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PREFACE 

This report of the LEAA Task Force all ~~ol11en discusses the probh~ll1s 
of ~'Jomen in LEAA Cind the impact of LEAA I S programs on wOlllcni 11 the 
criminal justice system. The report includes recommendations to improve 
opportunities for women throughout the AClency, and it deals vJitil impor
tant ; ssues ral ated to the mi ss i on of LEAA and the needs of WOt.len in 
criminal justice. 

Tile Tas k Force rev; e\'Jed LEAA -funded programs intended to prav ide 
equal services on an equal basis to persons in the criminal justice 
system. We ana1yzed current LEAA funding patterns and ongoing progrdms 
Illost directly related to the needs of women. 

The Task Force found a general lack of attention to women's neeus 
in most programs and to assuring equal access for women by institutions 
providing services. T!lis inattention stems partly from a lack of aware
ness of the special nt~eds of vmmen. Partly it is due to the precedence 
uiven to other priorities. ~lost of the programs we consid~r significant 
for wOlllen lack adequate representation of women in policy making and 
upervisory positions. 

The Task Force has developed recommendations for particular prO!)ralllS 
to meet the needs of women. More importantly,by studying tile process 
of day-to-day LEAA activities, the Task Force has developed mechanisms 
for assut'ing that women bCCOlI1C more valued and have a more si~lnifical\t 
part in that process. 

Th~ issues and recommendatiuns in this report are by no means defin
itive. The Task Force's;nitial priorities were to identify till' areas 
needing change, to start the processes of change, and to recoltlmend qOdls 
and methods of change to be pursu()d by LEAA. TtH~ rl~port SHts forth d 
preliminary agenda for positive action; however, much more wod, needs 
to be done. 

Tht} success of th(~ Task Force on ltJoll1en--and its anticipated impact.-
;s largely due to the concern and commitment of many people both within 
LEAA dnd in law t~nforcernent and criminal justic~ aqencies. The pulJ1icity 
about the Task Force has reflected the belief of many people that LLAA 
intends to respond to the problems of \'lomen in criminal justiCl~ and 
to provide leadership in this area. 

Those of us on the Task Force took our responsibility seriously. 
As a result of our experience, we recorjnize that cilan9c does not como 
easily. Ive hope to create the climate for change by raisin!) the expectd
tions of vJOmen about their role in this Agency dnd in the criminal 
justice system. It is the responsibility of all of us in U:AA t.o help 
fulfill those expectations. 

Harl em~ Beckman, ella irperson 



7 

~ 
I 
1 
I 
I 
I 
t 
! 

lEAA TASK FORCE ON WOl\1EN 

Marlene Beckman, Chairperson 
Office of Regional Operations 

Betty Chemers 
National Institute of Law Enforcement 
and Criminal Justice 

Rosetta Daniels 
Office of Equal Employment Opportunity 

Roberta Dorn 
Uffice of Civil Rights Compliance 

Winifred Dunton 
Office of Civil Rights Compliance 

Robert Goffus 
Office of the Comptroller 

James Gregg 
Office of Planning and Management 

Norma Handloff, Director 
Delaware Agency to Reduce Crime 

Debbie Holt 
Office of the Inspector General 

Bonnie Hutchinson 
Office of Operations Support 

Suzanne James 
Office of Regional Operations 

Ellen Jasper 
Office of National Priority Programs 

Lauren Kaminski 
Office of Juvenile Justice and 
Delinquency Prevention 

Helen Lessin 
Office of General Counsel 

Carolyn Liberti 
Office of" the Administration 

Sue Lindgren 
National Criminal Justice 
Information & Statistics Service 

Laurie ~taxwell 
Pubiic Information Office 

Margie Mil1er 
Office of Juvenile Justice 
& Delinquency Prevention 

Gwen Monroe 
Office of Regional Operations 

Ra1ph Muros 
Office of Plannil-:~ & Managetll,ent 

Frederick Nader 
Office of Juvenile Justice & 
Delinquency Prevention 

Jeannie Niedermeyer 
Office of National Priority 
Programs 

Karen Peck 
Office of National Priority 
Programs 

Sharon Wagner 
Off; ce of the C()mptro 11 er 

Lavonne Wienke 
Nationai Institute of Law 
Enforcement & Criminal Justice 

1,1 



The work of the following in editing and f'lna1 preparation of this 
report is acknowledged: 

Mary E1'I en Brace 
Mary Graham 
Marilyn Marbrook 

Acknowledgement is also given to the Report of the Womenls Action· 
Program, u.s. Departl;;ent of Health, Education, and Welfare (January 
1972) which served as a model for our work. 

The LEAA Task Force on Women expresses its app)"eciation to the 
managers of LEAA who have given willingly of their staff resources 
and also of their own time. 

1 

! 
I' 
I 

I 

TABLE OF CONTENTS, 

INTRODUCTION 

ISSUES AND RECOMMENDATIONS: 

WOMEN IN THE CRIMINAL JUST1CE SYSTEM 
Women as Offenders 
Female Juvenile Offenders 
Girls and Women as Victims 
Women as Employees and Volunteers 
Women as Grant, Loan and Contract Recipients 

ADMINISTRATIVE MECHANISMS 
Management-by-Objectives (r~BO) 
State Planning Agency Guidelines 
Discretionary Grant Guidelines 

WOMEN AS EMPLOYEES IN LEAA 
Status of ~lomen 
Information Needs 
Career Development and Training 

RECOMMENDATIONS AND IMPLEMENTING OFFICES 

FUTURE ORGANIZATION AND FUNCTIONS OF THE WOMEN1S PROGRAM 

APPENDICES: 

A - Task Force Work Plan 
B - Female Offender Grants 
C - Juvenile Justice Grants 
D - Women as Grant, Contract and Loan Recipients 
E - Criminal Justice Statistics on Women 
F - Civil Service Commission Training Categories 
G - LEAA Equal Employment O~portunitY ~rogr~m 
H - Requirements for an Attltude Questl0nnalre 
I - Distribution of LEAA Employees by Grade Level 

-- -- ------:--------

Page 1 

Page 4 

Page 22 

Page 29 

Page 43 

Page 52 

I, 
\"\ 
-'t' 

., , 

( ~ 

i' ., 

j 
i' 



, 

r 

I 
I 
I 

I 

I 
! 
I 

I 
I 
I 
I 
I 
! 
! 
I 
! 
I 

,f 
!I 
II 

:1 

I! 

II 
1: 

I 
I 
I 
1 
I 

I 
f 
! 
I 

I 
! 
I 
r 
J 
r 
f 

~ I, 

1 

'\ 

INTRODUCTION 

Background and Purpose 

The Law Enforcement Assistance Administration is interested in 
the special problems of women in the criminal justice system as 
offenders, victims, and employees of the system. Because there are 
special women's issues which must be addressed to assure fair and 
equal participation by women in the LEAA program, it is 1ncumbent 
upon LEAA t~ review past and current policies and programs regarding 
women in the criminal justice system. 

Such agencies as the Manpower Administration, the Women's Bureau, 
the Bureau of Prisons, and the National Council on Crime and Delin
quency are al1 taking active steps in establishing policy and programs 
for women in criminal justice. As a principal criminal justice .agency 
for the country, LEAA should assume a leadership role in this area. 
Tinlely action is particulary important now since President Ford 
has estab1ished a National Commission on the Observance of Inter~ 
national Women's Year in 1975. 

A variety of offices within the agency participate in the planning, 
development, implementation, and evaluation of proj~cts inVOlving 
female clients in the criminal justice system. What is urgently 
needed is the establishment of an ongoing effort withir, LEAA for 
developing and coordinating policy, research programs, and funding 
concerned with women's issues. Additionally, there is a need for 
continuous communication and integration of available knowledge on 
women's issues both within LEAA and with other Federal agencies and 
criminal justice organizations. 

To begin this process, the Task Force on Women of the Law Enforce
ment Assistance Administration was establiShed on May 8, 1975, by 
Administrator Richard W. Velde,'and charged with these responsibilities: 

(1) Preparing a policy statement for the Administrator on women's issues 
addressing the following areas: 

o women as recipients in the LEAA delivery system; 
o the concerns and interests of women as part of the States' 

comprehensive planning proc€;:>s; and 
o women in the criminal justice system as offenders, victims, 

volunteers and personnel. 

(2) Developing program recommendations supporting the policy statement. 

(3) Determining the feasibility of establishing an ongoing effort 
within LEAA for coordinating women's programs and po1icies. 

1 



How The Task Force Oper?teci 

The Task Force was created as a short~term effort over a two
month time period beginning with the first meeting on June 27, 1975. 
The work plan was drafted with the strict time limitation in mind, 
but with the understanding that a recommendation would be made 
regarding the future organization and functions for an LEAA women's 
program. (See Appendix A.) 

To eM! . .n"~ a wide range of knowledge of current LEAA policies and 
programs ~oneerning women in the criminal jur.tice system. ;ask Force 
members were ap~ointed from various Agency offices. In addition to 
LEAA personnel$ Norma Handloff, the Delaware SPA Director, partici
pated as an ex-officio member. 

The Task Force divided into small working groups to identify key 
areas for study and to collect information leading to the development 
of recommend~t1~ns. The following Task Groups were established: 

(1) Womeh and Girl Offenders 

1
2} Women Who Work in the Criminal Justice System 
3) 'Women Victims 
4) Women as Recipients in the LEAA Delivery System 

(5) LEAA Advocacy of Women's Issues· 

Each task group met indepenQ~nt1y and periodica11y reported their 
findings to the full Task Force. Task group coordinators received 
input from LEAA managers, LEAA regional and central office personnel, 
and resource persons in other criminal justice organizations and 
Federal agencies which are d~veloping women's programs or offices. 

As the Task Force attempted to analyze those LEAA policies and 
programs part.icularly important to women's concerns and to understand 
women's needs in the criminal justice system and LEAA's responsibility 
to help meet those needs, it became apparent that consideration had 
to be given to LEAA's responsib'Uity to women working in the Agency. 
An effective leadership role foY' LEAA dep(mds upon the Agency's 
sensitivity to any discrimination which ma\y exist within LEAA and 
its vigor in carrying out policies and ~rograms to ensure equal oppor
tunity for women as full participants in the LEAA process. 

The. extent of the Task Force's inquiry involved the l~eview of 
numerous.(programs and activities of LEAA headquarters and regional 
offices; State Planning Agencies, and other la\'l enforcement and criminal 
justice agel'lcies~ Task Force committees reviewed program materials, 
Federal legislation, Management-By .. Ob,jective funding priorities, Guide
line Manuals, State Comprehensive Plans, EEO and Civil Rights Comp1iaDce 
documerits; etc. 
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The Task Force was repeatedly struck by the lack of attention t() 
women's needs in most programs and the lack pf basic information pelr
taining to women. As a result, many of the recommendations require" 
the elementary first step of collecting data or synthesizing and 
anaiyzing existing data. In the past little or no cons'deration 
appears to have been giveh to collecting and organizing information 
to develop a composite overview of women i1 the criminal justice system. 

As a result of the Task Force's information gathering, specific 
issues were identified which were considered to be significant in 
promoting equal opportunity for women in LEAA and critical to the 
Agency's mission in m~eting the needs of its female clients. Issues 
werle selected which provided an opportunity for greatest impact. 

The time limitation under which the Task rorce operated severely 
limited the scope of its inquiry. Many issues could only be surfaced 
with the recommendation that the appropriate LEAA office explore' the 
issue mote thoroughly. In addition~ the Task Force operated without 
staff support. Each member took on the Task Force responsibilities 
in addition to her or his own office work. As a result, the report 
itself and the recommendations represent only a preliminary study" 
Additional investigation, analysiS, and planning are essential. 
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ISSUES AND RECOMMENDATIONS: 
WOMEN IN THE CRIMINAL JUSTICE SYSTEM 

Women as Offenders 

Ana 11s1 5 of the Iss,ue 

Women in prison are the forgotten offenders. Because of their 
small numbers, the female offender's needs and problems have been 
largely overlooked by the criminal justice system. In 1971, approxi
mately 18 out of every 100 persons arrested for a serious crime were 
women. Of those convicted of a serious crime, 9 out of 100 were 
women, but only 3 out of every 100 persons sentenced to a State or 
Federal prison were woman. 11 Recent National Prisoner Statistics 
show that of the 204,349 inmates in state and Federal institutions 
in 19~73~ 6,684 were women. In additi~n, approXimately 7,000 women 
were locked up in more than 3,900 local jails scattered across the 
countr'y. Y 

The problems of the female offender have remained invisible for 
anothel' reason: women inmates f,hemselves have called so little atten
tion to their situation. Public and official interest in corrections 
and the attendant support fo~ prison reforms have been strongly 
influenced by the dramatic spectacle of disruption and violence inside 
many prisons. Ourin~ the 1960's and the early 1970 1s, a number of 
serious riots occurred in many large Federal and State ?risons for 
men. Women's institutions, on' the other hand, witnf:ssed few if any 
riots, and the amount of public attention focused on these institu
tions was proportionate. 

In the past. society has been able to ignore the woman offender, 
for the crimes women have conmitted traditionally have been ones that 
i nconveni ence rather than threaten. Women offenders a'te rarely 
involved with organized crime, with crimes involving large property 
losses, or with crimes that have endangered large numbers Qf people. 

However, recent statistics from the FBIls Unifon01 Crime Reports 
show that female arl"est rates for the majority of serious offenses 
are rising much faster than male arrest rates. for the period 
1960~1973, the arrest trends for those offenses defined by the FBI 
as "major crimes" are startling. During this l3-year period, arrests 
for males increased 87.9 percent while arrests for females jumped 
277.9 percent. Althol,gh in actual numbers female crime remains much 
lower than male crime, current statistics show that the proportion of 
women in crime in 1973 is higher than at any other time since the end 
of World War II, and probably before that. 1V 
11 Simon, Rita, liThe Contemporary Woman and Crime" J NIMH Crime and 

Delinquency Issues, 1975, page 64. 
Y U.S. Department of Justice, Law Enforcement Assistance Administra

tion, lISurvey of Inmates of Local Jails 1972 Advance Report·' 
Y Ibid. 
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This increase in the ptoportion of arrests of women for serious 
crimes is due almost wholly to the fact that women seem to be com
mitting more property offenses than they have in the past. For the 
year 1'J73~ women accounted for 15.1 percent of the arrests for all 
crimes. Those catego~fies in which they exceed J~he 15.1 percent overall 
average by a wide margin include larceny, forgery, fraud, embezzlement, 
pl"osti tuti on, and vagranc,Y. A curre ... t theory h 1 ds that as . 
a result of both expanded consciousness, as well as occupational 
opportunities, women's participation, roles, and inVOlvement in crime 
will continue to change and increase. 

Oespite indications that women in prison are generally poor, 
under·'educated, and It\~k the vocational skills necessary to become 
self-supporting, few institutions offer relevant educational or voca
tional opportunities. Because of the small number of women inmates, 
the cons~quent high cost of training per woman cannot be justified in 
the budgets of many agencies. There is' also a feeling. that women 
criminals pose less of a threat to society than their male counterparts, 
and therefore do not warrant the same financial expenditures. Training 
programs are geared to the needs of the institution with the inmates 
progressing from the least pleasant assignments, such as sanitation detail 
and clean-up work, to traditioYlal women's activities such as sewing 
and beauty shop wo~k. Such work experience as the female inmate gains 
is of the most menial and unskilled nature and is irrelevant to the 
sophisticated labor market of major urban centers to which the majority 
of the population will return. 

The unique problens of the female offender are nowhere more 
evident than in the local jail. In many jaih women must be locked 
in their cells all day because no other provi~;ion has be.:n made for 
them. Recreation, education and vocational ~ervices may not be avail~ 
able to the women in jail because of lack of supervisors, inadequate 
facilities~ and the fears of mixing men and women. In jails where 

, some programs are available, women are frequently denied their use to ., 
prevent contact with the more numerous mala population. 

