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FO REWARD

North Carolina State University's (NCSU) Affirmative Action Plan

includes the three-year period of 1973-44. 1974-75, and 1975-75. The

data included on the Exempt from the Personnel Act (EPA) faculty and EPA

nonfeculty are taken from the latest update computer print-out as of June.

1973. The computer update on EPA faculty and EPA nonfacult'y ie'completed

annually in lune.

Data on the Subject to the Personnel Act (SPA) personnel are updated

as of October. 1973. information on SPA employees is updated several

time'seaoh year since the employment profile changes throughout the year.

In contrast. clata on EPA faculty and EPA nonfaculty normally have the

l greatest change in IulyandAugust each year Just prior to the beginning

’ of the fall semester.

In the luture the EPA faculty. EPA nonfaculty. and SPA personnel data

will be effective as of June eachyear.
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I.

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 gives approval to our plan, a summary of it will be distributed 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:

- ' ‘ 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 fennel 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 result. of this self-examination and. setting of

goals and timetables within the various units. it is believed a more thorough

comprehension it. 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 the plan.‘

The 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 '1’ . Caldwell
Chancellor
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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:
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NORTH CAROLINA STATE UNIVERSITY

P. O. Box 5067, RALEIGH, N. C. 27607
OFFICE OF THE Pnovosr AND 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 .

W/fifl
William H. Simpson
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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 113 _C_ogl_e_ of The University of North Carolina, North Carolina State
University is committed, without reservation, to the principle that employees shall
be identified initially and thereafterdifferentiated 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

C



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 whetherany individual or class has been or is
being affected adversely, contrary to the principle ofequal 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

I 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 disciplinary action. ,

Commitment to increasing Employment Opportunity. North Carolina State
University is committed to the elimination 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 uniustifiably the employment opportunities of
‘ women and members oi minority groups. in both the public and private sectors
or employment. in order to enhance significantly and promptly the employment

' opportunities oi those who have suffered disadvantage in the past. it is
I . necessary to domore than simply insure nondiscriminatory employment practices.
Where there is reasonable evidence that members 02 a particular class have

g been underrepresented or under-utilised Within areas of the stair complement.

5' specific seals and timetables desioned to remedy that underrepresentation

'havebeenestablished. . _ _ - ..I.
.Asan institution which seeks to encourage excellence in all areas oi

endeavor. a university must with integrity maintain high standards- in the
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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 ofrace, 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 available appointments, positions, and promotions.

s. 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 affirmative action planning units
>were identified: 4

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 f
Library » '
Office of Business Affairs-

. University Extension »
Special Units

Each unit was asked to establish a planning committee which was to develop I » .
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 NGSU.

\: .



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 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. William 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 is accepted by all involved at the University. '

* EPA Nonfaculty - employees exempt from State Personnel Act without
‘ ' faculty rank (Brampie: Librarian) .. ‘

EPA Faculty - employees exempt from State Personnel Act with faculty
rank (Example: Assistant Fastener)

SPA - smpldyees subject to the State Personnel Act (Example: Secretary)





II.

REAFPIRMATION OF EEO POLICY AND
DEVELOPMENT OF PLAN

EQUAL EMPLOYMENT OPPO RI'UNITY_ 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 polibies and practices .

Second, the University must undertake positive efforts designed tofip eliminate

Wimpediments to the full utilization of women and members of

minority groups within the employee complement,W”W

whether such impediments are the product/cgfiiécriminatory practice or intent.

Wfiis type of affirmative effort must address any demonstrated

past underrepresentation or undemtilization of women or members of minority groups .

Commitment to Nondiscriminatory Policies and Practices . In accordance with

Section 103 ofmm 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. TWity( it;as, ~
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indefens ble d in nsist w the p uit of o nizational excellence.

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, (S) 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. I

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 racemrcolor‘g 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
; . wfmaflemem— ? _

responsibility and authority in the area of personnelgelationsjwho 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

disciplinary action. C 3N“MMMW]

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 staff 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 net-essary to do more than simply

insure nondiscriminatory employment practices. Whizr‘e there is reasonable evidence

that members of a particular 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 musE maiztin high standards in the evaluation of employees

and prospective employees.1t must also apply those standards fairly and con—

sistently. Thus,-the conscientious search for and effort to employ additional women

and members of minority groups pursuant to established goals anld 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, py-gualified members of previously underrepresented
/«3 7

groups , for available positions ,Egppointmentg 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

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

' ‘ A
follow the regular patterns of organization and administration. Accordingly,-'en

November)( 1972, the following affirmative 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
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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
I» Cowbwvmw +916 dew“?3mm a“:

applicable to that unit. When—combined with; general statement on policy and

<0procedure these plans constitute the affirmative gbtion 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
yams-arm

for administration of the plan on the existing :tructure‘. 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.
4/

The gentral administration 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 as contrasted to staff personnel (SPA), the plan includes separate

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

unfit} 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 DISSEMINA‘I‘ION

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

INTERNAL DISSEMINATION

‘ file. to‘whioh all
employeesxend appli-r , A _ a
cants‘for employment? ' ., - ~ . " , 7' v _ y - ‘i 11;,
shall have access upon ~ ' \ " ‘ —'

A.“on- ,-_L__Lm.nteotnon magma W

1. BBC posters posted Implemented ., ' Continuous Director of _ .3
- throughout campus Personnel. EEO~ .

. on employee infor- " , ; Officer is a “*2
mational bulletin - , , ‘ . . a ‘f
boards - ' “i

2. Post summary of pro- Date plan approved , Continuous ' EEO Officer- .71,
visions of plan on by HEW - - ' ‘
employee informational , . ,
bulletin boards 3

3 . Maintain copies of , ' Date plan approved ' Continuous EEO‘Oflicer
full text of plan on " ‘ , by HEW . f".-

\ request ‘ _ . .

\ a, - '. 4. BBC statement inm Implemented ‘ , Immediate, EEO Officer; .‘ 5 I :5

l 5'. Periodic memorands to, n Continuous. I immediate?» BBQQmoer ' ‘ \g' “
“Mute i .‘ * “ « “ V ”‘3'

"'6. Discussion and review of“ Implemented; I ‘9‘ 4 - i Annual
affirmative action plan ‘ i i
with Deans.” directors. ‘ r
and department. heads



Action Date of Initiation Schedule Responsibility

7. Annual review of plan Within 30 days Annual ' EEO Officer
and progress with
administration

8.‘ Review of affirmative First General Annual Chancellor
action plan with General Faculty meeting after
Faculty - approval by HEW

9 . Review of affirmative First Faculty Annual V EEO Officer.
action plan with Faculty Senate meeting after ' '
Senate . ‘ approval by HEW

10 . Review of affirmative First Student Annual ‘ EEO Officer
action plan with Student Government meeting ‘ _ ‘
Government , after approval by

' HEW

ll . Discussion of plan and Implemented Continuous Director of
pane}! in now SPA , ~ \ Personnel, EEO
employee orientation » ' Officer
sessions - '

12." Summary of plan published Within 30 days ‘ ~ Annual , EEO Officer
for faculty and staff after approval by ‘

' HEW .

’ , 13‘. Discussion of plan With implemented Continuous EEO Officer .
, appropriate university - '
committees ; ‘ I

‘ i4; Furnish summary of plan ‘Within. 30 days Continuous EEO Officer
to all supervisory person- after approval by
nel forcommunication to HEW
all present and prospective
employees

is. EEO statement included implemented ' ‘ Continuous Director of
1- “on application routine ‘ i . hirersonnel

' ’ sheets sent with appli- ‘ ‘-
, cation forms y ,

' ,16. E80 statement included Implemented Continuous ‘pirector of
, on notices of campus Personnel. EEO

‘ vacancies _ p ' _ g . , Officer



Action . Date of Initiation Schedule Responsibility

1?. Publicize EEO develop- Immediate Continuous. EEO Officer
ments. progress reports as period-'
in campus publications ’ ‘ ically warranted

18. Provide access to Immediate I Continuous. EEO Officer
all employees for at request
private counseling . of affected
concerning problems ‘ employee
related to EEO

EXTERNAL DISSEMINATION

l. EEO policy statement Implemented ‘ Continuous Dean of Student
‘ included on all recruit-i Affairs. Director

ment material and adver— . ‘ of Personnel, EEO
tisements for students. ~ _ Officer ‘
staff , and faculty ' , -

‘2. EEO statement included Implemented Continuous Vice Chancellor
on purchase orders. ‘ y for Finance and
contracts, etc., as " \ Business
required by Executive ' ' -
Order 11246

3. Publicize adoption and Within 30 days 1 . Continuous EEO Officer
- contents of plan in public . after approval by
press and in office ' HEW
publications distributed
externally .

4. . National and ”clonal . Within 30 days - \ EEO Officer
minority and women's after approval by ‘ '
organizations. institu- , HEW -

_ tions, and groups '
informed by letter of
EEO policy

_ 5. Provide written notifi- Within 30 days ' EEO Officer
l . cation of plan and basic after approval by ' '

contents to public and ‘ HEW -
i ' ' privateorpanisations
[ . _, interested in employ-_



Action ‘

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,
etc. . relating to EEO
objectives. in public
press and in office
publications distributed
externally.

