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The distinguished manager of the 

bill, the Senator from New Jersey (Mr. 
WILLIAMS) , intends tomorrow to present 
a motion to invoke cloture on the pend
ing bill. 

ADJOURNMENT UNTIL 11 A.M. 
TOMORROW 

Mr. BYRD of West Virginia. Mr. Pres
ident, if there be no further business to 
come before the Senate, I move, in ac
cordance with the previous order, that 
the Senate stand in adjournment until 
11 a.m. tomorrow. 

The motion was agreed to; and at 4:51 
p.m. the Senate adjourned until tomor
row, Friday, February 18, 1972, at 11 
a.m. 

NOMINATIONS 
Executive nominations received by the 

Senate February 17, 1972: 
DEPARTMENT OF JUSTICE 

William K. Schaphorst, of Nebraska, to be 
U.S. attorney for the district of Nebraska for 
the term of 4 years vice Richard A. Dier, re
signed. 

FARM CREDIT ADMINISTRATION 

The following named persons to be mem
bers of the Federal Farm Credit Board, Farm 
Credit Administration, for terms expiring 
March 31, 1978: 

Melvin E. Sims, of Dllnois, vice R. D. Penne
well, term explrlng. 

E. Riddell Lage, of Oregon, vice A. Lars 
Nelson, deceased. 

IN THE MARINE CORPS 

The following named (Naval Reserve Oftl
cers' Training Corps) graduates for perma
nent appointment to the grade of second 
lieutenant in the Marine Corps, subject to 
the qualifications therefor as provided by 
law: 
Adkins, Arthur A. 
Arndt, Gary A. 
Armstrong, Brain s. 
Ashley, Wllllam G. 
Ba.iley, Gilbert W., II 
Behal, Eugene F. 
Blacklston, Dallas 0. 

II 
Blackledge, Matthew 

w. 
Blice, Anthony D. 
Borgert, Gregory D. 
Brothers, Bruce H. 
Brown, Franz K. 
Brown, Patrick J. 
Buettner, John M. 
Bussiere, James A. 
Canetti, Christopher 

s. 
Carter, Wilfred 
Case, Stephen A. 
Carmichael, David L. 
Chinn, Wendell C. 

Conway, Kevin J. 
Cooper, Michael 
Covert, David c. 
Creech, Walter M. 
Culler, Wllllam S. 
Cygan, Michael T. 
Denison, Alan G. 
Dunsmore, Billy D. 
Efird, William P. 
Ehler, Thomas C. 
Endres, Alex 
Engelen, Richard L. 
Farley, Peter B. 
Finley, Riley P. 
Foursha, Sammy L. 
Gale, Michael L. 
Gallagher, Patrick F. 
Garrett, Patrick M. 
Gido, Paul A. 
Giles, Lawrence J. 
Gion, Clifford J. 
Graber, Patrick M. 
Graham, Gerold W. 
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Griffin, Harry P., Jr. Peterson, Christopher 
Haffey, William J. D. 
Hamil, David C. Rambow, WUliam E. 
Hammil, William Regan, Joseph S. 
Hamner, Philip L. Reid, Charles D. 
Harrington, Robert J. Richardson, Edmond 
Hawkes, Kenneth G. T. 
Hedin, Michael Richardson, Mark D. 
Heine, Joseph P. Russell, Gregory 
Heldenbrand, Martin Routson, Samuel J. 

L. Schneider, Robert L. 
Hodson, Douglas D. Schutt, Jerry 0. 
Hoffman, James C. Sigler, William M., III 
Hinkle, David E. Skaggs, Robert W. 
Holton, Thomas A. Smith, Stanley R. 
Hoover, Paul C. Spurgeon, Marca 
Huff, William T. Steel, John E. 
Hutchinson, MichaelStevens, Roland E. 

J. Strautman, Randolph 
Jorgens, WllUam J. B. 
Kline, Gerald J. Strong, John E. 
Krout, Wayne E. Sudholt, Michael G. 
Leather, Ramsey B. Sundk.ist, Terrance C. 
Lenke, Thomas C. Ta.rra.nlt, Kenneth W. 
Macinnis, James Thiem, Carl W. 
Mack, Stephen Turcich, John A. 
MacKenzie-Graham, Twardy, Ronald D. 

Donald B. Vargas, Frank A., ill 
Mather, Michael W. Vincent, Kenneth A. 
Marzullo, Gary B. Waters, Charles R. 
Mizell, Donald West, Rand911 B. 
Murray, Thomas W.Wester, John A .. Jr. 

Jr. Wheeler, James R. 
Nelson, Ronald F. Williams, Herlls A. 
Norman, Dennis E. Wilson, Gregory V. 
O'Brien, Daniel L. Woodson, MichaelS. 
O'Brien, Philip J. Zeimetz, Joseph M. 
O'Boyle, Michael W. Zinn, Andrew D. 
O'Boyle, Patrick D. Zhookoff, George E. 
Odekerken, Joseph H. 
Orlando, James V., III 
Pennington, Troy D. 

The following-named U.S. Naval Aoademy 
graduates for permanent appointment to the 
grade of second lieutenant in the Marine 
Corps, subject to the qualifications therefor 
as provided by law: 

Accurst, Leo L. Edinger, Arthur E. 
Barr, Michael J. Edwards, Willta.m R. 
Besaw, Gary A. Fanning, Larry G. 
Blair, Lawrence J., Jr. Fayle, Patrick A. 
Bodine, Barry L. Fisher, Stephen T. 
Borderud, SCott R. Fox, Robert C. 
Brandon, Robert A. Frawley, Richard J. 
Burnette, Edwin A. Frazier, Douglas N. 
Butler, Dean E. Gaumer, John R., Jr. 
Byers, Michael J. George, Charles E. 
Byrd, Robert S. Gibson, Frank L. 
Caldwell, William B., Glover, Joe H. 

Jr. Groves, William L. 
Card!, Cesare Guilliams, Ronald G. 
Carl, David H. Haden, Gerald L. 
Chard, Steven D. Hawthorne, Daniel G. 
Clerk, Michael J. Henry, Patrick T. 
Cooper, Whylen G. Hickey, James T. 
Crump, Walter L., Jr. Howard, Arthur J., Jr. 
Curtis, Robert c. Jatho, Edgard W., Jr. 
Davis, Oalvin R. Johnson, Dal:as, W. 
Daymude, John R. Johnson, Johnnie 
Decker, Raymond J., Johnston, John J. 

Jr. Jones, Nelson M. 
Delbridge, Robert w., Jones, Thomas D. 

Jr. Keaser, Lloyd W. 
Donohue, Paul F. Kenney, Robert E. 
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Klein, Edward M. Petrusch, Charles E., 
Knapp, William L. ll 
Konopa, Steven J. Phillips, Joe D. 
Kratochvll, David A. Polly, Richard K. 
Lamberth, Gregory D. Popper, Michael K. 
Lee, Robert E. Porterfield, Richard B. 
Lewis, Donald c. Rucks, Charles H. 
Linhart, Richard J., Schaub, Kenneth E. 

Jr. Schickner, Mark C. 
Lundblad, Michael T. Schuler, Thomas M. 
Marshall, Robert A. Schultz, Randolph L. 
Martin, Paul w. Sessa, Vincent A. 
Mason, Matthew T., II Sexton, John L. 
McClowry, Thomas P. Seybert, Jerry M. 
McFarland, Johns. Shoger, Thomas C. 
McLaughlin, steven Sluder, James M., III 

M. Smith, BradS. 
McLeod, John w. Smith, Edward M. 
McMillan, Julius A. Smith, Gary E. 
Meserve, Richard P. Smith, Randall E. 
Mitchell. Thomas P. Solecki, Peter K. 
Mooney John T Stefek, Thomas G. 
Moore Wllliam j J~ Stephens, BlakeR. 
Morreii Richard w · Stevens, Scott H. 

II ' ·• Summers, Steven D. 
Moss, Scott F. Taylor, John R., m 
Mu, Richard A. Thorne, Lloyd M. 
Murray, David W. Thornton, John D. 
Newhart, Harold P. Tindall, Julius S. 
Nichols, Frank W. Upton, John G. 
Norris, Sheldon J. Vizzier, Joseph M. 

Walther, Larry E. 
Nato, Clayton W. Wehrle, Robert A. W. 
Nugent, John A. Wheeler, Michael J. 
Padden, Thomas J., Wilkerson, John A. 

m Wry, Steven C. 
Perrott, Edward J. Zimmerman, 
Peterson, George L. Robert R. 

The following named (Navy enlisted sci
entific education program) graduates for 
permanent appointment to the grade of 
second lieutenant in the Marine Corps, sub
ject to the qualifications therefor as pro
vided by law: 
Dvoskin, Stanley F. 
Horn, James A., Jr. 
Kelslake, Keith L. 
Miller, Charles W. 
Myers, Richard M. 

Stephens, Cortez D. 
Thornton, John M. 
Tucker, George T. 
Watkins, Ray F. 
Webber, Alfred W. 

CONFIRMATIONS 
Executive nominations confirmed by 

the Senate February 17, 1972: 
U.S. DISTRICT COURTS 

Wilbur D. Owens, Jr., of Georgia, to be a 
U.S. district judge for the Middle District 
of Georgia. 

DEP.-.RTMENT OF JUSTICE 

Wilbur H. Dillahunty, of Arkansas, to be 
U.S. attorney for the eastern district of 
Arkansas for the term of 4 years. 

William D. Keller, of California, to be 
U.S. attorney for ~he Central District of Cali
fornia for the term of 4 years. 

Harold Hill Titus, Jr., of Washington, D.C., 
to be U.S. attorney for the District of Co
lumbia for the term of 4 years. 

Ermen J. Pallanck, of Connecticut, to be 
U.S. marshal for the District of Connecti
cut for the term of 4 years. 

EXTENSIO·NS OF REMAR.KS 
THE BAY IS DYING 

HON. JEROME R. WALDIE 
OF CALIFORNIA 

IN THE HOUSE OP REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. WALDIE. Mr. Speaker, we in the 
Congress are all aware of the tremen
dous pressures to absolve the Nation of 

one of its principal problems-water 
pollution. The legislation about to be re
ported out of the House Committee on 
Public Works is a monument to that 
concern. 

It is vital to the best interests of the 
Nation that the Congress gives to the 
President a bill that is realistic. tough, 
and enforceable. 

I would think that the bill we act on 

in the next few weeks will have all those 
qualities. 

Mr. Speaker, one of the greatest bodies 
of water in the Nation, San Francisco 
Bay, will be a direct beneficiary of that 
bill. I call the attention of my colleagues 
to a recent newspaper article written by 
Jeanne Peak in the Valley Pioneer, Dan
ville, Calif., in which the threats to San 
Francisco Bay are described and one 
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program designed to prevent that de
struction is outlined: 

THE BAY Is DYING 

(By Jeanne Peak) 
It's foggy and cold as the 31 students from 

the San Ramon High School Oceanography 
class file out of the bus. They are about to 
go on an adventure few have been on before. 
Each one in turn, catches their first glimpse 
of the ship they will board and the excite
ment grows. "It's a big boat man. Must be at 
least 85 feet long." The question of the day 
is, "When do we get on her?" 

I can sense the anticipation that's been 
growing since the beginning of school. 
Everybody knew that this was the class to 
be in. After all, you got to go on a ship and 
actually be an oceanographer for the day. 
Wow! No English! 

Now we were here looking at "The Inland 
Seas," the ship that "'as once an Air sea 
Rescue boat with powerful engines that 
could reach 42 knots. Sometime in her past 
she was converted to a research vessel and 
the Marine Ecological Institute took her and 
gave her a new lease on life. Now she would 
take us out on the bay and together we 
would search the water for life, probing, 
testing and learning about the problems that 
beseech the bay. 

Bob Miller, the captain, signals us to come 
aboard and with a mighty thrust of her en
gines, we pull away from the dock and head 
north while the class listens to Bob Cook, 
the program director, explain what lies 
ahead in the mission. He doesn't neglect tell
ing us where the labs are located and where 
we will find the heads (bathrooms) either. 
Very thorough fellow. 

Above the steady hum of the engines comes 
the words, "ecology," safety," station." 

Then the anchor goes over the side, the 
lecture ends and there is movement every
where on board, as four groups head for their 
respective labs, etc. Eventually, everyone gets 
to their destination and the instructors put 
them to work. 

"Okay, we're going to throw the nets over 
and drag the bottom for fish. Hang on to 
these ropes, watch your footing. Ready? 
Heave! Good!" The nets are out and the 
crowd is anxious. All eyes are on the stern. 
What, if anything, will the nets yield? 

"Pull 'em up, pull, pull." A cry of disap
pointment goes up as the students realize 
that there are no fish. No Fish! The instructor 
quietly tells his crew to go down below and 
look at the things they used to catch, care
fully preserved in bottles. 

Meanwhile in the main cabin, maps are 
everywhere with eager people scanning the 
bottom of the bay. "Only 11 feet of water un
der us right now and we're pretty far from 
shore. The bay is shrinking. See the land fill 
areas? Did you realize that it takes 18 months 
for the bay to fiush out? Cities around her 
shores are emptying their sewage into these 
waters, the oxygen is low, the chlorine high. 
The bay is dying! Let's take a sample core of 
the bottom. Maybe it will tell us something." 

Somebody tossed the Van Doren overboard. 
It's okay in this instance because it is used 
to measure the oxygen content in the water. 
The chemistry students are busy with that 
one. Some others are fooling around with an 
Eckman Meter measuring the currents. "It 
seems to be moving about 1 ~ miles per hour 
sir." 

Everyone is busy learning about this lead
ing science, oceanography, so I steal down to 
the main cabin to learn more about the Ma
rine Institute and its function. On the wall I 
found a neatly typed paper called The Insti
tute's Mission. It answered my questions 
quite well so I will quote it verbatim. It 
reads as follows: 

Education for better informed citizenry as 
to the interactions between living organisms 
including humans and their physical and 
chemical environment. 
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Research gathering data about biology, 

water quality and bottom sediments. 
Information services provide relevant ob

jective data for scientists, engineers and 
planners who manage agencies and services 
which use or influence our natural resources. 

The only thing they left out was the unde
terminable amount of time and effort given 
to the young people on board this ship, in 
the hopes that the seed of awareness and 
the strength of knowledge will bring another 
scientist who will make a contribution to so
ciety and help solve the problems witnessed 
here today. 

The engines have started up again and we 
are moving away, heading home. It is time to 
go below and relax. Time to talk about the 
day's experiences. Serious faces gather around 
and it is quiet for the first time today. The 
reflections of those faces say they're tired, 
cold, hungry and worried. The bay is dying, 
they've seen it first hand and it sticks in 
their throats. The bay is dying-We must all 
do our part to stop it before it is too late? 

PRACTICAL APPLICATIONS OF 
AEROSPACE TECHNOLOGY 

HON. BARRY M. GOLDWATER, JR. 
OF CALIFORNIA 

IN THE HOUSE OP REPRESENTATIVES 

Wednesday~ February 16~ 1972 
Mr. GOLDWATER. Mr. Speaker, all of 

us are aware of the attempt to disman
tle the aerospace industry. I believe it is 
critical that America remain first in 
aerospace and aviation and I am pleased 
with the agreement of this opinion dem
onstrated by many private citizens and 
businesses. One of those in agreement is 
the Derus Media Services in Chicago. 

Bill Derus, the founder of the fum, 
and his associate, Mr. AI Vinikour, have 
done an excellent job of explaining the 
vital role of aerospace and aviation tech
nology through the ·distribution of their 
national publication called Pace. The 
magazine provides information to over 
6,000 newspapers across the country. 

Recently, Mr. Vinikour delivered an 
excellent talk on the practical applica
tions of aerospace technology. I wish to 
present his speech at this time for the 
consideration of my colleagues. 

The speech follows: 
PRACTICAL APPLICATIONS OF AEROSPACE 

TECHNOLOGY 

(By A. D. Vinikour) 
Much has been spoken about the massive 

costs of our space program and of aerospace 
research and development. Aerospace tech
nology, and particularly our space program, 
has been looked upon as a boon to rock col
lectors and the epitome of sophistications in 
toys for "overgrown children." 

One should not be mislead by the sight of 
Alan Shepard playing golf on the moon. This 
is a serious business and vital to the welfare 
of man. The space program was never in
tended to benefit the man on the moon, nor 
to aid the populations of Venus and Mars. 
With each new innovation 1n aerospace tech
nology, scientists and technicians immedi
ately try to determine what practical appli
cations can be made to benefit mankind here 
on Earth. 

Aerospace technology touches each of our 
lives daily, from weather forecasts to the 
simple frying of bacon and eggs. 

I do not ·intend to go into many contro
versial areas o! the space and aerospace pro
(n"am, such as employment·, tax dollars and 
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the current very real threat to the United 
States as a leader among the world's major 
powers. This is too general and would take 
away from ·the benefits that I want to high
light. Also, I will not be going into the tech
nical aspects of each innovation. That is not 
my field. 

The reason for my mentioning the compa
ny's name along with the development is for 
the purpose of showing that application of 
aerospace technology is industry-wide, and 
not restricted to a few companies. 

My sole purpose is to try to present an 
honest picture of the aerospace industry. 
Historically, the industry has been hesitant 
to talk to the public. Its philosophy used to 
be, "We're too busy, talk to the Department 
of Defense." This thinking does not apply 
any more. When plans were recently an
nounced for the space shuttle by the White 
House, the industry immediately gave sev
eral examples of what the space agency hopes 
to accomplish with the use of the shuttle, 
the major one being eventual harnessing of 
the Sun's energy as a source of pollution
free power. Let's look at a few developments 
in several categories: 

URBAN AFFAIRS 

General Dynamics devised a system to 
analyze speech habits, behavioral patterns 
and radio conversations of policemen. This 
would give an indication of stresses brought 
on by various facets of police work. Testing 
is underway in Rochester, New York. 

Modular constntction concepts, new ma
chinery and technical assistance by Rohr 
Corporation are playing a major role in the 
development of cabin-type dwellings for mi
grant farm workers in Fresno County, Cali-
fornia. · 

Practically all aerospace-engaged compa
nies have training programs for the hard
core unemployed, undereducated, handi
capped and non-skilled. Emphasis is on 
technical training with obvious intentions. 

Lockheed Aircraft Corporation, under the 
direction of the California State Department 
of Compensatory Education, assisted in an 
intensive study of school-community rela
tions in urban poverty areas. Aerospace 
skills were employed to design questions for 
more than 250 teachers in poverty areas 
and to analyze their answers. Findings 
showed the success or failure of schools to 
educate youngsters with ethnic, cultural or 
economic handicaps could be a major con
tributor to either contentment or unrest in 
the modern city. 

Aerojet-General Corporat ion applied aero
space systems analysis techniques to solve 
social problems in two important areas: In 
1965, A erojet performed a systems analysis 
study of the problems of crime and de
linquency in the state of California. Results 
of the six-month effort demonstrated the 
practicality of using aerospace techniques 
to gain new insight into crime prevention 
and control procedures. Of particular signifi
cance was the stimulation of the criminal 
justice system on a computer. This mathe
matical model enabled systems engineers to 
determine how well the system functioned, 
and how changes would affect its function
ing. This provided information on the op
eration of a criminal justice system years 
before it could have been acquired by ana
lyzing daily records and events. 

In 1966, A erojet did a systems analysis 
of California's social system. The study took 
a new approach to social welfare, differing 
from the relief concept of the 1930s when 
most of today's programs were devised. It 
marked t he first application of advanced re
search techniques of the aerospace Industry 
to the problems of combatting and prevent
ing dependency. 

Aerojet-General also developed an ex
tremely fascinating crime detection tech
n ique. "Nuclear fingerprints" have been ad
vanced as _ a most useful method of com
paring clues found at .the scene of a crtme 
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with similar samples taken from a. suspect. 
This "neutron activation analysis" can be 
used, for example, in comparing tire marks, 
hair samples and marijuana. Matching prob
abilities are said to be 99.999 percent. The 
use of chemistry has been cited as a. method 
for marking and tracking. For example, it 
could be possible to "sniff" around a. house 
to determine if narcotics are inside without 
ever entering the house. Special chemical 
markings on vehicles would allow police of
ficers to follow a. suspected car, chemically. 

LTV Aerospace, using a high intensity 
lighting system for nighttime mUitary op
erations, has developed a system designed 
for use during civil disaster, blackouts, res
cue operations on land or water, or in other 
instances where night lighting from an air
borne vehicle is required. This system pro
duces a. circle of light 3,500 feet across at 
3,000 feet altitude, and the light is siX times 
brighter than full moonlight. The system is 
designed for quick installation and removal 
and can be mounted in fixed or rotary-wing 
aircraft. 

LTV also developed an 1,800 watt speaker 
system to provide fixed and rotary-wing air
craft with an air-to-ground voice communi
cations capabtlity at altitudes to 10,000 feet. 
This system has many applications, includ
ing air search and rescue operations, riot 
control, air-borne traffic control, and many 
other applications where it is desired to 
project voice or sound over high ambient 
noise levels, or where extensive distances 
and large outdoor areas are involved. 

MEDICAL APPLICATIONS 

Northrop Corporation is involved in a pro
gram to provide advanced cardiac informa
tion on emergency patients. The system pro
vides for EKG instrumentation of the pa
tient immediately after pickup by the am
bulance and for the radio tra.nsa:nission of 
the electrocardiogram to the emergency 
ward for the pre-arrival evaluation by the 
on-duty physician. 

The Boeing Company has developed a per
sonal health monitoring system now in use 
at a Miami hospital's intensive care unit. 
Battery-powered devices rubout the size of a. 
cigaret package are strapped to a patient's 
arm or leg. They transmit physiologioa.l in
formation, including temperature and blood 
pressure, from as many as 64 pa,tients to a. 
single nurse seated at a. monitoring console. 

A dry immersion bed for hospital patients 
with severe skin burns or ulcers was dt)vel
oped from experiments of simulated weight
less conditions of astronauts. The Convair 
Division of General Dynamics designed the 
bed for use in research on metabolic rates 
under space conditions. Patients using the 
bed lie on a. wa. terproof sheet ·and remain 
dry while "floating" in water heated to body 
temperature. Because the pa;tient is buoy
antly supported, there is a.n infinite number 
of "pressure" points and minimum pressure 
on any single part of the body. The bed is 
used for patients in long-term bed confine
ment cases, such as resulting from neurologi
cal d·ama.ge, to prevent and to treat pressure
produced skin ulcers and to treat massive 
skin burns. 

United Aircraft's Hamilton Standard Di
vision has developed a. spacesuit-like gar
ment for heart attack victims for the Na
tional Heart Institute. Blending aerospace 
engineering and medicine, Hamilton's inter
est in the biomedical field grew out of work 
on sp81Ce life support systems. The heart suit 
was designed to be placed on a prostrate pa
tient in less than five minutes. The patient's 
head and torso actually are encased in a 
pressure suit of the same laminated nylon 
material Hamilton Standard has used in fab
ricating experimental space suits. The pres
sure, however, is slight. The suit's arms and 
legs cons1st of a. series of rubber-bladder
lined cuffs that can be inflated like the cuff 
a doctor uses to take blood pressure. In use, 
the ·suit is, in effect; a series of blood pres-
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sure cwrs rapidly inflating and deflating in 
sequence. A computer controls the pneumatic 
system to program the suit's operation pre
cisely to the patient's heart beat by reading 
his electrocardiogram from leads taped to 
the chest. 

Utilizing the same kind of polymer chem
istry which goes into formul81tion of solid 
rocket propellants, Aerojet-General Corpora
tion chemists are experimentally producing 
an improved plastic membrane for use in fil
tering and purifying human blood as part of 
an artificial kidney mac:h.ine. 

Scientists and engineers of McDonnell 
Douglas Astronautics Company are investi
gating whether computer technology can be 
used in detecting the onset of an epileptic 
seizure. Goal of the initial phase of the study 
is to verify the hypothesis that subtle 
changes in brain activity oa.n be detected and 
utilized to predict the onset of an epileptic 
attack. If the study proves successful, there
searchers will attempt to design and develop 
a. miniature, automated devi-ce which could 
w.a.rn an epileptic of an impending seizure. 

A gas-driven "baloon pump" that can be 
easily inserted into the main artery to give 
immediate aid to heart failure victims is 
being perfected by Avco Everett Research 
Laboratory for the National Heart Institute. 
The object of the Intra-810rtic Pump, as the 
new device is known, is to lessen the heart's 
work load by lowering the arterial pressure 
against which the heart must eject its 
volume. 

Hercules, Inc. is investigating the potential 
application to medical uses of several mate
rials technology and analytical techniques 
developed in solid propellant rocket pro
grams. Hollow cellulose fibers give promise 
of successful use in compact, inexpensive 
and efficient artificial kidneys for patient's 
use a.t home. Development of a. cannula. that 
will allow the application of closed chest 
cardiac bypass treatment for patients suf
fering self repairable heart damage is being 
investigated in cooperation with the Uni
versity of Utah. The cannula is produced 
using techniques developed in work on fila
ment wound Spiralloy rocket cases and em
ploys a. patented technique for surface treat
ment so that the structural materials will 
not induce clotting of the blood. The appli
cation of instrumental analytical chemical 
analysis techniques developed in association 
with rocket propellant research programs is 
being investigated for possible uses in blood 
analysis and other medical purposes. 

Sophisticated instrumentation and com
puter techniques are employed in an Aerojet
General Corporation system that greatly re
duces the time required to train anesthesi
ology students. It features a life size com
puter-controlled manikin which realistically 
simulates such human patient symptoms 
under anesthesia. as reaction to drugs, cough
ing, twitching, regurgitation, changes in 
pulse and respiration. and many others. 

The serious problem of the short "life" of 
whole blood is being reduced dramatically 
by systems technology developed by the 
Lockheed Aircraft Corporation. Lockheed de
signed a computer-based inventory control 
system adaptable to any blood bank. Each 
day, reports on daily blood turnover, com
plete with details about type and age, are 
transmitted to Lockheed's Sunnyvale, Cali
fornia, computer center from the Los An
geles-Orange Counties Blood Bank-largest 
in the world-the Alameda-Contra. Costa. 
Counties Blood Bank in the San Francisco 
Bay Area, and the Sacramento County Blood 
Bank. Overnight, a Lockheed computer ana
lyzes the blood turnover data and prepares 
reports on the location of each pint of blood 
in each bank, according to age. (Blood can be 
used in transfusions and other important 
processes until it is 21 days old. Beyond that 
point, it is useful only in plasma. and similar 
minor roles.) Next morning, blood bank ad
ministrators ftnd the reptirts· on their desks, 
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then begin deciding which supplies should 
be tapped next. The Lockheed system has cut 
waste of whole blood to as little as four per
cent in the California. institutions. 

A cross-spectral analysis computer pro
gram created by North American Rockwell's 
Rocketdyne Division for use in solving a 
variety of rocket engine vibration, ignition 
and combustion problems has been found 
applicable to medical research and brain 
studies. In-depth studies of the heart are 
presently being performed in Australia using 
this cross-spectral analysis concept. The 
technique may logically be applied by medi
cal science in the diagnosis of human abnor
malities and diseases. Its use is seen in the 
automotive, chemical and construction in
dustries, oceanology and, possibly, it could 
be used to forecast more accurately the prod
uct of systems as complex as the stock 
market. 

ENVIRONMENT 

TRW, Inc. is conducting a complete sys
tems analysis of national and regional air 
pollution as a basis for a National Air Pol
lution Information Control System. The 
product will be a. variety of national and 
regional air pollution models which can be 
applied to specific geographic, atmospheric
polluting situations with both physical and 
economic considerations included. 

Hercules, Inc. is developing an advanced 
design cellulose acetate hollow fiber reverse 
osmosis membrane and a porous filament
wound reverse osmosis membrane support 
tube which can be used as a means of de
salting brackish water and sea water at sig
nificant cost savings, as well as providing 
an economical technique for reclamation of 
waste water. Under company sponsorship, 
aerospace technologies have been utilized to 
evolve new, improved techniques for com
batting water pollution which can signifi
cantly reduce treatment plant size. The 
company also is surveying the potential ap
plication of aerospace technologies to the 
recovery and up-grading of materials from 
solid waste. 

Acid, stream-polluting mine drainage 
wastes will be converted into pure water 
when construction is completed by Weeting
house Electric Corporation of the world's 
first such facility near Wilkes-Barre, Penn
sylvania. The plant will be capable of treat
ing five mililon gallons of acid water now 
flowing dally into the Susquehanna River. 

General Electric's Re-entry Systems Divi
sion at Philadelphia, is developing a. proto
type waste treatment system which can be 
tested aboard ship. This is an effort toward 
eliminating a. source of pollution ln harbors 
and waterways where it is not uncommon for 
ships to dump raw sewage overboard. 

Stress cells of the kind used by Aerojet
General Corporation for measuring the 
thrust of rockets are now being utiUzed in 
large dams to monitor internal static and 
dynamic stresses. Thus, these cells can pro
vide early warning in case of seismic dis
turbances or any ominous shifting in the 
dam's structure. 

The feasibllity of monitoring snowpa.cks 
with satellite-borne microwave radiometers 
currently is being evaluated on Mt. Rainier, 
Washington. Such a capability would enable 
electric power companies to make highly 
accurate forecasts of hydroelectric power to 
be derived from runoffs as the snowpacks 
melt. 

To help relieve the world shortage of use
able, fresh water, Westinghouse has 73 water 
desalting units in operation or on order. 
Key West, Florida, a city of 47,000, became 
the first city in America to fill its total 
water needs from the sea with a. water de
salting plant built by Westinghouse. The 
unit produces about 2.6 million gallons of 
fresh water dally at a. cost of about 85¢ 
per thousand gallons. 

A system that reconditions sewer water 
for industrial and irrigation uses and· simul-
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taneously converts waste food into poultry 
mash has been developed by North Ameri
can Rockwell Corporation. Rockwell also has 
developed a laser beam system to detect and 
measure minute movements of the Earth's 
surface as a means of predicting earth
quakes. 

The Bay Area Rapid Transit, known as 
BART, San Francisco's mass transit system 
is making extensive use of advanced systems 
and manufacturing technique developed by 
the Bohr Corporation. 

And, of course, teflon is a spin-off of the 
space program. It is derived from material 
used in coating nose cones for re-entry into 
the earth's atmosphere. 

For the sports enthusiast, it ts now possible 
to watch events being played in Hawaii, 
Europe, or anywhere in the world on home 
television because of the eftlciency and re
liabllity of satellite communications devel
oped by the aerospace industry. 

The same holds true for telephone calls 
and communications between points on the 
other side of the world from each other. 

The use of weather satellites enables many 
hours, and in some cases, days of warning 
against tropical storms. It has been judged 
that the death toll from Hurricane Camille 
in the Mexican Gulf Sector would have 
been terrible had it not been for accurate 
early warnings made possible by survey 
satellites. 

Time does not permit me to list dozens-
hundreds--of other aerospace developments 
that are contrlbuting to better, more com
fortable and longer life for mankind. The 
full list of practical applications really i• 
endless. I only hope that the relatively few 
examples that I have mentioned will give 
you a better idea of how, eventually, the 
money spent on aerospace is returned in 
benefits to all humanity. 

I am convinced that the basic message for 
all of us is that continued aggressive re
search and development all across the high
technology spectrum is absolutely essential 
if we a.re to survive economically as a major 
nation, and if we are to achieve the social 
goals-housing, education, health, trans
portation, pollution control, conservation, 
safety-that are so important to all of us. 

Thank you. 

HOW MA BELL DISCRIMINATES 

HON. SHIRLEY CHISHOLM 
OF NEW YORK 

IN THE HOUSE OF REPRESENTATIVES 

Thursday, February 17, 1972 
Mrs. CHISHOLM. Mr. Speaker, dur

ing my career in public office I have 
spent a great deal of time trying to 
create a better awareness and under
standing of the discrimination which 
women and minorities experience in 
employment. 

Very often when I describe some ex
perience of my own or tell an anecdote 
to illustrate a point, someone will say 
''but that's only one incident," or, "but 
if somebody really wants a better job 
they can get it." There seems to be a 
reluctance to admit that racism or sex
ism is as prevalant as it is in our country. 

I have a healthy skepticism as to the 
value of commissions and reports. They 
always seem to me to document the 
obvious. And too often they are under
taken as an alternative to action, an at
tempt to defuse an issue. However, 
sometimes reports can be useful in prov
ing one's case to the doubting ·Thomas 
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and can lay the groundwork for change 
and improvement. I certainly hope that 
this will be the case with regard to the 
very excellent and comprehensive 
EEOC study of the discriminatory prac
tices of the Bell Telephone System which 
I am inserting into the CONGRESSIONAL 
RECORD today. 

The Bell study is especially important 
because the Bell System is the largest 
privately owned business in this country, 
and because it reaches into every geo
graphic sector of the Nation. It is for 
these reasons that I feel the investiga
tion of this company is an excellent case 
study mirroring national trends. 

The vast majority of the 200,000 men 
in management personnel hired each 
year by Bell are unskilled workers. 
Therefore, the company has developed 
extensive and thorough training pro
grams. But in spite of this extensive 
training capability there is little upward 
mobility at Bell. Women, blacks, and 
Spanish surnamed Americans are locked 
in to entry level jobs. 

Many jobs are officially segregated. 
For example, women are explicitly ex
cluded from the higher paying craft jobs. 
In other instances, recruitment and pro
motion policies work to exclude minor-: 
ities and women from all but the lowest 
paying jobs. In the case of the Spanish 
surnamed, they are sometimes excluded 
altogether because recruitment mat
rials are not printed in Spanish or cir
culated in the Mexican-American, 
Puerto Rican, Cuban, and Spanish
American communities. 

The report is replete with examples 
and rather than continue to recite sta
tistics and evidence, I invite all of you 
to read the report yourself. It may help 
to answer the questions I hear so often, 
"what are they so upset about? What 
do they want now?" 

My colleagues, I give you: "A unique 
competence," a study of equal employ
ment opportunity in the Bell System: 
"A UNIQUE COMPETENCE": A STUDY OF EQUAL 

EMPLOYMENT OPPORTUNITY IN THE BELL 
SYSTEM 
(NoTE.--Charts and illustrations not in

cluded in the RECORD.) 
PREFACE 

This paper is an attempt to summarize in 
a manageable form the results of an inten
sive investigation of the employment prac
tices of the Bell System operating companies. 
The investigation was undertaken by the 
Equal Employment Commission pursuant to 
a Petition filed with the Federal Communi
cations Commission, Docket No. 19143, alleg
ing nationwide patterns of employment dis
crimination by the Bell System companies 
on the basis of sex, national origin, and race. 

The paper is a distillation of only the most 
salient features of the patterns of employ
ment discrimination revealed by the EEOC 
investigation and the policies and practices 
wh ich are responsible for those patterns. It 
is intended to facilitate examination of the 
bulk of evidentiary materials which have 
been submitted to the FCC. 

This paper was written and prepared pri
marily by David Copus, Lawrence Gartner, 
Randall Speck, William Wallace, Marjanette 
Feagan and Katherine Mazzaferri. 

CHAPTER 1.-THE BELL SYSTEM 

In America, the name Bell System is vir
t ually synonymous with the telephone in
dustry. The or~an1zat1on which Alexander 
Graham Bell founded 1n 1877 to mark~t ]?.is 
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invention has now grown into one of the 
largest privately-owned businesses in the 
world, one which dominates the telephone 
communications industry in the United 
States. The Bell companies account for at 
least 94 percent of all telephones, capital 
assets, and operating revenues of all tele
phone companies in the United States.1 

This chapter will provide a brief overview of 
the Bell System, its major departments, major 
jobs and their functions, wage rates, and 
characteristics. Against this background of 
the general employment st ructure, the posi
tion of women and minorities wlll be de
scribed in the following chapters. 

The "federal" system. At the head of the 
nation's huge telephone communications sys
tem is the American Telephone and Telegraph 
Company. However, the actual provision of 
telephone services is accomplished through 22 
subsidiary companies, also known as licensee, 
associated, or operating companies which are 
shown in Figure 1. 

AT&T has potentially absolute legal con
trol over these operating companies through 
its ownership of at least a majority of the 
capital stock in an of them and 100% of the 
stock in 16 of them. Thus, while each oper
ating company on a day-to-day basis exer
cises autonomy in dealing with local tele
phone matters, it is acknowledged that "there 
are nonetheless a great many matters in 
which AT&T much exert guidance and con
trol." 2 

Since, under this "federal" system, the 
operating companies provide the actual tele
phone services while AT&T provides general 
policy guidelines and supportive services, the 
operating companies employ virtually all of 
the Bell System workforce. At the end of 
1970, for example, the operating companies 
employed a total of 732,450 persons, more 
than half of whom were concentrated in 
urban and surrounding areas.s Consequently, 
it is t}le employment practices of the operat
ing companies, primarily in urban areas, 
which is the subject matter of this report. 

Thirty SMSA's. Thirty of these urban areas 
have been selected for detailed analysis. The 
commonly used unit for measuring economic, 
employment, labor market and population 
trends of urban a.reas is the Standard Metro
politan Statistical Area (SMSA). The geo
graphic limlts of each SMSA have been es
tablished by the Bureau of the Budget.' 

The 30 SMSA's chosen for study are those 
with the largest numbers of minorities and 
are listed in Table 1.5 Collectively, these 
SMSA's contain about half of the nation's 
entire workforce, half of the total black pop
ulation, and half of the total Spanish-sur
named American population. At the end of 
1970, the Bell workforce in these 30 SMSA's 
totaled 374,190, more than half of 81ll per
sons employed by the operating companies.s 

Each operating company is almost identical 
in structure, with the employees divided into 
five basic departments, each of which plays 
a particular role in the provision and main
tenance of the telephone communications 
system. The distribution of employees in the 
30 SMSA's within the five major departments 
is shown in Chart 1. 

Plant department 
The largest number of Bell employees are 

in the Plant Department, the function of 
which is to install, maintain, and operate the 
mechanical and electronic equipment which 
transmits telephone calls. As shown 1n 
Chart 1, the Plant Departments in the 30 
selected SMSA's employed at the end of 1970 
a total of 153,003 persons, or 40.9 percent of 
the total Bell operating company employ
ment in those SMSA's. 

Non-craft jobs. Plant employees are 
divided into craft and non-cratt workers. 
The latter group consists of a very small 
number of service workers, who perform 

Footnotes at end o! article~ 
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maintenance and service !unctions, and a 
larger number of clerical workers, who keep 
records concerning Plant Department ac
tivities such as installation o! new tele
phones. The few service worker jobs, such as 
Janitor and Porter, are by definition un
sk1lled and are the lowest paying Jobs in the 
operating companies. 
TABLE 1.-Bell employment in 30 SMSA's on 

December 31, 1970 
Standard metropolitan Bell 

statistical area: employment 
New York_______________________ 82, 380 
Los ~geles _____________________ 35,344 

Chicago------------------------ 34,380 San Francisco ___________________ 26,903 

Philadelphia. ------------------- 19,844 
Detroit ------------------------ 18,946 vvashington, D.C ________________ 17,046 

Newark ------------------------ 12, 818 
Cleveland ---------------------- 11,081 
st. Louis------------------------ 10,015 
Atlanta ------------------------ 10,010 
Miami ------------------------- 9, 458 
Baltimore ---------------------- 8,867 
Houston ----------------------- 8,147 
Denver------------------------- 8,129 
Dallas ------------------------- 7, 795 
San Diego---------------------- 7,358 
Indianapolis-------------------- 6,007 
Phoenix------------------------ 5,792 
New Orleans-------------------- 5, 133 
~ansas CitY------------~-------- 4,988 
Birmingham -------------------- 4, 409 
Richmond ---------------------- 4, 008 
Jacksonvllle -------------------- 3,678 
San ~tonto____________________ 3, 249 

Norfolk ------------------------ 2, 261 
~emphis ----------------------- 2,135 
Greensboro-Winston-Salem ------ 1, 759 
~obile ------------------------- 1,192 
Ell Paso ------------------------ 1,058 

Total (30 SMSA's) ---------- 374, 190 

Source: EEOC C--061-EEOC C--090. 

on December 31, 1970, clerical workers 
constituted approximately 15 % of all Plant 
employees in the 30 S~SA's.7 Characteristic 
Plant clerical jobs are Repair Clerk and 
Plant Reports Clerk whose maximum an
nual salaries average about $6000 in the 30 
S~SA's.8 

Craft jobs. However, most of the employees 
in the Plant Department--over 60 percent in 
fact-are in the much higher-paying craft 
jobs. At the end of 1970, more than 93,000 
craft workers were employed in the 30 
S~SA's, constituting 25% of all Bell System 
employees in those areas.9 These craft em
ployees are essentially divided by function, 
those who work "inside" the physical plant, 
where the mechanical and electronic equip
ment for routing telephone calls is located, 
and those who work "outside" the physical 
plant, instalUng and maintaining telephones, 
cables, and telephone lines. 

At the lowest level of both "inside" and 
"outside" craft jobs are the entry positions, 
into which persons are generally hired off
the-street and then trained. The major entry
level job for "inside" craft work is that of 
Frameman. All telephones in an area are 
connected by wire to rout ing equipment in 
central plant locations, and the Frameman's 
job is to change the connections of these 
individual telephone wires with the central 
routing equipment to reflect changes in serv
ice. ~ximum annual wages for FTameman 
vary, of course, from SMSA to SMSA, but 
generally fall between $7,500 and $8,500, con
siderably higher than Plant clerical rates.10 

For "outside" craft work, there are three 
major entry-level jobs: Lineman, Cable 
Splicer's Helper, and Installer-Repairman. 
The job of the Lineman is to place the lines 
and cables connecting the individual cus
tomer's telephone to the central plant rout 
ing or switchifl.g equipment. In doing so, 
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the Lineman may raise or climb telephone 
poles or lay underground cables. The func
tion of the Cable Splicer's Helper is to aid 
in making and changing individual wire con
nections within cables and sealing and in
sulating cable joints. The Installer-Repair
man installs and maintains individual tele
phones located at a customer's premises. 

The Oa'ble Splicer's Helper is usually paid 
at the same rate as a. Fra.meman, whlle maxi
mum annual wages for Lineman and ln
staller-Repa.irma.n generally are about $1,000 
higher, rnnging from $8,500 to $9,50o.u 

Top crafts. In addition to these entry-level 
craft positions, there are four major top
rated craft jobs which encompass more com
plicated functions and which are filled al
most exclusively through intern&l promo
tion from the lower-mted craft jOibs. Two top 
craft jobs, Switchman (also known as Central 
Offi.ce Repairman) and Test Boardman (also 
known as Toll Test Deskman) , are "inside" 
craft positions. The task of the Switohman 
1s to ma.intain and repair the routing and 
switching equipment located at the central 
pl:ant. Switchmen check switches and relays 
with special tools and repair trouble on cus
tomers' lines that occur in the cenrtral plant 
equipmenrt;. Test Boardmen sit at specia.l 
switchboards comprised of electrical testing 
instruments and test for, locate, and analyze 
reported trouble in the telephone lines. They 
also make periodic checks of lines in order 
to prevent breakdowns. 

The two top-rated "outside" craft posi
tions are Cable Splicer and PBX Installer
Repairman. The Oable Splicer makes and 
changes individual wire connections within 
cables and seals and maintains cable joints. 
PBX Installer-Repairmen insta.ll and main
ta.in private switching systems, known as 
Private Branch Exohanges, used by la-rge 
businesses and hotels. They may also insta.ll 
and repair radio and television broadcasting 
equipment, mobile radio telephones, and tele
typewriter equipment. These four top-rated 
craft jobs are generally paid at the . same 
rate, usu81lly between $9,000 and $10,000 a 
year maximum.u They are the highest pay
ing non-managemelllt jobs in the system. 

Traffic -Department 
The second largest department is Traffi.c, 

whose purpose is to assist the fiow of calls 
between telephones. As shown in Chart 1, 
as of December 31, 1970, over 28% of all em
ployees in the 30 S~SA's were in this depart
ment. ~ost Traffic employees are Operators, 
who assist customers in placing calls, pro
vide directory informatlon, and record data 
for b1lling purposes. ~ore persons are em
ployed in the job of 0per81tor than in any 
other single job in the Bell System. As of 
December 31, 1970, 73,333 Operators were 
employed in the 30 S~A's, a figure which 
represented nearly 20% of all Bell employees 
in those SMSA's,13 

Although roughly one oUJt of every five Bell 
employees is an Operator, this is one of the 
least desirable jobs in terms of both pay and 
working conditions. The maximum annual 
salary for Operators in the 30 S~A's at the 
end of 1970 ranged between $5,000 and 
$6,00o,u slight ly less than the salary paid to 
Plant clericals and considerably less than 
even the lowest Plant craft wages. Chart 2 
shows the dramatic difference in maximum 
wage rates in the Plant and Traffic Depart
ments in the 30 SMSA's. Clearly, the wages 
in the Plant Department, boosted by the 
high pay in craft work, are considerably 
greater than in the Traffic Department, 
where the wage level is depressed by the low 
Operator salary. 

Working conditions. The low pay is not, 
however, the. only undesirable feature of the 
Operator job. Working conditions, appar
ently, are virtually intolerable. The job it
self is "highly routine," and nothing but a 
"structured and repetitive task.111 A study 
prepared for Southwestern Bell by Dr . . George 
Robinson of the Gratlua'te School · of Bus1· 
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ness, Washingt;on University, concluded as 
follows: 16 

"There is a fairly general feeling among 
the operators, both those remaining and 
those resigning, that their job is dull and 
uninteresting. The most typical comment 
was that the job is highly regimented, af
fording little opportunity for self-expression 
or self-fulfillment." 

In addition, the Bell System rigidly en
forces "formal rules covering every aspect" 
of the Operator's job.17 There are stringent 
rules governing dress, conversation at the 
switchboard, phraseology, and clerical ac
curacy; but the most abrasive and particu
larly infiexible rules are those governing 
absenteeism and tardiness. A report pre
pared in August, 1970, by the Southwest 
Research Institute in Houston declared that, 
"Concern over attendance has grown beyond 
all proportion within the system. Attendance 
is so important that the Company has lost 
its perspective." 1s 

The "authoritarian manner" in which the 
attendance and tardiness rules are enforced 
is exacerbated by the fact that low seniority 
Operators are required to work divided 
shifts, "unenviable schedules involving an 
early morning shift and a late evening shift, 
separated by a period long enough to require 
a return home in the middle of the working 
day." 111 ~oreover, most Operators are re
quired to work staggered schedules, includ
ing many weekends. 

The impact of all of these undesirable 
features of the Operator's job is cumulative. 
The 1970 Southwestern Research Institute 
report described the overall results as 
follows: 20 

"[Operators are quick to describe] the 
noxious demands of work that is too highly 
structured, their loss of personal identity, 
their lack of freedom to rely on their own 
judgement, their diffi.culty in becoming part 
o! a cohesive social group, and the absence 
of any reasonable hope for future advance
ment. . . . They are necessary parts of a 
system designed by genuises for execution by 
idiots." 

Turnover. Under such circumstances, it is 
hardly surprising that turnover among Oper
ators is very high. Chart 3 illustrates the 
staggering difference in turnover among Op
erators and Plant Department craft workers, 
another indication that craft jobs are con
siderably more attractive than Operator jobs. 
High as the turnover of Operators appears, 
Chart 3 significantly understates the prob
lem. A much higher rate of turnover exists 
in large S~SA's among Operators with less 
than six months' service. 

A 1969 AT&T report indicated that in 19 
major metropolitan areas, turnover among 
Operators with less than six months' service 
had increased from 80% in 1964 to 120% in 
1968.n In fact, in many districts turnover 
among short-term Operators had reached 
200% in 1968.• 

Commercial Department 
After Plant and Trame, the next largest 

department in the operating companies is 
the Commercial Department, which is the 
business contact between the customer and 
the telephone company for all private resi
dence service and most business serVice. 
Chart 1 shows that at the end of 1970 in the 
30 selected SMSA's, 9.4 percent of total em
ployment was in the Commercial Depart
ment. 

The primary job in this department is that 
of Service Representative. Nearly half of all 
Commercial Department employees in the 30 
selected SMSA's at the end of 1970 were 
Service Representatlves.sa They handle blll
ing and payment problems, schedule repair 
work, and sell ordinary telephone equipment 
and services. Basic to this job is a thorough 
understanding of Bell System billing prac
tices, rnte structures, service policies, and 
repair functloD.fl. Alopg with . Operator and 
Installer-Repairman, the servtce Represents.-
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tive is one of the jobs most highly associated 
by the public with the telephone company. 
As a widely-used Bell System recruiting bro
chure points out, "to most of our customers, 
[the Service Representative] is the telephone 
company." lK At the end of 1970, the maxi
mum yearly salary varied roughly between 
$6,000 and $7,000 in the 30 SMSA's, making 
the job higher paying than Operator or Plant 
clerical but lower paying than all craft jobs.25 

While the Service Representative handles 
customer inquiries and problems exclusively 
by phone without ever leaving the telephone 
company business office, customer contacts 
made outside the business office are the re
sponsibllity of the Commercial Representa
tive {also known as the Business Representa
tive). The number of Commercial Represent
atives employed by the Bell companies is 
small compared to the number of Service 
Representatives, but the maXimum pay is 
much better, averaging about $2,500 a year 
more than Service Representative.:l6 Thus, 
Commercial Representat ives earn almost as 
much as top-rated craft workers. 

Marketing Depar tment 
Clooely associated with the Commercial De

partment is the Marketing Department, 
whose function is to analyze the need for 
and sell complex telecommunications equip
ment to business organizations. Chart 1 in
dicates its relatively small size. Where selling 
involves direct, outside contact with the 

. business customer, it is handled by a Com
mer cial R epresentative, whose maximum an
nual salary varies around $10,000, or by a 
Communications Consultant, whose maxi
mum annual salary varies around $14,000.27 
There are also a variety of inside salespersons 
whose function is to handle contacts with 
customers by telephone and to sell communi
cations services to medium-sized businesses. 
The maximum annual pay rate of these in
side posit ions a verage about half that of the 
two outside selling jobs. 

Accounting Department 
The fifth major departmen t in the Bell 

companies, containing seven percent of all 
employees in the 30 SMSA's, is the Account
ing Department, whose functions are to pre
pare and issue bills to the company's custom
ers, to prepare payrolls, keep the company's 
books, and prepare necessary financial state
ments. Aside from managers and profession
als, almost all of the employees in this de
partment perform various types of clerical 
functions and are paid rates comparable to 
plant clericals. 

Low Skill Requir ements 
Significance for equal employment oppor

tunity. Most, if not all, of the over 200,000 
non-management persons hired by the Bell 
System each year have little or no job-related 
skills when hired.28 Telephone communica
tions in the United States is for all practical 
purposes a monopoly which requires certain 
specialized skills not generally required by 
other industries. Thus, very few persons learn 
the skills of ·Framemen, Cable Splicers, In
staller-Repairmen, Operators or Service Rep
resentatives before working for the telephone 
company. 

As a result, each Bell company "has devel
oped thorough training programs for most 
jobs. Because telephone work is specialized, 
it is necessary to train new employees before 
they can become fully proficient. For this 
reason previous business experience is not a 
requisite for most telephone employment." 29 

The fact that the Bell System hires pri
marily unsk1lled workers has important im
plications. The impact that Bell System hir
in g practices could have on female and 
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minority employment opportunities is 
readily apparent and has been repeatedly 
acknowledged at the highest levels in the 
Bell System. 

AT&T Vice President Walter Straley suc
cinctly stated the proposition this way in 
1968: 30 

"We think our experience as an employer 
hiring some 200,000 persons each year, pro
vides us with a unique competence to play a 
leading role in the improvement of employ
ment opportunity." 

Therefore, as wm be emphasized through
out this report, any substantial underrepre
sen tation of women or minorities in certain 
job categories manifestly cannot be attrib
uted to their lack o'f skill. Absent discrimina
tion, one would expect a nearly random 
distribution of women a.nd minorities in all 
jobs. 

Cost of recruiting and hiring. Another di
rect result of the large number of inexpe
rienced new hires is the very high cost of 
recruiting, screening and training so many 
persons. Projections to 1980 indicate that the 
Bell System plans to increase its total em
ployment by 280 thousand employees. But 
due to fantastic turnover the System will 
h ave t o hire, during the next ten years, more 
than 2¥2 million people, about half of whom 
will be Operators.31 To recruit, screen, and 
train so many employees will cost $3 billion.82 

In October, 1969, AT&T Vice President 
Walter Straley estimated that a mere one 
percent reduction in turnover among Oper
ators would save the System $2 million a 
year.aa Comparable reduction in turnover 
among craft workers and Service Represent
atives would save the Bell System an addi
tional $3 million a year.:u 

TABLE 2.- SUMMARY OF MAJOR JOBS AND DEPARTMENTS 

Department aAd job classification 

Esti
mated 

nuRJber 
of 

persons Maximum 
in 30 salary range 

SMSA's (thousands) 

Plant__ ______ _______ ----- - ----___ 153, 000 

Craft workers__ ________________ 93,000 

Inside Crafts_________________ 38, 000 
Switchman (central office 

repairman) ______________ ___________ $9 to $10. 
Test boardman (toll test 

deskman) ____________________________ $9 to $10. 
Entr}' level : Frameman ____ _____________ _ $7.5 to $8.5. 
Outside crafts___ _____________ 55, 000 

Cable splicer_ _____________ _________ __ $9 to $10. 
PBX installer-repairman _______________ $9 to $10. 
Entry level: 

Cable splicer's helper ____ __ _________ $7.5 to $8.5. 
Installer-repairman __ ____ __ _________ $8.5 to $9.5. 
Lineman ________________ ___________ $8.5 to $9.5. 

Clerical workers __________________________ $6. 
Service workers ___________ _______________ $5.5. 

Traffic_______________________ ____ 105, 000 

Operator__ __________ : ______ _ ------ __ -- ___ $5 to $6. 
Clerical workers __________________________ $6. 

CommerciaL __ :._________________ 35, 000 
Service representative _____________________ $6 to $7. 
Commerci~ l representative _________________ $8.5 to $9.5. 

Marketi ng ____ --------- - -------- 20, 000 
Communicatio " representative 

and consultan, .. _ ·---------- - ------- --- $10 to $14. 
Inside sales __________ ---------------·---- $6. 

Accou nting ____ .. ___ ___ -- - -- - ----- 27, 000 

Management 
The discussion above has been concerned 

with non-management jobs. As shown in 
Table 3, 23 % of all Bell employees ln the 
30 SMSA's are in management positions. 
These jobs are stratified into six levels, levels 
one and two being primarily concerned with 
direct supervision of non-management em
ployees and routine staff functions, and 
levels three (District Manager level) and 
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above with the formulation and implementa
tion of company policy. 

TABLE 3.-TOTAL DISTRIBUTION OF EMPLOYEES IN 30 
SMSA'S 

Nonmanagement_ ________ ___ _ _ 
Total management_ _______ ___ _ 

1st leveL _____ ------- - --2d leveL __ ___ ____ _____ _ _ 
3d leveL __ ___ ________ __ _ 
Above 3d leveL ____ ____ _ _ 

Amount 

287, 575 
86,601 

59, 318 
19, 277 
5, 353 
2, 653 

Source : EEOC C~61-EEOC C~90, as annotated. 

Percent 

76. 9 
23. 1 

15.9 
5.2 
1.4 
. 7 

Management employees are not evenly 
distributed through all departments, how
ever, and a major difference eXists between 
the two largest departments. In the 30 
SMSA's, one out of every five Plant Depart
ment employees is in management while 
only one in ten Traffic Department employees 
holds a management job.35 In terms of 
chances for advancement, therefore the 
Plant Departmelllt is twice as attractive as 
Traffic. 

Up from the ranks. This two to one differ
ence in the percentage of employees who 
are managers actually underestimates the 
management opportunities for Plant em
ployees. Approximately 50% of all managers 
wt the third level (District level) and above 
in all departments have been promoted from 
non-management jobs, primarily from craft 
jobs in the Plant Department.30 In other 
words, many of the third level and above 
managers in the Traffic Department were 
actually promoted up through the craft Jobs 
in the Plant Department. 

College graduates. The other prime source 
of middle and upper management personnel 
is college graduates. For many years, the 
Bell System has had three management pro
grams for college graduates. One, a very 
small program, hired specialists for certain 
highly technical staff jobs-lawyers, doc
tors, etc.37 A second program, the Initial 
Management Development Program (IMDP), 
hired college graduates who were not special
ists in any field but who were to be trained 
for general middle and upper level manage
ment jobs in an accelerated, highly struc
tured program.as The third program, also 
fairly large, was not nearly as ambitious as 
the IMDP. Its part icipants were hired into 
first level management jobs and were not 
given any special training to assist them to 
progress to District Level.39 

It is also worth noting that many of the 
first level management jobs in the Bell Sys
tem are positions either not normally as
sociated with management or paid 8/t rates 
unusually low for management jobs. In
cluded as management, for example, is the 
job of Secretary, which is paid at a maxi
mum annual rate varying from $8,900 in El 
Paso to $10,750 in New York City.~ Other 
jobs in New York City, for example, that are 
rated first level management include: Ad
ministrative Clerk, paid a maximum annual 
salary of $8,470; Clerical Supervisor at a rate 
of $8,470; Employment Representative at 
$7,830; Passenger Car Chauffeur at $9,920; 
Secretarial Stenographer at $7,230; and Su
pervisory Assistant at $9,170.41 Thus, many 
first level management positions pay no bet
ter than, or even less than, typical craft pay 
rates. 

Summary 

The foregoing dlstlllation of the Bell Sys
tem's employment structure has highlighted 
several salient points: 

The Bell System is the largest private em-
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ployer in the world with over half its work 
force located in 30 major SMSA's. 

Bell employees are divided into five major 
departments, the largest of which are Plant 
and Traffic. More than two-thirds of all Bell 
employees are in these two departments. 

There are four major types of non
management jobs in the Bell System: (1) 
craft workers in the Plant Department; (2) 
c:;.erical workers in the Plant and Accounting 
Departments; (3} Operators in the Traffic 
Department; and (4) Service Representatives 
in the Commercial Department. 

Operator is the lowest paying major job in 
the Bell System, closely followed by the 
clerical positions. Service Representatives are 
moderately well paid, but the highest paying 
non-management jobs are craft jobs in the 
Plant Department. In fact, craft wages ex
ceed the pay of many first level management 
jobs. 

The Operator's job is the least desirable 
major job in the System, largely because of 
the extremely undesirable working condi
tions. Consequently, turnover rates among 
Operators are quite high. 

Virtually all of the 200,000 persons hired 
each year possess little or no skills and are 
completely trained within the System. The 
high turnover significantly magnifies re
cruiting and training costs. 

Nearly one-fourth of all Bell employees 
are classified as management. A very large 
share of these are in the Plant Department. 

Management personnel for third level and 
above in all departments are drawn primarlly 
from craft employees or from college grad
uates hired into the IMDP program. Other 
college graduates are hired into first level 
management jobs. 

Each of these factors has relevance to the 
employment opportunities of women and 
minorities in the Bell System. How each of 
them affects those opportunities is the sub
ject of the following chapters. 
CHAPTER 2.-WOMEN IN THE BELL SYSTEM: 

A STUDY IN SEX SEGREGATION 

Introduction 
Not only is the Bell System the nation's 

largest private employer, it is far and away 
the largest employer of women. Females, 
moreover, are employed in the Bell System 
at a much greater rate than industry in 
general.1 It has become a cliche that the 
telephone company is "a good place" for a 
young girl to get a job.2 

In this chapter we will see the total sex 
segregation of the telephone company jobs 
and the resulting lower pay, poor working 
conditions, and fewer opportunities afforded 
to females. The next chapter will elaborate 
on the company policies and rationalizations 
which have produced and continue to perpet
uate this sexist structure. 

In 1968, when AT&T Vice President Walter 
Straley spoke of the Bell System's "unique 
competence to play a leading role in the im
provement of employment opportunity," he 
referred, myoptically, only to "disadvantaged 
minorities." a If such a unique competence 
did in fact exist, it ought to apply With even 
greater force to women. But in 1971 it must 
be said that the System has failed to meet the 
challenge; the Bell companies must be char
acterized as uniquely incompetent. Although 
women continue to be employed in very 
large numbers, they are confined to the most 
stlfting and repetitive jobs. Their compensa
tion is so meager as to make them doubt 
their own self worth. Their prospects for pro-
motion are in the distant future, if at all. 
It is little wonder, therefore, that many wo
men flee from telephone jobs almost as 
quickly as . they are attracted to them. 
Emma Nutt to the Present-Not a very long 

way 
The · infant Bell companies, like most of 

their contemporaries in the 19th century, 

Footnotes at end of article. 
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employed only males. Male operators, how
ever, were considered to be "noisy, boisterous 
and often rude to subscribers." As a bold ex
periment, the Telephone Dispatch Company 
(the predecessor of New England Tel.) em
ployed Emma Nutt as the first female Op
erator in September, 1878.' 

The experiment proved to be quite a "suc
cess." Women very quickly took over the 
Operator's job and began to expand their 
areas of interest into what were then con
sidered strictly male jobs. Female secretar
ies were employed "because girls would work 
for a third of the going $30-a-week salary 
for a male secretary." 6 Ms. Nutt, having 
pioneered in the Operator's job, set the pace 
for telephone women by advancing to Chief 
Operator, the first supervisory job for 
women, in 1883, and retiring after 33 years 
of service.8 

The number of female employees grew with 
the rapid expansion of the telephone indus
try in the 2oth century. They were limited, 
however, to a narrow spectrum of positions 
in the male dominated world of work. The 
jobs available to women remained those 
which were opened experimentally over 90 
years ago. Operator and clerical jobs, together 
with their immediate supervisors, came to be 
reserved exclusively for females. Whole sec
tions of the Bell System beca.m.e the wom
en's domain, "where men are .tn:a.na.gers, cus
tomers or husbands." 7 By 1971 more than 
400,000 women worked in the Bell System, 
thus constituting more than half of all 
operating company employees.s 

The segregation of jobs 
By way of introduction to sex segregation 

in the Bell System, it is instructive to ex
amine the myriad of official company docu
ments whlCih deal with employment and em
ployees. A total sex segregation of jobs is 
reflected in virtually all such Bell System 
doouments. Through pictures of males or fe
males, pronoun reference or through straight
forward identification, all jobs are strictly 
classified as either male or female. 

'!'his sex denotation of jobs is carried con
sistently throughout company personnel 
manuals," collective bargaining agreements,1o 
job descriptions,U company publ1cations,u 
general company adverti&ements,18 requisi
tions for employees,Y forms relating to em
ployment,16 memoranda and letters,1& 

speeches,17 bill 1nserts,18 turn-over studles,lll 
testing studles,:ao orientation materlals,2l in
terviewer's aids,21 training manuals,JS com
munity wage studles,24. award programs,• 
annual reports,28 and even reports on affir
mative action efforts to improve employment 
of minorit1es.27 

These documents unequivocally identify 
the following jobs as female: Operator, Plant 
and Accounting Department clerical jobs, 
Service Representative, inside sales jobs in 
the Commercial and Marketing Departments, 
and first level management jobs in the Traffic 
and Commercial Departments. Craft jobs, 
outside sales jobs, and middle and upper 
level management jobs are always identified 
a.s male jobs. 

Public image. The rigid di.tferentlation be
tween the sexes in employment at Bell has 
become a trade mark of the System.ll8 The 
Operator's job in particular has come to be 
recognized by almost everyone as especially 
suited to women. The telephone company 
has been desert bed 1n the press as ''.the great 
historical bastion of feminine employment" • 
and the Operator's job as "a female strong
hold" of long standing.ao A newspaper article 
in February, 1971, reported. that, "The idea 
that Telephone Operators are--must be-
women is firmly planted into the publlc 
mind." 11 Sim11arly, the public conceives of 
all craft workers and all managers as being 
male.82 The public's close identification or 
females with Operators and males with craft 
workers and management 1s no aectdent. It 1s 
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the direct result of a calculated Systemwide 
sex segregation. 

Only when one sex is totally unavailable 
for work has Bell resorted to "opposite sex" 
employment.33 During World War II women 
replaced men on most i.n.side craft jobs, 
particularly Frameman.34 During strikes and 
service emergencies men have staffed the Op
erator's switchboards.35 These instances were 
certainly the exceptions, however, and as 
soon as the crisis had passed, the "normal" 
sex again took over the job. 

A uniform picture 
Perhaps the most striking feature of the 

Bell System's sex segregation is its absolute 
uniformity. All the operating companies are 
apparently subject to an immutable law of 
sex segregation in almost all jobs. The same 
jobs are allocated to the same sex in every 
company with the same result--women are 
consistently locked into the lowest paying 
jobs with practically no prospect for upward 
mobility, regardless of their skill or ambi
tion. Every city, irrespective of its size or 
geographical location, reflects the same 
segregation. Minor variations only serve to 
highlight the pervasive pattern throughout 
the Bell System. 

This consistency is most apparent in the 
degree to which the major jobs are sex 
segregated in the operating companies. For 
the purposes of this report, any major job 
(a job employing 20 or more persons) that 
is 90 % one sex or the other wlll be con
sidered to be sexually identifiable and segre
gated. In the 30 SMSA's, 92.4% of all em
ployees in major job classifications are in 
sex-segregated jobs.38 (See Table 4.) There 
are no cities which may be categorized as 
"good" on this index. In New York City, the 
city with the least segregation, 86.0% of an 
employees are in classifications in which one 
sex is 90% predominant. An even more dis
tressing statistic is the fact that in the 30 
SMSA's, 54% of all employees in major job 
classifications are in 100% sex-segregated 
jobs. In seven of the 30 SMSA's all of the 
25 largest jobs are readily identifiable as 
belonging to one sex or the other.37 At least 
21 of the 25 largest jobs are segregated 1n 
every one of the SMSA's. 

TABLE 4.-SEX SEGREGATION OF JOBS WITH 20 OR MORE 
EMPLOYEES, BY SMSA, DEC. 31, 1970 

Standard metropolitan 
statistical area 

Percent of 
all employees 

in 100-percent 
sex se~re
gated JObs 

Percent of 
all employees 
in 90-percent 

sex segre
gated jobs 

Atlanta_________ __ _________ __ 79.8 92.7 
Baltimore____ __ ______________ 61.9 96.3 
Birmingham ___ _______________ 91.7 92.7 
Chicago_____________________ _ 36.9 90. o 
Cleveland____________________ 57.3 95.9 
Dallas_______________________ 81.0 99.2 
Denver______________________ 58.6 94.4 
Detroit__________ ___________ _ 75.1 97.7 
El Paso______________________ 96.0 100.0 
Greensboro__________________ 97.7 97.7 
Houston_____________________ 83.1 97.9 
Indianapolis__________________ 79.4 95.3 
Jacksonville__________________ 83.6 96.3 
Kansas City__________________ 87.1 99.3 
Los Angeles__________________ 27.3 94.7 

~ra:~~~~~~~============~=== ~~j ~~J Mobile______________________ 100.0 100.0 
New Orleans_ ________________ 95.2 96.6 
New York____________________ 38.6 86.7 
Newark______________________ 74.6 88.7 
Norfolk______________________ 91.4 100.0 
Philadelphia_________________ 84.2 95.0 
Phoenix ____________ ------ ___ 73. 9 95.3 
Richmond.______ _____________ 50.5 91.8 
St. Louis_____________________ 77.1 95.3 
San Antonio__________________ 96.3 100.0 

~:~ ~:=~~iseo:::::::::::::::: ~~J ~J 
Washington__________________ 58.4 92.9 

-------------------Total (30 SMSA's)_____ _ 53.9 92.4 

Source: EEOC C-661-EEOC ~90. 
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Departmental segregation. Because vir

tually all , jobs are sex segregated, whole 
departments may be designated as male or 
female in all the companies. Almost half of 
all females employed in the 30 SMSA's are 
in the Traffic Department while less than two 
percent of all males are assigned to that De
partment. The Traffic Department has been 
appropriately described by Bell officials as a 
"nunnery." In contrast, t h ree-fourths of all 
males are employed in the Plan t Department, 
but only one-eighth of all females. (See 
Chart 4.) Graphic and statistical presen
tations of the sex composition of all depart
ments for each of the 30 SMSA's have been 
prepared and can be found in Exhibit 1, pp. 
4-64. Those data very clearly show the sex
segregated natu re of all major departments 
in every location. 

