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EQUA L EMPLOYMEN T OP PO RT UN ITI ES IN CURRENT  DRU G ENFO RCEM ENT AGE NCI ES
MONDAY, MARCH 18, 1974

H ouse  of  R e pr e se n t a t iv e s ,
C iv il  R ig hts  an d C o n st it u tio n a l  R ig ht s

S u bco m m it tee  of  t h e  C om m it tee  on  t h e  J u d ic ia ry ,
Washington, D.C.

The subcommittee met, pursuant to notice, at 10:05 a.m., in room 
2226, Rayburn House Office Building, Hon. Don Edwards [chairman 
of the subcommittee] presiding.

Present: Representatives Edwards, Drinan,  and Rangel.
Also present: Ruth Robinson, counsel, and Michael W. Blommer, 

associate counsel.
Mr. E dwards. The subcommittee will come to order. This morning, 

we are pleased to continue and to update  our review of the equal 
employment opportunity program of the Federal agencies fighting the 
drug war. Last May, prior to the implementation of Reorganization 
Plan No. 2, the subcommittee  received testimony on the above- 
mentioned subjec t from the Bureau of Narcotics and Dangerous 
Drugs, the Bureau of Customs, and the Office for Drug Abuse Law 
Enforcement. Now those agencies have been reorganized into one— 
the Drug Enforcement Administ ration (DEA) of the U.S. D epartment  
of Justice. Testimony received this morning will assist the subcom­
mittee in determining whether or not equal opportunity is a priority 
of the new agency.

Appearing as our first witness will be Mr. John Bartels, Administra­
tor of DEA. Mr. Bartel s is a graduate of the Harvard Law School and 
has served as an assistant U.S. attorney for the southern district of 
New York. In addition, he was the first chief of the stiike force in 
Newark, N.J. Fur ther , he served as counsel to [then] Governor 
Rockefeller’s committee for examination of the affairs of the city of 
New York. Finally, jus t prior to his current position, he served as a 
depu ty special assistant atto rney  attached to the Office for Drug 
Abuse Law Enforcement of the Department of Justice.

As I unders tand it, Mr. Bartels, the gentleman on your right is Mr. 
Robert Rogers, the first Director of Equal Employment Opportunity 
in the Drug Enforcement Administration.

You have also furnished us with a biography of Mr. Rogers and 
without objection we will include that into the record.

[The information follows:]
B io g r a p h ic a l  Sk etc h  o f  R o b e r t  A. R o g er s

On October 26, 1973, Admin istrator  Bartels announce d the app oin tment  of 
Mr. Rober t A. Rogers as the  first Director of Eq ua l Em ployment  Opp ortunity  
in the  Drug Enforcement Adm inis trat ion.
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Mr. Rogers  holds  a Bachelor’s Degree from Eas tern  Michigan  U nive rsity , and a 
Ma ste r’s Degree from the  Univers ity of Detroit . He was a Social-Investigator in 
Det roit , Michigan for two years before joining the  Detroi t Police Depar tment  
as a  Police Officer in 1959. In 1961 Mr. Rogers worked as a Parole Agent with  th e 
Michigan Bureau of Pardons and Paroles until  1965 when he accep ted a position 
with the  D.C. Dep artm ent  of Corrections as Assis tant Direc tor of a  special  project  
for youthfu l offenders. I n 1966 Mr. Rogers wen t to work as a  Management Analyst  
in the  D.C. Commissioners  Office, and  in 1968 accep ted a position as Assis tant 
Secreta ry to the  D.C. City  Council where he remained unti l 1971. Since t ha t time 
Mr. Rogers  has been a Deputy Director  of EEO with the  Env ironmental Prot ec­
tion  Agency, and was the  Disaste r Compliance Coordinator  w ith SBA’s Office of 
EEO  & Compliance before accepting  his present posit ion with  DEA.

Mr. Rogers is cu rren tly an accredited Criminal Invest iga tor  (Wa rran t Officer), 
with  th e D.C. National  Guard, and his community activitie s include working as a 
Neighborhood Commissioner with  the Boy Scouts of America, and  as a par t- 
time v oluntee r fireman.

Mr. Rogers is married, the  father  of four children and  cur ren tly  resides in 
Silver Spring, Mary land.

Mr. E dwards. Glad to have you here, Mr. Rogers. How long have 
you been employed?

Mr. Rogers. Since January  21.
Mr. E dwards. Now, Mr. Bartels, if you would please proceed?

TESTIMONY OF JOHN R. BARTELS, JR. , ADMINISTRATOR, DRUG EN­
FORCEMENT ADMINISTRATION, U.S. DEPARTMENT OF JUSTICE,
ACCOMPANIED BY ROBERT ROGERS, DIRECTOR, OFFICE OF EQUAL
EMPLOYMENT OPPORTUNITY

Mr. Bartels. Thank you. The issue of equal employment oppor­
tun ity became of particular  in teres t to me personally in the spring of 
last year when the President proposed to make the consolidation, of 
which you have just spoken, at which time I  was given the responsi­
bility of undertkaing a plan in prepara tion for this  reorganization.

It  was recognized at that  time tha t providing opportunit ies for 
employment to minorities was not only a constitutional duty bu t 
could be crucial to the effectiveness of the Federal antidrug effort. The 
drug problem is fr equen tly most concentrated in the intercity  neigh­
borhoods which are often inhabited exclusively by minorities.

On July  1, 1973, I became the Acting Administrator of the new 
Drug Enforcement Administration set up within the Department of 
Justice  and was confirmed on November 1, 1973. I personally wel­
comed this challenge of helping to establish a new agency in spite of 
the many organizational problems with which we were immediately 
confronted. IDEA inherited personnel of many different professional 
backgrounds and experiences who had acquired their training  and 
their methods of operation in different agencies and who were suddenly 
required to come together to establish a new agency and new methods 
of operations.

In  spite of these and other similar problems, I knew of the im­
portance  which Congress correctly attached to immediate ly setting up 
an effective and expanded EEO program. One of my fi rst acts as the  
new Administrator was to order the selection of a permanent EEO 
Officer and staffing of a new EEO Office which would create a plan of 
aggressive action acceptable to me. This, of course, would take time 
which we could not afford in getting on with the task to recruit 
minorities. I, therefore, personally emphasized to the new DEA
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regional administrators, in my first meeting with them, tha t they should immediately tr eat  this as an area of high priority  and set about to insure tha t potent ial minority applicants were advised of the op­portunities within the new Agency and encouraged to apply for them.Today, I am in a position to report to you what  we feel represents substantial progress in our employment of minorities. The figures will prove this. They are not dramatic  but  they are significant. We have found tha t progress is only made through pati ent hard work which gradually builds on small gains.
Within the first 9 months of the  life of DEA, the total  number of minorities employed within the Agency has increased by  over 22 per­cent. Moreover, nearly all of these positions have been filled by criminal investigators . Of the total agency manpower, slightly more than half fall into this category, tha t is, criminal investigators; and as I have previously mentioned, i t is particularly im portant to employ minorities in this activity to give us a capability for conducting  investigations within minority segments of the national  population.Since the creation of DEA, three new classes for the training of agent recruits have been initiated . Of the tota l 126 new agents admitted to these 10-week training  schools, 47 percent have been minor ity ap­plicants. Half of these were blacks, 21 were Spanish-Americans, and 10 were orientals. In addition, 6 of the new recruits were female.This recruiting  effort is largely responsible for the increase in the number  of minority special agents employed within DEA. As of July 1, 1973, there were 73 black agents which has now increased to 92—an increase of 26 percent. The number of Hispanic agents has increased from 76 to 90—an increase of 18 percent. The number of oriental agents has increased from 11 to 21—an increase of 91 percent.Mr. E dwards. Mr. Bartels , in the increase of black agents from 73 to 92, how many of them came from the organizations that  were merged into DEA?
Mr. B artels. I believe it  is six, Mr. Chairman, although it may be that several left, bu t it  was between six and eight, I believe.I ’m informed that  none of the increase came from those agencies, Mr. Chairman. In other words, the 76 figure, or the 73 figure rather, included the 6 or 8, whatever the correct number is, from the Bureau of Customs.
Mr. E dwards. Thank you.
Mr. B artels. In addition  to these sta tistic s which in large measure reflect employment trends, the quali ty of our effort has also been improved through  the promotion of qualified minority employees to greater positions of responsibility. Four b lack senior criminal investiga­tors have been appointed to positions of assis tant regional adminis­trator. The number  of minor ity agents serving abroad has been significantly increased; and for the first time, black agents have been assigned to these areas overseas. Attached  to my s tatemen t are tables listing these improvements in upward m obility  by position within each category of minority employment. These tables also serve to indicate the great d iversity of professional careers available within Federal law enforcement.
I believe the figures which I have cited provide convincing evidence of the priority which the equal employment opportunity  program has received within the new Drug Enforcement Admin istration. But I
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recognize that  a sound program cannot be insured solely through the 
good intentions of management. What is required is a vigorous and 
professionally staffed office functioning within the agency to insure 
tha t its goals and priorities are met on a continuing basis. Accordingly,
I am determined tha t the new Office of Equal Employment Oppor­
tuni ty will be adequately staffed not only in the headquarters but in 
key regional offices as well.

Mr. Rogers, who was selected to head this Office in January of this 
year, is now about the task  of completing his staff. By April 15, it will 
consist of a Deputy Director, and five EEO field coordinators sta­
tioned in Chicago, Los Angeles, Denver, Miami, and New York. 
Together, they will be responsible for evaluating and developing the 
EEO program for all levels throughout DEA, and determining the type 
of assistance needed to further improve its quality. They will also 
assist in the processing of complaints received and recommend reme­
dial action to the Director of EEO tha t will be directly reported to 
me. Attached to my statement is a copy of the comprehensive affirma­
tive action plan for calendar year 1974, the fulfillment of which will 
be the primary mission of the new Office.

At this time, Mr. Rogers and I will be pleased to respond to such 
questions which you may have.

Mr. E dwards. Thank you, Mr. Bartels.
Mr. Bartels. Thank you, sir.
Mr. E dwards. Now, these attachments—this comprehensive affirma­

tive action plan for calendar ye ar 1974—when was this prepared?
Mr. Rogers. This was completed about the first part  of February 

1974.
Mr. E dwards. lia s it been d istributed to all of the regional offices?
Mr. Rogers. Yes, sir, it  has. They have several copies tha t have 

been sent to each regional office and all laboratories.
Mr. E dwards. Mr. Bartels , on February 27, I wrote to the Attorney 

General and asked him for information in some detail. Do these 
attach ments answer those questions, or can I expect a lette r from him?

Mr. Bartels. I think there is one question that hasn’t been answered 
in that , Mr. Chairman. I will double-check and make sure tha t these 
attachments satisfy all of the questions in your l etter  of February 27. 
I believe there is one and tha t concerned the number of minority 
agents that  came over from Customs. The number was changing, and 
I don’t believe we supplied it.

Mr. E dwards. Thank you. I guess Mr. Rogers understands that  
he has a very big job?

Mr. Bartels. Yes, sir. I ’m not worried about Mr. Rogers. I think 
the people in the field have to understand tha t they have a big job,  
too.

Mr. E dwards. Now, we have some information to the effect that  
as of June 30, 1973, there were in the agency 1,432 tota l agents, and of 
that,  67 were blacks, accounting for a percentage of 4.6 percent. Now 
there  are 1,968 agents, Blacks are 92, but the average is 4.7 percent. 
So there is not much improvement.

Mr. Bartels. The original number tha t you quoted, Mr. Chai r­
man, was the Bureati of Narcotics and Dangerous Drugs.

Mr. E dwards. Right.



Mr. B artels. We merged with p art of the Customs Agency Service, the Bureau of Customs. In o ther words, we took 562 positions, and of those 562, I believe either six or eight were minority people.
Mr. E dwards. They didn’t have a very proud record in affirmative action and fair employment practices. Is tha t correct?
Mr. Bartels. I don’t know whether it is true or whether  it so happened tha t the division of those working on narcotics along the Southwest border tended to the white, Anglo-Saxon, and Prote stant. It may be the number  we got in that division was based on their preponderance of narcotics work.
Mr. E dwards. Now, is it  true tha t you have had three training classes in 1974—a January  class, a February class, and a March class?
Mr. Bartels. Tha t is correct.
Mr. E dwards. And the January class had a total of 42 students with 10 blacks, 8 Spanish speaking, 2 females. The February  class 

had 36 people in it, with no blacks, 5 Spanish speaking, 2 females, and1 Asian. The March class had 37 students: 4 blacks, 2 Spanish speaking,2 orientals, 2 females. Tha t is a very, very low record in minority students.
Mr. Bartels. In the last class?
Mr. E dwards. Well, there are no black s tuden ts in February.
Mr. Bartels. Yes.
Mr. E dwards. Out of 36.
Mr. Bartels. Yes; th at is right. I think tha t is 33 now.
Mr. E dwards. In March, you had 4 out of 37. That is not going to catch up with anything.
Mr. Bartels. Well, the figures tha t I have shown in the basic agent class, the first basic agent class that we had back in September, we had 17 blacks. In the second class, which 1 have the date  for as Janu ary 21, we had 10 blacks. In this present class we have had no blacks and five coming in in the next class, which is today.
Mr. E dwards. Now, how do you account for the fact you do not have any blacks in the present class?
Mr. B artels. In the presen t class there are no blacks?
Mr. E dwards. You are supposed to have four blacks in March. Is tha t correct?
Mr. Bartels. I would put tha t answer in terms of the time and the coincidence of things going through the personnel channel. We hit a very high proportion in the beginning, Mr. Chairman.
And I don’t think you can look at one particular class simply because people get cleared through  civil service quicker, the class is scheduled, and we try  and put  as many of those classes together back-to-back as we can. So if we have it in one class, that doesn’t bothe r me. If we have i t in a series of classes, then  that  bothers me.Mr. E dwards. Well, we will be looking forward to Mr. Rogers doing a little better because he is going to have to deal with that.Mr. Bartels. Correct.
Mr. E dwards. Who is Mr. Nelson B. Coon?
Mr. Bartels. He is the Assistant A dministrator for Administration and Management.
Mr. E dwards. Was the EEO Office assigned to his office?
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c

Mr. Bartels. No; it was assigned to his office temporarily. It  was 
coming out of his office but  the EEO Office reports directly to me. 
On paper it is presently  assigned to his office, bu t in connection with 
the reorganization, Mr. Rogers has-been reporting to me.

Mr. E dwards. How many people are in Mr. Coon’s office?
Mr. Bartels. 300. I would say in excess of 300.
Mr. E dwards. Is it still all white?
Mr. Bartels. Indeed I would say tha t the minority group there, 

that the percentage there, is higher than  anywhere else of minorities.
Mr. E dwards. Could those figures be submitted?
Mr. Bartels. Yes.
[The information referred to follows:]

Mino rit y employees in  office of Nelson B.  Coon
Total employees_________________________________________________  233

Minor ity employees__________________________________________  79
Percen t of t ot al ______________________________________________ 35. 3

Dis tributio n by category:
Professional/tec lmica l_________________________________________ 61
Cler ical_____________________________________________________  18

Dis tributio n by Mi nority:
Bla ck____________________      69
Spa nish_____________________________________________________ 3
Orienta l____________________________________________________  2
Indian ______________________________________________________ 5

Mr. E dwards. We have an allegation that at least all of the high 
positions are virtually all white.

Mr. Bartels. The allegation is inaccurate.  At the time of the 
reorganization, four operating divisions reported to Mr. Coon. Three 
of these were headed by members of minority groups, two blacks and 
one Mexican-American. Since the reorganization, one additional 
operating division headed by an Anglo Saxon has reported  to Mr. 
Coon, so t ha t as of March  18, 1974, five divisions repor t to him, three 
of which are headed by minority  group members.

Mr. E dwards. Tha nk you.
Now, have the regional managers been instructed to recruit minor ity 

applicants?
Mr. Bartels. Yes, they have. They were inst ructed specifically on 

several occasions. They  were instructed by phone in July, when I 
named them. They were instructed personally when we had our first 
regional directors’ meeting, and they were instructed by our agency’s 
teletype.

The problem as I see it is more than just  recruiting. The problem is 
tha t in order to get minority members who are interested, we have to 
step up our timelag. It  is one thing to recrui t a man but  it is another to 
get h im on board quickly enough so tha t other agencies who compete 
for good people don’t take him away, and so tha t he doesn’t have 
other job opportunities.

So one of the areas exceeds the mere recruitmen t; it  is developing a 
system that  will expedite the entire background check and get the 
candidate  on board.

Mr. E dwards. Well, it is not going to be easy with the history  of 
the agencies that  make up your organization now and the background 
of employment practices in the regions. Isn ’t tha t correct?



Mr. Bartels. I don’t know about the employment practices in the 
regions. One of the  problems has been t ha t the regional directors have 
not had the complete power to hire and fire personnel. As a result 
there is a lag as everything funnels into headquarters,  which gets 
overburdened as an agency grows, and finally, final approval for the 
hiring practice remains in headquarters. In other  words, the regional 
director can’t go to  a man and say “I think you are qualified and I 
would really like to have you, but  I am not  in a position now to make a 
final commitment.” He can’t hire him.

Mr. E dwards. Who makes the final decision?
Mr. Bartels. Headquarters.
Mr. E dwards. Which department?  Personnel?
Mr. B artels. T hat  would be personnel and they have been flooded, 

Mr. Chairman, with the fact tha t this has been an agency in expan­
sion, this has been a time period where we have had a series of tran s­
fers, a series of moves.

Mr. E dwards. How do the procedures work through personnel?
Mr. Bartels. The procedure works through personnel in that  the 

man has to be cleared, his papers are reviewed, and then he gets final 
approva l from enforcement and the approval  goes out to the field 
after clearing through personnel.

Mr. E dwards. Now, we have been informed th at  12 qualified black 
police officers in the Baltimore area applied in October when there 
were 15 special agent vacancies, but  they haven’t even been inte r­
viewed yet?

Mr. Bartels. Well, there seems to be some problem abou t tha t. 
I spoke to the regional director in Baltimore and he told me tha t their 
forms were sent in. I also was told th at there was some recruiting going 
on from local police officers. One of the problems tha t we have is to 
make sure that while we are interested in obtaining the services of 
qualified people, while we are not going to turn down anybody, we 
can’t go stealing from other local police forces. What tha t does is pu t 
us in a position that makes us persona non grata over Sta te and local 
law enforcement agencies with whom we have to work on a day-to-day 
basis. So there has been some complaint tha t we have been doing th at. 
I think  that practice is also counterproductive or an unhappy one 
because frequently you take a man who is happy in his career or at 
least satisfied, and he hasn’t applied to you, and you try  and entice him 
away and then he is put in the position of bidding between two parties.

Of these Baltimore people who are metropolitan police officers, I 
understand that one has declined, one is currently being reviewed by 
enforcement, three are pending full field, and one was not qualified 
and so on. There are 10 other applications pending who have been 
paneled.

Mr. E dwards. Now, does Mr. Durk in head the Office of Enforce­
ment?

Mr. Bartels. Yes, sir. He does.
Mr. E dwards. Does the Office of Personnel have to submit all 

applications to him for review?
Mr. Bartels. Yes; they do.
Mr. E dwards. How does he review them?



8

Mr. Bartels. He goes over the  full field and pers onnel bac kgrou nd 
inf orma tio n to see if they  qua lify . We found th at  a few of the  people 
su bm itt ed  and  acc epted by pers onnel, in the  rush to come up wi th a 
good pro gra m,  had backg rou nd in forma tion in  th eir  files th at  contained 
such  thi ngs as a st at uto ry  r ape cha rge,  summ ary  cou rt ma rtials , and  
as a resu lt of th at  we establ ished anoth er reviewing procedure  with 
Enforce me nt to assu re th at  negative items  in a per son ’s backgro und 
may  be pro per ly screened  and  evalu ate d so th at  our  futur e agen ts 
will no t be embar rassed  o r be  in  the  pos ition to em bar ras s the  agen cy 
by  admissions, pa rti cu larly  in cou rts,  th at  they  were previo usly 
con vic ted  of a felony charge.

Mr . E dwards. W hat you  a re say ing  is th at  perso nne l is no t quali fied 
to do the review; is th at  correct?

Mr. Bart els . N o ; 1 am say ing  th at  the re have been  some mistakes  
made and I wa nt  to  m ake  sure th at  in  a rush to do a good job  we don’t 
hav e a counter effect  by  bringing  on some peop le who are obvious ly 
unquali fied . Tha t would be a cou nte rreaction.

Mr . E dwards. Well, of course th at  prog ram  has to be monito red 
wi th gr ea t care.

Mr. B art els . Th at  is right. And th at  is wh y I wante d to add  this 
add itio nal check . There  mig ht be othe r things in there. We had  one or 
two people who on a fu rth er  check turned  ou t to hav e backgrou nd 
informa tio n th at  would mak e them  unsuitable .

Mr. E dwards. I  know th at  Co ngres sman Ran gel  will be here  short ly.  
Incid en tal ly,  he is h av ing  a pre ss conference at  the mo me nt abou t his 
trip to Tu rkey  seeking to en joi n the Tu rkish  Go vernme nt from 
sta rt in g the  growth  of opium again , and he shou ld be com mended on 
his e fforts the re.  I n the  ev en t he doesn ’t get  here,  1 know th at  he  would 
wan t me to ask  you wha t is the sit ua tio n with black agents in New 
York? T he l as t time  we che cked I believe out of 2,050 age nts , 15 were 
black.

Mr . B art els . Tha t is ap prox im ate ly the  same. It  ma y hav e even 
gone down.

Mr . E dwards. I I ow in the  world  can you  do an effective  job in 
urba n New  Y ork  where the  he roin  problem  is so severe an d a lot  of it has 
to do wi th the  pro ble ms  of the ghe ttos, wi th white officers walking 
aro und try ing to enforce the  law?

Mr . B ar tels . You ca n’t. And  w ha t we hav e done is to increase  our 
efforts in in tegr at ion by  coo peratio n wi th the  New  York City  Police 
Dep ar tm en t. One  of the problem s in New  York is sim ply  th at ou r 
pay , ou r over tim e and our rem unera tio n are no t up to th at of the  
New  Yo rk City Polic e De pa rtm en t. So th at  an y qua lified black,  who 
is in terested  in law enforcement , has  eve ry inc entive to go in to  the  
New Yo rk  City  Police Dep ar tm en t ra th er  th an  ours.

