





How many women?

No one knows how many
women are in the profession, are
registered, or are even members
of the AlA.

The best information on ATA
membership comes from a tally
3t women members made by the
ALA staff in 1969, The total
was then 2 it is now esti-
nated at to 300. Total
corporate membership in 1971
wis 23,238

Reliabie statistics on the num-
ber of architeets will soon be
available in the Detailed Char-
acteristics volumes of the 1970
nsus.  Meanwhile rough es-
mates come from Elizabeth
Duacon Koontz, Director of the
E Bureau of the US.
of Labor: 33.000
registered architects wers  ens
i 1 in the US. as of late
ording to the Bureau
af Labor Siatistics, abou
of them women There
ahbayt  SJ00 uroan S
5 of them women.
rence s “not too sur-
says Ms. Koontz, “since
women often find fewer bare
riers to entrance into the rela-
tiyely new and growing occupa-
tions not yet sterzotyped as
‘men’s jobs.'"

In the 1969 Handbook on
Waomen Workers, a compendium
of facts published periodically
by the Women's Bureau, the
word “architecture” appears not
once in the index or any tabu-
lation. But women remain a
small part of many professions,
says the Bureau of Labor Sta-
tistics—19 of engineers, 3% of
lawyers, 7% of physicians—de-
spite growth in these professions.

whout

a di

s

Women generally earn ahaut
33 for every $5 earned by a
man, although this
hizh as $3.33 for “prof.
tecinical” workers (four mil-
lion of the 30 miliion women
employed). This differential
doesn't necessarily mean that
women are receiving unequal
pay for equal work; it reflects
the fact that women are more
likely to be in fow-echelon jobs.
Actually, oniy 3% of all women
in the privats scclor earn more
than $10,000 a year, according
to 3 White House staif member
who is recruiting women into
high-ranking  goverament jobs.
In fact women's income rela-
tive to men's has deteriorated
in most occupations in the last
15 years. during a time when
the number of employed women
has hit a record high. Wornen,
today, comprise two-fifths of the
labor force.

How many women are study-
ing architecture? David Clarke,
Execulive Sccrelary of the As-
sociation of Collegiate Schaals
of Architecture (ACSA) reperts
“a 79 increase in women last
year (197172, over 197071},
and this year it's even bigzer.”
But whiie the number of women
is increasing, tle relative posi-
tion is not improving, In 1971-
72, for instance, the ACSA sta-
tistics for U.S. schoals show
23,569 full-time students in archs
9 part-time stu-
500 women students
599 of the total. In
h ser, with 20753
ull-time students and 1,183 puart-
tene, the 1,185 women were
547

ol T

. in its special issue on
Amorican Woma
20, 1472, nmade this si
servation on the  prof
“Women architects have fared
even worse than painters. Only
67 of the students in archi-
tocture schools are womien, and
ouly 19 of the memb of the
Lt st of Awdiiecis,
in art, of course, staust re
nut $0 important as the queali
of talent, but it is hard to !
t women are as i
onted as the statistics imply.™

Aptitwle measurement as the
specialty of the Johnson O'Con
nor Research Foundation and its
Human Engincenng Laboratory,
which has tested 300900 pecple
over the past 50 years. Of 22
distinct wer  dexs
terity, “prapho-
etc—men -and women are
egual in 14, women excel in
six, men in two. These two
aptitudes are grip, or physical
strenzth, and “structural visual-
jzation," or the ability to vis-
ualize things in three
sions, an ability that “stems
central to the technical sciune
tific professions (engineécning,
architecture, surgery, mechani
building).” However, “the ex-
act figures are one woman in
four. one man in two' A
paper on “The Potential of
Women” by the Human Engi-
neering Laboratory [347 Beacon
St., Boston, Mass,, 02115 sug-
gests that only cultural bias
keeps these professions from
ever remotely approaching @
25% female population.
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Women on Journalism Faculties - 1971-72
United States Colleges and Universities
Academic Rank

Women's per-

Rank Total Men Women centage of
total
Administrators: deans, directors,
chairmen, etc. * 177 177 0 0 %
Professor 377 370 7 13/4%
Associate Professor 365 345 20 51/2 %
Assistant Professor 467 43y 33 7 %
Lecturers . 212 190 22 10 1/2 §
Instructor 266 229 37 13 3/4 %
Visiting lecturer or professor 19 16 3 15 3/4 %
Part-time Lecturer 114 106 8 71/2 %
Teaching Fellow 1 1 0 0 %
Extension Education 1 0 1 100 %
Others 1y o4 _1o0 83/4 %
. TOTAL 2,113 1,872 iyl
Minus administrators duplicated
in other academic rank lists 159 _ 159 _o
ACTUAL TOTAL 1,954 1,813 141 71/4 %

® at 170 schools

Schools with NO women on faculty 90 52 1/4 §
Schools with only one woman on faculty 48 28 3/4 $
Schools'witfr two women on faculty 17

Schools with three women on faculty
Schools with four women on faculty
Schools with five women on faculty

Schools with nine women on faculty

~3!
:!un:o

81% have none or only one woman on faculty
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. Table 5,103 {

Percentage _of all physicians in various gpecialitics who are women

Speciality % Women| Speciality % Women |Speciality % Women
Medical (total) 9.0| Surgical (total) 2.4 |Other (total) 8.9
Allergy 6.6 General surgery 1.0 |Anesthesiology 14.0
Cardiovascular 2.8| Obstetrics } Neurology 6,9
Dermatology 7.0 Synecology e Occupat'l Med. Bel
Gastroenterology 2.3 CREEHALIC O e Pathology 11.5
Internal Medicine 5.4 orth,OPEdic 025 Psychiatry 325
Pediatrics 20.3 Otolaryngology L0 Physical Med. 15.2
Pulmonary 8.0 Blastic 2 Preventive Med. 12.1

Other surgery 0.4| puplic Health  18.5
General pPractice 4.2 Radiology 4.8

Other 7.4

‘rable 5.10b
Percentage of all phvsicians in varioug professional activities who
. are _women
Speciality a1l |office based |Hospital based Other
practice practice activity
General practice 4.2 3.6 9.6 77
Medical Specialities 9.0 6.4 13,5 10.9
Ssurgical Specialities| 2.4 2.0 3.4 3.8
Other Specialities 8,9 8.1 9.7~ 8.9
TOTAL 6.7 4.6 10.5 9.0

Goals for Women in Science
VWomen in Science and Engineering
Boston, Massachusetts

August 1972










THE PRUFILE OF MEDICAL PRACTICE
Center for Health Services Research
American Medical Association

1972 Edition, P. 104

TABLE 52 -- DISTRIBUTION OF PHYSICIANS AMONG SPECIALTY GROUPS®

BY SEX, DECEMBER 31, 1971

Number of Percent of Number of Percent of
Women Physicians Women Physicians Men Physicians Men Physicians

Specialty Group in Group in Group in Group in Group
Total 22,563¢ 100.0 296,136 100.0
General practice 2,462 10.9 53,896 18.2
Internal medicine 3,242 14,4 54,617 18.4
Surgery 855 3.8 69,154 23.4
Obstetrics/gynecology 1,421 6.3 18,349 6.2
Peaiatrics 4,247 18.8 15,671 5.3
Psychiatry 3,209 14.2 21,241 7.2
Radiology 754 3.3 13,585 4.6
Anesthesiology 1,655 7.3 9,902 3.3
patholcgy 1,435 6.4 9,471 3.2
Other 3,283 14.6 30,250 10.2

c-Source: Special Tabulatlo
d-Excluces 4,471 physicians

ns from Physician Records, 1971. American Medical Association
(481 not classified, 3,539 Inactive, and 45) address unknown).

e-Excludes 21,653 physicians (3,048 not classified, 15,849 inactive, and 2,756 adgress unknown) .

TABLE 53 -- APPLICANTS AND ADMISSIONS TO MEDICAL SCHOOL BY SEX,
SELECTED YEARS 1928-1930 THROUGH 1970-1971

Women as
Men Women Percentage

First-Year Number Number Percentage Number Number Percentage of Total
Class Applicants Accepted Accepted Applicants Accepted Accepted Accepted
1923-30 13,174 6,720 51.0 481 315 65.5 4.5
1939-%0 11,168 5,890 52.7 632 321 50.8 5.2
1949-50 23,044 6,750 29.3 1,390 400 28.8 5.6
1959-60 13,926 7,958 57.2 1,026 Sy 53.0 6.4
1966-67 16,554 8,267 49.9 1,636 856 50.5 9.4
1967-68 16,773 8,718 51.9 1,951 984 50.4 10.1
1968-69 19,021 9,116 47.9 2,097 976 46,5 9.7
1969-70 22,176 9,536 43.0 2,289 1,011 b2 9.6
1870-71 22,253 10,203 45.9 2,734 1,297 h7.4 11.3

TABLE 54 -- PERCENTAGE OF WOMEN IN SELECTED
PROFESSIONAL OCCUPATIONS,' 1970

Occupation

Women as Percentage of All Workers

Lawyers

College presidents,
professors,
instructors

Cierqgy

doctors

Engineers

Dentists

Lhomists
Mathematicians
Prysicists
Nurses

Social workers
Librarians

3.5
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1-Scurce: U.,5. Bureau of the Census, Cen

s of Population,1960, VYol. 1, table 202, pp. 528-33,

in: Epstein C.F., Weman's Place (Berkeley: University of Callfornia Press, 1970),P.7,
103
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Table 2.

Demographic and Background Characteristics
s of American College Faculry, by Sex:

(Percentage Distributfon)

Item Description and

All Institutions

Question Numbor Men

Age (87)

““Over 60 (born before 1909) 7.3
51-60 (born 1909-1918) 15,1
41-50 (born 1919-1928) 26,7
J6-40 (born 1929-1913) 17.3
31-35 (Lors 1234-1930) 18.5
30 or le (born after 1938) 15.0

(89)
1ite 96.6
Black 1.8
Oriental s
Other 0.3

Citizenship (65 a,b)

it U.5. citizen 4.0
. citizen, naturalized 5.5
J.8, citizen, native . 90,5

¥ d 30.0

4 Some high school 14,4
Completed high school 17.5
Some collep: 12.4
College graduate 9.6
Some graduate school 5.0
Advanced degree 11,1

Religious Hackground (78a)

Protestant 63.9
Catholic 15,9
dowish 10.4
Other 3.4
Sone 3.3
No answer 3.0

Current Religion (78b)

Prateatant 47,1
Catholic 12.2
Jewish 7.3
¢ Other 6.1
None 21.9
No answer 5.4
Marital Status (B5)
“Currently married 87.0
Divorced, separated, widowed 3.0
Never married 10.0

of Childreh (B6)

& 3
One 16.7
Two 26,3
Three or more 27.7

Total Men Women
7.7 6.2 8.0
15.7 15.2 18.5
26.7 27.6 29.0
16.5 15.5 12,2
17.4 18,3 11.9
16.0 17.2 20.3
96,3 99.1 96,7 °
2,2 0.5 1.4
1.3 0.2 1.4
0.3 0.2 0.5
3.8 0.8 1.3
5.3 4.3 2.2
90.9 94.8 96.5
29,1 39,4 30.5
14.3 15,2 15,0
17.5 19,1 20,1
12,6 10.8 15.9
9.7 6,7 5.8
5.4 2.7 4.5
11.4 6.1 8.2
64,1 644 . 64,1
16.9 21.8 28,2
9.7* 3.7 2,2
3.3 3.8 2.8
3,2 2.4 1.
2,7 3.8 1.

47.9 51.4 53.5
13,5 17.8 26.8
7.0 2.6 1.6
5.9 7.1 5.9
20,7 15.0 10.1
4.9 6.0 2.1

12,7
13,9

In Two-Year Colleges In Four-Year Colleges
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ADDITIONAL COPIES OF THIS RESEARCH REPORT (VOL. 5, NO. 8, 1970) MAY BE OBTAINED
FROM THE PUBLICATIONS DIVISION, AMERICAN COUNCIL ON EDUCATION, ONE DUPONT

CIRCLE, WASHINGTON, D.C.. 20036, PLEASE REMIT $3.00 PER COPY WITH YOUR ORDER.










TABLE 6

Enrollment trends in 1971 8

Enroliment changes batweon fall 1970 and fall 1971 in four-yssr

co'leces énd universities

§ Data not available.

1 Number of institutions reporting data for fall 1970 snd 1971.
# Percentage change hetween 1970 3nd 1971,

Enrollment Trends in 1971

A Technical Report Sponsored by
The Carnegie Commission on Higher Education

Publie Public Private Private
Al institutions upiversities four-year universities Jour-year
Total graduate (in all
post-13.A. programs)
Total 3894 44% 326 43 61 2.7 929 8.5 34 0.2 128 9.3
Men n 37 314 37 61 2.4 95 80 3 0.7 121 8.8
b Women 370 6.0 314 5.7 61 3.0 9% 8.9 33 2.3 120 12.3
Rlack 196 g1 159 39.8 32 53.1 42 29.2 17 458 v6S 312
Spanish surname 158 30.7 130 306 25 18.0 35 36.5 12 89.6 54 40.7
First-time graduate (all
post-B.A. programs)
Total 299 2.8 248 3.0 50 1.1 64 10.9 27 12 103 34
Men 255 0.7 217 0.8 45 0.2 53 1.7 22 4.4 93 <17
Women 260 4.7 215 4.6 45 -3.5 53 124 22 2.6 91 16.0
Block 131 11.2 102 12.2 16 152 22 14 10 21.0 st 208
Spanish surname 103 358 82 330 13 .25 21 600 7 § 38 680
*Includes pr and other d schools dical, art, togical, etc.










AFFIRMATIVE ACTTON CAMPUS CONTACTS

Alabama A & M University
Normal, Alabama 3,762

Dr. Henry Ponder
V. P. for Academic Affairs

Mr. L. R. Patton
V. P. For Business & Finance

Dr. Winfred Thomas, Dean
School of Agriculture

Dr. James L. Dawson, Chairman
Dept. of Agriculture Education

Dr. Robert R. Bradford, Chrmn.
Dept. of Natural Resource &
Environmental Studies

Mrs. Ratie W. Ligon
V. P. for Student Affairs

Auburn University
Auburn, Alabama 36830

-Dr. ‘W. S. Bailey

V. P. for Academic &
Adnministrative Affairs

President's Office

* (Insert)

Oniversity of Alaska

Fairbanks, Alaska 99701

Mr. J, Frank Brown
Central Personnel Office

Arizona State University

Tempe, Arizona 85281

Mr, Jack Penick
Assistant Vice President,
Business Affairs

University of Arizona
Tucson, Arizona 85721

Dr. A. B. Weaver
Executive Vice President

*University of Alabama
Universitv, Alabuma 35486

Dr. Joseph T. Sutton

V.P. for Institutional Studies & Services
P.0. Box 6156

also: Compliance ottfeer for U. of Ala.

University of California, Berkeley
Berkeley, California 94720

Ms. Colette M. Seiple
Affirmative Action Coordinator
0ffice of the Chancellor

200 California Hall

University of California, Davis
Davis, California 95616

Mc. Dennis Shimek
Personnel Office
312 Mrak Hall

W; F. Dukes
Vice Chancellor - Academic Affairs

University of California, Irvine
Irvine,California 92664

.Ms. Eloise Kloke

Assistant Chancellor for Administratio
University of California, Riverside
Riverside, Cali 502

Mrs. Sue Scott
Personnel Manager

University of California, San Diego
P.0. Box 109, LaJolla, California 9203

Vice Chancellor Paul Saltman
Affirmative Action Coordinator -
Academic Personnel

Vice Chancellor Bud Sisco
MAffirmative Action Coordinator for
Staff Personnel

Mr. Jack Douglass
Affirmative Action Monitor

University of California, Santa Barbara
Santa Barbara, California 93017

Mrs. M. K. Joyce
Executive Assistant to the Chancellor
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Colorado State University
Fort Collins, Colorado 80521

Dr. Donald D. Rohdy
Affirmative Action Director
1835 Dayton Drive

University of Colorado
Boulder, Colorado 80302

Mr. Frank Ives
Director of_Staff Personnel.
Regent Hall 122

University of Conmnecticut
Storrs, Connecticut 06268

Ms. Gail Shea
Box U-86

Bertram W. Wilscn
Personnel Services Division
Box U-75

University of Delaware
Newark, Delaware 19711

Mrs. Jeanette Sam
Affirmative Action Coordinator
307 Hullihen Hall

Florida A & M University
Tallahassee, Florida 32307

Dr. Eva C. Wanton
P. 0. Box 326

Florida State University
Tallahassee, Florida 32306

.Dr. Freddie L. Groomes

200 Wescott

University of Idaho
Moscow, Idaho 83843

Mam Diabowdaca
ato Richarascn

V.P. State & Administrative Services

Southern Illinois University
Carbondale, Illinois 62901

Mr. Jerry Lacey

Assistant to the President for
Affirmative Action

Anthony Hall, Room 309A

University of Illinois
Chicago, Tllinois 606E0

Dr. Barry Munitz

Vice President for Academic Development
and Coordination :

415 Administrative Office Building

Medical Center Campus

Box 6998

Indiana University
Indianapolis,Indiana 46202

Chancellor Sylvie Bowman
La Rose Building
Market and Pennsylvania Sts.

Purdue University
lafayette, Indiana 47907

Dr. John W. Hicks
Assistant to the President

Iowa State University

Awmes, Towa 50010

Warren R, Madden

Assistant Vice President for

Business and Finance
125 Beardshear

University of Iowa

.Jowa City, Towa 52240

Dr. George Chambers
Vice President for Administration
101 Jessup Hall

University of Kansas
Manhattan, Kansas 66044

Dr. Juliet Shaffer, Chairperson
Affirmative Action Board
c/o Office of the Chancellor



Kentucky State College
Frankfort, Kentuckv 40601

Dr. A. J. Richards
President Carl M. Hill

University of Kentucky .
Lexington, Kentucky 40506

Mrs. Nancy T. Ray
Coordinator

Affirmative Action Plan

7 Administration Building

University of Maine
Portland, Maine 04102

Dr. Donald R. MecNeil
Chancellor
228 Deering Avenue

Mr. Herbert L. Fowle
Vice Chancellor

Office of the Chancellor
107 Maine Avenue

Bangor, Maine 04401

University of Maine
Orono, Maine 04473

Mr. Paul Dunham
E.E.O. Director
Alunni Hall

Massachusetts Institute of

Technology
Cambridee, Massachusetts 02139

Mr. James C. Allison

Asst. to President for Minority
Affairs

77 Massachusetts Avenue, Rm. 4-144

University of Michigan
Ann Arbor, Michigan 48104

Mr. Fedele F. Fauri R
2014 Administration Building

-3~

University of Minnesota

Minneapolis, Minnesota 55455

Ms. Lillian H. Williams
Deputy Equal Opportunity Officer
419 Morrill Hall

Ms. Nancy L. Groves

Equal Opportunity Officer, Academic
Aduinistration

217 Morrill Hall

Mississippi State University

‘State College, Mississippi 39762

T. K. Martin
Drawer J

University of Missouri
Columbia, Missouri 65201

Dr. A. G. Unklesbay
Vice President for Administration

321 University Hall

University of Nebraska
Lincoln, Nebraska 68508
Mrs. Barbara J. Coffey
Aseistant to the President
303 Administration Building

.14th & R Streets

University of Nevada at Reno
Reno, Nevada 89507

Mr. Harry Wolf

Rutgers University
New Brunswick, New Jaersey 08901

Ms. Blenda J. Wilson
Executive Assistant to the. ‘President

New Mexico State University
Las Cruces, New Mexico 88003

Mr. Richard Hermes

‘Personnel Director

Box 3AA
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University of New Mexico

Albuquerque, New Mexico 87106

Lawrence C. Yehle
Director of Persomnnel
1717 Roma N.E.

Cornell University
Ithaca, New York 14850

Ramon E.Rivera
Affirmative Action Officer
317 Day Hall

State University of New York
Albany, New York 12210

Dr. Kenneth M. MacKenzie
Vice Chancellor for Persomnel
and Employee Relations

Dr. C. Eugene Kratz, Director
Equal Employment Opportunity Programs
99 Washington Avenue

State University of NWew York at Albany
Albany, New York 12222

Mr. Leon J. Calhoun, Sr.

Director

Office of Equal Employment Opportunity
1400 Washington Avenue

State University of New York at Stony Brook
Stonv Brook, New York 11790

Ms. Vera Rony, Coordinator
Equal Employment Cpportunity Program

North Carolina A & T State University
Greensboro, North Carolina 27411

Dr. Theodore Mahaffey
Administrative Assistant to the Chancellor

"North Carolina State University
Raleigh, North Carolina 27607

Dr. Clauston Jenkins
Provost's Office - 201 Holladay Hall

*

University of North Carolina
Chapel Hill, North Carolina 27514

Mr. Richard Robinson
Assistant to the President
P.0. Box 309

North Dakota State University
Fargo, North Dakota 58102

Mr. H. D. Stockman
Vice President for Business and
Finance

University of North Dakota
Grand Forks, North Dakota 58201
Mr. Gerald M. Skogley

Vice President for Finance

Kent State University

Rent, Ohio 44240

Mr. James Ervin

Director Human Resources Utilization
Rockwell Hall

Miami University

Oxford, Ohio 45056

Mr. William G. Slover
Affirmative Action Officer

Langston University
Langston, Oklahoma 73050
Mr. James Allen Simpson
Director of Davelopment and

Public Relations )
P.0. Box 458

Oklahoma State University |
Stillwater, Nklahoma 74074

Mr. Gene Turner, Director
Personnel Services
Whitehurst Hall

‘University of Oklahoma
Norman, Oklahoma 73069
Dr. Pete Kyle McCarter, Provost

Dr. Gene Nordby, V. P. for
Administration & Finance
660 Parrington Oval



Oregon State University
Corvallis, Oregon 97331

Anthony Birch
Fiscal Affairs

University of Oregon
Eugene Oregon 97403

Mrs. lorenza Schmidt

Interim Director

Office of Affirmative Action
Room 8, Chapman Hall

Pennsylvania State University
University Park, Pennsvlvania 16802

Mr. Ray T. Fortunato

Assistant V.P. Personnel Administration

108 Willard Building

University of Puerto Rico
Rio Piedras, Puerto Rico 00831

Salvador Acosta Rodriguez
Assistant to the Director
Office of Academic Affairs
Central Administration
P.0. Box AD-U,P.R. Station

University of Rhode Island
Kingston, Rhode Island 02881

Mr. Joseph C. 0'Connell
Vice President for Business Affairs
Administration Building

Mr. Eugene Mailloux
Director-of Personnel
Lower College Road

Clemson University
Clemson, South Carolina 29631

Major General Allen W. Rigsby
Exccutive Vice President

South Carolina State College
Oranceberg, South Carolinpa 29115

Dr. Algernon S. Belcher
Vice Prestdent for Academic Affalrs

University of South Carolina
Columbia, South Carolina 29208

Dr. William H. Patterson
Provost

South Dakota State University
Brookings, South Dakota 57006

Mr. Wes Bugg
Director of Finance

Tennessee State University
Nashville, Tennessee 37203

Dr. Charles Fancher
Dean of Faculty

University of Tennessee
Knoxville, Tennessee 37916

Dr. James E. Drinnon, Jr.
Executive Assistant to the President

‘206 Administration Building

Prairie View A & M College

‘Prairie View, Texas 77445

Dr. Ivory Nelson
Vice President for Research,
Special Programs.

