
THE WOMIEN IN LAW ENFORCEMENT TASK FORCE R,EPORT 

OVERVllEW 

The Women'" Law Enforcement Task Force (WLET) was appotnted by Dtrsctor 
Stanton 1in November 1999 for the purpose, of l1ooking iinto issues concerning 
women wtth law enforcement commissions in th 025 park ranger s·eries, the 
1811 criminal investigator series1 and the 083 park police, officer series. Th1is 
report relates to our findings1 specificaUy the problem issues identified and the 
action items developed to mitigate or corr1ect them_ These action items are 
recommended for implementatio,n 'Via a five-year action plan designed to counter 
current and past effects of gender bias, sexual harassment, .and hostile work 
environment within the NPS law enforcement program. The target comp~eUon 
date for the action plan is October 1, 2005. 

The WLET has met twice_ Tha first meeting was. in Phoenix, AZ fair three days 
during the week of March 13, 2000. and the second meeting was in Washington, 
DC for an addi1tional three days during the week of June 31 2000_ During the 
tiime we have been a1 task force, we have reviewed a great deal! of pertinent 
information_ Some of this information originaitedl from within the NPS_ Through 
surveys of commissioned National Park Servic (NPS) and U.S. Park Potice 
(USPP) womenl Superintendents, and Chief Rangers, the WLET was able to 
assess how these employees viewed the role of women in our law enforcement 
programs. Other information was provided by outside sources such as the 
Nabonal Center for Women and Po,lic1ing and the Massachusetts Institute of 
Technology (refer ta the attached bibli,ographyJ. A presentation on the class 
action lawsuit and resulting cons;ent decree against the U. S. Department of 
Agriculture, Forest Service (USDA FS). Southwest Region was an additioinall 
key component of this lat.ter aspect of our review. 

SUMMARY _QF FINDINGS, 

Feder.al Law Enforce1ment Training Center (FLET1C) records ind1icate 469 
women completed the NPS basic Jaw enforcement for lland manaigement 
program between 1977 and 1999. This is 20% of the tota I NP S trainees (does 
not include USPP tra1inee data but does inciud& NPS women now in special 
agent. positions). The current percentage for NPS wo1men in law enforcement 
park ranger and special a.gent positions combined e,s 16.3o/o; Not onty does this 
sh'OW little change in twenty yearst it indicates an inabihty to retain wom,en in 
these posi1tioins. The International Association of Ch1iefs o,f P1olice (IACP) 
identifies orga1ni2ationaJ culture as a s1ignificant obstacle en the retention of 
w,omen and minorities that is not read1ily overcome in or1ganizations where they 
have been traditionally absent Their related course presentations, state 
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org ntzati n 1i cultur- i:s difficult to c ng · until und rrepr sented groups 
a ieve r pr, : .. nt Uon in, th 20-25% ran. . Sim1H rly, th · PS Strat . ic Plan 
(goail lrV .. a.4} cal s 'for 258A increa e in nine t r1

• · , d · · r• by 20 · 5 so as to 
incr as . the rvicewid , repre ntation of und m ·J)r - ·. nt: , groups_ Th 025 
park rang . , . nd 0831 p ro 1offii1. · r se' 11 s are among th . · e targ ted occup lions,_ 

The consulting firm1 Li · hthou e As ociate condu d the survey · nd focus 
group 1 

· tudie for . NPS na USPP. P r l1ndu ry st nd -rds t1 rdin .. uch 
res1earch, negati~ respon~ s from 25% or m1or: of th r _ ond · nts i1ndicate an 
,org nization in crisis. Notabt on it face w _ t · dramaUc dirffereno . in 
response from emptoyee- v. Superintendent, n . Chi Rangersi an indicator 
that NPS mana ers 1. ck un. -r tanding of th conce s of women wor:king1 in th . 
law nforc . m nt programs under the:ir upsrv1i ion. The five most negaUv 
cat . · ori s of response by NPS women (and au , U in exce . s of the 25% 
tandard) re: recrurtm nt; retaliation, tim .'IY r ·solution of eomptaint ,, 

promotion , nd tr ining i1n EEO yp matters such as s,ex 1 I har ssm·ent nd 
diversUy. Survey r , ult , by USIPP wom n w. e lso gejner lly unfa.vorabile an 
ind1i1cate ~h , US 1PP wor1k nviro ment in ds ignifiicant impro~em . nt a . well . 
Togeth . rt th ·. - ,e response re alarmin,g indi 1cator thf t syst mic disparate 
treatm nt of worn n, includin · xue1I h ment, d .' . xis,t in both the NPS 
a d USPP law nforcement program . 

