THE UNIVERSITY OF NORTH CAROLINA

General Administration

CHAPEL HILL 27514
“'mpf.\,'u?:,m” . November-27, 1973 |
MEMORANDUM
TO: The Chancellors .
FROM: William Friday
RE: Equal Employment Opportunity Affirmative Action Plans

We must now undertake the next and, hopefully, final successful phase of our
efforts to achieve acceptable affirmative action plans consistent with the equal
employment opportunity guidelines administered by the Department of Health,
Education, and Welfare under the terms of Executive Order 11246. To date,

each campus has submitted a proposed affirmative action plan, as required of
federal contractors, to the Atlanta Regional Office for HEW; none of these

plans have been approved as yet, and in each instance HEW has set forth in a
letter to you, in at least general terms, the nature of the deficiencies in the

plan which their analysts have perceived. As a consequence of these experiences
to date, representatives of this office met at length with representatives of
HEW Atlanta Regional Office for the purpose of achieving a clearer unds
of the required contents of an aceceptabla affirmative actio of the typ
which HEW expects. You will récall thal HEW agresd to « { m
of any deadline for resubmission of modiiied campus plans until afier tnis

meeting had occurred; following that meeting, we did request of HEW a time
schedule for revision and resubmission of campus plans which we felt

constituted a reasonable time frame for the extensive amount of work indicated

as being necessary; we suggested that a deadline of February 15 appeared
reasonable. By letter dated November 16, we were informed that our suggested
general time frame is acceptable; it will be necessary for us to agree at a later
date on the precise schedule for institutional submissions, on a staggered

basis; all institutions, however, should ‘operate on the assumption that their
work on the plans must be basically completed by February 1, 1974. Accordingly,
I attach for your information and guidance a set of interpretative guidelines

and suggestions, prepared by members of my staff following consultation with
HEW officials, which purport to set forth with greater clarity and precision

the nature of the current obligation to prepare an affirmative action plan; these
guidelines are based on a careful analysis of existing federal directives, as
amplified and explained in conferences with the HEW officials. Although the
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points included do address most substantial questions about content and
procedure of which we are aware, it was agreed in consultation with HEW
that additional unanticipated questions or problems may arise from time to
time in connection with the actual drafting of affirmative action plans at the
campus level and that we might feel free to address such supplemental
inquiries to the Atlanta Regional Office as the need may arise. Mr. Robinson
of my office will coordinate the revision efforts and shall serve as a clearing
house for all inquiries about content and procedure. Please address your
questions to him.

Because much of the pertinent material is of a highly technical and potentially
confusing character, in spite of our best efforts to impart certainty and clarity

to this matter, we believe that a meeting of all campus representatives who

have been assigned primary responsibility by you for the development of campus
affirmative action programs should be held at the outset, in an effort to reduce
confusion and insure satisfactory results of this increasingly protracted effort.
Accordingly, 1 am requesting that you direct your previously appointed affirmative
action officials to meet with members of my staff on Wednesday, December §

at 10:00 a.m. at this office. That meeting will be devoted to a further
explanation of the enclosed materials and an effort to address questions about
those materials which your representatives may have; careful study of these
materials in advance is essential. The focus of this large effort is at the campus
level. Only the campus is equipped to conduct the necessary research, anal
problem areas, posit realistic remedial goals and embody this total efiort i
written program. The General Administration staff can assist in certain
nonoperational aspects of that effort, but the burden rests ultimately with L&
campus. Accordingly, there can be no substitute for campus officials taking

the necessary time to thoroughly familiarize themselves with all of the regulation
guidelines and interpretive materials provided to you, both by HEW and by this
office. ‘

This has been and will continue to be a difficult and time-consuming enterprise.

The announced general objectives of insuring equality of employment opportunity

and instituting appropriate-affirmative measures to address problem areas are
demonstrably worthy and compelling. Translation of those general principles ‘
into concrete and specific action programs can prove to be difficult and can

produce disagreement about necessary and effective procedures and technigues. \
We believe that the basis for an effective working relationship with HEW has

been laid in recent weeks and that we can, with greater confidence, now address |
more effectively our common concerns. I appreciate your patience and hard work

to date and urge a renewal of determination, to the end that we might promptly ‘
achieve the first major objective of securing HEW approval of our campus 1
affirmative action plans.

Attachment Z ; 1




December 5, 1973

MEMORAND UM
TG EEO Affirmative Action Officers
FROM: Dick Robinson :

This is a package of instructional materials developed for use at the Chapel
Hill campus with reference to the critical matter of insuring close observance
and documentation of affirmative action steps in connection with major
personnel decisions (e.g., initial hire, renewal, termination); this may be

a useful model for adaptation to other campus efforts.
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THE UNIVERSITY OF NORTH CAROLINA

Al
CHAPEL HILL
27514
N. FEREBEE TAYLOR September 18, 1973
Chancellor
T0: Deans, Directors, and Chairmen
FROM: Ferebee Taylor, Charcellor

J. Charles Morrow, Provost

Cecil G. Sheps, Vice Chancellor for Health Sciences

Douglass Hunt, Vice Chancellor for Administration
and Affirmative Action Officer

SUBJECT: Implcmentation of Affirmative Action Plan

Each of you has received a copy of the Univcrsity‘s'Affirmntive Action
Plan, which was adopted by the Chancellor effective July 1, 1973. The Plan
is a pledge of our efforts, and a statement of the means, to achieve the
goals of equal employment opportunity in the University without discrimination
because of race, color, religion, sex, oOr aational origin. While it is a
response to legal requirements, it is also a re-affirmation of the University's

commitment to equality of opportunity for all.who work here.

A Memorandum from the Chancellor dated September 14 informed you of the
appointment of Mr. Douglass Hunt, Vice Chancellor for Administration, as the
University's Affirmative Action Officer. It also informed you of the appoint-
ment, and supplied the names of the members, of the University's Affirmative

Action Advisory Committee.

The final paragraph of the Summary (pages ii-iii) of the Affirmative
Action Plan reads as follows:

b4 The recruitment procedures of the schools and departments
of the University will be broadened with the objective of
bringing to their attention more black and female candi=-
dates for consideration. The appointment, promotion,
reappointment, and salary-setting procedures will be more
carefully carried out and better documented in order to
ensure the fact and provide the evidence of fairness in
these actions and to enable. the University to respond to
inquiries that may be made with respect to them.

As one step in discharging the responsibilities undertaken by the
University in its Affirmative Action Plan, the following procedures will
be in effect until further notice: ‘
|
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(A) EPA Personnel Actions

(1)

(2)

(3)

Initial EPA Appointments

Every PD-7 form which recommends the appointment of an EPA
employee, whether faculty or non-faculty, for a term of twelve
months or more (in the case of faculty members, for a stated term
of one academic year or more), is to be accompanied by a separate
signed written statement indicating how and to what extent
affirmative action steps have been taken in arriving at the
recommendation. The statement is to set forth the following:

(a) the name, race, and sex of the candidate being recommended;
(b) the steps taken to identify other qualified persons ==
of either sex or any race -- for the appointment;
(c) the name, race, and sex of each person considered
but not recommended for the appointment; and
(d) the reasons for recommending. the appointment of the
candidate rather than any of the other persons considercd

for the appointment.

EPA Reappointments

Every PD-7 form which reconmends the reappointment of an EPA
employee, whether faculty ov non-faculty, as of the end of a
stated term of employment of twelve months or more (in the case
of faculty members, a stated term of one academic year or more)
is to be accompanied by a separate signed written statement which

sets forth the following:

(a) the name, race, and sex of the candidate being recommended;

(b) the name, race, and sex of each person within the same
department (or non-depaxtmentalized School) who is in
the same faculty rank, or EPA non-faculty category, but is
of a different race or sex from the recommended candidate
afd who has been (during the preceding six months) or is
expected to be (during the succeeding six months) recom-
mended for non-renewal instead of for reappointment; and

(¢) the reasons for recommending the reappointment of the
candidate rather than any of the other persons named .

EPA Non-rcnewals

\
ations for the non-renewal of an EPA employee, whether
faculty or non-faculty, as of the end of a stated term of employ-
ment of twelve months or more (in the case of faculty members, a
stated term of one academic year, or more) are to be made in every
case by a PD-7 form which is to be accompanied by a separate signed
written statement which sets forth the following:

Recommend

(a) the name, race, and sex of the person being recommend ed

for non~rencwal;
(b) the name, race, and sex of each person within the same
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department (or non-dcpartmcntalized School) who is in

the same faculty rank, or EPA non-faculty category, but

is of a different race or sex from the person recommended

for non-renewal and who has been (during the preceding

six months) or is expected to be (during the succeeding

six months) recommended for reappointment; and ,
(c) the reasons for recommending the person for non-renewal i

rather than any of the other persons named.

(4) EPA Terminations

7 form recommending the termination of a non-faculty EPA
) before the end of a stated

or more, or when the employ-

Every PD-
employee (a) prior to age 65, and (b
period of employment'of twelve months
ment was for an indefinite term, and (c) for a reason other than

resignation, retirement, oY death is to be accompanied by a separate

signed written statement which sets forth the following:

|
(a) the name, race, and sex of the person being recommended
for termination;

(b) the name, race, and sex of each person within the same
department (or non-departmentalized School) who is in
the same EPA non-faculty category but is of a different |
race or sex from the person recommended for termination ‘
and who has not been (during the preceding six months) |
or is not expected to be (during the succeeding six months)
recommended for such termination; and

(c) the reasons for recommending the person for termination
rather than any of the other persorns named.

(5) Faculty Promotions

rm which recommends the promotion of a faculty member
ssociate Professor) to a
te signed written

Every PD-7 fo
(Instructor, Assistant Professor, or A
‘higher faculty rank is to be accompanied by a separa
statement which sets forth the following:
(a) the name, race, and sex of the candidate being recommended;
(b) the name, race, and sex of each faculty member within the
same department (or non-departmentalized School) who is in
the same faculty rank but is of a different race or sex
from the recommended candidate and who has not been (during
" the preceding six months) or is not expected to be (during
the succeeding six months) recommended for promotion; and
(c) the reasons for recommending promotion of the candidate
rather than any of the other persons named .

pecified in paragraphs (1) through

The separate signed‘writtcn statements s
ative Action Officer by the official

(5) above will be referred to the Affirm
who receives them from the department or School ' (e.g., the Provost or the
Vice Chancellor for Health Sciences); and each recommendation will be
forwarded for further action only after the Affirmative Action Officer has
as to whether it appears that the recommendation was
ance with principles and objectives of the Affirmative

expressed an opinion
arvived at in accord
Action Plan.




(B) Staff (SPA) Personncl Actions

The University Personnel Office will waintain records of decisions and
. recommendations of all University Schools, departments, and other units
with respect to the hiring, promotion, transfer, demotion, and termination
of SPA applicants and employees, by race and sex, and will make quarterly
reports of results to the Affirmative Action Officer, who will transmit
to one or more of the responsible University officials details of those
reports with his recommendations for corrective action where indicated.

It is clear that the University cannot achieve the goals of affirmative
action toward equality of employment opportunity without the positive effort
of all those involved at every level of decision-making with respect to
cmployment. We solicit and expect that effort from you and all others in
positions of such responsibility.

S a0 %\.QS/JAWMC

PLchLc llylor J4 CHarles Morrow

Chancellor Prov st

< Dulpnmbmi: -—— (..,é =% [
Douglass Hunt Cecil G. Sheps

Vice Chancellor for Administration Vice Chancellor for Health Sciences

and Affirmative Action Officer

Copy to: Members of the Affirmative Action
Advisory Committee
The University Gazette *




AFFIRMATIVE ACTION CHECKLIST
EPA PERSONNEL ACTIONS

(The following checklist is offered to assist you in evaluating the steps
you have taken prior to recommending a particular EPA personnel action

and in writing your Affirmative Action statement on the recommended action.
Though you are free to use this checklist in reporting on your recommended
action, it is offered not as the required form an Affirmative Action statement
should take, but rather as a guide to factors you should consider generally
in EPA personnel actions and specifically in writing your Affirmative Action
statements.)

I. INITIAL APPOINTMENTS

A. Position to be Filled
1. Availability of position known (date). Date on which availability
of position became known
2. Actual availability date . Date on which position actually became
available
3. Date on which position is proposed to be filled
4. Minimum qualifications for position

B. Recommended Appointment

1. Name of person recommended to fill position

2. School, department

3. Title of appointment (Assistapt Professor, Research Associate, etc.)
4. Recommended salary

5. Sex
6. Race

C. Record of Recruitment Efforts (see text at end of checklist)

1. Availability information (include specific efforts made to obtain
information and statistics broken down by race, and within each
race, by sex)

2. Publicizing the position

Letters (to institutions, associations, individuals, etc.;

where, when, magnitude of response)

____b. Verbal communications, formal contacts made at professional

meetings (to whom, response)

____c. Advertisements (where, when, magnitude of response)

___d. Telephone calls (to whom, response)

___e. Other sources

3. Record of applicants

__a. Suggestions by individuals (include names, whether they

were interviewed, whom they were suggested by, their sex
and race, and the disposition, i.e., not qualified; not
interested because of low salary, location, duties, etc.;
less qualified than others recommended; etc.)

a.




b. Direct applicants (include same information as in 3(a)
above)

¢. Other (include same information as in 3(a) above)

d. Summary total (include total number of applicants broken
down by race, and within each race, broken down by sex,
and include total number interviewed broken down in the
same fashion)

e. Comparison of availability information in C(1) above to
summary total in C3(a) above, and explanation of
differences in the figures

Individuals considered (include for each individual considered

the name, sex, race, source of application, name of person

or committée who reviewed the application, the date of the
review, and comments about the application)

D. Recommended Selection

1

2.,

3.

Justification (indicate why this person was chosen instead of
other individuals considered -- be specific)

List all committees and/or individuals who reviewed and approved
the recommendation

Any other comments on the selection process and/or the individual
recommended .

" II. REAPPOINTMENTS, NON-RENEWALS, TERMINATIONS, AND PROMOTIONS

A. Recommended Action

L

NO B W

Type of action (reappointment, non-renewal, termination, promotion)
Name of person with respect to whom action is recommended

School, department

Title of appointment, if applicable

Recommended salary, if applicable

Sex

Race

B. Individuals Considered

|

|

—

N

With respect to EPA reappointments, the name, race and sex of
each person within the same department who is in the same

year of service with this University in the same faculty rank,
or EPA non-faculty category, but is of a different race or sex
from the recommended candidate and who has been (during

the preceding six months) or is expected to be (during the
succeeding six months) recommended for non-renewal instead of
for reappointment; or

With respect to EPA non-renewals, the name, race and sex of
each person within the same department who is in the same faculty
rank, or EPA non-faculty category, but is of a different race




or sex from the person recommended for non-renewal and

who has been (during the preceding six months) or is expected
to be (during the succeeding six months) recommended for
reappointment; or

With respect to EPA terminations, the name, race and sex of
each person within the same department who is in the same
EPA non-faculty category but is of a different race or sex

from the person recommended for termination and who has not
been (during the preceding six months) or is not expected to be
(during the succeeding six months) recommended for such
termination; or

With respect to faculty promotions, the name, race and sex
of each faculty member within the same department who is in
the same faculty rank but is of a different race or sex from
the recommended candidate and who has not been (during the
preceding six months) or is not expected to be (during the
succeeding six months) recommended for promotion

C. Person with respect to whom Action is Recommended
1. Justification (indicate why this person was chosen for this
personnel action instead of other individuals similarly
situated -- be specific)
List all committees and/or individuals who reviewed and

approved the recommended action
3. Any other comments on the action recommended




AFFIRMATIVE ACTION CHECKLIST
EXPLANATORY NOTES

Recruiting Efforts

The first goal of your recruiting efforts is to produce a pool of
qualified applicants representative by race and sex of the complete pool
previously reported in your availability statistics. If your recruiting efforts
produce an unrepresentative pool, you must explain why (as, for example,
that you found no qualified women able cr willing to accept appointment).

Methods of publicizing a position are listed in the checklist. No
single method is necessarily sufficient, nor will the use of all listed methods
in combination always produce a representative pool. You are expected to use
your best professional judgment in choosing and inventing processes which, by
producing the most representative pool of qualified applicants, will best implement
the commitment of the University and your department to Affirmative Action.

Although advertising is not required, it is strongly encouraged in any
case in which it is likely to produce qualified applicants who might not otherwise
have been discovered. In the academic world disapproval of position advertising
is breaking down under the increasing competition to identify and recruit minority
and female applicants, and the number of those who read position advertisements
and respond to them is rapidly increasing. If your policy is not to advertise,
please reconsider it in the light of our commitment to Affirmative Action and the
demands of competing effectively against other universities for such highly
qualified blacks and women as may be available for appointment.

"Visiting" Category of Appointments

A recommendation for an appointment to a "Visiting" category must be
accompanied by a statement explaining whether the appointment is clearly a
temporary one, or whether the "Visiting" status is being used as a recruiting
device. If the latter is the case, this statement must be accompanied by an
Affirmative Action statement, to which the attached checklist refers. In other
words, the same kind of search a department makes for an initial appointment
must be made for a "Visiting" appointment, if the purpose of the visit is
possibly related to recruiting that person to this University. If the needs of the
department change while a clearly temporary visitor is employed here, and if
the department then wishes to consider the visitor for possible permanent appoint-
ment, that person must be considered as only one member of the potential pool
of applicants. When someone is finally recommended for this permanent appoint-
ment, the usua) Affirmative Action statement must be filed.
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REQUIRED COMPONENTS OF AFFIRMATIVE ACTION PLANS: ORDER NUMBER 4

The aveailable federal guidelines for the preparation of Affirmative Action

Plans consist at present of three basic documents:

1. Revised Order No. 4 (Affirmative Action Programs), prepared by the Secretary
of Labor (Title 41 CFR Part 60-2), which has been made available to the
campuses previously; an additional copy of this basic set of instructions
is attached.

