IN "BHE UINeLa SRS SRR SRS R @RI

FOR THE BEASTERN DISTRICT OF PENNSYLVANIA

EQUAL EMPLOYMENT OPPORTUNITY
COMMISSION, et al.,

Plain@iffs, Civil Action No. 73-149

Vu‘

AMERICAN TELEPHONE AND TELE-
GRAPH COMPANY, et al.,

Defendants.

AFFIDAVIT OF DAVID A, COPUS

DISTRICT OF COLUMBIA, SS:

David A. Copus, being first duly sworn, on oath deposes
and says:

1. My name is David A. Copus, T Shiilebime CLacs ar o
National Programs Division; Office of Compliance, Eqgual
Employment Opportunity Commission, 2401 ST E ot i i
Washisgkon, DL C. 20506 ("EEOC"}.

2. 7PFrom October; 1970, to February, 1973, 1 s
the BECC's investigakion of, and litigation involving, ZiiSasSes
Telephone and Telegraph Company ("AT&T") and its associated
Bell System operating companies ("the companies") named as
defendants herein. :

3. Beginning in December, l97d, when the EEOC intervened
in the AT&T rate case before the lFederal Communications

Commission ("FCC"), a special Task Force wag formed by EEOC

to coondimafeihst  affart ., whichel icoear.



4. During its investigaticn he Mol dn b on
2. Assembled voluminous statistical data
on the race/sex/ethnic composition of
the "Bell Sgstem workiare, Ioi2ini@ion Ealelle

Wede lewgsilscomleany, facility, ete s

.  TEaalysali theli reargitment, hiring, and

Ye
<

promotion pdlicies and patterns of &ie
GEmpanies , Ancluding turnover, growtily
past practices, and transfers:
c. Examined the companies' educational, testing,
and experience requifements for all major
Job: claseificaticmas
d. Studied the wage and salary structure
for all major Jjob SisEites
e. Analyzed the companies' training programs
for management and nonnmanagemeﬁt positions;:
f. Retained numerous experts to examine the
avallable data; and
Sf ¢ Re&iewed approximately 100,000 pages of
Bell System documents relative to the
cnple RN Pactices of the companys
5._ Based on. this evidence, the EEOC oongluded not only
that a prima facie case of employment discrimination was
refilaetadE R EIEIE S tical data collected, but alsoiss
more than sufficient corraborating evidence was- available
to prove the allegations of what later became the government's
Complaint herein. (Appendices &L, III, IV _arid S tolRilisuis s

il




Response to Defendant Igtevienons' Desftilano. ot Madi fy
Consent Dacree were originally developed as part of the
Task Force's statistical dath f¥om Inieism sEhen S hee Sl
the companies in response to discovery requests.)

6. BReginning in October, 1972, EEOC, the Department of
Labor and the Department of Justice began negotiations with
AT&T (representing itselfl'and the operating companies) in
an effort Eaeaahtal settlemenit.” Thede negotiaticonsh conitingycd
it e e 3, wien they culminated in the Copsent loses
and Memorandum of Agreement entered herein on January 18,
1973. ‘

7. The relief provided in the Decree was the subject
of extensive disc¢ilission and the product of the knowledge and
expertise developed by the members of the Task Fofce and .
the other government representativés during the investigation
referred to above. Other than the monetary relief (which
is not an issue in the instant action), the major prospective
relief provided by the Decree was the establishment of goals
and timetables for the hiring and promotion of race/sex/ethnic
groups which were previously discriminated againstl TTFhe D=
structure of the system of goals and timetables is based on
an earlier agreement between AT&T and the Genexral Sexrvices
Administration ("GSA") and was designed to meet the PEOEEENEEEE.
administrative requiremepts of Executive Oxder 11246.

8. The Decree provides for the setting of goSSESEEE

each appropriate race/sex/ethnic group for each of 15 affiz-

mative action job classifications ("aajc") for each eSS ECHENENEIN

-3



ment in the Bell System+ i The aagB¥s" s evalistinags. of \gobs
with functionally similar or related duties and wage levels
©he othef connexities; én establishment is a defined
geographic area usually corresponding to a particu%ar labor
market area and company administrétive O¥ SETVILde i
9. In deciding what. the appropriate level of particular
4 3 4

geale- shopme iBie, et following Ta@tord). intayr alie, wase

considered:

a. race/sex/ethnic composition, utilization
patterns, and unemployment rates in the
labor market;

b. the skill and educational requirements of
the positions within each aajc;

c. the training necessary and/or normally
provided by the companies for certain
positions;

d. Jjob descriptions for the major job titles;

e. turnover and growth patterns;

T hebsraday/Yas/etilc Profvlcs Bossarl
majer, jeb" titles;

g. past higing =nd Pmemotion patterns:;

bt Eealisfer.dnd pRentleon YElow" patterns, -and

i, availability of persons in each race/sex/
etlmic gro;p both within and outside the

companies, with the skills and education to

perform the various jobs in each aajc.
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AHORERRIPL f e =t ke oD e e 15, I O tlhae Derrde, & G @mmineiets

Coordinating Committee {(GCC) was esgstablished after the entry
o the: RDetivee, “E0 coor&inate.monitoring and compliance review
functions of the several government agencies involved.

115 Becdiilng sl anril , 1974, nembers of the GCC
conducted statiehi@alaldits and cn-site field reviews of
each company to evaluate per%ormance under the Decree during
197 3: RBhcuenediires used for the reviews ineluded:

a. Detailed analysis of statistics to determine
whether and to what extent race/sex/ethnic
hiring and promotion shares were not heing

:

N ER

P

s SExamination of compans embloyment offiges
records (employment applications, test
regulits; Tdit raduidibions et ) «

¢, Brxamination@ transfer burseu " re@ercs’ (gob
reguisitions, transfer ‘requesital s S S v
aotion ‘Gverride daté, SGorage 2h

d. Interviews with EEO personnel;

~e. Interviews with employees who are members
o coFtaing Fide/ sex/athnic gFcupssand Wio
could be expected to possess information
relevant to a company's compliance with
‘the Decreé;
f. Observation of technical training facilities;
g. Examination of management training programs;

h. Examination of compliance monitoring

technigues; and




bl

i. Analysis of the companies

axp Yagiat Do
for missed hiring and promoticil O jec L i
Onv the basls of this informaliion; €he GUEdetE NN
whether or not a company was in compliance with the Decree
during 1973. If a determination of non-compliancse was miade
the company was so advised by letter and a list of job classes
and race/sex/ethnic groups fofiwhich the ¢CC found a Ysignifi-
cant deficiency" was forwarded to the company. Factors
considered in the decision‘of whether a missed target consgtitu—
ted & “ERgiEriEsnie defaciency” included the gize of the original
target.  seleta sl ol ifhe. "miss” , the propoxtien and avrailability
of the particular race/sex/ethnic group in the workforce, the
recruitment efforts (internal and external) of the company or
kN
establishment, and any othexr information brought to the attention
of the GCC. Deficiencies were not assessed for every hiring
and promotion share not ﬁet, and in some cases, the sirze of
a deficiency was‘reduced.because'of company ‘s "goed faltR

efforts," or other special circumstances.
In addition, across-the-becard reductions were made for
deficienciles in some aajcs which were considered "non-traditional."

Appendix A to the proposed Supplemental Order sets forth the

methods employed in the reduction process.
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