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Abstract:

Affirmative Action is an aggressive plan to eliminate social and cultural barriers that keep minorities
from job opportunities. However, American Indians, Montana's largest racial minority, are not
represented in the State Government's workforce. In part, this is because the State of Montana has
never implemented an Affirmative Action plan for recruitment ' of Native American applicants.
Therefore, Montana Indians do not receive an opportunity for representation in the workforce due to
cultural and racial barriers, and this contributes to discrimination.

The reason for the Montana State Government's failure to implement a successful Affirmative Action
program for American Indians may be that this group is significantly different from other minorities.
As an indigenous people, the Indian tribes have a distinct though diverse culture that provides the basis
for rejection of cultural assimilation, often the underlying assumption of Equal Employment
Opportunity and Affirmative Action programs.

Before an effective recruitment program can be designed and implemented, it is necessary to take into
account the nature of the American Indian culture and the unique character of each tribe/reservation.
The information vital for program design includes matters of history, geography, culture-traditions,
education, employment, and natural resources. To illustrate such an approach, this professional paper
focuses on the Northern Cheyenne Indian Reservation in southeastern Montana.

The research shows that the tribe has been dependent on Federal funds for its programs and has not, in
the past, seen the need for State contracts or employment. Also, Federal funding to the tribe has been
and continues to be reduced even though the tribal members are in need of these programs. Therefore,
if the funding trend continues, the tribe will have to seek other forms of revenue. The paper shows that
the Cheyenne prefer to work for the good of the Cheyenne Tribe rather than the general population, due
to cultural differences, and prefer to stay in close proximity to their families and Native people. Finally,
the study shows the difficult and complex problems concerning the Cheyenne Reservation, which in
turn illustrates the need for a narrowly tailored and specific recruitment program.
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ABSTRACT

Affirmative Action is an aggressive plan to €liminate
social and cultural barriers that keep minorities from Jjob
opportunities. "However, American Indians, Montana's largest
racial minority, are not represented in the State Govern-—
ment's workforce. In part, this is because the State of
Montana has never implemented an Affirmative Action plan for
recruitment * of Native American applicants. Therefore,
Montana Indians do not receive an opportunity for representa-
tion in the workforce due to cultural and racial barriers,
and this contributes to discrimination.

The reason for the Montana State Government's fallure
to implement a successful Affirmative Action program for
American Indians may be that this group is significantly
different from other minorities. Asg an indigenous people,
the Indian tribes . have a distinct though diverse culture that
provides the basis for rejection of cultural assimilation,
often the underlying assumption of Equal Employment Oppor-
tunity and Affirmative Action programs.

Before an effective recruitment program can be designed
and implemented, it is necessary to take into account the
nature of the American Indian culture and the unique charac-

ter of each tribe/reservation. The information wvital for
program design includes matters of history, geography,
culture-traditions, education, employment, and natural

resources. To illustrate such an approach, this professional
paper focuses on the Northern Cheyenne Indian Reservation in
southeastern Montana. '

The research shows that the tribe has been dependent on
Federal funds for its programs and has not, in the past, seen
the need for State contracts or employment. Also, Federal
funding to the tribe has been and continues to be reduced
even though the tribal members are in need of these programs.
Therefore, if the funding trend continues, the tribe will
have to seek other forms of revenue. The paper shows that
the Cheyenne prefer. to work for the good of the Cheyenne
Tribe rather than the general population, due to cultural
differences, and prefer to stay in close proximity to their
~ families and Native people. Finally, the study shows the

difficult and complex problems concerning the Cheyenne
Reservation, which in turn illustrates the need for a
narrowly tailored and specific recruitment program.




CHAPTER 1
INTRODUCTION

The 1960's marked an eralin which racial minorities
vehemently’protested.against discriminatory practices in this
country. Because of the Civil Rights Moveﬁent, Féderal
policy was enacted and implemented to givé equal opportunity
to all regardless of race, color, sex, religion, national
origin, age, marital status, and political belief. Through
this Federal policy, minorities were guaranteed the constitu-
tional right to public services,‘publié facilities, housing,
education, and employmenf;

However, even with.the Equal Employment Opportunity Act
of 1964, minorities were still doing poorly. Minorities were
at the bottom of all economic indicators, poorly educated,
and were not represented in the workforce in proportion to
the population. The reason for this, in part, is that Equal
Employment Opportunity programs do not address the existing
imbalanceé caused by previous discriminatory practices; nor
does Equal Emblojment Opportunity address inequality of
opportunities previous'to employment, such as'social.and
cultural barriers. | |

To address this problem, the Kennedy and Johnson Admin—

istrations implemented a succession of executive orders that
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set a framework for new Federal and State emp;oyment policy,
called Affirmative Action. Where Equal Employment Oppor-—
tunity is passive, broad in scope, and addresses more blatant
and overt discrimination, Affirmative Action is an aggres-
sive, goai oriented program, narrow in scope, that is applied
to'specifiC‘minority related problems at specific locations
and.institutions. Affirmative Action plans are to break down
social and cultural barriers that inhibit minority popula-

tions from being equitably represented in the workforce.
Affirmative Action in Montana

Like other states, Montana.‘also has an Affirmative
Action plan; however, Montana's largest minority population,
the American Indian, is not equitably represented in the
State Government workforce. This is due, in part, to the
fact that the State has never implemented a program specific-—
ally designed to'recruit and:retain American Indians. The
reason for the Montana State Government's failure to imple-
ment an effectivé Affirmative Aétion program for American
Indians may be that this group is significantly different
from other minofities. As an indigenous people, the Indian
tribes have a distinct though diverse culture that provideé
the basiS'fof rejectioﬁ of cuitural assimilation, often the
underlying assumption of Equal Employment Opportunity and

Affirmative Action programs.
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On the surface, the obvious solution is for the State
to implement a specific program to recruit Indians into the
Montana State Government's workforce. However, before an
effectivé recruitment program can be designed and imple-
mented, it is necessary to take into account the nature of
the American Indian culture and the unique character of each
tribe/reservation. The information vital for'program design
includes matters of history, geograbhy, culture—traditions,
employment, and natura; resources. To illustrate such an
approach, this professional paper focuses on the Northern
Cheyenne Indian Reservation in southeastern Montana. The
paper is divided into the following chapters:

Chapter 2 presénts thé background of, and jﬁstification
for, the Affirmative Action program. More importantly, the
chapter defines the difference between Equal Employment
Opportunity and Affirmative Action, which are often
mistakenly viewed as one and the same. Finally, the chapter
supports an Affirmative Action program for Montana Indians.

Chapter 3 describes Equal Employment Opportunity and
Affirmative Action procedures. The Montana University System
is used as an illustration of the procedures. The chapter
concludes Qith perceived weaknesses in the selection process
that may hinder American Indians from obtaining employment.

Chapter 4 presents an historic disqussion of Federal
indian policy. Since the American Indian is the only

minority that has a trust responsibility with the Federal
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Government, it is important that this policy be understood.
The chapter concludes by showing that Federal policy has been
a dismal failure, due in part to the Federal Government's
policy of culturaily assimilating fhe American Indian and
terminating the tribal structure.

Since Indian tribes are culturally distinct, separate
Affirmative Action programs must be,designedﬂto be effective.
Chapter 5 provides a history of the Northern Cheyenne Tribe
-as 1llustration. The chapter provides én.historical perspec-
tive on the Northern Cheyenne People and the origin of the
Northern Cheyenne ReserVationd This berspective is important
because the history of the Cheyenne Eeople hés shaped fhe
present day culture on the Northern Cheyenne Reservation, a
factor that must be taken into account in ordef to design an
effective Affirmative Action plan.

Chapter 6 is a profile of the present day Northern
Cheyenne Reservation. The chapter describeé the reserva-
tion's geographical and environmental characteristics. It
also describes the tribal government and services located
within the reservation boundaries. Due to the complexity of
the Indian/Federal‘Government relationship, this information
is essential for use by State Government representatives in
order to implement a State employment program for the Montana
tribes. Finally, the chapter includes an abstract of the
present day Northern Cheyenne culture which provides essen-

tial criteria fo:-designing an effective Affirmative Action
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program. The abstract obviously canﬁot exhaustively describe
the complexity of the Northern Chevenne People. Rather, the
abstract is offered to present an introduction and framework
for understanding the ﬁnique‘characteristics of the Northern
Cheyenne culture. Since most non-Indians will £ind the
Northern Cheyenne culture quite different froﬁ their own,
this abstract may also aid in the commﬁnication process
between State Affirmative Action officials and Northern
Cheyenne representatives by broviding some basic information
to State representatives who may be culturally uninformed.

Finally, Chapter 7 summarizes the important aspects of
the paper. It also includes recommendations on those aspects
that must be taken into consideration in the design of an

Affirmative Action'program for the State of Montana.




CHAPTER 2
DISCRIMINATION AND AFFIRMATIVE ACTION
,Introduétion

The Equal Employment Opportunity Act éf 1972 was
mandaﬁed.by law to ensure that all people are treated equally
in hiring and promotional procedures. Affirmative Action,
however, is é more aggressive plan to eliminate social and
cultural barriers that keep minorities from job and educa-
tional opportunities.' Mandated in 1965 by Presidential
Executive Orders 10925 and 11246, Affirmative Action is, in
part, based upon the premise that government should: be
representative of its population to ensure representation in
government policy and decisions. Furthermore, such represen-
tation will ensure that the talents, knowledge and resources
of the population will be better utilized. In support of
Affirmative Action, Mosher stated that representative
bureaucracy "will bring to bear upon decisions and
activities, different perspectives, knowledge, values, and

' Affirmative Action is to ensure that minorities

abilities.”
are not.systematically excluded from opportunity and repre-
sentation through employment and education practices,

procedures, and policies.
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The government 6f Montana does not practice Affirmative
~ Action to achieve a representative bureaucracy. In this
state, 4.8 percent of the total population is American
Indian, making this group Montana's largest racial minority.
Yet, among the State of Montana's employees, only‘O.S percent
are members of a racial minorityAand, of this fraction, the
majority is of racial groups other than American Indian. The
argument here is that the State_of Montana has never created
a recruitment plan designed specifically for Montana Indians.
Consequently, in part due to cultural and sociél barriers,
Montana's largest minority population is not equitably
represented in the State Government.

To rectify this problem, the obvious solutioﬁ is to
design an Affirmative Action program for Montana Indians that
will effectively hire and retain Indian employeés. Before
this can be accoﬁplished, however, the problem mqst be mbre
clearly defined. 1In this chapter, the concept of racism and
discrimination will be discussed to set a framework for a
better understanding of the aforementioned problem. Further-
more, Affirmative Action, its history, and the differentia—
tion between it and the more broadly recognized "Equal
Employment Opportunity" must be explained to fully address

the Indian/Montana workforce problen.




Digcrimination: The Result of
Racism and Preijudice
Affirmative Action is an active move to address the
problem of discrimination. Discrimination is the result of
.racial prejudice that. is "apparent in many contemporary
cultures and societies. Through discrimination and discrim-
inatory practices, minorities are systematically excluded
from employment and educational opportunities and this
results in unequal opportunity for minorities. As Michael
A, Walker, direetor of the Fraser Institute of Canada,
stated, "Nothing abuses a person's sense of natural Jjustice
more than unequal treafment of equals."2
On September 26, 1967, the UNESCO Conference, held in-
Paris,-France, issued a statement with regard to racial
prejudice. The statement suggested that groups

commonly evaluate their characteris-

tics in comparison with others. Racism

falsely claims that there is a scientific

basis for arranging groups hierarchically in

terms of psychological and cultural charac-

teristics that are immutable and innate.

The Conference also offered three conclusions about racial
prejudice. Prejudice causes social and economic inequality
in employment, housing, education and political participa-
tion, and can be observed where ghettos have emerged. Also,
individuals who exhibit "certaln personality troubles may
be particularly inciined to adopt and manifest racial

4

prejudices." Furthermore, these individuals may be part of
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organizations or associations that "sometimes preserve and

"5 The foundation of the preju-

transmit racial.prejudices.
dices lies, however, in the economic and social system of a
socilety. Finally,ithe UNESCO group concluded tﬁat racism is
often cumulative. Since discrimination deprives_minorities
of equal opportgnity, they are perceived as a problem and
are blamed for their economic conditions, "leading to further
elaboration of racist theory."®

This last observation can bé applied to  U.S.
Government/American Indian relations. The U.S. Government
perceives Indians as a problem and blameé them for their
ﬁresent condition. Former- Bureau of Indian Affairs (BIA)
Deputy Commissioner, Theodore Taylor, stated that Indians
remain on the reservation "in part due to thé perverse
economic incentives involved in the current reservation

n? Taylor explained that Indian homes and lands are

system.
not taxed by states,. and subsidized housing as well as free
medical care are available to the reservation Indian.

Free managemént of land is available through

BIA and income from such lands may be forth-

coming without any personal effort.

Economic security is available through the

extended family and welfare payments are

assured if no other means of support are .
available.