Date of Initiation Schedule Res onsibili

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 VlCE-CHANCELLOR
HOLLADAY L

flldwell Ianuary 15
TO: Dr . Kelly
ACTION REQUESTED ON ATTACHED:

Note and Return Please draft reply for my signatureFor your information (return attachments)
("99d "0' fell-1"") Please give me your commentsPlease 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
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POLICY Dl 3:3 EMINATION

The equal employment opportunity policy and this. University's commitment
11 A

to taking positive action is stated in Part 1', Section! above. Specific efforts at

dissemination will be as follows:

Agtion

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

Post summary of pro»
visions of Plan on
employee informational
bulletin boards

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

EEO statement in Faculty
Handbook

Periodic memoranda to
supervisors

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

Annual review of plan
and progress with
administration

Review of affirmative
action plan with General
Faculty

INTERNAL DISSEMINATION

Date of Initiation

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

Schedule

Continuous

Continuous

Continuous

Immediate

Immediate

Annual

Annual

Responsibility

Director of Personnel
EEO Officer

EEO Officer

EEO Officer

EEO Officer

EEO Officer

EEO Officer and
Provost

EEO Officer and
Chancellor

are E E5. -

ChfiMw/M



Action

Review of affirmative
action pm» with Faculty
Senabr '

Review of affirmative
action plan with Student
Government

Discussion of plan and
policy in new SPA
employee orientation
sessions

Summary of plan published
:2 i-n faculty and staff855' . l 8 ll I'

Discussion of plan with
appropriate university
committees

Furnish summary of Plan

-2-

Date of Initiation

First Faculty
Senate meeting after
approval by HEW

First Student
Government meeting
after approval by
HEW

W' bin 0 a
a r l by
E

Implemented

Within 30 days
after approval by
HEW '

Implemented

M» ‘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 office publications
“W

Implemented

Implemented

Immediate

Responsibility

Annual EEO Officer

EEO Officer

Mal

Director of Personne
and EEO Officer

Continuous

W

EEO Officer

EEO OfficerContinuou s

Continuou s EEO Officer

Continuous Director of Personne

Director of Personnel
and EEO Officer

C ontinuous

Continuous , EEO Officer
as periodi-
cally warranted



Action Date of Initiation §ch_edule Responsibility

. Provide access to . Immediate Continuous, EEO Officer
all employees for at request
private counseling of affected
concerning problems employee
related to EEO '

EXTERNAL DISSEMINATION

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

[Incor orate e ual Co\t{u0us EC Officer
Oppo nity c ause on a -. ~
all lett head tatio ery

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

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

Provide written notification Within 30 days EEO Officer
of Plan and basic contents afterapproval '
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

SUbCOI’ltI‘JCIOTS , vendors ,
and suppliers notified in
writing of EEO policy

Publicize EEO progress,
appointments of new
personnel, promotions ,
etc. , relating to EEO
objectives, in public
press and in office
publications distributed
externally

Date of Initiation

Implemented

Immediate

_S__ci:edu le

Continuous

Continuous ,
as periodi—

Responsibility

Vice Chancellor
for Finance and
Business

EEO Officer

cally warranted



IV.

GENERAL RESPONSIBILITY FOR
IMPLEMENTATION OF THE PLAN

Two basic levels of responsibility 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 responsibility is assigned to the planning "unit" level. Each unit's
method oi implementation and delegation of authority and responsibility is
described in the unit's plan. The following paragraphs deal with responsibility

at the campus-wide level. i
In the fall of 1973, the Chancellor designated Mr. William H. Simpson

Equal Employment Opportunity Officer for North Carolina State University.
Responsibilities 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) assist .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

(1) measure effectiveness at the University's programs

(ii) indicate need for remedial action ,
(iii) determine the degree to which the University's goals

, , and objectives have been attain a |
'(4) , serve as liaison between the University and enforcement agencies

t'i (5) serve as liaison when appropriate between the University and

minority organisations . Women's organisations and community

action groups concerned with employment opportunities of

minorities and women m '
l6) new management informed of latest significant developments ;

lllllllll.‘y



(b)

in the entire equal opportunity area.
line responsibilities include but not limited tothe following:

(1)

(2)

(3)

1 <4)

(5)
(5)

(7)

assistance in the identification of problem areas and establish-
ment of local and unit goals and objectives I
periodic audit of training programs. hiring and promotion
patterns to recommend procedures to facilitate the attainment
of goals and objectives _ I
regular discussions with Deans, department heads. directors.
and employees to be certain the University's policies are '
being followed ‘ l . ‘ p
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 periodic audit to insure that
(1) posters are properly displayed
(ii) all facilities which the University maintains for use and

benefit of the employees are in fact desegregated. both
in policy and use: and to insurethattacilities' such as
dormitories. locker rooms. and rest rooms are comparable
for both sexes " - . ‘ ' .

(iii) 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 their 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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GENERAL RESPONSIBILITY FOR
IMPLEMENTATION OF THE PLAN

WGFIO 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 angthas geen delegated to the Equal Employment
~ in!

Opportunity Officer (EEO Officer). Another level of responsibility t the planning
1/

'\ unit level. Each unit's method of implementation and delegation of authority and

responsibility 15% 93-92 unit's plan. TWJealp w:it; responsibility

at the campUs-wide lefisl. ! s a W

In the fall of 1973, Mr. William H. SimpsonMalEmployment
4

Opportunity Officer for North Carolina State University. Responsibilities EEO

Officer include the following activities:

(a) istance in developing policy Statements, affirmative action
_ .__——— _

programs , and internal and external communication techniques .

(1) assisting in the identification or problem areas

(2) \Assisti-ng line management in arriving at solutions to problems

(3) \Qesigni-ng and implementigg audit and reporting system that will

(1) measure effectiveness of the University's programs

(11) indicate need for remedial action

(iii) determine the degree to which the University's goals and

objectives have been attained

(4) serve as liaison between the University and enforcement agencies

(5) serve as liaison when appropriate between the University and minority

5‘ organizations, women's organizations and community action groups
\

or} , concerned with employment opportunities of minorities and women
l



Pine responsibilities include, butfifnot limited to, the following:

(1) ,nssistance 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
M“?
to recommend procedures to facilitate the attainment of goals and

objectives

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

and employees to be certain the University' 3 policies are being followed

(4) _ periodic review offi‘transfers and promotions to insure that these

are based on qualifications to insure that minorities and women are

‘ given full consideration .

(5) encourage careercounseling for all emplbyees

.(6) encourage periodic audit to insure that each—lam

W

,(1) posters are properly displayed

(ii) 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

(iii) 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) omen-sage supervisors ”understand 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 Wptevent harassment

of employee; placed through affirmative action efforts)when such

action’ave appropriate .



v.

, ANALYSIS OF UTILIZATION AND
IDENTIFICATION OF PROBLEM AREAS

)1. 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 . ,1

In Ianuary. 1971 , HEW initiated a compliance review which culminated

in a visit to the campus during the fall of 1971 . In preparation for this review.

NCSU 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 degreeearned. These reports have served as the basis for

utilization analyses. Copies of the computer print-out have been. furnished HEW

and are' availableito 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 331;Mm,
Chapter 7. page 27, Recommendation 8.)

3. EPA pansonnsx.

W.Tables 1a and lb summarize the distribution
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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

A 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 where there are five minority professors and eight minority
associate professors and two female professors and five female associate
professors. The wide variation of utilization among planning units reflects
availability rather than patterns of discrimination at NCSU. The clustering
of females and minorities 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 .

Becruitmegt, Promotion. §a1 g, and gogditions of Work. Records
that. allow numerical analysis of EPA recruitment procedures in the past do
not exist. This situation 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 en 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 weighed which cannot be.
read into the data. Nevertheless. it is clear that in the past it has taken I
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 slightllyzpossihle
discrimination against females in the past. ‘

Criteria 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 illustration 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 senior faculty

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

0) Associate Professor - anlelected 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-

l



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. m. . a department decides it will fill an associate
professorship in a particular speciality and then begins to consider. individuals.
The minimum requirements are stated in the {acuity Handbggg. The following
factors are considered in making a specific offer:

a) must meet the need of the departmentxin terms of scholarly competence
. and interest I

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

I sponsor or director of dissertation '
h) recommendations
1) publications. quality of publications counted ‘
J) \ evidence of ability to participate in Joint research projects
it) evidence of interest in and ability for public serviceand extension

activities _
l), 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
c) ‘ service to department, School. and University
d) service to community. State. and Nation
a): need to redress imbalances
i) receipt of other offers i
q) market‘conditions fora particular field
h) cost of living"
i) history of past increases
1) general overall performance
It) interpersonal relationships .
.‘Worltload 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 oi’othe‘r 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. 812A renown. ,

V .' Theplacement of

'- Bu employees throughout the campus dependsupon vacancies’at any particular .

time. 'i'he referral of qualified candidates ismade withoutmm to race or sex.

. . , selection of the appropriate individual is made by the hirins offieiai. As noted

, x ' f . , elsewhere in this report. units needing help in receiitihs minority dr female ‘

, ., applicants will be given special consideration throughremitment Efforts oithe

I . V Division oi PersenneiServices.
.\

Cf.



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 1c (race) and 2c (sex). Comparing these figures with
availability data on the work force for Wake county (area designated as primary
recruiting area for SPA personnel, see Appendix A), one can readily see some
disparity in the SPA work force as it pertains to these nine categories. Each
of the unit plans, which altogether encompass the total NCSU Affirmative Action
Plan. addresses these deficiencies and attempts to establish goals and time-
tables to correct any deficiencies 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 $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 white males. L

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

Housekeeping foreman
Mail clerk ‘
Housekeeping supervisor.



Iob classifications in which there are five or more whites-zandnnominorities
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 ,1, 1973, until
October 1. 1973 (date of most recent computer print-out liSting all SPA
positions by BBC 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

A. METHODS OF ANALYSIS

Systematic analysis of potential problem areas related to equal opportunity
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on e NOSU campus began in the fall of 1970 with'a study of the salary of female
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analysisiadjustments were made in the salaries of several women and the review

process has continued on an annual basis.

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,

NCSU 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,
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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
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groups should be encouraged and expanded.
A (North CarolinaState University Self Study Report,

8 EFF) $26.13;)va Eggpter 7., page 27, Recommendation 8.). .~
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Tables 5Q Maggi; 34 contain salary comparisons by race/\and sex/Tm

for selected academiagpar‘tments. .The‘data reveal no salary discrimination by

ould ens re t at discrimi a ion in pro does 'not oc r.
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discrimination against females .m‘.*-race, but they do ref quligh

A comparison of promotion rates forgthe various academic ranks by race and
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sex '_ that in the past women mayhave been iscriminatMagasnct in

promotions . This conclusion must W/e'mative because gumemus

intangible factors
. r .. A4475" '‘4 the data. Nevertheless, it. is clear that in the past it has

taken females longer to gain promotion than men. Tablefl summarizes the data

for\:9epartments’ with significant numbers of Women.

Criteria for each rank as well as University policy on academic freedom and

tenure, leave and other benefits are explained in the-Bonny Handbook. This hand-

book 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
£06009 flow

the departmental level with reviews by the Dean and Provost.fl /l
' "K.

As an illustration of the complexity of blue decisionscéfiéeming initial employ-

ment and promotion, the following outline misses-cues the major factors which the

University identifies in'mthe decisions .

W.The dipagment head is responsible for '
“it“ "‘ _

the initial effective recommendation‘ Depending upon the organization of the

department, the departmenthefad. may consult as follows:

a) Instructor - N6 one "
' a personnel committee

the entire department
the senior faculty-f

b) Assistant Professor. - an elected or‘.appointed search committee
the entire" department

' a personnel (Committee
the ,senio'rI-faCulty.

0) Associate Professor - an elected or appointed search committee
theentire department
a personnel committee
the senior faculty

d) , Professor - i 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 and4 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

’%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
m o. er*\3-\°~‘r swdehhr

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

and then begins to consider individuals.

