RECRUITMENT OF BLACK STUDENTS FOR NCSU--

COMMITMENT, OBJECTIVES AND STRATEGY

A Report by

The University Good Neighbor Council




Charles F. Murphy, Chm.
Florence I. Francis, Sec.

GOOD NEIGHBOR COUNCIL

1973-74

William H. Simpson, Liaison/Chancellor

Undergraduate Recruitment Committee

Gene Namkoong, Chm.

Paul J. Capps

William S, Galler

Bobby F. Holloway
Patricia A. Maddox
Edward McPhatter

George H. Whitesides, Jr.

Research Committee

Margaret Rogers, Chm.
Beverly Mitchell (RCRC)

Incident Investigation Committee

W. L. Williams

Graduate Student Recruitment Committee

Bhupender S. Gupta, Chm.
Vincent P. Cesena
Richard A. King

Student Life Committee

Mary C. Williams, Chm.
Alois L. Chalmers

Frank E, Emory

Ralph R. Robinson
William S. Shefte

Ward S. Chiles (resigned)




TABLE OF CONTENTS

Page

ATl e e S BT 5 e OG0 e 0 K e O ol e RO 1
Report of the Undergraduate Recruitment Committee . . . o « « « . 2
Report of the Graduate Recruitment Committee . . « « « « « « « . » 13
Report of the Student Life Committee « +« « o« « o« « o« « « o ¢ ¢ « +» 20

Bibliography on Afro-American Students and Studies in
Higher Education on Predominantly White Campuses . . . . . . . 32




INTRODUCTION

The Good Neighbor Council has operated for some time on the premise that
many of the race related problems facing our campus can be alleviated by increasing
our total black presence. The 1972-73 Council recognized that the projected affir-
mative action plan would focus itself specifically on numerical goals for faculty
and staff rather than on student recruitment. The 1973-74 Council accepted the
recommendation of the previous Council to concentrate its efforts in the area of
black student recruitment.

The committee reports which make up this document address themselves to
1) Undergraduate recruitment, 2) graduate student recruitment and 3) those aspects
of student life which are most related to the black student and, thus, to his recruit-
ment. A bibliography is also attached.

The report is based on the assumption that this university is committed, not
just to satisfy HEW guidelines, but to creating a university community composed of
thousands of whites and thousands of blacks living, learning, teaching, and working
together. The Council recognizes that such a total commitment is not yet a reality
but appeals to all levels of the North Carolina State University administration to

offer strong leadership to this end.



REPORT OF THE UNDERGRADUATE RECRUITMENT COMMITTEE OF THE GOOD NEIGHBOR COUNCIL

Gene Namkoong, Chm.
Paul J. Capps
William S. Galler
Bobby F. Holloway
Patricia A. Maddox
Edward McPhatter
George H. Whitesides, Jr.
The Problem

North Carolina State University has a long and proud record of serving the
people of North Carolina in education, research and extension. We can be parti-
cularly proud of having a center of educational excellence which takes students
from under-financed secondary schools and creates an educated, professional corps
of greater service to North Carolina. Many problems have been successfully faced
and surmounted to accomplish this as the student population and the industries served
have periodically changed and as new technologies and opportunities have emerged.

Today we recognize an affliction on our greatest natural resources. One-quarter
of this resource is directly affected to the extent that its per unit economic product-
ivity is half that of the other three-quarters. No affliction to any other industry,
profession, or crop has ever been so damaging, or has received so little attention from
academe. No crash programs as to build a space program have been advanced. No new
departments as on space, food, or biological sciences have been created. No million
dollar grants as for crop research and development have been awarded. 1In fact, the
prevailing attitude has been business-as-usual with just enough attention devoted to
this problem to satisfy minimal legal requirements.

The problem is racism. The issue for academe is enrollment of minorities, and

while the problems are great and solutions difficult and expensive, our University




has never before given less than its best effort to meet significant challenges.
We cannot afford to say that research and action programs for 1.25 million people
is worth less to our school than tobacco leaf disease, corn blight, boll weevil,
bark beetle, sweet potatoes, etc. Clearly, the problem has far wider dimensions
than just numbers of minority students, as in attitudes, sharing power, and using
cultural diversity instead of oppressing one culture by another. However, a con-
venient measure for indicating the extent of the problem, is the numerical status
of blacks.

North Carolina State University was established for the people of North Carolina
yet has only a 2.27% black enrollment (undergraduates including non-U.S. nationals) in
a State with one-quarter black population. With the breakdown of dual primary and
secondary school-systems and an increasing proportion of black high school graduates
on the one hand, and vastly expanded employment opportunities for blacks in all pro-
fessional fields,on the other hand, NCSU should have black undergraduate enrollment
much closer to 20% than to 2%. In view of the great historically imposed difficulties
in immediately achieving such a level, however, we feel that an enrollment of 1,500
undergraduate blacks in three years is a desirable goal. From that position, and
depending on the status of other schools in North Carolina and elsewhere, the rate
of increase will decline but targets of 2,000 - 3,000 blacks as a stable component
of NCSU are still reachable by the end of the decade, a reasonable time for problems
of similar difficulty.

NCSU is thus expected to take a leading role in curing a societal affliction
and by its educational policies to help create a society which respects, seeks, and

uses the diversity of people and life styles of North Carolina. We should also create




an educational climate in which students learn from religious, racial, sexual, and

other diversities. In this study, we are primarily concerned with the black presence.

Strategies

If the general problem is agreed upon and the objectives worthy of devoting
our time, talents, and money, the difficulties of achieving those objectives are
also worthy of our greatest respect. Locating and motivating potential students
to enter our University is especially difficult for previously excluded students
despite the obvious rewards of an NCSU degree. Students today no longer expect the
same things from school nor are they willing to work for the same objectives as they
did even 10 years ago. At the same time, the professions are changing as are our
general society's demands of university graduates. NCSU has historically provided a
unique bridge between these elements for the people and society of North Carolina and
the nation. We are not an Ivy League school but rather we have been uniquely and
proudly of and for North Carolina with a special emphasis on technological and pro-
fessional programs. Given the prospects for a vastly increasing black college enroll-
ment, we at NCSU must continue to fulfill our traditional educational role which simul-
taneously assuring black access to the services of NCSU., Within a heterogeneous school
system in North Carolina, this will require a coordinated program among public and
private schools, and among the branches of the UNC system. However, if NCSU has
provided useful educational functions in the past then it should continue to do so with
a better diversified student body.

To develop such a University, we may follow strategies of getting students to adapt

to present University structures, or of adapting the University to present student needs,

or a mixed strategy using techniques of both strategies.




Current Strategies

Projections for enrollment at NCSU are based on past experiences with past
programs and do not indicate much change in total enrollment or in the total black
presence. Funds for admissions, recruitment, and new programs are limited, new
programs are difficult to initiate, and the image of NCSU as a "white" school reject-
ing black values is difficult to overcome. Various student exchange and dual degree
programs with other schools have not been developed into an active source of black
students and money is not generally available for scholarship programs to attract
special groups of students. Thus, without helping to enlarge the pool of potential
black students, without creating more programs to especially attract them, and without
going beyond current budgetary and program restrictions, the problems of competing for
blacks have remained largely unsolved.

However, despite these difficulties, efforts have been made by individuals in
the admissions office and by some of the professional schools to find and attract
blacks. Most promising has been the employment of a black admissions officer whose
efforts can have a substantial and immediate effect if he is adequately supported and
directed to recruit blacks. Since current full-time black undergraduate enrollment is
less than 250, and last year's enrollment of black freshmen is only 60 including non-U.S.
nationals, the rate of increase in the black presence is not encouraging. Without some
drastic change in recruitment policies, it is doubtful that even the efforts of a full-
time black recruiter can by itself achieve the suggested goals. We need closer to 500

entering black freshmen every year, which is another order of magnitude greater than

present plans and expectations.



Recruitment into Present Structures

Perhaps the easiest and least traumatic program to achieve a black presence is
through a much larger recruitment program. To assure an orderly process, however, a
coordinated state-wide program to seek and adjust a fair allocation of students to all
schools is required. Thus, a state office for black recruitment with staffs at each
campus is desirable to assure an orderly progression between and within the various
campuses. Funding should be separate and special appeals made to industries or other
groups for initial program development.

Currently, some of the schools of NCSU have no recruitment at all, others partici-
pate only in_general, All-Campus Day types of publicity, while others have seriously
addressed themselves to recruiting quality students. By testing and developing a wide
variety of techniques to reach potential students, high school teachers and counselors,
and faculty at other colleges, methods for achieving recruitment objectives have been
successfully developed by some of these schools. It requires an administration, faculty,
and recruiter commitment to solve the many problems involved in supporting and refining
the methods but it is a technically feasible strategy. Therefore, while the development
of this special recruitment technology is limited to a few outstanding examples, in
Textiles and to some extent in Engineering, further development at the University level
by professional recruiters should also be feasible.

On the NCSU campus, at least 2 and preferably 3 full-time professional recruiters
should be employed under this program and performance guides established. Adequate
travel and material funds will be required as well as funds to employ student aides and

to supplement student atheletes on recruiting trips.



However, it is still expected that even with greater numbers of blacks on
the campuses, those with poorer educational backgrounds and expectations will have
great difficulty in using university structures which were created for a different
population. If the only actions taken involve recruitment, many problems can still

arise which require some forethought.

Modifying University Structures to Meet New Needs

As with any new endeavors requiring the allocation of massive time and effort,
considerable resistance to any restructuring must be expected. New efforts and funds,
or a reallocation of existing resources are required. Hence, an evaluation of the

priorities of the needs of this program versus urgency of others is required. Given

the magnitude of the societal affliction and the potential benefits of remedial actions
which are available to NCSU, we feel that the needs expressed in this report will assume
the highest priority. A truly pluralistic university will eventually require realigning
programs. It will take imaginative leadership to develop such a new program without
diminishing the quality of other programs at NCSU.

The development of any new program at NCSU must face strong competition for support
and funding from presently established programs and from other meritorious new programs.
According to some priority scale at least partially dependent on size and urgency of the
problem, and on likely benefits of feasible technology, racism in the University would
clearly take far higher priority than most new proposals and than many existing programs,
Clearly, a cooperative, joint development of all of the highest priority programs is
desirable and certainly one aimed at diversifying the students and people served by

NCSU should be easily integrated into the total University program of service. Many



difficulties and negative effects of any new program proposal will exist but we can
suggest several program types that might be useful. Primarily, however, we require
that a professional administrator, preferably an Associate Provost, be employed to

research and develop effective programs.

Among the least difficult programs to initiate would be one which develops edu-
cational programs possibly under or with the School of Education for those previously
unrecruited blacks and whites. To get very many more black freshmen may well require
expanding the pool of students sought beyond present boundaries of academic preparedness.
However, such students may well require up to two years of special, college-credited,
programs to develop the learning skills required by NCSU. A separate academic department
with a research arm and tenured faculty is not unreasonable to contemplate. Such a
department or other special structure can also be directed towards serving the wider
population of adults in the community who would wish to take college preparatory courses
or special courses directed towards career advancement. This department can serve our
own SPA personnel, and other working adults to thus expand the opportunities of the
people directly serviced by NCSU.

In addition, new areas of teaching and professional development may be created
such as the special education programs, or in areas of the social impact of the tech-
nologies and delivering the services of technology to the economic under-class. Such
programs as black studies may also be required both to make the University academically
complete as well as to attract black faculty and students. In such cases, inter-
university coordination of programs is critical to the state-wide success of those
programs and hence, NCSU may not have all of the desired programs. However, an assured
flow of blacks into NCSU for the array of programs it does have must be a part of that

planning and the responsibility of a high administrative officer,



If necessary to bridge any perceived gap between the University and those
previously not affected, we may find it desirable to move parts of programs into
urban and rural areas. Mobile units or store front classrooms with college credit
and degree programs may be useful to reach a new constituency. The visibility and
physical presence of NCSU where the people are can also generate wider public support
and input into the University.

More structurally traumatic but still within the realm of possible action is a
restructuring of the greater University with a single comprehensive plan and inter-
campus administrative office responsible for attacking the entire problem. This
requires a commitment from the general University with which we have had no contact.
Real power and structural changes are involved but the values of alternate systems
will have to compete with the imperatives of the great problem of racism in the
Universities. If other means cannot be expected to solve the problem, then such

drastic measures may be needed to assure success,

Mixed Strategies

Without much experience or data on how the various solutions might be effective,
no one pure strategy should be relied on. Multiple programs for attacking the problems
of finding and motivating students and for modifying University programs should be
simultaneously pursued. Research on the models and effectiveness of sets of programs
should be an integral part of these action programs so that program shifts can be
continually made and an effective total system be evolved. Such an approach to new

education in fact can be a major new scientific program thrust for which the University

should seek external as well as internmal funding.
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We recommend the following policy changes:

1. Employ 3 full-time black recruiters with material, travel and salary funds
for student aides.

2. Initiate a state-wide coordinating body for allocating efforts to increase
black students entering North Carolina colleges and to direct agreed proportions
among the campuses.

3. Establish recruitment and retention goals for black students such that we have
on the order of 1,500 black undergraduates at NCSU in three years and 2,000 to
3,000 by the end of the decade.

4, Employ an educational administrator as an Associate Provost, to develop a Research
and Development program for diversifying student representation and University
programs to serve all the people of North Carolina.

5. Establish remedial programs and educational research and development programs

for the special problems of minorities or any under-trained students.

Tactics

Within the scope of the above general program strategies, tactics for imple-
mentation can be recommended mainly for the recruitment strategies, We can say
little about university program changes without having a professional on campus
who can develop program alternatives. Problems of faculty and staff recruitment
and tenure, and of class offerings, are beyond our competence to address.

With respect to recruitment, the University Admissions program should be the
focus of funding and planning while the professional schools continue their special

efforts to meet their schools' and professions' special needs, The School of Textiles
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and of Engineering have furnished outstanding examples of efforts within present
structures to reach, enroll, and graduate black students. Professional societies

and private industries have often provided funding for those purposes with enlightened
self-interest, and can be expected to continue to do so. Such programs in fact may

be expandable and perhaps with some University leadership, more efforts can be made, and

|
media programs developed to support general University recruiting programs. However,
individual school programs should still be subordinate to a campus-wide effort and
coordinated by it to maximize total NCSU goal achievement.

Inter-University cooperative programs do not presently affect any significant
number of students and unless utilized by more program proposals or vigorous new
administration, cannot be expected to contribute significantly to the black presence
at NCSU. However, within a wider program for cooperative education and supplying a
flow of blacks to NCSU, the present programs can supply a core of experience.

The tactics followed by the recruitment and admissions officers should be left
to the professionals employed for those purposes but performance criteria should be
established and well known. Funds for staffing and student aides are necessary as
well as for coordinating activities with the schools within NCSU, and among coopera-
ting campuses. In addition, admission officers should be allotted a number of admission
slots and given authority for 'guaranteeing" admission to NCSU for certain categories
of students., They should also be allotted a proportion of all of the usual recruitment
activities available to the University including use of athletes, extension personnel,
and all forms of University advertisement intended to bring students to NCSU. They

should also develop and use faculty contacts and speaking services to gain access to

high schools and other colleges for freshmen and transfer students. In short, the
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total resources to fulfill the mission of the University in attracting students should
be available for drawing on the total student resources of North Carolina in a compensa-
tory effort.

Finally, wider sources of funds should be sought for many more scholarships
within the present programs and for several prestige scholarships, again allotting a
substantial proportion for black recruitment. This and the above steps should make it
clear to all of the people of North Carolina that we are truly committed to creating
a university of all the people and that we will seek out means to overcome problems
for which we have a responsibility.

At this time it seems clear that some program adjustments will also have to be
made if the University is to expand its mission of service. However, these programs
can be created to also advance the University in rapidly developing fields of applied
science (e.g., education, psychology, sociology, delivery of technology, recreation,
urban planning, etc.). In this way NCSU can become the center of excellence in yet
another field of endeavor - one with far greater impact on the total resources of

the state and nation, than any other yet developed.




REPORT OF THE GRADUATE RECRUITMENT COMMITTEE OF THE UNIVERSITY GOOD NEIGHBOR COUNCIL

Bhupender S. Gupta, Chm.
Vincent P. Cesena
Richard A. King
Introduction

Two of the essential precursors for an increase in black enrollment at
the graduate level are an improved social life and atmosphere for the blacks
on the campus, and an increased enrollment at the undergraduate level. Since
both of these subjects have been given substantial attention elsewhere in this
report, they will not be examined here; however, the intensity of their impact
on the progress in work at hand must be clearly understood and acceptéd. At
the same time, it should be realized that our efforts in bringing in more black
graduate students must not await progress in the above two respects; otherwise
we would seriously delay meeting our goals specified in the University's Affirma-
tive Action Report, drafted during the Summer of 1973. Parallel efforts must be
made in all of them.

One of the important reasons for increasing black representation among
students on our campus was clearly stated in the above University report:

As the unit plans document, lack of available female and minority
faculty is one of the major difficulties encountered by an institution
with academic emphases in the scientific, technological and professional
fields. N. C. State University recognizes that one solution to this problem
is the development of potential faculty through training. For this reason
several school plans emphasize recruitment of students, especially graduate
students. This emphasis is considered a major aspect of our affirmative
action planning because it represents the best long-range positive action

possible and such recruitment is considered a major element of our goals
(p 10, 11).
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The University's immediate concern may be an increase in minority employment
at various levels of its activities; in the long run, however, an increase in
minority student enrollment in institutions of higher learning will have a much
broader impact than this--it will improve the quality of life of the American
people.

There are currently 54 black graduate students enrolled on our campus, who
represent about 2.8% of our graduate population. It is believed that this number
can be significantly increased if special efforts are made in a number of areas.
This section of the report examines these under separate headings; however, since
they are highly inter-influential, they should be considered together when the

Administration decides upon a plan of action.

Commitment

The key to progress in work of this nature, in the environment in which our
University exists, is a very strong commitment to this important national cause;
without a strong commitment we can expect to fail, or achieve little. Our Univer-
sity has already made such a commitment as is evident from their formal report to
HEW. TIn order to best fulfill our commitment this committee supports the recommenda-
tions of the other two committees for the appointment of high ranking officials who
would be responsible for the co-ordination and supervision of all programs - recruit-
ing, social life, proposals for funding, career planning, placement etc. — relating
to blacks on the campus. This committee strongly supports the earlier recommendations
from the Good Neighbor Council expressing the desirability of filling the position as
Graduate Dean with someone who is black. At the time this report is being written,

that position has yet to be filled. We consider the special needs in recruiting black




15

graduate students to be of utmost importance. If, in fact, the next graduate dean
should not be black, this committee would even be inclined to urge the appointment
of a black official in some other position within the administration of the graduate

school.

Funds
The necessity of funds for attracting graduate students can hardly be over
emphasized. The committee believes that through special efforts, substantial funds
can be raised to help us in our graduate minority program. Specific recommendations

are as follows:

1. Compilation of complete, and frequently updated, information relating
to all kinds of grants and fellowships available from private, state
and national agencies and foundations.

2. Setting up of a special committee to write proposals for securing
financial aid for the support of activities such as, research, educa-
tion, professional development (faculty) of the blacks. We recommend
that this work should be coordinated through the office of the graduate
dean.

3. We propose that an active drive be made to seek support for our minority
programs from industry in the State of North Carolina. The pressures to
increase black presence are by no means limited to the bounds of the
institutions of higher learning. Over the last several years, industry
has shown increasing desire to hire qualified blacks in their white collar

work force. Industry has always looked to technical institutions like ours

for their manpower and has generously supported our educational and research
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programs. We recommend that each major industrial unit in our State

be encouraged to name after themselves and grant annually at least one
attractive and untied scholarship for blacks. Such scholarships should

be advertised in a brochure developed specially for black recruitment, and
competition should be required for their grant. We feel that this would be
an excellent way of stimulating interest among young blacks to seek advanced
degrees at our institution, and channelling a fair portion of some of the

brightest of them towards us.

Recruitment

Under present circumstances when the supply of black undergraduate students is
itself low, a departure from traditional recruitment methods would be essential in
successfully increasing our black graduate enrollment. Most of our departments at
NCSU have traditionally recruited their U.S. graduate students from similar depart-—
ments at other predominantly white colleges and universities--especially Land Grant
Institutions. This recruiting method has automatically limited the potential numbers
of black graduate students. The potential for recruiting black graduate students can
be increased tremendously if working contacts can be developed with predominantly black
institutions, especially the '"Colleges of 1890." Additionally, a wider range of under-—
graduate backgrounds should be screened. Certainly, our educational system is not
intended to limit one's graduate opportunities to the strict confines of his under-
graduate major.

Where national professional organizations exist, these bodies are in a most

advantageous position to accumulate and disseminate information about potential black




graduate students.

In many cases, a request from an NCSU department head, with

a supporting letter from the Chancellor or Provost, might well lay the groundwork

for the initiation of such a service.

Further, we recommend that some of the highly successful methods currently

practiced in some schools on the campus, in particular the School of Textiles,

should be reviewed and practiced in the black recruitment drive. The use of

specially prépared brochures, visits by outstanding faculty to black campuses and

presentation of special lectures or seminars in their classes, visits by our current

black students to black campuses to discuss programs and opportunities at State, and

special open houses, etc., are bound to be effective means of recruiting and are strongly

recommended for general implementation.

Finally, we support a recommendation made by the "Minority Group Student Oppor-

tunities Committee" of the Graduate Advisory Board, co-chaired by Professors Dale Hoover

and Dave Kniefel, in their final report in June 1972. They developed the idea of a
"Summer Institute" in which a limited number of minority students who have completed

their junior or senior year of college and who have shown some sign of interest in

and qualification for graduate education, are invited to work with a professor for

about ten weeks on a problem of mutual interest. They believe that this kind of

activity would give these students some insight into the nature of scholarly activity

going on at this University in their chosen fields. Professors Hoover and Kniefel

proposed that the funds be provided to cover most of the necessary expenses of the

students. We feel that this idea has a great potential for bringing in graduate

students, blacks as well as whites, and recommend its implementation.
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Curriculum

Our University has a history of constantly changing and modifying curriculums
and introducing special programs to keep up with the times and the needs of the
community. We feel that there is a special and justifiable reason for us to review
our existing curriculums and determine what reasonable changes in them could be made
which could make some or all of our programs more attractive than before to our black
citizens. We propose a special committee, consisting of some highly experienced
faculty and administrators from predominantly black institutions (especially from
within the consolidated university system) and some from our own University be
established to study this question. Students should also be included on this
committee. We believe that the work of such a committee will not only influence
our programs and curriculums but also those of our predominantly black sister
institutions.

We support the establishment of the Post-Baccalaureate Studies Program (PBS)
as recommended in the University's long range plan. This program should be beneficial
to a broad range of students whose undergraduate background did not totaly prepare

them for their graduate program.

Cooperative Program Between Predominantly White and Black Institutions

in Our UNC System

One of the essential elements in attracting black graduate students is an
integrated atmosphere at the faculty level. The scarcity of qualified black faculty
has been clearly recognized by the University in its Affirmative Action Report. It
appears that while the University strives to attract black professors, in certain

basic science disciplines, such as chemistry and physics, or in certain biological



sciences, such as agriculture, this scarcity can be temporarily resolved by developing

a faculty exchange program between the predominantly white and the black institutions
in our consolidated university system. Such a program, the exact details and nature
of which must be discussed and developed in an ad hoc committee consisting of repre-
sentatives from the several concerned campuses, should in general allow for the follow-
ing provisions:

1. Visitation by professors from predominantly black campuses to white

campuses, and vice versa.
2. Co-supervision of individual research programs.
3. Appointments as adjunct professors.

4. Presentation of seminars, short courses and regular courses by faculty on

other campuses.
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REPORT OF THE STUDENT LIFE COMMITTEE OF THE GOOD NEIGHBOR COUNCIL

Mary C. Williams, Chm.
Alois L. Chalmers

Frank E. Emory

Ralph R. Robinson

William S. Shefte

Ward S. Chiles (resigned)

If black students are to be attracted to North Carolina State University, the
atmosphere on the campus, the academic programs, and the social life for blacks must
be of a kind that are enjoyable and satisfying for them. Plainly the world of NCSU
is more accommodated to a black student that it was eight or ten years ago: blatant
rudeness and overt discrimination have been disappearing; a black student is less iso-
lated and finds a friendlier atmosphere now. N. C. State University, moreover, offers
technical and liberal arts programs of great benefit to blacks who wish to take
advantage of new opportunities in a more open society. This report, in examining
some of the difficulties that black student face in becoming a part of NCSU, is bound
to have a negative cast; but we recognize that the situation here has improved over
the last few years.

Black students point out, however, that discrimination still exists on the
campus, even though it now is covert rather than overt. This report will address
itself to problems of student life for blacks at NCSU, first, by describing the
general atmosphere here; second, by outlining the difficulties of academic life here
for blacks; third, by surveying social pressures here; and finally, by summarizing

our recommendations for translating the good will that exists on this campus into

positive action.



I. Atmosphere in which blacks and whites co-exist at NCSU.

As one would expect on a campus with so many thousand students, there is
a whole spectrum of racial views to be found among white students and still
another among black students. Some white students enter easily into relation-
ships with black students, others ignore them, others feel vaguely threatened
by them because they see the black students as constantly making aggressive
demands. Some students who are sympathetic with blacks' problems want to
stay in the background rather than taking a public stand; and many others,
here for an education that will prepare them for a good job, do not want to
involve their time or energies in racial matters. There seems to be little
understanding of reasons for black programe or black organizations; white
students tend to disapprove of 're-segregation" and of allocation of funds or
meeting space for specifically black activities.

One white student on the Good Neighbor Council sees blacks and whites as
co-existing very well at NCSU--in fact, 1,000% better than at his public high
school. '"The students seem to be able to live, study, and play together with
relatively few if any racial conflicts. . . . On a person to person basis, there
is not a major communications problem.'" Therefore, black spokesmen simply
"stimulate segregation and, indirectly, racial discrimination,” he says. "A
more desirable goal than racial representation is to unite all students behind
a common purpose for the betterment of everyone involved." He thinks that
students should not expect the administration to initiate many changes but
should realize that they must bring their proposals and demands to the admini-
stration for consideration in the light of available funds and facilities. He
thinks that black students' feelings that the administration is not responsive to

them are an example of black paranoia.
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The view of many white students is that the University is open--why can't
blacks come on in and be like any other students?

Although one attitude among a minority of black students is that they do not
want to be assimilated into student life here, many other black students find it
difficult to communicate even with a friendly white roommate and feel that they can
be free and open only around other blacks. Some blacks, who may not admit their
feelings to whites, see the campus as a battleground and cohesiveness among blacks
as necessary for survival. For most black students, being with other blacks means
that they can live in their own way, express their mutual concerns, achieve a sense
of their own identity, and co-exist with whites on more equal terms than as individual
members of a small campus minority with a long history of discrimination against their
race.

Although the approximately 250 black undergraduate students at NCSU tend to be
cohesive, SAAC leadership has been directed toward outreach. The cultural center
SAAC has pressed so hard for is seen not only as a meeting place for black organizations
but as a place for all students for learning about black history, traditions, and culture,
a place where new foundations for relations between races might be laid.

The view of race relations on campus of one black student on the Good Neighbor
Council is as follows: Black students believe that improvement in campus life for
them will only be accomplished by aggressive leadership, and they do not see this
kind of leadership from the administration, faculty members, or the Good Neighbor
Council., Black students have carried the hammer and nail in seeking funds for programs
and for the cultural center; blacks will get nothing they don't get for themselves.
Dealing with the administration means dealing with persons who exhibit token friendlin-

ess but are afraid to do anything progressive; they take half-steps and take those only



under pressure. Their absence of firm conviction and their insensitivity to black

problems means that they look to smooth over racial difficulties rather than take
positive steps. The administration sets a negative tone in public statements about
black students and racial matters, and this tone has been sustained by the Technician
and the State Sentinel in articles and editorials. Faculty members who have the oppor-
tunity to present pluralistic points of view to their students, are complacent about
their society; they do not know what blacks have contributed to American life and
don't seek out information or ask their students to seek it out. No more than their
students do they desire to upset the American cultural norm.

This student believes that black students and white students will never come
together until whites have become re-educated to understand blacks.

Plainly, division will exist on this campus so long as white students think
that blacks should accommodate themselves to campus life as it exists, while
blacks maintain that there can be no true integration until whites are awakened
to new understanding. Each group wants to see the other "adjust.'" Campus newspapers
in the fall of 1973 did little to encourage harmony or to present black points of view,
except for one issue of the Technician supplement, "Touché" (November 9, 1973), which
portrayed with some sensitivity what it called "the black world" on campus. The
February, 1974, conference of student leaders and members of the administration at
Quail Roost had the encouraging result of uniting white and black student leaders on
at least one issue, the use of the print shop. But there has yet to be expressed in
student newspapers in 1973-74, either in editorials or letters to the editor, any
commitment to a university where thousands of whites and thousands of blacks would
learn and live together with mutual appreciation and understanding in a community that

would presage a more open and harmonious society beyond the campus. Inasmuch as so
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much mistrust and division still exists between blacks and whites, the atmosphere
is not particularly favorable for recruiting large numbers of blacks.

We believe that black administrative officials would be of great benefit both
in recruiting black students and in reducing racial tensions on campus, therefore,
we recommend that strong and continuing efforts be made to bring in black administra-
tors at all levels. We specifically recommend a position as Dean of Minority Affairs,
within the Division of Student Affairs.

We recommend that members of the administration be less negative and defensive
in public statements directed toward black students and their affairs. An example
of such a negative statement is "There are not enough black students to go around for
State and Carolina to have several thousand black students." Technician, March 13, 1974,
pP. 4. We also recommend future meetings between student leaders like Quail Roost
conference, particularly when tensions appear. Also, we recommend that the Good
Neighbor Council work on spreading information beyond its own meetings and exerting
more influence on the University community.