2. Higher Education Guidelines, U. S. Department of Health, Education, and
Welfare, Office for Civil Rights, which has been made available to the
campuses previously.

3. Revised Order No. 14, prepared by the Secretary of Labor (Titlg 41 CFR Part

‘ _ 60-60), which is a set of guidelines to be used by compliance agencies in
the evaluation of contractor Affirmative Action Plans and which, thus, is
a useful guide to the contractor in preparing such plans; a copy of the Revised
Order No. 14 and attachments A and B are attached.
The following supplemental explanation of the basic requirements of Order

No. 4 is based on meetings with HEW Regional Office Officials. All points

here treated must be considered by each campus in the preparation of a revised

Affirmative Action Plan. The numbered paragraph and section numbers which

follow correspond to the numbered paragraphs of Order No. 4.

1. Utilization and Availability Analyses and Goals and Timetables (60-2.11

and 60-2.12, Revised Order No. 4)

The core component of an affinmative action program is an analysis

of the total employment profile, a determination of whether there is




underrepresentation or underutilization of females or members o‘f minority
groups within the various categories of employment and a statement of
remedial hiring goals designed to correct any representation or utilizati;)n
deficiencies found. Pursuant to certain prescribed analytical techniques
designed to impart certainty to the process, the contractor is expected

to make its own assessment of its work force and to adopt appropriate
programs which will address effectively any problems discovered.

A. Basic Data Collection and Analysis: Workforce Profile by Race and Sex

The necessary first step is an evaluation of the incumbent workforce,
by race and sex for each major occupational category. Within the
University context, there are three general categories of employment

. which are materially distinguishable: EPA Faculty, EPA Non-Faculty,

and SPA. Further subdivision of these three categories is required;
for example, EPA Faculty must be subdivided by rank (professor,
associate professor, assistant professor, instructor, etc.) and by
discipline or department (e.g. English, History, Math, etc.); &
Non-Faculty must be subdivided by occupational job-title category
which is convenient to existing administrative practice and fairly
reflects salient distinctions among occupations; and SPA must be
subdivided by occupational job-title category.
Certain summary data reflecting the race and sex profile of the
workforce by appropriate occupational category must be included in
. and form the basis for certain goals articulated by the Affirmative

Action Plan. Underlying the summary presentations, however, must




be the detailed individual employee printouts of the type which each
institution has had occasion to prepare previously; the guidelines
concerning the type of information which must be collected and
maintained on a current basis for each employee of the institution
are found in Tab J of the HEW Higher Education Guidelines (including
name, sex, race, salary, job title, date of hire, educational level);
this detailed information with respect to individual employees should
not be included as a part of the Affirmative Action Plan submitted;
however, it should be available for inspection on request by HEW .

The summary materials which must be appended to and discussed
in the Affirmative Action Plan should be presented basically in the

following manner:

ot Mew Deta. - G of Yumt 1972

EPA Faculty ey

Department Total White % Black Other Minorities*X
English Male(%) Female(%) Male(%) Female(%) Male(%) Female(%)

Adonsnitso b

Professors 20- 10 (50) S (25) 2 (10) 11=K(5) 1 (5) 1 (5)

Assoc. Prof, 14 7 (50) 4 (29) 1 (7 2 (14) 0 0

Asst. Prof. 10 6 (60) 3 (30) 0 1 (10) 0 0

Instructors 8 4 (50) 2 (25) I (S ST (1 9205). 0 0

Subtotals 52 27 (52%) 14 (27%) 4 (8%) 5 (10%) 1 (1.5%) 1 (1.5%)

Department
Mt

Professors

Assoc. Prof.

Asst. Prof.

Instructors

Subtotals




INSTITUTIONAL ;
TOTALS 200 150 (75%) 30 (15%) 8 (4%) 8 (4%) 2 (1%) 2 (1%)
\/«'(( . *
¢ EPA NON-FACULTY
g Total White Black Other Minorities
Title ** Male(%) Female (%) Male(%) Female(%) Male(%) Female(%)
Officials and 10 6 (60) 2 (20) 1 (10) 1 (10) 0 0
Managers
Professionals 20 15 (75) 4 (20) 0 0 0 0
Technicians 40 20 (50) 15 (38) 3 (7) 3 (7) 0 0
ETE . . ,
* s W;! A ,u;& Mv’“ M\A—I Itede
INSTITUTIONAL
TOTALS 70 41 (59%) 21 (30%) 4 (5.5%) 4 (5.5%) 0 0
. Jr
fa’ =" SpA
Title*** Total White Black Other Minorities
Male(%) Female (%) Male (%) Female(%) Male(%) Female(%)
Managerial 10 2 (20) 6 (60) 1 (10) 1 (10) 0 0
Professional 10 8 (80) 2 (20) 0 0 0 0
Technical

Office-Clerical

Custodial

ETC.

INSTITUTIONAL
TOTALS 100 60(60%) 20 (20% 10 (10%) S5 (5%) 3 _(3%) 2 (2%)
; )I@I’,M‘a

*
' #* *“Other Minorities" includes American Indians, American Orientals and Spanish
Surnamed Americans; the term "Black" includes only Negro Americans, not foreign
nationals who are of the black races.




. ** Detailed records for individual EPA Non-Faculty employees should be maintained i
on the basis of separate detailed categories of actual job title and classification |
(such as chancellor, vice-chancellor, librarian, research assistant, etc.); however,
for purposes of the summaries required as part of the Affirmative Action Plan such
employee titles may be lumped under more general generic titles, such as those
here suggested, based on the prescribed federal compliance categories (viz.
"officials and managers", "professionals", "technicians", etc.); in short, each
employee must be assigned to one general category or another as appropriate,
based on job content, skills requirements and qualifications, and responsibilities.

**% Detailed records for individual SPA employees should be maintained on the basis of
actual SPA job title classifications (such as stenographer II, housekeeping
assistant, administrative officer I, statistical analyst II, etc.); however, for
purposes of the summaries required as part of the Affirmative Action Plan such
SPA classifications may be lumped under more general generic titles, based on
the federal compliance categories, of the type suggested here. Again, it is
necessary to make an appropriate assignment of individual specific jobs to the
general categories.

B. Utilization and Availability Analyses

‘ Collection and summarization of the data prescribed in the foregoing
ﬁ‘ﬂw} z section permits an institutional assessment of "where it currently is
‘\)U V) { . and where it reasonably ought to and can expect to go" in terms of racial
- s and sexual composition of the three basic employee complements of the

oy
\Pf(yv W institution. There are actually two closely related initial analytical

\¢ processes prescribed by Order No.4. First, a determination must be

pursued concerning whether there is a current "underutilization" of

females or members of minority groups within the various occupational
categories ("underutilization" is defined in the regulations to mean "having
fewer minorities or women in a particular job classification than would

reasonably be expected by their availability"); for example, are there

. fewer women employed as faculty members (either across the board or




within a particular discipline or department) than would be reasonably
expected; are there fewer blacks employed in the EPA Non-Faculty
category of "professionals" than would be reasonably expected;

and are there fewer women employed in the SPA category of "technicians"
than would be reasonably expected. Second, there must be a study
of availability of females and members of minority groups within the
various occupational categories. In fact, the two analyses are
correlative, and the reasonable answer to one may supply the answer
to the other; the focus of one is retrospective (i.e. to what extent
has the contractor's performance in the past been deficient) and the
focus of the other is prospective (i.e. to what extent can or ought

the contractor change the ratios reflecting sex and race composition

of the work force). The preferred approach would appear to be emphasis
of t spective inquiry; that is, how many females and members

of minority groups are realistically available for recruitment and
employment by the institution.in the future? If the figures arrived

at suggest that, in a particular occupational category, the current
level of use of females and members of minority groups by the
institution is consistent with computed availability, then no problem
requiring remedial action exists; conversely, if the figures concerning
estimated availability show a higher number or percentage of females
and minority group members than is currently characteristic of the
institution's employment profile, then remedial goals designed to

correct the "underutilization" must be established.




The obvious primary difficulty is a reflection of the many variables

which could be demonstrated to affect eritically the question of

;'availabilitz." The guidelines of Order No. 4 prescribe certain steps
to be considered in estimating availability (Section 60-2.11). However,
there remain questions about the reliability of any availability con-
clusions reached, as a consequence of omission from the guidelines of
any reference to several factors which clearly can be influential. Most
particularly, the guidelines do not appear to take cognizance of various
"competitive" factors; for example, if the national pool of blacks
holding required doctoral degrees constitutes two percent of the
national total, is it realistic to assume that such black professionals
are "available" to the particular institution to an extent which would
permit achievement of a two percent representation of such persons

on the instituticnal faculty within a given period of time; the unrealistic
character of any such assumption is a function, among other.things,

of the fact that the competitive positions of all institutions, in the
effort to recruit and employ the limited supply of qualified black
professionals, vary significantly from location to location (e.g. salary,
institutional reputation, living environment, etc.); it is unrealistic

to assume that all institutions will share equally, on a statistically

pro rated basis, the total pool of such persons who exist nationally.

In short, how many different factors can and ought to be considered
in determining "reasonable expectations" about availability, for

purposes of assessing both past underutilization and future modifications?




We are left with a need to make "best reasonable estimates"

on the basis of the rather gross statistical data which is available.

Our discussions with HEW officials have not imparted much certainty
to this inquiry, though they have acknowledged the difficulty of

achieving precision. The primary point is that the objective of this

analytical process is the establishment of "goals" rather than "quotas";

that is, the program adopted by the institution for modification of its

employment profile is a set of guidelines to which it will devote its

serious and concentrated effort, with the understanding that many

variables may affect the achievement of goals posited and with the

—

further understanding that the contractor will be afforded an opportunity

(indeed will be required) to demonstrate the nonculpable reasons why

such goals were not achieved, if in fact the results of serious effort

fall short_of original expectations, Thus, the availability conclusions

arguably need not be as precise and certain as might be the case in
situations where mandatory quotas were being imposed.

¥ The processes for arriving at realistic estimates about availability

will vary with the type of emp}oymept ‘upder cop§ideratlon. Three
bt e ——— A S ot

basic considerations would appear to be constant for all types of

employment, however. F_i_r_s_t, what is the geographic employment

market area within which the institution realistically does and can

compete (some institutions compete nationally and, indeed, inter-

nationally for faculty members, while others concentrate their

attention on more limited regional demarcations; most institutions




compete for their SPA personnel, particularly in the case of lower
rated classifications, within the urban or county area immediately

proximate to the institution); this consideration is an obviously

appropriate first limitatién which ought to be borne carefully in

mind in assessing availability. SE@_(}, within the defined
recruitment market area, what is the gross availability of persons
having the requisite qualifications for the various categories of
employment; this approximation should include both currently employed
persons as well as those who are potential members of the labor force
(prospective graduates from formal qualifying educational experiences,
unemployed persons, etc.); the bases for and specificity of computa-
tion will vary with the type of employment. T-h_iﬁi, are there clearly
identifiable and demonstrable factors which realistically limit the
institution's access to or competitive opportunities with respect to
members of the gross pool of available qualified persons; for example,
if it is possible to demonstrate that all members of a particular
occupational speciality within the market area are currently employed
by institutions which afford their incumbents significantly higher
average rates of compensation than could be offered by the institution
seeking to employ them at an alternate location, it would seem that the
availability conclusion ought to be adjusted accordingly.

The following are suggestions concerning the more particular
types of inquiries and sources of information which may be used in
connection with efforts to assess availability of the three basic types

of institutional employment with which we are concerned:
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s EPA Faculty
Useful explanatory material provide@ by the Office for
Civil Rights is attached as Appendix A. In addition, a biblio-
graphy of materials which addresses with varying degrees of
\
pertinence and specificity the questions about female and i
minority group availability with academic fields of employment
is attached as Appendix B. |
2. SPA |
Although the EP;\. Faculty category presents its special
difficulties, because of the highly specialized nature of some
‘ of the qualifications which control the question of "availability",
the SPA category can be quite troublesome also. Typically, |
available data tends to lump various types of jobs included in the

SPA category in fairly broad categories (such as technical,

clerical, managerial, etc.), and so it is frequently difficult

to know whether some information regarding availability of

“"technicians" on the basis of sex and race really means that

"TV Engineers" (for example) are in fact available. Acknowledging

this type of problem, which necessarily induces a tendency to

further generalize and estimate, the following sources of data

will prove to be useful in the effort to achieve some conclusions

The State

about female and minority availability in the SPA field.

Employment Security Commission, Research Bureau, Aha_:»s qg{npiled

1971 tables which reflect the racial and sexual composition of




the civilian labor force for North Carolina, on both a state-wide
basis and cou/nt_y—by—county basis; second, the Svogiialwand
Economic Statistics Administration of the U. S. Department of
Cpmmerce has produced, on the basis of 1970 census data, a
profile of the General Social and Economic Characteristics of
North Carolina, which includes a breakdown by race and sex
for broad occupational categories within the general North
Carolina labor force, on bfth a state-wide and county-by-county
basis; third, the North Carolina State Personnel Board has
produced a 1972 compilation which shows the racial and sexual
composition of the state-wide SPA workforce, by SPA category
of employment. A combination and comparison of these three
sources of information do permit some apparently reliable
general conclusions about SPA availability. It is necessary,

in combining the three sources of information, to make some
job-title or occupational-category conversions in order to

make the three sources of information somewhat consistent.
Note further the importance of defining carefully and clearly the
geographic recruitment market for the institution in the SPA
area, viz. at many locations the recruitment market will be
limited to the immediate geographic area, and pertinent county
data should be used accordingly, rather than state-wide data.

A sample effort of this type is attached as Appendix C (the




General Administration plan from which this is excerpted
has not yet been the subject of a formal written HEW review;
however, in conversations with HEW officials responsible for
its evaluation, we were told that the approach here suggested
was appropriate.)
EPA Non-Faculty

Perhaps the most difficult problem of availability analysis
is presented by the EPA Non-Faculty category, because of its
hybrid and highly eclectic nature. On the one hand, this
category partakes of some of the characteristics of both the
faculty and the SPA categories; on the other hand, there is a
broad range of occupational categories included, ranging from
chancellors, which are illustrative of one end of a spectrum, to
librarians and various types of research personnel at a distinctly
different point within the total spectrum. It appears _d_vifﬁcult,

if not impossible, to arrive at or to have any meaningful basis

for positing availability conclusions concerning the highest
rated academic administration positions, such as chancellor,

vice-chancellor, etc.; on the other hand, it would appear

appropriate with reference to certain categories of technical

and professional employment within EPA Non-Faculty to use
basically the same approach and the same sources of informa=-

tion as have been suggested for corresponding SPA categories.




Establishment of Goals and Timetables

Following compilation of data concerning the current sex and race
profile of the institutional workforce and after completing the availability
analyses, these two sets of information are to be interfaced and compared
for the purpose of detecting any "problem areas", i.e. deficiencies in
the use of females and members of minority groups. In turn, deficiencies
so discovered are to be addressed and corrected by the establishment of
"goals" for employment of females and minorities within a specified time
frame.

The regulations require that such goals.be !significant, measurable

and attainable." Two fundamental limitations on realistic goal-setting

are apparent. First, it may not be appropriate to assume that gross
availability figures for females and minorities in a particular category
of employment constitute realistic indicia of actual availability to the
particular institution; this matter was discussed at some length in
connection with the above section on "availability analyses"; again,

if the institution is prepared to identify clearly and to document some
bases on which the availability conclusion can and should be qualified,
then this would have a most direct bearing on the statement of realistic
hiring goals. Second, the regulations do not require that any incumbent
employees be displaced in order to make room for females or members
of minority groups; on the contrary, any such action by the employer
would in itself be violative of the equal employment opportunity-non-

discrimination obligations, viz. this would be a discharge of an
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employee because of race or sex. Therefore, a primary consideration

in positing goals is the estimated number of employment positions which

in fact will be available to be filled during the selected affirmative

action time frame. The employer must compute a realistic estimate of

such available slots.,.by considering anticipated new positions to be

created and filled, retirements and resignations, and any other factors
[ = — e — e s

which could contribute to a pool of available spaces to be filled during

= -

the time frame for affirmative action efforts. For example, if the analyses
of past utilization and prospective availability suggest a need to increase
the representation of women in a particular category of employment by |
10% over a three-year period, and this percentage figure translates into
. a numerical goal of five additional women, attention must then be
directed to whether it is possible to make five positions available to
be filled during the three-year period; if a consideration of attrition
rates and new hires indicates that only three positions will be filled in
the employment category in question during the three-year period, then
the maximum goal would be three rather than five; further, it may not be
realistic to assume that, of the available three positions, all three
positions can be expected realistically. to be filled by women; thus,
a more reasonable goal under the circumstances may be only two women.
The time frame selected by the institution for achievement of
established goals should be influenced by pertinent local considerations.

The regulations suggest time frames ranging from three to five years.




Too short a time frame would impart to the effort an unrealistic

character; too long a time frame for the achievement of significant
e PSS
{ Ay Ay
progress could suggest dilatoriness.
Assuming that the affirmative action program for remedial hiring

goals is to be based on a three-year period,

1. SPA goals must be stated on an annual basis; that is, the

total three-year goal for improving the sex and race profile

of the affected parts of the workforce should be brq}gfan down

Nt o

into thre_e discretg goal periqgs;

2. EPA Faculty and EPA Non-Faculty goals may be stated on the

el

basis of the total three-year time period adopted, although
annual reporting of progress to date in reaching the three-year
goal will be required.

The employment frame of reference for the statement of goals may

vary. For example, with respect to faculty goals, it is permissible

to state the goals in terms of individual departments or disciplines

(English, Math, etc.) or in terms of larger basic units, such as scp_p_ols

or divisions« Choice of one or the other should be based on
consideration of the administrative and operational structure of the
institution and the nature of the deficiencies found pursuant to the self-
analysis.