Texas A & M University
College Station, Texas 77843

Mr. T. D. Cherry

. Vice President for Business Affairs

Room 205, Coke Building

Texas Southern University
Houston, Texas 77004

Mr. Everett 0. Bell
Assistant to the President
and Director of Personnel

Texas Tech University
Lubbock, Texas 79409

Dr. S. M. Kennedy
Vice President for Academic Affairs



Texas Tech University
Lubbock, Texas 79405

Mr. Carlton Dodson
Resident Legal Counsel

Mr. F. J. Wehmever
Associate Vice President for
Administrative Affairs

University of Houston
Houston, Texas 77004
Ms. Norma Schneider
Staff Employment Mgr.
Room 501E

University of Texas at Austin
Austin, Texas 78712

Vice President Lorenme L. Rogers

University of Utah
Salt Lake City, Utah 84112

Mr. J. Leonard
Civil Rights Officer
Park Building

“Utah State UniQersity
Logan, Utah 84321

Dr. Richard Swenson
Vice Provost

Dr. Evan Stevenson
Asst. Vice President for Business

University of Vermont
Burlington, Vermont 05401

Dr. Dolores Stocker

Assistant to the President for
Human Resources

President's Office

Virginia State College
Petersburg, Virginia 23803

Dr. Walker duarles
V.P., Administration

Washington State University
Pullman, Washington 99163

Wallis Beasley
Executive Vice President
422 French Administration Building

West Virginia University
Morgantown, West Virginia 26506

Mr. Sandy Serpento
Director of Personnel

University of Wisconsin-Madison
Madison, Wisconsin 53706

Dr. Cyrena Pondrom
Assistant to the Chancellor
175 Bascom Hall

University of Wisconsin-Milwaukee
Milvaukee, Wisconsin 53201

Dr. Clyde Jaworski
Director of Operations

University of Wyoming
Laramie, Wyoming 82070

Dr. James Ranz

Vice President for Academic Affairs
Room 206 01d Main

Mr. John W. Jackson, Director
Placement Service
Room 218 Knight Hall

Mr. Nick Kaan, Jr.
Director

+Division of Personnel

Room 408 0ld Main
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State University. of New York, Binghamton
Binghamton, New York 13901

S. Stewart Gordon,
Executive Vice President

Edgar L. Abbott
Director of Personnel

University of Arkansas
Fayetteville, Arkansas 72701

C. W. Oxford
Administrative Vice President
Administration 422

University of California System
Berkeley, California 94720

Mr. James Goodwin
575A University Hall

Wayne State University
Detroit, Michigan 48202

Kenneth M. Smythe Esq.
Room 991
5050 Cass Avenue

Alcorn A & M College
Lorman, Mississippi 39096

Rudolph E, Waters
Vice President

University of South Dakota
Vermillion, South Dakota 57069

Patricia Doll Gutzman
Director, Personnel Services

Montana_State University
Bozeman, Montana 59715

C.C. Dye
Acting Personnel Director

University of Hawaii
Honolulu, Hawaii 96822

Thomas N. Arnett
Director of Personnel
1633 Bucliman Place
Sinclair Annex 2, Room 2

Kent State University

.Kent, Ohio 44242

* ‘Susan Reis
Office of Human Resource Utilization

Vi.,.. ta Polytechnic Institute
~ | State Universitv

Bla:k burg, Virginia 24061

Mr. Walter H. Ryland
General Counsel

Univ rsity c. Massachusetts
Bos{ un, Massachusetts 02108

Mr. Peter Kaplan

Sta“f Associate —Administration
President's Office

One Washington Mall

University of California
San Francisco Medical Center
San Francisco, California 94122

Ms., Joanne Lewis=
Affirmative Action Office
200 University Building







APPENDIX C

2. Availability Analyses

Data compiled for 1971 by the State Employment Security Commission,
Research Bureau, show that (1) of the total U. S. civilian labor force of 76,811,000,
approximately 38 percent was female; (2) of the total North Carolina civilian labor
force of 2,313,700, approximately 41 percent was female; (3) the estimated
unemployment rate for females in North Carolina was 5.6, or 53,520 persons;

(4) for the adjacent counties of Orange, Durham, Alamance, and Chatham (which
are most proximate to the Office of General Administration) of the total labor
force approximately 43.5 percent was female; the aggregate average unemployment
rate among females within the foregoing counties was 5.4 percent, or 3,400
persons.

Data compiled for 1971 by the State Employment Security Commis-
sion, Research Bureau, show that (1) of the total U. S. civilian labor force of
76,811,000, approximately 11.2 percent consisted of Non-Whites; (2) of the
total North Carolina civilian labor force of 2,313,700, approximately 20 percent,
or 457,760 persons, was Non-White; (3) the estimated unemployment rate for
Non-Whites in North Carolina was approximately 7.3 percent, or 33,350 persons;
(4) for the adjacent counties of Crange, Durham, Alamance and Chatham, of
the total labor force approximately 23.4 percent was Non-White; the aggregate
average unemployment rate among Non-Whites within the foregoing counties

was 6.5 percent, or 2,280 persons.




The foregoing data obviously do not address the question of
actual availability, at this location, of qualified persons for various categories : |
of skilled employment. The difficulty of arriving at sound estimates of avail-
ability is a reflection of the diversity and number of salient factors which
influence the generation of an estimate of this character. Determining the
"availability of women" and the "availability of minorities" means, at the very
least, the identification of (1) minimally qualified persons (by virtue of
educational background and training, experience, and past indicia of successful
performance), (2) who are either unemployed and seeking employment or who
could be induced to seek placement with a new employer, (3) who either live

in an area physically proximate to the proposed place of employment or who could

be induced to relocate, (4) and whose qualifications, beyond the minimum,
are at least equivalent to those of other available candidates and, thus, are
realistically competitive in consideration for available positions. No such
calculus is possible, absent extensive and intensive research of a character
which, to the knowledge of the Office of General Administration, has not been
undertaken to date by any agency.

Data are available from two sources which purport to refine somewﬁat
the availability picture, through reference to occupational skills. There are two

difficulties associated with reliable use of such information in connection with

ascertaining availability. First, each source proceeds to a large extent from




different definitional bases, which in neither case relates consistently to the

basic categories of analysis suggested at the outset of this discussion ("managerial",
professional”, "technical", etc.) Second, many of the occupational categories
included in those eclectic analyses_ are not apposite to the occupational emphases
of the Office of General Administration. Nevertheless, there is some useful
information to be derived from this material.

First, the Social and Economic Statistics Administration of the
U. S. Department of Commerce 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. A review of this statistical data
indicates that, for the general state population:

a. Managers and Administrators:

(1) 84% male and 16% female;
(2) 96% white and 4% black.
b. Professional (excluding technical workers):

(1) 53% male and 47% female (the figures for female

professionals include public school teachers at the elementary and secondary




level as the largest single component; elimination of this category from the
statistical comparison produces a more realistic "professional" ratio, for
present purposes, of approximately 28% female and 72% male);
(2) 88% white and 12% black.
c. Technical Workers:
(1) 82% male and 18% female;
(2) 95% white and 5% black.
d. Clerical Workers:
(1) 27% male and 73% female;
® (2) 92% white and 8% black.
For the four-county area of Alamance, Chatham, Durham and Orange,
the comparable figures are:
a. Managers and Administrators:
(1) 83% male and 17% female;
(2) 94% white and 6% black.
b. Professional (excluding technical workers):

(1) 57% male and 43% female (with appropriate adjustmént

reflecting the predominance of females within the public elementary and secondary




teaching profession, a similar reduction of female percentage representation
within the category is achieved);
(2) 89% white and 11% black.
c. Technical Workers:
(1) 74% male and 26% female;
(2) 92% white and 8% black.
d. Clerical Workers.:
(1) 25% male and 75% femalel;
(2) 87% white and 13% black.
A second type of analysis is contained in a summary report prepared

by the North Carolina State Personnel Board, based on 1972 data, which breaks

. down the total complement of classified state employment by substantive

occupational category (see Appendix G). Because this analysis is keyed to
substantive occupational content exclusively, without distinction between levels
of responsibility ,' skill and remuneration, there is no exact correlation between
some of the State Personnel categories and those broader categories of basic
analysis such as "professional" and "technical." Thus, an appropriately
gelective use of the State Personnel data suggests:

a. Clerical and Office Services Classes (which include the
classifications Accounting Clerk, Administrative Secretary, Stenographer, Clerk,
Typist):

(1) 12.2% male and 87.6% female;

(2) 89% white and 11% black.




|
b. Legal, Administrative Management and R'elated Classes (which ‘
|
\

includes Administrative Ofiicer and Administrative Assistant):

(1) 64.9% male and 35.1% female;

(2) 93.4% white and 9.6% black. |
c. Institutional Services Classes (which includes Building
Custodian, Housekeeping Assistant, General Utilities Man):
(1) 59.7% male and 40.3% female;
(2) 39.7% white and 61.3% black.
d. Skilled Trades and Allied Classes (which includes TVE Technicians
of various categories):
(1) 99.96% male and .04% female;
(2) 03.9% white and 6.1% black.

It is acknowledged that the foregoing experiential data reflect only

given the current limitations on information, the broader inquiry about availability
must necessarily -remain hypothetical.

With respect to the job contexts and types of employment here in
question, "availability analyses" must be recognized, in candor, for what they
are and for what they are not. The Office of General Administration does not
purport nor profess to offer a scientific evaluation of "availability." Such an
undertaking is not practicable (if indeed it is realistically even possible).
Clearly it is not possible to assert in good faith that any conclusions drawn are
the product of careful calculation of all of the salient variables. Accordingly,

|
\
|
current utilization, as distinguished from total hypothetical availability. However, ‘
|
|
|
|
a necessary conclusion is that, given a dearth of reliable data, availability



studies amount, at best, to rough estimates and, at worst, to unrefined

guesses.

Nevertheless, it would appear that with respect to both comparative
utilization and projected availability, the following estimates are realistic as
a basis for projection of any necessary goals for the Office of General
Administration:

a. "Managerial"

(1) By sex, 70% male and 30% female;
(2) By race, 90% white and 10% black.

b. "Professional"

(1) By sex, 70% male and 30% female;

.(2) By race, 88% white and 12% black.
coeaiiechnical

(1) By sex, 75% male and 25% female;

(2) By race, 90% white and 10% black.
d. "Office and Clerical"

(1) By sex, 80% female and 20% male;

(2) By race, 85% white and 15% black.







APPENDIX D

‘ AVAILABILITY STUDIES AND HIRING GOALS

A. [Faculty

(1) Availability

Determine, for the disciplines represented in your department, the
total number of people who possess the formal educational qualifications (for example,
degrees) you normally require for appointment to your faculty, and within that group
the number who are Blacks, other minorities, women, and white males. If you cannot
determine firm estimates of these numbers, you must provide us with your best appro:i-
mations and an explanation of why you could not ascertain full information. Bear in
mind that the pool of [available] personnel includes those who have received degrees
over many years and who may now be employed or unemployed, not only those cur-
rently receiving degrees. We realize that many departments seek faculty members
in an international and not a national market, but figures probably are not available
except for the United States. You should explain to us any difficulty you have in
finding availability figures for the market in which you recruit. The availability
figures given should relate as nearly as is feasible to July 1, 1973. The bibliography
attached provides you with some sources for determining this information. You are
expected to make use of the information outlined in the bibliography and any additional
information you yourself discover.

(2) Needs, 1973-76

Based on the number of faculty positions, by rank, shown on the
current tabulation, determine for your department, on the basis of your recent
experience and your best judgment in the light of all known factors (for example,
stable enrollments, prospective retirements and resignations, acquisition of new
positions, reduction of staff due to termination of federal funding, etc.) for the
period of the three fiscal years (July 1, 1973 to June 30, 1976) the number of faculty
positions you will have to fill by appointment, the special qualifications (for
example, subdiscipline) to be required of each, and the rank (if known) that e{:}c}x/

position will carry. .
(3) Coals

Determine in the light of the availability of Blacks, other minorities,
women, and white males as indicated under (1) above, and your best judgment as
to the availability to the University of Blacks, other minorities, women, and white
males to meet the particular anticipated needs stated under (2) above, the number
of Blacks, other minorities, women, and white males that you can reasonably expect
to add to your faculty during the three fiscal year period on a full-time, non-visiting
basis, with an indication of the rank to be held by each where that is now known.
Optimism is to be admired but realism is essential, for we must sooner or later
justify to HEW any failure to attain our own projected hiring goals for the categories
of persons involved. Please note that your goals will cover a three year period




instead of three one vear periods. However, your annual progress toward your
three year goal will be carefully monitored by the Affirmative Action Officer.

B. Non-Faculty EPA Personnel

Note: This section does not apply to students enrolled in this University
who are in consequence given appointments as teaching assistants and the like.

(1) Availability

Separate availability figures are required for each of the functional
categories shown on your tabulation. Within each category, determine through
means appropriate to your department the total number of people who possess
the formal educational qualifications (for example, degrees) you normally require
for EPA non-faculty appointments in your department, and within that group the
number of Blacks, other minorities, women, and white males. This must necessarily
be a more approximate determination than that involved in estimating the availability
of faculty candidates. If you cannot determine firm estimates of these numbers,
you should provide us with your best approximations and an explanation of why you
could not ascertain full information. The availability figures should relate as
nearly as feasible to July 1, 1973. The bibliography attached will provide you with
some sources for determining this information.

(2) Needs, 1973-76

Based on the number of EPA non-faculty positions shown on the
tabulation, and assuming that there will be no increase over the next three years
in the number of EPA non-faculty positions available to your department, on the
basis of your recent experience and your best judgment in the light of all known
factors (for example, stable enrollment, prospective resignations and retirements,
acquisition of new positions, loss of positions, etc.) for the period of the three
fiscal years (July 1, 1973 to June 30, 1976), determine the number of non-faculty
EPA positions, by appropriate functional category, that you will have to fill by
appointment and the special qualifications to be required of each category.

(3) Goals

Determine in the light of the availability of Blacks, other minorities,
women, and white males as indicated under (1) above, and your best judgment
as to the actual availability to this University of Blacks, other minorities, women,
and white males to meet the particular needs stated under (2) above, the number
of Blacks, other minorities, women, and white males that you can reasonably
expect to add to your EPA non-faculty ranks during the three fiscal year period
and the functional category to which each will be assigned. Realism is essential
here as in the case of faculty appointments. Please note that your goals will
cover a three year period instead of three one year periods. However, your annual
progress toward your three year goal will be carefully monitored by the Affirmative
Action Officer.







VAILABILITY STUDY REPORTING FORMS Form No. 1, page one

School/Department:

Individual Completing Form:

PART [ - AVAILABLE POOL OF PROSPECTIVE FACULTY MEMBERS

1. State below the requirements as to education, experience, and achievement
for members of your faculty at each academic rank.

2. How many people in the United States meet the requirements in #1?
(Complete the chart below for each type of appointment described above.

Number Percent

White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL 100%




School/Department:

‘ Individual Completing Form: Form No. 1, page two

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

a. List sources of data:

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

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

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




. School/Department :

Individual Completing Form: Form No. 1, page three

4. If you ordinarily draw your faculty members from a smaller pool of
candidates than the whole United States population in the profession,

a. Define that pool for each level and type of appointment
you customarily make:

b. Complete the following chart for each of the pools defined above:

Number Percent

White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL 100%




School/Department :

Individual Completing Form: Form No. 1, page four

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

a. List sources of data:

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

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

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




School/Department:

Individual Completing Form:

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

Form No. 2, page one

1. Outline below the basic educational and experiential requirements for

appointment to your EPA non-faculty positions by functional category.

2. How many people in the Unite
experiential requirements outlined in #1 above by functional cate

(Complete charts below)

OFFICIALS AND MANAGERS

Number

Percent

PROFESSTIONALS

Number

d States meet the basic educational and
gory?

Percent

White Male

White Male

White Female

White Female

Black Male

Black Male

Black Female

Black Female

Other Male

Other Female

Other Male

Other Female

TOTAL

100%

TECHNICIANS

Number

Percent

White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL

100%

TOTAL

100%




School/Department:

. Individual Completing Form: Form No. 2, page two

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

a.

b.

C.

d.

List sources of data:

Describe the method(s) used for arriving at the figures recorded

in the charts on page one. If you based your figures on a
representative sample, please explain below:

Evaluate the accuracy and/or completeness of the data you

have used:

Indicate particular problems encountered in trying to ascertain

availability information:




School/Department :

OFFICIALS AND MANAGERS

Number

Individual Completing Form:

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

Percent

a. Describe the pool by functional category:

PROFESSIONAL

Form No. 2, page three

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

Number

personnel from a smaller

Percent

White Male

White Male

White Female

White Female

Black Male

Black Male

' " | Black Female

Black Female

Other Male

Other Male

Other Female

Other Female

TOTAL

100%

TOTAL

100%

TECHNICIANS

Number

Percent

White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL




School/Department :

Individual Completing Form: Form No. 2, page four

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

a. List sources of data:

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

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

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







AFFIRMATIVE ACTION PLAN

" SCHGOL/DEPARTMENT EPA FACULTY DATE
COMPLETED BY
TABLE I TABLE II
PROJECTED FACULTY COMPLEMENT
PRESENT FACULTY COMPLEMENT FOR ACADEMIC YEAR 1975-76
(According to October 1973 Tabulation) (Reflecting Anticipated Promoticns
and your Projected Hiring Coals)
White Black | Other } Totall /////////I1//] White {§ Black | Other | Total
FULL-TIME M | FAM | FIM] By My BV KN | FPM | Ef M| FFMF
Department Head LILILELLTTEL]
JLLLLLLLLLLLL
REOEERADE 11111111111
Associate Professor LLLLILLL L)L)
I
Assistant Professor L LIS
: 11111111
Instructor LLLLLLLL L
1110
Lecturer LILLLLLL L
1LY
|, SUB-TOTAL R ) N WA I e
1ILELEEELL
*PERMANENT PART-TIME LILLLLLL L
[ILTELELLLT ]
[Professor 1L
[ITTLILTTT T
Associate Professor LI
[T
Assistant Professor 111
1T
Tnstructor 111111
[T
Lecturex 111
LI
Visiting 1111111
LT
SUB-TOTAL | LT
[ILLLLTTTLLT T
__TOTAL h o WANIRNN e, ez

*PERMANENT PART-TIME - Individuals working less than full-time and being paid accordingly but hired for

a_term of 12 months or more or for a stated term of one academic year or more.
ne by their major departments.

A t appointments which should be reported as ful

g:ggrgg be filled in here are not supplied in the Odtober tabulation and will need to come from your

This does not include
The numbers whic.

OWit




* SCHOOL/DEPARTMENT

AFFIRMATTIVE ACTION PLAN

COMPLETED BY

FuLL TIME

EPA FACULTY

DATFE,

WORK SHEET FOR TABLE II

Estimated Number
of Positions
Expected to
Become Vacant
(1973-1976)

Estimated Mumber

of Newly Created
Positions
(1973-1976)

Total
Positions
to be
filled
(1973-76)

WHITE

Projected Hiring Goals
(based on the total
positions to be filled)

(1973~

976)

BLACK

OTHER § TOTAL

M

FIEM| F

M | FIM|F

Degartment Head
£ EGTESEU ™
Professor

£ J LA -
Associate Professor
R TS e it B o
Assistant Professor
InsEEtetot
Lecturer

SUR-TOTAL

TOTAL

A

C

5

LI T

LI LI L LI

LU

LU

PERMANENT PART TIME*

Professor

Associate Professor
Assistant Professor
Instructor

Lecturer

Visiting

SUB-TOTAL

TOTAL

1

L

T 1

hired for a term

*Individuals work less than full time and being paid accordingly ‘r‘

12 months or more or for a stated term of cne a

demic vear or more.



AFFIRMATIVE ACTION PLAN
SCHOOL/DE2ARTIENT EPA NON-FACULTY
COMPLETED BY

DATE

WORK SHEET FOR TABLE VI |

Estimated Number {Estimated Number | Total Projected Hiring Goals

of Positions of Newly Created Positions (based on the total
Expected to Positions to be positions to be filled)
Become Vacant (1973-1976) filled (1973-1976)
FULL-TIME (1973-1976) (1973-76) WHITE BLACK OTHER TOTAL
M E M F M F M F

?fficials & Managers
Do not include Dept. Hgads)

Professionals

Technicians

SUB-TOTAL

A B c I

TOTAL
JLLLLLLLLLLL L L LI LI LI L I 111 L L LI LTI LTI T

PERMANENT PART TIME*

Officials & Managers

Professionals

Technicians

SUB-TOTAL |

: A B C D
J R )

e: A+ B =C i *Individuals ang less than full time and being paid accordingfi@but

Y= D hired for a term of 12 months or more or for a stated term of one aca-
demic year.




AFFIRMATIVE ACTION PLAN
EPA FACULTY

DATE

SCHOOL/DEPARTMENT

COMPLETED BY

White
White
Black
Black

Other

TABLE III

TOTAL FACULTY COMPLEMENT
(According to October 1973 Tabulation)

See Table I

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

See Table III

Availability
Percentages No.

Full Time

Part

Time

Total

%(b)

No.

%(c)

No.| %(d)

See Full Timel Part Timel Total

Note(e) No. | % No. | % No.| %

Male

Female

Male

Female

Male

than the percentage in the corresponding column marked Availability or place a - (minus) if the percentage

in the column marked Total is lower than the percentage in the corresponding column marked Availability.

Other Female ‘
|

TOTAL 100%! 1007 100% 00% EOOZ 1.00%
\
|

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

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

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

(d) These percentages should be computed on the basis of total number of full-time plus part-time.

(e) In this column: place a + (plus) if the percentage in the column marked Total in Table III is higher
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APPENDIX G

I. INTRODUCTION: EQUAL EMPLOYMENT OPPORTUNITY

The University of North Carolina is subject to the requirements of Executive
Order 11246, as interpreted and administered by the Secretary of Labor and by
the Department of Health, Education and Welfare. This program of federal
regulation, designed to insure equality of employment opportunity without
reference to considerations of race, color, religion, sex or national origin,
embodies two basic requirements. First, the University must insure the absence
of discrimination in the formulation, statement and application of all personnel
policies and practices. Second, the University must undertake positive efforts
designed to help eliminate various possible impediments to the full utilization
of women and members of minority groups within the employee complement,
without necessary reference to whether such impedimer;ts are the product of
discriminatory practice or intent. Most particularly, this type of affirmative
effort must address any demonstrated past underrepresentation or underutilization
of women or members of minority groups. The two components of this University
obligation are treated separately in this plan.

A. University Commitment to Nondiscriminatory Policies and Practices

The University is committed, without reservation, to the principle
that employees shall be identified initially and thereafter differentiated among
only on the basis of good-faith assessments of individual professional merit.
Therefore , University policy prohibits and empléymenl practices will operate

to prevent discrimination, affecting any employee or prospective employee,



which is based on considerations of race, color, religion, sex or national origin.
Any other policy would be morally indefensible and inconsistent with the pursuit
o f organizational excellence.

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

(3) evaluation of performance, (4) promotion and advancement, (5) compensation
and fringe benefits, (6) access to training and other professional-development
opportunities (7) formulation and application of personnel rules and regulations,
(8) access to facilities, and (9) layoff, discipline and termination.

The personnel policies and practices of the University will be moni.tored
continuously to determine whether any individual or class has been or is being
affected adversely, contrary to the principle of equal employment opportunity.

In any case where discrimination based on racé, religion, color, sex or
national origin is demonstrated, prompt remedial action will be taken.

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

B. University Commitment to Increasing Employment Opportunity

The University is committed to the elimination of any demonstrated

underutilization of women and members of minority groups within its staff complement.




It is acknowledged that there is a national legacy of prejudice and
ignorance which has curtailed unjustifiably the employment opportunities of
women and members of minority groups, in both the public and private sectors
of employment. In order to enhance significantly and promptly the employment
opportunities of those who have suffered disadvantage in the past, it is necessary
to do more than simply insure nondiscriminatory employment practices. Accordingly,
within its area of influence, the University will contribute to this national remedial
effort by implementing a program of positive effort designed to encourage the
identification, recruitment, employment and promotion of additional qualified
members of groups which formerly have suffered disadvantage in the employment
market. More particularly, where there is reasonable evidence that members

. . of a particular class have been underrepresented or underutilized within areas
of the staff complement, specific goals and timetables designed to remedy that
underrepresentation are being established.

As an institution which seeks to encourage excellence in all areas of
endeavor, a university must maintain high standards in the evaluation of
employees and prospective employees; it must also apply those standards fairly
and consistently. Thus, the conscientious search for and effort to employ
additional women and members of minority groups pursuant to established goals
and timetables shall not entail a reduction of premium on quality nor a conferral
of advantage on any person because of race, color, religion, sex or national
origin. Rather, the affirmative efforts of the University shall be directed toward

. enlarging the opportunity for and incidence of fair competition, by qualified

members of previously underrepresented groups, for available positions,

appointments and promotions.






' APPENDIX H

PUBLICIZING THE EQUAL EMPLOYMENT OPPORTUNITY POLICY

Dissemination of information relative to the Plan is designed to accomplish
two fundamental purposes. First, if equality of employment opportunity is to
remain a reality with respect to incumbent personnel, supervisory personnel
must understand their responsibilities under the plan and supervised personnel
must understand their rights under the plan. Second, the broader community
of which the University is a part must be aware of this comprehensive
commitment to nondiscriminatory practices and affirmative action, to the end
that the University will become an increasingly attractive place of prospective

employment for qualified women and members of minority groups.

A. Internal Dissemination of Information

k Action Date of Initiation Schedule Responsibility
I > 1. Post summary of pro- Date Plan 'approved Continuous Associate EEO
visions of Plan on by HEW ' Director

employee informational
bulletin boards

(Bee-Appendinh)
‘/2. Furnish copy of sum- Date Plan approved Continuous  Associate EEO
mary of Plan to each by HEW Director
incumbent employee p
Q Ij’ 3. Maintain copies of Date Plan apbroved Continuous EEO Director,
3“3 full text of Plan on by HEW Associate EEO
file, to which all Director

employees and appli-
cants for employment

. shall have access upon
request.




.

/7.

/9.

