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ATTITUDES AND ACTIONS OF AFFIRMATIVE ACTION

o Robert R. Sorenson, M.A.
California State University, San Bernardino, 1992

| Statement of the Problem

The purpoéefof this project was to exémine the
develobment of Affirmative Action efforts throughout the
United States, while giving special emphasis to
California education.’ Developments that have led to
'sucgessful impleménfation_of Affirﬁati?e Action'programs
- were of'speCial‘interest. |
AffirmétiveiAction in the United States hés been énv‘
ongoing process for many years."it has been punctuated
by legislative, court, and vioient street battles. The
_ writer‘of this project wanted to'know if any real
progress had been made which has, or will likely,
translate‘into improvéd representatién and émploymeﬁt
opéortﬁnity for minorities and women.

The study §f Affirmative Action is relevant to
educational admihistrators because they must work with
the Very peéple it concerns. Administrators may no
longgg turn a blind eye to discrimination. ‘Furthermore,
vit-may be shown that AffifmativerAction is of benefit
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both to teachers and students alike, and thus 1£ is the

proper concern of administrators.

Procedure
After a workable definition of Affirmative Action had

been developed, the history of various elements of
America's Affirmative Action struggle were examined in
orderito‘lay a foundation. Thereafter, questionnaires
were sent to California schools at random; The
questionnaires were sent specificaliy to teachers,
principals, and to district-level administrators. The
guestionnaires asked for‘a report on district
involvement with Affirmative Action and opinions on
-certain aspects of the subject; Materials from thiee
dist:ictS‘were examined for specific insights into what
is presently being done to combat segregation and lack

of employment, and educational opportunity.

Results

The results of the project, though limited, indicated a
need to develop méthodS‘to improve recruitment
procedures in California school districts. Further
examination of the materials received from the three
districts gave a great deal of insight into this. The
guestionnaires also indicated that poor communication is
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a brbblem in numerous districts.

Conclusions and imgligagiggg

There are many avenues of endeavor open to a district
which:seriously wants to take Affirmative Action toward
improved race and sex hiring praétices in education.
Among them are voluntary»efforts (as opposed to court
ordered plans), recruitment, training, promotions, and
improved communication.

Districts have had to and will continue to take stands
regarding Affirmative Action. The subject is not going
to Qo.away; One major hurdle that must be crossed is
the questibﬁ of finances. 1In light of the growing
budget deficit in California, districts will have to
find a balance between funding needs and commitment to

~ Affirmative Action.
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THE ATTITUDES AND_ACTIONS‘0F AFFIRMATIVE ACTION
‘Sectiqn I
Introduction

Article four of the California Education code
indicates that, "It is educationally sound for the
minority student attending a racially impacted school to
have available to him the positi?e image provided by
minority classified andicertificated employees," and
that this is similarly true for children of majority
groups. It further states that it is_impdrtant for
children to see that women can £ill responsibie and
diverse societal rbles as well as men (Ed. Code 44100).
Campbell, Cunningham, Nystrand, and Usdan (1990) guote A
Nation Prepared, by the Carnegie Forum (1979), aé
saying, "The race and background of their teachers tells
:'[students]-something about authority and power in
contemporary America. These messages influence
children's atﬁitudes toward school, their academic
accomplishments, and their views of their‘qwn and
others' intrinsic worth" (p. 323). Although texts often
contain assignments or articles dealing with this very
concept, other than the occasional essay or poster
contest around Martin Luther King's birthday, this
writer rareiy‘hears any discussion, or seeé any evidence

of overt action on‘thé part of faculty and/or



admihistration to emphasize the contributions of women
and minorities to our culture. |
Certainly this is notvtrue in all schools or
districts. No teacher is privy to the daily occurrences
in each classroom in his or her school. Furthermore,
one might assume that part of the reéson little action
is seen, or discussion is heard about this subject, must
involve géogzaphical area. One might expect that if one
were employed in a more urban environment, where racial
| percentages and tensions are more pronounced, one would
hear more discussion and see more action to achieve
equity in the interaction of race and education.
Affirmative Action has been an important issue in
Ameriéan education and industry for years. It will
undoubtedly continue to be such for years to come.
To varying degrees school administrators will be faced
with the need to deal with this subject. 1In a
profession where peop1e are everything, their needs and
concerns become of paramount importance. Education is
just such an industry. Furthermore, if one accepts,
even to a small degree, the idea that Affirmative Action
can be a posifive influence in today's society, then
there is all the more reason for educators to be
informed about Affirmative Action.

The history of Affirmative Action efforts



, throuéhout the United‘stateS'Qillbbe exaﬁined, with
emphasis given to some of the'issues that have risen to
the front in.this conflict. This paper will focus on‘
the effortsvin Affirmative Action on behalf of Blacks,
;‘ﬁispanics; and Women. ‘Though they are without douot a“
worthy group of‘people, Asians, and other'ethnie groups’
will be largely excluded from the scope of thlS‘WOIk.
”Somefof the current etentsvin,affirmativeaactioh in
-California Qill be noted. Attention will be given to
owhat certain specific school districtslare doing andl
'saying'about the state of Affirmative Action in
California. An effort to identify trends and changes,
obstacles and successes, and make some suggestions for
the future for districts and indiv1duals in California .
who are concerned aboutiAffirmative Action will also be
made. o | | |
It should'be noted that a great deal of the
:Ereviously'written material condernihg Affirmative
Action does’not specifically deal with education.
However, Affirmative Action is‘a pfoblem which crosses

over into many realms of endeavor.



Section II

: Review of the Related Literature
"Affirmative Action" Defined ’ '

The term "Affirmative Aétion" was fi:ét used by thé
- late’President'JohnSOn;, In Executive Order number
11,246 he wrote that £edefal contra&fé’were to, "Take
. affirmative éctién to ensﬁre that applicants are
employed and that'employeés.aie treated . . .”with6ut
regard to their réce,bcolor, Egligion, or national
origih“ (Sobel, 1980, p. 1). ﬁot only has fhé subject
- of Affirmétive Action'itself beén'controveréial over the
.byears,.but'one finds éome variety in various
definitions of the term.
. Frances Holloway (1989) sites two definitions of
"Affirmative Action."  According to the goveinment's
" Office of Federal Contractoi'Compliance_ProgrémS‘mahual
Affirmative Action is:
Those résults oriented actions‘khich!a.cdntractor
by virtue_of ité contrécts must take to ensure
equél émploYment qppbrtunity. - Where appropriate,
it includes goals to.correct under?utilization, -
correction of problem areas, etc. It méy also
include relief such aé_back pay, retroactive
seniority, méke-up goals and-timetables, etc.



Holloway goes on to cite Title 41 of Chapter 60 of the
Federal Regqulations. "An Affirmative Action program is
é set of specific and result-oriented procedures to
which a contractor commits itself to apply good faith
efforﬁ. Thevobjective of those procedures plus such
efforts is equal employment opportunity" (p. 10).
Holloway also says that in a case where one seeks to
increase representation of a minority from a small
percentage to a larger percentage that, "Differentially
vigorbus recruiting efforts may be in order"™ (p. 16).
The Affirmative Action Co iance Program
ggg;;gg;é;g_ggg_zgngggg manual issued by San Bernardino
Cdunty (1977) defines Affirmative Action as,

. « «» @ commitment to increase the number of
members of protected classes in the work force by
setting employment goals and timetables . . .
through reform of the system. . . . through thé
remo?al of artificial and unnecessary barriers to
employmént and promotion and [(to]l ensuke that all
job actions are related to job performance
heaSures. (p.,Z)F |

James Newman (1989) gave his own definition. He said,
"Affirmative Action is’defined as any race- or sex-
conscious employment practices devised with the

intention of redressing past racial or gender imbalances
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and injustices. . . . [which] may include preferential
treatment to members of a targeted class of people"

(p. 32).

| There seem to be certain commonalties between these
definitions. First, we see that Affirmative Action is
oriented toward results iather than actions. Secondly,
it seeks not only to solve a present problem, but to
- redress grievances of the past at the saﬁe time.
Lastly, it makes use of various forms of preferential
treatment as a tool to cure an ill. With this in mingd,
for'the purposes of this paper, Affirmative Action.is
defined as action(s) taken with the express purpose of
correcting present-day problems, as well countering the
results of past injustices in employment with regard to
race or sex. Furthermore, these actions may evidence
concern for the victims at the expense of non—victims."
~The Civil Rights Act of 1964

One of the weapons used in the war against

discrimination in the United States is the Civil Rights
Act of 1964. 1In 1972 it was extensively amended as a
result of the Equal Employment Opportuhity Act of 1972.
It was in 1972 that Title VII of thebAct was extended to
include state and local governments and educational
institutions. Title VII outlaws discrimination based on

race, color, religion, sex, and national origin.