It seems clear that for purposes of conducting utilization analyses,
SR dAds

projecting availability and setting responsive goals, the appropriate

research unit will vary according to the type of employment in question.

With respect to faculty employment, it would seem essential that the_‘




indivi@tj\i;_ggpex_r_tm@_rlt_s,_a_s_sume_@;@gggihi&ty for the basic analytical

work; thereafter, it might be concluded-appropriately that the actual
statement of goals would be made on a division of school basis,
involving combination of the results of departmental conclusions.

With respect to SPA employment, it wou_ld seem desirable to centralize

the analytical process, rather than fragment it by reference to work
locations related to schools, departments or divisions; it is acknowledged,
however, that at some institutions the central personnel function may

not be sufficiently developed to permit a high degree of centralization.

With respect to EPA-Non-Faculty employment, it would appear necessary

to divide analytical responsibility between central and local facilities;

for example, data concerning general administrative officers of the
institution presumably would be retrieved and analyzed in the central
office facility; on the other hand, various research and professional
personnél who are assigned to particular departments, schools or
divisions could be studied most effectively, in terms of utilization
and availability, at the local corresponding department, school or
division level; at the final end of the process, i.e., the statement
of goals, there would be a need for considerable central oversight.

Sample sets of instructions which might be communicated to

affected departments or schools as guidance in their efforts to address
the matters of Faculty and EPA-Non-Faculty analyses are attached

as Appendix D. Sample sets of worksheets and reporting forms for



use by departments and schools in conducting the required analyses
for Faculty and EPA-Non-Faculty are attached as Appendix E. Sample
sets of goal-setting worksheets are attached as Appendix F.

Note that the Affirmative Action Plan must explain in significant
detail how and why you arrived at the conclusions stated with reference

to utilization, availability and goals.
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‘ II. Identification of Additional Problem Areas (60-2.23, Revised Order No. 4)

While the analysis of current representation of females and members of
minority groups and the establishment of any necessary remedial hiring
goals is the critical core component of an affirmative action plan, this is®
by no means all that is required of a contractor in developing an acceptable ‘
program. Revised Order No. 4 covers many other topics, all of which must 1

\
be addressed by the contractor. In our conversaticns with HEW officials, !
it became clear that they expect the plan to be based on and to consist of a 1
quite literal and comprehensive response to' and treatment of all points ‘
covered in Order No. 4.

Consistent with the basic principle that the contractor is responsible for

analysing its own policies and practices, with a view toward discovering
and correcting any conditions which detracf from realization of equal employ-
ment opportunity (whether a reflection of the employer's discriminatory
practices or policies or a reflection of broader social conditions not necessarily
related to the immediate work environment which have the demonstrable
effect of limiting opportunities for women and members of minority groups),
Section 60-2.23 of Order No. 4 provides a checklist of possible problem
areas which each contractor must analyze within the immediate employment

context. Each item within this checklist must be addressed in the Plan.

(Note that the organization of Revised Order No. 4 is such that a particular
problem area or policy topic may be addressed at more than one point in

the Order; the following discussion of the several items included within



Section 60-2.23 attempts to draw together all related references from other
sections of the Order, so as to provide a comprehensive reference designed
to assist you in addressing the "problem area identification" requirement

in a reliable manner.) With respect to each of the following points, you
must include in your affirmative action plan a description of the manner in
which you conducted your analysis, the results of the analysis, the con-
clusions reached concerning either the existence or absence of a problem,
and with reference to any problems thus perceived a clear description of the
remedial actions to be undertaken and the time frames within which those

efforts are to be accomplished. Note that Section 60-2.23 is divided into

two complementary parts; part (a) is a statement of the subject matter which
e T U O et S RECIIN _ e REORETGN - WSNENE= e —————

must be analyzed; part (b) is a statement of the various possible_: nt_egat;ye

results of analysis whxch would requ1re remedlal attention; in the following
e g 5 v R——a

outline each such oainng of (a) subject area with (b) problem manifestation
—————————— —— N ———————

will be treated as a umt for purposes of discussion
e ———— ki

A. Analyze: "Composition of the workforce by minority group status

and sex." [60-2.23(a)(1)]

The correlative possible problem which analysis may reveal .
is: "An 'underutilization' of minorities or women in specific work
classifications." [60-2,23(b)(1)]

This analytical point is addressed, out of order, in Section I
of this memorandum; see.those previous materials for explanation

(Section 60-2.11 and 2.12),
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B. Analyze: "Composition of applicant flow by minority group status

Fool U et and sex." [60-2.23(a)(2)]
' There is no correlative possible problem described in |

subsection (b) of 60-2.23. This point relates obviously to the
matter of deficient efforts of the contractor to adopt and use
recruitment techniques designed to and which have the effect of
producing a more representative recruitment pool, i.e. one con-
taining significant numbers of females and members of minority
groups who may compete for and be considered for employment.
This subject is more properly considered in connection with the

. Revised Order sections dealing with "Development and Execution
of Programs" (60-2.24) and "Internal Audit and Reporting Systems"
(60-2.25); in other words, an analysis of applicant flow by race
and sex really relates to the effectiveness of remedial efforts
being pursued in connection with established employment goals,
and thus the matter is left for subsequent treatment in later
sections of this memorandum.

C. Analyze: "The total selection process including position descriptions,

ijw.L Uk position titles, worker specifications, application forms, interview

procedures, test administration, test validity, referral procedures,

final selection process, and similar factors." [60-2.23(a)(3)]

The correlative possible problems which analysis may reveal




"The selection process eliminates a significantly higher per-

centage of minorities or women than nonminorities or men."
[ 60-2.23(b)(3)]

If a significantly higher percentage of the protected categories
is eliminated by the selection process, this constitutes some
evidence of possible serious problems, including a discriminatory
bias which has been institutionalized through the adoption of
certain testing or evaluation techniques or a discriminatory
implementation of the selection program by individuals who are
not sympathetic to the equal employment opportunity principle.
In any case, such statistical evidence suggests a clear need to
engage in further analysis to determine the cause;it is possible
that further checking will reveal some type of discriminatory
dynamic which can and must be addressed by specific corrective
action; it is also possible that the statistical incidence of
either minority or female rejection is explainable on a non-
culpable basis, in which case no corrective action will be
necessary. This general subject is addressed, in terms of
corrective techniques, in section 60-2.24, Development and
Execution of Programs, particularly subsections (a), (b),(c) and
(d) thereof, which should be read with care. The components
of this general problem of inordinately high rejection rates for
fermales and minorities are treated in more detail in the following

descriptions of possible problems.
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"Application and related pre-employment forms not in compliance
with Federal legislation." [60-2.23(b)(4)]
We have received no definitive information from HEW

Regional Office officials concerning the meaning of this reference

to "Federal legislation"; they suggest only that this perhaps means

that all such forms must bear the EEO legend, at least in short
form, i.e. "An Equal Opportunity Employer."

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

There are several respects in which such a finding would
arguably be problematical, in terms of equal employment oppor—
tunity considerations, although the requlations do not purport to
spell out the nature of such possible difficulties. The regulations
do indicate, at 60-2.24(5), that the "contractor should conduct
detailed analyses of position descriptions to insure that they
accurately reflect position functions and are consistent for
the same position from one location to another."

We may speculate that an EEO connotation would be involved
as a consequence of inaccurate job descriptions in the following
respects:

An inflated position description, which attributed to the job
more content, effort, responsibility, etc., than was actually
required, and which in turn would prescribe more experience

or higher qualifications of an applicant than actually would be




23

necessary, would have the effect of dissuading certain applicants
from applying or would eliminate more applicants from considera-
tion than in fact would otherwise be appropriate; to the extent
that females or minorities could be shown to bear an inordinate
portion of the resulting disadvantage, a discriminatory dynamic
might be demonstrated;

An inaccurate description could also be used subjectively,
and thus for discriminatory purposes, by an unsympathetic
employer; in the face of apparently high qualification require-
ments, the employer could waive such requirements for a
particular applicant and insist on literal satisfaction of them
by anocther;

In a perhaps more fundamental sense, inaccurate descrip-
tions would constitute misinformation to those who otherwise
might express interest in the position, and to the extent that
this could be shown to work primarily to the disadvantage of
females or minorities a discriminatory dynamic might be
operative.

The obligation, therefore, is to analyze job descriptions
to determine whether there is a sufficient correlation between
the descriptive language and the actual job content; this is
of primary significance in connection with recruitment

activities, i.e. notice to prospective applicants of the nature

of the job opening so that the individual may form a realistic
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conclusion concerning whether he or she ought to make
application for the job.

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

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

Tests of skills and knowiedge, as well as other evaluation
and measurement techniques which purport to assess an
applicant's competitive position in relation to other applicants
for an available position, must be verified on two counts; first,
the inquiry being conducted through testing must bear some
reasonable relationship to job-performance requirements; second,
the testing or evaluation technique must be shown to operate
effectively to produce reliable information. In general, the
concern here is that no techniques of measurement be used
which could be adapted to serving a conscious discriminatory
purpose or which have built-in factors which have the effect
of disadvantaging females or minority group members. Therefore,
if any formal testing is utilized in connection with the evaluation
of job applicants, all such tests must be "validated" in
accordance with the provisions of The Department of Labor

OFCC bulletin on Employee Testing and Other Selection
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Techniques, 41 CFR 60-3 (included in the Higher Education

Guidelines, HEW, Office for Civil Rights, which has been
made available to the campuses previously). Many employers
have concluded, in view of the expense and difficulty and
possible limited value of test validation procedures, that
they should abandon altogether various types of tests which
they formerly used regularly in connection with job-applicant
evaluation. With reference to tests and other selection
techniques, note particularly the instructions contained in
60-2.24(d)(2) and (3).

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."
[60-2.23(b)(8)]

This is, again, a general indicator of possible problems
in the selection process which must be analyzed to ascertain
whether there is any type of discriminatory dynamic operative.

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

The correlative possible problem which analysis may reveal
is:

"Lateral and/or vertical movement of minority or female
employees occurring at a lesser ratel (compared to work force mix)-
than that of nonminority or male employees." [60-2.23(b)(2)]

[See also 60-2.22(b)(3) and (5)]




This section requires that, in the event analysis suggests

any such lesser mobility on the part of females and minorities,
an explanation for this circumstance must be sought and if the
causes are discriminatory in character corrective action must be
taken.

Analyze: "Facilities, company sponsored recreation and social

events, and special programs such as educational assistance."

[60-2.23(a)(5)] [See also 60-2.20(b)(7)(ii) and (iii)]

The correlative problems which analysis may reveal are:

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

Evidence of exclusion should be readily ascertainable and

easily corrected; a more elusive problem would be the matter
of failure of the protected classes to participate in various

activities and a determination of whether any correctable

discriminatory dynamics account for that failure in participation.

2. "De facto segregation still exists at some facilities."
[60-2.23(b)(10)]
The problem here described is self-explanatory, though
some careful checking to determine whether informal group

pressures may be operating to effectively segregate certain

types of facilities may be necessary.
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F. Analyze: "Seniority practices and seniority provisions of union contracts."

k'l [60-2.23(a) (6)]
.0 “r}l In the absence of any seniority principles in University employment
\I : u m”’) or any union contracts which would contain seniority provisions, this
S,fk - :/W“ section would appear to be inapplicable to our circumstances. However,

to the extent that any analogous practices or principles, particularly

relating to such matters as promotion and merit increments, are operative

of employment, close analysis of the experiences of

in any category
AiSieiels

females and minority group members should be undertaken to determine

whether any problem exists.
RS Al L s
G. Analyze: "Apprenticeship programs." [60-2.23(a)(7)]

Wﬁ’iﬂo‘fr’w Again, in the absence of any such formal apprenticeship programs,

W 1 this section would appear to be inapplicable.

H. Analyze: "All company training programs, formal and informal."
ted [60-2.23(a)(8)]

The correlative possible problem which analysis may reveal is:

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

1. Analyze: "Workforce attitude."

A
E(J)\\)“" The correlative possible problem which analysis may reveal is:

"Nonsupport of company policy by managers, supervisors and employees."

[60-2.23(b)(12)] [See also 60-2.22(b)(4) and (8)]

. This point suggests the need to analyze some rather elusive factors

which may not be self-evident upon initial inquiry. The positive




wa 15 No forma] techniques established for evaluatj
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objective g Stated in Section 60-2.24(d)(1) as follows:

"All Personne]

involved in the fecruiting, SCreening,

_J. Anal Z2e: "Technica] hases of compliance such as oster and
LU
7 notification to labor unions, retention of g licationg notification
to subcontractors )

etc.' [60-2.23(6) (10)] [See also 60
N

“Posters not on display, " [60—2.23(1_7) (19)]

27 "Purchase orders do not contain EEQ clause, " [60-2.23(b) (18)]

"Labor unions angd subcontractors not notified o

ties." [60-2. 23(b)(17)]

K. In addition to the foregoing Specific points which are treated correlatively
in both section (@) and (b) of 60—2.23[ the following miscellaneoys
“problems" are noted in 60—2.23(b2 which, if they exist, should receive
Corrective attention:

EEO programs '[60-2,23 (b)(14)]

Separately here.

CJ?/'VLJ 2.

"Lack of access to suitable housing inhibitsg recruitment efforts

and employment of qualified minorities , [60-2.23(p) (15)]

This Point, and the next Succeeding one, was the subject of
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considerable discussion with HEW Regional Office officials;
our questions concerned to what extent the contractor was
obligated to conduct "analysis" of this factor which was
remote from and not under the control of the contractor; in
what manner should the contractor undertake to address such
a problem if one is perceived to exist. We were assured that
it is not HEW's view that a particular contractor need assume
financial or other direct responsibility for housing deficiencies
in the community; rather, this section, we were told, ii;ptended
to encourage contractors to participate, with advice, encourage-
ment and such other assistance as may be practicable, in total
community efforts to improve housing opportunities for members
>of minority groups (for example, through support of programs
’ designed to insure effective operation of nondiscrimination laws
or regulations; the development of public housing projects, etc.)
3. "Lack of suitable transportation (public or private) to the work
place inhibits minority employment." [60-2.23(b) (16)]
The comments made with reference to paragraph 4, above,
are equally pertinent with reference to this point.

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

of the HEW Higher Education Guidelines treat "problem areas" which

must be analyzed and which may require remedial action; they are

treated here for purposes of comprehensive consideration of the total

"self-analysis" exercise in which the institution must engage.




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

Careful study of Part 60-20 must be undertaken to insure that |

the institution's policies are consistent with the requirements ‘

on sex discrimination.
2. "In hiring decisions, assignment to a particular title or rank may be

(‘yJ’ ) discriminatory. For example, in many institutions women are more

often assigned initially to lower academic ranks than are men."
f\\}z (Higher Education Guidelines, page 7)

,‘u{‘ This requires analysis of placement practices, particularly
with reference to academic employees, and a program of remedial
action responsive to any finding that women have suffered a
disadvantage attributable to sex discrimination. ‘

\
3. "Anti-nepotism policies." (Higher Education Guidelines, page 8) |
The recently adopted Board of Governors' policy_( on this subject,

which applies to all campuses, has been validated by the Regional

Office; thus, in terms of policy statements we have no problem;
however, there must be_g_s_suragcg that the policy is implemented
and applied in a manner that insures the absence of a discriminatory
dynamic based on considerations of sex.

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

’aul
b/ Of critical concern under the Executive Order is the matter of

possible salary differentials based on considerations of sex, i.e.
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violation of the "equal pay" concept. Accordingly, an analysis
must be made of compensation practices and patterns to determine

whether in any instances women are being paid less than men for

. Y 4
% v rates for men and women in various categories of employment

A frequently will show a significant differential; if this is the case,
then more detailed analysis to determine whether or not the
difference is attributabl‘e to discriminatory dynamics must be
undertaken,

SUMMARY: With reference to each of the foregoing points of analysis, the
institution must include in its Affirmative Action Plan an indication that

the matter has received appropriate attention; that is, that an analysis
N ——

has been conducted (how it was conducted, what it consisted of) , that

a problem of this type does or does not exist, and that if a problem exists
Pishitmiiialiie it Sadaai el
specific steps are set forth in the plan for correcting the deficiency (with

a clear description of the nature of the remedial activity and the time frame

within which the effort will be completed). Note that it may not be possible

to complete all such analyses before submission of the Plan; we are assured
by HEW Regional Office officials that it will suffice for present purposes
that you state in your Plan (for example, with reference to the analysis

that an analysis is being _cpnducted

of possible wage disparities based on sex)

(describe the nature of the analysis) and will be completed by a specified

— e

date and that a supplement to the Plan reflecting the results of the analysis
and the corrective measures being undertaken as a res‘ult will be submitted

at a later specified date. This deferred treatment is not permissible with

respect to the subject matter of Part 1 of this memorandum.
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. II11. Outline for Assembling Total Affirmative Action Plan

The preceding two sections of this memorandum treat the core analytical
processes in which the contractor must engage incident to preparation of
a written affirmative action plan. Once this work is completed, the results
must be drawn together, along with other specified inclusions in an acceptable
program, to form a written Affirmative Action plan for submission to HEW and
for dissemination generally as a guide to the institution's intended course
of action. The following outline is a suggestion concerning an appropriate

and effective basis for crganizing the written document.

I. Preamble (60-2.20(a), Revised Order No. 4)

The chief executive of the institution should 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.

1% Rea%ﬁrmation of Equal Employment Opportunity Principles (60-2.20)

A sample statement of equal employment opportunify principles
and corresponding general institutional commitments, which may be
adapted to use by the individual institutions in writing the plan, is
set forth in Appendix G.

