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SUPPLEMENT 11

AFFIRMATIVE ACTION PLAN FOR
THE D. H. HILL LIBRARY

. A. Analyze: '"Composition of the Work Force by minority group status and sex."
Tables VII and VIII analyze the EPA non-faculty staff as of June 15, 1973.
1. EPA - Non-Faculty positions.
See Table VII, Supplement I.
2. SPA - Clerical Positions.
Table III for SPA Persomnel shows the availability of females to be 76.3%
(black 5.0% and white 71.1%) of the total pool of clerical help employed
and trained but unemployed in Wake County. The percentage of women holding
such positions in the D. H. Hill Library is 93.9%, or an overutilization of
women of 17.6%.
Table III for SPA Personnel shows the availability of blacks and other
minorities to be 8.6% (3.3% black males, 5.0% black females, 0.1% other males,
0.2% other females) of the total pool of clerical help employed and trained
but unemployed in Wake County. There are 66 full-time members on the staff
of which 14 or 21.2% are black. When full-time and part-time staff are
combined, there are 81 staff members. Of this number, 14 or 17.3% are black.
This represents an overutilization of blacks and other minorities in clerical
positions of 8.7%.
B. Analyze: '"Composition of applicant flow by minority group status and sex."
1. EPA - Non-Faculty positions.
éée pages 9-12 of the "Affirmative Action Plan for the D. H. Hill Libgaty"
dated March 9, 1973, which precedes this Supplement.

2, SPA - Clerical Positions.

As above. The record of success in recruiting minorities indicates that
an effort has been made to seek out applicants from minority groups.

In order to assure compliance with commitment, reporting procedures
to measure progress have been adopted and are set forth on pages 12-13 of

the basic report, paragraph VI.
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Analyze: "The total sclcction process including position description, position
titles, worker specification, application forms, intervicw procedures, test
administration, test validity, referral procedures, final selection process

and similar factors."

1. EPA-Non-Faculty positions.

See pages 9-12 of the "Affirmative Action Plan for the D. H. Hill'
Library" dated March 9, 1973.

2, SPA - Clerical Positions.

See pages 10 and 11 from report cited above. Paragraph (4) is
particularly applicable because it deals with the overqualified applicant.
As stated in paragraph (4), the library frequently has applicants who are
overqualified., This situation has proved advantageous to the library as
an employer, but it may also prove discriminatory in a society in which
there has been widespread inequality of opportunity to become the 'best
qualified." The library is aware of this problem and is attempting to
avoid this kind of subtle discrimination.

There are no tests administered to applicants except for routine
typing or shorthand tests that may be administered by the department head
or supervisor who is interviewing the applicant.

For "Referral ratio of minorities or women to the hiring supervisor
or manager indicates a significantly higher percentage are being rejected
as compared to nonminority and male applicants," see statement supplied

by the Central Personncl Office.

Analyze: '"'Transfer and promotion practices."

All vacancies occuring in the library are listed in writing and circulated to
all departments to provide staff members with an opportunity to apply for the
position before it is advertized campus-wide. Vertical transfers in the

library have been frequent and specific examples involving minority personnel

are detailed in the basic report of March 9, 1973, page 1.




For statement regarding campus-widc policy, sce statement supplied by the
Campus Personnel Department.
Analyze: '"Facilities, company sponsored recreation and social events, and
special programs such as educational assistance."
1. "Minorities or women are excluded from or are not participating in company
sponsored activities or programs.'

Women and members of minority groups participate in all library
sponsored recreation and social events and programs of educational
assistance. The D. H. Hill Library Staff Association is the agency
through which nearly all social functions are planned. Women and other
minorities belong to this association, hold office and serve on planning
committees. Picnics and parties usually include the families of employees
and they are well attended by both sexes and by minorities.

"De facto segregation still exists at some facilities.'
All facilities are open to all except that public rest rooms are

segregated by sex.

Analyze: Seniority practices and seniority provisions of union contracts."

Campus Personnell will answer for the entire campus.

Analyze: '"Apprenticeship programs."

Campus Personnel will answer for the entire campus.

Analyze: "All company training programs, formal and informal."

Campus Personnel will answer for the entire campus.

Analyze: '"Workforce attitude."
It is not possible for the library administration to be certain that all depart-
ment heads, supervisors and employees are free of prejudice in their relations

with women or minorities. The procedures that have been established and that

are detailed in the March 9, 1973, report have been established to overcome in
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so far as possible the likelihood that individual prejudice will enter into the
the hiring, the work situation and the promotion opportunities for women and
other minorities. An Affirmative Action Committee to serve on a continuing
basis has been appointed by the Director and this Committee; composed of EPA
and SPA, male and female, black and white, staff serve in an advisory capacity
to the Director to assure his awareness of the library's progress in fulfilling

its Affirmative Action Plan.

Analyze: '"Technical phases of compliance, such as poster and notification to

labor unions, retention of application, notification to subcontractors, etc.'

Campus Personnel Office will answer for the entire campus.

"In addition to the foregoing specific points which are treated correlatively in
both section (a) and (b) of 60-2.23, the following miscellaneous '"problems" are

noted in 60-2.23 (b) which, if they exist, should receive corrective attention:"

Campus Personnel Office will answer for the entire campus.

"Warious sections of the Revised Order No. 4, other than 60-2.23, and of the

HEW Higher Education Guidelines treat "problem arcas" which must be analyzed and
which may require remedial action; they are treated here for purposes of compre-
hensive consideration of the total "self-analysis" exercise in which the institu-
tion must engage.'

The Campus Personnel Office will answer paragraphs 1-3.

4, "Rights and Benefits-Salary."

The Campus Personnel Office will answer this question for SPA employees.




EPA Non-Faculty
No. No.
Title Males Salary Females Salary
Assistant Directors B8 $16,200 0
15,300
15,000
Average
Salary $15,500
Department Heads 4 $13,000 8 $12,200
12,000 12,500
12,000 11,000
) 13,500 10,000
Average 11,500
Salary $12,625 12,900
13,879
12,000
Average
Salary $11,997
Other Professional 1 $10, 200 5 $10,300
. Librarians —_— 9,500
Average 10,800
Salary $10, 200 10,700
8,500
Average
Salary $ 9,960




. CONCLUS ION

The D. H. Hill Library is an Equal Opportunity Employer. It has more than met
goals based on availability figures. See Table IILI. Procedures have been developed
that will assure a maintenance of effort to continue the pattern.

Goals established for EPA Non-Faculty minority positions (See Table VIII) will
provide higher percentages of minority employees than availability figures indicate
are nccded.(l) Since there are no upper limits set, however, the Library will

continue to recruit from minority groups.

1
( )As of this writing the goals have been met even though this does not show
since June 15 is the date used for tables.
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NCSU OFFICE OF BUSINESS AFFAIRS
AFFIRMATIVE ACTION PLAN

I. INTRODUCTION

Under present guidelines each supervisor in Business Affairs has

been informed of Equal Employment Opportunities rules and regula-
tions and the Chancellor's memorandum of March 29, 1968 pertain-

ing to employment of minorities. The Personnel Department's

weekly listing of campus vacancies is posted and supervisors with
vacancies are encouraged to first look within the Office of Business
Affairs for promotional opportunities, then on campus for promotional
transfers.

To enhance promotional opportunities, Supervisory Development
Training programs have been provided for first-line and inter-
mediate level supervisors. Selected higher level managers have
been provided a short course 'Management Dynamics and Effective
Decision Making". Periodic short programs covering all phases of
personnel administration procedures are provided for clerical and
secretarial employees. Adult Basic Education courses have been
conducted on campus during work hours for employees with less

than eighth grade level education. Apprenticeship programs have
been developed and at present there are approved apprenticeship
positions in the Print Shop and Physical Plant Division. In
cooperation with Wake County Opportunities, Inc. the Office of
Business Affairs has placed trainees under the New Careers Program.
An agreement has recently been concluded with the Raleigh Work
Incentive Program (WIN) whereby the Office of Business Affairs
will assist in providing job training for selected personnel in the
WIN Program. One trainee has been placed in the Print Shop, one

in Agriculture Extension office work, and one in Animal Science
laboratory work.

While much progress has been made in recent years in improving

the job and promotional opportunities for all employees, a review
of the profile of the present work force reveals a need for greater
effort in recruiting and selection practices pertaining to women
and minority groups. To help correct these deficiencies a restate-
ment of Equal Employment Opportunity Policy will be issued and each
supervisor informed of the need to increase efforts to utilize
women and minority groups.




II. STATEMENT OF NORTH CAROLINA STATE UNIVERSITY OFFICE OF
BUSINESS AFFAIRS POLICY AND INTENT

The policy of the Office of Business Affairs is to offer equal

employment opportunity to all individuals without regard to race,

color, religion, sex, age, or national origin. The purpose of

this policy is to promote nondiscrimination with respect to

recruiting, hiring, rate of pay, promotions, benefits, demotionms, |
terminations, and all other conditions and privileges of employ-
ment. An individual's qualifications shall be the only considera-
tion in any employment decision related to that individual.

The Office of Business Affairs intends to take special efforts to
seek out qualified applicants without regard to race, color,
religion, sex, age, or national origin.

The statement of policy and intent, signed by the Vice Chancellor
for Finance and Business, will be distributed initially to every
employee. The statement will be included in appropriate publica-
tions, in new employee orientaticns, and posted on employee bulletin
boards. At regular intervals the Vice Chancellor for Finance and
Business will meet with department heads, executives, managers,
and other officials having selection or promotion authority, to
monitor and insure implementation of the policy and intent. A
permanent Equal Employment Opportunity Committee has been estab-
lished within the Office of Business Affairs. (Note Appendix C).
The Committee will be responsible for monitoring all aspects of
the Affirmative Action Program, keeping the Vice Chancellor for
Finance and Business informed and recommending solutions to any
problems that might arise.




III. NORTH CAROLINA STATE UNIVERSITY OFFICE OF BUSINESS AFFAIRS
AFFIRMATIVE ACTION PLAN

Analysis of the profile of the present work force and the job
categories represented (note Chart I), and a comparison of this
profile with that of N. C. State University as a whole (note
Chart II), and the profile for the Wake County Labor Force (note
Appendix A) shows possibility of underutilization of women, or
minorities, or both, in the job categories of Officials and Man-
agers and Professionals.

To significantly increase the number of minority group and female
employees in positions other than those traditionally associated
with these employees, the Office of Business Affairs establishes

the numerical goals for 1973-1976 reflected in Table II, Appendix B,
and discussed below under each of the job categories. These numeri-
cal goals are in addition to goals of a broad nature also described
below.

Specific yearly goals by job categories are as follows:
For year ending June 30, 1974;

Clerical - 4 additional black females.
Crafitsmen - 3 additional black males.
Operations = 1 additional black female and 1 white female.

year ending June 30, 1975;

Officials and Managers - additional black male.
Clerical - additional black male and 6 black females.
Craftsmen - additional black males and 2 black females.
Operations = additional black females and 1 white femal
Service Workers - additional black male.

year ending June 30, 1976;
Clerical - 1 additional black male and 6 black females.
Craftsmen - 3 additional black males and 2 black females.

Operations - 2 additional black females and 1 white female.
Service Workers = 1 additional white female.

A. Officials and Managers:

The underutilization of both women and minorities in this job
category cannot be particularized to any department of unit;
therefore, GOALS must be of a broad nature.

GOALS TIMETABLE

To employ at least one black male June 30, 1975
in this job category.




E. (Clerical:

Analysis of the profile in this job category reflects a favorable
utilization of both women and minority groups. However, the Office
of Business Affairs believes it should be possible to recruit or
train a significant number of additional minority group employees
into this job category from those traditionally associated with
these employees. (See part III, Specific goals by job categories.)