W ha t we have done is to increase  ou r coopera tion. And  aga in it  
is real ly  in tegrati on  because we work essent iall y un de r one roof. We 
wo rk  w ith  one com mand.  We will be physical ly under one roof hope­
ful ly by  the end of the  next fiscal year.  So we work with thi s New  
Yo rk  City police group, which supplie s the  bla ck and mi nority force  
th a t we do n’t have.

B ut you are 100 percen t rig ht . I t ca n’t be done .
Mr. E dwards. Shou ld you come to Congres s and req uest a be tter  

sa lary  struc tur e?
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Mr. B artels. I don’t know what we can do to match  the New York 
City Police. 1 would like to see a struc ture tha t would, while it 
would not take us out of the civil service system, would allow for 
greater ability to rise in the agency; yes.

Mr. E dwards. Do you have the same situation in areas like Boston, 
Detroi t, Newark where the agents are generally white?

Mr. Bartels. Yes; we have a similar problem. There are only so 
many ways you can divide this number  and you don’t want them 
all working undercover, you don’t want them all in a position where 
they are being singled out because they are black to the toughest, 
most demanding jobs. So again in Newark we have been in the position 
of emphasizing an integrated effort with the Newark City Police 
Department and to some extent the New Jersey S tate Police.

Mr. E dwards. Will you furnish for the record approximately how 
many you have in those metropolitan areas at a la ter date?

Mr. Bartels. I certainly  will.
Mr. E dwards. Thank you.
[The information follows:]
Tabulatio n of Black Special Agents in domes tic regions as of March 5, 1974 

(exclusive of Black Special Agents assigned to foreign regions, headquarte rs, 
and  in tra in ing) :
Bosto n______________________ 0
New York__________________  8
Phi ladelphia_________________  10
Balt imore___________________  10
Miami______________________  5
Detro it_____________________  2
Chicago_______________ ._____  3

New Orleans________________  5
Kansas Ci ty_________________  0
Dallas______________________  4
Denve r_____________________  0
Se att le______________________  0
Los Angeles_________________  12

Mr. Edwards. Well, what about the agent panels. Is that the way 
you take care of the hiring of these applicants?

Mr. Bartels. Yes, that  is the way we take care of the initial 
paneling. In other words, each regional director is called upon to 
submit names. l ie  submits names to go through an initial panel in one 
of the regional offices. Now, the regional director does not have the 
power through tha t panel to hire. T hat is what we want to decentralize 
and get out to the regions so that there will be a shorter time period. 
In other words, presently a man could be paneled in October and con­
ceivably wait for a period of months while he goes through a full field 
investigation and headquarters procedure.

Mr. Edwards. Do you have in mind having an appropriate num­
ber of these panels with a proportiona te number of minority persons 
on these panels?

Mr. Bartels. Oh, I have in mind letting the regional directors 
carry tha t out as long as they get  results.

Mr. Edwards. Well, you might have some problems. The New 
Orleans region—which is Alabama, Arkansas, Mississippi, Louisiana, 
and Tennessee—out of 34 criminal investigators, you did not have 
any minorities.

Mr. Bartels. You mean on panels?
Mr. E dwards. No; I am talking about criminal investigators.
Mr. Bartels. I believe we have a good deal more than 34 criminal 

investigators in that  region. I will be happy to take a look a t it. I also 
know’ we have a great number of minorities  in New’ Orleans because 
I know’ them personally.
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Mr. E dwards. I ’m afraid tha t those figures were from our last 
series of hearings and referred to Customs and BNDD .

Mr. Bartels. Th at is inaccurate. I have been in the New Orleans 
region and while I can’t give you off the top of my head the number of 
minority people there, in our l ast two classes I believe it is 48 blacks 
that have gone down there. But there is a number and I  will get that .

Mr. E dwards. Could you furnish tha t for the record?
Mr. Bartels. Certainly.
[The information follows:]
Of a  to ta l of 69 special agents  in the  New Orleans region, there are 5 blacks, 2 

Spanish  Americans and  1 Indian.
Mr. E dwards. Now, our last hearings also reflected tha t the Los 

Angeles region—southern California, Arizona, Nevada—having 1 
million minorities living there  had a dismal record as to minority 
criminal investigators.

Mr. Bartels. I know tha t is no longer true. I know the Bureau of 
Customs did not have a great number of minorities. For instance, 
we have a grea t number of Mexican Americans along the  border and 
we have promoted an assistant regional director to Los Angeles, who 
is black. We have a minority as head of the Phoenix office. So I think  
it is up considerably but I can furnish the information.

Mr. E dwards. We would apprecia te tha t. Thank you.
[The information follows:]
Of a  tota l of 276 special agents in the  Los Angeles region, the re are 12 blacks, 

18 Spanish Americans and 11 orien tals.
Mr. E dwards. Mr. Drinan?
Mr. Drinan. Thank you very much.
Mr. Bartels, thank you for your testimony. In going back to the 

question of Turkey for a moment, on page 4 you stated tha t:
The num ber of min ority agents serving abro ad have been significantly in­

creased. For the  first time black agents have  been assigned.
Well, I assume that  if nothing can be worked out with Turkey,  

that assignments abroad are going to be even more importa nt in 
order  to try  to control the heroin coming in. Would you tell us why 
for the first time agents have been assigned? You say it has been a 
significant increase. I take it  tha t i t has gone from zero to something. 
Wha t is the presen t s tatus?

Mr. Bartels. It  lias gone from zero to three and one pending.
Mr. Drinan. Wh at was the background as to why black agents 

were never assigned?
Mr. Bartels. Th at is a good question. I ’m not  sure I know the 

reason why in the prior agencies b lack agents weren’t assigned. But 
we have  a program now where there are black agents being assigned. 
There is a black agent to go to Germany, one to go to Munich, a 
black  agent to go to Jamaica , a black agent to go to Brazil, and there 
is one in Japan. So that would be four. In  addit ion we have a program 
where at least one of the black agents is either in or about  to go into 
language school. No, we have two, I am informed we have two at  the 
Foreign Service Inst itute.

Mr. Drinan. Well, Mr. Bartels, you say in the next sentence “At­
tached to my statement there is a table listing these improvements,” 
bu t I don’t find in the table exactly these improvements. Like the  ones 
you mentioned, I didn’t find tha t here.
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But  wh at  is the  proje cte d policy, so to speak , on bla ck agents and  
wha t ab ou t Spanish -sp eak ing  age nts? Will th ey  be increased , too, 
am ongst those to go abroa d?

Mr. Bartels. Yes.
Mr. D rin an . I n  othe r words, it  seem s ve ry  str an ge  th at up  to now 

there  was  no pro gra m.  Ho w man y agents do you have abroa d?
Mr . Bartels. We now  have 174. Th ere  were  147 when I came on 

board .
Mr. D rina n. T hat  does  seem to be a de lib era te policy, I me an,  to 

have  continued over severa l y ears wi th 105 people wi th no m ino rities.  
And even now I take  it  from t he silence h ere  th at  t he re are  no  Spanis h 
speak ing  in th a t nu mbe r at  all?

Mr. Bartels . N o, th ere  are a great  nu mbe r of S panis h speaking  and  
ori en tal s.

Mr . D rin an . Y ou s ay here ab ou t the “n um be r of m inor ity  ag en ts” 
and by  th a t you me an black?

Mr. Bartels. T he n th a t is misspoken .
Mr. D rina n. We have two versions in yo ur  p aper.  You have  eig ht 

females  crossed ou t and  then  six ins ert ed . Wo uld  you exp lain  a bi t 
more wh y 6 o ut  of 126 seem s adequate?  Is  th at  no t ra th er  smal l?

Mr . Bartels. T hat is  rat he r smal l. I believe  we ha d six since I came  
in to  thi s job . I th in k it  i s ra th er  small.

Mr . D rina n. Well, is it  that  th ey  are n ot  a tt ra ct ed  to  it  because t he y 
do n’t  o rdina rily sign  up  to be police officers?

Mr. Bartels . N o ; I th in k the re is an ele me nt of th a t though . We  
lost one on an  affa ir of the he ar t, who dropped ou t of tra ini ng .

I th ink it  is a fai rly  new are a for wom en to go in to.  Th e leadin g 
stud en t in our fir st class was a w oman. She won the Ou tst an ding  S tu ­
de nt  A ward.

Mr. D rina n. H ow do you ca rry  ou t an affi rma tive ac tion pro gra m 
to  recrui t w omen?

Mr . Bartels. Well , le t me tu rn  th at  over to Mr. Rogers.
Mr. R oge rs. Well , one  of the things I do have  on my  age nda 

for  the  la tter  par t of M ay  is to send a fema le rec ruiting  tea m to the  
Gen era l Fe de ra tio n of W om en ’s Clubs Conference con vention  repre­
senting  10^ mill ion memb ers , which  will be held  in Minneap oli s to 
recrui t wom en, and we are  going 100 perce nt into thi s pa rti cu la r 
affai r. We are  going to have  an  exhib it which has been  modified  
to ref lect  women  performing as special  ag ent s, compliance investiga tor s, 
chemis ts, and othe r pro fess iona l pos itio ns wi th in  D EA. I n othe r words 
we are going  ou t there to  spec ifica lly at te m pt to  rec ruit wom en and 
to m ake  as m an y co nta cts  as possible to see th a t we get  more w ome n on  
the job.

Mr. Bartels. I ma y add, Fat he r,  th a t th a t include s women in the  
crim ina l investi ga tor cat ego ry.  Now  there are  fa r more women as 
inte lligence analy sts , whi ch is an  en tir ely new  bran ch  of enforce­
m en t th at we st ar te d here. T hat  doesn ’t req uire  them  to car ry a gun.  
I t  req uir es the m to ana lyze the  intelli gen ce th a t we have on the  
distr ibut ion sys tem s.

Mr . D rin an . Goin g b ac k to the  s itu at io n in Tu rk ey , I assum e th at  
you have  some al te rnat ive pla ns  or op tio ns  th a t yo u have  explored— 
and I do n’t h ave to rem ind  you peop le th a t it  is v ery s erio us if noth ing  
is wor ked  ou t there —b ut how would these conti ngency pla ns  work 
ou t w ith  re ga rd to minor ity  e mp loy me nt her e and abroa d?
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Mr. Bartels. If Turkey  goes back into the growth of opium, you 
mean?

Mr. Drinan. Yes.
Mr. Bartels. Well, whether Turkey goes hack or not. we want to 

put as many agents overseas as the host countries will allow. I agree 
with your original statement, which 1 think is 100 percent correct and 
is also the key to narcotics law enforcement, and that is to get as many 
people overseas as we can that  can be our eyes and ears. 1 want to pu t 
people overseas hut  what I want to do is open up certain areas which 
are peculiarly susceptible to minority effectiveness. Obviously in the 
Far East  we are much more effective if we have somebody who speaks 
Chinese and has that background. That  is true in other areas of the  
world as well. T hat  is true as far as the blacks are concerned both in 
Europe and in the Caribbean and in South America. I t is true also as 
far as the Spanish-speaking agents are concerned in Europe and 
South America. So tha t we are attempting,  one, to get more people 
overseas and hopefully we can have tha t number up  closer to 300 by 
the end of the fiscal year of 1975.

Mr. D rinan. Well, Mr. Bartels, of the 300 you projec t, do you also 
have a projected figure for minorities now? I t is 300 right now?

Mr. Bartels. No, I don’t have a projected figure for minorities 
tha t I can give you right now. What we want to do is pick the best 
men we can and get them over there in a position tha t will advance 
their career. I don’t have a projected figure for minorities.

Mr. Drinan. Tha t is all.
Mr. E dwards. Mr. Blommer?
Mr. B lommer. Is there anything about the Civil Service procedures 

or their laws or regulations that  you think hamper your getting 
people on board?

Mr. Bartels. Quickly enough?
Mr. Blommer. Yes.
Mr. Bartels. Yes, candidates have to go through a full field 

investigation. Tha t takes anywhere from 2 to 3 months. We have 
Civil Service requirem ents regarding this procedure tha t has been 
one of the major hampering  factors .

Mr. Blommer. In other  words, they have to investigate your 
people?

Mr. Bartels. Tha t is right and tha t takes time.
Mr. Blommer. That is all, Mr. Chairman.
Mr. E dwards. Are you establishing right now an arrangement 

with the U.S. Civil Rights Commission in your development of an 
affirmative action program?

Mr. R ogers. No, tha t is primarily the responsibility of the Civil 
Service Commission. This is who we report to through the Departmen t 
of Justice, EEO group.

Mr. E dwards. Ms. Robinson, would you please proceed?
Ms. R obinson. Mr. Bartels, I am wondering throughout your 

testimony whenever there was an opportunity to refer to an applicant 
or a person, you invar iably referred to a man. And in view of the fact 
that  your program does provide for recruitment of women, I am 
wondering whether or not the kind of attitude  th at has been indicated 
by the constan t reference to man rather than a person, interferes 
with the recruitment of women, since a woman might reasonably
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believe th at she might not be able to advance or t hat  the agency was 
not serious in the recruitment of women?

Mr. Bartels. Well, 1 hope tha t if I am talking to a woman, 1 
wouldn’t refer to he r as a man.

Ms. Robinson. Well, no; 1 mean in terms of reference to an appli­
cant.

Mr. Bartels. No; I don’t think it would influence any applicant. 
But 1 would hope that  i t wouldn’t, because I have spoken on this and 
have solicited and spoken to the women who have come on board. Indeed, we had a young lady gradua te on Friday,  and we all rooted 
for her, and I spoke to her before she came on board, and so I hope it wouldn’t. Ms. Robinson, 1 will try to get into the habit of referring 
to people as persons, but  sometimes 1 slip.

Ms. Robinson. Mr. Rogers, I ’m wondering if you could tell us 
whether or not the five EEO coordinators that 'should be in the field soon will have EEO work as their full-time responsibility.

Mr. Rogers. That is correct. It  will be pr imarily EEO work. We 
hope tha t they will be able to develop a posi tive type of liaison with various minority colleges in their respective areas, and their job will 
be to assist our personnel in their regions, the regional directors and so 
forth, with EEO-related problems.

Ms. Robinson. Have you had any contac t with the U.S. Civil 
Rights Commission in the development of your affirmative action program? I  know, for example, that the Commission furnishes a sta te­
ment providing information to individuals in terested in developing an affirmative action program, and I just wondered whether or not you 
had established any type of liaison with the U.S. Commission on Civil 
Rights?

Mr. Rogers. I would say, yes, but not directly with us. It  is probably with the EEO group up in Justice, and they have been 
talking to us about the various programs that are available.

Ms. Robinson. I see. Is there any possibility tha t your office would 
become a part of that  liaison or tha t you would establish a liaison tha t is separate from that which is now established through the 
Departmen t of Justice?

Mr. Rogers. I think so, no problem.
Ms. Robinson. I would like to turn  my attention to the personnel 

question. I am interested in the procedures tha t are followed as 
regards an applicant from the moment that a person files an applica­tion. Now, how is that  done? Could you just  briefly describe that?

Mr. Bartels. From the point that the person files the application?Ms. Robinson. Yes.
Mr. Bartels. I would assume before he has filed the application, 

he has had some con tact with somebody in the field. I can’t tell you step by step what happens within the personnel branch as to that applicant, who it goes to, and so on.
Do you want  to pick it  up?
Mr. Rogers. I can try. 1 can attem pt to. Basically, the individual will have some contact with someone in the region who is recruiting. 

This is usually how it is done. Their  application would normally be sent to the regional office where it would be screened to determine if 
the person has the basic qualification. If they are basically qualified, 
they will be called in and paneled by individuals who would ask him various types of questions.

42 -300— 74----- 3
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Ms. Robinson. Could 1 inter rupt for a moment? Could you tell me 
the racial and sexual makeup of those panels, or do they vary?

Mr. Rogers. They vary.
Ms. Robinson. What are they predominantly , however?
Mr. Rogers. Predominantly male.
Ms. Robinson. And as regards race, they are predominantly what?
Mr. Rogers. I would say predominantly white but not always.
Ms. Robinson. All right, I ’m sorry for interrupt ing.
Mr. Rogers. If the panel approves the individual, the people in 

the region conduct what  they call a preemployment background in­
vestigation. The individual is also told to report  to a doctor for a 
medical examination. A package of information is developed regarding 
the candidate  and sent to Washington to our headquarters personnel 
office. It  then becomes a mat ter of pulling all the pieces together. 
Once the medical has been cleared, the personnel office in Washington 
will initiate a full field investigation on the individual.

The full field investigation is returned to inspections where they 
more or less check for derogatory information. It  is then returned to 
personnel. They review it. It  is then passed on to enforcement for 
final review.

Mr. E dw ards. Would you yield, Ms. Robinson?
Ms. Robinson. Certainly.
Mr. E dwards. Now, enforcement gets into the procedure, and w’e 

discussed that a few minutes earlier.
Mr. Bartels. Yes, sir.
Mr. E dwards. Does enforcement include a copy of the RAP sheet 

from the FBI and from the States and localities?
Mr. Bartels. Thank God, we haven’t reached tha t state yet where 

we had applicants with RAP sheets applying. So if there were such a 
thing, I would think it would include the RAP sheet, though.

Mr. Rogers. If it is t ha t derogatory, it would probably never get 
to enforcement or personnel.

Mr. E dwards. I would hope that personnel wouldn’t just look at a 
RAP sheet with a couple of naked arrests on it, especially where 
minorities are concerned, and jus t right offhand not consider the 
applicant further.

Air. Rogers. Let me say this, I mentioned the preemployment in­
vestigation which is conducted in the regions. If we have an individual 
who has a record with a number of negative contacts  with the police 
depar tment , it ’s usually screened out in the regions.

What I am saying in eflect is tha t an investigator could go over to 
tha t local police depa rtment and check an individua l’s record and 
ascertain whether  or not the a rrests were valid or invalid.

Mr. E dwards. Well, the applicant submits his or her fingerprints 
and that  is sent to the record organization agency, or whatever it is, 
at the Sta te or Federal level, or both.

Mr. R ogers. And also to the FBI.
Mr. E davards. And then you get back whether they are negative or 

have some sor t of a rrest or criminal record?
Mr. R ogers. It  is usually checked locally first.
Mr. E dwards. Well, your personnel, I trust,  is sensitive to the fact 

th at  certain  minorities because of past history, because of past dis­
criminat ion and other factors, are likely to have a longer criminal 
record than  white males?
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Mr. Rogers. Tha t is correct.
Mr. E dwards. Th at is, than  white males who grew up in middle- 

class neighborhoods?
Mr. Rogers. This is why it is checked locally first because the 

investigator can go over and talk to people within the police depart­
ment to determine whether or no t it was a valid arrest or whether an 
individual was just  simply arrested for an investigation, whereas the 
FBI RAP sheet might indicate a general record regarding a person’s 
activities or contacts with a police agency.

Ms. Robinson. Mr. Bartels, does DEA maintain  a career board?
Mr. Bartels. Yes, it  does.
Ms. Robinson. We heard testimony earlier from the agencies that  

formed DEA relative to the composition of that board and at tha t time, 
which was in May of 1973, tha t board was all white and all male. 
Would tha t be correct today?

Mr. Bartels. No, it wouldn’t.
Ms. R obinson. It would not?
Mr. Bartels. It  is all male, but it is not all white. It  consists of 

regional directors and so far we don’t have any female regional 
directors.

Ms. Robinson. But the minority regional director tha t you have 
serves on th at board now?

Mr. Bartels. There is one minority regional director, yes, and, of 
course, Mr. Rogers sits in on it.

Ms. R obinson. I see.
Mr. E dwards. Well, we welcome back our colleague now from 

New York, who has been on a very important trip to Turkey on a 
subjec t th at is vita lly important to the United States  and I unders tand 
you just  had a press conference. Are you able to report  anything re­
garding the trip?

Mr. Rangel. No, Mr. Chairman. I just have a shocking disbelief 
tha t both the Drug Enforcement Administration and our State  
Department had allowed us to believe that  the resumption ol poppy 
growth in Turkey was merely campaign rhetoric. Congressman Wolff 
and 1 were briefed by people from your office, Mr. Bartels, as well as 
the Sta te Department. However, our arrival in Turkey and discussions 
with our American ambassador, Mr. Macamber, cause us to believe 
it is only now a question of when the resumption is going to start.

So tha t the only good news, Mr. Chairman, tha t we are able to 
repor t is that they will not resume spring planting. But because this is a 
national  priority  issue, because of Tu rkey’s need to show independence 
of the United States  and because of the fact tha t none of the $35 
million actually reached the Turkish farmers for a variety of reasons, 
the fact is tha t although it was campaign rhetoric, it is now a reality  
since one of the seven parties tha t campaigned on the issue was elected.

And we have the further  fact tha t the so-called agreement, which we 
now must refer to as the Turkish  look at it, did not take into con­
sideration the sensitivity  of the farmer and certainly did not provide for 
appropriate use of the money. And we must also consider the fact 
that they have absolutely no understanding of the  impact this decision 
has on the United States.

All of this information leads us to believe tha t, with the exception 
of our Ambassador, obviously there has been a lack of communica-
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tion. It seems as though they are prepared to bite the bullet on the 
question of what the U.S. Congress may or may not be able to do.

The Government is looking for some face-saving device and at best 
it looks like th at device might mean a limited growth of poppy.

So, it does look bad particula rly relative to what can happen if 
this ban is lifted. I think Mr. Bartels would admit that  his records 
certainly indicate the reduction of the quantity  and quality of heroin 
as a result of the ban. But  it is just  a very sensitive international 
problem, Mr. Chairman.

Mr. E dwards. Thank  you very much. I think you and Mr. Wolff 
are to be highly commended on the effort tha t you have made and 
the long work and continuing work tha t both of you have done in 
this particular  area.

Mr. Bartels testified earlier. Mr. Rogers is the new Director of 
EEC  at DEA.

Mr. Rogers. Yes, sir.
Mr. E dwards. He is the new Director for EEO.
And correct me if 1 misstate it, but  in order to bring my colleague 

up to da te on what has happened I would say tha t Mr. Bartels testi­
fied tha t lie has really very good intentions in this area. Some progress 
has been made, but  the progress hasn’t made itself felt in actual 
numbers yet. It  bas in percentages, but in actual numbers, for example, 
in an area that  Mr. Rangel is interested in—New York City—out of 
2,050 DEA agents, perhaps there are 15 or fewer blacks.

Mr. Bartels. Of agents, tha t is correct. B ut not  of people working 
under DEA control.

Mr. E dwards. Yes, of agents.
Mr. Bartels. But then you are ignoring one-half of the office, 

which is the New’ York City Police, which has a much higher percent­
age of blacks.

