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Earned Degrees Conferred
National Center for Educational Statistics,

Office of Education of the U.S. Department of Health,
Education and Welfare.

1. DEGREES CONFERRED IN LIBRARY SCIENCE, AGGREGATE FOR THE U.S., 1969-1970

Bachelors 7
(4-5 years) 1,054 86

Masters 6,544 1,108

Doctors 40 24

II. DEGREES CONFERRED IN LIBRARY SCIENCE, N.C., 1969-1970

EACHELORS MASTERS

Total Men Women Total ‘ygg 22923

Appalachian 12 1 11 16 6 10

E. C. U. 15 4 11 14 2 12

N.C. Central -~- ~-- ‘~-- 12 '--- 12

U.N.C. 6 CH ~-- ~-- --- 93 16 77

U.N.C.-G --- --- --- 14 1 13

TOTAL 27 ‘5 22 149 25 124

Total

WOMEN

968

5,436
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. School/Department: Chancellor/Library . Form No. 2, page one

Individual Completing Form: Cyrus B. King

PART II — 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.

The basic educational requirements for a beginning professional position
are an AB or BS degree and a Master's Degree in Library Science. Many
library positions require additional academic training in relevant subject
or language fields. For example, a school librarian might need to be a'
subject specialist in Textiles or Architecture and Design. A Cataloger
of scientific books or serials might need special knowledge of one or more
foreign languages as well as a subject specialty in science.

Experiential requirements range from none for entry-level positions to
several years of relevant working experience for supervisory positions.

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 20,181 17

White Female White Female 91,685 75

Black Male Black Male 1,201 1

Black Female BlaCk Female. , 6,735 5,5

Other Male . ' Other Male 4 619 .5

Other Female . ”g Other Female 1,431 1

TOTAL » . 1002 TOTAL 121,852 100%

TECHNICIANS

meber Percent
White Male ' '

White‘Female

Black Male

Black Female

Other Male

Other Female .

TOTAL 1003



School.€:e artment: Chancellor/Library
D

. Individual Completing Form: Cyrus B. King,

3. Explain

Form No. 2, page two

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

a. List sources of.data:
U. S. Bureau of the Census. 1970 Census of Population:

Detailed Characteristics: United States Summary, Table 223,
"Detailed Occupation of Employed Persons by Race and Sex."

(a copy of Table 223 is 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:

The source cited reports the number of persons employed in 1970
as librarians in the U.S., and provides male/female breakdowns under
three categories: "Negro, " "Persons of Spanish Heritage, " and "Total."
The first two categories were used for the ”Black" and ”Other" data
and the "White" data was derived by subtracting these two from the
"Total."

c. Evaluate the accuracy and/or completeness of the data you
have used: The data are based on employment in all types of libraries
and therefore overstate the available pool of librarians qualified for
positions in college and university libraries. However, it is the only
data
surve

found that provides a breakdown by sex as well as by race. A recent
y conducted by the American Library Association's office for Library

Personnel Resources is attached. It provides a racial breakdown and a
level of education breakdown, but it does not provide data by race and sex
as he
small.
and a
d.

rein requested. Furthermore, the sample used to acquire data is quite
A second survey, also prepared by the American Library Association

ttached as a part of this report, shows monority enrollment by race (con' t)
Indicate particular problems encountered in trying to ascertain

availability information:

See "C" above



Form No. 2, Page Two (Con't)

. PART II, No. 3-0 Continued:

(but not sex/race) in the various types of library training. The 5th year accredited
program is the appropriate concern for this report.
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Ethnic and Sexual Composition
of Professional Library Employees: 1973

In May 1973, the ALA Office for Library Personnel ResoUrces sent questionnaires
to libraries throughout the United States in an effort to collect information
about the ethnic composition of the professional labor force.

The sample consisted of 2775 institutions drawn from the NCES Education Directory:
Higher Education 1970-1971, NCES Statistics of Public Libraries Serving Areas With
at Least 25,000 Inhabitants 1968, and a directory of school library system
supervisors compiled by the American Association of School Librarians. These
three sources represented a total population of approximately 4800 academic and
public libraries and public school systems. A total of 782 institutions returned
useable responses. This is a response rate of 28.2% and is 16.2% of the total
population represented by the three listings. These institutions employed 9684
professional employees (as defined by each institution and possessing at least
some library science education) on the survey date of May 1, 1973.

Institutions were asked to identify in total numbers the ethnic breakdown of
their staffs in five categories: American Indian, Black, Oriental, Spanish
Surnamed, and Other (defined as including Caucasians and all minorities not
specified). They were also asked to provide data on the total numbers of men
and women. -

Although information was obtained for all levels of employment, only data for
professional employees are presented here because of the national scope of
the labor market. Within this classification, information was broken down
into three categories based upon level of professional education, i.e. some
library science education, a masters degree in library science, or a Ph.D. in
libra y science.

Figures presented represent the percentage of each labor force made up by each
ethnic group. Totals in the vertical columns represent the percentages of each
minority within each educational classification; e.g., 3.7% of the librarians in
the sample who possessed a masters degree in library science (but not a doctorate)
were Oriental. The "Total all Employers" column is the percentage of the absolute
numbers represented in the horizontal rows. It is not the average of the percentages.
The bottom portion of the table contains a breakdown of all employees (not just
minorities) by sex. , ' .

Example: Of all Public Library employees in the sample, with some library science
education (but not a masters degree), 0.2% were American Indians, 4.5% were Black,
0.5% were Oriental, 1.2% were Spanish surnamed, and the remaining 93.6% were
either Caucasian or some other minority. 0f the same group, 88.5% were women
and 11.5% were men.

The reader is cautioned that this is only a survey of the libraries listed in the
sources cited aboVe. It does not include private schools, government agencies,
or special and institutional libraries. It should also be noted that the response
rate is less than that normally desired on such a survey.

ALA/OLPRzl973 '
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Minority Enrollment Survey — 19731‘
In the Spring of 1969 and 1972 the American Library Association (ALA)
Surveyed the minority enrollment in ALA accredited schools in the UnitedStates. The results of these two surveys are as follows:

1969 1972

American Indian, O '1

Negro ' 156 , 310

Oriental 982 92

Spanish Surnamed 32 48

In 1973, the Office for Library Personnel Resources expanded two earlier
ALA surveys to determine minority enrollment in all library education
programs listed in the North American Library Education Directory and
Statistics, 1969-1971.

TheJchart on the following page tabulates for each HEN identified minority
group the number of persons enrolled in the Spring of 1973 and the number
of degrees expected in 1973. Institutions were asked to omit students
in the United States on a student visa (F—l visa) and to include all
students without reference as to whether they were full time or part
time students.

The types of programs were broken down into fifth year ALA accredited
and fifth year non—accredited programs, sixth year certificate programs,
doctoral programs, library technical assistant programs and undergraduate
major and minor programs. A second chart at the bottom of the page reports
the number of minority persons on faculties of all library education
departments - full time and part time.

The Office for Library Personnel Resources plans to repeat this survey
in Spring, 1974. At that time we hope to be able to calculate what
percentage minority enrollment is of the university of library education
students and to ascertain the number of degrees granted to minority stu-
dents in 1973.

1Minority group categories are those required by HEW and other agencies inreports of affirmative action programs for equal employment and educationalopportunities.

