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REQUIRED COMPONENTS OF AFFIRMATIVE ACTION PLANS: ORDER NUMBER 4

The available federal guidelines for the preparation of Affirmative Action

Plans consist at present of three-basic documents;

1. Revised Order No. 4 (Affirmative Action ProgramS), prepared by the Secretary

of Labor (Title 41 CFR Part 60-2) , which has been made available to the

campuses previously; an additional copy of this basic set of instructions

is attached.

Higher Education Guidelines, U. S. Department of Health, Education, and

Welfare, Office for Civil Rights , which has been made available to the

campuses previously.

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

60-60) , which is a set of guidelines to be used by compliance agencies in

the evaluation of contractor Affirmative Action Plans and which, thus , is

a useful guide to the contractor in preparing such plans; a copy of the Revised

Order No. 14 and attachments-Land-figire attached .

The following supplemental explanation of the basic requirements of Order

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

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

Affirmative Action Plant The numbered paragraph and section numbers which

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

I. Utilization and Availability Analyses and Goals and Timetables (SO—2.11

and (SO-2.12, Revised Order No. 4)

. The core component of an affirmative action program is an analysis

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



underrepresentation or underutilization of females or members of minority

groups within the various categories of employment and a statement of

remedial hiring goals designed to correct any representation or utilization

deficiencies found . Pursuant to certain prescribed analytical techniques

designed to impart certainty to the process, the contractor is expected

to make its own assessment of its work force and to adopt appropriate

programs which will address effectively any problems discovered.

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

The necessary first step is an evaluation of the incumbent workforce,

by race and sex for each major occupational category. Within the

University context, there are three general categories of employment

which are materially distinguishable: 3P5. Eacrulty, EPA Non-Faculty,

and SPA. Further subdivision of these three categories is required;

for example , EPA Faculty must be subdivided by rank (professor,

associate professor, assistant professor, instructor, etc.) and by

difiiflinfifif department (e.g. English, History, Math, etc .); EPA”
.
Non-[Faculty must be subdivided by occupational job-title category

which is convenient to existing administrative practice and fairly '

reflects salient distinctions among occupations; and SPA must be

subdivided by occupational job~tit1e category.

Certain summary data reflecting the race and sex profile of the

workforce by appropriate occupational category must be included in

and form the basis for certain goals articulated by the Affirmative

Action Plan. Underlying the summary presentations, however, must
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Department

be the detailed individual employee printouts of the type which each

institution has had occasion to prepare previously: the guidelines

concerning the type of information which must be collected and

maintained on a current basis for each employee of the institution

are found in Tab I of the HEW Higher Education Guidelines (including

name, sex, race, salary, job title, date of hire, educational level);

this detailed information with respect to individual employees should

not be included as a part of the Affirmative Action Plan submitted;

however, it should be available for inspection on request by HEW.

The summary materials which must be appended to and discussed

in the Affirmative Action Plan should be presented basically in the

following manner:

I ' ' Blue);
Total White* (”figgk W) Other Minorities“?

En lish MaleQA) Female(%) Male(%) Pemale(%) Ma1e(°/Q Pemaiece)
. ¢ ' )-
ggrof'é’sggrgsi“; 20 1o (50) 5 (25) 2 (10) 1 (5) 1 (5) 1 (5)

Assoc. Prof. 14 7 (50) 4 (29) p 1 (7) 2 (14) o o

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

Instructors 8 4 (SO) 2 (ZS) . 1 (12.5) 1 (12.5) 0 0

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

Department
___M_aih_

Professors

Assoc. Prof.

Asst. Prof.

Instructors

Subtotals
*Ihclua’:$_ 01H Q'vfllén‘ Ila-(lanals,



. ET-C.

’—
INSTITUTIONAL

TOTALS 200 150 (75%) 30 (15%) 8 (4%) 8 (4%) 2 (1%) 2 (1%)

' EPA NON-FACULTY .
Total White Black Other Minorities

Title ** Male(%) Female Q/o) Male(%) Female(%) Male(°_/o) Femaie(%)

Officials and 10 6 (60) 2 (20) 1 (10) 1 (10) 0 ~ 0
Managers

Professionals 20 15 (75) 4 (20)

Technicians 40 20 (50) 15 (38)

ETC .

