
April 8, 1975

MEMORANDUM

To: Dr. Odell Uzzell

FROM: Lawrence M.-Clark

SUBJECT: H.E.W. Grant Application

Dr. Mayo asked me to contact you
with respect to the attached announcement .
from H.E.W. ‘He indicated that you might be
'intereeted in developing or contributing to
the develogment of a preposal in the area
mentioned. I have some ideas and would like
to discuss them with you. Perhaps we could
get a cadre of peeple together for a discussion.
Please advise me.

LMC:gj

Attachment



April 8, 1975

MEMORANDUM

To: Dr. William Maxwell

RROM: Lawrence M. Clark

SUBJECT: H.E.W. Grant Application

K
Attached is the H.E.W. announce—

-ment which I had hoped we would discuss over
lunch. Would you review.this and perhaps we

.can get together for a discussion soon. I
have sent a copy of the announcement to Dr.
Odell Uzzell for his review. Also, I have
written H.E.W. for additional information.

LMC:gj

Attachment



April 8, 1975

Louis 0. Bryuon, Chief
Highar Rduoation Branch
“Pt. 0! H. B. H. v
50 7th StrQOt Nd!" Rm. 134
Atlanta; Georgi; 30323

Dear Mr. Brysom~

This lotto: in a fallen-up to a
talcphona nonvnraagion with your .00-
rotary on Aprtl 7 and a 10th.: from
you dated March 31, 1975. Mr. W1111:m
Galloway and 1 plan to visit your 011100
on the morning of April 18, 1975. W0
appreciato your prompt rulponao to our
"Q“..t a

Sinaarply youru,

Lawranou M. Clark
Aauiaclnt Prevent

' a
gge'Pgovost Winstead

' Mr. William Galloway
/
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June 10‘ 1974 '

Dru JmB Rn wntmry
Director, Office of Insutotiml Research
Virginia Polytechnic Institute and State University
Blackhurg Virginia 25061

Dan: Jim:

1 how given the rescue of Randy Foster to Mr. 3m Simpson
who is handling coordination of thn matartal. I an aura that
his ream will rmtve carafe! consideration by the screening
mitt“. ‘ . .

I look forward to seeing you in Atlanta thlp fall at our
mung.

Stucar'eiy'. ‘

mm a; Gable "
Coordinator of Inctttuttonal

Studios and Planning
Ham's _ . ..
«3' Hr. it; 3. Simpson - I , 4\



VIRGINIA POLYTECHNIC INSTITUTE and'STATE UNIVERSITY
BLACKSBURG, VIRGINIA 24061

OFFICE OF INSTITUTIONAL RESEARCH June 5, 1974
BURRUSS HALL

Dr. Marvin H. Gehle
Coord. Institutional Studies
North Carolina State University
Raleigh, N.C. 27607

Dear Marvin:

Randy Foster, resume attached, is interested in the position
of Associate Vice President for Planning with the University
of North Carolina, General Administration.

ASSOCIATE VICE-PRESIDENT FOR PLAN-NING. The UIIII'orsIIy 0! Norm Caz-ohm.‘CII-IIIII'III .‘J'IHIIIIISU'IIUOIL The University 0!Norm CoroIIIIII IIIIIIIIImI-II IIII u! the sLsIc's16 umor InhIIslILIuas or IIIIIIII-r cIIII-uIon'I.The ASsOCIale ‘JIcu-i'resIIItnI I‘or I'IIIIIIIIII:mu I‘II'IIII! major to:IIoIL-IILIIIIV {tr III: IsIIII;III IonI.-IIIIIgI.I pIIIIIIIIII'n II.Id for MI. IIIII: II. LII, IIIII III-51m. (IC‘ILII'IIDDICHI, 3nd IIIIIII: IIIIIIIcI:III a. uIIIvcrsIIy-wIIIII mum.“cIIIuIII "Inn-III..-LIorI 53'sIcm. AIIIIINIIIILI; InnsI.I:In: “III e: .cdIIIIcLorIIIc and sIIouId- hich had I:.I1I.II:IsI‘vocspcucuce In hIghcr IdquIIon ..d:..‘.:.isII-II-Mon. II.IrIIcuI:IrI III the IIrc.Is or III.IIIIrIIII;and resource II{IoI:II.IoII. "osIIIon IIIIIIII. bzc.Ilbcr JuIy I. :I'II:II.I..Ic.I appIICIIrIIIs‘IIouIII IILI II ru:.umé :0: VIII: .’T|3.‘I}CL'IIL I‘orPIIIIInInII. Goneml AanIIIILI‘Ju'IIIXL'I‘m: Unt-vcrsIIy of North C: .I'o'II..'\. 9.0. 150cc Loaf,ChIIIIIII )1!"deth CaroIIna 27514 AppIIIIII- .Hons snouId be recu:chI ‘III' Ju no 20.1374.AIiIrmIIIIvII AcIIQn/UIzusI Opportumu ”.JIII-player.
Randy has been in Institutional Research at Youngstown for

six years and has also had good administrative experiences in other
institutions.

If you do not have another candidate you are proposing for
this position, perhaps you would be willing to submit, or have
submitted by appropriate office, Foster's name as a candidate.

Cordially,

3...James R. Montgomery
Director

Encl:

JRM/mm

VIRGINIA'S LAND-GRANT UNIVERSITY



THE UNIVERSITY OF NORTH CAROLINA
General Adminiuration

CHAPEL HILL 27314
RAYMOND H. DAWSON

Via PratdoaI—Atdmic Alain

M E M O R A N D U M

Graduate Deans DATE: June 5, 1974

Raymond Dawson \

Please find enclosed a copy of the pertinent pages from the
revised desegregation plan approved by the Board of Governors
on May 31 and submitted to HEW on June 3. This material is
in response to HEw's request of April 24, which reads in part
as follows:

Your revised plan should include immediate steps to
insure an increased enrollment of blacks in The
University of North Carolina graduate and profes-
sional schools, and an increased number of black
graduates from these programs. Such steps should
provide a source of black faculty within The Univer-
sity of North Carolina and encourage black students
generally to pursue terminal graduate and professional
degree programs in fields where blacks are currently
under-represented.

The enclosed material is for your information. This will be
discussed in the University Graduate Council in the near
future.

The Chancellors
President Friday
Vice President Sanders

x (“9/7 %”Wew1/I

'IHL L'NHL'KSHY 01' .\.";dd L.-\:1(_)li.\.~\ u ‘ :Hm'. \; . Imam flil’l. Ifluuf amntnnom m Nulb 6.4mm;
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THE UNIVERSITY OF NORTH CAROLINA
General Admininmtion

CHAPEL HILL27SI4
IAYMOND H. DAWSONVi: Pr Um —- A '44 ' A 'o u s am in" June 5 , 1974

Dr. Lyle V. Jones, Vice Chancellor and
Dean of the Graduate School, UNC-CH

Dr. John W. Kennedy, Vice Chancellor
for Graduate Studies, UNC-G

Dr. Walter Peterson, Dean of the
Graduate School, NCSU

Gentlemen:

Under separate cover you have received a copy of that section
of the revised desegregation plan pertaining to "steps to
insure an increased enrollment of blacks in The University of
North Carolina graduate schools, and an increased number of
black graduates from these programs." .

This plan places particularly significant responsibilities
upon your institutions as the only three institutions in The
University which offer programs at the doctoral level. I am
requesting that you meet with Vice President Sanders and me
on Tuesday, June 11, at 10:00 a. m., to begin planning
appropriate actions that need to be initiated. We will meet
in the President' 3 conference room in the General Administra—
tion Building.

We look forward to seeing you then.

Sincerely yours,

(\Jaymd HEW-—
Raymond B. Dawson

cc: President Friday
(IGHancellor Caldwell
Chancellor Ferguson
Chancellor Taylor
Vice President Sanders‘

(34%?tL77 / r2211 ‘drlt;ctp ;»<i4 ye,

Tm; UNIVL‘RSI'I Y L)!‘ {\UIL'I’H (.AHOI [NA 11 (:Hu/IHHJ a! m. ‘aulyuu {nu-J“ Irma! immnuun: In North Caro/ma
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NORTH CAROLINA STATE UNIVERSITY 1972—1973 5/
5px;

Classifications Applicants Candidates Offers

RACE-SEX

% black females 0.57 5.69
% white females 15.13 21.95
% other females 0.99 0.00

% black males 1.17 8.13
% hwflf males 77.33 62.60
% other males 4.81 1.63

Total 100.00 100.00

WITHIN FEMALES

% black 3.41 20.59
% white 90.68 79.41
% other 5.91 0.00

Total 100.00 100.00

WITHIN MALES

% black 1.40 11.24
% White 92.82 86.52
% other 5.78 2.24

Total 100.00 100.00

SEX

% females 16.68 27.64 23.60
% males 83.32 72.36 76.40

Total 100.00 100.00 100.00

RACE

% black 1.73 13.82 13.04
% white 92.47 84.55 82.61
% other 5.80 1.63 4.35

100.00 100.00 100.00

Offers
% accepted 79.50
% rejected 20.50



_ NORTH CAROLINA STATE UNIVERSITY AT HA[.113].le

Owner. or nu: CHANCELIOR
Box 5067 ZIP 27607
TwHONI: 9‘9. 737'2‘9] 26 mm 197’

To: Praaidant William Friday

Dad! Bill:

in anticipation oi your upcoming diacuaaicna with oiiiciala oi HEW
I wanna to mica two or three commanta darivad from my raadinq of Mr. Holmaa'
Novambar 10th lattar to Warner Kolahouaar. I an aura thara ia nothing
particularly naw to you in than manta. but it won't hurt tor no to para
than on to you.

i) ‘l’ha m lattar vary much manila-at” tha axtant to which atndant
choica oi an inatituticn can be mad. A anidcnt'a coliaoa choica
iavarymuchaparacnalandindividnalthinc.

ha lattar alao cvaraatinataa tha amnt to which the racial coupoaition
c! a (acuity can ba chariocd. la tha yaara aliaad of ca vacanclaa will be
iavarandtha aflutaclaachcanpca tcauplcywcnanwill ba compatinc
with tha aficrta to anploy ninority raca (acuity. Nor in it irrolavant to
point out that tha larvar aupply oi highly aunlitiad whita faculty puts an
unavoidably additional factor into tha aquaticn. At what point. for
ampla. will a highly dualiliad whita mala claim diacttnination? Any
propoaal to nova finality around arbitrarily iron on. campua to the other
la likawlaa taught with impracticability and bolda no raaliatic promise
for anycna.

'l'ha diacauicn of ”duplication“ to highly unraaliatic. North Carolina
could Iona an inacaaa in black anginaarinc anrollmant at NCBU and
UNC-C by cicainc out tho A. 6- 'i’. anqinaarinq program, or could increase
whitaMW anrollmant at A. & 1‘. by closing out the NCSU engineering
acbcol. Obvicualy naithar 0! than actiona poaaessea a acintilla of
raallaai ct practicability. radar-l and privata aiicrta as wall as Stats
aflcrta to lam tha quality of web procrama aa enginaering and agri—
culturc at A. 6: 1‘. hava the inavitabla afloat of improving tho attraction
of tho A. G T. offarinqa. How many whitaa will be attracted la problematioal
and cannot ba controlled by anybody.



President William Friday
p. 2 — 26 November 1973

Inter-institutional cooperation always has a ielicitous ring to it. But
great plans are usually notions rather than plans simply because the
effort that goes into the arrangements, the inconvenience oi the arrange-
ments. the added expense of the arrangements and the sheer human
inertia that goes with these difficulties make the arrangements more
hypothetical than realistic. A tow such arrangements do occasionally
come off. This happens when the advantages and the convenience and
the practicability are clearly evident in outweighing the difficulties.
In other words. when the arrangements can solve a specific problem.
okay. But when the problem is invented to satisfy a theoretical set
of arrangements. it won't go. If. for example. one Latin teacher can
teach on two neighboring campuses and serve a low-demand curriculum
need. okay. Unless such a need is present one should and might as
well forget about it. institutions and human beings are not expected
to be so altruistic or nearifle as to make artificial arrangements which
really don't solve any real problem and add up mainly to window dressing
tor a compliance statement.

the 38W latter theoretically recogauu differences in institutional roles.
in actuality the remedial actions suggested tend to ignore historical
as well as extantditicentials in institutional roles. To require every
institution in the sixteen-campus system to take on a ”remedial“ role
is unrealistic and helps‘nonone. it either UNCoCH or NCBU should
become open-door institutions. theflieot on other campus enrollments
could be disastrous and no one would be as well served. Likewise. the
role of the Board of Governors in controlling wisely the expansion of
doctoral and advanced protessionsl programs is a must from the stand-
point at both iisoal practicality and educational quality. It this objective
is steedlastly pursued. there is no way to avoid this significant role
differentiatiorkietween the existing major campuses and the predominantly
black campuses. Any other course by the Board of Governors would
border on the absurdity as a public policy.

Some statements such as this one on page 12 are totally useless: "Your
plan should assure that predominantly black schools do not experience
ditticulty in recruiting white students because of the attitudes oi high
school counselors or administrators. and that black high school students
are not counseled primarily or only toward the predominantly black schools. "

In summary. there is such a lack oi realism and there is such distortion of
judgment in the HEW letter as to suggest that it was written by people who have



Prosidont William Friday
9. J - 26 Novombor 1973

had no oxporionco in the administration and oporatioo of American hiqhor
oduoation; or that tho roport is writton at a hoadouartors so roasota iron whore
highor oduoation takos placo as to bo unaware of how dooisions ara mado
by sundaots, faculty. administrators and citizens. 70 looks thoso aiatouonts
doos not holp to aoswor tho lottor. I do fool. though. that tho sixtooo mos
of dirootivos laid upon tho Govornor of this auto. tho Board o! Govornors.
tho Board of lduoation, and tho rosponsiblo oflioars aro so oxtraordioalily
burdonsorao as wall as unroalistio as to justify extraordinary oiiorts on our
part to obtain a oloaror assassnont of tho ovarall situation at tho hiqhost
lovols of qovornmoot.

i do trust that your iorthoolaing discussions will oivo you mo hopo that
this roassossnont is possiblo. “south“. Mr. Prosidont. you will bo assurod
0! our dosiro hora to do anything to halo liohtoo your hardons in our affirmativo
aotioooiiort. torwoknowyouvill makoovoryoiiortpossiblotoaohiovo
souo mitigation oi tho burdon at tho HEW lottor. Bomohow 1 tool that tho
honosty oi our dovotioo to aohiovo tho alias 0! our sooioty and its qovornszant
maul a mars iust oooioty will ho rowandod in tho loans”. In tho ohm-ow.
no can make mass with a qroat doal at good will. mutual trust and
sinoority to «want our oftorts in a tima sohodulo that will produoo aoooloratod
ohaoqos in tho human hoart.

Bincoroly,
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NORTH CAROLINA STATE UNIVERSITY atRaleigh

Office of the Provost and Vice Chancellor

May 10, 1974

Affirmative Actio

This is to confirm the next meeting of Affirmative Action

Representatives to be held on Tuesday, May 14, at 3:00 p.m.

in the Harrelson Room of the D. H . Hill Library. If for some

reason you cannot be present, please make arrangements to

have a representative at the meeting for you.

William H . Simpson



NORTH CAROLINA STATE UNIVERSITY
SCHOOL OF AGRICULTURE AND LIFE SCIENCES

ACADEMIC AFFAIRS. EXTENSION & RESEARCHOnxcn or run Dun
Box 5847, ZIP 27607 May 8 ' 1974

MEMORANDUM TO: Administrators and Department Heads, SALS

SUBJECT: Affirmative Action Recruitment Procedures - EPA Personnel

Our North Carolina State University Affirmative Action Recruitment
Report form has been modified to request authorization to offer employment
from the Office of the Provost prior to final approval. A copy of this
form is attached for your information and files" Additional copies are
available from the office of Mrn Wu H. Simpson.

Please note that the Department Head is to Sign; date and submit
to the Dean for approval. In order to document efforts to take affirma-
tive action to locate female and minority candidates; the following
recruitment procedures must be followed by all units of the University:

1. Use of Equal Employment Opportunity slogan on all descriptions
of vacancieso

20 Advertise the vacancies in ways that would reasonably lead to
application by minorities and females.

Review files of previous applications to determine if
qualified minorities or females are in these files”

Notify through official communication potential candidates
on campus who may wish to be considered for the vacant
positions”

Explain why the final candidate was chosen by means of an
explicit comparison with other individuals considered.

Maintain complete records of the search process including
correspondence with those candidates who decline, withdraw,
or are not offered the positiono

Keep all applications on file for a period of two years.

Submit North Carolina State University Affirmative Action
Recruitment Report to request authorization to offer employment.

\mth ( amlimt Sttttv Umu'rsitt' ut Raleigh is u cmtxtitucnt institution nf't'ltv Uuiwrxit)‘ nf North (fut/[tint].



Administrators and Department Heads, SALS
Page 2
May 8, 1974

The North Carolina State University Affirmative Action Recruitment
Report is to be completed and submitted for Visiting Appointees, Research
Associatesa and Research Assistants. In the event that such positions
are to be filled on a longwterm basis (nine months and over), advertise-
ment should be handled in the same manner as tenure positions, with
particular emphasis on the available supply of females and minoritiesu
For those positions which are to be filled on a short-term basis (less
than nine months)“ common sense and good judgment should be usedu Advertise
on a local basisa on campus? in the Research Triangle area, local newspapers}
and utilize applications on hand The exigency which dictated limited
advertisement should be explained on the North Carolina State University
Affirmative Action Recruitment Report form

Administrators and Department Heads in SALS are hereby advised that
these procedures will supplement previous Policy and Procedure as stated
in Memoranda # 3 and # 4.

Jo v Legate , Dean

cc: SALS Affirmative Action Committee
Mr. Wu Hu Simpson



NORTH CAROLINA STATE UNIVERSITY AT iiii‘xS'iIoEi-Ug ”

OFFICE OF BUSINESS AFFAIRS
DIVISION OF PERSONNEL SERVICES
Box 5067 ZIP 27607 May 21 1974:

MEMORANDUM

TO: Mr. William H. Simpson
Assistant to Chancellor & Provost

FROM: William R. Galloway473&—”’/fl
Director of Staff Personnel

SUBJECT: Computer Printout of SPA Personnel

I regret to inform you that the computer printout of SPA
personnel (by race and sex) promised you by May 27 will
not be available. Data from which this report is normally
run has been changed to accommodate end of fiscal year
activity involving legislative salary increases. Using
this data would generate an inaccurate employment profile
for your unit.

WRC/vb

\ml/I (Molina Slain Unit'mxiu u! Hulda/1 1x (1' mmlitumn imlirmiwz Hf IIH’ l/nixwxii. u/ \w:‘1/: t. .nu/mu.
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NORTH CAROLINA STATE UNIVERSITY AT RALEIGI—I

vaxsxon 0F UNIVERSITY 811101158 May 20 'l 9749Box 5971 ZIP 27607

T0: Alumni Affairs - B. R. Younts
Athletics - w. R. Casey
Chancellor's Office - w. H. Simpson
Computing Center - L. B. Martin, Jr.
Foundations and Development - R. Pate
Graduate School - w. J. Peterson
Information Services - H. D. Berry
International Programs - J. A. Rigney
Provost's Office - w. H. Simpson
Radiological Safety - L. T. Caruthers
Research Administration - E. G. Droessler
Water Resources Resear Institute - D. H. Howells

SU T: Affirmative Action n rmation

ffirmative Action program, we arebringing up to date our data on the distribution by raceand sex of the employees at North Carolina State University.Information on SPA personnel is being provided for the Uni-versity as a whole by the University Personnel Office. In-formation on EPA personnel is to be provided by the individ-ua units.

It would be appreciated if you would complete the attach-ed questionnaire and return it to me by May 3l, l974. Pleasecontact me if you have any questions.

/%-~L
Albert Carnesale, Head
University Studies

Enclosure

WWW J/x2/7:

North ('umiimz Slaw University ur Ralcigh is a constituent institution of The University of North CJrulina.



April 30. 1976

Mr. N. A. McLeod, Jr. Hr. A. .. Lockloat Mr. Jennings Bullord
Route 2 Route 3 Route 3
Rod Springs, KC 28377 Mouton, NC 28354 Hoxton, NC 28366

Mr. G. T. Johnson Mr. Farley Strickland
Box 179 Route 2, Box 55-3
Parkton, NC 28371 Tabor City, KC 28463

Door Continuous

with the oncouragonont of Dean Dolco tad through the kind offices of
Hr. HoLood. a oneting has been arranged for 20 qu. 1974, at the Boliday
Inn, North. in Luaborton. N.C., from 10:30 3.3., to approximately 2:30 p.m.

The yurpooo of tho hosting is to obtain for this Uhivoroity. particularly
this School of Education, your porcoptiono on how we might best proceed to
idootify and caconrnso talentod notivu Americans to pursue higher education
hora .

I look forward to floating you sou trust that you can find tin: in your
buoy schedule to hoot with no. Blouse to guests of this School at the lunch
at tho Holiday Inn.

Cordially,

William unswell, Jr.
Assistant Dean

Hfl.Jr./o

cc: Provost lolly
Assoc. Provost Vinotood
noon Dole:
Dr. Hillian Simpson
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NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

DIVISION 01: Umvxansx'nr STUDIES May 20 1974aBox 5971 ZIP 27607

TO: Alumni Affairs - B. R. Younts
Athletics - w. R. Casey //”
Chancellor's Office - w. H. Simpson
Computing Center - L. B. Martin, Jr.
Foundations and Development - R. Pate
Graduate School - w. J. Peterson
Information Services - H. D. Berry
International Programs - J. A. Rigney
Provost's Office - w. H. Simpson
Radiological Safety - L. T. Caruthers
Research Administratio - E. G. Droessler
Water Resources Research titute - D. H. Howells

SUBJECTzfimtivcfiction

As part of our Affirmative Action program, we are
bringing up to date our data on the distribution by raceand sex of the employees at North Carolina State University.Information on SPA personnel is being provided for the Uni-versity as a whole by the University Personnel Office. In-formation on EPA personnel is to be provided by the individ-ua units.

rmation

It would be appreciated if you would complete the attach-ed questionnaire and return it to me by May 3l, l974. Pleasecontact me if you have any questions.

/%WL
Albert Carnesale, Head
University Studies

Enclosure

WWag/7%
' é

Non/z ('.u':;iin.: State University at Raleigh is a constituent institution of The University of North C.n'ulina.



V\ §
A A L OFFICE OF THE CHANCELLOR

Rppolochlon 6totc Unlvctslty 704/262.2o4o

BOONE, NORTH CAROLINA 28607

16 April 1974
VJ

Dr. William H. Simpson
Assistant to the Chancellor and
Equal Employment Opportunity Officer

North Carolina State University
Post Office Box 5067
Raleigh, North Carolina 27607

Dear Dr. Simpson:

I certainly enjoyed receiving your letter of 11 April 1974, and regret that you
do not have an extra copy of your Plan to send at this point in time. May I,
however, look forward to receiving a copy when you are able to run off enough
extras?

I will soon be visiting with Richard Robinson suggesting the fact that the Affirma-
tive Officers should not only get together but we should have some kind of a work-
shop for a couple of days in a central location to talk about our various problems
and opportunities. I will be getting back to you at an early date with more regard-
ing this suggestion. I shall look forward to coming by and seeing you when next
my path leads to Raleigh.

My very best wishes to you.

Sincerely,

Richard D. Howe
Assistant to the Chancellor and
University Equal Opportunity Officer

A member institution of The University of North Carolina



WM

June 1%.), 1974

Mr. Robert D. Brannm
Director, Affix-nntxve Action Programs
Georgetovn‘Univcrsity
Washington, B. C. 20007

Dear Mr. Branom:

, My response to your June 5,1974 request for information on
our staffinn patterns is as follows:

1.. Yea, H.!.W; has requested an Affirmative Action Plan-
2. Yes, NCSU has submitted an Affirmative Action Plan to

3.8.W. .
3. Our plan is cu?rently underzoinv "avian.
4. Spring 1974 enrollment - 13.445
5. June 1973 Full-time Employees

BRA Faculty V 1167
- EPA Non—Faculty 402
SPA , - 2123

6, State - supported institution.
7, Nb- Our AAO 13 part-time
89_ "‘ 25% _
9. 16 individuals directly involved with plan, but all Do-

v pontoon: Heads and Donna also have input and work with
plon.

10. None

Vb would appreciato receiving a copy on the summortzntlon of
2,11" data. . . T ‘

Slnooroly,

Marvin H. Gable
Coordinator of Institutional
Studios 'nnd P1 analog



GEORGETOWN UNIVERSITY
WASHINGTON. o.c. 20007 ,

OFFICE OF THE DIRECTOR
AFFIRMATIVE ACTION PROGRAMS June 5 ’ 19 74

Dear Colleague:

In order to get a general idea of the staffing patterns of
Affirmative Action Offices at other colleges and universities,
we would appreciate a response to the following:

1.

2.

10.

11.

Has H.E.W. requested an Affirmative Action Plan?

Has your institution submitted an Affirmative Action
Plan to H.E.W.?

Has H.E.W. approved your plan?

Number of full-time students.

Number of full-time employees.

Private organization or state-supported?

Do you have a full—time Affirmative Action Officer?

Are your responsibilities devoted 100 percent to Affirma-
tive Action? Yes_____. No_____. If no, what percentage
of time do you devote to the function?

How many full-time personnel work in Affirmative Action
on your campus?

How many part-time personnel work in Affirmative Action
on your campus?

To whom do you report?

Any other information you feel might be helpful would be greatly
appreciated.

