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
interested in developing or contributing to
the development of a proposal in the area
mentioned. I have some ideas and would like
to discuss them with you. Perhaps we could
get a cadre of people together for a discussion.
Please advise me.

LMC:g4
Attachment




April 8, 1975

MEMORANDUM

TO: Dr. William Maxwell
RROM: Lawrence M. Clark
SUBJECT: H.E.W. Grant Application

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:qgj

Attachment




April 8, 1975

Louis O, Bryson, Chief
Aigher Bducation Branch
Dept, of H, B, W,

50 7th Street NeBs, Em, 134
Atlanta; Georgia 30323

Dear Kr,. Brysons:.

This letter is a follow-up to a
telephone conversation with your sec~-
retary on April 7 and a letter from
you dated March 31, 1975, Mr., William
Calloway and I plan to visit your office
on the morning of April 18, 1975, We
appreciate your prompt response to our
regquest.

Sincerely yours,

Lawrancs M. Clark
Assistant Provost

LACea) .
cc: Provost Winstead

Mr. William Calloway




' June 10, 1974 !

Dr. James R. Montgomery

Director, Office of Institutional Regearch
Virginia Polytechnie Institute and State University
Blackburg Virginia 24061

Dear Jim:
1 have piven the resume of Randy Foster to My, Bill Simpson

who is handling coordination of the material. T am sure that
his resume will receive careful consideration by the screening

comittee,
I look forward to seeing you in Atlanta this fall at our
meeting,
. 81nce:ely,
Marvin H, Gehle
Coordinator of Institutional
Studies and Plamning

MHGivy

ce: Mr, W. H. Simpson \




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.

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,

oo

James R. Montgomery
Director

Encl:

JRM/mm

VIRGINIA’S LAND-GRANT UNIVERSITY
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THE UNIVERSITY OF NORTH CAROLINA y

General Administration
CHAPEL HILL 27514

RAYMOND H. DAWSON
Vica Pressdent — Academic Afairs

MEMORANDUM

TO: Graduate Deans DATE: June 5, 1974

FROM: 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.

cc: The Chancellors
President Friday
Vice President Sanders

6@«/4/’, 71&1/ v’“’“;/”*"w[//

S
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THE UNIVERSITY OF NORTH CAROLINA

General Administration
CHAPEL HILL 27514

RAYMOND H DAWSON
Vice Prasidens — Acedemic A,
ice Prasidont cdemic Affairs 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 $ w*ﬂ
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's conference room in the General Administra-
tion Building.

We look forward to seeing you then.

Sincerely yours,

(\‘ﬁ;7n4nmvvd ({'E:XLLUQ--—

Raymond H. Dawson

¢c: President Friday
¢ €hancellor Caldwell
Chancellor Ferguson
Chancellor Taylor
Vice President Sanders

—~1
7 BN S
/
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NORTH CAROLINA STATE UNIVERSITY 1972-1973
EpA

Classifications Applicants Candidates Offers

RACE-SEX

% black females (0)5517/ 5.69
% white females E5o13 21.95
% other females 0.99 0.00

% black males 117 8.13
% BYAEE males 77238 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 5291 0.00

Total 100.00 100.00

WITHIN MALES

% black 1.40 11.24
% white 92.82 86.52
% other 5iat78 2024

Total 100.00 100.00

SEX

% females 16.68 27.64 23.60
% males 83.32 7236 76.40
Total 100.00 100.00 100.00

RACE

% black 172 813,82 13.04
% white 92.47 84.55 82.61
% other 5.80 1.63 4.35

Offers
% accepted 79.50
% rejected 20.50



NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

Orvpice oF THE CHANCELLOR
Box 5067 Zw 27607

Terersone: 919, 787-2191 26 November 1973

To: President Willlam Friday |

Dear Bill:

In anticipation of your upcoming discussions with officials of HEW
I presume to make two or three comments derived from my reading of Mr. Holmes'
November 10th letter to Governor Holshouser., I am sure there i{s nothing
particularly new to you in these comments, but it won't hurt for me to pass
them on to you,

1) The HEW letter very much overestimates the extent to which student
choice of an institution can be managed. A student's college choice
is very much a personal and individual thing.

2) The letter also overestimates the extent to which the racial composition
of a faculty can be changed. In the years ahead of us vacancles will be
fewer and the efforts of each campus to employ women will be competing
with the efforts to employ minority race faculty. Nor ig it irrelevant to
point out that the larger supply of highly qualified white faculty puts an
unavoidably additional factor into the equation. At what point, for
example, will 8 highly qualified white male claim discrémination? Any
proposal to move faculty around arbitrarily from one campus to the other
is likewise fraught with impracticabllity and holds no realistic promise
for anyone.

3) The discussion of "duplication” is highly unrealistic. North Carolina
could force an increase in black engineering enrollment at NC8U and
UNC~C by closing out the A. & T. engineering program, or could increase
white engineering enroliment at A, & T. by closing out the NC8U engineering
school., Obviously neither of these actions possesses a scintilla of
realism or practicabllity, FPederal and private eiforts as well as State
efforts to improve the quality of such programs as engineering and agri-
culture at A, & T, have the {nevitable effect of improving the attraction
of the A. & T, offerings. How many whites will be attracted is problematical
and cannot be controlled by anybody.




President William Friday
P. 2 - 26 November 1973

Inter-institutional cooperation always has a felicitous ring to it, But
great plans are usually notions rather than plans simply because the
effort that goes into the arrangements, the inconvenience of the arrange-
ments, the added expense of the arrangements and the sheer human
inertia that goes with these aifficulties make the arrangements more
hypothetical than realistic. A few such arrangements do occasionally
come off. This happens when the advantages and the convenience and
the practicabllity 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 altrulstic or flexible as to make artificial arrangements which
really don't solve any real problem and add up mainly to window dressing
for a compliance statement.

The HEW letter thecretically recognizes differences in institutional roles.
In actuality the remedial actions suggested tend to ignore historical

as well as extant differentials in institutional roles. To require every
institution in the sixteen~campus system to take on a "remedial” role

is unrealistic and helps no-ome. If either UNC~CH or NC8U should
become copen~-door institutions, the effect on other campus enroliments
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 advenced professional programs is a must from the stand=
point of both fiscal practicality and educational quality. If this objective
is steadfastly pursued, there is no way to avoid this significant role
dwmnu.uodpetween 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.

B8ome statements such as this one on page 12 are totally useless: "Your
plan ghould assure that predominantly black schools do not experience
difficulty in recruiting white students because of the attitudes of 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 & lack of realism and there is such distortion of
judgment in the HEW letter as to suggest that it was written by people who have




President Willlam Friday
P. 3 - 26 November 1973

had no experience in the administration and operation of American higher
education; or that the report s written at a headquarters so remote from where
higher education takes place as to be unaware of how decisions are made

by students, faculty, administrators and citizens. To make these siatements
does not help to answer the letter. I do feel, though, that the sixteen pages
of directives laid upon the Governor of this State, the Board of Governors,
the Board of Education, and the responsible officers are s0 extraordinasily
burdensome as well as unrealistic as to justify extraordinary efforts on our
part to obtain a clearer assessment of the overall situation at the highest
levels of government.

1 do trust that your forthcoming discussions will give you some hope that
this reassessment is possible. Meautime, Mr, President, you will be assured
of our desire here to do anything to help lighten your burdens in our affirmative
action effort, for we know you will make every effort possible to achieve
some mitigation of the burden of the HEW letter, Somehow I fesl that the
honesty of our devotion to achieve the aims of our society and its government
toward a more just soclety will be rewarded In the longrun. In the short rum,

we can make progress with a great deal of good will, mutual trust and
sincerity to cement our efforts in a time schedule that will produce »ccelerated
changes in the human heart,

Sincerely,

~

)
NI/
Jobh*T. Catdwell




NORTH CAROLINA STATE UNIVERSITY at Raleigh

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.

s sl m
/'T/:"‘ ll"gJ‘ﬁ' t{l[A {-’:{“"V"-fu"v
William H. Simpson

/g,&/




NORTH CAROLINA STATE UNIVERSITY

SCHOOL OF AGRICULTURE AND LIFE SCIENCES

ACADEMIC AFFAIRS, EXTENSION & RESEARCH

OrFick OF THE DEAN
Box 5847, Zw» 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 Mr., W. 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 vacancies.

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

3. Review files of previous applications to determine if
qualified minorities or females are in these files.,

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

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

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

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

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

North Carolina State University at Raleigh is a constituent institution of The University of North, Carolina




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
Associates, and Research Assistants. In the event that such positions
are to be filled on a long-term 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 minorities.
For those positions which are to be filled on a short-term basis (less
than nine months) common sense and good judgment should be used., Advertise
on a local basis, 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 Carollna 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.
Je ém Legateg|, Dean

cc: SALS Affirmative Action Committee
Mr. W. H. Simpson



NORTH CAROLINA STATE UNIVERSITY | AT RALE

OFFICE OF BUSINESS AFFAIRS
DivISION OF PERSONNEL SERVICES

Box 5067 Zip 27607 May 21, 1974

W

MEMORANDUM

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

FROM:  William R. Calloway/i—"

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

North Caraling State University ar Raleigh is a constituent institution of The University of North Caroling
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NORTH CAROLINA STATE UNIVERSITY | AT RALEIGEH

DivisioN oF Univensrry Stupies

Box 5971  Zip 27607 May 20, 1974

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 Administration - E. G. Droessler
Water Resources Research. Institute - D. H. Howells

15

SuU Affirmative Action Infprmation

Tfirmative Action program, we are

bringing up to date our data on the distribution by race
and 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-
ual units.

It would be appreciated if you would complete the attach-
ed questionnaire and return it to me by May 31, 1974. Please
contact me if you have any questions.

Ml

Albert Carnesale, Head
University Studies

Enclosure

wliirneot 51227

North Caroliva State University at Raleigh is a constituent institution of The University of North Carolina.

i e g T
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M seer

April 30, 1974

Mr. W. A. Mcleod, Jr. Mr, A. N. Locklear Mr. Jennings Bullard
Route 2 Route 3 Route 3

Red Springs, HC 28377 Maxton, HC 28364 Maxton, NC 28364

Mr. G. T. Johnson Mr. Farley Stricklend

Box 179 Route 2, Box 55-B

Parkton, HC 28371 Tabor City, HC 28463

Dear Centlemen:

With the encouragement of Dean Dolce snd through the kind offices of
Mr. Mcleod, a meeting has been arranged for 20 May, 1974, at the Holiday
Ion, North, im Lumberton, ¥.C., from 10:30 a.m., to approximately 2:30 p.m.

The purpose of the meeting is to obtain for this University, particularly
this School of Education, your perceptions on how we might best procesed to
identify and encourage talented native Americans to pursue higher education
here.

I look forward to meeting you and trust that you can find time in your
busy schedule to weet with me. Please be guezste of this School at the lunch
at the Holiday Inmm.

Cordially,

William Maxwell, Jr.
Assigtant Dean
Wi, Jz. /s

ce: Provoeat Kelly
Assoc. Provest Winstead
Dean Dolce
Dr, Willtam Siwpson



NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

Division oF Universrry Stupies
Box 5971  Zip 27607 May 20, 1974

TO: Alumni Affairs - B. R. Younts
Athletics - W. R. Casey S
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 Research titute - D. H. Howells

SUBJECT:@native Action_Inf6rmation

As part of our Affirmative Action program, we are
bringing up to date our data on the distribution by race
and 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-
ual units.

It would be appreciated if you would complete the attach-
ed questionnaire and return it to me by May 31, 1974. Please
contact me if you have any questions.

et

Albert Carnesale, Head
University Studies

Enclosure

twmntdl 374%3/W/V
P

North Carolina State University at Raleigh is a constituent institution of The University of North Carolina.
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Appalachian State University 704/262-2040

BOONE, NORTH CAROLINA 28607

16 April 1974
w¢

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,

et 10 St

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

A member institution of The University of North Carolina
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June 10, 1974

Mr, Bobert D. Branam

Dirvector, Aliivmative Action Programs
Georgetown University

Washiogton, D, C, 20007

Dear Mr, Branam:

. My response to your Jume 5, 1974 request for information on
our staffing patterns is ae followa:

1. Yes, H.E.W, has requeected an Affirmative Action Plan

2, Yes, NCSU has submitted an Affirmative Action Plan to
H.E.W,

3, Our plan is currently undersoins veview.

4. Spring 1974 envellment - 13,445

5. June 1973 Full«time Employees

1 EPA Faculty 1167
- BEA Nou-Paculcy 402
SPh - 2123

f. State - aupported Institution,

7. Wo = Our AAO ig part-time

8. Wo - 25% ?

9., 16 individuals directly {nvelved with plan, but all De-
partment Heads and Deans also have input and work with

plan, '
10, None :
11. Provost
We would appreéiate receiving a copy on the summarization of
thie data, -
‘ ; Sincerely,
‘l , -
I
: ’ . Marvin H. Gehle |
. Coordinator of Institutional 3
Studies and Planning 1
MHECtvg




GEORGETOWN UNIVERSITY
WASHINGTON, D.C. 20007 )

OFFICE OF THE DIRECTOR

AFFIRMATIVE ACTION PROGRAMS June 5 s 1974

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

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

3. Has H.E.W. approved your plan?

4. Number of full-time students,

5. Number of full-time employees.

6. Private organization or state-supported?

7. Do you have a full-time Affirmative Action Officer?

8. Are your responsibilities devoted 100 percent to Affirma-

tive Action? Yes . No . If no, what percentage
of time do you devote to the function?

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

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

11. To whom do you report?

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

Sincerely,

LR o

Robert D. Branam

Director
Affirmative Action Programs

RD -MB
B: DEVELOPING HUMAN RESOURCES THROUGH EDUCATION AND EMPLOYMENT




DEPARTMENT OF HEALTH, EDUCATION. AND WELFARE
REGION IV
50 7TH STREET N.E., Room 134
ATLANTA, GEORGIA 30323

OFFICE OF THE
June 6, 1974 REGIONAL DIRECTOR

o

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 conduct 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,

tha'ﬂ/.MwL-
~ Louis 0. Bryson, Chief
Higher Education Branch
Office for Civil Rights
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DRAFT

October 3, 1974

TO: 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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THE UNIVERSITY OF NORTH CAROLINA
General Administration
CHAPEL HILL 27314

RICHARD ROBINSON . September 30, 1974
Assissont 10 f" Previdens :

" MEMORANDUM

TO: The Chancellors

FROM: Dick Robinson M

RE: EEO Affirmative Action Plans

In order to comply with a request for mfa'mation, received recently from the
State Department of Administration,

Affirmative Action Plan which you lubmmod mong mgﬁx; HEW fg review.

lease s es , and I in turn will
make the tranemission to the interested state agency. 1 would appreciate
your responding to this request as soon as posaible,

cc: Mr. R. D. McMillan

]

»
-3
(S

-

intown pable wwentoe ansiitutions in Novih Cariinag

THE UNIVERSITY OF NORTH CAROLINA » comiproed of the o




SOUTHERN POETRY REVIEW
DEPARTMENT OF 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-Tk:

Elizabeth Theil, Asst. Prof., Biochemistry

Kasha Gula, Visiting Asst. Prof. ($), Design

Sue Ellen Gary, Visiting Instructor (Life
Sciences, maybe Botany).

