IN THE UNITED STATES DISTRICT COURT
FOR THE MIDDLE DISTRICT OF ALABAMA
NORTHERN DIVISION
PETILLIP PARADISE, JR.,
et al.,

FLED
FEB

1 1988

CLERK
U. S. £1STRICT
COURT

MiDDLE DL;]-. OF ALA.

Plaintiffs,
and

CIVIL ACTION NO. 3561-N

UNITED STATES OF AMERICA,
Plaintiff and
Amicus Curiae,
V.

THOMAS H. WELLS, et al.,
Defendants,
V. E. McCLELLAN, et al.,
DefendantIntervenors.
CONSENT DECREE
1.

This action was filed on January 3, 1972, alleging that

the defendants, the Director of the Alabama Department of Public
Safety (Public Safety) and the Director of the Alabama Personnel
Department (Personnel), engaged in a continuous and pervasive
pattern and practice of excluding blacks from employment in
Public Safety in violation of the Fourteenth Amendment to the
Constitution of the United States.

The private plaintiffs and

the defendants now desire to resolve this case without further
acrimony and without the necessity of further trial.
2.

The defendants' principal obligations in this case are

embodied in three orders.

The first order, entered by consent on

February 16, 1979, requires the defendants, among other, things,
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to utilize promotion procedures that conform with the Uniform
Guidelines on Employee Selection Procedures (Uniform Guidelines)
and that have little or no adverse impact on blacks seeking
The second order, entered on December 15, 1983,

promotion.

requires the defendants to promote one black trooper for each
white trooper promoted under certain circumstances.

The judgment

of the court of appeals upholding the December 1983 Order was
affirmed by the United States Supreme Court on February 25, 1987.
The third order, entered on October 17, 1986, requires the

defendants to demonstrate that any procedure used for selecting
entry-level troopers after the one-for-one hiring requirement is
lifted complies with the prior orders in this case and the
applicable law.

The order also provided that the one-for-one

hiring requirement shall be lifted when Public Safety
demonstrates that, for a period of three months, at least 24.5
percent of the permanently employed state trooper force is black.
3.

There are two substantive motions currently pending

before the Court.

The first, filed by Public Safety on October

31, 1986, asks the Court for permission to promote twenty-nine
entry-level troopers to the position of corporal.

The second,

filed by Public Safety.on November 14, 1986, asks the Court for
permission to use new procedures for selecting entry-level
troopers.

Private plaintiffs and the United States have opposed

each motion.

If the litigation continues without settlement,

further time-consuming and expensive proceedings will be
necessary even after the two pending motions are resolved.
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4.

This Decree is designed to make all further litigation

unnecessary, to supplant the defendants' obligations to the
private plaintiffs under all other existing orders in this case,
to remedy past, pervasive discrimination and the effects thereof,
to provide blacks with equal employment opportunities, and to
prevent discrimination in the future.
5.

Before agreeing to this Decree, the parties engaged in

substantial discovery.

Before entering this Decree as its own

order, the Court, after notice, held a fairness hearing, heard
evidence concerning the propriety of the terms of the Decree, and
considered the views of counsel for all parties.

Based upon the

entire record in this case, IT IS ORDERED, ADJUDGED, AND DECREED
as follows:
JURISDICTION
6.

This Court has jurisdiction over the subject matter of

this action and the parties hereto.

The Court shall retain

jurisdiction during the period of this Decree and may enter such
other and further relief as the Court may deem appropriate.
PARTIES
7.

The parties to this decree are the private plaibtiffs

and the defendants.
8.

Private plaintiffs are a class of black persons in

Alabama who have been, or may be, discriminatorily denied
employment opportunities as Alabama State Troopers by the
defendants' actions.

The class includes black state troopers who

have been, or may be, discriminatorily denied promotions within
the ranks of the Alabama State Troopers.
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James E. Jackson, a

black trooper sergeant, and Osburn Rutledge, Jr., a black entrylevel trooper, are hereby added as named plaintiffs.

The Court

finds that both are adequate class representatives and that the
other prerequisites to maintaining this case as a class action
pursuant to Rule 23 continue to be satisfied.
9.

The defendants are the Director of the Alabama

Department of Public Safety and the Director of the Alabama
Personnel Department.

Their agents, officers, successors in

office, employees, and all persons acting in concert or

participation with them shall be bound by the terms of this
Decree.
EFFECT OF DECREE
10.