W. The minimum requirements are these in the Faculty Handbook.

The following factors are considered in making a specific offer:., thuflwé 1’)“: "with! 5,,“wwwan
evidence of ability and interest in teaching

evidence of potential contributions to scholarship and research

experience I

market conditions for discipline specialty

salaries in the department '

quality of educational background—source of highest degree and

sponsor or director of dissertation

recommendations ' ‘

publ‘lications including qualityWW‘

evidence of ability to participate in joint research projects

evidence of interest in and ability for public service and extension

activities

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.

- .1... There is no Mire-var 2'

Wan 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

0) service to fipartment, School, and University

d) service to community, state and'nation V

e) need to redress imbalances

f) receipt of other offers

9) market conditions for a particular field

h) cost of living

1) history of past increases

j) general overall performance

k); interpersonal relationships. .

Workload for faculty isnormally 12 credit hours of undergradu te teaching

per semestgr, . .I _ -, . ing a- -tamurses’aad—othe; %\
I

academic dui s V oepart perm)lInessence g2

workload is adjusted on an individual basis/l here does not appear to be any

" evidence of discrimination on the basis of race or sex in thisW' CSU.

('W')
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D Placement, Promotion! Salary, and Conditions of Work -W. .The

placement of SPA employees throughout the campus depends upon vacancies at

any particular time. The referralyof 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 aVa'ilable

for audit to determine if promotions are being given in keeping with equal employ-
;fifl ‘32 1' ‘ment concepts. A: 3%" w1.0 ‘ P4," ‘--.a... . .. -l...
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North Carolina State Univ rsity
Raleigh, Norttharolfna

Periodic Visftati n
March 25-28,\19 3

Visiting Committee:

E. G. Roberts
Walter B. Calhoun
Charles F. Eno
Luther P. Anderson

F. Jay Taylor
John Algeo
Ernest L. weiser
Alex B. Lacy, Jr
Chauncey Goodch d
Bernard P. Sag
D. Alan Willi
R. H. Whiteh ad

Charles Burchard
Milton L. Ferguson
Thomas E. Stelson

W. Denney Freeston, Jr.
0. B. Garrison
Glenn A. Goerke
Robert H. Scott
John Barcroft
William P. Flatt
Virgil Orr, Chairman
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the University «.nd sintv- j; employees prrxgr m .2 .;, a .2 - it“ .' .1191):

according tr; prudeter'mined p0 salary and ctnei awn-'11:. inn.1 lit»; 11.: notéfi : ,

problem. The; prob :.1 appears to be the undt-rutilizati'n; «1 minorities and

women in certain employment categories.

WM’B IDENTIFICATION OF PROBLEM AREAS. ,~ _ 7H _/,__,___’,——~M-_...

Each SPA position, which currently numbers some 2 ,OUU, has been assigned

categ ries indicated-in the {LO—1 report. -I
by sex and race to one of the nine -l)

_ _ ,_.__V. ,/ [Md HWWJiLQW—H. -.
This data is also shown in percentage figures/1, Comparing these figures with avail-

Ste.
recruiting area for SPA personnel), one can readily see so

' ability data on the workforce for Wakengounty (area desig Hated as: primary

:1 disparity in the SPA ‘

workforce as it pertains to these nine categories. Each of the unit plans’whichM

encompam the total N’CSU affirmative fiction plan)addresses these deficiencies

and attempts to establish goals and timetables to correct any deficiencies noted.

Another moth d of identifying problem areas is to analyze SPA job classifi-

cations in terms of racial and sexual mix. Currently ,‘I 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-b-lu-e‘k; 12:0 lei-eat 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
V V

white males . W
M“

Job classifications in which there are five or more blah-s and no whites

are as follows:



Housekeeping foreman
Mail clerk
Housekeeping supervisor

”Lafiafllécézaj
Job classifications in which there are five or more whiteQand no 3%66E3'

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 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 .‘

n) and Grounds Foreman We).



VI.

DEVELOPMENT AND EXECUTION OP
CORRECTIVE AND REMEDIAL PROGRAMS

A. EPA PERSONNEL - g

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 Table l ondoctoral degrees
awarded in fields emphasized at NCSU provides an approach to assessing the
availability of faculty. . ,

There are no comparable data on minorities. All discussionabout avail-
ability must be based on estimates which suggest that although about one to
two percent of doctorates are held by minorities. great variationappears 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. 4 , '

Table 3 provides a more detailed review of females awarded dpctorates
nationally 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 true also for minorities although systematic detailed data are not
available. \‘

Another method of determining availability is to use census datat Table 4
summarizes pertinent information for North Carolina and reveals that theproblem
that exists on a national level exists also at the State level. ,\ ,

3



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 graduate

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 increased outset-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 wayof 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 andwomen inArdbitechwe
Landscape Architecture. and Product Design. the three depart-
ments that make up the School of Design. seriously affects the
potential pool for recruiting faculty. [in example that of the

a 33. 000 registered architects in this country. it is estimated
aboutfour percent are women and no percent minority . The total
membership of the American Institute of Architects (MA) is around

_ 24 000. Women constitute about 1.2 percent of these and minorities
about 1 percent. . i a . z

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

‘ "‘”"-M‘.‘1 ’ v, , ,.l: .' ‘1 JJ“ “I. ;'- '.-' ‘ i V» ’i' _ w “‘ F". . s ,1“ . . .“l"‘lv - 33 's” i ‘ e.‘ I». f‘, ’34. j .1, .H. l :1.1 _ ';.‘lt"r:.': 3.‘ H : : f 1
first;i:- xretchemfishw 1;» ' it “*



Data on availability in the School of Liberal Arts varies from
some thirty percent in languages to less than four percent im religion.
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 addition to physical or quantitative availability, other factors must

be considered in determining whether NCSU can reasonably expect that it
can attract such potential faculty. Pitst, in disciplines where few female
or minority faculty are available. factors such as academic reputation of
the institution and salary emergemore importantly in considerations to the
potential employee. AsAAUP figures show, NCSU is unfortunately not among
national leaders in salary or compensation. Further, the ACE BM 91 Graduate
gducation in standard disciplines does not give NCSU highest academic prestige.
Thus. it is not at all certain that this Campus can attract its 232. at; 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 personnel.
General economic uncertainty in the nation is reflectedin several aspects of i
university life and no campus. can be sure of even a standstill budget.

Availability Compared with Presentvtilization. 'l‘able 6 provides a
comparison between availability and utilization of minorities and female faculty
in the eight Schools of NCSU. This data was developed by‘combining the
availability for the various 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 utilisation rate for female



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

that the NCSU 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 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

recruitmentefforts find more qualified women engineers, foresters. and textile

scientists. .
W. 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 female faculty. More detailed 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

were requested to examine 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 "good-faith"

effort. and it is what we understand the expression means to l-IEW as well. This

kind of good faith effort has been the base of our planning. x

MW- In addition to numerical can: for employ-

ment of EPA personnel. other elements have been given special attention as

indicated in the following paragraphs. ‘



ggcruitment 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
application* by minorities and females

- A 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.

_ . , f ' _ l - 1 : . 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 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 and such recruitment is considered a major element of our goals .

Simultaneously it will improve the national picture. '

W. 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 policy. A copy of the policy is. included as Appendix B. if
W.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 oneindividual 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

'. recognises 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 maybe ralatad to sex discrim-

ination.
W. N. 0. State University has anestablished grievance

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

W, it has already been used to hear one grievance related to sex

, discrimination. In addition to this grievance procedure. several unitaffirmative

action plans provide for a process of handling grievances throuch the uni?- equal

opportunity officer or committee. - ‘ l.
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[as much by type of position as does EPA availability by academicdiscipline.

Unit Plans. The core and heart of this Affirmative. Action Plan are the
individual unit’plans which reveal a variety 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 flork {‘0ng 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 neither ,
minorities nor females appear to be available in significant numbers. ‘ If these A
data are typical. then NCSU should expect to encounter difficultysin locating

'- minorities and females qualified for many of its SPA classifications in agriculture.
the sciences. and engineering. Tables 9 and 10 provide a framework for assessing
availability of potential SPA personnel locally. . V

Although minorities are estimated to comprise about 19 percent of the‘worlt
,, force in Wake County. the information in Tables 9 and lo suggests that the ‘ , " {5
qualified workers in every job category who are minorities do not represent 19
percent of the work force in each category . Availability at the SPA level varies

WWTable 1! summarizes Present
utilisation and goals for utilisation ofSPA. employees in each planningunit by
race and sex. The table reveals that for the University as a whole our goals. 7
if attained. would result in an increase of 4 percent of minority and 0.2 percent ’
of female SPA employees over thenext three years. Further details concerning ‘ ( g
the goals are contained in eachunit's plan. -» ~ . ‘ .g l , ‘ r i v

I



W. 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
utilise 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.

W993 Wilts Ln...“6! 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 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 Difictor. 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 lob
experience will be considered in filling
of vacancies.



Affirmative Action

Publication and notification to all
staff employees of training programs
(both formal and O-I-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-
prlate, 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 underutilizetion 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. 7

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.

Wm

Training Officer

Training Officer

Director. Division .
of Personnel Services ,

Vice Chancellor for
Finance and Business

Director. Division, ‘
of Personnel Services

Director. Division I
of Personnel Services

Tame; Date

On an as needed
basis

Continuing

Continuing

Continuing

2 Effective imme-
diately and
continuing

Continuing
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flimgtive Agtion Besponsibility Target Date

A comprehensive recruitment program Director. Division Effective imme-
will be expanded and implemented as of Personnel Services diately
designed specifically to attract minority
group members and women. and will
include the following activities:

a. Increase cn—campus recruitment
activity at predominantly black
colleges and universities to
recruit research technicians. and
at predominantly female colleges
and universities to recruit females.

is. Increasevadvertisements in media
with predominantly hi1ndrity.;c1rcutation
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 recmitment do
not exist. 0.3,. negative attitudes of
the interviewer. assumptions about
applicants' interest and presumptions
of employment stability. and referral
procedures that tend to channel
apvlicants to Jobs'that are thought of
as ”female" jobs. "male” jobs. and
”minority" jobs).

Monitor departmental selection. pm- Director. Division Continuing
motion. demotion. transfer. of Personnel Services ~
disciplinary and layoff practices .
through internaiaudit and reporting
IYItOMs -



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
policies and procedures (ile, . location
and posting of "Personnel Notes" and
BBC 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
available to them. '

With the goal of increasing job perfor- Training Officer,
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 , p

Target Date

Continuing

Immediate and

Within 30 days _
after approval by HEW

Continuing
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Affirmative Action Resmnsibility 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.

'38?