- It is interesting to note that the word "sex" was
not included‘in the original bill. It was a later
addition. A Southérn senator added the word as an
amendmeht; His intention was to muddy thé waters so
that the bill would fail (Samuels, 1975). Instead, he
opened.doors for women's advocates that‘might_otherwise‘
have remained closed for some time.

One other result of the Act and its later changes
in 1972 was fo Create the Equal Employment Opportunity
Commission (EEOC). If wasvoriginally created to |
investigate and condiiiate-complaints.v Once éreated, it
was given greater authérity in 1972 (Samuels, 1975).

However, the‘EEOC did not just run out and start
solvihg the nation's civil rights problems. 1In fact, in
thé beéinhing it was rather ineffective. When Eleanor
Holmes Norton jéined the organizaﬁion as its head, |
it had amassed a treméndous backlog of dases, so that
complainantSAWeré waitiﬁngaf tbo 1ong fbr he;p. The
‘entire organization ﬁad to be streamlined. Eventually,
a process of counseling, investigation, and factffindinq

- face-to-face conferences was developed which have helped

considerably._
Affirmative Ag;igglin‘;ng-Courts

There are both £edera1 and state iaws that affect

Affirmative Action cases. Both by statute and by court



decision there are gqguidelines that govern the scope and

jurisdiction of these laws.
Action laws that are broader than the federal
government. However, they may not permit a.form of
bdiscrimination that has been outlawed by the federal
government. As per fhe Constitution, if there is a
conflict between‘state and federal laws, the federal
statutes take precedence (Newman, 1989). 

There have been literally thousands of Affirmative

Action cases in American courts. One could probably

make a case that the famous Dred Scott decision of the
19th century was an affirmati?e action case. Certainly
Plessy v. Ferquson (1898), in that it established a
benchmark for the separation of races within American
Schools foi over 50 years, was an Affirmative Action
case.

A few other Supreme court cases are notable.

In Brown v. Board of Education (1953) the Plessy v.

Ferguson decision was overturned. The High Court ruled

that the "separate but equal" concept of Plessy v.

Ferguson was inherently unequal (Newman, 1989). This
opened the doors for civil rights suits that sought to
force states and commpnities to do away with separation
of the races in their Schools. ‘This, in turn gave rise,
among other things, to forced busing, and alteration of

attendance zones (Campbell et al., 1990, p. 160).

States may make Affirmativer



In 1978, in Bakke v. Board of Regents:the first

major reverse discrimination suit was settled. One
impoftant gquestion that was broached in this case was
that of guotas based on race. Justice Eowell stated
that, "The attainment of a diverse student body was a
'conStitutionally pexmissible goal for an institution of
higher learning.' ([However] this goal was 1mpropet . e
. if it was attained through a system‘of quotas based
{solely]l on race or ethnicity" (Sobel, 1980, p. 146).

It should be noted here that Supreme Court
decisions are very limited in their scope. They only
apply to the particular case which is decided and any
~conditions that are identical. If there is any
variance, a different case must be decided.

In 1979 the United Steelworkers of America v.
Webber case (known as the Webber case) was decided. At
the time, it seemed to-some to be a reQersal of the
Bakke case.‘ The union had reached an agreement with
Webber's employer that called for one Black to be
admitted for every White who was admitted to the
company's skilled labor training program until there was
a ratio of Blacks to Whites that approximated the
commﬁnity. At face value, this looks somewhat like
reverse discrimination when there are Whites that are

competing for the positions that were given to Blacks.
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The union's contract was upheld. The court noted
féyorably the facts that, (a) the program was voluntary;
(b) the program was temporary, (c) the program was
designed to remediate an existing problem, and (d) it
did not "Unnecessarily trammel the interests of the
white workers" (Neﬁman, 1989, p. 36).

In Wygant V. Jackson (1986) the question before the
Court was whether or not an emﬁloyer could enforce a
voluntary Affirmative Action plan that providéd relief
to people who were not proven to have been victims of
discrimination. Their answer was "No." However, one of
the bases for the decision was that the state had not
shown that it had a compelling interest to justify
unequal treatment (Newman, 1989, p. 37).

- In a recent conversation with a California State
Board of Education employee who asked to remain
anonymous for feér of losing his/her job the following
was indicated: Just recently an interesting case at the
state level has come up in California. In 1979,
1egisiation was enacted which required districts with
segregated schools to submit a plan for dealing with
that segregation to a department of the Board of
Education. 1In a recent case involving Long Beach the
court‘has ruled the requirement falls under the heading

of state mandated funding. In other words, the state
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‘has to béy forvsuch planning. Accordingiy, since there
is nokmonéy to pay for this,‘the requirement has been
dropped.
Quotas and Percentade Goals
Almpst from the beginning.while Cbng:ess was
debating the:CiviI Rights Act of 1964 therevwere chérgés
that such a‘law would.resuit in the unfair use of
" quotas. bThe late Senator Hubert Humphrey counfered thét,
quotas‘were not required by the_Act‘(Sobel, 1980, p. 2).
Another time the subfect came up in angreSS Rep. Holt
. contended, |
| . « . but the'civil rights bureaucracy be1ieves
that‘racébquotas shduld goverh employment in both
public and private sectors . .v.‘; Privaté
employers haviﬁg federally funded contracts‘are
requiréd by Executivé order to meet quotas in their>
hiring and’promotipn practices. . . . The
imbosition of quotas‘has been rampant(inside the
federal.bureaucraCy fqr years (Sbbel, p. 3)..
Senator Jesse Helms (R, N.C.) added to this debate in
1979 that,
Proponents of discriminatory quotas'and gbals have
been partially successful in blurring the
distinction between non-discrimination and

affirmative action. . . . This confusion between
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non—discriminationband affirmative action has

promoted a system in which discrimination is being

institutionalized under the guise of a

nondisctimination program (Sobel, p. 3).

He went on, on the same page to clearly state that
guotas under the guise of "goals" are still quotas.

Rep. Paren J. Mitchell firmly believes in quotas. He
said that, "Quotas are an effective mechanism to enhance
the effectiveness of legislation meant to address
discrimination" (Sobel, p. 2).

The Philadelphia Plan (1970) was the first federal
minority hiring agreement. It did not require
contractors to hold to a specific percentage of
representation for a minority group. Instead, it Qave
goals to approach. It was upheld in the federal courts
for that very reason (Sobel, 1980, pp. 20-21, 103). 1In
reference to it, Labor Sectetary James Hodgson indicated
that it was a system of, "goals and timetables," to be
followed by a contractor in a "good faith effort"
(Sobel, p. 104). In a letter dated August 18, 1972,
President Nixon instructed all executive departments
that minoxrity goals were not to be interpreted as quotas
'~ and went on September 3, to refer to quotas as being "a
- dangerous detour away from the traditional value of

- measuring a person on the basis of ability" (Sobel,
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1980, p. 104).

When all is said and done there seems to be a
practical side to the use of quotas. They have been
hailed as a necessary part of the solution to a problem.
When used properly, they help alleviate racial
imbalances. The federal Qovernment uses them. States
and their interior mechénismsbhave used, of tried to use
them, with varying degrees of success. Private industry
has used them. Furthermore, as Frederick Lynch (1989)
pﬁts it, "Quota systems are good inSurance against law ,
suites" (pp. 144-146).