This Decree resolves all issues presently in contention

between private plaintiffs and defendants, except as specified in
paragraph 45.
11.

Public Safety'sNovember 14, 1986 motion for permission

to use new procedures for selecting entry-level troopers and

October 31, 1986 motion for permission to promote twenty-nine
corporals are hereby denied as moot.
12.

All prior orders setting forth the obligations of the

defendants with respect to the private plaintiffs are hereby
vacated.
13.

In the event that a higher court rules that any of the

remedies in this Decree are not permissible, plaintiffs shall

have the option of (a) seeking and obtaining an appropriate

modification of the Decree, or (b) abrogating the settlement and
resuming litigation.
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14.

Insofar as any of the provisions of this Decree, or any

actions taken pursuant to such provisions to accomplish the
objectives of this Decree, may be inconsistent with any state
statute,

law, or regulation, the provisions of this Decree shall

prevail in accordance with the constitutional supremacy of
federal law.
DURATION OF DECREE
15.

This Decree shall become effective immediately upon the

date of its entry and shall expire on December 1,

1990, unless

extended as provided in paragraph 27..
16.

If private plaintiffs hereto have commenced proceedings

prior to December 1,

1990,

alleging noncompliance with this

Decree, this Court shall retain jurisdiction over this action
until such proceedings are terminated.
ENTRY-LEVEL POSITIONS
17.

In accordance with the provisions of this Decree

concerning SELECTION PROCEDURES, defendants shall develop and
implement new selection procedures for entry-level troopers and
new- selection procedures for trooper cadets within two years.
18.

While new selection procedures for entry-level troopers

are being developed,

the ratio of the percentage of troopers

hired and completing the trooper academy who are black to the
percentage of applicants on the hiring register for such
positions who are black, have a high school degree or GED,
meet the age requirement

shall be at least equal to

approximately 80 percent of the same ratio for whites.
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and

While new selection procedures for trooper cadets are

19.

being developed, the percentage of cadets hired and completing
any required training who are black shall be approximately. equal
to the percentage of applicants for such positions who are black,
have a high school degree or GED,
20.

and meet the age requirement.

For the duration of this Decree,

the defendants shall

continue their recruitment efforts designed to ensure that blacks
are well-represented among applicants for entry-level trooper
positions.
21.

For the duration of this Decree, the defendants shall

make special recruitment efforts to ensure that the percentage of
applicants for trooper cadet positions who are. black shall be
approximately equal to the percentage of persons earning a high
school diploma from a public school in Alabama in the. previous
year who are black.
22.

Defendants may use separate certifications if necessary

to accomplish the objectives in this section of the Decree and
shall be allowed to delete names from the hiring register after
such names have been on the register for two years.

SUPERVISORY POSITIONS
.23.

State Trooper Corporals
a.

Upon entry of this Decree, defendants shall

promote 15 black troopers and 25 white troopers to the position
of corporal.
percen

After such promotions are made, approximately 25

of the trooper corporals will be blacks.
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Prior to administering future corporal selection

b.

procedures, defendants shall develop,
qualified industrial psychologist,

in cooperation with a

an examination announcement

informing prospective applicants of the nature of such selection
procedures, the characteristics such procedures are designed to
assess, and the materials with which the applicants are expected
to be familiar.
24.

Goals and Timetables for Remaining Supervisory

Positions -- The defendants shall strive to have a workforce in
which blacks hold the following percentages of positions at the
given ranks within the times specified.
a.

State Trooper Sergeants -- within one year, 10

percent; within two years,

15 percent; within three years,
-

percent.
b.
months,

State Trooper Lieutenants -- within eighteen

lOpercent; within three years,
c.

20

15 percent; and

State Trooper Captains -- within three years,

10

percent.
25.

In order to reach the goals set forth above,

defendants agree to take the following steps,

the

in addition to

those contained in other provisions of this Decree.
a.

Reduce time-in-grade requirements for all positions

above State Trooper Corporal -- Currently, defendants require
that an applicant for promotion have two years permanent service
in the preceding rank.

In the future, defendants shall require

that applicants have no more than (a) one year permanent service
in the preceding rank or (b) six months permanent service in the
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preceding rank and eighteen months permanent service in the next
most preceding rank.
b.

Develop supervisory management training programs --

Such programs shall be designed to benefit potential state
trooper candidates for promotion to positions above corporal and
to improve the performance of state trooper supervisors in their
current positions.
one year.
c.