I1. Publicizing the Equal Employment Opportunity Policy (60-2.21)

The requlations require that information about the plan, embodying
both the institution's general commitments to principles as well as

. the details of the action program, be disseminated broadly, both among

incumbent employees and to the community at large. The requirements
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of Section 60-2.21 must be followed closely in preparation of this
portion of the written plan; all points must be treated. A sample
treatment of this topic is attached as Appendix H.
IV. Responsibility for Implementation of the Plan: General (60~-2.22)
The basic objective of this section is to make clear assignment of

responsibility, to identified individuals, for all parts of the plan which
require implementing action, oversight, record-keeping and reporting.
For purposes of written treatment of this subject, a division between
general and specific areas of responsibility may be helpful. The various
general headings of responsibility noted in Section 60-2.22 might be
treated here, in the outline, with the naming of an executive (or
executives) who is to direct and have general responsibility for
administration of the affirmative action program; the components of

his or her job as catalogued in Section 60-2,22 should be set out
(essentially perhaps just repeated verbatim) in the written plan.

Later in the plan, in connection with discussion of specific remedial
corrective programs to be undertaken in response to any perceived
deficiencies, specific references to the individuals responsible for

the various aspects of such corrective programs should be made.

V. Identification of Problems (60-2.23 and 60-2.11 and 2.12)

This general heading subsumes the several components of the central

core of an affirmative action program (i.e., Sections I and II of this
memorandum). It may be organized, for purposes of meaningful

presentation, in several different ways. Logically, it would appear
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appropriate to address first the results of required analyses concerning
the possible occurrence or existence of discriminatory practices or

policies (refer to Section II of this memorandum). Next, a consideration

of "underutilization" and-"underrepresentation" should be presented

(see Section I of this memorandum). Ifc is quite ?o§sible that separate

basic headings for these two large subjects shoqld be used.

VI. Development and Execution of Corrective and Remedial Programs
(60-2.24 and 60-2.26)

In fact this part of the program is an extension of Part V; in
other words, the analysis of current practices and policies and the
resulting identification of problem areas is to be followed by a statement
of action programs responsive to problems discovered. Thus, it may
be concluded that better organizational technique would consist of
following each statement of a problem with an immediate treatment of
the remedial action and the methods, timetables and responsibilities
incident to the effectuation of the remedial action (for example, if the
analysis of the current work force and a consideration of availability
reveals an underutilization of women in professional positions, then
the plan next would state remedial hiring goals, timetables, methods for
achieving the goals, and assignments Qf responsibilities for effectuating
the program). On the other hand, a separate treatment of action programs,
as a section of the plan separate and apart from the section dealing with

identification of probiums, would be entirely appropriate. In either




. case, the written plan must set forth in detail and with specificity

the nature of the action program being undertaken. The various

directions contained in Section 60-2.24 and 60-2.26 should be analyzed

carefully and adapted to the particular institutional problems which

have been identified.

VII. Internal Audit and Reporting Systems (60-2.25)

The program must specify the nature of record-keeping and

data collection and analysis responsibilities, establish responsibility

for all such activities and establish timetables for compilation and

reporting; this must include a provision for annual reporting to HEW

of results of operation to date for the affirmative action program.

. A review of the regulations and interpretative materials supplied by HEW
indicates that the following matters must be monitored, i.e., record-keeping
processes established, collation and analysis responsibilities assigned and
periodic reports compiled:

1. The basic individual employee data file, regularly updated (Tab J,
Section A, HEW, Higher Education Guidelines), with appropriate
periodic summaries.

2. Records of referrals, placements, transfers, promotions and
terminations (60-2.,25(a), Revised Order No. 4)

3. Formal reports from unit or school or division managers on a

scheduled basis concerning the degree to which affirmative action

' goals are attained and timetables met (60-2.25(b), Revised Order No.4)




Applicant flow data, by race and sex and applicant rejection
rates by race and sex (60-—2.12(!:’) , Revised Order No. 4)

5. Periodic audit of any training programs, hiring and promotion
patterns to discover and remove any impediments to the
attainment of goals (60-2.22(b)(3), Revised Order No. 4)

6. Periodic audit to insure that each location is in compliance
in areas such as:

(a) Posters are properly displayed;
(b) All facilities are in fact desegregated;
(c) Minority and female participation in University-sponsored

educational, training, recreational and social activities.

(60-2.22(b)(7), Revised Order No. 4)
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OFFICE FOR CIVIL RTIGHTS

APPENDIX A

- C. Required Analysis

1. Availability of Women and Minorities

A unique aspect of equal employment opportunity under the
. Eexccutive Order is the required compilation of availability data on
wonien and minorities for use as a measuxe of the sontractor’s equal
employment opportunity. By comparing avallabiliuvy data with current
employces, the contractor has an indication of how vepresentative ite
workforce is of the persons qualified for employmeat in its institution.

The Department of Labor’s Revised Order No. 4 (47 CRF 60-2.11{a) (1 and 2)
contains explicit guidelines for comstructing an availability index for
minorities and an availability index for women. Thesae indices are par=
ticularly applicable in the case of nonacademic personnel.

Yor academic personnel the development of availability fipures is slightly
different, because the recruiting area will vary from institution to
institution. It may be a national or even intemational one. Because

the skills required for a particular position are often quite specialized,
accurate information on availability may be more difficult to obtain.

OCR recommends the following procedure for determining availability figures
for women and minorities for academlic positions:

Many disciplinary associations and professional groups have data that show
percentages of racial end national origin winorities available in certain

ficlds, and a 1968 study by the Ford Foundation (Office of Reports)
provides percentages of Negroes holding doctorates. To determine the
. number of women available for senior level positions, the Office
recomnends that the contractor use data avallable from the National
Register of Scientific and Technical Personnel prepared by the Nation.l
Science Foundation, and the U.S. Office of Education’s annual reports
on earned degrees. Another source is the National Research Council
of the National Academy of Science. This data has been compiled
by sex, but is now being compiled by race, as well. The NSTF data is
broken down by ‘sex, specialty and subspecialty, highest degree, years of
professional experience, and primary work activity. The OE data is broken
down by sex, degree earned, school granting degree, and spcoialty. For
women in junior positions, the Office recommends that the contractor
consider the OE annual report of earned degrees for the last 5 years and
current graduate school enrollments.

To the extent that an institution makes a practice of employing its own
graduates, the number and percentage of graduate degrees which it has
itself awarded to women and minoritics in the past ten years or so
should be reflected in the goals which it sets for its future faculty
appolntments.

For academic employees the basic national data on earned doctoral degrees
will provide the basis for a utilization analysis of a contractor’s work=
force, unless the contractor can otherwise demonstrate that the labor
market upon which it draws is significantly different from this base.
For example, some institutions appoint a large number of new faculty
from a particular group of graduate schools; such Institutions may use

‘ data obtalned from these schools to determine the availability of women and
minovities. TIf the annual output of women and minorities from the
primary feeder schools exceeds the national average, the contractor will

| b expected to use the higher figures to determine avatlability. If the
| output from the feeder schools is less than the national average, the

| fugcitution will be expected to justify its use of such recruitment
sources. or use the higher fipures to determine eligibility,




2. Comparison of Current Workforce with Availability Data

The next step for the contractor is to compare the number of
women and minorities in its current workforce with their availability in
the market from which it can reasonably recruit. This comparison must
be by comparable job categories. Wherever the comparison reveals that
a hiring unit of the university (a department or other section) is not
employing minorities and women to the extent that they are available
and qualified for work, it is then required to set goals to overcome
this situation.

Goals should be set so as to overcome deficiencies in the utilization
of minorities and women within a reasonable time. In many cases this
can be accomplished within 5 years; in others more time or less time

will be required.

Goals may be set in numbers or percentages, and should reflect not
only the number of new hires but also the projected overall composition
of the work force in the given unit.

1t is necessary to set goals that will overcome underutilization in the
institution’s work force within a reasonable period of time, not merely
to set goals for new hires based on current availability.

In many institutions the appropriate unit for goals 1s the school or
division, rather than the department. While estimates of availability in
academic employment can best be determined on a disciplinary basis,
anticipated turnover and vacancies can usually be calculated on a wicer
basis. While a school, division or college may be the organizational

unit which assumes responsibility for setting and achieving goals,
departments which have traditionally excluded women or minorities from
their ranks are expected to make particular efforts to recruit, hire

and promote women and minorities. In other words, the Office for Civil
Rights will be concerned not only with whether a school meets its overall
poals, but also whether apparent general success has been achieved only by
strenuous efforts on the part of a few departments.
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Availability Data

Minorities and Women

The data, references, and documents that follow
have been assembled to help interested persons,
employers, and institutions of higher education
in their search for information on this subject.

“This compilation is by no means all that is
available. It is, however, what is know to this
Office at this time.

As additional data and publications become known
and available, this compilation will be updated.

Higher Education Division
Office for Civil Rights
Department of Health, Education, and Welfare
330 Independence Avenue, S. W.
Washington, D. C. 20201

June 1973
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DATA ON THE AVAIIABILITY OF WOMEN AND MINORITIES FOR ACADEMIC EMPLOYIMENT

MINORITIES
SOURCE PAGE TYPE OF DATA

Survey of Black American Doctorates
The Ford Foundation

Office of Special Projects

320 East 43rd Street

New York, New York 10017

The American Bar Association
1155 60th Street

Chicago, Illinois 60637

Student Lawyer Journal 18
The American Bar Association

1155 60th Street

Chicago, Illinois 60638 June, 1971

This survey, along with an
accompanying study by Fred E.
Crossland (Graduate Education and
Black Americans) in 1968, found
"less than 1 percent" of the
doctorates in the nation went to
blacks. More than half of the
degrees earned were in education
(28.6 percent) and in Social
Sciences (26.3 percent). About
80 percent of the Black Ph.D's
were men.

Excerpts from the two surveys are
included under Tab A.

In a 1969-70 survey the ABA found
blacks represented 2.7 percent of
the total law school enrollment.

A related survey found 1 percent
of the male lawyers and judges and
2.3 percent of the female lawyers
and judges were black.

Excerpts from the ABA survey are
included as Tab B.

A survey in this publication in-
cluded racial data for eight
professions in addition to the law.
(See Tab C).

Precpared by the Office for Civil Rights, Department of Health, Education,
and Welfare, Revised March 1973 (*denotes new entry since August 1972)




CHANGE Magazine

*¥Negroes in Science: Natural
Science Doctorates 1876-1969
Balamp Press, Box 7390
Detroit, Michigan

*Equal Employment for Minority
Group College Graduates
Garrett Park Press
Garrett Park, Maryland 20766

Data for Institutions of Higher
Education
. Office for Civil Rights, HEW
Washington, D. C. 20202

Directory of Public

Elementary and Secondary Schools
Office for Civil Rights, HEW
Washington, D. C. 20202

Minority Group Employment

in the Federal Government

U. S. Civil Service Commission
Washington, D. C.

College and University Faculty:
A Statistical Description, 1970

6

Fall,.1971
*Teachers College Record 226
Columbia University Vol 74, No.2

December 1972

Racial and Ethnic Enrollment 117-200

xiii

Research by David M. Rafky of
Syracuse University showed per-
centage breakdowns among blacks
who hold doctorates. (See

Tab D).

"The Black Scholar in the Academic
Marketplace," a statistical and
narrative account of problems,
characteristics, opportunities, by
David M. Rafky, City College of
Loyola University, New Orleans.

A study by James Jay, with limited
availability data. -

A guidebook by Robert Calvert,
with suggested procedures and
some statistics.

This 1970 survey includes data,

by race, for undergraduate institu-
tions, as well as for medical,
dental, law and other graduate and
professional schools. Data for
1968 is available.

This survey includes the percentage
of classroom teachers in public
school systems in 1970 who were
Negro, Spanish-surnamed, American
Indian Oriental and others. Data
for 1968 is available.

This 1970 data is by grade level
and by individual agencies, for
Negroes, Spanish-surnamed Americans,
American Indians, Orientals and
others.

See entry under Women and Minorities
below.




Journal of the NMA 470

National Medical Association Nov. 1969
1717 Massachusetts Ave., N. W. Vol. 61
Washington, D. C. No. 6

Office for Civil Rights
Department of Health, Education,
and Welfare

Washington, D. C. 20201
Black Enterprise

295 Madison Avenue

New York, New York 10017

National Minority Business
Directory 1972

1115 Plymouth Avenue North
Minneapolis, Minnesota 55411

Federal Communications Commission
1919 M Street, N. W.
Washington, D. C.

U. S. Bureau of Indian Affairs
Higher Education

5301 Central Avenue, N. W.
Albuquerque, New Mexico 87108
Office of Indian Affairs

Office of Education -~ Room 1169
400 Maryland Avenue, S. W.
Washington, D. C. 20202

Distribution of black physicians

in the U. S., by state and by
graduating school. Later data for
1970 showed 2 percent of the
nation's 317,000 physicians are
black, most in California, New York
and D. C. (See Tab E for

excerpts)

This agency has limited data of
representation of various minority
groups in nursing and doctors'
professions.

This monthly magazihe from time to
time publishes data on black
representation in various fields.

This directory has no cumulative
data but provides names of
minority persons in various
professions, including advertising,
architecture, banking, chem_cals,
data processing, electronics, food
service and communications.

The FCC has yearly cumulative data
on mint ..., representation in the
radio and television industry.
(National Association of Educa-
tional Broadcasters, Washington,
D. C., compiles similar data for
its portion of the industry).

Maintains information on Indian-
Americans in Higher Education.

Maintains information on Indian-
Americans in Higher Education.




United Scholarship Service

P.O. Box 18285 Capitol
Fill Station

Denver, Colorado

Aspira of America, Inc.
245 5th Avenue
New York, New York 10016
Puerto Rican Research Center
1519 Connecticut Avenue, N. W.
Washington, D. C. 20036

Puerto Rican Studies Departments
at various universities
Hunter College of the City
University of New York, Fordham
University (New York City),
Rutgers University (New Brunswick,
New Jersey), City University of
New York

*Directory of Spanish-surnamed and
Native Americans in Science and
Engineering

Dr. Joseph Martinez
464 Furnace Road
Ontario, New York 14519

Cabinet Committee on Opportunity
for the Spanish Speaking

1800 G. Street, N. W.

Washington, D. C. 20506

Office of Spanish-surnamed Affairs

Room 4544

Department of Health, Education and
Welfare

Washington, D. C.

20202

Maintains information on Indian-
Americans in higher education.

Maintains information on Puerto
Rican scholars.

Maintains information on Puerto
Rican scholars.

Possible sources of names of
scholars in various-fields,

List of individuals

The committee published "Spanish-
surnamed American College
Graduates, 1970," which lists
3,000 Spanish-surnamed graduates
for 1970 with fields of study and
degrees earncd. (A breakdown,
by field, for the list is included
as Tab F)

Compiles a list of "Mexican-
Americans Holding a Doctorate, "
by field of study.



Dr. Amado Padilla
University of California at
Santa Barbara
Santa Barbara, California 93106

Directory of Minority College
Graduates 1971-72

Manpower Administration

U. S. Department of Labor’

Washington, D. C.

*Black Academy of Arts and Letters
475 Riverside Drive
New York, New York 10027

Black Nurses Association
792 Columbus Avenue
New York, New York 10025

Caucus of Black Economists
Room 607

1001 Connecticut Avenue, N. W.
Washington, D. C. 20036

*National Association of Black
Accountants

P. 0. Box 726, FDR Station

New York, New York 10022

*National Association of Black
Urban and Ethnic Directors

P. 0. Box 205, Manhattanville
Station

New York, New York 10027

*Minority Recruitment Office

American Society of Planning Officers
1313 E. 60th Street

Chicago, Illinois 60637

National Bar Association
1721 S. Street, N. W,
Washington, D. €., 20009

Developing roster and data of
Mexican-Americans holding
advanced degrees.

Names, addresses and fields of
30,000 minority men and 30,000
minority women receiving BA, MA,
or PhD in 1971 or 1972. No
cumulative data.

Provides no data nor rosters
but active in academic affairs.

Compiles information about black
nurses.

Maintains a rosfer of 500 blacks
in economics.

Notifies its membership of
wriiversity openings; has no
aVailability data but estimates
200 of the 125,000 certified
public accountants are black.

Maintains information for and
about minorities in urban
planning.

Provides a study with numbers
of minorities and women in urban
planning education and provides
resumes of those available.

Maintains information on blacks
in the law and judiciary.




National Roster of Minority
Professional Consulting Services
Office of Minority Business Enterprise
Department of Commerce

Washington, D. C.

This data is not cumulative, but
serves as a source of minoricy
persons in the field of business.




SOURCE

National Register of scientific
and Technical Personnel

1966, 1968, 1970

National Science Foundation

1800 G Street, N. W.

Washing ton, D. C.

Earned Degrees Conferred:

Bachelor's and Higher Degrees

Bureau of Educational Research
and Development

U. 8. Office of Education

Washington, D. C.

National Research Council
National Academy of Science
2101 Constitution Avenue, N.W.
Washington, D. C.

Juris Doctor 12
Magazine for the New Lawyexr Maxch, 1972
555 Madison Avenue

New York, New York 10022

TYPE OF DATA

A

Number and percent of sciéntists
by sex, for 17 separate fields:
number of women scientists by
field highest degree, by type of:
employer, by primary work
activity, by years of professional
experience; also median income
figures. Several variables of the
data are available.

The data for the proportion of
doctorates earned by women, by

area and field, 1960-69 is included
as Tab G. The Office of

the Chancellor at the University
of Wisconsin has excerpted data for
1967-69 for 33 leading institutions
Lucy W. Sells of the Department of
Sociology, University of California
at Berkeley has organized the data,
by sex, for the top five graduate
institutions in selected disci~-
plines. All of the above
statistics are available from
Project on the Status and Education
of Women, Association of Anerican
Colleges, 1818 R Street, N. W.
wWashington, D. C. 20009.