Sincerely,

Robert D. Branam
Director
Affirmative Action Programs

0RDB 'MB DEVELOPING HUMAN RESOURCES THROUGH EDUCATION AND EMPLOYMENT
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DEPARTMENT OF HEALTH. EDUCATION. AND WELFARE
REGION IV

so 7TH STREET N.E. , Room 134
ATLAN‘TA. GEORGIA 30323

OFFICE or THEJune 6, 1974 REGIONAL DIRECTOR

0/

Dr. John T. Caldwell, Chancellor
North Carolina State University
Box 5067
Raleigh, North Carolina 27607

Re: Sex Discrimination in Intercollegiate
Athletics

Dear Chancellor Caldwell:

Thank you for your prompt response of May 3.1974 to our letter of
April 18,1974 regarding a complaint alleging sex discrimination
in the cdnduct of the North Carolina State University's intercollegiate
athletic program. ,

Because the regulations for Title IX haVe not yet been published and
no policy decision has been made on this issue, this complaint of
sex discrimination will be held in abeyance until we are advised
by our Office of General Counsel to proceed. The data you submitted
will be maintained for analysis at that time.

Your cooperation in this matter is greatly appreciated. We will
notify you when we are able to proceed with this matter. If we
can be of any service to you. please contact us.

Sincerely.

flaw12%.
n— Louis 0. Bryson, Chief

Higher Education Branch
Office for Civil Rights

thhnfiolmlm
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DRAFT

October 3, 1974

To: 4 Richard Robinson
[Assistant-to the President

SUBJECT: EEO Affirmative Plan

Dick, at your request, we have forwarded

to you under separate cover a copy of our Affirmative

Action Plan which we submitted most recently to HEW

for review.

John T. Caldwell
Chancellor

cc: Assistant Provost Clark
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SOUTHERN POETRY REVIEWDEPARTMENT or ENGLISH
NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

RALEIGH, N. C. 27607

November 13, 1973

Dear Bill:

Here are some more names to add to your
list of women faculty members, 1973-711:

Elizabeth Theil, Asst. Prof., Biochemistry
Kasha Gula, Visiting Asst. Prof. (3), Design
Sue Ellen Gary, Visiting Instructor (Life

Sciences, maybe Botany).

One name should be removed from your list: F. M.
Nichols, History--this is a man (Francis).

Sincerely,

’9lo ”7
Mary C . Williams



THE UNIVERSITY OF NORTH CAROLINA
General Administration

_ CHAPEL mu. 27314
WILLIAM FRIDAY September 7 , 1973

Prudent

MEMORANDUM

TO: The Chancellors

FROM: William Friday

RB: Meeting with HEW Officials Concerning University Affirmative Action
Programs

Mr. Robinson, Dr. Dawson, Dr. King and Mr. Joyner met with officials from
the Atlanta Regional Office of the Department of Health, Education and Welfare
in Chapel Hill on Thursday, September 6, to discuss the status of current
University campus submissions (Affirmative Action Plans) which treat our equal
employment opportunity obligations under Executive Order 11246. The meeting
was devoted to a general discussion of issues of common concern. to all campuses:
no particular campus plans were evaluated or discussed, in the absence of
appropriate campus participants at the meeting. It was a constructive experience.
'It was agreed, however, that additional work is necessary. A second meeting
will be scheduled within the month, and representatives from certain campuses
may be asked to participate; the primary objective of this second conference
will bfievelopment of a model program, which can be adapted, with appropriate
modifications, to the situation at each of the sixteen campuses . Accordingly,
at present there is no deadline established for the submission of supplemental
orjrevised plans , in response to any deficiency findings communicated to the
campuses to date by HEW, nor with respect to other campuses which will
receive such deficiency letters during the coming weeks . There are , however,
certain steps which several campuses must undertake promptly, in anticipation
of the establiShment of a new deadline at some unspecified point in the future.

r. Robinson will be in communication with you and your equal employment
[gaportunity officials next week concerning the nature of those steps .

THE UNIVLRSITY 0!" NORTH CAROLINA n rum/trim] a! II): uxluu publir under animation: in Naub Carolin



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

OFFICE OF THE CHANCELLOR
Box 5067 ZIP 27607
TELEPHONE: 919, 737-2191 18 September 1973

Mr. Louis 0. Bryson, Chief
Higher Education Branch
Office of Civil Rights
Region N, U. 8. Dept. of HEW
50".7th Street NE, Room 404
Atlanta, Georgia 30323

Dear Mr. Bryson:

Your September 13th letter was received yesterday,
September 17, in this office. It requests certain informa-
tion on our personnel and goal commitments.

We will certainly endeavor to provide this information
within the time requested. which is 15 days from the date
of your letter. Unfortunately mail delays persist and we
are disadvantaged by four days at least!

Sincerely yours .

,
IOhiktx'T.’ Caldwell \
Chancellor

cc: Provost Kelly
Mr. Simpson

North Carolina State University at Raleigh is a constituent institution of The University of North Carolina.
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October 8, 1973RICHARD ROBINSONAunt": 10 lb: I’rruJanl

MEMORANDUM

TO: The Chancellors

PROM: Dick Robinson w’” 2..

RB: Collection of Fall 1974 Civil Rights Enrollment Data

On September 19, 1973 , John Davis, Assistant Vice President for Institutional
Research for the University, met with Mr. Howard Kossoy and Mr. Burton
Taylor, Office for Civil Rights, Department of Health, Education and Wolfare,
fOr the purpose of discussing civil rights data collection activities for the
fall of 197(9). The big question at this meeting concerned identigzingcomponents
within the University for which civil rights reports would be filed. As a result
of this meeting, the :Office for Civil Rights agreed to the following:

That the Office of Institutional Research of The University of
North Carolina will provide for the Office for Civil Rights a
list of "institutional components" comparable to those listed
in the 1972—73 HECIS Higher Education Director, or in light ‘
of possible HEGIS misinformation, for each academic unit of l
college level (schools or divisions where appropriate) for 9
each of the constituent institutions within The University of
North Carolina . V

l
1

l

The purpose of this memorandum is to inform you of the above development and.
alert you to a contact by Dr. Davis in the near future concerning the details
of the above.

flour cooperation i
of fall 1974 civil rights data willwbggreatl y appreciated“

Dr. John Davis /

[/34 X1211]«.1...../

/VC V/flr/
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PROVOST'S OFFICE

To: Dr. Harry C. Kelly
Dr. N. N. Winstead

b:g;fljb,fl. Simpson
. C. L. Jenkins

Dr. LeRoy B. Martin

Sandra Emerson
Marlene Grimsley
Susie Hunter
Gloria Johnson
Leslie Shelton
Elsie Stephens
Mary Strickland

After document has been
approved/initialed
please

Return to

Return for filing

@r. (\

MGMQ 1&1,“
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NORTH CAROLINA STATE UNIVERSITY AT RALEIGEE

OFFICE or THE CHANCELLOR
Box 5067 ZIP 27607
TELEPHONE: 91am March 6, 1973'L. l .L

Deer Dick:

Should UNC object to the proposed language?

Is lt too late? (Seems to be.)

Note proposed letter drafted by Provost Kelly

which I felled to send last Friday.

’WSlncerely,
/ l

g ‘1; #' ’z/J/ ‘7’,“ I; 'y L” "5" ,1’3‘114‘ ,lhf /:/7 _
{\ ,
‘ John '1‘. Caldwell

fl: Provost Kelly

Mr. Rlchard H. Roblnson, Ir.
The Unlvorslty of North Carolina
P. O. Box 309
Chapel Hlll. North Carolina 27514

North Carolina State University at Raleigh is a constituen! institution of The University of North Carolina.
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"NORTH CAROLINA STATE UNIVERSITY Raleigh, N. C.

OFFICE OF PROVOST AND VlCE-CHANCELLOR
HOLLADAY HALL

2127/23
TO: Chancellor
ACTION REQUESTED ON ATTACHED:

Note and Return Please draft reply for my signatureFor your information (return attachments)
(need not return) Please give me your comments
Please handle (return attachments)
Please answer; furnish me copy __Requires your approval

.___I_hgli&!§_!§_ggght to object strongly

to access to all records and copying

as prOpoeed in the attached capy of CUPA's

Special Report.

I suggest the attached draft in response.

Attachments



DRA

Mr. Philip J. Davis
Acting Director
Office of Federal Contract
U. S. Department of Labor

Washington, D. C. 20210

Dear Mr. Davis:

I wish to register 1)

State University to the inc

and 2) the concern over who

"relevant"in the‘revision of

the Federal‘Register of Jan

based on the distinction be

are better protected by pre

copying. We would agree.th

copying 25 these same recor

cc: President William C. F
~‘Provest Harry C. Kellv

FT

2/27/73

Compliance«

14th St.,and Constitution Avenue, N. W.

the objection of.North Carolina

lusion of the words "and copvinc”

determines whether records are

41 CFR 60~l.43 as published in

uary'31. Our objections are

tween access and copying. We

believe that rights to privacy, inherent in a record svstem,

venting the blanket approval of

at copying certain information

from records is acceptable when we would not agree that

is is necessary or prudent.

Sincerely,

John T. Caldwell
. Chancellor

ridav

I |, ‘. ‘ -. , 2' < r." t . 1;, 4m r ‘2 odd “In“





February 23, 1973

MEMORANDUM TO: Dr. H. C. Kelly

FROM: Clauston Jenkins ‘i;?/

The underlined section is the new language in the regulation

60-1.43 concerning access to records. For the first time the regulations Aép~e

mention copying records. Since we have undoubtedly lost the battle over

access to all records except certain confidential items, I suggest we

object to the concept of copying. A draft letter is attached.

CJ/ss



."NOR'ILI-I CAROLINA STATE UNIVERSITY

Orncz or PROVOST
HOLLADAY HALL

To ,8) ll1;“...
ACTION RQESTED ON ATTACHED:

Note and Return
__.Far your information

(need not return)
__Please handle
_Please answer; furnish me copy

jduwég,”

Raleigh, N. C.

{32/3/73 om

Please draft reply for my signature
(return attachments)
Please give me your comments(return attachments)
Requires your approval

“Lt/(Mad IAj éd—Q.
//

(iv/L77“); (’— /)L4¢Qe%4_,€_ MO [(4%

x4; .4 (Lt-((73.4d fa mVJQ

@flJ/gug 1L;

Z'JLL-m [9- -

44L oh ‘744/

FROM' 77 W/Cjc



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH:

OFFICE OF BUSINESS AFFAIRS
Box 5067 ZIP 27607

February 20, 1973

MEMORANDUM

TO: Dr. Harry C. Kelly, Provost and Vice Chancellor

FROM: W. R. Galloway, Director of Personnel Services/%ZZE,,/’”

SUBJECT: Access to Personnel Records

I thought you might be interested in the attached CUPA Special
Report concerning access to personnel records by compliance
officers of federal agencies. You may want to respond to the
anticipated revision of 41 CFR 60-1.43 (Access to Records and
Site of Employment).

My own personal opinion leans toward allowing selected and
directly relevant material to be retrieved from personnel
records but not to give unrestricted access to such records.

WRC/jw

Attachment

North Carolina State University or Raleigh is a constituent institution 0/ Thu University of North Carolina.



Fr‘wflwmowvmnrflf{'34-'lesag-,1A”:..
Volume II , No.February 1973

TO: CUPA Key Representatives \ .
" IJsQKHEL
.i.;7'.~.‘2'u:'i-.3FROM; Jerry Anderson

SUBJECT: Government Requests Comments on Proposed Rule Change Regarding Access
to Records by Compliance Officer . *

We reproduce below an item from the Federal Register of January Blst entitled
"Access to Records and Site of Employment". The essence of the proposed rule making
would authorize the government during on—site equal employment compliance reviews to
inepect and copy records pertaining to the review. Use of such information would be
restricted to enforcing the provisions of Executive Order 11375 and the Civil Rights
Act of 1964.

The Government invites the submission of written comments, views and objections.
However, the deadline for submission of opinions is on or before~March 2, 1973.

. DEPARTMENT OF LABOR.
Office of Federal Contract Compliance

[41 CFR Part 60-1]
ACCESS TO RECORDS AND SITE OF

EMPLOYMENT
Notice of Proposed Rule Making

Notice is hereby given that pursuant
to Executive Order 11246 (30 FR 12319).as amended by Executive Order 11375
(32 FR 14303) , the Department of Labor
proposes to revise 41 CFR (so-1.43. Thepurpose oi the revision is to clarify 41
CFR. (SO-1.43 to assure that contractors
are fully cognizant of their obligations
under existing OFCC policy and practiceto allow access to their premises {or the
purpose of on-site compliance reviews.This revision is not intended to enlarge
contractors’ obligations_under the Execu-tive order and its implementing rules andregulations. The revised 41 CFR Gil-1.43reads as follows:
§ 60—).43 Access to records and site ofemployment.
Each prime contractor and subcon-tractor shall permit access during nor-mal business hours to his remises for05¢ - ..

pliance reviews and inspecting and copy-
9 . r . coun as

me be relevant to the matter under -
' pe comp onceu

with the Order, and the rules and regula-
tions promulgated pursuant'thereto. by
the agency, or the Director. Information
obtained in this manner shall be used
only in connection with the administra-
tion 0! the Order, the administration of
the Civil Rights Act of 1964. and in fur-
therance oi the purposes of the Order
and that Act.Interested persons are invited to sub-mit written comments. views or obiec-tions regarding the proposal to Mr.Philip J. Davis. Acting Director. OFCC.US. Dept. of Labor. 14th Street and Con-stitution Avenue NW.. Washington, 13.0.20210. on or before March 2. 1973.

Signed at Washington. 13.0., this 24thday or January 1973.
J. D. HonosomSecretary of Labor.

R. J. Gnuxzwua,Assistant Secretary forEmployment Standards.
Pmur J. DAVIS.Acting Director,qmce of Federal Contract Compliance.

‘ [m Doom-m7 race i—30—73:8:‘5 un]
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NORTH CAROLINA STATE UNIVERSITY AT RALEIGH:

SCHOOL OF ENGINEERING
ENGINEERING RESEARCH SERVICES DIVISION

April 4. l974

Dr. Robert a. Cerson
Choir-en. Affireetive Action Cos-ittee
School of Engineering
232 Riddick
North Caroline Stete University
Ceepus

Deer Been Cerson:

iiervin L. liuctebee hes worked continuously for the Engineering Reseerch
Services Division since he first wes eeployed es e pert-tine Greduete Re-
seerch Assistent in June l9“. Since l97l. Mr. Huckebee hes worked full
ties end hes been peid prinrily with Stete epproprieted funds free e vecent
one-helf position end free reserve. During this time Hr. Huckebee hes per-
foreed eore es s Reseerch Assistent then es e Breduete Reseerch Assistent.
but e fell-tine position wes not eveileble in which he could be pieced.
Consequently. he hes not been peid the selery of e Reseerch Assistent with
con-ensure“ educetion end experience.

As of April l. l9“. leseerch Assistent position nueber #2206 beceee
vecent. end i hereby request your concurrence in eppointing Hr. .Huctebee to
this position. Since this is en internel proeotion. I do not believe test
it is necessery. or thet it wouldbe feir to hr. Huctehee. to edvertise the
position in en ettent to fill it with e feeele or einority group newer.
in sheet six eonths iir. Huckebee will heve ooepleted ell of the requireeents
for the Ph.D. degree. end he plens to obtein ewloyeent elsewhere et thet
ties. With-M leeves. every effort will be node to fill the position with e
fuele or e einority group neuter.

'If you here eny questions. pleese oontect ee.

Sincerely yours.
K

cos a. a. Pedal /‘~ 0 ..
u. a. sun: ”WV/W 35$
Ito. H. timon/ Robert I. Stoops
“e C. K..." DIM“?

i concur in the ebove eppeinteent.

R. 6. Cerson

om: I (“Z/542»
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April 11 , 1974

Mr. Richard D. Howe
Assistant to the Chancellor and

University Equal Opportunity Officer
Office of the Chancellor
Appalachian State University
Boone, North Carolina 28607

Dear Mr. Howe:

Thank you so much for sending us your Affirmative Action
Plan for Appalachian State University. Regretfully I only have
three copies of our plan at the present time due to the length of
the report. However. attached you will find a brief summary
presented to our Board of Trustees at a recent meeting which may
be of some assistance toyou concerning our plan.

It would be nice if affirmative action officers could get
together just to discuss problems they have run into as well as
various insights they have gained in the affirmative action equal
opportunity field.

Thank you again in your thoughtfulness in sending your report
and if ever you are in Raleigh. I hope you will come by and see us
here at North Carolina State University.

’ Sincerely .

wmiaui H. Simpson A
Assistant to the Chancellor and
Equal Employment Opportunity Officer

Attachment



Qppolochlon btot Unlvcrslty
BOONE,

“k OFFICE or THE CHANCELLOR
704/262-2040

NORTH CAROLINA 28607

28 March 1974

Mr. William H. Simpson
Assistant to the Chancellor
North Carolina State University
Raleigh, North Carolina

Dear Mr. Simpson:

Enclosed please find a copy of Appalachian State University's Affirmative
Action Plan for BMmployment Opportunity. The Plan is being sent to
you for your information and for any use which you may make of it.

I am also enclosing inside the front cover of the Plan a copy of the University's
Egual Opportunity Policy. This Policy was placed in the pay envelope of each
University employee so that they may be apprised of our Policy.

We have also held numerous meetings with various groups in the University
to publicly disseminate the _P_l_§p and to talk about its contents. These meet—
ings have been very helpful for us and we have received many helpful comments
and questions about the Plan.

Iwas not able to enclose a copy of the Appendices to our Plan as they number
almost 200 pages. We have, however, for the benefit of interested persons
here, placed a copy of both the Plan and the Appendices in our Library at the
Reference Desk.

I send you the above-mentioned information and hope that it may be of interest
to you. Will you send us a. copy of your Plan? In this way I think that all
member institutions of the University of North Carolina will be helped in their
continuous attempt to improve their policies, procedures, and activities as
each of these relates to Equal Opportunity.

A member institution of The University at North Carolina



Mr. William H. Simpson
28 March 1974
Page 2

May I look forward to receiving your Affirmative Action materials at your
convenience ?

My very best wishes to you.

Sincerely ,

Richard D. Howe
Assistant to the Chancellor and
University Equal Opportunity Officer

erp

Enclosures



Appalachian State University

East Carolina University

Elizabeth City State University

Fayetteville State University

N.C. A & T State University

North Carolina Central University

North Carolina School of the Arts

North Carolina State University

Pembroke State University

UNC-Asheville

UNC-Charlotte

UNC-Chapel Hill

UNC—Greensboro

UNC-Wilmington

Western Carolina University

Winston-Salem State University

EQUAL EMPLOYMENT AFFIRMATIVE ACTION OFFICIALS

Dr. Richard D. Howe, Assistant to the Chancellor
Boone, North Carolina 28608 704/262-2040

Dr. David B. Stevens, Brewster Building
Greenville, North Carolina 27834 919/758-6131

Mr. James H. Townes, Assistant to the Chancellor
Elizabeth City, North Carolina 27909 919/335—0551

Mr. William Clement, Director of Personnel
Payetteville, North Carolina 28301 915/483-6144

Dr. Theodore Mahaffey, Assistant to the Chancellor
Greensboro, North Carolina 27411 919/273-1771

Mr. William Jones, Vice Chancellor, Finance
Durham, North Carolina 27707 919/682-2171

Mr. Frank Ruark, Dir. of Institutional Research _
Winston-Salem, North Carolina 27107 919/723-0504

Mr. William H. Simpson, Assistant to the Chancellor
Raleigh, North Carolina 27607 919/755-2011

Mr. William Mason, Ir. , Business Manager
Pembroke, North Carolina 28372 919/521—4214

Mr. W. H. Pott, Vice Chancellor, Finance
Asheville, North Carolina 28801 704/254—7415 ,

Dr. Earl Backman. Assistant to the Chancellor
Charlotte, North Carolina 28213 704/596-5970

Mr. Douglass Hunt, Vice Chancellor, Administration
Chapel Hill, North Carolina 27514 919/933-1026

Dr. Stanley Jones, Vice Chancellor, Academic Affairs
Greensboro, North Carolina 27412 919/379—5000

Mr. Charles L. Cahill, Vice Chancellor, Academic Afs
Wilmington, North Carolina 28401 919/791-4330

Dr. S. Aaron Hyatt, Dir. , Institutional Research
Cullowhee, North Carolina 28723 704/293—7326

Mrs. Mary Smalls, Personnel Officer
Winston-Salem, North Carolina 27102 919/725-3563
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April 11. 1974

Dr. Roger L. M. Dunbar
School of Business Administration
Southern Methodist University
Dallas, Texas . 75275

Dear Dr. Dunbar:

A I regret that we do not have any extra copies of our
Affirmative Action Plan that was recently submitted to HEW
by this University. Our plan included three separate
volumes therefore holding us to a very limited number of
copies. However, attached we are sending you a brief
summary of our Affirmative Action Plan and History which
may be of some interest to you.

Sincerely .

William H. Simpson
Equal” Employment Opportunity Officer

Attachment I



SOUTHERN METHODIST UNIVERSITY
SCHOOL OF BUSINESS ADMINISTRATION
DALLAS, TEXAS 75275
214/692-3000

“/4721 AZ”,VW

April 1, 1974

The President
North Carolina State College
Raleigh, North Carolina 27607

Dear Sir:

I am teaching a course titled "Women in Organizations."
I am particularly interested in understanding the steps
being taken to bring about equal employment opportunities
for both men and women. l would be grateful if you would
send me a copy of your EEO Affirmative Action Plan if you
have one. 4”

Thank you for your help.

S nce ely,

Rogf . M. Dunbar
Ass ciate Professor
Organizational Behavior

and Administration

RD:a



Web. 7, 1974

mm 1‘0: Dr. thin 8. Soto:
Aooiotont Ditootor
Rom Romania Extonoion

SUBJECT: agimtiw Action loomitnont 9.0th for Dr. lodino Iopo

'i'ho ottioo of the Provoot hao toquootod additional intonation
in roux-d to tho oitimtivo notion “omits-mt in oonnootioo with tho
pooition lot which Dr. Iodin- Topo boo boon room. Thoy dooiro
o statement concerning tho oxtont to vhioh opplioonto voto oousht,
particularly guarding mutants thot wot-o undo in oftotto to obtoio
opplioationo tron blocks. Pluto typo o trio! ototonoot doootihiog
tho ohm on tho towroo oido of tho oiiirootivo octioo roomituoot
ropnt to: this position. A roviaod for: in hoinx proparod thot will
oloriiy this hood in tho tutu“.

I also ohouid mind you that no on not in a pooitioo to auto
o total oftor of on HA petition until tho Oitieo of tho Provoot hon
givan authorisation. Thin involvoo not only tho ooloty. rook out! tom
of appiomoot but aloo tho ultimtivo ootioo Intuit-out taport.
rho Aflirootivo Action Boycott alto no to ho tranonittod to tho
Prom»: through our olfioo, too-mach oo ouch of tho Doom on no!
boing toquootod to must tho topotto bototo thoy oro trononittod.

Jo 3o mt... Dun

cc: Aoootuto Donn Gonzo ho , Jr.
at. mum B. Simo



NORTH CAROLINA STATE UNIVERSITY

SCHOOL OF LIBERAL ARTSOFFICE OF THE DEAN
Box 5036 ZIP 27607

February 28, 1974

MEMORANDUM

TO: Bill Simpson

FROM: Robert 0. Tilm

Mr. Aff Act Off might be interested in knowing that despite

several competing offers (including Duke) we got Dr. Lucas for

English.

Do we get a gold star? Or two for our double score?

cc: Nash Winstead
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THE 'L'NIVERSITY OF NORTH CAROLINA
Goneru/ Adminirtration

CHAPEL HILL 27514
RICHARD ROBINSON February 18 , 1974Auuunr 10 the Pmidmr

Mr. Louis 0. Bryson, Chief
Higher Education Branch
Office for Civil Rights , Region N
Department of Health. Education and Welfare
50 Seventh Street, N.E. , Room 404
Atlanta, Georgia 30323

Dear Mr . Bryson:

On behalf of North Carolina State University at Raleigh. I transmit one copy ofthe proposed written Affirmative Action Plan for that institution specified byExecutive Oder 11246, as amended. While I have not purported to "approve"this document prior to subn'xlssion. I do endorse it as a'good faith compliancewith our current understanding of available guidelines. -
This plan will be implemented, and thus widely disseminated,‘ immediately.We acknowledge the possibility that your review of its contents may requiremodifications and amendments at some future date. but we (eelth‘et furtherdelay in implementation pending" such review should not be undertaken.
Would you please address any comments on the plan to Chancellor‘lohn T.Caldwell, with a carbon copy to this office.

Thank you for your assistance and that of your staff in the past: we lookforward to continuing constructive relationships during the critical periodof implementation.

Sincerely.

P .

Richard H. Robinson, Ir.
Enclosure

cc: JChancellor John T. Caldwell

7W1 Ail/tutu % W ’

H“ I R). l RS! 2 Y H! NORTH ( AW)! LNA u “ml/Hum! n! I}. .n/uu ,"un/r wmm lmnmurm. m NI'Illr (mu/u...



January 16 . 1974

To: Dr. Caldwell

In preparing the affirmative action plan, the chief

executive's office of the institution is asked to set forth

clearly the institution's commitment to the written plan, as

well as a more general endorsement of the institution's

commitment to the principles of equal employment opportfinity

and affirmative action .

