­

ment tra in in g  p r io r  to promotion, immediate promotion, or the need to 

search fo r  personnel outside the organ ization . I f  the answer is  "No" 

the agency and personnel department coordinate search a c t iv i t ie s  in  

th e ir  respective  environments seeking po te n tia l workers who possess 

the c h a ra c te r is tic s  requ ired .

In the search process te s tin g  is used to ensure th a t minimum 

q u a lif ic a tio n s  o f the pos ition  are met. Where examinations are used 

as screening instrum ents, the v a l id i ty  and r e l i a b i l i t y  of the in s tru ­

ment should be such th a t (S ta h l, 1971) "m erit or achievement governs 

each in d iv id u a l's  s e le ctio n  and progress in the s e rv ic e ,"  not in c lu ­

sion in  a s p e c ific  ra c ia l group.

Once in d iv id u a ls  are selected  fo r  employment, they must be placed 

so th a t th e ir  c h a ra c te r is tic s  match the requirements of the positions  

th a t need ad d itio n a l manpower. (In a p p ro p ria te  placements can cause 

damage to any program.) M aintain ing persons (females and m in o ritie s ) 

in  the system necessitates provid ing adequate feedback regarding per­

formance, promotional o p p o rtu n ities , e tc .

VRS' A ffirm a tiv e  Action Program has i t s ' feedback loop (E x it  

in te rv ie w s ) a t a po in t in  the personnel process th a t appears to be 

somewhat in e f fe c t iv e  in m aintain ing m in o rities  and to  a les s er exten t
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females w ith in  the agency. Inform ation gained a t  th is  po in t genera lly  

has minimal u t i l i t y  in  m aintaining the e x it in g  employee and is  o ften ­

times not re ca lle d  as being a v a lid  concern u n til  a s im ila r  s itu a tio n  

is  reported. I t  is  suggested th a t feedback should:

1. be a continuous process.

2. occur a f te r  s e le c t io n , placement, promotion, e tc .

3. be used to co n stru ctiv e ly  evaluate the e x is tin g  system.

4. id e n tify  necessary changes to m aintain and/or develop a 

v iab le  personnel system th a t is  responsive to tw e n ty -f irs t  

century demands.

U t il iz a t io n  o f feedback in th is  manner necessitates continuous moni­

to rin g  of the A ffirm a tiv e  Action Program even a f te r  compliance standards 

have been reached.

The in v e s tig a to r suggests the need fo r:

1. more s p e c ific  w rit te n  d e f in it io n  of the missions and objec­

tiv es  o f A ffirm a tiv e  A ction.

2. m onitoring and reporting  o f s ta f f  composition by C iv il  Service  

C la s s ific a tio n  le v e l.

3. c la r i f ic a t io n  o f personnel a ttitu d e s  regarding A ffirm a tiv e  

Action.

4. more emphasis on the s p e c ific  b en efits  th a t can accrue as a 

re s u lt o f A ffirm a tiv e  A ction.

5. c la r i f ic a t io n  o f the non-discrim ination and p ro te c tive  clauses 

contained in  the 1972 C iv il  Rights G uidelines.
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A more in-depth study of VRS and other governmental agencies is thought 

necessary to  determine the e ffic a c y  and u t i l i t y  o f the in v e s tig a to r 's  

recommendations.

The use of two in te rv ie w e rs , one m inority  and one non-m inority , 

might be explored to determine the e ffe c t  on reported perceptions.

The in v e s tig a to r  suggests use o f period ic  time studies to determine 

changes in  A ffirm a tiv e  Action Program trends. E ffe c tiv e  programming 

is  p a r t ia l ly  based upon review and re c o n c ilia tio n  based upon program 

feedback.
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MICHIGAN 
DEPARTMENT OF EDUCATION 

VOCATIONAL REHABILITATION SERVICE

TO: S ta te , Region, D is t r ic t  Supervisors, Lloyd Chapman
B il l  Edmondson

FROM: R alf Peckham

SUBJECT: A ffirm a tiv e  Action DATE: October 9 , 1972

The C iv il  Rights Act is  a federal law which a l l  agencies using federal 
funds must c o n tra c tu a lly  agree to uphold both in  p r in c ip le  and in  
p ra c tic e . Recently, the agency's A ffirm a tiv e  Action Program fo r  
Equal Employment Opportunity was completed and introduced. This plan 
re fle c ts  our lega l requirements under the C iv il  Rights Act.

To fu l ly  carry out our re s p o n s ib ility  and o b lig a tio n  w ith regard to  
compliance, VRS must assure a po licy  o f equal opportun ities  w ith in  the 
agency. Moreover, i t  is  im portant th a t a l l  employees o f the agency be 
f u l ly  apprised of the agency's pos ition  and ob lig atio n  to  an e ffe c t iv e  
A ffirm a tiv e  Action Program.

We are requ iring  th a t each employee rece ive  his own copy of the A f f i r ­
mative Action Program and th a t a signed re c e ip t be kept on record in  
the loca l o ff ic e . We are provid ing each o ff ic e  w ith s u f f ic ie n t  copies 
and are requ iring  th a t supervisors assure th a t every employee and 
fu tu re  employee rece ive  a copy of th is  im portant statem ent. We expect 
100% d is tr ib u tio n  o f th is  document.

GT:mas

Attachments
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AFFIRMATIVE ACTION PROGRAM FOR 
EQUAL EMPLOYMENT OPPORTUNITY

STATE OF MICHIGAN 
DEPARTMENT OF EDUCATION 

VOCATIONAL REHABILITATION SERVICE 
1972

INTRODUCTION

This actio n  plan w i l l  deal w ith  po licy  of equal employment opportunity  
as i t  re la te s  to  in te rn a l personnel m atters (re cru itm e n t, h ir in g ,  
upgrading, employee complaints o f d is c rim in a tio n , e tc .)  of Vocational 
R e h a b ilita tio n  Services. At a la te r  d a te , sections w i l l  be added 
which w i l l  include c iv i l  r ig h ts  po licy  and procedural guidelines  
re la te d  to Vocational R e h a b ilita tio n  Services vendor compliance in  
services to  VRS c lie n ts ,  as w ell as acts of d iscrim in ation  against 
c lie n ts  who are seeking to complete the f in a l  phase of vocational 
re h a b ilita t io n  w ith  respect to employment.

I t  should be noted th a t in  add ition  to  the action plan o f Vocational 
R e h a b ilita tio n  Serv ices, the agency w i l l  also work cooperatively  w ith  
the Michigan C iv il  Rights Commission and the Federal O ffic e  fo r  C iv il  
Rights w ith  regard to implementing and monitoring not only th is  action  
plan as i t  re la te s  to  equal employment p ractices  but also w ith  regard 
to the agency's statem ent o f compliance to  the Federal C iv il  Rights 
Act as presented in  the Michigan S tate  Plan fo r  Vocational R e h a b ilita ­
t io n . The agency's coordinated e ffo r ts  w ith  Michigan C iv il  Rights 
Conmission w i l l  focus p a r t ic u la r ly  on the compliance review and 
m onitoring o f the vendors used by VRS. For th is  la t t e r  purpose the 
agency w i l l  exercise  re s p o n s ib ility  in c a llin g  to the a tte n tio n  o f the 
Michigan C iv il  Rights Commission those incidents  as w arrant th e ir  
compliance review fun c tio n .