Action

Special meeting with
administrative and super-

visory personnel to explain

contents, purposes, and
rights and responsibilities
under Plan

Special meetings with all
supervised personnel, by
appropriate division of
supervision, to explain
contents, purposes, and
rights and respaon sibilities
under Plan

Furnish summary of pro-
visions of Plan to all
prospective employees
who file application
and are interviewed

for employment

(See Appendix A)

Furnish copy of sum-
mary of Plan to all

new hires and explain
contents, purposes,

and rights and responsi-
bilities under Plan

Post federally required
EEO notices on employee
informational bulletin
boards

Publicize adoption and
contents of Plan in
appropriate office
publications

Date of Initiation Schedule Responsibility
Within 30 days Annual EEQ Director, |
after Plan approved Associate EEO
by HEW . Director
Commencing sche- Annual EEO Director
dule within 30 days Associate EEO
after Plan approved Director, and
by HEW pertinent divi-

sion supervisors
Date Plan approved Continuous For employment

by HEW

Date Plan approved
by HEW

Immediate

Within 30 days
after Plan approved
by HEW

Continuous,
within 10
days of date
of hire

Continuous

Annual

positions subject
to the State Per-
sonnel Act: Asso-
ciate EEQ Director;
for employment
positions not sub-
ject to the State
Personnel Act:

EEQ Director

For employment
positions subject
to the State Per-
sonnel Act: Asso-
ciate EEO Director;
for other employ-
ees: EEO Director

Associate EEO
Director

EEO Director
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Action

Publicize EEO develop-
ments, progress reports
in office publications *

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

B. External Dissemination of Information

Action

Inform sll recruiting
sources, verbally and

in writing, of contents
and purposes of Plan,
stipulating that minori-
ties and women be
recruited and referred

on a nondiscriminatory
basis

Incorporate the Equal
Opportunity clause in all
purchase orders, leases,
contracts, as required
by federal regulations

Incorporate the Equal
Opportunity clause on
all letterhead stationery

Publicize adoption and
contents of Plan in public

press and in office publica-
tions distributed externally

Require that the Equal
Opportunity clause appear
in connection with any
published employment
advertising

Date of Initiation Schedule Responsibility

Immediate Continuous, EEO Director
as periodic-
ally warranted

Immediate Continuous, EEO Director,
at request Associate EEO
of affected Director
employee

Date of Initiation Schedule Responsibility

Within 30 days
after Plan
approved by HEW

Immediate

Immediate

Within 30 days
after Plan
approved hy HEW

Immediate

Every 6 mos.
for esta-
blished
sources,
immediately
upon identi-
fication of
new source

Continuous

Continuous

Annual

Continuous

EEO Director,
Associate EEO
Director

EEO Director,
Associate EEO
Director

Associate EEO
Director

EEO Director

Associate EEO
Director




Action Date of Initiation

Provide written notification Within 30 days
of Plan and basic contents after Plan

to public and private approved by HEW
organizations interested in

employment opportunities for

women and minorities; com~

munity agencies and leaders;

secondary schools, colleges,

and technical and business

institutes

Within 30 days
after Plan
approved by HEW

Provide written notifica~
tion of Plan to all sub-
contractors, vendors, and
suppliers, requesting
appropriate action on their
part

Publicize EEO progress, Immediate
appointments of new

personnel, promotions,

etc. relating to EEO

objectives, in public

press and in office

publications distributed

" externally

Schedule Responsibility

Annual EEO Director,
Associate EEO
Direqtor

Annual EEO Director,

Associate EEO
Director

Continuous, EEO Director
as periodical-
ly warranted
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SUC CORTRACTS

pihce
WhlAati

Title 41—P
U pANNInTV
RS PROPERTY
Chapter 60—O0fite of Federal Con-
froct Compliance, Equa! Employ-
ment Opportunity, Departtaent of
Lobor
PART 60-2—AFFIRMATIVE ACTION
PROGRAMS
On August 31, 1371, notice of propased
rule making was published in the Feo-
ERAL RecisTer (25 F.R. 17444) vith re-
gerd to amending Chapler 60 of Title 41
of the Coce of Federal Reeuvlations by
adding & new Part 60-2, dealing with

ive action nrox.nmx Interested
ucx" H\(’] 30 vo m uhwh o

welions re 6>.4|.I ng lhc pmpo ed
_Iendments.

Having cc
rial subr
Lereby ampnd
the Code of Fud
ing a new Part 60-2,
Subport A—Generol

erulations by
ding as follo

See.

60-2.1

60-22

Subpert B—Required Contents of Afirmative
Action Frograms

G0-210 Purpose of afirmative action pro-
Tain.

60-2 11 Neguired utillzaticn analysls.

60-212 Establl ent of goals and time-
table

60-213  Additfonal required Ingredients of
afitmntive actinn programs.

60-2.14 Compliance status,

Title, purpisse snd scope.
Agency Action,

Subpart C— Methods of Implenisnting the
Requirements of Subpart &

60 2.2 ent or reafirmstion of the
el oppok tunity
Co-22 the 1e:

Yy
wr hmplementation,
N of problem aress by
d Job classi-

6n 2y nent and execudon of pro-
fros.

60 223 Internel andit and reporiing sys-

s

60225 JEY O Action progra
Subport DeMiscelioneous

60230 Upa of

G 231

G 252

AUTHARITY T The protidons of this Part

e o tee, 201, Executive
‘.un Tt 12910),

Ondei 112

Subpart A—General
§ 60-2.1 Title, purpose and scope.

This part shall also be known as “Re-
vised Order No, 4." and shall coyer non-
construction conlructors. Scelton GO—I 40
of this Chapter, At
pliance Programs, requires r.‘.mln
120 days from the conmunencement of a
contract each primia contractor ol sub-
contractor with 50 or more employecs
and a contract of $50, 000 or more de-
velop & writlen affirmative act! 0'1 com-

ments, and such ce'lmc'.n:‘s !’.zx‘ '.ow
further required (o revise existing writ-
ten effirmative actlon projrams to in-
clude the changes embodied in this order
within 120 days of its publication in the
FeoyraL Recrstek, A review of sgency
complianee surveys indicates that many
contractors do not have ahirmative ac-
tion prozrams on file £t the ume an
1went s visited by a compliance
part QLLH“ the ageney
review pro o~n.au and the resu a
contructor's falure to cevelop and main-
telr an afirmative sction program and
then set forth delalled guldelis
used by contractors and Go
sgencies in developing and judging these

os the good faith clfort
nsforim the progranys from
paper comy nents o cjual ciploy-
ment opportunity, Subparts B and C are
concerned with afrmative action plans
only.

Relief for members of an “affceted
class” who, by virtue of past discrimina-
Lion. continua Lo suffer the present effects
of that discrimmation must either be
included in the contractor’s afilnative
action progiam or be embodied in & sepa-
rate wrilten corrective actien™ pro-
gram, An “aficeted class" problem raust
be remedied in order for a contractor to
be considered in compliance. Sectic
2.2 herein pertaining Lo aft 8cc
affirmative aclion program t pali=
cable to the failure to remedy (! mi-
nat iun against members of un “atfccted
class.™
§ 60-2.2

@) Any contractor reqnired by § 60=
1.40 of this ehapter to develop sn alliin-
ative action progrem i1 of his
establishients who has licd
fully with that section is not i comphi-
ecutive Order 11246, es
30 FR, Inti} such
s are develogped 1 Lo be
¢ accandunce with the stand-
h in #4560~
actor is
cinpioy-

required to t

0-

ble

Azeney aetion,

ance with 1
nmended

Lrds an!
2,10 throuph
uable L v with the equa
ment opportunity clause,

(b) If, in determining such contractor’s
responsibility for on award of a contract
it comes to the contracting ofticer’s at-
tention, throusgh sourc within  his
eyency or through the Olice of Fedeinl
Contrect Comphiance or other Goveri-
menl esgencies, that the car -clor haos
not developed an acceptable aitrmative
rction program ul cach of his eslablish-
ments, the contracling otiicer shall no-
tify the Director and declare the con-
trictor-bicdder nonresponsible unless hie
can ctherwise afimnauvely determine
that the contractor is able to comply wath
hls cqunl employment oblitations or, ur
less, upon review, it is determuned by
the Dircctor that substantinl issues of
law or fact exist as to the contracior's
responsibility to the extent that o hear-
ing Is, In his sole judrment, requured
pricr to & detericination that tlie con-
tractor Is nonresponsible: Prot:ded, That
during any pre-award conferences every
effort shall be made through the proc-
esses of concilietion, mediation and per-
suasion to develop an aceeptable adirma-
tive ecticn program meciing the stand-
ardes and puidelines set forth in .§ 60-2.10
through €0-2.32 so theat, in
ence of his contrect, the contractor is
able to meet his equal employment ob-
ligations in accordance with the cqus!
opportunity cliause and applicable rules,
regulations, and oiders: Proviged fur-
ther, ‘Thot wlien the contractor-bidder is

eclrredt nonresponsible more than once
for inability to, comply with tha equal
employnient opportunity clause & notice
setting & timely hearing date shall
be issucd concurrently with (he second
nonresponstbility determination in ac-
cordance with the provisions of § 66-1.26
proposing to declare such contrector-

bidder ineligible for future contracts and
subcontiacts.

(¢) Immediately upon finding thoet a
contractor has no atlirmative actien pro-
eram or that his program is nol accept~
able to the contracting officer, the
complinuce agency representalive or the
representative of the Olwee of Pederal
Contruet Compliance, whichever hus
made such a finding, shall Doty otliciels
of the appropriate compliance a ¥
and the Office of Federal Contract Com-
plisnee of such fact. ‘The complimce
agency shall issue a notice to the con-
tractor giving him 30 days to show cause
why cntorcement procecdings un cc-
ton 200(h) of Executive Order 11246, as
amendad, shotld not be mstituted,

(1) I the contiactor fails to show
rood canse (or bis fudtine or fails Lo re;
edy that (nilure by developing uud Hi-
plementisg an aeeeptal {3 ye ac-
Lon progaun within 30 days, the com-
plianee apency, upen the approsnl of the




Director, shall immediately fssue anotice
of proposed cancellation or termination
of existng contracts or subcontracts and
debarnient from future contracts nnd
subcontracts pursuant to §60-1.26(h),
giving the contractor 10 days to request
R hearing. If a request for hearing has
not been recetved within 10 days from
such notice, such contractor will be de-
clared ineligible for tuture contraets and
current contracts will be terminated for
default.

(2) During the “show cause” period of
30d every etfort shall be made by the

y throtgh concilintion,
suasion to resolve the

tion of nonr
adjustiments d

wtory
i ta bring the con-
tractor into co re not con-
cluded. the compliaz ency, with the
Fpaor approval of the Director, «lall
Pro nptl: commence formal preceod.ngs
leadmg to the cance
tion of cxisting centracts or subc Ls
and delarment from future conteacts
and subcontracts under § 60-1,26/) of
this chapter,

‘d) During the “show cause” period
and formal proc X cach contract-
ing agency must continte to determine
the contractor's responsibility in consid-
ering whothr or not o award a new or

ional contract.

Subpart B—Reguired Conlents of
Afitmative Action Programs

§ 60-2.10 Purposc of afllirmative action
program.

An affirmativa action program is a set
of speciiic and reswit-oriented procedures
to which o contractor commits himseif to
epply gvery zood faith effort, The objec-
Live of those procedurcs plus such efforts
is equal employment opportunity. Proce~
dures without effort to make them work
are mesningless; and effort, undirected
by specific and meaningful procedures,
is inadequate. An ecceptable afirmative
acticn program must include an analysis
of areas within which the contractor Is
deficient in the utilization of minority
kroups and women, and further, goals
and timetables to which the contractor's
good faith efforts must be dirccted to cor-

rect the deficiencles and, thus to increase
materially ths utilization of minonties
and women, at ol levels ond in all seg-
ments of his work force where deficlen-
cles exlst,

§ 60-2.11 Reguired utilization analysis.

Based upon the Government's experi-
ence with compliance reviews under the
Executive order programs and the con-
tractor reporting  system, minonty
groups are most likely to be underuti-
Uzed in departments and jobs within de-
pariments that {zll within the foliowing
Employei's Information Report (EEO--
1) deshimations: ofticials und managers,
professionals, technictans, sales work-
ers. office and clericel and craftsmen
(skilled). As calegorized by the EEO-1
desiznations, women sre likely to be
underutilized in departments nnd jobs
within departiments as follows: officials

and managers, professionnls, techni-
clans, sales workers (except over-the-
counter sales in certain retall establish-
ments), craftsmen (skilled nand semi-
skilled), Therefore, the contractor shall
direct special attention to such jobs in
his analysis and goal setting for minori-
ties and women, Afliimative action pro-
rriuns must contain the foilowing Infor-
mation:

() An onalysis of all major job classi-
fleations &t the facility, with explana-
tion if minorities or en are currently
being underutiized in any one or more
joby classtfications (jeb *“classification™
hercin meuning one or a group of jobs
hasnue similir content, waps rates and
opportunitie: s L]
fing havin,
wonten in n particular sification
than wouldl reesonably be expected by

ility. Tn maxing the work

he contractor shall con-

cuct such analysis separately for minori-
ties and women.

(1) In determining whetlier minoritics
are being underutilized In any job clas-
sification the contractor will consider at

asi all of the following factors:

(1) The minority population of the
labor area surrounding the facility;

(i) The size of the mihority unems-
ployment force in the labor area sur-
rounding the facility;

(i) The percentage of the minority
work force as compared with the total
work force in the fmmed

(iv) The general avatl
ities hawving requisite skills In the im-
mediate lator area;

) The aveilability of minorities
having requisite sxills In an area in
which the contractor can reasonably
recruit;

(vi) The availability of promotable
and transferable minorities within the
contractor's organlzation;

(vii) The existence of tralning insti-
tutions capable of training persons in the
requisite skills: and

(viil) The degree of training which the
contractor {8 reasonubly able to under-
take a5 n means of meking all job classes
available to minorities.

“(2) In determining whether swomen are
being underutilized in any job classifica-
tion, the conirnetor will consider at least
all of the following factors:

(1) Tha tzs of thy female unemploy=

ment foreg in the lehor srea snTounding
o0 faciizty;

() ‘T’ percentano of tha fornalo
worzfores es compared with the tolud
workforce in the Lumedlals Jabor area;

() The generel avallabllity ot wo-
mea having requisite silils in the Im-
madiste Jabor ars;

Uv) ‘The avallabllily of women having
requisite skills In an area in which the
contractar can ressonably recrult;

(v) The pvailabllity of women seeking
employment in the labor or recruitment
area of the contractor;

(vl) The avallabllity of promotable
and transferable temale employees with-
in the contractor's orgwnlzation;

(vi) The existence of trainiig instivi-
tlons capable of tralning persons In the
requisite skills; and

(vill) The degree of training which
the contractor is reasonably able to un-
dertake ns n means of making all job
classes available to women.

§60-2.12  Eaablishinent of goals and
tinietables,

(a) The goals and timeiables devel-
oped by the contruclor should be nltain-
able in tenms of s
of s deticier

ol Lia gos
5, the contractor <h
Tesulls which could v

fon program work. In de-

n levels of goals, the coniractor

consider at least the fuctors lsted
11,

(b) Involve personnel relations staff,
departiment and dlivisicn heeds, and local
and unit macagers in the geal setting
process. 5

(¢) Goals should be significont, meas-
ureble and attatnable,

(d) Goals should be spucifie for
planned results, with timetables for,
completion.

(0) Gools may not be rigld and inflex-
ible quotes which must L met, but must

targets reasonably attainable by
means of applying every gocd fnith ef-
fort to make all @ets of the entire
afirmative action proemy .

(1) In cstablishing tir
goals and commitiicn g
will constder the anticipated expansion,
centrection and tumover of end in the
work force.

(g) Goals, timetables end afirmative
action commitments must be designed
to correct zay identifinble deficiencics.

(h) Where deflciencies exist and
where munbers or pe Ages are rele-
vaut in developing corrective sction, the
contractor shuil establish and set forth
specific gonls and timeisbles separately
for mincrities and women.

() Such goals end timetabies, with
supporling data and the analysis thereol
&hall be & part of the contr written
aflirmutive action progt and shall be
maintained et cach witablishicent of the
contractor,

(J) Where the ontractor has nob
established n goal, his written aflrmn.

tive ection program miust specifically
snslyze cach of the factors lsted in
€0-2.11 and must detall his reason for a
1ack of & geal.

(k) In the event It comes to the atien-
tien of the compllance agency or the
Onice of Federnl Contract Compliance
that there is & substuntial disparity in
the utilzation of a particular minority
ETOUD Of men or women of a particwlar
minority group, the compliance agency
or OFCC may raquire seprinte goals and
Umetables for such minority group and
may further recuire, where apnropriate,
such gonls und timetables by Lex for such
Froup for such jcb classifications and
organizational units epeciiied by the
compllance sgency or OFCC.




«1) Bupport data for the required anal-
ysis and program shall be complied and
maintained cs part of the coutractor's
aflirmative action program. This daota
will include but not be limited to progres-
sion line charts, senfority rosters, appli-
cant flow data, nnd applicant rejection
ratios Indicating minority and sex status,

(m) Coples of wfilrmative action pro-
Froms and/or coples of rupport data
shall be mrde avallable to the compliance
ngency or the Oftice of Federal Contract
Compliance, at the request of eltier, for
such purposes as may be approprinte to
the fulfiliment of their rcsponsivilities
under Execullve Order 11240, as
nmended,

§ 60-2.13 Additionnl required ingredi-
ents of sfiirnuative retion prosrams.

Effective afilrn;
shall contain, but not necerarily be lim-
fted to, tha following Ingredicnts:

(n) Development or reafinnsation of
the contractor's equal employment op-
partunity policy in ell personnel gctions.

(b) Forwnal Internal and external dis-
seniination of the contractor's palicy., .

(¢) Establishment of rosponsibilities
for Lmplementation of the contractor'’s
Afrmatlve acticn program.

(d) Jdentificetlon of problem nrecs
(deficiencles) by crgantzational uaits
and Job cizssification,

(e) Establishment of gorls and objice
tives by orgonizetional units pnd job
clnsalfication, Including Umetebles for
corapletion.

() Development snd exceution of ec-
| preerams deslzned o ciime
I furthier deslgned to
el goals £nd cbjectives,

{8) Design and implementation of in-
ternal sudit end reporting systéms to
measure cllectiveness of the totel pro-
gram,

(h) Compllince or porronnel paleles
end practices with the £ax Discnimina-
ton Guiddings (41 CFR Part 60-20),

() Active pupport of I1acel rud nne
tional corimunity netion prozrama cnd
comnaumdty zervice promams, desicnad
1o Iniprove th imend opportunities
of minorjtis d women,

(J) Conslderaticn of minorities and
women pol eurrintly in the workforce
having segulsiie (XIs who cen be re-
ceriited  througih  afirmulive  scticn
measires,

§ €0-2.14 Co:c;\lnnceluluo.
Mo contenet 2

ba judsed #lo

|¢~ar)\r: hls ¢

t

to imncke his
realbration of
e timetebles gel for oo
to‘!m

B¢
".r'l\'i iy, 4
an acceplaiis nliy

tive nction progm:

Subport C—Methods of Implement-
Ing the Requirements of Subpart B

§60-2.20 Development or reaflirma-
tion of the equal employment oppor-
tunity policy.

(a) The contractor's palicy atatement
zhould Indicate the chiof executive oM-
cers' nttitude on the subjcch matter, as-
sign overall responeibility and provide for
& reporting and monitoring procedure,
Specific {tems to be mentioned should
include, but not llmited to:

(1) Recruit, hire, train, and promote
persons In all Job clazsifications, without
regerd to race, color, religion, ecx, or
natlona! orlzin, excepl where ecx is o
bona  fide occupsilonsl queliileation.
(The term “bons eacujational qualis
flcation” hes 51 6Cnsirued very nar-
rowly under nc ClIvil KL Alt of 1004,
Under Exteutive Order 11245 w3 nmended
and this part, this term will be construed
in the same manner,)

€2) Bere decisions on employment so
o3 (o further the principle of equal em-
ployment opportunity, -

(3} Insure that promution declstons
are in aceord with p
employment oprortuuity
enly vrlld requirerirots for promotional
opportunities,

(4) Insure that all perconnel actions
Such a5 compenas s, trensfers,
layotls, retum from
eintng, edu
slstence, social mnd recrustion programs,
will b2 mdmintsiared vithout recard to
race, color, rellgion, sex, or national
origin.

§ 60-2.21 Dirsernination of the policy.

(a) The contracior should dirceminate
his policy intemelly a6 fcllows:

(1) Include it in contreclor's policy
man s
(2) Subliclze 1L In company newspaper,
Igazine, sunnel n,;on oad other media.

(3) Couduet ey inrs with ex-
ecutivg, 1auan nd supervisory
s L of polley and
tyf r effective im.
r the chlef ex-

3 mnry end ex-
Plain lm.h'du-d emmo. 2 responsibllities,

(8) Dixcuss the policy thoroughly fn
both n.i,)lc;c” orientaticn and tasnage-
ment tralulng programs,

(6) Meet with unfon officinls to Inform
them polley, and request thedr
coaperati

(7) Insluce non
in all valea on
centre

i

imination clauses

n'nklcscmcxlnch‘omo-
AYOMS, progiess 1o . Proiotions,
cle., of mmority end female employces,
in corapany publications,

(9) Yoit the policy on company bul-
letin bew

oyees rre featured In

verlisine, eme

simitiar publicationa

lu'.:l rum-!l' and penmuinaiily, pien
and wonien sholld be plelwd,

" consumer or help wonted advertisin

(11) Communicate to employees the
existence of the contractors afMrmative
actlon program and make avallable such
elementa of his program as will enable
such employees to know of and avail
themselves of its benefits.

(b) The contrector should dissemi-
nate his policy externally as follows:

(1) Inform all recrulting sources ver-
bally and in writing of company policy,
stipulating that these sources actively
recruit and refer minorities and women
for all positions lisled.

(2) Incorporate the Fqual Opportu-
nity clause In ell purchase orders, leases,
contracts, etc, covered by Exccutive
Order 11246, es amended, and 1ts im-
plementing regulations.

(3) Notify minority and women's or-
ganizations, community nienc com-
munity leaders, secondary s and
collcges, of company policy, preferably
in writing.

(4) Communicete to prospective em-
ployees the existence of the contractor's
aflirmative pchion program pud o
available such elements of his pro
s will eneble such prospective ¢, ‘s
to know of and svail themselves of its
beneilts,

(5) When employees are pictured in

o

both minorities and nox
and women should be s
(6) Eend written notidic

ation of com-
pany policy to sll subcontractors, ven-

dors nnd suppliers requesting appropri-
ate actlon on thelr part.

§ 60-2.22
tation,

(8) An cxecutive of the contrattor
should be eprointed es éirector or mon-
ager of company Equal Opportunity Pro-
grams, Depending upon the size and
geographlcal allgnment of
this may be his
e or she shiould bs given the nec
top management support and stal
cxecute the asslznment,
Identity should appear on all intwma
end extermal communicntions on thz
company’s Iqual Opportunity Prosroms.
His or her responsinilities should Mcrtde

,l “beHmited 15T

m Dew) o pollcy stalemétits, af-
firmative ntlw-; programs, intemnl and
extermal conimunication techniques.

(2) Assisting in the Jcdentification of
problem erens,

Responsibility for implemen-

(3) Asslsting Uine mansgement in nr-
riving ot solutions Lo proble:m

(4) Desimiing  end
audit and reporting systeme (hat

(1) Nieasure cliectiveness of tna
trictor's programs.

G Indicste need for renedial oction,

() Determine the depren to which the
contrector's goals and objsclives have
Leon attained,

(5) Berve 65 lslzon batween the con-
trector wnd enforcement prencie

(£) Gorve ns Mafson b
tractor nnd minozity orga tions, wom-
B8 erganizations kid cor iy ootion
gioups concerned with employment cop-
portunities of minorities and wo:

1 (lie cone

Johits oF F

His or her

=ro OFFICER




(7) Keep management informed of
latest developments in thc entire equal
opportunity are:x.

(b) Linc responsibilities should include,
but not be limited to, the following:

(1) Assistance in the identification of
problem areas and establishment of local
and unit goals and objectives.

(2) Active involvement with local
nunority erganizations, women's organi-
zations, community action groups and
community service programs.

(3) Perindic audit of training pro-
grams, hiring and promation patierns to
remove impediments to the attainment of
goals and objectives.

(4) Regular discussions  with  loeal
managess, supervisors and emyplovees to
be ccrtain the contractor's policies are
being followed.

(5) Re of the qualifications of all
employees to insure that minorities and
women are given fuil cpportunitics for
transfers and promotions.

(6) Career counseling
ployees.

(T) Perindic audit to insure that each

for all em-

location is in compliance In area such as:
i) Posters are properly d d,
i) Al ties, includ any

housing. ch the contrae ains

Al
for the usc and benefit of his emplovess,
are In fact desczregated. both in policy
and use. If the contractor provides fa-
cilities such as den ries, locker rooms
and rest reoms, they must be comparable
for both sexe:
(i) Minority and female employees
are afford
ncourased to participate in all company
sponsored education aming, recrea-
tional and sozizl act
(8) Supervisors
understand that their werk pe ance
is being evaluated on the basis of their
equal employment opportun eiforts
and results, as well as other criteria.
(9) It shall be a responsibility of
supervisors to take actions to prevent

harassment of employees placed through
1

affirmative action efforts.

§ 60-2.23 Identifieation of problem
areas by orzanizational units and job
classifications.

. (@) An in-depth analysis of the fol-
lowing should be made, paying particular
attention to trainees and those categories
listed in § 60-2.11(d).

(1) Compasition of the work foree by
minority group status and sex.

(2) Composition of applicant flow by
minority group status and sex.

(31 Tre total sclection process includ-
ing position descriptions, position titles,
worker specifications, application forms,
interview procedures, test administration,
test validity, referral procedurces, final
selection process, and suniar factors,

(4) Trans{er and promotion practices.

(5) Facilities, company sponsored rec-
reation and social events, and special
programs such as edurcational assistance.

(6) Seniority practicer and seniority
provisions of union contracts.

T) Apprenticeship programs.

18) All compar training programs,

forinal and informal,
191 Work force attitude.

|
1

4 i d
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| 2 full opportunity and AT8m* | from or are not participating in company

L Ghis

(10) Technical phuses of compliance,
such as poster and notification to labor
unions, retention of applications, noti-
fication to subcontractors, ete.

