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Rec_ruitment

Academic Women

To assist colleges and universities find qualified women, many of the

professional associations have developed rosters of women scholars and

administrators . The following list of organizations, rosters and publications,

while by no means exhaustive , does represent an informational resource which

may be of value in the search for qualified professional women.

I. Organizations

Women's Caucuses, Committees and Professional Associations
(see Appendix 15-.) - distributed by various national groups including
AAUW, W'omen Today, and Association of American Colleges ,
Project on the Status of Women (1818 R Street, N .W. , Washington,
D.C. 20009 - (202) 265—3137) ‘

Some Rosters and Registries of.Women

American Institute of Physics-Placement Service
335 West 45th Street
New York, New York 10017

American Psychological Association
Dr. Tena Cummings
1200 17th Street
Washington, D. C. 20036.

American Historical Association
400 A Street, S.E.
Washington, D. C. 20003

American Bar Association, Women's Rights Unit
Dr. Lee Ellen Ford
‘ 36 Hickory Street
Butler, Indiana 26721

Cooperative College Registry (women and minorities)
David ixiwdermilk, Director
One Dupont Circle .
V‘Jashirzgton, D. C. 20036 202/223—2807
(See full citation on next page)



Durham Branch (lists qualified women in Triangle area)
AAUW

- 3510 Mossdale Road
Durham, North Carolina 27707

' Federation of Organizations for Professional Women
Dr. Irene Tinker, Chairperson
Steering Committee
4818 Drummond Avenue
Chevy Chase, Maryland 20015 (formed in November 1972)

N. C . Council of Women's Organizations
Miss Marlene Plyler
Committee on Status of Women: Registry of Business

_ and Professional Women
1316 Statesville Blvd.
Salisbury, North Carolina 28144

Society of Women Engineers
Career Information Clearinghouse
345 East 47th Street
New York, New York 10017 212/752—6800 ext. 551
(Publication: Women in Engineering by John Alden

data on women engineering graduates — $1 .50)

Some registries of minority women:

BLACK WOMEN EMPLOYMENT PROGRAM. An Atlanta—based operation
which helps employers find trained and/or qualified black women for
jobs. There is no fee for the 'woman placed; small fee for institution/
employer. For more information write Black Women Employment Pro—
gram, Southern Regional Council, 52 Fairlie Street, N.W. , Atlanta,
Georgia 30303.

COOPERATIVE COLLEGE REGISTRY. A non-profit operation that serves
its member institutions by locating candidates for job openings from
resumes kept on file. (Membership if $100 for colleges and universities;
individuals are charged $10 to register.) CCR cannot; supply search
committees or administrators with lists of names of minority women,
but can send resumes of those women who have registered and who
fit qualifications designated by the employer. For more information
write to Cooperative College Registry, One Dupont Circle, Washington,
D. C. 20036, (202) 223-2807.

HIGHER EDUCATION ADMINIS TM’I‘ION REFERRAL SERVICES: A new
"equal opportunity service” founded and supported by thirteen higher
education administration associations . On a fee basis, candidates



are referred to institutions seeking qualified professional
administrative and support staff in areas related to business

' management. HEARS is interested in building an extensive ‘
minority talent bank. Registration fee for individuals is $25.
For more information write HEARS, Suite 510, One Dupont Circle,
Washington, D. C. 20036, (202) 296- 2347. '

NATIONAL SKILLS BANK. A talent bank that helps place minority
persons in professional jobs . Write: Ms . Ruth Allan King,
Placement Office, National Skills Bank, 477 Madison Avenue,
18th Floor, New York, New York 10022.

III. Publications

Women's Organizations and Leaders - 1973 Directory — $25.
(Published by: Today Publications and News Service

National Press Building ~ '
Washington, D. C. 20004) (202) 628-6663

Recruiting Women and Minority Faculty: An Information
Handbook. By Cecelia H. Poxley. $1.50
(Available from Office of the Provost, The University of
Iowa, Iowa City, Iowa 52240)

(See also Blacks and Minorities: Publications)

Blacks and Minorities

To assist colleges and universities find qualified Black and Minority

academic personnel, a variety of sources are included. Although fewer

rosters devoted to this special group have been discovered than was true

for women professionals , some overlapping occurs and both should be

consulted .

1. Traditionally Black or Minority Institutions

There are more than 100 traditionally black colleges and universities

in the United States, mostly in the South. A list of 173 predominantly

minority colleges with enrollment data compiled from ACE Fall 1970

is available in Appendix B.
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Consultation with colleagues in these institutions will be a

valuable source not only for information but concerning a wide range

of needs and problems relating to recruitment of faculty and students.

A mailing list computer printed on mailing labels is available

at. a moderate cost (about '$2 .00) from: Department of Mathematics
- ' - ‘ ' Attn: Dr. Robert P. Walker

344 Phillips
UNC-Chapel Hill
Chapel Hill, N. C. 27514

..~ Upon request, these labels can be addressed "Chairman, Department

of XXX," if so desired.

II. Professional Societies,

A list of professional and disciplinary societies with a traditional

orientation toward black colleges, or whose membership is predominantly-

black, is a potential recruitment source. (Time does not permit veri-

fication of the list; thus inaccuracies may occur in this list).

1. Honorary Societies
a. Alpha Kappa Mir—publishes a journal widely read by

black students . Professor Lucy Rose Adams
Florida A and M University
Tallahassee, Florida 32307

b. Beta Kappa Chi, honorary scientific society, publishes
a bulletin jointly with National Institute of Sciences
under the title gefigggyggmclli

% Huston-Tillotson College
Austin, Texas 28702

c. Beta Kappa Xi .YEELLIRI-‘i‘sl
Dr. \Tathaniel Boggs, Ir.
Editor-in—Chief
Va . State College
Petersburg, Va. 23803
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Art National. Conference of Artists-publishes a newsletter.
Dr. Jack Jordon, Pres. (1972—73) Chairman, Dept. of Art
Southern University or NC A & T State University
Baton Rouge, La. 70813 Greensboro, N. C. 27411

Speech and Drama. The NADSA publishes a magazine, "Encore" .
Professor Carleton Molette
Spelman College
Atlanta, Georgia 30314

_Social Sciences . The National Association of Social and
Behavioral Sciences publishes a newsletter/journal.

Professor James H. Brewer
North Carolina Central University
Durham, N. C. 27707 or
Professor Russell Stockard
Southern University in New Orleans
New Orleans , Louisiana 70126

Engage. The College Language Association publishes-the
CLA Journal. ‘

Therman O'Daniel, Editor
CLA Journal
Morgan State College
Baltimore, Maryland 21212

Mathematics .
National Association of Mathematicians
Professor Ben Martin
Morehouse College
Atlanta, Georgia 30314

mgngy. The Association of Black Psychologists can be
reached as follows:

Robert Williams , Chairman, Black Studies
Washington University
St. Louis, Missouri 63130

L333. The principal black legal organization is:
The National Bar Foundation
1707 N. Stroet,N.W.
Washington, D. C. (202)462—6414

The following publication is circulated among black lawyers:
The Black Law Journal
3107 Campbell 1-1-3111
UCLA, Los Angeles, Calif. 900211



III .

1.

Publications

Directory of Minority College Graduates , 1971—72
U. S. Department of Labor, Manpower Administration
Office of Equal Employment Opportunity, 1972, $8.00
(Lists Black American, Spanish surname, Puerto Rican,
American Indian, Oriental, White, others by bachelor's
and doctoral degrees by field, 60,919 listings).

Spanish Surnamed American College Graduates, 1971-72
Cabinet Committee on Opportunity for the Spanish speaking
1800 G Street, N.W.
Washington, D. C. 20506
(Available gratis——not to he sold.)

Directory of Predominantly Black Colleges and Universities
in the United States of America

National Alliance of Businessmen
1730 K Street, N.W.
Washington, D. C. 20006

Recruiting Women and Minority Faculty: An Information
Handbook by Cecelia H. l-‘oxley
Available from Office of the Provost

The University of Iowa
Iowa City, Iowa 52240

Cost —-$l . 50 '

Directory of Black Prefessi'onals in Predominantly White
Institutions of Higher Education. $4.75. Compiled by
and order from: Dr. Melvin P.‘ Sikes

% Hogg Foundation for Mental Health
P. O. Box 7998-University Station
Austin, Texas 78712

IV. Eggndatigg}; .

There are several organizations and foundations of a more

general kind which have particular ties to the black academic community.

1. National Association for Equal Opportunity in Higher Education.

Miles Fisher
2001 SOUL} Street, N.W. , Suite 450
Washington, D. C. 20009

Southern Fellowship Fund.

96 Sam Nabrirt
795 Peachtroe Street
Atlanta, Georgia 30314
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3. Black Analysis, Inc.
- 549 W. 123rd Street

New York, N. Y.

This organization is a black professional society for

developing research oriented scholars, and has a special

fellowship program for this purpose. ' ‘

4. Association of Caribbean Universities
% Sir Phillip Sherlock, Secretary General
Kingston, Jamaica

Reports claim a surplus of black Caribbean scholars ,

many of whom may welcome an offer in the United States .

Some National Minority Group Organizations

Americans for Indian Opportunity (AIO)
Ms. LaDonna Harris
McLean, Virginia . 22101

Bureau of Indian Affairs
1951 Constitution Avenue
Washington, D. C. 22037 (202)343-1100

Cabinet Committee on Opportunity for the Spanish Speaking
(Formerly Inter Agency Committee on Mexican American Affairs)
1800 G. Street, Northwest
Washington, D. C. 20506

National Council for Indian Opportunity
7226 Iackson Place, N.W.
Washington, D. C. 20506

National Urban League - or National Urban League
Chicago Urban Corporation 55 East 52nd Street
121 North LaSalle Street New York, N.Y.
Chicago, Illinois 60602 212/751—0300

Office for Advancement of Public Negro Colleges
805 Peachtree Street, N.E.
Atlanta, Georgia 30308

...._«..-.._-
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Office for Civil Rights
Department of Health, Education and Welfare

‘ 330 Independence Avenue, S.W.
Washington, D. C. 20202

PBO - International Peace Scholarship Funds (National Oriental
Organization)
Mrs. Rachael Smith
Chairperson - Board of Trustees
3245 Meccarroll
Baton Rouge, Louisiana 70809

United Negro College Fund
55 East 52nd Street ‘
New York, New York 10022

VI. Periodicals and Serials.

The following titles reach many black scholars , although they

are not necessarily scholarly journals.

1. The Afro-American, a iii-weekly newspaper which is ,published and distributed in Baltimore, Maryland; Newark,New Jersey; Philadelphia, Pennsylvania; and Richmond,
Virginia. Also, two annual supplementsrelating to educationare published. Write to the home office, The Afro-American,
628 N. Eutaw, Baltimore, Maryland 21201 for advertising rates.

2. Black Scholar: The lournal of Black Studies and Research; a
monthly academic journal which includes a section in each issue
called "Black Scholar Classified." Write to: Robert Chrisman,
Editor, Box 908, Sausalito, California 94964.

3. Black Vv'or_l_d '
John H. Johnson, Editor
1820 South Michigan Avenue
Chicago, Illinois 60616

The column "Perspective" often carries items of interest to
scholars. '

4. Egylggg r{he Atlanta U. Review-194E Race. and Culture.
232 Chestnut .‘treet
Atlanta, Georgia 30314

This magazine reaches especially the humanities and the
social sciences .

.w.-m...N...-0-......-.....



5. Journal of Negro History.
W. Augustus Low, Editor
University of Maryland — Baltimore County
Baltimore, Maryland 21228 .

6. Journal of Negro Education.
Walter Daniel, Editor
Howard University
Washington, D. C. 20001

lournal, published by the National Medical Association,
the national organization of black physicians. This
organization also publishes a newsletter. Iob openings
are accepted for both publications. Write National Medical
Association, 1717 Massachusetts Avenue, N.W. , Washington,
D. C. 20036.



APPENDIX A

WOMEN'S CAUCUSES , COMMITTEES AND PROFESSIONAL ASSOCIATIONS

ADULT EDUCATION ASSOCIATION (ABA)
Commission on the Status of Women in Adult Education
Chairperson: Dr. Beverly Cassara, 10421 Courthouse Drive, Fairfax, VA

22030

ALLIANCE OF WOMEN IN ARCHITECTURE.
1818 E. 13th Street, New York, New York 10003

AMERICAN ACADEMY OF RELIGION
TF on the Status of Women -- The Academic Study of Religion
Chairperson: Elizabeth Schussler Fiorenza, 1223 N. Lawrence St. ,

South Bend, IN 46617

AMERICAN ANTHROPOLO GICAL ASSOCIATION (AAA)
Committee on the Status of Women in AnthropolOgy
Chairperson: Prof. Shirley Gorenstein

Dept. of Anthropology
Columbia University, New York, NY 10027

AMERICAN ASSOCIATION FOR HEALTH AND PHYSICAL EDUCATION
Committee on Women
Chairperson: Professor lone G. Shadduck, Drake University, Des Moines,

Iowa 50311

AMERICAN ASSOCIATION FOR THE ADVANCEMENT OF SCIENCE
'Women's Caucus of the A.A.A.S. -
Chairperson: Ms. Virginia Walbot

Dept. of Biology
Yale University, New Haven, Conn. 06520

AMERICAN ASSOCIATION OF IMI‘V'IUNOLOGISTS (AAI)
Committee on the Status of Women - (AAI has a list of women members)
Chairperson: Dr. Helene C. Rauch, Dept. of Medical Microbiology,

Stanford University School of Medicine, Stanford, CA 94305

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

Dept. of Sociology
. Goucher College, Towson, MD 21204

AAUP Contact: Mrs. Margaret Rumbarger
Associate Secretary, AAUP
One Dupont Circle, Washington, DC 20036



AMERICAN ASSOCIATION OF UNIVERSITY WOMEN (AAUW)
Dr. Ruth Oltman
Staff Associate — Higher Education
2401 Virginia Avenue , N.W. '. ‘ .
Washington, DC 20037

AMERICAN CHEMICAL SOCIETY (ACS)
Women's Service Committee
Chairperson: Mrs. Helen Free

Ames Co. , Elkhart, IN 46514

AMERICAN COLLEGE PERSONNEL ASSOCIATION (ACPA)
_Women's Service Committee
Chairperson: Dr. Jane E. McCormick

‘ Penn. State University
University Park, Pa. 16802

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

Mass. 02181

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

AMERICAN HISTORICAL ASSOCIATION (AHA)
a. Committee on Women Historians '

Chairperson: Dr. Linda Kerber, University of Iowa, Iowa City, Iowa 52240
(Staif Liaison: Dr. Charlotte Quinn, 400 A Street, S. E. ,Washington, D. C.)
b. Coordinating Committee on Women in the Historical Profession (CCWHP)

12/69
Chairperson: Dr. Sandi Cooper, Richmond College, CUNY, Staten

Island, N. Y. ,10301

AMERICAN INSTITUTE OF PLANNERS
Women's Rights Committee
915 15th Street, \I.W. , V»’ashington,.DC 20005

AI\/I.‘F.‘RICAIT LIBRARY ASSOCIATION (ALA)
Social Responsibilities Round Table (SSRT)
Task Force on the Status of Women
Co-Chairperson: Ms. Michelle Rudy

' 1403 Legore Lane
Manhattan, Kansas 66502



AMERICAN MATHEMATICAL SOCIETY (AMA)
ASSOCIATION FOR WOMEN IN MATHEMATICS (AWM) (independent group)
Chairperson: Prof. Mary Gray, Dept. of Mathematics

The American University ' '
Washington, DC 20016

AMERICAN PERSONAL AND GUIDANCE ASSOCIATION
Women's Caucus
Correspondents: Dr. Lynn E. Haun, Calif. State University, Sacramento,

Calif. 95819 and Dr. Beatrice O. Pressley, Calif. State University,
, Hayward, Calif. 94542

AMERICAN PHILOSOPHICAL ASSOCIATION (APA)
a. Women's Caucus

Chairperson: Professor Sarah B. Pomeroy, Hunter College, CUNY,
Department of Classics
695 Park Avenue, New York, N.W. 10021

b. Committee on Status of Women
Chairperson: Professor Mary R. Lefkowitz, Radcliffe Institute,

3 James Street
Cambridge Massachusetts 02138

'0. Society for Women in Philosophy (independent group)
Chairperson: Ms. Hannah Hardgrave, Department of Philosophy,

Western Illinois University
Macomb, Illinois 61455

AMERICAN PHYSICAL SOCIETY
Committee on Women in Physics 4/25/71
Chairperson: Dr. Elizabeth Baranger, Physics Dept. , MIT, Cambridge,

MA 02139 '

AMERICAN POLITICAL SCIENCE ASSOCIATION (APSA)
a. Committee on the Status of Women in the Profession

Chairperson: Dr. Ruth Silva, Penn State University, University Park,
Pa. 16802

b. Women‘s Caucus for Political Science (WCPS)
Chairperson: Dr. Marie Rosenberg, School of Business, University

Of Wisconsin, Eau Claire, Wisconsin 54701
Mail to: WCP‘S, Box 9099, Pittsburgh, Pennsylvania 15224

AMERICAN PSYCHOLOGICAL ASSOCIATION (APA)
a. Ad Hoc Committee on Women in Psychology

Chairperson: Dr. Martha Mednick, Department of Psychology,
' Howard University, Washington, D. C. 20001
(Staff Liaison: Dr. Brenda Gurel, APA, 1200 17th St. , N.W. ,

Washington, D.C. 20036)



b. Association for Women in Psychology (AWP) is an independent group,
initially a caucus within APA. Policy Council to be announced.
Editor: Dr. Leigh Marlowe, Manhattan Community College,

180 West End Avenue, New York, New York 10023.
Public Relations: D1. Jo-Ann Evans Gardner

, 726 St. James St.
Pittsburgh, PA. 15232

AMERICAN PUBLIC HEALTH ASSOCIATION
Women's Caucus
Chairperson: Ms . Ana 0. Dumois , Community Health Institute

225 Park Avenue, South
New York, New York 10003

AMERICAN SOCIETY FOR MICROBIOLOGY
Committee on the Status of Women
Chairperson: Dr. Mary Louise Robbins

The George Washington University
Washington, DC 20006

AMERICAN SOCIETY FOR PUBLIC ADMINISTRATION
Women' s Caucus
Chairperson: Mrs. Ioan Piss Bishop

Director of Career Services
Wellesley College
Wellesley, MA 02181

AMERICAN SOCIETY OF BIOLOGICAL CHEMISTS - Subcommittee on the Status
of Women
Chairperson: Dr. Loretta Leive, Bldg. 4, Rm. 111, National Institutes

of Health, Bethesda, MD 20014

AMERICAN SOCIETY OF TRAINING AND DEVELOPMENT (ASTD)
Women's Caucus, ASTD
Chairperson: Dr. Shirley McCune

Center for Human Relations
NEA, 160116th St. , N.W.
Washington, DC 20036

AMERICAN SOCIOLOGICAL ASSOCIATION (ASA)
a. Ad Hoc Committee on the Status of Women in Sociology

Chairperson: Dr. Elise Boulding, Behavioral Science Institute,
University of Coimado, Boulder, Colorado 80302

b. Sociologists for Women in Society (SWS) (independent group, formerly
' a caucus)

Chairperson: Dr. Joan Huber, Department of Sociology
University of Illinois, Urbana, Illinois 61801.



AMERICAN SPEECH AND HEARING ASSOCIATION (ASHA)
a. Subcommittee on the Status of Women

Chairperson: Mrs. Dorothy'K. Marge
8011 Longbrook Road
Springfield , VA 22152

b. Caucus of Status of Women in ASI—IA (same as above)

AMERICAN STATISTICAL ASSOCIATION
Caucus for Women in Statistics
Chairperson: Dr. Jean D. Gibbons , College of Commerce and Business

Administration, University of Alabama, University, Alabama 35486

AMERICAN STUDIES ASSOCIATIO N
Committee on Women _ >
National Coordinator: Ms. Joanna Schneider Zangrando, 501 Mineola Avenue,

Akron , Ohio 44320

ASSOCIATION FOR WOMEN IN MATHEMATICS (AWM) (independent group)
Chairperson: Prof. Mary Gray

The American University
Washington, DC 20016

ASSOCIATION or AMERICAN GEOGRAPHERS -
Committee on Women in Geography - Chairperson: Dr. Ann Larrimore,

Dept. of Geography, U. of Michigan, Ann Arbor, MI 48104

ASSOCIATION OI‘ AMERICAN LAW SCHOOIS (AALS)
Committee on Equality of Opportunity for Women in the Legal Profession
Chairperson: Professor Ruth B. Ginsburg, School of Law, Columbia University

435 West 116th Street, New York, New York 10027

ASSOCIATION OF ASIAN STUDIES
Committee on the Status of Women
Chairperson: Prof. Joyce K. Kallgren

Center for Chinese Studies
28 Hillcrest Road
Berkeley, CA 94705

' ASSOCIATION OF WOVIEN IN ARCHITECTURE
Dorothy Gray Harrison, President, 2115 Pine Ciest Drive, Altadena, Calif.

