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Introduc tion

An EEO goal is an extremely complex number. It depends on

conditions and requirements in both the external and internal labor

markets. These goals must be integrated into an accountability and

tracking system for effective management action. This report describes

the system being tested for the U. S. Navy Civilian workforce .

Since 1975 , intensive research e f fo r ts supported by the Navy

Personnel Research and Development Center have been underway to make

the Navy’s EEO goals policy more realistic. Concentration has been

on planning and accountability methodologies with a recognition of the

need to develop the labor market analysis part of the system. Models

to assist at both the headquarters and local levels have been suggested

and summarized by Charnes , Cooper , Lewis , and Niehaus (4]. Also , at

the request of the Assistant Secretary of the Navy (Manpower and

Reserve Affairs), a reduced version of the head quar ters model was

developed as discussed by Burroughs and Niehaus [3] . At this point ,

there was clear interest in the Navy to move forward towards implemen-

tation. Preliminary work was accomplished by Burroughs , Korn , Lewis ,

and Niehaus [2] to develop a methodology to develop the goals. This

was followed by very useful work by Lewis [11] concerning the develop-

ment of preliminary prototypes and an initial system concept for

implementation.
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Thc~ next step , wh i ch is underw ay ,  is to conduct operationa l tests

at the headquar ters and local levels. These tests are being conducted

i n  the Naval Sea Systems Command (NAVSEA) with the  enthusiastic endorse-

men t of VAD1I Bryan , Commander , NAVSEA . This study covers approximately

lOO ,00() emp loyees i i i  2.~ Local labor markets.

The NAVSEA s tu d i e s  f o r ced  .i full scale review with substantial

changes i n  t h e  system concept . In parti cular the decision was made

to move f rom a top .1ei~ii m odeling oriented system to a bottom up infor—

m ation system supplemented by models. The system will tic togethe r

ex terna l lab or supp ly projections w ith accountability and historical

tracking capabil ities. Later versions wi l l  most likely move towards

.i strengthening of the modeling cap ab i lit i es as more becomes known

through the actua l operation ot tt~c system .

Externa l Labor Market_Analy~~~_~~~~~~p~~

The crux of external labor market analysis is to try to mirror as

close as possible those qualified and available to take jobs that are

offered . While there are many sociological factors involved , the

cr itical issues remain economic and satisfying employment regulations .

Attention , then , focuses on relevant labor pooi methodologies and

I See also Chapters III and IV of Niehaus 1121 for an extensive
discussion of EEO planning and external labor market analysis.
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1’
d at a  sources w h i c h  are d e f i n e d  and discussed in detail in  thi~; paper.

The s o lu t i o n  t o  the basic problem of relevant labor pools can be

summarized as:

I . Development of a stat i stic al procedure for determining

reLevant labor pools that is techn i call y and legall y

det ensthle .

.
)

. Development. ot soft data support cases t o t  t h e  statis-

ti ca l procedures.

1. Blending t he  statist i caL and support data with the lega l

caseS and organ i za t ion ’ s At ii r,na t i ye Act ion P1 an .

The tundament .i l b u i l d i n g  b l o c k  ot t h e  Nav y ’ s sy s tem is  project tons

ol  t he’ z e g  tona l I shot market s by o c i up a t  t o i l  and Level . These dat a art ’

t o  he ’ deve’ loped t h i o u g h a comb i nat ion o t 1 oca I , reg i ona L , and nat  t o n a l

s t . i t  i s t i . s .  Among t h t ’ t ai ’toi ’s w h i c h  .ire being cons ide red  tor the  U .  S.

N a vy  s v st  em are (I) et boo ~~Sc ~ X I L . I  I group  ie’pi esentat I on , ( 2 )  o c c u p a t i o n

ediie - ., t t on requ i crnt-’n t s , ( ) gt’og rap ti i c a rca , t. •‘. expected  (or des i ted)

wages (~ 
‘I emp I i ’yment st  .i t u s  ~u t app 1 t c an t  s , (tI ) occup a t i ona 1 cL iu ~~e, ( 7 )

ca reer pr ogress ion and job character istics (e.g., a’~nua L number ot hours

worked , weeks worked , etc. ).