GOALS TIMETABLE
This category is expected to June 30, 1976

increase by 10 employees by
the end of 1975. With the
increases and filling of
expected vacancies, all reason-
able effort will be made to
employ an additional two black
males and 16 black females.

To increase applicant flow Continuing
of minority groups.

. AFFIRMATIVE ACTION RESPONSIBILITY TARGET DATE
1. Reaffirm with all levels Vice Chancellor June, 1974
of management the need to for Finance and
increase employment of Business

minority groups in office
and clerical positions
through direct employment,
training, and upgrade as
vacancies occur.

2, Increase recruitment Director, Staff Continuing
visits to high schools, Personnel Services

secretarial, and business

schools with large minority

group enrollment.

3. Survey applications of Director, Staff January, 1975
present work force in ser- Personnel Services

vice positions to determine

if minority groups are

underutilized.
4. Periodic review by each All levels of Continuing
department or unit head of Management
employees' progress in
. present positions, potential

for higher level positions,
and aid and encouragement in

applying for promotional
opportunities.




5. Continue cooperation with Director, Staff Continuing

Wake Opportunities, Inc. for Personnel Services

New Careers Program and for New Careers

Raleigh Work Incentive Program, and Training
Program with view of plac- Officer for WIN Program

ing minority group trainees
in office and clerical
positions.

F. Craftsmen:

Analysis of the profile in this category reflects favorable utili-
zation of minority group employees and utilization of women

employees at just slightly below the available percentage shown in
the Wake County Labor Force. The Office of Business Affairs

believes it should be possible to recruit or train additional
minority group and women employees into this job category. (See part
III, Specific goals by job categories.)

GOALS TIMETABLE
This category is expected to June 30, 1976

inecrease by 14 employees by

the end of 1975. With the
increases and filling of

expected vacancies, all reason-
able efforts will be made to

employ an additional 9 black males,
4 black females and 1 white female.

AFFIRMATIVE ACTION RESPONSIBILITY TARGET DATE
l. Utilize minority group Director of Continuing
and women applicants in Physical Plant
approved apprenticeship Division
positions.
2, Create additional Director of June, 1974
apprenticeship or trainee Physical Plant
positions in craft skills Division

and recruit trainees from
present minority or women .
employees in service

positions.
3. Encourage participa- Director of Physical Continuing
tion of minority group Plant Division

service workers in Adult
Basic Education Programs
to enhance promotional
opportunities and increase
basic skills.



G. Operations:

Analysis of the profile in this job category reflects a very
favorable utilization of both minority group and women employees.
The Office of Business Affairs believes it should be possible

to increase employment of women in this job category. (See part
III, Specific goals by job categories.)

GOALS TIMETABLE
Through filling of expected June 30, 1976

job vacancies in this category,
all reasonable efforts will be
made to employ an additional

5 black females and 3 white
females.

H. Laborers:

Analysis of the profile in this Jjob category reflects possible
underutilization of women employees; no specific numerical goals
are hereby established; however, equal opportunity to employ shall
be given to females who apply for these positions and who possess
the necessary minimum work qualifications.

I. Service Workers:

Analysis of the profile in this job category indicates a very
favorable utilization of both women and minority group employees.
In the Security Officer classification efforts will be continued
to employ at least one additional black male and one white female
officer by June 30, 1976. (See part III, Specific goals by job
categories.)



Chart I

EMPLOYMENT PROFILE

OFFICE OF BUSINESS AFFAIRS
October 1, 1973

Title
Officials &
Managers
Professionals
Technicians
Sales
Clerical
Craftsman

Operations
(semi-skilled)

Laborers

Service
Workers

TOTALS

Total

26

26

107

179

75

N
N
(o]

708

Other Minorities

White Black
Male (%) Female (%) Male
25 (96) 1 (4)

19 (73) S (19) 1

4 ) 2 (29) 1

13 (12) 78 (73) 10
121 (68) 7 (3.5) 46

15 (25) 17 (28) 14

24 (32) 51

23 10.2 L 108

(34)

110

(15.6)231

(%)

(%)
(14)

9)

(26)

(24)
(68)

(47.3)

(32)

Female

120

%)

(6)

(2.5)

(21)

©2.1)

(18)

Male

|=

(%)

(2)

Female (%)

1 (4)




art II

PLOYMENT PROFILE

RTH CAROLINA STATE UNIVERSITY
tober 1, 1973

itle Total Khite Black Other Minorities
Male (%) Female (%) Male (%) Female (%) Male (%) Female (%)

. Officials & 59 56 (95) 3 (5)

Managers

Professionals 78 38 (48) 36 47) il (1.5) 1 (1.5) 0 2 (2)

Technicians 410 248 (61) 118 (29) 29 (6.5) 8 (2) 2 (.5) 5 (1)
. Sales 3 2 (67) 1 (33)

Clerical 766 30 (4) 646 (84) 19 (3) 67 (8.51 1 (.1) 3 (.4)

Craftsman 251 185  (74) 9 3) 52 (21) 5 (2)

Operations

(semi-skilled) 109 24 (23) 50 (46) 19 (16) 14 (13) 1l (1) 1 (1)

Laborers 124 42 (34) 3 (255) 76 (61) 3 (2.5)

Service Workers 282 _29 10.7 )L ED) _120  (43) 122 “43) 18! = 1k

PALS 2,082 654 (32) 875 (41) 316 (15.2) 221 (11) S5EE(E3) 11 (.5)




IV. ROLE OF THE NORTH CAROLINA STATE UNIVERSITY DIVISION OF
PERSONNEL SERVICES

While the Division of Personnel Services is organizationally placed
within the Office of Business Affairs, it serves as the central
Personnel Office for all employees of the University subject to the
State Personnel Act (SPA employees). Actions to improve equal
opportunity employment by Division of Personnel Services are, there=
fore, not limited to efforts solely to improve utilization of

women and minority groups within Office of Business Affairs.

GOALS TIMETABLE

To significantly increase Continuing
recruiting and placement

efforts toward improved

utilization of women and

minority applicants.

AFFIRMATIVE ACTIONS RESPONSIBILITY TARGET DATE

1. Reaffirm to all vecruit- Personnel Continuing
ing sources that NSCU is an Services
Equal Opportunity Employer.

2. Increase visits to local Personnel Continuing
business colleges, techni- Services

cal schools, local colleges,

and high schools to recruit

women and minority group

applicants.

3. Continue advertising Personnel Continuing
position vacancies in Services

newspapers, both black

and white, stressing fact

NCSU is an Equal Opportunity

Employer.

4. Continue notifying local Personnel Continuing
State Personnel employment Services

offices, Wake Opportunities,

Inc. and other Manpower

Development agencies of our

vacancies in efforts to

increase referrals of women

and minority group applicants.

5. Continue publications of Personnel Continuing
""Personnel Notes" and "The Services

Weekly Report of Applicants"

with inclusion of notation

"Equal Opportunity Employer'.




AFFIRMATIVE ACTIONS

Include in '""Personnel Notes"
encouragement for present
employees to apply for posi-
tions for which they feel
qualified.

6. Maintain the affirmative
action file presently in
being for follow-up on
employment status of minority
applicants and for possible
referrals from this file.

7. Conduct survey of
applications of present
work force in service
positions to determine
if minority groups are
underutilized.

8. Make periodic visits
around campus to insure
that "Equal Opportunity
Employer" posters and
current '"Personnel Notes''
are prominently displayed
on employee bulletin
boards.

RESPONSTIBILITY

Personnel
Services

Personnel
Services

Personnel
Services

TARGET DATE

Continuing

June, 1974

Continuing




V. IDENTIFICATION OF ADDITIONAL PROBLEM AREAS

A. Analyze: 'Composition of work force by minority group status
and sex."

As indicated in Section II above, analysis of the profile indi-
cates possible underutilization of minority group or women employees
in certain job categories. Specific goals have been set to remedy
these indicated areas of improvement in the profile.

B. Analyze: '"Composition of applicant flow by minority group

status and sex."

Records are not available for a comprehensive review of past
applicant flow which might reveal a problem area. The Office of
Business Affairs Equal Employment Opportunity Committee will be
responsible for monitoring future recruitment efforts and applicant
flow and recommending any corrective actions indicated. (Note
Appendix C).

C. Analyze: '"The total selection process including position

descriptions, position titles, worker specifications, appli=-
cation forms, interview procedures, test administration,

test validity, referral procedures, final selection process,

and similar factors.'

1. A review of the selection process within Office of Business
Affairs does not indicate that it eliminates a significantly higher
percentage of minority groups or women. The Equal Employment Opportunity
Committee will be responsible for monitoring all employment actions
related to the Affirmative Action Program to assure appropriate actions
are being taken.

2. Application and related pre-employment forms are not known
to be in noncompliance with Federal legislacion.

3. Position descriptions within Office of Business Affairs
are considered to reflect accurately the requirements for the
positions. Qualifications for job classifications are specified
by the State of North Carolina Personnel Department.

4, The Office of Business Affairs does not utilize tests or
other selection techniques not validated as required by the OFCC
Order on Employee Testing and Other Selection Procedures.

D. Analyze: '"Facilities, company sponsored recreational and social

events, special programs such as educational assistance."

All facilities and recreational or social events sponsored by
Office of Business Affairs are available to all employees.
Educational assistance in the form of Adult Basic Education classes
for employees with less than eighth grade education has been pro-
vided at no cost during normal work hours for all employees.




University level job related courses are open to all employees at
no cost. Both minority groups and women employees have partici-
pated in these programs.

E. Analyze: '"Workforce Attitude.' |

There is no evidence to indicate nonsupport of stated N. C. State
University and Office of Business Affairs equal opportunity
employment policy.

F. Analyze: "Technical phases of compliance."

Appropriate posters are on display in all employee work areas
within the Office of Business Affairs.

G. Analyze: 'Miscellaneous problems.'*

There is no evidence to indicate that differentials exist in salary
or benefits for women or minority groups occupying similar positions
as male or nonminority group employeas within the Office of Business
Affairs. The Equal Employment Opportunity Committee will be responsible
for monitoring such matters to assure that differentials are not created.




Appendix A

OCCUPATIONS OF WAKE COUNTY LABOR FORCE* BY SEX AND ETHNIC-CLASSIFICATIONS, 1972+

WHITE BLACK OTHER MINORITIES
-~
MALE FEMALE MALE FEMALE MALE FEMALE
N % N z N z N b4 N 3 N z TOTAL
Officials & Managers 10,188 81.3 1,748 14.0 407 3.2 133 1.1 31 0.2 18 0.1 12,525
Professionals 5,947  44.9 5,749  43.4 453 3.4 1,016 7+7 56 0.4 33 0.2 13,254
Technicians 9,186 76.3 2,201 18.3 301 2.5 246 2.0 87 0.7 12 0.1 12,033
Sales 6,922 66.0 3,126 29.8 168 1.6 273 2.6 6 0.1 0 10,495
Clerical 5,541  20.3 19,379 71.1 887 3.3 15357 5.0 27 0.1 48 0.2 27,239
Craftsman 10,396 78.0 663 5.0 2,087 15.6 178 1.3 12 0.1 0 13,336
Cperations (semi-skilled) 6,397 43.7 3,493 23,9 2,775 19.0 1,883 12.9 64 0.4 10 0.1 14,622
Laborers 1,954 43.2 260 5.7 2,067 45.7 183 4.0 60 1.3 0 4,524
Service workers 5,489 27.2 4,722 23.4 3,548 17.6 6,357 31.5 57 0.3 23 0.1 20,196
TOTAL 62,020 48.4 41,341 32,2 12,693 9.9 11,626 9.1 ' 400 0.3 144 0.1 128,224

*Figures include persons employed in 1972 and persons with experience but unemployed.

tNumbers are based on 1972 figures, percentages are based on 1970 census data.