91001



ASSOCIATION OF WOMEN IN SCIENCE (independent group)
President: Dr. Neena B. Schwartz, Department of Psychiatry,

College of Medicine, University of Illinois at the
Medical Center, P. 'O. Box, 6998
Chicago, Illinois 60680

BIOPHYSICAL SOCIETY
Professional Opportunities for Women of the Biophysical Society -—
Caucus of Women Biophysicists
Chairperson: Dr. Rita Guttman, Dept. of Biology, Brooklyn College,

Brooklyn, N. Y. 11210

COLLEGE ART ASSOCIATION
a. Commission on the Status of Women in Art

Professor Linda Nochlin Pommer, Vassar College, Poughkeepsie, N'. Y. 12601 '
b. Women‘s Caucus

Co-Chairwornen: Professor Ann Harris , Art Dept. , Hunter College
New York, New York 10021
MS. Iudy Patt, 2429 Vallejo
San Francisco, California 94123

COLLEGE MUSIC SOCIETY
Women's Caucus
Co-Chairpersons: Dr. Carolyn Raney and Dr. Adrienne F. Block, Department '

of Performing and Creative Arts, Staten Island Community
College, Staten Island, New York 10301

GRADUATE WOMEN IN SCIENCE (Sigma Delta Epsilon)
President: .Hope Hopps , 1762 Overlook Drive, Silver Spring,

Maryland 20903

LINGUISTIC SOCIETY OF AMERICA (LSA)
LSAWomen's Caucus - Correspondents: Ms. Lynette Hirschman,

Ms. Georgette Ioup, 162 W. Hansberry, Philadelphia, PA 19144

MODERN LANGUAGE ASSOCIATION (MLA)
a. MLA Commission on the Status of Women in the Profession

Chairperson: Dr. Elaine Hedges, Towson State College
Baltimore, Maryland 21204

b. Women's Caucus of the MLA
President: Ms. Dolores Barracano Schmidt, R.D. 3,

Slippery Rock, Pa. 16057.

NATIONAL ASSOCIATION OF WOMEN DEANS AND CO UNSELORS
Executive Director: Ms. Joan M. McCall, 1201 16th Street, N.W.

' Washington, D. C. 20036
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NATIONAL ASSOCIATION OF WOMEN IN CONSTRUCTION
United Engineering Center, 345 E. 7th Street, New York, New York 10017

NATIONAL COUNCIL FOR THE SOCIAL STUDIES
Committee on Social Injustice for Women
Chairperson: Dr. Dell Felder, University of Houston, Houston, Texas 77004

NATIONAL COUNCIL OF ADMINISTRATIVE WOMEN IN EDUCATION
President: Ms. Frances Hamilton, 1201 16th Street, N.W. ,Washington,

D. C. 20036

NATIONAL COUNCIL OF TEACHERS OF ENGLISH (NCTE)
Women's Committee
Chairperson: Dr. Ianet Emig, Dept. of English, Rutgers University

New Brunswick, NJ 08903

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 EDUCATION ASSOCIATION
Women's Caucus
Chairperson: Mrs. Helen Bain

NBA, 1201 - 16th St. , Washington, DC 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

NEW WOMEN LAWYERS
36 West 44th Street

- Room 509
New York, New York 10036

PHILOSOPHY OF EDUCATION SOCIETY
a. Women's Caucus

Chairperson: Dr. Elizabeth Steiner Maceia
Dept. of History & Philosophy of Education
Indiana University, Bloomington, IN 47401

b. Committee on the Status of Women (same as above)

n....m-..



POPULATION ASSOCIATION OF AMERICA
Women's Caucus
Chairperson: Prof. Ruth B. Dixon

Dept. of Sociology
University of California, Davis , CA 95616

PROFESSIONAL WOMEN" S CAUCUS
P. O. Box 1057, Radio City Station, New York, N. Y. 10019
President: Ms. Margaret Anderson, Rockland City Guidance Center

for Women, Palisades, New York 10964

SOCIETY FOR CELL BIOLOGY
[Women in Cell Biology
Chairperson: Ms. Virginia Walbot

Dept. of Biology
Yale University, New Haven, CT 06520

SOCIETY FOR WOMEN ENGINEERS (independent group)
' Executive Secretary: Ms. Winifred D. White, 345 East 47th Street, New York,

New York 10017

SOCIETY OF AMERICAN ARCHIVISTS
Ad Hoc Committee on the Status of Women in the Archival Profession
Chairperson: Dr. Mabel Deutrich, Director, Old Military Records Division,

National Archives and Records Service, Washington, D. C.

WOMEN ARCHITECTS, LANDSCAPE ARCHITECTS, AND PLANNERS (WALAP)
. 39 Martin Street, Cambridge, Massachusetts 02138

THETA SIGMA PHI (Nat‘l. Soc. for Journalism/Communications)
President: Mrs. Fran Harris, WWI Stations, Detroit, MI 48231

UNITED PRESBYTERIAN CHURCH IN THEUSA
‘ Task Force on Women

Co——Chairpersons: Pat1icia Doyle and Elaine Homrighouse
Board of Christian Education
United Presbyterian C11u1ch, Witherspoon Bldg.
Philadelphia, PA 19107

WOMEN'S ACTION ALLIANCE, INC .
200 Park Avenue, Room 1520
New York, New York 10017
Coord. Di1ecto1: Ms. Brenda Feigen Fasteau



NORTH CAROLINA STATE UNIVERSITY AT I‘LALEICHI'

[)lVISlUN or UNIVERSITY STUDIES
ZIP 27607

MEMORANDUM

TO: Alumni Affairs
Athletics
Chancellor's Office
Computing Center
Fort Bragg Branch
Foundations and Development
Graduate School
Information Services
‘International Programs
Radiological Safety Officer
Research Administration
Water Resources Research Institute

FROM: A. Carnesale, Head
Division of University Studies

SUBJECT: Affinnative Action Planning

March l3, l973

Enclosed for your information is a draft of an ”Affirmative
Action Plan for Additional Administrative Units." Included among
the "Additional Administrative Units" are the addressees of this
memorandum, the Provost‘s Office, and the Division of University
Studies.

I believe that this plan reflects the information and sugges-
tions provided by each of you. Any further comments you might care
to make would be welcomed.

Thank you for your help.

Enclosure

AC/S
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Draft
A. Carnesale
l3 March l973

AFFIRMATIVE ACTION PLAN
FOR

ADDITIONAL ADMINISTRATIVE UNITS

Introduction

This document describes the employment programs of fourteen of the smaller

administrative units within the University. Included are the offices of: Alum-

ni Affairs, Athletics, the Chancellor, the Computing Center, the Fort Bragg

Branch, Foundations and Development, the Graduate School, Information Ser-

vices, International Programs, the Provost, the Radiological Safety Officer,

Research Administration, University Studies, and the Water Resources Research

Institute.

The types of functions performed by these units are extraordinarily di-

verse; ranging from the primarily administrative functions of the Office of

the Chancellor, to the primarily teaching function of the Division of Univer-

sity Studies, 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.,

”additional administrative units") is to facilitate the statement of meaning-

ful and realistic affirmative action goals.

The administrative positions associated with these units are considered

as part of the "central university administration" (which is the subject of a

separate affirmative action plan) and are not reflected in the data, goals, and

plan presented her.
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Current Employment Profile

Within the fourteen administrative units are employed a total of 53 academ-

ic personnel (in EPA positions) and 116 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.

It is recognized that the proportions of women and minority races holding

EPA positions at the instructor and professorial ranks (l2% and 4%, respective-

ly) are relatively low. It is noted also that women earn l0% less than men of

the same academic rank.

In the case of SPA personnel, the proportion of women is 65%. All of the

secretarial, stenographic, typist, key punch operator, and housekeeping posi-

tions 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

lO%

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 any of the four-

teen "additional administrative units." Increases in the proportions of women

and minority race representatives will be achieved primarily through replace-

ments. Because turnover rates in the past five years have been low, and be-

cause estimates of future turnover rates are highly uncertain, it appears a-

ppropriate to establish affirmative action goals in terms of proportions of

women and minority race representatives among employees to be hired and promot-

ed in the next five-year period (rather than in terms of numbers of women and



TABLE I

CURRENT EPA EMPLOYMENT PROFILE

Position SEX RACE
Ma1es Fema1es White Minority

Professor 4 0 4 0

Associate Prof. 3 0 3 0

Assistant Prof. 7 1 8 0

Instructor 8 2 9 1

Research Assoc. 1 0 1 0

Research Asst. 6 1 7 0

Other 4 16 10 10

TOTALS 33 20 42 11

(62%) (38%) (79%) (21%)
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TABLE 2
CURRENT SPA EMPLOYMENT PROFILE

POSITION SEX RACE
MaIes FemaIes White Minority

Accounting Clerk 1 2 3 0

Address. Equip. Op. 1

Administrative Asst.

Administrative Sec.

Asst. Director Info.

CIerk I

Clerk II

CIerk III

CIerk IV

Computer Operator I

Computer Operator II

Computer Programmer I

Computer Programmer II

Computer Programmer III

Computer Systems Ana. II

Computer Systems Ana. III

Computer Systems Mgr. II

Cook II

Data Processing Mgr. I

Data Processing Mgr. II

Data Processing Mgr. III

Editoria] Assistant

EIectrician II

Housekeeping Assistant



Males

Info. & Communic. Spec. II 0

Intermediate Clerk 0

Key Punch Oper. II 0

Key Punch Unit Supv. II 0

Maintenance Mechanic II

Plant Main. Supv.

Radiation Survey Tech.

Secretary II

Secretary III

Secretary IV

Steno I

Steno II

Steno III

Stock Clerk I

Typist I

Typist II

Typist III

Warehouse Mgr. II

University Archivist

4o
(35%)

-5-

Table 2 - Cont.

Females White

3

l

76 104
(65%) (90%)

Minority

0

l2
(10%)
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minority race representatives to be employed or in terms of proportions extant

at the end of the five-year period).

With regard to EPA positions, it is intended that the following affirmative

goals will be achieved over the next five-year period:

l. At least one out of each five new EPA employees will be a woman;

2. At least one our of each eight new EPA employees will be a representa-

tive of a minority race;

3. At least one out of each five employees hired at or promoted to the

instructor and professoral ranks will be a woman; and

4. At least one out of each ten employees hired at or promoted to the

instructor and professoral ranks will be a representative of a minority race.

With regard to SPA positions, it is intended that, over the next five-

year period, at least one out of each five new SPA employees will be a repre-

sentative of a minority race.

Implementation

The small number of EPA positions in each of the "additional administra-

tive units," coupled with the wide diversity of personnel qualifications among

the units, render impractical the implementation of a unified program for re-

cruiting women and representatives of minority races. Each unit will recruit

personnel for EPA positions by means of and through channels appropriate to the

particular position. These means shall include notification of other institutions

and advertisement in publications of professional groups.

All 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
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following information on each candidate considered seriously for the position:

name, sex, minority group affiliation, manner of recruitment (or other means

by which contact with candidate was made), qualifications, comparison of qual-

ifications 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 coordination

with the University Personnel Office. All SPA position vacancies will be filed

with that office. Each of the fourteen "additional administrative units" will

submit annually to the Office of the Provost a report summarizing their SPA

position affirmative action activities. Included for each SPA position fill-

ed during the year will be the following information on each candidate: sex,

minority group affiliation, manner of recruitment (or other means by which con-

tact with candidate was made), qualifications, comparison of qualifications with

those of the selected candidate, and expression of interest (positive or nega-

tive) expressed by the candidate.

It will be the responsibility of the Equal Employment Opportunities Officer

(a new position to be created in the Office of the Provost) to coordinate re-

cruitment efforts for women and minority race candidates for EPA positions and

to prepare annually a report to the Provost summarizing and evaluating the affir-

mative action activities (related to both EPA and SPA positions) of the "addi-

tional administrative units."
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III. Comments relating to our analysis of the print-
out material covering the University of North
Carolina at Wilmington, Asheville, Charlotte
and Greensboro.

IV. Universal requirements covering all schools within
the North Carolina State University System.

I. North Carolina State University at Raleigh

North Carolina State University does not have an ' ' -'
approved affirmative action compliance program. We did note
that a clearly written policy on'equal employment opportunity
has been initiated by the President and disseminated within the
University by the Chancellor. This policy reflects the
affirmative commitment of the University to edual employment
opportunity as well as its commitment not to discriminate in
employment because of race, color, religion, sex or national
origin. Whereas the clarity of the policy is unquestionable,
the implementation and results-should be measurable. It is
in this reference that the following findings, though not all
inclusive, serve as indicators of corrective action which should
be taken. - '

A. Personnel

From the statistical data available, we found that
of 1,439 faculty personnel, l3 (.9%) are Black and 95 (6.6%)
are female and 116 (8%) represent other minorities.

1. Of the 10 departments in the School of
Engineering, no Blacks are in any EPA positions and one female
holds the position of Associate Professor. .There is a total of
186 EPA personnel.

0f the 58 EPA employees in the six departments
of the School.of Education, none are Black and 10 are female.
Of the 10 females, four are in positions at the Instructor level
and above. .

as
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Of the 45 EPA employees in the three depart-
ments of the School of Forest Resources, there are no Blacks
and no females. Of the 178 EPA employees in the four depart-
ments of the School of Physical and Mathematic Sciences, one
is Black and eight are females. They serve in positions of
Instructors and Assistant Professors. Of the 465 EPA employees
in the 16 departments of School of Agriculture and Life
Sciences, three are Black and four are female in positions of
Instructor and above.

0f the 250 EPA employees in nine departments in
the School of Liberal Arts, three are Black and 41 are females.

Of the 38 EPA employees in the three departments
in the School of Design, none are'Black and one is female.

Of the 41 EPA employees in the School of Textiles,
none are Black and two are females.

In other EPA positions, there are 176 employees,
six of whom are Black and 28 are female.

The policy of the University is to allow depart-
'ment heads to hire EPA personnel as they are more apt to know the
requirements of the positions.- The administration approves the
salary recommendations for the position. '

2. NonLacademic personnel (SPA r- subject to State
Personnel Act). There are 256 job classifications for the 1,928
SPA employees. Of the 256 job classifications, 150 are all white,
with less than five persons in any one classification, and there
.are 31 job classifications with five or more persons that are all
white. Of the 256 job classifications, twenty are all Black with
less than five persons and four are all Black with five or more
persons. Ho Black is in an SPA job classification receiving pay
over $9,000, while there are 79 job classifications filled by white
males and 15 job classifications filled by white females receiving pay
over $9,000. The preponderance of Blacks is in lower paying positions.
The stated policy of the University is to employ without regard
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to race, color, sex or national origin. The SPA turnover rate

is approximately 25%. '

B. Hiring and Recruitment Findings

1. Academic Personnel (BAP)

The President and Chancellor have communicated

verbally and in writing (University Bulletin, Vol XLIII, No. 116,

dated June 10, 1971) that the University is committed to its
contractual obligations with the United States Government to ensure

equal employment. In April 1971, each department head was asked

to submit a memorandum reflecting its efforts to recruit and hire

Blacks and females. The same information had been requested again

in October 1970. The latest request for this information was on

November 4, 1971. The reSponses varied from little or no action

to intense efforts to employ Blacks and females. Many department

heads reflected that there is an absence of Blacks and/or females

in the specific field, or turnover in the department is low, or

the salary is not competitive. Whereas some validity may exist

in each case, data was not available to substantiate these positions.

It should also be noted that recruitment and hiring efforts are

frequently related to the participation of women and minorities

on committees which are involved in the selection and treatment

of employees. The review revealed that few women and minorities

are involved in this process which could have a direct relationship

to those departments.experiencing difficulty in attracting female

and minority faculty.

Recommendations: An availability study and

salary comparisons should be made to determine the validity of

such statements. Further, a person should be designated as an

Equal Employment Opportunity Officer to assist in assuring that

the requirements of the Executive Order are met.

2. Non-academic Personnel (SPA)

In a memorandum to the Administrative Council from

the Chancellor dated March 29, 1968, it was stated emphatically

that Blacks should be given priority for SPA positions and that

the State Personnel Office would recruit at Black colleges to



Page 5
Dr. William C. Friday

assist the University to fill vacancies. Subsequent to this,
the personnel office at the University realized that a majority
of the positions at the campus did not require a college degree;
therefore, the recruitment at Black colleges was inconsistent
with the needs of the University.

There is a central personnel office on campus readily identifiable
and accessible to employees and applicants. Additionally, there
are sub—personnel offices at the Physical Plant and at Agricultural
Extensions. The Central Personnel Office is in the process of
reorganizing its structure to improve its functions. There is
a Black female and white male interviewer. The three primary areas
in Personnel are: a) Recruiting and placement, b) Pay
classification and, c) Research and Records. Applicants have
been recruited at all state universities. Plans now are to recruit
at junior colleges and community colleges. Applicants also walk
in, mail in and call in. Personnel has developed a system in
which all applicants for positions are listed by number and skills
in a "Weekly Report of Applicants." -This report is sent to depart-
ment heads on a weekly basis. If a department head has a vacancy
or expects a vacancy, he may use this report to request the file
of the applicant and follow up with interview and hiring. The
race of the individual is not pn the weekly report. Whenever a
vacancy exists in a department, the department must notify Personnel.
Personnel prepares a list of vacancies to be posted in each depart-
ment. All departments, however, are §2£_required to recruit through
Personnel. Personnel, however, must prepare the paper work regardless
of how an applicant is recruited. Advertisements for positions have
been placed in newspapers for positions difficult to £111., There
was no evidence that the Equal Opportunity Employer tagline has
been included in such advertisements. It was stated that Equal
Employment Opportunity posters_are placed on campus, however, no
Office for Civil Rights team member saw one during their stay on
campus. ' ' . ‘

Applications for SPA positions are kept active
for thirty (30) days. A request can be made to keep it active for
additional time. After thirty (30) days, they are kept in an
inactive status for six months, then destroyed.

Grievance procedures have been established for
employees. The University's personnel policies are issued by the
State Personnel Office and appear satisfactory in meeting require-
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ments of the Executive Order.

Recommendations: The Central Personnel Office
‘should assume complete control of all personnel functions of the
University. The Equal Opportunity Employer tagline should be

- included in all job announcements and advertisements. Equal
Employment Opportunity posters should be conspicuously placed
on campus. . -

C. Perscnnel Placement '

There are 24 job classifications which are all
Black. However, these classifications are concentrated largely
among the lower skill groups. The mixed job classifications are
also concentrated near the lower skill groups. Further, as higher
skills, which includes higher pay, are required for jobs, the jobs
are predominantly White or all White. One step further reflects
that as the skill levels and pay are increased, the race and sex
of the persons in such positions show a predominance-of White males.

Job classifications in which there are five or more
Blacks and no Whites are as follows:

- - Number Average
Job Title ' of Blacks Salary

Floor Maintenance Man I 10 $4,547
Housekeeping Foreman' 21' 5,420
Mail Clerk . 5 5,270
Housekeeping Supervisor 7 6,273

Job classifications in which there are five or more
Whites and no Blacks are as follows:

.q.-f~n~g,.-.
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Job Title

Intermediate Clerk
Accounting Clerk I
Key Punch Operator II.

* Duplicating Equipment Operator II
Clerk III
.Accounting Clerk II
Statistical Aide III
Agriculture Research Trainee
Administrative Secretary
Clerk IV
Accounting Clerk III
Carpenter II _
Maintenance Mechanic II
Electrician II
Farm Foreman
Maintenance Mechanic II
Grounds Foreman -
Statistical Analyst
Administrative Assistant
Staff Nurse
Air Condition Mechanic
Research Mechanic II
Maintenance Mechanic IV
Electronic Technician II '
Computer Programmer I-
Electronic Technician III
Instrument Maker II .
Farm Superintendent II
Research Analyst
Computer Programmer III
Consulting Engineer I

Number
9£_Ehi£ee

6
5

- 35
7

28
48 ‘
5

12

. Hw
UM‘DO‘OG‘DQD’N

H

H.

ONHO‘NUmmomO‘mHH

Average
Salary

$ 4,922
5,446
5,611
5,561
6,378
6,263
6,794
7,310
7,912
7,604
7,944
7,409
7,912
7,449
8,048
8,352
7,462
7,735
8,437.
7,989
8,688
9,345
9,411
9,098
9,872
11,150

' 11,350
11,920
10,212
11,919
12,640

The above chart is included to show that the "White
jobs" are types of jobs which Blacks should have no difficulty
obtaining if affirmative efforts are implemented. '

There are l16 job classifications in which there are
only White males. There are 37 job classifications in which there
are only White females. Twelve of the 116 White male job classifi—
cations have five or more employees in the classifications.
the 37 White female job classifications have five or more employees

. in the classification.

