




How many women?
No one knows how many

women are in the profession. aic
registered. or are even members
Of the AIA.
The best information on AM

membership comes from a tally
3f women members made by the
r-IA staf in 1969. The total
was then .333; it is now esti-
mated at 250 to 300. Total
corporate meriibership in 1971
was 23.3113.

Reliable statistics on the num-
ber of architects mil soon be
.it'afliih1e in the Detailed Char-
acteristms volumes of the 1970
census. Meanwhile rough es-
:imatcs come from Elizabeth
Duican Koontz. Director of the
‘.‘i’oi:eri's Bureau of the US.
[repartim‘nt of Labor: 33.000
resistciealarchitects were em-
ployed in the US. as of late
1.670. according to the Bureau
3f Lal‘or Statistics. about 4‘75
of them women. There were
about Still) uriian planners,
:i‘oirit ’.‘O".', of them women.
lizs (taffeta-rice is "not too sur-
prising." says .‘wls. Koontz. “siricii
women often find fewer bar?
riers to entrance into the rela-
tively new and growing acetipa-
tions not yet stereotyped as
'men's jobs.’ "

In the 1969 Handbook on
Women 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-
fishes-«193 of engineers 396 Of
lawyers. 70:, of physicians—de-
spite growth in these professions.

Women generally earn about
$3 for every $5 earned by a
man. although th:s 15.:qu is as
hlilh as $3.33 for "professional;
technical" workers (four mil-
lion of the 30 million 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 low-echelon jobs.
Actually. cow 3% of all women
in the private sector earn more
than $10.01“) a year. according
to a White House staff member
who is recruiting women into
high-ranking government 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. Women.
tcday. comprise two-fifths of the
labor force.
How many women are study-

ing architecture? David Clarke.
Executive Secretary of the As-
sociation of Collegiate Schools
of Architecture (ACSA) reports
“a 7% increase in women last
year {1971-72. oxer 1970-71}.
and thts year it's even bigger."
But while the numb-2r of women
is increasing. the ielativc posi-
tion is not improving. In 1971-
72. for instance. the ACSA sta-
tistics for U.S. schools show
23.359 full-time students in arch-
llt‘SlUl’e and 1.500 part-time stu.
dents; the 1.500 women students
Weft? 5.99:, of the total. In
1968-69. however. with 20,703
full-time students and 1.153 part-
tiinc. the 1.155 women were
5.4%.
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Time. in its special issue on
“The American Woman." March
211, 1972. undo this Single «11)-
scrvatiiin on the profession:
"Women architects have fared
even Worse than painters. Only
6"; of the students in arclii‘
texture schools are women. and
only 1% of the members of tin.
r'iiiiciicait iiiaiiiiiw ul' l“.d|lik‘ki\.
in art. of cour-;i.-. statmtnx. tire
not so important as the quality
of talent. but it is hard to lie-
llL'y'L‘ that worm-n are 'lS 1m;
talsnted as the statistics imply."

Aptitude measurement is; the
specialty of the Johnson ()‘Cor.
nor Research Founoutiun and its '
Human Engineering Laboratory.
“inch has tested SOUJlUO pecple
over the past 50 years. Of 22
distinct aptitudes—t'ir.;:er dex-
terity. tonal memory. "graphe-
ria.” ere—men 'and women are
equal in 1-1. women CXCL'l in
six. men in two. These two
aptitudes are grip. or phys'cal
strength. and “structural Visual-
ization," or the ability to vis.
ualize things in three dimen-
sions, an ability that "seems
central to the technicalscmn-
tific professions (engineering.
architecture. surgery. mechanics.
buildingl." Hen-ever, “the ex-
act figures are one woman in
four. one man in two." A
paper on “The Potential of
Women" by the Human Engi-
nee-rin: Laboratory [3-17 Beacon
St. Boston. Mass... 02116.I sug-
gests that only cultural bias
keeps these professions from
exert remotely approaching a
25% female population.
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Women on Journalism Faculties ~ 1971-72
United States Colleges and Universities

Academic Rank
women's per-

Rank Igtgl §33_ flgmgg_ centage of
total

Administrators: deans, directors, '
chairmen, etc. * 177 177 0 , '0 %

Professor 377 370 7 1 3/“ %

Associate Professor 365 395 20 5 1/2 %
Assistant Professor #67 H3“ 33 7 %

Lecturers ‘ 212 190 22 10 1/2 %
Instructor 266 229 .37 13 3/” %

Visiting lecturer or professor 19 16 3 15 3/“ %

Part-time Lecturer 11“ 106 8 7 1/2 %

Teaching Fellow 1 ‘ 1 0 O 8
Extension Education 1 O .1 100 %

Others .131 _1_9_'4_ _1_0_ 8 3/“ %

TOTAL 2,113 1,972 1H1

Hinus administrators duplicated
in other academic rank lists a.3§2. 159 __£1

AC'rugu. Tomi. 1,951; 1,313 1% 7 1/u %

* at 170 schools

Schools with N0 women on faculty 90 52 1/u %

Schools with only one woman on faculty #8 28 3/” %

Schools with_two women on faculty 17

Schools with three women on faculty 8

Schools with four women on faculty 4

Schools with five women on faculty 2

Schools with nine wonen on faculty 1
375

81% have none or only one woman on faculty
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Table SJQQ

RQLQQDKflqce_Q£ all;physicians in various specialiticsrmho are,women

Speciality % Women Speciality % Women Speciality % WOmen

Medical (total) 9.0 Surgical (totall 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 Gynecology ' Occupat'l Med. 3.1
Gastroenterology 2.3 Ophthalmology 3'2 Pathology 11.6
Internal Medicine 5.4 Orthopedic 0‘5 Psychiatry 12.5
pediatrics 20.3 °t°1aryng°1°9y 1‘0 Physical Med. 15.2
Pulmonary 8.0 Plastic 2'7 Preventive Med. 12.1

Other surgery 0'4. Public Health 18.5
General Practice 4.2 Radiology 4.8

Other 7.4

Table SJDb

.Percentaqe of all nhvsicians
are women
in various professional activities who

Speciality All Office based Hospital based Other
practice practice activity

General practice . 3.6 9.6 ‘ 7.7
Medical Specialities . 6.4 13.5 10.9
Surgical_Specialitjes 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

.r.ww“”u...

Goals for Women in Science
Women in Science and Engineering
Boston. Massachusetts
August 1972







Tug PROFILE or NEDICAL PRACTICE
Center for Health Services Research
American Medical Association
1972 Edition. P. 104

TABLE 52 .. DISTRlBUTlON OF PHYSICIANS AMONG SPECIALTY GROUPSc
BYSEX.DECEMBER3L19?1

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

Specialty Group in Group in Group in Group in Group

Total 22,563d 100.0 296,136°
53,896 18.2
5h.6l769,l5h
18.34915.67121,2hi
13.5859.9029.A7I30,250

General practice 2,h62
internal medicine 3,2“2
Surgery 855
Obstetrics/gynecology l,hZI
Pediatrics A,2h7
Psychiatry 3,209
Radiology 754
Anesthesiology l,655'
Pathology l,h35
Other 3,283

.c...

...a csrww~oowaarm~tmxlwrooc‘uz-o -s..no

CrSource: Special Tabulations from Physician Records, l97l. American Medical Association
d-Exciuees A,h7i physicians (#81 not classified, 3,539 inactive, and “Si address unknown).
c-Excludes 2i,653 physicians (3,0“8 not classiFied, 15,3#9 inactive, and 2,756 address unknown).

TABLE 53 -- APPLICANTS AND ADMISSIONS TO MEDICAL SCHOOL BY SEX,
SELECTED YEARS 1929-1930 THROUGH 1970-1971

Women as
Men Women Percentage

FirsteYcar Number Number Percentage Number Number Percentage of Total
Class Applicants Accepted Accepted Applicants Accepted Accepted Accepted

1.81 315 65.5
632 321 50.8

1.390 #00 28.8
1,026 ska 53.0
1.696 856 50.5
l.95l 9811 50.11

.P V"1929-30 13,179 6,720 51.
1939-ho 11,168 5,890
i9h9-50 23,0uh 6.750
1959-60 13.926 7.968
1966-67 16,55h 8,267
I967-68 l6.773 8,718
l968-69 19,021 9,116 2,097 976 h6.5
1969—70 22.176 9,536 - 2,289 1.011 uh.2
1970-71 22.253 10,203 . 2.73h 1,297 h7.h
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TABLE 54 -- PERCENTAGE OF WOMEN IN SELECTED.
PROFESSIONAL OCCUPATIONS,‘ 1970

Occupation . Women as Percentaqe of All Workers
Lawyers 3,5
College presidents,professors.instructors
CiercyDoctorsEngineersDentistsScientist:BiologistschemistsMathematicians
PhysicistsNursesSocial workersLibrarians

—o
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l-Scurcc: U.S. Bureau of the Census, Concus g: PopqufionIISGO, VoI. l, table 202. pp. 528-33,
in: Epstein C.F., Woman's Place (BEFEETEy; University of California Press, I970),P.7.
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Table 2. Demographic and Background Characteristicsof American College Faculty, by Sex: 1969(Percentage Distribution)
Item Description and All Institutions In Two-Year Colleges In Four-Year Colleges In UniversitiesQuestion Number Men Women Total Men Women ' Total Men Women Total Men Women Total
fig: (87)Over 60 (born before l909)- - 7.7 10.451-50 (born 1909-1918) 15.7 17.741-50 (born 1919-1928) 2b.? 26.436-40 (born 1929-19l3) '. 14.531-35 (Lot: 1934-1938) ’30 or less (born after 1938)
Race (89)WhiteBlackOrientalOther
Citizenshig (65 a,b')Not U.S. citizenU.S. citizen, naturalizedU.S. citizon, native .
Father's Educational Attainment (79b)Eighth grade or lessSome high schoolCompleted high schoolSome collegeColltge graduateSome graduate schoolAdvanced degree
§£}1ginus Background (78a)

ProtestantCatholicJewishOtherNoneNo answer
Current Religion (78b)l’rot cstantCatholicJewishotherFumeNo answer

Pop-raw

owc~omm~o o-..o.o r—NNmV-‘rob

Marital Statua (85)“ Currently marriedDivorced, separated, widowedNever married
Number of Children (86)None 29.7 61.9One 18.0 11.5Two - 25.9 12.7Three or more 26.3 13.9

ADDITIONAL cor-nu or 'n-us "sumac" anon-r (VOL. s.‘ so. a. 1970) WW I! OITA'N'Omom THI PUBLICATIONS owmou. AMERICAN COUNCIL on :oucanou. on: out-our
CIRCLE. wAsmNaroN. o.c. . 200:0. nan: new-r 33.00 m: COPY wn'n voun onozn.
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Enrollment trend: in 1.071 8

TABLE 6 Enroumem changes between (all 1970 and fa" 1971 In four-you
co'Joges {and universities

A II exceptingrpecuh;ed molic Public Private Privateinst/muons universities four-year universities four-year
Total graduate (in allpost-11.14. programs]

Tomi
Mun
14'omerr
Mack
Spanish surname

Fiat-lime graduate (allpost-BA. programs)
Total 299 2.8 3.0
Men 265 0.7 . 0.8
Women 260 4.7 4.6
Black 131 11.2 12.2
Spanish surname 103 35.8 82 33.0

'lncludes professional and other speciaIized schools-medical. art. theohglcnl. etc.
'1' Number of institutions reporting data for {all 1970 and I911.
* Percentage change between 1970 and 1971.
§ Data not available.

8717’0/[7726/7! Fer/(Z51 in 1971

A Technical Report Sponsored by
The Carnegie Commisxion on Higher Education







AFFIRMATIVE ACTION CAMPUS CONTACTS

Alabama A & M University
Normal, Alabama 3J762
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. Katie W. Ligon
V. P. for Student Affairs
Auburn University
Auburn, Alabama 36830
-Dr. W. S. Bailey
V. P. for Academic &
Administrative Affairs

President’s foice
*-(Insert)_University"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, Alabama 35486
Dr. Joseph T. Sutton _
V.P. for Institutional Studies 6 services
P.O. BOX 6156
also: Compliance Offrcer for U. of Ala.

University of California, Berkeley
Berkeley, California 94720
Ms. Colette M. Seiple
Affirmative Action Coordinator
Office of the Chancellor
200 California Hall
University of California, Davis
Davis, California 95616
Mr. Dennis Shimek
Personnel Office
312 Mrak Hall
v. F. Dukes '
Vice Chancellor - Academic Affairs
University of California, Irvine
Irvine,California 92664

_Ms. Eloise Kloke
Assistant Chancellor for Administratio:

of
Cal

lif tn2 e
fornia

Universit
Riverside

C
i

Y?J
9

Mrs. Sue Scott
Personnel Manager
University of California. San Diego
P.0. Box 109, IaJolla, California 9203?
Vice Chancellor Paul Saltman
Affirmative Action Coordinator -
Academic Personnel

Vice Chancellor Bud Sisco
,Affirmative 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



Colorado State University
Fort Collins, Colorado 80521
of. Donald D. Rohdy ’
Affirmative Action Director
1835 Dayton Drive
University of Colorado
Boulder, Colorado 80302
Mr. Frank Ives
Director.of-StaffePersonnel.
Regent Hall 122
University of Connecticut
Storrs, Connecticut 06268
H8. Gail Shea
Box U-86
Bertram W. Wilson
Personnel Services Division
Box U-75
University of Delaware
Newark, Delaware 19711
Mrs. Jeanette Sam .
Affirmative Action Coordinator
307 Hullihen Hall
Florida A 6 M University
Tallahassee,_Florida 32307
Dr, Eva C; Wanton
P. O. Box 326
Florida State University
Tallahassee, Florida 32306
.Dr. Freddie L. Groomes
200 WéscOtt
University of Idaho
Moscow, Idaho 83843

Southern Illinois University
Carbondale, Illinois 62901
Mr. Jerry Lacey
Assistant to the President for
Affirmative Action

Anthony Hall, Room 309A
University of Illinois
Chicago, Illinois 60680

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
Ames, Iowa 50010
Warren R. Madden
Assistant Vice President for
Business and Finance

125 Beardshear
University of Iowa
.Iowa City, Iowa 52240,
Dr.~George Chambers
Vice President for Administration
lOl'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, Kentucky 40601

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

University of Kentucky
Lexington, Kentuckv 40506

Mrs. Nancy T. Ray
Coordinator
Affirmative Action Plan
7 Administration Building

University of Maine
Portland, Maine 04102

Dr. Donald R. McNeil
Chancellor
228 Deering Avenue

Mr. Herbert L. Fowle
Vice Chancellor
Office of the Chancellor
107 Maine Avenue
Bangor, Xaine 04401

University of Maine
Orono, Maine 04473

Mr. Paul Dunham
E.E.O. Director
Alumni Hall
Massachusetts Institute of
Technology
Cambridee1 Hassachusetts 02139

Mr. James C. Allison
Asst. to President for Minority

Affairs
77 Massachusetts Avenue, Rm. 4-144

_ University of Michigan
Ann Arbor, Michigan d8104

Hr. Fedele F. Fauri
201A Administration Bu ildinng

University of Minnesota
Minneapolis4AMinnesota SSASS

Ms. Lillian a. williams
Deputy Equal Opportunity Officer
419 Merrill Hall
Ms. Nancy L. Groves
Equal Opportunity Officer, Academic
Administration
217 Morrill Hall

.Nississippi State University
State College) Mississippi 39762

T. K. Martin
Drawer J
University of Missouri
Columbiaiwflissouri 65201

Dr. A. G. Unklesbay
Vice President for Administration
321 University Hall

University of Nebraska
Lincoln, Nebraska 68508

Mrs. Barbara J. Coffey
Assistant to the President
303 Administration Building
114th & R Streets
University of Nevada at Reno
Reno, Nevada 89507

Mr. Harry Wolf
Rutgers University
New Brunswick1 :ew Jersey 08901

Ms. Blenda J. Wilson
Executive Assistant to the President

New Mexico State University
Las Crucesinew Mexico 88003

Mr. Richard Hermes
‘Personnel Director
Box 3AA



University of New Mexico
Albuquerque, New Mexico 87106

Lawrence C. Yehle
Director of Personnel
1717 Rome N.E.
Cornell University
IthacaliNew 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 Personnel
and Employee Relations

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

State University of New 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 Opportunity Program

North Carolina A s 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 ForksJ North Dakota 58201

Mr. Gerald M. Skogley
Vice President for Finance

Kent State University
Kent, 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 Development and

Public Relations
P.O. Box 458
Oklahoma State University .
Stillwater, Oklahoma 74074

Hr. Gene Turner, Director
Personnel'Services

' Nhitehurst 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

Hrs; Lorenza Schmidt
Interim Director
Office of Affirmative Action
Doom 8, Chapman Hall
Pennsylvania State University -
University ParkL Pennsvlvania 16802

Mr. Ray T. Fortunato
Assistant V.P. Personnel Administration
108 Willard Building
University of Puerto Rico
Rio Piedras ”norrn n<nn 00931

Salvador Acosta Rodriguez
Assistant to the Director
Office of Academic Affairs
Central Administration
P.O. Box AD-U,P.R. Station
University of Rhode Island
KingstonJ Rhode Island 02881

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

Hr. Eugene Mailloux
Director‘of Personnel
Lower College Road
Clemson University
Clemsonj South Carolina 29631
Hajor General Allen W. Rigsby
Executive Vice President
South Carolina State College
Oranncburqj South Carolina 29115
Dr. Algernon S. Belcher
Vice President for Academic Affairs

University of South Carolina
Columbia, South Carolina 29208

Dr. William H. Patterson
Provost
South Dakota State University
Brookings, South Dakota 57006
Mr. Wés 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 774A5

Dr. Ivory Nelson
Vice President for Research,
Special Programs.
Texas A 8 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
' LubbockL Texas 79609
Dr. S. M. Kennedy
Vice President for Academic Affairs



Texas Tech University -6-
Lubbock, Texas 79409
Hr. Carlton Dodson
Resident Legal Counsel
Mr. F. J. Wehmeyer
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 Lorene L. Rogers

University of Utah
Salt Lake Citv, Utah 84112

Mr. J. Leonard
Civil Rights Officer
Park Duilding

' Utah State University
Logan, Utah 84321

Dr. Richard Swanson
Vice Provost
Dr. Evan Stevenson
Asst. Vice President for Business

University of Vermont
Burlington, Vermont 05401
Dr. Dolores Stacker
Assistant to the President for
Human Resources

Presidentls Office
Virginia State College
Petersburg, Virginia 23803
Dr. Walker duarles
V.P., Administration

Washington State University
PullmanL 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
Milwaukee, Wisconsin 53201

Dr. Clyde Jaworski
Director of Operations
University of Wyoming
Laramie, WVoming 82070

Dr. James Ranz
Vice President for Academic Affairs
Room 206 Old Main '
Mr. John W. Jackson, Director
Placement Service
Room 218 Knight Hall

-Mr. Nick Kaan, Jr.
Director
~Division of Personnel
Room 408 Old 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
Detroitinichigan 48202
Kenneth M. Smythe Esq.
Room 991
5050 Cass Avenue
Alcorn A S 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
BozemanJ Montana 59715
COCO Dye
Acting Personnel Director
University of Hawaii
HonoluluJ Hawaii 96822
Thomas N. Arnctt
Director of Personnel
1633 Bachman Place
Sinclair Annex 2, Room 2

Kent State University
.Kent, Ohio 44242
1"'Susan Reis
Office of Human Resource Utilization

Eirvi_la Polytechnic Institute
a 1 State Universitv

Bla:k burg, Virginia 24061
Mr. Walter H. Ryland
General Counsel
Univ rsity 0. Massachusetts
Bostm1 Massachusetts 02108
Mr. Peter Kaplan
Staff 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 Orange, 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 (l) 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 somewhat

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):

t1) 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.

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.

Professional (excluding technical workers):

‘(1) 57% male and 43% female (with appropriate adjustment

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.

0. Technical Workers:

(1) 74% male and 26% female;

(2) 92% white and 8% black.

d. Clerical Workers:

(1) 25% male and 75% female;

(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

selective 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 87.8% female;

(2) 89% white and 11% black.



b. Legal, Administrative Management and Related Classes (which

includes Administrative Officer 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% maleand 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

current utilization, as distinguished from total hypothetical availability. However,

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,

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:

"Managerial"

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

(2) By race, 90% white and 10% black.

"Profession a1"

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

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

"Technical"

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

(2) By race, 90% white and 10% black.

" 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

kissulty

(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 approxi-
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 Iuly ,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 (Iuly l, 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 eac
position will carry. ""’

(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 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 year periods . However, your annualprogress 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 (Iuly l , 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.
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AVAILABILITY STUDY REPORTING FORMS Form No. 1, page one

School/Department:

Individual Completing Form:

PART I.— 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



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:



Date:

School/Department: Form No. 2, page one

Individual Completing Form:

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

1. Outline below the basic educational and experiential requirements for
appointment to your EPA non-faculty positions by functional category.

2. How many peOple in the United States meet the basic educational and
experiential requirements outlined in #1 above by functional category?
(Complete charts below)

OFFICIALS AND MANAGERS PROFESSIONALS

Number Percent ' Number Percent
White Male White Male

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

i__ Number Percent
White Male

White Female

Black Male

Black Female

Other Male

Other Female

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. List sources of data:

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

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. 2, page three

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

a. Describe the pool by functional category:

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

OFFICIALS AND MANAGERS PROFESSIONAL

Number Percent Number 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 TOTAL'

TECHNICIANS

Number Percent
White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL
Lu—c—o



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
' SCHOOL/DEPARTMENT EPA FACULTY

COMPLETED BY

TABLE I TABLE II
PROJECTED FACULTY COMPLEMENT

PRESENT FACULTY COMPLEMENT FOR ACADEMIC YEAR 1975-76
(According to October 1973 Tabulation) (Reflecting Anticipated Promotions

and your Projected Hiring Goals)

0t er White Black Other Total
L-TIME F M F F / / // M F M F M F M F
Department Head /////////////

Pr°fess°r ' /////////////
Associate Professor - - n

/////////////

/////////////

/////////////
Lecturer iLUl/JJLU

/////////////
1////////////fqa_tsly,.t
//;//////////

/////////////
rofessot ‘ ‘llllj //

////// /// //
Associate Professor j/// //// //

/ / ‘ //
Assistant Professor //// ////

////////// //
Instructor /// // ///

Assistant Professor

Instructor

SUB-TOTAL“' " M""3ng ‘ .. ' a :-;.:V 1:41.: 13::

PERMANENT PART-TIME

Lecturer // /
//// / /// /

Visiting // / /
////////////

SUB-TOTAL /////////////
"7////////7777

TOTAL f] / // /..