Mr. E dwards. Yes.
Mr. Bartels. Bu t th at is correct.
Mr. E dw ards. But  i t is difficult in New’ York to recruit, Mr. Bartels 

says because you are in competition with the police department.
Mr. Bartels. And we are also fortuna te, I might add, to have the 

cooperation of that police department. So tha t frankly, we are not 
as dependent as we were before.

Mr. Rangel. If I might interrupt, the ability for our police depart­
ment to perform is really relative. Have any of the long series of 
indictments of policemen involved in actual narcotics sales been 
assigned to the New York office?

Mr. Bartels. No, there was one who was indicted Thursday, who 
was Detective Canavan, who had been with the task force prior to 
its coming over here. This  was in 1968 or something like tha t.

Mr. Rangel. Have you suggested anv legislation at all th at would 
allow your Depa rtment to competitively recruit  minority agents?

Mr. Bartels. 1 think wre can competitively recruit without legis­
lation. I think if we cut down t ha t time period between the time of 
the initial interview and paneling, the initial recruitment, to a point 
where w’e can get a man on board at least temporarily, then wTe can 
att ract  enough qualified people. There are a lot  of people who would 
wan t to come and work for us.

Mr. Rangel. Even though the benefits and the salary are sub­
stant ially less?
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Mr. Bart els . Are a lit tle  less.
Mr.  R ang el. You say  it  is a litt le less or su bs tant ia lly  less? I ’m 

talkin g ab ou t New  Yr ork  C ity  now.
Mr.  Bartels. Ob, you  are talkin g ab ou t New  Y ork? I was tal kin g 

ab ou t overall.
No,  com par ed to New York Ci ty it is su bs tant ia lly  less.
Mr . Ran gel. Su bs tan tia lly  less? Do you  s till  need  a college degree? 
Mr.  Bartels . No , you do no t need  a college degree now.  We are

waiving  th at .
Mr . R angel. Well , I do not que stion your  good in tent , bu t I do 

not believe th at  yo ur  agency should  be de pend en t on the  New York 
City  Police  Dep ar tm en t for a var iety ' of reason s which 1 will no t go 
int o because it  does  no t serve the  bene fit of our comm itte e. Bu t it 
ju st seem s to me, if the  dru g problem  has  the na tio na l pr ior ity , all of 
us belie ve it dese rves , it seems  th at some way should be found for 
you  to ge t the  n ece ssa ry tas k force.

And I am no t talkin g ab ou t giving spec ial privilege s to blacks . But , 
if in fac t, in certa in com muniti es th is is wh at  you need , then  it  seems 
to me th at  in ord er to be effect ive, you hav e to recruit  w ha t is n eed ed 
at any given time.

And 1 do no t wan t to de tra ct  at  all from  your  good in tent s or the  
efforts you have  made,  bu t unless th at  sit ua tio n mater ial ize s where 
you will have blacks  n ot  only  as agents,  bu t also as pol icymakers wi th 
the  abili ty to move up within any  Fed era l agency,  the n it seems like 
New Yor k will have  to look on tins pa rt  of the  Fed era l Go vernm ent, 
as well as we look on any oth er agency, as failing to meet not quota s, 
bu t as failing to me et fai r emplo yment  practic es.

Mr. Bartels . 1 cou ld no t agree  with you more. That  is one reason 
wh y we have  take n thes e efforts to get  minority  people out in to  posi­
tions of policy . That  is eas ier to do. The prob lem is you  can not bring a  
per cen tage up  w hen you are  only  adding a couple of h undre d agents to 
the  2,000, you cann ot  bri ng  the  perc entage  up so subs tan tia lly .

In othe r words,  to get  the per cen tage up to som eth ing  th at  mak es 
you  to ta lly  effective in a b rief  period of time, you would have to have a 
growth  in t his  ag ency from  thi s 2,000 to add anoth er 1,000 or, h owever,  
ma ny slots you  have bec ause the  n um ber of agents does no t re tire th at  
quickly. Y ou do no t have  th at  gr ea t of a ret irement rat e.

Mr. R angel . Our Ch ai rm an  Ed wards  pointed  ou t in our  last  he ar ­
ings with Myles Am brose th at  whe n we were hav ing a problem  some ­
how with the bo rder comm unity , whi ch was Spanish  speaking, it  did 
no t tak e long for the  Burea u of Na rcoti cs  and  Dangero us Drugs and  
the  Custo ms  Burea u to find exi stin g reg ula tions  which allowed  the m 
to hire  su bs tant ia l numb ers  of Spanish -sp eak ing  Americans to take  
care  of what at th at  tim e was  consid ered to be a priority  under exis ting  
law. Now, is th at  in schedule A?

And 1 do not kno w how they  did  it.  I ju st  know th at  the  agencies 
can  do what  has  to be done  when it has to be done. And 1 recognize you 
hav e budget problems, bu t ce rta inly  Cu sto ms  and to a lesser  extent  
BN DD, and  now  a comb ina tion of bo th , have  to com pen sate for the  
inju stic es m ade  in t he past th a t were b ased solely  on e thn ic background .

Mr . Bartels. 1 mus t say I am so rt of pro ud  of wha t we hav e done 
in 9 m on ths  in  com pen sat ing  a nd I am going  to conti nue to do it,  but 1 
do no t th ink we can  go to a pos ition where you have  30 or 40 percent
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minority  groups over the near period without increasing your ceiling 
beyond practical bounds.

Mr. R angel. Tha t is an adminis trative problem, but certainly 
since I rely heavily on my past experience as a former law enforcement 
officer, I know if there was a conspiracy developing in narcotics in 
my community, the fact tha t you sent a bunch of Irish-Americans to 
investigate, would not help much. I cannot rely on the budget. 1 am 
just talking about the effectiveness of the force.

And I have said many,  many times, it  was hard for me to get FBI 
clearance as an assistant U.S. attorney because they sent two white 
FBI people to Lenox Avenue to investigate me and nobody knew me.

Mr. Bartels. There is no question about it. We have talked about 
this on many occasions. I cannot agree with you more. But there is 
a quick way to do it and that is what we are doing in New York by 
using local people and integrat ing with local.

And then there is another thing, Mr. Rangel, that  allows you to see 
a local officer under stress conditions, which frankly gives you a much 
better background and understanding of that man than  any interview 
can or ever can.

Mr. Rangel. But can you recruit him?
Mr. Bartels. Some we can recruit.  Some are tending to come over.
Mr. Rangel. From the New' York City Police Department?
Mr. B artels. Well, it is harder  in New' York Ci ty because of the 15- 

year pension rights and that  situation. But yes, we are ge tting some. 
We are gett ing some applications. It is better in other areas.

Mr. Rangel. It  is jus t difficult for me to be critical and a t the same 
time to support you, but I hope it is not incompatible.

Mr. Bartels. But if you were coming in now, hopefully you would 
not have two people who look like me going up to Lenox Avenue, 
two Hoosiers.

Mr. Rangel. But they would not he from your departm ent. They 
would be from my city.

Mr. Bartels. They would be under our control, though. They 
would be funded by us, working with us, they would be working on 
major problems, major cases, using Federal efforts. There is an 
integra ted intelligence unit up there now.

Mr. Rangel. We still have not been able to find those totally involv­
ed in the theft of heroin by the police department, but there has been 
a hell of an improvement  from what we had to work with when you 
and I worked in the same office.

Mr. Bartels. Right.
Mr. Rangel. But again there is some fear in the community and 

I would like to see it cleared up. So I have no further  questions, Mr. 
Chairman.

Mr. E dwards. Well, thank you, Are there any other questions? 
If not, thank you, Mr. Bartels. We will want to keep in touch with 
you and perhaps in about 3 months we can have another hearing and 
talk about this problem again.

Mr. Rogers, you have a big job also. There obviously have been 
decades of discrimination and lack of interest in this problem on the 
par t of the various prior organizations tha t now make up DEA. You 
certain ly have a real job ahead of you, and it is terribly impor tant. 
It  is also the law’ and this committee is charged wnth overseeing the 
implementation and enforcement of the civil rights law's of this 
country.
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We look to see large steps  forward.
I thank  you both very much.
Mr. Rangel. Mr. Chairman, may I just ask one question? I under­

stand tha t Mr. Sterling Johnson, formerly of the New York City 
Police Departmen t and the U.S. a ttorney ’s office, has been recently 
hired by your agency, Mr. Bartels. Could you tell me briefly w hat his 
job title is and what his responsibilities are?

Mr. Bartels. His job title at this point is executive liaison officer.
Mr. Rangel. Liaison between whom?
Mr. B artels. Right  now between the FB I, the Justice D epartment , 

and other Federal agencies.
Mr. Rangel. Thank you.
[The s tatem ent of Mr. Bartels follows:]

Statement of J ohn R. Bartels, J r., Administrator Drug E nforcement  
Administration, U.S. Department of J ustice

Mr. Cha irman and distinguished members of the subcommittee, I am pleased to 
app ear  before you today in connection with  your inqu iry into  the equal employ­
ment opp ortu niti es available to minority persons in the  area  of Federal drug  law 
enforcement. This  issue became of par ticu lar interest in the spring of last year 
when the Preside nt proposed to consolidate  th e efforts of several different agencies 
in order  to achieve greater effectiveness in  combatting t he illicit d rug traffic.

It was recognized at  th at  time that  providing opportunities for employment to 
minor ities was n ot only a c onstitut iona l duty bu t could be crucial to the  effective­
ness of th e Fede ral ant i-drug  effort.  The drug  problem is frequently most concen­
tra ted in the  inne r-ci ty neighborhoods which are often inhabit ed exclusively by 
minorities.

On July 1, 1973, I became the  Administ rator  of the  new Drug  Enforcem ent 
Adm inist ration set up within the  Department of Justice. I personally welcomed 
this challenge of he lping to establ ish a new agency in spite  of the  many organiza­
tiona l problem s with  which we were immediately confronted. DEA inherited 
personnel of many different professional backgrounds and experiences who had 
acqui red the ir tra ining and  meth ods of operat ion in different  agencies and  who 
were suddenly  requ ired to come toge ther  to establish a new agency and new 
meth ods of operatio ns.

In spite of these and oth er simila r problems, I knew of the importance which 
Congress rightly  att ached to immediately setti ng up an effective and expanded 
EEO  program. One of my first acts  as the  new Administ rator  was to order the  
selection of a pe rmane nt EEO Officer and staffing of a new EEO Office which would 
crea te a plan of aggressive action acceptable to me. This, of course, would take 
time which we could no t afford in get ting  on with the  task to recruit minorities 
I, therefore, personally emphasized  to the  new DEA Regional Administ rator s, in 
my first meet ing with  them , th at  the y should immedia tely t reat  this  as an area of 
high prio rity  and set about to insure  th at  potentia l minor ity applicants were 
advised of the  opp ortu nities with in the  new agency and encouraged to app ly for 
them.

Today, I am in a posit ion to report  to you what we feel represents sub stantial 
progress in our employm ent of minor ities. The figures will prove this. They  are 
no t dram atic  bu t they are significant. We have found that  progress is only made  
through  p atient hard work which gradually  builds on small gains.

Within the  f irst nine mon ths of the life of DEA, the  tota l number of minorities 
employed  within the  agency has increased by over 22 percent. Moreover, nearly  
all of these positions have been filled by Criminal Inves tigators. Of the  tot al 
agency  manpower, slightly more tha n half fall into  this category; and as I have 
previously mentioned, it is par ticu larly importa nt to employ minorities in this  
act ivi ty to give us a capabil ity for conduc ting  investiga tions within minority 
segments of the  nat ional popu lation.

Since the crea tion of DEA, thre e new classes for the  tra ining of agent recruits 
have been init iated. Of the  tot al of 126 new agents admi tted to these 10-week 
tra ining schools, 47 percent have  been min ori ty app licants.  Half  of these were 
Blacks, 21 were Spanish/Americans,  and 10 were Orien tals. In addit ion, 6 of the 
new recru its were female.

This recruiting effort is largely responsible for the  increase in the  number of 
minority  Special Agents employed within DEA. As of Jul y 1, 1973, there  were
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73 Bl ac k ag en ts  which  ha s no w increa sed to  92 (an  incr ea se  of 26 per ce nt) . The  
num ber of H ispa ni c ag en ts  ha s incr ea sed from  76 to  90 (an  incr ea se  of 18 p er ce nt) . 
T he num ber  of O rien ta l ag en ts  ha s incr ea se d from  11 to  21 (an  in cr ea se  of 91 
per ce nt) .

In  ad di tion  to  th es e st a ti st ic s which  in la rg e m ea su re  refle ct em pl oym en t 
tr ends,  th e  quali ty  of ou r ef fo rt ha s als o been  im pr ov ed  th ro ugh th e pro m ot io n of 
qu al if ied m in or ity  em ploy ee s to  gre at er  po si tio ns  of re sp on sibi lit y.  F our Black  
Se nior  Crim in al  In vest ig ato rs  ha ve  be en  ap poi nte d to  po si tio ns  of A ss is ta nt 
Reg io na l A dm in is tr at or . The  num ber  of m in ori ty  ag en ts  se rv in g ab ro ad  ha s be en  
sign if ic an tly in cr ea se d;  an d fo r th e fi rs t tim e,  Bl ac k ag en ts  ha ve  be en  as sign ed  to  
th es e ar ea s.  A tta ch ed  to  m y st a te m en t ar e ta ble s li st in g th es e im pr ov em en ts  
in up w ar d m ob il ity by  po si tio n w ith in  ea ch  ca te go ry  of m in ori ty  em pl oy m en t. 
The se  tabl es  als o se rv e to  in dic at e th e gre at  d iv er si ty  of professio na l ca reer s 
av ai la bl e w ith in  Fe de ra l law en fo rc em en t.

I be lie ve  th e fig ure s which  I ha ve  cit ed  pr ov id e co nv incing  ev iden ce  of th e  
pri o ri ty  wh ich  th e Equ al  Em pl oy m en t O pport un it y  pro gr am  ha s rece ived  w ith in  
th e  new D ru g Enf or ce m en t A dm in is trat io n.  B ut , I reco gn ize th a t a so un d pr o­
gr am  ca nn ot  be  in su red so le ly  th ro ugh  th e  good  in te ntions of m an ag em en t. 
W hat is re qu ired  is a  vigo ro us  an d pr of es sion al ly  st af fe d office fu nc tion in g w ith in  
th e  ag en cy  to  in su re  th a t its  goals  and  pr io ri ties  ar e  m et on  a  co nt in ui ng  ba sis . 
Ac co rd ingly,  I am  de te rm in ed  th a t th e  new  Office  of Equ al  Em pl oy m en t O pp or ­
tu n it y  w ill be  a deq uat el y  s ta ffe d no t on ly  in th e H eadquart ers  b u t in ke y Reg iona l 
offic es as  well .

Mr. Ro gers,  wh o wa s se le cted  to  he ad  th is  office in Jan u a ry  o f th is  ye ar , is now  
ab o u t th e  ta sk  of co m pl et in g his  sta ff.  By Ap ril  15, it  will  co ns is t of a D ep uty  
Dire ctor , an d fiv e EEO  co or di na to rs  st at io ned  in Ch ica go , Los Angeles, W as h­
in gt on , D. C. , M iami, an d Ne w Yo rk . Tog et he r,  th ey  will  be  re sp on sibl e fo r 
ev al uating  an d de ve loping  th e  EEO  pr og ra m  fo r all  lev els th ro ughout DE A,  
and de te rm in in g th e  ty pe of as si st an ce  ne ed ed  to  fu rt h er im pr ov e it s qual it y . 
T hey  will also proc ess any co m pl ai nt s rece iv ed  an d reco m men d ac tion s to  be  
ta ken  in all  ar ea s di re ct ly  to  me . A ttac hed to  m y st a te m en t is a co py  o f th e  co m­
pr eh en sive  af fi rm at iv e ac tion  pla n fo r ca le nd ar  ye ar  1974, th e  f ul fil lm en t of which  
will  be  th e pri m ar y mi ssi on  of th e  ne w office.

At th is  tim e,  Mr. Ro gers and  I wi ll be  plea sed to  re sp on d to  su ch  que st io ns  
wh ich  yo u m ay  ha ve .

TOP  PO SIT IO NS  IN DEA FI LL ED  BY  WOMEN AND  MI NO RIT Y GROUPS AS  OF MAR. 5, 1974 

(In clu din g non-m inority  females]

Title
Series and
grade Number

A. Women:
Pharm acologist. . . .................................................................................................................
Position classif ication  speci alist  ..........................................................................................
Program specialist ............. ....... ............... ................. ..........................................................
Adminis trative  o fficer.............................................................................................................
Pharmacologist ............................................................................................................, .........
Accountant...... ................................................................. . ....................................................
Personnel staffing sp ec ia lis t.................................................................................................
Liaison coordinator............................................................................................................... ..
Computer systems an al ys t. ..................................................................................................
Program an aly st.......................................................... - ............................................ ...........
Accountant ........................- ....................................................................................................
Budget analyst ...................................... ....................................................... ...................
Contract spe ciali st................................................................. .................................................
Che mist....................................................................................................................................
Lib ra ria n....................... . ........... - ..................... ........................................................ ...........
Intell igenc e research spe cia list ............................................................................................
Position classifica tion  spe cial ist...........................................................................................
Personnel officer................................... .................................................................... . .........
Tra nsfer liaison officer..........................................................................................................
Program manager . ...............................................................................................................
Administrative ass ista nt............................................................................. . ............... ........
Management anal yst ..................................................................................................... .......
Ass istant budget a na lys t......................................... .................................. ................. ........
Interpre ter-a naly st.......... - ............. . .................................. ............. . .................................
Visu al information spe cial ist................................................................................................
Che mis t............................................................................................................................... .
Tra ining  speciali st.................................................................................................................
Compliance  inv estig ato r.. ..................................................................... ........... . ...............
Crim inal  investigato r......... ...................................................................................................

GS-40 5-1 5 1 
GS-22 1-1 3 1 
GS 301-1 3 1 
GS -34 1-1 3 1 
GS-40 5-1 3 1 
GS 510-1 3 1 
GS-21 2-1 2 1 
GS 301-1 2 1 
GS -33 4-1 2 1 
GS-3 45 -12 1 
GS -51 0-1 2 1 
GS-560-12 1 
GS -1102-12 1 
GS -1320-12 3 
GS -1410- 12 1 
GS-132-11 1 
GS-221-11 1 
GS-301-11 1 
GS -301-1 1 1 
GS-340-11 1 
GS -341-1 1 4 
GS -343-1 1 1 
GS-504-11 1 
GS -1001-11 1 
GS -1084-11 1 
GS-132 0-11 1 
GS-170 1-11 1 
GS-181 0-11 1 
GS -1811-11 1

To tal ................................................................................................................................................................ 34



TOP POSITIONS IN DEA FILLED BY WOMEN AND MINORITY GROUPS AS OF MAR. 5, 19/4— Continued 

(Inclu ding non-m ino rity  femalesl

Tit le

B. Blacks:
Equal employment opportunity o ff ic e r............
Crim inal enforcement liaison off ice r..................
Supv. criminal investigator.................................
Equal emplo yment opp ortunity specia list ........
Supervisory personnel management specialist
Personnel management sp ec ia lis t,...................
Drug statis tics of ficer.......... . ................. ...........
Computer systems an alys t, ...............................
Supervisory c rim ina l investigator......................
Crim inal  in ve st igat or .....................................1.
Employee relations sp ec ia lis t. .........................
Program specialis t..........................................
Pharmacologist....................................................
Chemist.................................................................
Supervisory c rim ina l investigator......................
Crim inal invest igator ............ ..............................
Intel ligence research sp ec ia lis t,...................... .
Admin istrative off ice r.........................................
Office services manager.....................................
Visual info rmation speciali st______  _____
Chemist ...... ..................... ...................................
Supv. compliance inves tigator...........................
Compliance investigator............ ........................
Crim inal  invest iga tor ........ .................................
Management an alys t.. . .....................................
Assis tant budget ana lyst....................................
Compliance invest igator ........ ............................
Criminal invest igator ..........................................
Chemist................ ........... ...................................
Digital  compute r systems adminis tra tor_____

To ta l.................................. .........

D. Lat ins :
Ad min istrative officer ....................
Supervisory che mis t......................
Program analys t.............................
Supervisory crimina l invest igator . 
Supervisory cr im ina l investigator.
Crim inal  inv est iga tor ................
Crim inal in ve st ig a to r. ..................
Chemist............................................
Computer technician....................
Criminal investigato r........... .........

Series and 
grade Number

GS-160-15 1
GS-1801-15 1
GS-1811-15 1
GS-160-14 1
GS-201-14 1
GS-201-14 1

. GS-301-14 1
GS-334-14 1
GS-1811-14 2

. GS-1811-14 3
GS-230-13 1
GS-301-13 1

. GS-405-13 1
GS-1320-13 2
GS-1811-13 6

. GS-1811-13 11
GS-132-12 1

. GS-341-12 1

. GS-342-12 1

. GS-1034-12 1

. GS-1320-12 6

. GS-1810-12 1

. GS-1810-12 1

. GS-1811-12 18
GS 343-11 1

. GS-504-11 1
GS-1810 -11 1
GS-1811-11 8

. GS-1320-11 2
GS-330-15 1

. _____ ______  79

. GS-341-15 1

. GS-1320-15 1

. GS—345—14 1

. GS-1811-14 5

. GS-1811-13 5

. GS-1811-13 13

. GS-1811-12 13

. GS-1320-12 2
. GS-335-11 1
. GS-1811-11 26

68Total

E. American Ind ians:
Supervisory c rim ina l investigator . 
Supervisory computer  specia lis t..
Criminal inv estigator.....................
Program ana lys t............................
Crim inal inv estigato r...................

GS-1811-14 1 
GS-334 12 1 
GS-1811-12 1 
GS-345-11 1 
GS-1811-11 1

Total 5

F. Oriental:
Supervisory crim ina l inv est iga tor ..........................................................................................
Accounting o ffic er............................  ....................................................................................
Chemist. ......... ....................................................................................... .................................
Crim inal inve st igator ...................... . .....................................................................................
Electronics eng ineer................................................................................................................
Chemist............................... ................... .................................................................................
Compliance investigator..........................................................................................................
Crim inal invest iga tor ...............................................................................................................
Chemist............................................................. 1.....................................................................