The small number of black undergraduate students (about 250 this year) and their
feeling of being thrust into an adverse culture naturally results in pressures on their
lives both academically and socially. Some believe that before any equality can exist
between the races here, the percentage of black students must be greatly increased and
there must be an equal opportunity for black students to feel comfortable in pursuing

whatever social diversions they require.

II. Academic Life for Black Students at N.C. State University

Statistics

Statistics compiled by the Department of Student Affairs Research show that some

academic difficulties will be experienced by black students taken as a group. One




study shows that 'the UPGA equation is slightly biased in favor of black students since
1
"

it tends to over-predict. (Black students score lower than whites on the SAT but have
higher high school rankings than white students enrolled.)2 Black students, then, if
the present equation continues to be used, will do somewhat less well in their first
year than they are predicted to do. Moreover, a group of 120 black students admitted
as freshmen from 1970 to 1972 earned a mean first year GPA of 1.86 in contrast to a
mean GPA for all entering freshmen in 1972 of 2.14.3 (The GPA for freshman year has
been shown to be a good predictor of graduation for NCSU students in general.A If it
predicts equally well for blacks [and this has not been established], then the prospect
of graduation for this group of black students as a whole is less favorable than for
the group of freshmen entering in 1972.) Other statistics show that the UPGA of
approximately 50% of entering freshmen in the fall of 1973 was 2.0 or above; of

60 black students admitted, however, only 19 (about 32%) predicted 2.0 or above;

20 of the 60 (33 1/3%) predicted less than 1.6.5

Special programs for the disadvantaged.

Remedial programs are few. In English there is a non-credit course, English 100,
offered at night; for this course a student must pay a fee. There is also a non-credit

course, English 200, a writing laboratory for students beyond the freshman level who have

l"Bias in the Prediction of Achievement and in Admission of Black Students

to North Carolina State University," February, 1974, p. 5.

2Ib1d., p. 2.

3Ibid.

4Ibid;, p. 8.

5Computed from tables in Student Affairs Office, "Admissions Summary, New
Freshmen, Fall, 1973," November, 1973.
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deficiencies in composition. In Mathematics there are sections of MA 111 and MA 102

which include special sessions with proctors who offer help with assignments. SAAC

members have provided tutoring services, without pay and on an informal basis.
Suggestions for providing further aids for disadvantaged students include:

(1) free or inexpensive summer programs offering remedial work, especially
programs to prepare students for technical and scientific curricula

(2) organized tutoring programs where needed in any department, perhaps
by majors in the department

(3) composite courses offering work ordinarily taught in several different
courses to prepare students for some technical programs.

Black studies courses.

In addition to offering aid to black students with academic problems, the
University also needs to offer courses to aid in an understanding of black history
and culture; these courses should be considered not as "special" ones to attract
blacks but as valuable for all students., There is no black studies program at
NCSU, and there seems to be small demand for one; a student could work out such
a program as a multi-disciplinary major in the School of Liberal Arts, though the
number of courses with black studies orientation is small, and all of these courses
are not being offered at present.

Such courses are as follows:

ENG 395 Black American Literature

HI 272 The Afro-American in America

PS 403 Black Americans in America

PS 404 Black Political Ideology

SOC 305 Race Relations
Some related courses are HI 461, Civilization of the 0ld South, PS 473, Political

Systems of New States--Asia and Africa, PS 573, Problems of National Integration




and Institution Building in Black Africa, and SOC 560, Racial and Cultural
Contacts. The Political Science courses are not being offered at present
because the department does not have a black faculty member to teach them.
We recommend that more departments offer black studies courses; some
suggestions are a Music course on the influence of black music in the U.S., a
Psychology course on the effects of discrimination or special psychological
problems of blacks, a Philosophy seminar (PHI 492, Philosophy Seminars on the
Human Condition) occasionally focused on problems relevant to blacks, University
Studies courses devoted to black problems or black contributions to society; History
courses on African history. These courses need to offer something beyond
traditional white attitudes toward these subjects; rather than impersonally
discussing problems and solutions they should ask students to look into them-
selves and question their own attitudes. Also, increased offerings in music
and art would be helpful in attracting black students to the campus.
We also recommend that many of these courses be offered at night as well
as in the daytime. One means of greatly increasing black student enrollment
at NCSU might be to offer evening courses of interest to blacks in the

community at large.

Black faculty members.

The presence of more blacks on the faculty (there are only twelve at
present) would help to make black students feel at home academically and give
them a feeling of confidence as well as exposing all students to black points of
view, Black students who come here need to see blacks who are successful in the
academic world. It is to be hoped that the Affirmative Action goal of 44 black

faculty members in 1976 will be achieved, if not surpassed.



The problem of discrimination against blacks by faculty members.

The problem of dealing with discrimination against blacks by white instructors
is difficult and touchy as is any student grievance. So long as he is taking the
course, the student with a complaint does not want to make it openly. Also, except
in flagrant cases, discrimination is hard to pin down. But when there are several
complaints against one instructor, there should be a means of acting on them without
recourse to a formal grievance procedure; a black counselor or administrator in
Student Affairs would be the logical person to talk informally with an instructor

about the situation.

III. Social Life for Black Students at NCSU

Black students on the campus express feelings of loneliness and a desire to
be with other blacks. They tire of furthering communication between races by
explaining what they put on their hair and what certain words mean in their speech,
Often they find that their tastes differ from those of white students; the blacks

prefer soul music and dislike beer busts. They want to see black faces; they want

to have a sense of their identity as blacks.

Existing organizations and activities for black students.

In addition to New Arts concerts by black performers, films about blacks,
and theater productions by and about blacks--and there have been some, though
not many, of all of these in recent years--there is a meéting—place for blacks,
and there are a number of black organizations: SAAC (Society for Afro-American
Culture), a sorority, and two fraternities. Blacks have also had an unofficial
mimeographed newsletter, "The Black Voice," which has served as an open forum,

without editorial supervision or policy. For one week, black students hold the



Pan-African Festival, devoted to films, lectures, dance groups, and other entertain-

ment. Although the Festival and other public events provided by black organizations,
such as films on race relations and the Black Awareness Conferences, are not specific-
ally for blacks but for all students, the sponsors have been disappointed because

white students do not come.

Further needs.

Since black students do not enjoy many of the activities offered at the
Student Center, they would like to participate in some of the events for blacks
at neighboring colleges. If some kind of University transportation could be
made easily available, black and white students could take advantage of cultural
opportunities open to them elsewhere.

This year SAAC has focused on obtaining the Print Shop as a black cultural
center, since King Religious Center will be torn down. The Good Neighbor Council
supported this request. The Print Shop offers enough space for meetings and
social events and also for a cultural center, potentially offering a library,
films, art works, artifacts, and lectures expressing black history, culture,and
achievements. The center will be open to all students.

Private funds solicited from foundations and individuals could make possible
an attractive and comfortable cultural center, offering a wide variety of resources.
Such a center could serve as a model for other campuses throughout the area.

One problem, generally acknowledged, is that white students might simply
stay away from the center, rendering it of no value as a place for questioning,
learning, and re-orientation for whites. One suggestion is that white students

need to be brought into the planning for the center, just as black students need
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to be involved in planning for all Student Center activities. The decision of the
Division of Student Affairs to provide staff assistance for the center should facili-
tate the achievement of such ambitious programs.

Besides a cultural center and more black oriented social events, black students
feel the need for more blacks on campus in faculty and staff positions, as role models,
but even more as counselors and helpers. A black recruiter in the Admissions Office
and a black career counselor are examples of the administration's effort to meet these
needs, as are black faculty members, especially those above the rank of instructor.
Undoubtedly high-ranking black administrators, sensitive to black attitudes and diffi-
culties, would be invaluable amid the sometimes awkward and hostile exchanges betﬁeen
black students and white administrators. Also urgently needed at the present time is
a black in a fulltime position in Counseling, though blacks throughout the administra-
tion have been pressed into service as counselors for black students. Such a person,
seeing black students' problems day by day, would be acutely aware of needs and diffi-
culties of blacks. And through the information he could provide, the administration
would know where to concentrate its efforts in resolving problems for black students.

Finally, it has also been suggested that library displays, naming buildings for
blacks, and other means of giving prestige to members of the black race and their

activities would aid in making blacks feel at home here and also in influencing white

conservative attitudes.



Summary of Recommendations
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1.

2,

10.

11.

12.

13,

14,

15.

16.

Streng and continuing efforts should be made to bring in black administra-
tors at all levels.

A position, Dean of Minority Affairs, should be created within the Division
of Student Affairs.

Members of the administration should avoid negative and defensive public
comments on matters concerning blacks.

Student Affairs should continue to hold conferences between black and white
student leaders, like the one of February, 1974, at Quail Roost, especially
when tensions surface.

A black counselor should be hired as soon as possible; besides counseling
students, he should be charged with talking informally with faculty members
who appear to discriminate against black students and with collecting other
information on problems and needs of black students.

Strong efforts should be made to attract black faculty members, especially
above the rank of instructor.

Faculty members should seek more effective ways to develop true understanding
of blacks and black experience--and encourage their students to do the same.

The Good Neighbor Council should find ways to spread information and exert
more influence in the University community.

Departments or Schools should provide free or inexpensive summer programs
offering remedial work, especially programs to prepare students for technical
and scientific curricula.

Where a need exists, departments should organize tutoring programs, perhaps
undertaken by departmental majors.

Composite courses might be offered, covering work ordinarily taught in several
different courses, to prepare disadvantaged students for some technical programs.

Black studies course offerings need to be expanded, and such courses should be
offered at night as well as in the daytime.

The fund-raising office of the University should be consulted about raising
funds for a model cultural center.

White students should be involved in the planning for a cultural center
similarly, black students should participate in planning for all Student
Center activities.

University transportation should be available for black and white students
to attend activities at nearby campuses.

Blacks and their activities should be given prestige on campus by naming
buildings after blacks and featuring black culture and achievements in library
displays.
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Availability Data

Minorities and Women

The data, references, and documents that follow
have been assembled to help interested persons,
employers, and institutions of higher education
in their search for information on this subject.

*This compilation is by no means all that is
available. It is, however, what is know to this
Office at this time.

As additional data and publications become known
and available, this compilation will be updated.

Higher Education Division
Office for Civil Rights
Department of Health, Education, and Welfare
330 Independence Avenue, S. W.
Washington, D. C. 20201

June 1973




DATA ON THE AVAIIABILITY OF WOMEN AND MINORITIES FOR ACADEMIC EMPLOYMENT

SOURCE PAGE TYPE OF DATA

Survey of Black American Doctorates This survey, along with an

The Ford Foundation accompanying study by Fred E.

Office of Special Projects Crossland (Graduate Education and

320 East 43rd Street Black Americans) in 1968, found

New York, New York 10017 "less than 1 pexcent" of the
doctorates in the nation went to
blacks. More than half of the
degrees earned were in education
(28.6 percent) and in Social
Sciences (26.3 percent). About
80 percent of the Black Ph.D's
were men.
Excerpts from the two surveys are
included under Tab A.

The American Bar Association In a 1969-70 survey the ARPA found

1155 60th Street blacks represented 2.7 percent of

Chicago, Illinois 60637 the total law school enrollment.
A related survey found 1 percent
of the male lawyers and judges and
2.3 percent of the female lawyers
and judges were black.
Excerpts from the ABA survey are
included as Tab B.

Student Lawyer Journal 18 A survey in this publication in-

The American Bar Association cluded racial data for eight

1155 60th Street professions in addition to the law.

Chicago, Illinois 60638 June, 1971 (See Tab C).

Prcpared by the Office for Civil Rights, Department of Health, Education,
and Welfare, Revised March 1973 (*denotes new entry since August 1972)




CHANGE Magazine 6

Fall,. 1971

*Teachers College Record 226
Columbia University

*Negroes in Science: Natural
Science Doctorates 1876-1969
Balamp Press, Box 7390
Detroit, Michigan

*Equal Employment for Minority
Group College Graduates
Garrett Park Press
Garrett Park, Maryland 20766
Racial and Ethnic Enrollment 117-200
Data for Institutions of Higher
Education
Office for Civil Rights, HEW
Washington, D. C. 20202

xiii

Directory of Public

Elementary and Secondary Schools
Office for Civil Rights, HEW
20202

Washington, D. C.

{inority Gr
in the Fede !
U. S. Civil Service Commission
Washington, D. C.

College and Univcrﬁity Faculty:
A Statistical Description, 1970

Vol 74, No.2
December 1972

Research by David M. Rafky of
Syracuse University showed per-—
centage breakdowns among blacks
who hold doctorates. (See

Tab D).

"The Black Scholar in the Academic
Marketplace," a statistical and
narrative account of problems,
characteristics, opportunities, by
David M. Rafky, City College of
Loyola University, New Orleans.

A study by James Jay, with limited
availability data. °

A guidebook by Robert Calvert,
with suggested procedures and
some statistics.

This 1970 survey includes data,

by race, for undergraduate institu-
tions, as well as for medical,
dental, law and other graduate and
professional schools. Data for
1968 is available.

This survey includes the percentage
of classroom teachers in public
school systems in 1970 who were
Negro, Spanish-surnamed, American
Indian Oriental and others. Data
for 1968 is available.

This 1970 data is by grade level
and by individual agencies, for
Negroes, Spanish-surnamed Americans,
American Indians, Orientals and
others.

See entry under Women and Minoritics
below.




Journal of the NMA 470

National Medical Association Nov. 1969
1717 Massachusetts Ave., N. W. Vol. 61
Washington, D. C. No. 6

Office for Civil Rights
Department of Health, Education,
and Welfare

Washington, D. C. 20201
Black Enterprise

295 Madison Avenue

New York, New York 10017

National Minority Business
Directory 1972

1115 Plymouth Avenue North
Minneapolis, Minnesota 55411

Federal Communications Commission
1919 M Street, N. W.
Washington, D. C.

U. S. Bureau of Indian Affairs
Higher Education
5301 Central Avenue, N. W.

Albuguergue, New Mexico 87108

Office of Indian Affairs

Office of Education - Room 1169
400 Maryland Avenue, S. W.
Washington, D. C. 20202

Distribution of black physicians

in the U. S., by state and by
graduating school. Later data for
1970 showed 2 percent of the
nation's 317,000 physicians are
black, most in California, New York
and D. C. (See Tab E for

excerpts)

This agency has limited data of
representation of various minority
groups in nursing and doctors'
professions.

This monthly magazine from time to
time publishes data on black
representation in various fields.

This directory has no cumulative
data but provides names of
minority persons in various
professions, including adverticing,
architecture, banking, chem_cals,
data processing, electronics, feod
service and communications.

The FCC has yearly cumulative
on mir ..., representation in
radio and television industry.
(National Association of Educa-
tional Broadcasters, Washington,
D. C., compiles similar data for
its portion of the industry) .

Maintains information on Indian-
Americans in Higher Education.

Maintains information on Indian-
Americans in Higher Education.




United Scholarship Service

P.O. Box 18285 Capitol
Pill Station

Denver, Colorado

Aspira of America, Inc.
245 5th Avcnue
New York, New York 10016

Puerto Rican Research Center
1519 Connecticut Avenue, N. W.
Washington, D. C. 20036

Puerto Rican Studies Departments
at various universities
Hunter College of the City
University of New York, Fordham
University (New York City),
Rutgers University (New Brunswick,
New Jersey), City University of
New York

*Directory of Spanish-surnamed and
Native Americans in Science and
Engineering

Dr. Joseph Martinez
464 Furnace Road
Ontario, New York 14519

Cabinet Conmittee on Opportunity
for the Spanish Speaking

1800 G. Street, N. W.

Wasliington, D. C. 20506

Office of Spanish-surnamed Affairs

Room 4544

Department of Health, Education and
Welfare

Washington, D. C. 20202

Maintains information on Indian-
Americans in higher education.

Maintains information on Puerto
Rican scholars.

Maintains information on Puerto
Rican scholars.

Possible sources of names of
scholars in various - -fields.

List of individuals

The committee published "Spanish-
surnamed American College
Graduates, 1970, " which lists
3,000 Spanish-surnamed graduates
for 1970 with fields of study and
degrees ecarncd. (A breakdown,

by field, for the list is included
as Tab F)

Compiles a list of "Mexican-
Americans Holding a Doctorate,"
by field of study.



Dr. Pmddo Padilla
University of California at
Santa Barbara
Santa Barbara, California 93106

Directory of Minority College
Graduates 1971-72

Manpower Administration

U. S. Department of Labor’

Washington, D. C.

*Black Academy of Arts and Letters
475 Riverside Drive
New York, New York 10027

Black Nurses Association
792 Columbus Avenue
New York, YNew York 10025

Caucus of Black Econcrists
Room GO7

1001 Connecticut Avenue, N. W.
Washington, D. C. 20036

*Hational Associaticn of Black
Accountants
P?. O. Box 726, FDR Station
New York, New York 10022

» of Black
ixectors

nhattanville

P, 0, Box /05, ot
Station
New York, New York 10027

*Minority Recruitment Office

American Society of Planning Officers
1313 BE. 60th Street

Chiccgo, Illincis 60637

National Bar Association
1721 S. Street, N. W.
Washington, D. C.. 20009

Developing roster and data of
Mexican-Americans holding
advanced degrees.

Names, addresses and fields of
30,000 minority men and 30,000
minority women receiving BA, MA,
or PhD in 1971 or 1972. No
cumulative data.

Provides no data nor rosters
but active in academic affairs.

Compiles information about black
nurses.

Maintains a roster of 500 blacks
in economics.

Notifies its membership of
wiiiversity openings; has no
aVailability data kbut estimates
200 of the 125,000 certified
public accountants are black.

Maintains information for and
about minorities in urban
planning.

Provides a study with numbers
of ninorities and women in u*b=n
planning education and provides
resunes of those ava lld“lu.

Maintains information on blacks
in thé law and judiciary.




National Roster of Minority This data is not cumulative, but
Professional Consulting Services serves as a source of minority
Office of Minority Business Enterprise persons in the field of business.

Department of Commerce
Washington, D. C.

a~
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WOMEN.

TYPE OF DATA

SOURCE PAGE

National Register of Scientific
and Technical Personnel

1966, 1968, 1970

National Science Foundation

1800 G Street, N. W.

Washiny ton, D. C.

Earned Degrees Conferred:

Bachelor's and Higher Degrees

Bureau of Educational Research
and Development

U. 8. Office of Education

Washington, D. C.

National Research Council
National Academy of Science
2101 Constitution Avenue, N.W.
washington, D. C.

Juris Doctor

Magazine for the New Lawyer Maxch,
555 Madison Avenue

New York, New York 10022

Number and percent of sciéntists
by sex, for 17 separate fields:
number of women scientists by
field, highest degree, by type of:
employer, by primary work
activity, by years of professional
éxperience; also median income
figures. Several variables of the
data are available.

The data for the proportion of
doctorates earned by women, by

area and field, 1960-69 is included
as Tab G. The Office of

the Chancellor at the University
of Wisconsin has excerpted data for
1967-69 for 33 leading institutions
Tucy W. Sells of the Department of
Sociology, University of California
at Berkeley has organized the data,
by sex, for the top five graduate
institutions in selected disci-
plines. All of the above
statietics are available from
Project on the sStatus and Bducation
of Women, Association of American
Colleges, 1818 R Street, N. W.
wWashington, D. C. 20009.

Number and percentage of
doctorates to women by 26 fields,
also by school, gathered annually
since 1968. Also number and
percentage of women receiving any
graduate degree by area, scheol,
and state. THIS DATA IS NOW BEING
COMPILED BY RACE, AS WELL AS SEX.

An article by Anne Trebilcock, on
leave from University of Califormia
Law School, listed increases in
[;:ercen;;‘ages of women enrolled in
law schools, now nearly 19 gercent
Gee Tab H) § & g




Women's caucuses and committees
g X in the various professional
associations and disciplinary
associztions

Digest of Educational Statistics 1970.
National Center for Education

Statistics 82
U, S. Office of Education

Washington, D. C. 89

*90

122

Institute for College and
University Administrators
American Council on Education

Orie Dupont Circle
Washington, D. C. 20036

Handbook on Women Workers
VWomen's Buirecau

U. S. Department of Labor
Washington, D. C.

Poston Theological Institute
Women's Institute Placement Service
45 Francis Avenue :
Cambridge, Massachusetts

fost groups maintain lists of
women available in the field and
some have data on the percentage
of the field that is female. (See
Tab I for a listing of these
groups.)

Professional background and
academic activity of college
faculty members, by sex, 1969

Earned degrees conferred by field,
by level, and sex 1968-69.

Number of first-professional
degrees conferred in dentistry,
medicine and law, by sex, 1968-69.

Average monthly salary offers to
male candidates for master's and
doctor's degrees, by field,
1964-65 to 1969-70.

VWomen Academic Administrators in
Higher Education (presidents, deans,
vice presidents and financial or
administrative officers). See

Tab J.

Data on Women in the Labor Foxce,
Employment by Occupation, Earnings,
Educational Attainment, Laws
Governing Women's Employment and
Status, Bibliography on American
Women Workers. Of only limited use
in establishing availability in
acadenic employment.

Maintains a data bank on women
gualified to teach in theology.



*Architectural Forum :
Sept.

*Women in Communications, Inc.
(founded as Theta Sigma Phi)
8305-A Shoal Creek Blvd.
Austin, Texas 78758

*Goals for Women in Science

Women in Science and Engineering
c/o Margaret E. Law
Department of Physics
Harvard University
Cambridge, Massachussetts 02138
*Minority Recruitment Office
American Society of Planning

Officers
1313 E. 60th Street
Chicago, Illinois 60637

*The Profile of Medical Practice
Center for Health Services
Research
American~Medical Association
535 North Dearborn Street
Chicago, Illinois 60610

*1971 Lawyer Statistical Report
American Bar Association
1155 60th-Street

Chicago, Illinois 60637

46
,» 1972

102
1972

‘edition

1971 edition

An article on “"Women in
Architecture" reported that
American Institute of Architecture
ménbership in 1969 was 233 female,
23,205 male. It quoted Department
of Labor estimates that 4 percent
of the nation's 33,000 registered
architects and 20 percent of the
8,000 urban planners are female
(1870 Census). See Tab K’ for
‘excerpts.

Has compiled percentages of women
in each academic rank on
journalism faculties nationally
and numbers of women in
journalism at individual schools.
See Tab L.

Narrative and statistics on
a¥ailability and opportunities
for women generally and at
selected institutions. (See
Tab M for excerpts.)

See entry under Minorities: above.

Women Physicians in Medicine by
Barbara H. Kehrer, reports 7.4
percent of the U. S. physicians
are female, includes other data
on types of practice, medical
school enrollment, etc. See
Tab N for excerpts.

This report showed women comprise
9,103 or 2.8 percent of the total
attorneys in the U. S. The ABA
has recently supplemented this
report with new data on women in
the law.



Bulletin of the American
Physical Society

335 E 45th Street

New York, New York

A statistical portrait of women in
physics and their availability
using data from the National
Research Council, the National
Science Foundation, Directorv

of Physics and Astronomv Faculties
of North American Colleges and
Universities, 1970-1971, and an
independent survey.




MINORITIES AND WOMEN

SOURCE PAGE

National Research Council

National Academy of Science

2101 Constitution Avenue, N. W.

Washington, D. C.

The American Graduate Student: 16~-92
A Normative Description, 1971

American Council on Education

One Dupont Circle

Washington, D. C. 20036

17
104

89-92

College and University 12
Faculty: A Statistical
Description, 1970
American Council on Education
One Dupont Circle

Washington, D. C. 20036

14-15

"by highest degrce held.

See entry under Women above.

Raw data, by race and by sex, for
the following fields: bicscience,
business, education engineering,
arts and humanities, math and
physicial sciences, social
sciences, health, law.

Degree enrollments, by race and sex.
Degree enrollments, by fields

Percentage distribution of
students in various fields, by sex,
for all academic degrees.

Analysis of this data is available
from ACE.

Faculty appointments, by race and
sex, in each type of scheol (two-
year, four-year, universities,
etc.) Also by job titles. The
data shows 2.2 percent of American
college faculty (1.8 percent of
the male faculty and 3.9 of the
female faculty) is black. See
Tab O.

Numbers of publications and hours
taught, by sex and by type of
school.

Priority to teaching or research,
by sex and type of school. Also
Znalysis
of this data is available from ACZ.



U. S. Burcau of the Census
Department of Commerce
Washington, D. C.

American College Enrollment 8

Trends in 1971

Carnegie Commission on Higher
Education

1947 Center Street

Berkeley, California 94704

*Department of Civil Engineering
3106 Civil 'Engincering Building
University of Illincis
Urbana, Illinois 61801

*Minorities and Women in Science
1776 Massachusetts Avenue, N. W.
Washington, D. C. 20036

U. S. Egual Employment Opportunity
Commission

1800 G Street, N. W.

Washington, D. C.

Committee on Eguality of Opportunity
in Psychology

American Psychological Association

1200 Scventeenth Street, N. W.

Washington, D. C. 20036

The Census Bureau has data of
various professions, by race and
sex. The 1960 Census, for instance,
found 212,408 lawyers and judges

in the U. S., and 176 were female
Negroes. The total number of
females, including whites and
Negroes, was 7,434. The Bureau
publishes an annual catalog of
available data.

Data showing~trends,in graduate
enrollment between fall 1970 and
fall 1971. See Tab P.

Has compiled a list of women and
minorities who have been or soon
will be holders of doctorates in
civil engineering, engineering,
engineering mechanics and allied
fields.

A menthly survey of developments
affecting scientific manpower and
vomen power, including new souxrces
of availability data. Published by
Scientific Manpower Commission,
Betty M. Vetter, executive director.

The EEOC has cumulative datay by
race and sex, in broad occupational

‘categories, as well as for various

professions.

Developing information on 2
minorities and women in the field.




A Statistical Portrait of Higher
Education

Carnegie Comnmission on figher Education

1947 Center Street

Berkeley, California 94704

*American Society for Public
Administration
1223 Connecticut Avenue, N. W.
Washington, D. C.

Data on student characteristics,
faculty characteristics, and
expenditures that may be of help

_in developing affirmative action

programs.

Maintains a data bank on women
and minorities gualified in the
field.



ADDITIONAL

SOURCES

SOURCE PAGE

*Affirmative Action Campus
Contacts

*Project on the Status and
Education of Women
1818 R Street, N. W.
Washington, D. C. 20009

Directory of Afro-American
Resources

Race Relations Information Center °

(published by R.R. Bowker Company,
1180 Avenue of the Americas,
New York, New York 10036)

TYPE OF DATA

See Tab Q for a 1972 listing
of affirmative action contacts.

Maintains regular railing of
materials on affirmative action,
availability, recruiting,
suggestions, etc.

Lists, describes and cross-indexes
professional associations of
blacks, discriplinary committees
concerned with blacks, data sources
and study centers.







A Survey of Black American Doctorates

Conducted by James W. Bryant, program advisor,
S ial Projects in Ed ti the Ford Foundation

In the course of planning a program to increase the number of black Ph.D.s,
the Office of Special Projects of the Ford Foundation conducted a survey of
black men and women who hold the doctorate. The results support the
generally held assumption that less than 1 per cent of America's earned
doctoral degrees are held by Negroes. From avariety of sources, the names of
2,280 Nagro Ph.D.s were obtained.” For the immediate future the percentage
is not likely to change, since another survey indicates that less than 1 per cent
of the Ph.D. candidates at the close of the 1967-1968 academic year were
black men and women."*

Table il FIELDS iN WHICH DEGREES WERE CONFERRED

Male Female Total

Field Number Per Cent Number Per Cent Number  Per Cent
Education 228 26.4 85 36.3 313 28.6
Social Sciences 242 28.0 46 19.7 288 26.3
Biclogical Sciences 120 14.0 22 9.4 142 129
Humanities 90 10.4 46 19.7 136 12.4
Physical Sciences 116 13.4 13 5.5 129 11.8
Other® 66 7.8 22 9.4 88 8.0
Total sz 7000 234 1000 1096 100.0
*Includes Agriculture, Busi Engineering, Home Ei ics, and

Table IV EMPLOYMENT OF BLACK DOCTORATES

licle Female Total
Employment Number Per Cent Number Per Cenl Number  Per Cent
College & University 729 84.8 208 88.9 937 85.4
Government 47 54 11 4.7 58 53
Social Agencies 42 4.9 11 4.7 53 4.8
Industry 28 3.2 1 4 29 2.7
Other* 16 1.8 3 1.2 19 1.8
Total T ee2 1000 T35 e98 1 100.0

“Includes retired and seit-employcd persons




The Ford Tound:ition Office of Special Projects
320 East 42rd Strect Division of Education & Reseurch
New York, N, Y, 10017 Novem:ber 25, 1968

t : GRADUATE EDUCATION AND BLACK AMERICANS

by Fred E. Crossland

During the summer of 1963, 105 American graduate schools of arts and sciences
were asked to provide data about black Antericans attending their institutions and receiving
their degrees. Sixty-founwere able to provide data about enrollment; sixty-three were
able to provide informution about recent Ph, D, recipientc, The participating universities
arc listed in Attachment A, The data they furnished are summarized in seven statistical
tables at the end of this paper. We are extramely grateful for their cocperation.

The collection of information about racial representation in graduate schools is
complicated by tvo First, it is impoessible to be precise about something as imprecise
as race, Menard v.c do net fit neatly into yellow, brown, red, black, or white
pigeonhcles. Second, i raceu! years it has become socially preper and legally necessary
for institutions not to ask a man's race and not to keep rzacial records.