2 fhe se’ tact t ’  u’s are s im I 1.1 r t o  those’ requt reel by the Ott i c e  o t  Federal
C o ut  i .ue  t s Conip i i  a n i  r t o t  At I i  n a t  ive Act ion P1 .ins t or government
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i’~oi ’ p U t p o s e s -  o f c a l c u l . u t t o i l s  • it was f o u n d  t It ~~ t o u t  r a r e ’ gi OII~iS

w e’ t c~ .11)1) 1 II~~ I 1.1 t e’ B I .t ~ k U t  s - p a n t  , i ’t be t  M t  uu o t i  I v , and Wit u t t’ , Wh en

oml ’ t tte ’~I w u t t u  Ifl .u I c  .11111 t em.i I t ’  h .u i . t u  t e ’ i i ; , I t  t o i t s . e ’ i g l i t  i .u~ e ’~ ~.e ’5 i, a ’t  I t n o —

5 ( ‘511.1 1 g t 00115 1 t o  c i i i  t . lo  ~iet ornu t t ie ’ I he ’ app t o p  t t .tf o oc ~Ii~’.i I t o u i s  , I to

i v  i I Si’ i v  t i e ’  (~on~ i i s - s  t o n  t. .u c o l t s - u  I t  e I .titci t w o  sub g i a’ttps of ~l l 1s ( w i t  i t  e’

i c ’ I  I . t t b l u e  a o l  l a t  ) ~l r t  u t tod - I t  wa s  l , ’ . t i ’ iie ’d t h a t  ( ti e ’ i ’St ’ I’ :~l’CO ( I ’ i o

o s- s  t 011.1 I , Ad uut t u u  S i .11 t ye’ . I’ c~c t u u t  i c .u I . C le ’ t i t  a 1 and t ) t  he ’ t (~c’ i tO I .11 S a l t r d u i  li’

gr o u p tugs w e  u o app rop  i 1.1 I C  t o t  Wit I t C. 01 I .11 occ ’l ipat  i Otis .lnt$ v.1 1 u o u t s

u p g i  .,t ii ’aI pay p l ,uuts t o t  h i  t ie ’ t o  1 1.u t . F ot  t he N a v y  • t h e  I’ tot ess t o n a l

.u ( e ~~o t v  was sp l i t  i n t o  S c t e u t t  i s t s  . u i ie i  I . t t ~~u t t r i ’i s  .iutl Ot her  l’ i’o t e ’s - s i o t i . t I s

i t t  i s was lotte’ S u t t i e ’ I lie N .t vv  ha s I.u i go n unihe I s  of sc i cii I i st 5 .1 itd e’ltg I lie’e’ i .0

i t  h i  it i t s tin t a l i l e ’ I .u t ’o  t t o t  cc I n  t he’ h i  t ie ’ (‘0 1 1.1 1 .t t e a  vii i cli i s  sop ,t i .ut e ’

torn the Ot ti~ ~ C ’it e’ i a  I Sctie ’du 1 e • the’ Navy s-vs  t out g i’oups I lie occup a t i ou t s

i nto  t 1w ~ r a t t timt’tt and Ope i . t t  o rs , and Lul’o t’e r s e.u t ego r i c ’s . 1” t ye  t’.I I 0€ ’ I’

1 eve L s 01 gi .tde . g rou p  i uigs we’ u e a I so I outiel  ii he’ app rop i i  .u t e ( t  . e’ . ,

