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member. The FSR's act as a liaison between die employer and the placement interviewer assisting
the employer with difficult or specialized recruitment and tailoring training programs to the
employer's needs.

Job Service, therefore, offers the employer much more than just qualified referrals. It is a
full-service agency offering employer assistance with all aspects of staffirg and additional labor
market information for planning purposes, and in the process put employers in touch with the
largest labor supply in the state.

Employers needing part-time employees or additional staff for temporary or permanent full time
assignments may find assistance from the Youth Employment Service (YES) office located at
2636 Spenard Road. YES is a non-profit statewide program designed to promote meaningful
job opportunities for youth between the ages of 14 to 25 years. The Anchorage office remains
open year around, and coordinates activities through various agencies in order that a maximum
number of youth may be assisted in finding employment. YES personnel act as a resource of
labor market information for the youth, the employer, and institutions concerned with the training
and education of youth,
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Anchorage

Table 1. Standard Metropolitan Statistical Area Civilian Population by
Sex and Minority Status

1170

. ) Number
Minority Status

Total Female
. Total................. 124,542 59,421
2. White...oooooeeeoo. . 112,965 53,734
3. Black.oeeeeoioaooon. 5,147 2,302
4. American Indian.... L7753 922
5. ESKimO......ooonn.... 2,282 1,281
6. Aleut................ 738 103
7. Oriental............ 1,032 48
8. Other RaceS........ 603 292
9. Spanish-Speaking... 3,439 1,630
10. Minority Group*.... 195,016 7,317

Percent Distribution

Labor Force
Participation Rate 1/

Total

100.
90.

2.
12.

NOTES: 1/ Percent of civilian population 16 years

work force.

2/ Includes American Indian,

Eskltr), Aleut

and

and

* Sum of Spanish-speaking and az*l races except

since Spanish-speaking may include

Source: Research and Analysis Section,

Population

~Zon-white

Female

0

100
90

12.

A

Total

55.7
56.5
42.8
NA
NA

Fema]

49.5
49.7
55.9
NA
NA
NA
NA
42.6
49.4
55.1

older who are in the Civilian

Oriental.

white.

races

Alaska Department of Labor nt.d 1970 Census

Some duplication may result
in addition to white.



Anchorage
Table 2. Employment by Sex and Minority Group Status

1979
% Distribution Unemploy-
Labor Employ- Unemploy- Labor Employ- Unemploy- ment
Force ment ment Force ment ment Rate
Both Sexes
Total oo 81120 75424 5696 100.0 100.0 100.0 7.0
1. White.oooooooromii . .o 75362 70206 5156 92.9 93.1 90.5 6.8
2. Black 2514 2372 142 3.1 3.1 2.5 5.6
3. Other Races 3244 2846 398 4.0 3.8 7.0 12.3
4. Spanish-Speaking........... 1705 1579 126 2.1 2.1 2.2 7.4
5. Minority Group*............. 7463 6797 666 9.2 9.0 11.7 8.9
Women
Total ... 34638 31922 2716 100.0 100.0 100.0 7.8
% Both SexeS............. 427 42.2 47.7
1. White....ooooiooiiao.. 31626 29240 2386 91.3 91.6 87.8 7.5
2. Black 1385 1277 108 4.0 4.0 4.0 7.8
3. Other Races 1627 1405 222 4.7 4.4 8.2 13.6
4. Spanish-Speaking.......... 936 878 58 2.7 2.8 2.1 6.2
5. Minority Group*............ 3948 3560 388 11.4 11.2 14.3 9.8

*sum of Spanish-speaking and all races except white, Some duplication possible 9ince Spanish-speaking may include
nonwhite races in addition to white.

Source: Research and Analysis Section, Alaska Department of Labor.
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Standard Metropolitan Statlatical Axaa
Tabla 3. Occupation* of Eaployed Ptraona by Sax and HlInorlty Statua, 1970 and 1979.
(Pcrcant Dlatrlbutlon)

goth Sexe. jw
other spanlab- Hlnorlty Othar Spanlab- Minority
Total White Black Races Speaklof Croup* Total White Black Kaeea Speaking Croup*
Al Occupation* - Nuaber 1979 ;5404 70,249 2,342 2,833 1,579 6,754 31,847 29,175 1,273 1.359 881 3,553
Number 1970 40,650 37,861 1,262 1527 851 3.640 17,164 15724 686 54 475 1915
percent 1970 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0  100.0 100.0
Prof., technical & related .ee 19.6 20.0 15.1 12.r 11.5 13.0 18.9 19.4 17.3 8.5 11.6 12.4
Engineerse 1.9 2.1 0.3 0.1 0.7 0.3 nay NA NA NA NA NA
Medical 4 health vorkara.,. 2.4 2.3 4.0 2.4 2.9 3.2 4.4 42 6.0 5.2 5.3 55
Teachera, elea. 4 aec. ach. 3.9 41 3.3 0.9 2.1 2.0 6.9 7.3 6.1 0.7 3.8 3.4
Othar profeaalonela....... 113 115 7.5 8.3 5.8 7.4 7.6 7.9 5.2 2.6 2s 3.6
Managers 4 adalnlatratora,
Nonfarm.... 12.0 12.6 1.9 4.8 8.7 47 5.6 5.8 2.8 2.8 5.7 35
salea 7.0 7.3 4.2 2.5 7.8 4.3 7.8 8.1 5.4 37 6.5 9.0
Retail atorer ... 4.0 4.2 2.9 1.8 4.7 2.8 5.8 6.1 3.9 3.0 s.3 3.9
Other aalca workers 3.0 3.1 1.3 3.1 I.s 2.0 2.1 1.8 0.7 1.3 1.1
Clerical 21.4 21.4 109 22.9 < 0 21.1 41.6 42.6 28.7 34.2 33.5 32.1
Sec., etenoe. 4 typists... 6.7 6. 5.2 9.0 6.« 71 15.4 15.6 9.5 17.4 11.2 11.0
Other clerical workers.. ... 14.7 14.8 13.7 13.9 14.6 14.0 26.3 27.0 19.2 16.8 22.3 19.1
Craftsmen, f2«man (related .. 15.1 15.4 11.1 10.5 16.3 12.1 1.3 1.4 0.0 1.1 0.0 0.4
Construction craftsmen 4.6 4.7 4.4 3.0 3.8 3.7 NA NA NA NA NA NA
Hechanlca & repairmen.. 4.4 4.5 2.2 3.2 5.8 3.5 HA NA NA NA NA NA
Machinists 4 other metal
craftsmen................ 0.4 0.4 0.0 0.3 c.o 0.1 NA NA NA NA NA NA
Other craftemen ... 5.7 5.8 4.4 4.0 6.8 4.8 NA NA NA NA NA ItA
Operatives except transportes 45 4.1 7.2 12.0 4.7 8.6 3.4 2.8 8.2 11.3 4.0 9.1
Durable gooda m fg ... 0.2 0.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Nondurable m fg ... 0.4 0.3 1.4 2.0 3.1 2.1 0.7 0.5 1.7 41 4.0 3.2
Nonmanufacturing... 3.9 3.6 5.8 10.0 1.6 6.6 2.7 2.2 6.4 9.2 0.0 5.9
Tranaport equip, operatives.. 3.0 31 1.7 2.0 2.2 2.0 0.4 0.6 0.0 0.0 1.7 0.4
Laborers, nonfera............ I 3.7 7.1 5.4 2.8 9.4 1.1 1.1 0.6 2.3 0.0 1.1
Service exc. prlv. households 12.3 11.2 28.6 6 20.6 29.0 17.1 16.1 29.4 27.4 29.2 28.6
Cleaning 4 food aervice.... 7.0 6.3 16.7 4 3 11.7 15.9 9.7 9.1 16.9 15.6 17.1 16.4
Protective service......... 1.2 1.2 17 0.1 0.0 0.7 0.2 0.2 0.0 0.0 0.0 0.0
Personal, health 4 other 08 68 88 68
Services,eeseo e ... ... 4.1 3.7 10.1 \ . . 7.2 , 12.9 11.0 12.2 12.2
Private household workers.... 11 0.9 4.1 31 4.) 3'8 2.5 2.0 7.6 6.8 7.8 7.)
0.2 0.2 0.0 0.0 0.0 0.0 0.2 0.2 0.0 0.0 0.0 0.0

Para workers,..

Noteal NA « Not Available
* Sub of Spenteh*epeaking and all racee eacept while. Sub* duplication poeelble alar# Spanish-speaking Bap Include non-white aa

M il aa white.
oourcet Cenaua of Population, 1970 and Raaeaich and Analysts Section, Alaaka Department of Labor.
The i*vcenta'jea in thla tabla for ft>«al. White, Black, other Pacea, ami Bpeaklmj relate to the vertical totals of eacl «mn.

Minority Oroup columns contain peicentegea related to each occupation's employment total (tarianntel dlatrlbutlon)* For futthei
hoilfontal detail aee Table la.



Table 3a t n f E |
Occupatio O(Horpfoz

Total, All Occupations, Nuaber

Professional, Technical and Related..
Engineers**
Hedlcal ard lealth Workers
Teachers, Eleacntary + Secondary Schools...
Other Professional Workers.nn

Honiara Managers and Adalnlistrators

Salea Workers
Retail Stores
Other Sales Workers

Clerical Workers
Secretaries, Stenographers and Typlots
Other Clerical W orkera......ccoieee

Craltaaco, Foremen and Related
Construction Craftaaen**
Mechanics and Rspalraen**
Machinist and Other Metal Craftaaen**
Other Craftsaen**. . ... ...

Operatives, Except Tranap ot
Durable Cooda Manufacturing....
Nondurable Cooda Manufacturing.
Nonmanufacturing

Transport Equlpaent Operatives ...

Nonfara Laborera

Service Workera exc. Private Household
Cleaning and Food Service Workers...
Protective Service Workers
Personal, Health & Other Sva. Workers

Private Household WOrkera.. i

Fara Workera 1 / ... ..

.o Not Available lor Woaen.

1/ Parana, Fara Managers, Farm laborara and Foreman.

NOTKi It was brought to our attention that tha
In this table. Il there are any further

Total

100.0

Internet lon
Inprovenenta that can be nade to the contents ol

Anchorage

Fbmlosr?f &HInorlty Statua. 1970

oyed Peraon
o%tal Blatr
Both Sexes
Other Spanish-
W hite Black Races Speaking
93.1 3.1 3.7 2.1
95.3 2.4 2.3 Is<
99.s 0.5 0.0 0.7
69.2 5.1 4.4 2.6
96.6 2.6 0.8 1.1
94.8 2.1 2.8 1.1
96.0 0.5 1.5 I.s
96.8 1.8 1.3 2.3
96.1 2.2 1.6 2.4
46.2 1.3 0.9 2.1
91.2 2.7 4.0 2.1
925 2.4 5.0 1.9
93.0 2.9 35
95.1 2.3 2.6 2.3
63.0 3.0 25 1.7
95.2 1.6 2.7 2.7
92.6 0.0 3.1 0.0
94.0 2.4 2.6 2.5
05.1 4.9 10.0 2.2
100.0 0.0 0.0 0.0
72.8 10.0 17.2 14.4
85.7 4.6 9.6 0.9
95.9 1.0 2.4 1.5
119.0 5.8 5.3 1.5
85.2 7.2 75 1.5
01.n 7.4 8.3 4.1
94.6 4.4 1.0 0.0
84.0 7.6 8.0 1.4
76.6 11.8 11.6 0.4
100.0 0.0 0.0 0.0
In Table 1 would ba Bore uaaful

please contact tha Keeearcli & Analysis Section of the Alaska Departaent ct

labor.

Total

42.2

40.7

77

IS

28.

iN

19.7

47.0
61.3
28.1

82.1
97.
75.5

1.0

«e

o

11.9

0.0
71.6
29.2

12.2

54.7
56.5

74.1
96.0

42.0

In the torn ot a horliontal
publication

Fenalea
W hite Black
38.7 1.7
38.4 I.s
69.0 4.3
68.4 1.3
27.1 0.8
18.9 0.4
448 1.3
58.2 1.7
26.9 0.8
76.8 2.2
89.8 2.4
71.0 2.2
35 0.0
215 3.0
0.0 0.0
472 7.4
22.1 2.8
8.4 0.0
11.0 0.
49.7 45
50.1 4.1
7.0 0.0
63.9 5.0
721 11.9
42.0 0.0

distribution

Othar
Races

1.9
0.8
4.1

3.0
O.s

o
IS

oA W
—® o

presented
in teraa of data arr,ngeoent,

Spanli
Spsakl

1.2

o oM
o Wi o

[SYTEN
(ST, R

— e
oo ©



Major Occupational Croup

Total s
Percent of Total

Prof., technical, &

Craftaaen, foraen A

related

O perativesS s

Montana laborers..........

Service, exc. prlv
houaeholds....imcnncen
Service, private

houaeholds....on

Para workera ...

Last worked 1959 or

earlier 1/ i

Total

1.9

12.1

1.6
0.1

1.2

asua of Spanlah-apeaking and all

Sub of detail

\J Occupation not available

Source!

Canaua of Population,

1970

Table A.

12.1

26.2

15.6

17.2

1.2
0.1

1.2

nay not add to tote'e becauaa of

Last Occupation of the Experienced Uncaployed by Sex and HlInorlty Statue

Black
07
100.0

10.4
0.0

14.9

0.0
0.0

0.0

races except white.

Anchorage

Standard Metropolitan Statistical Area

Both Scxea

Female
Total Feuale
aa a
Minority Croup* Percent of
Percent total
Other Spanish- of all both
Races Speaking Total Races Total Sexea Vhite Black
217 54 150 10.4 1,169 11.9 1,010 ]
100.0  100.0 100.0 — 100.0 100.0 it~.0
4.6 1.1 0.9 0.0 10.9 118 11.0 22.2
0.0 0.0 0.0 0.0 0.7 75.0 9.9 0.0
10.6 17.0 15.6 11.2 12.0 91.0 14.1 28.9
19.0 15.2 25.4 9.5 2.0 2.4 2.2 0.0
12.4 0.0 10.6 7.2 10.8 21.8 9.5 24.4
5.1 16.7 0.9 11.0 1.8 7.7 I.s 111
15.0 0.0 22 11.2 25.1 47.0 24.6 11.1
7.8 oc 4.7 1.4 48 100.0 1.8 0.0
2.0 0.0 1.7 60.0 00 0.0 0.0 0.0
1.0 0.0 1.1 9.0 1.2 90.2 1.2 0.0

fooe duplication

rounding.

poaalble alnce Spanlah-epeaklng My

Include non-white

Other
Races

94

100.0

0.0

19.1

0.0
18.1

0.0

16.2

18.1

0.0

races as well

HlInorlty Croup*

Spanlah-
Speaklng Total
20 59
100.0
0.0 8.8
0.0 0.0
100.0 121
0.0 0.0
0.0 176
0.0 11
0.0 251
0.0 107
0.0 0.0
0.0 2.5
aa white.

Percent
of All
Racaa

11.6

11.0
0.0

0.0
22.2
21.8

11.7

10.4

0.0

Percent
of Both
Sexea

44.4

41.8
0.0

91.1

0.0
71.7

15.6

48.8

100.0
0.0

-00.0



Anchorage

Table 5. Occupation of Job Applicants at Job Service Centers,
by Sex & Minority Status for the Month of March, 1980

Women Minority Group
% of % of
Major Occupational Group Total Number Total Number Total
Experienced
. 8615 3973 46.1 1802 20.9
. 1433 624 43.5 209 14.6
Clerical & sales...... .. . 2603 2123 81.6 587 22.6
S eI VICE & o e e e e e e 1598 968 60.6 490 30.7
Farming, fishery, forestry & related, 106 22 20.8 27 25.5
Processing _______________________________ 107 36 33.6 35 32.7
Machine TradesS....eueoeeaeoaeaeaeaaen. . 396 20 5.1 67 16.9
Bench work...ooueomie o . 105 47 44 .8 21 20.0
. 1343 50 3.7 205 15.3
924 83 9.0 161 17.4
Inexperienced
. 1063 710 66.8 319 30.0
65 28 43.1 14 21.5
Clerical & sales...... .. eoo. ... . 395 332 84.1 119 30.1
Service ______________________________ . 351 270 76.9 123 35.0
Farming, fishery, forestry & related. 26 9 34.6 6 23.1
ProCeSSINg .« cee e e e aaiaanns 8 5 62.5 4 50.0
Machine trades.............ccoeoen... 19 1 5.3 7 36.8
Bench Work ___________________________ 10 8 80-0 4 40-0
Structural WOrK......oeeeeeeeaeaen.-. 61 8 13.1 12 19.7
Miscel laneous _______________________ . 128 49 38.3 30 23.4

NOTE:  The figures shown here include an undetermined amount of duplication because
many applicants are listed under more than one occupational group.

Source: Hesearcn and Analysis Section, Aluska Department of Labor.






LABOR MARKET INFORMATION FOR AFFIRMATIVE ACTION PROGRAMS

Area Co mge

The Fairbanks Labor Market Area (North Star Borough and the Southeast Fairbanks Census
Division).

Statistical Data and Their Significance

These tables are designed to provide labor market information for the Fairbanks Labor Market
Area to assist employers in evaluating the utilization of women and minorities in their work
forces," and in es.ablishing goals to improve such utilization.

Table 1.+  Population by Sex and Minority Status — 1970

This table shows total population in the area of which 19.6 percent were uniformed military.
While Blacks were the dominant minority group in Fairbanks in 1970, of the total of 2,788,
Blacks, 962 were uniformed military. American Indian constituted the next largest group,
consisting mainly of Tanana and Nebcsna Indians of the Athabascan linguisticgroup.

Table 2: Employment Status by Sex and Minority Status - 1979

llie percentage distribution shows that  the AlaskaNativesexperience unemployment at a much
higher rate than whites or the total population.Women as a group enjoy a lower rate of
unemployment than both sexes combined with white women having the lowest rate of any
category.