(b) If any of the following items arc
found in the analysis, special corrective
action should be appropriate,

(1) An “underutihization” of minor-
ilies or wonien n specific work ¢ 1=
fications

(2) Lateral and or vertical movement
of minority or female employees occur-
ring at a lesser rate (coinpared to work
force mix) th that of nonminority or
male employce:

(3) “The selcction process climinates
a sinificanily higher percentage of mi-
norities or women than nonminorities
or men,

(1) Application and related preem-
ployment forms not in compliance with
Federal lesislation.

(5) Position descriptions inaccurate
in relation to actual functions and du-
ties.

(6) Tests and other selection tech-
niques not validated es required by the
OFCC Order on Employee Testing and
othier Selection Procedures.

(7) Test forms not validated by loca-
tion, work performance and inclusion of

| minorities and women in sample.
\ (8} Referral ratio of minoeritiss or
| women to the hiring supervisor or man-
\ arer indicates a significantly higher per-
icentage are being rejected as compared
1 to nonminority and male applicants.
(9) Minorities or women are excli

!sponsored activities or programs.
(10 De facto segregation still exists
at some facilities.
| {11) Seniority provi
! overt or inadvertent d scrimination, f.e.,
,‘ a disparity by minority group status or
‘ sex exists between length of service and

ons contribute to

types of job held.

(12) Nonsupport of company policy by
managers, supervisors or employees.

(13) Minorities or women underuti-
lized or significantiy underrepresznted in
training or career improvement pro-
grams,

(14) No formal techniques establishéd
for evaluating effectiveness of EEO
programs.

(15) Lack ‘of access to suitable hous-
ing inhibits recruitment efforts and em-
ployment of qualified minorities,

(16) Lack of suitable transportation
(pubjic or private) Lo the work place in-
hibits minority employment,

(17) Laubor unions und subcontractors
not notified of their responsibilivles.

(18) Purchase orders do not contain
EEO clause.

(13) Posters not on display.

of programs.

(a) The contractor should conduct de-
talled analyses of pasition descriptions
to insure that they accurately reflect
position functions, and are consistent
for the same position from one location
to another.

§60-2.24  Development and exccution

(b) The contractor should validate
worker specitications by division, depart-
ment, location or other organizational
unit and by Job citegory using job per-
formance criterin, Special attention
should bz piven to academic, expericnee
and skill requirements to insure t the
requirements in themselves do not con-
sti inadvertent diserimination. Spe-
cifications should be consistent for the
same Job classification in all locations
and should be free from s as regards
to color, religion, sex, or national
orivin, except where sex Is o bonu fide
occupational qualification, Where re-
quirenwents screen out a disproportionate
nuner of ininoritics or women such re-
quiremcnts  sliswld be  professionully
vaiidued to job performance.

(c) Approved positien deseriptions
and worker specifications, when vsed by
the contractor, shiould be made available
to wll members of management involved
in the recruiting, screcning, selection, and
promotion nbrocess, Copies shoild also
be distributed to all recruiting soturces.

(d) ‘The contractor shonld evaluate
the total selection process to insure (ree-
dom [rom bias and, thus, aid the attain-
ment of geals and objectives.

(1) All personrel involved in thas re-
cruiting, screening, selection, promotion,
disciplinarz, and related processes should
be carefully selected and trained to in-
sure elimination of bias in all personnel
actions, .

(2) The contractor shall chserve the
requirements of the OFCC Order per-
taining o the validation of employee
tests and other selection procedures.

(37 Selection techniques cother than
tests may also be improperly nsed 50 as
to haye the effect of discriminating
against minority groups and women.
Such techniques include but are not re-
stricted to, unscored intery! unscored
or casual application forms, arrest rec-
ords, credit checks, considerations of
marital status or dependency or miner
children. Where there t data sug-
gesting that such unfair discrimination
or exclusion of minorities cr women ex-

ists, the contractor should analyze his,

unscored procedures and eliminate them
if they are not objectively valid.

(e) Suggasied ;echnlguvs to_lmproye
recruifment. and,_ing ~Low.of
minority or female applicants follow: .

(1) Certdin organizations such as the
Urban League, Job Corps. Equal Oppor-
tunity Programs, Inc., Concentrated Em-
ployment  Programs, Neighborhood
Youth Corps, Secondary Schools, Col-
leges, and City Colleges with hizh minor-
ity enrollment. the State Employment
Service, specialized employment agen-
cles, Aspira, LULAC, SER, the G.L
Forum, the Commonwealth of Puerto
Rico are normally preparcd to refer mi-
nority applicunts, Organizations pre-
pared to refer women with speeific skills
are: National Organization for Woren,
Weifare Rights Organizations, Women's

Equity Action League, Talent Bank from
Business and Professional Women (in-
cluding 26 women's organizations), Pro-
fessionnl Women's Caucus, Intercollegi-
ate Association of Unaversity Women,
Negro Women's sororities and service




groups such as Delta Sigma Theta,
Alphn Kappa Alpha, and Zets Phi Beta;
National Council of Negro Women,
American  Association  of  University
Waomen, YWCA, and scctarian groups
such ns Jewlsh Women's Groups, Cath-
olic Women's Groups and Protestant
Women's Groups, and women's colleges.
In nddition, community leaders as indi-
vidunls shall be added to recruiting
sources

(2) Formal briefing sessions should be
held, preferably on company premises,
with representatives from these recruit-
ing sources. Plant tours, prosentations by
minority snd female emnplovees, clear
and conclse explunnatians of current and
future Job openings, position deacrip-
tions, worker specifications, explanations
of the comprny's selection process, and
recruiting literature should be an In-
tegral part of the briefings. Formal ar-
rangements should be made for referral
of applicants, followup with sources. and
feedback on disposition of applicants.

(3) Minority and female empioyecs,
using procedures similar to subpara
graph (2) of this parngraph, shoild be
actively encouraged to refer applicants.

(4) A special eftort should be made to
includs minorities and wemen on the
Personnel Relations stall,

(5) Minority and female employees
should be made avallable for participa-
ton In Carcer Days, Youth Motivation
Programs, and related ectivities in their
communitics,

(6) Active participation in “Job Fairs™
is desirable. Compiany represcitatives so
participating should be given authority
to make ou-the-spot carnmitments "

(7) Active rec ing programs should
be carried out at secondary schools, jun-
for colleges, and colleges s.ith pradomi-
nant minority or female enrollments.

(8) Recruiting efforts at sll schools
should Incorporate special efforts Lo
reach minorities and women.

(9) Special  employment programs
should be undertaken whenever possible.
Some possible programs are:

(Y Technical and nontechnical co-op
programs with predominately Negro and
wonien's colleges., ’

(i) “After school” and/or work-study
Jobs for minority youths, male and
females.

(i Bummer jobs for underprivileged
youth, male and female,

(iv) Summer work-study programs for
male and fenale faculty membats of the
predominantly minority sclwols and
collezes,

(v) Matuvation, tratning &nd employ-

rd-core unem-

(100 When recrwiting brochures pic-
torirlly present work sitiations, thie mi-
nority snd femnle members of the work
Yorce should be included, esyeecielly vhea
sucl: brochures are used 11 school end
CArCer progimns.

(11) Help wanled advertising should
be expanded W include the minonly news
media and women's interest media on
a regular basis,

«f) The contractor should insure that
minority and feinal: employees are given
equal opportunity for promotion, Sug-
gestions for uchieving this result include:

(1) Post or otherwise announce pro-
motional opportunities.

(2) Make an inventory of current mi-
nority and female cmployees o deter-
mine scademic, skill and experience level
of individual cmployecs,

(3) Initiate necessary remedial, job
training snd workstudy programs.

(4) Develop and implement formel
cmployee evaluntion pPrograms.

(5) Make cortain “worker epecifica-
tions* have been vallduted on Job pere
formance related criterla.  (Nelther
minority nor female employees should
be required to possess higher quslifica-
tions than those of the lowest qualified
incumbent.)

(6) When apparently qualified minor-
ity or female employeces are passed over
for upsreding, 1CGUITE SUPSTVISOTY per-
sonnel Lo submit written justification,

(7) Establish formal carecr counsel-
ing programs to include attitude devel-
opinent, education ald, Job rototlon,
buddy system end similar progrems.

(8), Review scniority piactices and
senjority clauses in unfon contracts to
Insure such practices or clauses arc non-
discriminatory and do not have o dis-
criminatory effect.

(g) Mnke certain fecilites end com=
pany-sponsored soclal and recreation
activitics are desegregated. Actively en-
courage all employess to participsie.

(h) Encourage child care, housing and
transportation programs appropriately
designed to improve’the employment op-

portunities for minorities end women,
§‘-0—:-'- luternal uudit agd _reporting

(a) The contractor should monitor
Jecords of referrals, placements, trans-
fers, promotions and termiinations at &l
levels Lo insure nondiscriminatory policy
is carried out.,

(h) The contractor should require
formal reports from unit managers on &
schedule basis as to degree to which
corporate or unit goals are ettained and
timetables met,

(¢c) The contractor should review re-
port results with all levels of manoge-
ment, 3

(d) The contractor should advise top
management of program cffectivendss

and submit rccommendstions Lo Iimprove

unsatisfactory performasice.

§ 60-2.26  Support of sclion programs.

(a) The contractor should eppolnt
key members of manageient to serve on

Merit Employment Cotineils, Community

Ielations Boards and sinulsr orgoniza-

tions.

ib) The contractor should encourage
minority and fcmule employees to par-
tcipate actively in National Alllance
of Dusinessmen programs for | youth
motivation. |

c) The contractor should support
Vocational Goidance Institutes, |Vesti-
bule Troining Programs and similar
activities, {

(d) The contractor should pssist sec-
ondary schools and colleges In pregrams
desigmed to enoble minority and female
graduates of these institutions to com-
pete in the open employment market on
a more equitable basts.

(0) The contractor should publiclze
achleveracnts of minority and female
employces in local and minority news
media.

(1) The contractor showd support
programs developed by such organiza-
tions es Nationgl Allisnce of Business-
men, the Urban Coslitlon snd other
orgenizations concerned with employ-
ment opportunities for minorities or
women.

Subpart D—Miscellaneous

§ 60-2.30 Use of goxla

The purpose of a contractor's estab-
lishment and use of goals is to insure
that he reet his afirmative action ob-
ligation, It is not intended end should
not be used to discriminete ezainsy any
spplicant or employee becauss of race
color, religion, sex, or natlonal orizin.

§ 60-2.31 Preemplion.

To the extent that suy State or local
laws, regulaticns or ordinances, includ-
ing those which grant special benefits to
persons on secount of sex, are in coni-
fict with Executive Order 11246, s
amended, or with the requiremients of
this part, we will regard them es pre-
empted under the Executive order.

§ 60-2.32 Supersedure.

All orders, instructions, regulations,
and memorenda of the Secretary of
Labor, other ofiicinls of the Dapartment
of labor and contracting npencies are
hercby superseded to the extceat that
they are inconsistent herewath, includ-
ing o previous “Order No, 4" from this
OfMce dated January 30, 1070, Nothing
in this part is intended to amend 41
CFR 60-3 publishod in the Fy¥DdimaL
REGISTER on October 2, 1871 or Employee
Testing snd Other Selection Frocedures
or 41 CFR 60-20 on Scx Discriminetion
Guidelines.

Efcctive date. This part shill become
cffective on the date of its publication
in the Frorrat Recister (12-4-T1).,

Siened at Washington, D.C., this 1st
doy of December 1971,

J. D. Honssow,
Sceretary of Labdor.,
Horace E. Mrussco,
Acting Assistant Sccretary
Jor Employment Standards.
Jonn L. Wirxs,
Director, Qfiee of
Federal Contract Compliance.
[FR DS2.71-17780 Filed 12-3-71;8:61 &)
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WM’I?

Title 41—-Public Contracts and Proparty
Mansgemeont

CHAPTER GO—COFFICE OF FEDERAL CON-
TRACT COMPLIANCE, EQUAL EMPLOY-
MENT OFPORTUNITY, DEPARTMENT
OF LABOR

PART 60-60—CONTRACTOR EVALUATION
PROCEDURES FOR NONCONSTRUC-
TION CONTRACTORS

This part, known as “Revised Order
No. 14,” establishes standardized con-
tractor evaluation procedures for the use

of fes in thelr duct
of offsite and onsite compllance re-
views of nonconstruction contractors
subject to the equal employment oppor=-
tonity requirements of 41 CFR 60-1.40
and 41 CFR pi 60-2 (Revised Order No.
4) for the development of written afilrm-
ative action programa,

Revised Order No. 14 was issued to the
and b effec-
tive on January 23, 1273. Revised Order
No. 14 is hereby published as part ¢0-30,
While the conuments and views of Lha
compliance agencies regarding matiers
contalned in Revised Order No, 14 were
policlied and reviewed prior to its issue
ance, in accordance with the cpirit of the
public policy set forth in & UB.C. 553,
intercstad persons mey submit writien
comments, suggestions, data or argu-
ments to :r, Philip J. Davis, Acting Di-
rector, Ofice of Federal Contract Com-
pliance, U.B. Department of Labor,
Washington, D.C. 20210, withia 45 doya
of the publication of Revised Order Ho.
14 83 sot forih in this part €0-£0. Mate-
izl thus submitted will be evaluated snd
£cted upon in the same monner a5 i this
Were & prop . Untdl such
time as further changes ere made, Low-
over, part 60-60 es contained herein ehall
Tematn in effect, thus permitting tha pub-
lc business to proceed more expedi-
tiously.

A new part 60-€0, effective ns of Jun-
uary 33, 1818, is added to title'4l, Code of
Federal Regulations, reading as follows:

Subpart A—-Genornl
GO-L0.1 Purposs and scope.
60-602 Packground.
Dubpert B——Proceduras for Contracior
Evalustion
€0-808 Agency actions.
Subpsrt O-Dtuluunou‘s:l Review of Contractar

€0-00.4 Confidential mformstion,
€006 Employss inlerviews,
© 00-00.6 Poot roviaw enulysis,
C0-60%7 Contiractor rotication and conoll«

E0-E0 8 Tin
CO-C00  Altac

Aviyonryy: Baction 201, Executive Order
11244, 00 PR 12410, and Executlve Order
131375, 82 ¥ 14303,

mheduls for completion,
nents,




Subpart A—Genaral

§ 60601  Purpoee and seope.
This 11\r1. shall ba kno
Orde

pmcedun::n for compliuncs agenciles.

§6

(n) Eech prime contractor or mubcon-
tractor with 50 or more employees and &
contrnet of $50,000 or more s required to
develop a writlen afirmative sction pro-
gram for ench of its establishments (§ 60—
1.40 of this chapter).

(b) The nnalysls must relate to all
maJjor Job classifications at each facility
to which the aMrmative action program
pertains, with explanations if minorities
or women are currently being under-
utilized In any job classification (§§ 60—
2.11, 60-2.12 of this chapter).

(c)An acceptable affirmative action
program must include an analysis of
areas within which the contractor is de-
ficlent In the utillzation of minority
groups and wormen and, further, where
deficlencles exist,
to which the contractor’s good falth ef-
forts must b2 directed and, thus to in-
cresse malerially the utilization of
mincriliss and women at all Jevels and in
all segments of his work force (§ 60-2.10
of this chapter),

Subpart B—Procodures for Contractor

Evaluation
§ 60-60.3 Agency actions.

(a) Basle steps—A contractor evalua-
Uon should proceed In two baslc steps:
(1) An olfisite review of the contractor's
affirmative action program end utiliza-
tion analysis, using the enclosed con-
tractor eveluation checkllat () £0-60.0
(b)) as & worksheet; and (2) where nee~
essary, an onsite discussion nod review
of those matters which are not fully or
satislactorily addressed in the aflirmative
action plan and utilization anslysts using
the enclosed onsite review guidelines
(§ 60-60.0(c)) 8s n workshee

(b) Afirmative action program and
supporting documentation~Using sp-
proved methods of priority selection,
compliance ngencles shall routinely reo-
quest from Federal contractors within
their jurlsdiction afirmative nction pro-
grams including the required analysis
and support data, as provided in the en-
closed sample notification letter (§ 60—
60.9(n)). Any other letter conforming
to compliance agency procedurss under
this part (Revised Order 14) may be

Background,
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used. As umd throuphant um part, Lhe

TS r'e  most  rocent
work!oru athuun nml!abla by msjor
Job claxnifl ’lvr'av'\au‘x.
n 6t the
e3 smmmy
.11 of this ebanter,
dentification of exrcas of under-
utllization and establishment of goals
and timetables to correct any

this particular establishment. ‘The off-
site review miust Include pirt A of Wie
contractor evaluation checkllat (§ 60—
63.900) ). Thin corisdats of duta phvial
ceseniial Lo g Gt antion of ac-
ceplablilly of thie contractor's AAP. The
ngency may complete part B of the con-
iractor . € & # 1
€0.9(h)) or ntort
for an onsite review where appropriate.
(1) If it Is determined that the con-
tractor's analysis is inadequale within
tha meaning of Exccuuve Order 11246,

together with a plan of astion to achieve
such goals and timetables,

(8) Assessment of ' the contractor's
current workforce to identify affected
class situations and plans to correct such
identified eituations. ( may be gub-
mitted as part of the contractors AAP
or as 4 separats document. In efther case,
as d in con-
fidence by the complinnce officer and
returned to the contractor, without hav-
ing been at the
of the review.)

(6) Information relative to:

(1) The reafirmation of the contrac-
tor's EEO policy.

) o

and

Ing rulcs‘
re(mlanom and orders, the compliance
officer shall notify the contractor of that
fact and request appropriate additional
information. If the contructor fails to
meet this request within 30 days, a-show
cause notice will be issued. If the con-
tractor falls to complete an ndequate
snalysls, the enforcement procedures
specified In OPCC order 4, (§ 60-3.2(c)
of this chapter), shall be applicable.

(2) Buch requests need not be limited

only to those establishments alrendy de-
for n onsif

tion. Contractors who have resched

agresment with thelr respoective com-

pumce agencies on nalonwide AAP

tion of the pollcy.
(1) A description of the contrector’s
!nlernu sudit reporting

or on fr of updating
statistics may conunnc to do 0. Wl hcx“
umlﬂe

ed
, & second le(tcr edyising Lhe

tion of tha

of Lho contractor's personnel pollcies and
prilstices with the sax dlscrimination
guldeltnes (pt, 60-20 of this chapter).

(v) Description of the contractor’s
support of action pr

(vl) Substantiation of the contractor's
consldération of minorities and women
not currently in the workforce having
requisite slills,

omr.nctor of this judgment should be
sent. They shall be copducted 65 soon es
ticable at a time ble to the
agency and the contractor, but no later
than 45 days from the time of the re-
quest for the nfiirmative action plan and
supporting data.
(3) After reviewing the afirmative ac-
tion program and supporting data, the
egency will meke a determi-

1 B y data on applicant flow,
hires, terminallons, promotions, and
training for the Inat 6 montha or theJast
lH)O spplicants, hires, ete, whichever s
ess,

(e) oﬂ-nlle reviews —In eny letter
utilized o obtsin data for off-eite re-
view, the compliance agency may only
request the afirmative action program
including the required pnalyss and sup-
port data. Contractors ere free to re-
spond to this according to their current
procedures under Revised Order No. 4
(pt. 60-2 of this chapter). This first
letter iv not to contaln a request for spe-
cific items or for formats unlves the com-
plience officer affirmatively determines
that a particulsr ftem {5 nocessary for

nation as to whether or not an onsite
visit is approprinte. Bection 60-60.9, at-
tached hereto, affords guidance as to the
methodology to be followed. After
analysis of the affirmative action plan
and supporting data and prior to the ac-
tual onsite visit, additional data neces-
sary to complete the contractor's evalu-
tion checklist (§60-60.9(b)) may be
requested.

(4) Following receipt of the abave in-
formation, data should be analyrzed
along with any flles avallable relative
to previous compliance reviews and com-
plaint investigations. The appropriate
office of the Equal Employment Oppor-
tunity Commission and State and city
ngencles should be consulted for the
status of any current charges.
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offsite review,

request to those parts of the cun'r.u:v.or s

AAP and suppomm: data necessary to

compiete part A of the contractor eval-

unLlon che..L!lst 'n:ls consists nt dn(.a
fon

l1toad
nf Lhe accepubmty of the contractor's

('l) If the agency desires to do a more
thorough offsite review, it may also re-
quest the additional data necessary to
complete part B of the contractor eval-
uation checklist or It may declds to leave
such material to an onsite review where
appropriate.

(8) If the contractor fails to provide
the material requested within 3¢ days of
the request, a show causs notics 1s to bs
issued and & determincstion of nom-
responsibility may be made by the con-
tracting officer pursuant to § 60-2.2 of
this chiepter.

(8) 1f it is determined that the con-
tractor's AAP end supporting dats sro
insumelent to satisfactorily respond to
the contractor evaluation ' checklist
(elther part A or B, or both), § 60-80.9
(b), the compliance officer shall notify
the contractor of that fact and request
such additionsl information s the com-=
pliance officer needs to complete the
checklist. If the contractor falls to meet
this request within 30 days, other than
(1) becouse of a claim of confidentiality
us discussed below, or (i) because the
type or volume of data requested is best
reviewed onsite, & show cawse notice will
be issued and s determinstion of non-
responeibility may be mads by the con-
tracting ofcer.

(10) The fallure to develop an sccept-
able affirmative action program as re-
quired in parts 60-1 and 00-2 of this
chapter or the substantial deviation from
& previously spproved AAP constituts
the only grounds upon which & uummx.ry
deter fon of nonr
be made. Sce §60-23 of thia clnpu.r‘
soction 718 of title VIN, as amended.
Other allegations of nencompliance with
Execullye Order 11246 (as smended) aad
its 1 g rules and
may give rise to the imposition of sanc~
tions against & contractor only aftar the
procedures in § 60-1.26 of this chapter
have been followed.

(d) Onsite reviews—Following an
audit of the afirmative sction plan snd
supporting documentation, the agency
must make a determination as to whether
or not an onsite review of the establish-
te. If a 15 made

RULES AND REGULATIONS

thn time of the request for the affirmo-
tive action pmn 1 soriing dota.
(l) Irumr 2 ot to sched-
v : be o
(d)). At ¥ha samo
ume the agency should also inform the
contractor that his cffirmative action
Phn hos been found acceptable without
the necessity for an onsile review. No
other determination of complignce status
can be made without the additional anal-
ysis and investigation of an onsite re-
view. However, a onsite review conducted
within the previous 12 monthi may serve
as the basls for a canipliance certification
as set forth in § 60-1.20(d) o this chap-
ter. Whenever poesible, tho compuunce
officer should then outline h=

he may have the pertinent data avall-
able for the compllance officer at that
tme.

(8) In order to pursue certaln lssucs
uncovered in the compliance review, 1t
may be necessary for the compllance of~
ficer to request certain additional Infor
mation onsite even though such data
have not been previously Identifled. Such
additional information must also meet
the above criteria.

(T) There 13 no specific format for the
second letter, and the compliance officers

use any form which conforms to
mcu- particular necds and to the specific
industry and contractor establishement
b:-lnu reviewed. In no case shell a deter-

lighted during the desk sucdit or state
that no major problems were ralsed.

(2) If an onsite review ls necessary,
additional data keyed to the deficlencies
observed in the contractor's AAP and the
‘contractor evaluation checllist (§ 60—
60.9(b)) will be needed during the ousits
review process in order to make a deter-
mination of compliance with the Exec-
utive order.

(3) Esch agency i authoiizad to re-
quest from speeific contractors such ad-
vaiics ivlomzation which could reasons
ably be supplied prior to the actual on-
site vizit. However, ths contractor should
be requesied to furnish only the specific
items of information which the compli-
ance officer at mines are:

status be mado
without an onsite visit.
Subpart C—Disclosure and Review of
Contractor Nata

§ 60-60.4 Confidential information.

(a) Submission of and access tlo
data.—Confldential information such zs
lists of employees, employee names, pay
data, reason for termination, may prop-
erly be excluded by the contractor from
material submitted prior to an onsite
visit If the contractor i3 concerned with
the confidentiality of such data. In all
cases, compliance officers must be per-
mitted access to data needed to complets
the onslito visit consistent with the onsite
review guidelines (see § 60-3(d) of this

(1) Necessary for conducting the re-
view and completing the standard com-
pliance review report;

(i) Not contained in the material

ed by the .

(ii1) Not avallsble or sble to be de-
rived from other material submitted by
the contractor.

(4) The ltems requested should pro-
vide the compliance officer with ths {n-
formation he or ehe needs for the review.
However, no Information may be re-
quested unlesa the three criteria above
are met. In some cases needed Informa-
tion is best made avallable on the site, In
thoss cases, the contractor should ‘ba
advised to have the information ready
for ths onsite review.

(5) This additional data should ba
such that could be adequately analyzed
in tha agency's office in order o expedite
the actunl visit to the facility. In ail
cazes, If and only if the issuo addressed Is
one which ia appropriate to the Industry
and contractor site being visited, the
kind of data which ia identiied in the
onsite review guidelines as being neces-
sary for specific portions of the mvesti-
gativo process, must be requested and
analyzed, either prior to the visit, or on-
site If not supplicd in the aflirmative ac-
tlon program or avallable from other

)5
(b) Review and disclosure of data.—

Review and disclosure of data should be

governed by three basic principles:

(1) The contractor must provide full
access to data onsite, as required by
§ 60-1.43 of this chapter, unless he showa
that data sought to be reviewed Is not
‘pertinent to compliance with the Execu-
tive order.

(2) Only y data of &
tive nature ghould be provided for review
offsite, unless the agency Is able to show
after onstte review that it requires
further detalled data offsite in order to
conduct an effective review, or for pur-

of enforcement.