There was not complete information on how many of the Orientals were foreign
students. "



.A
' ALA OLPRMINORITY ENROLLMENT SURVEY SUMMARY - 1973* /

NEGRO SPANISH SNRNAMED AMERICAN INDIAN ORIENTAL
Number INo. of Number I No. of Number I No. of Number INo. of

TYPE OF PROGRAM EnroTied I grees . Enrolied I Degrees Enroiied I Degrees EnroTTed IDGQTEESI I I . ISpring IExpected Spring I Expected Spring I Expected Spring uExpectedI I l I
1973 g 1973 1973 ; 1973 1973 g 1973 1973 g 1973

I I I I
5th Year Accredited Programs E I E I

(U. S. SchooTs onTy) 428 i 277 93 I 51 2 i 1 259 I 136
47 responses : g : :

i I ' I
n : : T 1

5th Year Non-Accredited I I I I
30 responses .. 108 E 47 20 E 5 0 E 0 23 E 9

» s a a s
6th Year Certificate I I I I I

20 reSponses ' 15 E 3 8 I 0 0 I 0 9 I 0

i E i I
PhD Programs ' I , I I

17 responses 24 I 5 0 I 0 2 I O 7 I 0
J I I I
I I I I

Library Technical Assistants ' I I I33 responses 74 I 13 46 I 10 5 I 2 2 E 0

a s s a
BA, BS or Undergraduate minor ' I , I I ,

96 responses ‘ 257 I 41 57 I 6 54 I 4 28 I J
+ s s 4:l I i I

TOTAL 907 I 386 224 I 72 43 I 7 328 I 148
g ' 2 1 i

FACULTY _ from all programs Fuii Time 5 Part Time Fuil Time E Part Time FuTT Time; Part Time FuT] Time EPart Time
1 l I L

”ported 33 .: _ 27 4 E 6 3 E 1 10 5 7
1 L L _L

*The minority group categories are those required by HEW and other agencies in reports of affirmative action programs
for equal empioyment opportunity. ' .
1’



School/Department: Chancellor/Lihrnr1__m“ “A

Individual Completing Form: . Cyrus h 5333 Form No. 2, page three.7............-—————

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

a. Describe the pool by functional category:

N/A

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

OFFICIALS AND MANAGERS PROFESSIONAL
' N/A ‘

Number Percent Number Percent
White Male White Male

white illzmale White Female

Black Male Black Male

Black Female Black Female

Other Male ?fiLLE*fiaie

Other Female Other Female

TOTAL 100% TOTAL 100%

TEC'NICIANS

' Number Percent
White Male

Hhite Female . ~

Black Male

Black Female‘

Other Male

Other Female

Worm. 100.":
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SCIiUuL/UEBAIUE-iflfi ChancellprLLibrggy“ , EPA ‘JNJACULTI DATE ¢_ January 1.4)-.17974-‘ __ ---. _
CUMPLE'IL‘D BY Cyrus B King; ,4...“ .

TABLE V TABLE VI
PRESENT NON-FACULTY COI-iPLE-iENT PROJECTED IIDI'-"[.CIJL""1' ""'""7"""”UUL1L LAHLLl—n“

(According to June 15, 1973 Tabulation) FOR AC.BZXZ YL’2f 1975-76
(Reilecrirg :‘icipatcd Prerot0:3“4 ‘mrr rr1f._':_::¢‘.o___}_‘_I_‘I_:'_TI_T"‘ Grrlr

“ -'“7""‘-;"*« ; - s 3‘:_“7__”White I Black I Otner szctei__ Wnite . Blaciz I GcherI_:ctarfl_ I
FHLL_mTy7 p I g, p' In FI n: _F ; T1; F ‘.E_._F-KJL_.ELJ y F _

* IOfficials & Managers , ..- __-.W___.. __ .___.___

Professionals 8 14 0 0 0 0 8 14 I 8 14 O 2 0 1 8 17

Technicians ___-__ _.... m“... 4.... _r ._ -..... - ..

m w...‘ u: ——l W “ T ‘“ ~--—‘_"‘ ’ an :1 ~21:- w": " m 4-31 ”i 4- .—Ad-‘ “ .—

guy- wnmAL l

T‘Y‘“\t‘\‘f‘\’"“ h‘.“~—m-‘.f7 I l E ‘ . I...,-_-I _ , I

Cf ficials 5.- }:«nagersl ..- “I ___ “I , A, ,, _ _' A... we _-____ _._ .._.. _“—T‘-‘*‘—“ “"“ ' “ I r
Professicnals ,~__ _,‘,__. __. A.. ._ ___ A-“ _..--..-.__h___ __ ._.~__ - “_ ._ ii A“

I I ‘. . ITechnic1ans a - .__ .__..__ - - .~_ I

st! ~'~".‘.T;‘I __ _. .. _ __ __ -- .. __| . - - __q____ _____ ,___ -__'___J ,_ __ _!

TCTAI. .3 14 0 0 0 0 3 14. 8 14 0 2 ._9 J..-_...8_.__1_LJ

*Director of Library reported under Administration and is not included in this report.
I.

/



SCEOOLIDLEARTHENT

COXPLEIED BY

Chancellor/Librany_

TOTAL NON-FACULTY COHPLEHENT
(According to June 15, 1973 Tabulation)

See Table I

Availabilitfi

Cyrus B. Kingi

ITABLE v11

Full

AFFIRNATIVE ACTION PLAN
EPA NON-FACULTY

DATE January 14, 1974

TABLE VIII
PROJECTED NON-FACULTY COMPLEMENT

(For Academic Year 1975-76)
See Table III

.. AL 4 '
l F011 Time

1 %
| F
,mjj

or
‘Percentages yo, 2 A “0. , 1 _,

17% 8 36% 0 8 36% ‘ 8 32 l 0 8 32

75% 14 64% ' o 14 64% 14 56 o 14 56

1% o 0 o 0 o o o o 0 0

5.5% 0 o o o o 2 8 0 2 3

.5% o o o_ _0 ”gm 0 o o o o

1% o 0 o o ‘ o 1 4 o 1 4

100% 22 100% 100% 22 100% 25 100% 0 100% 25 100% 1



' .ORTH CAROLINA STATE UNIVERSITY A’J.‘ ltALilQiGl—I
Q t OFFICE OF BUSINESS AFFAIRS

Dmston or Pmsonnst Saunas
1103:5067 ZIP 27607 . . January 7, 1974

MEMORANDUM

TO: Mr. William H. Simpson Dr. John F. Bogdan”’,/
Dr. F. J. Hassler' Mr. Cyrus B. King a
Professor Roger H. Clark Dean Banks C. Talley, Jr.
Dean Carl J. Dolce Dr. R. A. Mabry
Dr. Robert G. Carson, Jr. Dr. Albert Carnesale
Dr. LeRoy C. Saylor
Dr. Odell Uzzell
Dr. Jasper D. Memory

FROM: William R. Galloway

SUBJECT: Wake County Employment Data for Affirmative Action Planning
. (SPA Personnel)

The enclosed table sunmmrizes available data on the work force in
Wake County, North Carolina. Data used to compile the table were
taken from "Raleigh Standard Metropolitan Statistical Area (Wake
County) - Manpower Information for Affirmative Action Programs -
1973" prepared by the Employment Security Commission of North
Carolina. Labor force figures shown in the table include both the
employed work-force and unemployed persons who are experienced in
each of the occupational categories. The employment figures are
based on 1972 data, however, proportions used for classification
into occupational categories are based on 1970 census data.

These figures represent the most proper and reasonable data that
we have been able to accumulate from existing availability figures.
You may use these percentages in determining goals and timetables
for employment of minority group_members and females in the various 5
categories shown. , 7

Please call if you have further questions.

' WRC:mbo

North Carolina State University at Raleigh is a constituent institution of The Unirvrw‘tr of North ( um’imt.



1‘0 V. UJ-‘LLH
AFFIRMATIVE ACTION PLAN

SPA PERSOR‘ '

vo‘Q- —.

SCHOOL
COMPLEThD BY

Chancellor/Library
Cyrus B. King

January 14, 1974 . ‘DATE

FULL'TIME

WORK SHEET FOR TABLE II

Estimated Number
of Positions
Expected to
Become Vacant

(1973 — l97fL)

Estimated Number
of Newly Created

Positions

(1973 - 197_g)

Total 1
Positions
to Be
Filled (1973 —

Projected Hiring Goals
(based on the total positions

to be filled)
197g_)(2)

(1973-19733 WHITE I BLACK OTHER TOTAL
l M ; F I M I F MI F M F

Officials & Managers
'Professionals
Technicians
Sales
Clerical
Craftsman
Operations (semi-skilled)
Laborers
Service Workers
SUB—TOTAL

! I
i l

16 |

$.J I\

TOTAL

.—

._—-—...——.—..,.-—-——-—-

*PERHAKENT PART-TIME
Officials & Managers
Professionals
Technicians
.Sales '
Clerical
Craftsman'
Operations (semi-skilled)
Laborers ‘ '
Service Workers
SUB-TOTAL

10 10

10 O 10

TOTAL 24 (1) 2 26

Note: A + B = C
C = D

*SPA individuals working at least E-time in a permanently established position.
_m

(1) Based on 29.6% estimate of turn over. (supplied by University Personnel Office)

Since the libr(2) ary more than meets goals that might be based on availability, the library will have
as its goal the maintenance of its present balance.