William H . Simpson
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January 9 , 1974

This 15 just a reminder that SPA as well 38 EPA goals :

should be bdsed on a three-fiat period. SPA goals must

be stated on an annua'l bastg: that 1A. the total three-year

coal to? lmpmvtng the sex and race profile of the affected

part of the work force must be broken down into three disox'eet

grin! periods.

EPA faculty and EPA, non-faculty goals may be’ stated

on the: {oml'threwyear time period adopted.

William H. Simpson.
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January 9, 1974

To: Dr. Winstead

‘ In connection with the Affirmative Action

Report that is currently being prepared. I would

appreciate information from you on the following

quote that HEW has asked us to comment on.

”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."

William H . Simpson



Affirmative Actio -' presentatives Meeting
uesday, December 11

3:00 p.m.

Members present: Bogdan, Galloway, Carnesale, Carson, Clark, Dolce, King,
Memory, Saylor, Simpson, Stafford (for TalleY), Nordan (for Hassler) , Gehle

Members ébpséent: Mabry

The meeting began at 3:00 p.m.

Mr. Simpson asked if the representatives present had had a chance to read the
material sent to them. Discussion then followed.

Charts regarding faculty complement were distributed to the members . To com-
plete these charts, each School should be broken down by department, including the
department head. Also each chart should be compiled as of J'une 15, 1973 . HEW
informed the University that these charts must be updated because a report will be
required every three years about the University‘s EPA complement. A yearly report
will be required concerning SPA personnel.

Questions were raised as to why the General Administration could not furnish
availability date for each of the 16 campuses. One suggestion was perhaps an
existence base could be furnished and then each School could supply its own factor
of availability.

Mr. Simpson said that each School's affirmative action report would need to be
examined to see what areas will need to be expanded, what areas are sufficient as
they are, and what parts will need to be redone. He said that each School should
examine HEW's guidelines to see what changes may possibly be needed.

Dr. Carnesale asked if small departments could state their goals by saying
that "one in people hired would be a minority or a woman. " Mr. Simpson said,
however, that this was not acceptable with HEW. HEW wants the goals to be stated
more specifically than this .

Mr. Simpson said that each School should be very careful to supply the exact
information that HEW requests. He said the University's Affirmative Action Report
would never be officially accepted because it will always have to be updated.

Discussion followed concerning P. 18—31 of the first section of the packet of
material sent to each representative. Decisions were made as to whether each section
should be answered by the individual units or by the central administration.



The classifications of "white, " "other minorities, " and "black" were explained.
All foreign nationals should be classified as "white. " Spanish surnamed Americans
and American Indians go under the classification of "other minorities . "

A deadline of January 14 was set for each representative to return his unit's
information to Mr. Simpson's office.

The meeting adjourned at 5:20 pm.
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NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

P. O. Box 5067, RALEIGH, N. C. 27607
OFFICE 09 THE Pnovosr AND VICE-CHANCELLOR

December 14 , 1973

\\\‘K
To: Affirmative Action Representatives

You will receive on or about December 21 the following information
and materials to assist you in completing the SPA personnel portion of
your revised affirmative action plan:

1) Worksheets for indication (a) present SPA workforce complement,
(b) projected SPA workforce complement, (c) total SPA workforce
complement.

2) Summary data reflecting race and sex profile of the SPA work-
force by appropriate occupational categories.

3) Statistical data reflecting the availability of females and minority
group members for employment within the various occupational
categories and established recruiting area.

From this information you should be able to detect any underutilization
of females and minority group members within the SPA workforce and to for—
mulate reasonable goals and timetables to correct any deficiencies noted.

Mr. Dick Robinson, Assistant to President Friday, will send us in
early January a copy of the 1970 census with existence information from many
occupation classifications. Mr. Robinson said not to depend on this completely
because he felt that this only gave the existence as of 1970 and availability
to the individual institutions would differ. He suggests that if this information
is not available in your various departments that you contact state and national
organizations who may have some available figures for them.

Attached are the tables that were not available at the previous meeting.

William H. Simpson
Equal Employment Opportunities

Officer

Nun}: (.‘moliim Stutu Unircrsm at Huh‘igh is a constituent institution of The University of North (furoliuu.



AFFIRMATIVE ACTION PLAN
SCHOOL/DEARTMENT _ EPA NON-FACULTY
COMPLETED BY n

TABLE V TABLE VI
PRESENT NON-FACULTY COMPLEMENT PROJECTED NON-FACULTY COMPLEMENT

(According to June 15, 1973 Tabulation) FOR ACADEMIC YEAR 1975- 76
(Reglecting Anticipated Prorati.o svour finjectnd F1riF"Coalfi

White 1 Black Other iTotal Q White 1 Black OtherI Total
'NLL-TTMF M F I M F M F l M _ F I M F 1 N F M P I L F

Officials & Managers

Professionals

Technicians

SUB-TOTAL

PERMANENT PART-TIME

Officials & Managers

Professionals

Technicians

SUE-TOTAL

TOTAL



AFFIRMLTIVE ACTICU [LAN
EPA NON- FACULTY

SCHOOL/DEPARTMENT DATE

COMPLETED BY

TABLE VII TABLE VIII
TOTAL NON-FACULTY COI-IPLEMENT PROJECTED NON-FACULTY COl'iPLEI-iENT

(According to June 15, 1973 Tabulation) (For Academic Year 1975-76)
See Table I See Table III

#4
Availabilitfi Full Tia: I P?"t m4~;Q I I A Full Time ' Port T‘"“ ' T“”‘
Percentagesli No. I Z V No. l % I . ' I“. F0, 1.1 ‘ ”I54 I VIJAIV‘-M-

White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL
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You will receive on or about December 21 the following information
and materials to assist you in completing the SPA personnel portion
of your revised affirmative action plan:

1. Worksheets for indicating a) present SPA Workforce complement,
b) projected SPA Workforce complement, c) total SPA Workforce
complement.

Summary data reflecting race and sex profile of the SPA
workforce by appropriate occupational categories.

Statistical data reflecting the availability of females and
minority group members for employment within the various
occupational categories and established recruiting area.

Egom this information you should be able to detect any underutilization
of females and minority group members within the SPA workforce and
to formulate reasonable goals and timetables to correct any deficiencies
noted.

[A Ab/Lx/ ./j //\ [iéfiééf'
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THE UNIVERSITY OF NORTH CAROLINA
Gem-ml Adminirtration

(.HAi‘l-ZL HILL :75“
WILLIAM FRIDAY - November-27 , 1973

Pumice! .

MEMORANDUM

TO: The Chancellors , U

FROM: William Friday " \t ’Mlgl

RE: Equal Employment Opportu ity Affirmative Action Plans ,/

We must now undertake the next and, hopefully, final successful phase of our
efforts to achieve acceptable affirmative action plans consistent with the equal
employment opportunity guidelines administered by the Department of Health,
Education, and Welfare under the terms of Executive Order 11246. To date, V“
each campus has submitted a proposed affirmative action plan, as required of
federal contractors , to the Atlanta Regional Office for HEW; none of these
plans have been approved as yet, and in each instance HEW has set forth in a
letter to you , in at least general terms , the nature of the deficiencies in the
plan which their analysts have perceived. As a consequence of these experiences
to date , representatives of this office met at length with representatives of the
HEW Atlanta Regional Office for the purpose of achieving a clearer understanding
of the required contents of an acceptable affirmative action plan of the type
which HEW expects. You will recall that HEW agreed to defer establishment
of any deadline for resubmission of modified campus plans until after this
meeting had occurred: following that meeting, we did request of HEW a time
schedule for revision and resubmission of campus plans which we felt
constituted a reasonable time frame for the extensive amount of work indicated
as being necessary: we suggested that a deadline of February 15 appeared
reasonable. By letter dated November 16, we were informed that our suggested
general time frame is acceptable; it will be necessary for us to agree at a later
date on the precise schedule for institutional submissions, on a staggered
basis; all institutions, however, should operate on the assumption that their
work on the plans must he basically completed by February 1, 1974. Accordingly,
I attach for your information and guidance a set of interpretative guidelines
and suggestions, prepared by members of my staff following consultation with
HEW officials , which purport to set forth with greater clarity and precision
the nature of the current obligation to prepare an affirmative action plan: these
guidelines are base on a careful analysis of existing federal directives , as
amplified and exp ined in conferences with the HEW officials. Although the

THE UNIVERSITY (".- Ni‘IlTH (TAMHIJVA u .umpmrl n! Ilu u luv. ”Nu wan" :mmuliou in Nrmb Cum/1w
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Memorandum to the Chancellors
Page 2
November 27, 1973

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

Because much of the pertinent material is of a highly technical and potentially
confusing character, in spite of our best efforts to impart certainty and clarity
to this matter, we believe that a meeting of all campus representatives who
have been assigned primary responsibility by you for the development of campus
affirmative action programs should be held at the outset, in an effort to reduce
confusion and insure satisfactory results of this increasingly protracted effort.
Accordingly, I am requesting that youdirect your previously appointed affirmative
action officials to meet With membgtp of my staff on Wednesdayi December S
at 10:00 a. m. at this office. That meeting will be devoted to a further
explanation of the enclosed materials and an effort to address questions about
those materials which your representatives may have; careful study of these
materials in advance is essential. The“focus of this large effort is at the campus
level. Only the campus is equipped to conduct the necessary research analyze
problem areas, posit realistic remedial goals and embody this total effort in a
written program. The General Administration staff can assist in certain
nonoperational aspects of that effort, but the burden rests ultimately with the
campus. Accordingly, there can be no substitute for campus officials taking
the necessary time to thoroughly familiarize themselves with all of the regulations ,
guidelines and interpretive materials provided to you, both by HEW and by this
office.

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

Attachment
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NORTH CAROLINA STATE UNIVERSITY AT RALEIGIi

P. O. Box 5067, RALEIGH, N. C. 27607
OFFICE OF THE Pnovosr AND VICEvCHANCELLOR

November 30 , 1973

.\

iTo: Affirmative Action Rexnesentatives\
\

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

wam—r-‘W’ ‘" ’

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

”(WW/74M

William H. Simpson
Equal Employment Opportunity

Officer

Attachments

Ninth (‘tiruiinn Stutc Unit'vnit) at Raleigh is H constituent institution of The University of North Cumlimi.
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/.
Affirmat®sentatives Meeting

Novemb I 27, 1973

Members Present: Simpson, Bogdan, Galloway, Carson, Clark, Dolce, Hassler,
King, Mabry, Memory, Saylor, Stafford (for TalleY). Uzzell

Members Absent: Carnesale

Guests: Chancellor Caldwell, Provost Kelly

The meeting began promptly at 3:30 p.m. A list of the representatives from
each unit was distributed at the meeting.

Provost Kelly addressed the group about the Committee's responsibilities . He
said conditions should be created in which minorities and women were represented
on this campus and really felt that they were part of the University family.

Mr. Simpson reported to the Committee on the University's present progress in
obtaining all the additional information HEW requested in mid-September for our
Affirmative Action Plan. The information requested dealt primarily with EPA and SPA
goals and timetables . This information has been obtained and is presently being
compiled to be sent to HEW as soon as possible.

Mr. Simpson also told the Committee that in the next few days we would be
receiving some additional material from Dick Robinson, Assistant to President
Friday. Some possible revamping of our Affirmative Action Plan may have to be done.
This additional request from HEW has a February 15 deadline, but our material
must be in the General Administration Office by February 1.

Dr. Kelly then asked the Committee what the Administration could do to help
each School follow their plan. One suggestion was that perhaps more pressure
should be applied to the Schools to follow their plan and hire more minorities and
women in EPA positions . More help from the Personnel Office could be used in the
hiring of SPA personnel. Dean Dolce suggested that perhaps each unit could
periodically receive some feed-back on its goals , timetables , and where the unit
stands at that time.



Discussion was held on ways of finding new minority Ph. D.'s to recruit for new
positions when openings occur. Some suggestions were the following: (1) more
advertising in magazines and newspapers not usually used by the units for this
purpose; (2) some information on minorities and females in various graduate pro—
grams across the country; and (3) tapping into new information channels to find
out about minority and female candidates .

Mr. Simpson told the Committee that full documentation must be made for
each position filled. A white male would not be approved by the administration
unless full documentation showed that a thorough search had been made for
qualified minority and female candidates . Several units had not received the
Affirmative Action Recruitment Report Form that should be used for documentation
of this information. The Committee was told that each unit would receive several
copies of this form for their use. ’

Each Committee member was asked to send a copy of his schedule to
Mr. Simpson as soon as possible. The meeting adjourned at 5:00 p.m.
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NORTH CAROLINA STATE UNIVERSITY AT RALEIc

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

November 15 , 1973

Mr. Bryce R. Younts Mr. Hardy D. Berry
Mr. Willis R. Casey Mr. L. Thomas Caruthers, Ir.
Dr. William L. Turner Dr. B. I. Copeland
Dean Earl G. Droessler Mr. David H. Howells
Mr. Rudolph Pate Dr. LeRoy B. Martin, Ir.
Dean Walter J. Peterson Dr-r‘fi‘l'bm'reames-a-l-e—

To complete our SPA (Subject to Personnel Act) Affirmative

Action Report for HEW, we will need to have some additional

information concerning} your department as to your plans to attempt

to hire women and minorities in the future. Please fill in the attached

form and return to this office by Wednesday, November 21.

If you have any questions , please call me or Mrs . Leslie

Shelton (ext. 2200).

William H. Simpson
Equal Employment Opportunity

Officer

.\}'-Hi1 ('mrz.'iii.i 91.515 (immunity .:2 liliiciqli is (1 Constituent institution of i‘iic Uniwrxiiy u} .\Ul!il (kiwi/Viki.



Date:

PROVOST 8 VICE-CHANCELLOR'S
OFFICE

TO: Dr. Harry C, Kelly
Dr. N. N. Winstead
Mr W. H. Simpson

‘ . e e
. . r

‘JMV/

Sandra Emerson
Veronica Gooch
Gloria Johnson
Gaynell Maynard
Leslie Shelton
Elsie Stephens
Mary Strickland

After document has been
approved/initialed, please

Return to

Return for filing__.

0447
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74/.)THE UNIVERSITY OF NORTH CAROLINA
General Adminirtfation

CNAPEL HILL 27514
September 7, 1973

2f:MEMORANDUM

TO: The Chancellors

PROM: William Friday IM/

RE: Meeting with HEW Officials Concerning University Affirmative Action
Programs

Mr. Robinson, Dr. Dawson, Dr. King and Mr. onner met with officials from
the Atlanta Regional Office of the Department of Health, Education and Welfarein Chapel Hill on Thursday, September 6, to discuss the status of current
University campus submissions (Affirmative Action Plans) which treat our equal
employment opportunity obligations under Executive Order 11246. The meeting
was devoted to a general discussion of issues of common concern to all campuses;no particular campus plans were evaluated or discussed, in the absence of
appropriate campus participants at the meeting. It was a constructive experience.It was agreed, however, that additional work is necessary. A second meeting
will be scheduled within the month, and r;ep_r;esentatives from certain campusesmay be asked to participate; the primary objective of this second conference
will be development of a model program, which can be adapted, with appropriate
modifications , to the sztuation at each of the sixteen campuses . Accordingly,at present there'is no deadline established for the submission of supplemental
or revisedplans , in response to any deficiency findings communicated to thecampuses to date by HEW, nor with respect to other campuses which will
receive such deficiency letters during the coming weeks . There are , however,certain. steps which mural campuses must undertake promptly, in anticipation
of the-establishment of a new deadline at some unspecified point in the future.. Robinson will be in communication with you and your equal employmentopportunity officials next week concerning the nature of those steps .

TH. UNIVEISIW O! NO! I'H CAROLINA it rompn'ul oI Ibo u'xun public under innit-rial: in Nmb Carolina
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October 9. 1973

MEMORANDUM

TO: Mr. N. R. Galloway, Director
Staff Personnel Services

SUBJECT: Affirmative Action Goals for SPA Positions
in ”The Special Units"

The affirmative action plan for "the special units“
(Part III. Section N. of the NCSU Affirmative Action Plan)
expresses the affirmative action goal for SPA positions in
the following manner:

"With regard to SPA positions, our goal over
the next five year period is that at least one out
of each five new SPA employees will be a represen-
tative of a minority race."

I hope that this information meets your needs. If not,
please contact me. (Note that. in accordance with your re-
quest. I am enclosing one copy of the computer print-out which
you sent me on October 5.)

Albert Carnesale. Head
Division of University Studies

cc: Mr. William H. Simpson
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October 12. 1973
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Date:

PROVOST 8 VICE- CHANCELLOR' 8
OFFICE ,

/
TO:»/:g;;/Harry C. Kelly/llg

N N Winstead ~
Mr. W. H. Simpson

wasiiMafvin~H7~Gehle7m¥4
Dr. LeRoy B. Martin

Sandra Emerson
Veronica Gooch
Gloria Johnson
Gaynell Maynard
Leslie Shelton
Elsie Stephens
Mary Strickland

After document has been
approved/initialed, please

Return to

Return for filing.

My
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NORTH CAROLINA STATE UNIVERSITY aiRaleigh
Office of the Provost. and Vice Chancellor M

October 2 , 1973

To: Dean I. E. Legates Dean David W. Chaney
Dean Claude E. McKinney Vice Chancellor John D. Wright
Dean Carl I. Dolce Dean Banks C. Talley, Ir.
Dean Ralph E. Fadum Vice Chancellor William L° Turner
Dean Eric L. Ellwood Dr. I. T.’ Littleton
Dean Robert O. Tilman Dr. Albert Carnesale
Dean A. C. Menius, Ir.

Subject: Additional Information for N SU Affirmative Action Compliance Progra

HEW has requested additional information for the Affirmative Action
Plan submitted by the University last June before final evaluation of our proposed
plan can be completed. We would appreciate your assistance in providing us
with the following information:

1) A statistical compilation of all EPA personnel within your School
or unit by rank or EPA professional position, race, and sex, with goal designation
and timetable opposite each rank. or EPA professional position. Attached for your
convenience is a computer print-out summary of your School or unit. Please fill
out your summary sheet including the goals and timetables opposite each position
and return to this office by Tuesday, October 9 . Please note you must designate
position title rather than use the word "other."

2) Very shortly you will also be receiving a computer print-out with a
statistical breakdown of all current SPA employees within your School or unit by
Equal Employment Opportunity (EEO-1) occupational job categories, race, and sex.
You are asked to fill in specific goals and timetables opposite each category.
These goals and timetables should correspond with your original ones submitted
in our June, 1973 Affirmative Action Report. A copy of the print-out should be
returned to Mr. William Galloway, Personnel Director, Primrose Hall, Campus,
within one week after you receive it.

3) Test - If you give tests to applicants, then we will. need evidence
of validation of all tests that are used to the extent required by the Office of Federal

J ‘1’“. ,- - " ' ‘ t . . i . l ' ‘v« .' " ~ L,“ 9‘ 4‘ [ah-””13“ 7' «:1. ' 'l' “Wt-“x ‘3' ‘: "$3"er . J ‘7, )' .L ”3; $5; 1-4:“, $5,}(‘Hyluwfiflfn‘ "'1 '1‘ . ~ ». 4:"? v . -. " «a: ‘fr M: s- - «5 r



Contract Compliance (OFCC) Testing Order (41 CPR 60-3) .

If you have any questions, please call me (Ext. 2200) . Thank you for
your cooperation .

\
WM #.
William H. Simpson
Equal Employment Opportunities

Officer

CC: Chancellor John T . Caldwell
Provost Harry G . Kelly
School and Unit EEO Representatives
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US. DEPARTMENT OF LABOR

OFFICE OF FEDERAL CONTRACT COMPLIANCE
WASHINGTON. DC. 20210

CHAPTER 60 -- Office of Federal Contract Compliance,
Equal Employment Opportunity, Department of Labor

(Reprint from Federal Register. Vol.36 , No.19} Saturday, October 2, 1971)
PART 60-3 Employee Testing 6 Other Selection Procedures

Title 4T—PUBllB CONTRACTS
AND PRUPERTY MANAGEMENT

Chapter 60—-Ofiice of Federal Con-tract Compliance, Equal Employ-ment Opportunity, Department oflabor
PART 60—3—EMPLOYEE TESTINGAND OTHER SELECTION PROCEDURES
On April 21. 1971, notice of proposedrule making was published in the Frozen.

Browns (36 ER. 7532) with regard toa nding Chapter 60 of Title 41 of theC c of Federal Regulations by adding anew Part 60-3. dealing with employeetesting and other selection procedures.Interested persons were given 30 days inwhich to submit written comments. sug-gestions. or objections regarding the pro-posed amendments.
Having considered all relevant mate-rial submitted, I have decided to. and dohereby amend Chapter 60 of Title 41 ofthe Code of Federal Regulations by add-ing a new Part 60-3. reading as follows:

See.60-3 160-3.:60—3 .360-31
60-3.!)60-1660-3.?60-3360—3360-3.!0

Purpose and scope.'rest defined.-Vioiations of the Executive order.Evidence of validity; meaning oftechnically feasible.Minimum standards for validation.Presentation of evidence of validity.Use of other validity studies.Assumption of validity.Continued use of tests.Employment agencies and state em-ployment servicesDisparate treatment.Relating.other selection techniques.Aflrmative action.Recordkeeping.Sanction-i.Exemptions.Effect onregulations.
Auruoarrr: The provisions of this Part60-3 are issued under secs. 201, 205. 206m).301. 303m). 303(b). and 403(b) of ExecutiveOrder 11246. as amended. 80 PR. 12319: 32PR. 14303; 34 PR. 12986; ice-1.2 of Part60-1 of this chapter.

60-3.“80-11260-11360-3 M60-31560—3.”60—3.”60—318 andother rules

§ 60-3.l Purpose and scope.
is.) This order is based on the beliefthat properly validated and standardizedemployee selection procedures can sig-‘nificantly contribute to the implemen-tation of nondiscriminatory personalpolicies, as required by Executive Order11246, as amended. It is also recognizedthat professionally developed tests. whenused in conjunction with other tools ofpersonnel assessment and complementedby sound programs of job design, maysignificantly aid in the development andmaintenance of an efficient work forceand. indeed. aid in the utilization andconservation of human resourcegenerally.
(hi (1) An examination of charges ofdiscrimination filed with the Office ofFederal Contract Compliance and anevaluation of the results of its compli-ance activities has revealed a decidedincrease in total test usage and o. markedincrease in testing practices which havediscriminatory effects. In many cases.contractors have come to rely almost ex-ciusxvely on tests as the basis for makingthe decision to hire. to promote. to trans-fer. to train, or to retain with the resultthat candidates are selected or rejectedon the basis of test scores. Where testsare so used, minority candidates fre-quently experience disproportionatelyhigh rates of rejection by failing to attainscore levels that have been established asminimum standards for qualification.
i2l It has also become clear that inmany instances contractors are using

tests as the basis for employment deci-
sions without evidence that they are validpredictors of employee job performance.Where evidence in support of presumedrelationships between test perfo~manceand job behavior is lacking. the possibil-ity of discrimination in the application oftest results must be recognized. A testlacking demonstrated validity. i.e.. hav-ing no known significant relationship tojob behavior. and yielding lower scoresfor classes protectedby Executive Order11246. as amended. may result in therejection of many who have necessaryqualifications for successful workperformance.

(c) Section 202 of Executive Order11246, as amended, requires each Gov-ernment contractor and subcontractorto take affirmative action to insure thathe will not discriminate against any em-ployee or applicant for employment be-cause of race, color, religion, sex. or na-tional origin. This order is designed toserve as a set of standards for contractorsand subcontractors subject to ExecutiveOrder 11246, as amended. in determiningwhether their use of tests conforms withthe requirements of the Executive Order.’
§ 60—32 Test defined.
For the purpose of this order, the term“test" is defined as any paper-and-pencilor performance measure used as a basisfor any employment decision. This orderapplies, for example, to ability testswhich are designed to measure eligibilityfor hire. transfer. promotion. training,or retention. This definition includes, butis not restricted to. measures of generalintelligence. mental ability and learningability; specific intellectual abilities;mechanical, clerical and other aptitudes:dexterity and coordination; knowledgeand proficiency: occupational and otherinterests; and attitudes, personality ortemperament. The term “test" alsocovers all other formal. scored. quantifiedor standardized techniques of assessingjob suitability including. for example.personal history and backgroimd re-quirement“. which are specifically used asa basis for qualifying or disqualifyingapplicants or employees. specific educa-tional or work history requirements.scored interviews. biographical informa-tion blanks. interviewers’ rating scalesand scored application forms. The term“tent" shall not include other selectiontechniques discussed in § 60-313.

§ (iii—3.3 Violation of Executive order.
A contractor regularly using a testwhich has adversely affected the oppor-tunities of minority persons or womenfor hire, transfer. promotion. training-or retention violates Executive Order11246. as amended. unless he can dem-onstrate that he has validated the testpursuant to the requirements of thispart.
‘Except for the necessary differences inlanguage arising from the different legalauthority of the two agencies and for rea-sons of clarity. this order and the Guidelineson Employee Selection Procedures. issuedearlier by the Equal Employment Oppor-tunity Commission (85 PR. 12338, Aug. 1,lfl'TO) are intended to impose the same basicrequirements on persons and contractorscovered by each of them.



