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entific Achievement Award presented by
the Atlantic Hospital, and named Physi-
cian of the Year by the Atlantic County
Medical Society of which he is a past
president.

The author of 65 publications in oph-
thalmic journals and books, Dr. Harley
is a Fellow in the American Academy of
Ophthalmology and Otolaryngology, as
well as the past president of the New
Jersey Ophthalmological Society.

It is most fitting that Dr. Harley be
thus honored for he has given the only
true gift one can give to another and
that is a portion of one's self.

We offer our congratulations and
thanks to Dr. Harley for his service.

DISCRIMINATION AT THE GAO

HON. SHIRLEY CHISHOLM
OF NEW YOB•

IN THE HOUSE OF REPRESENTATIVES
Wednesday, October 18, 1972

Mrs. CHISHOLM. Mr. Speaker, there
has been a great deal of talk lately about
quota systems and promotion based on
"merit." But with all the talk scoring
quota systems and advocating promo-
tion based on merit, several points seem
to be overlooked.

First, contrary to the popular notion
that blacks have never had it so good
and that you have to be a woman or a
minority member to be accepted at
school, secure a job or a promotion, the
facts indicate that discrimination is alive
and well. While a few blacks, Puerto
Ricans, Mexican Americans, Indians, and
women have been promoted and put in
the show window the vast majority of
all of these groups are right where they
have always been, unemployed, in low-
paying dead-end jobs, or working at jobs
that are not commensurate with their
training and abilities.

I have noticed that in the discussions
of promotions based on "merit" the im-
plication is that minority members are
being given preference in jobs over
whites with superior capabilities. In fact
the opposite has been the case. Minority
employees with training, experience, and
seniority-all of the ingredients for a
merit promotion-are passed over.

Recently the Citizens Advocate Cen-
ter offered testimony at a hearing spon-
sored by my fellow Black Caucus mem-
ber, Delegate WALTER E. FAUNTROY, con-
cerning the phenomenon of discrimina-
tion within the GAO.

I am asking that a portion of a letter
to the Civil Service Commission summar-
izing this testimony be placed in the
RECORD today because while Members of
Congress are quick to criticize the execu-
tive branch we frequently are not as
critical of our own operations.

The GAO is responsible to Congress
and the record is clear that their affirm-
ative action program leaves much to be
desired.

For example, the Citizens Advocate
Center study indicated that in spite of
an increase in the number of employees
at the GAO there had been a reduction
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in the number of black employees, and a
decrease in the percentage of minorities
and women in professional level grades.

It was also noted that the GAO has a
marked tendency to force women and
blacks into the lowest level jobs. For ex-
ample, although the percentage of minor-
ities and women has decreased since 1969,
the percentage of those employees in the
lowest grade levels-GS-1 to 4-has in-
creased. The most recent figures indicate
that 78 percent of all employees in GS-
1 to 4 positions are black and 81 percent
of all employees in GS-1 to 4 positions are
women.

I shall not quote anymore statistics be-
cause you can review the summary re-
port yourselves. However, it is clear that
the Members of this body have a respon-
sibility to review this evidence and to
see to it that we have an effective affirm-
ative action program instituted at the
GAO immediately.

The article follows:
CITIZENS ADVOCATE CENTER,

Washington, D.C., October 6,1972.
Hon. ROxEBT HArMPTON,
Chairman, U.S. Civil Service Commission:

The purpose of this letter is to call to your
immediate attention the deplorable condi-
tions of race and sex discrimination at the
General Accounting Ofice. The Citizens Ad-
vocate Center has monitored GAO's minority
employment statistics over a five year period
and has conducted an intensive review of
the entire agency over the past two years.
Our findings, based on GAO's own statis-
tics, our interviews with employees and top
agency officials and our visits to various
divisions of the agency, were presented in
testimony September 20, 1972, before Dele-
gate Walter Fauntroy's Ad Hoc Hearings on
Federal Employment Discrimination.