Subgidized housing and reduced cost medical care are
available to qualified individuals on the reservation, only
because the Indian's average income 1s 75 percent less than

the national average. Furthermore, as many as 50,000 Indian
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families 1live in substandard housing, with low'life expec-—
tancy, high infant moftality, and teeﬁage suicide one
hundred times that of Whife society. Clearly, if natural
"economic incentivesg” existed, the American Indian would not
have such deplorable living eonditions} To the contrary, an
Indian lives on the reservation because the Indian chooses
not to live in non-Indian society, regardless of the costs,
due to a cautious attitude and resentment toward Indian
policy and its preesure to conform to White society.9 In
summary, statements sﬁch as Taylor's only: reconfirm the
unsubstantiated belief that minorities such as the American
Indian are the cause for their own situation. Racism and

prejudice are, in essence, the real problems today.

The Origin of Affirmative Action

Racial discrimination was first addressed by the Federal
Government in 1941, during the Roosevelt Administration, in
Executive Order.8802. The executive order was‘administered
by the Fair Employment Practices Committee (FEPC) of the
Office of Production Management. It barred discrimination
in employment 1in the defense industry and the‘ Federal
Government. Unfortunately, the executive order gave no power
to sanction offenders. Two years later, Roosevelt issued
another executive order (Executive Order 9346)Iwhich gave
more appropriations to the FEPC, but it was still deprived

of power to sanction. After the Roosevelt Administration,
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vPresidents Truman and Eisenhower wrote six additional
executive orders to stop discrimination in emplovment, but
all failed to provide enforcement power to sanction to the
FEPC. Hence, these numerous executive orders stated that
discrimination existed, bﬁt did 1little to rectify the
prbblem.10
The Kennedy Administration was the first to give some
powers to sanction all federally assisted construction
projects as well as government employment through Executive
Order 10925 in 1961. The‘FEPC could now cancel contracts
and fine contractors for noncompliance.™
In . September 1965, the Johnson Administration, through

Executive Order 11246, and inloctober 1968, through Execu-
tive Order 11375, not only clearly prohibited employment
_ discrimination, but required contractors to establish
Affirmative Action plans. The exeéutive orders gave admin-
isfrative powers to thé Department of Labor, Office of
Federal Contract Compliance (bFCC), which can also delegate'
power to other agencies. The QOFCC defined”Affirmative Action
more clearly in its guidelines (Order No. 4 and Revised Order
No. 4).12

An- affirmative action program is a set of

specific and result-oriented procedures to

which a contractor commits himself to apply

every good faith effort. . . . Procedures

without effort to make them work are mean-

ingless; and effort, undirected by specific

and meaningful procedures, 1is inadequate.

An acceptable affirmative action program
must include an analysis of areas within
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which - the contractor is deficient in the

utilization of minority groups and women,

and further, goals and timetables to which

the contractor's good faith efforts must

be directed to correct the deficiencies

and . . . thus to increase materially the

utilization of minorities and women, at all

levels and in all segments_of his work force

where deficiencies exist.'™

Affirmative Action has been strengthened.by legislation
and court decisions. Congress has passed two laws which,
though not defined as Affirmative Action, have nonethelesgs
strengthened the powers of Affirmative Action. The Civil
Rights Act of 1964 prohibits discrimination based on race,
creed, color and sex. ‘The Equal Employment Opportunity Act
of 1972 expanded and strengthened the power and jurisdiction
of the Equal Employment Opportunity Commission (EEOC).H
Supreme Court decisions have also strengthened Affirmative
Action in several cases. The Supreme Court clearly stated
that procedures that systematically discriminate against a
minority are unlawful. One Supreme Court opinion that
explicitly supports Affirmative Action is that rendered in
the case of Griggs v. Duke Power Company, 1971. This case

. made clear than an employer's lack of

discriminatory intent does not make legal

any personnel procedures which operate as

built-in obstacles to any racial, ethnic, or

sex group and are not essential predictors
or measures of successful job performance.
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Eqgual Fmployvment Opportunity and
Affirmative Action Compared

When the terms "Equal Employment Opportunity" (EEO) and
"Affirmative Action™ (AA) are used, it is a common fallacy
that they are considered one and the‘same. In fact, they
are quite different. EEO, or the Equal Employment Oppor-—
tunity Act of 1964, is based in the Constitution, in the
"due process of law" and "equal protection" clauses of the
Fourteenth Amendment. EEO was introduced by the Kennedy
Administration and legislated by the 1964 Civil Rights Act.

The basic principle of EEO is antidiscrimination or
equal treatment in employment and education. In other
words, ali people must be given equal opportunity for
employmént and education regardless of race, color, sex,
religion, national origin, age, marital status, and politi-
cal belijief. Hence; EEO is designéd to safeguard against
current and future blatant and overt discrimination, but it
doeé not address any existing imbalances caused by previous
discriminatory practices. Furthermore, EEO does not address
the issue of inequality of opportunities previous to employ-
ment, such as the social and economic barriers that have
systematiéally kept minorities from employment opportuni-
ties. Finally, the burden of proof of discrimination is on
the individual,. and is not presumed by virtue of the fact

that one is a member of a minority group.
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AA was not enacted by Congress, but was created by
Executive Order. .This is not permanent and can be rescinded
in the same manner. While AA emphasiées the wvalue of
equality, it stresses social equity. The compelling reason
behind AA plans is that conditions for minorities are often
not equal» prior to applyving for employment or higher
education. Furthermore,'seemingly neutral practices such as
employee and student testing have been found to systematic—
ally rate minorities lower than nonminorities even though
they show no evidence that high scores result in significant
differences in‘performance. These pracfices are commonly
called minority roadblocks or barriers, and are usually the
targets'for.removal by Affirmative Aétion,plans. Finally,
under AA, discrimination agéinst a whole minority group may
be proved by the sanctioning agency (usually the EEOC)
rather than relying on the individual to supply proof in
each case. Minority discrimination by employers or educa-—
tional inétitutions is usually demonstrated by statistical
evidence.

The significant difference between EEO and AA is that
ﬁEO is bréad in scope and states that virtually any employer
or educational institution is required by law to comply with
equal opportunity practices and procedures:. AA is narrow in
scope and is applied to specific minority related problems

at specific institutions. Each institution writes its own
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individual AA plan that deals specifically with its respec-

tive minority population.

Comparative Arguments for Affirmative Action

Since 1its inception, AA has been ‘a controversial
subject that has been argued before the U.S. -Supreme Court
numerous times. Advocates of AA base their argument in
compensatory and distributive justice. Compensatory justice
in this case applies the principle that minorities have been
deprived of opportunity in the past and should be compen-
sated. Distributive Jjustice supports the position that
everyone should benefit equally from social goods.

The advocates of AA’ claim that it will achieve a
representative workforce that is beneficial becéuse of its
social ptility. The idea of social utility argues that
everyone has something to offer. A repiesentative workforce
will offer greater resources and wider. perspectives.
Furthermore, through a representative workforce, benefit
will be received from fesponsiveness to minorities. Respon-
siveness is alleviating the alienation minorities feel when
dealing with an unsympathetic or culturaliy uninférmed,
nonminority bureaucracy. A bureaucrat who is not knowledge—
able of minority culture may be less ‘embathétic with
minority clientele. Finally, through fesponsiveness,
minorities gain role models for vyounger generations to

emulate and communicate with,
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Opponents of AA have rarely argged against the above
reasons for or the  stated benefits .of AA. Instead, they
present two main arguments:l (1) AA is reverse discrimina-
tion and innocent people must pay the price, and (2) AA
produces unqgqualified personnel due to preferential.hiring

and quotas.

Reverse Discrimination

Uhfortunately, seldom is every applicant who applies
for a position hired for that job. Chances are, theré is
one position and several applicants. Therefore, hirihg one
applicant over another 1is 1in itself é discriminatory
process. The issue is: What criteria and standards should
be.used to discriminate among applicants?

Public employers obviously discriminate when

they hire people. They discriminate by
demanding specialized skills, knowledge, or
experience. They also discriminate by

.selecting candidates who possess skills,
knowledge, and experience, and reject candi-
dates who do not appear to have these char-
acteristics. Public employers discriminate
by selecting people with potential. In
other words, the very Jprocess of hiring
requires discrimination.

Both sides of AA state that they do not want a system
that arbitrarily discriminates against a group, be it White
or minority. Does AA cause reverse discrimination?

Most proponents of AA state that reverse discrimination
is a myth. The proponents of AA point to statistical data

that show that though some progress in representation in the
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workforce .has been made, there is no evidence of reverse
discrimination.

To date; to be Dblack or hispanic and/or

female is to be at a considerable disad-

vantage, averaging twice that of white

males. Furthermore, if reverse discrimina-

tion existed, white males in managerial

and craft Jjobs should have diminished in

recent years.

In summary, opponents of AA lack any empirical evidence
to show reverse discrimination. The proponents of AA,
however, have pointed to statistical data that prove their
claim of widespread discrimination and lack of'COoperation
from institutions. The reverse discrimination myth has been
attributed to the perspective of the media in the 1970's,
when commercials showed women in traditional male positions,
implying that the use of their product may help in achieving
this status. Moreover, many television shows and nightly
broadcasts showed women in new roles. After this saturation

by the media, viewers mistook novelty for commonplace.18

Merit, Ungualified Personnel,
and Affirmative Action

Perhaps the most threatened criterion for the opponents -
of AA is based on the public employment merit system. The
6pponents stgte that if a merit syétem is not adhered to,
there is no justification for choosing the most qualified
. applicants. Therefore, unqualified minority and female

. applicants will obtain positions due to AA plans. The main
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challenge from the proponents of AA is ‘focused. on the
validity and objectivitylof the merit system. AA proponents
state not only is there a lack of wvalidity and objectivity
in the public employment merit system, but the system
selects chosén people who resemble the people doing the
choosing, thus pfeserving the status quo. Lastly, as no
evidence exists that Affirmative Action has produced reverse
digscrimination, no evidence exists that unqualified minority
applicants hold any positions.19

Last, its opponents claim that AA is nothing more than
a quota system. However, nowhere does AA require the use of
quotas. Goals are established in workplaces where minbr—
ities have been systematically excluded. These goals are
not mandated by any governing agency but are written by the
institutions themselves. The institution sets its own
reasonable goals which are relinquished once representation
is achieved. Timetables have been implemented by the courts
in situations where employers have shown blatanp disregard
fof Equal Employment Opportunity procedures. Howévef, these

have been narrow in focus and very specific.m

Justifving Affirmative Action
’ for Montana Indians

The advocates of AA take the position that minorities
are systematically kept from obtaining employment and

educational opportunity. They support their claim, that
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hiring and testing procedures discriminate against minori-
ties, by offering statistical data on unemployment rates,
segregation of occupations, minority workforce representa-
tion, and median earnings. If the validity of this approach
is accepted, then a review of statistical employment data
for the State of Montana will prove the need for an AA plan

for Montana Indians.

Unemplovment Rate

According to the 1980 census, Montaﬁa has a total non-
Indian population of 786,690, while the Montana Indian
population is 37,153.21 According to the Montana Job
Servicé, 8.2 percent of all non—Indiaﬁs were employed in
1983. Comparatively, the Bureau of Indian Affairs' repbrt
on labor force showed an average unemployment rate-of 63.4
percent for five of the seven reservations residing in the
state's boundaries. The Rocky Boy Reservation showed the
highest unemployment rate, with 72.9 percent.22 Iﬁ summary,
within the state boundaries, Montana Indians have an
unemployment rate roughly eight times higher than non-—

Indians. .
- Education

Currently, 76.2 percent iof all non-Indian Montana
residents are high school graduates, while only 56 percent

of all Montana Indians have received a high school
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diploma. Higher education data separate Montana Indians
even fufther from the non-Indian population; 15.7 percent of
all non-Indian Montana residents have four or more years of

college compared to 4.2 percent for Montana Indians.23

Occupations

According to the EEO "Detailed Occupation Report,"”
which 1lists 61 occupation categories, Indian males are

2% Indian females are

nonexistent in 32 of these categbries.
nonexistent in 47 categories. The report shows the largest
concentration of male and female Indian empléyees in the
salaried management and administrative category, with a
total of 515.% Of these 515 employees, most are employed by
tribal goverﬁments or the Bureau of Indian Affairs. With

the above exception, Indians are severely underrepresented

in most occupations.

Summary

After a review of unemplovment and education data, it
should come as no surprise that Montana's Indians have a
considerably lower income that .non-Indians. Per capita
income in Montana is $6,783 for non-Indians compared to
'$3,833 for Indians.a This represents 43.5 percent Iless
income. With considerably lbwer income, 35.1 bercent of

Montana Indians live below the poverty level, compared to
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2% Evidence

12.3 percent for Montana's non—-Indian population.
supports the argument that Montana Indians are deprived of
the employment ‘and educational opportunities available to
non-Indians, and that this is associated with high levels'
_of'povertj. This provides a strong case in favor -of"
Affirmative Action for Indians in Montana State Government.

