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* NORTH CAROLINA STATE UNIVERSITY ~_{__Raleigh, N. C.

Orrice oF BusiNess AFFAIRs

1/14/83 Do

Dr. Lawrence Clark
TO:

ACTION REQUESTED ON ATTACHED:

Note, initial & return Please draft reply for my signature
X (return attachments)

For your information Please give me your comments
(Note and file) (return attachments)

Please handle

Please answer, furnish me copy
——See me Recommendation
e Per Phone Call

Requires your approval

Attached is the projection you requested on

Teaching Faculty Positions for use in developing a new

Affirmative Action Plan. If you need additional infor-

mation, please let us know.

cc: Provost Winstead

Vice Chancellor Worsley

Asst. Vice Chancellor Bierly f \P/ { 1/

Koy L4 Holley
Diredfor of Budgets




EPA TEACHING POSITION ESTIMATE

1982-83 1983-84 1984-85 1985-86
72777
1231.7
5.2 30.7
40:°
1.4

Regular Session Teaching Positions 1187.0 1195.8 1201.0
Increase Over Prior Year 8.8

v

15.5

14

Vet School Teaching Positions
Increase Over Prior Year

ENROLLMENT PROJECTIONS

Regular Session [vS
Budgeted (Approved by UNC-GA) 16,975 17,100 /172¥7
Projected By Student Affairs 17,406% 17,613%

Vet School
Budgeted
Projected

BASIS FOR TEACHING POSITION COMPUTATION

Regular Session — One teaching position per 14.3 students

Vet School - One teaching position per 3.0 students

*From Student Affairs Enrollment projection dated 11/82

Prepared By: Budget Office
January 14, 1983
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a) the needs of the department in areas of scholarly competence

and interest;

b) evidence of ability and interest in teaching;

c) evidence of potential contributions to scholarship and
research;

d) experience;

e) market conditions for discipline specialty;

£) salaries in the department;
g) quality of educational background-source of highest degree

and sponsor or director of dissertation;

h) recommendations;

i) publications, quality of publications counted;

j) evidence of ability to participate in joint research projects;
k) evidence of interest in and ability for public service and

extension activities;

1) compatability with other members of the department. d
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In awarding salary increases, the Board of Governors may define
or specify minimal percentage increases.  Increases above this
minimum are usually based on merit. Criteria which may be used

include the following:

a) teaching performance;
b) research contributions;
c) service to department, School, and University;

d) service to community, State, and Nation;
e) need to redress imbalances;

£) receipt of other offers;

g) market conditions for a particular field;
h) cost of living;

i) history of past increases;

3) general overall performance;

k) interpersonal relationships.

Workload for faculty is normally 12 credit hours of undergraduate

teaching per semester. Wide variations from this norm allow for
advanced graduate courses, variations in class size, number of different
clasées taught, research assignments, and the performance of other
academic duties as departmental obligations permit or require. 1In
essence, workload is adjusted on an individual basis and there does

not appear to be any evidence of discrimination on the basis of race

or sex in this matter at NCSU.

2. EPA Non-Faculty

Appointing and setting the salaries of EPA Non-Faculty

personnel involve many of the same considerations as those applied to
members of the faculty, for much of the work performed by these people
is of professional caliber and closely akin to one or more aspects of

that of the faculty. In general, and with the variations necessary
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IV. ADMINISTRATION OF THE AFFIRMATIVE ACTION PLAN

A. Organization for Affirmative Action

There are two levels of responsibility for implementing
the NCSU Affirmative Action Plan. Overall responsibility rests
with the Chancellor -- he has delegated the coordination of the Plan
to an Associate Provost who serves as the NCSU Affirmative Action
Officer. The other level of responsibility has been assigned to
Unit Affirmative Action Officers representing each of the fourteen
affirmative action planning units on campus. These unit officers,
plus the Affirmative Action Officer, ex officio, constitute the
NCSU Affirmative Action Committee.

The duties of the NCSU Affirmative Action Officer include the
following:

1. to monitor continuously the administration of the Affirmative
Action Plan;

2. to help devise systems for the implementation of the
Affirmative Action Plan and the achievement of its goals -- including
forms and procedures for the continuous reporting and monitoring of
appointment, promotion, and salary actions;

3. to advise and assist the Chancellor and his Administrative
Council with respect to affirmative action matters;

4, to identify problems with respect to the implementation
of the Affirmative Action Plan;

5. to keep the members of the Affirmative Action Committee
informed of the progress and problems in the administration of the
Affirmative Action Plan and to seek the advice of that Committee

with respect to affirmative action;

6. to evaluate the effectiveness of the Affirmative Action Plan;




7. to assist the Chancellor in maintaining liaison with the
appropriate federal agencies with respect to affirmative action
matters;

8. to be a point of contact with organizations representing
women and minorities;

9. to meet with and keep the Chancellor and his Administrative
Council informed of developments in the entire equal opportunity area;
10. to refer individuals and groups, having complaints about
personnel actions alleged to have been based on discrimination in

egard to race or sex, to the appropriate person or committee to
resolve the dispute.