Nichols, History--this is a man (Francis).
Sincerely,

Y
follg

\

|

\

|

One name should be removed from your list: F. M. i
|

|

\

|

Mary C. Williams



THE UNIVERSITY OF NORTH CAROLINA

General Administration
CHAPEL HILL 27514

September 7, 1973

WILLIAM FRIDAY
Prasidens

MEMORANDUM
TO: The Chancellors

FROM: William Friday |

RE: 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 be development 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
or revised 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.
Cdr. Robinson will be in communication with you and your equal employment

o

pportunity officials next week concerning the nature of those steps.

amprited of the txieen public tenior injistutions i Noeth Caroling

THE UNIVERSITY OF NORTH CAROLINA » «




NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

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

Mr. Louis O. Bryson, Chief
Higher Education Branch

Office of Civil Rights

Region IV, U. 8. Dept. of HEW
§0'7th 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!

smcerqu yours,

v .

John T. Caldwell \

Chancellor

cc: Provost Kelly
Mr. Simpson /

North Carclina State University at Raleigh is a constituent institution of The University of North Carolina.
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THE UNIVERSITY OF NORTH CAROLINA

General Admendstration
CHAPEL MILL 273514

RICHAKD ROBINSON October 8, 1973

Apsstan: 10 the Presdent .
4
4o

MEMORANDUM

TO; The Chancellors

FROM: Dick Robinson@’/‘?y~ e

RE: 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 Welfare,
for the purpose of discussing civil rights data collection activities for the

fall of 1974. The big question at this meeting concerned identifying components
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 2 }
list of “institutional components" comparable to those listed |‘
in the 1972-73 HEGIS Higher Education Director, or in light !
of possible HEGIS misinformation, for each academic unit of |
college level (schools or divisions where appropriate) for |
each of the constituent institutions within The University of

North Carolina. N2

o
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.

Your cooperation {n identifying satisfactory reporting components for the collection
appreciated.

of fall 1974 civil rights data will be greatl

cc: Dr, John Davis /
"}~)_, . A W f ’,
(f A0 ¢ ‘7 -/
il




PROVOST'S OFFICE

TO: Dr. Harry C. Kelly
Dr. N. N. Winstead
b;g;/ﬂ),ﬁ. 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
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NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

OFFICE OF THE CHANCELLOR

Box 5067 Zwe 27607

TeLepHONE: 919, [EE2I9T March 6, 1973
737-2191

Dear Dick:

Should UNC object to the proposed language ? ’ //\
Is it too late? (Seems to be,) -A/ﬂ
Note proposed letter drafted by Provost Kelly =
which I failed to send last Friday. %
Sincerely,

John T. Caldwell

%3: Provost Kelly

Mr. Richard H. Robinson, Jr.

The University of North Carolina
P. O. Box 309

Chapel Hill, North Carolina 27514

North Carolina State University at Raleigh is a constituent institution of The University of Narth Carolina



.'NORTH CAROLINA STATE UNIVERSITY Raleigh, N. C.

OFFICE OF PROVOST AND VICE-CHANCELLOR

HoLLADAY HALL

2/27/73

T10: _Chancellor

ACTION REQUESTED ON ATTACHED:

Note and Return — Please draft reply for my signature
(return attachments)

For your information

(need not return) Please give me your comments
—Please handle (return attachments)

Please answer; furnish me copy —Requires your approval

___ I believe we ought

to access to all records and copying

to object strongly

as propoged in the attached copy of CUPA's

Special Report.

I suggeet the attached draft in response.

Attachments




DRAFT

2/27/73

Mr. Philip J. Davis

Acting Director

Office of Federal Contract Compliance
U. S. Department of Labor

1l4th St.,and Constitution Avenue, N. W.
Washington, D, C. 20210

Dear Mr. Davis:

I wish to register 1) the objection of North Carolina
State University to the inclusion of the words "and copyina"
and 2) the concern over who determines whether records are

"relevant"in the revision of 41 CFR 60-1.43 as published in

the Federal Register of January 31. Our objections are

based on the distinction between access and copving. We
believe that rights to privacy, inherent in a récord system,
are better protected by preventing the blanket approval of
copying. We would agree that copving certain information
from records is acceptable when we would not agree that
copying of these same records is necessary or prudent.

Sincerely,

John T. Caldwell
Chancellor

cc: President William C. Fridav
- Provest Harry C. Kelly







February 23, 1973

MEMORANDUM TO: Dr. H. C. KRelly
FROM: Clauston Jenkins /»2
The underlined section is the new language in the regulation
60-1.43 concerning access to records. For the first time the regulations
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.

¢, Ye. Ao :
CJ/ss _/"J/ _4,/.'}“ : 7 s /"L/f "y
A < & ( . J
{;‘ Serase g /»»L/ s
( Fjﬂ J g
e/

fee~i
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OFFICE OF ProvosT

HoLrAapAy HaLL

:NORT:H CAROLINA STATE UNIVERSITY Raleigh, N. C.
\ /i ;
TO: /&/- Q{ ‘ j,(.«,__

MDGM
ACTION REQ&ESTED ON ATTACHED:

— Note and Return —Please draft reply for my signature
(return attachments)

— For your information
(need not return) —___Please give me your comments
Please handle (return attachments)

— Please answer; furnish me copy — Requires your approval

j <ol (,(’ P A ,J P Z;,.j L
T
g Aot O— At Renas A0l S
174 7 [74
./c(; 2! C'z'—((‘/").- o g B Z0bh.. A
n J
B, g laiva

‘//‘-*—é’u,:—L /f[««; ez O plen
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NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

OFFICE OF BUSINESS AFFAIRS

Box 5067 Ziwe 27607

February 20, 1973

MEMORANDUM

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

!
FROM: W. R. Calloway, Director of Personnel Services hzgé,,’/

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 Caralina State University at Raleigh is a constituent institution of The University of North Carolina




February 1973 Volume II, No. &

0: CUPA Key Representatives
FROM: 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 3lst entitled
YAccess 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
inspect 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 Propased 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 60-1.43. The
purpose of the revision is to clarify 41
CFR 60-1.43 to assure that contractors
are fully cognizant of their obligations
under existing OFCC policy and practice
1o allow access to thelr premises for the
purpose of on-site compliance reviews.
This revision {s not intended to enlarge
contractors’ obligations under the Execu-
tive order and its implementing rules and
regulations. The revised 41 CFR 60-1.43
reads as follows:

§ 60~1.43 Access 10 records and site of
employment.
Each prime contractor and subcon-
tractor shall permit access during nor-
mel business hours to his premises for

3 g <
pliance reviews and inspecting and copy-
1M SUCH BUOKS, TECOras, and Becol unE's‘ as
e e e e 2

‘may be relevant to the matter under in-

3 nd pe ompliance
with the Order, and the rules and regula~
tlons promulgated pursuant thereto, by
the agency, or the Director, Information
obtained in this manner shall be used
only in connection with the administra-
tion of the Order, the administration of
the Civil Rights Act of 1964, and in fur-
therance of the purposes of the Order
and that Act.

Interested persons are invited to sub-
mit written comments, views or objec-
tions regarding the proposal to Mr.
Philip J, Davis, Acting Director, OFCC,
U.S. Dept. of Labor, 14th Street and Con-
stitution Avenue NW., Washington, D.C.
20210, on or before March 2, 1973,

Signed at Washington, D.C., this 24th
day of January 1973.

J.D. HonGson,
Secretary of Labor,
R. J. GRUNEWALD,
Assistant Secretary for
Employment Standards.
Pruxe J. Davis,
Acting Director,
Office of Federal Contract Compliance.
[ ¥R Doc.73-1837 Filed 1-30~73;8:45 am]
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NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

SCHOOL OF ENGINEERING

EnciNeeriNG REsEarcH Services Division

April &, 1974

Dr. Robert G, Carson

Chairman, Affirmative Action Committee
School of Engineering

232 Riddick

Horth Carolina State University
Campus

Dear Dean Carsont

Marvin L. Huckabee has worked continuously for the Engineering Research
Services Division since he first was employed as a part-time Graduate Re-
search Assistant in June 1964, Since 1971, Mr. Huckabee has worked full
time and has been patd primarily with State appropriated funds from a vacant
one=half position and from reserve. During this time Mr. Huckabee has per-
formed more as a Research Assistant than as a Graduate Research Assistant,
but a full-time position was not available in which he could be placed.
Consequently, he has not been paid the salary of a Research Assistant with
commensurate education and experience.

As of April 1, 1974, Research Assistant position number 42206 became
vacant, and I hereby request your concurrence in appointing Mr. Huckabee to
this position. Since this is an internal promotion, I do not believe that
1t s necessary, or that 1t would be fair to Mr., Huckabee, to advertise the
position in an attempt to fill it with a female or minority group member.

In about six months Mr. Huckabee will have completed all of the requirements
for the Ph.D., degree, and he plans to obtain employment elsewhere at that
time, When he leaves, every effort will be made to fi11 the position with a
female or a minority group member,

If you have any questions, please contact me.
Sincerely yours,
cc: R, E. Fadum A
H. B. Smith St F e
Wme He Silpun/ Robert F. Stoops
He C. Kelly Director

Pt —

R. G. Carson

1 concur in the above appointment,




e

April 11, 1974

Mr. Richard D. Howe
Assistant to the Chancellor and
A Unlversity 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 coples 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 to you 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 Ralelgh, I hope you will come by and see us
here at North Carolina State University,

Sincerely,

William H, Simpson : ‘
Assistant to the Chancellor and |
Equal Employment Opportunity Officer

Attachment



k OFFICE OF THE CHANCELLOR

nppolochlon State Unlvcrslty 208202280

BOONE, 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 Equal Employment 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
Equal 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 Plan 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.

I was 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 of 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,
« l : )f f /\Qg f
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

2 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
Fayetteville, 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, Jr., 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




April 11, 1974

Dr. Roger L. M. Dunbar

School of Business Administration
Southern Methodist University
Dallas, Texas 75275

Dear Dr. Dunbar:

I regret that we do not have any extra coples 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

d

Equal Employment Opportunity Officer

Attachment

|

|

|
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SOUTHERN METHODIST UNIVERSITY
SCHOOL OF BUSINESS ADMINISTRATION
DALLAS, TEXAS 756275

214/692-3000

/771 /1L14v%791;{1u/

4

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, I would be grateful if you would
send me a copy of your EEO Affirmative Action Plan If you
‘have one,

Thank you for your help.

SlinceXkely,

Rog% . M. Dunbar

Assgciate Professor

Organizational Behavior
and Administration

RD:a




Mareh 7, 1974
- w}/f
MEMORANDUM TO: Dr. Bloise S, Cofer
Assistant Director
Home Economics Extension
SUBJECT: Affirmative _Aceion Recruitment Report for Dr. M

The Office of the Provost has requested additional information
in regard to the affirmative action recruitment in connection with the
position for which Dr. Nadine Tope has been recommended. They desire
a statement concerning the extent to which applicants were sought,
particularly regarding contacts that were made in efforts to obtain
applications from blacks, Please type & brief statement describing
the above on the reverse side of the affirmative action recruitment
report for this position, A revised form is being prepared that will
clarify this need in the future,

I also should remind you that we are not in & position to make
a formal offer of an EPA position until the Office of the Provost has
given authorization. This involves not snly the salary, rank and terms
of appointment but also the affirmative action recruitment report.
The Affirmative Action Reports also are to be transmitted to the
Provost through our office, inmasmuch as each of the Deans are now
being requested to review the rpports before they are transmitted.

J. 3 !.tptu" s Dean

ce: Associate Dean George Hyatt, Jr.
Mr, William H, stwooq/‘t

e Sy A N T



NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

® LIBERAL ARTS :
OrricE OF THE DEAN SCHOOL OF R |

Box 5036 Ze» 27607

February 28, 1974

MEMORANDUM
TO: Bill Simpson

FROM: Robert O. 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




el Sk

THE UNIVERSITY OF NORTH CAROLINA

General Administration
CHAPEL HILL 27514
RICHARD ROBINSON February 18, 1974

Assistant 10 the President

Mr. Louls O. Bryson, Chief

Higher Education Branch

Office for Civil Rights, Region IV
Department of Health, Education and Welfare
50 Seventh Street, N.E,, Room 404

Atlanta, Ceorgla 30323

Dear Mr. Bryson:

On behalf of North Carolina State University at Raleigh, I transmit one copy of

the proposed written Affirmative Action Plan for that institution specified by

Executive Order 11246, as amended. While I have not purported to "approve"

this document prior to submission, I do endorse it as a good faith compliance

with our current understanding of available guidelines. G

This plan will be implemented, and thus widely disseminated, immediately.
We acknowledge the possibility that your review of its contents may require
modifications and amendments at some future date, but we feel that further

delay in implementation pending such review should not be undertaken.

Would you please address any comments on the plan to Chancellor John T.
Caldwell, with a carbon copy to this office.

Thank you for your assistance and that of your staff in the past; we look
forward to continuing constructive relationships during the critical period
of implementation.

= ¥ & @

Sincerely,
»~,
Richard H. Robinson, Jr.
Enclosure

cc: JChancellor John T. Caldwell

7‘4/14 7 AN b |

THI NIVERSITY OF NORTH CAROLINA ;i mprired of the wxlovn public senior snitimbions i Norid Caroling




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 oppoﬁﬁnlty

and affirmative action,

William H, Simpson
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NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

OFFICE OF BUSINESS AFFAIRS

PuncHASING DEPARTMENT Beptember 27, 1973
Box 5935 Zir 27607

Mr. R.D. McMillen, Jr.
Purchase and Contract Divisisca
Administration Building

116 West Jonss Strest

Raleigh, Morth Carolina 27603

Dear Mr. McMillan:

Dr. Jolm T. Caldwell has received a letter from the DaparPment of Health,
Bducation and Welfara dated Septesber 13, 1973, im which they advise that befeve
final evaluation of the University Affimmstive Action Complisnce Program dated

June 15, 1973, can be completed, the University must provide, ameng other thisgs,
the following: ‘\\bﬂ

Substantiastion that the Bgqusl Rmploymest Opportmicy \
clause is incorporated im sl) University purchese orders.

In connection with the sbowe, ewr recerds show is Decewber of 1971 that
I conferred with you and Mr. Willis Holding for the purpese of obtaining apprewel
to place a statement on our purchess ovders which N officials had indicated
would mest their requirements. The stagememt iz as follews:

The mondiscrimination clauvse eemtained im Sectien 302,
Ezecutive Order 11246, ae amsmied by Bmecutive Order
11375, relative to Rqual Empleyment Oppertunity for
sll persens without vegard te vess, eoler, religion,
sex or national origim, and the fuplementing wrules
and regulations preseribed by the Seerstary of Laber,
are incorperated herveia.

During our discussion, I imfermsd yew thet we would recsive a writtem
west from HEW confirming their verbal request thet we place the statement o
all of our purchese orders. In respouse te this statement, you indiecsted thai
vhen we did receive the writtem request thet we should tahe the matter wp with
you.
Ve are sgain requesting authorisacicm teo place the above nondiscrimination
clause on each of our purchase ordews, ce that we wight be in compliance with

the requirements of HEW which will emsble uws to imdicate thie to them in response
to their lstter to Dr. Caldwell.

Yours very truly,

¥W. L. Fleming




January 9, 1974

Affirmative Action Répresentatives

This 15 just a reminder that SPA as well as EPA goals
should be based on a three-year period. SPA goals must
be stated on an annual basis; that l#, the total three-year
goal for improving the sex and race profile of the affected
part of the work force must be broken down into three discreet
goal perlods.