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 formalized a
procedure to insure that female and minority applicants are given due
consideration in filling vacancies. The basic mechanismused 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 brought to the attention of the
University Equal Employment Opportunity Officer for adminidtra’tive attention. in
addition. through a memorandum. the Chancellor has required all vacancies to be
listed with the Division of Personnel Services and all advertising to be placed by
that office. A. copy of this directive is attachedas Appendix D. In order to

prayide opportunities for upward mobility for females and minorities already on
campus. it has been for several years ncsv'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.fl 'i'he Division afiersonnei
‘ i y

R,
f :y 7



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 staff 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 andfemales 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 positive action already taken and .
continuing .

W

Place recruitment advertising with
newspapers having predominantly
minority or female circulation. All
advertisements to include tagline
”An Equal Opportunity Employer."

Maintain close working relationships
with officers of various community
manpower programs including wum .
(Work Incentive Program) , Wake

Bespongibility 7

Director. Division of
Personnel Services

Director. Division of
Personnel Services

g .

legat ate

Continuing

Continuing
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gfimative 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
workingrelationships 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 vacancies ‘ a ‘ Director, Division of Continuing
through Waite Opportunities Manpower Personnel Services ' .
Pilot Fromm throughout the local
minority community.

Verbally reaffirm periodically our, . ' Director. Division of Continuing
interest in employing minoritie' to t Personnel Services
current recruitment sources in; uéiinq .
Employment Security Commission. '
Cities 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 new than)? creating a pool of talent from which campus units may '

remit to reach stated goals. in addition. the upward mobility oi females and
‘ .
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minority members already on campus should be stimulated by these processes.
I 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.

Grievance Procedure. Staff employees have a grievance procedure available
to them which is described in Appendix F.



VI.

DEVELOPMENT AND EXECUTION OF
CORRECTIVE AND REMEDIAL PROGRAMS

A. EPA WRERSWNEL.

Availability. The cornerstone of affirmative action planning is knowledge

of availability upon which goals can be based. Special attention has been given

to developingm, 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-
T}. (1

view of problem of availability that ave reflected herein in great detail.
I vaavu‘y
Since faculty recruitment at North Carolina State" is conducted on a

national basis and since the doctorate or its equivalent remains a basic require-
)AQT‘Afl‘ q.— NWWJ‘WWJUK

ment for faculty appointment a—review-ofata on doctoral degrees awarded“

provides Waxingavailability {ffacultyu

TABLE ~ /
,//

Doctor' 5 Degrees Awarded in elected Disciplines in theU/1i/ted States by Sex,
/1961-6 through 1970-71 /

/
/

Tefiear . / Total %
Discipline Total f ' Female

,/
Agriculture 5, 552 / 131

. /
Biological Sciences 23, 47Q/ \\ 3,337

Engineering ‘ 24,,948 c ' 123

Mathematics , /,. " 8,492 578

Physical Sciences .. .‘ f 32,449 1, 591

‘ Social Sciences I 3 25. Q53 ' \I 3, 000

Source: Office of Education, Bureau of Higher Education



W
There )5 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 bags, there-appears—ee-be great variationW

among disciplines, as Table & shows.

TABLE V2.2...\\\\
Distribution of Black Ph.D.'s by Discipline, 1969

(Results of FordTo\undation Survey with 1 , 096 respondents)
\ '/'/y\ /

Number, Percent

Education ' \\ 29

Social Sciences , I 26

Biological Sciences 13

Humanities 12

Physical Sciences ‘ , 12

Other (Agriculture, Busines
Engineering, Home Econo cs,
Religion)

Total . fl '
W\.

Clearly there is a very limited supply of both blades and femal\es in many of the

fields in which this University recruits faculty.

f Table 3 provides a more detailed review of females awarded doctorates

y 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 true’gor Mam-weld although systematic detailed data it not

available. 42;; l ,7; [AK MW

’ I
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TABLE ,’“‘\ 7

' LwWa - W \
*Number of Bachelor's Degrees Awarded in Selected Disciplines 'n North Carolina

by Race* and Sex, 1968-69, 1969-70, 1970-71,‘and 197 -72 ,

1968-69 1969-70 1970-71.,1‘11971-72

\

Agriculture Total 106 101 212 a 222
Black ‘_ 17 13 6 11
Female ' 1 6 1 1 13

Biological Sciences Total“; 788 863 .
Black 129 133,2
Female 274 318

Engineering Total 754
Black ' \ 28
Female . . 4

Mathematics Total 818/. 4
Black ,5’8
Female /370

Physical Sciences Total ,1/ 555
Black 38
Female 87

Social Sciences T tal 3968'
Black 525
Fema e 1391

Source: Statistical Abstract of lilgher Education Q\North Carolina, 1969-70,
1970-71, 1971-72, 1972-73. '

\
vailability ,. - - n certain of these spec/

b2 orblac s

. .ta is not available.

6%”,



Another method of determining availability is to use census data.

Table 4 summarizes pertinent information for North Carolina and reveals

that vagéme problem that exists on a national level existslaw

at the State level. Thus, w ether t e niversity oks to a nal stat -
, / i

wide m rket,[t faces the s e proble a lack of oten‘tial b ack" 1d fevlale ,

faculty in ma y disci lines. \" '

Closely related to availability of faculty is the question of availability,

of graduate students. Table _t2/__ shows the number of females andm 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 bleak-graduate 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

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 , _
W

to rely more upon in-state students to fill its programs. If few women and blade-s

are available as potential graduate students, it is difficult to hoMpredict

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 theMyrelated to faculty} comments, 0'“(

various Schools offer Confirmation and insight about the problem’.
fill/n)

The relative scarcity of both “5 a d 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
' WW

about four percent are women and no percent bulgeks . The total membership

of the American Institute of Architects(Wmamund 24,000. Women constitute ’

about 1 .2 percent of these and Ms about one percent.
- rapoffi

mThe School of Forest Resourcessoaks—W that

females, blacks and other minorities areMWless
$W¢\p\WNOJ'

than one percentI-iarmoe-t-ei-the professional areas-of the School.

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

percent in languages to less than four percent in religion. W are even more
WWW

scarce. No department has identified\a‘-_,potential black male employee pool larger

than four percent (Physical Education) and sweat departmental estimates approach

zero. ”1- 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 indicates approximately 5.5 percent
mm A Wm? t
“female and one percent Mme e librarians.

In addition to physical or quantitative availability, We other factors

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

it can attract such potential faculty. ‘First, in disciplines where few female or mink
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faculty are available, ' ' ‘ t factors such as
.-' - w.

academic reputation nd salary emerge gig‘ptortangzonsiderations to the potential7 V
employee. As AAUP figures Showwy is unfortunately not among

W
national leaders in salarypr compensation. Further, the ACE Rating 9_f Graduate

1 . u
Education 1 ' does nwhighest

academic prestige. Thus, it is not [(Acertainq hwy-means that this campus can '
M, W I

attract its $93313; share 0 f ales, r basis as a matter of course.

Another factor Wtaken 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 niversity life anmme sure of even a standstill budget.

Availabili Com ared with Present Utilization .’ Table __(_l[_ provides a

comparison between availability and utilization of Mud female faculty in

the eight Schools of NCSU. This data was developed combining the availability

for the various disciplines comprising a School and stating this as a single per-

centage. 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 NCSU com—

posite rate of utilization based on availability should be about half the national

average. Although utilization of females for some plaguing units will be higher,
than. ‘

the campus as a whole will _ ap ear WWI-etc be pre-



dominantly male. Table V 2 shuntsl thaf 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’vzz.‘ ' K

qualified women engineers, foresters, and textile scientists .

§ummary 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

utilizationand go ls for 197 for each pla ning unit by race and sex. The table~
WI ”a”W ' WW

is self-explanatory. 1&7 projects a x" percent increase in the number of blade

faculty and a 3i percent increase in the number of female faculty. More

detailed descriptions of these goals arte""3a7vailab1e in each unit's plan.

In establishing these goals the. planning units were not askedto supply

”pie in the sky" goals which would be impossible to accomplish. Instead units

were requested toW’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,

and it is what we understand the expression means to HEW as well. This hind of
0
\

_ good r effort has been the base of our planning»
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Specific Components of e Plan. In addition toAgoals for employment of

EPA personnel, these-ace other elements which 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 process 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 theirq'recruit'ment efforts which shall summarize the recruitment contacts

for each position filled. AppendixA contains a reporting form which will be

used. f

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

recognizes that one oi-t-he' solution, 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 I

and such recruitment‘is considereg'a major element of our goals“pl-MW”

f3, 1973, the Board of
. :' ‘fli

Negotism Policy. On April Governors of The

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

which extends the permissible employment of close relatives so long as not supervisory

relationship is involved. Faculty and staff have been informed of this new policy.

A copy of the policy is included as Appendix [5 .

Placement, Promotions, and~Sala§y. In order to insure that affirmative

actingfWWW};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. Sta-fie Uni-vast?



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 I

Grievance Procedure. 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 aWof 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& efforts is likely to occur.

B. ' SPAW W188“ NEL-

§PAmm 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 8 which show. production of trained manpower on

a state-wide basis for 1971-72 b; *‘Mz. 303‘3 "Veck‘f‘C-A Wfi‘k‘e‘e‘ #

cammmu) €°\\e~\e: .



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

' /

College Transfer Programs

Tot 1 Female

Agricultural and Natural 8 0
Science
Engineering 20

Mathematics 13

Science " 26

Textiles O

Occupatio a1 Pro rams

Total Female

Agricultural and Biological 208 36
Science Technologies
Engineering and Scien 908 45
Technologies ,/

n /’
Office Technologies 1653

Trades and Industry 2331.
Occrmgtions: . _

Source: Department of Community Colleges

th among ommuni y coll:_e and technical i stir e stu ents er

Csa- ' ,
little terest - 2‘ -. - empv-Isi‘ze by. NCSU , and us a ote a1

so rceoft - .- _ -. -:-. . _ ; i; .-.;-; . __1hedataon

occupational programs which show that except for the office technologies and trade
" l

l and industry vocations neither Wmales appear to be available in

significant numbers. If these data are typical, then NCSU should expect to
1/

encounter *0 difficulty in locatingMd females qualified for many of its
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SPA classifications in agriculture, the sciences , and engineering. Tables ___q____

and _LQ_ provide a framework for assessing availability of potential SPA personnel

locally.

TABLE

1971 Civilian Work For 'e Estimate r Wake County

Total Female
a!# ,0

Total Work Force 118,170 4 .150 ' 42

Employed 115,320 47, 10 41
Unemployed 2,8 l,6 \ 57

_ -__--:.:.~.-.--on--u:-II=D_qI-u.u1.r-

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

in Wake County, the information in Tables {5 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 the SPA level varies as much by

type of position as does EPA availability by academic discipline.