Table 3: Occupations of Fmploycd Persons by Sex and Minority Status,1970 and 1979

The percentage distribution is related to the 1970 Census count and the 1979 estimate of all
employed persons. Some changes in the occupational distribution have no doubt taken place
since 1970 until the next census figures reflecting changes are unavailable. The data reveal that
the minority group is undcr-rci resented in professional and managerial occupations and
over-represented in service occupations. The same relationship applies to the distribution for
wontt. 1.

Table 4. Occupations of Job Applicants at the Job Service Center bySex andMinority
Status for the Month of March, 1980

The number of active applicants is not directly related to the number of unemployed at any
given time. Applications can remain in the active file for up to 90 days. Furthermore, the
applicants arc often listed under several different occupational groups. They may also include
listings for persons who arc employed but who are looking for different jobs.

Labor Market Resources

Goals for the utilization of minorities and women should take into consideration all labor market
resources, which include the employed, the unemployed, and persons of working age not in the
labor force. It is estimated that on a nationwide basis, as many as 60 percent of all the job
vacancies arc filled by employed workers moving from one job to another. In considering the
employed as a resource for achieving affirmative action program goals, an analysis of a company’s

20



own employees — its internal labor market — can assume great significance. For many employers,
their own personnel can contribute most impOitantly toward correcting underutilization of
minorities and women in specific job categories, if traditional assignment, transfer, and promotion
barriers are discarded and equal training opportunities are made available.

Additionally, those not in the labor force, particularly women, also offer considerable potential
for improving their utilization in many job classification. Women's entrance and reentrance into
the labor market in response to the availability, at meaningful pay scales, of all kinds ofjobs-
nontraditional as well as traditional - can be dramatic, as the experience during World War Il
so conclusively demonstrated.

In considering all available labor market resources for establishing and achieving AAP goals,
employers should recognize the fact that job vacancies customarily are filled not only by workers
with precisely-required skills but also, and far more frequently, by persons with related skills,
or lesser skills, or with no pertinent skills at all who learn as they work, with or without formal
on-the-job training.

Services to Employers

The Alaska State Job Service Center offers a variety o1 services to assist employers in filling
job openings with qualified workers. Not only are employers offered the largest labor supply
in the state, but Job Service staff screen and select for referral only those workers who meet
the employer's needs. Testing and counting to identify applicants best suited to do the job
is also available through Job Service. In addition, employers can obtain labor market information,
help in preparing job descriptions, and assistance in developing acceptable job and job training
opportunities.

21
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Table 1. Population by Sex and Minority Status

1970
> A. . Labor Force
Number Percent Distribution Participation Rate
Minority Status
) R «=Total Female Total Female Total Female
S |
1.Total ... ... ...... 50,043 21,267 100.0 100.0 73.2 45.6
2. White... ... ....... 44,351 18,698 88.6 87.9 73.9 45 .6
3. Black.............. 2,788 1,052 5.6 4.9 81.2 55.5
» ., - - Sy
4. American Indian...,. 1,499 767 3.0 3.6 NA NA
i
5. Eskimo......... . 822 478 . 1-6 2.2 NA NA
o » <
6. Aleut...... . . 58 23 0.1 0.1 NA NA
7. Oriental.......... 229 132 0.4 0.6 NA NA
8. Other Ruces....... 296 117 0.6 0.5 51.2 1/ 38.6 1/
9. Spanish-Speaking... 1,573 628 3.1 3.0 72.6 35.2
10. Minority Group*.... 5,962 3,197 14.4 14.9 NA NA

NOTES:
1/ Includes Araericun Indian, Eskimo, Aleut and Oriental.

* Sum of Spanish-speaking and all races except white. Some duplication may result
since Spanish-speaking may Include non-white races in addition to white.

NA « Not Available

Source: Research and Analysis Section, Alaska Department of Labor and 1970 Census
Population



Table 2.
Labor
Force
Both Sexes
Total ... el aaan 22446
1. White....oon s aana 20605
2. BlacK.....ooouuoo .. 808
3. Other Races...... ... -.-- 1033
4. Spanish-Speaking...... 471
5. Minority Group*...... 2312
Women
Total ..o, ce-- 8970
% Both Sexes.........
1. White... .o o...
2. BlackK. oo oeoeeeuunun.. 475
3. Other Races.......... 547
A. Spanish-Speaking..... 188
5. Minority Group*...... ... 1210

Employ—
ment

19687
18201
698
788
408
1894

7933
40.3
7075
405
453
161
1019

*Sura of Spanish-speaking and all races except white.

nonwhite races in addition to white.

Fairbanks

1979

Unemploy—
ment

2759
2404
110
245
63
418

1037
37.6
873
70
94
27
191

Labor
Force

o WR o
wHFo o oo

100.0
88.6

w ro o0
oW

13.

Employment by Sex and Minority Group Status

% Distribution
Employ—
ment

OO~ LWON O
oFouvuoo

100.0

N ROU1 U1 ©
o1 <01 o Ul

1

Unemploy-

ment

UGN A~NO
NWOowokF o

100.0

o
N

N © o
1o = oo

18.

Unemploy-
menf
Rate

11.6

Some duplication possible since Spanish-speaking may include

Source: Research and Analysis Section, Alaska Department of Labor.



Fairbanks

Table 3. Occupations of Employed Persons by Sex and HInorlty Status, 1970 and 1979.

Both Sexes ale
Other Spanish- Minority Othei, Spanish- Minority
Total Vh te Blsck Races Speaking Croup* Totsl *its Black Races Speaking Group*
All Occupations - Number 1979 19687 18,282 684 721 412 1,817 7.935 7,127 ?2,5;1 g‘; 160 zt;g
Number 1970 13,608 12,711 476 501 286 * 263 5517 4955
Percent 1970 300*0 ].(D.O ].(D.O ].(D.O 1(1).0 .00.0 1(D.0 ].(D.O 1(1).0 ].(D.O ].(D.O 1(1).0
Prof., technical 6 related ... 20,0 25).76 (6‘6 16(6 25.2 1102 17.8 19.0 10'6 4.9 27.0 10'8
Engineers. .. . 35 - - - 52 - NA NA NA ONéA NA NA
Hedicel & health workers... 3.3 .4 O-O O-O 2-1 0-8 2-0 2-2 1.5 ' 5.4 1.5
Teachers, clem. & sec. ach. 4.0 5.3 1'0 14 2.7 7.4 7.6 9.1 17 3.6 5.0
Other professionals. ... 137 2.3 20 164 9.3 8.4 9.2 0.0 31 18.0 43
Managers & adm inistrators, 00
]1-0 4.2 6-0 4.2 4.9 5.5 5.8 0.0 5.6 A 2.4
\|I 5.1 3.6 4.8 5.2 4.4 7.6 7.7 5.1 8.3 135 7.9
= 3.9 2.7 4.8 1.7 3.1 6.7 6-8 3.6 8.3 4.5 5.8
Other sales werea 1.2 0.8 0.0 3.5 11 0.9 0.9 1.5 0.0 9.0 21
. in' 20.9 2.8 14.4 20 18.9 41.8 43.7 280 2.2 35.1 27.0
¢ ISeeI'LI:C.latenos 6 t ists IO*l 6.5 6.1 5.8 8.4 6.5 15.5 16.1 10.6 10.1 Z.. 12.2
Other clerical woryers 14.4 15.8 8.6 13.6 18.3 26.3 27.6 18.2 122 135 14.8
Craftsmen, for»an (related .. 16,8 171 14.9 ?1.66 175 13.4 16 18 0.0 0.0 OI-IA 0[:2
Constructiin craftsmen..... 5,4 5.6 4.0 2'8 2.4 2.7 NA NA NA NA A A
hechanlcs repairmen / > 4.9 4.4 - 10.5 5.1 NA NA NA NA
Machinists & other metal 0.3 0.0 0.0 0.0 0.0 NA NA NA NA NA HA
craftsmen............... .
Other c'aftsSmMen. .. 6*3 6.3 6.5 5.2 5.6 NA NA NA HA NA NA
0.0 108
Operatives except transport.. 5*s 5.2 8.4 n. 0.0 7.5 3.4 2.4 8.4 17.4 - -
Durable goods m fg 0.2 0-2 0- O-O 0-0 0-0 O-O 0-0 0- - 8- 8—8
Nondurable afg. g 04 2. 1.8 8 12 . 0.6 3.6 1.7 00 &5
Nonmanufacturing.. 4,0 4.6 6.3 10, . 6.3 2.7 18 47 156 . .
Transport equip, operatives.. 3.2 3.2 1.5 5.6 3.8 3.6 0.8 0.9 0.0 0.0 0.0 0.0
laborers, NONfaim . 3.4 0.4 2.9 5.6 20 3.9 0.0 0.7 0.0 21 0.0 0.9
Service exc. priv. households. 13.0 12.3 334 27.5 17.5 275 ]].j)_.f! 15.0 45.7 35.1 la.9 36.8
Cleaning 6 food service.... 0.1 7.2 23.1 17.6 7.0 17.2 - 9.4 30.6 24.0 3.6 23.2
Protective service......... 1.7 2.7 1.1 2. 0.0 - 0. 0.2 0.0 0.0 0.0 0.0
Personal, health 6 other 3.9 35 9.2 8.0 105 9.1 6.9 6. 15.0 1ni1 16.2 135
SErvices.
Private household workers.... 0.9 0.0 0.8 2.6 1.7 1.7 21 2.0 1.5 4.5 «.S 3.3
Farm W 0 FKe IS ... 0- 0.3 0.0 0.0 0.0 0.0 0.1 0.2 0.0 0.0 0.0 00

Noteat HA - Not Available

* sum of Spanlsh-epeakini all races except white, Some duplication possible since Spanish-speaking may Include non-whitc aa
vel 1 as white.

Source: Census of Population, 1970 and research and Analysis Section, Alaska Department of Labor
The percantagea in this table for Total, white, black, other Races, and S| iniah gpsaking relate to the vertical totals of each column.

Minority Croup columns contain |>ercentd<jea related to each occupation’'s employment total thorizontal distribution). F~r further
Inrixontal detail are Table Ja.
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Table 3a. Occupation of

Fairbanks

Employed Persona bY‘ Sex & Minority Status, 1970

(Horizontal Distribution)
Both Sexes
Other Spanish-
Total W hite Black Races Speaking Total
Total, AIl Occupations, Number 92.9 3.5 3.7 2.1 40.3
Professional, Technical and Related ... 96.2 1.5 2.4 2.6 35.8
Engineers** 100.0 0.0 0.0 7.2 b
Medical and Health Workers. 96.1 2.2 1.7 3.2 61.8
Teachers, Elementary + Secondary Schools... 94 .4 4.6 0.9 0.7 76.4
Other Professional W OrKerS s 97.8 0.5 1.6 2.0 254
Konfarm Managers and Ad rlstrato ra ... 96.5 1.4 2.1 0.8 20.9
Sales Workers 94.1 2.5 3.5 2.2 61.3
Retail Stores. 100.0 93.1 2.4 4.4 0.9 69.3
Other Sales W OrKerS . s e 100.0 97.0 3.0 0.0 5.0 33.1
Clerical Workers 93.8 3.7 2.5 2.2 81.4
Secretaries, Stenographers and TypistS ... .. 100.0 93.4 3.3 3.3 2.7 97.6
Other Clerical Workers 100.0 94.6 3.9 2.7 2.0 74.6
Craftsmen, Foremen and Related 100.0 94.8 3.1 2.1 2.2 0.6
Construction Craftsmen** 96.3 4.1 1.6 2.4 b
Mechanics and Repairmen** 100.0 94.7 1.5 1.5 3.0 .-
Machinist and Other Metal Craftsmen**. ... t00.0 100.0 100.0 0.0 0.0 at
Other Craftsmenxx 100.0 93.4 3.6 3.0 1.5 a*
Operatives, Except Transport 100.0 87.S 5.3 7.2 0.0 25.0
Durable Goods Manufacturing 100.0 100.0 0.0 c.o 0.0 0.0
Nondurable Gooda Manufacturing. 100.0 78.9 141 7.0 0.0 64.7
Nonmanufacturing 100.0 87.9 4.5 7.5 0.0 22.7
Transport Equipment O Peratives . 100.0 921 16 6.3 2.5 10.0
Nonfarra Laborers...... 100.0 91.1 3.0 5.9 1.7 9.5
Service Workers exc. Private Household. 100.4q 84.0 8.5 7.4 2.7 54.2
Cleaning and Food Servlet Workers 100.0 84.6 8.0 6.1 2.4 55.7
Protective Service Workers . 100.0 93.4 2.2 4.4 0.0 4.7
Personal, Health & Other Sva. Workers 100.0 65.9 8.1 6.2 2.4 71.3
Private Household Workers 100.0 85.6 3.4 11.0 4.2 94.3
Farm Workers 1/ 100.0 100.0 0.0 3.0 0.0 22.2
wx Not Available for Uonen.
Farmers, Farm Managers, Farm Laborers and Foremen.
NOTE: It waa brought to our attention that the information In Table 3 would be more useful In the form of a hori

this table. If Improvements

pleaae contact the Research A Analysis

In thero are any furthsr

Ssctlon of the

that can be made to the contents of this publication

Alaska Dspartnent of Labor.

Ferfnales
Percentage of Total Employed

Other

W hite Black Racea
36.2 2.0 2.1
34.3 1.0 0.5
57.9 2.2 1.7
70.1 4.7 0.9
24.9 0.0 0.5
19.8 0.0 1.0
55.7 2.0 3.5
62.9 1.9 4.5
30.5 2.6 0.0
76.4 2.8 2.3
91.0 3.3 3.3
70.0 2.7 2.0
0.6 0.0 0.0
15.7 3.1 6.2
0.0 0.0 0.0
42.6 4.7 7.4
13.9 2.0 6 8
10.0 0.0 0.0
8.2 0.0 1.3
42.1 6.7 5.4
41.9 7.6 6.2
4.7 0.0 0.0
57.5 8.1 5.8
80.5 3.3 10.6
22.2 0.0 0.0

zontal distribution SS presented
In tarns of data arrangement,

Spanlah-
Speaking

0.8
1.1

oo
— N

o © PO

cooco
cooco

o

Pob o
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Fairbanks

Table 4. Occupation of Job Applicants at Job Service Centers

by Sex & Minority Status for the Month of March, ! 0
Women Minority Group
7. of % of
Major Occupational Group Total Number Total __ Number Total
Experienced
Total 1203 .
P?o?éssional, technical & managerial... 497 284 ﬁ%.% 4%6 13:%
Clerical & sales..........oooueaeaa. . 831 051 8.3 111 13.4
SO VECE . - e et e et e e e 44 267 h3.8 126 21.8
Farming, fishery, forestry & related... .. 24 0 2%.9 0 25.8
PrOCeSSINg - i et et aee e 12 [ 58, 3 2h.
Machine trades.........cccoeimeoeoaiaaa. 136 h 3.1 18 13.2
Bench work. . ... .. .. il 29 19 2%-% 07 %3.8
structural vork..ooe gy M R
lexperienced
b e
;?ggéssional, technicul & managerial... o 30 2%8 ﬁg:% 10% %%'3
Clerical & sales......o.oooeeeeiiin... 117 12.1 3 :
SerViCe. ... 45 4.7 25 %8%
Fanning, fishery, forestry & related... oo 33 14 47 4 8 18'8
Machine trades..........oeeeoeeennnnn. 8 8:8 6 231
BENCh WOTK. - e e e e e e aaeens 0 0.0 0 0.0
Structural work. ... ......o..o....o..o.. 4 8.2 1 20.
Miscellaneous . - - v e e e eeen 16 23.9 1% 18.2

NOTE:  The figures shown here include an undetermined amount of duplication because
many applicants .-re listed under more than one occupational group.

Source: Research atti Analysis Section, Alaska Department oi Lab "r.






LABOR MARKET INFORMATION FOR AFFIRMATIVE ACTION PROGRAMS

Area Coverage
Juneau Libor Market Area (City and Borough of Juneau).
Statistical Data and Their Significance

These tables are designed to provide labor. market information for the Juneau Labor Market Area
to assist employers in evaluating the utilization of women and minorities in their work forces,
and in e§ta\k/>hsh|ng goals to improve such utilization.

Table 1. Population by Sex and Minority Status — 1970

This table shows that American |ndians_constitute the dominant minority in this area. The major
Indian group represented here is the Tlingit.

Table 2. Employment Status by Sex and Minority Status — 1979

While the Black poPuIatlon experiences the hu_t{hest rate of unemployment, this grun equals less
than one Percent of the labor force. The "Other Races" group, which i over eignty percent
Alaska Native, is unemployed at more than twice the rate” of the labor force as a whole and
makes up nearly eleven petejnt of the labor force. With the caﬁﬂal of Alaska located in Juneau
and creating & demand for office workers, women as a whole enhoy a very low rate of
unemploymént. However, this advantage docs not appear to extend to thé minority group whose
rate of Unemployment is nearly four times that of the total female labor force.

Table 3 Occupations of Employed Persons by Sex and Minority Status, 1970 and 1979

The percentage distribution is related to the 1970 Census count and the 1979 estimate of all

employed persons. . Some changes in the occupational distribution have no doubt taken Place

since 1970 but until the next census these_figures arc unavailable. 'Hie data show that o the

total number of employed persons, nearly 74 “percent are in the white-collar category, while an

even 50 percent of the minority group “are s emploged. There is less disparity between all

%p(l)oyed wotr)*nen who a, white-collared workers (HO.5 percent) and minority women who arc
.0 "percent).