(3) Contractor data which Is particu-
larly sensitive (names, rates of pay, rea-
sons for termination, etc.) should be
limited to onsite review.

(c) Removal of data—Whenever It is
determined that detafled data is to be
taken offsite, the contractor may protect
}«ha confidentinlity of such data as fol-

ows:

(1) The contractor and the agency may
agree that the data Is to be considered
on loan to the compliance agency for
purposes of the review and the data is
not to be tonsidered In the custody of
the agency.

(2) The daLn shall be returned to the

contractor nf lon. Cer-
tain data s noted in the onsite review
! § 60 -60.9(c) as belng neces-

to schedule an onsite review, a second
letter advising the contractor of this
judgment must be sent (§ 60-80.8¢e),
letter II) ., The onsite review shall ba con~
ducted ns soon as practicable st a tUmo
agreeablo to the agency end the con-
trector, but no Jater than 46 days from

FIDERAL

sary for proper annlysis of specific issues.
Where the decision is made to reserve
the analysis of the data pending the on-
site visit, the contractor should be in-
formed veasonably ahead of the sched-
uled visit a5 to whal formation will
be required durtng the review, so that

the agency con-
cludes that the contractor is In compli-
ance or the enforcement procedure
concludes.

(d) Disputes resolution —Dispules be-
Lween Lhe ngency and the contractor over
the right of access to data, the extent
of data to be provided offsite, or the
treatment of company sensitive data
should be referred to the Ofice of the
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Bolicltor of the Department of Labor for

lons, wi
nled or prepared
ative aclion proy

in the sole pro Y
lor whether surrent
#gency on or off premises for review,
Such programs should not be duplicated
by the sgency and shall be returned in-
tact to the contractor immediately fol-
lowing but not until & determinution that
they are no longer necessary in connec-
tlon with & review of the contractor's
EEO peature. Contractors should be told
that the contents of thelr corrcctive
action program will be regarded at all
times as having been recelved in con-
fidence and Its contents shall not be dis-
closed except as required during proceed-
ings Instituted pursuant to OFCC reg-
ulations § 60-1.26 of this chapler.

(1) Ezamination and copying of doc-
uments—Nothing contained herein Ia
Intended to supersede or otherwise limit
the provisions contained in part 60-40
of this chapter for public necees to in-
formation from records of the OFCC or
Its various compliance agencles,

§ 60-60.5 Employec interviews,

The compliance officer may request,
where appropriats, that the contractor
mako LY b ber of
selocted minority or women employees
for interviews to aaslst in s datermina-
tlon of whether employees are being
fairly treated by the contractor or
whether such employees belleve they are
being or have been unlawfully discrimi-
nated sgainst in {nitial placement, sub-
sequent uprrading or promotion, or other
terms and conditions of employment, The
number, scope, and manner of conduct~
ing such Interviews should be discussed
In advance with the contractor, If the
contractor appears reluctant to Inter-
views on the job, or for other yemsons,
the compliance officer should conduct
such Interviews off the premlses,

§ 60-60.6 Post review nualysls.

Sub

RULES AND REGULATIONS

uls an exit

the review. Unle
ley Weovesyd,
shiouid not {ry o Itemlze
untl the postreview
pleled. U

or reconunendations shull Le submitted
to the contractor in writing and if prac-
ticable, delivered In person to lay“me

13379

to uvill himself of concillation as nbove,
tho contractor must either be found in
e by the )

and mut huve be
fuct by the agenc g
lssued & 30-duy show cause notice as re-
quired under the rules and regulations
pursusnt to the Executive order.

(b) During this period, the compliance
agency is obligated to:

(1) Complete the onsite review.

(2) Notify the contractor of any de-

1 found or r fons (see

foundation for any ¥
tion of efforts. Bhould the contractor
disagres with tho findings of the review
or feel that he 15 unable to comply, he
mey request a concillation meeting
which shall bs scheduled by the agency
a5 soon a3 practical, but may not be used

above).

(3) Undertake any initial conciliation
or clarification discussions with the con-
tractor thut may be appropriate.

(4) Notlfy the contractor of compli-
ance or issue a 30-day show cause order.
and forward the coding

to delay of the
order.

(b) Tha contractor may st any time
avail himself of the provisions of § 60—
124(c) (4) of this chapter which pro-
vides as follows:

(c) A contractor's afirmative ection
plan may be accepted only after the cod-
ing sheet has been forwarded to OFCC,

(d) Before each onsite compliunce re-
view the officer will complete

‘When & prime or
without a hearing, ehall have complied with
the reconunondations or orders of a0 zyency
or the Diroctor and belleves such recommen=
datlons or orders to be erronsouns, he shall,
upon GLDE & roquest therelor within 10 days
of such complisnos, Lo sfiordsd en oppor-
tunity for s heering and review of tho al-
loged erioneous ection by the egency ar the
Director.

§ 60-60.8 Time schedule for comple
thors,

(8) Within 45 days from the date of
the sotual inftiation of the onite investi-
gation, if ona is conducted, or any ex-
tension of such period granted by the
compliance agency for good cause, in-
cluding an opportunity for the contractor

(»)

the coding sheet as Indlcated. During
and after the onsite visit the remainder
of the coding sheet will be completed. All
completed coding eheets will be for-
warded to the Director, OFCC. No com-
pliance review can be considered com-
plcte until the coding sheet s forwarded
to OFCC, and monthly reports to OFCC
will refiect that fact. In addition, all cod-
ing sheets are to be forwarded to OFCC
within 45 days after an onsite visit,

§ 60-60.9 Attnchments.

The following forms are set out in full
as they give detalled Information as to
our procedures and requirements of value
to contractors.

Baxrix L

Drax ConteacToR: Your facility located at
nelected for a desk mudit regardlig the requirements of Executive Order 113486,

amended,

rnd OFCC Ragulations 41 CFR parts 60-1 and 60-2. This reviow will conslst of an offsite
Teview of your afirmative action program (AAP) mnd the supporting date described below
88 required pursusnt 1o OPOC Ordar No. 4, 41 CPR part 60-2.

Following thia sudit, {t may be heceraary to request sdditional data from your oftice and/or
to schadule your fusility for an onsite compliance review. If It 4s detarmined that an onsite
roview Ia ry, you will be contacted aa soon ks practicable, but no later than 45 days

(a) S v of defl
quent to the completion of the review the
compliance officer shall;

(1) List deficlencies if any noted in
tho previous onsite review and any
corrective action that have ensued.

(2) List any general deficlencies of the
contractor's afMirmative action programs,

(3) List current specific deficiencies if
apy es determined through the onsite
review.

(b) Discussion of remedies.—Deficlen-
cles requiring more than obvious simple
corrective actions should be discussed
with the contractor, For example, mat-
ters nffecting any rellef required for vic-
tms of discrimination, e.g., senlority
system modifications where appropriate,
cte.; should be carefully reviewed with
the contraclor nnd reduced to writing.
§ 60-60.7 Contractor notlfieatlon snd

= concillation.

(8) Upon completion of the onsits re-
view, the compliance officer should sched-

from our receipt of your AAP ax (0 Lhe auvbstance of Lhe review and to schedule n mutually
soceptable time for such review. If It ls detarmined that your AAP i3 scceptable, you will
be 0o notified within 45 doys of cur receipt of your AAF, :
Contants of an pocoptable afMrmative action progrum and supporting dats are outlined
in 61 CFR 00-2.11, 60-2.12 and 60-4.13 erd should include:
1, A copy of your lest EXO-1 report,
2. Your most recent workforce statlstics avallable by major Job classification and by race
and rex.
3. The evalustion of the Insido and outsids y s in 60-2.11.
4. Identification of arens of under wnd of goalu ‘und timetables
fo correct. any deficiencies together with a plan of sction to achieve these goals and
timetablea, s »
B, Assessment of your current workforce to Identify mffected class situations and plans
to correct those Identificd situations, (This may be submitted ns part of your AAP or as
& soparate document. In either ense, It will bs received-in confidence and will be returned
0 you, without having been duplicated, at the conclusion of this matter.) d
6. Bummary data on applicant fiow, hires, terminstions, promotions, and training, must
be provided for the last & months or the last 100 epplicanta, hires, otc., whichever is less.
71.% Information reintive Lo:
~The resfirmation of your £EO policy.
~How you disseminate and Implement the policy.
=~~The deseription of your tuternal audit and reporting systems.

® Quastion 7 18 optional, to be used 1t complinnce agoncy needs data to complets pt. §
©f ths Contreotor Bvalustion checklist.
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—Substantiation of the complianes of

our personnel policles snd

Eax Discrimination Guideltnes (¢1 CFR €0-20),

tistion of your
workforce having

on of your support of community action programs,

£xills, og..
for mincrities and women.

Fleaza submit the foregoing data to

the date of this letter. Fallure to comply with this request will result in the tsguance of o

ANow causy let!
©f nonresponsi

T pursuant o 41 CPR 00-128 and may aleo give rise to a do

matter, you may contact
[ —

CoxtricToR Evilvarion Crzcxiier
(Ofisits Roview—AAP and Supporting Mata)
Nzms of Contrector.
Address of Contractor. -

atc Letter Bent Paquesting
Date Racelpt of AAP.__ ... __
Type of Reoview (Pre-Awsrd, Post Avwerd,

Ity pursuant to 41 CFR €0-22. If there are any Questions rslative to this
i number

Pollow-Up Oc: )
Nams s0d Telsphcne Number of Contractor
EO O

L R

Paxr A—Fzexmeriae Data

Toquislts ekills; and
(vill) The degres of training which the
s

able to undertaks as

A. Bection €0-3.11,
analysls.
The requirements of §60-2.11 are es

Q ¢!

~ follows:
(8) Ar azalysis of all msjor job classifica-
tlons at the faciity, wih explanation
minorities or women are o rrently belng une
derutliized in ary ons or more Job clasmsificg.

tions (job “classificstlon™ hereln

0ns or & group of jobs having similar cone
tenit, wnge rates and oppertunitics). “Under-
3 On™ it definsd as baving fower mil-
% OF women in a pariiculsr job classi-
fication than wouid feazonably be expoctsd
by thelr svalladility. In making the work
force analysis, the contractor shell conduct
uub:h Azalyels seprrately for minorities and

whmen.

8 moans of meaking ell job classea avaliable
%o minorities,

(2) Ia dotermining whether women are
baing underutilized tn eny job classification,
the contractor will considsr at least all of
the following factors:

e Yes! No! TUarnawn?t
of minoritles snd women not currently in the L Isol.:cfugjnx-:lgn mlnly?hr o 445 “(l)({)-',_ S S e =T
with known sources of referral :-D“n;‘w“’cu 2 JoluD temited 1o § 6.3
within 80 days of
1 1f question s not epplicabila to the contrastor, nats NA.
1 Whers teeded to complets this checkllst 13 Rusvallable, ase this eolamn.
Tho compliance cficer ahould uss a in sddition to this
ST nDoszary to ¥ rospond to the following inguiries,
(&goncy rypressntative) Yes!  No! Unkrevsnt
ties having requisits akills in the immediate
hbqu:.‘ el 2 g:mmmm:msm anulyals for women?, Ty peid Fes e T I TN S
() The avatlability of minorities having | - DoM It condes b petuts hamlead 1o § 52110 o
requisiis akills {n an sres in which the cone :
tractor can reasonadbly recrult;
e Sy ALt (pomotablb &5 | s et 00 .10, e CabIahEsnt cRlpoal ABaTE R taniee)
tor's
(711) The existence of training institu~ Yu  No  Ustwownn
tions capadle of tralning persons in the
and .

for mi; 2ad women to the extent

peocess?,
the expansion, contiaction and Lirnoves of 58
work force {0 & its
(8 lnbuﬁu,uu.-hunnnubumd-nd.dmhuurmuyudnhzwnln
§eo-an

(1) The sizs of the fomale
force in lsbor area surrounding the
Lacility;

(1) Ths percentage of the femals work
forze 28 compared with tho total work furce
in the immediate labor ares;

(11) The goneral avallabllity of women
Dbaving requisite skille in the tmmediate labor
aron;

(iv) The avallabllity of women having
requisite sXills in an ares in which the
crutt; >

(1) Ing& ining whether are
belsg underutiized tn Any job clessiication
the contractor will consider at lesat all of
the following factors:

(1) The minority population of ihe labor
Ares swrtounding the facility;

(41) The size of the minority unsmploy~
Iment force In tha lador area surrounding
the facility; .

(1i1) The percentags of the minority work
force as compared with the total work force
in the tmmediate labor ares;

(1v) The gezeral a7allabliity of minorie

R i e el e e AR

can
(¥) The avallabllity of women seoking eme
ploymant in the labor or recrultment area

©. Bection 60-2.23, Identification of problem arsas.
1. Completa the following:
8, Describe goal saiting mathod used by contractar.
b. Review the 's degree of
goals and nots any problems.
©. Completa uglf Q of the coding sheot. If an onaite review s to be conducted, tabls Q
msy ba laft until the onsits review, but suitabls workshesta should now be developad.

of his current amrmative action plan

" Listing of major ! fob claseifeations AAP goal Eod of last Camat  Pectol g

©of the contractor;

(v1) The of and eehinician.

forablo female employees within the | Salsywi

contrector's organization; g s s e

(vil) The exisience of tralning institu- | Gperatis, :
tlona capable of training persons In the reg- | Laborer.
ulsite skills; and Barvice worket.

(vilt) The degrea of tralning which the

i able to

&3 & means of making all job classes avall- 1 These would be il SATTUSEE ranges of comunon ekt groups
able to women, for eaoh category.
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€. Pemale represerntation table (express as percentages).

# Yes No TUskauowa
Listiag of major ! job slasdfcations AAP goal Z.';::( last Curreat Pereent of goel

>4 sttalnment 2. Are wm:;_ﬂr\m:-nuy underrepresented in eppranticeship or other trainlog
Please expl £

Does
in §00-2.23 and does 1y nddrm 1603 Lo mret uch 86 thom wipmmetad | n
§30-2.24 L., u-mng cnud €are, Uansportation, ete., as my Lmpact
Please explain:.

D. Boction 2-2.1, Corrective Action Programs :

Inm--mdqubdxf&d hbmuadu:nm;obekumummnmwmnmm

L Bu lhl oon!rvln daveloped & correetive astion DProgram to the extent re-
far sacd ool

2 Wi bt 51 Dart of the coniracior's AAB o & Mparsts mm:'
Ilhnnl.alhnmeoouuxwrnu udlor-umbenolnzlaen ed aflac
Yes No Uaknown clamto.........

2 What s the percent of myinority

PART B~ADDITIONAL DATA

Yee No Unknown

A. Boctlon 00-2.20, D«tbmmlw!nﬂrmmol?ﬂky |

or proy
ln:‘ relative 1o tha rqulrements of § 692217
& Kn the rontractor provhlm E

h-n the percent of the female representstion on ployes orfentation and pia:

=
- E
- | I Domthe contiovtor's AAP tneinda 11 BEO policy statement or reeMirmating X o |
o thereol?, aemen ‘
2. Does the palley stitsmant A thoss it poted In 160-2.2, il ‘
A m;:w.m\e' of the application lorm [odicats any penblem . mm;b‘?.n Tt m“m,_dm tams. paragzreph; ’ » |
g2z 8. 100, 1 whist respects Is the statement deAcient? z
L Bave wi -~ O
0F x
! . B. Bection 00-2.21, Dissemiastion of the Policy a3 \
r e aess”.
% 2 o~
¥ =52 0b ciass Reation have been women? 1. Hes the contractor providad subatantiation of the poticy statement (o the S \
b Lih i o dtion foe ndetutilied Gt 2 Aro thors nmml“o:yﬁlnll:.‘u. biieized | = ‘
ro o o =
i "h- pereent of total mmwm hxn beats minority®. L Ha:h' cvg(m: fi g:'“”."‘r_n;!‘vz;a:;!m_ i hive .6 |
- rererm. 1 nh re.l.un (l: lhe of § 85-2.
121 wnq:l‘lc:'::ndn x*-_n the pereent of the minad ix rerermniation in . Bu B i o4 res \ a ‘
1 l‘hu perecnt tal promations . havy been women? |
‘

anagement trainn,
fon 8. TIas the comrnclur meced Substantiation §h
!:l.mc l.-douumc-l opportunity for minorities (n the trangler 2 lrd«-n d of the polic: B
aystem' e g In all ualon mnums
S Plum explain 8 lhn lhm Iwu articles rublnhed anEO DrogTaIns, pro.m.
9. Itemp g m‘ featy tredd [n lmage or prodiiet rmmu-me 1,
it : o o thi milioriies and woulen
iting factors to equal opportunity for women in the (ranster 1, s “mm" R TR RS

Pkn- *1piain

eeant s

Coutractor uses e tnforayed verbally nd'in

\
the contractor's -

POratest Ly Lhe eo itretar's IPurehyae Urder?
ml--l;umnmaummnm--.mm,um- nlority famale

the company pol
0 ALrActor co r:lf! 10 prospeetive nuplnywl

13; 1as

ML’ ll ,l
10 Is thors avidence i,
Ao istoner. n!lllr
18, Are wilnarity

d sub: shnl-lunn mu
mpany EO polie;

It notifics sulxontractor,

vendor mul nunnucn ol co

No. 97—Pt. I—10
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C. Bection 83-2.22, Responstbllity for Implemantation

Yea No Unknown

1. 1s thers evidence that an executive hae been appoiated as diector or manager
of the company EO progam?®, 41

2. & I3 thers & de<cription of the exacu}

Does 11 include tho: sents 23 noted In § 00-2.2, parsgraph (3)5.

3 there s iption ine bl

« Does line management jde

7. Does the lacs] serlicr mant pement eondnst dacossions with g manage-
ment to tnsure th trg followed?,
. & Does juanagem

efsarn Dosters sz displayed,
te3 grt & full oppor-
niog and recrsational

D. Bection 60-2.3¢, Development and Erecution of Programs !

Q. Bection 60-2.13, Additional Ingredients of AAP

Yes No Unknown

1. Hns the contrector providad evidencs to support the fact that the contractor
i3 atidine by the sex discriminstion guldelines ({1 CFR pt. 60-2,1.. ... .
2. Ts there av: {enca that the coniractor 1s constdering minorities aad worea aaé

1 the work force®.

Explaln eontrecior's performance azainst previous goals:

* Note.—Certaln items {n §00-2.24 are omitted a3 they are most 3ppropriste lor onsite raviaw, £ oo ls dote,

(¢) Oxmre Rrvizw Guistivzs

Ya No

A. EEO poli~les and proosdures:
1. Anpglf( tery

) di 7t
2. What ZE(?& lizy stataments m‘?umuﬂ Pleass explain:.

wer lavel gaparvisors recolved aod disseminatsd the poties? Fieass s3piea,

4. I EEG 7ir ol (s erientation fo¢ new employees and are thare ariodic fmeati i Wit s piosees

for siparyisors on the subject?,
Plasos capiain: ’

1. Is there evidence thet the contractor reviews position &
2. Ars wocke: fications consistent &t the seme job?.
3. Are position descripons avallable to all members of
4. Are recryiters treinied tn

& Isthere ev

¢ Involverment with mi
ice of an active Involrament with f
ul ve3 refes app! >
':)F’) on the personnel relations staff?.
furs of career daya®,
I Program at minority schools?,
ir.e procram at female schools?,
“.onities higher than for

8, What

o does tha BEO coordinaior piay in dissminstion of policyl Pisass sxplaln; L3l

0. Hw tmuch tits does ha spead 1n EEO w,

(Percent ....)

7. Ba3 manigemen
fallure 20 adhers to EEO poll

Tent expeeesnd wny Intention In Writing of ofharwis 10 take A sciplinary sesio8 fos
cles and Pleass explal i

8. AR Wigarviion Beid necoantable for fuijar 0 et EEO godist

B. Workforce analysis.
° If an adequate workforcs is was not
1 during ths offsits review, the com-

& val:

Pleses expleln: .

pliance oficer ahiould sak to aca, If avallable,
the employer's of his

Z. Bection £0-2.28, Interna) Audit aad Reporting Bystem

L Ty thers evidence that the contractor monltors Its alrmative sction
program?.. .
2. Doss the contractor. fequire formal reports rom managers oo the
of gosls®...
.l. s 1op misusgemient awars of (hs progrees of the £0 program?, -

F. Sectlon €0-2.28, Support of Actlon Programs

L Tz the contractor manegerment iovolved in externsl eMrmative
Betion programa?,

roport
Ui facllty work-
force (total, male, female, and male and fe-
male for erch minority group comprising 2
percaut or mors of the labor arca) by depart-
ment or organization (La., a logical cohesive
group such as personnel, manufecturing,

ice, etc.) and by EEO-1 category within
organization subtdivided Into (perhaps com-
mon) job groupings within an EEO-! cate-
BOry. Thess Job groupings should reflact one
or more Jobs having similar content, wege
rates and opportunities. The job groupings
should be ranked eppropriately by sxill or
earnings or line of progresslon, or exiating

vaTients?.
08 such as

AB; ete..

aro usad,

2. Arsemployess anco 0 t practice, It
A f»‘;ﬂfna‘ oy e "3:“;,‘3.‘_,,:,_. the range of annual earnings for each group-
il 10 sssiat minorities asd ing should be given, However, for the pur«

Poss of thess guidelines and in all cases
Where pay is used, alphabetic or numerie
coding or the uses of an index of PAY and pay
renges is acceptable and should bs used when

C. Recrultment,
placement.

(8) If sdoquats applicant flow dats was
not furnished during ths oZsite rovisw, the
compliance cToar ghould ailz tn e« tha ann.
tractor’s applicant flow 123
total applicants by total,
mals and female mino
‘Whils In many cases applicents ars not clase
sifiod by particular {ab, it should be possible
to provide some saparation of the sppiicant
flow count into At least broad cccupation
groupe. An applicant 1s defioed as one who
hes applied for permanent empioymect snd
has complied with the company's format D
Pplication prccedure. Next the report should
show -the number of ofers of e
for each categoty and by
and male and fermale min

@ report should show acce
for each category and by total, m

hiring, selection and

+ ofe:
female

and male and female mmnr’uy' classifica."

tions. The acceptances shouid mlso be related
1o the job groupings outlined in section B.
Workforce Analysis. This report should re-
flect activily for the !ast 8 months

ut

are al
tiality of salary informstion.
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(B) Where such a SumMmMATY report is not avalladle,
the contracior to meintain such data in the future,
should now be made to determine any probl

employment ratios If the company's own data

the compllence oficer should adviss
but the following collection of data
ems that may exist In

o
i3 insuficient, the CCO should obtain sppli-

cstions of 100 applicants for biue collar

employment, or applications for a G-month period, whichever 15 tho lecser,
m sample or an immediate past chronological period. Ho may exclude cortaln job

rend

and 100 for whits collar

He tany use a

EToupings where spplicants and hires pre clearly not s problem and should be sure 10 Include

the job groupings cited by you (n section 1 abovs, Now ba
i€ paregreph above showing applicants, offers and asceptancsds by total, mala
0 Job

dascrived In
and female, and mals and femals minority
grouping detall as possible, “«

should construct the report

by 83 much

() Bample s representative number of Job requisitions on o gliven dats and com
btain

with minorities and women EPRIFiog at the eame tima, O
utilized by the personnel operation euch e2 1nterview rports,

ooples of edy other forms
Tven If the contrector appears

to have & well-structured recordkeeping systam, review examples of thy procedurs to assure
that he s tn fact unut;-mwmbmunoqmnmplm:tu;poﬂumty.

Y No

1. Ju the contractor mafatalning an epplicant Sow ehart whish gives all the nacemsary Infoemation snch
: e vores e el pY and

e, race, st Joli Ang
2. Do the fornis remiuast infur
Spreily the queslionable i

tree of referral, 4,
d be tsed |

a
whirh cou o y manner?,
tion and who might have sccess 0 1,

8. Ars thoss who maks of the sonf \ tmetablas?
tha-xpl:l: milection evoscions tractors £aals and timetablas

10, What vl ocs X ¥ EG oordingice play I e Wstisy Brovest Fies vestica

(e) Taview o rrprcontative fample of personnal reccrds of hirss fom dlfaient
of tim in verious Job eatepories.

Lhu&nﬂauﬁﬂxhohmuduﬁumnrnumm.

mm-munhymd =8 mors gubjotive eriiarist P

:.neammmg_'au,mu.mmm eations 10 fostlly gex dirisl
Pl explalas .

(49 ummm:mmmm:mmnmnmn Deen validatsd, s writt 3 et
mues bo availabla rr ;ﬂryl:zsmo(m.nplumcdmmnty and sex cxzpos: (3
of Jobs, critaris, matiods of Enalysis, and results and recommandstions.