Summary of Goals and Present ytiliggtion. Table 4L 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 a whole our goals, if attained,

- would result in an increase of ' percent ofmn M. percent of female YVA

employees over the next three years. Further details concerning the goals are con-

tained in each unit's plan.‘

Specific flags, In order to help eliminate or revise any policy or practice

Awhich 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 I 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-I-T) available to
upgrade skills.
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Affirmative Action Responsibility Target Date

Training sessions at least twice a year Training Officer Continuing
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 Continuing
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. (5.

Campus policy on nepotism be Vice'Chancellor for ' Continuing
carried ouf according to approved Finance and Business
policy passed by State Personnel
Board.

Each list of referrals made for staff Director, Division Effective imme-
job openings in campus departments of Personnel Services diately and
where apparent underutilization of . continuing
minority and female employees exists
shall include the name of at least one
minority and/or one fem ale candidate
for consideration if such candidates
are available. '

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

A comprehensive recruitment program . Director, Division Effective imme-
will be expanded and implemented as of Personnel Services [diately
designed specifically to attract minority
group members and women, and will
include the following activities:

, a. Increase on—campus recruitment
activity at predominantly black
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Affirmative Action Responsibility

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

increase advertisements in media
with predominantly black circulation
or audiences .

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

Interview, select, and refer in accord- Director, Division
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
motion, demotion, transfer, - 1 of Personnel Servic
disciplinary and layoff practices
through internal audit and reporting
system.

Campus visitation program in which 3 Director, Division
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
BBC 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. '

W

Continuing

Continuing

Continuing

Immediate and
continuing
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Affirmative Action Responsibility

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
available to them.

With the goal of increasing job perfor— Training Officer
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

Target Date

Within 30 days
after approval by HEW

Continuing

ve been taken in,

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

Services. This Elvision has forma re to insure that female and

filling vacancies . The basic \

sheet which accompanies
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Several steps have been taken I. ' centralized control of -
w ovészv 4n. ~ng accessed; mtaa ems ”WNW?"

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 basic 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’ffir" Each unit filling aposition 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 ,

’ Kiln cases where umf‘gc‘tgfit

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

these units will be brought to the attention’of the University Equal Employment
J

Opportunity . icer4 In addition, through a memorandum, the Chancellor has
”a“- 5;“, 5Q Pr :I

required all vacancies to be listed‘h'r the Wei-effice and all advertising to

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

In order to provide opportunitizs for upward mobility 'for than females and

minorities already on campus. it WNCSU'S pong that all staff vacancies

Wbe listed with the Division of Personnel Services-”and posted campus-wide

five work days before outside applicants can be considered. The Division of
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Personnel Services has also encouraged present minority staff members to

Wother 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 if“ staff member to a newly created Employee

Relations/Training Officer for SPA employees . Duties as inc ude :

designing and implementing training programs which wagupward

mobility of minority group members and females who have traditionally

Cl

'2.
been "locked" into low level jobs} He-vd-H-agse function as the Equal

Employment Opportunity Officer for SPA personnel, working closely with

and assisting the University Equal Employment Opportunity Officer.
p\ cums-ca / ' '

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

Place recruitment advertising with
newspapers having predominantly
minority or female circulation. All
advertisements to include tagline
"An Equal Opportunity Employer. "

Maintain close working relationships
with officers of various community
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 {gersonnelW .

On a continuing basis, maintain close
working relationships with local
predominantly black institutions
resulting in the exchanging of
vacancies and subsequent employment
of minorities at North Carolina State
University.

Annually conduct on-campus recruit-
ment at various predominantly
black colleges and universities in
North Carolina .

Periodically mail "status" letters
inviting inactive minority applicants
to re-apply with the University.

Further advertise staff vacancies
through Wake Opportunities Manpower
Pilot Program throughout the local
black community.

Verbally reaffirm periodically our
interest in employing minorities to
current recruitment sources including

- Employment Security Commission,
Office of State Personnel, manpower

Responsibility

Director, Division of
Personnel Services

Director, Division of
Personnel Services

Director, Division of
Personnel Services

Director, Division of
Personnel Services

Director, Division of.
Personnel Services

Director, Division of
Personnel Services

Director, Division of
Personnel Services

Target Date

Continuing

Continuing

Continuing

Continuing

Continuing

Continuing

Continuing
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Affirmative Action Posyion.‘:i}';ility i‘arqot Date

agencies, it .2 “5111055 schools, tech-
nical institutes, and Lion's Club
Industries for the Blind.

Whose plansl recruitment for staff position»; at NW
should‘m‘more female and minority candidates hereby creating a pool of

talent from which campus units may recruit to reach 'r goals. In addition, ‘
1.1"}: .‘u :C ‘gr:

the upprard mobility of females and minority members already on campus should?

beM by these processes.
'\ - . 4. 4 rvrr

Nepotism Policy. For staff persn nnel the State 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 2
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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 9.3.11.9.
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 8)
Application routing sheet SPA Continuous
Job order control sheet SPA Continuous
Applicant register I . 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.

s. FORMAL REPORrS FROM UNIVERSITY arms

_— . This report will be submitted each
‘ June from each of the 13 University units on both EPA and SPA personnel and will
include theriollowing information: a ‘

A " Phineas in meetinq seals and assess 3



- 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 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 facilities 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 programfs effectiVeness and submit
recommendations to help achieve goals.
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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.

M Type of Employee Covered gate

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

Iob 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



FORMAL REPORTS FROM UNIVERSITY UNITS

Affirmative Action Progress Reports . This report will be submitted each

Iune 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.

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 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.
0 I 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 "’ 2013
"Additional required ingredients of affirmative action programs.”

I
60 — 2.13 (h)

”Compliance of personnel policies 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 CPR 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. "
(31;;th ggucagon Guidelines , page 7)

Cumntly this University has a larger proportion of female faculty members
atlower 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 oi experience. prescribed minimum criteria governing assign;-
ment [of rank. as well as availability of salary funds. Although the proposal
of ranlt for any individual originates as a recommendation of the department head

‘ and School Dean. the Provost and Vice Chancellc’rr. who is the chief academic
I 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 01 womenfacuity members at lower

ranks is that more of these appointments have been metals 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 implemegtation of the anti-gepgtigm poligy. Responsibility rests
I 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." i e u on ui e e . page 11)

The/[analysis presented by the Division ofStudent Affairs on rightsand
benefits-salary adequately summarises the other units" appraisal of these points .
The analysis states that for EPA and SPA positions. differentials between men
landwomfen doing the same work is the result of differentials in longevity and/or
judgedgperformance between individuals and is not 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.



"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 facultyz‘also have a projection on these EPA profiles
in 1975-06. 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. lb, and 10 present information on the racial composition: la on
EPA nonfaculty. lb on EPA faculty. and 1c 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 (lune. 19 73) 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'ZUniversity 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 Sciences reports more females than minorities available in the
disciplines taught in that School. The Schoolwith 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 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 con'ected. '



so - 2.23 mm
"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 A
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 StatePersonnel ACt (SPA) . the applicant flow is I
handled by the University 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. and sex has been in effect only since the 1972-73 academic
year.

1 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.

‘ 1 Modern Languages was a department where approximately 50 percent of the ,
applicants were females. In Physical Education ”white male applicants. 18
white females. and I minority male applied for positions. V

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

In the School of Education there were 200 white male. 6 white female. and 1
i minority male applicants for an assistant professor position. In Guidance and

. . Personnel Services. 34 white male applicants. 8 white females. and l 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 l minority male applications for one

assistant professor position. Zoology had 38 white male, 2 white female. and
i 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 cf 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.
Schdol 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? .

53“ whe 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 resume
initially. University forms are not completed until-the candidate has accepted
the position.

60 - 2.23 (a) (3) and (b)(S)
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 functions and duties. The criteria for the various academic
ranks are described in the {faculty 393M (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 the Personnel Act (SPA) position classifications
are specified by the Central Office of State Personnel.

60 - 2.23 (”(3) and (MM
Are tests and other selection techniques validated as required by the
OPCC Order on Employee Testing and other Selection Procedures?

No. rue-employment testing is utilised for Subject to Personnel Act (SPA)
personnel in connection with selection and referral procedures used by the
University Dividion of Personnel Services. In certain circumstances. applicants
are requested to take the shorthand and typing skills tests administered by tho
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. local Employment Security Commission, as required by the OPCC 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. I I

There are no tests p9; §_e_ 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 MB) and (W?)
"Test validation."

The Division of Personnel Services as a general rule does not test
applicants for employment. At certain times typists and stenographe'rs. 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 £86 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 £80
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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 (8M4)
"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 I
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 insured that race and sex
are not factors in such promotiondecisiOns.



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 I
or sex. I

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 assignment" for
one semester at full salary or for one academic yearat half salary. J

All full-time employees with the supervisors 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.

All University units report that there is 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.



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.'1‘.

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

There is no evidence that 513 faggo 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-
fomance ratings remain satisfactory and above. The first three steps are
automatic and are usually given at the end of one-year work intervals.
An employee must have a satisfactory performanceirating 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 eligible 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 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‘pro-g
fessor. 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. . d

All salary increases among EPA employees are administered on merit and
'we are taking steps to con-act differences that exist as the result of past discrimi-
nation on the basis of sex or race. " ~
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6.0 " 2023 (a)(7)
"Apprenticeship programs . "

In order to provide employment opportunities for individuals 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 until such time as minimum qualification requirements are I '
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 i
need arises. . ' .. ' ‘

In addition to trainee arrangements} several positions have been
established in the Physical Plant Divisionand UniversityPrint 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 seat. - '
\
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so - 2.23 (a)(9) and (b)(12) . ' , . a

"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
affirmative action programs. _ '

All personnel in the Division at 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 av‘vare of legislation. executive orders.
and guidelines concerning 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 work force

attitude. For example. in the School of Agriculture and Life Sciences each
department has appointed an individual to nurture and enhance the aims and

purposes or our Affirmative Action Plan. From these individuals the School:
' maintains “Affirmative Action Committee that works with the Dean in the interest

of equal employment opportunities. Similar programs are concerned with the

organisation 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.

' Wont force attitude toward affirmative action is basedon a grass roots '

I ' '1 level from the smallest departments on up. it is intended that a: positive attitude

toward equal opportunities and employment will pemeete the University.
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"All training programs, formal and informal. "

Review of training programs, both formal and informal, does not indicate
that minorities or women are underrepresented.

employees may take finiversity courses (tuition free) to upgrade ‘
knowledge and skills
a superVisory development training program is available to all
supervisors
a high school diploma program is available to eligible employees
without regard to race or sex _
orientation training sessions arelattended 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. "

6.0 - 2.23 (a)(10) and (b)(l4)
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 UniversityfAffirmative
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 anddisseminate
information to their individual Deans and departmental affirmative action
representatives. .