It wes impossible, therefore, for most administrators to provide exact answers
to our questions, For the most nart, the raw data they sent us were estimates, educated
gucsses, recollecticos of former students, and hunches about current degree candidates.
Despite the inevitahle imprecision of indii2aal items of information, the composite picture

is remarkably clear and the patterns ar= consistent.

Nearly one third of all American doctoral degree granting institutions provided
data; these institutions aword more than one third of all earned higher degrees. They are
not a simall statistical ple; they are a large and representative group of America’s
leading universitics, represent the public and private sectors of higher education.
They are lecuted in all sections of the country. They are large and small, urban and
rural. They are pre 1¢ and relatively unkrown to the general public,

All the re: universities are typical in that they are "predominantly white”
inetituticns in a soc ing gly and belatedly sclf-conscious about its
treatment of the culturzily erent, What these universities have to say about their own

service to black Americans is important,
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The following three figures summarize the situation and indicate the scope of
the problem:

... 11.5 percent ....this is the proportion of the total American pepulation
which is black

... 1.72 percent ....this is the proportion of the total enrollment in America's
graduate schools of arts and sciences which is black
American

... 0.78 percent ....this is the proportion of all Ph.D.'s awarded between 1964
and 1968 which went to black Americans

If the number of black American graduate students were multiplied ‘sevenfold, it
would only match the ratio of blacks to the total American population. The annual number
of new black Ph.D.'s would have to be multiplied by fifteen to achieve the total population
ratio. All the current black recruitment programs will not bring off such increases.

Nothing less than massive, concerted, and sustained efforts by the universities -=
together with greatly increased student financial aid resources and vastly improved primary,
clementary, and undergraduate education -- will bring about graduate enrollment "parity"
for black Americans within a decade. Meanwhile, black administrators will continue to be
under-vepresented in higher education. And students, black and white, will continue to
have proportionately few black professors in their college classrooms and laboratories.

The sixty-four graduate schools responding to our questionnaire reported that only
1. 72 percent of their students Jast year were black Americans, There were some regional
differences. Nearly half the reported black students werce enrolled in the large Midwestern
stale universities. Both the East and West were below the national figure. As might be
expected, the South-was above the average. However, although 40 to 50 percent of all black
Americans live in the South, it appears that no more than 20 percent of all black graduate
students attend institutions in that part of the country. 1t is likely that a substantial number
of black students migrate from the South to low-cost public institutions in the Midwest.
(See Table 1.)

Twelve of the 64 responding institutions had fewer than ten black students last year,
and only twelve reported more han 100. Of the latter, nine were public state universities
and three were urban institutions (one public and two private).

Since the 1,72 percent black enrollment figure is more than double the 0.78 percent
black Ph.D. figure, it is probable that black enrollment tends to be concentrated at the
master degree level and that relatively few blacks continue to the doctorate. On the other
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hand, it is possible that the number of new black graduate students in the last two or
three years has increased and that there will be a corresponding increase of black Ph.D.'s
in the near future, i

In the past, the majority of black graduate students were seeking only to satisfy
requirements for elementary and secondary school teaching and  few had reason to work
for the doctorate. That condition may be changing. More than half of
the recent black Ph, D, recipients were already teaching at the college level, many at
Southern predominantly Negro colleges. As both industry and higher education seek more
credentialed blacks, there probably will be increasing numbers of blacks secking to enter
graduate school, enroll in a wider variety of ficlds, and work for higher degrces.

Sixty-three universities were able to provide data about recent black Ph, D,
recipients . Thirteen reported that they had none between 1964 and 1968. Fifty reported
that collectively they awarded 294 Ph.D.'s to black Americans between 1964 and 1968,
(See Table 1II.) Among the fifty universities, fourteen granted just one each, and an
additional eight universities awarded two Ph.D.'s each to black Americans between 1964
and 1968. The remaining 28 institutions awarded from 3 to 41 doctoral degrees to blacks
during the five-year period. (See Table IV.)

Thé annual number of black Ph, D, 's has been increasing rather steadily in cach
of the four regions listed, but the percentage of Ph. D, 's going to black Americans has
remained extremely low ard fairly stable. There has been no significant change despiie
‘inereasing public atlention Lo civil rights, raciul isgues, and minority problems, and despite
educators' preoccupations with compensatory programs and intensive recruitment of
minority students. Ti 2 interval from graduate school entry to the awarding of the doctorate
typically is four ov five years, so the result of recent and current cfforts must be awaited,
No doubt the number of black Ph, D, 's will continue to grow slowly, but there are no signs
of sudden changes. After all, the black Ph.D.'s of 1972 are attending graduate school now

and there simply are not that many now ‘enrolled.

There appears o be no relationship between size of university and proportion cf
Ph.D, 's awarded to blick Americans, The ten largest and the ten smallest
institutions among the reospondents have 2lmost exactly the same proportion of black
Americans among theie recent Ph, D, holders. Black graduate students clearly are in short
supply, but no section of the country and no size of university has a corner on the market.

Universities also were asked how many Ph.D.'s they expect to award to black
Americans in 1869, Forty-six of the graduate schools responded, The
estimates sppear to be very generous and may reflect hope rather than cxpectation. Buat
even il only half of the "hopefuls' for 1969 receive their Ph.D.'s, the 46 responding
institutions will have record numbers of black doctoral alumni next year. It will be worth
a second look,
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TABLE I

ENROLLMENT IN GRADUATE SCHOOLS OF ARTS AND SCIENCES IN 1967-68

7 P e W B W) 1 W
Black Percent
Universities Universities Total Amecrican black
Region asked responding | enrollment enrollment | American
East 39 24 39,381 467 1.19
South 24 12 | 21,151 577 2.73
Midwest 25 18 79,149 1,495 1.89 =
West 17 10 34,934 4173 1.35
Total 105 64 174,615 3,012 1.72
S

Exnlonatory Notes:

1. The universities them selves provided the raw data upon which this and all
subsequent tables are based.

2. The figures are for full-time and part-time enrollment combined.

3. Questionnaires were addressed to deans of graduate schools of arts and
sciences at the 103 institutions included in Allan M, Cartter, An
Ascezsment ¢f Quality in Graduste Edueation (1966).

4, Data may rct always be cxactly comparchle because universities kecp
records in different ways., For example, a few may have provided
data for more than "arts and sciences" and included education, business
administration, engineering, and perhaps other fields.

5.'Data were sought for "Negro American" students rather than for "all black

students'!, a category which would include black students from other

countries.




TABLE 1l

DOCTOR OF PHILOSOPHY DEGREES AWARDED FROM 1964 THROUGH 1968

.- SR e R e e e e

. Total Ph.D.'s Percent !

Academic Ph.D.'s  to Black to Black i

Year Awarded Americans Americans

EAST 196364 1,221 9 0.74 i

(23 respondents | 1964-65 1,456 14 0.96 H
out of 39 asked)| 1965-66 1,586 15 0.95
1966-67 1,741 24 1.38
1967-68. 2,015 17 0.84
Five years 8,019 79 0.99
SOUTH 1963-64 692 1 0.14
(12 respondents ' 1964~65 916 1 0,11
out of 24 asked)! 1965-66 1,028 1 0. 10
1266-67 1,197 10 0.84
1967-68 1,271 6 0.47
Five years 5,104 19 0.37
MIDWEST 1963-64 2,934 26 0.89
(18 respondents | 1964-65 3,059 38 1.24
out of 25 asked) | 1965-66 3,495 28 0.80
1966-67 3,784 33 0.87
1967-68 4,219 41 0.97
Five years 17,491 166 0.95
WEST ! 1963-64 952 5 0.53
(10 respondents :1964-65 1,177 5 0.42
out of 17 asked) 1965-66 1,335 8 0.60
51906-67 1,670 3 0.18
11967-68 1,708 9 0.53
| Five years 6,842 30 0,44

e L . S R el
TOTALS E 1963-64 5,799 41 0.71
(68 respondents | 1964-65 6,608 58 0,88
out of 105 asked) ; 1965-66 7,444 52 0.70
11966-67 8,392 70 0.83
1196768 ~9,213 73 0.79
| Five years 37,456 294 0.78




TABLE IV

DISTRIBUTION OF BLACK AMERICAN RECIPIENTS OF THE DEGREE

DOCTOR OF PIILOSOPHY DURING THE FIVE-YEAR PERIOD ENDING 1968 -

OF
Number
of black Number of universities
American !
Ph.D.'s | East. South Midwest West Total
: - L ALY el
io " 4 3 2 13
|1 . u8 4 1 1 14
2 T 0 3 2 8 ’
i3 0 2 1 3 6
' 4 (] 1 0 (] 1
E 5 3 1 0 0 4
| 6 1 0 1 1 3
‘7 0 0 0 0 0
i8 1 0 1 0 2
ii 9 -0 0 0 0 0
; 10 1 0 3 1 5
P11 1 0 0 0 1
i 12 0 0 1 0 1
13 ' 0 0 1 0 1
14 ol 0 0 0 0
i 15-19 i1 0 0 0 1
i
20-24 o 0 2 0 2
i
| 25-29 W 0 0 0 0
! i
| 30-34 i 0 0 0 0 0
i :
, 35-39 0 0 0 0 0
b :
| 40-44 D 0 1 0 1
i !
: 45 or-more 0 0 0 0 0 .
: Universities , - e L o . ,
i responding 238 12 18 10 63
| :
i Universitics
i asked - 39 24 25 17 105
| H
! 1 A o
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Ui WV . FROM THE AMERICAN BAR ASSOCIATION |

American Bar Center, 1155 East 60th Strect, Chicago, llinois 60637, Telephone (312) 4930533 @ Chais Whittle, Director of Public Relations
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Information Contact: 2 5
Linda Sacia

lease: <
Relezse Immediate

SURVEY REVEALS DATA ON BLACK LAW STUDENT ENROLLMENT

CHICAGO - Black students approximate three percent of the total enrollment
in U,S. law schools, according to a survey conducted by the American Bar
Association,

The survey revealed there are 1,605 black students out of 57, 573 enrolled i
in the 125 law schools respbnding to the questionnaire and distinguishing between
black and non-black students. This represents 2.7 percent of the total enrollment.

Out of the 142 law schools in the nation, eight returned the questionnaire but
did not distinguish between black and non-black students, while nine schools did
not reply at all,

The survey, conducted by the Committee on Civil Rights and Responsibilities
of the ABA Section of Individual Rights and Responsibilities, shows figures from
the 1969-70 school year,

"Thg survey was aimed at determining precisely the number of black students
being prepared to meet the serious need for minority lawyers in this country, "
said Louis Pollak, former dean of the Yale University Law School and chairman

of the Individual Rights Section.

(more)




Survey on Black Enrsollment - Final

Some representative figures are: University of Alabama, eight black
students in a total enrollment of 317; University of California, Berkeley, 34
of 753; Yale University, 50 of 588; and University of Wisconsin, 10 of 248,

A related survey of 1966 showed that one percent of male lawyers and
judges and 2.3 percert of female lawyers and judges were black according to
the 1960 census figures. Percentages were significantly higher in such

professional occupations as clergymen, physicians and engineers.

March, 1971




U X Survey of Black Law Student Enrollment
1969 — 1970

Conducted by the Committee on Civil

of the ABA Section of Individual R

chts and Responsibilities
ts and Responsibilities
|

State Total Black
Enrollment Enroilment
Name of School 1969-1970 1969-1970 (<
Alabama
Cumberhind School of Law 383
University of Alzbama 317
Arizona <
320
323
Arkansis
University of Arkansas (Fay.) 350
University of Arkansas (Little Rock) 128
. ({continued on page 36)

2
8 3
5
3
6
: \
.
\
\
|




feontinucd from

Calv xna
W ol Cald 'ulr.u (Rerkeley)
{Davi

>um ford University
Colorado
Unneesity of Colorado
Urnnersity of Denver
Connect
La y of Connacticut
\:l: Un niversity

University of Georgia

Emory University

Merear University
1dato

University of Idaho
1inois

eisity of Ilinois
Ciicagu-Rent

DePaul Univenity

Jean Marshall Law School
Loyol University
Northivestern Univ
Uriversity of Chicag

Drske University

University of lowa
Kansas

Uni

Lounmn:~‘
A

Tuline Uahersity
Maiae

Uziversity ef Maine
Maryland

Uriversity of Marylind
Massshusetts

L...wn anmly
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428

357
646

421
588

623
373
1301
1659
357

528
824
429
361

411
222
119

€00
545
642
827
403
472
459

372
571
351
152
179
428
218
300

422
428

546

S22

361
135
535

847
150

1537
550
1651

No Reply Received
1 -
13
8
5
S
8
7
Figures Unavailable
7
50
9
12
38
51
Figures Unavailable
2
5
0
12
Figures Unavailable
25
Figures Unavailalile
0

b |
3

11
No Reply Received
7

19
13

© avi= umw mw Sw

Reply Received

(Ny
=3

30
1

No Reply Received
9

18
102




aiversity of Michizan 1118 39 ‘
Ditrait G W 00 35
Laieesity 284 No Reply Reccived
Way nc State University : 928 51
!Imnhou
547 7
368 1
Mississipoi
Unise 299 22
333 1
353 8 :
345 . 6 |
251 6
Montira
University of Moram 123 0 |
Nebrasta 1
Un 326 s A
. 265 3 ‘
227 13
420 58 .
659 14
171 0 ‘
360
483 15 |
412 s |
1048 12 :
989 62 i
160 7 ]
s11 8 ‘
861 3B
St. John's L n 807 8
Syracues Unpversity 400 5 \
North C2
540 &
307 S
102 77,
198 0
120 0
182 3
350 16
309 5
302 11 |
775 S0 ‘
310 12 ‘
247 11 1
440 8
475 17
it 394 2
Oklihoma Ci 1y University 224 7 .
University of Tulsa 231 0
Orezon
Un \rm.y of Orc;on 300 2 |
288 0 .,
31s s |
764 No Reply Peceived }
$38
e Uni ¥y . 533 No Reply Received ‘
Um\cml) of Puisturgh 175 10
Villanova Uriversity 433 6 ‘
South C‘rd.‘: }
&7 496 Figures Unavailable |
152 1
410
w 219

D
<3

Junz 1971

3
‘ Vandaibilt tasenity 363 Figutes Unasaiab'e
|




Texas
Urnereity

Southern
Unpaonstty
South Texac
Texss Soush

C3iieze of Law

Universizy of \
<

Torals

1468 Figures Unavailable
518 2
497 S
£78 7

149 No Reply Received
156 2
412 3
304 1

337 No Reply Received
788 20
185 1
180 0
190 2
356 13
159 2
g 0
248 10
289 3
124 0
57573 1,698

FOOTNOTES

27741970). This issue comprehensivaly examinss the crucial quastidns
in this atea,

20t is ot without
k cand







American Bar Association

Section of Individual Righls and R(*sponsibililics

Survey of [Dlaclk Lavw Student

Emrollmemnt

John W. Atwood

David F. James

David C. Long

Division of Public Service Activities
American Bar Association

ety

Number of Blacks in Professional Occupations and
Rlack Percent to Total Number in Each Profession, by Sex, 1960

Professional Occupation Number of Blacks Percent of
Total in Profession

» Males:

Clergyinen 13,951 7.1%
Physicians and Surgeons 4,266 15%
Dentists 1978 24%
Chemists 1,539 2.0%
Pharmacists 1,462 1.7%
Engineers 4418 8%
Lawyers and Judges ’ 2,004 1.0%
Females:
Physicians and Surgeons - 490 3.1%
Professional Nurses . 32,009 5.5%
Librarians 3,14 4.3%
Lawyers and Judges 176 23%
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RESEACH

The Black Academic in the Marke*pic o

by David M. Pafky

The assassination of Rev. Martia
Luther King, Jr. spurred a number of
traditionally "rluscd * pradominantly
white, noa-Southem colleges and vni-
versities to recruit bleck faculty, How-
evar, the nuiiwt of biacke at ihese
schools is stil! smail. Cur study focuses
on the status of Llzks ia the scademic
marketplace aand the barsiers to their
enployment.

Aszzmbl!

% a mailing list of s
in white zchooli was no Ccusy task.
Letters requesting rosters of biack
piofessars were st to doans,
Yosts, prmd'r-“ and  se
department chaitmen of ail four
degree grantin, Jominuntly w
th thoze than

three hu
Mustrales some of the problems that
we bac:

define more pre
mean by the t

Ten of the (sculty memibers vho
¥ by aur informants

returr
“white'
ference.

In addition, several lazge univer-
$itics refused to provius us with names
(evasively, we beiieve) beeause (1) to
supply such information is “illepali”
(2) it is too expensive to “clieck the
fles” (3) the impropriety of giving
ovt names based on race without the
permission of the individuals; and (4)
“the whole thing is a sloppy approach

th que
)

indicated as (. racisl pre-

an 3sistant
o Uniivars

David b Rilky, sociologist
pealizzor of eluzanon at Syr
sity, Syrizase, Hew York,

CHANGE, Fall 1971 P.6

to a proliem.” Our repeated requests
to the Otfice of Education were ig-
nored. Therefore we contacted prom-
inent black scholars and organiza-
tions in order to obtain the armes
of blacks at schools which refused to
cooperate in the survey,

Another uncxpected problem was
establishing eritesia for deterining
faculty status, since schools differ in
their definitions of “faculty” — some
in order to inilate the number of

‘blacks or: thair staff, Several included

part-time instructors, house mathers,
guidance counselors and members of
the school's custodial staff. We didn't
include thess blacks on our List,

An carlier suney by A, Gilbert
Rellas (195} iadicates that our sainple
of 639 bluck faculty membersin riore
than 184 noa-Southern, white collages
represents as much as seventy-five to
ninety pereint of the target popula-
tion. A comparison group of 699
whites {rom three hundred colleye bul-
letins was alzo selocted and matched
according to academic field, size, loca-
tion and type (public or private) of
institution. Because twenty<ight per-
cent of the b facully are women,
compared to cizhteen percent of the
white sumple, an 2ttempt to match the
wWo groups accunding Lo gended wés
unsuccessul,

Our questionnaire was mailed to
the two groups in 1969. Seventy-nine
percent of the blacks replied, in con-
trast to sixty-threc percent of the
whites. The Middle Atlantic states,
where the L eumber of Northern
blacks Live, contain the larpest number
of schools reporting onc or more
blacks on their faculty. Totally they
reported 292 black faculty members,
Blacks were raicly employed in the
Mountain states.

Seventy percent of the white com-
parisen preup in our sunvey hold the

doctorate, compared to forty percent
of the blacks. Nlacks withiout the
doctorate are both teachers -nd ad-
ministrators

Generany vlack men are
likely to hold thc doctorate than
women in the sanple, and the
true for whites. Bluck doclorats:
primanly emplsyed by hizh qu ity
public colleges «nd univessitics, wiile
white Jdoctorates are especially likely
to be in high quality privare schools.

While blacks and whites ¢i=plo
by high quality schools generaily hold
the doctorate, low quulily suliools
apply different :!urdﬂm to
and blacks, Of the at the
schonls, foity-two percent Rold d
torutes, conipared to sixty- e
-3nt of the whites. Tenuted fecuity,
black or whire, g2nctally hold ductoi-
ales. Among untenured faculty, lov-
ever, blachs are less Lkely (forty-three
percent) to have a doctore
whites (fifty-cight percent). Thi
gests that ic is somewhat &
blacks with limited credentials ta oh-
tain jobs at private high quality
schools than for wkites, and a rreat
deal easier at low auzlity schools,
Blacks may have an cmployment
advantage in lower quality schoaols, but
they oreiless LKely 3 19 ke
granted tenure at these scliools,

Although the whites are “tet
qualified than the blacks, the bl.xcks
are more likely to be at elite colleges
and universities, Still, they remain in
the lower ranks, more often than not,
untentred  even  wiien in pusitiens
where tenure rules are applicable.
Tweaty-cicht percent of the blacks
hold runks lower than ussistant profes-
sor compared to eight percent of the
white faculty menibers,

While the majority ~ of  blacks
and whites are enpared primarily in

(Continued on page 65)

mere
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(Contirued Jrom pege 6, )

teaching, many blacks are connccted
with Progrems  for “dis;d\’.’-n!n_:rd"
students as to, « Councelors or g
ministrators, Alhough moge biacks
Uian  wintes counsel sty 5, the
blacks are noy f time or profesaona}
counselors, Katlier, they seem o
advise Studangs 2% an adiunct to thejr
azadenre dutjss,

Youngcr tacks  tend ¢o b
recruited by ple latge Jower quality
schools — especially those in ¢
and N ngiand, Older blacks are in
better schools than their whe coun-
terparts, This is true EVea though
blacks at ayf a2e levels publish Joss than
Whites, )

Although blucks have heeq taking
increasad alvant, ge of Eher educa.
tion in recen: Years, (the number of
tlacks ity five years of colleze or
Riore increisd from 3,500 10 191,009
butween 1947 2ng 1969) the PropOI-
tion of biucy doctorate hold
1364 10 1965 bas emained
Jess than ope pPeieent of the
doctorates avwarded in thy
tween 1957 2.y 1964 ¢}

Sk doctorites i
than 381 to 2

0, which n
2 in black focilty at
fing that oeriod,

The ratio of bl,e
dactorgtes
the predo:r
not absorhj s Many
a s 7

their eriployment oppor-
tunities in higher education,

Atdtirer 13jor barrisr ta the em-
ployment of blseks in white dcademia
is the attractiveacss of other profes-
$i0.:s in powern v indusiry, founda-
and k! colleges ang Univer-
sities. The pressure on black schools to
reeruit bla faculty, coupled with the
short, of qualified blacks availible
for azycensic Position;, iy be in-
Dating satyring jn sonie black schools,
ety percent of e black
facelty bel,=ve that some

2

of licher education autside the South
exclude [luoy Lacilty, AMore thun one
Quaster bolieve rhap bLcks nust pe
more qualified than whites 10 be hired
or' granted tenure At their school, In
other words, they feel themselves to
be better qualified than their white
colleagucs, . .

It may pe argued that ‘the new
black recruit into the 2cademic profes.
sion is cynical and dous nnt have de-
tailed Knowlelge about hizing and tep-
ure granting procedures agehis school,
His ojder black colivazues, niore
familiac with administrative proce-
dures, shouid have more accurate per-
ceptions of the dxsm’minzmry prac
tices, In fact, the older blacy < are mare
Likely than their yourger Lisck
colicazues to accuse their cmployers of
exclusionary Piuclices, Only eighteen
percent of e blacks under thirty
believe that g);cir schiool Ciseriminates
in employment €ompared to more
than forry Fereant of those over
thirty. This conirudicts the notion that
blacks who Bave “mayde in the
white world tend to deny the eXistence
OF uUnderestimute the importance of
racial diserimg ficn.

Few of the blacks or whites in this
SUrvey wxporisnced. dif| Sulty in find.
ing 1heir pre Psitions. Of those
wlio eperied tulty, almost one
“neral job markey conditions
feason, Thirty percent of the
s who kad g sulty, Bowever,
¢ that raciz] Srimination was
Iesponsinle jhi; PICentite may not
represent the Proportion of black,
who feel this yway since some of
responses cla “other” have
racial cennotaticns, For ¢Xample, one
Llack stated thzy his difiicutnes wers
due to “lack of h ng for blucks in
(19 i whish somo colleges
312 located.” Anotlier
d from

€ political buckgroung
which might be toleruted for a white
professor byt not for a black " In
addition, severa] blacks who hag little
or no difficulty i Cbtaining Fositions
indicated phar T4C2 Was a positive
factor in their employnient. Que can-
didly reports that he was Tecruited as
a result of the search for a black
faculty member, ™

Of 554 hlack faculty niembers,
¢ight peceent stated that difficulty in
finding thir Tresent job was causey by
racuel discnnunation, This Proportion

sent

is relstiveiy Jow Comparzd ta th
Widespread - CHtEnt thot iiser
tion is practiced m higher eduy o
gencial and in gheir own schools gy
Particular, Ouly four pereent of 1he
yYounger blacks Teported discriming.
tion in finding a job, compared 1o
more than ten percent of their black
collcagues over thirty, Apparentiy
young black doctorates entering the
2cademic profession are net likely to
encounter dilticulties in finding 2 jeb
because of ry ial d:s:rin:in:liun: older
faculty, repardless of highest desree
and other qualifications more often
feport racial discrimination, .

There are three major uninten-
tionally erected barrers which dis-
Courase piscks from CULETINZ predon.
inantly white faculties, Ope of the
most  subtle  barrjers involves tha
“feeder” process Whereby Professors
and department heads ecomnend
fraduate students to schools with
faculty v, ancies. Fdward Hiris, a
sociologist at Indiana University, des-
cribes in a 1967 SUIVCY instances in
which biaciy completing their £d-
vate  work in white Midwrestern
schools were discouraged by their
academic Sponsors f:om se, 1% po.i-
tions in white schools with vucincic

A bluck degree candidate loyen g
from ane i

roliced the |
plicunts for

2 he was in.
th the o;en
he letter fropy 1l schicol ia

Wao o coraiz agsly

&

In 1961 James Moss and Norman
HETCer  sang Quesiionnaires 15 the
presid ©r dean of 179 colleves and
univenities jn New York State Higuire
ing about racial hiring practices. Of the
cighty-two admim‘slmlors who respon-
ded, sixty-zeven reported some Tespone
sibility for setling eniploynieny policy,
Moss and Mercer describe (he theme
underlying the majority of (hois repies:

depariment
Who view “ethnis detach




This attitude war expressed in the
Rafky, Ielies (1965) and A
Mercer (1961) studies as (1) imntation
at receiving a request forinters
on the racial mix of their schuol, and,
(2) stated policy of official indif-
ference to eultural ard raciil back-
ground of the facully, for example:

I coasifer it a point'ss; question
10 3 collere which lires human
beings rather than wilutes, roa-
whites, ete, (Dean) s

The final barrier to the employ-
ment of blucks is irrationality within
the academic marhetplice, due to the
ss to inforinaiion and in-
s blacks have
ng their first jobs. liowever,
blacks and whites do dilfer in the
methods they used to obtain their
most recent academic jobs. Rlacks,
more often than whites, were invited
to accept their present jobs. Two
blacks report that not ocly were they
asked to accept their present positions,
but the positions were ¢rzated at their
request, Scveral blacks report that
they were offered  postions in
1esponse to student protest, Most,
however, da not believe that they were
hired as a reselt of student deinands,
Several were contacted by department
chairinen or deans, but a few report
offers by such people as the presdent

of the university. All of these offers
were unselicited.
Almost  equal proportions  of

whites and blacks were invited (o ac-
cept t! first acadenic posts. Of the
blacks who entered the profession
more thon twenty years , nineteen
pereent were invited 1o ecept their
first position, compared to only eleven
pereent af the whites hired at the came
time. That is, a genciation ago,
younger blacks were being invited into
the academic profession. Today, how-
ever, the situation is reversed. Forty-
one pereent of the whites under thirty
were invited to accept tiwir present
position, coripared to only six percent
oi the young blacks. Young blicks
eniering the profession no longer re-
ceive dnvitstions, but solicit jobs for
themselves by sending mass letters or
using personal contacts,

Ve are forced to corclude that
blacks generally are not put at a dis-
advantage by the cutrent methods
used to obtain knowledge about posi-

ily oldet

tions. In fact, they (e
Blacks) secn to be sor
than whute facully. But t
put at a disadvantis blacks who are
not “visble,” who do not participate
in the academic grapevine.

As one mirhl expect, tenured
faculty of both races liold posts by
invitation more often than urtenured
facuity. Dlacks at private institutions,
especially high quatity schools, tend to
be there by invitation regardless of
tenure, For the w on the other
hand, those in high quality public in-
stitutions who have tenure are most
often there by invitation. The hizh
quality private schoo:s seem to be
doing  heavy recruiting | of  black
scholars. Forty-four percent of blacks
without the doctorate, who attended
high quality graduste schools and have
no publications, were invited to accept
their present positions. This is not
surprising since people with master's
degrees and limited credentisls have
trouble getting jobs in any way other
than “friends in high places.” Without
fricnds, they continuc graduate work,
Blacks with the doctozute from
tity schools who have published
report jobs by invitation almost four
times a5 often as whites with the same
excellent credentials. Blacks with the
de . .ate from lower quality schools
«. . have published report being in-
vited to accept their present position
no more often thzn whites with the
same qualifications. Hewever, if blacks
hold only the master's degree earned
at a lower quality school, they are
more often working by invitation than
whites with similar czadentiale, regard-
less of publicaticus, These are pri-
marily blacks who are counseling in
and d for disad-

n3 programs
vantaged students.

We pursued the matter of job
invitation by askinug, “Iow many ua-
sojicited job offers have you had in the

ast year?' On the average, whites
report 1,5 offers compared to 3.1 for
the blacks for the academic yeor
1968-69. This is, therefore, a period of
reverse discrimination in which blacks
already in the acodemic profession are
sought out by predominantly white
colleges and universities. In addition,
more than sixty schools frequested our
roster of black faculty. One black as-
sociate professor of history at a large
state university told us that le was

offered nine pousitions within the past
year, He saiid that be would pot eces i
any of them beeanse the offers were
not mented by his scholuly work, As
soun as he finshies a book he is

rescarching, he will aeeept a position
at an lvy League school. Untd then,
her (

he describes his attituds as: 1
publish or you [white schools| perih!

Blacks under thirty are not as
sought after as blacks in general, and
they are less willing to move then their
older black colleagues, We found thiat
the best qualified blacks (doctorates
from high quality schools) are the
most willing to move. The least
qualifisd hlacks (bachelor's decrres
frem low quality schools) report thie
fewest job offers and are least willing
to move, Blacks with limited creden-
tials who have good jobs are particu
larly likely to “‘stick with a good
and not risk looking for or accepting
another position.