*PERMANENT PART-TIME - Individuals working lees 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. This does not include
. t appointments which should be reported as ful ne by their major departments. The numbers Wth’
giggrsg be filled in here are not supplied in the O ober tabulation and will need to come from your on



AFFIRMTIVE ACTION PLAN
SCHOOL/DEPARTMENT EPA FACULTY
COMPLETED BY DATE

WORK SHEET FOR TABLE II
mun-‘-

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 F M F M F Mr F

De artment Head:rvzeSsov
Professor

_ . .- W w.««uw~ h” .n... _ ~. .1 ,n ” _-n-1
,.‘~\. ° |-‘."‘ _

Assoc1ate Professor ‘ ' " '~ -"‘-' ‘ --- “ ""- ' - -~ ~- ‘ - ~ ~“
-' " . w:.r":n" -'~'I+('.SL“”»)T'A331stant Professor ‘ “ “ ‘ " “" ' ‘" ' —“ - r" ‘ ' ' “ - "“ '~~ "‘
"%“r:« ;YInstructor . __ u -"m . .c .___ .__. -. -w _ _ . ....ru

.Lecturer

SUR-TOTAL
A B C q

TOTAL
f///////////[///jj//////[////////////////////////LL///[/////[j//////j//////[lj///////j//////////////// ([1

PERMANENT PART TIME*

Professor

Associate Professor

Assistant Professor

Instructor

Lecturer

Visiting

SUB-TOTAL
A B C D

TOTAL L‘1 ‘l I 4
No. A + B =-' C *Individuals worki’ less than full time and being paid accordingly b-

C a 1) hired for a term 12 months or more or for a stated term of one a‘
10min year or morn.



SCHdoL/DEPART333I
AFFIRMATIVE ACTION PLAN

COMPLETED BY

FULL-TIME

A A- i _.-‘-
Estimated Number
of Positions
Expected to
Become Vacant
(1973-1976)

EPA NON-FACULTY

WORK SHEET FOR TABLE VI
.d-- m' 4‘ -n

Total
Positions
to be
filled
(1973-76)

Estimated Number
of Newly Created

Positions
(1973—1976)

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

(1973-1976)
NHIT BLACK OTHER TOTAL
M

E
F M F M F M F

BISficials & Manag H
ept.f€Do not include

Professionals

Technicians

SUB-TOTAL

j

*ads)

TOTAL
A B

I
C D

.U/H/////mun/////////L/_/_/_L/////U//////

EEQEAHENT PART TIME*

/L/[/[[[/ll/L//[/Z///l///LL/[L//// /L///////////[//////////////
l

Officials & Managers

Professionals

Technicians

_§m4mn

IOTAL ——- I YA Ann-A A

e: A + 3 - c
C ' P

*Individuals w
hired for a term
demic ear.

ng less than full time and being paid according
of 12 non:

but
hs or more or for a stated term of on aca—



AFFIRMATIVE ACTION PLAN
EPA FACULTY

SCHOOL/DEPARTMENT . DATE

COMPLETED BY

TABLE III TABLE IV
TOTAL FACULTY COMPLEMENT PROJECTED FACULTY COMPLEMENT

(According to October 1973 Tabulation) (For Academic Year 1975-76)
See Table I See Table III

Availability Full Time Part Time Total See ‘ Full Tim Part Time Total
Percentages No. Z(b) No. %(c) No. %(d) Note(e) No. % No. % No. Z_———.

White Male

White Female

Black Male

Black Female

Other Male

Other Female 2

TOTAL 1.0070 100% £907. - a} i hoax £002 100%

(a) These percentages should be taken directly from the charts you completed in questions #2 Q: #4 of Form 1.
(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

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.





APPENDIX G

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 impediments 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 employment 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 monitored

continuously to determine whether any individual or class has been or is being

. affected adversely, contrary to the principle of equal employment opportunity.

In any case where discrimination based on race, 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 Emp_loyment 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

Action Date of Initiation Schedule Responsibility

Post summary of pro— Date Plan approved Continuous Associate EEO
visions of Plan on by HEW '- ‘ Director
employee informational ' ~
bulletin boards
(86W)

Furnish copy of Isum- Date Plan approved Continuous Associate EEO
mary of Plan to each by HEW Director
incumbent employee '

Maintain copies of Date Plan approved Continuous EEO Director,
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.



f5.

,/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 respon 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

Within 30 days
after Plan approved
by HEW

Commencing sche-
dule within 30 days
after Plan approved
by HEW

Date Plan approved
by HEW '

Date Plan approved
by HEW

Immediate

Within 30 days
after Plan approved
by I-IEW

Schedule

Annual

Annual

Continuous

Continuous ,
within 10
days of date
of hire

Continuous

Annual

Responsibility

EEO Director,
Associate EEO
Director

EEO Director
Associate EEO
Director, and
pertinent divi—
sion supervisors

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



11.

it}

1.

o
2.

Actigg ' Date of Initiation

Publicize EEO develop- Immediate
ments, progress reports
in office publications ‘

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

B. External Dissemination of Information '

Action Date of Initiation

Within 30 days
after Plan
approved by HEW

Inform all 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

Immediate

Incorporate the Equal Immediate
Opportunity clause on
all letterhead stationery

Within 30 days
after Plan
approved. by HEW

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

Immediate

Schedule

Continuous ,
a s periodic—
ally warranted

Responsibility

EEO Director

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

Schedule Responsibility

Every 6 mos . EEO Director,
for esta- Associate EEO
blished Director
sources , ,
immediately [1
upon identi-
fication of
new source

Continuou 5

Continuous

Annual

’ Continuous

EEO Director ,
Associate EEO
Director

Associate EEO
Director '

EEO Director

As sociate 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

Provide written notifica- Within 30 days
tion of Plan to all sub- after Plan
contractors, vendors, and approved by HEW
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
Director

Annual EEO Director,
Associate EEO
Director

Continuous , EEO Director
as periodical-
ly warranted
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US. DEPARTMENT OF LABOR
OFFICE OF FEDERAL CONTRACT COMPLIANCE

WASHINGTON. D.C. 20210
CHAPTER 60 .. om" or Foduol comm compliance,

Equal Employment Opportunity, Department of Labor
lRt’flrinl [ram “OHM. IEGISHI, VOL 36, NO. IJ4—SAIUIDAY. DECEMIEI 4, l9"

80235231813
I~I.I- {Ift’FH'I‘:ir’Iisif...i«ri.ii

KI, [P
Title 41—?PLJ.Pi
Aid”0L‘s-3' Eli:iv

Chapter 60—Ofiice of Federal Con-
troct Compliance, Equn! Employ-
ment Opportunity, Department of
labor

PART 60-2—AFl'li2Iu'Il‘JlVE ACTION
PROGRAMS

On August 81. 2971. no tice of proposedrule ma‘ rig; nuns pub: mied in the Fit)-
Icui. Hunt” (36 FR. 17144) \n‘th re.
gard to amending Chapter 60 of Title 41
ot the Code of Federal Regulations byadding a new Part 60-2. dealing with
affirmative action prournrns. Interestedpersons were given 30 days In which tosubmit written comments. suggestions.or objections regarding the proposedniricndnientsliming ccn:i.'l«II.cd all relevant mite-rial 5r:'irnittI cl 1 have c‘ecdid to .d dohi‘rf‘lig .U'I'i'Ti'I'u \..Ifillet Cu or T‘ti C41 (Itthe Cone of Isdean] Regulations by adri-tuba new l’urt 00-2. reading as toilonz.

$ubport A—GeneralSec.60-1! i Title. purpcce and scope.60—22 Agency Action.
Subpcrt flmflequired Content: c! AffirmativeAction Program:

Gov-2 l0 Purpose of attir‘nrotive action pro-gram.60-2 ii Required uti‘i..1tII:n orralvsis60-212 hull)“:'.ment of gears and time-[B'.‘tl.‘3.60—213 Audit!onai recruired ingredients 0.anlznimive nctilin programs.60-2.” Compliance status.
Stalwart C— Methods of Implementing theReguirements of Sebpart t‘

Dewlopznent rr«r reamrm: trnr i o! the(Inuit tnipi'rofinent quintunityt‘alic y.Dz. zomirrtttrou u.’ the policy.il:~-.p-r:~.:iri.rt)' for Implementation.ld-‘lith'u'a’rc‘fll of problem more; in;ormnrznirr-n unit. and July chum-{mutt-In.liIrvrIlnpnzerI! :ili'l (mention 0! pro-[:rnnrs.interm-i audit and reporting: 55‘:-'"HIT60- Bu1Pth Ir! action prom.urns.
Suliport burdiuclioneous60 ...' ‘ Line of goals.(Milli! t"rIIII;rI.iItion.till 23.? Gtrpczxcrtnrr

Avrrmmri‘ 1hce FIIIKIIJUH'I at this Part60 2 in‘dit‘Il pin-mam to IN. 201. ExecutiveOrder iiifiti (fro i'lI WHO).

Subpart A-Generol
§ 60-2.! Title. purpose and scope.
This part simil also be known as "Re-vised Orr'cr No. It. " and 5111‘.” cover non-constmction contractors. Section 60—1320of this Chapter. Arhnnative Action Com-pliance Programs, requires that Within120 days trozn the conurmncenicnt o.’ acontract eec‘n prime contractor or sub-contractor with 50 or more employeesand a contract of 550.000 or more de-velop a written ntiirrnntive action com-pliance program tor each of its fitnbhsh-ments. Mid such contractors are nowfurther required to revrse existing writ-ten affirmative action pmjmrns to in-clude the chm:'(5 eniboctitd in this or c:withn l2 0 (hrs of its publication in theFrozen. RECYS'LIZR. A review of t:i.CllC)'compliance surveys indrcatcs that manycontrncwrs do not have utinnntive ac-tion pmtzrtuns on tile at the time anestabltchment is visited by a complianceinvestigator. This part details the agencyrct'iew maritime and the results at acontructor's troluze to develop and main-trzin an affirmative actzon proszmm andthen set forth detailed guidelines to beused by contractors and Government

agencies in developing and judging these
programs as well its the good truth cilor'trequired to transform the program: (mmpaper commitments to cruel employ-ment opportunity. Subports B and C areconcerned with affirmative action plansonly.

Relief for members at an "affectedclans“ who. by Virtue or past discriri. ina—tion. continue to suffer the present check;or that discrimination must either beincludrd in the corrtmetor's ai‘‘nrrrativeaction prom run or be errihodrcd in.i rcpnorate \vrittcn “corrective action" pro-gram. An “anectcd class" problem mustbe remedied in order tor a. contrrtuvor tobe considered in compliance. Section 60-?..2 herein pertaining to on rzcccptnblcaffirmative action program is; 9.1: o rippli-cobie to the failure to remedy discrimi-nation against members 0! tin “zitiictcd£1453."
§ (IO-22 Agency action.

In) Any contractor remnrcd by :éGO-1.40 of this chapter to dereinp an aimin-ntive tictiorr program at each of his.(‘.’»l;tbli5h:rir‘iii:‘. who has not tCIiIliliit‘dfully With that section is not In compli-Mice With ltmcutrve Order 11946, esnrnciidul t30 F ii. lCElOI. Until suchprom-on"; nrrI ticvcioz-ed our! forum to DCamt-cplih‘ e In orunitlrt‘t' ‘A'ilil the stunti-Irris :Inr' [hill-".1: .\ sit truth In Sat 60--2.10 tinourzh GI) 133:1, the t‘orrtrrrcim Isirmbic tc. corzii-lv With the corral employ-ment opportunity clause.

(b) It. in determining such contractor'sresponsibility {or en award of a contract.it comes to the contracting onicer's at-tention. throuuh sources withrn hisagency or throurzh the time of FederalContract Compliance or other Govern-ment agencies. that the contractor hnsnot developed an ecu-ptrihle murmntiveectron program at each of his estrrbiioh-merits. the contracting oitrccr shall no—tity the Director and declare the con-tractor-bidder nonresponsrble unless hecan otherwise ottlnnntrvcly determinethat the contractor is able to comply Withhis equal employment obligations or. un-less, upon review, it is determined bythe Director that substantial i.«:..rres oflaw or fact exist as to the contractor'srcsnonsrbility to the extent that a hear-ing is. in his sole judemcnt. requiredprior to it determination that the con-tractor ts nonresponsrble: Pro: :ded. Thatduring any pro-award conferences everyeffort shall be made throwzh the proc-emes or conciliation. mediation and per-suusion to develop an acceptable m.iinia-tive action prortrriru meetzng the mand-0rd: and guidelines set torth in st tie-2.10throuIh CO:I 32 so that. truth: Letterm-ance of his contract, the contractor rsable to meet his equal employment ob-igations in accordance wrth the equalopportunity clause and 899' iezthle rules.regulations. and orders: l’iorined lur-ther. Tirol. when the contractor-bidder iscolored nonrespc-nsible more than cncetor inability to,cornply with the equalemployment opportunity clause ii. noticesetting a timely hearing date shallbe issued concurrently with the secondnonresmnsihiiity detennrnation in ac-cordance with the provisions of § Gil—1.26promising to declare such contrector-
bidder ineligible for future contracts andsubcmti acts.(c) Immediately upon flndinr,‘ that acontractor has no atlirmntive nctron pro-gram or that his procrmn is not accept-able to the contracting oihcer, thecompiiurrce agency representative or thel't‘Ill't‘St‘l'llilt-H'C oi the Oi'nct‘ of l-‘cdv'ralContrect Compliance. whichever 11:35made such a finding. shrill notity oiiicrclsof the appropriate compliance agencyand the (illice oi Federal Contract Com-pliance n! such tact. 'i'he cornphmccagency shall issue a notice to the con-trnctor int-inc. him 30 days to show causewhy urtorccrntut prrxccclrrius under :cc-tion 20mm 0! lITxccutrvc Order 11246, asamended. :-hould not he Institutcri.Iii )i the continrtor (arts: to shownoorl crime (or his Luluic or i.I.Ii:. to rem-edy tlint. inilrirc by dcveloprrn: unit Irri-Ii!cmt-Iitrr‘.s.' rm rrcr-rprnhie rririrrnatrve ric-tron iirnrnrun wrt‘nn 30 d.l).‘.. the corn-illinlit‘t‘ fluency. Upon the npprmnl oi the



Director, shall immediately issue a noticeof proposed cancellation or terminationof existing contracts or subcontracts anddebzirment from future contracts andsubcontracts pursuant to goo—1.26m).giving the contractor 10 days to requesta hearing. If a request for hearinrz hasnot been received within 10 days fromsuch notice. such contractor will be de-clarcd ineligible for future contracts andcurrent contracts will be terminated fordefault.:2) During the "show cause" period of30 day} every effort shall be made by thecompliance urzcncy through conciliation.mediation. and persuasion to resolve thedeliclcltcics which led to the dewnmna-tion of m>nrespoti<1lulil_\'. lf aliisfnctoryminutments desirncd to bring the con-tractor into compliance are not con-cluded. the cornpliance agency, with theprior approval of the Director. :lmllpro nptly commence formal proceednusleading in the cancellation or termina-tion of (“05!ng contracts or subcontractsand debnrmc-nt from future contractsand sub'ontracts under §60.l.26«bl ofthis chapter.
(d) During the "show cause" periodand formal proceedings. each contract-ing agency must continue to determinethe contractor's rcstnnsibihty in consid-ering whether or not to award a ne .v oradditioml contract.

Subport B—-—Required Contents ofAmrmulive Action Programs
§ 60-2.]0 Purpose of affirmative actionprogram.
An affirmative action program is a setof specific and resin t-oriented proceduresto which a contractor commits himself toapply every good faith effort. The objec-tive of those procedures plus such effortsis equal employment Opportunity. Proce-dures without effort to make them workare meaningless; and etlort. undirectedby specific and meaningful procedures.is inadequate. An acceptable a‘flrmatlveaction program must include an analysisof areas within silich the contractor isdeficient in the utilization of minoritygroups and women. and further. goalsand timetables to which the contractor'sGood faith efforts must be directed to cor-

rect the deficiencies and. thus to increasematerially the utilization of minoritiesand women. at all levels and in all seg-ments of his work force where deficien-clcs exist.
560-2.]! Required utilization analysis.
Based upon the Government's experi-ence Mth compliance reviews under theExecutive order programs and the con-tractor reporting system. minoritygroups are "loot likely to be widenin-lized in departments and Jobs within de-partments that trill within the followingEmployer's Information Report (El-)0-l) designations: eflicials and mzuialzers.prolcmionals. technicians. sales work.ers. office and cleriqu and craftsmen(skilled). As categorized by the EEO-ldesignations. women are likely to beunderutilized in departments and jobswnlun departments as follows; officials

and managers. professionals. techni-cians. sales workers (except over-the-countcr sales in certain retail establish-ments). craftsmen (skilled and semi-skilledl. Therefore. the contractor shalldirect special attention to such Jobs inhis analysis and coal rotting: for minori~tics and women. Affirmative action pro-nrauns must contain the following infor-mutton:(a) An analysis of all major Job claSSi-flt‘ntluns at the facility. with explana-tion if minorities or women are currentlybeing underutilized in any one or morejob classifications (jl-b "CltLS.~‘lflt‘leltlll"herein lllCtlllllll‘.’ one or a group of jobslmnm: similar content. ware rates andOl‘flilrltllllllt‘<" ndernti iratlon" is de-flncd as liivinn louver lllll‘lOl‘lllt‘S orwmnen in a particular job classificationthan would reasonably be expected bytheir Availability. In making the workforce analysis, the contractor shall con-ciuct such analysis separately for minori-ties and women.(1) In determining whether minoritiesare being underutilized in any job clas-sification the contractor will consider atleast all of the following factors:(i) The minority population of thelabor area surrounding the facility;(ii) The size of the minority unem-ployment force in the labor area sur-roundinc the facility:(iii) The percentage of the minoritywork force as compared with the totalwork force in the immediate labor area;(iv) The general availability of minor-ities having requisite skills in the im‘mediate labor area:(v) The availability of minoritieshaving requisite skills in an area inwhich the contractor can reasonablyrecruit;(vi) The availability of promotableand transferable minorities within thecontractor's organization:(vii) The existence of training insti-tutions capable of training persons in therequisite skills: and .(will The degree of training which thecontractor is reasonably able to under-take a". a means of making all job classesavailable to minorities. »' (2) In determining whether women arebeing undenitLlircd in any job classifica.tion. the contractor will consider at leastall of the following factors:

(t) The also of its: female tmemploy-merit fears in the labor srcas mmimmi:tit: (wiry;(ii) 'iho percentage of the formicworkforce as commuted with the totalworkforce in the htmicdlato labor arm;(iii) 'I'nc general availability of wo-men having requisite skills in the im-mediate labor area:(iv) The availability of women havingrequisite skills in an area in which thecontractor can reasonably recruit:(v) The availability of women seekingemployment in the labor or recruitmentarea of the contractor;(vi) The availability of promotableand transferable female employees with-in the contractor's organization ;

(vii) The existence of training institu-tions capable of training perilous in therequisite skills: and(viii) The degree of training whichthe contractor is reasonably able to un-dertake as a means of making all Jobclasses available to women.
§60—2.12 l-annlilislunent of goals andtimetables.

' (a) The golds and timetables devel-oped by the contmctor should be attain-able in terms of the contractors analysisof his dciicwncius and his (.‘llLll'l‘ animus.Live action pro:,1‘:‘.m.’f‘ht:s. in tchlblifilllnxthe sire ut’ his golds and the Math of histimetlulles. the contractor should con.sider the results which could mun-manybe expected from his puttinc forth everygood faith cifort to make llL‘: ovemllaffirms—title action progmm work. In de-b.-rmnnn;; levels of goals. the contractorshould consider at least the factors listedin 5 601-3.“.(b) Involve personnel relations staff.department and division heads, and 1x211and unit managers in the goal Settingprccess. ,(c) Gmls should be significant. meas-urable and attainable.(d) (hols should be specific forplanned results. With timetables for.completion.(0) Goals may not be rigid and inflex-ible quotas which must Ln: inc-L. but mustbe targets reasonably attainable bymeans of applying every coed faith ef-fort to make all aspects of the entireaftlnrmtive action procrma work.(f) In establishing timetables to meetgoals and commitments, the (rntmctcrwill consider the anticipated expansion.mutt-witch and turnover of end in thework force.(g) Goals. timetables 9nd affirmativeaction commitments must be designedto correct any identifiable deficiencies.(h) Where deficiencies xist andwhere munbcrs or percentages are rele-vant in developing COflWt-tl’e action. thecontractor shall establish and set forthspecific goals and timetables separatelyfor minorities and women.it) Such goals and timetables. withsupporting data and the analysis thereofshall be a part of the contractor's writtenaffirmatlvc action pnogtcmi 9.“.d shall bemaintained at each ustabllshzcmt of thecontractor.
(1) When:- the «attractor has notestablished a cool. his written curmu-tlve action program must specificallyanalyze arch of the [newts lLstcd inClo-2.1! and must detail his reason for alack of a (road.(It) In the event it comes to the atten-tion of the compliance agency or the‘Olhcc of Federal Contract Compliancethat there is a substantial disparity inthe utilization of a particular minoritygroup or men or women of a particularminority group, the compliance agencyor Ol-‘CC may require separate goals andtimetables for such minority group andmay further require. where appropriate.such liools and timetables by LL‘X for suchgroup for such Jcb classifications andorganizational units specified by thecompliance agency or once.



(I) Support data for the required anal-ysis and promm shall be complied andmaintained r4 part of the contractor'saffirmative action program. This datawill include but not be limited to progres-sion line charts. seniority rosters. appli-cant flow data. and applicant relectlonratios indicating minority and sex status.(m) Copies of afilrrnative action pro-grams and/or copies of support datashall be made available to the complianceagency or the Ofllee of Federal ContractCompliance. at the request of either. forsuch purlws as may be appropriate tothe fulfillment of their rcsmnci'ullitiesunder Executive Order 11248. asamended.
560.2.13 Additional required incredi-enie of affirmative action programs.

Effective affirmz‘itive action programsahnll contain. but not necenarily be lim-ited to. the following ingredients:to) Development or rea'ilmiation ofthe contractor’s equal employment op-portunity policy in all personnel actions.(b) Formal internal and external dis-semination of the contractor's policy. _(c) Establishment of responzmlltiesfor implementation at the contractor'samrmative acticn program.(d) Identification of problem ant-ca(deficiencies) l-y organizational unitsand Job clmiiiwtion.(e) llstabllrhracnt of goals and obl:c-tivcs by orzcziizamnai unit: .nd lobelucidation. including timetables forcompletion.(f) Development and execution of ac-tion printed prcm‘nms designed to elim-inate problem: fold further dcslgrmi toattain tctnbit'dacd cools and objectives.(a) Desian and implementation of in-ternal audit and reporting nysunns tomeasure eilectiveness of the total pm-firm.
(h) Compliance or personnel policiesand practices with the 89.); Discrimina-tion Guidelines (4i Cl-‘l’. Par: 60-20).(l) Active cup-port of local and ne-tienal coxumtcuty action pruzrmm rndcommunity :zervise pron-nine, drainedto impxmc the c melon-meat opportunitiesof minorities and worm. .(J) Ccneidemtlen o! minorities andwomen not currently in the workforcehaving immune claim who can be re-cmltcd through affirmative actionplasma.