EPA faculty and EPA non-faculty goals may be stated

on the total three-ysar time period adopted.

William H. Simpson




January 9, 1974

To: Dr. Winstead

In connection with the Affirmative Action
Report that is currently being prepared, I would
appreclate information from you on the following
quote that HEW has asked us to comment on.

"In hiring declisions, assignment to a
particular title or rank may be discriminatory.
For example, In maﬂy institutions women are
more often assigned initially to lower academic
ranks than are men,"

William H, Simpson



Affirmative Action Répresentatives Meeting
uesday, December 11
3:00 p.m.

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

ll5§/,éé,
Members @bsent: 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 June 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. Camesale 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 exzct
information that HEW requests. He saild 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 p.m.
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NORTH CAROLINA STATE UNIVERSITY (| AT RALEIGH
P. O. Box 5067, Rareicu, N. C. 27607

OrF10E OF THE ProvosT AND VicE-CHANCELLOR

December 14, 1973

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
1s 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

North Caroling State University at Raleigh is a constituent institution of The University of North Carolina
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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.

2. Summary data reflecting race and sex profile of the SPA
workforce 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.

Erom 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.
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MEMORANDUM

T0s Provost Kelly
Mr. Simpson
FROM3 N, N. Winstead

SUBJECRY Affirmative Action Cledrance

Would yot; '{.‘E& the attached draft note to file to see
if it contains the necessary information as we discussed at stagf
meeting on December 19, 1973, When I get your revisions, I will
prepare the note to fila.

NiWsvy

Attachment
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Dacembar 19, 1973

NOTE TO FILE
FROM: N. M. Winstead
SUBJECT: Affirmative Action Clearances '

Hermally all persons appointed to positions for a year
or longer should have the forms attached to Provost Kelly's memo
to School Deans on December 10, 1973, completed and reviewed by
Mr. Simpson priocr to an offer being made. Mr, Simpson will inform
Mre. Strickland by note indicating that this compliance is okay
for prospective employees except for those interviewed. In this
case he will inform me. I will then clear the appointment with
the School Dean and forward Mr. Simpson's note with the background
information on the prospect to Mrs. Strickland. When Mr. Simpson
is out, Mrs. Shelton will forward all Affirmative Action Clearances
to Dr., Winstead.

The records and forme will be maintained by Mr. Simpson.

In cases of short term and part time employees, we will
encourage people to consider and look for qualified minorities
and females as seriously as possible. In these cases we will not
require the form to be submitted. In cases of question Dr. Winstead
will verbally inquire of the School Dean whether attempts at
affirmative action were made prior to his signing the PA=-1 form.
This procedure would apply to persons hired on a temporary basis
e.g. to take the place of a person on leave, grants which are funded |
and will terminate in a year or less and there is insufficient time
to make an exhaustive search for personnel and for adjunct appoint=
ments.

NNWsvg

ccs li.’. Simpson
Mrs, Strickland
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THE UNIVERSITY OF NORTH CAROLINA

General Administration
CHAFEL HILL 27511

November-27, 1973

WILLIAM FRIDAY
Presdent

MEMORANDUM
TO: The Chancellors ; li\)
ad ;ZZ

FROM: William Friday

.

RE: Equal Employment Opportu@ty Affirmative Action Plans )

e iR g

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, W wr?
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 be 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 6n a careful analysis of existing federal directives, as
amplified and expMined in conferences with the HEW officials. Although the

Cofoian? ,m;/, TN Aorrgfwirn
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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 satisfactery results of this increasingly protracted effort.

Accordingly, 1 am requesting that you direct your previously appointed affirmative

action officials to meet with members of my staff on Wednesday, December 5
at 10:00 a.m. at this office. That meeting will be devoted to a further

explanation of the enclosed materfals and an effort to address questions about
those materials which your representatives may have; careful study of these
i materials in advance is essential. The focus of this large effort is at the campus
I Jevel. 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.

b This has been and will continue to be a difficult and time-consuming enterprise.

3 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.

N Attachment




AT RALEIGH

NORTH CAROLINA STATE UNIVERSITY

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

OF¥10E OF THE ProvosT aND VicE-CHANCELLOR

November 30, 1973

To: Affirmative Action Representatives

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

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

material.
William H. Simpson
Equal Employment Opportunity
Officer
Attachments

North Carolina State University at Raleigh is a constituent institution of The University of North Carolina.
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/Affinnative Action Representatives Meeting
L Novemb&r 27, 1973

Members Present: Simpson, Bogdan, Calloway, 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.




NORTH CAROLINA STATE UNIVERSITY

OFFICE OF THE PROVOST AND VICE-CHANCELLOR
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AT RALEIGH

i
Mo

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

November 15, 1973

To: Mr. Bryce R. Younts Mr. Hardy D. Berry
Mr. Willis R. Casey Mr. L. Thomas Caruthers, Jr.
Dr. William L. Tumer Dr. B. J. Copeland
Dean Earl G. Droessler Mr. David H. Howells
Mr. Rudolph Pate Dr. LeRoy B. Martin, Jr.
Dean Walter J. Peterson De—Albert Camesate—

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

North Carolina State University at Raleigh is a constituent institution of The University of North Caroliu
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Date:

PROVOST & VICE-CHANCELLOR'S
OFFICE

i O Dr. Harry C. Kelly
Dr. N. N. Winstead

Mr. W. H. Simpson
: . Gehle |
= = T

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 .



THE UNIVERSITY OF NORTH CAROLINA

General Administration
CHAPEL HILL 27514
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September 7, 1973

MEMORANDUM
The Chancellors
William Friday

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 withia the month, and representatives from certain campuses
may be asked to particisate; the primary objective of this second conference
will be development of a model program, which can be adapted, with appropriate
modifications, to the s:tuation at each of the sixteen campuses. Accordingly,
at present there is no deadline established for the submission of supplemental
or revised 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.

. Robinson will be in communication with you and your equal employment
opportunity officials ne:xt week concerning the nature of those steps.

CGK%]" @)Wﬁ/%\/

THE UNIVERSITY OF NORTH CAROLINA i1 comprired of the sixteen public senior institusions in Noerh Caroling




November 14, 1872

To: Or. LeRoy B. Martin, Jr.
or. Mbert Carnesale
Mr., Willis Casay
Dean Larl G, Oroessler
Kz, Hardy D, Benty
Mr, David H. Howells
Mr. L. !‘homu Cenuhon. Ir.

To complete gnt Ammuvo Am HEW, we

e T

will nesd to have some cddmcul information concerning your
department n to your plana to attempt 1o hire women and minorities
latbomm. Ploase fill in the attached form and return to this
office by Tussday, November 20.

You will need to specify the titlss of posttions where
'Wuuimﬂmmﬁ-«t. If you have any questions

please call me or Mre. Leslie Shelton (ext. 2200),
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October 9, 1973

MEMORANDUM

T0: Mr. W. R. Calloway, 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.)

7

Albert Carnesale, Head
Division of University Studies

cc: Mr. William H. Simpson

w




October 12, 1973

To: Dean David W, Chaney
Or. R, A, Mabgy
Dr. Jasper D, Memory
Dr. LeRoy C. Saylor
Dr. Robert G, Carson, Jr.

Thank you for returing the information to us on EPA
Personnel that was requested by HEW concerning our Affirmative

 Actlon Report. We will still need an additional breakdown on

your goals and timetables according to the attached sheet.
Please designate this breakdown under tha pmper Usting
as shown,

William H. Simpson
Equal Employment Cpportunt
Officer '




PROVOST & VICE-CHANCELLOR'S
OFFICE

/

TO:L/ZE;;/HaPDy Gy Kelly“‘
Dr, N. N, Winstead
Mr, W. H. Simpson _
—BE Marvin—H—Gehle /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.
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NORTH CAROLINA STATE UNIVERSITY at Raleigh

Office of the Provost and Vice Chancellor

October 2, 1973

To: Dean J. E. Legates Dean David W. Chaney
Dean Claude E. McKinney Vice Chancellor John D. Wright
Dean Carl J. Dolce Dean Banks C. Talley, Jr.
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, Jr.

Subject: Additional Information for NCSU 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:

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 Calloway, Personnel Director, Primrose Hall, Campus,
within one week after you receive it.

|
‘ 1) A statistical compilation of all EPA personnel within your School
|

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 EEQ Representatives
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U.S. DEPARTMENT OF LABOR

OFFICE OF FEDERAL CONTRACT COMPLIANCE

WASHINGTON, D.C. 20210

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

(Reprint [rom Federal Register, Vol.36, No.192- Saturday, October 2,

1971)

PART 60-3 Employee Testing & Other Selection Procedures

Title 41—PUBLIC CONTRACTS
AND PROPERTY MANAGEMENT

Chapter 60—Office of Federal Con-
tract Compliance, Equal Employ-
ment Opportunity, Department of
Labor

PART 60-3—EMPLOYEE TESTING
AND OTHER SELECTION PROCEDURES

On April 21, 1971, notice of proposed
rule making was published in the Feperar

Reoister (36 F.R. 7532) with regard to

mding Chapter €0 of Title 41 of the
Code of Federal Regulations by adding a
new Part €0-3, dealing with employee
testing and other selection procedures.
Intercsted persons were given 30 days in
which to submit written comments, sug-
gestions, or ohjections regarding the pro-
posed amendments,

Having considered all relevant mate-
rial submitted, I have decided to, and do
hereby amend Chapter 60 of Title 41 of
the Code of Federal Regulations by add-
ing & new Part 60-3, reading as follows:
Bec.
60-3 1
60-3.2
60-3.3
60-3.4

Purpose and scope.

‘Test defined.

‘Violatinns of the Executlve order.

Evidence of valldity; meaning of
technically feasible,

§ 60-3.1 Purpose and scope.

(a) This order is based on the belief
that properly validated and swndardized

ployee selection es can sigs
nificantly conmbuw to the implemen-
tation of
policies, as required by Executlvc Order
11246, as amended, It is also recognized
that professionally developed tests, when
used in conjunction with other tools of
personnel and
by sound programs of job design, may
significantly aid in the development and
maintenance of an efficient work force

and, indeed, aid in the utilization and
conservation of human resource
generally.

(h) (1) An examination of charges of
discrimination filed with the Office of
Federal Contract Compliance and an
evaluation of the results of its compli-
ance activities has revealed a decided
increase in total test usage and o marked
increase in testing practices which have
discriminatory effects, In many cases,
contractors have come to rely almost ex-
clusively on tests as the basis for making
the decision to hire, to promote, to trans-
fer, to train, or to retain with the result
that candidates are sclected or rejected
on the basis of test scores. Where tests
are so used, minority candidates fre-
quently experience disproportionately
high rates of rejectidn by failing to attain
score levels that have been cstablished as

60-3.5
60-3.6
60-3.7
60-38
€0-3.9
£€0-3.10

for
Presentation of evidence of valldity.
Use of other validity studies.
Assumption of valldity,
OContinued use of tests.
Employment agencles and state em-
ployment services
Disparate treatmens.
Retesting
Other selection techniques,
Afirmative action.
Recordkeeping.
Sanctions.
Exemptions.
Effect  on
regulations.

AUTHORITY: The provisions of this Part
60-3 are issued under secs. 201, 205, 206(a),
301, 303(s), 303(b), and 403(b) of Executive

der 11248, as amended, 30 FR. 12310: 32
PR. 14303; 34 FR. 12085; §€0-1.2 of Part
€0-1 of this chapter.

60-3.18
60-3.17

60-3.18 other rules and

ds for fon
(2) It has also become clear that in
many instances contractors are using
tests as the basis for employment deci-

slons without evidence that they are valid
predictors of emplovee job performance.
Where evidence in support of presumed
relationships between test performance
and job behavior is lacking, the possibil-
ity of diserimination in the application of
test results must be recognized. A test
lacking demonstrated validity, i.c., hav-
ing no known significant relationship to
job behavior, and yielding lower scores
for classes protected by Executive Order
11246, as amended, may result in the
rejection of many who have necessary
qualifications  for successful  work
performance.

(c) Section 202 of Executive Order
11246, as amended, requires each Gov-
ernment contractor and subcontractor
to take affirmative action to insure that
he 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 to
serve as a set of standards for contractors
and subcontractors subject to Executive
Order 11246, as amended, in determining
whether their use of tests conforms with
the requirements of the Executive Order.

§60-3.2 Test defined.

For the purpose of this order, the term
“'test” is defined as any paper-and-pencil
or performance measure used as a basis
for any employment decision. This order
applies, for example, to ability tests
which are designed to measure eligibility
for hire, transfer, promotion, training,
or retention, This definition includes, but
is not restricted to, measures of general
intelligence, mental ability and learning
ability; speciflc intellectual abilities;
mechanical, clerical and other aptitudes;
dexterity and coordination; knowledge
and proficiency; occupational and other
intercsts; and attitudes, personality or
temperament. The term ‘“test" also
covers all other formal, scored, quantified
or standardized techniques of assessing
job suitability including, for example,
personal listory and backgroind re-
quircments which are specifically used as
a basis for qualifying or disqualifying
applicants or employees, specific educa-
tional or work history requircments,
scored interviews, biographical informa-
tien blanks, interviewers' rating scales
and seorved application forms, The term
“test™ shall not include other selection
techniques discussed in § 60-3.13.

§ 60-3.3 Violation of Execcutive order.

A contractor regularly using a test
has adversely affected the oppor-
tunities of minority persons or women
for hire, transfer, promotion, training
or retention violates Executive Order
11246, as amended, unless he can dem-
onstrate that he has valldated the test
pursuant to the requirements of this
part.

1 Except for the necessary differences in
language arising from the different legal
authority of the two agencles and for rea-
sone of clarity, this order and the Guidelines
on Emploves Selection Pr . issued
earller by the Equal Employment Oppor-
tunity Commission (35 F.R. 12333, Auvg. 1,
1070) are intended to impoce the same basic
requirements on persons and contractors
‘covercd by each of them.
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NORTH CAROLINA STATE UNIVERSITY Raleigh, N. C.

OFFICE OF PROVOST AND VICE-CHANCELLOR

HoLrApAy HALL

TO: (»ﬂ, IZLM«\

ACTION REQUESTEQN ATTACHED:

Note and Return —Please draft reply for my signature
(return attachments)

JZ&[L.Dme

——For your information
(need not return) Please give me your comments
Please hondle (return attachments)
Please answer; furnish me copy — Requires your approval
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DRAFT

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 compilation;ag)all EPA personnel
within your school or unit by rank or EPA professional position@ﬂrace and
sex, with goal designation and timetable opposite each rank or EPA
professional mosition. 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=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 Calloway, Persomnel Director, Primrose Hall,Campus,




within one week after you receiwve it.
(3) Test --If you give tests to applicants then
we will need evidence of validation of all tests that are used te

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
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DRAFT

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

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=1) occupational job categories, race and sex. You are asked to

fill in specific goals and timetables gﬁg‘«site each tego ;‘X ,A copy of Ll
(AT PNy Aot rﬂ»

the print out should be returmed to 1@ within one week after you ‘receive
it.

v (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 (OFCC) Testing Order.

(41 CFR 60-3)
If you have any questions, please call me (Ext. 2200).

Thank you for your cooperation.

W. H. Simpson
Equal Employment Opportunities Officer

ce: School and Unit EEO Representative




MEMO TO:

School Deans

J. W. Wright
Banks Talley

I. T. Littleton
Wwilliam L, Turner
Al Camesale

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-'I). occupational job categories, race and sex. You are asked to
fill in specific goals al{d timetables opposite each category. A copy of
the print out should be returned to me 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 (OFCC) Testing Order.