Busing

One of the most divisive of the issues that falls
under the heading "Affirmative Action" is busing. Even
by those_who are willing to use it, busing has been
referred to as a ". . . racially based penalty" (Sobei,
1980, p. 8). Congressman Mottl, a detractor of busing
said,

The case for court-ordered busing has never been

proven. . . . Court-ordered busing haé not worked.

e e .’It‘is a social policy imposed by an

activist judiciary, and it is a mistaken social

policy that is leading to the virtual destruction
of public education . . . where it is used"

(Sobel, p. 8).
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Rep. Cardiss Collins (D, I11.) did not agree, and
accused those who oppose busing of trying "to undercut
desegregatibn——to.under¢ut efforts to provide equal
‘educational oppo;tunity for all of Americé's

school children" (Sobel, p. 8).

Part and'parcel with busing is the use of the term
"racial imbalance." According to the Supreme Judicial
_COurt'of Massachusetts "racial imbalance was defined as
'a ratio,between non-white and other students in public
schools which is sharplyvout of balance with the racial
composition of the society in which non-white children
study, serve and work'" (Campbell et al;, 1990, p. 160).
In order to solve the problems of racial imbalénce
within schools the courts in conjunction with‘school
districts and other 1itigaﬁts have used "cures" which
include magnet séhools; special emphasis schools;
busing; intradistrict and interdistrict transference of
pupils, administration, and fadulty; racially based
special education programs; an& interdistrict
administrative bodies (Campbell;it al., 1990, p. 159?;
161). |

4 There were various attempts at outlawing[fbrced
busing. In 1979 a ban on such by the state of
Washington was declared invalid by the Supreme Court.

That same year an attempt to amend the Constitutioh to
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ban forced busing was defeated 216 to 209. A two-thirds
majority was needed to pass the amendment (Sobel, 1980,
p. 166).

One shouid note the difference between de jure and
de facto segregation. Campbell et al. (1990) explains
that de jure segregation is segregation as the result of
state action. De facto segregation is the result of
more natural shifts in housing patterns (p. 193). For
instance, if one legislates the separation of races
within the schools, that is de jure segregation. On the
other hand, if as has been the case, after much legal
battling and of course expenditure of funds a
desegregation plan results in a gradual change in
housing patterns within an area, then one has witnessed
de facto segregation. De jure segregation is considered
meat for the courts' control. However, although
definitions of de jure and de facto segregation have
changed over the years, it is generally understood that
districts are not required to work toward the
elimination of de facto segregation (Campbell et al.,‘
1980, 193-196).

The effort to end racial imbalances through busing
and other means has given rise to mixed results. One
unpleasant result was that between 1954 and 1972 the

integration of public schools resulted in the loss of
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30,000 jobs for bléck school employees. When emplbyees
were integrated along with the students, it was Blacks
who lost jobs or Whites who got the new jobs. Oon the
other hand, in 1963 one poll indicated that when asked
if they were willing to send their children to an
integrated school, 61% of the parents polled replied in
the negative. Seven years later, the same question'was
asked with far different results. Only 16% of those
asked repiied in the negative. Surprisingly, as of 1979
the South had more integrated schools than any other
portion of the nation (Sobel, 1980, p.48).
Higher Education

One focal point where higher education and
Affirmative Action intersect is that of representation
of the races. 1It is important in higher education
(Giliett—Karam, S. D. Roueche, and J. E. Roueche,
1991, p. 22). Minority enrollment in Higher Education
is declining (Gillett-Kéram, S. D. \Roueche, and J. E.
Roueche, 1991, p. 22). Although there is a larger
percentage of Blacks and Hispanics being graduated from
High School of late, as a group there are fewer going on
to college (Hodgkinson, 1991, p. 7). Gillett-Karam, S.
D. Roueche, and J. E. Roueche (1991) make the point
that'“underrépresentation in Higher BEducation will

result in drastic shortages in skilled job markets" (p.
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22).

It is interesting fo notevthat biith rates play an
impoftant roll here. Mexican-American‘ahd Black'birth
rates are higher‘ﬁhan that-of'Whites. Accdrding'to

Hodgkinson (1991) the problem is not high fertility
among minqrities, but rather the low fertility olehites
(p. 9). |

| 1n the.case'of Highei Educationvhffi:mative A&fion
pfdgrams depend on two things, staff develdpmentuand new
hirings'(Andrews’and Marzano, 1991, pp. 27-28).
Accordingly-theéé'new hirings must come from the realm
of higher education. Currently about 18.4% of the new
enrolleeé in higher education are of minority'deceht.
~In California, 65.3% of those minority students enroll
in twb—year institutions. Overall these flgﬁres‘
>represent a drop in enrollment. Howevér, when only
junior colleges are considered one sees significant
growth (Andrews and Marzano, 1991, p. 28).‘

Ih 1982,it was predicted that there would be a
’,signific&ﬁt teacher shortage about now. Generally that
has not materialized except in some large cities
‘ {Hoﬁgkinson, 1991, p. 6). Daresh (1989) points out one
factoz‘that might help account £or this. He saysb"that o
teachers often come f:om'familie$ who'cénnot be ' |

selective when'it ¢omes to choosing a college . . . this
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characteristic sérves tb entice'people into teaéhing in
'the'first’place (p. 180).

As more and more of the teachers hired during the
1950s and 1960s retire their positions will need to be
filled. Furthermore, in the 15 years prior t0'1986‘it
has been shown that salaries for téachers in higher
education actually dropped, thus providing less impetus
for somé individuals who may otherwise have wished
to enter the field (Andrews and Marzano, 1991,'pp. 26—
30). It should be noted here that in light of the
present, well known, condition 6f the’nation's,economy
in general, and California's in particular, one might
hardly expect this trend to end in the near future,
Accordingly, it has been projected that between 1985 and
2010 QVer 500,000 positions will need‘to be filled, 3just
in higher education. Although the general teacher |
shortage that was predicted in 1982 has not
materialized, the‘preceding information might cause one
to feel that it is still a v;ablé possibility.

Besides the fact that attrition wiil leave many
openings in the field of teaching, another factor
figured into such a prediction must be the fact that in
1997 elementary and High school enrollment will peek at
about 44 million, which is up‘from 39.7 million in 1983

(Andrews and Marzano, 1991, pp. 26-30). Then again,
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according to Andrews and Marzano, "herein lies the
silver lining of the impehding shortage: Only a major
hiring phase presents the opportunity to significantly
advance racial diversity among faculty" (Andrews-and
Marzano, 1991, pp. 26-30).

One way to improve minority enrollment in higher
education is to make it more desirable and attainable
for them. According to Kappner (1991) the Borough of
Manhattan Community College has an interesting plan for
enhancingkpluralism and diversity. Some of the salient
factdrs of this pian are:

1. In.candidate searches the college president has
veto powers. That means that if he or she feels that

/ _ :
the search has not been broad enough, he can force a
restart of the entire process.

2. There is an annual "Diversity in the Workplace"
forum. The aim of this is to encourage the integration
of women, minorities, and the disabled into the
workplace.

3. The subject of faculty development has also
been addressed. Opportunities for professional
development are provided. Release time is :egularly
grantéd so that faculty members can complete work on
doctoral dissertations. This in turn helps £ill in the

blank spots where there is underreprésentation of
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minorifies, women, and the handicapped among faculty
members with advanced degrees. Release time is also
provided for participation in seminars dealing with
balancing the curriculum for gender, race and ethnicity.
This includes time for reading. »
4. Staff training is provided in the area of
sensitivity to various cultures.
) 5. Summer programs to improve basic skills of
incoming freshmen are provided.  This has resulted in
1mproved"retention of second year students.
The governiné philosophy of this plan is found in
this statement: | | |
An institutional plan is most effective when it can
be integrated into the everyday goals and work of
specific areas, teams or committees . . . when
individuals can be held accountable for outcomes
and when the chief executive officer makes it a
major priority (pp. 16-21).
Issues Involving Blacks, Hispanics, and Women
| The need for progress in Affirmative Action
involving Blacks, Hispanics, and Women is clearly
visible in a multitude of areas. The following is only
a few:

Blacks are not treated the same as non-blacks in

i many schools, even though (or perhaps because) they are
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enrolled in integrated schools. It has been documented"
that there has‘been_avdisproportionate number of
suspensions involving hlack students in integrated
schools (Sobel, 1980, p. 17). |

In the workplace equity for non-whites has not yet
been achieved. Wohlstatter and Coleman referred to a
kind'of'”occupationalysegregation" dealing with thejfact
‘that non-whites are greatly overrepresentedbin some
typesiof'jobs, while.in other jobs they are greatly
underrepresented (1972, p. 84). Arrow states,"iThe]
bulk of the difference is accounted for by differences
in wage rates, partly because Blacks are concentrated in
- low income occupations, and partly because they receive
lower wages even within given occupations (1972, p.‘
84). |

Blachs and Hispanics generally earn lessbthan
Whites. As late as 1972 documentation shoWs that Blacks
were st111 only earning about 65% of what Whites were
3 earning. According to Arrow (1972, p, 84), these
figures were on a slow and unsure climb‘ Among‘other
things, one contributing factor may be that Blacks and
Hispanics, on the average, ‘have 1arger families. (It
was earlier mentioned in this paper»that their birth‘
rates are higher than that of Whites.) "It is

apparently a well-established fact that individuals with
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many siblings earn less" (Arrow, 1972, p. 85). It
should also be noted that Arrow states that racial
income differences‘are greater at higher levels of
income (1972, p. 85).

