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I. INTRODUCTION

 On February 13, 2003, the Committee on Fire and Criminal Justice Services, chaired by Council Member Yvette Clarke, will hold an oversight hearing on  “FDNY Female and Minority Recruitment.”   Those expected to testify include representatives from the Fire Department, the United Women Firefighters, the Vulcan Society, the F.D.N.Y. Hispanic Society, and NOW Legal Defense and Education Fund, as well as other advocacy groups and interested members of the public.

Female and minority recruitment has been a perennial problem for the Fire Department.  The numbers speak for themselves: of the uniformed members of the Department, 93% are Caucasian, 2.57% African-American, 3.64% Hispanic, 0.27% Asian, and 0.52% represent other nationalities; 99.7% are men and 0.3% are women.
  The Police Department, in contrast, consists of 55% minorities and 23% women. The FDNY readily admits these numbers constitute a problem.  Commissioner Scoppetta, for example, recently stated the following: “This is a city that has more than 50% people of color. The Fire Department is 93% white and male – there’s something seriously wrong with that picture.”
  

The Department has taken numerous steps to improve its recruitment of women and minorities, and has achieved some success. Women and minorities represented 3.4 percent of the Department from 1990 to 1995 but increased to 7.2 percent from 1995 to 2000.
  Notably, the FDNY has established a full-time recruitment unit, with a separate budget, whose objective is to increase minority and female representation in the FDNY. Nonetheless, the Department’s recent recruiting efforts have not attracted and retained women and minorities in substantial numbers, indicating the FDNY’s recruitment strategies need further overhaul.

II. CURRENT STAFFING LEVEL


New York lags severely behind other large cities, such as Los Angeles, San Antonio, Philadelphia and Chicago in terms of female and minority membership. Each of these cities, in contrast to New York, has a uniformed firefighting force that is 30 to 50 percent African American and Hispanic.
 Moreover, women compose 1.5% to 3% of these cities' departments, and up to 16% of other large cities, as compared to New York with less than one percent in its membership.
   

The FDNY swore in a new class in July 2002 and intends to swear in another in February 2003.  The July class of 301 has a 15% minority membership, 14 African-American, 31 Hispanic, and one Asian, but contains no women.
  Another class of 250 firefighters is scheduled to be sworn-in this month.
  The number of women and minorities in this class has not been disclosed as of this writing.
In September 2002, 7,000 individuals applied to take the FDNY’s written exam, of which 20% were minority applicants.
  This number of applicants is a sharp decline from the previous exam given in February 1999, in which 22,821 individuals applied and 25% were minority candidates.
  The Department extended the September 2002 written exam by one month due to the low number of applications.

III. HIRING PROCESS

 
The FDNY hiring process is extremely competitive, as only the top three percent of candidates are invited to enter the academy.
  To qualify for appointment, candidates must take a civil service exam, complete a physical test of firefighting skills, and pass medical, psychological and background checks.
  The scores from these tests are averaged and the top scores are ranked on a list from which hires are made, a process that takes approximately four years.
   


With a four year hiring process, advocates argue it is imperative that the Department provide an incentive or mentoring program for candidates to ensure that those who are recruited and pass the necessary exams, maintain an interest in working for the Department.  As former Commissioner Thomas Von Essen testified in the September 28, 1999 hearing on this topic, “People who don’t grow up with [a relative in the Department] have a definite disadvantage in terms of familiarity with what to expect. Our recruiters in meeting after meeting contrived ways to communicate those mysteries to their recruits. They needed to be that cousin, uncle or aunt. You can’t just put an ad on TV or a sign on the subway and convince people it’s ok to run into fire. It takes personal hands on mentoring and dialogue.”  As women and minority candidates do not usually have relatives in the Department, it is much more difficult to attract these candidates and maintain their involvement during the recruitment process.  

IV. COURT ORDERED REFORM

In the past, federal action has led to changes in hiring practices within the Department.  In 1973, a court ruled that the Department’s hiring test was biased and ordered that one out of every three new hires be a minority, which led to the hiring of 126 blacks and 25 Hispanics.
 The court order has since expired, however, and as a result, the number of minorities began to decline in the 1990s when these hirees became eligible for retirement.
  Similarly, New York City hired its first forty women firefighters in 1982 after a federal judge ruled that the physical test discriminated against women.
  Since 1982, the number of women firefighters has decreased to twenty eight.
   
Court imposed reform is a possibility in the future, as a federal complaint against the Department was filed by the Vulcan Society, a fraternal group representing several hundred black firefighters, alleging that the Department discriminates against African-Americans in hiring and promotions.
   

V. AUDITS OF THE FDNY’S RECRUITMENT EFFORTS BY CITY’S EQUAL 

     EMPLOYMENT PRACTICES COMMISSION 

The Equal Employment Practices Commission (EEPC) is empowered under the N.Y.C. Charter to audit and evaluate the employment practices of City agencies to ensure equal employment opportunity for women and minorities.
  The Commission conducted audits of the FDNY in 1994 and 1999 and issued recommendations to the Department following each review.  

On September 28, 1999, the Department testified before this Committee on the status of their recruitment and hiring initiatives prior to administering the 1999 written exam.  Some of the recruitment initiatives that were described to the Committee at that time include: 

1. Developed a Residency Requirement Credit for applicants that have lived within the City of New York for at least one year prior to taking the firefighter exam.  

2. Negotiated with DCAS for the administration of more frequent exams – a promotion to firefighter exam every year and a competitive written test every two years.

3. Implemented tutorials in each borough for the written and physical exam. A special program for women candidates was also implemented.