A large number of women in prison have chi1dren. A 1972 survey 
in New York showed that two-thirds of incarcerated women have one or 
more c1ependent en i 1 dren. Y Worryi n9 a:,bout thei r daughters and sons 
is a common preoccupati on f':>Y' impri soneo: mothers. Fema 1 e offenders 
are often forced to separate their children for placement in different 
foster homes thus further breaking up the family structure during the 
tinle of incarceration. In large cities some children of incarcerated 
mothers are left to wander the streets where th~y frequently become 
offenders themselves at young ages. 

3/ Hendrix, Omar, "A Study in Neglect: A Report on \~omen Prisoners," 
- The \~omen's Prison Associ~tion, New York, 1972, page 15. 
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The National' Advisory Commission on Criminal Justice Standards 
and Goals recognized the neglect that has characertized female cor
rections, and recommended that correctional a~encie~ immediately . 
reexamine their policies, procedures, ~nd programs 1n terms of the1r 
relevance to the problems and needs of women offenders. Stnadard 2.8 
of the Corrections Volume sets forth the right of off~nders to be 
free from discriminatory treatment based on race, religion, nation
ality, sex, or political beliefs. It c~lls for equalitY,of opportun
ity in being considered for program optl0ns and work asslgnments. 

Standard 11.6 relating to women in major institutions, recommends 
the fo 11 ow; ng: 

o Facilities for women to be an integral part of the correctional 
system rather than isolated units; 

o Research to determine the special needs of the female offender; 

o Vocational programs to prepare women for meaningful employment 
in the current job market; and 

o Community correctional programs and diversion alternatives that 
allow women to maintain contact with their families. 

Among the standards not directly aimed at female offenders but with 
significant impact on them are those recommendations,calling fo~ 
the decriminalization of certain types of offenses, l.e., prostltu
tion, drug use, and juvenile status offenses. 

LEAA Policy 

To assess future program needs and priorities, LEAA staff is 
currently reviewing all grant awards. ~oth ongoing and.completed 
projects, that focus on the woman offender. An analysls of the 
results of this survey will permit development of programs to ensure 
better delivery of planned, informed, and equal services to female 
offenders throughout the country. (See Appendix B) 

The National Institute is supporting an ongoing research study-
of women offenders aimed at understanding the magnitude of the problem 
and developing a nleaningful corrections strategy. This research , 
effort in thirteen sample States is being conducted b~ 9r. Ruth GllCk, 
of the C~lifornia Youth Authority ($293,025). In addlt10n to develop1ng 
a population and demographic data base for women in the criminal justice 
system, the research has the following objectives: 
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(1) To indicate gaps in our current systems of recording information 
on female offenders; 

(2) To describe eXisting correctional programs for women, taking 
into account such factors as facilities, staffing patterns, 
locat'lon, and demographic profile of the inmates; 

(3) To identify the special problems of women offenders as defined 
by the community, the administrative staff, the line staff, and 
the inmates themselves; 

(4) To indicate trends in community-based and diversion programs f{}Y,' 

female clients; and 

(5) To develop guidelines for establishing ~nd imp1ementihg new 
programs in institutions and in the community. 

Another National Institute project recently completed by the 
Center for Criminal Justice at Boston University, under the direction 
of Sheldon Krantz ($257,786), looked at the decriminalization of 
certain "victimless" crimes in terms of alleviating court delay and 
congestion. The researchers present a strong case for reexamining 
laws which criminalize activities between consenting adults, parti
cularly prostitution. 

RECOMMENDATIONS 

1. ESTABLISH FUNDING PRIORITIES TO INCREASE EXPLORATION," DEVELOPMENT, 
AND UTILIZATION OF ALTERNATIVES TO INCARCERATION FOR WOMEN OFFEN
DERS, ALONG WITH THE EXPANSION AND EVALUATION OF PROGRAMS THAT· 
PROVIDE MEANINGFUL VOCATIONAL TRAINING AND REALISTIC JOB OPPORTUN
ITIES IN!o'NON-TRADITIONAL AREAS FOR WOMEN OFFENDERS IN ALL PHASES 
OF THE CORRECTIONAL PROCESS. 

Responsible Office: Rehabi11tation and Program Development 
Division, Office of Regional Operations 

2. ESTABISH FUNDING PRIORITIES TO EXAMINE STATUTORY PROVISIONS THAT. 
ARE FOUND TO DISCRIMINATE AGAINST WOMEN OFFENDERS BY IMPOSING 
MORE SEVERE SENTENCES FOR SIMILAR CRIMES AS COMPARED TO THEIR MALE 
COUNTERPARTS; AND TO EXAMINE THE ISSUES OF VICTIMLESS CRIME AND 
EVALUATE THE INVESTMENT OF RESOURCES IN THEIR ENFORCEMENT, PARTI
CULARLY IN THE CATEGORIES OF PROSTITUTION, VAGRANCY, STATUS 
OFFENSES, AND DISORDERLY CONDUCT. 

Responsible Office: Enforcement and. Program Development Division, 
Courts and Program Development Division, 
Office of Regional Operations 
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3 BUILD ON THE RESULTS OF ONGOlNG RESEARCH STUDIES CONCERNING 
. FEMALE OFFENDERS AND INITIATE NEW RESEARCH PROJECTS IN THE AREA 

OF FEMALE CRIMINALITY. IN CONCERT WITH ONGOING STUDIES, DEVELOP 
AND EVALUATE MODEL oROGRAMS FOR FEMALE OFFENDERS ON A DEMONSTRA-
TION BASIS. 

Responsible Office: National Institute of Law Enforcement and 
Criminal Justice 

4 PROVIDE SUPPORT FOR THOSE STATES AND OTHER JURISDICTIONS THAT 
. SEEK FUNDING TO DEVELOP STANDARDS AND GOALS FOR FEMALE OFFENDERS. 

Responsible Office: Standards and Goals DiVision, Office of 
National Priority Programs , 

5. DESIGNATE ONE PE~SON IN EACH LEAA REGIONAL 0EFGFIOICNEA11~NSD THHOELDCOAORDIN
ATOR FOR FEMALE OFFENDER PROGRAMS IN THAT R 
TRAINING SESSION FOR THESE REPRESENTATIVES TO ENAB!LE THEM TO 
PROVIDE TECHNICAL ASSISTANCE IN THIS AREA. 

Responsible Office: Office of Regional Operations 

6. SUPPORT THE RESOLUTION OF THE NATIONAL CONOFEREHNECMEOODFIFSITCAATTEIOCNROIMRINAL 
JUSTICE PLANNING ADMINISTRATORS CALLING F R T I 

ELIMINATION OF LAWS PROCEDURES, AND PROGRAMS WHICH DISCRIMINATE 
AGAINST FEMALE OFFENDERS, BY ESTABLISHING REGIONAL TRAINING 
SESSIONS FOR SPA STAFF ON THE PROBLEMS OF THE FEMALE OFFENDER. 

Responsible Office: Office of Regional Operations 
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Female Juvenile Offenders 

Analysis of the Issue 

Despite some alarming statistics, female juvenile offenders 
receive little attention from those concerned with improving the 
criminal justice system. Current data show that: 

1. Serious female juvenile crime has quadrupled since 1960; 1/ 
2. The ratio of juvenile males and females referred to court

has shifted from 4 to 1 prior to 1973 to 3 to 1; 2/ 
3. The number of female juvenile cases referred to court 

doubled during 1965-1972 as compared to a 49 percent 
increase for juvenile males. 3/ 

Not only are more female juveniles entering the system but the 
evidence indicates that they are also receiving different treatment 
than male juveniles receive. Girls are more likely to be incarcerated 
for less serious offenses than boys and to be kept incarcerated for 
longer periods of time. They are also more likely to be referred for 
.status offenses, i.e., conduct that would not be criminal if com
mitted by an adult, and at a higher rate than boys referred for such 
conduct. Truancy, incorrigibility, and 'sexual delinquency are the 
three primary status offenses for which girls are institutionalized. 
The Juvenile Detention and Correctional Facility Census report for 
Fiscal Year 1971 showed that 70 percent of the adjudicated females 
in custody were status offenders, compared to 23 percent for males. 
This is especially disturbing given the fact that 26 states now have 
speci al categories -for juvenil es who commit status offenses. While 
many require that such juveniles be referred to services outside 
the juvenile justice system, there is concern about the adequacy of 
these provisions in diverting youngsters from the system. Often 
status offenders are transformed into delinquents after the second 
or third misdemeanor. . 

Society1s sexual double standard wbich works to the detriment 
of women is particularly harsh on female juveniles. Girls are more 
likely than boys to be committed to an institution if there is some 
evidence of sexual activity, regardless of the offense for which 
they have been convicted. This sentencing practice has critical 
implications since research has shown that, whatever the girl's 
offense, it is almost invariably accompanied by some perceived dis
turbance or socially unacceptable behavior in the sexual area. 

1/ 1973 F.B.I. Uniform Crime Reports 
2/ H.E.W. Juvenile Court Statistics 1973 
3/ Ibid. 
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Like the data on the increasing involvement of girls in the 
criminal justice system, the information on disparity in treatment 
of female juvenile offenders has been treated with indifference. 
What is required is a cOffiprehens;ve approach to focus attention on 
female juveniles and to identify specific strategies for eliminating 
discriminator.y treatment. This approach should inc1ude a substantial 
research component to examine such issues as the causes of crime, 
effective treatment, and alternatives to incarceration. 

LEAA Policy 

A Grants Managment Information System printout on female juvenile 
offender grants from 1969 to 1975 indicates: 

1. Only 5 percent of all juvenile delinquency discretionary 
projects were specifically female-related programs. 

2. Only 6 percent of the block juvenile grants were specifi
cally female..related programs. 

3. Very few of the grants awarded emphasize vocational education 
and job training components in community based programs or in 
institutions. (See Appendix C.) 

4. 'None of the grants included a research effort on special 
characteristics or different treatment of female juveni,le 
offenders. 

These percentages do not take into account delinquency programs 
involving both boys and girls. The fact remains, however, that few 
programs focus on the special needs, concerns, and problems of female 
juveniles. 

The Juvenile Justice and Delinquency Prevention Act of 1974 
should rectify this situation. Section 2:23(a)(16) requiri~s that 
states must "provide assurance that assistance will be available 
on an equitable basis to deal with all disadvantaged youth including 
but not limited to, females, minority youth, and mentally retarded 
and emotionally or physically handicapped youth." 

RECOM~1ENDATIONS 

1. DEVECbp STRATEGIES TO INCREASE SPA SUPPORT FOR FEMALE JUVENILE 
OFFENDER PROGRAMS. 

Responsible Office: Office of Juvenile Justice and Delinquency 
Prevention 
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2. REVIEW THE JUVENILE DELINQUtNCY SECTION OF ALL STATE PLANS TO 
ASSURE CO~IPLIANCE WITH THE SPA GUIDELINE 4100.10 REQUIRING THAT 
THE NEEDS OF ALL DISADVANTAGED YOUTH BE'ANALYZED AND CONSIDERED 
AND THAT ASSISTANCE BE AVAILABLE ON AN EQUITABLE BASIS FROM 
FEDERAL FUNDS; THAT A REVIEW OF OTHER FEDERAL, STATE, LOCAL AND 
PRIVATE PROGRAMS AFFECTING THESE YOUTH BE INCLUDED~ AND THAi 
ALL PROGRAMS BE BROKEN DOWN BY SEX AND MINORITY GROUP. 

Responsible Offic~: Office ~f Juvenile Justice and Delinquency 
Preventlon 

3. DEVELOP AND FUND RESEARCH THAT ANALYZES TREATMENT OF FEMALE 
JUVENILES BY THE COURTS, REFERRAL AGENCIES AND THE COMMUNITY, 
WITH SPECIAL EMPHASIS ON STATUS OFFENDERS. 

Responsible Office: Office of Juvenile Justice and Delinquency 
Prevention l 

4. DEVELOP AND FUND DISCRETIONARY PROjJRAMS THAT SPECIFICALLY FOCUS 
ON THE NEEDS OF THE FEMALE JUVENILE FROM THE REFERRAL STAGE TO 
POST-ADJUDICATION. 

Responsible Office: Office of Juvenile Justice and De1inquency 
Prevention 
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Girls and \*'/omen as Victims 

Analysis of the Issue 

Victims of rape have received a great deal of public attention 
in recent years. We now recognize that these individuals are often 
victimized not only by the rapist, but, in the process of seeking 
justice, by the criminal justice system and by society's attitudes 
toward rape. Despite increasing sensitivity to rape victims, however, 
there has until recently been very little programmatic attention 
focused on girls and women who are victims of other types of assault, 
particularly assaults occurring in the home. 

The subject of women and girl victims was discussed at the 1975 
American Bar Association convention in Montreal, focusing on such 
crimes as incest against young girls, wife beatings, and proposed 
statutory changes to make assault and incest laws more sensitive 
to the victim's needs. Researchers at this session reported pre
liminary findings suggesting that the unresponsiveness of criminal 
justice personnel--now extensively documented with regard to rape 
vict1ms--also pertains to women who are victims of other assaults. 
When women are assaulted, particularly by a family member or friend, 
there appears to be a tendency on the part of criminal justice person
nel to regard the victimized woman as somehow to blame for her injury, 
and she is treated accordingly. The system's response tends to focus 
less on the injury and sensitive treatment of the victim, and more 
on evaluating the victim's credibility. 

The National Crime Panel victimization survey is a valuable 
source of statistics on the characteristics of victims and criminal 
events. Analysis conducted to date has shown that females are less 
likely to be the victims of personal crime than men, and that, like 
men, younger females are more likely to be victimized than older 
women. However, in-depth analysis has not been specifically directed 
at the female crime victim to ascertain whether the characteristics 
of victimization are different for men and women. Evidence of such 
differences would indicate that special programs should be developed 
to meet any identified special needs of fe~ale victims. The ongoing 
survey is designed to permit inclusion of supplemental questions. 
Thus, the National Crime Panel is the logical vehicle for providing 
statistical evidence on the way female victims are treated by the 
criminal ~ustice system and whether the,treatment of female victims 
differs appreciably from the treatment of male victims. 
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LEAA Policy 

Recognizing the nee~ for improved treatment of rape victims, LEAA 
has funded numerous proJects to assist them. In addition, 
the Center for Women Policy Studies was awarded a technical assistance 
~rant.to identify the bes~ hospital, police, court and communi·ty programs 
1n th1S area and to descrlbe these projects in four separate handbooks 
to ~e widely disseminated to those developing or improving rape victim 
ass1stance programs. 

The Citizens Initiativ~ Division's MBO Objective 1.216 is aimed at 
providing assistance for a broad range of projects to assist victims, 
witnesses and jurors. However, because detaiied information regard'jng 
the.charac~er~st~cs of,victimization of girls and women is not yet 
ava~lable 1t 1S 1mposs1b1e to plan and fully implement an effective 
aSslstance program. 

,Because the National Crime Panel data have only recently b~come 
a~a1labl~ •. analysis completed to date has not exhaustively treated any 
s1ng1e variable. In-depth analysis underway is concerned with specific 
crime types and differences across geographic areas and time. Additional 
analysis of \t.he data will 'be undertaken within budgetary constr'aints. 

RECOMMENDATImtS -
1. FUND A RESEARCH GRANT TO FULLY ANALYZE THE NATURE AND CHARACTERISTICS 

OF FEMALE VICiIMIZATION UTILIZING THE NATIONAL CRIME PANf.L AND OTHER 
SOURCES OF RELEVANT DATA. 

Responsible Office: Citizens Initiative DiVision, Office of 
National Priority Programs 

Statistics Division, National Criminal 
Justice Information & Statistics Service 

2. DEVELOP AND ADMINISTER SUPPLEMENTAL QUESTIONS TO THE NATIONAL CRIME 
PANEL SURVEY TO COLLECT DATA REGARDING TOPICS RELEVANT TO FEMALE 
VICTIMIZATION ESPECIALLY ON THE TREATMENT OF MALE AND FEMALE VICTIMS 
OF CRIME BY THE CRIMINAL JUSTICE SYSTEM. 