The concentration of females in Traffic and 
males in Plant has t wo immediate implica
tions. First, because the wages in the Plant 
Department are much higher than in the 
Traffic Department, males make more 
money. Second, the opportunities for promo
tion wit hin non-management, into manage
m ent and within management are infinitely 
bet ter in Plan and, therefore, for males. 
Later sections will quantify both the wage 
and promotional disadvantage suffered by 
women in the Bell Syst em. First, however, 
a detailed examination will be made of the 
specific jobs which are sex segregated. 

T h e major female non-management jobs 
Nationwide, eight out of ten female em

ployees are in three major groups of jobs: 
Operator ( 40% of all female employees), 
Service Represent ative (8% of all female em
ployees), and clerical and stenographic (32% 
of all female employees) .as For almost a cen
tury the Bell companies have considered 
these jobs to be reserved for females. 

Operator. At the end of 1970, the operating 
companies employed over 165,000 Operators, 
but only 224 (0 .1 % ) were male. Were it not 
for the token effort of Pacific Tel. there would 
be almost n one. Twelve companies have no 
male Operators.39 

Service Representative. Bell's recruitment 
literature says of the Service Representative, 
"She is the telephone Company." 4.() This is a 
particularly apt description since 99% of all 
Service Representatives are females. Five 
companies have no male Service Represent
atives. In only two companies and four of 
the surveyed SMSA's does the percentage of 
male Service Representatives exceed on per
cent. (See EEOC Exhibit 1, pp. 447, 448.) 

Clerical. The third major "female" job 
group is clerical. In the operating companies 
93% of these low paying jobs are held by 
women. Although seven percent of these jobs 
are held by men, it should not be assumed 
that these are the same clerical jobs held 
by females. Consistent with the over all pat
tern, most companies reserve a certain few 
clerical jobs-Utility Clerk, Construction 
Clerk, etc.-for males. These classifications 
are usually paid more than "female" clerical 
jobs. In every SMSA a lmost all clerical jobs 
continue to be identifiable as "women's" 
jobs. 

Inside sales. A fourth "female" job group, 
somewhat smaller than the three discussed 
above, illustrates the Bell System's segrega
tion of even functionally-related jobs. As 
observed in Chapter 1, there are two basic 
categories of sales jobs-inside sales which 
handles smaller equipment and advertising 
orders and outside sales which contracts for 
major customer purchases. Despite the func
t ional relationship between the jobs, they . 
continue to be distinguishable by the sex of 
the incumben ts. Of 1369 inside sales workers 
in the 30 SMSA's, 95.2 % are females; of 4000 
outside sales workers, only 8.1% are females. 
(See EEOC Exhibit 1, p. 451.) In 1971 South-

Footnotes at end o! article. 
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western Bell continues to designate its inside rather than to higher-rated crafts or manage
sales workers "Telephone Saleswomen." ~ ment.Gl The Switchroom Helper's job, though 

In short, in 1971 almost every major low- craft in function and identical to the all
paying job in the Bell System is a "female" male Frameman's job in other companies, 
job. The introductory description of low-pay- was typed in every way as a female classlftca
ing jobs (Operator, clerical jobs in Plant and tion by Michigan Bell. 
Accounting, Service Representative and in- After 1965, some companies (though by no 
side sales jobs) is also a perfect description means all) realized that females could no 
of jobs which are almost totally female. The longer be excluded from the Frameman's job. 
fact that exactly the same jobs are female in (See the discussion of BFOQ in Chapter 3.) 
city after city and company after company Southern Bell and South Central Bell, to a 
is obviously the result of System policy. The limited extent, began what amounts to a 
fact that these jobs are also the lowest pay- conversion of a "male" job into a "female" 
ing jobs everywhere in the System is also no job. 
accident. The contrary situation exists, of By the end of 1970, over 60% of the 
course, with respect to the jobs which the Framemen in Atlanta, Birmingham and 
Bell System has allocated to males. The jobs Greensboro/Winston-Salem were "Frame-
are discussed below. dames." ll2 The evidence also tends to show 

The major male non-management jobs that the rate of pay for Framework relative 
to other crafts also began to reflect its 

One-fourth of the operating company em- "female" designation in these companies.&a 
ployees are in telephone craft positions.~ 
Except for the upper level management jobs, In January, 1970, Illinois Bell gave serious 
these classifications are the most desirable in consideration to "an all female Frame force 
the System. Not only is the pay a great deal similar to Michigan Bell." They concluded, 

however, that their "hiring problems [among 
higher and the opportunity for promotion males] were not so critical that they should 
much greater, the job itself is much more break toward an all female Frame force." 
challenging and satisfying than the Operator Illinois Bell observed, nevertheless, that, 
and clerical jobs. 

These more attractive craft jobs have never "The Michigan people do still believe this is 
been open to females on the same basis as the way to go." u 
males. Prior to the effective date of Title VII Most other companies, despite the 
of the Civil Rights Act of 1964, there were examples in Michigan Bell and Southern 

Bell, continued to defend the male craft 
virtually no females in any of the telephone fortress. At the end of 1970, there were no 
crafts. In 1966 only three companies (New female Framemen in six SMSA's, and less 
England Tel., Ohio Bell and Michigan Bell) than five percent of all Framemen were 
employed any females in craft jobs.43 

The passage of Title VII has not, however, female in eight other SMSA's. Despite the 
been a significant spur to the utilization of fact that Framemen in some cities were all 
female::> in the telephone crafts. In 1971, al- female, only 12% of all Framemen in the 

30 SMSA's were female.l;11 

though all the companies had at least one The other major inside craft jobs continue 
female craft worker, in only five companies to be exclusively male with little indication 
did the proportion of female craft workers 
exceed one percent." of any female participation to date. The 

Two observations make_ this gross under- Switchman classification was only 0.6% 
ut111zation particularly distressing. First, it female at the end of 1970. Eleven of the 30 

SMSA's had no female Switchmen. Females 
should be recalled that since the Bell System were similarly excluded from the Test Desk
trains for every job,45 the absence of female 
craft workers cannot possibly be explained man's position, comprising only 1.7% of all 
by the lack of "qualified applicants." employees in that position. In New York, for 

second, each Bell company employed instance, of 1600 Deskmen, none were 
female. 50 

females in craft jobs at a rate far below that In summary, on December 31 , 1970, virtu-
of other companies in its area. (See Chart 5.) ally all craft jobs in the Bell System were 
In 1971, only Michigan Bell managed to em· held by males. Outside craft positions were 
ploy female craft workers at a rate greater 
than area employers. In most of the operating exclusively male. Females had entered only 

one inside craft job, Framemen, and that 
companies, females are employed in the crafts only very selectively. As noted before, males 
at a rate only 10-15% of the area all- held 92 % of the outside sales jobs. 
industries rate. 

Of 190,000 telephone craft workers in the Thus, the description of the sex composi-
operating companies at the end of 1970, 99% tion of major Bell System non-management 
were male.~6 The "outside" crafts (Linemen, jobs comes full circle. All low-paying, high
Installer-Repairman, PBX Installer-Repair- turnover, dead-end jobs are female. High-

paying, desirable jobs with substantial 
man and Cable Splicer) were virtually 100% chances for promotion to middle and upper 
male. In the 30 surveyed SMSA's there were management are male. It is no surprise, 
only nine females in outside crafts (three Re- therefore, to find very few females in man
pairmen, one Installer-Repairman, one 
Transmission Man, one Installer, two Station agement jobs above the first level. The fol-
Installers and one Cable Splicer). (See EEOC lowing section describes this exclusion from 
Exhibit 1, p. 450.) management. 

The Bell System's employment of women Females and Males fn Management 
in the "inside" crafts (Fra.meman, Switch- The exclusion of females from Plant craft 
man and Test Deskm.an) is hardly better; all positions and their concentration in the 
are substantially sex segregated. (See EEOC Traffic Operator's job has serious impllca
Exhibit 1, pp. 449-450.) tlons for their respective opportunities for 

Michigan Frameworkers. The Frameman promotion into management. As shown 
classification is a particularly interesting case above, the chance for promotion into man
study of the Bell System's penchant for agement within the Plant Department is 
classifying every job by sex. Prior to 1965 only twice as great as the chance for promotion 
one company, Michigan Bell, employed to management in the Traffic Departmnnt. 
women in Framework. At Michigan Bell this In the operating companies a woman's 
classification, titled Switchroom Helper, was chances of reaching management are ·ap
totally female and had been so for at least proximately one in eight while a. man's 
20 yea.rs.•7 The job was treated in every chances are one in three. (See Chart 6.) 
respect as a. "female" clerical-type job. The The chances for a. male to reach m.anage
"female" (clerical) test battery was admln- ment are thus consistently two or ·th:·ee 
1stered to applicant; 48 applicants were re- times the chances !or a female. 
quired to be between 5'3" and 5'10" ta.ll; 48 Even these statistics, however, exaggerate 
the rate of pay was within the ·clerical range a female's potential -for achieving positions 
rather than the craft range;GO promotional ot responsibility and commensurate cOlll
opportunlties were into lateral clerical jobs · -pensation. 0! · all· male . Iriahag-er-s- in the 30 

..:-..:::. -
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SMSA's, 45% are in management level two 
or above; a meager 6.3% of all female man
agers have progressed above the 1n1t1al pla
teau of management. (See Chart 7.) Even 
fewer females make it to the highest levels. 
Of 2650 employees above third level man
agement in the 30 SMSA's, only 31 (1.2%) 
were female. 

Most staggering are the departmental 
management figures. It haS already been 
observed that most middle and upper level 
Bell System managers in all departments 
are either promoted up from craft jobs 1n 
the Plant Department or hired directly into 
management through the IMDP. Chart 7 
records the effect of this Bell System policy 
on the chances of women being promoted 
to middle management. It is almost in
conceivable that in the 30 SMSA's, 99.6% 
of all non-management employees in Traf
fic are females, 92.4% of all first level man
agers in Trafilc are female, but only 25.3% 
of all managers in levels two through five 
are female. Equally staggering disparities 
exist 1n the Commercial and Accounting De
partments.61 It is now clear that in Trafilc, 
Commercial, and Accounting, ",~en are 
managers, customers, or husbands. Females 
fill virtually all low-level jobs but are shut 
out of management jobs above the first 
level. For women, the Bell System's fabled 
"up from the ranks" promotion policy is the 
height of hypocrisy. 

Even the law has not been a signitlcant 
stimulus to promotion of women within 
management levels at the Bell System. After 
examining the distribution of women in 
management levels for the period between 
1966 and 1969, AT&T's task force on women 
concluded 1n August, 1970, that, 

Movement during this four year period 
has been quite slow; for all practical pur
poses, the only change has been a slight in; 
crease in second level jobs held by women. 

staff roles. Moreover, within management 
levels, females find themselves confined to 
staff positions and not 1n the mainstream 
of management. For instance, 9.1% of all 
females in ma.nagemem; (as defined by the 
operating companies) are cla.ssitled as Sec
retaries,50 a position that would not be con
sidered management in almost any other 
context. 

Those females in more trad.Ltional manage
ment jobs are still confined to advisory, sup
port positions. Of the 31 females above Dis
trict level in the surveyed cities, only three 
are located in the operating departments. 
The others tllllegal, medical or other special
ized support roles.00 This same finding was 
emphasized in the report of the AT&T task 
force on women. 

Only a few of the District and above women 
managers are functioning in line manage
ment jobs. The job titles of the vast majority 
of these managers, regardless of department, 
indicate either a specialist assignment or a 
staff role. The few women that do progress in 
managemeillt, do not move into the general 
management ma.instream.61 

The Bell System's failure to promote fe
males must be classed as one of the most 
monumental inequities in private industry. 
Even so, AT&T Ohairman of the Board, H. I. 
Romnes on December 11, 1970, labeling as 
"outrag~us" the EEOC's charges of "per
vasive, system-wide" discriminati<~n against 
women, stated that the Bell System "~ecruits, 
hires, assigns and promotes without discrimi
nation." Romnes reported that females make 
up 33.5% of the System's managers and 
professiona.ls.e:l The hollowness o! these state
ments is self-evident. 

Female and male wages 
Although by 1971 all the operating com

panies had ceased to ofilclally label wage 
schedules as male or fema.le,oa the total segre
gation of jobs had the same inevitable effect. 
This is not a case of uneqwa.l pay for equai 
work. Females are paid less because they are 
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excluded from all jobs classified a.t a higher 
wage. 

In the 30 SMSA's, 80% of all female em
ployees are in classi.fica.tions whose maximum 
basic annual wage is less than $7000; only 
four percent of all males are in such classifi
cations. (See Chart 8.) 

At the more lucrative end of the scale the 
differences are equally disparate. While 34% 
of aH males are in classifications with a maxi
mum annual salary of at least $13,000, only 
three percent of all females are so situated. 
The chance that a female will earn over 
$13,000 per year is less than one-tenth that 
of her male counterpart. 

Furthermore, males begin at higher wages 
than females and continue to maintain a 
greater wage throughout their tenure in the 
Bell System. The average ma.xim.um wage 
for males in entry level Jobs in the 30 SMSA's 
was $8,613; the average maximum wage for 
beginning females was $6,114 or only 71% 
of the male wage.84 A female in first level 
management averages $11,194. Should She 
compare herself to a male in first level man
agement, she would discover that her wage 
is only 79% of his.65 When measured in terms 
of total "occupational position," females' 
wages were only 75% of the average wage for 
all employees and only 60% of the average 
wage of male employees. Graphic displays 
of the male/female wage distribution a.nd 
occupational position have been prepared for 
each SMSA and can be found in EEOC Ex
hibit 1, pp. 128-188 and pp. 238-299. 

By any standard, the exclusion of females 
from craft jobs and middle and upper ma.n
agement positions is tra.gic. The psychologi
ool toll is incalculable. The toll in turnover 
is fantastic. The loss in wages is astronomi
cal. The conclusion is inescapable that, in 
terms of providing equality of opportunity 
for females, the Bell System has been 
uniquely incompetent. 

Summary 
While the majority of the employees in 

the Bell System are female, almost all jobs in 
the company are sex segregated. 

The Bell System originated and encourages 
the common conception of certain jobs as 
male or female. 

The sex segregation is uniform from com
pany to compa.ny. 

The Operator, Service Represe~tative, and 
clerical classifications are almost exclusively 
female and contain 80% of all females in the 
System. 

Nearly all craft jobs and middle and upper 
level m.a.na.gement Jobs are held by males. 

"Male" Jobs invariably pay more, are more 
rewarding, and provide greater promotional 
opportunities thra.n "female" jobs. 

TABLE 5.- SUMMARY OF FEMALE PARTICIPATION IN THE 
BELL SYSTEM, DEC. 31, 1970 

Total Female 
employ- employ- Percent 

ment ment female 

Officials and managers ______ 88,301 36,295 41.1 
Professionals ___ . _________ ._ 58, 756 12,051 20.5 
Technicians. _______________ 4, 791 3,052 63.7 
Sales workers ______________ 12, 113 3,168 26.2 

Management.-- ---------- 5, 814 661 11.4 
NonmanagemenL •••• ____ 6, 299 2, 507 ll9. 8 

Office and clericaL _________ 359, 119 348,071 96.9 

Secretaries (management) _ 4, 929 4, 919 99.8 
Clerical and stenographers. 141,394 131,677 93.1 
Telephone operators ______ 165, 372 165, 148 99.9 
Supervisors/services as-

13,440 13,437 100.0 sistants ____ .. __________ 
Service representatives .•.• 33,093 32,740 98.9 
Other business office em-

ployees _________ . _ ----. 891 150 16.8 

Craft workers ______________ 192,328 2,120 1.1 
Operatives _________ ____ ---_ 7, 437 119 1.6 
Service workers ____________ 9, 605 4,648 48.4 

TotaL .• ------------ 732,450 409,524 55.9 

Source: EEOC W-659. 
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CHAPTER 3 .-REACTION TO THE SEX PROVISIONS 

OF TITLE VII 

In 1965 Bell System officials, oblivious to 
sex discrimination, defined equal employ
ment as equal opportunities for minorities. 
They were, therefore, rather complacent 
about the newly passed Civil Rights Act. 
Many of the companies had been members 
of the Plans for Progress for several years 
and felt that their obligations had been 
fulfilled.1 The sex provisions of Title VII, 
when they were considered at all, were not 
taken seriously and certainly were not of the 
same import as the race provisions. In 1965 
none of the operating companies had any 
affirmative action commitments relating to 
sex,2 and most did not consider sex discrimi
nation to be a serious problem. "Not much 
thought had been devoted to possible dis
crimination based on sex." a 

As the effective date of the Act approached, 
Bell officials counseled caution and adopted 
a "go slow" attitude.• In a conference on the 
implications of Title VII held in April, 1965, 
for example, Mr. E. D. Maloney, Pacitlc Tel. 
Vice President, said. 

"The Company does not want to do any
thing at this time which would affect the 
reasonable and efilcient operation of our 
business. For sure, we don't intend to go 
off half-cocked; once we do, then we are 
stuck. If and when we are challenged, then 
we can take a different approach." 11 

This chapter will examine the reasons of
fered by the operating companies for their 
continued exclusion of the "opposite sex" 
from sex-segregated jobs after the passage 
of the Civil Rights Act of 1964. The most 
common rationalizations were the use of 
state "protective" laws restricting women's 
work and claims of Bona Fide Occupational 
Qualification (BFOQ). 

Panic to protect against contamination 
Certainly no affirmative action was contem

plated by any of the operating companies in 
1965. Many, however, realized the clear im
plication in Title VII that " ... the mere 
fact that women [or men) have traditionally 
been excluded from certain jobs Will not, of 
itself, be an acceptable reason for continued 
exclusion." 8 The companies, therefore, began 
the process of justifying their traditional 
sex segregation in terms of Title VII. 

Initially, the operating companies sug
gested a Bona Fide Occupational Qualifica
tion (BFOQ) for all jobs which were sexually 
segregated.7 Section 703(e) (1) of Title VII 
allows an employer to exclude women or 
men from jobs "In those certain instances" 
where sex is a "bona fide occupational 
qualification." 

In December, 1965, the EEOC promulgated 
Guidelines on Discrimination Because of Sex 
which defined the BFOQ exception.s Accord
ing to the EEOC Guidelines, women could 
not be excluded from jobs because of "as
sumptions of the comparative employment 
characteristics of women in general." Nor 
could employers justify a BFOQ on "stereo
typed characterization of the sexes," such as 
"men are less capable of assembling intricate 
equipment" or "women are less capable of 
aggressive salesmanship." 

Some in the Bell System, however, argued 
that males should be excluded from clerical 
jobs because "the work and wage rates are 
not generally attractive to men" and "few 
men have the academic clerical training to 
qualify !or this work."" Others argued that 
entry craft jobs, though not justifying a 
BFOQ based on their job content, should 
be restricted to men because women could 
not fill higher-rated jobs in the craft 
progression.1o 

Throughout the Bell System there was 
an underlying fear of the "contamination 
of male job classifications by the females.'111 

As position papers were circulated by AT&T, 
some of the most bizarre BFOQ cla.1m.s be
gan to be abandoned. For some classlfi.ca
tions no argument could be contrived to 
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justify continued exclusion. There were some 
jobs for which no company claimed a BFOQ. 
There were other jobs for which all com
panies claimed a BFOQ. And there were 
certain jobs for which some companies 
claimed a BFOQ while other companies did 
not. 

The following sections describe the welter 
of conflicting positions taken within the 
Bell System since 1965. Only one confident 
generalization can be made from this mate
rial: no matter what a particular company 
claimed regarding BFOQ, in practice, the 
result was always the same. Females were 
consistently excluded from "male" jobs and 
males were excluded from "female" jobs, 
irrespective of whether or not the company 
claimed a BFOQ. The immutable law of sex 
segregation proved to be considerably hardier 
than the law of Title VII. 
Jobs for which no BFOQ was claimed: Cleri

cal and service representative fobs 
As early as 1965, AT&T corporate head

quarters conceded in a letter to all operat
ing companies that there was no legitimate 
reason for excluding males from clerical 
jobs in the Plant and Accounting Depart
ments and Service Representative jobs in 
the Commercial Department.u An exhaustive 
search of company documents revealed that 
not a single company claimed that males 
could lawfully be excluded from either cleri
cal or Service Representative jobs. 

The absence of an official company cla.lm 
of BFOQ was, however, irrelevant. The Bell 
System was unalterably opposed to the 
mingling of the sexes. A memorandum which 
refers specifiCally to clerical and Service 
Representative positions, exempllfies what 
actually occurred throughout the Bell 
System: 

"We are not anxious to place men in jobs 
that are normally held by women or women 
in jobs normally held by men. No individual 
should be hired into a job normally held by 
the opposite sex unless approval is recelved.''13 

To say that the operating companies were 
"not anxious" to place males in clerical and 
Service Representative jobs is a considerable 
understatement. As long ago as 1965, the Sys
tem affirmatively recognized the unlawfulness 
of continued exclusion of males, and yet the 
exclusion has continued for at least six years. 
Data already presented conclusively showed 
that as of December 31, 1970, these jobs were 
still virtually all-female.u The fact that the 
companies never officially even claimed a 
legitimate reason for excluding males from 
clerical and Service Representative jobs did 
not prevent the companies from excluding 
males in practice. These jobs were just as 
staunchly "female" in 1971 as the job of 
Operator, for which the Bell System has 
valiantly attempted to justify a claim of 
BFOQ. Under these circumstances, the con
clusion, harsh though it may be, is inescapa
ble. The Bell System has deliberately flouted 
the law. This conclusion is reinforced by the 
openness, discussed in the next chapter, with 
which these violations of the law were accom
pllshed. 
BFOQ for operator: A lost cause even in 1965 
In 1965 there was a great debate within the 

Bell System over the continued segregation 
of the Operator classification. In California, 
at least one independent telephone company 
had begun to hire male Operators in 1966, and 
their limited efforts seemed to be quite suc
cessfu1.115 Many Bell operating company offi
cials felt the Operator's job could not law
fully be limited to females.u 

Some Pacific Tel. officials even suggested 
the hiring of male Operators as an experi
ment in an effort to solve their turn-over 
problem.17 The following disadvantages of 
such a policy were expressed by other Pacific 
Tel. executives: (1) the Company already 
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had a significant investment in the image 
of the Operators as the "voice with the smile" 
which would be lost, were males hired; (2) 
if males were in Operators' jobs there might 
be some pressure to equalize the Operator's 
pay with plant craft pay since men would 
then be serving in both posit1ons.18 These 
observations are probably reflective of the 
real reasons for the Bell System's unflagging 
attachment to female Operators. However 
decisive these economic factors may have 
been in reality, they were never formally 
articulated as being lawful reasons for 
exclusion. 

Rationale for BFOQ. Despite the early con
fusion over the Operator job, all operating 
comoanies toed the line after AT&T cor
porate headquarters circulated a position 
paper in January, 1966. The paper, entitled 
"Application of Title VII of Civil Rights Act 
to Traffic Operating Jobs in the Telephone In
dustry," awkwardly attempted to rationaUze 
the exclusion of males. Three basic rationales 
were proposed. First, the paper argued that 
men were by nature unsuited to the Opera
tor's job. The initial telephone company ex
perience with rambunctious males was cited 
and the specter of deteriorating service was 
raised. "The present high level of service," 
AT&T contended, "is largely due to the em
ployment of women as telephone operators." 19 

Second, the close nature of the work ne
cessitated a segregated work force. 

Many times operators' knees, elbows, hands 
and arms brush their neighbors' bodies. To 
have men and women (even those with the 
best intentions and good wlll) working side 
by side under these conditions would create 
an intolerable situation.10 

The possib111ty of segregating men and 
women at the switchboards was rejected as 
"possibly a violation of Ti1tle VII". 21 

Third, the Operators' chairs, switchboards, 
lounge and rest room facilities were designed 
for women, and the expense of accommodat
ing males would be "too much for any man
agement to consider or the public to pay 
for." 22 

Thirteen of the operating companies for
mally adopted the AT&T rationale and of
ficially excluded males from the Operator's 
job (and associated Traffic Department jobs) 
on the basis of a female BPOQ.28 It is as
sumed that the remaining companies also 
claimed a BFOQ for Operator although such 
evidence was not furnished in response to 
the EEOC's Request for Documents. In any 
case, these companies also excluded males 
from the job. 

Fallacies of the argument. The bankruptcy 
of this position is quite apparent. First, 
AT&T's 1966 position paper admitted that at 
least 25% of a.ll males possessed the specific 
"nurtura.nt" personality qualities which Bell 
claimed it sought in its Operators and 20% 
of a.ll women are as "aggressive" as the av
erage man." 

Moreover, and this is critical, AT&T has 
never used any selection technique designed 
to measure personality qualities.25 In as 
much as at least 20% of women do not pos
sess the personality quallties "sought" by 
AT&T, the failure of the System to adopt 
selootion techniques to screen out those 
women vividly testifies to the make-weight 
nature of this argument. On the other hand 
if personality factors are so crlticaJ. to serv
ice, the failure of the Bell System to adopt 
professionally developed selection techniques 
designed to measure personality factors 
stands as a monumental example of corpo
rate mlsma.n.agement, especiany in view of 
the well-known and wide-spread deteriora
tion of service in recent years. 

In any event, AT&T obviously cannot si
multaneously claim that personality factors 
are so lmporta.nt as to justify exclusion of an 
males from the Operator job a.nd yet so 1n
signlftcant that the System need not use 
selection techniques to measure those quali
ties. 
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The second a.I"gument a.dva.need by AT&T

that the close nature of the work justified 
complete segregation-is so specious as to 
warrant summary rejection. Moreover, it has 
been reasonably surmised by Bell officials that 
the extremely acute problems of turnover 
could be substantially reduced by sexually in
tegrating the Traffic Department nunnery.211 

Further, the notorious claustrophobic condi
tions in the Traffic Department have been 
repeatedly condemned as being a major factor 
contributing to Operator unrest.ll'l' 

Another major fallacy in Bell's argument 
for exclusion Of males from the Operator job 
can be found in the experience of other tele
phone companies. Geneml Telephone Com
pany, for emmple, had been successfully hir
ing males as Operators since October, 1966,18 
a fact which must have been well-known in 
the Bell System.• Nevertheless, AT&T blindly 
persisted in its attempt to preserve the au
female composition of the Operator's job. 

Finally, it must be emphasized that AT&T's 
claim of a fem&le BFOQ for Operator was 
based squarely on "stereotyped characteriza
tions of the sexes," a rationale explicitly re
jected by the EEOC as early as December, 
1965. 

It 1s quite obvious that the Bell System 
made a conscious decision to retadn. the fe
male image of the Opera/tor's job and to avoid 
hiring males. The position which AT&:r 
adopted was irrationtal and uneconomic. Be
cause of the system's predilection for fem&le 
Opem.tors, they were forced to adopt an in
credibly strained and feeble aa-gumenrt to 
achieve a. semblance of legality. 

Abandoning the female BFOQ. AT&:r con
tinued in this premise long after the operat
ing companies had realized its futillty. In 
April, 1970, AT&:r let it be known that it 
was still opposed to the hiring of male Oper
ators but that the decision should be made 
by the individual operating company presi
dents.so All 01 the companies, with some 
reluctance, oftlcially abandoned their BFOQ 
claims for Operators during the first six 
months of 197o.:n 

There has been no change in the actual 
composition of the Operator's classification 
following the revocation of the ban on males. 
Although thousands upon thousands of Oper
ators have been hired since the change in 
poUcy, as of December 31, 1970, in the entire 
Bell System there were only 224 male Oper
ators, 90% of whom were in California. 
Twelve Bell companies still had no males at 
all. 

No Company has taken any affirmative 
action to seek out male Operators, and most 
have actively discouraged such applicants. 
South Central Bell's accommodation to the 
new mandatory policy 1n April, 1970, is per
haps typical. 

Henceforth, it is the company's pollcy that 
the female sex should not be asserted as a 
BFOQ for any job. However, it 1s not the 
Company's pollcy to seek out or encourage 
the placing of males in these titles. On the 
contrary, d1Ugent efforts (short of asserting 
a female BFOQ) should be made to dissuade 
males from applying for or taking these jobs. 
Their interest should be steered, if possible, 
toward Plant craft or some other more suit
able work. If such males are insistent on 
being considered for jobs normally filled by 
women, they should be processed in the regu
la.r manner for males .... as 

The Bell System couched sex segregation of 
Operators in terms of Title VII until that 
tactic was totally debunked. Stripped of these 
trappings, it became blatant discrimination. 

Male BFOQ-Introductlon 
The concern over the "contamination" of 

male jobs elicited a much more intricate 
justification for male BFOQ's. The same dis
agreement which surrounded the formula
tion of female BFOQ's ohara.cterized the 
attempted legitimation ot "male" jobs. This 
confusion and contradiction only highlights 
the 1nab111ty of any employer to make gen-
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era.Uzattons which would justify the exclu
sion of a.11 females, 81bsolutely, from a. par
ticular category of jobs. The di11lculties in
herent in making categorical generalizations 
about individuals based solely on their sex 
wa;s certainly recognized by many in the Bell 
System. 011lcials in some companies deter
mined that it was "probably impossible, or 
at least very difficult, to make blanket re
strictions" for any individual job title.33 But 
in order to rationalize the continued exclu
sion of females from male jobs, most com
panies attempted the "impossible" and 
concocted numerous reasons for continued. 
sex segregation. 

The Bell companies used two major argu
ments to justify their exclusion of females 
from various outside sales, craft and man
agement jobs. First, they contended that the 
placement of females in jobs which required 
overtime or lifting of heavy weights woul4 
contravene state protective legislation. Sec
ond, they claimed that women as a class were 
unable or unwtlllng to meet some of the 
rigors associated with traditionally male 
jobs. As will be shown below, these distinc
tions have had little actual effect on the sex 
composition of the job. All jobs remain sex 
segregated whether a. BFOQ was claimed or 
not. 

Male BFOQ: Outside Sales Jobs 
By letter dated May 12, 1965, AT&T Assist

ant Vice President William Mercer notified 
all operating compa.n.les that "there would 
appear to be no general basis for excluding 
women" from outsides sales jobs.M At least 
fourteen companies apparently have never 
claimed a. BFOQ for outside sales jobs.811 On 
December 31, 1970, the 22 SMSA's in these 
companies employed over 2,500 outside sales 
workers, of whom 92% were male. Those same 
SMSA's employed 444 inside sales workers, 
of whom 93% were female.ae 

Five and one-half years after the effective 
date of the Clvll Rights Act, these fourteen 
companies continue to sex segregate their 
sales jobs without even a. claim of legitimacy. 
The remaining companies justified their ex
clusion of females from outside sales jobs 
primarily upon the existence of various state 
protective laws limiting the number of hours 
women can work. Claims based on such laws 
will be dealt with more generally below. 

The lmpUca.tions of the System's treat
ment of outside salesworkers, however, are 
quite clear. Only a handful of companies as
serted a BFOQ claim for outside sales jobs. 
The absence of such a claim has not, how
ever, meant that females have been afforded 
equal opportunity. Sales jobs still remain sex
ually segregated in all companies. 

Craft fobs: State protective legislation 
A fever of paternalism in the first half of 

the 20th century produced legislation in a 
number of states limiting the hours a woman 
could work and the weight that she could 
lift. In 1965 most orf these laws remad.ned in 
force.37 Because arguably certain craft jobs 
required the working of hours and/or lifting 
of weight in excess of the limit permitted 
women under these laws, several Bell com
panies were faced in 1965 with a potential 
confiict between the state protective law and 
the federal Civil Rights Act, a confiict which 
was immediately recognized by all in the Bell 
System.88 

Pacific Tel., in particular, raised the pos
sib111ty that the state laws might be chal
lenged by the federal government as restric
tive of females' employment opportunities.89 

Before discussing BFOQ claims based on 
these state laws, it should be emphasized 
that not all companies could rely on such 
laws as justification for their traditional ex
clusion of females from craft jobs (or out
side sales jobs, for that matter), either be
cause their respective states had no pro
tective legislation or such legislation did not 
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apply to the telephone company. Eight com
panies-C&P (Md.), C&P(Va.), Indiana Bell, 
New Jersey Bell, C&P (W. Va.), Southwestern 
Bell, New York Tel., and Northwestern Bell
have never claimed that their exclusion of 
females from craft jobs could be excused be
cause of state protective legislation.40 The 
rationalizations these companies adopted wlll 
be discussed in the next section. 

Twelve companies, however, did assert a 
BFOQ for some craft jobs based on state 
protective legislation.41 These claims were not 
uniform, and the inconsistencies are suffi
cient to cast considerable doubt about the 
companies' good faith in asserting them. 

Challenging state laws. There were four 
major reactions to the apparent conflict be
tween state and federal law. First, Mountain 
Bell and lllinois Bell made a frontal attack 
on the state law's validity, but only after they 
had been found in violation of either state 
or federal civil rights laws. 

In December, 1966, Mountain Bell chal
lenged the Arizona protective law as "ar
chaic" and in conflict with state and federal 
anti-discrimination laws.u In June, 1968, 
the offending Arizona statute was revised 
to eliminate the confiict with Title VII." 
Similar laws existed in Utah, Montana, New 
Mexico and Texas, but the Company made 
no effort to have them removed by the 
courts. Quite to the contrary, Mountain Bell 
continued to assert a BFOQ based on these 
"archaic" laws until March 1971." Moreover, 
despite the absence of any state protective 
law in Arizona since 1968, Mountain Bell in 
Phoenix has continued to sex segregate the 
craft jobs. On December 31, 1970, in Phoenix, 
the Company employed 1405 telephone craft 
workers, of whom only 21 (1.5%) were 
female.411 

In March, 1970 (almost five years after the 
effective date of Title VII) Illinois Bell also 
challenged the state's protective laws in 
federal court, contending that they were 
neither realistic nor relevant to the needs 
of women in modern society. The court ruled 
the state law invalid in August, 1970.'8 No 
other Bell companies have made such chal
lenges of state laws.'7 

Exemptions from state law. A second al
ternative was pursued by Bell of Pa., which 
sought exemptions from the state law for 
the classifications of Facil1ties Assigner and 
Frameman.48 The exemption was granted by 
the Pennsylvania. Bureau of Labor Standards 
in March, 1968, for all jobs in Philadelphia 
and not just those for which exemption was 
sought.48 Unaccountably, the Company con
tinued to rely on the· state law. Even though 
they had a legal exemption, they continued 
to exclude women from other inside and out
side crafts until January, 1970.60 

Similar exemptions were allowed in other 
states, but they were not applied for by the 
Bell companies.Gl Not that exemptions would 
make much difference. Although unrestricted 
in its abillty to employ females as craft 
workers, Bell of Pa. employed 4418 craft 
workers in Philadelphia on December 31, 1970. 
Only 11 (.02%) were female.152 C~early, the 
state protective law has not been the opera
tive factor in excluding females from craft 
work at Bell of Pa. 

Restriction of overtime. A third major 
policy toward state protective laws was 
adopted by Southwestern Bell, Pacific Tel. 
(Frameman only) Ohio Bell (Frameman 
only) and Wisconsin Tel. These companies 
allowed women into certain craft positions 
but restricted their overt1me.5s Wisconsin Tel. 
presents a particularly compelling example. 
After initially excluding women from all craft 
jobs on the basis o! the state law, the Com
pany revised its position in 1968 to "allow" 
women into these jobs but to restrict the 
overtime they could work.64 The effect of 
this change in policy has been negligible. On 
December 31, 1970, Wisconsin Tel. employed 
2864 craft workers, of whom 99.4% were 
male.155 
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Southwestern Bell adopted a similar posi

tion relative to the Texas state protective 
laws. They restricted no jobs to men based 
on the state statute but limited females' 
overtime when they held those jobs.56 Based 
on the same statutes, !lowever, Mountain 
Bell in El Paso restricted all inside craft 
jobs to males.57 These confiicting policies 
1llustrate the contrived and artificial nature 
of claims of BFOQ based on state protective 
laws. Further demonstration of the absurdity 
of BFOQ claims can be found by examining 
the employment of female craft workers in 
Texas, where, as noted above, Southwestern 
Bell states it has never denied females entry 
into craft jobs based on the state protective 
law but has restricted only the hours women 
could work. 

Of 4813 craft workers employed in Dallas, 
Houston and San Antonio on December 31, 
1970, 98.5% were males.ss Whether or not 
Southwestern Beh claimed a BFOQ based on 
Texas state law, the fact remains that craft 
jobs are the exclusive domain of men. 

The following companies spurned all of the 
above alternatives and excluded women from 
most traditionally male classifications based 
on state protective legislation: C&P (D.C.), 
Michigan Bell, New England Tel., Pacific 
Northwest Bell, and South Central Bell.6ll 

A summary of the various companies' poli
eies concerning exclusion of females from 
craft jobs based on state protective laws is 
obviously d111lcult since so many inconsistent 
claims were being made within the System. 
Two conclusions can be reached with some 
confidence, however. First, if the operating 
companies had truly desired to place females 
in craft jobs, they could have. The companies 
could have attacked the state law; they 
could have sought exemptions from the laws; 
or they could have placed women in the jobs 
but restricted their overtime. All of these 
alternatives are viable as indicated by the 
fact that some companies claimed to · use 
them. It appears reasonable to conclude that 
the failure of most companies to pursue 
these alternatives vigorously can be attrib
uted to their continued desire to sex segre
gate craft jobs. 

This observation is reinforced by the sec
ond conclusion which can be confidently 
made. The fact that some compa.n.les at
tacked state laws, obtained exemptions, or 
"allowed" females into craft jobs but re
stricted their overtime made virtually no dif
ference in actual practices. All companies 
continued to exclude females from craft 
positions. Bell System sex stereotypes, in
grained by a century of corporate policy, con
tinued to thrive. 

Craft fobs: Sex stereotypes 
The second major justification for a. male 

BFOQ rested on presumed differences be
tween the abllities and disabillties of the 
sexes. Five liabillties were attributed to 
women which would prevent them from 
holding "male" jobs: ( 1) women who work 
on customer premises are subject to special 
hazards unique to their sex; eo (2) women 
may not work under hazardous conditions 
inherent in working aloft or underground; e1 

(3) women may not lift excessive weight or 
expend an equivalent amount of energy; at 

(4) because women cannot participate in the 
above activities, they may not hold jobs 
which require such experience; 113 ( 5) women 
would not be expected to complete the train
ing period required for certain jobs.& 

It should be recalled that as early as 
1965 some companies openly acknowledged 
that it was probably impossible, or at least 
very difficult, to make blanket restrictions 
for any particular job or classes of jobs and 
the EEOC had specifically rejected the use 
of such stereotypes. In fact in 1965 AT&T 
conceded in a letter to all operating com
panies that there was no legitimate reason 
for excluding women from any inside craft 
job.85 
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Nevertheless, many companies claimed a 

male BFOQ for inside craft jobs based on 
one or another of the reasons listed above.se 
The EEOC has consistently opposed such 
BFOQ designations in its decisions. Eleven 
times since 1967 the Commission has re
jected a BFOQ claim for Frameman or 
Switchman.s7 In the leading judicial inter
pretation of BFOQ, the Court of Appeals 
for the Fifth Circuit rejected Southern Bell's 
claim of BFOQ for Switchman.88 These de
cisions have been largely ignored.89 

The injustice of the Bell position was artic
ulated by Southern Bell's only female Switch
man in South Carolina in December, 1970. 

"I think everybody felt that [women] 
couldn't do the job because of the way they 
hold their screwdriver or something. No one 
wants to be prejudged and have someone 
say you can't do it because you're a. woman 
or because you're black or something." 7° 

Yet that is precisely what the Bell System 
has uniformly done since 1965. They have 
asserted that all or substantially all women 
could not lift a particular weight or would 
not stay on the job long enough to justify 
training or would not be able to work safely 
in hazardous situations whlle all males 
could or would do these things. 

Fallacy of the argument. The fallacious
ness of this argument is apparent and, in
deed, the operating companies have recog
nized it since 1965. In 1966, Mountain Bell 
acknowledged that employment decisions 
could not be made "on the basis of assump
tions of the comparative employment charac
teristics of women in general or stereotyped 
characteristics of the sexes. . . . " 71 Yet the 
Company claimed a BFOQ untn March, 1971. 
for all jobs which require the lifting of "sub
stantial weight or equivalent expenditure of 
energy." 12 

In February, 1966, a New Jersey Bell mem
orandum was even more accurate in its in
terpretation o'! Title VII: 

"Individuals must be considered on the 
basis of individual capacities and not on the 
basts of any characteristics generally attrib
uted to a group such as men not being able 
to assemble intricate equipment or women 
not being able to lift heavy weights." 78 

Despite this realization, New Jersey Bell 
asserted a BFOQ for outside craft and build
ing and motor vehicle classifications untll 
1971. 

AT&T Vice President William C. Mercer 
reached an ob'Vlous conclusion in January, 
1971, when he observed that--

"There are no real differences between 
women and men, other than those enforced 
by culture. I can't speak for all of society, 
but in business--and very importantly to me 
in the Telephone Company-we believe this 
to be true." n 

The effect of BFOQ claims 
The Bell System's BFOQ claims over the 

last five years have been a sham; not only 
have they been tortured, contrived and con
tradictory, but they have had no substantial 
etrect on the sex composition of jobs in the 
operating compMl.les. They have served as a 
legal rationalization '!or the exclusionary 
policies that the Bell System has practiced 
for a century. Whether a BFOQ was claimed 
or not, most jobs have remained sex 
segregated. 

A few examples betray the hypocrisy of the 
Bell System's BFOQ assertions. In 1965 all 
the operating companies agreed that the 
Service Representative job did "not require 
close enough contact to qualify for . . . a 
BFOQ." 75 Yet in 1971 this classification re
mains almost totally female, no more inte
grated than the Operator classification which 
the companies staunchly defended as in
exorably fenlale.7o 

It makes no difference that a company 
claimed a BFOQ on the basis of state protec-
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tive legislation. Mountain Bell, for instance, 
limited cra'!t jobs in El Paso to males in con
formity with state protective laws. South
western Bell made no such claim for its San 
Antonio craft workers. Yet In 1971 only 4% 
of the Framemen in El Paso were female, and 
none were female in San Antonio; there were 
no female Switchmen, Deskmen, or outside 
craft workers in either SMSA.77 

Companies thalt claimed no restrictive 
state protective laws in their operating 
areas (Indiana Bell, New Jersey Bell, New 
York Tel., Northwestern Bell and Southwest
em Bell) nevertheless asserted a. BFOQ for 
most craft jobs. State protective laws were a 
convenient peg on which the companies 
could hang their continued exclusion. They 
were not a necessary peg. 

New Jersey Bell presents a particularly 
dramatic case of exclusion without regard to 
BFOQ claims. In 1965 the Company made 
three admirable decisions. First, it deter
mined that there were no state protective 
laws applicable to the Company's female em
ployees.78 Second, it recognized that under 
the law females must be judged on an indi
vidual performance basis."~~~ Third, it specifi
cally denied the appllcablllty of the BFOQ 
exceptions to the classification of Frameman 
or Switchman.80 The Company's action, how
ever, belled its commitments. Of 206 Frame
men and 477 Switchmen in Newark in 1971, 
none were female.lll 

Such a pattern is typical of the Bell Sys
tem. Though New York Tel. abandoned its 
BFOQ claims for Frameman in 1966, less 
than 1 percent C1f their Framemen were fe
male in 1971.82 S1mllarly, Paciflc Tel. dropped 
the legal trappings of its requirement that 
Framemen be male in 1967,81 but no fe
males were employed until 1969,&& and leS:s 
than 6 percent of all Framemen were female 
in 1971,815 Ohio Bell removed its restrictions 
on placing females in the job of Framemen 
in February, 1969.118 TWo years later, only 2 
percent of the Framemen in Cleveland were 
women.B'f 

Finally, although only two companies 
dared to claim that their Initial Manage
ment Development Program (IMDP) should 
be exclusively male based on a BFOQ,&a all 
operating companies actually sex segregated 
their college graduate management train
ing programs untn a.t least 1970.SG 

Since the presence or absence of a BFOQ 
claim has made little difference in terms of 
job integra.tion, there was scant cause for 
rejoicing when all the companies dropped 
these claims en masse during the first six 
months C1f 1970.110 As pointed out above, the 
new position was accepted by most com
panies under duress, and there was no inten
tion to embark on "a.filrma.tive action." "Dill
gent efforts" were to be made to preserve the 
sex-segrega.ted status quo. The Bell System's 
1S65 position with regard to sex discrimina
tion remained essentially unchanged. The 
companies had been stripped of their legal 
crutch, but they retained the underpinnings 
of a sexist system. 

Summary 
No BFOQ was ever claimed for clerical 

and Service Representative jobs, but they 
were stlll "female" jobs in 1971. 

Early and awkward attempts (later aban
doned) were made to claim a BFOQ for the 
Operator's job which remained 99 percent 
female in 1971. 

Some companies claimed a BFOQ for out
side sales jobs and some did not. All com
panies employed almost all males in these 
jobs in 1971. 

Some companies claimed a BFOQ for some 
craft jobs based on state protective legisla
tion. Some challenged the state laws. Some 
requested exemptions from the law in some 
areas but not in others and some restricted 
women's overtime hours whlle ostensibly 
allowing women into craft jobs. Some com
panies did none of these. In no company, 
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however did women hold any significant 
number of craft jobs in 1971. 

Some companies simply argued, among 
other things, that women could not lift 
heavy weights or work in hazardous areas. 
Whether or not such arguments were made, 
no company employed female craft workers 
in substantial numbers. 

In sum, whatever the rationaliza.tions 
might be--whether or not rationalizations 
were offered at all-there were no real dif
ferences among the companies in the sex 
composition of the jobs in the Bell System. 
All were just about as segregated in 1971 
as they were in 1965. 

CHAPI'ER 4.-THE SEXIST SYSTEM 

The previous chapters have gra.phica.lly 
demonstmted the extensive sex segregation of 
the Bell System. Virtually alL jobs, !rom 
Janltress and Janitor to Saleswoman and 
Salesman to Chief Operator and Traffic Man
ager, ha.ve a distinctly female or male cast. 
It is preposterous to think that these dis
tinctions between ma.les and females could 
have occurred by chance. The disparities 
are so egregious and the corporate explana
tions are so feeble and contradictory that 
the segregation of males and fema.les must be 
ascribed to a deliberately sexist policy. This 
chapter will analyze those deliberate poli.cies 
of recruitment, hlrlng and promotion which 
have created and perpetuate this total sex 
segregation. 

Recruitment methods 
The Bell System has a staggering need for 

applicants. Because of the incredible turnover 
among short term employees (particularly 
Operators) and because only rubout one of 
every ten applicants is deemed· suitable for 
Bell,t the applicant flow must exceed two 
million each year in order to supply the 
200,000 new hires needed.2 The pressure to 
recruit from every available source is, 
therefore, intense. 

Bell traditionally maintained dual recruit
ment systems for fema.les and males and saw 
no reason to change following the passage of 
Title VII. In October, 1965, a Bell of Pa. As
sistant Vice President said: 

"For jobs in which males have heretofore 
been predominant, we will continue to seek 
males pr1marily, but we will consider quali
fied females except where there is a BFOQ. 
For jobs in which females have heretofore 
been predominant, we will continue to seek 
females but qua.lifled males will be considered 
except where there is a BPOQ." 8 

The same recruitment methods which pro
duced segregation were, acoording to Bell's 
reasoning, sufficient even after such segrega
tion was made unlawful. Systemwide, the 
primary recruitment techniques for non
management employees in 1965 and 1971 were 
(1) referrals from current employees, (2) 
formalized high school recruiting and (3) 
classlfled advertisements. Within Bell's cur
rent employment context, these methods will 
inevitably produce a sex-segregated applicant 
flow. 

Employee referral. Employee recruitment 
has for some years been Bell's preferred 
method of attracting new employees.' The 
operating companies continually extol their 
employee recruiting programs, apparently 
oblivious to its malign effects. In 1969 Bell 
of Pa. said: 

"We put thumbs down on the old 'oppo
sites attract' theory. We're pretty well con
vinced telephone people take to people like 
themselves. That's why employee recruiting 
just has to be the best way to get prospects." s 

According to an AT&T recruiting manual, 
"Employees, perhaps unknowingly, do a pre
liminary screening job because they tend to 
refer applicants much like themselves." s 

This method of recruitment has produced 
a disproportionate share of new hires. In 
1971 Pacific Tel. found that--

"We hire one out of every seven employee 
referred applicants. Of applicants from other 
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source we hire only about one out of 12. 
Friends and relatives of employees are often 
the best qualified applicants and are usually 
good employees. They know what to expect, 
and were sold on the Company before they 
appeared in Employment." 1 

This presumed advantage is the operative 
factor in its discriminating effect. A North
western Bell personnel manual unconsciously 
identified the sinister nature of employee 
recruiting: 

"Recruiting through employees is one of 
our best sources of desirable applicants. Our 
employees are already familiar with many 
of the advantages of working for our Com
pany. They know something about the vari
ous kinds of work and jobs that might be 
available and they frequently are acquainted 
with people who can qualify for these jobs 
and who are interested in working for us." 8 

The implication is only too apparent. Fe
males, traditionally confined to "female" 
jobs, will have llmited famillarlty with "male" 
jobs. They will be unaware of vacancies in 
craft jobs and will be able to offer no en
couragement to their female friends and 
relatives in this area. This is especially true 
when, as in the operating companies, em
ployee recruiting is conducted on a depart
mental basls.9 Employee recruiting, the ma
jor Bell System recruitment technique, can 
have only one result. Females will continue 
to flow into "female" jobs and males into 
"male" jobs. 

High school recruiting. The second major 
recruitment method is a concentrated effort 
to attract graduating high school seniors. 
Hteh school recruitment is particularly ap
prooriate at Bell since almost all nonman
a,q·ement jobs require no specific skllls. Most 
of the ooerating companies, therefore, main
tain a close liaison with high school guidance 
counselors, providing them with films and 
handbooks describing the jobs available to 
their students at Bell. Virtually all of these 
handbooks openly describe "opportunities for 
young women in the telephone business" to 
or "be¢nning entry jobs for men." u 

Dr. Judith LonQ; Laws, Assistant Profes
sor of Sociology and Psvchology at Cornell 
Universltv, has identlfl.ed the regular "tend
encv ot high school counselors to counsel 
women away from 'men's' fields" as one of 
the major "structural obstacles which a 
sexist society put in women's way." u Bell is 
certainlv a wi111ng accomplice to this 
obstruction. 

Recruiting materials. The most prodigious 
effort to attract high school students is 
throu~h a. barrage of brochures hawking tele
phone company .1obs. Several years ago an 
AT&T Assistant Vice President warned each 
of the operating companies in a corporate 
position paper of the potential for discrim
ination in such publication: 

"Employment literature should be re
viewed to identify content that could be in
ferred to be in conflict with Title VII. This 
would include such items as recruiting book
lets and other recruiting literature, voca
tional counselor's handbooks and employ
ment office practices. Appropriate revisions 
should be made." u 

Pacific Northwest Bell, in consultation 
with AT&T officials, further determined that 
under Title VII employers should not "have 
llmitattons or show preference in advertis
ing for appllcants," and that, "'A picture of a 
man or woman would be considered a show 
of oreference." u 

Once again, the Bell coznpanies maintained 
the status quo despite these warnings of lts 
unlawfulness. In 1971, after ample time to 
make the needed revtsions,u all of the Bell 
System brochures continue to be blatantly 
sex searegated. 

AT&T can hardly claim that its corporate 
hands are clean. In April, 1969, they 
launched a nationwide campaign, including 
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full color ads in women's magazines, to re
cruit Service Representatives. In a letter to 
all General Commercial Managers in the op
erating companies, AT&T Assistant Vice Pres
ident Lee Tait described the program as 
follows: 

"It provides an excellent vehicle for sell1ng 
the Service Representative job to young 
women in today's tight labor market. . . . 
Many think that the only job opportunities 
for women in the telephone company are 
clerical or switchboard operators." 1e 

There can be no possible justification for 
such a. disregard of the law. Pamphlets de
scribing Operator,11 Service Representative 18 

and clerical positions 19 openly follow the dic
tum of a C&P(Va.) personnel manual that 
recruitment literature should be "fresh, 
feminine and applicant-centered." 20 Two 
major brochures ("The Modern Telephone 
Operator" 21 and "But She Doesn'·t Look Like 
a Telephone Company" 22), prepared by AT&T 
and used by every operating company, are 
Ulustrative. Both picture only females as 
Operators and Service Representatives and 
both use only the feminine gender to de
scribe these employees. "Male" brochures 
used in 1971 ask, "Do you have jobs for 
young men?" and answer resoundingly, "Yes. 
••• " Ja Of the hundreds of brochures used in 
the 30 surveyed SMSA's only one or two pic
ture females or males in "opposite sex" jobs.u 
Films, talks and slides used in high school 
recruitment parrot the same sexist theme.211 

Impact of sex-biased aavertfsfng. The im
pact of such biased advertising was demon
strated in a 1971 study conducted by Drs. 
Sandra and Daryl Bern in Palo AI to, Cal-
1fornia.28 The subject sample consisted of 
high school seniors, most of whom planned 
to seek a. job upon graduation. They were 
given a. booklet of actual and simulated 
recruiting advertisements and were asked to 
indicate their Interest in applying for the 
jobs of Operator, Service Representative, 
Llneworker and Frameworker in the Bell 
System. 

The results, presented In Chart 9, show 
the dramatic change for both males and 
females when the traditional sex designations 
are eliminated or reversed. Though almost 
no females expressed an interest in Frame 
or Line work whlle these jobs carried the 
male stigma, one-fourth of the women would 
apply for this work when recruited through 
neutral advertisements. One-half of the sur
veyed women would seek these traditionally 
male jobs if the sex designation of the ad
vertisements were reversed. A similarly dra
matic pattern occurred for males by simply 
eliminating the femlnine connotations of the 
Operator and Service Representative adver
tisements. These findings clearly demonstrate 
that dual recruitment brochures for males 
and females create an overwhelming reluc
tance to seek non-traditional jobs. Such 
reluctance can, however, be substantially 
overcome if the sexual biases of the brochures 
are eliminated or reversed. 

Classified advertisements. The third major 
recruitment technique is classified advertis
ing, used by most companies as a source of 
last resort since it is not as "selective" as 
employee or high school recrultment.27 Once 
again, AT&T realized the potential for dis
crimination in this form of recruitment and 
in 1965 advised all of the operating compa
nies that placement of ads in help wanted
male or help wanted-female columns would 
be an indication of preference for one sex 
or the other .211 

Such warnings went almost totally un
heeded. In May, 1965, nlinois Bell determined 
that--

"Advertisements for applicants wlll have 
to be sufficiently descriptive in the case of 
Service Representative, Frameman, clerk and 
certain other jobs for which no BFOQ was 
claimed if we are not to stimulate a large 
number of the 'opposite' sex to apply." 211 

In July of that year Tilinois Bell formulated 
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the following policy with regard to help 
wanted advertisements: 

"The ads will be inserted under the head
ing 'Help Wanted-Men' or 'Help Wanted
F emales' depending on which sex would gen
erally be most interested. For example, ads 
for Operators, Stenographers and typists 
would be classified under 'Help Wanted
Women' as women generally fill these posi
tions. Ads for sales trainees would be classi
fied under 'Help Wanted-Men' as sales people 
are more commonly thought of as men." ao 

Their circular reasoning apparently was as 
follows: "Since women are interested only in 
Operator and clerical jobs, we wlll attempt 
to interest only women in these jobs. 

Economical, productive alternatives were 
available and were used by a few companies 
on a. highly selective basis. For instance, Bell 
of Pa. placed advertisements for Service Con
sultants under both male and female head
ings in 1971. They persisted, however, to ad
vertise for Operators and Service Representa
tives in the help wanted-female column and 
for craft jobs in the help wanted-male 
column.31 Such a callous disregard for alter
native, nondiscriminatory forms of adver
tising is unconscionable. 

Another study by Drs. Bern and Bern con
firms the expected disparate effect of such 
advertisements. The placement of ads under 
sex-typed headings is sufficient to dissuade 
females for applying for male jobs and vice 
versa.a2 Similarly, a Pacific Tel. study in 
September, 1970, discovered that recruiting 
for Operators in either the help wanted
male/female column or in both the male and 
female columns produced an applicant flow 
that was 50% male and 50% female.33 

The conclusion is inescapable. The Bell 
System has consciously and intentionally 
sought to segregate its applicant flow through 
its recruitment techniques. Far from taking 
affirmative action to reverse the traditional 
sex composition of jobs (nine companies have 
made absolutely no changes in their recruit
ment practices for women since 1965) ,:w they 
have become further entrenched in the very 
techniques which produced the segregation. 
The operating companies' rellance on em
ployee recruiting, their continued use of re
cruiting nrochures which blatantly sex-type 
all jobs and the placement of advertisements 
under segregated classified headings lllus
trate once again their complete lnd11fer
ence to sex discrimination and their con
tinued defense of the past. 

Hiring 
Bell's recruitment efforts and its general 

reputation as a large employer stimulate 
a steady stream of applicants. The operating 
companies are, however, highly selective in 
deciding whom they shall employ, and that 
process of selection is quite expensive. In 
1970 Pacific Tel. hired only one in ten appli
cants and spent over $7.5 million in operating 
its employment offices.35 

This process, like all others dealing With 
employment, is designed to funnel males 
and females into sexually "appropriate" jobs. 

In 1966 New Jersey Bell described its em
ployment procedures as follows: 

"While many of our jobs have been tradi
tionally filled by one sex or tne other, this 
structure has been due to the unique spe
cialties in our business and not due to con
scious effort to discriminate. In the hiring 
programs, most male employees have been 
hired for craft work and the prescribed en
trance requirements have historically meas
ured the applicant's future potential. Simi
larly, most female applicants have been 
measured in terms of stenographic-clerical 
skills." 86 

This section will show that such distinc
tions based on sex are the primary consider
ation in the hiring and placement of appli
cants in the Bell System. The skills or in
terests of the applicant are considered only 
within that framework. Male and female 
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appllcants follow a totally different path 
from the moment they enter the employ
ment office until they are placed in a seg
regated job. Company disclaimers to the con
trary, there is no doubt of the Bell System's 
conscious effort to discriminate between 
males and females. 

The applicant. Like New Jersey Bell, all the 
operating companies have explained the dis
parate distribution of females and males in 
terms of the different interests of the sexes. 
In 1970 a New York Tel. Assistant Vice Presi
dent explained the hiring process as follows: 

"Many people walk into our employment 
offices and say 'I want to be an operwtor' or 
'I want to be a clerk,' or 'I want to be an in
staller.' We take that into account because 
we feel if they are coming and asking for a 
job they would like, and they can do it, they 
should be considered." :rr 

Three factors, however, mitigate against 
this explanation of disparities in placement. 
First, Bell has predetermined the job inter
ests of its applicants through its recruiting, 
as was pointed out in the preceding section. 
Second, "applicants often apply for any 
available job and are placed in the job that 
best meets their qualifications, aspirations 
and convenience.'' 38 In these cases the em
ployment office, not the applicant, deter
mines where she or he will be placed.39 Third, 
the operating companies force all applicants 
into one of two stereotyped molds. For in
stance, a 1967 New Jersey Bell personnel 
guide indicates that, "In most Traffic em
ployment bureaus, it Will be taken for 
granted that the applicant is applying for 
the position of Operator." to Northwestern 
Bell mapped the entire career of its female 
and male applicants as follows: 

"Men Will probably be interested in outside 
construction, in skilled inside and outside 
Plant occupations, truck driving, sales and 
so forth. Most of them will think in terms of 
starting long range career employment. 
Women Will probably be interested princi
pally in secretarial, stenographic, reception
ist, clerical, switchboard operation or in
plant selling types of work. Starting long 
range careers will probably be secondary.41 

The type casting of applicants extends to 
one of their most important ~ob require
ments-the salary. A 1971 Southwestern Bell 
"School Talk" defines the interests of boys 
and girls as follows: 

"Most of our entrance jobs that girls are 
normally interested in have a starting salary 
of $67.50 per week. The ones that boys are 
normally Interested in start at $78.50 per 
week." 41 

The Bell companies have never been overly 
concerned With the job interests of appli
cants except when they coincided With their 
sexual stereotypes. Males seeking Operator's 
jobs have had to apply repeatedly before they 
are taken seriously.43 The smoke screen of 
applicant interest is only a ruse, in the same 
category as the BFOQ claims for Operator. 

Two universes. Until the late 1960's, the 
employment functions in the operating com
panies were decentralized. Departments often 
did their own hiring and set up appropriate 
hiring offices." Because of the highly segre
gated nature of the non-management em
ployment in most departments, these depart
mental hiring offices soon became dual proc
essing centers limited to women or men. In· 
1965 all the companies maintained separate 
hiring offices for women and men, and AT&T 
advised them that, "It is belleved that sepa
rate employment offices for men and women 
could continue to operate for the present, 
but we cannot depend on this in the fu
ture." 45 Any change in that procedure would, 
according to Pacific Tel., cause "considerable 
dliDculty." 48 There was a totaJ unconcern 
for the dimculty and disadvantage which this 
policy caused for female and male applicants. 
Though some companies have converted to 
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centralized employment offices in 1971 many 
continue to maintain two separate offices 
for females and males, each hiring for a dif
ferent category of jobs.'T 

Even in centralized offices, however, the 
processing of females and males follows di
vergent paths. In 1965 Pacific Tel. admitted 
that, "Employment office procedures are 
truly discriminatory at the present time. 
Men are tested separately from women and 
take a completely different battery of 
tests." 43 The recognition of this unlawful 
practice did not, however, stimulate the Com
pany to change. In March, 1969, four years 
later, the Department of Defense determined 
that Pacific Tel. had a "present practice" of 
processing male and female applicants 
through separate employment channels With 
separate employment criteria for each.~ Pa
cific Tel. is hardly unique. All of the com
panies continue routinely to process females 
and males in radically different ways with sex 
segregation the final goal. 

Employment procedures. Bell's standard 
employment procedure is outlined in Chart 
10. The applicant, either by telephone or in 
person, is first interviewed in a "gross pre
screen." This brief interview is intended to 
discourage those persons whose work require
ments (salary, location, type of work) are 
inconsistent with the company's available 
jobs. No applicant who Wishes to proceed, 
however, is rejected at this stage. The appli
cant is then given one or more of several 
batteries of tests based on the interviewer's 
evaluation of her or his interests and expert~ 
ence. If the test is completed successfully, 
a detailed application is filled out and an 
intensive interview is conducted. If the ap
plicant's abilities and interests (as deter
mined by the tests and the interview) 
"match" the company's job opening and the 
applicant passes security, reference and phys
ical checks, a job is offered.60 Each of these 
stages may be defined in terms of gender 
and each contributes to the funneling of 
females and males into different jobs. 

First, as a concomitant to segregated em
ployment offices, the Bell System has tradi
tionally maintained segregated interviewers, 
females interviewing female applicants for 
Operator, Service Representative and clerical 
jobs and males interviewing applicants for 
craft and management positions. Six years 
after the effective date of Title VII, many 
companies continue this practice in toto.st 
Almost all continue to segregate manage
ment and non-management interviewers.1s2 

Testing procedures. Second, although male 
and female applicants are indistinguishable 
in terms of age, education and experience,t53 
there are dual criteria for judging the sexes, 
beginning With the tests they are given. Sex 
is, Without doubt, the most important 
criteria for determining which test will be 
administered to the applicant. The Operator, 
clerical and Service Representative test 
batteries are consistently referred to by Bell 
officials as the "female test battery,"l54 and 
the craft tests are similarly referred to as 
the "male test battery." 155 This testing prac
tice creates two separate universes, thus fore
ordaining the sexes• disparate careers. 

The dual employment criteria then prolif
erate. Females are asked about their child 
care arrangements (even though Bell's own 
studies indicate that turnover for females 
with children is not substantially different 
from those without children) ,rse their plans 
for marriage,&T their families' attitude toward 
their work,68 their husbands' permanency,m 
and whether they are pregnant.oo Females 
may also be in the subject of a "home visit" 
to acquaint the parents or family with the 
requirements of the job and determine the 
appllcant's employabllity.<n 

Males, on the other hand, are required to 
meet an entirely different seJt of standards. 
They must have a va.lld driver's license and 
a good driving record,62 must have the phys
ical ab111ty and wlllingness to do craft work,ea 
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and must pass a security clearance,"' none of 
which are required of females. Further, while 
female college graduates are recruited and 
employed in non-management position,IIG 
there has been, aJt least through 1970, a "well
known" Bell System policy of not hiring male 
college graduates into non-management 
jobs.66 

A particularly incisive example of dual hir
ing criteria is found in the high school 
reference check forms used by New Engl-and 
Tel. in 1971. The form for females (headed 
"Miss") asks for grades in English, math, 
bookkeeping, typing, stenography, business 
machines and art.87 The comparable form for 
males (headed "Mr.") asks for the appli
cant's grades in English, algebra, plane geom
etry, solid geometry, trigonometry, physics, 
mechanical drawing, shop courses and lan
guages.68 Once more, individuality is 
smothered by Bell's sex stereotypes. 

"Neutral" criteria. In addition to these 
openly disparate hiring crtteria, Bell uses 
"neutral" criteria which have a disadvan
tageous effect on females. At least one com
pany, until 1971, disqualified the parents of 
illegitimate children from employment. But 
since the brunt of the responsib111ty for these 
children falls on the mother, women are, 
in practice, the only ones affected by such 
a rule.69 

. Another such "neutral" standard is the 
minimum height requirement set by moot 
opereting companies for craft jobs.ro The 
companies have never demonstrated, how
ever, that such requirements are compelled 
by business necessity. Quite to the contrary, 
their internal contradictions cast doubt on 
the relevancy of these standards. For in
stance, the minimum height for Frame
workers in Michigan Bell and south Central 
Bell, where there a.re substantial numbers of 
females, is 5'3" and 5'2", respectively.n In 
Southwestern Bell, however, the minimum 
height for Framemen is 5'6".7ll The disparate 
impact of this standard is obvious; many 
more males fall Within the required range 
than females. · 

This dual hiring system, characterized by 
sexually disparate criteria and by neutral 
criteria With a disparate effect, when super
imposed upon Bell's segregated recruitment 
techniques, assures the creation of two dis
tinct universes. The brave souls who can 
resist the pressures to conform to this mono
lithic system are rare. Most either succumb 
to the stereotype or (like a male applicant 
for Operator in Birmingham who was refused 
consideration) Ta they rebel and are thus re
jected. The effect of the dual hiring pro
cedures has been amply demonstrated 
throughout this report. Placement in segre
gated jobs is assured by funneling appli
cants through separate employment offices, 
through segregated interviewers and by ap
plying disparate hiring standards. The sys
tem is designed to assimilate only t.hose who 
are willing to accept the Bell stereotype of 
their sex; all others are marked as rejects for 
their audacity to be individuals. 