{3 60.4.14 Compliance status.
lie contractor's ca’npilnnce status rlmllbe Judged clap:- hy whether or not hereaches his (15:14 rm: nun-:5 ilLl time-tables. Rather, tutti) cannactor’s coupli-thee nature than t: nun-.1: rml (te-tcrmilzed by revl‘:~..".n;r the cent mu. of Msprogram, the o-rt-xnt of his rri'ncrcm‘. tothis momma. will his cued flit!) (firmsto make his pierimn werk i-Cl'fiiti’ii tilt:rcalbation of the pee-:mm'a {trait withinthe “marbles net to? canon-con. '1 Mrsfollows l‘.ll outline c! warm! ,5 of pro-t‘rfnurc': tl::.t connectors ind ; .clnnl”melee would ll'.‘.‘ ix a 1'.ii,‘:-l‘i.r. forPSU-l‘ii'Jliii". tmplerr-rntin-I. and Judgingan neocpten‘fie iti.'l‘.1l;.‘.li? cciicu plug 3:1).

Subport Methods of Implement-
Ing the Requirements of Subport 8

§ 60-220 Development or reaffirm--tion of the equal employment oppor-tunity policy.
(a) The contractor's policy statementshould indicate the chief executive om-cers' attitude on the subject matter. as-sign overall responeibillty and provide fora reporting and monitoring procedure.Specific items to be mentioned shouldinclude. but not limited to:(l) Recruit. hire. train. and promotepersons in all lob classifications. withoutregard to race. color. reliclon. ecx, ornational origin. except where sex is abone. ilde occupational qszUlcaiion.(The term “balm lid: occuwtionnl quali-fication" has lawn construed very. n1:-rowly under the Civil ill'.ht5 Act of l004.Under L‘stcuLive Order 11246 as amendedand this part. this term will be construedin the same manner.)92) Bue decisions on employment soas to further the principle of equal em-ploymentopportu‘uiy. -(3) Insure that promotion decicionsare in accord with prizciples of equalemployment opportunity by imposingonly mild requirements for promotionalopportunities.(-i) Insure that all pcrropnel actionssuch as compounded. tcnzflts. trmsfers.layous. return from laioil', awnpanyapemored intinln .1. education. tuition cs-tlstmce. social and recitation programs.will be administered althout regard torace. color. religion. sex, or nationalorigin.

§60-2.21 Dissemination of the policy.
(a) The contractor should disseminatehis policy internally as follows:
(1) Include it in contractor's policymanual. ,
(ll) Publicize it in company newspaper.magazine. annual report and other media.
(3) Conduct rwt‘inl inactinsrs with ex-ecutive, tournament. and sepcrdsorypersonnel to explain intent of policy andindividunl twmnslblllty for effective im.

plcmentsition. puking clear the chief ex-ecutive oillcer'a attitude.
(4) Schedule special meetings with allother employees to (new; policy and ex-plain individual employee responsibilities.
(5) D‘qur. tl.e poL'cy ihomughly inboth employee orientatlcn and manage-ment training: programs.
(6) Meet with union ottiu'nls to informthem or policy. and request theirCooperation.(7) Include nondiscrimination clausesin all mic-:1 armaments. and review allccntrcctu: l prmlwtcns to ensure they areneutrino:lzlzivizitory.(ll) Publlz'li rri ieles covering EEO pro-grams. prcgt‘ms reports, pminotions.etc.. of minority and female employees.in company publications.(9) lot the policy on company imi-iCiUl bt"'.~,"C3.(10) When employees HY featured inpro:lu-.t or renounce mivrztlsi‘ic, em-ployee illUl‘il‘tHizs or rzimilar publicationsboth minority and nenndnomy, menand wnmm thotld be pittiucti.

(1!) Communicate to employees theexistence of the contractors affirmativeaction program and make available suchelementn of his program as will enablesuch employees to know of and availthemselves of its benefits.(b) The contractor should dissemi-note his policy externally as follows:(i) Iniorm all rccruitini: sources ver-bally and in writing of company policy.stipulating that those sources activelyrecruit and refer minorities and womenfor all positions listed.(2) hicorpomte the Equal Opportu-nity clause in all purchase orders. leases.contracts. ctc.. covered by ExecutiveOrder 11245, as amended, and its im-plemeniing regulations.(3) Notify minority and women's or-ganizations. community agencies, com-munity leaders. secondary sclmels andcolleges. of company policy. preferablyin writing.(4) Communicate to prospective em-ployees the existence of the contractor'safllrmntive action program and makeavailable such elements of his programas will enable such prospective employeesto know of and avail themselves of itsbenefits.(5) When employees are pictured in'consumer or help wanted advertising.both minorities and nonminorlty menand women shoutd be shown.(6) Send written notification of com-pany policy to all subcontractors. ven-dors and suppliers requesting appropri-ate action on their part.
§60-2.?2 Responsibility for implemen-lotion.

(a) An executive of the commutershould be appointed as director or :‘1 sn-ager of company Equal Opportunity Pro-grnms. Depending upon the she andgeographical alignment of the comrczxy.this may be his or her sole rcsponsxblllty.lie or she should be given the nocnenrytop management support and stalling toexecute the assignment. Ills or her 'identity should appear on all internaland external communications on thecompany's Equal Opportunity Pi‘O.’ff'9..'lls.His or berg-35 . ‘ .) test; on 2. m.- u' e,bIIFh‘Et nccégsnzily be *lipglted 15:“ “‘ ’ 'n) Dayciopmé: fielia‘y‘ stale-menu, af-firmative action programs. internal andextemal communication techniques.(2) Assistuig in the identification orproblem areas.

(3) Assisting line management in arerlvlng at solutions to problems.(4) Daslmiinz and bnplcmmtiugaudit and reporting eyslcme that mail:(1) Measure clieci-ivenets ol’ tn: can-trrctor'a programs.(ii) Indie-lie need for remedial cotton.(iii) Determine the decree to which inccontractor's goals and objectives havebeen ai-toinm.(5) {serve as liaison between the cen-tmctor and enforcement onexmiex.(‘5) Serve no liaison bctmwi the cou-traetor and minorityor:1r;l.~.:iimm, woul-cn’s erminlrotions and coma-unity not tungroup". concerned with employment cp-portunitics of minoritim and women.
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(7) Keep management. informed oflatest developments in the entire equalopportunity area.(b) Line responsibilities should include.but not be limited to. the following:(1) Assistance in the identification of 'problem areas and establishment of localand unit goals and objectives.(2) Active involvement with localminority organizations. women's organi-zations. community action groups andcommunity service programs.‘3) Periodic audit of training pro-grams. hirinr‘: and promotion patterns toremove impediments to the attainment ofgoals and objectives.(4) Rrgular discussions with localmanagers. supervisors and employees tobe certain the contractor's policies arebeint: followed.(5) Review of the qualifications of allemployees to insure that minorities andwomen are given full opportunities fortransfers and promotions.(6) Career counselingployees.(7i Periodic audit to insure that eachlocation is in compliance in area such as:1i) Postcm are properly displayed.(ll) All facilities. including companyhousing. which the ccntmc fur maintainsfor the use and benefit of his employees.are in fact desegregated. both in policyand use. If the contractor provides fa-cilities such as dormitories. locker roomsand rest rooms. they must be comparablefor both sexes.(iii) Minority and female employees

for all em-

Il

are aflorarti a full opportunity and arewtsencouraged to participate in allmySponsored educational. training. recrea-tional and social activities.(a) Supervisors should be made tounderstand that their work performanceis being evaluated on the basis of theirequal employment opportunity etfortsand results. as well as other criteria.(9) It shall be a responsibility ofsupervisors to take actions to preventharassment of employees placed throughaffirmative action ctforts.
§ 60-223 Identification of problemareas by organizational units and jobclassifications.
, (a) An in-depth analysis of the fol-lowing: should be made. paying particularattention to trainees and those categorieslisted in §60-2.11td).(1) Composition of the work force byminority group status and sex.
(2) Composition of applicant flow byminority group status and sex.(8) The total selection process includ-ing position descriptions. DOblllOl'l titles.worker sixrcifleations, application forms.ltitct'view procedures. test administration.test validity. referral procedures. finalselection process. and similar factors.(4) Transfer and promotion practices.«5) Faculties. company sponsored rec-reation and social events. and specialpronrams such as educational assistance.(6) Seniority practices and seniorityprnvimons of union contracts.'7) Apprenticeship programs18) All company training programs.formal and informal.t9) Work force attitude.

(10) {Technical phases of compliance.such as poster and notification to laborunions. retention of applications, noti-fication to subcontractors. ctc.lb) If any of the following items arefound in the analysis. special correctiveaction should be appropriate.(ll An "underutihzation" of minor-ities or women in specific work elitist-lications.(2) Lateral and or vertical movement, of minority or female employees occur-ring at a lesser rate iceinpared to workforce mix) than that of nontninority ormale employees.(3) The selection process eliminatesa. snniilcantlv higher percentage of mi-norities or women than nonminm'iticsor men.(4) Application and related preem-ploymcnt forms not H! compliance withFederal legislation.(5) Posxtion descriptions inaccuratein relation to actual functions and du-ties.(6) Tests and other selection tech-niques not validated as required by theCFCC Order on Employee Testing andother Selection Procedures.(7) Test forms not validated by loca-tion. work performance and inclusion ofminorities and women in sample.(B) Referral ratio of minorities or.; women to the hirinz’: supernsor or man-tarter indicates a sit, iificantly higher per-:centagc are being rejected as compared:to nonminority and male applicants.5 t9) Minorities or women are excludedrfrom or are not participating in company3‘ Sponsored activities or programs.(l0) De faeto segregation still existsat some facilities.“ (it) Seniority provisions contribute to- overt or inadvertent discriiru'nation, l.e.._ a disparity by minority group status orsex exists between length of service andtypes of job held. .If (12) Nonsupport of company policy bymanagers. supervisors or employees.(l8) Minorities or women underuti-lized or significantly underrepresented intraining or career improvement pro-grams. ,(l4) No formal techniques establishedfor evaluating effectiveness of EEOprograms. -(15) Lack 'of access to suitable hous-ing inhibits recruitment. efforts and. em-ployment of qualified minorities.
(16) Lack of suitable transportation(public or private) to the work place in-hibits minority employment.(17) Labor unions and subcontractor:not notified of their responsibilities.(18) Purchase orders do not containEEO clause.(19) Posters not on display.

§ (to-2.24of migrants".
(a) The contractor should conduct dc—tallchanalyscs of position descriptionsto insure that they accurately reflectposition functions. and are consistentfor the same position from one locationto another. '

Development and execution’

(b) The contractor should validateworker specifications by division. depart-ment. location or other oruatu'zationalunit and by Job category using lob pcr-formanco criteria. Special attentionshould be iziven to academic. experienceand skill requirements to insure that therequirements in themselves do not con-stitute inadvertent discrimination. Spe-cifications should be cousistent for thesame job classification in all locationsand should be free from bias as regardsto race. color. religion. sex. or nationalorigin, except, where sex is e. bona fldooccupational qualification. Where re-quirenu-nts screen out a tiiiairoportionatcnumber of minorities or women such re-quirements should be professionallyvalidated to job performance.(c) Appr- ved position descriptionsand worker specifications. when used bythe contractor, should be made availableto all members of manurement involvedin the recruiting, screening. selection. andpromotion process. Copies should alsobe distributed to all recruiting sources.(d) The contractor should evaluatethe total selection process to insure free-dom from bias and. thus. aid the attain-ment of goals and objectives.(1) All personnel involved in the re-cruiting. screening. selection. promotion.disciplinary. and related processes shouldbe carefully selected and trained to in-sure elimination of bias in all personnelactions. .(2) The contractor shall observe therequirement; of the OFCC Order per-taining to the validation of employeetests and other selection procedures.(3) Selection techniques other thantests may also be improperly used so asto have the effect of discriminatingagainst minority groups and women.Such techniques include but are not re-stricted to. tmscored interviews. unscoredor casual application forms. arrest rec-ords. credit checks. considerations ofmarital status or dependency or minorchildren. Where there exist data sug-gesting that such unfair discriminationor exclusion of minorities or women ex-ists. the contractor should analyze -118.unscorcd procedures and eliminate themif they are not objectively valid.(c) S - echnl ues to 'rocr ' ‘ l fm.. neritxssggwmmm'z .(1) Certain organizations such as theUrban League. Job Corps. Equal Oppor-tunity Programs. Inc.. Concentrated Em.
ployrncnt Programs. NeighborhoodYouth Corps. Secondary Schools. Col-leges. and City Colleges with high minor-ity enrollment. the State EmploymentService. specialized employment agen-cies. Aspira. LULAC. Stilt. the 0.x.Forum. the Commonwealth of PuertoRico are normally prepared to refer nu.nority applicants. Organizations pre-pared to refer women mth specific skillsare: National ()rttaniration for Women.Welfare Rights Organizations. Women'sEquity Action League. Talent Bank fromBusiness and Professional Women (in~eluding 26 women's organizations). Pro-fessional Women's Caucus. Intercollegi-ate Association of University Women.Negro Women's sororities tuid service



grotnis such as Delta Slams Theta.Alpha Kappa Alpha. and Zeta Phi Beta;National Councrl of Negro Women.American Assocration of UniversityWumcn. YWCA. and sectarian groupssuch as Jewish Women's Groups, Cath-olic Women's Groups and ProtestantWomen‘s Groups. and WOlllt‘ll'S colleges.in arlditlon. community leaders as. indi-viduals shall be added to recruitingsources.(2) Formal briefing sessions should beheld. preferably on company premises,with representatives from these recruit-lni: sources. Plant. tours. prv:: errtatiOns byminority and female crriployees. clearand concise explanations of current andfuture Joli openirim, porition tif‘.".(‘l‘l|l-tlons. worker SliPC’lfifnllrlli;v. explanationsof the company's :zelcctron procais. andrecrurtiru: literature should be an in-teurzrl part of the briefings. Fonnal ar-rangements should be made for referralof applicants. followup wrth sources. andfeedback on disposition oi applicants.(3) Minority and female employees.trains: procedures Similar to sub-para-graph (2) of this paragraph. should beactively eneouraired to refer applicants.(4) It specrrd effort should be made toinclude minorities and women on thePersonnel ltelatrons staff.(5) Minority and female employeesshould be made available for particrprioLion in Carter Days, Youth MotivationProiirains. and related activities in theircommunities.
(6) fictive participation in “Job Fairs"is desirable Company repr.»srntativr:s soparticipation should be yin-cu authorityto maize eii—tlie-spot commitments.
(7) Active recruiting programs shouldbe carried out at secondary schools. Jun-ior colleizes. and colleges vith predomi-nant millOf‘lt) or female enrollments.(8) Recruiting efforts at all schoolsshould incorporate special efforts toreach minorities and women.
(9) Special employment programsshould be undertaken whenever possible.Some possible programs are:(ii Technical and nonteehnical co-opprograms with predominately Negro andwomen’s colleges. -(ill “After school" and .’or work-studyJobs for minority youths. male andfemales.(ill) Summer Jobs for underprivilegedyouth. male and female”
(iv) Summer worbstudy pmrrrams formale. and female faculty lileanS of thepredominantly minority schools andcolleges.(Vi Motivation. tit-lining and employ-ment pmizrr-ms for the hard-core uvienr-played. male and female.(l0i When recruiting brochures pic-torially pres-ant wort. r-itr'nlicns. the ini-nority and female izii-iirbers of the workforce should be inclirdnl. csuxirzily whensuch brmhures are hard ll'i school andcareer programs.

(lli Help wanted advertising should
be expanded to include the minority news
media and women‘s interest media on
a regular basis.iii The contractor should insure that
minority and female employees are given
equal opportunity for promotion. Surr-
umtrons for achieving this result include:

(ii Post or otherwise announce pro.
motional opportunities.(2i Make an inventory of current mi-
nority and female employees to deter-
mine academic, skill and experience level
of indivrdual employees.

(3) initiate neceu-ary remedial. Job
training and workstudy programs.

(4) Develop and implement formal
employee evaluation prom-ups.

(5t Make certain "worker specifica-
tions" have been \‘ftlldulf‘d on Job per-
formance related criteria. (Neither
minority nor female employee; should
he required to possess lllitllCt qualifica-
tions than those of the lowest. qualified
incumbent.)

(6i When apparently qualified minor-
lty or female employees are passed over
for upgrading. icqurre super-Visory per-
sonnel to submit written Justification.

('1) Establish formal cureer counsel-
ing prozrams to include attitude devel-
oiiznent. education aid. lob rotation,
buddy system and similar programs.

(8). Review seniority practices and
seniority clauses in union contracts to
insure such practices or clauses are non-
discriminatory and do not have a dis-
criminatory effect.

(5; Maine certain facilities and corn-
pzury~sponsored social and recreation
activities are tic-segregated. Actively en-
courage all employees to participate.

llil Lfiicoumge child care, housing and
transportation progrwns appropriately
designed to improvc'the employment op-
)ortunities for minorities and women.
§in-2.25 lJLL‘L'IL'L‘ audit aercporling

{‘5an ~ .
(an The contractor should monitor

.ecords of referrals. placements. trans-
fers. promotio u; and temrlnations at all
levels to insure nondiscriminatory policy
is carried out.

(bi The contractor should rmuinc
formal reports from unit managers on a
schedule basis as to (scarce to which
corporate or unit goals are attained and
timetables met.

(cl The contractor should review re-
port nisults itiiti all levels of manage:
ment. ~

rat The contractor should advise top
management of program effectiveness
and submit recommendations to improve
unsatisfactory performruice.
§ (lo-2.26 Support of Lotion program!»

(a) The contractor should appoint
key members of management to serve on
Merit Employinrnt Councils. Communityltelaiiom boards and similar aruuniza-
trons.

‘bl The contractor should encourage
minority and female employees to par-
ticumte actively in National Alliance
of Businessmen programs for fyouth
motivation. ‘

let The contractor should sirpport
Vocational Gaidanr-e Institutes, iVesti-
bule Training Programs and similar
activities. .

(d) The contractor should assist sec-
ondary schools and colleges in programs
designed to enable minority and female
graduates of these institutions to com-
pete in the open employment market on
a more equitable basis.

(e) The contractor should publicize
achievements of minority and female
employees in local and minority news
media.

(fl The contractor should support
programs developed by such ornaniza-
tions as National Alliance of 815139.55-
men. the Urban Coalition and other
organizations concerned with employ-
ment opportunities for minorities or
women.

Subpori D—Miscellaneous
§ 60—230 Uae of north.
The purpose of a contractor's estab-

lishment and use of goals is to insure
that he meet his affirmative action ob-
ligation. It is not intended and should
not be used to discriminrtc cmirs: any
applicant or employee because of race.
color. religion, sex. or national origin.
§60—2.31 Preemption.
To the extent that any State or local

laws. regulations or ordinances, includ-
ing those which grant, special benefits to
persons on account of sex. are in conn
iiict with incentive Order 11246. as
amended. or with the requirements of
this pirt. we will regard them as pre-
empted under the Ehrecutive order.
§60—2.32 Sumner-dune.

All orders. instructions. regulations.
and memoranda of the Secretary of
Lritnr. other officials of the Department
of Labor and contracting agencies one
hereby superreded to the ('X‘lf'ilt that
they are inconsistent herewith. includ-
int‘. a previous “Order No. 4" from this
Office dated January 30. 1070. Nothing
in this part is intended to amend 41
CPR 60-3 published in the Hanan.
Rrotsrcu on October 2. 1971 or Employee
Testing and Other Selection Procedures
or 41 cm. 60-20 on Sex Discrimination
Guidelines.
Emotive date. This part shall become

ctfectivc on the. date of its publication
in the Frzririur. Rscrsrmi (12—4—71).

Sirmed at \t’ashinizton, DC. this lst
day of December 1871.

J. D. lloacsow.Secretary 0/ Labor.
lfoascc E. Mrmsco,Acting Assistant Secretary

for L‘mpfoyrrtcat’Standarris.
John L. Wirits.Director. ()zrlr-c 0/

Federal Contract Compliance.
”110033147789 l-‘ilcd Hon-“mil an]
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CEUfTER 6'3 -- Ca'i'ico ct Fccizrol Contract" Compiianco,
Equal Empioymersi Oppommity, Department of Labor

(Rep/in! [mm Federal Register. Vol. 38. No. 97 -- Monday. May 21. I973)

Title 41—-Pubilc Contract: and PropertyManagement
CHAPTER GO—OFFICE 0F FEDERAL CON-
TRACT COMFUANCE. EQUAL EMPLOY-
MENT OPPORTUNITY. DEPARTMENTOF LABOR

PART GO—GHONTRACTOR EVALUATION
PROCEDURES FOR NONC'ONSTRUC‘TION CONTRACTORS
This part. known its "Revised Order

No. 14." establishes standardized con-
tractor evaluation procedures '[or the use
of compliance agencies in their conduct
of offaitc and onsite compliance re-
views of nonconstructlon contractors
subject to the equal employment oppor-
tunity requirements or 41 CPR 604.40
and 41 CPR pvt. 60—2 (Revised Order No.
4) {or the development of writien aim-m-
etivo action prosmma.

Revised Order No. 14. was issued to the
compliance agencies and become effec-
tive on January 23. 1973. Revised Order
No. 14 is horeby published as part 00-00.
While the cornmcntn and views of the

compliance agencies regarding matter!
. contained in Revised Order No. 14 were

solicited and reviewed prior to its 13mi-
uncc. in accordance with the spirit or the
public policy set forth in 5 0.8.0. 553.intercom persons may submit written
comments. summations. data or area-
ments to Mr. Philip J. Davis, Acting Di—
rector. Dace oi Federal Contract Com-
pliance. 0.8. Department 0! Labor.
Washington. 13.0. 20210. within 65 awe
of the publication of Review Order 1:0.
14 as set torth in this port 60-430. Linto-
rial thus submitted will be evaluated and
noted upon in the woe manner 8.51! this
document were a proposal. Until much
time as iurther changes are made. bow-
cvcr. part 60-60 as contained lie-rein shall
mmin etiect. thus pamittimz the pub.
no business to proceed more expedi-
tiously. ;A new port 60—60. efzective as of Jun-
um 28. 1973. is added to title-ti. Code of
Federal Remnutiom. wading M follows:
Boo Bubs-cm A-oammi
oO-LOJ Fume-co and crops.80-602 Boater-woo.

hasten Mica-cum for ContractorEvaluation
$60.8 Agency notions.
tubnn c—Diulocumoug Review 0! Contracts:I
60-603 Confldontird ininrmotion.$060.6 umpioym inmrviewu.' (3—: 16 Pmt review nouiyadc.(SD-{0.7 Contractor commotion om! concil-tum-ii.. 6-5-60 (1 Tim: uriwduln for compiction.50-619 Iawcmacnw.
Ant-Iron": soction 201, Emcutivo Order11348. co m W319, and Executive Order11376. 32 PP. H.308.



Subpsrt Honors!
g 60...“). I I’urpooe (and Ornpl‘.
This part shall be Lnnwn M "l‘tevlccdOm‘r.‘ i v). ii" 2....2 is .;.L"' .r‘l tr.) 1.141)—lim sturikxflixvii Contractor evaluationprocedures for compliance agencies.