These programs shall be- implemented within

Alternate Career Paths -- If it appears at any time

to the Director of Public Safety that the goals set forth in this
Decree cannot be met by taking the steps outlined above and
elsewhere in this Decree, the defendants shall endeavor to reach
the goals by promoting qualified blacks from within Public Safety
regardless of rank or time-in-grade requirements or by
intensively recruiting and considering qualified black candidates
outside the ranks of Public Safety.

Such intensive recruitment

efforts shall include special nationwide advertising campaigns
designed to reach, qualified black candidates, provisions to pay
the expenses associated with bringing top black candidates to
Alabama in order to provide them with the opportunity to see the
work environment and be interviewed, and provisions to pay the
moving expenses of black candidates who are selected.
26.

The goals set forth above are not rigid quotas.

The

defendants shall not be required to employ unqualified persons,
to displace current employees from their 'jobs, or to maintain a
particular percentage of black troopers within a given rank once
the goals have been met.

When choosing among qualified
-
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candidates, the defendants may take race into account and use
separate certifications if necessary to meet the goals.
27.

In the event that the goals set forth above are not met

by December 1,

1990, despite the good faith efforts of the

defendants, sanctions shall not be imposed; however,

the duration

of this Decree shall automatically be extended until the goals
are met.
28.

In accordance with the provisions of this Decree.

concerning SELECTION PROCEDURES, defendants shall develop new
selection procedures for each supervisory rank, beginning with
the corporal rank, during the life of the Decree; however,
defendants'

the

commitments under paragraphs 23-25 of this Decree

shall be neither dependent on nor excused by the development of
such selection procedures.
29.

If promotions are needed after the goals are met but

before the new selection procedures are developed in accordance
with the provisions of this Decree concerning SELECTION
PROCEDURES, the percentage of persons promoted who are black
shall be approximately equal to the percentage of applicants for
such positions meeting time-in-grade requirements who are black.

SELECTION PROCEDURES
30.

Selection procedures developed pursuant to this Decree

(the new selection procedures) shall conform to the Uniform
Guidelines, shall minimize an

adverse impact against blacks to
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the extent practicable,
December 1,

1

shall be implemented not later than

1990, and shall be deemed acceptable and binding on

the parties for the duration of the Decree.
31.

The parties to this Decree have agreed to have Dr.

Benjamin Schneider and Dr.

Irwin Goldstein develop the new

selection procedures in close consultation with Dr. John Veres.
Drs. Schneider and Goldstein, professors of psychology at the
University of Maryland and principals in the firm organizational
and Personnel Research,

Inc., are two of the leading industrial

psychologists in the nation.

Both are former presidents of the

Society for Industrial and Organizational Psychology, Division 14
of the American Psychological Association.

Dr. John Veres is a

well-qualified industrial psychologist from Auburn University at
Montgomery.

Because Personnel intends to have a long-term

relationship with Dr. Veres,

the parties to this Decree consider

his involvement in the development of the new selection
procedures to be crucial.
32.

In the event that the defendants, despite their good

faith. efforts, are unable to secure the services of Drs.
Schneider and Goldstein,

plaintiffs

counsel shall select,

in

consultation with the defendants and the United States,
alternative qualified industrial psychologists to develop the new
selection procedures in close consultation with Dr. Veres.

The

alternative psychologists shall also cooperate with any
psychologists designated by the United States.
1
Among the procedures to be used to minimize adverse impact
shall be banded scoring in the event that a rank-order scoring
system is employed.
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33.

The industrial psychologists referred to above who are

responsible for developing new selection procedures shall:
a. develop content valid or, where appropriate,

other

valid selection devices for the positions of State Trooper Cadet,
State Trooper,

State Trooper Corporal,

State Trooper Sergeant,

State Trooper Lieutenant, State Trooper Captain,

and State

Trooper Major;
"b.

provide Personnel with sufficient information and

documentation to show that the development and implementation of
the selection devices conform to the Uniform Guidelines and
minimize any adverse impact against blacks to the extent
practicable; and
c.

develop selection devices in such a way that the

staff of Personnel,
psychologist,

under the guidance of a qualified industrial

will be trained to continue to assist in developing

and administering selection devices for the aforementioned
classifications.

Fundamental to the accomplishment of this

objective is the development of detailed reports outlining the
steps used to d&zelop the selection devices.