AFFIRMATIVE ACTION PLAN
SPA PERSONNEL

APPENDIX B-1 N. C. STATE UNIVERSITY TABLE II
BUSINESS AFFATRS TABLE T PROJECTED SPA COMPLEMENT FOR
PRESENT SPA COMPLEMENT -FISCAL . YEAR LS

(Reflecting Anticipated Promotions

- et D and vour Projected Hirine Goals)
FuLL T Mo S ] e T ot Mo
Officials & Managers 25 __‘2:-3\1777777 ,Z-, 117 25 1 S 25
Professionals 191 5 L e 1) 20 | 6
Technicians ' 4] 2 ERE 1 5|2
Sales |30 g /
Clerical 13| 78 23 84lln 7 13| 76/ 10 10 23 | 86
Craftsman 121 | 167 12 0! 121 7| 49| s 170 | 12
Operations (gﬁTiied) | 15] 17 300 30 ; 13| 18| 14 14 1 28 | 32
Laborers 24 75 | / 24 51 . 7
Service Workers 23 108 | 96 1 132_&}/ 23 108§ 96 1 i By 96
SUB-TOTAL __l2a4]110 23111201 2 | 1_l477]231 {4 ’ 242 111 234] 125] o 11478 | 235 |
*PART-TTME o
Officials & Managers - |
Professionals
Technicians
Sales vz
Clerical 1 1 /" 1 1
Craftsman /
Operations (Eﬁ%iiéd) 1 2 3 VG ) 2 3
Laborers
Service Workers
SUB-TOTAL 1 1 2 3 1 il 1 2 3 1
A .l 1 /

- 20| L 233129 2| 1l 8ol 23210000000 A 04| 110|036 ) 08| 1] 481 236
*SPA individuals working at least i-time in a permanently est“ished position. .




My s VARAER VBIATYLWNERA S
AFFIRMATIVE ACTION PLAN
X STUDENT SUPPLY STORES PERSONNEL

TABLE II
TABLE I PROJECTED COMPLEMENT FOR

FISCAL .YEAR(S) 1973-74
(Reflecting Anticipated Promotions
and vour Projected Hiri

PRESENT COMPLEMENT

WHITE | BLACK | OTHER TOTAL WHITE [ BLACK OTHER | TOTAL
FULL-TIME M_F M FIM FIM F ///%/%;%;%%;%%% M FIM F M FI M F
77 ///6/////// 2 2

Officials & Managers 2 2

Professionals

Technicians
Sales 27| 27 27 | 27 29 271 1 0l 30 | 28

Clerical 13 13

Craftsman 1

Operations (SETiicd)

Laborers

~
N
()
&
>
N

Service Workers 2

31 428 5 2 36 | 44

SUB~-TOTAL 291421 4 33 | 4 n
SPART-TIME lz

Officials & Managers | NO |[PART-TIME EMPLOYEES

~N

Professionals

Technicians

Sales
Clerical

Craftsman

Operations (gﬁTiIed)

Laborers

Service Workers
SUB-TOTAL

///////1//

TOTAL / é

¢+ individuals working at least %-time in a permanently established position.




* The Student Supply Stores which are engaged primarily in

sales of merchandise to students is not included in the SPA
employment statistics. These positions have been determined to

be subject to the State Personnel Act (SPA) and are now under

study for proper classification. The study will be completed in
late spring of 1974; at that time these positions will be included
in the SPA employment data along with all other SPA positions.

For reporting purposes, a breakdown by EEO-1 categories and sex and
race are shown on attached chart.



APPENDIX B-2 AFFIRMATIVE ACT Tl'u PLAN
EUSINESS AFFAIRS

N. C. STATE UI\IV}:,L\SIT TABLE II

TABLE I PROJECTED SPA COMPLEMENT FOR
PRESENT SPA COMPLEMENT -FISCAL - YFAR 1974-75

(Reflecting A*1L1c1pated Promotions

B n and vour Projected Hirine Goals)
FuLL-1DE WoT I e |5 | e ] e
Officials & Managers | 25| 1 1 ////lfffzifff// 24 1| 1]~ 25
Professionals 1915 / /’,‘ y el S 1 20 6
Technicians 41 2] 1 5] 2 SARAl ! 41 21 1 5 2
1 sales e
Clerical 13) 76| 10| 10 23| 86 ) / 13| 74 | 11 16 24 90
Craftsman 121 7| 49 5 170} 12 / A 121 7| 56 7 173 14
Operations (gﬂTiied) 13| 18] 14| 14 1 28] 32 /4] /! Z412119 |12 ;6 1 24 35
Laborers 24 51 75 4 .24 51 i 75
Service Workers 23 108] 96 1 132} 96 23 1109 96[ 1 132 96
SUB-TOTAL : 2421111 |234(125 2 11478 §235 )1 240 (108 P38 [135 2 1 478] 244|
*PART-TTME [ W
Officials & Managers
Professionals
Technicians
Sales / 7!
Clerical 1 i 1 “ 74 / 1 1
Craftsman /1
Operations (gﬁTiIed) 1 2 3 . / 1 2 3
Laborers ] !
Service Workers
SUB-TOTAL Gk 1 2 3 i 1 1 2 3 il
i
ey 262|112 236 125 2| 1 bs1 p3e /%.,'/£Q§,4§ 2410 109) 240| 135| 2| 1| 481|245

*SPA individuals working at least %-time in a permanently esalished position. .
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AFFIRMATIVE ACTION PLAN

ED BY
STUDENT SUPPLY STORES PERSONNEL
TABLE II
TABLE I PROJECTED + COMPLEMENT FOR
PRESENT 3 COMPLENEN (Reflecting RuticTpited Fomortons
WHITE BLACK | OTHER TOTAL a;:l;gLrBiig;ECtggEgéﬁi TOTAL
FULL-TIME M _F M F M .F M F //%%;/;%;4%%%;5 M F|M F M F| M E
ficials & Mansgers 2 2 [TTTTTTTTTTTTTT 2 2
Professionals A
Technicians
Sales 29) 27 1) 1 30| 28 300 27] 2 32 28
Clerical 13 1 14 14 15
Craftsman
Operations (gﬁTiIed) v
Laborers
Service Workers 2 4 4 2 2| 4 4 2
SUB-TOTAL 31| 42| 5| 2 36 | 44 32| 43 38 45|
*PART-TIME :E
Officials & Managers
Professionals NO |PART-TINE ENPLOYEES
Technicians
Sales
Clerical
Craftsman

Operati?ns (gﬁTiIed)
Laborers

! Service Workers

SUB-TOTAL

TOTAL

4 //44L1111

individuals working at least %-time in a permanently established position.




APPENDIX B-3

EUSINESS AFFAIRS

TABLE I
PRESENT SPA COMF

SPA PERSONNEL
N. C. STATE UNIVERSITY

TABLE I1
PROJECTED SPA COMPLEMENT FOR
-FISCAL . YEAR

1975-76 -

(Reflecting Anticipated Promotions

and vou

ir_Projected Hiring Goals)

BL-\-CK WHITE | BLACK TOTAL
FULL-TIME M M F M F F
Officials & Managers il 24 1) - 1
; B [
Professionals 1 19 1 6
Technicians 1 4 1 2
Sales 7
Clerical 11 124 ] 90 ! 13 12 22 92
Craftsman 52 1731 14 {47 Iy 121 55 9 17
Operations (gﬁ‘ﬁied) 12 24§ 35 ] ; 11 10, }8 38
Laborers 51 251 S, 2 24 51
Service Workers 109 132___2@_ 4 23 109) 96 97
SUB-TOTAL 238 1135 1 1478 1244 1041239 P40 | 145 253
*PART-TIME Y
7
Officials & Managers 7
Professionals
Technicians
Sales ’
/ VAN
Clerical 1 1
Craftsman ° g
Operations (sﬁ‘fhed) 2 3 i Bl 2
Laborers
Service Workers
SUB-TOTAL
X/ l/ /]
TOTAL i
4 /
240|135 1Ja81 bas |7 ff/féééééﬁv/ 240) 2 145 254

*SPA individuals working at least %-time in a permanently estaldished position.
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“TED BY AFFIRMATIVE ACTION PLAN
STUDENT SUPPLY STORES PERSONNEL

TABLE II

TABLE I PROJECTED SPA COMPLEMENT FOR

e FISCAL ' YEAR(S) 1975-76
PRESENT SUME S (Reflecting Anticipated Promotions
and vour Projected Hiri
WHITE BLACK OTHER TOTAL /////////// WHITE | BLACK OTHER | TOTAL
FULL-TIME M_F M F|M F |M F H///////////// M F|M F| M F| M F
///////4/////// 2 2

Officials & Managers 2 2

Professionals

Technicians
Sales 30| 27 2 1 32 | 28 321 27 2 1 34] 28
Clerical 14 1 15 14 1 15

Craftsman

Operations (gﬁTiied)
Laborers

Service Workers 2| 4 41 2 2| &4 4 2
SUB-TOTAL 32 43| 6] 2 38 | 45 3443 | 6| 2 40 45|

N

*PART -TIME
Officials & Managers

0O HARTHTIME EMALOYHES

Professionals

Technicians

Sales

Clerical ) ji

Craftsman

Operations (gﬁTiIed)

Laborers

Service Workers
SUB-TOTAL

///////l///

TOTAL /

a~

4 individuals working at least %-time in a permanently established position.
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APPENDIX B SPA PERSONNEL
BUSINESS AFFAIRS N. C. STATE UNIVERSITY TABLE II
TABLE I PROJECTED SPA COMPLEMENT FOR

PRESENT SPA COMPLEMENT -FISCAL . YEAR _ 1973-1976
(Reflecting Anticipated Promotions

- and_vour Projected Hirine Goals)
WHITE BLACK OTHER KOV, ] WHITE | BLACK OTHER | TOTAL
FULL-TIME M ESICME B R M F|M F | M F|M F

Officials & Managers 2y 1 g 24] 1 s 25| 1
Professionals 19 s ) i 19l s | 4 20| 6
2 Bl 5 2

Technicians L 4 2 am 4

Sales
Clerical 13 i 13 12 25| 92
Craftsman / 7 55 17

Operations (gﬁTiied) 15 € A 41 11 i 221 38
Laborers 24 i Y 24 : 75
Service Workers 23 / 23 297
SUB-TOTAL - 2 239
*PART-TIME ‘ e

Officials & Managers

Professionals

Technicians

Sales
Clerical
Craftsman

Operations (§ﬁTiIed)

Laborers

Service Workers
SUB-TOTAL

TOTAL 2450111/233[120 2| 1|480|232 [4/7777 144240 |108 |242




Appendix C

OFFICE OF BUSINESS AFFAIRS
EQUAL EMPLOYMENT OPPORTUNITY COMMITTEE

Duties and Responsibilities

Identify and monitor recruitment, promotion, and training
efforts within the Office of Business Affairs to insure
that significant steps are being taken to meet the goals
of the Affirmative Action Program.

Identify problems within the Office related to minorities
and females; especially areas of apparent underutilization
of employee skills and inequity in personnel transactions.

Request explanations of personnel practices or procedures
which may appear to involve discrimination.

Review and summarize complaints in which alleged discrimina-
tion has taken place, either charges of individual dis-
crimination or overall patterns of discrimination. Recommend
solution.

Keep Vice Chancellor informed as to progress being made in
existing Affirmative Action efforts; assist in developing
future plans.