I —
~~~ 

; ‘
~ —$ ; 9— 12 ; I t —  I ‘

~ 
; and Ill — 18 t or  Ce t i r t ’~t I Sche’du Ic Per souine ’ I anti

A pp r e n t  i c e ’ ; He’ 1 p et  ol - Scm i ski II e’~i ; .J o u rn ey r n e u  ; I.e’ade’ r ; anti  Supe ’ i v i  sot

t o t  ungrade d  p e ’t s o n n e l

(;eog rap h ic  .l tici edur at i ona I t’ i t. or i s  as shown in  F i g u re  1 were  elet cern i ti ed

or each o t t he’ ma.i ot o c c u p a t i on  groups  anti g rade ’/ 1 eve’ I gioti p u ugs . Once

r.on s t ru e  t ed  • t tiese c i  i t  e’t ’ ta We’ re’ checked w it Li t he’ ci vi Ii an p.’ i sonne’ I

See’ Secretary ot the Navy Lust m e t  t on  1 2.’S() a) of  1 Oct 19 1 tot

the precise clef tnt t tons  of the oceiu p . t t t o u t —  level c .t t  egot’ i c ’s.
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staffing experts for the Navy . The occupation education requiremeitts

are clear for the Sc i e ’ntjsts and En~~ineers ,tiiel ()the ’r Prole ’ssiona l job

categories. Also the geograp ht.. area is national since the ’ Civil

Service Consniss ion registers are nationa l and the student bodies of marty

pr o f ess ional  schools and un iv ersitie s are drawn f rom d ive r se ’  a r e a s ,

The Administrative job category criteria change as one moves up the

career hierarchy. A t the entry levels the labor market is local or

regiona l depending on the type of administrative job involved . The

reg ion in this case is the Civil Service Comm ission examining region .

Educationa l requirements can also vary considerably with on-the-job

experience substituted for forma l education . As one moves up (.0 higher

grades , the criteria becomes broader indicating the enLarged recru~ tment

- 
‘ area and the need for more qualifications . The Technical joh categories

for the Navy are essentially two different labor markets. At the low

end the jobs can be characterized as technician aids while at the higher

end the job con ten t approaches tha t of a hi ghl y spec ialized profes-

sional. This is particularly t rue for the Navy since there are a con-

s iderable number of , d r a f t smen , engineering and electronics technic ians

in the laboratories. The Clerical occupation labor market is locally

oriented . The Other General Schedule occupations are a mixture with the

grea tes t propor t ion being f i remen , guards , and pol ice. In most cases

the labor market for the blue collar jobs is local.
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A s tgni f t  c a i i t  e l f  a l i t  was mad e ’ I a ’ i ab ut i Iv . ‘ i t s - c t  u I  j i l t 1  w e ’ 1 1 s - I r a  I —

t ed L o~ ,t I I abo t a t e ’ .a f o r  o j i  hi c lef  i ut’ ei i o t a  i I.sss It w ,t  s- t a ’ i i t t a i  t h a t  ( l i e ’

Navy had 100 ot  m o t e ’ emp I c 1VOe ’S i i i  .111111 OX i n i at  e I ‘~‘ ‘“ 1 shot ma tLe t .11 o.t s

dent i t t e s t  ion  c a t  t hr  1 shot  m a t  ket  s- w- .i s- .t t  t i sup i t  shod in  .u mu I t  i s - I  .tgr

p rocess  - ~ i ts t , ot int  s were ’ oht  a toed ot  t i v i  I tan p e u ’ s o I l t t e ’ I t c a t

itist a 1 Lit ion . 1’hese ’ dat  a wet  e’ s or t e d  by a geograp tt t c I ~~~c . tt  I O U  ~o~h’ t ~

see what .Ippe ’a t e ’ t t  t o  he t he’ most 1og i t a  1 1 . t L a o  t ma i’kot s t hro t t g ti t o l l s - U I —

t a t  t on  o t maps c o tt t  a t o t  ng SHSA , ot i t t l  ‘a. and I ot ’.i 1 t’onuilu it t r i g  p .t t t 0 I l l s -  ~s-

reflected by i o.ids and w a t e r w a y s  A t i rst t ilt wa s- m ade’ at c’s-tab I i sli t ug

the I shot’ mai’ket ~‘ns i st ent wit it t he’ put ’ I i i  d a t  a t t I es s - it c h js the ’

Curr ent Populat ion Survey (CL’ S ) and  S u i t  vu ’v of  I itcotlue ’ and E d u i ~~ ,t ton

(SI F) . I n  a rea s  whe t e the 1 oca 1 1 ~thor ma rket w’.t s not  c l e a t  a I t~ p e’ i ~ 0t1t

samp le o f a l l  p er s o n s  h i  red in  t he’ la st two \‘ e’.t i s  t s h e’ t ng o h t  at n e~t

The places ot residence ot such p ersonne ’ 1 it th e’ I t ine’ t hey tn,i~te~ t t ~ei  i

app 1 it -at ion t~~ t emp loymen t  is  i c i C O t  i t  t ed  ~iuni ci .tssi tied to de ’t ernt t tie’ .t

1 oca I L a b o r  m ar  ke’ I .t t c’ .t lii .t ti unihe’ F a’ t i U S t  .i f l a  Os-  t I t’ t s  I ~‘t t t id  d i i  t i —