The NCSU Affirmative Action Officer has been provided with
staff support to enable the prompt and efficient performance of the
duties of the office.

The Unit Affirmative Action Officer's charge parallels that of
the NCSU Affirmative Action Officer. They are responsible for
ensuring that the requirements of the NCSU Affirmative Action Plan
are carried out at the school/unit level. Distribution of affirmative
action responsibilities in this manner facilitates unit-administration
communication and heightens affirmative action visibility at the
unit level.

Each of the affirmative action planning units has, at the
Chancellor's request, designated one or two individuals to serve as
the Unit Affirmative Action Officer(s). These officers work with
the departments, the dean or director, and department chairmen within
their unit, and with the NCSU Affirmative Action Officer to implement
and monitor compliance with the policies and procedures in the NCSU

Plan. These officers perform the following specific duties:



l. serve as liaison between the department and the Affirmative
Action Officer;

2. are responsible for the department's conducting and keeping
current its availability data, assist the department in the continuing
goal-setting process, and keep the department informed of progress
towards its hiring goals;

3. are responsible for monitoring unit recruitment and employment
procedures, and initial approval of affirmative action reports;

4. develop procedures for implementing the Affirmative Action
Plan with respect to the particular needs of the department;

5. keep the department informed of developments in the entire
equal opportunity area;

6. make available to department members and staff such
affirmative action information that will enable them to know of and
avail themselves of the benefits of the Affirmative Action Plan;

7. develop an effective search strategy for identifying women
and minority applicants in career fields appropriate to the
department's needs, including the maintenance of files of potential
candidates and the establishment of contacts with appropriate minority
and women's organizations;

8. work with the Affirmative Action Office to establish methods
for identifying any evident underutilization of women and mERXEXmKIER
minorities occurring within the department;

9. conduct special meetings with all department members and
staff to inform them of the University's Equal Employment Opportunity
Policy, of its Affirmative Action Plan, and of the employee's

responsibility under the Plan.



B. Reporting and Monitoring Procedures —-- EPA

The University Affirmative Action Officer is responsible for
designing reporting forms, procedures, schedules, and for devising
methods of review for the reports and results achieved by the
affirmative action program. The monitoring process covers recruiting
methods, appointments, and salary setting actions.

Both the NCSU and the fourteen unit affirmative action officers
are closely involved with the work of departmental and other search
committees in their efforts to seek out new faculty and administrators.
Well defined employment procedures must be followed, covering the
entire recruitment and employment process from the position opening
through the employment of a candidate. The role of the affirmative
action officers is to both advise search committees as to availability
data, methods of advertising, and other aspects of the search for
black and female candidates, and to strictly monitor the recruitment
process, ensuring that diligent, good-faith efforts are made to
develop a slate of candidates representative of the availability of
blacks, females, and other minorities in the workforce. The actual
procedures are outlined below.

The first step in the employment process requires the hiring

unit to list its EPA position vacancy with the Central Faculty
Position Listing Service (CFPLS). The General Administration of The
University of North Carolina compiles these monthly notices of
position vacancies located among the sixteen constituent institutions,
publishes and circulates them throughout the University system.
Listing with the CFPLS also alerts the NCSU Affirmative Action Officer
of the vacancy so that a file may be opened and the recruitment process
duly monitored.

In addition to listing with the CFPLS, widespread advertising



is required. Among suggested sources are professional journals,

The Chronicle of Higher Education, specialized media directed at

recruiting blacks and females, letters from the hiring unit to
predominantly black schools, personal letters and contacts. The
affirmative action officers may also offer counsel on potential
contacts and other sources for black and female applicants. All
efforts to attract applicants must be documented.

The next step in the process of filling a vacancy involves
the review of all applications and selection of a number of candidates
for a campus interview. Prior to inviting candidates for an interview,
the hiring unit must submit an "Interim Report" to its own and to
the NCSU Affirmative Action Officer for approval. On this form, the
hiring unit fills in its affirmative action goals, then lists the
name, race, and sex of those applicants it wishes to interview on
campus. The unit's affirmative action officer scrutinizes the
"Interim Report" to see if there is adequate representation of blacks
and females in the interview pool. If he feels the pool of candidates
is insufficiently representative of availability, he may request the
hiring unit to justify its selection, and provide analyses of
applications received and documentation of serious efforts to attract
black and female applicants.