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

L‘EA
- ' unit employment profile
- recruitment reports from units of all prospective hires through the year
- salaryincrease analysis
~ promotion review

- EEO-.1 annual report



- Job Order Control Sheet (indicates Job vacancies and how they are
I finally filled) ‘ g

4 Application Routing Sheet (sent with all referrals. completed and
returned to Personnel Services indicating reasons why applicant was
or was not hired) ‘ . ' h

- 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
- review in analysis of availability

. - I plans for changes in procedure and goals for the next year.

60 - 2.23 (a)(10) and (blilS) ‘ . .
'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 Dapartment of Urban Affairs in
University Extension works regularly with city officials on this problem. The
City'of Raleigh has a RaleighCommunity Relations Council. One focus of this
council is on the establishment of a nonprofit housing corporation which I.
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 purpose of this organization is to help prepare neighborhoods
for integregation that is about to take place.

Cable for Raleigh. still another organization. through its Housing sub-
committee, is studying strategy for dealing with housing problems in Raleigh. '
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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 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.

so ~ 2.23 (a)(10) and (b)(16)
Does laclt of suitable transportation (public or private) to the work place
inhibit minority employment?

Public transportation in the, City of Raleigh is grossly inadequate atrthe ‘
. 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 obstaclesare 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'titne an

' application is being prepared to request Federal funding for improvement of the
- transportation system. One recommendation is to set up a Transportation \
Authiirity for Raleigh. implementation ofthis project wouldgreatly enhance public
transportation in the south side at 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 organisation through its Transportation Committee is

2 also studying the Voorhess Study and any possible short term improvements in
. . H
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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.

I 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.
North Carolina A&T State University. a predominantly black institution. is
serving in a consultative capacity in this project. -

60- 2.23 M00) and (b)(l7)
Are labor unions and subcontractors notified at their responsibilities?

North Caroiina State University has no labor union contracts. All
construction contracts involving Federal funds let by the University include

I 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.

I
60-2. 23 (a)(10) and (blue)

Do purchase orders contain EEO clause?

University purchase orders do contain the equal employment ophcrtunity
clause. .A sample copy is attached.

/' . ‘
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60 - 2.23 (a)(10) and (b)(19)
Are posters on display?

All University units indicate that appropriate equal employment opportunity
posters are appropriately. 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 adoperating Raleigh 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 tothe 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 durino
the 1972-73 academic year. '

NCSU Information Services has had a continuous program of publicizino
minority and female personnel achievements. Releases are senton a reguler l
basis to local and minority news media.

The University Center for Urban Affairs and Community Services at NCSU
has a joint Title 1 grant with North Carolina new State University. The ora'n’t *
provides for technical assistance and training pmorams for minoritymsinusmen.
One staff member from each university is workingthth the Chamher of Commerce
in Raleigh and Greensboro. North Carolina. A ‘ ‘ '

Participation by faculty and staff in efforts to improve housingand local
. transportation for minorities is discussed earlier in this chapter.

I



60 - 2.13

"Additional required ingredients of affirmative action programs. "

60 - 2.13 (h)

"Compliance of personnel policies and practices with the Sex Discrimi-
nation of 4;} CFR Part 60-20."

' M

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

Attached is The University of North Carolina Board of Govemors' 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 fromW

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 them

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 notXXK 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.



%W) (I) "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.

[Lafitte (”cc/44¢. glideM7 /07

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!

are determined on the basis of educational; background other qualifications,
‘ \ % '1 V WI ‘ (Wl

and e§perienc I n criteri

WWn." Although t gaposalzf lank for—ah7

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.
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Attached is The Universitylof North Carolina Board of Governors' stated

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

BEL—“BUS implementatiorlgf meanti-nepotism policy. W esponsi-

bility rests with the Deans, directors, and department heads to exercise common

sense and prudence in avoiding complications which may arise from employing

relativeéln situations where their relationship could produce facoritism, dis—

crimination, or other disrupting phenomena. The Chancellor appointed the

Associate Provost to review for the Unite‘rsity administration the Dean's (or

other unit head's) justification in eachtfgase 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% 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.



NORTH CAROLINA STATE UNIVERSITY AT RALEIGH

Office of the Chancellor

MEMORANDUM

To: Deans, Directors, and Department lieaus

Subject: University Policy Concerning the Concurrent Employment of Relatives

On April 13, 1973, the Board of Governors approved a resolution and a new
policy on the concurrent employment of relatives in EA positions. This new state—
ment supersedes my previous memorandum of April 18, 1968 and 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 entirely 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 twrmates from the merit principle of employment,
and ~

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

WHEREAS, a common policy concerning the employment of
relatives,‘ applicable to personnel practices at all constituent 4
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

bnsistl-zit with the principlv th»: '
tint; ~:;‘.isnecti\w c": ployees shall luv: r xi.
it"il‘ i~:ual merit, azithout referenw t.) «10'

'vrllqi'm'or national origin, or fin, . ' i at- r
lil‘J'Jl‘Jinq va‘w'fltlil professional qualificwzi 1:2” 'm :a- _‘ iTI’1tll.-I('l,
the fi>ll\.1'-‘r'llltj restrictions, desigi‘ted T V ‘ '1- :«liilll’ffi oi
ta‘xoiitir‘izi based on family relationshi,” ‘ ; , ‘ l.‘(*?l”‘;v"‘l aith
respect to institutional personnel who are Bier t to thv State
Pen-ennui Act: ‘

1. Related persons shall not serve concurrently within the
institution ii: any case where one such relativt; mnlt: :gci‘iip‘,‘ .1
position having responsibility for the direct unperviiiit‘nt of the
other relative.

2 . With respect to proposed employment decisions which
would result in the concurrent service of related per'SOY ~. within
the some academic department (or other comparable institutional
subdivisi :. oi employment), a relative may not be. employed if
the professional qualifications of other candidates for the
anllablB 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 pi-rmittm, either individually or as a member of a faculty or
as a naernu r of a committee of a faculty, to participate in the
evaluatioi. i the other relative.

B. Definition of "Related Persons”

The following relationships are sufficiently immediate to
invoke the prohibitions against concurrent service of related
persons: -

Parent and child
Brothers and sisters
Grandparent and grandchild
Aunt and/or uncle and niece and/or nephew
First cousins
Step—parent and step-child
Step-brothers and step—sisters
Husband and wife
Parents-in-law and children-in-law
Brothers-in-law and sisters-in-law
Guardian and wardHH Howm-VmewNH

"(O'h



C. Effective Date

the provisions of this policy shall l~-:
span lively only, with reference to appoint: . , '
the a ;option {late of the policy

duplex/ms subject to the State l’t:rf;mr;r.el Act

With respect to University emplr gxwes who rtI't' subject
to the State Personnel Act, applicable restrictions concerning
the concurrent service of related persons shall be those
adopted by the State Personnel Board

fl. Each Chancellor shall report 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.

CAMPUS IMPLEMENTATION

The inherent 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. I am asking
Assistant Provost .\'m h N. Winstead to review for the University Administration the
Dean's (or other unit -wad's) justification in each case of the prospective EPA
appointment of a relatiw 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,"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

. ' ' '1
Chancellor
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COPY

The University of \orth Carolina
Office of the Pre‘merat
A I.) M If N I .. I “It A _T I V E_ M I}, lvl ( _ ,-_“__,_ k-”

SUBJECT: Ur‘:iw,-xsity Policy Concerning Employment ' l MHER iii
of Related Persons (Anti-Nepotism) i‘I April 47, 1973

Directions t‘loncerninq”Implementation

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

1. Copies of the policy statement, with appropriate explanatory material, are to
be distributed to all University employees who have responsibility and 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 inurees specified in the policy statement, to any incumbent
employee within th« 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, with
Chancellor's written report to the Board of Trustee: shall tre it all case in which
the nepotism que. tion arose during the precedirz.; y“ 1::

a. In all (‘ _ei when" an individual makiw; ‘~‘."li’.:". :iurlicatlwn lur wrngfinyment
was dani; t.- . :ployrent because of the regain r: : the .ttltl-ru~;mtl;~5'1l policy,
the circ u» tazli'v-t hall be set forth; for t :-:f;r:.i>le , (1) tin: t unloyun ht <w;uld
have resulted it: on, relative stupewising run/“2p; , or ( ) at, unrelated wanditlate
had demonstrably superior qualifications:

b In all cases where concurrent employment of relatnti persons V2.33. «illC‘Vde,
the justifying circumstances shall be Set forth; for <.*:-:.’1rnple, (l) the :superVisory
relationship was not "direct", or (2) there were no other candidates for the
available position whose professional qualifications were <i(;.*lr‘;0!lstrably superior
to those ; z" the relative,

Interpretations of Substantive Policy

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

1. This policy applies 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 n

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, neiz'ler person need be nor shall be prejudiced by this fact
(neither to be transferred or asked to resign or discharged, so as to eliminate the
type of conflict of interest now 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:

be 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

«no!---_.-Q's-u.-.



-.:;‘.~A.~-.

policy are permitted to persist with reference to incumbents, it may not
be possible in every instance for the supervisor to readily effect a
removal of himself or herself from the evaluation process» hmwwcx,
where this is possible, it must be done:

(2) Late relative may not sit as a mt-mber c: «. faculty or a member of a
committee of a faculty which is exercising :mtlmrity tu evaluate the
other relative; as appears most appropriate, this, objective 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 l 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'f:

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 lamily

relationship

In applying all utipccts oi the Board policy, the (‘SSL‘l ‘. ; poir' , is: articulated in

the Basic P11: ‘lplcfg, is'that no person shall at any 11:1. - unzer-m pt'eierred treatment

because ol his 1 he; relationship to another employ :3 t the institution The

guidelines established in Paragraph A l of the Board policy arv designed to preclude

situations in which there is a high risk of such subjective favoritism Accordingly,

any interpretation of the ”direct supervision" restriction 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 to all identical

cases; conversely. if employment is allowed under certain factual circumstances,

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

ad hoe, case-byecase 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 bestsuit 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 member-s 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, sort, 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 (3.8. 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» “.tics an Employment Certificate from
the County Social Services Depart'fitent. (Reference GS. 110.“)

COMMITMENTS

A commitment should not be made to an employee or an applicant without the approval ofthe 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.

l"Revised Effective April I. 1973
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H ”Rights and Benefits-Salary." f //

C
The analysis gee-feted by the Division of Student Affairs on rights and benefits —

7L7-
salary adequately summarizes the other units\ appraisal of these points. 3: st tes

that for EPA and SPA positions , tm—EWWWS

that 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

Won 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

Additional funds were made available to the variousMme same department‘— z. .0‘ lg 4‘

schoolstWwhere they existed. Each year departinépt;
:3

heads and Deans are reminded to check for any such situations and give

Men-hr cases special attention. Where such differentials exist, they 'are reguired

«JD-cable to justify awash—WY on the basis of performance.
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60 - 2.23 (a)(1)

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

Wfieaffirmative 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 (19 73—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
w’l‘dtzoc‘u'm I-“d '

-~,;avai~labflfiy analysis done by individual departments.