Table 4. Occupations in Job Applicants at Juneau Jolt Service Center by Sex ami Minority
Status for the Month of March, 1980

This is a |IStIn§] of all the occupations of the applicants at the Juneau Job Service Center as
of March 31, 1980. Since  most apfohcan_ts have more than one occupaﬂon, this table is
Inllated over the number of people actually available, but it hould be accurate as to the number
of people available within any one occupation. llrese applicants are not necessarily utvrmploycd,

but are interested in receiving employment service.
Libor Market Resources
Goals lor the utilization of minorities and women should lake into c<nsideration all labor market

resources, which include the employed, the unemployed, and peraots of working age not m the
laintr force. It is estimated that on a nationwide Dasis, as many a 60 percent of all the job
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vacancies arc filled by emplo%,ed workers moving from one job to another. In considering the
employed as a resource for achieving affirmative action program goals, an analysis of acomfoanys
own employees - its internal labor market - can assume great significance. For many employers
their own " personnel can contribute most_|mportant_lty toward™ correcting underutilization of
minorities and, women in specific job categories, if traditional assignment, transfer, and promotion
barriers are discarded and” equal” training” opportunities arc made available.

Additionally, those not in the jabor force, particularly women, also offer considerable potential
for improving their utilization in many job classification. Women’s entrance and rcenfrance into
the labor. market in response to the availability, at meaningful pay scales, of all kinds of johs-
nontraditional as well as traditional - can be”dramatic, as"the experience during World War Il
S0 conclusively demonstrated.

In considering all available labor market resources for establishing and achleva AAP goals,
emﬂloyers,should recoagnlze the fact that job vacancies customarily are filled not only bY workers
with precisely-required” skills but also, and far more frequently, by persons with Telated skills
of It%sser bsk{llsJ of with no peril.ent skills at all who learn as they work, with or without formal
on-the-job training.

Services to Employers

The Alaska Job Service Centers offers avariet>{ of services to assist empIoYers in filling job openings
with qualified workers. ~ Not only arc employers offered the largest fabor supply in the stafe,
but the Job Sei /ice staff screen and select for referral only those workers who meet the emplo,Yer's
needs. Testing and counseling to identify applicants best suited to do the job is also available
through Job_Sér ice. In addition, employers can obtain »bor market information, help in preP_armg
job descriptions, and assistance in Oeveloping acceptable job and job training opportunities.



Juneau

Table 1. Population by Sex and Minority Status

Labor Force

Number Percent Distribution Participation Rate
Minority Status

Total Female Total Female Total Femal
1. Total.................. 13556 6659 100.0 100.0 72.9 62.8
2. White................. 11422 5598 84.3 84.1 74.3 64.2
3. BlacK..o.ooooooooaa.. 106 51 0.8 0.8 62.3 70.6
4. American Indian.... 1477 760 10.9 11.4 NA NA
5. Eskimo............... 110 55 0.8 0.8 NA NA
6. Aleut.. .. .............. 70 30 0.5 0.6 NA NA
7. Oriental.. ... ... 313 126 2.3 1.9 NA NA
8. Other Races......... 50 31 0.4 0.5 1/ 63.9 1/ 52.9
9. Spanish-Speaking. .. 194 111 1.4 1.7 70.8 49.2
10. Minority Group*.... 2328 1172 17.2 17.6 62.1 53.0

NOTES:
1/ Includes American Indian, Eskimo, Aleut and Oriental.

* Sum of Spanish-speaking and all races except white. Somu duplication. may result
since Spanish-speaking™may include non-white races in addition to white,

NA « Not Available

Source: Research and Analysis Section, Alaska Department of Labor and 1970 Census
Pnpulatlon



Juneau
Table 2. Employment by Sex and Minority Group Status

1.79
% Distribution Unemploy*®
Labor Employ- Unemploy- Labor Employ- Unemploy- ment
Force ment ment Force ment ment Rate
Both Sexes
Total ..o .... 9844 9178 666 100.0 100.0 10C.0 6.8
1 White . .oooomi i aias ceas 8 04 8197 507 88.4 89.5 76.0 5.8
2 Black . oooooooeoooaaaa.. b8 49 19 0.7 0.5 2.9 27.9
3 Other Races ... ..coeeeeen wnnn 1072 932 140 10.9 10.0 21.1 13.1
4 Spanish-Speoking...... . 139 132 7 1.4 1.4 1.0 5.0
5 Minority Group*........ 1279 1113 166 13.0 11.9 25.0 13.0
Women
Total oo e .-.. 4152 4048 104 100.0 100.0 100.0 2.5
X Both SexesS............ ee.. 422 44 .1 15.6
1. White...ovovierieeeaanan.. .... 3679 3621 58 88.6 89.7 55.5 1.6
2 BlacK .o oo 17 17 0 0.4 0.5 0.0 0.0
3 Other RacesS....oooeeeun.. 456 410 46 11.0 9.8 44 .5 10.1
A Spanish-Speaking...... 50 50 0 1.2 1.2 0.0 0.0
5 Minority Group* ________ 523 477 46 12.6 11.5 44 .5 8.8
*Sum of Spanish-spn king and a.l races except white. Some duplication possible since Spanish-speaking may include

nonwhite races in addition to white.

Source: Research and Analysis Section, Alaska Department of Labor.



Occupation

All occupations - Number 1979
Number 1970
Percent 1970

Prof., technical 4 related
Engineers

Medical * health workers

Teachers, clem. 4 sec. sch.

Other professionals

Managers 4 administrators,
nonfarm

Sales .
Retail stores
Other sales workers

Clerical ]
Sec., stongs 4 typists
Other clerical workers

Craftsmen, foremen 4 rela.ed
Construction craftsmen
Mechanics 4 repairmen
Machinists 4 other metal

craftsmen
Other craftsmen

Operatives except transport
Durable %oods nfg.
Nondurable mfg.
Nomanufacturing

Transport equip, operatives

laborers, nonfarm

Services cxc. prlv. households
Cleaning 4 food service
Protective service
Personal, health 4 other

services

Private household workers

Farm workers

Motes: MA « Not Available

* Sum of Spanish Speaking and all races except white.

well as white.

Table 3.

Total
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o

Races  Speaking Groupsx
396 4
B H o M
100.0 100.0 100 0

6.3 15.6 11.C
NA NA KA
0.0 0.0 0.0
0.0 15.6 11.0
6.3 0.0 1.3
7.0 0.0 1.7
3.5 0.0 3.0
J. 0.0 30
a' 0.0 0.0
59.0 65.0 7.
25.4 219 343
13.6 43.w 33.0
0.0 0.0 0.0
NA NA HA
NA NA NA
NA NA NA
NA NA NA
2.0 0.0 1.7
0.0 0.0 0.p
0.0 0.0 0.0
2.0 0.0 1.7
0.0 0.0 0.0
2.0 0.0 1.7
[t.0 18.7 *17.3
16.0 18.7 157
0.0 0.0 0.0
2.0 0.0 17
1.4 0.0 6.3
0.0 0.0 0.0

Sown duplication possible since Spanish-Speaking may Include non-white as

The percentages In this table for Total, White. Black, Other Races, and Spanish Speaking relate to the vertical totals of each
column. Mmorlt{ Croup columns contain gercentages relited to each occupation's employment total (horliontal dlstri<utlon).

For further horl

Source: Census of Population, 1970 and 1978 Research and Analysis Section, Alatka Department of labor

ontal detail see Table

a.
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Juneall

Tabic 3. Occupation of Eaploy.d Per.on. by Sex A Minority Statue, 1970
(Horizontal Dlatrlbutlon)

Feaales
Both Sexea Percentage of Total Employed
Other Spanish- ) Othsr Spanish-
Total White Black Races Speaking Total White Black as Speaking
Total, All Occupation!, NUADET .. 100.0 89.5 0.5 10.0 1.5 44.0 39.5 0.; 4.3 OS
100.0 36% 0.7 g% 11 4?0.1 40.3 0.7 1.0 0.3
ENGINEEIAT™ s 100.0 4, 0.0 . 0.0
Kvglcal and Health Vorkera.... 100.0  100.0 0.0 0.0 0.0 gg‘é ggg [ig 0.0 00
100.0 98.3 1.7 0.0 1.4 . . . 0.0 00
100.0 59.1 20.0 6.8 1.4 34.8 32.5 0.6 1.1 ,
Honfara Managers and Administrators ... 100.0 95.1 0.7 3.5 0.7 15.5 14.9 0.0 0.6 00
Sales Vor 100.0 95.9 0.0 4.0 0.0 54.8 50.7 0.0 4.1 :
Retail 100.0 93.7 0.0 6.2 0.0 63‘” 5377% 0.0 6.3 A
.ther § 100.0 100.0 0.0 0.0 0.3 . . 0.0 0.0 ,
100.0 88.4 0.4 11.1 1.6 78.3 69.5 0.0 8.9 ]:%
Secretaries, Stenographers and Typists. 100.0 89. 0.0 10.8 12 98.5 87.5 0.0 10.9 .
Other Clerical Wor erpsyp ,,,,,,,,,,,, 100.0 88.0 0.6 11.3 18 67.3 59.4 0.0 1.0 1.3
Craftsaen, Foresen and Related. 100.0 94.1 0.0* 5.9 0.0 2.2 2.2 0.0 0.0 OO
Construction Craftasen**...... 100.0 100.0 0.0 0.0 0.0 2e
Mechanics and ' alrnen**.... 100.0 93.2 0.0 4.1 0.0 :
Machinist and  er Metal Cra 100.0 61.1 0.0 27.8 0.0
Other Craftsa*  *..n 100.0 69.6 0.0 10.4 0.0
ia' 100.0 68.1 0.0 31.9 0.0 13.4 9.2 0.0 4.2 ,
Opeia’lves, 10000 0.0 00 1000 0.0 0.0 0.0 0.0 0.0 '
100.0 29.4 0.0 70.6 0.0 0.0 0.0 0.0 0.0 .
100.0 61.3 0.0 18.7 0.0 18.0 12.4 0.0 5.6 ,
100.0 70.1 0.0 29.9 0.0 11.2 n.2 0.0 0.0 00
100.0 69.6 2.4 28.0 3.4 6.3 3.8 0.0 2.4 00
100.¢ 74.9 0.0 25.1 t.o 31.7 29.6 0.0 7.9
LA VO TR oy
100.0 . . , 0.0 . . . . .
100.0 B4.9 0.0 11.6 1.5 43.7 19.5 0.0 4.2 A
000 766 00 214 00 013 119 0.0 213 00
1000 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

o Not Available (or Uoaea.
1/ Faraers, Fara Managers, Fara Laborers and Foraaar.

NOTE: It wee hrquqht to our attention that the Inft aatlon In Table J vould be aore useful In the fora of a horizontal distribution as presented
In thit tibTi. If thars are any further I»tr >vessnte that can be aede to the contente of thle publtcetlon In teraa of date arrangement,
pleeee contact the Reeearch | Anelyeie Sectt. of the Alaska Department of Ubor.



Juneau

Table 4. Occupation of Job Applicants at Job Service Centers,
by Sex & Minority Status for the Month of March, 1980

Women Minority Group
% of % of
Major Occupational Group Total Number Total Number Total
Experienced
Total oo 995 416 41.8 283 28.4
Professional, technical & managerial..... 165 79 47.9 21 12.7
Clerical & sales...... ..., 317 237 74.8 97 30.6
SErVIECE ittt 195 75 38.5 70 35.9
Farming, fishery, forestry & related..... 22 4 18.2 5 22.7
Processing...ccuoeiin iiiii i 19 12 63.2 16 84.2
Machine trades. ... ... .ooiioiiiiiianaiaaaaann: 35 2 5.7 7 20.0
Bench work . ... .o i 2 0 0.0 1 50.0
Structural work. ... 171 4 2.3 44 257
Miscellanc ....oooiiiiiiii i ieaann. 69 3 4.3 22 31.9
Inexperienced
Total o s .. 137 69 50.4 42 30.7
Professional, technical & managerial... .. 15 6 40.0 3 20.0
Clerical A saleS.....oooiiiiniae ciaaaan. .. 58 40 69.0 19 32.8
-] YA K1 .. 39 21 53.8 14 35.9
Farming, fishery, forestry & related... .. 1 20.0 1 20.0
PrOCESST NG e e eee e ee e eeeeeeeanes .- 0 0 0.0 0 0.0
Machine €rades........ceeeeeeoeoeoeaenanann. 0 0.0 3 50.0
BENCh WOTK et e e e e . 0 0 0.0 0 0.0
Structural WOrk ...o.oooeooe oo, ... 1 9.1 1 9.1
3 0 0.0 1 33.3
NOTE: The figures shown here include an undetermined amount of duplication because

many applicants are listed under more than one occupational group.

Source: Research and Analysis Section, Alasku Department of Labor.






LABOR MARKET INFORMATION FOR AFFIRMATIVE ACTION PROGRAMS

Area Coverage
Kcnai-Cook Inlet Labor Market Area (Kenai-Cook Inlet Census Division).
Statistical Data and Their Significance

These are designed to provide labor market information for the Kcnai-Cook Inlet Labor
Market Area tc assist employers in evaluating the utilization of women and minorities in their
forces, and in establishing goals to improve such utilization.

Table I:., f Population by Sex and Minority Status — 1970

Tins tabic shows that American Indians constitute the dominant minority group, mostly Tanaina
Indians in this area.

Table 2. Employment Status by Sex and Minority Status — 1979

Except for Blacks who make up less than one percent of the labor force, minority Vgroups
experience unemployment at rates nearly sixty to aghtr percent higher than whites.” Women
as a whole have a lower unemployment Tate than that of both sexes.” However, again excluding
Blacks, the other minority women's rates significantly exceed those for minorities 0f both sexes.

Table 3: Occupations of Employed Persons by Sex and Minority Status, 1970 and 1979

The percentage distribution is related to the 1970 Census count and the 1979 estimate of all
employed persons. Some changes in the ocgupational distribution have no doubt taken place
since 1970 but until the next Tensus these figures are unavailable, For both sexes combined,
the minority group is underrepresented in White-collar occupations and overrepresented ir
blue-collar occupations.  No attempt will be made to analyze the data as shown for women,
It would appear that white women are grossly underrepresented in the category *Managers and
administrators, nonfarm.”  This anomaly is Delies d fo be due to an error in” the census data
used to construct this table. Data on occupation were collected from a sample of the Ropulaﬂon
and inflated to represent the universe. Where the numbers used are so small, as they are. in
ahlts case (31 Black women, 36 “Other Race” women), the inflation procedure can yield misleading
ata.

Table 4. Qccupation of Job Applicants at the Kcnai-Cook Inlet Job Service Center by Sex
and Minority Status for the Month of March, 1980

This is a Ilstw/P of all the occupations of the applicants at the Kenai-Cook Inlet Job. Service
Center as of March 31, 1980. Since most applicants_ have more_than one occupation, this
table is inflated over the number of people actually available, but it should Ik* accurate as to
the number of people available within ‘any one occupation. These applicants are not necessarily
mctnploycd. but are interested In receiving employment service,

Libor Market Resources

Goals for the utilization of minorities and women should take into consideration all labor market
resources, which include the employed, the unemployed, and persons of working age not in the
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labor. force. It is estimated on a nationwide basis, as many as 60 percent of all the %ob vacancies
arc filled by employed workers moving from one job to ‘another. In considering the employed
as a resource ,for,achwva affirmativé action program %oals,_ an_analysis of a company’'s own
employees - its internal fabor market — can assume great significance.. For many,em?,loyers
their own personnel can contribute most importantly toward correcting underutilization  of
mingrities and. women in specific job categories, if traditional assignment, transfer, and promotion
barriers are discarded and' equal” training” opportunities are made available.

Additionally, those not in the Jabor force, particularly women, also offer considerable potential
for improving their utilization in many job classifications, Women's entrance and rcentrancc into
the labor market in rcspor.se in the availability, at meaningful pay scales, of all kinds ofjobs-
nontraditional as well as traditional - can be dramatic, . s the the experience during World War

11 s0 conclusively demonstrated.

In considering all available labor market resources for establishing and achlevmrq AAP goals,
emRoners_shouId recodqnlze the fact that job vacancies customarily arc filled not 0.ily bY Workers
with precisely-required skills but also, and far more frequently; by persons with Telated skills
or lesser skills, or with no pertinent skills at all who learn as they wo-k, with or without formal

on-the-job training.
Services to Employers

The Altska State Job Service Center offers a variety of services to assist employers in filling
job openings with qualified_warkers. Not only ai emploYers offered the largest” labor supply
in the state, but the Joh Service staff screen“and select lor referral onl) those, workers Who
meet_the employer's needs. Testing and counseling fo identify applicants best suited to do the
job is also availaple through Job™ Service. In addition, employers can obtain labor market
information, help In preparing job descriptions, and assistance in” developing acceptable job and
job training opportunities.



Kenai-Cor k Inlet

Table 1. Population jy Sex and Minority Status

1970
Labor Force
Number Percent Distribution Participation Rate
Minoricy Status

Total Female Total Female Total Femal
1. Total .o ooeooeae ... 34250 6582 100.0 100.0 56.8 36.4
2. White.....o.o........ 13047 6028 91.6 91.6 53.8 36.6
3. BlacK.eoeoeoeoeouoaon. 105 40 0.7 0.6 52.7 87.5
4. American Indian.... 478 219 3.4 3.3 NA NA
5. Eskimo............... 103 60 0.7 0.9 NA NA
6. AleUt...ooeceeeeeoo... 382 186 2.7 2.8 NA NA
7. Oriental............. 101 32 0.7 0.5 NA NA
8. Other Races......... 34 17 0.2 0.3 1/ 46.1 1/ 25.2
9. Spanish-speaking... 129 64 0.9 1.0 36.2 20.7
10. Minority Group*.... 1332 618 9.3 9.4 46.0 33.2

NOTES: 1/ Includes American Indian, Eskimo, Aleut and Oriental.

* Sum of Spanish-speaking and all races except white. Some duplication may result
since Spanish-speaking may include non-white races in addition to white.

NA mNot Available

Source: Research and Analysis Section, Alaska Department of Labor and 1970 Census
Population
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Both Sexes

Women

Total oo o
7. Both Sexes...cervnana...

1. White

2. Black

3. Other RaceS....oveeeenn....

4. Spanish-Speaking...........

5. Minority Group*.............

*Sum of Spanish-speaking and all

Source: Research and <1ysis Section,

Table 2.