GS-1811-14 1 
GS-510-13 1 
GS-1320-13 1 
GS-1811-13 2 
GS-855-12 2 
GS-1320-12 1 
GS-1810-11 1 
GS-1811-11 2 
GS-1320-11 1

T o ta l. ........................................................................................................................................................— 2

4 2 -3 0 0 — 74
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National EEO Affirmative Action Plan, Calendar Year 1974, 
Effective J anuary 1, 1974

U .S . D E PA R TM EN T  OF JU S T IC E  DR UG E N FO R C E M E N T  A D M IN IS TR A TIO N  
W A SH IN G T O N , D.C .

An Equal  Opportunity Employer 

DEA EEO AFFIRM ATIVE ACTION PLAN 1974
DEA EEO AFFIRMATIVE ACTION PLAN-CA LEN DAR YEAR 1974 

ORGANIZATION AND ADMINISTRATION

Action item Responsible off icia l(s)  Target date

I. Establish an EEO office in DEA headquarters directly  
responsible for  the implementation of a positive EEO 
program, as well  as special emphasis programs for 
women, blacks, Spanish-speaking, Amer ican Indians, 
and Asian Americans. There will  be a fu ll-t ime staff 
specialist responsible for  resolving complaints  of dis­
crim ination  and counseling.

II . Prepare and submit EEO action plan evaluation repor t to 
CSC with  copy of the annual EEO affi rma tive  action 
plan.

II I.  Assign 1 fu ll-t ime EEO coordinator to 5 DEA regional
offices to assure implementation of DEA's positive 
EEO action plans and to coordinate special emphasis 
programs for women, blacks, Span ish-speaking, 
American Indians, and Asian Americans, plus ade­
quate regional clerical staff to s upport the act ivities of 
the EEO office. EEO coordinators wi ll be assigned full 
time to Miami, New York, Chicago, Denver, and Los 
Angeles.

IV. Revise DEA regulations to reflect  changes in program
emphasis, organization, and res ponsib ilitie s governing 
DEA headquarters and field  EEO act ivities.

V. Provide appropriate  EEO tra ining  to DEA’s EEO office
staff and others direct ly involved in EEO or special 
emphasis programs, ut iliz ing in-house fac ilit ies , the 
Civ il Service Commission, and o ther sources. Train ing 
will  inc lude: (1) program development; (2 ) action 
plan deve lopment; (3) com pla int processing; (4) 
counseling.

VI.  Conduct a semiannual review of all DEA personnel re­
sources being devoted to the EEO program.

VI I. Review roster of regional EEO personnel to assure that
2 persons in each region, and 1 person in each dis tric t 
office or laboratory (w ith  10 or more employees)  be 
designated to serve as part- tim e EEO counselors for 
1 year, with concurrence of the Dire ctor  of EEO. 1 
assigned employee to serve as pa rt- tim e Federal 
wom an’s program coordinator , and 1 employee to 
serve as part-t ime  16-poin t program coordina tor.

DEA admin istrato r................ Jan. 1, 1974.

Regional di rector .............. .. Feb. 1, 1974.

DEA adminis tra tor ........ .......

Proposals: Director EEO; Continuing, 
approva l: as approp riate .

Director personnel, Direc-  As appropriate, 
tor EEO.

Direc tor EEO.......................... Mar. 15, 1974; Sept. 15,
1974.

Regional di rector ..................  Mar. 1,1974.

RECRUITING

I. Recruit and hire DEA’s EEO staff  which will  include 
headquarters  and 5 regional EEO coordinators.

II . Establish real istic  goals and timetables to be used to 
guide recruit ing and promot ion of women and black, 
Spanish-speaking, American  Ind ian, and Asian 
Amer ican employees thro ughout  calendar year 1974. 
Specific  goals based on analysis of DEA employ­
ment patte rns of women and minorit ies, staff ing re­
quire ments, and labor market condit ions, w ill  be de­
signed to correct  imbalances in organizations, occu­
pational groups and grade levels.

II I.  Designate a regional recruitment officer  and provide
tra in ing on recruit ing  methods and techniques with  
emphasis on mino rity recruitment.  Name of regional 
recruitment officer  should be publicized and re­
ported to the director of personnel and the EEO 
officer.

IV. Forward periodic repor ts on the results of adm inis tra­
tion  effor ts to meet recruit ing and promotion goals to 
the DEA adm inis trator and appropriate DEA mana­
gers.

Director EEO......................... Apr. 1, 1974.

Personnel direc tor,  Direc- Mar. 1,1974. 
tor EEO; approva l: DEA 
adm inis trator.

Regional dire cto rs................

Regional director , person­
nel director .

June 1,1974.

COB the 5th of each month 
beginning March 1974.
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DEA EEO AFFIRMATIVE ACTION PLAN—CALENDAR YEAR 1974—Continued 

ORGANIZATION AND ADMINISTRAT ION—Continued 

Recruiting— Continued

Action item  Responsible  o ffic ial (s)  Target date

V.

VI.

VI I.

VII I.

IX.

X.

XI.

XI I.

Review DEA recruitment lite rature to d etermine propri­
ety and accuracy of info rmation in text and graphics 
relative to employment of women and minorities. 
Revise literatu re determined unacceptable.

Review changes in employment of women and minori­
ties and take app ropriate  action to stim ulate rec ruit ­
ing effor ts and /or to revise numerical guidelines. 
Notify  the Department dire cto r of personnel and 
tra ining  o f changes in exis ting guidelines.

Analyze EEO problems in headquarter offices which 
require  special atte ntion and advise DEA adminis tra­
to r on appropriate course of action which was taken 
to resolve each specific  prob lem.

Develop and imp lement  regional recruit ing  plans in 
con junc tion wi th guidelines of the agency recruit ing 
plan. Plans wi ll include numerical goals for  each occu­
pational category for which recruitment w ill be und er­
taken dur ing calendar year 1974. The office of per ­
sonnel w ill  provide a numerical recruitment target 
by minority  group for special agent, compliance in ­
vest igator and chemis t positions. The dire cto r of 
personnel w ill  monito r progress against  recruitm ent  
targets. Recru iting plans should inc lude:

1. A schedule lis ting ind ividuals responsible for
continu ing recruitment relationships and on- 
campus vis its  to schools with predominantly  
minority  group or  female enro llment to recruit  
Undergraduate and graduate students for 
professional positions, e.g., special agent, 
chemis t, compliance investigator . Names of 
schools and dates should be lis ted .

2. Names of minority  and female  professional staff
members who w il l comprise part of the re­
cruit ing  team vis itin g colleges.

3. Responsible official  for  provid ing pub licit y on
min orit y and women staf f members in  publica ­
tions such as Women in Justice, Tw ixt , Hoy, 
Ideas, college and commerc ial publications 
and for  sending appropriate letters  to alma 
maters of women and min orit ies  at tim e of 
the ir appointmen t.

Forward regional goals (fo r the year 1974) for  recruit ing  
and promoting women, Span ish-speaking, American 
India n, black,  and Asian American employees to the 
EEO officer for staff  review.

Each screening panel shall document on referral forms 
and oral screening form s the reason(s) for selection 
and nonselecting applicants  and subm it records to the 
Director of Personnel wi th a copy to the  Director  of 
EEO.

Recruit and consider minority  group and women 
applicants from such programs as: OIC, Neighbor­
hood Youth Corps, work incentive programs, etc., fo r 
permanent and part-t ime  employment. Numerica l 
hir ing  goal should be established.

Establish and main tain contact wi th educational  inst itu ­
tions. military insta llat ions, ind ividuals,  or others 
such as the Civ il Service area offices, Federal execu­
tive boards, and veterans ’ assistance centers, who 
can assist in the  recru itm en t and placement of 
qua lified  mino rity group members and women.

Review:  Director of EEO; 
rev ision: director of per­
sonnel.

Director of EEO.....................

do.

Regional director , Director  
of EEO.

Review:  cont inuous; revi 
sion: as appropriate .

20 days afte r pub lication of 
quarterly  report on em­
ployment of women and 
minorities.

Monthly.

July 1, 1974.

Regional dir ec tor..................

All  adm inis trat ion officials  
with selection authority .

Regional directo rs, director 
of personnel.

do.

Ap ril 1974.

NLT 5 days afte r the panel 
has made a decision.

Continuous.

Do.

IMPROVED SKILLS UTILIZATION

I. Review data from the Jun iper System comparing em­
ployees' grade levels and educational levels fo r all 
employees GS-7 or equivalent  and below and ide nti fy 
employees whose sk ills  appear to be unde ruti lized or 
nonutilized.

II.  Submit to the Department direc tor  of personnel and 
tra ining  a plan fo r bet ter  ut iliz ing the sk ills  of em­
ployees identif ied in ( I)  inc lud ing  timetable for im ­
plementation of the plan. The names of those 
employees whose sk ills  are not being uti lized should 
be considered for the agency's upward mo bil ity  
program.

Dire ctor  of personnel,  Di- Apr. 1,197*; Oct. 1,1974. 
rector of EEO.

Director of personnel............. May 1, 1974.
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DEA EEO AFFIRMATIVE ACTION PLAN-CA LEN DAR YEAR 1974-Continu e 

IMPROVED SKILLS UTIL IZAT ION— Continued

Responsible official (s) Target date

II I.

IV.

V.

VI.

VII .

V III .

Submit to the Department director of personnel and 
tra ining  semiannual  progress repor ts on implementa­
tion of employee util ization  plan.

Describe and publish the services offered to employees 
for  establ ishing  and reaching career goals and pub li­
cize them together with  the name, room, and tele ­
phone number of each specialist responsible fo r pro­
vid ing career counseling services: Assure tha t all 
specia lists are trained in career counseling by Apr . 15,

Review data provided by DEA headquar ters comparing 
employees' grade levels and education levels and 
identif y employees whose skil ls appear to be under­
utilized or  nonutilized.  Establish schedule to inter­
view both the employee and superv isor to ascertain if 
the employee is either underut ilized or in a deadend 
position. Maintain record o f results of interviews and 
agreed upon course of action.

Review and public ize the policy of autom atic considera­
tion of employees identified as being underuti lized 
for  pos ition vacancies tha t are related to their  sk ill  and 
job potential.

Review regional rotation plan for crosstraining in di ­
viduals who are in dead end positions. Report on the 
steps taken to improve their  opportunities fo r re­
assignment or promotion Show how you intend to 
strengthen this  plan in 1974.

Develop and implement a DEA upward mo bil ity  pro­
gram which  w ill  establish technician  and trainee posi­
tions throughout the agency to include means for  
selection, development, and advancement of trainees 
wi thin and across occupational career ladders.

do.

Director of personnel, re­
gional directors, chief 
chemists.

Regional di rec tor...................

Semiannually Apr.  1, 1974; 
Oct. 1, 1974.

May 1, 1974.

Director of pe rsonne l..........

Regional director , director 
of personnel.

Director of personnel, con­
trol ler.

ENHANCEMENT OF EMPLOYEE SKILLS

I. Establish realis tic DEA goals for pub lic service careers 
program and worker tra inee opp ortunities program for 
calendar year 1975. Assure that goals fo r 1974 are 
being met.

II.  Inform employees at time of each performance evalua­
tion of courses offered by CSC and other tra ining  
agencies that w ill enable them improve their  work per ­
formance and gain new sk ills  which may quali fy them 
for h igher graded positions.

II I.  Document specific  recommended actions to correct
identified deficiencies in employees’ performance 
through tra ining, counseling or other effor ts.

IV. Insure that fu ll consideration is given to m inoritie s and
women in executive and professional programs such 
as attendance at executive seminar centers and 
Federal Executive Ins titute.

V. Quarterly  review each record of investigation and hear­
ing on complain ts of d iscrimination  or iginating within  
DEA to determine whether addi tional EEO trainin g is 
needed fo r individual  superv isors or groups of super­
visors, and recommend appropriate tra inin g to the 
Director of training.

VI. Provide specific  and practical guidance to regional
direc tors, ch ief chemists,  and office heads, on methods 
to create upward mobilit y for employees with po­
tential fo r further advancement.

VII . Establish and furn ish to performance rating o fficia l CSC
cri ter ion  fo r evaluating supervisory performance in 
Equal Employment Opportunity.

Director of personnel..........

Performance rating officia ls.

do.

Regional directors, chief  
chemis ts, office heads.

Director of EEO.....................

Director of personnel...........

do

TRAINING, ADVICE, INCENTIVES

I. Inc lude EEO policies and practices as mandatory ele­
ments of all employee orientat ion,  supe rvisory and 
management courses. Util ize DEA’s EEO sta ff as 
tra in ing resources in employees orien tations and 
tra in ing classes.

II . Revise DEA performance evaluat ion regulations to re­
quire  performance evaluations of superv isors and 
managers in thei r support of DEA EEO program.

II I.  Designate EEO staff person to sit as ex-officia l member
on all  Career Development Board and Incentive 
Awards Committee meetings.

Do.

Do.

Apr . 15, 1974.

May 15, 1974.

July 30, 1974.

Feb 10, 1974, and by 10th 
of each month the rea fter.

Do.

Continuing.

Mar. 31,1974; June 30,1974; 
Sept. 30, 1974; Dec. 31, 
1974.

Continuing.

Apr. 1. 1974.

Director of  training, Direc- Continuing, 
to r of  EEO.

Proposal: Director  of EEO; June 1,1974. 
approval: as appropr iate.

DEA a dm inis tra tor ................ January 1974.



25

DEA EEO AFFIRMATIVE ACTION PLAN—CALENDAR YEAR 1974—Continued 

TRAINING, ADVICE, INCENTIIVES— Con tinued

Action item Responsible off icial( s) Target date

IV. Quar terly review EEO ac tiv ity  repor ts inc lud ing  sta tis­
tica l data from the  semiannual minority  group em­
ployment census to determine if  supervisors and 
other top echelon personnel, are eligib le for EEO 
achievement awards tha t w ill  be awarded annually.

V. Evaluate the effectiveness of EEO trainin g being given to
supervisors and managers and discuss results with 
the  Director of EEO and the  director  of personnel. 
Make arrangements for all supervisors to receive 
EEO oriantat ion tra inin g, and attend the CSC course, 
“ Supervisor's Role in EEO," and other EEO related 
tra ining  courses.

VI. EEO tra ining  for all par t-time EEO counselors, Federal
wom en’ s program, and 16-po int coordinators in ap­
propria te CSC courses relatin g to their specific EEO 
activi ty.

VI I. Analyze promotions, tra inin g, awards, and other per­
sonnel actions by minority  group and sex to ascer tain 
disparitie s and take co rrec tive steps.

V II I.  Provide tra in ing fo r supervisory personnel regarding
summer employees to acquaint them with the objec­
tives  of summer  employment programs and a ppropri­
ate wo rk assignments.

Director  o f personnel........... Mar. 31, 1974; June 30,
1974; Sept. 30, 1974; 
Dec. 31,1974.

Director  of tra inin g, re- Continuing, 
gional director, chie f 
chemis ts.

Regional direc tors , Director  Do. 
of EEO, d irec tor  of tra in ­
ing.

Regional direc tors.................Feb. 5, 1974, and by 5th of
each month thereafter .

Dire ctorof tra in ing ,re gion al Continuous as appropr iate, 
directo r.

COMMUNITY ACTIVITIES

I. Partic ipate in conferences, conventions, and seminars Regional director , director  Continuing,  
sponsored by organizations invo lved in equal employ- of personnel, Director of 
ment opportunity  and fa ir employment practices. The EEO.
organizations include, but  are not lim ited to, major 
conferences of:

1. Federa lly Employed Women (FEW).
2. National Organizat ion of Women (NOW).
3. Gl Forum.
4. League of United Latin  American Citizens (LULAC).
5. National Urban League.
6. Push EXPO.
7. National Association fo r Advancement of Colored

People (NAACP).
8. Incorporated Mexican American Government

Employees (IMAGE).
9. Other majo r conferences.

II.  Update and prov ide housing info rmatio n to employees in Director of personnel, June 1, ia /4 . 
field offices, inc luding local housing availab ility , fa ir  regional directors, 
housing laws, com pla int procedures and advice
regard ing the availab ility of counseling  and referral 
services fo r employees wi th housing problems.

PROGRAM EVALUATION

I. Analyze qua rter ly statistical ADP reports (Jun ipe r) on
female and min orit y employment in relat ion to DEA 
EEO goals, and furn ish standard status  reports to DEA 
adm inis trator and Director  of EEO.

II . Conduct exi t interviews with minority employees and
women to determine if separation from  agency is based 
on discrim inatory  action or lack of promotional oppor­
tun ities w ith in the agency. (Exit  interv iew  forms being 
developed.)

II I.  Meet per iodica lly with EEO action plan coord inators to
review progress on action plan items and to resolve 
problems which may exis t as well as to exchange and 
explore new ideas to furth er  the EEO program.

IV. Prepare annual EEO program evaluation report which
wi ll be dist ribu ted to a’l regional direc tors,  office heads, 
and top echelon personnel wi th in DEA.

Director  of personnel.......... Feb. 1, May 1, Aug. 1,
Nov. 1, 1974.

Director  of personnel, Di- May 1974. 
rector of EEO, regional 
direc tors.

Director of EEO.................... Quarterly: Jan 31, 1974;
Mar. 31, 1974; June 30, 
1974; Sept. 30, 1974.

____ do....................................  Dec. 31, 1974.



26

DEA EEO AFFIRMATIVE ACTION PLAN-CA LEN DAR YEAR 197 4-C ontinu ed 
DISCRIMINATION COMPLAINT PROCESSING

Action item Responsible official (s) Target date

1. Review and evaluate DEA's comp laint  act ivity and make 
specific recommendations to DEA directors as appro­
pria te.

Director of EEO....... .............. Ap ril 1974.

II . Provide tra ining for  employees who voluntee r to serve 
as EEO complaint  representatives.

Director of personnel,  Di­
rector of EEO.

In itia l tra ining by Mar. 1, 
1974, and periodical ly as 

new representatives are
appointed.

II I. Provide tra inin g for EEO counselors to assure f ul l under­
standing  of the counselor's  role and respons ibil ity in 
complaint processing.

. . .  d o .................... . . . . As appropriate.

IV. Provide EEO investigative tra ining  to inspectors from 
office of inspection assigned to investigate EEO formal 
compla ints.

Director, office of  inspection 
and inte rna l secur ity, 
direc tor  of training, di ­
rector of EEO.

Do.

V. Noti fy employees of names, room, and telephone num­
bers of EEO counselors, women’s program and 16- 
poin t coordinators responsible f or serv icing the ir orga­
nizational unit.

Regional dire cto r, regional 
coordinator.

With in 10 days of change.

VI. Promptly review action taken on each fo rmal discrim ina ­
tion  complaint  and make necessary recommendations 
to adm inis trator regard ing form al action needed to 
resolve compla int.

Director of EEO................. Wi thin  15 days afte r inves­
tiga tion  is completed.

ATTACHMENT I
REPORT OF ACCOMPLISHM ENT-ACTION ITEMS IN 1973 EEO ACTION PLAN

I. ORGANIZATION AND ADMINISTRATION

Action item Accomplishment Problems encountered

1. Develop an EEO regional plan of action for each domestic
regional office.

2. Conduct a semiannual adm inis trat ion-wid e review of all
personnel resources being devoted to the EEO program.

3. Designa te:
(a) 4 headquarters EEO counselors.................................
(b ) 2 employees to serve as princ ipal  and alternate

par t-tim e representatives to Federal Women's 
Program Committee.

(c)  1 employee to serve as part-t ime  16-poin t (Span­
ish-speaking)  program coordinator.

4. Designate:
(a) A min imum of 2 employees to serve as part- tim e

EEO counselors in each region and laboratory .
(b ) 1 employee to serve as the Federal wom en’s

prog iam coordinator in each region.
(c ) 1 employee to serve as the 16-poin t program

coordinator.

13 regional plans were sub- Boston, Miami, Dallas, and 
mit ted . Seatt le plans were not

approved by CSC.
The adm inis trator estab­

lished a 10-man EEO 
office in July 1973.

Completed..............................
do.................................... Frankie Perkins resigned
do....................................  from program. Her al ­

terna te, Mary lessee, con­
tinued in program.

do.................................... Jesse Gallegos resigned from
program. No one was ap­
pointed as alternate.

do....................................

.do ....................................

.do....................................

II . RECRUITING AND SELECTION

1. Collect and analyze data reflecting employment o f women 
and minorit ies and furn ish progress reports to the 
Admin istrato r, Director of Personnel, and the Director 
of  Train ing.

. Review  changes in employment of women and minorit ies 
and take app ropr iate action to stimu late recruit ing 
effor ts and /or revise numerica l guidelines.

3. Analyze situations in headquarters  offices which require
special attention and advise the admin istrator in wri ting 
on app ropr iate course of action.

4. Develop and imp lement  regional recruit ing plans. Plans
w ill  include numerica l goals for each occupational 
category for  which recru itm en t w ill  be undertaken 
dur ing  calendar year 1973.

5. Designate a regional recru itment officer and provide
c ra ining  on rec rui tment methods and techn iques with  
emphasis on minority  recruitment.

6. Analyze minority  and women employment situat ion to
iden tify under representation situations and compile 
sta tisti cs from which monthly  EEO personnel reports will  
be made.

7. Document on referral forms and oral screening forms the
reason(sj for  nonselecting applicants.

8. Establish a cooperative education program in each region
and laboratory.

Not done------------ ---------  No data available.

------ do..................................... Do.

___ do..................................... Do.

Not done as stated although 
personnel did establish 
num eiical targets for 
special agent classes.

Completed..............................

Completed through monthly 
repor ting system.

According to field offices this 
is done. Not done in 
headquarters.

Not completed.................  Do.



ATTACHMENT I— Cont inued

REPORT OF ACCOMPLISHMEN T-ACTION ITEMS IN 1973 EEO ACTION PL AN -Con tinue d

II I.  FULL UTILIZATION OF EMPLOYEE SKILLS

Action item  Accompl ishment Problems encountered

1.

2.

3.

4.

5.

6.

7.

8.

Review data from Juniper  System comparing employee's 
grade and education levels fo r GS 7 or equivalent and 
below to ide nt ity  employeas whose ski lls appear to be 
underutil ized  or nonutil ized

Submit to  the DOJ Director of Personnel and Training a p lan 
for  bette r ut iliz ing  the sk ills  of enp loyees identified in 
(1 ) including timetable for implementat ion of plan.

Submit to the DOJ Director ol Personnel and Train ing .semi­
annual progress reports on the implementation of em­
ployee util iza tion plan.

Describe and publish the services offered to employees for  
establishing ana reaching career goals.