U s..._..-.—.- m...-W~~—wmww~-W « V! --.-.- —~—~-~—--‘v . m-r m... ._......._.-—. ow’



-.-_.a_ A... _ .. ..._... --.n‘. --._~,.—-- . ...- . ...- -m-’ . -.-...-._. ._ _.,,. A
N. C. STATI'I UNIVERSITY

.--_.( .a...... u-‘
3. SCIEOOL Chancellor/Library ' . , 1. .é COPZI‘LETED BY gyrus B. King AI'FIRAAI‘IVI': 12L} [0“! PLAN

DATE January 14, 1974 SPA PLRUO‘IM'L

- TABLE I PROJEuTnD SPA COHELEHEHT FOR
PRESENT SPA COMPLEMENT ACADEMIC YEAR(S) 1973-74_

(Reflecting Anticipated Promotions
£351“1Q.g (‘31:?)jggtgdfll’. ‘ _r_i'n2J1";r213)
t-mfffb‘ififié” ' “ton
M F M F M

\

TABLE II '

\
OEEER
M F

OTHER
M F

BLACK
M F

WHITE
M F FFULL-TDIE

Officials & Managers
Professionals
Technicians
Sales
Clerical

g Craftsman
i Operations (gfiglled)

Laborers

..<‘_-r.-.‘,..

~.o~po»...--n.or-m.-,o.. Service Workers
SUB -TOTAL__Lg_

*PAaT-TIME
Officials 6: Managers

.o.“p.\—v—~W.-.-.-‘g‘. Professionals
Technicians
Sales
Clerical
Craftsman '
Operations (gfiTlled)
Laborers
Service Workers
SUB -TOTAL 0 15 0 O

TOTAL 4 63 l 13 0 0 5



M1:..1'

SCHOOL Chancellor/Library‘ ' N- C~ STATE UNIVERSITY
COMPLET Y Cyrus 3, King AFF‘TIVE ACTION PLAN .
DATE January 14. 1974 PA PERSONNEL

TABLE II
- TABLE 1 PROJECTED SPA COMPLEMENT FOR

NT ACADEMIC YEAR(S) 1974-75
PRESENT SPA CGMPLEME (Reflecting Anticipated Promotions

V I 9 p
WHITE BLACK OTHER A TOTAL _ ’ . WHITE BLACK OTHER TOTAL

FULL-TIME M F M F M F M F . M F M F M F
Officials & Managers
Professionals
Technicians
Sales
Clerical
Craftsman
Operations (gfiTiled)
Laborers
Sernice Workers
SUB-TOTAL
*PART-TIME
Officials & Managers
Professionals
Technicians
Sales
Clerical
Craftsman _
Operations (gfigiled)
Laborers
Service Workers
SUB-TOTAL 0 15 O 0

/%%
TOTAL 4 63 1 13 o o 5 76 / ////// / /

¢/
///6 621

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



N. C. STATE UNIVERSITYSCHOOL Chancellor/Library‘
COMPLET ,Y Cyrus B. King AFF TIVE ACTION PLAN .
DATE nuaryVIA, 1974 A PERSONNEL

TABLE II
PROJECTED SPA COMPLEMENT FOR

ACADEMIC YEAR(S) 1925-26
(Reflecting Anticipated Promotions

VF‘H Dwain :. 1'
OTHER . WHITE BLACK OTHER

TABLE I
PRESENT SPA CO‘IPLEMENT

WHITE BLACK TOTAL
FZ'LL-TIME M F M F M F 9’, " M F M F -M F M F

Officials & Managers 7 7
7/7777777/7/7/7
.'Ilé/l/Ié/l/I/III/I;

Professionals
TEChniCianS '7 77/ l/ /7/
Sales ' '77777777/7777
Clerical 377"”77777/777/ 5
Craftsman {77/7/77/77// 77

i “’/7 /"er ' L '- g ’7,”:7// 7 "C,e-at10ns (gfiglled) ; /;///////
Laborers 9'77“"/// //

77777//:./ //77/7
777'77

. 7',:1 ”‘l/II///
7, i./‘

. ”/A~,
rvice Workers

SUB-TOTAL
(I) (D

*PART-TIME
Officials & Managers
Professionals
Technicians
Sales 4
Clerical
Craftsman .
Operations (gfi?lled)
Laborers
Service Workers
SUB-TOTAL

TOTAL

*SPA individuals working at least

0 15 0 0

h .63 1 13 0 O

///7;777)h///77

777777777777 77'
7277777777777 7
77777777777 7
7777/77 ’ '7
77 7
777 7, 7 7/
‘7 7 7, 7
777 77 7
2777/ 7 77
77777777 7/ 1 14

%-time in a permanently established position.



SCHOOL Chancellor/Library ' ,7 ‘ N. C. STATE UNIVERSITY
COMPLET Y Cvrnq R Rina AFF TIVE ACTION PLAN
DATE Januar§ 14, 1924 U A PERSONNEL

TABLE II
- TABLE 1 PROJECTED SPA COMPLEMENT FOR

PRES EN’I‘ SPA COMPLEFERT
\7

WHITE BLACK
M F M F

TOTAL
M F

OIL-{ER
M F

WHITE
M PFULL-TIME

Officials & Managers II
Professionals 7'7L77, /’7///7
Technicians 777/7377777/7
Sales 777777//7777//
Clerical 6‘. 77,7777777777. 77
Craftsman 7777/777/77777/7

9777/7/7/77/77'Operations (gfiTlled) /
Laborers 7/7//7////7/77

‘ /7/77 nService Workers 7/.777l///7771777
SEEJTOTAL 7/7/“7/77’7/7777

77777
’7/777//777,/7/
77777/7 777/777

*PART -TIMF.
§Officials & Managers

Professionals .
Technicians 7/77/7/777/ /

Sales 77//// 7//7/

CleriCal 7
Craftsman 7// I. ///
Operations (gfiglled)
Laborers 7//
Service Workers
SUB-TOTAL

TOTAL 4

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

ACADEMIC YEAR(S) 1973-76
(Reflecting Anticipated Promotions

1r Proiected Hi; 0
TOTAL
M F

OTHER
M F



SCHOOL/DEPARTMENT

COMPLETED BY

Chancellor/ Library

AFFIRMATIVE ACTION PLAN ’
SPA PERSONNEL

Cyrus B. Kine

White Male

White Fefiale

Black Male

Black Female .

Other Eale

Other Female

. ‘

DATE January 14. 1974

, TABLE III J
TOTAL SPA CLERICAL COMPLEMENT

(According to October 1, 1973 Tabulation)

Availabilitf Full T452 I Part T4“: 1 *«rs1
Percentages No. Z No. Z I No I Z

20.3 a 6.0 0 0 ‘6 a 0

71.1 48 72.8 15 100 63 77.8

3.3 1 1.5 0 0 1 1.2

5.0 _ 13 19.7 0 0 13 16.1

0-1 0 0. 0 __Q___..9___.£L£L.

0.2 0 0.0 0 0 0 ‘ 0.0

100% 66 1001 15 100% 81 10TOTAL



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

WHITE ‘ BLACK _ p .. OTHER MINORITIES /

MALE FEMALE MALE FEMALE MALE FEMALE

1 .
i , N Z N Z ’ ‘N Z N Z N Z N Z TOTAL

Sfficials & Managers 10,188 81.3 1,748 14.0 407 3.2 133 1.1 31 0.2' 18 0.1 - 12,525

F-:f:ss;onels 5,947 44.9 5,749 43.4 453 3.4 1,016 7.7 56 0.4 ‘33 0.2 ' 13,254

"—ccr1cians 9,186 76.3 2,201 18.3 301 2.5 246 2.0 87 0.7 12 0.1’ ' 12,033

Seles 6,922 66.0 3,126 29.8 ' 168 1.6 273 2.6 6 0.1' 0 10,495

L-:r-ca1 5,541 20.3 19,379 71.1 887 3.3 1,357 5.0 27 0.1 48 0.2 ‘27,239

Jraftszen 10,396 78.0 663 5.0 2,087 15.6 178 1.3 12 0.1 0 13,336

Cgerations (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

LeEorers ' 9 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 3,548 717.6 6,357 31.5 57 0.3 _ 23 0.1 20,196

:OfAL 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.