Labor
Force

11302
10771
113
418
45
576

3379
29.9
3201
81
97

0
178

Kenai
Employment by Sex and Minority Group Status

% Distribution Unemploy-
Employ- Unemploy- Labor Employ- Unemploy- ment
ment ment FOi.ce ment ment Rate
9985 1317 100.0 100.0 100.0 11.7
9518 1253 95.3 95.3 95.1 11.6
99 14 1.0 1.0 1.1 12.4
368 50 3.7 3.7 3.8 12.0
40 5 0.4 0.4 0.4 11.1
507 69 5.1 5.1 5.3 12.0
2986 393 100.0 100.0 100.0 11.6
29.9 29.9
2827 374 94.7 94.7 94.8 11.7
74 7 2.4 2.4 2.0 8.6
85 12 2.9 2.9 3.2 12.4
0 0 0.0 0.0 0.0 0.0
159 19 5.3 5.3 5.2 10.7

races except white, Some duplication possible since Spanish-speaking may include
nonwhite races in addition to white.

Alaska Department of Labor.
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Kenai-Cook Inlet

Table la. Occupation of Employed Peraona by Sex & Minority Star.ua, 1970
(Horizontal Distribution)

Females
Both Sexes Percentage of Total Enployed
Other Spanish- Other Spanish-
Total White Black Races Speaking Total Vhits Black Races SpeskinR
Total, All Occupations, NUMBET ... 9.2 1.0 1.8 0.4 29.9 28.1 0.7 0.8 00
Professional, Technical nnd Ralatcd ..o ... 100.0 99.5 0.0 0.5 0.0 41.6 43.6 0.0 0.0 OO
Engineers* * .. 1000 100.0 98 0.6 0.0 se ' ' '
Medical and Health Workers... ... 100.0 100.0 0.0 0.0 0.0 18.1 38.1 0.0 0.0
Teachers, Elencntary + Secondary Schools. 100.0 0.0 0.0 0.0 69.8 §9.0 0.0 0.0 '
Other Professional Workers oo 100.0 0.0 9.0 12 212 23.2 0.0 0.0 '
Nonfara Ma. agers and Administrators., ... 94.0 1.8 4.2 0.0 21.0 16.1 1.7 4.2 00
Sales Workers ... 10000 96.7 0.0 1.1 0.0 64.6 61.3 0.0 1.1
Retail Stores 96.0 0.0 40 0.0 76.4 72.4 0.0 10 )
Other Seles Workers 100.0 0.0 0.0 0.0 10.5 10 0.0 0.0
Clerical Workers 96.8 1.2 0.0 0.0 85.0 11.8
Secretaries, Stenographers and Typlsts... 95.6 4.4 0.0 0. 100.0 95.6 “ 58 )
Other Clerical Workers.. 97.2 2.8 0.0 0.0 80.1 77.2 2.8 0.0

1.4 1.4 0.0 0.0 00

Craftsmen, Foremen and Related 98.6 0.0 1.4 0.0

Construction Craftsmen**... 94, 0.0 5.1 0.0 .

Mechanics and Rcpalracn**.. 190.0 0.0 0.0 0.0 '€

Machinist and Other Metal Craftsman**.... 100.0 0.0 0.0 0.0 .

Other Craftsmen** 100.0 0.0 0.0 0.0 e
Operatives, Excek)ﬂt Transport 91.1 0.0 8.7 2.0 11.7 12.9 0.0 0.8

Durable Goods anufacturing.. 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

Nondurable Goods Manufacturlng 78.5 0.0 21.5 0.0 27.2 24.6 0.0 2.6

Nonmanufacturing 97.2 0.0 2.8 1.1 7.7 7.7 0.r 0.0 ;
Transport Equipment 0Peratives o 95.8 0.0 4.2 2.9 9.2 9.2 0.0 0.0 00
Nonfara Laborers . 87.6 0.0 12 4 0.0 1.5 1.5 0.0 0.0 00
Service Workere esc. Private Household..... 91.7 2.1 4.2 0.0 19.1 19.1 0.0 0.0

. . 95.8 1.1 2.9 0.0 171 17.1 0.0 0.0

Protective Service Workers (6.7 16.6 16.7 0.0 11.1 U.l 0.P 0.0

Personal, Health e Other Sva. . 100.0 95.6 0.0 4.4 0.0 52.2 52.2 0.0 0.0
Private Household Workers........ I 100.0 0.0 0.0 0.0 100.0 100.0 0.0 0.0 00
Para Workers J7 69.0 11.0 0.0 0.0 §1.1 0.0 81.1 0.0 0.0

o+ Hot Available (or Woaen.
Parsers, Tara Managers, Para laborers end Poreaen,

NOTEl It «e» brought to our attention Ihal the Information In Table 1 would be acts useful In the fora of a horllontal distribution as presented
In this table. If there ere any further laproveaente that can be aede to the contents of this publication In tsras of date arrangaaant,

oleeee contact the Res,arch 4 Analysis Section of the Alaeke Department of Lebur.



Kenai

Table 4. Occupation of Joh Apfplicants at Job Service Centers,
by Sex & Minority Status for the Month of wmarch, 1980

Women Minority Group
_ _ % of % of
Major Occupational Group Total ~ Number  Total Number  Total
Experienced
TORA i 207 48.3 23
Professional, technical & managerial.. 24 60.0 3 ?‘é
Clerical & SaleS . 105 90.5 0 0.0
SEIVICE covponvssrsvninsgissossssnessposson s 61 70.9 7 8.1
Farming, fishery, forestry & related.. ... 7 2 28.6 > 28.6
ProCesSING s 7 r0.3 1 8.3
Maching trades. ... 0 0.0 0 0.0
BENCN WOTK. e 2 50.0 1 25.0
STIUCTUTAl WOTK .o s 5 4.9 7 6.9
MISCEIHANEOUS ..ot 1 2.9 > 5 7
Inexperienced
LT P e e e 48 21 43.8 1 2.1
Protessional, technical & managerial...,.. 1 0 0.0 0 0.0
Clerical & SaleS i .10 10 100.0 0 0.0
GBIV ICR cirsemersesssssssssssssgessssssssssssssssssssasmsssesssesssssssssnsan o1 . 8 4 50.0 0 0.0
Farming, fishery, forestry &related...,.. 3 0 0.0 0 0.0
PrOCESSING civvvrvrmsrmvmsmsmssmssssresssssssssssssssssssrssssnes : 8 5 62.5 0 0.0
Maching trades. ., - .9 0 0.0 0 0.0
BENCN WOTK...voovvevsivessssssssisssssssssssisssssssssssnes W 0 0 0.0 0 0.0
Structural Work... ..o s . 6 0 0.0 1 16.7
. 3 2 66.7 0 0.0

NOTE: The figures shown here Include an undetermined amount of duplication because
many applicants are listed under more than one occupational group.

Source: Research and Analysis Section, Alaska Department of Labor.
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LABOR MARKEf INFORMATION FOR AFFIRMATIVE ACTION PROGRAMS

Area Coverage
Ketchikan Labor Market Area (Gateway Borough and Outer Ketchikan Census Division),
Statistical Data and Their Significance

These tables arc designed to provide labor market information for the Ketchikan Labor Market
Area to assist employers in evaluating the utilization of women and minorities in their work
forces, and In establishing goals to improve such utilization.

Table 1. “Population by Sex and Minority Group - 1970

This table shows that American Indians constitute the dominant mi_noritg 1qroup in this area.
The major Indian groups represented here include the Tlingit. Haidj, and Tsimshian.

Table 2: Employment Status by Sex and Minorly Status - 1979

The. “Other Races’ grouP which is more than e|?hty-seven percent Alaska Native, has an
unemployment rate more than twice as great as the Tabor force as a whole and more than three
limes as great as the white labor force. Women experience a higher rate of unemployment than
the total “for hoth sexes.

Table 3. Occupations of Employed Persons by Sex and Minority Status. 1970 and 1979

The Percentage distribution may be applied to the 1970 Census count and the 1979 estimate
of all employed persons. Some changes in the occupational distribution have no doubt taken
Place since 1970 but until the next census these figures arc not available. The data show that
he minority group is underrepresented in whitc-co:'ar occupations md_ overrepresented in Service
Occupations. ™ Women arc un_derrePresented in the managers anu administrators group, minority
women do not appear in this category at all.

Table 4 Occupations of Job Applicants at Ketchikan Job Service Center bySex and Minority
Status for the’ Month of March. 1980

This is a |IStIn(I] of all the occupations of the applicants at the Ketchikan Job Service, Center
as of March 31, . Since most applicants _have more than one occupation, this table
IS inflated over the number of people actually available, but it should Ik accurate as to the
number of people available within any_ one occupation. These applicants are not necessarily
unemployed, but arc interested in receiving employment service.

labor Market Resources

CioaU for the oili/izaiion of mingrities and women should take into consideration all manpower
resources, which include the employed, the unemployed, and persons of workm%aqe not in the
labor force. It is estimated that on a nationwide Dasis, as. many as 60 percentoT all the job
vacancies are filled by employed workers moving from one job to another. In considering the
employed as a resource for achieving affirmative action program goals, an analysis of a comPany's
own employees - its internal labor market  can assume great siginficance. For many_emP_oyers
their own~ personnel can contribute most importantly “toward” correcting undcnilili/alion of



mingrities and, women in specific job categories, if traditional assignment, transfer, and promotion
barriers are discarded and equal " training” opportunities are made available.

Additionally, those not_in the labor force, particularly women, also offer considerable potential
for improving their utilization in many job classifications. Women's entrance and rcentrancg into
the labor. market in response to the availability, at meaningful pay scales, of all kinds of johs-
nontraditional as well as traditional - can be dramatic, as the experience during World War Il
IS conclusively demonstrated.

In considering all available labor market resources for establishing and achleva AAP goals,
emRoners_shouId recoagmz_e the fact that job vacancies customarily arc filled not only b}/ workers
with precisely-required” skills but also, and far more frequently; by persons with Telated skills
of It%sse,r bsk{ll_s,_or with no pertinent skills at all who learn as they work, with or without formal
on-the-job taining.

Services to Employers

The Alaska State Joh Service Center offers a variety of services to assist employers in filling
job openings with qualified workers. Not only arc employers offered the largest Supply in the
state, but the Job Service staff screen and select for referral only those workers who meet the
employer's needs. Testing and counseling .to identify applicants best suited to do the job is
also available through Job™Service. In addition, employers ‘can obtain labor market information,
help |tn ptr,eparmg job descriptions, and assistance in developing acceptable job and job training
opportunities.
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Ketchikan

Table 1. Population by Sex and Minority Status

1970
Labor Force
Humber Percent Distribution Participation Rate
Minority Status _
Total Female Total Female Total Female

1. Total......... ... 11717 5568 100.0 100.0 60.3 41.9
2. White................. 9284 4392 79.2 78.9 62.5 45.3
3. BlacK.ooweaoaoooooo... 49 19 0.4 0.3 41.9 35.7
4. Amerlcun Indian.... 1999 983 17.1 17.7 NA NA
S. Eskimo............... 59 24 0.5 0.4 NA NA
6 Aleut. ... . .. ....... 72 37 0.6 0.7 NA NA
7. Oriental.__....._..... 184 77 1.6 1.4 NA NA
8. Other Races......... 70 36 0.6 0.6 Y 5i.2 Y 26.7
9. Spanish-Speaking... 166 74 1.4 1.3 82.8 67.7
10. Minority Croup*.... 2599 1750 22.2 22.4 53.4 30.5
NOTES. 1/ leeludes American Indian, Eskimo, Aleut and Oriental.

* Sum of Spanish-speaking and all races except whites. Some duplication may result
.ilnce Spanish-speaking may Include non-white races In addition to wl lte.

HA - Hot Available

Source: Research and Analysis Section, Alaska Department of Labor and 1970 Census

Population
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Ketchikan
Table 2. Employment by Sex and Minority Group Status
1979

% Distribution Unemploy-
Labor Employ- Uneraploy- Labor Employ- Unemploy- ment
Force ment ment Force ment ment Rate
Both Sexes
0L L:Y DO (456 6873 583 100.0 100.0 100.0 1.8
(V1 (- 6279 5921 358 84.2 87.0 61.4 5.7
2. Black. s 2 22 0 0.3 0.3 0.0 0.0
o j T T N S R | B
. anisn-sPeaking...... : . . ,
5, Mpinotity ioup*.g. ............. 1334 1101, 233 17.9 15.2 40.0 17,5
Women
L0 L ;1 P
0 BOth SEXES..mivrrriiren %%13 3%1% 100.0 100.0 100.0 B.7
U ¢ S — 1996 148 88.2 90.7 70.0 6.9
AT Uo O — [ 0 0.3 0.4 0.0 0.0
3. Other RACES.....mmmin 216 63 11.5 8.9 30.0 226
4. Spamsh-Sgeaqug ............ 3 8 2.5 2.1 3.8 (3.1
5. Minority Group*....... 216 il 14.3 12.0 338 20’5

*Sum of Spanish-speaking and all races except white. Some duplication possible since Spanish-speaking may include
nonwhite races in addition to white.

Source: Research and Analysis Section, Alaska Department of Labor.



Occupation

Table 3.

. . Botn
TotalWhiteBlack

Ketchikan Labor Market Area

_Goes
Other Spanish- MInority

Number 1979
Number 1970
Percent 1970

Prof., technical 1 related
Engineers
Medical 5 health workers
Teachers, elem. 6 sec. sch.
Other professionals

All occupations -

Managers A administrators,
nonfarm

Sales
Retail stores
Other salesworkers

Clerical ]
Sec., stenos | typists
Other clerical workers

Craftsmen, foremen A related
Constryction craftsmen
Mechanics A repairmen
Machinists and other metal

craftsmen
Other craftsmen

Operatives except transport
(Xjrable gioods mfg.
Nondurable mfg.
Nonoanufacturtng

Transport equip, operatives

Laborers, nonfara

Service, exc. prlv. households
Cleaning A food service
Protective service
Personal, health A other

services
Private household workers

Fara workers

Notes: M' Not Available

* Sum of Spanish Speaking and all races except white.
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Occupations of Employed Persons by Sex and Minority Status, 1970 and 1979,

fenssle )
black ~ Other  Spanish-

S total
Races  Speaking  Group*
23 75 155 1053
13 5804 89 606 1227143
100.0 100.0 100.0 100.0 100.0
61.5 6.5 31.1 12.2 23.0
0.0 0.0 0.C 0.0 NA
0.0 0.0 9.0 0.0 3.5
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0.0 7.9 6.7 7.6 4.9
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0.0 10.1 14.6 10.6 30.8
0.0 0.0 14.6 2.1 10.5
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0.0 0.0 9.0 1.3 NA
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0.0 2.2 0.0 1.8 0.4
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0.0 76.6 10.1 71.4 20.6
0.0 13.1 10.1 12.4 16.2
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Ketchikan

Table 3a. Occupation of Enployed Peraona by Sex & Minority Statua, 1970
(Horizontal Distribution)

Faults
Both Sexea Percentage of Total Enployed
, Other Spanish- . Other Spanish-
Total White Black Races Speaking Total White Black Races Speaking
Total, All Occupations, Nunber. 100.0 86.9 0.3 12.7 2.2 32.2 29.2 0.1 2.9 0.9
Professional, Technical and Rolated ... 100.0 94.5 1.1 4.4 4.4 39.2 37.6 0.0 1.6 2.0
Engineers** 100.0 100.0 0.0 0.0 0.0 .
Medical and Health WOrKers . 100.0 98.9 0.0 0.0 9.2 51.7 51.7 0.0 0.0 9.2
Teachers, Eleoentary + Secondary Schools..,.. 100.0 95.1 0.0 4.8 7.6 §S.4 55.4 0.0 0.0 2.8
Other Professional Workers. 100.0 91.3 2.1 5.5 1.5 29.2 26.1 0.0 3.2 0.0
Nonfara Managers and Adalnistrators...uw.  100.0 90.9 0.0 9.0 1.3 14.0 14.0 0.0 0.0 0.0
Sales Warkers... - 100.0 88.2 0.0 11.B 3.2 67.6 60.4 0.0 1.2 3.2
Retail Storea 100.0 87.1 0.0 12.9 0.0 75.3 65.4 0.0 9.9 0.0
Other Sales WOrKersS .. o 100.0 94.5 0.0 9.1 12.7 50.9 50.9 0.0 0.0 12.7
Clerical Workers 100.0 89.8 0.0 10.1 2.6 77.9 70.4 0.0 7.6 2.6
Secretaries, Stsnographera and Typlata....... 100.0 100.0 0.0 0.0 9.6 99.3 99.3 0.0 0.0 9.6
Other Clerical Workera 100.0 85.9 0.0 13.9 0.0 70.4 60.1 0.0 10.3 0.0
Craftsmen, Foreaen and Related. 100.0 87.3 0.0 12.7 2.3 1.6 1.6 0.0 0.0 0.0
Construction Craftenen**... 100.0 84.9 0.0 16.1 0.0 o*
Mechanics and Repalraen**... 100.0 92.7 0.0 7.3 4.9 e
Machinist and Other Metal Cra 100.0 98.3 0.0 0.0 13.6 i
Other Craftsaen** 100.0 84.1 0.0 15.9 0.0 i
Operatives, Except Transport 80.8 0.0 19.1 0.0 9.6 0.0 0.0 0.0
Durable Coods Manufacturing.. 62.2 0.0 37.8 0.0 0.0 J.0 0.0 0.0
Nondurable Coods Manufacturing. 87.1 0.0 12.8 0.0 1.2 1.2 0.0 0.0 0.0
NonaanufSecuring ... 80.6 0.0 19.4 0.0 14.1 14.1 0.0 0.0 0.0
Transport Equipment Operatives. .oon 100.0 86.4 0.0 13.6 0.0 6.3 6.3 0.0 0.0 0.0
Nonfara Laborers 100.0 84.9 0.0 15.1 1.7 4.8 4.8 0.0 0.0 0.0
Service Workera exc. Private Household 100.0 4.7 0.0 25.3 1.7 44.7 36.6 0.0 8.1 0.0
Cleaning and Food Service Workers.. 100.0 78.2 0.0 20.8 2.8 59.9 49.8 0.0 10.1 0.0
Protective Service Workers........ 1P0.0 72.1 0.0 27.9 0.0 3.9 1.9 0.0 1.9 0.0
Personal, Health + Other Svs. Workers.. 100.0 64.9 0.0 35.1 0.0 38.7 33.3 0.0 5.4 0.0
Private Household Workers. 100.0 89.8 10.2 0.0 0.0 100.0 89.8 10.2 0.0 0.0
Earn Workers 1/ 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

** Not Available for Wooen.
1/ Earners, Farn Managers, Earn Laborers and Forenen.

NOTE: It was brought to our attention that the Inforaatlon in Table 3 would be Bora useful In the fora of a horizontal distribution as presented
In this table. If there arejany further laprovesents that can be Bade to the contents of this publication In terns of data arrangenent,
please contact the Research NAnalysis Section of the Alaska Departacnt of Labor.