cu l t to p r ej u d ge’ w h a t  was t tie’ t’e ’le’vj nt  l ab o r  m~t r ke ’ t

As w i t  I be d i s cussed  in  t h e  next  s- e ’ a’t  i o u~ t h e  e x p ec t e d  w . lg t ’ i s

l i k e l y to  d i ffer across labo r market .tre,ts. For t h i s  i’e’j sOt l  ( lie’ N~tv v  i s -

testing a re ’ l evant  l a b o r  poo 1 mode l t o t  i t  s FF0 gt’a I s  s-vs  ( i’m p a r t  i CU 1.u t v

t ot  those o c c u p a t i o n s  ~ud c a r  e’e’t love ’  I s  wit ere ’  t h e  I .uhor ma t k e ’t i s  I t ac t I
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T i m e  phasing c on st de ’r . i t i o n s  . ire  important . The two most important

t i m e  p has ed f a c t o r s  w h i c h  i n f l u e n c e  the  s i z e  of the relevant labor pool

Si re the changes in the’ labor f o r c e  p a u ’t l c t j . t t i o i t  rate and su~ p 1ies of

p~~rsonne i t r om e d uc a t i o n a l and t r a i n i n g  i n s t i t u t i o n s . As i s  w e l l  known ,

t h e  lab o r  p a r t i c i p a t i o n  r a t e  f o r  wome n has been incr eas ing rap i dl y for

many years. The Bureau of Labor Stattstics show that this increase is

projected to continue although at a lower rate through 1990. The main

factor behind the projected slowdown is a drop after 1980 in the number

of women in the ages at which people enter the labor force. BLS projects

the l.t hor force partici pation rate of prime age (25—54) working women

to grow from 55.0 in 1975 to 63.6 in 1990. This compares with the rate

of 94.5 for working men in 1975 to 93.7 projected for 1990. Although

there is a gradua l increase in  the labor force participation rate for

women , they will comprise 40.8 per cent of the labor force in 1980; 41.4

per cent in 1985 , and 4~L0 per cen t i n 1990 .

Occupationa l arid work skill qualifications of persons have a con-

siderable impact ott the number of persons in a relevant labor pool. For

example the Navy along with many other organizations would be happy if

larger numbers of men chose to enter the secretarial occupations . There

a re more men enter ing these occupa t ion s bu t fo r the nea r t erm the cler ical

occupa t ions a re large ly composed of women incumbents . Similarly, w h i l e

4 See H. N. Fullerton , Jr., and P. 0. Flaim 16) .
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the I i  remen and pc~l i i.e o.’cupat i out s have been opened up (.0 women , the ’y

have been l a r g e l y  m a l e  d o m a i n s .

On the b lue  c o l l a r  s i d e ’, encouragement  f o r  more women to app l y

has not a l w a y s  met w i t h  success .  A f a c t o r  i n f l u e n c i n g  (he ’ blue’ col l ar

l a b o r  m a r k et  f o r  the ’ Navy i s  t h a t  e ’xperiet ice fo r  e n t r y  into the

c i v i l i t t t t  jobs may have come as a r e s u l t  of t r a i n i n g  o b t a i n e d  i i i  t h e

a rmed serv i ce’ i n  combat de s igna t ed  j obs .  A l s o , the v e t e r a n s  preference ’

laws have tended to  r e ’s t r i c t  e n t r y  o p p o r t u n i t i e s  f o r  women i n  c r a f t

r e l a t e d  j o b s .  To account . f o r  t h i s  t a c t , the  re l ev an t  l a b o r  pool d at a

~t r e  ad jus t ed  to r e f l e c t  t h e ’  pe rcen tage  of e n t r y, ,j c ~I~s l i k e l y to be

encumbered as a r e ’st i lt  of v e t e r a n s  p r e ’t v r en ’e . An i n t e r e s t i n g  s ide ’-

l i ght  of t h i s  a n a l y s i s  i s  a q u a n t i t a t i v e  m e a s u rem e n t  of t he ’  impac t

of the vet crans prefe’rent’e’ l aws . These’ d a t a  i n  t u r n  may i n f l u e n c e

future’ government wide’ policy arid legislation .

In a merit - system , career progression also de’pe’nds upon time ’ in

grade ’. For e x a m p l e ’ , the W h i t t e n  Amen dmert t  r e’ eju t i re’s that one’ spend at

l e a s t  one year  in grade  b efo re  p r o m o t i o n  i s  p o s s i b l e ’  to the next

e l i g i b l e  grade ’. G e n e r a l l y ,  p r o m o t i o n s  do not occur in one year  inter-

vals in a lock step sequence . At the hi gher  grad es , the time hetweeti

grades tends to  he several years. At the hig hest l evels , i t  can be

expected to take at least 15-20 years to attain th e necessary experience ’

t o  he upgraded to an ex e c u t i v e  position .

9

I
~~~~~~~~~~~ ~~~~~~~~~~