+Numbers are based on 1972 figures, percentages are based on 1970 census data.

”an“...V........m.



SUPPLEMENT II



t;lll.‘l’l.lii-H'II‘J'V H

AFFIRMATIVE ACTION PLAN FOR
THE D. H. HILL LIBRARY

I 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 Personnel 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.

See pages 9-12 of the "Affirmative Action Plan for the D. H. Hill Library"

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 selection process including position description, position

titles, worker specification, application forms, interview 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.

SPA - Clerical Positions.

See pages 10 and ll 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 i:atio 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 Personnel Office.

D. Analyze: "Transfer and promotion practices."

Ali3vacancies 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 haye been frequent and Specific examples involving minority personnel

are detailed in the basic report of March 9, 1973, page 1.
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For statement regarding campus-wide policy, see 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.

2. "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.

lAnalyze: "A11 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.

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

HEW Higher Education Guidelines treat "problem areas" 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 uuuwvr this quvllluu lur SPA vmployooa.



EPA Non-Faculty

Average
Salary

No. No.
Title Males Salary Females Salary

Assistant Directors 3 $16,200 0
15,300
115 ,()()()

Average
Salary $15,500

Department Heads 4 $11,000 8 $12,200
12,000 12,500
12,000 11,000
I '3, 500 10, 000

Avaruge 11,500
Salary $12,025 12,900

13,879
12,000

Average
Salary $11,997

Other Professional 1 $10,200 5 $10,300
Librarians ———————— 9,500

AVCl'ilgC 10’ 800
Salary $10, 200 10,700

m

5 9,960
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CONCLUSION

The D. H. Hill Library is an Equal Opportunity Employer. It has more than met

goals based on availability figures. See Table III. 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 needed. Since there are no upper limits set, however, the Library will

continue to recruit from minority groups.

6

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 OFBUSINESS AFFAIRS POLICY AND INTENT

The policy of the Office of Business Affairs is to offer equalemployment Opportunity to all individuals without regard to race,color, religion, sex, age, or national origin. The purpose ofthis policy is to promote nondiscrimination with respect torecruiting, hiring, rate of pay, promotions, benefits, demotions,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 toseek out qualified applicants without regard to race, color,religion, sex, age, or national origin.

The statement of policy and intent, signed by the Vice Chancellorfor Finance and Business, will be distributed initially to everyemployee. The statement will be included in appropriate publica-tions, in new employee orientations, and posted on employee bulletinboards. At regular intervals the Vice Chancellor for Finance andBusiness will meet with department heads, executives, managers,and other officials having selection or promotion authority, tomonitor and insure implementation of the policy and intent. Apermanent 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 ofthe Affirmative Action Program, keeping the Vice Chancellor forFinance and Business informed and recommending solutions to anyproblems 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
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. The overall
three year timetable is further broken down into goal periods of one
year (fiscal) increments as noted in Table II of Appendix B-l, B52,
and 3-3. These numerical 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.
Craftsman - 3 additional black males.
Operations - 1 additional black female and 1 white female.

For year ending June 30, 1975;

Officials and Managers -1 additional black male.
Clerical - 1 additional black male and 6 black females.
Craftsman - 3 additional black males and 2 black females.
Operations - 2 additional black females and 1 white female.
Service Workers - 1 additional black male. ‘

For year ending June 30, 1976

Clerical - 1 additional black male and 6 black females.
Craftsman - 3 additional black males, 2 black females & 1 white

female
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 0

'__GOALs c was

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



AFFIRMATIVE ACTIONS RESPONSIBILITY TARGET DATE
1. To search out poten- Vice Chancellor Continuingtially qualified women and for Finance and
minority employees and offer Business
promotional opportunities
when vacancies occur in
.this category.

2. To advise all recruit- Vice Chancellor Continuinging sources of our desire for Finance andto employ women and minor- .Business (throughity groups within this Director, Staffcategory as vacancies Personnel Services)occur. '

3. To encourage present All levels of Continuingemployees in this category management
to refer qualified women or
minority group applicants.

4. Continue present mana- Training Officer Continuinggerial and supervisory
development training pro-
grams with stress on equal
employment opportunities
responsibilities of managers
and supervisors.

B. Professionals:

Comparison of the profile of the present work force and the profileof the Wake County Work Force reflects a possible underutilizationof women and minority groups in this job category. However, it isbelieved that the Wake County Work Force includes in this job cate-gory many women employees in skills such as the medical or dentalfields not required in Office of Business Affairs. As a broadGoal, continuing effort will be made to recruit and employ qualifiedwomen and minority group applicants with skills included in theProfessional job category in Office of Business Affairs.
C. Technicians:

Analysis of the profile in this job category indicates a veryfavorable utilization of women and minority groups.
D.’ Sales:

Office of Business Affairs has no employees in this job category.



E. Clerical:

\
1

Analysis of the profile in this job category reflects a favorable 1
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.)

\
l
l

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 ContinuingWake Opportunities, Inc. for Personnel ServicesNew Careers Program and for New Careers
Raleigh Work Incentive Program, and TrainingProgram with view of plac- Officer for WIN Programing 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 womenemployees at just slightly below the available percentage shown inthe Wake County Labor Force. The Office of Business Affairsbelieves it should be possible to recruit or train additionalminority group and women employees into this job category. (See partIII, Specific goals by job categories.)

GOALS TIMETABLE
This category is expected to June 30, 1976increase 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
1. Utilize minority group Director of Continuingand women applicants in Physical Plant
approved apprenticeship Division
positions.

2. Create additional Director of June, 1974apprenticeship or trainee Physical Plantpositions in craft skills Division
and recruit trainees from
present minority or women ~
employees in service
positions.

3. Encourage participa- Director of Physical Continuingtion 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 job 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 Total White Black Other MinoritiesMale (Z) Female (Z) Ma1e (%) Female %) Male (%) Female (Z)
' Officials & 26 25 (96) 1 (4)Managers

. Professionals 26 19 (73) 5 (19) 1 (4) 1 ' (4)
- Technicians 7 4 (57) 2 (29) l (14)
. Sales

- Clerical 107 13 (12) 78 (73) 10 (9) 6 (6)
Craftsman 179 121 (68) 7 (3.5) 46 (26) 5 (2.5)
Operations

, (semi-skilled) 60 15 (25) 17 (28) 14 (24) 13 (21) 1 (2)
Laborers 75 24 (32) 51 (68)
Service .
Workers 228 23 10.2 ___ 108 (47.3} _2§ (£2.12 1. (.42 __ ___

TOTALS 708“' 244 (34) 110 (15.6)231 (32) ' 120 (18) 2 (.3) 1 (.1)



art II
'PLOYMENT PROFILE
4TH CAROLINA STATE UNIVERSITY
tober 1, 1973

itle

. Officials &
Managers

. Professionals

1 Technicians

. Sales

. Clerical

Craftsman

Operations
(semi-skilled)

Laborers

Service Workers

TALS

Total

59

410

.3

766

251

109

124

282

2,082

White
Male (Z) Female (Z)

56 (95) 3 (5)

38 (48) 36 (47)

248 (61) 118 (29)

2 (67)

3o (4) 646 (84)

185 (74) 9 (3)

24 (23) 50 (46)
42 (34) 3 (2.5)

_22 (10.7) 10 (3)

654 (41)(32) 875

Black
Male (Z) Female (Z)

1 (1.5) 1 (1.5)
29 (6.5) 8 (2)

1 (33)

19 (3) 67 (8.5)

52 (21) 5 (2)

‘19 (16) 14 (13)

76 (61) 3 (2.5)'
120 (43) 122 (43)

316 (15.2) 221 (11)

Other Minorities
Male (Z)

0,

2 (.5)

1 (.1)

1 (1)

_l 5.3)

5 (.3)

Female

11

(Z)

(2)

(1)

(~4)

(1)

(.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 1 Continuing
recruiting and placement
efforts toward improved
utilization of women and
minority applicants.