Table 4. Occupation of Job Applicants at Job Service Centers,
by Sex & Minority Status for the Month of March, 1980

Women . o Lo
Major Occupational Group Total Number Total Number Total
Experienced
ota 870 324 37.2 208 23.9
Profossional. technical & ransgerial. 64 36 20.3 13 20.3
Clerical & salesS ..o e 147 132 89.8 43 29.3
T T S llég 10§1 7%9 ﬂ %%%
E?;illi}n;iShery’ forestry & related, N 15 71:4 1 gizg
""""""""""""""""" 0 0.0 g .
g oA g
MiscellaneousS ... .. ....co..... 264 29 11:0 49 18:6
Inexperienced
TOEAN enee e 29 16 55.2 0 20.7
rofessiona echnica 2 0 0-0 1 50-0
Clertoal & saloe o 7 B 832 TR
SEIVICE . nn e 4 0 0.0 1 25.0
Farming, fishery, forestrj 0 0 0.0 0 0.0
Processing..oceeeeccaaanaaan. 0 0 0.0 0 0.0
Machine trades............. ) 8 8 8.8 8 8.8
Bench work.......coceoaaa... : '
ructural wor 0 0 0.0 0 0.0
ool lancous T ; 1167 0 00
NOTE: The figures shown here include an undetermined amount of duplication because

many applicants are listed under more than one occupational group.

Source: Research and Analysis Section, Alaska Department of Labor.
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LABOR MARKET INFORMATION FOR AFFIRMATIVE ACTION PROGRAMS

Area Coverage
Kodiak Labor Market Area (Kodiak Island Borough).
Statistical Data and Their Significance

These tables are designed to provide labor market information for the Kodiak Labor Market Area
to ﬁssmtt_l_errt]ployers in evaluating the utilization of women and in establishing goals to improve
such utilization.

Table 1. Population by Sex and Minority Status — 1970

This. table shows that Aleuts constitute the dominant minority group in this area with Orientals
making up the second largest minority group.

Table 2. Employment Status by Sex and Minority Status — 1979

The “Other Races" Hroup which is nearly seventy-eight percent Aleut, has an unemployment
rate twice that of the white labor force: Womén & a whole have a slightly higher rate of
unemﬁloyment than both sexes combined; white women have a significantly highér unemployment
rate thari the total white labor force; “Other Races” women, surpnsm%ly, enjoy an unemployment
rate that is only slightly more than half that of the total for both sexes.

Table 3. Occupations of Employed Persons by Sex and Minority Status, 1970 and 1979

The percentage distribution is related to the 1970 Census count and ti 1979 estimate of all
employed pefsons.  Some changes in the occupational distribution have no doubt taken place
since “1970° but until the ncxi census figures reflecting changes are unavailable. White-Collar
occupation (professional, technical and rélated, managers and “agministrators, sales and clerical)
account for forty-six percent of the total number of eniployed white persons, while only sevente* |
percent of minorities are found in this occupational group. Conversely, sixty-five” percent of
minorities are employed in blue-collar gccupations (operatives, nonfarm laborers and service) while
forty percent of the total number of employed white persons are found in this occupational
group. It appears that minorities are underrepresented in the white-collar occupations and
Overrepresented in the blue-collar group. Similar relationship can Ik- found between white and
minority women.

Table 4; . Occupations of Job Applicants at the Kodiak Job Service Center by Sex and
Minority Status for the Month of March, 1980,

Iliis s a I|st|nq of all the occupations of the applicants at the Kodiak Job Service Cenlt  as
of March 31, 1980. Since ‘most applicants have more than one occupation, this tabli is
inflated over the number of | cople actual %/ available, but | should be accurate as to the nut her
of people available within any one occupation. These applicants are not necessarily unemployed,
but” arC interested in receiving employment service.
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Goals for the utilization of minorities and women should take into consideration all labor market
resources, which include the employed, the_uner_nploged, and persons of workmgz age not in the
labor force. It is estimated that on a nationwide Dasis, as many as 60 percent of all the job
vacancies are are filled by emgloyed workers moving from one job to another. In considering
the employed as a resodrce for ,ach|evmg? affirmative action program goals, an analysis of a
company's own employees - its internal Tabor market - can assume great significance. For
many employers, their own personnel can  contribute m,ost_mpo_rt_antlr toward correcting
undeérutilization of minorities and some in specific job categories, if traditiona asmgnment,, transfer,
and promotion barriers are discarded and” equal” training opportunities are made available.

Additionally, those not in the labor force, particularly women, also offer considerable potential
for improving their utilization in many job classifications. Women'’s entrance and rcentrance into
the labor madrket in response to the availability, at meaningful pay scales, of all kinds of johs-
nonlraditional as well as traditional - can be dramatic, as the experience during World War Il
S0 conclusively demonstrated.

In considering all available labor market resources for establishing and ach|eva AAP goals,

emRoners_shouId recognize the fact that job vacancies customarily are filled not only b¥ workers

with precisely-required skills but also, and far more frequently, by persons with Telated skills

8rr1 It%sge(rjbsktllrlg,,npnrgwnh no pertinent skills at all who learn as thiey work, with or without formal
-the-| ining.

Services to Employers

'rite Alaska State Job Service Center offers a variety of services to assist employers in filling
job openings with qualified worker*, Not only arc empIO}/ers offered the largest” labor supply
in the state, but the Job Service staff screenand select for referral only those. workers who
meet the empIo_)rer’s needs. Testing and counseling to. identify applicants hest suited to do the
job is also available through Job “Service, In agdition, eniployers can obtain labor market
information, help in preparing job descriptions, and assistance in developing acceptable job and
job training opportunities.
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Kodiak

Table 1. Population by Sex and Minority Status

1970
Labor Force
Number Percent Distribution Participation Rate
Minority Status
Total Female Totil Female Total Female
1. Total ... .......... 9409 4044 100.0 100.0 48.7 50.8
2. White............. 7215 3053 76.7 75.5 48.8 52.9
3. Black............. 137 60 1.7 1.5 50.9 85.3
4. American Indian. ... 106 49 1.1 1.2 NA NA
5. Eskimo........... 56 27 0.6 0.7 NA NA
6. Aleut............. 1582 742 16.8 18.3 NA NA
7. Oriental......... 225 96 2.4 2.4 NA NA
8. Other Races..... 61 27 0.7 0.7 48.1 1/ 41.0 vy
9. Spanish-Speaking. .. 158. 68 1.7 1.7 39.6 16.3
10. Minority Group*. ... 2352 1069 25.0 26.4 47.7 41.0

NOTES:
1/ Includes Araericnn Indian, Eskimo, Aleut and Oriental.

* Sura of Spanish-speaking and all races except white. Some duplication may result
since Spanish-speaking raay include non-white races in addition to white.

NA mmNot Available

Source: Research and Analysis Section, Alaska Department of Labor and 1970 Census
Population
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Kodiak

Table 2. Employment by Sex and Minority Group Status

% Distribution Unemploy-
Labor Employ — Unemploy— tabor Employ— Unemploy- ment
Force ment ment Force ment
Both Sexes
L) 4656 4299 357 100.0 100.0 100.0 1.1
L WAL e sseesssssesesnssees 3693 3460 233 79.3 80.6 64.8 6.
2. BLACK iosssssssssssssssssesesseessssssssssssssssess 88 84 4 1.9 1.9 1.4 4, -
b QDL RALES o 2 % oy oK B
. Spanish-Speaking ... . . . .
5. I\/ﬂnorlty roupg. ........................ 1028 904 124 22.1 20.9 35.2 12.1
\Women
H Total 1929 1764
T RO Sl s 1 1% 1000 000 1000 02
Lo WNIER eecesecsseesssssssesnsnen 1548 1413 135 80.5 80.1 84.6 8.7
2. BIACK . eeeeesesesssssssssnsssssnes 46 41 2.4 2.3 3.6 10.9
3. Other RaCeS..inen 328 310 18 17.1 17.6 11.8 5.5
4, E/Pamsh Speakln ........................ 11 11 0 0.6 0.6 0.0 0.0
5. MiInority Group* .. 385 362 23 20.1 20.5 154 6.0

*Sum of Spanish- speakm% and all races except wh'te. some duplication possible since Spanish-speaking may include
nonwhite races in addition to white,

Source: Research and Analysis Section, Alaska Department of Labor.



Kod1>k Libor Market Area
Tible 3. Occupations of Employed Persons by Sex ind Minority Status. 1970 and 1979.

. Both Sexes . , Fehil ) o
Occupation Total White  Black Other  Spanlsh- Minority  Total White Black ~ Other  Spanish-" Minority
Races  Sceaktng  Group” Races  speaking  Group*
All occupations - Newber j?! 4299 3463 86 750 65 901 1765 1414 4 310 10 361
Number 197 2653 2137 3 463 40 556 1089 873 25 191 7 223
Percent 1970 100.0 100.0  100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0
Prrf., technical 8 related 1S.5 18.3 9.4 2.8 0.0 3.2 18.9 21.8 20.0 5.8 0.0 7.2
Engineers 0.6 0.8 0.0 0.0 0.0 0.0 NA NA NA NA HA NA
Medical i health workers 1.8 2.2 0.0 0.0 0.0 0.0 3.9 4.9 0.0 0.0 0.0 0.0
Teachers elem. 1 sec. sch. 6.3 1.1 9.4 2.4 0.0 2.9 10.2 10.9 20.0 5.8 0.0 1.2
Other professionals 6.7 8.2 0.0 0.4 0.0 0.4 4.8 6.0 0.0 0.0 0.0 0.0
Managers | administrators,
nonfarm 9.9 10.9 0.0 6.5 0.0 5.4 53 5.6 0.0 4.7 0.0 4.0
Sales 3.0 3.7 u.' 0.0 0.0 0.0 5.1 6.3 0.0 0.0 0.0 0.0
Retail stores 2.1 3.3 0.0 "9 0.0 0.0 4.7 5.8 0.0 0.0 0.0 0.0
Other sales workers 0.3 0.4 0.0 0.0 0.0 0.0 0.4 0.5 0.0 0.0 0.0 0.0
Clerical 12.0 13.1 13.2 6.9 17.5 8.3 23.6 25.0 28.0 16.8 100.0 20.6
Sec., stenos A typists 3.0 34 13.2 0.0 175 2.5 1.3 8.2 28.0 0.0 100.0 6.3
Other clerical workers 9.0 9.7 0.0 6.9 0.0 5.8 16.3 16.7 0.0 16.8 0.0 143
Craftsmen, foremen k related 13.5 13.0 30.2 14.0 0.0 14.6 2.1 1.4 0.0 5.8 0.0 4.9
Construction craftsmen 3.4 3.2 9.4 3.1 0.0 4.0 NA NA NA NA HA HA
Mechanics 4 repairmen J.8 3.9 0.0 3.9 0.0 3.2 HA NA NA NA HA NA
Machinists t other metal
craftsmen 0.6 0.5 0.0 11 0.0 0.9 NA NA NA NA NA HA
Other craftsmen S.8 5.8 20.8 5.4 0.0 6.5 NA NA NA NA HA HA
Operatives, except transport 16.6 12.8 35.8 32.0 25.0 31 a 19.7 14.4 44.0 40.3 0.0 39.5
pDurable oods r%fg. P 0.2 0.3 00 0.0 0.0 r.0 0.C 0.7 0.0 0.0 0.0 0.0
Nondurab%e mfg. 134 9.7 35.8 21.9 25.0 24.4 15.5 10.1 44.0 36.6 0.0 36.3
Nonmsnufactur?ng 3.0 2.0 0.0 4.1 0.0 3.4 3.6 3.1 0.0 3.7 0.0 3.1
Transport equip, operatises 2.6 2.6 0.0 1.2 0.0 2.7 0.5 1.6 0.0 0.0 0.0
laborers, nonfarm 9.7 8.6 0.0 16.0 ts.0 13.3 2.u 2.5 0.0 3.1 0.0 2.7
Service, exc. prtv. households 1S.9 16.0 113 16.0 42.5 17.4 19.6 20.4 8.0 17.3 0.0 15.7
Cleaning 4 food service 10.4 10.1 1.8 12.1 0.0 10.8 13.5 13.7 0.0 14.1 0.0 12.1
Protective service 1.2 [.S 0.0 0.0 15.0 11 0.2 0.2 0.0 0.0 0.0 0.0
Personal, health | other
services 4.3 4.4 3.u 1.9 21.5 5.6 5.9 6.4 8.0 3.1 0.0 3.6
Private Musehold wrkers 11 0.8 0.0 2.6 0.0 2.2 2.8 2.1 0.0 6.3 0.0 5.4
farm workers 0.2 0.2 0.0 0.0 00 0.0 0.0 0.0 00 0.0 0.0 0.0

Notes: NA + Not Available

. SuTlof Spﬁ?tish Speaking and alt races except white. Some duplication possible Since Spanish-Speaking my Include non-white as
net! as uhlte.

The percentages In this table for total. White, (lack. Other Races, artf Spanish-Speaking relate to the vertical totals of each
column. Minority Croup returns contain percentages related to each occupation's employment total (horlrontal distribution),
for further horltonlal detail tee table )a.

Source: Census of Population, 1970 and 1978. Research and At. yslt Section, Alaska Department of labor
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Kodiak

Table 4. Occupation of Job Apf%licants at Job Service Centers,

ent
by Jex & Minority Status for the Month of March, 1980

Women y Minority Group
0 0
Major Occupational Group Total  Number Tootal Number ~ Total
Experienced
JCS:] E— o 17 42, 14 .
Professional, tecnnical Amanagerial..... 29 191 48.% 1 1:”
Clerical & SaleS . 69 89.6 3 3.9
SBIVICE wovpiurnrenssmmsssgessrssns s s b1 66.2 [ 9.1
Farming, fishery, forestry & related... .. 35 6 17.1 9 25.1
PrOCESSING ..ooovmmirsirmmmnmssssissesssssssssssississen 30 36.6 41 50.0
Maching trades. .., 1 11.1 4 44.4
BENCN WOTK. .ovcvvsvvsrvssnssmssssssssssssssssssssssssssssns 0 0.0 0 0.0
STrUCTUTAl WOIKemsoscesvesssssssssisssnssnins 4 5.1 4 5.1
MISCEITANEGOUS oovvvvvvsivsssessssssssssssssssssssssisens 3 1.1 5 12.8
Inexperienced
TOLA s
Professional, technical & managerial.... 8 4%,’(7) & 88
Clerical & SaleS s 3 100.0 0 0.0
SEIVICE corysoonovsvsins e grvsssmessvssssossstsosnonon 0 0.0 0 0.0
Farming, fishery, forestry Arelated..... 2 1 50.0 0 0.0
PrOCESSING ..ovmvmmermmmisissismismisssssssisessissnnns 0 0.0 0 0.0
Machine tradesS ... 0 0.0 0 0.0
BENCN WOTK.ovvossvvssvssssssssssssssssssssssssssssssssnnns 0 0.0 0 0.0
STRUCEUTAL WOIK.ooosossvssssssssnssssssssssssssns 0 0.0 0 0.0
MISCEIHTANBOUS oo 1 25.0 1 25.0
NOTE: The figures shown here include an undetermined amount of duplication because

many applicants arc 11jted under more than one occupational group.

Source: Research and Analysis Section, Alatka Department of Labor.
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LABOR MARKET INFORMATION FOR AFF»l MATIVE ACTION PROGRAMS

Area Coverage
Sitka Labor Market Area (City and Borough of Sitka and the Angoon Census Division).
Statistical Data and Their Significance

These _tables arc designed to P_rovide labor market information for the Sitka Labor Market Area
to assist emp_lo%ers in evaluating the utilization of women and minorities in their work forces,
and In establishing goals to |m8rove such utilization,

Table I: Population by Sex and Minority Status - 1970

;rheg table shows that American Indians constitute the dominant minority, mostly llingits in this

Table 2. Employment Status by Sex and Minority Status - 1979

Whites (women and both sexes combined) arc unemployed at a lower rate than the labor force
as a whole. “Other Races’ experience unemployment at a rale nearly seventy percent greater
than docs the white labor force while “Other Races” womenarc unemployed at amuchhigher
rale than are white women, nearly three times as great.

Table 3. Occupation of Employed Persons by Sex andMinority Status.1970 and 1979

Hie percentage distribution is related to the 1970 Census count and the 1979 estimate of all
employed persons. . Some changes in the occupational distribution have no doubt taken place
since 1970  but until the next cénsus these figures are unavailable, Ilic minority group appears
to be grossly underrepresented in sales occupations and overrepresented in service occupations.
There is a significant disparity between the number of “Other Races" women and the number
of white women in the white-collar occupations.

Table 4. Occupation of Job Agﬁ)licants at the Sitka Job Service Center b)  and Minority
Status for (lie Month of March. 1980

Ibis is a I|st|n8 of all_the occupations of the applicants at the Sitka Job Service Center as of
March 31. 19R0. Since most a?pllcan_ts have more than one occupation, this table is inflated
over the number ot people actually available, twit it should he accurate as to the number of
Beople available within any one occupation. Uicsc applicants an* not necessarily unemployed,
ut are Interested in receiving employment service.