Hiépanics, for a long time were not even»recognized
as a minority group to be considered. And when
considered, there has iong been confusion as to just who
should be included in the group so labeled. There are
two major factors that account for this. They are
Caucasian, some of whom are very light skinned, of
European decent, and share a Christian heritage with
Whites% Also, for centuries they have been concentrated
in the Southwest (Schmidt, undated, pp. 1-3), and
therefére they were out of sight and out of mind.

Biacks, Hispanics, ahd women are soon to be a force
in the work force of America with whom there must be a
reckoning. In 10 years Blacks and Hispaniés will
constitute 25% of the population in the Unites States.
By the year 2,000 80% of all people entering the
workforce will be minorities, women, and emigrants. At
the same time 47% of the total workers in America will
be women, and 61% of all women in America will be
émployed (Andrews and Manzano, 1991, pp. 26-28).

On the other hand, the roll of Whites will be

diﬁinishing. In California, during the 1989-1990 school



23

year minorities made up 52.9% of the K-12 enroliment.
During that same year in California 861,531 students
were classified as LEP (limited English proficient). By
the year 2,000 English will be a second lénguage for
more than half of the California population (Melendez,
1991, p. 8). Sometimebafter the year 2,000 Whites will
become a mihority in America (Andrews and Manzano, 1991,
pp. 26-28).

There is a serioﬁs disparity between the
certificated staffing of California schools and the
racial composition of those schools. Although 33% of
all california students are Hispanic, only 7.5% of the
certificated school employees in California are
Hispanic. Only about 1.4% of the Certificated
Superintendents in California are Black. Only about
4.4% of them are Hispanic. Blacks make up about 11%,
and Hispanics comprise only about 9% of the total number
‘of principals in California (Melendez, 1991, p. 9).

In ﬁhe area of Higher Education women have had an
uphill battle. 1In 1973, a special section of the
President's Economic Report to Congress dealing wifh
the status of working women stated tﬁat "the low
representation of women in pdsitions of responsibility
is striking" (Sobel, 1980, p. 114). At one point in or

around 1972 £fully half of the staff of the Office for
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Civil Rights was concerning itself with university
Affirﬁative Action plans; and much of the problems with
wﬁich they dealt concerned womeh (Sobel, 1980, p. 116).
In 1978 it was reported that the percentage of women in
full-time faculty positions in United States collegesbv
and universities had not risen since 1972. Furthermore,
a study by Educational Testing Service, also released in
1978 showed thaﬁ women holding doctorates were making
less and being promoted less than men of comparable
education. Furthermore, as years of experience
increased, the differences became even more pronouﬁced
(Sobel, 1980, pp. 158-159). Even today, according to
Darish (1990) "the historic tendency for the percentage
of male teachers to increase at more advanced levels of
schooling (ie., as one moves from elementary to
secondary schools) continues (p. 181). In other words,
there are still more men at the top. |
Criticism of Affirmative Action

Frederick R. Lynch (1989) refers to Affirmative
Action as a "Silent Social Policy Revolution" (pp. 5-8).
He makes the following assertions regarding Affirmative
Action:

Affirmative Action has been implemented by
bureaucrats and judées (and is therefore not é product

'of the peoples' will). Affirmative Action is largely an
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informal oral policy whiéh results in (reverse):
‘discrimination which is hidden to maké sure quotas have
'been reached, The constitutional ahd legal foundations
of Affirmative Actidn are unclear. Accordingly; "baby-
boomer white males" have been shouldered with the burden
of Affifmative Action. In other wofds, it is these
baby—bbomers who are péying‘for Affirmative Action in
lost jobs, wages, opportunity, and self esteem (Lynch,
PP. 8f5).

| He goes on in the same passage to discuss what he
calls a "New McCarthyism.“ The gist of what he
intimates is that dissentiﬁg discussion of Affirmative
Action has been so suppressed that one is given the
misconception that the majority of Americans favor
Affirmative Action. For this reason, and perhaps
because they often feel that legal recourse is futile
the victims are guilty of complicity. He states that
Whites are reluctant to openly complain or take legal
action in cases of reverse discrimination. They often
feel or find that it is too hard to prove reverse
discrimination in the courts for their effofts to be
worth while (Lynch, pp. 8-5).
Designing Affirmative Action Programs

- Before one can design a good Affirﬁative Action

program one needs to remember one important thing about
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discrimination. Discrimination is not always blatantly
racist (or sexist). One must consider what Stasz (1981)
called "statistical discrimination" (p. 174). She
states that the human capital (or value) of a group is
often judged by the performance of a test group (p.
175); Individuals end up being evaluated for their
worth on the basis of the group average, or worse yet,
on the basis of someone's perception of group
performance. This, iﬁ turn, can be based on something
as limited as one person's poor performance (Stasz, |
p. 175).

Consider the "token" emplojee(s). He/they are more
visible by virtue of their differences from the other
workers. They are more likely to be scrutinized. They
are therefore, more vulnerable (Stasz, p. 186).
Accordingly, when something goes wrong, and one quits,
or does poorly, he becomes the "all-Indians-walk-in-
single-file-ask-me-the-one-I-saw-did" excuse for
discfimination.

Webb, Greer, Montello, and Norton (1987, pp. 74-75)
quote Harris, McIntyre, Littleton, and Long (1979) in
describing Affirmative Action plans:

Normally, affirmative action plans enumerate the

following considerations provided for in the EEQC

affirmative action guidelines:
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Abpoliéy.statement communicates the board's
bcommitment to affirmative action.

- The plan provides for publiclinformation, both
internal and external, to explain it.

A school official has the responsibllity and :
éommensurate authority to administer the plan.

The plan 1néludes a work-force utili?aﬁion
self—analysis to determine if curtent~employmentx
practices operate as restrictidns.to eqgual
emplbymeht opportunities (Affirmative Action
Guidélines, 1979).

| The plan provides for’modifications of present
practiées to elimihate discriminatoiy practices. -

When ﬁnderutilized‘minority éroup members and
women héve beenvidentlfied, the plan includes goals
'for improVing their cbnditions and a time-table for

vihplemehtingvthe goals.
The plan includes a system for monitoring,.
evaluéﬁiﬁg, and reporting to respond to‘fhe
.éfféctiVeness of the plan's implementation process.
A F;nél Thought

One éhould consider the conttast betwéen'
homogeneity and diversity. Stasz (1981) said,
“;..behéviorai écienée has well establishéd'that

homogeneoﬁs groups are prone to insularity,
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narrowmindedness, and self-serving prejudice . . . (p.
176). Gillett-Karam, S. D. Roueche, and J. E. Roueche
(1991) make the following statement about cultural
diversity, which goes hand in hand with developing an
overall Affirmative Action policy:
The value of Cultural diversity lies in its
expoéure and acceptance as a partdof the "guality
of life" of all citizens. There should be nob
barriers for gender or ethnicity if selection is
based on credentials and expérience and if‘
selection is directed toward seeking out diversity
v(Juliet Garcia, president, Texas‘Southmost College,

p. 21).
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Section III

Research
Focus, Expectations, and Limitations

This paper has cbvered portidns of what federal and
state institﬁtions have done, or attempted to do, about
Affirmativé Acfion. It has also mentioned some of what
has happened in the private sector. It should be
noted here that for purposes of practicality, the
research portion of this project has been limited to
that which may be reasonably affected by schqol
districts.