Nunber and percentage of )
doctorates to women by 26 fields.,
also by school, gathered annually
since 1968. Also number and
percentage of women receiving any
graduate degree by area, school,
and state. THIS DATA IS NOW BEING
COMPILED BY RACE, AS WELL AS SEX.

An article by Anne Trebilcock, ©on
leave from University of Califormia
TLaw School, listed increases in
percentages of women enrolled in

law schools, now nearly 19 gercent.

Gee Tab H)




' Women's caucuses and committees
in the various professional
associations and disciplinary
associations

Digest of Educational Statistics 1970
National Center for Education

Statistics 82
U. S. Office of Education

Washington, D. C. 89

*90

122

Institute for College and
University Administrators
American Council on Education
‘ One Dupont Circle
Washington, D. C. 20036

Handbook on Women Workers
Women's Bureau

U. 8. Department of Labor
Washington, D. C.

Boston Theological Institute
, Women's Institute Placement Service
45 Francis Avenue

Cambridge, Massachusetts

Most groups maintain lists of
women available in the field and
some have data on the percentage
of the field that is female. (See
Tab I for a listing of these
groups. )

Professional background and
academic activity of college
faculty members, by sex, 1969

Earned degrees conferred by field,
by level, and sex 1968-69.

Number of first-professional
degrees conferred in dentistry,
medicine and law, by sex, 1968-69.

Average monthly salary offers to
male candidates for master's and
doctor's degrees, by field,
1964~-65 to 1969-70.

Women Academic Administrators in
Higher Education (presidents, deans,
vice presidents and financial or
administrative officers). See

Tab J.

Data on Women in the Labor Force,
Employment by Occupation, Earnings,
Educational Attainment, Laws
Governing Women's Employment and
Status, Bibliography on American
Women Workers. Of only limited use
in establishing availability in
academic employment.

Maintains a data bank on women
gualified to teach in theology.




*Architectural Forum

-Sept.,

*Women in Communications, Inc.
(founded as Theta Sigma Phi)
8305-A Shoal Creek Blvd.
Austin, Texas 78758

*Goals for Women in Science

Women in Science and Engineering

c/o Margaret E. Law

Department of Physics

Harvard University

Cambridge, Massachussetts 02138

*Minority Recruitment Office

American Society of Planning
Officers

1313 E. 60th Street

Chicago, Illinois 60637

*The Profile of Medical Practice

Center for Health Services
Research

American Medical Association

535 North Dearborn Street

Chicago, Illinois 60610

*1971 Lawyer Statistical Report
American Bar Association
1155 60th Street

Chicago, Illinois 60637

46
1972

102
1972

edition

1971 edition

"Women in

An article on
Architecture" reported that

American Institute of Architecture
membership in 1969 was 233 female,

23,205 male. It quoted Department
of Labor estimates that 4 percent
of the nation's 33,000 registered
architects and 20 percent of the
8,000 urban planners are female
(1970 Census). See Tab K for
excerpts.

Has compiled percentages of women
in each academic rank on
journalism faculties nationally
and numbers of women in
journalism at individual schools.
See Tab L.

Narrative and statistics on
a¥ailability and opportunities
for women generally and at
gelected institutions. (See
Tab M for excerpts.)

See entry under Minorities: above.

Women Physicians in Medicine by
Barbara H. Kehrer, reports 7.4
percent of the U. S. physicians
are female, includes other data
on types of practice, medical
school enrollment, etc. See
Tab N for excerpts.

This report showed women comprise
9,103 or 2.8 percent of the total
attorneys in the U. S. The ABA

has recently supplemented this
report with new data on women in
the law.




Bulletin of the American
Physical Society

335 E 45th Street

New York, New York

10017

Vol. 17
June 1972

A statistical portrait of women in
physics and their availability
using data from the National
Research Council, the National
Science Foundation, Directorv

of Physics and Astronomy Faculties

of North American Colleges and
Universities, 1970-1971, and an
independent survey.




MINORITIES AND WOMEN

SOURCE PAGE

National Research Council

National Academy of Science

2101 Constitution Avenue, N. W.

Washington, D. C.

The American Graduate Student: 16-92
A Normative Description, 1971

American Council on Education

One Dupont Circle

Washington, D. C. 20036

17
104

89-92

College and University 12

Faculty: A Statistical
Description, 1970

American Council on Education

One Dupont Circle

Washington, D. C. 20036

14-15

TYPE OFF DATA

See entry under Women above.

Raw data, by race and by sex, for
the following fields: bioscience,
business, education engineering,
arts and humanities, math and
physicial sciences, social
sciences, health, law.

Degree enrollments, by race and sex,
Degree enrollments, by fields

Percentage distribution of
students in various fields, by sex,
for all academic degrees.

Analysis of this data is available
from ACE.

Faculty appointments, by race and
sex, in each type of school (two-
year, four-year, universities,
etc.) Also by job titles. The
data shows 2.2 percent of American
college faculty (1.8 percent of
the male faculty and 3.9 of the
female faculty) is black. See
Tab O.

Numbers of publications and hours
taught, by sex and by type of
school.

Priority to teaching or research,
by sex and type of school. Also
by highest degrece nheld. 2Analysis

of this data is available from ACE.




U. S. Bureau of the Census
Department of Commerce
Washington, D. C.

American College Enrollment 8

Trends in 1971

Carnegie Commission on Higher
Education

1947 Center Street

Berkeley, California 94704

*Department of Civil Engineering
3106 Civil ‘Engineering Building
University of Illinois
Urbana, Illinois 61801

*Minorities and Women in Science
1776 Massachusetts Avenue, N. W.
Washington, D. C. 20036

U. S. Egual Employment Opportunity
Commission

1800 G Street, N. W.

Washington, D. C.

Committee on Eguality of Opportunity
in Psychology

Anmerican Psychological Association

1200 Scventeenth Street, N. W.

Washington, D. C. 20036

The Census Bureau has data of
various professions, by race and
sex. The 1960 Census, for instance,
found 212,408 lawyers and judges

in the U. S., and 176 were female
Negroes. The total number of
females, including whites and
Negroes, was 7,434. The Bureau
publishes an annual catalog of
available data.

Data showing'trends‘in graduate
enrollment between fall 1970 and
fall 1971. See Tab P.

Has compiled a list of women and
minorities who have been or soon
will be holders of doctorates in
civil engineering, engineering,
engineering mechanics and allied
fields.

A monthly survey of developments
affecting scientific manpower and
women power, including new sources
of availability data. Published by
Scientific Manpower Commission,
Betty M. Vetter, executive director.

The EEOC has cumulative data by
race and sex, in broad occupational

‘categories, as well as for various

professions.

Developing information on ]
minorities and women in the field.




A Statistical Portrait of Higher
. Education
Carnegie Commission on Higher Education
1947 Center Street
Berkeley, California 94704

*American Society for Public
Administration
1223 Connecticut Avenue, N. W.
Washington, D. C.

Data on student characteristics,
faculty characteristics, and
expenditures that may be of help

. in developing affirmative action

programs.

Maintains a data bank on women
and minorities gualified in the
field.




ADDITIONAL SOURCES

SOURCE PAGE

*Affirmative Action Campus
Contacts

*Project on the Status and
Education of Women

1818 R Street, N. W.

Washington, D. C. 20009

Directory of Afro-American
Resources

Race Relations Information Center '

(published by R.R. Bowker Company,
1180 Avenue of the Americas,
New York, New York 10036)

TYPE OF DATA

See Tab Q for a 1972 listing
of affirmative action contacts.

Maintains regqular mailing of
materials on affirmative action,
availability, recruiting,
suggestions, etc.

Lists, describes and cross-indexes
professional associations of
blacks, discriplinary committees
concerned with blacks, data sources
and study centers.










A Survey of Black American Doctorates

Conducted by James W. Bryant, program advisor,
Special Projects in Education, the Ford Foundation

In the course of planning a program to increase the number of black Ph.D.s,
the Office of Special Projects of the Ford Foundation conducted a survey of
black men and women who hold the doctorate. The results support the
generally heid assumption that less than 1 per cent of America's earned
doctoral degrees are held by Negroes. From a variety of sources, the names of
2,280 Negro Ph.D.s were obtained.* For the immediate future the percentage
is not likely to change, since another survey indicates thatless than 1 per cent
of the Ph.D. candidates at the close of the 1967-1968 academic year were

black men and women.**

Table il FIELDS IN WHICH DEGREES WERE CONFERRED
Male Female : Tolalq
Field Number Per Cent Number Per Cent Number  Per Cent
Education 228 26.4 85 36.3 313 28.6
Social Sciences 242 28,0 46 19.7 288 26.3
Biological Sciences 120 14.0 22 9.4 142 12.9
Humanities 90 10.4 46 19.7 136 12.4
Physical Sciences 116 13.4 13 5.5 129 11.8
Other* 66 7.8 22 9.4 88 8.0
Total 862 1000 T 234 1000 1096 100.0
*Includes Agriculture, Busi , Eng’ ing, Home Economics, and Religion.
Table IV EMPLOYMENT OF BLACK DOCTORATES
e
Male Female Total
Employment Number Per Cent Number Per Cenl Number  Per Cent
College & University 729 84.8 208 £8.9 937 85.4
Government 47 5.4 11 4.7 58 5.3
Social Agencies 42 4.9 1 4.7 53
Industry 28 3.2 1 4 29
Other* 16 1.8 3 1.2 19
Total 862 1000 ) 234 oae 1096
retired and sell ployed persons,
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GRADUATE EDUCATION AND BLACK AMERICANS

by Fred E. Crossland

During the summer of 1963, 105 American graduate schools of arts and sciences
were asked to provide data about black Artericans attending their institutions and receiving
their degrees. Sixty-founwere able to provide data about enrollment; sixty-three were
able to provide information about recent Ph.D. recipients. The participating universities
are listed in Attachment A. The data they furnished are summarized in seven statistical
tables at the end of this paper. We are extremely grateful for their cooperation.

The collection of information about racial representation in graduate schools is
complicated by two facts. First, it is impossible to be precise about something as imprecise
as race. Men and women do not fit neatly into yellow, brown, red, black, or white
pigeonholes, Second, in recent years it has become socially proper and legally necessary
for institutions not to ask a man's race and not to keep racial records.

It was impossible, therefore, for most administrators to provide exact answers
te our questions. For the most part, the raw data they sent us were estimates, educated
guesses, recollections of former students, and hunches about current degree candidates.
Despite the inevitable imprecision of individual items of information, the composite picture
is remarkably clear and the patterns ar= consistent.

Nearly one third of all American doctoral deg-ee granting institutions provided
data; these institutions award more than one third of all earned higher degrees. They are
not a small statistical sample; they are a large and representative group of America's
leading universities. They represent the public and private sectors of higher education.
They are located in all sections of the country. They are large and small, urban and
rural. They are prestigious and relatively unknown to the general public,

All the responding universities are typical in that they are "predominantly white'
institutions in a sociely becoming increasingly and belatedly self-conscious about its
treatment of the culturally different. What these universities have to say about their own
service to black Americans is important.
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The following three figures summarize the situation and indicate the scope of
the problem:

... 11.5 percent ....this is the proportion of the total American population
which is black

... 1.72 percent ....this is the proportion of the total enrollment in America's
graduate schools of arts and sciences which is black
American

... 0,78 percent ....this is the proportion of all Ph.D.'s awarded between 1964
and 1968 which went to black Americans

If the number of black American graduate students were multiplied ‘sevenfold, it
would only match the ratio of blacks to the total American population. The annual number
of new black Ph.D.'s would have to be multiplied by fifteen to achieve the total population
ratio. All the current black recruitment programs will not bring off such increases.

Nothing less than massive, concerted, and sustained efforts by the universities --
together with greatly inoreased student financial aid resources and vastly improved primary,
clementary, and undergraduate education -- will bring about graduate enrollment "parity"
for black Americans within a decade. Meanwhile, black administrators will continue to be
under-represented in higher education, And students, black and white, will continue to
have proportionately few black professors in their college classrooms and laboratories.

The sixty-four graduate schools responding to our questionnaire reported that only
1.72 percent of their students last year were black Americans. There were some regional
differcnces. Nearly half the reported black students were enrolled in the large Midwestern
state universities. Both the East and West were below the national figure. As might be
expected, the South'was above the average. However, although 40 to 50 percent of all black
Americans live in the South, it appears that no more than 20 percent of all black graduate
students attend institutions in that part of the country. It is likely that a substantial number
of black students migrate from the South to low-cost public institutions in the Midwest.
(See Table 1.)

Twelve of the 64 responding institutions had fewer than ten black students last year,
and only twelve reported more than 100. Of the latter, nine were public state universities
and three were urban institutions (one public and tWwo private).

Since the 1,72 percent black enrollment figure is more than double the 0.78 percent
black Ph.D, figure, it is probable that black enrollment tends to be concentrated at the
master degree level and that relatively few blacks continue to the doctorate. On the other




hand, it is possible that the number of new black graduate students in the last two or
three years has increased and that there will be a corresponding increase of black Ph.D.'s
in the near future.

In the past, the majority of black graduate students were seeking only to satisfy
Tequirements for elementary and secondary school teaching and few had reason to work
for the doctorate. That condition may be changing, More than half of
the recent black Ph,D. recipients were already teaching at the college level, many at
Southern predominantly Negro colleges. As both industry and higher education seek more
credentialed blacks, there probably will be increasing numbers of blacks seeking to enter
graduate school, enroll in a wider variety of ficlds, and work for higher degrees.

Sixty-three universities were able to provide data about recent black Ph.D.
recipients . Thirteen reported that they had none between 1964 and 1968. Fifty reported
that collectively they awarded 294 Ph,D, 's to black Americans between 1964 and 1968,
(See Table III.) Among the fifty universities, fourteen granted just one each, and an
additional eight universities awarded two Ph.D.'s each to black Americans between 1964
and 1968. The remaining 28 institutions awarded from 3 to 41 doctoral degrees to blacks
during the five-year period. (See Table IV.)

Thé annual number of black Ph.D.'s has been increasing rather steadily in each
of the four regions listed, but the percentage of Ph.D. 's going to black Americans has
remained extremely low and fairly stable. There has been no significant change despite
‘increasing public aitention to civil rights, racial issues, and minority problems, and despite
educators' preoccupations with compensatory programs and intensive recruitment of
minority students. Tz interval from graduate school entry to the awarding of the doctorate
typically is four or five years, so the result of recent and current efforts must be awaited.
No doubt the number of black Ph.D.'s will continue to grow slowly, but there are no signs
of sudden changes. After all, the black Ph.D.'s of 1972 are attending graduate school now
and there simply are not that many now ‘enrolled.

There appears to be no relationship between size of university and proportion of
Ph.D.'s awarded to black Americans, The ten largest and the ten smallest
instifutions among the respondents have almost exactly the same proportion of black
Americans among their recent Ph. D, holders. Black graduate students clearly are in short
supply, but no section of the country and no size of university has a corner on the market.

Universities also were asked how many Ph.D.'s they expect to award to black
Americans in 1969. Forty-six of the graduate schools responded. The
estimates appear to be very generous and may reflect hope rather than expectation. But
even if only half of the "hopefuls" for 1969 receive their Ph.D.'s, {he 46 responding
institutions will have record numbers of black doctoral alumni next year, It will be worth
a second look,
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TABLE I

ENROLLMENT IN GRADUATE SCHOOLS OF ARTS AND SCIENCES IN 1967-68

r Black Percent
Universities Universities Total American black

Region asked responding | enrollment enrollment American
East 39 24 'l 39,381 467 1.19
South 24 12 I 21,151 577 2.73
Midwest 25 18 79,149 1,495 1.89
West 17 10 34,934 473 1.35
Total 105 64 174,615 3,012 1.72

L_______.

Explanatory Notes:

PR GA AR A

1. The universities them selves provided the raw data upon which this and all

subsequent tables are based.
2. The figures are for full-time and part-time enrollment combined.
3. Questionnaires were addressed to deans of graduate schools of arts and

sciences at the 105 institutions included in Allan M. Cartter, An_
Assessment of Quality in Graduate Education (1966).

comparable because universities keep
records in different ways. For example, a few may have provided
data for more than "arts and sciences" and included education, business
administration, engineering, and perhaps other fields.

4, Data may not always be exactly

' gtudents rather than for "all black

5. Data were sought for '"Negro American
lude black students from other

students', a category which would inc

countries.