Six of

1,,»
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A general review of the above reflects that while
there has been a plan to rid the University of ”Black" jobs,
"White" jobs, "male" jobs and "female" jobs, much remains to be
accomplished in this.area.

Recommendations: The University should focus its
employment practices on the non-utilization and under-utilization
of Black and female employees. Further, the referral-to—job
method should provide assurance that referrals will be made in
accordance with Executive Orders 11246 and 11375.

D. Salary and Wage Comparison

1. Academic Personnel (EPA).

, The University has undertaken a study of salary
differences. The result of the study provided for 5% increases for
males and 8% increases for females for the 1971—72 academic year. '
It is recognized, however, that this advantage for females for the
1971-72 school year has not rectified the differences and continur
ous study is underway to provide equitable pa" for forthcoming pay
increase periods. ' . -

Recommendations: The University shall be
commended for steps taken to date. Continuous salary adjustments.
should be made until equality has been obtained. The University
should set timetables for the achievement of pay equity as-well
as be prepared to substantiate any differences existing after such
timetables have been met and notify this office.

2. Non-academic Personnel (SPA)

The North Carolina State Personnel Department sets
state classifications and salary ranges for SPA positions at the
University. .11 persons entering a job classification with the same
or similar eizperience are expected to be brou3ht in at the set pay
scale. Within each job classification are six steps. An employee
with satisfactory performance will mov'e through the first three
steps annually. After that, merit increases are given based upon
the subjective ratings of the supervisor, because the state does not
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provide sufficient money that each step may be achieved automatically
and it serves as an incentive to employees. -

There were very few incidents of pay inequity
within any specific job classification. The general problem insofar
as pay is concerned seems to be a result of the type problems referred
to in the previous section -- "male" jobs, "female" jobs, "Black" jobs
and ”White" jobs. The following table reflects average salaries by
race and sex for all job classifications.

White Average White Average Black Average Black Average
Males Salaryi Females Salary Males Salary_r Females Salary

570 $8,568 867 $6,350 333 $4,954 , 151 $4,800

Again, this reflects that Blacks and females
are in lower positions and receiving lower pay than White males.

E. Emcloygent Testing '

1. Academic Personnel AjEPA)

EPA teaching faculty may be asked to give a
lecture before faculty members in the department, or meet with a
committee of the University prior to acceptance for employment.
No formal testing is given..' -

2. Non-academic Personnel (SPA)

The University does not require tests as a
prerequisite to hiring or promotions. Department heads have been
known to ask applicants to demonstrate their skills in typing and/
or shorthand prior to being hired.

Recommendation: Strengthening of personnel
functions such as having each department head notify the Personnel
Office as to why a Black or female applicant was not chosen would
reflect department practices as to whether such impromptu testing
.may be exclusionary.
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F. Employee Advancement

1. Academic Personnel (EPA)

There were 26 White males promoted from Associate
Professor to Professor, including two other minorities. There were '
27 White males promoted from Assistant Professor to Associate
Professor,_including one other minority. There were nine promotions
from Instructor to Assistant Professor including one Black and two
females. There were 19 miscellaneous promotions including one
female and one other minority. All promotions were given between
January 1, 1971 and October 31, 1971. Department heads have the
responsibility for recommending individuals for promotions.
Recommendations are based upon teaching ability, research and
relationships within the faculty.

, Recommendation: The University should develop
procedures that will assure that promotion practices do not exclude
eligible Blacks or females and notify Office for CiVil Rights.

.2. Non-academic Personnel (§PA)

‘ The following chart provides a breakdown of
SPA promotions from January to October 1971 by race, sex and salary
information:

(See next page for chart)



NON-ACADEMIC (SPA)
EMPLOYEES OF NORTH CAROLINA STATE UNIVERSITY
FINANCIAL DATA ON EMPLOYEES PROMOTED 1971

. Number Average Range of Salary Range Salary Range_ Race Sex Promoted Amount Received Amount Received Prior to Promotion After Promotion
Black Male 27 $396 $132 - $1,044 ' $3,660 - $6,528 $3,984 - $6,828
Black Female _9_ . 376 . 180' - 684 4,152 5,448 4,332 5,700
Total Blacks ' 33' 392

'whice Male ' 23 ‘ . 5 15,876
White Female 49 ' . 0 13,080

Total Whitee 72

GRAND TOTAL

White Male
White Female
Black Male
Black Female
Other Male
Other Female '

Total SPA Employees

,Dr._WilliamC.Friday‘ Page.11
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Department heads and supervisors have the
responsibility of making recommendations for promotions. The
State Personnel Office has to have allocated a position to which
a person is to be promoted, or a vacancy which exists for other
reasons. The aforementioned procedure of listing existing
vacancies on bulletin boards is to give notice to employees of
opportunities for promotion and/or transfer. ‘

Recommendation: The University should become more
involved in notifying directly eligible candidates for promotion.
Procedures should be developed whereby the University can assure
non-discrimination. Training programs should be provided with
the ultimate goal of increasing job performance and providing the
opportunity for advancement.

C. General Observations

The University has-undertaken affirmative efforts
in a somewhat unorganized manner to assure equal employment
opportunity. Members of the Society for Afro-American Culture
have offered their assistance, not as a prime recruiter for Black
faculty and students, but to encourage Blacks to come to the
University. This possible source has not been utilized.

The Good Neighbor Council of the University has
functioned to point our areas of human relations within the city
of Raleigh as well as on campus that has and can continue to be
beneficial to a sensitive administration and staff. A preliminary
report of October 1971, entitled, "Racism in Employment at North
Carolina State University: Pattern and Prospects" reflects the
magnitude of the Council's ability to deal with issues and to
make recommendations. This Council of University Personnel and
Students in this study has focused its attention on SPA personnel
that relates specifically to the goals of the Office for Civil
Rights. If the University would implement the recommendations in
this October report, many problems would be solved.

The University does not have an Equal Employment
Opportunity Officer for SPA personnel.
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Many individuals on the campus expressed desires
to obtain Blacks and females; however, there seems to be little
activity toward seeking out Blacks.

Five persons from the New Careers Program have
been employed by the University. The limited training programs
provided by the University are not a part of the Personnel Office.
It would appear that there should be coordination between the
Training Director and Personnel to assist in obtaining trainees
and keeping personnel informed of additional training received
by employees which would qualify them for advancement.

H. Conclusions

North Carolina State University must develop
and implement an Affirmative Action Compliance Program relating
to the above areas. The program must include detailed plans
to take necessary actions including the proposed dates for the"
completion of each action.

1. Achieve salary equity between current male
and female employees in every job category within the University'
which is currently occupied by both male and female employees.
This will necessitate a continuing analysis of employment records
and your analysis should be maintained for our examination.

2. Achieve a ratio of female and Black
employment in academic positions at least equivalent to their
availability. Specific numerical goals and timetables by
department must be included in this program and supported by
statistical analysis of applicant flow and availability.

V 3.’ Increase the participation by women.and
minorities on committees which involve the selection and treat-
ment of employees, both academic and non-academic. Again,
numerical goals and timetables must be presented.

4. Assure that female applicants for non-
academic employment receive consideration for employment
commensurate with their qualifications. Assure that the concept
of male and female, and Black and White job classification is
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eliminated through the recruitment, placement, transfer and promotion
of male and female applicants and minorities into occupations from
which they have traditionally been excluded. Numerical goals and
timetables for the achievement of these requirements, supported by

' statistical analysis, must be included in the program.

5. Assure that all present female and minority
employees.occupying clerical or other non—academic positions and who
possess qualifications equivalent to or exceeding those of other
employees occupying higher-level positions be given priority con-
sideration for promotions to higher-level positions for which they
qualify.' Numerical goals and timetables are also required to meet
this requirement.

Universitv of North Carolina at Chapel Hill

A. Hiring and Staffing Patterns -

The following statistics were taken from the print-out material
provided by officials at the University of North Carolina:

Academic Position Distribution by Race and Sex

Position White Black Male Female

Professor 1 408 ,' 1 401 . 17
Associate Professor 363 I 1 .323 51
Assistant Professor 477 . 1. 415 85
Instructor . 136 1 85 62
Lecturer ° 52 3 ‘ 34 22
Research Associate 101 4 . 103 . 29
Research Assistant 90‘ 0 39 56
Administrative 304 8 244 96

And Other __ ‘ __‘___

Total - 1,931 19 1 1,644 418

NOTE: Male-Female Total = 2,062
Black-White Tote = 1,950

Error accounted for by other racial groupings and computer errors.
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There are 116 SPA position Classifications within the
.University structure employing 516 employees. Of these, only
22 (19%) have Black emplOyees. Within these 22 position class-
ifications, there are 205 Black employees and 193, or 94%, work
in labor/service—type positions. These 193 SPA Black employees,
plus the remaining 12 Black SPA employees, earn less than an
average salary of $7,000 per year, even though 47% of the SPA
position classifications pay in excess of $7,000 per year in
the University structure.

There are 130 Black Housekeeping Assistants working
under the supervision of seven White supervisors; in fact, there
is no evidence that any of the 205 Black SPA employees are in
supervisory positions.

There are 20 SPA position classifications employing 22
SPA employees earning an average salary of $10,000 per year or
more. Of these 22 SPA employees, only two are females.

0f 75 departments listed, there are 42, or 56%, which
have no Black employees. 0f the 42 departments having no Black
employees, 22 have five or more employees and one has 72 employees.

0f 57 departments listed which employ EPA personnel,
21, or 37%, have no female EPA personnel.

Universal Requirements Applying to All Schools Within the North
Carolina State University System

A. As provided for in Sec. 60—l.20 of Subpart B, of the Rules
and Regulations of Executive Order 11246 where deficiences are
found to exist, reasonable efforts shall be made to secure
compliance through conciliation and persuasion. Before you as a
contractor can be found to be in compliance with the Order
must make a specific commitment, in writing, to correct any
such deficiences. The commitment must include the precise action
to be taken and the dates for completion. The following eight
major deficiencies have been found in the North Carolina State
University System and apply to each school within the System to
a greater or lesser degree. It is recognized that each school
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has achieved some varying degree of compliance and, further,
specific problem areas were found at one school which were not
present at other schools. In regard to these specific problem
areas, it is expected that the corrective action taken or
proposed would be included in the corrective action plan related
to that particular school. Although the format and style of
the corrective action plan rests with the officials of the
North Carolina University System, we are suggesting that a
general policy statement covering the equal employment
opportunity.requirements applicable to all schools within the
System be prepared. Following this statement, a corrective
action plan should be prepared for each school within the System,
based on the Specific and Universal Requirements contained in
this letter as relevant. Since Section III relates to our
analysis of print-out data alone, suggesting that at least
some of the problems found at the two schools where on—site
reviews were conducted are present, we believe the corrective
action plan for these schools should relate to our comments
in Section III, plus any additional requirements covered by
Executive Orders 11246 and 11375. This means that the four schools
which were not subjected to an on-site review should examine
closely their own equal employment opportunity practices to
assure that any needed corrective action is taken.

1. In view of the apparent complete absence or under-
utilization of both females and Blacks'in numerous position
classifications at both'the academic and non-academic levels of
employment, we are requiring that an availability study of both
Blacks and females be conducted in these job classifications where
they are either underutilized or absent. -

0n the basis of this study, you must then develop a
set of projected new—hire goals covering all of the academic and
non-academic positions where the underutilization of Blacks and
females exists. These goals must cover six-month increments for
non-academic positions, and 12-month increments for academic positions.

As provided in the Regulations covering Executive
Orders 11246 and 11375, goals may include similar position class-
ifications as a group; however, each position classification included
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within such groupings must be identified for reference and later
analysis. .

Projected new-hire goals must take into con-
sideration availability, attrition, expansion and termination rates.

Your corrective action plans must also indicate
the dates when your availability studies will be completed and your
goal setting can be established.

2. Develop a well-defined recruitment plan focusing
on Black and female recruitment, indicating what specific recruitment
methods will be utilized toward the achievement of the University‘s
stated numerical employment goals. This recruitment plan should
address itself to the various recruitment deficiencies and problem
areas pointed up in this letter. ~Provide a date for completion of
this requirement. '

3. Develop to the greatest extent feasible, 3
training and promotion plan specifically designed to encourage
and activate the upward mobility of Blacks and females into or
toward those job levels and classifications where they are non-
utilized or underutilized. This plan should include a statement
to the effect that the University has undertaken and completed a
study of its work force and personnel files for the purpose of
identifying possible under-employment among its Black and female
employees and communicate an assurance that any.such employees
identified will be given priority consideration for promotional
purposes. This plan, the under-employment study and its results,
and semi-annual goals covering at least a 12-month period must be
defined in an acceptable time frame.

4. Develop a set of objective criteria by which
the monetary worth of faculty members might be comparatively
adjudged, and by which said faculty members might be comparatively
graded or rated. On the basis of these standardized criteria,
analyze and rate each faculty member in each department. Where
faculty members in an academic department are graded higher, but
receive the same or less money than their male faculty counterparts,
immediate corrective action should be taken.1 The same or similar
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criteria should be developed for rank and promotion comparisons,
with needed corrective actions forthcoming. The criteria
developed and utilized by the University for purposes of com-
parison and rating should be applied on a consistent and stand-
ardized basis within the various academic departments of the
institutions. The set of criteria adopted along with the
analyses and corrective action taken by the University should
also prescribe an established time frame for completion.

5. Identify Spouse-pairs employed by the
University and undertake an analytical study of their credentials '
and employment status to ascertain whether and to what extent
female Spouses, as a class, have been equitably'dealt with. It
is possible that the study's results might indicate the University's
need to alter or discontinue its current policies pertaining to
the employment of relatives. An explanatory statement regarding
the University's intentions relative to maintaining, altering or
discontinuing its current nepotism policies should be submitted
with the above requested materials. The time frame for completion
of this action should also be indicated.

6. Enclosed with this letter is a copy of Federal
Rules and Regulations pertaining to employment testing. Against
the back-drop of these Rules and Regulations, the University is
advised to inform our office as to their specific intentions
regarding the future use or discontinuation of those invalidated
employment tests in current use.

7. Take immediate action to ensure the fulfillment
of each of those technical requirements outlined by this letter
as having not been satisfactorily met. Submit definitive particulars.

8. Develop a plan designed to upbuild and ‘
strengthen the University's equal employment opportunity policy,
to communicate said policy to all University personnel, and to
monitor and control equal employment opportunity activities and
progress. Such a plan should, at a minimum, address itself to

each of the following elements: (If any of these-elements are
already Operative, in part or in full, simply note appropriate
particulars.)
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a. The appointment of one or more equal
employment opportunity officers with well-defined powers and
responsibilities who has (have) direct-line communication with
the President of the University.

b. The continuing development and dis-
semination of the University' 5 equal employment opportunity
policy and activities to all personnel.

c. The deve10pment and dissemination
of official University_policy to the effect that: No advertise-
ments of any sort will be published in which racial or sexual
(except in those rare situations where sex can be established
as a bona fide occupational qualification) preference is indi-
cated; that all University advertisements -- academic,_professional
and non-academic -- will carry the required employment tagline,
"An Equal Opportunity Employer;" and that qualified applicants,
regardless of sex, will be given serious and equitable considera-
tion for each and all University job openings, irreSpective of
the nature of the work involved and of traditional male and
female connotations associated with the work.

d. The auditing of all incoming job applicants
as to sex, race, referral source and type of work applied for,
and the auditing of the routing and results of the internal
referral of job applicants to University hiring officials.

e. The development of a periodic and systematic
reporting system by which the various section and department heads
of the University keep the Equal Employment Opportunity Officer(s)
and the University President informed as to their affirmative
action efforts and results.

f. The development of a well-defined plan
showing how the Personnel Office, in the non-academic sphere, and
appropriate designated administrator(s) in the academic sphere,
will be supplied with the opportunity resources, flexibility and
authority to develop and utilize policy, procedures, and programs
which will ”get the job done," insofar as equal employment
opportunity activity and results are concerned.- This plan should
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clearly outline provisions which will enable the Personnel Office
and/or the University to deal firmly and effectively with hiring
officials at all levels who, by their action or inaction, show
'disregard for or lack of understanding of the University's equal
employment opportunity emphasis, insofar as the hiring of
employees is concerned. '

In conclusion, this letter represents our findings as a result of
the contract compliance reviews covering the University of North
Carolina System. Within a period of approximately two weeks,
representatives of our office will plan to meet with you to discuss
the contents of this letter and other implicit procedures contained
therein. Our representative will telephone your office to establish
the actual time and date of our meeting. 4 - -

We wish to thank you and your staff for the excellent couperation
and interest shown our representatives during this review. Because
of this cOOperation and interest we are convinced that rapid
progress toward amelioration of problem areas will be accomplished.

Sincerely yours,

William H. Thomas
Regional Civil Rights Director
Office for Civil Rights
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P. O. Box 5067, RALEIGH, N. C. 27607
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February 8, 1973

R. Callowaz//// T. Littleton
Carnesale E. McKinney
G. Carson . D. Memory
W. Chaney C. Saylor
J. Dolce C. Talley
J. Hassler L. Turner

Uzell

Clauaton Jenkins

Some of you have asked for an example of an Affirmative Action plan for another

campus. Attached is a copy of a plan for Dartmouth College. I do not know whether.——-‘
it was accepted by HEW.

CJ/mg

Enclosure
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PREAMBLE

On April 15 the Trustees of Dartmouth College affirmed

the commitment of the College to treat all appointments, assign-

ments, promotions and conditions of employment in a non-discriminatory

manner and without regard to race, color, creed, sex or national

origin. The Affirmative Action Plan reflects this policy and sets

forth those actions that the College must take to realize this

commitment.

Dartmouth College was founded more than 200 years ago

to train its students for positions of leadership. The composition

of its student body has been highly diversified in recent years

'due, first of all, to a significant expansion in its program of

financial aid, secondly through an equal opportunity program

under which the number of students from minority groups has been

lincreased greatly, and most recently, by inclusion of women under-

graduate students.

To provide the highest quality education and to prepare

this diverSe student body for professional pursuits, Dartmouth

College employs a large professional and non-professional staff.

This Affirmative Action Plan recognizes the role of the College

bofh as an educational institution and as an employer, and

provides a set of plans that will insure a maximum effort to

achieve the goal of equal opportunity. To that end'all members

of the Dartmouth Community share responsibility for carrying out

the aims of the Affirmative Action Plan and for bringing into being

the reality of equal opportunity for all empl yvcs of Dartmouth College.

[8/ John G. Kemeny
President
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I. GENERAL STT"d‘L-‘H 0F EQUAL EMPLDYI‘ENT OPPORTUTITY

A. Policy

As an employer, it is the policy of Dartnouth College that there will

be no discrixdhation because of race, color, creed, sex or national origin.

This is tte policy of all departments, all auxiliary activities Operated by

Dartmouth College, and all parts of Dartxouth College incucing the College

of Arts and Sciences and the three Associated Schools, The A305 TUCk School

of Business Adnunistration, The Thayer School of Engineering and the Dartmouth

Medical School.

This goal of equal Opportunity and the implementation of this goal are

the essential elements of Dartmouth's Affirmative Action Plan. Thus, it is

a positive plan designed to provide equal opportunity and nondiscrflmination

with reSpect to minority groups and women and to increase their utilization

at all levels in the College.

B. Resoonsbiil itv

A Special Assistant to the President for Minority Affairs is to be

appointed. as percon will serve as Affirmative Action 0:ficer responsible

IO" insuring that a con entious effort is race to achieve the goals of the

In the discharge of this req:onsibili . the Alfirwotive Action 'fficer

udll develop an: cut intoeffect a repcrtin; a:d aucitihg svstenxto secure

such statistical reports as will provide a regular and orderly flow oi

accurate infcrration conC2rnin. recruitirg and erpl ytent of minority
.‘peroOflS and uv;xu LVC:y 0 ft)ficer of the College, Dean, Department



Chairman and unit supervisor charged with responsibility for recruiting

and intervie-zin; appllicants for employment will maintain a record of

these activities for reporting purposes. An annual Affirnative Action

Wes will be prepared for the President by the Affirmative

" out his responsibility the AffirmatiVe Action Officer

ssisted :y a Re»iew Board cosposed of the following

indiViduals:

(l) The Vice President (women's affairs); who will serve

as Chairman.

(2) Vice President and Dean for Student Affairs or

The Vice President and Dean of the Faculty, or his

representative.

(H) The Personnel Director.