INSTITUTIONAL
TOTALS 70 41 (5 %) 21 (30%) 4 (5.5%) 4 (5.5%)

Title*** Total White Black Other Minorities
Male(%) Female (3/0) Male(%) Female(%) Male(%) l‘emalefié)

Managerial 10 2 (20) 6 (60) l (10) 1 (10) 0 0

Professional 10 8 (80) 2 (20) 0 0 0 0

Technical

Office-Clerical

Custodial

ETC .

INSTITUTIONAL.
TOTALS 100 60(60%) 20 (20% 10 (10%) 5 (5%) 3 (3%) 2 (2%)

. *‘x‘ " Other Minorities" includes American Indians, American Orientals and Spanish
Surnamcd Americans; the term "Black" includes only Negro Americans , not foreign
nationals who are of the black races.
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***

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

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

B. Utilization and Availability Analyses

Collection and summarization of the data prescribed in the foregoing

section permits an institutional assessment of "where it currently is

and where it reasonably ought to and can expect to go" in terms of racial

and sexual composition of the three basic employee complements of the

institution. There are actually two closely related initial analytical

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

pursued concerning whether there is a current "underutilization" of

females or members of minority groups within the various occupational

categories ("underutilization" is defined in the regulations to mean "having

fewer minorities or women in a particular job classification than would

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

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



within a particular discipline or department) than would be reasonably

expected; are there fewer blacks employed in the EPA Non—Faculty

category of "professionals" than would be reasonably expected;

and are there fewer women employed in the SPA category of "technicians"

than would be reasonably expected. Second, there must be a study

of availability of females and members of minority groups within the

various occupational categories. In fact, the two analyses are

correlative, and the reasonable answer to one may supply the answer

to the other; the focus of one is retrospective (i.e. to what extent

has the contractor's performance in the past been deficient) and the

focus of the other is prospective (i.e. to what extent can or ought ‘

the contractor change the ratios reflecting sex and race composition

of the work force). The preferred approach would appear to be emphasis

of the prospective inquiry; that is , how many females and members

of minority groups are realistically available for recruitment and

employment by the institution in the future? If the figures arrived

at suggest that, in a particular occupational category, the current

level of use of females and members of minority groups by the

institution is consistent'with computed. availability, then no problem

requiring remedial action exists; conversely, if the figures concerning

estimated availability show a higher number or percentage of females

and minority group members than is currently characteristic of the

institution's employment profile, then remedial goals designed to

correct the "underutilization" must be established.



The obvious primary difficulty is a reflection of the many variables

which could be demonstrated to affect critically the question of

'f'availability." The guidelines of Order No. 4 prescribe certain steps

to be considered in estimating availability (Section 60-2.11) . However,

there remain questions about the reliability of any availability con-

clusions reached, as a consequence of omission from the guidelines of

any reference to several factors which clearly can beinfluential. Most

particularly, the guidelines do not appear to take cognizance of various

"competitive" factors; for example, if the national pool of blacks

holding required doctoral degrees constitutes two percent of the

national total, is it realistic to assume that such black professionals

are "available" to the particular institution to an extent which would

permit achievement of a two percent representation of such persons

on the institutional faculty within a given period of time; the unrealistic

character of any such assumption is a function, among other things,

of the fact that the competitive positions of all institutions, in the

effort to recruit and employ the limited supply of qualified black

professionals, vary significantly from location to location (e.g. salary,

institutional reputation, living environment, etc.):.it«is_unrealistic

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

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

In short, how many different factors can and ought to be considered

in determining "reasonable expectations" about availability, for

purposes of assessing both past underutilization and future modifications?



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

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

Our discussions with HEW officials have not imparted much certainty

to this inquiry, though they have acknowledged the difficulty of

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

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

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

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

serious and concentrated effort, with the understanding that many

variables may affect the achievement of goals posited and with the

further understanding that the contractor will be afforded an opportunity

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

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

fall short of original expectations. Thus, the availability conclusions

arguably need not be as precise and certain as might be the case in

situations where mandatory quotas were being imposed.