Five professional

staff members of Personnel will be sufficiently involved in the
project and will receive training from the industrial
psychologists referred to above so that they are able to continue
to assist in developing valid selection devices after completion
of this project under the guidance of a qualified industrial
psychologist.
34.

The defendants agree to cooperate fully with the

industrial psychologists referred to above.
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35.

The Court order

defendants to pay the reasonable fees

and expenses of the industrial psychologists referred to above,
other than any psychologists designated by the United States.
Invoices, setting out the functions performed and the costs
incurred (with appropriate documentation), shall be submitted
periodically by the industrial psychologists and shall be paid by
defendants consistent with the terms of. the contract with the
industrial psychologists.
GENERAL PROVISIONS

36.

The defendants shall not discriminate against black

applicants, candidates, or employees in any aspect of employment
whatsoever at Public Safety.
37.

The defendnts shall time promotion selection

procedures so as to maximize promotional opportunities for blacks
within Public Safety.
38.

Within six months, Public Safety shall complete a study

of trooper assignment practices and training opportunities.
Within nine months, Public Safety shall issue guidelines to
ensure that trooper assignments are made and training

opportunities accorded in a manner that is consistent with the
goals and commitments in this Decree.
39.

Within 90 days, Public Safety shall assign a corporal

(or a supervisory officer of a higher rank), answerable directly
to the Assistant Director of Public Safety and stationed in
Montgomery: whose primary responsibility shall consist of:
a.

compliance with the

monitoring the defendants

terms of this Decree;

.
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b.

assisting the defendants in carrying out the terms

of this Decree; and
c.

administering the Equal Employment Opportunity

Program within Public Safety.
40.

The Equal Employment Opportunity Program within Public

Safety shall be enhanced and administered in the manner described
in Attachment 1.

Public Safety shall enroll the person assigned

to administer the program in the four-month EEO training program
offered at Patrick Air Force Base in Florida or in an equivalent
training program.
MONITORING AND- RECORDKEEPING
41.

Defendants shall make quarterly reports on their

efforts to comply with this Decree in a format to be prescribed
by plaintiffs' counsel within 90 days.

Such reports shall be

filed with the Court and submitted to plaintiffs' counsel. Plaintiffs'

-

counsel may revise the format for such quarterly

reports periodically.
42.

Defendants shall retain for the duration of this Decree

all records concerning the implementation of this Decree.
records shall be available to plaintiffs'

These

counsel for inspection

and copying.
43.

For the duration of this Decree, plaintiffs' counsel

shall be entitled to contact, and request information from, the
industrial psychologists chosen to develop the new selection
procedures, the Assistant Director of Public Safety, and the
corporal appointed by Public Safety to monitor the defendants'
compliance with the terms of this Decree.
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Such contacts and

requests need not be in writing and need not be cleared with
counsel for defendants.

Plaintiffs' counsel shall make available

to counsel for defendants copies of any written information so
provided.
Plaintiffs' counsel shall be entitled to reasonable

44.

costs and fees for monitoring the defendants'
this Decree.

compliance with

counsel shall provide documentation of

Plaintiffs'

the number of hours spent,

the functions performed, and the costs

incurred on a quarterly basis.

Counsel shal

be entitled to

compensation at a rate of $100.00 per hour for
and $25.00 per hour for paralegals' time.

attorneys'

time

Subject only to the

accuracy of such documentation, *defendants shall pay the
requested amount within 60 days; without waiving objections as to
Defendants may challenge the number of hours or

the amount.

costs incurred by establishing that the hours or costs were not
incurred, were frivolously incurred, or were otherwise patently
unreasonable.

Such claims shall be resolved by the Court.
ATTORNEYS

FEES

Plaintiffs' counsel shall be entitled to reasonable

45.
attorneys'

fees and costs incurred in opposing the two motions

specified in paragraph 3 and in negotiating and drafting this
Decree.

If such fees and costs cannot be agreed to, the issue

shall be submitted to the court for resolution.

The parties have

submitted the issue of plaintiffs' entitlement to fees and
expenses for plaintiffs' counsels' work in connection with
Paradisev. United States

No. 85-999 (U.S. Feb. 25, 1987),

the Court for resolution.

Should the Court rule that either
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to

Public Safety or Personnel,

or both, is liable for such fees and

expenses, and should such fees and expenses not be agreed to, the
issue shall be submitted to the Court for resolution.
DEFENSE OF DECREE
46.

The parties to this Decree shall use their best efforts

to obtain prompt judicial approval of the Decree.