The Review Board will be charged with the following functions:

(1) monitor recruitrent efforts for all positions at DarUmuth

College to 31Aranteethat conscientious efforts are being

made to locate q= filed women andm reers of minc-rity

.:.Jitn College.
ad:nistrati"e of

grozotion Ior all/star'f .Vloyces

~Us,‘ ‘—-“(Uh-

in



The Review Board will be assisted by three Review Committees

representing the three major enployee categories, Faculty, Administra-

tion and Staff, at Dartmuth College. If there is a situation involving

possible discritrlnation in recruitment or employment conditions, the

Review Board will consult the appropriate Review Committee. The Review

Committees will also serve as r. *nitors to the Review Board for grievances

involving sez-rual or racial discri'rdnation.

' 1. Faculty Review Committee: at least fifty percent of the

members women and minority faculty members. [See

Appendix II. TheReport of the Committee on Women Faculty

which reco... ends the formation of such a group to evaluate

recruitment and employment policies for women faculty

members . J

2. Administrative Review Committee: at least fifty percent

of the members women and minority administrators.

3. Staff and Service Review Committee: as specific situations

involving staff and service personnel arise, the Review

Board will constitute review committees representing

apprOPriate groups of employees with significant represen-

' _ - tation of women and minorities.
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II. ENPLOY“L"T PROCPAM FOR DARTNOUTH COLLEGE

A. Equal Emtlayment CTTCTTUley Policv

The employment policy of Dartmouth College is nondiscriminatory.

Appointments, promotions, and conditions of employment are made on the

basis of merit and without discrimination because of race, color, creed,

religion, sex or national origin in conformity with Federal Executive

Orders llZHB and ll375 as amended and other ‘ Mp.menting regulations.

The purpose of Dartmouth s . firuative Action Plan is to correct

certain problem areas in the employment situation of the College. Among

these are the lack of minority and female representation on the adndnis-

trative level and the under representation of women and ndnority groups

in teaching positions.

However, considerable progress has already been made in correcting

these weaknesses; the Affirnetive Action Plan will provide for continuing

progress. Specw‘fmdly the Affirmative Action Plan establishes goals and

policies that will (1) continue to improve the ratio of minority and female

employment in academic positions by additional efforts to recruit and appoint

qualified applicants; (2) recruit and hire additional minorities on every

level and in all elements of the College; (3) implement the recently

developed coll-e:ide personnel system.for staff and administration to go

into effect July 1, 1972. This system is desienzd to regularize the job

structure and to provide mesns for encouraging employees to upgrade their

job re:*on--.1-i-ies and capabilities through promotion and trensfer within

GCOllego.

It is the Eclicy Ofu“i outh College that in the process of

irecruitzent a.; goszibie scurces far recruiting rixdorr] and women

candidates will :e actively pursued and that qualified candidates, when

' ‘ .‘" J ..' , k -
identiiicd, will .e are:ulaé:d to apply.



Yurthertore, no appointments will be made until minority group and

fuxuln u,gi;iltcs have been sought. If necessary, and in order to enharce

nutu the goals of increased employment for women and minorities

*‘n (‘,L;.;; may find it desirable to place a limit on appointments in oneLAI.

or 2:;w wrgld,.ent areas until women and minority persons are appointed.

At present procedures for consideration of complaints are established

:nnel policies and procedures of the College as set forth in the

the Office of the Dean of the Faculty, the Deans of the

. Schools and t.e ffice of the Director of Personnel. In the

futuzw, u;mplaints of discrimination with respect to equality of employment

or failur” to adhere to the policies and procedures of the Affirmative Action—

len any Le nude to the Review Board established under this Plan. (See Page 2.)

Ikumnouth College will insure in all solicitations or advertisements

: cr on behalf of the College that applicants will receive consideration

xxx-«q,itvment without discrimination as an Equal Opportunity Employer. Also

it wiit insure trrough appKOpriate procedures that contractors, subcontractors

.uiizifi 53 with whom the College deals will submit a statement that they adhere

to -u..‘ 0;;ortunity employment.

There is no "anti-nepotism" rule, written or unwritten, that prevents

'; and wives from »n - ent :t Eartmouth Colley Dartnouth College

5 without regard to family relations.

to the local later maa‘ket, certain

garticular family do not report to

CFBS“EE rn’crnitv lexxe policy at Di..xouth Colleq:zis thatk..- 4
.L“/' J, ,.'~,'1 \.3 Mi...,4..‘.' 7...” Ch ' 1.0 1 . J t: .5 C w h“; ‘Lq..y‘.; ,7‘ " evu 94‘ “5“. L.’ {1. -u‘..\ u ~ '..— .‘vrul . .. L...) H!»- J)“ LO- C L-Ga—‘CJL 'mb.

. " id 0 - ‘ q ~-...' ,A_'"'. ‘ ”n‘ .,,‘ H. >. . I _‘u ..,.. . l u .n o.»u.iu..;.n. .euuie km.-u\tt -. i he reinstated LO M1?Lr Oflglnal

_; A PSSlllfin 0: line status and ply.l
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The following pages contain the specific Affirmative Action employ-

?” the three major categories of employees of Dartmouth

College: (1) faculty; (2) administrators; (3) staff and service. Each

program presents the current employment si ’ tion with an analysis of

problem areas; establishes goals and timetables; and proposes means of

0ohm. , Wimplementa tio. . .



FACULTY OF ARTS 9:1) screrss e ASSOCIATED SCHOOLS: mm-Wm? seesaw

All provisions of the Equal Employment Policy Statement of Dartmouth

College are pplicable to members of the faculty. For both moral and

educational reasons, the goal of the College is to achieve a diverse

multi~racial faculty of both sexes.

. p i, V‘ .n- _.- W. by..-A. u» g » ,. --een- _ plexus.”

aSt three years the College has taken a number of steps to

recruit semen and minorities; the progress can be seen in the following table:

Representation of Women and Minorities in the Faculty *

Faculties of Arts and Sciences
and Associated Screols 1967-68 1971-72

Women 12 28

Minority Groups 6

* For-Medical School only full—time faculty are shown.

Despite this advance, there are a number of problems requiring resolution

if Dartno th College is to attain adequate representation of unnority gro ps

and women on the faculty. Since the circumstances for women are different

from those of minorit) groups, they are discussed separately.

1. women:

a. Recruitgjgg. .xh College was founded in 1669 as an

all—male uncer-r-_-a.e institution: the lack of eonen_on the faculty

reflects this history. In the past there have been no speccial recruit-

- to appoint women to the faculty.

'.5tructor and professorial ranks, there are £26

position: 0: hich 28 or 6. i3 'aheld 2y women. Yet on hat“

mrzrcldin;‘ c ‘ -- ' " v. - professions

A- - -~' 1-wa :,,~EuLCa1_on, ungl-sn,

and the percentages aha



substantial in several other disciplines. In all disciplines the

e of “omen holding ‘octorates is 13.3%.

Since the number of women candidates available for faculty positions

indicates no serious shortage in the m rket, the first step to be taken

by Dartmouth is to organize a systematic recruitment effort to secure

rcme wor3n on its faculty. The College will have to seek out women

candidates 3:nce some do not think of approaching Dartmouth because

of its male tradition.

b. Part-Time Faculty Appointments. A.pmoblem confronting the

qualified spouse of a Dartnouth employee is the scarcity of professional

‘career opportunities available in the sparsely settled rural region

surrounding Hanover. Except for Dartmouth, the Hitchcock Regior

Medical Center, and the U.S. Army Cold Regions Laboratory, there are

few outlets for professional academic persons in the Upper Connecticut

Valley. Thus, the aSpirations of many qualified spouses of Dartnouth

faculty for an academic career have been frustrated by this lack of

opportunit.. It is rare indeed that two vacancies at Dartmouth open

up simultaneously for a married couple. This situation has 0‘ten

discouraged faculty whom Dartnouth College is recruiting or whom

Dartnouth wishes to retain.

In an effort to respond to this situation, Dartxouth has offered

interested faculty spous=s faculty appointments one"fill-in" basis,

often to women whose family cuties prevented them from a full-tine

commitment to the College. In the past some of these appointments,

with the best of intentions, were nade with more consideration to

departmental needs than to the person involved. Further, ese part—
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time appointments offered little cpportmity for advancement in the

regular rank or for scholarly activities, particularly in the Arts

and Sciences. Sometimes insufficient notice was given to the incumbents

with respect to assignment of teaching loads and reappointment. Also

salary arrangemnts occasionally were made summarily.

finally, these part-time appointments required a conmitment to

Wonly. Thus, mymre not attractive to ”some professional

mean who wanted full opportunity for professional advancements.

For these reasons, then, this type of part-time appointment at

Dartmouth College has often served to meme rather than

solve the problem for qualified .m. -

@331. Since salary scales for full-time regular positions

at Dermouth'are fomalized,‘ wifinut regardto sax, there has been no

discrimination. than appointed to the instructor and professorial

rarzks have enjoyed the-same canpensation pattem as men. Since the

salary scales inthe Locturerronkhave not been so fomalized, theme

myhavebeexainstarbesintrepastwrmdiffaontiationinsalary

soelesforfiaisrankdidoocw.

2. Mined}! Groups: nobles: Areas ' .

‘In January 1969 the Darmouth Board of Trustees adapted the recon-

nsndations sunnitted by its _Cmmittee on Eqml Opportmity which had

the obligation to survey Dartmuth's comionents to provide better

opporttmities for m‘mrity and other disadvantaged groups . These

recorrmendations, among others, called for a'substantially increased

.enrollmnt of black students with special program to assist in their ,

transition to college-level acedwc. standards and enxdmnxnents. Also

it Wed armed recognition of underprivileged students of other

n..w,.m'.‘qafl.rrwfihx . .. ‘_ “me. ., . y.‘ “mm v” “1" _



ethnic groups , primarily those of econcmically and educatiomlly

disadvantaged status living in the Upper Connecticut Valley. To

implement these reconnendations, 'Dartmuth has expanded its population

of black students from some-'80 miles in 1959 to an expectedenroll—

ment of 350 in the fall of 1972. In addition, special efforts have

been made to enroll Indian Amrican students; there are some

twenty-five represented in the student body. However, we now have

I far greater mmbendf minority students proportimtely to our

minority faculty. Thus we ngently need a greater nunber of minority

persons to serve on our faculties. . . .
‘ _ minorities
a. Reomitment . The scarcity of / with appropriate acadanic

credentials is a major problen in~ the identification and appoinmnt

of qualified'persomel from this group to the faculty. Aracem:

American Council of muoation survey reveals that-only 2.7% of the

nationwide pepulation of graduate students are black. In addition,

say 1.9% of those seeking the Ph.D degree and 6.3% ofthose seeking

i. other doctorates were black: The acute shortage of qualified mixnrity

candidates is a forsddable obstacle to efforts at Dartmouth to increase

mpmsentatim of minority group in its faculties.

In these circmstames there is the temptation to apply less rigorous

Wessitmal .cr‘iteria in the recmitnent of minority persons and the

prospect of dis propriately high salaries for. the few well-qualified

candidates whom Dartmouth has been able to identify."

To recruit a less qualified group of minority faculty than otherwise

represented at Dartmuth would only do an injustice to the udnority

(routs and their students .I To pay salaries that are clearly out of line

with others in the profession, not only creates inequities '41ch our

faculties but preempts the claim of minority colleges which have an

equally strong need for qualified minority faculty in a limited market

and enjoy fewer resounce's than Darunouth.



b. Conmunity Resources. In the Upper Connecticut Valley Region,

where Dartmouth is locaited, them is no minority coinmty; Iaaeea,

in relation to permanent residents, the minority population is a

fraction of one percent. This creates particular problems . Not only

is there no local labor market from which to recruit minorities to

clerical and other positions in the College but also the absence of

the cultural resources hfisented by a nimrity cwmxnity is a distinct.

Wm in the Qeilegq‘o attempts to recruit and retain minority

fabulty. "The turmver rate among the minority faculty which D‘artnouth _

has appointed in recent years-has been disootn‘aging. 'mus, the location

of Dartmuth in an almost all white mal cmmdty will continue to

be a problem in the mum and retention of minority faculty.

"a....”---.v---.--.-'.. -"cw,"«mamas—mmrw.»..
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B. I Goals and Timetables

. 1. Women

A concerted effort is underway to identify and bring to the

Dartmouth faculty qualified women candidates. Because of ‘the

relatively large nunber of candidates. in the field, it is Dartmuth's

view that the present shortage of mmn in the Dartmouth faculties is

relatively simple to resolve inmost disciplines, with some notable

"acceptions such as engineEring. Dermath's aim is to appoint woxnen

to at least 25% of the faculty positions being recruited over the next

ten years and to appoint or promote 2013025 women to the associate and“

full professor ranks during this period. In May, 1972. the Faculty 05 Arts
and Sciences endorsed the goal of appointing women to approximately one-third
of the Faculty positions being recruited during the next ten years.
2 . Hirorities

Dartmuth ova the next: ten years will attanpt to fill 10% of the

faculty positions being recruited with minority candidates. Ember,

‘ these appointments. will be diversified. so that minority faculty a...

broadly represented across .the various disciplines. Darmouth .

especially needs mat-we black scholars since the minority papulation

-H.as,a...«finest:.in the mdergraduate body will .soon reach about 350 out of l#,t‘)00 students.
“lib

The Dean of Faculty appointed a Committee on American Indian Studies

rw—nvg‘ry—gvrvv‘,r A:,
.‘b',:-in Decenber 1971 whose charge is to identify Indian-American candidates

:_:"yrfor a faculty position, to develop an academic program, and to explore

student and faculty exchange programs . When this group has completed

its findings, the College will be in a position to state specific

affirmative action goals with respect to this Specific uu’nority youp.

on»'-.,--<--\V p_u-.--~r-

"'.a.-t',.(.‘’\

_.1“,;manganese.

'3. Women and Minorities

Table I sets forth an estimated'nmber of faculty positions for

which Dartxouth will be recruiting over the next ten years, totalling



sane 3H6 openings. It is planned to utilize these openings to remedy

the imbalances and deficiencies that currently exist in the representa-

tion of women and minority groups on the Dartmouth faculties. If

Dartmouth is successful in filling 25% of vacancies with Women and

10% from nu'mmity group candimus, the mum distribution will

result:

953;;th in Instructor and Professorial Banks

“men mnority All Total
_._._.. m Others

1971—72 28 6 392 l$26

At the end of 1975 7a ' 26 _ 386 use.

At the begimsng of 1931 31 365 was

It should be noted that the hiring goals set for when and minorities

is significantly higher than the present percentages of Fh.D. degrees

held by these groups. ' '

..-.--..yon-w..~”~vqu.man-rpm--..-..-.r
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Imalementation

1. Women

a. Committee on the Status of mm. A recommendation is being

' submitted to the Dartmouth Faculty of Arts and Sciences proposing

the .establisment of, a. Committee on the Status of Women Faculty. This

group would consult regularly with the Dean of the respective faculties

Wmutantwwew of wccen faculty. and humid P8150“

annually to the Faculty of Arts and Sciences. Such a body, if approved

by the faculty, would provide a mechanism for the continuous review of

Dartmuth's Affirmative Action Program regarding faculty mmen.

b. Appointnent of a fibnan Vice President. The recent appointment of

Dr. Ruth Adams, President of Wellesley College, as Vice President
, effective July 1, 1-972,

at WW1 greatly strengthen Dar'tnouth's administrative resources

in the area of women's affairs. Dr. Mama's appointment is‘associated

with Dartmuth's decision to matriculate women as well as hen undergredmte

students and to engage inyear rotmd Operations to make this possible.

Dr. Adams willpbe concerned with the transition of the College to its' .

new role and node of operation. She will be concerned with all aspects

of coeducation and the status of women. at Dextrouth will be part of her

overall responsibilities.

c. Revision of Part-Time Apoointnents and Formalization of the

Definition of the Lecturer Rank (Arts and Sciences onlyl. This year 3,,

new policy defining appointments in the various Arts and Sciences faculty

ranks was developed by the Faculty Committee Advisory to the President in

consultation with various faculty groups and‘approved by the Board of

Trustees in January 1957;}. It provides. for half-time appointments in the

raxfics of Instructor cmd Assistant Professor governed by all rulesapply-

ing to full-time faculty appointments regarding such matters as compensation,

. ”burr wane-r”.flx‘xn'mwvg-I .. .-., v7 '|-\ 4—. r
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sabbaticals and support for research Opportunities. At the Assistant

Professor level such appointments are trade for a period of three years. .

with the possibility of two successive reappointments of three years each

with the possibility of promotion to Associate Professor with tenure, a ‘

possibility of great significance for women desiring both part-tine appoint-

ments and regular professional advancement. Further details of these

actions are set forth in the penny statements labeled Exhibit I.

In smnary, the revised policy is in part designed to expand oppormnities

form faculty b! ofierim m qptions in addition to regular full-time

faculty positions for their professional careers. For those persons desiring

teaching, without the obligation for research or departmental activities, the

Lecturer ranks are Open. . For those who cannot devote full-time activity as a

faculty member but wish to engage in a broader range of scholarly pursuits,

a half-time appointment with opportunities for long—term professional

2. mmrig .

a. Faculty Develo'znent Programs . As an inducement to attract young

minority group faculty members and in recognition of the special needs —

that these persons may have for professional developnent, the College will

utilize sore fully the appointments to the Research Instructor rank.

'mese appointments are distinctive since they are designed to provide

Pat-W81 hemmm$.32:an ihdependent

research proyams as well as to develop their teaching skills.“~ These . I

appomtments are moo-yen nut-renewable appoinments. Next year we propose ,

to hold some of these positions for minority group candidates; The teaching

loads of Research Instructors are reduced “to provide time for research.

”Om—ninthm rescue!) stipemds are also part of the appointnent. If

1_ after suffioient experime- this arrangmeht proves mmlly beneficial,

I we will expand the hunter of such appointments..

7



b. Compensatory Allowance for Minor[Ji‘tg’cultr Although. the College;

. . cannot have a two-track system for faculty salaries, it can recognize the

- special needs the minority candidates may have in discharging heavy prior

indebtedness in paying moving costs and in adjusting to the rather

distinctive envirornrent of Hanover. We will make such special arrange-

ments other than salary differential as may be necessary to meet these.

needs. . ,

c. Other Reseg‘chfleort In addition the College will provide

stunner; research stipends to assist minority persons in the field of

professional deveIOpnent. These stipends usually will vary between

one-ninth axd‘two-ninths of aoadenic year salary and occasionally will

be augmented by expense money as appropriate.

3. Wanna and Wire's!

To attain these goals We has wider-taken special measures

this year to ensure that each detin its recruitment for vacancies '-

seeks out minority group aid wonen cardidates for positions for which

we are recruiting. The following steps have been” taken:

a. Funds were provided for the mute intensive efforts required to

recruit Wit); groups. n

b. Anemimmmrmmfimm was, conditional upon

the ability of the «perm to identify and recruit qualified

women or mimrities to fill these.

c. Each adademic department was required to establish records of a

recruitment actions as follow:

(1) All offers of appointment clear through the Office of

Dean of. the rmmunmwres the renal offer. At

that tine, the“ deparuzental request for appointment action



will include a list of the candidates seriously considered

~for the position, giving their names, the postgraduate

institution, degree, sex, minority group affiliation, how

recruited, and disposition of candidates if a preliminary

offer has been made, and mssions of negative interest,

as appropriate.

(2) Anamuelmt 5m each-damn is required including

the following: ' ' i - I

(a) A list of sources solicited to. identify candidates,

‘ including graduate schools, professional societies, and

others. ‘ t .

(b) The total number of inquiries for faculty positions

received identified by wanes applicants, mimrity group ‘

applicants, and all others. I

(c) A general description of recruitment action taken

dwing the year mizing the number of visits to other

institutions, conmts on experiences gained in recruiting

wmen and minority groups, etc.

_v...«in.».«a...
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These records and reports will serve as the mechanisn for continuing

nudes: of Dartirouth’s prom uranium atmand minority groups.

d. Within the o‘fices of the respectiveDeans of Faculty,an

assistant dean will be given the responsibility for coordinating

recruitment efforts for mimrity and women candidates for the

faculty. His or her responsibilities will include liaison

with appmprite minority group and women faculty groups to keep

abreast of romdment cppox'tunities and sources for women

and minority candidates.
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e. Salary Review. Special attention will be given at the time
sation

of the annual review of faculty compen/ to those persons with

part-time appointments, to women faculty, and to minority faculty.

As has been indicated before, the problem in the area of minority

faculty is not one of inadequate u'eatnent; rather the problem

is in attracting and retaining minority faculty within the

sala'y scales for the rest of the faculty. However, this has

not been true in the case of worren, and the review will Serve

the purpose of assuring that consistency and equity are maintained

between the salaries enjoyed by women faculty and those of

their colleagues .