5 emcee
(0.) Leah prime contractor or subcon-tractor with .60 or more employees and acontract of 350,000 or more is required todevelop a written afnrmative action pro-gram for each of its establishments (i 60-1.40 of this chapter).(b) The analysis must relate to allmajor Job classifications at each facilityto which the affirmative action programpertains. with explanations.if.niinoritiesprhwomen are currently being under-utilized in any Job classification (H 00-2.11. 60—212 of this chapter).

Har’L‘nHlndo

(cum acceptable amrmative action,program must include an analysis of»areas within which the contractor is'de-flcicnt in the utilization of minoritygroups and women and. further. wheredeficiencies exist. Wmtahlu.to which the contractor'sgood faith ef-forts must be directed and. thus to in-crease materially the utilisation ofminorities and women at all levels and inall segments of his work force (6 tic-2.10of this chapter).
Bubpart B—Procodum for ContractorEvaluation

[GO-60.3 Agency actions.
(a) Basic stem—A contractor evalua-tion should proceed in two basic steps:(1) An ofi'eite review of the contractor'saffirmative action program and utiliza-tion analysis. using the enclosed eon-tractor evaluation checklist t: ail-60.9(bi) as a worksheet: and (2) where nec-essary. an onsite discussion and reviewof those matters which are not fully orsatisfactorily addressed in the affirmativeaction plan and utilization analysis usingthe enclosed onsite review sniidelinec(i (so-comer) as a worksheet.(b) Amrmative action program andsupporting documentation.—-Uainz ap-proved methods of priority selection.compliance agencies shall routinely re-quest from Federal contractors withintheir Jurisdiction affirmative action pro-mms including the required analysisand support data. as provided in the cn-'closed sample notification letter ('60—00.9mm. Any other letterconformincto compliance agency procedures underthis part (Revised Order it) may be
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used. As used throm'hnnt this part, thei! 1.. ‘5 Plan (.‘.‘.‘1‘)and orrpzvsrtznz:(.‘i.-':‘.:r:~..: '.-.l.mn" includes:(1) A curry cf the crttrucinr's lust2.; S_.‘~-l r"; zrt.(r) The c-.-ni~:.~.:iu-:'c inc-:1. recentworkforce statistics available by majorJob c.‘ 4'» irat'rn Pitt" by rings rod 5231:.(3) TN - cant: ~.:iv‘:":: ‘11::t'cn of theinside and outs-1:22: vmrxfeme cvaz‘si-ilityas outlini .l in sec-2.11 of this chapter.(4) Identincation of arms of under-utilization and wntbliuhment of goalsand timetables to correct any deficienciestogether with a plan of action to achievesuch cools and timetables.(5) Assessment of- the contractor'scurrent workforce to identify aflestcdclass situations and plans to correct suchidentified situations. (This may be sub-mitted as part of the contractor's MPor as a separate document. In either case.as discussed. it will be received in con-ddence by the compliance odlcer andreturned to the contractor. without hav-ing been duplicated, at the conclusionof the review.)(ii) Information nelative to:(i) The ream-motion of the contrac-tor's EEO policy. '(ii) Dissemination and implementa-tion of the policy.(iii) A description of the contractor'sinternal audit reporting systems.(iv) Substantiation of the complianceof the contractor's personnel policies andprekticee with the sex discriminationguidelines (pt. 80—20 of this chapter).(v) Description of the contractor’ssupport of community action procmns.(vi) Bubstantiation of the contractor'sconsideration of minorities and womennot currently in the workforce havingrequisite skills.('1) Summary data on applicant new.hires. terminations. promotions. and

.(,_ _ s4 . ~...... ..tesz 4),” ....,.:.. scrtt

training for the last 6 months or the-last ‘Jlot) applicants. hires. etc. whichever is
(c) Off-site reoieros.—-In any letterutilised to obtain data for air-site re-view. the compliance agency may onlyrequest the affirmative action programincluding the required analysis and sup-port data. Contractors are free to re-spond to this according to their currentprocedures under Revised Order No. 4(pt. 60-2 of this chapter). This firstietteris not to contain a request for spe-cific items or for formats unless the com-pliance omeer affirmatively determinesthat a particular item is necessary for

this particular establishment. The of?-nlto n‘vicw must include part I. of thecontractor evaluation checkli-it (t 60—6390)) ) . 77111 or: '2rir. of (lulu i‘-"-¢: flair-l7utzrni‘sl to n. (atmiinntion of the ar~ccptwiiity of the contractor's Al'tP. Thent'ency may complete part B of the con-irartor involution checklist (t- 61‘».ccotbi) or Cecile to have our): nutter-mlfor an onsite review where appmpriate.(i) If it is determined that the con-tractor's analysis is inadequate withinthe meaning of Executive Order 11246,as amended. and implementing rules.regulations and orders. the complianceofficer shall notify the contractor of thatfact and request appropriate additionalinformation. If the contractor fails tomeet this request within-30 days. a-ahawcause notice will be issued. If the con-tractor falls to complete an adequateanalysis. the enforcement proceduresspecified in OPCC order 4. (t 60—3.2(c)of this chapter). shall be applicable.(2) Such requests need not be limitedonly to thwe establishments already de—tonnined for a possible onsite investiga-tion. Contractors who have reachedagreement with their respective com-pliance agencies on nationwide MPformats or on frequency of updatingstatistics may continue to do so. Wherr-onsite investigations are considered ap-propriate, a second letter advising thecontractor of this Judgment should besent. They shall be conducted as soon aspracticable at a .time agreeable to theagency and the contractor. but no laterthan 45 days from the time of the re-quest for the affirmative action plan andsupporting data. '
(a) After reviewing the amrmative ac-tion pronam and supporting data. thecompliance agency will make a determi-nation as to whether or not an onsitevisit is appropriate. Section 60-609. at-tached hereto. aifords guidance as to themethodology to be followed. Afteranalysis of the affirmative action planand supporting data and prior to the ac-tual onsite visit. additional data neces-sary to complete the contractor's evalu-tlon checklist (too-cacao) may berequested.(4) Following receipt of the above in-formation. data should be analyzedalong with any flies available relativeto previous compliance reviews and com-.plaint investigations. The appropriateoffice of the Equal Employment Oppor-tunity Commission and State and cityagencies should be consulted for thestatus of any current charges.
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(5-) To an! in the it'ifiljffizl, much mn-terial is c'.':.:1.ti,lc and continuously being(3'."n'l“l‘:7l'il by “1': Bureau 0! the. ('-'.‘!i.;i:3,l):.:* 5.2: of l.:-.? u." -I' .i: .. .. US. 17:11“;-in;: and l-I:;:;.2o:.'r::cnt L';r':ice, Chamberof Commerce. and many other resourceswill: should be part of a referencelibrary in all contract compliance omccs.(C) In the interests of an expeditiousofl'slte review, the agency may limit itsrequest. to those parts of the contractor'sMP and supporting data necessary tocomplete part A of the contractor eval-uation checklist. This consists of dataabsolutely essential to a determinationof the acceptability of the contractor’sMP('1) If the agency desires to do a morethorough offsite review, it may also re-quest the additional data necessary tocomplete part B of the contractor eval-uation checklist or it may decide to leavesuch material to an onsitc review whereappropriate.(8) If the contractor fails to providethe material requested within 80 days ofthe request. a show canse notice is to beissued and a determination of non-rcsponsibn‘ity may be moxie by the cm-tracting emcer pursuant to [GO—2.2 ofthis elm pic r. .(9) If it is determined that the con-tractor's AAP and supporting data areinsufficient to satisfactorily respond tothe contractor evaluation ' checklist(either part A or B. or both). too-coo(b). the compliance officer shall notifythe contractor of that fact and requestsuch additional information as the com-pliance ofilccr needs to complete thechecklist. If the contractor fails to meetthis request within 30 days. other than(i) because of a claim of :mfidentialityas discussed below. or (ii) lee-cause thetype or volume of data requested is bestreviewed onsite. a show cause notice willbe issued and a determination of non-rcsponsibiilty may be made by the con-tracting officer.(10) The failure to develop an accept-able amrmative action program as re-Quired in parts 60—1 and 80-2 of thischapter or the substantial deviation froma previously approved AAP constitutethe only grounds upon which a summarydetermination of nonrcaponsibility maybe made. See too—23 of this chaptor:section 718 of title VII. as amended.Other allegations of noncompliance withExecutive Order 11246 (as amended) andits implementing rules and regulationsmay give rise to the imposition of sanc-tions against a contractor only after theprocedures in 560-126 of this chapterhave been followed. ,
(d) Onslte reviews.—-Plollowing anaudit of the affirmative action plan andsupporting docmnentaticn. the agencymust make a determination as to whether_or not an onsite review of the establish-ment is appropriate. If a decision is madeto schedule an onsitc review. a secondletter advising the contractor of thisJudgment must be sent (i ell-some).letter ll) . The onsite review shall be con-ducted as soon as practicable at a time' agreeable to the agency and the con-tractor. but no later than 45 days from

“921M.

RULES AND REGULATIONS
tho time of the request for the affirma-tive action plan and su;‘-‘.x:rting data.(1) If it decision in m uric not to sched-ule :4. I'"'-'1L~ , the c ;:‘.-:1:: must be L0infonned (I dO-C-l Nd) ). At the sometime, the agency should also inform thecontractor that hi'. aiilrmativc actionplan has been founzl acceptable withoutthe necessity for an 'onaitc review. Noother determination of compliance statuscan be made without the additional'anal-ysis and investigation of an onsite re-view. However. a matte review conductedwithin the previous 12 months may serveas the basis for a compliance ( ertificationas set forth in I Bil-1.20m) oi. this chap-ter. Whenever possible. the complianceofficer should then outline problems high-lighted during the desk audit or statethat no maior problems were raised.(2) If an onsito review is necessary.additional data keyed to the deficienciesobserved in the contractor's AAP and thecontractor evaluation checllist (l 60—60.9(b)) will be needed during the onsitereview process in order to mate a dctcr-mination of compliance with. the Bee-utive order. .(3) Each agency is authorized to ne‘-quest from specific contractors such ad-vance to: 17:: tion which could reason-ably be supplied prior to the actual on-sito visit. However. the contractor shouldbe requested to furnish only the specificitems of information which the compli-ance officer amrmatively determines are:(i) Necessary for conducting the re-view and completing the standard com-pliance review report:(ii) Not contained in the materialsubmitted by the contractor:(iii) Not available or able to be de-rived from other material submitted bythe contractor. . .(4) The items requested should pro-vide the compliance other: with the in-formation he or she needs for the review.However. no information may be re-quested unless the three cri’ieria aboveare met. In some casts needed informan-tion is best made available on the site. Inthose cases. the contractor should -beadvised to have the information readyfor the onsite review.(5) ”Ibis additional data should besuch that could be adequately analyzedin the agency's office in order to expeditothe actual visit to the facility. In allcases. if and only if the issue addressed isone which is appropriate to the industryand contractor site being visited. thekind of data which is identified in theonsitc review guidelinqu being neces-sary for specific portions of the investi-gative process. must be requested andanalyzed. either prior to the visit. or on-site if not supplied in the afllrmative ac-tion program or available from othercontractor supplied information. Cer-tain data is noted in the castle reviewguidellnm 960 comm as being neces-sary for proper analysis of specific issues.Where the dCle-lon is made to reservethe analysis of the data pending the on-site visit. the contractor should be in-formed reasonably ahead of the sched-uled visit as to wlmt'irrfonnation willbe required during the review. so that

he may have the pertinent data avail-able for the compliance olilcer at thattime.(5) In order to pursue certain i:.:.ucauncovered in the compliance review, itmay be necessary for the compliance of—iicer to request certain additional infor-mation onsitc even though such datahave not been previously identified. Suchadditional information must also meetthe above criteria.(7) There is no specific format for thesecond letter. and the compliance officersmay use any form which conforms totheir particular needs and to the specificindustry and contractor mtablishemcntbeing reviewed. In no case shall a deter-mination of compliance status he madewithout an onslto visit.
Subport c—Disclosure and Review ofContractor not:

6 60-604 Confidential information.
(a) Submission of and access toclaim—Confidential information such aslists of employees. employee names. paydata. reason for termination. may prop-erly be excluded by the contractor frommaterial submitted prior to an onsltevisit if the contractor is concerned withthe confidentiality of such data. In allcases. compliance officers must be per-mitted access to data needed to completethe onsito visit consistent with the onsitereview guidelines (see sec—3(a) of this
(b) Review and disclosure of data..-Review and disclosure of data should begoverned by three basic principles:(1) The contractor must provide fullaccess to data onsite. as required byl (lo—1.43 of this chapter. unless he showsthat data Sought to be reviewed is not'pertinent to compliance with the Execu-tive order.(2) Only smnmary data of a nonsensi-tive nature should be provided for reviewoifsite. unless the agency Ls able to showafter onstto review that it requiresfurther detailed data oii'slte in order toconduct an effective review. or for pur-poses of enforcement.(3) Contractor data which is particu-larly sensitive (names. rates of pay. rea-sons for termination. etc.) should belimited to onsite review.(e) Removal of data—Whenever it isdetermined that detailed data is to betaken oifsitc. the contractor may protectthe confidentiality of such data as fol-am:(1) The contractor and the agency mayagree that the data is to be consideredon loan to the compliance agency {orpurposes of the review and the data isnot to be considered in the custody ofthe agency.(2) The data shall be returned to thecontractor whenever the agency con-cludes that the contractor is in compli-ance or the enforcement procedureconcludes.(d) Disputes rcsolution.-—l)ispules be-tween the agency and the contractor overthe right of accent to data. the extentof data to be provided oilsiic. or thetreatment of company sensitive datashould be referred to the Oillcc of the
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Boili'itnr of the Department of Labor fora rulingin) Corrective mtiiun progmnu.—~Cor-recttvv‘ art: 4rW" " . '5 " ‘{w .'.'i thilju .urn. i.;.\.;( .i ..l, \‘.i. ”.fli'rJyt'f'itli'dif‘iy (:Lu‘ii'ul'nid'd or xzi'rpnrcli aspart of an affirmative action pron-cm.slull remain the sole prop-~r17 of theconiract<-r wlit":-r sun/end”. .3 to theagency on or off prenuses for review.Such programs should not be duplicatedby the agency and shall be returned in-tact to the contractor immediately fol-lowing but not until a determination thatthey are no longer necessary in connec-tion with a review of the contractor'sEEO posture. Contractors should be toldthat the contents of their correctiveaction program will be regarded at alltimes as having been received in con-fidence and its contents shall not be dis-closed except as required during proceed-ings instituted pursuant to Ol-‘CC reg-ulations too—1.26 of this chapter.it) Examination and cousins a! doc-uments.—-Nothing contained herein isintended to supersede or otherwise limitthe provisions contained in part 60-40of this chapter for public access to in-formation from records of the (ll-‘CC orits various compliance agencies.
5 fill-60.5 EmpIche interviews.
The compliance ofiicor may request.where appropriate. that the contractormake available a reasonable number ofselected minority or women employeesfor interviews to assist in s determina-tion of whether employees are beingfairly treated by the contractor orwhether such employees believe they arebeing or have been unlawfully discrimi-nated against in initial placement, sub-sequent upgrading or promotion, or otherterms and conditions of employment. Thenumber. scope. and manner of conduct-ing such interviews should be discussedin advance with the contractor. I! thecontractor appears reluctant to inter-views on the Job. or for other reasons.the compliance ofllcer should conductsuch interviews oil the premises.

§ till-60.6 Post review analysis.
(a) Summary 0/ deficiencies.-—8ubse—qucnt to the completion of the review thecompliance officer shall:ill List deficiencies if any noted inthe previous onsite review and anycorrective action that have ensued.(2) List any general deficiencies of thecontractor's atlirmatlve action programs.(3) List current specific deficiencies ifany as determined through the onsitereview.(b) Discussion of rcmedies.--Deficicn-cics requiring more than obvious simplecorrective actions should be discussedwith the contractor. For example. mat-ters affecting any relief required for vic~thus of discrimination. c.g.. senioritysystem modifications where appropriate.etc; should be carefully reviewed withthe contractor and reduced to writing.a 60-60.? Contractor notification and~ conciliation.
is) Upon completion of the onsite re-view. the compliance omoer should sched-

RULES AND IEGULATIONS
uls an exit crmfcrem‘e with ccntmctar0...c5.:iu tr.) rc't'i-w, I) an: 4'”. i4 m. ramble,the findings from the review. Uilit‘hs theit" .'" 9.. w.‘ 1-. “z‘l ' 5:11: 3:;Li1 fewr'm . .'l‘ (i-tzic'.’ urn-earn; anexlt cmuelcnce should not try to itemizeall defic'cncics until the poetrcvtewarr}; ;. is c’unyiuzd. Upon c:);l.;ll.:UOnof tin: 1 :.tr-:'.'.l.,'.v innards. the funding:of the review and the list 0'! deficienciesor re ornzlzncndaticns shall he submittedto the contractor in writing and if prac-ticable. delivered in person to lay thefoundation for any necessary concilia-tion of efforts. Should the contractor

3’ l“.’7‘AL5tt 3

disagrm with the findincs of the reviewor feel that he is unable to comply. hemay request a conciliation meetingwhich shall be scheduled by the agencyas soon as practical. but may not be usedto delay enforcement of the Executiveorder.
(b) The contractor may at any timeavail himself of the provisions of too-1.24m) (d) of this chapter which pro-vides as follows:
When a prime contractor or subcontractor.without a hearing. shall have emptied withthe recommendations or orders of an agencyor the Director and believes such recommen-dations or ordml to be erroneous. he shall.upon filing a rogues: therefor Within 10 day:of such compliance. be alluded an oppor-tunity for a bearing and review of the ol-isgod crimson action by the agency a theDirector.

36045318 Time schedule for comple
(a) Within 45 days from the date ofthe actual initiation of the onizitc investi-gation. if one is conducted. or any ex-tension of such period granted by thecompliance agency for good cause. in-cluding an opportunity for the contractor

(“i
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to avail himself of conciliation as above,the contractor must either be fuumi incompliance by the compliance enrncy,iillti l‘uu'l iiiri'fl iw ;ir so notified of that ‘fact by the agency. or must have beenissued a 30-day show cause notice as re-quirod under the rules and regulationspursuant to the Exmutlve order.(b) During this period. the compliance.agency is obligated to:(1) Complete the onsite review.(7.) Notify the contractor of any de-ficlencics found or,recommendations (seeabove).(3) Undertake any initial conciliationor clarification discussiom with the con-tractor that may be appropriate.(i) Notify the contractor of compli-ance or issue a 30~day show cause order.(5) Complete and forward the codingsheet to OFCC.(c) A contractor’s afllrmative actionplan may be accepted only after the cod-ing sheet has been forwarded to OE‘CC.(d) Before each onsite compliance re-view the compliance otilcer will completethe coding sheet as indicated. Duringand after the onsite visit the remainderof the coding sheet will be completed. Allcompleted coding sheets will be for-warded to the Director. OFCC. No com-pliance review can be considered corn-plcte until the coding sheet is forwardedto OPEC. and monthly reports to OFCCwill reflect that fact. In addition. all cod-ing sheets are to be forwarded to OF‘CCwithin 45 days after an onsitc visit.

6 60-603 Attachments.
The following forms are set out in fullas they give detailed information as toour procedures and requirements of valueto contractors.

Sam Lema—Normcsnow or Cour-sumo! Abbi-r
Due Comoros: Your facility located at ................................ has beenselected for a desk audit regarding the requirements of Executive Order 11246. as amended.and OPOC Regulations dl cm parts 60-1 and 60-2. This review will consist of an onsitereview of your smrmative action program (AA?) and the supporting data described belowas required pursuant to OPOC Order No. 4. dl CPR part 60-4.Poliovrlng this audit. it may be necessary to request additional data from your office and/or- to schedule your facility for an onsite compliance review. If it is determined that an onsitsreview is necessary. you will be contacted as soon as practicable. but no later than «5 daysfrom our receipt of your LAP u to the substance of the review and to schedule a mutuallyacceptable time for such review. If it is deter-mined that your AM" is acceptable. you willbe so noticed within 45 days of our receipt of your W. . 'Contents of an acceptable affirmative action program and supporting data are outlinedin it CPR 60-2.“. 60-2.” and tic-1.13 and should include:i. A copy of your last EEO-l report. ‘2. Your most recent workforce statistics available by major Job classification and by raceand sex.3. The evaluation of the insldo and o'utddo workforce availability as outlined in 60-2.“.4. identification of areas-of underutillutlon and establishment of goals 'and timetablesto correct any deficiencies together with a plan of action to achieve these goals andtimetables. _ .6. Assessment of your current workforce to identify atfected class situations and plansto correct those identified situations. (This may be submitted as part of your MP or asI separate document In either case. it will be received-in confidence and will be returnedto you, without navim: been duplicated. at the conclusion of this matter.) '0. summary data on applicant flow. hires. terminations. promotions. and training. mustbe provided for the hut 6 months or the last 100 applicants. hires. etc. whichever is less.'I.’ Information relative to:~11). Namrmatiun of your 7:30 policy.wiles! you disseminate and implement the policy.--'nio description of your internal audit and reporting systems.

' Ovation 7 ts Ulitinllnl. to be used if compliance agency needs data to complete pt. 3of the Contractorlvsluatlou checklist. .
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-—Substantintion of the compliance of your personnel policies and practices with the8-92 Discrimination Guidelines (‘1 CPR 60-20).—D::/:ription of your support of community action programs.—8ub:tantiatio:i of your consideration of minorities and women not currently in theworkforce heving requisitefor minorities and women.
Please submit the foregoing data to ......‘

skills. 03.. communications with known sourcce of referral
. within 30 date ofthe date of this letter. Failure to comply with this request will reeult in the ineuance or aahow cause letter pureunn: in ii CPR 60-118 and may also give rise to a determinationof nozesponsiblllty pursuant to ti CPR 60-21. I: there are any question: relative to thismatter, you my contact ..................Donooouoe

Comm Evaioarwrr Cm
(OSrite Review-AA? and Supporting Peta)Rune of Contrcctor...... .................Address of Contractor.....................mu: Letter Sent Requesting MP...-----.-Date Receipt of MP...............---.---Type of 84:71::- (Pre-Awnrd. Poet AmFoliowot'p Complaint) .-Rome and Telephone Number of Guam1:0 Officer........ ..........,--.---..--Parr A~bcrnn=an DaraA section 60-211. Required utilizationmaiyeis.The requirements of too-2.11 are eafollows:(a) An analysis of all major Job classma-tic-m at the facility. with expinnstion ifminorities or women are currently being un-derutilized in any one or more job ciamilim-tions (Job “clamllication” herein meone or e group of jobs having eimilsr con-tent, wage rate: and opportun tics). “Under-utilization" it defined as having lower mi-norities or women in a particular Job cunei-ncation than would remnably be expectedby their availability. In making the work:orce analyaia. the contractor ehail conductsuch nnalyeis separately for minorities lindwbmen.(i) In determining whether minorities arebeing underutilized in any Job claee'dicationthe contractor will consider at ieaet all ofthe following factors:(i) The minority population of ”the laboruea surrounding the facility;(ii) The nine of the minority unemploy-ment force in the labor area aux-roundingthe facility; .(iii) The percentage of the minority workforce as compared with the total work forcein the immediate labor area,-(iv) The general availability of minori-

.............., telephone number

. n is than a nulitet'on analysts lo: minoritiesl.........-..:.-.:::..-.~..-;-.-:r.-.--. -b. Doae it consider the panic itemized in i60-2.“(a)(i)i.......-.......e. Describe eny deficiencies with the coal.0ooooooooooooooooooooo .-
I if question is not applicable to the contractor. note NA.1 Where iniormeuon needed to complete this cheekliet in unavailable. are this column.
mmpihmomcerahwdmamunmedditiontothucnwetappmohwhenever wry to adequately respond. to the following inquiries.