Help prepare affirmative action materials for review by
outside groups.

Establish methods of record keeping and a repository for
records.
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UNIVERSITY EXTENSION AFFIRMATIVE ACTION PLAN FOR COMPLIANCE
WITH EXECUTIVE ORDER 11246
"NONDISCRIMINATION UNDER FEDERAL CONTRACTS"

Current Situation

Employment and promotion of personnel in the Di;ision of Continuing
Education, the Center for Urban Affairs and Community Services, Educational
Television, an& Urban Policy Study are the responsibility of the Vice
Chancellor for Extension and Public Service. It is our policy that gmp]oy—
ment by and promotion in these units should be on the basis of merit, and
there shall be no discrimination on the basis of race, color, creed, religion,
sex, or national origin. The University's po]icies>of nondiscrimination will
be actively supported. Each unit of University Extension will take active
measures to insure that policies of nondiscrimination are effectively impie-
mented.

Currently there is a total of seventy-six positions in these units.
The distribution of positions among men and women and blacks and whites may

be seen in the following table:

EPA SPA

Total = 34 Total = 42
Administrative © Staff Supervisory Staff
Black White Black Mhite Black MWhite Black White
A # 1% #|% 3 S A e # |&
MEN 216 14|44 0 |~ 13|40 20 S GR ' 6 |14 0 |-
WOMEN O | - THS 1K 31 9 0o - 9 |2 1 2 1843
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Time spent by employees in performing their supervisory or administra-
tive responsibilities vary; however, no individual employee devotes full time to
administration or supervision. Each has additional programming oi work responsi-

bilities.

Recruitment and Employment Practices

As SPA vacancies occur they are reported to the University Division of
Personnel Services which publicizes the job opening in its weekly bulletin campus-
wide. The public is then made aware that a vacancy exists through the daily news-
papers, word of mouth, and personal contacts. A special effort is made to notify
individuals in predominately black educational institutions and to reach other
blacks through black owned news media.  Additional efforts are made by University
Extension administration to publicize vacancies among minority individuals and
women through on-campus employees who are representatives of these groups.

A file of applicants for EPA positions is maintained in the Vice
Chancellor's office. As vacancies occur, individuals who have made application
are contacted to determine current interest. In addition, other EPA personnel
and relevant departments on-campus are made aware of vacancies as they occur.
Other institutions and agencies are informed of employment opportunities as the

need arises.

Employment Goals

Intensified efforts will be made over the next fiscal years (1973-76)
to employ one woman--representative of a minority group--in an EPA bosition with
administrative responsibility. Past history suggests a three to four year period
will be needed to achieve the goal through attriticn. During the same period of

time a special effort will be made to employ one minority group male in an EPA

staff position as a vacancy occurs or as new positions are established.
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During the next eighteen months fo two years our goal will be to employ

a minimum of one woman from a minority group in a SPA position that has super-
visory responsibility as a part of the job description. In addition, special
efforts will be exerted to employ one additional woman representing a minority
group in a SPA position during the next two years. The following table summar:zes

employment goals, including percentages:

EPA SPA

Total = 34 Total = 42

Administrative Staff Supervisory Staff

Minority White Minority White Minority White Minority UWhite
it % # % it % # % it » # % it %A%

MEN 2 6 13 40 1 35 128439
WOMEN 1 3 3 ] SIS I O

Plans and Procedures to Achieve the Goals

The Division of Continuing Education and the Center for Urban Affairs
will continue present policies and procedures in recruitment of employees that
tend to enhance the employment of minorities and women. In addition, recruitment
brocedures and techniques will be initiated to aid further the achievement of the
stated goals.

At least one individual will be charged with directing recruitment
activities including publicizing vacancies and conducting personal interviews at
locations off-campus (e.g. at predominantly black and women's institutions of
higher education), publicizing vacancies through mass media (particularly media

with predominantly black readers or audiences), alerting agencies and organizations
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with direct lines of communication to minority groﬁps to available job oppor-
tunities and soliciting their cooperation. Alj current staff members will be
encouraged to aid in achieving the recruiting and employment goals. Efforts
will be intensified co systematically inform appropriate groups and agencies
of the purposes of tae Division and Center and to build a reserve of names of
qualified individuals who indicate an interest in becoming employees.

The University and State policies will be followed in decisions con-
cerning promotions, terminations, and benefits and salaries for each job classi-
fication.

Present University and State policies will be adherred to relative to

leave and grievance procedures.

See Appendices



January 14, 1974

REQUIRED COMPONENTS OF AFFIRMATIVE ACTION PLANS: ORDER NUMBER 4
North Carolina State University - University Extension

A. Analyze: “Composition of the work force by minority group status and sex."
léﬁ—% a

The attached Tables 1 and 5 provide a breakdown of the current work
force (June 15, 1973) by major job titles and minority group status
and sex. Tables 2 and 6 provide projected promotion and hiring goals
for 1975-76.

"An 'underutilization' of minorities or women in specific work classifica-
tions." [60-2.23(b)(1)]

Emphasis during the period 1973-76 will be placed on the employment
of a female representative of minority groups in EPA positions in the
Division of Continuing Education ana/or Center for Urban Affairs. In
. addition the goal is to employ at least two female minority group
‘ representatives in SPA positions during this same period.

B. Analyze: “"Composition of applicant flow by minority group status and sex."
[60-2.23(a)(2)]

A prospective employees file is maintained in the Vice Chancellor's

office. A survey of this file shows that since 1969 forty-two men and
eighteen women with graduate degrees have made application for positions
in University Extension.* Records are not specific as to how many of
these represent minority applicants.
C. Analyze: "The total selection process including position descriptions,
position titles, worker specifications, application forms, interviev

procedures, test administration, test validity, referral procedures, final
selection process, and similar factors." [60-2.23(a)(3)]

*The term "University Extension" in this instance and hereafter refers
to the Division of Continuing Education, Summer School, Evening College,
Educational Television, Extension Education Center, Center for Urban
Affairs and Conmunity Services, correspondence study, and credit offer-
‘ ings. A1l of the above are administered directly by the Vice Chancellor
for Extension and Public Service.



EPA Personnel

Vice Chancellor for Extension and Public Service

The position serves as a part of the administrative staff to the
Chancellor for program leadership, direction and policy review
in extending the campus dedication and tradition of making
knowledge available to the people and organizations in order to
meet the off-campus needs of adult education. The position
carries out many basic administrative functions--program
development and management of <interschool and interinstitutional
extension programs and projects .and staff assistance to the
Chancellor for campus-wide extension programs. Involved in the
position are several basic administrative respensibilities--
program deveiopment, program review and analysis, budget
evaluation and review, policy determination, establishment of
extension and public service goals and policies, and advising
the Chancellor in the selection of administrative and program

level personnel involved in campus-wide extension programs.

The Vice Chancellor is administratively responsible for the
management and operation of the following programs: Division
of Continuing Education, Educational Television, Summer School,
Center for Urban Affairs and Community Services, the Evening
College, Extension Education Center, correspondence study,

extension marine science programs, off-campus credit programs

(both undergraduate and graduate), and trust fund accounts for




programs funded by federal and state agehcies, and foundations.
The Vice Chencellor is also responsible for administrative
coordinatioy, program review, and interdepartmental and inter-

school based programs.

Assistant Vice Chancellor

In the absence of the Vice Chancellor the Assistant Vice
Chancellor serves as his representative at the Chancellor's
Administrative Council and Administrative Staff meetings. He
also coordinates off-campus marine science programs and
activities, and programs and activities of the Center for
" Urban Affairs. In addition this individual represents the
. Vice Chancellor in the area of urban poticy development. As
the need arises, other ‘short-term assignments of a specific
nature are delegated to the Assistant Vice Chancellor (e.g.,
represents the Vice Chancellor on special committees such as

the North Carolina Extension Council).

Assistants to the Vice Chancellor

Duties and responsibilities of the two Assistants to the Vice
Chancellor fall generally into two categories--fiscal affairs
and programming and proaram development:

a. The individual occupying one of these positions serves as

University Extension fiscal affairs coordinator and planning

coordinator. Also a major function of this position is to




serve as liaison between the Vice Chancellor and University
Extension program officers. Additional duties include other
special assignments such as reviewing day-to-day problems
and activities requiring the Vice Chancellor's attention.
b. Programming and program development responsibilities of the
other Assistant to the Vice Chancellor include serving as
liaison with directors and staff in University Extension.
The individual occupying this position also has responsibility
for surveying the continuing education néeds of individuals i
and administrative units and clientele groups to develop
programs to meet these needs. As the need arises, the
occupant of this position is delegated special assignments
by the Vice Chancellor such as preparing reports of activities
and programs and representing the Vice Chancellor on committees
and councils. On occasion this individual also serves as grant
officer and provides general supervision for special programs

and projects.

Director of Continuing Education

The individual occupying this position has major responsibility
for program development and implementation and general supervision
and management of the Division's credit and non-credit programs,
printing operations, and Educational Television. This is accom-
plished through the aid and cooperation of the Assistant and

Associate Directors. The Director reports directly to the Vice

. Chancellor for Extension and Public Service.




Associate Director for Continuing Education

The individual occupying this position has responsibility for
the day-to-day operation of the Division'¢ non-credit (confer-
ences, workshops, seminars, and short courses) and credit
(evening school, summer sessions, and correspondence) operations.
This individual also has responsibility for personnel management

and budgets.

Associate Director of the Summer Sessions, Evening College, and
Correspondence Programs--Credit-Branch

The Summer Sessions, Evening College, and Correspondence programs

are administered by an Associate Director and a staff of six. This

group has administrative responsibility for planning and executing
these programs for the entire campus, as well as for credit
courses held off-campus. Responsibility extends to planning
and coordinating with schools, departments and faculty, and

registering of all special students.

Assistant Director of Continuing Education--Non-credit Branch

The individual occupying this position has direct responsibility
for supervising, scheduling, and managing non-credit activities
including conferences, workshops, seminars, and short courses,
and printing operations. This individual also has direct
responsibility for supervising five Continuing Education

Specialists.,




Continuing Education Specialists -

The individuals occupying these positions are responsibileffor
program planning and execution in cooperation with business,
industry, and the general public, and on-campus faculty. These
individuals report directly to the Assistant Directors for credit

and non-credit programs.

Assistant to the Director for Continuing Education

This individual is charged with the following responsibilities:

a. working with individuals concerned with program development
and implementation in developing program material including
brochures, leaflets, etc.;

b. periodically publishing a magazine which is designed to
report activities of University Extension; and

c. making contact with media representatives in the community
and providing them with articles to inform the general
public of programs and activities available through
University Extension.

Associate Director, Center for Urban Affairs and Community
Services

The Associate Director and a staff of seven have a major
responsibility for developing and executing programs specifically

related to issues and problems resulting from urbanization.

Currently these problems center around housing, particularly for




the moderate to low income segment of the population, the environ-
ment, community planning, the aged, and those related to social

services and issues.

Director of Educational Television Center

The Educational Television Center is a component of the state-
wide Educational Television Network and is under the supervision
and management of a Director and staff of twelve engineers,
artists, production personnel, and clerical staff. The Director
of the Center works with faculty and staff in the eight schools
and special administrative units in program production,
curriculum development, scheduling, and in providing technical
information and services. This individual also serves as
Tiaison between University Extension and the commercial and

cable television industry in the community.

Assistant Directors, Center for Urban Affairs and Community
Services

Duties and responsibilities of the two Assistant Directors fall
generally into two categories:

a. One individual has the responsibility for assessing program-

ming needs and program development with particular emphasis

on counseling, management, training, and decision making in
the areas of public housing, relocation, and urban renewal;

and




b. The other individual has the responsibility for assessing

program needs and program development with particular emphasis
on providing consultant services in menagement and training

for minority businesses.