The parties

agree to defend the lawfulness of the Decree in the event that it
is challenged by any other party to this litigation or by any
other person before the District Court,
collateral proceeding.
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on appeal, or in any

DONE, this

1st

day of

February

,

1988.

United States District Judge
Consent to the entry of the foregoing Decree is hereby
granted.

J7$.ichard Cohen
f'Eris S. Dees, Jr.
400 Washington Avenue
Post Office Box 2087
Montgomery; AL 36102-2087
Counsel for Plaintiffs

Th m S H. Wells
Post Office Box 1511
Montgomery, AL 36192
Director of the Alabama
Department of Public Safety

Edward L. Hardin, Jr.
Hardin & Hollis
1825 Morris. Avenue
Post Office Box 11328
Birmingham, AL 35202-1328
Counsel for the Director of
the Department of Public Safety

4SvanceBallar
Cdrd:s
Assistant Attorney General
ersanei Director
State of Alabama.
Office of the Attorney General
402 Folsom Administrative
Alabama State House
11 South Union Street
Bldg.
AL
Montgomery,
Montgomery, AL 36130
Counsel for the Director of the
Department of Personnel
Dated:

74(6'?
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ATTACHMENT 1
ALABAMA DEPARTMENT OF PUBLIC SAFETY
COMPREHENSIVE EQUAL EMPLOYMENT OPPORTUNITY PROGRAM
I

GENERAL POLICY STATEMENT

It is the policy of the Alabama Department of Public. Safety to be
fair and equitable in all its relations with its employees and
applicants for employment without regard to race, color, religion,
creed, sex, age, national origin, ancestry, handicap or marital
status. The Department of Public Safety is committed to the concept
of equal employment opportunity as a necessary element of basic
merit system principals that all persons shall be afforded equal
access to positions within the Department limited only by their
ability to do the job.
Equal opportunity can best be effected
a
definitive Affirmative Employment. Program.
If progress
through
toward achieving equal employment opportunity is to be made every
citizen of the State of Alabama and every employee of this
Department must realize that policies to remove inequalities cannot
be merely passive.
Positive steps must be taken to remove
conditions which could result in unlawful employment discrimination.
II

GENERAL OBJECTIVES

1.
To assign. responsibility and accountability for Equal
Employment Opportunity and monitor the progress of the program. The
most crucial parts for policy implementation are at the Department
Head and supervisory levels where decisions affecting hiring,
assignment, training, promotion, compensation and disciplinary
action are made.
2.
To promote harmonious employee relations by providing
training regarding the Department's personnel policies and fair
employment practices to supervisory employees, increasing employer
awareness and acceptance of race, sex and handicap differences among
employees and prohibiting unlawful harassment of employees in the
work place.
3.
To provide a vehicle for airing
allegations of differential treatment based
assure that all discrimination complaints are
and reprisal, within established time limits
is taken following decision.

grievances concerning
on race or sex and to
processed without fear
and appropriate action

4.
To identify areas of under utilization of protected groups
and areas that appear to require special attention or remedial
efforts by analyzing employment levels for protected group members
throughout the classes of positions within the department comparing
same with the available relevant labor force and by evaluating
employment practices within the department for purpose of
discovering and eliminating possible discriminatory barriers to
employment opportunities.

III

ORGANIZATION AND RESPONSIBILITIES

A.
DIRECTOR
The Department's Director shall have the ultimate
responsibility for the success of the Equal Employment Opportunity
The Director shall provide for effective
Program Plan.
communication of and conformance with the requirements of this plan
and assure each Division Chief takes such affirmative action as is
necessary to promote its goals. The Director shall annually review
the program's progress.
The Assistant Director shall accept the
B. ASSISTANT DIRECTOR
responsibility for effectuating progress towards the goals and
insure that appropriate steps are
objectives of the plan,
the
including respective
throughout
department,
implemented
divisions of the department, that are consistent with and supportive
of the plan and hold division chiefs and other supervisory employees
accountable for promoting equal employment opportunity in the work
place.
Specifically the Assistant Director shall:

Assure that EEC officer and EEC Counselors are adequately
(1)
trained in equal employment opportunity, personnel and human
resource managements and administration to deal knowledgeably with
issues and problems within the department as they arise.
Insure direct live access to top management and establish
(2)
lines of communication to supervisory personnel, i.e., post
commanders, supervisory support personnel, etc., providing written
guidance or training in EEO when necessary.
(3) Assist the EEC officer in making good faith efforts to meet
realistic numerical goals and timetables from data provided by the
Personnel office and participate in identifying problem areas and
developing annual updates of the plan.