The writton wall“sticn repart must be reviewed to detarming

y ke Tor WirraAtive nction piirpases, ead Tt Dot be maintalned on

or practics is volld as required by the OFCC Testing Ox
A oficer who bas sstisfactorily complotad an adegqua

<O forts Twtained hd deseribe the Aling FrEmal >

of erparent noncompllance with the erdar w

. s or
hean iw offeted ot the time of

€ 6iKer TORiATAl Siema 10 SnEb IR R ARd Wota T3 e
Loty oeiginal

taform
SUppOrting valldity of teits 1s edesnt or subetantially dedcient.
& vol

G Ars there w n Joh deserip or
1l not, whiat procedures are used (nstead”,

7. Are 35 requiv ¢

4 to the emplayment ofics 10 writing &nd Sow Getatied &re thayt

mhw.mthme..::arlnnyeua'mm

tea:

(4) T3 the contractor's applicant Aow ade«
quats for the Job groupirgs cited by you In
esction 1, given the utllization fectors for
this fecllity. Jf not, the following further
tnvestigation Into recrultment methiods and
TeSOUrces is necessary, Summerize the cone
Lractor's explanation of the specific recruit-
ment methods and resources utilized for
eech Job grouping tnvolved. Explatn the (m-

flcations nscessary. Is ha sctually awsrs of
tha results of h!s recrultment offorts? Px-
piain if ths contractor has epectically ro-
quested t5 have minority and women eandi-
dater among thess referrals. Explain tf he
has discontinued uslng sny of theso scurces
Which have fallod to make such referrals.
Has he fostituted any transportstion or

ing p: 10 ald In minority recrutte
ment? Des blue collar

pect of word.of-mouth or other p
referral aystems. Explain if recruftment
sources nre contactsd In writing at the time
of actus! fob openings and how much tnfore
mation I8 provided to them as to the quall.

At pro-
grams If appiicable. Describe in douuptho
Job spplication procssa from the point where
the applicant frst mekes contect with the
contractor,

Yee No

a of L] 4
mitted for higher loval review along with tho compliancs officer's
affact,

J (s) It

offsite review, the compliance ofider should ask to o2e, {f ayallabls, the ¢

on tarminstions at tha facility fummarizing tarminations for totel, mals, fems

and femals for each P group, by end br MZO-

within tion mubdivided into {perhapa oommom) Job Eroup!ings withiln &

50r7. Conault soctivn B above, workforos enalysis, for further guidslines cn Job gr
(b) If such a summary roport s not avallable, for & simlilerly statigse

tima frams e Investizated for hires, review o list of terminations, by naiss

flcation, showing hirs and i

and pex. If pocaibls, the

Atring analysts, To datarm!

of at least § months or

Jouaar,

(0) If there s & diproportionate numbsr of terminations beceuss of minerity group
entification or sex, or & pattern of placemeant of - minerity STOUD members or wonisn
o specifio kinds of Jobs, the causal factor ahould be explored and discussed

E. Promotion end transfer—{a) If data on =as ot

fiats on t W28 not furniehad 4

o porisd
ever 45 the

1A, 13 thare feedbae
refction

10 the

P and X
fu during the cff-site reviaw, the compliance officer dhould ask to 208, I avallable,
the employer's repert on promotions st the facllity summarizing promoilons for tosal
maale, femals, and male and femals fo

urther guide.
personnel action resulting 1o move-

ment to s posltion of greatar skill, effort oF responsidbility, Wage o salary incresses sm.one

ratics of minorities and women?,

do not .

(b) If such m report is not available, the compliance oficer should revlew s Ust of 100

or the last 6 months activity, whichever 1 less, The review shouid insluds
nams or other tdontification, minerity group status, 82X, previous job, depariment
PAY, and new job and departmant and PeY. A promotion is defined as BOY personnel seticn
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uld Be made If there 15 » disparily betwesn the promotion rats
7 35 related 20 the r for nonmuinorities and;or meles. In dolng
this anaiysis, the fcllowing procedure should ba included -

IZentify iNe rarious entry level and the p ladders as by
o contracicr and bF the CCO's confirmation through sample record analysis. Are thass
lines ! any way ortented by race or sex? Please expl With regard to promotions that
Are competiiive, what 13 the s!gnificance of Interess, a%4) and senlority In promotion snd
trensier considerations? Please explain. Are there AnY periodic written performance ratings
which Infiuence promotion or transfe;? Are m'noritles or women conceniratad in cartain
Jots outside eny lne of progression or which desd end befors the employees can reach
the puy grade to which the!r experience, tratning or senlority might entitls them? Pleass
explaln, Is there 3 well-structursd transfer program? Discuss any lack of representstion
of minoritles and women in this program. Please evplain, /

(¢) Retlew the file on trensfer requesss 1o cetermure f minorities or woren have been
oreriooked or rejected disproporilonately. Pleass summarize Four findings. What is the
{requency of inter- or Intra-departmecial transfer for better working

Is thig ¥? Does the P Zz0 ? Does the cons
tractor support organizations which would assist his efforts and implement his afrmative
action program?

E. §60-2.13, edditional frgredients of AAP—~Hss the contractor provided evidence to
fupport the fact thet the contractor Jo ablding by the rex disertmination guldelines (41
CFR pt. 60-20)? Is there that the B end women
not In the work force?

(@) Saxrix Lerrze T0 TEX Corraucron I
BATIGPACTORY EXVIEW

T have reviswsd your aflrmative sction plan and supporting documentation gubmiiiad to

this office on ...._..._.__. Ax & result of that review, I find your AAP, soceptable pod T will

1ot be visiting your site for a more Intensive reviaw.
{My evaluation of your AAP, did, howsvar, polnt out thet you ahould be maXing & moes

g3 promotional opnactunities? Is g offered to
How.com: fer from blue collar to white collar p or from *!

effort in !nwkmhmmvmcntmmu«ad\mu
my next review.]?
I in thls mattar,

ditionelly male™ or nonminarity jobs or vice versa? Who monl-

tors promotion and tranzfer activily and through whal means® How s job securlty affected
BY transfer or promction and does this y afect or women?

(€) Comment on the fepresentation of minarities and women among supervisors and

where promotions dur'ng the previous TEAS SUESES ALy lmprovement. If sppropriate, review

Reted personnel records to conduct the following analysis. Explain how supervisors nre

seiscted. Who monttors thess actions? Explain how supervisory abillty ls measured.

P, Wege cnd salzry amalyris —Review and compare wiges and salaries of s sampling of

minarities and women within selected Job et Ars there with similar

Ach i r-:ncrp-y'mchuemwbenll:cdtouu-axorrmotms

% What ts the ‘s for these 2

your
(&imature)
1Optional. B S
() Baxcrir Lerrez 1O tEz Coxrmacroa IT
UNCATRFLCTORY RXTIEW
I nave raviawed your A.AP. submitisd to thiS OO OB woveeeeennnn. A2 B Fezult of 155
raview on the material submitted, I cannot fully determins your compliancs with ths
requiremonts of revised order No. 4. I would, therafcrs, 1lXe to scheduls en onsite review
on I would your having dats svallabla to revicw the following

eneral salary ranges for Jobs or specific rates at which everyons

minority and women workers sppear to be pald lower retes to
Degin with? Please explain, What I3 the contractor’s erplanation for this? Plesse explatn.
Who makes the determination as to what those starting rates will be? Flesse explain, Are
the mies Degotlable? Are mincrities re =mer =3TIgTd 0 Jola whiers inceative earninge
are more difMcult? Pleass explaln, Does review of 22y employee'’s records confirm or disputs
the relaticnabip of education. training. and experience to pay? Plesse explain, Arve minorities
ARd women supervising Integraied groups? Are women superviaors gencrally at s lower
plateau In the organizstion? Where minoriiies and women have been newly installed ss
SUperviscrs. has there been any negative reaction from the workforce and bow has manage-
ment detl: with 1t? Please explain. Is there a wupervisory development program? Please
explain,

G, Treining and educational cpportunitles —{a) 17 2dequate dats on training and sdu-
caticral opportunities was not furnished during the off-zite review, the complience ofiicer
shouid ask 10 see, I avallable, the employer's Trport on training st the fachity, summarizing
by tralning ciass the participation by totsl. male, female and male and female minority
clzssifications and showing the tralning participation rate for each group. The report should
Tfiact the last § months activity.

(b) If such 8 report s not avallable, the compliance oficer should obtain {rom the cone
tractor & list of various trafning end ongoling or duzing
the lzat 6 montha or other algnificant pericd of time, with nsme or other fdentifcation,
minority group Klentification, sex of perticipants, date of completion and job and pay
before and after training, Include employees hired directly into such programs.

fc) What types of tralnlng do new emplioyees receive? How are sdditionsl opportunitiss
for tralning snd education sdvertised? Is thers evidence of any disparate fallure or dropout
rate? If there s a registered spprenticeshlp program, has the contractor provided ths
Bureau of Apprenticeship and Trainiog with an sccepiable affirmative action progrem with
§o&is and tmetables? Is formal training being required now for Jobs nat previously Involved?

aras:

GEINATORE)

Prrzz J, Bazmray,
Secretery of Labor.

If you have any questions relative to the above, plaass contact me.

Signed at Washingten, D.C,, this 11th day of May 1973,
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ting factors
senjority

e

rities sizniflcantly un-
enticeship or

20. Are woinen :i,, niti ::m‘.!y urdcr-

d

e
o2 any focus on is-
82 2 ties and women
25/ 80% tion 60-2.23 an
coos it meet SLCh ..s
those
fich h
e

(0-2.1, Corrective Action

sastéy developed a
n progzam to the ex-
Szetion 6021?......
weluded as part of the
P ora scp?.r:.‘.e pro=-

16 contracior sug=

cf an '-‘e*'l'lcd

past
A Bacticn- ¢
Realiirmatio

.x.de <L
arismaties W

No Unknoit.

O
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— 2 —————
—— s . 2
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.
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°  statement «eficient ...

Z3 Doc.. the Policy Statement ad-

dress those itemms noted In 60.2.20,
p...ng:nphs 1 through 4 In thelr en-
G BT R R s S SR R o

2. If no, in

B. Scction (0-2.21, Dlsscmlnat'on of
the Pollcy
1, Has the contractor provided sub-
stantiation of the Policy Statement in
the contractor’s policy manual? ....
2. Are thnere examples of it being
publicized In company publications?
3. Has the contractor provided sub-
stantiation that management meet-
Ings have been held relative to the re-
quirements of Sce. 60-2.21? ........
4. Has the contractor 1 sub~

provided
stanliation that cniployees have at-
tended meetings relative to the re-
quirements of Sce, 69-2.21? ..

5. IIas the contractor prov
substaniiation that EO fs covered in
new employce orientation and mane
agement training? ..

6. Has the contractor p: vided sub-
stantiation that union officials have
been informed of the policy? ........

T. Are thete avauntrimination
clauses in all Ulgun cunucaels? ...,

8. Have therc been articles pub-
lished on EO programs, progress re=
porls; eles? <. ivrnssonave

9. If employeces are feature d in

Image or product advertisements, do
they show iinorities and v GI“M?

.

10. Is there evidence of communi-
cations to cmplayees conce -z.mg the
contractor's AAP? ..

11. Have all recrulting sources th
contractor uses been informied /..:b-
ally and {n writing of company pol-
fey?

12, Is the EO clause {ncorporated in
the contfractor’s Purchase Order? ..

*13. Has the contractor provided
subetantia that it is ~:o:i.y::~.~
minority/female organizations in
writing of the company policy? ..

‘. 0
3 -~
5 Sy Reyette .
. " .
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P. Scetlon 60-2.24, Development and
Exccution of Programs®

1. Ts there ¢

‘$ractor reviews posi

5. Ave +worker speclfi
sistent for the same JOB2 v ciaaiomisls nis

3. 'Are position descriptions avail-
able to all members of agement?

4, Arc reeru T intEG2 .o

5, Ts there evidence of an v -
volvement with minorily orga
SOTIS? 4 oaie vion somoniss saiganmssats

6. Is there evidence of an actly
volyement with female organizatlons?

7. Do minority and female en

refer applicants?

8. AT minority (4
employces on the personnel rela
staff? oo

0, Does the company participate
job falrs or carcer days?

10. Is sthere evidence
reeruiting program

in

* seho

sehoodls? .
11. Is there evidence of an active
recruiting program at fomale school
12. Is the percent of term 4
for yorities higher than for
Jorities? . L b e
13. If so, is thava a valld rationale?
Pleasa - exXPlaint iiiiicaiisieienen

14. Is the percent of & rminations
for females higher than for x

15, If so, is there a valld rationale?

Pleasc S bR b I R e e R

B, Section 60-2.25, Internal Audit an
Reporting System
1. s there evidence that the con=
tractor monlitors its affimmative ac-
foNn PrOGYAM? Lieeessenasassnniavyig
2, Doos the contracter require Ior-
mal. reports from managers on the
accomplishment of 202als? L.eeesenes

—
° Wote: Certaln iwern o Soc. C0-224 aro cmitted u they ere =5t

L ono is GoRs. .

s355058




. 3 Yes No Unknovn °
=TT 3. Ts top manapgement aware i the - . 5 . . } |
rogress of the £O program? .. ..... —_— — 2 A

. ’ 3 F. Section €0-2.26, Support of ..3ilon_ ™ ; 2 . . ; K3

. . . . - Programs .. .. .. SR R s s M < o
; E Y 1. Is the contractor manay mens L
. ' . dnvolved in external affirmati.c sc- . e ’ .
% * 4z N on TR T RIS 2 R e e — G NPT e
Fom 28 Q ) I 2. Arc cmiployees encouraged 1) Dr- L [ AR, 2 5
o 4 : o ticipate in outside organization. » ... o G = : o,
& < 3. Does the contractor suppo: (.t ¢ 5 ~
i . 5 side training programs? ....... . ... f— —_— Ve
4. Does the contractor scpjcrt s
: . J schools In order to assist mincrities
: b BRRSIEMAlEE? L e e e ) o — —_— —_—
5 . 5. Does the contractor public: e EO X
3 =i : Achievements? i Chs L iy s i e o —_— —_— & )
- . . 0. Does the contractor suppert oc= . 3
> ganizations such as NAB, ete? ...... —_— e —_——
.
o gL . "> O] + G. Scction 00-2.13, Additional| I '
ot e gredients of AAP ' .
s g - w i 1. Has the contractor provide: (yi= ‘
oo ¥ dence to support ‘the fact th: .
) G *. , contractor Is abiding by thic Sex K c
" Howel - . rimination Guidelines (41 CFF 5
% ’ o . 60-20)? ........ —_— —_— =

. 2.1Is there evidence that the ¢in- Sl . Wy . :
= e 2 i . tractor Is considering minerille :ind “ . *
- . +. *. Women not in the.work force? i, - - '

. E &, Explain ‘Contractor’s perforr zaca Y TRAS . ] :
. " . ¥ . against previous goals: .... ... — S — i X .
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(0 y Beails - 1
. . . 2 1
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Review Guidelines
B. Workjorce Anelysis

fx ance, ‘ete.) and

An

,.Aorm analysie
r the off-site
!i "'cc of xccr shon

n rc c:: o. HL, W r<-
i :v the facility work-
xc-\nk, :md m:-‘.(-

2 wc:ccwt or 'norc of txe
area) by department or organi-
as pe.so....el manuiaetaring.
by EEO-1 calegory
1 organization subdivided into
aps common) job groupings
an EE0-1 catepory. These jot
wings should rc’ eGCC one or More

s
ving s content, Wi

'n\d omartumt‘cs The jco
£ s‘*o‘:lz‘. te ..An'.ccd 'm,,.o-

given. Howaver, for the
of these Guldelines and in a!
“cre pay Is used, alphadeti
ic coding or the use of ar
of pay ranges is acceptable anc
¢ be USCd Whiell CULLRCIUES aru
erncd  acouv  conuaenually  of
y infermation.

g, Selection anc.

pmc'mt low date
the off-sitc
cer sh ot:l(
to sce the contractor's api
¥ report summarizing total appli-
total, miale, female;
and female minority clas
s, While in many cases '\\')'1‘1\.'\-4\
arc not classificd Hy particular job, 1
shouid be possibleto pr av‘dc some sep:
aration of the applicant flow coun’
ints at least broad mcma:;o groups
ap::!!c;:‘. {s defined as one whe
s appifed Jdor *r:er‘: c..n oj
mc:‘.’. a" has cor
pany's formal { dure.
Next the r..po't should show the m:'m‘-
ber' of offers of

(f.e., 2 lo"xc:n coheslve group |

ensployment for eacl

~

* portunity.

and male and lemale nuliolivy viaes
s! ons. The report should show
acceptance of offers for cac.x
gory and by total, male,

male and female minor

tlons. The acceptances

related to “"Cd
in Section B, Workf{ lysh.. This
report should reflect applicant activ-

ity for the last six monihs or the last
100 aceeptances, whichever is less.

«(b) Where such a summary report
is not available, Lhe co"r.p'.inncc offi-
ccr should advise the coniractor to

saintain such data in the future, but
t)*c following collection of data should

now be made to determine any prob-
]....n that may exist in appiicant {low
and ployment ratios. If the com-

p'mys own data is msufx'cm 1t, the
100

CCO should obiain appiications of
applicants for blue collar employs
and 100 applicants for while cml.xr
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tances by total, male and female,
and male and female minority classi-

fications by as much organization
job grouping detall as possibdle.

(c) Sample a .cprc*‘c:‘.t.uwe nume-
ber of job requisitions on a given date
and compare with minorities and
vomen applying at the same time.
Obtain copics of any other forms
utilized by
such as interview reports. Even if the
contractor ap;ec.:'s to have & well-
structured = eoping sysiem, re-
view c:-::x...wcs c' thc procedure toas-
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tem to assurg equal employment op-
7
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the personnel operation .
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Please ex
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9. Arc those who make selec-

* tion conscious of the contrac-
tor's goals and timetables? ...

, Please explain:

PR

ceseerseran

10. What role does the EE
Coordinator play in the selec-
tion process? Please explain: .. |

(c) "(c:\ ew o representative sample

of personnel records of hires from &
icds of time in various job

categories.

1. From discussions with the
interviewers and supervisors as
well as from conuments appear-
inz on the application forms,
Wwikat wppeer to be soinie 0 .he
more subjective ciiteria? Pleas

explain: ....

Dogs the contractor claim
a“]' bona fide cccupational
qualifications to justify sex dis-
crimination? Please explain: ..

() It the contrac:or states that thc
tests it uses have been validated,
written rcport must be avallable src-
cifying size of samples used :m(. mi-
nority and m.mlon. nature
o? jobs, critests, s of analysis,
..r.:‘. "c*""' and ”'C‘nmend;:‘o

Tha written valldation report must
be reviewed to determing whether or

me
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Terminations
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CHOOL
MPLETED
ATE

TABLE I
PRESENT SPA COMPLEMENT

N. C. STATE UNIVERSITY
AFFL VE ACTION PLAN
S PERSONNEL

TABLE II
PROJECTED SPA COMPLEMENT FOR
ACADEMIC YEAR(S)

and your Projec
WHITE BLACK OTHER TOTAL WHITE | BLACK
FULL-TIME M F M F M F M F M F

d
OTHER
M F

M

(Reflecting Anticipated Promotions

ng Goals)
TOTAL

F

Officials & Managers

Professionals

Technicians

Sales

Clerical

Craftsman

Operations (gﬁTiied)

Laborers

Service Workers

SUB-TOTAL

*PART -TIME

Officials & Managers

Professionals

Technicians

Sales

Clerical

Craftsman

Operations (SETiIed)
Laborers

Service Workers

SUB-TOTAL

TOTAL

1

=S

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




N. C. STATE UNIVERSITY
AFFIRMATIVSMCTION PLAN .

sci) ‘ SPA PE L
COMPLETED BY

DATE
WORK SHEET FOR TABLE II
Estimated Number | Estimated Number Total Projected Hiring Goals
of Positions of Newly Created Positions (based on the total positions
Expected to Positions to Be to be filled)
Become Vacant Filled (1973 - 197 )
FULL-TIME (1973 - 197 ) (1973 - 197 ) (1973-197_) WHITE | BLACK | OTHER TOTAL

M| F|M| F M| F| M| F

Officials & Managers
Professionals
Technicians

Sales

Clerical

Craftsman

Operations (semi-skilled)
Laborers

Service Workers
SUB-TOTAL

TOTAL

[EER——

*PERMANENT PART-TIME
Officials & Managers
Professionals
Technicians

3 Sales
1 Clerical
| Craftsman

Operations (semi-skilled)
Laborers
Service Workers
SUB-TOTAL

TOTAL
Note: A +
C =

B=C *SPA individuals working at least %-time in a permanently established position.
D




SPA Institutiona) Totals




T R R O R R R R O R TITEEE EEIr————

Prepared 10-1-73

— - : - f»
Foll tms ety
e
£ . ’”
. S24, INSTITUTIONAL TOTALS |
SCHOOL _Institutional Totals NG e S ‘ "
DATE GOMPLETED 4 40 !
. ' ’ |
Title . . Tota] White - " Black Other Minoritie
. ‘ Malg.(%). Female (%) Male (%) Female (%) Male (%) Female
Officials & Managers 39 2568 (95) 8 31 (5 e .
Profassionals JE 38 (48) 36 (47) LGRS S T e S0
Technicians ' . 410 . 248 (61) 118 (29) 29 (6.5) '8 (23 2 (.5)
Sales , C3 L2 (67) : 1 (33)
Clerical S 130 (4) 646 (84) 19 (3) 67.(8.5) e
Craftsman 251 - 185 (74) 9 (3) 52 (21)' " 5 (2).
Operations (semisskilled)109 . 5, (23) 50 (46) 19 (16) 14 (13) 1 (1)
Laborers RO T s G (2.5) 76_(61) 3 (2.5)
S.z',ce Workers 28 29 (10.7) 10 (3) 120 (43) 122 (43) ° 1 (.3)
SCHOOL_TOTALS 2,082 654 (32) 875 (41) 316_(15.2) 221 (11) 5 (.3)

Total 2,082 Full-time employees
78 Part-time employees




SCHOOL _ Institutional Totals iy

DATE COMPLETED
L ——

SEY

S2A INSTITUTIONAL TOTALS

§ e
g

White

Title ' Total

Officials & Managers

Malg.(%)_ Female (%)

k

Blac
Male (%) Female (%)

Other Minoriti
Male (%) Femal

Professionals
Technicians ; 4 2 (50) 2 (50)
Sales ‘ ’ '
Clerical e Y] 68_(96) 1 (1.2) 2 (2.8)
Craftsman
Operations (seuiwskilled) 3 1 (33) 2 (67)
Laborers
Service Workers :
SCHOOL TOTALS 78 3 (&) 72 (92) Lo(1.5) 2 (?.5)
!
|
|
| e :.
] T B







JOHNSTON COUNTY

Table 1, Population by Sex and Minority Status
1970
Nunber e o e vatior
Total Female | Total Female| Total Female
(1) (2) (3) (4) (5) (6)

Total 61,737 | 31,951 | 100.0 | 100.0 [ 58.7 43.4
White 48,615 | 24,987 | 78.7 78.2 | 58.8 42,8
Black 13,071 | 6,935 | 21.2 21.7 [ 8.0 46.0
hmerican Indian 15 6 4/ a/ N/A N/A
Oriental 28 16 4/ 4/ N/A N/A
Other Races 8 7 4/ 4/ | 96.0 21.4
Spanish-Ansrican Y/ 87 50 0.1 02 | 1658 32.0
Minority Group 2/ 13,122 | 6,964 | 21.3 21.8 | 58.0 45,3

Source:

Spanish-Americans are also counted in the racial categories as white, black

or other races,

Sun of Spanish-American ethnic group and all races except white,
Includes American-Indian, Oriental, and other races.

Less than 0.0% percent.