Labor Market Resources

Goals for the utilization of minorities and women should take into consideration all labor market
resources, which include the employed, the unemployed, and persons ol «e kmq age not In the
labor force. It is estimated that on a nationwide Dasis, as, many as <d ~ rcenl ot all the job
vacancies arc filled by employed workers moving from one job to am »er. In considering the
employed as a resource for achieving affirmative action progr.’m goals, «n analysis of acomPanys
own employees its internal labor market  can assume gieat significance. For many employers
thelr own " personnel can contribute most importantly “toward” correcting underutilization of



minorities and women in specific job categories, if traditional assignment, transfer, and promotion
barriers 8rc discarded and' equal training” opportunities arc made available.

Additionally, those not in the Jabor force, particularly women, also offer considerable potential
for improving their utilization in many job classifications, Women's entrance and rcentrance into
the labor market in response to the availability at meaningful pay scales, of all kinds of jobs-
nontraditional as well as traditional - can be dramatic, as the eXperience during World War Il
S0 conclusively demonstrated.

In considering all available labor market resources for establishing and achleva AAP goals,
emﬂloyers_should reco(?mze the fact that job vacancies customarily arc filled not only b¥ workers
with precisely-required” skills but also, and far more frequently, by persons with Telated skills
or lesser skills, or'with no permanent skills at all who learn as thiey work, with or without formal
on-the-job training.

Services to Employers

The Alaska State Job Service Center offers a variety of services to assist employers in filling
job openings with qualified warkers. Not only arc employers offered the largest labor supply
in the state, but the Job Service staff screen “and select for referral only those workers who
meet_ the empIO)rer’s needs. Testing and counseling to. identify applicants "best suited to do the
job is also available through Job “Service, In additign, emiployers can obtain labor market
Information, help in preparing job descriptions, and assistance in developing acceptable job and
job training opportunities.



Sitka
Tabic 1. Population b){ngx and Minority Status

Labor Force

o Humber Percent Distribution Participation Rate
Minority Status

Total Female Total Female Total Female

1. Total.................. 6612 3120 100.0 100.0 63.5 53.6
2. White....o...o...o.... 4725 2202 71.5 70.6 6<3.6 55.1
3. Black.......oooiii.... 36 20 0.5 0.6 57.1 64.7
A.  American Indian.... 1540 747 23.3 23.9 HA HA
5. Eskimo............... 85 51 1.3 1.6 NA HA
6. Aleut................. 99 45 1.5 1.4 HA HA
7. Oriental............ . 105 47 1.6 1.5 HA HA
8. Other RaceS......... 22 8 0.3 0.3 W 53.4 1/ 48.4
9. Spanish-Speaking... 64 45 1.0 1.4 83.0 76.9
10. Minority Croup*.... 1951 963 29.5 30.9 54.9 51.0

NOTES:
1/ Includes American Indian, Eskimo, Aleut and Oriental.

* Sum of Spanish-speaking and all races except white. Some duplication. may result
since Spanish-speaking may Include non-white races In addition to white.

HA mHot Available

Source: R,ese?rch and Analysis Section, Alaska D« *artment of Labor and 1970 Census
I'opulat lon
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Sitka
Table 2. Employment by S%and Minority Group Status

Z Distribution Unemploy-
Labor Employ- Uneraploy- rapor  Employ-  ~Umerapioy-  ment
Force ment ment Force ment ment Rate
Both Sexes
L1 -1 P, 3672 333 100.0 100.0 100.0 8.3
WL oo 2975 238 80.2 81.1 71.3 7.2
BIACK....ccorvesvrssivssissssnenn 24 0 0.6 0.6 0.0 0.0
. Other Races......nn 673 95 19.2 18.3 28.7 12.4
. E/Fanlsh-SEeaklng ............. 61 0 1.5 1.7 0.0 0.0
. Minority Group*......... 758 95 21.3 20.6 28.7 11.1
\Women
T0t>€2| .............................................. 1423 158 100.0 100.0 100.0 10.0
Both SeXeS...min - . 39.5 38.7 47.7
WHIER.oorecvssismssisssssirnns < - - . 1228 1137 01 77.6 80.1 570 7.4
BIACK .....ooomoreerereesssesrrerens 15 0 1.0 1.1 0.0 0.0
Other RaCES.....mmmirmmne 271 67 21.4 18.8 43.0 19.8
Spanish-Speaking......... 43 0 2.7 3.0 0.0 0.0
Minority Group*........ 329 67 25.1 22.9 43.0 16.9

*Sum of Spanish-speaking and all races except white. Some duplication possible since Spanish-speaking may include
nonwhltc races in addition to white.

Source. Research and Analysis Section, Alaska Department of Labor.



Sitka Labor Market Area

Table 3. Occupations of Employed Persons by Sex and Minority Status. 1970 and 1979.

Occupation Total White  Black Other ~ Spanish* Minority  Total
Races  Spcaklng  Grouo*
All occupations - Number 1579 3672 2979 23 670 63 756 1424
Humber 1970 2574 2088 16 470 44 530 998
Percent 1970 100.0 100.0 100.0 100.0 100.0 100.0 100.0
Prof., technical & related 18.7 19.0 0.0 18.1 6.8 16.6 22.6
Eng ineers 1.2 1.1 0.0 1.5 0.0 1.3 NA
Medlcal A health 3.8 4.1 0.0 2.3 6.8 2.1 8.6
Teachers, clem., A sec. sch. 5.9 6.5 0.0 3.2 0.0 2.8 6.0
Other professmnals 7.9 7.2 0.0 11.1 0.0 9.8 8.0
Managers A administrators.
nonfarm 8.0 8.5 0.0 6.4 15.9 7.C 6.8
Sales 5.4 6.2 0.0 1.9 0.0 1.7 8.2
Retail stores 4.6 5.3 0.0 1.9 0.0 1.7 7.2
Other sales tankers 0.7 0.9 0.0 0.0 0.0 0.0 1.0
clerical 13.6 13.9 0.0 12.8 25.0 13.4 29.2
Sec., stenos A typists 3.2 3.5 0.0 2.1 11.4 2.3 0.3
Other clerical workers 10.4 10.4 0.0 10.6 13.6 10.6 20.8
Craftsmen, foremen A related 17.3 18.4 313 11.9 15.9 12.0 0.5
Construction craftsmen 5.4 4.9 0.0 7.9 15.9 0.3 NA
Mechanics A repairmen 4.0 4.7 0.0 1.1 0.0 0.9 iia
Machinists A other metal
craftsmen 0.9 1.1 0.0 0.0 0.0 0.0 NA
Other craftsmen 7.0 1.7 31.3 3.0 0.0 3.C NA
Operatives, except transport 6.7 7.2 0.0 4.9 0.0 4.3 1.6
Durahle gioods 0.2 0.2 0.0 0.0 0.0 0.0 0.0
ondura emf 5.2 5.3 0.0 4.9 0.0 4.3 0.1
omanu acturl 1.4 1.7 0.0 0.0 0.0 0.0 13
transport equip, operatives 1.9 1.7 0.0 2.6 0.0 2.3 0.0
laborers, nonfarm 8.6 8.9 0.0 7.9 0.0 7.0 0.0
Service, esc. prlv. households 16.9 14.2 68.B 21.2 36.4 29.2 23.8
Cleanlng A food service 9.5 1.1 37.5 194 15.9 19.6 11.8
Protections service 1.6 1.8 0.0 0.9 0.0 0.8 0.0
Personal, health A other
Services 5.8 4 31.3 7.0 20.5 8.9 12.0
Private household workers 2.8 2.0 0.0 6.4 0.P 5.7 7,2
larm uorkers 00 0.0 0.0 0.0 0.0 0.0 0.0

Notts: HA ¢ Not Available
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The percentages In this table for Total. White. Black, 0t and Spanlth*5 eaktng relate to the vertical totals of each
column. Minority Croup colwns contain percentages relat- occupation's aployment total (horizontal distribution),
for further horizontal detail see Table §
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Total, All Occupations, S0Der .

Profeaalonal, Technical and Related.........

Sitka

Englneers**
Medical and Health Workers......
Teachers, Elementary + Seconda
Other Profeaslonal Workers...

Nonfarm Managers and AdmInlatrators ...

Salea Workers

Retail Storea

Other Sales Workers

Clerical Worker

Secretaries, Stenographers and Typ|sts......

Other Clerical Workers..

Craftsmen, Foremen and Related .

Conatructlon Craftsmen**

Mechanics and Repairmen**

Other Craftsmen**

Operatlves Excs&t Transport...
Durable Coode anufacturing
Nondurable Cooda Manufacturlng.....

Transport Equipment OpPeratives ...

Service Workers exc. Private Household
Cleaning and Food Service Workers.
Protective Service Workers..
Paraonsl, Health &Other Sva. Workers

a* Not Available lor Women.
1/ Farmera, Farm Managers, Farm Labo

NOTEi It was brought to our attention that the Information In Table }
If there are any further Improvemente that can 1
pleaae contact the Keaearch i Analysis Section of the Alaeka t

In thla table.

-re and Foremen.

srtment of Ubor.

Total
18.8

Table la. Occupation of Employed Persons by Sex 6 Minority Statua, 1970
(Horizontal Dlatrlbutlon)
goth Saxea

) Other Spanish-

Total White Black Racee Speaking
................ 100.0 BI.I 0.6 18.3 1.7
................ 100.0 82.4 0.0 17.6 0.6
100.0 76.7 0.0 21.1 0.0
100.0 88.7 0.0 1.1 1.1
100.0 90.1 0.0 9.9 0.0
100.0 143 0.0 25.7 0.0
...... 100.0 85.8 0.0 14.5 1.4
100.0 93.5 0.0 6.5 0.0
100.0 92.4 0.0 1.6 0.0
100.0 100.0 0.0 0.0 0.0
100.0 82.9 0.0 17.1 3.1
100.0 88.0 0.0 12.0 6.0
loo.0 011 0.0 18.7 2.3
100.0 86.1 1.1 12.6 1.6
100.0 71.4 0.0 26.6 5.0
100.0 95.1 0.0 4.9 0.0
100.0 100.0 0.0 0.0 0.0
loo.0 89.4 2.8 7.8 0.0
86.7 0.0 1.1 0.0
100.0 0.0 0.0 0.0
82.8 0.C 17.2 0.0
100.0 0.0 0.0 0.0
................. 74.5 0.0 35.5 0.0
61.4 0.0 16.6 0.0
: 68.1 2.5 29.4 1.7
. 60.4 3.4 17.2 2.8
. 90.2 0.0 9.N 0.0
100.0 Ti.a 1.1 21.9 6.0
100.0 58.1 0.0 41.7 0.0
0.0 0.0 0.0 0.0 0.0
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Major Occupational Group

I

Table 4. Occupation of Job A
by Sex & Minority Status

Sitka

pfollcants at Job Service Cent
or the Month of “march, 1980

Experienced

Professional,
Clerical

technical & managerial... ..

& sales. .o

Y= VA T

Farming,

fishery,

ProCeSSINg e e e e caaaeaan
Machine tradesS.....o.ooeooee oo ee e
Bench wWorkK ..o i e eeeeeeens

Structural

Miscellaneous ... ..o oieeme e ceaaaa

Inexperienced

Professional,

technical & managerial... ..

Clerical & sales. ..o eeaeaan
SEIVIECE oot e e e

Farming,

fishery, forestry & related...

ProCeSSI NG ce e e e e caeecaaaaann
Machine trades.....couierieroinanenannaann-

Bench WOorK..owoe oo e e eeeaaen e
Structural
MiscellaneousS ..o e e eeeeeeens "

NOTE:

Source:

forestry & related... ..

3l
. 0]
.10

9

2
. 04
.93

o~

OO O IO B=~HO

50

15

e TN Y S

ers,

Minority Group

% of % of
Total Number Total
40.5 87 25.9
51.6 3 9.7
94.1 15 22.1
59.7 27 40.3
21.9 8 25.0
30.0 4 40.0
11.1 2 22.2
0.0 1 50.0
3.1 15 23.4
5.1 12 22.6
56.8 34 38.6
0.0 0 0.0
87.5 12 37.5
8.9 8 42.1
455 4 36.4
50.0 1 50.0
0.0 2 66.7
0.0 0 0.0
1.1 4 30.8
0.0 3 75.0

The figures shown here include an undetermined amount of duplication because
many applicants are listed under more than one occupational group.
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M EMORANDUM May 21, 1981

SUBJECT: Equal employment opportunity in the
executive branch of state government
(Work Order Number 12-1781)

TO: Senator Richard I. Eliason

FROM: /rarj Linn H. Asper
Legislative Counsel

You have requested a sectional analysis of CSSB 24fa. This
bill attempts to insure equal employment opportunity in the
executive branch of state government by establishing a
division of equal employment opportunity in the Department
of Administration.

Sec. 1. Indicates that thc”-e is a continuing need to assist
persons to obtain employment in the executive branch of the
state government if they are members of groups which are
discriminated against in employment. Finds that an
aggressive affirmative action program is required to provide
equal employment opportunities in the executive branch.
Describes the groups of people who require assistance,
including several groups not usually included in anti-
discrimination legislation, such as persons discriminated
against because of their marital status, change in marital
status, pregnancy, parenthood or other reasons not related
to merit.

Sec. 2. Amends AS 44.21.020 to expand the duties of the
Department of Administration to include administration of
the equal employment opportunity effort described in the
Act.

Sec. 3. Adds a new chapter to Title 39 dealing WI h equal
employment opportunity. Creates the division of equal
employment opportunity in the Department of Administration.
States the duties of the director of the new division 1in

administering an equal employment opportunity program 1in the
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executive branch. Requires preparation of an annual
affirmative action plan and an annual report by the director
to establish goals for equal employment opportunity and
evaluate the success of efforts to achieve equal employment
opportunity in the executive branch. The plan and report
are to be presented to the commissioner of administration,
the governor, and the legislature.

Sec. 4. Places an affirmative duty on the principal
executive officers of departments in the executive branch to
become involved in the equal employment opportunity program
and to prepare affirmati”~- action plans for the departments
they are 1in charge of. They must also employ an equal
employment opportunity officer in their departments.

LHAi 1 jb



JAY,S. HAVBVONO GOVERNGR

DEPARTMENT OF ADMINISTRATION POUCH C
OFFCE OF THE COHUSSIONEK JUNEAU, ALASKA 99811

465-2200
March 24, 1981

Honorable Vic Fischer

Senate State Affairs Committee
Pouch V

Juneau, Alaska 99811

Dear Senator Fischer:

The Department of Administration 1is, for several reasons, unable to
support Senate Bill No. 248 requiring legal enforcement of affirmative
action plans and programs within the Executive Branch by the Division of
Equal Employment Opportunity (EEO).

The Office of Equal Employment Opportunity was established by
Governor Egan in 1972 to: advise and provide guidance to the Executive
Branch 1in matters pertaining to discrimination in employment and affirmative
action; to assist agencies of the Executive .Branch to implement plans
and programs which identify systems or practices with exclusionary
impact on minorities and women or which perpetrate effects of previous
discrimination; to take voluntary affirmative actions in relation to
identified problems; and by so doing, assure compliance in order to
alleviate as much as possible the legal remedies required in conciliation
on agreements or by the courts when discrimination is found.

First, Senate Bill No. 248 would, in our opinion, create an antagonistic
atmosphere between the Division of Equal Employment Opportunity and the
agencies they advise by placing the Division in an adversarial role and
thereby severely limiting efforts of the Executive Branch to voluntarily
eliminate discriminatory practices and systems which may exist.

Second, there 1is, as you are aware, already an independent agency
of the State wh4-h has statutory responsibility for pursuing enforcement
actions agains4 & Executive Branch (i.e., the Alaska State Commission
for Human Rights). The Commission is also responsible for pursuing
enforcement actions against all employers in the State, both public and
private.

Third, while Senate Bill No. 248 addresses EEO responsibilities 1in
the Executive Branch, it wholly ignores those same responsibilities 1n
the Judicial and legislative branches over which we have no control.
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Fourth, Senate Bill No. 248 will not allow the flexibility necessary
to management in the rapidly changing field of Equal . ..ployment Opportunity
because it places into law functions of the Division which would then
require a lengthy process to change or modify.

Although we are totally committed to affirmative action and equal
employment opportunity, we believe that there are sufficient complaint
and enforcement avenues (e.g., Human Rights Commission, Ombudsman, U. S.
Equal Employment Opportunity Commission, U. S. Office of Federal Contract
Compliance, U. S. Office of Revenue Sharing and employee labor organizations)
available. We would prefer to direct the efforts of the Division of
Equal Employment Opportunity to those preventative measures which will
minimize any need for enforcement actions within the Executive Branch.

Commissioner

WRH/mjc

CC: Honorable Frank Ferguson
Keith Specking
Judy Crondahl
Aaron Isaa”™i
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to:

from:

Nicl Thomas DATE: March 19, 1981
Executive Director
Hunan Rights Commission FILE NO:

TELEPHONE NO:

peter C. Robertson SUBJECT:  Program of Affirmative
Action 1in Alaska State
Government Employment

INTRODUCTORY ;

At your request, and pursuant to contract number ASCHR-PS-21, I
attended a meeting of the Alaskan State Commission for Human
Rights 1in Anchorage, Alaska on Friday, January 16, 1981 to—
gether with members of the agency Senior Staff, Attorney Gen—
eral Wilson Condon, and Assistant Attorney General Carolyn
Jones. Among the issues discussed was the nature and extent of
potential employment discrimination in Alaska State government
and the appropriate role of the Human Rights Commission 1in
working with other government agencies and officials to deal
with that discriminate

As | perceived it, the goal of all those present was to find a
responsible way to identify potential systemic discrimination
in State government employment and to develop a program for the
elimination of such potential discrimination voluntarily rather
than through an enforcement mechanism involving either the
action of the Alaskan Hunan Ri.ght3 Commission under Stato law
or potential law suits by private parties and/or the Federal
government. At the conclusion of the meeting you asked that |1
prepare a meno outlining my thoughts on the discussion and
possible ideas for a program to implement these goals. The
material outlined below responds to that request. It should
not be read as a rigid specific action plan but rather as a
list of my thoughts concerning the potential elements that
might be in such a plan together with some background material
that loads me to those thoughts.