At this point, the unit's affirmative action officer may either
reject the "Interim Report" and require a more diverse slate of
candidates by race and sex (meaning further advertising or recon-
sideration of candidates from the original applicant pool), or he
can approve the "Interim Report", in which case it is forwarded to the
NCSU Affirmative Action Officer for final approval. At this level,

the NCSU Affirmative Action Officer has the same options as the unit's

affirmative action officer. He may either reject the list and require




further action, or he may approve it. When the "interim Report" receives
final approval from the NCSU Affirmative Action Officer, the hiring
unit can proceed to invite its chosen slate of candidates on campus
for interviews. By closely monitoring the activities of the hiring
unit, and encouraging inclusion of blacks and females at the interview
stage of the hiring process, the likelihood of meeting affirmative
action goals is considerably improved.

The third step in the employment process involves submitting the
Affirmative Action Recruitment Report to the NCSU Affirmative Action

Officer for final approval prior to any offer being made. This report

lists the name, race, and sex of the person to whom the hiring unit
wishes to make an offer, as well as those of other candidates who
were seriously considered for the position. As in the case of the
"Interim Report", this Recruitment Report must have received approval
by the unit's affirmative action officer before being forwarded to
the NCSU Affirmative Action Officer.

The NCSU Affirmative Action Officer has the option to either
accept or reject the Recruitment Report. If he feels that insufficient
consideration was given to balck and female applicants, he may request
the hiring unit to reconsider those candidates. If necessary, he may
require tihe recruitment process to begin again and the position opening
readvertised.

If the Affirmative Action Recruitment Report is approved, the unit
may then request the Provost's approval to make an offer.

These procedures allow the NCSU Affirmative Action Officer to
intervene at key points in the recruitment process if he feels that
adequate efforts have been made to attract black and female candidates

for a position opening.

Each year, the NCSU Affirmative Action Officer undertakes a




review of the Affirmative Action Plan. This review is a necessary
and logical part of the review and monitoring process. The results
constitute any supplement or modification to the Plan, including
updated hiring goals for EPA Faculty and Non-Faculty, and SPA
Personnel, reports on improvements in recruiting procedures, and
other matters necessary for the maintenance for an approved Affirmative
Action Plan. This annual supplement or modification will serve as a
report to the Office of Civil Rights on the progress andproblems

of the University in achieving the goals of affirmative action.
Additionally, during this time, the Provost's Office conducts an
annual salary study to monitor and balance any unjustified salary

differences.




III. ESTABLISHMENT OF GOALS FOR THE PERIOD 1983-1986

The major portion of this revision of the NCSU Affirmative
Action Plan involves a new analysis of workforce availability and the
setting of new goals to eliminate underutilization by race and/or
sex during the period 1943-1986.

Availability analysis and goal setting for the hiring of
Blacks in tenured/tenure track positions and in administrative
positions with faculty rank were accomplished in accordance with
the specifications contained in the Consent Decree regarding
availability data. The same procedures for analyzing availability and
setting goals for the hiring of Blacks in these two categories were
also followed for females and other minorities.

Avaidability analysis and goal setting for the hiring of females,
blacks, and otner minorities in other positions classified by EEO-6
categories, were done in accordance with Executive Order 11246.
Availabiliity data for tnese EEO-6 categories were derived from the
HEGIS data on doctoral, master's, and bachelor's degrees granted in .

the Nahonal Research Council Tochrate Becord Rk
the United States during 1978-19797)\and North Carolina Employment /4§0°5/;
Security Commission reports as indicated.

The availapbility data, employment profiles, hiring opportunities,

and goals by race and sex for EEO-6 categories pxmsamkes are

presented in designated tables as follows:

EEO-6 Category and Title Table
Executive, Administrative and Managerial |
2A

Faculty, Tenured/Tenure Track
Faculty, Tenured/Tenure Track by Discipline Groupings 2A-1 Tkwﬂéh 2A-IZ

Faculty, Non-Tenure Track 2B

Professional, Non-Faculty (EPA Non-Faculty) 3A




SPA Professional
Secretarial/Clerical
Tecinical/Paraprofessional

Skilled Crafts

was b x

Service/Maintenance

For purposes of the following brief analysis of availability
and hiring opportunities, the employment categories are considered
in four groups:

A. Executive, Administrative, and Managerial

B. Faculty, Tenured/Tenure Track and Non-Tenure Track

C. EPA Non-Faculty

D. SPA Personnel

abdlity and Hixineg—Oppeortunities—for
Admiptatrats: Personnel 0~1 7 =) [
I Qlysis el
ue to the different classifications (administrators with

and without faculty rank) and the diversity in functions in this
category, availability percentages for setting goals for Blacks,
females, and other minorities were derived through weighted formulas.
Specifically, the formulas give the availability percentages by
pooling, in proportion, the number of persons expected to hold master's
and doctorate degrees. Calculations of these pooled percentages
are given on page 3

Data from the HEGIS document on master's and doctorate degrees
granted in the United States during 1978-1979 from all disciplines
were used to determine availability for Blacks and other minorities.