As an indication of the actions taken, Exhibits I, II, and III are

policy statements regarding part-tine appointments , sabbatical leave for

part-time appointments , and the establishment of a record of recruitment

actions as a mechanism for reviewing recruitment actions for additional

mnen and minority group faculty.
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1' *- PROJECTION 0F RECRUITMENT AND TURNOVER

Faculties of Arts and Sciences, Medical, Thayer and Tuck Schools*

'IN THE INSTRUCTOR AND PROFESSORIAL RARKS_
(Excludes Visitors and Adjuncts)

Minority
Grouos

At-Present
5

giget Five Years 1972376 '

.‘w flatircments ,
b. 'ResignationslTerminations
c. Replacements
d. New Positions

Total Changes first
five years

g! 1976

Totals

second Five Years 19?7-81

a. Retirements .
b. Resignations/Terminations.
c. Replacements

Total Changes second'
five years

82 1981

Totals

'Percentage.of Total.Feeulty'

In Senior Ranks

* For Medical School, only full-time faculty are shown.



IV, WWomcmsz.”mom PROGRAM

All provisions of the EqualWt Policy-Statement of WK '

College are applicable to Administratimvfificers. . '

A. Analysis of Present figment V '

As of February 1, $372, the“!!!fire 232 achnihistmtive officer positions

1!th College. MWWk appoinorents to take effect later

this year and I7 poéi'tions€51.11 W.‘ The 215 officer appointments are

disu-ibuted by sex-rand race as follows:

so:

as. green; . w

"1510 82.8% White 97.7% .

We 37 17.2 merit; . -2.~3‘

—” “fl

TOTAL _ 215 100.0% _ TUIAL ' 215 100.0‘

It is recognized thatthe percent of woman and mimrity officers at

Wuth is below the percent of these categories in the labor force as well-

as intl'lepolpulationasawl'ole.

However, the low mien of women officers is largely a reflection

of Damouth's ZOO—year reputation as an at: MsWcollege.

with the decision to become coeducational in the fall of 1972 , a concerted

'effort has been made to recruit additional women officers for key positions

in the central administration as well as in the office of admissions and other

offices involved in student-related activities. The recent appointment of . _

mm to the posts of Assistant Provost, Special Assistant to the President, 5

two Assistant Deans of the College, an Assistant Dean of the Faculty, as well

as the addition of three female adnissions Officers indicate progress in that

direCtion. Of particularsignificance is the appointment of Dr. Ruth Adams



as Vice President at Dartrouth College. The status of all women students,
Officers

faculty, adndniStrative/and staff of Dartnouth College will be her responsi—

bility. Her .Cssistant is also a woman administrative officer.

The College has been actively recruiting minority persons for the
when

administration since the Spring of 1969/ Dartmouth launched a major program

to reaffinn its determination to provide equal educattional opportunity for

nuror ty b11ups. Since-thi“ prooTam called for a significant increase in

the hiimber of minccrity Students in each entering class, it also emphasized

the desirability of increasing the number of faculty and officers

mpresentative of minority gnoups to assist the new students in their adjust-

ment at Dartmouth. To help meet this need, several new officer positions

ere created (e.g. in Admissions, Financial Aid and Counselling) to which

minorities were appointed. For the past two years minorities have also

served as full-time interns in the financial and deveIOpment offices.

Unfortunately the rate of turnover in these new positions legs been

very high, partially due to the climate and the extremely sparse ndnorir]

population-in the local area. However, the basic objective of offering

college edUCation to more students from.r:nority groups should ultimately

increase the n.1ber and qualifications_of college officer candidates from

minorit" ”“CU?

1ts goal of greater

:1 . . ‘- - . ‘~ . n . o . - . ‘ ...‘ P ‘ 4“
. . - ‘ . . .1. _ ‘ . -. . — . ‘5." V ' f .1. 1 .1‘ ‘_'_ _‘ .
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number of minority representatives employed by the College as administrative

officers and to increase the number of women by an estimated 10%.

A.recent authorization for several new minority administrative

officers is a dramatic advance in this area. Dartmouth College is presently

recruiting minority persons for the following positions: Special Assistant

to the President fer Minority Affairs ,
or Associate

Assistant Dean of the Faculty,,Assistant/Vice President for Student Affairs,

and Assistant Dean of Freshmen, Director of the Structured Freshman Year

Program, and Assistant Director of Financial Aid.

year Round Operation. It is anticipated, however, that these new positions

will not increase the total number of officer positions, since they will be

offset by not filling certain other positions when the present incumbent

retires at age 65 or otherwise terminates his employment.

The College's generous non-contributory retirement plan and scholar-

ship grants for sons and daughters of faculty and officers have tended to

encourage administrative officers to remain at Dartmouth so that the

possibility of making new appointments is largely a factor of retirements,

resignations,and deaths. The latter are unpredictable, but based on the

mandatory retirement age of 65, there will be 20 administrative officers

oto be replaced within the next 5 years and an additional 27 within the second

5 years, or H7 over a 10 year period.

Within these limitations it seems reasonable to assume that at least

half of these replacements should be women, so that they will represent at

. least 20 - 25 % of the work force of administrative officers at Dartmouth

within 10 years. Similarly if 10% of the replacements are minority, the

racial minorities will constitute 6. So of the oficer labor force within 10



C. lgplementation

In order to achieve the above goals within the indicated tinetable,

it is essential that all administrative officer recruitment and appointments

,be cleared through the central personnel office. The Director of that office

will have the responsibility under the Vice President for Administration to

document the qualifications for each.administrative position and the efforts

unde to fill that position.

, The recently developed job classification and salary structure for

administrative officers which goes into effect July 1, 1972, provides the

opportunity for advancement both by promotion within an office and transfer

to another office and insures an apprOpriate salary for each of the ranked

positions. To further regularize Administrative positions a committee is to

.be established whiCh willgperiodically review the fcllowing aspects of

administrative appointments: promotion, performance evaluation,

reclassification, and hiring. An important function of this committee will

be to monitor the Affirmative Action policy and program. This committee

will include:

1. Vice President for Administration

2. Vice President and Dean for Student_Affairs

Vice President (women's affairs)

Vice President and Dean of the Faculty

Vice President for Development and Public Relations



Amms'rRATm OFFICERS

By Grade and Sex

FEMALE

Number Percent



, . EXHIBTl‘ II

'
2/20/72

ADMISTRATIVE OFFICERS

By Grade and Race

GRADE 1012: 'FEMALE TOTAL

m Percent w Percent 7 m

9 a above 11 100.0 -- - - - 11

8 11 100.0 ' -- - - - 11

7 - 16 100.0 -- - - — I 16

6 18 100.0 -- - - - 13

s 31 93.9 2 6.1 33

u 97 106.0 0 - — — - H7

3 40 97.6 . 1 2.9 01

2 2» 92.3 2 - 7.7 26

1 12 100.0 . -- - - — 12

Total 210 97.7 5 2.3 215

m...“‘nn—‘fl—(_



. ‘ EXHIbiI 4.1

’
' 2/20/72

AnmIISTRATIVB OFFICERS

_By Sex

0ro'ected Goal

MALE . FEMALE TOTAL

fig. Percent fig, Percent fig,

1. 'Present:

«a. -Filled 178 82.8' 37 17.2 « 215

b. Vacafit 13i‘ 75.5"““" 2. n 23.5 ’ 17

-c. Tbtal 191 82.3 #1 17.7 232

2. Next 5 Years
IT§72-76):

a. Retirements -16 80.0 . - n 20.0 .-20

b. Replacements+10 50.0 +10 $0.0 +20

3. Total 185 79.7 ‘ 'u7 20.3 232

u. Second 5 Years
' (1977-81):

a. Retirements -2o 7u.1 1. ; 7 25.9 -27

b. Replacements+13 H8.l . +14. 51.9 +27

* fl —

5.’ Total 178 76.7 ‘ 5H 23.3 232



Present:

a. Filled

‘b. Vacant

c. Tbtal

$53; é Ygars
1972—76):

a. Retirements

b. Replacements

Total

Second 5 Years
19 ~31 :

a.’ Retirements

b. Replacements

Total

210

12

222

ADMINISTRATIVE OFFICERS

By Race

Projected Goal

WHITE NON-WHITE

Eercggt 39, Percent

97.7 ' 5 2.3

70.6 5 29.9

95.7 . 10 9.3

100.0 -.- ..,

90.0‘ _ +2 ‘ 10.0

9H.8 12 5.2

100.0 -— 4—-

. 88.9 +3 11.1

93.5 15 6.5

EXHIBIT 19
2/20/72

TOTAL

No.

215

17

232

220

+20

232

-27

+27

232



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

P. O. Box 5067, RALEIGH, N. C. 27607
OFFICE op THE Pnovosr AND VICE-CHANCELLOR

January 5, 1973

TO: Dr. A1 Carnesale

FROM: Clauston Jenkins

I have delayed writ you about the contents of an Affirmative Action
plan in hopes that I might have received more information to pass along, but
my hopes were in vain. I have outlined below what I perceive to be the minimum
basic aspects of an appropriate plan, based on the awareness of the unusual
and artificial nature of your "unit."

First, there should be a general description of the present employ-
ment profile of minorities and females with acknowledgement of both strengths
and weaknesses and any unique explanation for the weaknesses.

Second, the plan needs a detailed description of the recruitment
process that will be used in the future including a system for keeping records
of applicants and the reasons why minorities and females are not offered posi-
tions or why they do not accept offers. In this regard it will not be suffi-
cient to note that an individual was not well qualified. Instead we have to
go a step further and explain the reasons for the conclusion about qualifi-
cation. Extra recruitment efforts should also be precisely spelled out. Some
imaginative approaches can be developed in this area if people put their minds
to the task.

Third, there needs to be a statement of goals for the "unit" both for
EPA and SBA. In your case you will have to address the problem of lack of
minority or female administrators. I would think a 5 year time frame is
about all that is needed or realistic.

Finally, the plan should include some mechanism or process for
periodic evaluation of progress in your affirmative action activities.

As additional help you might refer to the last pages (pp 44-49) of
the HEW letter to President Friday of September 27, 1972.

Please let me know if I can be of further assistance.

CJ/mg



NORTH CAROLINA STATE UNIVERSITY -\'P H.\I..I<JJ.(;H
I

P. O. Bax 5067, RALEIGH, N. C. 27607
OFFICE as THE Pnovosr AND V!CE-CHANCELLOR

November 8, 1972

MEMORANDUM

To: Dean J. E. Legates Dean A. C. Menius .
Dean H. L. Kamphoefner Dean D. w. Chaney W
Dean C. J. Dolce Dean B. C. Talley
Dean R. E. Fadum ‘ Dean E. W. Jones
Dean E. L. Ellwood Mr. J. D. Wright
Dean R. O. Tilman

FROM: Harry C. Kelly, Provost the;

You have all seen a copy of HEW's letter of September 27,
1972, in which they present the findings of their compliance review.
Since that time the U. S. Department of Labor has published in the
Federal Register a proposed revision of their regulations which
would mean that public institutions would no longer be exempt from
filing an affirmative action plan. Thus, within the next 3 or 4
months at the latest we are going to be required to have a written
plan for NCSU.

Although many details have not been clarified, we should
begin work on our plan. It seems most appropriate that each School
or similar unit develop its own plan and that we then combine these
to form a University plan. Pages 44 following of the HEW letter
provide some insight into what a plan should include. In addition,
a copy of HEW guidelines for affirmative action planning is enclosed,
”Memorandum to—--Presidents" (October 1, 1972). The letter and
guidelines should give you some idea of what a School plan should
include. A UNC Committee is develo ing some pertinent information
pertaining to availability of minor ties and females, an outline of
a model plan, and a response to point 4, pages 46-7, of the HEW
letter. We will share this information with you as it becomes
available. Also attached is a copy of a printout of departmental
salaries with a summary by race and sex for both EPA and SPA.

As a beginning, I suggest you take the following steps:

1) appoint an Affirmative Action planning committee

2) emphasize that the School plan must cover both EPA
SPA personnel
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analyze the data and determine what other studies you
need to initiate

4) review personnel procedures and determine what changes
are necessary

5) initiate discussion of goals

Two points merit special attention in relation to goals.
First, although HEW asks for goals by department, it may be
appropriate for some smaller Schools to deal with goals on a school-
wide basis. If you think such an approach is appropriate, we will
support your decision. Second, in several of the disciplines
offered on this campus there are very few female or minority Ph.D.s
in existence. In such instances the most appropriate goal might be
expressed in terms of adding female and minority graduate students.

Chancellor Caldwell has designated me as our Equal Employment
Officer. Questions about policy or interpretation should be addressed
to me. For information or data about SPA personnel contact
Mr. Calloway. For information or data about EPA personnel contact
Clauston Jenkins. The Graduate School has a committee which has
been working on the recruitment of minority students. Its membership
and charge is included in an attachment. You may wish to use the
committee's knowledge and experience in dealing with recruitment of
students.

HCK/CJ/sbe

cc: Chancellor John T. Caldwell
Dean W. J. Peterson
Dean E. G. Droessler
Dean J. A. Rig-hey
Mr. Rudolph Pate
Dr. I. T. Littleton
Dr. L. B. Martin
Mr. Hardy Berry
Mr. Willis Casey
Chairman, Faculty Senate
Chairman, Good Neighbor Council
Dr. David R. Kniefel
Dr. Dale M. Hoover

Enclosures



DEPARTMENT OF HEALTH, EDUCATION. AND WELFARE
OFFICE OF THE SECRETARY

WASHINGTON. D.C. 20201

October 1, 1972

-MEMORANDUM TO COLLEGE AND UNIVERSITY PRESIDENTS

As the new academic year begins, I wish to bring to your attentionthe requirement that all universities and colleges with Federal contractscomply with Executive Order 11246, “Nondiscrimination Under FederalContracts.” We expect that all affected colleges and universities willhenceforth be in compliance with the Order and its implementing regula-tions as stated in the following guidelines.

While these guidelines address themselves to compliance with theExecutive Order, for your informatiOn we have also attached as appendicesother civil rights laws affecting institutions of higher education andover which this Office has enforcement reaponsibility.
We hope that you will-become familiar with these guidelines andlaws and direct your staff and faculty to make every effort to abide bythem.

The Department of Health, Education, and Welfare stands ready toassist in every way possible so that all institutions of higher educationwill be able to meet the requirements of the Executive Order and otherFederal requirements regarding nondiscriminatory treatment.

Additional copies of these guidelines are available from the RegionalOffice for Civil Rights in your area or from the Public Information Office,Office for Civil Rights, Department of Health, Education, and Welfare,Washington, D.C. 20201.

/ J. Stanleybyottinger
Director, Office for Civil Rig. a

Attachments



I. LEGAL PROVISIONS

The Office for Civil Rights (OCR) in the Department of Health,Education, and Welfare (HEW) is responsible for the enforcement in
institutions of higher education of Executive Order 11246, as amendedby Executive Order 11375 (Tab A), which imposes equal employment
opportunity requirements upon Federal contractors, and upon construc-tion contractors on projects receiving Federal assistance from HEW.

Executive Order 11246, as amended

- In signing a Government contract or subcontract in excess of$10,000 the contractor agrees that it “will not discriminate against
any employee or applicant for employment because of race, color,
religion, sex or national origin,” and that it “will take affirma-
tive action to ensure that applicants are employed and that employeesare treated during employment” without regard to these factors. Inthe event of the contractor’s noncompliance with the nondiscrimination
clauses of the contract, or with the rules and regulations of the
Secretary of Labor, the contract may be cancelled, terminated, or
suspended in whole or in part and the contractor may be declared in-
eligible for further Government contracts.

Part II of the Executive Order sets forth other contractor
obligations, enforcement procedures, and administrative responsibili-
ties. Part III of the Executive Order describes the equal Opportunity
obligations of applicants for Federal assistance involving construction.

The equal employment opportunity obligations of Federal con-
tractors apply to all employment by a contractor, and not solely to
employment associated with the receipt or use of Federal funds. The
specific obligations of nondiscrimination and affirmative action,
associated with the Executive Order apply and are enforceable by theOffice for Civil Rights only in the case of contracts, not grants.*

Regulations of the fiepartment of Labor.

The requirements of the Executive Order are implemented by the _
regulations of the Department of Labor (41 Code of Federal Regulations
Chapter 60). Part 60-1, “Obligations of Contractors and Subcontractors"
(Tab B) sets forth matters of general applicability, including the
scope of coverage of the Executive Order, the obligations of employers
subject to that coverage, administrative requirements applicable to
Federal agencies, steps in investigation and enforcement of compliance
with the Order, and guidance for filing complaints of discrimination.
Sanctions and OCR investigative procedures are discussed at Tab I.

*Where a grantee of funds for construction participates in construction
under the grant, its employment is subject to the requirements of the
equal opportunity clause during the team of participation. When such
grantee or applicant for Federal funds is an agency or instrumentality
of a state or local government, only such agency or instrumentality is
subject to the clause. '
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Revised Order No. 4 and Non-public Institutions

Revised Order No. 4 (Part 60-2: (Tab C), which implements andsupplements Section 60-1.40 of Part 60-1, requires each private
institution contractor with 50 or more employees and a contract in
excess of $50,000 to develop and maintain a written affirmative
action program within 120 days of receipt of such a contract.
Section 60-1.40 and Revised Order No. 4 set forth the required
contents of such a program, including directions for analyses of the
contractor’s work force and employment practices, steps to be taken
to improve recruitment, hiring, and promotion of minority persons and
women, and other Specific procedures to assure equal employment
opportunity.

Revised Order No. 4 and Public Institutions

While all contractors, both public and private, are required toimplement an affirmative action program, at present the basic re-
quirement of Revised Order No. 4 that a contractor maintain a written
affirmative action plan is not applicable to public institutions
(those under state or local control) (see 41 CFR 60-1.5(a)(4)).
Public institutions are nevertheless required to take action to ensure
nondiscrimination and to comply with the Executive Order and regula-
tions other than Order No. 4. In our judgment, a public institutioncan best carry out these obligations by‘conducting the kinds of
analyses required of non-public institutions, and organizing in written
form its plans to overcome problems of past discrimination.

In addition, the regulations which set forth the procedures for
conducting compliance reviews of'all contractors, including public
institutions, require written commitments as to “the precise actions
to be taken and dates for completion” to overcome any deficiencies
which a compliance review identifies (41 CFR 60-1.202. These “precise
actions” and “dates for completion,” which must be provided in
writing by a public institution following an HEW compliance review,
will ordinarily be similar in content to the written affirmative action
commitments required as a matter of regulation of non-public institu-
tions (41 CFR 60-2.11?.

On October 4, 1972, the Department of Labor will announce in the
Federal Register its intention to amend the regulations to remove the
present exemption of public educational institutions from the require-
ment of maintaining a written affirmative action plan. When effective,
all educational institutions, both public and private, will have the
same affirmative action obligations under the Executive Order.

Nondiscrimination and Affirmative Action in the Executive Order

' Executive Order 11246 embodies two concepts: nondiscrimination
and affirmative action.

Nondiscrimination requires théielimination of all existing dis-———. . .._ -m-.. .._.
criminatory conditions, whether purposeful or inadvertent. A university

1-..---
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contractor must carefully and systematically examine all of its
employment policies to be sure that they do not, if implemented as.
stated, operate to the detriment of any persons on grounds of race,
color, religion, sex or national origin. The contractor must also
ensure that the practices of those responsible in matters of em6
ployment, including all supervisors, are nondiscriminatory.

employment neutrality with regard to race, color, religion, sex, and
national origin. As the phrase implies, affirmative action requires the
employer to.make additional efforts to recruit, employ and promote
qualified members of groups formerly excluded, even if that exclusion
cannot be traced to particular discriminatory actions on the part of
the employer. The premise of the affirmative action concept of the
Executive Order is that unless positive action is undertaken to overcome
the effects of systemic institutional forms of exclusion and discrimination,
a benign neutrality in employment practices will tend to perpetuate the
status quo ante indefinitely.

Who is Protected by the Executive Order

The nondiscrimination requirements of the Executive Order apply to
all persons, whether or not the individual is a member of a conven-
Eionally defined “minority group.” In other words, ng_person may be
denied employment or related benefits on grounds of his or her race,
color, religion, sex, or national origin.

The affirmative action requirements of determining underutilize-
tion, setting goals and timetables and_taking related action as detailed
in Revised Order No. 4 were designed to further employment opportunity
for women and minorities. Minorities are defined by the Department of
Labor as Negroes, Spanish-surnamed, American Indians, and Orientals.

Goals and Timetables

As a part of the affirmative action obligation, Revised Order
No. 4 requires a contractor to determine whether women and minorities
are “underutilized” in its employee work force and, if that is the
case, to develop as a part of its affirmative action program specific
goals and timetables designed to overcome that underutilization. (See
Tab J) Underutilization is defined in the regulations as “having
fewer women or minorities in a particular job than would reasonably be
expected by their availability.”