(Agency rppmentative)
ties hnving requisite akilie in the immediatelabor area;(v) The availability of minorities havingrequiaivs skills in an area in which the con-tractor can reasonably recruit:(vi) The nvailability of promotebie andtranchrebie minorities within the contrac-tor's organisation:(vii) The existence of training institu-tions capable of training persona in therequisite mills; and(viii) The degree of training which thecontractor is reasonably able to undertake ana meme of muting all Job cleme- availabletorninoritiee. ,(2) In determining whether women arebeing underutilized in any job elimination. »the contractor will consider at ieut all ofthe following factora:(i) The size or the female unemploymentforce in the labor area aurrounding thefacility;(ii) The percentage of the female 00:::crce at compared with the total work ioroein the immediate labor area:(iii) The general availability of womenhaving requisite akilla in the immediate isborarea;(iv) The availability of women havingrequisite axilla in an area in which thecontractor can reasonably recruit: -(v) The availability of women seeking em-ployment in the labor or recruitment oneor the contractor;(vi) The availability of promotable andtnneferable female employees within thecontractor's organization;(vii) The existence or training institu-tions cepable of training persona in the req-uisite skills: and(viii) The degree of training which thecontractor is reasonably able to undertakeas a means of making ell Job classes avail-able to women.

Ya“ No! Came-cl
2. s is there a ntiiiteiion analyeii ice womenfi......-........:..-;:...'............-;..;.-;.'..::-.::.-.::.-.r.arm: ..b. Does it consider the points itemized in i (lo-2.11m (2)?........................... ...............:...‘e. Detribe eny deficiencies with the annual:

a. Section eo-ma. Eatebiiahment of scale and timeteblea.
re

‘ . the reels the contractor has set significant end uninshlfl...............,.. _ ,.,,,.“mm...",t,,,,~..,_,.;thein goal: correct deficient-leer............................. ..Are there ”mg-35$; end timetable. ior minorities end women to the extentuired y ..l\’i‘ ‘ . . .... ...L Human contractor provided ell evidence mounted to demonstrate ihet in ~levels of management have been involved in the goal netting prowl.............................'..-.;;.-.......I. five the contractor considered the expansion. contraction en turnevc of thework lore. in developing its tools end tinietebiee?............... ~ ' - :-~ ' ....I. li'ihéegntrfacter has not established nod. does his LAP analyu the tectonicl ' ..'.':.'.......

ecu-o...
ooh-000.....-

0. section (lo-2.28. Identification of problem areas.1. Complete the following:a. Describe goal setting method need by contrector.b. Review the contractor'e degree of attunment of his current amrmative.action plancoals end note any problems.0. Complete table Q of the coding eheet. if an onaite review in to be conductoi. table 0may be left until the onaiie review. but auitable woruheete ahould new be developed.
Percent of realexameat' Listinsofmaiorliob clauifleetiena m coal 31:94.3ng Current

ProTochnicienSale: worker ................................................ ..... ........omen/“him! ‘ xCphnmnn .Operativ-h er

e-ooo- oo~~ea egeaeeu-o-ceeGlacial/manner"........................... .................. ..................... ......lento nee-eo- .......... o...~u-....o..--o.e-p
lone-.0. ......... 0....-eoe-o. aaaaaaaaaaa Cop-Ileuoouolooco ooooo ee-ee.e-ueoeeea-a-eeeaoeaoe eeeeeeeeee e-oe .............

e ..... no.---------oee-o..-....ee-ouun..'.o-ueooo~cane.eon-neooeue-eoe-ouoo.none-eeoa-e.-..~---a-oa.-eeeo
13%;» would be subdivided into groupings oieoxnmon job eiaseiiieatiou, «minesmuor common akin mum“‘CMe ‘
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c. haul: representation um (cxprw as percentages).
-- - d f t I Perce to!Listing 0! -130? I Iob tbs-4m MP teal Zn 0 h: Cum tit-Amen?“ n An tomogjnlflcunuy undcmpmented 1n Ippnnucablpnmm ..Pk“! ethalnomr'nl'mmze.’.............................. . . 21. ‘mea'mmu . . . 1h: mmpanv Icons on Imus tan-ting mInorIuea Ind women n It: {can,,,,,W... In [co-2.3 and do»; It. address up: to meet such .1 mo: sumac In...... .. ............. . ..... ..... “0-224; 1.0.. Musing. child can. utupomdon. om, u my lap“:................. muru/empioymemi.................................. Plea.- upwn:......nota...I...o-Iuhucunuoopcu-Inputs-con... uuuuuuu a-.-noa.u--‘ou.oc.---o.--u..u........ uuuuuu ...-..o--..-c-u.....--‘-.--o -----...-o uuuuuu o.notch-....o-IcoonounoocouL. ........... . ...... . ...... ... ........... .........................................................

“rhea .JGMnWfiMhbmmpdmmmhbmmhpnmwmmnwm LHulmgonh'féuzmhm Mrfl' : “'33“th ‘qycltm b!M “mmnww' AAP--&-.-Og-pu‘-r-ao&------ ou-o’InuuoluoinccO-ctcoWhat ninth” the 003th masked for membasolm let-nun; deem-mm.Yes No Unknown than..."o...ooo.o.¢coo-onc—ounce-.......a~u...-....-u-oo-uoc..-ooo...m . I”.......................... .........................................2' ““"mr'dwmu‘p’um um B—ADDITIONAL mu1. Wu I! on uvuIsNuzy o! nunonua In the bu.) wot! [mu upload a ayrs-mam. ol the lot“ I!!! 101133.. ‘ ...... ........................... ...... ...................c. WEI-SI;HI'e'fi’raia'ia'fi'fi'ié'riééfi'é . .....s. wig}?Fifi;Iv'a'xm'iii'éi'é'éaéé‘ié'is'e"fih orkloroouplmdlsu""" A. section 00-120. 0mm»: or Ramon 01 Mypater. ’.... ........................... ...- AH”....-;'.1I{:'e.;;fi.b. ------eh‘;&§§:- Dunc-Itloo-o.-uodlo¢-Co-Ito-..I-Duosoouuoo L mammhuwi.upmnd.m :30 mug,“.m‘“ a Non.--.-.-..-...n.------ ....c-u-unuooo-cno’ '"'BQ‘Haé'a'fi'ifififéflgd'fih [3d] . . ...--.-.--...-o. --------- ..........-.u. ,u M L50 ££f$';;iiu§a";d'r""‘i'"'i"""&;&il‘l';‘5_’i§:"""" “(r'"""""

....---.-o--..o..-p------ nu... ----- can-.....‘Oooc-I

Pkmuplun'.. 2..Z..Z..l.ZI.ZZlI.IZ..'I.I.II.'...'II..I.I .l nf.‘,"gfi'-‘;.‘{.'31',‘g",}'.'T;.';1"§‘.}."y';fi ' m. ' ' " ' “""" ............ ......... ........ ..................0,“ C 55'": {I .r!‘......'...... .........'D. I. Wm: pr-se-x :. was I; mu. ob nvub- “on bun been mInomy. ............................. 3. Samoa 00-121, E 4 unluwoo oil-ho Polk,
...... o-anon-.I-o-oocon-n...-o..-

b 31 '.‘..' :‘rtwanv 'w' :v I 1'! w- ‘rr II‘W‘ 'n underutilized you? ...........................)0. n Wu.- z-rmr :2 1.'-- 2:: =2;x Iob (mam-anon have been women .......................... . . .. 1' 3” If“ “@3ch Mdadflb-mmwn o! m poucy W: In mb. b'ifilh'mpr'ovzfic IN ummuon mndmon In: underuu’lIud nus? ......................... 2. “0:? W13: D0 .f)’ mmu ... ..... . ...... ...... .......... ......... .................., , hon mplas n! II he “dud In company ”Mk-sum?" ................ ........
II. n. ptmmol haul prommons tun been mlncmfl............. ........................... '. a" m.- “,9th pva f'Infufiunu-Non ",3, ”Rare: In... “Leanne“! mama tome rcquInmenUoIIw-I.2l?............................... mm..................... .

. ........ .............. . ..... . ...... ..........;;:;!....:.:.:.. .... .............................12. I'ngfigaagfimgn tho pm-rnl 0' w 'h‘ ' ' yy-rn-anonIu __ ............... I. Eu "1‘. contpator vaded 'tum'“w}°"¢$.hv “muons ha" “and“:.......................;............... ....... -: ".0"... . _ meet up rm. u to ma man menu 0 2.5. .......................... ........................ .......... .
18. n" "mm °" W“ prormtIons h", been women.............. ' ’ ' ' I. an the commtor provided subsunIIa'lon lb“ 20 Is covered In new un-ployco orIonuuon md manuuncnz Imnlngf... ....... . .........................conumov'u um wa‘ .......... .................................. 5. “ll-22M Cgllrlglor rozided oubsunlmmn that union omcms ha" been' I. """ port ( ' n rm! 0 l em.cy...................................................... .......................I}. A? ‘t‘:;'.‘““““‘ [actors wcqnsiop mu ‘0! nunor'Uel.nIhttnmiu. ................ 7. AM there nondlscrImInaIIon clauses In t“ unlnn conuuts?............s “2:“ is ”1‘2; """ """"""""""""""" ' """ '2” ' ______ _ .............. 8. "an that been nnIcIu published on 20 prom-Ins. prom: re m. cu: ................... ..........p ' """""“““ ' """"""""""" ’""" ' 9. Memphis-en an. Inturer. In Imm or product advcmmnezm. 0 they aha' '. f"""""”""""“""'"'"""""""";""""" quorIIrsnm “mum...”.................... ..... ...... ......... ...... ......................... ........“my; h'mb'unl (actors to 'quIal opponumlylorvimepht‘leInns!" ................ ID. I: Inelrwosvulmwo oIcosmnunlcaIIo-I lo employ": conmruiug (he contractoNew np'um . ..... ......... ................ II. IIuvr a“"(immun'fidr‘c'izs'“I;a,"(‘B'c'tgr'h’gg'gfif"{,'.f,;,'.',,',"j'fiflgfffim'fd """"'”""""""""""". . . erIiuco coupmn no in . .. ................I ngéii‘gflfi friv’f'w l2. 1: the 1-20 clnw mmn‘lnmllml'lu tho I” Ilncllor'! I’mchrsn will"? ..............

...: I -. ' n I ....... T ........... .o .......... u.....;.-....-..ofuu ...-u. ..... noun-coca...-.uo-opoo.o-on ‘3. ' ““N'I‘O-ltf‘slf‘ar Draw '1‘“ “I ““1. aunllt L“ n’.”°u )‘hlfl'. "131231352?" .8 Int-Ian Iouquul opportunity In lhe mnodt) prnchcrs or x "main“;uuln rum! 0, m, co-npmly ”’11:”? ................. ....i............................I............, . ,,, ' """""" '""" II. slhvrnvilmcnua:(In-courawtnrco'mnuncatcsto prosprctive emp cyanNu "DH ‘ """'"""""" """""" . Ihn'xlslvncr- ofllw AM"... ......... . ............... ......................................... M. mm..." as,wan:aaarr'gaé‘aaa'm'.',3;,;;‘.:{.e;'.i;ug;arazm'iam u. *2'.I'£§:‘.21‘.""-""‘ mmuo employers shown In comm or help mnud‘ ‘ ‘ - t It." . ............... ............................. ............. .....PL"&D:::":J"A”"N""""""""""""""""" """"""""""" to. II.» the coulmctor provIdcd Iuhnmmuon Um I! nouflc: subcontnctor. .p """”"'""""°""""‘"':"::33:::::::::::::::1:33.“. vendor and supplIvrs oIcompwy £0 pollcyf.................................................................
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.... ................... o ................... a .............. no....o---.-n.-o--pmv sponsored went: arr open to um um!

...... -ooo-c....-..ooocooou~--oo-

NOI'I—PtJ—XO FEDERAL REGISTER, VOL. 38. NO. 97—MONOAY, MAY 21,}."73



C. Section m—m. Responsibility (or Implementation 0. Section ”-2.13, Additional Ingredients 0! All?
Ice No Unknown

l. I; there evidence the: an executive he: been appointed as director or managerolthe company £0 peters-3’...”2. a. is there a Cea‘npiion [a' the executive‘s responsibilities!................................. ......... ............h. Does it include those elements an m 111560-13. paragraph (1)?” ..................... .......... .........3. is then a description 0! line mascara: responsihllluetf........................ . ...... ........... ........... .L 00:: line management identiiy prohlatn arm and establhh 39:33 coal: and0.1 ectiree. ..... ‘

.................................,..-................

00-0....nacho-IQC-Cluouu.a
cite a! tuning. hiring, premo-l. ’ement condnct disc-mien: with other tonnage-ment to insure that the politics an: heir; ioliowed'L.a Does inunrqrrziI-nl renev (institution to ensure minorities and women are' given iuli opportunities ior Lramier and promotional9. is career rounxiv-c IVa'24b1910? all empicnefi.-. .. .. .. . . .........................................lo. Does mam-pawn: Ciuducl pri'sodic eudiu. to ensure poster-x are displayed,Inclilllh are dimmed. minority and icing}: employees get a full oppor-tuhdifrmin: company 590% educational training and manualno r s ......................................................................... .-Ono-QDI-ninnoit...Quito-I.

.. ------ an...o--g.--o-eouu.o-oa
................................ a....o....ao.oo..u-anoao-

D. Section $4.34. Development and Execution of Prwms'
l. Is there evidence that the contractor reviews podiion “scripiioufun2. Are worker specziicanom consistent in? the lame ioh.’.............. .a Are pomzon descnpuoos available to all members oi rnsnngementh-.. ....4. Are rrcmlt'n Iruvevi in 20’L is there evidence oi an active involvement with minority otgnnitaliom?e. I: there evidence oi an active involvement with lemaJe organizatiomi.7. Do nunoriiy and ie;naie employees Ric: applicants?.....................'wr'iu- sad iema‘e empty-res on the personnel relation: sum7 -‘L:'itcimle in Jot: mm or career days?..............r : e ; s. f'iio r cruizzng program a: minority achools?‘ :‘ . ' aft-.1 l v- ”1.15”“ prmsrn at icrnaie schools?".5! .e pm.» ' - ' '- --' ‘ s: .' r..-.orille: higher than to: Monti“

...ooooa-ooonou-ounce-auocao-oaaaoo-o-nn

.-Icnoac-no...Clonalotocuov-I'D...L’ to. :9 them a ta? iron; 15,-. .Petunia '. --.--o-.........-.-.. ............ a an........use...noeooaouaoaaa-uva-c
H. is too percent oi terminations tor iezaiea higher than for maleei.is. ii so. is theze a valid rationaii.................. . ........Please explain asoc...-coco-oo-no.ago-ya..-nooauonaonuao-gnacones-anuanscao-oco-u........ oaooo-u-uuuo-non-'oO-oonuu .-

2. Section ”-13, internal Audit and Reporting System
i. is there evidence that the contractor monitor: its aflrmstive actionDmmm' ........................ . ..... .2. Does the contractor require formal report: non: manager-e on theaccomplishment oigosis?...................................3. Is top management aware oi the progress oi the 20 program.‘. ‘

F. Section 60-13:. Support oi Action Programs
1. is the contractor monument involved in external narrativeaction programs’ ............................... ........................2. Are cmpoyrce enccurased to participate in outside organization?"...................I. Doe: the contractor support outside training pr . its?" ............ ................4. Does the contractor support school: in order to assist minoritiee andtermini... ..,_...__.,................................................8. Does the coulraclo publicize £0 achievements’ ............... ............ ..a. Does the contractor support organizations such 8.31.3733"!................................

FEDERAL REGISTER,

Unknown
1. Has the contractor provided evidence to support the [act that theme-o’ntmwr\is ahidirw by the aex discrimination guidelinee ((1 CFR pt. eo- ..............u...o...-...-.1. I: there en-ience that the contractor is considering minorities and women notin the work inrce’Bro ..................lain contractor's perineum against previous goals: .......... ...................osoca-Ucannun-alaaoco-oopoaca-ao ......... raucouoooo-aa-oonqoa-ano
illicit—Certain item in too-ta are omitted no they are most appropriate ior onsite review, if one is done.(e) 0am Rum: Omauxu

Yea Ne
A. 820 pom-in and procedures:1. Are EROJoeu-n prominently diapisyed'!..........2. What BE

e. ts’it'é'd p.11 Xr‘iiié'ér‘iéh'aodlor supervisor: on the sublecti. ...lease uplmn' ..
ne'aB'tnere petulant:s...~-o.-o--a-.o~-~c ........ a... ------ .~-..-..--.-oo..aea

ride}; to; n'iweniéié'y'e'eia’i

.............. one-n...no.--.--..-o.ouao-a--anon-ooaaooo-vpolicy statements are posted? Please uplainz..........-...... .... ..............................-..,......‘ ........ _. ........... ...........pohcy.‘ Please "palm..." ..... .........too-o... .. . n-ona-ceouoeeeeenoo-C:5: with employees ............
coo-coueoouusceo-ouo.cue-eon... ...... a.e-eeo.as--o..-.o......... o- . .- .....diaemination oi'peuc'yr PM”'ki'ét'a'i'n'jiICIIIIITCIIIIZIIIIIII:

mgemerit upward an --..e...o..---.5..-..--.o-eeoa-.............. o...--...-...-...-..o...-..-.--.a....-.---aintention in writing or otherwise to take disciplinary anon io:[allure to adhere to no po‘ do: and proceeumr Pleaseexplain--.-.o--.eoo~-~ceo-.--I .....Dupe-aooopnoooouau-aa-..-...e nnnnno... -------.a-c.-u.-¢.-o.--e
B. Workforce analysis.It an adequate Workforce anslyais 'as notfurnished during'the odaite review. the com-pliance omcer should as): to ate. it available.the employer'a ropreaentation report or hisworkioroe aummatiaing the {acuity vora-focce (total. male. female, and male and te-tnnie for each minority group comprising 2percent or more of the labor area) by depart-ment or organization (Le. a logical cohesivegroup auch as personnel. manufacturing.finance, etc.) and by 820-1 category withinorganization euhdivided into (perhepe com-mon) Job grouping: within an EEO—l cate-gory. These Job groupinge ehouid reflect oneor more jobs having similar content. wagerates and opportunities. The Job groupingeehould be ranked appropriately by skill orearnings or line 0: progression. or existingadministrative practice. It earnings are mad.the range of annual coming: for each group-ing should be given. Rowever. tor the pur-poeo of these guidelines and in. all caseswhere pay is used. alphabetic or.nutnericcoding or the use 01 an index of pay and payranges is acceptable and ehouid be used whencontractors are concerned about confiden-tiality of salary iniormation.
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(3. Recruitment. hiring,placement.(a) If adequate applicant flow data wasnot furnished during the omit. review. thecompliance edict-r ehouid ct“: to we the cen-tractor'a applicant now reprrt eummartztngtotal applicants by total. male. female. andmale and tetnnle minority ole: Citations.While in many cases applicants are not clas-aitied by particular Job. it should he pciesihleto provide some separation or the applicantnow count into at least broad occupationtroupe. An applicant is dotted as one whohas applied for permanent employment andhas complied with the company‘s iormai ap-plication prcce ure. Next the report shouldehow-the number of often or employmentfor each catego!y and by total. male. femaleand male and female minority ciaszizcaticns.The report ahcuid show acceptance of offersfor each category and by total. male. female

iecticn and

and male and female minority c.us'.iica-'tions. The acceptances should also be relatedto the Job groupings outlined in section B.Workforce Analysts. This report should re-flect applicant activtty for the last 6 monthsor the last 100 acceptances. whichever is less.
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(2:) Where such a summary report is not available. the compliance moor should advisethe contractor to maintain such date in the future. but the following collection of datashould now be made to determine any problems that may exist in applicant now andemployment ratios. if the company‘s own data is insuzlcicnt. the CC0 should obtcin appli-cations or too applicants for blue collar employment and 100 applicants for white collaremployment. or applications for a 6-month period. whichever is the looser. He may use arandom sample or an immediate part chronological period. Bo may exclude certain job(romping! where applicants and hires are clearly not a problem and should be sure to includethe job groupings cited by you in section 1 above. Now he should construct the reportdescribed in the paragraph above showing applicants. alien and acocptnhoai by total, maleand female. and male and female minority cimmcatlcna by us much organisation Jobgrouping deuul as possible. _(c) Sample a representative number ofwith minorities and women applying atutilised by the personnel operation such it if the ccntrcctor appearsto have a well-structured recordreeping system. review examples or the procedure to assurethatheisinfact usingthesystcmtoaosurecqualampioymentcpportunity.
Yes No

. is the coon-actor maintaining an applicant flow chart vhianivu all the in'crmadcuMas View. me. 01.10" until-d tor. mum at rekmi. date gander: and dismaldent..."................._, Do in. 1mm request :ni-irmnnnr. angels could be used in a d'. Jnamry W?.................-...........Spv-riiy iiu‘ quanonshie xnionuaticn and the aunt have access to it... -.-.4. tummy melt 'iéézXE'W'éaala'fi 3'66 bemaintalnedonI r “6 "f0! . .... .... .... a.--ute---.e-.-oa-..-<ea-nea-a-a-aeuenablycool. now on; sre spplmanon farms retained and dexttbs the tiling system?there an affirmative action file 01 other retrieval systemsreconsider-C i! co m can he curred at the tune as their «131fleetiotts‘Are there miter. y. descriptions or Job specsif not. whet procedum are used instead?m1. IF;185};qu3555 33591' 723315 t; '6".amazes2m"""lawman S'Jt'r'ii'e'tsiiee‘"’"s'n't't'o'y'ti IIII:3:312:33:e. X:'s"t'.€e's3'§"c'§i angina; ‘1' iér' 3&5}!5.351.."2'36iiIIIIIIIIlIIIIIIIIIIIIIIII:IIIIIIIZIIIIIIIIIIII22:13:31:
ncations honorary. Is he actually aware ofthe results of his recruitment warts? ts-piain if the contractor has apeciiicnlly re-quested to have minority and women candi-dates among these referrals. tspiein if hehas discontinued using any oi‘ these sourceswhich have failed to make such retort-sis.Has be instituted any transportation orhousing programs to aid in minority recruit-ment? Describe blue collar recruitment pro-grams if applicable. Describe in detail theJob application process from the point wherethe applicant first makes contact With thecontractor. .