NORTH CAROLINA STATE UNIVERSITY Raleigh, N. C.

film—Date

Please draft reply for my signature(return attachments)

OFFICE OF PROVOS’I‘ AND VlCE-CHANCELLOR
HOLLADAY HALL

7033 14%,
ACTION REQUESTEQN ATTACHED:

Note and Return
For your information
(need "0* return) Please give me your commentsPlease handle (return attachments)
Please answer; furnish me copy
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Requires your approval
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v. D R A F T

MEMORANDUM TO: School Deans
J. w. Wright
Banks Talley
I. T. Littleton
William L. Turner
Al Carnesale

SUBJECT: Additional Information for NCSU Affirmative
Action Compliance Program

HEW has requested additional information for the

Affirmative Action Plan submitted by the University last June before

final evaluation of our proposed plan can be completed. We would appre—

ciate your assistance in providing us with the following information:

1) A statistical compilationLQg)all EPA personnel

within your school or unit by rank or EPA professional positiongdrace and

sex, with goal designation and timetable opposite each rank or EPA

professional position. These goals and timetables should correspond with

your original ones submitted in our June 1973 Affirmative Action Report.

Attached you will find a sample form that may be of assistance to you.

We would appreciate your returning this information to me by October 4,

1973.

2) Within the next few weeks you will be receiving a

computer print out with a statistical breakdown of all current SPA em—

ployees within your school or unit by Equal Employment Opportunity (EEO-l)

occupational job categories, race and sex. You are asked to fill in

specific goals and timetables opposite each category. These goals and

timetables should correspond with your original ones submitted in our June

1973 Affirmative Action Report. A copy of the print out should be

returned to Mr. William Galloway, Personnel Director, Primrose Hall,Campus,



within one week after you receive it.

(3) Test ——If you give tests to applicants then

we will need evidence of validation of all tests that are used to

the extent required by the Office of Federal Contract Compliance

(OFCC) Testing Order. (41 CFR 60-3)

If you have any questions, please call me (Ext.2200).

Thank you for your cooperation.

William H. Simpson
Equal Employment Opportunities Officer

cc: Chancellor John T. Caldwell
Provost Harry C. Kelly
School and Unit EEO Representatives



"Faculty and
Professional

FEMALE
White Black Other

GOAL DESIGNATION TIMETABLE



MEMO TO:
School Deans
I. W. Wright
Banks Talley
I. T. Littleton
William L. Turner
Al Carnesale

Additional Information for NCSU Affirmative Action Compliance Program

HEW has requested additional information for the Affirmative

Action Plan submitted by the University last June before final evaluation

of our proposed plan can be completed. We would appreciate your as-
sistance in providing us with the following information:

(1) A statistical compilation of all EPA personnel within your

school or unit by rank or EPA professional position; race and sex, with

goal designation and timetable opposite each rank or EPA professional
position. Attached you will find a sample form that may be of assist-

ance to you . We would appreciate your returning this information to me
by October 4, 1973 .

(2) Within the next few weeks you will be receiving a

computer print out with a statistical breakdown of all current SPA em-
ployees within your school or unit by Equal Employment Opportunity

(EEO-l) occupational job categories , race and sex. You are asked to

fill in specific goals and timetablc'ads' 31713315335133, che‘EW/c/o‘ay‘2f ./1/”. f: C1,, m 3

the print out should be returned to is? within one week after you receive "

it.
(3) Test - If you give test to applicants then we will need

evidence of validation of all tests that are used to the extent required by

the Office of Federal Contract Compliance (OPCC) Testing Order.
(41 CPR 60-3)

If you have any questions, please call me (Ext. 2200) .
Thank you for your cooperation.

W. H. Simpson
Equal Employment Opportunities Officer

cc: School and Unit EEO Representative. _ ‘ ‘_.a.b. ,.J' "I“. ‘ ‘- ‘ 'V ' r- . ' ‘ ‘ 1' . H“). ; .



DRAFT

MEMO TO:
School Deans
I. W. Wright
Banks Talley
I. '1‘. Littleton
William L. Turner
Al Carnesale

Additional Information for NCSU Affirmative Action Compliance Program

HEW has requested additional information for the Affirmative
Action Plan submitted by the University last June before final evaluation
of our proposed plan can be completed. We would appreciate your as-
sistance in providing us with the following information:

(1) A statistical compilation of all EPA personnel within your
school or unit by rank. or EPA professional position: race and sex. with
'goal designation and timetable opposite each ranlt or EPA professional
position. Attached you will find a sample form that may be of assist-
ance to you. We would appreciate your returning this infatuation to me ‘
by October 4,1973 . ' l ‘ ' '

(2) Within the next few weeks you will be receiving a
computer print out with a statistical breakdown of all current SPA em-
ployees within your school or unit by Equal Employment Opportunity '
(EEO-4i). occupational job categories. race and sex. You are asked to
fill in specific goals and timetables oppositeleach category. Aiicopyy cf
the print out should be retumed‘to me within one week after you receive

‘ (3) Test «- 11 you give test to applicants then we will need i i a;
evidenceof validation of all tests that are used to the extentrequired by l ‘ l 'i‘
the Office of Federal Contract Compliance (OPGC) Testing Order. a | A, ; y
(41ch 60-3) v y * _ ‘ \ .

‘ If you have any questions. please call me (Ext. 2200). I ~ \ 1 3 t‘g’iif‘i

. Thank you for your cooperation.

, w. if. Simpson I ' ‘ ,y
. W Equal Employment OpportunitiesOfficer. _; ‘_~" ‘ '-



EEMDRANDUM
TD: Dr. “senior

FROM: Clauston Jenkins

mo;

May 17, 1973

Attached to a copy of the SALB affirmative action plan

draft on which I have made some changes and suggestions. would.

you incorporato these in the version you are preparing? Please

get your new version to me by Juno 1.

Chdzvg

Attachment



May 24, 1973

MEMORANDUM

1'0: Dean Tilman

FROM: C1auston Jankins

RE: Affirmative Action Recruitmant Report

Enclosed are 25 mu Affirmative Actioniccmituent Reports.
I will send you more at a later date.

CLJ:vg
\

lnclosure_ (Affirmative Acttan Recruitment imports)



NCSU AFFIRMATIVE ACTION RECRUITMENT REPORT
(Fill out for each EPA position filled)

Department of:

EPA position filled:
(rank and area of specialization if appropriate)

Fulltime ; Part time ; Date employment effective

Number of groups, institutions, etc. notified about vacancy:
(list on back specific efforts to locate females and minorities)

Number of applications received: Male Female

Number of candidates invited to campus:

Offers made to (list in order):
Present Accept- Rea

Name Sex Race Employer ed jected

Do you have files documenting your efforts to take affirmative action to
locate female and minority candidates for this position?

Yes No

Can you provide an explanation for the offers made by explicitly com-
paring the qualifications of those offered the position with those not
offered the position?

Yes No

Signed
Department Head



1' H";y_ r\\2\

__ Kf‘FIRMATLVE/ACTIQN /RE"CRUI/'I"MEiN‘l‘ fiai’aog’r‘f

?eriod9€overed:rw_h_m_mwmt0-_.ii_/+.

tFill“out”for*each,EPAlpoSition/filléd)

A.Department of: .

EPA position filled:
Irank and area of specialization if appropriate)

Fulltime ; Part time

Number of groups, institutions, etc. notified about vacancy:
(list on back specific efforts to locate females and minorities}

Number of applications received: Male Female
Black

White

\ “TA. AV“. 3‘F

Number of candidates invited to campus:
Black

White

CDPAeY“
Offers made to(list in order):

Present
Name Sex Race Employer Accepted Rejected

you have files documenting your efforts to take affirmative action
locate female and minority candidates for this position?

Yes NO

Can you provide an explanation for the offers made by explicitly
comparing the qualifications of those offered the position with those
not offered the position?

Yes NO

Department Head



May 17, 1973

MEMORANDUM

TO: Loo Buckwaster

FROM: Clauston Jenkins

Someone in your shop may want to read this document

Progg§g_Manguree. It is an ambitious prngram of moaaure-

mane. but it might be useful to us in parts. Keep this for

reference.

CLJ:vn

tnclasure



my 17, 1973

.mum

10: Dean annoy

PROM: Clauston Jenkins

Attached is a copy of your sifitmstiyo sction. plan ‘

which I have sditad after a discussion and rsvisw of it

with the General Administration. Most of the changes are

minor with tho «caption o2 thou nada to insuts that our

ungugs'doss not suggast we are astablishing (quota and

assigning positions according to rats or out. In sum

cases I have raissd 'a quastion that nods to ho answered.

' Flo-so mist my chanson, \uka any additional ones

you would like and return tho cortaotsd copy to us. We .

will taka ear. of the typing. I would tilts this back

GUN:



Chaplet. not: of this interim draft ware distributed as follows:

General Administration ~ 2 coploo

Dr. Rally - 1 copy

Mr. Galloway - 1 copy



THE PENNSYLVANIA STATE UNIVERSITY
AFFIRMATIVE ACTION OFFICE

130 WILLARD BUILDING
UNIVERSITY PARK, PENNSYLVANIA 16802

Area Code 814
February 28, 1973 86$®W1

Mr. Clauston Jenkins
Coordinator of Institutional

Studies and Planning
North Carolina State University

at Raleigh
P.O. Box 5067
Raleigh, North Carolina 27607

Dear Mr. Jenkins:

Thank you for your prompt response to our request for information.
We look forward to receiving a copy of your plan when it is available,
and have placed your name and address on our mailing list in hopes
that we might share our plan with you when it becomes available.

Kind regards,

W

Patricia Farrell
Affirmative Action Officer

PF/sb

An Equal Opportunity Employer



February 20, 1973

MEMORANDUM TO: Dr. H. C. Kelly

FROM: Clauston Jenkins

It might be helpful to the Schools and other units developing

Affirmative Action plans if we gave them a uniform time frame in which to

set their goals. I would suggest three years with the option of eXpanding

to five years if they wish. If you agree, I'll send out a brief memo to

this effect.

22
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THE UNIVERSITY OF NORTH CAROLINA
General Administration 7/4)

CHAPEL HILL 27514
RICHARDH ROBINSON. JR

Atrium! to the Pnu'lnt I ma. :3 0 1."

Mr. Hugh A. Baum
hung Deputy mane! own mm Director
wof fleelth. Weend Welt-re
so Seventh Street. N. I. ‘
Adena. Georg“ 30323

Dealinlwnm ' M

On June 2:. 1971. emote!- at lieu-u: CIIOIIIII flute Immunew
by Mr. Herman-n. Connect ommm. Mile Immune not wart
eelheepmvedlutotmueymtyenphm w.mmw.m -'
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Kym-ununmummnmmmucmm. neybe
ta poemetoeoflhe naeItemthat reduced the mum-

‘ Mbvehove. mumplane-mm“ hum tonne wee-e
ummxmmunmmm.

man: you- in: you eenmnoe.

Imetely. .

W.

mm B.’ mm. In

em mm"
We%0eflmfl

THE UNIVERSITY or NORTH CAIOLINA comprises. The Uniums'ty at North Corolm at Adm/ilk;Tb: Univntt'ty of North Carolina at Chapel Hill; Tb: Uat'uom'ty of North (mlm 4! Charlotte;Tb: Unwem'ty 0/ North Carolina at Guantboro;1'bo Utmwu'ty of North Carolina at Wilniutoa;Nortb Carolina State Um'w'u'ty at Ralaigb
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THE UNIVERSITY OF NORTH CAROLINA
' ' General Administration W

CHAPEL HILL 27514
RICHARD H. ROBINSON. JR.

Atrium! lo the hull"! . June 23 0 1971

Mr. Hugh A. Brimm
Acting Deputy Regional Civil Rights Director
Depertrnent of Health. Education and Welfare
$0 Seventh Street. N. 8.
Atlanta. Georgia 30323

Dear Mr. Brimrn: - M

On June 22 , 1971 , oiiioiale at North Carolina State Univcreity were informed
by Mr. Herbert Pratt. Contract Officer for AID, that the University was not v.9.“
on the approved list of equal opportunity employers and. accordingly, that .
s contract propoeal then in procooa between North Carolina State Uni "croity .
end AID could not be approved. This morning. on a result oi a second tolo- a”
phone call to Mr. Pratt, we were informed that a further check with HEW
revealed that the prescription was an error.

i assume that this mieundoretending wee a result of tho failure of the
Washington cities of HEW to appriee contracting agencies that tho two
complaint oaees being investigated at North Carolina State University or
being held “in abeyanoe,“ so etatod in your letter to us of Iuno ll , 1971.

My immediate concern is that contracting agencies, other than AID, may be
in poseesaion oi the come mininionnoticn which produced the difiilcultioa
referred to above. Will you pleaeo make appropriate inquiry for the purpose
of insuring that this problem does not recur.

Thank you for your assistance.

‘ ' Sincerely. .

W.

Richard H; Robinson. Ir. .

co: President Friday
hencellor Caldwell

v' Wei-1‘

THE UNIVERSITY or NORTH CAROLINA comprises: Tb: Uniuem'iy of North Cuolim a: Arbew'llo,’
Tbs Univmiiy 0] North Carolina at Chapel Hill; The Univem’ly of Nonb Carolina at Charlotte;

Tbs Unhmrlly 0] Nov!!! Carolina a Gnonrbo‘ro; The Ueiwm’iy a] North Carolina 4: Wilmington;
North Carolina SM: Uelwm'iy a Relax]:
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12 December 1972

Mt. 3. Stanley Pottinga:
Director, Offline 0! Civil R1 ht:
Dopuxtnnn: o! ncnlth. Ednaa on,
,and Unitas.

Office of tho Boar-tnry
WCthMp Do Co 30201

DOC: Hr. Pottingor:

Please sand 50 angina o: the guidslinagbaon-
onxnod with 'Nondinorin&nation Dada: Fadoral
exactn' ..oouplinnco with Bxuouttva Oran: 11246, as
cutlinad in your lotto: to 0011.9. and.Un1vorsiey
Pralid-nta at Gazebo: 1.‘1973.

Pinata nail than. conic: to:'

m! “ham La Joni“!!!
coordinator of Institutional Studios \

and Planning
:Prow03¢'s Otttgo - 201 Ralladny Hall
North Ca:oltna.8tntn Untvnxntem ‘
Balotqh, North Carolina 2760?

ainantnly yours,

I

turn.) 21.1. a. ammo-.-
aocrotaxy. Provnne'g attic.

I\



May 3, 1974

Mr. Louis 0. Bryson
Chief, Higher Education Branch

. Office for Civil Rights
i Department of Health. Education. and Welfare

Region IV
50 7th Street N.B.
Atlanta, Georgia 30323

Dear Mr. Bryson:

This letter is in response to your April 18, 1974 letter requesting information on

this University's intercollegiate athletic programs for men and women. You also

requested information on our intramural'programs.

Our intercollegiate athletic program and the intramural program are completely

separate from each other as far as funding and administration. The Department of

Athletics is responsible for the intercollegiate sports‘program and reports as an independent

unit to the Chancellor. The intramural program is administered under our School of

Liberal Arts by a Department of Physical Education. Your questions , therefore, will

be answered separately for intercollegiate athletics and for intramurals.

We are not aware that Federal guidelines have been established for compliance

in the field of intercollegiate athletics and sports and we also note you have not

included to us the charge or specifics of the complaint which has been rendered. We

are supplying you. however. the factual information requested as follows1

A. Intercollegiate athletics .

l. The level and sources of funding for each team.

Level of funding .

Football $338,380 .00
Basketball ‘ 151 ,121.00
Baseball ’ 27 . 550 . 00
Track and Cross Country 25.800.00



Swimming
Wrestling
Tennis
Soccer
Fencing
Lacrosse
Golf
Rifle

$ 22,900.00
7,600.00
6,950.00
7,700.00
5,000.00
4,200.00
3,500.00
2,200.00

Sources of funding.

Varsity teams are funded approximately eighty percent from

revenue derived from football and basketball receipts , and twenty

percent from student fees.

2 and 3. Numbers of staff assigned to coach or otherwise assist each team

and budgeted compensation.
Nurber of

5m ' staff

Football 1
Basketball
Baseball
Track and Cross Country
Swimming
Wrestling
Tennis
Soccer
Fencing
Lacrosse
Golf
Rifle

sasnsssssisss

$167,531.00
49,715.00
8,551.00
12,750.00
14,150.00
2,700.00
1,700.00
2,300.00
1,000.00
1,000.00

500.00
0HHHHNHNwNNuh-N

The procedure by which teams are formed.

All intercollegiate athletic teams are open to members of student

body who are eligible under Atlantic Coast Conference and National

Collegiate Athletics Association rules.

The name of each varsity sport with the number of athletes and scholarships

for each sport by sex.

All scholarship recipients at present are male. The numbers below



show grants-in-aid given per sport. All scholarships are privately

contributed to North Carolina State University Student Aid Corporation.

Inc. , which goes entirely to athletes and is the sole source of such

financial aid.

Football 1 l 7
Track , 13
Swimming _ 24
Golf 7
Soccer 6
Baseball 14
Basketball " - 19
wrestling 7
Lacrosse . . 1
Tennis 2
Fencing 1
Miscellaneous ‘ 10

Intramural sports .

The level and sources of funding for each intramural team.

The intramural athletic program is not administratively connected

with intercollegiate athletics in any way on this campus. The intramural

program is housed completely in the Department of Physical Education.

which is one of eight departments in the School of Liberal Arts . Coaches. .

employed in the intercollegiate program do not serve as faculty in Physical

Education. Sometimes regular faculty members in Physical Education are

asked to serve as coaches in one of the minor pports such as tennis. soccer.

lacrosse. fencing, and wrestling. These responsibilities are assumed in

addition to the instructor's normal teachim load, and for this he or she is

paid a stipend from intercollegiate athletic funds over and above his or her

regular salary.



Numbers of staff assigned to coach or otherwise assist each intramural. team.

The intramural program is funded entirely by student fees. The total

amount available varies from year to year since it is based on $3.00 per

student per academic year.

. Compensation of intramural staff.

Intramural teams and sports clubs are formed voluntarily and usually

on the initiative of the students themselves. Faculty advising is done

on a voluntary basis and without compensation. These advisers may be

drawn from almost anywhere in the University community (several years ago

a sociologist advised a basketball club).

The procedure by which intramural teams are formed.

The intramural budget from student fees supports a stipend to the

director of the intramural program (the director responds to requests for

teams. sets schedules. secures equipment. engages officials. etc.) and a

for other expenses directly related to the program. Funds are not allocated

specifically to teams or by quota to particular sports.

The name of each varsity sport with the number of athletes and scholarships

for each sport by sex.

This question is not applicable to intramural sports on this campus.

If additional information is needed. please let me know. ‘

Sincerely .

Iehn r. Caldwell



DEPARTMENT OF HEALTH. EDUCATION. AND WELFARE
REGION IV

so 7TH STREET N.E. , Room 404
ATLANTA. GEORGIA 30323

OFFICE OF THEREGIONAL DIRECTOR
April 18, 1974

Dr. John T. Caldwell
Chancellor
North Carolina State University
Raleigh, North Carolina
.Deaerr. Caldwell:

This Office has received a complaint alleging discrimination basedon sex in the University's intercollegiate athletic programs formen and women. In connection with the above matter will you pleasesubmit to this Office the following information: ‘
1. The level and sources of funding for each team,varsity and intramural.
2. Numbers of staff assigned to coach or otherwise' assist each team. '
3. Compensation of such staff
4. .The procedure by which teams are formed.
5. The name of each varsity sport with the numberof athlethes and scholarships for each sport bysex. i ' '

rflflease submit your response within fifteen days from the date of this1 letter.

/'dK

Thank you for your cooperation.

Sincerely,

0&4 9.5 an)
Louis 0. Bryso Chief
Higher Education Branch, " v - Office for Civil Ri htsA . - A .1 8old L.'J ', V‘--L<"lv’~w<‘/ (fab-Lovu. w-‘_

v “has, (haul/l
L»: /J §#7a./w.4~_.
.7 ‘ it. 1:". .-._... ~.)ol_l' I (.1

Dian ”Abnw‘
:3?”‘



RALEIGH.
NORTH CAROLINA STATE UNIVERSITY NORTH CAROLINA

DEPARTMENTcnrATHLETKB
April 30, 1974

OFFICE OF THE DIRECTOR
Box 5187 21? 27607
TELEPHONE 755-2101

Dr. John T. Caldwell, Chancellor
North Carolina State University
A Holladay Hall
Campus

Dear Dr. Caldwell:

The following report and reply to HEW letter of April 18,
1974 includes intercollegiate athletics program only at
North Carolina State University.

1. The level and sources of funding for each team, varsity
and intramural.

Varsity teams are funded approximately eighty percent
from revenue derived from football and basketball re-
ceipts, and twenty percent from student fees.

Numbers of staff assigned to coach or otherwise assist
each team.

Soccer (2)* ' $ 2,300.00
Cross Country (2) 12,750.00 **
Football (12) 179,976.00
Basketball (4) 58,191.00
Swimming (3) 14,150.00
Wrestling (2) 2,700.00
Rifle (1) 0
Fencing (1) 1,000.00
Indoor Track (2) **
Baseball (2) 8,551.00
Lacrosse (1) 1,000.00
Tennis (1) 1,700.00
Golf (1) 500.00
Outdoor Track (2) **

** Also, includes Indoor Track and Outdoor Track.
* List includes number of coaches, but salaries listed

include secretaries.

3. Compensation of such staff.

Compensation listed by numbers of staff in question two
above.



Dr. John T. Caldwell - 2 — April 30, 1974

4. The procedure by which teams are formed.

All teams are open to members of student body who are
eligible under Atlantic Coast Conference, and National
Collegiate Athletics Association rules.

5. The name of each varsity sport with the number of athletes
and scholarships for each sport by sex.

All scholarship recipients are male, and the numbers below
reflect aid given per sport.

Football 117
Track 13
Swimming 24
Golf 7
Soccer 6
Baseball 14
Basketball 19
Wrestling 7
Lacrosse 1
Tennis 2
Fencing 1
Miscellaneous 10

Sincerely,

74mm R "%
Willis R. Casey
Director of Athletics

WRC:ht



NORTH CAROLINA STATE UNIVERSITY ..-“‘~‘».._"T‘_‘ .77:- 1 4-?

ARTSOFFICE OF mg DEAN SCHOOL OF LIBERAL
Box 5036 ZIP 27607 May 1 1974

MEMORANDUM

TO: Chancellor John T. Caldwell

FROM: Dean Robert 0. Tilm

The HEN letter to you dated April l8, l974 regarding alleged discrimina-
tion against females in athletic programs at North Carolina State University
mentions intramural athletics. As you know this program is administered in
the School of Liberal Arts. Several observations may be helpful to you.

l. The intramural athletic program is not administratively connected
with inter-collegiate athletics in any way on this campus. The intramural
program is housed completely in the Department of Physical Education, which
is one of eight departments in this School. Coaches employed in the inter-
collegiate program do not serve as faculty in Physical Education with but
one exception. The exception occurs in several of the minor sports, and
here regular faculty members in P.E. are sometimes asked to serve as
coaches. These responsibilities are assumed in addition to the instructor's
normal teaching load, and for this he or she is paid a stipend from inter-
collegiate athletic funds over and above his or her regular salary.

2. The intramural program is funded entirely by student fees. The
total amount available varies from year to year since it is based on $3
per student per academic year.

3. Teams and sports clubs are formed voluntarily and usually on the
initiative of the students themselves. Faculty advising is done strictly on
a voluntary basis and without compensation. These advisors may be drawn from
almost anywhere in the University community (several years ago a sociologist
advised a basketball club).

4. Funds are used to pay a stipend to the director of the intramural
program (the director responds to requests for teams, sets schedules, secures
equipment, engages officials, etc.) and for other expenses directly related
to the program. Funds are not allocated specifically to teams or by quota
to particular sports.

5. Since participation in intramural sports is entirely voluntary
the number of participants of each sex varies from year to year. For any
given year one could count the number of male and female participants, but
this after all represents the number who wanted to participate.

cc: Mr. William Simpson



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH-

Ornc: or THE CHANCELLOR
Box 5067 ZIP 27607
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May 3 . 1974
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Some: 8 7. 700.00
wrestling 7. 600.00
female 6 . 950 .00
Fencing 8. 000.00
Lumen 4,200.00
Got! 3 . 500 .00
Rifle 2, 200.00

souroee oi funding.

Venity teeme are funded eppmatimetely eighty percent from
revenue derived {tom football end beeketbell receipte. and twenty
percent ham etudent leee .

I end 3. Number: of eteif assigned to coach or otherwise eeeiet each team

4.

5.

and budgeted oompeneetion.
Number

m W W

Footbeii 12 $167,031.00
Beeketbeii 4 49,716.00
Swimming 3 10. 150.00
freak and emu Country 2 12,750.00
Ieeebeu 2 0 . 551 . 00
Wetting a 2,700.00
Soccer 2 2,300.00
Tennie \ l 1 .700.00
Fondue 1 1 ,aoo.oo
Lemeee i 1 ,000.00
Gait 1 500.00
Rifle l 0

'i'he pmedure by which teem ete termed.

Ail intei‘ooileeiete ethletio teeme are open to members of etudent
body who ere eligible under Atlentio Coeet Conference end National
Collegiate Athletioe Aeeooietion tuiee .

The me of not: unity eport with the number at etMetee and eohoierehipe
for end: even by «it.

All eolwieuhip noipieute et preeent en mete. the «when below
ehow mte-in-eid given pet em. Ali eoholerehipe ere priveteiy
anointed 0o Netti: Genuine Btete Univmity Student Aid Commotion.
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3.

Inc. . which goes entirely to athletes and is the sole source of such
financial aid.

Football ll?
Track l3
Swimming 24
Golf 7
Soccer 6
Baseball l4
Basketball 19
Wrestling 7
Lacrosse 1
Tennis 2
Fencing 1
Miscellaneous lo

Intramural sports.

1.

2.

3.

The level and smrces of funding for each intramural team.