Availability for females was determined from a select group of

discipline categories from the same source. The disciplines in this
selected list represent a much more realistic assessment with regard

to the kinds of disciplines which are offered here at this University.
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Tables ZA1-2A12are arranged by discipline groupings. The availability

analysis was preceded by determining the appropriate terminal degree that would
be expected for newly hired faculty. In calculating goals in this category, sole
consideration was given to persons having the appropriate terminal degree.
Availability percentages for Blacks, females, and other minorities
were ascertained by using the 1978-1979 HEGIS Survey (numbers and percentages of
degree recipients, by race and sex, for doctorate, masters, and first professional
degrees) and the National Research Council, Office of Scientific and Engineering
Personnel, Doctorate Record Files (number of 1980-81 Ph.D.s by Fine Field of

Doctorate, Race, Citizenship, and sex). The specific source of availability data

for each discipline grouping is given in Section of Appendix

The estimated growth of the total faculty, 1983-1986, was based upon projected
increases in student enrollment for the next three years. Hypothetical allocations
of these estimated new positions were made by the Provost to the nine schools,
and in turn, to each discipline grouping. The Deans then used these new positions,
together with estimates of annual retirements, resignations and terminations, to
project the probable number of yearly hiring opportunities.

Availability percentages for Blacks, females, and other minorities in each

discipline grouping on which goals are based, are given at the bottom of the page.

Table Z2A , Goal Profile 1983-1986 (Line C), represents our most realistic assessment

of the numbers of Blacks, females, and other minorities that can be employed toward

the attainment of the ultimate goal in the tenured/tenure track faculty category.
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Certain professional appointments, exempt from the
provisions of the State Personnel Act, but without faculty rank,
compose the EPA Professional, Non-Faculty component of NCSU personnel.
There are a total of 380 employees in this category, having diverse
responsibilities and performing a wide range of functions. Twelve
of the thirteen units employ EPA professional non-faculty personnel.
The majority of these positions are in the Agricultural Extension
Service, Agricultural Experiment Station, Library, RiwxkXgmrxmf
Division of Student Affairs, University Extension, and the Schools
of Education, Engineering, Forest Resources, and Physical and
Mathematical Sciences.

The reporting units used the UEGIS Survey 1978-1979 (numbers

and percentages of degree recipients, by race and sex, for doctorate,




master's, and first professional degrees) and the National Research
Council, Office of Scientific and Engineering Personnel, Doctorate
Record Files (number of 1980-81 Ph.D.'s by Fine Field of Doctorate,
Race, Citizenship, and Sex).as a data source for determining the
availability percentages for Blacks, females and other minorities.
Because of the diversity of functions in this category,
availability percentages for setting goals for Blacks, females,

and other minorities were derived from the twelve subgroups, then

pooled in proportion to the number of persons in each subgroup.

The pooled availability percentages for Blacks, females, and other
minorities are 5.5 percent, 37.6 percent, and 5.9 percent,
respectively.

The source on availability data for each of the twelve units
and the analysis of the pooled availability percentages are given
below.

2. Calculation of Availability Percentages

Oty e sl ooy sty * Bucks o .




Each of thirteen units determined appropriate availability
percentages for Blacks, females, and other minorities for the EPA
Professional Non-Faculty category. These percentages for each unit

are given below:

Unitand Source of Araidab b D o B1acks $ Females

Ag. and Life Sciences 1.6 20.3
lNahmd Research Council)

CSFTR 1 iee Achi Plar) 42.3

Gicas 50.0

Engineering 4.8

S

IE anities & Social Scs.
e Appendiv —

orest 1?,esc»ur es
¢ Appendiv 5

Physical & Matn. Sciences
(HEGIS)

Textiles . 3
(1978 Athrmatwe Acha Plon)

Vet.. Medicine )
(Asssciahim of nmemm Vekerine
om par<iwé Data Ceporl, 1482~

Student Affairs 67.6
(HEGIS)

Libra 80.5
(Hccls)ry

University Extension 59.3
(HEGIS)

Special Units 30.0
(Hees)

3.0

,.1 Uedice) Colle"o B0

Availability percentages for Blacks, females, and other minorities
were derived by finding for each unit the product of the proportion
of persons in that unit times the availability percent for that
unit and then the sum of these products. These calculations are

given below:
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emales

—

F

(Y0 x .263) + (Zaeox . 423 ) Sfs80 x. . 200) + (*/s8o x .oug)+

(*[380x .108) + (380 x 290) ¢ ( "¥se0 x. 182) + (%80 x .030) +

(Y380 x -310) ¢ (3%’60)‘- s0s) t+ (*Fs80x ) 1 ( P30 % 593)+
(Fsgox .300) = . 3756 = 31.6 T