(d) is the contractor's applicant new ade-quate tor the Job groupings cited by you insection 1. given the utilisation factors forthis facility. it not. the following furtherinvestigation into recruitment methods andresources is necessary. Summarize the con-tractor's explanation of the specific recruit-ment ,methods and resources utilized foreach job grouping involved. Explain the im-pact of u'ordooi-mouth or other employeereferral systems. Explain i! recruitmentIources are contacted in writing at the timeof actual Job openings and how much infor-mation is prct'ided to them as to the quali-

Yee Ne
An diliereni interviewers assigned to interview applicants because of their Job interest. race or sss?..............is Job counsel“; ozlomiii not hire 1. u we applirsnt given a specific reason and is it so noted on the app.ii an sppm mt is LO'. hired. o hat happens so the application iormt Please ewi'o’ix'liib'; iii‘olii'a'o’fliic'r‘.'rb'r'ii}; Haifa;i=5it's's'siiiiiilifiiliil3313333333231: "ll i'a'éit'iél'r'{i'idiéx'el'éi‘éc'éfi'évll'dtliéifit: ii'z‘h'h'o' iéiab'iéi'ié 't'h'.’ Glgib'y'fio'fi't'éfic'éiil.'.'I.'I.'Ias} serum momtet iur capsule rejection ratios ci minorities ano

I.2.la.
l.
G.7. WON"! oanon-onesI!scoot-Iaooouuooo-aocoe.

, ................... . ........................... see-e...-.-.--.------.-.--e..---aeee-ease-sea.-

od time in various in!) cttcaccies.

In Sc.I. Are thoes'bo melts misedcomsclonsdtbeccntrartoc‘spais and timetables?" .............................Pious chitin: .. ............... . ..... . ...... . ........ .......................................................eaaaaaaaaaaaaaaaaaaaaaaaa:1 process? Please mils: .............................
(e) Review a two-scanner temple or parsonpoi records or hires hum dizrzu

immunmmm’mwumllashczncommzr.‘tsr~tfi. with... ....... .Imitation torn-.3. size: 3.;sz tcbesorned “ more mbltntirs criiorisl Pix..- c;; .in: E...................& ..:..‘.}3&;g§§EBEBI.-..-E&.I'.....w.éa&§llllllB3§fi.:u.'"'".il.r:;“nnnnnnnnMomma: . ........... ..oeceueeeeeeeee-o-e-uueeeaeae-u-oeee-e-ee-eea-ae-ea.-asaa-eeeoeone-eeaea-eea-aue-e-ea-ea.no... .a-eeeee-eeee ........ . -------.-...-.e.. .-.~e-.-...e
(f) If the connector states that the tests it use: have been validated. a writ: n rr,~:rtmust be available r: :ciiying also of anmplos used and minority and so: 08:31:11.4. urge«yobs. u-itsria, inc 11:05:: of analysis. and innate and reocmmendeticmno written mimetic-n report must be reviewed to deterrmte what‘s or 1.2:: 2:.) testa selection practice. is valid as required by the OFCC Testing Ore“: (all (LIB 534:).A compliance calm: who has antisfoctoriiy compistcd an adequate £21.37..an Clix. .-inform cont-rum of apparent noncompliance with the order when trLfiity :— c.7111“rung validity of turn is abcsnt cr aubctantlnily deficient. lion's ' tine: 1." .involved in too: 7341‘th are men quite technical and complex. theshould not try to idmtify or resolve them issues directly with the cc:::::.miew. In them come or in any case where the compliancs cmcrr eiozodetermination of noncompliance. the contnotor's evidence or teat ruck:mitted for kisser level rem along with the compliance cilicsr‘s anaiyit or t-weet. . 'D. femimioM.—(a) If adequate data on terminations was not furnithod 6:21;: theeerie. review. the map-limes caicor should as): to see. if avaiishle, the taxpayer. r _-.~rton terminations at the facility Wiring termination: for total. male. lemme 4:4 ratioand female to each appropriate minority group. by organinaticn and by 2mm: can-yr}-within organisation subdivided into (perhaps common) :ob groupings wif‘o’ :1: 3—: an...sci-y. Consult section 3 above. workforce analysis. tor rnrther guidelines on job Emu; 2.3.(b) If such a summary report is not available. for a similarly stet:;t:caliy a.;:;i:‘.:;.:ttime frame as investigated for hires. review a list of terminations. by nurse or cine; inn-.11-iicaticn. showing hire and termination dates. Job assignment. minority group maizberrttpand sex. it possible. the terminations should be related to the porno covert: by 'Ezehiring analysis. To determine if there is an unfair disparity of company pclicics. tit. perk-dof at least 0 months or too such terminations should be reviewed. whichever is bem.(e) it there is a disproportionate number of terminations because of minority groupidentification or sex. or a pattern of placement of-minority group members or runs:to specific kinds oi lobe. the causal factor should be explored and discussed,. Promotion and nourish—(a) If adequate data on promotions and transfers was notfurnished during the ctr-site review. the compliance cmcer should ask to sea. is available.the employer's report on promotions at the facility summarizing promotions for total.male. female, and male and female ier each appropriate minority group. by organisationand by EEO-i category within organisation subdivided into (perhaps common) job group-in:- within limo-l cateyory. Consult section 8 above. workforce analysis. for further guide-lines on Job groupings. A promotion is defined as any personnel action resulting in move-ment to a position of greater skill. eii'crt or responsibility. Wage or salary increases alonedo not determine a promotion.(is) if such a report is not available. the compliance oiiicer should review a listpromotions or the last 0 months activity. whichever is less. The review should includename or other identiiteation. minority group status. sex. previous Job. department andpay, and new Job and department and pay. A promotion is defined as any personnel action
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. resulting in movement to a position of grezter shut. ezcr: or responsibility. Wage increnesalone do :10: deierrnine n promotion~in A determination shouzd be made it there is e disparity between the promotion roteo: minorities end women as related to the rxte ior nor-minorities end-or males. In doingthis uniysLs. the icliov. isg procedure should be included:identuy the rarious entry level pcsizions and the promotionnl udder: as indicated bythe contractor and by the CCO‘: confirmation through simple record Analysis. Are theselines in my toy oriented by race or sex? Pieiuie explain. With regard to promotions thatAre competizive. what in the significance or interest. ability and seniority in promotion andtrons!" considcrntions? Pierre expiein. Are there my periodic written performance nungnwhich influence promotion or transfer? Are minorities or women concentreted in certainjot: outside my line oi progression or which deed end before the employees can reachthe pay 511:: to which their experience. mining or seniority might entitle them? Plea-soaplnin. Ls there a. well-structured transfer progrezn? Discus my luck or representationof minorities and women in this program. Please e'pltin. '(d) Reiiew the tile on tzansier requests to determine i: minorities or women hove beenoverlooked or rejected disproportionately. Please snmmrize your findings. What is the(requency of inier~ or intrudepartmeniu truster for better working conditions or togun promotional opportun ties" is counseling offered to employees considering this move?lion-common in transfer from blue collar to white collnr positions or from “traditionallyiemnie" or minority to “truditionelly mic“ or nonminority Jobs or vice verse? Who moni-tor: promotion end trues. r tivity and through whet meens? How is job security mootedby trensrer or promotion end does this disproportionztely affect minorities or women?(c) Comment on the representation of minorities Lnd women among supervisor: andwhere promotions dur'rg the previous. yea: suggest any improvement. I! npproprinte. reviewattuned personnel records to conduct the following malysis. Explain how supervisor: areselected. Who monitors these tions? zxplain how supervisory thility is measured.P. Wage and salary sunrise—Berta: md compare nice: and salaries of n corrupting ofminorities And women within selected lob ciusiiicntlons. Are there poutiona with Itmilnrduties in: 3.1!; d539!2.;1 rates or pay which seem to be rel-ted to the no: or race of the:' "wt-e 1'5’ rinse e\;::;r. \tht is the contractor's explmntion {or these discrepancies?Rene e\;:un .x-e t.'.e.’-.‘ general sultry renxcs for lots or specific tutu ct which everyonebrains? Piece explain Do minority Lad women worker: nppcdr to be paid lower ntes tobegin with? Please erphin. Whet is the contrnctor'u exploitation for this? Pietro explnln.Who unites the determination a to what those starting me: will be? Pietro explain. Arethe rates negotiable? A:e minorities r: “3:239: enema to Jobs where incentive coming:are more diliicuit’ Please explain. Does review o! say employee's records confirm or dispute:he relationship of educetion. training. and experience to pay? Pieue uplnin. Are minoritiesrind women vuperr‘sing integrnted groups? An women supervuon generally et n lowerplum: in the orguiintion? Where minorities end women have been newly installed orsupervisors. hns there been my negative reaction trorn the workforce and how has manage-. merit deal: with it? Please explnin. is then a mpervisory development program? Hemexplain.G. Training and educational opportunitieJ.—(d) I: adequcte date. on training end edu-cational opportunities was not furnished during the oil-cite review. the compliance officershould ask to see. it available. the employer's report on training nt the i’ncility. oummnrizingby ruining class the participation by total. nuie. ferrule and male and female minorityclassifications end showing the taming participation rate {or each group. The report ehouldreflect the int 5 months activity.(in if such 3 report is not nveiieble, the compliance oiiicer should obtain tram the cou-trnctcr a list of venous training sad npprenricevbip programs ongoing or completed duringthe last. 6 months or other significant period or time. with home or other identincetion.minority group identification. sex of participants. dete or completion end job and paybefore and otter tnininci include employee: hired directly into such program.(c) What types oi training do new employees receive? Raw are edditionsl opportunitiesfor training and educniion edvertised? is there evidence o: my dispente {allure or dropoutme? it there is I registered apprenticeenip program. nu the contractor provided theBureau of Apprenticeship and Treining with on sceeptabie mmetive action program withcools and timetabies? is formal training being required now {or Job: not previously involved?

no ---~

In this discriminetory? Does the contractor publicise 30 achievements? Does the cor:-tractor support orguniutions which would mist hie extort: end implement his mrmetivenotion progrun? _8. 530%.”, additional ingredients of JAR—Bu the controctor provided evidence tosupport the (not that the contractor is Ibiding by the re: discriminntion guidelines (11CPR pt. 60-20)? I: there evidence tint the contrsctor h considering minorities and womennot in the work force?
id) Mimromwmucroe!

ummruvxxw
I hue reviewed your cmrmetive notion plan cad supporting documentation ruhmitted tothis office on .----.--‘..--. A: n result or tint review. I and your MP. mpteble and I willnot be visiting your site {or n more intensive review.[My evaluation or your A”. did. how-nor. point out the: you mould be tuning a moreconcerted eiiort in ---------..-. I would hope to see improvement in those new duringmy next roview.l ‘X eppreciete your cooper-cum: in this mutter.

(Simian)‘Optionnl. -.........-..-..........(0) sum: 1m to m Corneal-on n
mmmr mw

I hove reviewed your LAP. submitted be thb «ace on .-........... A. n wait of thereview on the material submitted. I cannot fully determine your compliance with therequirement: of revised order ilo. d. I mid. therefore. like to echeduie on one-it: reviewon --..-..---.-. I would Wt. your having «to tumble to reviuv the followingerode: -.
nmuoeny.qwnoneuuunwtbeebme.mccnuctme.

(KWNAWIU
Prrn J. Barnum,Secretary of Labor.
Pmur J. DAVIS.Acting Director. one: a!Federal Contract Compliance.inDonna-cuerm sue-mutiny
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igniiicantly un-
,prenticeship or
m5? 0.0.0.0...

23. Are women signi.ieantiy under-
represented in apprenticeship or otheré ' I'“r M “rograms?vou'ouoooob'a IQODOIQIOOIIDOCOIQ

t!
the c:mpany icons on is-
: minorities and women

ectiori (SO-2.23 and
.s to meet such as

- “”011 20-2324;
transporta-

t recruiting/

(leO ‘0’".

"ti(n(3 hi.'I-(am
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r.»rtf‘fihJJh

2‘U

63-2.}, Corrective Action
‘ .; 0v.I .. . 'eter d veloped a

gram to the ex-
tion 60.2.1?......
ed as part of the
a separate pro-

he contractor ug-
-nti:‘ie

0"
u.no

,-
(r'0n

:1 Jr(I .-.~’uw9 O
,m 0.

.or’s AAP 1n-
atement or re-

2. Does the Policy Statement ad-
dress those items noted in 60.2.20,
paragraphs 1 hrough 4 in their en-
tirety?

a. I! no, in what respects is the
statement deficient

B. Section (BO-2.21, Dissemination of
the Policy '
1. Has the contractor provided. sub-

stantiation or the Policy Statement in
the contractor's policy manual?

2. Are there examples of it being
-.pir':ilicized in company publications?

3. Has the contractor provided sub-
stantiation that management meet-~
ings have been held reiative to the re-
quirements f Sec. 60-121?

4. Has the contractor provided sub-
stantiation that employees have at-
tended meetings relative to the re-
quirements of Sec. (SO-2.21? ‘

5. Has the contractor provided
substantiation that 130 is covered in
new employee orientation and many
ageinentvtraining?

6. Has the contractor provided sub-
" stantiation that union oiiicials have
been informed of the policy?

7. 'Are th e r r: no..uisei'iiiiiiiatloii
clauses in ail union contracts?

‘8. Have there been articles pub-
lished on 130 programs, progress re-
pol.£s' ctCC? 'II.0........""I..'..-.

9. If employees are featured in
image or product advertisements, dothey show ininorities and women? ..
° 10. Is there evidence of communi-
cations to employees concerning the
contractor's AAP?

11. Have all recruiting sources the
contractor uses been informed verb-
ally and in writing 0! company pol-
icy? O'IIIIOQII.IIDIIOCODIIOIIICIOD'ID

.12. 'Is the 20 clause incorporated in
the contractor's Purchase Order? . .
'13. Has the contractor provided

substantiation that it is notifying
minority/t e m ale organizati as in
writing or the company policy?
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.1
3.15 top management aware 1f the
reg:ess of tl1e130 program? ..

P. Sect1oz1 60-2,26 Support of ..:;!->11 _
P1ograms .. ..
1. Is the contractor mana1, -n1.cn'-:.

involved in external affirmatLe 5.0--
t1011 programs?

2. Are en1;1lo,ccs encouraged 1.)par-
ticipate in outszde organization.. ..3. Does the co..tractor 51111110; nut-51'de training programs? . .
4.13005 :11 contractor 51 martschools in order to assist 11111111?.1135and females?
5. Does 1110 conractor public-: e V..O
achievements? .6. Does 111.c contractor s11ppc1t“01'-ga11z..t1o115 such as NAB, e107. .
G. Section 602.13 Additional! 11.gredlents or AA?

1. Las the c011trac1or provide; 1v'--dcnce to support the fact tl1: 11ccont rector is ab'ding by 1‘11 c Sea :21;-chainnation Guidelines (.11 CF17..-311‘.60-20)? ...... . ..2. Is there evidence that the (.m-
tractor is consi flexing 111111.0111.c,21nd
women not in thework force? .
1H. Explain ‘:1€o111rctor's perforr‘ance

2.33.1113thevi us goals:

Unknown
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8. Are upervvisors held ac-
say-re.tn‘gze :0: :qzlu:c to meet

5:03.15? cocooI-toOOOOOOOCOO

ovlew Come:lose
3. Work/orcc A7 'alys52's

I: an adequo e .vorI-zi'orce anal ysis.
was :1 tliurnisl d (E urine: the off— site
1' View, t lia..ceo {ficcr s..onld

see, if av- la‘ole, the employcr’s
-..tation report of his worl-

1.1:11arhing the facility work-
otal lllfllC,’ fe.male, and 1n..l<-

~\sn_' ‘l

‘L
C7‘afli:3 L»:

Hha.9"
O0

40",J :ea) by department or or'r'ini-A 0“O a

link! as personne, ma..ufactnring.
iina‘nee, etc.) and by 1330— 1 calegory
wit.1111 organ ..ation subdiviccd into
(perhaps common) job grouping:
with in an EEO-1 category. These jol
,roun ings slionl :1 reflect one or ..1orc

jo'1s having 3111111.: content, wage
rates .. 11d opportunities. The jo‘
groupings should be renlzed appro-
print 1v b" skill or earnings 01' line of
"regression 0r existing administrative -
rectice. If earnings for each gzz'oap-

in: should be gi'..'e: However for...:
of these G1: ideeli..es and in 2.1

ray is used alphabetic
numeric coding or the use of a:

do): of pay.anges is acceptao an:
uid be use“.1 when cu:lunchs are

about connoenc:duty 0:
sale..ry intern atlon.
C. Recruilmcnt, Hiring, Selection ami

Plcccm at ,
(a) If ..dcqu ate applicant ilow dat:.

was; not furnished during; the off-sit:
review, the ccznfii.ance oii‘.cer shalt
asl; to see the con 1:actor's apnll
’lov repor t 51:11.1:1 sizing toal appl
cazi‘ts by total 111:: 0, female, an

. n'.a.e ..nd ie...a‘.e mi..ority classifica
tlozzs. While in :11..ny cases applicant.
are not classified by part‘. .1lar job, 1'
Si“.ou.:l be possble to nrovi do 501:: so
ara:io.. or t‘..e applicant flow can
into at leas bzoad occupation grouns
.-.:1 applicant is define ..s one x'hl
h..s ..r.p.ied {or pe....ar.e..t---.e.1111oy
meat.... ..as complied with the co...
pany's formal application procedure
Nezft the report snouicl Sher-1+"...e num‘v

1‘0: 0:: rs 0: employment tor. escl

(i.e., a logical cohesive group _

and 10:11:11.: nilnoziq ......-
..s. The report should show

offe: for e..c‘.1 cate-
y iot..l, male. .
emale minority . .r'
eceentances 5110111 (I: a.

the job groupim o '
ion B, \"01l: force '.1‘~.n aly. s.This
should reflect apolicantt‘uaetiv-

ity for the! tsix months or th.0 last
100 accep19.1". es, whichever is less.

'(b) Where such a summary report
is not av'1,ilable the compliance offi-
cer should advise the contxactor to
n1alnt..in such data in the ’ut..'.re but
the following collection of datesshould
now be made to determi..e any prob-
lems that mayexist in "pplicant flow
and e:.1ploy1nent ratios. If the com-
pany's own data is 11151:.1‘leicnt, the
CC0 should obtain D.D})"..C?.tions 0:100
applica:Its for blue collar en1;).oy:..ent
and 100 applicants for .vhiie collar
employment, or applications for a
six (C) rnonlh period, whichever is
the less-:. He 11'. ay n..e a r:union: sam-
ple or an immediate '1...1. cl'. ro:.ologzi—
cal period. He may each: do certain job
groupings \"llClC applicants and .1.1'cs
are cleaily not 1. meme-1n and slim:
be sure to include the job grouping
cited by you in Section 1 above. Now
he slionld consumer. ine renort de-
scribed in the paragraph above show-
ing applicants, offers and accep-
tances by tote. . male and iemale,
nd male or.d female minority cl...ssi-

$119.0tions by as nueh o:ganization
30 giroup:13 detail as possible.

(c) Sample a representative num-
ber of job requisiti :15 on a gluon d..te
nd compare with minorities and
women an'ilying at the same time.
Obtain copies of any other for1115
utilized by the personnel operation
such as interview reports. Even if the
co‘ntr..etor appems to ..avc 3 e11-
structured ecord‘.ecp'ngfl syste... , re-
iew e:~:a...ples of they: cdure to as-

sure that he is in factrusl..g the sys-
tem to assure equal employ.'r.e..t op-
portunity.

r 1.eman

0’.U

.. o; ...-
taining an on
which gives
information

Speeii’yt
ation and

access toit
0000...:-o.-0¢ooouoouo¢uo-uoo-'o

3. I: tuch infornzeizon‘. al-
legedly asked for af‘..r'.'.:ati'.'e
action purposes. cou.d it not. be
maintained on a separe‘e rec-
ord? .. ...........-

women to b :15::ie: "'
100 can be offered at t'.'.
0. their ozi; ':'.:.l applieazion .

6. Are t'r.rcc waiter.
scriptl 11s or job so:
tlons? .
If not what procedures are
used instead?

7..”11‘9
““1th to 23:8:
in “Hi i-
they?

8.'Are these .
used for external

((3) Is tl'.e
1‘. w adequate
cite 11y yo- ‘

0%‘IGV v-oc
gation 1.12.0 r
resoar es is
t..e 0031:2610: 9Av 0.4.. 5,-SpCCuiC rev. u;ueooeeo
sources utilized for
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5.11110 makes the final de-
i:.icn for he and on what

basis?

rviews
{ced-

O...C€?

7.5’ .parse11.10 H p”co-v:;voeé
Wu:. OI....'...........U...’..'......

OOOOOOOOOOOIOQIOIOICO.

pe..-'..'.gs a. d
is proevicted

i.‘ficat.ons nec-
a-..'are of the
.e'it ei:orts?

135

sources
.0 maize such re-

“sent; CIC'Zl'lI‘JS 23 a.d

8. Can and does anyone chal-
lenge dcci 5‘. 0113hsting o..".cials?$8.C

39-! .\U
made by the.

Please e1:plain:

9. Are those who ma?.0 selec-
tion e
tor's
. Please explain.

nseious of t'..e con rac-
goals andtimetablcs?

..OOOIOQQOUOIOOI..'...OUOIOUCC

10. What role does the EEO
Coordinator play in the selec-
tion process? Please explain: . . _
C...I...OIQIIOUOOIOOOCOOIODOII

(e) Review a
of I)fere 11:. periods of time in vario

representative sample
ersccnnel records 01‘ .ires from dif-

us job
categ; ries. ,

1.171031 discuss.0115 with the

W0ll
interviewers and supervisors as

as from comments appear-
ing 0:1 th application forms,
“"3:31: “31:458.: tO'HM 5V...”1“.“ of the
111're subjective eiiteila? Please

- — e): lain: ..OIIOIIO'I'COOUOOOOOI

2.,Does the contractor claim
an? bona fide occupational
qualince.tions to justify sex dis-
crimination? Please e.:plain: ..
ooooo:vlc-OOocotooltooionooccvto
..'..CIOO'IOICDCCOUOIIII....O..
..OOCOIIIIIIOOOIDOOODOUOIUUOI'.
OOIOI‘.'0'...IOOOIO‘IUOOOIUOOII

(f) If the contractor states that the
tests it uses have been validated,
written report must be available spe-
cifying size of samples used and
norit"

~- 0:
O

oooooooloocooo-oocoo-0000000900 c

an“.0
"PM000°

.be

C;

1111-
..nd so): composition, nature

3‘0‘5 C11: .0"- :‘t::l‘ood5 C: singly-3.3.. ~ “1 \ aLeia-"5 301d:CVCouo senate-1.0.. o
vritten a.idr.tior. report must

evlewed to determine whether or

'idity are

v:lid as required by the OFCC Test-
12.. O;clot('11 (31-11604).