This letter presents a brief summary of our
testimony before Delegate Fauntroy's com-
mittee (a copy of which is attached) and
reviews the GAO Equal Employment Oppor-
tunity Plan submitted to the Civil Service
Commission on May 31, 1972. We feel that a
comprehensive study of deficiencies in the
1972 EEO Plan is essential, since it undoubt-
edly will serve as the foundation of GAO's
1973 EEO Plan. You should be aware, then,
of the fact that the 1972 Plan does not pro-
pose to correct major deficiencies in the GAO
EEO program. Portions of the Plan would ac-
tually have a negative impact on equal em-
ployment opportunity within the agency.
Here are a few of our observations:

The Plan violates equal protection stand-
ards of employment by presenting a double
standard of enforcement-one for GAO
Headquarters, another for Regional Offices
(see Objectives II and VI). Regional Offices
could fall to place minorities on their staffs
and still be In technical compliance with the
Plani

One section of the Plan (Objective VII,
Section B) outlines a procedure which could
actually punish employees who seek relief
from employment discrimination by trans-
ferring them to other agency divisions. This
type of discriminatory action has been
widely practiced by government agencies in
the past, but never before have we seen it
blatantly outlined in an EEO Action Plani

The Plan ignores the EEO Advisory Coun-
cil, which was established to "provide assur-
ance that the voice of the rank and file
employee is heard," and fails to include pro-
visions for open elections to the Advisory
Council.

The Plan does not propose to correct some
of the most serious conditions which have
fostered employment discrimination within
the agency-recruitment at predominantly
white colleges and universities, discrimina-
tory practices by supervisors in submitting
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"effectiveness appraisals" on employees,
promulgation of a "Career Development Pro-
gram" which actually hinders employee's ad-
vancement, failure to establish career ladders
from non-professional to professional posi.
tions, and the promulgation of an EEO
complaint procedure which even the EEO
Counselors and Officers do not understand.

Finally, it is possible for OAO to meet
all of the provisions of the Plan and still
continue its backsliding of minority and fe-
male employment. By promulgating percent-
age targets for recruitment of minorities
and women but remaining silent on per-
centages of minorities and women in each
professional grade level, it is possible that
the percentage of minorities and women in
professional grades could decrease rather
than Increase.

Our findings presented before Delegate
Fauntroy's committee confirmed the deeply
disturbing facts of race and sex discrimina-
tion In the General Accounting Office. A
small portion of our statistical data is pre-
sented below:

Since 1969, the percentage of minority
and women employees in GAO actually has
decreased. Moreover, in the past year the
total number of black and women employees
at GAO has decreased.

While the perentage of minorities and
women has decreased since 1969, the per-
centage of those employees in the lowest
grade levels (GS 1-4) has increased. Our
most recent figures indicate that 78% of
all employees in GS 1-4 positions are black
and 81% of all empolyees in GS 1-4 positions
are women.

Although the number of positions In grades
9 through 11 increased 11% over 1971, there
has been a net reduction in the percentage
of blacks in these positions, from 4.57% In
1971 to 4.30% this year.

The number of female professional em-
ployees at GAO actually decreased during
the most recent year, for which figures are
available. As of October 31, 1971, there are
128 female professionals at GAO compared
with 2,898 male professionals.

We presently are conducting a statistical
review of minority and female employment
in the various divisions of GAO Headquar-
ters and in each of the 15 regional offices.
Our preliminary findings are even more
shocking than our statistical data for the
agency as a whole. For example, the Atlanta,
Boston, Dallas, Norfolk and Kansas City re-
gional offices, have no blacks-professional
or non-professional--on their staffs. Regional
office breakdowns are attached Appendix 1.

In addition to our statistical findings, we
have noted the following conditions at GAO
which help perpetuate the climate of race
and sex bias:

The physical working environment in some
divisions of GAO having large numbers of
minority employees approaches sweat-shop
conditions. Sections of the Transportation
Division are so bad that employees refer to
them as "The Snakepit" and "Resurrection
City." A portion of the "Snakepit" was reno-
vated, partitioned and carpented last year-
and then was turned over to a predominantly
white division for its use.

Following protests by 160 black employees
of the Transportation Division in March 1971,
the GAO established a "Career Development
Program" for that division. Employees now
are calling for the abolition of the program,
stating that it Is both humiliating and in-
effective in helping them secure promotions.

The GAO "EEO Program" is totally ineffec-
tive. The "elected" Advisory Council has no
voice and is denied pertinent information;
the EEO "counselors" have received no train-
ing and are generally distrusted by employ-
ees; the EEO Director (who is white and who
has an all-white staff) also serves as Deputy
Director of the GAO General Counsel's Of-
fice; the EEO Coordinator (who is black and
who has no staff) has no policy-making re-
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sponsibilitles and- Is often excluded from
high-level meetings on EEO matters.

Important "action" designs in the GAO
EEO Plan submitted to CSC in 1970 have not
been Implemented.

The 1970 Plan was transmitted to the re-
gions on September 1, 1970 but has clearly
not been enforced or followed up at the re-
gional level.