Whi I there is no compa ·. · ble . tudy on th - numb rs of women working a 
Fe er I~ w nfor-cement officers, the WLET did r · view ~h 1999 study of state,j 
cou ty, 'nd local ag nci _ s by th N rlional-C.enter For Women In PoHcing which 
showed wom n repres-ented 14% of swom officers. 11"1 NPS is sli1ghUy bo~e 
thi:s average (16.4 %) i'n the number of women in I ,w enforcement park ranger 
positions. f1pwever. we were well bel,ow average in the representation of women 
i'n park pol'ice officer (H,8%) and s,pecial agent (9 .. 3o/o) position:s. AddirtionaUy. 
when we r .viewed 1,aw . nforcement program data availlabte at the ,park. leve,, we 
found that wom, n were often found o fry in the lower g d _,. or . b _ nt 
a11tog ther. lmp.r.ovement is needed. ,Given our ri ut _ lion f1or xcellen · and 
innovation in1 vi itor nd 1r s . uroe protection; w .. ·· -u v trongty that the NPS 
should I d in care r op · .. ortunttJi s for women nd not ettl ~or the 
uni1mpre _iv record of more trad~tional (la 1entor · m nt)1 1or · ani:zatio1n' . 

1. Accountability. 

2. Ho tilt Work Environment. 
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Implement all pending ,tri . tegi __ t10 HEn u1re Accoun ·· - ·11ity at th 
Secret I n1d Bureau Leve for lmprovl1ng o·v rsity' as de -cribed1 in th -
1998 NPS Div· r lty Action Plan. :rtre_resoonsible offipiif1/S_,Sf1 the Di/rector. _ 
Deput_y Difectors, and the NPS EEO Ptpgrarn, Manager= A~tatus 11 port 10.n the 
ac::hiev1e·ment of e .. · b 1Pf thes,e stra1tegies wf/J)lj , dispJarred on tbfLEEO web - ite 
d scrib h -ri in. 

:Post the WLET n· I report and relat d NPS nd USPP g nder · tudie o,n 
ih . cc:1m __ il L1eamln · Pl ce Bulletin 1Board. Ann 1ounc h w~b &it. po · ttn~g 
throu h l1 ctronl:c m ] to JI employe .. Po1st oth r upporting documents 
(or their intemet addre e if air ady po ted I t1 r ) hsted i1n the 
bibHog1raphy or all che -' a - appendice . uch a th - H.ask -111 Diversity Docum · nt, 
NPS Diver ity Action Pt n. e~. Io be accomplisf1~r;J no later th1an 08-31-QO. Th 
_WLET co-ch1airs re th .· re, ~rPJ?O . ible officials for preparing the "all e.mDlomst' 
m_emorandum for the Director's ·gaatJJf§ ·ad coordinating the· oo -· ting with the 
NP:S-_WA_·_o ~Leaming Place Bulletin SpNt'J _~nager. 

~ign on of the WLET c,o-chai1r: -- , a monitor to track .mplem nlat on 01f 
th five-y r ction pt n nd m k 1

_ Wlitt -n progres re·port to the Director 
t Ix mon·th i1nterv I ,, Iq___b . ffec.tive upon the Directors approval of the, five

vea11r actfon Dian thra1ugh it --_ cpmpJetion date (targeted for 1 1~01-0;5). Th_e 
Direc~or will.be the responsible official for funding expense llSSociated with 
p_rogram monitoring. 

JUSTIFICAT1ION.: 

A lack of accoyntabilitv has been identified repeatedly by departmental: and 
agency officiarsl tn reg.ard to a variety of ag,ency projects .and programs, as the 
most signfflcant problem facing the N1PS today. The WLET allso id~ ntifi d the 
accountability prob em1 1as the most S'tgn1fi1 _ nt obs -~ c~e in th . way of 
accompUshing rec -mm nd tion.s made. D1ir -ctors Order#54 defines 
management accountab,iHty as Hthe · xp ct .tion th t ;m, in g ~ ar 
re pon lbte for tha quarty and · meH1ne s of pro . ,, m p rfonnance, 
incr 1ng prod1uctlvity, controlHng co . t ·,and mltl ting ·· dv , . e . pee , 

nd urtng th t prog1ri ms are manag d with integr·ty and in compliance 
wlth ap llcabl 1e law." We thJnk aiccountabiUty needs to gr a,t r than an 



"exp otation"; it n - . d to be requtfi~m nt .. 