TABLE 1II

DOCTOR OF PHILOSOPHY DEGREES AWARDED FROM 1964 THROUGH 1968

e e e R e ey
Total Ph.D.'s Percent !
Academic Ph.D.'s to Black to Black
Year Awarded Americans Americans
EAST 1963-64 1,221 9 0.74 |
(23 respondents | 1964-65 1,456 14 0.96 i
out of 39 asked) 1965-66 1,586 15 0.95
1966-67 1,741 24 1,38
1967-68. 2,015 17 0.84
Five years 8,019 79 0.99
SOUTH 1963-64 692 1 0.14
(12 respondents ! 1964-65 916 1 0.11
out of 24 asked) | 1965-66 1,028 1 0.10
1966-67 1,197 10 0.84
1967-68 1,271 6 0.47
Five years 5,104 19 0.37
MIDWEST 1963-64 2,934 26 0.89
(18 respondents ' 1964-65 3,059 38 1.24
out of 25 asked) | 1965-66 3,495 28 0.80
1966-67 3,784 33 0.87
1967-68 4,219 41 0.97
Five years 17,491 166 0.95
WEST I 1963-64 952 5 0.53
(10 respondents : 1964-65 1,177 5 0.42
out of 17 asked) ' 1965-66 1,335 8 0.60
1966-67 1,670 3 0.18
11967-68 1,708 =9 0.53
Five years 6,842 30 0.44
TOTALS 11963-64 5,799 41 0.71
(63 respondents | 1964-65 6,608 58 0.88
out of 105 asked) 11965-66 7,444 52 0.70
1966-67 8,392 70 0.83
1967-68 9,213 Nh3 0.79
Five years 37,456 294 0.78




TABLE IV

DISTRIBUTION OF BLACK AMERICAN RECIPIENTS OF THE DEGREE

OF DOCTOR OF PIHILOSOPHY DURING THE FIVE-YEAR PERIOD ENDING 1968 -

Number
of black Number of universities
American
Ph.D.'s | East. South Midwest West Total

1 \I == e <R o ’
| o " 4 8 2 13
&1 8 4 1 1 14
2 3 0 3 2 8
i3 0 2 1 3 6
i 4 0 1 0 (] 1
= 5 3 1 0 0 4
i 6 1 0 1 1 3
! 7 0 0 0 0 0
i 8 1 0 1 0 2
; 9 -0 0 0 0 0
: 10 1 0 3 1 5
L1 1 0 0 0 1
j 12 0 0 1 0 1

13 ' 0 0 1 0 1

14 "o 0 0 0 0
| 15-19 i 0 0 0 1
¢ 1
' 20-24 Lo 0 2 0 2
» i
: 25-29 i 0 0 0 0 0

i

| 30-34 [} 0 0 0 0
i i
, 85-39 ! 0 0 0 0 0
+— i
| 40-44 L0 0 1 0 1
| |

: 45 or more 0 0 0 0 0
: Universities “ IR A T
i responding 23 12 18 10 63
|
| Universities
l asked -39 24 25 17 105
i | R

I R e
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' ) FROM THE AMERICAN BAR ASSOCIATION

American Bar Center, 1155 East 60th Street, Chicago, llinois 60637, Telephone (312) 493-0533 Chis Whittle, Director of Public Relations

Information Contact: - s
Linda Sacia

Release: .
il Immediate

\
SURVEY REVEALS DATA ON BLACK LAW STUDENT ENROLLMENT .
|

CHICAGO - Black students approximate three percent of the total enrollment
in U, S, law schools, according to a survey conducted by the American Bar
Association.

The survey revealed there are 1,605 black students out of 57, 573 enrolled

‘ in the 125 law schools respbnding to the questionnaire and distinguishing between
black and non-black students. This represents 2.7 percent of the total enrollment,

Out of the 142 law schools in the nation, eight returned the questionnaire but
did not distinquish between black and non-black students, while nine schools did
not reply at all,

The survey, conducted by the Committee on Civil Rights and Responsibilities
of the ABA Section of Individual Rights and Responsibilities, shows figures from
the 1969-70 school year,

'The survey was aimed at determining precisely the number of black students
being prepared to meet the serious need for minority lawyers in this country, i
said Louis Pollak, former dean of the Yale University Law School and chairman

of the Individual Rights Section.

(more)



Survey on Black Enrcllment - Final

Some representative figures are: University of Alabama, eight black
students in a total enrollment of 317; University of California, Berkeley, 34
of 753; Yale University, 50 of 588; and University of Wisconsin, 10 of 248,

A related survey of 1966 showed that one percent of male lawyers and
judges and 2.3 percent of female lawyers and judges were black according to
the 1960 census figures. Percentages were significantly higher in such

professional occupations as clergymen, physicians and engineers.

March, 1971




Survey of Black Law Student Enrollment
1969 — 1970

Conducted by the Committee on Civil Rights and Responsibilities
of the ABA Section of Individual Rights and Responsibilities

State Total Black
Enrollment Enrollment
Name of School 1969-1970 1969-1970 (o
Alabama
Cumberhand School of Law 383 2
University of Alabama 317 8 Y
Arizona > |
Arizona State University (Tempe) 320 s \
University of Arizona ' 323 3 |
Arkansas
University of Arkansas (Fay.) 350 6
University of Arkansas (Little Rock) 128 4

(continued on page 36)




feantinued frox: page 21)

Calvrenia
Lniv of Califarnia (Berkeley)

g Of California (Davis

73ty (Los Angeles)
n California

Caiifornic Western Univ,
Univ, of San D
Univ. of Californu (Hastings College)
Golden Gate College
Univ. of San Francisco
‘niv, of Santa Clara
Stanford University
Coluwrado
Uriversity of Colorado
University of Denver
Connecticut
University of Connecticut
Yale University
District of Calumbia
American University
Catholic Univ, of America
Georgetown University
George Wathington University
Howard University
Florida
University of Miarmi
University of Florida
Stetsnn University
Florida State University
Georgia
University of Georgia
Emory University
Merear University
Idaho
University of Idaho
inois

University of Illinois
Civivago-Rent
DePaul University

Joiin Marshall Law Schoal
Loyola University
Northwestern University
University of Chicago
Indiina
Indhna Univarsity (Bleomington)
[ndiamy University (Indbinapolis)
University of Notre Dame
. Valpariso Upiversity
Iowa
Drake University
University of Towa
Kansas
University of Kansas
Washburn University of Topeka
Kentucky
University of Kentucky
‘niversity of Louisville
Lovisiiny~—
Louisiana State Univ.
Southern University
Layola Uni y
Tulane University
Maine
Usniversity of Maine
Maryland
Uriversity of Maryland

Eostan University

Ezovard Cniversity

s
&
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152

179
428

218

847
150

1537
550
1651

17
Figures Unavailable

7
50
9
12
38
51
Figures Unavailable
2
5
0
12
Figures Unavailable
25

Figures Unavailable

No Reply Received
7

19
13

1

No Reply Received
9
4
]

20

30
1

No Reply Received
9

18
102




Michizan

University of

Wayne State University
Minnesora

Unisersity of Minncsota

Willain Mitchell
Mississippi

University of Montana
Nebrasta
University of Nebraska
eighton University
New Jersey
Rutgers University (Camden)
Rutgers University (Newark)
Scton Hall University
New Mevico
University of New Mexico

ty (Albany)
v, of New Yerh (Buffalo)
15ity
Brooklyn Law Schoal
Columbia University

New York Law Schicol
New York University
St. John's University
Syracuse University
North Caroli
North Carolina Cenizal Univ.
Wake Forest University
North Dekots
Unhversity of North Dakora
Ohio
Ohio Northern University
University of Akron
University of Cincinmati
Chase Law Schoot
Cleveland State University
Case-Western Reserve Univ.
Capital University
Ohio State University
University of Toledo
Oklahoma
Uriversity of Oklihoma (Norman)
Oklahoma City University
University of Tulsa
Orezon
_University of Oregon
Wiltamette University
Pennsyhvania
Dickinson School of Law
Temple University
University of P, vivania
. Duquesne University
University of Pitssburgh
Villanova Univensity
South Carolina
University of South Carolima
South Dokera
University of South Dakota

Vandesbilt University

39

15
No Reply Received
St

5
No Reply Received
8
No Reply Received
10
6
Figures Unavailible
1
4
Figures Umavailable

Figures Unavailah'e

Junz 1971




Texas

rsity of Texas 1468 Figures Unavailable
Southern Methodist University 578 2
Unnenity of Houston 497 S
South Texas € of Law 578 7
Texas Southera University 149 No Reply Received
1y 156 2
Antonio) 412 3
304 1
Uuh
University of Utah 337 No Reply Received
Virginia
788 20
versity x 185 1
cnd 180 0
College of William & Mary 190 2
Washington
University of Wachingt 356 8
Gonzaga University 159 2
West Virginia .
University of West Virginia 217 0
of Wiscoasin 248 10
tte University 289 3
Wyoming
University of Wyoming 124 0
Totals 571573 1,605

From Schools which Responded O

FOOTHNOTES

277/1970). This issue comprehensivzly examines the crucial quastidns

wnd Legal etierts of

. ToL L. Rev,










American Bar Association

Section of Individual Rights and Rosponsihilitics

Survey of [Dlaclk Law Studemnt

Emnprollment

John W. Atwood

David F. James

David C. Long

Division of Public Service Activities
Armerican Bar Association

Number of Blacks in Professional Occupations and
Black Percent to Total Number in Each Profession, by Sex, 1960

Professional Occupation Number of Blacks Percent of
Total in Profession

Males:
Clergymen 71%
Physicians and Surgeons 15%
Dentists
Chemists
Pharmacists
Engineers
Lawyers and Judges

Females:
Physicians and Surgeons
Professional Nurses
Librarians
Lawyers and Judges
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The Black Academic in the Markepic.cs

by David M. Pafky

The assassination of Rey. Martia
Luther King, Jr. spurred a number of
traditionally *“closed,” predominantly
while, noa-Southern colleges and uni-
versities to re t black faculty. How-
ever, the number of biacks at these
schools is stil! smail. Cur study focuses
on the status of LJzcks in the acedemic
marketplace and the barriers to their
employment,

1bling a mailing list of biacks
in white sciiools was no casy task,
rosters of black
professors were sant to deans, pro-
vosts, presidents and
department chaitmen of all four-year,
degree granti zdominantly wh
non-Southern schools with raore than
three hundred students. The followiag
illustrules some of the problems that
we bud:

1 would request you kindly to
define mote precissly what you

mean by the tenn ‘black'? Am 1
right in suppusing that you ace
sceking

American Y
descent? Or do you wish West
Indian and Afrizan faculty mem-
bers to be iaclided - or datk
skinped fuculty from other coun-
tries?

Ten of the faculty members vho
were ! b by our informants
returned  their  questionns with
“white™ indicated as their racisl pre-
ference.

In addition, several large univer-
sitics refused to proviae us with names
(evasively, we beiieve) because (1) to
supply such information is “illepal;”
(2) it is too expensive to “check the
fie (3) the impropricty of giving
o't names based on race without the
permission of the individuals; and (4)
*{he whole thing is a sloppy approach

David W Ralky, sociologist, is an assistoant
profussor of education at Syracuze Univer-
sity, Syrezase, Hew York.

CHANGE, Fall 1971 P.6

to a problem.'” Our repeated

doc! pared to forty percent

to the Office of Education were ij
nored. Therefore we contacted pron
inent bleck scholars and organiza-
tions in order to obtain the names
of blacks at schools which refused to
cooperate in the survey.

Another uncxpected problem was
establishing eriteria for determining
faculty status, since schools diifer in
their definitions of “faculty” — some
in order to inflate the number of

‘blacks on their staff, Several included

part-time instructors, house mothers,
guidance counselors and members of
the school's custodial staff. We didn't
include e blacks on our list,

An earlizr suney by A. Gilbert
Relles (19£8) iadicates that our sample
of 699 black faculty members in raore
than 184 non-Southern, white colleges
represents as much as seventy-live to
ninety percont of the target popula-
tion, A comiparison group of 699
whites from three hundred college bul-
letins was also selected and matched
according to academic field, size, loca-
tion and type (public or private) of
institution. Because twenty-cight per-
cent of the black facully ace women,
compared to cighteen percent of the
white sariple, an attempt to match the
iwo groups aceording (0 gendel wés
unsuccessful,

Our questionnaire was mailed to
the two groups in 1969. Seventy-nine
percent of the blacks replied, in con-
trast to sixty-three percent of the
whites. The Middle Atlantic states,
where the largest pumber of Northern
blacks live, contain the largest number
of schools reporting one or more
blacks on their faculty. Totlly they
reported 292 black faculty members,
Blacks were rarcly employed in the
Mountain states.

Seventy percent of the white com-
parison greup in our sutvey hold the

of the blacks. Blacks without the
doctorate are both teachers sad ad-
ministrators

Generally olack men ar mose
likely to hold the doctorate than black
women in the sample, and the came is
true for whites. Black doctoratis are
primarily employed by high qu ity
public colleges «nd unive: . while
white doctorates are especially likely
to be in high quality privare schools.

While blacks and whites cinplosed
by high quality schools generaily hold
the doctorate, low quality schools
apply different standards to whil
and blacks. Of the bluciss at thesc
schools, foity-two percent X Jdoc-
torutes, compared to sixty-cight pei-
vant of the whites. Tenured fucuity,
black or white, z=nctally hold ductor-
ales. Among untenured facuity, howv-
ever, blacks are less likely (forty-three
percent) to have a doctorcte than
whites (fifty-cight percent). 5 sua-
gests that ic is somewhat susier for
blacks with limited credentials to ob-
tain jobs at private high quality
schools than for wkites, and a sreat
deal easier at low quzlicy schools.
Rlacks may have an employment
advantage in lower quality schiools, but
they are less likely than whites tarbe
granted tenure at these schools.

Although the whites are “beiter”
qualified than the blacks, the blacks
are more likely to be at elite colieges
and universities. Still, they r in in
the lower ranks, more often than not,
unteputed even when in pusitions
where tenure rules sre applicable.
Twenty-cight percent of the biacks
hold ranks lower than assistant profes-
sor compaced to eight percent of the
white faculty members,

While the mojority of blacks
and whites are engaged primarily in
(Continued on page 65)
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(Contirued from poge 6)

teaching, many blacks are connccted
with programs for *“‘disadvantaged™
students as teachers, counselors or ad-
ministrators. Alihough more blacks
than whites counsel students, the
blacks are not full time or professional
counselors. Kather, they seem to
zdvise studants as an adjunct to their
academic dutizs.

Younger blacks tend to b2
recruited by the large lower quality
schools — especially those in the West
and New England. Older blacks are in
better schools than their white coun-
terparts. This is truc even though
blacks at all age levels publish less than
whites.

Although blacks have been taking
increased advantige of higher ecuca-
tion in resent years, (the number of
tlacks with five years of college or
more increased from 3,500 to 194,000
between 1947 and 1969) the propor-
tion of black doctorate holders from
1964 to 1968 has remained stable at
Jess than one peicent of the fotal

doctorates awarded in that period. Be-,

tween 1947 znd 1969 the numiber of
lack doctorites increassd

thon 381 to 2,280, which maiches the
seven{old increase in black faculty at
white schools during that period.

The ratio of blick faculty to black
doctorates has remained constant but
the predominanily white colleges are
not absorbing many blacks with higner

ac, Thus tha harrier to their em-
ployment posed by the lack of blacks
with hisher degrees may be lowered by
increasing their employment oppor-
tunities in higher education.

Andther major barrier to the em-
ployment of blacks in white academia
is the attractiveness of other profes-
s in government, industry, founda-
tion: and black colleges and univer-
sities, The pressure on black schools to
recruit black faculty, coupled with the
shortage of qualified blacks availuble
for azscemic positions, may be in-
fating salsrins in some black schools.

Ninety percent of the black
faculty belizve that some institutions

of Ingher education oulside the South
exclude Lluch tuculty. Mose thun one
quaster boltieve that blacks must be
more quatified than whites to be hired
or granted tenure at their school, In
other words, they feel themselves to
be better qualified than their white
collcagucs.

It may be argued that the ncw
black recruit into the 2cademic profes-
sion is cynical and does not huve de-
tailed knowledge about hiring and ten-
ure granting procedures at his school.
His older bluck colleagues, more
familiar with administrative proce-

dures, should have more accurate per-

ptions of the di Iy prac-
tices, In fact, the older blacks are more
likely than their younger Liack
colicagues to accuse their employers of

xclusionary pructices. Only eigh
percent of the blacks under thirty
believe that their scliool discriminates
in employment compared 10 mere
than forty percent of those over
thirty. This contradicts the notion that
blacks who have “made it” in the
white world tend to deny the existence
or underestimate lhe importance of
racial diseriminati

Few of the hl.n.ks or whites in this
survey expericnced difficulty in find-
ing their present positions. Of those
who reported diffitulty, almost one
half ¢it: .neral job market conditions
as 17c reason. Thirty percent of the
blacks who had difficulty, however,
believe that ra dizcrimination was
responsivly  1his percentage may not
represent the proportion of blacks
who feel this way since some of the
responses clas as “other”
racial connotations. For example, one
Ulack stated that his difficulties were
due to “lack of housing for blicks in
com in which some colleges
and universities are located.” Another
believed his problems stemmed from
his “left-wing political background
which might be tolerated for a white
professor but not for a black In
addition, several blacks who had little
or no difficulty in obtaining positions
indicated that gace was a positive
factor in their employment. Oiie can-
didly reports that he was “recruited as
a result of the search for a black
faculty member.”

Of 554 black faculty members,
eight percent stated that difficulty in
finding their present job was caused by
ractal discrimination, This proportion

is relativeiy low comparzd to their
widespread amreement thet dise

tion is practiced in higher cducitio
general and in their own schiools in
particular, Only four percent of the
younger blacks reported discrimina-
tion in finding a job, comparcd to
morc than ten percent of their black
collcagues over thirty. Apparently
young black doctorates entering the
academic profession are not likely to
encounter dilticulties in finding a job
because of racial discrimination; older
faculty, regardless of highest degree
and other qualifications more often
report racial discrimination.

There are three major uninten-
tionally erccted barriers which dis-
courage biucks frum eutering predam-
inantly white faculties. One of the
most subtle barriers involves the
“feeder” process whereby professors
and department hesds recomiaend
praduate students to schools with
faculty vacancies. Edward Hurris, a
sociolozist at Indiana University, des-
cribes in a 1967 survey instances in
which blacks completing their erid-
vate work in white Midwestem
schools were discouraged by their
academic sponsors from seeking poi-
tions in white schools with vucuncies:

A black degree candidate Jearns ‘d

from one of his professor:

opening existed on the [

a predeminandy white soutliem

colleps. The student cxamined e

open {Ue of job requists m

tainedd by the department chy

man and noticed the letter sol-

iciting applicunts for the vacancy

in question. After naring known

bis interest in the job to the

department chaitman he was in-

vited to look through the

file. The letter from the school in

quest S was  conspic ously

missng.