Census of Population 1970,




¢

JOHNSTON COUNTY

Table 2, Employment Status by Sex and Minority Status

1972
R o e e

: Force ployad ployed Rate

Both Sexes
1. Total 25,140 | 24,290 | 850 | 100.0 | 100.0 | 100.0 3.4
2. White 20,600 | 20,180 | 430 81.9 83.1 50.6 24
3. Black 4,520 4,100 | 420 18.0 16.9 49.4 9.3
4o Other Races 10 10 0 3/ 3/ 3/ 0
‘5. Spanish-American 1/ 40 40 0 0.2 0.2 3/ 0
6. Minority Group 2/ 4,570 4,150 [ 420 18.2 17,1 49.4 9.2
7. Total 9,740 9,170 | 570 | 100.0 [ 100.0 | 100.0 5.9
8« Percent of both sexes 3847 38.8 | 67.1 - - - o
9. White 7,790 7,510 [ 280 80.0 81.9 49.1 3.6
10. Black 1,950 1,660 | 290 20.0 1841 50.9 | 14.9
11. Other Races 0 0 0 /4 3/ 3/ 0
12, Spanish-American 1/ 20 20 0 0.2 0.2 o/ 0
13, Minority Group 2/ 1,970 1,680 | 290 20,2 18.3 50.9 | 14.7

‘ 1/ Spanish Americans are also counted in the racial categories as white, black or other
races,
| " 2/ Sum of Spanish-American ethnic group and all races except white,

3/ Less than 0.05 percent.
‘ource: North Carolina Employment Security Commission
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Table 3, Occupations of Employed Persons, by Sex and Minority Status, 1970 and 1972

B O T H S EX E S P EMAT E

Other |Spanish Minori

Total | White Black Other | SpanishiMinority Total | White | Black

Races | Amer.1/] Group ¥ :| Races | Amer,¥/| Group

mlelelwlen | e on|le | o |a|a |6

Total Number 1972 24,290 20,180 4,179 10 40 4,150 9,170 7,510 1,660 0 20 1,6
Total Number 1970 24,303 | 20,188 4,10k 14 43 4,158 9,171 7,509 1,659 3 16 1,6
Percent 1970 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 | 100.0 100.0 10C

Prof., technical,& related To7 8.2 50 0.0 18.6 5.6 10.8 11.1 9.2 0.0 0.0 9
Engineers J.4 0.5 0.0 0.0 0.0 0.0 i X =S c =
Medical & health ser, 1.2 1.4 0.5 0.0 0.0 0.5 2+3 2.6 I.3 0.0 0.0 1
Teachers, elems & sec, ) -

schools ) 2.9 2ol 3.8 0.0 0.0 3.8 6.0 5.9 6.6 0.0 0.0 6.
Other Professionals 3.1 3.6 1.1 0.0 18.6 1.3 2.4 2.6 1.3 0.0 0.0 L

Nonfarm managers & adms, 6.3 744 1.1 0.0 18.6 1.3 2.7 3.1 0.9 0.0 . 0.0 0

Sales { 5.1 6. 0.7 0.0 18.6 0.9 5.0 5.8 1.6 0.0 50.0 2.
Retail stores 3D 4. 0.6 0.0 12,6 0.2 4.6 Sed 1.6 0.0 50.0 %2
Other sales workers 1.5 1. 0.1 0.0 0.C 0.1 0.3 0.4 0.0 0.C 0.0 Os

Clerical 11.1 12, 3.5 21.4 11.6 3.7 21.7 25.6 3.9 | 100.0 31.2 4,
Secs,, stenos., & typs. 3.0 3. 0.5 21.4 11.6 0.7 7.8 9.2 1.3 | 100.0 31.2 1
Other clerical workers 8.0 9. 3.0 0.0 0.0 3.0 13.9 16.4 2.6 0.0 00 2

n
.
N
N
.
w
N
.
(o)
o -
.
o
o
.
(o]
N

Craftsmen, foremen & rel. 16.1 17.2 10.7 0.0 13.9 10.7
Construction craftismen 7s1 705 5.2 0.0 0.0 5.1 - -— - - o
Mechanics & repairmen _ 3.8 4,2 2.4 0.0 0.0 2.4 =% e - e e
Machinists & other metal
craftsmen 0.7 0.8 0.1 0.0 0.0 0.1 - - - - o
Other craftsmexn 4.5 4.5 3.0 0.0 13.9 3l -— - - - - -
Operatives, exc. transport 19.5 19.8 17.7 35,7 0.0 17.5 31.8 3353 25,2 0.0 0.0 24,
Durable goods mfg. 5.2 5% 6.4 35.7 0.0 6.4 7.8 7.6 9.2| 0.0 0.0 9.
Nondurable goods mfg. 10.5 11.1 7.4 2.0 0.0 T3 20.2 22,8 1S 0.0 0.0 11,
Nonmanufacturing o7 3eit 3.8 C.0 c.0 ’3.2 342 2.9 4.5 0.0 0.2 4,

# Sum of Spanish-American and all races except white,
1/ Spanish-Americans are also counted in the racial categories as white, black, or other races,

SOURCE: Census of Population, 1970 and the North Carolina Employment Security Commission.




® Table 3 (Cont'd) somsrcr@uny ‘ ®

B 0T H S

b=
L]
=
m
)
=
=
=
| =)
=

Other |[Spanish Minority|

o
B
H
[

e P - 2 n Minori
; - ol Total | White | Black | *
Races {amer,1/ | Group* = g - Ra 1/ | Group

@l lwlelo !l oleal o ala |«

Total | White | Black

@ O
w
&
3
& 5
-

Transport equipment
operatives 4.1 4.0 4.1 42,8 0.0 4.2 0.2 0.3 0.7 0.0 0.0 0.

Laborers, Nonfarm 5.3 3.4 14.5 0.0 9.0 14.3 1.2 0.8 2.6 0.0 0.0 2.1

Service workers, except :
18.6 14.0 13.6 12.2

pvt. households 8.1 7.0 14.0 0.0 19.3 0.C 18.7 19,8
Cleaning & food service 4.2 3.2 9.4 0.0 0.0 9.3 7.5 6.2 12,8 0.0] - 0.0 12,7
Protective service 0.9 1.0 0.5 0.0 11.6 0.6 C.l (6131 C.0 0.5 0.0 0.0
Personal, health, & -
other services 3.0 2.7 4.0 0.0 7.0 4.1 6.C 5.8 £.4 0.0 18.7 6.5
Private household workers 2.3 0.6 10.9 0.0 0.0 10.8 6.0 1s6 25,3 0.0 0.0 26.0
Farm worksrs 14.3] 13.7 | 17.0 0.0 0.0 16.8 4,5 3.8 8.2 0.0 0.0 8.1

* Sum of Spanish-American and all races except whits,
1/ Spanish-Americans are also counted in the racial categories as white, bplack, or other races.

SOURCE: Census of Population, 1970 and the North Carolina Employment Security Commission,
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MANPOWER INFORI'IAT‘ION FOR AFFIRMATIVE ACTION PROGRAMS

t

Area Coverage

The Durham Standard Metropolitan Statistical Area is composed of Durham and
Orange Counties. A substantial portion of area workers are recruited from
the Durham-Orange County area; however, many workers commute from nearby
Wake County to work particularly in the Triangle Area of Durham County.
Statewide recruitment for some professional and managerial positions and
for some blue-collar shortage occupations is often conducted. For such
positions possible manpower resources in nearby areas or elsewhere should
also be considered in setting Affirmative Action Program (AAP) goals.

Statistical Data and Their Significance

The tables which follow are designed to provide local labor market informa-
tion to assist employers in evaluating the utilization of women and minorities
in their work forces and in establishing goals to improve such utilization.

The statistics in table 1 show that in this area Blacks are by far the dominate
minority group, but smaller minority groups should not be overlooked in establish-
ing goals to improve such utilization.

Table 2 contains work force, employment, and unemployment data for 1972 which
is the latest available, The percent distribution for each of these categories
reveal the relatively greater employment problsms of minorities and women.

For example, women represent slightly more than two out of five of the employed
but comprise almost one~half of total joblessness.

Table 3 shows the percent distribution of employed persons by sex and minority
status by major occupational groups and selected intermediate occupations from
the 1970 census. The percentages may be related to the 1970 Census counts and
the 1972 estimates of all employed persons. Some changes in the occupational
distribution have no doubt occurred since 1970, but such changes are not
believed to be very significant. The data reveal typical underrepresentation
by blacks in the white collar and technical fields and overrepresentation in
service jobse The seemingly favorable proportion of women in professional
occupations results from their predominance in elementary and secondary school
teaching and nursing. Almost 40.0 percent of all employed women are involved
in the clerical and sales categories while over half of the black women hold
service jobs, including domestic works

Manpower Resources

Goals for the utilization of minorities and women should take into considera-
tion all manpower resources, which include the employed, the unemployed, and
persons of working age not in the labor force. Un a nationwide basis, an
estimated 60,0 percent of all the job vacancies are filled by employed workers
moving from one job to another, In considering the employed as a resource for
achieving affirmative program goals, an analysis of employees of a firm--its
internal labor market--can be of great significance, For many employers, their
own personnel can contribute most importantly toward correcting underutilization
of minorities and women in specific job categories, if traditional assignment,



transfer, and promotion barriers are discarded and equal training opportunities
are made available. ! 7

Additionally, those not in the labor force, particularly women also offer
congiderable potential for improving their utilization in many job classifica-
tions, The entrance and reentrance of women into the labor market in response
to availability, at meaningful pay scales, of all kinds of jobs--nontraditional
as well as traditional--can be dramatic, as the experience during World War IT
quite conclusively demonstrated.

In considering all available manpower resources for establishing and achieving
AAP goals, employers should recognize the fact that job vacancies customarily
are filled not only by workers with the precisely required skills but also,
and far more frequently, by persons with related skills or lesser skills, or
with no pertinent skills at all who must learn the job as they work a process
which could involve informal or formal on-the-job training.

Services to Employers

The North Carolina Imployment Security Commission (NCESC) is prepared to assist
employers in nondiscriminatory recruitment., A trained Industrial Services staff
can also provide assistance in the techniques of job analysis and job relation-
ships; persormel record systems; reciruitment; selection, assignment, and pro-
motion procedures; and identification of training needs. The Durham local
office of the NCSES has current labor market information and can advise
employers on available publicly-sponsored job training programs including
government~financed on=-the-job training,
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Table 1. Population by Sex and Minority Status

1970
Labor Force
Nunber Disteibetion |Participation Rate
Total Female | Total Female| Total Female
(1) (2) (3) (4) (5) (6)
1. Total 190,388 | 97,569 | 100.0 | 100.0 58.5 50.2
2, White 136,155 | 68,266 | 71.5 70.0 58.6 L9.L
3. Black 53,L0L | 28,924 | 28.0 29.6 58.2 52.L
4o American Indian 167 9 0.1 0.1 NA NA
5. Oriental LL5 203 0.2 0.2 NA NA
Y| o
6, Other Races 217 97 0.1 0.1 g6, h2.8
7. Spanish-American V| 1,269 571 0.7 0.6 53.6 L2.L
8, Minority Group 2/ | 54,233 | 29,303 | 28.5 | 30.0 | 58.1 | 52.1
1/ Spanish-Americans are also counted in the racial categories as white, black
or other races,.
2/ Sum of Spanish-American ethnic group and all races except whites
3/ Includes American-Indian, Oriental, and other races.
Source: Census of Population 1970.
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Table 2, Employment Status by Sex and Minority Status
1972
I B e Fe i e g
: Force [iPioyed ployed Rate

Both Sexes
1. Total 100,920 | 98,370 | 2,550 [ 100.0 | 100.0 100.0 2.5
2. White 74,730 | 73,210 | 1,520 | 7L.0 7Ll 59.6 2.0
3. Black 25,880 | 2L,860 | 1,020 | 25.6 25.3 10.0 3.9
4o Other Races 310 300 10 0.3 0.3 0.L 3.2
5. Spanish-American 1/ 570 550 20 | 0.6 0.6 0.8 | 3.5
6. Minority Growp 2/ | 26,750 | 25,710 | 1,0L0 | 26.8 26.1 0.8 3.9

Femalg
7. Total 45,000 [ U3,770 | 1,230 [ 100.0 | 100.0 | 100.0 2.7
8. Percent of both sexes L5.6 LL.5 L8.2 e — e =
9. White 33,310 32,580 730 4.0 Thol 59.3 2,2
10, Black 11,550 | 11,060 Loo | 25.7 25.3 39.8 .2
11. Other Races 130 130 0 0.3 0.3 0 0
12, Spanish-American 1/ 250 240 10 0.6 0.5 0.8 .0
13, Minority Group 2/ 11,940 | 11,440 500 | 26.5 26.1 L0.7 L.2

1/ Spanish Americans are also counted in the racial categories as white, black or other

races,

g/ Sum of Spanish-American ethnic group and all races except white.

.Eource: North Carolina Employment Security Commission
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Table 3., Occupations of Employed Persons, by Sex and Minority Status, 1970 and 1972

‘ % Oum of Spanish-American and all races excepb white.
;]/ Spanish-Americans are also counted in the racial categories as white, black, or other races.

B O T H S E X E S F EMATLE
: Other | SpanishiMinority = 3 Other (Spanish [Minority
Total | MEteS e i rad Amer,1/] Group ¥ S IR T G Amer,Y/| Group *
Wl le |lwl|le | ©| o]e | 6 | ]a) |0
Total Number 1972 98,370 | 73,210| 2L4,860 [ 300 550 | 25,710 | L3,770| 32,5680 | 11,060 | 130 2o |11,Lko |
Total Number 1970 79,222 | 58,963 20,021 | 238 L3 20,702 | 35,265 | 25,125 | 10,0L3 97 156 | 10,296 |
Percent 1970 100.0 100.0 100.0 | 100.0 | 100.0 100.0 100.0| 100.0 100.0 | 100.0 100.0 100.0 |
Prof,, technical,& related| 22.2 26.0| 10.8| 50.8 | 5L.8 12.2 21.5| 2L.8| 13.2| 33.0 | L8.1 13.9
Engineers 0.9 1.2 0.0 17 1e3 0.1 NA NA NA NA NA NA
Medical & health ser. 5.1 5.8 3.0 10.9 12.6 3.3 6.6 7.5 L.3 6.2 16.0 L.5
Teachers, elem. & sec. ) s
schools 2.9 249 2.8 2.1 L.5 2.9 5.2 5.5(. LS 0.0 9.0 Lh.6
Other Professionals 13.L 16.1 5.0 | 36.1 36.3 5.9 9.7 11.8 L.L | 26.8 23.1 L.9
Nonfarm managers & adms, 7.0 8.6 242 L.2 Te2 2.3 2.6 3.3 0.9 0.0 0.0 0.9
Sales 5.8 7.0 2.1 2.1 6.8 252 .7 5.8 1.8 0.0 Li.5 1.9
Retail stores 3.3 Li.0 1.5 0.0 32 U3 3.9 L.8 1.5| 0.0 L.5 1.5
Other sales workers 2.5 3.0 0.6 2.1 3.6 0.7 0.8 1.0 0.3 0.0 0.0 0.h
Clerical 18.5 20.5| 12.5| 18.5 | 1L.2 12.6 32,0| 37.6| 17.9| 37.1 29.5 18.2
Secs., stenos., & typs. 6.0 6.9 el 2 10.L 3.3 13.0| 15.9 6.1 5.1 295 6.k
Other clerical workers 12.5 13.6 9.3| 16.L 3.8 9.3 19.0 21.7 1.8 32.0 0.0 11.8
Craftsmen, foremen & rel. 11.2 12.2 8.5 2 3.2 8.3 1.6 1.8 it 0.0 3.8 1.1
Construction craftsmen 2.8 3.3 1.5| G.0 IRG 155 NA NA NA NA N. NA
Mechanics & repairmen 0.7 0.9 o.h| 0.0 0.0 0.h NA NA NA NA NA NA
Machinists & other metal i
craftsmen 35, 3.L 3.8] 0.0 0.0 3.7 NA NA NA NA NA NA |
Other craftsmen L.2 L.6 2.8 2% 1ie3 2.8 NA NA NA NA NA NA |
| Operatives, exce, transport| 11.9 11.L 13.5 2.5 Uss) 13.2 1L 14.7 12,5 0.0 3.8 12.6 i \
Durable goods mfge 1.9 1.8 2.5 0.0 1.3 2.4 1.9 1.9 2%l 0.0 3.8 2.1 | |
Nondurable goods mfge Tl 7.2 6.7 1.3 0.0 6.5 9.6 10.9 6.4 0.0 0.0 6.3 | |
| Nonmanufacturing 2.9 2.1 L.kl 1.3 0.0 L.2 2.5 1.8 L.3| o.0 0.0 b2 | }

SOURCE: Census of Population, 1970 and the North Carolina Employment Security Commission.
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Table 3 (Cont!d)

B O TH S EX E S " F EMATLE

Other |[Spanish [Minority A Other [Spanish [Minority,
Total | White | Black Races |Amer.1/ | Group* Total | White | Black Races |imer,1/ | Group *

(1) (2) (€)) %) (5) (6) (7) (8) (9) | (o) [ (1) | (12)

Transport equipment
operatives 2.8 2] 3.7 0.0 3.6 3e7 | 0.3 0.L 0.3 0.0 0.0 0.0

Laborers, Nonfarm 3.h 2.0 7.7 ey 2.5 7.5 0.6 0.5 0.7 0.0 0.0 0.7

Service workers, except

pvt, households 2eT: TT | 27.2 16.0 L. 26,6 | 21.8 10.L 50.3 29.9 10.2 L9.5
Cleaning & food service 2.9 0.7 9.h 2.1 0.0 9.1 723 3.2 17.3 L. 0.0 17.0
Protective service 11 12 0.8 0.0 0.0 0.8 0.0 0.1 0.0 0.0 0.0 0.0
Personal, health, &
other services L.3 351 8.1 0.0 2.5 7.8 7.5 5.5 12.5 0.0 _3.8 12.2
Private household workers 2.6 0.3 9.3 ot 2.2 9.1 5.6 0.7 17.8 L1 6.1 17.5
Farm workers 1.8 1e7 2.3 0.0 0.0 2.3 0.6 0.6 0.8 0.0 0.0 0.8

* Sum of Spanish-American and all races except white.
\3/ Spanish-Americans are also counted in the racial categories as white, black, or other races,

S(J_QEGE: Census of Population, 1970 and the North Carclina Employment Security Commission.
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TABLE L, LAST OCCUPATION OF THE EXPERIENCED UNEMPLOYED, BY SEX AND MINORITY STATUS =

BOTH SEXES FEMALES ®
MINORITY GROUP™ F MINORITY GROUP*
OTHER | SPANISH EMALES OTHER | SPANISH]
T Wi B ToTAL |As % OF| WHITE |BLAC
OTAL TE | BLACK | Races pwerican| poo %R?‘FCE\;L ;otm.‘ c K | Races puerrcad oo g:xggm
Total 2,114 | 1,285] 821 8 14 B 843] 39.9 |1,120| 53.0| 747 369 4 7 163| 54.9
Percent of Total 100.0 | 100.0|100.0{100.0} 100,0| 100.0, =-- }100.0 -- [100,0 |100,0 [100.0 [100,0 |100.0 -
Professional, technical, & :
related 13.6 | 18.6| 5.3 50.0 0.0 5.7116.7 | 14.1] 17.9 | 21.4 5.5| 0.0]| 0.0 SiyAl e st
Sales 4] 5.9 0.8] 50.01 50.0 2.1120.7 5.7| 24.6| 9.3 | 0.7 [100.0 [100,0 & 3i0f 77.8
Clerical 17.9 | 21.9] 11.8] 0.0 0.0l 11.5025.7 | 24.8| 34.4| 30.1 | 18.8| 0.0 0.0 | 18.3| 87.6

Craftsmen, foremen &related 14.2 | 16.1]| 11.3] 0.0] 50.0] 11.933.3 2,6(100.0| 0.0 5.7| 0.0| 0.0+ '5.6| 26.0
Operatives 17.6 | 16.2| 20.0] 0.0 0.0| 19.4]44.1 | 20.9] 55.9|20.6 | 21.5| 0.0| 0.0 | 20.9| 59.1
Nonfarm Laborers 10.1 8,2 13.0f 0.0 0.0 12.750.2 1.0] 4.7 0.7 1.3 0.0} 0.0 1.3 5.6

Service, except private !
households 15.6 8.3| 27.2] 0.0 0.0| 26,4 67.6 | 20.5| 61.8|10.8 | 32.3| 0.0 0.0 | 31.5| 5.5

Service, private households [ 2.8 [ 1.1 5.6/ 0.0 0.0] 5.4{76.7 [ 5.1 85.0] 1.7 | 9.3| 0.0f 0.0} 9.1} 91.3

Farm workers 1.6 14 2. 0.0 0.0 2.0 48.6 1.2] 34.3| 0.0 2,6 0.0 0.0 2.6 70.6

Last worked 1959 or earlier_‘l[. Ziads 2.2] 2.8] 0.0 0.0 R 4he? 3.9] 75.0] 5.4 2.2 0.0| 0.0 2ot 435
)

Notes: 3 Sum of Spanish American and all races except white. Some duplication possible since Spanish American may include
nonwhite races in addition to white.

Sum of individual items may not equal totals because of rounding.
1/ Occupation not available

|
! SOURCE: Census of Population 1970 ; |
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RALEIGH STANDARD METROPOLITAN STATISTICAL AREA

'

Table 1. Population by Sex and Minority Status
1970
E o Percent Labor Force
Tunber Distribution |Participation Rate
Total. Female | Total | Female | Total Female
() @ | O (L) (5) (6)
1, Total 228,153 [ 116,102 | 100,0 | 100,0 | 6Ls0 50,1
2, White 176,754 89,137 7.4 77.0 6l.6 L9.3
3. Black 50,562 | 26,179 @2@ 2251 6.0 53.5
4o American Indian 331 1047 0.1 0.1 N/A /A
. 5. Oriental 5l8 24l 0.2 0.2 N/A N/A
: 6. Other Races 258 95 0,1 0,1 | €8.5 Sl
7. Spanish-American 1/ 970 377 0.k 0.3 | 681 52.3
8. Minority Group 2/| 52,669 27,042 23.1 23.3 61,2 53.5

1/ Spanish-Americans are alsc counted in the racial categories as white, black

or other races.

2/ Sum of Spanish-American ethnic group and all races except white.
3/ Includes American-Indian, Oriental, and other racese

Source:

Census of Population 1970,
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Table 2. Employment Status by Sex and Minority Status

1972
Percent Distribution -
5 ansiamority ‘;:;}ég  [Bmployed gl‘g;’:d "F{g:lée Fanployed pl‘i‘;glc-l mﬁ?
Both Sexes
1. Total 123,520 | 126,030 | 2,490 | 100,0 |100,0 | 100.0 149
2, White 103,530 | 102,030 | 1,510 | - 80.6 | 80.9 60,6 1.5
3. Black 2l,Lho | 23,480 960 | 19,0 | 18.6 38,9 349
li. Other Races 550 530 20 0.l 0.l 0.8 3.6
& 5, Spanish-American 1/ L20 0 10 0.3 0.3 0.l 2.l
6, Minority Group 2/ 25,340 | 2L,360 980 | 1947 | 19.3 Pels 3.9-
Female
7+ Total 53,310 | 51,880 | 1,430 [ 100,0 [100,0 | 100,0 2.7
8, Percent of both sexes 1.5 .2 | 574 - ——— R =
9. White L1,450 | LO,6LO 810 | 77.6 | 7843 56,6 5.6
.10, Black 11,720 | 11,100 620 | 22,0 | 2l.4 L3.L 5e3
11, Other Races 140 140 0 0.3 0.3 - der
12, Spanish-American 1/ 120 120 0 0.2 0,2 - ——-
13. Minority Group 2/ 11,990 | 11,370 620 | 22,5 | 21.9 L3.4 5.2

1/ Spanish-Americans are also counted in the racial categories as white, black or other races
2/ Sum of Spanish-American ethnic group and all races except white. :

Source: North (rolina Employment Security Commission




. Table 3, Occupations of Employed Persons, I.Sex and Minority Status, 1970 and 1972

BOTH SEXES FEMALE
Total | White | Black { Other |Spanish{Minority| Total | White | Black | Other [Spanish-| Minority
! Races |Amer, 1/ Groupsi Races |Amers 1/] Groups#*
W |l@]la|lw]e ] ©elon]le || 0] a) )
Total Number 1972 26,030 | 102,020| 23,480| 530 Lo | 24,360 | 51,88¢ LO,6L0|11,100 140 120 11,370
Total Number 1970 95,12l | 76,980] 17,741 Lo3 312 | 18,456 | 39,158 30,672 8,378 108 93| 8,579
Percent 1970 100.0 100,0{ 100,0| 100,0 | 100,0 100,0 100.0 100,0| 100,0 | 100.0 100,0| 100,0
Profs, Technical & Related j| 1949 22,1y Bol| 3he7 | 3L.9 9els 17.70  19.L| 1.0 | 32.4 21,5 1.4
Engineers 2.5 3.0 0.11 TOL 9.0 0.5 0 0 0 B 0 5]
Medical & Health Ser. 2.3 2.6 1.0 3e7 0 1.1 3.8 Loli| 1.6 10,2 0 1.9
Teachers, elem. & sece
schools 3.1 2.9 3e7 1.5 2.2 3.6 643 6.1 6,0 0 .0 5.8
Other Professionals 12,0 13.9 3.6] 19.1 | 23.7 .2 7.5 8.6 3.5 | 22.2 21.5 3.7
lionfarm Managers & Adms. b? 1000 11-7 203 902 1301 2.6 307 ,-I--3 102 1300 Soh 1-3
Sa.les 3 8-2 9-7 108 1-2 1109 2-0 60’4 7.5 2.’4 0 E 8.6 2oh
Retail Stores L.2 L9 15 2.6 T.h ST 6o3| 2.7 ) 0 2.7
Other Sales Workers 3.9 L.8 0.3 1.2 943 0.6 1.0 12 0s2 0 8.6 Ce3
erical ﬁ 21-3 211-1 9.2 ”4- 23011» 9-5 39013 ,47-0 11-6 3’4-3 570 1203
Secs., Stenos., & Typs. Te2 8.6 1.4 2.7 St 145 171 20.9 3.0 10,2 T8. 3 32
Other Clerical Workers 14,0 15.5 77| ThL | 17.9 7.0 22,3] 2641 8,6 | 2L.1 38.7 8.3
aftsmen, Foremen & Rel, .| 10.L 10,7 9.3 2.2 2.9 9.0 1.6 1.6 1.5 0 0 145
Construction Craftsmen el 2ef L7 1.0 0 3.6 N/ A N/A WA /& WK N/&
Mechanics & Repairmen 2.5 2.7 1.8 0 2.9 0.7 N/A|  N/A| N/A N/A N/A /A
Machinists & Other Metal
Craftsmen 0.5 0,6 0.2 0 0 0.1 N/A NA| NA N/A W/A N/A
Other Craftsmen L.3 L7 2.7 1,2 0 L6 N/A|  N/A| N/A N/A N/A N/A
eratives, exc, Transport 8,2 6.9 13.8] 10l | 119 13.6 9e7| B8.1] 15.8 3e7. 745 | 15,5
Durable Goods Mfg. 3.0 257 5.2 0 0 4.0 a7 3.6 3.9 0 0 3.0
Nondurable Goods Mfg. 2.5 2,0 500 2-5 Llos 500 3.7 209 6. 3.7 0 6oh
Nonmmufacturing 2,7 2,3 ha Te9 7.’4 hc? 2.’4 106 S-h 0 7.5 503

# Sum of Spanish-American and all races except white.
1/ Spanish-Americans are also counted in the racial categories as whlte, black, or other races.