GAO submitted no EEO Plan to CSC in
1971.

GAO's 1972 EEO Plan (which was not sub-
mitted to CSC until May 31, 1972) delays
Implementation of action plans until 1973 for
some categories stated for "Immediate ac-
tion" in the 1970 Plan. It also omits impor-
tant categories set forth in the 1970 Plan.

It is clear that the Civil Service Commis-
sion has been lax both in requiring timely
submissions of affirmative action plans and
in reviewing statistics submitted periodically
by the GAO which reflect a shocking pattern
of back-sliding on minority hiring and pro-
motion. Our recommendation to Delegate
Fautroy's Committee called for immediate
and corrective action by the Civil Service
Commission:

"1. That GAO Equal Employment Action
Plans be given careful scrutiny by the
Civil Service Commission as to timeliness of
submission, adequacy of past performance,
and conformance with CS0 requirements for
specificity in promises, of future action and
timetables for such action, and that the
appropriate Committees of Congress exer-
cise diligent oversight of CSC's own enforce-
ment of EEO statutes as they affect GAO.

"2. That the CSC open now an immediate
investigation into personnel practices in
the General Accounting Office, including but
not limited to administration of the EEO
Program, on the basis of what appears to
be a serious collapse of affirmative action to-
ward equal employment opportunity within
the GAO."

We strongly recommend that such an
investigation of GAO by the Civil Service
Commission be initiated prior to the No-
vember 1, 1972 deadline for submission of
GAO's 1973 EEO Plan to CSC. It is important
that CSC be fully informed of the extent of
the problems both at the GAO Headquarters
and in the GAO regional offices before com-
pleting its review of the 1973 Plan. In con-
ducting its investigation, CSC should seek
out rank and file GAO personnel rather than
having GAO managment steer the investi-
gators to certain "dependable" employees
who are fearful of losing their status by
exposing the most serious conditions.. Em-
ployees who have submitted complaints and
grievances to EEO counselors should be con-
tacted as well as members of the EEO Ad-
visory Council, the Black Caucus, and the
two employee unions. Investigators should
tour the "Snakepit" and sections of the
Claims Division. Regional Offices must also
be inspected by Civil Service investigators.

Strong enforcement of the Equal Employ-
ment Opportunity Act of 1972 and CSC re-
quirements for implementation of this act
can have a significant impact on civil rights
within the GAO. No longer can GAO claim
"congressional agency" exemption from the
EEO requirements of the civil service; no
longer can GAO's EEO Plans be expressed in
vague generalities; no longer can employees
be Ignored in the promulgation and review of
such Plans. According to the new require-
ments, adequate staff and financing must be
provided for the agency's EEO program.

The 1973 EEO Plan submitted by GAO
probably will build upon the 1972 Plan
which the agency filed with CSC on May 31st
of this year. We have revieved the 1972
Plan in detail, and have discovered that por-
tions of the Plan would actually have a
negative effect on GAO's EEO Program. Ob-
jectives set forth in the Plan which could
have a positive effect, If implemented, lack
strong affirmative action plans. Timetables

EXTENSIONS OF REMARKS
for action are set'in the distant future, al-
though many of these objectives were pre-
viously stated in the 1970 EEO Plan.

In Its review of GAO's 1973 EEO Plan, the
Civil Service Commission should paypartiou-
lar attention to the inclusion of "affrmative
action plans" similar to those submitted by
the GAO in past years. The 12 "objectives"
listed in the 1972 Plan and "action plans"
for their implementation have done nothing
to enhance equal employment opportunity
within the GAO, and in some cases have even
discouraged employees at the lower levels
from participating in Career-Development
Programs. Our study of the May 31, 1972
Plan reveals major deficiencies in each of
the 12 objectives:

Objective I-calls for the recruitment of
minorities and women at colleges, private
businesses, and government institutions.

This is an Important objective, yet GAO's
Action Program is worded to ensure that the
goal of recruiting a significant number of
minorities and women is never realized. Sec-
tion C of the Action Program states that
GAO will "Develop a program for aggressive
recruiting of minority and female members
at institutions presently in the recruiting
schedule" (emphasis ours). The Civil Service
Commission should obtain a list of colleges
and universities presently on the recruiting
schedule.