A d d itio n a lly , i t  is understood th a t besides the agency's in te rn a l 
review and monitoring system of th is  action  p lan , the agency w i l l  also  
be reviewed on a t  le a s t an annual basis by the Federal O ffic e  fo r  
C iv il  Rights.

The Department of Education, Vocational R e h a b ilita tio n  S erv ice , hereby 
re a ffirm s  i t s  po licy  o f equal employment opportunity  and compliance to 
T i t le  V I I  o f the Federal C iv il  Rights A ct. To assure f u l l  implemen­
ta tio n  o f th is  p o lic y . Vocational R e h a b ilita tio n  Service operations  
sh all a c t a ff irm a t iv e ly  to :
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1. R e cru it, h ire  and promote fo r  a l l  job c la s s ific a t io n s  w ithout 
regard to race, creed, c o lo r, national o r ig in , sex or age except 
where sex or age is  a bona fid e  occupational q u a lif ic a t io n .

2. Base decisions on employment s o le ly  upon an in d iv id u a l's  q u a l i f i ­
cations fo r  the position  being f i l l e d  and in accordance w ith  
Michigan C iv il  Service ru les and reg u la tio n s .

3. Make promotional decisions based upon the q u a lif ic a tio n s  o f the 
in d iv id u a l ap p lican t as those q u a lif ic a tio n s  re la te d  to the 
requirements o f the position  fo r  which the ap p lican t is  being 
considered.

4 . Insure th a t a l l  agency personnel programs, including departmental 
sponsored t ra in in g , education, tu it io n  ass istance, social and 
re cre atio n al programs, w i l l  be taken or adm inistered w ithout 
regard to race , creed, c o lo r, national o r ig in , sex or age (except 
where sex or age is  a bona f id e  occupational q u a lif ic a t io n ) .

Vocational R e h a b ilita tio n  Services w i l l  conduct period ic  analyses o f 
a l l  personnel actions o f the agency to insure compliance w ith the 
above-mentioned p o lic ie s .

A N A L Y S I S

Vocational R e h a b ilita tio n  Services w i l l  conduct an analysis  wherein 
m inority  group representation  in  a l l  job categories w i l l  be evaluated, 
and the personnel procedures o f the responsible program segment w i l l  
be reviewed.

1. At le a s t on a q u a rte r ly  basis during work reviews between the 
Regional Supervisors and the D ire c to r, Regional Supervisors w i l l  
be requested to present data re la t iv e  to th e ir  plans o f and 
progress toward the recru itm ent and h ir in g  o f m inority  employees 
a t a l l  job lev e ls .

2. Improvements can be made in  said program by increasing our con­
tac ts  w ith  predominately Black colleges and a c t iv e ly  re c ru itin g  
through m inority  employment agencies who have a proven h is to ry  of 
placing m inority  app lic a n ts .

3. A more thorough review system o f m inority  employee backgrounds, 
q u a lif ic a tio n s  and p o te n tia ls  be devised to assure consideration  
to a l l  in d iv id u a ls  q u a lif ie d  fo r  promotions and fu tu re  openings 
by in d iv id u a lly  in te rv iew ing  each m inority  employee to  a s s is t him 
or her in estab lish in g  goals and methods o f obtain ing these growth 
goals.
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This analysis  and counseling o f m inority  employees sh all continue  
so th a t  as opportun ities  to upgrade come about, th is  A ffirm a tiv e  
Action Program shall be m eaningful. A s k i l l  bank o f m inority  
employee q u a lif ic a tio n s  and desires sh all be established fo r  
review by the Agency d ire c to r  or his designee as promotional 
opportun ities  occur. The s k i l l  bank w i l l  be reviewed p r io r  to  a 
s election  fo r  each promotional vacancy.

4. The agency tra in in g  supervisor w i l l  be provided data by the f ie ld
re la t iv e  to  the representation of m inority  employees in  a l l  agency
sponsored and supported tra in in g  programs. This data w i l l  be 
a v a ila b le  to the C iv il  Rights Committee fo r  analysis  and review.

5. Departmental sponsored T u itio n  Refund T ra in ing  Programs w i l l  con­
tinue to be based on the p r in c ip le  o f Equal O pportunity. The 
Agency w i ll  continue to counsel the m inority  employees o f the  
opportun ities  to be gained through ad d itio n a l education.

A F F I R M A T I V E  A C T I O N

1. Endeavor to achieve g re ater representation  in  the p ro fess io n a l, 
adm in is tra tive  and management pos itions .

a . A c tiv e ly  re c ru it  m inority  colleges and areas where q u a lif ie d  
m inority  applicants  are a v a ila b le .

(1 ) As a minimum o b je c tiv e  the agency w i l l  s tr iv e  toward 
representation  o f m inority  employees in  a l l  lev e ls  of 
s ta f f  in  each o f the agency's o ff ic e s  to a t le a s t the 
same degree as they are represented in the community 
in  which th e ir  work s ta tio n  is  located .

2. Vocational R e h a b ilita tio n  Services has a fu l l - t im e  C iv il  Rights 
Committee whose re s p o n s ib ilit ie s  are the fo llow ing :

a. To determine compliance w ith  app lic a b le  Federal and S tate  
regu la tions concerning lega l requirements on a n ti-d is c r im in a ­
tio n ; and to make recommendations to the D ire c to r to improve 
the Equal Employment O pportunity Program.

b. Provide tra in in g  to Agency Supervisors so th a t they w i l l ,  on
a scheduled basis , review fo r  equal representation  and employ­
ment opportun ities ;

(1 ) The community in  which the d is t r ic t  o ff ic e  is  loca ted , 
i t s  manpower resources, socia l c lim a te , e tc .
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(2 ) The manpower needs o f agency-used f a c i l i t i e s  and th e ir  
manpower planning program.

c. Upon request o f Agency d ire c to r , review and analyze p e rtin en t  
s ta t is t ic a l  data on personnel actions such as; employment, 
upgrading, demotion, tra n s fe r , recru itm ent, recruitm ent 
a d v e rtis in g , la y o ffs , te rm inations , rates o f pay, tra in in g , 
educational programs, and such other personnel actions as may 
be appropriate .

d. Upon request o f Agency d ire c to r , to  in ve s tig a te  and re ac t on 
complaints o f d iscrim in ato ry  p ractices  and to  recommend steps 
to avoid the re p e tit io n  o f such com plaints.

e . To in i t i a t e  and propose recommendations designed to a t t r a c t ,  
re ta in ,  and upgrade m in o rities  in the agency.

f .  To t ra in  supervisors to be abreast o f the community's needs 
through app lic a tio n  and func tion ing  in action groups and 
organizations designed to promote equal opportunity  fo r  
m in o ritie s .

During the course of in ve s tig a tin g  C iv il  Rights com plaints, the  
C iv il Rights Committee shall id e n tify  and be given clearance to 
review p e rtin e n t data in  the personnel fo lders  o f the ind iv idua ls  
under study and to work c lose ly  w ith a l l  facets o f personnel 
operations to  e f fe c t iv e ly  implement a l l  programs perta in in g  to  
Equal Employment O pportunity.

When reviewing C iv il  Rights matters the C iv il  Rights Committee 
s h a ll report d ir e c t ly  to the D ire c to r o f Vocational R e h a b ilita tio n  
Services and w ith  his d ire c tio n  and delegated a u th o rity  meet w ith  
a l l  lev e ls  o f management in the establishm ent and implementation 
o f A ffirm a tiv e  Action Programs. The C iv il  Rights Committee shall 
be responsible to review and analyze the progress in a l l  areas of 
m in o rity  employment and the reporting  o f d e fic ie n c ie s  to  the 
D ire c to r fo r  c o rrec tive  actio n .