Ql"wr “mm’ helS_
(_'M’/sao * -0¥b (z/seo x.ooS) + (57saox.ose ) t (gl/Saox JA2) )r
(_”/39» X .06l (3/38“.03‘}) t (’%80 x.oeo) t Vseox 048 )*

) +
) +

(.5/380 X .o0lo )) T (3%& x.osv) + (G%Box.w?) T (Iz/ssox.oa'7)+
)

(59/380 X . 042 31039 = §.5%

E gf‘g‘ al Unit=
e Qfdomatie Gebim Paming Unit denthéd as Speccal-

Wids" is composed ot the falloowq University othees | depariments:
Chaneellors Othie, Rovest's Othee, Athlches Depsbnent, Radiahin
“Prokehm, Sea Grant, Universd, Tesearck, Intermetmal 'Prramms,

C(n-fw"mq Center, and Foundahms and Infirmatem Servias.

The fh—lbw-»a HecGts cib.am'c:m wsed in ddam'm:;«j




The avad sorluby, for  Speeca Units ,@*\4\ Yhe Meskeris deqree.
used as the aMrup;:aJ@ +erming! ce.  Bioloyeal Sciences (byso),
Communicahi s (0boe), Cdm«ukr and \nf-vrma.#h\@aen'tﬂ (o4100),
Eduu%(b%oo‘) and Public Affaes and Servides (a.loo) .

/!Pbol;nal These caksqoner ,He purcen for Blacke,
Pemales and e*»\er‘mm;n & are os f2\lows:  Blacks (q.qs?,),
Pemales (360%9), Othe Uinonties (4.32%). The female Gauwd-aag

=

wro ruducd. fuerase @ Th %W%mmu? Achert.
Pwm/rw? vn huded 1 bsos Hecls Senes — Educatin

oo fomalie,  purpusentmn aboct 20%.
W”\?NJ& Uf /gl.u:. w Uth

G. ﬁngaac,;s ¥ ufww Hw'mql OWAMQ,& Spe
S

A
o A




. Analysis of Availability and Hiring Opportunities for SPA Personnel
7

SPA personnel (those subject to the State Personnel Act) are
employed in all fourteen affirmative action planning units at NCSU.

The NCSU EEO Information Report of October, 1982, indicates that Blacks
constitute 28.0 percent, females 57.0 percent, and other minorities 1.1
percent of the SPA workforce.

Availability data for the EEO-6 categories for SPA was developed by
the NCSU Division of Personnel Services. The labor market data was supplied
by the North Carolina Employment Security Research Bureau. The Bureau
publishes reports on manpower for affirmative action programs in the State.
The labor market data used was drawn from the following areas:

Raleigh-Durham Standard Metropolitan Statistical Area
(Durham, Orange, and Wake Counties)

NeSU's primary labor market for SPA employees is Wake County. Orange
and Durham Counties were included in the labor pool beacuse applicants are
occasionally drawn from these areas as well.

In determining appropriate availability. data upon which to base

Enplryment 5¢a«~1, (Oxm s st
hiring goals, the data from,Table 3A , "Occupations of Employed Persons
by Sex and Minority Status, 1980", was combined with the data from Table 4)
"Last Occupation of the Unemployed, by Sex and Minority Status", for the
three-county area. In addition, the data from Tables 3A and 49 were
regrouped to parallel the EEO-6 categories for SPA./
G

L//;he following chart lists the EEO-6 categories corresponding with those

from the Employment Security Commission's data:

EEO-6 Category ESC Category

1) Executive, Administrative & Managerial Non Farm and Administrators

2) N/A (Faculty) N/A

3) Professional Non-Faculty Professional Technical &
Related

4) Clerical and Secretarial Sales

Clerical




5) Technical and Paraprofessional Professional, Technical &
Related

6) Skilled Crafts Craftsmen, Foremen & Related

7) Service/Maintenance Service Workers except private
Household Workers

Copies of the Employment Security Commission's publications are on file
in the Provost's Office.

To sum, ESC availability data for the 3 county area shows that Blacks
constitute 22.5 percent, females 42.4 percent, and other minorities 0.7
percent of the workforce.

The EEO-6 Categories Availability Data for the SPA Workforce is

T

given in Seesson Of—ciepmmerels X « Tables 3’!;| 4:5—) b

eive th t—profile and hiring-epportunitics:
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SPPENDIXEEDE (.