Responsible Office: Citizens Initiative DiVision, Of'fice of 
National Priority Programs 

Statistics Division, National Cr~minal 
0ustice Information & Statistics Service 

3. DEVELOP A NEW AGENCY INITIATIVE AIMED AT INNOVATIVE SERVICE FOR 
FEM~LE VICTIMS OF CRIME WITH AN APPROPRIATE LEVEL OF FUNDING, IF 
DATA ANALYSIS INDICATES THAT FEMALE VICTIMS HAVE SPECIAL NEEDS. 

Responsible Office: Citizens Initiative Division, Office of 
National Priority Programs 
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Women as Employees and Volunteers in Criminal Justice 

Analysis of the Issue 

Despite Federal legislation 11 and numerous court decisions gj 
outlawing sex discrimination, women remain underrepresented in every 
employment catergory except clerical and secretarial. They are sys
tematically excluded from many jobs based on irrational and outdated 
sex role stereotyping, uniformly receive lower pay for the same work 
as their male counterparts, and are generally denied opportunities 
for trailling and career advancement y. 

Part of the problem lies with misconceptions regarding the 
applicability of civil rights legislation and Equal Employment 
Opportunity guidelines to women. But the main issue is whether the 
criminal justice system, traditionally male-oriented and male
dominated, is willing to take a hard look at itself, identify dis
criminatory practices, and make a real effort to eliminate them. Y 

The obstacles toward achieving this goal are overwhelming. At 
present, th€!re is no systematic collection and analysis of statistics 
on women employed in criminal justice professions. Where collection 
efforts do exist, they are fragmented and incomplete. For example, 
the statistics compiled by the Equal Employment Opportunity Commis
s;on in 1973 on employees of police and corrections agencies do not 
Include data from five states and do not contain a breakdown by type 
of agency or by specific occupation. The best data available is 
;n the law enforcement area, with the Uniform Crime Reports (UCR) 
and surveys by the International Association of Chiefs of Police, 
International City Management Association, and the Police Foundation. 

11 Title VII of the Civil Rights Act of 1964. 

fI Reed vs. Reed, 401 U.S. 71 (1971) (Equal Protection Clause of the 
Constitution applies to females); Sprogis vs. United Airlines, 
444F2d 1194 (197l)(refusa1 to hire females because of marital status); 
Shpritzer vs. Lang; 234 N.V.S. 2nd 285 (1972)(refusal to afford 
women same opportunity for promotion as men); In re Shirley Long, 
November 13, 1972 (elimination of height requirements for all police 
functions under U.S. Civil Service Commission jurisdiction). 

3/ 1973 U.S. Equal Employment Opportunity Commission, ~inorities and 
Women in State.~overnment, Volume I. 

4/ In this regard, it is interesting to note that the Executive 
Committee of the National Conference of State Criminal Justice 
Planning Administrators passed a resolution on September 15; 1975, 
urging all criminal justice system components to promote and . 
utilize minority persons on a non-discriminatory basis at all levels 
of respcnls i bi 1 i ty coup 1 ed wi th the neces sary aU thOl~i ty and commen
surate cClmpensation. The resolution addressed minorities by race, 
religion and ethnic origin. Sex was not included. 
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These cover us~ of different req~irements for female police personnel 
by type of pollce agency and asslgnment of police women to patrol ~by 
city size, geographic region, city type and' form of gqvernment. Data 
for courts and corrections has been alnlost totally neglected. Other 
than scm~ li'mited figures on judgeships (the 1970 Census provides 
informat1on by sex on 12,000 judgeships), state court administrators 
and state parole board composition, data is practically non-existent: 

Ex~sting stereoty~es and myths about womenls capabilities and 
~pproprlate.r~les c~ntlnue to work against full employment of women 
ln non-trad,t,onal Jobs. E~an where there is a much-publicized 
deve10pment, ,such as the.us2 of women on patrol, the innovation is 
conflned t~ J~st a few clties. ~n.a 1974 I'nternatic:nal City Manage .. 
rnent ASSoclatlon survey of 278 cltles, only 46 cities reported using 
women on patrol. Almost half of the cities had populations of less 
than 100,000. Few corrections agencies allow women to handle mixed 
ca~eloads or work in male,institutions despite the growing bod~ of 
ev,dence that.wome~ functlon as effectivel~ as their ma1e counterparts 
(e.g. the Callfornla Department of Correctlons experience in which 
more than 100 women have successfully assumed these kinds of 
responsibilities). 

Another obstacle slowing the full participation of women ;n 
c~iminal justice is the process itself: the development, implementa
tlon and enforcement of affirmative action programs. Once again 
the problem is especially acute in the courts and corrections ar:as 
w~ere.c~imi~a1 justice officialS sincere in their efforts to elimin~te 
dls~rlml~atl0n ~re hampered by a lack of information about model 
aff~rmat1Ve actlO11 programs and the limited availability of technical 
ass1stance. The Equal Employment Opportunity Program Development 
Manual developed by LEAA's Office of Civil Rights Compliance is a 
useful document for analysis of employment practices and development 
of an.E~O Program. However, there is a real need for information 
des~rlbl~g the ~fforts of criminal jus~ice agencies to implement 
afflrmatlve actlon so that other agencles can profit by their exper
iences and avoid their mistakes. 

Final1y,·any discussion of obstacles cannot avoid the question 
of enforcement. No matter how well discrimination is documented 
st:r:otYpes and m~ths dispelled, or pr~cedure$ for eliminating di~
cr'mlnatory.practlc~s spelled out, r~slstance to equal opportunity 
for women wlll pers1st unless there 1S constant and vigorous compli
ance effort. Equal1'y important, th'ls effort must be highly visible 
and perceived as effective. 
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Another issue that relates to women within the criminal justice 
system involves volunteers. Recent surveys indicate that almost 
26 percent of all American women between the ages of 25 and 44 do 
volunteer work. Criminal justice agencies have used women volunteers 
t~ some extent~ most notably in the area of probation but their 
utilization could be gr.e~tly expanded. What is needed is an obje~
tive assessment of the talents this group possesses and the ways 1n 
which their involvement can be increased. 

LEAA Policy 

Interest on the part of most LEAA program offices in problems and 
concerns of women in criminal justice professions has been minimal and 
limited to a few efforts. The National Institute, through a grant to 
the Vera Institute (75 NI-99-0057), has been supporting evaluative 
I"esearch on performance of female patrol officers. The Manpower 
Survey currently sponsored by the Inst'itute and the NCJISS Survey of 
Criminal Justice Employee Characteristics will provide some data on 
emploYlnent of women in selecting criminal justice occupations. Basi
cally, however, the responsibility for addressing the problems and 
concerns of women in criminal justice has fallen to the Office of 
Civil Rights Compliance (OCRC). 

This office is responsible for establishing comprehensive proce
dures and programs for effective enforcement of the civil rights 
responsibilities of recipients of LEAA funds, in accordance with 
Federal law. It conducts complaint investigations and civil rights 
compliance reviews~ and monitors Federally assisted construction 
project contractors. It also monitors several technical assistance 
grants and contracts designed to facilitate increased utilization 
of minorities and women in criminal justice agencies. For example, 
OCRC awarded funds to Marquette University to establish the Center 
for Crimina1 Justice Agency Organization and Minority Employment 
Opportunity which provides assistance to more than 60 law enfor~ement 
agencies euch year. 

The office also conducts pre-award reviews of all djscretiol1ary 
fund applications of $750,000 or more and has re~en~lYr proposed to , 
expand the dollar amount to grants of more than $500,000 on a selected 
basis. The selection is based upon the possible civil rights impact 
of the grant. The review may result in special conditiops to assure 
employ~nt of minorities and women in the funded program or may 
requir~ data collection to aSsure that women and minorities are 
provided the services of theprogram in an equitable manner. But 
with the exception of these grants referred to OCRC, no other LEAA 
program office routinely reviewsgl"ant proposals for staffing and 
salary discrimination based on sex. 
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OCRe developed guidelines on the effect on minorities and 

women of minimum height requirements for employment of 1aw 
e~force~ent officers and guidelines relating to membership of 
ll'l1noritles anld women on SPA and RPU supervisory boards. It 
has also deve'loped and is circulatin~ for comment a ~1aster Plan 
for Civil Rights Compliance and a statement of Priorities. 

RECOMMENDAtIONS 

1. UTILIZE EXISTING STATISTICS (UCR ANNALS, IACP, MANPOWER SURVEY) 
AND UNDERTAKE ADDITIONAL DATA·COLLECTION EFFORTS WHERE NECESSARY 
TO DEVELOP AND DISSEMINATE ANNUALLY STATISTICS ON WOMEN EMPLOYED 
IN CRIMINAL JUSTICE PROFESSIONS, AS ECONOMICALLY AND METHODOLOGI
CALLY FEASIBLE. 

Responsible Office: Office of Research Programs, National 
Institute of Law 'Enforcem~nt andCrimlnal 
Justice 

Statistics Div1sion, National Crimina1 
Justice Information and Statistics Service 

2. SUPPORT EVALUATIVE STUDIES OF WOMEN1S PERFORMANCE IN HANDLING 
NONTRADITIONAL RESPONSIBILITIES, I.E., PAROLE AND PROBATION 
OFfICERS WITH MIXED CASELOADS, CORRECTIONAL OFFICES IN MALE AND 
CO-CORRECTIONAL FACILITIES. 

Responsible Office: Office of Research Programs, National 
Institute of Law Enforcement and Criminal 
Justice 

3. FUND A PRESCRIPTIVE PACKAGE DESCRIBING EMPLOYMENT OF WOMEN IN 
NONTRADITIONAL ROLES IN THE ,CRIMINAL JUSTICE SYSTEM. 

Responsible Office: Office of Technology Transfer, National 
Institute of Law Enforcement and Criminal 
Justice 

4. UNDERTAKE A COMPREHENSIVE PROGRAM TO IDENTIFY AND EVALUATE THE 
USE OF VOLUNTEERS IN CRIMINAL JUSTICE AND EXAMINE WAYS IN WHICH 
THEIR SERVICES CAN BE BETTER UTILIZED. 

Responsible Office: Citizens Initiative, Office of National 
Priority Programs 
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5. ASSIST CRIMINAL JUSTICE AGENCIES IN THE RECRUITMENT, SELECTION 
AND ADVANCEMENT OF WOMEN BY: 

a. DEVELOPING A TECHNICAL ASSISTANCE PROGRAM SPECIFICALLY GEARED 
TO AFFIRMATIVE ACTION FOR WOMEN (SIMILAR TO THe MARQUETTE 
UNIVERSITY GRANT THAT ESTABLISHES A SPECIAL CENTER TO PROVIDE 
SHORT TERM ASSISTANCE) WITH SPECIAL EMPHASIS ON NltEDS OF COURTS 
AND CORRECTIONS AGENCIES. 

Responsible Office: Office of Civil Rights Compliance 
Office of Regional Operations 

b. DEVELOPING GUID~LINES RELATING TO SEX DISCRIMINATION QUESTIONS 
AFFECTING WOMEN IN CORRECTIONS, COURTS AND POLICE 

Responsible Office: Office of Civil Rights Compliance 

c. DEVELOPING A MANUAL DESCRIBING EXPERIENCES OF CRIMINAL JUSTICE 
AGENCIES (POLICE, COURTS AND CORRECTIONS) IN IMPLEMENTING AFFIR
MATIVE ACTION WITH PARTICULAR EMPHASIS ON PROBLEM DEFINITION 
AND SOLUTIONS. 

Respo~sible Office: Office of Civil Rights Compliance 

6. DEVELOP AND INITIATE PROCEDURES FOR ALL GRA)NT MORNVITIOEWRSINTGOGUR·~NET 
(NILECJ, NCJISS, AND OTHER NON-OF PROGRAMS !N E' n 
PACKAGES FOR STAFFING AND SALARY DISGRIMINATION. 

Responsible Office: Office of Civil Right, Compliance 
Grants Contract ~lanaqel11ent Divi s 'j on, Comptroller 

7. INCREASE THE NUMBER OF FULL COMPLIANCE REVIEWS FOR JUE[E)OICpIADLESSKYSTEMS 
AND CORRECTIONS AGENCIES AND THE NUMBER OF SURPRISE . 
AUDITS. 

Responsible Office~ Office of Civil Riqhts Compliance 
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Women as Grant, loan and Contract ReCipients 

Analxsis of the Issue 

The issue of women as recipients in the LEAA delivery system 
involves three major questions: 

1. Are women discriminated against in programs offering 
training and edUcational support? 

2. Are women discriminated against as potential grantees 
and contractors? 

3. What action can LEAA take to increase the number of 
women recipients of LEAA funds? 

I 

Seven programs are included urder the heading of training and 
educational programs: Law Enforcement Education Program (LEEP); 
National lnstit~te of Corrections (NIC); 407 Organized Crime Traininu 
Program; Graduate Research Fellowships; Internships; Criminal Justice 
Consortium; and Institute Research fellows. Included as Appendix D 
is a brief description of ecch program and the degree to Which women 
partiCipate. Basically, the following observations can be. made: 

w_ With the exception of the Criminal Justice Consortium (23.3 percent 
of participants are women) and the GradUate Research Fellowships 
(50 percent are women), only veY1 small proportions of the partici
pants in training and education programs are women. Of particular 
concern are those that involve the largest number of participants 
such as LEEP, the National Institute of Corrections, and the 
Internship program. 

-- In the \.wo programs where the number of female applicants is known, 
the statistics show that women were not discriminated against in the 
award process: Women submitted 18 of the 59 concept papers received 
for the Graduate Fellowship~Programs, or 30 percent of the total, 
and eventually received 50 'percent of the 12 awards made. Since its 
inception in 1972, the Na1;ional Institute of Corrections nas received 
109 applications from women, 7 percent of the total, while 11 percent 
of those accepted by the program were women "-

The proportion of women accepted by the NIC is consistent with the 
small proportion of female participants in the other LEAA-sponsored 
criminal justice training and education programs. Although the propor
tion of female app1icants could not be determined, only 8 percent of 
the LEEP partiCipants for 1969 .. 75 IAlere women; none of the 13 Visiting 
Fellows of the National Institute of Law Enforcement ~nd Criminal 
Justice has been a womaYl; and only 10 percent of thE! 1,021 cd-minal 
justice interns to date are women. 
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The small proportion of women enrolled in LEEP (8 percent) and the. 
NIC (11 percent) programs can probably be,traced,to the fact that these 
programs give preference to, or attract, 1n-serVlce p~rs~n~el. Fo~ 
these programs the argument ~an be made that the stat1st1c~ on reCl
pients are only a mirror of the male-female employ~ent ratlo a~d,that 
no overt discrimination exists. But the fact remalns that.tra1nlng and 
education programs geared toward in-service personnel are lnherently 
discriminatory. Women may not be fully participating in these training 
or education support programs because they do not ~ossess the,prere
quisites for employment experience. Unless a speclal effort 1S rnade to 
allow women to participate in these programs in greater numbers, the 
imbalance will take decades to correct. 

On the question of whether women are discriminat~d.against as pot~~
tial grantees and contractors, the TaskForce was unobfe to make a va"d 
determination. It believes, however, that the area dese~ves more, 
in-depth attention. Here the problem may not be one of 1nherent.d~s
'cri~ination but of eXamining ways to increase the number of quallf1ed 
women recipients. For example, a limited review of contract~ng p~oce
dures revealed that firms owned or managed by women are not lncluaed 
in the listing of 8-A minority contracting firms published by the Small 
Business Administration. Becau~e 8-A firms are exempt from the formal 
competitive process, newly-created women's firms could greatly profit 
from inclusion on this list. 