For that reason, the reader is reminded of the
comment by Andrews and Marzano (1991, pp. 26-30) which
says,‘". . « Only a major hiring phase presents the
opportunity [for an educational institutionl] to
significantly advance racial diversity among faculty."
To accept this as gospel 1sbto miss numerous other
opportuhities. However,‘it does serve to help focus
this iesearch. Schools, at least eleméntary and

secondary schools, can do little or nothing about the

makeup of their students. But the makeup and attitudes
of their faculties can be affected. And in the case of
higher education, eQen the makeup of the student body
can be affected by virtue of the fact that higher

education is not compulsory.
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Affirmative Action has been a topic charged with
emotibn and diversity. There have been many solutions
tried with a myriad of results. There also seems.to be
at least two differing opinions about every solution.
For this reason the author does'not expect to find
agreement between the individuals poled about what‘
should or shoﬁld not be done. This same confusion is
also expected to result in apathetic or even
antagonistic attitudes on the subject. The most
- positive item which is expected is a general acceptance
of the idea that Affirmative Action must be approached
from the personnel office. That is, hiring’and
personnel training are a valid means by which to combat
the}problem.

Two limitations on the "randomness" of the
selections were that care was used to insure that
districts in bdth_rutal and urban areas were selected.
‘Furthermore, an effort was made tq insure that distiicts
were chosen from numerous geographic areas within the
state. However, no attempt was made to choose between
large énd small districts, or to choose well-known
districts. Upon later reflection it can be noted that
there does seem to be a wide variety of district sizes

and locations to which guestionnaires were sent.
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Quesgiéggaige Design

Questionnaires were designed to facilitate a broad
base from which both opinions and informétion could be
drawn. ?or that reaéon gquestionnaires were sent to
numerous districts, énd to three levels of employees,
teachers, principals, and district-level administrators
(generally superintendents).

Of the three different questionnaires, no two
contained the exact same set of questions. It was not
the intention of this project to detect differences of
opinion. Rather, its intention has been to detect
current trends.

Since there are two kinds of Affirmative Action
plans, mandated and voluntary, questions were included
to ascertain whether or not the district in question was
involved in one or the other type of plan. If the
district was involved in either type, a description of
the plan, the reason(s) for it's implementation, and
it's benefits and difficulties was requested. The
respondent's opinion of the plan in guestion was also
reqguested. These are people who are closely involved
with Affirmative Action and therefore may have useful
insights to share. This information was considered
important because there have been so many different

approaches to Affirmative Action over the years. This
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author is most concerned with what is being done now.
The questions»reiating to the above;concerns‘were |
" numbers onebthroughblz on the questionnaire to
piincipals, numbers one through four on the
questionnaire to teachers,band numbers seven fhrough 10
on the guestionnaire to administrators;: |

Information was aiso desired on the question of
district needs. For instance, was it felt that the
respohdent's.dietrict needed to hire more minorities, or
‘to provide mofe]training of one sort or’another, or thato-
morale, or studenﬁ development, was in»need of help?
Accordingly,,queStion number 13 to the principals
addressed this concern. Questions five through eight to
the teachers also addressed this.

This concern was left out of the qoestioﬁnaireﬂto
the aoministrators for twovfeasons. It was feltfthat a
broad overview of curriculum'eod district Affirmative
Action policies‘wes likely to be}a§ailab1e‘£rom. |
district- level administrators, and an effort was being
made to keep the questionnaires reasonably brief.

Whereas, 1n»a democracy, public opinion is often’
the orecorsor-to change, qoestion'number 14 to the
principals asked for indications that trends are
vdeveloplng in the local community which might affect the

.district's involvement in Affirmative ‘Action.
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Altnough solﬁtions to Affirmative Action problemsv
generally involve‘disttict employees, they ulfimately
affect the student;v'For this reason, the administrators
were asked in questions one thiough six if Affi:mative
Actioh_was‘being addressed through the curriculum.

Lastly, as a final search for any more information4
which might relate to the subject, administrators were
requested to include copies of beard policies concerning
Affirnative Action.:

Samples of the three questionnaires may be foﬁnd'in

the appendix.
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Section IV
Analysis of Findings

The responses to the guestionnaires were varied
both in content and in locale of origin. Questionnaires
were sent to administrators, principals, and teachers in
30 districts throughout California. People from at
least 14 districts responded (one questionnaire was
received from a principal without the name of the
district). Twelve teachers responded. Four principals
responded. Five district-level administrators
responded. One Affirmative Action Program was received
that was not accompanied by a questionnaire, nor was
there a return addréss on the enveldpe. Accordingly it
is impossible to know whether it was sent by a principal
or a distrlct—level administrator. Approximately 18
percent of the questionnaires sent were returned.

Question number one on the teacher guestionnaire
asks, ”Is your district presently involved in a state or
federally mandated affirmative action plan?" Questioﬁ
number two asks, "Is your district developing , or
functioning under, a voluntary Affirmative Action plan?"
(These‘are questions one and seven on the principals'
gquestionnaire, and numbers seveﬁ and eight on the
administrétors' questionhaire.) The possible answers

were yes, no, and unsure. Tables one and two provide an
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Table 1 |

Responses to Question One

35

_Poésible,responses

Respdndent Group . Yes No Unsure

} Teachers 3 4 »l 5
Principals f 0 4 -
Administrators 1 4 0

. ™ This option was not available to principals.

Table 2

on ’ ion 6
Possible responses
Respoﬁdent Group Ygg. | No v'“nsure
Teachers o 2 ' 2 : ’8'
Principals«; 0 4 o

Administrators'. 1" 3 . 'O
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® This option was not available to principals.
**IOne administrator did not respond to this question.

Question number three on the teachers'
questionnaire asked for a description of the district's
Affirmative Action plan if the teacher answered "yes" to
either one or two. Of the five respondents, two showed
little or no understanding of the workings of their
district's plan. One went so far as to say, "We do not
know how it works." Two mentioned efforts to hire
minorities, and the last mentioned balancing teacher
bpopulation'with local population.

The next question was a subjective opinion
question. It read, ". . . do you feel an Affirmative
Action plan is necessary, or would be a positive move
for your district? Wwhy, or why not?" Eight people
responded. Four people responded negatively, two of
those because they felt their district was already doing
what Affirmative Action is all about. One other opposed
it because it was demeaning, and the fourth felt it was
not necessary for "enlightened administrators," but also
noted that it is difficult to attract people of color to
rural areas. The four other respondents supported an
Affirmative Action plan, but gave little meaningful
reason for their support.

Questions five and six were related. Question five
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asked, "Do you feel that the different races and sexes
are adeguately represented in your school staff? . . .
in your district? Why, or why not?" Of the 11 who
responded to thiS‘question, 10 noted some form of
inadequacy, either in representation by race or by sex.
It is interesting to note that seven of the‘ll |
respondents mentioned difficulties involving finding
qualified candidates willing to apply. Question 6 asked
for suggested changes in regards to question five.
Again, limited applicantsband recruitment seemed to be
the major concerns.

Eleven of 12 people responded to number seven. Of
those 11, nine felt that the concepts of racial/sexual
equality and mutual respect are adequateiy addressed
with regards to school staff and student development.
However, one rural and one urban teacher both felt that
'in the area of student development there was a need
becauSe of what they perceived as racism.

Question eight which asked foi suggested changes in
the addressing of racial/sexual equality issues, and
questidn nine which siﬁply asked for any further
comments received little attention. However, community
buy-in and the presence of more male role models were
mentioned with regards to question eight.

The principals' questionnaire contained 15



o | | | | | | 38

guestions. It was disappointing td ieceive so few
responées‘from the principals. PFurther, it was
disappointing.to realize that, of the 4 respondents,
none of them weré in distiicts‘involving'any‘mandated or
volunﬁary Affirmative Action plan. Accordingly, there
were no responses to questions two through six or eight
through 12. ‘QueStions 1 and seven have already been
discussed.