Accountability has proven p rticularly elusjve as it relates to a stated poticy of 
zero toterance of sexual harassiment. This r 1emains so in spite of the statem,ent 
made by the Diredor and the NLC in the Aprit 199Q NPS Haskell Di·ver ity 
Document (in their r1esponse to questio.n 54) that. Hwe do not tolerate sexual 
harass nt when w are 1m de aware of its xi tence." The NPS EEO 
Program Manager told the WLET that 11disciplinary action was taken in less 
than 10·0k of the ca as11 (cases where there was a finding 1of harassment andlor 
discrimination subsequent to an i.nvestigation). In the NPS Women in Law 
Enforce.ment Studry, 68% of t 1 

.• • NPS female officer respond · nts sa.i,d the NPS 
was eith r poor (3,7°/o) or o -o 1(31'0/n) at nforc1ng it z ro tolerance policy. In 
the USPP Gender Equity Study, ae.0.4 of the female office re.sponding: :said the 
USP'P was eith -r poor (63%) or o-so (23%) at enforcing its zer10 tolerance 
policy. 

In narrative remarks, these NPS and USPP study respondents also staited th y 
feared reporting incidents of ha,rassment and/or discrimination because when 
~e off nding employ,ee is in a higher graded pos~tion ., the officaal isl at best. 
moved and more often promoted. In contrast, they bellteved the complainant 
woulld be labe,lled a 11troub,le-maker" and ·their career ruined. 78% of the NPS 
officers. respo.nding rated the NPS as poor (44%) or so-so (34GJ(,) in its 
effectiveness on no retaliation because of com·platnts,· 91°h of the us.pp offic rs 
responding rated the 1uSPP as poor (89%) or soW\so (22%) in 1it ffectiveness on 
1no retaJiaUon because of complaints. 

It is neces_ary to take the re pon ibillity and authority for discipHnary act1ions 
pursuant to EEO an related Int :mall Affair •nvestig:atJ ns .away from NPS and 
USPP R1egional a d command offici,als to send strong message t all 
emp1oyee that there wUI be discip~•ne of ·consequen -. for empl~oyees who 
commit discrtminatory andlo harassing cts. Doing so ·w·n also assure fi . imes 

nd consistency· in the administration ,of disci1pline. Wa bet'ieve b·Y ctinrg now on 
ca, e - a~ready inv ~ · Ugat dt and wher th re a e .o statutory or regul ory 
constl"'.aint, that prohibit doing , o·, NPS nd USPP ma agers demonstrate that 
th oir z ro toie·rano policies .app~y equaUy to1 all emptoyees. 

The WtET support the stratagies described! in the 1998 NPS Diversity Action 
Ptan1 to ae·nsure Accountabi ity at the Secretaria1 and !Bureau Levels ~or 
l1mproving Divers11ty" 1(Goal 3). SES Ma a. ers' suco -- in adhieving1 this goal wiU 
be measur d based on th ir ·. ual 1record v. their opportunit1ies to hire, pr0imote 1 

~etatni~. train. and deve 1op div1erse applicants r emplloy es. For a posft.ive 
c · lnibution to the recruitment. r tenUon., nd prom Uon of wo,men in :~aw 
enforcem -nt t10 actually r ~ sutt, t e ,NPS need · to make ce -· ain such 
opportunities exist. lmptem ntaUon of recruitment and mentoring program . to 
create better opportunitle for omen and other und ·rre resented groulps in our 
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distrib,uted to all emploveas no .la.fer than 10-31-00. 

Is ue a memorandum from the Director requiring the NPS EEO Program 
Manager to notify the Director within 30 days when corrective action is not 
implemented within two, weeks after i·s uance of finding a1nd when 
discipline does not occur within 451 days after corrective action is ordered. 
The, NPS EEO Program Manager is the responsible official for o:reoaring the . 
me,maraod:Um for the Director'Lsignature, to be distributed to, all emDloyees no_ 
later than 10-31-00. 