LEAA Policy 
Each of the programs covered in this section contains basic require

ments. None contains special provisions fo~ incre~sing the partici~ation 
of women, with the exception of the Consortlum, ~hlCh has made speclal 
efforts to recruit minorities and women. LEEP d1ffers from the others 
in that it awards .avai 1 ab 1 e funds accordi ng to the fo HrMi ng pri ori ti es: 

a. Returning in-service LEEP recipients 
b. Returning pre~service LEEP reci~ients 
c. New applicants who are in-servi~e 
d. New appllcants who are pre-servlce 

The Joint Financial Management Improvement Program (JFMIP) and an LEAA 
internal agency task force studied these priorities and concluded that 
they ~hould remain as established. 

A continuing effort is being made tc ~ompar~ t~e,needs assessment,~ 
the State comprehensive plans to the fundlng pr1orlt1es. Data are belng 
developed by the National Manpower Survey and by the SurveY,of Character
istics of Criminal Justice Employees. Also, the "LEEP Part1clpants 
Information System" has been designed to include the sex of participants 
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which can be.used to assess the number of women participating in the 
progra~. ThlS may provide a mechanism to review the LEEP priorities 
and stl~l assu~e (1~ ~hat LEEP-supported aca~emic programs will be 
respon~,ve to ldentlfled '!Ianpower needs, and (2) that employment will 
be aval1able upon completlon of the academic preparation. 

RECOMMENDATI ONS 

1. DISSEMINATE THE DATA GENERATED BY THE NATIONAL MANPOWER SURVEY TO 
ALL INVOLVED IN LEEP MANAGEMENT, INCLUDING ROs, FOR USE AS A 
PLANNING BASE. THESE DATA WILL PROVIDE AN INDICATION OF WHETHER 
WOMEN HAVE EQUITABLE ACCESS TO LEEP FUNDS. 

Responsible Office: Office of Regional Operations 
National Institute of Law Enforcement and 
Criminal Justice 

2. EMPHASIZE FUNDING FEMALE APPLICANTS WITHIN EACH OF THE FOUR'CURRENT 
LEEP PRIORITIES TO HELP CORRECT THE CURRENT SMALL PROPORTION OF 
FEMALE LEEP RECIPIENTS. 

Responsible Office: Offfce of Regional Operations 
Office of Planning and Management 

3. ANALY~E THE DATA ON SEX OF LEEP PARTICIPANTS IN THE "LEEP PARTICI
PANTS INFORMATION SYSTEM" TO DETERMINE THE PROGRESS MADE IN 
INCREASING THE NUMBER OF FEMALE PARTICIPANTS IN THIS PROGRAM. 

Responsible Office: Office of the Comptroller 

4. REVIEv) THE WAYS IN HHICH EDUCATION AND TRAINING PROGRAMS ARE 
PUBLICIZED. DESIGN BROCHURES TO AVOID SEXIST STEREOTYPING 
OF LAW ENFORCEMENT PROGRAMS, AND DEVELOP MAILING LISTS 
TO ENSURE THAT NO SYSTEMATIC EXCLUSION OF HOMEN EXISTS. 

Responsible Office: National Institute of Law Enforcement and 
Criminal Justice 

. Office of Regional Operations 

5. FORMALLY CONTACT THE SMALL BUSINESS ADMINISTRATION AND URGE IT TO 
INCLUDE CONTRACT1NG FIRMS OWNED BY WOMEN AS PART OF THE LISTING 
OF 8-A MINORITY FIRMS. 

Responsible Office: Office of General Counsel 
Office of the Comptroller 
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ISSUES AND RECOMMENDATIONS: ADMINISTRATIVE MECHANISMS 

Management-bv-Objectives (MBO) 

Analysis of the Issues and Current LEAA Processes 

MBO is the process used by the Administration to focus t~e 
purposes and activities of the Agency toward mutually supportlve 
objectives to reach the Agency's goal. 

No specific Program Objective in the Man~gement-B~-9bjec~;ve~ 
Program Pyramid specifically addresses women 1n the cr'imlnal Justlce 
system. However, program objective 2.108 states: "Ensure that all 
recipients of LEAA funds comply with the application of civil rights 
statutes,orders, rules and regulations in FY 75 and FY 76. 11 This 
would, of course, include LEAA-funded programs that may deal with 
women. 

The recommendations set forth in the Report of the LEAA Task 
Force on Women preville the outline for a comprehensive program for 
women in all phases of criminal justice. These recommendations are 
critical to the delivery of fair and equal justice for persons wh~ 
come in contact with the system. Moreover, nearly every LEAA offlce 
is assigne'd responsibility for carrying out one or more recommenda
tions. Clearly, the results intended by these recommenda~ions, ca,nnot 
be realized unless a coordinated effort is made to establlsh mlle
stones and' monitor progress toward achieving these goals. For these 
reasons, the program outlined in the report should be integrated 
into the Agency's MBO program. 

In this regard, two alternative recommendations are offered. 
The first recommends that a MBO program objective encompassing the, 
women's program outlined in this report be established, complete wlth 
a program plan and workplan milestones. This would focus attention 
on the women's program and underscore the Agency's support, for programs 
for women in the criminal justice system. 

The alternative approach is to require that the managers ?f the 
responsible offices listed for each recommendation develop proJects 
and/o~ milestones for existing projects for each recommendation and 
incorporate the projects and milestones under the appropriat~ program 
objective ;n the MBO. This has the advantage of not separatlng 
female training programs from other training programs, for example, 
but has the disadvantage of not giving specific attention to the 
women's program. In addition, it would fragment the program among 
dozens of program objectives, thus making the avera 11 moni tori ng 
process much more difficult than if the program were under a single 
program objective. 
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RECOMMENDATIONS 

1 a. ESTABLISH THE PROGRAM OUTLINED IN THIS REPORT AS A PROGRAM 
OBJECTIVE UNDER THE AGENCY'S MBO PROGRAM PYRAMID, COMPLETE WITH 
A PROGRAM PLAN, AND A WORKPLAN INCLUDING MILESTONES. 

Responsible Office: Office of Planning and Management 
Womens Action Committee 

lb. REQUIRE EACH OFFICE TO DEVELOP PROJECTS AND/OR MILESTONES FOR 
THE RECOMMENDATIONS IN THIS REPORT WHICH ARE THE RESPONSIBILITY 
OF THAT OFFICE, AND TO INCORPORAtE THESE PROJECTS AND/OR MILE
STONES UNDER THE APPROPRIATE PROGRAM OBJECTIVE IN THE MBO. 

Responsible Office: Office of Planning and Management 
Each affected LEAA Office 
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state Planning Agency Guidelines 

8Dal~sis of the Issu~_and LEAA P01icy 

~ LEAA block grant program is implemented by the State Planning 
Aget, .. ,es. The purpose of the State Planning Agency Grants Gui~e1ine 
(M 4l0Q.1E) is t~ assist the States in t~e c~mprehensive plann1ng . 
process and provlde guidance on the appllcatlon, award an~ adm,nistra M 

tion of the Part B plQnning program, the Part C and ~ actlon proRrams, 
Under the Safe strocits Act and the planning and action hlock qrants 
umler the ~luveni1e ,Iustice I\ct. 

The Guideline Manual for FY 1977 comp~ehensive Plans is currently 
in final draft review. The Task Force reVlew of the draft Gu1delin~ 
found no inherently discriminatory references. In fac'!;, many positwe 
non--discrimination requirements exist in the guidel ine:s, especially 
with respect to women employees in .the ~rimina1 justice system. 

Paragraph 38 explains civil rights and equal employment opportunity 
regula\tions applicable to SPA'S and their p~'ogram: liThe S~A also 
assures that it will comply and will illsure compliange by 'Its s~b
grantees and contractors with the Department of Justlce regulatl0ns 
and LEI\A guidelines on equal employment opportunity in federally 
assisted programs ... to the end that there shall be no employmeQt 
discrimination on the grounds of race, color, creed, sex, or ~atl0nal 
origin in such programs." Also on the subject 2f wom~n as crlminal 
justice employees, paragraph sO IlManpower plans requ1r~s t~at the 
State Plan spell out plans for the recruitment and utl1uatlon,of 
women and minorities in State and local law·enforcement and crlminal 
justice agencies, including the SPA itself. (The plan for t~e SPA 
staff may be addressed in either the State P1an.or the planrylng g~ant 
application.) Collection of employment statlstlcs by sex wlth WhlCh 
to develop th~se plans and monitor progress is required.iry p~ragraph 
53 b(2)a: "proportion of women employees by type of posltlon must be 
collected and presented in the.state ~la~ f?r ~he S~at~ as a whole and 
for its crimina~ justice agencles by Jurlsdlctlon wlthln the State. 
Moreover, data required for these agencies i~clude "Cur~ent perso~nel 
policies with respect to recruitment, selectlon, eromotl0n, tra~n~n~, 
education, incentives, and retenti?n programs :.. .as well .as mlnlmum 
entry-level requirements", These ltems would ldentl~y any lnherently 
di scrirtiinatory practices such as mi nimum hei ght requlrel11ents. 

It ;s encouraging to see these manpower planning requirements in 
the Guideline. It would appear that if a State u~ed ~h~ required.data 
and developed a good plan to recruit women and rnlnorltles and falth
fully followed it~ that existing discrimination would b~ ~limirate? and 
increasing numbers of women would be employed in all crlmlnal Justlce 
positions at all levels. 
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State plan requirements relevant to women in program areas are 
fair1y strong as they relate to the requirements of the Juvenile 
Justice and Delinquency Prevention Act of 1974. The plan requires 
a comprehensiye study of the State's juvenile justice system, including 
the characterlstics of the juveniles who are processed by the system. 
Unfortunate1y, none of the juvenile characteristics (including sex) 
suggested for inclusion in the analysis is mandatory. The plan is 
required, however, to "delllonstrate a determined effort to assure that 
the needs of all disadvantaged youths have been analyzed and con
sidered and that assistance will be available on an equitab1e basis 
from Federal ,funds for juvenile delinquency programsand projects." 
Females are lncluded in the category of "disadvantaged youth" by 'the 
enabling legislation. 

The plan reflects requirements of the Act that are not specifi
cally related to female interests. but which will work to correct 
problems encountered by girl offenders as discussed in that sec:tion 
of the Task Force report. The Act and Guideline require that~ wit~in 
two years of the submission date of the Plan, IIjuvenile status offen ... 
ders who require residential care will be placed in shelter facilities, 
group homes; or other community~based alternatives 'f' rather.thAn 
juvenile detention or correctional facilities ... " 

The Act and the Guideline also require that the State immediately 
plan and implernentprocedures to assure thatlljuveniles alleged to be 
or found to be delinquent shall not be detained or confined with 
adult persons incarcerat~.:i because they have been convicted of a 
crime or are awaiting 'trial on criminal charges. II The Act and the 
Guidelines further require monitoring and annual reporting of the 
population of jails, detention facilities and correctional facilities 
to insure that the states adhere to these provisions. 

The Guidelines are less specific with regard to female victims 
and adult female Offenders than they are fot' female emp10yees and 
juveniles. For the first time; the FY 1977 Guidelines specify exten .. 
sive use of statistics in plan development. Many data elements are 
mandatory variables for the required analysis, but variables such 
as the sex of the victim and the sex of the offender are not con
sidered mandatory. These items are recommended, but are optional. 
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Extensive statistical analysis of the nature of crime in the state 
and of the processes and resources of th~ c~iminal ,justice s~stem , 
are new requirements and will thus be especlal1y t,me-consumlng thls 
year. Hence, it seems unlikely that many SPA's will analyze any of 
the optional items for the FY 1977 plan. 

With the exception of the Part E funding requirement that correc
tional facilities have lIarchitectura1 provision for the complete 
separation of juvenile, adult female, and adult mal~ offenders,1I the 
Guideline makes no mention of program deve10pme~t d~rected at adult 
females, either victims or offenders. These GUldel1nes and the . 
resultant State plan will govern the use of FY 1977 block and actlon 
grant funds. Areas which are not included in the plan cannot be 
funded. 'Obviously, some provision should be made to guide. the SPA's 
in the direction of considering programs aimed ,at the speclal needs 
of female victims and offenders. 

RECOMMENDATIONS 

1. INCLUDE SPECIFIC REFERENCES TO WOMEN AS PROGRAM RECLIAPNINENITNGS AINGETNHE 
STATE PLANNING GUIDELINE TO ENSURE THAT THE STATE P -
CIES FOCUS ADEQUATE ATTENTION ON ISSUES RELATED TO WOMEN. 

Responsible Office: Guidelines Task Force 
Office of Regional Operations 

2. INCLUDE REVIEW ITEMS RELATING SPECIFICALLY TO WOMEN IN CRIMINAL 
JUSTICE, INCLUDING THE CRITERIA FOR AN ACCEPTABLE FEMALE AND 
MINORITY RECRUITMENT PLAN IN THE CHECKLIST USED BY THE REGIONAL 
OFFICES IN REVIEWING THE STATE PLAN. 

Responsible Office: Guidelines Task Force 
Office of Regional Operations 

3. REQUIRE THAT SEX BE A MANDATORY DATA ELEMENT FOR THE FY 78 COM· 
PREHENSrVE PLANS' DATA ANALYSIS FOR PARTS B, C, D AND JUVENILE 
JUSTICE GRANTS. 

Responsible Office: Guidelines Task Force 
Uffice of ~eg;onal Operations 
Office of Juvenile Justice and 
Delinquency Prevention 

26 

.1 

I 

'~------.------------....., . 

Discretionary. Grant Guidelines 

Analysis of the Issue and LEAA Policy 

The pu~pose of t~e G~ide for,Discretionary Grant Programs, 
M 4500.10, 1S to prov1de 1nformatlon to potential applicants on 
programs and projects for which LEAA discretionary funds are avai1-
able. The Guide lists approximately 20 programs with specific sub
programs delineating the types of projects that will be considered 
for funding. 

While Chapter 8 covers citizens' initiatives and citizen action 
progra~s, n~ chapter.i~ the Nat~/')nal Priority Programs sections of 
the gU1de glves spec1f1c attent10n to women as victims of crime. 

, Chapter 17 de~ls with imp~oving police capability, Altho~gh 
lt addresses (S~ctlon 5) ~ ~ollce program for service to protect the 
elderly, there 1S no spec1flc subprogram to support police training 
to meet the needs of the female crime victim. 

The guideline now addresses the female offender in Chapter 22 
Correctiorys Progr~m~. This ch~pter has seven program sections, on;y 
two of Wh1Ch speclflca1'y mentl0n women: Section 1, Personnel Recruit
ment and Standards, and Section 7, Offenders with Special Program 
Needs. The latter program area combines the retarded hard-core 
career-criminal, and female offender as one program a;ea of conc~rn. 

It also should be noted that while all other sections (except 
for Section 1, Personnel Recruitment and Standards) list the dollar 
range of grants from $75,000 on up, the dollar range for Section 7 
Offenders with Special Progr~m Needs, is from $25,000 to $50,000. ' 

Because potential applicants use the DF guide to determine the 
types of p~ogr~ms eligible for funding and to develop responsive 
grant app11catl0n~, it is important to bring within the scope of such 
programs the speclal problems of the woman as victim and offender. 

RECOMMENDATIONS 

1. EXPAND CHAPTERS 8 AND 17 OF THE DISCRETIONARY GRANT PROGRAMS GUIDE 
TO SPECIFICALLY ADDRESS THE NEEDS OF WOMEN AS VICTIMS. 

Responsible Office: Guideline Task Force 
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ISSUES AND RECOMMENDATIONS: 
WOMEN AS EMPLOYEES IN LEAA 

Status of Women 

Analysis of the Issue 

In LEAA, 46 percent of employees are women. Tnis percentage 
compares favorably with the test of the Department of Justice, whose 
overall work force is 34 percent women, and with the overall U.S. 
labor force, which is 38 percent women. ]j4owever, a prevailing but 
outmoded attitude toward women apparently persists and is manifested 
in a variety of ways. Task Force discussions have covered such topics 
as denial of travel assignments, sexist harassment from male s~per
visors, difficulties stemming from child care responsibilities, 
problems associated with "dead end" jobs, dependence of secretarial 
grade levels on supervisors· grades, and lack of management opportun
ities for women. 