AFFIRMATIVE ACTIONS RESPONSIBILITY TARGET DATE

1. Reaffirm to all recruit- 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.

RESPONSIBILITY

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. I

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

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 atno 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. StateUniversity 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 employees 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.



Officials&Managers
Professionals

Technicians
Sales

Clerical
Craftsman
Operations(semi-skilled)

Laborers
Serviceworkers

TorAL

AppendixA

OCCUPATIONSOFMAKECOUNTYLABORFORCE*BYSEXANDETHNIC'CLASSIFICATIONS,1972+

WHITEBLACKOTHERMINORITIES
h.MALEFEMALEMALEFEMALEMALEFEMALE

10,18881.
5,94744.
9,18676.2,20118.
6,92266.3,12629.

31,74814.
9
3
0

5,54120.319,37971.
O
7
2
2

5,74943.
4073.2133
4533.41,016
3012.5246
1681.6273
8873.31,357
2,08715.6178
2,7719.01,88312.

2,06745.71834.
3,548‘17.66,35731.

31
56
87

27
12
64
60
57

k'U!n:h:\lHlOtIOOu:o\oC:0tr<3\1H

10,39678.6635.
6,39743.3,49323.
1,95443.2605.
5,48927.4,72223.

bNKDOF-‘CDLOJ-‘OCHOOOOOOOwwbHHHNbN

62,02048.441,34132.212,6939.911,6269.1.4000.3

*Figuresincludepersonsemployedin1972andpersonswithexperiencebutunemployed.
fNumbersarebasedon1972figures,percentagesarebasedon1970censusdata.

18O.
33O.

12,O.

48O.

100.

230.

1440.

TOTAL

12,525
13,254
12,033
10,495
27,239
13,336
14,622
4,524
20,196

128,224
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TABLE II
TABLE I PROJECTED ,vCOMPLEMENT FOR

FISCAI: AYEAR(S) 1973-74 -~
(Reflecting Anticipated PromotionsPRESENT COMPLEMENT

WHITE
M F
2

BLACK
M F

OTHER
M F

WHITE BLACK
F

OTHER
M F

TOTAL
M F
2

FULL-TIME
Officials & Managers
Professionals

I Technicians
Sales
Clerical
Craftsman
Operations (gfiTlled)
Laborers
Service Workers
SUB-TOTAL
ART-TIME

Officials & Managers
Professionals
Technicians
Sales
Clerical
Craftsman
Operations (gfiTlled)
Laborers
Service Workers
SUB-TOTAL

\\TOTAL ///////,///;¢

'_a indipiduals 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-l categories and sex and
race are shown on attached chart.
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Professionals
Technicians
Sales
Clerical
Craftsman
Operations (gfiTlled)
Laborers
Service Workers
SUB-TOTAL
*PART-TIME
Officials & Managers
Professionals
Technicians
Sales
Clerical
Craftsman
Operations (gfiilled)
Laborers
Service Workers

‘ SUB-TOTAL

TOTAL

2
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.TED BY AFFIRMATIVE ACTION PLAN

VSTUDENT SUPPLY STORES PERSONNEL
’ TABLE II

TABLE I PROJECTED SPA COMPLEMENT FOR

PRESENT COMPLEMENT FISCAL YEéMS) ill-LL(Reflecting AntTCTpated Promotions

WHITE
M F
2

BLACK
M F

OTHER
M F

WHITE BLACK
M F M F
2

OTHER
M F

TOTAL
M FFULL-TIME

Officials & Managers
I Professionals
Technicians
Sales
Clerical
Craftsman
Operations (gfiTlled)
Laborers

’Service Workers
SUB-TOTAL
*PARI—TIME
Officials & Managers
Professionals
Technicians
Sales
Clerical
Craftsman
Operations (gfiTlled)
Laborers
Service Workers
SUB-TOTAL

TOTAL //// // ¢

3 diind5Viduals working at least g-time in a permanently established position.



AFFIRMATIVE ACTION PLANAPPENDIX B . . SPA PERSONNEL
BUSINESS AFFAIRS N. c. STATE UNIVERSITY TABLE II

TABLE I PROJECTED SPA COMPLEMENT FOR
PRESENT SPA COMPLEMENT LFISCAL’ YEAR I 1212;;21§__

(Reflecting Anticipated Promotions
WHITE
M F

BLACK
M F

OTHER
M F BLACK

M F
1

OTHER
M F

TOTAL
M F
25

FULL-TIME
\Officials & Managers 1

Professionals L/////7// ///
Technicians ; 7/ /fl [5/ /
Sales [ / //f/ /
Clerical /// / /
Craftsman /// ['/////
Operations (SETlled)
Laborers
Service Workers
SUB-TOTAL

\l

l
\

*PART-TIME
Officials & Managers 7 / // ///4///
Professionals / //////////
Technicians ////7///// 7/
Sales /// 7//////
Clerical
Craftsman ////// 7

~7./7//Operations (gfiglleo)
Laborers
Service workers
SUB-TOTAL

TOTAL 245 111 233 120

*SPA indiv‘als working at least %-time in a permanently e‘blished position. .

2 240 108 242 145



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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VUNIVERSITY EXTENSION AFFIRMATIVE ACTION PLAN FOR COMPLIANCE
WITH EXECUTIVE ORDER 11246

"NONDISCRIHIN TION UNDER FEDERAL CONTRACTS"

Current Situation

‘ Employment and promotion of personnel in the Division of Continuing

Education, the Center for Urban Affairs and Community Services, Educational

‘Television, and Urban Policy Study are the responsibility of the Vice

Chancellor for Extension and Public Service. It is our policy that employ-

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 policies of nondiscrimination will

'be actively supported. Each unit of University Extension will take active

measures to insure that policies of nondiscrimination are effectively imple—

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

Total = 34

Administrative Staff

Blacg Nhjt§_ filack White;
. .u .//o 7r Io

MEN ' 2 6 TA 41

WOMEN O

J _- l 5’ J1 c7:1 1’0 1r [3

SPA

Total = 42

SupejgggylL~_ Staff

Blagg VHhite Elacg White
# % # Z # % # s

2 5 6 l4 6 l4 0 ~

0 - 9 2l l 2 l8 43



Page 2

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 or 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.. '5" ' J“.".V\t\ 4“ JJ» ”1 A;tions lS maintained nu Lac VlCc(I)'A file of applicants for EPA p0

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 (l973-76)

to employ one woman~~representative of a minority group~~in an EPA position with

administrative responsibility. Past history suggests a three to four year period

will be needed to achieve the goal through attrition. 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 to 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 summarizes

employment goals, including percentages:

EPA ‘ SPA

Total = 34 Total = 42

Administrative Staff - Supervisory . Staff

Minority White Minority White Minority_' white Minority White
# % # % # % # .% # % # t - # % # %

MEN 2 6 l3 40 l 3 12 39 2 6 6 l4 6 l4 0 -

WOMEN 1 3 l 3 A l 3 . 3 9 ' l 3. 8 20 2 - 6 17 40

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

procedures and techniques will be initiated to aid further the achievement of the

stated goals.

At least one individual will he 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 iines of communication to minority groups to avaiiabie job oppor-

tunities and soiiciting their c00peration. A1] current staff members wil] be

encouraged to aid in achieving the recruiting and employment goais; Efforts

wiii be intensified to systematicaiiy inform appropriate groups and agencies

of the purposes of the Division and Center and to buiid a reserve of names of

qualified individuals who indicate an interest in becoming employees.

The University and State policies wiii be foiiowed in decisions con—

cerning promotions, terminations, and benefits and Salaries for each job ciassi-

fication.

Present University and State poiicies wii] be adherred to reiative to

1eave and grievance procedures.