The intramural athletic program is not administratively connected
with intercollegiate athletics in any way on thie campus . ‘rhe intramural
program is housed completely in the Department of Physical Education.
which is one of eight departments in the School of Liberal Arts. Coaches
employed in the intercollegiate program do not serve as reality in Physical
Education. Sometimes regular faculty members in Physical Education era
asked to serve as coaches in one of the minor sports such as tennis. soccer.
lacrosse. fencing. and wrestlino. 'i‘hese responsibilities are assumed in
addition to the instructor's normal teaching load. however. and for this
service he or she is paid a stipend from intercollegiate athletic funds
overandahove his orherreguler salary.

Numbers of stat! assigned to coach or otherwise assist each intramural team.

The intramural program is funded entirely by student lees . The total
amount available varies from year to year since it is based on 33.90 per
student per academic year.

Compensation of intramural stall.

Faculty advisim is done on a voluntary basis and without compensation.
The» advisers may be drawn iron alaoet anywhere in the University
community (several years aoo e srdassor oi aocioiogy advised a basketball
club). the intremral budget from shrdent tees supports a stipend to the
directorei the intramural program (the directorresponds to requests for
teams. sets echedules. secures Went. moose officials, etc.) and
for other expenses directly related to the mourn. Funds are not allocated
specifically to teens orhy quote to particular sports.
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Mr. Louis 0. Bryson May 3, 1:974

The procedure by which intramural teams are formed.

Intramural teams and sports clubs are formed voluntarily and usuallyon the initiative of the students themselves .

The name of each varsity sport will: the number of athletes and scholarshipsfor each sport by sax.

This question is not applicable to intramural sports on this campus.
If additional information is needed. please let me know.

Sincerely .

CC: . Richard Robinson
r. Willis Casey
. William Simpson

Dean Banks Talley
Dr. Frsdarick Brows
Dean Robert 'rihnan



NOTE To FILE: 2 May 1972
I .

an: INFORMATION mm FILES m BE SEEN BY mm

In tho future our agreement with HEW to let them look

at internation from personnel files in interpreted by us to

moan tho following items and only thus. items:

PAI forms

PRIA forms

PRZB forms

313119 em

Clauaton Jnnkina



August 13, 1973

MEMORANDUM

To: N. N. Winstoad

FROM: Clauston Jonkins

_ so far as I know we have received no word about our plan
and than are not in a position to speak to the question of reg-
ulationn needing clarification. When we do receive Bkw'e comp
meats, to will p:obably be able to state which regulaLions need
clarification.

we do. of course, have special concern about wa's in-
terest in a formula for developing a quanti.acive menmu0 of an
individuol'a wonh. This is noto a‘egulation as such so I am
not sure whe:he? it is an apo:opziate topic.

I suggest we forward nothing at this tifie..

cmdzvg



January 16, 1974 '

Dr. John Sanders
Vice President for Planning
General Administration ‘
The University of North Carolina
Poet Office Box 2688
Chapel Hill, North Carolina 27514

Dear John:

Attached you will find a Raleigh city map and a North
Carolina State University campus map for our HEW visitors
on January 22. We have marked the route into Raleigh coming
in from 12-40. turning right at the second stoplight onto Paircloth
Street. going to Hillsborough Street where they will have toturn
either left or right onto Hilleborough Street. They‘will eventually
see the campus on their right. Tell them to look for the Memorial
Tower on Hilleborouqh Street at the far end of the campus. Then
follow theoampue map to the information booth and inquire as to
the reserved parking spaces for them. . Please ask them'to come
to the Chancellor's officer A Holladay Hail. .

If they have any trouble, my ohone number is 737-2200.
We look iorward to having them with us . ‘

Sincerely .

, 3 : William H. mm... ..
- ' Assistant to the Chancellor

and the Ptovoat

. Attachmente
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DEPARTMENT OF HEALTH. EDUCATION. AND WELFARE
REGION Iv

'.' so 7TH STREET N.E., Room 404
., ATLANTA. GEORGIA 30323

March 14 1974 OFFICEOF THE’ REGIONAL DIRECTOR

John T. Caldwell
Chancellor
North Carolina State University

at Raleigh
Raleigh, North Carolina

T ‘ Dear Chancellor Caldwell:

i This is to acknowledge receipt on February 21, 1974 of
your Affirmative Action Plan dated February 18,1974.
Your Plan will be evaluated within the meaning of Execu-
tive Order 11246, as amended, and implementing rules,
regulations and orders.

“asI

You will be notified when our evaluation is completed.
A73“...'..._,.I. .' . fl , . .r _‘ _ ‘
5 ~é%ttlr ' ~ - ' Sincerely yours,,.

I 1 ‘ _ ’ . X9“ 5)
g . , “finaefLouis 0. Bryaon,

Higher Education Branch
,Office for Civil Rights

5 /“M
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DEPARTMENT OF HEALTH. EDUCATION. AND WELFARE
REGION IV

so 7TH STREET N.E. , Room 404
ATLANTA, GEORGIA 30323

September 13, 1973 OFHCE OF THEREGIONAL omscron

Dr. John T. Caldwell
Chancellor
North Carolina State University

at Raleigh
, Raleigh, North Carolina 27607

Dear Dr. Caldwell:

A preliminary evaluation of the proposed Affirmative Action
Compliance Program of the North Carolina State University
at Raleigh (NCSUE), dated June 15, 1973, has been completed
by our office pursuant to the provision of Executive Order
11266, as amended by Executive Order 11375.

For the most part, your proposed plan was responsive to our
requests for corrective actions relating to the Executive
Order. However. before final evaluation-of your proposed
plan can be completed we must request that you provide us
with the information mentioned below:

1. A composite, statistical breakdown of all
current. subject to Personnel Action (SPA),
employees by Equal Employment Opportunity
(EEO-1) occupational job categories, race
and sex. with specific goals and timetables
opposite each category.

2. The percentage of minority and female appli-
cants, Exempt from Personnel Action (EPA),
and Subject to Personnel Action (SPA), for
the peat year (1972—73).

3. A statistical compilation of all EPA personnel
by rank, race and sex, with goal designation
oppositeseach rank. ' .

4. Evidence of validation of all tests that are
used to the extent required by the Office of
Federal Contract Cdmpliance (OFCC) Testing
Order. (41 CPR 60—3)

(09AM: flamed? Alla/7

z? ,401/99/444‘4/

-.., ’l r I
.- 4” 0/" /- ’1 I 7 I V "T , ‘f 74 flat), _/ // W , «2%‘IféoIQ/fl/MD
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Dr. John T. Caldwell
Page Two

5. A listipggf'all promotiong‘and transferslby job 60? {WW
classifies ion, rade and 3.x, for the pas year , fl“
(1972—73). _Please include University policy (5?
regarding the above. //

6. A summa 3of new hires by job classification,
rgrace and sex, for-the past year (1972-735.“'“

7. Substantiation that the Equal Employment Oppor-
tunity clause is incorporated in all University
purchase orders.

We would appreciate receiving the requested information within
fifteen (15) days of the date of this letter. Following receipt

.0 this information, it will be evaluated as a part of your pro-
posed plan.

Your cooperation and responsiveness is greatly appreciated. If
we can assist you, please do not hesitate to contact this office.

"Sincerely yours,

Louis 0. Bryson, hief
Higher Education Branch
Office for Civil Rights
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DEPARTMENT OF HEALTH. EDUCATION. AND WELFARE
REGION IV

50 7TH STREET N.E. , Room 404
ATLANTA. GEORGIA 30323

September 13, 1973 OFHCEOFTHE. REGIONAL DIRECTOR

Dr. John T. Caldwell
Chancellor
North Carolina State University

at Raleigh
Raleigh, North Carolina 27607

Dear Dr. Caldwell:

A preliminary evaluation of the proposed Affirmative Action
Compliance Program of the North Carolina State University
at Raleigh (NCSURJ, dated June 15, 1973, has been completed
by our office pursuant to the provision of Executive Order
11246, as amended by Executive Order 11375.

For the'most part, your prOposed plan was responsive to our
requests for corrective actions relating to the Executive
Order. However, before final evaluation of your proposed
plan can be completed we must request that you provide us
with the information mentioned below:

. l. A composite, statistical breakdown of all
* ‘ current, Subject to Personnel Action (SPA),

{bJJCDJuyavj employees by Equal Employment Opportunity
(EEO-l) occupational jab categories, race
and sex, with specific goals and timetables
opposite each category . ~

2. The percentage of minority and female appli-
- W W ' cents, Exempt from Personnel Action (EPA),
t,&hvfl and Subject to Personnel Action (SPA). for

the past year (1972-73).

3. A statistical compilation of all EPA personnel ‘ ‘
Vwa' by rank, race and sex, with goal designation 1

opposite each rank.

4. Evidence of validation of all tests that are (”N lZJ~
used to the extent required by the Office of
Federal Contract Compliance (OFCC) Testing
Order. (41 CFR 60-3)

/6fi2;.(2;&4124ok7///
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Dr. John T. Caldwell
Page Two

5. A listing of all promotions and transfers by job /}¢V~flA§WWNVWY0A//V‘,
(QKLIV/j classification, race and sex, for the past year (/ oM} a q}

‘pq (1972-73). Please include University policy . ‘yv/ .
J ' 1 regarding the above. ‘ WMJMAO /Q (ijl.

CAuJIVV/
‘, 6. A summary of new hires by job classification,

(gpfike14“ race and sex, for the past year (1972-73).
.'V’ 'II J

‘ y: 7. Substantiation that the Equal Employment Oppor-
\ #1 v5} Ur tunity clause is incdrporated in all University./ Jwi‘(@V¢N / purchase orders.

‘ We would appreciate receiving the requested information within
fifteen (15) days of the date of this letter. Following receipt
0 this information, it will be evaluated as a part of your pro-
pOsed plan.

Your cooperation and responsiveness is greatly appreciated. If
we can assist you, please do not hesitate to contact this office.

Sincerely yours,

Louis 0. Bryeon, hief
Higher Education Branch
Office for Civil Rights
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NORTH CAROLINA STATE UNIVERSITY AT. RA EIGH

P. O. Box 5445, RALEIGH, N. C. 27607

ADMINISTRATIVE COMPUTING Seances

September 26, l973

M E M O R A N D U M

T0: William R. Calloway

FROM: H. Leo Buckmaster‘

SUBJECT: Completion Date for Computing Services
REFERENCE: SPA Classification Listing by EEO—l Categories

Your Memorandum of September 25, 1973

After discussions with Mrs. Byrd as to the scope of this request, I

have assigned additional personnel to assist her in its completion.

She has advised me that the estimated completion date is noon Wednesday,

October 3, l973.

Your consideration of our workload in light of the schedule imposed by

HEW is appreciated.

HLBzhh

cc: Barbara Byrd
George Worsley

North Carolina at Chapel Hi”. the University of North Carolina at Grcvnshoro, the ,
the University of North Carolina at Ashvrilh'. and the University of North Carolina at l'Vt'imington.
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' OLINA STATE UNIVERSITY AT RALEIGH

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

Rumor I, 1972
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3). 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.r
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 dataabout 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. Rigney
Mr. Rudolph Pate
Dr. I. T. Littleton
Dr. L. B. Martin
w. Hardy Berry
Mr. Willis Casey
Chairman, Faculty Senate
Chairman, Good Neighbor Council
Dr. David R. Kniefel
Dr. Dale M. haover

Enclosures
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DEPARTMENT OF HEALTH; EDUCATION. AND WELFARE
OFFICE OF THE SECRETARY

WASHINGTON. D.C. 20201

October 1, 1972

MEMORANDUM TO COLLEGE ANOD 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 responsibility.
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 cepies of these guidelines are available from the Regional' Office 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. Stanley//Z:;;nger
Director, Office for Civil Rig. 5

Attachments
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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 amended
by 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 employees
are treated during employment” without regard to these factors. In
the 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
snapended 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 the
Office 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 tcnn 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 andwomen, and other specific procedures to assure equal employment
opportunity.

Revised Order No. A 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 ensurenondiscrimination and to comply with the Executive.Order and regula-
tions other than Order No. 4. In our judgment, a public institution
can 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 CPR 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 A, 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.

fiendiscrimigation requires the elimination of all existing dis-
criminatory conditions, whether purposeful or inadvertent. A university
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contractor must carefully and systematically examine all of itsemployment 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 alsoensure that the practices of those responsible in matters of em-
ployment, including all supervisors, are nondiscriminatory.

gffigmatiyeuagtigg requires the contractor to do more than ensureemployment 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 thestatus 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-
tionally defined “minority group.” In other words, £2_person may bedenied employment or related benefits on grounds of his or her race,color, religion, sex, or national origin.

The affirmative action requirements of determining underutiliza-tion, setting goals and timetables and taking related action as detailedin 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. (SeeTab J) Underutilization is defined in the regulations as “having
fewer women or minorities in a particular job than would reasonably beexpected by their availability.”

Goals are projected levels of achievement resulting from ananalysis 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 tho addption of genuine and effective
techniques and procedures to locate qualified members of groups whichhave previously been denied opportunities for employment or advancementand to eliminate obstacles within the structure and Operation of theinstitution (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 with the
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 Pmcgcrs

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 must be subjected to
rigorous .x'mination and its discriminatbry 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.

.Im
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Recruitment___________
Recruitment is the process by which an institution or departmentwithin an institution develops an.applicant pool from which hiringdecisions are made. Recruitment may be an active process, in whichthe 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.

white 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 an' n of women ore 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.

,, 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. % 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.
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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 completibn 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 locatggoandidates 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 not mean that an institution should indulge in “reverse
discrimination’V‘or “preferential treatment” which leads to the selec-
tion of unqualified persons over qualified ones. Indeed, to take such 1
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 to
fulfill the affirmative action concept of the Executive Order. Again,
to do so would violate the Executive Order. Affirmative action goals
are to be sought through recruitment and hiring for vacancies created by
normal growth and attrition in existing positions.

Unfortunately, a number of university officials have chosen to
explain dismissals, transfers, alterations of job descriptions, changes
in promotion potential or fringe benefits, and refusals to hire not on
the basis of merit or some objective sought by the university adminis-
tration aside from the Executive Order, but on grounds that such actions
and 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-
ttute 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 adverse
impact 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 operate
to 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 “faculty 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 advo-cate 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 assignments. and treatment of individuals_within a single job classification. Ex-perience shows that individuals of one sex or race frequently tend tobe ‘“clustered” in certain job classifications, or in certain depart-ments or divisions 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 or _qualifications 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, and 'where 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

*For an indication of what should constitute “reasonab1e restriction,”see the policy statement of the American Association of UniversityProfessors on “Faculty Appointment and Family Relationship,” whichsuggests that “faculty 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, are"subject 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~tnry 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.
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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 CPR 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. chgr;conditicns of leave: Department of Labor guidelines pro-
vide that the conditions related to pregnancy leave, i.e., salary, accrual
of seniority and other benefits, reinstatement rights, etc., must be in
accordance with the employer’s general leave policyr

On April 5, 1972, the Equal Employment Opportunity Commission, under
Title VII of the Civil Rights Act of 1964, 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 0

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, 23 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 if the employer’s contributions for both sexes
are equal. It is not a violation of the Executive Order if the employer,
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in seeking to equalize benefits for men and women employees, contributes
more for one sex than the other.* '

Child Care

41 CPR 60-2,gh 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 indivi-
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.
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III. DEVELOPMENT OF AFFIRMATIVE ACTION PROGRAMS

Effective affirmative action programs shall contain, but not ‘
necessarily 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
writtenustatement over the signature of the chief administrative officer
which sets forth the institution’s legal obligation and policy for the
guidance of all supervisory 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 c00peration 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.

v
3. Responsibility for implementation: An administrative proce'

dure must be set up to organize and monitor the affirmative action program.
41 CFR 60-2.22 provides that an executive of the contractor should be
ESEBTETEd 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 taken 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-pr0*
gra . 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. Euhlicgtign”9§_a§firmative action programs: In accordance
with 41 CFR 60c2.21(11), which states.that the contractor should
“communicate 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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prunfits," 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
Freedom of Information Act, 5 U.S.C. 552. Subject to certain exemp-

disclosure ordinarily will include broad utilization analyses,
pyupnficd remedial steps, goals and timetables, policies on recruit-
kut, hiring, promotion, termination, grievance procedures and other
affirmative measures to be taken. Other types of documents which
punt be released by the GoVernment upon a request for disclosure in-
vludc‘tbe contractor’s validation studies of teSts and other preem-
ployment selection methods.

!!‘)r‘n; Q

Exempt from disclosure are those portions of the plan which
cnntain 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 of 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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The Research Reporter

Volume VII, Number 4, 1972

THE GLOBAL QUEST FOR EDUCATIONAL

OPPORTUNITY

For more than a decade, the United States has been
deeply involved in what is commonly referred to as “mass
higher education.” The story is familiar: a radical increase
in the percentage of college-age youths, particularly from
lower aptitude and socioeconomic levels, who aSpire to
education beyond high school; a nationwide concern about
“equal opportunity,” “access,” and “egalitarianism”; and
continuing discussion, argument, and debate about the
implications for practice of accommodating the “new
students” to higher education.

Today there is both a widespread mood and move to
extend postsecondary education to even larger populations
of students, particularly adults, through various
nontraditional forms of education. A recent and necessarily
brief survey of postsecondary education in a number of
countries visited made it clear that both the achievements
and misgivings of the United States are part of a worldwide
phenomenon. It is important that we become aware of the
problems faced by other countries as they use the means
compatible with their resources and cultures to achieve the
same ends we seek. At the very least, it is important that we
have no illusion that by widening the doorway to higher
education, we are being more responsive to social and
personal educational needs than other countries.

CENTRAL EUROPE
It is enlightening to look at centr l

review of the varying manifestations of mpiémentstow‘ard
increasing educational opportunity. Until"; l_’
the European postsecondary system has begf‘re‘ .
exceedingly rigid, yet the following statements, tak‘en’from
papers prepared for- a Paris conference sponsored by the
Organization for Economic Development and Cooperation
in December 1970, were representative of the changing
educational philosophy on the continent.
Germany: Democratization means that everyone should

have the chance to get the best possible
education, taking account of his individual

LELAND L. MEDSKER

capacities and needs, and that no institution
should give privileges to any particular group of
society.
The report of the KU Commission (the
Commission on Admissions to Higher
Education) suggests that the general right to
postsecondary study be granted to all those
who have conpleted upper secondary studies in
any of the 22 lines of study.
These [reports] all emphasize the need to
renew the structures of higher
education . ..ensuring access to such studies
for all strata of the p0pu1ation . . . .

Sweden:

Belgium:

These remarks typified those presented in papers by
countries as different as Finland and Portugal; the common
emphasis was on new sets of goals and philosophies
concerning higher education. Moreover, developments in
the several countries support their intentions and claims.

SHORT-CYCLE PROGRAMS
One crucial form that has evolved in numerous

countries and in a variety of ways is “short-cycle”
education. Typically, this consists of shorter programs,
designed to meet the needs of increasingly diverse student
populations, and given either in existing institutions or in
institutions established to offer such programs.

What does a woman want? _
—Freud —

WOMEN WANT EQUALITY
IN HIGHER EDUCATION
K. Patricia Cross

gill

firsee p. 5



France
The principal efforts to establish short-cycle

education in France has been through its University
Institutes of Technology (IUTs). The chief purpose of these
institutes is to train technicians, particularly through
two-year terminal courses. The status of the IUTs as part of
a larger university system, however, makes it possible for
students who start in them to continue their studies in a
“second cycle.”

Ironically, admission to the terminal programs in the
IUTs is presently more selective than it is to the academic
programs of the universities. This situation results from the
fact that French universities cannot limit access to any
applicant who has completed high school, whereas students
must compete for the much fewer places in the IUTs.
Nevertheless, their existence is evidence of a break in the
mold of traditional French education, and as such is an
example of a new way to serve educational needs.

Norway
Several Regional Colleges (originally called District

Colleges) have been established (three in 1969, three in
1970, and some 15 more are planned) in response to a 1967
Royal Commission proposal that the non-university sector
be strengthened to accommodate a projected increase of
postsecondary students from 30,000 to 100,000 in the next
20 years.

As in France, the capacity of these specialized
short-cycle institutions is still inadequate to the demand.
Still, postsecondary opportunity has been expanded by the
decentralization of the locations of colleges, therelaxation
of admissions requirements, and the development of
entirely new types of programs which combine
interdisciplinary studies with practical work and offer
opportunities for part-time and recurrent education.

Yugoslavia
In some respects, the most dramatic development of

extending opportunity through short-cycle education is the
separate two-year institutions found in Yugoslavia, which
were established in outlying regions in the early 19603. The
Visa Skola is quite similar to the community college in the
United States, although primary emphasis is placed on the
terminal aspects of the program and comparatively few
students transfer to universities.

Sweden
Although Swedish planners are still struggling to

effect new types of postsecondary programs with an
emphasis on vocational education, the development of
short-cycle education marks a significant liberative
departure from Sweden’s traditional pattern. The ultimate
goal is to effect a viable combination of vocational training
and theoretical studies. To date, a short-term experimental
plan is underway which combines the equivalent of one
year of vocational work in an upper secondary school with
one year of academic courses at the, local university.

In Other Countries. . .
The instances described above are only illustrative,

not exhaustive, of efforts of European countries to open
new avenues of higher education through short-cycle
approaches. Germany, for example, has established two
types of technical colleges—one with courses in designated
fields that last for six' months to two years; the other
designed to prepare high-level technicians and students
planning to transfer to certain universities. Portugal is
planning Polytechnic Institutes with flexible admissions
standards to prepare highly skilled personnel in two-year or
three-year programs. And both the Netherlands and Spain
are working on ways to include short-cycle institutions as
an integral part of their systems of higher education.

postsecondary education are also found in all the British
Commonwealth countries. The scope and energy of
Great Britain’s movement toward mass higher education are
exceeded only in the United States.

Great Britain
Here the most impressive evidence of the thrust to

democratize higher education is the widely publicized Open
University. Chartered in 1969 and begun in 1971 to
advance and disseminate “learning and knowledge by
teaching and research by a diversity of means,” the
university offers courses designed to meet university
standards for a B.A. Teaching is through materials
distributed for home study; television and radio broadcasts
transmitted by the BBC; written assignments returned to
staff for evaluation; a national network of some 250
regional centers which facilitate enrollment, teaching, and
counseling; and a requirement that a summer be spent in
residence at a British University.

The Open University can be viewed as the
contemporary culmination of Great Britain’s longtime
emphasis on “further education” and the country’s
evolution toward supplementing its elite university system
with other institutions. Late in the 18005, forty-five
vocational and technical colleges were established, primarily
as evening institutions. As these increased, many added
courses in business and the arts, and some introduced
Britain’s famous “sandwich course” program, in which
professional training in industry constitutes an integral part
of college education. Ten of these colleges eventually
evolved into technological universities, and a number of
National Colleges were established to meet the relatively
limited but critical need for manpower in certain
technologies. In 1966, some of the regional colleges were
transformed into Polytechnic Institutes, as “teaching
institutions” closely linked with commerce and industry, to
stand at the apex of the non-university system in vocational
training.



Canada
Over the last few years, numerous institutes, schools,

and colleges have evolved in this vast and politically and
culturally diverse country, which vary greatly in number
and nature from province to province.

In Western Canada, particularly in British Columbia,
the prototype of the American two-year community college
has taken hold, and more than a dozen of these and similar
institutions offer both terminal technical and university
transfer programs.

In Ontario, where a number of technical colleges had
existed, a system of two-year Colleges of Applied Arts and
Technology (CAATs) was established in 1965, devoted
exclusively to preparing students for employment. Today
there are 26 CAATs and six limited purpose institutes,
many with extremely high enrollments. In 1972, a report of
the Commission on Postsecondary Education in Ontario,
expressing its philosophy and aims, stated, “We. . . stress
the encouragement of lifelong education, part-time school
attendance, and new ways of delivering education
services . . .”

In Quebec, all high school graduates who go on to
higher education first attend the “Colleges D’Ensegnement
General Et Professional” (CEGEPs). At CEGEPs, they may
take two years of general academic courses, which qualifies
them to enter a university, or three years of vocational
education.
Australia

The Colleges of Advance Education (CAEs), which
grew out of a 1964 recommendation that technical
institutions be expanded to supplement the universities,
constitute Australia’s most significant step forward in
expanding educational opportunity. By 1969, some 43,000
students were enrolled in CAEs, and several institutions
have since joined the system.

Australian higher education has long been
characterized by its emphasis on external study to reach
those, particularly teachers, who are restricted by work
situations or geography from attending a college on a
regular basis. It has also shown its continuing awareness of
the need to train middle and lower level technicians. When
it became clear that the CAEs, for example, were upgrading
themselves, and increasingly concentrating on higher level
courses for technologists, new technical colleges were
established to fill the void and strengthen the various
programs for older youth and adults.
New Zealand

A single university has been given the responsibility
for the country’s external degree program. Of 6,000
students enrolled in universities in 1971, some 2,000 were
external students working toward regular degrees or
diplomas.

New Zealand’s 12 technical schools, authorized by a
1964 Education Act, provide programs for training
technicians and professional workers on what in effect is a
part-time basis, since a qualification for certification is
three years of suitable work experience. Courses may be
taken toward three-year or five-year certificates.

SOUTHEAST ASIA AND THE ORIENT _"1‘
Because the countries of this section of the $5

at such different stages of economic arid
development, they also differ widely in their abilit
support postsecondary education, their needs for train
manpower, and the degree of social demand for furthbr
education. Nevertheless, the worldwide phenomenon of
increasing educational aspirations has led an ever larger
percentage of those who are qualified, to continue some
kind of schooling beyond high school.

