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FOREWARD

North Carolina State University's (NCSU) Affirmative Action Plan
includes the three-year period of 1973-74, 1974~75, and 1975~76, The
data included on the Exempt from the Personnel Act (EPA) faculty and EPA
nonfaculty are taken from the latest update computer print-out as of June,
1973. The computer update on EPA faculty and EPA nonfaculty is completed
annually in June,

Data on the Subject to the Personnel Act (SPA) personnel are updafed
as of October, 1973, Information on SPA employees is updated several
times each year since the employment profile changes throughout the year.
In c'ontrust. d\ata on EPA faculty and EPA nonfaculty normally have the
greatest change in July and August each year ju‘et prior to the beginning
of the fall semester.

In the future the EPA faculty, EPA nonfaculty, and SPA personnel data

will be effective as of June each year,
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1.

PREAMBLE

As Chancellor of North Carolina State University at Raleigh, it is my
privilege to submit the Affirmative Action Plan of this University. The University
is fully committed to the principles of equal opportunity and affirmative action.
When HEW glves approval to our plan, a summary of it will be distrlbuted to
current employees, professional and nonprofessional, and to all new employees
in the future,

It Is the policy of the State of North Carolina that neither race, color,
religion, sex, nor national origin is to be considered in the following:

- recrultment and employment of new employees of the State

- promotion, demotion, transfer, lay-off, termination, or selection

of employees of the State for training and develbpment

- establishment of rates of pay including the awarding of salary

adjustments and/or merit salary increments.

This formal policy, of course, governs the administration of North Carolina
State University, A State institution,

Every basic unit of this campus has been involved in the development of
our Affirmative Action Plan. As & reault' of this self~examination and setting of
goals and timetables within the various units, it Is believed a more thorough
comprehension of, active interest in, and participation in attaining stated goals

will be shared by more of our faculty, staff, and administration than if a small




central committee had prepared thg plan.

Th'e University adheres to the policy of equal opportunity not solely because
of legal requirements but because such a policy has come to be recognized as
morally right. Any other policy would be indefensible and inconsistent with the

intellectual and moral objectives of higher education,

John T, Caldwell
Chancellor
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As Chancellor of North Carolina State University at Raleigh, it is my pleasuse.
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summary of the-ptem will be distributed to current emploge anii_lgll new employees
in the future.

It is the policy of the State of North Carolina that neither race, color, religion,
sex, nor national origin is to be considered in the following:

- recruitment and employment of new employees of the State

- promotion, demotion, transfer, lay-off, termination, or selection of

employees of the State for training and development

- establishment of rates of pay including the awarding of salary

adjustments and/or merit salary increments.

This formal policy, of course, governs the administration of North Carolina |
State University, a State institution.

Every basic unit of this campus has been involved in the development of our
Affirmative Action Plan. As a resulf of this self examination and setting of goals ,
and timetables me various units, itis beueveg’ thrW 7”
participation ;Hattaining—eur goals will be shared by more of our faculty, staff, and

administration than if a small central committee had prepared the plan.
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NORTH CAROLINA STATE UNIVERSITY

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

Orrice oF THE Provost anp Vice-CHANCELLOR

January 16, 1974

To: Dr. Caldwell

In preparing the affirmative action plan, the chief
executive's office of the institution is asked to set forth
clearly the institution's commitment to the written plan, as
well as a more general endorsement of the institution's
commitment to the principles of equal employment opportunity

and affirmative action.

WHS ,

William H. Simpson



II.

» REAFFIRMATION OF EEO POLICY AND
DEVELOPMENT OF PLAN

A, EQUAL EMPLOYMENT OPPORTUNITY POLICY

North Carolina State University is subject to the requirements of Executive
Order 11246, as interpreted and administered by the Secretary of Labor and by the
Department of Health, Education, and Welfare. This program of Federal regulation,
designed to insure equality of employment opportunity without reference to consid-
erations of race, color, religion, sex, or national origin, embodies two basic
requirements. First, the University must insure the absence of discrimination in
the formulation, statement, and application of all personnel policies and practices.
Second, the University must undertake positive efforts designed to eliminate
impediments to the full utilization of women and members of minority groups
within the employee complement, whether or not such impediments are the product
of past discriminatory practice or intent. This type of affirmative effort must
address any demonstrated past underrepresentation or underutilization of women
or members of minority groups. '

Commitment to Nondiscriminatory Policies and Practices. In accordance with

Section 103 of The Code of The University of North Carolina, North Carolina State
University is committed, without reservation, to the principle that employees shall
vbe identified initially and thereafter.differentiated among only on the basis of
good-faith assessments of individual professional merit. Therefore, University
policy prohibits discrimination affecting all employees and prospective employees,
and employment practices will operate to prevent discrimination.

The principle of equal employment opportunity shall apply with respect to all
incidents of the employment relationship, including: (1) initial consideration for
employment, (2) job placement and assignment of responsibilities, (3) evaluation

‘ of performance, (4) promotion and advancement, (5) compensation and fringe benefits,

‘ (6) access to training and other professional-development opportunities, (7) formulation



and application of personnel rules and regulations, (8) access to facilities, and
(9) layoff, discipline, and termination.

The personnel policies and practices of the University will be monitored
continuously to determine whether any individual or class has baen or is
being affected adversely, contrary to the principle of equal employment
opportunity. In any case where discrimination based on race, color, religion,
sex, or national origin is demonstrated, prompt remedial action will be taken.

All employees of the University are expected to support the principle of
and contribute to the realization of equal employment opportunity. Any employee
with responsibility and authority in the area of personnel relations who imposes
any detriment on any other employee through failure or refusal to subscribe
to the principle of equal employment opportunity shall be subject to appropriate
internal diseiplinary action.

Commitment to Increasing Employment Opportunity, North Carolina State
Untversity is committed to the eliminatlon of any demonstrated underutilization
of women and members of minority groups within its staff complement.

It is acknowledged that there is a national legacy of prejudice and
ignorance which has curtailed unjuitlﬁably the employment opportunities of
women and members of minority groups, in both the public and private sectors
of employment, In order to enhance significantly and promptly the employment
opportunities of those who have suffered disadvantage in the past, it is
necessary to do more than simply insure nondiscriminatory employment practices.
Where there is reasonable evidence that members of a particular class have
been underrepregented or underutilized within areas of the staff complement,
specific goals and timetables designed to remedy that underrepresentation
have been established.

As an institution which seeks to encourage excellence in all areas of
endeavor, a university must with integrity maintain high standards in the




evaluation of employees and prospective employees. It must also apply those
standards fairly and consistently, Thus, the conscientious search for and
effort to employ additional women and members of minority groups pursuant to
established goals and timetables shall not entail a reduction of premium on
quality nor a conferral of advantage on any person because of race, color,
religion, sex, or national origin, Rather, the affirmative efforts of the
University shall be directed toward enlarging the opportunity for and incidence
of fair competition, by qualified members of previously underrepresented
groups, for avallable appointments, positions, and promotions.

B. PROCEDURE USED TO DEVELOP THE PLAN

Initial steps in the development of the present affirmative action plan
were taken in early November, 1972, when it was determined that the most
effective method of developing a functional and effective plan for this campus
would be to follow the regular patterns of organization and administration,
Accordingly, in November, 1972, the following afftrmative action planning units

were identified:

School of Agriculture and Life Sciences
School of Design

School of Education

School of Engineering

School of Forest Resources

School of Liberal Arts

School of Physical and Mathematical Sciences
School of Textiles

Division of Student Affairs

Library

Office of Business Affairs

University Extension

Special Units

Fach unit was asked to establish a planning committee which was to develdp
plans applicable to that unit, In combination with the general statement on
policy and descriptions of procedure, these plans constitute the Affirmative

Action Plan for NCSU,
N




Approaching affirmative actlon planning in this manner had several
advantages. First, it followed normal organizational pattemns of the University
rather than {mposing a new structure for administration of the plan on the
existing pattern. Second, this method of organization compelled each unit
to conduct its own analysis of utilization and availability and to develop a
plan that would work in that unit's context. Third, this approach meant that
more individuals would be involved in developing affirmative action plans
than would have been the case if a single central committee had been assigned
this task, Wide participation is an important factor in the success of any
endeavor in a collegial institution like the university.

The central administration of North Carolina State University under the
direction of the Equal Employment Opportunity Officer, Mr., Willlam H, Simpson,
worked with the General Administration of The University of North Carolina to
provide data and other information to the planning units.,

Because of major differences in our procedures and responsibilities for
professional personnel (EPA) as contrasted to staff personnel (SPA), the plan
includes separate goals, timetables, and procedures for these groups of
personnel even within a single unit*. Such procedure is standard and practical
and s accepted by all involved at the University,

* EPA Nonfaculty - employees exempt from State Personnel Act without
faculty rank (Example: Librarian)
EPA Faculty - employees exempt from State Personnel Act with faculty
rank (Example: Assistant Professor)

SPA - employees subject to the State Personnel Act (Example: Secretary)
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REAFFIRMATION OF EEO POLICY AND
DEVELOPMENT OF PLAN

EQUAL EMPLOYMENT OPPORTUNITY POLICY )

North Carolina State University is subject to the requirements of Executive
Order 11246, as interpreted and administered by the Secretary of Labor and by the
Department of Health, Education and Welfare. This program of Federal regulation,
designed to insure equality of employment opportunity without reference to consid-
erations of race, color, religion, sex or national origin, embodies two basic
requirements. First, the University must insure the absence of discrimination in
the formulation, statement and application of all personnel polities and practices.,
Second, the University must undertake positive efforts designed to<msp eliminate
W—po&s-tblﬂ impediments to the full utilization of women and members of

wtilaar ov- et~

minority groups within the employee complement, w.

whett®r such impediments are the product/og discriminatory practice or intent.

mﬁis type of affirmative effort must address any demonstrated
past underrepresentation or underutilization of women or members of minority groups.

Commitment to Nondiscriminatory Policies and Practices. In accordance with

Section 103 of The Code of The University of North Carolina, North Carolina State
University is committed, without reservation, to the principle that employees shall

be identified initially and thereafter differentiated among only on the basis of

good-faith assessments of individual professional merit. Therefore;—Umiversity

nd employment practices_will operate to prevent dlscrimina.uon

wa {chis based-on-censideration
' of-race, color, religion; sex or national odg@ ould b orall
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indefensible gfd inspnsist w the puefuit of organizational exXcellence.

The principle of equal employment opportunity shall apply with respect to all
incidents of the employment relationship, including: (1) initial consideration for
employment, (2) job placement and assignment of responsibilities, (3) evaluation of
performance, (4) promotion and advancement, (5) compensation and fringe benefits,
(6) access to training and other professional-development opportunities, (7) formulation
and application of personnel rules and regulations, (8) access to facilities, and
(9) layoff, discipline and termination.

The personnel policies and practices of the University will be monitored
continuously to determine whether any individual or class has been or is being
affected adversely, contrary to the principle of equal employment opportunity. In
any case where discrimination based on race‘i(remt‘éolofg sex or national origin
is demonstrated, prompt rem;edial action will be taken.

All employees of the University are expected to support the principle of and
contribute to the realization of equal employment opportunity. Any employee with

tnameagimedt 2
responsibility and authority in the area of personnel\'r_elations]who imposes any
detriment on any other employee through failure or refusal to subscribe to the
pdnciple of equal employment opportunity shall be subject to appropriate intemnal
disciplinary action. C St Soren ULARL, TG \ruea-T)

Commitment to Increasing Employment Opportunity. North Carolina State Uni-

versity is committed to the elimination of any demonstrated underutilization of
women and members of minority groups within its étaff complement.

It is acknowledged that there is a national legacy of prejudice and ignorance
which has curtailed unjustifiably the employment opportunities of women and

members of minority groups, in both the public and private sectors of employment.

In order to enhance significantly and promptly the employment opportunities of those




who have suffered disadvantage in the past, it is necessary to do more than simply
insure nondiscriminatory employment practices. Where there is reasonable evidence
that members of a particﬁlar class have been underrepresented or underutilized
within areas of the staff complement, specific goals and timetables designed to
remedy that underrepresentation have been established.

As an institution which seeks to encourage excellence in all areas of
endeavor, a university mﬁ%m:m high standards in the evaluation of employees
and prospective employees&t must also apply those standards fairly and con- |
sistently. Thus, the conscientious search for and effbrt to employ additional women
and ‘members of minority groups pursuant to established goals an’d timetables shall
not entail a reduction of premium on quality nor a conferral of advantage on any

Rather, the affirmative

person because of race, color, religion, sex or national origin.

efforts of the University shall be directed toward enlarging the opportunity for and
incidence of fair competition, by qualified members of previously underreprésented
= >

groups, for available positions ,;‘appoihtmentg and promotions.

PROCEDURE USED TO DEVELOP THE PLAN

B.

_Initial stepé in the development of the present affirmative action plan were

taken in early November, 1972, when it was determined that the most effective

method of developing a functional and effective plan for this campus would be to

follow the regular patterns of organization and administration. Accordingly,—‘eg
November}( 1972, the following affirmative action planning units were identified:

School of Agriculture and Life Scignces
School of Design

School of Education

School of Engineering

School of Forest Resources

School of Liberal Arts

School of Physical and Mathematical Sciences
School of Textiles
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Division of Student Affairs
Library
Office of Business Affairs
University Extension
Special Units
Each unit was asked to establish a planning committee which was to develop plans

T Combrnanion Aegorpivns 9%
applicable to that unit, Wheseombined w1th,a gcm,ral statemem} on policy and,

q

procedure these plans constitute the Qfﬂnnative Qction Blan for NCSU . "Approaching
affirmative action planning in this manner had several advantages. First, it followed
normal organizational patterns of the University rather than imposing a new structure
va&*ﬁ’w—‘
for administration of the plan on the existing stmrcture. Second,! this method of
organization compelled each unit to conduct its own analysis of utilization and
availability and to develop a plan that would work in that unit's context. Third,
this approach meant that more individuals would be involved in developing affirmative
action plans than would have been the case if a single central committee had been
assigned this task. Wide participation is an important factor in the success of any
endeavor in a collegial institution like the university.
h i

The eentral dministration of N. C. Stateﬂunder the direction of the Equal
Employment Opportunity Officer, Mr. William H. Simpson, worked with the General
Administration of The University of North Carolina to provide data and other infor-

mation to the planning units.

Because of major differences in our procedures and responsibilities for professional

personnel (EPA‘:S contrasted to staff personnel (SPA), the plan includes separate

goals, timetables, and procedures for these groups of personnel even within a single

unit’.x: Such procedure is standard and practical and is accepted by all involved at this

University.
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III,

PUBLICIZING THE PLAN AND POLICY

POLICY DISSEMINATION

10

zl

3.

4.

5.

6'

The equal employment opportunity policy and this University's commitment
to taklnq positive action is stated in Part II, Section A above. Specific efforts
at dissemination will be as follows:

INTERNAL DISSEMINATION

Action Date of Initiation
EEO posters posted Implemented

throughout campus
on employee infor-
mational bulletin

boards

Post summary of pro- Date plan approved
visions of plan on by HEW

employee informational

bulletin boards

Maintain coples of Date plan approved
full text of plan on by HEW

file, to which all

employees and appli-

cants for employment

shall have access upon

request

EEO statement in Faculty Implemented
Handbook ]

Periodic memoranda to Continuous
supervisors

Discussion and review of Implemented
affirmative action plan

with Deans, directors,

and department heads

Schedule

Continuous

Continuous

Continuous

Immediate

Immediate

Annual

espon t

Director of
Personnel, EEO
Officer

EEO Officer

EEO Officer

EEO Officer
EEO Officer

EEO Officer and
Provost
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10

11,

12,

13.

14,

15,

16.

Action

Annual review of plan
and progress with
administration

Review of affirmative
action plan with General
Faculty

Review of affirmative
action plan with Faculty
Senate

Review of affirmative
action plan with Student
Government

Discussion of plan and
policy in new SPA
employee orientaticn
sessions

Summary of plan published

for faculty and staff

Discussion of plan with
appropriate university
committees

Furnish summary of plan

Date of Initiation
Within 30 days

First General
Faculty meeting after
approval by HEW

First Faculty
Senate meeting after
approval by HEW

First Student
Government meeting
after approval by
HEW

Implemented

Within 30 days
after approval by
HEW

Implemented

Within 30 days

to all supervisory person~ after approval by

nel for communication to

all present and prospective

employees

EEO statement included
on application routing
sheets sent with appli-
cation forms

EEO statement included
on notices of campus
vacancies

HEW

Implemented

Implemented

Schedule

Annual

Annual

Annual

Annual

Continuous

Annual

Continuous

Continuous

Continuous

Continuous

Responsibili
EEO Officer

Chancellor

EEO Officer

EEQO Officer

Director of

Personnel, EEO

Officer

EEO Officer

EEO Officer

EEO Officer

Director of
Personnel

Director of
Personnell, EEO
Officer




17,

18,

10

2,

3.

4,

S,

Action

Publicize EEO develop~
ments, progress reports
in campug publications

Provide access to
all employees for
private counseling
concerning problems
related to EEO

Date of Initiation Schedule Responsibility

Immediate Continuous, EEO Officer
as period=-
ically warranted

Immediate Continuous, EEO Officer
at request
of affected
employee

EXTERNAL DISSEMINATION

EEO policy statement
included on all recruit-
ment material and adver-
tisements for students,
staff, and faculty

EEO statement included
on purchase orders,
contracts, etc,, as
required by Executive
Order 11246

Publicize adoption and
contente of plan in public
press and in office
publications distributed
externally

Natlonal and regional
minority and women's
organizations, institu= .
tions, and groups
informed by letter of
EEO policy

Provide written notifi~
cation of plan and bésic
contents to public and
private organizations
interested in employ~

[

Implemented Continuoug Dean of Student
Affairs, Director
of Personnel, EEO

Officer
Implemented Continuous Vice Chancellor
for Finance and
Business
Within 30 days Continuous EEO Officer
after approval by
HEW
Within 30 days EEO Officer
after approval by
HEW
Within 30 days EEO Officer
after approval by
HEW



6.

7.

Schedule Responsibility

Action Date of Initiation

ment'opportunities for
women and minorities;
community agencies and

leaders; secondary

schools, colleges, and
technical and business
institutes

Subcontractors, vendors, Implemented
and suppliers notified in
writing of EEO policy

Publicize EEO progress, Immediate
appointments of new

personnel, promotions,

ete,, relating to EEO

objectives, in public

press and in office

publications distributed

externally.

Continuous Vice Chancellor
for Finance and
Business

Continuous, EEO Officer
as period-
ically warranted
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NORTH CAROLINA STATE UNIVERSITY Raleigh, N. C.

OFFICE OF PROVOST AND VICE-CHANCELLOR
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To: _Dr. Kelly

ACTION REQUESTED ON ATTACHED:

Note and Return Please draft reply for my signature
For your information (return attachments)

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

Please answer; furnish me copy ——Requires your approval

Attached is a draft on policy dissemination for

EEO. Please read and give me any comments you may

have.

Ny (}0 WHS
e

—

Tt Y% frage 3,
QM& Lﬁ.l '/
(e 2




N

%

T
Pty T Pl £l

A, POLICY DISSEMINATION

SERERES

The equal employment opportunity policy and this University's commitment

A
to taking positive action is stated in Part #, Section# above. Specific efforts at

dissemination will be as follows:

INTERNAL DISSEMINATION

Action

1. EEO posters posted
throughout campus
on employee infor-
mational bulletin
boards .

2. Post summary of pro-
visions of Plan on
employee informational
bulletin hoards

3. Maintain copies of
full text of Plan on
file, to which all
employees and appli-
cants for employment
shall have access upon
request

4, EEO statement in Faculty
Handbook

5., Periodic memoranda to
supervisors

6. Discussion and review of
affirmative action plan
with Deans, Directors,
and Department Heads

7. Annual review of plan
and progress with
administration

8. Review of affirmative
action plan with General
Faculty

Date of Initiation

Schedule

Raesponsibility

Implemented

Date Plan approved
by HEW

Date Plan approved
by HEW

Implemented

Continuing

Within 30 days
after approval by
HEW

First General
Faculty meeting after
approval by HEW

Continuous

Continuous

Continuous

Immediate

Immediate

Annual

Annual

Annual

Director of Personnel
EEO Officer

EEO Officer

EEC Officer

EEO Officer

EEO Officer

EEO Officer and
Provost

EEO Officer and
Chancellor

e OrfeeT
Chpniellse
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17.

Review of affirmative
action plan with Faculty
Senate :

Review of affirmative
action plan with Student
Government

Revigw of a tige
afpi Lay wilhf FHA
pedfvisdrs

Discussion of plan and
policy in new SPA
employee orientation
sessions

. Summary of plan published

# faculty and staff
B e URRRRRE

Discussion of plan with
appropriate university

commilttees

Furnish summary of Plan

Date of Initiation Schedule Responsibility
First Faculty Annual LEO Officer
Senate meeting afte:

approval by HEW

First Student Annual ELO Officer

Government meeting
after approval by
HEW

Within 30 pla
ajlér \by
Implemented
Ijplgfie

Within 30 days
after approval by
HEW

Implemented

il :
30 days after HEW -

to all supervisory personnel approval

for communication to all
present and prospective
employees_

EEO statement included
on application routing
sheets sent with appli-
cation forms

EEO statement included
on notices of campus
vacancies

Publicize EEO develop-

ments, progress reports

in eséees publications
Cavitpand

Implemented

Implemented

Immediate

Mal Difgc

Director of Personne
and EEO Officer

Continuous

L

Annual EEO Officer

ot \
Continuous EEO Officer
Continuous EEQO Officer
Continuous Director of Personnel
Continuous Director of Personnel

and EEO Officer

Continuous, EEO Officer
as periodi-

cally warranted |




Action Date of Initiation Schedule Responsibility

1€ 29", Provide access to . Immediate Continuous, EEO Officer
all employees for at request
private counseling of affected
conceming problems employee
related to EEO

EXTERNAL DISSEMINATION

1. EEO policy statement Implemented Continuous Dean of Student
included on all recruit- Affairs, Director
ment material and adver- of Personnel, EEO
tisements for students, Officer
staff, and faculty

EEO statement included Implemented Continuous Vice Chancellor
on purchase orders, for Finance and
contracts, etc., as Business
required by Executive

Order 11246

all lettarhead Xtatioxery

Incoryorate ¥he Byual Co\@uous &O Offiair
Opportunity clause\on .