(41 CFR 60-3)

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

Thank you for your cooperation. .

W. H. Simpson

1 - Equal Employment Opportunities Officer f
- ce: School and Unit EEO Representative -
iy e | g cymilie Tielle™ e L. " al i T g3 | o 4 S
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May 17, 1973

MEMORANDUM
T0: Dr, Hassler

FROM: Clauston Jenkine

Attached 18 a copy of the SALS affirmative action plan
draft on which I have made some changes and suggestions. VWould
you lncctp;n'ate' these in the version you are preparing? Please
get your new version to me by Juna 1,

CLJ:vg

Attachment



HEMORANDRM

TO: Dean Tilman
FROM: Clanston Jaenkins

RE: affirmative Action Recruitment Report

Enclosed ave 25 NGSU Affirmative Action Recruitment Reports,
I will send you more a2t a later date,

CLJivz
Enclosure (Affirmative Action Recruitment Raporta)




i

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 ;3 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
Black
White
Other
Number of candidates invited to campus:
Male Female
Black
White
Other
Offers made to (list in order):
Present Accept- Re-
Name Sex Race Employer ed jected
ik,
2
3,
4,

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 Date



IS \:\J =% '\‘(-'rl"“-ts'js S \ 12 \7—;7

_ AFFTRMATTVE-ACTION /RECRULTMENT KEP ORT

period Covered ___________to. e,

¢Fill/ out’ for/each EPA position/filled)

vDepartment of: 5

EPA position filled:

(rank 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
St\Vev—
Number of candidates invited to campus: 7ﬁ;i;“7‘77%gﬁgle
Black
White
L_‘ OYheyv
Offers made to(list in order): S = a L e
Present
Name Sex Race Employer Accepted Rejected
1k
26
3
4.

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
comparing the qualifications of those offered the position with those

not offered the position?

Yes No

Department Head

Date




May 17, 1973

MEMORANDUM
T0: leo Buckmaster

FROM: Clauston Jenkins

Someone in vour shop may went to vead this document
Program Measures, Xt is an ambitious progran of measuree
ment, but 1t might be useful to us in parts. Keep thia for

reference,

CLYivg

Enclesure




May 17, 1973

MEMORANDUM
TO: Dean Chaney
FROM: Clauston Jenkins

Attached is a copy of your affirmative action plan
which I have edited after a discussion and review of it
with the General Administration., Mogt of the changes are
minor with the exception of those made to insure that our
language does not suggest ve are establishing a quota and
aseigning positions according to race or sex. In some
cases I have raised a question that needs to be answered.

Please review my changes, make any additional ones
you would 1ike and return the corrected copy to me. Ve
will take care of the typing., I would like this back
May 25.

CLJ:vg

WAl s il a gt




NOTE:

Complete sets of this interim draft were distributed as follows:

Ceneral Administration -~ 2 copies
Dr. Kelly = 1 copy

Mr. Calloway = 1 copy



THE PENNSYLVANIA STATE UNIVERSITY
AFFIRMATIVE ACTION OFFICE
130 WILLARD BUILDING
UNIVERSITY PARK, PENNSYLVANIA 16802
Area Code 814

February 28, 1973 863-047

Mr. Clauston Jenkins

Coordinator of Institutional
Studies and Planning

North Carolina State University
at Raleigh

P.0. 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,

),

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. T 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.

8 e S )

A a s
7 A . LS
/{ vy P
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THE UNIVERSITY OF NORTH CAROLINA
General Administration W

CHAPEL HILL 27514

RICHARD H. ROBINSON, IR

Avsistant to 1he Prerident ]'UM 23 ' 1971

Mr. Hugh A, Brimm

Acting Deputy Regional Civil Rights Director
Department of Health, Education and Welfare
$0 Seventh Street, N. B,

Atlanta, Georgia 30323

Dear Mr. Brimm: n

On June 22, 1971, officials at North Carclina State University were informed

by Mr. Herbert Pratt, Contract Officer for AID, that the University was not wirf
on the approved list of equal opportunity employers and, accordingly, that

a contract proposal then in process between North Carolina State University

and AID could not be approved. This morning, a8 a result of a second tele=

phone cal] to Mr. Pratt, we were informed that a further check with HEW

revealed that the proscription was an error.

WA=
1 assume that this misunderstanding was a result of the failure of the ﬁj"
Washington office of HEW to apprise contracting agencies that the two

complaint cases being investigated at North Carolina State University are

being held “in abeyance,” as stated in your letter to us of June 11, 1971,

My immediate concern is that contracting agencies, other than AID, may be
in possession of the same misinformation which produced the difficulties
referred to above. Will you please make appropriate inquiry for the purpose
of insuring that this problem does not recur.

Thank you for your assistance.

Sincerely,

Mﬁ.
IIBM Hn’ mm.ol, Iro

co: President Friday
llor Caldwell

: Dﬁ:(»«qj‘

THE UNIVERSITY OF NORTH CAROLINA comprises: The Univeriisy of North Carolina as Asheville;
The University of North Carolins at Chapel Hill; The University of North Carolina at Charlotte;
The University o] North Carolina at Greensboro; The University of North Carolina at Wilmington;
North Garoline State University at Raleigh



THE UNIVERSITY OF NORTH CAROLINA
General Administration %j

CHAPEL HILL 27514 ‘
\

RICHARD H. ROBINSON, JR.
Asristant 1o 1he President Iuno 23 . 1971

Mr. Hugh A. Brimm

Acting Deputy Regional Civil Rights Dircctor
Department of Hoalth, Education and Welfare
50 Seventh Street, N, E.

Atlanta, Georgia 30323

Il

Dear Mr,. Brimm:

On June 22, 1971, officials at North Carolina 8tate University were informed
by Mr., Herbert Pratt, Contract Officer for AID, that the University was not Wil
on the spmwoved list of oqual opportunity employers and, accordingly, that

“n a contract proposal thon in process betweon North Corolina State Unlversity
| } and AID could not be approved. This morning, 88 a result of a socond tole= a’
\V phone cal} to Mr. Pratt, wo were informed that a further check with HEW

revealed that the prosoription wad 8n Oror.

1 assume that this misunderstanding wag a result of the failure of the
Washington office of HEW to apprise contrasting agencics that the two

)) complaint cases boing investigated at North Cerolina State University are
being held “in abeyance,” as stated in your letter to us of june 11, 1971,

My immediate congom is that contracting agencies, other than AID, may be
in possaession of the same misinformation which produced the difficulties
] / roferrad to above., Will you pleagse make appropriate inguiry for the purpose

of insuring that this problom does not recur,

E Thank you for your assistance,

8incerely, .
M.

Richard H. Robinson, Jr.

cos President Priday
/Chnmeuor Caldwell

v

THE UNIVERSITY OF NORTH CAROLINA comprises: The University n} North Carolina at Asheville;
The University of North Carolina @ Chapel Hill; The University of North Carolina st Charlotte;
The University of North Carolina at Greensboro; The University of North Carolina at Wilmington;

North Garoline State University at Raleigh




April 5, 1972

Hr, Joseph Robinson

0ffice of Contract Compliance

Depariment of Health, Bducation and Welfare
Region IV

S0 Seventh Street, W.E.

Atlenta, Geergia 30323

Desr Mr. Robinson:

During your most vecent visit to our campus on Mareh 22-23,
you requested certain information which I am pleased to supply,
Firet, normally salary increases for XPA employers take effect on
July 1 of a year but the University does sometimes award limited
increnses in the middle of the year., 1In 1971.72, 73 per cemt of

to females., A togal of 41 feMales




12 December 1972

Mr, J. Stanley Pottinger

Director, Office of Civil Rights

Department ©f Health, Education,
and Welfare

Office of the Secretary

Washington, D, C. 20201

Dear Mr, Pottinger:

Please send 50 copies of the guidolimgocon-
carned with “Nondiscrimination Under Federal
tracts" ,.compliance with Executive Order 11246, as
outlined in your lettar to College and University
Prasidents of October 1, 1972.

Please mail these copies to:

Dr, Clauston L. Jenkins

Coordinator of Institutional Studies
and Planning

Provost's Olﬂ.oe - 201 Holladay Hall

North Carolina State University

Raleigh, North Cavolina 27607

'sinooroly yours,

|

(Mrs.) Elsie B, Stephens
Secretary, Provost's Office

, OO eyt
fw fb&c
ﬂ'\o—wmmdn.u, ‘
| - ge wml,a...—m..zm u
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May 3, 1974

DRAFT

Office for Civil Rights

Department of Health, Education, and Welfare
Region IV

50 7th Street N.E.

Atlanta, Georgia 30323

Dear Mr. Bryson:

This letter is in response to your April 18, 1974 letter requesting information on
this University's intercollegiate athletlec 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 intercolleglate 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 intercollegliate 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 follows,

A, Intercollegiate athletics.

) The level and sources of funding for each team.

Level of funding.

Football $338,380.00
Basketball 151,121.00
Baseball 27,550.,00

Mr. Louis O. Bryson : 1
Chief, Higher Education Branch
Track and Cross Country 25,800,00
|
|



Swimming $ 22,900.00
Wrestling 7,600.00
Tennis 6,950.00
Soccer 7.,700.00
Fencing 5,000,00
Lacrosse 4,200.00
Golf 3,500.,00
Rifle 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

5.

and budgeted compensation.

Nunber of

Sport Staff Compensgation
Football 12 $167,631.00
Basketball 4 49,716,00
Baseball 2 8,551.00
Track and Cross Country 2 12,750,00
Swimming 3 14,150,00
Wrestling 2 2,700,00
Tennis 1 1,700.00
Soccer 2 2,300.,00
Fencing 1 1,000,00
Lacrosse 1 1,000.00
Golf 1 500.00
Rifle 1 0

The procedure by which teams are formed.

All intercollegiate athletic teams are open to members of student
body who are ellgible under Atlantic Coast Conference and National
Collegiate Athletics Assoclation 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



B.

show grants-in-aid given per sport. All scholarships are privately
contributed to North Carolina State University Student Ald Corporation,
Inc., which goes entirely to athletes and is the sole source of such

financial aid.

Football 117
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 admlnlstrgttvely 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. Coaohesv
employed in the lntergolleqiate 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. ThQ-e responsibilities are assumed in
additlon to the instructor's normal teachiny load, and for this he or she is
paid a stipend from intercollegiate athletic funds over and above his or her

regular salary.



2.

3.

4.

5.

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 {s 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 initlative of the students themselves, Faculty advising is done
on a voluntary basls and without compensation. These advisors may be
drawn from almost anywhere in the Unlversity community (several years ago
a soclologist 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 respondé to requests for
teams, sets schedules, secures equipment, engages officlals, etc.) and
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,

John T. Caldwell



DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE
REGION IV
50 7TH STREET N.E. s Room 404
ATLANTA. GEORGIA 30323

OFFICE OF THE
REGIONAL DIRECTOR

April 18, 1974

Dr. John T. Caldwell

Chancellor

North Carolina State University
Raleigh, North Carolina

Dear Dr. Caldwell:

i

I This Office has received a complaint alleging discrimination based

b on sex in the University's intercollegiate athletic programs for

1 men and women. In connection with the above matter will you please
submit 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
i 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 number
of athlethes and scholarships for each sport by
sex.
) [—;lease submit your response within fifteen days from the date of this
letter.

Thank you for your cooperation.

Sincerely,

&au Qé g%-)

Louis 0. Bryso Chief
Higher Education Branch

\ A . Office for Civil Rights
(Y od il aa r’iw'["‘“”,{\ﬂ("““"" = :
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RALEIGH,

NORTH CAROLINA STATE UNIVERSITY | NORTH CAROLINA
DEPARTMENT OF ATHLETICS
April 30, 1974

OF¥FICE OF THE DIRECTOR
Box 5187 Zre 27607
TrLEPHONE 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.

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

Soccer (2)x* $ 2,300.00
Cross Country (2) 125 750800 %%
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) Sa

** 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 i
Tennis 2
Fencing 1

Miscellaneous 10

Sincerely,

Wetlis R lasgy,.

Willis R. Casey
Director of Athletics
WRC:ht



NORTH CAROLINA STATE UNIVERSITY | AT RALRIG

' LIBER/ 'S
OFFICE OF THE DEAN SCHOOL OF LIBERAL ART!

Box 5036 Zre 27607 May 1, 1974

MEMORANDUM
T0: Chancellor John T, Caldwell
FROM: Dean Robert 0. Tilm

The HEW letter to you dated April 18, 1974 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.

1. 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

o]




NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

OFFIcE OF THE CHANCELLOR
Box 5067 Zwe 27607
TeLepHONE: 919, 737-2191

May 3, 1974

Mr. Louis O, Bryson

Chief, Higher Education Branch

Office for Clvil Rights, Reglon IV

Department of Health, Education, and Welfare
50 7th Strest N.E.

Atlanta, Georgla 30323

Dear Mr, Bryson:

This letter is in response to your April 18, 1874 letter requesting information on
this University's intercolleglate athletic programs for men and women, You also
requested information on our intramural programs.

Cur intercollegiate athletic program and the intramural program are completely
separate from each other as far as funding and administration. The Department of
Athletics is respoasible for the intercolleglate 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 intercolleglate athlstics and for intramurals.

We are not aware that Federal guldelines have been established for compliance
in the fleld of intercolleglate 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 supplylng you, however, the factual information requested as follows.

A, Iatercolleglate athletics.
1, 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 22,900,00

arolina State University at Raleigh is a constituent institution of The University of North Carolin.




Mr, Louls O. Bryson May 3, 1974

Soccer $ 7,700.00

f Wrestling 7,600.00
i Tennis 6,950.00
1 Fencing 5,000.00
| Lacrosse 4,200,00
1 Golf 3,500,00
i Rifle 2,200,00

Sources of funding.

Varsity teams are funded approximatsly elghty percent from
revenue derived from football and basketball raceipts, and twenty
percent from student fees,

2 and 3. Numbers of staff assigned to coach or otherwise assist sach team
and budgeted compensation,

| Number
1 Sport of Staff Compensation

Football 12 $167,631.00
Basketball 4 49,716,00
Swimming 3 14,150.00
Track and Cross Country 2 12,750.00
Baseball 2 8,551,00
Wrestling 2 2,700.00
Soccer 2 2,300.00
Tennis 1 1,700,020
Fencing 1 1,000,000
Lacrosse 1 1,000.00
Golf 1 500,00
Rifle 1 0

The procedure by which teams are formed.

All intercolleglate athletic teams are open to members of student
/ body who are eligible under Atlantic Coast Conference and National
Collegiate Athletics Assoclation 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~ald given per sport. All scholarships are privately
contributed to North Carolina State Unlversity Student Ald Corporation,




Mr. Louis C. Bryson -3~ May 3, 1974

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

Football 117
Track 13
Swimming 24
CGolf 7
Soccer 6
Baseball 14
Baskstball 139
Wrastling 7
Lacrosse 1
Tennis 2
Fenclng 1
Miscellaneous 10

B. Intramural sports.

1.

z.

3.

The level and sources of funding for each intramural team.

The intramural athletic program is not administratively connected
with intercollegiate athietics 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 Intercolleglate program do not serve as faculty In Physical
Education. Sometimes regular faculty members in Physical Education are
askad to serve as coaches in one of the minor sports such as teanls, soccer,
lacrosse, fencing, and wrestling. These responsibilities are assumed in
addition to the instructor's normal teaching load, howaver, and for this
service he or she s paid a stipend from intercollagiate 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 avallable varies from year to year since it is based on $3.00 per
student per academic year.