The overall University work force profiles are presented in Appendix A.

93’ Tables 1a, 1b, and 1c present information on the racial composition; 1a on
«if? ' ‘~{if EPA nonfaculty, 1b on EPA faculty, and 10 on SPA and unclassified Student

War" \3’ Supply Store personnel. Tables 2a, 2b, and Zc present the profiles for each of

@V 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
_ is.“ ,

for EPA faculty is very limited as shown by their—ava-i-l-ab-H—Hy-f-igu-Fes. The

nation—wide lack of minorities or females in graduate programs in many of the
H'IS Ulnvtaduh“ +'

disciplines found at North Carolina State University indicates that" expecting-
b

the percentibf minority and/or female EPA faculty to approximate that of the population,

Wad—unattainable. 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
‘ W6 ”tof the EPA nonfaculty posit ns are/1 n-related. the

w
educational

The affirmative action plan from the Office of Business Affairs discusses

the availabilities and broad hiring goals for SPA personnel. mindividual reports

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

, Bhe.work force profile so that any underutilization of minorities or females can be

orrected .



a“ 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 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

Subjiect to the State Personnel Act (SPA) , the applicant flow is handled by the
it

University 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,
Synge. Qwem‘w

and sex has been in effect only ale-ring the 1972-73‘year.

In some of the technical Schools such as Engineering, Design, Textiles,

and Forest Resources ,few (11f anmeinority or women faculty apply, el-ue-‘to'tl'i'é‘i'r'

WWW. School of Liberal Avéfi there were

more applicants from minorities and females. In English, for example, approximately

600 white males and 200 white females submitted applications during M 19 72-73.

In Philosophy and Religion 228 white males applied for faculty openings compared
a $30. 4(me

to 35 white females. Modern Languages was there approximately

50 percent of the applicants were females. In Physical Education 37 white male

applicants , 18 white females , and cafe 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
to 16 white female applications.

In the School of Education there were 200 white male, 6 white femalel, and

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



Personnel Services , 34 white male applicants, 8 white females , and m 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
Jam

80 white male, 14 white female appliea-nt—s, and 1 minority male applicant for one

assistant professor position. Zoology had 38 white male,W 2 white female,
‘Km

and 1 minority male applicants-apply for an assistant professor position.

In other University units such as the Library, Student Affairs, and University
Mm I

Extension, the number ofWand/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.
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"The total selection process including position descriptions , p0131tit' tit Us ,
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)
'D s
)yhe 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 descriptions are carefully reviewed to make certain

that they include only those criteria necessary for the performance of the job.

In the Schoolvof 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 MW
e.

AVKpplication and related pre-employment forms at 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 ré'sumé

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

the position .

60 — 2.23 (a)(3) and (b)(5)

ftgosition 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 Sc 01 Eng nee ng as

n example, 5 ated th positi descript us for 1 SP jobs re re ly eviewed

a time co ctly refl at the needs



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

Afists and other selection techniques not validated as required b 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 is 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.

so 4 2.23 (a)(3) and (b)(7)

"Te st 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
v/‘mn’ ..._ \

Office. yhese tests have been validatedgccording to ESC officialg. Skills tests

may be given to SPA employees at times by various departments on campusk
our

”However, to the best of knowledge, these tests are directly related to the

particular job to be performed.

60 - 2.23 (a)(3) and (b)(8)
Do
Xfieferral 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 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 eggpplicant traffic by race, sex, and BBQ 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 .
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H "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. “gomments on this topic by the
9

various reporting units confirm the above statement,

The School of Engineering indicates that job descriptions do not reflect

a bias of any type, and 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 faculty positions are advertised in the seeking of applicants.
MWFinal Wis 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.

I-n of the small

4%avaible . erg ’s and WW

In the School of Forest Resources, inWtion on minority status

fr-ouent y is no ava lable or known dyéthe i\itial scre‘ of appl . ts
h

(e .edr.cuTt;r), *0 discriminapéi at that stae is n . Lar n

i tervie . ,‘hue, -sts (typ g for clerks as an , pie and .*. ' ars fr

fcul W.“ _,.toedonl a 1- 1., . - ----‘ (S to

. 2 . e inate discrimination.
L
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H ”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
I z W

her resume initially. University forms are not completed until the applied-m

W ’9 ( accepted the position.
1 VI
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H) "Position descriptions inaccurate in relation to actual functions
and duties. "

r

The University position descriptions are accurate4 n relation to the

actual functions and duties. The criteria for the various academic ranks
MW (P @ lefifm/
Winthe Faculty Handbook (see following pages) The M”? ”7
1221 ’1 mm HMV}& HE
Wags-all- indicated that their position description”; reviewed by

L 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. The School 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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. . i . ) . a. ‘ .. .. - . s, 4 V! ..‘J I" at l I { ‘ I) ',\. '4 cf ..- f uc - ~ .
97“” ('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 Subject Q 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
shorthand and

‘ requested to take theflyping skills testsadministered by the local Employment
:01’7':,1 r; w v H—é~V’r\

Security affine. These tests have been validated According to the Employment

W Security Commission gfifials . [\m :flf‘flu 0 FCC 0’?me

In some of the University units simple pe/rfo
I

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 pepsonnel'.

There are no tests per; sgfor 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.
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"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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" 504.23 Cal! w! (M 8
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 199% currently available indicating whether segue-Lon...

W a significantly higher percentage of minoritiesgworfie? are

being rejected by the hiring supervisor or manager, gov/ever, effective5"

January 1, 1974, a procedure for maintaining cumulative data on

applicant traffic by race, sex and BBQ classification was implemented.

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

but had not been maintained on a cumulative basis .
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60 - 2.23 (a)(4)

“Transfer and promotion practices . "

An analysis of lateral and/or vertical movement of minority or female

employees sees-net indicatesthat such movement is occurring at significantly
hfq‘vxer
Jesse: rate (compared to work force mix) than that of nonminority or male

employees. but-4W. For example, an analysis of lateral and

promotional transfer actions handled by the Division of Personnel Services
4m,

from July, 1973 through October, 1973 (July, 1973 was‘initiation date for this
“A“M‘u fewesmkté

type of record) revealed that minority employees reeei'o'ed almost one-third of

this activity whilgr‘e’presenti-g. 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
62‘”kamwNJ hes—A)

another. Promotions are based on established criteria such asAteaching 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 .



0 01-1-13“) ‘*
~91 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(compat&to workforce mix) than that of

nonminority or male employees4 For example, Enanalysis 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 qhere—m-eno transfers from one

fichool to another. Promotions are based on established criteria such E

as teaching performance, scholarly productivity, and other contributions 1:} W»:

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)

nficilities, company sponsored recreation and social events, and special
programs such as educational assistance o'PeM 6(de .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 theLibrary 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 assignmen " 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.

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)

AK . .
' Minorities or women as excluded from or are not part1c1pating 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)(lO)
D065 7
”fie facto segregation still exists at some facilities."

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

facility .



,6 0-2.2)(g) <7
We: "Facilities, company sponsored recreation and social

events, and special programs such as educational
assistance . “

All University units report that facilities, departmental and/or
NW . W...M .. mum”...

fichool 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 theichool/Pean, 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.

% 7I A K
QU- . .! ft! IM=CQIMWCl'¢‘1'¢'8/#W%
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-E-.————(l) "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, chool, and University-sponsored activities

and programs.
a» w ’7' ; '

The School of Design reported that one female faculty member was
‘I’J/

given special funding last summer to attend a computer workshop at

faculty memb r have a o a

avel funds/4) aid their edt7gtionon eq 1 basis
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E. (2) "_D_e facto segregation still exists at some facilities.

University facilit'. .'
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60 - 2.23 (a)(6) and (b)(ll)

'Seniority practices and seniority provisions of union contracts.

North Carolina State University does not have seniority practices and

seniority provisionpf "union contracts. " There are no labor unions on this

campus .FWWe—State—Persmrficffimh‘appfiefivSPA

Waxadvancement steps for each job classification. The first

W1SPA 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 merit and . . ,
<V‘fl. *631 -\NO\ S¥Q§S *0 9»!sz AxF'x-Nvutu +M'T «J ‘thzvesJVo‘c pog‘k Aucxximwéfifl

‘ we do—not-fmd-any-mdtcaflon-that-disefiminaH-eR-now existgflon the basis of sex

or race .
'l



3,0413%! 9 MW H
W "Seniority practices and seniority provisions of union

contracts . "

North Carolina State University does not have seniority practices and

seniority provisions oftsunion contracts’feé-n-ee here 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 eligibleWWmerit 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 areMyon merit and

once-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,

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 rankMp2“?

%‘Z
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40~ £1.23 (a) '7 _ -
G. We: I‘Apprenticeship programs.“

" e apprenticeship positions have , in (*smbiishod in Physical

PlanWable SPA e

positions such as painte

at division i train for trade-skill

, bricklayers, ccrpcn nd plumbers.



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 andEi-n—me-st—ea-sesathe 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 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 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 mam: are concerned with the organi-

~ zation of affirmative action programs in the other Schools.



W‘J‘u_.“z‘__clam-vi.

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.
?

\y-DMQ’ES‘ 6330* §o\Q—“( ‘4 KY9? - AOQJ‘ “\F ‘3“ E‘°'\\ «“LW \Ov-r) .
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60 - 2.23 (a)(

’All company training programs, formal and informal. "

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

that minorities 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

0 high school diploma program is available to eligible employees

without regard to race or sex

orientation training sessions are attended by all new employees.



éoag‘lg La) 8 91‘4ng

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

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

Wunden‘epresented .

(1) Employees may take University courses (tuition free) to upgrade

\ that minorities or women are
__)(

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.



(9 O~ 2.23 (q; 9 gulf/"r; 12.

W: "Workforce attitude."