A N N U A L  I N V E N T O R Y  OF  P R O G R E S S

In order to  assure th a t a ff irm a t iv e  action is  taken on those areas 
o u tlin e d  in  th is  program, an Annual Inventory o f Progress report w i ll  
be compiled by the C iv il  Rights Committee and w i l l  include the 
fo llo w in g :

1. Summary of goals and achievements.

2. Analysis o f why goals were or were not achieved.
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3. Restatement o f those goals or establishm ent o f revised goals.

4 . Statement o f newly id e n tif ie d  problem areas and suggested correc­
t iv e  measures.

5. Turnover study ( a l l  m inority  employees term inating  employment 
must have e x i t  in terview s w ith  supervisors w ith  reports of those 
in terview s submitted to the C iv il  Rights Committee.)

This program is e ffe c t iv e  fo rth w ith  under my personal supervision.
The problems have been id e n tif ie d  and the commitment has been made to 
a c t. I t  is  now up to everyone to extend his f u l le s t  cooperation to 
the program. This is  v i t a l l y  im portant i f  we are to  meet these 
im portant goals and make the term "A ffirm ative  Action" more meanging- 
f u l .

This program is  e ffe c t iv e  im m ediately.

APPROVED:

____________ Ju ly  27. 1972
R a lf A. Peckham
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S tate  of Michigan 
Department of Education 

Vocational R e h a b ilita tio n  Service

TO S ta te , Regional, and D is t r ic t  DATE October 12, 1972
O ffic e  Supervisors

FROM R alf A. Peckham

SUBJECT D e fin itio n s : C iv il  Rights Compliance Versus A ffirm a tiv e
Action

Several years ago, the a ttack  on d iscrim in ation  in the h ir in g  of 
m inority  candidates was in i t ia te d  v ia  the C iv il  Rights Act. S p e c ifi­
c a l ly ,  th is  was a passive piece o f le g is la t io n  which applied a sanction  
against a public  agency i f  a q u a lif ie d  m inority  candidate was re je c ted  
fo r  employment on the probable base of skin c o lo r, e thn ic  o r ig in , e tc . 
I f ,  a f te r  a number of years o f h ir in g  s ta f f  through the normal pro­
cesses, a given agency s t i l l  remained " l i l y  w h ite ,"  there was some 
assumption on the part of the C iv il  Rights Commission th a t a condition  
of de fac to  d iscrim in ation  must have occurred somewhere along the l in e .  
However, the basic th ru s t of the o r ig in a l C iv il  Rights Act is  one th a t 
permits p a ss iv ity  on the part of the employing agency and only gets 
tough when the employing agency seems to commit an overt d iscrim in ato ry  
act against an ind iv id u a l who has f in a l ly  knocked on i ts  employment 
door.

A ffirm a tiv e  Action is  a new le g is la t iv e  connotation in the ov era ll 
C iv il  Rights arena. The basic d iffe re n ce  in  A ffirm a tiv e  Action is  
th a t i t  requires in i t ia t o r y  action  ra th e r than p a s s iv ity  on the part 
of the employer. Under A ffirm a tiv e  A c tion , an employing agency cannot 
w ait fo r  C iv il  Service re g is te rs  to be la id  on the employer's desk so 
th a t he can pu ll o f f  a name of a m inority  candidate from among the top 
three  names, employ th a t person, and assume th a t he is  in conform ity  
w ith  the A ffirm a tiv e  Action Plan. He is  n o t. He is  merely behaving 
as though the A ffirm a tiv e  Action concept had never come in to  ex is tence, 
and he is  s t i l l  laboring under the delusion th a t compliance w ith  the 
o r ig in a l C iv il  Rights Act is  a l l  th a t is  requ ired . A ffirm a tiv e  Action  
means th a t you do not w a it fo r  the ap p lican t to come to you, but th a t  
ra th e r you go to  where the app lican t might be. You w i l l  not o rd in a r ily  
f in d  th a t app lican t ensconced in an appropriate  C iv il  Service re g is te r . 
A ffirm a tiv e  Action means you l i t e r a l l y  grab him by the hand; move him
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through an on-the-spo t C iv il  Service exam ination; and then run his  
cred e n tia ls  through the personnel process fo r  employment. During th is
past y ea r, the Michigan C iv il  Service Commission has made a number of
adjustments in  the C iv il  Service process so th a t agencies can skip by
w hite  males on the re g is te rs  in  order to  reach a m in o rity  person
fu r th e r  down the l i s t ,  and who may have ju s t  been q u a lif ie d  by an on- 
the-spot exam ination.

Please d is tin g u ish  between rou tine  C iv il  Rights compliance th a t is  
pa ss iv ity  o rien ted  as opposed to A ffirm a tiv e  Action which is  a c t iv i ty  
orien ted .

RAP/ng
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In te rv iew  Q uestionnaire Instrum ent 
Response Percentages to  Questions Not Reported in  Chapter 4

Items Agree Undecided Disagree

1. A ffirm a tiv e  Action has increased 
the proportion of m inority  
in d iv id u a ls  involved in  managerial 
positions.

2. A ffirm a tiv e  Action has increased 
the proportion o f females involved  
in  managerial pos itions .

3. A ffirm a tiv e  Action has increased  
managerial stress in supervising  
employees.

4. A ffirm a tiv e  Action has created  
recruitm ent problems.

5. A ffirm a tiv e  Action has created
delays in c lie n t  serv ices. 21 3 76

6. A ffirm a tiv e  Action has favorably  
changed the personnel p r o f i le  o f 
VRS.

7. A g reater proportion of m in o rities  
are being promoted.

8. A ffirm a tiv e  Action has created
morale problems. 68 2 30

9. A ffirm a tiv e  Action has improved 
the manpower resources u t i l iz e d
by VRS. 83 10 7

10. A ffirm a tiv e  Action in VRS, as 
you perceive i t ,  means c o rrec tive  
action  to create equal opportunity
fo r  a l l  app lican ts . 92 0 8

11. With respect to other social ser­
v ice  agencies, VR is  ahead in im­
plementing i ts  A ffirm a tiv e  Action
Program. 68 18 14
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Items Agree Undecided Disagree

12. With respect to p r iv a te  industry ,
VR is  ahead in implementing i ts
A ffirm a tiv e  Action Program. 34 42 24

13. What, i f  anything, is  the most b e n e fic ia l re s u lt o f VRS' current 
A ffirm a tiv e  Action Plan?

D is t r ic t  O ffic e  Representatives

1. A ffirm a tiv e  Action required th a t management take a look a t i ts  s ta f f  
development programs and c reate  appropriate  tra in in g  programs fo r  
agency personnel.

2. A ffirm a tiv e  Action has a t le a s t gotten more Blacks and women in  
the door of VRS.

3. A ffirm a tiv e  Action opened the doors to  a greater number of people, 
where I  th ink  they had been closed before A ffirm a tiv e  Action. When 
you have more people who are q u a lif ie d  to choose from, you should 
have a b e tte r  s ta f f .

4 . A ffirm a tiv e  Action has allowed the agency to r e c ru it  and place an
exceptional person w,\o happens to be a female or m in o rity .