This chapter has set a framework for the concept of
racial prejudice and discrimination which is the reason why
Affirmative Action programs exist today. The chapter has
further_defined the Affirmative Action program and explained
the significant difference between Affirmative Action and
Equal Employment Opportunity programs. More importantly,
the chapter has shown evidencé that Montana Indians are
deprived of employment and educational opportunities, and
thus are afflicted with high levels of poﬁerty. Since the
State of Montana has failed to gain a representative work-
force through its current Affirmatiye Action efforts, the
material supports a strong‘case in favor of an effective
Affirmative Ac¢tion plan specifically for its Indian
residents. In the succeeding chapter, the current Montana
Equal Employment Opportunity and Affirmative Action programs
will be reviewed and a discussion will be offered as to why
these procedures may have contributed, in part, to the

failure to establish a representative workforce in Montana.
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CHAPTER 3

MONTANA EQUAL EMPLOYMENT OPPORTUNITY

AND AFFIRMATIVE ACTION
Introduction

The current Montana State Government Affirmative Action
plan has not succeeded in recruitment of Montana Indians.
Therefore, it is essential to review Montana's hiring and.

recruitment procedures for weaknesses that may hinder

"Montana's Indians from gaining employment. 'From these

weaknesses, recommendations can be formulated for an effec-
tive Affirmative Action program specifically for Montana
Indians. In this chapter, the Montana State Government
Affirmative Action procedures will be described. The Montana
University System will be used as an illustration of the
procedures. Last, the chapter will conclude with perceived
weaknesses in the selection process and inadequacies of
recruitment in the current Affirmative Action plan.

Administration of the Montana
Affirmative Action Program

The State of Montana administers its Equal Employment
Opportunity/Affirmative Action (EEO/AA) program‘through_the

Department of Adminiétration, agency heads, appoihted EEO
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- officers, and thé Human Rights Division. The Department of
Administration's responsibilities include developing EEO/AA
guidelines and standards. It also must review and approve
all agency AA plans for Federal and State law combliance.
In addition, the Department of Administration provides an
annual report to the Governor evaluating the progress oﬁ
agency AA plans.

Agency responsibilities include providing each agency
with an EEOQO officer that will establish and implement an AA
plan. Each plan includes a policy statement and a plan for
' corrective measures. Agencies are to review and update their
plans on bdth a quarterly and vearly basis.

The Human Rights Division is responsible for enfofcing
the Human Rights Act ana the Code of Fair Practices Act. It
is. designated as the "706 agency," which investigétes
discrimination claims before an individual can be eligible
to present a case to~ the Egqual Employment Opportunity
Commission. The égency also has the authority to review all
AA plans for effectiveness regardless of whether of not‘a

complaint exists.'

Montana EEO/AA Hiring Procedures

Characteristically, agencies with the largest workforce
have the most elaborate hiring procedures. Hiring procedures
also vary depending on the position being £filled. The

Montana University.System, which employs the largest number
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of state employees, assigns to its EEOQO/AA officeré responsi-
bility for the following: display of EEO/AA posters, policy
information, position announcements (on campus), orientation
meetings, ‘adherence to Federal and State régulations, and
monitoring of recruitment and hiring practices. |
The AA offiée monitors éll hiring by using a Voluminous
computer data base/spreadsheet. This spreadsheét, called a
"roster," compiles all employees into the followiﬁg cate—
gories: (1) employee by department, (2) degree of education,
(3) date of degree attained, (4) job title, (5) rank, (6) EEO
code (groups similar jobs together), (7) hiring date,
(8) starting salary, (9) FTE, (10) sex, and (11) ethnicity.
This list allows the AA office immediate access to any
departmeht's hiring practices. The Affirmative Action plan
is monitored in the following manner. The roster is compared
to data supplied by the State of Montana, Department of
Labor. The State supplies the AA office with data informing
that office of people in the state (or area) who are avail-—
able to work. These data are categorized 'in a fashion
similar to the roster. From the roster and'thé State's data,
fhe AA office calculates "underutilization." Underuti;iza—
tion is defined as
employment situations in which thére
are significantly fewer persons of a partic-
ular group (i.e., women or minorities)
serving at a particular level or holding a

particular kind of position than migh% be
expected when compared to availability.® .
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To quantify underutilization, the following equation is used:
Percent of classes available [divided by] avail-
able positions (minority, women) [minus] classes
already represented [equals] underutilization.
After the utilization factor is computed, the AA office

assigns the various departments to one of the following

categories shown in Table 1.

Table 1. Affirmative Action utilization categories.

Category : FTE

No underutilization

Statistical

Mild

Moderate

Severe

Extreme 1

O NO
O WO

Oor more

ouUINRPRPROO
OOUITO RO

Problems exist in the underutilization data. The data
compiled by the Labor Division, State of Montana are calcu-
lated from the 1980 census. Unfortunately, it has come to
the attention of the Montana Indian reservations and the
State of Montana that the 1980 census was poorly'impleﬁented
on the seven resgservations, particularly the Crow and

3 This, in turn, has made the under-

Cheyenne Reservations.
utilization data ‘inaccurate for calculéting utilization of
Montana Indians. Competent census personnel mus; be used in
the 1990 census if underutilization data afe to be accurate.

If the 1990 census is accurate in regard to Indiaﬁ popula-—

tion, underutilization figures will very likely rise.
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Appointing Committees for Recruit-—
ment and Hiring Procedures

After a search budget is apprbved, the first étep in
the hiring process for a department is to establish a
committee. . There are three tyﬁes: (i) search committee,
(2) screening committee, and (3) selection committee. The
search committee is moét frequently used. Some of the
responsibilities of'this committee include providing Jjob
descriptions, advertising, selection, interviewing and
recruitment. |

Representation on.committees must include 25 percent
women. Though it is recommended that the womén on the
committee be permanent, tenure ﬁrack faculty members, any
adjunct or nonfaculty member may be considered for appoint-
ment td the committee. Furthermore, if an off campus
authority' can offer expertise, he or she may also Dbe
appointed to the committee. Finally, a committee chair is
recommended to discuss procedures with the hiring authority.
The first meeting of the committee is usually an brientation
meeting with the AA officer to discuss AA hiring procedures.

This selection of committee members is void of any
stipulation of any racial minority members serving on the
committee. If there is reason for women to be represented
on the committee, surely the same reasoning should apply
toward recommendations for representatives of Montana's

largest minority, the Native American.
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Position Description and
Vacancy Announcement

Job descriptions are the next step in the hiring
process. The description must contain the obvious informa-—
tion such as'job title, description of duties, required and'
preferred qualifications, application procedures, startiné
date, and EEO statement. Most of the information is self-
explanatory and does not need further ciarification. The AA
office is responsible for approving all job descriptioné and
for checking the déscriptioné for ény sexist language of
unwarranted gqualifications. Though it is feasible for a
department to write a Jjob description for certain desifed
applicants to the exclusion of other qualified applicants,
it is usually highly noticeable and is brought to‘ the
department's attention by the AA officer. In summary, to
give preferential treatment to desired applicants would be

difficult using the job description alone.

Selection Criteria

Minimum requirements are based on the position descrip—
tion and applicants are evaluated aCcordiﬁg to .these
reduireﬁents, not bf comparing applicant to applicant. This
is the first step in narrowing the field of applicants. All
applicants that do not qualify are no longer . considered.
This step is once again approved by the AA office and‘any
attempts at preferential hiring are usually noticed by the

AA officer.




30

Next, comparative criteria are established by thé
committee to compare weaknesses and’strengths of the appli— 
cants. If necessary, successive screening can be done. to
further narrow the final pool of applicants. However, the
basic criteria cannot change with each successive screening.
As for AA monitoring, subjectivity increases with each step
of the hiring procedure, making monitoring and recognition
of preferential hiring attempts incfeasingly difficult for
the AA officer. Screening criteria can easily be written to
aid the preferred candidate without being openly blatant.
Only experience as an AA officer can help to stop any abuse

of this hiring procedure.

The Candidate Pool

It is presumed that anyone in the candidate pool is
capable of performing the job. The names of the candidates

are sent to the AA office where it is determined if any of

the candidates belong to a "protected class." These classes
“are usually one or more of the following: (1) - Blacks,
(2) Hispanics, (3) Asian, (4) American Indian/Alaskan

Native, (5) handicapped, (6) Vietnam era veterans, (7) dis—
ébled veterans, and (8) females.

With regard to the racial classification, it is impor-
tant to note that only the Native American has to prove by
document that he or she is of Native American origin. No

other race is required to show documentation.
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Interviewing the Candidates

Confidentiality is most important at this stage.
Unauthorized calling of friends or associates to check on
candidates is not allowed uniess the applicant has given
permission to the committee. IE the’ﬁosition is of middlé
or upper level entry status, the appliéant is likely to.be
employed. Any unauthorized éalling could .Jeopardize the .
applicant's present job; However, unauthorized éalling~is
very difficult to monitor and the less ethical person can
easily make these calls to a qonfidential friend or acquain-
tance. ‘ |

| One of the strongest ractions that the Montana State
University AA office takes is the requirement that all
protected class members in the finalist pool be granted an
interview. Interviews must be kept as equal as possible,
showing no preference to any individuals. 'AA warns that any
internal personnel who apply for the position must be
treated in as neutral and confidential a manner as the rest
of the applicants. After interviews are completed,; tabula-
tion is done on feedback sheets and evaluations and recom-
mendations are presented to the hiring authority;

The AA hiring manual contains a section regarding
gender and ethnic differences in interviewing. It states
that women'may seem less enthusiastic because womén gener-—

ally do not project their voices as forcefully as men;"It
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further states that Native Americans may seem less competent
because Indians do not practice eye contact and do not like
to answer questions immediately after the question is
spoken. This is a helpful section, but it is doubtful that
these characteristics are on the minds of the committee mem-—
bers during the time of the interview. One suggestion would
be to have the AA officer present during these interviews to
serve as a reminder to the committee of ethnic differences.

Finally, confidentiality is lessened for all final
selection applicants. Applicants do not have to be notified
of any inqguiry into their past employment. This can easily'
be abused i1f a committee should want to eliminate a final
candidate based on bias. Equal treatment is not praéticed
at this step of the process either. A committee conceivably
can call any number of references until the committee
feceives a negative or unfavorable reference, while a
favored candidate may have only been inquired about once or
twice. It is not entirely clear why there is such a wide
range of discrepancy at the final stage of selection;
perhaps it 1s necessary 1in order to deal with unigue
situations. However, it seems that if efforts are made to
treat applicants with:impartiality in previous steps, such

efforts should be continued throughout the entire process.

Perceived Weaknesses

Although the Trecruitment and hiring procedures are

‘attempts at impartiality and are meant to break down
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cultural Dbarriers to allow ©protected classes equal
6pportunity, these procedures are not foolproof. After
attendance by the author at an orientation meeting, it
_bécame obvious that some members of the committee were not
interested in the guidelines to ensure fairness. However,
these same committee members were very attentive once they
learned of the diversity of ériterion. for the finalist
selection. Fufthermore, confidentiality was nonexistent
before the meeting when committee members freely'talked
about applicants and who they preferred for the job.

As stated earlier, it would be difficult for a commit-
tee to manipulate one step of the hiring process to achieve
a preferential hiring. However, nearly all the steps have
weaknesses and through a combination of Jjob description,
screening, and interview manipulation, the preferred candi-
date can make the final selection pool and easily be hired.
More strict prpcedures could be established in some areas;
however,.it is important to leave the procedures with enough
flexibility for wvarious and: diverse poSitions. As the
procedures stand now, hiring practices rely on the ethics of
the individual committee members and the sensitivity and
expertise of the AA officer in recognizing those situations

~ where appropriate practices are not being followed.
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Inadequacies of Recruitment

Depending on the.position, recruitment is done locally,
statewide, regionally, or nationally. Advertisements must
be published in a local, statewide, regional, or nationally
distributéd newspaper, respectively. It is réquired that an.
~announcement be sent to the National Indian Employment
Resource Center in Denver Colorado. These are basically the
only stipulations required by AA, most likely due in part to
the diversity of job descriptions. 1

. Recruitment is the weakest step in the process for
hiring Indian minorities in most Affirmative Action plans in
Montana. AA makes the assumption that these requirements
are enough effort to assure that the Montana Indian can
apply for State of Montana Jjobs. However, Montana Indian
culturé is different from non-Indian culture and recruitment
efforts must take into account these cultural differences.

The Montana EEQO/AA Report to the Governor for 1985-86 states

that Native Americans'do not apply for State positions at
the rate of their representation in the workforce. The
report further states that this underutilization will nof be
corrected unless further recruitment measures are attem.pted.4
Special recruitment efforts to gain qualified Montana Indian.
candidates are.nonexistent in the State of Montana. The
existing methods of recruitment are ineffective fdf Montana

Indians and need to be addressed by AA in the future.
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wWith regard to the National Indian Employment Resource
"Center (NIERC), it is inconceivable that one centralized
agency can effectively help the 4.5 million Indians from
tribally diverse cultures and locations enough to qualify
alone as an effective effort in recruiting Mﬁntana Indians.
However, the NIERC représents a positive step toward achiev-
ing AA goals and should be utilizedf

Last, it is feasible for a department to target areés
that are locations of desirable employees to the exclusion
of other qualified applicants. This ié not always as
épparent to the AA officers as .a blatant overqualified and
specific job description. Carefully worded but intention-
ally_biased job descriptions, along with targetéd recruit-

ment, can feasibly aid in discrimination in hiring.