?K Publicize adoption and Within 30 days W EEO Officer
contents of Plan in public after approval
press and in office publica- by HEW
tions distributed externally

o - National and regional EEO Officer
minority and women's
organizations, institutions,
and groups informed by
letter of EEO policy

¢~t. Provide written notification Within 30 days EEO Officer
of Plan and basic contents after approval
to public and private by HEW
organizations interested in
employment opportunities for
women and minorities; com-
munity agencies and leaders;
secondary schools, colleges,
and technical and business
institutes




Action Date of Initiation

Schedule

Implemented
and suppliers notiffed in
writing of EEQ policy

Publicize EEO proaress, Immediate
appointments of new

personnel, promotions,

etc., relating to EEO

objectives, in public

press and in office

publications distributed

externally

Continuous

Continuous,
as periodi-

onsibility
Vice Chancellor
for Finance and

Business

EEQ Officer

cally warranted
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GENERAL RESPONSIBILITY FOR
IMPLEMENTATION OF THE PLAN

Two basic levels of responaibility exist for implementing North
Carolina State University's Affirmative Action Plan. At the broadest level,
the responsibility rests on the central administration and oversight has been
delegated to the Equal Employment Opportunity Officer (EEO Officer). Another
level of responaibility is assigned to the planning "unit” level, Each unit's
method of implementation and delegation of authority and responsibility is
deseribed in the unit's plan., The following paragraphs deal with responsibility
at the campus-wide level,

In the fall of 1973, the Chancellor designated Mr, William H, Simpson
Equal Employment Opportunity Officer for North Carolina State University.
Respongibilities of the EEO Officer include the following activities:

(a) staff assistance in developing policy statements, affirmative action

programs, and internal and external communication techniques
(1) au'ut in the identification of problem areas
(2) assist line management in arriving at solutions to problems
(3) design and implement audit and reporting system that will
() measure effectiveness of the University's programs
(1) indicate need for remedial action
(i11) determine the degree to which the Unlversity's goals
and objectives have been attain
(4) serve as lialson between the University and enforcement agencies
(5) serve as liaison when appropriate between the Universiti and
minority omamiauons, women's organizationa and community
action groups concerned with employment opportunities of
minorities and women
@6) keep management informed of latest significant developments



(b)

in the entire equal opportunity area.

line responsibilities include but not limited to the following:

(1)

(2)

3)

(4

()
(6)

(7)

assistance in the identification of problem areas and establish~

ment of local and unit goals and objectives

periodic audit of training programs, hiring and promotion

patterns to recommend procedures to facilitate the attainment

of goals and objectives

regular discussions with Deans, department heads, directors,

and employees to be certain the University's policies are

being followed

periodic review of transfers and promotions to insure that these

are based on qualifications to insure that minorities and women

are given full consideration

encourage career counseling for all employees

encourage perlodic audit to insure that

(1) posters are properly displayed

(1) all facilities which the University maintains for use and
benefit of the employees are in fact desegregated, both
in policy and use; and to insure that facilities such as
dormitories, locker rooms, and rest rooms are comparable
for both sexes

(i11) minority and female employees are afforded a full oppor-
tunity and are encouraged to participate in all University=-
sponsored educational, training, recreational, and social
activities

have supervisors understand that their work performance is being

evaluated on the basis of thelr equal employment opportunity

efforts and results, as well as other criteria




(8)

insure that supervisors prevent harassment of employees
who have been placed through affirmative action efforts

when such action is appropriate.
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(6) keep management informed of latest significant developments

in the entire equal opportunity area.

Eg__responsibllitle»s include, butﬁnot limited to, the following:

(1) _assistance in the identification of problem areas and establish-
ment of local and unit goals and objectives

(2) periodic audit of training programs, hiring and promotion patterns
to?‘ecommend procedures to facilitate the attainment of goals and
objectives

(3) regular discussions with deans, department heads, directors,

and employees to be certain the University's policies are being followed

@
(4) periodic review on transfers and promotions to insure that these

are based on qualifications to insure that minorities and women are
given full consideration

(5) encourage career counseling for all employees

(6) encourage periodic audit to insure that each-lacation.ds.dn-sempiiante
n areas-suei-as
(1) posters are properly displayed
(11) all facilities which the University maintains for the use and
benefit of the employees are in fact desegregated, both in policy
and use; and to insure that facilities such as dormitories, locker
rooms, and rest rooms are comparable for both sexes
(i11) minority and female employees are afforded a full oppor-
tunity and are encouraged to participate in all University-sponsored

educational, training, recreational, and social activities.




(7) eneewsage supervisors Wunderstand that their work performance
is being evaluated on the basis of their equal employment opportunity
efforts and results, as well as other criteria

(8) insure that supervisors jelee-astions=te- prevent harassment

of employeeiplaced through affirmative action efforts)when such

Al
actiongmwe appropriate.




V.

., ANALYSIS OF UTILIZATION AND
IDENTIFICATION OF PROBLEM AREAS

A. METHODS OF ANALYSIS

Systematic analysis of potential problem areas related to equal oppor-
tunity on the North Carolina State University campus began in the fall of 1970
with a study of the salary of female faculty members., Until that time the
University had mainly concentrated on reviewing employment totals in terms
of race and sex., As a result of the salary analysis, adjustments were made
in the salaries of several women and the review process has continued on an
annual basis, 4

In January, 1971, HEW initiated a compliance review which culminated
in a visit to the campus during the fall of 1971, In preparation for this review,
NCS8U developed a series of computer-generated reports on all EPA and SPA
personnel. These reports are updated annually for EPA personnel and more
frequently for SPA personnel. Essential quantitative information contained in
the reports includes name, sex, race, rank or classification, salary, years of
service, and highest degree earned. These reports have served as the basis for
utilization analyses. Copies of the computer print-out have been furnished HEW
and are' available ta University administrators.

Another analysis of utilization and salary was conducted independently
during the NCSU Self Study process which spanned the period 1971-1973. In
that report the faculty recognized the University's need to make progress in
providing equal opportunity when it recommended:

Present efforts to promote recruiting and recognition
of faculty who are members of disadvantaged and/or minority
groups should be encouraged and expanded.

(North Carolina State University Self Study Report,
Chapter 7, page 27, Recommendation 8.)

B, EPA PERSONNEL

Utilization of EPA Personnel, Tables la and 1b summarize the distribution




of EPA personnel at North Carolina State University as of June, 1973, by

race and Tables 2a and 2b summarize by sex. The (a) tables present data

on EPA nonfaculty and (b) tables present data on EPA faculty. Tables 3a

through 15b contain the same information for each of the planning units by

race. Tables 16a through 28b summarize this same information for each of

the planning units by sex. These tables indicate that NCSU needs to develop

goals that will provide an increase in the number of minority and female

EPA employees at most ranks with particular emphasis being given to the

upper faculty ranks wherg there are five minority professors and eight minority

assoclate professors and two female professors and five female assoclate

professors. The wide variation of utilization among planning units reflects

availability rather than patterns of discrimination at NCSU. The clustering

of females and minbrltles in the lower ranks generally indicates of these

individuals that many have been employed only recently and have not had

time to merit promotion. Past employment practices tended to lead to the

employment of white males who now occupy the more senior positions,
Recruitment, Promotion, Salary, and Conditions of Work. Records

that allow numerical analysis of EPA recruitment procedures in the past do

not exist. This situaticn will be corrected for the present and future.

Absence of records does not necessarily indicate lack of effort but only reflects

the traditional University procedure of retaining only the records on individuals

who were employed.

A comparison of promotion rates for the various academic ranks by race

and sex suggests that in the past women may have experienced some discrimination

in promotions. This conclusion, however, must remain tentative because in
promotion decisions numerous intangible factors are welghed which cannot be
read into the data. Nevertheless, it is clear that in the past it has taken
females longer to gain promotion than men. Table 29 summarizes the data
for departments with significant numbers of women.




Tables 30 and 31 contain salary comparisons by race (Table 30) and sex
(Table 31) for selected academic departments. The data reveal no salary
discrimination by race, but they do reflect superficially and slightly-possiile
discrimination against females in the past.

Criterla for each rank as well as University policy on academic freedom
and tenure, leave, and other benefits are explained in the Faculty Handbook.
This handbook is distributed to all EPA personnel at the time of their arrival
on campus, Evaluation for promotion and salary increase is based on subjective
evaluation of individual merit related to the stated criteria. The primary
evaluation occurs at the departmental level with reviews by the School Dean
and the Provost,

As an {llustration of the complexity of decisions on initial employment
and promotion, the following outline shows the major factors the University
identifies in making the decisions. The department head is responsible for
the initial effective recommendation for appointment. Depending upon the
organization of the department, the department head may consult as follows:

a) Instructor = no one
a personnel committee
the entire department
the senle* faculty

b) Assistant Professor - an elected or appointed search committee
the entire department
a personnel committee
the senior faculty

c) Assoclate Professor - an elected or appointed search committee
the entire department
a personnel committee
the senior faculty

d) Professor - a search committee, perhaps with members from other
departments
senior faculty

The approval of School Deans and the Provost is required for all appoint~




ments, For assistant professors and above, interviews with the Deans and the
Provost are required and the Graduate Dean is included if graduate faculty status
is to be requested.
Rank is determined by the department head with the approval of the Dean
and the Provost. Individuals appointed to fill assistant professor positions
who do not have their doctorate are appointed with the rank of instructor until
they receive their degree. Usually the probable rank of a position is determined
before the search is begun, i.,e., a department decideg it will fill an associate
professorship in a particular speciality and then begins to consider individuals.
The minimum requirements are stated in the Faculty Handbook. The following
factors are considered in making a specific offer:
a) must meet the need of the department.in terms of scholarly competence
and interest
b) evidence of ability and interest in teaching
c) evidence of potential contributions to scholarship and research
d) experience
e) market conditions for discipline specialty
f) salaries in the department
9) quality of educational background-source of highest degree and
sponsor or director of dissertation
h) recommendations
1) publications, quality of publications counted
) evidence of ability to participate in joint research projects
k) evidence of interest in and ability for public service and extension
activities :
1) compatability with other members of the department.
Depending on the mission of the department, criteria may be weighed differently,
For instance, the Department of Entomology would emphasize research and
extension while the Department of English would emphasize undergraduate




teaching since it does not have a doctorate level graduate program.
There is no obligation to award every faculty employee an increase, nor
_are there minimum criteria for allocating increases other than satisfactory
performance of duties. Criteria which may be used include the following:
a) teaching performance
b) research contributions
. ©) service to department, School, and University

d) service to community, State, and Nation

e) need to redress imbalances

1) recelpt of other offers

g) market conditions for a particular field

h) cost of living

i) history of past increases

1) general overall performance

k) interpersonal relationships,

Workload for faculty is normally 12 credit hours of undergraduate teaching
per semester, Wide variations from this norm allow for advanced graduate
courses, research assignments, and the performance of other academic duties
as departmental obligations permit or require, In essence workload is adjusted
on an individual basis and there does not appear to be any evidende of discrimi-
nation on the basis of race or sex in this matter at NCSU.

C. SPA PERSONNEL
ent otion n itio . The placement of
8PA employees throughout the campus depends upon vacancies at any particular
time, The referral of qualified candidates is made without regard to race or sex.
Belection of the appropriate individual is made by the hiring official. As noted
elsewhere in this report, units needing help in recruluﬁIq minority or female
applicants will be given speclal consideration through xjecrultment q{forts of the
Division of Personnel Services. : : :

F \
f




SPA promotions are normally handled at the School or department level
and are supposed to be given without regard to race or sex. Records are kept
on promotions in the Division of Personnel Services. There, records are
available for audit to determine if promotions are being given in keeping with
equal employment concepts,

Identification of Problem Areas. Each SPA position, which currently

numbers some 2,000, has been assigned by sex and race to one of the nine
categories indicated in the EEO~1 report, These data are also shown in per-
centage figures in Tables lc (race) and 2c (sex). Comparing these figures with
avalilability data on the work force for Wake County (area designated as primary
recruiting area for SPA personnel, see Appendix 2), one can readily see some
disparity in the SPA work force as it pertains to these nine categories. FEach
of the unit plans, which altogether encompass the total NCSU Affirmative Action
Plan, addresses these deficlencies and attempts to establish goals and time~
tables to correct any deficlencles noted.

Another method of identifying problem areas is to analyze SPA job
classifications in terms of racial and sexual mix. Currently, there are 339
job classifications; the majority are filled by whites, with fewer than five
persons in any one classification. Some of the job classifications at the lower
skill level are all minority; no minority is in a job classification receiving pay
over $9800. As one moves through the middle classifications and pay ranges
into the upper job classifications and pay ranges, the race and sex of members
occupying these classes show a predominance of white males,

Job classifications in which there are five or more minorities and no
whites are as follows:

Housekeeping foreman
Mail clerk
Housekeeping supervisor,




Job classifications in which there are five or more whites:andnomminorities

are as follows:

Statistical Aide
Administrative Secretary
Clerk IV

Accounting Clerk III
Carpenter II

Electrician II

Statistical Analyst
Administrative Assistant
Air Conditioning Mechanic
Research Mechanic II
Maintenance Mechanic IV
Computer Programmer I
Computer Programmer II
Electronic Technician II
Electronic Technician III
Instrument Maker II

Farm Superintendent II
Research Analyst
Consulting Engineer I

It is interesting to note, however, that from January i, 1973, until
October 1, 1973 (date of most recent computer print-out listing all SPA
positions by EEO job categories, race, and sex) minority group employees
have been added to two formerly all=-white classes, Maintenance Mechanic II

and Grounds Foreman.
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ANALYSIS OF UTILIZATION AND
IDENTIFICATION OF PROBLEM AREAS
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Evaluation for promotion and salary increasef is based on subjective evaluation

of individual merit related to the stated crlteria. The primary evaluation occurs at
Jefioel e |
the departmental level with reviews by the Dean and/’Provost

As an illustration of the complexity of the declsionsﬁeemlng initial employ- |

ment and promotion, the following outline represenmts the major factors wieh the |

University 1dent1ﬁes in mw-eﬂthe decisions.
w‘b The _depsigment head is responsible for
Aun!

¥
the initial effective recommendation’ Depending upon the organization of the

department, the department head may consult as follows:

a) Instructor - )f) one
: a personnel committee
the entire department |
the senior faculty

b) Assistant Professor - an elected or appointed search committee
the entire department
a personnel committee
the senior faculty

\
|
i
c) Associate Professor - an elected or appointed search committee |
the entire department }
a personnel committee : 1
the senior faculty |
: \
d) Professor - a search committee, perhaps with members from other |
departments |
senior faculty |
\
The approval of School Deans and the Provost is required for all appointments.
For assistant professors and above, interviews with the Deans andA Provost are

required and the Graduate Dean is included if graduate faculty status is to be

‘requested.




Rank is determined by the departmeni head with the approval of the Dean and
"')’Jf’rovost. Individuals appointed to fill assistant professor positions who do not
have their doctorate are appointed with the rank of instructor until they receive
their degree. Usually the probable rank of a position is determined before the

W o portiealae spectality,

search is begun, i.e., a department decides it will fill an associate professorshipn

and then begins to consider individuals.

m. The minimum requirements are #he=e in the Faculty Handbook.

The following factors are considered in making a specific offer:
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2Y) evidence of ability and interest in teaching

evidence of potential contributions to scholarship ‘and research
experience

market conditions for discipline specialty

salaries in the department

quality of educational background-source of highest degree and
sponsor or director of dissertation

recommendations

publications tmeluding quality aind% :lbz

evidence of ability to participate in joint research projects
: ])’ evidence of interest in and ability for public service and extension
\“Fﬁ activities ' !
k)a compatability with other members of the department .
Depending on the mission of the department, criteria may be weighed differently.

For instance, the Department of Entomology would emphasize research and

extension while the Department of English would emphasize undergraduate teaching




since it does not have a doctorate level graduate program.
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M% an increase, nor are there minimum criteria for allocating increases

other than satisfactory performance of duties. Criteria which may be used include
the following:

a) ‘ teaching performance

b) research contributions

c) service to &partment, Schoo_l, and University

d) service to community, state and nation
e) need to redress imbalances

f) receipt of other offers

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

i) history of past increases

j) general overall performance

k) interpersonal relationships. .

Workload for faculty 1stn rmally, 12 credit hours of undergradugte tgaching
s
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per semestgr, graduate cdurses, and-athar
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academic dutids o6 depart % pen'n}l In essence
workload is adjusted on an individual basis ere does not appear to be any
evidence of discrimination on the basis of race or sex in this ' NCSU.
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‘D Placemrent, Promotion, Salary, and Conditions of Work - S-S "Ilm

placement of SPA employees throughout the campus depends upon vacancies at
any particular time. The referral of qualified candidates is made without regard
to race or sex. Selection of the appropriate individual is made by the hiring official.
As noted elsewhere in this report, units needing help in recruiting minority or
female applicants will be given special consideration through recruitment efforts
of the Division of Personnel Services.
SPA promotions are normally handled at the School or department level and
are supposed to be given without regard to race or sex. Records are kept on
promotions in the Division of Personnel Services. There records are available
\ for audit to determine if promotions are being given in keeping with equal employ-

ment concepts.
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This data is also shown in percentage figurns/ﬂ Comparing these fioures with avail-
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ability data on the workforce for Wake County (area dcsingtu: as primary
recruiting area for SPA personnel) one can readily see some disparity in the SPA

workforce as it pertains to these nine categories. Each of the unit plans,which

cncompam the total NCSU ﬁfﬂrmatlveﬂ'ction plan)addresses these deficiencies

and attempts to establish goals and timetables to correct any deficiencies noted.
Another meth d of identifying problem areas is to analyze SPA job classifi-

cations in terms of ractal and sexual mix. Currently, there are 339 job classifications;

the majority are filled by whites, with fewer than five‘ persons in any one glassification.

Some of the job classifications at the lower skill level are all-mek; no bieek is

in a job classification receiving pay over $9900. As one moves through the middle

classifications and pay ranges into the upper job classifications and pay ranges,

the race and sex of members occupying these classes show a predominance of

— - 1

white males. W\’V)’V‘/&"A
V=

Job classifications in which there are five or more blasks and no whites

are as follows:




Housekeeping foreman
Mail clerk
Housekeeping supervisor

Wunoiillees

Job classifications in which there are five or more white%and no Biwels
are as follows:

Statistical Aide
Administrative Secretary
Clerk IV

Accounting Clerk IIT
Carpenter II

Electrician II
Statistical Analyst
Administrative Assistant
Air Conditioning Mechanic
Research Mechanic II
Maintenance Mechanic IV
Computer Programmer I
Computer Programmer IT
Electronic Technician IT
Electronic Technician III
Instrument Maker IT

Farm Superintendent IT
Research Analyst
Consulting Engineer I

It is interesting to note, however, that from January 1, 1973 until
October 1, 1973 (date of most recent computer printout listing all SPA

positions by EEO job categories, race and sex) minority group employees have

been added to two formerly all-white classes, Maintenance Mechanic II (™

<amplmpee) and Grounds Foreman (summemiesess) .




VI,

DEVELOPMENT AND EXECUTION OF
CORRECTIVE AND REMEDIAL PROGRAMS

A, EPA PERSONNEL

Availability. The cornerstone of affirmative action planning is know-
ledge of availability upon which goals can be based. Special attention has
been given to developing sound, valid data by each of the planning units and
this effort is reflected in unit plans. A summary for the entire University
provides an overview of the problem of availability that is reflected herein
in great detail.

Since faculty recruitment at North Carolina State University is conducted
on a national basis and since the doctorate or its equivalent remains a basic
requirement for faculty appointment, the data in Tabl2 1 on doctoral degrees
awarded in fields emphasized at NCSU provides an approach to assessing the
availablility of faculty.

There are no comparable data on minorities. All discussion about avail-
ability must be based on estimates which suggest that although about one to
two percent of doctorates are held by minorities, great variation appears among
disciplines, as Table 2 shows. Clearly there is a very limited supply of both
minorities and females in many of the fields in which this University recruits
faculty. '

Table 3 provides a more detailed review of females awarded doctorates
nationally in terms of the specific disciplines offered at NCSU. Ths lack of
availability of females in certain of these specific flelds can reasonably be
expected to be true also for minorities although systematic detailed 'data are not
available.

Another method of determining availability is té use census data, Table 4
summarizes pertinent information for North Carolina and reveals that thg\problem
that exists on a national level exists also at the State level. ‘
A




Closely related to availability of faculty is the question of availability
of graduate students, Table 5 shows the number of females and minorities
who received bachelor's degrees in North Carolina over a four-year period
in selected disciplines closely related to the academic programs at North
Carolina State University. Looking at this data, one can estimate the pool
of potential graduate students in North Carolina. If one assumes that about
ten percent of bachelor's degree holders will pursue graduate study in the
field of the undergraduate major, the number of potential minority graduatg
students is very small except in the soclal sciences; and the number of
potential female graduate students is small except in mathematics and the
biological and social sclences. Because of the increased out-of-State
tuition rate imposed by the 1971 General Assembly and the decline in Federal
support of graduate study and research, this campus has to rely more upon
in-State students to fill its programs. If few women and minorities are
available as potential graduate students, it is difficult to predict that we will
be highly successful in attracting more female and minority graduate students
in order to develop more potential female and minority faculty.

By way of summary of the availability data related to faculty, comments
from various Schools offer confirmation and insight about the problem.