Issue a memorandum from the Director requirin the NPS EEO Program 
Mana.gar to inform the Director withi1n 310 days of the ending of the 180 day 
period following the, filing of a formal complatnt when an investigation has 
not been initiated or completed. This notice should be in writing and explain 
why the in·vestigaUon has not been conducted according to EEOC guidelines. 
The NPS EEO Pcoqram Manager is tbe res_ggn§jble offlQal for preparing the 
memora1ndum for the Diractgr's signature4 to be distributedJo ai/I emplqyees no 
later than 10-31-00_., 

JUSTIFICATION: 

A hostile wock environime._nt is the worst presentation of an organi1zational 
culture. The April 1999 NPS Haskell Diversity Docum1ent in response to the 
question (1561

) about why the NPS is having a harder time with diversity than 
other federal! agencies and private corporat1ions ~ states '1 Dive1r ity requires a 
change In our culture and many of our employees appe,ar reluctant to 
change." The response to the question (161) asking NPS leaders what they 
believe are the iroot causes for the NPS's lack of diversity states "Reluctance to 
chang1ing the way we do our recruitment. hirin,g. and d1evelopment of 
,employees. A rel1uc1ance to chang'e our culture and become a catalyst for 
change." The correlation of organizational cultur,e· and divers~ty is undeniab~e 
and described in prasentaUons by the IACP in their courses 1on 14Mentoring for 
the 1Retention 1of Women and Minority Public Saifety Perso,nnettj and 
·~'Harassment, Discrimination. and Liability» developed for thefr law enforcement 
agency membe1rship. 

In the resp,onses to the INP.S Women in La1w Enforcement Study and the USPP 
Gender Equity Study, it is evtdent that many of our women are working in such 
an env1ironment. 52°/o oft~ NPS women and 7S'o/o of the U1SPP women stated 
th1ey had personaHy e~erienced ,sexual h1arassment whit,e an employee· of the 
NPS. 63% of the NPS wo1men and 71 % of the USPP women stated 1hey had 
persona,fy experienced gender discrimination while an NP1S amploy,ee. 77% of 
the NPS women and 8i3o/o of the USPP women said they knew of ,o,ther people 
who had experi1enced sexual harassment or gender di1scrimination while an NPS 
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em1ploy, . Comp r tiv fyt · tucfV condu ed by the S B iin '994 r p _ rted 
that 44%, of a , n 1in fed - 1. ovemm nt bafiiev - h · y na -exp . i _ d 
so _ form1 of unwan . d sexua1ll ention. Wei are g atl,y concern that the 
find·ngs in ' . . NPS: and U p , cfj far aba e thi na1f1on 11 avera . 

Narra1tJv -. m ~ nt · 1rel _ ted to th is . of hostn w . rk environment vari d most 
mon the NPS r po d nt (v. USPP re on ent ). The mix d positJt nd 

n .. · tirv xp 1ne - , of PS • - -n eem d·rectly related to the p rticut r ark 
and1 up rvisory ttin s cf t . ir sign _nt .. well a th· - r al,er num , _ of 
po1

" i'ble lo tions for the · i .· · me·nt . As. a _m1. Iller work fo ith fewer 
g gr. . h1ic l1ocation , the n . g ·ve asp ·of the USPP org nizati - at culture 

· n raHy , navotd b11- for h ir f m - offi -_ r . 

The WLET believes it is crit·ca1 for th ·ps t,o ho a nse of urgency in 
n urin !hat II ployees r o · l -1g1 in n -nv1ronm nt t e from unlawful 

ha~ t. Curr nt Yt t ri i _ cl · · action co ,ptai,nt,, filed in Fed rat Di trirct 
Co . rt, -hich i . on , -h If of cm n i.n PS a d USPP 1~ enfoti · Jm. nt 
po, -j ·on . As a r· ___ ll, - p -- ices n pro - d ri of the NPS ~ - b ing 
clo ly xamined. Th ·I · t cl1 r in -_se of xua·1 h r m nt in st - ing th t 
an organi -· Uon must promptly invest·gate a1fl. - · ations and t e imm diate a·ction 
to stop -uch harassm nt -- en it i f _. un1d. · tat _di.nth 1998 NPS Div r ·ity 
Action I n (Goa,I 5, Obj _ cti e A.3 & .4)·s the, NPS ne d to foUow the legal 
requrrem ,nt for implem ntin 1CO - ecti cu _ ·rtly wh 1 1ndings of 
discrimin1ation occur - -,d' for d11scipU i -_ e1rpe,trat of d. c imin ion in 
accord· nee •··h a.pp1l1icabla regul tion . 