Goals are projected levels of achievement resulting from an
analysis by the contractor of its deficiencies, and of what it can
reasonably do to remedy them, given the availability of qualified minor-
ities and women and the expected turnover in its work force. Establish-
ing goals should be coupled with the adoption of genuine and effective
techniques and procedures to locate qualified members of groups which
have'preyiously been denied Opportunities for employment or advancementand to eliminate obstacles within the structure and operation of the
institution (e.g. discriminatory hiring or promotion standards) which
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have prevented members of certain groups from securing employment or
advancement.

The achievement of goals is not the sole measurement of a con-
tractor’s compliance, but represents a primary threshhold for de-
termining a contractor’s level of performance and whether an issue
of compliance exists. If the contractor falls short of its goals
at the end of the period it has set, that failure in itself does not
require a conclusion of noncompliance. It does, however, require a
determination by the contractor as to why the failure occurred. If
the goals were not met because the number of employment openings was
inaccurately estimated, or because of changed employment market
conditions or the unavailability of women and minorities withthe
specific qualifications needed, but the record discloses that the
contractor followed its affirmative action program, it has complied
with the letter and spirit of the Executive Order. If, on the other
hand, it appears that the cause for failure was an inattention to
the nondiscrimination and affirmative action policies and procedures
set by the contractor, then the contractor may be found out of
compliance. It should be emphasized that while goals are required,
quotas are neither required nor permitted by the Executive Order.
When used correctly, goals are an indicator of probable compliance
and achievement, not a rigid or exclusive measure of performance.

Nothing in the Executive Order requires that a university
contractor eliminate or dilute standards which are necessary to the
successful performance of the institution’s educational and research
functions. The affirmative action concept does not require that a
university employ or promote any,persons who are unqualified. The
concept does require, however, that any standards or criteria which
have had the effect of excluding women and minorities be eliminated,
unless the contractor can demonstrate that such criteria are condi-
tions of successful performance in the particular position involved.

II. PERSONNEL POLICIES AND PRACTlCES

An employer must establish in reasonable detail and make
available upon request the standards and procedures which govern all
employment practices in the operation of each organizational unit,
including any tests in use and the criteria by which qualifications
for appointment, retention, or promotion are judged. It should be
determined whether such standards and criteria are valid predictors
of job performance, including whether they are relevant to the
duties of the particular position in question. This requirement'
should not ignore or obviate the range of permissible discretion
which has characterized employment judgments, particularly in the
academic area. Where such discretion appears to have operated to
deny equality of Opportunity, however, it Last be subjected to
rigorous examination and its discriminatory effects eliminated.
There are real and prOper limits on the extent to which criteria for
academic employment can be explicitly articulated; however, the
absence of any articulation of.Such criteria provides opportunities
for arbitrary and discriminatory employment decisions.
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Recruitment___________

the institution seeks to communicate its employment needs to candi-dates through advertisement, word-of-mouth notification to graduateschools or other training programs, disciplinary conventions or jobregisters. Recruitment may also be the passive function of includingin the applicant pool those persons who on their own initiative or byunsolicited recommendation apply to the institution for a position.
In both academic and nonacademic areas, universities must re-cruit women and minority persons as actively as they have recruitedwhite males. Some universities, for example, have tended to recruitheavily at institutions graduating exclusively or predominantlynon-minority males, and have failed to advertise in media which wouldreach the minority and female communities, or have relied upon personalcontacts and friendships which have had the effect of excluding fromconsideration women and minority group persons.
In the academic area, the informality of word-of-mouth recruitingand its reliance on factors outside the knowledge or control of theuniversity makes this method particularly susceptible to abuse. Inaddition, since women and minorities are often not in word-of-mouthchannels of recruitment, their candidacies may not be advanced with thesame frequency or strength of endorsement as they merit, and as theirwhite male colleagues receive.
The university contractor must examine the recruitment activitiesand policies of each unit responsible for recruiting. Where such anexamination reveals a significantly lower representation of women orminorities in the university’s applicant pool than would reasonably beexpected from their availability in the work force, the contractor mustmodify or supplement its recruiting policies by vigorous and systematicefforts to locate and encourage the candidacy of qualified women andminorities. Where policies have the effect of excluding qualifiedwomen or minorities, and where their effects cannot be mitigated by theimplementation of additional policies, such policies must be eliminated.
An expanded search network should include not only the traditionalavenues through which promising candidates have been located (e.g., inthe case of academic appointments, direct letters to graduate depart-ments, or in the case of nonacademic appointments, advertising in com-munity newspapers). In addition, to the extent that it is necessary toovercome underutilization, the university should search in areas andchannels previously unexplored.
Certain organizations such as those mentioned in Revised OrderNo. 4 may be prepared to refer women and minority applicants. Forfaculty and administrative appointments, disciplinary and professionalassociations, including committees and caucus groups, should be con-tacted and their facilities for employee location and referral used.



. 6 -

Particularly in the case of academic personnel, potentially fruitful
channels of recruitment include the following: -

a. advertisements in apprOpriate professional journals and job
registries;

b. unsolicited applications or inquiries;

c. women teaching at predominantly women’s colleges, minorities
teaching at predominantly minority colleges;

d. minorities or women professionally engaged in nonacademic
positions, such as industry, government, law firms, hospitals;

e. professional women and minorities working at independent
' research institutions and libraries;

f. professional minorities and women who have received signifi-
cant grants or professional recognition;

g. women and minorities already at the institution and elsewhere
working in research or other capacities not on the academic ladder;

h. minority and women doctoral,recipients, from the contractor’s
own institution and from other institutions, who are not
presently using their professional training;

1. women and minorities presently candidates for graduate degrees
at the institution and elsewhere who show promise of out-
standing achievement (some institutions have developed pro-
grams of support for completion of doctoral programs with a
related possibility of future appointment);

j. minorities and women listed in relevant professional files,
registries and data banks, including those which have made a
particularly conscientious effort to locate women and minority
persons.

It should be noted that a contractor is required to make explicit
its commitment to equal employment opportunity in all recruiting an-
nouncements or advertisements. It may do this by indicating that it is
an “equal opportunity employer.” It is a violation of the Executive
Order, however, for a prospective employer to state that only members
of a particular minority group or sex will be considered.

Where search committees are used to locate candidates for appoint-
ment, they can best carry out the above measures when they are composed
of persons willing and able to explore new avenues of recruitment.
Effective search committees should, if possible, include among their
members women and minority persons.

Policies which exclude recruitment at predominantly minority
colleges and universities restrict the pool of qualified minority faculty
from which proSpective appointees.may be chosen. Even if the intent of
such policies may be to prevent the sofcalled “raiding” of minority
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faculty by predominantly white institutions, such policies violate the
nondiscrimination provision of the Executive Order since their effect
is to deny opportunity for employment on grounds relating to race.
Such policies have operated to the serious disadvantage of students
and teachers at minority institutions by denying them notice of research
and teaching opportunities, assistantships, endowed professorships and
many other programs which might enhance their potential for advancement,
whether they choose to stay at a predominantly minority institution or
move to a non-minority institution.

Minorities and women are frequently recruited only for positions
thought to be for minorities and women, such as equal employment pro-
grams, ethnic studies, or women’s studies. While these positions may
have a particular suitability for minority persons and women, institu-
tions must not restrict consideration of women and minorities to such
areas, but should actively recruit them for any position for which they
may be qualified. '

Hiring

Once a nondiscriminatory applicant pool has been established
through recruitment, the process of selection from that pool must also
carefully follow procedures designed to ensure nondiscrimination. In
all cases, standards and criteria for employment should be made
reasonably explicit, and should be accessible to all employees and
applicants. Such standards may not overtly draw a distinction based
on race, sex, color, religion, or national origin, nor may they be applied
inconsistently to deny equality of opportunity on these bases.

In hiring decisions, assignment to a particular title or rank
may be discriminatory. For example, in many institutions women are
more often assigned initially to lower academic ranks than are men.
A study by one disciplinary association showed that women tend to be
offered a first appointment at the rank of Instructor rather than the
rank of Assistant Professor three times more often than men with
identical qualifications. Where there is no valid basis for such
differential treatment, such a practice is in violation of the
Executive Order.

Recruiting and hiring decisions which are governed by unverified
assumptions about a particular individual’s willingness or ability to
relocate because of his or her race or sex are in violation of the
Executive Order. For example, university personnel reSponsible for
employment decisions should not assume that a woman will be unwilling
to accept an offer because of her marital status, or that a minority
person will be unwilling to live in a predominantly white community.

. Institutional policies regarding the employment of an institu-
tion’s own graduates must not be applied in any manner which would
deny opportunities to women and minorities. A university must give
equal consideration to its graduate students regardless of their race
or sex for future faculty positions, if the institution employs its own
graduates.
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In the area of academic appointments, a nondiscriminatory selection
process does ngt mean that an institution should indulge in “reverse
discrimination”‘or “preferential treatment” which leads to the selec-
tion of unqualified persons over qualified ones. Indeed. to take such «
action on grounds of race, ethnicity, sex or religion constitutes dis-
crimination in violation of the Executive Order.

, It should also be pointed out that nothing in the Executive Order
requires or permits a contractor to fire, demote or displace persons on
grounds_of race, color, sex, religion, or national origin in order tofulfill the affirmative action concept of the Executive Order. Again,to do so would violate the Executive Order. Affirmative actiOn goalsare to be sought through recruitment and hiring for vacancies created bynormal growth and attrition in existing positions.

Unfortunately, a number of university officials have chosen toexplain dismissals, transfers, alterations of job descriptions, changesin promotion potential or fringe benefits, and refusals to hire Egg onthe basis of merit or some objective sought by the university adminis-tration aside from the Executive Order, but on grounds that such actionsand other “preferential treatment regardless of merit” are now re-quired by Federal law. Such statements constitute either a misunder-standing of the law or a willful distortion of it. In either case,where they actually reflect decisions not to employ or promote on
grounds of race, color, sex, religion or national origin, they consti-'tute a violation of the Executive Order and other Federal laws.

Anti-nepotism Policies

' Policies or practices which prohibit or limit the simultaneous
employment of two members of the same family and which have an adverseimpact upon one sex or the other are in violation of the Executive
Order. For example, because men have traditionally been favored in
employment over women, anti-nepotism regulations in most cases operateto deny employment opportunity to a wife rather than to a husband.

If an institution’s regulations against the simultaneous em-
ployment of husband and wife are discriminatory on their face (e.g.,
applicable to “facu1ty wives”), or if they have in practice served
in most instances to deny a wife rather than a husband employment or
promotion opportunity, salary increases, or other employment benefits,
they should be altered or abolished in order to mitigate their
discriminatory impact.

Stated or implied presumptions against the consideration of more
than one member of the same family for employment by the same institu-
tion or within the same academic department also tends to limit the
opportunities available to women more than to men.

If an individual has been denied opportunity for employment,
advancement or benefits on the basis of an anti-nepotism rule or
practice, that action is discriminatory and is prohibited under the
Executive Order. Institutional regulations which set reasonable
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restrictions on an individual’s capacity to function as judge or advoecate in specific situations involving a member of his or her immediatefamily are permissible where they do not have the effect of denyingequal employment opportunity to one sex over the other.*
Placement, Job Classification, and Assignment

- A contractor must examine carefully its job category assignmentsand treatment of individuals within a single job classification. Ex-perience shows that individuals of one sex or race frequently tend tobe ‘1clustered” in certain job classifications, or in certain depart-ments or div sions within an institution. Most often those classifica-tions or departments in which women or minorities are found tend to belower paid, and have less Opportunity for advancement than those towhich non-minority males are assigned.

Where there are no valid or substantial differences in duties orqualifications between different job classifications, and where personsin the classifications are segregated by race, color, religion, sex, ornational origin,those separate classifications must be eliminated or merged.For example, where male administrative aides and female administrativeassistants are performing the same duties and bear the same responsibilities,but are accorded different salaries and advancement opportunities, andwhere the separate classifications upon examination yield no validdistinctions, the separate classifications must be eliminated or merged.
In academic employment, minorities and women have sometimes beenclassified as “research associates,” “lecturers” or similar cate-gories of employment which do not carry with them the benefits andprotections of regular academic appointment, and from which promotionis rare, while men with the same qualifications are appointed to regularfaculty positions. Such sex- or minority-segregated classification isdiscriminatory and must be eliminated. In addition, appropriateremedies must be afforded.those persons previously assigned to suchclassifications. ‘
Training

To eliminate discrimination and assure equal opportunity inpromotion, an employer should initiate necessary remedial, job trainingand work study programs aimed at upgrading specific skills. This isgenerally applicable in the case of nonacademic employees, but mayalso be relevant in the case of academic employees as, for example, inproviding opportunities to participate in research projects, or to
Q

*For an indication of what should constitute “reasonable restriction,”see the policy statement of the American Association of UniversityProfessors.on “Faculty Appointment and Family Relationship,” whichsuggests that “facu1ty members should neither initiate or participatein institutional decisions involving a direct benefit (initial appoint-ment, retention, promotion, salary, leave of absence, etc.) to membersof their immediate families.” '
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gain new professional skills through leave policies or special programs
offered by the institution.

In institutions where in-service training programs are one of the
ladders to administrative positions, minorities and women must be ad-
mitted into these programs on an equal basis with non-minority men.
Furthermore, Opportunities for training may not be limited to positions
which are occupied by non-minorities and males.

The employment of students by an institution is subject to the
same considerations of nondiscrimination and affirmative action as is
all other employment in an institution.

Promotion

A contractor’s policies and practices on promotion should be made
reasonably explicit, and administered to ensure that women and minorities
are not at a disadvantage. A contractor is also obligated to make
special efforts to ensure that women and minorities in its work force
are given equal opportunity for promotion. Specifically, 41 CFR 60-2.24
states that this result may be achieved through remedial, work study and
job training programs; through career counseling programs; through the
posting and announcement of promotion opportunities; and by the valida-
'tion of all criteria for promotion.

Termination

Where action to terminate has a disproportionate effect upon women
or minorities and the employer is.unable to demonstrate reasons for the
decision to terminate unrelated to race, religion, color, national_
origin or sex, such actions are discriminatory. Seniority is an ac- .
ceptable standard for termination,'with one exception: where an incum-
bent has been found to have been the victim of discrimination and as a
result has less actual seniority than he or she would have had but for
such discrimination, either seniority cannot be used as the primary
basis for termination, or the incumbent must be presumed to have the
seniority which he or she would have had in the absence of discrimi-
nation.

Conditions of Work

A university employer must ensure nondiscrimination in all terms
and conditions of employment, including work assignments, educational
and training opportunities, research opportunities, use of facilities,
and opportunities to serve on committees or decision-making bodies.

Intentional policy or practice which subjects persons of a parti-
cular sex or minority status to heavier teaching loads, less desirable
class assignments, and fewer opportunities to serve on key decision-
making bodies or to apply for research grants or leaves of absence for
professional purposes, is in violation of the Executive Order.
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Similarly, institutional facilities such as dining halls orfaculty clubs have sometimes restricted their services to men only.Where such services are a part of the ordinary benefits of employ-ment for certain classifications of employees, no members of suchclassifications can be denied them on the basis of race, color,national origin, sex, or religion.

Rights and Benefits-Salary

The Executive Order requires that universities adhere carefullyto the concept of equal pay for equal work.
In many situations persons who hold the same or equivalentpositions, with the same or equivalent qualifications, are not paidsimilar salaries, and disparities are identifiable along lines ofrace, color, national origin, sex, or religion.
An institution should set forth with reasonable particularitycriteria for determining salary for each job classification and withineach job classification. These criteria should be made available toall present and potential employees.

The question is often raised as to whether a person who appliesfor a position within a given job classification may be given a higheror lower rate of pay at entry based upon his or her pay in anotherposition, or upon market factors defined outside the context of theinstitution’s determination of rates of pay. Where reference to exter-nal market factors results in a disparate effect upon women or minoritygroup persons, a reference to those rates of pay is prohibited. Forexample, if a minority or female applicant applies for a position as anAssistant Professor, and the salary-range of those entering thatposition is from $10,000 to $12,000, the fact that the applicant’s formerposition paid only $8,000 cannot be used.to deny him or her the minimumpay for the new position, when non-minority men in a comparable situationare given an entry salary at or above the minimum stipulated area. Inthis example, the applicant’s level of pay must be determined on thebasis of capability and record of performance, not former salary.
Back Pay

Back pay awards are authorized and widely used as a remedy underTitle VII of the Civil Rights Act of 1964, the Equal Pay Act, and theNational Labor Relations Act. Universities, like other employers, aresubject to the provisions of these statutes.
This means that evidence of discrimination that would require backpay as a remedy will be referred to the appropriate Federal enforcementagency if the Office for Civil Rights is not able to negotiate a volun-tary settlement with a university. At the direction of the Departmentof Labor, the Office for Civil Rights will continue to pursue back paysettlements only in cases involving employees who, while protected bythe Executive Order, were not protected by the three statutes mentionedabove at the time violation occurred.



Contractors continue to have the prospective obligation to
include in an affirmative action program whatever payments are necessary
to remove existing differentials in pay (based on race or sex) identi-
fied in the analyses required under the Executive Order.

Leave Policies

A university contractor must not discriminate against employees in-
its leave policies, including paid and unpaid leave for educational or
professional purposes, sick leave, annual leave, temporary disability,
and leave for purposes of personal necessity.

Employment Policies Relating to Pregnancy and Childbirth

41 CFR 60-20 (Sex Discrimination Guidelines) (Tab D) provides that
“women shall not be penalized in their conditions of employment because
they require time away from work on account of childbearing.” Pregnancy
and childbearing must be considered as a justification of a leave of absence
for a female employee regardless of marital status, for a reasonable length
of time, and for reinstatement following childbirth without loss of seniority
or accrued benefits. ,

A. Eligibility: If an employer has a policy on eligibility for leave,
a female employee may not be required to serve longer than the minimum
length of service required for other types of leave in order to qualify for

- maternity leave. If the employer has no leave policy, childbearing must
nevertheless be considered as a justification for a leave of absence for a
female employee for a reasonable length.of time.

B. Mandatory period of leave:' Any policy requiring a mandatory leave
of absence violates the Executive Order unless it is based on individual
medical or job characteristics. In such cases the employer must clearly
demonstrate an overriding need based on medical safety or “business
necessity,” i.e., that the successful performance of the position or job
in question requires the leave. For example, service in a radiation labora-
tory may constitute a demonstrable hazard to the expectant mother or her
child. A mandatory period of leave should not, however, be stipulated
by the university; the length of leave, whether mandatory or.voluntary,
should be based on a bona fide medical need related to pregnancy or
childbirth.

C. Eligibility for and conditions of return: Following the end of
leave warranted by childbirth, a female employee must be offered reinstate-
ment to her original position or one of like status and pay without loss of
seniority or accrued benefits.

D. chprflcgnditigns‘gfiglgayg: Department of Labor guidelines pro-
vide that the conditions related to pregnancy leave, i.e., salary, accrual‘
of seniority rad other benefits, reinstatement rights, etc., must be in
accordance with the employer's general leave policy.

On april 5, 1972, the Equal Employment Opportunity Commission, under
Title VII of the Civil Rights Act of 1966, issued revised guidelines on
sex discrimination, 37 Fed. Reg. 6835, which differ substantially from the
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present Department of Labor guidelines under the Executive Order. The
Labor Department has not adOpted the rules of the EEOC as its own,
although universities are subject to them. However, serious considera-
tion is now being given to revising the Labor Department guidelines to
equate disabilities caused by pregnancy and childbirth with all other ‘
temporary disabilities for which an employer might provide leave time,
insurance pay, and other benefits.

E. Child care leave: If employees are generally granted leave
for personal reasons, such as for a year or more, leave for purposes
relating to child care should be considered grounds for such leave, and
should be available to men and women on an equal basis. A faculty member
should not be required to have such leave time counted toward the completion
of a term as a probationary faculty member, unless personal leave for other
reasons is so considered. Nor should such leave time be subtracted from a
stated term of appointment, or serve as a basis for nonrenewal of contract.

Fringe Benefits

Fringe benefits are defined to include medical, hospital, accident,
life insurance and retirement benefits; profit-sharing and bonus plans;
leave, and other terms and conditions of employment.

The university should carefully examine its fringe benefit pro-
grams for possible discriminatory effects. For example, it is unlawful
for an employer to establish a retirement or pension plan which estab-
lishes different optional or mandatory retirement ages for men and for
women.

Where an employer conditions benefits available to employees and
their spouses and families on whether the employee is the “head of the
household” or “principal wage-earner” in the family unit, such bene-
fits cannot be made available only to male employees and their families.
The employer also must not presume that a married man is the “head of
the household” or “principal wage earner”; this is a matter which
must be determined by the employee and his or her family.

It is also unlawful for an employer to make benefits available to
the wives and families of male employees where the same benefits are not
available to the husbands and families of female employees.