:1 compliance of: oer wh
Ire rily compmted an aciecgua
tr. :5 0course sh ulcl inform
tc rs of apparent noncompliance with
tie Order when validity or evidence
st 1>por‘11‘{' validity of tests is absent
01 substantially deficient. Ifcv.ever,
511cc the issues involved in test val-

oiten quaLtc teel. nical a..
cc inplex, the compliance officer should
cut try to identi'f) or resolve these'
is.ues directly with the contra tor
during the:evicw.- In these cas es or
in any case who: the compliance
oificcr cannot make a clear deter-
mination of noncompliance, the con-
tractor’s evidence of test validity is
to he submited for higher level 1'e'iew
‘aling with the compliance officer's

1.alysis of the disparate effect.
13.10271.otions

(a) If adequate ata on terznh.9.-
ions was not furnished during the
oil-site review, the compliance officer
:tl ouid ask to see. if available, the
.1'1ployer's rei'rtm on terminations at
:l'. e faciliy sunnnaiizing t.o'.':‘.‘.i:‘.:‘.-
Zions for total, male £0:nolo and nzale
ard feinai e for each appro;'riate 11.:-
.1(rity group, by org: niaatioz. a1 cl ly
12120-1 category within reaniz..tlon
subdivided into (perhaps common) joh
:rnlpings within EEO-1 czli egory.
.1 1.1111. Section 3 above, 1"01.lzforce
.lmlysi, for further guidelines on
.01 groupings.

(h) If such a summary rep rt is not
1v allable, for a similarly statistically
11 niiicant time frame as investi gat-

ed for hi 1'_es, review a 1i.t of term: ..a-
it 113, by name or other ..c1tica-
.itn showinrc h're and terniiz'-. Lion

.- t.es job asi..3.:11nent,1ni11011t:,'$10113)
'11.:11bership and sex. 11‘ possible 12'.
c rninati 0115 should be related to the
1criod covered by the hiring an..i sis.

'i‘c dcterznin if th.ere is an nfair
ill :partty or coinpan petal-es, thepe-
Fitd of at least sis: (5) months or
.01 such terminations s..ould be re-

' 'iuwed,‘ whichever is their:e..se
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*SPA individuals working at least %-time in a permanently established position.



SCH‘I’
N. C. STATE UNIVERSITY

AFFIRMATIV CTION PLAN
SPA PER ELCOMPLETED BY DATE

FULL-TIME

Officials & Managers
Professionals
Technicians
Sales
Clerical
Craftsman
Operations (semi-skilled)
Laborers
Service Workers
SUB-TOTAL
TOTAL
*PERMANENT PART-TIME
0 ficials & Managers
Professionals
Technicians
Sales
Clerical
Craftsman
Operations (semi-skilled)
Laborers
Service Workers
SUB-TOTAL
TOTAL
Note: A + = C

C:
B
D

WORK SHEET FOR TABLE II
Estimated Number Estimated Number Total Projected Hiring Goalsof Positions of Newly Created Positions (based on the total positionsExpected to Positions to Be to be filled)Become Vacant Filled (1973 ‘ 197(1973 - 197 ) 1973 - 197 ) (1973-197 WHITE BLACK OTHER

M F M F M F M

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

F
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F6 II +1655 PERMIMEM 1*
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agg‘msrxwrgom 20mm
;SCHOOL InetituLional Iotals 3;'|F." "(-. a . 3‘ !DATE cofiLErgn m ‘ L 1' . .. . ' .- -
'

21513 ~ , EQEEL _> Whiten ___, Black Q£her Minoriti:, ' Male,(%) Female (Z) Male (Z) Female (%) Male (Z) Femal=
Officials & Managere a? .56 (g§)_;_3‘(5) L 5 '“ ' . "Professionals). _ 7f: . - '38 (4'8) "'36 (47) 111.5) ' 1 (1.5)' o .Technicians" -' , 41_0_* 248 "(61) 113 ‘(29)’ ' ‘ 29 (6.5) 3421 ' ‘ 24.5) 5 (1)Sales .. : Iii. 51-2 (é7) - ’ ' ' 1 (33) .61611661 ‘ 766‘ '30- (4) 646 (84) ‘19 (3) 67 (my ‘ 1 (.1) 'Craftsman ’ 251 I 185 (14) 9 (3) ‘ '52 (21);' 'S (2)Operations (aemi~ekil1e§)109 ' 24 (23) 50 (46) ' 19 (16) ' 14 (13) 1 (1) 1 11)Laborers . - #124 ' 42 (34) 3 (2.5) 76 (61) 3 (2.15) '1‘.3.166 Workers ' 23' 29 (10.7) 10 (3) 120 (43) 122 (43) -- 1 (.3)

“:zCHOOL TQTALS _ 2,082 - 654 (32) 875 (41) . 316 (15.2) 221411) 5 (.3) 11 (55:).
o “ . "I

' I' ‘ .
[Total 2,082 Full-time employees '78 Part-time employees.

IIII .
.‘



32A INSTITUTIONAL TOTALS
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II

SCHO0L_#Institutiona1,Totals # .' .DATE COMPLETED __ ‘__ "‘ ' " a;
EEELE - 223$; _*7 White. ___, Black Other Minoriti' Male,(%). Female (%) Male (Z) Female (%) Male (%)'Fema}
Officials & Managers _; ' . ‘_w 4__7 ". - "' ' .Professionals __$ ' r .. I' 'Technicians ' ' : ._;;4 L . 2 (50) 2 (50) ' .Sales ': ‘ ‘ h;7 .. '. I ' ;Clerical __71 . ' '- 68 (96) ' ' 1 (1.2)' ‘ 2 (g;§1Craftsman __¥ : I IOperations (semi-skil;e§) 3 ' .1 (33) 2 (67)

‘ Laborers . ___ I I ' .
' _Service Workers ‘

§CHOOL TOTALS <_z§_a 3 (4) 72 (92) : L_Ll.il_ 2 (2.2)
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JOHNSTON COUNTY

Table 1. Pepulation by Sex and Minority Status

1970

Per‘ t Labor Force
Number Distrihggion Participation Rate

Total Female Total Female Total Female
(1) (2) (3) (4) (5) (6)

1. Total 01,737 31,951 100.0 100.0 58.7 43.4

2. White 48,615 24,987 78.7 78.2 58.8 42.8

3. Black 13,071 ,0,935 21.2 21.7 58.0 46.0

4. American Indian 15 6 4/ 4/ N/A N/A

5. Oriental 28 16 ’ 4/ 4/ N/A N/A

6. Other Races 8 7 3/ 3/ 56.0 21.4

7. Spanish—American.3/ 87 50 0.1 0.2 55.8 32.0

8. 1unority Group g/ 13,122 0,904 21.3 21.8 58.0 45.8

..<.—.___.—._.——...

._\. \

werek

or other races.

Source:
Less than 0.Jh percent.

Census of Population 1970.

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

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



l
JOHNSTON COUNTY

Employment Status by Sex and Minority Status

1972

Percent Distribution _Sex and Minority Work UneggigyStatus Force' Work ~ Unem-
' Force Employed ployed Rate

Both Sexes

1. Total 25,140 100.0
2. White 20,600 50.6
3. Black 4,520

Other Races . 10
Spanish—American 1/ ‘40

Minority Group 3/

Total

Percent of both sexes

White

Black

Other Races O 0 0 §/‘ §/ §/
Spanish-American 1/ 20 2o 0 o. 2 o. 2 y
Minority Group y 1.970 1.680 290 20.2. 18.3 50.9

Spanish Americans are also counted in the racial categories as white, black or otherraces.
VSum of Spanish-American ethnic group and all races except white.
Less than 0.05 percent.

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

E X E S

Spanish. Minority
Amer.l/ Group *
(5) . (6)

Total Number 1972 ' . 4,150
Total Number 1970 4,158

Percent 1970 ‘ 100.0

Prof., technical,& related
Engineers
Mbdical & health ser.
Teachers, elem. & sec.

schools '
Other Professionals

Nonfarm managers & adms.

Sales
Retail stores
Other sales workers

Clerical
Secs., stenos., & typs.
Other clerical workers

Craftsmen, foremen & rel.
Construction craftsmen
MBchanics & repairman _
Machinists & other metal

craftsmen
Other craftsmen

5Q“
on

YOUR)

AC no kI‘LX)

Operatives, exc. transport 19- 8
Durable goods mfg. 5.2 5.0
Nondurable goods mfg. . 10.5 11.1
Nonmanufacturing 3.7 3.7

* 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.
- . - .... .-, ..--.—.._... -—~- ~- . «I. -.-_. . .a. .4....-.. -_.4. . — --- .u-.—.—_. M “.4 .o. ..,_.~..1. .. .7... --W.-.~- .--—.~ -



JOHNSTCNmNTY. Table 3 (Contid)

B O T H S E X E

White 3 Black Other Minority . White Black - . 'Spazzish I’Linori"
; Races uroupw . finer.l/' Group

G) (9) (11) (12)(2) § (3) (4) (a) . u

Transport equipment
voperatives 4.2

Laborers, Nonfarm

Service workers, except
pfi.hmmdmhb
Cleaning & food service
Protective service
Personal, health, &

other services

Private household workers

Farm workers

ept white.
racial categories as white, black, or other races.

.‘IV
p...

* Sum of Spanish-American and all races
1/ Spanish-Americans are also counted in

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

Cv ,J»u
x
h
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EMPLOYMENT SECURITY COMMISSION
OF NORTH CAROLINA

Bureau of Enployment Security Research
Post Office Box 25903

Raleigh, North Carolina. 27611

DURHAM STANDARD METROPOLITAN STATISTICAL AREA

I’IAI‘TPONER INFORMATION

FOR

AFFIRMATIVE ACTION PROGRAI-IS

1 97.3

The date in this report meet the mnimmn re uirements of OFCC Revised Order No. A,
Subpart B, paragraph 60-2.“; Section (a), (21), (i)-(v) and (2), (i)-(v).

Mr. Louis Berini, I'Ianager
Buployment Security Commission
Post Office Box 2287
516 North Mangum Street
Durham, North Carolina 27702



NMNPONER INFORMATION FOR AFFIRMATIVE ACTION PROGRAMS
'

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 problems 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 jdblessness.

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 jobs. The seemingly favorable preportion of women in professional
occupations results from their predominance in elementary and secondary school
teaching and nursing. Almost h0.0 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 work.

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. On 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. .

Additionally, those not in the labor force, particularly women also offer
considerable 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 II
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 Employment 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; personnel record systems; recruitment; 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.



Table 1 o

f

DURHAM SMSA

Population by Sex and Minority Status

1970

Number PercentDistribution
Labor Force

Participation,Rate
Total
(1)

Female
(2)

Total
(3)

Female
(4)

Total
(5)

Female
(6)

1.

2.

3.

A.

5.

6.

7.

8.

Total

White

Black

American Indian

Oriental

Other Races

Spanish-American y

Minority Group 3/

190,388

136,155

53,h0h

167

14145

217

1 , 269

511 , 233

97,569

68,266

28,92h

79

203

97

571

29,303

100.0

71.5

28.0

0.1

0.2

0.1

0.7

28.5.

100.0

70.0

29.6

0.1

0.2

0.1

0.6

30.0

58.5

58.6

58.2

NA

NA

5623/

53.6

58.1

50.2

h9.b

52.1:

NA

NA.

h2.8

h2.h

52.1

;/

JJ’

5/

Source:

Spanish-Americans are also counted in the racial categories as white, black
or other races.
Sum of Spanish-American ethnic group and all races except white.
Includes American-Indian, Oriental, and other races.

Census of Population 1970.



DURHAM SMSA

I

Table 2. Employment Status by Sex and Minority Status

1972

Percent Distribution Unemploya
ment

Sex and Minority
Status . Employed Work

Force Employed Unem-;
ployed Rate

Both Sexes

1. Total

White

Black

Other Races

Spanish-American 1/

Minority Group 2/

32%

Total

Percent of both sexes

White

Black

Other Races

Spanish-American 1/

Minority Group g/

100,920

7h,730

25,880

310

570

26,750

h5,000

h5.6

33,310

11,550

130

250

11,9h0

98,370

73,210

2b,860. 300

550

25,710

h3,770

hu.5

32,580

11,060

130

2&0

11,hh0

0

10

500

7h.0

25.7

0.3

0.6

26.5

7h.h

25.3'

0.3

0.5

26.1

100.0

59.6

no.0

o.h

0.8

no.8

59.3

39.8

0

0.8

ho.7

2.5

2.0

3.9

3.2

3.5

3.9

2.7

2.2

h.2

0

h.0

h.2

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

.90uroe: North Carolina Employment Security Commission



DURHAMCSMiI’

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

BOTH SEXE'S FEMALE

.' Other Spanishbfinority . . Other Spanish Minority
Total White Black Races Amer.l/ Group * Total White Black Races Amer‘J/

(1) (2) (3) (4) (5) (6) (7) (8) (9) (10) (11)

Total Number 1972 98,370 73,210 21,,860 300 550 25,710 1:3,770 32,580 11,060 130 2110 ‘
Total Number 1970 79,222 58,963 20,021 238 1.113 20,702 35,265 25,125 10,0h3 97 156 g

Percent 1970 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 5h.8 12.2 21.5 2h.8 13.2 33.0 h8.1
Engineers 0.9 1.2 0.0 1.7 1.3 0.1 NA NA NA NA NA
Mbdical & health ser. 5.1 5.8 3.0 ‘10.9 12.6 3.3 6.6 7.5 8.3 6.2 16.0
Teachers, elem. & sec. _ .

schools 2.9 2.9 2.8 2.1 8.5 2.9 5.2 5.5 . .h.5 0.0 9.0
Other Professionals 13.h 16.1 5.0 36.1 36.3 5.9 9.7 11.8 . 26.8 23.1

Nonfarm managers & adms. 7.0 8.6 2.2 h.2 7.2 2.3 2.6 3.3 0.9 0.0 -0.0

Sales, 5.8 7.0 2.1 2.1 608 202 ha? 508 108 000 1105
Retail stores 3.3 h.0 1.5 0.0 3.2 1.5 3.9 h.8 1.5 0.0 h.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

Clerical '18.5 20.5 12.5 18.5 18.2 12.6 32.0 37.6 17.9 37.1 29.5
Secs., stenos., & 1311138. 6.0 6.9 3.2 2.1 10.11 3.3 13.0 15.9 6-1 5.1 29.5
Other clerical workers 12.5 13.6 9.3 16.h 3.8 9.3 19.0 21.7 11.8 32.0 0.0

Craftsmen, foremen & rel. 11.2 12.2 8.5 2.1 3.2 '8.3 1.6 1.8 1.1 0.0 3.8
Construction craftsmen 2.8 3.3 1.5 0.0 1.8 1.5 NA NA NA NA NA
Mechanics & repairmen 0.7 0.9 0.h 0.0 0.0 O.h NA NA NA NA NA
Machinists & other metal

craftsmen - 3.5 3.h 3.3 0.0 0.0 3.7 NA NA NA NA NA
Other craftsmen h.2 h.6 2.8 2.1 1.3 2.8 NA NA NA NA NA ,

; Operatives, exc. transport 11.9 11.1.; 13.5 2.5 1.3 13.2 11.1.1 111.7 12.9 0.0 3.8 1
Durable. gOOdS mfg. 109 108 205 000 103 2014 109 109 201 000 3. v
Nnndurable goods mfg. 7.1 7.2 6.7 1.3 0.0 , 6.5 9.6 10.9 6.h 0.0 0.0 E
Nonmanui‘acturing 2.9 2.h 11.1: 1.3 0.0 h.2 2.5 1.8 11.3 0.0 0.0 {

* 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.



DURHAM SMS‘I. ‘l"
Table 3 (Cont'd)

B 0 T H S E X E S ' F E M A L E

Other Spanish Minority . Other Spanish,MinorityTotal White Black Races Amer.1/ Group* Total White Black Races Amer.1/ Group *

(1) (2) (3) (4) (5) (6) (7) (8) (9) (10) (11) (12)

Transport equipment
operatives 2.8 2.h 3.7 0.0 3.6 3.7 0.3 0.h 0.3 0.0 0.0 0.0

Laborers, Nonfarm 3.h 2.0 7.7 1.7 2.5 . 7.5 0.6 0.5 0.7 0.0 0.0 0.7

Service workers, except
pvt. households 12.7 7.7 27.2 16.h h.1 26.6 21.8 1o.h 50.3 29.9 10.2 h9.s
Cleaning & food service 2.9 0.7 9.h 2.1 0.0 9.1 7.3 3.2 ..17.3 1h.h 0.0 17.0
Protective service 1.1 1.2 0.8 0.0 0.0 0.8 0.0 0.1 0.0 0.0 0.0 0.0
Personal, health, & r

other services h.3 3.1 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 1.7 2.2 9.1 5.6 0.7 17.8 . 'h.1 6.h 17.5

FErm workers , 1.8 1.7 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.
1/ Spanish-Americans are also counted in the racial categories as white, black, or other races.

399E933 Census of Papulation. 1970 and the Nerth.csrgliss Employment Security Commission. U- . -Ln--- -.,.'.



TABLE I4.

DURHAM SMSA

LAST OCCUPATION OF THE EXPERIENCED UNEMPLOYED, BY SEX AND MINORITY STATUS

80TH SEXES FEMALES .
i A *

Tom. wane BLACK 3:22: $23031: M;:::TY¢:;€;L Tom. Egg: wane BLACK 32:: figuwfifi

Total 2,114 1,285 821 8 14 ‘843 39.9 1,120 53.0 747 369 4 7 163 54.9

percent of Total 100.0 100.0100.0100.0 100.0 100.0 —— 100.0 ——100.0 100.0100.0100.0 100.0 -—

Professional, technical, & b .
related 13.6 18.6 5.3 50.0 0.0 5.716.7 14.1 17.9 21.4 5.5 0.0 0.0_ 5.4 52.1

Sales 1 4.1 5.9 0.8 50.0 50.0 2.120.7 5.7 24.6 9.3 “0.7100.0100.0 ' 3.0 77.8

Clerical 17.9 21.9 11.8 0.0 0.0 11.5 25.7 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 11.9 33.3 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 C 8.2 13.0 0.0 0.0 12.7 50.2 1.0 4.7 0.7 1.3 0.0 0.0 1.3 5.6

segigzl’uofigept private 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 65.5

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 ' 0.0 0.0 9.1 91.3

Farm workers 1.6 1.4 2.1 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 worked1959 or earlier! 2.4 2.2 2.8 0.0 0.0 2.7 44.2 3.9 75.0 5.4 2.2 0.0 0.0 2.1 43.5.-

Notes: * 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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The data in this report meet the minimum requirements of OFCC Revised
Order No. 1, Subpart B, paragraph (ac-2.11; Section (a), (1), (i)-(v)
and (2), (13-(v).

Mr. E. Bobbitt Faulk
Employment Security Commission

Post Office Box 27227
321-325 West HErgett Street

Raleigh, Nbrth Carolina 27611



RALEIGH STANDARD METROPOEITAN STATISTICAL AREA
I

Table 1. Population by Sex and Minority Status

1970

Percent Labor fierce
“We“ Distribution Participation Rate

Total Female Total Female Total Female
(11, (2) . (3) (h) (5) (6)

1. Total 228,153 116,102 100.0 100.0 6h.0 50.1

2. White 176,7Sh 89,h37 77.h 77.0 6h.6 h9o3

3. Black 50,562 26,179 (323 (22.5: 61.0 53.5

11. American Indian 331 1117 0.1 0.1 N/A N/A

5. Oriental 5118 22111 0.2 0.2 N/A N/A

6. Other Races 258 9S 001 001 6805 Shah

7. Spanish-American _1_/ 970 377 0.11 0.3 68.1 52.3

8. Nanority Group 2/ 52,669 27,0b2 23.1 23-3 6no2 53-5

L/ 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.
2/ Includes American-Indian, Oriental, and other races.

Census of Population 1970.Source:



RALEIGH STANDARD 11183180150me ' STATISTICAL AREA

Table 2. Employment Status by Sex and Minority Status

1972

Sex and Rfinority
Status

work
Force Employed

Percent Distribution
work Unems
Force Employed ployed

Both Sexes

1. Tbtal

2. White

3. Black

h. Other Races

S. Spanish-American 1/

6. Nflnority Group 2/

Eéméls

7 Q Total

8. Percent of both sexes

90 White

Black

11. other Races

12. Spanish-American 1/

13. Minority Group g/

123,520

103,530

2h,hh0

550

h20

25,3h0

53,310

h1.5

h1,h50

11,720

1ho

120

11,990

126,030

102,030

23,h80

530

h10

2h,360

51,880

h1.2

h0,6h0

11,100

180

120

11,370

O

0

620

100.0 100.0 100.0

-80.6 60.6

19.0 38.9

0.h 0.h 0.8

0.h

39-h

80.9

18.6

0.3 0.3

19.7 1903

100.0 100.0

78.3 56.6

21-h h3.h

003 003 “'

77.8

22.0

0.2 0.2 ---

22.5 21.9 hBoh 5.2

Source: North carolina Employment Security Commission

{L/ 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. .



Table 3. Occupations of Enployed Persons, ‘ex and Minority Status, 1970 and 1972

BOTH SEXES FEMALE

Total White Black Other Spanish Minority Total White Black Other Spanish- whorls;
_ Races Amer. 11 Groupséé- Races Amer. 1/ Groups*

_ (1) (2) (3) (h) (S) (6) (7) (8) (9) (10) (11) (12) A
Total Number 1972 {126,030 102,020 23,180 530 1.10 211,360 51,880 h0,6h0 11,100 11.0 120 11,370
Total Number 1970 95,121; 76,980 17,7111 1103 312 18,156 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

of., Tecrmlcal a Related; 19.9 22.h 8_._h 311.7 3h.9 9.11 17.7 19.11 11.0 32.11 21.5 11.11
Engineers 2.5 3.0 0.1 10.1; 9.0 0.5 0 0 0 T) 0 0
Medical 8. Health Ser. 2.3 2.6 1.0 3.7 o 1.1 3.81 mu 1.6 10.2 o 1.9
Teachers, elem. 8:. sec.

schools 3.1 2.9 3.7 1.5 2.2 3.6 6.3 6.1; 6.0 o ; 0 5.8
Other Professionals 12.0 1309 306 19.1 2307 ’402 7.3 806 .. 305 2202 21.5 307

Jonfarm Managers 8: Adms. 9 10.0 11.7 2.3 9.2 13. 2.6 3.7 h.3 1.2 13.0 5.1.; 1.3

68 3 I 802 9c] 108 1.2 11.9 2.0 60,4 705 20,4 0 ‘ 806 2014
Retail Stores 11.2 11.9 1.5 0 2.6 1.1. 5.1. 6.3 2.1 . o 0 2.1
Other Sales Workers 3.9 1.1.8 0.3 1.2 9.3 0.6 1.0 1.2 0.2 0 8.6 0.3

erlcal ,- 21.3 211.1 9.2 114.123.11 9.5 39.11 117. 11.6 3h. 3 57. 12.3
Secs., Stenos., & Typs. 7.2 8.6 1.h 2.7 5.11 1.5 17.1 76.9 3.0 10.2 18.3 3.2
Other cLerical Workers 1h.0 15.5 7.7 115).; - 17.9 7.0 22.3 26.1 8.6 211.1 38.7 8.3

aftsmen, Foreman & Rel. 5 10.11 10.7 ‘ 9.3 2.2 2.9 9.0 1.6 1.6 1.5 0 0 1.5
Construction Q‘aftsmen 3.1 2.7 11.7 1.0 0 3.6 N/A N/A N/A IVA N/A IVA
Mechanics & Repairman 2.5 2.7 1.8 0 2.9 0.7 N/A 11/71. N/A N/A N/A N/A
Machinists & Other Metal

Craftsmen 0.5 0.6 0.2 o 0 0.1 N/A N/A N/A N/A N/A N/A
Other Craftsmen h.3 11.7 2.7 1.2 0 11.6 N/A 11/11. N/A N/A N/A N/A

Operatives, exc. Transporte 8.2 6.9 13.8 10.11 11.9 13.6 9.7 8.1 15.8 3.7 7.5 15.5
Durable Goods Mfg. 3.0 2.7 11.2 0 o [1.0 3.7 3.6 3.9 0 0 3.
Nondurable GOOd-S Mfg. 205 200 500 205 he; 500 307 2.9 6.5 3.7 0 60h
Nonmanufacturing 2.7 2.3 14.6 7.9 7.14 1 11.7 2.11 1.6 5.1L 0 7.5 5.3

at am of Spanish-mmcan and all races except white.
1/ Spanish-mums are also counted in the racial categories as white, black, or other races.