Summary

No single facet in the State of Montana's hiring or
recruitment procedures is responsible for the.ineffectiye—
ness in hiring Montana Indians into the State Government's
workforce. Rather, the weaknesses in each step of ﬁhe
hiring and recruitment procéss have a cumulative effect that
has rendered these procedures a stumbling block for Indian
applicants. However, to strengthen these procedures would
not by itself Qreatly improve the ratio of Indians hired
into the: State Goverﬁment's workforce. Montana Indians are

disadvantaged prior to employment and this must be addressed
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to formulate an effective Affirmative Action plan. Chapter
4 incorporates a discussion bf the Indian Natibn's diéad—'
vantages due to a clash of cultures and war with the Federal
Government, which has héd a éignificant impact on the status

of the Indian tribes today.
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CHAPTER 4
HISTORY OF FEDERAL/INDIAN POLICY
Introduction

The intent of this chapter is to provide an understand-
ing of U.S. relations and policy in the area of the American
Indian tribes. It is imperative to review thé history éf
Fede;al policy, since these policies have shaped the current
status of the American Indian. The chaptér will also show
fhat Federal policy has been a dismal failure, due in part
to the Federal Government's practice of culturally assimi-
lating the American Indian and terminating fhe tribal
structure. Consequently, these policies have contributed to
a muititude of problems for the American Indian and greatly

disadvantages them in education and employment.

The Colonial Period, 1492-1776

There is much debate over the question of which early
European explorers first arrived on the North American
continent. However, the onages bf Christopher Columbus had
the most impact on the Indian, bringing many European
settlers to the North American continent. The Columbus

voyages, in turn, brought the British settler to the eastern
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shores of America. Most accounts agrée that Indians were
friendly and assisted many of the settlers who were unfamil-
iar with the environment and were destitute and-starving.1

After the Europeans had settled on the continent, the
question of land ownership was addressed. Deloria stated
that the mythicaluconcept that American peoplevhold is that
the first Thanksgiving meant that land was empty aﬁd ready
for the claiming of White settlers, when in reality land was‘
divided among European settlers by the "Doctrine of
Discovery." This doctrine was used to legitimize the right
to land ownership by European settlers énd'was written as an
agreemenf among the European nations as to which country.had
legitimate claim. The doctrine gave no rights of land
ownership to the existing Indian tribes. After self
proclaimed rights to the. land were claimed under the
docfrine, relations between Indians and the colonies were
diverse. Soﬁe colonies forced the Indians from the claimed
land, while others sent missionaries to educate and assimi-
late the Indian into European culture.?

Deloria stated that the European settlgrs were faced .
with a moral dilemma baséd on their own Anglo-Saxon law. No
FEuropean settler wanted to settle oﬁ or purchase any land
that.might later be claimed by the Indian. ~However, the
settlers did not want to face accusations' from .other
coﬁntries stealing laﬁd from its inhabitants. Thus, if

Furopean settlers wanted to justify themselves as having the
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God—given right to the land, they must have compelling
reason. According to Deloria, the settlers espoused theories
Justifying the taking of land on religious grounds. He
stated that Europeans felt they had the right to Indian iand
because Indians were not Christians and were barbéric hunters
rather than farmers, "monsters rather than men, or by the
reason . ., ..of the fact that the King owned everything."3

What finally ensued, from 1830 through 1850, was the
removal of thousands of Indians from the southeastern states
to what is now Oklahoma, an area thought by White settlers
to be uninhabitable. Although treaties of consent weré

signed by some tribes, it is now clear that the tribes had

been coerced or physicélly forced to relocate.4

The Treaty Period, 1783-1871

The perceptions of the Indian by Europeans in the 1800's
were by no means defined by a rule of measure or literary
definition. However, the Federal Government did come.tb'a
consensus on its views of Indians. Prucha subported this by
stating:

The opinions (of Europeans toward Indians) -
varied from the extreme disdain of the
aggressive frontiersman, who equated- the
Indians with wild beasts of the forest, fit
to be hunted down at will, to the romantic
ideas of novelists like James - Fenimore
Cooper and poets 1like Henry Wadsworth
Longfellow, who exalted the super—human
gqualities of the 'noble savage.' But in
between, among the reasonable and respected
public figures of pre-Civil War America,
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there was a reasonable consensus, out of
which grew official government policy toward
the Indians.

During the late 1700's and 1800's, more and more
Europeans arrived on the continent'with a concepﬁ of lénd
ownership that pressurea Indian tribes to move further'wést.
While many Indians unwillingly were relocated from the
southeastern states by military force to what is now
Oklahoma, other Indians proved worthy opponents of the U.S.
Army and roamed the plains well into fhe late 1800's.

At this time the Federal Government vigwed the Indian
tribes as independent nations. Indian policy was first
implemented by what many historians label "the Treaty
Period" (1783 to 1871).. These treaties would cede millions
of acres of land to the gbvernment and in return obligate
the U.S. Government to provide services and material goods
to the Indians. The early treaty policies were established
with the tribes as a peace keeping policy between tribes and
European settlements. However, with the diScovery of gold
in the western territories, the U.S. Army was unable or
unwilling to curtail trespassing of Europeans onto the newly
established Indian territories set forth by the early treaty
agreements.

As tribes sucéumbed to military strength, sickness and
hunger, treaties were. used as a coercive device by the
Federal Government to gain Indian territory in exchange.for

subsistence and educational benefits. Many tribes had no
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choice but to sign treaties due to sickness, inability to
fight the U.S. Army, and diminishing buffalo herds which
were slaughtered for hides and sport bf Europeans. The
Indian treaty period was marred by the Federal Goverﬁment's
disregard for upholding its agreements with the tribes.
Indian territories were reduced to small areas of land which
are still intact today, called Indian reservatibns. .With
regard to the treafy period, Vine Deloria stated, "It is
doubtful that any nation wiil ever exceed the record of the

United States for perfidy."6

Federal Indian Assimilation
Policy, 1871-1930

out of this less than admirable period of Federal
~ policy came the birth of the Federal Indian Assimilation
Policy. As stated earlier, a number of treaties promised
education to Indians as part ofltheir annuities.  After
1871, the Federal Government impleménted a guardianship over
the Indians, under which Indians were seldom coﬁsulted as to
the betterment of their 1living conditioﬁs._ The Federal
Government tried to assimilate_Inaians through the promise
of education stipulated by these early treaties. Macgregor
stated, "The education of the American Indiané in federal
schools began as a means of bringing about their rapid

IIT

assimilation into American society. Various techniques

were used in the assimilation policy. Boarding schools were
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used to separate children from the traditional ways of their
Indian families. Programs were implemented to teach the
Indian farming and/or ranching. Missionary efforts were
also implemented to Christianize both young and old..

Most administrators believed that the Indian race was
not'inferiof, only that thelr circumstances did not allow
the Indians to achieve the 1lifestyle of White society.
President Thomas Jefferson was one of these believers.
Commissioner of Indian Affairs, T. Hértley Crawford, in
1844, also noted that Indians were nhot inferior, but merely
in a less fortunate circumstance.

By the 1870's, Indian policy had changed drastically
from the treaty period into a paternalistic'policy. Previ-
ously, Indian tribes were treated as independent nations,
whereas the paternalistic period of Indian policy sought to
shape the Indian culture into a European image. No longer
would the‘Indian nations be consulted as to their future.
Secretary of War, John C. Calhoun, in 1820, stated the
following to Congress:

They must be brought gradually under our
authority and laws, or they will insensibly
waste away in vice and misery. It is impos-—
sible, with their customs, that they should
exist as independent communities, in the
midst of civilized society. They are not,
in fact, an independent people, nor ought
they to be so considered. They should be
taken under our Guardianship; and our opin-
ion and not theirs, ought to prevail, in
measures intended for their civilization and

happiness. A system less vigorous may
protract, but cannot arrest, their fate.
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Thus, Indian policy was set for the‘1800's. Pélicy was to
assimilate the Indians into the ways 'and lifestyile of
American society and Christianity. The Indians' lifeétyle
and pagan religion pfecluded,them from'achieving the‘living
condition and lifestvle of Aﬁerican society. Education of
young Indian children was the mostv’efficient way to
assimilate the Indian society, while education for adﬁlt
Indians was aimed at turning the hunter and warrior society

into a farming and ranching society.

The Dawes Act of 1887

Concurrently with the assimilation through education
policy, other assimilation policies were implemented in the
mid and late 1800's. The most aggressive policy was the
Dawes Act (also referred to as the Land Allotment Act) of
1887. The philosophy behind the Dawes Act was that if an
Indian was to be assimilated into American society, the
Indian should then own individual property. The individual
can pursue, through farming and/or ranching, an income.and
thus_find his place in society. Most opponents of the Dawes
Act claim that this act was not just an attempt at assimila-
tion, but also an attempt to dissolve tribal government and
its jurisdiction. The tribe, as a governing body, would not
have a say in common affairs if the individual Indian had
property and could be dealt with on an individual basis.

Opponents of the Dawes Act also contend that the act was




45
used to further decrease the amount of Indian land. The
reservation land was not divided among the individual
members, but rather handed out in 160 or 320 acre allot-
ments. Surplus land was opened up‘to White purchase or
settlement.

Regardless of ulterior motives of the Dawes Act, it was
indeed within the philosophy of the Christian reform of the
period. The Indian cannot become a part of American society
if he does not have the property to be self supporting.
Prucha stated: '

The individualism of the evangelical Protes--
tants was tied closely to the Puritan work
ethic. Hard work and thrift were virtues
that seemed to be at the very basis of
salvation. The reformers could conceive of
no transformation for the Indians that did
not include self-support. Annuities to the
tribes and ration to subsist the Indians
were Dblocks that prevented realization of
.the ideal. Until these were abolished and
the Indians made to labor to support them-
selves and their families, therg?would be no
solution to the Indian problem.

The policy of the late 1800's had two main flaws that
sealed its failure.  The policy denounced the Indian
culture, and assimilation of the Indian was to be completed
as rapidly as possible. No attempt was made to allow for a
raﬁional progression of  traditional Indian culture to
European ways. Secondly, the education of adult Indians did
not instruct efficient farming techniques that could finan-

cially support the Indians. Land allotments were small in

acreage, and often infertile land -was allotted to the
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agriculturally uneducated Indian while priﬁe farm and ranch
land was sold to Whites. The adult Indians, who weré more
familiar with the prestigious traditional hunter/warrior
society, saw little 'reward in the mundane téchniques of
farming. Many parties sold their land'to Whites and had
nothing left after doing so. 1In the ten yvear span between
1880 and 18§0, Indians had. lost one-thirdvof thelir land
under the Dawes Act. |

Indian assimilatibn‘policies failed not only in their
intent, but in their implementation. bfficials in
Washington'had no real account of conditions in the field
because supervision was not introduced until 1869. Supef—
vision was organized with the c¢reation of the Board of
Indian Commissioners, Department. of. Interior. This group
was appointed by the President and members were paid only
for travel expenses and were untrained for their supervisory
duties. Furthermore, the board had no official duties other
than to sefve in an advisory capacity. The oﬁly official -
representative was the Indian agent. Indians most often had
only the agent as a means to communicate with the Federal
Government. The Indian agent was also a notorious character.
in the history of the Federal Government. One agent's
record showed over $300,000 accounted for in 1832. Also,
agents were not required to give a replacement agent his
records until a law was passed in 1875 redquiring him/to

relinguish them. The law also forced the agent to prove
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that his employee list and payroll were legitimate. At this
time in history, the spoils system was under way and many
agents hired inexperienced friends and family.
The Implementation of
Indian Assimilation
Although the Federal Government established Indian

education policy in the mid—-1800's, educating Indians was
begun earlier by missionary groups. Missionary schools date
back to the 1500's and spread throughout the following
centuries. It was also the mission schools that conceived
the idea of boarding schools in order to separate the
children from their family Indian traditions.10 Although the
Constitution separates church and state, indians knew little
of constitutional law. Furthermore, the nation at the time
" was very Christian minded.

The United States was an openly admitted

Christian nation. It is true that the

establishment of 'a particular church ended

with the Revolution and that the Constitu-~

tion prohibited any further establishment.

But this principle should not obscure the

fact that the American people and their

government were dominated by a religious

sentiment that affected all aspects.  of

national life--including Indian policy.