Promotion 
The Bell System has always boasted that 

it is an "up from the ranks" company. "An 
Introduction to the Bell System," prepared 
by AT&T, explains this policy as follows: 

"Bell System policy is quite clear in this 
respect: promotions are made almost entirely 
from Within the System, and all promotions 
are on the basis of merit. In the Bell System 
it is posstble for any person, no matter how 
humble his starting position, tc rise to any 
position Within the System, provided only 
that his performance justifies it. Because of 
this, the Bell System has been called a 'pure 
meritocracy.• "n 

One of the primary sell1ng points for 
telephone company employment has been its 
career opportunities. A new employee 
adopted into the Bell famlly is, according 
to their recruitment literature, expected to 
stay with the Company until retirement and 
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progress through the ranks of non-manage· 
ment and into management. Regrettably, 
this expectation is a myth for women. The 
"pure meritocracy" applies only to the privi
leged male class. 

The most realistic expectation for women 
is a career that begins and ends in the 
Operator job. Women with 20, 30 or even 
50 years of Bell System service are often 
still in the entry-level position of Opera
tor,75 A Southwestern Bell study of turnover 
untenable. He suggested that female Opera
tors, chances for advancement are 
remote." 78 

A large portion of the blame for the in
tolerable turnover among Operators and 
other female employees must be laid to the 
absence of promotional opportunities. In 
June, 1970, New England TeL's General Op
erations Supervisor described the following 
casual relationship between turnover and 
promotional opportunities. 

Each year all departments lose a large 
number of people either because they are 
attracted by higher wages offered in other 
companies or they see no opportunity for 
advancement in their present position. This 
is particularly true of clerical personnel as 
well as other initial assignments such as 
Telephone Operator. We are sure many of 
these people could be retained in the Com
pany if they had some indication that there · 
would be a definite opportunity for progress 
sometime in the future.77 

His solution to this problem is, however, 
untenable. He suggested that female Opera
tors and clericals be allowed to transfer to 
Service Representative, "the highest paying 
non-management position [for women] in 
the Company." n This simply ameliorates the 
problem by transferring it from one female 
job to another. Dissatisfaction with promo
tional opportunities is almost as intense 
among Service Representatives as among 
Operators. 

A 1970 turnover study conducted by C&P 
(D.C.) indicated that 69% of all terminating 
Service Representatives were not satisfied 
with their chances for promotion. Typical 
comments were, "There is no real chance for 
advancement in the Company;" "I would 
not have terminated my employment with 
the Company if I felt I would have advanced 
within a year;" "I was impressed with 
the fact that women are discriminated 
against.".,. 

Structural obstacles. The concentra.tion of 
females in the lowest job categories confirms 
their lack of promotional opportunities. 
There are five basic obstacles to females' 
progress in Bell'u promotion system: (1) 
obscure, informal procedures, (2) sex
segregated lines of progression, (3) depart
mental seniority, (4) restricted transfer to 
entry-level jobs and (5) unreachable stand
ards for promotion to "male" jobs. 

The procedures for obtaining promotion In 
most Bell companies are a mystery to both 
females and males.so For females, however, 
the right to transfer to a "male" job is a 
closely guarded secret to which only male 
supervisors are privy.81 In 1966 the C&P com
panies agreed to consider women for frame
work but attached the following proviso: 

It is not intended that employees wm be 
encoura~ed to request such reassignments or 
that publicity wlll be given to the fact that 
such employee requests wlll be accepted or 
encouraged.ll2 

A female Southern Bell Frameman said in 
June, 1970, that, "The kind of woman who 
usually applies for the [Frame] job is one 
who has worked with the Company for many 
years and so knows its ways." sa 

·one of the prime factors frustrating wom
en's complete knowledge of and involvement 
in the promotion process is the almost total 
absence of bidding systems common in other 
industries. Only two companies, Southern 

Footnotes at end of article. 
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Bell and South Central Bell, have bidding 
procedures.84 In the other companies an em
ployee may request a promotion, either for
mally or informally, and may be considered 
if a vacancy should occur.83 Employees are 
not formally informed of vacancies or of the 
disposition of their promotion requests.86 Fe
males, often confined to an isolated work 
area, would have little opportunity to learn 
of craft vacancies in such a disjointed system. 

It is a cruel irony that when the companies 
began to "allow" women to enter higher
paying jobs, the route of those jobs con
tinued to be an. enigma. 

Segregated lines of progression. The sec
ond major barrier to female promotion is 
the segregation of lines of progression. The 
operating companies uniformly contend that 
there are no fixed promotion ladders in the 
sense that one job is an absolute prerequisite 
for another.87 The companies' practice of 
training for all jobs following a promotion 
makes it unnecessary to have had work ex
perience in a specific area prior to assign
ment to the job.88 Company job descriptions, 
personnel manuals and recruitment bro
chures do, however, describe lines of pro
gression in non-management jobs. These are 
inevitably sex-segregated. Charts 11 and 12 
show the basic progression in the female 
and male lines, respectively. Although pro
motions often occur between departments, 
only in abnormal cases do promotions occur 
between "male" and "female" jobs. 

A particularly apt example of promotion 
channels based on sex occurs at Michigan 
Bell. As indicated in Chapter 2, the Switch
room Helper's job (Frameman in other com
panies) is an all-female craft job in Mich
igan. As outlined in Chart 12, the normal 
promotion for Frameman or Switchroom 
Helper would be to Installer-Repairman, 
Lineman or Switchman. In Michigan Bell, 
however, the normal progression for female 
Switchroom Helpers is gerrymandered to re
quire promotion to Installation Order Clerk, 
a clerical job with a top rate of slightly less 
than Switchroom Helper.111 One's career is 
virtually predestined by the line of progres
sion into which she or he is hired. 

Seniority. The third structural impedi
ment to females' promotion involves the ap
plication of contractual seniority provisions. 
In no company -is seniority the controlling 
factor in determining who shall be promoted. 
The typical collective bargaining agreement 
provides that seniority shall be ,applicable 
oniy when two or more employees being con
sidered are equally qualified as determined 
by the company .• This relatively weak se
niority standard gives the company almost 
unrestricted latitude in filling vacancies.~~~ 

The defin1tion of seniority w.rles from 
company to comp-any, but the most common 
definition is "net credited Bell System serv
ice" or the total amount of time employed 
within the Bell System.N In eight companies 
(Illinois Bell, Indiana. Bell, Michigan Bell, 
New England Tel., New Jersey Bell, Ohio Bell, 
Pacific Tel. and Southwestern Bell), however, 
the 81ppl1cation of seniority is on a depart
menta.l basis or employees wltMn a depart
all other applica.nts.bv-vr 
ment are given preferential considemtion 
over all other appliea,nts.116 Such a preference, 
Imposed upon a structure of segregated de
partments, becomes a very substantial ob
stacle to females' progression. 

Par instance, should a female Operator, 
realizing the paucity of promotion_a,l poten
tial in the Trame Department, seek a craft 
job, she will be 8Jt a substan-tial competitive 
disadvallltiage with all Plant Department em
ployees---the vast majority of whom. are male. 
Females in Trame may be considered for 
promotion only When there M'e no qualified 
persons within the Plant Department seek
ing the job. 

The operating companies were not una. ware 
of the discri:mdnatory effect of such a depart
mental seniority system. ln October, 1968, 
Illinois Bell's Legal Department determined 
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that: Seniority groups set out In the contTa.ct 
... would be considered to be discriminatory 
since they est&iblish separate groups for those 
wa.ge groups which have been tmd.lttonany 
male jobs and those which have been fem&le 
jobs. Therefore, if a Wage Group 14 [female) 
employee requests or is being considered for 
promotion, segregated seniority groupings 
should not have a bearing on the decision.• 

Their analysis of the l&W was totally ac
curate, but their ingrained prejudices 
brushed the law aside. In 1971 they stated un
abashedly that "sen1.ority within the depart
ment takes precedence over seniority from 
another department."'" 

Such a system of departmental preferences 
perpetuates and intensifies the disadvantage 
suffered by females when they were hired. 
They are effectively locked Into the lowest 
paying jobs and prevented from competing 
on an equal basis with m-ales. 

Hiring v. transfer. A fourth structural im
pediment o! the upward moblllty of females 
ha.s been the operating companies' predilec
tion for filling entry craft jobs with new 
hires ra.ther than lower-level employees 
wishing to transfer. Such promotions are 
quite attractive to females since virtually all 
male jobs pay more than virtually all female 
jobs. Yet untll late 1970 all of the companies 
routinely preferred new hires over applicants 
for tra.nsfer.es Southwestern Bell's ea.llous 
position in 1967 was that, "The Company has 
the right to hire new employees into the 
Fram.ema.n title no matter how many em
ployees already on the payroll want the 
job." 1111 

The justifications for this policy were two
fold. First, the operating companies had a 
consuming desire to mainta.ln entry-level 
craft jobs as stepping stones to higher non
management and management positions.lliO 
But because of Bell policies, women would 
not or could not be promoted out of entry 
craft jobs and would, therefore, create a 
bottleneck. Second, Bell reasoned that train
ing oosts would be doubled if females were 
allowed to transfer to entry crafts since both 
a new crattworker and a new Operator/ 
clerical would have to be tra.ined.tOl Accord
Ing to this reasoning, a female would be for
ever Indentured to her entry job, a slave to 
Bell's stereotypes. 

Although all companies retain the unfet
tered right to hire into entry level, and all 
continue to fill most entry vacancies with 
new hires, most companies have now made 
paper provisions for equal consideration of 
employees wishing to tra.nsfer.lOI Even this 
policy, if adhered to, gives the employee no 
credit for general experience with the com
pany. It is a grim paradox that women who 
have proved their worth to the company over 
many years are treated as fledglings. 

Promotion standards. The standards by 
which transfer applicants are judged present 
a fifth impediment to female promotion. 
Three general qualifications are paramount: 
( 1) successful completion of the craft 
("male") test battery, (2) craft experience 
and (3) satisfactory or above average per
formance in one's present job. 

Bell's strict segregation of males and fe
males at the time of pre-employment testing 
has a profound effect on their careers. The 
point was made quite graphically in a 1966 
arbitration award involving New Jersey Bell: 

Succinctly, the pre-employment tests cre
ated two universes; the test given to fe
males resulted in their being thereafter 
restricted from consideration for promotion 
to the universe of "male" jobs; even if they 
can qualify for a particular job in the male 
universe, they cannot be considered because 
their pre-employment test did not test their 
overall capab111ties for all the vocational 
jobs.toa 

With only two exceptions, females are con
sistently required to meet the same craft 
test standard as male craft hires.tOA These 
exceptions, however, illustrate the fallacy of 
the entire requirement. First, Michigan Bell 
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has for 20 years evaluated Switchroom 
Helpers (Framemen) on the basis of the "fe
male" clerical test battery.105 The "necessary 
requirement" that females be measured in 
terms of craft aptitude seems to have been 
quite unnecessary in that instance. The sec
ond exception occurred in 1968 at illinois 
Bell. After using females in Frame work dur
ing a Plant strike, nunois Bell magnani
mously decreed that those females would not 
be required to take the craft test battery to 
continue work on that job.106 Apparently, in 
such a service emergency the companies can 
choose qualified females for promotion with
out testing them. Further, C&P(D.C.) has 
allowed females to transfer between "fe
male" jobs· without meeting pre-employment 
test standards in recognition of the "value 
of previous experience and background." 107 

No company, however, has allowed such 
credit for females who move to craft jobs. 

The disparity of this policy is particularly 
acute for females with long telephone com
pany service. In many cases, their male con
temporaries were hired into the crafts before 
the institution of the present tests and, 
therefore, have never been required to pass 
the current pre-employment tests battery.100 
Now, females who were excluded from the 
crafts at the time of their hire must hurdle 
an obstacle never placed before their male 
counterparts. 

Prior experience. A second neceSSM"Y re
quirement for promotion to certain craft 
jobs (Switchman, Deskman and others) is 
experience in a prior craft job.lOII (A similar 
requirement of ouside sales experience is 
made in some companies for promotion to 
higher outside sales jobs.)uo This require
ment is a classic example of "Catch 22"
females may not enter craft jobs because they 
have no craft experience, and they may not 
get craft experience because they are ex
cluded from the crafts! In October, 1968, 
illinois Bell indicated that its Legal Depart
ment ... does not know of any ground on 
which we can make satisfactory job perform
ance on another craft Job an absolute pre
requisite for promotion to Plant Assigner or 
any job to which an employee might request 
transfer or promotion.m 

Far from adoptin~ this position, most com
panies continued to require craft experience. 
Southern Bell presents the most extreme 
example. In 1971 the Company indicated that 
"knowledge of the proposed job" was a major 
criterion in selecting an employee to fill a 
vacancy. Such knowledge, according to the 
Company, is generally acquired as a result of 
formal training or performing in the job on 
a relief basis.112 Yet since 1965 Southern Bell 
has refused to allow female Framemen to 
relieve as Switchmen even though this is a 
normal practice for males.llll The Bell Com
panies have asked women to meet a standard 
which is absolutely impossible for them to 
attain. 

The third standard for promotion which 
operates to eliminate females is the universal 
requirement that an employee have satisfac
tory or above-average performance on her or 
his present job.lll Such a policy has an ad
verse effect on females in at least two ways. 
First, by requiring "above average" per
formance on the present Job, half of the all 
females are automatically disqualified from 
consideration, regardless of their ability 
relative to males. 

Second, and much more importantly, the 
nature of the jobs to which females are 
confined reduces the probability of their 
satisfactory performance. Dr. Laws explains 
the effects of discrimination on females' 
motivation in terms of "ExJlectancy-Value 
theory." 

Under this model we can see that an indi
vidual can desire a goal greatly, but if she 
does not believe that she has a good chance 
of attaining it, her e1fort will be small.115 
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Applying this model to the BeU System, 

she has concluded that, "the overall effect 
would be to depress the work motivation of 
Bell's women employees." us 

It is completely consistent with the above 
model to assume that Operators, Service Rep
resentatives and clerks, whose expectation 
for promotion is sUm, would be less interested 
in maintaining a high level of performance 
and, therefore, may be deemed "unsatisfac
tory" by their supervisors. Further, the ex
treme regimentation of the Operator's job, 
"beyond all proportion within the System," 117 

may contribute blots to her record that would 
not affect her performance in a craft job. 
Promotion to a more invigorating environ
ment where initiative and ab111ty are re
warded rather than suppressed may cause a 
fiowering which would go unrecognized in 
the oppressive Traffic Department. By requir
ing satisfactory performance in dissatisfying 
jobs to qualify for promotion, the Bell System 
is undoubtedly losing a significant wealth of 
talented women. 

The Bell companies have been oblivious to 
the structural difficulties inherent in their 
system which prohibit females' promotions. 
They have instead explained females' failure 
to be promoted with the stale argument that 
women just don't want craft jobs.us This is 
simply not true.119 Given the same oppor
tunities as men, women seek the same Jobs 
for basically the same reasons--better pay 
and more interesting work.uo Most often, 
however, a woman's interest in a male job is 
frustrated or ignored by her male supervisor. 

The grotesque exaggeration of the arduous 
duties associated with craft jobs has un
doubtedly slaked feminine interest. A C&P 
(W.Va.) supervisor explained the Frameman's 
job to female clerks as follows: 

Girls, if you are serious about the Frame 
job, if you have examined the job require
ments and are willing to climb around plat
forms and ladders, if you realize you are going 
to have rough hands with short or broken 
fingernails, if you think you can handle the 
tools and keep them in proper condition and 
do everything a man can do and in the same 
amount--then the company is wllling to con
sider your request.121 

Surely this is not the same explanation 
given by Michigan Bell where all Frame
workers are female: 

Arbitrator's awards in 1966 and 1967 re
jected Southwestern Bell's similarly hack
neyed contentions of arduousness for the 
Plant Assigner and Framemen Jobs as "com
pletely without merit," "not supported by 
any evidence whatever," and a "relatively 
minor part of the jobs." m Bell's distorted 
descriptions of craf·t jobs have been further 
rebutted by the experience of females.l23 They 
nevertheless serve as a significant discourage
ment to women seeking advancement. 

Absence of role models. An additional fac
tor which minimizes feminine interest in 
male jobs is the absence of role mode·ls in 
these jobs. Women (and men) are often quite 
reluctant to be the first pioneer in a new 
field. A Pacific Tel. Frameman said, "I knew 
there were several Framewomen so the idea 
of being the only girl didn't concern me." IU 

That concern, unfortunately, is quite real in 
most of the operating companies. 

It is not at all surprising that few women 
have been willing to take on the entire male 
hierarchy of the Bell System. Most women 
who have advanced to "male" jobs have <tone 
so only after a lengthy struggle. Lorena 
Weeks, just such a woman, encountered all 
the might of Southern Bell when she bid on 
a Switchman's vacancy in March, 1966. It 
was to be five years before she would be 
awarded the job. Her story epitomizes wom
en's collective struggle for promotion: 

In March, 1966, a job was put up for bid 
for Switchman in the Louisville and Wadley 
exchanges. Since a Switchman's work 1s in
side and involved equipment, some of which 
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I had become familiar with as a telephone 
operator, I decided to bid on the job. . .. My 
bid for the Switchman's job in Wadley was 
returned. The only reason the Company gave 
for n ot letting me have the job was that I 
am a woman. The job went to the only other 
bidder, a man with less seniority than me.us 

Ms. Weeks then took her case to court and 
finally, in November, 1970, Southern Bell was 
ordered to place her on the Job of Switch
man. 

Every day I thought the Company would 
tell me to report for work in Wadley. Time 
drug on all through Christmas and the Holi
days. Each day I hoped to be placed on my 
new job. Nothing happened-finally my at
torney was able to get another hearing before 
Judge Bell in March, 1971. I told him how 
pressed we were tor funds to keep our now 
three children in college .... He told me that 
before I left his chambers that day that he 
would issue an order and put me on the Job 
the next day. He did and I went to work on 
March 3, 1971. • . . 

I am enjoying my work and am happier 
than I have ever been since working with 
the Telephone Company. 

During the time I was waiting for a final 
decision I was criticized by both males and 
females. They seemed to think I was trying 
to take something from 'the breadwinner' 
while I was only trying to prove that all men 
aren't breadwinners and that a 1oaf of bread 
costs a woman as much at it does a man.12CI 

It is lfttle wonder that many women are 
discouraged from seeking "male" jobs by 
such examples. 

Wage treatment. The disadvantage ac
corded to females in the promotion process 
does not end once she receives the promotion. 
The computation of wages following the pro
motion has the effect of perpetuating the in
equities attributable to her sex. In April, 
1965, Pacific Tel. determined that its union 
contracts might be in conflict with Title VII 
because ... the rules governing computa
tion of wage rates when changing wage 
schedules vary between men and women. 
Length of service is used for men and whereas 
amount of money is used for women.l.ll'T 

Despite this realization, Pacific Tel. nego
tiated a "Wage Administrative Practice" in 
1968 (and revised 1n 1970) which continues 
the same distinctions.:us An example from the 
Pacific Tel. collective bargaining agreement 
in effect on January 1, 1971,DD is mustratlve 
of the wage treatment procedures in all the 
companies following promotion.ao (See Chart 
13.) A male with 72 months service as a 
Frameman who is promoted to Station In
staller will receive an incree.se from $152.50 
per week to $156.50 per week. Should a female 
Operator with identical service be promoted 
to the same job and perform the same duties, 
her new wage wm be only $124.00. Her wage, 
relative to the male Framemen with whom 
she was hired, has increased only slightly. 

This same disparity continues through a 
hypothetical promotion to PBX Installer after 
18 months. In this example, it will take the 
female four and one-half years to achieve 
parity with her male counterpart, and dur
ing that time she will have lost $6500 when 
compared to a male in the same classification 
and with the same company seniority. 

This issue was treated in a 1967 arbitra
tion award involving Southwestern Bell. The 
subject was broached following an Arbitra
tor's order to place a female clerk in a Plant 
craft job with appropriate back pay. The 
union subsequently grieved when the female 
was paid at a rate of only $95.50 per week 
rather than the $136.00 per week paid to her 
male predecessor. The Arbitrator held as 
follows: 

The Compe.ny, in calculating the back pay 
for Bernita Brock, has not complied with the 
existing award in this case. It should accept 
the award as determining that women 1n the 
situation of (clerks promoted to craft jobs) 
are qualified for the positions the Arbitra-
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tors awarded them. Miss Brock's wage rate 
should be calculated on that basls.Ut 

This final Inequity typifies the Bell's Sys
tem's utter recalcitrance in promoting women 
through the non-management ranks. Their 
skUls and ambitions are denigrated; avenues 
of promotion, when open to all, remain a. sec
ret; duel lines of progression, restrictive sen
iority systems and unree.cha.ble standards 
continue to prohibit females' promotion. As a. 
final insult, the woman who achieves a. higher 
position Is pa.ld less than comparably situated 
men in her job. In light of this closed pro
motional system, one is amazed that all Bell's 
women employees do not become turnover 
statistics. 

]{aterntty Leave 
The sexist, pa.ternaUstic attitudes of the 

Bell System extend beyond the recruitment, 
hiring and promotion of female employees. 
Rules and regulations regarding maternity 
further restrict women's employment op
portunities in three ways: ( 1) requirements 
that mothers-to-be take a. leave of absence 
at a. particular time, (2) suspension of bene
fits normally given for other sickness dis
a.biUties and (3) failure to provide equitable 
reemployment guarantees. 

Timtng of leave. In 1971, eight companies 
(Indiana. Bell, Michigan Bell, New England 
Tel., New Jersey Bell, Northwestern Bell, 
Ohio Bell, South Central Bell and Southern 
Bell) continued to require pregnant females 
either to resign or take leave of absence at 
the end of the sixth or seventh month.132 

Not only is such a. pollcy contrary to the 
medical requirement considered to be ap
propriate by leading gynecologists,w but it 
is, according to Paclftc Tel., detrimental to 
the company's interests: 

From the Company's standpoint, it 1s im
portant that there be no arbitrary rule re
qu1r1ng pregnant employees to leave their 
job at a. specified time in the pregnancy pe
riod. Such a. rule would be detrimental to the 
Company's interests in falling to uttlize the 
services of experienced employees for as long 
as they meet the requirements of the job. 
Such a. rule would also be detrimental to the 
employee's interest since it would not permit 
consideration of individual desires or eco
nomic needs. . . .1M 

Just as in all other matters dea.Ung with 
employment, the employee must be treated 
as an individual, not as a. member of a. 
stereotyped racial, ethnic or sexual class. 
The timing of maternity leave should be 
contingent on the ablUty of the woman to 
do the job safely and not on the presuppo
sitions of Bell's pseudo-physician managers. 

Two other Jlmlta.tions on maternity 
leaves restrict females' employment. First, 
four companies (Mountain Bell, New Eng
land Tel., New Jersey Bell and Northwestern 
Bell) limit maternity leave to married fe
ma.les.115 Second, New Jersey Bell and Pa
cific Tel. require females to have at least 
nine months service before they may take 
maternity leave.:~~~ 

Suspension of benefits. The second major 
disadvantage accruing to females because 
of maternity is the suspension of benefits 
which are given during other sickness dis
abllitles. Maternity leave is treated as a. spe
cial leave, granted through the companies' 
largess, and not as an employee right. Thus, 
privileges granted during sickness are sus
pended during maternity lea.ve.187 

Reemployment. The third disadvantage 
occurs at the end of maternity leave. Only 
Mountain Bell and South Central Bell con
fer guaranteed reemployment rights to a. 
female taking lea.ve.l38 All other companies 
provide for reemployment only when there 
is a vacancy suitable to the employee's abil
ities.w In New York the returning mother 
loses all promotions she may have earned 
prior to her pregnancy. 

Operating employees wtll not be returned 

Footnotes at end of a.rlicle. 

EXTENSIONS OF REMARKS 
to duty (following maternity leave] as other 
than an Operator thus losing any other title 
held at the time the leave is granted. . . . 
Non-overtime employees will be returned 
to duty (provided there is work available) 
in the lowest clerical grade avatlable in the 
unit.t4o 

No other class of employees suffering a 
sickness disa.blllty is treated in such a man
ner. In all other instances the employee is 
welcomed back with no dlmlnution of rights 
or benefits. As usual, only women a.re treated 
differently. 

Summary 
In order to maintain the sex segregation 

of the jobs throughout the System, the Bell 
companies use a. variety of techniques that 
extend through the entire gamut of re
cruitment, hiring and promotion procedures. 

Recruitment is largely through employee 
referral, high school presentations, and vari
ous forms of advertising. In all cases, the 
designation of each job as "male" or "female" 
is actively encourB~ged. 

In the hlrlng process, from the time a 
potential application makes the first contact 
with the company untn she or he is :flna.lly 
hired or rejected, one is treated in entirely 
different ways depending on the sex of the 
applicant. This dual processing includes 
different Interviewers, different interview 
questions, different test batteries, and the 
use of different h1r1ng criteria. 

Promotion frOin "female" jobs to "male" 
jobs or vice versa. Is severely inhibited by a. 
number of obstacles including the deliberate 
obfuscation of opportunities and procedures, 
the maintenance of sex-segregated line!; of 
progression, departmental seniority (which 
is tantamount to sex-group seniority), pro
visions restricting tmnsfers, and unreachable 
promotion standards. 

Arguments about female "job interest" or 
"arduousness" have bee-n shown to be merit
less. 

'fhe lack of appropriate role models and 
inequitable wage treatment following promo
tion discourage females' transfer to "male" 
jobs. 

Unreasonable and discr1m1na.tory matern
ity leave provisions further restrict the op
portunities of female employees. 

The Bell System was perfectly aware that 
recruitment brochures picturing only females 
were unlawful, that segregated employment 
offices would deny females access to craft 
jobs and that departmental seniority had a 
disparate impact on women. But the over
riding consideration was to prevent female 
"contamination" of "male" jobs. 

The "pure meritocracy" claimed by Bell 
exists only for males. For females, com
petition and its rewards are limited to the 
feminine sphere. While telephone employ
ment can be a rewarding vocation for men, 
it can be no more than a. way station for 
women, a. mockery of their career aspirations. 

CHAPTER 5.-WOMEN IN MANAGEMENT 

The achievement of management status 
and subsequent progression through man
agement ranks has been a traditional index 
of success. At Bell, where one of every four 
employees is "management," this goal ought 
to be quite realistic. As one would expect, 
however, the participation of women is re
stricted to certain famtlla.r roles--staff func
tions and the supervision of other 
women.1 The same conclusions reached re
garding women in non-management posi
tions must be extended to management. 
Women are in the lowest paying, least desir
able, "terminal" management positions. 

Although one-third of all managers in 
the Bell System are females, the vast major
ity of them (94%) are in the lowest level 
of the managerial ranks. For male managers, 
half of whom are second level or above, 
the beginning management jobs are only 
stepping stones to better positions with 
greater responslbtllty. For women, the initial 
and ultimate positions are identical. This 
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chapter will analyze the two methods for 
entrance into management--promotion from 
non-management and hiring into manage
ment training programs--and their relation
ships to progtression within management. 
Entrance into management: Up from the 

ranks 
From its infancy Bell has adopted a. policy 

of training and grooming its best non
management employees for supervisory post
tions.2 Through the first century of ·Bell's 
operation, the large majority of first line 
supervisors began as Installers, Linemen, 
Framemen or Operators, and many went on 
to more responsible positions in the operat
ing companies. In a. very real sense, the first 
level management at Bell is an extension of 
the non-management lines of progression 
discussed in Chapter 4. As was also noted in 
Chapter 2, the probabtllty for promotion 
Into management in the "female" Traffic 
Department is substantially less than in the 
"male" Plant Department. 

Like the non-management promotion lad
ders, the management progression is rigidly 
sex segregated. (See Charts 14 and 15.) Men 
in the Plant Department move into Foreman 
jobs relating to their particular skills whtle 
women Operators and clericals move into 
"female" supervisory positions in the Traffic, 
Accounting and Commercial Departments. 
The rigid dlfferentlatlon between the sexes at 
the non-management level leads inexorably 
to the same type of segregation at the first 
level of management. 

The primary justification for this situation 
rests on the assumption that the supervisor 
must have had experience in the job being 
supervised. This tenet was so firmly fixed 
that in 1965 several operating companies 
claimed a. BFOQ for male and female super
V'l.sory jobs.11 Pacific TeL's reasoning was 
typical: 

"It would be very difficult for a. woman to 
qualify for many of (the supervisory craft 
jobs] because she is restricted from doing 
craft work supervised by a. given title." • 

Such a. view was sttll held in 1970 accord
ing to AT&T's study of women management. 

"There are many management jobs not 
presently ava.llable to women. This is partic
ularly true at lower levels of management 
where job related experience is overempha
sized at the expense of management skUls," T 

As long ago as 1959, however, AT&T had 
recognized the fact that new male managers 
could acquire sufficient craft knowledge 
without having actual craft experlence.s Cer
tainly Bell has never required Its Trame 
Managers (all males) to have experience as 
Operators. The superfluous requirement of 
craft experience for Plant Department super
vision is a. subterfuge for the exclusion of 
women. 

In addition to the segregated routes into 
management for each sex, females have been 
evaluated, until very recently, on a different 
basts than men for promotion to manage
ment. All companies have maintained a far
mal Management Assessment Program which 
was limited to men until the late 1960's.• 
Females were evaluated informally for pro
motion within their own area whtle males 
were formally considered for promotions to 
a wide spectrum or management jobs. Yet, 
when women began to be evaluated through 
the same formal channels as men, they con
tinued to be segregated. In October, 1970, 
Mounta.ln Bell indicated that its "Personnel 
Review Program" was now open to women, 
but females and males would continue to be 
segregated: "The reasoning behind this is 
that men and women are generally not con
sidered for the same first level asslgn
ments."to 

The pattern is quite clear. Women enter 
management with relative ease, but they a.re 
confined to the lowest category of jobs within 
that group. By the companies' own admission, 
such segregation is not required by business 
reasons. It is, rather, based on the segrega.-
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tion of the pool of non-management jobs 
from which managers are drawn, the erro
neous belief that females must have craft 
experience to supervise in that field, and the 
failure to assess females on the same basds as 
males. 

Entrance into management: College 
recruiting 

In the last decade AT&T has come to rely 
on college graduates for a large pOII'tion of 
its entering ma.n.agers,11 particularly those 
that are expected to progress to the upper 
levels of ma':l.agement. Specific training pro
grams have been designed for these man
agers, and they are Inevitably sex segregated. 

The most ambitious prQg~ram is the Initial 
Management Development Program (IMDP). 
This program was developed in the early 
1960's after AT&T realized that--

"Most college recrUits were not put on as
signments which challenged them or which 
allowed the companies to evaluate their po
tential. The expectations and goals of new 
college hires declined during their early years 
with the Company. This was especially true 
of those on restricted jobs and unsatisfying 
training programs." 12 

The IMDP was designed, therefore, to pro
vide immediate supervisory experience to the 
outstanding college graduate. He (never she) 
was hired with the understanding that con
tinued employment after the first year was 
conditioned on his performance. If, after one 
year, he did not evidence the potential to 
progress to District level (third level) within 
five years, his employment would be termi
nated.13 

This high risk/high gain program was, as 
one would expect, limited to men. AT&T 
Assistant Vice President William C. Mercer 
defined the Company's position unequivo
cally In a 1965 letter to the operating 
companies. 

"It is felt that entrance lnto our initial 
management training program should con
tinue to be limited to m.ale college graduates. 
Such graduates are employed with the ex
pectation of their reaching the district level 
and for those who survive the training which 
is extensive, coverage on a career basis is pre
sumed. Because of the increased likelihood 
of career interruption of women, as com
pared to men, and the consequent additional 
expense involved, the assignment of college 
women to such a program upon employment 
would not appear to be justified." u 

The spuriousness of this argument was 
amply demonstrated by AT&T's 1970 study of 
women in management. 

"Turnover data for both men and women 
college graduates hired directly Into man
agement ..• seems qUite similar. In view of 
the limited progress afforded to the female 
college graduate and the nature of her early 
assignments as compared to men, one would 
expect a higher turnover ratio. The fact that 
it is almost comparable to men indicates a 
staying power that should be tapped." 15 

In spite of this fact, all the companies 
adopted the American Company view and 
proceeded to limit their recruitment for this 
program to males.te 

Although Bell would not consider women 
for its most ambitious management program, 
they were willing, according to Assistant Vice 
President Mercer, to consider them for lesser 
programs. 

"College women should continue to be em
ployed in training programs with lesser oc
cupational objectives, where the training 
program is shorter and where the require
ment for career coverage is not so acute." 1' 

Thus, pa.rallel "women's IMDP" programs 
were established, and women were actively 
recrulted.ts The experience of the Assistant 
Placement Director at Simmons College for 
women in Boston 1s undoubtedly typical of 
Bell's segregated college recruiting. 

Footnotes at end of article. 
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"The following facts about New England 

Telephone Company's recruiting program at 
Simmons College are evident: (1) Simmons 
women are not informed about the manage
ment training program .... (2) The [recruit
ing} literature is geared to women only. (3) 
In the literature describing positions avail
able to college women, promotional oppor
tun.i ties are not discussed In broad terms. 
(4) BaBeld on reports of positions acoepted 
by Simmons graduates, New England Tele
phone has not employed women for positions 
which lead into management." 19 

There was no question that the women 
employed in these "lesser" programs were 
as well qualified according to Bell standards 
as their male counterparts. A study of the 
SCAT test scores for male and female col
lege graduates In Pacific Tel. Indicated no 
d1fferences.20 Scholastic and motivational 
qualities are also equal according to Pacific 
Tel. 

"There have been past Instances where 
females have had the same basic qualifica
tions reqUired for MAP {IMDP] but were 
hired as non-CEP l College Employment Pro
gram} at lower starting salary rates. These 
people were placed in Job assignments simi
lar to MAP people." 21 

The lesser program may have pacified the 
conscience of Bell managers, but it was no 
favor to college women. They were treated as 
second class employees, paid less and chal
lenged less, solely because of their sex. 

Women entering management are faced 
with the same types of discrimination that 
face nonmanagement women. They are re
oruited d.ifierently, trained differently and 
paid differently. Again, sex, not ability or 
motivation, is the determ.1ning factor. 

Promotion within management 
Females have been promoted into manage

ment in relatively large numbers; they have 
not moved up within management, however. 
AT&T's task force on women in management 
observed that: 

"Promotional opportunities beyond first 
level [management) are not equal for men 
and women despite the fact that there are 
essentially the same number of male and 
female first level managers. For example, 
the chance that a given male first level 
manager will reach district level sometime 
in his career (all other things being equal) 
is about one in !our or five. For an incum
bent female first level manager, the odds 
become less than one in 300." 22 

The fact of females' exclusion from man
agement above second level is irrefutable. 
The primary question is "Why?" Three fac
tors prevent females from taking positions of 
greater leadership: (1) the types of assign
ments given to women and men in first level 
management, (2) the lack of role models for 
women in upper level management and (3) 
male stereotypes of the female's role in 
management. 

As pointed out in the previous section, 
women managers are heavily concentrated 
in the Traffic, Commercial and Accounting 
Departments, and they usually hold staff po
sitions or supervise female clericals. This 
limitation has two major consequences. First, 
because these female jobs offer no challenge 
to the ambitious female and because promo
tions are quite slow,23 their performance is 
often below capacity. An employee tends to 
produce what the company expects.u A 1965 
Bell System study of male managers found 
that, 

"Young managers who are given highly 
challenging jobs in the early stages of their 
careers will tend to internalize high stand
ards of performance and positive job atti
tudes. The result will be a relatively high 
level of performance in subsequent years .... 
Young managers who are not challenged at 
the early stages of their careers will be se
verely handicapped inasmuch as the lower 
performance standards they internalize will 
tend to persist even 11 they are placed in 
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more challenging jobs later in their ca
reers." 25 

The stodgy atmosphere of the Trame and 
Commercial Department is precisely the kind 
of handicapping experience described. Few 
talented women will be able to survive this 
misuse of their abilities.26 

Dr. Laws has also analyzed Bell's employ
ment of women in management in terms of 
work motivation theory and concludes as 
follows: 

"It is no exaggeration to say that for the 
female employee, Bell is an integrated sys
tem of negative incentives for work per
formance and satisfaction. The forms of sex 
discrimination practiced at Bell correspond 
almost perfectly with the categories of pre
dictors of work performance. In terms of 
selection and placement, rate of com
pensation, and promotion possibilities, wom
en encounter systematic discrimination 
which is clearly linked to their sex. Any one 
of these features of the employment situa
tion is capable of feeding back upon motiva
tion in a destructive way." 21 

Another impediment resulting from the 
initial management assignment is structural 
rather than attitudinal. AT&T's task force 
on women indicated that, "Opportunity fac
tors clearly favor the talented male manager 
at the expense of the talented female man
ager." 211 The two "essential opportunity 
factors" which are denied to women are ( 1) 
special schools or training programs and 
(2) rotational assignments. According to 
this 1970 study, "most management jobs 
filled by women are viewed as terminal hire 
or staff assignments." 29 

Men readily transfer between management 
jobs in the several operating departments, 
gaining experience which wlli be valuable 
in higher assignments. Women are confined 
to single departments, often in a staff role. 
They are definitely outside the mainstream 
of management at Be11.so 

The second factor preventing women from 
attaining positions of greater leadership is 
the lack of viable role models. Very simply, 
because women see no females in the upper 
levels of management, they unconsciously 
assume that they could not reach that 
level.31 The comments of women who have 
gotten above first level are indicative. 

"At first I hesitated to take this job be
cause I'd always thought it needed a man's 
view-point. I don't know why. Because I 
was used to seeing a man here, I 
suppose." 32 

"[District level management) wasn't a 
goal-because it would have seemed un
attainable." aa 

"I never consciously aspired to district 
level. I just tried to do what I was assigned 
the very best I could." at 

When asked when a woman would be ap
pointed to Division (fourth) level one fe
male manager said, "We have to be reason
able." 35 This attitudinal barrier can be 
breached only by convincing women thM; 
they can and should aspire to upper man
agement and that these jobs are not the ex
clusive domain of men.oo 

The third major factor limiting female 
advancement in management is the Bell 
stereotype of women's role in management. 
(See Table 6.) Bell's men have decided what 
its women can and cannot do and what they 
want or do not want. Women are rarely con
sulted, as their fates are settled by men.37 
The same prejudices which led Bell to claim 
a BFOQ for many non-management jobs 
leads it to exclude females from the more 
lucrative management jobs. 

TABLE 6 .-BELL MANAGERS' ATTITUDES TOWARD 
WOMEN IN MANAGEMENT 

Women in management are specialists. 
The best women leave before a manage

ment job is available to them. _ 
Women are not as mobile as men. 
Women in management can't compete 

with IMDP men. 
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women in management are a threat to 

men. 
Women are not as competent as men. 
In order to manage, a woman must have 

"masculine characteristics". 
Men cannot consider women sa equals. 
Women just don't want to manage. 
women cannot supervise men in the field. 
Women prefer staff jobs. 
Women are too emotional. 
Men will not want a management job 

which women hold. 
Women should subscribe to a passive, 

domestic image. 
Men and women should not work together 

too closely. 
Source: EEOC R-1289, pp. 12-13. 

Summary 
women are virtually excluded from all 

middle and upper management levels and 
eYen their first level assignments are limited 
to staff roles or the supervision of other 
women. 

The management progression is sex segre
gated, an extension of the non-management 
promotion ladder. 

Bell has restricted supervisory craft jobs 
to men based on +.he requirement of experi
ence in the job to be supervised. Yet, Bell has 
recognized the superfluousness of this re
quirement for management trainees and 
has had no qualms about placing men in 
the upper levels of the Traffic Department. 

Females have been evaluated and recruited 
based on stereotypes that have been shown 
to be false. 

Promotional opportunities for women have 
been retarded by the nature of their man
agement assignments; the lack of role 
models, and the imposition of the prejudices 
of the male-dominated management. 

Bell has at long last recognized the extent 
of the discrimination it practices against 
women in management and the "definite ur
gency regarding change in this area." 38 But a 
concerted and dramatic effort is required.39 

Recognition of the problem is insufficient 
unless that recognition bears fruit in im
mediate action. 
CHAPTER a.--cONCLUDING COMMENTS REGARDING 

SEX DISCRIMINATION 

The Bell monolith is, without doubt, the 
largest oppressor of women workers in the 
United states. This harsh conclusion is in
escapable in light of the discussion in the 
previous chapters. Bell's women are forced 
either to adjust their ambitions downward 
to conform to the company's restrictive ex
pectations or to seek more rewarding work 
with another employer. 

Bell's policies toward women are morally 
and ethically indefensible and since July 2, 
1965, they have been against the law. Never
theless, the discrimination continues. 

It is difficult to quantify all of the effects 
of this discrimination. Statistical :tneasures 
omit the real, human tragedies testified to by 
Ms. weeks and Ms. Roig.1 Sterile, economic 
measures cannot be ignored, however, for if 
they indicate enormous financial deprivation, 
surely the intangible consequences of dis
crimination are severe. 

The magnitude of the discrimination. By 
every standard females at Bell are disadvan
taged but the most dramatic measure is in 
-terms' of lost wages. Because women in the 
30 SMSA's are not distributed equitably 
through the whole range of available jobs, 
they loose $422 million every year. (See Chart 
16.) Nationwide in the Bell System women 
loose $950 million annually.2 

Dr. Ronald Oaxaca, an economist at the 
University of western Ontario, has calculated 
that, if differences in the personal charac
teristics (i.e., age, education, etc.) of females 
and males are taken into consideration, "the 
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effects of discrimination account for roughly 
55% of the observed male-female wage dif
ferential in the telephone industry." a Thus, 
Bell's incumbent female employees, given 
their age, education and experience, are paid 
an aggregate of $500 Inillion per year less 
than males with comparable personal char-
acteristics. _ _ 

Effect on Rates. Other economists have 
estimated that this differential attributable 
to discrimination could have a sig~cant 
effect on telephone rates. If AT&T had 
operated to minimize labor costs (i.e. em
ployed workers at the lowest possible wage, 
regardless of sex), they would have em
ployed large numbers of women in all job 
categories. The total effect o'f this savings 
would have been an annual reduction of 2% 
to 4% in overall telephone rates.~ 

There can be no plausible rationalization 
for the vast disparities between females and 
males detailed in this report. Bell's culpa
bility is virtually absolute. First, Bell has 
consciously, overtly and intentionally ex
cluded females from the more remunerative 
jobs. The barriers to women's entrance into, 
and progression within, the Bell hierarchy 
are legion and virtually insurmountable. 

Second, the segregation of the sexes prac
ticed by Bell is far more extensive and in
tensive than that practiced by the society 
at large. The diverse skills and aspirations of 
women have been recognized by more pro
gressive employers for some time. While sex 
segregation is not peculiar to the Bell System, 
Bell is certainly the archtype. 

Third, despite Bell's presumed "unique 
competence" to improve the status of the 
female worker, they have been incred!ibly 
timid and reactionary. The telephone com
pany, through its nationwide advertisements, 
repeated contacts with the public and civic 
leadership in the communities it serves, has 
a special opportunity to influence public 
opinion. They have, however, rejected this 
role in favor of an active stimulation of the 
societal impediments to the employment of 
females and males on an equal basis. 

An affirmative obligation. A century of dis
crimination against women will not be 
reversed by passive dictums that women will 
now be "allowed" to enter previously male 
jobs. Bell's history is replete with examples 
of conscious, calculated action to discourage 
interest in "opposite sex" jobs. Their affirma
tive obligation to eliminate these pervasive 
inequities is now overwhelming. 
CHAPTER 7 .-BLACKS IN THE _ BELL SYSTEM 

HISTORICAL EXCLUSION AND SEGREGATION 

In 1963, Frederick Kappel, AT&T Chair
man of the Board, stated that, "The question 
of how Negro and White people shall live, 
go to school, and work as fellow citizens 
demands good solutions in every part of 
the nation .... A fundamental social change 
is underway. What has been in the past is 
no longer going to be in the future." 1 Un
fortunately, what had been in the past at 
the Bell System was the relative exclusion 
of black workers from employment in the 
Bell operating companies except in the lowest 
paying and most undesirable blue collar jobs. 

Even today there are blacks who toll in 
service worker or laborer jobs who were not 
able to obtain any better positions when 
hired by Bell decades ago. More importantly, 
the present gross underrepresentation of 
black workers in desirable craft and manage
ment jobs is directly attributable to their 
past exclusion from most entry-level posi-
tions. Finally, many of the institutional 
practices which contributed to the exclu
sion in the past are still being used. 

This chapter describes the historical ex
clusion of the black worker from the Bell 
System. Following the historical analysis, a 
thorough examination of the black employ
ment patterns existing on December 31, 1970, 
is presented. _A third chapter explains how 
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these patterns are fostered by Bell System 
practices. 

1930-1940 
From the earliest times, black workers were 

almost completely excluded from employment 
in the telecommunications industry.2 In 1930, 
when blacks constituted 9.7 percent of the 
total population in the United States,3 they 
represented only 0.7 percent of the workers in 
the telecommunications industry and were 
exclusively concentrated in the few service 
worker (Porter and Janitor) and laborer 
jobs.~ Between 1930 and 1940, the lot of 
blacks in the teleohone industry did not im
prove appreciably: In 1940, blacks still repre
sented only 0.7% of all telephone industry 
employees, and, as before, this small per
centage was confined to service worker and 
laborer jobs.5 

This traditional restriction of blacks to 
Janitor, Porter, and laborer jobs is high
lighted by the fact that in the Spring of 
1971, Southwestern Bell employed black serv
ice workers whose dates of hire go back to at 
least 1926.o Other early hire dates for blacks 
still employed as service workers in 1971 are 
as follows: South Central Bell (1928); C&P 
(1928); Southern Bell (1929); nunois Bell 
( 1933) ; Pacific Tel. ( 1933) ; Michigan Bell 
(1937); and Ohio Bell (1937) .7 

The pattern of exclusion which existed 
throughout the telephone industry in the 
1930's is further underscored by the fact that 
Southern Bell in Columbus, Georgia, for ex
ample, in December, 1969, employed only six 
blacks with dates of hire prior to the passage 
of the 1964 Civil Rights Act, and all six were 
service workers or laborers with over 26 years 
average seniority.8 

1940-1950 
During and after World War II, employ

ment in the telephone industry expanded 
dramatically, adding nearly 280,000 new em
ployees.& Although black employment did 
increase somewhat during this period, the in
crease was not very signficant. By 1950, black 
workers still represented only 1.3 percent of 
all telephone employees,10 while they repre
sented 10 percent of the national 
population.u 

The 1940's, however, witnessed a break
through; blacks began to be hired into jobs 
above the service worker and laborer level. 
Most of those hired were females in the job 
of Operator, marking the beginning of an 
important new trend in black employment in 
the telephone companies. Between 1940 and 
1950, the number of black female Operators 
inoreMed tenfold, while the number of black 
male employees merely doubled.12 As Tilinois 
Bell's General Personnel Supervisor recently 
said, "A really significant step was taken in 
1947-we hired our first Negro telephone 
operator." 13 

This new pattern of hiring black females 
for the Operator job was to develop rapidly 
into the single most significant pattern of 
black employment in the Bell System. By 
the end of 1970, 43.9 percent of all black 
workers employed by the Bell operating com
panies were Operators.u 

However, the absolute number of black 
Operators hired during the 1940's was still 
very small. Consequently, by 1950, less than 
1.0 percent of all females in the telephone 
communications industry were black.lli 
Moreover, this modest increase in black em
ployment as Operators during the 1940's was 
almost certainly due to economic factors.16 

Not only did this trend begin long before 
the modern civll rights movement, but, more 
importantly, it came at a time when the Bell 
System was rapidly expanding and 1n the 
job in which turnover had always been the 
greatest. Furthermore, job opportunities for 
females in general vastly increased during 
this wartime period, and the Bell System 
experienced greater difficulties attracting 
white females for the Operator job.lT 
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1950-1960 

By 1960, black employment in the tele
phone industry had inched up to 2.5 percent 
of the total industry employment.18 In that 
same year, blacks comprised 10.5 percent of 
the national population.19 Tl!e increase in 
black employment during the 1950's, reflect
ing the trend begun a decade earlier, was 
concentrated primarily in the job of Op
erator.:K~ But rather then being evenly distri
buted throughout the nation, the increase 
in the number of black Operators during the 
1950's was heavily concentrated in areas out
side the South with large urban popula
tions: the five states of New York, Penn
sylvania, illinois, Michigan and Ohio, and 
the five SMSA's of New York, Philadelphia, 
Chicago, Detroit, and Los Angeles.21 This in
crease, like that of the 1940's, was dictated 
in large part by labor md.rket conditions in 
major urban industrial areas.2:1 

Decline In the South. In contrast to this 
geographically-concentrated increase in 
black employment, the 1950's also saw a re
ductwn in the percentaga of jobs held by 
blacks in most Southern states. Black male 
employment was particularly a1fected.33 

The decline in the percentage of .black em
ployment in Southern Bell (now Southern 
Bell and South Central Bell), Southwestern 
Bell, and C&P (Va.) was the result of the 
large inorease in telephone company em
ployment combined with the continued re
striction of blacks in those companies to 
the very few service workers and laborer 
jobs.u This geographical pattern thus con
stitutes the second major trend in black em
ployment in the Bell System: while Bell 
companies in the North, particularly in areas 
With major urban populations, began to hire 
blacks in increasing numbers for entry-level 
Jobs above service worker and laborer largely 
for economic reasons, the Bell companies in 
the South continued the racially exclusionary 
policies of the past. 

Hereford's case. A poignant example of this 
blatant racial exclusion of blacks involved an 
attempt in 1954 by a black Garageman named 
Hereford at Southwestern Bell in Texas to 
transfer to the all-white job of Stockman. 
The Company denied him transfer, and the 
CWA filed a grievance on his behalf, taking 
the case all the way to arbitration. While the 
Arbitrator ruled for the Company on the 
basis of a.n interpretation of the collective 
bargaining agreement, he concluded as fol
lows: 26 

"The one real question to be answered is 
that of race qualification. In our society can 
a colored man take a position with a com
pany which has always been filled by a white 
man. . . . The fact of his race permeated 
the whole hearing- The officials high-up in 
administration of the Company's affairs were 
not worried about Hereford's education, they 
were worried about his race." 

The job of Stockman in Texas remained 
all-white until 1961.28 

In short, the years between 1950 and 1960 
saw a small but significant increase in black 
employment in the Bell companiee. This in
crease was not evenly distributed, either 
occupationally or geographically, but was 
concentrated primartly in the job of Opera
tor and centered in a handful of Eastern and 
Northern SMSA's. In the South, the con
tinuation of the traditional exclusionary 
policies caused an actual drop in black 
employment. 

1960-1970 
During the 1960's, black employment in 

the Bell System as a whole increased steadily, 
reaching 4.0% of the work force in 1963,~'~' 
4.6% in 1966,18 and 9.8% in 1970.• This in
crease continued to follow the earlier pat-
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tern of heavy concentration in a few indus
trial centers out..side the South and in the job 
of Operator. Also during this decade, a third 
major pattern of black employment in the 
Bell System began to emerge. Even 1n those 
areas where blacks had been hired in increas
ing numbers since the 1940's, they did not 
penetrate into management positions in any 
significant numbers. 

Geographic pattern during the 1960's. As 
late as 1966, nearly two years after passage 
of the Civil Rights Act, black employment 
1n the Bell System nationwide was still rela
tively low. Indeed, when the employment 
of blacks by Bell operating companies in 
1966 is measured against the percentage of 
blacks employed at that time by all major 
employers in the respective Bell operating 
areas (the area all-industry average), only 
two Bell companies, New York Tel. and C&P 
(W. Va.), had black employment greater 
than or even equal to the all-industry aver
ages in their areas. (See Chart 17.) Among 
the remaining companies, only Northwest
ern Bell was olose to the area average. 

Even those companies which had begun to 
hire blacks as Operators decades earlier com
pared unfavorably to other companies in 
their areas. Thus, as shown in Chart 17, Ohio 
Bell's employment of blacks in 1966, for ex
ample, was only 80 percent of the all-industry 
average in its opemting area. Black employ
ment rates in 1966 for other Bell companies 
outside the South as compared to the respec
tive all-industry averages were even worse: 
Bell of Pa., 78 percent of the area average; 
Pacific Tel., 69 percent of the area average; 
Michigan Bell, 65 percent of the area average; 
and Illlnois Bell, 62 percent of the area aver
age. These compa.nles, while professing to be 
leaders, were, in fact, well below average 1n 
1966. 

SMSA's. This same conclusion is reached 
when Bell employment is exa.mlned on an 
SMSA basis one year later. (See Chart 18.) As 
noted before, the increased Bell System em
ploymelllt of blacks during the 1950's had 
been concentrated in five SMSA's: New York, 
Philadelphia, Chicago, Detroit, and Los An
geles. By 1967, however, only one of those 
SMSA's, New York, employed blacks at a 
higher rate tihan the all-industry average 
for that SMSA. In addition to these five areas, 
the following SMSA's had also made signif
icant gains in over-all black employment by 
1967: Washington, D.C., San Francisco, New
ark, and Cleveland.eo 

However, despite these gains, the fact re
mains that in 1967, Bell companies in only 
four of the thirty SMSA's--New York, Los 
Angeles, Detroit, and Washington, D.C.-ex
ceeded or even came close to the all-industry 
average for black employment in their respec
tive areas. The low rates of black employment 
in the other 26 SMSA's, including Philadel
phia and Chicago which had been hiring 
blacks for nearly a generation, are particu
larly disturbing in view of the low skill re
quirements for all major entry-level jobs 1n 
the Bell System. Thus, although Bell com
panies each year hired approximately 200,000 
unskilled workers (mostly in urban areas hav
ing a large concentration of blacks), black 
employment in 1966 had not reached even the 
area average in any Bell company except 
New York Tel. and C&P (W. Va.) and had 
approached or exceeded the area average 1n 
19157 in only four SMSA's. 

The Southern pattern: ofll.cfal exclusion. 
While the employment of blacks in the Bell 
System nationwide in 1966 and 1967 was 
poor, the increasing lag of the Bell companies 
in the South was a disaster. As seen in Charts 
17 and 18, the highest black employment 
rates (as compared to area rates) _ were 
clearly in the major industrial urban centers 
in the North and West, while the lowest rates 
were 1n the South. In 1966, Southem Bell, 
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C&P (Va.), and Southwestern Bell all em
ployed blacks at less than 30 percent of the 
rate of a.ll major employers in their operating 
areas. 

This astonishingly low level of black em
ployment in the SOUthern operating com
panies as late as 1967 was the direct result of 
a policy of blatant raclal exclusion. Southern 
Bell, for example, at least up to the effec
tive date of the Civil Rights Act, openly ad
vertised in raci.ally designated newspaper 
help-wanted columns 81 and. maintained ra
c1ally segregated restrooms -and other com
fort facilities.aa Indeed, Southern Bell admits 
that, prior to 1963, it hired blacks only for 
laborer and service worker jobs.aa Moreover, 
the EEOC had found that even after July 2, 
1965, Southern Bell excluded blacks in cer
tain areas as a matter of company policy.u 

A tell-tale vestige of this very recent era 
o:! overt racial discrimination can stm be 
found in the South Centr·al Bell job de
scription for Janitress used in Birmlngham. 
Revised in 1968 and still used in 1971, the job 
description states that the supervisor of 
Janitresses is to be "male (white)." a<i 

Such overt racial discrimination was also 
practiced by Southwestern Bell, as seen in 
the 1954 Texas arbitration case noted before. 
The EEOC concluded in November, 1967, 
after an extensive investigation of South
western Bell's employment practices in 
Dallas, that the Company had "a long history 
of raclal dlscr1m1nation against Negroes. 
••• " 88 The U.S. Court of Appeals for the 

-Eight Circut also concluded that, at least 
until January, 1967, Southwestern Bell in 
Arkansas maintained a racially restrictive 
hiring policy which excluded blacks from all 
but the least attractive jobs.l7 

These and many more examples show that 
Southern Bell and Southwestern Bell main
tained a blatant pattern of overt racial dis
crimination until the mid-19-60's. Their em
ployment of blacks above service worker and 
laborer did not begin until some twenty years 
after that break.through had already been 
achieved in Bell companies elsewhere. 

Occupational distribution of increased 
black employment during the 1960's. As noted 
above, the period between 1960 and 1967 saw 
a dramatic increase in black employment in 
the New York SMSA and smaller, yet signifi
cant, gains in other SMSA's. 

However, an overwhelming proportion of 
the black workers in these SMSA's were still 
in one job: Operator. Although specific data 
on the number of black Operators in 1967 is 
unavailable, EE0-1 reports filed annually 
with the EEOC by Bell companies (and all 
other large employers) provide a rough index 
of the concentration of blacks in the Opera
tor's job and their virtual exclusion from 
craf.t jobs in 1967. 

Other substantial documentary material 
supports the conclusion that Southern Bell 
and Southwestern Bell officially excluded 
blacks from all the lowest jobs well into the 
19SO's.38 Among the highlights of this ma
terial are the following facts: In the entire 
state of Mississippi, Southern Bell employed 
no blacks in any entry-level jobs above serv
ice worker or laborer unm June, 1965.ao In 
New Orleans, Southern Bell hired its first 
black above service worker or laborer in 
November, 1963, and its first black Operator 
one year later.40 The Company hired its first 
black Operator in Florida in March, 1964; "
and in South Carolina in July, 1964.42 South
western Bell hired its first black Operator 
anywhere in Kansas in 1963." The first black 
Installer employed anywhere in Kansas was 
hired in June, 1969.44 No black above service 
worker or labore.r was hired in Arkansas until 
1964." The first black Operator in Oklahoma. 
was hired March_, 1964.(8 
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TABLE 7.-1967 BLACK EMPLOYMENT IN SELECTED EEQ-1 

CATEGORIES, BY SMSA 

II n percent) 

New York ________ _____ __ ____ _ 
Newark __ _____ - - --------- - ---
Philadelphia ___ --------------
Cleveland _______ --- - __ ---_ -- -
Chicago ____ _______ -- ___ _ - - - --
Detroit_ ___ ----- ------ -- -----
Los Angeles---------------- - -San Francisco ___ ___ ______ ___ _ 
Washington, D.C. ____________ _ 

Source : EE0-1 data. 

Jobs held by blacks 

Office and 
clerical Craft 

26. 2 
14.1 
15.2 
11.5 
15.5 
23.3 
10.8 
9.3 

28.7 

2.1 
1.8 

' 3.6 
4. 7 
2. 6 
9. 9 
3. 7 
3. 9 
7. 3 

Table 7 shows that in each of the above 
SMSA's in 1967, black employment in the 
"office and clerical" jobs tar exceeded black 
employment in craft jobs. Charts and other 
Tables in Exhibit 1 indicate that an iden
tical pattern existed in all the 30 SMSA's.'7 

Since the Bell System includes Operators in 
the "office and clerical" category, the concen
tration of blacks in the Operator job shows 
up in the statistics as a high percentage of 
blacks in the "office and clerical" category. 

EXTENSIONS OF REMARKS 
Sex composition. Another measure, albeit 

approximate. of the occupational concentra
tion of blacks into the Operator job is the 
sex composition of black employment in the 
various companies and SMSA's. Table 9 
shows that in all SMSA's with a relatively 
high black employment, a vastly dispropor
tionate percentage of these black workers 
were female in 1967.48 In New York. for ex
ample, 92% of all black employees were fe
male while only 50% of all whites were 
female. 

TABLE 9.- PROPORTION OF ANGLOS WHO WERE FEMALE 
COMPARED TO PROPORTION OF BLACKS WHO WERE 
FEMALE, BY SMSA, IN 1967 

(In percentJ 

New York ___ __ ____ ____ _____ _ _ 
Newark _________ --- - - ------ --
Philadelphia _____ _ -----------Cleveland __ _____ ___ ____ _____ _ 
Chicaeo ____ ___ ____ -- __ -- - - ---
Detroit_ _____ ____ __________ _ _ 
Los Angeles _____ __ _________ _ _ 
San Francisco ___ __ _____ ___ __ _ 
Washineton, D.C __ ____ _______ _ 

Anglos 

50 
56 
61 
•8 
50 
52 
57 
50 
53 

Blacks 

92 
88 
82 
72 
82 
81 
84 
81 
81 

Craft exclusion. Here, as elsewhere, AT&T's Between 1967 and 1969, all Bell companies 
claim of leadership in hiring blacks can be increased their percentage of black new hires, 
easily tested by comparing the percentage and most of these continued to be black 
of black craft workers in the Bell System with females . .tu All the operating companies with 
the percentage of black craft workers in other substantial numbers of new black hires reg
companies. Table 8 tells the unfortunate istered this imbalance of black females. This 
story. Blacks, notoriously excluded from craft same new-hire pattern existed in the South
jobs in general, found it even more difficult ern companies as elsewhere. Although lagging 
to obtain a craft job ( wtth no skill require- • far behind the rest of t he Bell System in their 
ment) in the Bell System. The exclusion of total black employment, the Southern com
blacks from craft jobs in 1967 was partie- panies by 1969 were following the same pat
ularly severe in New York, Newark, Phila- tern as the other companies with respect to 
delphia, Chicago, and Washington, D.C. the few blacks hired. Most were female. 
Table 8 also clearly demonstrates that when Thus, the evidence demonstrates that the 
compared to other employers, the Southern occupational distribution of black employees 
SMSA's employed black craft workers at an in the Bell System followed a uniform pat
outrageously low level. (See also EEOC Ex- t ern, regardless of the total employment fig
hibit 1, pp. 206-209.) ures for blacks in any particular company. 
TABLE 8 -Bell system black employment in Whether in the West, North, East or South, 

craft fobs compared to all industry black in the 1960's black employees at Bell com
employment in craft fobs for selected panies were primarily females classified as 
SMSA's 1967 , "office and clerical" employees. The pattern 

of black occupational distribution which first -
emerged in the 1940's in the East was, by 
1969, evident in all areas. Somehow, black 
employment was being concentrated in the 
lowest-paying, least-desirable, dead-end jobs 
in the Bell System. Blacks still had not ob
tained a significant number of high-paying 
craft jobs in any area. This fact emphasizes 
the fut111ty of the employment advances 
made by blacks in the Bell System since 
1930. 

Standard Bell craft employment 
Metropolitan as a percent of all-
Statistical Areas industry level 

Detroit ---------------------------- 186.8 
San FTanc~O----------------------- 88.6 
Cleveland -------------------------- 83. 9 
Los Angeles------------------------- 75. 5 
Washington, D.C-------------------- 57.0 
Philadelphia ----------------------- 42. 4 
New York-------------------------- 31.8 
Chicago---------------------------- 31.7 
Newark ---------------------------- 24. 6 
Birmingham ----------------------- 21. 3 
Dallas ----------------------------- 16. 7 
Moblle ----------------------------- 15.3 
Atlanta ---------------------------- 14.1 
New Orleans ------------------------ 13. 7 
Greensboro-Winston Salem---------- 12.0 
Norfolk ---------------------------- 10. 9 
~a.Ini ----------------------------- 10.2 
Memphis --------------------------- 6.4 
Jacksonville ------------------------ 0.0 

Source: ~1 Data. 

The evidence is overwhelming that those 
areas which had made significant strides in 
employing blacks had done so by placing 
most of them in office and clerical jobs rather 
than craft Jobs. It is tragically ironic that 
blacks, first excluded :from all jobs a~bove 
service worker and laborer. had progressed 
only one step up the ladder by 1967. Blacks 
had moved up to Operator but stlll could 
obtain only a miniscule number o:f craft 
jobs. What had been in the past continued. 

Footnotes at end ot article. 

Economic factors affect ing black employ
ment. As noted before, the chief chronicle 
of black employment at the Bell System, Dr. 
Bernard Anderson, has c.oncluded that labor 
market conditions in the North and East 
were a major, if not primary, force contribut
ing to the increased employment of blacks 
as Operators during the 1950's.oo Other evi
dence, not available to Dr. Anderson, dem
onstrates conclusively that the same eco
nomic forces at work during the 1950's con
tinued in the 1960's to push up the employ
ment of blacks in the Operator job, espe
cially in large SMSA's with sizable black 
populations. In the last 10 years turn-over 
among Operators has continued to escalate, 
reaching astounding levels in major urban 
areas. It is these areas that are becoming 
increasingly black and in which the Oper
ator's wage is no longer attractive to whites. 
The combination o! these factors is rapidly 
converting the Traffic Department - from 
simply a "nunnery" into a "ghetto nunnery.'' 

February 17, 1972 
This conclusion has been reached re

peatedly by persons at the highest levels 
Within the Bell System itself. In October. 
1969, an extremely important "Report on 
Force Loss and the Urban Labor Market" 
was presented by AT&T Vice President Walter 
Straley to the assembled Presidents of all 
Bell companies.~1 According to the report, 
"What a telephone company needs to know 
about its labor market [is] who is avall
able for work paying as little as $4,000 to 
$5,000 a year." 52 According to Straley's re
marks, two out of three persons available at 
that wage were black: "It is therefore just 
a plain fact that in today's world, telephone 
company wages are more in line with black 
expectations-and the tighter the labor mar
ket the more this is true." 53 The report 
continues: 54 

"Population and labor force projections 
are not at all encouraging. The kind of peo
ple we need are going to be in very short 
supply. . . . Most of our new hires go into 
entry level jobs which means we must have 
access to an ample supply of people who 
will work at comparatively low rates of pay. 
That means city people more so than subur
banites. That means lots of black people. 

"There are not enough white, m!Qc:Ue class, 
success-oriented men and women in the 
labor force--or at least that portion of the 
labor force avallable to the telephone com
panies-to supply our requirements for craft 
and occupational people. And from now on. 
the number of such people who are avail
able Wlil grow smaller even as our need 
becomes greater. It is therefore perfectly 
plain that we need nonwhite employees. 
Not because we are good citizens. Or because 
it is the law as well as a national goal to 
give them employment. We need them be
cause we have so many jobs to fill and they 
wlll take them." 

Vice President Straley's findings were re
peated in the 1970 Annual Report of AT&T'S 
Department of Environmental Affairs: 56 

"The tight labor market in many large 
cities has created shortages of qualified em
ployees in many job categories. Prominent 
among these are shortages of qualified ap
plicants for tra.tnc operators, clerical and 
service representative workers. Shortages are 
created by high force losses as well as by 
the scarcity of qualified persons looking for 
telephone work .... In a few central city 
employment pockets among Eastern and mid
Western cities, our applicants are 90% 
black" 

In the same vein, in December. 1969, the 
President of Pacific Tel. stated that. "We 
are experiencing greater difficulty in hiring 
and maintaining the quality and quantity 
of people to do the job we have to do .... 
The problem . . . is even more acute in our 
metropolitan areas. where our wage levels 
have become less competitive over the 
years .... " 58 

To recapitulate, the increased black em
ployment during the 1960's was dictated by 
labor market conditions which forced the 
Bell System to hire black females as Op
erators. Similar economic factors did not ap
ply to Plant craft jobs and consequently 
few black males were hired. It is reasonable, 
therefore, to conclude that the Bell System 
hired blacks only when there were no eco
nomically viable alternatives. 