5. The b iggest b e n e fit would be having a la rg e r  pool of people to draw 
from fo r  promotions. You would add, I  f e e l ,  a c erta in  amount o f 
strength to  the o rgan ization  through d iv e rs ity  of backgrounds, races, 
and sexes. I  th ink  i t  makes fo r  a stronger more r e a l i ty  oriented  
agency due to the fa c t  VRS recognizes th a t there is  more than one 
race or sex on the earth  and governs i t s e l f  accordingly.

6. I t  has created inroads to the management leve l fo r  the m inority  
candidates. I'm  not sure whether we've achieved any s ig n if ic a n t  
degree of success, simply due to the vacuum stage we have created  
over the past number of years w ith in  our agency. I th ink  we are  
try in g .

7. A ffirm a tiv e  Action is  going to provide fo r  a f a i r  and equ itab le  
exchange in  employment and in  the d is tr ib u tio n  of q u a lif ie d  in d i­
v idu als .

8 . A ffirm a tiv e  Action has resu lted  in much more equal opportunity  when
the adm in is tra tion  t e l ls  us to "look a t your o f f ic e ,  you don 't have
any women or any B lacks." I t  makes me wonder who has been doing the 
h ir in g  fo r  the la s t  20 years , I haven 't been. I t  was them (the  
a d m in is tra tio n ). I  th ink  i ts  a debt th a t has to be paid . P articu ­
la r ly  w ith women, we've lo s t  out on p o te n tia l management and support 
s ta f f  p o s s ib i l i t ie s .  Many women never got pass the in te rv iew .
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9. A ffirm a tiv e  Action is  re a lity -o r ie n te d  and thus enables the agency 
to have the competency to deal w ith  the community problems.

10. I t  keeps the C iv il  Rights Commission o f f  your back. I guess i t  
demonstrates a p o s itive  image to m in o rities  who are our c lie n ts .
I th ink  because i t  was mandated iriy f i r s t  answer is  most accurate.

Regional O ffic e  Supervisors

1. I  b e lie ve  th a t A ffirm a tiv e  Action has b e tte r  q u a lif ie d  our services  
not only to  m inority  c lie n ts  but to our general serv ice  population.
I t  has brought about increased s e n s it iv ity  in working w ith  c lie n te le .  
This a lso would be true  in terms of s ta f f  a ttitu d e s  and s ta f f  
fee lin g s  re la te d  to a question asked e a r l ie r .  I fe e l A ffirm a tiv e  
Action has improved s ta f f  a ttitu d e s  and s ta f f  fe e lin g s .

2. For me in th is  region (now when we are seeking cand ida tes), we are  
close to the time when we can enjoy the luxury of looking a t people 
as in d iv id u a ls  and h ir in g  them on th e ir  m erits . We've moved beyond 
the po in t where we've hired only w hite males.

3. I t  h ig h lig h ts  the problem in  which many people were completely  
unaware. I t  h igh ligh ts  the fa c t  th a t there are resources which
we can i l l  a ffo rd  to not u t i l i z e .  I  think i t  might be even making 
a few C hris tians  out o f a few people.

4. The m inority  and female person, who has the p o te n tia l to be a 
manager or take the re s p o n s ib ility  of management, is  given the 
opportunity  to  a v a il themselves of th is  agency's program. They 
can bu ild  upon i t  along w ith  management, thus moving q u a lif ie d  
in d iv id u a ls  in to  management. We have to avo id , o f course ra th e r  
race , creed, or co lo r are involved in i t .

1. Affirm ative Action enabled management to  re c r u it  and place exceptional 
in d iv id u a ls .

2. More Blacks and women have obtained some entry  lev e l professional 
and lower leve l positions.

3. The agency has d iscrim inated fo r  a large  number o f years against
women and more s p e c if ic a lly  against m in o ritie s . Now women and
m in o rities  are being employed. A few women and m in o rities  are
being promoted.

4. The most b e n e fic ia l re s u lt is  the a tt itu d e  th a t management professes
regarding recru itm ent, s e le c tio n , promotion, t ra in in g , e tc . of 
females.
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5. I 'v e  not seen b e n e fic ia l re s u lts , but more sub tle  d isc rim in a tio n .

6 . We've always had A ffirm a tiv e  Action . I t  never worked outside
County.

7. I t ' s  given women more opportunity  to  advance in to  s ta f f  positions  
and A ssis tant D is t r ic t  O ffic e  Supervisor po s itio n s .

Item  14. What change, i f  any, would you make to make A ffirm a tiv e  
Action more e ffe c tiv e ?

D is t r ic t  O ffic e  Representatives

1. There is  a lack o f q u a lif ie d  in d iv id u a ls  in  c e rta in  geographic 
loca tions . This created a problem fo r  A ffirm a tiv e  A ction. There 
needs to be a b e tte r  way to  d is tr ib u te  the knowledge o f in d iv id u a ls  
or applicants (who are m in o rit ie s ) th a t are in te res te d  in VR 
employment. This inform ation would be of great assistance.

2. None.

3. There should have been input from the DOS and community ra th e r  
than have an a rb it ra ry  percentage placed on the d is t r ic t  by the 
region . A ffirm a tiv e  Action should include disabled in d iv id u a ls .

4. One o f the enormous stumbling blocks has been our desire  to imple­
ment, to go out and r e c r u i t ,  a f te r  id e n t if ic a t io n  to place q u a lif ie d  
candidates. We fin d  ourselves boggled down by a C iv il  Service  
system which forced us to lose or disenchant the candidates because 
of the bureaucratic  red tape. There was a commitment on the part
o f our s ta f f .  The change needed in C iv il  Service was the b iggest 
problem.

5. We need to set longer range goals, demand higher c a lib e r  m in o ritie s .
We should have one standard fo r  promotions and fo r  new h ire s . I
would re c ru it  a t the sen ior co llege  le v e ls . Long range e f fo r t  
instead o f changing the agency over n ig h t. I would be more concerned 
w ith new h ires than worry about promoting m in o rities  already in the 
o rgan ization . I th ink  i n i t i a l l y  i t  was a poor response in terms of 
the q u a lity  of the people obtained. Things are improving. True,
in the past, the agency h ired  incompetent w hites. Two wrongs d o n 't 
make a r ig h t.

6 . We need b e tte r  recruitm ent from some of the sources you mentioned.
We need b e tte r  coordination among the to ta l process.

7. We need to change the C iv il  Service employment system to make i t  
more responsive to agency needs. I t  takes too long to get people 
in to  the bureaucratic  system.
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8. The obvious change, there is  the consternation o f the plan i t s e l f  
in  having to work in the C iv il  Service System. I t  places some 
real re s tr ic tio n s  on recru itm ent. I t  places me in binds I  c a n 't  
c o n tro l. I f  there is  only one m inority  on the re g is te r , there is  
nothing I can do to re c ru it  more than one.

9. Recruitment should have been from ou ts ide . S ta te  positions should 
be ro ta ted  and S tate  O ffic e  s ta f f  should be brought back in to  the  
f ie ld  and in d is t r ic t  leve l pos itions.

10. Some o ff ic e s  are using aide positions to meet the commitment of 
A ffirm a tiv e  Action and no attem pt was made to a ss is t th is  person 
w ith professional growth. More s p e c ific  professional growth steps 
should be spelled  out in the A ffirm a tiv e  Action Plan.