What prompted the missionaries to educate Indians was

not necessarily the caretaking of a race of people thought
to be genetically inferior. What prompted the missionaries

to educate Indians was the fact that they could not accept.

the Indians' non-Christian religion. Prucha stated, "They
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(Whites) saﬁ' pagan religion, and although they were no
longer inclined to see Satan immediately behind Indian
beliefs and ceremonies, thef compared the Indians' religions
unfavorably with their own biblical Christianity.12

Since the missionary schools were already established,
fhe Federal Government funded many of the missionaries for
their efforts to educate the Indians until about 1915 when
Federal courts decided that support from the Federal Govern-—
ment was not constitutional. However, the lack of Federal
funding did not mean an end to the missionary schools. At
the turn of the century, many of the missionary schools
stated that their schools were still a beﬁter alternative to
the Federal Indian schools of the early 1900's. Some of
'these schools were supported by the tribes who also recog-
nized a favorable alternative to shipping their children to
distant Federal Indian schools. Subsequently, some of these
missionary schools exist today and are supported by the

tribes themselves through the tribes' annuities.
Federal TIndian Schoolsl

Previous to 1879, the Federal Government took
responsibility for Indian education only to the degree of
subsidizing missionary efforts. The TFederal Government,
dissatisfied with the inefficient and dishonest efforts of
the Indian agent, increased supervision and audits to curb

the autonomous power the agent once held. The government
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was also becoming increasingly dissatisfied with some of the
educational techpiques of the missioﬁaries;. Miséioﬁaries
were continually competing fqr the generous funding and had
to be assigned areas and/or reservations to.keep peace among
the denominations. Other missiona:ies wére ignoring the
rapid assimilation pblicy and were teaching Indian students
bilingually. This was in direct violation of the govern-
mént's regulation that all schools usé the English language
exclusively. The Federal Government took its first active
step 1in Indian education in 1879 with the first Federal
school for Indians.

The Carlisle Indian School was established by General
Richard H. Pratt in Carlisle, Penns&lvania. General Pratt's
philosophy was to remove Indians from their environment, and
thus approved of the boarding scﬁool method. General
Pratt's idea for the school came from his previous duty of
caretaking -Indian prisoﬁers at Fort Manion. He observed a
rapid assimilation of Indians at the prison and attributed
the assimilation to the fact that the Indians were away from
" their natural element and could therefore more easily adapt.
The school 'opened with 185 students and international
acclaim for its athletes, such as Jim Thorpe. Other schools
were created after Carlisle, often establishéd in the
buildings of military forts." |
The Federal .schools Qrew more numerous, as did the

appropriations. The education program became a centralized
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The Federal schools‘ grew more numérous, as did the
appropriatioﬁs. The educatipn program became a centralized
system in contrast to the autonomous and decentralized
Indian ageﬁt system. In 1885, the orgénizer of the Educa-
tion Division of the Department of Indian Affairs, John H.
Oberly, was also an advocate of the boarding school system
with compulsory attendance and reform schools for the less

cooperative Indians_.14

Oberly also advocated 'that the
teaching methods and materials be uniform, as well as thé
construction of new buildings, preferably off the resefva—
tions.t' Oberly also implemented a merit system for all
personnel. "His. successors also increased supervisory and
field obser&ation powers in the late 1800's.. However, only
approximately 60 percent of all Federal schools were visited
before 1899 and many were found to be poor in condition,
facilities and personnel. |

The Federal schools estimated‘that the Indian student -
population under their jurisdiction was about 36,000; yet
only 10,500 appeared on the actual school rolls. Before
1893, the Indian agent often used persuasive means to coerce
Indian families to enroll their children in the boarding
schools. Often, Indian agents would withhold supplies and
annuities to the parents if their children were not in
attendance. -After 1893, the Secretary of the Interior was

responsible for such sanctions. Corporal punishment was a
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The new Indian education program had grown rapidly in

the late 1800's. As many as 27 boarding schools opened in

1885. Annuities had risen from about $800,000 to §2.3

million by 1893. Althoﬁgh the appropriation increase may
suggest that the Federal Indian education system was suc-
cessful, it Was not. Nonreservation boarding échools pro&ed
to be expensive undertakings and were ho more effective than
boarding schools located on the exisfing reservations and
military establishments. Nonreservation schools had to bear
the cost of transportation’and boarding. Furthermore, the
nonreservation schools bore the hostility and protest of
Indian .parents against the kidnapping of children for
enrollment QUotas by the Bureau of Indian Affairs' Police.
Proponents of the reservation school stated that the Indian
child bore problems of alienation on his return to the
reservation and reverted back to his own culture. Last, the
reservation schools produced an education comparable to that
of nonreservation schools. The Indian traditional ways,
which were to become nonexistent through isolating Indian
children, were still intact and practiced by the tribes.
Administrators of the timé perceived that the public
school system should also take in local Indian students.
Since the Dawes Act, mbre non-Indian families either now
obtained previously owned Indian .land. or were leasing
Indian land. Thus, more non-Indian families were now

living in close proximity to large Indian populations. This
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non-Indian population also brought public schools closer to
the reservations. Boarding schools slowly started to.close
their doors and, by the 1920's, more Indians attended public

schools than Federal schools.

The Meriam Report

The mid-1920's saw another reform of Indian education
with the advent of the Meriam Report. In 1926, Secretary of
the Interior, Hubert Work, called for an investigation into
the - department's Indian services and appointed Dr. Lewis
Meriam, of the Brookings Institution, to direct the inquiry.
Lewis then appointed W. Carson Ryan, Jr. to Survey the
educational services of the department. Ryan was a nation—
ally recognized educator who had worked for the U.S. Bureau
of Education for eight years and was considered an expert in
educational surveys. Ryan was also a leading contemborary
éupporter of then .current education methods and researﬁh.
He later becaﬁe the Director of Indian Education in 1930.
In 1928, the staff submittéd its 900 page report to the
Secretary, entitled "The Problem with Indian Administra-
tion." Although the report did not dwell on past adminis-
tration, it revealed the appalling conditions that existed
oﬁ the reservatiéns, even though the administratioﬁ
professed to be acting in the Indian's best interest. The
report stated that the Land Allotment Act was a dismal

failure at assimilating Indians into farming. The report
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stated that education was also a failure and that outmoded
theories of separating Indién children from their families
should,ceése. By the time the Meriam Report.was published,
a large population of Indian children was already enrolled
" in Indian 'feservation day schools or public schools.
However, the Meriam Report ciearly stated that the remaining
boarding-schools were the root of the Bureau's evil and
described to the Senate the embarrassing and horrifying
conditions of disease, overcrowding, and malnutrition that
existed among the children. For the first time the report
stated to the U.S. Government that someIIndians.preferred to
be Indian and would not fully adapt to European ways; they
.furthermore had the right to make this choice, though
Indians could not realistically be set apart from contact
with Whiteé. In summary, the Meriam Report called for
reform and stated that the seven administrations' (since the
Dawes Act) steadfast goals of assimilation and cultural
extinction were unrealistic and were inhumane.™

The Meriam Report was full of recommendations tb help
solve the Department of Interior's weaknesses. Ryan had
made a three—fold'recommendation: (1) the development of a
community school syétem to meet the needsAof existing Indian
populations, (2) Federal/State education contracts for
Indian children attending public schools, and (3) the
gradual extinction of the boarding school while improving

the conditions of the schools during the interim. From 1928
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to 1933, twelve boarding schools closed or transferred to a
day school status. Closing of the Indian boarding schools
was hampered bylcongressmeﬁ who had these séhools in their
districts and saw them as. local economy revenues. All
échools, however, did steer away from the uniform teachings
that were set out to assimilate the\children and replaced

the curriculum with Indian cultural techniques as well as

reading and writing.16

The New Deal ‘Period

Even though the Meriam. Report gained public awareness
for the Indian, many Indian supporters élaimed the reform.
was doing very little. One of these Indian supporters,.John
Collier, later found himself on the side of the opposition
when President Roosevelt appointed him Commissioner of
Indian Affairs. Collier had been a nationally known -
crusader for Indian welfare and opposed the Depa}tment of
Interior/Indian Affairs for ten years. Roosevelt's nomina-
tion of Collier was highly controversial and met with some
Senate opposition from those who did not agree with
Collier's aggressive intentions for reform. Nonetheless,
Collier.was appointed to the office in 1933.

Collier outlined his objectives as the organization. of
Indian tribes.to manage their own affairs, and economic.
rehabilitation. - Althoﬁgh Collier did not focus as much

attention on education as he did economic rehabilitation, he
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did reverse lbng standing 19th century legislation with the
Indian Reorganization Act. This act prdved to be the first
step towards incorporating a new educatiqﬁ ‘program.
Collier's aggressive and enthusiastic approach probably
eafned him the title of the most verbal spokesman in support
of the preservation of Indian culture of any U.S. adminis-

trator.17

The Indian Reorganization Act of 1934

Collier and the Indian Reorganization Act of 1934 (IRA)
brought back the Indians' right to make their own decisions.
The IRA encouraged tribes to adopt constitutions and elect
councils that would serve as governing bodies of the tribes'
affairs.. The act subsequently assisted hundreds of tribes
in adopting coﬂstitufions and governmental structures that
have formed the tribal governments that exist today.
Furthermore, this act made loans available for economic
activities and growth. Funds to establish higher education
for members of the tribes were also now available. In
general, the IRA produced én attitude toward the acceptance
of Indian life and culture and the-right of freedom to

preserve it.

The Johnéon—O'Mallev Act of 1934

Along with the IRA legislation, another law addressed
education specifically. The Johnson-0O'Malley Act of 1934
(JOM) allowed the Federal Government to contract with

state school systems to educate Indian children. Somewhat




56
ironically, the bill was, in essence, contrary to the
philosophy of the Indian Reorganization Act. Since the
established schools would bring the Indian into their
system, Bureau of Indian Affairs' Director of Education,
Willard Beatty, became convinced that the schools took the
money without any attempt to serve the special needs of
Indian children. Beatty also grew more fond of the reformed
boarding schools because of‘the special cultural needs the'

schools met.
The Termination Period

With the adveﬁt of World War II, some 25,000 Indians
entered the military services. This marked the first fime
that a major Indian population had left the reservation.
This new worldly experience led to dissatisfaction with the
living conditions and education system that existed on the
reservation upon the veterans' return. Thus, World War II
brought about a new force among the tribes for more training
and education.

If World War II was responsible for Indians' increased
awareness of their educational needs, it had the opposite
effect for non-Indians. The Eisenhower Administration did
not exhibit fhe empathy for Indians that the Roosevelt
Administration felt. On thé contrary, the postwar mood of
the Congress was to reduce spending. Thus, under the dguise

of setting the Indian free from government rule, the
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administration had turned full circle. The Eisenhower
Administration felt that the reservation system kept Indians
from assimilation and that this relationship should dis-
solve. Two tribes sold their reservations outright, the
Klammath and the Paiutes. Both produced disastrous results
that left many families without training or income and now
no reservation. Tribal members moved into lower class White
neighborhoods and reformed Indian groups. Dillon Myer, a
zealot for assimilation, was appointed Indian Commissioner
from 1950-1953. Myer was former director of the War Reloca-
tion Authority, in charge of dismantling the Japanese
relocation camps after WOild War II and returning the
Japanese to their homes. Myer was known for his accel-
eration of the assimilation efforts.. Myer also believed
that the sole pnrpose of education was complete integration
into the American way of life. He lessened the power of the
Director of Education by changing the office from a’'division
to a branch office, which.meant the director could not give
"orders to any field offices. Director of Education; Willard
Beatty, a holdover from Collier's administration, resigned
immediatély after this reorganization. The directorship of
the Branch of Education was turned over tb Hildegard
Thomﬁson, who concentrated her efforts on increasing Indian

attendance in the public schools, but did little to intro-

duce Indian culture.
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Fortunately, the terminatioﬁ‘period ﬁas short lived.
fhe policy became very unpopular with Indians and non-
Indians alike. Furthermore, the Indian people had renewedl
leadership and organization and posed strong opposition to
the policies. The National Congress of American Indians led
the opposition, representing a new force the Congress had

not been exposed to in past Indian relations.

Indian Self-Determination, 1965

Once again, with the‘change of administration in  the
1960's, came a new policy for Indian relations. This policy
was similar to the New Deal policy of the 1930's. An
emphasis on self-governing and cultural recognition were the
objectives.of the Kennedy énd Johnson Administrations. The
Indian population became increasingly dissatiéfied with
education programs and demanded to be acknowledged as
responsible.for the running of their own programs. Other
groups took more aggressive measures —- from a gunfight at
Wounded Knee with the FBI, to the ransacking of the Bureau
of Indian Affairs Office in Washington, D.C. Finally, in
1970, President Nixon introduced legislation that proved to
be  a landmark accomplishment for the American Indian, the
Indian Self-Determination and Educational Assistance Act.
.From Title VII of this act came the birth of tribal colleges .
that are under the direction of the tribes themselves.

Currently, all major reservations have established a college
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under the Self-Determination Act. The colleges are similar
to junior or community collegés in nature. However, the
stated goals of the tribal colleges are to provide their
tribal members non-Indian education as weli as retain Indian

cultural education{

Summary

The Indian Reorganization Act has allowed Indian tribes
to-gain control of tribal affairs from the Bureau of Indian
Affairs (BIA). However, government agencies do not die
easily. The Bureau.of Indian-Affairs still has a tight grip
on rhe tribes through stipulations attached to any funding
the BIA distributes. Through these stipulations, the BIA
still maintains tremendous control over Indian affairs.