Question 13 says, “With regard to Affirmative
Actioh, what are your district's greatest need(s) in the
areas of . . . Personnel? . . . Student development? ..
. Over-all district morale? As for personnel needs, the
responses were varied, including female staff to stay,
the preséncevof more blacks, and excellent educators.

In the érea of student development the responses urged
more iole models, characteristics of minorities (meaning
unsure), énd multi-cultural activities/learning
opportunities. The responses concerning over-all
district morale included money, and concern about
changing demographics.

Question 14 concerned the‘perceptiOn“pf local
trends which might result in (further) Affirmative
Actiqn for a given district. Two of the four who
responded answered "No." The third wrote, "Value of

Cultural Diversity," which this author understands as
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saying that the public perception of the value of
cultural diversity is increasing. The fourth mentioned
a recent influx of non-English speaking Hispanic
students.

There were no responses to guestion number 15.

There were five respondents to the administrative
gquestionnaire. Four of the five responded positively to
question number one which asked, ". . . does your
district have any plans, programs, curricula, or such,
which are specifically intended to address the concepts
of interracial cooperation, equality, and/or respect?"
The materials indicated were described as social studies
curricula by two of the four and other less specific
materials by the other two. Three of the four indicated
that the materials were requited to be taught, while all
four felt that the materials were worthwhile, but none
explained why they were worthwhile.

Questions four and five asked for benefits received
from the use of the above materials and possible
changes. Two of the four indicated that they had just
implemented their use, and it is therefore too early to
tell. The other two expressed that the community is
satisfied and that the benefits vary from site to site
because of variations in need and implementation. There

was concern expressed that community involvement should
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be improved.

Questions nine and 10 were answered by the
inclusion of materials from various districts. The
least comprehensive of these was a seven-line statement
by the district board which recognizes the need for
equal opportunity for all and vows to uphold‘federal and
state laws concerning such. Beyond that, it gives no
indication as to how this is to be accomplished. The
other two programs included are too long to be included
word for word in this paper, though certain elements of
them will be discussed. The two programs are the
"Affirmative Action Program" from Folsom Cordova Unified
School District, last revised in 1988, and the San
Francisco Unif chool District Affirmative Action
Plan, dated 1988, and are available from the districts.
Examination of the Folsom Cordova and the San Francisco
Affirmative Action Programs

The Folsom Cordova Plan makes an interesting
differentiation. Egqual employment opportunity and
Affirmative Action are seen as séparate parts of the
process whereby "Affirmative Action" willrbe achieved.
In the Plan equal employment opportunity applies to all
persons, "requires the elimination of any existing
discriminatory practices and conditions whether

purposéful or inadvertent" (p. 1), and shall be
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periodically reviewed. Affirmative Action, on the
other hand, involves "positive action . . . by the
Superintendent to overcome the effects of any
systematic forms of exclusion and discrimination"
(Folsom Cordova, p. 1), and that brought on by
neutrality which has fostered the status quo.
Furthermore, the very‘next sentence indicates that
Affirmative Action is "results oriented," and involves
recruitment, employment, and promotion.

The saﬁé sentence goes on to use the phraée "who
are qualified or gualifiable." This is an important |
concept. It has been noted previously in this paper
that hiring new individuals is a valid way of solving
problems of under-representation. It has also been
nofedjthat finding candidates from underrepresented
groups to £ill vacancies is not always easy. The idea
of "gualifiableness" is that efforts to actually bring
group members into a condition of hireability, or
promotability, are not only appropriate, but may be
necessary. The San Francisco Plan makes ﬁhe point that
"finahciél commitment to [increased representation] is
essential" (p. 14). 1In other words, Affirmative Action
plans ate not enough, money must be put where the mouth
is.

Third, the Folsom Cordova Plan goes on to say that
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- the heads ofreaéh administrative unit "shall be held
responsible fo apply the Aff1rmative Action‘Program_
vwhenever selections are made . . ." (p. 2). Unlike the
seven-line "plan" eérlier mentioned, specific |
ihdividuals know that they are'goihg to have to answer
for théir actions, or inactiohs in the area of |
,Affirmétive Action.

Thére are two other notéworthy points ih the
FolSom Cordbva Pian. It does make use of Goais and
timetables to Y. . . provide a proportionate balance in .
minori#y personnél (ethnic and feméle) which
approximates in ratio the'student ethhic popﬁiatidn of
the district" (Folsom Cordbva;-p. 2). Second,_the:“
mechahiSm fdr,communicating the plan‘ndt.Oniy within the
district, but to the general public, and specifically to
min@xity‘and women's groups is in place (p. 3). ‘One .
thing that seemed common within many of the
questionnéire#,-at least those f:om the teacheré,»wés{
that they were unsure of the answers‘to some of‘the'
'Quesfions. Thus one can see the need for greatérr |
communication. | | |

iThe Foisom COrdbva Plan also leaves something
unSaié that raises a valid and'importént question. The
concept of training presént personnel to move into other

positions, particularly those of leadership, is brought
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out in at least two places in the Plan (pp. 1 and 3).
The question is this: "Who pays for it, and who
provides the time for training?" This is again a matter
of money. The Folsbm Cordova Plan calls for "in-service
and leédership training . . . to qualified employee
candidates . . . when ever possible (usually in
conjunction with two oxr four year coileges)“ (p. 3).
The San Francisco Unified School District

Affirmative Action Plan, dated 1988, is very detailed
and guite long. The pages are not all numbéred, but it

is abqut three-fourths of an inch thick. Though it is
dated,'1988, one interesting fact thatvcame out of the
questibnnaires is that it was just recently implemented.
Such'a plan, if well prepared, is not likely to be an
"overnight" deal. In fact, the introduction indicates
that the process dates back to 1975 with further impetus
given through the imposition of a court order in 1983
(p. 1).
| There are several commonalties between the San

Francisco and the Folsom Cdrdova plans. The first one

is found before one gets past page 1 of the San
Francisco Plan's introduction. The same words, "result-
oriented," are used. The Federal Regulations, chapter
60, Title 41 also make use of the same phrase. The idea

being that Affirmative Action is more a practice than an
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ideasand is only measnranle by what it accomplishes.

‘Also,vin:commonvwith\the Folsom COrdova.Planfis
thatflt aCknowledges that Affirmative Action plans need
| to deal not only with acquisition of outside resources
,(recrultment), but wlth promotlons and training. |
Additionally, included_inuSan Francisco's list are
assignments, transfers,'laYOffs,fand'terminatlons.’ it
shonld be noted here thatrthe San Francisco Unified .
»School District, as of 1988, had 76 schools (p. 2), and
more than 60,000 students (p. 14), Smaller districts'v
rmay not have the opportunltyfto work within 511 of»these
areas.d | |

In the San Francisco plan, support training and
lnternship are 1ntegral parts. However, agaxn; the
question of just who bearsvthe cost of such training is
not delineated (p. 5). | o

Goals and guotas for the purpose of'racial seXuel
balanCe are to be’used (P;'l3).. San Francisco goes on
to state that they are to be subject to an annual
schedule. Also,_San Franc1sco has set not only short-
term (one year) goals, but long-range goals‘which.
reflect a six year tinetable. 'v>
One comment made on page 13 about goals and timetables
is duestionable.‘ It asserts that»"; ;l. the process,

rather than numbers and percentages, guarantees
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significant progress towards the goals." ~ This assumes
that there are no outside forces that successfully
mitigate one's progress. It also assumes that the
Vpr0cess is well planned and complete in its scope. One
might.further question the velidity of the use of the”
word.ﬁsignificant“ ss being‘potehtially overly p
optimistic.b o
~ Both districts' plans include an "Affirmative
Action Officer"v(San Francisco, pp. 4-5; Folsom Cordova,
pp. 3-4). Their-plans to utilize‘sueh e persoﬁ contain
numerous similar‘items. Tﬁe responsibilities of'the
Folsom Cordova Affirmative Action Officer are here
listed° | |
1, The development and implementation of a
district—wide affirmative action program plan which‘
shell'contain specific, timely, relevant, and
_'effeCtive.goals and timetables.
2. The development of procedures to‘assist,in the
identificetioﬁ of'Equel Emplovment Opportunity
problems, and‘recommendation.of.solutions-tov
resolve any deficiencies. |
3. 'To provide guidance to allvmanagement,and
supervisory staff on matters relating to the
» implementetion of the affirmative.ection program

plan.
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4, Disseminate the Policy and Plan by maintaining
communication with local community groups,
recruitment sources, minority and women's
organizations, and educational institutions.