For those sceking new jobs. tfxe
highest degrze and quality of graduate
school have little effect on job ciiurs.
This suggests that contemporary caieer
status is more important than eaned
qualifications; that is, “where you are
now'” and *‘what you have doa
lately” may be more important
“where you have been,

Therefore, a black with limited
credentials who obtains a position at
an clite college is more souphit after
than a black with better credentizls
who teaches at a lower quality school.
This explains why blacks with only the
master's degree who teach at ¢
schools because of “connections™ are
especially popular, Resruiters should
note that tenused Viacks st the lower
quality public institutions are very
to move, but they hove the
fewest offers.

The prablem of “discrimination®
in the academic marketplice is evi-
dently more complex thun appeared at
the cutset, Clearly some schoors dis-
criminate and others do not, but we
do not belicve that discrimination
exists ounly in the system. Some
barriers hinder entrance iito the aci-
demic profession, while cthers make
it difficuit for blacks already in the
academic profession to obtain jobs at
some schools. This is 3 moot point,
however, and we arc sure’ thal we
have raised more questions than we
have answered, L
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L OF THE NATIGMNAL MEDICAL ASSOCIATION Novrumacr, 1947

AC 1( TAILE 5.—NUMBER AND PERCENT.

BLACK SPECIALISTS OF CERTAIN CATE: 2

A Us.
U.S. Physicians Physicians Ph) Per
Per 1967 cent
Number Cert Nuriter Cert
> > - Internal Medicin 42,325 540 1
Total Active 4,710 100 294,072 100 General Su v 29,687 419 2
Paticat Care 3,427 73 190,079 65 Psychriatry 19,749 275 1
O'heriPractice 836 18 57,157 19 Obstetrics and Gynecolagy 17,964 425 1
Pediatrics 17,614 259 2
dropsar ¢ 4 .
Training Programs 447 9 {6,856 16 Radiology 10,877 105 1

TABLE 6.—NATIONAL MEDICAL ASSOCIATION ME
AND SPECIALTY BOARD CERTIFICA
%

) "‘SHIP BY SPECIALTY

Total :
NMA Per Cens Nor
Merbers Bsard Board Board
. (100.095) . Ceriified® Ceriified Ceriified
Total Physicians 4,805 1,074 224 3,731
Allergy” 4 0 0.0 4
Anesthesiology 79 27 342 52
Aciospace (Aviation) Medicine 9 0 0.0 9
Cardiozascular Dizeases 14 - 3 214 11
Child Psychi 25 8 32.0 17
Coloz and Rec: 1 1 100.0 (]
Diagaostic Roea:, "molu") 1 1 100.0 0
Dermatology 49 22 449 27
Gastroenterolesy g 2 25.0 6 \
Gene:al Pra 1,667 16 0.9 1,851
Geasral Preseative Mcdicine 10 6 60.0 4 |
479 206 43.0 273
540 110 204 430
Nzurological Surgery 15 3 20.0 12
Neurology 5 22 5 227 17
Obstetrics and Graecology 425 152 35.8 273
Occupaticnal Madicine » 10 3 30.0 7
Ophthalmole 78 38 48.7 4
Orthopedic Surgery 65 16 24.6 43
Ocolaryngology 33 10 303 23
Patholegy 56 31 554 25
Pediatrics 280 143 511 137
Pediatric Allersy il 0 0.0 1
Pediatric. Caz ¥ 2 2 100.0 0
Physici. ard Rehabilitation 22 7 31.8 15
: Plastic Surgery 4 3 50.0 3
o Psychiatry 275 81 29.5 194
Public Health 19 7 368 12
Pulmonazy Disease 8 0 0.0 8
Radiology 109 74 67.9 35
Thozacic Suzgery 14 12 85.7 2
Urology 78 40 51.3 38
Not Recogaized (1) 65 34 - 523 31
, Unspecified : 136 11 8.1 125

(1) Includes S5 Adzinistzative Medi




DISYIRIBULION

Alabama
Arkansas
Arizona
California
Connecticut
Colorado
Delaware
District of Columbia
Florida
Georgia
Illinois
Indiana

Iova

Kansas
Kentucky
Louisiana
Maryland
Massachusetts
Michigan
Minnesota
Mississippi
Missouri
Nebraska
Nevada

New Hampshire
New Jersey
New York
North Carolina
Ohio

Oklahoma
Oregon
Pennsylvania
Rhode Island
South Carolina
Tennessee
Texas
Vermont
Virginia

West Virginia
Washington
Wisconsin

B3LACK FPHYSTICIANS IN

oF

40
17
4
396
14
9

7
222
47
64

"125

55
6
15
14
33
89
18
186
8
28
74
6

2

1
97
203
85
118
18
4
108
i
20
91
84
1
80
8
8
15

CHIPED STATS
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SPANISH SURNAIMED) AERICAN COLLEGE GRADUATES

1970
TOTAL GRADUATES PAGE 41
c
A AE I 0 M
G B RN N M A N
R u € cCe6 DF M + T L u P
I Cs D H 1 v u H A S MR S K P Ss
C 01 u I N S N N P E N CN E S cCv H Co
u M- N Cc TE TE 1 H M G Ia D1 1s A I5C
L M E A EE R cM Y A u ET IN Efx R ESY T
T E'S T CR Ia AE ST A Nu Cg¢ NC M N A a
u R S 1 T1 AR TD 11 G Lt cR I Ca A cL T
R c o U N LT 1O § cCc E A E A N + E L C E A
GRADUATING £ E+ N R G S 0 A Ss S W S L E S Y S L
= + N
S
GRAND ToTaL 28+ o7 540 333 150 156 89 308 29 162 152 16 31 801 40 3302

Compileq By

The Cabinet Committee On Opportunity for the Spanish Speaking
Suite 712, 1800 G St., N.w., Washington, D.C. 20506







PROPORTION OF DOCTORATES EARNED BY WOMEN, .
BY AREA AND FIELD, 19560-1969
Data source: U.S. Densrtment of Haaith Educaton and Waltere, Ernmd Devrser Contermvd: Bichelor's and Higher Degrees. A pubtication of the
Buresu of Ecucationsl Ratasrch ang Center 13¢r Ecucatiasal Statit, Wawiingten, O.C.: U.S. Gavernmant Printing
Office, (All 2utiiz and Orivate coiimes €510 1Ne Uniterd 513143 anawn 10 conter doctoral 4 e included in ™a survey, Professional
doctoral degrees, 14ch o5 MID., nOwever, a8 not usted.) The cansecutive Dullsting from which those original dets were obwined ars Iocated in the

Wiison Liorery Documents Civiion,

s § 3 3 3 §
¥a g w ] id
£33 9 3 Eza a
358 3538 &7 33 2
£d2 235 i3 £i8
Agriculture, Total 4462 1.77 Health Education 88
Agriculture, Ganeral 115 .87 Recreation 30
Agronomy, Field Crops 966 .52 Eduratien of the Mentaily Retarded 118
Animal Seience 872 2.41 Education of the Deaﬁi (1964-1989 only) 6
Dairy Science 252 1.53 (1884-1269 only)
Farm f-ﬂana;emﬁnl . 13 .00 Spzech and Hearing Impaired 339 67 19.76
F:s?),;a‘rr-‘;o_rs;-;nldhu Management 209 56§ Education of tne Visally Handicapped 3 1 3333
= (1963-1289 only)
:ooq Stl:w'ence ggg ; 'g Education of the Emo‘(ionallv Disturbed 24 6 25.00
orticulture .4 (1965-1962 only)
grn?mcg(al Horticulture 2:: 3(33(2) Adminisiration of S:‘egial Education 14 4 2857
ouitry Science 2 -1369 cnly)' *
Soil Science 568 .35 Education of Other Exceptional 39t 126  32.23
Agriculture, All other fields 308 3.25 n i3
Architecture 50 8.00 al Ecucation 332 Sg 2__.53
s . x = tcn 5.8
B‘o“,:‘_; cill_Sc:Ier;;ce‘s:FToralﬂ ‘7'75g 2 ’3'8 Business or Commercial Education 300 89 2367
";?;:;f;”n;;';s::::_;::’ 2 8.00 Distributive Euccation, Retail Selling §5 26 21.4
: ~ ’ . Home mics education 124 123 9319
g;ﬁgv‘ g"e:vral ;2;3 ‘;’3? f‘,’g! Industrial Arts Education, Nonvocational 224 1 45
p s 2282 318 1a6a| Music Ecucanon 548 75 1363
Arax;;rr;' ML'.Pliv"ologv 633 116 18‘3; Trade cr Industrial Education, 181 8 4.42
Bacteriology, etc.’ B e Bt o T56% 261 13553
B"-\'-" try 2535 471 ‘7':8 wpecighzed Teac ing rields, .0‘ er A
Bicoh 423 32 7.45 Nu raarten Education 14 12 85.71
C“tzalo ;'.) 3 30'01' Early Chilghood Education 22 2 €2.31
E:olo-'y(lscmsfg oniy) 57 2 5'4;’ Eiementary Education 1189 459 3828
Emb::zlogv ki 5 11 24.44| Secondary Ecucation 966 154 1594
Entemoloay 1097 46 419 2l GRS
eneti 672 61 9.08
folsculer Biology (19681963 onty)? 32 6 1875 Sl oy
RNutrition {1851.1633 only) 158 45  23.85 7242 931 1285
Pathology 21 15 5.54 :
i i 783 87 1.n 2
- 3 and Guidance 2357 488 20.70
Plant "at:"{uloay ';:; 'sg ‘gs’; tion and Counselor Training 80 14 17.50
1 Pstholog 9 L o
Plont Physialogy 203 12 591 iilony) )
Biclogical Sciences, All other fislds 803 92 1146 H“‘°:V’?', Education, etc. (1964-1969 488 93 2029
only
Business 2nd Commerce, Total 2048 86 2.82 3
P - % Education, General 6286 1183 18.82
Business and Commerce, General '(ggg ;ig g;l Educaticnal, Psychology (1964-1959 875 224 2580
na caly)
: Sé : :g; Physical Eceation, Nonteaching (1964- 36 9 2500
% SeE 105 s - 1969 only)
.?;“r";;‘;’l';l','" e 1‘,}2;‘13?3 ROL g 'gg Education, All other fields' 6 1206 286 2207
Business and Commierce, All other fields 1278 33 2.58 ¢ Engineering, Total ? 18,572 82 .44
City Planning (1966:1959 only)” 44 2 4,55 £ English and Journalism, Total €471 1541 2381
Computer Scisnce and 153 P 252 English and Literature 6322 1523 24,09
""’;\‘,\‘&‘.j;';"fil‘","('x § Joutnatism 149 18 12.03
Computer Srienice ] 3 3.03 | Fin2 Arts and Applied Arts, Total 4035 678 16.80
22 1 4.5 | 83 18 18.18
Computer Science and Systerns Analysis, 37 0 .00 o) Music 1473 199 1351
All other ficlds Speech and Dramatic Arts 1978 314 1587
Education, Total 26,369 5230 19.83 Fine and Applicy Arts, All other fields 485 147 30.31
Physical Education 1143 333 © 27.38 | Folklore (1965-1965 anly) 29 8 2759
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Foreign Languages and Literature, Total 4158 1186 2852 Metallurgy 213 80
Linguistics 551 133 2414 §  Meterology 245 2
Latin, Classical Greek 506 128 25.30 Pharmaceutical Chemistry 289 13
Frepch 708 311 4049 . (1951-1969 only) :
e T T TR
ugues 21, Geology
Spanish f 668 217 32.49 Gmnhgvsvcs 2;83 53 3:573
Pmloln;w and Literature of Romance 3e0 93 24.47 Oceanography » 222 4 1.80
anguages Earth Scienc:
German| 678 171 2522 P;:/s?cgl:ISE;c?:éeA:!lltI“oh:hrefvlﬂSlsds ;;g Ig !13;)?
Other German Languages 27 5 1852 5 3
Philology 2nd Literature of Germanic 52 9 1.3 Psychology, Total 9135 1845 2020
Languases General Psychology 7071 1365 19.30
Arabic 5 1 20.00 Clinic:l Psycholoqy (1951-1969 only) 651 163 25.04
Chinese 14 . 2 1429 Counseling and Guidance 138 33 2381
Hebrew 23 1 4.35 Social Psychology (1961-1969 only) 309 68 22.01
Hindi, Urdu (1961-1263 only) 2 0 0.00 Rehabilitstion Counszlor Training 36 8 2222
Japanese 12 2 16.67 {12G4-1939 only)
Hovslan 116 28 2414 Educativnal Psychology 137 37 2101
Other Stavic Languages 68 20 29.41 (1954-1583 only) )
ESréiar Uansiaaeand LitersticesAll i (227000 45 1o 62, | MFsVeio oyl otherifields 793 171 2150
other ficlds (1964-1989 only) ,
Yrorestry 558 1 .18 | Religicn, Total 2825 141 403
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ao;rlm::.T/\d:nn:smmn 2g (‘, gg Religion, All other fields 180 4 222
ecical cchnology . o : :
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Physical Therapy, Pysiotherapy 1 0 .00 Culture
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> 10100 o
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Law 268 12 4.48 Misccitaneous Total :
Library Science 140 38 2714 Arts, Generul Programs 39 9 2308
o ey [P I’ Sciences, Genaral Programs 84 9 1071
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Law School

No. Women

Totz! No.

Percentage of

Year Law Studenis Law Stucents V/ormen
1971-72 8,914 94,458 9.4%
1970-71 6,220 82,041 8.4%
1952-70 4,715 68,386 6.9%
1653-69 3,704 62,779 5.9%
1967-68 2,806 64,406 4.6%
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LIST OF WOXEN'S CAUCUSES AND COMMITTEES
IN PROFESSIONAL ASSOCIATIONS

Source: The Project on the Status & Education of Women,
Association of American Colleges, 1818 R St. N.W. 20009

ADULT EDUCATION ASSOCIATICN (AEA)
Commission on the Status of Wemen in Adult Education
Chairperson: r. Beverly Cassara
10421 Courthouse Drive : |
Fairfax, VA 22030 |

MERICAN ACADEMY OF RELIGICN
TF on the Status of Women - The Academic Study of Religion
Chairperson: Elizabeth Schussler Fiorenza
1223 N. Lawrence St. |
South Bend, IN 46617

AMERICAN ANTHROPOLCGICAL ASSOCIATICN (AAA)
Committee on the Status of Women in Anthropology
Chairperson: Prof. Shirley Gorenstein
Dept. of Anthropology
Colurbia University, New York, NY 10027 |

AMERTCAN ASSOCIATION FCR THE ADVANCEMENT OF SCIENCE
Women's Caucus of the A.ALA.S.
Chairperscn: Ms,Virginia %Walbot
Dept. of Biochemistry
University of Georgia, Athens,CA, 30601

AMERICAN ASSOCIATION OF DTMMUNOLOGISTS (AAI)
Committce on the Status of Women
Chairperson: Dr. Helene C. Rauch
Dept. of edical Microbiology
Stanford University School of Medicine
Stanford, CA 94305

AMERICAN ASSOCIATION FOR HEALTH & PHYSICAL EDUCATION
Conmittee on Yomen
Chairperson: Professor Ione G. Shadduck
Drake University
Des Moines, Iowa 50311

AMERICAN ASSOCIATION OF UNIVERSITY FROFESSCRS (AAUP)
Committee on the Status of Women in the Profession
Chairperson: Dr. Alice S, Rossi

. Dept. of Sociology
Goucher College, Towscn, MD 21204
AAUP Contact: Ms., Margaret Rumbarger:
Associate Secretary, AAUP
One Dupont Circle, Washington, D.C. 20036

AMERTCAN BAR ASSOCIATION
Women's Rights Unit
State-by-State Roster of Women Lawyers, being compiled by:
Dr, Lee Ellen Ford
336 Rickory St.
Butler, Indiana 46721




AMERICAN CHEMICAL SOCIETY (ACS)
Women Chemists Committee
Chairperson: Ms. Helen M. Free
Ames Co., Miles Labs., Inc.
Elkhart, IN 46514

AMERICAN COLLEGE PERSONNEL ASSOCIATION (ACPA)
Women's Task Force
Chairperson: Dr. Jane E. McCormick
Asst. to Vice-President of Student Affairs
Penn State U.
University Park, Pennsylvania 16802

AMERICAN ECONOMICS ASSOCIATION
Committee on the Status of Women in the Economics Profession
Chairperson: Carolyn Shaw Bell
Wellesley College
Wellesley, Mass. 02181

AMERICAN FEDERATION OF TEACHERS
Women's Rights Committee
Chairperson: Marjorie Stern
1012 14th Street
Washington, D.C. 20005

AMERICAN HISTORICAL ASSOCIATICN (AHA)
a, Committee on Women Historians
Chairperscn: Dr. Linda Kerber
University of Iowa
Towa City, Iowa 52240
(Staff Liaison:
Dr. Charlotte Quinn¥
400 A St, S.E.
Washington, D.C. 20003
b. Coordinating Committce on Women in the Historical Profession (CCWHP)
Chairperson: Dr. Sandi Cooper
Richmond College
CUNY Staten Island, NY 10301
¥#Roster of Women Historians available for $5.00 (contribution) from:
Dr. Charlotte Quinn

AMERICAN LIBRARY ASSOCIATICN (ALA)

Social Responsibilities Round Table (SSRT)

Task Force on the Status of Women

Chairperson: Ms. Michelle Rudy
1403 LeGore Lane

. Manhattan, KS 66502

Roster of Women Librarians is being compiled by:
Margaret Myers
Graduate School of Library Service
Rutgers University
New Brunswick, NJ 08903

AMERICAN MATHEMATICAL SOCIETY (AMS)
ASSOCIATION F(R WOXEN IN MATHEMATICS (AWM) (independent group)
Chairperson: Prof., Mary Gray, Dept. of Mathematics
The American University
washington, D.C. 20016




AMERICAN ITRSOY
Woman S
Correspondents: Dr. Lynn E. Haun

California State University
Sacramento, Calif. 95819

:L AND GUIDANCE ASSOCIATION

& Lane

Dr. Beatrice 0. Pressley
California State University
Hayward, Calif. 94542

AMERTCAN PHILOSOPHICAL ASSOCIATION (APA)
2. Subceommittee on Status of Women in the Profession
Chairperson: Prof. Mary Motherskill
Dept. of Philosophy
Barnard College, New York, NY 10027
b. Society for Wemen in Philosophy (Independent group)
Chairperson: Hannah Hargrave
Dept. of Philoscphy
Weetern Illinois University
Macomb, Illinois 61455

AMERICAN PHYSICAL SOCIETY

Committee on Women in Phvsics

Chairperson: Dr. Elizabeth Barangar
Physics Dapt., MIT
Cambridge, M4 02139

Roster of Women Physicists available for $5.00 from:
American Institute of Physics Placement Service
335 West 45th St.
New York, NY 10017

AMERICAN POLITICAL SCIENCE ASSOCIATION (APSA)
8. Committee on the Status of Women in the Profession
Chairperson: Dr, Ruth Silva
Pennsyvivania State University
University Park, PA 16802
b. Women's Caucus fcr Political Science (Wces)
Chairperson: Dr. Marie Rosenberg
School of Business, University of Wisconsin
Eau Claire, Wisconsin 54701

AMERICAN PSYCHOLOGICAL ASSCCTATION (APA)
&, Task Force on the Status of Women in Psychology
Chairperson: Dr. Helen Astin, Director of Research
University Research Corp.
4301 Connacticut Ave., N.W.
Washington, D.C. 20008
(Staff Liaison: Dr. Tena Cutmings+*
APA, 1200 17th St. N.W.
Washingten, D.C. 20036
b. Association for Women in Psychology (AWP) is an independent group,
initially a ceucus within APA)
Fditor: Dr. Leigh Marlowe
Manhattan Cocmunity College
130 Vest Znd Ave., New York, NY 10023
Public Relations: Dr. Jo-Ann Evans Gardnar
726 St. Jamas St,
Pittsburgh, B\ 15232
*Roster Of Women Psychologists available from:

Dr. Tena Cunmings




AMERICAN PUDLIC HEALTH ASSOCIATIGH
Women's Caucus
Chairpersca: Ana 0. Dumois
Community Health Institute
225 Park Ave. So.
New. York, NY 10003

AMERICAN SOCIETY OF BIOLOGICAL CHEMISTS
Subcormittee on the Status of Women
Chairperscen: Dr. Loretta Leive

Bldg. 4, Room 111
National Institutes of Health
Bethesda, MD 20014

AMERICAN SOCIETY FOR MICROBIOLOGY
Comnmittee on the Status of Women Microbiologists
Chairparson: Dr. Mary Louise Robbins
Medical School, 1339 H St. N.W.
The George Washington University
Washington, D.C. 20005

AMERICAN SOCIETY FOR PUBLIC ADMINISTRATION
ask Force cn Women in Public Administration
Chairperscn: Mrs. Joan Fiss Bishop
Director of Career Services
Wellesley College, Wellesley, MA 02181

AMERICAN SOCIOLOGICAL ASSOCIATION (ASA)
a, Ad Hoc Committee on the Status of Women in Sociology
Chairperson: Dr, Elise Boulding
Behavioral Science Institute
U. of Colorado, Eoulder, CO 80302

b, Sociologists for Women in Society (SWS) (independent group
formerly caucus)
Chairperson: Dr. Alice Rossi
Dept. of Sociology
Goucher College, Towson, MD 21204

AMERICAN SOCIETY OF TRAINING AND DEVELOPMENT (ASTD)
Wenan's Caucus, ASTD
Steering Comnittee: Dr. Shirley McCune
Center for Human Relations
NEA, 1601 16th St. N.W.
VWashington, D.C. 20036

Ms. Althea Sinmons, Dr. of Training
NAACP, 200 E 27th St.
New York, NY 10016

AMERICAN SPEECH AND HEARING ASSOCIATION (ASHA)
a., Subcormittee on the Status of Womien
Chairperson: Mrs. Dorothy K, Marge
8011 Longbrook Rd.
Springfield, VA 22152
b. Caucus on Status of Women Iin ASHA (same as above)




AMERICAN STATISTICAL ASSOCTATICN
Caucus for Women in Statistics
Chairperson: Dr. Jean D. Gibbons
College of Commerce and Business Administration
University of Alabama
University, Ala. 35486

ASSOCIATION OF AMERICAN GEOGRAPHERS
Committee on Women in Geography
Chairperson: Dr. Ann Larrimore

Department of Geography
University of Michigan
Ann Arbor, MI 48104

ASSOCTIATICY OF AMERICAN LAW SCHOOLS (AALS)
Cormittee on Equality of Opportunity for Women in the Legal Profession
Chairperson: Prof. Ruth B. Ginsburg
School of Law
Columbia University, 435 W. 116th St.
New York, NY 10027

ASSOCIATION OF ASIAN STUDIES
Committee on the Status of Women
Chairperson: Prof. Joyce K. Kallgren
Center for Chinese Studies
2168 Shattuck Ave.
Berkeley, CA 94705

ASSOCIATION OF WOMEN IN SCIENCE (independent group)
Co-Presidents: Dr. Judith G. Pool*
Stanford Medical School
Stanford University, Stanford, CA 94305

Dr. Mecna B, Schwartz

Dept. of Psychiatry, College of Medicine

U, of Illinocis at the Medical Center

P.0. Box 6998, Chicago, IL 60680
JRoster of Woren Engineers, Scientists, Medical & Paramedical Specialists
is available from: Dr. Judith G. Pool

BIOPHYSICAL SCCIETY
Professicnal Opportunities for Women of the Biophysical Society -=
Caucus of Women Biophysicists
Chairpersen: Dr. Rita Guttman
Dept. of Biology
Brooklyn College
Brooklyn, NY 11210

COLLEGE ART ASSOCIATION
a. Cormission on the Status of Women in Art
Professor Linda Nochlin Pommer
Vassar College
Poughkeepsie, NY 12601

b. Women's Caucus
Co-Chairwomen: Prof. Ann Harris, Art Dept.
Hunter College, New York, NY 10021

Ms. Judy Patt |
2429 vallejo, San Francisco, Calif, 94132




GRADUATE WOMEN IN SCIENCE (Sigma Delta Epsilon)
President: Dr. Hazel Metz Fox
1231 N. 38th St.
Lincoln, NE 65503

LINGUISTIC SOCIETY OF AMERICA (LSA)
LSA Women's Caucus
Correspondents: Ms., Lynette Hirschman
Ms. Georgette Ioup
162 W. Hansberry
Philadelphia, PA 19144

MODERN LANGUAGE ASSOCIATION (qA)
a, MLA Commission on the Status of Women in the Profession
Chairperson: Dr. Elaine Hedges
Towson State College
Baltimore, MD 21204
b. Women's Caucus of the MIA
President: Dr. Verna Wittrock
Dept. of English
Eastern Illinois U., Chalreston, IL 61920

NATIONAL COUNCIL ON FAMILY RELATIONS (NCFR)
Task Force on Women's Rights and Responsibilities
Chairperson: Dr. Rose Somerville
Sociology Dept.
San Diego State College
San Diego, CA 92115

NATIONAL COUNCIL OF TEACHERS OF ENGLISH (NCTE)
Women's Committee
Chairperson: Dr. Janet Emig
Department of English
Rutgers University
New Brunswick, NJ 08903

NATIONAL EDUCATION ASSOCIATION
Wowren's Caucus
Chairperson: Mrs. Helen Bain
NEA, 1201 16th St,
Washington, D.C. 20036

NATIONAL VOCATIONAL GUIDANCE ASSOCIATION (NVGA)
NVGA Commission on the Occupational Status of Women
‘Chairperson: Mrs, Thelma C. Lennon, Director
Pupil Personnel Services, Dept. of Public Instruction
Raleigh, NC 27602

PHILOSOPHY OF EDUCATION SOCIETY
a, Women's Caucus
Chairperson: Dr. Elizabeth Steiner Maccia
Dept. of History & Philosophy of Education
Indiana University, Bloomington, IN 47401
b. Committee on the Status of Women (same as above)




POPULATION ASSOCIATION OF AMERICA
Wemen's Caucus
Chairperson: Prof. Ruth B. Dixzon
Dept. of Sociology
University of California, Davis
Davis, CA 95616

FROFESSIONAL WOMEN'S CAUCUS (PWC)
P.0. Box 1057, Radio City Station
New York, NY 10019
Pres: Margaret Anderson
Rockland City Guidance Center for Women
Palisades, NY <

SOCIETY FOR CELL BIOLOGY
Women in Cell Biology
Chairperson: Ms. Virginie Valbot
Dept. of Biochemistry
Univ. of Georgia, Athens GA. 30601

SOCIETY FCR WOMEN ENGINEERS (independent group)
Executive Sccretary: Winifred D. White
345 East 47th Street
New York, NY 10017

THETA SIGMA PHI
National Society for Journalism/Cormunications
President: Mrs. Fran Harris
Wd4J Stations
Detroit, MI 48231

UNITED PRESBYTERIAN CHURCH IN THE USA
Tack Force on Women
Co-Chairpersons: Patricia Doyle and Elaine Homrighouse
Board of Christian Education
United Presbyterian Church, Witherspoon Bldg.
Philadelphia, PA 19107

WOMEN TIEOLOGIANS
Roster of Women Theologians is available from:
Elizabeth Dempster, Interim Director
Boston Theological Institute
Wozen's Placerent Service
45 Francis Ave.
Cambridge, Mass. 02138
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Institute For College And University Administrators

American Counc:il On Education

WOMEN ACADEMIC ADMINISTRATORS TN U.S. HIGHER EDUCATION, AUGUST 1972

PUBLIC INSTITUTIONS PRIVATE INSTITUTIONS TOTAL
Lay Relipfous Lay Religious Lay Religious Toral
PRESIDENTS Arts & Sciences 10 - 13 139 23 139 162
and
CHANCELLORS Professional,
Technical &
Vocational* - - 5 1 5 1 6
ACADEMIC DEANS Arts & Sciences 41 - 68 155 109 155 264
and ACADEMIC
VICE-PRESIDENTS Professional,
Technical &
Vocaticnals 127 - 16 27 143 27 170
ASSOCTATE and Arts & Sciences 10 - 5 3 15 3 18
ASSISTANT
ACADIMIC DEANS Professional,
Technical &
Vocational¥* 3 - == -- 3 - 3
FINANCIAL Arts & Sciences 36 = 34 113 70 113 183
and/or
ADHINISTRATIVE Professional,
OFFIERS Technical &
Vocational¥ 8 -- 26 3 34 3 37
TOTAL Arts & Sciénces 97 - 120 407 217 410 627
Professional,
‘Technical &
Vocational#% 138 - 47 31 185 31 216
Tqtal 237 - 167 438 402 441 843%¥

*Including health scignces, home eccnomics, busincss and education

+%0f this toctal, 80 have participated in the Institute for College and University Administrators
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Women on Journalism Faculties - 1971-72
United States Colleges and Universities
Academic Rank
Women's per-
Rank k Total Women centage of
il ) total
Administrators: deans, directors,
chairmen, etc. * 177 (] %
Professor 377 13/4%
Associate Professor 365 51/2 %
Assistant Professor 467 7 %
Lecturers . 212 10 1/2 %
Instructor 13 3/4 %
Visiting lecturer or professor 15 3/4 %
Part-time Lecturer 71/2 %
Teaching Fellow 0 $
Extension Education %
Others
TOTAL

Minus administrators duplicated
in other academic rank lists

ACTUAL TOTAL

% at 170 schools

Schools with NO women on faculty 52 1/4 %
Schools with only one weman on faculty 28 3/4 %
Schools with two women on faculty