Underrepresentation of blacks in manage
ment during the 1960's. By 1969, a genera
tion had passed since the first breakthrough 
by blacks in Operator jobs in the East and 
North. With a twenty-five year history of 
ever-increasing black employment, the com
panies in these areas had had substantial 
opportunity to place blacks in management. 
But figures for 1970 show a bleak picture. 
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As noted before, of all Bell operating com

panies, New York Tel. alone had surpassed 
the area-wide all-industry level of black em
ployment by 1966. Indeed, in that year New 
York Tel. already exceeded the area rate 
by 34 percent. And yet, as of December 31, 
1969, only 4.4% of all New York Tel. black 
employees were in management, while 27.2% 
of the Company's white employees held man
agement jobs. Analysis of the management 
statistics for other major long-term Bell 
employers of blacks reveals the same picture. 
(See Table 10.) Unfortunately, by 1970 only 
a small fraction of blacks had found their 
way into management, even in companies 
with the best hiring records.67 

TABLE 10.- BELL SYSTEM EMPLOYMENT OF BLACKS IN 
MANAGEMENT, DEC. 31, 1969 

Company 

New York __ ______ __ _________ _ 
Ohio _____ __ ____ ____ _____ ___ _ 
Bell of Pennsylvania ____ _____ _ 
Pacific Telephone __ __ __ ______ _ 
Michigan BelL ___ ______ ____ _ _ 
Illinois Bel'------------------

Source: EEOC R-1224. 

Percent of employees in 
management 

White Black 

26.3 
23.8 
l.3. 3 
24.5 
22.1 
27.6 

4.4 
6. 6 
4.1 
5.0 
5.0 
6.8 

In need haro.ly be stressed tha.t Southern 
Bell, South Central Bell, and Southwestern 
Bell had virtually no blacks in management. 
On December 31, 1969, 0.7% Of the bla.cks at 
South Central Bell, 0.6% of the blacks at 
Southern Bell, and 0.9% Of the blacks at 
Southwestern Bell were in management.58 

If the management employment pattern of 
blacks in the South follows the pace set 
earlier in the North and East (as llil.s hap
pened in the oase of Operators) , the outlook 
far Southern black managers is dismal. 
Twenty-five years of black employment in 
New York Tel., Illinois Bell, Michigan Bell, 
Ohio Be~l. Bell of Pa., and Pacific Tel. have 
not produced substantial numbers of black 
managers. This failure of the Bell System to 
provide blacks with significant management 
opportunities is the third, and final, major 
component of the black employment pattern 
in the Bell System. 

Summary 
Black employment in the Bell System in

creased steadily from the virtual exclusion of 
the 1930's and 1940's to an all-time high at 
the end of the 1960's. Yet, even at that time, 
most Bell companies had still not reached the 
average level of black employment for all 
major companies in their respective operating 
areas. 

Most Of the increase in black employment 
from the 1940's to the end of the 1960's came 
in a low-paying, dead-end, and otherwise 
highly undesirable job, that of Operator. 
Very few blacks obtained jobs as craft 
workers. 

Even this increase has not been uniform 
throughout the System; the Southern com
panies-Southern Bell, South Central Bell, 
Southwestern Bell, and C&P (Va.)-con
tinued their exclusionist policies up to the 
mid-1960's and consequently lagged far be
hind the rest of the System. 

Even the companies with the besot and most 
sustained efforts of black employment (New 
York Tel., Ohio Bell, Bell of Pa., Miohiga.n 
Bell, Illinois Bell, and Pacific Tel.) did not, 
after decades of hiring blacks, have a sig
nificant number of black workers in 
managemeDit. 

Far from being leaders in the field of equal 
employment, despite their "unique com-

Footnotes at end ot article. 
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EXTENSIONS OF REMARKS 
petence," the Bell companies were still just 
trying to catch up. Moreover, the Bell Sys
tem's poor record of black employment is 
particularly disturbing in view of the fact 
that each year large numbers of persons are 
hired in major urban areas for jobs requiring 
little, if any, skllls. 
CHAPTER 8.-BELL'S EMPLOYMENT OF BLACKS 

ON DECEMBER 31, 1970 

This chapter analyzes the black employ
ment situation in the Bell System at one 
particular point in time: December 31, 1970. 
Its conclusion that blacks are systematically 
denied equal employment opportunities in 
the Bell System is shocking, but should not 
be surprising in view of the three major his
torical trends discussed above. The picture 
of black employment in the Bell System at 
the end of 1970 shows Bell's claim of "unique 
comp~tence to play a leading role in the 
improvement of employment opportunity" to 
be hollow, at best. 

Black employment relative to population. 
One can assume that, absent employer dis
crimination, the percentage of minority em
ployees in a company's workforce shoula 
roughly approximate the percentage of that 
minority in the relevant population, es
pecially if the jobs the employer has to offer 
require no particular skills. As Jerome W . 
Hull, Pacific Tel. President, stated on 
March 15, 1971: 1 

". . . our current goal with respect to 
minorities is to achieve a racial composition 
in our employee body which is in direct re
lationship to that of the communities we 
serve. And not just in total number of people 
in our business, but at every level of our 
non-management and management struc
ture." 

By this criteria, it is clear that something 
is wrong at the Bell System. Of the 30 
SMSA's analyzed, only four employed blacks 
at the end of 1970 at a rate equal to or above 
the proportion of blacks in the respective 
SMSA population. (See Chart 19.) In there
maining 26 SMSA's, Bell companies would 
have to increase their black employment by 
more than one-third in order to achieve 
parity with the population.2 

Thus, at the end of 1970, black employ
ment in the Bell System was still stagger
ingly imbalanced, with a large concentration 
of black workers in a few major urban areas. 
Indeed, the three SMSA's of New York, 
Cleveland, and Los Angeles accounted for 46 
percent of all blacks employed by Bell in the 
30 SMSA's while representing only 34 percent 
of Bell's total employment in those SMSA's.a 
The large concentration of blacks in these 
SMSA's is not surprising. New York, Cleve
land, and Los Angeles were among the 
SMSA's in which jobs above the level of serv
ice worker and laborer were first opened to 
blacks in the 1940's. 

The Southern picture. Of the 26 SMSA's 
which in 1970 had not achieved parity with 
the population in their employment of 
blacks, the worst, predictably, were those 
located in the South. As shown in Chart 19, 
the 13 SMSA's with the lowest black penetra
tion ratios are all located in companies in the 
South: The C&P companies, Southern Bell, 
South Central Bell, and Southwestern Bell.' 
South Central Bell in Mobile, the SMSA with 
the lowest black penetration ratio, employed 
blacks at the end of 1970 at a rate only 20 
percent of the black population in that area.6 
In order for the Company to achieve parity 
with the black population in the Mobile 
SMSA, black employment would have to be 
increased by 400 percent.a · 

Taken as a whole, Bell's Southern compa
nies at the end of 1970 would have to in
crease their black employment in the 17 
Southern SMSA's by 57 percent in order to 
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match the black population. (See Table 11.) 
South Central Bell would have to increase 
its black employment in four SMSA's by 
166% and C&P (Va.) its black employment 
in two SMSA's by 195%. 

Even in entry-level jobs requiring little, if 
any, skills, Bell companies in six Southern 
SMSA's (Birmingham, Jacksonville, Memphis, 
Mobile, New Orleans, and Norfolk) failed to 
match the relevant black population in 1971.7 
The companies in these six SMSA's would 
have to increase black employment in entry
level jobs alone by 43 percent to equal the 
percentage of blacks in the population.s In 
Mobile, South Central Bell would have to 
increase black employment in the entry-level 
jobs by 170 percent to achieve pa.rtty.9 

In short, in the overwhelming number of · 
SMSA's analyzed, Bell companies failed to 
employ blracks in percentages equal to the 
black portion of the population. These defi
cits were most critical in the South where 
blacks had been virtually excluded as a 
class until the mid-1960's, but were still bad 
in most northern cities where blacks had for 
years been employed in jobs above service 
worker and laborer. 

Black employment relative to other em
ployers. The Bell System has claimed to be 
a leader in the field of employment oppor
tunity for blacks for many years. Yet, at 
the end of 1970, twelve of the twenty Bell 
operating companies still failed to employ 
blracks in tbe same proportion as all major 
employers in their respective areas.to (See 
Chart 17, above.) Moreover, only New York 
Tel., Ohio Bell, Pacific Tel., and Bell of Pa. 
substantially exceeded their respective all
industry area averages for black employment. 
Not surprisingly, on the other hand, all the 
Southern companies fell well below the av
erage employment of blacks in their operat
ing areas. Eight years after Frederick Kap
pel's pious statement, the black penetration 
rate in Southern Bell, South Central Bell 
and C&P (va.) was less than 46 percent o:t 
the penetration rate for other employers in 
their areas. 

TABLE 11.-BLACK RECRUITMENT OPPORTUNITIES IN 26 
SMSA'S, DEC. 31, 1970 

Standard metropolitan 
statistical areas 

26 SMSA's with recruitment 

17 °f~~~~~ii~e:ouiiiern - - ----- -
companies ________ __ ______ _ 

5 SMSA's in Southwestern 
BelL ________ ----- -- __ - - ---

4 SMSA's in Southern BelL __ _ 
4 SMSA's in South Central 

BelL ________ __ __ -- - -- - - --
2 SMSA's in C. & P. (Virginia) __ 
9 SMSA's outside the South ___ _ 

Ratio of black 
employment 

percentage 
to black 

population 
percentage 

0. 7432 

.6367 

• 7300 
. 5892 

• 3763 
• 3385 
. 8612 

Percent by 
which current 
black employ
ment must be 

increased 
to equal 

population 

34.6 

57.1 

37.0 
69.7 

165.7 
195.4 
16.1 

Source: EEOC C-661, EEOC C-690, and census data. 

Black occupational standing. Despite con
siderable variations between companies and 
SMSA's in terms of the number of black 
workers employed in the Bell System, those 
who are employed are universally con
centrated in the lower-paying and least 
desirable jobs. At the end of 1970, the av
erage wage of all Bell operating company 
employees in the 30 SMSA's was $9,080 per 
year, while the average wage for Bell's black 
employees in the 30 SMSA's was only 
$6,817.u To quantify the concentration of 
blacks in low-paying jobs, an "occupational 
position" measure has been developed which 
compares the wages of black employees to 
the average wage tor all workers. Graphic 
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representations of the occupational position 
of blacks in each of 30 SMSA's can be found 
in EEOC Exhibit 1, pp. 238-299. (See also 
EEOC MAP 2.) 

This data definitely shows that the occu
pational position of blacks is Virtually the 
same in every SMSA. For example, blacks 
were employed in the New York SMSA at the 
end of 1970 at a rate one and one-half times 
the black population in that SMSA, while in 
the Mobile SMSA, they were employed at a 
rate only one-fifth the black population.lll 
Yet in both SMSA's the average wage for 
black employee was only about 75 percent 
of the wage for all employees.U 

The graphic illustrations !or each of the 
30 SMSA's noted above combine the black 
penetration rate and the black occupational 
standing. (See EEOC Exhibit 1, pp. 238-299). 
Chart 20, which reproduces the data for New 
York and Mobile, clearly shows that the oc
cupational standing of blacks in New York 
is no better than in Mobile. In other words, 
in both cities blacks a.re in the lowest-pay
ing jobs. The only difference is, New York 
has filled more of its low-paying jobs with 
blacks than has Mobile. Neither employment 
of blacks over a long period of time, nor a 
professed policy of equal employment seems 
to have had much impact on the low occu
pational standing of blacks. 

A second example further illustrates this 
conclusion. In 1962 a Pacific Tel. Vice Presi
dent said that the recently adopted plan 
for Progress. 

" .•. does not constitute a new policy on 
our part. But it does serve to reemphasize 
our continuing policy to ensure that all 
telephone people, including members of 
minority groups, a.re regards recruiting, 
placement, transfers, promotion, training 
and use of facllities.H 

Yet, nine years later in the Los Angeles 
SMSA, a. black employee had im. average 
annual wage of only $7040 as opposed to an 
average wage tor all employees of $8848.15 

TABLE 12.- PROPORTION OF ANGLOS WHO ARE FEMALE 
COMPARED TO PROPORTION OF BLACKS WHO ARE FEMALE, 
DEC. 31, 1970 

Company 

Bell of Pennsylvania _________ _ 
C. & P. (all) _______ __________ _ 
Indiana Bell__ _____ __________ _ 
Illinois BelL _______ _________ _ 
Michigan BelL ___ ___ _____ ___ _ 
Mountain BelL _________ ____ _ 
New England Telephone ___ ___ _ 
New Jersey BelL ___ ___ _____ _ 

~~~h~:~tJr~ec:~f~~=== ======= Ohio BelL __________________ _ 
Pacific Northwest BelL ______ _ 
Pacific Telephone ____________ _ 
South Central BelL __________ _ 
Southern BelL ______ ___ __ __ _ _ 
Southwestern BelL _____ ____ _ _ 
Wisconsin Telephone __ ___ ____ _ 

Total __ • ____ • _________ _ 

Source: EEOC w-659. 

Percent black Percent Anglos 
who are who are 
female female 

76.6 
77.4 
65.0 
73. 1 
82.1 
73.2 
75.3 
82.0 
80.6 
68.0 
75.0 
73.0 
81.0 
77.4 
84. 1 
78.4 
77.9 

78. 9 

52. 5 
51.4 
52.1 
49.2 
50.3 
54.3 
54.4 
51.4 
46.4 
55.8 
49.8 
53.9 
55.4 
57. 6 
56. 5 
55.7 
53.4 

53. 0 

Thus, there is no correlation between the 
penetration rate of blacks in the Bell System 
and their occupational position; whether a 
company employs many or few black workers, 
those workers are concentrated in the lowest 
paying jobs. This phenomenon is largely at
tributable to the fact that the blacks in all 
Bell companies are disproportionately em-
ployed as Operators. 

These findings are frightening. No Bell 
company ha.s yet provided blacks with true 
equality. New York Tel. and Pacific Tel. may 
hire thousands of blacks, but they are no 
better off than the few blacks in Mobile. 
They are all locked into low paying jobs. 

Footnotes at end of a.J.'!ticle. 
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Overrepresentation of black females. The 

previous chapter noted that one way to meas
ure the discrimination against blacks in the 
Bell System was to examine the dispropor
tionate number of blacks who were female 
or conversely, the relative exclusion of black 
males. At the end of 1970, every Bell com
pany had a. substantial overrepresentation of 
females in its black work force in contrast 
to its white force.16 As shown in Table 12 
of 72,000 blacks employed in the System at 
that time, 79 percent were female, while only 
53 percent of the white employees were fe
male. In no company were more than 57.6 
percent of the white employees female, while 
in five companies (Michigan Bell, New Jer
sey Bell, New York Tel., Paclfic Tel., and 
Southern BeU) at least 80 percent of the 
black workers were female. 

This should not, by any stretch of the imag
ination, be taken to mean that black fe
males are well employed. As noted before, 
they have the lowest-paying major job in 
the System. Since "female" jobs are appro
priately identical to low-paying jobs, it is 
no surprise that when blacks entered the 
System in substantial numbers, they would 
be black females. "Male" jobs are higher
paying and more rewarding. Just as white 
females have been kept out of this preserve, 
so also have all blacks, male and female. 

The fact that most blacks in the Bell Sys
tem are female has two important implica
tions. First, all companies have a long way 
to go in terms of affording equal opportunity 
to black males. Second, most blacks in the 
Bell system suffer a double handicap of race 
and sex. 

The myriad Bell System policies which dis
crlmlna.te against females because of their 
sex also clearly affect blacks much more than 
whites. 

Black overrepresentation in "clerical" jobs. 
A second comparison points to the dispro
portionate representation of blacks in "office 
and clerical" jobs. The 1967 pattern remained 
unchanged three years later. In every oper
ating company the proportion o'f blacks in 
office and clerical jobs is much greater than 
the proportion of blacks in craft jobs. (See 
EEOC Exhibit 1, pp. 230-237.) In the com
panies and SMSA's with the largest bla.ck 
employment, this disparity is most acute. 

This is not a typical pattern of employ
ment for companies outside the Bell System.t7 
In most areas, black participation in crafts 
is higher than in office and clerical. There can 
be no doubt that AT&T has developed a very 
unique employment pattern. The System has 
a. very large, low-paying "female" job which 
has been allocated to blacks. The concentra
tion of blacks into the office and clerical 
category clearly dominates all employment 
statistics of the Bell System. 

Concentration of blacks in the Traffic De
partment. Since most Traffic employees are 
in_ the low-paying Operator job and most 
Plant workers are in higher-paying craft 
jobs, the impact o'f concentrating blacks in 
the Operator category and excluding them 
from craft jobs shows up in the distribution 
of blacks by department. As/ shown in Table 
13, the black penetration rate in the Traffic 
Department in the 30 SMSA's at the end of 
1970 was more than twice that of the Ac
counting or Commercial Departments and 
more than three times that of the Marketing, 
Plant, or all other departments. In only one 
of the 30 SMSA's 
TABLE 13.-Black penetration rate in 30 

SMSA's by department 

Black penetration rate 
Department tn Department 
'I'ratfic ------------------------------ 28.6 
Accounting-------------------------- 13.9 
Cornrnercial ------------------------- 12.3 
~arketing --------------------------- 9.7 
Plant ------------------------------- 9.2 
All Others___________________________ 9. 3 

Source: EEOC C-661-EEOC C-690 
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(Los Angeles) did the penetration rate for 

blacks in another major department exceed 
that of the Traffic Department.IS 

The heavy concentration of ble.cks in the 
Trame Department has not gone unnoticed 
in the Bell System. A 1968 Southern Bell 
memorandum, for example, recom.mended 
direct involvement of management in de
partments other than Tre.ffic as "an absolute 
must to improving Negro female representa
tion in other departments.19 Yet, in 1971, 70.3 
percent of all blacks in the four Southern 
Bell SMSA's were in the Traffic Department, 
while only 25.7 percent of all whites were in 
that department.llO 

Compared with Plant, the largest depart
ment in the opemting companies, the concen
tration of blacks in the Traffic Department 
is striking. In the 30 SMSA's, 52.4 percent 
of all black emp-loyees were in the Traffic 
Dept., while only 23.4 percent of all Anglo 
employees held jobs in that department. Al
most exactly the opposite pattern existed in 
the Plant Dept.; 24.6 percent of all blacks 
were in Plant jobs, while 44.0 percent of all 
Anglos were in these jobs.21 

Black service workers. As noted above, untll 
the 1940's service worker jobs were the only 
ones available to blacks in any Bel:l com
pany. This restriction prevailed in the South
ern companies until the mid-1960's, and tn 
1971 these classlfications stlll seemed to be 
almost reserved for blacks, especially in the 
South. (See Table 14.) Although nationwide 
blacks comprised only 9.8 percent of all em
ployees in the operating companies in 1971, 
they made up 37.3 percent of all service 
workers.:JS Thus, the chance that a black em
ployee will be a service worker is stlll five 
and one-half times greater than for a. white 
employee. In the South there are stlll vir
tually no white service workers. 

Black Operators. When blacks were first 
hired into jobs other than service worker or 
laborer, they were almost immediately con
centrated in the Operator's job. By the end 
of 1970, the Operator's job in some SMSA's 
had become a "black job." In the 30 selected 
SMSA's at the end of 1970, a. black em
ployee wa.s almost three times as likely to 
be an Operator as was a. white employee. 
WhUe 43.2 percent of all blacks were Opera
tors, only 14.9 percent of all whites were 
Opera.tors.s:~ 

TABLE 14.- BLACK SERVICE WORKERS IN THE SOUTH 

[In ~ercent) 

Company 

~o~:er~~~~>: : ~ ~~ = = == == == == = = = South Centra'- -------- -- --- --
Southwestern_ . _____ _ • ___ •• __ 

Employees 

14.7 
8. 2 
7. 4 
7. 8 

Service 
workers 

82.0 
93.8 
96.6 
66.7 

Few black Service Representatives. The 
overrepresentation of blacks in the low-pay
ing Operator job contrasts dramatically with 
the underrepresenta.tion of blacks in the 
higher paying Service Representative and 
craft classifications. Although 34 % of the 
Operators in the 30 SMSA's were black, only 
13.1 % of the Service Representatives were 
black. Thus, the chance that an Operator 
wlll be black is 2.6 times greater than the 
ohance that a. SerVice Representative will be 
black.!l-l 

As with over-all black employment, a re
gional pattern is discernible in this under
utilization of bl·acks in the Service 
Representative job. Some South Central Bell 
and Southwestern Bell districts had, 1n the 
Spring of 1971, never employed a black 
Service Representative.z Eleven of the 
twelve cities with the greatest disparities 
between the percentage of blacks who are 
Service Representatives and those who are 
Operators were in the South.211 But in every 
S~SA, the percentage of black Operators 
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was higher than the percent age of black 
SerVice Representatives.:n 

Blacks in crafts. Black participation in 
the telephone crafts, the highest-paying 
non-management positions in the com
panies, was also quite low when measured 
by almost any standard. Using even the most 
lenient criterion, the employment of blacks 
in crafts by all employers in the area, the 
Bell System's performance is deficient. Thir
teen of the twenty operating companies em
ployed blacks at a rate below the employers 
in their areas. (See Chart 21.) The Southern 
companies, of course, present the most ap
paling picture. C&P (Va.). C&P (Md.). 
Southern Bell and South Central Bell em
ploy blacks in the crafts at less than one
third the rate of area employers. But per
haps more appalling is the record of some 
Northern and Western companies that have 
employed blacks for three decades. 

New Jersey Bell, Pacific Tel. and Illinois 
Bell also fail to meet the black craft penetra
tion rate of area eiUployers. In fact, New Jer
sey Bell employed black craft workers at no 
greater rate relative to the area tha.n did 
Southwestern Bell, a company which om
cially excluded blacks from craft Jobs until 
the mid-1960's. 

On an SMSA basis, the Dec. 31, 1970 data 
show that 22 cities were below the area aver
age. (See Chart 22.) The list of worst SMSA's 
reads like a Rogues Gallery: Norfolk, Greens
boro-Winston Salem, Memphis, New Orleans, 
Dallas, Mobile, Birmingham, Atlanta, Rich
mond, Washington, I?.C., and JacksonVille, 
Nationally, in the 30 SMSAs, 11.3% of all 
blacks were in telephone craft Jobs while 
26.8% of all whites were in those Jobs.28 The 
chance, therefore, that a white employee will 
be in the telephone crafts is 2.4 times greater 
than a black employee. 

In the South, a black craft employee 1s 
quite extraordinary. In January, 1970, a 
Southern black craft employee reported, "I've 
had several instances where whites will ask 
me if I'm sure I'm a telephone man." 20 A 
number of South Central,30 Southern,31 and 
Southwestern Bell 32 districts have never em
ployed blacks in some entry-level craft jobs. 
Twelve of the thirteen SMSA's with the high
est concentration of whites in the telephone 
craJfts are in the Southern companies.aa 

Of perhaps even more significance is the 
fact that several major SMSA's which had a 
long history of hiring blacks as Operators 
still did not employ black craft workers at 
even the average rate achieved by all area 
employers; Newark, San Francisco, Chicago, 
Cleveland and Philadelphia were all below 
the average on Dec. 31, 1970. 

Blacks in craft jobs compared to popula
tion. When measured against the stricter 
standard of population, Bell System's em
ployment of blacks in craft jobs is a catas
trophe. On December 31, 1970, no SMSA came 
even remotely close to employing blacks as 
craft workers in proportion to the percent
age of blacks in the population. Twenty-two 
SMSA's employed blacks at rates less tha.n 
50% of their numbers in the relevant popu
lation. (See Chart 23.) 

Comparison with the . Operator classifica
tion makes the underutilization in the crafts 
even more grap!lic. While 34.2% of all Op
erators were black, only 11.3% of all entry
SMSA's were black.M In other words, the 
level telephone craft employees in the 30 
SMSA 's were black.u In other words, the 
chance that an Operator would be black was 
three times greater than that an entry-level 
craft employee would be black. When com
pared with all craft employees, the chance 
that an Operator would be black was almost 
five times greater.85 New York is, again, the 
classic example of the failure of the Bell 
companies to utilize blacks equally in all 
classifications. Although 54.9% of all Oper-

Footnotes at end of article. 
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ators were black, only 12.0% of all entry-level 
craft employees were black.~6 

Exclusion from top crafts. Not only are 
blacks generally underrepresented in the tel
ephone crafts, they are almost tota.lly ex
cluded from the top craft jobs of Switchman, 
Oable Splicer, PBX Installer-Repairman, etc. 
Of approximately 82,000 white telephone 
craft employees in the 30 SMSA's, 60.2% were 
in top craft Jobs.37 Of 6,450 black craft em
ployees, only 34.9% were in top craft Jobs. 
The chance, therefcre, that a white craft em
ployee would be in a top craft position was 
1.7 times greater than that of a black craft 
employee. In every SMSA there were pro
portionately more white craft employees in 
top craft jobs than black craft employees in 
top craft positions. Again, the Southern 
SMSA's were the worst. Of 246 top craft em
ployees in Greensboro, fer instance, none 
were black; as the population of Greensboro 
is 19.6% black.39 

Blacks in management. Finally, blacks 
were grossly underrepresented in manage
ment in all the ·companies . .o (See Table 15.) 
Nationwide, about one in every four whites 
are in management. The chance that a white 
employee will reach management is 4.7 times 
greater than the chance that a black em
ployee will reach management. 

TABLE 15.- DISTRIBUTION OF ANGLOS AND BLACKS IN 
MANAGEMENT, DEC. 31, 1970 

Percent Percent 
of all of all 

Anglos blacks Concen-
who are who are tration 
in man- in man· ratio 

Company agement agement (2)+(3) 

(1) (2) (3) (4) 

1. Southern BelL __________ 19.3 0.8 24.1 
2. South Central BelL ____ _ 20.4 1.1 18.5 
3. Southwestern BelL __ __ __ 19.7 1.6 12. 3 
4. C. & P. (4 units) __ ______ 24.6 4. 4 5.6 
5. Bell of Pennsylvania _____ 24.4 4. 7 5. 2 
6. New Jersey BelL ____ ___ 25.1 5. 2 4. 8 
7. New York Telephone ____ 28.5 5. 9 4.8 
8. Wisconsin Telephone ___ _ 22.9 4.8 4. 8 
9. Mountain States BelL ___ 22.8 4. 9 4. 7 

10. Pacific Telephone ___ ____ 26.1 6.0 4. 4 
11. Illinois BelL ___________ 28.4 7. 9 3.6 
12. Michigan Bell ___________ 22.8 . 6. 5 3. 5 
13. New England Telephone __ 21.2 6. 2 3. 4 
14. Indiana Bell _______ ___ __ 25.9 7. 8 3.3 
15. Ohio Bell ___ __ ______ ____ 24.9 7. 9 3. 2 
16. Pacific Northwest_ __ __ __ 21.8 7.6 2. 9 
17. Northwestern BelL ___ ___ 21.6 7. 7 2. 8 

Source: EEOC W-659. 

Consistent with the established pattern in 
nonmanagement classifications, the South
ern companies have the lowest representa
tion of blacks in management. In even the 
"best" companies, however, the chance that 
a whi.Jte will reach management is three times 
that of blacks. As noted in Chapter 7, the 
lack of black managers in companies like 
New York Tel., New Jersey Bell, Michigan 
Bell, Ohio Bell, Bell of Pa., and Pacific Tel. 
cannot reasonably be explained by the claim 
that "these things take time." Those com
panies have been hiring blacks for decades. 

Salaries disparities. The concentration of 
blacks in the low-paying Opera.tor and serv
ice worker Jobs, their underrepresentation 
in the Service Representative and craft Jobs, 
and their virtual exclusion from top craft 
and management positions is shown quite 
dramatically when average salaries for 
blacks and Anglos are compared. In the 30 
SMSA's wt the end of 1970, 78.7 percent of 
all black employees were in jobs paying a 
maximum basic annual wage of $7,000 or 
less; only 39.5 percent of all white employees 
were in jobs having such a low salary.'1 Thus, 
the chance that a black employee will have 
a salary of $7,000 or less is roughly twice as 
great as that of a white employee. 

Even more staggering is the disparity in 
jobs paying $10,000 or more. While 28.2 per-
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cent of all whites are 1n jobs with a maxi
mum basic annual salary of $10,000 or more, 
only 5.6 percent of all black employees had 
jobs wi.lth such wages.42 In two Southern 
SMSAs Greensboro and Mobile no blacks 
held jobs which pay over $10,000, while 355 
white employees held such jobs.(s In each of 
the 30 SMSAs, includling those in which 
blacks have been employed for more than a 
generation, the chance for a white employee 
to reach a job paying $10,000 or more is at 
least four times greater than for a black 
employee. 

Conclusion 
The evidence for December 31, 1970, dem

onstrates the inexorable effect of the occu
pa tiona! trends discussed in the historical 
section. The early relegation of blacks to 
laborer and service worker jobs is reflected 
in the fact that a black is still 5¥2 times 
more likely to wind up a Janitor than is a 
white. A black is also 3 times more likely to 
be an Operator. But the high-paying craft 
jobs are an entirely different story. A black 
has less than half a chance that a white has 
of obtaining one of those Jobs. Thus, it is 
absolutely clear that blacks are not ran
domly distributed in all jobs. The concen
tration of blacks in the lea.st desirable jobs 
and the relative exclusion of blacks from 
the best jobs certainly does not support Bell's 
claim of leadership. On the contrary, the evi
dence would support exactly the opposite 
conclusion. 

Summary 
Thirty years af.ter the Bell System first be

gan to desegregate and six and one-half 
years after equal employment became the law 
of the land, Bell companies in most of the 
30 SMSA's still employed blacks at a rate 
less than that of the population or lower 
even than the average of all major employers. 
-The companies in the South had failed by 
large measure to match even the minimal 
efforts of the rest of the System. 
-Those black workers that have been em
ployed in the Bell System have been largely 
relegwted to the lowest paying, lea.st desirable 
Jobs in the companies. 
-The black worker does not have an equal 
chance to be hired, and, if hired, he or she 
does not have an equal chance to get the 
best jobs. 
-Most blacks in the Bell System are female 
and thus suffer from a dual handicap of both 
race and sex. 

TABLE 16.-SUMMARY OF BLACK PARTICIPATION IN THE 
BELL SYSTEM, DEC. 31, 1970 

Total Black Percent 
employment employment black 

Officials and managers_ 88, 301 2, 493 2.8 
Professionals _________ 58,756 9~!) 1.6 
Technicians _______ __ _ 4, 791 269 5.6 
Sales workers __ _____ _ 12, 113 404 3.3 

Management_ __ __ 5, 814 114 2.0 
Nonmanagement__ 6, 299 290 4.6 

Office and clericaL ___ 359, 119 53,765 15.0 

Secretaries 
(management) __ 4, 929 139 2. 8 

Clerical and 
stenographic ____ 141,394 17, 309 12.2 

Telephone 
operators __ ____ 165,372 31, 638 19. 1 

Supervisors/ 
service 
assistants _____ _ 13,440 2, 031 15.1 

Service 
representatives_ 33, 093 2, 583 7. 8 

Other business 
office 
employees __ ___ 891 65 7.3 

Craftsmen. __ __ __ ____ 192, 328 8, 823 4.6 
Operatives ___________ 7, 437 1, 851 24.9 
Service workers ______ 9, 605 3, 585 37.3 

TotaL ________ 732, 450 72,140 9. 8 

Source : EEOC W-659. 
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CHAPTER 9.-BELL SYSTEM PRACTICES AS THEY 

AFFECT BLACKS 

This chapter will examine the hiring and 
promotion practices which screen out blacks 
from the better jobs, creating the picture 
of black employment that has been described 
in the previous Chapter. 

As has been repeatedly emphasized, the 
low overall participation rate of blacks in 

ost Bell System companies, relative both 
:the area all-industry average or the popu
lation is quite surprising for three reasons. 
First 'due to extraordinarily high turnover 
amo~g non-management employees, the Bell 
System hires approximately two hundred 
thousand persons every year. Second, Bell 
System employment is concentrated in 
SMSA's which contain the bulk of the black 

opulation in the United States. Third, vir
fually all of the new employees hired by Bell 
System companies each year possess minimal 
job skills. ad 

The conflux of these elements would le 
one to expect that in almost every SMSA the 
black participation rate would have long 
ago surpassed the all-industry average. But, 
of course this did not happen. The low utlli
zation of blacks in the South is easily ex-

lamed by deliberate racially discriminatory 
hiring practices. Elsewhere, the lag in reach
ing the all-industry average is largely ex
plained by Bell System pre-employment cri
teria which tend to screen out blacks and 
screen in whites. Two criteria-paper creden
tials and test scores-are of paramount im
portance and will be examined below. Follow
ing a general discussion of educational and 
testing policies of the Bell System, an analy
sis of labor market forces will show how t~e 
Bell System's educational and testing poll
cie3 have capitalized on those eco~omic 
forces to concentrate blacks into the JOb of 
Operator. 

Paper Credentials for Hiring 
Diploma requirement. Historically, every 

operating company in the Bell System re
quired at least a high school diploma for 
every entry-level non-management job above 
service worker and laborer.1 The impact of 
this requirement is obvious. Since a much 
greater proportion of whites graduate from 
high school than do blacks, a much greater 
proportion of the white labor market is pre
sumed "qualified" to work in the Bell System. 
Nationwide in 1970, for example, 77.0 % of 
all whites between the ages of 18 and 24 
had completed high school; only 58.2 % . of 
blacks in the same age group were h1gh 
school graduates . .a As noted by a 1970 South
western Bell publication, "twice as many 
Negroes drop out (of high school] as do 
whites. In the ghetto schools the dropout 
rate often tops 70 percent of any given 
class" 3 

Th~ fact that Bell companies traditionally 
required an applicant to possess a diploma as 
evidence that he or she did not drop ou_t of 
high school has meant that a disproportwn
ate number of blacks were being shut out of 
the Bell System, and this fact goes a long way 
to explain the slow progress blacks have made 
in most Bell companies. 

Preference for diploma. While historically 
a high school diploma was required for. all 
jobs in the Bell System, it is also very 1~
portant to observe that the high school dlp
loma requirement has been widely attacked 
because of its irrelevance in selecting good 
employees and its differential impact on 
blacks.4 It no longer has the same status 
that it once did, even in the Bell System. For 
the economic reasons discussed below, the 
high school diploma requirement was gener
ally abandoned for the operator job many 
years ago.5 

The requirement as to craft jobs is an en 
tirely different story, however. The idea that 
all cr-aft applicants have to be high school 
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graduates is dying hard. All companies con
tinued to require a high school diploma for 
craft jobs long after that requirement had 
been discarded for Operator.6 At least three 
companies, illinois Bell, Ohio Bell and South
western Bell, used recruiting brochures in 
1971 which indicate that the requirement 
st1ll existed for craft jobs.7 Even those com
panies which no longer require a diploma to 
become a craft worker nevertheless grant a 
preference to high school graduates. This 
preference is communicated through adver
tisement in school newspapers and annuals, 
regular classified advertisements, requisi
tion to employment agencies, and volumi
nous recruiting literature.8 

A policy which prefers high school gradu
ates will also, inevitably, prefer whites over 
blacks. The white advantage inherent in 
the high school diploma preference policy 
is particularly disturbing in the South. C&P 
(Va.), Southern, South Central and South
western Bell all have a long, long way to go 
in employing black craft workers. Under 
such circumstances, the continued use of 
the preference for high school graduates can 
be justified only if there is persuasive evi
dence that the possession of a high school 
diploma has some substantial relationship 
to actual job performance. 

The Bell System has never undertaken any 
study, however, to validate its preference for 
a high school diploma and blindly grants 
the preference without any empirical evi
dence that a high school diploma is related 
to successful job performance. The Bell Sys
tem is thus in no better position than the 
Duke Power Company whose use of a high 
school diploma requirement was declared 
unlawful by the Supreme Court.8 

Educational requirements for Service Rep-
1·esentatives. Finally, it should also be noted 
that while a high school diploma was the 
minimum requirement for employment in 
the Bell System, it did not qualify an appli
cant for all non-management jobs. Signifi
cantly, all Bell companies have required or 
strongly preferred some college for Service 
Representative and all sales jobs in the Mar
keting and/or Directory Department.10 Even 
in 1971, virtually all companies continued 
to require at least a high school diploma 
for Service Representative and sales jobs and 
most companies gave a preference to appli
cants with some college.U 

Obviously, due to the substantially lower 
educational levels which prevail among 
blacks, a policy which prefers some college 
gives a very decided advantage to white ap
plicants. Nationwide in 1970, 31.6% of all 
whites in the 18 to 24 age bracket had 1 or 
more years of college, but only 20.0% of 
blacks of silnilar ages had at least 1 year of 
college.u Translated into employment terms, 
the Bell System policy of preferring appli
cants with some college for Service Repre
sentative or sales jobs gives whites a sub
stantial advantage over blacks. 

The Bell System appears never to have 
undertaken any study to determine if col
lege training is at all related to being a 
good Service Representative or sales worker. 
Indeed, AT&T has never thoroughly ana
lyzed either job to see what characteristics 
a satisfactory employee should have and 
has instead adopted blanket educational re
quirements to fill the void.18 This is not 
only very poor personnel management, but 
it 1s also very poor equal employment policy. 

No employer can lawfully utllize hiring 
criteria which systematically reject a dis
parate number of blacks Without any evi
dence that the criteria are valid predictors 
of job success. And yet, the nation's largest 
private employer does just that. 

In summary, part of the explanation for 
the below-average black participation rate 
in most Bell companies lies in the educa
tional requirements imposed by company 
policy. These educational requirements have 
had and continue to have a disparate impact 
on blacks and suppress black employment to 
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a level considerably lower than it otherwise 
would be. The preference which Bell System 
paper credential requirements give to whites 
has been reduced over time, but significant 
impediments to black employment in craft, 
Service Representative and sales jobs still 
exist. No evidence has ever been presented 
that these paper credential requirements re
liably relate to job performance. 

Test score requirements for hiring 
Although paper credential requirements 

are a serious obstacle to black employment 
in the Bell System, test score requirements 
imposed by AT&T are an even greater barrier 
to black applicants. As was observed in the 
discussion concerning sexually differentiated 
testing poltcies, Bell companies give two 
basic test batterie5-Qne for craft jobs and 
another for Operator, clerical, and Service 
Representative jobs. Both of these test bat
teries reject a vastly disproportionate number 
of black applicants and hence give white ap
plicants an appreciably better chance of get
ting a job 1n the Bell System. 

Or aft test battery. The specific tests which 
compose the craft battery have changed peri
odically, but the impact on blacks has re
mained essentially the same, irrespective of 
the name of the test given. In 1964, the two 
primary tests in the craft battery were the 
Wonderlic Test and the Bennett Mechanical 
Comprehension Test.14 This particular com
bination of tests has been widely used in in
dustry and was the same set of tests which 
the Supreme Court rejected as being unre
lated to job performance in the seminal case 
of Griggs v. Duke Power Co.15 

BSQT I. In the Fall of 1964, AT&T dropped 
the much-maligned Wonderlic Test from the 
craft battery and substituted another general 
intelligence test published by the Educa
tional Testing Service.18 This test is now 
kn own throughout the· Bell System as BSQT 
I (Bell System Qualification Test I). The 
Bennett Test was retained until 1967 and be
came known as BSQT rr.17 Both the BSQT I 
and BSQT II rejected a very lop-sided pro
portion of black applicants. 

In one study conducted by AT&T at five 
Bell companies in 1965, 40 % of white appli
cants but only 15 % of black applicant scored 
high enough on BSQT I to qualify for craft 
jobs.U Thus, a white applicant had more than 
two and one-half times better chance of 
getting a craft job than did a black. In a 
study of the BSQT II, 58 % of all white appli
cants qualified but only 20% of all black 
applicants passed.19 In other words, a black 
had only Ya the chance of passing the BSQT 
II as did a white. These same dispara.ties in 
qualifying rates for blacks and white on 
BSQT I and BSQT n are consistently 
reported.20 

In 1968 the craft battery was changed 
again; BSQT II was eliminated and replaced 
by a test of abstract reasoning, now known 
as BSQT IV. This new combination of tests, 
BSQT I and BSQT II and BSQT IV, has the 
same disproportionate impact on blacks, and 
whites continue to obtain a substantial ad
vantage in qualifying for craft jobs solely on 
the basis of test scores.~ The disadvantage 
blacks suffer because of low "intelligence 
test" scores far outweighs the disadvantage 
inflicted by the System's educational 
prerequisites. 

Operator battery. Similarly, blacks score 
substantially lower than whites on the 
Operator/clerical/Service Representative bat
tery (referred to hereafter as the Operator 
battery). In 1964, the Operator battery con
sisted of the Wonderlic Test and several 
very short tests such as Number Transcrip
tion, Number Coll!parison, Spelling and Fil
lng.u The main test, however, was the 
Wonderlic, and it had a devastating impact 
upon black applicants. Approximately 70% 
of white applicants passed the Wonderlic 
Test whUe 80% of the black applioan.ts 
failed.23 

Gradually, between 1965 and 1968, Bell 
companies dropped the Wonderllc Test from 
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the Operator battery and substituted a short 
version of the BSQT I, appropriately known 
as BSQT I-8hort Form.24 The impact on 
blacks remained unchanged, however, and 
70% of white applicants passed BSQT !
Short Form while 80% of the blacks failed.25 

In a study in Michigan involving 43,000 
applicants, using a revised scoring technique, 
69.9% of all white applicants were fully test
qualified on the Operator battery while only 
29.4% of the blacks were so quallfied.26 

Thus, the Bell System testing practices 
constitute a. major barrier to increased black 
employment in the Bell System. Under these 
circumstances, continued use of such tests 
can be justified only if they validly predict 
who will and who will not perform satisfac
torily on the job. Although the Bell System 
has conducted at least 27 studies of its test 
batteries, these studies contain virtually no 
evidence that the tests accurately predict job 
performance.27 In the absence of substantial 
empirical evidence of job-related validity, the 
Bell System's test batteries cannot lawfully 
be used to screen out blacks. 

Conclusion. Considering the very great ad
vantage obtained by whites solely on the 
basis of the Bell System's paper and pencil 
tests, it is small wonder that the Bell Sys
tem has lagged substantially behind other 
industries in employing blacks. Although Bell 
System companies have hired approximately 
two million unskilled workers in the last 
decade, most of them in SMSA's with massive 
black populations, paper credential prerequi
sites and test score requirements have acted 
to keep blacks from obtaining a proportion
ate share of telephone company jobs. The 
fact that by 1971 many SMSA's had finally 
equaled the all-industry average for over-all 
black participation by employing blacks as 
Operators is almost exclusively a function of 
the labor market conditions discussed below. 
Bell System practices which cause concentra-

tion of black females in Operator job 
The Bell System responded to its desperate 

need to find enough Operator applicants by 
eliminating the high school educationa.l re
quirement for the job and virtually ignoring 
the test s:tanda.rds which had been established 
for Operator applicants. Most Bell companies 
were forced to hire large numbers of non-high 
school graduates and large numrbers of per
sons who were marginally test-qualified or 
actually "unqualified" based on test scores.28 
At the SMile time, because tum-over was 
much less in craft jobs and the pay and 
working conditions were substantially more 
attra.ctlve, Bell companies for the most part 
were able to maintain their traditional re
quirements for craft jobs.» 

Simil811"ly, Bell Oompandes skimmed the 
crewm off the fiow of femra.le applicants and 
placed them in the job of Service Representa.
tive.30 Thus, the traditionally high require
ments which screened out most blacks were 
mra.intained for craft jobs and Service Repre
sentative; applican·ts fa111ng to meet those 
criteria, mostly blacks, were put in the Opera-
tor job. · 

In Ohioago, for example, between July, 
1969, and June, 1970, 71.3% of all Operators 
hired were black; 33.6% of all craft workers 
hired were black; and 29.7% of all Service 
Representatives hired were black.31 An AT&T 
study of those figures concluded that the 
disparities were directly attributable to the 
labor market conditions discussed a;bove.3ll 
A second example further 1llustrates the 
point: During a three month period in 
1970, new hire data for C&P (D.C.) indicate 
that 92.2% of the Operators hired were black; 
39.7% of the Service Representatives hired 
were bLack; and 32.9% of new craft hires were 
black.aa 

Viewed from any angle, all avatlable evi
dence leads to the conclusion that the con
centration of blacks into the Operator job 
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is no accident. It is the direct result of 
deliberate company policies adopted in re
sponse to the compelling problems created 
by the high turnover among Operators and 
the low wages offered to attract applicants 
to the job. There is no doubt that AT&T is 
attempting to solve this problem by main
taining the low wages and hiring blacks who 
will work for a wage which whites shun.u 
Bell system practices which frustrate the 

"!Lovement of blacks out Of the Operator's 
JOb 
Most blacks in the Bell System suffer from 

a double handicap-they are at once both 
black and female and the Bell companies 
have never been overly generous in their 
treatment of either group. As the Bell com
panies move into the 1970's, black females 
continue to pour into and out of the job of 
Operator. 

Because Operator has, since the days of 
Emma Nutt, been a female job, it has been 
cut off from the mainstream of movement 
upward within the System. The consistent 
high turn-over among Operators has rein
forced AT&T's natural inclination not to 
transfer or promote Operators to better jobs. 
AT&T obviously decided that vacancies due 
to "dismissals" and resignations were nu
merous enough without creating additional 
vacancies by promotion and transfer.85 

The evidence surely indicates that System 
policy continues to follow this circular pat
tern. The Operator job is, quite pointedly, 
a horrendous job. No greater testimony to 
this fact exists than the unbelievably high 
rate at which employees bolt from the job. 
The Bell System's rP.sponse is amazing: 
rather than restructure the job, improve the 
wages, and provide important new avenues 
for promotion and transfP-r-changes which 
even common sense would suggest--AT&T 
has decided to keep the wages depressed and 
simply hire more and more black females. 

The inevitable effects of these policy deci
sions are all too ominous. Most of the blacks 
in the Bell System will never have a real 
chance at a good job. The economic realities 
of the labor market will force large numbers 
of blacks to apply for Operator jobs. After 
all, any job is better than no job; any job 
except Operator. The realities of the Operator 
job will thus force blacks to quit as fast as 
they are forced to apply. They will never 
stay long enough to get a promotion or a 
transfer, even if such opportunities existed. 
This sad situation appears to be AT&T's 
major answer to the cries for equal 
opportunity. 

Bell System practices which cause low 
utilization of blacks in management jobs 
As previously demonstrated, black workers 

in the Bell System hold only a very small 
number of management jobs. As of Decem
ber 31, 1970, for example, blacks held 2.3 
percent of management jobs In the System 
nationwide although they constituted 11.5 
percent of the national population.38 Move
over, only one in 20 black employees was in 
management while one In four white em
ployees was a manager.37 

The immediate temptation is to explain 
these disparities by claiming that "promotion 
to management takes time." The fact that 
promotion does take time and few blacks 
have been in the Bell System long enough 
to reach management Is indeed part of the 
problem. But careful analysis shows that it 
is only a small part. The primary reason for 
the dearth of black managers in the Bell 
System are four: ( 1) most black employees 
are females and, being women, their chances 
of promotion are slim; (2) most black 
females are Operators in the Traffic Depart-
ment, the department with the lowest per
centage of managers; (3} few blacks have 
been hired as craft workers in the Plant 
Department, where the number of managers 
is large and which provides middle and upper 
management personnel for all other depart-
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ments; and (4} approximately 50% of all 
Bell System middle and upper-level manag
ers are college graduate hires, and black 
college graduates are in relatively short 
supply. These four factors interact so that 
few blacks ever make management. 

Black females. First, a substantially dis
proportionate number of blacks in the Bell 
System are female. Data presented earlier 
show that nationwide in 1971, 79% of black 
employees were female.ss Other material 
showed that females have much less oppor
tunity to reach management than males. It 
is clear, therefore, that simply because a 
disproportionate number of blacks are fe
male, they do not have nearly the same 
chance of reaching management as do whites 
in the Bell System. 

Black Operators. Second, compounding the 
problem, a disproportionate number of black 
females are Operators in the Traffic Depart
ment where the chances of promotion are 
slimmest. Table 12 presented earlier, shows 
that in 1971 in the 30 SMSA's, the percent
age of black employees in the Traffic De
partment is more than twice as great as in 
any other department. Moreover, as shown 
earlier, a black employee is three times more 
likely to be an Operator than a white em
ployee.39 Combine these facts with data which 
shows that the Traffic Department has far 
and away the lowest percentage of manage
ment employees, and it is easy to see why 
there are so few black managers. Most blacks 
"just happen" to be employed in jobs which 
provide the least chance for advancement. 

Black craft workers. Third, looking at black 
employment from the other side of the coin, 
relatively few blacks have been hired into 
craft jobs where chances of promotion are 
greatest. 

Over-all in 1971 in the 30 SMSA's, blacks 
were 9.2% of Plant Department employees. 
This figure contrasts sharply with the 28.6% 
of the Trame Department which was black. 
In other words, relatively few blacks are in 
the Plant Department. Management figures 
presented earlier at p. 26 show that 1 out 
of 5 Plant Department employees are in 
Management, twice the percentage of the 
Traffic Department.~0 Moreover, craft em
ployees move up through the Plant Depart
ment into middle and upper management 
ranks of other departments, increasing the 
likelihood that craft workers will make man
agement. But because blacks have not been 
employed in craft jobs in very large numbers, 
blacks have not obtained a very large num
ber of management jobs. 

Blacks in middle management. Fourth, 
approximately 50% of Bell System upper and 
middle level managers are college graduates 
who have been hired directly into manage
ment.{t The number of black college gradu
ates is relatively small, of oourse, so that 
the chances of blacks being hired direotly 
into management are remote. Census data 
show that in 1969, in the age group 18 to 
24, 6.6% of all Whites were college graduates 
but only 1.7% of blacks had a college de
gree.'2 It is not surprising, therefore, to dis
cover that the number of blacks hired di
rectly into management by Bell companies 
is comparatively small. Nationwide in 1969, 
the Bell System hired over 4,000 college 
graduates, of whom only 4.1% were black.{3 

This figure contrasts dramatically with the 
fact that blacks constituted more than 22% 
of non-management hires in the same year.« 

The "time lag" argument. Putting all this 
together yields the following picture. There 
are two main avenues to management i.n 
the Bell System. One path leads up through 
the craft jobs and the other leads through 
college. Since blacks hold disproportionately 
few craft jobs or college degrees, few blacks 
have made it to the management ranks in 
the Bell System. The fact that it "takes 
time" to be promoted to management hardly 
explains the low number of black managers 
ln the Bell System. A more accurate explana-
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tlon lies in the Bell System practices which 
have concentrated blacks into the jobs from 
which there is virtually no hope of being 
promoted into middle or upper management 
while simultaneously hiring large numbers 
of whites into craft jobs and large numbers 
of white college graduates directly into man
agement. Until these practices wre changed, 
there is scant hope that blacks wlll ever find 
proportional representation in Bell System 
management. 

The experience of New York Tel. aptly 
mustrates this conclusion. New York Tel. 
has been the pioneer in black employment 
within the Bell System for thirty years. AJ5 
of December 31, 1970, of all blacks employed 
in the 30 SMSA's, over one-third were em
ployed in New York.~5 New York was the first 
SMSA to employ blacks in the same propor
tion as all industries in its area and was 
the first SMSA to employ blacks in excess of 
their percentage in the population. By De
cember 31, 1970, blaoks represented more 
than 24% of all employees.'6 Nevertheless, 
despite decades of hlring blacks, only 6% 
of all managers in the New York SMSA were 
black.'7 

This small number of black managers is 
directly attributable to the factors discussed 
earlier. 80.6% of the black employees in New 
York were female,'8 and a New York female 
had only slightly better than half the chance 
of making management as did a New York 
male.'9 AJ5 of the same date, 54.4% of the 
black females were Operators in the Traffic 
Department.60 Only one in ten Traffic em
ployees was a manager. While 54.9% of the 
Operators were black, only 10.5% of the 
craft workers in the Plant Department were 
black.51 One in five Plant employees· was a. 
manager, twice the ratio of Traffic. In addi
tion, only 7.7% of the college graduates hired 
into management programs in New York in 
1970 were black.52 In short, New York Tel. 
had few black managers because New York 
TeL's policies have concentrated blacks in 
dead-end jobs in the Traffic Department while 
hiring large numbers of whites into craft jobs 
and directly into mangement. Thus, it is no 
mere fortuity that blacks have held few 
management jobs in New York. The Com
pany's policies thwart movement of blacks 
into management at every turn. 

Summary 
The requirement of a high school diploma 

has a disparate impact upon blacks, artifi
cially reducing the proportion of qualified 
applicants who are black. Even the softer 
position of "preferring" a high school diploma 
has the same impact. 

The test batteries, both "male" and 
"female", reject a. greatly disproportionate 
number of blacks, and changing the content 
of the test batteries has not significantly 
changed the rate at which blacks are dis
qualified. 

There is no reason to believe the Bell Sys
tem test batteries reliably predict job per
formance, and their continued use is inde
fensible. 

The urgent need to fill and re-fill the Oper
ator vacancies has compelled the System vir
tually to abandon its test requirements in 
order to get enough blacks to fill the job at 
wages which are unattractive to whites. 

The dearth of black managers is due to the 
fact that most black employees are female 
Operators in the Tra.tlic Department, the 
m-ajor employment group with the least 
chance of getting into management. Half of 
the middle and upper level managers are 
college graduates, a requirement with a 
greatly disparate impact on blacks. ~ 

CHAPTER 10.--cONCLUDING COMMENTS ON 
BLACKS IN THE BELL SYSTEM 

An overview of the history of black employ
ment in the Bell System leads to one very 
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hard fact: in no Bell oompany are blacks on 
an equal footing with whites. Throughout the 
South, the lingering effects of deliberate ra
cial discrimination are readily apparent in 
both the small number and types of jobs 
blacks hold. Elsewhere, progress in black em
ployment has meant the hiring of large num
bers of black females as Operators. There are 
relatively few black craft workers or black 
ma.na.gers anywhere in the System. 

This pattern of black employment is the 
result of many factors, including a heritage 
of overt exclusion, labor ma.rket conditions, 
and irrelevant and artificially high educa
tional and testing requirements. For what
ever reason, however. the failure of the Bell 
System to provide real equality of opportun
ity for blacks must be considered a national 
tragedy. 

In dollar terms alone, the discrimination 
against blacks takes a heavy toll. Because 
blacks are not employed in numbers propor
tional to their percentage in the population 
and because those that are employed work 
in low-paying jobs, each year blacks in the 
30 SMSA's loose over $225 million. (See Chart 
24.) 

It wuuld be a .mistake. however, to calcu
late the effects of discrimination in terms of 
lost wages alone. Judge Gewin, of the United 
States Court of Appeals for the Fifth Circuit, 
has eloquently described the intangible re
sults of racially discriminatory employment 
practices.1 

Those who love their work may sometimes 
forget that a successful human community 
requires the performance of many vapid and 
colorless tasks. Even the most tedious physi
cal la.bor is endurable and in a sense enjoy
able, however, when the laborer knows that 
his work will be appreciated and his work 
rewarded. "Work without hope," said Cole
ridge, "draws nectar in a sieve, and hope 
without an object cannot live." the ethic 
which permeates the American dream is that 
a person may advance as far as his talents 
and his merit will carry him. And it is un
thinkable that a citizen of this great country 
should be relegated to unremitting toll with 
never a glimmer of light in the midnight of 
it all. 

CHAPTER 11.-THE INVISIBLE MINORITY 

Spanish-surnamed Americans have been 
described as "the invisible minority," and in 
the Bell System this is quite literally true. 
Although there are significant concentrations 
of Spanish-surnamed Americans in the bar
rios and ghettos of the nation's major urban 
centers, and many large employers utilize 
them extensively in their workforce very few 
are employed by the Bell System. The cur
rent Bell System underutilization of Spanish
speaking minorities resembles the position of 
blacks in the early 1960's before the lega.l, 
economic and social pressures to provide 
equal opportunity began to be felt. 

Every statistical measure points to the ex
clusion of Spanish-surnamed Americans from 
the System's work force, particularly at the 
higher levels. The same pernicious system 
which has blocked the progress of blacks also 
serves as an obstacle to Spanish-surnamed 
Americans. Compounding this disadvantage, 
however, is the Bell System's persistent ne
glect of Spanish-surnamed Americans. 

Twelve SMSA's-A pattern of exclusion 
There is really only one pattern in Bell's 

employment of Spanish-surnamed Ameri
cans: exclusion. For them, the statements 
of Pacific Tel. President Jerome W. Hull must 
have a particularly hollow ring. 

"We never followed a pollcy of discrimi
nation in employment. And for many years 
we have conducted programs to make our 
overall employment profile reflect the pop
ulation characteristics of the state we 
serve."1 

Such pious statements of intent bear no 
relationship to the operating companies' con
sistently poor performance. In none of the 
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twelve SMSA's surveyed (each of which has 
a substantial Spanish-surnamed American 
population) does Bell's total employment of 
Spanish-surnamed Americans approach their 
proportion in the population. (See Table 17.) 

In those twelve SMSA's, Spanish-surnamed 
Americans are employed by Bell companies 
at a rate only 40% of their proportion in the 
population. Bell would have to increase its 
current Spanish-s·urnamed employment by 
over 140% in order to achieve parity with the 
population. These statistics alone describe 
a perva.sl.ve pa.ttern of discrimination. 

TABLE 17.-BELL UTILIZATION OF SPANISH-SURNAMED 
AMERICANS RELATIVE TO THE POPULATION, 12 SMSA'S 
DEC. 31, 1970 

SMSA 

Chicago ___________________ -~ _ 

Dallas. _____________________ _ 
Denver _____________________ _ 
El Paso ________ _____ ___ _____ _ 
Houston. ___________________ _ 

~~~~~~~~~===== == ==== ====== = New York ___________________ _ 
Phoenix ____ __________ ___ ___ _ 
San Antonio __ _______________ _ 
San Diego ___________ ________ _ 
San Francisco _______________ _ 

Spanish
surnamed 
Americans 

penetration 
ratio 

0.19 
. 35 
. 56 
.32 
.58 
. 56 
.25 
.36 
. 27 
.46 
. 53 
.46 

Percent 
Spanish

surnamed 1 

430.6 
188.7 
78.9 

210.2 
71.8 
79.2 

294.1 
180.3 
266.6 
115.6 
88.1 

116.6 

1 Americans employment would have to increase to match 
population. 

Source: EEOC exhibit 1, pp. 247.251, 253, 257, 261 269,273. 
279,286,293,295, and 297. 

Other indexes make the pattern conclu
sive. In none of the twelve selected SMSA's 
does Bell's employment of Spanish-surnamed 
Americans even approach that of other em
ployers in their area. (See Chart 22.) Simi
larly, none of the three companies (Pacific 
Tel., Mountain Bell and Southwestern Bell) 
\;Vith major Spanish-surnamed populations 
in their operating areas employ Spanish
surnamed Americans at a rate comparable 
to area employers. (See Chart 21 at p. 231 
above.) These Bell companies' utilization of 
Spanish-surnamed Americans is, in fact, 
quite comparable to the utilization of blacks 
in South Central Bell, Southern Bell and 
C&P (Va.). _ 

Such a low level of Spanish-surnamed 
American employment, five and one-half 
years after the effective date of Title VII, 
destroys any pretentious claims of leader
ship in the field. It points instead to com
pany policies which operate effectively to 
exclude Spanish-surnamed Americans. 

The occupational position of Spanish
surnamed Americans 

The few Spanish-surnamed Americans who 
survive Bell's hiring juggernaut are, like 
women and blacks, confined to the lowest 
non-management jobs and excluded from 
management almost altogether. The average 
Spanish-surnamed employee in the 30 
SMSA's can expect to earn only 78% as much 
as her or his Anglo counterpart.2 The most 
striking differences occur at the wage ex
tremes. Although only 45% of all employees 
(including blacks) are paid a rate of less 
than $7000 per year, 64% of all Spanish
surnamed Americans are in this lowest 
bracket. Conversely, while over one-fourth 
of all employees earn more than $10,000 per 
year, only 8% of all Spanish-surnamed. 
Americans have reached this level. (Chart 
25.) 

As might be expected, pitifully few 
Spanish-surnamed Americans within the 
Bell System have reached management. AJ5 
noted earlier, over one-fourth of Bell's Anglo 
employees are managers; yet only a paltry 
6% of all Spanish-surnamed employees are 
ma.nagers.s Consistent with the pattern for 
women and blacks, almost all (90.5%) 
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Spanish-surnamed managers are in the first 
level whUe one-third of all Anglos have 
progressed to more responsible and more 
remunerative positions.' 

By any measure, the discrimination against 
Spanish-surnamed Americans is both inten
sive and extensive. All rationalizations for 
these disparities must be rejected because 
( 1) other employers have been able to em
ploy Spanish-surnamed Americans in much 
greater numbers than the Bell operating 
companies, and (2) Bell's employment poli
cies inevitably lock out those of Spanish 
ancestry. 

The policies which exclude Spanish
surnamed Americans 

It is axiomatic that the same recruitment, 
hiring and promotion policies which screen 
out blacks will have a similarly disparate 
effect on Spanish-surnamed Americans, per
haps to an even greater degree. These factors 
cannot, however, account for all of the dif
ference in participation between blacks and 
Spanish-surnamed Americans in cities like 
New York and Los Angeles. The conclusion is 
inescapable that while some Bell companies 
have made minimal efforts to employ blacks, 
albeit in the lowest classUlcations, no attempt 
has been made to eliminate ingrained dis
crimination against Spanish-surnamed 
Americans. Thus the patterns, cemented 
through years of tradition, continue un
abated into the 1970's with little prospect of 
change. 

Recruitment. Bell has never been fully 
cognizant of the Spanish-surnamed popula
tion in its extensive recruitment efforts. In 
1971 none of the 12 SMSA's used any recruit
ment brochures which were printed in Span
ish. In fact, in five of the SMSA's surveyed 
there were no brochures which even con
tained pictures of Spanish-surnamed em
ployees.5 Bell has long recognized the need 
to let blacks know that they will be welcome 
in the company,e but no such need has been 
felt with regard to the Spanish community. 

In 1971 Pacific Tel. recognized its respon
sib111ty under the law to bring its employ
ment picture into equality with the ethnic 
composition of the community. 

"This isn't an easy balance to keep since 
often the people of the needed ethnic groups 
don't walk in the door .... If they don't 
come to us-and they usually don't--we're 
obligated to find ways to bring them in." 7 

Bell has hardly fulfilled its "obligation" to 
find ways to bring Spanish-surnamed Ameri
cans into the System. This callous indiffer
ence to the employment of Spanish-sur
named Americans is analagous to the South
ern companies' reticence in the employment 
of blacks, and the result has been the same. 

The interview. Spanish-surnamed inter
viewers are a particular rarity in Bell's cen
tral employment office. Three of the twelve 
surveyed SMSA's have no Spanish-surnamed 
interviewers and four SMSA's have only one.s 
Dr. Felix Lopez has determined that Bell's 
employment interview process itself " ... is 
bound to be hard on minority group appli
cants, particularly those who come from dis
advantaged backgrounds .... The inter
viewer's cultural biases and past Company 
practices are bound to assert themselves in 
an attempt to discourage the applicant and 
to seek reasons for disqualifying him or 
her." 0 

Bell has made no systematic effort to deter
mine whether Spanish-surnamed Americans 
are disproportionately rejected during the 
employment interview. All of the avaUable 
data indicate, however, that the lack of 
Spanish-surnamed interviewers and the op
portunity for prejudice inherent in Bell's 
interview process combine to screen this 
minority out.1o 

Hiring Standards. The hiring standards 
used by the Bell System have a particularly 
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devastating effect on the Spanish-surnamed. 
The paper credential requirement (or pre{er
ence) of a high school or college diploma 
screens out a much greater proportion of the 
Spanish-surnamed than Anglos.u While less 
than half of the Spanish-surnamed Ameri
cans in the country in the 25-34 year age 
bracket have completed high school, almost 
three-fourths of the non-Spanish-surnamed 
population has completed high school. Among 
those with some college education, the dis
parity is even greater. Only 15% of all Span
ish-surnamed Americans have completed at 
least one year of college compared to 30% 
for all other national origins.12 This prefer
ence for paper credentials, which is unrelated 
to ability or performance, eliminates a size
able portion of the Spanish-surnamed 
population. 

The testing requirements, discussed in de
tan above, screen out another large segment 
of Spanish-surnamed Americans. The evi
dence of the few studies conducted indicates 
clearly that Spanish-surnamed Americans 
score significantly lower on the average than 
Anglos on Bell's current test batteries. Typi
cally, AT&:r has paid little attention to the 
effect of its tests on those of Spanish descent. 
There has been at least one effort (by New 
Jersey Bell) to accommodate Spanish-sur
named Americans by translating the de
bunked Wonderlic Test into Spanish.u The 
incongruity of an intelligence test based on 
the Anglo culture translated into Spanish is 
obvious. In fact, New Jersey Bell recognized 
that "there appears to be justification for 
concern that the phraseology of the test 
questions are not readily understandable or 
familiar to natives of Puerto Rico, CUba or 
South America." uNo other attempt has been 
made to translate the current tests into 
Spanish or to produce a culturally fair test 
for Spanish-surnamed applicants. 

In as much as these test batteries have 
never been shown to be predictive of job 
performance for Chicanos, Puerto Ricans, 
Cubans, or others of Spanish descent, the 
only demonstrated function of these tests is 
to exclude Spanish-surnamed Americans. 
Continued use of the Bell System test bat
teries, without empirical evidence of their 
relationship to job performance, is incom
patible with the System's obligation to pro
vide equal opportunity to the Spanish
surnamed. 

Besides these barriers, common to both 
Spanish-surnamed and black applicants, 
there are two unique obstacles to Spanish
surnamed employment. First, the often ex
traneous requirement that almost perfect 
English be spoken is a substantial barrier to 
many Spanish-surnamed Americans. Only 
one company, New Jersey Bell, has made spe
cific efforts to identify those jobs for which 
written or spoken English is not a require
ment.:u; On the contrary, Paclflc Tel. and 
Southwestern Bell continue to advertise for 
Installers who can speak good English.l& One 
wonders whether Installers in these com
panies are required to speak good Spanish 
when working in the barrio. Moreover, no 
studies have been made to determine the 
level of English proficiency, if any, which is 
required for any job. 

A second hiring standard which works to 
the particular disadva.nta.ge of Spanish-sur
named Americans is the height requirement 
for certain jobs. Because they are signifi
cantly shorter than Anglos, fewer of their 
number will be able to meet these height 
standards. As pointed out in Ohrapter 4, these 
requirements are contradictory between com
panies and have not been shown to be neces
sary for performance on the job. Until suoh 
a showing, this requirement must also be 
rejeoted because of its disproportionate 
impact on the Spanish-surnam69. 

Summary 
Spanish-surnamed Americans are employed 

by Bell at a rate significarutly lower than their 
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proportion in the population or their propor
tion in the work foree of a.rea employers. 

The Spanish-surnamed Americans W'ho 
have found employment at Bell are in the 
lowest paying classifications and are virtually 
excluded from management. 

Bell's current employment pattern with re
gard to Spanish-surnamed Americans is 
analagous to the position of bla~ks in the 
Southern companies during the 1960's. 