Review regional data comparing employee’s grade ana 
education levels to identif y employees whose skills 
appear to be unoerut ilized or nonuti lized.

Establish a rotation plan for cross-training employees in 
dead end positions.

Establish ana publicize policy of  automatic cons ideration of 
employees identified as being underuti lized for  any 
vacancies tha t occur to insure that  employees are not 
being overlooked.

Describe and publish the serv ices offered and the names of 
persons responsible for career  counseling wi thin  the 
region and laboratory.

Part ially  completed (con­
tinu ing).

Not done................................

____ do ....................................

Publications in various 
stages of prin ting.

Not completed in a ll region­
al offices.

Not d on e. ..............................

........do .....................................

Not com ple ted .......................

Do.

Do.

IV. ENHANCEMENT OF EMPLOYEE SKILLS

1. Implement programs prepared by DOJ to provide avenues
for employee deve lopment.

2. Assure th at goals of p ubl ic service careers program are met.

3. Document specific  actions to correc t identified deficiencies
in employee's  performance through training, counseling, 
or other efforts.

4. Develop upward mo bili ty program which will establish
technician and tra inee  positions in headquarters  and the 
field to include  means for selection, development,  and 
advancement wi th in and across occupational career 
ladders.

5. Prior  to fina l approval regional directors, chief chemists,
and office heads review all tra in ing requests to insure  
tha t ful l considerat ion is given to minorit ies and women 
in executive tra ining  such as attendance at executive 
seminar centers and Federal Executive Ins titu te.

Not done................................  Do.

........ do..................................... There is no pub lic service
career program.

.........do....................................  No data avai lable.

Not completed ............................. Do.

According to the Director Do. 
of Personnel th is is being 
done by accident rather 
than by design.

V. TRAINING, ADVICE, INCENTIVES

1. Quar terly review EEO act ivi ty repor ts inc lud ing  stati stical
data from  semiannual minority group employment 
census to determine if  supervisors are elig ible for  EEO 
achievement awards.

2. Evaluate the effectiveness of EEO tra ining  being given to
supervisors and managers.

3. Quarterly  review each record of investigation and hearing
on complaints of discrim ination  to determine if  add i­
tional EEO tra in ing is indicated fo r ind ividual super­
visors or for e ntire organizations and recommend appro ­
priate tra ining  to assistant director fo r training.

4. Issue instructions to regional direc tors , chief  chemists, and
office heads and prov ide speci fic and prac tical guidance 
on methods to create upward mo bili ty fo r employees 
wi th potential for future  advancement.

5. The personnel officer is to restablish and furnish to regions
and laborator ies reali stic and fa ir  cr iter ia for evaluating 
supervisory performance in EEO.

6. Make arrangements  for  all  supe rvisors to receive EEO
training.

7. Enroll the Federal w omen’s program coordinators in CSC
course "EEO fo r Federal Women's Progiam Coord i­
na tors ." Enroll all EEO counselors in CSC course ‘ ‘EEO 
for Counselors ."

8. Regional direc tors analyze promotions, training, awards,
and other personnel actions by minorit y group  and sex 
to ascertain disparit ies and take corre ctive steps.

9. Director of personnel develop and imp lement  an erientat ion
and tra inin g program in personnel adm inis trat ion for  
EEO program staff  persons.

Not comp leted......................  Do.

Not done................................ Do.

Completed.............................

Not done................................ Do.

____do............... ......   Do.

Not comp lete d......................  Do.

Completed..............................

Personnel prov ided data to No reliable system de- 
Gallegos. veloped.

Not done................................ No data available.
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ATTACHMENT I— Continued

REPORT OF ACCOMPLISHMENT—ACTION ITEMS IN 1973 EEO ACTION PLAN—Continued

VI. COMMUNITY ACTIVITIES

1. Ide nt ify  adm inis trat ion minorit y and nonminority repre- Not done........  ....................  No data available.
sentatives who wish to par ticipate in min orit y group 
conferences and activ ities.

2. Ide nt ify  and advise minorit y colleges of the names o f em -........ do.................................... Do.
ployees who are available  as lecturers or who can provide 
counseling to their  s tudents.

3. Personnel officer update fa ir housing informa tion  main- Not form ally  accomplished. Each region provided with
tained in each personnel and adm inis tive  office. Board of Realtor Housing

Data Report.

VI I. PROGRAM ASSISTANCE AND EVALAATION

1. Meet periodica lly wi th EEO action plan coordinators  to re- Not don e__________ _____No data available.
view progress on action plan items and to resolve prob­
lems which  may exist as well as to exchange and explore 
new ideas to fur the r the EEO program.

2. Prepare annual  EEO program evaluat ion re p o rt fo rd is tr ib u -.........do ..................................... Do.
tion  to all regional directors and of fice heads.

V II I.  DISCRIMINATION COMPLAINT PROCESSING

1.

2.

3.

Noti fy employees o f names, rooms and telephone numbers 
of EEO counselors serv ing their  organizations.

Reviaw actions taken on each formal complaint of dis ­
cr imina tion and make a report to the adm inis trator.

Authorized offic ials will receive and immedia tely forward 
com pla ints  to the EEO officer.

Co mp leted ............................

Co ntinu ing .............................

.........do....................................

IX. SPECIAL ACTION PROGRAMS

Recruit  and consder min ori ty group and women applicants 
from such program as: Neighborhood Youth Corps, work  
incentive programs, etc. Establish numercical hi ring 
goals.

Provide tra ining  for  supervisors of summer employees to 
acquaint them wi th the objectives of summer employ­
ment programs and appropriate work assignments.

Con tinu ing............. . ..............The success or fa ilu re of
this  effort  depends on the 
number of slots availab le.

Not done................................  No data available.

ATTACHMENT II

ALLOCATION OF PERSONNEL AND RESOURCES FOR EEO DRUG ENFORCEMENT ADMINISTRATION

Tota l

A. Total num ber of DEA employees...............

Headquarters........................................
Fie ld.......................................................

B. Total num ber o f EEO program personnel:

1. Headquarters—11:
Director of Equal Employment Opportuni ty. 
Equal Employment Opportunity  spec ialis ts. 
Federal wom en’s program coordina to r(s )..
16-poin t program coordina tor(s ).................
Other  EEO officer or sta ff officials................
EEO counselors.......... .....................................
Discrim ination  com pla int investigators « . . .  
Others...............................................................

2. F ie ld -9 1 :
Equal Employment Opportunity  specialists . 
Federal wom en’s program co or din ato rs ). .
16-point  program coord inator(s).......... ........
Other  EEO office or staff  officials........ .
EEO counselors........ ..................... .................
Discrim inat ion com pla int investigators........
Oth ers ..............................................................

3, 566

881 
2, 685

Full Part
time tim e

1 0
1 0
0 1
0 1
0 0
0 0
0 4
0 0

0 0
0 13
0 13
0 13
0 52
0 0
0 0

1 Office of inspect ion personnel.
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Mr. E dwards. Our second witness this morning is Mr. Vincent T. 
Oliver. Mr. Oliver is Depu ty Personnel Director of the Drug Enforce­
ment Administration.

Mr. Oliver holds a master’s degree in counseling and guidance from 
Ken t State  Univers itv and a bachelor’s degree, magna cum laude, 
from Central S tate College. He has worked as both a personnel special­
ist and a personnel generalist in four branches of the Federal Executive 
Career Service and has spent considerable time working in such dis­
ciplines as position and pay management, staffing and placement, 
employee management relations, and affirmative action planning. He 
has also published a handbook entitled “Upward Mobility Under the 
General Schedule” and is the recipient of DEA’s highest management 
award “for exemplary managerial achievement above and beyond 
the call of du ty.”

Mr. Oliver, we welcome you and you may proceed with your 
statem ent.

TESTIMONY OF VINCENT T. OLIVER, DEPUTY PERSONNEL DI­
RECTOR, DRUG ENFORCEMENT ADMINISTRATION, U.S. DEPA RT­
MENT OF JUSTICE

Mr. Oliver. Thank you very much.
Mr. Drinan. Proceed if you will. The chairman will be back 

momentarily.
Mr. Oliver. Thank you. First  of all I would like to thank you for 

requesting my appearance here today and specifically th ank you and 
give m y appreciation for the opportun ity to share with the subcom­
mittee some of my views and observations regarding the Equal Em­
ployment Opportunity  program of the Drug Enforcement Admin istra­
tion.

Now since the background has already been presented, unless there 
is reason tha t the committee or one of its members would want that 
repeated further, I would simply pass over that.

Mr. Drinan. Without objection.
Mr. Oliver. Mr. Chairman and members of the Subcommittee on 

Civil Rights  and Const itutiona l Rights, I submit to you in good 
conscience and in my best professional judgment, the Drug Enforce­
ment Adminis tration is currently engaged in a conspiracy to limit 
the number of black and other  minority special agent candidates  
hired to no more than  token proportions and is further willfully 
managing the conspiracy in violation of the Civil Rights Act of 1964, 
as amended by Public Law 92-261 of March 24, 1972.

Because you already have the DEA minority hiring statistic s since 
July 1, 1973, I shall re state  only the current summary to confirm the 
assertion that , as regards the hiring of black special agents, DEA has 
proportionately the same number of black agents as of this date as on 
June 30, 1973. According to the Departm ent of Justice computer 
printout of June 30, 1973, showing the minority  profile of the DEA 
special agent workforce, the following was true:  total agents, 1432; 
black agents, 67 or 4.6 percent.

As of February 25, 1974, the following was true: total agents, 1968; 
black agents 94 or 4.7 percent. Thus, the black agent population in 
DEA has increased by one-ten th of 1 percent  since July 1, 1973 al­
though four classes for new agents have been star ted since tha t date,
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in September, January, February, and March, and DEA lias hired 
131 new special agents for these classes.

The first DEA special agent training class began on September 10, 
1973. The class totaled 43 and 14 of these were black. Of tne 14 blacks 
in the class, only 4 represented new hires. The other 10 were Customs 
Patrol  officers who had been transferred to DEA under the July  1, 
1973, reorganization plan. Because no black candidates had been 
recruited bv the regions, these Customs Patrol officers were placed in 
the first DEA basic agent training class. The Adminis trator had 
abolished at tha t time the degree requirement for special agents.

Another class was planned for October, but was canceled because 
the regions had recruited no minority candidates  and all cleared 
candidates  available a t the time were white.

I was cautiously optimistic over the fact that  the first DEA special 
agent class had 24 minorities out of 43 and 14 of these were black. 
I was also encouraged by the new Adminis trator’s no nonsense decision 
to eliminate the degree requirement  and cancel the October class 
because the regions had recruited no minority candidates. Jn addition,  
the Administrator had informed me in late July  to move ahead with 
the recrui tment of the first EEO Director for DEA and indicated 
tha t this was a new start, and he wanted to be judged on future 
results. I commended him by memorandum of August 6, 1973, moved 
the recruiting machinery into action to hire an EEO Director, cau­
tioned the Administrator tha t the job would not be easy and reserved 
all judgment.

[A copy of the August 6 memorandum is submitted for the record 
as exhibit No. 1.]

Mr. Oliver. 1 believed at tha t time, tha t the new Administrator 
and his presence had changed the organizational climate and that he 
was moving ahead aggressively with minority hiring specifically and 
Equal Employment Opportunity generally.

Since there  were no minority agent candidates on hand in Septem­
ber, Mr. Chairman, the October class had been canceled for this 
reason and three agent training  classes were being planned for Ja nu­
ary, February, and March of 1974; it was obvious that  action had 
to be taken immediately if the three classes planned for the first 
quarter of 1974 were to include a significant number of blacks and 
other minorities. The personnel officer informed me tha t we should 
try for no less than 50 percent for each of the coming classes. It 
requires no less than 3 months to complete a full field investigation 
and otherwise clear a special agent candidate before the candidate 
can be hired. All special agents are recruited by the regional offices 
and must be recommended for hire to headquarters before these 
clearances can begin.

I prepared minority recruiting instructions to all regional directors 
on September 10, 1973, and the personnel officer signed off and took 
the directive to the Administrator for approval and final signature. 
The Administrator  signed the directive, and the personnel officer 
returned it to me to put on the wire immediately.

[A copy of the directive is submitted  for the record as exhibit No. 2.]
Mr. Oliver. A few days later, however, I learned that the minority 

recrui ting directive, signed by the personnel officer and the adminis­
trator, had been intercepted in the communications room by the 
Dep uty  Director for enforcement, Mr. William Durkin . Mr. Durkin
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withd rew  the  dir ect ive , ap pa rent ly  con vinc ed the  Ad minist ra tor th at 
it  should no t be sent,  and  the  Adm inist ra tor changed his mind and  
decided  to ta lk  to the  regional dir ector s ab ou t minority recru iting  
during a  th en  pendin g regional di recto rs’ conference  rat he r th an  issuing 
a wri tte n dir ective to  recrui t mi no rity cand ida tes .

On Septe mb er 17, 1973, 1 info rmed the  Adm inist ra tor in detai l by  
me mo ran dum th at  his  failure to dir ec t the  region s to rec ru it mino rity 
cand ida tes  could only res ult  in dis ast er,  th at the  sele ction cer tificat e 
for the  E EO  officer was rea dy  and describ ed to him in some length  the  
consequences  of rac ism , indecisiv eness and the  at tit ud es  of bo th the  
personnel  officer and  the  Dep ut y Di rec tor for enf orcement .

[A copy  of  Exh ib it No. 3 of  the Septe mb er 17 memo ran dum,  is 
availabl e in  the S ubcom mittee 's files.]

Mr. Olive r. At  thi s po int , Mr . Ch air ma n, the Adm in is trator ’s 
co mm itm ent to equ al emplo ym ent op po rtu ni ty  became  quest ion able.

Mr . E dwards. Ha s the  dire ctiv e eve r gone out to the  regional 
offices?

Mr . Olive r. I t  has not.
Mr. E dwards. Well, wh at instr uc tio ns  do the  regiona l offices h ave 

reg ard ing  im plem en tat ion  of the  agency’s aff irm ativ e action pro gra m.
Mr . Olive r. T hey do n ot hav e a ny  di rec t in str uc tio ns  in writi ng, M r. 

Ch air ma n. Th e only thi ng  th at  you  mig ht conside r would be the  
affi rmativ e act ion  pla n th at  was discussed thi s morning ear lier bu t 
th at  does no t get down to the  specif ic business of recruiting  m inorities.

In othe r words, the  regions have  ne ver been given d irec t ins tru cti on s 
to recrui t minor ity  candida tes .

Mr. E dwards . Well,  is no t th at  going to be Mr. Ro ge r’s job?  He 
is ra th er  new, is th at  correct?

Mr. Oli ve r. He  is indeed .
Mr. E dwards. Proceed.
Mr. Oli ve r. App aren tly  as the  r esu lt of t he Adm in ist ra to r’s dis cus ­

sion wi th the regiona l dir ector s at the  Oct obe r confe rence previo usly 
me ntioned,  ap prox im ate ly 40 bla ck candida tes  were received in head­
qu ar te rs  between Oc tob er and Ja nu ary.  Of these, 10 were  hired for 
the  Ja nu ar y class, non e were  hired in the  Fe brua ry  class, 5 were hired 
for the  Marc h class and  the  rest  have  either been disqualified for one 
of sev eral  re aso ns or the  full field invest iga tion is not yet  comple te.

In  my  judg men t, the Ja nu ar y,  Fe br ua ry  and March  classes  rep re­
sen t a black dis ast er,  and the  overall mi no rity hires for these classes 
were  no be tte r. Th e Ja nuar y class (42) also had 8 Sp anish, 4 O rienta ls 
and  2 females,  bo th black.  Th e Fe br ua ry  class (36) had  5 S pan ish , 1 
Orien tal  and  2 females. Th e Ma rch  c lass (38) has 3 Spanish, 2 Oriental s 
and 2 females.

Meanw hile , the  E EO  officer was selec ted by  the  Ad minist ra tor and 
entered on du ty  in lat e Ja nu ar y.  Pr ior to his arr iva l, the  EE O office 
and  its  Dire ctor  were org aniza tio na lly  assigned to the  Office of the  
Ad minist ra tor . However , sh or tly  b efor e the  EE O Officer’s a rriva l, the  
EE O Office was rem oved from the  Office of the  A dm ini str ato r and was 
organiz ationally reassigned to the  Office of the Assist ant  Ad mi nis tra ­
tor for Ad minist rat on  and Man agem ent, Mr. Nelson B. Coon .

The reas on given for thi s change  w as to sav e Mr. Coon’s su per gra de 
by assigning the  E EO  office to him to bo lst er the  functions of his office. 
Mr.  Coon opposed the  Agenc y’s 50-pe rce nt minor ity  hir ing  goal,  his 
immedia te office is all wh ite  and  his re pu ta tion  on Eq ua l Em plo ym ent
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Opportunity matters and minority affairs is similar to that  of the 
infamous Lester Maddox.

Mr. Edwards. Mr. Oliver, you will recall that Mr. Bartels testified 
this morning that that decision has been reversed and tha t the EEO ’s 
Office is now directly under the Administrator and not under Mr. 
Coon.

Mr. Oliver. Yes, I am aware of that. To my knowledge, unless this 
has taken  place this morning since we have arrived here, organiza­
tionally the EEO is still under the Office of the Assistant Administra tor 
for Administration and Management. Now the arrangement was made 
at the time this change was made, just before the EEO Director came 
aboard, that informally the EEO Director  would report to the Admin­
istra tor but formally and organizationally that  function would be 
placed in the Assistant Adminis trator for Administra tion and Man­
agement’s Office.

Mr. Edwards. So that to the best of your knowledge, Mr. Rogers 
will be reporting and working for Mr. Coon?

Mr. Oliver. To the best of mv knowledge on a formal basis, yes.
Mr. Edwards. Proceed.
Mr. Oliver. On November 1, 1973, I prepared a plan of action for 

interviewing and paneling black agent candidates which was submitted 
to the Administrator.  To date, no action has been taken. [A copy of 
the plan is submit ted for the record as Exhibit 4.1

In December, 1973, I submit ted a recommendation and request for 
a change of policy to begin hiring special agents at the OS-5 entry 
level as well as at the OS-7 level. The  recommendation was submitted 
to the Administrator and would greatly enhance the DEA minority 
recruiting effort since entering at the GS-5 level requires no previous 
law enforcement experience and would allow 4 years for training 
agents from entry  to the senior journeyman GS-12 level instead of 
3 years.

If I might amplify that  just a bit, Mr. Chairman, the reasons for 
this is th at, as you heard earlier in the testimony of the Administrato r 
and the EEO Director, we do a great deal of recruiting in colleges. 
However, it is and has been the policy of tfie Drug Enforcement Ad­
ministration to hire at no lower than the GS-7 level. By Civil Service 
Commission standards, by their (pialification s tandards, this requires 
1 year of law enforcement experience.

If the grade level were lowered to a GS-5, we could hire recruits 
with no law enforcement experience stra ight out of college. So tha t as 
long as we have the requirement to hire at no lower than the GS-7 
level, recruiting at colleges is meaningless.

Mr. E dwards. Is tha t just a regulation? Tha t is not a law?
Mr. Oliver. That is an internal DEA policy, an adminis trative 

discretion policy.
A copy of this recommendation is not submitted for the record be­

cause Mr.  Durkin and the Office of Enforcement view the proposal as 
“the lowering of standards” thus, the Administrator has not  approved 
it nor has it been returned to the personnel office.

I personally recruited 12 black qualified police officers by strolling 
home in the evening. The ir applications were forwarded to Baltimore 
with instruc tions to interview and make recommendations to head­
quar ters. This was done in October and November of l ast year. To 
(late, however, Baltimore has refused to conduct panel interviews
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although the Baltimore region has had 15 special agent vacancies. A 
white candidate submitted at the same time was interviewed in 
December.

Mr. Drinan. May I follow up on this point because the answer we 
had to this particular contention by Mr. Bartels was not very satis­
factory. Would you suggest anything in specifics that this subcom­
mittee could do to clarify the s ituation?

Here is a specific, example where Mr. Bartels said simply that there 
seems to be some difficulty but, if I may ask, what is anybody in the 
agency doing about this Baltimore situation?

Mr. Oliver. Well, Congressman Drinan, to my knowledge, nobody 
is doing anything. And this is one of the things tha t has caused me to 
try to discuss this matte r, with the new EEO Director, with the en­
forcement people, with the personnel officer, in terms of trying to get 
these candidates panelled in Baltimore.

Mr. Drinan. Well, who would have the direct duty  of doing some­
thing about  it?

Mr. Oliver. The Administrator would simply have to pick up the 
telephone and tell Mr. Olivetti, the director of the Baltimore regional 
office, to panel these candidates.

Mr. Drinan. I assume he has been asked to do that , but has not?
Mr. Oliver. 1 cannot really answer that.  All I can tell you is tha t 

the candidates  continue to call me. My creditability is at stake be­
cause I went out and recruited them based upon the assumption and 
the belief tha t this is what the Adminis trator wanted done.

Mr. Drinan. Is it possible t hat  some of them lacked the qualifica- 
tions necessary? What would have been the reason, if there is a reason, 
besides racism?

Mr. Oliver. Well, there is no reason, Congressman. The paneling 
of candidates is a routine matte r. It would be a simple mat ter of 
calling three agents together and having them sit down and routinely 
panel the candidates like all other  candidates.

Mr. Drinan. Well, has this white candidate, who was interviewed 
in December, been hired?

Mr. Oliver. Not yet. He was interviewed about a month after his 
application went to Baltimore, and he is now in the process of having 
these other clearances completed, you know—the physical and full 
field, et  cetera.

Mr. E dwards. Mr. Bartels said tha t recruiting the Baltimore police 
officers was not  very good practice, tha t it would make cooperation 
between the DEA and the Bal timore Police Department very difficult 
if they  went out and tried to hire their officers away from them.

Mr. Oliver. Yes, Mr. Chairman. 1 was very interested in that com­
ment since the overwhelming majori ty of our white special agents come 
from municipal and State  and county law enforcement agencies, 
because th at doesn’t seem to be a problem there.

This problem of conflicting with non-Federal law enforcement 
agencies does not seem to effect white candidates, but in terms of 
black candidates, we seem to be sort of preoccupied with the spinoff 
from what  people like to call proselytizing. And certainly 1 would not 
suggest we take a criminal invest igator announcement for a vacancy 
and post it in the police depa rtment of Washington, D.C., or Baltimore, 
but there is a vast difference between that and simply letting  it be 
known to police officers tha t the Drug Enforcement Administration
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has vacancies and is interested in recruiting, and then allow them 
the option.