Research and Information Specialist

The individual occupying this position is responsible for main-
taining the Urban Affairs library and providing printed informa-
tion to individuals in Urban Affairs and Continuing Education which
maybe of particular interest to that individual. In additioq this
individual provides assistance to other individuals in the Center
and Division in developing proposed programs and has responsibility

for new program development and execution.

SPA Personnel

Individuals applying for these positions are asked to complete an
Application for Employment. Applicants are interviewed by the
immediate supervisor for the position, then the Director of
Continuing Education or the Associate Director of Urban Affairs,
and for some positions by the Vice Chancellor. Applicants
applying for positions in Educational Television are inter-
viewed and hired by the‘Director, with the approval of the

Vice Chancellor for some positions. As a general rule no
standardized tests are administered to applicants. Current
employees are given an opportunity for promotion when vacancies

ocecur.




Administrative Assistants

The individuils occupying these positions must be a graduate from
a four year college or university or be a high school graduate

with five years of related job experience.

Duties and responsibilities of the two Administrative Assistants

fall into two categories:

a. The individual occupying one of these positions has the
responsibility for correspondence program management and
implementation and working with faculty in program develop-
ment. Student recruitment, student testing and reporting
are major components of this positipn.

The individual occupying the other position is responsible
for maintaining records of income and expenditures for
University Extension. Duties of this position also include
advising the Vice Chancellor on matters relating to budgets.

This individual is directly responsible to the Vice Chancellor.

Assistant Director and Operations Manager

The individual occupying this position supervises all production

activities and handles all administrative procedures including
budgets and personnel action for the Educational Television

Center.




Artist Illustrator and Director of Graphics -

The individual occupying this position supervises photographers
and graphic media in creation of all art forms used in television

production by the Educational Television Center.

Producer Directors IIT and II

The three individuals occupying these positions produce and

direct Educational Television programs in all forms applicable.

Television Engineer IV and Television Engineer I

The individual occupying the Television Engineer IV position
supervises the maintenance and operation of a]]_e]ectronic
equipment for the Educational Television Center and is assisted

by the individual occupying the Television Engineer I position.

Photographer II

The individual occupying this position photographs, processes,
and edits motion picture film at the Educational Television

Center.

Television Production Assistants III, II, and I

The individual occupying the Television Production Assistant III
position supervises the activities of the production unit at the

Educational Television Center and is assisted by the individuals

occupying the Television Assistants II and I.



Messenger

The individual occupying this position serves as custodian for

the Educational Television Center and runs local errands for

employees at the Center.

Duplicating Unit Supervisor

The individual occupying this position is responsible for the
general operation of the Print Shop and supervision of the
operations staff. This individual supervises the maintenance

and operation of all phases of the printing facility.

Duplicating Equipment Operators III and II

The two individuals occupying these positions assist the
Duplicating Unit Supervisor in carrying out his duties. They

are responsible for operating all duplicating equipment.

Duplicating Equipment Operator I

The individual occupying this position assists the Duplicating
Equipment Operators III and II in carrying out their duties.
This individual also runs local errands for employees in the

Division of Continuing Education.

VariType Operator II

The individual occupying this position assists the Duplicating
Unit Supervisor by performing clerical duties and specialized

typing for brochures, leaflets, and other printed material.




Housekeeping Assistant

The individual occupying this position performs general house-
keeping funct.ions for the Harbor House Marine Science Conference

Center.

Clerks

Descriptions for individual clerical positions are defined in the

State Personnel Act.
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"The selection process eliminates a significantly higher percentage
of minorities or women than nonminorities or men." [60-2.23(b)(3?]

Greater emphasis will be placed upon recruiting practices which will

involve informing colleges, universities, and professional agencies

with a high percentage of female and minority students and employees

to make them aware of employment opportunities in University Extension.

Greater emphasis will also be placed in informing the public of employ-

ment opportunities through media with predominantly black management

and black clientele.

"The contractor should conduct detailed analyses of position descriptions
to insure that they accurately reflect position functions and are con-
sistent for the same position from one location to another."
[60-2.24(a)]

Position descriptions have recently been evaluated and their accuracy

in reflecting position functions seem to be valid.

"The contractor should validate worker specifications by division. depart-
ment, location, or other organization unit and job category using job
performance criteria. Special attention should be given to academic
experience and skill requirements to insure that the requirements in
themselves do not constitute inadvertent discrimination. Specifications
should be consistent for the same job classification in all locations
and should be free from bias as regards to race, color, religion, sex,
or national origin, except where sex is a bona fide occupational quali-
fication. Where requirements screen out a disproportionate number of
minorities or women such requirements should be professionally validated
to job performance." [60-2.24(b)]

In each of the units University Extension position functions are related
to position requirements in the specific unit. Employees in University

Extension generally agree that the overriding criteria for employment
should be relevant educational background, work experience, and the
general apptitude for the position to be filled, 1In general, race, sex,

or religion are not a factor in making employment decisions.
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"Approved position descriptions and worker specifications, when used
by the contractor, should be made available to all members of manage-
ment involved in the recruiting, screening, selection, and promotion
rocess. Copies should also be distributed to all recruiting sources."
E60—2.24(c)]
Managers in each unit and top management of University Extension are
aware of position descriptions and requirement functions. Recruiting,
selection, and promotion are cooperative processes.

"Application and related pre-employment forms not in compliance with
Federal Tegislation." [60-2.23(b)(4)]

University Extension forms do not currently bear the EEO legend.

"Position descriptions inaccurate in relation to actual functions and
duties."[60-2.23(b)(5)]

Position descriptions have recently been evaluated and their accuracy

in reflecting position functions seem to be valid.

"Tests and other selection techniques not validated as required by the
OFCC Order on Employee Testing and other Selection Procedures."
[60-2.23(b)(6)]

Currently there are no specific tests required for employment within

University Extension. University and State Government policies will

be followed.

"Tests forms not validated by location, work performance and inclusion
of minorities and women in sample." [60-2.23(b)(7)]

Currently there are no specific tests required for employment within

University Extension. University and State Government policies will

be followed.

"The contractor shall observe the requirements of the OFCC Order per-
taining to the validation of employee tests and other selection
procedures." [60-2.24(d)(2)]

Personnel involved in selection, screening, and promotion in employment

of personnel will be made aware of the OFCC Order pertaining to selection

procedures and will be urged to follow such procedures if they are not

currently being practiced. ‘

____’_'_J
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“Selection techniques other than tests may also be improperly used so

‘ as to have the effect of discriminating against minority groups and
women. Such techniques include but are not restricted to unscored
interviews, unscored or casual application forms, arrest records,
credit checks, considerations of marital status or dependency or
minor children. Where there exist data suggesting that such unfair
discrimination or exclusion of minorities or women exists, the con-
tractor should analyze his unscored prccedures and eliminate them
if they are not objectively valid." [60-2.24(d)(3)]

Informal selection techniques will be evaluated and those that tend to
indicate bias will be revised.

5. "Referral ratio of minorities or women to the hiring supervisor or
manager indicates a sianificantly higher percentage are being rejected
as compared to nonminority male applicants." [60-2.23(b)(8)]

Non-applicable.*

D. Analyze: 'Transfer and promotion practices." [60-2.23(a)(4)] -

University Extension has routinely followed practices to try to insure
. that minority and female employees are given opportunity for promotions.
When a position becomes “vacant" an inventory of current employees'
academic and skill experience level is made to determine employees who
may be qualified to fill the position. Qualified employees are given
an opportunity to make application for the position. If qualified
minority or female employees are passed over for upgrading, supervisory
personnel will be required to submit justification to top management.
Vacancies are also announced in University publications that are dis-

tributed to all schools, departments and units on campus.

“Lateral and/or vertical movement of minority or female employees

occurring at a lesser rate (compared to work force mix) than that

of nonminority or male employees." [60-2.23(b)(2)]

University Extension employees have the same opportunity for lateral and
vertical movement within the organization as the white male employee. For

. example, within the past two years two black male employees were made

*Currently being practiced.
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- 1
Assistant Directors in the Center far Urban Affairs. In addition
there are several recent instances of vertical and/or lateral move-
ment of female and minority employees in SPA positions within the

organization; ‘

\
|
i
E. Analyze: "Féci]it{es;'cdﬁﬁanV'soonsored recreation and social events, and |
special programs such as education assistance.” [60-2.23(a)(5)J

A11 full-time University employees are eligible for participation in
recreational, social, and cultural programs provided by the institution.
A11 are also eligible for reduced tuition for any courses offered by
the University. Social events offered by University Extension are
traditionally open to all employees. .

1.  "Minorities or women are excluded from or are not participating in '
company sponsored activities or programs." [60-2.23(b)(9)]

. Employees are encouraged to obtain additional training by taking
courses relevant to their positions which are offered on campus at
reduced rates to faculty and staff. Also, employees are encouraged

to participate in sponsored recreational, social, and cultural events.

2. "De facto segregation still exists at some facilities." [60-2.23(b)(10)]
Not-applicable since University Extension has no facilities other than
offices, conference room, and coffee break area all of which are
integrated.

F. Analyze: '"Seniority practices and seniority provisions of union contracts."
T60-2.23(a)(6)

Annually employees are evaluated by their immediate supervisor. This

is necessary for SPA personnel to determine if merit salary increases

may be justified.




Paqe 17
1-14-74

Analyze: "Apprenticeship'programs." [60-2.23(a)(7)]

These programs are not a part of University Extension.
. Analyze: "All company training programs, formil and informal." [60-2.23(a)(8)]

A11 employees are encouraged to obtain additicnal training by taking courses
relevant to their positions which are offered on campus at reduced rates to

faculty and staff.

"Minorities or women underutilized or significantly underrepresented in
training or career improvement programs." [60-2.23(b)(13)]

A1l faculty and staff are encouraged to participate in relevant courses and

training programs offered by the University. In recent months programs and

short courses have been desianed for and participated by vomen specificaily.

Analyze: "Workforce attitude."

"Nonsupport of company policy by managers, supervisors and employees."
[60-2.23(b)(12)]

Techniques to improve recruitment procedures and increase the number of

minority and female applicants will be studied.

"A11 personnel involved in the recruiting, screening, selection, promotion
disciplinary, and related processes should be carefully selected and trained
to insure elimination of bias in all personnel actions."

Personnel involved in recruiting, screening, selection, and promotion will be

evaluated and training provided where determined appropriate.

Analyze: "Technical phases of compliance, such as poster and notification to

labor unions, retention of applications, notification to subcontractors, etc."
[60-2.23(a) (10)]

As SPA vacancies occur they are reported to the University Division of
Personnel Services which publicizes the job opening in its weekly bulletin
campus-wide. The public is then made aware that a vacancy exists through the
daily newspapers, word of mouth, and personal contacts. A special effort is
made to notify indi viduals in predominately black educational institutions and
to reach other blacks through black owned news media. Additional efforts are

made by University Extension administration to publicize vacancies among
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minority individuals and women through on-campus employees who are

representatives of these groups.

A file of applicants is maintained in the Vice Chancellor's office. As

vacancies occur individuals who have made application are contacted to
determine current interest. In addition, other personnel and relevant
departments on-campus are made aware of vacancies as they occur. Other
institutions and agencies are informed of EPA employment opportunities as

the need arises.

"Posters not on display." [60-2.23(b)(19)]

A file of applicants for positions in University Extension is maintained 
in the Vice Chancellor's office. Applications are reviewed as pésitions
become vacant and are advertised through in-house publications and posted

on bulletin boards and other relevant areas.‘

"Purchase orders do not contain EEO clause." [60-2.23(b)(18)]

University Extension forms do not currently bear the EEQ legend.