Organization and Operation of North Carolina
State University at Raleigh

I. As a Part of The University of North Carolina

North Carolina State University was founded by act of the
General Assembly of North Carolina in March 1887, under terms
of the Federal Land Grant College Act of 1862. Opening in 1889,
the school was originally known as North Carolina College of
Agriculture and Mechanic Arts. North Carolina State University
at Raleigh is one of the 16 constituent institutions of The
University of North Carolina.

The University of North Carolina was chartered in 1789 and
opened its doors to students at its Chapel Hill campus in 1795.
Throughout most of its history, it has been governed by a Board
of Trustees chosen by the Legislature and presided over by the
Governor. During the period 1917-1972, the Board consisted of
one hundred elected members and a varying number of ex-officio
members.

By act of the General Assembly of 1931, without change of
name, it was merged with The North Carolina College for Women at
Greensboro and The North Carolina State College of Agriculture
and Engineering at Raleigh to form a multicampus institution
designated The University of North Carolina.

In 1963 the General Assembly changed the name of the campus
at Chapel Hill to The University of North Carolina at Chapel Hill
and that at Greensboro to The University of North Carolina at
Greensboro, and in 1965, the name of the campus at Raleigh was

changed to North Carolina State University at Raleigh.




Charlotte College was added as The University of North Carolina
at Charlotte in 1965, and, in 1969, Asheville-Biltmore College

and Wilmington College became The University of North Carolina at
Asheville and The University of North Carolina at Wilmington,
respectively.

A revision of the North Carolina State Constitution adopted
in November 1970 included the following: "The General Assembly
shall maintain a public system of higher education, comprising
The University of North Carolina and such other institutions of
higher education, as the General Assembly may deem wise. The
General Assembly shall provide for the selection of trustees of
The University of North Carolina..." 1In slightly different
language, this provision had been in the Constitution since 1868.

On October 30, 1971, the General Assembly in special session
merged, without changing their names, the remaining ten state-
supported senior institutions into the University. This merger,
which resulted in a statewide multicampus University of sixteen
constituent institutions, became effective on July 1, 1972.

The name of the governing board of the University was changed
from the "Board of Trustees" to the "Board of Governors", and their
numbers reduced to thirty-two members elected by the General
Assembly.

The 1971 statute that effected the reorganization of The
University of North Carolina vests all power of governance over
The University in the Board of Governors and authorizes it to
delegate such portions of that power to institutional boards of
of trustees and administrative officers as it deems proper. The
statute provides for a board of trustees for each institution, but

gives such boards only advisory and recommendatory powers.




A board of trustees has no authority in matters of employment

except such as the Board of Governors delegates to it.

Shortly after it organized in July of 1972, the Board of
Governors elected a President and other administrative officers
of The University of North Carolina. (Chancellors and other
institutional officers retained their places without special
election, under a provision of the reorganization act.) The Board
of Governors on 7 July 1972 adopted a Code, which provides for the
basic structure, organization, and allocation of power within The
University, and also a resolution delegating to the local boards
of trustees authority over some aspects of the operation of their
respective institutions.

The Board of Governors declared with respect to the entire
University a policy that is now found in Section 103 of the Code
and reads as follows:

SECTION 103. EQUALITY OF OPPORTUNITY IN THE UNIVERSITY

Admission to, employment by, and promotion in The

University of North Carolina and all of its constituent

institutions shall be on the basis of merit, and there shall

be no discrimination on the basis of race, color, creed,
religion, sex, or national origin.

In its resolution of 7 July 1972, delegating authority to
the boards of trustees, the Board of Governors provided as follows:

I. ACADEMICAND ADMINISTRATIVE PERSONNEL

A. Appointment and Compensation
1. With respect to all faculty positions with
permanent tenure and all senior administrative positions,

namely vice chancellors, provosts, deans and directors of

major educational and public service activities, the Chancellor,

following consultation with the Board of Trustees, shall
forward to the President recommendations with respect to such
appointments, promotions and compensation; if the President

concurs in such recommendations, he shall forward them to the
Board of Governors for approval.




2. With respect to all faculty and administrative
positions, other than those identified in subparagraph 1
above, and other than those subject to the State Personnel
Act, the Chancellor shall forward his recommendations for
appointment, promotion and compensation to the Board of
Trustees; subject to applicable provisions of the University
Code and to such policies as may be established by the Board
of Governors, the action of the Board of Trustees with
respect to such personnel actions shall be final.

As the foregoing quotation and other relevant portions of
the reorganization statute, the Code, and the resolution of 7
July 1972 make clear, final authority with respect to all major
administrative appointments and all academic appointments and
promotions carrying permanent tenure rests with the Board of
Governors, not with the local borad of trustees. The board of
trustees does make the final decision as to other administrative
and faculty appointments, or delegates to the Chancellor the
authority to make those decisions, as indicated in paragraph 2,
above, quoted from the resolution of 7 July 1972. An amendment
to the Code adopted on 13 April 1973 requires each board of trustees
to adopt policies and regulations governing academic tenure in its
institution and specifies certain minimum terms that these policies
and regulations must meet, including due process in the suspension
or discharge of faculty members.