Regional O ffic e  Supervisors

1. None

2. Changes in the C iv il  Service personnel process. I t  operates too 
slow ly.

3. W e ll, th is  is  very curren t and only temporary, I hope. I t  has to  
do w ith  the current C iv il  Service co n stra in t on prov is ional h ir in g . 
We had f l e x i b i l i t i e s  which we exp lo ited  u n til  three months ago:
(1 ) Provisional h ire s , (2 ) a g re ater number o f c la s s ific a t io n s  fo r  
entry and promotion which are not a v a ila b le  now, e tc . In other 
words, we have procedural and mechanical regu la tions th a t need to 
be changed.

I 'd  analyze the bureaucratic  racism o f VR th a t stagnates the m o b ility  
o f Blacks and women by reviewing career development ( i t s  past and 
present) and the percent of Blacks and women in each le v e l.  I 'd  
p a r t ic u la r ly  be concerned w ith  the lev e ls  09 and above.

I 'd  g ive the DOS and ADOS tra in in g  in  s e lf -a n a ly s is . Most whites  
in  managerial positions  don 't know how to recognize and deal w ith  
th e ir  own racism. They p a tro n ize , token ize , and/or os trac ize , a l l  
of which evidence r a c is t  techniques.

I 'd  give a l l  new m inority  and female h ires extensive tra in in g  and 
document tra in in g  e ffo r ts  by s ignatu re  of new h ire s . I 'v e  seen
in t h e ____________O ffic e  a h igh ly  inadequate tra in in g  program.
Women and Blacks have been os tracized  because o f inadequacies and 
whites have been tra n s ferre d  because o f th e irs . Th is , again , is  a 
r a c is t  technique. The DOS can say, "We t r ie d  A ffirm a tiv e  A c tion , but 
i t  d id n 't  w ork ."

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



1 6 2

4. S p ec ific  goals fo r  women should be included in  the A ffirm a tiv e  
Action program.

5. I c a n 't  suggest a change. I  haven 't received the A ffirm a tiv e  
Action program.

6. I plan to leave soon. I  r e a liz e  I w i l l  have more opportunity  to
advance outside of the agency.

7. The a tt itu d e  of the male t ra in e r  convinces me I'm  perceived as
incompetent. I ra th e r leave than f ig h t  a losing cause. I'm  more
perceptive than aggressive.

8. There needs to be constant review o f the personnel to determine 
what has happened to  persons throughout the personnel process. 
A ffirm a tiv e  Action is  more than recru itm ent.

9. I t  should include handicapped in d iv id u a ls .

10. I should be re w r itte n .
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Action C hecklist Instrum ent*
Response Percentages to Questions Not Reported 

in Chapter 4

Yes Don't Know No

Top Management Coimitment Audit

1. Does top management favor an A ffirm a tiv e  
Action Plan? 93% 0% 7%

2. Is  top management w ill in g  to spend the  
resources necessary to develop and im ple­
ment A ffirm a tiv e  Action? 89 0 11

3. Does top management know what an action  
plan w i l l  cost? (Cost im plies more 
than fin a n c ia l encumbrances? 61 13 26

4. Is  top management w ill in g  to  provide the 
Action Plan adm in is tra to r w ith  the 
au th o rity  he needs? 78 7 15

5. Does top management re a liz e  the benefits  
th a t w i l l  accrue from an action plan? 80 0 20

A dm inistration Audit

1. Is  a top leve l ad m in is tra to r in  charge 
of the action  plan? 78 11 11

2. Does th is  ad m in is tra to r have c le a r  lin es  
of a u th o rity  upward? 85 7 8

3. Does th is  adm in is tra to r have c le a r  lin es  
o f a u th o rity  downward? 93 0 7

4. Have the missions and the objectives  of 
the action plan been established?

5. Do the objectives  have s p e c ific  and rea­
sonable time deadlines? (Some change 
evidenced in one year) 76 4 20

♦Female questions not used because of r ig h ts  reserved by U n ivers ity  of 
Michigan. Human Resource Management pu b lica tio n .
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Yes Don' t  Know No

6. Does the a d m in is tra to r have s u f f ic ie n t  
support s ta f f  to  implement the A ffirm a­
t iv e  Action Program? 85% 0% 15%

7. Do you have accurate and accessib le data 
concerning m in o rities  a t  various lev e ls
in  the organization? 85 0 15

8 . Do you have national s ta t is t ic s  concern­
ing the employment o f m inorities?  63 4 33

9. Have period ic  reports  been w rit te n  on 
m in o rity  employment by leve l so th a t 
progress (o r lack o f i t )  can be moni­
tored continuously?

10. Do you have a working knoweldge o f the 
law?

11. Have targets  been set fo r  the percent­
age o f m inority  employees by job 
c la s s if ic a t io n  fo r  the next 5 (4 , 3, 2 , 
1) year(s )?

85 0 15

Recruitment Audit

1. Have recruitm ent goals fo r  m in o rities  
been set?

2. Are m in o rities  being a c t iv e ly  re cru ite d  
now fo r  jobs a t a l l  levels?

3. Are you re c ru itin g  a t any predominantly 
m inority-populated  colleges?

4. Are there any m inority  re cru ite rs?

5. Are your re c ru ite rs  aware o f your action  
plan so th a t they can describe i t  to a 
p o te n tia l re c ru it?  83

6 . Is  the p o te n tia l m inority  re c ru it  given 
a c le a r  idea o f h is /h e r  l ik e ly  progress 
in  your agency?
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Yes D o n 't Know No

7. Are you making any attem pt to  provide  
career guidance to m in o rities  (who are
VRS c lie n ts )  who are sophomores and jun io rs
in college? 91% 2% 7%

8. Are you confident th a t your re c ru ite rs  
d on 't unconsciously or consciously d is ­
courage m inority  applicants? 61 2 37

9. Do you avoid any vendors th a t d iscrim inate?  96 0 4

S election  Audit

1. Are you c e rta in  th a t your agency does not 
c u rren tly  use any formal se lection  devices 
th a t might u n fa ir ly  d iscrim in ate  on the  
basis o f race?

2. Have you elim inated  a l l  o ther s e lectio n  
practices th a t might be d iscrim inato ry?
(Such as c erta in  in te rv iew  procedures)

3. Do you know the percentage o f m inority  
applicants fo r  each job category in  your 
r e g io n /d is tr ic t?

4. Is the percentage o f m in o rities  h ired  in  
each category a t  le a s t as great as the  
percentage o f m in o rities  in the app lican t 
pool or on the C iv il  Service re g is te r?

5. Have se lectio n  targe ts  in  terms o f numbers, 
percentages, e tc . been set?

6 . I f  s e lectio n  targets  are not met, do you 
have a system o f reporting  th a t w i l l  
explain  why?

Promotion P o lic ies  Audit

1. Are there instances of unequal pay fo r
equal work? 18 2 80

2. Are m in o rities  afforded the same 
p o te n tia l career paths as w hite  males 
in  your organization?
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Yes D o n 't  Know No

3. Have you developed targe ts  fo r  the pro­
portion o f m in o rities  in each job category  
and done manpower planning fo r  the next 5 
(4 , 3 , 2, 1) y e a r(s )?

4. Do you have a system (such as an assessment 
center or a Career Development Program) fo r  
id e n tify in g  q u a lif ie d  m inority  personnel 
w ith in  VRS?

5. Are your annual performance appraisals  
r a c ia lly  unbiased?

6. Does a m inority  person who does not fe e l 
he/she is  being promoted ra p id ly  enough 
have an appeal procedure w ith  h is /h e r  
supervisor?