"Labor unions and subcontractors not notified of their responsibilities."

[60-2.23(b)(17)]

University Extension has no direct contact with labor unions and sub-

contractors. These contacts are handled through other divisions or units.

1. "No formal techniques established for evaluating effectiveness of EEO
programs.[60-2.23(b)(14)]
Procedures are being evaluated to improve techniques in University
Extension.

2. "Lack of access to suitable housing inhibits recruitment efforts and
employment of qualified minorities." [60-2.23(b)(15)]

The University and the community have an open - housing policy.
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"Lack of suitable transportation (public or private) to the work
place inhibits minority employment." [60-2.23(b)(16)]

Adequate city bus service is available to campus employees.

"Compliance of personnel policies and practices with the Sex Discrimina-
tion Guidelines of 41 CFR Part 60-20." [30-2.13(h)]

University Extension will adhere to the Uariversity's policies.

"Tn 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."

University Extension has no academic ranking system. Employment

practices are based on specific job requirements of training and

experience.

"Anti-nepotism policies."

University Extension will adhere to the policies adoptedlby the

Board of Governors which have been validated by the Regional Office.
"Rights and Benefits-Salary."

Women and minorities occupying equivalent positions to white male

employees enjoy the same rights and privileges and their pay is equal

or superior to the white male when training and experience is taken

into consideration.




School/Department:_University Extension Form No. 2, page one

Individual Completing Form: R. A. Mabry

PART T1 - AVAILABLE POOL OF PROSPECTIVE EPA NON-FACULTY PERSONNEL

1. Outline below the basic educational and experiential requirements for -
" appointmient to your EFA non-faculty positions by functional category.
In recent years the basic educational requirements vor applicants for officials and
managers positions has been the minimum of a Masters degree and a Doctorate for scme
top positions, preferibly in the social sciences, and with 8 or more years experience
in program developmeni, program management or administration, or related areas. Two
black males with Masters degrees were appointed Assistant Directors during the past 2
years. Professionals who make application should have a minimum of a Liberal Arts
_ Masters degree preferably in adult or vocational education, public administration, or
agriculture or extension education and have had at least 3 years previous experience
in a related field. No positions are classified Technicians.
2. How mzny people in the United States meet the basic educational and
experiential requirements outlined in #1 above by functional category?
(Complete charts below)

OFFICIALS AND MANAGERS PROFESSIONALS

Number Percent Number Percent

i ¥hite Male mees Thite Male 79196(3) 2
White Female ]]60(]) 4 . White Femalc 23870(3) 22
® Tlack Male e Blapkaiale 158208 5 |

“Black Female 232 | 43 . BlEcEtas a77{® |
Other Male N/Available Other Male N/Availablle :
e : Tom

4_0:.!1@1 Female N/Avaﬂab]e g O.Lh‘or Female \/Availablie i ‘
AL i 1007 TOTAL e 100~44J

(1)

(2)
(3)

\ (4)

|
(5)

Estimated number receiving Doctorate degree during 10 year period 1962-72 based on HEW "Earned
Degrees Conferred" data in specified disciplines, i.e., adult education; agricultural education:
home economics education; trade, industrial, and vocational education; public administration;
education administration; and economics. |
Two percent of total males and females is estimated number of minorities receiving Doctorate |
degrees during same period according to Dr. William Griffith, Adult Education Center,
University of Chicago.
Estimated number receiving Masters degree during 10 year period 1962-72 based on HEW "Earned
Degrees Conferred" data in specified disciplines, i.e., adult education; agricultural education
home economics education; trade, industrial, and vocational education; public administration;
education administration; and economics.
Two percent of total males and females is estimated number of minorities receiving Masters
degrees! during same period according to Dr. William Griffith, Adult Education Center,
University of Chicago. )
Professional associations and agencies contacted for hard data with no results included:
dult Education Association of the USA, National University Extension Association, American
ocational Association, American Association of Community and Junior Colleges, and Howard
University. Data on the availability of males and females with no breakdown on race and sex
was received from HEW. .




School/Department: University Extension

Individual Completing Form: R. A. Mabry Form No. 2, page two

3. Explain how you arrived at the figures in tha2 charts on page one.
a., List sources of data:

See Footnotes on Form No. 2, page one.

b. Describe the method(s) used for arriving at the figures recorded
in the charts on page one. If you based your figures on a
representative sample, please explain below:

See Footnotes on Form No. 2, page one.

c. Evaluate the accuracy and/or completeness of the data you

have used:
These data are based on the average for six years (1962-68) of HEW's "Earned Degrees
Conferred" data for all males and females in the United States having earned graduate
degrees in specified disciplines. This should be a fairly accurate estimate of the
totals; however, no hard data were available on the number of these who were minorities
and female. The two percent of the total used as the estimate of minorities and females
was arrived at through correspondence with Dr. William Griffith at the Center for Adult
Education, University of Chicago. Dr. Griffith felt the two percent was a very generous
estimate for minorities and females.

d. Indicate particular problems encountered in trying to ascertain
availability information:

Even though five national professional associations and Howard University as well as HEW
were contacted (see Footnote 5, Form No. 2, page one) no data was found to indicate the
number of minorities and females with graduate degrees in relevant disciplines. It
appears that a source for such data is not available. Therefore, at this time, we must
resort to estimates.




School/Department:  University Extension .

Individual Completing Form: R. A. Mabry s Form No. 2, page three

4. 1f you ordinarily draw your EPA non-faculty personnel from a smaller
pool of candidates than the whole United States population noted under #2,

a. Describe the pool by functional category:

Applicants for EPA non-faculty positions are accepi.ed from anywhere in the United
States with preference for those who have graduate degrees in adult education;
agricultural education; home economics education; ~rade, industrial, and vocational
education; public administration; education administration; and economics.

b. How many people constitute that special pool by category?

OFFICIALS AND MANAGERS PROFESSIONAL

Number Percent Number Percent

White Male White Male

White Female White Female

Black Male . Black Male

Black Fenale Black Female

Other Male Other Male

“Other i Other Female

TOTAL 1607 TOTAL 100%
TECHNICIANS

Number Percent

White Male

Thite Fomele

Black Maie

Hlack Fe

Other Hale

Other

TOTAL

e -~




School/DNepartment:  University Extension :

. Individual Completing Form: R, A. Mabry Form No. 2, page four

5. Explain how you arrived at the figures in the charts on page three.

a. List sources of data:

Availability is based on HEW's "Degrees Earned" data (see Footnotes

for Charts on Form No. 2, page one.

b. Describe the method(s) used for arriving at the figures
recorded in the charts on page threce. If you based your figures
on a representative sample, indicate how vou justify this:

See Footnotes on Form No. 2, page one.

c. FEvaluate the accuracy and/or completeness of the data you
have used:

See Form No. 2, page two.

d. Indicate particular problems encountered in trying to ascertain
availability information:

See Form No. 2, page two.
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University Extension
CGHPLETED‘ R. A. Mabry
1-14-74

PROJECTED SPA COMPLEMENT FOR

R(s) _1973-74

PRESENT SP4 CGMPLEMENT

FULL-TIME

Officials & Managers
Professionals
Technicians

Sales

Clerical

.Craftsius

Operations (gﬁTiIéd)
Laborers

Service Workers

SUB-TOTAL

{(Reflecting Anticipated Promotions
r_Projected Hiring Goals

A
SIS S S

N}

S

R

4.

|

=

<isss

PSS

NSNS NSNS SN S

e T e S e

“PART-TIME

Officials & Managers
Profggsionals
Techniciauns

Sales

Clerical

Craftsman
Operations (gﬁTiied)
Laborers

Service Workers

SUR-TOTAL

TOTAL

*SPA individuals working at least %-time in a ﬁermanencly established position.
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SCHOOL University Extension © N. 0. STATE URIVERS ITX
COMPLETED . R. A. Mabry AFFIRUATIVE ACTION PLAN
DATE 1-14-74 ‘ PERSONNEL o
TABLE II
¥ TABLE I PROJECTED SPA COM: NI FOR
S -
and _your Proiected Hirine Goals)
FULL-TIME ;Hm-g B}%CE ngi?? MLOT;L M/%/%;%//;//;¢;I/I ;Jidll{zn ;31 A\C;: ;;11“;‘ 'I]-';OT;;%‘

Officials & Managers | | 1 C’ﬁ{{/éf/fﬁffff 1 1

Professionals 4 2 4 2 Z.%”é'k"'%é%é%zl 41 2 4 2

ebhatetans 3| 12 5 | 1 Vi 2|2 2| o

Sales e e s e S T O ﬁzh%%"gﬁgzz%%%: e e Jae ] Lz

Clerical ' 2001 |2 1 | 22 {10007 _% 21l 112 1 |23

. Craftsman 1 1 ér: ':Zﬁ- 1 1

Operations (SﬁTiied) 112 2 1 ﬁé: _g%‘ 11 2 2 1

Laborers D T et Ittt ettt ot ot et Z i) ] ettt ettt et et ettt ettt -

Service Workers 111 1 1 i' ”%ﬁ%‘_' 100 1 g1

SUB-TOTAL 8 |2a]7]3 15 | 27 107 4 71261713 14 1| 29

¥PART-TIME 1’4 /

Officials & Managers ?. ?Z

Profq§sionals /

Technicians 27?”

Sales ?&4'_

Clerical 2 2 ég?" 2 2

Craftsman le

Operations (gﬁTiied) f;_;;u

Laborers b /4‘

Service Workers Ear‘

SUB-TOTAL 2 2 |1 2 2

i
i) 8 |26|7 |3 s | 20 117 7428 1713 14|31

*SPA individuals working at least %-time in a permancatly established position.




SCHOOL University Extension

ACTTON PLAN

COMPLETED g R. A. Mabry ZA C
DATE Q T-14-74 , PERSONHEL @
= TABLE I PA COMPLEMENT FOR 1
and_vour Proiected Hirine Goals)
e e N A e e R R e

Officials & Managers | | 1 3/444444444446{ 1 1
Professionals 4 2 4 2 22}%22%4%/5?' 4] 2 4
Technicians 3] 12 s | Vil o4 2 | o 2|2
Sales o i et byt el b e % 2.1‘;%%&!' P SR LY O e LI S S

: Clerical 201 ]2 A 21l 13 1|2

; _Craftsman 1 1 §:2‘ 1 1 v

; Operations (seafy sy 11 2 o (] ‘/’_‘; il ) P |0 ]
Laborers ot iy ks Sttt ===d=== 7] () i b e e e e e Eoes
Service Workers i 1 %-%‘ 111 1 1
sus-toraL__~ |8 |24|l7]3 15_| 27 14! 71261 714 14 130
*PART-TIME ) 7/’2/ ;
Officials & Managers vy
Professionals 1l Z /
Technicians 5
Sales 2'.‘”,
Clerical 2 2 i;ﬁg/(i: 2 2
Craftsman K;Z'g‘ Ay
Operations (gemi, gy f,évg,,,zﬁ }4%1
Laborers 7 414 4
Service Workers ,Zf
SUB-TOTAL 2 2 | 7, 2 P 2

‘ T |

TOTAL 8 |26{7 |3 15 | 29 ';1;9%/,“ 71281714 14 |32

#%SPA fndividuals working at least %-time in a permancatly established position.
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CUMPLETED LY R._A. Mabry ) ; )