What happens is that the Drug Enforcement Administration  enjoys 
the advantage of being perceived by local law enforcement officers as 
sort of the  epitome of law enforcement, of Federal enforcement, and 
these men are very much interested in coming into the Drug Enforce­
ment Administration because i t is the top of the heap, so to speak.

Mr. Rangel. Mr. Chairman, 1 hope that Father Drinan’s questions 
and the comments preceding his questions as to enforcement may 
ultimately be decided by this committee. Not being here to hear from 
Mr. Bartels about the Baltimore situat ion, it seems tha t when I did 
arrive, however, he was saying they were trying desperately hard to 
hire DEA agents from the New York City Police Department. So 
there would be an inconsistency as relates to the Baltimore situation.

Mr. Drinan. One fur ther point on th at is tha t the situation may he 
distinguishable. They hire the New York police for a period of time, 
and then they revert ultimately to the New York Police Department.

Mr. Rangel. Yes, just  for clarification, the New York City 
policemen are assigned as par t of the task force. He indicated tha t 
notwiths tanding the differences in pensions and salary, they w’ere still 
trying to hire them as Federal agents.

Mr. Drinan. Tha t is r ight. Now, does Mr. Bartels or the agency 
have any firm policy, Mr. Oliver, on recrui ting qualified police officers 
as to these 12 black persons, for instance?

Mr. Oliver. No.
Mr. Drinan. Is there anything  stated or implicit?
Mr. Oliver. No, it is a mat ter of what is the natural recruiting 

ground for Federal law enforcement officers. Tha t is the issue. I t is not 
a policy mat ter. And traditionally,  the natural recruiting ground has 
been from municipal and State  and county law enforcement agencies.

Mr. Drinan. Well, I wish Mr. Bartels was still here or someone 
from his office so that  he could make a further response to this inquiry. 
May 1 ask, Is anybody here from the office of either Mr. Bartels or 
Mr. Rogers?

Well, I would ju st simply conclude it by suggesting tha t counsel or 
the chairman ask Mr. Bartels to respond to this specific question, 
because here wre have a situat ion where the remarks of Mr. Oliver 
seem to be verified.

Mr. E dwards. Well, without objection, we will direct a lette r to 
Mr. Bartels on tha t part icular  subject, and the answer will be placed in 
the record.

[The information follows:]
In a l et te r dated April 3, 1974, Mr. Vincent T. Oliver, DEA Deputy Personnel 

Director, informed Subcommittee Chairman Don Edwards that , as of t ha t date,  
arrangeme nts had  been made  to interv iew the black police officers recruited by 
Mr. Oliver to  be special agent candidates.  These were th e officers who had formerly 
no t been accorded interviews by the  DEA Baltimore Regional Office.

Accordingly, no lett er was direc ted to DEA Adm inis trator Joh n R. Barte ls, Jr., 
rega rding this  ma tte r.

Mr. E dwards. Mr. Oliver, I pointed out to Mr. Bartels in my first 
series of questions, and this is also in your testimony, that in June of 
1973, 4.6 percent of the  total DEA special agents were black. As of 
today, it is 4.7. Tha t is not  much of an increase and it would take a 
couple of hundred years to catch up with tha t kind of a percentage 
increase. What do you think is going to happen in the next 3 or 4 
months?
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Mr. Rogers and the new plan, will they have an impact and change 
the s ituation, do you think?

Mr. Oliver. Well, I doubt it very seriously, Mr. Chairman. If you 
want mv honest and candid opinion, I doubt  it. That is based upon 
2̂ 2 years of being involved, of being directly involved in the process 
of recruiting special agents.

Interes tingly enough, and these figures may be subjec t to pluses 
or minuses, but roughly we had about 300 special agent vacancies 
going into January.  We had 300 vacancies t hat  we had to fill. And of 
course a t this time of the year there is always a great concern in any 
Federal agency to have all of its positions filled by the end of the 
fiscal year because you risk having tha t ceiling taken away if indeed 
those vacancies are not filled. And so there are all kinds of gimmicks 
tha t we use to get tha t job done.

However, with those 300 vacancies available, of the 300 vacancies 
available, those 300 plus vacancies, in January  there are still approxi­
mately  200 vacancies there.

In addition to tha t fact, we do indeed have—and Congressman 
Rangel, 1 was interested  in your confusion between schedule C and 
schedule A—the issue tha t you were talking about was schedule A 
positions. The Drug Enforcement Adminis tration has 154 schedule A 
excepted positions. The purpose of those positions is to appoint with­
out competitive testing candidates, special agent candidates, who 
meet the qualifications. And tha t means tha t they do not have to 
pass the Federal service entrance examination nor do they have to 
acquire status in any way through competition.

Now, when we went into January, we had about 100 of those 
schedule A positions vacant and we had some 300 special agent 
vacancies. Now, with tha t kind of an opportunity, if we had placed 
the kind of thr ust  and emphasis upon minority recruiting back in the 
fall that  we should have, we would have had these three classes 
star ting  in Janu ary  filled with minority candidates. And tha t could 
still be done, Mr. Rangel, with just  a little bit of planning, which 
would be about 6 months  in advance.

Mr. E dwards. Well, you can proceed with your testimony, Mr. 
Oliver, please.

Mr. Oliver. Than k you, Mr. Chairman.
Recently, by the direction of Mr. Durkin, the Office of Enforce­

ment has required tha t the Office of Personnel submit all completed 
full field investigations and applications for approval on all special 
agent candidates  before an offer of employment is made. The per­
sonnel office must also clear all communications with the regions 
through Mr. Durkin  before releasing such communiques. Many 
minority candidates  have been disqualified by the Office of Enforce­
ment based upon the contents of the full field, and within my judg ­
ment, Mr. Chairman, there exists a serious constitutional question 
as to whether a candidate for Federal employment can be legitimately 
disqualified for nonpayment of debts, cohabitation with a member 
of the opposite sex, traffic violations, misdemeanors, dismissed 
charges, nonaggressiveness, poor atti tude , et cetera, et cetera, as 
Mr. Durk in’s office is now doing.

Full Field Invest igations are required by the Depar tment  of 
Justice for all Special Agent candidates before they are hired to 
determine suitability relative to the nationa l security. Mr. Durkin
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is using these investigations, however, as selection instruments, and 
I seriously question whether disqualifications for Federal employment 
made in this manner would withstand a court test.

In conclusion, Mr. Chairman, may I say that the patt ern  of be­
havior in DEA appears to involve the willful exclusion of minorities 
as Special Agents, particularly blacks. And I might add the same for 
women. And that is so for these following reasons: (1) The size of the 
black agent work force has not improved since J uly 1, 1973; (2) The 
Admin istrator  has not directed the Regional Directors to recruit 
minority candidates; (3) Recommendations from the Office of Per­
sonnel for improving minority recruiting have not been approved; 
(4) The EEO office has been placed under a man who does not support 
equal employment opportunity; (5) Minority candidates  are being 
disqualified on highly questionable grounds; (6) The state  of minori­
ties and women throughout DEA generally shows low grades, one or 
two overseas, few in senior graded positions, file rooms are all black 
and all the  o ther typically discriminatory patterns. Are we to believe 
that all of this is not caused by unequal treatment, based solely on 
race, and tha t i t all happens simply by coincidence?

Mr. Chairman, I would suggest that nothing short of dire action 
will change the illegal practice of discriminating against minorities 
and women in Federal employment. The agency’s pattern has been 
the same since its inception almost 6 years ago, and I see no hope under 
the present leadership tha t it is likely to change in 6 more years 
unless corrective action is taken.

Based upon the foregoing, it is my belief that the Drug Enforce­
ment Administration, by acts and unwrit ten policy promulgated by 
William Durkin, Sam Bilhrough, John Lund, Nelson B. Coon and 
other headquarters officials in consort with 19 DEA Regional Di­
rectors, are willfully managing a conspiracy to discriminate against 
minorities and women in violation of their civil rights and the title 
VII provisions of the 1964 Civil Rights Act with the consent and 
approval of the Administra tor.

I respectfully request, therefore, tha t this Subcommittee on Civil 
Rights and Consti tutional Rights conduct in-depth investigations and 
hearings on DEA minority  hiring practices, equal employment oppor­
tunity , promotion and assignment practices, and all other related 
matte rs pertaining to the treatment and status of minorities and 
women throughout the Drug Enforcement Administration.

Thank  you very much, Mr. Chairman, and I of course would be 
happy to respond to any further questions.

Mr. E dwards. Well, thank you for a very helpful statement , Mr. 
Oliver. Do you think tha t those men, whom you have named and 
whom I presume have been there a long time, and also the 19 DEA 
regional directors, whom I presume are also employees of some tenure, 
are really going to be too much for the newT Administ rator because of 
their past  habits  and way of looking at the employment situation 
with regard to race?

Mr. Oliver . Yes; I  do indeed. As a mat ter of fact,  it would seem 
tha t the pat tern  indicates—and 1 have discussed this with the Ad­
mini strator in writing—it indicates tha t 1 think he came in with a 
great deal of enthusiasm about  implementing equal employment 
opportuni ty, but I think very early in the game he ran straight into 
the face of stiff resistance.
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And I could not over describe to this committee this morning the 
kind of things tha t go on in the Drug Enforcement Administra tion 
with regard to the power of the regional directors. The regional 
directors have an uncanny  way of being able to do anything they 
want to do and not do anything  they do no t want to do.

And 1 am very much afraid tha t what the Administrato r has run 
into is this resistance between implementing the law and being popular 
and, therefore, I think  th at his position has changed considerably.

Mr. E dwards. Are these regional directors from now on going to 
be able to hire their own people, their  own special agents?

Mr. Oliver. We are a long way from decentralized personnel. In 
other words, we star ted 2% years ago the decentralization of dele­
gated personnel authority. The regions now have partial  delegated 
personnel authority, tha t excludes the final appointment of criminal 
investigators.

The reason for tha t and the thinking at the time was that  there 
needed to be some kind of centralized coordinated consistency in 
the way criminal investigators were selected and appointed and thus 
tha t authority  was retained in headquarters.

I have some misgivings personally tha t if we cannot get the regional 
directors to even recruit minority candidates and panel them without 
giving them final appointing  authority, tha t is by keeping final ap­
pointing authority  in headquarters,  I have serious doubts about our 
ability  to control them if we delegate that  same authority to them and 
lose control over it.

Mr. E dwards. Thank you. Mr. Drinan?
Mr. Drinan. I wonder if you would review for me, of the 2,000 

personnel, how many came from the various agencies that make up the 
DEA?

Mr. Oliver. During the reorganization, Congressman Drinan, 
as I recall there were about 500 customs agents tha t came over and 
about 100 persons from the Office of National Narcotics Intelligence 
and about  200 from the Office of Drug Abuse Law Enforcement, tha t 
made up tha t merger. And very few of those were minorities obviously. 
This was the reason then tha t the customs patrol officers were put  
in the September class. We were really in a crisis in September in 
order to have any minority representation at all. And we had to do 
something and the only thing t ha t we could do was to bring in the few 
customs patrol officers t ha t were minorities, both black and Spanish, 
into tha t first class in order to have any showing at all.

Mr. Drinan. Well, of the total  2,000, how many are new hires since 
July  1, 1973?

Mr. Oliver. 131.
Mr. Drinan. 131?
Mr. Oliver. Special agents.
Mr. Drinan. And new hires?
Mr. Oliver. Right.
Mr. Drinan. And of tha t number  how many are minorities? Is 

tha t in your statement?
Mr. Oliver. On page 4 I think we can gather  the answer to tha t. 

Fourteen  were blacks in the September class—well, 1 just read tha t 
to you a few minutes ago and now I have lost it.

Miss Robinson. Page 7.
Mr. Drinan. I am t rying to put them together though.
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Well, maybe counsel here could figure tha t out, but my feeling was 
that  it was a relatively substan tial amount considering all of the 
inherited personnel with different at titude s toward this problem, shall 
we say.

Mr. Oliver. Congressman, incidentally it is on page 7. I am not 
jus t sure tha t I understand your questiou or your comment.

Mr. D rinan. About how many of the  131 are minorities?
Mr. Oliver. Well, let us see here. In January  we had a class of 42 

and 8 were Spanish and 4 were oriental and 2 females. So, if you add 
those up, tha t is 14. And in th at class we also had 14 blacks, so add that.

So that  class was 50 percent minority and female.
Then in Februa ry we had a class of 36 and there were 5 Spanish, 

1 oriental, and 2 females and no blacks in tha t class. So at  tha t point 
it began to drop away.

And perhaps if I may speculate, it was very interesting to me to see 
the timing between the point at which enforcement got into this 
reviewing of candidates and the  success tha t we enjoyed in the Septem­
ber and January classes. Both of those classes had a high percentage 
of minorities and then you will notice in February  it fell away to no 
blacks, five Spanish, one oriental, and two females.

In the March class there were 38: 5 blacks, 3 Spanish, 2 orientals, 
and 2 females.

Mr. Drinan. That  is what I wanted to bring up. Now you suggest 
a willful conspiracy and y et in another area here, in the copy of your 
memo, you suggest tha t the “at titudes on the par t of the inherited 
personnel are ra ther elusive as to why they are opposed to hiring the 
minorities.”

Would you elaborate on what is an apparent contradiction? Did 
you suggest t hat  there is a “willful conspiracy to keep out  minorities” 
and yet suggest in a memo to Mr. Bartels tha t there is this “illusive” 
thing that  is difficult to understand and overcome?

Mr. Oliver. Well, perhaps tha t statement grows ou t of my experi­
ence in the Federal Government in which we have been preoccupied 
with the efforts to “prove” discrimination. And I think  I spoke to 
this particu lar point in the NASA hearings on Thursday.

As I see this problem, it is an impossibility to “prove” anyone’s 
atti tude . For that reason the attitu des of those tha t I spoke of in 
tha t memorandum are “illusive” but  at the same time I am no t sure 
that it is leally important tha t we prove people’s attitudes. I think 
what  we are really trying to do is to control people’s behavior through 
adherence to the law. That is what I meant in tha t statem ent, Con­
gressman Drinan.

Mr. Drinan. But you do say though tha t the “courage to initia te 
unprecedented actions mandated by the law will in your judgment  be 
able to overcome this stubborn opposition which is quite illusive”?

Mr. Oliver, Yes.
Mr. D rinan. Thank  you, Mr. Chairman. I will yield back my time.
Mr. E dwards. Mr. Rangel?
Mr. Rangel. Mr. Oliver, did you have the opportunity to read 

page 3 of Mr. Bar tel’s statement?
Mr. Oliver. Yes, I read the whole stat ement.
Mr. Rangel. Is it your conviction tha t those figures, as opposed 

to those tha t we were talking about now just compiled the good and 
the bad training classes as opposed to separating them as you did?
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Mr. Oliv er . Well, Congr essman Rangel,  one of the  thi ngs Miss 
DiMa ggio in the  NASA hea rings,  one of the  things th at she did  was  
to describe ve ry  well the  playin g of the  sta tis tic s gam e wi th the  Civi l 
Serv ice Com mission , wi th thi s comm itte e or wha teve r othe r au th or ­
ita tiv e body  is looking  a t EE O programs.

And wha t ha pp en s is th at the  stat ist ics gam e can  be used to show 
an ything  y ou wan t it  to show.  I could  si t dow n and write  a s ta tis tic al  
re po rt  th at wou ld ma ke  the Dr ug  En force me nt Ad minist ra tio n 
ap pe ar  to be the  mos t progres sive  agency  in the  F ed era l Go vernme nt.

On the othe r ha nd , those sta tis tic s are  adm issions  th a t have  a 
ten dency to avo id omis sions  and the  signif icant pa rt  of the  pro ble m 
itse lf is usually  om itte d.

In  the  le tte rs  th a t thi s com mittee ha s sent  to the  Dr ug  En force­
m en t Ad minist ra tio n it  has been ve ry in ter es tin g to me, bec ause 
tho se le tte rs  are inva ria bly kicked  dow n to the  Per son nel  Office for  
rep ly.  And it  has been ve ry  int ere sti ng  to me to wa tch  and see how  
my im me dia te super visor responds to those. And wh at  happ ens is 
th a t we get  in to thi s b usin ess of m an ipula tin g stat ist ics to make thi ngs 
come  ou t looking  well.

An d the fact  of the  m at te r is th at  the  sub sta nt ive pro blem is s imply  
no t being add ressed .

M r. R angel . Has  any one from  the  agency discussed yo ur  p rop ose d 
tes tim on y wi th  y ou  befo re you  came here tod ay?

Mr. Oliv er . N o; Mr. Ran gel .
M r. R angel. Di d they  have  any ind ica tion of the  tes tim ony th a t 

you were  going  to give?
Mr. Oliv er . Well,  the  ch air ma n’s re qu es t was  s en t to the Atto rney  

Gener al and a cop y of th a t was sent to the  Congressional  Lia ison 
Officer in the Dr ug  En forcem en t Ad mi nis tra tio n so I am sure th a t it  
was  k nown to the m th at I wou ld be here .

Mr. R angel. N o, I am  ju st  talkin g ab ou t the  subs tan ce  of your  
tes tim ony. Wo uld  th ey  have  know n or h ave any reason  to belie ve th at 
yo ur  tes tim ony wou ld be cri tical of the ir efforts?

Mr. Oliv er . Well, I  am  no t sure t hat  it is p er tin en t that  I am  c riti cal . 
I t  is my  in te nt  to sha re wi th  yo u the  rea l prob lems, as I see the m,  
with ou t all of thi s facade  and cov erup and evasion  of the  issues .

M r. R angel . Th e in te nt  of my  que stio n was th at  the ten ure of 
people th at have  ten ded to be ho nest ab ou t the  racism th at exis ts in 
agencie s, bo th  locally  and na tio na lly , has no t bee n very long.  And I 
guess yo ur  pa st  testimon y befo re thi s com mittee ind ica ted  one of the 
rea son s for th at heari ng  was someone  h ad  force fully  t esti fied  and th en  
all of a sudden they  fo und ou t they  were n o longer need ed.

I would like to say , Mr. Ch air ma n, th a t the  reco rd should indic ate  
th a t if the re are  any  repercuss ions as a r esul t of M r. Oliver ’s te stimon y,  
th a t we wou ld like to be ke pt  adv ised. An d I also would like to po in t 
ou t, while  I  am no t tes tifyin g w ith  the  bene fit of oath , th at  the  im pa ct  
on  the morale  of bla ck  agents wi thi n the Dep ar tm en t has  been su b­
stan tia lly  lessened as a resu lt of these policies .

Fo r one reason  or an othe r I have  bee n co nta cte d by  agents who 
un fo rtu na te ly  are unable to sur face thei r concern  ab ou t thi s policy  
for  fear  of losing  their  jobs. And so I  hope th a t we would  be in a pos ition 
to g ive w ha tev er p ro tec tio n— and hope full y this will be no t ne cessary—■ 
to Mr. Oliver as we can  a nd  p erh aps encourage  o ther  people  to be able 
to come forw ard.
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But  i t is difficult for a minority person to operate in this climate on 
the lowest level of the organization st ructure . And 1 can imagine what 
happens with those of you that  have the responsibility of enforcing the 
law.

But  it is par ticularly difficult for the agent to be ou t there offering 
his life for his country in an agency and knowing t hat  his ability to 
move up or to be p art of it  seems to be not as great as it should be. 
That seems to be a pret ty heavy burden on him.

I trust  tha t we do have the facilities to make the type of investiga­
tion needed to bring about a correction to the problem.

Mr. E dwards. I certainly agree with the gentleman from New York 
and will give him every assurance that the committee will do every­
thing possible to comply with those suggestions.

Mr. Rangel. I would just like to thank you, Mr. Oliver.
Mr. E dwards. Yes, you are to be highly commended for coming 

here and helping us in the hearings and also in the NASA hearings. 
We are almost totally dependent upon people like you for information. 
We have to get information from both sides and I know tha t you run 
into difficult situations and I hope you can bear up under them.

Miss Robinson?
Ms. Robinson. Thank you. Mr. Oliver, I am wondering if on page 

10 of your testimony you could indicate the individuals named by 
position so tha t we can have that for the record?

Mr. Oliver. Mr. Durkin is the  Deputy Director for Enforcement. 
Mr. Sam Bilbrough is the Chief of Enforcement Operations, he is 
really an assistant to Mr. Durkin.  Mr. John  Lund is the Assistant 
Directo r for Enforcement. Mr. Coon is the Assistant Administ rator for 
Administration and Management.

Ms. Robinson. With regard to your exhibit 4 tha t is attached  to 
your statement, can you indicate whether or not the suggestions 
relative  to paneling in the exhibit have been followed?

Mr. Oliver. No, Counsel, they have not been.
Ms. Robinson. Do you believe that following these suggestions 

would alleviate, if not eliminate, the kind of s ituation  tha t you de­
scribe for the subcommittee about  the Baltimore situation?

Mr. Oliver. Yes, Counsel, I do indeed.
Ms. Robinson. Finally, 1 am wondering if you could tell us what 

factors you feel are responsible for the kind of attit ude  and lack of 
implementation of equal employment oppor tunity at the Drug 
Enforcement Administration?

Mr. Oliver. Well, Counsel, I am delighted that  you asked tha t 
question because I  really think tha t its answer lies in history and in 
atti tudes and in behavior and in law. I think tha t it is very true tha t 
we cannot legislate people’s a ttitudes. On the other hand, I sincerely 
believe th at we can control people’s behavior through law.

If t ime permits, I would like to amplify th at just a little if I might?
Counsel, while none of us can profess to be paragons of vir tue, as 

regards my public trust to which I am duly sworn as a career public 
servant, I will not lie and I will not cheat and 1 will not steal and I 
will not discriminate, nor will I allow myself to partic ipate in or become 
engaged in any such corrupt practices, either by direction of my 
supervisor or anyone in the Drug Enforcement Administration.

And 1 will not either kill people psychologically or physically.
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Blacks as a people have been physically and psychologically lynched 
for over 300 years in this country, dating hack to 1620 when the first 
blacks set foot on these shores.

Over 7,000 blacks were physically lynched in the United States  
between 1865 and 1935, a period of 70 years, which is an average of 
about 100 a year or one every 2% days, which means tha t 2 blacks 
a week were lynched during tha t period.

And none of the Night Riders or the Ku Klux Klansinen who 
committed these atrocities were even reprimanded,  not to mention 
brought to jus tice.