This chapter has reviewed the history of Federal Indian
policy. The review shows that the Federal policy, through
a long liét of dismal failures, has had a large impact on
the status of the American Indian. To this point, discus-
sion has  been concerned with American Indian tribes in
general. However, Federal pblicies have had varying efﬁects
on the Indian tribes individually. ’ Furthermore, ‘since
Indian tribes are culturally distinct, each tribe must be
reviewed by an Affirmative Action program to fully assess
its current status. Therefore, to be effective, separate
Affirmative Action programs must be designed for each tribe/

reservation. Chapter 5 will discuss the history of the
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Northern Cheyenne Tribe as an illustration of distinct needs
of a tribe that must be taken into account for the formula-

tion of an effective Affirmative Action program.
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CHAPTER 5

HISTORY OF THE CHEYENNE PEOPLE

Introduction

This chapter will review issues and concerns that affect
the Northern Cheyenne Reservation and its inhabitants
specifically. In order for any policy or program to succeed
in accomplishing a representative workforce, the unique
characteristics of the reservation and the Northern Cheyenne
People must be ;dentified. These unique chafacteristics must
be taken into account because they are contrary to underlying
assumptions of most current Affirmative Action programs.
These unique aspects will be categorized as historical,
cultural, and economic. However, the Northern Cheyenne Tribe

also shares broad concerns with the Indian Nation as a whole.

The Quest for Sovereignty

The 1960's produced an awareness of the civil rights of
minorities. Arising from this awareness, statutes were
enacted to secure the civil rights of minorities and to
eliminate racial discrimination in education, employment, and
housing. The Civil Rights Revolution was primarily fought

by and for Blacks, on the grounds of individual civil rights.
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Some Indians took part in the demonstrations and protests of
the Civil Rights Movement; however, individual civil rights,
although important, were secondary concerns of the Indian

L Whereas Blacks were fighting for the right of

Nation.
representation in government and court systems and the right
to equal housing and equal use of public facilities, Indians
were protesting for the right to exercise their power as
soVereign nations to control policies and programs that are
owed to them by Federal tfust responsibilities. Indians
were also protesting for the rights given to them under the
Indian Reorganization Act of 1934, under which their elected
governing body controls tribal affairs that directly affect
the tribes.?

In 1972, an estimated 1000 Indians marched on
Washington, D.C., to protest the administration's alleged
disregard for the tribes' sovereign power, a right which no
other minority can claim. This protest became known as the
"Trail of Broken Treaties." However, while the media
publicized the protest, their attention was diverted to the
ransacking of the Bureau of Indian Affairs offices rather
than focpsing on the list of demands the Indians sought.
Thus, the non—-Indian public was unaware‘thaﬁ the Indians were
protesting about their right to exercise sovereign power.
Undoubtedly, with the numerous protests -by the highly
publicized Civil Rights Movement in the late 6033 and early

70's, the protest of the Trail of Broken Treatiés became

obscured.3
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As with many other tribes, the Northern.Cheyenne People
still continue their quest for sovereignfy. As we look at
the Northern Cheyenne Reservation, it will be quite evident
that the tribe has taken steps to strengthen their right to
exercise power to control events and ?olicy that directly
affect themf Thus, the first and uppermost recommendation
fof a state government administration to consider is that the
Northern Cheyenne Tribe will request a great deal of input
and control over any program that affects the tribe.

Before the Northern Cheyenne People can be profiled, it
is important for the reader to realize that Indian culture
cannot be grasped or undefstood:by reading a book. What can
be achieved, howeVer, is.a basic introduction’to the people
of the Northern  Cheyenne Indian Reservation; By reviewing
the history of the Cheyenne People, the reader can gain a
concept of the present day culture, environmént, and govern-
mental structure. Also, misconceptions regarding thé Indian
culture, so often inaccurately portrayved by the television
and movie industries, can be clarified. This information
could be invaluable to the well meaning but misinformed
administrator and could save embarrassment Whén interacting

with Chevenne representatives.

The Northern Chevenne People

The Cheyenne people are believed to have lived in the

Great Lakes region of the United States and migrated to the
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marshlands of northern Minnesota. According to information

provided by "the Sioux, explorers Joliet and Franklin
portrayed the Cheyenne on a map showing their presence east
of the Mississippl River above the mouth of the Wisconsin
River in 1673.. Around 1675, the Cheyenne migrated south into
southern Minnesota where they constructed permanent dwell-
ings, farmed, and hunted.

However, with the advent of the French fur trade, many
enemies of the Cheyenne acquired guns. Unable to defend
themselves, the Cheyenne were forced to move into the
Dakotas. The Cheyenne then turned to the plains buffalo
herds as a source of food in the early 1700's. With the
acquisition of horses in the 1750's, -the Cheyenne now could
travel further and carry more weight, as well as effectively
hunt more buffalo; The Cheyenné continued to move westward
under pressure from enemy tribes and lodged near the Black
Hills 1in South Dakota, southern Montana, Wyoming, and
Colorado. Due to the short growing season of the area and
lack of water, the Cheyenne quickly adapted to the plains way
of life and discontinued farming as a major food source.”

Until the Lewis and Clark expedition of 1806, the
Cheyenne had little contact with non-Indians and were wary
of their presence. The 1840's marked a series of problems
for the Cheyenne due to the increasing pressure of White
settlers along the Santa Fe Trail in Colorado. Though the

Cheyenne were friendly to the Whites, horse raids by the
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Cheyenne and Arapaho were commonplace, raising tension among
settlers and the U.S. Army. In response, Fort Mann was built
and Army soldiers patrolled the Santa Fe Trail in 1847. |

The immigrants who crossed the plains oftenhhunted and
disrupted the grazing patterns of the buffalo herds. Tﬂese
wagons often brought cattle along the wagon trails where
cattle grazed further from the wagon trails with'each passing
wagon. This further disrubted the migration of buffalo
herds, since the buffalo would not cross these overgrazed
areas. Compounding the devastation 6f the buffalo herd, the
immigrants bréught an epidemic of - -cholera to the Northern
Cheyenne bands and the epidemic soon spread through the
southern bands. According to some of the older Cheyvenne
people, some of the bands lost up to half of their popula-

tion.>

The Growing Unrest

Discontent among both the Cheyenne and Whites brought .
about a peace treaty to be signed by the Cheyenne and other
tribes at Fort Laramie in 1851. At this time, the Federal
Government thought it was more advantageous to make concés;
sions than to fight. By signing the treaty, the Indians were
ﬁo: (1) maintain.a peaceful coexistence with the White
settlers, (2) allow the Army to construct forts and roads,
and (3) be held respénsible for any warlike actidns against

Whites. In turn, the tribes would be assigned territories
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that would relieve any warfare, both intertribal and with
Whites. The Northern Cheyenne and Arapaho bands also gainéd
annuities in the agreement.6 |

On the surface, the Fort Laramie Treaty was an agreement
for peace on the plains. However, the government soon built
roads that brought more immigrants across'indian land, which
in turn devastated prime hunting grounds, further reducing
the buffalo herds and spreading disease from the settlers to
the Indians. Thus, the 1850'3 saw more raids from the
Cheyenne and more punitive actions from the Arm.y.7

In the summer of 1858, gold was discovered in Colorado.
An estimated 50,000 miners unlawfully'moved'into Cheyenne and
Arapaho treaty landé. Foreseeing the possibility of war, the
Cheyenné and Arapaho peace chiefs sought a treaty whereby the
tribes could obtain a permanent land upon which Whites would
not trespass. In 1861, the treaty of Fort Wise was signed,
allotting a small reservation to the Cheyenne and Arapaho at
the cosf of most of the land agreed upon in the Fort Laramie
treaty. Most of the Cheyenne opposed the Fort Wise treaty,
refusing to be imprisoned on a reservation. As a result, the
Northern Cheyenne bands and the Southern Cheyenné Dog Soldier
Society refused to sign the treaty. By 1862, host of the
Northern Chevenne bands had left the Colorado aréa and pushed
ouf the Crow tribe from their hunting grounds in southeastern
Montana. Attempts were made to bring the Northern Cheyenne

back to the reservation in Colorado by‘issuing annuities only
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on the reservation. However, the Northern Cheyenne refused .

to be bribed.?®
The Sand Creek Massacre

With the advent of the Civil War, most of the military
troops in Colorado were sent to fight in the East. Volunteer
militias were organized to protect settlers from hostile
action by unfriendly Indians or any Confederate troops that
should somehow come into the area. In 1862, panic among
Whites was rampant after a group of Santee Sioux killed a
number of settlers in Minnesota. In Colorado, rumors spread
that the Southern -Chevenne may have been planning to move
north with the Northern Cheyvenne and Sioux where they would
laﬁnch attacks throughout the plains settlements.

Contrary to this rumor, many Southern Cheyenne and
Arapaho peace chiefs brought their bands to Sand Creek,‘near
Fort Lyon 1in southeastern Colorado. The peace chiefs
gathered their bands together under the pretense, initiated
by Colorado Territory Governor Evans, that military action
would only be used against hostile Indians. However, the
Governor had departed the Colorado area for Washington, D.C.,
leaving in charge of the Colorado Militia one of American
history's darkest individuals, Colonel John M. Chivington.
In the winter season, November 29, 1864, Colonel Chivington
attacked the Sand Creek camp at dawn with 700 soldiers armed

with cannons, rifles, and sabers. The soldiers were given
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orders to take no prisoners. Cheyenne Peace Chief Black
Kettle had his lodge erected in the camp with both a large
American flag and a white flag of peace adorned on top. The
flags did nothing to stop the attack. ‘The merciless,
unprovoked attack is one of American history's most hideous
atrocities. An estimated 200 Cheyenne were killed, savagely
mutilated, scalped, and dismembered. Pregnant women were
disemboweled and scalps and body-parts were later hung on
saddles to be paraded in Denver, Colorado.- Of the Cheyenne
fhat lost their 1lives that morning, an estimated three—
qgquarters were women, children, and elders too o0ld to defend
themselves.’

The Indians who escaped the attack moved north to join
the Northern Cheyenne and Sioux. In one single day, Colonel
Chivington had killed almost every peace chief of the
Southern Chevenne. This would have great impact on the
plains because authority now moved to the war societies of
the Northern Cheyenne. Peace Chief Black Kettle, who escaped
the massacre, joined the feared Dog Soldier Military Society
to seek revenge and became a ferocious fighter against the
Whites 1n the years to come. Soon after, war parties
attacked settlements, ranches, wagon trains, and trading
posts on the plains. At Fort Phil Kearney, Colonel W.J.
Fetterman and some 200 soldiers were lured out of the fort
and éompletely wiped out in an ambush set by the Cheyenne and

other tribal warriors. Some tribes, such as the Southern
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Cheyenne, made peace with the government and accepted
reservations in the Oklahoma area. However, Northern
Cheyenne bands as well as the Sioux fought vigorously against

the invasion of their sacred lands and hunting groi;tnds.10

The Fort Laramie Treaty, 1868

After the massacre at Sand Creek, the strong resistance
of the remaining hostile tribes was expected by neither the
government nor the military. The Bozeman Trail, which
brought miners to southwestern Montana, could no longer be
protected by the military and was virtually untraveled. The
railroad,. which had been constructed as far west as Nebraska,
could not venture any further west, under threat of Indian
attack. The Federal Government saw no other alternative but
to again negotiate a treaty. As a result, the treaty of 1868
is the only treaty where the United States succumbed to
Indian démands. The treaty was to allow the expansiop of the
railroad westward by bypassing the Powder River area of
southeastern Wyoming, and promised the abandonment of the
three forts guarding the Bozeman Trail as well as the trail
itself. Consequently, the forts were abandonea and later
burned down by the Cheyenne and Sioux. A permanent reserva-
tion for the Sioux was establishéd that encompassed all of
South Dakota west of the Missouri River. However, many of
the Indians had no intention of settling on the reservation/

and thus many chiefs again refused to sign. Among these
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chiefs were Crazy Horse of the Oglala, Sitting Bull of the
Hunkpapa, and Little Wolf of the Cheyenne -—- all of whom
would share their greatest victory at the Battle of the

Little Bighorn.T1

The Battle of the Little Bighorn, 1876

In the yvears that followed the treaty_of 1868, the
Cheyvenne and -Sioux continued to hunt and live in the Powder
River area. 'Howevef, miners still tried to use the Bozeman
Trail even without the protection. of the cavalry. The
construction of numerous forts surrounding the Powder River
area became a major threat to the existing Cheyenne and
Sioux. However, it was the invasion of gold miners into the
Sioux Reservation that instigated the Indian wars once again.
General George A;mstrong Custer escorted a group of geolo-
gisﬁs into the area, whereupon gold was discovered. Numerous
groups of miners soon invaded the reservation despite efforts
by the Army to keep them out. The Sioux protested to the
Federal Government, prompting an offer by the government. to
buy the reSerVation outright as well as an offer to buy the
mineral rights. Both offers were refused. The Sioux and
Cheyenne again continued 'their raids on miners and the
railroad. Furthermore, there was growing discontent among -
the reservation Indians over the poor quality annuities they
wefe receiving. The Federal Government viewed the situation

as a major threat to the established reserVation system.
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Hence, the Commissioner of Indian Affairs, Edward Smith,
issued an order that all nbnreservation Indians report to
their reservations by January 31, 1876, or they would be
dealt with by military force. By this deadline, only one
small band of Arapaho had reported to their agency. The Army
was now to handle the situation.'?