The relative scarcity of both minorities and women in.Architectuge,
Landscape Architecture, and Product Design, the three depart-
ments that make up the School of Design, seriously affects the
potential pool for recruiting faculty. An example is that of the
33,000 registered architects in this country, it is estimated
about four percent are women and no percent minority. The total
membership of the American Institute of Architects (AIA) is around
24,000, Women constitute about 1.2 percent of these and minorities
about 1 percent. )

~ The School of Forest Resources reports that females, blacks,
and other minorities are less than one percent in the professional
disciplines of the School.




Data on availability in the School of Liberal Arts varies from
some thirty percent in languages to less than four percent inireligion.
Minorities are even more scarce. No department has identified a
potential minority male employee pool larger than four percent
(Physical Education) and some departmental estimates approach
zero. Minority females in the professional labor force are even
more rare with only one department (Physical Education) estimating
a pool larger than one percent of the total labor force.

The D, H, Hill Library's availability search indicates approximately
5.5 percent minority female and one percent minority male librarians,

In additicn to physical or quantitative availability, other factors must
be considered in determining whether NCSU can reasonably expect that it
can attract such potential faculty. First, in disciplines where few female
or minoxity faculty are available, factors such as academic reputation of
the institution and salary emerge more importantly in considerations to the
potential employee, As AAUP figures show, NCSU is unfortunately not among
national leaders in salary or compensation. Further, the ACE Rating of Graduate
Education in standard disciplines does not give NCSU highest academic prestige.
Thus, it is not at all certain that this campus can attract its pro rata share
of scarce, high quality females or minorities as a matter of course.

Another factor taken into account in determining goals was the uncertainty
about the availability of positions for adding faculty or other new persgonnel,
General economic uncertainty in the natton is reflected in several aspacts of
university life and no campus. can be sure of even a standstill budget.

Availability Compared with Present Utilization, Table 6 provides a
comparison between availability and utilization qf minorities and female faculty
in the eight Schools of NCSU, This data was developed by combining the
avallability for the varlous disciplines comprising a School and stating this as
a single percentage. By this method it is possible to discuss present

utilization in terms of our actual planning units. When viewed from this perspective.

two facts become evident., First, because of the mix of disciplines on this
campus, it is invalid to speak of a University-wide utilization rate for female



faculty on the national average of around twelve percent. At best it appears

that the NCBU composite rate of utilization based on availability should be

about half the national average. Although utilization of females for some planning
units will be higher, the campus as a whole will for an indefinite period

appear to be predominantly male. Table 6 emphasizes that this appearance
reflects availability more than discrimination.

Of course, NCSU recognizes that one of the primary objections of
affirmative action planning on a national basis {s an increase in the number
of females who pursue what have been in the past “male” careers. Our efforts
are pointed in this same direction and we look forward to the day when our
recruitment efforts find more qualified women englneers, foresters, and textile
scientists.

Summary of Goalg. Our goals are more than numbers, but numbers pro-
vide a useful means of summarizing the potential impact of this plan on the
racial and sexual composition of University EPA personnel, Table 7 summarizes
present utilization and goals for 1976 for each planning unit by race and sex.
The table is self-explanatory. Overall, the University projects a 2.5 percent
increase in the number of minority faculty and a 3.4 percent increase in the
number of femaie faculty. More detalled descriptions of these goals are
available in each unit's plan.

In establishing these goals the planning units were not asked to supply
“ple in the sky" goals which would be impossible to accomplish. Instead units
were requested to examine availability, assess their particular needs, and to
develop goals that they belleve they can attain with special efforts. These
goals, then, represent the results of a realistic assessment at NCSU, It is this
kind of process to which we refer in stating that we have made a "good -faith"
effort, and it is what we understand the expression means to HEW as well. This
kind of good faith effort has been the base of our planning.

Specific Components of the Plan. In addition to numerical goals for employ=
ment of EPA personnel, other elements have been given special attention as
indicated in the following paragraphs.




Recruitment Procedurss. University recruitment procedures will be
modified in several ways to insure affirmative action is taken in the process
of recruiting. The following list represents steps all units must be able to
show that they take in recruitment.
- use Equal Employment Opportunity slogan on all descriptions of
vacancies
- advertise the vacancies in ways that would reasonably lead to
application* by minorities and females
- review files of previous applications to determine if qualified
minorities or females are in these files
- through official communication notify potential candidates on
campus who may wish to be considered for vacant positions
- explain why the final candidate was chosen by means of an explicit
comparison with other individuals considered
- maintain complete records of the search proeess including
correspondence with those candidates who decline, withdraw,
or are not offered the position
- keep all applications on file for a period of two years.
The Provost has the responsibility for insuring that this procedure is followed
and he is assisted by the Equal Employment Opportunity Officer who must
stipulate the EEO procedure has been followed before an appointment can be made.
Annually, all School and other affirmative action planning units will
submit reports on their recruitment efforts which shall summarize the recruitment
contacts for each position filled, Appendix A contains a reporting form which
will be used. v

Increasing the Supply of Potential EPA Personnel. N, C. State University
recognizes that one solution to this problem of lack of available female and

* Throughout this plan the term “application” in thiscontext of EPA personnel
refers to some form of written request to be considered for a position.



minority faculty Is the devclopment of potential faculty through training. For i
this reason several unit plans emphasize recruitment of students, especially
graduate students. This emphasis is considered a major aspect of our affirmative
action planning because it represents the best long-range positive action ‘
possible and such recruitment is considered a major element of our goals.
Simultaneously it will improve the national picture.
Nepotism Policy. On April 13, 1973, the Board of Governors of The University

of North Carolina adopted a new nepotism policy for EPA employees which
extends the permissible employment of close relatives so long as no super-
visory relationship is involved. Faculty and staff have been informed of this
new poliey. A copy of the policy is included as Appendix B,

ment mo d « In order to insure that affirmative
action will occur, the Provost will require each Dean to be able to produce
an explanation In writing for any personnel action taken, If in the process of
review of salary increases, for example, the Provost has concerns about the
increase given one individual in comparison with another, he can ask for
explanations of both actions. If the explanation does not appear to be satis-
factory, appropriate action will be taken, Because N. C. State University
recognizee the need to provide female and minority faculty the opportunity for
advancement to higher ranks, reviews of promotions will be conducted with
this need in mind, - Similarly, salary increases will be reviewed by the EEO
Officer In order to prevent differences arlsing that may be related to sex discrim=
ination. ' i

Grievance Procedure. N, C. State University has an established grievance

procedurs for faculty personnel, The procedure is described in the Faculty
Handbook, It has already been used to hear one grievance related to sex
discrimination, In addition to this grievance procedure, several unit affirmative
action plans provide for a process of handling grievances through the \;nu equal
opportunity officer or committee. =L



Unit Plans., The core and heart of this Affirmative Action Plan are the
individual unit plans which reveal a veriety of methods for attaining goals.
Each plan is adapted to the unit's situation. As a result each unit must serve
the most rigorous taskmaster of all - its own conscience = and successful
attainment by means of good faith efforts is likely to occur,

B. SPA PERSONNEL

SPA Work Force Estimates and Availability. Although our nonacademic

personnel recruitment area is generally considered to be local, it is informative

to look at the data in Table 8 which show production of trained manpower on

a state-wide basis for 1971-72 by the State's technical institutes and

community colleges. The data on occupational programs which show that

except for the office technologies and trade and industry vocations aaither

; minorities nor females appear to be avallable in significant numbers. If these

| : data are typical, then NCSU should expect to encounter difficulty in locating

| " minorities and females qualified for many of its SPA classifications in agriculture,

| the sclences, and engineering. Tables 9 and 10 provide a framework for aueu@nq
avallability of potential SPA personnel locally.

Although minorities are estimated to comprise about 19 percent of the work
force in Wake County, the information in Tables 9 and 10 suggests that the
qualified workers in every job category who are mlm_)dtién do not represent 19
| percent of the work force in each category, Availability at the SPA level varles

as much by type of position as does EPA availability by academic discipline.

Summary of Goals and Present Utilization. Table 11 summarizes present
utilization and goals for utilization of SPA employees in each planning unit by
race and sex. The table reveals that for the Unlveislty as a whole our goals,
if attained, would result in an increase of 4 percerit of minority and 0.2 percent
of female SPA employees over tlhe next three years. Further details concerning
the goals are contained in each unit's plan,




Specific Plans. In order to help eliminate or revise any policy or practice
which in effect is discriminatory, the Division of Personnel Services commits
itself to assist all campus departments through good personnel management to
utilize the skills of minorities and women at all levels of classified employment
in keeping with their capability and potential for development. To accomplish
these tasks, efforts will continuously be made to identify and use existing
talent and potential through upgrading and promoting present employees and by
broadening the search for useable talent outside the University., The following
specific affirmative action efforts will substantiate this commitment. All of
these activities will be undertaken in cooperation with the campus EEO Cfficer.

Affirmative Action Responsibllity Target Date
Continue to work toward goal of Director, Division Continuing
identifying all underutilization of of Personnel Services
minority and female employees,
Make available to campusg departments Director, Division Continuing
avallability and work force data on of Personnel Services

recruiting area to be used for deter-
mining proper employee mix.,

Implement a continuous review and as  Director, Division Continuing
necessary make recommendations to of Personnel Services

Office of State Personnel to revise

job specifications, especially minimum

qualification requirements to achieve

consistency with actual needs of the

positions.

Prompt posting of all vacancies with Director, Division Effective imme-
attendant qualifications on weekly of Personnel Services diately and
basis campus-wide in conspicuous 5 continuing

places accessible to all employees,

to include language that clearly informs
candidates that commensurate job
experience will be considered in filling
of vacancies.




Affirmative Action

Publication and notification to all
staff employees of training programs
(both formal and O~J=T) available to
upgrade skills,

Training sessions at least twice a year
to brief supervisors on subject of
increased utilization of minorities and
women at all levels of the staff work
force and inclusion of the subject in
all orientation sessions for new em=
ployees.

All departmental tests given to staff
employees to demonstrate fitness to
perform job, when required or appro-
priate, shall be approved by Division
of Personnel Services, and shall in all
cases be job-related.

Campus policy on nepotism will be
carried out according to approved
policy passed by State Personnel
Board.

Each list of referrals made for staff
job openings in campus departments
where apparent underutilization of
minority and female employees exists
shall include the name of at least one
minority and/or one female candidate
for consideration if such candidates
are available, :

Each referral will be accompanied by
an application routing sheet which
must be returned to Personnel Services
with written justification why parti-
cular applicant was selected or why
other applicants were not selected,

Responsibility
Training Officer

Training Officer

Director, Division
of Personnel Services

Vice Chancellor for
Finance and Business

Director, Division
of Personnel Services

Director, Division

of Personnel Services

Ta ate

On an as needed
basis

Continuing

Continuing

Continuing

Effective imme=-
diately and
continuing

Continuing
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Affirmative Action

A comprehensive recruitment program
will be expanded and implemented as

designed specifically to attract minority

group members and women, and will
include the following activities:

a. Increase on-campus recruitment
activity at predominantly black
colleges and universities to
recrult research techniclans, and
at predominantly female colleges

and universities to recruit females.

b, Increase advertisements in media

Responsibility

Director, Division
of Personnel Services

with predominantly minority circutation

or audiences.

¢, Control all advertisements for
staff centrally by Division of
Personnel Services.

Interview, select, and refer in accord-
ance with equal employment concept,
including continuous review of
recruitment procedures to assure that
barriers to successful recruitment do
not exist, (l,e., negative attitudes of
the interviewer, assumptions about
applicants' interest and presumptions
of employment stability, and referral
procedures that tend to channel
applicants to jobs that are thought of
as "female" jobs, "male" jobs, and
"minority" jobs).

Monitor departmental selection, pro=
motion, demotion, transfer,
disciplinary and layoff practices
through internal audit and reporting
gystem,

Director, Division
of Personnel Services
and EEO Officer

Director, Division
of Personnel Services

Target Date

Effective imme=
diately

Continuing

Continuing




Affirmative Action Responsibility

campus visitation program in which Director, Division
the Personnel Director visits all of Personnel Services
School Deans for the purposes of

discussing present equal employment

policles and procedures ({,e,, location

and posting of "Personnel Notes" and

EEO posters, past employment prac=

tices of departments) and of gaining

suggestions as to how the Division of

Personnel Services can better serve in

helping units to attain affirmative action

goals.

Follow-up on minority referral by phone Director, Division
and/or visit to determine why individ= of Personnel Services
uals are hired or not hired.

Distribute letters under the Director, Division
Chancellor's signature encouraging of Personnel Services
minority and female employees to

apply for promotional opportunities

as they appear in "Personnel Notes,"

The letter will include a statement

which requests that employees who

do not have access to “Personnel

Notes" notify the Division of Personnel

Services so that copies can be made

avallable to them,

With the goal of increasing job perfor- Training Officer
mance and enhancing promotional
opportunities, the University will
continue to provide supervisory
developmerit training programs for
first-line uad Intermediate level
supervisors, Adult basic education
courses which have already been
conducted on campus during work hours
for employees with less than eighth-
grade level education will be continued

Target Date

Continuing

Immediate and

Within 30 days
after approval by HEW

Continuing



Affirmative Action Responsibility Target Date

as need arises., Approved apprentice- ‘
ship training programs have been
established in the Print Shop and in the
Physical Plant Division to be used for
training purposes. Employees are
eligible for and encouraged to attend,
at no cost, job-related courses on |
campus or at other Raleigh area colleges
and universities.

Recruitment Procedures, Several steps have been taken toward centralized
control of personnel actions by the Division of Personnel Services in order to
more effectively provide equal opportunity, This Division has formallzed a
procedure to insure that female and minority applicants are given due
consideration in filling vacancies. The basic mechanism used for this pur-
pose is the application routing sheet which accompanies the personal information
for each candidate. A copy of the routing sheet is attached as Appendix C.
Each unit filling a position is required to supply the requested information for
each applicant referred to them before the position can be filled, Units having
deficiencies in their SPA employment profiles will be supplied with a higher
percentage of minority and female referrals when possible. In cases where
units appear to be reluctant to hire qualified minority and female applicants to
improve employment profiles, these units will be brouqht to the attantlon of the
University Equal Employment Opportunity Officer for administrative attention. In
addition, through a memorandum, the Chancellor has required all vgcancles to be
listed with the Division of Personnel Services and all advertising to be placed by
that office. A copy of this directive is attached as Appendix D. In order to
provide opportunities for upward mobility for females and minorities already on
campus, it has been for several years NCSU's policy that all staff vacancies
be listed with the Division of Personnel Services and posted campus=wide five
work days before outside applicants can be considered, The Division of Personnel

i\

)
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Services has also encouraged present minority staff members to stimulate other
qualified individuals to apply at NCSU when vacancies arise,
In order to set an example for equal employment opportunity and to meet
its legal and moral obligations, the Division of Personnel Services has recently
made several staffi changes which reflect adherence to affirmative action con-
cepts:
(1) promotion of a female staff member to Assistant Director for
Classification and Pay
(2)  hiring of a female to fill additional professional position of
personnel analyst for Classification and Pay section
(3)  hiring of another female to fill additional interviewer position in
Recruiting and Placement section
(4)  promotion of a staff member to a newly created Employee Relations/
Training Officer for SPA employees, Duties include (a) designing and
implementing training programs which will aid upward mobility of
minority group members and females who have traditionally been
"locked" into low level jobs; (b) function as the Equal Employment
Opportunity Officer for SPA personnel, working closely with and
assisting the University Equal Employment Opportunity Officer.
External actions are also planned to recruit females and minorities for staff
positions, The following statements indicate pcniuve action already taken and

continuing.

Affirmative Actlon Responsibility Target Date
Place recruitment advertising with Director, Division of Continuing
newspapers having predominantly Personnel Services

minority or female circulation. All
advertisements to include tagline
“An Equal Opportunity Employer,"

Maintain close working relationships Director, Division of Continuing

with officers of various community Personnel Services

manpower programs including W.I.N.

(Work Incentive Program), Wake |
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Affirmative Action Responsibility Target Date

Opportunities, New Careers, and

N. C, Manpower Development Program.
Also furnish these offices lists of

current job openings (“Personnel Notes").

On a continuing basis, maintain close Director, Division of Continuing
working relationships with local Personnel Services

predominantly black institutions

resulting in the exchanging of

vacancies and subsequent employment

of minorities at North Carolina State

University.

Annually conduct on-campus recruit- Director, Division of = Continuing
ment at various predominantly Personnel Services

black colleges and universities in

North Carolina,

Periodically mail "status" letters Director, Division of Continuing
inviting inactive minority applicants Personnel Services

to reapply with the University,

Further advertise staff vacancles Director, Division of Continuing
through Wake Opportunities Manpower Personnel Services

Pilot Program throughout the local

Iminority, community .

Verbally reaffirm periodically our Director, Division of Continuing
interest in employing minorities to Personnel Services

current recruitment sources including

Employment Security Commission,

Office of State Personnel, manpower

agencies, business schools, tech=

nical institutes, and Lion's Club

Industries for the Blind.

These plans should attract more female and minority candidates for staff
positions at NCSU therby creating a pool of talent from which campus units may
recruit to reach stated goals. In addition, the upward mobility of females and
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minority members already on campus should be stimulated by these processes.
Nepotism Policy. For staff personnel the State nepotism policy has recently
been revised to make it consistent with Federal regulations. A copy of this
policy is attached as Appendix E.
CGrievance Procedure, Staff employees have a grlevance procedure available
to them which is described in Appendix F.,




VI.

DEVELOPMENT AND EXECUTION OF
CORRECTIVE AND REMEDIAL PROGRAMS

A,  EPA BMRLOYEES VERSONNEL

Availability. The comerstone of affirmative action planning is knowledge
of availability upon which goals can be based. Special attention has been given
to developing§aod, valid data by each of the planning units and this effort is

reflected in unit plans. A summary for the entire University provides an over-
'I <
view of) problem of availability that aoe reflected herein in great detail.
uvw«,rvl‘y
Since faculty recruitment at North Carolina Statt—.; is conducted on a

national basis and since the doctorate or its equivalent remains a basic require-
WT‘,\o\t 4— \,u)é: Srrnpdeangd SRS
ment for faculty appointment a—rcview-cf ata, on doctoral degrees awarded

provides msessmg avallability %feculty.

N
TABLE g

P
7

Doctor's Degrees Awarded in Selected Disciplines in the Um{ed States by Sex,

1961-62 through 1970-71 ’
\\\ "/ '/."’
Ten=Year /" Total %

Discipline Total\ / Female Female |

Agriculture 5,562 " / 131 2
Biological Sciences 23,4707 \ 3,337 14 |
/ g |
Engineering 244948 123 0.5 |
Mathematics /8,492 l\‘\ 578 7 i
Physical Sciences 5 32,449 1,591 5 ‘
s \ |

Social Sciences i 25,053 \ 3,000 12

Source; Office of Education, Bureau of Higher Education
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There 6 no comparable data on minorities. All discussion about avail-
ability must be based on estlmates.which suggest that although about one to two

ol 1
percent of doctorates are held by M@?s, there—appears—te-be great variation W

among disciplines, as Table & shows.

TABLE ,_-7;_

Distribution of Black Ph.D.'s by Discipline, 1969
(Results of Ford Fgundation Survey with 1,096 respondents)

N
3

Field L. Number Percent
Education \ 314 29
Social Sciences \\ ',:'.288 26
Biological Sciences /_/’)\142 13
Humanities / 136 12
Physical Sciences /// 129 12

Other (Agriculture, Busin:js/
Engineering, Home Economics,

Religion) / 88 -\ 8

Total 1,096 . 3
runelits \

Clearly there is a very limited supply of both hlasls and females in many of the

fields in which this University recruits faculty.
r Table 3_ provides a more detailed review of females awarded doctorates
v in terms of the specific disciplines offered at NCSU, The lack of
availability of females in certain of these specific fields can reasonably be ?
expected to be tr&\}é:\?or Ms_aﬂeﬂ‘although systematic detailed data i notﬁw
WAl ten '

available.



TABLE

‘Number of Bachelor's Degrees Awarded in Selected Disciplines in North CaroW
by Race* and Sex, 1968-69, 1969-70, 1970-71, and 197%\-72

1968-69 1969-70 1970-71 - 1971-72

Agriculture Total 212 222

Black 17 6 11
Female 1 11 13

Biological Sciences Total 788 850

Black . 129 / 144
Female 274 295

Engineering Total “7‘09 965

Black 33 & 40
Female 3 4 6
Mathematics Total 818 774 699
7N

Black B8\ 88 63
Female /370 \ 345 315
//

Physical Sciences Total / 555 . 555 540

Black : 38 \ 30 36
Female 87 \ 71 77

Social Sciences ?,o{al 3968 4246 4352

Black / 525 567 737

Female 1391 1500 1578

: \
* Estimate based on graduates from predominantly black institutions.

Source: Statistical Abstract of Higher Education in|North Carolina, 1969-70,
1970-71, 1971-72, 1972-73.




Another method of determining availability is to use census data.
Table 4 summarizes pertinent information for North Carolina and reveals

that th&eme problem that exists on a national level exists ina-relativeway

at the State level. Thus, whether t e niversity oks to a nal stat
lee

wide market, )t faces/the same proble - a lack of otential black a d fe
faculty\in ma[y disciplines.