4. Established a recruitment hotline and telephone bank.

5. Distributed 150,000 recruitment postcards; mailed 11,5000 invitations to recruitment fairs. 

6. Created an advertising campaign aimed at women and minorities, directed specifically towards applicants who have the capability of passing the test such as student athletes, gym members, and military personnel. The campaign included television, radio, newspaper, and subway station ads.

7. Held recruitment days at FDNY headquarters, churches, youth days and special events.

8. Made personal calls to 2,000 female candidates.

Despite these programs, the EEPC’s 1999 audit, issued on May 25, 2000, expressed serious concerns with Departmental efforts to increase the representation of women and minorities. 
 The EEPC “found a number of deficiencies in the Department’s activities and strategies and noted that some of the 1994 Recommendations were either not implemented or implemented ineffectively.  Furthermore, the Department failed to comply with several provisions of the City’s Equal Employment Opportunity Policy, issued by the Department of Personnel (now Department of Citywide Administrative Services) in 1996.” 

Correspondence between the EEPC and the FDNY from May 2000 through October 2000 related to the EEPC’s audit of the 1999 written exam indicates that the Department implemented some of the EEPC’s recommendations including the following: a separate line item budget that captures all recruitment efforts; disbursement of five transfer points to field personnel who work as recruiters for at least two years; working with the Department of Citywide Administrative Services (DCAS) to issue an annual exam to the EMS personnel that, if passed, would promote these groups to the title of ‘firefighter,’ and the biannual administration of the written firefighter exam.  Recently the Department also agreed to create a standing recruitment Advisory Committee with the make-up proposed by the EEPC: one representative each from the United Women Firefighters, the F.D.N.Y. Hispanic Society, and the Vulcan Society as well as representatives from three other fraternal organizations of the Department’s choosing.  

Since the Department’s 1999 testimony before the Committee on women and minority recruitment, the Department has implemented several other recruitment initiatives:  

1. Implemented the $2.7 million “Heroes Wanted” ad campaign, funded by the multicultural marketing and communication company PASS, which displayed 700 diversity ads on billboards, bus shelters and telephone booths throughout the city on a weekly basis from June 15th to September 30th 2002.

2. Established a recruitment unit, budgeted at $1.6 million, whose primary objective is to increase minority and women representation in the FDNY.  This Unit is staffed by 12 firefighters both full duty and light duty and an additional 6 to 8 light duty members participate in the unit each day. Their duties include speaking engagements at various events, general outreach and the distribution of flyers, contact cards, and posters.  From July through October of 2002 this unit held 477 events/presentations.

3. Increased diversity mailings to candidates in the Recruitment Unit’s database from August to October 2002.

4. Designed and implemented specific initiatives to recruit women:  Sent invitations to all women EMS to attend sessions for the open competitive exam (113 women are eligible to take the exam); mailed 1,200 letters to all women in the recruitment database (21% of the 24,000 entries in the database as of October 24, 2002 are women); partnering with Non-Traditional Employment for Women; detailed two women to assist the Recruitment Unit with marketing and outreach to women candidates; and established a budget for necessary details and overtime to women firefighters for recruitment events.

5. Held written and physical exam training.

Although the Department has taken the above steps, the EEPC, in its December 2002 meeting, noted that the Department has failed to implement four corrective actions.
  These actions include a year-round recruitment team that is race and gender diverse, full involvement of the Advisory Committee in recruitment, documentation of mentoring activity, and adverse impact studies regarding the FDNY’s 30 college credit requirement and written firefighter exam.  In conversations with the EEPC, the Committee learned that the Department is taking under advisement the possibility of conducting the adverse impact studies, a recommendation made by the Commission in its 1999 Audit to determine whether Department hiring practices screen out members of historically under-represented groups.
  In the past, the Department contended that DCAS is responsible for conducting these types of studies, whereas the EEPC maintained that the FDNY is required, under the City’s Equal Employment Opportunity Policy, to conduct studies of this nature.
 

Of the above mentioned reforms that have not been implemented by the Department, the EEPC has noted that the adverse impact studies and the full involvement of the Advisory Committee in recruitment are the most pressing issues.
  A heightened recruitment campaign, according to the EEPC, is useless, if later tests systematically screen out women and minority candidates. In the EEPC’s Audit of Departmental recruitment for the 1999 exam, the EEPC found that “the pass rate for Caucasians on the written portion of the exam was 91.6% while the corresponding percentages for African Americans and women were 61% and 69.5% respectively. These numbers indicate adverse impact according to the federal government’s “Uniform Guidelines on Employee Selection Procedures,” – the pass rate for one group is less than 80% of the pass rate for the group with the highest selection rate.”
  Moreover, the Commission noted that the full involvement of the fraternal Advisory Committee in recruitment strategy and decision-making would provide a more balanced input to Departmental recruiting initiatives.
   

In addition, while advocates generally agree that the Commissioner and Mayor are committed to hiring more women and minorities, they contend that the institutional culture at the FDNY remains resistant to change. They note that the Department has a significant burden to overcome in convincing women and minorities that the FDNY seriously wants them. Advocates have argued that the FDNY needs a recruitment unit that is staffed with experienced recruiters and needs to rely more on pro bono opportunities from the professional advertising community. Until the Department creates a more experienced recruitment unit and fully embraces fraternal societies in planning its campaigns, advocates believe that the FDNY will not attract women and minorities in large numbers.
In April 2003, the next EEPC meeting, the EEPC will determine whether it will take the extraordinary step of issuing a report to Mayor Bloomberg on the FDNY’s non-compliance with audit recommendations.  Since the EEPC began auditing departments in 1993, it has never had to issue a report of this kind and has always been able to negotiate with agencies to ensure audit compliance.
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