General Sheridan estimated the Indian population -to be
less than 1500, and hence that they would be easily defeated.
He then sent three columns of troops from the east, south and
west to surround the re@aining Indians near the Yellowstone
‘RiVer in southeastern Montana. On March 17, 1876, an advance
column attacked a peaceful camp‘of.mixed bands which aban-
doned all their food and belongings in order to escape
anﬁihilation. The band moved north and joined Crazy Horse
and the Oglala. During the warmer months to come, more
reservation Indians left the reservation to hunt the plains.
Many joined the Cheyenne and Sioux and shared their commit-—
ment to fight the Army. On June 16th a combined war party
of Cheyenne_ and Sioux attacked troops -in the wvalley of
Rosebud Creek. The battle left 57 cavalry soldiers dead and
wounded, and forced the troops to retreat south. Today this
victory for the Cheyenne is cailed the Battle of the Rosebud;
the site is located south of the present reservation. In
June of 1876, scouts for General Custer spotted a large éamp
of ITndians on the banks of the Little Bighorn River. Custer,

fearing the camp would spot the troops and escape, hastily
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organized an attack. Custer, having no knowledge of the
Battle of the Rosebud the previous month, was sure that the
camp would not defend itself. He decided not to wait for the
other column of troops, who were a day's marqh away, and
split his column into three groups: one to circle to the
south, to cut off escape routes; one to attack from the east;
and Custer himself to attack from the north. When the
attack from the east came on the morning of June 25, 1876,
Custer's men, under Major Marcus Renb, met head-on with an
estimated 1300 warriors and were soon. pushed back to nearby
hills and surrounded, suffering heavy losses in the retreat.
The warriors then turned their attention to Custer and his
troops to the east. Hopelessly outnumbered, Custer. and his
men died in small groups trying to fend off the attack.
Custer and some 50 men died on a small ridge overlooking the
Indian camp. Losses of Indian lives were thought to be less
than 100.

Today, the Battle of Little Bighorn is considered the
biggest wvictory among the Cheyvenne and Sioux.A However, it
marked the loss of the war to the Whites. During the early
1800's the population of the United States was estimated to
be about five million. By the time of the signing of the
first Fort Laramie treaty, the population had risen to 24
million. At the end of the Civil War, it was 36 million.
The Cheyenne had a population of only 5000 by the end of the

Indian war with no open frontier to escape into. The camp
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at Little Bighorn disbanded and slowly succumbed to hunger
and retaliation. The last band of Cheyenne, led by Chief TWO

Moon, surrendered in April of 1877 at Fort Keough.13
Oklahoma and the March North

Some 970 Cheyenne were sent.south td Oklahoma, where the
Southern Cheyenne bands were ordered to stay. The reserva-
tion had little game and rations were of poor quality. Many
of the Northern Cheyenne were not used to the hot climate and
became 1ill with malaria. Many children and old people
perished due to an outbreak of measles. During the following
year, thé Nbrthérn Cheyenne bands were so devastated that
they requested permission to return to the north. After
their request was turned‘down, the Cheyenne leaders counciled
and upon the decision of Chief Little Wolf, decided to leave
for the north with or without permission. Little Wolf then
tola the agent of their plans and that they would die trying
to escape 1f need be. A disbelieving agent nonetheless
notified the army, which surrounded the Northern Cheyenne
camps.14

The Cheyenne escape from the reservation during the

' early morning hours of September 9, 1878, headed to their

homeland in Montana, could be described as one of the most
heroic episodes in American history. Eighty-five men and 250
women and children silently slipped past the surrounding

troops, leaving their possessions behind and séme traveling
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without horses. The Cheyenneucrossed hundreds of miles of
inhabited country, telegraph lines, and three railroad lines
that could carry troops to the Cheyenne once they were '
spotted. During their journey, the Cheyenne fought four
battles, and vet still'managed to continue. After crossing
thé third railroad line in Nebraska, an éntire division-of
Army troops spread out to capture the Cheyenne, and still the
Chevenne slipped through.

The band split into two groups and headed into the
sandhills of Nebraska. The band led by Little Wolf winter
camped in an area called Lost Choke Cherry, while Morning
Star's band headed northwestward for six weeks in snow
covered count;y. On October 23, 1878, Morning Star's band
was capfured by Captain J.B. Johnson, with no confrontation
by the weary Cheyenne. Morning Star's band was brought to
Fort Robinson where again the Cheyenne were ordered to return
to Oklahoma by the Indian Bureau. Once again the Cheyenne
refused and stated they would rather die. The Cheyenne were
then locked up in a barracks with no food or water for one
week. Recognizing it was time to attempt an escape or die
in the barracks, the Cheyenne broke out of the barracks to
make a run for the countryside. Fortunately, the Cheyenne
women had smuggled in five rifles and twelve hand guns, under
their clothing, to fend off the soldiers during their escape.
The result of the escape brought twelve days of being hunted

down and shot; 61 Cheyenne were mercilessly killed or badly
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Wounded. Morning Star escaped to the Pine Ridge Reservation
several weeks later. The surviving Chevenne were also later
taken to the Pine Ridge Reservation. Little Wolf and his
band were contacted by Cheyenne scouts who had enlisted in
the Army, and were peacefully broughﬁ to Fort Keogh. Little_
Wolf and the men of his camp also enlisted as scouts. The
long march had ended, and for whatever reason, perhaps
compassion or embarrassment, the Indian Bureau allowed the

remaining Indians to stay in the north."

The Northern Cheyenne Reservation

Both Little Wolf's people and the survivors of the Fort
Robinson breakout were transferred to Fort Keth in south-
eastern Montana. Overcrowding caused the fort to permit some
Cheyenne to move south of the fort to hunt and farm around
Muddy and Lamedeer Creek, the present reservation site. In
the‘following vears, other Cheyenne who were camped at the
Wind River Reservation in Wyoming also movéd to the area.
Upon recommendation of the officers at Fort Keogh, President
Chester Arthur issued an executive order establishing a
reservation for the Indians in the area, then called the
Tongue River Reservation. In 1901, Presidént William
McKinley issued .an executive order placing the eastern
boundary of the réservation, which was not firmly established
by President Arthur, on the Tongue River. The new east

boundary expanded the reservation to 444,157 acres. In
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addition, the-executive order bought out any existing home-
steaders in the reservation boundaries and also referred to
the reservation as the Northern Cheyenne Indian Reservation,
a name which eventually repyaced the original name .of Tongue

River Reservation.'

Summary

The history of the Cheyenne tribe has shaped the culture
of the present day Cheyenne People.- Hiétory has shown that
the Cheyvenne have endured the most.horrible atrocities in
American history. These atrocities are well known among the
present day Cheyenne and will never be forgotten. This
history likely accounts for present animosity toward non-
Indians by some Cheyvenne individuals.

Indian people are:- aware that few non—-Indians are
educated in Indian culture or even attempt to understand what
atrocities they have been subjected to. The most recent
example of this is the June 25, 1988 protest at Custer
Battlefield Park near Crow Agency, Monfanaw As stated
earlier, General George Armstrong Custer and 260 soldiefs
were killed in the Battle of the Little Bighorn by Cheyenne
and éioux warriors. Today the battlefield is a-park that is
opérated.by the U.S. Park Service. Since the battle site was
made into a park, large monuments have been erected in memory
of the men that died there -- the non-Indian men: American

Indian Movement leader, Russell Means, has unsuccessfully




78

attempted té gain permission on three occasions to erect a
plagque to the Indian warriors who fought at ‘the Little
Bighorn. In frustration, and without government permission,
Means and other Indian representatives erectéd a plaque
alongside the Custer Memorial in hopes of educating the
thousands of visitors to the Custer Battlefield in Indian
history and culture. The plague reads:

In honor of our Indian patriots who foﬁght

and defeated the U.S. Cavalry in order to

save our women and children from mass mur-

der. In doing so, preserving our rights to

our homelands, treaties and sovereignty.

6/25/1988. G. Magpie. Cheyenne.

As the above example poignantly illustrates, seemingly
historic Federal policy has had a tremendous impact on the
present day Indian. Wiéhout this review of the Northern
Cheyenne histor? and Fedéral Indian policy, an administrétor
would be incapable of understanding the present day condi-
tion of the Northern Cheyenne Tribe. This review points out
a recurring theme of the Cheyenne People that administfators
should take into account: Like many of the tribes, the
Cheyenne fight 'Veﬁemently to keep their sovereigntyi and
refuse to be assimilated into White society or terminate
their tribal structure. Along with this, the people of the
Northern Cheyenne Tribe are less individualistic than the
dominant society. The Northern Cheyenne tend to work as a

group rather than on individual endeavors. The underlying

assumption of Affirmative Action programs is that minorities
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wish to be individualistic, which is obviously not the case
for the Northern Cheyenne Tribe. It is important for
administrators who may be interested in Cheyvenne culture and
history to know that few books are available on the subject.
And, obviously, without 1living with the people of the
reservation, it is impossible to be well versed in the
present culture. However, what is to be gained by the
preceding section is an approach or framework for under-
standing the people themselves and, hopefully, te erase any
false ideas that have been exploited by movies and tele-

vision regarding Indian culture.
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CHAPTER 6

PROFILE OF THE NORTHERN

CHEYENNE RESERVATION

.Location and Environment

The Northern Cheyenne Reservation is located in south-
eastern Montana, adjacent to the Crow Indian Reservation, in
an area that is isolated from non—-Indian population centers.
The closest major cities are Billings, Montana, 110 miles to
the northwest, and Sheridan, Wyoming, 75 ‘mileé to tne
séﬂthwest. The reservation contains 444,679 acres of Which
287,697 are owned by the tribe; 146,723 acres are individ-
nally allotted. The Northern Cheyvenne Tribe has adopted a
policy of keeping individual land ownership within the tribe,
and thus controls 98 percent of the reservation acreage.1

The reservation can be classified into four topo-
graphical régions: (1) Eastern Montana ponderosa pine
forest, esﬁimated to cover 50 percent of the reservation;
(2) ponderosa pine savannah, a pine-—grassland area estimated
to cover 40 percent of the reservation; (3) foothill grass-
land, estimated to cover seven percent of the reservation;
and (4) stream and: lake bottoms which cover the remaining

three percent of the reservation.z
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Population

The resident population of the reservation consists of
enroiled.members of the Northern Cheyenne Tribe. As of 1984,
the tribal roles showed 5,250 members, appfbximately 3,200
of which live within the boundaries of the reservation. The
majority of the Cheyvenne population is 28 years old and
younger; 52 percent of the enrolled members are one-half
degree or more Cheyenne blood.® The Cheyenne population has
increased dramatically from 1970 to 1980, by 31.6 percent,

which contributes to the high ratio of young Cheyenne.4

Tribal Government

The tribal government was organized ih 1936 under
provisions of the Indian Reorganization Act of 1934, The
Indian Reorganization Act was enacted by Congress to allow
Indian tribes to organize a representative government, to
better control the tribe's interests, and to abolish previous
Federal policies directed at termination of the tribes.

In 1936, the Northern Cheyenne Tribe approved a tribal
constitution and elected a tribal council and tribal'presi~
dent. Five voting districts were established from the five
major population‘ceﬁters: Busby, Lamedeer, Birney, Ashland,
and Muddy. The constitution called for one councilman to be
elected for every 100 enrolled members of voting age in a

given district.' In 1960, the constitution was revised to
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allow one councilman for every 200 enrolled members.. The
councilmen serve’two—year terms and a two-thirds quoruﬁ must
be present to conduct any tribal business. The president is
elected reservation wide (at léfge), and servés a four-year
term. The vice president is selected by the president ffom
the council and serves a two-year temn.‘ Members of the
tribal council are the official spokespersons for the
Northern Cheyenne Tribe. They serve as business managers,
control tribal funds, and sérve‘as contract officers with
outside agencies. However, all resolutions passed”by the
council are subject to‘approval by the Secretary of the
Interior of the Federal Government or a designated official
in the Bureau of Indian Affairs.’

The tribal-cQuncil constitutes the legislative branch
of the tribal government and makes laws and adopts policies
for the tribe. These laws and policies are then sent to the
tribal president who represents the executive branch "for
implementation through his administration, the tribal court,

6

and police department."® The tribal president supervises all

tribal Jjudges who administer justice on the reservation.

" Unlike the Federal Government structure, the Northern

Cheyenne judicial system is not separated from the executive
branch. Although there is no separation of power, the courts
haVe, remained free to interpret laws and set sanctions

accordingly in all civil, criminal, and juvenile cases.’
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Enforcement of tribal law is carried out by the Northern
Cheyenne police department. °~ The police either cite or
apprehend all‘lawbreakers for further sanctions by the tribél'
court. The police department also enforces all court ordérs
on the reservation. As with the tribal court; the tribai
police department is held accountable to the tribal presi—
dent. Felony crimés, however, are the responsibility of an
Agency Special Officer of the Bureau of Iﬁdian Affairs.