Policy statements (i.e, z ro tolerance, e 'C.) are r j ·- - to monstrate th _ .t 
m loy hav ~ b1 n inoti . , · at unt - ul harassm nt . HI not 1b tolerat -d 

within the -. rg . nization. Howev , policy tat · ents by them elves d - not show 
ur ncy in dd es ·ing probl m ident1f1 - . · he1 tablishment of a hoUtne 
comb n d wtth _ n in pe nl revie, of U · PS and USPP gend r 
di aim.ination nd s -x . harassment if n · t.o rastor ~ confide ce 
in the .agency' ab· 1 ity to res ~ ond1 .expedientJly an · .nsistenHy to reports ·Of 
har ·m nt and hosUle1 ~ rk envi-ron -nt , · .it in th 1NPS. 

Imp ement 
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JUSTIFICATION: 

NPS employee h ve 1l1ost faith in the ability of th E. O om . I int 
Pm . Pro . 1 • to r olv comptaints. n fhe NPS Women in Law 
Enforcement Study, 91 % of th NPS respond nt rated th eff -ctiven ~ss of th 
NPS on timely resotution of s ~ual harassment/discrimination complaints as 
either poor (43%) .r so o (38%). In the USPP Gender Equity Study, 97°/o of the 
USPP female officers responding rated the effectiveness of the USPP as eithef 
poor (76°/o) or so·-so (21°A.). With regard t.o EEO i1n tJgation , 55% of the NPS 
respondents rated the effediveness of the NPS on prompt investigation of 
sexuat harassment and/or discrimination complaints as poor (27°.4) or so-so 
(28°4). 91°/0 of the USPP officers responding1 rated the effectiveness of the 
USPP on prompt in¥ stigations of sexual harassm nt and/or discrimination 
comp,aints as po,or (62°1b) or so-so (29%). 

The record of the NPS EEO Program Office for cond cting tim ly Reports of 
Investigation for formaf cornpiain · h snot en good during th past ten 
years. Even though as of May 20 O the num r of ov . rdue ca is down to 30 
(th be t record the NPS has enjoyed in ov en y ars), a.s recently as 1997 the 
NPS fsi'ted to i . ue mo e th n 100 R ports of Investigations within 'he 180 day 
guidet:ine. This failu to ct ·n a timely 1m nner . iv th app arance of a lack 
of commitment on th part of the gancy wtth re ard to equal opportunrty and 
zero tol . ranee (for acts of ha sment and di . imi lion). ll does little to refute 
the opinions of 97°/o of USPP survey respondents who rated the USPP poor 
(76%) or so-so (21% on timely resolution of sexual harassment and/or 
discrimination complaints. Similarly, 81°A, of NPS Law Enforcement survey 
respondents rated th NPS poor (43%) or so-so (38%) on timely resolution of 
sexual hatassment and/or discrimination complaints. 

Hiring full time, profe sional -•EO Couns tors in each R · ·on a'lows the 
position to b fill d at rad levef1 t . t tn pir oonflden - · nd respect from 
employ - na m nag . rs. ft also aHow 111 i1n · th po it ions with tndividuals 
h ving lgnif1icant xp rtise, not only in di criminatiion law and regutations but 
also in medi Uon and di pute resolution. The e po if ons wiU be part of the 
. uff1ci t resources n oessary for th NPS EEO Prog~ m Manager to 
ccom1pti h the a· sig rments de·scribed in th 1998 NPS Diversrty Action Plan 

(Goal 5, Objective C.3) and h rein. 

The oo n lor positrons should be announced 'th a mo, i ity agreeme~t as a 
requirement so ttle tncumbants may be initiany a · igned to the NPS (WASO) 
EEO Pro .ram1 Office but re ily f'1 1·gned to th R1eg1lons upon compl tion of 
the fi'V year action plan. Additionally, th full tim Regional EEO Coun elors 
can di11 ctly support th use of Alternate Disput olution (AOR) and 
implem ntation 0 1f ttie Confli1 Resolution (CORE) p ogram (as stated in th 
Dir ~ ctor's April 199 . di1rectiv to NLC membars th t requirss use of ADR on 

Draft 
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