See Appendices
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REQUIRED COMPONENTS OF AFFIRMATIVE ACTION PLANS: ORDER NUMBER 4
North Carolina State University e University Extension

.0
A. Analyze: '"Composition of the work force by minority group status and sex."

[60-2.23(al(l)]

The attached Tables 1 and 5 provide a breakdown of the current work

force (June l5, l973) by major job titles and minority group status

and sex. Tables 2 and 6 provide projected promotion and hiring goals

for l975-76.

"An 'underutilization' of minorities or women in spetific work classifica—
tions.” [60-2.23(b)(l)]

Emphasis during the period l973-76 will be placed on the employment

of a female representative of minority groups in EPA positions in the

Division of Continuing Education and/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."
L60~2.23(a)(2)J

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

office. A survey of this file shows that since l969 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, interview
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, Sumner School, Evening College,
Educational Television, Extension Education Center, Center for Urban
Affairs and Community Services, correspondence study, and credit offer-
ings. All 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 responsibilities~~

program development, program review and analysis, budget

evaantion 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, offucampus credit programs

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



programs funded by federal and state agencies, and foundations.

The Vice Chancellor is also responsible for administrative

coordination, 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 pregrams and activities of the Center for

Urban Affairs. In addition this individual represents the

Vice Chancellor in the area of urban policy 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 program 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 needs of individuals

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-cay operation of the Division's 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‘Programse4credit'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—zampus‘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
liaison between University Extension and the commercial and
cable television industry in the community.

Assistant Directors, center fOr Urban Affairs and CommunityServices

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 management 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 addition 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
OCCUY‘.



Administrative Assistants ‘ s

The individuals 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 position. i

.- . b. The individual occupying the other position'is responsible

for maintaining records of income and expenditures for

4 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.
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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 III 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 all electronic

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 V

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 genera] house-

keeping functions for the Harbor House Marine Science Conference

Center.

Clerks

Descriptions for individuai ciericai positions are defined in the

State Personne] Act.



Page l3
l-l4-74

"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 recru1ting 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. Hhere 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. .In 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
‘process. Copies should also be distributed to all recruiting sources."
[60-2.24(c)]

Managers 11 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 legislation. ” [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 technidues 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.
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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 chiliren. Where there exist data suggesting that such unfair
discrimination or exclusion of minorities or women exists, the con—
tractor should analyze his unscored procedures 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 significantly 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(al(4)]

.University Extension has routinely followed practices to try to insure

that minority and female employees are given opportunity for promotions.
Wher 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
occuning 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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Assistant Directors in the Center for 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. .

E. Analyze: “Facilities: company sponsored recreation'and‘socialgevents, and
special programs such as education assistance-" [60~2.23(a)(5)J

All full-time University employees are eligible for participation in

recreational. social, and cultural programs provided by the institution.

All 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.

"Minorities or women are excluded from or are not participating in
company sponsored activities or programs." [60-Z.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.

“De facto segregation still exists at some facilities." [60*2.23(b)(l0)]

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."
IBO—Z.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.
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Ana1yze: "'ApprenticeShip program.“ Iao-z.23(a)(7)]

These programs are not a part of University Extension..v J ‘ H
Ana1yze: VUA11 company training programsg‘fOrma1'and'informa1.h [60-2.23(a)(8)]

A11 emp10yees are encouraged to obtain additiona1 training by taking courses

re1evant to the r positions which are offered on campus at reduced rates to

facu1ty and staff. '

"Minorities or women underuti1ized or significant1y underrepresented in
training or career improvement programs.f [60—2.23(b)(13)]

A11 facu1ty and staff are encouraged to participate in re1evant courses and

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

short courses have been designed for and participated by women specifica11y.
Analyze: "Workforce attitude.”

"Nonsupport of company po1icy by managers, supervisors and emp10yees."
[60-2.23(b)(12)] .

Techniques to improve recruitment procedures and increase the number of

‘ minority and fema1e app1icants wi11 be studied.

"A11 personne1 invo1ved in the recruiting, screening, se1ection, promotion
discip1inary, and re1ated processes shou1d be carefu11y se1ected and trained
to insure e1imination of bias in a11 personne1 actions."

Personne1 invo1ved in recruiting, screening, se1ection, and promotion wi11 be

eva1uated and training provided where determined appropriate. /

Ana1yze: "Technica1 phases of comp1iance, such as poster and notification to
1abor unions, retention of app1ications, notification to subcontractors, etc."
[60~2.23(a)(10)]

As SPA vacancies occur they are reported to the University Division of

Personne1 Services which pub1icizes the job opening in its week1y bu11etin

campus-wide. The pub1ic is then made aware that a vacancy exists through the

dai1y newspapers, word of mouth, and persona1 contacts. A specia1 effort is
made to notify indi\fidua1s in predominateiy b1ack educationaT institutions and

to reach other b1acks through b1ack owned news media. Additiona1 efforts are

made by University Extension administration to pub1icize 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)(l9)] '

A file of applicants for positions in University Extension is maintained

in the Vice Chancellor's office. Applications are reviewed as positions

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)(l8)]

University Extension forms do not currently bear the EEO legend.

"Labor unions and subcontractors not notified of their responsibilities."
[60-2.23(b)(l7)]

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)(l4)]

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)(l6)]

Adequate city bus service is available to campus employees.

"Compliance of personnel policies and practices with the Sex Discrimina-
tion Guidelines of 4l CFR Part 60-20." [60-2.l3(h)]

University Extension will adhere to the University's policies.

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

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 adopted by 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
a

Individual Completing Form: R. A. Mabry

. PART II - AVAILABLE POOL OF PROSPECTIVE EPA NON-FACULTY PERSONNEL

1. Outline below the basic educational and experiential requirements for ~

' appointment to your E”A non-faculty positions by functional'category.
In recent years the basic educational requirements for applicants for officials and
managers positions ha' been the minimum of a Masters degree and a Doctorate for some
t0p positions, prefer bly in the social sciences, and with 8 or more years experience
in program developmeni, pregram 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 many people in the United States meet the basic educational and
experiential requirements outlined in #1 above by functional category?
(Complete charts below) -

OFFICIALS asp MANAGERS . ‘ PROFESSIONALS
(number Percent ‘ .. Number Percent

___ . ..‘ x; .White Male 11230(1) 89 A White .ale 79190(3) 75

, bWhite Female l160(]) ’ 9 . I',_ White Female 23870(3) 2?

. . Afirlllacl; l-iale ‘ 225(2) 17 53““ Male 1584(4) 2
”fiiéEfi'Faaaie.......— 23(2) 0L3 . 3 Black female 1 477(4) .1

_._- '3. XI, )
Other Hale. N/Available V Othbr (alt N/AVallahie 3

L——-— “ TC. ‘6‘Other Female N/Available -. Other Jemqic N/Availabie

“lOTAL M 100% TOTAL 100%12638 105121

(1) Estimated number receiving Doctorate degree during 10 year period l962—72 based on HEM "Earned
Degrees Conferred“ data in specified disciplines, i.e., adult education; agricultural education
home economics education; trade, industrial, and vocational education; public administ~ationg
education administration; and economics.

(2) 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.