Closely related to availability of faculty is the question of avai:labilit}" :
of graduate students. Table i shows the number of femaleé and m%o
received bachelor's degrees in North Carolina over a four-year period in selected
disciplines closely related to the academic programs at North Carolina State
University.Looking at this data, one can estimate the pool of potential graduate
students in North Carolina. If one assumes that about ten percent of bachelor's
degree holders will purs/t:fjoraduate study in the field of the undergraduate major,
the number of potential bdaelgraduate students is very small except in the
social sciences; and the number of potential female graduate students is small
except in mathematics and the biological and social sciences. Because of the
incréased out-of-state tuition rate imposed by the 1971 ‘General Assembly and
the decline in Federal support of graduate study and research, this campus has ,
to rely more upon in-state students to fill its programs, If few women and W
are available as potential graduate students, it is difficult to ho)ﬁf(y/ predict

that we will be highly successful in attracting more female and minority graduate

students in order to develop more potential female and minority faculty.
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By way of summary of the da.tg.nqaxai.].a.m.hty related to facultyj commentsg YO
various Schools offer confirmation and insight about the problem?
[TAAN
The relative scarcity of both biseis ard women in Architecture, Landscape
Architecture, and Product Design, the three departments that make-up the
School of Design, seriously affects the potential pool for recruiting faculty. An
example is that of the 33,000 registered architects in this country, it is estimated
A
about four percent are women and no percent lMseks, The total membership
of the American Institute of Architects (AIA) is around 24,000. Women constitute !
about 1.2 percent of these and bi==%s about one percent.
- rRpeviy
BT Ehe School of Forest Resources ¥esultsof the analysis show that
females, blacks and other minorities are essemttatyTIOT-EXIStET—{aumssess lcss
dygeipliner

than one percentj-iar mostof the professional areas-of the School.

Data on availability in the School of Liberal Arts varies from some thirty

\ngle Tpate

percent in languages to less than four percent in rgligio_x_i. BertRs are even more
MUns, E

scarce. No department has identified a potential biaek male employee pool larger

P

than four percent (Physical Education) and s%ral departmental estimates approach
zero, Bieede females in the professional labor force are even more rare with only
one department (Physical Education) estimating a pool larger than one percent of the

total labor force.

4 The D. H. Hill Library's availability, indicates approximately 5.5 percent

ssfemale and one percent batk male librarians.
In addition to physical or quantitative availability, #kese—a®e other factors

#mat-must be considered in determining whether NCSU can reasonably expect that

it can attract such potential faculty. -First, in disciplines where few female or Hask
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faculty are available, Qomngumeans..w&-re-wﬁy-&at factors such as

academic reputation And salary emerge %nan@:onsidemtions to the potential
v
employee. As AAUP figures show*t’%’y is unfortunately not among
=== R

national leaders in salary,or compensation. Further, the ACE Rating of Graduate

o i Y
Education indicates-that pi-trm-seiveted-fieldse—NE8H does n hhaue-ﬂ?Zhlghest
academic prestige. Thus, it is not /Q'Acertainq by-amry-mresms that this campus can
Ao tlr /
attract its pro rata share of, fémales lor béaeles as a matter of course.
Another factor thet-weas-taken into account in determining goals was the
uncertainty about the availability of positions for adding faculty or other new
personnel. General economic uncertainty in the nation is reflected in several

aspects of Wniversity life ancf we :gm be sure of even a standstill budget.

Availability Compared with Present Utilization. Table fé provides a

comparison between availability and utilization of h.&;kwsand fé}nale faculty in
the eight Schools of NCSU. This data was developed combining the availability
for the various disciplines comprising a Sch;)ol and stating this as a single per-
centage. this method it is poss'ible to discuss present utilization in terms
of g;mr actual planning units. When viewed from this perspective, two facts
become evident. First, because of the mix of disciplines on this campus, it is
invalid to speak of a University-wide utilization rate for female faculty on the

_ national average of around twelve perc'ent. At best it appears that the NCSU com~
posite rate of utilization based on availability should be about half the national
average, Although utilization o_f females for some pla?nlng units will be higher,

tfrﬂ\- \
the campus as a whole will appear te~sema.ghsorvess to be pre~
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dominantly male. Table g( Q shows that this appearance reflects availability

more than discrimination.

Of course, NCSU recognizes that one of the primary objections of affirmative
action planning on a national basis is an increase in the number of females who
pursue what have been in the past "male" careers. Our efforts are pointed in this
same direction and we look forward to the day when our recruitment efforts'é'ug_w
qualified women engineers, foresters, and textile scientists.

Summary of Goals. Our goals are more than numbers, but numbers provide
a useful means of summarizing the potential impact of this plan on the racial and
sexual composition of University EPA personnel. Table _l summarizes present

~

utilization.and goals for, 1976 for, each planning unit by race and sex. The table
senald, th Horwriodty enb

is self-explanatory. 4’ projects a'?_L_ percent increase in the number of blask
faculty and a 3_:}_ percent increase in the number of female faculty. More
detalled descriptions of these goals are available in each unit's plan.

In establishing these goals the planning units were not asked to supply
“pie in the sky" goals which would be impossible to accomplish. Instead units
weré requested to shorowrhis-determine availability, assess their particular needs,
and to develop goals that they believe they can attain with special efforts. These
goals, then, represent the results of a realistic assessment at NCSU. It'is this
kind of process to which we refer in stating that we have made a "goodmr" effort,

A
and it is what we understand the expression means to HEW as well. This kind of

s
good r effort has been the base of our planning.
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Specific Components of ghe Plan. In addition toAgoals for employment of

EPA personnel, these-are other elements wirtth have been given special attention

as indicated in the following paragraphs.

Recruitment Procedures. University recruitment procedures will be modified

in several ways to insure affirmative action is taken in the process of recruiting.

The following list represents steps all units must be able to show that they take

in recruitment.

use Equal Employment Opportunity slogan on all descriptions of vacancies
advertise the vacancies in ways that would reasonably lead to appli-
cation by minorities and females

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

through official communication notify potential candidates on campus

who may wish to be considered for vacant positions

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

maintain complete records of the search procéss including correspondence
with those candidates who decline, witr;draw, or are not offered the
position

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

The Provost has the responsibility for insuring that this procedure is followed and

he is assisted by the Equal Employment Opportunity Officer who must stipulate

the EEO procedure has been followed before an appointment can be made.

v s T R T \\q\ﬁ}m\\ WWW-qEPAW |
*Wﬁwwm%mt&w%mm, }




Annually, all School and other affirmative action planning units will submit
reports on their recruitment efforts which shall summarize the recruitment contacts
for each position filled. Appendix ﬁ__ contains a reporting form which will be
used.

Inaeasing the Supply of Potential EPA Personnel. N. C. State University

recognizes that one od=sre solutionf to this problem of lack of available female
and minority faculty is the development of potential faculty through training.‘ For
this reason several unit plans emphasize recruitment of students, especially
graduate students., This emphasis is considered a major aspect of our affirmative

action planning because it represents the best long-range positive action possible J

and such recrui_tlnent is consédereg a pajor element of our goals A—Mmﬁ
wd egons{n Policy, On Aprl 13, 1973, the Board of Governors of The

University of North Carolina adopted a new nepotism policy for EPA employees

o~
which extends the permissible employment of close relatives so long as wmet supervisory
relationship is involved. Faculty and staff have been informed of this new policy.

A copy of the policy is included as Appendix é’) .

Placement, Promotions, and Salary. In order to insure that affirmative

actioh forfomalos—and-minesiiy-faeulty will occur, the Provost will require each

Dean to be able to produce an explanation in writing for any personnel action taken.
If in the process of review of salary increases, for example, the Provost has concerns
about the increase given one individual in comparison with another, he can ask for
explanations of both actions. If the explanation does not appear to be satis-

factory, appropriate action will be taken. Because N. C. State University



/~
O

S

=EL0E= M—*ﬁﬁ?

recognizes the need to provide female and minority faculty the opportunity for

advancement to higher ranks, reviews of promotions will be conducted with this
need in mind. Similarly, salary increases will be reviewed by the EEO Officer

in order to prevent differences arising that may be related to sex discrimination ¢

m’”/&*""“mrqnv has nm‘lﬁr‘anr‘aﬂ in-olimbmatig SUCh-déEferenices .

Grievance Procedure. T C. State University has an established grievance

procedure for faculty personnel. The procedure is described in the Eaculty

Handbook. It has already been used to hear one grievance related to sex discrim-
ination. In addition to this grievance procedure, several unit affirmative action
plans provide for a process of handling grievances through the unit equal oppor-
tunity officer or committee.

Unit Plans. The core and heart of this Affirmative Action Plan are the

!

individual unit plans which reveal a w& methods for attaining goals.
Each plan is adapted to the unit's situation. As a result each unit must serve the
most rigorous taskmaster. of all - its own conscience - and successful attain-
ment by means of good%;g:\:r efforts is likely to oceur.
B.  SPA BmpreY¥ers LDEQISNNEL

SPA Workforce Estimates and Availability. Although our non-academic
personnel recruitment area is generally considered to be local, it is informative
to look at the data in Table _g_ which show production of trained manpower on

a state-wide basis for 1971-72 b,-‘c‘«z DAt Techmes \‘"3*-"\":\” +

CTpun\n M\\) cD \\e&\gg .




TABLE

Number of Associate Degrees and Diplomas Awarded by North Carolina Community
Colleges and Technical Institutes in 1971-72 by Race and Sex in Selected Disciplines

x

College Transfer Programs f
\
|

Female
Agricultural and Natural 0
Science
Engineering 0
Mathematics 7
Science f 7 |
Textiles A 0 |
i
Occupatiya%Pro rams !
Total Black Female
Agricultural and Biological 208 6 36
Science Technologies S
Engineering and Scien 908 64 45
Technologies
Office Technologies 1653 267 956 ‘
Trades and Industry 2391 471 455 ‘

QOccupations

Source; Department of Community Colleges

=
h that among communify college and technical ipstitgte stugdents 7
terest b T sized by, NCSUA us a/fotential »

_ﬁle data on

little

occupational programs which show that except for the office technologies and trade
o \

and industry vocations neither b&@%rmémales appear to be available in

significant numbers. If these data are typical, then NCSU should expect to

Q{ g/bv"v"
encounter % difficulty in locating and females qualified for many of its
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SPA classifications in agriculture, the sclences, and engineering. Tableg __q_
and __]Q_ pr.ovide a framework for assessing availability of potential SPA personnel
locally.
TABLE

N
1971 Civilian Work Forde Estimate f6r Wake County

\ /
Total \ S Female Minority

o
0

At
Total Work Force 118,170 49,150 42
Employed 115,320 47 ,%10 41
Unemployed 2,8 1936 57

Although minorities are estimated to comprise about 19 percent of the workforce

in Wake County, the information in Tables é; and 0 suggests that the qualified

workers in every job category who are minorities do not represent 19 percent of
the workforce in each category. Availability at thél SPA level varies as much by
type of position as does EPA availability by academic discipline.

Summary of Goals and Present Utilization. Table # summarizes present
utilization and goals for utilization of SPA employees in each planning unit by race
and sex. The table reveals that for the University as g whole our goals, if attained,
- would result in an increase of ' percent of d=ean M percent of female SPA
employees over the next three years. Further details conceming the goals are con-
tained in each unit's plan.‘

Specific Plans, In order to help eliminate or revise any policy or practice
which in effect is discriminatory, the Division of Personnel Services commits itself

to assist all campus departments through good personnel management to utilize the




skills of minorities and women at all levels of classified employment in keeping

with their capability and potential for development. To accomplish these tasks,
efforts will continuously be made to identify and use existing talent and potential
through upgrading and promoting present employees and by broadening the search
for useable talent outside the University. The following specific affirmative
action efforts will substantiate this commitment. All of these activities will be

undertaken in cooperation with the campus EEO Officer.

Affirmative Action Responsibility Target Date
Continue to work toward goal of Director, Division Continuing
identifying all underutilization of of Personnel Services

minority and female employees.

Make available to campus departments Director, Division Continuing
availability and workforce data on of Personnel Services

recruiting area to be used for deter-

mining proper employee mix.

Implement a continuous review and as Director, Division Continuing
necessary make recommendations to of Personnel Services

Office of State Personnel to revise

job specifications, especially minimum

qualification requirements to achieve

consistency with actual needs of the

positions.

Prompt posting of all vacancies with Director, Division Effective imme-
attendant qualifications on weekly of Personnel Services diately and
basis campus-wide in conspicuous continuing
places accessible to all employees,

to include language that clearly informs

candidates that commensurate job

experience will be considered in filling

of vacancies.

Publication and notification to all Training Officer On an as needed
staff employees of training programs basis

(both formal and O~J-T) available to

upgrade skills.




=i~

Affirmative Action Responsibility

Training sessions at least twice a year Training Officer
to brief supervisors on subject of

increased utilization of minorities and

women at all levels of the staff work

force and inclusion of the subject in

all orientation sessions for new em-

ployees.
All departmental tests given to staff Director, Division
employees to demonstrate fitness to of Personnel Services

perform job, when required or appro-
priate, shall be approved by Division
of Personnel Services, and shall in all
cases be job-related.

P\.
Campus policy on nepotism Mbe Vice Chancellor for

carried ou*’ according to approved Finance and Business
policy passed by State Personnel

Board.

Each list of referrals made for staff Director, Division
job openings in campus departments of Personnel Services

where apparent underutilization of
minority and female employees exists
shall include the name of at least one
minority and/or one fenale candidate
for consideration if such candidates
are available,

Each referral will be accompanied by Director, Division
an application routing sheet which of Personnel Services
must be returned to Personnel Services

with written justification why parti-

cular applicant was selected or why

other applicants were not selected.

A comprehensive recruitment program Director, Division
will be expanded and implemented as of Personnel Services
designed specifically to attract minority

group members and women, and will

include the following activities:

a. Increase on-campus recruitment
activity at predominantly black

Target Date

Continuing

Continuing

Continuing

Effective imme-
diately and
continuing

Continuing

Effective imme-
diately
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Affirmative Action Responsibility Target Date

colleges and universities to
recruit research technicians, and
at predominantly female colleges
and universities to recruit females.

b, increase advertisements in media
with predominantly black circulation
or audiences.

c. control all advertisements for
staff centrally by Division of
Personnel Services.

Interview, select, and refer in accord- Director, Division Continuing
ance with equal employment concept, of Personnel Services
including continuous review of and EEO Officer

recruitment procedures to assure that
barriers to successful recruitment do
not exist, (i.e., negative attitudes of
the interviewer, assumptions about
applicants' interest and presumptions
of employment stability, and referral
procedures that tend to channel
applicants to jobs that are thought of
as "female" jobs, "male"” jobs, and -
"minority" jobs).

Monitor departmental selection, pro- Director, Division Continuing
motion, demotion, transfer, - of Personnel Servic

disciplinary and layoff practices

through internal audit and reporting

system.
Campus visitation program in which Director, Division Continuing
the Personnel Director visits all of Personnel Services

School Deans for the purposes of
discussing present equal employment
policies and procedures (i.e., location
and posting of "Personnel Notes" and
EEO posters, past employment prac-
tices of departments) and of gaining
suggestions as to how the Division of
Personnel Services can better serve in
helping units to attain affirmative action
goals.

Follow-up on minority referral by phone Director, Division Immediate and
and/or visit to determine why individ- of Personnel Services continuing
uals are hired or not hired.
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Affirmative Action Responsibility Target Date

istribute letters under the Director, Division Within 30 days
Chancellor's signature encouraging of Personnel Services after approval by HEW
minority and female employees to
apply for promotional opportunities
as they appear in"Personnel Notes."
The letter will include a statement
which requests that employees who
do not have access to "Personnel
Notes" notify the Division of Personnel
Services so that copies can be made
available to them,

With the goal of increasing job perfor- Training Officer Continuing
mance and enhancing promotional
opportunities, the University will
continue to provide supervisory
development training programs for
first-line and intermediate level
supervisors. Adult basic education
courses which have already been
conducted on campus during work hours
for employees with less than eighth -
grade level education will be continued
as need arises. Approved apprentice-
ship training programs have been
established in the Print Shop and in the
Physical Plant Division to be used for
training purposes. Employees are
eligible for and encouraged to attend,

at no cost, job-related courses on
campus or at other Raleigh area colleges
and universities.,

Recrui t Procedures - SPA Personnel. Several steps hdve been taken in

the direction of central control of personnel actio y the Division of Personnel

Services. This @ivision has forma re to insure tha‘t female and
minority applicants are given due co filling vacancies. The basic :

mechanism used for this pu e is the application rout: sheet which accompanies
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Several steps have been taken i centralized control of - |

-

w ovdor fotwere Shadwely provie Qape) opar I
personnel actions by the Division of Personnel Services, This Bivision has

formalized a procedure to insure that female and minority applicants are given

due consideration in filling vacancies. The bas‘ic mechanism used for this
purpose is the application routing sheet which accompanies the personal
information for each candidate. A copy of the routing sheet is attached as
Appendix’iZ. Each unit filling a position is required to supply the requested
information for each applicant referred to them before the positio~n can be filled.
Units having deficiencies in their SPA employment profiles will be supplied
with a higher percentage of minority and female referrals whenese= possible ,

. In cases where u&% ese reluctant

to hire qualified minority and female applicants to improve employment profiles,

these units will be brought to the attention,of the University Equal Employment
~

-
Opportunity *ﬁcea In addition, through a memorandum, the Chancellor has
weha- D, S Pos
required all vacancies to be listed 4m the Rersennet-©ffice and all advertising to

be placed by that office. A copy of this directive is attached as Appendix V"é) .’

In order to provide opportunitizs for upward mobility ’for thase females and

minorities already on campus, it W’NCSU'S polidy that all staff vacancies

gk 1 { be listed with the Division of Personnel Services and posted campus-wide

five work days before outside applicants can be considered. The Division of



Personnel Services has also encouraged present minority staff members to

éncouzage other qualified individuals to apply at NCSU when vacancies arise.
In order to set an example for equal employment opportunity and to meet
its legal and moral obligations, the Division of Personnel Services has recently
made several staff changes which reflect adherance to affirmative action con-
cepts:
(1) promotion of a female staff member to Assistant Director for
Classification and Pay
(2) hiring of a female to fill additional professional position of
Personnel Analyst for Classification and Pay section
(3) hiring Of't female to fill additional interviewer position in Recruiting
and Placement section

(4) promotion of a mmie staff member to a newly created Employee

Relations/Training Officer for SPA employees. Duties vl i‘nc ude 2

D designing and implementing training progréms which wﬂl‘%‘id. upward
mobility of minority group members and fe;nales who have traditionally
been "locked" into low level jobsj' He-wﬁ'l-:gso function as the Equal

Employment Opportunity Officer for SPA personnel, working closely with

and assisting the University Equal Employment Opportunity Officer.

Planwed > 4
External actions are also - n to

recruit females and minorities for staff positions. The following statements

indicate positive action already taken and continuing.




Affirmative Action Responsibility Target Date
Place recruitment advertising with Director, Division of Continuing

minority or female circulation, All
advertisements to include tagline
"An Equal Opportunity Employer."

Maintain close working relationships Director, Division of Continuing
with officers of various community Personnel Services

manpower programs including W.I.N.

(Work Incentive Program), Wake

Opportunities, New Careers, and

N. C. Manpower Development Program.

Also furnish these offices lists of

current job openings (gersongel w .

On a continuing basis, maintain close Director, Division of Continuing
working relationships with local Personnel Services

predominantly black institutions

resulting in the exchanging of

vacancies and subsequent employment

of minorities at North Carolina State

|
newspapers having predominantly Personnel Services

University.
Annually conduct on-campus recruit- Director, Division of Continuing
ment at various predominantly Personnel Services

black colleges and universities in
North Carolina.

Periodically mail "status" 1efters ' Director, Division of Continuing
inviting inactive minority applicants Personnel Services
to re-apply with the University.

Further advertise staff vacancies Director, Division of Continuing
through Wake Opportunities Manpower Personnel Services

Pilot Program throughout the local

black community.

Verbally reaffirm periodically our Director, Division of Continuing
interest in employing minorities to Personnel Services

current recruitment sources including

Employment Security Commission,
Office of State Personnel, manpower
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rffirmative Action

agencies, business sghools, tech-
nical institutes, and Lion's Club
Industries for the Blind.
N ——

w’lt-hcse plans' secrutementffor staff positions at “J;“;M')

e

should‘m;more female and minority candidates fhereby creating a pool of
talent from which campus units may recruit to reach t=er goals. In addition,

the upyard mobility of females and minority members already on campus should

el

be impeesed by these processes.
BN

Nepotism Policy. For staff perssnnel the 8late nepotism policy has recently
been revised to make it consistent with Federal regulations. A copy of this policy

is attached as Appendix é :

Grievance Procedure. Staff employees have a grievance procedure available

to them which is described in Appendix /_Z.




VII.

INTERNAL AUDIT AND REPORTING SYSTEMS

A, MONITORING SYSTEMS

A number of reports will be generated in order to monitor and assess the
need for and progress in providing equal employment opportunity at N, C. State
University. Copies of all reports will be available to the EEO Officer who will
be responsible for analysis and for bringing problems to the attention of
appropriate individuals. The following list includes reports currently planned.
The EEO Officer will initiate additional reports as he deems them necessary.

Report Type of Employee Covered Date
Basic individual employee data file EPA & SPA Continuous
Unit employment profile EPA & SPA May
Recruitment summary EPA Continuous
Salary increase analysis EPA April
(see Appendix A)
Promotion review EPA April
(see Appendix B)
Application routing sheet SPA Continuous
Job order control sheet SPA Continuous
Aﬁpucant register SPA Continuous
Exit interviews SPA Continuous
Analysis of placements by recruit-
ment source (race and sex) SPA Continuous
Applicant intake by recruitment sources
(race and sex) SPA Continuous

B. FORMAL REPORTS FROM UNIVERSITY UNITS

Affirmative Action Progress Reports. This report will be submitted each

June from each of the 13 University units on both EPA and SPA personnel and will
include the following information:
- progress in meeting goals and assess




- review of c‘nanges in employment profile
- review of changes in analysis of availability

- plans for changes in procedures and goals for the next year.
C. REVIEW REPORTS WITH ALL LEVELS OF MANAGEMENT

Annually, the University EEO Officer will review the unit affirmative
action plan with each of the University unit representatives. In turn, the
unit representatives will review with the departmental EEO officers. This
review is also to insure that each unit is in compliance in areas such as, but
not limited to, the following:

- posters are properly displayed

- all facllities are in fact desegregated

- minorities and females are participating in University-sponsored

educational, training, recreational, and social activities.