TABLE V ' TABLE VI ‘
PRESENT KON-FACULTY COMPLEMENT PROJECTED NOL-ILGJLT NT

1T COMPLEMENT

(According to June 15, 1973 Tabulation)

|Waite | Black | Gu eri (t_a»lA_‘

HLT_mThes R Ll o
Officials & Managers l_o_'_z_l_cL!_n_ln |_9_o__l _ IO_
Professicnzls - 19 | LI .Q._' i_l .O_I Q_]ﬁf‘_)ls(?j e i |1.5__'_l_| 1 1,.__| O_I Q...|]L| _Z_I
7 Bierd IFIJ%JJ_L_w;]lJW' ||

l .

| |

A el U e R e ey

SUR-TOTATL, 26 5_‘_2_'_1_'_0_’9_'2&}5,“' T LZ___I] |3 1,‘|o”lo_L5__|_2__l
PEPMANENT FART-TIME '_l __‘___] ml _l__!__! _._I - 3 ____!__:,_I ,! !_! = } o
Cfficials & Managers __J_'__J __' __l I i J Lty ._‘_l = ‘___I ._—_-I..w
. o o I S e T S

. T N
__JJJJJJM~_~J_J_Jjj_

S B S ) T AT

O S T

ST TOTAL __I_'_"_,__' __| J ,_,_!,k ,J ______I. !__l ._].__! _.__' _l__l_
TGTAT,, lzs 5 |2 l] |6 'o lzs }_6__!___ 122;1 l__l1 'o_l,o |25 | 2

“)Inc'ludes 5 positions for 1ong term program to be discontinued
(2 Includes 4 positions supported by short-term grants




‘SCHOOL/DEPARTMENT

COMPLETED BY

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

TOTAL

(1)
(2)

(3)Position supported by short-term grant

University Extension

TABLE VII
TOTAL NON-FACULTY COMPLEMENT
(According to June 15, 1573 Tabulation)

AFFIRMATIVE ACTICH FLAN

EPA NON-FACULTY

DATE Janpary 14, 1974

TABLE VIII
PROJECTED NON-FACULTY COMPLEMENT
(For Academic Year 1975-76)

See Table I See Table III
Availability Full Timo Tatal | [ Full Time | Part Tims | Taral I
No. | % No. | % | Wl N S e I Cve L
27(1) | 79 27 |19 22 | 80 22| 20
42 | 5 4 112 | 1 4 ! 4
2 6 =1 INSg 3 12 3 12
13) | 3 1 1.3 1 4 1 4
0 0 ___J 0 0
0 0 I I 0 0
34 100% ' 34 ’100%' 27(4) 1007 hooy | 27 1007% J

Program involving 5 positions to be discontinued

Three positions supported by short-term grants

(4)Inc1udes projected 2 new positions
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AFFIRMATIVE ACTION PLAN
FOR THE

SPECIAL UNITS

University Administration

Special Units for Auxiliary
and Academic Administration

Division of University Studies
Department of Athletics
Integrated Goals for: the Special Units




This section deals with a number of "special units"
within N. C. State University. For purposes of affirma-
tive action planning, these units are divided into four
groups: (1) University Administration, (2) Special Units
for Auxiliary and Academic Administration, (3) Division
of University Studies, and (4) Department of Athletics.
Because of the diverse characteristics of these groups,

a brief discussion of each is provided, with emphasis
on patterns of EPA employment. This discussion is follow-
ed by an integrated expression of affirmative action goals

covering all four groups.



1. UNIVERSITY ADMINISTRATION

For purposes of affirmative action planning, the University Administration
is considered as a unit. The 41 administrative positions comprising this unit

are listed in Table 1

As of June 15, 1973, the University Administration was comprised entirely
of white males. This condition is not to be attributed to errt acts of dis-
crimination on the part of the University in the past; however, if it were to
continue over a long period into the future, it would be indicative of negligence

in providing equal opportunity.

Assessment of the availability of potential candidates for administrative
positions is a difficult matter. The 1970 United States census data indicate
a total of 39,100 “college administrators," distributed as follows: 72.8% white
males, 21.6% white females, 2.8% black males, 2.0% black females, 0.6% other
males, and 0.1% other females. One explanation for the white male administra-
tive situation at NCSU 1ies in the kinds of programs which have been and are
offered here. Since there are few minority or female faculty available in such
fields as engineering, forestry, or textiles, it follows that there would be even
fewer female or minority administrators who have come up through the ranks. An=
other explanation Ties in the fact that until the middle sixties, NCSU was basi-
cally a male institution. As such it would be expected that most administrators
would be male. For instance, until 1963 N. C. State did not even offer a degree
in liberal arts. The growth of the School of Liberal Arts over the past decade
has been phenomenal, and it has greatly increased the number of female students
and faculty. Since the development of administrators takes time, one would expect

a lag on this campus in the emergence of female administrators.




TABLE 1

Administrative Positions Comprising the
"University Administration" Unit

Chancellor

Vice Chancellor and Provost
Associate Provost
Assistant Provost for University Computing
Head, Division of University Studies

Dean, Graduate School
Assistant Dean

Administrative Dean for Research
Assistant Administrative Dean

Vice Chancellor for Extension and Public Service
Assistant Vice Chancellor

Dean, Student Affairs
Associate Deans (3)

Dean, International Programs

Vice Chancellor for Finance and Business
Assistant Vice Chancellor

Director, Foundations and Development

Dean, School of Agriculture and Life Sciences
Associate Deans (3)

Dean, School of Design

Dean, School of Education
Associate Dean

Dean, School of Engineering
Associate Deans (2)
Assistant Dean

Dean, School of Forest Resources
Assistant Dean

Dean, School of Liberal Arts
Associate Dean

Dean, School of Physical and Mathematical Sciences
Associate Dean

Dean, School of Textiles
Assistant Dean

Director, Alumni Affairs
Director, Athletics

Director, Information Services




. The following mechanism will be used to ensure that minorities and females
are given equal opportunity in the filling of administrative posts. In cases
where search committees function, the committees will be urged to seek minority i
and female candidates. In cases where no such candidates exist or can be located i
the committee will be asked to document its search at the time it presents the

list of top candidates to the Chancellor.

In cases of administrative staff positions which are not filled by a selec-
tion committee, the Chancellor will require a documentation of search efforts in-
cluding a list of candidates interviewed. If no minority or females are among
those interviewed, the Chancellor may require additional searching unless the

evidence clearly demonstrates that further searching would be futile.

. Affirmative action goals for University Administration over the next three
years (during which five vacancies are expected as a result of retirement and
creation of new positions) are to fill at least one position with a woman and

at least one position with a representative of a minority race.




2. SPECIAL UNITS FOR AUXILIARY AND ACADEMIC ADMINISTRATION

This section describes the employment programs of eleven of the smaller
administrative units within the University. Included are the offices of: Alumni
Affairs, the Chancellor, the Computing Center, Foundations and Development, the
Graduate School, Information Services, International Programs, the Provost, the
Radiological Safety Office, Research Administration, and the Water Resources Re-

search Institute.

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

tion goals.

Within the eleven administrative units there are a total of eleven EPA non-
faculty positions (excluding positions considered as part of the University Ad-
ministration). Of these eleven positions, ten are occupied by white males and

one is occupied by a white female.

It is expected that there will not be any significant increase within the
next three years in the number of EPA positions in the eleven special units com-
prising this group. Any increases in the proportions of women and minority race
representatives would have to be achieved through replacements. Because the turn-

over rate over the past five years has been virtually zero, and because no retire-




ments or new positions are expected, the setting of any specific affirmative

action goal would appear to be questionable at best.

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

ional groups.

A1l offers of appointment are subject to the approval of the Provost. It
will be required that all requests for appointment action be accompanied by the
following information on each candidate considered seriously for the position:
name, s;x, minority group affiliation, manner of recruitment (or other means by
which contact with candidate was made), qualifications, comparison of qualifica-
tions with those of the selected candidate, and expressions of interest (positive

or negative) expressed by the candidate.

It will be the responsibility of the Equal Employment Opportunities Officer
to coordinate recruitment efforts for woﬁen and minority race candidates for
EPA positions and to prepare annually a report to the Provost summarizing and eval-
uating the affirmative action activities of the specia] units for auxiliary and

academic administration.




3, DIVISION OF UNIVERSITY STUDIES

The Division of University Studies is a small special academic unit responsi-
ble for interdisciplinary programs dealing with contemporary issues and problems.

The Head of the Division reports directly to the Provost.

The major activity of the Division is the offering of interdisciplinary
courses open without prerequisites to students in all curricula. By design, less
than half of the Division's eleven EPA faculty positions are filled with full-
time faculty. The funds associated with vacant positions are used to reimburse
the academic departments from which faculty members throughout the University
are drawn to participate in particular courses. The full-time faculty in the
Division currently is comprised of two professors, one visiting assistant pro-
fessor, and two instructors; all of whom are white males. Of the ten faculty
members participating last semester on a released-time basis in University Studies

courses, two were female.

Affirmative action goals for the Division of University Studies over the
three years are: (1) to fill at least one EPA faculty position (on either a full-
time, visiting, or released-time basis) with a female or a member of a minority
race, and (2) to encourage academic departments throughout the University to em-

ploy female and minority faculty to participate on a released-time basis in Uni-

versity Studies programs.




4, DEPARTMENT OF ATHLETICS

The Department of Athletics has 23 EPA non-faculty positions: 7 offi-
cials and managers and 16 professionals (i.e., coaches). At present, all

of these positions are occupied by white males.

It is expected that there will not be any increase within the next
three years in the number of EPA positions; thus, any increase in the pro-
portion of women and minority race representatives would have to be achiev-
ed through replacements. The turnover rate in the Department of Athletics
is highly erratic and in recent years has been very small. For purposed of
affirmative action planning, it is estimated five positions will become va~'

‘ cant in the next three years: one officials and managers position and four
professional positions. It is the goal of the Department of Athletics over

the next three years to fill at least two of these positions with black males.

Detailed information on the available pool of prospective EPA non-faculty

personnel for the Department of Athletics appears on the following four pages.
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School /Department: Athletics Form No. 2, page one

Individual Completing Form: _ Willis R. Casey

PART IT - AVAILABLE POOL OF PROSPECTIVE EPA NON-FACULTY PERSONNEL

1. Outline below the basic educational and experiential requirements for
appointment to your EPA non-faculty positions by functional category.

Bachelor's Degree - and some coaches required to teach Physical
T Education and would require Teacher's Certificate.
Officials and Managers -- Experience in college athletics, and proven
- ability in administrative and managerial work.
Professionals (Coaches) =-- Prior experience in, and proven ability,
to teach and coach specific sport.
Others - - Education and some experience in area of work.

2. How many people in the United States meet the basic educational and
experiential requirements outlined in #1 above by functional category?
(Complete charts below)

OFFICIALS AND MANAGERS PROFESSIONALS
. Number  Percent Number _ Percent
White Male White Male
8,561 65.7 19,710 65,7
White Female White Female
3,453 26.5 7,95 26.5
Black Male Black Male
RS 234 | 1.8 . ago| 1.8
Black Female 274 2.1 Black Female et 2%
Other Male : Other Male
234 1.8 480 18
Other Female - 274 2.1 Other Female 30 o
[ TOTAL % TOTAL 100%
TOTAL 13,030 100! A 29,880
TECHNTCIANS

Number Percent

white Male

White Female

“Black Male

“Black Yemalc

Other Male T

Other Female

TOTAL 1007




SChool/Doparthn;; Athletics

Individual Completing Form:__wjllis R, Casey Form No. 2, page two

Explain how you arrived at the figures in the charts on page one.
a. List sources of data:

We collaborated with William W. Cobey, Jr., Department
of Athletics, University of North Carolina. List of
data sources attached.

b. Describe the method(s) used for arriving at the figures recorded
in the charts on page one. If you based your figures on a
representative sample, please explain below:

See attached

c. Evaluate the accuracy and/or completeness of the data you
have used:

The date is accurate and complete to the best of my
knowledge. Since there is no precedent, we have been
forced to draw some conclusions on our own, and feel
sure these are not completely accurate. For instance,
Mr. Cobey feels that there are more qualified blacks
than the data indicates because of the large percentage
of blacks in professional football, basketball, and
baseball.

d. Indicate particular problems encountered in trying to ascertain
availability information:

1. The National Collegiate Athletic Association does
not keep any aata on the basis of race.

2. The American Association of Health, Physical Education
and Recreation does not keep any dataon the basis
of race or sex.