Japan
Although there is little evidence that Japan’s

extremely rigid and selective university admissions
procedures will soon change, there is evidence of response
to an internal demand for new postsecondary outlets.

In 1970 and again in 1972, the Central Council for
Education issued guidelines for reforming higher education,
emphasizing the needs for diversification, for providing easy
transfers from one institution 'or curriculum to another, and
for making both further education and re-education more
possible for more people.

By fall 1971, more than 60 five-year technical
colleges were spread throughout the country, and Japan’s
junior colleges (largely private) now number nearly 500 and
enroll more than 260,000 students, 80 percent of whom are
women.

Japan’s highly publicized, new University of the Air,
planned to be “open” to anyone with a secondary
education and to give a second chance to anyone without
one, is still more on the drawing board than actually on the
air (evidently partly at least because of certain political
problems). The goal is to provide instruction chiefly
through broadcasting, supplemented by “institutional
schooling” in “at least one learning center” in each state.

Singapore
Postsecondary education in Singapore is distinguished

by its highly developed system of technical training.
Singapore Polytechnic, Singapore Technical Institute, and
Ngee Ann Technical College differ from one another in the
degree to which they emphasize theory and techniques; as a
group, they provide an unusual opportunity for young
people to choose different types of occupational training.

There is also provision for out-of-school youth to
obtain vocational training in schools outside the system or
through adult education programs—many of which are the
work-study, sandwich variety.

Thailand
As a developing country, Thailand has a limited

foundation on which to build higher education, since
schooling is compulsory only through the fourth grade.
However, ten postsecondary technical institutes play an
important role; in 1971, they enrolled more than 11:000
students. Admission to the institutes is by examination, and
currently about 25 percent of those who apply are
accepted.



Response to the pressure to provide access to
university education for students ineligible for the existing
universities resulted in 1971 in the “Open University,”
officially named Ramkhamhaeng University. The
institution is still so controversial and its contribution to
the country’s needs still so uncertain, that its future at this
point is not assured. Nevertheless, its conception and
existence are testimony that the drive toward increased
opportunity for learning and training has manifested itself
here too.

LATIN AMERICA: CHILE/57“
Higher education in Latin Amen'artcountries

comprised primarily of traditional univers1 esibfith rivate
and national, which are only moderately
has been no marked move toward democrahzahon In
recent years, Peru, Colombia, and Venezuela have
considered establishing technical and junior colleges and
other new types of postsecondary institutions, and there is
considerable discussion throughout Latin America about
educational reform and the extension of education to more
of the population. But actual moves, when they come, will
be made according to the political temper of the various
countries.

An interesting instance of a country where such a
move has been made is Chile, where the University of Chile
has established a series of Regional Colleges to
accommodate more of the increasing number of secondary
school graduates. This development also achieved the
necessary decentralization of the university, which had
operated only in two major Chilean cities, to the
considerable disadvantage of candidates for postsecondary
education in the outlying provinces and distant cities. The
first college was established in 1960, and seven additional
ones came into existence during that decade. By 1970, the
combined enrollment in the eight colleges was more than
10,000 students, or nearly 30 percent of the total
enrollment of the University of Chile.

THE COMMON ISSUES
All countries, regardless of how far along the

continuum of extending educational opportunity they have
come, evidently face much the same issues and problems:
determination of policy, accommodation of larger and
increasingly diverse student bodies, planning and
coordination, evaluation and assessment, and financial
support. This includes the United States, despite its
experience as a pioneer in the move toward mass higher
education.

In some respects, the pressures to expand
postsecondary education are coming at a time when the
problems of extending opportunity are becoming
increasingly difficult. For one thing, at the same time that
more people are demanding greater educational
opportunity, some policymakers are developing grave
doubts about the traditional values of college. Also, in the
last decade both legislative bodies and many people in most
countries have reacted negatively toward student activism
in higher institutions. This shift has raised doubts about
4

some of the sacred notions about higher education for more
people, and these combined negative factors have not only
increased the intensity of the financial crisis, but have made
it difficult for many countries to formulate policies with
respect to further education. The demands seem likely to
continue, but whether they will continue to gain a quickly
sympathetic hearing is problematic.

Now that other countries are engaged in the same
process of transition in higher education, and also are
seeking ways to accommodate more students, the
United States can learn from others. We should profit, for
example, from knowing more about the British system of
part-time education, and observe (perhaps with some
comfort) the pattern of upward institutional mobility
which has operated in other countries, as it has so often in
our own country, to leave behind an educational vacuum to
be filled. In this day of emphasis on career education, we
can observe good examples of technical education in
Singapore, Canada, and many of the European countries,
and we can continue to take some lessons from the Open
Universities and the external study programs in countries
such as Britain, Australia, New Zealand, and Japan. We will
find practices to emulate, question, or avoid in most of
these; in all of them we will identify the problems to be
solved as we ourselves embark on forms of study that to us
are nontraditional.

Other countries may learn something from us. By
examining our system, they will learn something about the
difficulties in maintaining diversity, and possibly profit
from examples of our means of planning and coordinating
higher education. They may find relevance in our current
efforts to make the formal system less rigid through
innovations that improve access and accent the individual in
the learning process, and some countries may be
particularly interested in our attempt to adjust graduate
and professional education more specifically to the
manpower needs of the nation. There is undoubtedly much
that could be helpful to other countries in our approach to
the complex problem of admissions criteria and our moves
toward flexibility in this regard. Although countries
different from ours socially and economically may be
unable to adopt our model for the community college
system, they may nevertheless become convinced of the
merit of mid-level institutions, and crystallize their own
needs in the process of judging whether or not our specific
practices are appropriate for them.

The issues discussed here reflect the growing pains
associated with the transition from elitism to egalitarianism
in postsecondary education. Despite the serious problems
and fundamental issues involved in accommodating the
worldwide persistent quest for educational Opportunity
beyond the secondary school, it seems unlikely that the
pressures for such opportunity will abate, or that society
will be relieved of the task of responding to them.

‘Leland Medsker was director of the Center for
Research and Development in Higher Education for five
years before resigning in July 1972 to give more time toresearch and teaching. He is a research educator at the
center and Professor of Education at the University of
California, Berkeley. Material in this article is included in a
monograph now in press, being published by the center.



What does a woman want?“
——SIGMUND FREUD are”?

WOMEN WANT EQUALITY IN HIGHER

EDUCATION

’Ibday, about half a century after Freud’s famous
question, many otherwise enlightened men are still asking,
“What do women want?” Is it really so hard to understand
that women want an end to discrimination?

Most educational leaders are aware of inequality of
opportunity for women in higher education, but many find
it hard to get excited about it. The Newman Task Force
(1971) concluded that, “Our study found that
discrimination against women, in contrast to that against
minorities, is still overt and socially acceptable within the
academic community [p. 80].”

To discriminate is to deny freedom of choice; it is to
make decisions affecting the lives of individuals without
their consent and frequently without their knowledge.
Women are becoming sensitive to such restrictions, and are
asking for the right to pursue higher education on the basisof their interest and achievement instead of their sex. They

. do not now have that freedom of choice. Some are denied
it by institutional practices that are consciously or
unconsciously discriminatory. Some are denied it by social
pressures that define acceptable behaviors for women.
Some are denied it by their own social conditioning and
attitudes regarding women’s roles. Denial of the full
development of individual potential is, or should be, of
concern to educators everywhere.

UNDERGRADUATE WOMEN
Research is quite clear that women are still

underrepresented in the college-going population, with the
national ratio of entering freshmen men to women now
standing at 54 men to 46 women (Office of Research, ACE,
1971). The bastions of male predominance at the
undergraduate level are the private universities and thepublic community colleges. It is paradoxical that the
greatest imbalances should exist in the most selective andthe least selective institutions.

Open door colleges can hardly be accused of
practicing discrimination in their admissions policies. The
sexual imbalance there is a byproduct of the fact that
community colleges serve large numbers of students from
the lower socioeconomic levels, and it is in this conservative
segment of society that women’s roles are most clearly
stereotyped. Mothers who have attended college express no
difference in their desire for college educations for sons and
daughters—98 percent want college for their sons and
97 percent for their daughters. Mothers with a grade school
education, however, are considerably more likely to want
college for their sons than for their daughters (Froomkin,
1970).

Thus, it is not surprising that the largest reservoir of
academically well-qualified young people who are not now

K. PATRICIA CROW' \
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attending college consists of bright lower-class women.
Whereas 25 percent of the high-ability (top quarter) males
from the lowest socioeconomic quarter fail to enter college,
40 percent of their equally able sisters fail to continue their
education (Cross, 1971). Included in the low
socioeconomic group are black women, but as a group they
seem to be responding more rapidly to the new
Opportunities for further education than white women of
equal ability.

At the other end of the continuum—in the
male-dominated universities—the situation regarding the
pool of potential students is quite different. Universities
draw their students largely from high school graduates who
rank in the upper-half academically and socioeconomically.
From this group, women enter college at the same rate as
men. So why do we find a 60/40 male-female ratio in some
universities? One need not charge out-and-out
discrimination in admissions (although blatant examples of
sex discrimination can be documented rather easily). Many
practices of universities—housing requirements, space
allocations to departments, etc.—serve to place a ceilingen
the number of women students accepted. And that ceiling
is more likely held in place by unconscious sex stereotyping
than by anything related to academic competence.

I suspect most faculty know that intellectual capacity
is not a sex-linked characteristic, but many still feel that it
is somehow more satisfying to engage the “male mind”
than the “female mind” in disciplinary enquiry.
Interestingly enough, many professors who espouse this
point of view are also staunch supporters of the validity of
grades as a measure of intellectual competence. Yet, from
grade school through college, women receive markedly
better grades than men. How these faculty members explain
that, by their own judgement and standards, women are
better students than men is something of a mystery.

But grades are coming increasingly under fire as a
measure of academic prowess, and critics often point to the
lack of intellectual excitement in the conscientious,
conforming grade-getter, which is the frequent stereotype
of high school and college women. Chauvinists of both
sexes feel that men are better able to deal with big ideas
and abstractions, and that women handle day-to-day
problems in a more practical manner.’ But research
measuring the personality trait called “intellectuality” fails
to support the stereotype. Evidence indicates that women
are slightly more interested in aesthetics and in working

‘In a conversation with psychoanalyst Marie Bonaparte,Freud said once: “The great question that has never been answeredand which I have not yet been able to answer, despite my thirtyyears of research into the feminine soul, is ‘What does a womanwant?’ [Ernest Jones, 1955, Vol. 2, p. 421].”



with ideas and abstractions, whereas men are more
interested in theory and the use of the scientific method
(Cross, 1971). While cultural expectations may push males
and females toward somewhat different emphases in
academic choices and behavior, a review of the research
available on academic interest, abilities, and personality
characteristics indicates no important differences between
men and women in their potential for academic
accomplishment.

GRADUATE WOMEN
Lewis (1968) succinctly presented the most

frequently heard arguments for sex discrimination against
graduate women.

Many graduate and professional programs
for which members of both sexes commonly
apply tend to discriminate against women, and
many authorities believe they have good reason.
Women are poorer bets than men to finish such
a program, and those who do are less likely to
use their education productively. A university
feels some obligation not only to educate
individuals, but also to be of benefit to society;
thus, if an admissions committee must choose
between a capable man and a capable woman
for a place in its program, the choice can
logically be made in favor of the man [p. 212] .
The argument has a certain appeal, but there are

research reasons as well as moral reasons for not accepting
these three major arguments at face value.

In the first place, women cannot afford the luxury of
indignation over the rejectidn of women who are as capable
as the men who are accepted, until the problem of the
rejection of women with superior academic qualifications is
solved. An increasingly popular method of dealing with the
question of discrimination against women is to base
acceptances on the proportion of women who apply. Thus,
at Berkeley, 31 percent of the applicants are women and
29 percent of the acceptances are granted to women
(Report on the Status of Academic Women, 1970). That
doesn’t look too bad until one considers that women who

“Founding Fathers! How come no Founding Mothers?”
Drawing by Dana Fradon; © 1972, The New Yorker Magazine, Inc.
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get as far as making an application for graduate study at
Berkeley are highly self-selected. Under the equal rejection
rate system, a department may be—and usually
is—accepting men with poorer credentials than those of
some of the rejected women.

On the whole, women would be better off if they
were judged solely by their credentials than they are under
quota systems. Since most departments assign the greatest
weight to the undergraduate record (Lannholm, 1968), the
superior grades of women would place them in a strong
competitive position.

The second argument for differential acceptance rates
to graduate school concerns the likelihood of the
candidate’s completing the degree. The argument is that so
many things can happen to interfere with a woman’s
commitment to graduate study—marriage, pregnancy,
moving from the area when her husband moves, and so
on—that a man is a better bet for a long-range contribution
to society.

Actually, there is very little information available on
completion rates for men and women. On the surface at
least, research (Astin, 1969; Ferriss, 1971) indicates that
when all fields of study are combined, women are
somewhat more likely to drop out of graduate school and
also slower in completing their degrees. But since fields that
attract women, such as humanities and education, have
significantly lower and slower completion rates than the
sciences, for example, it’s hard to tell whether it is the
subject or the women that are responsible for the statistics.

The third aspect of the argument for differential
acceptance rates of men and women is that even when
women do get their degrees, they are less productive than
men. But the charge that women who receive doctor’s
degrees do not use their advanced training is no longer true,
if indeed it ever was.

Research from several sources reveals truly startling
numbers of working women PhDs. Astin (1979), for
example, found that ten years after receiving their degrees,
over 90 percent of these women were working—most of
them full time. So women are doing something with their
training.

Measures of productivity, whether for men or
women, are so dismal that I have some quirks of conscience
about lending respectability to them by citing mere counts
of numbers of articles and books published. The evidence
here, however, is that publication seems to depend more on
the field of study than upon the sex of the scholar (Creager,
1971). Scientists are highly productive in terms of articles
published; those with degrees in education are not. This
fact leads rather naturally to the finding that men publish
more than women. There is also evidence, however, that
men are more interested in research and publication,
whereas women express more interest in teaching. It is a
moot question whether writing books and articles is more
“productive” than teaching students.

ADULT WOMEN
Finally, the segment of the population with the

greatest potential for enormous expansion into higher
education consists of mature women. The typical woman



today has sent her youngest child off to school by the time
she is 35, and she faces some 30 years of productive work
life, with reduced home responsibilities.

But higher education is not yet ready for the learner
who does not fit the stereotype of the young, single,
unemployed student who is ready to devote full time to the
pursuit of a degree. Mature women constitute a significant
segment of a new kind of student population. Although one
survey (Oltman, 1970) found that 95 percent of the
colleges claimed to offer opportunities for older women to
complete degrees, a follow-up (Mattfeld, 1971) determined
that only half of these institutions made any concessions in
rate of work, class hours, or customary academic practices
to meet the needs of mature women.

Many graduate departments, for example, do not
accept candidates over the age of 35, and others
“discourage” older applicants. The prejudice in this
instance is against age rather than sex, but women are more
educationally disadvantaged by such attitudes because of
their life patterns. Discouraging part-time study is another
practice that is not directed against women, but it operates
to their disadvantage.

The mobility of women, or more accurately the
timing of the move, is another problem we have yet to face
in providing education to an increasingly mobile
population. The notion that it is “normal” for a
student—even a young student—to graduate from college
four years after entrance to that same college is a quaint
relic of an earlier era. We have yet to deal realistically with
the “portability” of credits. And this problem is
exaggerated for women who generally move, not at their
convenience, but when husbands have completed a given
segment of their education.

Related to the old-fashioned notion that education is
reserved for the young who can spend full time at it are a
host of practices and requirements that are grounded more
in tradition than in logic. Why should scholarships and
loans be so commonly restricted to the use of full-time
students? Do residency requirements and regulations that
call for continuous enrollment serve a sufficiently valuable
purpose that we are justified in shutting out students whose
life circumstances prohibit meeting them? Why must an
individual’s academic load be determined by the institution
rather than by the learner?

One of the great unsolved problems of education is
the transfer of our excessive concern with procedures to
more realistic concerns about purposes. We have a way of
defining education in terms of the pathways traversed
rather than the ends reached. Most of the problems of
women students—and of many men as well—could be solved
if we permitted students to reach defined goals via
pathways that suit their life style.

In the final analysis, the barriers to individual
development through education will come down when we
decide as a society that educational opportunity should
depend not on class stereotypes based on the color or shape
of one’s skin,* but upon individual needs, desires, and
potential for contribution.

’Sandler’s (1972) phrase.

Mature women constitute
a significant segment
of a new kind of
student population

RECOMMENDATIONS

That recruitment efforts by selective and
non-selective colleges among women of lower
socioeconomic status be increased.

That financial aid be realistically combined
with recruitment efforts and impartially administered.
On-campus employment at undergraduate and graduate
levels should be studied in terms of the relative number of
jobs available for men and women and for equity in pay
scales. Housing and dining requirements should be
examined for practices that result in discrimination.

That admissions and enrollment statistics for
undergraduates and graduate students be examined
year-by-year to disclose intentional and unintentional
discriminatory practices.

That fact-finding committee: with strict
deadlines be appointed to assess local problems and needs.
The committees should be charged with looking into the
feasibility of meeting national recognized needs such as
child care centers, part-time study options, and adequate
educational and career counseling for women of all ages.
But they should also give special attention to the full
spectrum of local problems.

That resources ofthe institution be allocated to
reflect the value commitment to equality of opportunity.

That the appointment of women to positions in
which their counsel will form a natural and continuous
input to decisionmaking be accelerated. Such appointments
will be an important improvement over the current practice
of seeking advice only when it becomes necessary or
convenient. In addition, exposure to talented female
scholars is a vital educational experience for young men as
well as for young women.

The question of providing equal educational
opportunity without regard to race, sex, age, or any other
class identification is not one that is likely to go away if
ignored. The options are really two—whether to lead with a
bang or follow with a whirnper.

This is an abbreviated version of a paper presented for theAmerican Council on Education. The full length article will appearin a book entitled, Women in Higher Education, to be published bythe ACEin Spring 1973.
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EAST CAROLINA UNIVERSITY
GREENVILLE, N. C. 27834

OFFKm OF'HHSPROVOST January 30, 1973

Dr. Clauston L. Jenkins, Jr.
Co-Ordinator of Institutional

Studies and Planning
N. C. State university
Raleigh, North Carolina 27607

Dear Clauston:

Thank you for your great assistance on January 29. I am aware how busy
you are and I greatly appreciate your giving up an entire morning to
discussion of the Equal Opportunities Program at North Carolina State
and the possible ways your experience can be incorporated at East Carolina
University. Be assured that I shall keep your offer of assistance in mind.
No doubt I shall be calling on you on several occasions in the future.

Sincerely yours,

Gym»- Y) eucLLJJ-v"
Charles P. Cu110p
Equal Opportunities Employment Officer

CPC/lo

Equal Opportunities Employer

East Carolina University is a constituent institution of THE
UNIVERSITY OF NORTH CAROLINA - William C. Friday, President



EAST CAROLINA UNIVERSITY
GREENVILLE. N. C. 27834

OFFKE OF'HHSPROVOST January 30 19739

Dr. Harry Kelly, Provost
N. C. State University
Raleigh, N. C. 27607

Dear Dr. Kelly:

I appreciated the Opportunity to discuss with you on January 29 the N. C.
State Affirmative Action Program. I found our exchange of information
and ideas to be both instructive and enjoyable.

Thank you also fOr the nice lunch and additional useful and pleasant
conversation provided by your guests from Green Bay, Nash and Clauston.

During the afternoon I talked with Bill Galloway and several of his
associates at the Personnel Office and fOund their information and advice
to be helpful.

All in all, I believe my trip to Raleigh will be quite profitable in
attacking the equal opportunity problem at East Carolina university.

Sincerely,

Cflxccdu» Y} @UU'V‘4
Charles P. Cullop
Equal Opportunities Employment Officer

CPC/lo

Equal Opportunities Employer

East Carolina University is a constituent institution of THE
UNIVERSITY OF NORTH CAROLINA - William C. Friday, President

wfi/

7%

i



NOVllber 27. 1972

Chancellor John T. Caldwell
Holladay Hall
Campus

Dear Chancellor Caldwell:

l have presented to the Good Neighbor Council an oral summary of the
Department of Health. Education and Welfare report concerning its con-
gliance review of North Carolina State University. Additionally I
ave received. from Provost Kelly. his charge to the academic deans

relative to an affirmative action plan. It is the wish of the Good
Neighbor Council that I conv to you both our willingness and our de—
sire to help in any way possi la in the formulation of an affirmative 6%
action plan. = “T

The October l97l report from the Council entitled Racigg in Egployggnt
CSU - Pa tern nd P s ts points especially rge o op-

. po an or upward mobility for b ack employees. These
recommendations would appear appropriate for an affirmative action plan.
Additionally. the Council has often discussed and I know would endorse the
Provost's suggested goal of adding minority graduate students in those
disciplines in which few minority Ph.D.s are available.

I an well aware of the personal conmdtments of both you and Provost
Kelly to the attainment of equality on our campus and I sincerely hape
you will receive the cooperation of the university community in these
a or .

Sincerely.

Charles F. Murphg; Chairman
University Good ighbor Council

CFM:ldc

cc: Provost Kelly



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

THE GRADUATE SCHOOL
Box 5335 ZIP 27607

October 24, 1972 ‘v ‘«1)

Memorandum to: Provost Harry Kelly

From: Walter J. eterson
Dean

Subject: Your memo of October 19, 1972--
Report from HEW on contract
compliance at NCSU

Having read the report with considerable interest it
has occurred to me that if in due course we will be expected “
to file an Affirmative Action Plan, you may wish to call on AF77fi
the services of a Committee appointed last year at Chancellor '
Caldwell's request. Ody letter of November 16, 1971 attached.)

This Committee worked most diligently all last year and Vifé’
I suspect has as much feel for and understanding of minority
problems of our campus as any grouping of individuals one
might name. I know at first hand the depth of their concern C2)
and their willingness to work conscientiously for our
University in any good cause.

WJP:jt

(Enclosure)

cc: Dr. Clauston L. Jenkins



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

Memorandum to: Dr.
Dr.
Dr.
Dr.
Dr.
Dr.
Dr.

The Graduate School

November 16, 1971

David R. Kniefel, Co-Chairman
Dale M. Hoover, Co-Chairman
N. J. Rose
Robert Work
Robert G. Carson
Ralph Greenlaw
Joe 0. Lammi

Professor R. R. Wilkinson
(Administrative Board Liaison) .-
Dr. Carl Zorowski
(Administrative Board Liaison)
(To be named) (Representative of
Graduate Student Association)

as
I

O
From: Walter Peterson

Dean

This is to ask you to serve on a Committee of the Administrative
Board of the Graduate School to

(1) Look into ways to eXpand Opportunities for
black graduate students at NCSU and

(2) Consider development of apprOpriate prOposals
seeking support for black students and black
student programs from agencies such as the
Ford Foundation and others.

I might observe that appointments to this Committee were
‘made after consultation with School deans and members of the
Administrative Board of the Graduate School.

Dr. Earl Droessler/and would like to attend the first
meeting of the Committee to explain and round out other charges
to the Committee.

WJP:jt

cc: Dr. Earl Droessler
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November 21, 1972

MEMORANDUM . a.

To: ,N. N. Winstead f

FROM: Harry C. Kelly, Provost .
\fl

The first page of the computer printout of

"Data for Affirmative Action Planning" is of the academic QT)

employees of the Library. The Library reports directly

to us. If I interpret this first page correctly, there

is not a single Black in the Library among the academic

employees, Is this true? If so, what Affirmative Action

are we takinc?

HCKzgj





ootober s, 1972

MEMORANDUM

To: Dean Walter J. Peterson

yuan: natty c. Kelly. Provost

sunszcw: Hiniority‘Affeirs at ucsu

The Chancellor and I are in agreement that

we do hot want a separate ”minority affairs" or ”equal

Opportunity'.committee at this time., Right now we pre-

fer to let the Good Neiohbor Council serve the function

as it has done in the pest. Most of the specific prob-

lems you cite should probably be dealt with by the admini-

stratore involved. I have asked Dr. Clauston Jenkins, who

opende e greet deal of his time on related activities. to

till you in on some of the details of our actions so far.

He’ll cell you next week.

HCK:CJ:gj

' no: Dr. Cleuetam Junkies

' fi44W



October 4, 1972

MEMORANDUM

TO:

FROM:

Dr. Kelly

Clauston Jenkins <L2sz/

After rereading Dean Peterson's memo to you, I think

it would be more direct to respond as follows:

Clec

The Chancellor and I are in agreement that we do not

want a separate "minority affairs” or "equal opportunity”

committee at this time. Right now we prefer to let the

Good Neighbor Council serve that function as it has done

in the past. Most of the specific problems you cite should

probably be dealt with by the administrators involved.

I have asked Dr. Clauston Jenkins, who spends a great deal

of his time on related activities, to fill you in on some
C5“ 04.)." kaimf (‘0 ;‘\T .

of the detailsfl He'll call you next week.

Attachment



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

Box 5335 ZIP 27607
THE GRADUATE SCHOOL

September 28, 1972

Memorandum to: Vice-Chancellor Kelly

to QM.
From: Walter J Peterson

Subject: Minority Affairs at NCSU

Recalling some of the discussions at the Twentieth Annual
meeting of the Southern Association of Land-Grant Colleges and
Universities which we just attended in New Orleans, a number
of the subjects discussed may merit consideration at some forth-
coming Monday afternoon staff meeting. Specifically:

The talk by Dr. R. W. Fleming speaking to the University
of Michigan's recent experiences with HEW regarding

(a) Privacy of records
(b) Nepotism
(c) Back pay
(d) Cost of compiling records.
(e) Termination of employees.
(f) Advertising of position Openings.