D, ADVISEMENT AND RECOMMENDATION

The EEO Officer is to meet with the Chancellor and his Administrative
Council (this includes the Vice Chancellors and Deans of all University units)
to advise them of the affirmative action program's effectiveness and submit
recommendations to help achieve goals.
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A. MONITORING SYSTEMS

A number of reports will be generated in order to monitor and assess the
need for and progress in providing equal employment opportunity at N. C. State
University. Copies of all reports will be available to the EEO Officer who will
be responsible for analysis and for bringing problems to the attention of
appropriate individuals. The following list includes reports currently planned.
The EEO Officer will initiate additional reports as he deems them necessary.

Report Type of Employee Covered Date

Basic individual employee data file EPA & SPA Continuous
Unit employment profile EPA & SPA May
Recruitment summary EPA Continuous

Salary increase analysis EPA April
(See Appendix A)

Promotion review EPA April
(see Appendix B)

Application routing sheet SPA Continuous
Job order control sheet SPA Continuous

Applicant register SPA Continuous

Exit interviews SPA Continuous

Analysis of placements by recruit-
ment source (race and sex) SPA Continuous

Applicant intake by recruitment sources

(race and sex) Continuous




B. FORMAL REPORTS FROM UNIVERSITY UNITS

Affirmative Action Progress Reports. This report will be submitted each
June from each of the thirteen University units on both EPA and SPA personnel
and will include the following information:

- progress in meeting goals and assess

- review of changes in employment profile

- review of changes in analysis of availability

- plans for changes in procedures and goals for the next year.
C. REVIEW REPORTS WITH ALL LEVELS OF MANAGEMENT

Annually, the University EEO Officer will review the unit affirmative action
plan with each of the University unit representatives. In tum, the unit repre-
sentatives will review with the departmental EEO officers. This review is also
to insure that each unit is in compliance in areas such as, but not limited to,,
the following:

- posters are properly displayed

= all facilities are in fact desegregated

= minorities and females are participating in University-sponsored

educational, training, recreational, and social activities.
v 7 4

D. ADVISEMENT AND RECOMMENDATION

The EEO Officer is to meet with the Chancellor and his Administrative
Council (this includes the Vice Chancellors and Deans of all University units) to
advise them of the affirmative action program's effectiveness and submit

recommendations to help achieve goals.



VIII,

SUMMARY AND ANALYSIS OF
POTENTIAL PROBLEM AREAS

60 - 2,13
“Additional required ingredients of affirmative action programs .*

60 - 2,13 (h)
"Compliance of personnel policles and practices with the.Sex
Discrimination Guidelines of 41 CFR Part 60~20."
It is felt that North Carolina State University's policies are consistent
with the requirements on sex discrimination as stated in the Sex Discrimination
Guidelines of 41 CFR Part 60-20.

“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."

(Higher Education Guidelines, page 7)

Currently this University has a larger proportion of female faculty members
at lower ranks than the proportion of men, but we do not practice the assignment
of women to lower academic ranks than men. In all cases, rank is determined
on the basis of educational background, other qualifications, and experience
including quality of experience, prescribed minimum criteria governing assign~
ment of rank, as well as availability of salary funds. Althcugh the proposal
of rank for any individual originates as a recommendation of the department head
and School Dean, the Provost and Vice Chancellor, who is the chief academic
officer in the University, reviews each recommendation as to the qualifications
of the individual to that particular rank.

A major reason for a large proportion of women faculty members at lower

ranks is that more of these appointments have been made in recent years,




“Anti-nepotism policies.” (Higher Education Guidelines, page 8)

Attached is The University of North Carolina Board of Governors' stated
policy on nepotism as well as the State of North Carolina nepotism policy.

Campus implementation of the anti-nepotism policy. Responsibility rests
with the Deans, directors, and department heads to exercise common sense
and prudence in avoiding complications which may arise from employing relatives
in situations where their relationship could produce favoritism, discrimination,
or other disrupting phenomena. The Chancellor appointed the Associate Provost
to review for the University administration the Dean's (or other unit head's)
justification in each case of the prospective EPA appointment of a relative in
advance of the appointment (1) to insure that we avoid the possibility of
favoritism based on family relationship and (2) to insure that the decisions
concerning employment are based on consideration of individual merit, and
(3) to enable us to maintain data as required.

With respect to University employees who are Subject to the State Personnel
Act (SPA), applicable restrictions concerning the concurrent service of related
persons are those adopted by the State Personnel Board.

The Chancellor reports annually to the Board of Trustees, at the regular
meeting falling closest to the date of commencement, concerning all specific
cases during the preceding year in which the terms of this policy were applied.

“Rights and Benefits-Salary." (Higher Education Guidelines, page 11)

The ‘analysis presented by the Division of Student Affairs on rights and
benefits-salary adequately summarizes the other units' appraisal of these points.
The analysis states that for EPA and SPA positions, differentials between men
and women doing the same work is the result of differentials in longevity and/or
judged, performance between individuals and is not determined on the basis of
race or sex.

'
)
/
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Several years ago It became evident that some female faculty members'
salaries were lower than many males at the same faculty rank and experience
within the same department. Additional funds were made available to the various
Schools to remedy individual inequities where they existed., Each year department
heads and Deans are reminded to check for any such situations and give such
cases speclal attention. Where such differentials exist, these administrators
are required to justify them on the basis of performance.




60 - 2,23 (a)(1)
"Composition of the work force by minority group status and sex."”

The affirmative action plans from each of the 13 campus units include
data on the composition of the present EPA nonfaculty, EPA faculty, and SPA
work force. Some units do not have all three categories of employees. Also
included in unit plans is a yearly projection on changes in the SPA work
force profiles for the next three academic years (1973-74, 1974-75, and 1975-76)
and a summary table on the expected work force profile in 1975-76. Units with
EPA nonfaculty and EPA faculty:also have a projection on these EPA profiles
in 1975-76. These projections are based on expected new hires and attempt
to correct apparent “underutilizations" which were revealed through the
utilization and availability analysis done by individual departments.

The overall University work force profiles are presented in Appendix A,
Tables la, 1b, and lc present information on the racial composition; 1a on
EPA nonfaculty, 1b on E?A faculty, and lc on SPA and unclassified Student
Supply Store personnel. Tables 2a, 2b, and 2c present the profiles for each
of the three personnel classes by sexual composition. Each table contains
information on the number of employees in each job classification or rank by
either racial or sexual composition groups, and the percent of employees within
this job classification or rank that are within the specific racial or sexual group.
These data are presented on the present (June, 1973) work force and the projected
1975-76 work force both on a full-time and a part-time employment status.

The projected changes indicate that the University plans to increase the
hiring of females and minority groups.

In many of the Schools the availability of minorities and females qualified
for EPA faculty is very limited as shown by the data. The nation-wide lack
of minorities or females in graduate programs in many of the disciplines found




at North Carolina State University indicates that it is unrealistic to expect

the percentage of minority and/or female EPA faculty to approximate that of

the population, The Schools which report limited numbers of minorities and/or
females available include the School of Design, Engineering, Forest Resources,
Physical and Mathematical Sciences, and Textiles, The School of Agriculture
and Life Sclences reports more females than minorities available in the
disciplines taught in that School., The School with the greatest overall
availability of minorities and/or females is the School of Liberal Arts, However,
within the disciplines in the School, the availability of females varles from

4 percent to 30 percent while minorities vary from 0 percent to 6 percent,

Since many of the EPA nonfaculty are associated with academic disciplines
and have backgrounds in the disciplines taught at North Carolina State University,
these availability patterns parallel these disciplines. The qualifications for
many of the EPA nonfaculty positions are, of course, discipline-related .as required
by the educational enterprise. '

The affirmative action plan from the Office of Business Affairs discusses
the availabilities and broad hiring goals for SPA personnel. Individual reports
from the 13 units indicate projected hiring plans of each unit in order to change
the work force profile so that any underutilization of minorities or females can
be identified and corrected. '




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

For personnel Exempt from the State Personnel Act (EPA), composition of
applicant flow by minority group status and sex.is reported by means of an
affirmative action recruitment report filed with the University Equal Employment
Opportunity Officer and the School Dean's office each time a position is filled.
For personnel Subject to the State Personnel Act (SPA), the applicant flow is
handled by the University Personnel Office and a report is filed with that office
i , each time a position is filled, This manner of reporting on the number of
| applicants, race, and sex has been in effect only since the 1972~73 academic
} year.
| In some of the technical Schools such as Engineering, Design, Textiles,
| and Forest Resources, few if any minority or women faculty apply. For

School of Liberal Arts positions there were more applicants from minorities and
females. In English, for example, approximately 600 white males and 200

| white females submitted applications during 1972-73. In Philosophy and Religion
228 white males applied for faculty openings compared to 35 white females.
Modern Languages was a department where approximately 50 percent of the
applicants were females. In Physical Education 37 white male applicants, 18
white females, and 1 minority male applied for positions, |

The School of Physical and Mathematical Sciences had 259 white male ;
applicants, 6 white females, and 1 minority male apply for four chemistry positions.
Mathematics had three assistant professor openings and received 360 white male
and 16 white female applications.

In the School of Education there were 200 white male, 6 white female, and
1 minority male applicants for an assistant professor position. In Guidance and
Personnel Services, 34 white male applicants, 8 white females, and 1 minority
male applied for an assistant professor position.




The School of Agriculture and Life Sciences had a smattering of minority
and female applicants for some of their departmental openings. Botany received
80 white male, 14 white female, and 1 minority male applications for one
assistant professor position, Zoology had 38 white male, 2 white female, and
1 minority male applications for an assistant professor position.

In other University units such as the Library, Student Affairs, and University
Extension, the number of minority and/or women applications were representative
of the availability for these various professional positions.

An analysis of applicant flow for SPA personnel indicates that minority
group applications approximate the number of minority persons with the primary
recruiting area for the University.



60 - 2,23 (a)(3)

“The total selection process including position descriptions, position titles,
worker specifications, application forms, interview procedures, test admini-
stration, test validity, referral procedures, final selection process, and
similar factors.”

60 ~ 2,23 (a)(3) and (b)(3)

Does the selection process eliminate a significantly higher percentage

of minorities or women than nonminorities or men?

A review of the North Carolina State University selection process does
not indicate that it eliminates a significantly higher percentage of minorities
or women than nonminorities or men, Comments on this topic by the various
reporting units confirm the above statement.,

The School of Engineering indicates that job descriptions do not reflect
a bias of any type, and these desértptlons are carefully reviewed to make
certain that they include only those criteria necessary for the performance of
the job.

In‘the School of Agriculture and Life Sclences the requirements and the
exact duties of faoulty positions are described in all materials used to solicit
applications, Final selection of faculty candidate is made through a composite
judgment of departmental faculty and administrative personnel (department heads,
School Dean), all of whom are acutely aware of the responsibility of the
University to give consideration to minorities and women.

60 - 2.23 (a)(3) and (b)(4)

Are application and related pre-employment forms in compliance with
Federal legislation?

f

|\ The application forms used by North Carolina State University for recruiting
SPA bmployee: are supplied by the Central Office of State Personnel. These forms



were recently reviewed and necessary changes made by that office to conform
with Federal EEO legislation,

The University does not have application forms or pre-employment forms
for faculty applicants. A prospective faculty member sends his or her resume
initially. University forms are not completed until the candidate has accepted
the position.

60 -~ 2,23 (a)(3) and (b)(5)

Are position descriptions inaccurate in relation to actual functions and

duties?

University position descriptions are made as accurate as possible in
relation to the actual functlons and duties. The criteria for the various academic
ranks are described in the Faculty Handbook (see following pages).

The School of Agriculture and Life Sclences, as an example, indicated
that their position descriptions are reviewed by the appropriate agsoclate dean
and Dean before forwarding to the Provost for approval to recruit. Therefore,
position descriptions are screened initlally as to their accuracy,

Qualifications for Subject to the Personnel Act (SPA) position classifications
are specified by the Central Office of State Personnel.

60 = 2.23 (a)(3) and (b)(6)

Are tests and other selection techniques validated as required by the

OFCC Order on Employee Testing and other Selection Procedures ?

No pre-employment testing is utilized for Subject to Personnel Act (SPA)
personnel in connection with selection and referral procedures used by the
University Dividion of Personnel Services. In certhin circumstances, applicants
are requested to take the shorthand and typing skills tests administered by the
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local Employment Security Commission, as required by the OFCC Order on
Employee Testing and other Selection Procedures.

In some of the University units simple performance job-related tests are
used for SPA prospective employees. Such tests might consist of recording and
typing a typical letter in the case of clerical personnel. '

There are no tests per se for faculty although in some Schools and
departments all applicants interviewed on campus may be asked to present a
seminar to the selection committee and/or faculty members of the department.

60 = 2,23 (a)(3) and (b)(7)
"Test validation."

The Division of Personnel Services as a general rule does not test
applicants for employment, At certain times typists and stenographers, as
an example, who have been out of the work force for a long period of time
may be requested to take the clerical skills test administered by the local
Employment Security Commission Office. According to ESC officials, these
tests have been validated, Skills tests may be given to SPA employees at
times by various departments on campus, However, to the best of our knowledge,
these tests are directly related to the particular job to be performed.

60 - 2,23 (a)(3) and (b)(8)

Do referral ratio of minorities or women to the hiring supervisor or manager

indicate a significantly higher percentage are being rejected as compared

to nonminority and male applicants?

Records currently available do not indicate whether a significantly higher
percentage of minorities and women referrals are being rejected by the hiring
supervisor or manager. However, effective January 1, 1974, a procedure for
maintaining cumulative data on SPA applicant traffic by race, sex, and EEO
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classification was implemented. Prior to January 1 this data had been recorded

on the applicant register but had not been maintained on a cumulative basis.



60 - 2.23 (a)(4)
"Transfer and promotion practices."

An analysis of lateral and/or vertical movement of minority or female
employees indicates that such movement is occurring at significantly higher
rate (compared to work force mix) than that of nonminority or male employees.
For example, an analysis of lateral and promotional transfer actions handled
by the Division of Personnel Services from July, 1973 through October, 1973
(July, 1973 was the initiation date for this type of record) revealed that
minority employee changes represented almost one~third of this activity
while they represent approximately one=fourth of the SPA work force. Promotional
transfer activity for minority employees exceeded one-third of all promotional
activity for the period. This analysis would indicate that positive and affirmative
efforts have been made on behalf of the minority SPA work force.

Generally for faculty members no transfers occur from one School to
another, Promotions are based on established criteria such as departmental
need, teaching performance, scholarly productivity, and other contributions
to the profession and the University. Awareness of the affirmative action
program by department heads and School Deans has i{nsured that race and sex
are not factors In such promotion decisions,
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60 - 2,23 (a)(5)

Are facilities, company sponsored recreation and social events, and

special programs such as educational assistance open equally?

All University units report that facilities, departmental and/or School
functions such as recreational and social events and special programs such
as educational assistance are open to all employees without regard to race
or 8exX.

The D, H, Hill Library indicates that the Library Staff Assoclation is
the agency through which nearly all social functions are planned. Women and
minorities belong to this association, hold office, and serve on planning
committees. Social events quite often include the families of employees,
and they are well attended by both sexes and minorities.

The University has an off-campus scholarly assignment program for
faculty. On the recommendation of a department head and with the approval
of the School Dean, the Provost, the Chancellor, and the Board of Trustees,
a faculty member may be granted an “off~-campus scholarly assignment" for
one semester at full salary or for one academic year at half salary.

All full-time employees with the supervisor's consent are allowed to
take one course a semester at the University for a. nominal fee of $7.00.

Educational assistance in the form of adult basic education classes for
employees with less than an elqhth-qiade education has been provided at no
cost during normal work hours for all employees.

All University units report that there {8 no evidence of exclusion of
minorities or females and no problem seems to exist.

60 = 2,23 (a)(5) and (b)(9)
Are minorities or women excluded from or are not participating in
company sponsored activities or programs?
All University minorities and women are included in and do participate
in departmental, School, and University-sponsored activities and programs.
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As an example, the School of Design reported that one female faculty member

was glven special funding last summer to attend a computer workshop at M.I.T.

60 - 2.23 (a)(5) and (b)(10)
Does de facto segregation still exist at some facilities?

There is no evidence that de facto segregation exists at any University
facility.



60 = 2,23 (a)(6) and (b)(11)
"Seniority practices and seniority provisions of union contracts."

North Carolina State University does not have seniority practices and
seniority provisions of "union contracts." There are no labor unions on this
campus.

For SPA employees pay is awarded according to merit, The salary
range, comprised of six salary steps with an approximate five percent salary
differential between each step, is used to reward employees whose per-
formance ratings remain satisfactory and above, The first three steps are
automatic and are usuauy.glven at the end of one~year work intervals,

An employee mugt have a satisfactory performance rating in order to receive
these automatic Increases. The last three salary steps are considered strictly
merit increases and are awarded to only two=thirds of the total number of
employees eliglble in a given year. Available records do not indicate
evidence of discrimination based on race or sex in awarding salary adjust=
ments within the assigned salary range.

All 8PA employees are eligible for longevm; pay after 15 years service
with an automatic increase every five-year period thereafter.

Initial appointments of faculty at the rank of instructor, assistant pro-
fessor, and assoclate professor are provisional appointments of one, three, or
flve years respectively. Initlal appointments include experience and evaluation
of educational background, performance, and other qualifications in determining
initial rank and salary.

All salary increases among EPA employees are administered on merit and
we are taking steps to correct differences that exist as the result of past discrimi-
nation on the basis of sex or race.



60 = 2.23 (a)(7)
“"Apprenticeship programs,"

In order to provide employment opportunities for {ndividuals not
possessing the necessary formal training and experience to qualify for
certain SPA positions at the University, the Office of State Personnel provides
training periods for individuals who show potential for given positions.
These traineeships allow Individuals to be employed below the minimum of
the salary range ;mtil such time as minimum qualification requirements are
met. A copy of trainee classes currently established for state-wide use is
attached for informational purposes. Even though many of these classes are
not currently used at the University, they are available for future use if the
need arises, '

In addition to trainee arrangements, several positions have been
established in the Physical Plant Division and University Print Shop to
allow apprenticeship-type training for positions such as painters, brick-
layers, carpenters, plumbers, and the printing trades. :

Opportunities for training in these various occupational categories are
" open to individuals without regard to race or sex. A




60 = 2,23 (a)(9) and (b)(12) : \
"Work force attitude,"

University units have indicated that the work force attitude has generally
_been positive in the support of affirmative action and equal employment oppor=
tunities, All units have an affirmative action officer and/or affirmative action
committee and the individual departments within the units have their own
atfirmative action programs. :

All personnel in the Division of Personnel Services involved in recruiting,
screening, and referral of applicants to SPA positions in the various Schools
and departments have been carefully selected and trained to insure that equal
opportunity for employment s given to all applicants, This means that inter-
viewers are carefully screened before employment as to their attitudes and personal
opinions conceming employment of minority group members and females. After
employment, interviewers are made fully aware of legislation, executive orders,
and guidelines concerning equal employment oppertunity, Awareness is accom=
plished through on~the~job training and workshops and seminars that are offered
at varlous locations from time to time.

The academic Schools are working regularly on helping their work force
attétude, For exaniple, in the School of Agriculture and Life Sclences each
department has appointed an individual to nurture and enhance the aims and
purposes of our Afftrmative Action Plan. From these individuals the School.
maintains an Affirmative Action Committee that works with the Dean in the interest
of equal employment opportunities. Similar programs are concerned with the
orcan(zatton of affirmative actlon programs in the other Schools.

The units also affirm that personnel involved in thelr recruiting, screening,
selection, promoﬂon, disciplinary, and related processes have been carefully
selected and trained to help insure elimination of blas in all personnel actions.

‘Work force attitude toward affirmative ection is based on a grass roots
level from the smallest departments on up. It is intended that a positive attitude
toward equal opportunities and employment will permeate the University.
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60 - 2,23 (a)(8)
“All training programs, formal and informal,"

Review of tralning programs, both formal and informal, does not indicate

that mincrities or women are underrepresented.

employees may take University courses (tuition free) to upgrade
knowledge and skills

a supervisory development training program is available to all
supervisors

a high school diploma program ig avalilable to eligible employees
without regard to race or sex

orientation training sessions are attended by all new employees
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60 - 2,23 (a)(10)

"Technical phases of compliance, such as poster and notification to labor
unions, retention of applications, notification to subcontractors, etc."

60 = 2,23 (a)(10) and (b)(14)
Are formal techniques established for evaluating effectiveness of EEO
programs ?

There are two basic levels of responsibility for implementing North Carolina
State University's Affirmative Action Plan. At the broadest level, the responsibility
rests on the central administration and has been delegated to the Equal Employment
Opportunity Officer (EEO Officer). The designated responsibilities of the
University EEO Officer may be found in Chapter IV, Sections A and B. The
second level exists at the unit level. Each unit's method of implementation
and delegation of authority and responsibility is described in each unit's plan,

The units' EEO Officers (total of 13) make up the University Affirmative
Action Committee with the University EEO Officer serving as chairman. This
committee has met periodically during the current school year and will continue
to do so in the future. In turn, the unit EEO Officers meet with and disseminate
information to their individual Deans and departmental affirmative action
representatives,

Several formal instruments have been eltabllshcd for evaluating the effective~-
ness of EEO programs at this University. Among these instruments can be listed
the following: '

EPA

- unit employment profile !