Compensation of intramural staff.

Faculty advising is done on a voluntary basis and without compensation.
These advisors may be drawn from almost anywhere in the University
community (several years ago a professor of sociology advised a basketball
club)., The intramural budget from student fees supports a stipend to the
director of the intramural program (the director responds to requests for
teams, seis schedules, secures equipment, engages officlals, etc.) and
for other expenses dlrectly related to the program. Funds are not allocated
specifically to teams or by quota to particular sports.




Mr. Louis C. Bryson -4 - May 3, 1974
4. The procedure by which Intramural teams are formed.

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

5. 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 ma know.

8incerely,

CQC: ¢ Richard Robinson
r. Willis Casey
+ Willlam S8impson
Dean Banks Talley
Dr. Frederick Drews
Dean Robert Tilman




NOTE TO FILE: 2 May 1972
RE: INFORMATYON FROM FILES TO BE SEEN BY HEW

In the future our agreemsnt with HEW to let them look
at information from personnel files ia interpreted by us to

mean the following items and only these items:

PA1l forms
PRIA forme

PR28 forme

BD119 fofms

Clauston Jenkine




August 13, 1973

MEMORANDUM
701 W. N, Winetead

FROM: Clauston Jenking

8o far as I know we have received no word about our plan
and thus ave not in a position to speak to the question of veg-
ulations needing clarification, When we do receive HEW's com-
mente, we will probably be able to state which regulations need
clarification.

We do, of course, have speclal concern about HEW's in-
terest in a formula for developing a quantitative meacure of an
individual's worth, This £s not a regulation as euch so I am
not sure whether it {8 an appropriaste topic,

I suggast we forward nothing at this tima,

CLI:ve



W’* .

oA

January 16, 1974

Dr. John Sanders

Vice President for Planning
General Administration

The University of North Carolina
Post Office Box 2688

Chapel Hill, North Carolina 27514

Dear John;

Attached you will find a Raleigh clity 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 I-40, turning right at the second stoplight onto Faircloth
Street, going to Hillsborough Street where they will have to tum
either left or right onto Hillsborough Street, They will eventually
see the campus on their right, Tell them to look for the Memorial
Tower on Hillsborough Street at the far end of the campus. Then
follow the campus map to the information booth and inquire as to
the reserved parking spaces for them, . Please ask them to come
to the Chancellor's office; A Holladay Hall,

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

Sincerely,

William H, Simpson
Assistant to the Chancellor
and the Provost

Attachments



DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE
REGION IV

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

March 14 OFFICE OF THE
» 1974 REGIONAL DIRECTOR

John T. Caldwell

Chancellor

North Carolina State University
at Raleigh

Raleigh, North Carolina

Dear Chancellor Caldwell:

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.

You will be notified when our evaluation is completed.
Sincerely yours,

/49““&5 g

Louis 0. Bryson, ief
Higher Education Branch
Office for Civil Rights

m o gy
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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

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 (NCSUR), 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:

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 past year (1972-73).

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

4, 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)

(Ogéu.t 0; gt /wz/

7”34 ,/OZD'WV

OFFICE OF THE
REGIONAL DIRECTOR




Dr. John
Page Two

B

T. Caldwell

A liSCi}'\g(Otf all promotion{_and transferslby job
classification, race and sex, for the past year
(1972-73). Please include ‘University policy
regarding the above.

A summary of new hires by job classification,
race and sex, for the past year (1972-73).

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

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

Sincerely yours,

/aww@-éad-ﬂb
Louis 0. Bryson, Chief

Higher Education Branch
Of fice for Civil Rights

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

Following receipt

If



June 21, 1973

My, Emorcon Wall

Attorney General's Office

Box 0629

Raleigh, flerth Carelina 27507

Dear Me, Wall:

Your requent for ¢ N € 8 U Faculty Handbook hes bean referred to
me by tha Business 0ffica. A copy is enclosed. .

On matters relaved to Jossring vs Dolce and Miller, I have been
asked ro sevve ag lisison batween our campus and your office, If I
can provide further assistance, plesse call me ar 7373125,

S8incerely,

Clauston Jenkins
Coovdinator of Institutional
Studies and Planning

CLJ:vg :
Bnclogure
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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 OFFICE OF THE

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 (NCSUR), 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:

1. A composite, statistical breakdown of all
. current, Subject to Personnel Action (SPA),
MW(( 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-
“,4(\ \J'H cants, Exempt from Personnel Action (EPA),
Uﬂh’*" and Subject to Personnel Action (SPA), for
sph - the past year (1972-73).

3. A statistical compilation of all EPA personnel s
v“(f by rank, race and sex, with goal designation ¢W |
opposite each rank. |

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

I/[@é :é)/‘(/ 120 £



Dr. John T. Caldwell

Page Two
) 5. A listing of all promotions and transfers by job Lkwﬂ}'
Crllfe classification, race and sex, for the past year ff
) (1972-73). Please include University policy :
o . regarding the above. P
Gl
A 6. A summary of new hires by job classification,
(iyéiwf“' race and sex, for the past year (1972-73).
il

7. Substantiation that the Equal Employment Oppor-
r 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
oF this informatiom, 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,

M@M
Louis O. Brysom, Chief

Higher Education Branch
Office for Civil Rights
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NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

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

AomiNisTRATIVE COMPUTING SERVICES

September 26, 1973

MEMORANDUM

TO: William R. Calloway
FROM: H. Leo Buckmaster
SUBJECT: Completion Date for Computing Services

REFERENCE: SPA Classification Listing by EEO-1 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, 1973.

Your consideration of our workload in light of the schedule imposed by
HEW is appreciated.
HLB:hh

cc: Barbara Byrd
George Worsley

ina
Sity

D
SEP27 973 »
DIV, y WNEL
Tue Univinsiry o Nowrr Canovina, William Friday, President, comprises: North Carolina Stard nf}‘:_:[-m] \iSBatCivh, the University of

North Carolina at Chapel 1Hll, the University of North Carolina at Greensboro, the University of T g
the University of North Carolina at Asheville, and the University of North Caroling at Wilmington.
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AROLINA STATE UNIVERSITY | AT RALEIGHL

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

OFFICE OF THE Provost AND VicE-CHANCELLOR

November 8, 1972

MEMORANDUM

TO Dean J. B, Legataqs Dean A, C, Menius
Dean M., L. Ramphoefner Dean D, W, Chaney
Dean C. J, Dolce .Doan B. C. Talley
Dean R, B, Padum Dean E, W. Jones
Dean B, L., Ellwood My, J, D, Wright
Pean R, O, Tilman

FROM:  Harry C, Relly, Provost ORIGINAL SIGNED BY

e HARRY C. KELLY

You have all seen a copy of HEW's letter of September 27,
1972, 4n which they preseat the findings of their compliance review.
Since that time the U, 8, Department of Labor has published in the
Pederal Rogister a proposed revision of their regulations which
would mean that public institutions would no longer be exempt from
filing an affirmative action plan. Thus, within the next 3 or 4
months at the latest we are going to be required to have a written
rlan for NCSU,

Although many details have not been clarified, we should
begina work on our plan.. Tt seems most appropriate that each School
or similar unit davelop its own plan and that we then combine these
to form a University plan. Pages 44 following of the HEW letter
provide some insight into what a plan should include. In addition,
a copy of HEW guidelines for affirmative action planning is enslosed,
"Hemorandum to---Presidents” (October 1, 1972Z). The letter and
cl.a.uuo shiould give you some idea of what a School plan should

eclude, A UNC Committee is developing some pertinent information
pertaining to availability of minorities and females, an outline of
a nodel plan, and a response to peint 4, Iagu 46-7, of the HEW
letter, We will share this informatiss with you as it becomes
available. Also attached is a copy of a printout of departmental
salaries with a summary by race and sex for both EPA and SPA.

As a beginning, I suggest you take the following steps:
1) appoint an Affirmative Action planning committes

2) emphasiza that the School plan must cover both EPA
S8PA parsonnel




analyze the data and determine what other studies you
need to initiate

4) review personnel procedures and determine what changes
are necessary

5) initiate discussion of goals

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

Chancellor Caldwell has designated me as our Equal Employment
Officer. Questions about policy or interpretation should be addressed
to me. For information or data about SPA personnel contact
Mr. Calloway. For information or dataabout EPA personnel contact
Clauston Jenkins. The Graduate School has a conmittee 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

c¢c: 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
\Mr. Hardy Berry
Mr. Willis Casey
Chairman, Faculty Senate
Chairman, Good Neighbor Council
Dr. David R. Eniefel
Dr. Dale M. h.oover

Enclosures




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

WASHINGTON, D.C. 20201

October 1, 1972

MEMORANDUM TO COLLEGE AND UNIVERSITY PRESIDENTS

As the new academic year begins, I wish to bring to your attention
the requirement that all universities and colleges with Federal contracts
comply with Executive Order 11246, ‘Nondiscrimination Under Federal
Contracts.’’ We expect that all affected colleges and universities will
henceforth 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 the
Executive Order, for your information we have also attached as appendices
other civil rights laws affecting institutions of higher education and
over which this Office has enforcement responsibility.

We hope that you will hecome familiar with these guidelines and
laws and direct your staff and faculty to make every effort to abide by
them,

The Department of Health, Education, and Welfare stands ready to
assist in every way possible so that all institutions of higher education
will be able to meet the requirements of the Executive Order and other
Federal requirements regarding nondiscriminatory treatment.

Additional copies 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.
iy, G e
/ /’7L’_ -
J. Stanleybyottinger
Director, Officé for Civil Righfs

.

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
suspended in whole or in part and the contractor may be declared in=
eligible for further Government contracts.

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

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

Regulations of the Department 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 Exccutive 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 guldance 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 term 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 and
supplements 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
conitractor’s work force and employment practices, steps to be taken
to improve recruitment, hiring, and promotion of minority persons and
women, and other specific procedures to assure equal employment
opportunity.

Revised Order No. 4 and Public Institutions

While all contractors, both public and private, are required to
implement an affirmative action program, at present the basic re-
quirement of Revised Order No. 4 that a contractor maintain a written
affirmative action plan is not applicable to public institutions
(those under state or local control) (see 41 CFR 60-1.5(a) (4)).

Public institutions are nevertheless required to take action to ensure
nondiscrimination and to comply with the Executive Order and regula-
tions other than Order No. 4. In our judgment, a public 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 revigw identifies (41 CFR 60-1.20) . 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
comnmitments required as a matter of regulation of non-public institu-

tions (41 CFR 60-2.11).

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

Nondiscrimination and Affirmative Action in the Executive Order

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

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

Affirmative action requires the contractor to do more than ensure
employment neutrality with regard to race, color, religion, sex, and
national origin. As the phrase implies, affirmative action requires the
emplover to make additional efforts to recruit, employ and promote
qualified members of groups formerly excluded, even if that exclusion
cannot be traced to particular discriminatory actions on the part of

the employer. The premise of the affirmative action concept of the
Executive Order is that unless positive action is undertaken to overcome
the effects of systemic institutional forms of exclusion and discrimination,
a benign neutrality in employment practices will tend to perpetuate the
status quo ante indefinitely.

Who is Protected by the Executive Order

The nondiscrimination requirements of the Executive Order apply to
all persons, whether or not the individual is a member of a conven-
tionally defined ‘‘minority group.’’ In other words, no person may be
denied employment or related benefits on grounds of his or her race,
color, religion, sex, or national origin.

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

Goals and Timetables

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

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

The achievement of goals is not the sole measurement of a con-
tractor’s compliance, but represents a primary threshhold for de-
termining a contractor’s level of performance and whether an issue
of compliance exists. If the contractor falls short of its goals
at the end of the period it-has set, that failure in itself does not
require a conclusion of noncompliance. It does, however, require a
determination by the contractor as to why the failure occurred. If
the goals were not met because the number of employment openings was
inaccurately estimated, or because of changed employment market
conditions or the unavailability of women and minorities 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.

I1. PERSONNEL POLICIES AND PRACTICES

An employer must establish in reasonable detail and make
available upon request the standards and procedures which govern all
employmaent 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 stzndards and criteria are valid predictors
of job performancz, 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 apnears to have operated to
deny equality of opportunity, however, it :ust be subjected to
rigorous examination and its discriminatory effects eliminated.
There are real and proper .limits on the extent to which criteria for
academic employment can be explicitly articulated; however, the
absence of any articulation of.such eriteria provides opportunities
for arbitrary and discriminatory employment decisions.




Recruitment
SR tlent

Recruitment 1s the process by which an institution or department
within an institution develops an applicant pool from which hiring
decisions are made. Recruitment may be an active process, in which
the institution seeks to communicate its employment needs to candi-
dates through advertisement, word-of-mouth notification to graduate
schools or other training programs, disciplinary conventions or job
registers. Recruitment may also be the passive function of including
in the applicant pool those persons who on their own initiative or by
unsolicited recommendation apply to the institution for a position,

In both academic and nonacademic areas, universities must re-
cruit women and minority persons as actively as they have recruited
white males. Sone universities, for example, have tended to recruit
heavily at institutions graduating exclusively or predominantly
non-ninority males, and have failled to advertise in media which would
reach the minority and female communities, or have relied upon personal
contacts and friendships which have had the effect of excluding from
consideration women and minority group persons.

In the academic area, the informality of word-of-mouth recruiting
and 1ts reliance on factors outside the knowledge or control of the
university makes this method particularly Susceptible to abuse. In
addition, since women and minorities are often not in word-of =mouth
channels of recruitment, their candidacies may not be advanced with the
same frequency or strength of endorsement as they merit, and as their
vhite male colleagues receive.

The university contractor must examine the recruitment activities
and policies of each unit responsible for recruiting. Where such an
examination reveals a significantly lower representation of women or
minorities in the university’s applicant pool than would reasonably be
expected frgg their avallability in the work force, the contractor must
modify or supplement its fecruiting policles by vigorous and systematic
efforts to locate and encourage the candidacy of qualified women and
minorities. Where policies have the effect of excluding qualified
women or minorities, and where their effects cannot be mitigated by the
implementation of additional policies, such policies must be eliminated.

An expanded search network should include not only the traditional
avenues through which promising candidates have been located (e.g., In
the case of academic eppointments, direct letiers to graduate depart-
ments, or in the case of nenacademic appointments, advertising in com-
munity newspapers). In addition, to the extent that it is necessary to
overcome underutilization, the university should search in areas and
channels previously unexplored.

Certain organizations such as those mentioned in Revised Order
No. % may be pPrepared to refer women and minority applicants., For
faculty and administrative appointments, disciplinary and professional
agsoclations, including committees and caucus groups,’ should be con-
tacted and their facilities for employee location and referral used.




=6 =

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

a. advertisements in appropriate professional journals and job
registries; :

unsolicited applications or inquiries;

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

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

professicnal women and minorities working at independent
research institutions and libraries;

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

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

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

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

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

vy

It chould be noted that a contractor is required to make explicit i
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 1ocat§gbcndidatcs 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
‘ 1 members women znd 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 so-called ‘‘ralding’’ 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 cpportunity 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 cpportunities, 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 institutien.

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 recrultment, the process of selection from that pool must also
carefully follow procedures designed to ensure nondiscrimination. In
all cases, standards and criteria for erployment 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 Imstructor rather than the
rank of Assistant Professor three times more often than men with
identical qualifications. Where there is no valid basis for such
differentlial 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 conmunity.