Source:

Census of Population, 1970 and the North Carolina Employment Security Commission



‘able 3o Continued . : . 5

BOTH SEXES FEMALE . -

Total |White | Black | Other Spanish-| Minority Total | White |Black Other Ppanish-|Minority
Races [Amers 1/]Groupsi Races mer. 1/|Groups*

m (2) (3) (k) (5) (6) (7) 8 | & (10) | (1) | (12)

Transport Equipment
Operatives 1 3.0 2.5 5e2 2.7 0 5.1 0.2 0.2 0,06 0 0 0,06

Laborers, Nonfarm 9 3.5 2,1 9.3 | 10.2

o
o
=
.
w

9.1 0.8 0.6 1.6 0

Service workers, except

Private Households 10,1 T2 22,6 8,2 149 22,0 13,5 10,0 2642 | 12,0 0 25,
CIeaning & Food Servicg SQLL 2-9 16-1 3.2 1.9 8.9 7-1 h-z 17-6 7-’4 0 1703
Protective Service 1.0 1.2 O.L 0 0 Ok 0.1 0.1 0.1 0 0 0.1
Personal, Health, & - E
Other Services 3T 5l 6.1 5.0 0 12,7 6.3 5.7 | = 8.k L.6 0 8.3
Private Household Workerﬁ 2,7 O.ls | 12,8 1.2 0 12,14 6.3 0.8 26,5 | Le6 0 2647
Farm Workers i 2.8 | 2.2 | 5.3 | 5.7 0 52 | ool o] 23] of o | 23

# Sum of Spanish-American and all races except white.
1/ Spanish-Americans are also counted in the racial categories as white, black, or other races.

Source: Census of Population, 1970 and the North Cardlina Employment Security Commission.
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TABLE Lo LAST OCCUPATION OF THE EXPERIENCED UNEMPLOYED, BY SEX AND MINORITY STATUS

BOTH SEXES FEMALES .

* o *

TOTAL | WHITE BLACK mi: Ai:::;: M‘:’::::."%:O:;:gl' ToTAL :'%:2:(5: WHITE | BLACK g:zz: R.S‘::r:“ :;::'“ EZ::ETH

Total 1970 P,256 1,392 Bu9| 15 7| 871 | 38.6[1,276| 56.6 | 7h2 | 529 5| of 53L| k1.8

Percent of Total 100.0 | 100.0{100.,0{100.0 | 100.0{100.0 | =~ |100.0| == [100.0 |100.0 | 100,0] 100.0| 100,0 ‘-
Professional, technical, & I

related 12 | 16.6] s.2| 26.7] 0.0| 5.5 | 17.2| 8.4| 38.4| 8,9 [ 7.7| 0.0 0.0 7.7| 38.3

Sales 7.5 | 10.9] 2.1| 0.0]100.0{ 2.9 | 1b.7| 7.5| 56k 10.5 | 3.k 0.0] 0.0 3.b| 18.7

" Clerical 18.5 | 23.9| 9.9| 0.0| 0.0 9.6 | 20.1| 27.2| 83.2 | 37.5 | 13.0 | 0.0 0.0| 12.9| 19.9

Craftsmen, foremen &related 9.9 | 10.3| 9.5| 0.0 0.0] 9.3 | 36.2] 1.9] 10.7]| 1.7 241 0.0 0.;) 2,0| L5.8

Operatives 17.7 | 1L.2] 23.2] 33.3| 0.0] 23.2 | 50.5| 19.L] 62.0 | 16,2 | 23.2 [100,0] 0.0| 2L.0| 51.6

Nonfarm Iaborers : 6L | 5.2] 7.8{10.0] 0.0] 8.3 | L9.7| 1.6|57.2| 2.1 | 0.9| 0.0 0.0[ 0.9| 23.8

Service, except private ’
households 15.1 | 10.5] 23.1| 0.0 0.0] 22.5 | 57.3] 18.6| 69.3|12.9 | 26.6 | 0.0 0.0| 26, 2

Service, private households | L.2 2.4l 7.2] 0.0| 0.0| 7.0 | 6L.2| 6.h| 863 | Leb | 9ol 0.0 0.0 9.0| 19.6
Farm workers 5.5 | 2.4|10.8] 0.0] 0.0]10.6 | 73.6] L.9| 50.4| 0.0 | 11.9 | 0.0] 0.0| 11.8]100.0
Last worked 1959 or earlierl/ 2.6 | 3.5 1.2] 0.0 0.0| 1.1 [ 16,9 L.Of 86| 5.5 | 1.9 | 0.0 0.0 1.9 19.6

Notes: % Sum of Spanish American and a1l races except white. Some duplication possible since Spanish American may in ude
nonwhite races in addition to white.

Sum of individual items may not equal totals because of rounding, ?
1/ Occupation not available
SOURCE: Census of Population 1970
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U.S. DEPARTMENT OF COM/ERCE
Bureeu of the Census
Washington, D.C. 20233
Marcu 1971

1970 Census ef Populstion

Occupabion Classification

PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS

Accountents
Architects
Computer specialists
Computer progremmers
Computer systems analysts
Computer specielists, n.e.c.
Hagineers
Leronsubical end estronauticsl engineers
Ct cal engineers
Civil engineers
Electrical end electronic engineers
Industrial englineers
Mechanicel engineers
Metallurgicsl end materials engineers
Mining engineers
Petroleum engineers
Sales engineers
Engineers, n.e.c.
Farm menegement advisors
Foresters end conservstionists
Home menagement advisors
Lewyers end judges

Judges
Lawyers

Librariens, srchivists, and curators
‘Librarians

Archivists end curators
Mathemntical specialists

Actusries

Mathematicians

Statisticians
Life end physicsl scientists

Agricultural scientists

tmospheric and space scientists

Biological scientists

Chemists

Geologists

Marine scientists

Physicists and astronomers

Life end physical scientists, n.e.C. .
Operations and systeas researchers and anelysts




Census
Code

056

061
052
053
064
055
071
072
073

074
076

080
081
082
083
084
085

086
090

091
092
093
094
095
096

100
101

102
1463
104
105
110
111
112
113
114
115
116
120
121

- 101 -

PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS-Continued

Personnel and lavor relations workers
Physiciens, dentists., and related practitioners

Chiropractors

Dentists

Optometrists

Pharmecists

Physiciens, medical and osteopathic

Podiatrists

Veterinariens

Heslth practitioners, n.e.c.
Nurses, dietitians, ond theraspists

Dietitians

Registered nurses

i pists

nologists end techaicians
laboratory technologists and techniciens
Dental hygienists
Hezltk =ceord techaologizts and tecli.i.ians
Radiologic technologists and techniciens
Therepy &assistants
Health technologista and technicians, n.e.c
Religious workers
Clergymen
Religious workers, n.e.c.
Socigl scientists
Economists
Political scientists "
Psychologists
Sociologists
Urban and regionel planners
Social scientists, n.e.c.
Social end recreation workers
Social workers
Recreation workers
Teachers, colleze and university
Agriculture teachers
Atmospherie, earth, marine,and space teachers
Biology teachers
Chemistry teachers
Physics teachers
Engineering teachers
Fathematics teachers
Health specialties teachers
Psychology teachers -
Business and commerce teachers
Economics teachers
History teachers
Sociology teachers
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; Census
Code
PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS - Continued
Teachers, college and university-continued
122 Social science teachers, n.e.c.
123 Art, dremz, and music teachers
124 - Cofches and phycical education teachers
125 FEducation teachers
126 English teachers
130 Foreign language teachers
131 Home economics teachers
132 Law teachers
133 Theology teachers
134 Trade, industrisl,and technical teachers
135 Miscellaneous teachers, college and university i
140 Teachers, college and university, sutject not specified }
Teachers, except college snd university
J 141 Adult education teachers
a 142 Elementary school teachers
143 PrekirA~-zerten cnd kindergerten tezziors
144 Secondary echool teachers
145 Teachers, except college and university, n.e.c.
Engineering znd science techniciens
150 Agriculture end biologicel technicians, except health
¥ 151 Chenicsl techniciens
152 Drafismen
153 Electricel end electronic engineerinz technicians
154 Industriel engineering technicians
€ 155 Mechenical engineering technicians
155 Mathematicel technicians :
161 Surveyors
162 Engineering end science technicians, n.e.c.
P Technicians, except health, and engineering end science
. 163 Airplane pilots
164 AMr treffic controllers
165 Fmbalmers
170 | Flight engineers
171 Radio operators
Ju 172 Tool progremers, numerical control
173 Technicians, n.e.c.
F 174 Vocatisnal and educational counselors
Writers, artists, and entertainers
1kl Actors
180 Athletes and kindred workers
181 Authors
182 Dancers
183 Designers
184 Editors and reporters
185 Musicians end composers
190 Painters end sculptors
191 Photographers
192 Public relations men and publicity writers
193 Redio and television announcers
194 Writers, ertists, and entertainers, n.e.c.
195 Research workers, not specified

196 Professionel, technical, and ¥indred workers --allocated
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Census
Code
MANAGERS AND ADMINISTRATORS, EXCEPT FARM
201 Assessors, controllers, and treasurers; local public administration
202 Bank officers and financial manszers
203 Buyers and shippers, farm products
205 Buyers, wholessle and retail trade
21u Credit men
211 Funeral directors
212 Health administrators
213 Construction inspectors, public administration
215 Inspectors, except construction, public administration
216 Manegers and superintendents, building
220 ffice mansgers, n.e.c.
221 ¢ sers; shiy
222 : tors; public sdministration, n.e.c.
223 ges, societies, snd unions
224 Postmasters and mail superintendeats
225 Purchasing ~gzents and buyers, n.e.c.
226 Reilrosd conductors
230 Restaurant, cefeteria, and bar menagers
231 Ssles managers and department hesds, retail trade
233 Szles mansgers, except retail trade
235 School adrinistrators, collegs
240 Schoocl ednministrators, elementary and secondary
245 Menagers and edministrators. n.e.c.
246 Managers and administrators, except farm—- allocated
SALES WORKERS ' )
260 Advertising agents and salesmen
261 Auctioneers
262 Demonstrators
264 Hucksters and peddlers
265 Insurance agents, brokers,and underwriters
266 Newsboys
270 Real estste agents and brokers
271 Stock and bond salesmen
280 Salesmen end sales clerks. n.e.c.
281 Sales representatives, manufacturing industries
282 Sales representatives, wholesale trade
283 Sales clerks, retail trade
284 Salesmen, retail trade
285 Selesmen of services and construction
296 Sales workers--allocated .
CLERICAL AND KINDRED WORKERS .
301 Bank tellers
303 Billing clerks
305 BRookkeepers

310 Cashiers




Census

_Code
CLERICAL AND KINDRED WORKERS - Continued
311 Clcrical.ussistants, sociel welfare
312 Clerical supervisors, n.e.c.
313 Collectors, bill and account
314 Counter clerks, excepu food
315 Dispatchers and starters, vehicle
320 Enumerators end interviewers
321 Estimators and investigetors, n.e.c.
323 Expediters end production controllers
325 File clerks
326 Insurance adjusters, exsminers,and investigators
330 Librery sttendsnts and sssistents
331 Meil cerricrs, post office
332 Mail handlers, except post office
333 Messengers and office boys
334 Meter resders, utilities
Office machine or v
341 Bookkee and billing machine operaters
342 Calcul machine operators
343 Computer end periphersl equipment operators
34 Duplicsting machine operators
345 Key punch operators
350 Tabulating machire operators
355 Office machine operators, n.e.c.
360 Payroll and timekeepinz clerks
361 Postal clescks
362 Proofreaders
363 Real estutz appraisers
364 Receptionists
Secreteries
370 . Secretaries, legal
371 Secretaries, medical
372 Secretaries, n.e.c.
374 Shipping and receiving clerks
375 Statistical clerks
376 Stenographers
381 Stock clerks and storekeepers
382 Teacher aides, exc. school monitors
383 Telegraph messengers
384 Telegraph operators
385 Talephone operstors
390 Tickel, station, znd express agents
391 Typists
392 Weighers '
394 Miccellaneous clericsl workers 3
395 Hot specified clericezl workers

3% Clerical and kindred:workers --allocated 4




Automobile accessories installers
Bakers
Blacksmiths
Boilermakers
Bookbinders
Brickmasons and stonemasons

Brickrasons and stonemasons, apprentices

Bulldozer cperators

Cabinetmakers
Carpenters

Carpenter apprentices
Carpet installers

Compositerc and typesciters

Printing trades apprentices, exc. pressmen

Cranemen, derrickmen, and hoistmen

Decorators and window dressers

Dental laboratory technicians

Electricians

Electrician apprentices

Elcctric power linemen and cablemen

Electrotypers and stereotypers

Engravers, exce. photoengravers

Excavating, grading,and road machine operators; exc. bulldozer

Floor layers, exce. tile setters

Foremen, Ne€eCe

Forgemen and hammermen

Furniture and wood finishers

Furriers

Glaziers

Heat treaters, annealers,and temperers |

Inspectors, scalers, and graders; log and lumber

Inspectors, Ne€eCe :

Jewelers and viatchmakers |

Job and die getters, metal

Locomotive engineers |

Locoinotive firemen i
\
|
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CRAFTSMEN AND KINDRED WORKERS

Machinists

Machinist apprentices

Mechanics and repairmen
Air conditloning, heating, and refri?;eration |
Alrecraft |
Autemobile body repairmen }
Automobile mechanics |
Automobile mechanic  apprentices |
Data processing machine repairmen
Farm implement |



Census
Code

481

482
483
484
485
486
N

492
/95
501

502
503
504
505
506
510
511

512
514
515
516
520
521

522
523
525:
530
531

533
534
535
536
540
542
543
545
546
550
551

552
554
560
561

562
563
571

572
575
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CRAFTSMEN AND KINDRED WORKERS-Continued

Heavy equipment mechanics, incl. diesel
Houschold appliance and accessory installers and mechanics
loom fixers
0ffice machine
Redio and television
Railroad and car shop
Mechanic, cxc. auto, apprentices
Miscellaneous mechanics and repairmen
Not specified mechanics and repairmen
fillers; grein, flour, and feed
Millwrights
Molders, metal
Molder epprentices
Motion picture projectionists
Opticiens, and lens grinders and polishers
Painters, construction and raintenance
PR e

nd model
Photoengravers and 1lithographers
Piano and organ tuners and repairmen
Plagterers
Plasterer &ppr
Plumbers and P
Plumber and pipe £itter epprentices
Power station operators

Pressmen and plate printers, printing
Pressman epprentices

Rollers and finishers, metal

Roofers and slaters

Sheetmetal workers end tinsmiths
Sheetmetal apprentices

Shipfitters

Shoe repairmen

Sign painters and letterers
Stationary engineers

Stone cutters and stone carvers
Structural metal craftsmen

Tailors

Telephone installers and repairmen
Telephone linemen and splicers

Tile setters

Tool and die makers

Tool and die maker apprentices
Upholsterers

gpecified craft apprentices, N.€.Ce
Not specified apprentices

craftsmen and kindred workers, Ne€eCe

entices

23 4tors

LALULEL
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; Census
i Code CRAFTSMEN AND KINDRED WORKERS-Continued
‘ 580 Former members of the Armed Forces
i 586 Craftsmen and kindred workers—-allocated
X
OPERATIVES, EXCEPT TRANSPORT
601 Asbestos and insulation workers
602 Assemblers
603 Flasters end powdermen
604 Bottling and canning operatives
605 Chainmen, rodmen, and axmen; surveying
610 Checkers, examiners, and inspectors, menufacturing
611 and presse
612 Cutting opera 5y Ne€eCo
613 Dresemakers and seamsiresses, except factory
614 Drillers, earth
615 Dry well installers and lathers
620 Dyers
621 Filers, polishers, senders, and buffers
622 Furnacemen, smeltermen, and pourers
623 Garage workers and gas station attendants
624 Graders and sorters, manufacturing
625 Produce graders and packers, except factory and farm
626 Heaters, metal
630 Iawndry end dry cleaning operatives, Ne€.C.
) 631 Meat cutters and butchers, exc. manufacturing
(R Meat cutters and butchers, manufacturing
i 634 Meat wrappers, retail trade
635 Metal platers
636 Milliners
640 Mine operatives, N.€.Cs
641 Mixing operatives
642 Oilers end greasers, exc. auto
643 Packers and wrappers, except meat and produce
: Painters, manufactured articles :
i 645 Photographic process workers
¢ Precision machine operatives
. 650 Drill press operatives
. 651 Grinding machine operatives
652 Iathe end milling machine operatives
653 Precision machine operatives, Ne€.Ce
656 Punch and stemping press operatives
660 Riveters and fasteners
661 Gailors and deckhands
662 Sawyers = '
663 Sewers and stitchers
y 66 Shoemalcing machine operatives
. 665 Solderers
1

666 Stationary firemen




Census

Code

670
671
672
673
674
680
681
690
692
€94
695
696

701

704
705
706
710
71
712
713
14
715
726

OPERATIVES, EXCEPT TRANSPORT-Continued

Textile, operatives
Carding, lepping, and combing operatives
Knitters, loopers, and toppers
Spinners, twlsters, and winders
Weavers
Textile operatives, N.€«Ce
Welders and flame-cutters
Winding operatives, Ne€eCe
Machine operatives, miscellaneous
Machine operatives, not specified
Migcelleneous operatives
Not specified operatives
Operatives, except transport--allocated

gpecified

TRANSPORT EQUIFMENT OPERATIVES

Boatmen and canalmen
Busdrivers

Conductors end motormen,
Deliverymen and routeme
Fork 1ift end tow motor operatives
Motormen; mine, fectory, logging camp, etc.
Parking atiendanis

Railroad brakemen

Railroad switchmen

Taxicab drivers and chauffeurs

Truck drivers

Transport equipment opera

urban reil transit

tives--allocated
LABORERS, EXCEPT FARM

Animal caretakers, €XCe farm
Carpenters' helpers
Congtruction laborers, €XcC.
Fishermen and oystermen
Freight and materiel handlers

Garbage collectors

Gardeners and groundskeepers, eXce farm
Longshoremen and gtevedores

Lumbermen, raftsmen, and woodchoppers
Stockhandlers

Teamsters

Vehicle washers and equipment cleaners
Warehousemen, Ne€.Ce

Miscellaneous laborers

Not specified laborers

Laborers, except farm--allocated

carpenters' helpers



S el APT

Code

i

801
802
06

FARMERS AND FARM MANAGERS

Farmers (owners and tenants)
Farm managers
Farmers and farm managers--allocated

FARM LABORERS AND FARM FOREMEN

Farm foremen

Farm laborers, wage workers

Farm leborers, unpaid family workers
Farm service laborers, self-employed

b
Fera laborers and fam foremen——allocated

SERVICE WORKERS, EXC. FRIVATE HOUSEHOLD

Cleening service workers
Chambermaids and maids, except private household
Cleaners and charwomen
Jenitors and .extons

Food service workers
Bartenders
Busboys
Cooks, except private household
Dishwashers
Food counter and fountain workers
Waiters B
Tood service workers, Ns€.Cey except private household

Health service workers
Dental assistants
Health aides, exc. nursing
Health trainees
Lay midwives
Nursing aides, orderlies, and attendants
Practical nurses

Personal service workers
Adrline stewardesses :
Attendants, recreation and amusement
Attendants, personal service, N.€.Ce
Baggage porters and bellhops
Barbers -
Boarding and lodginghouse keepers
Bootblacks
Child care workers, exc. private hougehold
Elevator operators
Hairdresscrs and cocmetologlists
Perconal service apprentices
Housekeepers, exc. private household




Census
Code

952
953
954

960
961
962
963
96l
965

976

980
981
962
983
98L
986

991
995

SERVICE WORKERS—Continued

5 - .
Personal service uorkers-Contlnued

School monitors
Ughers, recreation and amusement
Welfare gervice aides

Protective gervice workers
Crossing guards and bridge tenders
iremen, fire protection
Guards and watchmen
Marshals and constaebles
Policemen end detectives
sheriffs and bailiffs

Service workeTs, exc. private household—-&llocated
PRIVATE HOUSEHOLD WORKERS

Child care workers, private household
Cooks, privete household k
Houcekeepers, private household
Laundresses, private household

Maids and servants, private household
Private household workers—-allocated

WORKERS NOT CLASSIFIABLE BY OCCUPATION

Unemployed persons, 1ast worked 1959 or earlier*
Occupation not reported **

¥ TFound in experienced civilian Jabor force universe onlye

%% Used fo

¢ Occupation 5-years &g° jtem onlye




NORTH CAROLINA STATE UNIVERSITY
School of Engineering
Raleigh, North Carolina

Affirmative Action Data 12/14/73

These statistics may be useful as we struggle with the HEW
plan and reports (Affirmative Action). Item No. 6 seems to be
particularly useful. This memorandum was prepared from material
accumulated from a number of sources. In a few cases, more detailed
information is available in my office but, in general, all of the
pertinent information is included below.

R. G. Carson, Jr.
1. 1969 Handbook on Women Workers (as quoted in Availability Data,
H.E.W.):

"Women remain a small part of many professions - 1% of engineers,
3% of lawyers, 7% of-physicians. . ."

2. Women's Equity Action League: Proportion of Doctorates Earned by
Women 1960-1969.

Engineering degrees earned by women: 82 out of 18,572; 0.44%.

(This same figure shows up in an HEW table; probably the source
of the League's figure.)

3. Women holders of the Ph.D. - 1967-1969.

Compiled by the Office of the Chancellor, University of Wisconsin
from top degree granting schools:

% of Those
No. in the Field
Agricultural Engineering 1! 2.1
Chemical Engineering 3 0.7
Civil & Environmental Engineering 0 0
Electrical Engineering 4 0.6
Engineering Mechanics 0 0
Industrial Engineering 2 1.3
Mechanical Engineering 1 0.4
Nuclear Engineering 0 0
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The National Research Council, Doctorate Records File, shows
that the percentage of doctorates conferred on women since 1939
(those that make up the present work force) in engineering

is 0.5. (Note from RGC: Though not stated, presumably, this
extends through 1971 or 1972.) (Reported in a '"Manpower
Comments" monthly bulletin.)

Doctor's Degrees Conferred by all U. S. Institutions: 1961-62
through 1970-71 published January 1973 by U. S. Department

of H.E.W.
Total Women
Engineering Engineering % Women
1961-62 1207 4 0.33
1962-63 1378 11 0.80
1963~64 1693 7 0.41
1964-65 2124 10 0.47
1965-66 2304 9 0.39
1966~-67 2614 11 0.42
1967-68 2932 12 0.41
1968-69 3377 12 0.36
1969-70 2681 24 0.65
1970-71 3638 23 0.63
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6. From the Manpower Commission of Engineers Joint Council.
(Engineering and Technology Graduates - A Report for 1970-71

Data.

Data shown for doctorates.
and master's degrees, but not reproduced here.

Note:

Doctorate Degrees

Curriculum

Aerospace
Agricultural
Biomedical
Ceramic
Chemical
Civil
Computer
Electrical

Engineering, General/Unified

Engineering - Mathematics
Engineering Mechanics
Engineering Physics
Engineering Science
Engineering Science/Math
Environmental Sanitary
Geological

Industrial Manufacturing
lanagement

Marine/Naval Arch./Ocean
Materials

Mechanical

Metallurgical
Mining/Mineral

Nuclear

Petroleum

Systems

Other & Not Specified

Total

Preliminary Newsletter Report for 1972-73 Data.)

Data is available for bachelor's

1970-71 1972-73

No. % No. %

198 5.4 181 5.0
Stk ekl 68 1.9
29 .8 46 1.3
37 1.0 22 .6

395 10.9 405 11.3

458 12.6 432 12.0
44 1.2 96 2.7

899 24.7 820 22.9

114 3.1 3710
31 )

154 4.2 109 3.0
35 1.0 74 2.1
50 1.4

124 3.5
37 1.0 SLINETA
17 S 18 5
1218323 147 4,1
6 ol
17 o) 18 o
89 2.4 125" 3.5
479 13.2 411 11.5
162 4.5 143 4.0
8 - 13 0.4

T15 351 LLSRES2
19 o5 L7 o)
ZINN270 928552710

40 1.1
3638 99.8 3584 100.0

EJC did not use exactly the same curriculum listing each of the

two years.
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Degrees Granted in all U. S. Engineering Schools:

1970-71
Bachelors Masters Engineer Doctors
Total 43,167 15,889 494 3,640
Women 353 156 2 25
% of Total 0.82 0.99 0.41 0.69
U. S. Negroes 407 47 0 8
% of Total 0.94 0.30 0 0.22
1972-73
Total 43,429 16,718 434 3,587
Women 524 202 6 39
% of Total 1.21 1.21 1.38 1.09
U. S. Negroes 574 81 2 12
% of Total 1.32 0.48 0.46 0.34
*0Other 757 108 2 12
% of Total 1.74 0.65 0.46 0.33

#American Indian and Spanish Surname

Graduate degrees in Engineering granted by all schools in N. C.,
by sex:

A.

B.

Master's Degrees:
1968-69 1969-70 1970-71 1971-72

Men 157 154 186 161

Women - —— 7 e

Total 157 154 193 161
Doctorates in Engineering granted by all schools in N. C.
by sex:

Men 65 62

Women 1 =

Total 66 62

Number and percent of blacks in engineering - nationwide, 1960,
reported as part of an American Bar Association Study:

Male Engineers 4,418 or 0.87%