5. Keep the Superintendent and Board of Education
informed of all developments in the equal
employment opportunity areas.

6. Determine the degree to which the District's
goals, objectives, and timetables have been
achieved.

7. Monitor records of referrals, placements,
transfers, promotions, terminations, and other
pertinent statistical data to insure that the
District's Policy and Plan is carried out.

8. Keep the District's management and Supervisory
staff informed of the latest developments, laws,
legal interpretations, or shifts in emphasis, in
the egual employment opportuﬁity area to insure
awareness of the need to update the District's
program.

9. Developing and implementing results-oriented
programs and procedures designed to eliminate
under-utilization in areas where it exists.

10. Serve as liaison between the district and

enforcement agencies.
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11. Piovide the Superintendent and Board of
Education with an annual report, in December, on
vthe results of the program, including statistics
detailing the racial, ethnic, and sex composition
of the district employee by category.

12. To endeavor to resolve allegations made by

individuals or groups that Affirmative [Action]

Policy and Plans are not being followed.

San Francisco has much to say about the subject of
recruitment. Tied to the earlier mentioned belief that
financial commitment is essential, their plan says,
"Steps must be taken to increase the minority ([teacher]
applicant pool." They go on to show that Degrees in
Education for Blacks and Hispanics dropped from 17% of
the total number of Degrees in Education in 1981 to only
10.4% in 1985 (p. 14). 1It should be further noted that
though the figure 17% includes only Blacks and
Hispanics, the figure 10.4% also includes Asians and

Native Americans. Since teachers are required to hold

degrees, this means that there are far fewer minority
applicants available from which to choose teachers.

San Francisco's plan also details numerous specific
steps to be taken toward increasing the minority
applicant pool (certificated and classified). Page 15

in total, and excerpts from pages 16 and 17 are here
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reproduced:
-continue to recruit at all Bay Area Job Fairs.
-establish an administrative training program for
those minorities interested in career advancement.
-Identify and attend job fairs and conferences
where large numbers of minorities will attend.
-Hold interviews for administrative positions only
after all efforts to have adequate representation
from minority subgroups have been exhausted.
-Offer contracts to successful minority student
teachers in the District.
-Encourage teacher training institutions to place
minority student teachers in District schools.
-Seek referrals of qualified minority candidates
through professional and social organizations and
through District employees.
-Develop administrative internships to hire
minorities from underrepresented groups.
-send all promotional job announcements (Classified
and Certificated) to all minorities in the
District.
fEhcourage and participate in minority workshops to
develop and improve interview skills.
;Seek funds to provide professional advanéement

training for minorities.
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-Provide support to new teachers to ensure
retention.
-conduct exit interviews for all minorities who

resign from the District.

-seek linguistic minorities for every job

classification.

-Recruit indiﬁiduals who wish to éhange professions

and retirees from industry in the areas of math,

physics, and chemistry.
They further have plans to institute a "Future Teachers
of America Club" at each high school and middle school.
S8ix out-of-state trips for the purpose of recruitment
were planned just for the 1988-89 academic year, with a
budgét of $20,000. Their paraprofessional Career
Program was to be expanded. The number of available
minority administrators in the District was to be
‘expanded, in part, by the institution of "“a
collaborative leadership training model between the San
Francisco Unified School District and San Francisco
State University." Available minority entry-level
teachers were to be increased through the institution of
"Teachers for Tomorrow." This is a five year plan to
gilve financial support to 50 minority high school
graduates (10 per year) who are working toward teaching

credentials. The plan includes stipends to cover
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tuition and a summer intern program. Whén finished they
will receive a guaranteed job in exchange for a two-year

commitment.
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Section V
Conclusions
Several conclusions may be reached from the
‘preceding material. One may have an idea not only what
7 to do about Affirmative Acfion, but in some instances,
what not to do. Busing, voluntary Affirmative Action
plans, recruitment, promotions, staff training, and
‘staff awareness have all been, and presently are,
important issues if one wishes to foster action towards
bettexr representation of the races and sexes within
education. Each of these has its own strengths and
weaknesses.
usin

Busing has been a conflict plagued practice which,
even by its proponents, has been known as somewhat of a
lesser evil. It has been fought in Congress. It has
also been fought in the courts and in the streets.
Admitfedly, it has resulted in desegregation, which may
be a positive measure. It has also resulted in changed
- demographics which are not fodder for the courts (De
facto-segregation). Accordingly, it may be more of a
temporary cure for a symptom, than for a disease.
- Furthermore, it does little to change the makeup and
attitudes of the faculties which are affected by it. 1In

the district reorganizations that sometimes follow a
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‘desegregation drder, minority jobs may actually be lost.
This,.in turn, may result in fewer minority role models
for’studehts, which is just the obposite of Affirmative
Action'sraims; It is therefore reasonable to search for
,other‘more effective measures to combat segregation,
lack of‘employment opportunity, and shortage of
minority role models in the schools.
Voluntary Affirmative Action

Voluntary Affirmative Actions, besides being good
insurance,; have other benefits. A court ordered plan
kmay.ipvolve.specific goals set by the courts. A
voluntary plan, by its very nature, may be tailored by
the district, without outside intervention.
Furthermore, it may serve to save the many dollais lost
. in coutt battles.
Recruitment

Recruitment is one of the most obvious means by
which Affirmative Action may be achieved. Simply put,
if there is a successful, and ongoing program of hiring

gualified minority applicants, goals are likely to be

met.

preVer; therein lies the rub. Recruitment is
often d1££1cq1t because of the lack of qualified
minoriﬁy applicants. At this point, a district must

decide whether to see such a condition as a crutch or as
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a hurdle. They maybeither hide behind the conditioh
v,bemoaning its presence, yet failing to make any
Affirmative Action headway; or\they hay adopt programs
and procedures which may circuﬁvent or alleviate the
problem.

As has been shown earlier, there are many'
possible ways to improve recruitment pools. Some are
relatively inexpensive. Others may require the
expenditure of large amounts of money. Each district
‘must balance its resources and level of commitment with
its Affirmative Action needs.

Staff Training

Staff,training’is another area where one may make
headway in Affirmative Action. Not all under-
utilization is in entry-level positions. In fact, poor
représentation in leadership positions is sometimes the
primary thrust of an Affirmative Action lawsuit. There
are casgs-throughout American industry where the lower

ranks are full of minorities lead by white

" administrators.

Stéff trainiﬁg may take a multitude of directions,
suchras training in multi?cultural heritages, racial
‘gharabteristics, and in view of the concept of
’"qualifiableness," highef level job skills aré also

appropriate. 1In addition to present employees,
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employers may also find it necessary to train suitable
job caﬁdidates. In the area of edﬁcation this would
most likely’take the form of involvement in various
forms of internships‘for certificated positions, and
more common training programs for classified employees.
Where potentialvteéchers and administrators are
,concerded; and}poséibly where classified staff are
concerned, this could involve partnerships with
collegés, universities, and perhaps even trade schools.
omotions

Hand in hand with recruitment and training is the
issue of promotions. Besides recruiting new minority
administrators, there is often a wonderful pool of
potential administrators who are already well familiar
with one's district. They are the certificated and
classified staff already existent within the district.
As in the case of the San Francisco plan (pp.‘18—19), a
commitment to fostering upward mobility within a
district's staff is important. Not only might such a
move £ill an upper-level vacancy with a minority
individual, it also opens up a lower-level position for
simllér action.
Staff Awareness

One appalling condition which seems.born out

through the research questionnaires that were sent to
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the teachers is that there exists a level of ignorance
which is far too high for comfort. Numerous teachers
were unsure even it their district was involved in any
Affirmative Action plan. Where court mandated
Affirmative Action-wés coﬁcerned, 42% of them were
unsure. For voluntary Affirmative Action plans, the
figure climbed to 67%. One might also note that the
"Yes"‘and "No" answers are not verifiable in all cases.