In 1961 James Moss and Norman
Mercer sent quesiionnaires to the
president or dean of 179 colleges and
universities in New York State inquir-
ing about racial hiring practices. Of the
eighty-two administrators who respon-
ded, sixty-seven reported some respons
sibility for setting employrent policy.
Moss and Mercer describe the theme
underlying the majority of their replics:

The benignly liberal a

the nwjotity of colle

trator: :nJ depatiment ¢

who view “ethniz detachms

a virtue in recruiting,

as a possible “screen” iehibiting
the steady growth of culturully
inclusive facultics.




Thiz attitude war expressed in the
Rafky, Roiles (1968) and Moss and
Meccer (1961) studies as (1) irntation
at receiving a request for intormation
on the racial mix of their schuol, and,
(2) stated policy of official indif-
ference to cultural and ru back-
ground of the faculty, for example:

1 consider it a point'es: question
to a college which Kires human
beings rather than shites, noa-
whites, ete. (Dean)

The final barrier to the employ-
ment of blucks is irrationality within
the academic marketplace, due to the
limited access to inforination and in-
adequete funder proce blacks have
in finding their first jobs. However,
blacks and whites do dilfer in the
methods they used to obtain their
most recent academic jobs. Blacks,
more often than whites, were invited
to accept their present jobs. Two
blacks report that not only were they
asked to accept their present pusitions,
but the positions were created at their
request. Scyeral blacks report that
they were offered positions in
response to student protest. Most,
however, do not believe that they were
hired as a result of student deinands,
Several were contacted by department
chairmen or deans, but a few report
offers by such people as the president
of the university, All of these offers
were unsolicited.,

Almost equal proportions of
whites and blacks were invited to ac-
cept their first academic posts. Of the
blacks who entered the profession
more than twenty years ago, nineteen
percent were invited to accept their
first position, compared to only eleven
percent of the whitec hired at the same
time. That is, a generation ago,
younger blacks were being invited into
the academic profession. Today, how-
ever, the situation is reversed. Forty-
one pereent of the whites under thirty
were invited to accept tiwir present
position, compared to only six percent
or the young blacks, Young blucks
eniering the profession no longer re-
ceive invitations, but solicit jobs for
themselves by sending mass leétters or
using personal contacts,

Ve are forced to conclude that
blacks generally are not put at a dis-
advantage by the cutrent methods

used to obtain knowledge about posi-

tions. In fact, they (cipecially older
blacks) seem to be sorght out more
than white faculty. Rut this tends to
put at a disadvants.e blacks who are
nat “visible," who do not participate
in the academic grapevine.

As one mizhl expect, tenured
faculty of both rac: Id posts by
invitation more often than untenured
facuity. Dlacks at private institutions,
especially high quatity schools, tend to
be there by invitstion regardless of
tenure, For the whites, on the other
hand, those in high quality public in-
stitutions who have tenutre are most
often there by invitation. The high
quality private schoois seem to be
doing heavy recruiting  of black
schiolars. Forty-four percent of blacks
without the doctorate, who attended

igh quality graduite schools and have
no publications, vere invited to accept
their present positions, This is not
surprising since people with master's
degrees and limited credentials have
trouble getting jobs in any way other
than “friends in high places.” Without
friends, they continue graduate work.
Blacks with the doctorate from hi
quality schools who have published
report jobs by invitution almost four
times as often as whites with the same
excellent credentials. Blacks with the
do v oate from lower quality schools
3.0 have published report being in-
vited to accept their present position
no mote often than whites with the
same qualifications. However, if blacks
hold only the master’s degree earned
at a lower quality school, they arc
more often working by invitation than
whites with similar credentiale, regard-
less of pubLicaticns, These are pri-
maiily blacks who are counseling in
disad-

and dirscting programe for
vantaged students,

We pursued the matter of job
invitation by asking, “How many un-
solicited job offers have you had in the
past year?' On the average, whites
report 1.5 offers compared to 3.1 for
the blacks for the academic yecar
196869, This therefore, a period of
reverse discrimination in which blacks
aleeady in the academic proféssion are
sought out by predominantly white
colleges and universitivs. In addition,
more than sixty schools requested our
roster of black faculty. One black as-
sociate professor of history at a large
state university told us that he was

offered nine pusitions within tie pastt

year. He said that be would not acezpi
any of them becanse the oflers were
not merited by his scholuly work, As
soon as he finishes a book he is
rescarching, he will aveept a position
at an lvy League school Until then,
he describes his attitude as: “Either [
publish or you [white schools] per

Blacks under thirty are not as
sought after as blacks in general, and
they are less willing to move then their
older black colleagues. We fourd that
the best qualified blacks (doctorates
from dhigh quality schools) are the
most willing to move, The leust
qualified hlacks (bachelor's desrres
from low quality schools) report the
fewest job offers and are least willing
to move. Blacks with limited creden-
tials who have good jobs are particu-
larly likely to “stick with a good deal™
and not risk looking for or accepling
another position.

For those sceking new jobs, tfxe
highest degree and quality of graduate
school have little effect on job cffers.
This sucgests that contemporary catesr
status is more important than easned
qualifications; that is, “‘where you are
now"” and ‘“hat you have doae
lately” may be more important than
“where you have been.” .

Therefore, a black with limited
credentials who obtains & position at
an clite college is more soupht after
than a black with better credentials
v:ho teachies at a lower quality school
This explains why blacks with only the
master's degree who teach at elice
schools because of “connections™ are
especially popvlar, Resmiters should
note that tenured blacks ut the lower
quality public institutions are very
willing to move, but they have the
fewest offers,

The problem of “discrimination”
in the academic marketplace is evi
dently more complex than appeared at
the cutset. Clearly some sclhiooss dis-
criminate and others do not, but we
do not believe that discrimination
exists only in the sysiem. Some
barriers hinder entrance into the aca-
demic profession, while others make
it difficuit for blacks already in the
academic profession to obtain jobs at
some schools. This is a moot point,
however, and we are sure that we
have raised more questions than we
have answered. "
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TABLE 4.--DISTRIBUTION GF ACTIVE PHYSICIANS TA3LE 5.—NUMNFR AND PERCEN
BY MAJOK PROFESSIONAL CATEGC —1967 BLACK SPE

Black Physicians U.S. Physicians

Per Per

Number  Cent Number Cens
Internal Medicine 42,325
Total Active 4,710 100 294,072 100 Gentral Surater 29,687
Paticat Care 3,427 73 190,079 65 Psychiatry 19,749
Ol ReTiPr o e 836 18 57,137 19 Obstetrics and Gynecology 17,964
Pediatrics 17,614

ini ), ’. v

Training Programs 447 9 46,856 16 Radiology 10,877

TABLE 6 —NATIONAL MEDICAL ASSOCIATION MEMBERSHIP BY SPECIALTY
AND SPECIALTY BOARD CERTIFICATION—1967

= S N
Total
NMA Per Cems Nor
Menibers Bozrd Board Board
(100.096) Cerifiedt Cersified Ceriified
Total Physicians 4,805 1,074 224 3,731
Allergy” 4 0 0.0 4
Anesthesiology 79 27 34.2 52
Aciospace (Aviation) Medicine 9 0 0.0 9
Cardiovascular Diseases 14 - 3 214 11
Child Psychiary 25 8 320 17
Colon and Recia! Surgery 1 1 100.0 o
Diagnostic Roeaigenology 1 1 100.0 0
Dermatology 49 22 449 27
Gastroenterolezy g 2 250 6
General Practice 1,867 16 0.9 1,851
General Preventive Medicine 10 6 60.0 4
Genersl Surgesy 479 206 43.0 273
Internal Medicine 540 110 204 430
Neurological Surgery 15 3 20.0 12
Neurology o 22 5 227 17
Obstetrics and Gynecolog 425 152 35.8 273 .
Occupaticnal Medicine » 10 3 30.0 74
Ophthalmolegy 78 38 48.7 40
Orthopedic Surgery 65 16 24.6 49
Otolaryngology 33 10 30.3 2
Patholegy 56 31 55.4 25
Pediatrics 280 143 51.1 137
Pediatric All 1 0, 0.0 1
Pediateic Cardiniogy 2 2 100.0 0
Physician M ¢ and Rehabilitation 22 7 31.8 15
Plastic Surgery 6 3 50.0 3
Psychiatry 275 81 29.5 194
Public Health 19 7 36.8 12
Pulmenazy Disesse 8 0 0.0 8
Radiology 109 74 67.9 35
Thotacic Surgesy 14 12 85.7 2
Urology 78 40 513 38
Not Recognized (1) 65 34 - 523 31
Unspecified 136 11 8.1 125

(1) Includes S5 Administrative Medizine,




DISSIRIBUTION

Alabama
Arkansas
Arizona
California
Connecticut
Colorado
Delaware

pPistrict of Columbia

Florida
Georgia
Illinois
Indiana

Towa

Kansas
Kentucky
Louisiana
Maryland
Massachusetts
Michigan
Minnesota
Mississippi
Missouri
Nebraska
Nevada

New Hampshire
New Jersey
New York
North Carolina
Ohio

Oklahoma
Oregon
Pennsylvania
Rhode Island
South Carolina
Tennessee
Texas

Vermont
Virginia

West Virginia
Washington
Wisconsin

OF

40
17
4
396

BLACK PHYSICIANS IN THE

UNITED STATES
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SPANISH SURNAMED AMERICAN COLLEGE GRADUATES
1970

TOTAL GRADUATES

GRADUATING

GRAND TOTAL 801 40 3302

Compiled By

The Cabinet Committee On Opportunity for the Spanish Speaking
Suite 712, 1800 G St., N.W., Washington, D.C. 20506
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PROPORTION OF DOCTORATES EARNED BY WOMEN,
BY AREA AND FIELD, 19560-1969
sriment of Hesith. Education and Waltare, Eynnd Deorees Confurred: Bachelor's and Higher Degrees. A publicstion of the
Astoarch ana onment anu the National Center [o¢ Ecucational Statissics, Wasnington, D.C.: U,S. Governmant Printing
Drivate calimg @ UNIvervIties in the United States known 1o canfer doctoral degrees are inciuded in Me survey. Professional
M.D.. nowaver, are 00t 15100.1 The consecutive Dulletina from which those ariginel dats ware obined are located in the

Data 1ource: US, D.
Buresu of Education
Oftice, (All pu
doctoral duyr

Wilson Linrary ts Division,

3t 3 g 33 ¥ 3
38 3d 3 3a 38 5d
£53 ésss% £52 Ezco ssco
z:2 ZIEQ E 252 228E2 Egﬁi"-
158 3558 ¢ 333 3§38 38
k0= F822 o FO= Fa3% a5
Av'Aiculxur'e. To!él 44sg 79 :calm Education 88 26 29.5g
griculture, General 1 1 4 ecreation 30 4 133
Agronomy, Field Crops 9266 S 4 Education of the Mentaily Retarded 118 36 3051
Snimul Science 872 21 2.41 Education of the De:vf (1964-1969 only) 6 4 66.67
3iry Science 262 4 1.53 {1984-1869 only)
Farm Management 13 0 .00 Speech and Hearing Impaired 339 67 19.76
Fts:'i Q%a'rr;; org ’;‘;‘lldh‘e Management 209 2 .56 Education of the Visually Handicapped 3 1 3333
196 ) (1964-1969 only)
f‘ooq Sll:ieﬂC! ggg :? ;;g Education of the Emlol:ionaﬂy Disturbed 24 6 25.00
orticulture . (1965-1969 only)
gmlammsﬂa_l Horticulture 2}: (7) 332 Administration of Special Education 14 4 2857
'oultry Science 2 (1968-1969 oniy)' *
Sail Science 568 2 .35 Education of Other Exceptional 39t 126 32.23
Agriculture, All other fields 308 10 3.25 Children '

Architecture 50 4 800 :wiézlwm' Education 333 5; 2 5'53
N . rt Education .
Biological Sciences, Total 17708 2448 1382 Business or Commercial Education 300 89 2967

Premedicsl, Precental and 25 2 800 Distributive Education, Retail Selling 28 6 21.43
Bi 7’""&”"‘?"‘, Sciences 1949 05 0.27 Home Economics Education 124 123 99,19
B;B?J-Gf:e‘r':" 1653 :I’BG f,'zs Industrial Arts Education, Nonvocational 524 7; .35
T { Music Education 48 13.69
iﬁ::z‘i% S‘;seb’ia;mlogv 2§g§ ﬂg }ggg Trade or Industrial Education, 181 8 442
193 4 Vocationai
g.‘“ffvofcav. etc. gggg 2‘7‘? :?:g Specialized Teaching Fields, All other 756 261  34.52
B:o&:;c-’lfrmy 429 32 7.46 Nursery or Kirdarqarten Education 14 12 8571
c"’P’ YAy % 9 3000 Early Childhood Education 22 20 9091
EV'? u{-Y“gm 1869 only] 2 2 B4 Elementary Education 1199 459 3828
Eccbfsyl el G 5 11 2444 Secondary Education 966 154 1594
E:;orxglgg\: 1097 48~ ata Combined Elementary and Secondary 21 4 19.05
Genetics 672 61 gogf , EEten 303 46 1518
Molecular Biology (19681989 only)® 32 S 38751 Geners) Teaching Fiolds, Allother 445 97 21.80
Nutrition (1951-1968 only) 156 45  28.85 i L LS : i
Patholoy 271 15 654 Education Administration, Supervision 7242 931 12.86
9 3 Finance
Pharmaco..ogv 753 87 ”"; Counseling and Guidance 2357 488 20.70
;l:vn‘(";":qm{oloav 'éﬂg I?g I;,?S Rehabilitation and Counselor Training 80 14 17.50
Plant Physiology 203 12 5.91 1 AlHegdod on!vj .
Biclogical Sciences, All other fields 803 92 1146 H";"";’)‘I’I, Education, etc. (1964-1969 488 99 2029
Business and Commerce, Total 3046 86 2,82 ;
¢ g} > Education, General 6286 1183 18.82
2::"::?:5::;’ Commerce, General ‘ggg ;’g g;; Educational, Psychology (1964-1969 875 224  25.60
X ; N . 4 £ only}
"f";‘k’;ifn;‘r;’g"”;? ,‘g‘ gﬁ:s‘;g only) gg : :-gg thsgical Education, Nonteaching (1064- 36 9 2500
\itale - 14 5 y + 1969 only)
?:aar:vaso(r“xl.\c:":u:r:;?c ”953,.,:‘3?3 arly): ’;’ g gg Education, All other fields! ¢ 1296 286 22,07
ion (1 i
Business and Commeree, All other fields 1278 33 2,58 § Engincering, Total' ! 18,572 82 44
City Planning (19661969 only)”™ 44 2 4,56 1 English and Journalism, Totat 6471 1!_':4! 23.81
Cor:mum Cr)i‘n'c il ﬁvuehvs 158 4 2563 English and Literature 6322 1523 fggg .
Analysis, Total (19531969 only)® | ekimifn S, 0
Computer Seicnce 09 3 3.03 | Fin2 Arts and Applicd Arts, Total 4035 678 16.80
Systems Anulysis 22 1 4.55 Art General 99 18 1818
Computer Scivnce and Systems Analysis, 37 0 .00 Music, Sacred Music 1473 199 ’3 51
All other fiwlds Speech and Dramatic Arts 1978 314 15.87
Educaifon. Total 26360 5230  10.83 Fine and Applied Arts, All other ficlds 485 147 3031
Physical Education 1143 313 - 22,38 | Folklore (19651963 onty) 29 8 2789
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Sy SEeaNE e z53 2353 §353
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Foreign Languages and Literature, Total 4158 1186 .52 Metallurgy 213 0 00
Linguistics 551 133 2414 { Moterology 245 2 82
'E:::c'hmmml Greek ;occg :1'3113 Zg?g Pha(vmg.g:‘c\;gc;( Ci}emislrv 289 13 .50
.4 1961 .
Italian 47 17 3617 Physics s 8415 168 2.00
Portuguese 14 3 2143 Geology 2143 53 247
Spanish 668 217 3249 { Geophysics 203 3 148
Philology and Literature of Romance 380 93 24.47 Oceanography 222 4 1.80
Languages Earth Sciences, All other fictds ' 170 2 118
gf;‘:wragum R 6;2 17; zggg Physical Scicnce, All other fields 359 18 5.01
21 Lk 3
Philology and Literature of Germanic 52 9 17.31 Psychology, Total 9135 1845 20'20
Languges General Psychology 7071 1365 1930
Arible 5 1 20.00 Clinic1l Psycholoay (1951-1969 only) 651 163 25.04
Chinese 14 . 2 1429 Counseling and Guidance 138 33 2391
HEbre 23 1 4.35 Social Psychology (1961-1969 only) 309 68 2201
Hindi, Urdu (1261-1869 only) 2 0 0.00 Rehabilitation Counselor Training 36 8 2222
Japanese 12 2 16.67 (12641959 only)
Russian 116 28 24.14 Educational Psychology 137 37 2101
Other Slavic Languages 68 20 2341 (1964-1569 only) .
Foreign Language and Literature, All 227 45 19.82 Psychology, All other fields 793 171 2156
other fields (1964:1969'0nly) .
Yorestry 558 1 .18 | Religion, Total 2825 141 493
Geography 663 37 5.50 ?:Iigious Education, Bible 368 49 1332
. eology % 1417 49 3.46
Health Professions, Total 1831 168 9.18 Religion, Liberal Arts Curriculum 860 39 454
Hospital Administration 20 1 50 Religion, All other fields 180 4 222
Medical Technology > 2 0 .00 R .
Nursing, Public Health Nursing 18 17 94.44 ; Social Sciences, Total 18,662 2072 11.10
Optometry 16 1. 6.25 Social Sciences, General . 261 27 10.34
Phatay 563 24 426 American Studies, Civilization, 257 41 1595
Physical Therapy, Physioth 1 0 .0 Culture
Pug:i‘caHnal n:apv i 418 62 14.83 Anthropslogy 042 202 2144
Radiologic Technology 3 0o .0 Area or Regional Studies 384 46  11.98
Clinical Dental Sesvices 24 4 1677 Economics 3898 218 5.62
Clinical Medical Services 302 31 10264 History, ! 4843 BRE/E D)
Clinieal Veterinary Services 250 4 1.60 International Relations 426 a3 7.76
Health Professions, All other fieids 210 o 28 anand ol SciencierGavernmant A
Socioloy! o
Home Economics, Total §14 392 7620 Agricultural Economics 1165 12 103
Hofnc Economics, General . 104 101 97.12 Foreign Service Programs * 1 1 9,09
Child Development, Family Relations 174 87 50.00 Industrial Relations ] 4 417
Clothing end Textiles 53 52 93.11 Public Administration 283 23 813
Foeds and Nutrition 134 108 60.60 8  Social Work, Social Administration 480 174 3625
Ins::ju:x_on Manzgement or 6 6 100.00 Social Science, All other fields 280 556 19.64
ministratiol ic ini
Home Econamics, All other fields 43 a8  B8.37 'é'lad:c(\:‘r Indu::f"‘ :I'ulmmg i : 7:; ‘0‘7) “':2
02 enerdl urriculums and .
Law 268 12 4.48 Miscellaneous Total )
Library Science 140 38 27,4 Arts, General Programs 39 9 2308
a1 Sci = Sciences, General Programs 84 9 1071
M“;\:gm‘::&“{ii‘m““" Total g;gg g% gig Arts and Sciences, General Programs 40 5 12.50
Statistics 281 53 6A79 Teaching of English as a Foreign 27 '+ 10 37.04
2 Lanquage 5
Phill;’;]s_clxphy,,Tolai 1;% :gg }(1)(213 All Other Fields of Study L 536 74 1381
o T 10 1 1829 | Total All Ficlds (areas) reported: 154,111 17,920 11.63
Physica! Sciences, Total 25,736 1179 A58
Physical Sciences, General 93 3 3.23
Astronomy 421 29 6.69
CRAmie Iy 12063 834 682
1. When iformation was avaiabie from 15611869 (1his fieid wirs not Aiven as 3 3epaiate cateqory In 19CU1061), Groportions were computed buseu
on informaton avadatile, 11 the Hoid was Not IsIed 2 8 30Pardte catejory for more years than 1960-1961, the infarmation was incluced in the

rosictual category
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v, N 109y, Myeciogy, Parusitology snd Microbioiogy.
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Five-Year Increase in Number of Women at
Accredited Law Schools