Institutional policles 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 thelr race
or sex for future faculty positions, 1f 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’” or ¢‘preferential treatment’’ which leads to the selec-
tion of unqualified persons over qualified ones. Indeed, to take such -
action on grounds of race, ethnicity, sex or religion constitutes dis-
crimination in violation of the Executive Order.

It should also be pointed out that nothing in the Executive Order
requires or permits a contractor to fire, demote or displace persons on
grounds of race, color, sex, religion, or national origin in order 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 promoticn 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-
‘tute a violation of the Executive -Order and other Federal laws.

Anti-nepotism Policies

Policies or practices which prohibit or limit the simultaneous
employment of two members of the same family and which have an adverse
impact upon one sex or the other are in violation of the Executive
Order. For example, because men have tfaditionally 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 en institution’s regulations against the simultaneous en-
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 avallable 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 1is discriminatory and is prohibited under the
Executive Order. Institutional regulations which set reasonable
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Testrictions on an individual’s capacity to function as judge or advo-
cate in specific situations involving a member of his or her immediate
"’] family are permissible where they do not have the effect of denying

- equal employment opportunity to one sex over the other,*

Placément, Job Classification, and Assignment

' A contractor must examine carefully its job category assignments
. . and treatment of individuals within a single job classification. Ex-

1 perience shows that individuals of one sex or race frequently tend to
_~“ be “‘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 be
: lower paid, and have less opportunity for advancement than those to
l which non-minority males are assigned.

——

} Where there are no valid or substantial differences in duties or

i . qualifications between different job classifications, and where persons

! in the classifications are segregated by race, color, religion, sex, or

*} national origin, those separate classifications must be eliminated or merged.
i For example, where male administrative aides and female administrative

] assistants 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 valid

distinctions, the separate classifications must be eliminated or nerged.

classified as ¢‘research associates,’’ ‘‘lecturers’’ or similar cate~-
gories of employment which do not carry with them the benefits and
protections of regular academic appointment, and from which promotion

is rare, while men with the same qualifications are appointed to regular

“] In academic employment, minorities and women have sometimes been
{ faculty positions. Such sex- or ninority-segregated classification is

= discriminatory and must be eliminated. In addition, appropriate
‘_:] remedies must be afforded. those persons previously assigned to such
| classifications,

-7 Training

To eliminate discrimination and assure equal opportunity in
g promotion, an employer should initiate necessary remedial, job training
. and work study programs aimed at upgrading specific skills. This is
generally applicable in the case of nonacademic employees, but may
also be relevant in the case of academic employees as, for example, in
providing opportunities to participate in research projects, or to

': *For an indication of what should constitute ‘‘reasonable restriction,’’

=4 sce the policy statement of the American Association of University
Professors on ‘‘Faculty Appointment and Famlily Ralationship,’® which

! suggests that ‘‘faculty members should neither initiate or participate

in Institutional decisions involving a direct benefit (initial appoint-

ment, retention, promotion, salary, leave of absence, etc.) to members

of 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
Jadders 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
reascnably 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 acticn 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 tcrmination,'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
senfority 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 opportunitie$ 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 or
faculty clubs have sometimes restricted their services to men only.
Where such services are a part of the ordinary benefits of emp loy~
ment for certain classifications of employees, no members of such
classifications can be denied them on the basis of race, color,
national origin, sex, or religion.

SRR

Rights and Benefits—Salary

The Executive Order requires that universities adhere carefully
to the concept of equal pay for equal work.

b3 d

In many situations persons who hold the same or equivalent
positions, with the same or equivalent qualifications, are not paid
similar salaries, end disparities sre identifiable along lines of
race, color, national origin, sex, or religion,

LI 1

An iInstitution should set forth with reasonable particularity
criteria for determining salary for each job classification and within
each job classification. These ecriteria should be made available to
all present and potential employees. ]

L

The question 1s often raised as to whether a person who applies
for a position within a given job classification may be given a higher
or lower rate-of pay at entry based upon his or her Pay in another
position, or upon market factors defined outside the context of the
institution’s determination of rates of pay. Where reference to exter-
nal market factors results in a disparate effect upon women or minority
group persons, a reference to those rates of pay is prohibited. TFor
example, if a minority or female applicant applies for a position as an
Assistant Professor, and the salary-range of those entering that
position 1s from $10,000 to $12,000, the fact that the applicant’s former
position paid only $8,000 cannot be used .to deny him or her the minfmum
pay for the new position, when nen-minority men in a comparable situation
are given an entry salary at or above the minimum stipulated area. 1In
this example, the applicant’s level of pay must be determined on the
basis of capability and record of performance, not former salary.

e

£

Ly

L

Back Pay

Back pay awards are authorized and widely used as a remedy under
Title VII of the Civil Rights Act of 1964, the Equal Pay Act, and the
National Labor Relations Act. Universities, like other employers, are
subject to the provisions of these statutes,

[

This means that evidence of discrimination that would require back
pay as a remedy willl be referred to the appropriate.Federal enforcement
agency 1if the Office for Civil Rights 1s not able to negotiate a volun~
tary settlement with a university. At the direction of the Department
of Labor, the Office for Civil Rights will continue to pursue back pay
settlements only in cases involving employees who, while protected by
the Executive Order, were not protected by the three statutes mentioned
above 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. l

Leave Policies

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

Employment Policies Relating to Pregnancy and Childbirth l

41 CFR 60-20 (Sex Discrimination Guidelines) (Tab D) provides that
¢¢women shall not be penalized in their conditions of employment because
they require time away from work on account of childbearing.’’ Pregnancy l
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 l
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 l
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
neverthelees be considered as a justification for a leave of absence for a i
female employee for a reasonable length of time.

B. Mandatory period of leave: Any pelicy requiring a mandatory leave )
of absence vioiates the Executive Order unless it 1s based on individual
medical or job characteristics. In such cases the employer must clearly
demonstrate an overriding need based on medical safety or ‘‘business
necegsity,’? i.e., that the successful performance of the position or job s
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 i
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. * , l

(e g};gibility for and conditions of return: Following the end of
Jeave 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. Other conditicns of leave: Department of Labor guidelines pro=- i
vide that the conditions related to pregnancy leave, i,e., salary, accrual
of seniority a=nd other benefits, reinstatement rights, etc., must be in
accordance with the employer’s general leave policy.. ‘

On April 5, 1972, the Equni Employment Opportunity Commission, under |
T4{tle VII of the Civil Rights Act of 1964, Issued revised guidelines on i
cex diserinmination, 37 Fed. Reg. 6835, which differ substantially from the H
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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 i1s so considered. Nor should such leave time be subtracted from a
stated term of appointment, or serve as a basis for nonrenewal of contract.

Fringe Benefits

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

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

women.

Where an employer conditions benefits available to employees and
their spouses and families on whether the employee is the ¢‘head of the
household’’ or ‘‘principal wage-earner’’ in the family unit, such bene-
fits cannot be made available only to male employees and their families.
The employer also must not presume that a married man is the ‘‘head of
the household’’ or ‘‘principal wage earner’’; this is a matter which
nust 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 Diserimination Guide-
lines provide that benefits must be equal for both sexes, or 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 Execcutive 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 CFR 60-2,24 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-=
grans 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. A -

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 sgainst a charge of sex discrimination that I
the cost of such benefit is greater for one sex than for the other,

TR
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IIT. 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
Vritten statement 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 i1s essen-
tial to their understanding, cooperation and compliance. All persons
responsible for personnel decisions must know what “the law requires,
what the institution’s policy is, and how to interpret the policy and
implement the program within the area of their responsibility. Formal
and informal external dissemination of the policy is necessary to inform
and secure the cooperation of organizations within the community, in=
cluding civil rights groups, professional associlations, women’s groups,

and various sources of referral within the recruitment area of the
institution. 5

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

3. Responsibility for implementation: An administrative proce-
dure must be set up to organize and monitor the affirmative action program.
41 CFR 60-2.22 provides that an executive of the contractor should be
appointed as director of EEO programs, and that he or she should be
given ¢‘the necessary top management support and staffing to execute
the assigmnment.’’ (Sea the remainder of section 2.22 for details of the
responsibilities of the Equal Fmployment Opportunity Officer.) This should be
a person knowledpeable 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 he accorded the
position to ensure the proper implementation of the nropram,

In several institutions the EEO officer has been assisted by one or
more tesk forces composed in substantial part of women and minority per®
sons, This has usually facilitated the task of the EF0 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 nost 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
jnstitution according to the nature of the goals and programs estab-
1ished, but all should be sufficiently organized to provide a ready
indication of whether or not the program is succeeding, and particularly
whether or not good faith efforts have been made to ensure fair treat-
ment of women and minority group persons before and during employment.
Reporting systems should include a method of evaluating applicant flow;
referral and hiring rate; and an application retention system to allow
the development of an inventory of available skills.

At least once annually the institution must prepare a formal
report to OCR on the results of its affirmative action compliance pro-
gram, The evaluation necessary to prepare such a report will serve as
a basis for updating the program, taking into consideration changes in
the institution’s work force (e.g., expansilon, 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. Publi
with 41 CFR

on of affirmative action programs: In accordance
(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 enzble such employees to know of and avall themselves of its
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henciitesrithe 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
Froedom of Information Act, 5 U.S.C. 552. Subject to certain exemp=
t{on:, disclosure ordinarily will include broad utilization analyses,
proposed remedial steps, goals and timetables, policies on recruit-
went, hiring, promotion, termination, grievance procedures and other
1t flrmative measures to be taken. Other types of documents which
st be released by the Government upon a request for disclosure in-

¢lule’ the contractor’s validation studies of tests and other preem-

ployment selection methods.

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

7. Developing a plan: The Office for Civil Rights recognizes that
in an institution of higher education, and particularly in the
academic staff, responsibility for matters concerning personnel de=
cisions is diffused among many persons at a number of different levels.
The success of a university’s affirmative action program may be de-
pendent in large part upon the willingness and abllity 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 avallability, 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 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 Europe in any
review of the varying manifestations of movements toward
increasing educational opportunity. Until quite. tly,
the European postsecondary system has bcg?f;c' ed as
exceedingly rigid, yet the following statements, taken 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 population . . . .

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
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WOMEN WANT EQUALITY
IN HIGHER EDUCATION

K. Patricia Cross
see p.5 Q = g ]




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, the relaxation
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 1960s. 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.

THE BRITISH COMMONWEALTH

Excellent examples of democratization=ef” ~
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 angd 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 1800s, 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 (CAATSs) 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

Because the countries of this section of the wor,
at such different stages of economic and
development, they also differ widely in their ablfx

support postsecondary education, their needs for tmme

manpower, and the degree of social demand for further
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-

Higher education in Latin Amerigan—c qqtries‘( is

comprised primarily of traditional universities;
and national, which are only moderately op;:g,m:e
has been no marked move toward democratization. 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

ith private

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 Cénter for
R h and Devel in Higher E ion for five
years before resigning in July 1972 to give more time to

h and hing. He is a h ed 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 2 woman want?*
—SIGMUND FREUD

o

WOMEN WANT EQUALITY IN HIGHER
EDUCATION

’I:)day, 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 basis
of 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 the
public community colleges. It is paradoxical that the
greatest imbalances should exist in the most selective and
the 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
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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 ceiling on
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 answered
and which I have not yet been able to answer, despite my thirty
years of research into the feminine soul, is ‘What does a woman
want?’ [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 discrimindtion 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 rejection 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
29p of the accept: 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?"
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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 se gment
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 1i; statistics for
undergraduates and graduate students be examined
year-by-year to disclose intentional and unintentional
discriminatory practices.

That fact-finding committees 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 1 of the instij 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 whimper.

This is an abbreviated version of a paper presented for the
A i Council on Edi The full length article will appear
in a book entitled, Women in Higher Education, to be published by
the ACE in Spring 1973.

i
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fpril 4, 1973

™ Dr. Camevon West
FROM: Clauston Jenking

Attached 1s the response for NCSU to your requast for information related to
ﬂnui"ma!orlh-m'hl. .
‘w.un-huumuummuqmunmmum "
 on the masnitude of the propram vhen Lt.was available, t!yubmqmm,tm h
contact me.
ot Ciancsllor Caldwell
Provest Zelly

VAT '_
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EAST CAROLINA UNIVERSITY

GREENVILLE, N. C. 27834

OFFICE OF THE PROVOST January 30, 1973

Dr. Clauston L. Jenkins, Jr.

Co-Ordinator of Institutional
Studies and Plamning

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,

)y ,
(,[ko.&ih Y Clainsn
Charles P. Cullop

Equal Opportunities Employment Officer
CPC/1o

Equal Opportunities Employer

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

GREENVILLE, N. C. 27834

OFFICE OF THE PROVOST January 30, 1973

./

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. W ﬂ/

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 Calloway and several of his h(
associates at the Persomnel Office and found their information and advice

to be helpful.

All in all, I believe my trip to Raleigh will be quite profitable in I

attacking the equal opportunity problem at East Carolina University.
Sincerely,
! V7 (Cnen

Charles P. Cullop
Equal Opportunities Employment Officer

CPC/1o0

Equal Opportunities Employer

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




November 27, 1972

Chancellor John T. Caldwell
Holladay Hall
Campus

Dear Chancellor Caldwell:

I have presented to the Good Neighbor Council an oral summary of the

Department of Health, Education and Welfare report concerning its com-

1{ance 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 convey to you both our willingness and our de-

sire to help 1n any way possible in the formulation of an affirmative He
action plan. <47

The October 1971 report from the Council entitled Racism in %glomnt

a - Pa and P ts points especiall rgets of op-

po an n or upward mobility for black 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.

1 am well aware of the personal commitments of both you and Provost

Kelly to the attainment of equality on our campus and I sincerely hope

m wu'l receive the cooperation of the university community in these
orts.

Sincerely,

Charles F. Murphy, Chairman
University Good Neighbor Council

CFM:1dc
cc: Provost Kelly




Box 5335 Zre 27607

THE GRADUATE SCHOOL

October 24, 1972 2
3 ’,J
Memorandum to: Provost Harry Kelly
w @xﬁw
From: Walter J.\Yeterson
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 hf/yj
the services of a Committee appointed last year at Chancellor
Caldwell's request. (My letter of November 16, 1971 attached.)

This Committee worked most diligently all last year and q{ﬁé’
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.

WIP:jt
(Enclosure)

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 O. Lammi
Professor R, R, Wilkinsan
(Administrative Board Liaison) et
Dr. Carl Zorowski
(Administrative Board Liaison)
(To be named) (Representative of
Graduate Student Association)

[ From: Walter PQerson
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 4 would like to attend the first
meeting of the Committee to explain and round out other charges
to the Committee.

WIP:jt

cc: Dr. Earl Droessler




November 21, 1972

MEMORANDUM
TO: N. N. Winstead
FROM: Harry C. Kelly, Provost

The first page of the computer printout of
"pata for Affirmative Action Planning” is of the academic
employees of the Library. The Library reports directly
to us. If I interpret this first page correqtly. there
is not a single Black in the Library among the academic
employees, Is this true? If so, what Affirmative Action

are we takiné?