-: —‘- .
-

~
.----

~ 
- 

~ ;_~ ‘::: ~ j . ,-~~--~ ‘ - -~~~~~~



‘—S ~~~~~~~~ ~~~~~~~~~~~~~~ 

‘

~~~~~~~ ~~~ ~~~
-
~~~~~~

-‘--- ‘
~~~~~~: ~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~ 

- -
~
--

Labor market supp l y r.itios w i l l  be developed for the Navy system

t’or the ’  o c c u p a t i o n - l e v e l  groups indicated in  Figure 1. These data wil l

be a comhinat iott of values obtained by a re levan t l abor  pool me thod o logy

with nationa l estimates as appropriate.

Re eva~~~~~abo _Pe~~~~~~~~~~ Iology

One o f’ the most adv anced ex terna l  l abor  market  ana ly sis systems i s

the RIP Methodology . 
6 

It has the advantage of versatility , be ing

app l i c a b l e  to labor marke ts of any size and adap table for  use by organi-

i,ations in virtuall y any indus try . The method emp loys an economic

behavi or techni que and examines the relevant labor pool from the realis-

ti c pre spec t ive o f the p r i nc ip le’ of “expected wage ,” which  says tha I:

I . An emp loyed person will not change jobs if what is

perceived as the “expected wage” is less than he or she

i s earning; and

2~ A per son wi thout a job w i l l  no t take one t hat o f f e r s  a

lower expected wage than what he or she gives up and

expends by not working.

S The methods to determine the national statistics will be similar
to those reported in Chapter V of Lewis (Il l .
6 The RLP Methodology was developed by D. H. Atwater and
J . A. Sheridan. See Chapter IV of 112 ! for a more comprehensive
discussion of the technology .
7 The technical term for e~p,ec ted or desi red wage is the reserva t ion
wage’. References in the economic literatu re will focus on reservation
wages , the v a l u e of a pe rson ’s time and the labor participation
decision . See G. S. Becker I l l  and 1. W. Schultz (14).
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The accuracy of aitalyst’s based on the expected wage p r i n c i p l e ’  requ i res

only that persons behave i n  an rational economic matuter (i.e., c a l c u l a te

expec ted wages and compare them with market wage offers) which several

studi es hav e shown to be the case . 
8

A fl ow diagram showing th~ RLP Model design is shown in Figure 2.

‘l’he model starts with individuals in the civilian population of women

and men as reflected in  public dat.i t’iles. The first question that is

asked is whether an ind ividual is iitsti tutiona lized . If so then the

person is not available tor emp l oyment . Next , an age filter is used to

again delimit the population. Those available for work are then passed

through a filter to determine ’ i f  they are full-time , full-yea r workers.

It the answe r is yes then the question is asked whethe r the wage of’ a

particular job meets the expected wage . If it does not , then the record

is retained to consider it for other jobs. If it does then a check is

made to see if the individual has the work skills for the job . If so ,

then the ind iv idua l is p la ced in  the relevan t lab or pool f rom f u l l  ti me

workers . If not th ’n the record is retained for consideration for other

jobs . For those not full—time ’ workers a similar process is accomplished.

An additiona l step is added to determine if the individual mig h t be a

full- time worker if’ the job is offered . The results from all these data

compar isons are the relevant labor poo1s for each of the job categories

by race and sex.

8 See 3. Cogan (5), (‘a . Hanoch (8), R . Gronau 17 1 ,  and 3. J. Heckman (9).
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/ Civ i l ian
/ Population

f,,,,,~~omen and Men

U,!!!titutions1ized~i_._.. ~~~~~~~~~~~~~~~~~~~~~~~~

Age —< 16 65 _________ __________

Consider