Before presenting my outline there 1is onu overriding thought 1
wish to express. I was consistently impressed throughout .y
entire visit with the ability and high-level of commitment of
all of the Alaska Stato officials with whom 1 had the pleasure

and opportunity to meet. The Stato 1is particularly fortunate
in having a group of Commissioners such as those who serve on
the Stato Commission for Hunan Rights. Those Commissioners

are, 1in turn, fortunate in having a highly skilled and dedi —
cated staff 1including yoursolf, your attorney, and the group of
managors with whom 1 not.
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Without 1in any way detracting from these statements 1 would
particularly single out Attorney General Condon, and Assistant
Attorney General Jones who serves both him and your Commission.
The office of Attorney General 1in the 50 states 1is confronted
with an extremely delicate law enforcement/ political/manage —
rial oroblem. As the chief law enforcement official for the
State the Attorney General has an obligation to see that the
laws are effectively administered and enforced. Your State
Human Rights Law specifically assigns to him the responsibility
that ho assist your agency 1in enforcing the lav/s prohibiting
discrimination. At the same time, as counsel for State agen—
cies 1in their capacity as employers he has an obligation to
defend them if and when they are the subject of legal pro—
ceedings. This extremely difficult role which requires a major
effort to balance apparently conflicting obligations is one
that many Attorneys General don ™ even understand much less
handle in a responsible fashion. I was extremely impressed
with the extent to which your Attorney General not only under—
stood the sensitivity of his dual role but also wa3 prepared to
deal with it by providing State government agencies in their
capacity as employers with responsible advice on the nature of
the obligations they confront in complying with anti-discrimin-—
ation law, yet at the same time standing ready to defend them
should an adversary proceeding arise. I consider his under—
standing of the problem and his willingness to devote both his
ov/n personal energies and the resources of hi3 Assistant Attor —
ney General to its solution to be one of the most significant
assets which the Stato of Alaska has at this time.

l. BACKGROUND OF THE PROBLEM:

The background of this 1issue involves the evolving legal
definition of employment discrimination, the failure of
nost employers to understand the definition, and the
unigque problems which are confronted in achieving volun—
tary compliance within the context of tho State govern-—
ment :

A. Nature of Discrimination:

When Title VIlI of the Civil Rights Act of 1964 was
first passud, employment discrimir stion was perceived
by most hunan beings and by tho logal system pretty
much as it wan then defined in the average diction—
ary. Discrimination was a synonym for bias, bigotry
or prejudice. Discrimination involvod deliberate or
intentional acts subjectively motivated by an evil
state of mind against Blacks, Natives, Indians,
Chicanos, or women. Tho Federal administrative
agency assigned to enforce tho law (EKOC) quickly
understood that tho underlying statistical problems
which had led to the passage of anti-discrimination
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legislation (the gap in the unemployment rate, the

gap in occupational distribution, and the gap 1in wage
rates between minorities and women and their counter —
parts) would simply not yield to a law enforcement
strategy that focused only on 1identifying and elimin—
ating bias. Based upon a careful analysis of the
legislative history, EEOC rapidly developed a "sys—
temic” definition of discrimination which looked
initially at. those elements in the employers®™ prac-—
tices which had an adverse 1impact on minorities and
women (contributing to the statistics outlined above)
and then shifted the burden of proof to the employer
to justify the business necessity of those practices.
In short, systemic discrimination was said to exist

if an employment practice had an adverse 1impact and
could not be jJjustified by business necessity. The
business necessity justification focuses on two
elements:

does the practice with tho adverse 1impact con—
tribute to tho safe and efficient operation of
the business, and

does the employer have a responsible alternative
practice that would equally well achieve the
business purpose advanced with a lesser adverse
racial, sox or national origin impact?

In this context remedies sought by EEOC and enforced
by tho court3 rapidly shifted from isolated actions
designed to "make whole”™ 1individual victims of bias.
In addition tho courts 1identified systems with an
advorse 1impact that could not bo justified and re—
quired onployers to eliminate thorn and substitute new
systens that would both oliminato adverse 1impact and
serve tho employers®™ legitimate business (or "opera-—
tional™) needs.

Employer Perception of this Change:

One of tho most serious problems that confronted
agencies 1in obtaining voluntary compliance with
anti-discrimination law was tho fact that moot em—
ployers failed to percoivo tho nature of the change
in the legal standard. This phenomenon was pointed
out by comnlttoos in both Houses of Congress in 1972
when they reviewed tho 1964 voluntary conciliation
mechanism which had originally boon established for
Title VII. Both Houses of Congroos advancud the
hypothesis that tho voluntary conciliation mechanism
had failed primarily because tho avoragu onployor
lacked tho "tochnical perception” to rocognlze that
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C . Status of Voluntary Remedies Under Federal Law:
The evolution of federal law provides a broad and
strong platform for responsible voluntary affirmative
action including action of a race- sex- or national
origin-conscious nature. That evolution has the
following elements:
1.) Definition of Discrimination:
In the case of Griggs v. Duke Power tho Supreme
Court adopted the view that an employment prac-—
tice which "operates to exclude” minorities and
women is illegal unless it could be demonstr—
ated to meet the business necessity standard.
2.) Alternate Practices and Remedies:
In Moody v. Albamarlo Paper Company the Supreme
Court held that tKe business necessity justi—
fication required an omployor not only to justi—
fy the practice but to deal with the possibility
that there wore alternate practices available
1 In actuality Griggs was a "Black™ case, but the principle
was later extended to women in tho Dothard case as ex—

IDO1

its system was discriminatory. This led to a funda-—
mental disagreement with the government officials
attempting to achieve voluntary compliance and the
resulting 1impact led Congress to give EEOC enforce—
ment power, 1iIn a sense, to provide some muscle which
would encourage the employers to begin thinking
systemically,

tending to all protected raco, sox, ethnic and roligious
groups under Title VII.
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which have a lesser adverse impact; Moody also
imposed strong backpay remedies and gave as one
policy reason for doing so that the relatively cer—
tain prospect of remedies would become a catalyst to
inspire employers to voluntary compliance.
2 There is some dispute under Federal law a3 to precisely
where the burden of proof re9ts on the issue of identi—
fying alternatives. For example, 1in Moody tho Supreme

Court stated that oven if an employer demonstrates that a
test 1is valid it is still open to the charging party to
show tho availability of a suitablo alternative practice.
This has led to a dispute between government enforcement
agencies and employers as to where tho burdon lies, with
some government enforcement agencies saying that the
employer has a burdon to demonstrate tho absenco of an
alternative and 9one employers stating that the government
has the full obligation to show the availability of the
alternative. The government somewhat straddled this
burdon of proof issuo in the Uniform Guidelines on Em—
ployee Selection Procedures whera It statod the principle
that if there wore alternatives available tho employer had
to use them and imposed upon an employer a burden of
seeking out such alternatives as part of any validation
study. It appoars that this disputo is irrelevant under
tho Alaska Law bocause, consistent with tho holding of
your State Supremo Court 1in tho Wondcoll case it appoars
that you have adopted a sonawhdt®""b foa"Tor Intorpiotation
than tho federal uniform guideline. I refer, of coucjo,
to tho languago in proposed section 910(c) of your now
regulations wnich section holds, 1in relevant part that:

(c) In employment it is a defense to a com—
plaint of unlawful discrimination t> establish
by clear and convincing evidence th.it a dis—
tinction prohibited by A.S. 19.80.22C(a) (1) is
required by business necessity or the reasonable
demands of the position. "Business nocossLty™
or "reasonable donands ot the position™ means
that the distinction is nessary to tho safe and
efficient operation of the business; tho busi —
ness purpose is sufficiently compel ling to
override any discriminatory 1impact; tho cha.-
lungcd business practice efficiently carrion out
tho businoso purpose it ts alleged to serve, and
there 1is no available or acceptable policy or
practice which would bettor accomplish the
business purpose advanced to accomplish it
equally well with lons discriminatory 1impact on
the complainant.
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Thoma3

Voluntary Compliance and Affirmative Action:

In the Weher case tho Supreme Court noted that
the incentive towards the voluntary compliance
which it anticipated in Moody had, in fact,
begun to bear fruit and that employers had begun
to develop a fairly wide range of remedies
including numerical remedies of a race-, sox-,
ethnic or national origin conscious nature . In
the Weber case the employer had changed the
system by which cmployocs entered into craft
jobs (by eliminating a previous experience
requirement and substituting an in-house train-—
ing program) and had provided for a voluntary
numerical remedy of a race-conscious nature (50%
of the training positions wero to be opened for
Black employees even if this required entry 1into
the training program out of seniority order).
The Supreme Court hold that the new system was
not prohibited by Title VIl because the volun—
tary action mirrored the purposej of Title VII,
it did not unnecessarily trammel the right3 of
White workers, it did not provide absolute
preference for Blacks, and it was temporary.

Tho Supreme Court specifically suggested that an
omployor confronted with tho problems which tho
Kaiser Munlnun Company perceived could either
deal with those problems by waiting for court or
administrative enforcement or it could deal with
then by methods of 1its own choosing within tho
framework of "traditional management pcroga-
tivon". Obviously tho Court saw a policy pre—
ference for voluntary action. (Incidontly, oven
though wo did not discuss the Weber case during
the mooting 1in your office, the language which
the Supremo Court used in tho last several para-—
graphs of Weber parallel the statements made by
Attorney General Condon during our mooting, 1in
which ho pointod out the advantago to his clients
(state government agencies in their employing
capacity), of dovoloping their own changes
without having romodiou imposed upon then by an
onforcoraont process).

3 While Weber dealt only with privato employment and with
raco-conscfouu voluntary action, 1its reasoning clearly
would apt 1/ to the wide range of groups covered by Title

V1

and to all employers including governmental.
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APPLICATIONS OF THESE THOUGHTS TO STATE GOVERNMENT AS
AN EMPLOYER:

Several additional comments are appropriate as the
above outline of principles arc applied to state
government 1in its capacity as an employer:

1.) Same principles apply:

When Congress extended Title VIl to cover govern—
ment (federal, stato and local) as an employer

in 1972 both Houses of Congress made legislative
history that tho laws were to be interpreted to
prohibit discrimination in state government in
tho same fashion as had already been accom—
plished 1in the private sector. Both Houses in
their committee reports painted out that govern—
ment employment had the same kind of systemic
discrimination problems that had been found to
exist in the private sector.

While most of the discussion of specific employ—
ment discrimination focused on tho Federal
government and the quotations which I am outlin—
ing below were directed at the practices of tho
Fedo.al government there was language elsewhere
in tho reports suggesting that the same employ—
ment discrimination problems existed in stato
government and that tho same legal principles
should apply in dealing with them.

The report of tho House Commlttoo on education
and labor directed the attention of the Federal
government to "its own practices and procedures
which themsolvos nay raiso questions of syatomlc
discrimination”. The sane report stated that"It
wan 1important for thoso who administered tho
government®8 personnel systems to gain "exper—
tise in recognizing and isolating the various
forms of discrimination which oxist in the
system”™ (emphasis added) and tho report stated,
further, that discrimination in omploynont was
no loncor "a problem of malicious intent on tho
part of individuals™ but required, 1instead, an
examination of:

"Civil Service selection and pionotion
requirements (which are) replete with
artificial selection and promotion
requirements which place a premium on
paper credentials which frequently
prove of questionable value as a means
of predicting actual job performance."”



In similar language, the Senate Committee on

Labor and Public “Welfare (Legislative History,

pp. 423-425) said that the evolving definition

of discrimination should be applied to govern—
ment employment practices and that it was iImport—
ant to note that "discrimination is institu—
tional, rather than merely a matter of bad

faith".

The Committee paralleled the House Committee
language and urged the development of expertise
"in recognizing and isolating the various forms
ol discrimination which exist in the system".

It directed the Civil Service Commission to deal
with "the various forms of systemic discrimina—
tion in tho system.™ It questioned the assump—
tion "that employment discrimination 1in the
Federal government is solely a nattor of malici—
ous 1intent on the part of individuals™ and
specifically picked up tho tochnical perception
language that it ha'r earlier applied to tho
private sector by nocingj

"Civil service selection and promotion
techniques and requirements are roploto
with artificial requirements that
place a premium on paper credentials.
Similar requirements 1in tho private
Bectors of business have ofton proven
of questionable value 1in predicting
job performance and have often re—
sulted in perpetuating existing pat—
terns of discrimination (soo e.g.,
Griggs v. Duke Power, supra, note 1)."

Tho Committee urged:

"A thorough reexamination of (the
Federal government®s) entire testing
and qualification program to ensure
that the standards enunciated in tho
Griggg cane 1ire fully met."”

It urged tho dovuiopmont of "romudloo.e.to
correct systemic discrtalnitlon..

In terms of substantive standards to be applied
to a"1l areas of now jurisdiction, 1including tho

Fedoral government as an onployor, tho soctlon-
by-section analysis of tho Conference CotmilLtoo

report said (Leelslativo History, p. 1994) that:



"In any area where the law does not
address 1itself, or any areas where a
specific contrary intention 1is not
indicated, it was assumed that the
present case lav? as developed by the
courts would continue to govern the
applicability and construction of
Title VII." (Emphasis added)

The Supreme Court, incidentally, has also spoken
to this 1issue since the passage of the 1972 Act,
when it said in Morton v. Mancari, (1974) that:

"In general...the substantive anti-dis—
crimination law embraced 1in Title VII
was carried over (by the 1972 Act) and
applied to tho Federal government.™

This, then, 1is the context in which Congress
decided to extend the jurisdiction of Title VII
to cover federal, state and local governments as
employers.

Probloms of Voluntary Compliance 1in Stato Covcrn-
raent:

During our mooting Attorney General Condon and
others pointed out that one of the problems of
achieving voluntary compliance 1in state govorn-
nent was tho misplacod perception on the part of
moat state govornment managers that if they had
oliminatod bias, bigotry and projudico from
their employment practices they woro in compli—
ance. An t understood the conversation it wan
gonorally accepted that many managers and depart—
ment heads 1in state government in Alaska were
unaware of tho changing legal technology which
hold them responsible for their employment
systems and practices which night have an ad-—
verse imp ct and bo unjustifiable by the busi—
ness necessity standard. Thu situation in
Alaska 1is by no moans unique. Uu have already
pointod out (soe p. 3, paragraph D above) that
voluntary compliance by private employers (prior
to 1972) was often not forthcoming because those
employers, their personnel minagorn and their
attorneys, lacked tho "technical perception” to
understand systemic discrimination ami to recog-—
nize that their own employment systems wore
potentially discriminatory. In the same com—
mittee reports Congreso pointed out that this



lack of an appropriate technical perception of
systemic discrimination which had dogged the
footsteps of private employers could also be
attributed to governmental employers.

While the committee reports in commenting on a
governmental 1lack of technical perception con—
cerning systemic discrimination were directed
primarily to tho federal government in its
capacity as an employer it is clear from the
context that Congress believed the same problenm,
as already identified during our discussion in
Anchorage, could be attributed to State govern—
ment managers, attorneys, and personnel offi—
cials. Thus, I believe, if any program of
voluntary compliance to eliminate potential
systemic discrimination i3 to bo successful in
the State of Alaska it must specifically address
the technical perception of Alaskin State govern—
ment managers and department heads and assist
them 1in understanding the present State of the
law and in understanding what we came to call
during our meeting the "no fault™ approach.

This should lead then to understand that by
adopting and implementing voluntary remedies,
they are 1in no way conceding that they have been
"bad"” or "blameworthy™ in the past.

Unique Problems of Stato Government:

Having suggested that the nature of systemic
discrimination and the problomo of tho manage—
rial technical perception in state government
parallel those previously identified in tho
private soctor, It 1is important to recognize
that there 1is one particularly unique aspect of
the state govornmont situation which must be
dealt with I1f a voluntary compliance program 1is
to be offoctive. This unique element flows
primarily from the fact that stato govornmont
employment systems aro established, 1in part, by
tho state statutes establishing stato civil
service or meric systoms. A second elumont
contributing to the unique problems which con—
fronts state government 1is the political context
within which a manager operates when hu per—
ceives a potential violation (or simply wants to
avoid one) and takes voluntary action to change
his practices. Because of these Issues 1 ballovo
that a state government voluntary affimativo
action program will not work unloss the chief
legal officer of tho state provides strong
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support to state government managers and attor—
neys on two issues:

that a state government civil service
system mandating an employment system with
an adverse impact 1is potentially 1illegal as
a matter of federal and state law if it
cannot be justified, and that a state
government manager has the authority to
modify that system to the minimal extent

necessary to avoid a potential violation of
federal law

that a state government official has the
authority to negotiate a voluntary concili—
ation settlement in the context of a speci—
fic complaint including, where appropriate,
backpay.