HCK:g99






October 5, 1972

MEMORANDUM /]A/)

TO: Dean Walter J. Peterson
FROM: Harry C. Kelly, Provost V‘ﬂ
SUBJECT: Miniority Affairs at NCSU

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 pre-
fer to let the Good Neighbor Council serve the function
as it has done in the past, Most of the specific prob- T
lems you cite should probably be dealt with by the admini-
strators involved. I bhave asked Dr, Clauston Jenkins, who
spends a great deal of his time on related activities, to
£ill you in on some of the details of our actions so far.
He'll call you next week.

|

HCK:CJ3:q93 s |
ge: Dr. Clauston Jenkins

i




October 4, 1972

MEMORANDUM

TO: Dr. Kelly

FROM: Clauston Jenkins <l2§;r
After rereading Dean Peterson's memo to you, I think

it would be more direct to respond as follows:
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

A S R B T S

of the details, He'll call you next week.

CJ:1c

Attachment




Box 5335 Zre 27607

NORTH CAROLINA

STATE UNIVERSITY | AT RALEIGH

THE GRADUATE SCHOOL

September 28, 1972

Memorandum to: Vice-Chancellor Kelly

From: Walter Jx 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) Temination 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.

WIP:jt



October 5, 1972

MEMORANDUM
TO: Dean Walter J. Peterson

AT SIGNED 57
FROM: Harry C. Kelly, Provost HARRY C.RELLY

BUBJECT: Miniority Affairs at NCSU

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 pre-
fer to let the Good Neighbor Council serve the function
as it has done in the past. Most of the specific prob-
lems you cite should probably be dealt with by the admini-
‘ltuton involved. I have asked Dr. Clauston Jenkins, who
spends a great deal of his time on related activities, to
fil]. you in on some of the details of our actions so far.

He'll call you next week.

HCK:CJ:q3

cc: ./ Dr. Clauston Jenkins




NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH :

THE GRADUATE SCHOOL
Box 5335 Zir 27607

September 28, 1972

Memorandum to: Vice-Chancellor Kelly

From: Walter Jx 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) Te mination 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 t¢ Jdeal both with the problems of minorities
(equal opportunity) on our campus as well "equal opportunities"
for women. B

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




I.—NCSRTH CAROLINA STATE UNIVERSITY | AT RALEIGIT

THE GRADUATE SCHOOL
Box 5335 Zre 27607

October 24, 1972

Memorandum to: Pmovost Harry Relly

walt \ (e

From: - 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. (My 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.

WIP:jt
(Enclosure)

ce: 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
g .Dr. Robert Work
‘ Dr. Robert G. Carson
Dr. Ralph Greenlaw
Dr. Joe 0. Lammi
Professor R. R. Wilkinsan
‘(Administrative Board Liaison)
Dr. Carl Zorowski
(Administrative Board Liaison)
(To be named) (Representative of
Graduate Student Association)

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.

Administrative Board of the Graduate School.

I } I might observe that appointments to this Committee were
made after consultation with School deans and members of the

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.

WIP: jt

cc: Dr. Earl Droessler
Mr. A. J. Lone







To: Hach Winstead

From: Clauston Jenkins

It 49 just a matter of time before we have to develop an affirmative
action plan, I think we had assumed (add I had t:og) that I would whip
one up, have it reviewed by the Good Neighbor Council, and send it im.
Because of the timing of the Self Study and Covernment Commission, I
won't have th; time this Fall to do an adequate job. Upon reflection
my original conception was flawed in its lack of involvement of faculty
and staff, Thus I would suggest that we establish an ad hoc committee
for affirmative actio;t planning charged with the responsibility of
writing a plan to be reviewed by the Good Neighbor Council, the Semate
and the Administration., I would suggest the following membership:

Jasper Memory, Chairman
Phyllis Bradbury

Cy KRing

Odell Uzzell

Bill Calloway
1 8PA female

1 SPA black

"I would be glad to work with the committee in any way I could,
The Committee should begin work in the fall in order to develop
background knowledge. It should report directly to the Chancellor.

7/10/72
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A Plan for Positive Action to Insure Equal Employment Opportunity
At North Carolina State University

SUDARY

The gqual employment opportunity plan for North Carolina State is designed
to attack the substance of the problem at our 'miversity--lack of minority
faeulty and lack of minorfty find female gfaduste students, The plan attempts
to use existing administrative structure bacause it is our judgment that an
additional structure would diffuse responsibility, We believe that we have a
sound mechanism for insuring equal employment opportunity through the officers
of the university and existing committees such as the Good Neighbor Council,
Our goal has been to deal with the substance of the problem rather than the
form of praviously improved plans. We have kept foremost in our miud 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 human fictors rather than on man-made governmental processes.
While we are concerned about our deficiencies in some areas, we have not promised
immediate correction because we recognize that such change would be practically
impossible within the current manpower and fiscal resources available. We have
promised no roses;But like Candide we have hegun to cultivate our garden.

Ll WV




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

Faculty and Professional Employees
ASSUMPTIONS AND CONDITIONS

Two assumptions underlie N, C. State's plan of positive action to
insure equal employment opportunity. First, the basis of employment and
promotion of faculty and other professional personnel is and shall be good
faith assessment of personal merit., Second, it is our intention to dew
and maintain a plan of action that will insure that discrimination dou’
occur against or for any minority or female. In short we aim at the p“ cise
conditions of equal opportunity. Both of these assumptions are contained
in a statement of university policy by President Fiiday which was distri-
buted to all NCSU persomnmel, Q
Two significant limiting conditions should also be noted before pro-

ceding. First, the 1971 General Assembly of W. C, enacted a budget and
laws that severely and unexpectedly limit the flexibility of this .

An increase in student-faculty ratio, an 89% non-resident tuition increase

over a two year period, and the elimination on non-resident tuition wai
for graduate assistants mean that the faculty size may actually decrease
from 1971 to 1973. The possible effect of this situation may be that
not even rcpheoAfmlty who resign or retire., In addition we may not be
73 ,m,;&;a 9 e

able to promote faculty)as vapidly as in the past. Time will reveal the
actual impact of these changes, but the university wishes to make its
potential probléms clear., We are cautious in this plan because we do not

wish to promise what we camot in fact do.




Second;, a speclal fall session of the 1971 General Asgembly will consider

the reorgantsation of higher edugGeion in M. C. It is podiible that o new

system of higher education will emerge. Within a new syst:an;J ﬂ;/;llny 'Html
policles will be changed(that it would be folly to n.mlaé‘gﬁiihis m@
For this veason it does not seem prudent to propose such changes as new position
categories or new organization structures.

ANALYSIS

We shall procead 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 persomnel shows that we need considerably
more minority members of the faculty and a slightly larger segment of females.
Although we acknowledge that we must make efforts to correct these conditionms,
we believe that four factors help explain étuf i;ucdth:rasmt situation.
These factors are our programs, our past hut;y;n:m all male institution,
our prestige as an university, and the preferences of potential faculty for
certain geographic areas,

The major programs of N, C, State are described by gur 8 Schools:
Agriculture and Life Sclences, Design, Education, Engineering, Forest Resources,
Iiberal Arts, Physical and Mathematical Sciences, and Textiles. Our program in
education is limited to the following fields: adult education, agricultural
education, guldance and persomnel services, mathematics and séien~e education,
and industrial technical education. In additioncwe prepare secondary school
teachers in varlous academic fields, but we do not offer elementary education or
educational administration. Except for the l1ife selences and the liberal arts,

our majors are professional, technological, or rtuufu. Many of our programs

SCJ-J%L—




attract few women and it also appears that blacks are not especially interested
in agriculture, engineering, or the physical sciences. A check of intitutional
data for mﬂ:nticauns degrees awarded in 1968-69 (OE-54013-69 Part 13) reveals
\hae swh 21e1ds a¢ tauteserieg, SeRiin, forestry, textiles, chemistry, and
physics had relatively few baccalaureate graduates from predominantly black
institutions. Since few students receive bachelor's degrees in these fields,
the number of potential minority graduate students is limited and thus it follows

significantly less. Our experience in rvecruitment efforts has confirmed this
|‘|
—/ probiém, our department head observed, "I know of only dﬁ)o: three black foresters

lj\ that the number of potential faculty, e, vecipients of doctorates, would be

in the entire country." Another department head noted, "I have yet to meet a
graduate black geologlst, meterologist, or physical oceanographer; thus,,I am

Jmt 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 many of the programs
we offer. For this reason we have concluded that our emergidh can be most

ijroﬂnbly diroeudj towards the recruitment of additional black graduate students.
The situation for females parallels that for minorities except that we have
y more accurate data. Assuming that the doctorate is the basic qualification for
faculty membership in most instances, we can determine the percentage of females
receiving doctorates in 1968-39, the Bést year for which complete data is available.
These women would represent the pool of potential new faculty, but one should
mgahc‘:htzb.-uoo!ﬂnpwlumrmtnguchmmmehmm‘:
the availability of female PhD's was not as good as it is today. The table below
lists the percentage of female doctorate reciplents for the programs offered by

M. C. State. &u%% A P
’ Discipline w7
Agronomy, Field Crops 00632 6%

Animal Seience 0393 3% o,




Diseipline
Wildlife Management
Food Science
Borticulture
Poultry Bcience
Soil Science
Botany
Zoology
Biochemistry
Entomology
Genetics
Plant Pathology
Microbiology
Physiology
Agriculture Economics
Agriculture-Total
Architecture (M.A. degree)
-Design-Total-
Recreation
Agricultural Education
Industrial Avts (2 Fields)
Adult Education
Counseling & Guidance

—idatianTosal
Agricultural Engineering
Chemical Ergineering
Civil Engineering
Electrical Engineering
Engineering Mechanics

Percentage Women PhD's 1968-69

0

03797
«01587
+12000
.0

+13253
+16129
«17834
04444
«13725
«04301

Wi
.06390

«0
.0
+01265
+14062
«17705
- 22952
«02222
+00733
0

.0



Percentage Women PhD's 1968-69
Industrial Engfneering 0
Mechanical Engineering .0
Metallurgical Engineering
Nuclear Engineering
~Engineering-Total-
English & Speech
Foreign languages-total +34000

Philosophy & Religion .09000

Economics .06782
History 13317
st i, 2
Sociology & Anthropology «20983
Idberal-Avts=-Total

Math

Statistics

Chemistry

Computer Science

Physics

Geology
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This evidence suggests the number of women faculty at N. C, SBtate could

be expected to be significantly less than the mumber at a diffevent type
of university, Vor this reason we do not conclude that we have a need for
a large addition 6f females to our faculty. We do, however, recognize some
need for additional women faculty in particular fields.
The past history of N. C, State is a factor which accouats for the <on
small nunber of women in the upper ranks of the faculty. DMore ap.ciﬂcally,k ", .‘_'

until the middle 50's N. C. State Wwas (\oiclusivoly’u male ingtitution. Only , ; o0 i

since the middla 60's has the female enrollment been above 10% as the data

below illustrate: P ,(,‘:.J.},
IEAR TOTAL ENROLIMENT WOMEN ~ __PERCENTAGE WOMEN

1957-58 5766 109 2%

1960-61 6510 186 3%

1963-64 7451 308 4%

1966-67 11203 1009 9%

1970-71 13340 2417 18%

Since the number of women in the student body has been growing rapidly
only during the past 5 years; it is only natural to expect the faculty to
beginteo reflect an awareness of the possibilities for atneed of additional
women teachers. As a result more women are in lower vanks because they
have not been here long enough to earn tenure. We do not plan to match our
percentage of female students with our percentage of female faculty. We
probably could not schieve such an aim because of our program emphaeés.
mndomoihoudum.ﬂumhn of women to advance
into the tenured ranks of faculty. It s our judgment that considerably
more women will be given temure during the next 5 years. By that time many
will have been hare long®nrough to be considered for promotion, provided,




of course, that our budgetary situation allows us the flexibility of
promoting anyone.

The thirdifactor which influences our success in adding minority and
female faculty and professional staff is the prestige of N. C. State.
Although in many tields there 1s a surplus of potential faculty, the
surplus does not extend to minorities such as blacks. No matter what the
fleld, the black with a PhD is in high demand and can often demand higher
salary., In such a competitive situation prestige of the institution plays
an important role as Caplow and McGee have documented in The Academic
Marketplace. Thus, for example, MIT, Cal Tech, or even Ceorgia Tech have
an advantage over us when competing for emgincers. With a limited mmber
of candidates, the lower prestige campuses often get no one, no matter what
salary is offered. It is unlikely that the prestige of North Carolina State
will fncrease dramatically over the next few years, For thie reason we
believe the solution lies in ewpanding the supply of faculty by increasing
minority enrollment in graduate programs.

The prestige factor also influences the employment of women in a some-
what cl.uﬂ.cr way. There are more women doctorates available but the b.:;j.

[ satiricions empley the best qualified ones. In the prevailing condittons.,
of abundance of white male candidates lower prestige universities are thus
often faced with a cholce of several well qualified men and one fairly well
qualified woman., All institutions, naturally want the best faculty possible
and on the basis of good faith assessment of personal merit would be likely
to select one of the men, Although the selection appears to be discrimina-

tory, it is not in fact. On the other hand, selection of the female would

be diserimination in favor of sex, something which no ome has yet showm to
be a legitimate aim of pubiiz policy.
Prestige may also operate against us in another way in the future. As




As we attract more minority and femsle faculty we may find that once
they begin to establish themselves in theilr field, they can be lured
avay by more prestiglous institutions. Thus, institutions like N. C. State
may end up with a constant turnover and few minorities and females who
remain long enough to earn temure. Until the supply of potentizl faculty
increasses, this kind of rapid change may be a problem.

The fourth factor to be considered is the preference of individuals for
certain geographic aveas. As a southern institution N. C, State may not be
appealing to minorities beacuse of conditions outside the campus, As has been
noted numerous times vacently, the university tamnot or has not solved society's
problems. This university supports improvement of relations and the end of
diserimination but the task Ls not completa., The choice of the place to begin
both a career and gemerally an adult life 1s largely personal., We cannot
measure the effact of our southern location and we cannot change our location
either. We merely suggest that our location is a factor in our ability to
ateract minority faculty and professional persomnel.

A PIAN

To insure equal employment opportunity for faculty and professionil
employees N, C, State University proposes a two part plan of affirmative action.
The first part concerns the creation of the new po2ition and the rcspomsibilities
of that position. The macond part is a list of other actions that will be taken
to insure equal employment opportunity.

Beginning with the £irst semester of academic year 1971-72 NCSU proposes
to create the position, Assistant to the Provost for Equal Employment Opportunity.
For the firat year the position will be half time and the individual will either
be a black or a female, The responsibilities of this Assistant to the Provest
will be as follows:




Review university policies and provide quidance on
formulation of new policies related to discrimination
and equal opportunity;
Identify prospective minority graduate students and faculty
menbers and work with department heads in identifying new
sources for recrultment;
Chair a comnmittee of faculty from NCSU and neighboring
black institutions that will be charged with ddéntifying
hieas for:impréved cooperation and sharing of resources
among the institutions;
Serve on the Cood Neighbor Council;
Develop a system of veports that will insure periodic
review of progress and patterns in providing equal opportunity
at N, C, State.
It 1s our judgment that an effective individual in this position can do
more to insure gqual opportunity among faculty and professional employees than

a more detailed, elaborate plan, Our reasons for this conclusion are as follows:

First, the Provost interviews all prospective faculty who visit the campus and
veviews every academic appointment before it is approved. Thus, trends or
{ubalances or missed opportunities can be spotted immediately, Second, the
Provost has the responsibility for allocation of positfans and of salary increase
funds, thus he 1s in a good position to correct inequities. Third, the Provost
reviews salary increases and promotions, thus potential problems can be resolved
before they materialize, Fourth, assignment to the staff of the Provost is

cleay indication to the university commmity that we are concerned about providing
equal opportunity. Fifth, with the limited responsibilities mentioned above




the Assistant to the Provost for Equal Buployment Opportunity will be able to make i:u=
impact at the most significant points according to our own analysis of our needse-
more minority faculty and additional minority and female graduate studente in our .
programs, BSixth, through service with the Provost the Assistant to the Provost

will be able To have a top level imput into the reviesion of current policy and
formulation of new policy affecting equal employment opportunity.