In more recent years, a 14-year-old black lad from Chicago, 111., 
was murdered by a mob of white males for purported ly assaulting a 
white female in the State of Alabama. li e was found dead at the bottom 
of an Alabama swamp with a millstone wired around his neck. A 
Federal investigation revealed t hat  his crime was th at he had refused 
to say “yes, ma’am” to the white female who ran the general store.

Medgar Evers was murdered because he was an advocate of civil 
rights. And then we all know the tragic and violent story of King 
and the Kennedys.

Blacks are being psychologically lynched in the Drug Enforcement 
Administration and NASA and other Federal agencies by those who 
persist in discriminating and flaunting the law.

In addition, in my judgment, the Drug Enforcement Administra tion 
is managerially and administra tively corrupt in other ways.

And if this Nation ’s future, about which the President’s National 
Advisory Commission on Civil Disorders warned us all in 1968, is to 
“go down in the flames of racism and corruption from within while 
we are distracted by claims of imminent thre at from without,” 1 
shall not be a par ty to her demise.

The Watergate matter  and the Drug Enforcement Administra tion 
have ta ught me a lesson I shall no t soon forget. And if there must be a 
culpr it to blame for my conduct here today and my personal at titude, 
then blame my parents . It was they who taught me that, when 
confronted with a problem, the first place to begin seeking the answer 
is yourself. I am personally convinced tha t there is absolutely nothing 
inherently wrong with e ither our democratic system or our democratic 
form of government. It has proven itself capable in the face of war, 
depression, corruption, and racism of providing for the needs of larger 
numbers of diverse people than any other way of life conceived in the 
entire history of mankind, and for this  reason it is worth preserving.

I am equally convinced, however, tha t there is much wrong with 
many of those who are e ntrus ted to run the system and the Govern­
ment. And if this is ever to be corrected, it must begin with me, 
with you, and with each individual.

After an exhaustive study conducted by the President ’s National 
Advisory Committee on Civil Disorders made up of a bipart isan 
group of highly conservative and distinguished Americans, the Com­
mission warned the Nation regarding its future  as follows:

Certain  fundam ental ma tters are clear. Of these  the most  fund ame ntal  is the  
racial  att itu de  and  behavior of white  Americans towards  black Americans.

Race prejudice has shaped our history  decisively. It  now thre aten s to affect 
our future.
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Furthermore, warned the Commission in clear and uncompromising 
language, Counsel, with regard to the pervasive discrimination and 
segregation in employment and in other areas of our society:

White racism is essent ially responsib le for  th e explosive mixtu re which has been accu mulating in our cities since the end of World War II.
Discrimination and corruption in government, specifically in the 

Drug Enforcement Administration, is my concern. And I shall oppose 
it now and in the future as a career public servant sworn to uphold 
the public trust . The future of this Nation is in the hands of each of 
us right now and right here at this moment and across the land.

Here and now I rededicate myself to the propositions tha t all men 
are created equal, tha t life and liberty  and the pursu it of happiness 
of all comes from my individual responsibility to promote the general 
welfare if we are indeed to form a more perfect union under law.

And the purpose of law is to control the potent ial in each of us for 
abusing the rights of others and/or allowing ourselves to engage in 
corruption for reasons of arrogance and ambition, egocentricity, 
insensitivity,  or power. And why is this true? I believe Goodlad has 
the answer:

The tasks of educa tion are profoundly complex. Man has rocke ted his kind into space. lie has brou ght back into pulsating life a h uman being already pronounced dead. He has fashioned in his own likeness robots th at  remember, file, sort, and  then  answer in moments problem s th at  would perplex 100 men for 1,000 days, bu t men s till cheat and s teal  an d kill as  they  did  thousands of years ago and t ho u­sands of years before t ha t.
These are not  always trapped men  or hungry  men or thr eat ene d men who cheat and  steal  and  kill. Some men pronounced “lea rned” “cheat” because they are vain. Some men pronounced “h oly” “s tea l” because the y are greedy. Some men pronounced “wise” “kill” because  the y have estab lished no identi ty with  the ir fellowmen.
The people who soon may brin g down upon themselves a holocaust, are or will have been the  most  educ ated of all t ime.
Now, the law has two parts, Counsel, and Mr. Chairman and mem­

bers of this subcommittee, as you well know, and tha t is letter and 
intent .

Most men often concern themselves with the lette r of the law. The 
lette r of the law is rarely clear and is open to debate or rationaliza tion 
or interp retation according to the attitudes, whims, or desires of 
people. But  what happens to the letter  of the law when subject to the 
whims and interpretations of those who are dishonest or those who 
seek power or those who are prejudiced or arrogant?

Those who have recently been indicted and convicted at the very 
highest level of the public service can answer tha t question as can 
those who conspire to discriminate in the Drug Enforcement 
Administration.

On the other hand, the inte nt of the law is always clear. Its  intent 
is to control those whose whims and rationalizations and interpre ta­
tions cannot always be relied upon. Its  inten t is to prevent the arro­
gant  from violating the timid, the uninformed, the naive, and the 
frightened. Its  in tent is to prevent abuse of authori ty. Its  in tent  is to 
prevent violent men from ripping off the system either officially or 
unofficially, either intentionally or unintentiona lly, either overtly or 
covertly.

Its  intent  is to preven t the major ity from violating the minor ity 
and to preven t the powerful from violating the powerless.
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The inten t of the law is to remind all of us that order is dependent 
upon individual integr ity, which accrues to form a credible and a 
more perfect society.

And if integr ity is not  practiced voluntarily, then the rules and 
regulations and laws will require it for the sake of mainta ining order.

It  is the intent of the law to provide guidelines for those who, for 
whatever  reason, are incapable of acting with integrity in the absence 
of guidelines.

In the case of Waterga te and the Drug Enforcement Administrat ion, 
it is obvious that  some in authority have failed to grasp the inte nt of 
the law b ut most are experts as regards to the lette r of the law. For 
example, the Administrato r’s secretary was hired and promoted 
through  preselection. His executive officer was hired without com­
petition . The Assistant Administrator for Adminis tration and 
Management requires the personnel office to hire his hand-picked 
choices with no regard for Federal merit principles.

The Administrator has run roughshod over Federal m erit principles 
in vio lation of the integr ity of the Federal career system. Administra­
tively uncontrollable in headquar ters is an officially sanctioned ripoff. 
The DEA career board is a discriminatory farce and equal employment 
opportuni ty for blacks in DEA is not equal.

These are my concerns, Counsel. I am neither a moralist nor a 
pioused self-righteous do-gooder. Changing the world is a futile 
undertaking for anyone who unders tands the n ature of men.

However, to willfully ignore and run roughshod over the laws and 
rules and regulations of the system day after day in order to avoid the 
wrath of a rrogan t authority  or to conform out of fear or any reason 
violates my sensibilities and begins to change me.

I will not permit  the Drug Enforcement Administra tion to change 
me for I am responsible to myself for myself and I need no guidelines 
in order to behave responsibly and with integrity .

Mr. E dwards. Well, thank you very much, Mr. Oliver. I t has really 
been a privilege to have you here as a witness. I think  I can assure you 
tha t the subcommittee takes its responsibilities very seriously in the 
areas t ha t you speak to. I  also commend you on your t rus t in the long 
term ability of representative government as was expressed there.

You indicate considerable trust for our system as long as there are 
good people involved in i t and I compliment you on that.

Your state men t with the attachments will of course be submitted 
for the record.

[The prepared statement of Vincent T. Oliver follows:]
Testimony of Vincent T. Oliver, Deputy Personnel Director, Drug 

Enforcement Administration U.S. Department of Justice

My name is Vincent T. Oliver, and I am the Deputy  Personnel Director a t t he 
Drug Enforcement Adminis tration in the U.S. Departmen t of Justice. I would 
like to thank  you, Mr. Chairman, for requesting  my appearance here today and 
express my appreciation for the oppor tunity to share with the Subcommittee my 
views and observations regarding the Equal Oppor tunity  Program of the Drug 
Enforcement Administration.

Since January of 1967, I have held Personnel Management positions in the 
Navy Finance Center, Department of Defense; the Public Health Service, the 
Office of the Secretary and the H ealth  Services and Mental Health Administration 
of the Depar tment of Health, Educat ion and Welfare; the Office of the Secretary 
of the Depar tment of Labor and for the past  2% years in the Drug Enforcement 
Administration  as previously s tated .

<•
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• »

I ha ve  worked as bo th  a Perso nnel Speci ali st an d a Perso nnel Ge neral ist  in 
fou r b ran ch es of the  Federa l Executive  C aree r Service an d h av e spe nt  consid era ble  
tim e in all of t he  Federal Perso nnel discip lines inc lud ing  po sit ion  a nd  p ay  m anage ­
me nt , sta ffing  a nd  p lac em ent, emplo yee  r ela tio ns  and employee  d ev elo pm en t an d 
tra in ing.  In addi tio n,  I serve d as th e De pu ty  Eq ua l Em plo ym en t Opp or tu ni ty  
Officer in th e Office of th e Se cre tar y, 1)11 EW from  1969 to  1970 dur ing  which  t im e 
I wrote  an  agency EE O Aff irmativ e Act ion  Plan  an d was res ponsi ble  for  inve sti ­
ga tin g an d pr epar ing  EE O Co mp laints .

I hold th e M as ter’s Deg ree from  Ken t S ta te  Unive rs ity  in Counselin g an d 
Gu ida nce an d a Ba chelo r’s Degree in Econom ics from  Ce nt ra l S ta te  College as 
a m ag na  cu m lau dc  gradu ate.  I am  th e rec ipi en t of the  Dru g En for ceme nt Admin ­
is tr at io n’s hig he st ma nage me nt aw ard “ for  exem pla ry ma nageria l ach iev em ent 
above an d beyond  the  ca ll of dut y”  an d am a  me mb er of the Nati on al Associatio n 
of Mino rity Employees.

I am  th e au th or  and pu bli sher of a  handbook  on “ Up wa rd Mobilit y Und er  the 
Ge neral  Sch edu le”  e xpr ess ly writ ten to po int  ou t to Federal agencies the cau se of 
an d th e man y avail ab le solut ion s to th e pro blem of rac ial  dis cr im ina tio n in Fe d­
era l employ men t which  is m aintaine d th ro ug ho ut  th e Federal g ov ernm en t th ro ug h 
sy stem at ized  covert prac tices  ha vin g the ir  genesis in th e a tt itud es  of w hite s to wa rd  
bla cks  as  d esc ribed in t he  1968 licport of the National  Advisory  Commission on C ivil 
Disorders'

. . ce rta in  fu nd am en tal m at te rs  are clea r. Of the se,  th e mo st fu nd a­
men tal is th e rac ial at ti tu de an d beha vio r of wh ite  Am eric ans  toward black 
Americ ans .

Ra ce  preju dic e has s ha ped o ur his to ry  dec isiv ely ; it now th re at en s t o affect 
ou r fu ture .

Fiv e years of my  pub lic service ca reer  in th e field of Perso nnel was spen t with  
th e Ohio Sta te  Em plo ym ent Serv ice from  which I was fired  in 1959 bec aus e I am 
black af te r sco ring first  on th e Civi l Service Re giste r as an Em ploy men t Serv ice 
Re presen tat ive. In  addit ion , I se rved  as an advis or  to the Se cretary of La bo r’s 
EE O Ta sk  Force in 1971 a nd  am cu rren tly  a c on su lta nt  to  th e D is tr ic t of C olumbia 
Area Office of th e NA ACP Legal Defense  F un d on the tec hn ica l aspects  of Federal 
perso nnel procedure s as they  are  used  bo th  ov er tly  an d co ve rtly to  dis cri mi na te 
ag ains t mi norit ies  and wom en th ro ug ho ut  th e Federal Serv ice.

Mr. Ch air man  and me mbers  of th e Su bcom mi tte e on Civi l Ri gh ts and Co nst i­
tu tio na l Ri gh ts,  I subm it to  you  in goo d conscie nce  an d in my  be st  profession al 
judg men t, th e Dr ug  En forcem en t Ad minist ra tio n is cu rren tly  eng aged in a con­
sp ira cy  to  li m it th e nu mbe r o f black and »o the r m inor ity  Special Agent  c an did ate s 
hired to  no mo re th an  tok en  prop or tio ns  an d is fu rthe r will fully ma nagin g the 
conspir acy in vio lat ion  of t he  Civ il Ri gh ts  A ct of 1964, as a mende d by Pu blic Law 
92-261 of Ma rch  24, 1972.

Becau se you  a lre ady ha ve  the  DE A mi no rit y hir ing  st at is tic s s ince J ul y 1, 1973, 
I sha ll re st at e only th e cu rr en t su mmary to  conf irm th e assertion  th at , as reg ard s 
th e hir ing  of black Spe cia l Agents , DE A has  pr op or tio na te ly  th e sam e nu mbe r of 
black ag en ts as of th is da te  as on Ju ne  30, 1973. According  t o th e Dep ar tm en t of 
Ju st ice co mpu ter pr in to ut  of Ju ne  30, 1973, showing th e mi no rit y prof ile of the 
DE A Spe cia l Ag ent  workfo rce , th e following was true :

Tot al  ag en ts _______________________________________________  1, 432
Bla ck ag en ts_______________________________________________ G7or 4.6 %

As of Fe br ua ry  25, 1974, the following w as true :
Tot al  ag en ts _______________________________________________  1, 968
Black ag en ts_______________________________________________ 94 or  4.7 %

Th us , th e b lac k agen t p op ulat ion in DE A has  incre ase d by 1/1 Oth o f 1 pe rcen t s ince 
Ju ly  1, 1973 a lth ou gh  four classes f or n ew ag en ts have been st ar te d sin ce th a t d ate,  
in Septe mb er,  J an ua ry , Fe br ua ry  a nd  Ma rch , an d DE A has  h ire d 131 new S pecial 
Agents for these classes.

Th e firs t DEA Special Agen t tra in ing class began on Septe mb er 10, 1973. Th e 
class to ta lle d 43 an d 14 of the se were blac k. Of th e 14 blacks  in th e class , only 4 
represe nte d new hires. Th e othe r 10 were Custo ms  Pa tro l Officers who ha d been 
tra ns fe rre d to DEA un de r the  J uly 1, 1973 Re org an iza tio n Pla n. Bec ause no bla ck 
cand idates  ha d bee n rec ruite d by the  regions, the se Cus tom s Pa tro l Officers were 
plac ed in th e firs t DEA  Basic  Agent Tr ain ing  Class.  Th e Adm inis tra tor ha d 
abo lish ed at  th a t tim e th e degree req uir em en t for Spec ial Agents.

An oth er class  was pla nned for Octobe r, bu t was cancell ed bec aus e the regions  
ha d recrui ted no mino rity cand ida tes  an d all clea red cand ida tes  avail ab le at  the  
tim e wer e wh ite .
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I was ca ut io us ly  op tim is ti c ov er  th e fa ct  th a t th e  fir st DEA  Sp ec ial  Age nt  cla ss  
had  24 min or it ie s out of 43 an d 14 of th es e we re  bl ac k.  I was als o en co ur ag ed  by  
th e  new A dm in is tr a to r’s no  no nsen se  d ec isi on  to  e lim in at e th e  de gree  re quir em en t 
an d cancel th e  O ct ob er  cla ss  be ca us e th e region s had  re cr uit ed  no  m in ori ty  candi­
da te s.  In  ad di tion , th e  A dm in is tr at or ha d in fo rm ed  me  in la te  Ju ly  to  m ov e ah ea d 
w ith  t he  r ecru it m ent of tin* fi rs t EEO  D irec to r for  DE A and i nd ic at ed  t h a t th is  w as 
a new st a rt , and he  w an te d to  be  ju dg ed  on fu tu re  re su lts . I co m m en de d him by  
m em or an du m  of Aug us t 6, 1973, mov ed  th e re cr uit in g m ac hi ne ry  in to  ac tion to  
hi re  an  EEO  Dire ct or , ca ut io ne d th e A dm in is tr at or th a t th e  jo b wou ld  not be  
ea sy  an d re se rv ed  all ju dgm en t.  (A co py  of th e Aug us t 6 m em or an du m  is su b­
m it te d  fo r th e  re co rd  as  E X H IB IT  #1.) I be lie ve d at th a t tim e,  th a t th e new  
A dm in is tr at or and his  pr esen ce  had  ch an ge d th e or gan iz at io nal  cl im at e an d th a t 
he  was mov ing ah ea d ag gres siv ely w ith  m in ori ty  hi ring  spec ifi ca lly  and  Equ al  
E m plo ym en t O pport un it y  ge ne ra lly .

Sin ce th ere  we re  no  m in ori ty  ag en t ca nd id at es  on  hand  in Sep te m be r,  M r. 
C ha irm an , th e O ct ob er  cla ss  ha d be en  ca nc el led fo r th is  re as on  and th re e ag en t 
tr a in in g  cla sse s we re be ing pl an ne d fo r Ja nuary , Feb ru ary  an d M ar ch  of 1974; it 
wa s ob viou s that , ac tion  had  to  be  ta ken  im m ed ia te ly  if th e  th re e cla sse s pla nn ed  
fo r th e  fir st qu a rt e r of 1974 were to  includ e a sign ifi ca nt  num ber  of bl ac ks  an d 
o th er min or iti es . The  Pe rson ne l Offi cer in fo rm ed  me  th a t we sh ou ld  tr y  fo r no 
less  th an  50 %  fo r ea ch  of th e  co ming cla sse s. It  re qu ir es  no  less  th an  3 m onth s to  
co m pl et e a fu ll field  in ves tigat io n an d ot he rw ise cl ea r a Sp ecial  Ag en t candid ate  
be fo re  t he  c an did ate  c an  b e hi red.  All Sp ec ial  Age nts ar e re cr ui te d by  t he  Reg iona l 
Offices an d m ust  be  reco m men de d fo r hi re  to  headquart ers  be fore  th es e cl ea ra nc es  
ca n begin.

I pr ep ar ed  m in ori ty  re cr ui ting in st ru ct io ns to  all  Reg iona l D ire ct or s on  Se p­
te m ber  10, 1973 an d th e  Pe rson ne l Officer sig ne d off an d to ok  th e  dir ec tive  to  th e 
A dm in is tr at or fo r ap pr ov al  an d final si gn at ur e.  The  A dm in is tr at or sign ed  th e  
di re ct iv e,  an d th e Pe rson ne l Officer re tu rn ed  it  to  me  to  pu t on  th e wi re im me­
dia te ly . (A copy  of th e dir ec tive  is su bm it te d  fo r th e reco rd  as  E X H IB IT  #2.1

A few da ys  la te r,  ho wev er  I lear ne d th a t th e m in or ity  re cr uit in g di re ct iv e,  
sign ed  by  t he  Per so nn el  Off icer  a nd th e A dm in is tr at or , ha d been in te rc ep te d in th e 
C om m un ic at io ns  Ro om  by  th e D ep ut y Dire ctor  fo r Enf or ce m en t, Mr. Willi am  
D ur ki n.  Mr. D ur ki n w ithd re w  th e di re ct iv e,  ap pare n tl y  co nv ince d th e Adm inis­
tr a to r  th a t it  sh ou ld  no t be  se nt , an d th e A dm in is tr at or ch an ge d his m in d an d 
de cide d to  ta lk  to  th e  Re gion al  Dire ctor s ab ou t m in or ity  re cr ui ting duri ng  a 
th en  pe nd in g Reg iona l D irec to rs ’ Co nferen ce  ra th er th an  issu ing a w ri tt en  di ­
re ct iv e to  re cru it  m in ori ty  ca nd id at es .

On Sep te m be r 17, 1973, I in fo rm ed  th e A dm in is tr at or in de ta il  by  m em or an du m  
th a t his  fa ilur e to  dir ec t th e  region s to  re cr ui t m in or ity ca nd id at es  co uld on ly  
re su lt  in  di sa ster , th a t th e  se lect io n ce rt if ic at e fo r th e  EEO  Officer was re ad y an d 
de sc ribe d to  him  in some le ngt h th e  co ns eq ue nc es  of racism , inde cisive ne ss  an d 
m en t.  (A co py  of th e  Sep te m ber  17 m em or an du m  is av ai la bl e in th e  Sub co m ­
m it te e ’s files.) At th is  po in t,  Mr. C ha irm an , th e  A dm in is tr at or’s co m m itm en t to  
E qual  Em plo ym en t O pport un it y  be ca m e qu es tion ab le .

A pp ar en tly as th e  re su lt  of th e  A dm in is tr a to r’s discussio n w ith  th e  Reg iona l 
D ire ct or s at  th e  O ct ob er  Con fe renc e pr ev io us ly  m en tio ne d,  ap pro xim at el y 40 
bl ac k ca ndi dat es  we re  rece iv ed  in headquart ers  be tw ee n Octob er  an d Ja nuary . 
Of th es e,  10 were  hi re d fo r th e  Ja n u ary  cla ss,  no ne  we re hi re d in th e F ebru ary  
cla ss,  5 we re hi re d fo r th e  M ar ch  cla ss an d th e  rest  ha ve  ei th er  been disq ua lif ied 
fo r on e of se ve ra l re as on s or  th e  Ful l Field In ves tigat io n is no t yet co mpl ete.  In  
m y ju dgm en t,  th e  Ja nuary , F eb ru ar y , and M ar ch  cla sse s re pr es en t a bl ac k dis ­
as te r,  an d th e ov er al l m in ori ty  hi re s fo r th es e cla sses  were no  bet te r.  The  Ja n u ary  
cla ss  (42) als o ha d 8 Spa ni sh , 4 O rien ta ls  an d 2 fem ale s, both  blac k.  The  F eb ru ar y  
cla ss  (36) ha d 5 Spa ni sh , 1 O rien ta l an d 2 female s. The  M ar ch  class (38) ha s 3 
Sp an ish,  2 O rien ta ls  an d 2 female s.