Teachers just don't seem to know what is going on.
Whether the problem stems from apathy, poor
communication on the part of the district
administration, or some combination thereof is of no
real concern here. However, the existence of the
‘problem is. It bespeaks an area where there is a
definite need. Teachers are on education's front lines.
Of all the people who need to care about the dignity and
worth of a person's heritage or sex, it is the teachers
who will‘most influence the students simply due to their
proximity to them.
Finance

One last area is that of finance. Heséeria Unified
School Disttict recently handed out a flier with the
June first-paychecks which indicated that a 0% COLA is a
definite possibility. This is just one example of the

dire straights the entire state of California is in
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where finances and educafion interact. As was earlier
noted in this paper, Affirmative Action will demand a
commitment of mbney, as well as effort. 1It is therefoie
a time for a thoughtful evaluation of each district's‘

priorities.
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Appendix

‘The Texts of the Questionnaires Which Were Sent to

Administrator's, Principal's, and Teacher's
This appendix contains the texts of the

instructions and questions found in the questionnaires
which were mailed out. Also included, are copies of the
texts of the cover letters which accompanied each
gquestionnaire:

April 5, 1992
Dear Principal:

My name is Robert Sorenson. I am presently working
toward the completion of a Master's Project at
California State University, San Bernardino. My topic
is Affirmative Action in California schools. Will you
pleasé help me by £illing out the attached
questionnaire. A timely reply will be greatly
appreciated.

If you have any questioné, or additional comments I
will be happy to hear from you personally. My address
is ( omitted ). My phone
number is ( omitted ).

Sincerely yours,
Robert Sorenson
PS. 1If you would like to receive a copy of my findings

pleasé note that on the top of the questionnaire when
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you return it. I will be happy to send one to.you.
Questionnaire
Directions: Firsf of all, relax! Not all of this
questionnaire will apply to any given district, so it
will not be nearly as long as it might seem; Please
take a few moments to answer the questions below as
candidly as you are able. Feel free to make additional
comments either on the back or to attach extra pages.
For the purposes of this questionnaire Affirmative
Action may be defined as "action(s) taken with the
express purpose of correcting present-day problems, as
well as countering the results of past injustices in
employment with regard to race or sex."

School District

Your position (optional) Date

1. Is your district presently involved in a state or
federally mandated Affirmative Action plan?
Yes/No-->If you circled "No" please advance to
guestion number 7, page 2.

2. Please briefly describe the circumstances that
resulted in the mandate? Specifically, what
complaint was made that resulted in Affirmative
Action?

3. Please briefly describe what specific actions have

been mandated to correct the above problem. Briefly
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10.

11.

12,

13,
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describe your district's Affirmative‘Action plan.

Please describe any benefits, tanéible or-otheiwise,

which have resulted from your plan's implementation.
pP1

What difficulties have been encountered in

implementing the plan?

If you could change, or add to, any facet(s) of the

plan, what would you do? Why?

Is youi district developing, or functioning under,

a voluntary Affirmative Action plan?

Yes/No-->If you circled "No" then please advance to

guestion number 13, page 3.
What circumstances have led to the development of
the plan?
Please briefly describe the plan.
Please describe any benefits, tangible or otherwise,
which have resulted from your plan's implementation.
| p2
What difficulties have you encountered in developing
or administering the plan?
If you could change any facet(s) of the plan what
wouid you change? Why?
With regard to Affirmative Action, what are your
district's greatest need(s) in the areas of..,

Personnel?
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Student devélopment?

‘Over-all district morale?

14. Do you see any local trends developing, (positive
or negative), which might result in (further)
Affirmative Action for your district? Please
describe them.

15. Do you have any other comments which you feel would
be helpful? Thank you for your valuable time!

Please attach copies of your board policies and

procedures regarding Affirmative Action and any

brochures your district may have developed. Thanks! P3
April 5, 1992

Dear Teacher:

My name is Robert Sorenson. I am presently working
toward the completion of a Master's Project at
California State University, San Bernardino. My topic
is Affirmative Action in California schools. Will you
please help me by filling out the attached
guestionnaire. A timely reply will be greatly
appreciated.

If you have any questions, or additional comments I
will be happy to hear from you personally. My address
is ( omitted ). My phone
number is ( omitted ).

Sincerely yours,
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Robert Sorenson

PS. 1If you would like to receive a copy of my findings
please note that on the top of the Questionnaire when
'you return it. I will be happy to send one'to you.

Questionnaire
Directions: Please take a few mbments to answer the
questions below as candidly as you are able. Feel free
to make additional comments either on the back or to
attach extra pages. For the purposes of this
questionnaire Affirmative Action may be defined as
"actién(s) taken with the express purpose of correcting .
present-day problems, as well as countering the results
of past injustices in employment with regard to race or
sex."; |

School District

Your position (optional) Date

1. 1Is your district presently involved in a state or
federally mandated Affirmative Action plan?
Yes / No / Unsure

2. 1Is your district developing, or functioning under,
a voluntary Affirmative Action plan?
Yes / No / Unsure

3. 1If you answered "Yes" to either 1 or 2, please
describe your district's Affirmative Action plan.

4. 1If you did not answer "Yes" to either 1 or 2, do you
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feel an Affirmatiﬁe Action plan is necessary, or
would be a pbsitive move for your district?  Why, or
why not?’

T1

Do you feel that the different races and sexes are

‘adequately represented in your school staff?

. + .« 1in your district? Wwhy, or why not?

Ih regards to qguestion 5 would you like to make any
changes? Please describe them. |

Do you feel that the concepts of racial/sexual
eguality and mutuél respect are adequately addressed
in your school? . . . in your district? Why, or

why not?

With regards to school staff:

With regards to student development:_

With regards to question 7, if you would like to
make any changes, please desdribé them.

Are there any other comments you would like to make
af this time? Please do so.

T2

Dear Administrator:

My name is Robert Sorenson. I am presently working

toward the completion of a Master's Project at

California State University, San Bernardino. My topic

is Affirmative Action in California schools.. Will you
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please help me by’fiiling out the attached
.questionnaiie.‘ A timely reply will be greatly
appreciated. ‘

If you have any questions, or additioﬁalvcommenté I
will be happy to hear from you personally. My'addiess
is ( | omitted ’ ).  My phone
number is ( omitted ;.

Sincerely yours, .

Robert Sorenson
PS. 1If you would like to receive a copy of my findings
pPlease note that on the top of the questionnaire when
you return it. I will be happy to send one to you.

Questionnaire

Directions: Please take a few moments to ansﬁer the
questions‘below as candidly as you are able. Feel free
to make additional comments either on the back or to
attach extra pages. Fo: the purposes of this
questionnaire Affirmative Action may be defined as
"action(s) taken with the express purpose of correcting
present-day problems, as well as countering the results
of paét lnjuétices in employment with regard to race 6:
sex."

Your school'district:

1. With regards td instruction of students, does your

district have any plans, programs, Cu:ricula, or



68

such, which are specifically inténded to address the
concepts of interracial cooperation, eqguality,
and/or respedt?
Yes / No / Unsure
I1f you answered "Yes" to number 1, pleaée‘describe
your districtfs'plans, programs, etc.
Again, 1f you answered "Yes" to number 1, are
they;.. |
...required to be taught?

Yes / No / Unsure
...considered by you to be worth while?

Yes / No / Unsure

Why, or why not?

Al
Whatvhas your district benefited from the plan's
use?-
What changes in this area would you like té make?
If there are any other comments you would like to

make, please do so.

Is your district presently involved in a state or
federally mandated Affirmative Action plan?

Yes / No / Unsure

"Is your district developing, or functioning under,
}a‘voluntary Affirmative Action plan?

"Yes / No / Unsure
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9.‘ If you answered "Yes“ to either 7 or 8, please
desciibe your district's Affirmative Action plan.
| A2
10, If you did not answer "Yes" to either 7 or 8, do you
feel an Affirmative Action plan is necessary, or
would be a positive move for your district? Why, or
why not?
Please attach copies of your board policies and
procedures regarding Affirmative Action and any
brochures your district may have developed. Thanks!

A3
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