As to appointments and promotions other than those of faculty
and administrators, final authority resides in the chancellor of
each institution, operating within the terms of state law, which

includes the State Personnel Act.

II. Internal Organization -- North Carolina State University

A. The Board of Trustees of North Carolina State University

is composed of thirteen members; eight elected by the Board of

Governors, four appointed by the Governor, and the President of




the Student Body, ex-officio. Except for ex-officio members,
Trustees have four year terms and may be selected or reappointed
for two consecutive terms. At the first meeting after June 30,
of each year, the Board of Trustees elects from its membership a
Chairman, Vice Chairman and Secretary.

The Chancellor of N. C. State University is elected by the
Board of Governors on nomination of the President of The University
of North Carolina. The President makes his nomination from a list
of names submitted to him by the N. C. State University Board of
Trustees. The Chancellor is the administrative and executive head
of the institution and exercises complete executive authority
therein, subject to the direction of the President. He is responsible

for carrying out the policies of the Board of Governors and the

Board of Trustees.

The boards of trustees and chancellors of each of the 16
constituent institutions are now identical in the composition of
the boards and the powers of the boards and the chancellors.
Below the level of the Chancellor, however, each institution
unique, reflecting the nature and scope of its programs, its
history, and other local factors.

The remainder of this description applies only to N. C.

State University at Raleigh.

8. The Chancellor delegates administrative responsibility

to five Vice Chancellors as described below.

The Provost and Vice Chancellor is responsible for all of the

academic programs of the University at the graduate as well as
the undergraduate levels. Decisions concerning allocation,

reallocation or reduction of resources such as new faculty




positions and salary increase funds are made by the Provost

subject to the approval of the Chancellor. Such resource allocations

are made to the Schools which in turn allocate resources to

Departments. Thus the Provost and Academic Deans exercise very
strong and significant roles of leadership, planning and decision
making at North Carolina State University.

The Vice Chancellor for Finance and Business has direct

responsibility for the management of the finances, the physical
plant, SPA personnel, and the other, non-academic services of the
University.

The Vice Chancellor for Student Affairs is responsible for

student services including admissions and records, living accomodations,
social and cultural activities, and counseling. Another area of
responsibility is planning and research, and liaison with the ROTC
program.

The Vice Chancellor for Extension and Public Service has

direct administrative responsibility for the various activities
in continuing education, including the Television Center and the
Center for Urban Affairs and Community Services. He has a
coordinating and facilitating responsibility in the technical
assistance and public service functions performed in the various
schools.

The Vice Chancellor for Foundations and University Relations is

responsible for the development and encouragement of programs in
augment the financial resources of the University through support
from corporations, national foundations, individuals, and other
private sources. The Office of Alumni Affairs is under his

supervision, as is the Office of Information Services and the




University's public relations program in general. The Vice-Chancellor
of Foundations and University Relations assists the Chancellor and the
President of the University in their relations with the State
Legislature, the Congress, and other public officials.
Other University Administrators include:
Coordinater oF
llor—fex International Programs

TA e Co orv/rnervr OF
International Programs reports

Provesf
to the Chancellor, coordinates the various international activities of

tne University, including international student activities and advising,
opportunities for studies abroad, technical assistance and collaborative
research with foreign institutions, the improvement of international
competence of the faculty and tne development of the international
component of the various academic programs.

He also advises the administration on responsibilities and
opportunities for educational, researcn, and service activities

Provost

in international affairs, performs staff services for tne
in connection with the institution's involvement in international
affairs in the national educational community, and he assists
departments and individuals in seeking support for international
programs from public and private sources.

Vice Provost and Dean of the Graduate School

The vean of the Graduate School reports to the Provost and
administers the graduate program of tne University and maintains
liaison on graduate programs and policies with appropriate officers
of The University of Norta Carolina and its Graduate Executive Council.

Witn the assistance of tne Administrative Board of the Graduate

School, the vVean reviews and approves all new graduate courses,




programs, and curricula; acts on all recommendations to Graduate
Faculty status, and on all Graduate School admissions; and approves
all phases of programs leading to fulfillment of graduate degree
requirements.

Vice Provost and Dean for Research

The Administrative Dean for Research reports to the Provost,
however, the vean acts for the Chancellor in the general administration
of the research activities of the University.

His duties include acting as principal liaison representative

between granting agencies and the University; assisting members of

the faculty and their department heads and deans in identifying

support for their research programs, preparing and processing
proposals, and developing interschool and interinstitutional
research programs and projects.