Management Opportunities. Although LEAA women employees may be more 
TCirtunate than women 1n other DOJ agencles in terms of overall repre
sentation, the charts on the f0110wing pages clearly demonstrate the 
disparity between women's and men1s grade levels. Women predominate 
in the lower grade levels, with very few holding senior level positions. 

Reasons for this distribution are difficult to identify conclu
sively from the available data, and could range from outright sexual 
discrimination to lack of qualified applicants. The fact remains, 
however, that in a time when it is accepted that women have made and 
are making significant contributions in science, business, government 
and the arts, it is alarming to note that LEAA can count no executive
level women appointees, nQ women in grades 16 through 18, only two 
GS-15 1s out of a total of 66, only 13 GS-14 1s out of 115, and 21 
GS-13 1s out of 127. Women occupy only 11 percent of positions at 
GS-13 and above. 

The Task Force discussed a number of possible recommendations' 
aimed at placing qualified women into high-level.positions within LEAA. 
These included a goals and quotas system, establishment of a Management 
Intern Program, special management training programs for women~ 
tequiring a woman on each Personnel Action Review Board, and 'so on. 

However, the Task Force concluded that the crux of the problem was 
identifying qualified women for such positions as they become vacant. 
Women who are eligible and qualified for such positions are fewer in 
number than men, due to general characteristics of the professional 
work force. This is particularly true in criminal justice, tradi
ditionally a male-dominated field. 

11 Bureau of Labor Statistics t August 1975 
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Aff' tative Action Plans, including 
A review of several government er~~nlack of quantitative objec-

the current LEAA Plan'h~ey~a15t~a~~~ng and promoting women. ,Vague, 
tives for recruiting" r1 g, 11 o;sible to achieve. Offlce and 
nebulous goals and obJectiveib~re ton~valuate. Implementa1Aion of the 
agency performance 1isb,i,mi~os~f s:veral offices, wi~h no rnal account-
pl an is the res pons 1 Y , 
ability for results. I 

Pl 4ewed by the Task Force appears 
One Aff;r~ative ActiO~h and~~ficu\ties. The Federal Bureau of 