~~~~~sider for1 
16-65 ror Other

[~~~ er Jobs Yes rrun Time No

No 
~~~~~~~Expecte~~~ ~~~~~~~~ 

_____________Wage ‘ Reservation tiage N
~.Expected UageYes if Yes

- 
- Wage Probable

Yes 
_ _ _  _ _ _

Yes

Choose Job Choose Job
With Similar With Similar
Work Skills Work Skills

Required Required

No 
J

ves Yes~
[,, 

No

Available •Available
‘ool I’rom Pool From
Full Time Not Full Time

I,~~~ 9rkers Workers

L ’ Relev:nt

Source :  D.  A t w a t e r , UCLA Pool(s)

RLP MODEL DESIG N

FIGURE 2
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The r e l e v a n t  l abor  pool m u s t  be c a l c ul a t e d  u s i n g  the  k i n d s  of da t a

indica ted on Figures 3 and 4. The kinds of data indicated on F i g u r e  3

are for ind ividuals on public data files which have been computerized .

This data is used in conjunction with Navy data of the kinds ind icated

on Figure 4. These data are used in an economic decision mode l to

develop the relevant labor pools for Navy jobs.

Data Sources

There are several data bases which can be used to obtain p r e l i m -

m ary statistics for estimating the relevant labor pool. One of t he se

is the most recent decenniel Census . Unfortunately , the Census is not ,

updated frequently enough to reflect shifts that begin after the Census

is taken . EEO is a case in point since the need for goal se t .t i ng  was

not explicit until the Amendments in 1972 to the 1964 Civil Ri ghts A ct.

Missing in the 1970 Census distributions would be the change of the role

of women in the workforce . College enrollments of women in traditional

male d iscipl ines such as eng ineer i ng is incre as ing a t a rap id rate’. To

the extent that expected wages for such jobs preclude many of (1w

current workforce and emphasize college graduates , the relevatit labor

pools are l ikel y to be substantially affected . Such changes in the

curren t and projected workforce argue for the most recent occupational

data available by ethno-sexua l category . Also data on the ethno-sexual

mix of college and gradu ate school enro l lmen ts becomes nece ssary for

projection of labor market availabilities.

13
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- Current Employment Status (full-time , full-year/no t full-
t ime , full-year workers

- Year of Education Comp leted

- Age (in years)

- Race (white , not white)

- Race (black , not black)

- Ethnic (Spanish speaking , no t Spanish speaking)

- Children 1 (number of children less than 6 years of age)

- Children 2 (number of children 7 to 13 years of age)

- Children 3 (number of children 14 to 18 years of age)

‘ 1 - Income of other workers in the household

- Estimated Hourly Wage

- Samp ling Censor !1lodif ier (X )
- Predicted General Work Experience

- Occupation and Industry Codes (detailed Census code
classifications)

Source: Bureau of Census Surveys

PUBLIC DATA PARAMETERS FOR INDIVIDUALS

EEO LABOR MARKET SUPPLY RATIOS

FIGURE 3
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- Average Hourly Wage

- - - Starting Hourly Wage

• - Top Hourly Wage

- Monetary Value of Benefits or Other Forms of Compensation

- Number of Years of Education completed at time ot Entrance
to the Job Classification

- Vocationa l Education Completed at time of Entrance to
Classification

- Occupations of Entrants to Navy Jobs Prior to Navy
Position (Code Categories Census/DONOL)

- DONOL Occupation Specific Work Expe rience of Entrants
to Navy at Time of Entrance

- General Work Experience (all jobs) of Entrants to Navy
Jobs at Time of Entrance

- Age , in years of Entrants to Jobs at Time of Entrance

INTERNAL NAVY DATA PARAMETERS

EEO LABOR MARKET SUPPLY RATIOS

FIGURE 4
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Various forms of the 1970 Census as well as more recent public data

surveys are available to the public either directly through the Census

Bureau or through fi rms which provide processed data. One file which is

sometimes used is the Public Use Sample (PUS) which contains a one in

one hund red sample of the est im ated 1970 popula tion . There is also the —

Cur rent Population Survey (CE’S) which is an annual samp le bu t con tains a

far smaller sample (one sample person represents approximately 1500

persons in the population). Both the PUS and the CPS are available from

the Department of Commerce , Bureau of the Census on magnetic tape . The

cost is only tha t of the tape , computer time , and staff time to make the

tape . The Survey of Income and Education (SIE) was a one time only

survey done in 1976. The samp le size is approxima tely nine times larger

than the CE’S for 1976 (March) and contains detailed education and labor

f orce par t ici pation information.

For EEO purposes , it is the experienced (employed and unemp loyed)

workforce data that should be used. There are a number of ways to

obta in data on the experienced (rather than currently employed) work-

force . For example , there was a special run made of the 1970 Census for

EEO purposes financed by a consortium of 100 large companies . The

output of this run available by counties and SMSA ’s is the experienced

workforce for each race and sex grouping for all the occupations covered

9 This run was accomplished for the National Planning Data Corporation ,
-

- - Ithica . New York. For organizations not participating in the ori gi n a l
data collection , the data can be purchased from NPDC .
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L