Evaluate the effectiveness of department supervisory
(4)
personnel in furthering the progress of the department's efforts in
affirmative action.
Establish criteria to measure productivity and cost
(5)
effectiveness of the EEO staff utilizing fiscal controls to track
all resources devoted to EEO.
C. EEO OFFICER
The Director of Public Safety shall appoint one
person to serve as Equal Employment Opportunity Officer for the
He shall be directly responsible to
Department of Public Safety.
the Assistant Director of the Department. The EEO Officer will be
responsible for the following.
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(1)
Planning and coordinating activities associated with the
program;
(2)
Assisting members of management and division chiefs in
problems identification and resolution relative to any requirement
or provision of the program;

(3)
Developing draft policy statements, internal and external
communication techniques, and to the extent new and important
objectives arise, and developing additional affirmative action
components of the plan outlining the means through which such
objectives will be accomplished;

(4)
Developing and
designed to:

implementing, audit and reporting systems

a.

Periodically measure the effectiveness of
the plan as well as individual divisional
efforts.

b.

Identify areas that appear to require
special attention or remedial effort.

c.

Determine the degree to which minority,
women and other protected group placement
goals are being achieved.

(5) Analyzing and evaluating employment practices and developing
methods and strategies for improving the Departments EEO position,
increasing protected group employment and complying with merit
principle and legal requirements;
(6)
Serving as liaison between enforcement agencies,
minority/women groups, handicapped groups and other community action
groups as appropriate;
(7)
Acting as resource person in matters regarding developments
in the area of Equal Employment Opportunity;

(8)
Receiving, investigating and participating in the complaint
process working to resolve internal complaints of alleged
discrimination;
(9)
Arranging, participating and evaluating training activities
related to EEO; preparing reports and informative articles making
presentations to Department management, employees and community
groups; and

(10)
coordinating efforts and providing technical assistance to
the Equal Employment Advisory committee regarding policies,
procedures and resources available to the program.

D. EEC COUNSELORS: One person from each District and one person
from the Academy Staff have been appointed by the Director of the
Department to serve as EEO Counselor. The responsibility of these
EEC Counselors shall be:
To discuss with any employee of the Department of Public
(1)
at
such employee's request, any matters which such employee
Safety,
feels abridges or interferes with such employee's EZO rights,.
investigate allegations of discrimination and conduct final
interviews with employees in an effort to resolve the complaint;
Serve as liaison officers between Department of Public
(2)
Safety employees and the EEO Officer to insure that all questions or
complaints are properly handled according to the established
procedures; and
Make every effort to resolve on an informal basis, any
(3)
matter giving "rise to allegations of discrimination, however, if
such informal proceedings are not successful, the EEO Counselor
shall advise the employee of his, right to institute formal
procedures and shall assist the employee in seeing that the
employee's tonal complaint is in correct form and properly filed.
E.
EEC ADVISORY COMMITTEE
The Departmental EEO Officer shall
appoint persons within the' Department of Public Safety to serve on
an Equal Employment Advisory Committee.
The Committee membership
shall include minorities and females from various job levels and
divisions within the Department. The committee shall be composed of
six (6) people and meet regularly with the EEC Officer to provide
two-way communication and suggestions on any aspect of the program.
IV.

RECRUITMENT AND HIRING

1.
Analyze and review current recruitment
procedures for each job category to identify
discriminatory barriers.

and
and

screening
eliminate

2.
Utilize affirmative recruitment measure for all jobs where
underrepresenatives has been identified and maintain file and
minority and women applicants to consider for future openings.
3.
Establish objectives measures to analyze and monitor the
recruitment process - keep records on number of minority/women
applicants who apply, who are hired, who rejected and why.
4. Compile and review internal and external data periodically to
determine job categories in which minority and women resources may
be under utilized.
This means analyzing relevant statistical data
on the work force to determine the composition of major jobs, the
number and kinds of jobs to be filled and comparing with relevant
data on job classifications in the state's work force.
4

Preview periodically the interview and screening process to
insure equal treatment of all applicants for employment into the
Department of Public Safety.