to be overcomlng some of es~ hi h ceived DOJ commenda-
Prisons ' 1975 Affirmative Actl0nbPlan~ ~e/byr~977 in all field 
tion, hap set hiring targets to e reac Pro ress is monitored each 
installations and in ~v~r~s{~~tf~~e~~~y;nonthl~ reports of minority 
~~~t~e~~l;h~i~l~~c~r~ ~i~tributed to agency offices. 

bl of competently performing every 
There are women who a~e capa ;entative bureaucracy is a contro.-

job in LEAA. The issue 0 a repre 'it must be addressed. Dr. Harry 
versial one, but the Task Fotce fe~lSte recommended that every GS grade 
Kranz, while at the Brookings Instltut ge of individua1s ;n the nation, 
level should reflect the exact per~e~c~nomic status. The result of 
with respect to race, sex, age, an uld be a representative bureau-
this staffing approach, ~raryae~~~f~dbe~~er with societal problems, but 
cracy \~Irjch could not on Y '. fid . government. 2/ ,he Task 
could also inspire more PUb~1c ~~~k w~~l~ ~~ formidable, but for full 
Force acknowledges that sue a ls~should be set and progress toward 
participation by women some goa 
those goals measured. 

The following table illusttates LEAA's current employment 
statistics by sex and race: 

Median Grade (GS) Levels,of LEAA Employees 
-,. 

Mal<L 

White 12.6 

Slack 11.6 

Hispanic 11.5 
.~ 

Asian 12.0 

Indian 15.0 

Female Grad£!, Differential 

6.5 

5.1 

4~5 

8.5 

6.1 

6.5 

7.0* 

3.5* 

15.0** 

* Number of employees may be insufficient for compC!rison. 
** Only one employee in this category. 

2Harry Kr-an*z HAre Merit and Equity Compatible?" Publ ic 
y Administration Review, september/October 1974. . 
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As the chart shows: 

--In every racial category the female GS level is lower than the male. 
~-No female subgroup compares favorably with any male subgroup. 

The chart demonstrates a need for affirmative action in recruiting 
and developing women for hiqher ~evel positions, 

Clerical Staff. Secretaries in LEAA (all women) encounter obstacles 
very different from the problems of women in professional positions. 
The nature of the secretary's job makes her responsibilities and con
cerns unique. Several governme~t ~Q:nciest including the Department 
of State and the Department of Labor; have addressed issues surrounding 
~ecretariesl duties, conversion to professional series, and restrictions 
on opportunities for expanded responsibilities and advancement. The 
Civil Service Commission is currently studying sorne of the ques,tions 
related to secretarial and clerical problems of promotion and mobility, 
and formulating alternative strategies for solving them. Because the 
membership of the LEAA Task Force on Women is restricted to profes
Sionals, it V-Jould be presumptuous for this, group to recommend action, 
~fter a discussion of only the most apparent and surface issues. 

Attitudes. The question of attitudes toward women is particularly 
ClHficuft to explore and assess in an objective fashion, Altho!Jgh 
an Executive Order on Equal Employment Opportunity and the LEAA 
Standdfds of Conduct prescribe acceptable behavior toward other 
employees and prohibit discriminatory tr.e.C\tm~nt" ther£:! are subtle ., 
and soci«lly accepted ways to convey attitudes to\~ard members of cl'~rti\in 
groups. 

The only feasible way to determine w~nen's perceptions of their 
needs and problems, their attltudes toward thenlselves and other women, 
as well as attitudes of male to-workers and supervisors toward women; 
is to administer a, professiona'ny-designed attitude questionnaire to 
LEAA employees.' Thi s approach is supported by a nUIYliler of women I s 
groups in other government agencies, including the General Accounting 
Office, the National Bureau of standards and the Department of Justice. 
For a number of reasons, which are detailed in Appendix H, such a 
survey should not be conducted by LtAA personnel. 

LEAA has no policy governing women's news or language in LEAA 
publications or documents. In a review of LEAA pub1ications, the 
Task Force found no single publication that focused specifically on 
women. The LEAA Newsletter is designed to keep criminal justice 
professional s informed about LEAA p)'ograrns and resear'ch and to report 
on criminal justice issues. Although we realize that the ltAA 
Newsletter carries articles about civil l"ights and equal emr;lo~linent . 
opportunity matters, we urge that special attention be qiven to women 
in criminal justice and related women's issues. 
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Many LEAA publications and notices use sex~st languag~ and 
phrases which are no longer acceptable. Of~en.J~b advertlse~ents 
use the pronoun "he" V'hen referring to the lnd1vldual to b~ hwed. 
In articles mentioning women, extraneouS references to thelr 
husbands should not be included if this ;nfor~ation.h~s no relevance 
to the article and if it would not be stated 1n a slmllar mann~r 
regard; n9 a man (;. e., II he is the husband of "). , The McGraw H111 
Publishing Company has adopted a policy of usin~ nonsexist language 
in all no~_fiction.publications, an~ its gu~de11nes hav~ been. ~ 
expanded by a commlttee of the Amerlcan Soclety of Publ1: Ad~lnl
stration (ASPA) for use in their correspondence and.publ~catl0ns 
(e.g. Public Adm;nistratio~ Re~·iew). A stanford.UnlVerslty qroup 
has developed nonsexist gUldel1nes for neWs storles. 

RECOMMENDATIONS 
1. FURTHER ANALYZE LEAA tMPLOYMENT STATISTICS TO ASCERTAIN THE NUMBER 

OF WOMEN SUPERVISORS, AS COMPARED TO MEN, IN EACH GS LEVEL. 
CIRCULATE THE ANALYSIS RESULTS IN THE MANAGEMENT BRIEFS. 

Responsible Office: Federal Women's Program Coordinator 
Task Force 

2. ESTABLISH MEASURABLE GOALS FOR HIRING AND PROMOTING WOMEN, WITH 
REAL/ISTrC NILESTONES TO ASSESS PROGRESS TOW\RO /-\CHIEVING TI-IOSE 
GOALS. PUBLISH QUARTERLY STATUS' REPORTS, BY OFFICE,)N THE' 
t1ANAGEr~ENT BRI EFS. 

Responsible Office: Federal Women's Program Coordinator 
Task Force 

3. EXPAND THE TIMELY DISTRIBUTION OF SENIOR LEVEL VACANCY ANNOUNCe~ 
MENTS TO H0!1En' S ORGANIZATIOnS AND E~1PL()Yr'1ENT AGENt \ES FOR ~IOMEN, 
E. G . ., FEDERALLY Er~PLOYEO l·~or~EN TALENT BANK, ~JIDER OP~ORTUNITIES 
FOR \"JO~1EN. 

Responsible Office: Federal Women's Program Coordinator 
Task Force 

4. INCREASE THE AomNISTRATION nF A \~IRITTEN QUESTIONNAIRE TO ALL 
.PERSONNEL UPON EXIT TO UNCOVER MN SPECIFIC OISCR.,IMINATORY 
PRACTICES. GUARAnTEE THE CONFIDENTIALITY OF INFORMATION SOURCES. 

Responsible Office: Federal Women's Program Coordinator 
Task Force 
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5. UNDER OPM'S PLANNING, MANAGEMENT AND EVALUATION SUPPORT SERVICES 
CONTRACT, DESIGN AND ADMINISTER TO LEAA EMPLOYEES AND COMPILE 
RESPONSES TO AN ATTITUDE QUESTIONNAIRE'TO ADDRESS THE FOLLOWING 
AS WELL AS OTHER AREAS OF CONCERN: 

-- SECRETARIAL/CLERICAL RESPONSIBILITY RELATION~HIP TO 
SUPERVISOR, MOBILITY; ,~ 

-- SEXIST HARI~SSMENT; 
-- PERCEPTIONS OF ROLES; 
-- PROMOTIONS; 
-- UTILIZATION OF SKILLS; 
-- TRAVEL; 
-- RECOGNITION OF PERFORMANCE; 
-- TRAINING OPPORTUNITIES; 
-- PROGRAM INVOLVEMENT; 
-- CHILD CARE RESPONSIBILITIES; 
-- REPRESENTATION OF LEAA TO OUTSIDE GROUPS' 
-- PARTICIPATION IN POLICY DEVELOPMENT. ' 

Responsible Office: National Criminal Justice Informat'ion and 
Statistics Service 

Task Force 

6. ANALYZE THE RESULTS OF THE INTERNAL ATTITUDE QUESTION~AIRE 
PUBLISH RESULTS, AND MAKE APPROPRIATE RECOMMENDATIONS', ' 

Responsible Office: Federal Women's Program Coordinctor 
. Task Force 

7. PROVIDE MANDATORY SENSITIVITY TRAINING FOR LEAA MANAGERS AND 
VOLUNTARY SENSITIVITY TRAINING FOR OTHER E~'PLOYEES. 

Responsible Office: Traininq Division, Office of Operations Support 

8. INCREASE COVERAGE OF WOMEN'S ISSUES AND CRIMINAL JUSTICE EMPLOY
MENT OF WOMEN IN THE LEAA NEWSLETTER. 

Responsible Office: Public Information Office 

9. ESTABLISH A POLICY TO USE ASPA, McGRAW-HILL OR SIMILAR GUIDE
LINES AS A REFERENCE FOR ALL LEAA DOCUMENTS: 

Responsible Office: Office of Administration 
Executive Secretari~t 
Public Information Office 
Offic~ of Technology Transfer, National 

Instltute of Law Enforcement and Criminal 
Justice 
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Information Needs 

~lysis of the Issue 

Many of the important questions regarding women in LEAA cannot 
be adequately answered until the overriding problem of lack of data 
can be corrected. The Department of Justice JUNIPER system, for 
example, contains a great deal of information about the.charac~eris
tics of all DOJ personnel',e.g. age, sex, race, grade, Job ~erles, 
job title, level of educat"/On at e~try, date of last promotlOn, 
length of Federal service. The eXlsting systenl, however, presents 
particular prob1ems. Many categories, e.g. race, sex~ and level of 
education, which are not used for payroll or other administrative 
services, contain innumerable coding errors. Further, the system 
does not distinguish between secretarial/clerica1 and II professional" 
categories. Because wOlnen in each of the two groups face different 
types of problems, the distinction is especially crucial. The system 
does contain job series and job titles, making it possible to write 
such a classification system into the tabulation program, but first 
it would be necessary to determin~ which job series and titles within 
LEAA are secretarial/clerica1 and which are professional. The . 
Personnel Division has informed the Task Force that such a determlna
tion is frequently difficult to make. 

JUNIPER is unequipped to provide other data essential to his
torical analysi~ of hiring and promot~ons .. Such analysis.would. 
require automatlon of more data contalned ln the SF 171 (lncludlng 
IISpecial Skills," "Awards,1I etc.) as well as more recent information 
regarding training, awards, detail and· special assignments, etc. 
No follow-up study of women or nlinority group personnel is possible 
with JUNIPER. A sample of personnel jackets would be required for 
an analysis of promotion trends for specific groups in LEAA. 

To determine whether sexual discrimination exists in hiring 
practices, it would be necessary to first examine the number of men 
and womenrapplicants for positions within LEAA to determine if women 
are, in fact, applying for these pOSitions. Even if it is shown that 
women are applying for pOSitions, it would then be necessary to 
examine the characteristics of all applicants to determine if the 
most~qualif1ed individual, regardless of sex, was selected. 

Finding out if sexual discrimination is a factor in promotion 
actions a1so requires detailed information. A first step would be 
to eXanline the length of time in grade between promotions for men 
and wonten, controlling for grade level. Even if it were determined 
that men are promoted mm'e quickly than wome.n, additional ana lyses 
would have to be conducted to determine if qualified women were 
"passed ov.er" in order to promote men. 
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--~---------t' 
In light.of proliferating information demands from minority and 

w~menls groups, the Department of Justice should design a comprehen~ 
SlVe per~onnel s-¥stem with a capacity adequate to contemporary needs. 
No LEAA lnformatl0n system plugs this gap, nor should it. The 
problem,.which is department-wide, should be handled on a department
wide basls. 

RECOMMENDATIONS 

1. FORM A TASK GROUP TO IDENTIFY ALL SPECIFIC NEEDS OF A NEW PERSONNEL 
INFORMATION SYSTEM. 

Responsible Office: Personnel Division, Office of Operations 
Support 

Training Division, Office of Operations Support 
Equal Employment Opportunity Office 
Office of Planning and Management 
Task Force 

2. RECOMMEND TO THE DEPARTMENT OF JUSTICE THAT THE PERSONNEL SUB
SYSTEM OF JUNIPER BE RETHOUGHT AND REDESIGNED TO SATISFY ALL 
PERSONNEL INFORMATION NEEDS. 

Responsible Office: Office of Administration 
Office of Planning and Management 
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Career Development and Training 

Analysis of the Issue and LEAA Policy 

Gi ven the concentra t i on of women in lower grade 1 eve 1 sin L.EAA, 
career development may offer a long-term solution. 

" ... competence is created by exposing the new professional 
to the tasks and giving (her) the opportunity to learn the 
techniques and avoid the pitfalls. (She) must be given access 
to persons who can help (her) and to information about the 
important people in the system. The accepted newcomer learns 
by observing and performing, because (she) is put in a position 
where (she) can observe and must perform. (Her) important 
colleagues will watch how (s~does and give (her) feedback 
vital for (her) improvement as a professional." 11 
In short, the best method for developing a competence in indivi

duals is through positive job experience. 

Travel, participation in professional conferences, representation 
of LEAA to outside groups, and other experiences offer employees 
developmental experiences. Duties outside the realm of an individual IS 
position can be valuable tools for developing professionalism. 
Examples of such experiences include detail assignments, acting 
assignments, task force membership, intergovernmental personnel 
transfers and participation on boards and committees. Whether women 
receive the same alnount of attention, guidance and constructive feed
back as men from their supervisors is virtually impossible to determine; 
however, women's participation in extra-job assignments would at least 
imply management willingness to develop women IS skills. 

There is no trfficial agency policy governing membership require
ments of most task forces, study groups, and boards, and many women 
could benefit from participating in groups performing tasks beyond 
the scope of their normal responsibilities. Thoughtful, affirmative 
action on the part of persons who appoint board and committee members 
would expose more women to problem-solving and the policy-making 
process in LEAA. 

Training offers employees career development opportunities, but 
the existing formal training of LEAA employees tends to re"inforce 
the current grade level distribution. Here again, the reasons could 
range from outright discrimination on the part of managars, to women's 
lack of interest in training programs. The following table was 
prepared from data provided by the Training Office and represents 
all LEAA training in FY 1975. 

J:lIlwomen vs Success II by Cynthia Fuchs Epstein 
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Number and Type of Training Instances by Sex 

Male Female Total 

Executive and Management 62 1 63 
Supervi sory 73 10 83 
Legal, Scientific, Medical 
Engineering 40 14 54 

Administration and Analysis 81 73 154 
Specialty and Technical 60 31 91 
Clerical 15 74 89 
Orientation 12 16 28 
Adult Basic Education 3 4 7 

Total 346 223 569 

o Only one woman participated in "Executive Management" Training 
in FY 1975 

o 88 percent of all who received "Supervisory" training were men 
o 83 percent of all \vho received "Clerical" training were women 
o 18 percent of all male training experiences were classified as 

"Executive and Management" 
o .4 percent of all female training experiences were classified 

as "Executive Management" 
o 21 percent of all male training experiences were classified as 

"Supervi sory'l . .. . . 
o 4.4 percent of all female tra1nlng exper1ences were classlfled 

as "Supervisory" 
~ 4 percent of all male training experiences were classified as 

"Clerical!! 
0'33 percent of all female' traintng experiences were classified 

as "Cl eri ca'" 

An argument tan be made, af co~rse, that since more men hold high 
level positions than women, the above training statistics merely 
reflect that ratio. Further analysis of trainees ' grade levels by sex, 
would be required to determine ~h~ther a co~parable n~mbe~ ?f wome~ 
at each level have received tra1n1ng. The Legal, SClent1f1c, Medlcal 
and Engineering", "Administration and Analysis," and "S~ecialty a~~ 
Technical 1' categories overlap significantly and are sub~ect to der~n1-
tional problems. For example, college coursewo~k.compr1se~ a sig~1fl
cant but not specifically known, number of traln1ng exper1ences 1n 
thes~ categories. Further analysis might call for a finer definition 
of categories. (See Appendix F for definitions of training categories.) 
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Because government regulations require that training must be job
related, many women find themselves faced with a "Gatch 22" situation, 
unable to develop new skil's~ The task force found that many LEAA 
employees are unaware that each office has a training budUet that can 
be used to pay for job-related courses through the Civil Service Com
mission, area universities and private industry. Although notices for 
training opportunities are posted on bulletin boards throughout LEAA, 
eligibility requirements and application procedures are not generally 
known. 

Although supervisors have a responsibility to inform staff of 
available training programs and recommend appropriate trilining courses 
to individuals, some employee-s have indicated that supervisors have 
consistently neglected to circulate training announcements. LEAA's 
Training Office, created in FY 1975, has made great strides in publi~ 
cizing training information and advising employees of their specific 
training needs. Supervi sors and employees, however, usually must 
initiate the application procedure. The Training Office is currently 
revising Instruction 1580.1, entitled "Training of LEAA Employees", and 
has indicated a desire tor Task Force input into the final product. 

Caree~ ladders' for specialized occupational categories (e.g. Auditor) 
are currently being developed by the Personnel Office. The Task Force 
believes that the career 1adder approach is by itself too narrow 'in 
scope to be useful to LEAA women in general. More valuable would be 
the establishment of career paths, which provide for interrelationship 
betweery various career !adders. Various levels of exper'ience and 
edu:at~o~ would be r~qulred for each rung of the various ladders. Once 
an.,ndlvldual.had galned the required experience and achieved the re
qUlred educatl0nal requirements, she would become eligible for promotion 
to the next rung of that ladder or to a particular rung--at either a 
lower or higher 1evel--in another career ladder. The career path 
appro~ch provi des the necessa ry ~l ex i bi 1 ity to keep up with 'the fas t
changlng pace,of today's professlo~a's, It is not uncommon for a high
level professlonal to have worked ln three or four different career 
1add~rs) for example as statistical clerk, systems ana'lyst, budget 
examlner? and manager. The Task Force re,~ognizes that this 'is a large 
undertaklng. Career ladders without career paths, however, would be of 
very limited value. ' , 

,f, 
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Currently there is much confusion about and inconsistency in the 
procedure for conversion from clerical to professional positions. 
Career paths would solve both of these problems in the long run 
providing a rational, documented, easy-to-understand method for' 
advancement. By combining training and job experience, career paths 
would take the mystery out of advancement, and eliminate subconscious 
sex discrimination in hiring and promoting. 

RECOMMENDATIONS 

1. REVIEW DETAIL ASSIGNMENTS, ACTING ASSIGN~1ENTS, TASK FORCES, AND 
INTERGOVERNMENTAL PERSONNEL TRANSFERS FOR THE PAST FISCAL YEAR 
TO DETERMINE THE EXTENT OF PARTICIPATION OF WOMEN IN SUCH ASSIGN
MENTS. 

Responsible Office: Federal Women's Program Coordinator 
uffice Clf Operations Support 

2. EXAMINE THE CRITERIA FOR SELECTION TO BOARDS AND COMMITTEES. 
EXPAND THE CRITERIA TO ENSURE THAT THERE ARE WOMEN MEMBERS 
WHEREVER POSSIBLE. 

Responsible Office: _Persor~nel Division, Offi~e of Oper~tions Support 
t,qua 1 I::mp 1 oymen t Opportunl ty Off; ce 

3. DEVELOP AN IN-HOUSE MANAGEMENT TRAINING PROGRAM OPEN TO ALL 
LEAA E~lPLOYEES. 

Responsible Office: Traininq Division, Office of Operations SUPfort 

4. INTEGRATE INTO MANAGEMENT AND SUPERVISORY TRAINING PROGRJ~MS 
NECESSARY INFORMATION ON CAREER DEVELOPMENT OF EMPLOYEES. 

Responsible Office: Training Division, Office of Operations Su~port 
, 

5. ADVERTISE IN THE LEAADER THE SOURCE AND AVAILABILITY OF TRAINING 
FUNDS, GENERAL TYPE~AVAILABLE TRAINING, GENERAL APPLICATION 
PROCEDURES FOR TRAINING, I~ND THE AVAILABILITY OF CURRENT VACANCY 
ANNOUNCEMENTS FOR OTHER AGENCIES. 

Responsible Office: Traininq Division, Office of Operations Support 
Public Information Office 

6. DEVELOP CAREER PATHS FOR LEAA. 

Responsible Offic.e: I Personnel Division, Office of Operations Suppcrt 
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1. CLARIFY THE CURRENT LEAA POLICY#ON CONVERSION FROM CLERICAL TO 
PROFESSIONAL POSITIONS. PERIODICALLY PUBLISH ,THESE REQUIREMENTS 
IN THE LEAADER. 

Responsible Office: Personnel Division, Office of Operations Support 
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RECOl\nMENDATIONS AND IMPLEMENTING OFFICES 

The following is a list of all of the Task Force recommendations 
and the offices responsible for their implementation: 

Egual Employment 0eportunity Office 

1. Further analyze LEAA employment statistics to ascertain the number 
of women supervisors, as compared to men, in each GS level. Cir
culate the analysis results in the Management Briefs. (In conjunction 
with the Task Force) 

2. Lsta~1i~h m~asurable goals fO)" hiring and nror.1Otin~ \'lOmen, with 
reallstlc ml1estones to assess progress t00ard achieving those Roals. 
Publish quarterly status reports, by office, in the Management 
Briefs. (In conjunction with the Task Force) 
"'-.~ 

3. Expand the timely distribution of senior level vacancy announce
ments to womenls Ol'ganizations and employment agencies for women, 
e.g. Fedel"ally Employed Homen Talent !3ank, Hider Opportunities 
for Women. (In conjunction with the r~sk Forcel 

4. Increase the administration of a written questionnair~ to all 
personnel upon exit to uncover any specific discriminatory 
practices. Guarantee the confidentiality ,of ;nfo\~mation sources. 
(In conjunction with the Task Force) 

5, Analyze the results of the internal attitude questionnaire, 
publish results~ and make appropriate recommendations. (In 
conjunction with the Task Force) 

6. Review detail assignments, ,acting assignments, task forces, and 
intergovernmental personnel transfers for the past fiscal year 
to determine the extent of participation of women in such assign
ments. (In conjunction with the oOffi~e of Operations Support) 

7. Examine. the criteria for se1ection to boards and committees. 
Expand the criteria to ensure that there are women members 
wherever possible. (In conjunction with the Office of Operations 