7. Does a m inority  person who does not fe e l 
he/she is  being promoted ra p id ly  enough 
have an appeal procedure w ith the action  
plan adm inistrator?

8. Are m in o rities  p a r tic ip a tin g  s u f f ic ie n t ly  
in  attendance a t management tra in in g  and
development seminars sponsored by VRS? 76% 1% 11%

9. Are m in o rities  p a r t ic ip a t in g  s u f f ic ie n t ly  
in  other management development e f fo r ts ,  
such as job ro ta t io n , e tc . to develop
supervisory s k ills ?  83 4 13

A ttitu d e  Audit

1. Do you know the d ire c tio n  and strength  
of the a ttitu d e s  held by w hite  male 
employees on the issue of ra c ia l d is ­
crim ination?

2. Do you know the d ire c tio n  and strength
o f the a ttitu d e s  held by m in o rity  employ­
ees on the issue o f ra c ia l d iscrim in ation?

3. Do you possess the behavioral science com­
petence e ith e r  in-house or v ia  consulting  
arrangement to measure s a lie n t  a ttitu d e s ?

4. Are you engaged in a substan tia l a tt itu d e  
change e f fo r t  through group discussion and 
other behavioral science methods?
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Yes D o n 't Know No

5. Do you possess o rgan izational change and 
development c a p a b ilit ie s  and are you 
using them to reduce ra c ia l d iscrim ination?

P eriod ic  Program Review

1. Does the action plan a dm in is tra to r receive  
period ic  reports  on the status o f re c r u it ­
ment, se lection  and promotional e ffo rts ?

2. Does the action  plan adm in is tra to r or do 
you meet p e r io d ic a lly  w ith  m in o rities  who 
have recen tly  been re cru ite d  or promoted 
to determine th e ir  fee lings?

3. Does the action plan adm in is tra to r meet 
frequen tly  w ith  top management to b r ie f  
them on progress to  date?
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Comments Accompanying Responses to  Action C hecklist

Adm inistration A ud it, Item 4

Have the missions and the ob jectives  o f the A ffirm a tiv e  Action Plan 
been established?

1. Yes, I th in k  so but not c le a r ly .

2. Yes, very d e f in ite ly .

3. Yes, somewhat.

4. Yes, but re ce n tly  they have been de -emphasized.

5. Yes, very c le a r ly  a f te r  the sorting  out process.

6. Yes, we were a lready in compliance.

7. Yes, but not to everyone's (w hite  males) s a t is fa c t io n .

8. Yes, i t  is  based on population in the community. Goals have been
established fo r  r a c ia lly  and sexually  unbalanced o ff ic e s .

9. Yes, missions and ob jectives  have been verba lized  and q u a lif ie d ,  
but are not a p a rt of s o lid  agency p o licy .

10. Yes, q u a lita t iv e ly  but not q u a n tita tiv e ly .

Adm in istration  A u d it, Item 9

Have period ic  reports  been w ritte n  on m inority  employment by le v e l,  so 
th a t progress (o r  lack of i t )  can be monitored continuously?

1. The Regional O ffic e  Supervisors request inform ation from D is t r ic t  
O ffic e  Supervisors p e r io d ic a lly .

2. Yes, we g ive feedback on a q u a rte rly  basis on the number o f s ta f f  
who are m inority  and non-m inority .

3. Yes, two or three times a year th is  was done in re la tio n  to r e c r u it ­
ment and promotion. I  haven 't done i t  in  the la s t  9 months.

4. Not a t the d is t r ic t  le v e l,  maybe a t  the regional le v e l.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



171

5. Yes, I th ink  so.

6. Yes, on a q u a rte rly  basis.

7. Yes, but not used.

8. Yes, but not re ce n tly .

9. Yes, sem i-annually.

10. I d o n 't know.

A dm inistration A u d it, Item 11

Have ta rge ts  been set fo r  the percentage o f m inority  employees by job  
c la s s if ic a t io n  fo r  the next 5 (4 , 3, 2 , 1) year(s )?

1. Yes, fo r  3 years.

2. Yes, but not by job categories.

3. Yes, we have a goal o f equ ity  in employment, but not fo r  5 years.
Maybe i t  w i l l  happen sooner than th a t.

4. Yes, but inco n sis te n tly  used.

5. Yes, but I d o n 't know about i t .  I t  should happen in  2 years.

6. Not fo r  females in terms o f s p e c ific  goals by class le v e l.

7. Yes, but not a t my leve l unless I  have a problem in  th is  area.

8. Formula: C lie n t populatio i serves as the basis fo r  s ta f f  popula­
tio n  percentages.

A ttitu d e  A ud it, Item 1

you know the d irec tio n  and strength of the a ttitu d e s  held by w hite  
e employees on the issue o f ra c ia l d iscrim ination?

Do ,
male employees

1. Yes, I would say th a t management would have to take an a ffirm a tiv e  
approach. I t  has taken an a ffirm a tiv e  approach. I  th ink  A ffirm a­
t iv e  Action is  a very s lip p e ry  concept. When you look a t the people 
under you, you can take an a ffirm a tiv e  po in t o f view. However, 
when y ou 're  taking a look a t your peers and you are a white male 
you know th a t a l l  things being equal the Black or female w i l l  get 
the promotion ra th e r than you. I th ink  than you have to fe e l 
negative.
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2. Yes, w hite males fe e l they are being d iscrim inated against.

3. Yes, the w hite  male is  the s ing le  most threatened in d iv id u a l.

4. Yes, in a sense, I th ink  the a tt itu d e  is  sometimes apparent in the  
counselor's behavior toward you.

5. No, but I have some d e f in ite  ideas.

6. Yes, some o f them might have problems.

7. Yes, white males fe e l they have less than an equal chance fo r  
promotion.

8. Yes, w hite  males wonder i f  th e y 're  losing out on opportun ity.
They are genera lly  less s en s itive  to the female issue.

9. They are not th a t negative.

10. Yes, th e ir  a tt itu d e  is  ty p if ie d  by backlash. There is  concern
about w hite male's sec u rity  when females and m in o rities  are included 
in  his f ie ld  o f com petition fo r  promotion and job s ec u rity .

A ttitu d e  A ud it. Item 2

Do you know the d irec tio n  and strength o f the a ttitu d e s  held by m inority
employees on the issue o f ra c ia l d iscrim ination?

1. Yes, there is  an awareness and concern fo r  equ ity  in re c ru itin g  and 
promotion.

2. Yes, some have verba lized  th e ir  concerns w hile  others have f i le d  
complaints w ith  the Department o f C iv il  Rights.

3. Yes, they do not b e lieve  they w i l l  get a f a i r  chance or any e leva­
tio n  in pos itions.

4. Yes, they b e lieve  they are discrim inated against.

5. I d on 't know what th e ir  a tt itu d e  is .  I th ink  they have more than 
an equal chance i f  they have anything going fo r  them.

6. Yes, they do have a s lig h t  problem.

7. No, I grew up in a r a c ia lly  segregated area.

8. Yes, they w i l l  leave the agency or f ig h t  the agency fo r  changes.

9. Yes, some o f the females and m in o rities  re la te  changes to  national 
a ttitu d e s  and agency program re d ire c tio n .
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10. Yes, they fe e l they w i l l  be able to advance only so fa r  in  the agency.

A ttitu d e  A ud it. Item 3

Do you possess the behavioral science competence e ith e r  in-house or v ia  
consulting arrangement to measure s a lie n t  a ttitu d e s ?