V

TRAINING AND CAREER DEVELOPMENT

1.
A survey of current skills and training of the work force
will be conducted to determine the desire and availability of
employees, particularly minqrities and women, who have skills
Underutilized employees will be
required to meet staffing needs.
identified.
"
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Career counseling will be available to all employees on an
basis.
equal
Will ensure there are no unnecessary barriers to full use of
skills and training.
4.
Programs designed for career development will be instituted
periodically and will be offered equally to all candidates.
a.
A professionally designed supervisory/management
training program concentrating on human resource management.
b.
In service training on various subjects in general
police supervision including video cassette programs offered on a
Attendance records shall be
monthly basis at local posts..
maintained.
C.
Work schedules will include days when corporals will
work with and assume the duties of the sergeant and, take command
when the sergeant is not on duty.
The same will be done for
desirous
of
troopers
corporal promotion and offered on. an equal
basis
to all promotional candidates.
nondiscriminatory

d.
Special assignment training programs within separate
divisions of the department will be offered qualified candidates on
an equal non-discriminatory basis.
Records will be established to
insure* that all qualified candidates participate in training
These special
programs on an equal,
nondiscriminatory basis.
function details include:
i.

Hi hway Patrol Division
a.
Special Weapons and Tactics
b.
Traffic Related Homicide Investigation
C.
Weight Detail
d.
Hazardous Material Response Team
e. Motor Carrier Safety Unit
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ii.
iii.

Drivers License Division
a. Revocation and Suspension Officers
b. Motor Carrier Driver's License Inspection
A.B.I Division
a. Narcotics Unit
b. Auto Theft
c. Missing Children

e.
Brochures will be prepared for all corporal candidates
outlining the duties of the corporal and subject matter the state
trooper should concentrate on to prepare for promotional
examination.
The same will be prepared for corporal who desire to
such promotion to sergeant.
VI

COMPLAINT PROCEDURE

A.
All employees shall first discuss any matters which, such
employee feels abridges or interferes with such employees' equal
employment opportunity rights with the EEO Counselor. Such matters
may involve (but are not limited to) recruiting, hiring, transfer,
promotion,
training, compensation, benefits, and disciplinary
actions.
B.
If the resolution proposed by the EEO Counselor is not
satisfactory to the employee, the employee may file a written
complaint of discrimination with the EEC Counselor. The complaint
will be made on the Employee Grievance Form in duplicate.
The
original will be submitted to the EEO Counselor. The copy will be
retained by the employee.
Within five (5) working days from the
date of filing, the EEC Counselor will forward the complaint to the
Departmental EEC officer. The EEC Counselor may submit any facts or
comments in memorandum form along with the' complaint to the
Departmental EEC Officer..
C. The Departmental EEO Officer will investigate the complaint.
After reviewing the complaint with the Director, the Departmental
EEC Officer shall respond in writing within ten (10) work days to
the complaint explaining the situation or any action taken to
correct the problem.
D. If the
days from the
copy of the
Department of

employee does not receive an answer within thirty (30)
date the complaint is filed, the employee may submit a
original complaint directly to the Director of the
Public Safety.

E.
A person may appeal the action taken directly to the State
Personnel Board.
The appellant and the person or persons
responsible for the alleged discriminatory action shall have the
right to be heard by the Board or a special hearing agent and to
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If the Board finds after the hearing that there
present evidence.
was discrimination, it shall "order appropriate corrective action and
its decision shall be final.
VII

COMMUNICATING POLICY

The Department of Public Safety recognizes, that in order for an
EZO Program to be effective it must be communicated throughout the
department and throughout the State of Alabama. Effective means of
communicating the Department's commitment to EZO will include:
A.
Issuing formal statements of the EEO Program, signed by the
Director, to all employees, managers and supervisory management
employees, and job applicants.
B.
Communicating the importance of harmonious race relations in
all supervisory/management programs and at the training academy.
C.
Posting the EEO Plan of Action on each "official"
Board throughout the Department of Public Safety.

Bulletin

D.
Orienting all employees, new and old, to the purpose of EEO
and the function of Departmental EEO Counselors.
E.
Posting naneW, addressed, and telephone numbers of the
Departmental EEO Counselors in the areas where employees work,
including at each Highway Patrol Post.
F.
Defining for all employees the procedures for processing
discriminatory complaints.
G.
Encouraging active participation with and recommendations to
the EEO Advisory Committee.
H.
Including in all Public Service Advertisements a notice that
the Department of Public Safety is an "Equal Opportunity Employer".
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