SUIJPort) 

Executive Secretariat 

1. Estabish a policy to use ASPA, MCGraw-Hill, or similar guidelines 
as a reference for all LEAA documents. (In conjunction with the 
Public Information Office) 
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National Criminal Justice Information and Statistics Service 

1. Fund a research grant to fully analyze the natur: and
l 

cch~ractper-l 
istics of female victimization utilizing the,Natl~na ,rlme ane 
and other sources of r'el evant data. (In conJunctlOn Wl th the 
Office of National Priority Programs and NILECJ) 

2. Develop and administer supplemental questions to the National 
Crime Panel survey to collect data regarding topics relevant 
to female victimization especially on the treatment of male and 
fema1e victims of crime by the criminal justice system. (In 
conjunction with the Office of National Priority Programs) 

3. uti 1 i ze existing statist; cs (UCR annual $., IACP, Mah~power Survey) 
and undertake additional data collection efforts were necessary 
to develop and disseminate annually statis~ics on women emp10ye~ 
in criminal justice professions, as economlcally and me~hodologl
cally feasible. (In conjunction with the National Instltute of 
Law Enforcement and Criminal Justice) 

4. Under OPMls planning, management and evaluation suppodrt se~vlices 
contract, design and administe~ to ~EAA employees an comp1 ~ 
responses to an attitude questl0nnalre to address the followlng 
as we" as other areas of concern: 

~_ Secretarial/clerical responsibility, relationship to 
supervisor, mobility; 

-~ Sexist harassment; 
-- Perceptions of roles; 
.- Promotions; 
.- utilization of skills; 
-- Trave.l; 
-- Recognition of performance; 
-- Training opportunities; 
-- Program involvement; 
-- Child care responsibilities; 
__ Representation of LEAA to outside groups; 
-- Participation in p01icy development. 

(In conjunction with the Homen's rask Force) 
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National Institute of Law Enforcement a~d Criminal Justice 

1. Build on the results of ongoing researcn studies concerning 
female offenders and initiate new research projects in the area 
of female criminality. In concert with ongoing studies, develop 
and eva'lviate model programs for female offenders on a demonstra
tion basis. 

2. Disseminate the data generatE!d by the National Manpower Survey 
to all involved in LEEP management, including RO's, for use as 
a planning base. These data will provide an indication of 
whether women have equitable access to LEEP funds. (In conjunc
tion with the Office of Regional Operations) 

3. Utilize existing statistics (UCR annua1s, IACP, Manpower Survey) and 
undertake additional data con ection efforts where necessary 
to develop and disseminate annually statistics on women emph)yed 
in criminal justice professions, as economically and methodologi
cally feasible. (In conjunction with the National Criminal Justice 
Information and Statistics Snrvice) 

4. Support evaluative stUdies of women's performance in handling 
nontraditional responsibilities, i.e. parole and probation 
officers with mixed caseloads) correctional officers in male 
and co~correctional facilities. 

5. Fund a Prescriptive Package describing employment of women in 
nontraditional roles in the criminal justice system. 

6. Review the ways in which education and training programs are 
public·~zed. Design brochures to avoid sexist stereotyping of 
law enforcement programs and develop mailing lists to ensure 
that no systematic exclusion of women exists. (In conjunction 
with the Office of Regional Operations and Public Information 
Office.) . 
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Office of Civil Rights Compliance 

1. Assist criminal jU$tice age~ties ill the recruitment, selection 
and advancement of women by: 

n. Developing I technical assistance program specifically 
geared to affirmative action for women (similar to the 
Marquette University grant that establishes a special 
center to prov; de short term ass; stance) \~; th sped a 1 
emphasis on needs of court~ and corrections agencies. 
{In conjunction with the Office of Regional Operations) 

b. Developing guidelines relating to sex discrimination 
questions affecting women in corrections, courts and police. 

c. Developing a manual describing experiences of criminal 
justice agencies (police, courts and corrections) in 
implementing affirmative action with particular emphasis 
on probl~11\ definition and solutions. 

2. Deve10p and initiate procedures for all grant monitors to use 
(NILECJ; NCJISS, and other non-OF programs) in reviewing grant 
packages for staffing and salary discrimination. (In conjunc~ 
tion with the Office of the Comptroller) 

3. Increase the number of full campl iance rev; ews for judi ci al 
systems and corrections agencies and the number of surprise 
EEOP desk audits. 

Office of the Comptroller 

1. Analyze the data on sex of LEEP participants in the "LEEP Parti
cipants Information System" to determine the progress made in 
increasing the number of female participants in this program. 

2. Formally contact the Small Business Administration lltid urge it 
to include contracting firms owned by women as part of the 
1 i sti ng of 8 ... A Hi nor; ty Fi rms. (In conjuncti on wi th tthe Off; ce 
of General Counsel) 

3. Develop and initiate procedures for all grant monitors to use 
(NILECJ, NCJISS, and other non-OF programs) in reviewing grant 
pac~ages for staffing and salary discrimination. (In conjunc~ 
tion with the Office of Civil Rights Compliance) 

Office of General Counsel 
• oJ· 

1. Formally contact the Small Business Administration and urge it 
to include contracting firms owned by women as part of the 
listing of 8-A Minority Firms. (In conjunction with the Office 
of the Comptroller) 
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Office of Juvenile Justice and Oelinquency Prevention 

1. Develop strategies to ;n~rease SPA support for fema~E! juvenile 
offender programs. 

2. Review the juvenile delinquency section of all state plans to 
assure compliance with the SPA Guideline 4100.10 requiring that 
the needs of all disadvantaged youth be ana1vzed and considered 
and that assistance be available on an equitab~~ basis from 
Federal funds, that a review of other Federal~ state, local and 
private programs affecting these youth be included; and that 
all programs be broken down by sex and minoi'ity groups. (In 
conjunction with the Office of Regional Operations) 

3. Develop a"d fund research that analyzes treatment of female 
juveniles by the courts, referral agencies and the community 
with special emphasis on status offenders. ' 

4. Develop and fund discretionary programs tnat specifically..focus 
on the needs of the female jvuenile from the referral stage to 
post-adjudication. 

Qffi£e of National Priority Progr~~ 

1. Provide support for those states and other jurisdictions that 
seek funding to develop standards and goals for female offenders. 

2. Fund a research grant to ful1y analyze the nature and charact~r
istics of female victimization utilizing the National Crime Panel 
and other sources of relevant data. (In conjunction with the 
National Crimina1 Justice Information and Statistics Service) 

3. Develop and administer Supplemental questions to the National 
Crime Panel survey to collect data regarding topics relevant 
to female victimization espeCially on the treatment of male and 
female victims of crime by the criminal justice system. (In 
conjunction with the National Criminal Justice Information and 
Statistics Service) 

4. Develop a new agency initiative aimed at innovative service for 
female victims of crime with an appropriate level of funding, if 
data analysis indicates that female victims have special needs. 

5. Undertake a comprehensive program to identify and evaluate the 
use of volunteers in criminal justice and examine ways in which 
their services can be better utilized • 
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Office of Operati cns SURPort 

1. Provide mandatory sensitivity training for LEAA managers and 
voluntary sensitivity training for other employees. 

2. Form a task group to identify all specific needs of a new 
personnel information system. (In conjunction with the Task 
Force and Office of Planning & Management) 

. 
3. Review detail assignments, acting assignments, task forces, 

and i ntergovernmenta 1 personnel transfers for thE~ past fi sca 1 
year to determine the extent of participation of women in such 
assignments. (in conjunction with the Equa1 Employment Oppor-
tunity Office) 

4. Examine the criteria for selection to boards and committees 
Expand the criteria to ensure that there are women members ' 
wherever possible. (In conjunction with the Equal Employment 
Opportunity Office) 

5. Develop an in-house management training program open to all 
LEAA employees. 

6. Integrate into management and supervisory training programs 
necessary information on career development of employees. 

7. Advertise in the LEAADER the source and availability of training 
funds, general types of available training, general application 
procedures for training, and the availability of current vacancy 
announcements for other agencies. 

8. Develop career paths for LEAA. 

9. Clarify the current LEAA policy on conversion from clerical to 
professional positions. Periodically publish these requirements 
in the LEAAOER. 

Office of Planning and Management 

Alternative la. Establish the program outlined in this report as a 
program objective under the agency's MBO program pyramid, complete 
wi\h a program'plan, and a workplan including mjlestones. 

A1ternative lb~ Require each office to develop projects and/or mile
stones fo\~ the recommendati ons in thi s report wlli ch are the 
respo~sibil;ty of that office, and to incorporate these projects 
and/or milestones under the appropriate-program objective in the MBO. 
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2. Emphasize funding female applicants within each of the four 
curr~nt LEEP priorities to help correct the current small pro~ 
por~10n of fe~ale LEEP recipients. (Ii conjunction with the 
Offlce of Reglonal Operations) 

3. Recommend to the Department of Just'lce that the personnel sub
system of ~UNIPER ~e rethought and redesigned to satisfy all 
personnel lnformatl0n needs. 

Office of Regional Operations 

1. 

2. 

Es~a~~~s~ fu~ding priorit;e~to increase exp1oration, development, 
ana u~ll1zatl~n of alternat~ves to incarceration for women offen
ders! along ~lth the exp~nslon an~ evaluation of programs that 
~r~vld~ ~ean1ngful vocat1onal tralning and realistic job opportun-
1tles 1n non-traditional areas for women offenders in all phases 
of the correctional process. 

Establish funding ranges from $75,000 to $200,000 for grants 
funded under the female offender section to be added to Chapter 22 
of the discretionary grant programs guide. 

3. Establish funding priorities to examine statutory provisions that 
are found to discrimin~t~ again~t women offenders by imposing more 
severe sentences for slmllar crlmes as compared to their male 
counterparts: ,and to examine the issues of victimless crime and 
evaluate,the lnvestment of resources in their' enforcement, parti
cularly 1n the ~ategories of prostitution, vagrancy, stat'ls 
offenses, and dlsorderly conduct. 

4. 

5. 

6. 

D~signate one person in each LEAA Regional Office as the coor
d1n~t~r for f~male offender programs in that region and hold a 
tra.:~lng seSS10n for these representatives to enable them to 
pro~lde tecpnical assistanc~ in this area. 

Supp~rt the r~soluti~n.of the National Conference of State Criminal 
Ju~t~ce ~lannlng Admlnlstrators calling for the modification or 
el1~lnatl0n of laws, procedures, and programs which discriminate 
agalnst female offenders, by establishing regional training sessions 
for SPA staff on the problems of the female offender. 

Oissemiryate the ~ata generated by the National Manpower Survey 
to all ~nvolved 1n LEEP management, including RO's, for use as 
a plannlng base. These data will provide an indication of whether 
women h~ve equita~le access to LEEP funds. (In conjunction with 
the Natl0nal Inst1tute of Law Enforcement and Criminal Justice) 
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7. Emphasize funding female app1icants within each of the four 
current LEEP priorities to help correct the current small pro
portion of female LEEP recipients. (In conjunction with the 
Office of Planning and Management) 

8. Review the ways in which' ~ducation and training programs are 
publicized: design brochures to avoid sexist stereotyping of 
law enforcement programs and develop mailing lists to ensure 
that no systematic exclusion of women exists. (In conjunction 
with the National Institute of Law Enforcement and Criminal 
Justice and Public Information Office.) 

9. Assist criminal just'ice agencies in the recruitment, selection 
and advancement of women by developing a technical assistance 
program specifically geared to affirmative action for women 
(similar to the Marquette University grant that establishes a 
special center to provide short term assistance) with special 
emphasis on needs of courts and corrections agencies. (In 
conjunction with the Office of Civil Rights Compliance) 

10. Review the juvenile delinquency section of all state plans to 
assure compliance with the SPA Guideline 4100.10 requiring that: 
The needs of all disadvantaged youth be analyzed and considered 
and that assistance be available on an equitable basis from 
Federal funds, that a review of other Federal, state, local and 
private programs affecting these youth be included: And that 
all programs be broken down by sex and minority groups. (In 
conjunction with the Office of Juvenile Justice and Delinquency 
Prevention) 

11. Include specific references to women as program recipients in 
the state planning guideline to ensure that the State Planning 
Agencies focus adequate attention on issues related to women. 
(In conjunction with the Guidelines Task Force) 

12. Include review items relating specifically to women in criminal 
justice, including the criteria for an acceptable female and 
minority t'ecruitment plan in the checklist used by the Regional 
Offices in reviewing the state plan. (In conjunction with the 
Guidelines Task Force) 

13. Requtre that sex be a mandatory data element for the FY 1978 
comp~ehensive plans' data analysis for Parts B, C, 0 and Juvenile 
Justice grants. {In conjunction with the Guidelines Task Force) 
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Public Information Office 

1. Increase coverage of women's issues and'criminal justice 
employment of women in the LEAA NeWSletter 

2. Establish a policy to use ASPA, McGraw-Hill or similar 
gui~elin~s as,a reference for all LEAA docu~ents. (In 
conJunctlon wlth the Executive Secretariat) 

Guidelines Task Force 

1. Include specific references to women as program recipients in 
the state planning guideline to ensure that the State Planning 
Agencies focus adequate attention on issues related to women. 
(In conjunction with the Office of Regional Operations) 

2. Include review items relating specifically to women in criminal 
justice~ including the criteria for an acceptable female and 
minority recruitment plan in the checklist used by the R€!gional 
Offices in reviewing the state plan. (In conjunction with the 
Office of Regional Operations) 

3. 

4. 

Require that sex be a mandatory data element for the FY 1978 
comprehensive plans' data analysis for Parts B, C, 0 and 
Juvenile Justice grants. (In conjun~tion with the Office of 
Regional Operations) 

Develop a separate section in Chapter 22 of the discretionary 
grant programs guide according specific priority to the problems 
of the femal~ offender, not only in the area of training programs, 
but encompassing the full range of problems pertaining to female 
offenders. 

5. Expand Chapters 8 and 17 of. the di scretionary grant programs 
guide to specifica11y address the needs of women as victims. 
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FUTURE ORGANIZATION AND 
FUNCTIONS OF THE WOMEN'S PROGRAM 

As part of its mission, the LEAA Task Force on Women was charged 
by the Administrator with determining the feasibility of an ongoing 
coordinating mechanism for. women's programs and policies ;n LEAA. 
Considerable attention, thought, and discussion were given to the 
following questions: 

1. What functions and responsibilities could best be 
handled in an ongoing program? 

2. Who shou1d be charged \~ith the task of carrying out 
these responsibi1ities? 

3. How could the program be organized to assure that the 
program would represent the interests of all women at 
LEAA? 

Several observations regarding the work of the current Task Force 
influenced its thinking regarding the scope and organization of a 
permanent program. First, the task of developing an Agency-wide per
spective on what is happening to women--both as program recipients 
and ernployees--is an enormous undertaking. Every office, every program 
has some impact on the degree to which women's skills and resources 
are utilized and the degree to which the needs of women--as offenders, 
as victimsj-are met. As far-reaching as some of the recommendations 
are, there is general agreement that time constraints and lack of. 
data prevented a thorough look at all issues. 

Second t the Task Force was hampered by its own lack of represen
tativeness. Chosen for the primary purpose of examining the impact 
of LEAA programs on women as recipients and employees of criminal 
justice agencies rather than on women within LEAA, its membership 
reflected major offices and was not representative of all women in 
the Agency. Consequently, the Task Force was ill-e4uipped to analyze 
special .problems of minority women and women in clerical and.secre
tarial positions. There was general agreement that an ongoing program 
should be fully representative of race,. age, and position of all 
women employees, 

~ 

Third; it became clear to Task Force members that the role of 
women in LEAA and outside the Agency is changing and this process 
will continue to accelerate in the absence of any formal program. 
However, the idea that LEAA poliCies and practices may disregard the 
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needs and concerns of women continues to meet with resistance. If 
such resistance is· to be overcome a real commitment and involvement 
on the part of LEAA managers is necessary.' 

Accordi ngly, the Task Force recommends that a permanent \~omen IS 
Action Committee be established by the Administrator and located 
within either the Office of Administration or the Office of Planning 
and Management. The Comnittee shall have a Director, appropriate 
clerical support and adequate office space, equipment, travel funds, 
and other logistical support. Each LEAA office shall be represented 
on the Committee with an appropriate range of LEAA personnel in terms 
of sex, race, positions, grade levels, and areas of expertise. 
Selection of the members will be made by the appropriate Office Heads 
with the concurrence of the Director. The Committee will function as 
an Advisory Group providing feedback on specific proposals, generating 
information as requested, and serving as liaison to their respective 
Offices. A steering group of approximately five to seven members will 
be drawn from the Advisory Committee to work directly with the Director. 
At a minimum the steering group will consist of the Federal Women's 
Progranl coordinator, representatives from the Personnel Office, Office 
of General Counsel, and Office of Civil Rights Compliance. The 
remaining positions will be filled by persons who demonstrate'a willing ... 
ness to assist more fully in the work of the Committee and whose 
particular characteristics--age, race, pOSition, GS level--will increase 
the representativeness of the Steering Group. Membership on either 
the Advisory Committee or Steering Group shall not be restricted to 
women. 

Whatever the composition, there must be an understanding and 
commitment on the part of each manager that Committee members will 
be required to spend approximately 15 hours per month on the work of 
the Committee. 

The proposed organization ;s selected with an eye toward creating 
an effective mechanism for the development and advocacy of recommenda
tions of policies, programs, and other activities of LEAA responsive 
to the needs of women in the LEAA delivery system, women employed by 
LEAA, and women in the criminal justice system. 

Such recommendations will, as adopted, become the responsibility 
for implementation of Assistant Administrators, Office Heads, DiviSion 
Directors, and other managers of the agency. The functions of the 
Women's Action Committee in such implementation will, unless otherwise 
specified, be confined to monitoring and evaluation for the purpose of 
developing additional recommendations. 
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Specific activities to be undertaken by the Committee would 
inc1ude: 

1. DeSigning an active Federal Women's Program for LEAA 
based on current Task Force recommendations. 

2. Developing and implementing a survey of LEAA employees 
identifying attitudes and concerns as they relate to women. 

3. Monitoring and implementing Task Force recommendations and 
preparing periodic reports on the status of implementation 
efforts. 

4. Reviewing LEAA guidelines to identify possible implications 
for women employees and women reCipients of grants, loans 
and contracts. 

5. Advising the Administrator on selection of qualified women 
for policy-making Task Forces and Advisory Committees. 

6. Providing, upon special request, qualified women as speakers. 

7. Coordinating with and assisting efforts with similar goals 
undertaken within OY' by: 

a. any other Department or Agency of the Federal Government; 

b. any State or Territory, and its political subdivisions, 
and any Department or Age! lCY thereof; 

c. any other organization or group, both political and private; 
and 

d. private citize~s. 

1wo issues regarding the future organization must remain unresolved 
at th1S time. The first J,s the selection of the Director' the second 
is the appropriate relationship of the EEO Office to the ~omen's Action 
Committee. The Administrator has requested Civil Service Commission 
approval to appoint a Special Assistant for Women and Minority Affairs. 
Should such,an appointment occur, the responsibilities of the Director 
could concelvably be assumed by that person. However, in the absence 
of such~a positian~ the Task Force strongly reiterates the need for a 