Two other government agéncies are located on the
reserﬁation, the Bureau of Indian Affairs and the Indian
Health Service. The Bureau of Indian Affairs provideé trust
serﬁices for the tribe: signoff authority, forestry'manage—
ment, road management, accounting, etc. The Indian Health
Service .provides outpatient care to eligible persons on and

near the reservation.
‘Health Services

The Indian Health Service operates an outpatient clinic
in Lamedeer, Montana. The clinic consists of four full-time
doctors, five full-time  nurses, and various other medical
personnel. These services are limited to'qualified Indian
patients unless emergency conditions exist. The clinic has
been burdéned over the years by physicians Who leave after
their two-vear commitment to the Indian Health Service.
' Complicated.and.emergency cases are transferredito the Indian

Health Service Hoépital at the neighboring Crow Reservation
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or are taken by air-ambulance to hospitals in Billings,
Montana. The Indian Health Service also operates an ambu-
lance program for the reservation in conjunction with the
Cheyvenne Board of Health.

As with many reservations, the Northern Cheyenne
Reservation has been plagued with alcohol and drug abuée.
There is an alcohol/detoxification center located in Lamedeer
which reports 62 percent of those enrolled have completed thé
treatment.program. Estimates from the Resource Allocation
Task Force on Alcoholism show that "95 percent of all
American Indians are affected by their own alcohol abuse or

a family member's."®

The program is open to all Indian and
non—-Indian populations. Patients are also transferred to
Thunder Child, an alcohol detoxification center for Indians,

in neighboring Sheridan, Wyoming.
Education

Education is an important facet of life for the people
of the Northern Cheyenne Reservation. In 1985, it wés
estimated that 25 percent of high school students did not
attend school. This is a serious concern considering that
the majority of the population is under 20 years of age.
There are three elementary and high schools that Northern
Cheyenne students may attend. In addition, students may also
attend high school at an off-reservation school in nearby

Colstrip, Montana.’
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In the area of post high school education, the Dull
Knife Memorial College was established for the education of
the reservation residents. Dull Knife Memorial College
serves approximately 185 students in the fields of academics
and vocational training. The college is a satellite program
of the Miles City Community College, whereby students can
receive accredited courses through the state university
system. The Northern Cheyenne tribal council appoints a six
member board of directors to oversee the operation of the

college.10

Abstract of Present Day
Noxrthern Chevenne Culture

Due to their isolation from the non-Indian population
and resistance to the non-Indian society, the Northern
Cheyenne have retained much of their cultural heritage. One-
half of the enrolled tribal members are one-half degree or
more Cheyenne blood. The Chevenne language is spoken in all
of the communities on‘the reservation. As much as 75 to 88
percent of the.population in the five different communities
speak the Cheyenne language, with many Cheyenne ﬁsing it as
their priméry language.11 |

In a recenf household survey, the majority of Cheyehne
listed "culture" or "spirituality" as "the most important

thing about being Cheyenne." Sixty—-seven percent of fhe

population also participate in Northern‘cheyenne spiritual
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activities such as prayer meetings and sun danc_:és. Also, 71‘
percent are members of the Native American Church or a
Christian organization. Although many Cheyenne. belong to a
Christian organization, 83 percent participate in Indian pow-
wows, which are considered by many as the "primary Indian
expressions of one's culture.'”zt

The early 1960's marked an increased involvement in
intertribal celebrations and pbw—wows_. The Northern Cheyenne
Reservation holds major celebrations over Christmas, Veterans
Day, Memorial Day, and Independence Day. These events often
last three to four days and attract Indiéns and non-Indians
from near and far. The pow-wows are also major social events
that include large buffalo feeds, dancing, singing, Indian
art shows, and speakers on Indian culture and affairs. Pow-
wows afford the opportunity to renew old friendships and to
formulate new ones for the participants.™

Another fact that has contributed to the Northern
Cheyenne retainment of cultu:;e‘ and language is thét thé
Northern Cheyenne have retained the extended family. In the
Birney community, for example, households are composed of
th];ee to six permanent members from at least' two nuclear
families. Grandparents still continue to care for their
grandchildren and residents frequently visit.re;l_ations not
in the household. The elders are still considered to be the .

most quaiified on matters of Cheyenne culture and afe highly

respected;14 It is through the extended family that the
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Cheyenne culture is taught. Cheyenne culture is very
complex, having norms for communication, law, health,
spifituality, leadership, economics, and education that
differ from those of the dominant éociety. As this paper has
stated earlier, Cheyenne culture cannot be expiained in a
book. This knowledge is attained by many years of exposure
to the pecple and the teachings of the Cheyepne Tribe. The
above abstract is merely an introduction and a framework for

understanding the Cheyenne culture.
Tribal Economics

The Northern Cheyenne Reservation has historically gone
: through.very trying'times econpmicallyy but perhaps even more
so today. As of March 1984, the unemployment rate was
approximately 60 percent.15 Roughly one-half of the popula-
tion in the Birney and Ashland communities are at poverty
level with yearly household incomes of less than $5,000.
Checking and savings accounts énd credit cards are nonexis-
tent for roughly 70 percent of the population in these
communities.'®

The tribe has lost a substantial revenue base in recent
years., 1In 1983, the tribal expenditures were $6.17 million.
In 1985, the expenditures had dropped to $3.67 million.
Recent cuts by the Federal Government to tribal"health and

welfare programs have also hindered these much needed

programs. The Atlantic Richfield 0il Company has cancelled
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its o0il and gas lease on the reservation, which has further

7 There is growing concern

diminished the tribe's revenues.
among the people of the reservation and some have left the
reservation to . obtain employment or receive' training and
education elsewhere. Most, however, have remained on the

reservation to retain their sovereignty and way of life.

Summary

However difficult and complex the problem of introducing
the Northern Cheyenne Indiaﬁ or‘any Montana Indian into the
State of Montana workforce, the facts remain the same. The
Mohtana tribes are all citizens of the United States and are
residents of the State of Montana, and are entitled to
representation in the State of Montana Government. The State
of Montana is obligated under Affirmative Action laws to
implement an aggressive plan to recruit and obtain a repre-—
sentative workforce. The elimination -of discriminatory
barriers by the State of Montana has been ineffective.
Different directions must be éxplored and these must take
into account many facets of Indian culture.

Since Montana Indians do not apply for or may not
qualify for existing positions in State Government, programs
that entail joint cooperation between the tribal government
and the State Government could be established. A State
sponsored employment program for Indian individuals or Indian

owned and/or operated companies could open the door to
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training and allow Indians the opportunity of obtaining
higher management positions in the State Government. If
different directions are not taken, it is 'dbubtful the
existing Affirmative Action program for the State of Montana

will achieve any significant success.
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CHAPTER 7

SUMMARY AND RECOMMENDATIONS

Summary

This professional paper has explained that Affirmative
Action is an aggressive plan to eliminate social and cultural
barriers that keep minorities from’job cpportunities. Yet, .
the Montana State Government's Affirmative Action plan has
failed to achieve a workforce representative of Montana's .
largest minority population, the‘American Indian. This is
due, in part, to the fact that while Affifmative Action plans
were to be designed individually for each institution's
needs, the State of Montana has nevef implemented a plan to
specifically recruit Montana Indian applicants.

The reason for the Monténa State Government's failure
to implement a successful Affirmative Actiqn program ior
Montana Indians is that this group is significantly different
from other minorities. As an indigenous people, the Indian
tribes have a distinct though diyerse culture that provides
the basis for rejection of cultural assimilation, which is
thé underlying assumption of Equal Opportunitf and Affirma-—
tive Action plans. This paper has addressed issues that must
be researched iﬁ order for an effective recruitment plan to

achieve success.
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Chapter 2 explained the background and offered justi-—
fication for Affirmative Action programs. It expressly
defined the difference between Affirmative Action and Equal
Employment Opportunity programs, which are often mistakenly
viewed as one and the .same. In general, Equal Employment
Opportunity programs do not consider any existing imbalances
caused by previous discriminatory practices or any inequality
of opportunities previous to employment. Affirmative Action
programs are to be designed with these imbalances in mind
to overcome social and cultural barriers. Last, Chapter 2
offered a justification for an Affirmative Action program by
using statistical data on unempléyment rates, segregation of
occupations, minority workforce representation, median
earnings, and education. The data show evidence that Montana
Indians are deprived of employment and educational oppbr—
tunities and are afflicted with high leveis of poverty.
Thus, the material makes a strong case in favor of an effec-
tive Affirmative Action plan specifically for Montana
Indians.

‘Chapter 3 described the existing Montana Equal Employ-—
ment Obportunity and Affirmative Action procedures, using the
Montana University System as illustration. It identified
perceived weaknhesses in both the recruitment and selection
proceéses. Existing recruitment procedures héve proven
ineffective in that Montana Indians do not apply for State

positions at the same rate as their‘representation in the
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workforce. 1In addition, all steps in the selection process
have weaknesses and, through a combination of fhese steps,A
preferential hiring can easily occur. However, the chapter
concluded that strengthening these hiring and recruitment
procedures alone will not greatly improve the ratio of
Indians hired into the workforce due to the disadvantages
prior to employment. These disadvantages are-the result of
the clash of cultures, including war with the Federal
Government, having a significant impact on the status of the
Indian tribes today.

Chapter 4 discussed the history of Federal Indian policy
toward Indian tribes which has disadvantaged Indians in
employment and education. The American Indian is the only
minority to have a trust responsibility with the Federal
Goverﬁment. This policy must be understood and incorporated
into an Affirmative Action plan for Montana Indians to be
successful. The chapter concluded that Federal policy has
been a dismal failure, due in part to the Federal Govern-—
ment's insistence on culturally assimilating the American
Indian, and warned against any Affirmative Action program
taking this assimilation approach.

Chapter 5 explained that each Montana tribe/reservation
is culturally distinct; theréfore, sepératé Affirmative
Action programs must be designed to be effective. 1In this
chapter, the Northern Cheyenne Reservation was used as

illustration. for research into designing a separate
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Affirmafive Action plan. It provided an historical perspec-
tive of the Northern Cheyenne People and the origin of the
" Northern Cheyenne Reservation. This perspective is importént
since the history of the Cheyenne People has shaped the
present day culture on the reservatibn. This undérstanding,
in turn, will make recommendations for an Affirmative Action
prégram more effective. The chapter concluded by illustrat-
ing how seemingly historic Federal Indian policy can still
have an impact on the Northern Cheyenne today and just how
little is known about the Northern Cheyenne People by the
dominant society. Without this knowledge of tﬁe Northern
Cheyenne People, administrators will find it difficult to
design an effective Affirmative Action program for the
Northern Cheyenne Reservation.

Chapter 6 profiled_the Northern Chevenne Reservation and
described its geographical and environmental characteristics.
The chapter profiled the services on the reservation and the
tribal government. This information is essential in the -
design of an Affirmative Action brogram due to the complexity
of the Indiaﬁ/Federal Government relationship. The chapter
concluded with an abstract of. the present day Northern
Cheyenne culture. The abstract is not meant to be an all-
_ encompassing review of the complexity of Northern Cheyenne
culturé. Sincé most non-Indians will find the Northern
: Cheyenne culture to be different from théir own, the

abstract is a basic introduction c¢reating a framework for
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understanding the unigue characteristics of the-Northern
Cheyenne People. The abstract's purpose is also to aid in
communication with Northern Chevenne representatives and to
brevent embarrassment on the part of State Affirmative Action

administrators by providing effective communication tools.

Recommendations

The analysis has demonstrated that Affirmative Action
does not, and cannot, meet the legitimate needs of American
Indians until special consideration is given to their unique
culture and social organization. The following recommenda-
tions illustrate the insights that can be expected if
Affirmative Action program planners are willing to fit the
policy to the situation:

(1) Each tribe/reservation should have a separate Affirma-—
tive Action program that recognizes the tribes' diverse
cultures and different geographic locations.

(2) Administrators should research each tribe to gain a
framework for understanding each tribal culture.

(3) Programs should not contain any procedures that the
tribes view as assimilation attempts or that threaten
termination of their tribal governments.

(4)' Though not documented in the text, observation of:
Montana tribes shows a tendency for the members to work
more as a tribe/group and less individualistically.

Contract work rather than salaried positions between the
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State and the tribes may be successful, though it is
important to include Indian people at all levels.

(5) Further observation shows that Indiéns are more comfort-—
able communicating with other Indians. Therefore,
recruitment officers or administrators who are Indian
aﬁd familiar with Indian culture may be more effective.

(6) Indians are not 1likely to relocate far from their
reservation due to the extended family. However, many
of the reservations have undeveloped human and natural
resources but no skills or capital to develop them.
State cooperation in the development ¢f mining, timber,

and industry'would create jobs for Montana Indians.

In conclusion, Montana tribes have had little Federal
support from the current administration and need to develop
non-Federal funding support. However, the tribes have little
or no experience in coordinating efforts with Montana's State
Government. Through an Affirmative Action program designed
specifically for Montana Indians, both the State of Montana

and the Montana Indian tribes will benefit.
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