(3) Estimated number receiving Masters degree during l0 year period 1962—72 based on HEN ”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.
(4) 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. ,

(5) Professional associations and agencies contacted for hard data with no results included:
Adult Education Association of the USA, National University Extension Association, American
Vocational 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 HEN.
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Individual Completing Form: R. A. Mabry Form No. 2, page two

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

a. List sources of data:

See F001notes 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 (l962-68) 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 Form No. 2, page three

4. If you ordinarily draw your EPA non—faculty personnel from a smaller
pool of candidates than the whole United States pepulation noted under #2,

a. Describe the pool by functional category:

Applicants for EPA ncn-faculty positions are accepted from anywhere in the United
States with preferenre for those who have graduate degrees in adult education;
agricultural education; home economics education; trade, 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 hemale White Female

Black Male Black Male

Black Female slack Female

Other Male Other Male

Other Female Other Female

”TOTAL 100g TOTAL 100%

TECHNICIANS

Number _ Percent_i _
lfliite Hale

Khite Fenule

Black Naje

Iii LICI< i:(£n;23 e

Other Hale

01”. h D Y.-
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School/Department: 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 three. If you based your figures
on a representative sample, indicate how you justify this:

See Footnotes on Form No. 2, page one.

c. Evaluate 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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' . . . AFFIRM, ..clloh PLAN 1 .
SCH s/DEPAR’H'L‘EAT Un1vers1ty Extgasmnw _ ‘ EPA \‘fiJ—FACULTY DATE Januarx 4:1974 -_ _
CoMPLET-I-tu BY R A. Manny

TABLE v ' “ . TABLE VIPRESENT NON— I‘ACULT’“COUPLE-{EEG PROJECTED FOE-1'! CLTL'L'Y COI-iPLEdENT(According to June 15, 1973 Tabulation) ' FOR “C’DEZZIC HEAR 1973-76_ ' (Reflect-111.3: A1 ticipatgd.Prcr‘otj-‘ots.._“... __~.__m _ ”u“ Am, .... for! \out 11f.Jpn}: on._- 11: no (Ems 2 0~ 1 . . 1 . ‘ 7“ ‘ -~ -—--' ~~-:--—-—~:-——-—-—‘. White 3 Black ! Otner I__;9_t~egl__,‘r Wniio_i_~l)__l§El‘: m!‘__0c_l-_c_:3 iptalwu‘l
THU-WT N F H! F U1. -L' .Ii- 4:, .1; T Mix. «15:31:. 1:101. T
Officials & Managers ;Z,H_Q__Jli_iL._fl_~Qi._9_.0i_J._"_..i_i___wm_ Z". anlzfl, Q,__.Q_~ 9__A2“‘ fl9_~m

- 19 5'0 1» o o ‘ HZ}Profe351onals - -._. ._._ git)..-“ .m.............._...~__.._15 ..l.._ 1.... 1w .0... LIL ~2
Technicians ___i.__.. ! ..l___.__.-l.._.-.._..._.i no-.. --...._ -._... .._- .- _

SUB-TOTAL ' 26” ,5 .2 __L _Q~ Q_ Z§w5 l ~ 22 1 .3._,- L, 0" szgw 2
PE__“-_H.\NENT I‘A‘v‘T—TIl-IE w n___ __ W .._ __ ____ _:l,. p. -___.m.. __-__w____ M. * , “I n”. m“

Officials 6.» Managers . M..- ML! ..,-.M..._..,....... “_ ______ n". .m ___ .._, __ ___m_ n
‘ :t l ‘Professionals wm .._”-.. ”.._. .-_ . .... '....-_._‘-..._._... ._ .._ _...i. .-_ .w i. .._._.. m

”7 !Technicians _'___ ' ‘ _. . .. __ _. ._

w—n1-w—u—wmm ——-— “I ~ -4“ :zcw-v-rfiw 4—. u...— -—-_— -—_.... 4 ---—~--——- -—-——_ n...— n—I—h—
-~—-1 mar-r raw-«s ——- ~~w—— «w. r V. ‘ ru-vn- ..n -~ ru~ “-4 ~~~~~ ..... —-‘ m—- — n.— m

w “’ ""‘ "“w““ “M w "_‘-— H‘- w“ M‘, M * ___’
SU“~TOTAL __fi__~ ,-“_m__ m...ls,im-.w_;,luili ssiwm,_~.m_. _M_ _~__”__*

- s . lTCTAT, 26 5 2 1 O 0 28 6 ' .._ __ __._ 22! 1 "3 1 pr__‘Q___2~5_

(1)Includes 5 positions for long-~term program to be d1scontinued
(2)13c1udes 4 positions supported by short-term grants



xx-

0

‘SCHOOL/DEPARTMENT

COMPLETED BY

White Male

White Female

Black Male

Black Female ,

Other Male

Other Female

TOTAL

(1)

(2)

(3)

.R. A; Mahry

TOTAL NON-FACULTY COMPLEMENT
(According to June 15, 1973 Tabulation)

University Extension

TABLE VII

AFFIRMATIVE ACTION PLAN
EPA NON-FACULTY

DATE_January 144 1974

TABLE VIII
PROJECTED NON-FACULTY COMPLEMENT

(For Academic Year 1975-76)See Table I See Table III

Availability Full Time I Part Time ”niri 5 Full Time Part Tire i varnfwwuu~dPercentages No. Z No. i % N07 3 Z i No! I % AW_EQIIMJ”-Z_J V“, .41 !
27 (1) 79 '27. 19 22 80 22 80
4(2) 12 4 12 1 4 1 z;

2 6 ? ,__5__ 3 12 37 _12
1(3) 3 1 3 __ 1 4 i 4
o m 0 o o
0 0 0 n

34 100% 100% 24 100% 27(4) 100% ion? 27 100% J

(4)1nc1udes projected 2 new positions

Position supported by short-term grant

Program involving 5 positions to be discontinued
Three positions supported by short-term grants



AFFIRMATIVE ACTION PLAN.

FOR THE

SPECIAL UNITS

University Administration

Specia] Units for Auxiiiary
and Academic Administration

Division of University Studies

Department of Athietics

Integrated Goais for the Special Units



“a.

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 overt 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.
I

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 lies 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 lies 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

l'«/~ ' ' Vice Chancellor—andufitemusi
L55 T‘b—M '5 . " ASSLS‘I—awt f),{Ict
Assistant Provost for University Computing
Head, Division of University Studies 3/

. ’1 as ‘YL ‘v Dean, Graduate School
Assistant Dean

Mga~ :,vafi;grh for Research
Assistant Administrative Dean

”Vice Chancellor for Extension and Public Service
Assistant Vice Chancellor

.‘:" A‘ x V4Dean, Student Affairs
' Associate Deans (3)

Dean, International Programs

/Vice Chancellor for Finance and Business
Assistant Vice Chancellor

, 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

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

110%}9127 ‘L'Atwe:7



.{l'y
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

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-

w,..-....--<.~,..—.....,...."7AW.m”-'0‘....s.

lila

l9



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.

All offers of appointment are subject to the approval of the Provost. It

will be required that all requests for appointment action be accompanied by the

following information on each candidate considered seriously for the position:

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

which contact with candidate was made), qualifications, comparison of 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 women 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 special units for auxiliary and

academic administration.

w...__..‘.....——..,..,.......,+.-



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. 0f 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: (l) 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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Sclmol/Dcpartment: Athletics Form No. 2, page one

Individual Completing Form: Willis R. Casey

PART II — 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
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 ssj7
White Female White Female

3,453 26.5 7,95fl 96,-
. Black MaleBlack Male 234 1.8 g 480 1.8

Black Female 274 2.1 Black Female 630 2.1

_Other Male _ Other Male
234 1.8 48v—-}r8~

Other Female . 274 2.1 Other Female 630 2.1

- ° TOTAL 100%TOTAL Jb3’o3o 1004 I 4 29,880

TECHNICIANS

Number Percent
White Male

White Female

Black Male

Black Female
—-. ————_ , ._..-.. _“-

Tiber Male
-- o —.u um... “a —-—.-——-.--

”Other Female
...._..-fl-am”m .- .. ~o—-.—. .
TOTAL " 100:

... . .”—. -..— .__..._,.__..,. ..—-_.— ”a. .—._—-—.—_.__—..._..... -..



School/Department: Athletics

Individual Completing Form: HJ'JJJ'S B. gagey Form No. 2, page two

3. 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 paxticular prdblems encountered in trying to ascertain
availability information:

1. The National Collegiate Athletic Association does
noc keep any data 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: Athletlcs

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.