3. The NCAA keeps participation figures for ten sports.
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School/Department: Athletics

. Individual Completing Form: Willis R. Casey Form No. 2, Page two

(cont.)

3. Explain how you arrived at the figures in the charts on page one.

a.

List sources of data:

1. National Association of Collegiate Directors of Athletics
2. National Collegiate Athletic Association
3. American Association of Health, Physical Education and
Recreation
4. 1970 Census of Population -- U. S. Dept. of Commerce
5. Earned Degrees Conferred 1970-71--DHEW Publication
No. (OE) 73-11412
6. Equal Employment Opportunity Report, 1970
7. Equal Employment Opportunities for Minority Group
College Graduates, The Garrett Press, 1972
8. Racial and Ethnic Enrollment Data from Institutions
of Higher Education, Fall 1970 - DHEW
9. Digest of Educational Statistics, 1972

Describe the method (s) used for arriving at the figures
recorded in the charts on page one. If you based your figures
on a representative sample, please explain below:

1. As of 1970, 9,634,000 white and black males and females
had four or more years of college education as follows:

White Males 6,584,000
White Females 2,656,000
Black Males 182,000
Black Females 212,000

Total 9,634,000

As of Fall 1970, enrollment of institutions of higher
education was 4.4 percent blacks, and 3.8 percent other
minorities.

Therefore, for simplicity, we assumed that there were

as many people of other minorities as there were blacks
that had finished four (4) or more years of college as of
1970.

With this assumption we can derive the following numbers
and percentages of people that had finished four or more
years of college as of 1970:

Numbers Percentages

White Males d 6,584,000 65.7
White Females 2,656,000 26.5
Black Males 182,000 1.8
Black Females 212,000 2.0
Other Males 182,000 1.8
Other Females 212,000 2.1

- 10,028,000 100.0




School/Department : Athletics U

Individual Completing Form: Willis R. Casey Form No. 2, Page two (Cont.)

. 2. Officials and Managers

As of 1972, there were 2,606 institutions of higher
education. Assuming there are four individuals at each
institution that meet our basic requirements for appoint-
ment, this would give us a total pool of 13,030 people.

Then, we multiplied the percentages of males and females
in each category times 13,030.

3. Professionals

There are approximately 30,000 members of the American
Association of Health, Physical Education and Recreation.

We assumed that all of these members met our basic requirements
for appointment, and multiplied this number times the
percentages of males and females in each category that
we developed in Item #1 of this section.
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5. INTEGRATED GOALS FOR THE SPECIAL UNITS

While each of the "special units" considered in this affirmative action
plan is relatively small, in combination they represent a sizeable number of

employees: 5 EPA faculty, 75 EPA non-faculty, and 101 SPA employees.

Specific affirmative action goals for all of the special units are ex-

pressed in the tables on the following pages.




AFFIRMATIVE ACTICN PLAN

SCIOOLZREPARTFENT Special Units EPA FAC DATE__23 January 1974
COMPLE! BY A, Carnesale "Y .
TABLE I TABLE IX
PROJECTED FACULTY COMPLEMENT
PRESENT FACULTY LCOMPLEMENT FOR ACADEMIC YEAR 1975-76
(According t02;E€65£&=1973 Tabulation) ' (Reflecting Anticipated Promctic
and your Projected Hiring Lo_La)
White K _Black | Other | _Totall T T
FULL-TIME M [ F AN (FIM]FE My F¥/LLLLLLLLLLYL
Depa ead 1Ll :
Ll e TR R e e e
Professor 2 2 e - Tl | ]
Associate Professor AN o
W T LA S
Assistant Professor e L
. 1L =il
Instructor 2 4 2 SYININIRYIRINES |
LLLLLLLLE LT "
Lecturer . R e B o S SR -
L/.//////////// § - l
SUB=TOTAL, =M [ . 4 IILLErrrrir & 4 L i AL
AR il - Tl - LILLLELiLIrTL ¢
*PERMAMENT PART-TIME ) ML
T
Professor LI
ST
Associate Professor N [ S TR e e ) S S R S e S
’ //////’////// H i
\ssistant Professor [l | R LTI i1 {
. LILLTTETTETTT !
Instructor L1 i
o HITEEETEET T {
Lecturer LI §
” [IILTEELTT T E
Visiting AL
LT 1
| SUR-TOTAL | i AV N 3] Ll
L | TITTTTTTTTET E ; | i |
e e g e £ R e R R YA T S T ] C
XPERMANENT PART-TIME - Individuals working less than full-time and being paid accerdingly but hirca for

a term of 12 mouths or move or for a stated term of one academic year or more. This doos n:
'

joint appointments which should be reported as full-time by their major deparcments. The nusbos

need Sn be filled in here are not supplied in the October tabulation and wiil necd to cone from
recor

= N I | B e A e SR A T =3 ERe TNl Nee Sl

SL



AFFIRMATIVE ACTION PL!—.T\. '
EPA FACULTY

SCHOOL/DEPARTHENT Special Units DATE_ 23 January 1974
COMPLETED BY A. Carnesale i
TABLE TII TABLE IV
TOTAL EACULT /C0’1PLI'\3L‘NL PROJECTED FACULTY COMPLEMENT
(Lccording to £ 1973 Tabulation) (For hcadenic Year 1575-76)
See Table I See Table I1I
Ava 11.—.0111;_, S;ée —? ;: . Pari
Percentages No. IZ(a)I Note(e) 7§ No.
iy
Wiite tole 5 (100 ‘44 l100f 1 l100 ! 5 oo
Yhite Temale Z]; | =5
7
Black Male :’_i
N
Bizck Female /
£
Other Malc /
2
Other Female I /:l
5
TCTAL ) 4 | 100z 1 11007 E 5. 100% 2. ;;; 4 1007 1 Bm'«: 5 _han?

(a) These percentages should be taken directly from the charts you completed in questions #2 or {#4 of Form I.

(b) These percentages should be computed on the basis of tctal number of full-time.

(c¢) These percentages should be on the basis of total number of part-time.

(d) hese percentages should be computed on the Lasis of total rumber of full-time plus part-timz.

{¢) 1In this ccluma: place 2 + (plus) if the perceatage in the column marked Total in Table III is higher
then thc percentage in the corresponding column marked fvailabiiity or plece 2 - (minus) if the percentage
in the column marked Total is lower tham the percentage in the corresponding column marked Availability.




TABLE I
EPA NON-FACULTY
PRESENT COMPLEMENT

SPECIAL UNITS AFFIRMATIVE ACTION PLAN

Officers & Managers 50

Professionals

TOTAL

White Black Total
N F WE HFE

0 0 0 50 0
25 0 0 0 25 O
75 0 0 0 75 0

i i i e s A ISP, S

EPA NON-FACULTY

TABLE IT

EPA NON-FACULTY

PROJECTED COMPLEMENT, 1975-76

White Black Total
N F M F M F
46 2 2 0 48 2
24 0 1 0 25 0
70 2 3 0 73082

Ll



~ ‘scHooL _Special Units
COMPLET

BY A. Carnesale

January 1974

TABLE I

PRESENT SPA COMPLEMENT

N. C. Sl1AsE UNLVERSILY

AFFIRMATIVE ACTION PLAN

@:: rrsoniL

and _yo

TABLE II
PROJECTED SPA COMPLEMENT FOR

FULL-TIME

WHITE

M

F

BLACK

M

F

OTHER
M F

WHITE
M F

BLACK
M F

OTHER
M _F

ACADEMIC YEAR(S) 1973-74
(Reflecting Anticipated Promotions
r Projected Hiring Goals)

TOTAL

M

F

Officials & Managers
Professionals
Technicians

Sales

Clerical

Craftsman
Operations (gﬁTiied)
Laborers

Service Workers

SUB-TOTAL

5

5

5

10

10

10

18

8

18

21

8

39

38

42

30

60

35 |66 |1400099477!

30

35

66

*PART-TIME

Officials & Managers

Profq§sionals
Technicians

Sales

Clerical

Craftsman
Operations (gﬁTiied)
Laborers

Service Workers
SUB-TOTAL

e e B S

TOTAL

30

60

5

6

S

35 | 66

s
oS
oSS

Dt

S

f1

7

30

59

35

66

.-

*SPA individuals working at least %-time in a permancntly established position.

8L




sCcHoOL _Special Units
COMPLE BY A. Carnesale
DATE January 1974

TABLE I
PRESENT SPA COMPLEMENT

* N. C. STATE UNIVERSITY
AFF%TI\'E ACTION PLAN

A PERSONNEL .

TABLE II
PROJECTED SPA COMPLEME R
ACADEMIC YEAR(S )H%yz' ;‘8
(Reflecting Anticipated Promotions
and your Projected Hiring Goals)

Sales

e e e e
Officials & Managers |_5 5 TTITTTTTTTTTITT] g 5
Professionals 10 10 177 7 10 10
Technicians 181813 21| 8 : A 1817 |3 |1 21 8

Clerical

Craftsman

Operations (gﬁTiied) 3

Laborers

Service Workers

SUB-TOTAL

*PART-TIME

Officials & Managers

Professionals

Technicians

Sales

Clerical

Craftsman

Operations (gﬁTiied)

Laborers

Service Workers

SUB-TOTAL

Lt 30|60 5| 6

i olss |5 |8 35 |66

IR

35 166 |7774%)

*SPA individuals working at least %-time in a permancntly established position.

6L




* N. C. STATE UNIVERSITY

SCHOOL Specia71 Units

COMPLE BY _A. Carnesale AFF TIVE ACTION PLAN
DATE January 1974 P4 PERSGNNEL ‘
TABLE II
- TABLE I PROJECTED SPA COMPLEMENT FOR
= ACADEMIC YEAR(S) 1975-76
Gy S A (Reflecting Anticipated Promotions
and yvour Projected Hiring Goals)
WHITE | BLACK | OTHER TOTAL LI WHITE | BLACK OTHER | TOTAL

FULL-TIME M F | M F|M F M ® [/7727177177777//] M F |M F | M F| M F
Officials & Managers | g 5 ///l////{////// 5 5
Professionals 10 10 9 1 10
Technicians 18 1 8| 3 21| 8 17 8 |7 311 21 8
Sales
Clerical 4139 12| 3 6 (42 4 B7 314 7 |4

Ty
Craftsman 3 3 3 3
Operations (gﬁTiied) 3 - 3 / 3 3
Laborers
Service Workers 3 3 /7 ; 3 3
SUB-TOTAL ) 30|60 | 5|6 35 |66 B0 b6 | 6|9 36 |65
*PART-TIME Dl
Officials & Managers Z
Profg;sionals | Bl [ . Ui
Technicians 2'
7
Sales A
Clerical ?
Craftsman
Operations (gﬁTiied)
Laborers
Service Workers
SUB-TOTAL ~
7 J?

TOTAL (60| 5] 6 35_}6_6,// Wi iriiBo b6 | 6 |9 36 |65

#SPA individuals working at least %-time in a permancntly established position.

02