The Academic Deans

The Academic Deans are responsible to the Chancellor through

the Provost for the administration of the departments, divisions,

or other administrative units of their schools. This involves

the formulation, in consultation with their department and
division heads, or recommendations to the Provost and Vice-
Chancellor for appointments, tenure, promotion, and merit raises
for all personnel comprising their respective schools and for

the preparation of biennial budget requests. 1In general, Academic
Deans are responsible for the fiscal management of their school's
resources and for providing leadership in the development of
academic, research, and extension programs consistent with

University policies.




ei Appointment, Promotion and Salary Setting

1. EPA Personnel

NCSU adopted the following provisions concerning academic
tenure in compliance with the requirements of Section 602 of
The UNC Code.

.. Instructor. An instructor shall be appointed for an
initial term of one year. Reappointments at the same rank shall
be for a term of one year.

Before the end of the instructor's fourth year (excluding
years of service as an instructor while an active candidate for a
graduate degree), the department head or equivalent academic
officer, after appropriate consultation with the senior faculty
in the department according to the procedures set forth in Section
V. B. of these policies, shall review the instructor's service
and recommend either: (1) that the instructor be promoted no
later than the end of the fifth year; or (2) that under
special circumstances the instructor be appointed as a faculty
member for a specified period of time with a title such as
laboratory supervisor, lecturer, or demonstrator (see Section
V. D. of these policies and Section 604 C of the UNC Code);
or (3) that the instructor be offered a terminal appointment of
one academic year (see Section 604 A of the UNC Code) .

4@ b, Assistant Professor. An assistant professor shall

be appointed for an initial term of four years.

Before the end of the third year of this initial term, the
department head, after appropriate consultation with the senior
faculty in the department according to the procedures set forth
in Section V. B. of these policies, shall review the assistant

professor's service and recommend either: (1) that the assistant




professor be reappointed for a second term of three years; or (2)
that the assistant professor not be reappointed.

Before the end of the second year of the second consecutive
appointment as assistant professor, the department head, after
appropriate consultation with the senior faculty in the department
according to the procedures set forth in Section V. B. of these
policies, shall recommend either: (1) that the assistant professor
be reappointed, with permanent tenure, at the same or higher rank,
or (2) that the assistant professor not be reappointed.

The decision and notification regarding permanent tenure shall
not be postponed beyond the eighth year of service following the
assistant professor's first appointment whether at the rank of
instructor or assistant professor (excluding years of service as
an instructor while an active candidate for a graduate degree.)

# (. Associate Professor. An associate professor

promoted to that rank by NCSU shall have permanent tenure.

An associate professor coming to that rank from outside NCSU
shall be appointed for an initial term of five years. Before
the end of the associate professor's fourth year of service, the
department head, after appropriate consultation with the senior
faculty in the department according to the procedures set forth
in Section V. B., shall review the associate professor's service
and recommend either: (1) that the associate professor be
reappointed with permanent tenure at the same or higher rank; or

(2) that the associate professor not be reappointed.

@ d. Professor. A professor shall have permanent tenure.

=7 more spre hues
If exceptional circumstances warrant, these policies shall

not preclude the promotion of an instructor, assistant professor,

or associate professor or the recommendation of the conferral of




permanent tenure on an assistant professor or associate professor
at any time.

b The provisions of Section III. B. shall not be
rendered inapplicable to a faculty member because the additional
description of "research" or "extension" is added to the state-
ment of rank.

The setting of salaries for faculty members follows a
different course from that of appointments and promotions. Salary
setting is essentially an administrative process.

Within the funds available to his department, and in light
of the salaries paid within the unit, competitive considerations,
and other pertinent factors, the department head recommends an
initial salary. The salary recommendation must be reviewed and
approved by both the School Dean and the Provost. .

In the case of salary increase, N. C. State University

follows the guidelines set forth by the U. N. C. Board of

Governors.

ﬁﬂ'lu/ —> 2. SPA Personnel

The State Personnel Office, acting for the State Personnel

Board, maintains and administers a position classification applicable
to all State employees who are subject to the State Personnel

Act (SPA), including such personnel at N. C. State University.

This classification and pay system serves as the basis for salary
equity among SPA personnel at the points of initial placement,
transfer, promotion, demotion, and salary change while in the same
position. The system utilizes a written set of class specifications
established by the State Personnel Commission and a seven-step

salary range for each class.




The NCSU Division of University Personnel exercises centralized
administrative control of transfers, promotions, and demotions.
Salary changes as the result of these actions are made in accordance
with State Personnel Board policies, consistent with the employee's
qualifications and the class specification for the position to

which he is transferred, promoted, or demoted.
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