Bell's recruitment and hiring policies which 
restrict black employment have an even 
greater impact on Spanish-surnamed Ameri
cans. Irrelevant language and heig:ht require
ments further impede SpaniSh-surnamed 
employment. 

Bell has made no substantial effort to im
prove the employment status of SpaniSh
surnamed Americans. 

Conclusion 
As with women and blacks, the most telling 

index of discrimination against Spa.nish-sur
named Americans is the annual loss of wages. 
Because they are denied employment at Bell 
and beoause they are confined to the lowest
paying jobs, Spanish-surnamed Americans 
lose over $137 million annu&lly. (See Ohart 
26.) 

This figure dramatizes Bell's total unre
sponsiveness to the plight of the Spanish
surnamed American. This "invesible minor
ity" has been pushed aside and ignored. The 
resulting deprivation is eloquently described 
in a poem by Rodolfo Gonzales. 

I am Joaquin, 
Lost in a world of confusion 
Caught up in the whirl of an Anglo society, 
Confused by the rules, 
Scorned by attitudes, 
Suppressed by manipulations, 
And destroyed by modern society. 
My fathers have lost the economic battle, 
And won the fight for cultural survi'V'al. 

In a country that has wiped out all my his
tory, stifled all my pride. 

In a country that has placed a different in
dignity upon my ancient burdens. 

Inferiority is the new load .... 17 

Conclusion 
The foregoing Prehearing Analysis and 

Summary of Evidence and EEOC Exhibits 1-
6 are respectfully submitted, 

JOHN DE J. PEMBERTON, Jr., 
Acting General Counsel. 

DAVID COPUS, 
Attorney. 

LAWRENCE GARTNER, 
Attorney. 

Equal Employment Opportunity Commis
sion, 1800 G Street, N.W., Washington, D.C. 
20506. 
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54 See especially EEOC Finding no. 1822 and 



4534 
1953. See also EEOC Finding nos. 125, 268-
271, 349-352, 366, 442, 483, 533, 592, 864, 866. 
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and 3056. See also EEOC Finding nos. 2527, 
2528, 2530, 2545, 2575, 2576, 2579-2582, 2629, 
2630, 2 632- 2637, 2680, 2707-2710, 2760, 2762-
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u EEOC R-1033. This document is of spe

cial importance and may be found in EEOC 
Exhibit 5. 

10 EEOC Finding No. 3599. See also EEOC 
Finding No. 1163. 

16 See especially EEOC Findings Nos. 2018, 
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See the following EEOC Findings Nos. for 
recruitment for other "male" management 
positions: 1047, 1178, 1203, 1204, 1206, 1225, 
1240, 1269, 1335, 1336, 1518-1520, 1523, 1596, 
1597, 1607, 1669-1672 and 1673. 
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POWER FOR THE PEOPLE? 

HON. HASTINGS KEITH 
OF MASSACHUSETTS 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. KEITH. Mr. Speaker, I would like 
to submit for the RECORD an article en
titled, "Do we really need all those kilo
watts?" which appeared in Edmund 
Faltermayer's monthly column "Eye on 
the Environment" in Life magazine on 
February 11, 1972. I believe it points up 
what is becoming one of the major di
lemmas our country will face in the last 
third of the 20th century-namely, how 
much power do we really need, where 
will it come from and how is it going to be 
used. 

At a recent Sierra Club Conference on 
Electrical Power attended by environ
mentalists and utility representatives, I 
found that nearly everyone agreed that 
the trend of United States demand for 
energy to double every 10 years must be 
halted. But the different ways proposed 
to change that trend and to supply suffi
cient energy all will involve expense
fiscal and environmental. Who pays for 
it and how is at the crux of any discus
sion about future power use. 

It is my feeling that unless some fun
damental changes are made in current 
patterns of life, the United States in the 
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late 1970's will face an energy crisis 
whose impact will be comparable to that 
of the 1960's preoccupation with the 
Vietnam war. 

The era of seemingly unlimited sup
plies of energy is at an end. We can, as 
Mr. Faltermayer indicates, no longer 
afford to be an "electricity glutton." 

The article follows: 
Do WE REALLY NEED ALL THOSE Kn.OWATTS? 

The U.S. has become an electricity glutton. 
We use 1.6 trillion kilowatt-hours a year, 
ten times as much as in 1940. Only now, 
amid power shortages and the new ecological 
worries, are we getting around to wondering 
how long the feast can go on. Those who 
took pride a few years ago in the "clean, 
fiameless" heat of their all-electric homes are 
beginning to realize that most electricity is 
clean only at the consumer's end of the 
wire, and that the fuel burned to generate 
it can run out, just like everything else. 

Of course we aren't going all the way 
back to candles. We all like the living stand
ard that electric lights and motors make pos
sible. Furthermore, we can look forward to 
the increased use of electricity in some very 
important environmental tasks-grinding up 
old cars for recycUng, powering new rapid 
transit systems, and lighting dark streets to 
deter muggers. But if we must consume 
more electricity for essential purposes, we 
have a special obligation to make each kilo
watt-hour as nonpolluting as we can. And 
we must stop wasting electricity as if it 
were free. 

Unfortunately, only one electric power 
company, New York City's Con Edison with 
its "Save a Watt" buttons, has joined the 
war on electrical waste. The rest of the 
utility industry is stm encouraging prodigal
ity, at least in the sense of doing little to 
discourage it. Most utllity executives come 
from an earlier era.. "When I joined the in
dustry,'' says Chairman Charles E. Luce of 
Con Edison, who has reservations about un
limited growth, "our faith was that the best 
society used the most electric energy per 
capita.." The industry as a whole seems to 
keep this faith, and expects that consump
tion will keep on doubling every ten years 
or so, reaching a stupefying 8.5 trillion 
kllowatt-hours by the end of the century. 

I find myself doubting the country's very 
abllity to turn out so much electricity. For 
one thing, the forecasts count a lot of 
chickens that haven't hatched. They assume 
that half the power in the year 2000 will 
come from atomic generators. These now sup
ply only 1% of the country's needs, and the 
expansion program is behind schedule. They 
further assume that much of the nuclear 
power will come from a new type of facility, 
the fast-breeder reactor, and this may turn 
out to be too temperamental. Even if fast 
breeders play as big a. role as the industry 
hopes, in order to fill out the projected de
mand the country will need to burn far more 
coal and on than at present--perhaps three 
times, as much coal. 

But wlll we really need all that electricity? 
The forecast assumes that each American 
alive in the year 2000 will be using more 
than 20 times as many kilowatt-hours as 
his counterpart did in 1940. But it's quite 
possible that the growth curve may soon 
start to flatten a bit. The manufacturing 
sector of the industrial economy, which uses 
a lot of electricity, is growing much more 
slowly than the services sector, which uses 
relatively little. And in the home the change
over to major electrical appll.a.nces may have 
already peaked. 

The fact remains, however, that we will be 
using more electricity than we do now, and 
to make sure we have it, we should begin at 
once to spend more research money on better 
ways to generate it. Solar and geothermal 
power, which are nonpolluting, offer some 
promise. Hydroelectric power, on the other 
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hand, doesn't; the best sites have already 
been used, and dams are now recognized as 
possible ecological disasters. Pumped-storage 
projects, which make power available a.t pe
riods of peak demand, create no new elec
tricity themselves and have also come under 
attack from environmentalists. Thermo
nuclear power is the Holy Grall of both envi
ronmentalists and industry: it would be 
abundant and free of serious radiation haz
ards. A workable system is not yet in sight. 

We must also clean up the existing electric 
power system. Estimates of the impact of 
such a cleanup on monthly electric bllls vary 
wildly, since a. whole range of things must be 
done. Strip miners wtll have to carry out 
better reclamation than is now required by 
any state. Air pollution caused by generating 
plants must be curbed drastically, and cool
ing towers must be installed where necessary 
to protect aquatic life from thermal pollu
tion. Electricity's aesthetic damage needs 
plenty of attention. Those tangled overhead 
distribution lines that mar commercial 
arteries and residential neighborhoods belong 
underground. 

Electric rates are already creeping upward 
because of higher fuel costs. When the ex
pense of the stepped-up environmental 
cleanup is figured in, says David Freeman, 
until recently a White House adviser on 
energy policy, a 50% increase in rates over 
the next five years becomes a "real possibil
ity." That would be far from calamitous. 
Electricity has been getting cheaper during 
most of this century. In fact, it is too cheap, 
because the price doesn't include the cost of 
avoiding the environmental damage. Even if 
rates went up 50%, one kilowatt-hour would 
cost far less than it did when Coolidge was 
President. 

With a modest price increase, we might 
start to use electricity more intelUgently. It's 
possible right now to make a refrigerator that 
would cost one-eighth more to buy, but 
would consume only half as much electricity 
as a. current model of the same size. Perhaps 
a "truth-in-kilowatts" law, requiring manu
facturers to post the annual power require
ments, is needed to s-pur the sale of energy
saving appliances. Meanwhile, · we can im
prove on the standard incandescent bulb 
that converts 90% of its energy to heat and 
only 10% to light. We need to revive the 
ancient practice of designing cities and build
ings to take advantage of trees and prevail
ing breezes, if only to lessen the construc
tion, on unshaded tracts, of low-ce111nged, 
poorly ventilated houses that require virtu
ally f'.Ontinuous air-conditioning in the warm 
months. 

In most homes, higher-priced electricity 
would bring few real sacrifices. Some of my 
conservationist friends would like to ban 
"frivolous" appliances such as electric carv
ing knives and tooth-brushes, but these 
draw only minuscule amounts of current. 
Similarly, the family dishwasher, like most 
of the other labor-saving devices, is well down 
the list of kilowatt eaters. But even a slight 
rise in electric rates could make electric 
home heating prohibitively expensive in most 
of the country. Uttlity men are relying heav
ily on a switchover to electric heating to meet 
their growth forecasts. I think we should 
discourage this until we have environmen
tally safe power to spare. Electric heating is 
a remarka.bly wasteful process, with two
thirds of the energy in the fuel lost a.s "waste 
heat" at the generating plant, whereas oil 
and gas furnaces in the home are 70% 
efficient. 

This country may one day be forced to cut 
back on its use of electricity and other forms 
of energy. In the meantime it makes sense 
to press on with the search for nonpolluting 
power and a general cleanup. Electricity will 
be costlier, but that should encourage us to 
put our limited kilowatts where they are 
rewlly needed. The era of gluttony can pass, 
unlamented, into history. 
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FREE THINGS TO DO IN 
NEW YORK CITY 

HON. SEYMOUR HALPERN 
OF NEW YORK 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. HALPERN. Mr. Speaker, New York 
City has long been the holder of a legacy 
unique in the United States and the 
world. Just as our country has expanded 
and conquered new frontiers, New York 
City has been a leader in political, social, 
and cultural events for centuries. Re
cently, however, with the plight of Amer
ica's urban centers taking precedence 
over the advantages they have to offer, 
there has been a minimal accounting 
taken of the brighter aspects of places 
such as New York. 

It is necessary to set this record 
straight. I have recently received from 
the New York Convention and Visitors 
Bureau a list of 20 free things to do in 
New York City. There ·may be those who 
scoff at the significance of anything free 
in today's society. Yet, who can slight 
the importance of the United Nations, 
the Metropolitan Museum of Art, and 
the Rockefeller Center-institutions 
which all can be enjoyed in New York 
free of charge. 

Mr. Speaker, I could go on with a 
lengthy list. However, for brevity and 
conciseness, I would like to here submit 
for the RECORD the list of the New York 
Convention and Visitors Bureau which 
says succinctly that which has too long 
been overlooked. 

Following is the list: 
TwENTY FREE THINGS To Do IN NEW YORK 

CITY 
1. The United Nations.-Admission to 

official meetings is free. (Tickets at UN 
Information Desk.) See the fascinating gift, 
souvenir, stamp and book shops--and the 
unique post office. 

2. The great museums.-You've heard of 
the Metropolitan (including The Cloisters) 
but don't overlook the !abulous Brooklyn 
Museum, the Frick Collection, the American 
Museum of N-atural History, the Museum of 
the City of New York, the New York His
torical Society and the Hall of Science in 
Flushing Meadow Park, Queens. The Modern, 
the Guggenheim and the Whitney charge a 
small fee, but it costs nothing to look at 
their stunning architecture. A beguiling new 
museum/shop is the Astro Gallery of Min
erals and Gems. (The Met has a new volun
tary admissions policy: pay what you wish.) 

3. Walking tours.-The Parks Department 
has started a new program of selfguided 
walking tours through the city's historic 
neighborhoods. The first is Chelsea. and the 
way is marked with 33 red, white and blue 
signs. (Pick up the first at the old Siegel
Cooper Department Store, Sixth Ave. and 
18th St.) 

4. The new buildings.-New exhibits: 
Eastman Kodak's exciting and spacious Gal
lery and Photo Information Center (1133 
Sixth Ave.) and "The Mill" at Burlington 
House ( 1345 Sixth Ave.) . Other recent ar
rivals: the Ford Foundation (free tours), 
General Motors, Madison Square Garden 
Center and Chase Manhattan's skyscraper 
headquarters in the Wall Street area. Free 
exhibits at Lever House and Union Carbide. 
On the lower West Side, sidewalk-superin
tend the vast World Trade Center construc
tion project. When completed in 1971, each 
of its twin towers will rise 110 stories! 
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5. Rockefeller Oenter.-Enjoy the beauti

ful Channel Gardens. Listen to the summer
time band or watch the wintertime lee 
skaters. Lavish decorations at Christmas, 
including a giant tree. Window-shop the 
Center's great stores. Catch the free exhibit 
at the Chase Manhattan Money Museum. 

6. Famous sights.-Hop a bus or subway 
down to Battery Park at the tip of lower 
Manhattan, where you'll have a fine view of 
the harbor and the Statue of Liberty. Walk 
up Broadway to beautiful City Hall. In mid
town, look up ( 1,472 feet!) to the top of the 
Empire State Building, which is celebrating 
its 40th anniversary (May 1). Further north, 
you'll find Grant's Tomb and, in the Bronx, 
the Hall of Fame. 

7. The New York and American Stock Ex
changes.-Free tours at both places, includ
ing visitors galleries and multi-screen film 
shows. Free post cards, booklets ... plus 
multilingual guides and your name on the 
ticker tape! (Note: The AMEX is celebrating 
the 50th anniversary-June 21-of its move 
indoors from the original curb exchange.) 

8. Exotic neighborhoods. - Chinatown, 
Greenwich Village, Yorkville, the Lower East 
Side, Little Italy-see the "small towns" that 
make up Big Town. Lucky you if you're here 
for one of the street festivals: Chinese New 
Year (February), La Festa di San Antonio 
(June), La Festa di San Gennaro (Septem
ber). In the Fulton Fish Market area, drop 
by the South Street Seaport Museum with its 
historic old ships. 

9. Paley Park.-A charming vest-pocket 
park in the heart of Manhattan, complete 
with feathery honey locust trees and a 
unique "waterwall." (Just east of Fifth Ave. 
on 53rd St.) 

10. Times Square- "The Great White 
Way.''-Don't miss the bright lights! Stroll 
up to Lincoln Center for a look at the hand
some buildings that play host to the greatest 
names in opera, music, dance and theatre. 

11. Park concerts and plays in summer.
The New York Philharmonic, the Metropoli
tan Opera, the Shakespeare Festival, the 
Goldman-Guggenheim Band, the Harlem 
Cultural Festival and many other "happen
ings" are featured in the parks of all five 
boroughs. Watch-or join !-the informal 
fashion parade at Central Park's Bethesda 
Fountain, where groovy New Yorkers do their 
thing. 

12. TV shows and plays.-Free TV tickets 
offered on a day-to-day, first-come, first
served basis at the Visitors Bureau. Also ask 
about the free plays at New Theatre Work
shop and at Joseph Papp's The Other Stage. 

13. Flower shows.-Bronx Botanical Gar
den and the Brooklyn Botanic Garden. 

14. The zoos.-The Bronx Zoo (free on 
Tuesdays, Wednesdays and Thursdays), Bar
rett Park Zoo (Staten Island), Prospect 
Park Zoo (Brooklyn), Central Park Zoo 
(Manhattan) and Flushing Meadow Park 
Zoo (Queens). 

15. Richmondtown, Staten Island.-Res
toration of an American village. The famous 
Staten Island ferry (with its superb Views 
of New York's magnificent harbor and the 
Statue of Liberty) is still only a nickel 
each way. 

16. Religious landmarks. Food for the soul 
and impressive works of art and architecture 
at St. Patrick's, St. John the Divine, Tem
ple Emanu-El, the Abyssinian Baptist 
Church in Harlem, Trinity Church and St. 
Paul's Chapel in lower Manhattan. 

17. Outdoor art.--See "Sylvette" (Picasso's 
latest colossal outdoor sculpture) in Green
wich Village, Bernard Rosenthal's giant black 
cube in Astor Place, or Isamu Noguchi's giant 
red cube at the Marine Midland Building 
(140 Broadway). The Washington Square
Greenwich Village owtdoor art exhibit runs 
from mid-May to early June and from late 
August to mid-September. And look for the 
giant "wall murals" and "environmental 
sculptures" all over town. 
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18. Fireworks.-In the summer at Coney 

Island and Rockaway Beach (check times). 
19. Window shopping .-Treasure-hunt 

along Fifth Avenue, Herald Square-34th, 
57th and 59th Streets. Browse the antique 
shops and swinging bontiques along the up
per East Side and down in Greenwich Vil
lage. See the bargains on colorful Orchard 
and Delancy Streets, and in Union Square. 

20. Off-beat tours.-Department stores, 
historic houses, financial and educational 
institutions--even ships-offer free tours 1! 
arranged in advance. For details ask the 
Visitors Bureau, which also offers free calen
dars of events; maps and guides; listings of 
hotels, restaurants, shops, sightseeing at
tractions, exhibits and conventions. 

NoTE.-Are you a student, teacher, journal
ist, government employee or a member of a 
group? Always ask hotels, museums, sight
seeing attractions, restaurants or clubs if 
they offer special, group, seasonal or weekend 
rates. Students should check the calendars 
of New York City's famous colleges and uni
versities for a host of free activities. 

NEED LEGISLATION BENEFITING 
VETERANS 

HON. EDWARD J. DERWINSKI 
OF ILLINOIS 

IN THE HOUSE OP REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. DERWINSKI. Mr. Speaker, the 
Star-Sentinel newspapers is an inde
pendent publication serving west sub
urban Cook County, and one of its fea
tures is a column by Paul D. Coffman. 

In a very succinct and persuasive com
mentary in the Thursday, February 3, 
edition, Mr. Coffman calls our attention 
to the need for legislation benefiting our 
veterans, and properly makes the point 
that Congress must give this matter early 
attention. 

The article follows: 
THE VETERAN DESERVES A CHANCE 

By Paul D. Coffman 
This being an election year there has been 

a lot of talk about granting amnesty to 
armed forces deserters and other who have 
fled to Canada or other countries throughout 
the world to avoid serving in Vietnam, or for 
that matter, in any branch of the service. 

I suppose that eventually something will 
have to be done about giving these young 
men an opportunity to return to their home
land, providing they are willing to accept 
some sort of punishment for not accepting 
their responsibility to their country, but 
what concerns me most of all right now is: 
What are we going to do about providing 
gainful employment to the hundreds of 
thousands of young men who are returning 
home after completing their military obliga
tion in either Vietnam or other countries 
where we are providing peace keeping forees? 

Many of these youngsters were taken inrto 
service before they could complete their edu
cation, while others were taken from their 
jobs only to return home to find tha.t their 
old jobs a.re not now avaU8ible. 

Thousands 01! others either ha.ve or will 
return home injured to the point that they 
will not be able to accept ga!lnful employ
ment unless industry can make a place for 
them through the hiring of the handicapped. 

Oongress h-as done a lot of talk!ing, but in 
my opinion although our congressmen are 
talking, they're nat really saying very much 
and even putting less into action. 

I doubt that any of our fighiting men went 
to war because they wanted to, so the least 
we can do now that they have given up a 
portion of their lives on our beh-alf is to see 
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that they get the proper training th:a-t w1ll 
outfit them for a. pla.ce in business or in
d~tey. . 

We can always find millions to send to 
other countries for foreign aid for which we 
receive veey few thra.nks, so why not cut out a 
few million of these funds which I consider 
wasted and put them to work here &~t home 
where they ca.n benefit our servicemen. 

Let's get Congress o:tr dead center, put in 
some worthwhile tra.ining progra.ms for our 
returning fighting men a.nd make a concen
trated e:trort S~mong our business and ind~
trla.l firms to hire the vetemns wherever a.nd 
whenever possible. 

In my book we ca.nnot weigh the sacrl.fl.ces 
of our returning servicemen in dollars a.nd 
cents, we must give them a. ohra.nce to enjoy 
some of the benefits we've had coming our 
wa;y while they were away. 

TRmUTE TO VERY REV. VINCENT A. 
McQUADE 

HON. MICHAEL HARRINGTON 
OF MASSACHUSETTS 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. HARRINGTON. Mr. Speaker, 
when the Very Rev. Vincent A. Mc
Quade died last year, he left behind a 
college which is young but unique in the 
distance it has traveled in achieving edu
cational excellence for so short a time. 
For in the college's 25 years of existence, 
it has gll'own physically to create a cam
pus which is architecturally striking, and 
a stimulating environment in which to 
learn. A college, though, is more than 
walls and Merrimack College certainly 
provides the education Father McQuade 
hoped it would. 

Father McQuade's successor, the Very 
Rev. John R. Ahe1ne, spoke ·eloquently 
of the guidance Father McQuade gave to 
Merrimack College at a rooent mass held 
in his memory. At this time, I wish to in
sert this tribute into the RECORD. 

It was but yesterday, though the calendar 
says 25 years ago, when the farm at Wilson's 
Corner was land-in-waiting. How could the 
ma.n who was to sow an institution have 
known what harvest there might be? The 
swift days went by, turned into swift years. 
And the land blossomed into buildings, roads, 
paths. It was j~t a matter of adding one day 
to another, of stringlin.g them together on 
the thread of a dream. But one man had to 
halVe the dream and the hope of its fulfill
ment and the courage to fashion it. It was 
not enough to be the architect of a campus; 
he had to be the architect of the purposes of 
a college. 

Others have spoken, fittingly of the spring
time when a tract of farmla.nd hid the fu
ture design of an institution of higher learn
ing. And here with what some would call 
rashness but all would call courage he 
"pledged his hidden wheat." Spring mel
lowed into summer a.nd the burgeoning. And 
then autumn with its fruit of so ma.ny and 
such arduous labors. To all of this ma.ny have 
pa.td deserved tribute. 

But I speak of Winter when the woods lie 
dark and the land is flowerless and no birds 
singe. If the leader and builder is a man of 
action he 1s also a man of thought and feel
ing. Underlying the rea.l accomplishment are 
the hou:rs of wrestling with problems, of 
hopes dashed and fears engendered. It has 
been said that "we are not our own." How 
painfully true the statement for the chief 
a.dm.in1strator of a college who must give his 
attention to all who lay claim upon it. 
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In the struggle to achieve great things, 

there is a hidden battle to be waged-the 
fight against discouragement, against what 
seem the terrible odds against success, the 
e:trort to make the dreaJID. the reality. For every 
man the gap between ideal and fulfillment 
constitutes "the winter of our discontent." 
But for the true leader the time of wind and 
rain, of cold and dark, can elicit only the cr-y 
of Robert Browning "I was ever a fighter
so one fight more." 

Alma mater must be more than a stone 
mother, must enclose with human softness 
her children. The man knew that a college 
was above all, people--frail, aspiring, disap
pointing, heroic, mystery laden people. And 
so he sought to give them a regimen which 
would encompass intellectual development 
and provide as well for the heart and the 
soul. The land and the buildings are rooted 
in one place but the harvest of people scatters 
and carries the seed of Merrimack to far away 
regions. 

It was but yesterday that the man put 
hand to the plough and drove the first fur
row. Now fields are heavy with the fruits 
of that planting and a grateful academic 
community pays tribute to the husbandry 
which saw from springtime the golden har
vest of this autumn. And sees ahead all the 
autumns to come in which the names of 
Merrimack College and the Very Reverend 
Vincent A. McQuade will be entwined. 

Whatever his record on the surface every 
man is an unknown soldier-his interior 
struggle known only to God. I can say only 
that in the reckoning which at last wm 
measure truly all our labors I hope I may look 
to my Creator as conftdent of the divine ac
colade "well done" as our departed brother, 
Father Vincent McQuade. 

And now on the first anniversary of his 
death we pray God to bring him to a place 
of refreshment, light, and peace. 

PULASKI HIGH SCHOOL 

HON. ELLA T. GRASSO 
OF CONNECTICUT 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mrs. GRASSO. Mr. Speaker, Febru
ary 2 was a great day for Connecticut, 
most especially at Pulaski High School 
in New Britain, Conn. The alumni and 
home city of the high school named in 
honor of a great man had cause for re
joicing. On that special Tuesday, New 
Britain, Conn., residents were filled with 
excitement at the announcement that 
two former star football players at 
Pulaski High School had been selected in 
the National Football League draft by 
the New Orleans Saints football team. 

All-Americans Willis "Sonny" Hall of 
the University of Southern California 
and Tommy Myers of Syracuse Univer
sity, both of whom played spectacular 
football at their respective colleges, 
thrilled many New Britain football fans 
with a dazzling display of athletic ability 
and poise during their year together as 
seniors on the Pulaski team. These cham
pions from the Hardware City awed and 
delighted fans across the country; but 
with special pride and interest, family, 
relatives, and friends from their home
town and throughout the Sixth District 
eagerly followed the expoits of Sonny 
and Tommy. 

The great courage, confidence, energy 
and skill of these two young men will be 
appropriately recognized at a banquet to 
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be held in their honor in New Britain on 
March 3. This tribute to the personal 
strength and dynamic athletic prowess 
of these former Pulaski High School 
stars is indeed well deserved. All of us 
in the Sixth District are very proud. 

For the interest of my colleagues, two 
recent newspaper articles about Sonny 
Hall and Tommy Myers-one from the 
New Britain Herald and the other from 
the Hartford Courant-follow: 
EX-GENERALS Now SAINTs--To BE FETED HERE 

MARCH 3 

(By Bart Fisher) 
It was a great day for Pa.tulski and Pulaski. 
This year's National Football League draft 

is history, but football fans in the New 
Britain area are stlll happily shaking their 
heads in disbelief. 

Huge Walt Patulski of Notre Dame was 
picked first by the Bu:tralo Bills but the big 
news is th8it both of this city's all-American 
grid standout, Willis "Sonny" Hall of 
Southern Cal and Tommy Myers of Syracuse 
were chosen early by the up and coming New 
Orleans Saints. 

"It's great, unbelievable, just fantastic" 
have been typical reactions to the Herald 
from sports fans from all over the area. 

The Herald talked with Sonny Hall at his 
Los Angeles apartment this morning and the 
quiet 220 p6und linebacker expressed j~t 
about the same sentiments himself. 

"I'm veey happy to be picked to play on 
the same team as Tommy," pe said "It's a 
veey good feeling." 

Both he and Myers Slt&'red on the 1967 
Pulaski High tea.m that won nine a.nd lost 
one. 

Sonny said the Saints sent him a telegram 
yesterday but that he has not yet spoken 
about contract details with anyone. Asked 
if he was surprised wt being tabbed by New 
Orleans Hall said he was "j~t happy to be 
picked early." 

Myers, reached at his Syracuse address, 
was "j~t thrtlled, really, really, thrllled." 

He talked with Frank Cuomo and Bruce 
Wearne, a pair of ex-Pulaski teammates who 
are planning a huge banquet in honor of the 
grid greats March 3 at the VFW Hall. 

The pair also had an opportunity to per
sonally extend their good wishes to Hall thiS 
morning a.s they dropped by the Herald in 
time to share in a long distance phone call to 
California. 

"This will be great for the dinner," said 
Cuomo, who feels "the odds against two guys 
who played for the same high school both 
making All-American at opposite ends of the 
countey and then both being picked by the 
same pro team must be incredible.'' 

New Britain is probably the only town in 
the countey that can claim such a distinc
tion and a great wave of pride swept larger 
issues like the war in Vietnam and Welfare 
reform right out of the way as people every
where talked about nothing else but Tommy 
and Sonny. 

As for the din ner next month, both Cuomo 
and Wearne expect that over 500 men and 
women will fill the VFW Hall to capacity on 
the big night. 

Remembering the glory days of 1967, the 
dinner co-chairmen recalled today that time 
and time again Sonny and Tommy came up 
with the "big plays won the games for us." 

They remembered a 27-24 win over Staples 
that came as the result of Myers intercept-
ing a pass and running it ba.ck 85 yards for 
the winning score. 

Another big win in that memorable year 
came against Archbishop Williams of Brain
tree, then, the reigning Massachusetts• state 
champs. 

Featuring an All-American running back 
and a huge line, the Bay State school roared 
into Willow Brook Park on a Friday night 
as prnhibitive favorites against the Generals. 
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Hall and Myers and mates had other ideas. 

Two way performers under John Liljestrand 
Sonny and Tommy put on a dazzling two 
man show in beating the Vist.tors 54-22. 

Cuonmo and Wearne remember that 
Tommy scored two touchdowns and so did 
Sonny and Sonny did a fantastic job on All
American Bob Morrisey, who was at the time, 
one of the most sought after schoolboys in 
the country. 

John Liljestrand told the Herald, "It's like 
a dream come true for me. I just can't find 
the words to say how ha.ppy I really am for 
both of the guys." 

Principal William G. Marsh expressed 
"great delight" at the news when informed 
yesterday. 

In another sidelight to the big news, a 
good friend of Myers, Bob Kuziel, out of the 
University of Pittsburgh, also a former Con
necticut schoolboy star at North Haven, was 
a high choice, too. 

You guessed it. He went to the New Orleans 
Saints. 

SAINTS SELECT PULASKI PAIR IN PRO DRAFT 

(By Tom Hine) 
A pair of Pulaski High School graduates 

who played their final year of scholastic foot
ball together in New Britain were reunited 
Tuesday in the National Football League 
college draft in New York when the New 
Orleans Saints selected both Willie Hall and 
Tom Myers in early rounds. 

Hall, linebacker at Southern California, 
was picked by the Saints in round two and 
Myers, safety at Syracuse, in round three. 
Both were All-American selections last fall. 

Hall, 6-foot-three, 235-pounds, was the sec
ond selection of the day by the Saints and 
the fifth pick of the second round. After 
New Orleans used their third draft pick on · 
Pittsburgh center Bob Kuziel it named Myers 
as its fourth choice, the 22nd selection of 
round three. 

Four other New Englanders were picked 
through Tuesday's first seven rounds. Boston 
College running back Bill Thomas was the 
first round choice of the Dallas Cowboys, the 
Pittsburgh Steelers named Rhode Island de
flensive end Steve Furnes in round five, AIC's 
running back Bruse Laird was selected by the 
Baltimore Colts in round six, and Miami 
grabbed guard Bill Adams of Holy Cross in 
round seven. 

Myers, 6-foot-1, 180-pounder, was quoted 
by wire services as being "very happy, de
lighted. I always wanted to play down South, 
to get out and see other parts of the coun
try. I had hoped to myself that I would be 
picked somewhere in the first five rounds." 

Myers plans to play spring lacrosse so he 
will neither negotiate nor sign a contract 
until the end of the season. 

INTERCEPTION MARKS 

Myers set season and career pass intercep
tion records during his brilliant defensive 
performance at Syracuse, grabbing eight this 
past fall to give him a three-year total of 18. 
The New Britain native also returned 21 
punts for 265 yards in 1971. 

Hall and Myers played together as seniors 
at Pulaski in 1967, John Liljestrand's first 
year as head coach. Liljestrand, who has 
coached at Pulaski every one of its ten years, 
served earlier as an assistant to Bill Eaton, 
now at the Loomis School in Windsor. 

Llljestrand knew of Hall's selection, but 
had not heard of the draft of Myers when 
contacted at his home Tuesday night. "Oh 
boy, that's terrific," he said. "I had figured 
Kansas City or Atlanta would pick Tommy 
and thought Willie would go to one of the 
California teams who had seen him play." 

LilJestrand left little doubt that he 
thought they'd both succeed as professionals. 
"I think they both will do very well," he said. 
"Willie is big and strong and though Myers 
is not as big he can really play defensive 
back." 

EXTENSIONS OF REMARKS 
Hall, called Sonny by his friends in Con

necticut, ga.ined national fame as a javelin 
hurler for Pulaski track coach Harold "Red" 
Lawson. Neither Liljestrang or Lawson ever 
missed watching Hall when Southern Cal 
played on national TV. 

ONCE BEATEN IN 1967 

Myers, who attended Pulaski in only his 
senior year, played defensive safety for the 
Generals, who finished a 9-1 campa.l.gn in 
1967. ' 

Hall, "only" 2-10 pounds in high school, 
played both halfback and fullback at Pulaski. 
"We never used him defensively," said Lilje
strand, "and didn't know he wanted to until 
he expressed an interest at Arizona Western 
where he played defensive end and linebacker 
for two years." Hall also played both posi
tions during his two years with the Trojans 
at Southern Cal, though used mostly at line
backer this past fall. 

Long before the draft selection were an
nounced Tuesday, plans were in the making 
to honor Hall and Myers back home. The 
City of New Britain has scheduled a testi
monial for them both on March 3rd at the 
V :F.W. Hall. 

NEw YoRK.-Walt Patulski, the huge Notre 
Dame defensive end, was tapped by the Buf
falo Bills as the No. 1 selection 1n the Na
tional League draft Tuesday and immediately 
opened his Campaign for a contract similar 
to the $300,000 pact the club ga.ve 0. J. 
Simpson. 

Asked alter his selection what he was look
ing for in the way of a contract, the 6-foot-6, 
260-pounder pulled no punches, saying 
frankly: 

"A big onel" 
He left it up to his attorney, Bob Woolf, 

to let the Bills know how big. 
"I'd like to think in terxns of the same 

thing as 0. J. because Patulskiis as valuable 
to the team in his position as 0. J. is in his," 
Woolf said. "Although he is a defensive end 
and, within the structure of pro football, 
quarterbacks, running backs and receivers 
are the glamor stars, the lineman 1s just as 
important. 

SAME COMPENSATION 

"I think he should be compensated the 
same way. In all fairness, he :;hould be paid 
for his proficiency as an athlete, not the posi
tion he plays. I don't see why a linema.n 
should be paid less." 

Simpson, the Bills' No. 1 pick four years 
ago, signed a four-year contract at that time 
for $50,000 a year plus a $100,000 loan for in
vestment purposes. 

While Patulski was the focal point on the 
first day of the draft in which the 26 pro 
teams will eventually select 442 players, there 
were these other major developments: 

The New York Giants, pulling off their sec
ond major trade in less than a week, dis
patched discontented defensive end Fred 
Dryer to the New England Patriots for three 
draft choices, including a No. 1 this year. 

Neither Reisman Trophy-winning quart-er
back Pat Sullivan of Auburn nor runner-up 
Ed Marinaro, the record-setting Cornell run
ning back, was selected on the opening 
round. 

Linemen were the chief commodity on the 
first round with nine drafted, including the 
first three picks-Patulski, California defen
sive end Sherman White by Cincinnati and 
Southern Illinois offensive tackle Lionel An
toine by Chicago. 

The Giants, who last week traded quarter
back Fran Tarkenton to Minnesota in a 
transaction in which they acqUired three 
players and the Vikings' No. 1 pick, sent 
Dryer to the Patriots for another No. 1, plus 
a No. 6 draft choice this year and a No. 2 
next year. 

GET SMALL, JACOBSON 

When they used the two first-round choices 
to get help for their beleagured defensive 
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unit, select;ing Eldridge Small of Texas A&I, 
a wide receiver in college, as a cornerback 
and tackle Larry Jackson of Nebraska, whom 
they expect to play end. 

The Bears, who used a No. 1 draft choice 
acquired from the Giants to select Antione, 
used their own to add defensive back Craig 
Clemons of Iowa to their first-round harvest. 

Two other teaxns also had a pair of first
round picks, Green Bay selecting defensive 
back Willie Buchanon of San Diego State 
and quarterback Jerry Tagge of Nebraska 
and the New York Jets picking Jackson State 
wide receiver Jerome Barkum and Michigan 
linebacker Mike Taylor. 

Four teams did not have a No. 1 pick
Los Angeles, New England, San Diego and 
Washington. 

Tagge was the first quarterback selected 
in the draft, but Florida passer John Reaves 
also was tapped on the first round by Phila
delphia. Sullivan had to walt until the sec
ond round when he was picked by Atlanta 
as the 40th player in the draft. 

WAY, WAY DOWN 

Marinaro, however, may have been the most 
embarrassed of the ballyhooed pre-draft fa
vorites. By the time he was selected by Min
neosta as the 50th player in the draft on 
the second round, seven other running backs 
had been picked. 

Four went on the first round. Oregon's 
Bobby Moore, who may wind up as a wide 
receiver in the pros, was selected by St. Louis 
as the No. 4 pick and the first nonlineman 
to be selected. 

Pittsburgh took Franco Harris of Penn 
State, Kansas City tapped Jeff Kinney of 
Nebraska and the Super Bowl champion Dal
las Cowboys closed out the first round by 
adding another Thomas to their roster with 
the selection of B111 Thomas of Boston 
College. 

Of the other heralded pre-draft favorites 
to go No. 1, Houston tight end Riley Odoms 
went to Denver, Georgia guard Royce Smith 
to New Orleans, Notre Dame defensive back 
Clarence Ellis to Atlanta, Auburn wide re
ceived Terry Beasley to San Francisco and 
Notre Dame defensive tackle Mike Kadish to 
Miami. 

Oakland trfllded its No. 2 and No. 3 picks to 
New Orleans for the Saints' No.2 selection in 
order to draft defensive tackle Kelvin Korver 
of Northwestern College in Iowa. 

WE HONOR A BRAVE PEOPLE 

HON. EDWIN B. FORSYTHE 
OF NEW JERSEY 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. FORSYTHE. Mr. Speaker, the 
people of Lithuania, who have been suf
fering in Russian-Communist slavery for 
more than 30 years, today celebrate the 
54th anniversary of the independence of 
their nation. 

Commemoration of this historic event 
has special significance for all Ameri
ca-ns, as President Nixon is embarking 
on his mission of peace abroad. 

The Lithuanians, Mr. Speaker, are 
proud people who have lived peacefully 
on the shores of the Baltic from time 
immemorial. This year, for instance, 
marks the 721st anniversary of the for
mation of the Lithuanian state. 

For centuries, the Baltic peoples have 
been the prey of foreign aggression. 
From the West they were invaded by the 
Teutonic Knights, from the East by the 
Russians. 
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After the Nazis and Soviets smashed 

Poland in September 1939, the Kremlin 
moved troops into the Baltic Republics 
and annexed them in June 1940. 

This ended two decades of freedom 
that resulted in 1918 when Lithuanian 
patriots declared their state an inde
pendent nation. 

During those 22 years of freedom, 
Lithuanian leaders had brought about 
land reform, expanded the nation's in
dustry, built a transportation system, 
provided for a national education pro
gram and enacted social legislation. 

Now, Lithuanians living in their home
land are subject to the same abuses as 
their neighboring Latvians and Estoni
ans as the U.S.S.R. attempts to destroy 
the culture, heritage and even the lan
guage of their nation. 

It is my hope that as President Nixon's 
travels take him to Moscow, he will be 
able to express his concern and the con
cern of America over the plight of these 
brave people, and that he will raise the 
question of self-determination for Lithu
ania and other Baltic countries. 

In 1966, the Congress approved House 
Concurrent Resolution 416 calling for 
freedom for Lithuania, Estonia, and 
Latvia. The purpose of this important 
measure still stands today. I am there
fore inserting the text of House Con
current Resolution 416 in the RECORD at 
this point: 

H. CoN. RES. 416 
CONCURRENT RESOLUTION 

Whereas the subjection of peoples to alien 
subjugation, domination, and exploitation 
constitutes a denial of fundamental human 
rights, is contrary to the Charter of the 
United Nations, and is an impediment to the 
promotion of world peace and cooperation; 
and 

Whereas all peoples have the right to self
determination; by virtue of that right they 
freely determine their political status and 
freely pursue their economic, social, cultural, 
and religious development; and 

Whereas the Baltic peoples of Estonia, Lat
via, and Lithuania have been forcibly de
prived of these rights by the Government 
of the Soviet Union; and 

Whereas the Government of the Soviet 
Union, through a program of deportations 
and resettlement of peoples, continues in 
its effort to change the ethnic character of 
the populations of the Baltic States; and 

Whereas it has been the firm and con
sistent policy of the Government of the 
United States to support the aspirations of 
Baltic peoples for self-determination and 
national independence; and 

Whereas there exist many historical, cul
tural, and family ties between the peoples of 
the Baltic States and the American people: 
Be it 

Resolved by the House of Representatives 
(the Senate concurring), That the House of 
Representatives of the United States urge 
the President of the United States-

(a) to direct the attention of world opin
ion at the United Nations and at other ap
propriate international forums and by such 
means as he deems appropriate, to the denial 
of the rights of self-determination for the 
peoples of Estonia, Latvia, and Lithuania, 
and 

(b) to bring the force of world opinion to 
bear on behalf of the restoration of these 
rights to the Baltic peoples. 

Passed the House of Representatives 
June 21, 1965. 

House Concurrent Resolution 416 was 
adopted by the House of Representatives by 
a record vote of 298 yeas to no nays on 

EXTENSIONS OF REMARKS 
June 21, 1965, and unanimously passed by 
the United States Senate on October 22, 1966. 

SENATE 
Concurrent resolution to request the Presi

dent of the United States to urge certain 
actions in behalf of Lithuania, Estonia, and 
Latvia. 

Mr. MANsFIELD. Mr. President, I ask unan
imous consent that the Senate turn to the 
consideration of Calendar No. 1573, House 
Concurrent Resolution 416. 

The PRESIDING OFFICER. The concurrent 
resolution will be stated. 

The LEGISLATIVE CLERK. A concurrent reso
lution (H. Con. Res. 416) to request the 
President of the United States to urge certain 
actions in behalf of Lithuania, Estonia, and 
Latvia. 

The PRESIDING OFFICER. Is there Objection 
to the present consideration of the concur
rent resolution? 

There being no objection, the Senate pro
ceeded to its consideration. 

Mr. KucHEL. Mr. President, I wish to say 
that I am delighted that this matter is being 
taken up. It deserves attention in this session 
as a. mark of our continuing concern for 
those peoples who have been deprived of 
their democratic institutions and are unable 
to speak for themselves. 

The PRESIDING OFFICER. The question is on 
agreeing to the concurrent resolution. 

The concurrent resolution (H. Con. Res. 
416) was agreed to. 

EXECUTIVE POSITION 
The position of the executive branch with 

respect to the concurrent resolution is out
lined in the correspondence which follows: 

DEPARTMENT OF STATE, 
Washington, June 1, 1965. 

Ron. THOMAS E. MORGAN, 
Chairman, Committee on Foreign Affairs, 
House of Representatives. 

DEAR MR. CHAIRMAN: I am writing in reply 
to your letter of May 20, 1965, to the Secretary 
of State, requesting the Department's com
ments on House Concurrent Resolution 416, 
which has been approved unanimously by the 
Subcommittee on Europe and ordered favor
a-bly reported to the full Committee on For
eign Affairs. The resolution requests the 
President of the United States to urge certain 
actions in behalf of Estonia, Latvia, and 
Lithuania. The language of the resolution, as 
formulated, is not objected to by the Depart
ment of State. 

The Department has been advised by the 
Bureau of the Budget that from the stand
point of the administration's program there 
is no objection to the submission of this 
report. 

Sincerely yours, 
DOUGLAS MACARTHUR, II, 

Assistant Secretary for 
Congressional Relations 

(For the Secretary of State). 

ETHNIC AMERICA AND THE 
DEMOCRATIC PARTY 

HON. THOMAS P. O'NEILL, JR. 
OF MASSACHUSETTS 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. O'NEILL. Mr. Speaker, I am sub
mitting for the record the remarks of 
the Honorable Robert F. Wagner, former 
mayor of the City of New York and na
tional chairman of the All Americans 
Council of the Democratic National 
Committee, and a highly esteemed and 
distinguished member of the Demo
cratic Party. This address was delivered 
at the opening hearing of the Demo-
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cratic Policy Council and the All Ameri
cans Council and presents a compelling 
and forthright evaluation of the con
tributions which Democratic adminis
trations have made to this Nation over 
the years, with particular emphasis on 
the participation of the countries many 
ethnic minorities. I respectfully suggest 
that all interested members read the 
address. 
REMARKS BY HONORABLE ROBERT F. WAGNER 

On behalf of the All Americans Council of 
the Democratic National Committee, I am 
privileged to open this hearing on policy 
and pla-tform issues. 

This hearing is sponsored jointly by the 
All Americans Council of the Democratic 
National Committee, and the Ad Hoc Plan
ning Group of the Democratic Policy Coun
cil. I am glad to extend my personal welcome 
and greeting here today to Congresswoman 
Ella Grasso who is co-chairman of the Policy 
Planning Group which is co-sponsoring this 
hearing today and to Reverend Joseph Duf
fey, co-chairman of the same Policy Planning 
Group. 

I extend a warm welcome to everybody 
present and to all who will be with us during 
the course of this day. 

The sponsoring groups today are those 
arms and branches of the Democratic Party 
and the Democratic National Committee 
which are particularly concerned with the 
interests, hopes, aspirations and purposes of 
the ethnic groups in this country. 

Our presence here is an outgrowth of that 
powerful bond which has developed between 
ethnic America and the Democratic Party. 
There really can be no effective Democratic 
Party without the participation and support 
of the millions of Americans of foreign 
tongue, birth or descent. 

The purpose of these meetings is two-fold: 
first, to learn of the specific problems that 
ethnics face in a variety of areas from hous
ing to senior citizen services; and second, to 
develop recommendations for the remedy of 
these problems. 

At thils point let me emphaslize that our 
party has long had clear principles in world 
as well as in domestic affairs. But as far as 
the specifics of our party's national platform 
for 1972 is concerned, the door 1s wide open 
for contributions to the party platform 
through such proceedings as this hearing to
day. A summary wlll be made of these pro
ceedings and the views expressed will be 
weighed by those who will select and fashion 
the platform of the party guiding the next 
Democratic Administration scheduled to be
gin on January 20th, 1973. 

The last three years have provided us with 
a soil sadly enriched with Republican mis
management and callousness from which 
have sprung a variety of new ills to match 
the old ones that beset us. Since Richard 
Nixon came to the presidency, we have seen 
an Administration marked by grave inequi
ties, frequent indecision, unbelievable inept
itude. And ethnic America has ha.rvested a 
bitter burden: unemployment, poverty, mis
treatment of the aged and ill, and declining 
educational facilities. The rich diversity of 
America's ethnics has come to be viewed not 
as an asset, but as a simple census configura
tion to be ignored wherever possible and po
litically exploited wherever profitable. 

We are approaching the season of good 
cheer, festival and hope. 

Among our hopes a.nd resolves, as we ap
proach the new year, must be for a new 
regime in Washington. That would be a great 
gift for the American people to find in the 
Christmas stocking . . . a kind of gift cer
tificate, redeemable in January, 1973, prom
ising us a new deal, a fa.lr deal and an Amer
ica which can and will get moving a.ga.in, 
forward. 

The elephant is said to be an animal that 
remembers. Well, the Nixon Administration 
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has dropped the elephant. The elephant re
members too well. 

The Nixon Administration doesn't care to 
remember. It changes colors, principles and 
policies with the speed of lightning and with 
not the faintest hint of a blush of sha-me. 

I remember when the most sacred principle 
of the Republican Party was the balanced 
budget and the sound dollar. Well, where 1s 
that good old balanced budget? Mr. Nixon, 
among others, denounced the Democrats from 
every housetop for unbalancing the budget 
in order to feed the hungry and give jobs 
to the jobless, but there is nothing wrong 
with unbalancing the budget to subsidize 
business or to give tax rebates to corporate 
enterprise. 

But why the Democratic Party? What can 
the people expect from our party? 

There was a governor of New York State, 
the unsuccessful Democratic candidate for 
president against Herbert Hoover in 1928-
Al Smith was his name--who used to say 
"let's look at the record." So, let's look at the 
record. 

The record of the Democratic Party is a 
proud one, a record of creative initiative and 
bold action which, across the years has 
moved the nation and the world forward. 

What was the political party of that na
tional administration which first articulated 
and advocated the principle of self
determination? 

What was the political party of that na
tional administration which conceived and 
created the United Nations Organization? 

What was the political party of that na
tional administration which recognized the 
independence of Israel? 

What was the political party of that na
tional administration which advocated and 
provided military aid to Greece and Turkey 
and saved them from being subjected to 
communist rule? 

What was the political party of that na
tional administration which originally con
ceived, enacted and expanded Social 
Security? 

What was the political party of that na
tional administration which cancel ved Medi
care and Medicaid? 

What was the political party of that na
tional administration which took the first 
historic steps toward fair employment 
practices? 

What was the political par.ty of that na
tional administration which made the first 
comprehensive definition of civil rights as a 
national goal and purpose and did something 
about advancing toward that goal and fulfill
ing that purpose? 

The answer in each case to each of these 
questions is: The Democrtic Party! 

That is the record of the past, and the past 
is the best promise of the future . . . for a 
national administration which not only be
lieves but works for the future of and for 
America. A national administration that 
helps men and women to live with the dig
nity and security to which all are entitled is 
the only government that will capture the al
legience of Americans. 

The Republican party discovered the rich 
diversity of America's ethnic groups too late. 
Since discovering it, they have done too little 
on its behalf. 

The Nixon Administration seems not yet to 
have learned what most Americans already 
know: that political freedom is not possible 
without economic opportunity. Nor is it pos
sible for Americans to be truly free so long as 
the right to freedom from oppression and 
self-determination are denied to others. 

The Democratic Party is committed and 
must commit itself anew to programs which 
will advance the cause of justice and free
dom everywhere and which will give new 
thrust, meaning and power to the leadership 
of the United States in the cause of peace ... 
a just peace and a lasting peace . . . a peace 
of understanding and compassion which will 
advance the practice of freedom and social 
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and economic justice for all peoples 
everywhere. 

I trust that the proceedings today will 
result in a package of ideas that may soon be 
translated into action. I am certain that we 
shall leave at the end of the afternoon with 
fresh insights and fertile plans for the 
months ahead. With the vision to see the 
problems that beset us, with the honesty to 
detail what we see, and with the wit to cope 
with these adversities, we shall surely 
overcome. 

NEED FOR SAFETY REGULATIONS 
OF SCHOOLBUSES 

HON. WILLIAM S. BROOMFIELD 
OF MICHIGAN 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. BROOMFIELD. Mr. Speaker, last 
year more than 4,000 schoolchildren were 
reported to have received injuries while 
riding to and from their homes in buses. 
This is at best a minimum figure because 
many injuries are never reported. 

I am convinced that many of those 
injuries could have been avoided easily. 
Studies show that too often children are 
victims of the structural design of school
buses as well as the lack of basic safety 
features such as seat belts. 

We can remedy that situation. I am 
today introducing legislation to make 
sure that schoolbuses are as safe as possi
ble. The welfare of our children deserves 
no less than the best protection that we 
can provide. 

My measure directs the Secretary of 
Transportation to set safety standards 
which would require the installation of 
lap seat belts for every passenger. 

Presently, no State requires the use of 
seat belts in schoolbuses. That stands as 
a glaring inconsistency when compared 
with the mandatory installation of seat 
belts in all private automobiles. If the 
motivating factor behind legislating their 
use in cars was the desire to promote 
safety, and surely it was, then why have 
we ignored schoolbuses which carry mil
lions of our children each day. 

There is no logical explanation for this 
oversight. I know of no rationalization 
for the failure to require seat belts in 
buses. 

Clearly seat belts, in and of themselves, 
are not a panacea for the several thou
sand injuries received annually by 
school children. Nonetheless they are a 
beginning, a very positive, preventive 
step toward reducing the number and 
the intensity of many needless injuries. 

Mr. Speaker, this legislation goes be
yond seat belts to insure that the size 
and design of bus seats are such as to 
minimize the chances of injury. 

A recent report by the American 
Society of Oral Surgeons illlustrates just 
how important the design of seats is for 
the safety of passengers. During the past 
year over 1,300 children were injured 
when they were thrown against the seat 
in front of them. Often they were 
slammed against the metal bar which 
frames each seat. These bars pose an 
especially dangerouS threat to our 
children. 

Without seat belts, there is nothing to 
prevent young children from being 
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hurled forward against the metal bar
riers whenever the driver has to apply 
the brakes suddenly. Thus my measure 
would stipulate that seats be of sufficient 
height and padded to an extent so as to 
minimize injuries. 

By this simple change in the interior 
design of school buses over 1,300 in
juries would be eliminated. Mr. Speaker, 
until we act, each of those accidents will 
remain tragic and senseless for it is 
within our power to prevent them. 

I might add, Mr. Speaker, these pro
posed safety regulations are no more or 
no less than we presently require for 
commercial vehicles. I could not imagine 
anyone buying a car with metal bars 
rimming the passenger seats. They are 
obviously a threat to safety. 

These are only two areas where im
provement is most obviously needed. In 
order to insure that buses are continually 
maintained with and equipped with the 
latest safety features available, this bill 
would authorize the Secretary of Trans
portation to conduct research and test
ing on schoolbuses. 

Furthermore, the safety regulations 
ordered by this legislation and any addi
tional regulations prescribed by the De
partment of Transportation shall be 
required for all schoolbuses built after 
July 1, 1972. 

As for those buses now in operation, 
seat belts and improved design would 
become necessary by law after July 1, 
1973. Realizing that these structural 
changes may be a burden for some school 
districts, the Transportation Depart
ment will be entrusted with the neces
sary funds to pay in part or full for 
these required improvements. 

Mr. Speaker, if enacted into law, my 
bill would prevent many and possibly 
most of the injuries received each year 
by schoolchildren on their way to and 
from school. We know that more than 
25 percent of these accidents are the di
rect result of poor seat design. There is 
no way one can accurately estimate the 
number of accidents the use of seat belts 
would prevent. However, there is no dis
puting the fact that the number would 
be substantial. 

It is the knowledge that so many of 
these injuries can be prevented through 
the application of existing basic safety 
technology that makes many of these 
accidents the tragedies that they are. 
This bill will effectively reduce these 
needless tragedies and for that reason 
alone it is deserving of the earliest and 
careful consideration of the House. 

COMMUNITY FACILITIES AND 
SERVICES NEEDED 

HON. NICK BEGICH 
OF ALASKA 

IN THE SENATE OF THE UNITED STATES 

Wednesday, February 16, 1972 

Mr. BEGICH. Mr. Speaker, I have re
ceived copies of resolutions passed at 
the 59th Annual Grand Camp Conven
tion of the Alaska Native Brotherhood 
and Alaska Native Sisterhood, which 
express concerns about the lack of cer
tain community facilities and services. 
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The problems and concerns faced by 

the citizens of Angoon, Alaska, include 
the need for additional post office spaee, 
increased mail Mld air services and har
bor facilities a;nd ferry services. These 
problems are well expressed by the three 
resolutions that I wish to share with my 
colleagues by inserting them in the 
RECORD. 

The resolutions follow: 
RESOLUTION No. 59-10Q-71-HARBOR FACn.I• 

TIES SURVEY PRELIMINARY TO NEW BoAT 
HARBOR CONSTRUCTION AND FERRY SERVICE TO 
ANGOON 
Whereas: Angoon is a 4th class city of 500-

plus population, one elementary school hous
ing 126 pupils three churches; two active 
native organizations, one existing store With 
another in the construction stage, is located 
on AdmiraJ.ity Island, S.S.W. of Juneau and 
N .E. of Sitka, and 

Whereas: Angoon is the heart of the fish
ing industry in southeast Alaska namely near 
vlllages of Ka.ke and Tenakee, and the can
neries at Ghatam and Hawk Inlet, and 

Whereas: Salmon seiiJ.ers, trollers, halibut 
fishermen, blackcod fishermen, pleasure
seeking outboard boats and cabin cruisers 
pass by . and through Angoon, and 

Whereas: Angoon is situated on the ferry 
route from Juneau to Sitka, boats seek shel
ter, gas, water and supplies enroute to 
Juneau from Sitka and between other nearby 
communities. The City of Angoon harbors a 
resident :fleet of 20 salmon seiners, 6 salmon 
trollers, 18 cabin cruisers, 25 open boats and 
20 seiner power skips all valued at some 
$850,000. The home :fleet of Angoon is ade
quately accommodated at the existing boat 
harbor, from the standpoints of location and 
physical fa.c111ties. Visiting boats find them
selves in an awkward position in tying up to 
boats already overcrowded. The community 
of Angoon would greatly benefit by visits of 
the Alaska ferries which would result in 
lower shipping rates for large items and 
would provide increased reasonable passen
ger service to Sitka and Juneau. Visitors in 
turn would appreciate the chance to stop in 
one of the m.ore scenic hospitable areas in 
southeastern Alaska abundant in sport fish 
and wild game and tlingit lore and customs, 
and 

Whereas: All of the roregoing factors can 
favorably influence the economic develop
ment of the Angoon areas such as establish
ment of a cold storage plant, hand pack can
nery, boat shop, etc. 

Therefore: Be it resolved, that the Grand 
Camp does hereby submit an additional re
quest of the U.S. Army Corps of Engineers 
for a boat harbor, wharf, ferry landing sur
vey so that Angoon may benefit from the 
large volume of ferry and boat traffic in the 
area; and 

Therefore: Be it further resolved that the 
Honorable William A. Egan, Governor of 
Alaska, be respectfully requested to review 
and report plans of the State Department of 
Public Works as soon as possible to posstble 
ferry stops in Angoon and for the construc
tion of new harbor facllities. 

Therefore: Be it further resolved, that 
copies <Yf this be sent to the State Depart
ment of Public Works, U.S. Army Corps of 
Engineers, Office of Looal Affairs, Congress
men Stevens, Gravel, Begich, State Senator 
Meland, Tlingit & Hatda Central Council, 
Town Oouncil and Seaca.p. 

Adopted by the 59th Gra.nd Camp Conven
tion, Alaska Native Brotherhood, and Alaska 
Native SisterhOOd this 13th day of November, 
1971, Sitka, Alaska. 

RESOLUTION No. 59-102-71-AnDITIONAL POST 
OFFICE SPACE, ANGOON, ALASKA 

Whereas: The existing post office in Agoon 
is not large enough or structured so as to 
accommodate the ~nail which passes through 
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it, resulting in parcels being stacked on floors 
behind the postmistress counter, catalogs 
stacked in the outer area in front of the 
counter. And insufficient work space for the 
postmistress when handling mail, and 

Whereas: Most of the people of Angoon 
would prefer having mail boxes so they may 
get their mail without having to stand in a 
long line on mail days, and at their own 
convenience; 

Therefore: Be it resolved that the Grand 
Camp hereby requests the U.S. Post Office 
Department to program additional postal 
facilities for the City of Angoon, to include 
storage space, work space for personnel and 
individual rental mail boxes in addition to 
the regular delivery window. 

Therefore: Be it further resolved that 
copies of this be sent to the Postmaster Gen
eral, Congressmen Stevens, Gravel and Be
gich, Office of the Governor, Local Affairs 
Agency, State Senator Meland, Postmistress 
Ramona Kookesh, Central Council Tlingit 
and Haidas, Town Council a.nd Sea.cap. 

Adopted by the 59th Grand Camp Conven
tion, Alaska Native Brotherhood, and Alaska 
Native Sisterhood this 13th day of November, 
1971, Sitka, Alaska. 

RESOLUTION No. 59-101-71-INCREASED MAn. 
AND PASSENGER PLANE SERVICE TO ANGOON 
Whereas: Angoon, a 4th class city of 500-

plus population, one elementary school, 
housing 126 pupils, three churches, two ac
tive native organizations, and one existing 
store with another in the construction stage, 
receives mail service three times weekly, and 

Whereas: It takes from one to two weeks 
to receive an answer to a business letter, 
making the village unduly dependent on 
mail service in the ordinary conduct of its 
business, and 

Whereas: It is necessary for villagers to 
pay more than twice the cost of air fare in 
times of emergency when they need to char
ter into Sitka or Juneau for medical or other 
reasons, placing a burden on those persons 
least able to pay, and 

Whereas: Angoon does not have easy, rea
sonable access to radio, TV and newspaper 
communications which, coupled With liinited 
mail plane service, virtually cuts the village 
off from state and national affairs, and 

Whereas: The Inall plane makes extra runs 
on mall days to carry Inatl and passengers; 

Therefore: Be it resolved, That the Grand 
Camp hereby requests the U.S. Post Office to 
immediately investigate the postal service to 
Angoon and to increase mail service if an in
crease may be justified now or in the near 
future. 

Therefore: Be it further resolved, That 
copies of this be sent to the Postmaster Gen
eral, Congressmen Stevens, Gravel, and 
Begich, Office of the Governor, Local Affairs 
Agency, State Senator Meland, Postmistress 
Ramona Kookesh, Central Council Tlingit 
and Haida, Town Council and SEACAP. 

Adopted by the 59th Grand Camp Conven
tion Alaska Native Brotherhood and Alaska 
Native Sisterhood this 13th day of Novem
ber, 1971, Sitka, Alaska. 

ENACT MAKES EARTH DAY A YEAR 
ROUND THING 

HON. MARVIN L. ESCH 
OF MICHIGAN 

IN THE HOUSE OF REPRESENTATIVES 
Wednesday, February 16, 1972 

Mr. ESCH. Mr. Speaker, concern for 
the environment has become an "in" 
thing. Here in the Congress and through
out the Nation, one hears a great deal 
of rhetoric about the need for everyone 
to take part in preventing pollution and 
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cleaning up the environment. "Earth 
Day" each year draws huge crowds at 
programs around the Nation and special 
clean up projects which last for 1 day 
or 1 weekend have become popular pro
grams for community groups. 

In Ann Arbor, Mich., however, there is 
a group for whom the environment is 
more than a 1 day or 1 weekend thing. 
The Ecology Center and ENACT are 
groups of dedicated amateur environ
mentalists who have worked consistently 
and effectively over a 2-year period to 
improve the environment. Their activi
ties have ranged from the first "teach-in 
on the environment" held at the Uni
versity of Michigan which attracted 
more than 35,000 participants to re
cycling campaigns to a demonstration 
organic garden. 

These dedicated citizens can serve as 
an excellent example to all of us in fol
lowing up our rhetoric with action. I am 
proud of their record of accomplishments 
and know that other Members of Con
gress will join me in applauding their 
dedication. The January issue of Ameri
can Education ran an excellent story on 
the accomplishments of ENACT and the 
Ecology Center and I include that article 
at this point in the RECORD: 

"EARTH DAY" YEAR AROUND 
(By Judith Serrln) 

When shadows fell on Earth Day 1970, 
thousands of people doubtless picked up their 
"Give Earth a Chance" placards and their 
souvenir packets of organic wheat germ and 
went home, there to pop open a nonreturn
able can and wonder when somebody would 
do something. 

Not so in Ann Arbor, Michigan, where a 
dedicated group of amateur ecologists really 
are giving Earth a chance. By now they have 
logged nearly two years of "earth days" which 
they measure in thousands of glass bottles 
and hundreds of pounds of newspapers col
lected for recycling, and in piles of tomatoes, 
onions, and pumpkins grown without the 
help of chemical fertilizers and insecticides. 

The group is the Ecology Center, Inc., and 
it has won the reputation of being an effec
tive, hard-working environmentalist orga
nization in this charming, wooded town, 
home of the prestigious University of Michi
gan, 40 miles west of Detroit. 

"A lot of people will do something once 
for the fun of it," says a somewhat surprised 
resident of the city, "but these have stayed 
at it week after week. By now the fun must 
have worn off. And still they're at it." 

Make no mistake, the Ecology Center is a 
business now, complete with slick annual 
report, a paid staff, and operating expenses 
of $3 ,000 a month. The business is survival. 

"In a sense it can be said that the interest 
in ecology and the environment is dying 
down," says Mike Schectman, the center's 
engaging young director. "The glamor is gone 
now. The flag-waving is ended. It's now time 
for hard work, and in many ways it's time 
also for a new point of view. 

"A lot of people who are interested in this 
kind of thing have a casual lifestyle and they 
want to do things that way. As much as .I 
might agree with the lifestyle"-and he looks 
the part, with sandals, bluejeans, and mus
tache-"the job to be done has got to come 
first." 

The center is a spinoff of a. group called 
ENACT (Environmental Action for Survival), 
which organized in September 1969 a.nd six 
months later staged a highly successful en
vironmental teach in-the first in the 
Nation-at the University of Michigan. More 
than 35,000 people attended a. series of lec
tures, "hearings," and workshops. 

Rather than quit after one shot, ENACT 

• 
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continued to bring in environmental speak
ers, sponsored a cleanup of the Huron River, 
which runs through Ann Arbor, worked with 
companies urging antipollution and recycling 
efforts, and supported State and local en
vironmental legislation. The Ecology Center 
was founded in May 1970 to concentrate on 
coordinating the educational (and therefore 
tax-exempt) aspects of enVironmental issues. 

Come to the organic garden for down-to
earth proof that _environmentally sound 
action does work. 

Come fairly early on a fall morning, say 
at eight o'clock, before the dew wears off, 
and you'll see a slender coed sprinkling flour 
on the leaves of the zinnia plants. When the 
sun comes out stronger, the bugs trapped in 
the flour will be baked and eliminated. 

Later in the day a housewife will stop by 
to spread some grass clippings as a mulch, 
taking time off from a community organic 
garden she herself started at the apart
ment complex where she lives. A dairyman 
from outside Ann Arbor regularly hauls in 
manure. A retired farmer, now living in town, 
stops by to share his experience and know
how. Patients from the nearby Veterans Ad
ministration hospital come over, for the sun 
and the conversation and just for something 
to do. A class of restless school children is 
shepherded through the garden by a deter
mined teacher who encourages the young
sters to go home and tell their parents to 
"stop using DDT." 

About a hundred persons a day come to 
the garden, some just to look, some to 
work, some willing to help out. Many seem to 
gain a sense of renewal. "On those days when 
things are going poorly," says one graduate 
student, "I go out to the organic garden and 
dig some holes." 

The concept of community gardens, and 
organic ones at that, is not new; after all, 
the Pilgrims had one at Plymouth Rock 
when the Indian chief Squanto clued them 
to drop an alewife-a food fish of the herring 
family-into each hill with their kernels of 
corn. But in the 1970's the gardens serve a 
new purpose-environmental education. The 
emphasis is not on what you plant, or even 
on how much you reap, but on how, exactly, 
does your garden grow. 

Armed with a U.S. Office of Education 
community environmental education grant 
of nearly $10,000 under the Environmental 
Education Act of 1970, the Ecology Center 
is using the garden as the prime means of 
spreading its secrets of living with the 
earth-the message of a flower in every pot, 
a compost pile in every back yard. 

The University of Michigan donated the 
use of seven acres of land-part of its bio
logical gardens-for three years, with the 
promise that the arrangement could be con
tinued if the project proved successful. The 
UM Institute of Environmental Quality pro
vided a $5,000 grant, which went !or tools, 
seeds, fences, and a shelter. Most seeds were 
donated by dealers; the bees came from a 
local beekeeper, manure from area farms. 