Schools with three women on faculty

Schools with four women on faculty

Schools uith five women on faculty

Schools with nine women on faculty

61% have none or only one woman on faculty







Parcentage

Table 5,103

£ a1l physicians in various specialitics who are women

Speciality % Women

Speciality

% Women |Speciality

% Women

Medical (total) 9.0

Allergy 6.6
Cardiovascular 2.8
Dermatolegy 7.0
Gastroenterology 2.3
Internal Medicine 5.4
Pediatrics 20.3
Pulmonary 8.0

General Practice 4.2

Suréical (total)

General surgery

Obstetrics }
Gynecology

Cphthalmology
Orthepedic
Otolaryngology
Plastic

Other surgery

2.4 |other (total)

1.0 |Anesthesiology

Neurology
549 Occupat'l Med.
ol Pathology
Yo Psychiatry
1.0 Physical Med.
=7 Preventive Med.
Dea Public Health
Radiology
Other

8.9

14.0
6.9
3.1

11.5

12.5

15.2

12.1

18.5
4.8
7.4

fable 5.10b

Percentage of 21l phvsicians in variouc professional activities who

are women

Speciality All |Office based [Hospital based Other
practice practice activity
General practice 2 3.6 9.6 7.7
Medical Specialities 9.0 6.4 13.5 10.9
Surgical Specialities| 2.4 2.0 3.4 3.8
Other Specialities 8.9 8.1 9.,7* 8.9
TOTAL 6.7 4.6 10.5 9.0

Goals for Women in Scierice
Vomon in Science ard Engincering
Boston, Massachusetts

August 1972






Tri PRUFTLE UF #SDICAL PRACTICE
Centor for Health Services Research
Armerican kedical Association

1972 Edition, P. 104

TABLE 52 - DISTRISUTION OF PHYSICIANS AMONG SPECIALTY GROUPS®
BY SEX, DECEMGER 31, 1971

Number of Percent of Number of Percent of
Women Physjcians Women Physicians Men Physicians Men Physicians

Specialty Group in Group in Group in Group in Group

22,563¢ 100.0 296,136

Total

53,896
54,617
69,154
18,349
15,671
21,241
13,585

o
2,90

feneral practice 2,462
Internal medicine 3,242
S 7 855
0Ok trics/gynecology 1,421
Peaiatrics 4,257
Psycniatry 3,208
Radiology 4
Anesthesiology

Pathoicay

Ocher

FoNWw EOOW =0

oL W N W O E W0

c-Source: Special Tabulations from Physician Pecords, 1971. American Medical Associaticn
d-Excluces b,47! physicians (481 not classifi 3,538 Ipsctive, and 451 address unknown) .
e-Excludes 21,853 shysicians (3,648 not classified, 15,343 inactive, and 2,756 ad:!ress unknown) .
TS ARD AD 10143 TO 1/EDICAL SCHOOL BY SEX,

D YEARS 1€28-1830 THROUGH 1970-1971

TABLE 53 -- APPLIC

Wamen as
Women Percentage
First-Year Ka=oer Number Notber Percentage of Total
Class Adnlizants ceozed Asolicants Accepted Acceoted Acceoted
1923-30 13,174 6,720 51.0 481 315 65.5 4.5
1839-50 11,168 5,850 52.7 632 321 50.8 5.2
18L9-50 23,044 6,759 29.3 1,390 400 28.8 5.6
1559-53 13,826 7,958 57.2 1,026 Shb 53.0 6.4
1566-67 16,554 8,257 43.9 1,696 856 50.5 9.4
186763 16,773 8,713 51.9 1,551 9eh 50.4 10.1
1343-63 15,021 9,116 47.9 2,087 576 46.5 9.7
1869-70 22,176 9,536 k3.0 2,289 1,011 Lh.2 9.6
197¢-71 22,253 10,203 5.9 2,734 1,297 A7=HINERET D
TABLE 534 -- PERCENTAGE OF \WWOMEN IN SELECTED
PROFESSIONAL OCCUPATIONS,! 1570
Oecuzazion Woran as Percenta-e of All Workers }
g |
Laayers
Collage presidents, 322
professors,
instructors 19.0
Ciergy 5.8
Doctors 6.8
Engineers 0.8 |
Jantists 2.1
. Scientiste 9.9
Binlogists 28.0
Lhemists 8.6
Mathenaticians. 26.4
Priysicists 4.2
Nurses 97.0
Social workers 57.0
Libra-ians 85.0

I-Scurce: U.S. Burcau of the Census, Cc-sus of Penulatien, 1850, Vol, |
s d , us of Per 218 5 table 202 « 528=,
In: Epstein C.F., Wemants Place (Boraciey: Usiversity of Cailfornla'Pres:‘ 1976)7‘;.’. e
109 . :







Table 2. Demographic and Background Characteristics

of American College Faculcy, by Sex: 1969
(Percentage Distribution)

ription and In_Four r Collepes In Universitics
Men Women Total Men Women Total
age (87) ;
Over 60 (born before 1909) 7.3 9.3 1.2 b2 8.0 6.6 7.9 10.4 8.5 7.2 8.6 7.4
51-60 (horn 1909-1918) 15.1 18.5 15.7 15,2 18.5 16.1 15,0 17.7 15.6 15.1 19.4 15.7
41-50 (born 1919-1928) 26.7 26,6 26,7 27.6 29,0 28.0 25.6 26,4 25.7 27.3 25.8 27.1
36-40 (born 1929-1933y 17.3 13.0 16.5 15.5 12,2 14.6 16,4 14.5 15.9 18.3 1.7 17.3
31-35 (lors 1934-1933) 4 18.5 12.8 17.4 18.3 11.9 16.6 18.4 12.8 17.1 18.6 13.3 17.8
30 or less (born after 1938) 15.0 19.7 16.0 17.2 20.3 18.0 16.7 18.1 17.0 13.4 21.1 14.6
Race (89)
White 926.6 94.7 96.3 99,1 96.7 ° 98.4 94.2 91.3 93.5 97.7 97.7 97.7
Black 1.8 3.9 2.2 0.5 1.4 0.7 4.2 7.4 5.0 0. 1.0 0.5
Oriental 1.3 1.1 1.3 0.2 1.4 0.5 1.2 0.9 1.2 1.6 1.0 1.6
Othier 0.3 0.3 0.3 0.2 0.5 0.3 0.4 0.3 0.4 0.3 0.2 0.3
Citizensip (65 a,b)
.5, citizen 4.0 3.8 0.8 1.3 0.9 3.3 3.2 3.3 5.1 3.1 4.8
citizen, naturalized 5.5 5.3 4.3 2.2 3.8 5.8 4.9 5.6 5.6 5.3 5.6 &
U.S. citizen, native . 90,5 90.9 94,8 96,5 95.3 90.9 91.9 91.1 89.2 91.6 89.6
ationa! Attainment (79b) i
+ grade or less 30.0 25.5 29,1 39.4 30.5 37.1 31.5 26.7 30.5 26.9 21.9 26,1
high school 14,4 13.7 14.3 15.2 15.0 15.1 15.4 13.6 .15.0 13.6 13.3 13.5
leted high school 17.5 17.4 17.5 19,1 20.1 19.3 12.4 16.0 17.1 17.2 17.7 17.3 '
collos 12,4 13.7 12,6 10.3 15.9 12,1 12,2 12.3 12.2 12.9 14.2 13.1 L
ae eraduate 9.6 10,0 9.2 6.7 5.8 6.5 8.7 10.1° 9.0 10,9 11.7 11.0 'r
raduate school 5.0 7.1 5.4 2.7 4.5 3.2 4.9 7.8 - 5.6 5.5 7.5 5.8
Advanced degree 1.1 12.6 1.4 6.1 8.2 6.6 9.9 13.3 10.7 13.0 13.8 13,1
Relipious Backpround (78a)
Protestant 63.9 65.4 64.1 64,4 . 64,1 64,3 59.3 59.7 59.4 66.8 72,2 67.6
Catholic 15.9 21.3 16,9 21,8  28.2 23,4 18.6  24.3 19.9 12,7  14.8 13.0
Jewish 10.4 6.7 9.7° 3.7 2.2 3.3 12,3 8.9 11.5 10.7 6.2 10.1
Other 3.4 2.7 3.3 3.8 2.8 3.6 3.3 2.9 3.2 3.4 2.6 3.3
None 3.3 2.6 3.2 2.4 1.4 2,2 3.1 2.5 2.9 3.7 3.3 3.7
3.0 1.2 2.7 3.8 1.3 3.1 3.4 1.6 3.0 2.6 0.3 2.3
47,1 51.4 47.9 51.4 53.5 52,0 44,6 46.7 45.1 47.8 55.8 48.9
12,2 19.2 13.5 17.8 26.8 20,1 14,7 22.4 16.4 9.2 12,2 9.6
7.3 5.4 7.0 2.6 1.6 2.4 9.0 7.5 8.6 7.3 4.9 6.9
Other 6,1 5.2 5.9 7.1 5.9 6.8 5.7 5.1 5.6 6.2 5.1 6.0
None 21,9 15.6 20.7 15.0 10.1 13.8 20,2 15.0 19.0 24,6 18.8 23.7
No answer 5.4 3.1 4.9 6.0 2.1 5.0 5.8 3.3 5.3 4.9 3.4 4.7
sarital Status (85) .
Currently married 87.0 47.4 79.3 86,0 50.3 76.7 83.7 5.6 74.9 89.4 48.1 83.2
Divorced, scparated, widowed 3.0 12,4 4.8 2.8 12.2 5.2 3.5 12,9 5.7 2.7 12,1 4.1
Never married 10.0 40,1 15.9 L6k 37. 18.1 12,8 1.5 19.4 7.9 39.8 12.7
r of Childreh (86)
3 29.3 65.3 36,1 29.7 61.9 38.0 33.7 64.8 40.6 26,2 67.3 32.3
One 16.7 12.3 15.3 18.0 11.5 16.3 16.9 12.8 16.0 16.4 12.0 15.7 o
Two 26.3 12,9 23,7 25.9 12.7 22,5 24.3 13.8 22,0 27.7 12.0 25.4
Three or more 27.7 9. 2301 25.1 8.6 21.4 29.7 8.7 26.6

6 24,3 25.3 13.9

ADDITIONAL COPIES OF THIS RESEARCH REPORT (VOL, 8, NO. B, 1970) MAY OF ODTAINED
FROM THE PUDLICATIONS DIVISION, AMERICAN COUNCIL ON EDUCATION, ONZ DUPONT
CIRCLE, WASHINGTON, D.C.

=0036.

PLEASE REMIT $3.00 PCR COPY WITH YOUR ORDZR.






Enrollment trends in 1971 8

TABLE6  Enrollment changes batween fall 1970 and fall 1971 in four-yeer
collegas end universities

Public Public
upiversities four-year

Private
universities

Private
Sour-yeor

Toral graduate (in all
post-B.A. progrants)

Total
Men
Women
Black
Spanish surname

First-time greduate (all

post-B.A. programs)

Total 299 28
AMen 265 0.7
Women 260 4.7
Bleck 131 11.2
Spanish surname 103 35.8 82

*Includes ionat and other tized schoo! sical, art,

4 Number of institutions reporting data for fall 1970 and 1971.
* Percentage change hetween 1970 and 1971,

§ Daza not available.

Enrollment Trends in 1971

A Technical Report Sponsored by
The Carnegie Commission on Iligher Education







AFFIRMATIVE ACTION CAMPUS CONTACTS

Alabana A & M University
Norzmal, Alabama 3,762

Dr. Henry Ponder
V. P. for Academic Affairs

Mr. L. R. Patton
V. P. For Business & Finance

Dr. Winfred Thomas, Dean
School of Agriculture

Dr. James L. Dawson, Chairman
Dept. of Agriculture Education

Dr. Robert R. Bradford, Chrmn.
Dept. of Natural Resource &
Environzental Studies

Mrg. Katie W. Ligen
V. P. for Student Affairs

Auvburn University
Auburn, Alabama 36830

-Dr. W. S. Bailey

V. P. for Acadexic &
Adoinistrative Affairs

President’'s Office

* (Insert)

Oniversity of Alaska

Fairbanks, Alaska 95701

Mr. J. Frank Brown
Central Personnel Office

Arizona State University
Temne, Arizona 85281

Mr. Jack Penick
Assistant & President,
Business Affairs

University of Arizona
Tucson, Arizena 85721

Dr. A. B. Weaver
Executive Vice President

*University of Alabama
Universtiev, Alibama 35485

Dr. Joseph T. Sutton
V.P. for Institutional Studies & Services
P.0. Box 6156

also: Compliance Offfcer for U. of Ala.

University of California, Berkeley
Berkeley, California 94720

Ms. Colette M. Seiple
Affirmative Action Coordinator
Office of the Chancellor

200 California Hall

University of California, Davis
Davis, California 95616

Mc. Dennis Shimek
Personnel Office
312 Mrak Hall

W: F. Dukes.
Vice Chancellor - Academic Affairs

University of California, Irvine
Irvine,California 92664

.Ms. Eloise Kloke

Assistant Chancellor for Administratio

Riverside, Califorpia 92502

Mrs. Sue Scott
Personnel Manager

University of California, San Diego
P.0. Box 109, T'aJolla, California 9203

Vice Chancellor Paul Saltman
Affirmative Action Coordinator -
Acadenic Personnel

Vice Chancellor Bud Sisco

Affirmative Action Coordinator for

taff Personnel

Mr. Jack Douglass
Affirmative Action Monitor

University of California, Santa Barbara

Santa Barbara, California 93017

Mrs. M. K. Joyce
Executive Assistant to the Chancellor




Colorado State University
Fort Collins, Colorado 80521

Dr. Donald D. Rohdy
Affirmative Action Director
1835 Dayton Drive

University of Colorado
Boulder, Colorado 80302

Mr. Frank Ives
Director of Staff Personnel.
Regent Hall 122

University cf Connecticut
Storrs, Connecticut 06268

Ms. Gail Shea
Box U-86

Bertram W. Wilson
Personnel Services Division
Box U-75

University of Delaware
Newark, Delaware 19711

Mrs. Jeanette Sam
Affirnative Action Coordinator
307 Hullihen Hall

Florida A & M University
Tallahassee, Florida 32307

Dr. Eva C. Wanton
P. 0. Box 326

Florida State University
Tallzhassee, Florida 32306

.Dr, Freddie L. Groomes
200 Wescott

University of Idaho
Moscow, Idaho £3843

Tam DIk
aC& Righar

V.P. State

- o
ason

& Administrative Services

2=

Southern Illinois University
Carbondale, Illinois 62901

Mr. Jerry Lacey

Assistant to the President for
Affirmative Action

Anthony Hall, Room 309A

University of Illinois
Chicago, Tllinois 60680

Dr. Barry Munitz

Vice President for Academic Development
and Coordination )

415 Administrative Office Building
Medical Center Campus

Box 6998

Indiana University
Indianapolis,Indiana 46202

Chancellor Sylvie Bowman
La Rose Building
Market and Pennsylvania Sts.

Purdue University
Lafavette, Indiana 47907

Dr. John W. Hicks
Assistant to the President

Iowa State University
Ames, Towa 50010

VWarren R, Madden

Assistant Vice President for
Business and Finance

125 Beardshear

University of Iowa

.Jowa City, Towa 52240

Dr. George Chambers
Vice President for Administration
101 Jessup Hall

University of Kansas
Manhattan, Kansas 66044

Dr. Juliet Shaffer, Chairperson
Affirmative Action Board
c/o Office of the Chancellor
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Kentucky State College University of Minnesota
Frankfort, Kentuckv 40601 Minneapolis, 1 Wxnnﬁsota 55455

Dr. A. J. Richards . Ms. Lillian H. Williams
President Carl M. Hill Deputy Equal Opportunity Officer

419 Morrill Hall
University of Kentucky

Lexingron, Kentucky 40506 Ms. Nancy L. Groves
Equal Opportunity Officer, Academic
Mrs. Nancy T. Ray Administration
Coordinator 217 Morrill Hall
Affirmative Action Plan
7 Administration Building Mississippi State University
‘State College, Mississippi 39762
University of Maine % : >
Pertland, Maine 04102 + T. K. Martin
Drawer J
Dr. Donald R. McNeil
Chancellor University of Missouri
228 Deering Avenue Columbia, Missouri 65201
Mr. Herbert L. Fowle Dr. A. G. Unklesbay
Vice Chancellor Vice President for Administration
Office of the Chancellor 321 University Hall
107 Maine Avenue
Bangor, Maine 04401 University of Nebraska

Lincoln, Nebraska 68508

University cf M

fain
5473
4473

Orono, Maine G Mrs. Barbara J. Coffey

Ascistant to the President
Mr. Paul Dunham 303 Administration Building
E.E.O. Director . :14th & R Streets

Alunni Hall
University of Nevada at Reno

Massachusetts Institute of Reno, Navada 89507

Technology d

Cambridee, Massachusetts 02129 Mr. Harry Wolf

Mr. James C. Allison Rutgers University

Asst. to President for Minority New Brunswick, New Jersey 08901
Affairs

77 Massachusetts Avenue, Rm. 4-144 Ms. Blenda J. Wilson

Executive Assistant to the. Presinent
University of Michigan
Ann Arbor, Michigan 48104

New Mexico State University
Mr. Fedele F. Fauri . Las Cruces, New Mexico 88003
2014 Adnminietration Building ¥

Mr. Richard Hermes
Personnel Director
Box 3AA
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University of New Mexico
Albuquergue, New Mexico 87106

Lawrence C. Yehle
Director of Personnel
1717 Roma N.E.

Cornell University
Ithaca, New York 14850

Ramon E.Rivera
Affirmative Action Officer
317" Day Hall

State University of New York
Albany, New York 12210

Dr. Kenneth M. MacKenzie
Vice Chancellor for Personnel
and Employee Relations

Dr. C. Eugene Kratz, Director
Equal Employment Opportunity Programs
99 Washington Avenue

State University of New York at Albany
Albany, New York 12222

Mr. Leon J. Calkoun, Sr.

Director

Office of Equal Employment Opportunity
1400 Washington Avenue

State University of New York at Stony Brook
Stonv Brook, New York 11790

¥s. Vera Rony, Coordinator
Equal Ecployment Cpportunity Program

North Carolina A & T State University
Greenshoro, North Carclina 27411

Dr. 1heodore Mahaffey
Administrative, Assistant to the Chancellor

‘North Carolina State University

Raleigh, North Carclina 27607

Dr. Clauston Jenkins
Provost's Office - 201 Holladay Hall

University of North Carolina
Chapel Hill, North Carolina 27514

Mr. Richard Robinson
Assistant to the President
P.0. Box 309

¥orth Dakota State University
Fargo, North Dakota 58102

Mr. H. D. Stockman
Vice President for Business and
Finance

University of North Dakota
CGrand Forks, North Dakota 58201

Mr. Gerald M. Skogley
Vice President for Finance

Kent State University
Kent, Ohio 44240

Mr. James Ervin
Director Human Resources Utilizatioz

Rockwell Hail

Miami University

Oxford, Ohio 45056

Mr. William G. Slover
Affirmative Action Officer

Langston University
Langston, Oklahoma 73050

Mr. James Allen Simpson

Director of Davelopment and
Public Relations

P.0. Box 458

lzlzhoma State University
Stillwater, Nilahoma 74074

Mr. Gene Turner, Director
Personnel ‘Services
Whitehurst Hall

‘University of Oklahoma

Norman, Oklahoma 73069

Dr. Pete Kyle McCarter, Provost

Dr. Gene Nordby, V. P. for
Administration & Finance
660 Parrington Oval




Oregon State University
Corvallis, Oreczon 97331

Anthony Birch
Fiscal Affairs

University of Oregon
Eugene Oregon 97403

Mrs. Lorenza Schmidt
“Interim Director

Office of Affirmative Action
Room 8, Chagaan Hall

Pennsylvania State University
Universitv Park, Penunsvlwvania 16“02

Mr. Ray T. Fortunato
Assistant V.P. Personnel Administration
108 Willard Building

University of Puerto Rico
Rio Piedras, Puerto Rico 00531

Salvador Acosta Rodriguez
Assistant to the Director
Office of Academic Affairs
Central Adainistration
P.0. Box AD-U,P.R. Station

University of Rhode Island
Kingston, Phode Island 02881

¥r. Joseph C. 0'Connell
Vice President for Business Affairs
Administration Building

Mr. Eugene Mailloux
Director-of Personnel
Lower Ccllege Road

Clemson University
Clenson, Scuth Carolina 29631

Major General Allen W. Rigsby
Exccutive Vice President

South Cardlina State College
n spnsesonthdBasoldnans QS

Dr. Algernon S. Belcher »
Vice President for Academic Affairs

University of South Carolina
Columbia, South Carolina 29208

Dr. William H. Patterson
Provost

South Dakota State University
Brookings, South Dakota 57006

Mr. Wes Bugg
Director of Finance

Tennessee State University
Nashville, Tennessee 37203

Dr. Charles Fancher
Dean of Faculty

University of Tennessee
Knoxville, Tennessee 37916

Dr. James E. Drinnon, Jr.
Executive Assistaat to the President

*206 Administration Building

Prairie View A & M College

‘Prajrie View, Texas 77445

Dr. Ivory Nelson
Vice President for Research,
Special Programs.

Texas A &§ M University
College Station, Texas 77843

Mr. T. D. Cherry

. Vice President for Business Affairs

Room 205, Coke Building

Texas Southern University
Houston, Texas 77004

ir. Everett 0. Bell
Assistant to the President
and Director of Personnel

Texas Tech University

* Lubbock, Texas 79409

Dr. S. M. Kennedy
Vice President for Academic Affairs




Texas Tech University -6-
Lubbock, Texas 734%C5

Mr. Carlton Dodson
Resident Legal Counsel

Mr. F. J. Wehmever
Associate Vice President for
Adnministrative Affairs

University of Houston
Houston, Texas 77004

Mg, Norma Schneider
Staff Employment Mgr.
Room 501E

University of Texas at Austin
Austin, Texas 73712

Vice President Lorene L. Rogers

University of Utah
Salt Lake Citv, Utah 84112

Mr. J. Leonard
Civil Rights Officer
Park Building

‘Utah State University
Logan, Utah 84321

Dr. Richard Swansén
Vice Provost

Dr. Evan Stevenson
Asst. Vice President for Business

University of Vermont
Burlinpton, Vermont 05401

Dr. Dolores Stocker
Assistant to the President for
livz:an Resources

President's Office

Virginia State College
Petersburg, Virginia 23803

Dr. Walker dunrlcs
V.P., Adninistration

Washington State University
Pullman, Washington 99163

Wallis Beasley
Executive Vice President
422 French Administration Building

West Virginia University
Morgantown, West Virginia 26506

Mr. Sandy Serpento
Director of Personnel

University of Wisconsin-Madison
Madison, Wisconsin 53706

Dr. Cyrena Pondrom
Assistant to the Chancellor
175 Bascom Hall

University of Wisconsin-Milwaukee
Milwaukee, Wisconsin 53201

Dr. Clyde Jaworski
Director of Operations

University of Wyoming
Laramie, Wvoming 82070

Dr. James Ranz
Vice President for Academic Affairs
Room 206 0ld Main

Mr. John W. Jackson, Director
Placement Service
Roon 218 Knight Hall

Mr. Nick Kaan, Jr.
Director

+Division of Personnel

Rooa 403 01d Main
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State University. of New York, Binghamton
Binghamton, New York 13901

S.' Stewart Gordon,
Executive Vice President

Edgar L. Abbott
Director of Persomnel

University of Arkansas
° Fayetteville, Arkansas 72701

C. W. Oxford
Administrative Vice President
Administration 422

University of California System
Berkelev, California 94720

Mr. James Goodwin
575A University Hall

Wayne State University
Detroit, Michican 43202

Kenneth M. Szythe Esq.
Room 991
5050 Cass Avenue

Alcorn A & ¥ College
Lorman, Mississiopi 39096

Rudolph E. Waters
Vice President

University of South Dakota
Vermillion, South Dakota 57059

Patricia Doll Gutzman
Director, Personnel Services

Yontana_ State University
Lozeman, Moatana 59715

C.C. Dye
Acting Personnel Director

University-of Hawaii
Honolulu, Hawail 98822

Themas N. Arnett
Director of Personnel
1633 Bachman Flace
Sinclair Annex 2, Room 2

Kent State University

.Kent, Ohio 44242

* "Susan Reis
Office of Human Resource Utilizarion

Vi... la Polytechnic Institute
=~ | State Universitv
Blaxk ourz, Virginia 24061

Mr. Walter H. Ryland
General Counsel

Univ rsity c. Massachusetts
Bost un, Massachusetts 02108

Mr. Peter Kaplan

Staff Associate -Administration
President's Office

One Washington Mall

University of.California
San Francisco Medical Center
San Francisco, California 94122

Ms. Joanne Lewis=
Affirmative Action Office
200 University Building
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1) AFFIRMATIVE ACTION PLAN
FOR
SPECIAL ACADEMIC UNITS

Division of University Studies

The Division of University Studies is a small special academic
unit that reports directly to the Provost. Its function is to teach
;pecial courses of an interdisciplinary nature to a broad spectrum
of students. By design less than half of the Division's eleven posi-
tions are filled by full time faculty because positions are used to
buy released time of faculty from other departments to teach particu-
lar courses. In' the Fall of 1973, using female faculty the Division
will teach a course on the role of women. Affirmative action goals
for the Division include involvement of female and minority faculty
in appropriate courses, the development of courses dealing with
such topics as the role of women, and the encouragement of other de-
partments to employ female and minority faculty who can participate

in University Stud | courses.




2) AFFIRMATIVE ACTION PLAN
‘ FOR
SPECTAL UNITS FOR AUXILIARY AND ACADEMIC ADMINISTRATION

Introduction

This document describes the employment programs of twelve of the small-
er administrative units within the University. Included are the offices
of: Alumni Affairs, Athletics, the Chancellor, the Computing Center,
Foundations and Development, the Grad;ate School, Information Services,
International Programs, the Provost, the’Rﬂdiological Safety Office,
Re;earch Administration, and the Water Resources Research Institute.

The types of functions performed by these units are extraordinarily
diverse; ranging from the primarily administrative functions of the
Office of the Chancellor, to the primarily coordinative function of the
Water Resources Research Institute, to the primarily service function
of the Computing Center. The reason why these diverse small units are
being considered as a group (viz., "special administrative units') is
to facilitate the statement of meaningful and realistic affirmative
action goals.

The administrative positions associated with these units are con-
sidered as part of the '"central university administration" (which is
the subject of a separate statement) and are not reflected in the data,
goals, and plan presented here, but are treated in the special section

devoted to University Administration.




Current Employment Profile

Within the fourteen administrative units are employed a total
of 40 academic personnel (in EPA positions) and 115 non-academic
personnel (in SPA positions).

The distributions by sex and race of the EPA and SPA personnel

appear in Tables I and II respectively.

TABLE I

CURRENT EPA EMPLOYMENT PROFILE
SPECTAL ADMINISTRATIVE UNITS

(positions combine academic and administrative titles, thus no break-
down by title is meaningful)

Sex Race
Males Females White Minority
Totals 39 1 40 0
98% 2.5% 100%
TABLE 2

CURRENT SPA EMPIOYMENT PROFILE

POSITION SEX RACE

2 Males Females White Minority
Accounting Clerk 1 2 3 0
Address. Equp. Op. 0 1 1 0
Administrative Asst. 1 6 7 0
Administrative Sec. 0 i 1k 0
Asst. Director Info. 1 0 il 0
Clerk I 2 0 1 1
Clerk II 0 2 2 0
Clerk III 1 3 4 0
Clerk IV 1 1 2 0

. Computer Operator I 1 0 1 0
Computer Operator II 4 0 3 1
Computer Programmer I 0 1 1 0
Computer Programmer II 2 2 4 0
Computer Programmer III 6 0 6 0
Computer Systems Ana. II 1 0 1 0




Tabel 2- Continued

X Males Females White Minority
Computer Systems Ana. III 1 1 2 0
Computer Systems Mgr. II 1 0 1 0
Cook II 0 1 0 1
Data Processing Mgr. I 4 1 4 1
Data Processing Mgr. II 1 0 1 0
Data Processing Mgr. III 1 0 1 0
Editorial Assistant 0 1 11 0
Electrician II 1 0 1 0
Housekeeping Assistant 0 2 0 2
Info. & Communic. Spec. II O g 3 0
Intermediate Clerk 0 1 0 1
Key Punch Oper. II 0 4 4 0
Key Punch Unit Supv. II 0 1 1 0
Maintenance Mechanic II 1 0 1 0
Plant Main Supv. 1 0 1 0

‘Radiation Survey Tech. 5) 0 4 1
Secretary II 0 il 1 0
Secretary III 0 4 3 1
Secretary IV 0 2 2 0
Steno I 0 2 2 0
Steno II 0 16 15 I
Steno III 0 8 8 0
Stock Clerk I L 0 0 1
Typist I 0 2 2 0
Typist II 0 4 3 1
Typist IIT 0 2 2 0
Warehouse Mgr. II i 0 1 0
University Archivist ~L _0 ik 0

Total 40 75 103 12

(35%) (65%) (90%) (10%)

It is recognized that the proportions of females and minority
races holding EPA positions is low.

In the case of SPA personnel, the proportion of women is 65%.
All of the secretarial, stenographic, typist, key punch operator, and
housekeeping positions are held by women. The proportion of women in
other SPA positions is 46%. The proportion of SPA positions held by

minority race representatives is 10% .

Goals
It is expected that there will not be any significant increase

within the foreseeable future in the number of EPA or SPA employees in
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any of the twelve special administrative units. Increases in the pro-
portions of women and minority race representatives will be achieved
primarily through replacements. Because turnover rates in the past
five years have been low, and because estimates of future turnover
rates are highly uncertain, it appears appropriate to establish affirma-
tive action goals in terms of proportions of women and minority race
representatives among employees to be hired and promoted in the next
five-year period.