I have, for example, been wondering whether we ought not
have a University Commission appointed from your office on
Minority Affairs to deal both with the problems of minorities
(equal Opportunity) on our campus as well "equal opportunities"
for women.

Please advise. I'd be happy to initiate discussions if
you think well of the idea.

WJszt



October 5, 1972

MEMORMDUH

TO! Dean welter J. Peterson. gunnnxnsnnnflzgf
IRON: Barry C. Kelly. Provost HARRY GREEK,”

’BUBJBCT: Miniority Affairs at NCSU

The Chancellor and I are in agreement that

ye do not want a separate 'minority affairs“ or "equal

.Opportunity“ committee at this time. Right now we pre-

’fsr to let the Good Neighbor Council serve the function

an it has done in the past. Most of the specific prob-

lems you cite should probably be dealt with by the admini-

jstrators involved. I have asked Dr. Clauston Jenkins. who

spends a great deal of his time on related activities. to

fill you in on some of the details of our actions so far.

Ine'll call you next week.

863303.93

no: Dr. Clauston Jenkins



NORTH CAROLINA STATE UNIVERSITY AT RALEIGPI

THE GRADUATE SCHOOLBox 5335 ZIP 27607
September 28, 1972

Memorandum to: Vice-Chancellor Kelly

to QM.
From: Walter J Peterson

Subject: Minority Affairs at NCSU

Recalling some of the discussions at the Twentieth Annual
meeting of the Southern Association of Land-Grant Colleges and
Universities which we just attended in New Orleans, a number
of the subjects discussed may merit consideration at some forth-
coming Monday afternoon staff meeting. Specifically:

The talk by Dr. R. W. Fleming speaking to the University
of Michigan's recent experiences with HEW regarding

(a) Privacy of records
(b) NepOtism
(c) Back pay
(d) Cost of compiling records.
(e) Termination of employees.
(f) Advertising of_position openings.

I have, for example, been wondering whether we ought not
have a University Commission appointed from your office on
Minority Affairs tr deal both with the problems of minorities
(equal opportunity) on our campus as well “equal opportunities"
for women. "A

.‘aa
Please advise. I'd be happy to initiate discussions if

you think well of the idea.

;
3..'"'0WJszt

m.-

"4r

"V‘Q'Wmay-«WW.~..».ym"1w.-..~.~w
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f'evNcSRTH CAROLINA STATE UNIVERSITY AT RALEIGH

THE GRADUATE SCHOOLBan 5335 2hr 27607

October 24, 1972

Memorandum to: Provost rry Kelly

w 91;,
Fram: - Walter J. terson

Dean

Subject: Your memo of October 19, 1972--
Report from HEW on contract
compliance at NCSU

Having read the report with considerable interest it
has occurred to me that if in due course we will be expected
to file an Affirmative Action Plan” yOu may wish to call on
the services of a Committee appointed last year at Chancellor
Caldwell's request. OMy letter of November 16,1971 attached.)

This Committee worked most diligently all last year and
I suspect has as much feel for and understanding of minority
problems of our campus as any grouping of individuals one
might name. I know at first hand the depth of their concern
and their willingness to work conscientiously for our
University in any good cause.

WUP:jt

(Enclosure) r
cc: Dr. Clauston L. Jenkins./’//



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

The Graduate School

November 16, 1971

Memorandum to: Dr. David R. Kniefel, Co-Chairman
Dr. Dale M. Hoover, Co-Chairman
Dr. N. J. Rose
.Dr. Robert Work
Dr. Robert G. Carson
Dr. Ralph Greenlaw
Dr. Joe 0. Lammi
Professor R. R. Wilkinson
'(Administrative Board Liaison)
Dr. Carl Zorowski
(Administrative Board Liaison)
(To be named) (Representative of
Graduate Student Association)

Walter Peterson
Dean

This is to ask you to serve on a Committee of the Administrative
Board of the Graduate School to

(1) Look into ways to expand Opportunities for
black graduate students at NCSU and

(2) Consider develoPment of apprOpriate prOposals
seeking support for black students and black
student programs from agencies such as the
Ford Foundation and others.

I might observe that appointments to this Committee were
made after consultation with School deans and members of the
Administrative Board of the Graduate School.

Dr. Earl Droessler and I would like to attend the first
meeting of the Committee to explain and round out other charges
to the Committee. ' '

WJszt

cc: Dr. Earl DroesslerMr. A. J. Lone





To: Mesh Winstead

From: Claueton Jenkine

It is juet a matter of tide before we have to develop an affirmative

action plan. I think we had assumed (add I had too) that I would vhip x

one‘up, have it reviewed by the Good Neighbor council, and eend it in.

Because of the tining of the Self Study and Government IComietion. 1 '

won't have ”the time this an to do an adequete job. Upon reflection

my original conception we flawed in ite lack of involvement of faculty

and staff. bus I vould suggest that we establish an ad hoe mittee _

for affirmative action planning charged with the responsibility" of

writing a plan to be reviewed by the Good Neighbor Council. the Senate

end the Adminiatretion. I would ouggeot the following membership:

deeper Memory. (heirnen
Phyllis Bredburyf .
6!! Kine '
Odell naeell
lill cellmy
1 ”A female
.1 ”A block! \

3' x would be and to work with the comittee in my way 1 could. . ~

the Gouittee eheuld begin work in the fell in order to develop' .

background kmledso. It should report directly to the chencellor. L
I .

7/16/72

> 7:.‘é15‘k, ' 73..) “,7 h Fnr‘.’ * > o t‘ .gfi ”33' s-'v§?a§§?5‘} 33 ‘. .' - t " . , . e' » > .
.
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5CAN?

A Plan for Positive Action to Insure Equal lsployamnt Opportunity
At North Carolina State University

EMMY

lhe equal enploynent opportunity plan for North Carolina State is designed
to attack the substance of the problem at our university-deck of minority
faculty and lack of minority Indzoftneie‘gi'aduste students. me plan attempts
to use existing “administrative structure because it is our judgment that an

additional structure would diffuse responsibility. We believe that we have a

sound mechanism for insuring equal mnployment opportunity through the officers
of the university and existing nominees such as the Good Neighbor Council.

Our goal has been to deal with the substance of the problem rather than the
form of previously improved plans. We have kept foremost in our mind our

responsibilities as an educational institution devoted to excellence and have

tried to develop a plan that will be successful in an university and one that

concentrates on key hmfictors rather than on men-made governmental processes.
While we are concerned about our deficiencies in some areas, we have not promised

inediate correction because we recognise that such change would be practically

iwoseible within the current manpower and fiscal resources available. We have

promised no rosmfiuizlike Candide we have begun to cultivate our garden.



D R A P '1‘

A Plan for Positive Action to Insure Equal lknployment Opportunity
at North Carolina State Univeristy

Faculty and Professional nnployees
ASSUMPTIONS 31s; CONDITIONS

. No assumptions underlie N. C. State's plan of positive action to

insure equal employment opportunity. First, the basis of employs.” and

promotion of faculty and other professional personnel is and shall be good

faith assessment of personal merit. Second, it is our intention to dev op

and maintain a plan of action that will insure that discrimination does t

occur against or for any minority or totals. In short we aim at the p c e

conditions of equal opportunity. Both of these asstmptions are contained

in a statanent of university policy by President Friday which was distri-

buted to all new personnel. I

Two significant limiting conditions should also be noted before pro-

ceding. First, the 1971 General Assembly of N. C. enacted a budget

laws that severely and unexpectedly limit the flexibility of. this

An increase in student-faculty ratio, an 897. non-resident tuition incr

over a two year period. and the elimination on non-resident tuition: vai

for graduate assistants mean that the faculty also may actually decrease

from 1971 to 1973. no possible effect of this situation nay be that

not even replaceAfaculty who resin or retire. In addition we nay not be

able to promote faculty/us rapidly as in the past. Tine will reveal the

actual inpact of these changes, but the university wishes to make its

potential problhs clear. We are cautious in this plan because we do not

wish to proniss shat we cannot in fact do.



Second“ a special fall session of the 1971 General Assembly will consider

the reorgmisation of higher addfitton in N. c. It 1. possible that a new
Umd‘é’a» .:‘1,

system of higher education will emerge. Within a new system as many internal
' JALiL \

policies will be changed that it would be folly to speculate at this tiny

For this reason it does not seem prudent to propose such changes as new position

categories or new organization structures.

AMYSE

We shall proceed to an analysis of our current employment practices and

patterns and use the analysis as the basis for a plan of action. Analysis of

our current faculty and professional personnel shows that we need considerably

more minority teachers of the faculty and a slightly larger segment of females.

Although we acknowledge that we met make efforts to correct these conditions,

we believe that four factors help explain @fgfinresmt situation.

these factors are our programs. our past 111.35.. an all male institution,

our prestige as an university, and the preferences of potential faculty for

certain geographic areas.

has under programs of N. 0. State are described by cut 8 SchoolszA

Agriculture and Life Sciences, Design, lducstion. Engineering, Foresté’ileaourcel.

liberal Arts, Physicai and listhemtical Sciences, and Textiles. Our program in

«we... is 1mm u the following 11.14.: adult education, agricultural

education. guidance and personnel services, mathematics and science education,

aid industrial technical education. In additionriwe prepare secondary school

teachers in various academic fields. but we do not offer elementary education or

educational administration. nape for the( are some} and the liberal am,

our .jcrs are professional. technological,"

1591“”ch99-2.!11«rho-w9w;



attract few woman and it also appears that blacks are not especially interested

in agriculture, engineering, or the physical sciences. A check of intitutional

data for unthmtics BS degrees awarded in 1968-69 (OI-54013-69 Part 13) reveals
.61,

that such fields as ingineering, design, forestry, textiles, chemistry. and

physics had relatiwa few baccalaureate graduates from predominantly black

institutions. Since few students receive bachelor's degrees in these fields,

the umber of potential minority graduate students is limited and thus it follows

that the umber of potential £aculty,[e, recipients of doctorates, would be

significantly lesa. Our experience in recruitment efforts has confirmed this

problem. 023“ department head observed, "1 know of only has: three black foresters

in the entire comtry." Another department head noted, "I have yet to meet a

graduate black geologist, neurologist, or physical oceanographer; thus,.I am

not hopeful tlat there would be any large number of. black applicants."

This situation described above constitutes one of our basic difficulties in hiring

additional minority faculty-«such individuals are scarce in any of the programs

so after. for this reason we have concluded that our usergiebcan be most

profitably directed]. towards the recraitmsnt of additional black graduate students.

the situation for fenles parallels that for minorities except that we have

more accurate data. Assuing that the doctorate is the basic qualification for

faculty n-tership in out instances. we can determine the percentage of {sales

reoeitiaggdoctorstea in 1968-89. the “at year for which complete data is available.

these when would represent the pool of potential new iaculty, but one should

wmemsmot'mpmummmmmmemmm}

the availability of 1.1. Hull's was not as good as it is today. Ithe table below '

's c. 3282..

m

M. field crops

Ant-1 Iciense ' .4033” ,3 94 Lb .



/3&”‘”‘” ; 4
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BEEN-1:2... chgggge Wm PhD'e 1968-69

Wildlife "museum

Food Science

Horticulture

Poultry Science

Soil Science

. Boteny

Zoology

Biochemistry

Intomlogy

Genetics

Pleat Pethology

Microbiology

l'hyeiology
Agriculture lconomice
Wat!-

Architocture OLA. degree)

Wee:—

kecreetion

Agriculture]. Rducetion

Industrial Arte (2 l'ielde)

Adult [dilution

Conn-elm; 6 Guidence

.:5:E§§EfiEE!L..a

Agricultueel Ingtnaortns

chemical. Mimics

Civil MW

llectricel “touring

humming We:

.0

.03797

.01587

.1zooo

.0

.13253

.15129

.17834

.04444

.13725

.04301

. 22054

13333i

.06390

.0

.0

.01265

. 14062

. 17705
. 22952

.02222

.00733

.0
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, Dioclglm Imago 33m figb'o l96§-69

Industrial mung .o ‘

Mhdhanlcal Enginoorlns .0

Metallurgical Engineering

Nuclear Eamon-1n:

English 5. Speech '

Foreign Ianguagos-toul .34000

Philosophy 8: Religion .09000

Economics ’ .06782

History .13317

fifiifi‘émifin ‘ $9333
Sociology 6 Anthropology .20983

W211.

Math .06171

Stltlltics .06382

mummy ' .oma

col-pum- scum. .0454:

Physics ‘ .02469

ecology ' . .0630

m1



m- evidenoe euggeete the matter of women faculty at N. c. State could

be expected to .. elgulflcaatly leaa than the amber at a different type

of uulvenlty. For this reason we do not conclude that we have a need for

a large addltlon 6! females to our faculty. we do, however, recognize some

need for additional women faculty in particular fields.

the peat history of N. 0. State in a factor which accounts for the .. .’-V ,1

small number of’uomeu 1n the upper ranks of the faculty. More specifically, g x.:;

until the middle son n. c. sue. a... @aiqugf‘. male'V‘lnetltutlon. Only £4:ng

eluce the/fie 60‘s has the tenale enrollment been above 107. as the data j:

below llluetrate:

31%. W m MW!mm

1987.58 5766 109 2%

1960-61 6510 186

1963-64 V 7451 308

1966-67 11203 1009

1970-71 13360 2417

“ace the nether of women 1n the etwleut body has been growing rapidly

only during the peat 5 years; 1t 15 only natural to expect the faculty to

beetmte reflect an mreueee of the poeelbllltlea for avmeed of additional

Ina-a teachere. Le a result more women are in lower ranks becauee they

have not been here lens ennui: to are tenure. We do not plan to match our

pereeutaee of female etudente with our percentage of female faculty. We

probably could not ethteve ouch an all because at our program eephaeee.

Hanover we do tecosulee the need to tenure the righte of woman to eraaee

late the tenured rank: of faculty. 1t 1e our judgment that .tconelderably

”Mantegna means-1n: them: yeare. nythat 2mm

em here been here web to he coneldered for promotion, provided,



of course, that our hudgetery situetion ellous us the flexibility of

promoting anyone.

The third-.Efector which influences our success in edding minority and

funnels faculty and professional staff is the prestige of N. 0. State.

Although in my iields there is a surplus of potential feculty, the

surplus does not extend to minorities such so blecks. No matter whet the

field, the blsck with e PhD is in high demand and can often dmnd higher

sslery. In such e competitive situstion prestige of the institution pleys

en important role so Osplow end McGee here doeunented in 335Ms

W. mus. for exenple, MIT, Gel 'fsch. or even Georgie Tech have

an sdvsntege over us uhen competing for engineers. With e limited water

of cendidstes. the lower prestige campuses often get no one, no netter whet

celery is offered. It is unlikely that the prestige of North Geroline Stete

will increase drsnsticslly over the next few years. For this resson we

believe the solution lies in expending the supply of faculty by increesing

ninority enrollment in grsduete program. >

me prestige factor also influences the employment ofm in s sons-

whet siniler my. 'lhere are more when doctorstes mileble but the 33‘!”

ffitflt’fi employ the best quelified ones. In the prevailing conditions

of shadows of uhite nsle oendidstes lover prestige universities ere thus

often used uith 1: choice of severel well quelified on end one feirly well

quslified noun. All institutions. neturslly vent the best feculty possible

end on the hesis of good ieith sssessnent of persons! nerit would be likely

to select one of the use. Although the selection eppeers to be discrimin-

tory. it is not in feet. 0n the other head. selection of the heels usuld

hediseridnetieninisvorof m. sousthingshiehneonshssyetsho‘mto

be e legitiuste sin of public policy.

l'restise my else operate sseinst us in soother usy in the future. As



As we attract sure minority and telltale faculty we may find that once

they begin to establish themselves in their field, they can he lured

away by more prestigious institutions. Thus, institutions like N. 0. State

may and up with a constant turnover and few minorities and females who

raisin long enoth to earn tenure. Until the supply of potential faculty

increases, this kind of rapid change may be a problem.

he fourth factor to be considered is the preference of individuals for

certain geographic areas. As a southern institution N. C. State may not be

appealing to minorities beacuae of conditions outside the campus. As has been

noted menarous tines recently, the university 'hennot or has not solved society's

problue. This miversity supports immanent of reletiona and the end of

discrimination but the task is not cénplete.’ The choice of the place to begin

both a career and generally an adult life is largely personal. We cannot

assure the effect of our southern location and we cannot change our location

either. We merely suggest that our location is a factor in our ability to

attract minority faculty and professional personnel.

Aw

l‘o insure equal employment opportunity tor faculty and professional

.ployees N. c. State University proposes a two part plan of affirmative action.

The first part concerns the erection of the new petition and the responsibilities

of that position. the second part is a list of other actions that will be taken

to insure equal ”1...... opportunity.

beginning with the am sweeter o: usdemic your 1971.72 new proposes

to create the position. Assistant to the l’rovost for lqual Mloynsnt Opportunity.

to: the first yflr the position will be half. time and the individual will either

be a blast at s (seals. on responsibilities of this Assistant to the Provost

will be as follows:



Review university policies and provide guidance on

formulation of new policies related to discrimination

and equal opportunity;

Identify prospective minority graduate students and faculty

waters and work with department heads in identifying new

sources for recruitment;

Chair a conmittee of faculty from N080 and neighboring

black institutions that will be charged with identlfiyins

that for: improved cooperation and sharing of resources

owns the institutions;

Serve on the Good Neighbor Oomcil;

Develop a systun of reports that will insure periodic

review of progress and patterns in providing equal opportunity

at N. 0. State.

It is our judgment that an effective individual in this position can do

more to insure‘equal opportunity anon; feculty and professional enployeu than

a more detailed,_elaborate plan. Our reasons for this conclusion are as follows:

first. the Provost interviews all prospective faculty who visit the cawus and

reviews every acadelsic appointment before it is approved. mus, trends or

nausea or nissed opportunities can b. spotted imediately. Second. the

Provost has the responsibility for allocation of posithns and of salary increase

funds. thus he is in a good position to correct annuities. lhird, the Provost

revises salary increases and promotions, thus potential problems can be resolved

before they nterialise. Fourth. assignment to the staff of the Provost is

clear indication to the university may that we are concerned about providing

equal opportuity. Filth. with the limited responsibilities mentioned above



tho Assistont to tho Provost for Iquol Imploynsnt Opportunity will be able to moko

inmost ot tho loot significant points occordinz to our own analysis of our noods-u-

noro minority foculty ond odditionol minority and fomslo groduoto studonts in our >

progrono. lixth. through sorvico with the Provost tho Assistant to tho Provost

will bo ohlo to hovo s top lovol input into tho rovision of current policy and

iomlotion of now policy offoctins oquol uploynont opportunity.

no socond port of our plon concorns spociiic actions in oddition to thoso

listsd ohovo. First, ond most input-toot oi oll, if budgotory conditions pomit,

tho ”most hos osrood to idontify(nt-—loootm. now foculty positions nostt yoor

to ho fillod only with ninoritios. BEVpositions will bo osoignod to tho

doportloonto thot hiro minority foculty. moss minority pooitions will be sddod

to whotovor positions night nomlly bo ollocotod to dsportmonts. Tho Provost

oloo will oontinuo his oiiorts to insurs thot oquol onploynont opportunitios will

ho providod in tho hiring of oll foculty ond proioosionol porsonnol so thot tho

opooiol sitions would roprosont o spociol offort. If tho procodurs proves

ouooossiul tho first yoor. it will bo ropootod os finonoiol conditions pormit.

Sotond. tho Provost plono. undor providing budgotory conditbns pot-nit, to

dosisnoto 6.1. iivo to no undue-Aunt tontohips ooch yoor for mums and

lulu. his olloootion would bo oupportivo of sad in oddition to tho offorts

o! tho Assistont to tho Provost for iquol baloynont Opportunity to idontify

potoutiol oinority ssoduoto studonts.

. m. It oooh Go'norol Fooulty Hosting tho Gaoncollor will roviow our

sitsotiso. dossriho our prosross ond noko onroprioto sugostions morning

am «an color-oat meromo- '

mo. tho rooms: will includo s stossnsnt stout x. t. tests Univorsity's

oqool qlqoont opportunity policy in tho nont odition of. tho roculty nond-

bool: finish is schodulod (or tho toll of. 1971.

)31



Fifth, school Doous will ho oskod to insuro thot sll doportnouts discuss

their squol onloyuout situation ouch senator. tho Assistant to the Provost

for Equal hploynsut Opportunity nsy provide dommtotion sud hockgromd for

such discussions. ‘
Sixth, Doportnout Roads will ho responsible for determining thst tho

unimsity's onploynmt policy is stotod in lotto)! oncoming prospootivo faculty

and in all noticos of vocoucios.

Sovouth, stotouonts about tho univorsity's oquol onloyuout policyvill- bo “

includod in futuro oditious of cotsloguos. Tho Diroctor of informtist V

Servicos will bo rospousiblo for this provision of tho plon.

Eighth, tho Provost will work with the Faculty lenses to insuro thst

fooulty sod pmfossiouol porsonuol oro unto of tho foculty srisvouco proooduro

and to insuro thot sriovsn‘oos no hoodlod justly sud with dispstch.

Ninth, tho gels of tho Good. loighbor council will ho ammo! so thot m

rolo in mining oquol qloynsot mot-tuition on this «nus will to undo:-

stood by tho uuivorsity causality.



NORTH CAROLINA STATE UNIVERSITY

DIVISION or PERSONNEL SERVICES
Box 5067 ZIP 27607

AT RALEIGH

OFFICE OF BUSINESS AFFAIRS

Primrose Hall
July 22, 1971

MEMORANDUM

To: Dr. Clauston Jenkins
From: Bill CallowayW
Subject: Affirmative Action Plan

The attached sheets indicate responses to questions raised
by Dick Robinson concerning ingredients to be placed in Uni-
versity Affirmative Action Plan. I have discussed the content
with Mr. Wright; he has okayed it for inclusion in your report.
I also left with him a copy in case he has further questions.

I apologize for not having more time to spend on the project,
but the workload in the office has been heavy. Please keep me
informed of the progress of the committee; I shall be happy to
aid you further in any way that I can.

WRC:evw

’l‘m: {TMHMIH' or Noun: (Lumum, “illium Friday, l’n'sidvm. n‘olnpriws: Nun/1 (jam/um .S'm/w (Xv/mm]; .4! Ira/.mh. ,«n» 17.: , »
Nailh Carolina (I! (.‘hupt'l Ilill, Ihv l’nil't'nily u] Nor/II (lam/inn u/ (in't'mhmn, am! {In I'niz'rrxil)‘ u/ Nun}: (mm/5m (:1 1]



NORTH 'CAROLINA STATE UNIVERSITY Raleigh, N. C.
OOFFICE or Pnoy T

Cha 7 llor
TO:
ACTION REdl/ESWTTACHED:
XXLNote and Return Please draft reply for my signature(return attachments)For your information

(need not return) Please give me your commentsPlease handle (return attachments)
Please answer; furnish me copy Requires your approval

Re: Attached draft concerning Development
of our own version of an Affirmative
Action Plan for HEW,

To keep you informed.

HC‘K

(21%" mph“?4&1;

V



Development of our own version of an Affirmative Action Plan for HEW

Regardless of the outcome of our appeal of the two specific complaints

against us, we know that we can expect another visit from HEW. This visit

will be the general site visit, and it is most likely that it will be

focused on Blacks.Such focus is appropriate,for we do need more blacks in

our academic community. We also recognize that the purpose of such a visit

is to find deficiencies so that HEW can require us to file an ”affirmative

remedy" plan. From the experience other campuses have had;we can get a

fairly accurate estimate of what HEW would like in an "affirmative remedy"

plan. Some of the items would be acceptable to us, but many would not.
QWhy don't we beat HEW to this punch and prepare our own version of an

"affirmative remedy?" With this kind of approach we can develop a course

of action that is compatible with our needs and character as an institution.

As a first step in this direction we might emphasize several goals:

1) Increasing our cooperation with nearby black institutions
2) Active recruitment of black graduate students
3) Active recruitment of black faculty

Both as the most effective means of achieving these goals and as evidence

of our "affirmative" planning we should consider hiring a Black faculty

member in our office on a half-time, joint appointment basis with a

neighboring campus. This individual should be in good position to work

on all three goals above and placement in the Provost's office would

providagood access to our faculty and quick. comprehension of the

possibilities among our programs. One possibility for this position is

Thelma Roundtree who is already an adjunct faculty member.

As an additional step in our own version of an "affirmative remedy"
fiwi‘“

we uueid-consider designating a certain number of new positions as being



an:
specifically for blacks and let the departments which find the faculty

have the positions. Similarly we can designate several new positions as

being for the employment of black teaching assistants in an effort to

timprove the number of black graduate students. These actions cannot be

taken until we have worked out the details on the NSF continuation.

To begin our affirmative planning we need to do the following:

1) Establish half time position in Provost's office
2) Find an individual for the position
3) Locate an office on 2nd floor Holladay

With these steps we may be able to keep the initiative and reduce the

scope of HEW's general demands.

k’t/”2”“? 74 (I 61 avg/ex]; 1"“) 1(‘2‘7’1/‘4' "" . / 1/ A (“V‘J’

Anya m.-. mite .-/..-/ Mei/.7 (4 waif“)!’ ‘
Lvva/( {(44‘“ K (9‘ ,5 / j/I (2‘7 ‘7



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

OFFICE or THE CHANCELLORBox 5067 ZIP 27607 May 6, 1968

Dr. Robert M. Pearn
Department of Economics

I halue very much your most thoughtful April 22
memorandum to me with enclosures. At long last I have
read them thoroughly. I regard your comments on our
Institutional employment recruitment practices as very
much deserving my concern and some appropriate remedial
activity. It is not easy, of course, to get at all this,
remedies for which are in some degree at least limited by
personnel regulations. But there is room for us to improve
and perhaps demonstrate the need for and value of new
concepts. procedures and regulations.