A community dig-in got the garden under 
way. The initial planting included several 
hundred kinds of flowers, many fruits, about 
30 kinds of vegetables, and several herbs. The 
goal is to raise everything that can possibly 
grow in Michigan. More plants will be added 
next year, and mushrooms will be grown in 
a root cellar. 

During the growing season the garden is 
open !rom 8 a.m. to 6 p.m. daily, with either 
the garden manager, John Remsberg, or 
an assistant on hand to lead tours or simply 
give information to the visitors. "Many peo
ple who visit the garden can't even recog
nize a tomato, let alone zucchini," says 
Remsberg. 

During the approaching season he plans to 
stress the educational aspects of the garden, 
through pamphlets, displays, and better signs 
to identify the plants, the mulches, and the 
a.ntipest processes bet:n.g used. 
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"There's no skill or knowledge involved in 

throwing on pesticides," says Remsberg, "but 
if you're going to get along without them 
you have to get a pretty good handle on 
the process of nature." 

The first rule of organic gardening, ac
cording to Remsberg, is that no chemical 
pesticides of any kind can be used, a kind 
of open invitation to the almost innumera
ble insects and diseases that pervade the 
plant kingdom. "We often had to resort to 
the most simple methods of insect control," 
he says, "like picking them off." In time 
the center's gardeners learned how to bake 
bugs in flour and how to crush garlic and 
spray it on leaves to elimlnate the aphids. 

They have also explored the more sophisti
cated process of making the garden uninvit
ing to touring pests-dipping extensively, 
Remsberg says, into "the area of old wives' 
tales." 

Beans were planted next to potatoes, the 
beans somehow repelling the potato bug and 
the potatoes in turn repelling the Mexican 
bean beetle. In the same way, asparagus was 
paired with tomatoes and potatoes with 
marigolds. 

A far more subtle and complex solution 
to the pest problem involves altering the 
ecological balance of the garden. This ap
proach calls for introducing a plant that is 
a natural host for the kind of bug that 
preys on the kind of bug that eats, for 
instance, carrots. The process is complicated, 
Remsberg says, a true tampering with nature 
and not to be used lightly for it can backfire. 

It was from this same kind of reasoning, 
to cite one example, that jackrabbits were 
introduced into Australia in 1788 to curb a 
rampantly spreading cactus growth. The 
rabbits devoured the cacti all right. Trouble 
was that they prospered so mightily that 
their increased numbers became a menace 
to Australia's valuable commercial crops and 
plants. 

A second rule in the organic garden is a 
prohibition against chemical fertilizers
their place being taken by grass clippings, 
pine needles, wood chips, and manure. 

A third rule is proper planting, which in 
turn involves proper planning. Tall plants 
should be located in such a way that they 
don't block out the sun for the shorter ones. 
Other plants should be arranged to provide 
shelter from the wind. Plants that mature 
quickly should be placed where a second crop 
can grow in the same space. 

William Kopper, the first director of the 
Ecology Center and now program coordinator 
of the community environmental education 
project, is seeking to extend these concepts 
into the community at large, with an em
phasis on many small gardens in different 
neighborhood sites. Tenants in the Pontiac 
Heights housing complex started such a gar
den last summer (with something less than 
complete success, since organic gardening is 
not a simple business) , and several school 
sites are planned. 

Kopper quit the job of the centers' director 
to take his new post because, he says, "It 
seemed to me I was spending all my time just 
doing administrative work. I was getting worn 
out attending meetings." 

First there was the problem of stirring up 
public interest-and action. Then came the 
challenge of trying to impose a sense of dis
cipline and instill understanding of the 
center's purposes and also its limitations. For 
a time many people seemed to regard the 
center's office, an old brick building near 
downtown Ann Arbor, as a kind of dump, and 
the front steps soon became littered with 
bottles, cans, and garbage. The more funda
mental problem is money. "I think that's na
turally assumed," says Kopper. The center 
sells books, bumper stickers, and buttons, and 
holds fund-raising walkathons, but the in
come just doesn't seem to have the staying 
power of the outgo. 

The earliest, most successful, and most 
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profitable venture of the center is its recy
cling efforts, which have now expanded from 
glass bottles to include cans, newspapers, 
compter paper, and computer cards. Thou
sands of people have hauled their cast-offs to 
shopping center pickup points, some driving 
as far as 60 miles, bringing in more than 
30 tons of glass a week. 

In a six-week pilot garba.ge-collect ion proj
ect, the center asked residents in two sections 
in Ann Arbor to put recyclable trash out for 
pickup a day before their regular garbage 
day. Collecting it proved ·to be no problem, 
since fewer than 30 percent of the house
holders cooperated. Still, the center staff feels 
that with more drum beta.ting the level of 
cooperation could be raised to the point that 
such an enterprise might even make money 
for the city. 

In any case, on the whole the Ecology Cen
ter must be counted a success, and director 
Schectman mentions three basic factors in its 
achievemeillts. One is its location. As a un1-
versity community. Ann Arbor has an un
usually large number of well-educated people 
who are aware of the environmental crisis 
confronting the world and anxious to do 
something about it. Says Schectman, "There 
are a lot of people, especially students, who 
want something to show for their efforts. 
And there's something very concrete about 
10,000 pounds of glass recycled each day." 

A second important mov~d Schectman 
suggests that other interested in launching 
a similar ecology operation follow suit-was 
to form an alliance with such established 
environment-oriented organizaltions as the 
Sierra Club and Zero Population Growth. 
The Ecology Center Communications Council 
in Washington, D.C., can provide information 
about other groups across the country. 

Kopper says a third requirement is the 
development of innovative, educational ac
tivities that serve clear and substantial pur
poses. "I suppose that the biggest problem in 
a center such as ours," he says "is that of 
maintaining people's interest and that means 
getting them involved." Thus the Ecology 
Center sponsors a "LiVing with the Earth" 
seminar series that regularly draws 200 people 
a. lecture; it publishes brochures on organic 
gardening and other environmental topics, 
stages enVironmental film festivals, and pro
duces a radio show called "Earth Watch." 

And so, day in and day out, the Ecology 
Center goes about its business. Schectman 
and Kopper hope that other people in other 
ct.ties will form simillar enterprises. As they 
and their colleagues say in the center's guide 
to oi tizen action: 

"We all must act, even if the action is only 
in our own back yards." 

BILL TO AUTHORIZE THE LITI'LE
TON FLOODPLAIN PARK 

HON. DONALD G. BROTZMAN 
OF COLORADO 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. BROTZMAN. Mr. Speaker, I am 
today introducing legislation which 
would allow the Army Corps of Engi
neers to participate with the city of 
Littleton, Colo., in developing a flood
plain park in connection with the Chat
field Dam and Reservoir project now 
under construction. It is my hope that 
the authorization contained in this bill 
can be included in omnibus flood control 
legislation now under consideration in 
the Public Works Committee. 

There is existing authorization for the 
construction of a relatively straight and 
deep channel to carry high discharges 
down the South Platte River following 
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the closure of Chatfield Dam in late 1973. 
Under my bill, the corps would be able 
to utilize channelization funds for the 
acquisition of lands necessary to make 
the floodplain park a reality. The area
which encompasses some 475 acres and 
the first two miles of the proposed 6.4 
mile channelization-would be r.3tained 
in a wild state as a natural park. Dur
ing periods of high water, the park sim
ply would be closed and the South Platte 
River could spread out of its current 
channel with little or no damage. 

Last November, Mr. Speaker, the peo
ple of the city of Littleton evidenced 
their overwhelming support of the pro
posal by approving a $400,000 bond issue 
for a local match in the development of 
the park. This amount, incidentally, ob
ligates Littleton to the limit of its legal 
indebtedness. 

Virtually every conservation organi
zation in the State of Colorado has en
dorsed this project. Also, the State's 
water and conservation officials support 
it. In fact, the Littleton plan, which has 
been developed with great care and 
thought by local officials, embodies a 
very futuristic concept of floodplain 
management, providing both protection 
frcm flood damage and a precious herit
age of relaxation and recreation for the 
people of not only Littleton, but the 
entire metropolitan Denver area. 

It seems appropriate that Congress 
should, through this relatively small 
change in the Chatfield authorization, 
facilitate the building of the Littleton 
floodplain park. I would point out that 
time is short, inasmuch as the land for 
the park should, if at all possible, be 
acquired prior to the closure date for 
the Chatfield Dam. Either the channel 
or the floodplain park should be re
garded as part and parcel of the overall 
Chatfield project. 

Last month, I assisted Littleton city 
officials in presenting their plan to the 
Corps of Engineers and the Office of 
Management and Budget. I was pleased 
to note the agencies' general sympathy 
with the philosophies inherent in the 
Littleton plan. However, questions were 
raised about the legality of utilizing the 
existing authorization-which narrowly 
defines the corps role below the Chat
field Dam-for the floodplain park. The 
bill I am today introducing, Mr. Speaker, 
resolves those questions in a way con
sistent with the needs and desires of 
the people most directly affected by the 
Chatfield flood control project. I urge 
either its passage or its inclusion in the 
omnibus flood control bill. 

MAN'S INHUMANITY TO MAN
HOW LONG? 

HON. WILLIAM J. SCHERLE 
OF XOWA 

. IN THE HOUSE OP REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. SCHERLE. Mr. Speaker, a child 
asks: "\Vhere is daddy?" A mother asks: 
"How is my son?" A wife asks: "Is my 
husband alive or dead?" 

Communist North Vietnam is sadis-
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tically practicing spiritual and mental 
genocide on over 1,600 American pri
soners of war and their families. 

How long? 

BLACK HISTORY WEEK 

HON. GLENN M. ANDERSON 
OF CALIFORNIA 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. ANDERSON of California. Mr. 
Speaker, the black man's history in the 
United States, although often neglected 
in our history books, is one of great 
achievement and accomplishment. The 
record shows that black men and women 
have been in the forefront of our prog
ress as a Nation. Whatever our history 
has been; whatever our future brings; 
the black man has made outstanding 
contributions toward making this world 
a better place to live. 

This week, February 13 through Feb
ruary 19, is Black History Week-an 
occasion which has been observed in Los 
Angeles for a number of years. In view 
of this observance, I would like to take 
a few moments to recount just a few of 
the accomplishments of these Americans 
whose participation in our Nation's de
velopment began in 1619. 

Due to the publicity and public adula
tion received by sports heroes and celeb
rities, the accomplishments of black 
athletes, musicians, and singers have 
often overshadowed the accomplishments 
of black scientists, inventors, educators, 
businessmen, and religious leaders. 

However, throughout the history of the 
United States, the black American has 
made his mark and helped determine the 
outcome of events. Thus, any history of 
America must include black Americans. 

Jean Baptiste Point DuSable, a black 
pioneer, founded the settlement of Chi
cago. Another black pioneer, Matthew 
Henson, was with Adm. Robert E. Perry 
when he discovered the North Pole in 
1907. 

Some 5,000 Negroes served in the Con
tinental Army and Navy during the 
American Revolution. The first Ameri
can to die in the cause of freedom was 
Crispus Attucks, a black man shot by the 
British at the "Boston Massacre" in 
1770. 

Nearly a quarter of a million black 
soldiers and sailors served in the Union 
forces during the Civil War. Twenty of 
these men were recognized for valor and 
received the Nation's highest medal for 
heroism-the Congressional Medal of 
Honor. 

There were more than 5,000 black 
cowboys in the Old West. A black man, 
Bill Pickett, invented the art of ''bull
dogging." James P. Beckworth was a 
black frontiersman who excelled in trap
ping and hunting. 

The first black physician in America 
was James Derham, who established a 
prosperous medical practice in Philadel
phia. The first doctor to perform open 
heart surgery was black-Dr. Daniel 
Hale Williams. 

Dr. Charles Drew, a black surgeon, in-
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vented the blood bank and became the 
world's greatest authority on blood 
plasma. 

The achievements of Booker T. Wash
ington and George \Vashington Carver 
are well known to students, but how 
many Americans have read the works of 
Alexander Dumas, the author of "The 
Count of Monte Cristo," and realized that 
he was of African descent, as was Samuel 
Coleridge-Taylor, and Alexander Jush
kin. Black Americans such as Paul Lau
rence Dunbar and Charles Waddell 
Chestnutt have left their mark in the 
literary annuals of America. 

Black men have prospered in the field 
of business. C. C. Spaulding developed an 
insurance company that had assets 
worth $33 million when he died. S. B. 
Fuller set up a firm in Chicago that 
manufactures toiletries and cosmetics 
and distributes them by door-to-door 
salespeople. The Fuller Products Co. is 
one of the largest black -owned busi
nesses in America. 

Leaders in the movement for civil 
rights have admired such leaders as 
Frederick Douglass, and, of course, the 
outstanding leader, the late Martin 
Luther King, Jr. 

The residents of Los Angeles know the 
fine architecture of Paul Williams, who 
designed the Beverly Wilshire Hotel, a 
Saks Fifth A venue store, office buildings, 
and mansions. He ranks high among 
architects of the world. 

The list of accomplishments by black 
men and women in the sports and enter
tainment field is endless. 

The steps that have been taken toward 
the goals and the quality of life which we 
all seek have been made by Americans of 
all races. Let us never forget those giant 
steps made by black men and women, 
and let us take pride in the rich heritage 
which has been left to us and to future 
generations by the black pioneers. 

NATIONAL BEAUTY SALON WEEK 

HON. J. EDWARD ROUSH 
OF XNDIANA 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. ROUSH. Mr. Speaker, today we are 
in the middle of National Beauty Salon 
Week, which is being celebrated by more 
than 60,000 members of the National 
Hairdressers' and Cosmetologists' Asso
ciation, Inc. 

I would like to congratulate the mem
bers on this commemorative week. 

I would also like to bring National 
Beauty Salon Week to the attention of 
my colleagues. 

February 13-19 marks the 22d cele
bration of National Beauty Salon Week. 

A number of activities are scheduled 
throughout the week in communities 
across the Nation. The theme for this 
year is "Fashion-1972." In addition to 
hundreds of fashion presentations, radio, 
and television programs, queen contests, 
parades, and special events, NHCA mem
bers will take this opportUirity to pro
vide personal beauty services to the many 
institutionalized women throughout the 
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country. This special community service 
has long been a tradition during National 
Beauty Salon Week. 

The creative efforts of the more than 
1,100 affiliates participating in NBSW 
programs across the country will be 
judged as part of the annual NBSW na
tional awards program. Winning entries 
will be announced during the NHCA Na
tional Convention, July 22-26, in Palm 
Springs, Calif. 

The Indiana Hairdressers' and Cosme
tologists Association, Inc., has brought 
this week to my attention and I would 
like to wish them the best of success in 
their activities during this week. 

NATIONAL COUNCIL OF CHURCHES 
TO LOBBY FOR FORCED BUSING 

HON. JOHN R. RARICK 
OF LOUISIANA 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. RARICK. Mr. Speaker, approval of 
forced busing of schoolchildren to 
achieve racial balance by the National 
Council of Churches at its meeting in 
Charlotte, N.C., last weekend was 
strengthened by their statement that 
they would lobby their position with the 
President and the Congress to oppose 
moves to stop the busing. 

This political action by a tax-exempt 
so-called religious foundation should 
serve as further proof to the Internal 
Revenue Service that the National Coun
cil of Churches is more oriented toward 
the political, racial, and revolutionary 
aspects of society than to the religious. 
The quality of mercy is indeed strained 
to continue to grant such an organization 
tax-exempt status on religious grounds. 

I include related newsclippings, docu
mentation on the National Council by 
Research Associates, and excerpts of the 
Year Book of American Churches listing 
the Intemational Council of Religious 
Education membership-which was 
taken over by the Division of Christian 
Education of the National Council of 
Churches in 1950-the list of the officers 
of the National Council of Churches in 
1952, and a report of the founding of the 
National Council of Churches from the 
National Council Outlook of January 
1951 to follow at this point: 
(From the Washington Star, Feb. 2, 1972] 
BUSING AMENDMENT BACKERS, PRESIDENT 

CoMPARING VIEws 
Congressional sponsors of a constitutional 

amendment designed to halt busing to 
achieve racial balance in the schools hope to 
win President Nixon's support at a White 
House meeting today. 

Nixon arranged the meeting last week and 
8lt the same time dis-closed he is looking for 
some method to bring the federal courts' 
busing decisions into line with his views. 

His longstanding opposition to busing for 
the purpose of racial balance is being under
out by the courts, he said, and since they are 
acting on constitutional grounds, a consti
tutional amendment to curb such rulings 
might be the answer. 

In contrast, the National Council of 
Churches, meeting in Charlotte, N.C., last 
night asked Nixon and the Congress to oppose 
all attempts to amend the Constitution to 
prohibit busing. 
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ONLY TWO "NO" VOTES 

There were only two dissenting votes out 
of about 105 board members who voted on 
the resolution, Star staff writer William Wil
loughby reported from Charlotte. 

Dr. Cynthia Wedel of Alexandria, Va., presi
dent of the council, sent a telegram to Nixon 
saying that the basic issue is not busing, but 
providing a means to desegregation and qual
ity education for all students that is at stake. 

There are about 28 different constitutional 
amendments pending in the House and Sen
ate which seek to halt busing to achieve 
racial balance. The four senators and three 
representatives Nixon invited to the White 
House for today-two of them Virglnlans
are backing one that would make it uncon
stitutional to assign a public school student 
to a particular school because of his race. 

It seeks to use the logic of the Supreme 
Court's original 1954 desegregation decision, 
which outlawed assignments to a particular 
school on the basis of race as a means of 
achieving segregation, to prevent assignments 
outside a neighborhood school district for the 
purpose of integration. 

A presidential endorsement of the amend
ment, if forthcoming, would give a strong 
boost to a move that began in the House last 
fall to bring it to a quick vote by getting 218 
members to sign a petition. After an early 
rush of support the effort has been lagging, 
and the petition now has 142 signatures. 

CHURCHES' STAND 
The Council or Churches resolution said 

the anti-busing measures "can serve only .to 
hamper desegregation, debase the quality of 
education at the human level, and delay the 
attainment of equal educational opportu
nities for all children in this country." 

The resolution was presented by Dr. Carl 
W. Tiller of Washington, one-time president 
of the American Baptist Convention. The 
council is composed of 33 Protestant, Anglican 
and Eastern Ort hodox communions. 

Tiller's resolution said that the absence of 
integrated education "not only deprives all 
children of a rich and rewarding educational 
experience but works psychological damage 
children." This, the item maintained, pre
cludes quality education for all involved. 

Dr. Wedel said the councils action was not 
an indiscriminate endorsement of busing as 
a mandatory policy everywhere in the United 
States, "but we don't want it to be a situation 
where busing to obtain balance and quality 
education is prohibited." 

A United Methodist board member from 
Shreveport, La., who voted against the resolu
tion, said a majority of blacks in that city 
oppose busing because they prefer their own 
neighborhood schools. 

A Negro board member stood to his feet and 
retorted. "We've got a lot of backward, igno
rant and honkified black people, but that 
doesn't mean that a majority of us are going 
to sit back and accept poor education." 

[From the Washington Star, Feb. 13, 1972] 
IRS ATTACKED BY COUNCIL OF CHURCHES 

(By William Wllloughby) 
CHARLOTTE, N.C.-The National Council of 

Churches, the subject of recent probes by the 
Internal Revenue Service because of its polit
ical and sooial activities, yesterday de
nounced government interference in religious 
activities. 

A resolution passed by the general board 
of the council, which represents 33 Protestant, 
Anglican and Eastern Orthodox churches, 
said churches should not have to pay the 
price of silence in national affairs to be elig
ible to qualify for tax exemption. 

A report to the boa.rd by Dean M. Kelley, 
the NCC's expert on governmental relations, 
said there were about 15 known instances in 
the last 18 months where the IRS subpoenaed 
the books of church agencies or denomina
tions, including those of the NCC. In each 
case the IRS indicated the problem was that 
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t he groups were using tax exempt funds for 
political activity. 

TAX STATUS THREATENED 
The IRS threatened the Episcopal Church 

that it would lose its tax exampt status if 
funds it voted for students on American 
campuses act ually were used for political 
purposes. Some organizations, not churches 
but predominantly religious in their out
reach, lost their tax-exempt stat us. 

The NCC resolution affirmed that "speak
ing out on public issues can be and for us is, 
part of the 'free exercise of religion' pro
tected by the 1st Amendment." 

The resolution said that when the govern
ment grants tax exemptions to church bodies 
which are silent on public issues, while deny
ing or threatening to deny such exemption to 
those which are not silent, it is discriminat
ing for the former and against t he latter in 
violation of the prohibition against "an es
tablishment" of religion. 

ms INTIMIDATION ALLEGED 
One church spokesman, James Christ ison, 

execut ive secretary of the American Bapt ist 
Missionary Society, said that when the IRS 
agents came t o his office recently and de
manded that the mission's books be turned 
over to them he refused, "under threat of 
imprisonment." 

Kelley's report indicated that it might be 
an invalid conclusion to say that there is a 
government conspiracy against the activist
oriented churches and their agencies. 

He said it appears more to be "a spon
taneous confluence of many concurrent im
pulses on the part of middle-echelon officials 
to clamp down on all assorted deviations and 
impertinences, whatever their sources." 

But he blamed the churches themselves 
for allowing the probes to go as far as they 
have. He said that many officials kept silent 
about the IRS practices at first for fear that 
the good name of the churches might be 
jeopardized because the public would think 
the churches were acting improperly. Many 
thought the audit was something happening 
to them alone. 

PROBLEM SUMMED UP 
Kelley said tax exemption is an increas

ingly troublesome church-state problem. He 
asked: 

"Can the government under our Constitu
tion prohibit, burden, regulate or penalize 
the efforts of the churches to carry out their 
mission if it takes them into the arena. 
which the government considers political ?' • 

The resolution pointed to what the NCO 
and many of its members considered to be 
an anomaly in the American civic situation. 
"It is ironic that the Internal Revenue Code 
has .. . become a bar to effective collective 
action by these groups (churches) most 
likely to serve the public interest while 
great corporations organized for profit, in 
determining their taxable income, can de
duct as 'cost of doing business' the expense 
their extensive lobbying efforts, which are 
usually designed to advance their own pri
vate interests. 

"Labor and trade associations, too, can 
mount vigorous lobbying efforts without the 
loss of tax exemption, financed largely by 
dues (which are tax-deductible} rather than 
by contributions (which, in their case, are 
not)." 

CHURCH GROUP ASKS RHODESIA EFFORT 
AucKLAND, NEw ZEALAND.-The executive 

committee of the World Council of Churches 
has recommended that Britain begin new 
negotiations with Rhodesia, with blacks par
ticipating, in the event the proposed settle
ment between the two countries proves un
acceptable to a majority of Rhodesians. 

The committee adopted a resolution yes
terday calling on Rhodesia to release na
tionalist leaders who were arrested for their 
opposition to the proposed settlement, and 
calling on Britain to declare Its responsibil-
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lty for Rhodesia. until all Rhodesians achieve 
full poll tical rights. 

NATIONAL COUNCIL OF THE CHURCHES OF 
CHRIST IN THE UNITED STATES OF AMERICA 
The Constituting Convention held in 

Cleveland, Ohio, November 28, 29, 30 and 
December 1, 1950, which set up the National 
council of the Churches of Christ in the 
United States of America was a monstrous 
hoax; the biggest fraud ever perpetrated upon 
any civilization. 

The massive networks of the long dis
credited Federal Council of the Churches of 
Christ in America, and TICORE, The Inter
national Council of Religious Education 
maneuvered the hoax. The pomp, parading, 
and praying decoyed and deceived many good 
Christians to accept the "front" for TICORE 
which had been planned and plotted since 
1938. ' 

TICORE emerged as The Int 1 Sunday 
School Council of Religious Education !rom 
the Int'l s. s. Association and the Sunday 
School Evangelicals in 1922. Its first General 
Secretary was Hugh G. Magill, LL.D., a field 
secretary of the National Education Associa
tion of the United States. J. L. Kraft of 
Illinois, Rev. Arlo A. Brown and Dr. Luther 
A. Weigle participated. 

Dr. Luther A. Weigle was chairman of the 
Planning Committee for the National Council 
of Churches which grew out of a Joint Com
mittee (1940) representing TICORE and the 
Federal Council of Churches and some inter
related agencies of TICORE. 

When the NCO was set up in 1950, the 
administrative frame-work of TICORE and 
the FCC moved into the policy and prop
aganda positions. To be sure there were 
some minor changes but the top echelon of 
the NCO consisted of 98 % of the "old guard" 
of TICORE and the Federal Council of 
Churches. 

For example, Dr. Samuel McCrea Cavert, 
General Secretary of FCC was General Secre
tary of NCO. Roy G. Ross, Gen. Sec'y of 
TICORE became Associate General Secre
tary of NCO. Earl F. Adams, executive secre
tary of the Planning Committee for NCC 
became administrative secretary of NCO. The 
Division of Home Missions, NCO, was made 
up of members of the Home Missions Council 
of America., a related agency of TICORE and 
an inter-council agency of FCC. The Division 
of Christian Education of NCO was 90% 
TICORE Staff. 

Among the participants of TICORE, 1950, 
who had left-liberal-radical affiliations were 
Robert J. Havichurst, G. Bromley Oxnam, 
Dr. Arlo Ayres Brown and Bishop William 
J. Walls. Havighurst was included in the 
"List of Most Typical Sponsors of Front 
Organizations," Senate Document 117, 84th 
Congress, 2d Session, page 94. 

Of the nearly 815 denominational elected 
representatives to the Convention, less than 
180 were selected to serve on the Conven
tion and Council committees or staff. In fact 
the controlling clique of the Constituting 
Convention and the so-called National Coun
cil of Churches consisted of less than 400 
individuals. The NCO's General Board of 
95 denominational appointments was rep
resented by only 33 of Lts members in ap
pointed or elected posttions at the Constitut
ing Convention. 

Dr. Weigle, Bishop Ox.nam, E. Fay Camp
bell, Gardiner M. Day, Harold Fey•, Walter 
M. Horton and Charles Clayton Morrison, 
listed as participants in the Constituting 
Convention were members of the National 
CommM!tee of the National Religion and 
Labor Foundation, 1933, which was orga
nized in 1928 ". . . to propagandize the 
New Social Order (socialism and commu
nism) within the CSitholic, non-Catholic and 
Hebrew Churches," Calif. Senate Investiga-

*Fey did not attend the convention. 
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ing Committee on Education, 14th Report, 
1956, p. 159. A. J. Muste, a member of the 
executive Committee on NRLF, 1933, was a. 
"visiting delegalte" at the 1950 NCO Conven
tion. 

Documented and distributed by: Re
search Associates, 535 South Irving Avenue, 
Tucson, Arizona. 85711. 

1949 EDITION: YEARBOOK OF AMERICAN 
CHURCHEs--NINETEENTH ISSUE, BIENNIAL 

(Edited by George F. Ketcham under the 
auspices of the Federal Council of the 
Churches of Christ in America) 

INTERNATIONAL COUNCIL OF RELIGIOUS 
EDUCATION 

Office: 203 N. Wabash Ave., Chicago 1, Til. 
Officers: Pres., Harold E. Stassen; Chmn., 

Paul Calvin Payne; Vice Chmn., Nevin C. 
Harner; Treas., J. L. Kraft. 

Staff: Gen. Sec., Roy G. Ross; Asso. Gen. 
Sec. in Edu. Program, Gerald E. Knoff; Asso. 
Gen. Sec. in Bus. & Pub. Rel., Ph111p C. Land
ers; Ed., International Journal of Religious 
Education, Percy R. Hayward; Man. Ed., In
ternational Journal of Religious Education, 
L1llian Williams; Dir. Leadership Ed. & Ch. 
Sch. Admin., Lee J. Gable; Dir. Lesson Stud
ies, Mildred A. Magnuson; Dir. Field Admin., 
John B. Ketcham; Dir. Children's Work, Mrs. 
Alice L. Goddrard; Dir. Young People's Work, 
Isaac K. Beckes; Asso. Dir.in Research, Helen 
F. Spaulding; Dir. Adult Work & Family Ed., 
Richard E. Lentz; Dir. Ed. Evangelism, Harry 
H. Kalas; Dir. Wkda.y Rellg. Ed., Erwin L. 
Shaver; Dir. Va.c. Rel. Ed., Ruth Elizabeth 
Murphy; Dir. Ecumenical Ed., Paul G. Ma.cy; 
Dir. Audio-Visual & Radio Ed., Pearl Rosser; 
Dir. Dept. English Brble, John C. Trever; 
Exec. Sec. of Old Testament Section of Stand
ard Bible Committee, Fleming James; Dir. 
Laymen's Crusade for Christian Ed., Richard 
B. Smith; Dir. Public Relations, Lemuel Pet
ersen; Bus. Asst. to Gen. Sec., Clark L. Sny
der; Office Manager, Helen F. Kindt; Adm. 
Asst. to the Gen. Sec., Mrs. Orville M. Smith. 

Constituents-Denominational 
Advent Christian Church: Board of Religi

ous Education, Sec., Rev. (Mrs.) Susie W. 
Davis, 615 Randolph St., Charleston 2, W. Va. 

African Methodist Episcopal Church: De
partment of Christian Education, 414 Eighth 
Avenue, South, Nashville 4, Tenn., Dr. Sam
uel S. Morris, Sr. 

African Methodist Episcopal Zion Church: 
Christian Education Department, 128 East 
58th St., Chicago 37, Ill., Sec., Dr. James W. 
Eichel berger. 

American Lutheran Church: Board of 
Parish Education, 57 E. Main St., Columbus 
15, 0.; Dir. of Parish Ed., Rev. R. A. Vogeley. 

Associate Reformed Presbyterian Church: 
Dir. of Relig. Ed. & Young People's Work, Rev. 
E. Gettys, Due West, S. C. 

Augustana Evangelica.I Lutheran Church: 
Board of Parish Education, 2445 Park Avenue, 
Minneapolis 4, Minn.; Exec. Dir. of Parish 
Ed., Rev. Lael H. Westberg. 

Baptist Federation of Canada: 223 Church 
Street, Toronto 2, Ontario, Ga.na.da, Chmn., 
Rev. Leland A. Gregory. 

Church of the Brethren: Board of Chris
tian Education, 22 S. State St., Elgin, Ill., 
Sec. and Dir. of Adult Work, Dr. C. E. Davis. 

Church of Christ (Holiness), United States 
of America: Nati-onal Publishing Board, 2914 
Paris Avenue, Indianapolis, Ind., Rev. Andrew 
White. 

Church of England in Canada.: General 
Board of Religious Education, Church House, 
604 Jarvis Street, Toronto 5, Ontario, Canada, 
Gen. Sec., Dr. R. A. Hiltz. 

Church of God: Board of Christian Educa
tion, E. Fifth and Chestnut Sts., Anderson, 
Ind., Gen. Sec., Rev. T. Franklin Miller. 

Church of the Nazarene: 2923 Troost Ave
nue, Box 527, KansM City 10, Mo., Exec. Sec. 
Dept of Ch. Schs., Dr. Albert F. Harper. 

Churches of God in North America (Gen-
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eral Eldership) : Bolllrd of Educwtion, 13th 
and Walnut Sts., Harrisburg, Pa., Sec., Rev. 
Roy Schreiner. 

Colored Methodist Episcopal Church: Gen
eral Board of Religious Ed., 305 E. Garfield 
Blvd., Chicago 37, Ill., Gen. Sec.-Ed., Dr. B. 
Julian Smith. 

Congregational Christian Churches: Board 
of Home Missions-Division of Christian 
Education, 14 Beacon St., Boston 8, Mass., 
Gen. Sec., Dr. Harry Thomas Stock. 

Cumberland Presbyterian Church: Board 
of Christian Education, McKenzie, Tenn., 
Gen. Sec., Rev. Clark Williamson. 

Danish Evangelical Lutheran Church in 
America: Council of Elemeruta.ry Religious 
Education, Orand View College, Des Moines 
16, Iowa., Rev. A. E. Farsrtrup. 

Disciples of Christ: United Christian Mis
sionary Society, Division of Christian Edu
cation, Missions Bldg., Indianapolis 7, Ind., 
Exec. Sec., Rev. George Oliver Taylor. 

Evangelical and Reformed Ohurch: Board 
of Christian Education and Publication, 1505 
Race Street, Philadelphia 2, Pa., Exec. Sec., 
Dr. Franklin I. Sheeder, Jr. 

Evangelical United Brethren Ohurch: 
Board of Ohristian Education, 1900 U. B. 
Bldg., Dayton 2, 0., Exec. Sec. & Dir. of Lead
ership Ed., Dr. Reuben H. Mueller. 

Five Years Meeting of Friends in America: 
Board. on Christi:an EducaJt1on, 101 S. 8th 
St., Richmond, Ind., Sec., Rev. Charles F. 
Thomas. 

Free Methodist Church of North America: 
Winona Lake, Ind., Gen. Sec., Rev. A. L. 
Brown. 

Methodist Church: The Board of Educa
tion, 810 Broadway, Nashville 2, Tenn., Exec. 
Sec., Dr. John Q. SChisler. 

Moravian Church in America: Inter-Pro
vincial Board of Christian Education, 69 West 
Church St., Bethlehem, Pa., Gen. Sec., Rev. 
John S. Groenfeldt. 

National Baptist Convention of America: 
Department of Education, 523 2nd Ave., N., 
Nashville 3, Tenn., Sec., Rev. Henry A. Boyd. 

National Baptist Convention, United States 
of America. (Inc.) : Department of Christian 
Education, Fourth Ave. and Cedar St., Nash
ville 3, Tenn., Corr. Sec., Dr. A. M. Townsend. 

Northern Baptist Convention: The Board 
of Education and Publication, 1701-1703 
Chestnut St., Philadelphia 3, Pa., Exec. Sec., 
Dr. Luther Wesley Smith. 

Presbyterian Church in Canada.: Board of 
Sabbath SchO<>ls and Young People's Socie
ties, Rooms 80l-o9, 100 Adelaide St. W., Tor
onto 1, Ont., Can., Gen. Sec., Rev. James S. 
Clarke. 

Presbyterian Church in the United States: 
Executive Committee of Religious Education 
and Publication, Presbyterian Bldg., 6-8 N. 
6th St., Richmond 9, Va., Exec. Sec., Dr. Ed
ward D. Grant. 

Presbyterian Church in the United States 
of America: Board of Christian Education, 
Witherspoon Bldg., Philadelphia 7, Pa., Gen. 
Sec., Dr. Paul Calvin Payne. 

Protestant Episcopal Church: Department 
of Christian Education, National Council, 281 
Fourth Ave., New York 10, N.Y., Director, Rev. 
John Heuss. 

Reformed Church in America: Board of 
Education, 156 Fifth Ave., New York 10, New 
York, Gen. Sec. , Dr. Bernard J. Mulder. 

Seventh Day Baptists: Board of Christian 
Education, Alfred Station, New York, Corr. 
Sec., Rev. Harley H. Sutton. 

United Brethren in Christ: Department of 
Christian Education, 402 United Brethren 
Bldg., Huntingdon, Ind., Gen. Sec., Rev. R. 
W. Rash. 

United Church of Canada: Boe.rd of Chris
tian Education, 299 Queen Street, W ., Toron
to 2 B, Ont., Can., Sec., Rev. David I. For
syth. 

United Lutheran Church in America: The 
Parish and Church School Board, 1228 Spruce 
St. Philadelphia. 7, Pa., Exec. Sec., Dr. S. 
White Rhyne. 

United Missionary Church: Winona Lake, 
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Indiana, Ed. of Bethel Series of Sunday Sch. 
Literature, Dr. J. A. Huffman. 

United Presbyterian Church of North 
America, Board of Christian Education, 209 
Ninth St., Pittsburgh 22, Pa., Gen. Sec., Dr. 
Robert W. Gibson. 

Wesleyan Methodist Church of America: 
General Sunday School Board, 330 E. Onond
aga St., Syracuse, N.Y., Gen. Sunday Sch. 
Sec., Rev. Rufus D. Reisdorph. 
FOREIGN MISSIONS CONFERENCE OF NORTH 

AMERICA 
(Legal Title: "The Committee of Reference 

and Counsel of the Foreign Missions Confer
ence of North America, Inc.") 

Office: 156 5th Ave., New York 10, N.Y. 
Officers: Chmn. Carl G. Heinmiller; 1st 

Vice-Ohmn., C. M. Yocum; 2nd Vice-Chmn., 
Mrs. Arthur M. Sherman; Rec. Sec. Merle L. 
Davis; Treasurer, Henrietta Gibson. 

Com. of Reference and Counsel (Exec. 
Agency) : Ohmn., R. E. Diffendorfer; Vice
Chmn., Mrs. Hugh D. Taylor; Rec. Sec., Fred 
J. Fiedler; Treas., Henrietta Gibson; Exec. 
Sec., Wynn c. Fairfield. 

Secretarial Staff: Gen. Adm. & Ohmn. of 
Sec. Ocl., Wynn C. Fairfield, Gen. Adm. & 
India Com., Sue Weddell; Miss. Personnel 
Com. & Com. on Wk. Among Moslems, Glora 
M. Wysner; Africa Com., Emory Ross; China
Com., Rowland M. Cross; Ja;pan Com., Row
land M. Cross; Korea Com., Rowland M. 
Cross; Com. on Cooperation in Latin America, 
w. Stanley Rycroft; Philippine Com., Row
land M. Cross; Asso. Miss Med. Office, R. H. 
H. Goheen, M.D., Christian Med. Ccl. for 
overseas Work, Douglas N. Forman, M.D., Rur. 
Miss. Coop. Com., John H. Reisner; Com. on 
World Literacy and Christian Literature, Al
fred D. Moore. 

constituent Boards and Societies (as of 
November, 1948) 

Canada 
Canadian Baptist Foreign Mission Board: 

Dr. John B. McLaurin, 223 Church St., 
Toronto, Ont. 

Women's Baptist Foreign Missionary So
ciety of Eastern Ontario and Quebec: Fran
ces M. Wallace, 4247 Hingston Ave., Montreal 
28, Quebec. 

women's Baptist Foreign Missionary So
ciety of Ontario West: Mrs. F. W. Elliott, 
11 Parkhurst Blvd., Toronto 12, Ont. 

British and Foreign Bible Society in Cana
da and Newfoundland: Rev. W. H. Hudspeth, 
122 Bloor St. West., Toronto 5, Ont. 

Missionary Society of the Ohurch of Eng
land in Canada: Rev. Canon L. A. Dixon, 604 
Jarvis St., Toronto 5, Ont. 

[Twenty-first isSIUe---annua-1] 
1952 EDITION YEARBOOK OF AMERICAN 

CHURCHES 
(Edited by Benson Y. Landis, Asociate Execu

tive Director, Central Department of Re
search and Survey, National Council of the 
Churches of Christ in the United States of 
America) 
Published by Central Department of Publi

cation and Distribution, N81tiona.l Counc11 of 
the Churches of Christ in the U.S.A., 297 
Fourth Avenue, New York 10, N.Y. 

DmECTORmS 
1. Cooperative Organizations, National 

National Oouncll of the Churches of Christ 
in the United Staltes of America 

President, The Rt. Rev. Henry Knox Sher
rill. 

Vice-Presidents-art;-large: Mrs. Douglas Hor
ton, Mrs. Abbie Clement Jackson, Rev. Ma
gruder E. Sadler, Dr. Harold E. Stassen. 

Treasurer, Charles E. Wilson. 
Associate Treasurer, James L. Kraft. 
Recording Secretary, Rev. Reuben H. 

Mueller. 
Vice-Presidents for the Divisions: Dr. Ar

thur S. Flemming, Rev. Cha.rles T. Leber, 
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Rev. Hermann N. Morse, Rev. Paul C. Payne. 

General adininistr3Jtion, 297 4th Ave., New 
York 10, N.Y. (except as otherwise stated). 
Gen. Sec., Samuel McCrea Cavert; Assoc. Gen. 
Sec., Roy G. Ross; Adm. Sees., Earl F. Adams, 
Philip c. Landers, J. Quinter Miller; Assoc. 
Adm. Sec., Wilbur C. Parry, 79 E. Adams St., 
Chicago 3, ill.; Acting Assoc. Adm. Sec., 
Marion J. Creeger; Pers. Dir., Helen F. Kindt; 
Asst. to Gen. Sec., Mrs. B. Margaret Rieber. 

Division of Foreign Missions, 156 5th Ave., 
New York 10, N.Y. Exec. Sees. (for General 
Administration), Sue Weddell, Fred. Field 
Goodsell; Assoc. Exec. Sec., Hazel E. Anderson, 
effective Nov. 1, 1952; Exec. Sec., Far Eastern 
Joint Office, Rowland M. Cross; Exec. Sec., 
Africa Committee, Emory Ross; Assoc. Sec., 
Africa Committee, Clara L. Bentley; Exec. 
Sec., Western Asia and Near East Joint Office, 
A. Russell Stevenson; Exec. Sec., Christian 
Medical Council for Overseas Work, Douglas 
N. Forman; Dir., Associated Missions Medical 
Office, J. Horton Daniels; Staff Physicians, 
Associated Missions Medical Office: Frank S. 
Beck, Josephine c. Lawney, Eva J. Weddigen, 
Logan Holt Roots; Exec. Sec., Rural Missions 
Cooperating Committee, John H. Reisner; 
Educ. Sec., Rural Missions Cooperating Com
mittee, Ira W. Moomaw; Exec. Sec., Commit
tee on World Literacy and Christian Litera
ture, Alfred D. Moore; Exec. Sec., Committee 
on Relief and Reconstruction Services, --; 
Assoc. Sec., Committee on Cooperation in 
Latin America, Helen M. Eklund; Editor, La 
Neuva Democracia, Committee on Coopera
tion in Latin America, Alberto Rembao; 
Assoc. Sec., Far Eastern Joint Office, Wallace 
c. Mervin; Dir., Study Fellowship on Chris
tian Approach to Communism, Charles For
man; Assoc. Sec., Committee on Technical 
Cooperation, Robert T. Henry; Asst. Sec., As
sociated Missions Medical Office, Edith B. 
Simon; Assoc. Exec., Business and Finance, 
E. 0. Jacob; Asst. Sec., Business and Finance, 
David M. Stevens; Assoc. Dir., Missionary 
Personnel, E. Bruce Copland. 

Joint Department of American Overseas 
Communities (Administratively Related to 
Division of Foreign Missions). Exec. Dir., 
Robbins W. Barstow, 257 4th Ave., New York 
lO,N.Y. 

Division of Home Missions, 257 4th Ave., 
New York 10, N.Y. (except as otherWise stat
ed). Exec. Sees., Edith E. Lowry, I. George 
Nace; Assoc. Sec., Louisa R. Shotwell; Exec. 
Dirs., Department of Town and Country, 
Benson Y. Landis. Don F. Pielstick; Exec. Dir., 
Department of The Urban Church, WilHam J. 
Villaume; Asst. Treas., Merle Gripman; 
Western Supervisor for Migrant Work, Mrs. 
F. E. Shotwell, 3330 W. Adams Blvd., Los An
geles 18, Cal.; Field Representative of Indian 
Work, G. E. E. Lindquist, 7 Winona St., Law
rence, Kans.; Dir. of Sharecropper Commit
tee, Harry v. Richardson, Gammon Theo
logical Seminary, Atlanta, Ga.; Field Rep., 
Program & Training for Migrant Workers, 
Monica B. Owen, 127 N. Dearborn St., Chi
cago 2, ill.; Superv. Migrant Work in Western 
Area of Div. of Home Missions, Dean Col
lins, 3330 W. Adams Blvd., Los Angeles 18, 
Cal. 

Division of Christian Life and Work, 297 
4th Ave., New York 10, N.Y. Exec. Sec., Ros
well P. Barnes; Assoc. Exec. Sec., C. Arlld Ol
sen, Dept. of International Justice and Good
Will; Exec. Dir., Walter W. Van Kirk; Assoc. 
Exec. Dir., Ernest W. Lefever, Dept. of the 
Church and Economic Life; Exec. Dir., Cam
eron P. Hall; Asst. Exec. Dir., Elma Green
wood; Dir. of studies, A. Dudley Ward, Dept. 
of Racial and Cultural Relations; Exec. Dir., 
J. Oscar Lee; Dir., Thomas C. Allen, Dept. of 
Pastoral Services; Exec. Dir., Otis R. Rice; 
Assoc. Dir., Paul L. Tilden, Dept. of Worship 
and the Fine Arts; Exec. Dir., Marvin P. 
Halverson, Dept. of Social Welfare; Assoc. 
Exec. Dir., Catherine L. Wahlstrom. 
Joint Departments (Administratively Relat

ed to Division of Christian Life and Work) 
Joint Department of Evangelism, 257 4th 

Ave., New York 10, N.Y. (except as other-
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wise stated). Exec. Dir., Jesse M. Bader; Field 
Sec., H. H. McConnell; Dir., Educational 
Evangelism, Harry H. Kalas, 79 E. Adams St., 
Chicago 3, Ill.; Dir., University Christian 
Missions, Ja;mes L. Stoner; Dlr., United 
Christian Youth Missions, Alva I. Cox, Jr., 79 
E. Adams St., Chicago 3, ill.; Evangelist, 
Charles B. Templeton. 

Joint Departmenit of Stewardship and 
Benevolence, 257 4th Ave., New York 10, N.Y. 
Exec. Dir., Thomas K. Thompson; Asst. Exec. 
Dir., Earle B. Pleasant, United Church Can
vass (a unit of the Joint Dept.): Exec. Dir., 
Earle B. Pleasant; Adm. Asst., Helen K. 
Wallace. 

Joint Department of Religious Liberty, 287 
4th Ave., New York 10, N.Y. Exec. Dir., 
Armond D. Willis. 

Division of Christian Education, 79 E. 
Adams St., Chicago 3, Ill. 

Central Administration and Operations. 
Exec. Sec., Gerald E. Knoff; Assoc. Exec. Sees., 
Wilbur C. Parry, Raymond F. McLain; Dir., 
Educational Promotion, H. Leroy Brininger; 
Adm. Asst., Mrs. Orville Smith, International 
Journa-l of Religious Education: Ed., Virgil 
Foster; Man. Ed., Lilliam Williams. Assoc. 
Exec. Dir., Revised Standard Bible Observ
ance, Charles Marion Ross. 

Commission on General Christian Educa
tion. Gen. Dir. of Commission and Assoc. 
Exec. Sec. of Division,---. Dept. of Chil
dren's Work and V81Cation Religious Educa
tion; Exec. Dir., Allee L. Goddard. Dept. of 
Young People's Work: Exec. Dir., A. Wilson 
Cheek; Assoc. Exec. Dir., Dennis Sava~e. Dept. 
of Adult Work: Exec. Dir., Richard E. Lentz. 
Dept. of Leadership Education and Dept. of 
Church School Administration: Exec. Dir., W. 
Randolph Thornton; Assoc. Exec. Dir., Paul 
King. Dept. of Curriculum Development: 
Exec. Dir., Mildred A. Magnuson. Dept. of 
Weekday Religious Education: Exec. Dir., 
Erwin L. Shaver. Dept. of the English Bible: 
Exec. Dir., John C. Trever. Dept. of Audio
Visual and Radio EduC81tion: Exec. Dir., Pearl 
Rosser; Assoc. Exec. Dir., Elmer Million. Dept. 
of Intergroup Education: Dir., William H. 
Vastine. Dept. of Edu~tional Program: As
soc. Exec. Dir., Helen F. Spaulding. Standard 
Bible Oom.ml.ttee: Exec. Ohmn., Luther A. 
Weigle; Exec. Sec. of Old Testament Section, 
Fleming James. 

Commission on Christian Higher Educa
tion, 257 4th Ave., New York 10, N.Y. Gen. Dir. 
of Commission and Assoc. Exec. Sec. of Divi
sion, Raymond F. McLain; Exec. Dir. of In
terseminary Committee, Arch Tolbert. 

United Christian Youth Movement (Ad
ministratively related to Division of Chrhs
tian Educ81tion). National officers: Chmn., 
Donald W. Shriver, Jr., Union Theol. Semi
nary, Richmond 27, Va.; Fin. Sec., James 
Price, 6439 Regent St., Oakland 9, Cal.; Sec., 
Peggy Leu, 1006 Independence St., Pella, 
Iowa. 

Regional Chairmen: Central, Jim Swine
hart, 416 South Leonard St., Liberty, Mo.; 
Eastern, Robert Reed, 2519 Cottage Ave., 
North Bergen, N.J.; Pacific Northwest, Wally 
Riches, Route 2, Box 4, Turner, Ore.; Pacific 
Southwest. Josh L. Wilson. 2039 Orange 
Drive, Whittier. Cal.; Rocky Mountain, John 
Biegert, 1621 Edgehlli, Lawrence, Kans.; 
Southeastern, ---; Southwestern, Charles 
E. Wilson, 2021 East Broadway, Enid, Okla. 
Joint Departments (Administratively Be-

lated to Division of Christian Education). 
Joint Commission on Mission-ary Educa

tion, 257 4th Ave., New York 10, N.Y. Gen. 
Dir. of Joint Commission and Assoc. Exec. 
Sec. of Division, Franklin D. Cogswell; Assoc. 
Dir., Gilbert Q. LeSourd; Hon. Sec., T. H. P. 
Saller; Dir. and Ed., Dept. of Children's 
Work, Nina Millen; Dir. and Ed., Dept. of 
Youth Work, Lucy M. Eldredge; Dir. and Ed .• 
Dept. of Adult Work and Asst. Treas., Leslie 
c. Sayre; Dir., Production and Act. Dir., 
Sales and Promotion, Hazel V. Orton; Dir., 
Order Dept., Priscilla Chase. 
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Joint Department of Family Life, 79 E. 

Adams St., Chicago 3, Ill. Exec. Dir., Richard 
E. Lentz. 

Joint Department of Christian Life and 
Service, Exec. Dir., ---. 

General Department of United Church 
Men, 120 E. 23rd St., Ne.w·York 10, N.Y. Gen. 
Dir., E. Urner Goodman; Asst. Dir., Robert H. 
Carey. 

General Department of United Church 
Women, 156 5th Ave., New York 10, N.Y. Gen. 
Dir., Mrs. w. Murdoch MacLeod; Assoc. Gen. 
Dir., Edith L. Groner; Dir., Christian Social 
Relations, Esther C. Stamats; Dlr., Christian 
World Relations, Luella Reckmeyer; Dir., Pro
motion and Education, Mrs. Emory Ross; 
Dir., World Missions of the Church, Mrs. 
James M. Evans; Ed., The Church Women, 
Mrs. David D. Baker. 

Central Departments 
Broadcasting and Films, 220 5th Ave., New 

York 1, N.Y. Exec. Dir., Ronald Bridges; Dir., 
Communications Research Project, Everett 
c. Parker; Dir., Broadcasting and Television, 
Albert Crews; Dir., Radio Production, John 
M. Gunn; Dir., Television Production, John 
F. Baird; Bus. Mgr. and Asst. Treas., Arthur 
B. Rhinow; Asst. to Exec. Dir., Wesley Good
mMl; Dlr. of Special Events, Arthur Austin.: 
Dir., Hollywood Office, Orrin W. Evans, 5746 
Sunset Blvd., Hollywood, Cal.; Dir., Promo
tion, Marjorie Hyer; Dir., Films, Franklin C. 
Mack; Educ. Dir., Charles Schmitz. 

Field Administration, 297 4th Ave., New 
York 10, N.Y. Exec. Dir., J. Quinter Miller; 
Assoc. Exec. Dlr., John B. Ketcham, 79 E. 
Adams St., Chicago 3, Ill.; Dlr., Financial 
Counseling, Winfred P. Buckwalter, Jr.; Dir., 
Church Planning and Adjustment, Don F. 
Pielstick; Dir., Field Program Coordination 
and Counseling, Frances C. Query; Dir., 
Southeastern Office, Ernest J. Arnold, 63 Au
burn Ave., N.E., Atlanta 3, Ga.; Dir. South
western Office, Harry C. Munro, Brite College 
of the Bible, Fort Worth, Tex.; Asst. to Exec. 
Dir., Theresa Capell. 

Business Management and Treasury, 297 
4th Ave., New York 10, N.Y. (Except as other
wise stated); Exec. Dir., John K. Petersen; 
Asst. Comptroller, Walter P. Kehoe; Office 
Mgr., Ralph E. Wieland; Personnel Dir. and 
Office Mgr., Ellen Lund, 79 E. Adams St., Chi
cago 3, Ill.; Personnel Asst., George F. Ket
cham; Assoc. Bus. Mgr., Everett Crum, 79 E. 
Adams St., Chicago 3, Ill. 

Finance, 297 4th Ave., New York 10, N.Y. 
Exec. Dir., Richard B., Smith; Assoc. Dir., 
Josephine Little; Dir., Midwest Office, Donald 
F. Landwer, 79 E. Adams St., Chicago 3• Ill.; 
Assoc. Dir., Midwest Office, Melvin E. Soltau; 
Asst. to Exec. Dir ., Mrs. Myra Amerman; Staff 
Member, Edith Groner. 

Research and Survey, 297 4th Ave., New 
York 10, N.Y. Exec. Dir., F. Ernest Johnson; 
Assoc. Exec. Dir., Benson Y. Landis; Dir., 
Field Research, David W. Barry; Dir., Re
search in Christian Education, Helen F. 
Spaulding, 79 E. Adams St., Chicago 3, Ill.: 
Dir., Research in Foreign Missions, R. Pierce 
Beaver, 3041 Broadway, New York 27, N.Y.; 
Research Associate, Inez M. Cavert; Librar
ian, Agnes H. Campbell; Asst. to Exec. Dir., 
Marion Nelson. 

Public Relations, 297 4th Ave., New York 
10, N.Y. Exec. Dlr., Donald C. Bolles; Assoc. 
Dir., William C. Clemes; Dir. of Program Pro
motion, Gilbert E. Blackford; Editorial Asst., 
Beata Mueller; Assoc. Ed. o'f National Coun
cil Outlook, Aenid H. Sanborn. 

Publication and Distribution, 297 4th Ave., 
New York 10, N.Y. Exec. Dir., Norman E. 
Tompkins; Assoc. Dir. , D. D. Ostroth; Pro
duction Mgr., Donald F. Heldt; Adm. Asst., 
Mrs. Elizabeth Dunn. 

Ecumenical Relations, 257 4th Ave., New 
York 10, N.Y. Exec. Dir., Robbins W. Barstow. 

Church World Service, 120 E. 23rd St., New 
York 10, N.Y. Exec. Dir., Wynn C. Fairfield; 
Assoc. Exec. Dir. Arnold B. Vaught; Assoc. 
Exec. Dir. Wayland Zwayer; Dir. Immigration 
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Services, Roland Elliott; Dir., Christian Rural 
Overseas Program, John D. Metzler. 

Bureau of Church Building and Architec
ture, 300 4th Ave., New York 10, N.Y. Exec. 
Dir., Elbert M. Conover. 

Washington Office, 122 Maryland Ave., N.E., 
Washington 2, D.C. Dir., Earl F. Adams; Asst. 
Dir., Nadine Blair. 

Commission on Emergency Services, 120 E. 
23rd St., New York 10, N.Y. Dir., Marion J. 
Creeger. 

Constituent Bodies of the National Council 
African Methodist Episcopal: Pres., Coun

cil of Bishops, Bishop John A. Gregg, 1150 
Washington Blvd., Kansas City 2, Kans.; Sec. 
Council of Bishops, BishopS. L. Greene, 1212 
Fountain Drive, S.W., Atlanta, Ga. 

African Methodist Episcopal Zion : Pre
siding Bishop of District, Bishop W. J. Walls, 
4736 South Parkway, Chicago 15, Ill. 

American Baptist Convention: Pres., John 
A. Dawson, 1 No. LaSalle St., Chicago 2, Ill.; 
Gen. Sec., Dr. Reuben E. Nelson, 152 Madison 
Ave., New York 16, N.Y. 

Augustana Evangelical Lutheran: Pres. Dr. 
Oscar A. Benson, 2445 Park Ave., Minneapolis 
4, Minn.; Sec., Rev. D. Verner Swanson, 328 
Hamilton St., Geneva, Ill. 

Church of the Brethren: Mod., Dr. Ralph 
w. Schlosser, Elizabethtown College, Eliza
bethtown, Pa.; Gen. Sec., Rev. Norman J. 
Baugher, 3249 Magnolia Ave., Long Beach 6, 
Cal. 

Colored Methodist Episcopal Church: Pre
siding Bishop, Bishop J. Arthur Hamlett, 2112 
North 5th St., Kansas City, Kans.; Sec., Prof. 
W. A. Bell, Miles Memorial College, Birming
ham 8, Ala. 

Congregational Christian Churches: Mod., 
Dr. Robert Cashman, 5757 University Ave., 
Chicago, Ill.; Gen. Sec., Rev. Douglas Horton, 
287 Fourth Ave., New York 10, N.Y. 

Evangelical Unity of the Czech-Moravian 
Brethren of N.A.: Pres., Rev. F. J. Kostohryz, 
1015 East Adams, Temple, Tex.; Sec., 0. H. 
Juren, P.O. Box 5, Fairfield, Tex. 

Danish Evangelical Lutheran Church of 
America: Pres., Rev. Alfred Jensen, 1232 
Pennsylvania Ave., Des Moines 16, Iowa; Sec., 
Rev. Holger 0. Nielsen, 1410 Main St., Cedar 
Falls, Iowa. 

International Convention of Disciples of 
Christ: Pres., Rev. Howard T. Wood, Linden 
Ave. Christian Church Memphis, Tenn.; Exec. 
Sec., Rev. Gaines M. Cook, 516 K. of P. Build
ing, Indianapolis 4, Ind. 

Evangelical and Reformed Church: Pres., 
Rev. L. w. Goebel, 77 West Washington St., 
Chicago 2, Ill.; Sec., Rev. W. Sherman 
Kerschner, 1505 Race St., Philadelphia 2, Pa. 

Evangelical United Brethren Church: 
Presiding Bishop, Bishop I. D. Warner, 14635 
Horticultural Drive, Route No. 2, Puente, 
Cal.; sec., Bishop G. W. Epp, 1509 State St., 
Harrisburg, Pa. 

Five Years Meeting of Friends in America: 
Presiding Clerk, Algie I. Newlin, Guilford 
College, Guilford College, N.C.; sec., Errol T. 
Elliott, 101 South 8th St., Richmond, Ind. 

Religious Society of Friends of Philadel
phia & Vicinity: Clerk of Yearly Meeting, 
James F. Walker, 304 Arch St., Philadelphia 
6, Pa.; Sec., Howard G. Taylor, Jr., 304 Arch 
St., Philadelphia 6, Pa. 

The Methodist Church: Pres., Council of 
Bishops, Bishop Fred Pierce Corson, 1701 
Arch St., Phlladelphia, Pa.; Sec., Councll of 
Bishops, Bishop G. Bromley Oxnam, 100 
Maryland Ave., N.E., Washington 2, D. C. 

The Moravian Church (Unitas Fratrum): 
Rev. F. P. Stocker, 69 West Church St., 
Bethlehem, Pa.; Rec. Sec., Rt. Rev. Kenneth 
G. Hamilton, 69 W. Church St., Bethlehem, 
Pa. 

National Baptist Convention, U.S.A., Inc.: 
Pres., Rev. D. V. Jemison, 1605 Lapsley Ave., 
Selma, Ala.; Sec., Rev. U. J. Robinson, 405 St. 
Michael St., Moblle 10, Ala.. 

National Baptist Convention of America: 
Pres., Rev. G. L. Prince, 2610 Avenue L, Gal
veston, Tex.; Sec., Rev. Henry A. Boyd, 523 
Second Ave., North, Nashville. Tenn. 
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Presbyterian Church in the U. S.: Mod., 

Rev. W. A. Alexander, First Presbyterian 
Church, Shreveport, La.: Stated Clerk, Rev. 
E. c. Scott, 701 Henry Grady Building, At
lanta. 3, Ga. 

Presbyterian Church in the U.S.A.: Mod., 
Rev. Herman N. Morse, 156 Fifth Ave., New 
York 10, N. Y.; Stated Clerk, Dr. Eugene Car
son Blake, 510 Witherspoon Bldg., Philadel
phia 7, Pa. 

Protestant Episcopal Church: Presiding 
Bishop, The Rt. Rev. Henry Knox Sherrlll, 
281 Fourth Ave., New York 10, N. Y.; Sec., 
The Rev. c. Rankin Barnes, 281 Fourth Ave., 
New York 10, N. Y. 

Reformed Church in America: Pres., Dr. 
Henry A. Poppen, 156 Fifth Ave., New York 
10, N. Y.; Stated Clerk, Rev. James E . Hoff
man, 156 Fifth Ave., New York 10, N. Y. 

Romanian Orthodox Episcopate of Amer
ica: Pres., The Very Rev. John Trutza, 6201 
Detroit Ave., Cleveland 2, 0.; Sec., The Very 
Rev. Fr. Eugen Lazar, 6201 Detroit Ave., 
Cleveland 2, 0. 

Russian Orthodox Church of N. A.: Pri
mate, The Most Rev. Metropolitan Leonty, 
59 East 2nd St., New York 3, N. Y.; Sec., The 
Very Rev. Joseph Pi.shty, 59 East 2nd St., 
New York 3, N. Y. 

Seventh Day Baptists: Pres., Orville B. 
Bond, Salem, W.Va.; Cor. Sec, Courtland V. 
Davis, 510 Watchung Ave., Plainfield, N.J. 

Syrian Antiochian Orthodox Church: 
Head of Archdiocese, The Most Rev. Metro
politan Antony Bashir, 239-85th St., Brook
lyn 9, N.Y. 

Ukrainian Orthodox Church: Metropoli
tan, The Rt. Rev. Bishop Bohdan, 1410 Vyse 
Ave., New York 59, N.Y.; Chancellor, Rev. 
Walter Propheta, Box 535, South Plainfield, 
N.J. 

United Lutheran Church in America: Pres., 
Rev. Franklin C. Fry. 231 Madison Ave., New 
York 16, N.Y.; sec., Rev. F. Eppling Reinartz 
231 Madison Ale., New York 16, N.Y. 

United Presbyterian Church of N.A.; Mod., 
Dr. James L. Kelso, Pittsburgh Theol. Sem., 
Pittsburgh, Pa..; Stated Clerk, Rev. 0. H. Milli
gan, 108 South Brodhead Road, Aliquippa, 
Pa.. 

The cooperative work of the churches in 
states, cities, and counties has representa
tion as provided in the COnstitution (Ar
ticle IV:2) of the National Council. 

American Bible Society 
Office: 450 Park Avenue, New York 22, 

N.Y. 
Officers: Pres., Daniel Burke; Gen. Sees., 

Rev. Erice M. North, Frank H. Mann, Rev. 
Robert T. Taylor; Sec. for Pub. Rel., Rev. 
Francis Carr Stifler; Sec. for Prom. of Bible 
Use, Rev. James V. Claypool (Chicago); Sec. 
for Translations, Rev. Eugene A. Nida; Sec. 
for Vis. Materials, Henry H. Ragatz; Sec. 
Work for Blind, S. Ruth Barrett; Treas., Gil
bert Darlington; Assoc. Sees., Rev. Paul A. 
Collyer, Rev. Richard H. Ellingson, Rev. La
ton E. Holmgren. 

District Offices in the U.S.; Colored People 
(Atlanta. Div.) Rev. D. H. Stanton, 56 Gam
mon Ave., S.E., Atlanta, Ga.; (Richmond 
Div.), Rev. K. L. Brazil, St. Luke Bldg., 902 
St. James St., Richmond 20, Va.; (Cleveland 
Div.), Rev. V. C. Hodges, 5424 Woodland Ave., 
Cleveland 4, 0.; (Dallas Div.), Rev. H. L. 
Thompson, 2516 Thomas Ave., Dallas 4, Tex.; 
Eastern District, Rev. John W. Osberg, 116 
S. Salina St., Syracuse 2, N.Y.; Atlantic, Rev. 
G. G. Dilworth, 701 Walnut St., Philadelphia 
6, Pa.; Maryland, Rev. Edgar C. Powers, 9 E. 
Franklin St., Baltimore 2, Md.; S. Atlantic, 
Rev. I. S. McElroy, Jr., Central Nat'l. Bank 
Bldg., Richmond 19, Va.; Southern, Rev. 
Benjamin H. Smith, 8 Walton St., Atlanta 3, 
Ga.; Central, Rev. G. B. Cameron, 123 E. 6th 
Street, (Jinctnnati 2, 0.; Northwestern, ---, 
47 So. 9th Street, Minneapolis 2, Minn.; 
Southwestern, Rev. Frank W. Langham, 2233 
Bryan St., Dallas 4, Tex.; Rocky Mountain, 
Rev. Richard E. West, 1445 Glenarm Place, 
Denver 2, Colo.; Pacific, Rev. R. W. Bayless, 
224 McAllister St., San Francisco 2, Cal.; so. 
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California, Rev. James Z. Nettinga, 325 Ra
mona St., Pasadena 1, Cal. 

Field Officers: Rev. Walter J. Lake 1504 
Arrott Bldg., Pittsburgh 22, Pa.; Rev. Thomas 
T. Holloway, 310 No. Erway St., Dallas 1, Tex.; 
Rev. Edwin H. Bookmyer, 4956 Chestnut St., 
Philadelphia 39, Pa.; Rev. C. C. Burnett, 3267 
Daytona Ave., Cincinnati, 0. 

Periodical: Bible Society Record, 450 Park 
Ave., New York 22, N.Y. 

The American Council of Christian 
Churches 

Headquarters: 15 Park Row, New York 36, 
N.Y. 

Information withheld. 
American Tract Society, Inc. 

Office: 21 W. 49th St., New York 36, N.Y. 
Officers: Pres. Emer., Hugh R. Monro; Pres., 

John Adams Henry; First Vice-Pres., Samuel 
M. Zwemer; Second Vice-Pres., Frank E. Gae
belein; Treas., Richard Wolke; Exec. Sec., 
Henry G. Perry; Sec., Elmer Lewis. 

[From the National Council Outlook, 
January 1951] 

CHRISTIAN FAITH IN ACTION 

It was a great moment in religious history 
as a representative of each of 25 major Prot
estant and four Eastern Orthodox churches 
signed constituting documents, and then 
heard the presiding officer, Dr. Franklin Clark 
Fry of New York, formally declare the Na
tional Council "officially constituted." 

The capstone in the arch of cooperative 
Christianity in America was erected in a 
memorable ceremony in snow-bound Cleve
land's public auditorium Wednesday morn
ing November 29. Against the backdrop of 
the banners of the 29 constituent denomina
tions the eight merging agencies signified 
that they now were united in an interchurch 
enterprise linking 3,000,000 Christians in 
150,000 churches across the land. 

There were 4,000 delegates present as the 
plan for one great interdenominational 
agency became a reality. At one table near 
the front sat a group with a special interest 
in the moment. It was the planning commit
tee of 48 men and women-six from each of 
the merging agencies-who in large measure 
were the architects of the National Council. 
Most of them had been at Atlantic City in 
1941 when the blueprint for such an organi
zation was first conceived. Now they were 
witnessing the harvest of theiT years of ardu
ous and intensive efforts. 