M ea nw hi le , th e  E EO  Off icer wa s se lected  by  th e A dm in is tr at or an d en te re d on 
d u ty  in la te  Ja nuary . Pri or to  his ar rival , th e  EEO  Office  an d its  D irec to r we re 
or ga ni za tion al ly  as sign ed  to  th e  Office of th e  A dm in is tr at or.  Ho we ver, sh ort ly  
be fo re  th e EEO  Officer’s ar ri val , th e  EEO  Office wa s rem ov ed  fro m th e Office of 
th e  A dm in is tr at or an d wa s or ga ni za tional ly  reas sign ed  to  th e  Office of th e  As­
si st an t A dm in is tr at or fo r A dm in is tr at io n an d M an ag em en t, Mr. Ne lso n B. Co on . 
The  reas on  giv en  fo r th is  ch an ge  was  to  sa ve  M r. Coo n’s su pe rg ra de  by  as sign ing 
th e  EEO  Office to  him to  bo ls te r th e  f un ct io ns  of his  o ffice . M r. Co on  op po se d th e 
Age nc y’s 50 %  m in ori ty  hir in g goal,  his office is al l w hi te  an d his  re pu ta ti on  on 
Equ al  E m pl oy m en t O pport un it y  m a tt e rs  an d m in ori ty  af fa irs  is sim ila r to  th a t of 
th e  in fa m ou s Les te r M ad do x.
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On November 1, 1973, I prep ared  a plan of action for inte rviewing and paneling black  agent cand idate s which was submitted  to the  Adm inist rator. To date , no actio n has been taken . (A copy of the plan is submitted  for the  record as E XHIB IT  #4.) In December, 1973, I sub mitted a recom mendation and  request for a change of policy to begin hiring Special Agents at  the  GS-5  entry  level as well as at  the GS-7 level. The recommendation was subm itted to the  Adm inist rator and  would greatly  enhance the  DEA minority  recruiting effort since entering at  the  GS-5 level requires no previous law enforcement experience and would allow four years for training agents from entry  to the  senior journeyman  GS-12 level inste ad of thre e years. A copy of this  recommendation  is no t sub mitted for the  record because Mr. Durkin and the Office of Enforcement view the  proposal as “th e lowering of standard s” thus , the  Adm inist rator has not  approved  it nor has it  been retu rned to the  Personnel Office.
I personally recruited 12 black qualified police officers b y strolling home in the evening. Their appl ications were forwarded to Baltimore  with  inst ruct ions  to interv iew and make recommendations to headquarte rs. This was done in October and  November of last year. To date,  however, Baltimore  has refused to conduct panel  interviews although the  Baltim ore Region has had 15 Special Agent vacan­cies. A white candidate sub mitted at  th e same t ime was interviewed in December.Recently,  by the  direction of Mr. Durkin, the  Office of Enforcement has re­quired that  th e Office of Personnel  submit all completed Full Field Investiga tions and  applications for approval  on all Special Agent candidates  before an offer of employment is made. The Personnel Office must also clear all communications with  the  regions thro ugh  Mr. Durkin before releasing such communiques. Many minority cand idate s have been disqualified by the  Office of Enforcement based  upon the  contents  of the Full Field, and  within my judgment,  Mr. Chairman, there exists a serious Consti tutiona l ques tion as to whethe r a candida te for Fed­eral emplo yment can be legit imately disqualif ied for nonpay ment of debts , co­hab itat ion  with a member of the  opposite sex, traffic violations, misdemeanors, dismissed charges, non-aggressiveness, poor att itu de , etc., etc. as Mr. Durkin’s office is now doing. Full Field Investigations  are requ ired by the  Depar tment  of Just ice  for all Special Agent candidates before the y are hired to determine  sui t­abi lity  relative to the  n atio nal  s ecur ity. Mr. Durkin is using these  inves tigations, however, as selection instrum ents, and  I seriously  question  whe ther  disqualifica­tions  for  Federal employment made in this man ner would withstand  a court test .In  conclusion, Mr. Chairman, may  I say th at  the  pa tte rn  of behavior in DEA appears  to involve the  willful exclusion of minorities as Special Agents, par ticu ­larly blacks. (1) The size of the  black agen t workforce has no t improved since Jul y 1, 1973. (2) The Adm inis trator has no t direc ted the  Regional Directors to rec ruit  minority  candida tes. (3) Recommendations from the  Office of Personnel for improving minority  recruiting have  not  been approved . (4) The EEO Office has been placed und er a man who does not  suppor t Equal  Employm ent Oppor­tun ity . (5) Minority  candidates  are being disqualified on highly questionab le grounds. (6) The sta te  of minor ities and women throug hou t DEA generally shows low grades, one or two overseas, few in senior graded positions, file rooms are all black and all the other typically discr iminatory  p attern s. Are we to believe th at  all of this is not  caused by unequal  treatm ent , based solely on race, and th at  it all happens simply by coincidence?
Mr. Chairman, I would suggest th at  nothing shor t of d ire action will change the  illegal p racti ce of discr iminating  agains t minorities and women in Federal employ­men t. The Agency’s pa tte rn  has been the same since its inception almos t six years ago, and I see no hope under the  prese nt leadership th at  it is likely to chang e in six more years  unless corrective action is taken.
Based upon the  foregoing, it is my belief that  the  Drug Enforcement Adminis­tra tio n, by acts and  unw ritte n policy prom ulgated by William Durkin, Sam Bilbrough, John Lund,  Nelson B. Coon and other headquarte rs officials in conso rt with 19 DEA Regional Directors , arc willfully m anaging a conspiracy to discrim i­na te against  minor ities and women in violation of the ir Civil Righ ts and  the  Titl e VII Provisions of the 1964 Civil Rights Act with  the consen t and approval of the  Adm inist rator.
I respec tfully  request, therefore, th at  this  Subcommittee on Civil Rights and  Const itut ional Rights conduct  in-depth  inves tigat ions and  hearings on DEA min ori ty hiring  pract ices, Equal  Employment Opportunity , promotion  and assignment pract ices and  all oth er related matters per tain ing to the  tre atmen t and sta tus of minorities  and  women thro ugh out  the  Drug Enforcem ent Adm inis trat ion.
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EX HIBIT NO. 1
U.S. G o v e r n m en t  M em o r a n d u m ,

D e p a r t m e n t  of  J u s t ic e ,
August 6, 1973.

To John R. Bartels, Jr., Acting Administrator, DEA.
From: Vincent T. Oliver, Acting Chief, Personnel Management Programs. 
Subject : Equal Employment Opportuni ty.

This will acknowledge receipt of your July 31 memorandum.
Your first step is commendable. Be assured the EEO Officer Selection Panel 

will receive my serious and thoughtful professional a ttent ion.
Your presence alone represents a good sta rt. The Personnel Office has hired 

two Black GS-13’s jus t since and only because of your arrival.  In addition, 
several encouraging decisive management actions, on the par t of newly appointed 
Acting Regional Administrators,  have come to my attention; which seem to 
indicate  that, you have apparently  selected some managers who can and will 
manage with integr ity. Such organizational “ fresh air” is most welcome and furthers 
much needed credibility. Much remains to be done, however, if equal Black par­
ticipation is to become a reality in the DEA during your tenure.

At the risk of seeming presumptuous, may I  add th at the fu ture solution of the 
DEA “Black problem” may not be as simple as it may presently appear. It  will 
require, in the face of stubborn opposition which is qu ite elusive, the courage to 
initiate unprecedented actions mandated by law which no other Federal Agency 
Head has been willing to undertake  to date. I refer to a b rand of personal courage 
similar to that exhibited daily by our D-Narcs.

The job will only be done through uncompromising commitment transposed 
into forceful and decisive management action on the part of the Chief Executive. 
The shadow of the leader falls over the entire organization and all of its people.

I am hopeful that  you will ultimately win Senate confirmation and earn my 
unqualified support based solely upon results. You have the advantage of all 
the lessons of the pas t—most of which go unheeded in other federal agencies. 
Call upon me now or at any time in the future  to assist in any uncompromising 
responsible way. All judgment will be reserved.

WELCOME ABOARD!

EXHIB IT NO. 2
D r u g  E n fo r c em en t  A g en c y ,

September 11, 1974-
T el e g r a p h ic  M es sa ge

To: All domestic regional administrators.
From: John R. Bartels, Jr., Acting Administrator.
Subject: Minority recruiting.

Your region will recruit, panel, recommend and forward the required forms to 
Headquarters for 10 black 1811 candidates on or before COB October 30, 1973. 
This number of candidates will be in addition to those minority candidates  in 
Headquarters from your regiori as of September 15.

By November 30, 1973, 10 more minority 1811 candidates and 5 more 1810 
minority candidates will have been forwarded to Headquarte rs for processing in 
addition to those above. By December 31, an additional 10 and 5 respectively 
will be in Headquarters for processing.

Emphasis on blacks as well as Oriental, Hispanic, and other minority groups 
is required.

All regional DEA offices will recruit in stric t compliance with Civil Service 
Commission X-118 qualification standards. Either one year of law enforcement 
experience plus three  years of other general experience or four years of law 
enforcement experience or one year of law enforcement experience plus a college 
degree or any combination of these is fully qualifying. A college degree is no 
longer an abritary condition of employment in the Drug Enforcement Administra­
tion and is not a mandatory qualification requirement. I shall anticipate vigorous 
cooperation from each regional administrator in my effort to make the DEA 
minority recruiting program a success. If you have any questions or inquiries 
regarding my intentions on minority  recruiting, please contact me personally 
by telephone.

[Exhibi t No. 3 is available in the Subcommittee's files.]
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EXHIBIT  NO. 4
B lack  Age nt s and  th e DEA M is si on — A P os itio n P ap er  

(By Vincent T. Oliver)
P ar t I

T he  Dru g E nf or ce m en t A dm in is tr at io n ha s less th an  100 Black  Sp ec ial  Age nt s ou t of a to ta l of mor e th an  200 0. Thi s is du e,  in part , to  re cr uit in g  an d hi ring  pr ac ti ce s ov er  a  5 -y ea r per io d sin ce  th e Age nc y’s in ce pt io n in 1968. Su ch  pra ct ic es  ha ve  and co nt in ue  to  lim it  th e num ber  of Bl ack ag en ts  hi re d in DEA  to  th e  de tr im en t of t he  Age nc y’s m iss ion. Thi s as se rt io n is con fir med  b y th e DEA  p ra ct ic e of re le ga ting  it s lim ited  n um ber  of  Bl ac k ag en ts  to unde rc ove r w ork an d r ep ea te dly  dr aw in g up on  th e few Bl acks  av ai la ble  fo r sp ec ia l as si gn m en ts  in o th er region s which  ha ve ei th er  lim ited  or  no  Blac k agent pe rson ne l. (Se e Polk -l io ss  lt e p o rt - 1972.)
The miss ion of th e  D ru g Enf or ce m en t A dm in is tr at io n is to  a rr est  an d co nt ro l th e m an ufa ct ure , flow , d is tr ib u ti on  and sa le  of ill ici t dr ug s w ithi n th e co ntinen ta l U ni te d S ta te s an d it s co nt ig uo us  st a te s an d to  in te rd ic t th e  inf lux  of su ch  dru gs from  fo re ign source s.
A sign if ic an t por tion  of ill ici t dru g tra ff icke rs  th ro ughou t th e U nit ed  S ta te s m a in ta in  cl an de st in e ope ra tion s,  co nc ea led fro m det ec tion  by  race , in ce ntr al  u rb an  ce nt er s of high  den si ty  Black  pop ul at io ns . The  a rr est  an d in di ct m en t of Bl acks , fo r a lle ged dr ug  vi ol at io ns  in th e ci ty  of Ne w York,  fo r ex am ple,  is dis pro ­port io nate ly  hig h as  co m pa re d to  th e no n- m in or ity  po pul at io n. (See  Hou se  Civil  R ig ht s Ove rs ight  Subco m m it te e’s tr an sc ri p t of th e  1973 DEA  Reo rg an iz at io n)  DEA , ho wev er , ha s less th an  15 Bl ac k ag en ts  ou t of mor e th an  250  as sign ed  to  Ne w York. It  is ob viou s th a t su ch  cl an des tine  oper at io ns ca n re m ain co nc ea led an d o ut of DE A reac h part ly  be ca us e th e  A dm in is tr at io n ha s an  in adeq uate  num ­be r of Bl ack ag en ts  t o penetr ate  su ch  ope ra tion s in Amer ican  ci tie s hav in g Bl ac k po pu la tion s of more th an  100 ,000 . W hi te  ag en ts  ca n,  by  th e m os t obj ec tive  log ic,  fu nc tion  in su ch  ar ea s w ith  on ly  lim ited  ef fecti ve ne ss . Thu s,  co nt in uin g fa ilur e to  ge ar  DEA  re cr uit in g  an d hi ring  pr ac ti ce s to  re al is tic DE A miss ion ne ed s ac ts  as  a d ir ec t de te rr en t to  DE A miss ion ac co m pl is hm en t. Th is , of co urse , as su mes  th a t th e DEA  is e qu al ly  c on ce rn ed  w ith ar re st in g  ill ici t dru g tra ffi c in u rb an  co m m un i­tie s and su bur ba n co m m un it ie s al ik e.
If th e  Dru g Enf or ce m en t A dm in is tr at io n  is to  es ca la te  miss ion suc cess , hig h de nsi ty  u rb an  traf fick in g ar ea s of th e  U nited  S ta te s m ust  be  penetr a te d  an d sh ar ply  im pa ct ed  th ro ugh  es ca la te d  and  unre le nting  in ves tiga tion, su rv ei llan ce  an d un de rc ov er  DEA  ac ti v it y  of bro ad  scope an d un lim ited  dep th . Bl ack D EA  C rim in al  In ves tigat ors , ca pa ble  of ga in in g unre st ri c te d  access to  u rb an  co m­m un it ie s ea ge r t o d iv est  th em se lv es  of th e dru g men ac e,  ha ve  the g re at es t pote nti al  for  p ro vi di ng  b oth  t he scope an d de pth re qui re d to  c ar ry  o ut  su ch  a cti v it ie s, th ere by  fa ci li ta ting  ov eral l DEA  mission  suc cess . Rea so na bl e ju dgm en t d ic ta te s,  th ere ­for e, th a t DE A miss ion ac co m pl is hm en t can be gr ea tly en ha nc ed  by  th e addit io n  of larg e nu m be rs  of Bl ac k Sp ec ial  Age nts th or ou gh ly  t ra in ed  in D ru g E nfo rc em en t A dm in is tr at io n en fo rc em en t pr oc ed ur es  by  th e  DEA  N at io nal  T ra in in g In s ti tu te . Thi s ap pro ac h sh ou ld  in no  way  be  co ns tr ued  to  im ply th a t Bl ack ag en ts  sh ou ld  wo rk on ly  Bl ack ca ses no r th a t on ly  W hi te  ag en ts  sh ou ld  work W hi te  cases . I t do es  mea n,  ho wev er , th a t th e  ov er al l DEA  mi ssi on  ca pabil it y  co uld be  ta ct ic al ly  st re ng th ened  by  th e  ad dit io n  of fa r g re at er  nu m ber s of Bl ack ag en ts .
One of th e m aj or im pe di m en ts  to  th e  success ful  hi ring  of Bl ac k Crim inal  In ­ve st ig at or s on  a la rg e scale th ro ughout DE A is di re ct ly  a tt ri bu ta b le  to  th e fa ct  th a t th e  ag ent pa ne ling  process, now ex clu siv ely  co nt ro lle d a t th e  region al lev el , ha s fo r th e  m os t pa rt  ex clu de d sufficie nt nu m be rs  of Bl ac ks  as pa ne l m em be rs  to  in su re  se lect ion of sign ifi ca nt  nu m be rs  of Bl ack ca nd id at es . To  dat e,  ag en t pa ne ls  th ro ughout DEA  hav e us ua lly  be en  ei th er  ex clu siv ely  W hite , or  a t be st , ha ve  includ ed  on ly  on e Bl ac k on  a  pa ne l of th re e.  The  DE A miss ion ca n no long er  aff ord th e  lu xur y of th e usua l re su lti ng  “not  qu al if ied”  ra tional iz at io ns of no n-  Blac k pa ne l m em be rs  aft er  pa ne lin g Black ca nd id at es . A m in ori ty  re cr uit in g  co nfer en ce  he ld  in headquar te rs  tw o ye ar s ago in Nov em be r, 1971, de al in g with  th e sa m e prob lem, reve aled  a tt it u d es in no n- m in or ity ag en t re cr ui te rs  an d pan el  m em be rs  such  as “ th ey  (B lac k ca nd id at es ) are no t qu al if ie d, ” “ th ey  don’t ha ve  th e  gu ts ,”  “ wo uld  yo u w an t on e fo r your  pa rt n e r, ” etc.
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R ational iz at io n  is m os t of te n high ly  pe rson al  an d av oids  o bj ec tive  c on side ra tion  
of  o rg an iz at io na l ne ed s, no m att e r how cr iti ca l. Thu s,  from  an  ob je ct iv e vie w,  th e 
m os t re as on ab le  so lu tion  to  th is  as pe ct  of th e  Blac k agen t re cr ui ting pr ob le m  in 
D EA  is to  ass ign  Black  ag en ts , ei th er  i n a m ajo ri ty  or  exc lusiv ely,  to  pa ne ls  which  
sc reen , in te rv iew, se lect,  an d reco mmen d Blac k ag en t ca ndid at es . Whil e su ch  an  
ap pr oa ch  m ay  be  re ga rd ed  as di sc rim in at io n in re ve rs e by  th os e wh o te nd  to  
ra tio na liz e,  it  does,  in  fa ct , re pr es en t th e in se rt io n of ra ti onal  ba la nc e in  th e 
pa ne lin g process  th ro ugh  eq ua l di sc rim in at io n—pe rh ap s th e on ly  re al is ti c m ea ns 
of  ob ta in in g th e nu m ber  of Blac k ag en ts  es se nt ia l to  th e  mission  ne ed s of th e  
Dru g Enf or ce m en t A dm in is tr at io n w itho ut  im po sing  quota s or  nu m er ic al  goals .

Par t II

In  or de r to  so lve th e  pa ne ling  pr ob lem, th e fo llo wi ng  c ha ng es  ar e ne ce ss ar y an d 
sh ou ld  be  e ffec ted  i m m ed ia te ly  by  th e Pe rson ne l Office in th e in te re st  of im pr ov ed  
DEA  miss ion su ccess an d to  st re ngth en  th e capab il it y  of th e  Age nt  wor k for ce 
to  ca rr y out th e  DEA  mission :

1. N ot ify th e  fo llo wing  Sp ec ial  Ag en ts th a t th ey  hav e be en  se le cted  to  se rv e 
on  a 3- m em be r pa ne l to  sc reen , pa ne l, in te rv ie w  and re co m m en d Black  Age nt  
ca nd id ate s for  hi re :

Car l Ja ck so n,  K ennet h  Cl ou d,  P et e D av is , C larenc e Co ok, Glen Co op er , 
an d Ja ck  Pet er so n.

2. Des ig na te  th e  D eputy  Pe rson ne l D irec to r as  th e  Pan el  A dm in is tr a to r and 
as sig n him re sp on sibi li ty  fo r all  ad m in is tr a ti ve ar ra ng em en ts , te ch ni ca l ad vi ce , 
gu idan ce , su pport  and as si st an ce  re la te d to  th e  panel’s work. li e  will  be in a tt e n d ­
an ce  a t all  pa ne ls  as  a non -v ot in g ad vi so ry  m em be r.

3. N ot if y th e su pe rv isor s of all  pa ne l m em be rs  in w ri ting  th a t th ey  wil l be 
re le as ed  from  th e ir  us ua l du ties  to  ca rr y ou t pa ne lin g re sp on sibi li ties  whe n 
as sign ed . Su pe rv isor s will  th en  be  no ti fied  in ad va nc e ea ch  tim e a  pa ne l m em be r 
is re qu ir ed  to  se rve.

4. Of th e  six pa ne l m em be rs  de sign at ed  ab ov e,  th re e a t a tim e wil l pan el  Black  
can did ate s in headquart ers  and /o r tr av el  to  th e region s to  per fo rm  th e sa m e 
fu nc tion . Pan el  m em be rs  wil l be ro ta te d  wh en  tr av el in g  to  th e  region s so th a t no  
sin gle  m em be r wil l ha ve  to  be  on th e ro ad  excess ive ly . The  Pa ne l A dm in is tr a to r 
m ust  a tt en d  all  pa ne ls  co nd uc te d in hea dquart ers  an d th e  reg ions .

5. I t  will  be  th e  Pa ne l A dm in is tr at or ’s re sp on sibi li ty  to  co n ta c t all  region al  
office s to  de te rm in e wh en a m in im um  of te n m in ori ty  ca ndi dat es  hav e be en  
re cr ui te d by  any on e region . At su ch  tim e,  th e  Pa ne l A dm in is tr at or wil l se lect 
th re e pa ne l mem be rs , se t up  a pa ne lin g sche du le  in  co nj un ct io n w ith  t he 3 -m em be r 
pa ne l to  in te rv ie w, ra te  an d reco mmen d ca nd id at es .

6. I t will fu rt her be th e Pa ne l A dm in is tr at or’s re sp on sibi li ty  to  re tu rn  to  hea d­
quart ers  w ith  all  ne ce ss ar y pap er  work on ea ch  ca nd id at e,  ha ve  ph ys ic al  ex am in a­
tion s an d F F I ’s in it ia te d  by Pe rson ne l an d fol low  ev er y ca ndid ate  th ro ugh  to  a 
fin al “ se le ct ” “ no n- se le ct ” conc lus ion .

7. In  ad di tion , th e  Pan el  A dm in is tr at or’s dut ie s will includ e co ord in at in g th e  
hi rin g, ce rt if icat io n,  appoin tm ent,  cla ss ifi ca tio n an d pr om ot io n of all m in or it ie s in 
hea dq uar te rs , and he will hav e fu ll use of all  Pe rson ne l Sp ec ial ist s to  ac co m pl ish 
t hese  ta sk s.

8. Fun din g of th e  P an el ’s tr avel an d th a t of th e Pan el  A dm in is tr at or will  be  
ac hi ev ed  from  Per so nn el  fu nd s.

All of th e  ab ov e re pre se nts  idea s which  hav e be en  discussed m an y tim es  sin ce  
Ju ly  1. The re cr uit in g  of Black  ag en ts  will on ly  su cc ee d th ro ugh har d wor k an d 
ac tion  o n th e p a rt  o f com m it te d  c om pe te nt  in di vi du al s.  Af fir ma tiv e ac tio n re qu ires  
ac tion  ra th e r th an  po lic y,  fu rt h er discus sion  and  de lay s.

Mr. E dwards. Mr. Blommer?
Mr. Blommer. No questions.
Mr. E dwards. Mr. Rangel?
Mr. Rangel. Could I just join with the Chairman in thanking you 

very much, Mr. Oliver.
Mr. E dwards. M s. Robinson?
Ms. Robinson. No.
Mr. E dwards. You have been very helpful. Thank you very much.
[Whereupon at 12:15 p.m., the  subcommittee recessed subject to the 

call of the Chair.]
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