In the past, these lists have included only
institutions whose curricula placed heavy
emphasis on accounting and business ad-
ministration. These institutions: Rarely in-
clude significant numbers of minority and
women students on their student bodies,
since the field of accounting has been closed
to minorities until recently and Is still vir-
tually closed to women. (See Journal of Ac-
counting, Oct. 1969 "The Black Minority in
the CPA Profession," by Bert Mitchell). In-
stitutions having large minority and female
student bodies have to be included on the
recruiting schedule. Since the GAO itself has
indicated it is making an active effort to re-
cruit professionals from disciplines other
than just accounting, there is simply no ex-
cuse for the omission of such institutions at
this late date.

The Action Program states that GAO will
evaluate and redesign its recruiting materials
to make them more effetcive for recruiting
minorities and women. It does not specify
what changes are to be'made. Although the
plan states that minorities and women will
be consulted on recommendations for
changes in the recruiting materials, there is
no mention of any participation by the EEO
Advisory Council. The Advisory Council must
have an active role in the design of these new
materials.

Timetables for action on this objective are
not geared to reach the 1973 graduating
classes. The deadline for producing and dis-
tributing new recruiting materials is May 31,
1973; the deadline for developing a program
for the recruitment of minorities and women
is September 30, 1973. Any benefits which
might result from the new recruiting pro-
gram thus could not be-realized until June,
19741

Objective II-"Achieve an annual goal of
obtaining at least 10% of professional recruits
from among minority group members and
at least 10% from among female members.
These goals will apply to each organizational
element of the Office on a Division basis ex-
cept for the Field Operations Division which
will strive to meet the goals on a Regional
Office basis" (emphasis ours).

These goals are totally inadequate for any
federal agency situated in Washington, D.C.,
and particularly for GAO, which falls far
be.ow the government norm for minority and
female employment in professional grade lev-
els. Furthermore, It is quite possible that
GAO could meet these modest goals and still
continue its back-sliding on overall employ-
ment of minorities and women in profes-
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sional positions. Consider the following fac-
tors:

Even df these goals were met, more than
80%. of the newly: recruited Headquarters
professional staff could be white males, and
this figure. could reach 90% If all minority
professionals recruited were also women. The
goals permit Regional Offices to- maintain
professional staffs of 100% white males..

Coupled with the number of promotions
within the agency, the percentages of minori-
ties and women in each professional grade
slot could actually decrease :under this ob-
jective. For:example, suppose the percentage
of minorities In GS-9 professional grades is
8%. The following year, 50 additional slots
are created at the QS-9 professional level.
Twenty new employees are recruited from
outside the agency (two of whom are minori-
ties to meet the 10% minority recruitment
goal) and 30 employees are promoted to OS-
9 levels within the agency (only one of whom
Is non-white). Thus, 8 or 6% of the 50 em-
ployees in these new slots are minorities, de-
creasing the total percent of minority em-
ployees in the GS-9 professional category
to less than 8%.

Most-new recruits-will be concentrated in
the entry-level positions for professionals
(GS 7-9); The percentages of minorities and
women in the 08-11 and above categories
could remain stagnant or even decrease un-
der this plan.

The GAO should be required. to make a
concentrated and continued effort to increase
the percentages of minorities and women in
each professional grade level. Goals should
be set not only for the percentages of min-
orities and women recruited, but also for
the percentages of minorities and women at-
tained at each, grade level in each agency
division of GAO Headquarters and Regional
Offices. Long-range goals (-5. years) should
also be specified in order to ensure an as-
cending rate (relative increases as well as
absolute increases) of minority and female
employment at professional levels, rather
than merely a stable rate or even a descend-
ing rate.

HON. CLIFFARD CARLSON.

HON. JOHN B. ANDERSON
OF ILLINOIS

IN THE HOUSE OF REPRESENTATIVES
Wednesday,, October 18, 1972

Mr. ANDERSON of Illinois. Mr.
Speaker, I rise to take a few moments to
pay tribute to a fellow llinoian who has
served both his state and his country
well during his brief tenure as a Member
of this body.

When the Honorable Charlotte Reid
was appointed to the Federal Communi-
cations Commission, her departure left
a vacancy in the ranks of the Illinois
delegation. CLIFFARD CARLSOr came to
Washington to fill the breach. My- dis-
tinguished colleague grasped the com-
plexities and intricacies of the legisla-
tive process and quickly proved his abil-
ity to ably represent' his constituency.

During his service on the Education
and Labor Committee, Congressman
CARLSON exhibited diligence and atten-
tion to duty, winning the respect of
those with whom he associated. I have
had many occasions over the past year to
consult with him on pending legislation
and have been both impressed and grati-
fied by his response.

Coupled with Congressman CARLSON's
ability, his. winning personality earned
him a host of lasting friends who will