Under the Constitution approved by the 
600 official representatives of the constituting 
communions, the National Council began 
operations January 1, embracing the major 
interdenominational enterprises of · Chris
tian activity developed over more than a 
half-century. Centered in four major divi
sions and more than 20 other units will be 
evangelism, education, stewardship, foreign 
and home missions, family life, overseas aid 
and many others. In addition to strengthen
ing united action in many areas of Christian 
concern, such as human rights, world order 
and economic justice, the National Council, 
through general departments of united 
church men and united church women, rep
resents a step forward in creating new oppor
tunities for greater and more effective par
ticipation of the laity in all areas of church 
life. 

Every step necessary to enable the National 
Council to start operations was taken during 
the historic four-day meeting-the first gen
eral assembly, as well as the constituting 
convention, of the new council of churches. 
The delegates chose as the first president a 
distinguished clergyman-Rt. Rev. Henry 
Knox Sherrill of Greenwich, Conn., the pre
siding bishop of the Protestant Epi.soopal 
Church, and named as the chief adminis
trative officer of a staff of more than 400 
Dr. Samuel McCrea Cavert, general secretary 
of the Federal CounCil! of Churches. Dr. Cav
ert was elected general secretary and Dr. Roy 
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G. Ross, general secretary of the Interna
tional Council of Religious Education, asso
ciate general secretary. 

A budget that will exceed $4,435,000 was 
presented and the interim policy making 
body-a 100-member General Board-was 
formally constituted and held two sessions. 

The weather and the sobering challenge of 
a world on the brink of war had their effect 
upon the constituting convention. Cleve
land's worst snowstorm in 37 years-a 20-
inch fall-stopped all traffic, forced stores 
and newspapers to cease operations tempo
rarily. Thousands were marooned in theiJr 
homes by drifts six to eight feet high. Early 
arrivals for the convention trudged through 
drifts carrying their own luggage, from the 
station to their hotels. Alarmed by reports, 
scores of anxious delegates from all over the 
country telephoned convention headquarters. 
They were assured that the convention would 
proceed on schedule and it did. The conven
tion bureau reported advance room reserva
tions for 5,200; the registration approximated 
4,000. Virtually every state, as well as Alaska 
and Hawaii, was represented by visiting dele
gates, including hundreds of lay men and 
women. 

The hardening rift between the communist 
and free nations of the world tended to 
dampen the joy of phurch leaders witnessing 
the birth of a new organization they felt was 
destined to give new strength to Christ's 
Church in a sorely troubled world. As the 
crisis facing the nation and the wOTld was 
emphasized by the newspaper headlines, the 
mood of the delegates readily became ap
parent. 

The constituting convention, acting upon 
the suggestion of Methodist bishop G. Brom
ley Oxnam of New York, American president 
of the World Council of Churches, quickly 
framed and adopted messages to both Presi
dent Truman and Secretary General Trygve 
Lie of the United Nations. 

To President Truman the convention said: 
"May the God who holds the nations in the 
palm of His hand and from Whom, in times 
past, our fathers sought wisdom and under
standing, guide you and your advisers to the 
end that peace may be vouch-safed to the 
peoples of the earth. The responsibilities 
which are yours can be borne only with the 
aid that comes from God and to Him we 
commend you in our prayers." 

To Mr. Lie the delegates expressed the fer
vent hope that the United Nations "assured 
of the full participation of our country, may 
act under God, to secure with justice the 
enduring welfare of mankind." The delegates, 
he was told, "offered special prayer to Al
mighty God that the United Nations may 
find just and effective procedures for con
taining and resolving the conflict in Korea." 

Earlier the delegates had received from the 
President of the United States a message of 
greeting in which he termed the National 
Council a step that will "enable the Ameri
can churches to exert a greater influence in 
the strengthening of the spiritual founda
tion of our national life at a time when a 
materialistic philosophy is rampant." He had 
been invited to address the convention but 
declined because the national emergency re
quired his presence in Washington. 

Secretary Acheson, invited to speak in place 
of President Truman, was scheduled to ad
dress the public meeting Wednesday night. 
Twenty-four hours before he was expected 
in Cleveland, he regretfully changed his 
plans. He spoke to the convention by tele
phone and to the nation over five national 
networks. 

The delegates gave close attention to the 
words of the Secretary of State as he spoke 
in a voice clearly heard throughout the con
vention hall. He said he had intended to 
discuss basic problems of foreign pollcy be
fore the National Council because "I know 
from the long record of intelligent and re
sponsible participation which your separate 
organizations had in foreign policy matters 
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that you have given much serious thought 
to these issues." 

Instead, because of the serious situation 
that has arisen which holds "grave danger 
for the peace of the world," Secretary Ache
son made a major policy address in which he 
outlined the new crisis confronting the 
United States and the United Nations. 

He arraigned Communist China "before the 
bar of judgment of mankind" on charges of 
"shocking aggression, endangering the peace 
of the world." He expressed confidence that 
the United Nations "will not be found lack
ing in firmness of spirit or determination in 
responding to this new aggression," and then 
added: 

"The United Nations cannot be intimidat
ed by this new challenge to its authority into 
shaking off its responsibilities to the people 
of Korea." 

Dr. 0. Frederick Nolde, substituting on 
24.-hours notice for British Ambassador Sir 
Oliver Franks, delivered Thursday night an 
address that seemed to reflect not only his 
own opinion of the Christian approach to the 
world crisis, but that of a majority of the 
delegates. 

"So long as there remains even a marginal 
possibility," he declared, "of averting total 
global war, we must utilize every means which 
will not betray conviction or offend con
science." 

"In this process, and even if war should 
come, we must penetrate the artificial cur
tains by which we are momentarily separated 
and experience the bonus of humanity and 
faith which unite men of different nations 
and races." 

"The struggle for peace must go forward 
unremittingly and men must be driven by 
the conviction that the peace can yet be 
won. In these trying days, and always, we 
pray God, through Jesus Christ our Lord, for 
the faith which will enable us to stand in 
the face of principalities and powers of dark
ness. From Him alone can come strength to 
make the expression of our faith adequate to 
the needs of our day." 

Dr. Nolde is the director of the Commis
sion of the Churches on International Affairs 
constituted jointly by the World Council of 
Churches and the International Missionary 
Council. As he concluded his address there 
was prolonged applause by delegates who 
rose to their feet and a long line formed on 
the stage to congratulate him. Later a resolu
tion was approved to send copies of his 
speech to the Secretary of State, and to the 
members of the Senate and House commit
tees on foreign relations. 

A message "to the people of the nation" 
drafted by a committee representative of all 
29 communions and headed by Dr. Douglas 
Horton, New York, minister and secretary 
of the General Council of the Congregational 
Christian Churches, also reflected the dele
gates' concern for the present crisis. 

Terming the time "big with peril and with 
opportunity," the message called on the peo
ple, as well as the leaders, of the country, 
to play an effective role in preserving world 
peace. 

"The call of Christ to us all seems clear, 
that we play it with calmness, self-control, 
courage and high purpose, as becomes those 
whose lives are in the hands of God. Without 
hysteria, without hatred, without pride, with
out undue impatience, without making na
tional interest our chief end, but shaping our 
own policies in the light of the aims of the 
United Nations, without relaxing our positive 
services to the other peoples of the world, 
and in complete repudiation of the lying 
dogma that war is inevitable, let us live and, 
if need be, die as loyal members of the world 
community to which Christ summons us and 
to which we of the Council are dedicated." 

The convention quickly elected otncers for 
the 1951-1952 biennium, a,pproving by voice 
vote the nominating committee slate headed 
by BiShop Sherrill. 

The constitution calls for two associate 
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general secretaries--one a woman. The 
woman's post was left vacant a.n.d is expected 
to be filled by the General Board. 

The Public Hall was beautifully decorated. 
The stage and the lower floor of the Arena 
presented an inspiring sight. Across the 
proscenium, in letters CJ! glittering silver 
several feet high, hung the words of the con
vention theme, "This Nation Under God." It 
stood out against t:Jhe black and orange back 
drop. In the center of the stage was a high 
white altar on which rested an open Bible, 
and directly above it was a huge cross of 
gold. On either side of the altar stood the 
flags of all the United Nations. 

On the stage and on the floor of the Arena 
the color scheme was red, white and blue. 
The cross was repeated in an arrangement 
of white-covered tables surrounded by red 
tables. At these sat the official representa
tives. In the rear were blue tables for con
sultants and alternates. Around the balCOOly 
hung banners bearing the Council emblem, 
separated by American, United Nations and 
Christian flags. 

In this setting the convention opened 
Tuesday night with a service of worship and 
thanksgiving. 

The National Council, said Dr. Ralph W. 
Sockman, noted radio speaker and New York 
Methodist minister, is a product of a "spirit 
of unity which long has been growing, and 
the seed for a harvest Which only God can 
forecast." It is, he added, "the greatest for
ward step toward religious unity which 
America has yet seen, and it may well prove 
epochal." 

The convention worship services, bringing 
to the pulpit some of America's leading 
preachers, provided a deep spiritual note. 
The congregational singing was led by Mrs. 
Rlosa Page Welch. Vincent Percy was the 
organist. 

The formal ceremony Wednesday morning 
which officially constituted the Council was 
marked with a rich symbolism of greater 
cooperation among the communions. 

As the audience waited expectantly, the 
start of the procession was heralded by the 
sound of four trumpets. As the organ played 
hymns sung by two choirs, the leaders of the 
29 communions, dressed in multi-colored 
vestments and gowns, led the procession into 
the hall. At the head was the crucifer, fol
lowed by a blue-and-white-garbed male 
choir from Christ Church of Shaker Heights, 
Ohio, and boys carrying the American and 
Christian flags. Next was a group of church 
leaders, each designated by his denomination 
to participate in the act of constituting the 
Council, the heads of the eight merging 
agencies and the representative of the state 
and local councils of churches, Dr. Hugh 
Chamberlin Burr of Rochester, N.Y. Follow
ing were other dignitaries who participated 
in the morning session. 

An open Bible, a gUt of the American 
Bible Society, was carried by a student dele
gate, Grover Wilson of Yale Divini,ty School, 
one of many divinity students at the con
stituting convention. Next OOIIlle the girls' 
choir of SOhaufller College, robed in red and 
white, and the 48-member pl,anning commit
tee. Absent WlaS its chairman, Dr. Luther A. 
Weigle, former dean of Yale Divinity School, 
who was unable to attend beoa use of a re
cent illness. 

Finra.lly, came the denominational delegates, 
led by the African Methodist Episcopal 
Church with the other 28 communions fol
lowing in alphabetical order. Each denomi
national deleg,ation was preceded by a. 
white banner trimmed in maroon, bearing 
the emblem of the Council and the name 
of the communion. The bearers of tJhe em
blems, carried aloft on staffs, were in maroon 
vestments. 
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Council of Churches, who led prayers, noted 
that the convention met at an hour of "great 
crisis." 

The bearers brought the denominational 
banners to the stage as the act of constitut
ing itself began. The chairman, Dr. Fry, pres
ident of the United Lutheran Church in 
America, called upon the voting representa
tives of the denominations to rise and asked 
whether they had agreed to become members 
and authorized their representatives to sign 
the official documents. "We do," they replied 
in unison. 

Dr. Fry then called the roll of the con
stituting communions. The representatives 
rose one by one, stepped forward to a table 
in the center of the stage, and affixed their 
signatures to the constituting documents. 
When they had finished, Dr. Fry placed the 
documents on the altar and declared the 
Council officially constituted. 

"Let us now dedicate it to the glory of 
God and to the service of mankind," he de
clared. It was the signal for the 4,000 dele
gates, alternates, consultants and visitors to 
rise to their feet for the climax of the cere
mony. 

"And now," they intoned in unison, "as a. 
fellowship of Christian churches, in the com
munion of the saints, in love and goodwill 
toward all ... we invoke the blessing of 
God upon this National Council of the 
Churches of Chi'ist in the Ulllited Sta.tes of 
America and dedicate the Council to His 
Glory and the service of mankind, in the 
na.me of the F'a.ther, and of the Son and of 
the Holy Spirit." With a fervent "amen" the 
audience then joined in singing the Doxology 
. . . "Praise God from whom all blessing 
flows ... " 

The chrairman turned to representatives of 
the· eight interchurch agencies. They came 
forwa.rd and pl<aced in his hands documents 
signalizing the transfer of their functions 
and programs to the Council. 

In the group were representatives of the 
Federal Council of the Churches of Christ 
in America, Foreign Missions Conference of 
North America, Home Missions Council, In
ternational Council of Religious Education, 
Missionary Education Movement of the U.S. 
and Canada, National Protestant Council on 
Higher Education, United Council of Church 
Women and United Stewardship Council. 

Dr. Burr, president of the Association of 
Council Secretaries offered a prayer of 
"thankfulness for this hour of achievement 
and promise." He asked God to "lead us into 
new experiences of unity, new paths of serv
ice and new areas of victory." 

Herbert J. Lambacher, president of the 
Cleveland Church Federation, welcomed the 
delegates. He was chairman of the local com
mittee on arrangements which worked closely 
with Dr. J. Quinter Miller of New York, chair
man of the national committee on arrange
ments, and Dr. Samuel McCrea Cavert, chair
man of the committee on program and pro
cedures, in setting up the convention. Work
ing behind the scenes was Dr. Earl Adams of 
New York who far two years served as execu
tive secretary of the Planning Committee. 

The presentation of plans for the National 
Council was made by Dr. Hermann N. Morse 
as acting chairman of the planning commit
tee. 

A debate over the location of the Council's 
headquarters was precipitated by those wish
ing to have the headquarters in the middle 
west on the grounds that it should be nearer 
the center of Protestant strength. This was 
opposed by those who felt either that the 
headquarters should be in the East where 
many communions are located, or that no re
striction should be placed upon the General 
Board to whom power to decide the matter 
was originally delegated. Finally the General 
Assembly passed a resolution requesting the 
General Board to appoint a special commit-
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to weigh carefully the advantage and pos
sibility of establishing such headquarters in 
an area. reasonably adjacent to the popula
tion center of the United States. 

Temporarily the National Council's offices 
will be decentralized in several buildings in 
New York, and the ICRE building in Chicago. 
The administrative offices will be at 29 Fourth 
Avenue, New York. Some leases will expire 
before the next general assembly in 1952, 
thus requiring action in the interim. 

Dr. Earl Moreland, college president of 
Ashland, Va., and a. Methodist, headed the 
nominating committee. Chairmen of the 
other convention committees included: Dr. 
Hermann N. Morse, New York, business; Dr. 
James E. Hoffman, New York, Reformed 
Church in America, registration and cre
dentials; Dr. P. 0. Bersell, Minneapolis, Au
gustana Lutheran, resolution of courtesy, 
and Dr. Douglas Horton, New York, Congre
gational Christian, Message. 

"The Nations Under God"-theme of 
Thursday night's session-developed into 
one of the most interesting. The platform 
was shared by Dr. Nolde and Dr. W. A. Vis
ser 't Hooft, general secretary of the World 
Council of Churches, Geneva, and a frequent 
visitor to this country. In addition the dele
gates heard short-wave messages from the 
Archbishop of York and Christian leaders 
of other countries. The messages were broad
cast over a. national network of 155 stations 
(as part of "We the People"). 

The afternoons were filled with meetings. 
Visiting delegates heard Francis B. Sayre, 
U.S. representative to the United Nations 
Trusteeship Council and many other prom
inent Christian laymen and preachers. Sayre 
asserted that Christian principles applied 
to international affairs offer the surest road 
to peace. 

At the same time the four divisions and 
other units of the Council held organization 
meetings. 

One of the most significant was the initial 
gathering of the general department of 
united church men at which Mr. Lem T. 
Jones, of Kansas City, president ·of the Na
tional Council of Presbyterian Men, was 
elected chairman. 

Dr. Luther Wesley Smith, Philadelphia, 
executive secretary of the Baptist Board of 
Education and Publication, was the speaker 
and Dr. Harold E. Stassen, president of the 
University of Pennsylvania, presided. 

"We have opened the way for laymen to 
come to the front in the life of the Church 
today,'' declared Dr. Smith. 

The United Council of Church Women, 
which now becomes a general department of 
the National Council, has become a vital 
force in the Christian life of the nation. 
There has been no similar interdenomina
tional laymen's organization. The steps taken 
at Cleveland toward achieving a. full part
nership of laymen with the clergy suggested 
to many leaders that the development might 
prove one of the most important undertaken 
by the National Council. 

The convention closed Friday night on a 
IliOte of dedication. Solemn promises to ad
minister their several offices "to the glory of 
God 8.nd the advancement of His Kingdom" 
were made before the altar by the Council's 
newly-designated leadership. With Dr. Her
mann Morse presiding, Bishop Sherrill, the 
other officers, the general board and the staff 
of more than 125 men and women, many 
with long years of service in the merging 
agencies, moved forward in turn to take their 
pledges of "constant fidelity to the constitu
tion." 

Clerical and academic garb mingled with 
the st reet clothes of lay men and lay women 
in the processional that opened the service 
of installation and consecration. It was led 
by the Messiah Chorus, composed of 275 
Clevelanders. The officers were seated on the 

At the staJrt of the meeting the delegates 
observed a moment of silent prayer for "the 
United Nations, our nation and those in the 
great struggle." Bishop John S. Stamm, of 
Harrisburg, Pa., president of the Federal 

tee geographically and denominat ionally rep
resentative, to submit its recommendations 
to the General Board. The latter was asked 

stage, the general board around the white 
tables forming a cross, with the staff at red 
tables, surrounding the general board. 

~-- -
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The speaking on the closing night was 

shared by Bishop Sherrill, in the vestments 
of a bishop of the Episcopal Ohurch, a.nd by 
Rev. Eugene Carson Blake, pastor of the 
Presbyterian Church of Pasadena, Calif. 

The Long-range significance of the National 
Council, said Dr. Blake, can be "measured by 
the quality and persistence of the individual 
Christian discipleship of the leaders of our 
churches." 

Calling for the end of religious competi
tion, Dr. Blake said that the words of the 
convention would be insincere unless they 
mean "that no longer are we going to con
tinue in the old paths of denominational 
rivalries." 

"Free churches in America," he added, "are 
stronger, and will remain stronger than any 
religious rivals, not by attacking others, but 
by increased devotion to their own tasks and 
to Him who leads them." 

In his presidential address, Bishop Sherrill 
characterized the formation of the National 
Council as, "a promise of high hope for the 
future." 

"The churches here represented are deter
mined without compromise," he added, "to 
cooperate wholeheartedly in those great fields 
of endeavor in which we are essentially one." 

Calling the times "stern" and labeling the 
forces of evil "powerful and relentless" the 
newly-elected president condemned "laissez 
faire Christianity, without dynamic force" as 
inadequate. 

"Only a Church of deep conviction and 
spiritual experience," he emphasized, "can 
meet the necessities of our times. 

"The real problem which confronts the 
churches is not the strength of the enemy 
without, but the quality of the spiritual life 
within. The council can only be as strong as 
the churches are strong." 

On this note and a benediction by the 
bishop, the convention ended. 

[From the Washington Post, Feb. 17, 1972] 
CHURCH ROLE URGED IN CONSUMER ACTION 

CHARLOTTE, N.C., February 16.-The policy
making General Board of the National Coun
cil of Churches has recommended govern
meP.tal and private action to strengthen the 
consumer. 

The policy statement, adopted Monday 
night, recommended that churches use their 
power as investors and stockholders to en
courage corporate responsibllity and con
sumer protection. 

NORTONVILLE 

HON. JEROME R. WALDIE 
OF CALIFORNIA 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. WALDIE. Mr. Speaker, there is a 
tremendous grassroots effort being con
ducted in my district to preserve a 
unique area from being lost to the pro
foundly destructive effects of a silica 
sand stripmining operation. 

This endangered area is the Norton
ville mines site. Many years ago this was 
a coal mining center of the west coast 
and provided jobs for hundreds of min
ers, principally Welsh, who labored there 
until the coal mining became unprofit
able and unproductive. 

The old mine shafts still remain. The 
graveyards of the miners also remain. 
Many residents of the area hope that it 
can be preserved by a local park dis
trict so that the heritage of Nortonville 
can be enjoyed by many thousands of 
visitors from the San Francisco Bay 
area. 
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One of the leaders of this preservation 
effort is Mrs. Joann Johnson, of Antioch, 
Calif. 

Mr. Speaker, Mrs. Johnson recently 
sent me a copy of a poem she wrote about 
the Nortonville area. Her words and her 
images do justice to the area we all want 
so desperately to save: 

NORTONVILLE-JANUARY 12, 1972 
(By Joann Johnson) 

Grey misty fog drifts up through the clSJY 
colored canyons and then disa.ppears into a 
sea of clouds above the earth. Below the 
summit is all hidden by the cold, gloom of 
the ever moving mist. 

The long, barren stems of grass a.re brown 
and lifeless, but soon to be repla.ced with 
the green of the new growth that carpets the 
earth beneruth the fragile stalks that have 
lived their summer. 

An oak, with a crown of mistletoe, stands 
majestic in its nakedness as the wind gently 
touches the leafless limbs. 

The silence of the rolling hills greets the 
voiceless fog as it envelops the solitary man
zanita in a hidden veil of moving dew. 

Then in the distance the faint song of the 
meadow lark echoes over the land, giving 
reassurwnce of the continuity of life. Only 
the sound of an airplane, in a flight to some
where, signals man's intrusion and presence 
into an otherwise undisturbed universe. 

In the sloping canyon a battle ensrues be
tween the wind and the fog, with the wind 
moving the wet mist back to the valley of 
retreat. 

There is peace in nature's world, as one ele
ment gives way to another, and the sun 
caresses the planet earth with finger of 
warmth and encouragement. 

SCHOOL PARTNERSHIP PROGRAM 

HON. NICK BEGICH 
OF ALASKA 

IN THE HOUSE OP REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. BEGICH. Mr. Speaker, recently, 
I have been reminded of one of the finest 
projects associated with education. The 
school partnership program, now under 
the overall direction of Action, is spon
sored by the Federal Government and is 
executed at a minimal cost to the tax
payers. It has won the appreciation of 
many people around the world. 

At a time when our assistance to peo
ple in foreign nations is being seriously 
questioned, it was my feeling that my 
personal knowledge of this program 
might be helpful as a source of informa
tion to others who might be interested 
in it. In addition, I would like to win the 
support of many schools throughout the 
country which might find inspiration for 
sponsorship of projects of this type.. 

As a former superintendent of schools 
in Alaska, it was my pleasure to work 
with the students of Arcturus Junior 
High School in an effort to develop a 
project which would generate continuing 
interest and participation by the student 
body. At our request, the school partner
ship program provided information to the 
Arcturus student body after inquiries in
dicated that Central' Junior High School 
in Anchorage had donated $235 in Sep
tember of 1966 to assist a school in El 
Salvador. 
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After much correspondence in May of 

1968, the decision for Arcturus to partici
pate in this valuable program was dis
cussed and approved by representatives 
of the seventh-, eighth-, and ninth-grade 
classes in the school. The students do
nated $1,000 to build a one-room primary 
school on the beach of Pitangueira, on 
the northeast end of the island of Jagua
num. The island is located in the Bay of 
Sepetiba, about 50 miles southwest of 
Rio de Janeiro, Brazil. 

While the student body was discussing 
the project, they began a series of fund
raising events to help finance the. project 
through the 1967-68 school year. When 
the project was finally decided upon, the 
spirit of the school and the activity to 
reach the goal they had set for them
selves intensified. It was a remarkable 
year in many respects. The parents ac
tively participated by sponsoring and 
directing some of the projects, and the 
faculty of the school also assisted in a 
remarkable way. The real credit, how
ever, goes to the students themselves. 
This project provided one of the finest 
examples I have seen, before or since, of 
a coordinated school activity which 
brought about the total involvement of 
every segment of the student body. 

Throughout the last half of the school 
year, the school received reports from an 
amazing couple, Christine and Edward 
Dreyfus. They had originally proposed 
the project and kept the school informed 
on every aspect of the proposal. Each 
new report was eagerly awaited by the 
students at Arcturus. 

The village of Ilha de Jaguanum has 
approximately 400 people, whose prin
cipal livelihood is fishing. All reports 
concerning the cost of building the school 
for the 26 school-age children indicated 
that it would cost a total of $1,750, with 
$1,300 requested by the school partner
ship program. The village would contrib
ute the labor to build the school. Addi
tional funds obtained for the project to 
meet the total commitment of $1,300 
came from Mechanicsburg High School 
in Ohio, Abraham Lincoln High School 
in Colorado, and York Community High 
School in Illinois. Arcturus, because of 
its commitment to the program was se
lected as the "partner" school and re
ceived all correspondence pertaining to 
this project. 

Because of the interest other schools 
may have in this type of project, I felt 
that several pieces of correspondence 
might be helpful in disseminating this in
formation so they might obtain a more 
intimate knowledge of how the program 
works. First is the proposal submitted to 
the school outlining the entire history 
of the area, the geography, the back
ground information, a map of the area, 
correspondence with the government of 
the country where the scbool was pro
posed, and even a comprehensive list of 
the materials which would be needed in 
the construction and the cost of these 
materials. The proposal was as follows: 

PROPOSAL 
We propose to build a one room primary 

school on the beach of Pitangueira, on the 
northeast end of the island of Jaguanum, lo
cated in the Bay of Sepetiba, about 50 miles 
southwest of Rio de Janeiro, Brasil. The is
land, nearly three miles long, consists of 
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dense impassable jungle, running from high 
hllls down to the water, and small patches 
of sandy beaches where the population of 
about 400, nearly all fishermen, live. On 
Pitangueira and nearby beaches, there are 17 
families living in mud and bamboo houses 
thatched with straw, without electricity, 
water or toilets of any kind, and earning a 
meagre liVing fishing large dug-out canoes, 
few of which are motorized. Conditions are 
primitive even though the people live only 
a few hours from modern civilization. Be
cause of their isolation and their low incomes 
from the s81le of fish in the mainland town 
of Itacuruca, (the nearest vlllage six miles 
across the bay) , the people are extremely 
deprived. We hesitate to use the word "com
munity" since there is no defined leadership 
structure, nor do the people customarily co
operate in joint activities beyond the efforts 
of extended families. There is no central 
meeting place, nor are there stores of any 
kind on the entire island. 

Several of the fishermen can write their 
names and read a few simple words, but the 
great majority are completely illiterate. One 
mother told us that her children did not 
even know what a school was. The effects of 
this combination of intense isolation and 
illiteracy are overwhelming. 

On the far southwest end of the island, 
about 21'2 miles away, where we live, there 
has been a school for about 15 years. It has 
one classroom and llving quarters for the 
teacher, much the same as we propose but 
larger and more luxurious. We are convinced 
that it is too far away to serve the children 
at the far end. Ted and one of the fishermen 
walked from our school to Pi tangueira on a 
clear day. They were armed with a rifle and 
sticks and took one hour up hiHs, across 
rocks, all thick with jungle growth, to reach 
the proposed school site. Some of the children 
live ¥2 hour to the other side. Few people 
hazard the trail, and even if it were cleared, 
during rainy weather it would still be impas
sable. The overwhelming opinion of the in
habitants is that the trail is too hazardous 
for children. During the mornings the fisher
men are out fishing, so there is no chance 
for boating the children. Frequent rains and 
strong winds would also make boat passage 
unreliable. 

There is a startling difference in the stand
ard of living between our side of the island 
with the school and tlle other, and we be
lieve there is a direct relation between the 
two, especially since the only recognized 
leader on the entire island, a Sr. Alvaro, with 
whom we are living, credits his most ad
vanced innovations directly to an outstand
ing teacher who lived and taught here for five 
years. 

In our house to house survey of the area, 
we found 44 children aged 15 and below, 26 
of whom now are · of school age, (between 6 
and 15) . Within the next three years the 
number of school-aged children will reach 40. 

The need or a school is urgent. Besides the 
direct academic benefits, the school with its 
resident teacher, would serve as a means to 
sever the existing isolation, to bring the 
children out of their families and into group 
activities, and hopefully to bring some order 
and discipline into their lives. Just having 
toilets would serve as a practical learning 
process in teaching h :alth and sanitation. 
The school would also qualify for Merenda 
and would bring milk and nutrition into 
their heavily starch-based diets. None of 
these children receive milk at home. 

Because of the primitive conditions and 
already overcrowded houses on the beaches, 
it is essential that the proposed school build
lug have living and working quarters for the 
teacher. It would be impossible for her to 
commuta from the mainland daily, since the 
trip takes between 30 and 45 minutes by 
motorized canoe and there is no regular 
transportation available. Often weather 
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makes the passage impossible. The fishermen 
traverse these waters only to take their 
catches to market and to make purchases in 
Itacuruca. Most of the women are afraid of 
the sea, and leave the island only in emer
gencies. A resident teacher could also have 
adult classes at night, something for which 
several fishermen have already shown inter
est, and for which there is growing general 
interest in all of Brasil. The teacher's kitchen 
would also serve for the all-important func
tion of preparing Merenda. Most mothers 
know about the school lunch program from 
our school, and are anxious to send their 
children for this reason. The teacher's living 
room would double as her office. In short, we 
feel that the school itself would be the first 
step in bringing people together to form the 
base for community action in the next 
generations. 

We have spoken with each of the fam111es. 
and almost everyone recognizes the extreme 
need for a school. In fact, some families have 
sent their children to live with relatives in 
order to attend school. Most of these chil
dren would come back to their fam111es if 
a school were built. (These children were 
not, however, counted in our survey.) 

All of the men agreed to help with the 
labour in constructing the school. Since they 
are fishermen, it would be necessary to em
ploy one professional bricklayer-constructor 
to direct the work and do the technical parts. 
We have spoken to a professional bricklayer 
in Itacuruca, whose work we know is excel
lent and rapid, and who would undertake the 
job and live on the site during the entire 
construction. One of the fishermen has 
promised to make up a schedule for helpers 
and to oversee their part of the contribution. 
Ou::: host. Sr. Alvaro can and wants to serve 
as local leader. He has lived on Jaguanum 
for 20 years since migrating here from the 
northeast of Brasil. Although he is not a 
fisherman himself, he is an intimate friend 
of all the fishermen and is recognized as the 
most advanced denizen and only leader. Sr. 
Alvaro has long been convinced of the need 
for a school. In addition to having consider
able construction experience, he is beginning 
to understand what we mean by community 
involvement and group action. A perfection
ist, he was startled when Ted told him that 
from our point of view, the group contribu
tion of the fishermen was ultimately more 
important than the perfection of the con
struction itself. This simple statement has 
opened up a whole new dimension in his 
thinking and w111 hopefully enhance his 
natural leadership qualities. Sr. Alvaro has 
already spoken eloquently with the fisher
men about their part of the project. Once 
undertaken, we have no doubts that his per
severence will carry the project to its con
clusion. 

Neither the state nor the municipio could 
promise us to build a new school now. A 
state school, because its costs include state
hired labor, would cost more than twice what 
we are proposing. The addition of impossible 
living conditions for the workers and trans
portation of materials make it impossible for 
this number of children. However, because of 
the SPP and the ·absolute inability of the 
fishermen to contribute financially, the 
State has promised to supply us with the 
lacking 25 % , w111 pay for the hired profes
sional bricklayer, and has promised to send 
a teacher. (See accompanying letter from the 
Secretary of Interior and Justice for the 
State of Rio) . The fishermen will transport 
all of the materials from the mainland to 
Pitangueira. They will also supply the sand 
and chip the rock for the foundation. 

The Captain of the Ports in Itacuruca 
spoke with the owner of the land and she 
agreed to give enough for the school. We 
wrote a follow-up letter (copy also enclosed). 
which was delivered by the Captain and 
transferred to the owner's lawyer. The State 
wm carry on from this point. 

February 17, 1972 
Our target is to have the school complete 

well before the beginning of next year's term 
in March. We have two teachers this year at 
the school on our end of the island. They 
have both shown interest in the school and 
have offered their services to begin instruc
tion as soon as the school is completed. 

We can guarantee that we will enthusiasti
cally maintain contact with our sponsor 
school dming our stay, through November 
1969. We both have cameras and are plan
ning to record the progress with photos and 
sl•ides. Realistically, we cannot promise any
thing after we leave. No one on Jaguanum 
speaks or writ es English and our only hope 
would be that the resident teacher would 
write enough English to continue corre
spondence. We are not counting on any 
American students having knowledge of 
Portuguese. 

In summary, we can only say that we have 
studied both the SPP and our situation ca.re
fully and see the many ways our situation 
does not fit the program's structure. How
ever, we are convinced of the desperate need 
and sincerely want to see as much effort and 
sacrifice on the part of the fishermen as they 
can reasonably support. We have worked hard 
in getting the sta-te engineer's department 
to dmw up a special plan to fit our needs, 
have cut costs to a minimum and have in
corpore-ted as much help from local sources 
in the planning and getting of the land, 
promise of funds, teacher and labor, as pos
sible. Morale is high and we hope our pro
posals will not result in just one more dis
a.ppointment for these fishermen and their 
families. 

MAY 8, 1968. 

Three other letters might also prove of 
interest. One, dated May 17, 1968, from 
Frances Ruddick, assistant director of 
the school partnership program, outlined 
the additional material which might be 
provided by the school and informed 
Arcturus of the assignment to the proj
ect. Another, dated June 9, 1968, from 
Ted Dreyfus, was the first report the 
school received from the actual area and 
discussed some preliminary plans for the 
school. A final letter from Chris Dreyfus, 
dated August 28, 1968, is a progress re
port and was the basis for an introduc
tion of the project to new students at 
Arcturus that school year and as an up
to-date accoun·ting to returning students 
of the school. Thus, another school year 
was begun with this school partnership 
program as a continuing and unifying 
project for the student body. These let
ters are most informative and are in
cluded to indicate how well-informed the 
''partner" school is through the school 
partnership program: 

MAY 17, 1968. 
I am very happy to inform you that your 

$1,000.00 contribution has been assigned to 
the Dha. de Jaguan.um project in BMZil. Since 
the total amount requested for the school, 
was $1 ,300.00 additional funds were ear
marked from Mechanicsburg High School, 
Ohio ( $200) , Abra.ham Lincoln High School, 
Colorado ($65 .84) and York Oommunity 
High School, Tilinols ($50.00). However, be
ing the primary sponsor, you will receive 
all correspondence and reports, and are the 
"partner" school. 

Shortly you will be hearing f.rom the Peace 
Corps Director in Brazil, Robert A very and 
from Ed.'WQ.rd and Christine Dreyfus, the 
Volunteers working at the site. You may 
write Ed and Chris at the following address: 
c/ o Mr. Robert Avery, Peace Corps Director, 
c / o American Einbassy, Rio de Janeiro, 
Bra:z;il. 

In your first letter to Ed, Ohris and the 
community, you may wish to include some-
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thing about your school, the fund-raising 
campaign and pertinent newspaper clippings 
and photographs if available. Suggestions for 
further correspondence are enclosed, along 
with information on the project and com
munity and some backgq-ound materials on 
the country. 

We wish you the very beSit for the estab
lishment of a mutually reward-ing amd edu
cational partnership. 

Sincerely, 
FRANCES RUDDICK, 

Assistant Director, 
School Partnership Program. 

JUNE 9, 1968. 
We are so happy to have received word of 

your sponsorship of our school-to-school 
project. Chris and I send our very warm 
thanks to you and the students of Arcturus 
Junior High for your great interest and con
tribution. We're very sorry that we didn't 
receive word of your participation before the 
end of the school yea.r in order to send word 
directly to the students involved in the fund
raising campaign. We hope to maintain close 
contact with you throughoUJt the building 
project and would appreciate any suggestions 
as to how this may best be done consider
ing that you're having summer vacation. We 
have sta.rted taking pictures of the school 
site and local people and will send you the 
inltial shots soon. 

The prefeito (mayor) of the municipio 
(county) vistted the school site the day be
fore yesterday, the first time he had ever 
been to Jaguanum, and talked with the fish
ermen about the construction. We plan to 
start land clearing and rock breaking for 
the foundwtion tomorrow. Next week we will 
begin the foundation itself and on its com
pletion we'll transport all the building mate
rial out to the island at one time using a 
launch and barge the prefeito is arranging 
for us. 

As we stated in our initial proposal, one 
professional bricklayer will work on the proj
ect helped by two or three fishermen each 
day. By rotating the fishermen's labour days 
we hope to min1mize the number of fishing 
days lost as well as to build the school as 
quickly as possible. We aim to complete the 
project in three months, but perhaps this is 
too optimistic a. projection. It is pouring 
rain today, the first time in weeks, and 1f 
this continues it'll bog down our whole op
eration. 

During the course of our correspondence we 
hope to acquaint you with the people and life 
on Ja.guanum as well as with the progress of 
your partner school. We are only two hours 
by bus away from the modern city of Rio de 
Janeiro, but life here is in many ways very 
primitive. Chris is from New Jersey and I 
am from New York so living here in the jun
gle often strikes as being as foreign as it 
must seem to you and your students in 
Alaska. We live in a little one-room house 
without water, bathroom, or electricity. The 
first two we use at the house of our neigh
bor Sr. Alvaro, with whom we share a kitchen 
and who is the local leader for the school 
project. We have a small boat with a very 
weak eight horse power motor which takes 
an hour to reach the mainland of Itacuruca.. 
Often the motor doesn't work, as for example 
the other day when the prefeito visited the 
school site, and Chris, Sr. Alvaro, and I 
rowed his dugout canoe to Praia {beach) de 
Pitangueira, the school site. 

We are here as Peace Corps Volunteers 
at the invitation of the Brasilian Superin
tendency for the Development of Fishing 
(SUDEIE) in order to stimulate the organi
zation of fishing cooperatives. We have been 
in Brasil six months now and I have been 
working away trying to interest the fisher
men in the advantages of cooperativism 
(whic.h, by the way, I knew very little about 

before a.Triving here and I now believe really 
does have a great deal to offer.) Although we 
are meeting with strong opposition from the 
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entrenched fish buyers, we are going ahead 
and plan to have our first meeting to discuss 
the coop in two weeks. Because the fisher
men live spread out all over this bay on 
small islands and small fishing seems to lead 
to isolation and suspicion of group activities 
anyway, most fishermen are complete stran
gers to group cooperation beyond the ex
tended family. But we're planning to have 
our meeting and will see what comes of it. 

We are hoping that the process of building 
the school will serve as one way of showing 
the fishermen how cooperation can work for 
everyone's benefit. Of course, this assumes 
that the fishermen do actually come through 
with their promised contribution of labour 
which may need continual encouragement 
from Sr. Alvaro and us. However, we are 
enthusiastic and hopeful about the project 
which you have made possible and send our 
warmest thanks to you all for joining this 
partnership program. 

Sincerely yours, 
TED DREYFUS. 

AUGUST 28, 1968. 
I have just been checking our school-to

school folder and found that you already 
had begun first term. We hope this letter 
reaches you and the students. Ted wrote 
June 9th to your Massachusetts address, but 
we assume, since we did not hear from you, 
that it went astray. 

Work is going very well on the school after 
an initial delay because the mayor failed to 
send the professional bricklayer on the date 
he promised. The bricklayer comes on Mon
day morning, stays on the site until Friday 
afternoon and goes home for the weekend. 
The fishermen have been good about arrang
ing transportation and lodging for him, and 
have been working on a regular schedule. Of 
course there are several who have not con
tributed anything and spread rumors that 
we are making a huge profit on the school, 
but the majority are trusting us. We tried 
to make a point of having the books open 
for all to see, but unfortunately there are 
very few who can read enough to under
stand facts and figures. We have told every
one that the money was earned by Amer
Ican school students, and they accept this, 
but really have no idea what it means. If 
your students could do something to make 
themselves real and known to our people, 
both we and they would be most grateful. 
We would like very much to have some 
communications between Arcturus Junior 
High and the fishermen of Jaguanum. 

The school site is magnificent. It is just 
above a white sandy beach and in the middle 
of a bamboo grove. The school wlli look out 
on a. bay dotted with jungle islands. It was 
a tremendous job to tear out the roots of the 
bamboo which go deep into the ground. 
After burning th"' torn out roots, work moved 
to the beach and the breaking of huge rocks 
into large pieces and then into tiny ones for 
the foundation. After this was done, we 
ordered most of the materials to be delivered 
to the dock in Itacuruca-3,500 bricks, 1,700 
roof tiles, 70 sacks of cement, miles of wood, 
etc. It came at 8:00 am, and was met by a. 
rented boat which had picked up all the 
fishermen at 7:00. But there were two banana 
boats unloading at the dock, and the boat 
had to wait until almost noon. From noon 
until 9:30 pm, everyone worked unloading 
the truck into the boat, and from the boat 
into canoes, from the canoes on to the beach 
and the beach to the site. When we reached 
Jaguanum, it was already dark, and the 
women and children came down with kero
sene torches and helped cart the bricks. It was 
an amazing day-lots of hard work, but done 
with wonderful spirit. Following this came 
the delay from the mayor, and everyone, in
cluding us began to wonder if this would end 
up being another pile of unused materials, a 
common situation in an undeveloped coun
try. 
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When the bricklayer finally came, we had 

to go around drumming up interest again. It 
was only 3 weeks, but we had had cooperation 
and a schedule which was broken by the 
delay. Now things seem to be going smoothly, 
the walls are almost completed and next 
we~k we will be ready for a carpenter to 
begin the roof. 

The owner of the property we are using, 
gave us the land and asked that the school 
be named for her husband. The mayor came 
to visit the site the week that Bobby Ken
nedy was killed, and he suggested that we 
name the classroom for him. We have no 
say in the naming of the school, but the 
naming of the classroom is for your students. 
We would appreciate a. decision on their part. 

We are very proud to be the on-the-spot 
agents for Arcturus Junior High's teal and 
tangible contribution tp the developments of 
Brasil as a whole, and to the children of 
Jaguanum in particular. We anxiously await 
word from you and hope that we may in some 
way fac111tate communications between 
Americans and Brasilia.ns. 

Best wishes for a properous school year. 
Sincerely, 

CHRIS DREYFUS. 

Since both the principal of Arcturus 
and I have not been in the school system 
for this entire school year, we have lost 
contact with some of the followup in
formation which the school was provided. 
My intent in providing this information 
is to make many schools aware of what 
can be done with the proper concern and 
e:ffort by a group of students who, with 
dedication and purpose, can bring about 
miracles in more remote areas of the 
world. Indeed, 3 years later the Denali 
School in Fairbanks did even better by 
providing the sum of $1,150 to build a 
"partner school" in Togo. 

The school partnership program cer
tainly deserves the support of schools 
throughout the country, and it is my pur
pose to keep the schools of Alaska in
formed of what can be done when a uni
fied e:ffort is made toward a great goal. 
Of course, the students at Arcturus Ju
nior High School at Fort Richardson 
Alaska, are the real heroes of this proj~ 
ect, for it was they who kindled the idea, 
perfected the goal, exerted the e:ffort, and 
performed the miracle of this small but 
important, effort in responsible ~orld 
partnership. 

LITHUANIAN INDEPENDENCE 

HON. LES ASPIN 
OF WISCONSIN 

IN THE HOUSE OP REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. ASPIN. Mr. Speaker, today we are 
celebrating the 54th anniversary of the 
establishment of the Republic of Lithu
ania and the 721st anniversay of the 
formation of the Lithuanian state 
events which should cause us to refiect 
on the many contributions made by 
Americans of Lithuanian descent. I 
think, too, that we should refiect on the 
aspirations of the Lithuanian people for 
their freedom, which have been so long 
and tragically ignored by the Soviet 
Union. 

I am proud that my constituents in
clude a number of citizens of Lithuanian 
background, and I am pleased to join in 
commemorating this important event. 
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ALL THE NEWS THAT'S FIT TO 

PRINT 

HON. LOUIS C. WYMAN 
OF NEW HAMPSHIRE 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. WYMAN. Mr. Speaker, the motto 
of the New York Times implies a ~egr~e 
of selectivity, understandably ~o m. th1s 
age of communications. ~ut as 1s P:omted 
out in the following article b~ Richard 
Wilson, selectivity. can ~e carried to ~~e 
point of interfermg w1th .the publ~c s 
understanding of the great Issues facmg 
this Nation today. 

For a newspaper which has gone to 
great lengths to report ~erica's in
volvement in Southeast Asia as com
pletely as possible, including. llll:lawful 
and probably criminal publicatiOn of 
classified material, it would seem that 
a formal response from Hanoi giving its 
terms for a peace settlement and the 
release of American prisoners of war 
would be news fit to print. Publication 
of the North Vietnamese response would 
have clearly shown Hanoi's intrasige~~ 
at a time when there was speculatiOn 
over a possible moderation o~ their po.si
tion. Withholding publicatiOn demed 
the public the opportunity to ad:equately 
evaluate North Vietnamese policy. 

The article follows: 
PERPETUATING THE DECEPTION ON THE POW 

ISSUE 

(By Richard Wilson) 
A cruel deception is being perpetuated by 

heedless men that all President Nixon need 
do to secure the release of prisoners of ~ar 
held in North Vietnam is to declare a. specific 
date for complete wi.thdrawal of all Amer-
ican forces. . 

The depth of this deception is emphas1zed 
in a response to questions submitted to the 
Hanoi government by the New York Times 
which the newspaper decided not to publish. 
The reasons leading to this decision are 
curious. 

on Page 10 of its Friday edition under a 
headline saying "Hanoi's Cable to Times 
Cites Peace Aim," the Times gave this main 
reason for not publishing Hanoi's respo~e 
to the questions submitted by its managmg 
editor: 

The response was no different than pre
vious positions stated at the Paris peace 
negotiations by Hanoi's representatives and 
published at the time in the Times. 

This excuse for not publishing Hanoi's 
response can be questioned for several rea
sons. First, the cable was an official state
ment direct from Hanoi and not filtered 
through the North Vietnamese dele~atioD: in 
Paris. Second, the Times, in an lnterview 
earlier with the head of the Communist 
delegation, had spread the impression that 
releasing prisoners of war could be separated 
from other issues at the Paris conference. 

And, third, the Hanoi response might ha':e 
helped to clear the minds of those who culti
vate the deception that the prisoner of war 
question can be separated from North Viet
nam's insistence that all troops must be 
withdrawn, all support to the Thieu govern
ment be withdrawn and the policy of Viet
namization be abandoned. The Times has 
often published, and makes a special point 
of publishing, important public documents. 
It confined itself in this case to publishing 
merely a suiUmary of the exclusive state
ment it received from Hanoi, and did not 
relate this response to the questions it had 
asked except to say that none had been an
swered directly. 
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Nor, it was indicated, would the Times 

have done this much had it not been for the 
fact that the foreign broadcast information 
Rervice of the Central Intelligence Agency 
had published in its weekly report the sub
stance of the exchange in its regular func
tion of monitoring Hanoi's public coinmuni
cations. The exchange between Hanoi and 
the Times managing editor thus became 
known to reporters covering the State De
partment. 

Furthermore, a good many readers would 
conclude that the Hanoi response confirmed 
beyond any shadow of doubt the Nixon ad
ministration's claim that North Vietnam has 
:flatly turned down a prisoner release in ex
change for a firm withdrawal date. Sen. 
George McGovern, a candidate for president, 
has, in effect, called Nixon a liar for making 
that claim. 

Aside from revealing the hazards of a news
paper trying to conduct, or at least influ
ence, foreign affairs, the incident of this un
published document from Hanoi nails down 
hard what the Coinmunist government will 
settle for. It will settle for the humiliation of 
the United States, complete renunciation of 
the 'l'hieu government, and an end to all 
support for the elected government of South 
Vietnam. Then-maybe-it will release Amer
ican prisoners of war. 

The Times could have placed these facts 
in high relief by publishing its questions and 
Hanoi's cabled response, but it did not do so. 

McGovern, and more recently Sen. Mike 
Mansfield, persist in the notion that it is 
all simple. Just announce a complete with
drawal and Hanoi will interpret that as let
ting the Thieu government go down the 
drain and promptly release the prisoners. 
The war will then be over. 

Hanoi's cable makes it a lot clearer: Presi
dent Nixon must pull totally out of Vietnam, 
stop backing the Nguyen Van Thieu belli
cose clique and conform to all seven points 
of Hanoi's peace proposal, which would ac
complish the co~plete humiliation of Nixon 
in his attempt to achieve a constructive end 
to the war. 

Nixon tried, in his recent television inter
view, to open the door a little wider by inti
mating that the last troops would be with
drawn when the prisoners had been released, 
or concurrently. That little crack in the door 
might have widened to permit a view of 
compromises on both Hanoi's unaltered 
seven points and Nixon's commitment to 
Vietnamization and to the Thieu govern
ment. 

But the door was slammed shut by Hanoi 
with a resounding whack loud enough, cer
tainly, to be heard by all who purs~e the 
simplification of prisoner repatriation m . ex
change for setting a final and total with
drawal date. 

BLACK HISTORIAN IS SHOOTING 
DOWN MYTHS 

HON. ELLA T. GRASSO 
OF CONNECTICUT 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mrs. GRASSO. Mr. Speaker, the con
tributions of black Americans have given 
substance and strength to our Nation's 
heritage. As we celebrate National Negro 
History Week, the foresight of Carter G. 
Woodson, the ex-coal miner an~ school
teacher who initiated Negro History 
Week in 1926, has been proven through 
our growing recognition of the achieve
ments of black men and women through
out history. 

February 17, 1972 

It is a great source of pride and pleas
ure to cite the scholarly accomplish
ments of a Connecticut man who has 
dedicated his life to the study of his peo
ple. Dr. John Rogers, consultant to the 
black studies program at the University 
of Hartford, is a self -educated black his
torian and lecturer. For 30 years Dr. 
Rogers studied and traveled throughout 
the world, while employed as a postal 
clerk and later a postmaster in West 
Hartford. He has added new knowledge 
and insight to the compendium of data 
which has made him outstanding among 
our scholars. 

Now retired from the postal service, 
Dr. Rogers spends most of his time 
teaching, writing, lecturing, and consult
ing on his first love-black history. His 
reputation as an authority on black his
tory has grown beyond his native State. 
I heartily applaud his commitment and 
the gifts he has given to us. 

This semester Dr. Rogers is teaching 
a course at the University of Hartford 
on the history of slavery. For the interest 
of my colleagues, an article which ap
peared in a recent issue of the Catholic 
Transcript about Dr. Rogers and his 
views on the slavery issue follows: 
BLACK HISTORIAN Is SHOOTING DOWN MYTHS 

(By Joan M. Piergrossi) 
A poster with a black and a white hand 

clasped tightly together was framed promi
nently on the wall behind him as Dr. John 
Rogers, black historian and lecturer, spoke 
about slavery and its effects on his people. 

"There are many misconceptions about the 
whole institution of slavery and they account 
for some of the fact<>rs in racial attitudes 
nowadays," the self-educated scholar said 
in an interview in his office at the University 
of Hartford. 

Dr. Rogers will be teaching a new course 
at the university during the spring semester. 
Part of the black studies program introduced 
this fall, it is called "Special Issues in Black 
Experience: History of Slavery in the Western 
World." 

It will examine slavery from America's 
colonial days to its end during the Civil 
War. 

According to Dr. Rogers, the new course 
will attempt to "disclose the origins of the 
fears that contribute to yesterday's and 
today's prejudices and racial tensions. It will 
explore old myths and restore some impor
tant omissions." 

A studious man who has read innumerable 
texts on black history, Dr. Rogers went 
through the Hartford school system and 
worked for many years as a postal clerk in 
Hartford. He was postmaster of the Bishop's 
Corner, West Hartford, post office until 1968. 

After he retired, he was asked by the State 
Board of Education to help with the forma
tion of black studies programs in area school 
systexns. He accepted with enthusiasm and 
until this past June served as an adviser 
with the Capitol Region Education Council. 

Dr. Rogers' reputation as an authority on 
black history grew as a result of his many 
lectures to clubs and organizations during 
the 30 years he has devoted to this study. 
He has traveled extensively throughout 
Europe and Africa to observe the black situa
tion on those continents first-hand. 

Holder of an honorary degree of Doctor of 
Humane Letters from the University of Hart
ford, Dr. Rogers came to the university this 
past faU as a consultant to the black studies 
program. He also teaches a course at Greater 
Hartford Community Oollege. 

AUTHOR 
The busy student of black history and 

culture and father of five grown children 
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will soon have a book entitled The Negro 
in Connecticut published. 

His smile barely concealing the deep con
cern in his eyes, Dr. Rogers believes that 
"black history should be used to lift both 
black and white men up, because both groups 
have so many misconceptions about one 
another." 

A course such as the one he will teach 
"is so very important because most of our 
knowledge of slavery has come from movies 
and comic strips. These have formed Ameri
can preconceptions." 

"Americans," he continued, leaning over to 
speak in a hushed tone of voice, "are used to 
viewing African blacks as savages. Many feel 
that they actually helped the black by bring
ing him away from the ignorance and bar
barism of Africa to the enlightened Chris
tianity of America. But, the truth of the 
matter is that Christianity was prevalent in 
Africa all along." 

The cheerful teacher added that he would 
also attempt to compare American slavery 
from the English viewpoint, both in the 
northern and southern United States, with 
French and Spanish slavery in Louisiana, in 
relation to European slave backgrounds. 

COMPLICATED 
"Many people think of slavery only in 

terms of the United States," Dr. Rogers 
pointed out, pulling thoughtfully on his 
tufted white beard, "but actually the whole 
concept of slavery is much more complicated 
than that." 

The first slaves to come to this country, the 
affable historian said, were Spanish blacks 
who arrived in Jamestown in 1619. A dual 
system of servitude evolved in the New 
World, he said, with an indenture system for 
white men and slavery for the black man. 

The white immigrants who were inden
tured, Dr. Rogers explained, committed them
selves to work for a given length of time 
for an employer in the new colony. The 
slaves, however, bound in most cases to life
long servitude. 

"The white indentured men came to feel 
that the black slaves were hurting them eco
nomically. By the 1800's blacks were being 
trained to take over industries in the South," 
he said. 

"The white immigrants did not want the 
slaves freed, however," he continued. "If 
they could threaten them as slaves what 
would they do as free men?" 

FAMILY 
Slavery itself, Dr. Rogers maintained is 

"rooted in an economic struggle. And its 
worst aspect was the destruction of the fam
ily." 

The hardest years for blacks were not, in 
fact, the time of slavery, he stressed, but 
the years from 1890-1920 when the effects of 
emancipation were the greatest. 

He does not think "philosophies of fear" 
expounded by black militant groups are 
worthwhile. 

"We are not going to help ourselves by 
generating fear. We must produce blacks with 
qualifications to dispel fear. People need edu
cation on both sides," he said. 

He believes that if the force behind the 
militant movement can be put into construc
tive channels, "then blacks and whites will 
come closer together." 

Dr. Rogers would like to see "a little less 
fear on the part of the power structure and 
more emphasis on helping, not exploiting" 
blacks in a community such as Hartford. 

"We can't build a city and exploit its peo
ple at the same time," he believes. "We must 
get the black man ready to move up and then 
judge him on his merit. 

"Unfortunately, in the past there have 
been reactions against letting blacks rise," 
the Hartford historian pointed out, "but 
hopefully in the future all men w1ll be able 
to rise to the heights of their ability." 
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PRESIDENT PLANS TO LIMIT CLEAR 
CUTTING IN NATIONAL FORESTS 

HON. JOHN D. DINGELL 
OF MICHIGAN 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. DINGELL. Mr. Speaker, the Nixon 
administration talks a good game of en
vironmental quality but when it comes 
down to calling the signals the quarter
back all too often changes the game plan 
after receiving instructions from the 
sidelines. 

A case in point is the administration's 
program for managing our national 
forests. 

The New York Times of January 11, 
1972, carried a news item under the head
line "President Plans To Limit Clear 
Cutting in National Forests; Timber Men 
Are Disturbed." 

Yes, the timber men were disturbed 
and their instructions were obeyed. This 
fact was documented in another New 
York Times news item which appeared in 
its January 14, 1972, edition under the 
double headline: "Limit on Cutting Tim
ber Dropped," "Nixon's Aides Switch 
After Opposition by Industry." 

In an editorial under the heading "A 
Too Clear-Cut Decision,'' the New York 
Times on January 18, 1972, gives an indi
cation of where the Nixon signals are 
coming from insofar as timbering prac
tices are concerned. 

Lest it be charged that the New York 
Times is alone in its concern about this 
latest sellout on the part of the Nixon 
administration, I note that the Washing
ton Evening Star of February 3, 1972, also 
commented on the White House decision 
in an editorial under the heading "Clear
Cut Cave-In." 

So that my colleagues may be aware of 
the administration's game plan with re
gard to our national forest resources, I 
insert the text of each of the news items 
and editorial cited above at this point in 
the CONGRESSIONAL RECORD: 
(From the New York Times, Jan. 11, 1972] 

PRESIDENT PLANS To LIMrr CLEAR-CUTTING 
IN NATIONAL FORESTS; TIMBER MEN .ARE 
DISTURBED 

(By E. W. Kenworthy} 
WASHINGTON, January 10.-The White 

House is planning to issue an Executive 
order limiting clear-cutting-the wholesale 
cutting of trees in the national forests. 

The timber industry is so concerned about 
the prospective order that representatives of 
the National Forest Products Association 
protested against its projected issuance at 
a meeting today with high Administration 
officials. The meeting was held in the office 
of the Secretary of Agriculture. 

The proposed Executive order reportedly 
would apply about 10 criteria to the prac
tice of clear-cutting and the chief objection 
of the industry spokesmen was one that 
would take into consideration the effeots on 
"areas of great natural beauty." 

One industry representative suggested 
later in an interview that the industry 
thought Mr. Nixon would be acting against 
his interests to issue such an order in an 
election year. 

Clear-cutting is the practice of cutting 
down all trees, regardless of kind and age, 
in an area ranging from a few acres to sev-
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eral square miles so as to make space for 
the regeneration of timber stands, particu
larly those preferred for lumber. 

The practice is defended by the timber 
industry and many foresters as efficient man
agement of resources. It is condemned by 
some foresters and most conserV!ationlsts 
as wasteful of resources and destructive 
of the environment. 

ORDER WOULD SET CRITERIA 
After the meeting today, James R. Turn

bull, executive vice president of the National 
Forests Products Association, said that the 
proposal for an Executive order limiting 
clear-cutting and setting criteria for it had 
originated in the White House Council on 
Environmental Quality. The council chair
man is Russell E. Train. 

Mr. Turnbull said in an interview that 
industry representatives had told Adminis
tration officials that such an order would 
drastically reduce the Forest Service's ability 
to sell timber from the national forests at a 
time when those sales are already "seriously 
impaired.'' 

Mr. Turnbull also said that, in response 
to questions put by John C. Whitaker, the 
Presidents' special assistant for environ
mental affairs, both Secretary of Agriculture 
Earl L. Butz and Harrison Loesch, Assistant 
Secretary of the Interior for Public Land 
Management, agreed that restriction of 
clear-cutting would adversely affect timber 
sales from the national forests. 

However, Mr. Turnbull said, Mr. Loesch 
thought the impact would not be so great 
as the industry feared. The Forest Service 
operates under the Secretary of Agriculture. 

Other officials at the meeting were Mr. 
Train; Alvin Aim, economist for the Council 
on Environmental Quality; Edward P. Cliff, 
chief of the Forest Service, and John R. 
McGuire, his deputy. 

Having laid the industry's case befor.e these 
officials Mr. Turnbull said: 

"We are going to try our best to get to 
the President's advisers to put out that if 
our projections are right, we face another 
lumber-plywood, price and supply crunch 
when the peak building season starts this 
spring. 

"Since housing and construction are still 
expected to carry the economy to higher 
levels in an election year, this is not neces
sarily the best tactics." 

Mr. Turnbull said that at today's meeting 
Mr. Train and Mr. Whitaker insisted that 
the order, as now drafted, "only reaffirmed 
existing management policies which the 
Forest Service was supposed to be following 
anyway." 

INDUSTRY DUBIOUS 
But Mr. Turnbull said that the industry 

was inclined to be dubious about his re
assurance since "the order is drafted in the 
context of correcting abuses." 

As drafted, he said, the planned order sets 
"about 10 criteria that have to be followed 
before a sale of timber to be harvested by 
clear-cutting can be made by the Forest 
Service" and bans such clear-cutting along 
the shores of lakes and streams. 

Among the criteria, Mr. Turnbull said are 
soil conditions, the kind of roads that w~uld 
have to be built, the impact of the cutting 
and road construction on sedimentary pol
lution of streams and lakes, and the effect 
on "areas of great natural beauty." 

"The dangerous one," Mr. Turnbull said 
"is the subjective judgment in the naturai 
beauty area, because if this is published as 
a Presidential Executive order, we visualize 
that that one element alone is an open 
invitation to litigation, protests and related 
activities which would serve to handcuff 
the Forest Service." 

He added, "Personally, I think that all 
national forests are beautiful and I suspect 
there are a lot of people in my shoes." 
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Mr. Turnbull said he thought one factor 
behind the proposed order, was a bill offered 
by Senator Gale W. McGee, Democrat of 
Wyoming, to impose a two-year moratorium 
on clear-cutting. 

As a prelude to drafting an order, Mr. 
Turnbull said, the Council on Environmental 
Quality had named the deans of five schools 
of forestry to conduct a study and make 
recommendations. 

The deans are Charles W. Ralston of Duke; 
Wilber w. Ward of Penn State; Robert E. 
Dils of Colorado State; James S. Bethel of 
the University of Washington, and Lee M. 
James of Michigan State. 

The National Forest Products Association, 
Mr. Turnbull said, has never been able to 
obtain the deans' reports although it had 
asked for it. 

He said that at the meeting today he 
told Mr. Train that "it was our understanding 
that the reports were unanimously favorable 
[to clear-cutting] and regarded it as one 
of the most valuable practices to maintain 
vitality and productivity of the resource." 

ASSURANCE REPORTED 
Mr. Turnbull said that representatives of 

the Council on Environmental Quality, when 
pressed, acknowledged today that the report 
had been shown to representatives of the 
Sierra Club, a leading conservationist group, 
and then assured Mr. Turnbull that he would 
also be permitted to see it. 

Mr. Turnbull said that, with the fiscal year 
half over, the Forest Service had put up for 
sale only 25 per cent of the allowable cut 
on the national forests for fiscal 1972. The 
service, he said, believes that by the end 
of the fiscal year next June 30 it will ~ave 
sold half the allowable cut, but the industry 
doubts it. 

The sales program is lagging, Mr. Turnbull 
said, because of litigation by environmental 
groups, protests by these groups-or by in
dividual citizens-that had to be dealt with 
in slow administrative proceedings, and a 
10 per cent reduction in requested Forest 
Service personnel as a result of the Presi
dent's economy program. 

According to the American Plywood 
Association, the contemplated order would 
reduce timber cutting by 50 per cent in 
Oregon and Washington. 

[From the New York Times, Jan. 14, 1972] 
LIMIT ON CUTI'ING TIMBER DROPPED; NIXON'S 
AmES SwrrcH AFTER OPPOSITION BY INDUSTRY 

(By E. W. Kenworthy} 
WASHINGTON, January 13.-The Nixon Ad

ministration has jettisoned its plan to issue 
an Executive order restrictl.ng "clear-cut
ting"-the wholesale cutting of trees-in 
Federal forests, a White House officials said 
today. 

William Lake, an official on the White 
House Counci'l on Environmental Quality, 
said that the decision against issuing a Presi
dential order was reached jointly in the last 
24 hours by Russell E. Train, chairman of the 
Council, the Secretary of Agriculture, Earl L. 
Bu.tz, and the Secretary of the Interior, 
Rogers C. B. Morton. 

The plan for a Presidential order that 
would set a firm policy on the practice of 
clear-cutting and also establish criteria for 
it had originated in the environmental coun
cil and had the solid backing o! Mr. Train. 

Environmental organizations were dubious 
that the order would ever be published be
cause o! the campaign that the timber in
dustry was mounting against it. 

When the timber industry learned a week 
ago that the order was in the draft stage, it 
vigorously protested, first to Edward P. Cliff, 
chief of the Forest Service, last weekend, and 
then last Monday to Secretary Butz, Mr. 
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Train and White House officials in a meet
ing in Mr. Butz' office. 

Clear-cutting is the practice of cutting 
down all trees, regardless of age or kind, in an 
area ranging from a few acres to many hun
dreds of acres. 

The timber industry defends the practice 
as the most efficient management o! timber 
resources, particularly of Western softwoods. 
It contends tha.t these trees will not re
generate without open spaces that the sun 
can reach, and that clear-cutting results in 
even-age replacement stands that produce 
more lumber. 

Conservation organizations have long at
tacked the practice as wasteful of resources 
and damaging to the environment, particu
larly on steep slopes and along river banks. 
They contend that with proper selective cut
ting of older trees, the forest will regenerate 
and the environment will be protected. 

The news that the Administration was 
planning to issue a Presidential order re
stricting clear-cutting had been welcomed by 
the conservation organizations, although 
some of their leaders predicted that the Ad
ministration would pull back under the 
mounting pressure from the industry. 

Last Monday in an interview, James R. 
Turnbull, executive vice president of the Na
tional Forest Products Association, said that 
at the meeting in Mr. Butz's office, Mr. Train 
and John C. Whitaker, White House assistant 
on environmental affairs, had tried to reas
sure the industry by saying that the order 
would simply reaffirm at the highest level 
the management policies the Forest Service 
was supposed to be following when it nego
tiated a sale of timber on Federal lands. 

Mr. Turnbull said that industry represent
atives had not been persuaded by this argu
ment because the order was drafted in the 
context of correcting abuses in clear-cutting. 

[From the New York Times, Jan. 18, 1972] 
A Too CLEAR-CUT DECISION 

A laudable effort by the Counc:l.l on Envi
ronmental Quality to curb clear-cutting in 
the national forests has suffered an embar
rassingly quick death. Three days a.fter it be
came known that the C.E.Q. had proposed an 
Executive order laying down certain limita
tions on the practice of clear-cutting, that 
agency itself was obliged to announce that 
the proposal had been dropped. 

Led by the National Forest Products Asso
ciation, the lumber industry had evidently 
driven home a point made by one of its 
lobby top officials. Further limitations on 
clear-cutting, he suggested, would force a 
"price and supply crunch" in the spring 
building season. With construction "expected 
to carry the economy to higher levels in an 
election year, this is not necessarily the best 
tactics." 

The veiled threat and the general uproar 
over the proposed order served to obscure its 
import. This practice of chopping down all 
trees in a given area, regardless of age or 
species, is in some circumstances a sound 
method of harvesting and scientifically pref
erable to selective cutting, as the C.E.Q. and 
conservation groups readily concede. But at 
least as often, it is shortsighted, crassly com
mercial and devastating to the environment. 

In recent years clear-cutting has made 
alarming inroads where it ought never to 
have been allowed, and the Forest Service 
seems unable to arrest abuse o! the practice 
which, with its approval, has spread so widely 
and dangerously. Among the results ar~ 
hideously denuded mountainsides in Mon
tana's Bitteroot National Forest, similar de
facement of West Virginia's Monongahela 
National Forest and in these and other tim
ber areas across the country disrupted drain
age systems, serious erosion and the siltation 
of streams. 

In its own_ executive reorganization plan 
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the Nixon Administration appears to con
cede the necessity for some changes in forest 
management, perhaps in feeble response to 
the stinging reproach of Representative Din
gell of Michigan that "the Forest Service is 
a wholly-owned subsidiary of the timber in
dustry." 

Apart from a fiat ban on the practice along 
the shores of lakes and streams the c.E.Q. 
would have made sanction for this type of 
harvesting expressly dependent on soil con
ditions, the appropriate type of logging roads, 
the extent of sedimentary pollution it would 
cause in nearby waters and the effect it might 
have on "areas of great natural beauty." 