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 ACTION PLAN .
SCHOOL murmur Sgecial Units___ EPA FAC‘Y ' - DATE 23 January 1974
(IneLn BY A Cannesale 1

TABLE I TABLE ll
PROJECTED FACULTY COMPLEMEKT

PRESENT FACULTY COMPLEMENT FOR ACADEMIC YEAR 1975—76
(According to October 1973 Tabulation) (Reflectinv AnticpaLed Promotions

‘ and your Projected Hiring Coals)
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\n11c3 ulcnk ~
M 1- E}
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Professor 2 t‘
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, g ///////////// "
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'“‘"“‘”“‘“““‘“""'” '1 I ‘ ’/////////////
*PERHAflENT PART-TIME . _. /////////////

/////////////
Professor ‘ _////[/L[/////
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Associate Professor . ' . l/{ijjf11:[1__
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mlam-1mIla-tO’N'IM‘o‘m-‘m’UL’A'War1-‘w-u-m.:3,-

l

x Hp iI I I z

..i mh-:1'u'lmout;fi'wmv=1m~m...Isl-s...“ ..v

HinI

. '='.4
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*IFRLA.FWI PART—TIME - Individuals uorkinn less the n I:ull-t m1? and be12g paid acccdinplv :>1‘.t hiscd for
a term of 12 months or more or for a stated term of one academic year or n.0re. Tl.:s does n-ot include
joint aopointments which should be repaited as full-time by tleir m350r deperwmerts The ncr1ess whicL
need 0 be filled in here are not supplied in the Octobr tabulation and willneed to cone from your oxn
recor s.

.. . - _- _... ~— - ...



~ 0 AFFIR‘L‘IATIVE ACTION PLAN .
EPA FACULTY

SCHOOL/DLPARLLEL'" Special Units

COI-fi’LETED BY A. Carnesa] e

TABLE III
‘TOTAL FACULTY COMPLEMENT

(According to October 1973 Tabulation)
See Table I
“r :"a.._'—:.x=:_'... ~'.::.'.;__.--:_"~:-_:=_':.'_: m1.fi‘mw-

DATE 23 January 1974

TABLE IV
PROJECTED FACULTY COHPLEHENT
(For Academic Year 1975—76)

See Table Ill

'Avaailability; 1?th “man I'mt 1133; etc] I “”s“;2“’”§”7;”_£53:E§E§_fi:‘3§"¥:‘“&'{£7:"1fim7
"Percentages No. Z(b)r No.l A(c)' N53%(d)l Note(e) __E No. i‘a b No. i% |_ Iu3~_;g ‘

[‘3 .”a
mite :~'~1e 4 100 1 100 5 100. i EU} 4 100 1 100 5 100 _

. 3 ,1: '
Vb1te Female 1} ___ ___

3r ' 1
Black I'ale 33,; I_h

ii
Blast Female 3!!

I a i a g

Other Male 1' I 5Z5 2
i' i

Other Female ‘ §£e i 5
. ‘g 5,!“

l E a?“ ’ 3
mm ML} 1-1... 40.92311111902;115.4092; m.l--..._?a‘.%____.4._u cm. -‘1 1002' !

(a) These percentages should be taken directly from the charts you completed 1
(b) These percentages_should be computed on the basis of total number of full—time.

computed on the basis of total
(d) hese perdentages should be computed on the basi(c) These percentages should be

(e) In this column: pla

in the column marked Total is lowe1 than

. \ ~ -. ~~-~~—__..--~'_..w ‘zl-nmauhw

n questions #2 er #4 of Form 1.

r.umber of par t-t ' me.
8 of total number of full- time plus part-tine.

ce a + (plus) if the percentage in the column marked Total in Table III is higler
than the percentage in the corresspending column marked Availability or place a —(minus) if the pereentage

he percentage in the cor1esponding column parked Availability.
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SPECIAL UNITS AFFIRMATIVE ACTION PLAN

EPA NON-FACULTY

TABLE I ' TABLE II
EPA NON-FACULTY EPA NON-FACULTY
PRESENT COMPLEMENT PROJECTED COMPLEMENT, 1975—76

White Black Total ' White Black Tota]
. .“Eflifli NEMENE

Officers & Managers 50 0 0 0 50 0 46 2 2 0 48 2

Professionals 25 0 0 0 25 0 ' 24 0 T Q 25 0

TOTAL ' 75 0 0 0 75 0 V . 70 2 3 0 73 2

.w—q--—....« --....—..v 7.. a-” V .

ll



éscu00L‘ Special Un1ts ‘ ‘- - . ‘L' -‘ '5'
COMPLET BY A. Carnesale AFFI' TIVE ACTION PLAN
DATE January 1974 g; PERSONNEL . .

' TABLE II
' TABLE I PROJECTED SPA COMPLEMENT FOR

,_-._._.~.¢.~r..——. “‘7'"! wwvrw-uv‘v-v ‘ .'_,mv--,’.h‘.‘ “7"“ ' “um“. , .. .. .... ..- . - . . ....A , fl . ..-.-.‘.r»,._.VVC7.-~ ...._ .. .,_~_ .r...... ~.-... . -.._..... a.-- .mm . T , . . , .- -._..._-.._. ...- ..-..... -A. .M

- ‘SUB-TOTAL

~0perations (gfiTlled)

ACADEMIC YEAR(S) 1973-74
(Reflecting Anticipated PromotionsPRESENT SPA COMPLEMENT

OTHER
M F

TOTAL
M F
5

WHITE BLACK
M F M F
5

BLACK
M F

OTHER
M F

WHITE TOTAL
M FFULL-TIME

Officials & Managers
Professionals 10 10

Technicians 21 8 a
Sales l/II/ /I
Clerical‘ 6 42 II /7/‘ I/II
Craftsman / ;/?///
Operations (SETTTed) , 4

Laborers
Service,Workers

*PART-TIME
// 7 ffl/fi //Officials & Managers

Professionals 4 /64// /
. ’ I I" I I

Technicians . I / //I/// /

Sales / //¢/7/é7
I l/ I

Clerical 5
-/ I I

Craftsman /// /7

Laborers .
Service Workers
SUB-TOTAL

TOTAL 30 6O 5 6

*SPA individuals working at least g-time in a permanently established position.
8l



.SCHOOL Special Units ' ' ' I ' '- - ' x < “4‘ '
"COMPLET BY A. Carnesale AFFI TIVE ACTION PLAN
DATE January 1974 A PERSONNEL .

TABLE II
TABLE I PROJECTED SPA COMPLE¥E§Z_§3R

PRESENT SPA COMPLEMENT ACADEMIC YEAR(S)
(Reflecting Anticipated Promotions

TOTAL
M F
5

OTHER
M F

WHITE BLACK
M F

BLACK
M F

OTHER
M F

WHITE
M FFULL-TIME

Officials & Managers
10
8

10Professionals
18‘ 21Technicians

Sales
Clerical
Craftsman
Operations (gfiTlled)
Laborers
Service Workers
SUB-TOTAL
*PARI-TIME
Officials & Managers
Professionals
Technician:
Sales
Clerical
Craftsman
Operations (gfiTifod)
Laborers
Service Workers

A

z?
i«‘4, ll?// ‘1‘

My.
*IPA Individua!a working at least 5-timc to a permanrncly cutnbtzwhes roastinn.

mm. ,0 a30 60 S 6 5ft In"_' ‘o
6!



TOTAL

Service workers
4- 9 AL

Laborers
”mum (mum

Craftsman
Clerical
Salas
technicians
Professionals
Officials 8 Managers

Service Workers
Laborers
Operations (gfiglled)
Craftsman
Clerical
Sales
Technicians

FULL-TIME

Professionals
Officials & Managers

3
M
R

WHITE
F

__
BLACK
M F

*8PA individuals sorting at least 5-:i-a in a porannvntiy carabtxvhafi poatttun.

W 11'

WW rV

? bilitM W r“

1?

'4[HM

. l:31, 4435;24kun
1

1'21'5'1,1;1'1'
555%fi‘fifl§4fifikj‘

{rrruzizéuzxjup
1%;
nqu

WWWWW M F
////////77/////l 5IIIIIIKILJIIIII

36

21

65

41

WHITE BLACK OTHER TOTAL
M F M F M F

5
1 10

- TABLE I
PRESENT SPA COMPLEMENT

TABLE II
PROJECTED SPA COMPLEMENT FOR

(Reflecting Anticipated Promotions
ACADEMIC YEAR(S) 121§:Z§___

January 1924
BY A. CarnesaleCOMPLE

DATE

*:SCHOOL Specia] Units
AFFRATIVE ACTION

PA PERSONNEL
PLAN

:“N; C. STATE UNIVERSITY