1. Yes, in fo rm a lly .

2. Yes, from observed behavior, I d o n 't th ink  there  is  a v a lid  te s t .

3. Yes, I have personally  attempted to do so.

4. No, I do not have expertise  in th is  area nor do I have the resources 
to obtain expertise  from outside sources.

5. Regional O ffic e  Supervisors have a c e rta in  amount of e xpertise  but 
more is  needed a t the d is t r ic t  le v e l.

6. Yes, but we a r e n 't  using i t .

7. Yes, I have a behavioral psychology background.

8. I d o n 't know. I'm  not involved.

A ttitu d e  A u d it, Item 4

Are you engaged in a substantia l a tt itu d e  change e f fo r t  through educa­
tio n , group discussion and other behavioral science methods?

1. Yes, as an agency.

2. Yes, on an ongoing basis.

3. No, i t  is not necessary.

4. Yes, in fo rm a lly  sometimes male counselors w i l l  abuse female coun­
selors or c le r ic a l  workers.

5. Yes, i t  is  assumed a need w ithout researching to determine the
r e a l i ty  o f the need.

6. Yes, very s low ly , but i t  shouldn 't be pushed.

7. No, we were i n i t i a l l y  but i t  is  no longer necessary.

8. No, but we d e f in ite ly  have a g reat need fo r  th is  to occur.
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9. I'm  doing some things lo c a l ly ,  but resources should be made a v a ila b le  
fo r  there is  a g reat need.

10. No, but a l l  leve ls  from counselors to S ta te  O ffic e  Supervisors
would b e n e fit from th is  type o f a c t iv i ty .  Perhaps our e ffectiveness  
would improve w ith  our c lie n ts . By th a t ,  I mean fewer 08, 28, and 
30 closures. Values are the basis o f a tt i tu d e  and a ttitu d e s  a ffe c t  
behavior.

A ttitu d e  A u d it, Item 5

Do you possess o rgan izationa l change and development c a p a b ilit ie s  and
are you using them to reduce ra c ia l d iscrim ination?

1. I am, the agency is  not.

2. No, I'm  not invo lved.

3. No, th e re 's  not a need a t  th is  d is t r ic t  o f f ic e .  O u t-s ta te  o ffic e s
probably have a need.

4. No, I  d on 't b e lie ve  there is  ra c ia l d isc rim in a tio n .

5. Yes, I now place emphasis on competency. There might have been a
time 3 years ago when I would have had a probelm in th a t area.

6 . Yes, to the extent th a t i t  is  needed.

7. Yes, a t  the d is t r ic t  le v e l.

8. Yes, I have the c a p a b il ity ,  but I d o n 't have to use i t .

9. Yes, but i t  is  needed more in  terms o f sexual d iscrim in ation
instead of ra c ia l d isc rim in a tio n .
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Comments Accompanying Responses to  In te rv ie w  Q uestionnaire

In te rv ie w  Q uestionnaire, Item 1

A ffirm a tiv e  Action has increased  
the proportion of m inority  in d i­
v iduals involved in  managerial 
pos itions .

Counselors

1. I  d isagree, only a few o f those in d iv id u a ls  who deserve promotions 
have been promoted.

2. I agree, some m in o r it ie s , p a r t ic u la r ly  males, have been promoted 
who are not q u a lif ie d  fo r  these p os itions .

3. I agree, considering where the agency was p r io r  to A ffirm a tiv e  
A ction.

4. I d o n 't know, things haven 't changed in  my region so I'm  undecided.

D is t r ic t  O ffic e  Representatives

1. Yes, d e f in i te ly .

2. I  agree, i f  you consider going from nearly  zero to  a few.

3. I  agree, our Operations Council meetings show some evidence o f
th is  increase.

4. I  d isagree, i t  is  only working in those areas where we've always 
had A ffirm a tiv e  Action.

Regional O ffic e  Supervisors

1. I  agree, but we s t i l l  have a s ubstan tia l way to  go,

2. I  agree, considering where we s ta rte d .
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STATE OF MICHIGAN 

WILLIAM G. MILLIKEN, Governor

DEPARTMENT OF CIVIL RIGHTS
117 W. Allegan St. Lansing, Michigan 48933 

JAMES H. BLAIR, EXECUTIVE DIRECTOR

DETROIT OFFICE 
1000 Cadillac Square Building 

Detroit, Michigan 48226 
Telephone (313) 222-1810

M S L Y  TO: 37 Capital Avenue, N. B.
Room 212
Battle Crook, Michigan 4goi4 

November 6, 1973

Linda Johnson 
420 Paris, S. E.
Oradd Rapids, Michigan 49302

Dear Ms. Johnson:
Enclosed please find a copy of the Department of Civil Service 

Memorandum regarding the "New Certification Rule".

Also, you m i ^ t  contact Mr. Ernest Walllck, Human Relations 
Director for the Department of Civil Service at the following address:

Mr. Ernest Wallick, Director 
Human Relations
Office of Special Esfplojraeret Programs 
Michigan Department of Civil Service 
320 S. Walnut St., Lewis Cass Bldg.
Lansing, Michigan 48913

If I can he of further assistance pleas© feel free to contact 
my office.

Sincerely,

George W. Start 
District Executive
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MICHIGAN STATE UNIVERSITY east lansing • Michigan mz}

ASSISTANT VICE PRESIDENT AND DIRECTOR OF HUMAN RELATIONS

180

1 April 1974

Ms. Linda Johnson 
222 Reed Street 
Kalamazoo, Michigan

Dear Linda:

Attached please find your questionnaire with some comments 
written in.

In general I felt that the content of the questions was 
exceptionally good. Therefore, I have no suggestions for 
major substantive changes in your questionnaire.

However, there are several stylistic changes which I would 
suggest:

1. Your questions in several cases need to be 
more specific and direct.

Caveat: Do not include two questions if you
expect one answer.

2. It seems better to separate questions related to 
women and minorities.

3. Some of your questions are too long.

4. You need some questions pertaining to a compliance 
review (Read Order #14 to check out kinds of 
questions you need to ask before and after an 
institution has been reviewed by compliance officers).

I sincerely hope your study progresses well and I am looking forward 
to the results.

Sincerely,

Joseph H. McMillan

JHMcM:rs
attachment

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



American Psychological Association. Publication manual of the améri- 
can psychological association. (Rev. ed.) Washington D. C .:
APA, 1967.

Bennett, J r .,  L. Confrontation black and white. (2nd ed.) Chicago; 
Johnson Publishing, 1966.

Best, J. W. Research in education. (2nd ed.) Englewood C lif fs , New 
Jersey: Prentice-H all, 1970.

Boles, H. Introduction to educational leadership lecture at western 
michigan u n iv e r s i t y ; Kalamazoo, Michigan: Class notes, 1971.

Capel, W. C. Cognitive dissonance, reconstruction and negro c iv il 
rights: Applications of a theory. Journal of Human Relations,
1971, 19, 2. (Abstract) F6964.

Cohen, S. L. Issues in the selection of minority group employees.
Human Resource Management, 1974, 13 (1 ) ,  12-18.

Cousens, F. R. D istribution by sex, race, and occupations in public 
c iv il  rights agencies and fa ir  employment: Promises versus pe7-
formance. New York: Praeger, 1969.

Duke Law Journal. Sex discrimination in employment: An attempt to 
in te rp ret  t i t l e  v ii  of the c iv i l  rights act of 1964. Dunham,
North Carolina: DLJ, 1973.