Law School No. Women Total No. Percentage of
Year Law Students Law Sludents Women

1971-72 8,914 94,468 9.4%
1970-71 6,930 82,041 8.4%
1969-70 4,715 €8,386 6.9%
1968-69 3,704 62,779 5.8%
1967-68 2,906 64,406 4.6%










LIST OF WOMEN'S CAUCUSES AND COMMITTEES
IN PROFESSIONAL ASSOCIATIONS

Source: The Project on the Status & Education of Women,
Association of American Colleges, 1818 R St. N.W. 20009

ADULT EDUCATION ASSOCIATION (AEA)
Commission on the Status of Women in Adult Education
Chairperson: Dr. Beverly Cassara
10421 Courthouse Drive
Fairfax, VA 22030

AMERICAN ACADEMY OF RELIGION
TF on the Status of Women - The Academic Study of Religion
Chairperson: Elizabeth Schussler Fiorenza
1223 N. Lawrence St.
South Bend, IN 46617

AMERICAN ANTHROPOLOGICAL ASSOCIATION (AAA)
Committee on the Status of Women in Anthropology
Chairperson: Prof. Shirley Gorenstein
Dept. of Anthropology
Columbia University, New York, NY 10027

AMERICAN ASSOCIATION FOR THE ADVANCEMENT OF SCIENCE
Women's Caucus of the A.A.A.S,
Chairperson: Ms.Virginia Walbot
Dept. of Biochemistry
University of Georgia, Athens,GA. 30601

AMERTICAN ASSOCIATION OF DIMMUNOLOGISTS (AAI)
Committee on the Status of Women
Chairperson: Dr. Helene C. Rauch
Dept. of Medical Microbiology
Stanford University School of Medicine
Stanford, CA 94305

AMERICAN ASSOCIATION FOR HEALTH & PHYSICAL EDUCATION
Committee on Women
Chairperson: Professor Ione G. Shadduck
Drake University
Des Moines, Iowa 50311

AMERICAN ASSOCIATION OF UNIVERSITY FROFESSCRS (AAUP)
Committee on the Status of Women in the Profession
Chairperson: Dr. Alice S. Rossi

Dept. of Sociology
Goucher College, Towson, MD 21204
AAUP Contact: Me. Margaret Rumbarger-
Associate Secretary, AAUP
One Dupont Circle, Washington, D.C. 20036

AMERTICAN BAR ASSOCIATION
Women's Rights Unit
State-by-State Roster of Women Lawyers, being compiled by:
Dr. Lee Ellen Ford
336 Hickory St.
Butler, Indiana 46721




AMERICAN CHEMICAL SOCIETY (ACS)
Women Chemists Committee

Chairperson: Ms. Helen M. Free
Ames Co., Miles Labs., Inc.
Elkhart, IN 46514

AMERICAN COLLEGE PERSONNEL ASSOCIATION (ACPA)
Women's Task Force
Chairperson: Dr. Jane E. McCormick
Asst, to Vice-President of Student Affairs
Penn State U.
University Park, Pennsylvania 16802

AMERICAN ECONOMICS ASSOCIATION
Committee on the Status of Women in the Economics Profession
Chairperson: Carolyn Shaw Bell
Wellesley College
Wellesley, Mass. 02181

AMERICAN FEDERATION OF TEACHERS
Women's Rights Committee
Chairperson: Marjorie Stern
1012 1l4th Street
Washington, D.C. 20005

AMERICAN HISTORICAL ASSOCIATION (AHA)
a, Committee on Women Historians
Chairperson: Dr, Linda Kerber
University of Iowa
Towa City, Iowa 52240
(staff Liaison:
Dr. Charlotte Quinn¥*
400 A St. S.E.
Washington, D.C. 20003
b. Coordinating Committee on Women in the Historical Profession (CCWHP)
Chairperson: Dr., Sandi Cooper
. Richmond College
CUNY Staten Island, NY 10301
#Roster of Women Historians available for $5.00 (contribution) from:
Dr. Charlotte Quinn

AMERTCAN LIBRARY ASSOCIATION (ALA)

Social Responsibilities Round Table (SSRT)

Task Force on the Status of Women

Chairperson: Ms. Michelle Rudy
1403 LeGore Lane
Manhattan, KS 66502

Roster of Women Librarians is being compiled by:
Margaret Myers
Graduate School of Library Service
Rutgers University
New Brunswick, NJ 08903

AMER ICAN MATHEMATICAL SOCIETY (AMS)
ASSOCIATION FOR WOMEN IN MATHEMATICS (AWM) (independent group)
Chairperson: Prof. Mary Cray, Dept. of Mathematics
The American University
Washington, D.C. 20016




AMERICAN FERSONNEL AND GUIDANCE ASSOCIATION
Women's Caucus
Correspondents: Dr. Lynn E. Haun
California State University
Sacramento, Calif. 95819

Dr. Beatrice 0. Pressley
California State University
Hayward, Calif. 94542

AMERICAN PHILOSOPHICAL ASSOCIATION (APA)
a. Subcommittee on Status of Women in the Profession
Chairperson: Prof. Mary Motherskill
Dept. of Philosophy
Barnard College, New York, NY 10027
b. Society for Women in Philosophy (Independent group)
Chairperson: Hannah Hargrave
Dept. of Philosophy
Western Illinois University
Macomb, Illinois 61455

AMERICAN PHYSICAL SOCIETY

Committee on Women in Phvsics

Chairperson: Dr, Elizabeth Barangar
Physics Dept., MIT
Cambridge, MA 02139

Roster of Women Physicists available for $5.00 from:
American Institute of Physics Placement Service
335 West 45th St.
New York, NY 10017

AMERICAN POLITICAL SCIENCE ASSOCIATION (APSA)
a., Committee on the Status of Women in the Profession
Chairperson: Dr. Ruth Silva
Pennsylvania State University
University Park, PA 16802
b. Women's Caucus for Political Science (WCPS)
Chairperson: Dr. Marie Rosenberg
School of Business, University of Wisconsin
Eau Claire, Wisconsin 54701

AMERICAN PSYCHOLOGICAL ASSOCIATION (APA)
a, Task Force on the Status of Women in Psychology
Chairperson: Dr. Helen Astin, Director of Research
University Research Corp.
4301 Connecticut Ave., N.W.
Washington, D.C. 20008
(Staff Liaison: Dr. Tena Cummings*
APA, 1200 17th St. N.W.
washington, D.C. 20036
b. Association for Women in Psychology (AWP) is an independent group,
initially a caucus within APA)
Editor: Dr. Leigh Marlowe
Manhattan Community College
180 West End Ave., New York, NY 10023
Public Relations: Dr. Jo-Ann Evans Gardner
726 St. James St.
Pittsburgh, PA 15232
#Roster of Women Psychologists available from:
Dr. Tena Cunmings




AMERICAN PUBLIC HEALTH ASSOCIATICH
Women's Caucus
Chairperson: Ana 0. Dumois
Community Health Institute
225 Park Ave. So.
New York, NY 10003

AMERICAN SOCIETY OF BIOLOGICAL CHEMISTS
Subcomnittee on the Status of Women
Chairperson: Dr. Loretta Leive

Bldg. 4, Room 111
National Institutes of Health
Bethesda, MD 20014

AMERICAN SOCIETY FOR MICROBIOLOGY
Committee on the Status of Women Microbiologists
Chairperson: Dr. Mary Louise Robbins
Medical School, 1339 H St. N.W.
The George Washington University
Washington, D.C. 20005

AMERICAN SOCIETY FOR PUBLIC ADMINISTRATION
Task Force on Women in Public Administration
Chairperson: Mrs. Joan Fiss Bishop
Director of Career Services
Wellesley College, Wellesley, MA 02181

AMERICAN SOCIOLOGICAL ASSOCIATION (ASA)
a, Ad Hoc Committee on the Status of Women in Sociology
Chairperson: Dr, Elise Boulding
Behavioral Science Institute
U. of Colorado, Boulder, CO 80302

b. Sociologists for Women in Society (SWS) (independent group
formerly caucus)
Chairperson: Dr. Alice Rossi
Dept. of Sociology
Goucher College, Towson, MD 21204

AMERICAN SOCIETY OF TRAINING AND .DEVELOPMENT (ASTD)
Women's Caucus, ASTD
Steering Committee: Dr. Shirley McCune
Center for Human Relations
NEA, 1601 16th St. N.W.
Washington, D.C. 20036

Ms. Althea Simmons, Dr. of Training
NAACP, 200 E 27th St.
New York, NY 10016

AMERICAN SPEECH AND HEARING ASSOCIATION (ASHA)
a, Subcommittee on the Status of Women
Chairperson: Mrs. Dorothy K. Marge
8011 Longbrook Rd.
Springfield, VA 22152
b. Caucus on Status of Women in ASHA (same as above)




AMERICAN STATISTICAL ASSOCIATION
Caucus for Women in Statistics
Chairperson: Dr. Jean D. Gibbons
College of Commerce and Business Administration >
University of Alabama
University, Ala. 35486

ASSOCIATION OF AMERICAN GEOGRAPHERS
Committee on Women in Geography
Chairperson: Dr. Ann Larrimore

Department of Geography
University of Michigan
Ann Arbor, MI 48104

ASSOCTATION OF AMERICAN LAW SCHOOLS (AALS)
Committee on Equality of Opportunity for Women in the Legal Profession
Chairperson: Prof. Ruth B. Ginsburg
School of Law
Columbia University, 435 W. 116th St.
New York, NY 10027

ASSOCIATION OF ASIAN STUDIES
Committee on the Status of Women
Chairperson: Prof. Joyce K. Kallgren
Center for Chinese Studies
2168 Shattuck Ave.
Berkeley, CA 94705

ASSOCIATION OF WOMEN IN SCIENCE (independent group)
Co-Presidents: Dr. Judith G. Pool*
Stanford Medical School
Stanford University, Stanford, CA 94305

Dr. Neena B. Schwartz

Dept. of Psychiatry, College of Medicine

U, of Illinois at the Medical Center

P.0. Box 6998, Chicago, IL 60680
#Roster of Women Engineers, Scientists, Medical & Paramedical Specialists
is available from: Dr. Judith G. Pool

BIOPHYSICAL SOCIETY
Professional Opportunities for Women of the Biophysical Society ==
Caucus of Women Biophysicists
Chairperson: Dr. Rita Guttman
Dept. of Biology
Brooklyn College
Brooklyn, NY 11210

COLLEGE ART ASSOCTIATION
a. Commission on the Status of Women in Art
Professor Linda Nochlin Pommer
vassar College
Poughkeepsie, NY 12601

b. Women's Caucus
Co-Chairwomen: Prof. Ann Harris, Art Dept.
Hunter College, New York, NY 10021

Ms. Judy Patt
2429 vallejo, San Francisco, Calif. 94132




GRADUATE WOMEN IN SCIENCE (Sigma Delta Epsilon)
President: Dr. Hazel Metz Fox
1231 N. 38th St.
Lincoln, NE 65503

LINGUISTIC SOCIETY OF AMERICA (LSA)
LSA Women's Caucus
Correspondents: Ms. Lynette Hirschman
Ms. Georgette Ioup
162 W. Hansberry
Philadelphia, PA 19144

MODERN TANGUAGE ASSOCIATION (MLA)
a. MIA Commission on the Status of Women in the Profession
Chairperson: Dr. Elaine Hedges
Towson State College
Baltimore, MD 21204
b. Women's Caucus of the MLA
President: Dr. Verna Wittrock
Dept. of English
Eastern Illinois U., Chalreston, IL 61920

NATIONAL COUNCIL ON FAMILY RELATIONS (NCFR)
Task Force on Women's Rights and Responsibilities
Chairperson: Dr. Rose Somerville
Sociology Dept.
San Diego State College
San Diego, CA 92115

NATIONAT, COUNCIL OF TEACHERS OF ENGLISH (NCTE)
Women's Committee
Chairperson: Dr. Janet Emig
Department of English
Rutgers University
New Brunswick, NJ 08903

NATIONAL EDUCATION ASSOCIATION
Women's Caucus
Chairperson: Mrs. Helen Bain
NEA, 1201 16th St.
washington, D.C. 20036

NATIONAL VOCATIONAL GUIDANCE ASSOCTATION (NVGA)
NVGA Commission on the Occupational Status of Women
Chairperson: Mrs. Thelma C. Lennon, Director
Pupil Personnel Services, Dept. of Public Instruction
Raleigh, NC 27602

PHILOSOPHY OF EDUCATION SOCIETY
a. Women's Caucus
Chairperson: Dr. Elizabeth Steiner Maccia
Dept. of History & Philosophy of Education
Indiana University, Bloomington, IN 47401
b. Committee on the Status of Women (same as above)




POPULATION ASSOCIATION OF AMERICA

Women's Caucus
' Chairperson: Prof. Ruth B. Dixon

Dept. of Sociology
University of California, Davis
Davis, CA 95616

P.0. Box 1057, Radio City Station
New York, NY 10019

Pres: Margaret Anderson

Rockland City Guidance Center for Women
Palisades, NY

\
|
PROFESSTIONAL WOMEN'S CAUCUS (PWC) !
|
|

SOCIETY FOR CELL BIOLOGY
Women in Cell Biology
Chairpersen: Ms. Virginia Walbot

Dept. of Biochemistry
Univ. of Georgia, Athens GA. 30601

SOCIETY FCR WOMEN ENGINEERS (independent group)
Executive Secretary: Winifred D. White

345 East 47th Street

New York, NY 10017

THETA SIGMA PHI
National Society for Journalism/Communications
President: Mrs. Fran Harris

WWJ Stations
. Detroit, MI 48231

UNITED PRESBYTERIAN CHURCH IN THE USA
Task Force on Women
Co-Chairpersons: Patricia Doyle and Elaine Homrighouse

Board of Christian Education

United Presbyterian Church, Witherspoon Bldg.

Philadelphia, PA 19107

WOMEN THEOLOGIANS
Roster of Women Theologians is available from:
Elizabeth Dempster, Interim Director
Boston Theological Institute
Women's Placement Service
45 Francis Ave.
Cambridge, Mass. 02138
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Institute For College And University Administrators American Counc:l On Education

PRESIDENTS
and

CHANCELLORS

WOMEN _ACADEMIC ADMINISTRATORS IN U.S. HIGHER EDUCATION, AUGUST 1972

PUBLIC INSTITUTIONS PRIVATE INSTITUTIONS TOTAL
Lay Relipious Lay Religious Lay Religious Total
Arts & Sciences 10 - 13 139 23 139 162

Professional,
Technical &
Vocational¥

ACADEMIC DEANS
and ACADEMIC
VICE-PRESIDENTS

Arts & Sciences

Professional,
Technical &
Vocational¥

ASSOCTATE and
SSISTANT
ACADEMIC DEANS

Arts & Sciences

Professional,
Technical &
Vocational*

FINANCIAL
and/or
ADHMINISTRATIVE
OFFIGERS

Arts & Sciences

Professional,
Technical &
Vocational¥*

TOTAL

Arts & Sciences

Professional,
Technical &
Vocational¥ e 47 31

31

Tqtal 237 e 167 438 441

#*Including health sctgnccs, home economics, busincss and education
¥%0f this total, 80 have participated in the Inscitute for College and University Adninistrators