- recruitment reports from units of all prospective hires through the year

- salary Increase analysis

- promotion review

- EEO~1 annual report
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- Job Order Control Sheet (indicates job vacancies and how they are ;
finally filled)
- Application Routing Sheet (sent with all referrals, completed and
returned to Personnel Services indicating reasons why applicant was
or was not hired)
- records maintained on transfers
- records on applicant responses to newspaper advertising and referral
of weekly vacancy list to selected recruiting sources.
An annual affirmative action report from each unit will include the
following:
- ;;rogress in meeting goals and aasesément
- review of changes in employment profile
- review in analysis of availability
- plans for changes in procedure and goals for the next year.
|
|

60 - 2,23 (a)(10) and (b)(15)
Does lack of access to suitable housing inhibit recruitment efforts and
employment of qualified minorities?
Low income housing is in short supply and is much needed in the City of
. Raleigh at this time. The University through the Department of Urban Affairs in
University Extension works regularly with city officials on this problem. The
City of Raleigh has a Raleigh Community Relations Council. One focus of this
council is on the establishment of a nonprofit housing corporation which
could purchase property, redevelop it, and make it available to new tenants on
a possible subsidized renting basis. This effort involves several faculty members.
A member of our faculty and staff participates in HOME (Housing Opportunities
; Made Equal). The purpos‘e of this organization is to help prepare neighborhoods
} for integregation that is about to take place. .
| ' Goals for Raleigh, still another organization, through its Housing sub-
| commltte'e_, is studying strategy for dealing with housing problems in Raleigh.
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The City of Raleigh and the Housing subcommittee had faculty membe/rs do a
housing submarket analysis, The project looked at housing demands and problems
and then projected housing needs over the next 5, 10, and 15 years. This study
has recently been completed.

A new organization, ULTRA, which involves a number of faculty and staff,
deals with landlord-tenant relationships, A current project of ULTRA is the
preparation of legislation to strengthen the rights of tenants.

60 - 2,23 (a)(10) and (b)(16)

Does lack of suitable tranﬁportatlon (public or private) to the work place

inhibit minority employment?

Public transportation in the City of Raleigh is grossly inadequate at the
present time and is in need of much improvement. This inadequate service is
particularly uﬁe in various minority areas and could inhibit their means of getting
to this University. The obstacles are formidable.

The University through its Depaxtmeht of Urban Affairs in University
Extension has cooperated with the City of Raleigh in efforts to improve public
transportation.

In 1973 a Public Transit Study was made entitled the Voorhees Study. A
number of faculty served as consultants on this study. The study has just been
published and has been endorsed by city officials. At the present time an
application is being prepared to request Federal funding for improvement of the
transportation system. One recommendation is to set up a Transpc'\rl\:atlon
Authority for Raleigh., Implementation of this project would greatly ‘enhance public
transportation in the south side of the City where many minority people live.

The plan fully implemented would double services in the City and improve the
quality and quantity of buses. | ;

The Goals for Raleigh organization through its Transportation Committee is

also studying the Voorhees Study and any possible short term improvements in
\ 4
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public transportation that may be accomplished in the near future. Numerous
faculty members participate in the program.

Approximately two years ago several faculty members conducted through
the University Urban Affairs program with the City of Raleigh a study of needs
of the elderly and how their transportation needs might best be met. A lack
of funds has put this study in limbo at the present time.

The University through Urban Affairs is cooperating with Wake County
officials and the City of Raleigh on a proposal for a Wake County study of
res!denfs in the county who are transportation poor. This study involves
our University personnel and county agencies such as Social Services and Healtﬁ.
North Carolina A&T State University, a predominantly black institution, is
serving in a consultative capacity in this project.

60 = 2,23 (a)(10) and (b)(17)
Are labor unions and subcontractors notified of their responsibilities?

North Carolina State University has no labor union contracts, All
construction contracts involving Federal funds let by the University include
a compliance statement on being an equal opportunity employer. When the con=
tractor signs the contract, he {s indicating that he is in compliance with this
policy.

60 - 2,23 (a)(10) and (b)(18)
Do purchase orders contain EEO clause?

University purchase orders do contain the qqual employment opportunity
clauge. A sample copy is attached. '

/



- 23 -

60 - 2,23 (a)(10) and (b)(19)
Are posters on display?

All University units indicate that appropriate equal employment opportunity
posters are approprlatelyv displayed on their several bulletin boards,
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60 - 2,26
“Support of Action Programs."

The University does not normally appoint members to community
committees or boards. These appointments are generally made by city
officials. However, the University supports members of the staff and faculty
appointed or elected to the various local boards and committees.
North Carolina State University is one of six €doperating Raléigh Colleges.
Two are predominantly black universities and three are predominantly women
colleges. Students from these other local colleges are eligible to take courses
at NCSU at no additional cost to the individual provided these courses are
not offered by the participant's own institution, A total of 227 students from
the other local institutions registered for one or more courses at NCSU during
the 1972-73 academic year.
NCSU Information Services has had a continuous program of publicizing
minority and female personnel achievements., Releases are sent on a regular
basis to local and minority news media.
The University Center for Urban Affairs and Community Services at NCSU
has a joint Title I grant with North Carolina A&T State University. The grant
provides for technical assistance and training programs for minority businessmen.
One staff member from each university 1s working through the Chamber of Commerce
in Raleigh and Greensboro, North Carolina.
Participation by faculty and staff in efforts to improve housing and local |
transportation for minoritles {s discussed earlier in this chapter. ‘
S !
|
\




60 - 2.13

"Additional required ingredients of affirmative action programs."

60 - 2.13 (h)

"Compliance of personnel policies and practices with the Sex Discrimi-
nationjof 4¢ CFR Part 60-20."

Gddlones)
It is felt that North Carolina State University's policies are consistent

with the requirements on sex discrimination as stated in the Sex Discrimination

Guidelines of 41 CFR Part 60-20.,

"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."
(Higher Education Guidelines, page 7)

Currently this University has a larger proportion of female faculty members
at lower ranks than the proportion of men, but we do not practice the assignment
of women to lower academic ranks than men. In all cases, rank is determined
on the basis of educational background, other qualificationa, and experience
including quality of experience, prescribed minimum criteria governing assign-
ment of rank, as well as availability of salary funds. Although the proposal
of rank for any individual originates as a recommendation of the department head
and échool Dean, the Provost and Vice Chancellor, who is the chief academic

officer in the University, reviews each recommendation as to the qualifications

of the individual to that particular rank.

A major reason for a large proportion of women faculty members at lower

ranks is that more of these appointments have been made in recent years.




"Anti-nepotism policies." (Higher Education Guidelines, page 8)

Attached is The University of North Carolina Board of Governors' stated

policy on nepotism as well as the State of North Carolina nepotism policy.

Campus implementation of the anti-nepotism policy. Responsibility rests

with rhe Deans, directors, and department heads to exercise common sense
and prudence in avoiding complications which may arise from EXOTREYEXXK
employing relatives in situations where their relationship could produce favoritism,

The Chancellor appointed the

discrimination, or other disrupting phenomena.
Associate Provost to review for the University administration the Dean's (or
other unit head's) justification in each case of the prospective EPA appointment
of a relative in advance of the appointment (1) to insure that we avoid the XAOSS{IKKIHEX
possibility of favoritism based on family relationship and (2) to insure that the
decisions concerning employment are based on consideration of individual merit,
and (3) to enable us to maintain data as required.
With respect to University employees who are subject to the State Personnel
Act (SPA), applicable restrictions concerning the concurrent service of related
persons are those adopted by the State Personnel Board.

The Chancellor reports annually to the Board of Trustees, at the regular
meeting falling closest to the date of commencement, concerning &3 all specific

cases during the preceding year in which the terms of this policy were applied.

"Rights and Benefits-Salary." (Higher Education Guidelines, page 11)

The analysis presented by the Division of Student Affairs on rights and



benefits-salary adequately summarizes the other units' appraisal of these points.

The analysis states that for EPA and SPA positions, differentials between men

and women doing the same work is the result of differentials in longevity and/or

judged performance between individuals and is notX#X determined on the basis
of race or sex.

Several years ago it became evident that some female faculty members'
salaries were lower than many males at the same faculty rank and experience
within the same department, Additional funds were made available to the various
Schools to remedy individual inequities where they existed. Each year department
heads and Deans are reminded to check for any such situations and give such
cases special attention. Where such differentials exist, these administrators

are required to justify them on the basis of performance.
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$r—f{8 "Anti-nepotism policies."

Attached is The University of North Carolina Board of Governors' stated
policy on nepotism as well as the State of North Carolina nepotism policy.

: ti -nepoti + Tho=ierireren -
Eampus implementation of the anti-nepotism policy &esponsi

bility rests with the Deans, directors, and department heads to exercise common
sense and prudence in avoiding complications which may arise from employing
relativa;in situations where their relationship could produce facoritism, dis-
crimination, or other disrupting phenomena. The Chancellor appointed the
Associate Provost to review for the University administration the Dean's (or
other unit head's) justification in each case of the prospective EPA appointment
of a relative in advance of the sppointment (1) to insure that we avoid the possibility
of favoritism based on family relationship and (2) to insure that the decisions
concemning employment are based on consideration of individual merit, and (3)
to enable us to maintain data as required.

With respect to University employees who are subject to the State Personnel

Act (SPA), applicable restrictions concerning the concurrent service of related

A
persons shetie those adopted by the State Personnel Board.

The Chancellor reports annually to the Board of Trustees, at the regular
meeting falling closest to the date of commencement, concerning all specific

cases during the preceding year in which the terms of this policy were applied.
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NORTH CAROLINA STATE UNIVERSITY AT RALEIGH
Office of the Chancellor

MEMORAND UM
To: Deans, Directors, and Department Heaas

Subject: University Policy Concerning the Concurrent Employment of Relatives

On April 13, 1873, the Board of Governors approved a resolution and a new
policy on the concurrent employment of relatives in EPA positions. This new state-
ment supersedes my previous memorandum of April 18, 1968 anc the nepotism policy
as it appears on Page V-7 of the Faculty Handbook. Please note: This revision
does not apply to SPA employees. The SPA policies, however, are entircly con-
sistent with this policy.

RESOLUTION |

WHEREAS, decisions concerning the employment, evaluation,
promotion and compensation of academic personnel should be
based in every instance on considerations of individual merit,
and

WHEREAS, favoritism based on family relationships between
employees .rogates from the merit principle of employment,
and

WHEREAS, the risk of occurrence of such favoritism can be
avolded most effectively by the advance establishment of
general restrictions against the creation of situations wher:
such favoritism could be operative; and

WHEREAS, a common policy concerning the employment of
relatives, applicable to personnel practices at all constituent
institutions of The University of North Carolina, is desirable,

NOW THEREFORE, the Board of Governors herewith adopts the
following UNIVERSITY POLICY CONCERNING THE CONCURRENT
EMPLOYMENT OF RELATIVES




A. Basic Principles

‘onsistent with the principle th
in ployees shall b e
indii rit, without

»ligion or national origin, or an, ot
involving parsonal professional gqualifications g rmanae ,

following restrictions, designed t i 1ol
sin based on family relationship, brerve
t to institutional personnel who are not <ubliject to the

Personnel Act:

1. Related persons shall not serve concurrently within the
institution in any case where one such relative woula cocupy
position having responsibility for the direct supervisien of the
other relative.

2. With respect to proposed employment decisions which
weuld result in the concurrent service of related persor s within
the same icademic department (or other comparable irnstitutional
subdivisi . of employment), a relative may not be employed if
the praofessional qualifications of other candidates for the
avallable position are demonstrably superior to those of the
relative.

3. With respect to the concurrent service of related persons
within the same academic department (or other comparable
institutional subdivision of employment), neither relative shall
be permitted, elther individually or as a member of a faculty or
as a ments r of a commiittee of a faculty, to participate in the
evaluatior 't the other relative.

B, Definition of "Related Persons"

The following relationships are sufficiently immediate to

invoke the prohibitions against concurrent service of related

persons:

1. Parent and child

2., Brothers and sisters

3. Grandparent and grandchild

4. Aunt and/or uncle and niece and/or nephew
5. First cousins

6. Step-parent and step-child

7. Step-brothers and step-sisters

B. Husband and wife

9, Parents-in-law and children-in-law
10. Brothers-in-law and sisters-in-law
11. Guardian and ward




Effective Date
" [he provisions of this policy shall tw: applicanle o
spectively only, with reference to appoint i e atrer

the = loption date of the policy I

3. Employees subject to the State Personnel Act |

With respect to University emplc vees who are subject
to the State Personnel Act, applicable restrictions concerning i
the concurrent service of related persons shall be those !
adopted by the State Personnel Board

E. Each Chancellor shall report annually to the board of

Irustees, at the regular meeting failing closest to the date
of commencement, concerning all specitic cases during the “
preceding year in which the terms f this policy were applied. U

CAMPUS IMPLEMENTATION i
|

The inherent responsibility rests with the deans, directors, and department

heads to exercise common sense and prudence in avoiding complications which

4 may arise from employing relatives in situations where their relationship could
produce favoritism, discrimination or other disrupting phenomena. I am asking
Assistant Provost Nash N, Winstead to review for the University Administration the
Dean's (or other urit nead's) justification in each case of the prospective EPA
appointment of a relativ in advance of the appointment (1) to insure that we avoid
the possibility of favoritism based on family relationship and to insure that the
decisions concerning employment are based on consideration of individual merit,
and (2) to enable us to maintain data as required under Paragraph E.

Administrative Memorandum, Number 14 ,i dated April 27, 1973 from the
President is attached. It expands on interpretation and implementation of the new
policy. Please study it carefully.

Paragraph 3 calls for "appropriate personnel-action forms" to aid the policy
implementation. The Administration will have to provide you with forms and/or
instructions coverning promotions . Initial appointment forms already require
information on kinship

: ]
’ ./'/ / {(

n T, Cdldwé‘fr
Chancellor




COPY

The University of North Carolina
Office of the President

ADMINTGSTRAT E MEM G i B Y7 S

SUBJECT: University Policy Concerning Employment {MBER 14
of Related Persons (Anti-Nepotism) ATE April 27, 1973

Directions Concerning Implementation

Consistent with the report of the Personnel Committee of the Board of Governors,
which recommended adoption of this policy, the following directions concerning
implementation of the policy statement are furnished to each campus administration:

1. Copies of the policy statement, with appropriate explanatory material, are to
be distributed te all University employees who have responsibility .nd authority with
respect to personnel recommendations or decisions.

2. The policy is to be publicized generally throughout the University community,
to insure that all employees are aware of its requirements

3, Appropriate personnel-action forms, designed to insure effective administrative
supervision of the implementation of the policy, shall be used in screening applicants
or candidates for appointment, for example:

a. With reference to candidates for initial employment, the pertinent personnel-
action form shall i- -lude an inquiry about whether the applicant or candidate is
related, within the learees specified in the policy statement, to any incumbent
employee within the irstitution or to any other candidate for concurrent employ-
ment at the institution;

b. . With reference to candidates for promotion to a position having responsi-
bility for supervision of other employees, the pertinent personnel-action form
shall include an inquiry about whether the candidate is related, within the
degrees specified in the policy statement, to any incumbent employee within
the institution or to any other candidate for concurrent employment at the
institution.

4, In any situation where two or more related persons are to be employed con-
currently within the same academic department (or other comparable subdivision

of institutional employment), the supervisory or administrative official who has
authority to give final administrative approval to the employment shall obtain from
the supervisory or administrative official recommending employment a certification
to the effect that no other candidate for the position in question possesses qualifi-
cations superior to those of the relative candidate.




5. Consistent with the requirements of Paragraph L of the Board policy, cach
Chancellor's written report tothe Board of Trusters shall treat all cases in which
the nepotism guéstion arose during the preceding ye ir:

a. In all « es where an individual making writtes ¥ emplovment
was denieuw v nployment because of the reqg ) nenotism policy,
the circuatances shall be set forth: for ¢ anmplo, (1) the ey gt wiould
have resulted in one relative supecvising auos e, or (1) an unrelated condidate
had demonstrably superior qualifications:

b. In all cases where concurrent employment ot related persons was allowed,
the justifying circumstances shall be set forth; for example, (1) the supervisory
relationship was not "direct", or (2) there were no other candidates for the
available position whose professional qualifications were demonstrably superior

to those «f the relative.

Interpretations of Substantive Policy

Note should be taken particularly of the following points in connectiun with admin-
istration of the Board policy.

1. This policy «pplies only to EPA personnel; however, the policy of the State
Personnel Board for SPA personnel, which was recently revised, is essentially
identical in substance to the policy of the Board of Governors.

2. The policy of the Board of Governors is to be applied prospectively. This
means that no incumbent employee's current job security will be jeopardized by the
enactment of this policy: in short, if there are current instances of concurrent
employment of relative: , in which one relative has responsibility for direct super-
vision of the other, neitner person need be nor shall be prejudiced by this fact
(neither to be transferrec or asked to resign or discharged, so as to eliminate the
type of conflict of interest nuw proscribed by the Board policy). However, pro-
spective application of the new Board policy does require the following:

a. With reference to incumbent related employees, neither may hereafter be
promoted to a position in which he or she would have responsibility for direct
supervision of his or her relative; or, conversely, the promotion of one to such
a supervisory position would require the transfer or resignation of the other,
so as to eliminate the conflict of interest;

b. With reference to incumbent related employees, neither may hereafter
participate in the evaluation of the other; this means:

(1) One relative who is a supervisor of the other must disqualify himself
or herself from and not participate in the evaluation of the other, if such
disqualification is practicable; it is acknowledged that during this

transition period, in which relationships otherwise precluded by the new



==
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policy are permitted to persist with reference to incumbents, it may not
be passible in every Instance for the supervisor to readily effect a
removal of himself or herself from the ~valuation process; however
where this is possible, it must be donre:

(2) One relative may not sit as a member ct & nber of a
committee of a faculty which is exercising authority tu evaluate the
other relative; as appears most appropriate, this nbjective can be
accomplished either by selective absence of an affected faculty member

from the functioning of such a faculty or faculty committee at pertinent
times or by declining appointment to any faculty committee which could
be charged with responsibility for evaluation of a relative.

3. Section A 1 of the policy of the Board of Governors predicates its restriction
on the concept of "responsibility for direct supervision." This phrase was adopted
in the belief that, within the limits of basic guidelines, the policy ought to be so
stated as to permit variety of treatment responsive to varying conditions at the
campuses,

The question of "directness" or "indirectness" must be interpreted reasonably to
accomplish the intent and spirit of the anti-nepotism policy. As a general rule of
interpretation, no supervisory relationship between related persons should be
permitted to exist where the supervisor effectively controls the terms and conditions
of the relative's employment, including promotion opportunities, rates of com-
pensation, work assignments and evaluation of performance. The terms "direct"
and "immediate" may be essentially interchangeable, for purposes of evaluating
certain types of relationships; however, in certain situations, because the term
"immediate" may connote only "first line" supervision, it may be too restrictive

a concept to serve as a reasonable guide,

Existence of the following types of relationships would appear, invariably, to
violate the restriction against "direct supervision":

a, Department Chairman and a member of the instructional staff of the same
department,

b. Member of instructional or research faculty and his or her teaching or
research assistant. ]

c. Dean of a School and a Chairman of a Department included within the
School,

d. Chancellor and a Vice Chancellor.

With respect to other types of relationships, an exercise of discretion may be
necessary, with the possibility of varying conclusions depending on the operative
circumstances. In general, if the relationship between an employee and an official




in the line of supervision is sufficiently remote to give rise to no substantial
supervisory relationship, it may be appropriate to disregard the fact ol family
relationship

In applying all aspects of the Board policy, the cssor: poit & articulated in

the Basic Pri: ~iple<, 15" that no person shall at any paeive preferred tieatment
because of his or he:r relationship to another emplay 2@ of the institution The

guidelines es ablished in Paragraph A 1 of the Board policy are signed to preclude
situations in which there is a high risk of such «ubjective fuvoritism Accordingly, !
any interpretation of the "direct supervision" reciriction should be consistent with

this underlying policy objective.

Of critical importance is the principle that administrative guidelines and practices
shall operate consistently. For example, if the policy is invoked in one case to
preclude employment of a faculty member because his or her relative is Chairman |
of the department, the same result should obtain with respect 1o all identical |
cases; conversely, if employment is allowed under certain factual clrcumstances,

there should be consistent results achieved in all identical cases, In short. an

ad hoc, case-by-case approach, without the benefit of consistently applied guide- |
lines, is likely to produce variations in result which could prompt charges of |

discrimination.

William Friday




*EMPLOYMENT OF RELATIVES

It is the policy of State government that persons considered for employment or promotion will be selected on the
basis of training and experience and other characteristics which best-suit the individual to the job to be
performed.

If conditions are such that it is necessary for relatives to be considered, the following will apply:

Two members of an immediate family shall not be employed within the same
agency if such employment will result in one supervising a member of his
immediate family, or where one member occupies a position which has influence
over the other’s employment, promotion, salary administration and other related
management or personnel considerations.

The term immediate family shall be understood to refer to that degree of closeness of relationship which would
suggest that problems might be created within the work unit, or that the public’s philosophy of fair play in
providing equal opportunity for employment to all qualified individuals would be violated. In general, thiswould
include wife, husband, mother, father, brother, sister, son, daughter, mother-in-law, father-in-law, son-in-law,
daughter-in-law, grandmother, grandfather, grandson, granddaughter, stepmother, and stepfather, It might also
include others living within the same household or otherwise so closely identified with each other as to suggest
difficulty.

AGE LIMITATIONS

No Maximum Age. No individual shall be barred from State employment because of age if such individual,
veteran or non-veteran, is otherwise qualified. (Reference concerning veterans is G.S. 128-15.)

Minimum Age for Law Enforcement Officers. Law enforcement officers must be at least twenty-one years of
age. The State Constitution requires that they be eligible voters, (Reference Article 6, Section 7, of the State
Constitution.)

Minimum Age for General Employment. The minimum at which minors may be employed is eighteen years of
age. Exceptions are provided under the law if the employing agency pr s an Employment Certificate from
the County Social Services Depari-uent. (Reference G.S. 110.)

COMMITMENTS

A commitment should not be made to an employee o1 an applicant without the approval of the Office of State
Personnel. Questions about an employee's or applicant’s meeting minimum education and experience require-
ments or about salary or position classification should be directed to the Office of State Personnel. Questions
about funds or other fiscal matters should be directed to the Budget Division.

*Revised Effective April 1, 1973
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~ ) "Rights and Benefits-Salary." [/
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The analysis @s—e&a@ed by the Division of Student Affairs on rights and benefits -

salary adequately summarizes the other units\ appraisal of these points. 4t stétes

that for EPA and SPA positions, theanaiysts of compensatiorpettems indicates |

tpet differentials between men and women doing the same work is the result of

differentials in longevity and/or judged performance between individuals and is not

‘éi&eﬂmﬁn&ﬁeﬂ on the basis of race or sex.