Eran, M. Relationship between self-perceived personality tra its  and 
job attitudes in middle management. Journal of Applied Ps.ycho- 
logy., 1965, 49, 424-430.

Federal Register. T it le  29, labor, 1970, 35 (149), 12311-12379.

Fox, R. S ., L ip p itt , R ., & Rainman, E. S. Toward a humane society: 
Images of p o te n tia lity . Ann Arbor, Michigan: NTL tearing
Resources Corporation, 1973.

Golembiewski, R. & Eddy, R. Applied behavioral science in urban
a dm in is tra tive /po litica l systems. Public Administrative Review,
1972, 12-14.

Graduate College. Specifications fo r masters' theses, specialis t 
projects, and Hoctors' dissertations! Western Michigan Univer­
s ity . (Rev. ed.) 1974.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



1 8 2

Harbeson, G. E. The employed woman; Facts and forecasts in  choice  
and challenge fo r  the american woman I Cambridge, Massachusetts : 
Scheukman, 1967.

Keyser, I .  A. & Melcher, A. J. Democratic leadership in a changing 
environment: Behavioral and o rgan izationa l consequences. Human
Resource Management, 1973, 12 (4 ) ,  24-35.

Korman, A. K. Consideration, in i t ia t in g  s tru c tu re , and o rgan izational 
c r it e r ia  -  a review. Personnel Psychology, 1966, 19, 349-361.

Korman, A. K. Toward an hypothesis of work behavior. Journal o f 
Applied Psychology, 1970, 54, 31-41.

Leidecker, J. K. & H a ll,  J. L. A new ju s t i f ic a t io n  fo r  p a r t ic ip a t iv e  
management. Human Resource Management, 1974, 13 (1 ) ,  28-31.

L ik e r t ,  R. New patterns in management. New York: M cG raw -H ill, 1961.

L ik e r t ,  R. The human o rgan ization : I ts  management and value . New 
York: M cG raw -H ill, 1967.

L ip p i t t ,  R . , Watson, J . ,  & W estley. The dynamics of planned change:
A comparative study of p r in c ip le s  and techniques. New York: 
Harcourt, Brace, & World, 1958.

Loveland, J. P. & Mendleson, J. L. Employee re s p o n s ib ility : A key
goal fo r  managers. Human Resource Management, 1974, 13 (1 ) ,  32-36.

Mali nowsky, M. R. & B arry, J. R. Determinants of work a tt itu d e .
Journal o f Applied Psychology, 1965, 49, 446-451.

M antel, L. H. O b jec tives , c o n tro ls , and m otivation . Human Resource 
Management, 1973, 12 ( 4 ) ,  18-23.

M i l le r ,  K. Statement regarding so lu tion  to  race problem. C ited by 
Bennett, J r . ,  L. Confrontation black and w h ite . (2nd e d .)
Chicago: Johnson P ublish ing , 1966.

M orrissey, G. L. Management by ob jectives  and re s u lts . Merlo Park, 
C a lifo rn ia : Addison-Wesley, 1970.

National Advisory Commission on C iv il  Disorders. The report o f the 
national advisory commission on c iv i l  d iso rd ers . Washington 
D. C.: USGPO, 1968.

Nelson, H. A. Leadership and change in an evo lu tion  movement.
Social Forces. 1971, 49, 3 , 353-370.

O 'N e i l l ,  W. L. Everyone was brave: The r is e  and f a l l  o f feminism
in  am erica. Chicago: Quadrangle Books, 1969.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



O rdiorne, G. S. Management by ob jectives  and the phenomenon of goals 
displacem ent. Human Resource Management, 1974, 13 (1 ) ,  2 -7 .

Peckham, R. A. Recruitment of black candidates; Acceptance and 
re je c t io n . Memorandum d is tr ib u te d  to  Michigan's VRS S ta te , 
R egional, and D is t r ic t  O ffic e  Supervisors, May 4 , 1970.

Peckham, R. A. Female counselors w ith  supervisory p o te n tia l . Memo-_ 
randum d is tr ib u te d  to  Michigan's VRS S ta te , Regional, and D is tr ic t  
O ffic e  Supervisors, A p ril 23, 1971.

Peckham, R. A. A ffirm a tiv e  a c t io n . Memorandum d is tr ib u te d  to  M ichi­
gan's VRS S ta te , Regional, and D is t r ic t  O ffic e  Supervisors,
October 9 , 1972.

Peckham, R. A. D e fin it io n s : C iv il  rig h ts  compliance versus a ffirm a ­
t iv e  a c tio n . Memorandum d is tr ib u te d  to M ichigan's VRS S ta te , 
Regional, and D is t r ic t  O ffic e  Supervisors, October 12, 1972.

Q uarles, B. The negro in  the making of am erica. (Rev. e d .) Toronto, 
Canada: C o llie r-M a c M illa n , 1969.

Rummler, G. A. Human performance problems and th e ir  so lu tions.
Human Resource Management, 1972, 11 (4 ) ,  2-10.

Schuster, F. E. & K in d a ll, A. F. Management by ob je ctiv es : Where
do we stand today, a survey o f the fortune 500. Human Resource 
Management, 1974, 13 (1 ) ,  8-11.

S le v in , D. Fu ll u t i l iz a t io n  of women in  employment: The problem
and an action program. Human Resource Management, 1973, 12 (1 ) ,  
25-32.

S ta h l, G. 0 . Public  personnel a d m in is tra tio n . (6 th  e d .) New York: 
Harper & Row, 1971.

S ta te  o f M ichigan, Department o f C iv il  Rights. 1971-72 Annual re p o rt. 
Lansing, Michigan: Author, 1973.

S tate  of M ichigan, Department of C iv il  S erv ice , Research D iv is ion .
White and non-white employment s ta t is t ic s  in the s ta te  c la s s ifie d  
s e rv ic e . Lansing, Michigan: In te rn a l re p o rt, 1970.

S ta te  of M ichigan, Department of C iv il  S erv ice , Research D iv is ion . 
Second annual michigan department o f education personnel study. 
Lansing, Michigan: In te rn a l re p o rt, 1971.

S ta te  of Michigan, Department of C iv il  S erv ice , Testing and Evaluation  
D iv is io n . Explanation of new c e r t i f ic a t io n  ru le . Memorandum 
d is tr ib u te d  to  personnel o ff ic e rs  and o thers , A p ril 5, 1973.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



T a y lo r, W, L. Federal c iv i l  r ig h ts  laws: Can they be made to  work?
George Washington Law Review, 1971, 39, 5 , 971-1007,

United States Equal Employment Opportunity Commission. Help wanted 
or is  i t?  A look a t  w hite c o lla r  job in e q u a lit ie s  fo r  m in o rities  
and women. USGPO, 1968.

United States Government P rin tin g  O ffic e . Equal employment a c t of
1972, t  - •• - ................................... ■ -----------------
made by
1972, t i t l e  v i i  o f the c iv i l  rig h ts  a c F o f  1964, showing changes 

public  law 92-26 . USGPO, approved March 24, T9/2“

Van R iper, P. P. H is to ry  of the united s ta tes  c iv i l  s e rv ic e . New 
York: Harper & Row, 1971.

Webster's new world d ic tio n ary  o f the american language. New York: 
W orld, 1960.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.


	Affirmative Action in a Governmental Agency: Michigan's Vocational Rehabilitation Service (VRS)
	Recommended Citation

	tmp.1494423480.pdf.3U7ct