WUniversity units have indicated that the workforce attitude has

generally been positive in the support of affirmative action and equal employment

opportunities. All units haveg’affirmative action officeg 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 trainedito 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 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-
W

ment has appointed an individual to nurture and enhance the dam and purposes

of our Affirmative Action Plan. From tic individuals the School maintains an

Affirmative Action Committee that works with the Dean in the interest of equal

employment opportunities. Similafisumde-about-the organi-

zation of affirmative action programs in the other seven Schools .



The units also M 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 be-i-ng—t-éed on a grass roots
MI—

level from the smallest departments on umuudIt is positive attitude

toward equal opportunities and employment will permeate though-out 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 .’

so - 2.23 (a)(lO) and (W14)

{Aro‘rformal 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 representative'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:

EPAMW

- unit employment profile

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

- salary increase analysis



“Mums-w...-ni‘::2.-.-;.v.\

SPA

promotion review
ML

W01)

EEO-l annual report

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:

progress in meeting goals and assessment

review of changes in employment profile

reivew in analysis of availability

plans for changes in procedure and goals for the next year.

60 - 2.23 (a)(10) and (b)(15)
D065
flack of access to suitable housing inhibits recruitment efforts and
employment of qualified minorities—C}

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

Committee is on the establishment of a nonprofit housing corporation w\hi‘&K\_

could purchase property,W redevelop it, and make it available to new

tenants or/apossible 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 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)
Docs

/Z.ack of suitable transportation (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 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 membersWconducted

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



residents in the county who are transportation poor. This study involves our

University personnel and county agencies such as Social Services and Health.

'- «mo:s;:o;~'.~.-'e:—:.z:c;;:e=;v.:-a:-..::-

W North Carolina A&T State University, a predominantly black institution,

is serving in a consultative capacity in this project.

60 - 2.23 (a)(lO) and (b)(17)
V‘-

/Labor unions and subcontractors not 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 ' 7
/yurchase orders do nut contain EEO clause.“

University purchase orders do contain the equal employment opportunity

clause. A sample copy is attached-below:

60 - 2.23 (a)(10) and (b)(19)
AM: 7
”Posters not on display ."

All University units indicate that appropriate'equal employment opportunity

posters are appropriately displayed on their several bulletin boards.



aovz. 23 m; w W! W ,1,
W "No formal techniques established for evaluating effect.1;r1

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).

w Wunit level.Another level exists at the Each unit's method of implementation
W

and delegation of authority and responsibility is Win each unit's plan.
0 .

I& units EEO Office;3(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
MM -

to do so in the future. In turn, the unit EEO Officers meet Q disseminate infor-
, ‘ a.”

mation to their individual ans and depafimenvepresentatives .

Several formal tedim'qu'es have been established for evaluating the

effectiveness of EEO programs at this University. Among these t

be listed the following:

EPA (Exempt from Personnel Act)

(1) unit employment profile

(2) recruitment reports from units of all prospective hires through

the year

(3) salary increase analysis
\(4) promotion review

WSPA ( V to Personnel Acg

(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 assess-Mew

— review of changes in employment profile

— review in analysis of availability

- plans for changes in procedure and goals for the next year.



(go-2.23 (a) )0 «Jar/ I?

W) "Lack 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

Un vers ty Extension yorkmularly with city officials on this problem. fi/

WmmmhCommunity Relations Council. One focus of this

committee is on the establishment of a non-profit housing corporation which

could purchase property, redevelop it, and make it available to new tenants on a.

possible subsidized renting basis. Th involves several faculty members.
participates

A member of our faculty and staffWin HOME (Housing Oppor—

tunities Made Equal). The purpose of this organization is to help prepare

neighborhoods for integregation that is about to #45” ‘

Goals for Raleigh, still another organization, through its Housing sub-

committeelis studying strategy for dealing with housing problems in Raleigh.

T 71. 64951 i‘ MAD M- . M faculty membersn...

inc-do a housing submarket analysis. The project at housing demands

and problems and then Whousing needs over the next five, ten, and fifteen

years. This study has now been comple d. g
u LTM,w

I A new organization, we number of faculty and staff 1 I

Wde ls with landlord-ten; t relationships. Are current pro ect is W

Wflauon1mEngthe rights of tenants,in-th-ie-3W



00-113 (Mm wt (Ir) ’6
K. (3) "Lack of suitable transportation [public or private] to the work place

inhibits 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 true in various minority areas and could inhibit their means of getting

to this University. ya.MMM‘MV

The University through its Department of Urban Affairs in University Extension

has cooperated with the City of Raleighm in efforts to improve public trans—

portation. ‘

In 1973 a Public Transit Study was made entitled the Voofixees 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 recommendationMto set up a Trans-

portation Authority for Raleigh. wlementatien of this projecth-é-l-l‘geatly

enhance public transportation in the south side of the éity where many minority

people live. The plan when fully implemented Mdouble services in the éity
the

and improve/quality and quantity of buses .

The Goals for Raleigh organization through its Transportation Committee is

also studying the VoOhees Study and any possible short term improvements in

public transportation that may be accomplished in the near future. ”Ham‘s-are

Mumemus faculty members participating in the program.

Approximately two years ago several faculty members conducted) through #4

Urban Affairsnwith the City of Raleigh a study of needs of the elderly and how their

I transportation needs wbest be met. A lack of funds has put this study in limbo

at the present time.



"Fir i‘iw r-i'.,:iiy iiiiihiihi‘. iqrhan Affairs in i amiwrriiiu Fir :w- < ‘ ip.

ofiiciais: :H 1 fun City Of Raiwiqh on a pi'k-)[)(7.’lfii ilii‘ 12 W1 '« «my c f ‘U’J‘nis
tli'f‘

iii/”county wzm iiri; 1.1Imwmirtziiiun poiyr. [his .:t :(i\; ii‘iVuiv :‘ (xiii Lii’iivi;i.',i'-v
”Ahmad Lil'ln‘i mWJJ. (A ~¢. !. (a;

/ i‘ .T...rWW} (wimiy .itgvmjns such as Social Servi<ifr;-5;; and iimiii'n. A551 '1‘ SW‘U: I init‘z’,A

a pl‘fldi>iili‘ih1ifii"l‘~1’ i'EldCr’L iiiritLiLutimn, is serving in a (.‘Onfii_iiidti\/’O Cfijkitfii‘j’ in 1215::

projcm .



60- Q 33(4))0 m/(W/ in
W "Labor unions and subcontractors not notified of their Nresponsibilities.‘

W/. ' W
North Carolina State University does-nwxe labor uniond/t All

W
construction contractsinvolving Federal funds let by the University have a

compliance statement on being an equal opportunity employer. When the con-

tractor signs the contract 115 is indicating that he is in compliance with
/

this policy .

l,
5:.E.
i
t,
r
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(«9 0 ‘3 3?,” .I' "’9 M0” 7r,“ (F

W “Purchase orders do not contain EEO clause. "

M University purchase orders do contain the equal employment opp<..>r—

tunity Clause,a-nei Asample copy is attached below.



VENDOR "”34“" REQUISITION NUMBER

.9. nu» Jug. A- PENN Oh ALL 'NVOICES..w‘ mt -I- I~.,-I ‘,v\IP\1EN!‘3 SEE RE.vFHsr SIUI' Hm AIInIr-nrvAL INSTRUCT
U".I-x. AMI Ni. b‘XLE‘.’ 8: USE TAXi‘I'ALI II? 5H0WN A‘E A SFI’ARATE ITEM ON

SHIPTQ NORTH CAROLINA STATE UNIVERSITYwr
I. EIGH NORTH CAROLINA 7007 I" M

Al IN: I
Department 0' Iw .. E
Building at the addnss given or by phone atA C 019 . 'I? 2171
Room

.___.___.___1r we Ilfly II .‘SII(\nS(()rICUH\Il\g this order,

F.O.B. SHIP VIA QUOTED
_ SHIPPING DESTIN-W'PMENT '" POINT' ATIDN I]

ITEM NO. QUANTITY CATALOG NO.

OUR NO. YOUR NO.

DESCRIPTION UNIT PRICE

Q\9

NORTH CAROLINA STATE NIVER ITYFIVE COPIES OF INVOICE REQUIRED. ON DATE SHIPMENT IS MADE. . - AT RALEIGH” S
INVOICE[A(H1.1I MIMI.I SIJ'.“ I‘ \YI‘ v ”I”: 'I bu. L L)" LADING, EXPRESS OR SHIPPING RECEIPT WITH EACH INVOICE

MAIL DIRECTLY T0 NORTH CAROLINA STATE UNIVERSITY AT RALEIGH, -PURCHASING DEPARTMENT PO BOX 5935 RALEIGH, NORTH CAROLINA 27607
CO ND'TIU N' ”KIN. PUD \III: .((.( PURCHASING AGENT1. .Hi 0t HIS SNLET CONSTITUE A PART OF THIS ORDER

VENDOR'S COPY



CONDITIONSiAND‘ INSTRUCTIONS

GENERAL
The purpose of these Conditions and Instructions is to contribute to the understanding between buyer and seller and notto 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% variance in quantity and/or price as acceptable condi-

tions.
Unless 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.

. sfiqual Opportunity Employment Statement: The non discrimination clause contained in Section 202 Executive Order 11240, as
’Amcndud by Executive Order 11375, relative to Equal Employment Opportunity for all persons without regard to race, color, re-
ligion, sex or national origin, 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.
IV 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 subo
iect to refusal.
Complete packing list must accompany each shipment.

In cases where materials are shipped against this order by parties'othpr than yourselves, shipper must be instructed to show our Order
Number on all packages and shipping manifests to insure prompt idengificatio'n and payment of invoices.

Materials received in excess of the allowable quantities as specified may be rejturned-at Shipper's expense.

BILLING AND PAYMENTe

Di..fts will not be honored.

Five (5) copies of tnvorce, showing Orrler Number, terms, routing must be mailed to us on date of shipment.

Discounts are to be calculated in accordance with the State of North Carolina discount policies.

Direct invoices to Purchasing Department, Box 5935, Raleigh, North Carolina 27607.

Invoice each shipment separately.
l6. All materials will be subject to our inspection. lf defective, they will be returned at Vendor's eppense. We reserve the right to cancel

this Order it goods are not delivered in specified time.
17. THE UNIVERSITY WILL NOT BE RESPONSIBLE FOR GOODS DELIVERED WITHOUT WRITTEN ORDER FROM THIS

DEPARTMENT.



60~Q,93 {=3} M ;.,¢/ (/{f} l9
.Jrfimrd‘) "Posters not on display. "

All Uniwvrsity units indicate that appropriate equal employment oppor—

. . . . NW , . ‘tumty posters are approprlately d1splayed on than vam Dullptm ooards.
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HOME - organization in Raleigh
Housing Opportunities 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

1)

2)

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
W within a year.

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.