by t he  Depa r tm en t  of Labor ’ s l ) i c t i o n a r y  of O c c u p a t i o n a l T i t l e s  (DOT ) .

While this data is a u s e f u l  s t a r t i n g  p o i n t  f o r  c o m p a r a t i v e  purposes ,

there are a number of reasons to t rv to  seek inure c u r r e n t  d a t a .

For public orga itiiatioti s , the Civil Rights Act of 1964 d i d  not

become ope ’r at  loita 1 unt  t I Ma r ch  19 U . W h i l e  d i s c  t - in  i n a t  ory  ac t  ion t i l i n g

dates generally mark the  initial period fot discovery of emp loyment

i n f o r m a t i o n , the Supr eme Court  r e c e n t l y  r u l e d  t h a t  p r e — A c t  emp loyment

practices could not u s u a l l y  he used in  t h e  d e t e r m i n a t i o n  of such cases. 
10

Thus , on the basis of the’ Court’ s dec i s ions , the use of’ 1970 Cen sus d . i t a

in  setting EEO goals for public emp loyees is questionable. In a d d i t i o n ,

(l~ 1970 Censu s da ta bas i c a l l y  r e f l e c ts the genera l  popula tio n wh i ch

could easily have different ethno—sexual characteristics than the ’

- 
J available workforce for a particular organization. This question wi l l

be overtaken by more recent data particul arly if other data sources i n

addition to the  1970 Census are used to  develop the  needed c o m p a ri s o n s .

In add ition to possible lega l difficulties (at least for publi c

organizations), the use of more recent data is warrented on purely

statistical grounds. The number of women entering the workforce

10 Hazeiwood School District v. United States (45 USLW 4882 1b177 ) and
the Internati )na l Brotherhood of Teamsters v. United States (14~i USLW
4506 1 5 17 7 ) .
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has in c r e a s e d  sig i u t i c a i t t l y  s i n c e  1970.  I n  some cases  t h i s  i n c rease iii

women has ac t  n a i l  y caused I he pe’ rce ’ctt  age o t men to dcc i i  n e—  — s uc ii as i n

t h e  Ieri c.t 1 ot cupat ions . T h i s  i s  s i m p l y  the result ot the  it i cr e a se  in

the flume’ t a t  01 in the p a t  i t y t a t  o equa t eon  t o  ae’couiit  t o t ’ t he  i t ic ~~ s r

of woint’ it in I he work  f o r c e

F o i l  u n a t e ’l v t h e r e  a r e  u s e f u l  d a t a  sources .  As d i s c us s e d  prey ion s  l y ,

these i tic 1 ude t h e  Cl’S .in~I t he ’ Su t’vt .v o f Incom e and Educ.-i t on (Si E

W lt i  it’ t he’ prima t-v purpose tor t h e ’  S h E , col le&’ t r d  by the Departeinent oh

hica I t  h • E ducat  iou , a nd Wt’ I t  are , was t o  he 1 p to  answe r qu es t i otis i n  t he

adm t iii st rat ion o t we 1 fate p ro grams , t h e  SI  F a L s o  cotit at its a 11 t he  dat  a

e lemeti t  s (see F i g ur e  1) needed to  est imate ’  r e l e v a n t  lahot pools - The

samp le is large’ etiough to h~ useable en most ot the major Labor m a r k e t s

of t h e ’ U n i t e d  States. l’his is p articul arly t r u e ’  when t h e  SI E  is supple’—

me’nted with other data sources which are availabl e .

In  addit ton to  a c t u a l counts or samp les , there is a tteed tor

pro jec ted  d a t a .  T h i s  is p at -I  t c u l a t - I y  h e w  i n  t he  are as ot  p ro j ec t ed

educationa l attainment s as tar as the professiona l occupations are

concerned . A lso , there is a need to estimate the influx ot women into

the wor kfotce . P a r t i c u l a r  a t t e n t i o n  is g iven to these data issues iii

the Navy system .
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FF0 t~oa I s P1 ann  i n~ antI  A c c o u n t a b i l i t y

A flow di agi-arn etep i c t  i rig t he  Navy EE() g o a l s  det e ’r m i i t a t  ion sys tem

is  shown on F i g u r e  S. The Navy  is us ing  .i “hot  torn  up ” e~ s t  i r n a t  c o r e

s y s t e m . The manpowe r r e q u i r e m e n t s  r e f l e c t  t he  w o r k l o a d  of t h e  o r g a n i —

~a h e  ott  r respect  i Vt’ ot the EE() cons i dera t ions . These manpow er reqee i i - c—

meit t s  a re  s p l i t  in t o  FF0 goa l s  v i a  the  goal  c a l c u l a t i o n  program . The’

e ’x t ern a l l abo r  m a r k e t  supp l it ’ s of personnel  are eitt .er ed Lw means of

a table of s u p p l y  r a t i o s  f o r  each ethno-sexual category . The supp ly

r a t i o s  are projected for both one and five years in t o  the future.

As has been discussed , the supp ly ratios are .i comb i nation of national

and reg i ona l statistics. Any statistic~al bias is on t he’ side of the

genera l p o p u l a t i o n s tat is t ics . Thus , when there is l ess precise int .’r—

mation to develop a particular supp ly ratio , it is on the sid e ’ of’

population parity rather than occupation pa rity. In t h i s  way s tat  i s —

tical errors tend to favor Affirmative Action.

Once the EEO goals are obtained they are used in an a c c o u n t a b i l i t y

system. Projections are made of the EEO goa l s  one and f ive ~‘ears i n t o

the future . In this way it is possible to obtain both ~iti i m m e d iat e

as well as a longe r term reading as to the health of’ a part i cular

organization ’s EEO prog ram. These centrally devel oped goals are theti

eva luated locall y w ith any differences negotiated to correct for

si tuations not included in the c e n tr a l  calculations . Once agreed

upon , the local organization head signs off committing the organization.
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A t the end of the year the goals are evaluated by h ighe r management

for possible furthe r in-depth review . Appropriate filters are included