With regard to EPA positions, the following goals are proposed
for the next five-year period:
1. At least one out of each five new EPA employees will be a woman;
2. At least one out of each eight new EPA employees will be a
representative of a minority race.
With regard to SPA positions, our goal over the next five-year
period is that at least one out of each five new SPA employees will be a

representative of a minority race.

Implementation

The small number of EPA positions in each of the units coupled
with the wide diversity of personnel qualifications among the units,
render impractical the implementation of a unified program for recruit-
ing women and representatives of minority races. Each unit will re-
cruit personnel for EPA positions by means of channels appropriate
to the particular position. These means shall include notification
of other institutions and advertisement in publications of profess-
ional groups.

All offers of appointment are subject to the approval of the Pro-

vost. It will be required that all requests for appointment action
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be accompanied by the following information on each candidate consider-
ed ser;ously for the position: name, sex, minority group affiliation,
manner of recruitment (or other means by which contact with candidate
was made), qualifications, comparison of qualifications with those of
the selected candidate, and expressions of interest (positive or
negative) expressed by the candidate.

The filling of SPA positions will be accomplished in close coordin-
ation with the Division of Personnel Service. All SPA positioé vacancies
will be filed with that office. Each of the twelve units will submit
annually of the EEO officer a report summarizing their SPA positién
affirmative action activities. Included for each SPA position filled
during the year will be the following information on each candidate:
sex, minority group affiliation, manner of recruitment (or other means
by which contact with candidate was made), qualifications, comparison
of qualifications with those of the selected candidate, and expression
of interest (positive or negative) expressed by the candidate.

It will be the responsibility of the Equal Employment Opportunities
Officer to coordimate recruitment efforts for women and minority race
candidates for EPA positions and to prepare annually a report to the
Provost summarizing and evaluating the affirmative action activities
(related to both EPA and SPA positions) of the units included in: this

plan.




AFFIRMATIVE ACTION PLAN
FOR THE
ADMINISTRATION

In our affirmative action planning, ‘a special analysis was made
of the University administration as a whole. Department heads, assist-
ant deans, deans, direc;ors, vice chancellors, and administrative staff
positions were analyzed as a group even though they normally would be
distributed among all units of the institution. The results show
that our administrative structure at N.C. State is at present all male
and all white.

This condition does not exist because of overt acts of diserimina-
tion on the part of the University in the past. If we allow it to
continue over a prolonged period,however, we will be indeed negligent
in providing equal opportunity. One explanation for the present sit-
uation lies in the kinds of programs N.C. State University has and
does offer. Since there are few minority or female faculty available
in such fields as engineering, forestry, or textiles, it follows that
there would be even fewer female or minority administrators who ﬂave
come up through the ranks. Another explanation lies in the fact that
until the middle sixties, NCSU was basically a male institmtion. As
sach it would be expectedi-that most administrators would be male. For
instance, until 1963 N.C. State did not even offer a degree in liberal
arts. The growth of the School of Liberal Arts over the past decade
has been phenomenal, and it has greatly increased the number of female
students and faculty. Since the development of administrators takes

time, one would expect a lag on this campus in the emergence of female

administrators.
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The following mechanism will be used to ensure the minorities
and females are given equal opportunity in the filling of administra-
tive posts. In cases where search committees function, the committees
will be urged to seek minority and female candidates. In cases where
no such candidates exist or can be located the committee will be asked
to document its search at the time it presents the list of top candi-
dates to the Chancellor.

In cases of administrative staff positions which are not filled
by a selection committee, the Chancellor will require a documentation
of search efforts including a list of candidates interviewed. If no
minority or females are among those interviewed, the Chancellor may
require additional searching unless the evidence clearly demonstrates
that further searching would be futile.

Goals for administrative positions can be stated in both long-
range and short-range terms. By 1980, it is the goal of N.C. State
University to have at least five out of about 100 administrative
positions filled with either minorities or females. Our data show
that between 1974 and 1980, 29 administrators will reach retirement
age. Based on the nature of disciplines offered at this university
such a goal of 5% may be optimistic because of availability. It may
well be the latter part of this decade before individuals qualified
for administrative responsiblity are available internallly. Over the
short run, or by 1975, N.C. State's goal is to have at least two

administrative posts filled with minorities or females.
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NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

P. O. Box 5067, Rareic, N. C. 27607

OFFICE OF THE ProvosT AND VICE-CHANCELLOR

November 30, 1973

To: Affirmative Action Representatives

Attached is the information sent to us from Dick Robinson,
Assistant to President Friday, concerning our Affirmative Action
program including a cover letter from President Friday. I
would appreciate your becoming familiar with the material and
then looking over your own unit's Affirmative Action Report again
to see if any additional information will need to be included as
an update.

Mr. Robinson has called a meeting in his office on Wed-
nesday, December 5, which I will attend. Our campus committee
will meet on Tuesday, December 11, at 3:00 p.m., Holladay
Hall conference room, to discuss the results of the meeting in
Chapel Hill and any questions you may have about the attached

(b, 1 Ao

William H. Simpson :
Equal Employment Opportunity
Officer

Attachments

v at Raleigh is a constituent institution of The University of North Carolina




THE UNIVERSITY OF NORTH CAROLINA

General /A dministration

CHAPEL HILL 275,

WILLIA M FRIDAY November.27 , 1973
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wlens

MEMORANDUM

TO: The Chancellors ’
Wy/
' .

FROM:  William Friday /i

RE: Equal Employment Opportum‘ty Affirmative Action Plans

We must now undertake the next and, hopefully, fina] successful phase of our
efferts to achieve acceptabls affirmative action plans consistent with the equal
employment opportunity guidelines administered by the Department of Health,
Education, and Welfare under the terms of Executive Order 1] 246. To date,
each campus has submitted a Proposed affirmative action plan, as required of
federal contractors, to the Atlanta Regional Office for HEW; none of these
Plans have been approved as yet, and in each instancea HEW has set forth in a
letter to you, in at least gencral terms, the nature of the deficiencies in the
plan which their analysts have berceived. As g consequence of these experiences
to date, Tepresentatives of this office met at length with representatives of the
HEW Atlanta Regional Office for the purpose of achieving a clearer understanding
of the required contents of an acceptable affirmative action plan of the type
which HEW eéxpects. You wil] recall that HEW agreed to defer establishment

of any deadline for resubmission of modified Campus plans until after this
meeting had occurred; following that meeting, we did request of HEW a time
schedule for revision and resubmission of c€ampus plans which we felt
constituted a reasonable time frame for the extensive amount of work indicated
as being necessary; we suggested that g deadline of February 15 appeared
reasonable, By letter dated November 16, we were informed that our suggested
general time frame is acceptable; it wil] be necessary for us to agree at a later
date on the Precise schedule for institutional submissions, Oon a staggered
basis; al] institutions, however, shoulq operate on thejssumptio_n that their
work on the plans must pe basically com leted b Februar: 1, 1974, Accordingly,

I ATIgch Tor YOUr Tnfcrmation and guidance a set of interpretative guidelines

and suggestions, prepared by members of my staff fo]lowing consultation with
HEW officialg + Which purport to set forth with Greater clarity ang precision
the nature of the current okligation to Prepare an affirmative action plan; these
guidelines are based on g careful analysis of existing federal directives, as
amplified and explained in conferences with the HEW officials, Although the

/@o—/a_u,q i @«‘) //41,(/7 5 n ,447(%94‘4/

AWt Senior sruations in Nonb Croey

THE UNIVERSITY OF NOBTH CARGLING 4, , tmpeised of the si ten




Memorandum to the Chancellors
Page 2
November 27, 1973

points included do address most substantial questions about content and
procedure of which we are aware, it was agreed in consultation with HEW
that additional unanticipated questions or problems may arise from time to
time in connection with the actual drafting of affirmative action plans at the
campus level and that we might feel free to address such supplemental
inquiries to the Atlanta Regional Office as the need may arise. Mr. Robinson
of my office will coordinate the revision efforts and shall serve as a clearing
house for all inquiries about content and procedure. Please address your
questions to him.

Because much of the pertinent material is of a highly technical and potentially
confusing character, in spite of our best efforts to impart certainty and clarity

to this matter, we believe that a meeting of all campus representatives who

have been assigned primary responsibility by you for the development of campus
affirmative action programs should be held at the outset, in an effort to reduce
confusion and insure satisfactory results of this increasingly protracted effort.
Accordingly, I am requesting that you direct your previously appointed affirmative
action officials to meet with members of my staff on Wednesday, December 5

at 10:00 a.m. at this office. That meeting will be devoted to a further
explanation of the enclosed materials and an effort to address questions about
those materials which your representatives may have; careful study of these
materials in advance is essential. The focus of this large effort is at the campus
level. Only the campus is equipped to conduct the necessary research, analyze
problem areas, posit realistic remedial goals and embody this total effort in a
written program. The General Administration staff can assist in certain
nonoperational aspects of that effort, but the burden rests ultimately with the
campus. Accordingly, there can be no substitute for campus officials taking

the necessary time to thoroughly familiarize themselves with all of the regulations,
guidelines and interpretive materials provided to you, both by HEW and by this
office.

This has been and will continue to be a difficult and time-consuming enterprise.
The announced general objectives of insuring equality of employment opportunity
and instituting appropriate affirmative measures to address problem areas are
demonstrably worthy and compelling. Translation of those general principles
into concrete and specific action programs can prove to be difficult and can
produce disagreement about necessary and effective procedures and techniques.
We believe that the basis for an effective working relationship with HEW has
been laid in recent weeks and that we can, with greater confidence, now address
more effectively our common concerns. I appreciate your patience and hard work
to date and urge a renewal of determination, to the end that we might promptly
achieve the first major objective of securing HEW approval of our campus
affirmative action plans.

Attachment




NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

Division oF Uwivessiry Stupies

Zl.l" 27607
January 29, 1973
MEMORANDUM
TO: Alumni Affairs

Athletics

Chancellor's Office

Computing Center

Fort Bragg Branch

Foundations and Development

- Graduate School
Information Services
International Programs
[Provost's Officel

Radiological Safety Officer :

Research Administration - Poicerch

Water Resource;ilnstitute

FROM: A. Carnesale, Head
Division of University Studies

SUBJECT: Affirmative Action Planning |

Provost Kelly has asked me to serve as coordinator of affirmative
action planning for the administrative units to which this memorandum
is addressed. This effort is to result in a single document describing
a comprehensive plan covering all of these units.

To facilitate the development of this plan, I am asking each of you
to provide me with the following material regarding your unit:

(1) A general description of the present employment profile
of minorities and females, with acknowledgement of both
strengths and weaknesses and any unique explanation for
the weaknesses.

(2) A detailed description of one or more recruitment processes
that could be used in the future.

(3) A statement of goals for your unit, covering both EPA and
SPA employees. It appears that a time frame of five years
would be appropriate.

Tue Usivensery o Nortio (;AH‘(ILI.\'A. William Friday. President, comprises: North Caroliva State University at Raleigh, the Ubiversity of
North Carolina at Chapel Hill, the University of Neeth Curolina ut Greenshoro, the University of North Carolina at Charloy

the University of North Carolina ai Asheville, and' the Univensity of North Garolma o Wilmington
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Enclosed are excerpts from a letter from HEW to President Friday.
Pages 44-49 of the HEW letter may be of particular interest to you as
you develop the material for your unit.

The material you prepare should be precise and to the point: there
is no need for "padding." I hope that you will be able to provide me
with the material on your unit by Monday, February 12, 1973.

Please contact me if I can be of any assistance.

AC/s



APPENDIX G

1. INTRODUCTION: EQUAL EMPLOYMENT OPPORTUNITY

The University of North Carc.)lina is subject to the requirements of Executive
Order 11246, as interpreted and administered by the Secretary of Labor and by
the Department of Health, Education and Welfare. This program of federal
regulation, designed to insure equality of employment opportunity without
reference to considerations of race, color, religion, sex or national origin,
embodies two basic requirements. First, the University must insure the absence
of discrimination in the formulation, statement and application of all personnel
policies and practices. Second, the University must undertake positive efforts
designed to help eliminate various possible impediments to the full utilization
of women and members of minority groups within the employee complement,
without necessary reference to whether such impediments are the product of
discrimi‘natory practice or intent. Most particularly, this type of affirmative
effort must address any demonstrated past underrepresentation or underutilization
of women or members of minority groups. The two components of this University
obligation are treated separately in this plan.

A. University Commitment to Nondiscriminatory Policies and Practices

The University is committed, without rescrvat-ion, to the principle
that employees shall be identified initially and thereafter differentiated among
only on the basis of good-faith assessments of individual professional merit.
Therefore , University policy prohibits and employment practices will operate

to prevent discrimination, affecting any employee or prospective employee,




which is based on considerations of race, color, religion, sex or national origin.

Any other policy would be morally indefensible and inconsistent with the pursuit
o f organizational excellence.

The principle of equal employment opportunity shall apply with respect
to all incidents of the employment relationship, including: (1) initial considera-
tion for employment (2) job placement and assignment of responsibilities,

(3) evaluation of performance, (4) promotion and advancement, (5) compensation
and fringe benefits, (6) access to training and other professional-development
opportunities (7) formulation and application of personnel rules and regulations,
(8) access to facilities, and (9) layoff, discipline and termination.

The personnel policies and practices of the University will be monitored
continuously to determine whether any individual or class has been or is being
affected adversely, contrary to the principie of equal employment opportunity.

In any case where discrimination based on racé, religion, color, sex or
national origin is demonstrated, prompt remedial action will be taken.

All employees of the University are expected to support the principle
of and contribute to the realization of equal employment opportunity. Any
employee with responsibility and authority in the area of personnel relations
who imposes any detriment on any other employee through failure or refusal to
subscribe to the principle of equal employment opportunity shall be subject
to appropriate internal disciplinary action.

B. University Commitment to Increasing Employment Opportunity

The University is committed to the elimination of any demonstrated

underutilization of women and members of minority groups within its staff complement.




It is acknowledged that there is a national legacy of-prcjudice and
ignorance which has curtailed unjustifiably the employment opportunities of
women and members of minority ;;roups, in both the public and private sectors
of employment. In order to enhance significantly and promptly the employment
opportunities of those who have suffered disadvantage in the past, it is necessary
to do more than simply insure nondiscriminatory employment practices. Accordingly,
within its area of influence, the University will contribute to this national remedial
effort by implementing a program of positive effort designed to encourage the
identification, recruitment, employment and promotion of additional qualified
members of groups which formerly have suffered disadvantage in the employment
market. More particularly, where there is reasonable evidence that members
of a particular class have been underrepresented or underutilized within areas
of the staff complement, specific goals and timetables designed to remedy that
underrepresentation are being established.

As an institution which seeks to encourage excellence in all areas of
endeavor, a university must maintain high standards in the evaluation of
employees and prospective employees; it must also apply those standards fairly
and consistently. Thus, the conscientious search for and effort to employ
additional women and members of minority groups pursuant to established goals
and timetables shall not entail a reduction of premium on quality nor a conferral

of advantage on any person because of race, color, religion, sex or national

origin. Rather, the affirmative efforts of the University shall be directed toward

enlarging the opportunity for and incidence of fair competition, by qualified

members of previously underrepresented groups, for available positions,

appointments and promotions.
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APPENDIX H

PUBLICIZING THE EQUAL EMPLO‘YML'NT OPPORTUNITY POLICY

Dissemination of information relative to the Plan is designed to accomplish

two fundamental purposes. First

remain a reality with respect to incumbent personnel

. if equality of employment opportunity is to

¢+ Supervisory personnel

must understand their responsibilities under the plan and supervised personnel

must understand their rights under the plan,

Second, the broader community

of which the University is a part must be aware of this comprehensive

Commitment to nondiscriminatory

practices and affirmative action, to the end

that the University will become an increasingly attractive place of prospective

employment for qualified women and members of minority groups.,

A. Internal Dissemination of Information
—————===2&llination of Information

Action Date of Initiation Schedule

. Post summary of pro-
visions of Plan on by HEW
employee informational
bulletin boards
(See Appendix A)

Date Plan approved 'Continuous
mary of Plan to each by HEW
incumbent employee
Maintain copies of Date Plan approved Continuous
full text of Plan on

by HEW
file, to which all

employees and appli-
cants for employnment
shall have access upon
recquest.

Date Plan approved  Continuous

Responsibility

Associate EEQ
Director

Associate EEQ
Director

EEO Director,
Associate EEO
Director
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Action

Special meeting with
administrative and super-

visory personnel to explain

contents, purposes, and
rights and responsibilities
under Plan

Special meetings with all
supervised personnel, by
appropriate division of
supervision, to explain
contents, purposes, and
rights and respon sibilities
under Plan

Furnish summary of pro-
visions of Plan to all
prospective employees
who file application
and are interviewed

for employment

(Sce Appendix A)

Furnish copy of sum-~
mary of Plan to all

new hires and explain
contents, purposes,

and rights and responsi-
bilities under Plan

Post federally required
EEO notices on employee
informational bulletin
boards

Publicize adoption and
contents of Plan in
appropriate office
publications

Date of Initiation

Schedule

Responsibility

Within 30 days
after Plan approved
by HEW

Commencing sche-
dule within 30 days
after Plan approved
by HEW

Date Plan approved
by HEW

Date Plan approved
by HEW

Immediate

Within 30 days
after Plan approved
by HEW

Annual

Annual

Continuous

Continuous,
within 10
days of date
of hire

Continuous

Annual

EEO Dircctor,
Associate EEO
Director

EEQO Director
Associate EEO
Director, and
pertinent divi-
sion supervisors

For employment
positions subject
to the State Per-
sonnel Act: Asso-
ciate EEO Director;
for employment
positions not sub-
ject to the State
Personnel Act:

EEO Director

For employment
positions subject
to the State Per-
sonnel Act: Asso-
ciate EEO Director;
for other emplov-
ees: EEO Director

Associate EEO
Director

EEQO Director
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Action ° Date of Initiation
Publicize EEO develop- Immediate

ments, progress reports
in office publications *

Provide access to Immediate
all employees for

private counseling

concerning problems

related to EEO

B. External Dissemination of Information

Action Date of Initiation
Inform all recruiting Within 30 days
sources, verbally and after Plan
in writing, of contents approved by HEW

and purposes of Plan,
stipulating that minori-
ties and women be
recruited end referred

on a nondiscriminatory
basis

Incorporate the Equal Immediate
Oppoertunity clause in all
purchase orders, leases,
contracts, as required
by federal regulations

Incorporate the Equal Immediate
Opportunity clause on
all letterhead stationery

Publicize adoption and Within 30 days
contents of Plan in public after Plan

press and in office publica- approved hy HEW
tions distributed extcrnally

Require that the Equal Immediate
Opportunity clause appear

in connection with any

published employment

adverlising

Schedule Responsibility

Continuous, EEO Director ]
as periodic-
ally warranted

Continuous, EEO Director,

at request Associate EEO
of affected Director
employee

Schedule Responsibility

Every 6 mos. EEO Director,

for esta- Associate EEO
blished Director
sources,

immediately

upon identi-
fication of
new source

Continuous EEO Director,

Associate EEO
Director

Continuous Associate EEO
Director

Annual EEO Director

" Continuous Associate EEO
Director



Action

Provide written notification Within 30 days,
of Plan and basic contents after Plan

to public and private approved by HEW
organizations interested in

employment opportunities for

women and minorities; com—~

munity agencies and leaders;

secondary schools, colleges,

and technical and business

institutes

Within 30 days
after Plan
approved by HEW

Provide written notifica-
tion of Plan to all sub-
contractors, vendors, and
suppliers, requesting
appropriate action on their
part

Publicize EEO progress, Immediate
appointments of new

personnel, promotions,

etc. relating to EROQ

objectives, in public

press and in office

publications distributed

" externally

‘Date of Initiation

Schedule Responsibility

Annual EEO Director,
Associate EEO
Direqtor

Annual EEQO Director,

Associate EEO
Director

Continuous, EEO Director
as periodical-
ly warranted
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U.S. DEPARTMENT OF LAEOR

OFFICE OF FEDERAL CONTRACT COMPLIANCE

WASHINGTON, D.C. 20210

CHAPTER 60 .. Office of Federal Contract C;myliauc,
Equal Employment Opportunity, Department of Labor

(Reprint from FEDERAL REGISTER, VOL 36, NO. 234—SATUEDAY, DECEMBIR 4, 1971
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£00d falth elforts must be dirceted to core

rect the deflelencles r.rd Lht Lo lz.erm<c

iy

&nd wolnen, ot il 12 1l ge
menis of his werk !oroe where r.mrlm-
cles extst,
§ €0-2.11 Reguired utilization analysis,

Based upon the Government's experi-
ence with comp.n.un‘«. 1eviews under the
Execut ms and the con-
treetar
groups are axt likely
lized in depaitments end Jobs wit
partments that ful within the folio
Employer's Information Report u.x-o—
1) deslimations: eflicials wnd fmanarers,
professionals, technicians, sales work-
ers, oflice end clericsl and eraftimen
(skilled) . As cale @ Ly the ERO-1
desiinations, woinen are likely to be

underutilized in depurunents and jobs
within departineats as follows: officials

and mananers, professionals, techni-
les workers (except over-the-
sales (n certain retatl establish-
craftsmen Gktlled and semi-
Therefore, lhh contractor shall

ments),

skilled) .

direct special attention to such jobs in
'5i

s and poal sctiing {or minoris
cn. Alllimantive aclion pro-
must contain the foilowing Infor-

() An unalysis of all major job classi=
fleations at Hm l.\r.lnly with explana-
ien e cnnmllv

r & Group of johs
nt, waeo rates
vation™ is de-

m. "\"’I ¥ Ul‘.‘d'

of the ority
with the total
ste lnb=ar nrea;
ity of miner-
:suls In the im-

ity of minorities
Is In an area in
stor can reasonably

The awuibb

having req

=hich the ¢
recitit]

i) T‘ue availability of proniotable

t hie minorities within the

¢2 of training insti-
ning perzons in the

'1‘.:~c degree of training which the
tor 15 reasansbly eble to under-
« meais of making all joh classes
ties,

ngwhether women are

11 consider at least
actars:

(D Tha tzs cf thy female vnemploy-
ment forcd in the 1a3or sres surrounding
s l::.’.:”

2 u‘ml'ly ot wo-
tuite fitids la the im-
? e

2 svall:-amly of women having
requisite skills in an area 1a which the
contractar can reasonubly recruit;

(v) Thie pvailabllity of women secking
emuloyment In the libor or recrultmment
ored of the conlroctor;

(v1) The savallubility of promotable
en:d transferable (emale employees with-
in the contraclor's orgwnization;

(D) The existence of trainfing Instivi-
tlons capable of tralning persons In the
requisite skills; and

ith The dexrce of trainlng which
the contractor s rearonably able to un-
dertake ns nomeans of making sl job
classes available to wemen.

§60-2.12 ablishinent of gouls and
trictables,

(a) The geals and nmu..bh-:l devels
oped by the contructor =y be nttun.

s rilysis
soenune 4

of ti

.ll.
Ve person:
derartiient aud divisi
end unit matagers in
process,

) Geuls nmuu be 4ig;

(c) (_woL. may nob be it
izle quotcs wr
bo t' &

gouls and commi
will consider tile ent:

forse,

(g) Gosls, timetables
action commitments
to correct zay idontif
rh) ‘n'.’hcro

end a:
e

..Nnhcs L.nJ \«
m Such r

v.z:.e setion prosIem
mamntagicd st cach witabiishes
U stor.

(§) Wiere the omtractor bes nob
established a gou!, his written rfimas.
tive ection pregram must snocifically
onslyze ecach of tne factors lMsted in
€0-2.11 and must detall his season for a
1ack of o peal.

(%) In the event It comes to l“.‘- ation
n of the complinnce aseacy or U
Oince of Federnl Contract Compllancs
that there {8 n subskantinl disprrily in
the utilization of a particular minority
group or men or women of a particnlar
minority group, the compliznce :
or OFCC niay raquire seprint
Unetables for such minority
may further reouire, vwhere o
such goais und tmatables by iox for
group for such jecb classtdeationg and
organtzational unils epectilcd by the
compllance tgency or OrCC.

b of ti




1) Bupport data for the required anal-
ysis and program shall be complled and
maintalted s part of the enitractor's
alirmmative action prozram. This data
will inchide but not be limited to pregres-
ta. eenfority rosters, apnli-
cant flow data, and applicant refection
ratios Indienting minority and sox etatus,

{m) Coplea of afilrmative nct
Frems andl/or oo
shall be minde ay CO.:\F
ngency or the Oilce of Federal Con
Complience, at ths request of of
guCh PUrPoses ps may by
the fulfillment of their
under Execullve Onrder
snended.
§ 60-2.13  Ad2itisurl required inzvedi

ents of eificouitive zction prosrasus,
L'cﬂh ive patlan presrem:
coes arily ba lim-

1L
11243, as

all
ll"d 1o, l’ 2 fo!
(a) Devzlgpment or re "‘nnﬁ'lrn of
ths bn:rrc I's cqual & oD
portunity policy §n ell pa. 'sor.:ml gctiozs,
(b) Fonnal {ntemel and externs! dis-
gininating cf the contractor's poi

LTrmative or

(d) Jd
(defictane
end Jodbe

a of protlem erxs
anizaticnal units

acnt of nonls and objrce
nal units o
Lg Umeteblss for

are cuesiivens: ss of

wannel polisics

(}‘) Co' rilinea or por
end practd 3

3 vho cea bz
clnustive  sciica

Subport C—Methods of Implement-
ing the Requirements of Subpart B

§ 60-2.20 Development or reaflirma.
% tion of the equal employment oppor-
tunity policy.

(a) The contractor’s palicy atatement
thould Indicete the chilof executive ofi-
cers' attitude on the sublicl rastler, as-
sign overall reaponsibility end provida for
& reporting and monitoring procedure.
Specific items to e mentloned should
includa. but not lizited to:

(1) Recruit, hire, train, and promote
pcrsr.ns In all jeb claze ...'\L!om without

nsuc: 5o
tona « 2llilention.
(Thn terza wUeaal quall-
ficaticn' 4 very nar-
rovly Ct of 1008,
Under & 4 s eoiended
end Lhls part, this term will Se construed
in the samme mener.)

€2) ere decisiona on employmeont &0
o3 Lo further L"c nr‘.\rlple of cqusl em-
ploFmz .

3

opportunities,
(4) Inzure t
such £5 ¢o

race,

origin.

§ 60-2.21 Disscizinetion of the policy.
(e ' dreeminate

his pol

¥
(1 Incivde i in centreclor's policy
manusl, =
(9)\1”‘("01 nemz
YT
limesiines with ex-
£nd supervisory

2 potley theicusbily in
o2 orisntaticn and tastage-
ment trdndog programs,
(G) 2feet vl undon ofictils to inform
them n

¢3 clavses

ieviey eil
r2 they are

3 cmcrin" FEOQ pro-
1 nrsaotions,
e employces,

nud  request thelr

(11) Communicate to employees the
existence of the contractors afirmative
ection program and make availnble such
elements of his program as will ennble
such employces to know of and avall
themselves of its benefits,

(b) The contrector should dizsemi-
nate his policy cxternally ss foliows:

(1) Inform nil recrulting sources ver-
bally and in writing of company policy,
stipulating t these sources actively
recruit and refer minoritics and women
for all positions listed.

(2) Iicorporate the Fqual Oy orlu-
nll) clause In ell purchase orders,

ontracts, etc, covered by Lixicutive
Ordu 11245, es amended, and it im-
plementing regulntions,

y minerity and women's or-

ganirations, community oenciss com-

1auaity Jeuders, cecondary 2is end

s, of company policy, preferady
writing.

(4) Communicste to prospective cm-
plorees the cxlstence of tha contractur's
aflrmative pction program nnd o
avalleble such elements of his ;
&s will ennble such prospestive emple
& know of and avail themselves of its

€3) When employees are pife
consumer or help wented rdv
both minorities snd nouminoerity
and women shou'd be sheun,
(C) L d

wred $n

n'e m:uo'\ on thelr part,
§ 60—2.22

tion.

(a) An cxecu

should te r:::

Responsibility for implesmen-

uve of the contrivior
ted os.éirestor or -

n.la may te
Iie or ehe sk * given the y ‘e
top menarement rypo-t o
ciecute the acsiznment.
feentity shouid
end extemal co
company's Equal
His or hcr respon
but not necess:
(1) Davelor

teting
problem ercas.

(3) Assls! an line management in or-
rivingots
5) I

1 derren te
ntiectors r(‘sk tnd objae
Lw‘n aitains

(5) Harve £
tractor rnd enfore
() Liorve s
tar nml il :wl

(3 or m!nouu:




(7 Keep management informed of
latest developments in thie entire equal
opportunily area,

(b) Line responsbilities shonld include,
but not be hmited to, the following:

sistance in the {dentitication of
problem arens and establishment of local
and unit poals and nhj-:rllvn

(2) Active  ine

ninosity erpe
zations, tmx'
commu

ol

ring and promation
pediments to the a
bieclivas

terns
ument of

fth  luca
iovees (o
cins are

upervi,ors and e
n the contractor's |
bel i followed.

iew nf the aul
cmpleyees Lo ins

6 (.a

ployees.
(T) Perindic audit to

loral'-m isinvo

Teer  coun

iite i nil comy
aning, I'L"'YCQ-

.nxforﬂ sho

shall ke a r
5 to take act

Identification  of  problem
by orzanizational units and jub
classilicativns,

111 An in- dc;.".h anahsls ot t‘\e fol-
should b

(l) Lo npaation u{ the work force by
minority group status and sex.