Several years ago it became evident that some female faculty members'
salaries were lower than many males at the same faculty rank and experience
v‘v'ﬁk;‘the same departmsnt Additional funds were made available to the various
schools t%ﬁ% where they existed. Each year department
heads and Deans are reminded to check for any such situations and give M

particuier cases special attention. Where such differentials exist, #key are required

<o-be able to justify anysuch-salary discrepasey on the basis of performance.



60 - 2.23 (a)(1)

/Composition of the work force by minority group status and sex./

SWherrappIopriate, Ehe affirmative action plans from each of the 13 |

campus units include aata on the composition of the present EPA nonfaculty,

EPA faculty, and SPA work force. Some units do not have all three categories

of employees. Also included in unit plans is a yearly projection on changes in
the SPA work force profiles for the next three academic years (1973-74, 1974-75,
and 1975-76) and a summary table on the expected work force profile in 1975-76.
Units with EPA nonfaculty and EPA faculty also have a projection on these EPA
profiles in 1975-76. These projections are based on expected new hires and

attempt to correct apparent "underutilizations" which were revealed through the

oo \izoctlm mmondd

.availability analysis done by individual departments.

The overall University work force profiles are presented in Appendix A,
Tables la, 1b, and lc present information on the racial composition; la on
EPA nonfaculty, 1lb on EPA faculty, and lc on SPA and unclassified Student
Supply Store personnel. Tables 2a, 2b, and 2c present the profiles for each of
the three personnel classes by sexual composition, Each table contains infor-
mation on the number of employees in each job classification or rank by either
racial or sexual composition groups, and the percent of employees within this
job classification or rank that are within the specific racial or sexual group.
These data are presented on the present (June, 1973) work force and the projected
1975-76 work force both on a full-time and a part-time employment status.

The projected changes indicate that the University plans to increase the

hiring of females and minority groups.




In many of the Schools the availability of minorities and females qualified
! Salven
for EPA faculty is very-limited as shown by theiravailability figures, The

nation-wide lack of minorities or females in graduate programs in many of the

s anvesliific 1=

disciplines found at North Carolina State University indicates that expecting-
the percengf‘ouf minority and/or female EPA faculty to approximate that of the population,
“sunrealistic-and-unattatnable. The Schools which report limited numbers of
minorities and/or females available include the School of Design, Engineering,
Forest Resources, Physical and Mathematical Sciences, and Textiles. The
School of Agriculture and Life Sciences reports more females than minorities
available in the disciplines taught in that School. The School with the greatest
overall availability of minorities and/or females is the School of Liberal Arts.
However, within the disciplines in the School, the availability of females varies
from 4 percent to 30 percent while minorities vary from 0 _percent to 6 percent.
Since many of the EPA nonfaculty are associated with academic disciplines
and have backgrounds in the disciplines taught at North Carolina State University,

these availability patterns parallel these disciplines, The qualifications for many
c

| O hBYRINS e1atea F
of the EPA nonfaculty xt:osit ns arg/‘ n-related. the

-
educational

The affirmative action plan from the Office of Business Affairs discusses
the availabilities and broad hiring goals for SPA personnel. %Indlvidual reports

from the 13 units indicate ﬁf projected hiring plans of each unit in order to change

) t}he'york force profile so that any underutilization of minorities or females can be

orrected.




60 - 2.23 (a)(2)

/Composltion of applicant flow by minority group status and sex.b/

For personnel Exempt from the State Personnel Act (EPA), composition of
applicant flow by minority group status and sex is reported by means of an affirm-
ative action recruitment report filed with the University Equal Employment Opportunity
Officer and the School Dean's office each time a position is filled. For personnel
Subject to the State Personnel Act (SPA), the applicant flow is handled by the
Univérsity Personnel Office and a report is filed with that office each time a
position is filled. This manner of reporting on the number of applicants, race,

s Wiee Otodeme
and sex has been in effect only dusing the 1972-73Ayear.

In some of the technical Schools such as Engineering, Design, Textiles,
and Forest Resources,fewuif any%minority or women faculty apply, éue—tothelr
searcityoiessanbeey-in-these fields. School of Liberal Avé;lthere were
more applicants from minorities and females. In English, for example, approximately
600 white males and 200 white females submitted applications during ¥& 1972-73.
In Philosophy and Religion 228 white males applied for faculty openings compared

o . Sepadl et
to 35 white females. Modem Languages was aae&her-xamplk_where approximately
50 pércent of the applicants were females. In Physical Education 37 white male
applicants, 18 white females, and a%e minority male applied for positions.

The School of Physical and Mathematical Sciences had 259 white male
applicants, 6 white females and 1 minority male apply for four chemistry positions.
Mathematics had three assistant professor openings and received 360 white male
and
1o 16 white female applications.

In the School of Education there Were 200 white male, 6 white femalew, and

1 minority male applicants for an assistant professor position. In Guidance and




Personnel Services, 34 white male applicants, 8 white females, and ¥K¥ 1 minority
male applied for an assistant professor position.

The School of Agriculture and Life Sciences had a smattering of minority
and female applicants for some of their departmental openings. Botany received
80 white male, 14 white female appHeants, and 1 minority male appllca»-‘:x‘fc\,for one
assistant professor position. Zoology had 38 white male, X¥KXXX 2 white female,
and 1 minority male applica*rivt:—eppiy for an assistant professor position.

In other University units such as the Library, Student Affairs, and University
Extension, the number of m and/or women applications were representative
of the availability for these various professional positions.

An analysis of applicant flow for SPA personnel indicates that minority
group applications approximate the number of minority persons with the primary

recruiting area for the University.




"The total selection process including position descriptions, position titics,
worker specifications, application forms, interview procedures, test administration,
test validity, referral procedures, final selection process, and similar factors."

60 - 2,23 (a)(3) and (b)(3)

4 3
j'?he selection process eliminateg a significantly higher percentage of
minorities or women than nonminorities or ment/

A review of the North Carolina State University selection process does
not indicate that it eliminates a significantly higher percentage of minorities
or women than nonminorities or men. Comments on this topic by the various
reporting units confirm the above statement.

The School of Engineering indicates that job descriptions do not reflect
a bias of any type, and these descriptions are carefully reviewed to make certain
that they include only those criteria necessary for the performance of the job.

In the School of Agriculture and Life Sciences the requirements and the
exact duties of faculty positions are described in all materials used to solicit
applications. Final selection of faculty candidate is made through a composite
judgment of departmental faculty and administrative personnel (department heads,
School Dean), all of whom are acutely aware of the responsibility of the University

to give consideration to minorities and women.

60 - 2.23 (a)(3) and (b)(4)

e
A’kppucation and related pre-employment forms =% in compliance with
Federal legislation?/

The application forms used by North Carolina State University for recruiting

SPA employees are supplied by the Central Office of State Personnel. These forms




were recently reviewed and necessary changes made by that office to conform

with Federal EEO legislation.
The University does not have application forms or pre-employment forms

|

\ for faculty applicants. A prospective faculty member sends his or her résumé&
|

} initially. University forms are not completed until the candidate has accepted

| the position.

60 - 2.23 (a)(3) and (b)(5)
/ﬁrﬁosition descriptions inaccurate in relation to actual functions and duties?/

University position descriptions are made as accurate as possible in relation
to the actual functions and duties. The criteria for the various academic ranks
are described in the Faculty Handbook (see following pages).

The School of Agriculture and Life Sciences, as an example, indicated that
their position descriptions are reviewed by the appropriate associate dean and Dean
before forwarding to the Provost for approval to recruit., Therefore, position
descriptions are screened initially as to their accuracy.

Qualifications for Subject to Personnel Act (SPA) position classifications are

specified by the Central Office of State Personnel. e S ol Engjineefing as
, n example, sfated that position descriptiéns for #l1 SPA/jobsfare cArefylly feviewed
y\ Zy(time positi at thgy corréctly refléct the needs
LS

f the job and




60 - 2.23 (a)(3) and (b)(6)
A%sts and other selection techniques net validated as required by the
OFCC Order on Employee Testing and other Selection Procedures?"”

No pre-employment testing is utilized for Subject to Personnel Act (SPA)
personnel in connection with selection and referral procedures used by the
University Division of Personnel Services. In certain circumstances, applicants
are requested to take the shorthand and typing skills tests administered by the
local Employment Security Commission, as required by the OFCC Order on
Employee Testing and other Selection Procedures.

In some of the University units simple performance job-related tests are
used for SPA prospective employees. Such tests might consist of recording and
typing a typical letter in the case of clerical personnel.

There are no tests per se for faculty although in some Schools and
departments all applicants interviewed on campus may be asked to present a

seminar to the selection committee and/or faculty members of the department.
60 - 2.23 (a)(3) and (b)(7)
"Test validation."

The Division of Personnel Services as a general rule does not test applicants

for employment. At certain times typists and stenographers, as an example, who

have been out of the work force for a long period of time may be requested to take




the clerical skills test administered by the local Employment Security Commission

R
Office.v)?hese tests have been validated.gccording to ESC officialq. Skills tests
may be given to SPA employees at times by various departments on campusge

our
‘However, to the best og knowledge, these tests are directly related to the

particular job to be performed.

60 - 2.23 (a)(3) and (b)(8)
Do
/)(eferral ratio of minorities or women to the hiring supervisor or manager
indicateg a significantly higher percentage are being rejected as compared
to nonminority and male applicants'"

Records currently available do not indicate whether a significantly higher
percentage of minorities and women referrals are being rejected by the hiring
supervisor or manager, However, effective January 1, 1974, a procedure for

A
maintaining cumulative data oxfgpplicant traffic by race, sex, and EEO classification
was implemented. Prior to January 1 this data had been recorded on the applicant

register but had not been maintained on a cumulative basis.



Lo-2:23 () 3 ~l U3
S——J)- "The selection process eliminates a significantly higher
percentage of minorities or women than nonminorities or men, "
A review of the North Carolina State University selection process does
not indicate that it eliminates a significantly higher percentage of minorities
or women than nonminorities or men. ’é’ommems on this topic by the

=

various reporting units confirm the above statement,

The School of Engineering indicates that job descriptions do not reflect

oelclu"ébwﬂ' il '—"""'f‘ﬂuﬂ M'ﬁcwﬁ me ﬂuj
“AW s orevi eto include only those

a bias of any type, and thesy to

criteria necessary for the performance of the job,

In the School of Agriculture and Life Sciences the requirements and the
Asasidd . W weliad. ward 4 arbibe
exact duties faculty positions are advertised in the seeking of applicants.

Final %'{ ! e

s' made through a composite judgment of departmental faculty

and administrative personnel (department heads, school dean), all of whom

are acutely aware of the responsibility of the University to give consideration

to minorities and women.




&——2) "Application and related pre-employment froms not in compliance
with Federal legislation."

The application forms used by North Carolina State University for
recruiting SPA employees are supplied by the Central Office of State Personnel.
These forms were recently reviewed and necessary changes made by that
office to conform with Federal EEO legislation.

The University does not have application forms or pre-employment
forms for faculty applicants. A prospective faculty member sends his or

- 4 ﬁ.;wLJLVb
her résumé initially. University forms are not completed until the eppiteant

accepted the position.

T
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&——4{3) '"Position descriptions inaccurate in relation to actual functions
and duties."
madk M“
. C —f 23
T University position descriptions arg accurate4 n relation to the

actual functions and duties. The criteria for the various academic ranks

Lo ¥V ] M,JJ CP ’ [‘.[bxn/
M’?ﬂ:ﬁ&w&m the Faculty Handbook (see following pages). The /‘“&“/%&
2

Ciaek, Go6r Mo,

Uﬂfversﬁy—uM indicated that their position descriptiongu; reviewed by

>

(2 the appropriate associate dean and dean before forwarding to the Provost
for approval to recruit. Therefore, position desecriptions are screened
initially as to their accuracy.

Qualifications for Subject to Personnel Act (SPA) position classifications
are specified by the Central Office of State Personnel. The Scholol of
Engineering, as an example, stated that position descriptions for all SPA
jobs are carefully reviewed each time a position is to be filled to be sure

that they correctly reflect the needs of the job and that the requirements are

not inflated.
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G—(4) "Tasts and other selection techniques not validated as required by the
OFCC Order on Employee Testing and other Selection Procedures."

No pre-employment testing is utilized for Subject @ to Personnel Act (SPA)
personnel in connection with selection and referral precedures used by the University

Division of Personnel Services. In certain circumstances, applicants are
shorthand and
requested to take the/typing skills testsadministered by the local Employment

Comeay = e =

~ T oA
Security Gﬁi-ee These tests have been validatdd According to the Employment

REEMXIXX Security Commission gﬁt?ials /\zu %, OFCC M’W‘h

In some of the University units simple perfo
job-related tests are used for SPA' prospective employees. Such tests might consist
of recording and typing a typical letter in the case of clerical pelssqrmel.

There are no tests per se for faculty although in some schools and departments
ail applicants interviewed on campus may be asked to present a seminar to the

selection committee and/or faculty members of the department.




Cd ok ond e plin: Hidyigurs ot rihd o poquiid by 2
| OFCt Onsben v Evepllogges T,.}Z;? ans) e aeh n: rend b

| A/O ~M-14[Arr"hf o ‘,.f;&;;‘/ o W A
Pl ok f(:r/n ) sl m ) xféu,t.» el nifinad
(Aot beinitiid oy th Leed “Enilognind Lronils Offus  Tlace
ok doore At rdlh k) cnridliny o My Enplopnd shossiit,
| st ofuiile : ?
SR P 2 Bt Lot it e i
e
2 ¢ & . e K g Lete ‘ A |
adob o cbpundivits B W},«.w«‘- aisswsd o Cavrpnn

-1-"\'-//0\ Jornly M/M oy lond,




ok ord Mo @badirs Bidrigun st 0bd o i) Iy 2
OF Ct OWMEWTJ“&‘{“/%M’\*@M."

: /VO —,vw/-wh/ o A j‘ A
P = aplicy Xedlpng n wtley, /e Lokt
 Prsennst Ok (orn) ol - covreclivn yitd arbiokin cod rofoiil
WMM w,wm 7/&»»»«\:./ ,ﬁfw-o« I el
i Mww' W"“‘d" o N.},ww&/ A Lk 2l /ta,,w; b
Tt wbviinistind hy th Aeeid "Evrplognnt Locnls O, Tlaee
M /loaﬁ /‘[/‘U'h A/*A»Qv&j W’aﬁ 7&' /t(/ Ji r\'l?«‘-’v.’\/ qu.;.j{".)
! (;,—m,mww %J« ‘ .
:;e, %.«J/% aen W:& wz?b&fjm ”’ju Lol
A ¢ & éru{,‘./z&uﬂ» Caer v g W« 3
MluL “'\_’/ @W,&m&u/u o..ﬁ( &?W-{\A wa.:{i'u‘-«.l;.."/ v aw")Mv
‘ow//m M mwuv//ad o&-;mﬁu\/,




C: 4 "Tests and other selection techniques not validated as required
by the OFCC Order on Employee Testing and other selection
procedures."

No pre-employment testing is utilized for SPA personnel in
connection with selection and referral procedures used by the
Division of Personnel Services. In certain circumstances, appli-
cants are requested to take the typing skills test administered
by the local Employment Security Commission Office. These tests
have been validated according to ESC officials.




C. (4) "Tests and other selection techniques not validated as required by the
OFCC Order on Employee Testing and other Selection Procedures."
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C. (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 ‘and male applicants."
Records ase- M currently available indicat#hg whether es=heiqn.,
Jefesssds a significantly higher percentage of minorities wwotﬁ ? are
being rejected by the hiring supervisor or manager, 30.\/vever, effective
January 1, 1974, a procedure for maintaining cumulative data on
applicant traffic by race, sex and EEO classification was implemented.

Prior to January 1, this data had been recorded on the applicant register

but had not been maintained on a cumulative basis.




60 - 2.23 (a)(4)

"Transfer and promotion practices."

An analysis of lateral and/or vertical movement of minority or female
employees dees—net indicatesthat such movement is occurring at significantly

\\.‘c\\\«
_lesser rate (compared to work force mix) than that of nonminority or male

employees, but-to-the-eentrary-. For example, an analysis of lateral and

promotional transfer actions handled by the Division of Personnel Services
e

from July, 1973 through October, 1973 (July, 1973 was, initiation date for this

enenals  repcesoded
type of record) revealed that minority employeeg ¥eeeived almost one-third of

+hey
this activity while, representing- approximately one-fourth of the SPA work

force. Promotional transfer activity for minority employees exceeded one-third
of all promotional activity for the period. This analysis would indicate that
positive and affirmative efforts have been made on behalf of the minority SPA
work force.
Generally for faculty members no transfers occur from one School to
Aeportmantal need,
another. Promotions are based on established criteria such as,teaching per-
formance, scholarly productivity, and other contributions to the profession
and the University. Awareness of the affirmative action program by department

heads and School Deans has insured that race and sex are not factors in such

promotion decisions.




(r0r2.271Q) %
—B- Analyze: "Transfer and promotion practices. "

An analysis of lateral and/or vertical movement of minority or
female employees does not indicate that such movement is occurring
at significantly lesser rate (compa%o workforce mix) than that of
nonminority or male employees For example, gn analysis of lateral
and promotional transfer actions handled by the Division of Personnel
Services from July, 1973, through October, 1973, (July, 1973, was
initiation date for this type of record) revealed that minority employees
received almost one-third of this activity while representing approximately
one-fourth of the SPA workforce. Promotional transfer activity for
minority employees exceeded one-third of all promotional activity for
the period. This analysis would indicate that positive and affirmative

efforts have been made on behalf of the minority SPA workforce.

Generally for faculty members (tthere-ure no transfer‘s;lfrom one
&chool to another. Promotions are based on established criteria such
as teaching performance, scholarly productivity, and other contributions 1.9“ J.a,.l\i

to the profession and the University.’\ Race and sex are not a factor in

such promotion decisions.
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60 - 2.23 (a)(5)

(e
nFacllities, company sponsored recreation and social events, and special

programs such as educational assistance o'pev\ equm“; 7

All University units report that facilities, departmental and/or School
functions such as recreational and social events and special programs such
as educational assistance are open to all employees without regard to race or sex.

The D. H. Hill Library indicates that the Library Staff Association is
the agency through which nearly all social functions are planned. Women and
minorities belong to this association, hold office, and serve on planning
committees. Social events quite often include the families of employees,
and they are well attended by both sexes and minorities.

The University has an off-campus scholarly assignment program for faculty.
On the recommendation of a department head and with the approval of the School
Dean, the Provost, the Chancellor, and the Board of Trustees, a faculty member
may be granted an "off-campus scholarly assig'nrnent" for one semester at full
salary or for one academic year at half salary.

All full-time employees with the supervisor's consent are allowed to take
one course a semester at the University for a nominal f;ae of $7.00.

Educational assistance in thg form of adult basic education classes for
employees with less than an eighth-grade education has been provided at no cost
during normal work hours for all employees.

All University units report that there is no evidence of exclusion of

minorities or females and no problem seems to exist.




{
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60 - 2.23 (a)(5) and (b)(9)

{5
Al\?lnoritles or women ame excluded from or are not participating in
company sponsored activities or programs. "
All University minorities and women are included in and do participate
in departmental, School, and University-sponsored activities and programs.
As an example, the School of Design reported that one female faculty member

was given special funding last summer to attend a computer workshop at M.I.T.

60 - 2.23 (a)(5) and (b)(10)

Does
M}Zfe facto segregation still exists at some facillties7. "

There is no evidence that de facto segregation exists at any University

facility.
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whb——>Anatyze: "Facilities, company sponsored recreation and social
events, and special programs such as educational
assistance."

All University units report that facilities, departmental and/or
ovd ] Poqane sur) b 344/«'412;&\’“” aseseliies

;Chool functions such as recreational and social events/\are open to

all employees without regard to race or sex.

The D. H. Hill Library indicates that the Library Staff Association
is the agency through which nearly all social functions are planned.
Women and minorities belong to this association, hold office, and
serve on planning committees. Social events quite often include the
families of employees, and they are well attended by both sexes and
minorities.

The University has an off-campus scholarly assignment program
for faculty. On the recommendation of a department head and with the
approval of the;choolﬁean, the Provost, the Chancellor, and the
Board of Trustees, a faculty member may be granted an "off-campus
scholarly assignment" for one semester at full salary or for one academic

* year at half salary.

All full-time employees with the supervisor's consent are allowed
to take one course a semester at the University for a nominal fee of $7.00.

Educational assistance in the form of Adult Basic Education classes
for employees with less than an eighth-grade education has been provided

at no cost during normal work hours for all employees.
=
¢ ———y .
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E—(1) “"Minorities or women are excluded from or are not participating
in company sponsored activities or programs."

All University minorities and women are included in and do
participate in departmental,S§chool, and University-sponsored activities

and programs.
aﬁ“ > Y & | g
The School of Design reported that one female faculty member was

given special funding last summer to attend a computer workshop at

J 2 Z
M. I.IN T men/and one faculty membgT have algo |
availabl avel funds/: aid their edu;!tion on equal basis ‘
|
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E. (2) "De facto segregation still exists at

There is no evidence that de facto segre

University Z{l\,‘ill%f

some

facilities.
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60 - 2.23 (a)(6) and (b)(11)

#geniority practices and seniority provisions of union contracts.

North Carolina State University does not have seniority practices and
seniority provision®f "union contracts." There are no labor unions on this
campus. ‘#w_pomﬁthe—smﬂememrmhmﬁemspk

e yvees has six advancement steps for each job classification. The first

,ﬁﬂcﬂmﬂﬁm—ethwae&of—sme*}ﬂl SPA employees are eligible

for longevity pay after 15 years service with an automatic increase every
five-year period thereafter.