As to the University role in reaching into the
community, your ideas again are stimulating. Finding
the time and the handle to get at it is always the big
requisite .

I hepe to be calling on you for more ideas and
help. Thanks again for your expressions.

ohn '1‘ . Caldwell
Chancellor

CC: Provost Harry C. Kelly/
Dean William L. Turner
MWIOhn D. Wright

'l'm: (YMHRSIH mt Nukm (Z,‘\le.\=.\, William l-‘ridzu'. I’u-xidvnt. unnprism: Nun/I (.‘mnlina Muh' ('m'zwwz'tx' (1r [(11/I1:‘Q/’. Hm
leh (Jam/(nu a! (.‘lmpr! Hill, ”I" l'niwwiiy ul.\'mtl1 (Jinn/inn u/ (-‘I'u'nslnnu, um! {hr I'nl'wnir)‘ of Nun/1 (.‘umlm:z
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NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

SCHOOL OF AGRICULTURE AND LIFE SCIENCES

DEPARTMENT or Economm April 22, 1968Box 5368 ZIP 27607

Chancellor John T. Caldwell
A Holladay
Campus

Dear Chancellor Caldwell:

In line with your suggestion, I have been trying to pull together
my thoughts on the role of the University in altering the traditional
employment patterns which weigh so heavily upon the Negro community
in Raleigh. As you know, several faculty members and graduate students
in the Economics Department have been conducting research related to
this general problem area. I believe this research provides considerable
guidance for us.

My remarks are directed to two specific areas of possible
University involvement. The first concerns our internal employment and
training programs; the second, a possible role for the University in
reducing hard core unemployment.

First, let's consider the economics of Negro employment in the
profit maximizing sector of our community under changing levels of
aggregate income and employment. Where there are (say) two easily
identifiable groups with different mean levels of skill, where the
economy is at less than full employment, and where wage levels are
downward rigid; profit maximizing employers will use the obvious
identifying characteristics (say - color or diplomas) as cheap screening
devices. By the use of these almost costless devices, they can aesure
themselves of obtaining higher quality workers on the average (at the
fixed wage). When labor markets become tight, the same employers
will find it profitable to hire from the group previously rejected as
"unqualified."

This is the essence of the argument presented in Don Osburn's
report on Negro Employment in the Textile Industries of North and South
Carolina. An excerpt from the paper is enclosed. Unfortunately, the
argument was somewhat truncated in the governmental editorial process.
Too much of the labor market tightness was ascribed to the influx of
new industry and not enough was attributed to the bouyant influence of
aggregate monetary and fiscal actions--the tax cut, lower interest
rates, E£.El° As background to our discussion then, we can count on
the tight labor market as a strong and silent ally in providing increased
employment opportunities in private industry for many nonwhite workers--
under full employment conditions.

Tm: Uunnsnw 0r Nun” (iumnu. \ViHmu l-vu-Ln. l'n-mh-m «mnww» “MW" "'l'n’i'm \hth' l‘ninrmn (1! Raleigh, NW (.‘nizvrrsily "I
North Lamb)": «1! L'hulnl “III, 1hr l tul’rvuh n! \.nlh (.‘uvxlmu ..-.' ‘a'tr'. hum uu’ 1hr l'nu'c'nux u! Mull. Carolina ul (Iluu‘lutu'.
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The same conclusion, however, does not hold for the nonprofit
institutions which constitute a sizeable proportion of employment in
the Raleigh area. Because of the lack of profit incentives and the
fixity of wage rates even under full employment conditions, these
institutions will not respond or will respond only slightly to the
tight labor market conditions--in spite of the fact that it is
economically feasible to do so.

Economic theory indicates that under full employment it is generally
profitable to employ labor from the group being discriminated against.
Thus, it now pays to buy black.l If markets are segmented by color,
an employer can obtain either higher quality for the same price or
the same quality at a lower price (presuming that wage scales
are somewhat flexible). Nonprofit institutions do not have the same
economic spur to induce them to change their traditional employment
practices.~ The adjustment of these institutions to the tighter labor
market conditions is more apt to take the form of a relative downward
quality adjustment among the new recruits which the institution will
continue to obtain via traditional channels. I believe this analysis
fits our institution as well as many others in town.

However much the recruitment of blacks may be in the interests
of the profit maximizing and the nonprofit institutions, recruitment
of blacks involves a set of special problems; problems which exist
largely because of the failure to employ blacks across the board in
the past. First, it is clear that we cannot rely upon the usual
market channels for such recruitment. In this regard, I am enclosing
a copy of Bill Pace's Masters thesis, Racial Differences in Job
Search Patterns. As Bill-~one of our better graduates last year and
a Negro-~pointed out, most job search in Raleigh in conducted via a
highly personalized network; primarily through friends and relatives.
Because of the segmented community in which we live, "...the flow
of occupational information through friends and relatives serves to
maintain the status quo with respect to the occupational distribution
by race." The implications and limitations of Pace's findings are more
fully developed in my January 1968 report to the Department of Labor,
a portion of which is also enclosed.

It follows from this analysis that placement of qualified
Negroes in University positions has important external benefits in
providing for blacks a new source of "trusted" or "verified" information
about nontraditional job opportunities.

We have, however, even greater difficulties than information
flows in altering employment patterns. The probability of sizeable
future gains--not just employment-—is crucial to motivating persons to
train for and to excell in their chosen occupations. The absence of
such possibilities in the past is graphically reflected in the actions
of even the younger generation of Negroes. Thus, in order to deal with the
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”problem," we must establish not only a new recruitment net, but alsoa credible advancement program to tap the best talent in the Negrocommunity and to provide incentives for others still engaged in school-ing. I suggest that we could with little effort work out recruitmentand informal training programs in many aSpects of University employment--in our clerical activities, in the various communication and controlunits, in the physical plant and maintenance units, and in the computer-computational units of the University; providing not only "jobs" butalso the possibility of advancement in line with improvements in. ability and performance. In order to do this, we need a set of wage«- levels through which individuals may progress as they achieve greaterproficiency. Achievement of greater proficiency should be measuredby centrally administered tests to provide assurance of equal treatmentfor individuals and to select the most qualified persons for availableopenings. The wage levels could and should include a trainee, trial,or apprentice level with automatic entry into the next highest wagelevel upon demonstration of the requisite skills. It should also
include a rating system to identify those persons qualified to moveup the wage scale. In this manner, incentives can be built into thesystem; providing credibility to any recruitment program we establish,opening up entry level jobs, and assuring that promotion will bebased on ability.

At the moment, I'm afraid that black Raleighites know only toowell that NCSU is old South in its employment practices; that is, thatNCSU recruits its new employees informally largely from the whitecommunity and largely without formal qualifying examinations. Becauseof these practices, they understand that there is no room for them atState except in traditional custodial jobs.

In order to identify our present position and to establish acredible program (which should also help to lower relative costs), Irecommend the following:

1. A report on racial employment patterns in the University bySchool, Department, and other subdivisions along the linesof the EEOC's EE-Ol report.

2. A restructuring of our recruitment and evaluation-wage
system so that more formal evaluation procedures can beused together with (a) wage levels tied to objective perfor-
mance criteria, (b) a regular file of nonacademic applicantsby skill level without racial identification administered
by the Personnel Office, and (c) a clear policy requiringthe use of these lists by all sections of the University.

3. The institution by our Personnel Office of a number of
regular recruitment channels to traditionally white and
traditionally black schools in the area, with particular
attention being given to explaining our procedures to coun-
selors at traditionally black schools. A few advertisements
in the Qaznlinean specifying NCSU as an equal opportunity
employer would also help.

L'——___l
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4. Continuation of our present policy of time-off for one
course a semester for all nonacademic employees; widening
this perhaps to two college level courses for trainees.
One of these might be in college level English; the other
in an area associated with their Specialty.

As an added indication of our willingness to lead in making
responsible changes, I suggest that we assure ourselves that our
"extention" programs are Open in fact to persons of all colors--
including our truck drivers program.

Let me turn now to a University related program for the hard
core unemployed; those persons who are often left out of the improved
employment opportunities in private enterprise and who have immense
problems. Normal employment at the University is limited for these
persons and the costs of retraining appear to be very large. However,
a study by one of our Negro graduate students, Richard Robbins, may point
the way toward some gains in this area. Robbins, concerned with evalua-
ting Phases I and II of the North Carolina Fund Mobility Project,
found that well over 50% of the Fund relocatees returned to their home-
towns after a relatively short time. Upon their return, these persons
were usually employed in jobs which were roughly equivalent to those
that the Fund had found for them in Winston-Salem or Greensboro. This
is very surprising in view of the fact that eligibility for the program
required that a person be either unemployed or earning less than $1,200
per year. Robbins was prompted to ask "Why weren't these hard core
unemployed able to locate work at home before their enlistment by
the Fund and their travels to the new locations?" Although some of
the explanation apparently rests with the establishment of new plants
in the sending areas, the major part of the answer seems to be that
enrollment in the Fund program itself (plus some small amount of on-
the-job training) provided for local, hometown employers consider-
able assurance that these persons were "responsible" and "qualified."
This finding contrasts sharply with our usual assumption that "Every-
body knows everything about everybody in a small town" for it implies
that employers in our segmented society have only limited information
about potential employees living nearby if those potential employees
are of a different color.

A program for the hard core unemployed run by the University
could provide similar information for our private employers. At
present, such persons are usually considered unemployable by virtue
of their work history, prison records, their extensive unemployment
experience, and the like. In order to maximize the effectiveness of
any such program, it should be voluntary, minimal wages should be
paid, and the purposes of the program should be explained to the volun-
teers. Accurate work records should be kept and made available to
potential employers upon request. In this manner, the University
together with cooperating agencies--perhaps the Fund--might improve
the employment prospects for these persons.
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I can think of several pilot projects for such a program. For
example, the University-owed Yates Mill is badly in need of refurbishing.
A team of hard core unemployed could refurbish the mill and could plan
and create a delightful recreation area for NCSU faculty, students,
and staff at that site. Leadership and consistent direction might be
provided by a few recently demobilized black Viet vets. The same group,
less those who were hired away by private industry and plus new
volunteers, could go on to preserve other landmarks and/or to make
substantial improvements in the Southsides parks and playgrounds.
After a short time, I see no reason why this could not emerge into
a continuing University-community effort drawing its labor from
what has been called the peripheral labor force. In order to clarify some
of the attendant problems, I'm enclosing a copy of my recent comments
at the Winter IRRA meetings.

Finally, in working out such a program, we may need to obtain
special exemptions from the usual 100 percent tax rate on the earnings
of welfare recipients. Under present arrangements, welfare payments
are reduced dollar-for-dollar for each dollar earned. The negative
incentives and the trapping effect of the system has been analyzed
very thoroughly by Dr. C. Green and Dr. L. Hausman. Recruitment for
the program might be quite difficult without such exemptions because
the recruits might also be on welfare and because they would experience
no compensation for their time under present welfare rules.

I hope these recommendations will be-helpful. I appreciate the
opportunity to address myself to the problems--however incomplete the
answers may be at this time. Of one thing, I feel certain. A sincere
attempt to provide real opportunities for our black citizens--without
patronizing them—-will elicit a strong and vigorous response on their
part. This response, however, may lag a bit in view of their many
unsatisfactory experiences in the past. Hence the reason for "leveling"
with them from the outset and trying to enlist their support in planning
as well as conducting the projects to be undertaken. Finally, I
believe that the programs I have outlined above are in the interests
of the University, both narrowly conceived and as an ameliorating and
unifying force in the community.

Respectfully,
/

Assistant Professor of Economics

RMF:pmw (g/fy
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April 17, 1968 22,}

Professor C. Russell Reynolds ‘ MP]
Department of Modern Languages
303 Harrleson Hall
Campus

Dear Professor Reynolds:

Thank you for your good note of April 10, 1963,

regarding liaison with Negro colleges. I

We do have cooperative arrangements and contracts

with both Shaw University and St. Augustine's College. . !

The primary results Of these arrangements are: (1) Having

a significant number of their students (primarily in the

sciences and technologies) taking courses on our campus,

and (2) to give administrative assistance to St. Augustine's

College with financial support from a grant from the Office

of Education. ‘

The big problem you raise remains: What contribution

can an individual make? Naturally, the two Negro colleges

want their students to take their liberal arts courses on
their home campuses. However, they often a9k us for sug—

.geations_for faculty help. Some of our faculty have assisted
, with course work on their campuses (e. g., Professor G. A.

Gullette).

You may offer your assistance to Dean Jeseph Jones 0ft

i“‘ - . , ’ St. Augustine' a or pr. James E. Check of Shaw University.
V;‘Pgi { . ‘ A _ ' Sincerely,

John T. Caldwell
fihancallor ,;§1:,..l



. .. -* -, ,-u go.- s<~n~ _‘ 4.4...-” >¢~-\M-hgm' “.43.; “J ‘

NOR?” CAROLINA STATE UNIVERSITY AT RALEIGHJ
' SCHOOL OF LIBERAL ARTS

Bantam or Monm LacunaBox 5156 ZIP 27607

10 April 1968
Dear Doctor Caldwell:

A short but grateful note for theprogram yesterday and your remarks aboutdoing something “tomorrow and beyond" aboutthis fearful situation in our country today.I am certain that the people who want to dosomething are in the majority, but justdo not know what to do. I place myself inthis category. '
I am aureothete are many of ourfaculty members who are also in this categoryand who are anxious to participate in aliasion between our University and the Negrocommunity. Perhaps a start could be madewith a liaison between the University andthe faculty and students at our Negrocolleges here.

If such a pro ram is initiatedfrom our campus I would ike very much toparticipate.

ReSpectfully,

C. Russell Reynolds
Assistant professor

Tm: Umrnsrn or Noam (.umusa, William Friday. President. comprises: North Carolina State(r’niversity at Rulngh, (hr ('nizwsity 0] North Carolina at that”! Hill, the University0/ North Carolina at Greensboro, and the University of North Carolina at Charlotte.L——_————



February 7 , 1973

3'!
hlloy
"right
Turn“

Poooiblo quootiono to ook:

l)

2)

3)

6)

5)

“not odjuotaonto oro boins ndo in your rooruitins ond rooord koopins
offorto?

mot io tho biuoot difficulty you how in your Affirmative Action
W?

not do you plon to ottroot noro minority ond foulo groduoto otudonta?

now do you plon to inprovo tho oitootion in rolotion to minority ond
fonlo on. who oro oluotorod in low poying oloooificotiono?

motunvodotoholpyoninyourplonoing?



rah-nary 2. 1973

me Me Kelly

nan Chueton Jenkins

As our effiruetive ectton officer. you will be interested in the prosteee we heve
1n the SPA renke. angering the printout for Wet, 1971. with thet of

1973, one ten like the enelyele on the ettefied tehle. It dune thet we heve
eubetentiel progreee in We: the miter of lunch fenelee eeployed (+211)

t we made no We in mot-nexus the cuter of Meek melee. In tone of
eelety we did Improve neck nelee' eelertee ehove the eveeege percentage tutreeee,
butveettllheveelongweytogo. ' '

On the etteohed printout. I heve entered in blue ink the mate: of unloyeee in
in cheetficettone ee of Wee. 1971, in order to give en idee o! the cheese

eeneitive ereee.
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Total SPA employment

Total number of

Malta Male-

Whito leea

Black Male.

Black Funnies

Average GPA salary

Auras. angry:

' White Male:

, mum Value

’ suck mu.

"31131; Yoga!“

my“ 1971

“00 70 Of total

1 .928 ~-

_g§ggggx 1913

Nb. 2 of total

2,036 --

PERCENT CHANGE

5%



January 31 , 1973

WWW

T0: Dr. Charla Murphy

33024: Clauoton Jenkin-

: Mentors of Schoo Affirmativa Action Pla n3 Comttteaa

As you are mra from rtanca on tha We mutation
know that our School: approach thinsa in a variety of. van. In «no can
ttoea have bean appointed, in othara they hm not. ma Itat balm is as

oouplota as I an able to furnish. When I know of'no «mitt», I cite the Dean.

P. J. Baulor, mum PM: Dr. J. D. bin-cry, Gianna
L. A. mttford, Sacratary Dr. W. 3. mm
R. W. Gay. Jr. Dr. H. J. Harrington
B. V. Marshal-1 Dr. 8. 6. Wm
H. 24. Roberto Dr. A. w. Janktna
Norm Rumor-ford
M13 Truntaphyllou mum: Dean (ham
A. H. witherspoon ,

on: Dan: Maxim

mu: Donn Dole.

W: Dr. Garaon. Gan-nu
Dapartnant Daada

2 may: Dr. Iaylor. Gian-nan

Lam: Dr. Daron, Gian-nan
Ale-1a Gala-arr
David Oath
David luau
hallo may
M11 Itch _
nary titular
Donald Manor



January 5 , 1973

to: Dr. Al Carnesale

Iron: Clauston Jenkins

, I have delayed writing 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 vein. 1 have outlined below what I perceive be be the minimum
basic aspects of an appropriate plan. based on the awareness of the unusual
and artificial nature of your "wit."

lirst. there should be a general description of the present employ-
' cent profile of minorities and ismles with ackmwledgement of both strengths
and weaknesses and any unique uplanation 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
oi applicants and the reasons why minorities and females are not offered posi-
tions Whip dotnetcapteptfeflers. In this regard it will not be suffi-
cient to note that an individual was not well qualified. Instead we have to
so a step further and explain the reasons for the conclusion about qualifi-
cation. htra recruitment efforts should also be precisely spelled out. Sons
inseminativs approaches can be developed in this area if people put their minds
:0 . “Ike

flirt, there needs to be a statement of goals for the "unit" both for
”A and ”A. In your case you will have to address the problem of lack of
minority or (seals adainistrators. I would think a 3 year time frame is
about all that is needed or realistic.

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

As additional help you night refer to the last pages (pp 44-49) of
the III! letter to President Friday of Ieptaaber 27, 1972.

nests let us know if I can be of further assistance.

01/.
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May 11, 1973

MEHORANDUM
TO: Dena Banks Thlloy

FROM: Clauston Jenkins

Since wo have no data about SPA employees I assume that

you will have each of your unit: complete the personnel in-

ventory forms sent over by {INC in relation to long rouge plan-

ning in the Student Affairs on; (Padilla memo of May 8). I

have no objections to the forms, but. I'm glad we don't have to

fill them out. If I can be oflwhelp plane let. me know.

CUwg

n . 1‘ .. M*~*~wm"ow. ‘J



April 4 , 1973

Dr. (ha-ton West

(amazon Jenkins

Attach“! to tha response for 8080 to your request £01} infatuation related to

eh- m mat for n «tarmac»: plan.

m but ado additions and «lotions as mascara: and we have furnished information

on the mimic of tho program whoa 1.: was available. If you have any questions, please

MCI“: fl.

Attach-n:

cc: W110: «than
Prawn: lolly



TO: Dr. Kelly

FROM: Clauston Jenkins

March 29 , 1’ 973

I added information about retirements and changed goals to include

administratifl positions in general as you suggested.

CJ/rx;



March 29, 1973

TO: Dr. Kelly

FROM: Clauston Jenkins

I added information about retiremsnts and changed goals to include

administration positions in gsnsrsl as you suggested.

CJ/mg
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lurch 22 , 1973

WRANDUM

1'0: Mn 0. J. Dolcs

PROM: Clanscon Jenkins

I an «turning s copy of tho School of Education Affirmative
Action plan as I mentioned to you today on tho cslsphona. I have
written a in moments on this copy. You naad notvoworry about minor
changes. In «sense I foal this plan nssdo inrounsnt in two cross:

1) 'maro needs to be more discussion of milnbility of
fouls and black faculty in rslstion to Educstion and
tho specific fialds snphn‘sinsd st man. this discussion
would rave-l tho rationals bshind the goals.

2) '11:. plan nods c section describing how it will ha
mica-and sud what procedures will to nsad to rsvisv
and cows progress.

(”In ‘ \

Attachment
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February 7, 1973

10: Dr. Jasper Memory

130”: Olaueton Jenkins

Overall I think the Btu! Affirmative Action plan covers the points that are
essential. I like your concept of "excluded groups." my suggestions are offered
to flesh out the plan in areas in which I anticipate Hflw‘will be particularly
interested.

I. You should provide more details about plans for recruitment of new
faculty including such aspects as the composition of the search
committee. the places or sources that will be canvassed, your willing-
ness to consider unsolicited applications and whet you mean by
"hailed shards. "

2. You should provide more detail about the salary situation of feneles
and uinorities at present. so that your point of departure is clear.

3. You should be clear that in losing 7 positions, the School did hire
new faculty in 1971-72.

A. You should explain more fully how you will monitor progress in meeting
your goals.

5. Ion should note that you have corrected all technical deficiencies mentioned
in llfl'e letter of September 27 if any apply.

6. You should point out that the snail number of 82A employees in RAMS nukes
it iapraotical for the School to provide training programs to help then
advance. .

7. lbu should be nore eaplicit about plane to recruit excluded groups as
students. The appointaent of e conaittea is not adequate. This should be
a key point in our plan. but we need specifics it we are to convince new
that on are serious.

8. It uould be useful to add a table shoving the present composition by race
and sea and the conposition if you reach your goals. Percentages could be
included also although we nay decide to remove than.

thanks for letting on see this.

Gale.

[“7"«Ls..



Date

PROVOST'S OFFICE

TO: Dr.
Mr.
Dr.
Dr.
Dr.
Dr.

N. N. Winstead
W. H. Simpson
Marvin H. Gehle
Lawrence M. Clark
Murray S. Downs
Leroy B. Martin

Bonnie Denkins
Veronica Gooch
Gloria Johnson
Leslie Shelton
Elsie Stephens
Mary Strickland

4/ ument has been
approve /initialed, please

Return to

Return for filing

5% ml;44..
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June 24, 1974

MEMORANDUM

TO : (4&1 Simpson
Dr. Clark

FROM: N. N. Winstead 77 )7/1/

SUBJECT: H.E.W. Affirmative Action

Clauston Jenkins called on 6/20/74. He had just
come back from a visit with HEW yesterday. He indicated that
he had picked up one idea which we might want to keep in our
back pockets to pull out in discussions with HEW. That is
we might want to be able to put our hands on a few examples
of how the University had changed people or caused them to be
more positive in their affirmative action approaches. Eg.
(l) Refusing to let a white male be appointed because of an
inadequate search for females or Blacks; (2) not letting a
female or Black be hired at a poor salary when white males
were being hired at a higher salary, etc.

Keep this in the back of your minds as we have
experiences so that we can have a few examples when needed.
Also keep me informed of this type of thing.

NNW/sbe



NaEé/V YORK UNIVERSITY MEDICAL CENTERON'NEL DEPARTME550 FIRST AVENUE NEW YORK, NMY. 10016
AREA 212 679-3200
CABLE ADDRESS: NYUMEDIC

June 25, 1974

Dr. Clauston Jenkins
Provost's Office - 201 Holladay Hall
North Carolina State University
Raleigh, North Carolina 27607

Dear Mr. Jenkins:

Please, send us a copy or summary of your affirmative
action plan.

Thank you for your assistance to the New Ybrk University
Medical Center Affirmative Action Program.

Yours truly,

M amazg
Cecilia A. Rock
Director, Affirmative Action

2 7- //‘7’?Z
WW jg)



PROVOST '8 OFFICE

TO: Dr. N. N. Winstead
Mr. W. H. Simpson
Dr. Marvin H. Gehle
Dr. Lawrence M. Clark
Dr. Murray S. Downs
Dr. Leroy B. Martin

Vero a Gooch \
Ylvia Jamison W

Gloria Johnson
Iulia Long
Ada Sanders
Elsie Mae Stephens
Mary Strickland

After document has been
approved/initialed. please

Return to

Return for filing .



'October 3, 1974

MEMORANDUM

To: Nash N. Winstead
Chairman of Committee on Committees

FROM: Lawrence M. Clark. Aeeietant Provost

SUBJECT: Affirmative‘;ction presentativea

we are requesting that two "at larqe"
members of the effected classes be appointed to the
Affirmative Action Representative Group. As you ‘
know our Affirmative Action Program ie-compoeed of
thirteen units with an Affirmative Action represent-
ative from each. The addition of these two persons
could aid us in our communication end/or reaching our
Affirmative Action Goals.

we are in the process of making plana'
for an Affirmative Action Representative meeting to
be held in November.

. LMC33j



, October 3, 1974

MEMORANDUM

TO: Dr. James Wilson
Chairman of Facul _SenAI§_~NK

Affirmative Action nap§;;;;;;2135§j:::>

Our Affirmative Action Plan is a three-
year plan with specific goals set forth to be achieved
by June 30, 1976. Since our recruitment for the aca-
demic year l975~l976 will take place during this
academic year. this is a critical year in our Affirmative
Action Program. As you know our Program is composed of
thirteen units with an Attirmative Action representative

‘ from each unit. We feel that it would be anpropriate
to have a faculty senator on the Affirmative Action
Representative Committee.

SUBJECT

we are in the process of making plans for an
Affirmative Action Representative meeting to be held in
November. ,

.1! this invitation is accepted would you
kindly forward the name of the senator who is so named.

For the betterment of
N. C. so 0.00.

Lawrence M. Clark
.Assistant Provost

LMC:sj
cc: Provost Winetead