(2) Composition of applicant flow by
minority group tnms and s‘x.
3 'I

seicction proc ~s :md sumlar, factors.
4) Travsier and promotion practices,
15 Facilities, company sponsored roc-
reation and sccial events, and spevial
programs such as edusational assistance.
16r Senonty prastices and seniority
pro! mx contracts
T4 Apprenticeship proprams,
18) All compan ainng programs,
formal and informal,
191 Work force attitude

(10) Technical phuses of compliance,
such as poster and notification to labor
unions, retention of apnlications, noti-
fication to subcontractors, ete.

* b)) If any of the following items are
found in the analysis, special corrective
action should be approprial

(1Y An “‘underutilizatior
itics or women i s
lieations.,

2 Lateral and or ver
inority or female emnp!
Al @ leseer Tate (conpal
force mix) than that of nan
male employees.

(3) ‘The selcction process eliminates
nos: Iy higher percentasie of mi-
norilies or women than n
or men,

(1) Application and related peeems-
ment feims not in compliance with
eral leswslation,

(5) Dositian  dseriptions  inaccurate
in relation to actual functions and du-
ties.

(6) Tests and other selection tech-
niqres not validat. ¢d by the
Order cn E syee Teuting and
oilier Sclestion Pr

(91 Teat forius o
tien, work perform
minerities and wi

(&) Referral ratio of min
wasnten to the hiring
arer indicat
centage
to n

(@1 Minorities or 4 om
£roin o dre not n ina 1 company
sored actisities or mu‘,mm
(1M De facty sezrezation still exists
e facilities.

provisions contribute to
it diserimination, ie.,
Lty group status or
13th of service and

* ol minor-
work ¢ 1=

1 movement
805 CCCHr-
to work
lority or

or man-
hir'.)‘.':x' per-

types of job held.

(12) Nonsupport of company policy by
visors or employees.
(13 Minonties or women underiti=
ignificantiy underrepresanted in
training or career improvement pro-
Brams.

(14) No formal techniques establishéd
lnating  effectiveness of EEQ

to suitable hous-
orts and em-
ployment of qualisied mxnoriucs

(16) Lack of suitable transportation
(public or privite) Lo the work place lin-
hibits minority emp!

(1) Luber tnions und subcontractors
not naotified of their responsibilitics.

(18) Purchase orders do not contain
EEO clause.

(19) Posters not on display,

§60-2.24 Development and exccution
of prograins.

(a) The contractor should eonduct de-
v.anrc.L,m..l)'cs of pusition desenptions
to inu hat they accurately reflect
position Iuncuo:m. and are consistent
{for the same position from one location
to another,

(b) The contractor =hould validate
worker specitications by di
ment, lecation or other oriatdzational
unit and by fob cutegory using j'Jb ner-
formance criterin, Special
should te given to academi
and siill requirements to i t the
requiraments in themselves do not con-
stits 8§ ¢ 4
cifications should be cor
same job classitication
and should L fres frem
to race, color,
orizin, exeest where sex L
occurational qu Jmca'im\

and worker spe
the contraclor, shonld be made
to wll members of mana

prnmn
be
lc')
the tatal ;
dom Iro,

inm
ba c;\rc!uﬂ‘ seiected and d 1 it
i:nation of bias in all persennel

tesis aad r.\th-:r sr:icc'_l
(3) Selection techniq

or casual
ords, cnnis

children, Where there ¢
gesting that such unfair dice
or excit i

15!
unscored procedures and ¢
if they are not objecti
(e) Supyested technique
and incr
emale ap;.

such as the
ual Oppor-
trated Em-
iglborhood

ployment Prugr.\m.,
Youth Ceorps, Secondary
leges, and City Colleges with ]
ity carollment, the Sta
Service, spocialized emy
cies, Aspira, LULAC, 5!
Forum, th2 Commonwe.

1 P::vr:o
Rico are normally preparcd to refer mi-

nority applicints. Organtzations
pared to refer women wath spee
are: Naticnal Organization for W
Weilare Rizhts Organizatio Wonien's
L Bany from
afessional Wonnn (in-
15 WOMEN's organizations
h&-lsnnl vomen's Caucus, Intercoi
nte Association of Univer:ity
Negro Women's sotforities and service




gromps such as Delta Sigma Theta,
Alphin Kappa Alpha, and Zeta Phi Beta;
National Council of Negro VWomen,
Amenican  Association  of  University
Wamen, YWCA, and scetarlan groups
such as Jewlsh Women's Groups, Cath-
olic Women's Groups and [Protestant
Wuomen's Groups, and women's colleges.,
In nddition, community leaders as indi-
vidunls shall bz added o recrwiting
sonrces

12) Formal briefing sexs
held, preferably en o
with representat
dnz souts es. Pl
minority sand fem

ions should be
5 premices,

ves from these recnut-

u.mu by

icetion procwss, atl 1.1
ure siowd be an In-
rt of uw briefinzs. Forinal &r-
d be made for referral
() cml,’) with sources, and
fecdback on disposttion ol applicant
]3: Minonty end !

actively enco
4) Aspre
inelida rimosities ond wemen on the
Peoi 1l Ielations sta
(6) Ninonity and femsle employ
shoutd mede avalledie {or Artt
tion in Career . Youih Mot 1
Prorrams, and related um tics in thei

nade to

{2

nical co-op

programns m.h predominately Negro and
ollcne g

minority youlhs, mals znd

(un Sumnier Jobs for underprivileged
youil, wale and {emale.

tret

ning ald eiploy-
hard-cote unicin-

wed 1 schsol r.'td

(1) Help wanled advertising should
be expanded W wnclude the minonty news
media and women's interest media on
a regular basis.

«f) The contractor should insure that
munorilty and {feinale employees are given
cqual oppartunity for promotion, Sug-
Kesbions fur wolieving this result Incluae:

1) Post or otherwise announce pro-
motional opportunities.

(20 Make an insentory of current mi-
nority and female cmployees o deter-
mine acadenic, skill end experience level

of individual meoyc:..
nece

ssary remedial, Job
traming ard w udy programs.

op and Implement fonmel
fuation progTLmS,

(5 Make cortoin “worker spicifica-
tions” have been id.tad on Jou pore
formance rv criteda. (Neoither
minority nor femnie emplovees showld
be required to puissss hisher qualifica-
tions than those of the lowest qualified
incurmbent.)

(61 When
ity or fe
for uptr
sonnel Lo s

(3 Initiate

rently qualified minor-
S are passed over

ilar progres

8 ority piactices end
seniority claus union cen ts to

ute such pragticcs oF cléwses are aor
discrim rator) rxnd do rot have a cs-
crimy.
(g)

HELVILCS
courage ail €

thy B
transpor
desirned toany o
portunties for l.x.n-u..lcs m-d scomen.
£ 60-2.25 Tluteraal sudit and reporting

aastens,

{a) The co ln.rta.
1

shou!d mo'\ltor
o

{s carried o

thi The co should roguire
formal rejatts frons tind naners on 8
schedule basis 85 to cegree to which
corporate or umt gozls are ettained and
timetables met,

(¢c) Tne centractor should review re-
port results with oll lovels of mianoge-
ment.

{dd the contract
manage N eftestivensss

and su utions Lo improve
unsatisfactory rc..\. mq.\cc.
§ 60-2.2
{a) The co:
Key members of 1,
enit Empl Fat €
elations Loards ond
Ltions,

1d advie tap

Support of scticn programs.
acter should eppolnt
vanent o serve on
wlincils, Comnranity
sinuler orgumiza-

(by The contractor should encourage
munority and fcmule employees Lo par-
ucipiule actively in National Alllance
of Dusinessmen programs for youth
motivation.

tc) The contractor should support
Vocational Goidence Insututes, Vesti-
bule Training Programs and similar
activities.

(d) The contractor should nssist sec-
ondzry schools and colleges In pregrams
dosipmed to cnable minority and female
gradustes of these Institutions to comi=
pete (n the open employmient matket on
a more cquitable basis,

(e) The contractor should pub
achieveracnts of mi‘norty and fe
employces in locsl and minority news
media.

(1) The contractor should
programs developad by such o
tions es National Allirnce of It
men, the Urben Conlitien enid

other
orgenizstions concerned with cmpioy-
ment opportunities for minorities or
women,

Subpart D—/fiscelluncous
§ 60-2.30 Uscof gosls.

The purpose of a contrector’s el b-
lishment and use of g is u !
that he niees his afinnative
lisetion. It 15 not intendnd &
no: be usad to ciseriminete rown
gpplicent or employee becavss of -
color, teilgion, sex, or national ori
§ 60-2.31

To the extent thiat any St
lews, resuiaticns or oiding
ing thowe which prant spe
persons on eoe ount of sex, are

fict with BEXxoculive Order
amendad, or with the requ
this put, we wil regard

Preemption.

emptxd under the Executive orde:
§ 60-2.52

Supersedure.
instructions, remuntions,
da of the S-:\xc ATy

als ef the ©
of Jabor ond contracting
hercby suparseded to b
they sre mmr.:..;:::-.v. ke
us “Oraor No. 4
Sice duted J,n ary 50, 163G,
i this part is intended Lo aend 41
CFR 60-3 publishod In tie F¥
REGISTER On C:‘.nber 2, 1971 or Em

e l‘;(‘ on the date of s
Frusrat RecisTer (12-4=T1).
Sitmed nt Washington, D.C, this 1st
doy of Docember 1971,
J. D. Ioresox,
Sceretery of Labor.
Horace E. Mrsico,
Acting Assistant Sccrctury
Jor Employiacat Slandsads,
Jonn L. Witws,
Director, Odire of
Federal Contract Compliaiice.,

[ER DO2.71-17762 Fuled 12-3-7);8:51 eon)
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Wedl--Pu ctz and Preparty

TUNITY, D-?A((T NT

13 T O

OF LASOR
PART 60-60—CONTRACTOR EVALUATION

PROCEDURES FOR NONCONSTRUC-

TION CONTRACTOR

This part, known -as “Revised Order
No. 14," establishes standardized con-
tractor evaluation procedures for the use
of compliance agencies in thelr conduct
of oilcite and onsile compliance re-
vi of nnnco*:"uck on contractors
seicel ta e cqurl on '-ymn-n(. oppor=
fuity requirements of u C¥R 60-1.40
eod 41 Cost plh €0-2 (Llevisad Ordor Noo
£) for the developmint of writlen allrm-

eltvonction pro"r*.ns.

o
A

tivo on January 2
lm 34 §3 horeby ¥
4]

3 tu.h Lx O
mit

1o urmms o procwd more expedls
tiously,

£ nsw part €369, eflective ny of Jun-
uxyy 53, 18498, §s added to tille 41, Codle of
Fodared Rejulationy, reading os follows:
Lanzend

- Celient Ae

L’r—"s.‘i.'& Purpian end g opa,

€032 Dicrzound.

Ludpent B—Procedurss for Controcior

Eveiuction

€3-£0.85 Lgeney rotions,

Sulpont b—L!r.c!;cunDt-v.rl Review of Comtraciap

rls




Subpert A—LCenaral

Purgoee

§ (0500

prouuuxu ro. nompl..mua P mclu,

sronnd.

nnalysis must relate to ell
ms\jo. Job ch.:xmcallc-;. at each l"cllh)'

on iy un

od In any job clussification (§§ 60~

. 60-2.12 of this chapter).
(c)An &cceptable afiirmative action
program must inch an iy lvsis of
ereas within which the contrictor 15 de-
ficlent i the utllzation cf minority
zrau;-s end women and. further, whcro

faith ef-
sy to in-

< 2din
{ hls work Io‘r G €0-2.10
T).

¢ for Comiractor
al

£ G0-£0.3  LAzency eciio

REGISTEE, VOL 36, NO. 97-—MGRIAY, MAY 21, 1973

mllL.d & D"Ji o[ t‘m coz:z-nc*.:rz AAP
OF £4 4 separats docisnent. In eltlier cosa,
a5 discussed, b will ba recelved in con-
fidcnce by the compliancs: oficer and
retivned to the cont T, Vrithicut bav-
ing been duplicated, st tho conclusion
of the review.)

(6) Informsation relative to:

() The reafirmaticn of the contrac-
tor's CEO pollcy.

(1) e -:..nnuon &nd implementa-

Stion of the contrictor's
repsrilng ms,

12 compliance

.ml poilcies and

fe 2%
Fuldcimes (nt. '\—"o of this che
(v) Poxription of ths contractor's
suptort of community artion pre.mams.
G Eubstantiation of the contractor's
consideration of minorities and women
X voriforce Laving

won3, premotions, and
lie Jiwst 6 roonths or thedast
piicanie, hires, eic., whichever Is

for oli-tiia re-
tasy ooly

this particuler establishment. ‘Ihe off-
k i nrlu-u purt A of w.e
n checkllt h A
of ¢t ;
1ol L s
MW AL, Wie
n’-tnc)' moy to"mlru part l\ n! the ean-

() 1t IL Iz ¢ fermined thal Uic con-
tractor's mnalysls is inadequale within
the meaning of Exccutive Order 11246,
£8 emecded, ond 1 ‘ne¢ Tules,
reculations and orders, the commpliunce
oficer thail notify the contrnctor of that
fect end request appropriate additional
icfomintion. Xf the falls

contructor {uils to
meet this request within 80 days, e-show
caure notice will be fssued. If the con-
traztor falls to complete en adequate
enalvsls, the enforcement procsdures
epeeifizd In OIUC order 4, (% 69-2.2(c)
of this chapter), shall be appliceble.

(2) Buch requests need not be ¥mited
only to those eatablizhments sirendy de-
termined for o possible onstie investisa-
tion. Contrectors who have reached
egrecicnt with thelr reapoel)

3 fgencies on nation
‘s or o frl-*:)c‘.cy cf

prcpr"tc [ L/‘md letter o
ccalrecior of this judement ch
y shall ba conducted 5
precticeble at o time egreeabl
ezency end the contractar, but later
than 45 days from the time of the re-
quezt for the ntirmative action plan and
supporiing data.
(3) After reviewing the afirmstive ac-
tion progrem end supporting duosa, the
compliance 2""ncy will make & deto Srmi-

u s
to the

, A0
methedelogy to be  followed.
analysis of the efirmative aeuo
and supporting dzta end prior to
tual onsite visit, additional data neves-
sary o complete the contractor’s svalu-
Uon checklist (§60-60.9(b)) may be
Tequested.

{4) Following receipt of the sbove in-
formation, data should be an
along with soy files available r e
1o previous compliance reviews and com-
plaint {nvestigntions. 'I‘hc appre
oilice of the ¥ (
tunity Comx v

szencles should x- comulcd !n' the
xmlu.s of eny current charges.




offiite h view, llu-
reguest Lo those
AAP nnd support;

nplete part A of L.u: cu
uvation checklist. This con
ebsclutely essential to o
of the neceptabllity of Lhe contractor's
AAD,

1) 7t the egency dosires t:, ¢z a moro
thorough offsite reviesw
quest the edditfonal ¢ sary
complete part B cf the contractor evel-
uation checklist or 1t may declds to lenvo
such materlal 1o an cusiie review whero
approprinte,

(8) I the contrector fells to provide
the materisl requested n 8¢ dayz of
the request, a

od

. the comp!
the cuntractor o
such cditl
plinnee

Uons oge m&t o cmtu.cwr anty :s: tar tha
procedires In § 60-1.20 of thls chapter
have been followed.

(d) Onsite reviews—7Following en
eudit of the sffmmative sction plag end

K N\mln e
ment s appropridte. I a d
o schiedule an onsite revi
letter ndvistig Lhe cor
Judgment must be sent (§
letter 1D . The cnsit t
ducted oy soon r‘.x
GRTOC LDl ta ta
troctor, bul Lo ln

o nt & time
r=od tie con-
1 40 ¢y fro

FISUAL

RULES AND REGULATIONS

Jthiout the edaltional cnal-
n of gn cnzite re-
ansite review conducted
viithin tho p-cv‘om 12 monthj may serve
03 the bosls for a carapilence certifization
oS et forth in § CO-1. 1.20(d) o1 tials chop-
ter. Whencver pesadhle, tho cn"lm"'w'a
cr shiotld then outline prodiems high-
lighted during ths dosk sudit or state
that no major problams were rolsed

(2) If o3 onsite review ls necessary,
rdditional data keyed to the deficlencics
olxerved In the contractor's AAP and the
cantractor evaluation cheellist (3 CO-—
3(b) ) will bs needed during the oasite
view process In créer to make a doter-
tion of compllance with the Exec-
uidva ord c) .

2 G
wice W tho
wever, the coatractor ¢
g to fumnd g 4

o uum’x which tha

Iy rar condueling the ro-
eting the slandard com-

"u:kn‘
or eble to be de-
erial cubenitied by

3 onsite rev
l?..'m'l data should ba
d L2 sdeqt 1

3 “ee ie)
d visit to the fas
wes if and oaly it

!
Lu.dd)m» RS brixu: neces=
ary for z:k".uu porunna of Lm- investi-

alitrm '\uve ac-
from other
Cer-

gupplied
= 15 noted i 1 eviev
€3 § 60 -60.9(c) &3 LaMug neces-
nalysis of specific Luues.
T ceeision i aade to reserve
the r_m.luu of the duta pending the on-
slle visit, tha contractor should be in-
med rezsonably ahead of the sched-
u visit 3 to wlial’ Lfor v
Le required during the my

he may haye the pertinent data avifl-
abls for tha complisice oflicer at that
tme.

t8) In ondor to

may be necessary for nc complli mrc of-
ficer to t certain additlona
ms ‘e even thouih st

h.uc not keen previously ldentifled. Such
additional Information must alio meet
the above criteria.

(T) There 13 no specific format for tha
second letter, and the compliance officers
may use any form which conforny
their particular needs and to th
industry and contractor estab)icl
being reviewed. In no case shell a de
mination of complinnce status be mado
without an onsite visit.

Subpart C—D!sclosure 2nd Review of

Contractor Nata
§ 60-60.4 Confidential information.

(a) Submission of and access to
data—Confldeniial information such s
Lists of employees, employee names, pay
data, resson for termination, muy prop-
erly be exclu ded by the contractor from
material o Ued prior to an onsite

ractor i3 concern h

L‘m onsita Le
review guideimes (see § 60-3(d) of this
chapter).

(b) Eevicw end disclosure of d:
Review and disclosure of data shoult
governed by three basic prine:

(1) The contractor meust p
access to data oasxlle, s required by
§ 60-1.43 of tuls chapler, unless he shows
that data suushit to be revicwed is not

‘periinent to complinnce with the Execu~

tive order.

(2) Only summery data of & nonre
tive nature ehould be provided for rev
of , unle.a the agency 1s adle o show
after one roview thet It requires
furitier dutzfled dela offsite In order to
conduct su eliective review, or for pur-
poses of cmorccmen..

for 1
1lnited to un"ch Teview.
(¢) Removal of daota.—\VWhenever
determined that detadled data is to be
the contraztor may po o

itis

u) The contractor and the agency may
agree that the data Is to be considered
on loan Lo the compllance ageney for
purposes of the review and the data s
not to be considered in the custody of
the egency.

(2) The data shall be returned to the
c’ml:-‘:clnr wiii uu_ur the acy «

ance or the en.mrcuncm. vrocv.ure
concludes.

(d) Disputes resolution.—Dispules be-
tween Lhe agency and the contractor over
the right of access to dota, the wxtent
of duta to be provided offsite, or Lhe
treastment of company sensitive dats
should be referred to the Oflice 6f the
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soaled 6 gy
netive aclicn ¥

will be reg
2 been yecelvad In con-
fidence nnd Its contents ehall not b2 Als-
clo. *required duidn; procesd-
ings Instituted pursuant to OFCC reg-
wations § €0-1.25 of this chupier,

Intended to superaeds or othertioo limit
the proviions contolned in part £0—40
of th!s chap for puhl

foration from ricorcs of the
its various cornplienca nenclas,
£ <205 ki
The comp!

[¢

loyec intervisvi,
ee oflcer may rv
3, that the con

iether or
fairly trested
whether rish ¢
b

terms and cond.
numier, scop,
ing euch Interv

on the job,
the comp!

£ 60-60.6 Post review rnelysia,

(©) Summery of deficlencies —Eutno-
quent Lo the comy
compliance

1) List de
the
carrective actlon t*

(2) LAt nny gene
contractor's £

(3) Lzt Teat c <
any 25 delermined through the ons
review.

(b) Discussion of remedies.—Deficten-
cles requiring more than obvious &
corrective sctions should be discuind
with the contraztor. ¥or ¢

T 1 an

s where

0uld be carefully rovicmed with

the contraclor and reduced to writing.

§ 60607 Contactor notifieation end
2 conciliation.

(8) Upon completion of the o

view, the compliatice clicer sho

QULES AND REGULATIONS

clar

2 end it prac-
tezble, dalivered In per Lo lay the
foundation for eny nec Iy concilia~
tlon of crforts. Bhould thr contrector
lagree with tho fnsing

may reg [ meeting
which ghiall bs echedul ¥ the egency
&3 eoon &5 prectical, but 12y not be used
to ¢ilay eaforcement of the Executive
ordar.

(b) Tha contreetor may ot any time
avall hinielf of the provisions of § 60—
1.24(c) (£) of this chepter which pro-
vides py foliows:

13379

to avill himself of eonciliation s nhayve,
Lho contrictor must either be Lo
complinnee by the compliance n
#ad oot live = 0 so nun
Lot by the wacicy, or must Vo bevny
Lsued 8 30-duy show cause notice as re-
quired under the roles and rez
pariiant to the Exceuttve order,

() During this period, the compliance
agency 1s oblizated to:

(1) Complete the onsite review.

(2) Notify the contractor of eny de-
ficlencles found or recommendations (see
above).

() Undertake eny Initial conciliation
or clarification discussions with the con-
trucior that may be appropriate.

(4) NoUfy the contractor of compli-
ance or issue a 30-day show cause order.

(5) Complete and forward the coding
shect to OFCC. 7

(c) A contractor's affirmative ection
plan may be accepted only after the cod-
ng sheet has been forvarded to OFCC,

(d) Before ench onsite compliunce re-
vicw the lance officer will complete

‘When & prime or '
without a 1 ehell heve coeiplicd with
{31 Z 2263 of &u 2Tency

3 guch recoramens
e, e shall,
ST
24 en con
w el thy sle
13554 enivazous sction by ths L ency or tho
Dircclor,

§69-£9.8 Time schedule for comple-

[EREN

(n) W

hin 45 days from the dote of
the setund fmitiation of the cusite fnventi-
sation, L i3 cobducted, or tny ex-
enslon of such perisd grentad by the
complines pyency for good causs, {n-
cluainz an opportunity for the contrn.otor

(»)

the coding sheet as indieated. Duning
and efter the onsite visit the remainder
of the coding sheet will be completed. All
gesalnte < wlaocts will e for-

rted oo
worved to the Director, OPCC. No com-
pliznce 1eview cen be considered com-
plitz untll the coding sheet is forwarded
to OFCC, vnd monthly reports to OFCC
will refiect that fast. In addition, all cod-

. Ing theets exe to be forsrarded to OFCC

within 45 days efter an onsite visit,

§ 60-€0.9 Atinchments.

The following forms &re set out in full
es they give detalled Information es to
our prozedures and requirements of value
to contractors,

BArrix Lernz—NoTIvicaTioN oy CoMriiance Avorr

DrAx Coxtracros: Your facility loceted at Sty B |
S the réquizements of Executive Order 11248, s amended,
» 05-1 pad 60-2, Tais review will consist of sn offsite
w20 (AAP) £nd the supporing data deseribed below

sclected fof o dotk mudit rosnrdl:
rnd O2CC Rarulations €3 Ci it i}
Teview of your allfmative ast!

P

cecsescenee-. hos been

&2 requised pursuant Lo OFOC Order Ho. 4, 41 CVR part 60-2.

Followring thia
%0 tehisdio your
mrinw I8 D

SUCIT, L may be uoes
7 for en
will bo

rocentable Ums for such review, 17 44 1s
t 3

&5 cocaptnble et

1.
2. Teur nioet re
s,

ATy Lo raquest sdditlonal data from your oftice and/or
the cumpilanes review. If It 42 dotermined that en onsite
*azisd rs 5000 &8 precticable, but no later than 45 days
/P #3100 Lhie sUbstanca Of Lhe review and to schedule & mutvally
detarmined that your AAP i3 soceptable,
LI 45 Serh of ourteceipt of your AAX.

Srmatite action program and supporting dsta arc outlined
04 63-2.12 end ehould includa:

you will

Wtistics avallable by major job classification and by race

2. Tao evelustion of tre Insids and outsids workfores avallebility ss outlined In 60-211.

<. of arens of under

tion and

of goalc ‘and timetables

to correct suy deficlencles togelher with a plan of sction to achleve these goals &nd

timatablsy,
6. Arsezament of your current workforce

2o corract those Identified situntions. (Tuls may
1t wiil ts recotvod in eonfidenco end will be returned

B wparets docuwent Tn eithar cnse,
3 S heviig bren o
A o1 i y

¥
be providad for the It G inont!
ation retative to:

rmation of your EEO policy.

plleated, ot tho conclusl
2 Lep, terminat! L T
€r the last 100 applicanta, Liree, e

to 1dentify mffected class situations and plans

ba submitted os ot of your AAP or ns

of thils matter.) E

. eud R, must
. Whichever s less.

~—1low sou Qlaininate ani Implemont tha policy,
~—The deastiption of your internct audit rod reporting eyctoms.

® Qurztion T 4 opth
€3 133 Contreator Bvalustion checklit.

I to bs wed 12 com,

rliance egency needs ésta to complete pt. 8
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Practices with the

s t0 comply with this reguest will \x.‘f. in ’_‘l‘ o
2 41 CPR 00120 ¢
%0 41 CFR (0-22.

thin SO

2 res 1o
.

5212 of all mejor Job clazzincas
.

In 2 e---«lxl::~° whatber minorit)

pop slation of (he labor
28

ng
(41) The e...e of tho minor}
:.-en' fo ‘e in tha levor ar

lu ths L—:.v:.e:::.ta 1ador o

Y £nd4 woman not currently in the
i"ations with known ssurcce of referral

e 10 Whis
telsphons numbsr ... ...

£3% .\'A.

chackllet aporosad

(£goney precsn

L-r.:g Tequisite =Xilla in the Imimedis

('r ) 1\-: exizlencs of trat

ne

C" e7¢0 of tratninz wi:
Tee snebir abis to inee
L3 ell Job clucata

<a 7.3 of the famale

Yeat No! Traroagzt

':L-:g insiitu-
c*-"‘- o' traloing peizon: in ths
nd

Yeu No

n 10 tha aztent

v Bl
fiction and Lurnover o e
prels

uduad Coss his AAP eoelys the faetors in

> !.n the Inbor ares ewrroun

Jabllity of women taving
s in a= area in which the

2e¥ISg eme
cruitment nrea

o rcnu::‘ar,
( ‘1) Tha avatleblity of promotable end
sble femals employees within the
or's orgarization;

Ths exizlonca of training inatit:
tiona "L‘\n‘ﬂ: ct tralning persons in the rsq-
ul

) ‘.eg i1} or un_u.nx whit t!x tho

rIany oz mak! ' ing all jsb cinsees
2 10 omen,

FEDIRAL REGISTER, VOL. 33, NO,

©C. Exction £0-2.23 “:""ﬂ:auon ©of problem aroas.

foz = s'.aod ussd by coatrector,

ciore o 2g7ss of atialnment ofthis current aMrmative .sston plan

L:.o coding eheot. If an onalts review is to be conduct
nsils roview, but sultebls workehsots should now ba dev

" Listtng ot mafor 1 fob eleseteations AAP goal Eat ot tast Curreat
pect

ato grooplegs olemiuo: Job olaseifications, earnings ranges o comeos 1ki gronps
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€. Female represertation tadle (express as percentages).

Litngef malort Job elartooations AAP poxt Zﬂrﬂgf’}ut

Tes

20, Are vem 0 ZERantly enderrsprrse:

4 in eDDrontices 1 or ather tratnleg

rih
how shiggeatel 1n
L'm l::apu\

D. Baction 2.1, Cormsetirs Action Progra

1 Thems w:( h Rubdir!ded ain crauniags of comman Job el st aagts a8, ATlEgs RS or ttmren SN Loz
fex wachi =

Yes No Uaknows

, Gevelsy ;-4 L) emoeun #5Lioa program to th

'3 AR 6c & aer 1 10 pen
ted Ic *vmbtnolmmm'..‘.n‘d

he extent ry-

N

PART B—ADDITIONAL DATA

Yo

4. Boction €0-2.29, Devepment or Realinnation of Poliey

L L‘;:;— 19 UMW AP Incinds en SEO polley statenent oy reeMrmeting

2 ~
Tomstions have been minority”

© , Frater hen e prrcent of 8 miseH i I
oy l'r

w
inz
Plesse erplain .