Theoretically, such criteria have existed 
right along, but they have been sporadically 
applied at best. If President Nixon wanted 
the kind of compliance that the C.E.Q., on 
expert evidence, thinks necessary, he had 
only to sign the Executive order it proposed. 
Its swift extinction, instead, suggests that 
the logging industry was more persuasive 
with the President than his own environ
mental advisers. 

[From the Washington Star, Feb. 3, 1972} 
CLEAR-CUT CAVE-IN 

Let us all hope that the latest White House 
decision on clear-cutting U.S. forest lands 
does not truly represent the administration's 
courage under fire in the arena of environ
mental protection. Otherwise, the nation is 
in for a bad time. 

The issue is one that has been building 
up for years. The timber industry has found 
that it can maximize production and profits 
through clear-cutting, which means cutting 
down all the trees in an area rather than 
selectively cutting only the trees that have 
matured. Gradually, the U.S. Forest Service 
has acceded to the practice. And it continues 
to lean toward industry's position despite the 
accumulation of public protest and plenty of 
evidence of abuse--widespread devastation 
of forest land with consequent bad effects on 
wildlife, soil stability and scenery. 

The President's Council on Environmental 
Quality had drafted a set of restraints in the 
form of an executive order it hoped President 
Nixon would include in his 1972 environment 
message. But the timber industry's lobbyists 
reacted quickly. After meeting with CEQ 
Chairman Train, Agriculture Secretary Butz 
(the Forest Service is part of Agriculture), 
and Interior Secretary Morton, they got their 
way. The executive order was shelved. 

Although the administration now is argu
ing that Agriculture and Interior have ade
quate safeguards coming along, what hap
pened seems fairly clear. The administration 
caved in primarily because of the political 
influence the timber companies can bring to 
bear in the states of the Far West. This is, 
if nothing else, a very political year. 

In saying all this, we do not put ourselves 
on the side of the wilderness purists who 
would lock the forest industry out of the 
public forests. Logging these forests is essen
tial if the nation's needs for wood products, 
largely in the home building industry, are to 
be met. Moreover, 1.n some kinds of forests, 
notably the Douglas fir, there is even a case 
to be made for judicious clear-cutting. 

At the same time, the timber industry's 
constant cry of timber famine would go down 
a lot better if it did not also insist on ex
porting its products or if it had not com
piled such a dreary record of mismanagement 
in so many public and private forests, down 
through the years. 

The public forests are there !or use, includ
ing commercial use, but only at a level that 
will never result in their being used up. 
The Forest Service, and eventually the White 
House, bear the burden of protecting those 
lands !or the benefit o! all Americans. At 
this point, it appears they could use more 
backbone. 
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GLAMORIZING Mil.JIT ANTS IS 
INTERNATIONAL PRESS SPORT 

HON. EDWARD J. DERWINSKI 
OF ILLINOIS 

IN THE HOUSE OP REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. DERWINSKI. Mr. Speaker, one of 
the most timely, and certainly objective, 
commentaries on the distortion that so 
often prevails in international press cov
erage wa.s carried in the Star-Tribune of 
Thursday, February 10. 

Keeping in mind that news concern
ing America is automatically the subject 
of worldwide interest, this article is cer
tainly a sound analysis of media cover
age. 

The article follows: 
GLAMORIZING MILITANTS IS INTERNATIONAL 

PRESS SPORT 

The American press and teleVision have 
been guilty of glamorizing militant radicals 
so often involved in action these days be
cause many newsm.en, trained to scent foc 
action like hounds, have fallen for the many 
confrontations, gimmicks and publicity 
stagings as news. 

The result has been to build a following 
for some radical militants and to give the 
false impression that the country is almost 
overrun with them. The truth is that they 
make up a small and declining segment of 
the population. Unfortunately, the gullible, 
impressionable and ignorant often don't 
know this. 

Since 1968, when the war in Viet Nam WM 
fanning the flames of dissension, when mili
tants, revolutionaries and a few Communists 
were leading student riots on various college 
campuses and when whole sections of the 
nation!s largest cities were being burned 
down, the situation has grea.tly improved. 
But, we tend to forget that, because there 
are always enough protestors or militants to 
make headlines in one way or another. 

One side affect of the press coverage of 
militants in the United States media is the 
coverage the United States is receiving in 
some foreign .countries. An article in TV 
guide magazine this week reports, that 
Swedish television has the strongest anti· 
American programming in Europe outside 
the Iron Curtain. 

The United States is depicted as "an evil 
place run by evil men with eVil intent," sa.id 
Lars Winburg, a Swedish business man who 
occasionally visits America. "News from 
America, bad enough usually in its original 
form, is edited to make it wppear worse," 
writes Editor Merrill Panitt, Who recently 
surveyed TV news in five European coun
tries. 

"Thus, film footage on the Selma, Ala., 
march was edited to show only blacks walk
ing and whites jeering from the sidelines. 
There were no pictures of the whites who 
joined in the march. In coverage of our last 
national election, only anti-Administration 
ca.ndidates were interviewed," Panitt writes. 

Most Swedes are undeT the impression 
from television that the Black Panthers are 
the most dominant representatives of the 
blacks in the U.S. Ralph Abernathy, head o1 
the Southern Christian Leadership Confer
ence was called an "Uncle Tom" when he 
arrived. The dea.th of Whitney Young, head 
of the Urban League, went almost unnoticed 
on Swedish TV. 

We're not too sure that Swedes visiting 
this country wouldn't get the same impres
sions from viewing American television. The 
press and television in this country must 
soberly assess their role and ·responsibllity in 
·gl.&morizing militants, revolutionaries and 
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those set against democratic law and ocder 
processes in this republic. The national and 
international interests, and the interests of 
the news media themselves, call for a more 
rational approach to this continuing prob
lem. 

SUPPORT GROWING FOR CREATION 
OF EMERGENCY MEDICAL SERV
ICES ADMINISTRATION 

HON. ROBERT H. MOLLOHAN 
OF WEST VIRGINIA 

IN THE HOUSE OP REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. MOLLOHAN. Mr. Speaker, since 
my colleague, the Honorable HowARD W. 
ROBISON, and I introduced H.R. 12787, the 
Emergency Medical Services Act, on 
January 31, support has been growing for 
a Federal effort to save the lives of 
thousands of highway and accident vic
tims by upgrading the quality of am
bulance and hospital emergency room 
care. 

We will be reintroducing this legisla
tion on February 24, and so far we have 
over 20 cosponsors, as well as the valua
ble assistance of Senator GEORGE Mc
GovERN, who will be sponsoring the legis
lation in the Senate. 

Senator McGovERN has done consider
able research in this fteld and I would 
like to submit for the RECORD his recent 
comment on emergency medical care and 
his position paper on this matter. I would 
also like to include two newspaper arti
cles, one showing how an advanced am
bulance service can save the lives of 
heart attack patients, and the other 
showing how my hometown of Fair
mont and its Junior League have rallied 
to the support of a volunteer rescue 
squad that, I am confident, will soon be 
filling the vacuum in emergency health 
care with quality service. 

Senator GEORGE McGovERN called to
day for a substantial reorganization of 
the Federal effort to achieve adequate 
emergency health care for all American 
citizens. 

At a press conference in Boston, Mc
GovERN deplored the shockingly inade
quate emergency health care facilities in 
every part of the country. "The problem," 
said McGovERN, ''is largely one of in
attention, mismanagement, and, too fre
quently, simple neglect. The Federal Gov
ernment ha.s been almost totally wholly 
ineffective in confronting the emergency 
medical services program." 

McGoVERN said that less than 10 per
cent of ambulances are equipped to ad
minister OxYgen; less than 15 percent are 
equipped with splints; only 1 percent 
can administer intravenous fluids; less 
than 2 percent can communicate direct
ly with hospitals; and less than 5 percent 
of ambulance attendants are adequately 
trained. 

Senator McGovERN proposed the fol
lowing seven-part program which could 
save as many as 100,000 lives per year: 

First. All ambulance attendants should 
be trained up to the minimal standard 
set by the National Academy of Science. 

Second. The Federal Government 
should supply matching funds to assure 
that the entire population ha.s access to 
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emergency vehicles designed according 
to Federal standards. 

Third. The Federal Government should 
set up a minimum of ftve complete area
wide demonstration systems in different 
settings and in different areas of the 
country. 

Fourth. Federal funds should be avail
able through the National Institutes of 
Health to support residencies in emer
gency medicine in medical centers. 

Fifth. Community health facilities 
should be expanded through the release 
of at least 1,500 civil defense prepack
aged health units and through recruit
ment of personnel, including paramedi
cal manpower trained in Vietnam. 

Sixth. The nationwide implementation 
of "911" as the uniform emergency tele-
phone number. · 

Seventh. The posting of clearly fre
quent and clearly visible signs on all 
major roads, identifying distance and di
rection to nearest emergency facility. 

The cost of this program can be ac
complished at maximum Federal out
lays of $200 to $300 million per·year and 
almost entirely through the use of exist
ing techniques and technology long since 
developed. 

A complete copy of Senator Mc
GoVERN's program is attached. 
EMERGENCY MEDICAL SERVICE&-PROPOSAL BY 

SENATOR GEORGE McGOVERN, FEBRUARY 9, 
1972 

Among people under 38 years of age in 
the United States, more people die from ac
cidents than from any other cause. 

Accidents cause a greater loss in produc
tive man-days than heart disease, cancer or 
stroke. They cause more bed-days of hospi
talization than heart disease, and more than 
four times as many as cancer. And they cause 
upwards of 100,000 deaths each year. 

Many of those lives could be saved. 
The leading cause of death for people over 

40 is the heart attack. Again, many of those 
deaths are needless. 

One of the essential elements of a prudent 
program to treat these major klllers is vir
tually ignored. Emergency medical services 
remain the forgotten step-child of both med
icine and government. 

Victims of accidents and heart attacks are 
not, of course, the only ones who need ef
fective emergency care. Persons suffering res
piratory distress, burns, and other acute 111-
nesses need prompt first aid, rapid transpor
tation to a hospital, and good care in an 
emergency room in order to save their lives, 
reduce their suffering, or limit their disa
bility. 

But most Americans do not have those 
emergency services. l\fany rural areas are 
hundreds of miles from the nearest ambu
lance or doctor and really have no emergency 
services at all. Major problems persist even 
in the big cities. The capabilities of hospital 
emergency rooms are usually unknown, so 
that critically ill patients may be brought to 
hospitals not equipped to handle them. Vir
tually all emergency rooms are overcrowded 
with non-emergency patients. Ambulances 
are often poorly designed, and their crews 
inadequately trained. 

Less than 10 percent of ambulances na
tionwide are equipped to administer oxygen. 
Less than 15 percent are equipped with 
splints that are necessary to safely move pa
tients with broken backs and some other in
juries. Only one percent can administer in
travenous fluids needed to treat shock. Few
er than 2 percent can communicate clirectly 
with hospital emergency rooms. And less than 
5 percent of ambulance attendants are prop
erly trained. 
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Yet it has been estimated that emergency 

vehicles with the necessary equipment could 
prevent as many as 60,000 de81ths each year 
from cardiac arrests and other cardio-pul
monary affiictlon.s. At least 10 percent of ac
cident victims could be saved, ,and effects of 
non-fatal injuries and attBicks could be 
sharply reduced as welL 

There is no significant technological bar
rier to better emergency care. An officira.l of 
the American College of Surgeons htas esti
mated that if the knowledge a.v1'11ila.ble now 
were applied to proper treatmen~. and tra:ns
portation of accident victims, more llves 
could be saved than in any other area of 
medicine." 

Nor is the problem one of coots. Oompa.red 
to other major health problems, emergency 
services can be made available at· rela-tively 
low expense, for remarkably high returns in 
saved lives and improved health among the 
American people. 

Instead the problem is l<argely one of inat
tention, mismanagemerut and, too frequently, 
simple neglect. 

The fede~al government has been almost 
wholly ineffective in con:fronting the emer
gency medical services problem. A 1968 re
port by the Secretary of Healt'h, Education 
and Welfare's Advisory Committee on Traf
fic Safety recommended that DHEW should 
work together wilth the DepaTtment of Trans
portation "to establish prototypical model 
emergency medical response systems in se
lected cities ,and counties throughout the Na
tion." But three years have passed, and this 
work is not even underway. 

Whalt little work is done by the Department 
of Health, Education and Welfare is scat
tered among the many progmms of its Health 
services and Mental Health Administration. 
But there is no focus, no coherent pl,an, and 
little money in the effort. 

The one bright spot in the federal estab
lishment has been the National Highway 
Traffic Sla.fety Ad:ministraJtion of the Depart
ment of Transportation. It has been actively 
trying to administer the Highway safety Act 
of 1966, which requires e81Ch state to plan 
and implement a staltewide emergency serv
ices system. But, a.ge.in, NHTSA bas been 
h81ll1pered by a. small S't!aff, by inadequate 
funding, and by a la.ck Olf cooperation from 
the states. 

oru.y a handful of staJtes are actively and 
effectively implementing the Highway Safety 
Ac,t standard, and a number of pl18.11S, dUe 
at the end of 1968, still have not been filed. 
statewide or regional coordill!altion is essen
tia-l, since localities are genera.lly too small 
to be self-sufficient. And the Highway Safety 
Act .applies only to transportation and com
munications systems, exemp·ting emergency 
rooms where a major part of the problem 
exists. 

RECOMMENDED PROGRAM 
A realistic effort to fill current gaps in 

emergency health care must begin with a 
firm federal decision to establish a network 
of emergency medical systems throughout 
the country, to assure that every citizen has 
access to adequate services when needed. 

Services must be organized and coordinated 
on an area-wide basis. Rapid communica
tions should be available between the public 
and the system and between emergency 
rooms and vehicles. Vehicles should be de
signed and equipped for treatment as well as 
transportation, which means that they should 
have vertical height sufficient for intravenous 
injections and !or an attendant to work 
standing up, and that they should carry basic 
equipment r-equired to treat trauma, shock 
and other most frequent emergency condi
tions. Special vehicles, including helicopters, 
should be available to reach remote areas. 
in hospitals, non-emergency patients should 
be diverted from emergency rooms to avoid 
unnecessary clogging of the system. 

EXTENSIONS OF REMARKS 
Achievement of these goals will require a 

substantial reorganization of the federal ef
fort. The focus should be placed in the Com
prehensive Planning Agencies created under 
the Partnership for Health Act. Those agen
cies are now mostly operational and so far 
they cover about 80 percent of the population. 
The size of the areas under those agencies 
is usually most appropriate for a workable 
emergency system, and this approach as
sures that emergency care will be considered 
as a part of the total health delivery system. 

Each of these area-wide agencies should 
be given a clearly defined mandate to de
velop an emergency medical services system 
for its area.. But beyond that, they must be 
given the authortiy to see that the plans are 
implemented once developed. All federal 
funding which bears on emergency services 
should be channeled through the regional 
agencies on a "one door" funding basis, both 
to avoid the existing long and complex multi
ple review process which large projects must 
now follow and to permit use of funds as a 
firm incentive to implement adequate emer
gency programs. 

In the context of this reorganization and 
consolidation of the Federal effort, the fol
lowing steps should be initiated immediately: 

1. All ambulance attendants should be 
trained up to the minimal 80-hour emer
gency medical technician course recom
mended by the National Academy of Sci
ences. The total cost, to be borne by the 
federal government, would be about $36 mil
lion a year for a two-year period. 

2. The federal government should supply 
matching funds to the extent required to 
assure that the entire population has ac
cess to adequate emergency vehicles, de
signed according to clear federal standards. 

3. The federal government should set up 
a minimum of five complete area-wide dem
onstration systems in different settings (ur
ban and rural) and in different parts of the 
country. Along with the provision of emer
gency services, these systems would be de
signed to collect data and to evaluate new 
techniques, and their experience would be 
used as guidance to area-wide agencies cov
ering the remainder of the country. 

4. Federal funds should be available 
through the National Institute of Health to 
support residencies in emergency medicine 
in medical centers, to produce better quali
fied physicians to staff emergency rooms. 

5. Community health facilities should be 
expanded through release of at least 1500 of 
the prepackaged health units now in storage 
under the civil defense program, and through 
recruitment of personnel, including para
medical manpower trained for Vietnam. 
While meeting urgent community health 
needs, this step would also alleviate over
crowding of emergency rooms in hospitals 
and clinics by giving non-emergency patients 
a practical alternative. 

6. Through a combination of FCC regu
lation and federal financial incentives, the 
nationwide implementation of "911" as the 
uniform emergency number should be made 
mandatory within two years, for all telephone 
systems. 

7. The highway safety program should in
corporate the posting of frequent and 
clearly visible signs along all major roads 
identifying the direction and distance to 
the nearest emergency facUlty. 

[From the Parkersburg (W. Va.) Sentinel, 
Nov. 25, 1971] 

IT'S A RAPID RESPONSE 8YSTEM-"MEDIC 1" 
COMBAT HEART CRISIS 

(By Eldon Barrett) 
SEATTLE.-Approximately 70 per cent of 

the more than 600,000 persons who die of 
coronary heart disease in the United Sta. tes 
never rea~h the hospital. In Seattle some-
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thing is being done to alleviate tha. t situa
tion. It is called Medic 1. 

Medic 1 is a rapid response mobile inten
sive coronary care system, coupled with a 
public awareness Of the importance of di
rectly contacting help without delay in the 
event of a heart attack. 

The pre-hospital coronary care system 
was initiated in Seattle in June, 1969, by Dr. 
Leonard A. Cobb, a cardiologist, and Fire 
Chief Gordon F. Vickery. The concept was 
first introduced in the Soviet Union about 
10 years ago. 

Funds from the Washington-Alaska re
gional medical program, the Washington 
State Heart Association and the State De
partment of Health help finance the Medic 1 
progr8im. 

The Seattle Fire Department with 10 first 
aid cars was used as a base and supplemented 
with paramedical training of firemen adding 
a hospital-based intensive coronary care 
unit. 

Records for the first year of Medic 1 show 
that 44 lives were saved. Ventricular fibril
lation-the uncoordinated fluttering of in
dividual muscle fibers in the heart, result
ing in the loss of a.n effective heartbeat-
was found in 225 patients. Seventy-six of 
those were resucitated with 31 of them sub
sequently being discharged from hospitals, 
none with evidence of severe brain damage. 

All of the 14 Seattle hospital coronary care 
units participate in the Medic 1 program and 
have coope-rated in eliminating two other 
areas of major delay: the emergency room 
and the admitting office. Resuscitated pa
tients are admitted directly to the hospital's 
coronary care unit upon arrival. The avail
ability of a bed is confirmed in advance. 
However the main delay usually is at the 
start. 

"Immediate and proper resuscitative meas
ures can mean the difference between life 
and death, but studies have shown that the 
major delay in receiving proper emergency 
care is between the time the patient devel
oped symptoms and when he decided to do 
something about it," said Dr. Werner Samson, 
Seattle cardiologist. 

"The first few minutes are critical and 
while our aid cars are so located as to reach 
a patient within two to five minutes after 
dispatch, it is absolutely essential that 
there be a m1nimum of delay in calling for 
emergency care whether by the patient, a 
physician or another person. 

Samson said that studies show that nearly 
30 per cent of those who die from coronary 
heart disease had seen their physician 
within one week prior to death, and, conse
quently, probably were aware that something 
was wrong. 

The firemen who run the aid cars under
goes an intensive training course after which 
they are expected to recognize an acute car
diac emergency and make a reasonable diag
nosis. 

"The fireman is expected to perform criti
cal examinations as related to the cardiovas
cular, respiratory and central nervous sys
tems and should be able to begin resuscita
tion, if appropriate, using accepted tech
niques," Sampson said. 

[From the Fairmont (W. Va.) Times-West 
Virginian, Feb. 13, 1972] 

JuNIOR LEAGUE VoLUNTEERS Am REScUE SQUAD 
Members of the Junior League of Fairmont 

have been assisting the Marion County Res
cue Squad in numerous ways. Assistance has 
been provided in the areas of telephoning, 
film scheduling and distribution, typing and 
publicity. Furture volunteer activities of the 
Junior League will be determined by the 
needs of the rescue squad. 

Members of the Junior League community 
research committee who initially researched 
the project in the fall of 1971 include Mrs. 
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James Hales, chairman; Mrs. Peale David
son, Mrs. Harry A. Dodge, Mrs. Gary Morgan, 
and Mrs. Charles Sinsel with the assistance 
of Mrs. Paul E. Parker Jr., president of the 
Junior League. 

Mrs. Robert Thompson, placement chair
man, has helped to set up the Junior League 
Task Force for the Marion County Rescue 
Squad which is composed of the members of 
the community research committee and other 
league volunteers. The task force concept 
insures continuity of effort through the early 
stages of research and in implementing the 
project and seeing it through to 3. conclusion. 

Other Junior League volunteers involved 
in the project are Mrs. Thomas Eddy, Mrs. 
Robert Phipps, Mrs. David Brown, Mrs. Ron
ald Cook, Mrs. John Turner, Miss Jean Lam
bert, Mrs. John Paul Jones, Mrs. Thomas 
Smell, Mrs. William McLaughlin II, Mrs. 
David Ridgeway, Mrs. William Hartwig, Mrs. 
Fred Fox, Mrs. John Coyner, Mrs. Edward C. 
Jones III, Mrs. Homer C. Bell, Mrs. William 
Mullett, Mrs. Paul Kldd, Mrs. Charles Lawler, 
Mrs. w. D. Roberts, and Mrs. George Zundell. 

Mrs. Emil Posh.adel is the Junior League 
representative of the Marion County Rescue 
Squad board and is also the squad treasurer. 
The Junior League val un teers will function 
in a support role while the actual res~ue 
squad work will be carried out by the Marwn 
Count y Rescue Squa-d volunteers currently 
undergoing extensive training. 

The Junior League contribution of $3,000 
to the Marlon County Rescue Squad was 
made possible through the proceeds of the 
Bargain CoUnter and the annual charity 
ball. All money derived from these sources 
is put into the Community Trust Fund to 
be used for projects which benefit the com
munity. 

TO SAVE A LIFE 

·To Save A Life' is the object of the Mari
on County Rescue Squad and around the 
clock emergency services will be a vail able 
to all of Marion County. The size and scope 
of the project can be put into perspective 
by noting that Harrison County has siX 
vehicles, and a volunteer corps of more 
than 200 with an annual operating budget 
of $35,000. Marion County will initially begin 
with 100 trained volunteers, a rescue vehicle, 
for which $10,500 of the needed $12,000 has 
been raised. 

The Rescue Squad will require a yearly op
erating budget of approximately $20,000. The 
broad scope of this project encompasses 
many supporting services such as personnel 
training, scheduling or volunteers, account
ing, soliciting, laundering, and general plan
ning. 

The Junior League of Fairmont, recogniz
ing the need for emergency services in the 
county, is confident that the rescue squad 
will realize its goal with the continued sup
port of the community. 

SESSION SIX 

Session six of the Emergency Medical Tech
nician Course conducted by Dr. E. F. Hyde, 
will discuss bleeding, shock, and practice on 
airway care, preliminary resuscitation and 
cardio-pulmonary resuscitation. This session 
teaches how to recognize and control bleed
ing using pressure dressings: explains lim
ited use of tourniquet; gives measures to 
overcome shock, including intravenous 
fluids; and conducts general discussion and 
demonstration. 

Additional contributors are as follows: 
Eleanor Wallace, Interstate Engineers and 

Constructors, Inc., Phyllis Ayers, Christian 
Women's Fellowship of the Worthington 
Christian Church, James A. Ford, George M. 
Stevens, Pitcher Homemakers, Mrs. Draper L. 
Gump. Caroline Ola May, Lee Equipment and 
repair, Bronze! Constructors, E. F. Riggs, Lil
lain A. Mead. 

EXTENSIONS OF REMARKS 

THE U.S. NAVY 

HON. MICHAEL HARRINGTON 
OF MASSACHUSETTS 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. HARRINGTON. Mr. Speaker, a 
fundamental question facing the Con
gress and the U.S. Military Establish
ment is "Where Does the Navy Go From 
Here?" It is particularly important that 
this question be addressed carefully now 
because there seems to be underway a 
massive effort to vastly increase funding 
for the Navy. Incipient buildup of the U.S. 
Navy is illustrated by the fact the fiscal 
1973 defense budget proposes to increase 
Navy funding by about $1.5 billion over 
1972 while both the Army and the Air 
Force receive slight decreases. And this 
at a time also when the costs of the Indo
china war may be expected to continue to 
decline substantially. 

Dr. Arnold M. Kuzmack of the Brook
ings Institution has examined the ques
tion "Where Does the Navy Go From 
Here?" in an article published in the 
February 1972 Military Review. Dr. Kuz
mack, a former Deputy Director of the 
Naval Forces Division, Office of the As
sistant Secretary of Defense--Systems 
Analysis-states that: 

It is not generally realized, least of all by 
the Navy itself, but the Navy has been doing 
fantastically well in the annual competition 
for the budget dollar. 

His analysis leads him to the conclu
sion that "since the budget for non-Viet
nam naval forces increased, in real terms 
during both the Vietnam war buildup 
and its winding down, there is no evi
dence, contrary to popular opinion, that 
the non-Vietnam portion of the Navy 
budget was reduced below prewar levels 
during the war.'' I should also be pointed 
out that Dr. Kuzmack's article was writ
ten before the fiscal 1973 defense budget 
was known. 

In addition to the $942 million for ac
celeration of the LMS submarine pro
gram, the fiscal 1973 budget contains 
$299 million as a downpayment on the 
billion dollar CV AN-70 nuclear aircraft 
carrier, Dr. Kuzmack devotes the bulk 
of his pap~r to an examination of carrier 
vulnerability and performance. Whether 
Dr. Kuzmack's analysis and the conclu
sions that may be drawn from it are cor
rect or not, it should be given thoughtful 
consideration. It is a valuable contribu
tion to the most necessary debate over 
U.S. military policy and the role of the 
Navy in the future. The material fol
lows: 

WHERE DoES THE NAVY Go FROM HERE? 

(By Arnold M. Kuzmack) 
It is not generally realized, least of all by 

the Navy itself, but the N.avy has been doing 
fantastically well in the annual competition 
for budget dollars. At a time when the total 
defense budget has been going down, partic
ularly after allowing for inflation and pay 
raises, the Navy budget has been increasing. 

Let us look at the figures. Consider, first, 
the period when the Vietnam war was build
ing up to its peak, say, from Fiscal Year 
1965 through Fiscal Year 1969. During this 
period, of course, the defense budget and 
the budgets of all the services rose sub
stantially. However, when we remove those 
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cost s that would not have been incurred 
without the wa r (the "incremental cost" of 
the war) and consider only the non-Viet
n am portions of the service budgets, an 
int eresting pattern develops. 

Figure 1 shows these calculations, based 
on official Defense Department estimates of 
the incremental cost of the war in Vietnam. 
The figure shows that the Navy's outlays, 
excluding the Marine Corps, for its non
Vietnam forces increased 36 percent from 
Fiscal Year 1965 to Fiscal Year 1969, sub
stantially more than the other services and 
substantially more than inflation and pay 
raises would account for (which would be 
about 19 percent). Thus, it is not true that 
spending for the Navy's non-Viet nam pro
grams was reduced below prewar levels dur
ing the Vietnam buildup. In fact, in real 
terms, it increased about 13 percent. 

FIGURE I.- CHANGES IN NON-VIETNAM OUTLAYS BY 
SERVICE, FISCAL YEAR 1965-69 

(Current dollar amounts in billions] 

Fi sea I year 1969 
Fiscal ------ -

(~~~ Vietnam Vi et~~r:;. 
Army _________ ___ $11.6 $11.3 $13. 8 
Navy (excludin~ 

13.4 4. 5 18. 0 Marine Corps __ 
(12. 3) (3. 1) (16. 7) 

Air Force ________ 18. 2 5. 6 20. 3 

Percent 
change , 

non
Vietnam 

+19 

+34 
(+ 36) 
+12 

Other. . ___ _____ _ 3.0 0.1 4. 4 --------- -

TotaL ____ • 46.2 21.5 56. 5 +22 

Looking at the period of "winding down" 
the war in Vietnam, we find an equally strik
ing pattern. Figure 2 compares the total 
service budgets for Fiscal Years 1969 and 
1972. Since we do not have official estimates 
of the cost of the war in Fiscal Year 1972, 
we cannot determine the non-Vietnam por
tion of the budget as we did for the earlier 
period. We do know, however, that the Navy 
has been ahead of the other services in Viet
namizing its operation in Vietnam, so the re
maining incremental war costs in the Navy's 
Fiscal Year 1972 budget are quite small 
probably less than one blllion dollars. 

Fi!rure 2 shows that, as the Navy's involve
ment in the Vietnam war has decreased, its 
total budget, excluding the Marine Corps, 
has increased 13 percent, while the budgets 
of the other services have decreased by sub
stantial amounts. In his March 1971 testi
mony before the Senate Armed Services 
Committee, the Chief of Naval Operations, 
Admiral Elmo R. Zumwalt, Jr., stated that 
the Navy total obligational authority, not 
counting the Marine Corps, has increased 
16 percent in real terms, after allowing for 
pay and price increases, between Fiscal Years 
1964 and 1972. This figure understates the 
increase in the Navy budget for general pur
pose forces since funding for Navy strategic 
nuclear forces in Fiscal Year 1964 was very 
high because of the Polaris buildup. 

Another conclusion can be drawn from this 
budget data. Since the budget for non-Viet
nam naval forces increased, in real terms, 
during both the Vietnam war buildup and its 
winding down, there is no evidence, contrary 
to popular opinion, that the non-Vietnam 
portion of the Navy budget was reduced be
low prewar levels during the war. 

In spite of the Navy's success in recent 
years in increasing its budget, there are 
several large clouds on the horizon. First, 
chances are that the Navy budget wlll not 
continue to increase, in real terms, as it has 
in the past. Continuing demands for new 
domestic programs make it likely that fu
ture defense budgets will be roughly constant 
in actual purchasing power. Admiral Zum
walt, in the testimony cited above, refers to 
"the austere outlook for the future" and 
emphasizes the need for reducing costs and 
increasing efficiency. 
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Second, a. constant, or even moderately 

increased, real budget level will exacerbate 
the Navy's problems in trying to maintain 
its force levels and, a.t the same time, to 
modernize with highly sophisticated and ex
pensive ships and aircraft. Consider, for ex
ample, the F-14 fighter. In the Fiscal Year 
1972 budget, F-14's will cost 17 million dol
lars each, not counting research and develop
ment costs, compared to four million dollars 
for the F-4's. 

Although the Navy is counting on a. 
reduced unit price as production proceeds, 
when the F-111 was a.t the stage of develop
ment that the F-14 is a.t now, it appeared 
to be the greatest aircraft ever. One need 
not predict a. comparable disaster to believe 
that the Navy will be lucky if it can, in !act, 
achieve the 17-million-dolla.r unit price for 
the production run. At this price, the 722 
aircraft planned for procurement wlll cost 
over 12 billion dollars, and operating costs 
will also be correspondingly higher. 

FIGURE 2.-CHANGES IN TOTAL OBLIGATIONAL AU
THORITY BY SERVICE, FISCAL YEAR 1969-72 

[In millions of current dollars) 

Fiscal Fiscal 
year 1969 year 1972 1 

Percent 
change 

Army_ ______________ $26, 180 $21, 468 -18 
Navy________________ 21,795 23,347 +7 

(Excluding Marine 
Corps)__ ______ (19, 120) (21 , 534) (+13) 

Air Force__ __________ 26,126 22, 827 -13 
Other.___ ___________ 4,642 6,586 ------------

--------------------------
TotaL. ..... .. 78,743 74,228 -6 

1 Excludes January 1971 and January 1972 pay raises. 

Figure 2 presents the budget in terms of 
total obliga.tl.ona.l authority (TOA) rather 
than actual outlays. TOA represents, roughly 
speaking, the rate a,t which the Government 
commits itself to additional expenditures 
even though the money may not actually be 
paid out for several years, and is, therefore, a. 
better measure of the size of our effort. Figure 
1 shows outlays because the dSita on incre
mental war costs are presented in those terms. 

Moreover, much the same story could be 
told about oaxriers, destroyers, submarines, 
antisubmarine warfare aircraft, and even 
support ships. Something will have to give
force levels, the rate of modern.i2lation, or the 
level of sophistication of new weapons sys
tems. An omen for the future may be seen 
in the !act that the Fiscal Year 1972 buy of 
F-14's is only 48 aircraft, half the "baseline" 
number in the contract and the lowest num
ber allowed without renegotiation of the 
oollltra.ct. 

FORCE LEVELS DOWN 

Third, although the budget for general 
purpose naval forces has been going up, force 
levels have been going down. Between Fiscal 
Years 1964 a.nd 1972, the number of active 

·ships in the Navy has dropped from 917 to 
658. During the same period, the number o! 
aircraft carriers ( CV A and CV S) decreased 
from 24 to 16, and the number of tactical 
air wings from 15 to 11. 

Fourth, it is almost certain that carrier 
force levels will be reduced further over the 
next decade. By 1978, the force of 16 total 
carriers will include three nuclear-powered 
carriers, eight conventionally powered car
riers of post-World War II design, and five 
overage World War II carriers. 

Since it ta.kes abOut six years from the 
decision to start a cM'rler before it is com
pleted, maintaining the Fiscal Year 1972 force 
level of 16 past 1980 would require starting 
five new carriers in FiscaLYears 1972-74, at a 
probable cost of more than four billion dol
lars. There is every indication that the ad
ministration is not willing to make a commit
ment of this magnitude. In fact, the 1972 
budget, as submitted to Congress, does not 
provide for starting a fourth nuclear-powered 
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carrier, the CVAN 70, which has been rejected 
twice by Congress. The Secretary of Defense 
has stated that U.S. responsibilities: 

. . . will require construction of an addi
tional nuclear powered carrier for the Navy 
to insure adequate attack carrier capabilities 
tor the 1980s and beyond.l 

This will provide 12 post-World War II 
aircraft carriers by 1980. 

NAVY POLICY PROBLEMS 

Since the Navy wlll be facing many hard 
choices over the next several years, a review 
of some of the basic assumptions of naval 
force planning seems to be in order. The 
discussion which follows will center around 
the role of the aircraft carrier since so much 
of the Navy's operations and its budget re
volves around the carriers, their aircraft, and 
the forces and activities needed to defend 
and supply them. 

Some historical perspective may be helpful. 
During World War II, we discovered that the 
aircraft carrier, rather than the battleship, 
was the key to defeating the enemy's surface 
fleet. In the aftermath of the war, the Navy 
found itself in the position where no poten
tial enemy had a. surface fleet close to ours 
in size or ca.pabllity. The Navy, and particu
larly the aircraft carriers, had lost their prin
cipal mission. What was left was attack of 
land targets, and it required great effort for 
the Navy to establish this as one of its roles 
and missions. This change has substantial 
implications for our present subject. Most 
important, it makes carrier-based aircraft 
much more directly competitive with land
based tactical aircraft. 

AIRCRAFT CARRIER VULNERABILITY 

In the period since World War II, carriers 
have seen extensive combat in Korea. and 
Vietnam. They have also been used on nu
merous occasions to "show the flag," provide 
air cover for evacuation of US civ1lia.ns, a.nd 
the like. In none of these situations have the 
carriers been attacked by enemy submarines, 
aircraft, or surface ships. Although our ex
perience has been in more limited wars, US 
defense planning continues to be dominated, 
and rightfully so, by large-scale conventional 
wars in which the Soviet Union is heavily 
involved. It is, therefore, crucial that we 
evaluate the vulnera.bllity of aircraft carriers 
in such wars, both in absolute terms 
and relative to land-based tactical aircraft 
which perform many of the same missions. 

Perhaps the most important disadvantage 
of the aircraft carrier is its greater vulnera
bility to air and submarine attack than the 
land-based air wing. On the one hand, we 
have learned, in recent years, how to build 
aircraft shelters, how to protect fuel and 
maintenance fa.c1lities, and how to repair 
runways rapidly so that losses of aircraft on 
the ground to air attack using conventional 
weapons can be reduced to very low levels and 
disruption of operations can be minimized. 

On the other hand, technology and other 
developments have made the aircraft carriers 
more, rather than less, vulnerable. First, the 
development by the Soviet Union o! large air
to-surface missiles with conventional war
heads a.nd terminal guidance has made it 
possible to launch the equivalent of World 
War II kamikaze attacks without sacrificing 
pilots and aircraft. 

RECONNAISSANCE DEVELOPMENT 

Second, the development of satellite and 
long-range aircraft reconnaissance has radi
cally reduced the ablllty of naval task forces 
to hide in the broad expanses of the oceans. 

1 Statement of Secretary of Defense Melvin 
R. Laird Before the House Armed Services 
Committee on the Fiscal Year 1972-1976 Pro
gram and the 1972 Defense Budget, 9 March 
1971, "Toward a National Security Strategy 
of Realistic Deterrence," Superintendent of 
Documents, U.S. Government Printing Ofilce, 
Washington, D.C., 1971, pp. 95-96. 
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Further, because the carriers will generally 
be involved in strikes against land targets, 
they will have to remain in the same general 
area for long periods of time to have much 
effect. 

Third, these developments, as well as more 
sensitive submarine sonars and higher speed 
submarines, make it much easier for subma
rines to find and attack the carriers. Finally, 
both a.ntiair a.nd antisubmarine defense, 
while they can exact high attrition over a 
long period of time, remain so unreliable in 
any particular engagement that they cannot 
guarantee that no more than a few attackers 
will penetrate. As a. result of these develop
ments, a. strong case can be made that the 
carriers could not remain on station in any 
situation where the Soviets could concentrate 
'their land-based aircraft or their submarines 
against them. 

Although it is difficult to sink an aircraft 
carrier-and to no modern carrier (Essex 
class or later) was sunk in World War II-it is 
much easier to damage it enough that flight 
operations are impossible and to force it to 
return to port for an extended period of time 
for repairs. Particularly in the context of cur
rent planning for a conventional war with the 
Soviets lasting not much longer than 90 days, 
forcing the carrier out of action for three 
months are more is almost as good, from the 
the enemy's point of view, as sinking it. 

FIGURE 3.-RESULTS OF WORLD WAR II KAMIKAZE ATTACKS 
ON AIRCRAFT CARRIERS 

Number of hits 

All aircraft carriers: 
!_ ___ _________ _________ _ 
2 or more __________ _____ _ 

Essex class or later: 
!_ _____________________ _ 
2 or more _______________ _ 

Number of Number forced 
cases to return to port 

10 
4 

6 
4 

5 
3 

Source: Samuel E. Morison, "History of the United States 
Naval Operations in World War 2," little, Brown & Co., Boston, 
Mass., 1958~2. vol. 12 to 15, passim. 

Figure 3 summarizes the results o! 
kamikaze attacks on US carriers (CV's) in 
World War II. We can see that 60 percent 
of those taking one hit by a. kamikaze, and all 
those taking more than one hit, were forced 
to return to port for repairs and that the im
proved damage control features of the Essex 
class and later carriers did not improve these 
figures. 

Based on this evidence and making ample 
allowance for improvements in damage con
trol since World War II, it appears that four 
or five hits by Soviet air-to-surface missiles 
would be enough to force a. carrier to retire. 
Simlla.rly, four or five hits on the carrier's 
screws by submarine-launched a.ooustic hom
ing torpedoes can reasonably be expected to 
cause enough loss of propulsion power to 
make normal flight operations impossible 
and to reduce greatly the carrier's ability to 
avoid further damage. 

Because there would only be a small num
ber of carriers deployed, perhaps 10 or 12, 
and because only a few hits on each, whether 
by air-to-surface missiles or torpedoes, are 
needed to force it to retire, it seems unlikely 
that the carriers could be successfully de
fen1.ed against a concentrated attack by so
phisticated land-based aircraft or subma
rines, regardless of foreseeable technological 
advances and regardless of the funds, within 
reasonable limits, devoted to defenses. 

No feasible defense will be able to prevent 
four or five air-to-surface missiles or torpe
does trom getting through and hitting the 
carrier. In fact, both air defenses and antisub
marine defenses typically have a low prob
ability of success on any given engagement, 
so that, if the enemy needs only a. few suc
cessful penetrations to accomplish his ob
jective, he will be able to do so. 
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Some purely illustrative calculations using 

a simplified model will elucidate the struc
ture of the problem. Suppose the Soviets are 
willing to lose 25 bombers, each capable of 
carrying one air-to-surface missile, and per
haps their fighter escorts, to disable a carrier. 
This is not unreasonable since the Soviets 
have some 300 air-to-surface missile-capable 
bombers in their naval aviation force. We 
assume the air-to-surface missiles have SO
percent · reliability and, optimistically, that 
our fighter defense would have a 40-percent 
chance of shooting down a given bomber in 
a single engagement, that all of the bomber 
losses occur prior to air-to-surface missile 
launch, and that our surface-to-air missile 
systems have an SO-percent probability of 
shooting down an incoming air-to-surface 
missile. 

ELECTRONIC DEVICES 

With these assumptions, the bombers would 
get six hits on the carrier, more than enough 
to force it to retire. If we are less optimistic 
and assume that the fighters have a 20-per
cent kill probability and the missile defenses 
a 60-percent kill probability, then the ex
pected number of hits would be 32, and a 
much smaller bomber force would be enough. 
Thus, even with optimistic assumptions, the 
carrier cannot be successfully defended 
against air attack. If the performance of de
fensive systems does not reach these high 
expect81tions, then the level of damage in
creases rapidly. 

Of course, it is possible that some kind of 
electronic oountermea.sure--jamining, decoys, 
or others-will make the enemy air-to-sur
face missiles largely ineffective. While Lt ap
pears sensible to devote substantial resources 
to developing and testing sruch devices, there 
is no way of knowing in advance of their use 
in actual combat whether the enemy has 
a successful counter-countermeasure. Elec
tronic countermeasure devices, therefore, do 
not isgnificantly increase our level a! confi
dence that we could defend the ca-nier. Simi
lar arguments to the above apply to defense 
of the carrier against concentrated srubma
rine attack. 

LAND TARGETS 

The oonclusion of the above arguments is 
that we should not plan to use our aircraft 
carriers for strikes against land targets in 
situalti.ons where the Soviets can concentrate 
their land-based aircraft or their submarines 
against them. Thus, any use of the aircraft 
carriers for strikes against land targets, where 
they would be constrained by airoraft range 
to operate in a restricted area, seeins un
sustainable in any war in whioh the Soviets 
are fully involved. 

On the other hand , the Soviets are the 
only potential enemy wi-th the large and 
sophisticated air and submarine forces needed 
to mount an intensive attack on the aircraft 
carriers. China does not have such forces, 
nor do the sinaller powers against whom we 
might intervene. Against such smaller forces, 
it should be possible to defend adequately 
the carriers although the possibility of sub
stantial damage even here cannot be ruled 
out. Of course, there are many c10ntingenc1es 
in which the carriers would be able to oper
ate from sanctuaries. 

There is also a spectrum of other issues 
whioh have implioations for carrier force 
levels. These deal with the particular advan
tages and disadvantages of putting larger or 
smaller portions of our tactical air forces on 
sea bases (carriers) rather than land bases 
and with the unique characteristics of each. 
The particular advantages of sea basing in
clude the ability to provide a U.S. presence 
without commitment, to operate where land 
bases are not available, and to attack surface 
ships at sea beyond the range of land-based 
aircraft. Its disadvantages include greater 
cost and greater vulnerability than a com
parable land-based air wing. 
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UNIQUE CAPABILITIES 

Aircraft carriers, and naval forces more 
generally, have the unique and the useful 
property that they can be deployed to a 
crisis area and held offshore in international 
waters, thus signaling out ability and per
haps intention to intervene, without act
ually committing us and without the need 
for political clearances to land troops or 
even for overflight rights. Neither Army nor 
Air Force units can do this. Similarly, con
tinuous deployment of naval forces in po
tential crisis areas provides continuous evi
dence of our ability to intervene. 

The second unique capability of aircraft 
carriers is their i\bility to operate without 
the use of nearby land bases. Of course, this 
does not have much significance in areas 
like central Europe where we have numerous 
prepared bases, but, in other areas it could 
be extremely important. 

During a crisis, or the resulting fighting, 
we cannot count on being able to use ex
isting nearby airbases if the host country 
is not directly involved and if it wishes to 
remain neutral. For example, existing 
land bases in Greece-and Turkey would prob
ably be available in case of a war in NATO 
Europe, but probably not in case of US in
volvement in an Arab-Israeli conflict. Simi
larly, if we decided to intervene in an area 
where we had not previously made plans 
for it, the carriers would be able to begin 
flight operations as soon as they reach the 
area. 

The Air Force has developed a "bare-base 
kit" which is designed to enable land-based 
aircraft to deploy to an unprepared air
port--of which there appears to be an ample 
number-and begin operations in a short 
time. However, this is as yet an unproved 
capability and adds considerably to required 
airlift forces. In addition, in some situations, 
the necessary airfields might have been over
run by enemy ground troops. Thus, deploy
ability without prepared land bases remains 
a substantial advantage of the sea-based 
tactical air forces. 

Aircraft carriers can also attack enemy 
surface ships that are farther from shore 
than the range of land-based tactical air
craft--for instance, 600 nautical miles or 
more. This was, in fact, the major use of 
attack aircraft carriers during World War II. 
A further discussion of this mission is de
ferred until the threat of the Soviet surface 
fleet ~ considered. 

DIS.'\DV ANT AGES 

Among the disadvantages of aircraft car
riers, we consider, in addition to vulnera
bllity, greater cost than a comparable land
based air wing. A valid cost comparison is 
difficult to construct since it is not obvious 
just what costs "hould be charged aga4nst 
the two alternatives, which costs are fixed and 
which are variable, and how to define com
parable air wings. No such cost comparison 
is available in detail on the public record. 
Nevertheless, it would be surprising if the 
sea-based air wing did not pay a premium 
for its mobility and relative freedom from 
land bases, for its expensive movable airbase, 
for its sea-based logistic support, and for its 
need for protection against submarines. 

FIGURE 4.- COMPARISON OF ANNUAL COST OF AVERAGE 
NAVY AND AIR FORCE AIR WINGS, FISCAL YEAR 1964 

[Total obligational authority in millions of current dollars) 

Fiscal year-

1963 1964 1965 

Navy : 
Carriers and aircraft •-- - 3, 070 2, 620 3, 030 
Antiair warfare escort 

ships _______ ·------ __ 790 890 610 
60 percent of anti sub-

marine warfare escort 
ships 2 _____________ _ _ 1, 050 1, 180 
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Fiscal year-

1963 1964 1965 

70 percent of logistic and 
support ships 2 __ _ • __ • 630 670 850 

TotaL ____________ 5, 390 5, 230 5, 670 

Number of air wings ____ 15 15 15 

Ave~age cost per air 
360 350 380 wmg ___ ___________ 

Air Force: 
Tactical air costs ____ ____ 
Additional overhead 

4, 400 4, 200 5, 000 

allocation 3---- · --·· · - 1, 470 1, 600 1, 980 

TotaL _____________ 5, 870 5, 800 6, 980 

Number of air wings ____ 20 21 22 

Ave~age cost per air 
290 wing ____ ______ ____ 280 317 

t Excludes Marine Corps costs. 
2 Percentages are those associated with carriers in Adm. 

lhomas H. MoorerOs statement. 
a Air Force mission breakout did not allocate all overhead. 

Sources: "Abstract, Analysis of the Relative Cost of Sea
Based and Land-Based Tactical Air" in CVAN-70 Aircraft Car-

Si~bcb%n~~~:;i~,st~~fS~en~~~ 1~~~t ~~~~~e-~r0~!~ te~:i~:serc~C:.~ 
mittees on CVAN-70 aircraft carrier, 9lst Congress, 2d sess., 
1970, pp. 41-46: Statement of Adm. Thomas H. Moorer in 
authorization for military procurement, research and develop
ment, fiscal year 1970, and reserve strength, hearings before 
the Senate Armed Services Committee, 91st Cong., 1st sess., 
1969, p. 667. 

A rough attempt to judge the size of the 
premium is shown in Figure 4 which com
pares the average cost per air Wing for the 
Navy and Air Force in Fiscal Year 1963-65 as 
derived by the author from publishing analy
ses a! their budgets by mission. It is neces
sary to go back that far in time to eliminate 
the distorting effect of the war in Vietnam. 
The figure indicates that the average sea
based Wing, which is about the same size as 
the land-based wing, costs about 20 to 25 
percent more. 

We also know that classified studies by 
analysts in the Office of the Secretary of 
Defense derived a premium of 40 percent for 
the sea-based Wing.2 This premium might 
be well worth paying, but it is substantial, 
so that we should tend to emphasize land
based tactical air<:raft except in cases where 
the particular advantages of the carriers, as 
discussed above, seem to be controlling. 

Until recently, the Soviet Fleet of surface 
warships did not play a large role in US de
fense planning. Their srurface fleet was much 
sm.a.ller than ours and did not have any air
craft carriers, so it was assumed thtl.t it 
could easily be destroyed by carrier-based 
aircraft. However, after the sinking of an 
Israeli destroyer in 1967 by an Egyptian So
viet-built patrol boat with surface-to-surface 
cruise missiles, the realization has spread 
that these ships with their srurface-to-surfooe 
cruise missiles oould pose a substantial of
fensive threat to the US Fleet. 

The Soviets have some 1S cruisers and de
stroyers, 150 patrol boats, and 47 submarlnes 
which can fi-re surface-to-surface cruise mis
siles, and have given substantial numbers of 
the surface-to-surface cruise missile patrol 
boats to their allies. 

When we consider ways in which the So
viet surface fleet might be used against the 
US Fleet, and particularly the aircraft C8il'

rier task forces, one of the first that comes 
to mind is a situation in which the United 
States and Soviet Fleets are in contiguous 
contact during a crisis leading to war, as 
they would be in the Mediterranean, for ex-

2 CV AN-70 Aircraft Carrier, Joint Hearings 
Before the Joint Senate-House Armed Serv
ices Subcommittee of the Senate and House 
Armed Services Committees on CV AN-70 Air
craft Carrier,· 91st Congress, Second Session, 
1970, p. 630. 
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ample. If the Soviets struck first, they could 
launch a coordinated volley of surface-to
surface cruise missiles with no tactical warn
ing. By assumption, we would not be able to 
take any action against the enemy l:aunch~ng 
platforms-the ships-until their missiles 
had been launched. 

The Navy is working on several programs 
and tactics to improve its ability to deal wi~h 
this situation, including development of 1ts 
own surface-to-surface cruise missile (Har
poon), helicopters to improve warning, and 
increased emphasis on jamming and ot~er 
electronic countermeasures to deflect the In
coming missiles.3 However, none of these can 
prevent the initial volley of missiles from be
ing launched, and only a handful of missiles 
for a large, coordinated attack need pene
trate the defenses to do a great deal of dam
age. Therefore, the threat of a Sov~et ft.rst 
strike against the US Fleet is not hkely to 
be eliminated in the foreseeable future. 

If the us carrier task forces survive the 
initial attack, or if the war develops in such 
a way that such an attack does not occur, 
then the outcome depends strongly on 
whether the Soviet surface ships have land
based air cover. If the Soviets do not have 
air cover, then the US aircraft carriers could 
remain outside missile range of the Soviet 
surface fleet and still attack it with carrier
based aircraft. Although some US aircraft 
would be lost, there is little doubt that most 
of the Soviet surface ships would be sunk. 

DIFFERENT SITUATION 

On the other hand, if the battle occurs in 
an area where the Soviet surface fleet does 
have air cover, then the situation is quite 
different. The Soviet land-based aircraft 
could be used in two ways: to provide an 
area defense for their ships or to attack the 
carriers directly. As we have seen above, if 
they attack the aircraft carriers directly, they 
can probably force them to retire from the 
battle area although they Inight have to ex
pand a substantial number of aircraft to 
do so. 

From our point of view, we would not be 
able to operate our carriers in these areas if 
the Soviets were directly involved, even with
out their surface fleet because of the air and 
submarine threat. In this sense, their sur
face fleet is not, in this situation, an addi
tional threat. 

The Soviet surface fleet might also be used 
against merchant ship convoys carrying logis
tic support for our armies overseas and eco
nomic goods required by our allies' econ
omies. The surface ships involved would be 
their cruisers and destroyers since their sur
face-to-surface cruise Inissile patrol boats 
would not have the range, endurance, and 
sea-keeping ability to engage in these opera
tions. 

In such operations, the Soviet surface ships 
would be operating outside land-based air 
cover and would, therefore, be vulnerable to 
strikes by carrier-based aircraft, while the 
carriers themselves remained outside missile 
range. The carriers would face Soviet subma
rine opposition, but would be less vulnerable 
than when launching strikes against land 
targets-the situation described earlier
since they would not be constrained to op
erate in a restricted area. They could, there
fore, use their speed and mobility to limit 
the ability of enemy submarines to get close 
enough to attack. 

The carriers would have a reasonable 
chance of being able to carry out this mis
sion. If not, we could stop shipping, while 
antisubmarine warfare aircraft wear down 
the deployed enemy submarine force or use 

a "CNO Zumwalt Presses to Retain 15 Car
riers, Plans to Reorder Navy Mission Prio~
ties," Armed Forces Journal, 7 December 1970, 
pp 26-27; Brooke Nihart, "Harpoon: Navy's 
Answer to Soviet Missile Boats," Armed 
Forces Journal, 16 November 1970, pp. 22-23. 
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our own attack submarines against the So
viet surface ships. The implications of this 
mission for aircraft carrier force levels will 
be discussed later. 

In summary, the Soviet surface fleet rein
forces their ability to deny us the use of our 
aircraft carriers for strikes against land tar
gets in any war in which they are heavily 
involved, but they would be able to do ~o 
even without it. They could use their sur
face fleet against merchant ship convoys, 
but this use could be countered. 

ADEQUACY OF FORCES 

An evaluation of the ability of planned 
antisubmarine warfare forces to defeat the 
Soviet submarine force would be subject 
to considerable uncertainty. Nevertheless, 
some important qualitative observations can 
be made. 

First, if we accept the arguments above 
that aircraft carriers used against land tar
gets cannot be adequately protected against 
concentrations of Soviet submarines at rea
sonable cost, then the need for antisubma
rine warfare forces is greatly reduced. It is 
inherently harder to protect a small number 
of high-value targets than a large number 
of low-value targets, as in the protection of 
merchant shipping. 

If one or two submarines penetrate a car
rier's defenses and get, say, five hits on the 
carrier's screws, they will disable the task 
force. The same submarines penetrating a 
convoy would damage perhaps five to 10 mer
chant ships. In order to have an effect on the 
land war by sinking merchant ships, the So
viet submarines must sink a large number 
of them which is easier to prevent than the 
small number of successful attacks neces
sary to force aircraft carriers to withdraw. 

SUBSTANTIAL INVESTMENT 

Second, we have a substantial investment 
ln antisubmarine warfare platforms--ships, 
aircraft, and submarines-which are expen
sive to procure and operate. There would 
appear to be a much greater payoff for meas
ures which would improve the performance 
of existing forces than for increases in force 
levels. Such measures would include not only 
development of new and more effective 
sensors-such as sonars and sonobuoys--and 
weapons-such as torpedoes and mines-but 
also improvements in the operator profi
ciency and maintenance provided in the 
operating forces. Similarly, at a time when 
budgets are being reduced, these measures 
should be protected at the expense, if need 
be, of force levels. 

In considering the implications of these 
arguments for force levels, we take, as a 
starting point, the validity of the argument 
that aircraft carriers are useful for providing 
a presence during peacetime or during a 
crisis. The requirements of this function 
set a minimum for carrier force levels. This 
minimum level is taken here as nine carriers. 

Using the rule of thumb that three carriers 
are needed in the force to maintain one 
carrier continuously deployed in a forward 
area, the force level of nine would make pos
sible one carrier continuously on station in 
the Mediterranean anu two in the western 
Pacific or vice versa, depending on one's polit
ical judgment. Each of the deployed carriers 
could be reinforced during a crisis by one or 
two more, making possible a display of will
ingness to commit ourselves. 

ROTATION POLICIES 

In addition, Secretary of Defense Melvin 
R. Laird has stated that, if we again become 
involved in a war as large as Vietnam, we 
would have to rely on mobilization and a 
callup of the Reserves which suggests that 
wartime rotation policies should be assumed. 
A force of nine carriers could then provide 
four or five on station for the war-partic
ulalry during the early period when land
based aircraft might not be fully opera
tional-and also one or two on station else
where for presence and crisis control, with 
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six carriers on station and with two out of 
three deployed forward instead of one out 
of three in peacetime. 

The question is, then, how many addi
tional carriers, over and above these nine, 
we should have. Here, three alternative 
answers are outlined. 

The first alternative takes, at face value, 
the arguments that the carriers would be 
vulnerable in any war with the Soviets if 
used for strikes against land targets. There
fore, no carriers are bought for this purpose, 
and land-based aircarft are relied on for our 
tactical air needs in such wars. 

In a major war in Asia with the Chinese, 
but not the Soviets involved, carriers would 
be used in addition to land-based aircraft, 
but the nine provided should be adequate 
for this purpose. Since these nine would not 
be used against land targets in a war with 
the Soviets, they would be available for use 
against the Soviet surface fleet in the event 
the latter were used against merchant ship 
convoys in the open ocean. Considering the 
small number of surface-to-surface missile 
cruisers and destroyers that the Soviets have, 
the nine carriers should be enough to handle 
them although several might be severely 
damaged by Soviet submarines. 

Substantial antisubmarine warfare forces 
would have to be maintained under this al
ternative, but sizable reductions could be 
made because we no longer attempt to use 
the aircraft carriers under the conditions 
where they would be most vulnerable. 

IMPROVE PERFORMANCE 

Efforts to improve the performance of ex
isting antisubmarine warfare forces would be 
maintained with high priority. The new F-14 
fighter is designed to protect the carriers 
from an advanced Soviet air threat and would 
lose its raison d'etre. A replacement for the 
existing F-4 fighter, probably a much less ex
pensive design than the F-14, might still be 
needed. The air and cruise missile defenses 
we provide the carriers should be designed for 
high reliability against a threat of low or 
medium sophistication which would be pre
sented by potential enemies other than the 
Soviets. 

A variation of this approach may be attrac
tive over the long term. An aircraft carrier 
task force designed for more limited wars 
would probably have a much lighter escort 
ship screen. The carrier itself might be 
smaller and less expensive, and its aircraft 
might be designed against a less sophisticated 
threat and more with a close air-support Inis
sion in mind. 

If these changes are made, the cost advan
tage of land-based aircraft would be greatly 
reduced, if not eliminated, and additional 
carriers might be attractive to meet our needs 
for tactical air in situations where the So
viets are not involved, including a Chinese 
and North Korean attack on the Republic of 
Korea. 

PARTIAL ACCEPTANCE 

The second alternative approach might be 
characterized as a partial acceptance of the
argument on carrier vulnerability. It neither 
counts on the carriers for airstrikes In a 
major war with the Soviets nor writes them 
off in this situation. It recognizes that it may 
well be impossible to maintain carriers in the 
eastern Mediterranean during such a war, 
but it argues .that some combination of im
proved defenses, successful electronic coun
termeasures, enemy mistakes, and luck may 
make the survival of the carriers sufficiently 
likely that it is worth gambling on. We would~ 
therefore, be willing to operate a greater 
number of aircraft carriers than the mini
mum of nine. 

At the same time, they would be less at
tractive than we had previously thought, so 
a reduction, perhaps to about 12, from the 
force level of 15 maintained in recent years 
would seem to be in order. Because of the 
need to defend the aircraft carriers against 
enemy submarines, any reduction in anti-
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submarine warfare forces would be small at 
most. Measures for defense against cruise 
missiles would be emphasized, including elec
tronic countermeasures, the new Harpoon 
antiship missile, and helicopter-borne early 
warning sensors. 

According to this view, the Soviet surface 
fleet is a disturbing threat to our carriers 
and might make a crucial difference in our 
ability to maintain them on station, in con
trast to the first approach which saw the 
Soviet surface fleet as simply reinforcing the 
Soviets' ability to deny us such use of our 
carriers. Actions to counter it are particu
larly important in the second approach. 

The third approach described here rejects 
the arguments concerning carrier vulnera
bility and cost. With respect to vulnerabil
ity, this view was expressed by Admiral 
Thomas H. Moorer, then Chief of Naval Op
erations and now Chairman of the Joint 
Chiefs of Staff, as follows: 

I certainly don't accept the allegations 
that the carrier is vulnerable to the degree 
that often has been mentioned ... I don't 
believe surface ships are vulnerable. I believe 
in the next war we will perhaps suffer greater 
losses than we have in the past, but I am 
confident that we can stay out there and 
operate.~ 

-Thfsapproach would "es5entially -continue 
the force levels maintained in Fiscal Year 
1971. The current rela-tive priorities in and 
among tactical air, antisubmarine warfare, 
and other forces would also be maintained. 
In particular, defense against the Soviet sur
face fleet would be considered important, but 
it would not have the same degree of ur
gency as under the second approach. 

The Navy would do well to confront the 
issues raised here and to sort them out col
lectively and come to some tentative con
clusions about them. There is a bureaucratic 
incentive to do so since the issues have been 
and will continue to be raised by many out
side the Navy. Congressional opposition to 
construction of new aircraft carriers has 
been successful , for example. More impor· 
tant, however, national security is best 
served by realistic estimates of our military 
capabilities. If the arguments presented here 
are anywhere near the mark, our reliance on 
aircraft carriers must be reevaluated in the 
light of the changed conditions we now face. 

Writing of such changes, and o! our reluc
tance to recognize them, Admiral Alfred T. 
Mahan observed: 

It can be remedied only by a candid rec
ognition of each change, by careful study of 
the powers and limitations of the new ship 
or weapon, and by a consequent adaptation 
of the method of using it to the qualities it 
possesses, which will consti tute its tactics. 
Hist ory shows that it is vain to hope that 
military men generally will be at pains to do 
this, but that the one who does will go into 
battle with a great advantage . . .. s 

Efforts to overcome this tendency now seem 
to be required. 

PRESIDENT NIXON IS KEEPING 
HIS WORD 

HON. ROBERT McCLORY 
OF ILLINOIS 

IN THE HOUSE OP REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. McCLORY. Mr. Speaker, last 
week the President of the United States 

• A u thorizati on for Military Procurement, 
Research and Development, Fiscal Year 1971, 
and Reserve Strength, Hearings Before the 
Senate Armed Services Committee, 91st Con
gress, Second Session, Part 2, 1970, p. 1,308. 

5 Admiral Alfred T. Mahan, The Influence 
of Seapower Upon History, Hill & Wang, N.Y., 
1957, p. 8. 
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Viithdrew an additional 2,500 soldiers 
from Vietnam. 

On January 20, 1969, there were 
532,500 Americans enduring the perils 
of an Asian war. Today, there are 
131,200 Americans in Vietnam who are 
planning to come home. 

Mr. Speaker, President Nixon is keep
ing his word. 

GOOD CITIZENSHIP A WARD 

HON. G. WILLIAM WHITEHURST 
OF VIRGINIA 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. WHITEHURST. Mr. Speaker, 
there is a cry today from people of all 
ages for "involvement" by young peo
ple-involvement to make America a bet
ter place in which to live. 

To recognize such involvement, and to 
encourage those young people who give 
of themselves to help others in their com
muni tie&, I am conducting a Good Citi
zenship Award competition in the high 
schools of Norfolk and Portsmouth, Va. 

The award, open to highschool seniors, 
is given in cooperation with Norfolk 
School Superintendent E. L. Lamberth 
and Portsmouth Superintendent M. E. 
Alford and the offices of the mayors of 
both cities. 

Winners of the award are selected by 
a faculty committee in each high school. 
After this first elimination, the final win
ners r..re selected by a mayor's committee 
in each city, based on volunteer work, 
leadership or participation in commu
nity-service projects-such as church, 
scout, civic or political organizations
and leadership or participation in school 
activities. 

The two winning good citizens receive 
an expenses-paid day in Washington as 
my guests. They will be "Congressmen for 
a day." 

Such a Good Citizenship Award, I be
lieve, will encourage young people to take 
an interest in the operation and perfec
tion of the American system-not only 
the political system, but also other facets 
of our social environment. It is with this 
hope that I am sponsoring this award in 
my district for the third year. 

Last year, Rodney Davis of Maury High 
St.:hool was selected from Norfolk, and 
Stephen Foster of Woodrow Wilson High 
represented Portsmouth. Foster had 
worked in the March of Dimes and City 
Council Clean-up Committee and was 
president of his school's Student Cooper
ative Association. Davis had worked in 
Red Cross blood drives and the POW
MIA signature drive, as well as in politi
cal campaigns. 

There are many students, like Foster 
and Davis, who are now working to make 
our Nation a better place for all its citi
zens. They deserve recognition, and I be-
lieve the Good Citizenship Award helps 
provide that. 
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LITHUANIAN INDEPENDENCE 

HON. JOHN J. RHODES 
OF ARIZONA 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. RHODES. Mr. Speaker, this 
month Lithuanians are observing the 
54th anniversary of the Declaration of 
Independence of Lithuania. 

It would be natural to see the annual 
independence celebration as synonymous 
with celebration and savored traditions. 
But, for Americans of Lithuanian de
~cent and for free Lithuanians through
out the world the anniversary is a sad 
reminder that the nation where they 
were born, or where their parents were 
born, is again captive. They know that 
they who fied Communist tyranny are 
the only Lithuanians who are allowed to 
celebrate their anniversary of freedom. 

Lithuania languishes in repression, 
condemned to live as part of the Soviet 
colonial empire. Freed3m and independ
ence were grabbed away as a young 
Lithuania struggled to establish itself. 

The occupation has been cruel. Never
theless, these people are determined and 
still carry a hope that they someday 
will share in the freedoms we enjoy. 

May we remember our blessings and 
see Lithuania as a daily reminder of the 
Soviet Union's tradition of oppression. 

TRIBUTE TO JANET LYNN 

HON. JOHN B. ANDERSON 
OF ILLINOIS 

IN THE HOUSE OF REPRESENTATIVES 

Wednesday, February 16, 1972 

Mr. ANDERSON of lllinois. Mr. Speak
er, during the past week, we have all had 
the opportunity to witness many of the 
truly remarkable athletic performances 
that have been given at the winter 
Olympics currently being held in Sap
poro, Japan. Some 1,300 athletes from 35 
nations are competing in 35 events and 
are displaying the physical dexterity and 
good sportsmanship that have always 
marked these quadrennial competitions. 

We can be proud of all the American 
athletes participating in these Olympics, 
but I would like to pay special tribute to 
Janet Lynn from my hometown of Rock
ford, TIL, the 18-year-old figure skater 
who brought the United States its second 
bronze medal. Janet literally dazzled the 
crowds with her technical skill and grace. 
After an unfortunate fall that many be
lieve kept her from winning the silver 
medal, she continued her performance 
and saw it through to a flawless finish. 

The Olympics climax years of hard 
work for Janet for she built up to Mon
day's winning performance with a gruel
ing 5-hour-a-day practice schedule. Her 
determination enabled her to come from 
fourth place in the compulsmies to third 
place winner and we want her to know 
how proud we are that she is one of those 
representing us at this international 
event. And in recognition of her out
standing ability, Janet's picture is on the 
cover of the February 14 issue of News
week magazine which contains an exten
sive story on the winter Olympics. 
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