4 There is a precedent for a state attorney general to
proceed in this fashion. For example, 1in the early days
of Title VIl private employers were the target of com—
plaints filed by females who were not hired and they
defended on the ground that state "protective” law3 pro—
hibited the employment of women 1in certain positions (for
example thoso working 1in excess of certain hours or requiring
the lifting of certain weights). After a number of fed—
eral district courts had held that state protective laws
mandating such exclusionary employment practices violated
Title VIl and were superceded thereby, attorneys general
in other states began to issue attorney general opinions
to stato industrial commissions and similar agencies
advising thorn that it wan 1inappropriate to considor enforc—
ing such state protective legislation. I believe a wide
range of fodcral district and appellate court decisions
establishing a principle that statu civil service statutes
are suspended to the oxtont necessary to provido compli—
ance with Title VII would provide a basin for a stato
attorney general opinion advising stato govornmont that it
could take these steps voluntarily without waiting for a
lawsuit. As | understand 1it, thoro 1is a precedent for
this in tho Stato of Alaska 1in the form of an attorney
gonoral letter issued in Oacoabar, 1064 advising tho Human
Rights Commission that tho U.S. Constitution precluded a
personnel rule then in offoct limiting stato employment to
American ?itlsonn.
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MANAGERIAL SYSTEM;

Effective voluntary compliance with federal anti-dis—
crimination legislation through the mechanism of an
affirmative action compliance plan requires the
development of a managerial system. The suggestion
in the Weber case that an employer with a potential
violation can come 1into compliance either through a
lawsuit or through means of its own choosing con—
sistent with traditional management perogatives has
been mirrored in a wide range of court cases and
federal regulations. For example, the Uniform Guide—
lines on Employee Selection Procedures adopted by
five federal agencies and specifically applicable to
the employment practices of state and local govern-—
ment advances the principle that an employment prac—
tice with an adverse 1impact can be dealt with by a
state government employer either by attempting to
justify the business necessity for the practice or by
modifying the practice to eliminate 1its adverse
impact. IfT the elimination of adverse 1impact over a
three year period would, for example, require the
hiring of 100 additional individuals, many private
employers have found that the most effective way to
reduce their potential Iliability is to treat the
process of hiring those 100 additional employees as a
managerial rather than an employment discrimination
problem. In the same fashion that a company with a
manufacturing reject rate of 10%, which desired to
reduce tho rate to 4% over throo years would estab—
lish a managerial reporting system for each of its
production lines on a monthly basis designed to
assure that they were moving toward that goal, so
have omployors established managerial and reporting
systems to assign goals to each manager to dotoroino
on a monthly, quarterly (or other appropriate) basis
the extent to which each raanagor had contributed to
tho goal. An effective managerial oystem to achiovo
thi3 would have, to tho minimum, throe elements,
stages or levels:

the onunclation by top management of the speci—
fic goal and the tine by which it was to be
achieved (reduce rojuct rate 1in throe years;

hire 100 minorities and women in three years

otc.) and a requirement that each operating
division establish a plan for muotlLng itspor —
tion of a goal and establish a system forreview—
ing the extent to which each individual manager

.u. tribute.! to tho goal.
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the establishment of an operating plan for oach
operating division.

the establishment of a performance review system
designed to establish the obligations of each
individual manager 1in terms of compliance includ—
ing, but not limited to, a statement in the job
description and performance requirements for
each managerial position of tho managerial
responsibility

THE ALASKAN SITUATION:

Clearly the climate and situation in the State of Alaska

is receptive to the development of a significant, respon-—
sible and effective affirmative action program for achiev—
ing voluntary compliance 1in state government. There 1is a
good and comprehensive law on tho books, and it has been
interpreted effectively by the Stato Suprome Court to bo

at least as broad as Title VIl of tho Civil Rights Act of
1964.

SOME GENERAL BACKGROUND INFORMATION FROM OTHER STATES:

Before outlining oomo specific thougnto about an Alaskan

program it is useful to outlino some random thoughts about
dovolopmonts elsewhere:

A. Michigan - A Coordinating Council:

Many states have recognized that an effective stato
program for dealing with discrimination In stato
govornmont will roquiro the coordination of the stato
enforcement agency, tho stato personnel system, the
attorney general®s office, and the governor®s office.
One state that has taken a leadership role 1in this
regard Is tho Stato of Michigan.

See, for oxaaplo, provisions of tho Civil Sorvico Refora
Act in tho federal government which mandated :ho estab—
lishment of a performance appraisal system for all senior
managers and sped fical ly mandated that one of the ele—
ments each agency nuat include in the performance appraisal
aystem 1is tho extent to which those managers Implement
equal employment opportunity and the affirms! ive action
requirements.



Specifically, Governor William G. Milliken has
issued an Executive Order establishing a Michigan
Equal Employment Opportunity Council with the
Lieutenant Governor as Chairman and as members

of the Directors of the Human Rights and Civil
Service Commissions and the Attorney General. A
copy of Guidelines and other publications issued
by thi3 Council 1is attached to this memorandum

as an appendix.

Importance of a Onc-to-0One Relationship 1in Review
System:

Many states havo adopted a requirement either by
statute or executive order that all stato agencies
prepare an affirmative action plan. It is my per—
ception that those states 1in which the planning
process has boon the most effective in achieving real
change havo been the states in which there has been
the kind of coordination outlinod in Michigan, above,
and the statos in which someone responsible for
managing and ovorsooing tho affirmative action pro—
cess or responsible for providing logal advice to top
managerial officials in stato govornmont has develop—
ed a ono-to-ono working relationship with tho chiof
department heads in stato government and has specifi—
cally worked with then in implementing a voluntary
compliance progranm. For example, the Stato of
Connecticut roquiros an affirmative action plan fronm
each agency and requires tho submission of that plan
to tho Stato Commission wn Hunan Rights and Responsi —
bilities. Each stato agency head then meets for a
one-to-one review of the plan with tho Executive
Director of tho Stato Commission.

Court Approval of State Voluntary Remedies:

Several Stato Supremo Courts havo given approval to
the voluntary remedial approach, including a race or
SoXx consciouo requirement, 1in stato govornnont. For
oxanplo:

In Prlco v. Civil Service Connlonlon,
SacrarwTnto County,~21 KEP cases 1512

(January 25, 1980) tho California Supremo
Court doalt with t".io question of whether:

"A governmental ontity may volun—
tarily adopt a race-conscious,
affirmative action hiring progranm
of Illmltod duration to alleviate
an underreprosontation of minor-
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ity employees which the entity
finds 1is attributable to its own
past discriminatory practices.”

The Court was dealing with a "minority prefer—
ence appointment” rule adopted by the Civil
Service Commission ot Sacramento County in 1974
after the Commission had held hearings 1in an
attempt to ascertain the reasons for underrepre—
sentation of minorities and women and had deter —
mined that its "traditional Civil Service pro-—
cedures™ contained a variety of "significant,
although apparently inadvertent, discriminatory
features."” Under the terms of the rule, 1if the
cou ity Civil Service Commission found "after a
public hearing”™ that the underrepresentation of
minority personnel 1in the particular classifica—
tion was caused by "discriminatory employment
practices”™ an i that it was feasible to amelior—
ate such underrepresentation "by requiring that
minority persons on an eligible list be appoint—
ed on a preferential basis”™ the commission can
order that minoritoy personnel be appointed to
the classification involved 1in accordance with

an alternating ratio until a specified number of
minority persons had been hired.

Tho California State Supreme Court found that
the application of this rule to the position of
Attorney | in tho District Attorney ™ office 1in
such a fashion that appointments to that posi—
tion "shall be made on tho basis of an alternat—
ing ratio of 2:1 so that at least one minority
person 1is appointed for ovary two non-ninority
persons™ and that such a ratio should bo applied
"only until the pcrcentago of tho minorities in
the classes of Attorney 1 and Attorney Il in tho
District Attorney®"s office 1is 8 percent,” was
legitimate, and that the county was authorized

to adopt such a program to overcome the effects
of past discrimination and that in so doing it
did not violato tho anti-discrimination provi —
sions of Title VII of tho Podoral Civil Rights
Act or tho comparable anti-discrimination provi—
sions of tho Sacramento County Charter and tho
state Fair employment Ptacticcs Act.

It is interesting to note that this opinion was
written by tho same court which earlier wrote
tho HaV.ko opinion which is often cited by stato
government officials as making race or sox con-
ocious affirmative action programs 1inappropriate
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and illegal 1in state government employment.
Instead of focusing on the Bakke opinxon, the
Price court draws extensively on the United
States Supreme Court opinion in the case of
United Steelworkers v. Weber, 443 U.S. 193, 20
FEP Cases 1.

In Lindsay v. City of Seattle, 12 FEP Cases 1440
(1978), the Washington State Supreme Court
approved a race-conscious affirmative action
plan. The City had surveyed 1its own employment
practices and had determined that there was a
risk that they might be found in violation of
anti-discrimination requirements and had adopted
a series of policies and procedures to avoid
that risk. Specifically, tho Mayor had adopted
an affirmative action program by Executive
Order; the City Council had adopted an ordin—
ance with provisions designed to "achieve equal —
ity of city employment opportunities for members
of minority races;" the Engineering Department
had adopted a departmental policy statement
which established as a goal the achievement of
ratios of minority employment "comparable to the
ratios of...minorities 1in the Seattle community";
and the Civil Service Commission had adopted a
"selective certification” amendment to tho
traditional "rule - of - five"” used to certify
qualified eligiblas for a vacancy.

Under the selective certification rule a depart—
ment hoad subject to approval by The Directors
of the Civil Service Commission and tho Depart—
ment of Human Righto could request tho certifi—
cation of a qualified minority below the top
five on the list when such action was believed
necessary to avoid a violation of anti-discrim—
ination laws. Tho Stato Supremo Court sustained
the rule as a written and as appliod to tho
detriment of a white engineer whoso ranking was
higher than a black who was certified and hired.

Tho Court, pointing out the potential Iliability
faced by the city in a potential Title VII suit
based on the adverse Impact and lack of validity
of 1its existing procedures, and pointing to tho
Titlo VII preference for voluntary compliance
said that tho procedure did not vLolate oithor
state or federal law.

In Chmill c¢c. City of Pittsburgh, 22 FEP cases

742 (19B0) tho Pennsylvania Supremo Court sus—
tained a "dual certification procedure”™ used by



the City of Pittsburgh pursuant to which its
Civil Service Commission certified ten whites

and ten blacks for positions 1in the fire depart—
ment based upon their passing a physical ability
test and without regard to their rank on an
earlier written test whose validity was in doubt
and which had adverse 1impact on blacks.

The Sacramento action was completely voluntary; the
Seattle action appears to have been adopted voluntar —
ily but after earlier federal law suits; and the

Pittsburgh action was taken 1in a context where there
was an outstanding consent decree 1in an earlier
Federal suit, All three States speak of the strong
Federal and State policy in favor of voluntary com—
pliance and make it clear that such action can include
race-conscious steps. An Alaska Attorney General
Opinion (May 20, 1976) contained similar reasoning
when it approved an Interim Relief Agreement 1in which
tho Divisions of Alaska State Troopers and Fish and
Wildlife Protection of the Department of Public
Safety agreed to tho appointment of one-third of
commissioned officer openings with otherwise quali—
fied minority and/or female applicants. The opinion
pointed out that there are situations which "necessi —
tate the consideration of the race and sex of other —
wise qualified applicants.™

Midwest Intergovernmental Equal Employment Opportunity
Coordinating Committee:

One of the loading organizations in developing now

and 1imaginative approaches by state government to tho
affirmative action issue has boer. M_I.B_.E.O.C.
Rocontly, this organization has obtained from the
Bureau of Intergovernmental Personnel Programs a

grant to ho".d a mooting c¢® all tho stato level affirm—
ative action officials to share their expertise 1in

the development of responsible state government
affirmative action programs.

Detroit Mooting:

The mooting described 1in the previous paragraph will
be hosted by the Governor aad Personnel Director of
the State of Michigan and will be hold In Dotrolt at
the Hotel Pontchartraln on April 9-12, 1981. Attach-
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ment 3 contains some of the material on this confer
ence.

SPECIFIC IDEAS FOR AN AFFIRMATIVE ACTION PROGRAM IN ALASKA
IN STATE GOVERNMENT:

Outlined below are a number of thoughts about elements
that night be included 1in your thinking as you begin the
process of developing a program for affirmative action 1in
Alaska state government:

A.

Announcement of program by the Governor:

The first stop would be a written document by the
Governor announcing (either by Executive Order or
otherwise) a statewide affirmative action program for
employment in Alaska state government. The tone of
+mhis document would be to establish the effective
implementation of the progran as a managerial rather
than a human right3 problem. Tho initial focus of
such an order from the Governor should contain a
strong statement of his commitment the goals of equal
employment opportunity in affirmative action. How —
ever, unlike most traditional statements which atop
at that point, it should specifically point out thac
private employers havo recognized that "real commit—
ment” 1involves the commitment of resources and tho
development of a managerial system to achieve those
goals and it should indicate that his order 1in design
to start the process of allocating those ronourcos
and developing that nanagomcnt system.

Obviously if tho foundation for tho progran can
include the adoption by the legislature of the prin-—
ciples which 1 have mentioned here, that would bo
preferable. First it gives greater support to tho
program in tho eyes of operating department ho-.ds and
first lino managers who will bo called upon to Imple—
ment it. In addition, should the program bo chal —
lenged 1in court it 1is more likely to be sustained if
it is passed by the legislature and based upon legis—

lative findings. (See, for oxanplo, the discussion
of legislative findings in Klut nick v. Pullilove,
Uu.s. D)

The Managerial System:

At a minimum a good managerial system 1in state govern—
ment should havo a number of elements all of which
would be 1identified (in outline form) by the Govornor
in his 1initial announcement, or 1in a statement imple-
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meriting the statute, should you choose the legislative
route. Starting from the top down the layers 1in such
a managerial system would be:

The order itself which establishes the systenm
and 1its goals.

An affirmative action planning process which 1is
part of the Governor®s recently imposed manage —
ment by objectives system.

The development of annual affirmative action
plans with specific measureable goals and the
development of a review system (perhaps involv—
ing the 1interagency group recommended below).

The 1implementation of this entire system at a
level of the individual manager by establishing
elements in the performance review criteria ind
the job descriptions of all state managers
dealing with their effective contribution to tho
implementation of tho management EEO plans.

(This 1is now required in tho Federal govern—
ment.)

Tho Governor®s 1initial order might indicate that
ho has specifically directed the stato Depart—
ment of Administration to start the procuss of
amending all tho existing managerial job descrip—
tions to include EEO elements.

The Executive Order would recognize the difficul —
ties of developing such an affective system of
voluntary compliance within state government,
given tho fact tlut it occurs within tho contoxt
of the state civil service laws. Mo would
indicato that ho has directed the Commissioner
of tho Department of Administration and tho
stato Attorney General to develop guidelines for
state government agencios 1in achieving voluntary
compliance. Eventually, thoro should then ho an
oxchango of letters which load to a series of
Attorney General®™s opinions 1in which agencies
are advised that It is legal unJcr stato law for
then to take action to modify their onplovnont
systems in order to implement an afflrnatlvo
ac:ion plan. Thouo would oxpand upon the opinion
of May 20, 1974, which doalt with a situation in
which there had been a Human Rights Commission
staff finding of discrimlnatlan to indicate that
similar stops ran bo taken voluntarily based
upon a self-audit as suggested 1in tho EEOC



Affirmative Action Guidelines and the opinions

of the Uni ted States Supreme Court in the Moody
and Weber cases. Later the Attorney General may
want to 1issue an opinion concerning the power of
an agency to conciliate an individual or systemic
case including back-pay.

Interagency Coordinating Committee:

Either as part of the Executive Order or 1in some
other fashion the Governor might want to consider
establishing our Interagency Coordinating Committee
paralleling that now oxisting in Michigan.

However, serious consideration ahouid be given to the
membership and functions of such a council in light
of tho appropriate duties of the various agencies and
officials who might constitute 1its membership. For
example, the Human Rights Commission which 1is charged
by state law with investigating complaints alleging
discrimination in employment by state government
agencies clearly would not want to bo involvod in tho
procoss of approv >hg individual agoncy afflrnatlvec
action plans because it may later havo to make deci—
sions on casoo in which tho plan and/or tho results
of its implementation are offered by a state agor”y
as a defense to a charge by a female or minority.
While tho Human Rights Commission will want to avoid
dealing with approving specific plans in advance, it
would bo appropriate for it to be involvod in the
procoss of establishing the policies and principles
of such plans. It could for example Issuu principles
similar to those contained 1in the EEOC Affirmative
Action Guidelines and 1indicate tho nature of Affirm—
ative Action which employers can take and avoid a
risk of so-called reverse discrimination charges. It
would be appropriate for It to consult with other
state agencies 1in proparing such policies as KEOC now
does under Executive Order 12067.

Initiation (or "Kick-off"™) of this Program:

I believe that serious consideration should be given
to a general management mooting of all Commissioners
and division directors at which the governor would
announce and present his Executive Orderi the Attor —
ney Gonoral would discuss the problem he purco /os as
chief law enforcement official for the statoj tho
Cosmlssionor of the Department of Administration

would 1indicate tho way which his department will
assist in voluntary modification of employment 1i/stemo
and practices oo that agencies could know he*, if



whey undertook voluntary compliance action they will
not be opposed by the Division of Personnel; and the
director of the Human Rights Commission would discuss,
in a non-threatening fashion, pending compliance
activities and the hope of the Commission to avoid a
compliance-oriented approach wherever possible. The
goals of such a meeting would be primarily to:

communicate an appropriate "no fault™ ™"technical
perception”™ of employment discrimination so that
employers understand their obligation to identify
their present problems and systems which may

have contributed to discrimination and understand
that voluntary action they may take 1is not an
admission that those responsible for the previous
system wero "bad" people.

establish tho state®s approach to this matter as
a managerial approach designed to solve a manage—
rial problem with responsible managerial techni —
ques.

Detailed Training for Managers and Assistant Attorneys
General™:

An effective kick-off mooting suggested 1in the previ—
ous paragraph should probably be attended only by
Commissioners, division directors, and staffs of the
Human Rights Commission, attorney general®s office,
and Personnel and EEO divisions. In terms of 1its
approach to tho law it should bo general rather than
specific and bo designed along tho "perception" 1issue
rathor than the spocific d “tailed requirements of tho
implementation of a prog* . This will loave several
gaps which night bo filled by follow-up meetings:

a detailed longer training suasion for the
assistant attorneys general who will, as part of
tho follow-up stage, bo responsible for advising
tho specific departments and agencies to which
thuy are assigned. The session should probably
begin with an ovorall introduction by the attor—
ney general nd tho director of tho Human Rights
Commission with spocific detailed training to be
condt ted by tho two assistant attorneys general
assigned respectively to tho Department of
Administration and tho Human Rights Commission.

A series of follow-up mootings within each
department or groups of small agencies should be
held with all managers and supervisors to daal
with the "technical perception”™ 1issue outlined