No. 97—Pt. I—19 FEDERAL RIGISTER, VOL, 38, N

b_- .,."-—pv:ym have aliended "I

N contrais?
ecTng, prosres reparts, el
et dverti 115, do they show

orra-n ru~dc:!|u~||o n: s'rn:muar.m-nhnau lor'y

o .n...m-
Wity ks nh-u s
Isthe K0y

l Ty LR #0 ity etars 1° AT |
3 l\unIl\'Hlmnllnlll ot
o

A
1 o provided
Vendor s Shiplices oltwhmny £0 poheyt
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C. Baction 23-222, Pescanethity for Implementation

Q. Baction 60-2.13, Additionsl Ingelients ol AST

ENOTE—Certals tamy tn §29-2.24 218 araltted 2 ther are most

() Oxeirx Rivizw OGrmsuszs

Ce p=alzsin,

1o workforce anslyzle was not

ing tho ofzita revicw, the com-

2ould e1X 0 24, If avallabls,
no:

Tareseent involved In erisrual a

AL REGISTIR, VOL. 28, NO.

n el colieslve
€70uD such as p-er'o:::e.. manufacturing,
fneocs, etc) and by EZ0-1 category within
organization suladivided into (
mon) fob croupinzs within an
§0r7. Thees Job "'qu ngs ehou!
or mere jot

= 'u and Opro

L;;! for each :rou;-
ing ou 1 h': she- However, for the pur-
Pese of thess guldelines end in all cases
where pay !s used, alphabetic or numerle
coding or the Use of an {ndex of F&y and pay
ranges iy -crep able and shou!d ba ussed when

clors ars concerned about confiden-
tiality of salary information.
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=
(=4
-
m
“
>
z
o
o
-
Q
c
S
=
o
z
“

rm:'-z An z'\;u'cq... s eA ¥

for ench uu,ary and bv z
termale

54 tor the ‘u.-' ‘J :rg:'.:s



(s) .
tha contrac ueh data In th
eheuld now be made o ﬁ*'"—‘l':e any p"t
emplorm Tatios. I the oo

L 00 applicsnts

1 euch e= a1
teplnz eyata-
£ bc 3t hct. uu*- the 873104 Lo aniurs equ

¥y x:uz.-bcr of job
D enDiieg at the £- vy

"'o'“ o2 a slvin dals and eo
2. U sta e

3

T Kew i s

[ CR TSN

i3
3 4% the tims
Cpenings and Low much tnfor-
meation Lu provided to them =3 £3 the Qualt.

(—) I7 49 esnteritor piates tras th

2L bg awen

S LR e c\“
A oW eleng with the comanlian

) If thors is & dlpropa

(e, Tiionate numbsr of tarminations becauss of
2:atlfieation or ¢

°r.% pattarn of placsment ef.minerity gro
Jobs, tho ex asl factor aSould ba oxplored and diecyssed

}L Prcr‘.c won snd tra-"er-—-(s) bid n«";-m.a dala on promotions snd tranafers =g rot

Ta7ii, the compliance oMo 2r thould ask to so, ‘J [

prozations v tho faclll y s -~A.-‘.:'.ng pro

a2d mals and fa 'h s"p

y u"‘mll.: i Cz:..-. e n:y personnel actiol
n or sZill, effort or respons! LIy, Wage o sal

Copotdstizininan -‘-\:n-. o

(b) ¢ :uch 8 report is not avalladle, the compliance oflcer should review s

3% move-
¥ increrses soons

FEDERAL REGISTER, VOL. 38,

72t 6 mortks mcitvity, whickerver fs 1ess, The roview shouid ing!
nama or o:\er dontiZeation, mincrity group status, sex, previous job, €epar:

PAT, 8nd new Job and departmant and Pey. A promotion s defined as BLF personrnel soticn
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TT or mspOnsivlty, Wope Incrarses

0t be ml"e If thete it p dlspatir betwesn the promotion rate

165 and.cr meles. In dolng

nal 1adlers ps Indicated by

Jour findings What s the

2t and ¢ !~. =3 cr o "z.ln' of

G, Treiatng and dn—z’brdl Cpportunities —ia) l. 24

by Ir r.-h 3 npcn .
acior & liet of verious traln £ lnd
the 13t 6 months or ctter
mxnrn:y ;mup sdentifcasion,

®ith name or other .cem:lm!!cn.
ef re:r.:\huo'l n 1ab and pay
A

-;an:e X..ﬂur! or c.c)(vu‘
e contracter provided the
1able efirmative aciion pregrem with
+d 00 for Jobs not previously involred?

n'a’ If there 1s & registered n:r;'en'ker. P
24 Ay; aticeship and Trainicg with 23 oo
e32? Is formal training being require

Is s dizcriminatory? Doss the contractor publict i2e FO schievements? Does the con-
tracier sunport ergenizations which rould assiet g e.‘:or‘..g and Implomenst
2ction prormam?

E. §63-2.13, edditionay froredisxts of AAP —Yas

he contractor proriied evii-uce to

fuptort thy S thet tte contracter 1o AVAING by the rex diserimination guic 1 {41
CTit 2. €0-20) 1 Iz thare 2 that the = ng minerilles and zomea

not in the work fores?
(2) Tuerz Lorrze 1o Tex Corrrascroa 1
TATZTACTORY 2vIw
I have rarlonnd your ATrmativy sction plan and supportirg documenst
iz oTce on As & r=sult of that reviaw, T And your AA P, 2ece
S reviaw,

i STainastion of your AAP, ¢id, Sovaver, Peint out that you shouid e AXINT o ire
concarird efort b mremmecacaoa. I WUl Dops to oos improvement In theuws 2 curiny
my nexd o

Isppreciata yvur oovperation tn thts mattar,

10ptisnal

(®) Saromr Lot 1O TI Cowrmacrea IT
UETATHIACTORY RxTmw

I havs rridwed your AAP, n:n.

reyisw on the m. 1 gttty

Tiquirements of rey' "4 ool ::;._ LA 4 1.-0"11. T

on . weeee T WOUIE enproctate your havizs ot
[ H

12 you havs nny Questisng relstive to the ahovs, PirnTo contact ma.

Simmed at Weshinzien, D.C, this 114h éay of of 2027 1973,

(TR Doc.7-5225 Filod 5—1!—73:3.46 am]
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. 14 (Re-
designed
Contract
v

g zperi-
i .r.a!::;c Aclicn

CONTRACTON EVALUATION
CIIECLRLIST ~© °

ame ©f Contractor

naceipt ol

one Number of Con-

Tart A—Lssential Data
Required Utlliza-

Scction’€0-2.11

issued as

availability. In ma!
analysis, the cont;
such analysis sepax
and wor
(1) In determining whether minort-
“ties are tbtelng underutihzed in any
Job clas on the conitactor will

:1écly IOA

consicer at least all of the following
{actors:
(1) The minority populailon of the
Jabor area surrounding the ‘..c‘l""-
(1) The of the minority 1
eriploy cr.., force in the labor area.
surrounding the factlity;

(iil) The percentage of the minorily
work force as compared with the total

. work force In the immediate labor

area:

(Iv) The general availabiiity of mi
norities 11 aving requlstle skills In th
imarediate labor area;

(v) The avaflabllity of -mincritics
having requisite siills In an arca In
which the contractor can reasocnably
recratt;

{vi) The availabilily of promotasle
and transfevable minorities within
the contraclor's organiza xL‘ox" i

(vil) The existence of ¢
sticulions i
n the

e

(7]} Lxui:linu peisvus

ich
.m‘.‘ L0
Hug all

ployment force I
..d'n., he facillty;

labor nrua.

Surri

Work : S
area;

(141) Tre general avallabiifly of wo-
men having regul 'Le skills {n the

i‘._..‘.d*'-u. lator area;

b
ing in

i

L
roqu

the co:.‘.r'v‘wr can rea:

Liv)

PR P
‘o

sonably

je availabiily of women scek-
aployment in the labor or re-
ment arcn of the contractor:

(vl) The avzilability of proiactable
and transferable female cmployees

i RS a utilization analysis

-.,.mo*'

iy ‘.,‘nc ‘70“‘-1; ite
11(")(1)? L.

The Compliance Officer should use a
rarrative acdition to this checklisy

‘approach avhencyer nécessary to ade=-
quately respond to the following in-

quizcies.

utilization analysis

3. &, Ts there'a
WOMER? o seiaenns o
b, Does {4 consider the polnts item-
{zed !n Sccilon 60-2.‘.'1('\)‘(‘_’)?
¢. Deseribe any deficlencles with
the analysls .

B. Sestlon G0-2:42, Establishment of
Goals and Thnela vles

e ”O.J.; the con ""c'.or has

and atlainable? ...

2. Will Lm oals correct deficiencles?
3. dAre there separate goals and time
tables for minorities and en o

the extent required by Scction 60-2.10?

4. Has the cor
cvidence requested to
4+hat 2all lcvels of mand
been ir.vo‘v d in the gor‘. se :inz pro-

. CCS52

aials s alele e e bie d 6 0ise SIS0 wp SemeTEe
—— y
@12 quest!

e Voo nlc

The exisien
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AFFIRMATIVE ACTION PLAN
FOR THE
SPECIAL UNITS

¥ 1. University Administration

2. Special Units for Auxiliary
and Academic Administration

3. Division of University Studies
4, Department of Athletics

5. Integrated Goals for'the Special Units




This section deals with a number of "special units"
within N. C. State University. For purposes of affirma-
tive action planning, these units are divided into four
groups: (1) University Administration, (2) Special Units
for Auxiliary and Academic Administration, (3) Division
of University Studies, and (4) Department of Athletics.
Because of the diverse characteristics of these groups,

a brief discussion of each is provided, wifh emphasis
on patterns of EPA employment. This discussion is follow-
ed by an integrated expression of affirmative action goals

covering all four groups.




1. UNIVERSITY ADMINISTRATION

For purposes of affirmative action planning, the University Administration
is considered as a unit. The 41 administrative positions comprising this unit

are listed in Table 1

As of June 15, 1973, the University Administration was comprised entirely
of white males. This condition is not to be attributed to errt acts of dis-
crimination on the part of the University in the past; however, if it were to
continue over a long period into the future, it would be indicative of negligence

in providing equal opportunity.

Assessment of the availability of potential candidates for administrative
positions is a difficult matter. The 1970 United States census data indicate
a total of 39,100 "college administrators," distributed as follows: 72.8% white
males, 21.6% white females, 2.8% black males, 2.0% black females, 0.6% other
males, and 0.1% other females. One explanation for the white male administra-
tive situation at NCSU 1ies in the kinds of programs which have been and are
offered here. Since there are few minority or female faculty available in such
fields as engineering, forestry, or textiles, it follows that there would be even
fewer female or minority administrators who have come up through the ranks. An=
other explanation lies in the fact that until the middle sixties, NCSU was basi-
cally a male institution. As such it would be expected that most administrators
would be male. For instance, until 1963 N. C. State did not even offer a degree
in liberal arts. The growth of the School of Liberal Arts over the past decade
has been phenomenal, and it has greatly increased the number of female students
and faculty. Since the development of administrators takes time, one would expect

a lag on this campus in the emergence of female administrators.



TABLE 1

Administrative Positions Comprising the
"University Administration" Unit

Chancellor

Vice Chancellor and Provost
Associate Provost
Assistant Provost for University Computing
Head, Division of University Studies

Dean, Graduate School
Assistant Dean

Administrative Dean for Research
Assistant Administrative Dean

Vice Chancellor for Extension and Public Service
Assistant Vice Chancellor

Dean, Student Affairs
Associate Deans (3)

Dean, International Programs

Vice Chancellor for Finance and Business
Assistant Vice Chancellor

Director, Foundations and Development

Dean, School of Agriculture and Life Sciences
Associate Deans (3)

Dean, School of Design

Dean, School of Education
Associate Dean

Dean, School of Engineering
Associate Deans (2)
Assistant Dean

Dean, School of Forest Resources
Assistant Dean

Dean, School of Liberal Arts
Associate Dean

Dean, School of Physical and Mathematical Sciences
Associate Dean

Dean, School of Textiles
Assistant Dean

Director, Alumni Affairs
Director, Athletics

Director, Information Services




The following mechanism will be used to ensure that minorities and females

are given equal opportunity in the filling of administrative posts. In cases
where search committees function, the committees will be urged to seek minority
and female candidates. In cases where no such candidates exist or can be located
the committee will be asked to document its search at the time it presents the

Tist of top candidates to the Chancellor.

In cases of administrative staff positions which are not filled by a selec-
tion committee, the Chancellor will require a documentation of search efforts in-
cluding a list of candidates interviewed. If no minority or females are among
those interviewed, the Chancellor may require additional searching unless the

evidence clearly demonstrates that further searching would be futile.

Affirmative action goals for University Administration over the next three
years (during which five vacancies are expected as a result of retirement and
creation of new positions) are to fill at least one position with a woman and

at least one position with a representative of a minority race.




2. SPECIAL UNITS FOR AUXILIARY AND ACADEMIC ADMINISTRATION

This section describes the employment programs of eleven of the smaller
administrative units within the University. Included are the offices of: Alumni
Affairs, the Chancellor, the Computing Center, Foundations and Development, the
Graduate School, Information Services, International Programs, the Provost, the
Radiological Safety Office, Research Administration, and the Water Resources Re-

search Institute.

The types of functions performed by these units are extraordinarily diverse;
ranging from the primarily administrative functions of the Office of the Chancellor,
to the primarily coordinative function of the Water Resources Research Institute,
to the primarily service function of the Computing Center. The reason why these
diverse small units are being considered as a group (viz., "special administrative
units") is to facilitate the statement of meaningful and realistic affirmative ac-

tion goals.

Within the eleven administrative units there are a total of eleven EPA non-
faculty positions (excluding positions considered as part of the University Ad-
ministration). Of these eleven positions, ten are occupied by white males and

one is occupied by a white female.

It is expected that there will not be any significant increase within the
next three years in the number of EPA positions in the eleven special units com=-
prising this group. Any increases in the proportions of women and minority race
representatives would have to be achieved through replacements. Because the turn-

over rate over the past five years has been virtually zero, and because no retire-




ments or new positions are expected, the setting of any specific affirmative

action goal would appear to be questionable at best.

The small number of EPA positions in each of the units coupled with the
wide diversity of personnel qualifications among the units, render impractical
the implementation of a unified program for recruiting women and representatives
of minority races. Each unit will recruit personnel for EPA positions by means
of channels appropriate to the particular position. These means shall include
notification of other institutions and advertisement in publications of profess-

ional groups.

A1l offers of appointment are subject to the approval of the Provost. It
will be required that all requests for appointment action be accompanied by the
following information on each candidate considered seriously for the position:
name, s;x, minority group affiliation, manner of recruitment (or other means by
which contact with candidate was made), qualifications, comparison of qualifica-
tions with those of the selected candidate, and expressions of interest (positive

or negative) expressed by the candidate.

It will be the responsibility of the Equal Employment Opportunities Officer
to coordinate recruitment efforts for women and minority race candidates for
EPA positions and to prepare annually a report to the Provost summarizing and eval-

uating the affirmative action activities of the special units for auxiliary and

academic administration.




3. DIVISION OF UNIVERSITY STUDIES

The Division of University Studies is a small special academic unit responsi-
ble for interdisciplinary programs dealing with contemporary issues and problems.

The Head of the Division reports directly to the Provost.

The major activity of the Division is the offering of interdisciplinary
courses open without prerequisites to students in all curricula. By design, less
than half of the Division's eleven EPA faculty positions are filled with full-
time faculty. The funds associated with vacant positions are used to reimburse
the academic departments from which faculty members throughout the University
are drawn to participate in particular courses. The full-time faculty in the
Division currently is comprised of two professors, one visiting assistant pro-
fessor, and two instructors; all of whom are white males. Of the ten faculty
members participating last semester on a released-time basis in University Studies

courses, two were female.

Affirmative action goals for the Division of University Studies over the
three years are: (1) to fill at least one EPA faculty position (on either a full-
time, visiting, or released-time basis) with a female or a member of a minority
race, and (2) to encourage academic departments throughout the University to em-
ploy female and minority faculty to participate on a released-time basis in Uni-

versity Studies programs.




4. DEPARTMENT OF ATHLETICS

The Department of Athletics has 23 EPA non-faculty positions: 7 offi-
cials and managers and 16 professionals (i.e., coaches). At present, all

of these positions are occupied by white males.

It is expected that there will not be any increase within the next
three years in the number of EPA positions; thus, any increase in the pro-
portion of women and minority race representatives would have to be achiev-
ed through replacements. The turnover rate in the Department of Athletics
is highly erratic and in recent years has been very small. For purposed of
affirmative action planning, it is estimated five positions will become va-
cant in the next three years: one officials and managers position and four
professional positions. It is the goal of the Department of Athletics over

the next three years to fill at least two of these positions with black males.

Detailed information on the available pool of prospective EPA non-faculty

personnel for the Department of Athletics appears on the following four pages.
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§chool/Department: Athletics Form No. 2, page one

Individual Completing Form: _Willis R. Casey

PART IT - AVAILABLE POOL OF PROSPECTIVE EPA NON-FACULTY PERSONNEL

1. Outline below the basic educational and experiential requirements for
appointment to your EPA non-faculty positions by functional category.

Bachelor's Degree - and some coaches required to teach Physical
e Education and would require Teacher's Certificate.
Officials and Managers -- Experience in college athletics, and proven
] ability in administrative and managerial work.
Professionals (Coaches) -- Prior experience in, and proven ability,
to teach and coach specific sport.
Others - - Education and some experience in area of work.

2. How many people in the United States meet the basic educational and
experiential requirements outlined in #1 above by functional category?
(Complete charts below)

OFFICIALS AND MANAGERS PROFESSIONALS

Number Percent

Number Percent
White Male White Male
8,561 65.7 19,710 65.7
White Female White Female
3,453 26.5 1,9 26.5
3lack Black Mal
Black Male 234 1.8 ac ale G i
Black Female 274 2.1 Black Female 630 e
Other Male \ Other Male
234 1.8 480 1.8
Other Female < 274 2.1 Other Female 630 Z
TO % 100%
TOTAL +3 ,030 100% TOTAL 29,880
TECHNTCIANS

Number Percent

white Male

White Female

plack Male

Black remale

TOther Hale

Other Female

AOTAL M 1007
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School/Department: Athletics

Individual Completing Form:__willis R. Casey Form No. 2, page two

3

Explain how you arrived at the figures in the charts on page one.
a. List sources of data:

We collaborated with William W. Cobey, Jr., Department
of Athletics, University of North Carolina. List of
data sources attached.

b. Describe the method(s) used for arriving at the figures recorded
in the charts on page one. If you based your figures on a
representative sample, please explain below:

See attached

c. Evaluate the accuracy and/or completeness of the data you
have used:

The date is accurate and complete to the best of my
knowledge. Since there is no precedent, we have been
forced to draw some conclusions on our own, and feel
sure these are not completely accurate. For instance,
Mr. Cobey feels that there are more qualified blacks
than the data indicates because of the large percentage
of blacks in professional football, basketball, and
baseball.

d. Indicate particular problems encountered in trying to ascertain
availability information:

1. The National Collegiate Athletic Assnciation does
not keep any aata on the basis of race.

2. The American Association of Health, Physical Education
and Recreation does not keep any dataon the basis
of race or sex.

3. The NCAA keeps participation figures for ten sports.




School/Department : Athletics

Individual Completing Form: Willis R. Casey Form No. 2, Page two

(cont.)

3. Explain how you arrived at the figures in the charts on page one.

a.

List sources of data:

1. National Association of Collegiate Directors of Athletics
2. National Collegiate Athletic Association
3. American Association of Health, Physical Education and
Recreation
4., 1970 Census of Population -- U. S. Dept. of Commerce
5. Earned Degrees Conferred 1970-71--DHEW Publication
No. (OE) 73-11412
6. Equal Employment Opportunity Report, 1970
7. Equal Employment Opportunities for Minority Group
College Graduates, The Garrett Press, 1972
8. Racial and Ethnic Enrollment Data from Institutions
of Higher Education, Fall 1970 - DHEW
9. Digest of Educational Statistics, 1972

Describe the method (s) used for arriving at the figures
recorded in the charts on page one. If you based your figures
on a representative sample, please explain below:

1. As of 1970, 9,634,000 white and black males and females
had four or more years of college education as follows:

White Males 6,584,000
White Females 2,656,000
Black Males 182,000
Black Females 212,000

Total 9,634,000

As of Fall 1970, enrollment of institutions of higher
education was 4.4 percent blacks, and 3.8 percent other
minorities.

Therefore, for simplicity, we assumed that there were

as many people of other minorities as there were blacks
that had finished four (4) or more years of college as of
1970.

With this assumption we can derive the following numbers
and percentages of people that had finished four or more
years of college as of 1970:

Numbers Percentages
White Males X 6,584,000 65.7
White Females 2,656,000 26.5
Black Males 182,000 1.8
Black Females 212,000 2.0
Other Males 182,000 1.8
Other Females 212,000 2.1

10,028,000 100.0
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School/Department : Athletics

Individual Completing Form: Willis R. Casey Form No. 2, Page two (Cont.)

2. Officials and Managers

As of 1972, there were 2,606 institutions of higher
education. Assuming there are four individuals at each
institution that meet our basic requirements for appoint-
ment, this would give us a total pool of 13,030 people.

in each category times 13,030.
3. Professionals

There are approximately 30,000 members of the American
Association of Health, Physical Education and Recreation.

We assumed that all of these members met our basic requirements
for appointment, and multiplied this number times the
percentages of males and females in each category that
we developed in Item #1 of this section.

Then, we multiplied the percentages of males and females
\



5. INTEGRATED GOALS FOR THE SPECIAL UNITS

While each of the "special units" considered in this affirmative action
plan is relatively small, in combination they represent a sizeable number of

employees: 5 EPA faculty, 75 EPA non-faculty, and 101 SPA employees.

Specific affirmative action goals for all of the special units are ex-

pressed in the tables on»the following pages.




ATFIRMATIVE ACTICN PLAN
SCII0OL/DEPARTHENT Special Units EPA FACULTY DATE__23 January 1974
COMPLETED BY A_ Carnesale

TABLE I TABLE 1X
PROJECTED FACULTY COMPLEMENT
PRESENT FACULTY COMPLEMENT FOR ACADEMIC YEAR 1975-76
(According to October 1973 Tabulation) ) (Reflecting Anticipated Promcticns
and your Projected Hiriang Cozls)
White li_black K Other §_Totall //////177711] {&hite.
FULL-TIME M | F M (F EM] 7§ My F§/LLLLLLLLLL
Department Head ARy
T | 7 AL A
Professor 2 2 11T
Associate Professor E LA
o R
Assistant Professor LS L
- LT
Instructor # 2 ,-'JJJJ.U’/U.LL.,
. LIEEETLE T
Lecturer E vJ//J//l/////
HLILILTTTY
SUB-TOTAL ¥4 | 2l 4 1 //II///////i/
e e e L SN Ltilitentd
#*PERMANENT PART-TIME J LLLILL L]
LT
Professor : jj[j/ji/l////
G LTI
Associate Professor e _/__’_/._/_/-/LL Vg e O S P O IR & ook
' [OTTEEITTTTT Y i .
‘ssistant Professor 1 J[ AR IET //llllljjvjyl il
. LTI
Tnstructor LLELLTLL
L g
Lecturer LI
< JITITTTTTTITT i
Visiting [111LLELLLL ] ¢
LT i
| SUB-TOTAL 1 L ST ,'I g
g FITTTTTTITTiT ; | i |
HIOTALE - PO A AR b ] s a s o]l ////’///L/_[_’_/__ i L .

APERMANENT PART-TIME - Individuals vorking less than rull-ti ng t acecy (..-1;-1»

a term of 12 months or more or for a stated term of one academic year or more. This does n

joint appointments which should be reported as full-time by their major dcparumc-nts The nusbor
il

need 5n be filled in here are not supplied in the October tabulation and wiil need to cone from you
records.

- — Y Ty e ¥

Sl



SCHOOL/DEPARTHENT Special Units

COMPLETED BY A. Carnesale

Wiite [

Yhite

Male

Female

TOTAL

(2)
(b)
(c)
(d)

{e)

AFFIRMATIVE ACTION PLAN

EPA FACULTY

TABLE III
TOTAL FACULTY COMPLEMENT
(According to Octcber 1573 Tzbulation)

DATE 23 January 1974

TABLE IV
PROJECTED FACULTY COMPLEMENT
(For hcademic Year 1575-76)

See Table I See Table IiI
Aveilability]_ Full iimel_ Part Time' __ Total ! See :
Percentages To.] %Z(b)f _ No.| #(c)f No. #(d)i_Note(e) /I To. |x
Ly
4 100 1 1100 | 5 f100 “i_a 1ol 1 ool 500
/S
!
/
/A
i
/1
7
sfi‘
4 | 100z 1 11007 ¢ 5 [160% i g hopmt 1 L,oos: 5 hoo?

These perceatages should be
These percentages should be
These percentages should be

hese percentages should be

In this cclumn: place 2 + (plus) if the
then the percentage in the corresponding
in the columa marked Totzl is lower than

taken directly from the charts you completed in questions #2 or #4 of Form I.

computed on the basis of tctal number
computed on the basis of totzl numbex
computed on tlie basis ef total n
perceatage in the column er
column marked ALvailability or place 2 - (minus) if the percentage
tlie percentage in the corresponding column marked Availability.

of full-time.

of pert-time.

of full-time plus part-timz.
marked Total in Tatle III is highe

9l



SPECIAL UNITS AFFIRMATIVE ACTION PLAN

EPA NON-FACULTY

TABLE I TABLE II
EPA NON-FACULTY EPA NON-FACULTY
PRESENT COMPLEMENT PROJECTED COMPLEMENT, 1975-76
White Black Total : White BTack Total
LT LCTIE . LR M G M A E M
Officers & Managers 50 0 0 0 50 0 46 2 2 0 48 2
Professionals 25 0 0 0 25 0 : 24 0 1 0 25 0
0

|
|
|
|
|
TOTAL 75 0 0 0 75 0 70 2 3 73 2

-
~




*SCHOOL Special Units © N. C. STATE UNIVEROITY

COMPLETED BY _A. Carnesale AFFIRMATIVE ACTION PLAN
DATE __ 23 January 1974 SPA PERSGNNEL
TABLE II
- TABLE I PROJECTED SPA COMPLEMENT FOR ‘

ACADEMIC YEAR(S) 1973-74

(Reflecting Anticipated Promotions

and your Projected Hiring Goals)

/]| WHITE | BLACK | OTHER | TOTAL

/// M F|M F| M F|M F
177

PRESENT SPA COMPLEMENT

WHITE | BLACK | OTHER | TOTAL|,
FULL-TIME M F M F|M F|M F |/
/

Officials & Managers | g 5 5 5
Professionals 10 10 L0007 10 10
Technicians 18 1 813 21 | 8 |7 18 18 |3 21
Sales 4l
Clerical 4139|213 6 |42 ALY 4{38 12 |4 6 |42
Craftsman 3 3 ] , 3 3

| Operations (gﬁTiied) 3 . 3 YA 3 3
Laborers
Service Workers 3 3 AN 3 3

SUB-TOTAL j 30 |60 | 5| 6 35 |66 ‘ ‘ YA 30 159 |5 |7 35 166

- *PART-TIME

s

e R

] Officials & Managers

Professionals

Technicians

Sales
| Clerical ikl

Craftsman

~.

R B Iy

B e o A e

| Operations (gﬁTiied) 7
Laborers i

Service Workers !
Il
SUB-TOTAL 147

S
=3

//z/ 30 59 |5 |7 35 |66

0L 30f60|5[6 35 |66 |/

!

8l

*SPA individuals working at least %-time in a permancntly establishsd position.




ScHOOL _Special Units N <
COMPLETED BY _A. Carnesale AFFIRMATIVE ACTIOW PLAN

DATE __ 23 January 1974 SPA PERSONNEL
: TABLE II
TABLE I PROJECTED SPA COMPLE¥E§Z yga

ACADEMIC YEAR(S)
ERESENTAS LARCUHMETEMERT (Reflecting Anticipated Promotions

and your Projected Hiring Goals)
WHITE BLACK | OTHER E WHITE | BLACK OTHER | TOTAL
FULL-TIME MR M F | M F M F M E M F| M F

Officials & Managers 5 17 5 5
Professionals 10 A / 10 10
Technicians 8 8 A 18

Sales

Clerical

Craftsman

Operations (gﬁTiied)

Laborers

Service Workers

SUB-TOTAL

*PART-TIME

Officials & Managers

Profq;sionals

Technicians

Sales

Clerical

Craftsman

Operations (gﬁTiied)

Laborers

Service Workers
SUB-TOTAL

ForAL 30({60| 5| 6 35 | 66 [7/7

%#SPA individuals working at least %-time in a permanently establ
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COMPLETED BY _A. Carnesale AFFIRMATIVE ACTION PLAN 3
| DATE __ 23 January 1974 SPA PERSGNNEL
TABLE II
- TABLE I PROJECTED SPA COMPLEMENT FOR
' - ACADEMIC YEAR(S) 1975-76
kRESENISSEACUHELANERE (Reflecting Anticipated Promotions
and vour Projected Hiring Goals)
WHITE BLACK | OTHER TOTAL ////i/y WHITE } BLACK OTHER | TOTAL
FULL-TIME M F| M F|M FI|M F H/HHH////// M F|M F| M F|M F
Officials & Managers | g 5 []7,////{////// 5 5
| Professionals 10 10 9 1 10
| Technicians 18181 3 21| 8 18 |7 311 21 8
Sales / ;
[ Clerical 4139 12| 3 6 |42 / 4 B7 314 7 |41
Craftsman 3 3 ’ ! 3 3
| i . i /]
Operations (gﬁTiied) 3 3 3 3
{ Laborers
Service Workers 3 3 il / 3
SUB-TOTAL ) 30 160 | 5|6 35 {66 80 b6 619 36 |65
*PART-TIME 19t
Officials & Managers %
Profg;sionals 1
Technicians Ll
L
Sales !
VAR
Clerical (22
Craftsman ) A
Operations (gﬁ?iied)
Laborers VLU
Service Workers b
SUB-TOTAL * ///'
WLnh1y,
FOTAL 30|60| 5] 6 35 |66 177400001 7017180 b6 | 6 |9 36 |65 3
o

*SPA individuals working at least %-time in a permancntly established position.