Source: Camus of Population, 1970 and the North Carolina Buployment Security Commission



.able 3. Continued

I

1/ mash-Americans are also counted in the racial categories as white,

Source: Caucus of Population, 1970 and the North Carolina Employment Security Comission.

black, or other races.

BOTH SEXES FEMALE

'1th White Black Other Spanish- Minority Total White Black Other Spanish- Minority
Races Amer. 1/ Groups* Races Amer. 1_/ Groups*

, (1) (2) (3) (h) (S) (6) (7) (8) (9) (10) (11) (12)

Transport Equipment
.

Operatives 7 300 2.5 5.2 207 0 5.1 0.2 0.2 0.06 O 0 0006

Laborers, Nonfarm 3" 3.5 2.1 9.3 10.2 o 9.1 0.8 0.6 1.6 0 o 1.5

Servicemrkers except
Private Households 10.1 7.2 22.6 8.2 1.9 22.0 13.5 10.0 26.2 12.0 0 25.?

Cleaning & FOOd Servicg 50,4 209 1601 302 1.9 809 701 1402 1706 70,4 0 1703

Protective Service 1.0 1.2 0.1.; 0 0 0.14 0.1 0.1 0.1 0 -0 0.1

Personal Health & ‘ - ‘

Other :Services’ 3.7 3.1 6.1 5.0 o 12.7 6.3 5.7 '- 8.1; 14.6 0 8.3

Private Household Workerfi 2.7 0.11 12.8 1.2 0 12.14 6.3 0.8 26.5 14.6 0 26.7

Farm Workers ' W 2.8 2.2 5.3 5.7 0 5.2 0.9 0.5- 2.3 . , 0 - 0‘ 2.3

19 Sum of Spanish-American and all races except white.



RALEIGH Sb.

TABLE 11. LAST OCCUPATION OF THE EXPERIENCED mxmmm), BY SEX AND MINORITY STATUS

BOTH SEXES FEMALES .
. - .

.U... 2.12:: 82:14:: ”11“" $313? we .1... 21222131222132

Total 1970 2,256 1,392 8119 15 7 .871 '38.61,276 56.6 7112- 529 S 0 5311 111.8

Percent of Total 100.0 100.0100.0100.0 100.0100.0 -- 100.0 _ -- 100.0 100.0 100.0100.0100.0 .

Professional, technical, & . 5

related 12.1. 16.6 5.2 26.7 0.0 5.5 17.2 8.11 38.11 8.9 7.7 0.0 0.0 7.7 58.3

Sales ' 7.; 10.9 2.1 0.0 100.0 2.9 111.7 7.5 56.11 10.5 "3.1. 0.0 0.0 3.1. 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

Craftsmergforemenanrelated 9.9 10.3 9.5 0.0 0.0 9.3 36.2 1.910.? 1.7 2.1 0.0 0.0 2.0 115.8

Operatives 17.7 111.2 23.2 33.3 0.0 23.2 50.5 19.11 62.0 16.2 23.2 100.0 0.0 211.0 51.6

NOnfarm laborers 6.h 5.2 7.8 h0.0 0.0 8.3 h9.7 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.

Service, private households 1.1.2 2.1. 7.2 0.0 0.0 7.0 6h.2 6.1. 86.3 I 24.6 9.1 0.0 0.0 9.0

Farmworlcers ‘ 5.5 2.11 10.8 0.0 0.0 10.6 73.6 14.950.11 0.0 11.9 0.0 0.0 11.8

Last worksd1959-or earlierl.‘ 2.6 3.5 1.2 0.0 0.0 1.1 16.9 11.0 86.11 5.5 1.9 0.0 0.0 1.9

Notes:
nonwhite races in addition to white.
Sum.of individual items,may not equal totals because of rounding.

1/ Occupation not available

SOURCE:
3‘

Census of Population71970

* Sum of Spanish American and all races except white. Some duplication possible since Spanish American may
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Census
Code

001
002

003
004
005

005
010
011
012
013
014
015
020
021
022
023
024
025
026

030
031

032
033

034
035
036

042
043
044
045
051
052
053
054
055
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11.8. DEPARTMENT OF COWERCE
Bureau of the Census

Washington, D.C. 20233
March 1W1

' JEUO Census of Population

Occupation Classification

PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS

Accountants
Architects
Computer specialists

Computer programmers
Computer systems analysts
Computer specialists, n.e.c.

Engineers
Aeronautical and astronautical engineers
Chemical engineers
Civil engineers
‘lectrical and electronic engineers
Industrial engineers
Mechanical engineers
Ietallurgical and materials engineers
Mining engineers
Petroleum engineers
Sales engineers
Eghwms,mem.

Farm managenent advisers
Foresters and conservationists
Home management advisers
Lawyers and judges

Jedges
Lawyers

Librarians, archivists, and curators
"Librarians .
Archivists and curators

Mathewtical specialists
Actuaries
Mathenaticians
Statisticians

Life and physical scientists
Agricultural scientists
Atmospheric and space scientists
Biological scientists
Chenists
Geologists
Marine scientists
Physicists and astronomers
Life and physical scientists, n.e.c. ~

Operations and systcns researchers and analysts



Census
Code

056
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PRDFEBSIOUAL, TECHNICAL, AND KINDRED WORKERS—Continued
Personnel and labor relations workers
Physicians, dentists. and related practitioners

Chiropractors
Dentists
Optometrists
Pharmacists
Physicians, medical and osteOpathic
Podiatrists
Veterinarians
Health practitioners, n.e.c.

Nurses, dietitians, and therapists
Dietitians
Registered nurses
Tierapists

Health technologists and technicians
Clinical laboratory technologists and technicians
Dental hygienists
Health rocord technologists and technicians
Radiologic technologists and technicians
Therapy assistants
Health technologists and technicians, n;e;c

Religious workers
Clergwnen
Religious workers, n.e.c;

Social scientists
Economists
Political scientists
Psychologists
Sociologists
Urban and regional planners
Social scientists, n.e.c.

Social and recreation workers
Social workers
Recreation workers

Teachers, college and university
Agriculture teachers
Atmospheric, earth, marine,and space teachers
Biology teachers
Chemistry teachers
Physics teachers
Engineering teachers
Mathematics teachers
Health specialties teachers
Psychology teachers
Business and commerce teachers
Economics teachers
History teachers
Sociology teachers
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PRDFTSSIONAL, TECHNICAL, AND KINDRED WORKERS - Continued

Teachers, college and university-continued
Social science teachers, n.e.c.
Art, drama, and music teachers
Cofiches and physical education teachers
Education teachers
English teachers
Foreign language teachers
Home economics teachers
Law teachers
Theology teachers
Trade, industrial,and technical teachers
Miscellaneous t achers. college and university
Teachers, college and university, subject not specified

Teachers, except college and university
Adult education teachers
Elementary school teachers
Prekindcrgarten and kindergarten tczthzrs
Secondary school teachers
Teachers, except college and university, n.e.c.

Engineering and science technicians
Agriculture and biological technicians, except health
Chemical technicians
Draftsmen
Electrical and electronic engineering technicians
Industrial engineering technicians
Mechanical engineering technicians
Mathematical technicians
Surveyors
Engineering and science technicians, n.e.c.

Technicians, except health,and engineering and science
Airplane pilots
Air traffic controllers
Embalmers
Flight engineers
Radio operators
Tool programmers, numerical control
Technicians, n.e.c.

Vocational and educational counselors
Writers, artists, and entertainers

Actors
Athletes and kindred workers
Authors
Dancers
Designers
Editors and reporters
Musicians and composers
Painters and sculptors
Photographers
Public relations men and publicity writers
Radio and television announcers
Writers, artists, and entertainers, n.e.c.

Research workers, not specified
Professional, technical, and kindred workers -—allocatcd



Census
Code

MANAGERS AND ADMINISTRATORS, EXCEPT FARM
Assessors, controllers, and treasurers; local public administrationBank officers and financial managers
Buyers and shippers, farm products
Buyers. wholesale and retail trade
Credit men
Funeral directors
Health administrators
Construction inspectors. public administration
Inspectors, except construction; public administrationManagers and superintendents, building
Office managers, n.e.c.
fficers, pilots,and pur -» ship

Officials and aaainistrators; public administration, n.e.c.Officials o lodges, societies. and unions
Postmasters and mail superintendents
Purchasing ngents and buyers, n.e.c.
Railroad conductors
Restaurant, cafeteria, and bar managers
Sales managers and department heads, retail trade
Sales managers. except retail trade
School administrators, college
School administrators, elementary and secondary ‘
Managers and administrators. n.e.c.
Managers and administrators, except farm-— allocated

SALES WORKERS '

Advertising agents and salesmen
Auctioneers
Demonstrators
Hucksters and peddlers
Insurance agents, brokers,and underwriters
Newsboys
Real estate agents and brokers
took and bond salesmen

Salesmen and sales clerks. n.e.c. ,
Sales representatives, manufacturing industriesSales representatives, wholesale trade
Sales clerks, retail trade
Salesmen, retail trade
Salesman of services and construction

Sales workers-~allocated

CLERICAL AND KINDRED WORKERS

Bank tellers
Billing clerks
Bookkeepers
Cashiers



he»-,. Census
_Code

311
312
313
314
315
320
321
3239')?3‘4
326
330
331
332
333
334

341
342
343
3A4
345
350
355

36-
362
363
364

370
371
372
374
375
376
381
382
383
384
385
393
391
392
394
395
396
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CLERICAL AND KINDRED WJRKERS - Continued

Clerical‘assistants. social welfare
Clerical supervisors, n.e.c.
Collectors, bill and account
Counter clerks, except food
Dispatchers and starters, vehicle
Enumerators and interviewers
Estimators and investigators, n.e.c.
Expediters and production controllers
File clerks
Insurance adjusters. examiners,and investigators
Library attendants and assistants
Mail carriers, post office
Mail handlers. except pest office
Messengers and office boys
Meter reafiors, utilities
Office machine operators

Ebokkeeping and billing machine operators
Calculating machine operators
Computer and peripheral equipment operators
Duplicating machine operators
Key punch operators
Tabulating machine operators
Office machine operators, n.e.c.

Payroll and timekeepirg clerks
Postal clerks
Proofreaders
Real estate appraisers
Receptionists
Secretaries

Secretaries, legal
Secretaries, medical
Secretaries, n.e.c.

Shipping and receiving clerks
Statistical clerks
Stenographers
Stock clerks and storekeepers
Teacher aides, exc. school monitors
Telegraph messengers
Telegraph operators
Telephone operators
Ticket, station, and express agents
Typists
Weighers
Miscellaneous clerical workers
Not Specified clerical workers
Clerical and kindrediworkers —-allocated



CRAFTSMEN AND KINDRED WORKERS

Automobile accessories installers
Bakers
Blacksmiths
Boilemakers
Beokbinders

apprentices
Bulldozeroperators
Cabinetmakers
Carpenters
Carpenter apprentices
Carpet installers
Cement and concrete finishers
Compositor: and typesetters
Printing trades apprentices, exc. pressmen
Cranemen, derrickmen,and hoistnen
Decorators and window dressers
Dental laboratory technicians
Electricians _
Electrician apprentices
Electric power linemen and cablemen
Electrotypers and stereotypers
Engravers, exc. photoengravers
Excavating, grading,and road machine operators; axe. bulldozer
Floor layers, exc. tile setters
Foremen, n.e.c.
Forgemen and hammermen
Furniture and wood finishers
Furriers
Glaziers
Heat treaters, annealers,and temperers
Inspectors, sealers, and graders, log and lumber
Inspectors, n.e.c. .
Jewelers and watchmakers
Job and die setters, metal
Locomotive engineers
Locomotive firemen
Machinists
Machinist apprentices
ldeehanics and renairmen

Air conditionng, heating, and refrigeration
Aircraft
Automobile body repairmcn
Automobile mechanics
Automobile mechanic apprentices
Data processing machine repairman
Farm implement



Census
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481
482
1.83
484
485
486
491
492
495
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

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 fixars
Office machine
Radio and television
Railroad and car shop
Mechanic, exc. auto, apprentices
Miscellaneous mechanics and repairman

Not specified mechanics and repairman

Millers; grain, flour, and feed
Millwrights
Holders, metal
Molder apprentices
iotion picture projectionists
Opticians, and lens grinders and polishers

Painters, construction and maintenance
Paintzr apprentices
Paperhangers
Pattern and model takers, exc. paper
Photoengravers and lithographers
Piano and organ tuners and repairman
Plasterers
Plasterer apprenti
Plumbers and pits
Plumber and pipe fitter apprentices
Power station operators
Pressman and plate printers, printing

Pressman apprentices
Rollers and finishers, metal
Roofers and slaters
Sheetmetal workers and tinsmiths
Sheetmetal apprentices
Shipfittcrs
Shoe repairman ,
Sign painters and letterers
Stationary engineers
Stone cutters and stone carvers
Structural metal craftsmen
Tailors .
Telephone installers and repairman
Telephone linemen and spiicers
Tile setters
Tool and die makers
Tool and die maker apprentices
Upholsterers
Specified craft apprentices, n.e.c.

Not specified apprentices
Craftsmen and kindred workers, n.e.c.
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CRAFTSMEN AND KINDRED WORKERS—Continued

Former members of the Armed Forces
Craftsmen and kindred workers-~allocated

OPERATIVES, EXCEPT TRANSPORT

Asbestos and insulation workers
Assenblers
Blasters and pcwdermen
Bottling an canninc operatives
Chainmen, rodnen, and axmen; surveying
Checkers, exzziners, and inspectors, manufacturing

Clothing ironers and pressers
Cutting operatives, n.e.c.
Dressmakers an seamstresses, except factory
Drillers, earth
Dry wall installers and lathers
,Dyers
Filers, polishers, sanders, and buffers
Furnacenen, smeltermen, and pourers
Garage workers and gas station attendants
Graders and sorters, manufacturing
Produce graders and packers, except factory and farm

Heaters, metal
Laundry and dry cleaning operatives, n.e.c.
Meat cutters and butchers, exc. manufacturing
Meat cutters and butchers, manufacturing
Meat wrappers, retail trade
Metal platers
Milliners
Mine operatives, n.e.c.
Mixing operatives
Oilers and greasers, exc. auto ,

Packers and wrappers, except meat and produce
Painters, manufactured articles
Photographic process workers
Precision machine operatives

Drill press operatives
Grinding machine operatives
lathe and milling machine operatives
Precision machine operatives, n.e.c.

Punch and stamping press Operatives
Riveters and fasteners
Sailors and deckhands
Sawyers
Sewers and stitchers
Shoemaking machine operatives
Solderers
Stationary firemen



Census
.2922.

670
671
672
673
674
680
681
690
692
694
695
696

701
703
704
705
706
710
711
712
713
714
715
726

740
750
751
752
753
754
755

761
762
763
764
770
780
785
796
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OPERATIVES, EXCEPT TRANSPORT-Continued

Textile,operatives
Carding, lapping, and combing operatives
Knitters, loopers, and toppers
Spinners, twisters, and winders
Weavers
Textile operatives, n.e.c.

Welders and flame-cutters
Winding operatives, n.e.c.
Cachine operatives, miscellaneous specified
Machine operatives, not specified
Miscellaneous operatives
Not specified operatives
Operatives, except transport—-allocated

TRANSPORT EQUIPMENT OPERATIVES

Boatmen and canalnen
sdrivers

Conductors and motormen, urban rail transit
Deliverymen and routemen
Fork lift and tow motor operatives
Motormen; mine, factory, logging camp, etc.
Parking attendants
Railroad brakemen
Railroad switchmen
Taxicab drivers and chauffeurs
Truck drivers
Transport equipment operatives-—allocated

LABORERS, EXCEPT FARM

Animal caretakers, exe. farm
Carpenters' helpers
Construction laborers, exc. carpenters' helpers
Fishermen and oystermen
Freight and material handlers
Garbage collectors
Gardeners and groundsleepers, exc. farm
Longshoremen and stevedores
Lumbermen, raftsmen, and woodchoppers
Stockhandlers
Teamsters
Vehicle washers and equipment cleaners
Warehousemen, n.e.c.
Miscellaneous laborers
Not specified laborers
Laborers, except farm—-allocated

"‘..-"'--r-«I.r
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Census
Code“0“..—

801
802
806

821
822
823
824
846

901
902
903

910
911
912
913
914
915
916

921
922
923
924
925
926

931
932
933
934
935
940
941
942
943
944
945
950
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FARMERS AND FARM MANAGERS

Farmers (owners and tenants)
Farm managers
Farmers and farm managers-~allocated

FARM.LABORERS AND FARMIFOREMEN

Farm foreman .
Farm laborers, wage workers
Farm laborers, unpaid family workers
Farm service lacorers, self-employed

H
Farm laborers and iarn fore:en——allocated

SERVICE L R3338, EXC. PRIVATE HOUSEHOLD

Cleaning service workers
Chamberzaids and maids, except private household'
Cleaners and charwemen
Janitors and soxtons

Food service workers
Bartenders
Busboys
Cooks, except private household
Dishwashers
Food counter and fountain workers
1'Iaiters _
Food service workers, n.e.c., 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
Airline stewardesses '
Attendants, recreation and amusement
Attendants, personal service, n.e.c.
Baggage porters and bellhops
Barbers . .
Boarding and lodginghouse keepers
Bootblacks
Child care workers, exc. private household
Elevator operators
Hairdressers and cosmotologists
Personal service apprentices
Housekeepers, exc. private household
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Census
Code

952
953
954

960
961
962
96
964
965

976

980
981
982
983
984
986

991
995

v
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SERVICE WORKERS—Continued

9 g
'

Personal service workers—Continued

School monitors
Ushers, recreation and amusement

Welfare service aides

Protective service workers
Crossing guards and bridge tenders

Firemen, fire protection
Guards and watchmen
Marshals and constables
Policemen and detectives
Sheriffs and bailiffs

cervice workers, exc. private household-—allocated
LJ

PRIVATE HOUSEHOLD WORKERS

Child care workers, private household

Cooks, private household '

Housekeepers, private household

Laundresses, private household

Maids and servants, private household

Private household workers——allocated

WORKERS NOT CLASSIFIABLE BY OCCUPATION

Unemployed persons, last worked 1959 or earlier*

Occupation not reported **

* Found in experienced civilian labor force universe only.

** Used for Occupation 5—years ago item only.

L‘F-W-qgiu'



NORTH CAROLINA STATE UNIVERSITY
School of Engineering

Raleigh, North Carolina

Affirmative Action Date 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.

1969 Handbook on women Workers (as quoted in Availability Data,
H.E.W.):

"WOmen remain a small part of many professions - 1% of engineers,
32 of lawyers, 7% oprhysicians. . ."

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.)

Women holders of the Ph.D. - 1967-1969.

Compiled by the Office of the Chancellor, University of Wisconsin
from top degree granting schools:

Z of Those
No. in the Field

Agricultural Engineering
Chemical Engineering
Civil & Environmental Engineering
Electrical Engineering
Engineering Mechanics
Industrial Engineering
Mechanical Engineering
Nuclear Engineering

\JP‘
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4. 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,presumab1y, this
extends through 1971 or 1972.) (Reported in a "Manpower
Comments" monthly bulletin.)

5. 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 Z 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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From the Manpower Commission of Engineers Joint Council.
(Engineering and Technology Graduates - A Report for 1970-71
Data. Preliminary Newsletter Report for 1972-73 Data.)

Data shown for doctorates. Data is available for bachelor's
and master's degrees, but not reproduced here.

Doctorate Degrees

1970-71 1972-73
Curriculum No. 2 No. Z

181
68
46
22

405
432
96

820
37

AerOSpace 198
Agricultural 53
Biomedical 29
Ceramic 37
Chemical 395
Civil 458
Computer 44
Electrical 899
Engineering, General/Unified 114
Engineering - Mathematics 31
Engineering Mechanics 154
Engineering Physics 35
Engineering Science 50
Engineering Science/Math 124
Environmental Sanitary 37 51
Geological 17 18
Industrial Manufacturing 121 147
Management 6
Marine/Naval Arch./Ocean 17
Materials 89
Mechanical 479
Metallurgical 162
Mining/Mineral 8
Nuclear 115
Petroleum 19
Systems 71
Other & Not Specified

PM 0

bomowumcnsoooomb
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18
125
411
143

s 13
115
17
72
40

H
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Total 3638 99.8 3584 100.0
Note: 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

Z of Total 0.82 0.99 0.41 0.69

U. S. Negroes 407 47 0 8
X of Total 0.94 0.30 0 0.22

1972-73

Total 43,429 16,718 434 3,587
women 524 202 6 39

Z of Total 1.21 1.21 1.38 1.09

U. S. Negroes 574 81 2 12
Z of Total 1.32 0.48 0.46 0.34

*Other 757 108 2 12
Z of Total 1.74 0.65 0.46 0.33

*American Indian and Spanish Surname

7. Graduate degrees in Engineering granted by all schools in N. C.,
by sex:

A. Master's Degrees:
1968-69 1969-70 1970-71 1971-72

Men 157 154 186 161
Women -- -- 7 --
Total 157 154 193 161

B. Doctorates in Engineering granted by all schools in N. C.
by sex:

Men 65 62
Women 1 --
Total 66 62

8. Number and percent of blacks in engineering - nationwide, 1960,
reported as part of an American Bar Association Study:

Male Engineers 4,418 or 0.8%