Initial appointments of faculty at the rank of instructor, assistant professor,
and associate professor are provisional appointments of one, three, or five
years respectively. Initial appointments include experience and evaluation of
educational background, performance, and other qualifications in determining

initial rank and salary.

All salary increases among EPA employees are administered on meritand . .
ave -\-\\1\..,\ shepy To covred & Frarmnces +WaT a5 theverdl ok pait ducnranaiie

_we de-not-fimdt-any-fmdication-thet-diserimination-now existg,on the basis of sex

or race,
i




bo=-2.27(a) b ed N
F—Analyee: "Seniority practices and seniority provisions of union
contracts."

North Carolina State University does not have seniority practices and
e\ 74 " |
seniority provisions of.union contracts, sda-ee‘fl‘lere are no labor unions on this |
campus. However, the policy of the State Personnel Act which applies to SPA
employees has six advancement steps for each job classification. The first
three steps are automatic salary increases, usually given at the end of each
year of employment. Steps four to six are based on merit and since each unit

only receives two-thirds the amount for eligible XKMPIN¥YEEXMEGSHEX merit increases

each year, not all eligible employees receive merit increases. There is no

indication that any discrimination exists on the basis of sex or race. All SPA
employees are eligible for longevity pay after 15 years service with an automatic
increase every five-year period thereafter.
All salary increases among EPA employees are besed=sed®}y on merit andA
eree-again we do not find any indication that discrimination now exists on the |

basis of sex or race.

Initial appointments of faculty at the rank of instructor, assistant professor,

respectively, Initial appointments ﬂ include experience and evaluation of

educational background, performance, and other qualifications in determining

initial rank .GnJ)«QMA, 5

and associate professor are provisional appointments of one, three, or five years
|
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bo-0.23 @4
G. =-wmmzbpse: /Apprenticeship programs.

5n established in Physical

train for trade-skill

Py
F'lanéntc» enable SPA'@

positions such as painteps’, bricklayers, carpemrers nd plumbers.




60 - 2.23 (a)(9) and (b)(12)

AWork force attitude.¥

University units have indicated that the work force attitude has generally
been positive in the support of affirmative action and equal employment oppor-

tunities. All units have an affirmative action officer and/or affirmative action

committee andEa—mes&—efrsee}the individual departments within the units have

their own affirmative action programs.

All personnel in the Division of Personnel Services involved in recruiting,
screening, and referral of applicants to SPA positions in the various Schools
and departments have been carefully selected and trained to insure that equal
opportunity for employment is given to all applicants. This means that inter-
viewers are carefully screened before employment as to their attitudes and personal
opinions concerning employment of minority group members and females. After
employment, interviewers are made fully aware of legislation, executive orders,
and guidelines concerning equal employment opporturﬂty. Awareness is accom-
plished through on-the-job training and workshops and seminars that are offered
at various locations from time to time.

The academic Schools are working regularly on helping their work force
attitude. For example, in the School of Agriculture and Life Sciences each depart-
ment has appointed an individual to nurture and enhance the aims and purposes
of our Affirmative Action Plan. From these individuals the School maintains an
Affirmative Action Committee that works with the Dean in the interest of equal
employment opportunities. Similar programs ¥KN are concerned with the organi-

. zation of affirmative action programs in the other Schools.




The units also affirm that personnel involved in their recruiting, screening,
selection, promotion, disciplinary, and related processes have been carefully
selected and trained to help insure elimination of bias in all personnel actions.

Work force attitude toward affirmative action is based on a grass roots
level from the smallest departments on up. It is intended that a positive attitude

toward equal opportunities and employment will permeate the University,

?
~ doenr & Foy AN o

s e oo  Doluelg Vt\?\x&'\"




(32
60 - 2.23 (a)(

#1711 eempamy training programs, formal and informal . ®

Review of training programs, both formal and informal, does not indicate
that minorities or wom;en are underrepresented.

employees may take University courses (tuition free) to upgrade
knowledge and skills

a supervisory development training program is available to all
supervisors

o high school diploma program is available to eligible employees
without regard to race or sex

orientation training sessions are attended by all new employees.
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1565 Analyze: "All company training programs, formal and informal."

Review of training programs, both formal and informal does not indicate

that minorities or women are Mundenepresented.
(1) Employees may take University courses (tuition free) to upgrade
knowledge and skills.
(2) Supervisory Development Training program is available to all
supervisors.
(3) High School Diploma program is available to eligible employees
without regard to race or sex.

(4) Orientation training sessions are attended by all new employees.
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F<—_2nelese: "Workforce attitude.” - ‘

Tha.yvasieus University units have indicated that the workforce attitude has
generally been positive in the support of affirmative action and equal employment
opportunities. All units have:‘waffinnative action ofﬁceﬁ and/or affirmative action
committees and in most cases the individual departments -within the units have
their own affirmative action programs.

All personnel in the Division of Personnel Services involved in recruiting,
screening, and referral of applicants to SPA positions in the various Schools
and departments have been carefully selected and trained to insure that equal
opportunity for employment is given to all applicants. This means that inter-
viewers are carefully screened before employment as to their attitudes and personal
opinions concerning employment of minority group members and females. After
employment, interviewers are made fully aware of legislation, executive orders,
and guidelines conceming equal employment opportunity. Awareness is accom-
plished through on-the-job training and workshops and seminars that are offered
at various locations from time to time.

The academic Schools are working regularly on helping their workforce
attitude. For example, in the School of Agriculture and Life Sciences each depart-
ment has appointed an individual to nurture and enhance the Lz&wand purposes
of our Affirmative Action Plan. From se individuals the School maintains an
Affirmative Action Committee that works with the Dean in the interest of equal
employment opportunities. Similap‘such-stat.emanm.can_be.said-abeut-the organi-

zation of affirmative action programs in the other seven Schools.



The units also oeewe that personnel involved in their recruiting, screening,

selection, promotion, disciplinary, and related processes have been carefully
selected and trained to help insure elimination of bias in all personnel actions.
Workforce attitude toward affirmative action is being—sied on a grass roots
o oo e
level from the smallest departments on u;wd_'rt is positive attitude

toward equal opportunities and employment will permeate theouaheout the University.




60 - 2.23 (a)(10)

/Technical phases of compliance, such as poster and notification to labor
. unions, retention of applications, notification to subcontractors, etc.”

60 - 2.23 (a)(10) and (b)(14)

’é'e(’formal techniques established for evaluating effectiveness of EEO

programs$#

There are two basic levels of responsibility for implementing North Carolina
State University's Affirmative Action Plan. At the broadest level, the responsibility
rests on the central administration and has been delegated to the Equal Employ-
ment Opportunity Officer (EEO Officer). The designated responsibilities of the
University EEO Officer may be found in Chapter IV, Sections (a) and (b). The
second level exists at the unit level, Each unit's method of implementation and
delegation of authority and responsibility is described in each unit's plan.

The units' EEO Officers (total of 13) make up the University Affirmative
Action Committee with the University EEO Officer serving as chairman. This
committee has met periodically during the current school year and will continue

to do so in the future. In turn, the unit EEO Officers meet with and disseminate

information to their individual Deans and departmental affirmative action répresentative‘s.

Several formal instruments have been established for evaluating the effective-
ness of EEO programs at this University. Among these instruments can be listed
the following:

EPA {ExemptiromPersommel ATt

- unit employment profile
- recruitment reports from units of all prospective hires through the year

- salary increase analysis



- promotion review

| _StatE
SPA ﬁpbd-eet—to;f‘emrmeﬁct)

= EEO-1 annual report

- Job Order Control Sheet (indicates job vacancies and how they are
finally filled)

- Application Routing Sheet (sent with all referrals, completed and
retumed to Personnel Services indicating reasons why applicant was
or was not hired)

= records maintained on transfers

- records on applicant responses to newspaper advertising and referral
of weekly vacancy list to selected recruiting sources.

An annual affirmative action report from each unit will include the

following:

- progress in meeting goals and assessment

- review of changes in employment profile

- reivew in analysis of availability

- plans for changes in procgdure and goals for the next year.

60 - 2.23 (a)(10) and (b)(15)

Doecs
~¥ack of access to suitable housing inhibits recruitment efforts and

employment of qualified minorities {*

Low income housing is in short supply and is much needed in the City of

Raleigh at this time. The University through the Department of Urban Affairs in




University Extension works reqularly with city officials on this problem. The

City of Raleigh has a Raleigh Community Relations Council. One focus of this
Committee is on the establishment of a nonprofit housing corporation ;ﬁmh\
could purchase property, ¥@aSEOEX redevelop it, and make it available to Vnew
tenants cn?possible subsidized renting basis. This effort involves several faculty
members.
\
A member of our faculty and staff participates in HOME (Housing Opportunities
Made Equal). The purpose of this organization is to help prepare neighborhoods
for integregation that is about to take place.
' Goals for Raleigh, still another organization, through its Housing sub-
committee, is studying strategy for dealing with housing problems in Raleigh.
The City of Raleigh and the Housing subcommittee had faculty members do a
housing submarket analysis. The project looked at housing demands and problems
and then projected housing needs over the next five, ten, and fifteen years. This
study has recently been completed.,
A new organization, ULTRA, which involves a nuﬁber of faculty and staff,

deals with landlord-tenant relationships. A current project of ULTRA is the

preparation of legislation to strengthen the rights of tenants.

60 - 2.23 (a)(10) and (b)(16)

Doeg
/Jack of suitable transportation (public or private) to the work place
inhibitg minority employmenfz}’

Public transportation in the City of Raleigh is grossly inadequate at the



present time and is in need of much improvement. This inadequate service is

particularly true in various minority areas and could inhibit their means of getting
to this University. The obstacles are formidable.

The University through its Department of Urban Affairs in University
Extension has cooperated with the City of Raleigh in efforts to improve public
transportation.

In 1973 a Public Transit Study was made entitled the Voorhees Study. A
number of faculty served as consultants on this study. The study has just been
published and has been endorsed by city officials., At the present time an
application is being prepared to request Federal funding for improvement of the
transportation system. One recommendation is to set up a Transportation
Authority for Raleigh. Implementation of this project would greatly enhance public
transportation in the south side of the City where many minority people live.

The plan fully implemented would double services in the City and improve the
quality and quantity of buses.

The Goals for Raleigh organization through its Transportation Committee is
also studying the Voorhees Study and any possible short term improvements in
public transportation that may be accomplished in the near future. Numerous
faculty members participate in the program.

Approximately two years ago several faculty members ENHHXGDEX conducted
through the University Urban Affairs program, with the City of Raleigh a study of
needs of the glderly and how their transportation needs might best be met. A lack
of funds has put this study in limbo at the present time.

The University through Urban Affairs is cooperating with Wake County

officials and the City of Raleigh on a proposal for a Wake County study of




residents in the county who are transportation poor. This study involves our

University personnel and county agencies such as Social Services and Health.

) %10 9,04 North Carolina A&T State University, a predominantly black institution,

is serving in a consultative capacity in this project.

60 - 2.23 (3)(10) and (b)(17)

Aye
7 abor unions and subcontractors et notified of their responsibilities?™

North Carolina State University has no labor union contracts. All
construction contracts involving Federal funds let by the University include a
compliance statement on being an equal opportunity employer. When the con-
tractor signs the contract, he is indicating that he is in compliance with this

policy.

60 - 2.23 (a)(10) and (b)(18)

Do -
JPurchase orders do nat contain EEO clause'”

University purchase orders do contain the equal employment opportunity

clause. A sample copy is attached -betew

60 - 2.23 (a)(10) and (b)(19)

Ave 2
¥YPosters met on display.”

All University units indicate that approprlate'equal employment opportunity

posters are appropriately displayed on their several bulletin boards.




ol 60-2.23 (3 10 ond U 1Y
s “ewe==23 "No formal techniques established for evaluating effectivene
of EEO programs."
There are two basic levels of responsibility for implementing North
Carolina State University's Affirmative Action Plan. At the broadest level,
the responsibility rests on the central administration and has been delegated
to the Equal Employment Opportunity Officer (EEO Officer). Thﬁ gsponsibilities
of the University EEO Officer may be found in Chapter IV, Sections (a) and (b).
74 M
7'A.ne-ther Jevel exists at the M unit level. Each unit's method of implementation
and delegation of authority and responsibility is gkeeddtsé in each unit's plan.
L
!
& unit® EEO Officem(total of 13) make( up the University Affirmative
Action Committee with the University EEO Officer serving as chairman. This
committee has met periodically during the current school year and will continue
and )
to do so in the future., In turn, the unit EEO Officers meet g disseminate infor-
' Al
mation to their indivigual deans and departmen Arepresentatives .
Several formal teetrromes have been established for evaluating the
effectiveness of EEO programs at this University. Among these t can

be listed the following:

EPA (Exempt from Personnel Act)

(1) unit employment profile
(2) recruitment reports fpm units of all prospective hires through
the year

(3) salary increase analysis

\

(4) promotion review
,;fu et
SPA ( to Personnel Act)

(1) EEO-1 annual report




(2) Job Order Control Sheet (indicates job vacancies and how

they are finally filled)
(3) Application Routing Sheet (sent with all referrals, completed
and returned to Personnel Services indicating reasons why applicant
was or was not hired)
(4) records maintained on transfers
(5) records on applicant responses to newspaper advertising and
referral of weekly vacancy list to selected recruiting sources.

An annual affirmative action report from each unit will include the

following:

- progress in meeting goals and asses_sme.d

- review of changes in employment profile

- review in analysis of availability

- plans for changes in procedure and goals for the next year.
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S —r ) "Tack of access to suitable housing inhibits recruitment efforts and e
employment of qualified minorities."

Low income housing is in short supply and is much needed in the City of

Raleigh at this time. The University through the Department of Urban Affairs in

Ungvers ty Extension workz regularly with city officials on this problem. - =
7. w

isPa Raleigh Community Relations Council. One focus of this

Gommittee is on the establishment of a non-profit housing corporation which

could purchase property, redevelop it, and make it available to new tenants on &

involves several faculty members.
participates
A member of our faculty and staff POKICEAKXX in HOME (Housing Oppor-

possible subsidized renting basis. Th

tunities Made Equal). The purpose of this organization is to help prepare
neighborhoods for integregation that is about to &érﬂ&“- *

Goals for Raleigh, still another organization, through its Housing sub-

committee, is studying strategy for dealing with housing problems in Raleigh.

T Tl’ w 4 &ﬁ/w A M faculty members

—

%e do a housing submarket analysis. The project at housing demands

and problems and then ;mf?housing needs over the next five, ten, and fifteen

years. This study has Nn:iw"ﬂt?een complé ed. =
ULTRA, ”A..LZ,

A new organization, wish a number of faculty and staff 1n~ched—lW [

WkERA-whieh degls with landlord-tenant relationships. Are current profect is &
Msm%ﬂon 1m£& :ngthe rights of tenants,in-this-solationahib,
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K (3) "Lack of suitable transportation [public or private] to the work place
inhibits minority employment."

Public ltransportation in the City of Raleigh is grossly inadequate at the
present time and is in need of much improvement. This inadequate service is
particularly true in various minority areas and could inhibit their means of getting
to this University. M%v W—MWOM\/

The University through its Department of Urban Affairs in University Extension
has cooperated with the City of RaleighX¥¥X in efforts to improve public trans-
portation.

In 1973 a Public Transit Study was made entitled the Vocﬁxees Study. A
number of faculty served as consultants on this study. The study has just been
published and’ has been endorsed by city officials. At the present time an
application is being prepared to request federal funding for improvement of fhe
transportation system. One recommendation M to set up a Trans-
portation Authority for Raleigh. !'Ehﬁpl-ementgti-en of this projectww’;ﬁ“geatly
enhance public transportation in the south side of ‘%he @ity where many minority
people live. The plan wiren fully implemented s double services in the éity
and improvet/rc‘liality and quantity of buses.

The Goals for Raleigh organization through its Transportation Committee is
also studying the Voé(hees Study and any possible short term improvements in
public transportation that may be accomplished in the near future, Tdwete—a¥e
Mumerous faculty members participat#g in the program.

Approximately two years ago several faculty members conducted) through %
Urban Affairsm’the City of Raleigh a study of needs of the elderly and how their
transportation needs ?;ay#best be met. A lack of funds has put this study in limbo

at the present time,
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J——3— "Labor unions and subcontractors not notified of their responsibilities."

; a0 <
North Carolina State University dose-raihaua labor unior% All
<

construction contracts involving Federal funds let by the University bewe a
compliance statement on being an equal opportunity employer. When the con-
tractor signs the contract/ he is indicating that he is in compliance with

this policy.
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v Pty "Purchase orders do not contain EEO clause."

/¥ University purchase orders do contain the ec

tunity clause,dad A’sa;nplo copy is attached below.
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._] VENDOR NUMBER
f

: \\\() \V

|

=it

REQUISITION NUMBER

ENT BOTH ANDVE
NVOICES,
NTS SEEAB
AL INSTRUCT

C SALES & USE TAX
WN AT A SERARATE (TEM ON

SHIP TO NorTH CAROLINA STATE UNIVERSITY FRESEE

HALEIGH, NORTH CAROLINA 27607

ATTN: |

© nny Guestions

incerning this order,

Department [P at theatiran Gl cOEy PRa R T
Building | a/carg7az2im i
Room
F.0.B. SHIP VIA TERMS QUOTED OUR NO. YOUR NO.
R SHIPPING DESTIN-
SHIPMENT IN ARO POINT ATION
ITEMNO.| QUANTITY | UNIT [CATALOG NO. DESCRIPTION UNIT PRICE TOTAL

Q\D

- e -

FIVE COPIES OF INVOICE REQUIRED. ON DATE SHIPMENT IS MADE.

INVOICE CACHLRNIIMENT SEPARATEL ¥ GAD SURMISH S1LL OF LADING, EXPRESS OR SHIPPING RECEIPT WITH EACH INVOICH

MAIL DIRECTLY 7O NORTH CAROLINA STATE UNIVERSITY AT RALEIGH,
PURCHASING DEPARTMENT, P.O. BOX 5935, RALEIGH, NORTH CAROLINA 27607

NORTH CAROLINA STATE UNIVERSITY

AT RALEIGH

CORDITIGIS PRINTED ON It JEASE 5108 OF THIS SHEET CONSTITUE A PART OF THIS ORDER

VENDOR'S COPY

PURCHASING AGENT




).

V2.

CONDITIONS AND INSTRUCTIONS

GENERAL

The parpose of these Conditions and Instructions is to contribute to the understanding between buyer and seller and not to impose un-
reasonable obligations or liabilities on the seller,

This order is placed subject to: shipment of quantities, qualities and prices indicated on the face; all conditions and instructions of this
order and of the proposal on which it is based. The University will allow a 10% varlance In quantity and/or price as acceptable condi-
tions.

Uniess shipment can be made within 10 days, acknowledgement must be submitted,

Authorization to make any changes in this order must be given in writing by the North Carolina State University Purchasing Department.

_Equal Opportunity Employment Statement: The non discrimination clause contained in Section 202 Executive Order 11240, as
Amended by Executive Order 11375, relative to Equal Employment Opportunity for all persons without regard to race, color, re-
ligion, sex or naticnal tigin, and the implementing rules and regulations prescribed by the Secretary of Labor, are incorporated herein,

SHIPPING

Each shipment must be shipped to address and marked to the attention of the individual indicated on the face of this order, labeled plain-
ly with our Order Number and showing gross, tare and weight,

Unless otherwise indicated on the face of order, all shipments must be Transportation Charges Prepaid. If shipped collect, shipment sub-
ject to refusal.

Complete packing list must accompany each shipment,

In casss where materials are shipped against this order by partles other than yourselves, shipper must be instructed to show our Order
Number on all packages and shipping manifests to insure prompt fdentification and payment of invoices.

Materials received in excess of the allowable quantities as specified may be returnediat Shipper’s expense.
\
BILLING AND PAYMENT
Drufts will not be honored,

Five (5) copies of invaice, showing Order Number, terms, routing must be mailed to us on date of shipment,

12 Discounts are to be calculated in accordance with the State of North Carolina discount policies,

i

Direct invoices ta Purchasing Department, Box 5935, Raleigh, North Carolina 27607.

Invoice each shipment separately,

All materials will be subject to aur inspection. If defective, they will be returned at Vendor's egpense. We reserve the right to cancel
this order if goods are not delivered in specified time.

THE UNIVERSITY WILL NOT BE RESPONSIBLE FOR GOODS DELIVERED WITHOUT WRITTEN ORDER FROM THIS
DEPARTMENT,
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1)

2)

3)

4)

1)

2)

3)

4)

HOME - organization in Raleigh

Housing Oppoytunities Made Equal |
A number of faculty members are participating in this. |
Purpose is to prepare neighborhoods for integregation that is about to occur. |

Raleigh Community Relations Council

This is a creation of the City of Raleigh. One study is the possible establish-
ment of non-profit housing corporations which could purchase property and
redevelop it and make it available to new tenants on possible subsidized

renting basis.

Goals for Raleigh

Housing subcommittee studying strategy for dealing with housing problems

in Raleigh community. Subcommittee had contact through the City of Raleigh
with faculty members to do a housing submarket analysis. This was to look
at current housing demands and problems and project what demands and
problems would be over the next five to ten years. Study has been completed
for housing needs of the community.

ULTRA
Deals with landlord-tenant relationships. New legislation improving the rights

of tenants in this relationship.

Transportation

Senior Transportation in Raleigh - STIR
Study of the needs of elderly and how transportation’ needs might best be met.

Mass Transit Study

Number of faculty served as consultants. This was undertaken over the past
year and was published two months ago. One recommendation was to set up
a transportation authority for Raleigh. Hope to obtain Federal funds for this

WOBOEXYMREKXX within a vear.

Goals for Raleigh set up a transportation committee to look at the Voorhees
Study and also some short term solutions to help solve transportation problems.

Developing a proposal for the study of Wake County transportation needs for
the transportation poor. These don't have access to get to the various places
they need to get. This is a joint venture between University people, county
people, and city people. A&T serving as consultants to the committee.