With regard to retirement benefits and insurance, pensions, and
other welfare programs, Department of Labor Sex Discrimination Guide-
lines provide that benefits must be equal for both sexes, gr that the
employer’s contribution must be equal for both sexes. This means that
a different rate of retirement benefits for men and women does not vio-
late the Executive Order i£_the employer’s contributions for both sexes
are equal. It is not a violation of the Executive Order if the employer,



in seeking to equalize benefits for men and women employees, contributes.
more for one sex than the other.* ' " ‘ :

Child Care

41 CPR QQ-Z,Zh states that an employer should, as part of his
affirmative action program, encourage child care programs appropriately
designed to improve the employment opportunities of minorities and women.
An increasing number of institutions have established child care pro-
grams for their male and female employees and students, and we commend
such efforts to all institutions. As part of an affirmative action
program, such programs may improve the employment opportunities of all
employees, not only women and minorities, and contribute significantly
to an institution’s affirmative action profile.

Grievance Procedures.

As of March 1972 and pursuant to the provisions of the Equal
Employment Opportunity Act of 1972, the Equal Employment Opportunity
Commission has jurisdiction over individual complaints of discrimination
by academic as well as non-academic employees of educational institutions.

Pursuant to formal agreement between OCR and EEOC, and to avoid
duplication of effort, individual complaints of discrimination will be
investigated and remedied by EEOC. Class complaints, groups of indivie
dual complaints or other information which indicates possible institu-
tional patterns of discrimination (as Opposed to isolated cases) will
remain subject to investigation by OCR. In such cases, retrospective
relief for individuals within such classes or groups will remain within
the jurisdiction of EEOC. -

Where an employer has established sound standards of due process
for the hearing of employee grievances, and has undertaken a prompt and
good faith effort to identify and provide relief for grievances, a
duplicative assumption of jurisdiction by the Federal Government has not
always proven necessary. We therefore urge the development of sound
grievance procedures for all employees, academic and nonacademic alike,
in order to ensure the fair treatment of individual cases where discrimi-
nation is alleged, and to maintain the integrity of the employer?s in-
ternal employment system. '

Institutional grievance procedures which provide for prompt and
equitable hearing of employee grievances relating to employment dis-
crimination should be written and available to all present and prospec-
tive employees. '

*Benefits which are different for men and women have been declared in
violation of Title VII of the Civil Rights Act of 1964 in recent guidelines
published by the Equal Employment Opportunity Commission. These guidelines
also state that it is no defense against a charge of sex discriminatiOn that
the cost of such benefit is greater for one sex than for the other.



III. DEVELOPMENT OF AFFIRMATIVE ACTION PROGRAMS

fifiective affirmative action programs shall contain, but not .
neééss§§¥iy be limited to, the following ingredients:

1. Development or reaffirmation of the contractor’s equal em-
ployment opportunity policy: Each institution should have a clear
writfenustatement over the signature of the chief administrative officer
which sets forth the institution’s legal obligation and policy for the
guidance of all supervisdry personnel, both academic and nonacademic,
for all employees and for the community served by the institution. The
policy statement should reflect the institution’s affirmative commitment
to equal employment opportunity, as well as its commitment to eliminate
discrimination in employment on the basis of race, color, sex, religion
and national origin.

2. Dissemination of the policy: Internal communication of the
institution’s policy in writing to all supervisory personnel is essen-
tial to their understanding, cooperation and compliance. All persons
responsible for personnel decisions must know what the law requires,
what the institution’s policy is, and how to interpret the policy and
implement the program within the area of their responsibility. Formal
and informal external dissemination of the policy is necessary to inform
and secure the cooperation of organizations within the community, in-
cluding civil rights groups, professional associations, women’s groups,
and various sources of referral within the recruitment area of the
institution. -

The employer should communicate to all present and prospective
employees the existence of the affirmative action program, and make
available such elements of the program as will enable them to know of
and avail themselves of its benefits.

3. Responsibility for implementation: An administrative proce-
dure must be set up to organize and monitor the affirmative action program.
41 CPR 60-2.22 provides that an executive of the contractor should be
appointed as director of EEO programs, and that he or she should be
given “the necessary top management support and staffing to execute
the assignment.” (See the remainder of section 2.22 for details of the
responsibilities of the Equal Employment Opportunity Officer.) This should be
a person knowledgeable of and sensitive to the problems of women and minority
groups. Depending upon the size of the institution, this may be his or her
sole responsibility, and necessary authority and staff shOuld be accorded the
position to ensure the proper implementation of the program.

In several institutions the EEO officer has been assisted by one or
more task forces composed in substantial part of women and minority per-
sons. This has usually facilitated the task of the EEO officer and
enhanced the prospects of success for the affirmative action program in
the institution. '
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4. Identification of problem areas by organizational units and
job classifications: In this section the contractor should address
itself to the issues discussed in sections I and II above. The
questions involved in data gathering and analysis are treated in
appendix J.

Once an inventory is completed, the data should be coded and
controlled in strict confidence so that access is limited to those
persons involved in administering and reviewing the Equal Employment
Opportunity Program. Some state and local laws may prohibit the
collection and retention of data relating to the race, sex, color,
religion, or national origin of employees and applicants for employ-
ment. Under the principle of Federal supremacy, requirements for such
inventories and recordkeeping under the Executive Order supersede any
conflicting state or local law, and the existence of such laws is not
an acceptable excuse for failure to collect or supply such information
as required under the Executive Order.

5. Internal audit and reporting systems: An institution must
include in its administrative operation a system of audit and reporting
to assist in the implementation and monitoring of the affirmative action
program, and in periodic evaluations of its effectiveness. In some
cases a reporting system has takén the form of a monitoring of all
personnel actions, so that department heads and other supervisors must
make periodic reports on affirmative action efforts to a central office.
In most cases all new appointments must be accompanied by documentation
of an energetic and systematic search for women and minorities.

Reporting and monitoring systems will differ from institution to
'institution according to the nature of the goals and programs estab-
lished, but all should be sufficiently organized to provide a ready
indication of whether or not the program is succeeding, and particularly
whether or not good faith efforts have been made to ensure fair treat-
ment of women and minority group persons before and during employment.
Reporting systems should include a method of evaluating applicant flow;
referral and hiring rate; and an application retention system to allow
the development of an inventory of available skills.

At least once annually the institution must prepare a formal
report to OCR on the results of its affirmative action compliance pro-
gram. The evaluation necessary to prepare such a report will serve as
a basis for updating the program, taking into consideration changes in
the institution’s work force (e.g., expansion, contraction, turnover),
changes in the availability of minorities and women through improved
educational opportunities, and changes in the comparative availability
of women as Opposed to men as a result of changing interest levels in
different types of work.

6. Euhlication_g§affirmative action programs: In accordance
with 41 (‘FR 60' 2.21(11), which states that the contractor should
“commuuicate to his employees the existence of the contractor’ s affir-
mative action program and make available such elements of his program
as will enable such employees to know of and avail themselves of its
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Lynnfics," the Office for Civil Rights urges institutions to make
public their affirmative action plans. University contractors should
also be aware that affirmative action plans accepted by the Office
for Civil Rights are subject to disclosure to the public under the
rrovdom of Information Act, 5 U.S.C. 552. Subject to certain exemp-
tinnw, disclosure ordinarily will include broad utilization analyses,
yynpoued remedial steps, goals and timetables, policies on recruit-
rrnt, hiring, promotion, termination, grievance procedures and other
-gtf{rmntive measures to be taken. Other types of documents which
runt be released by the Government upon a request for disclosure in-
vludo‘the contractor’s validation studies of tests and other preem-
ployment selection methods.

Exempt from disclosure are those portions of the plan which
Contain confidential information about employees, the disclosure of
which may constitute an invasion of privacy, information in the nature
of trade secrets, and confidential commercial or financial information
within the meaning of 5 U.S.C. 552(b) (4). Compliance agencies also
are not authorized to disclose the Standard Form 100 (EEO-1) or
similar reporting forms or information about individuals.

7. Developing a plan: The Office for Civil Rights recognizes that
in an institution of higher education, and particularly in the .
academic staff, responsibility for matters concerning personnel de-
cisions is diffused among many persons at a number of different levels.
The success of a.university’s affirmative action program may be de-
pendent in large part upon the willingness and ability of the faculty
to assist in its development and implementation. Therefore, the Office
for Civil Rights urges that university administrators involve members
of their faculty, as well as other supervisory personnel in their work
force, in the process of developing an information base, determining
potential employee availability, the establishment of goals and time-
tables, monitoring and evaluating the effectiveness of the plan, and
in all other appropriate elements df a plan. A number of institutions
have successfully established faculty or joint faculty-staff
commissions or task forces to assist in the preparation and administra-
tion of its affirmative action obligations. We therefore recommend
to university contractors that particular attention be given the need
to bring into the deliberative and decision~making process those within
the academic community who have a responsibility in personnel matters.

The Office for Civil Rights stands ready to the fullest extent
possible to assist university contractors in meeting their equal em-
ployment opportunity obligations.
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P. O. Box 5067, RALEIGH, N. C. 27607
OFFICE OF THE PROVOST AND VICE-CHANCELLOR

January 31. 1973

T0; Dr. A. Carnesale Dean C. McKinney
Dr. R. G. Carson Dr. J. D. Memory
Dean D. w. Chaney Dr. L. C. Saylor
Dean C. J. Dolce Dean B. C, Talley
Dr. F. J, Hassler Dr. W. L. Turner
Dr. I. T. Littleton Dr. 0. Uzzell

Mr. J. D. Wright

FROM: Clauston Jenkins gqu

SUBJECT: Data for Affirmative Action Planning

The following information is attached for your use in Affirmative
Aption Planning: .

l) SPA data for your unit

a) list of all SPA personnel by department;

b) summary according to race and sex for each department and the
entire unit.

This data should be useful in assessing your present situation and
establishing goals. '

2) Data on graduates from technical institutes and community ‘ - ‘
polleges in North Carolina .

“1‘!"'a) code sheets for associate degree field codes;
:51. ‘b) Table 1 - Associate Degree Recipients by sex, 1971-72;

c) Table 2 - Associate Degree Recipients by race, 197l~723

d) Table 3 - Early Leavers with Marketable Skills (ELMS) by
sex, 1971-72;

e) Table 4 - Early Leavers with Marketable Skills (EUMS) by
race, 1971-72.

All of this data is stapled together. This information, furnished by
the North Carolina Department of Community Colleges, should be useful in assessing the
availability of trained manpower for various classifications and determining the number
of potential transfer students.

CJ/mg
Enclosures

cc: Mr. William Galloway
Mr. Cy King
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QI-
P. O. Box 5067, RALEIGH, N. C. 27607

OFFICE or THE PROVOST AND VICE-CHANCELLOR January 12 , 19 73

TO: Dr. A. Carnesale Dr. I. T. Littleton
Dr. R. G. Carson Dean C. MCKinney
Dean D. . Chaney Dr. J. D. Memory
Dean . . Dolce Dean B. C. Talley
Dean . . Ellwood Dr. 0. Uzzell
Dean . . Jones Mr. J. D. Wright
Dean . . Legates

FROM: Clauston Jenkin;::)\kw§§3;\E§§:\\N~———a~~

SUBJECT: Affirmative Action Planning

From informal discussions with the General Administration we think that NCSU
will be asked to present its campus plan before the end of March. Accordingly,
Affirmative Action planning units should aim at delivering a plan to the Provost
by March 9, 1973.

Since one of the key elements in planning will be the determination of
availability, the following data and reports are attached for your use.

1. Statistics concerning doctorates awarded to women compiled by the
Association of American Colleges;

2. A summary of data on the availability of Negro Ph.D.s

This information should be self explanatory. It does not appear that patterns in
doctorates awarded have changed significantly for either females or Negroes since
1969.

3. Number of Bachelor's Degrees conferred by North Carolina Colleges and
Universities by Institution, Sex, and Field of Study for 1968-69,
1969-70, and 1970-71.

4. Number of Master‘s Degrees conferred in North Carolina by Institution,
Sex, and Field of Study for the years 1968-69, 1969-70, and 1970—71.

This information is included for two reasons. First, it should give an idea of the
size of the pool of potential graduate students in North Carolina by sex and by
inference from predominately black institutions by race. Second, the data gives
some indication of the kind of pool of college-trained individuals available for
SPA positions. Data on graduates of two year institutions may be forthcoming to
provide additional information about the availability of SPA personnel.

5. Minority Employment in State Government.

This publication provides some idea of how we compare with others and offers some
recommendations which might be useful.

(Continued)
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6. 1971 work force estimates for counties in North Carolina by race and sex.

This information may be useful in discussing goals for SPA personnel.

By thefirst:week in February we hope to be able to provide SPA data by Department
and School similar to that already provided for EPA.

"A Quick Reference to Federal Laws and Regulations Concerning Sex Discrimination in
Educational Institutions" is also attached for your information. It may prove useful
in sorting the various laws, orders and agencies involved.

Finally, another copy of HEW guidelines (Memorandum to College and University
Presidents, October 1, 1972) is attached to help you in preparing a plan. Until we
receive additional advice from the General Administration, these guidelines along
with pages 44 - 49 of the HEW letter of September 27, 1972, to President Friday
represent the general framework for our planning efforts although planning units can
be imaginative and original in developing a plan within the framework.

CJ/mg

Attachments
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PROJECT ON THE STATUS AND EDUOATION OF WOMEN

BERNICE SANDLER,
EXECUTIVE ASSOCIATE

REBECCA STANLEY,
aSSOCiation Of RESEARCH ASSOCIATE

FRANCELIA GLEAVES,
american COllegQS RESEARCH ASSISTANT

1818 R STREET, N.W.'- WASHINGTON, D.C. 20009 . (202) 265-3137

STATISTICS CONCERNING DOCTORATES AWARDED T0 WOMEN

Institutions covered by Executive Order 112h6 as amended, which forbids all federal

contractors from discriminating on the basis of sex (also race, color, religion and

national origin), are required to develop numerical target goals for women.

How these are developed is detailed in Revised Order No“ 4 (available free 0f charge
from the Office of Federal Contract Compliance, Department of Labor, Washington, D.C.

20210). The order specifies that among the factors that contractors must take Into

account is the number of available women in the labor force, At the academic level,

the available labor force is best determined on a national basis.

Many institutions are using as a base the number and/or percentage of doctorates awarded

to women_* In order to avoid some duplication of work, the Project on the Status and

Education of Women is enclosing data worked out at other institutions~ There are sev-

eral ways to calculate the data. Enclosed are three sets of computations:

i, The percentage of doctorates awarded to women between 1960:69, prepared by

the Council for University Women's Progress at the University ot Minnesota.

2, The combined percentage bf doctorates awarded to women by the largest degree-

awarding institutions by the best ranked departments in each field, prepared
by the Office of the Chancellor, University of Wisconsin, .

The percentage of doctorates awarded to women by the tOP flve graduate
institutions, in selected disciplines, 1953-58, and~1963-68, prepared bY
Lucy w. Sells, Department of Sociology. University of California at Berkeley.

The tables may be used differentially as goals are developed for each rank.

*A recent study (The Woman Doctorate in America by Helen Astin) indicated that 9I% of

women doctorates were working, 81% of them full-time, 79% had not interrupted their
careers in the ten years after obtaining the doctorate. (Only 81% of all men are in

the labor force. 0f men with doctorates, only 69% work full-time in their fIEId 0f

study.) _ I April, 1972
\
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Prepared June/1971 by the
Council for University Women's Progress
at the University of Minnesota

PROPORTION OF DOCTORATES EARNED BY WOMEN.
BY AREA AND FIELD, 1960-1969 ‘

Data ecurce: u.s. Department of Health, Education and Welfare. Earned Degrees Conferred: Bachelor's and Higher Degrees. A publication of the
Bureeu 01 Educational Research and Development and the Netionel Center tor Educational Statistics.Office, (All public and private colleges and universities in the United States kn0wn to confer doctoral degrees are included in the survey. Professional

"as ington, i,

Washington, D.C.: U.S. Government Printing
doctoral downs. such as M.D.. however, are not listed.) The coneeCutive bulletins from which these original data were obtained are located in the
Wilson Library Documents Division.
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Agriculture, Total 4462
Agriculture, General 115
Agronomy, Field Crops 966
Animal Science .. 872
Dairy Science 262
Farm Management 13
Fish, Game or Wildlife Management 209

(1961-19691‘
Food Science 385
Horticulture , 539
Ornamental Horticulture 14
Poultry Science 211
Soil Science ' 568
Agriculture, All other fields 308

Architecture 50
Biological Sciences, Total 17,708

Premedical, Predental and 25
. Preveterinary Sciences
Biology, General 1949
Botany, General 1653
Zoology, General 2262
Anatomy and Histology 633
Bacteriology, etc.2 - 2096
Biochemistry 2695
Biophysics 429
Cytology 30
Ecology (1961-1969 only) 37
Embryology 45
Entomology 1097
Genetics 672
Molecular Biologv (1968-1969 only)3 32
Nutrition (1961-1969 only) 156
Pathology 271
Pharmacology 783
Physiology 1145
Plant Pathology 692
Plant Physiology 203
Biological Sciences, All other fields 803

Business and Commerce, Total 3046
Business and' Commerce, General 1372
Accounting . 268
Finance, Banking (1967 1969 only)‘ 53
Marketingtl'J-Ti? 1:-:;:: 1/15 66
Real Estate, Insurance (1967 1969 only)" 2
Transportation (1967 1969 only) 7
Business and Commerce, All other 1lC1dS 1278

City Planning (1966-1969 only)” 44
Computer SCIcncc ant) Systims 158

Analysis, Total (1964-1969 only)a
Computer Scrence 99
Systems Analysis 22
Computer Science and Systems Analysis, 37

All other fields
Education, Total 26.369

Physical Education 1143

Doctorate:EarnedTotalNumberof byWomen 1960-1969
\I

M

bONNO—‘mNOb-‘m-‘O
d

Nbb
M0)

395
186
318
116
355

O-‘Ub"JMOO

5230
313

Percentage01
7‘Doctorate:Earned VbyWomenNI

1960-1969

‘8’
momamm mow-aux:

4.16
2.40
3.32
.35

3.25
8.00

13.82
8.00

20.27
11.25
14.06
18.33
16.94
17.48
7.46

30.00
5.41

24. 44
4.19
9.08
1875
28.85
5.54

11.11
14.67
2.75
5.91

11.46
2.82
2.41
6.72
1.89
1.52
.00
.00

2.58
4.55

- 2.53
3.03
4.55

19.83
27.38

.2
3.3 Q
.. 0 ¢
5%:1— o .-

Health Education 88
‘ Recreation 30
Education of the Mentally Retarded 118
Education of the Deaf (1964-1969 only) 6

(1964-1969 oniyi"
Speech and Hearing Impaired 339
Education of the Visually Handicapped 3

(1964-1969 only)l °
Education of the Emotionally Disturbed 24

(1965-1969 only)”
Administration of Special Education 14

(1968-1969 only)I 2
Education of Other Exceptional 391

Children ‘3
Agriculttiral Education 228
Art Education 194
Business or Commercial Education 300
Distributive Education, Retail Selling 28
Home Economics Education 124 '
industrial Arts Education, Nonvocational 224
Music Education 548
Trade or Industrial Education, 181

Vocational
Specialized Teaching Fields, All other 756
Nursery or Kindergarten Education 14
Early Childhood Education 22
Elementary Education 1199
Secondary Education 966
Combined Elementary and Secondary 21

Education
Adult Education - 303
General Teaching Fields, All other 445
Education Administration, Supervision 7242

Finance‘ 4
Counseling and Guidance 2357
Rehabilitation and Counselor Training 80

(1964-1969 only)
History of Education, etc. (1964-1969 488

only)l 5
Education, General 6286
Educational Psychology (1964- 1969 875

only)
Phys:C11 Education, Nonteaching (1964- 36

1969 only)
Education, All other fields' ° 1296

Engineering, Total1 7 18,572
English and Journalism, Total 6471

English and Literature 6322
Journalism 149

Fine Arts and Applied Arts, Total 4035
Art General 99
Music, Sacred Music 1473
Speech and Dramatic Arts 1978
Fine and Applied Arts, All other fields 485

Folklore (1965-1969 only) 29

Women
TotalNumberof 1960-1969

wMDoctorateeEarned
bmnmbv

O)
le

126

52
89
123
75

261
12
20

459
154

46
97

931
488
14

99
1183
224

286
82

1541
1523

18
678
199

, 314
147

20009

DoctorateeEarnedPercentageof byWomen 1960-1969



Foreign Languages and Literature, Total
Linguistic:
Latin, Classical Greek
French

. Italian
Portuguese
Spanish
Philology and Literature of Romance

Languages
German
Other German Languages
Philology and Literature of Germanic

Languages
Arabic
Chinese
HGDICW
Hindi, Urdu (1961-1969 only)
Japanese
Russian
Other Slavic Languages
FOreigii Language and Literature, All

other fields
Forestry
Geography
Health Professions, Total

Hospital Administration
Medical Technology
Nursirig, Public Health Nursing
Optometry
Pharmacy
Physical Therapy, Physiotherapy
Public Health
Radiologic Technology
Clinical Dental Services
Crinical Menii'ral Services
Clinical Veterinary Services

_ Health Professions, All other fields
Home Economics, Total

Home Economics, General
Child Develonment. Family Relations
Clothing and Textiles
Foods and Nutrition
Institution Management or

Administration
Home Economics, All other fields

Law .
Library Science
Mathematical Sciences, Total

Mathematics
Statistics

Philosonhy, Total
Philosophy
Scholastic Philosophy

Phys:cal Sciences, Total
Phi/Sisal Sciences, General
Astronomy
Cltvjr't'stv.’

otalNumber 196019597
'1Doctorate:Earb .4 w

\10'1
11010 \ioom
.u h

104
53
6

43
268
140

6166
5538
781
1701
1520
181

25,735
93

421
iacca

Toto!Number OoctoratesEa byWomen 1960-1909

101
87
52
6
38
12
38

401
348
53
188
155
33

1179
3

29
55‘.