in the computer programs to l imit the data to be evaluated to signifi-

cant deviations from the goals. The whole process is repeated annually

to reflect the most current p icture of the interna l and ex terna l

env i ron inent.

Several repor ts a re nece ssary for  accoun tab ili ty and con trol

purposes .
11 

The first is an accountability report such as is shown

in Figure 6. This report shows how well an organization did in relation

- 
- to its goals and also provides planning information. The data columns

or the reports indicate:

- The actual on-board in each ethno-sexual (race-sex)

category in each job category at the beginning of the

five-year accounting period.

- The actual on-board in each ethno-sexual category in

each job category at the most current time period .

- The EEO goal in each ethno-sexual category in each job

category for the current fiscal year.

- The discrepancies between the EEO goals and the current

on-board population . (This version of the report iz

11 The material on accountability is from Niehaus and Nitterhouse (131.
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p u o g I  . i i t i  of [ hi ’ (‘AMAS sv st  elil ( i t  dcv i ’  I ‘‘p t h e ’  tue ’e ’cie ’eI i I . e  I - l . ‘I’lie ’ d a t  . 1  i ~

s o i l ed  by e’thno— sexual t a t  t ’g o r v  w i  t t t i ti o~ n epa l  i o u — l e v e l  . I t  shows

t o, eat - l i  et h i i o — s c ’x e i . i  I ca t  e g O I  v i i i  e’ . ic i t  u t - i t i p at  ton l e v e l

— 
~~OpU I .i t i ou t .i t ( lie’ st  at -  I o f  t h e ’  .i  c conic  I I ug per  i oil

- li t res

— p romot i ot t

— oh he’ t. gi t i c s  ( i  . e • , I a I i ’  i-a I I r a t i s  I i ’ , s I rom . l i lot  he t n n e t i —

pat ion wit ii in t lu’ ii i-gau l i ia h i  ec u )

— ecpp o r I n n  i t i e ’s  I t c i -  .i i t  i i-mat L V I ’  .11 I i on ( t . . , sum of lii i- c ’s

~ 
rornot tons , and ot lie ’ i- ga c it s 1
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whet her nianagers are us trig ,iva l i a b l e  personnel  act  ion oppor tu i t i I i r s

to  i iu’rease t h e  r a t e  oi ’ t r a n s i t i o n  of m i n o r i t i e s  i n t o  job  c a t e g o rie s

in  w h i c h  they  ~cr e ’ p r e sen t  ly un der r ep re ’sen ted  (as  evidenced by d i s c  rep—

•cuic  i t ’s I rout goals ) . A p p r o p r i a t e  re ’w~crds  or  pun i shmen t meted as a

r e s u l t  c~ f these  report .  s s h o u l d  i n t l  ueut’e managers  t o  t ake  dc’s i red

act tons, O f course , norma l iules of s t a t i s ti c a l  i nf er e n c e  mus t  be

app l i e d  t o  s u p p o r t  stat ist i cal  con - 1 us i oui s t aken  f rom the d a t a  . —

However , even in the absence of “ statisticall y signifi cant ” inferetices ,

these reports serve as a basis for comparisons between managers and

di scuss ion of’ a reas and methods of improvement .

Mode l s  are’ b e i n g  developed to prov i de ana l y t i c a l  e v a l u a t i o n s  at

b o t h  the loca l  and h ea d q u a r t e r s  L e v e l .  At the local level models

can he used to assist in dev e l o p i n g  affirmative action p l ans f o r

those Parts of the workforce which are developed and recruited local l y.

At the headquarters leve l , the goa l s can he used fo r  imp act an a l y s i s  o f

the systemic aspects of the affirm ative action program. The models of

the Computer-Assisted Manpower Analyses System (CAMAS) are being extended

to include EEO goals. This use of models at the headquar te’rs level

perm its an evaluation of possible policy changes without changing the

existing policies until a better idea of the impacts are known . in this

use of the model , there is generally neither the time nor the reason for

adjusting all the detailed EEO goals when an analys is is made .

12 For an in-depth discussion of statistical itiference in relation to
EEO , see J. Ledvinka 110 1 .
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- 
- i’he proposed EEO goa ls  sys tem is be ing  tes ted under  o p e r a t i o n a l

i’ond u I icetis . Ouu e ot the r e s u l t s  m ore than  l i k e l y  w i l l  be an intprov ed EEl)

g o a L s  s y s tem .  T h i s  sys tem w i l l  then be proposed f o r  i mp l ementation

- t h r o u g h  the norma l Navy  p rocedures,

F u r t h e r  r esea rch  w i l L  a i sc e  be needed . P a r t i c u l , c r em p h a s i s  w i l t  tee’

- - ten ( I )  i m p r o vin g  the  e x te t ’it a l l abor  m a r k et  a n a l y s i s  pa r t  of t he  sS ’ste ’nc

- 
.tnd ( 2 )  improvement  of i c i t er n a l m o b i l i t y  p l a n n i n g  systems . These e l I c i t  I s

w i l L  t o t  low the pat  t e r n  of the iii it i a 1 EEO mode 11118 u ’e’se a r c’h by requ i i - i lug

p r o t o t y p e  t i’~;t ung antI or g a n u  zat  j ona 1 ~ect -eptance  p r i o r  t o  imp l eme’t i ta t  i o n .

EE() planning encompasses almost ,i l l  aspects  of human resources

p la nning . There is the need to integrate ’ EEO plantiing with workload

planning and extertia l labor market analysis. The system depends on

a reasonable estimate of the available labor pools. At the same time ,

the workload drives the system and issues such as upward  mobility and

- atfi rmative action are important . Thus , only an integrated approach

w i l l  provide the improvements in the system that are needed . Additional

- 
I 

reports in  this series w i l l  touch on these issues .
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