The second part of our plan concerns specific actions in addition to those
listed above. First, and most important of all, if budgetdry conditions permit,
the Provost has agread to Mmrify\nb—lmt flvc new faculty positions next year
to be filled only with minorities. Gnch polttim will be assigned to the
departments that hire minority faculty, These minority positions will be added
to vhatever positions might normally be allocated to departments., The Provost

also will eontinue his efforts to insure that equal employment opportunities will
be provided in the hiring of all faculty and professional personnel so that the

special Q’ﬁﬁm would represent a special effort., If the procedure proves

successful the first year, it will be repeated as financlal conditions permit,
Second, the Provost plans, under providing budgetary conditbns permit, to
ey
designate ?m five to ten jgraduate|assidtantships each year for minorities and
females. m.. allocation voul.d be supportive of and in addition to the efforts
of the Assistant to the Provost for Equal Brployment Opportunity to identify

potential minority graduate students.
Third, at each General Faculty Meeting the Chancellor will review our

situation, describa our progress and make appropriate suggestions concerning
insuring equal employment opportunity.

Fourth, the Provest will include a statement about N, C. State University's
equal employment opportunity policy in the next edition of the Faculty Hand-
book which 1s scheduled for the fall of 1971,

L 7\7"‘“'\
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Fifth, School Deans will be asked to insure that all departments discuss
their equal employment situation each semester, The Assistant to the Provost
for Equal Employment Opportunity may provide documentation and background for
such discussions,

8ixth, Department Heads will be responsible for determining that the
university's employment policy is stated in letteis concerning prospective faculty
and in all notices of vacancies.

Seventh, statements about the umiversity's equal employment policy will be
included in future editions of catalogues. The Director of Information
Services will be responsible for this provision of the plan.

Eighth, the Provost will work with the Faculty Semate to insure that
faculty and professional persommel are aware of the faculty grievance procedure

and to insure that grievances #ve handled justly and with dispatch.

Ninth, the role of the Good Neighbor Council will be clarified so that its

role in reviewing equal employment opportunities on this campus will be under-
stood by the university community.




NORTH CAROLINA STATE UNIVERSITY ( AT RALEIGH
OFFICE OF BUSINESS AFFAIRS

DIVISION OF PERSONNEL SERVICES
Box 5067 Zip 27607

Primrose Hall
July 22, 1971

MEMORANDUM
To: Dr. Clauston Jenkins
From: Bill Calloway

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

I'ne University oF Norin CAroLiNa, William Friday, President, comprises: North Caroling State University at Ralei the Ut
North Carolina at Chapel Hill, the University of North Carolina ai Greensboro, and the University of North Caroling a
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TO:
ACTION RE ON ATTACHED
XXX Note and Return

For your information

Please draft reply for my signature
(return attachments)

(need not return) — Please give me your comments
Please 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.

S/ 5 Jurnn of « e [
\\

FROM:




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.

<
Why 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

provide good 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"

sy o\
we wewdd- consider designating a certain number of new positions as being




specifically for blacks and let the departments Q;%é; 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
«improve 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

Establish half time position in Provost's office

Find an individual for the position
Locate an office on 2nd floor Holladay

1)
2)
3)

With these steps we may be able to keep the initiative and reduce the

scope of HEW's general demands.
5 . : Z ' »
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Box 5067 Zie 27607

NORTH CAROLINA STATE UNIVERSITY

Tur Universiry oF Norru Carotina, William Friday, Presid
North Carolina at Chapel Hill, the University of North Carolina

AT RALEIGH

OFFICE OF THE CHANCELLOR

May 6, 1968

Dr. Robert M. Fearn
Department of Economics

A

I ¥alue very much your most thoughtful April 22
memorandum to me with enclosures. At long last I have wif
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 hope to be calling on you for more ideas and
help. Thanks again for your expressions.

,V/,

ohnﬂ'f'/. Caldwell
Chancellor

CC: Provost Harry C. Kelly.”
Dean William L. Turner
Mzl John D, Wright

. comprises

at Greens




NORTH CAROLINA STATE UNIVERSITY | AT RALEIGH

SCHOOL OF AGRICULTURE AND LIFE SCIENCES

DEPARTMENT OF EcoNomics April 22, 1968
Box 5868 Zwr 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 comsiderable
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 assure
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, et al. 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.

Tue Univexsity or Noktn Gakor sy, Wiliame Froday, President comprises. Novth Caraling State University at Raleigh, the University of
North Caroling at Chapel Helt, the Engeersis of Noveh Carolinn wt Grernsbora and the Unieersis ot North Carolina at Charlotie,




Chancellor John T. Caldwell
Page Two
April 22, 1968

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. 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. 1In 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

e
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"problem," we must establish not only a new recruitment net, but also

a credible advancement program to tap the best talent in the Negro
community and to provide incentives for others still engaged in school=-
ing. T suggest that we could with little effort work out recruitment
and informal training programs in many aspects of University employment--
in our clerical activities, in the various communication and control
units, in the physical plant and maintenance units, and in the computer=-
computational units of the University; providing not only "jobs" but
also 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 greater
proficiency. Achievement of greater proficiency should be measured

by centrally administered tests to provide assurance of equal treatment
for individuals and to select the most qualified persons for available
openings. The wage levels could and should include a trainee, trial,
or apprentice level with automatic entry into the next highest wage
level upon demonstration of the requisite skills. It should also
include a rating system to identify those persons qualified to move

up the wage scale. In this manner, incentives can be built into the
system; providing credibility to any recruitment program we establish,
opening up entry level jobs, and assuring that promotion will be

based on ability.

At the moment, I'm afraid that black Raleighites know only too
well that NCSU is old South in its employment practices; that is, that
NCSU recruits its new employees informally largely from the white
community and largely without formal qualifying examinations. Because
of these practices, they understand that there is no room for them at
State except in traditional custodial jobs.

In order to identify our present position and to establish a
credible program (which should also help to lower relative costs), I
recommend the following:

1. A report on racial employment patterns in the University by
School, Department, and other subdivisions along the lines
of the EEOC's EE-01 report.

2. A restructuring of our recruitment and evaluation-wage
system so that more formal evaluation procedures can be
used together with (a) wage levels tied to objective perfor=
mance criteria, (b) a regular file of nonacademic applicants
by skill level without racial identification administered
by the Personnel Office, and (c) a clear policy requiring
the 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 Carolinean specifying NCSU as an equal opportunity
employer would also help.
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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 507 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 NOSU 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 Southside$ 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,
3
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Professor C. Russell Reynolds Mﬂ’
Department of Modern Languages

303 Harrleson Hall

Campus

Dear Professor Reynolds:

Thank you for your good note of April 10, 1968,
regarding liaison with Negro colleges.

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 humber 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 ask us for sug-
gestions for facuity help. Some of our faculty have assisted
with course work on their campuses (e.g., Professor G. A.
Gulletée) .

You may offer your assistance to Dean Joseph Jones of
St. Augustine's or Dr. James E. Cheek of Shaw University.

Sincerely,

John T. Caldwell
Chancellor
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10 April 1968
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February 7, 1973

Possible questions to ask:

1)

2)

3)
4)

5)

What adjustments are being made in your recruiting and record keeping
efforts?

What is the biggest difficulty you have in your Affirmative Action
Planning?

How do you plan to attract more minority and female graduate students?

How do you plan to improve the situation in relation to minority and
female SPAs who are clustered in low paying classifications?

What can we do to help you in your planning?




February 2, 1973

TO: Dr. Relly
FROM: Clauston Jenkins

As our affirmative sction officer, you will be interested in the progress we have
in the SPA ranks., Comparing the printout for November, 1971, with that of
1973, one can make the analysis on the attached table, It shows that we have
substantial progrese in improving the number of black females employed (+21%)
t we made no progrese in increasing the mumber of black males. In terms of
salary we did improve black males' salaries above the avesage percentage increase,
but we still have a long way to go.

On the attached printout, I have entered in blue ink the number of employees in
in classifications as of November, 1971, in order to give an idea of the change
sensitive areas,




SATECORY

Total BPA employment

Total number of:
White Males
White Females
Black Males
Black Females

Average SPA salary

Average salary:
White Males
White Females
Black Males
Black Females

Hovenber 1971 January 1973 PERCENT CHANGE |

Ho.

1,928

570

333
151
6,646

$8,568
6,350
4,954
4,800

% of total No. % of total

.- 2,036 o= +5%

29%
447
17%

128%
95%
4%
2%




January 31, 1973

As you are aware from ience on the Government Commission
know that our Schools approach things in a variety of ways. In some cases
ttees have been appointed, in others they have not. The list below is as

lete as I am able to furnish, Vhen I know of no committee, I cite the Dean,

F. J. Hassler, Chairman PAMS: Dr. J. D, Memory, Chairman
L. A, Whitford, Becretary Dr. W. E. Robbins
R. W, Gay, Jr. Dr. W, J. Harrington
H. V. Marshall Dr. 8. G. Levine
W. M. Roberts Dr. A, W. Jenkins
Norma Rutherford
Hedwig Triantaphyllou TEXTILES: Dean Chaney
A, M, Witherspoon
: Dean McRinney

TION: Dean Dolce

ENGINEERING: Dr. Carson, Chairman
Department Heads

RESOURCES: Dr. Saylor, Chairman

ARTS: Dr. Uzzell, Chairman
Alopis Chalmers
David Guth
David Hyman
Leslie Mincey

CJl/mg




January 5, 1973

TO: Dr. Al Carnesale
FROM: 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 vain. I have outlined below what I perceive bo be the minimum
basic aspects of an appropriate plan, based on the awareness of the unusual
and arti€icial nature of your "unit."

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

Second, the plan needs a detailed descriptéan of the recruitment
process that will be used in the future including a system for keeping records

of applicants and the reasons why minorities and females are not offered posi-
tions vhyuhbeyhdy dotnsccaptepffeffers. In thie regard it will not be suffi-
cient to note that an individual was not well qualified. Instead we have to
go a step further and explain the reasons for the conclusion about qualifi-
cation, BExtra recruitment efforts should also be precisely spelled out. Some
imaginative approaches can be developed in this area if people put their minds
to the task.

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

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

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

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

CJ/mg




May 11, 1973

MEMORANDUM
TO: Dean Banks Talley

FROM: Clauston Jenkins

Since we have no data about SPA employees I assume that
you will have each of your units complete the personnel in-
ventory forms sent over by UNC in relation to long range plan-
ning in the Student Affairs area (Padilla memo of May 8). I
have no cbjections to the forms, but I'm glad we don't have to

£i11 them out. If I can be offhelp please let me know.

CLJ:vg




April 4, 1973

T0: Dr. Cameron West
FROM: Clauston Jenkins

Attached 1s the response for NCSU to your request for information related to
the HEVW vequest for a desegregation plan.
We have made additions and deletions as necessary and we have furnished information

on the magnitude of the program when Lt was available. If you have any gquestions, plesse ‘
contact me. |
Attachment

CC: Chancellor Caldwell
Provost Kelly



March 29, 1978

T0: Dr. Kelly

FROM: Clauston Jenkins

I added information about retirements and changed goals to include

administrative positions in general as you suggested,

CJl/vg




March 29, 1978

TO: Dr. Kelly

FROM: Clauston Jenkins

T added information about retirements and changed goals to include

administrative positions in general as you suggested.

CJ/mg
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March 22, 1973

MEMORANDUM
TO: Dean C. J. Dolce
FROM: Clauston Jenkins

1 am returning a copy of the School of Education Affirmative
Action plan as I mentioned to you today on the telephone. .I have
written a few comments on this copy. ' You need not worry about minor
changes. In essence I feel thiz plan needs improvement in two areas:

1) There nceds to be more discussion of availability of
fomale and black faculty in velation to Education and
the specific fields emphasized at NCSU. This discussion
would reveal the rationale behind the goals.

2) The plan needs a section describing how it will be

implemented and what procedures will be used to review
and assess progress.

CJ/se

Attachment




February 7, 1973

TO: Dr. Jasper Memory
FROM: Clauston Jenmkins

Overall I think the PAMS Affirmative Action plan covers the points that are
epsential. I like your concept of “excluded groups." DMy suggestions are offered
to flesh out the plan in areas in which I anticipate HEW will be particularly
interested. \

1. 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 pources that will be canvassed, your willing-
ness to consider unsolicited applications and what you mean by
"@etailed récords."

2. You should provide more detail about the salary situation of females
and minorities st 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 197172,

4, You should explain more fully how you will monitor progress in meeting
your goals,

5. You should note that you have corrected all technical deficiencies mentioned
in HEW's letter of September 27 if any apply.

6. You should point out that the small number of SPA employees in PAMS makes
it impractical for the School to provide training programs to help them
advance.

7. You should be more explicit about plans to vecrult excluded groups as
students., The appointment of a comnmittee is not adequate. This should be
a key point in our plan, but we need specifics if we are to convince HEW
that we are serious,

8. It would be useful to add a table showing the present composition by race
and sex and the composition if you reach your goals, Percentages could be
included alse although we may decide to remove them,

Thanks for letting me see this,

CJ/mg




Date
PROVOST'S 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

Bonnie Denkins
Veronica Gooch
Gloria Johnson
Leslie Shelton
Elsie Stephens
Mary Strickland

) o

approved/initialed, please

Return to

Return for filing
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June 24, 1974

MEMORANDUM

TO: Ay, Simpson
Dr. Clark

FROM: N. N. winstead 7 24/

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.

(1) 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



%EQ/XNN%IQJI}ELSAR%EIL}/E RSITY MEDICAL CENTER

550 FIRST AVENUE, NEW YORK, N.Y. 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 York University
Medical Center Affirmative Action Program.

Yours truly,

Cecilia A. Rock
Director, Affirmative Action

CAR:jp

Loy et 7- //'7’72)
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PROVOST'S 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 Gooch S
yvlvia Jamison
Gloria Johnson

Julia 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, Assistant Provost

== semry
SUBJECT : Affirmative Action presentatives

We are requesting that two "at large"
members of the effected classes be appointed to the
Affirmative Action Representative Group. As you
know our Affirmative Action Program is composed of
thirteen units with an Affirmative Action represent-
ative from each. The addition of these two persons
could aid us in our communication and/or reaching our
Affirmative Action Goals.

We are in the process of making plans

for an Affirmative Action Representative meeting to
be held in November.

LMC:sj



October 3, 1974

MEMORANDUM

TO: Dr, James Wilson

Chairman of Faculty Senate

Affirmative Action Rep;;;;;:;zz;ffj:::>

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 1975—1976 will take place during this
acadenmic year, this is a critical year in our Affirmative
Action Program. As you know our Program is composed of
thirteen units with an Affirmative Action representative
from each unit, We feel that it would be appropriate
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.,

If this invitation is accepted would you
kindly forward the name of the senator who is so named.

For the betterment of
Ne Co 5¢ Usoes

Lawrence M. Clark
Rssistant Provost

LMC:87
cc: Provost Winstead