full~time Director who possesses the requisite skills and talent. 
Furthermore, motivation and interest should ue essential criteria for 
selection. 
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The second issue-~the relationship of this Comnittee to EEO--
is more complex. Currently, an EEO Specialist serves as the Federal 
Women's Program Coordinator with responsibiHty for carrying out the 
general functions of the EEO office in addition to responsibilities 
associated with conducting a special emphasis program for women. This 
is not the case in at least four other Department of Justice Bureau~ 
(Drug Enforcement Administration, U.S. Marshalls Service, Bureau of 
P.risons, and the FBI~ While the Federal vJomen's Program Coot(l;nator 
1S an essential ingredient in any program deSigned to implement the 
recommendations of the Tasl< Force, it is 1ess clear how the specific 
relationship with the Committee 'can be appropriately structured. This 
cannot be determined without a careful review of EEO special emphasis 
program requirements, the pertinent EEO guidelines and specific EEO 
Office activities. Furthermore, the structure of other EEO Programs 
within the Department should also De examined. For various reasons, 
the Task Force was unable to undertake such a comprehensive review. 
Specific areas of responsibil ity and pt'ocedures for coordinating the 
efforts of the Committee and the EEO Office will have to be identified 
at a later time. 

One final recommendation remains regarding the existence of the 
Task Force itself. The Task Force strongly recommends that it be 
continued during an interim period, not to exceed six months, between 
submission of this report and creation of a permanent Committee. 
Two purposes would thus be served: the Administrator would have the 
assistance of the Task Force in implementing a new program and a 
mechanism would exist for generating and updating information on 
women's issues. Finally, the cqntinued presence of the Task Force 
could assure that the momentum i;l.nd enthusiasm generated by this 
project would not be lost. 
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Task 1. 

Task 2. 

Task 3. 

Task 4. 

Task 5. 

Task 6. 

Task 7. 

APPENDIX A: TASK FORCE t~ORK PLAN 

Identify members of the Task Force 

Define scope and s4bgoals and objectives which include at 
a minimum the following: (1) Prepare a policy staterlent for 
the Administrator on women's issues, (2) develop program 
recommendations to support the policy statement~ and (3) deter
mine the feasibility of establishing an ongoing coorctianting 
effort for women IS programs in LEAA. 

Identify current programs and activities relating to women 
withi n the LEAA Central Off; ce, Reg; on,a' Offi ces, State 
Planning Agencies, and law enforcement and criminal justice 
agencies which receive and provide funding for wome~~related 
programs. 

Delegate data cOllection responsibilites and begin to gather 
data in the fo'llowing areas: (1) women as reCipients in the 
LEAA delivery system; (2) the interests of women as part of 
the States' comprehensive planninR process; and (3) women in 
the criminal justice system as offenders"victims, volunteers, 
and personnel. \ 

Review data collection and define key area~ of interest for 
Task Force attention. I 

, 
Formulate recommendations for ~program areas and continue 
refining priority areas which require further information. 

Review and refine program recommendations and prepare draft 
policy statement. 

Task 8. Prepare draft report .. 

Task 9. Prepare final report and present to the Administrat9r. 
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APPENDIX B: FEMALE OFFENDER GRANTS 

Number of LEAA Grants for Female Offenders 
1969 -- June 30, 1975* 

Parole 
Probation 

Community-based 

Halfway houses 
Work release 
Multi-services 
Training and education 

Institutional 

F,acility 
Vocational training 
Educational 
Psychological 
Behavior modification 
Charm courses 
other 

Other 

Subgrant 

!) 

3 

21 
B 

15 
6 

19 
19 
8 
7 
3 
3 
8 

Drug and alcohol Jetoxification 7 
Conferences and seminars 2 

. P1anning 4 
Basic data gathering 0 
Unknown 5 

Total number of grants 144 
156 

Discretionary Grants for female offender programs 

Subgrants for female offender programs 

Total funds expended on programs for female 
offenders 

l);scretional"Y 

o 
o 

2 
1 
1 
o 

o 
2 
o 
o 
o 
1 
o 

0 
2 
0 
1 
2 

12 

$1,386,463 

$12.000,809 

$13,387,272 

* The source for the above i nformati on is the Grant t4anagement 
Information System. GMIS was queried for all programs under the 
category of lI~lomen Offenders". It should be noted that GMIS 
summaries are not always broken down by sex. 
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APPENJIX C: JUVENILE JUSTICE GRANTS 

Number of LEAA Grants for Female Juvenile Offenders 
1969 - .. 1975* 

Correctional 

Court-related 

Probation 

Community-based residential 

Community-based nanres~dential 

Parole 

Other 

Total number of grants 
483 

Subgrant 

47 

27 

31 

227 

60 

6 

55 

453 

Discretionary' 

3 

o 

1 

16 

3 

2 

5 

30 

Oiscretionary grants for female juvenile programs $3,916,492 

Subgrants for female juvenile programs $18,008,442 

Total funds expended on programs for female juv~n;les $21,924,934 

* These findings are based on GMIS printouts. It should be noted 
that GMIS printouts and summaries of grants are not always broken 
down by sex. 
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APPENDIX 0: WOMEN AS GRANT, LOAN AND CONTRACT RECIPIENTS 

Law Enforcement Education Program (LEEP): 

FY 69-75 Total number of participants 
Male participants 
Female participants 
Other (aata not provided on sex) 
Percent female (of total with sex known) 

National Institute of Corrections (1972-75) 

Number of men and women applicants 
Number of men and women accepted 
Percent of men and women accepted 

Number of women applied 
Number of women accepted 
Pet'cent of women accepted 

Number of men applied 
Number of men accepted 
Percent of men accepted 

Number of men and women accepted 
Number of women accepted 
Percent of women accepted 

407 Organized Crime Prosecutorial Training Program 

247,073 
226,450 
19,137 
1,486 
7.8% 

1,481 
668 

45.1% 

109 
71 

65.1% 

1,372 
597 

43.5% 

668 
71 

10.6% 

Statistics on the number of female prosecutors engaged in the 
prosecution of organized crime are unavailable. However, the number 
is estimated to be quite small. This situation is probably reflected 
by the fact that only one woman 'out of a total of 300 prosecutors 
attended any of the five prosecutor training conferences held in FY 75. 

Graduate Research Fe11owshi2$ 

Doctoral candidates who have completed all academic work and need 
support during the writing of their dissertation can receive up to 
$10,000 for stipend and direct project costs. In FY 75, the Institute 
received 59 concept papers for program funds of which 18 or 30 percent 
were from women. Institute staff screened the concept papers and 
submitted 3U to a peer group review panel. Eventually 12 awards 
were made, six of them going to women. 
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lnternship Program. 

Under this program, LEAA provides limited funds to college students 
to work as interns in criminal justice agencies either during their 
summer recess or while they are on academic leave of absence f~om ~heir 
degree program. To qualify, a student must be enrolled full-tlme 1n a 
criminal justice degree program or a related curriculum and have com
.pleted the first year of a degree program. He or she applies by con
tac.ting the director of the college or university criminal justice program 
who in turn makes application to the LEAA Regional Office. A total of 
5,668 students have participated in this program to date. 

In FY 75, $500,000 was divided among the ten Regional Offices. . 
Of the 1,021 internships awarded~ 10 percent or 102 ~ere.to.wo~en. Th1S 
percentage was doub1e the FY 74 figure. Unfortunately, lt 1$ lmpOSSlble 
to estimate the total number of students applying for internships or a 
breakdown by sex because universities performed the initial screening. 

Cr:iminal Justice Consortium 

Seven universities of diverse size and character participqted in 
this LEAA program. In 1973, each scho?l received $?50,OOO ~o.cove\ a . 
three year period for the purpos~ of e1ther deve1op1ng a ~rlmlryal ,JUst1ce 
curriculum or expanding an exist1ng one. Some of each unlvers1ty ~ share 
provides $5,000 to $10,000 stipends to Ph.D. students. The fol10wlt1g 
data reflects female participation in this program. 

yniversity Total Female Male Percent Female 

Arizona State 111 26 85 23.4 
University (MA only) 

Eastern Kentucky 96 14 82 14.6 
University 

Northeastern Kentucky 214 70 144 32.7 
University 

Maryland University 53 17 36 32.0 

Michigan State 123 19 10.q. 15.4 
Univer.sity 

':c. 

Portland State 6 1 5 16.7 
Uni\lersity (Ph.D. only) 

Un i vers i ty of Nebras ka 97 16 81 16.5 
Omaha 

TOTAL 700 163 537 23.3 
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Institute Research Fellows 

The Research Fellowship Program was be~un in FY 73. Until this 
year, there have been nine Fellows in residence at the Institute. 
None has been a woman. 

In FY 75, 38 concept papers were received from scholars desiring 
Institute support for their individual research projects. Of the 38, 
two were submitted by women. After an initial screening, 17 including 
one by a woman were submitted to peer review panels. Eleven were recom. 
mended, four have been awarded, none are by women. 
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APPENDIX E: CRIMINAL JUSTICE STATISTICS ON WOMEN 

, 
Sex, along with race and age, is one of the basic socia-demographic 

statistical variables and ;s included whenever applicable and feasible 
in any well-designed statistics or information system prog~am. The 
programs sponsored by NCJISS 'follow this general rule. 

Sex is reported for all individuals in the various infeqjration systems 
sponsored by the Systems Development Division. These include: the 
Offender Based Transaction Statistics/Computerized Criminal Histories 
program (OBTS/CCH), Prosecutor's Management Information System (PROMIS), 
the Offender-Based State Corrections Information System (OBSeIS) and the 
State JUdicial Information System (SJIS). In addition, individual 
records are included in these systems without regard to sex. 

The data co11ection and publication efforts of the Statistics Division 
include sex as a variable whenever applicable. These programs include 
the National Crime Panel victimization surveys, the National Prisoner 
Statistics Program, the Jail Census and Survey of Jail Inmates, the 
Juvenile Detention and Correctional Facilities Surveys, the Uniform 
Parole Reports, and the Survey of Criminal Justice Employee Characteris~ 
tics. The collection of socio-demographic characteristics is not appli
cable to other statistical series such as Survey of Criminal Justice 
Expenditure and Employment, the Directory of Criminal Justice Agencies 
and the Court Organization Survey. 

Women represent a very small proportion of the' clientele of the 
criminal justice system. Whereas women account for about 50 percent of 
the U.S. population, they constitute only 15 percent of reported arrests 
and 3 percent of the U.S. prison population. As with any small group in 
a survey universe, confidentiality requirements and statistical reliab'ility 
factors may prevent release of detailed statistics. Some examples of how 
these apply to statistics on women are as follows. 

Confidentiality 

In order to meet the confi dent; a 1 ity requi rements estab.l i shed by 
law, LEAA does not publish statistics that could be used to identify a 
specific individual. For example, if a jail census reported only one 
woman in a particular jail, it would not be possible to present any 
statistical information about the female population of that jail as it 
could be directly traceable to a particular ';mman. This would also apply 
if there were only one man in a particular jail. 

i 



R.~t~b iJ1-tr 
Statistical reliability becomes an issue in sample surveys, where 

a scientifically drawn sample of the population or universe being 
studied is surveyed. The results of the survey are then weighed' and 
used to make estimates about the characteristics of the entire universe. 
Because any sample is only one of a number of different samples that 
could be drawn using the same sample design, the results obtained with 
one sample may be different than the results obtained from another 
sample, and from the universe itself if a census had been conducted. 
These differences are called sampling errors and can be statistically 
computed based on the sample size and sampling design. The sampling 
error tells whether or not the estimates derived from the sample are 
statistically reliable. 

Absolute sample size is the single most important factor in sampling 
error, much more so than the ratio of the sample size to the population. 
For example, a lO,OOO-person sample of the 182,000 persons in State prisons 
,is adequate to provide reasonably detailed estimates of socio-demographic 
characteristics of all inmates. However, reliably estimating the same 
detailed characteristics for the 5,700 women in State prisons would 
require a sample size very close to the entire population. This would 
nearlY double the cost of the survey. Thus, LEAA would not be able to 
publish or release data as detailed for women as for the total inmate 
population. For example, the number of women in prison could be estimated 
by education or by age, or by race, but there would be no way to reliably 
estimate the number of black 29 year-old women incarcerated for robbery. 

In conclusion then, the NCJISS statistics and information system 
programs include sex as a variable wherever' possi'ble, limited only by 
confidentiality and reliabili.ty considerations. 
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APPENDIX G: LEAA EQUAL EMPLOYMENT OPPORTUNITY FOR WOMEN 

Executive 'Order 11478, dated August 8, 1969, directs that each 
Executive Department "will promote full real ization of equal employment 
through a positive continuing program." All Departments and Agencies 
are directed to maintain a continuing Affirmative Action Program of equal 
employment as an integral part of every aspect of personnel policy and 
practice in the employment, development; advancement and treatment of 
employees. 

The esc regulation, FPM Chapter 713 and the Department of Equal 
Employment Opportunity regulation dated July 1, 1969, set forth the 
policies and requirements under which the Department and each Agency 
"shall implement programs designed to achieve equal opportunity in 
employment and personnel operations and practices without regard to race, 
color, sex, age, religion or national origin. 1t 

Under the EEO stewardship' are three specia1 emphasis pr09rams: 
(1) Federal Women's Program; (2) Spanish Speaking Program; (3) Black 
Affairs Program. The primary program efforts of these programs are to 
achieve equality of opportunity for all, bring practice in closer accord 
with merit principles, and encQurage qualified applicants ~o compete in 
exams for Federal employment and to participate in training programs 
leading to advancement. 

The Equal Employment Opportunity Office participates in a weekly 
Interdepartmental Placement COl1l11ittee meeting held at and sponsored by 
the U.S. Civil Service COl1l11ission. Many Federal Agencies are represented 
at these meetings. The purpose of these meetings is to broaden the dis
semination of position vacancy announcements of Federal agencies. This 
enabl~s the EEO Office to assist both LEAA employees seeking advancement 
opportunities and applicants seeking employment, in applying for and 
locating employment. Also, the EEO Office has developed- a procedure for 
disseminating this information- to minority and female organizations. By 
so doing, the EEO Office has in the past been instrumental in helping 
individuals, especially minority individuals, to secure better positions 
and initial appointments to positions. . 

It is difficult to evaluate the progress and effectiveness of any 
management program. This observation also applies to the LEAA EEO program. 
One manner in which some light may be shed on the subject of progress is 
by reviewing the shift in emphasis of the EEO function as it relates to 
LEAA employee-supervisor conflict. The underlying and interlocking 
reasons for this shift in emphasis are of interest. The emphasis has 
shifted to pre-complaint counseling, primarily by the EEO staff. It 
has been determined that as a result of precomplaint counseling, 
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approximately 95 percent of the LEAA employees are able to resolve 
their problems, which otherwise.m~y have resulted i~ informal com
plaints or possible formal complalnts. The EEO Offlce and Personnel 
Office have established an effective liaison and working relationship. 
The methods and techniques employed in this relationship are to iden
tify the employee problem and to present the problem to management· 
with a recommendation of resolution. 

Another manner in which some l'ight may be shed on the subject of 
progress is by reviewing the staff of the EEO Office. ~s menti~ne~ 
before, the LEAA EEO Office started as a two-person offlce conslstlng 
of the EEO Officer and a secretary. To date, th~ LEAA EEO Staff con
sists of the EEO Officer, two Equal Opportunity Specialists, a secretary 
and two part.time staff aides. Having received this additional staff, 
the EEO Office has been able to more effeciently implement the LEAA 
EEO program. 

One of the primary areas of emphasis of the LEAA EE9 program ha~ 
been improving personnel procedur~s and management practlces. In,thls 
manner, the management system is lmproved and all employees beneflt as 
we 11 as m; nority, female and older employees. 

One of the special areas upon which e~phasis has been placed iS,the 
identification of minority and female candldates for elnployment. ThlS 
effort has resulted in a substantial increase in the number of minorities 
and women applying for employment at LEAA. Some minority candidate~ have 
also been identified for positions in LEAA Regional Offices. In thlS 
effort the LEAA EEO Office mails DOJ Position Announcements to 50 indi
viduals and organizations. 

Several factors have been essential to the success of the LEAA 
EEO Program. The first is the complete support of the LEAA Administrator. 
The second is an effective working 'relationship with the LEAA Personnel 
Office. The~hird is a productive liaison with LEAA managers and super
visors. The fourth is the support and assistance received from the 
Department of Justice EEO Group. 

An important component of the LEAA EEO Progv'am is evaluation. Th'~s 
component is built into the planning and management components and pr~
vides feedback inputs for future planning and management. The evaluat~on 
effort of the LEAA EEO Program is closely coordinated with the evaluatlon 
of all related LEAA Programs and with the evaluation of the overall 
Departm~nt of Justice Program. 
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APPENDIX H: REQtllRE~lENTS FOR AN ATTITUDE QUESTIONNAIRE 

Any attitude questionnaire which is admlnistered within LEAA should 
meet the following requirements ;n order to provide results that can be 
used to identify problems and to develop programs relevant to "women's 
issues": 

(1) The attitudes of both males and females in all job cate90ries should 
be obtained from the qUestionnaire. If the questionnai~e were adntln
istered to females only, one would not be able to determine whether 
female attitudes differed from those of males on Significant ques
tions. It is also important to ensure that employees working in all 
types of jobs are included in thp. sample, since some attitudes may 
be a function of the ~ of job one is performIng (e~. clerical vs. 
professional), rather than function of differences in male/female 
attitudes. 

(2) The qUestionnaire should be carefully developed and should be pre
tested (tried out) on a sample of employees before beinq administered. 
Good questionnaires sometimes look as if they were \~ritten in an 
afternoon, bllt it takes extensive deve10pmental work and pre-testing 
to ~'rite a questionnaire which "reads welP to the peoole answering 
it, asks the right questions, and asks them in a way that provides 
the informat'jon one really needs to have. 

(3) Total confidentiality for people answering the questionnaire must 
be insured. The questionnaire should be administered in such a way 
that no LEAA employee sees the answers from any individual question
naire, Confidentiality can be protected by having a firm outside 
of LEAA handle the tabulation of the questionnaire data. Employees 
would mail the questionnaire directly to this firm~ which would code 
the answers and prepare tables sun~arizing the answers. 

(4) Questionnaire development and analysis of the data shOUld be performed 
by persons with competence' and experience ;n attitude research. 
Although this competence exists within LEAA) it is recommended that 
an outside contractor perform the task for several reasons: (a) It is 
difficult to provide confidentiality to LEAA employees answering the 
questionnaire if the project is heing handled by LEAA staff. Even if 
confidentiality is given in fact, some employees may still be reluctant 
to give candid ans~/ers out of fear that confidential ity may not be 
protected. (b) Because of the staff shortages within LEAA, people 
capable of handling the task adequately are unlikely to have the time 
available to devote to this additional project. (c) If the project 
is handled by LEAA employees, the objectivity of the results may be 
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questioned (eg. "women designed the questionnaire to prove that 
problems exist,lI Ita man wrote the questionnaire to cover up real 
prOblems," etc.). These suspicions can be minimized by having 
the work perr.ormed by an outside firm that has no stake .in the 
outcome of the data and oT course, can provide evidence of nondis-
criminatory practices itself. 
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APPENDIX I: 
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DISTRIBUTION OF LEAA EMPLOYEES 
BY GRADE LEVEL 

FEMALE 

2 

14 

35 

69 

47 

70 

16 

32 

41 

19 

21 
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31 

50 

106 

102 

64 
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.l 
382 438 

Source: EEO Quarterly Report, June 30, 1975 
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