Percentage01

Eu

.3mDoctoratos .4-'nbyWomtn P"’memo-39\)h)

.50
, .00

94.44
6.25
4.26 ’
.00

14.83
.00

16.77
10.20 '
1.60

11.21
76.26
97.12
50.00
98.11
80.60
100.00
88.37
4.48

27.14
6.50
6.46
6.79

11.05
10.20
18.23
4.58
3.23
6.69
RP."

Metallurgy
l.’.eterology
Pharmaceutical Chemistry

(1961-1969 only)
Physics
Geology
Geophysics
Oceanography
Earth Sciences, All other fields ’3
Physical Science, All other fields

Psychology, Total
General Psychology
Clinical Psychology (1961-1969 only)
Counseling and Guidance
Social Psychology (1961-1969 only)
Rehabili'ation Counselor Training

(1904-1969 only)
Educational Psychology

(1964-1969 only)
Psychology, All other fields

(1964-1969 only)
Religion, Total

Religious Education, Bible
Theology
Religion, Liberal Arts Curriculum
Religion, All other fields

Social Sciences, Total
Social Sciences, General
American Studies, Civilization,

Cultbrc
Anthropology
Area or Regional Studies
L'coaomics
History
International Relations
Political Science or Government
S-JCiology
Agricultural Economics
Foreign Service Programs
Industrial Relations .
Public Administration.
Social Work, Social Administration
Social Science, All other fields

‘ Trade or Industrial Training
Broad General Curriculums and

Miscellaneous Total
Arts, General Programs
Sciences, General l’rogiums
Arts and Sciences, General Programs
Teaching of English as a Foreign

Languane
All Other Fields of Study '9

Total All Fields (areas) reported:

M

TotalNumber-
NDoctorate:Ear a (A)

1960-1909

Mk) cos 1.001
8415

‘ 2143
203
222
170
359
9135
7071
651
138
309
36
137
793

2825
368
1417
860
180

18,662
261
257
942
384

3898.
4943 =
425
2876
2361
1165

11
96

283
480
280
8-1
726
39
84
40
27

536
154,11 1

Doctorate:EarTotalNumber- byWomen 1960-1969
C
2
13

168
53
34
2
18

1845
1365
163
33
68
8
37
171

141
49
49
394

2072
27
41
202
46

219
579
33

253
403
12

14
23
174
55
0

107
9
9
5
10
74

17,929

of..s'.

Portentsi

‘W

Ear

Doctorate!
bbyWomen 01900-1959

A." oh—u——‘.‘9.S'a.*--.o. ‘-
1, Whonin1orrt‘atooii our. surname t'om 11-61-1912“) (this lit-Id was not ”we“ as a seiiarato catr-qorv in HMO-191131), pronortions were computed based

on in’ormation available. If the from was not listed as a separate category for more years than 1960-1961, the information was included in the
residual category. 1' arr-z Zions are nv~-_.- -,

2. 11'5““1",li-"""'=°:‘-‘.3V."-"0 ‘ iv. 'v'1 " ‘-v', “-inzsitclouy arm 'J-croosc'oav.
3. The status 01 "451' 3M (IV-3' 10 19133? ..l~--:- it .-..is cons. ten-u saturate-y, ., my, cit-or.
4, 5, and 6. A5 I” 1, [M var“..- C";.‘!\,q||iih a, tv'..1‘ -
7 and 8. These C1111“! dlcus are m _
9, 10, 11, oan 12. Subsiimed ”it"ct other LOIL'i1.)’it.-s in r-arlim Vud's. -
13. lncludcs fir-Ni.“ LC NW") l‘w-‘ihilztv fin,“ uteri )1 the L‘vi.-.~li-tt, Enucation of the Multinlo Hanrticmlvod.
14. l'w'udv‘s C'i'ficulum "W's-WM as w- 'l. 1 lids-a ' or»: worn Iolmratct’ tor all but your 1963-1964, so it was necessary to combine thorn.
15. Includes History, Philosrit liy .I|\»1 Tn-nry ( t I'iiutatiun,
16. 'nC'UUI‘$UI\"(‘COII'JY11816.11101007 ir‘uculiut) Stine-alist. . .
17. A breakdown on Eng-r mum-t was omitted tron. Earned Dori/ops Confined: Rache/or'; and Higher Degree: 10' m. 10“, acadomrc YM'I 1960

"Hm-9’1 1904, urtiw sown-s ii .125! mi «I: menus-1broa~dti-.yribv “out but not by amt.
Includes recent lurid, "1 mm Summer‘s. bunnral,"
Includes rocrnt tit-M "Iiirerarca l i- Ms at study.”18.19.



#
AVAILABILITY STATISTICS, WOMEN HOLDERS OF THE PH.D., 1967-1969

(Top Degree Granting Schools)

Compiled by the Office of the Chancellor, University of Wisconsin*

DEPARTMENT

African Languages 5 Literature
Afro-American Studies
Agricultural Economics (add Economics)
Agricultural Engineering
Agricultural Education
Agricultural Journalism (add Journalism)

_ Agronomy
Anatomy (and Histology)
Anesthesiology**
Anthropology
Art (General; Fine and Applied)

(Art Education)
Art History

Astronomy
Bacteriology
Behavioral Disabilities
Biochemistry
Biophysics
Botany
Business 8 Commerce
Chemical Engineering
Chemistry
Civil 5 Environmental Engineering
Classics
Clinical Oncology

Communication Arts
Communicative Disorders
Comparative Literature
Computing Center (Send Comp. Sci. Stat.)
Computer Sciences
Counseling 8 Guidance
Curriculum 8 Instruction
Dairy Science
East Asian Languages 8 Literature
Economics
Educational Administration
Educational Policy Studies

Educational Psychology
Electrical Engineering
Engineering.Mechanics
English
Entomology
Environmental Design
Family Practice
Food Science (also send Nutrition)
Forestry '

TOTAL
19m

2/60
1
0
u
1

18
295
6b

882(MA)
317(MA)

7

8
68

' 117
10/167

17

I79
0

45

67
12

6h
#5

58
60
2h

42

388
IS

%
WOMEN

No statistics
No statistics
.8%/7.0%

2.1%
0
9.3%
.5%

23.0%
18.9%
25.1%

h0.1/40.8%
67.7”o
21.8%

5.9%
22.6%

21.u%
9.5/7.3%

13.h%
2.0%
.7%

8.5%
0

29.0%
No statistics

17.7%
23.0%
30.1%‘est.
6.0% (68-69)
6.0% (68-69)
21.2%
22.3%
3.6%
‘0
7.0%
10.6%
17.6%

27.0%
.6%

O.
28.1%
7.1%

No statistics
4.1%
3.9%
0



QEPARTMENT

French
Genetics
Geography

Geology
Geophysics (with Geology)
German
Gynecology 8 0bstetrics**
Hebrew 8 Semitic Studies
History
History of Medicine
History of Science
Home Economics Education 8 Extension
Home Management 8 Family Living'
Horticulture
Indian Studies

industrial Engineering
Internal Medicine
Italian
Journalism
Landscape Architecture
Law
Library Science (Send to Library

School 8 General Library)
Linguistics
Mathematics
Mathematics Research Center
Meat 8 Animal Science
Mechanical Engineering

Medical Genetics (see Genetics)
Medical Microbiology (Send Bacteriology)
Medical School: Clinical Departments
Medicine (first professional degree)
Metallurgical 8 Mineral Engineering
Metereology
Military Departments
’Molecular Biology (Composite listed second)
Music
Neurology **
Neurophysiology
Nuclear Engineering

Nursing
Nutritional Sciences
Oncology
Ophthamology**
Pathology
Pediatrics-“
Pharmaceutical Chemistry
Pharmacology
Pharmacy
Philosophy
Physical Education? Men/Women

TOTAL
we

89
16
a

17
0

52
236

1
131

5h7

1h
1
o

2

10

5k

688

.22

39

(composite)

(residents)

(LLB/JD)

(MS)

OMIT

(Ph.D.)

OMIT

%
WOMEN

h1.7%
12.0%
2.1%

h.9%
0
27.5%
10.9%
50.0%(68-69)
12.9%
No Statistics
9.#%

100.0%
35.0%
1.N%
O

1.3%
7.8%

33.3%
9.3%

No statistics
h.7%

78.Nb
22.2%
5.5%
5.5%
1.8%
.H% (67-68)

22.6%

7.9%
1.6% (67-68)
2.7% (67-68)

20%/20.5%
15.0%
6.1%

No statistics
0

16.3%
No statistics
b.3A
2.3%

29.2%
5.01
14.9L
8.9%
10.6%



' DEPARTMENT

Physics
Physiology
Physiological Chemistry (Send Biochemistry)
Plant Pathology
Political Science
Portuguese
Poultry Science
Preventive Medicine
Psychiatryfd:
Psychology
Radiology’fi:
Rehabilitation Medicine **

Related Art
Rural Sociology (Send Sociology)
Russian
Scandinavian Studies
Slavic Languages (Non-Russian)
Social Work
Sociology
Soil Science
Spanish
Statistics
Surgery**
Textiles 6 Clothing

Urban 5 Regional Planning
(CF. City Planning)

Veterinary Science
Wild Life Ecology (CF. Fish, Game, and

Wildlife Management)
Zoology
Pathologyfifi

TOTAL
WOMEN

no
29

117

68

395
337
117
61

384
97'
10

10

97

52

1l9

O
106

0
72
380 (cesidents)

%
WOMEN

2.h%
12.8%
21.h%
1.5%

11.2%‘
16.6% (68-69)
3.5%

No statistics
13.h%
26.1%
7.3%
19.8%

h0.1%
18.3%
40.0%
50.0% (67-68)
30.3%
39.2%
18.3%
2.1%

33.1%
5.2%
2.2%

88.8%

o Q
7.#%

O
20.3%
19.H%

# When noted statistics may be for some other appropriate terminal degree.

* The statistics.are derived by combining the number of degrees awarded from both
.the largest degree-granting institutions and the best ranked departments in the
field;

1. The thirty-three institutions which have granted more than 2000 doctorates ~-

Boston University Mass. Institute of Tech.
California (Berkeley) Michigan
Catholic University Michigan State
Chicago Minnesota
Columaia Missouri .
Cornell New York University
Harvard North Carolina
illinois Northwestern'
lndiana Ohio State
Iowa Pennsylvania
Iowa State Pennsylvania State
Johns Hopkins ' Pittsburgh

Princeton
Purdue
Stanford
Texas
UCLA
Univ. of Southern

California
Washington (Seattle)
Wisconsin
Yale
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Combined with the figures obtained from the above list are those
institutions (if not already included) in which the particular depart-
ment received a 1969 ACE rating of 3.0 or above (”strong“ or “distin-
guished“).

The data concerning degrees awarded by the largest degree granting institutions were
derived from Higher Education, Earned Degrees Conferred: Part 8, Institutional Data
Volumes 1967-68 and 1968-69, published by the U. 5. Office of Education, Department
of Health, Education and Welfare.

The ACE ratings are based on the quality of graduate faculties, as evaluated by members
of the profession, and are taken from A Rating of Graduate Programs, edited by Kenneth
D, Roose and Charles J, Andersen, and issued by the American Council on Education:

** Statistics for medical fields are for filled residencies in affiliated hOSpitals,
September l, 1970.

Distributed by the PROJECT ON THE STATUS AND EDUCATiON OF WOMEN, Association of
American Colleges, 1818 R Street, N.w., Washington, D. C. 20009.
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% 0F PH. D.'S AWARDED T0 WOMEN BY THE TOP FIVE
GRADUATE INSTITUTIONS, IN SELECTED DISCIPLINES

Compiled by Lucy W. Sells,
Department of Sociology

University of California at Berkeley

DISCIPLINE lflfii-1258 ' 1263-1268

Men Women Total % Women Men Women Total % Women

Sociology 199 37 236 16 I91 59 250 24

English 363 50 “13 I2 387 ll3 500 23

Psychology 281; 68 352 19 - L13l+ 123 557 22

Anthropology 112 21 133 16 179 A1 220 19

History 965 AA 509 9 750 97 8A7 12

Political Science 271 13 281-1 5 316 no 356' 1'2

Chemist ry 7A8 38 786 5 696 51 7A7 7

Economics h08 15 #23 A . 480 36 516 7

Mathematics 227 8 235 3 A65 20 485 A

Physics ‘ Ms 8 use 2 872 24 ' 896 ‘ 3

Sources: U. S. Office of Education, EARNED DEGREES CONFERRED, Circulars Numbered 417,
#61, A99, 527, and 570, for degrees conferred in 1953-1954 through 1957-58, respec-
tively. After 1962, EARNED DEGREES CONFERRED was published'by the National Center for
Educational Statistics, Washington,‘0. C. The Top Five rankings for the 1953-1958
period are based on Keniston's 1957 ranking, cited in Allan ML Cartter, AN ASSESSMENT
OF QUALITY OF GRADUATE EDUCATION, American Council on Education, Washington, D. C., 1966.
The Top Fivermnkihgs for 1963-1968 are based on Kenneth D. Roose and Charles J. Andersen,
A RATING 0F GRADUATE EDUCATION, American Council on Education, Washington, D. C., 1970.

The Top Five Departments for each discipline and time period are.

Sociology: 1957: Harvard, Columbia, Chicago, Michigan, Cornell
1970: Berkeley, Harvard, Chicago, Columbia, Micn.gan

English: 1957: Harvard, Yale, Columbia, Berkeley, Princeton
1970: Yale, Berkeley, Harvard, Chicago, PrifiCeCOh

Psychology:. 1957: Harvard, Michigan, Yale, Berkeley, Stanford
1970: Stanford, Michigan, Berkeley, Harvard, Illinois

Anthropology: 1957: Chicago, Harvard, Columbia, Berkeley, Yale
I970; Chicago, Berkeley, Michigan, Pennsylvania, Harvard

History: 1957: Harvard, Columbia, Yale, Berkeley, Wisconsin
1970: Harvard, Yale, Berkeley, Princeton, Stanford, Columbia,

Wisconsin



Political Science:

Chemistry:

Economics:'

Mathematics:

Physics:

1957:
1970:

1957:
1970:

1957:
1970:

1957:
1970:

1957:
1970:

- 2 -

Harvard, Chicago, Berkeley, Columbia, Princeton
Yale, Harvard, Berkeley, Chicago, Michigan

Harvard, Berkeley, Illinois, Chicago, Wisconsin
Harvard, Cal. Tech., Stanford, Berkeley, M.I.T.

Harvard, Chicago, Yale, Columbia, Berkeley, Stanford
Harvard, M.I.T., Chicago, Yale, Berkeley

Harvard, Chicago, Princeton, Berkeley, Michigan
Berkeley, Harvard, Princeton, Chicago, M.l.T.

Berkeley, Harvard, Columbia, Princeton, Chicago
Cal. Tech., Berkeley, Harvard, Princeton, Stanford, M.|.T.

/
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DOCTORATES GRANTED FROM 1963-1968 BY TOP FIVE
GRADUATE FACULTIES, BY SEX AND DISCIPLINE

SOCIOLOGY o PSYCHOLOGY 0

University Men Women Total Wofien University Men Women Total Wofien

1*Berkeley' 3h 19 48 29 1 Stanford 69 20 89 22

1* Harvard 25 9 34 26 2 Michigan 130 31 161 19

3 Chicago ' 58 12 70 17 3 Berkeley 89 36 125 29

9* Columbia 44 19 63 30 A 9 Harvard 57 ‘21 78 27

h* Michigan 30 _§ 3g 1h 5 Illinois §2 12 195 1h

Total 191 59 250 2U% Total 434 123 557 22%

*Tie in rating.

1969-70 67 26 93 23% 1969-70 115 47 162 29%

ENGLISH o . ANTHROPOLOGY 0

University Men Women Total Wofien University Men Women Total Wofien

1 Yale 71 35 106 33 1 Chicago #6 7 1 53‘ 19

. 2* Berkeley 62 23 85 27 2 Berkeley 49 12 61 20

2* Harvard 160 #3 203 21 3 Michigan 24 2 26 --

4* Chicago 39 10 “9- -20 4 Pennsylvania. 12 h 16 --

4* Princeton _§§ _2 21 h 5 Harvard 3g I 16 65 25

Total 387 113 500 23% Total 179 41 220 19%

NTie in rating.

1969-70 102 39 136 25% 1969-70 91 18 59 31%

Sources: Degree figures compiled from EARNED DEGREES CONFERRED, published annually by
U. S. Office of Education, National Centerfor Educatlbnai Stafistics,Washington, D. C.,
1963, 196b, 1965, 1966, and 1967. Rating of quality of graduate Faculty taken From A
RATING 0F GRADUATE PROGRAMS, Kenneth D. Roose and Charles J. Andersen, Washington, D. C.,
American Council on Education, 1970.

1969-70 data from same schools in each field -- u.s 0.5. 72-2, EARNED DEGREES CONFERRED.
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University

1* Harvard

* Yale—‘ 6

Berkeley

kw

* ColumbiaU1

5* Stanford

5* Wisconsin

Total

*Tie in rating.

1969-70

University

1 Harvard

2 Cal.

3* Stanford

3* Berkeley

5 M.1.T.

Total

*Tie in rating.

1969-70

University

1* Cal Tech

1* Berkeley

1* Harvard

*Tie in rating.

Princeton

Tech.

fliélgfll 0

Men Women Total Wofien

163 25 188 13

63 16 79 --

122 12 134 9

#7 -- #7 --

1A6 32 178 18

A6 A 50 8

lél _§ 111 _§

750 97 8A7 12%

239 A3 282 15%

CHEMISTRY 0

Men Women Total Wofien

117 12 129 9

83 2 85 2

83 9 92 10

230 14 2AA 6

l§2 l. 122 7

696 51 I 7h7 7%

1&0 7 147 5%

EfliéiEE
%

Men Women Total Women

78 3 81 h

-75 6 281 2

113 3 116 3

h of 5

University

1 Yale

2 Harvard

3 Berkeley

h Chicago

5 Michigan

Total

.1969-70

University

1* Harvard

1* M.|.T.

3_ Chicago

A Yale

5 Berkeley

Total

*Tie in rating.

1969-70

University

1* Berkeley

1* Harvard

3 PrincetOn

*Tie in rating.

POLITICAL SCIENCE
%

1 Men Women Total Women

30 5 35 14

11h I 20 13h 15

74 6 80 8

#8 5h 11

.5_Q .2 .23. 6

310 #1 351 12%

58 1O 68 15%

ECONOMICS 0

Men Women Total Wofien

138 13 ' 151 9

101 4 105 h

69 3 72 h

71 75 5

1.91. 1.2 1.1.; 11

#80 36 516 ‘ 7%

126 5 131 %

MATHEMATICS w

Men Women Total WOan

187 7 15h 5

68 3 71 h

72 - 72 -



Physics cont'd.:

Universitx Men Women

h Princeton 107 1

5* Stanford. 105 3

5* M.|.T. 125 _§_

Total ' 872 2h

_*Tie in rating.

Distributed by the PORJEC

%
Total Women

108 1

l08 3

2.9.2.;

896 3%

T ON THE STATUS AND EDUCATlL‘m 0

American Colleges, 1818 R Street, N.W.

Mathematics cont'd.: %
Universitx A Men Women Total Women

Q Chicago 69 .5 7L1 7

MM. .192 .5. 115 _L»_

Total #65 20 485 N%

0? LCMEN, Aesociation of
, Washington, 0. C. 20009.

APRlL, 1972

5 of 5

..—,‘..A.... “vm“;