The processes for arriving at realistic estimates about availability

will vary with the type of employment under consideration. Three

basic'considerations would appear to be constant for all types of

employment; however.. First, what is the geographic employment

market area within which the institution realistically does and can

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

nationally for faculty members, while others concentrate their

attention on more limited regional demarcations; most institutions



compete for their SPA personnel, particularly in the case of lower

rated classifications , within the urban or county area immediately

proximate to the institution); this consideration is an obviously

appropriate first limitation which ought to be borne carefully in

mind in assessing availability. Second, within the defined

recruitment market area , what is the gross availability of persons

having the requisite qualifications for the various categories of

employment; this approximation should include both currently employed

persons as well as those who are potential members of the labor force

(prospective graduates from formal qualifying educational experiences,

unemployed persons , etc.); the bases for and specificity of computa-

tion will vary with the type of employment. Third, are there clearly

identifiable and demonstrable factors which realistically limit the

institution's access to or competitive opportunities with respect to

members of the gross pool of available qualified persons; for example,

if it is possible to demonstrate that all members of a particular

occupational speciality within the market area are currently employed

by institutions which afford their incumbents significantly higher

average rates of compensation than could be offered by the institution

seeking to employ them at an alternate location, Eg'would seem that the

availability conclusion oughtto be adjusted accordingly.

The following are suggestions concerning the more particular'

types of inquiries and sources of information which may be used in

connection with efforts to assess availability of the three basic types

of institutional employment with which we are concerned:



EPA Faculty

Useful explanatory material provided by the Office for

Civil Rights is attached as Appendix A. In addition, a biblio-

graphy of materials which addresses with varying degrees of

pertinence and specificity the questions about female and

minority group availability with academic fields of employment

is attached as Appendix B.

SPA

Although the EPA Faculty category presents its special

difficulties , because of the highly specialized nature of some

of the qualifications which control the question of "availability" ,

the SPA category can be quite troublesome also. Typically,

available data tends to lump various types of jobs included in the

SPA category in fairly broad categories (such as technical,

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

to know whether some information regarding availability of

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

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

this type of problem, which necessarily induces a tendency to

further generalize and estimate, the following sources of data

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

about female and minority availability in the SPA field. The State

Employment Security Commission, Research Bureau, has compiled

1971 tables which reflect the racial and sexual composition of



11

the civilian labor force for North Carolina , on both a state-wide

basis and couonty-by-county basis; second, 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, on both a state-wide and county-by-county

basis; third, the North Carolina State Personnel Board has

produced a 1972 compilation which shows the racial and sexual

composition of the state—wide SPA workforce, by SPA category

of employment. A combination and comparison of these three

sources of information do permit some apparently reliable

general conclusions about SPA availability. It is necessary,

in combining the three sources of information, to make some

job-title or occupational-category conversions in order to

make the three sources of information somewhat consistent.

Note further the importance of defining carefully and clearly the

geographic recruitment market for the institution in the SPA

area, viz. atmany locations the recruitment market will be

limited to the immediate geographic area, and pertinent county

data should be used accordingly, rather than state-wide'data.

A sample effort of this type is attached as Appendix C (the
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General Administration plan from which this is excerpted
has not yet been the subject of a formal written HEW review;
however, in conversations with HEW officials responsible for

' its evaluation, we were told that the approach here suggested
was appropriate.)

EPA Non—Faculty

Perhaps the most difficult problem of availability analysis
is presented by the EPA Non—Faculty category, because of its
hybrid and highly eclectic nature. On the one hand, this
category partakes of some of the characteristics of both the
faculty and the SPA categories; on the other hand, there is a
broad range of occupational categories included, ranging from
Chancellors , which are illustrative of one end of a spectrum, to
librarians and various types of research personnel at a distinctly
different point within the total spectrum. It appears difficult,
if not impossible, to arrive at or to have any meaningful basis
for positing avail-ability conclusions concerning the highest

rated academic administration positions, such as chancellor,

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

appropriate with reference to certain categories of technical

and professional employment within EPA Non-Faculty to use
basically the same approach and the same sources of informa-
tion as have been suggested for corresponding SPA categories.
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Establishment of Goals and Timetables

Following compilation of data concerning the current sex and race

profile of the institutional workforce and after completing the availability

analyses , these two sets of information are to be interfaced and compared

for the purpose of detecting any "problem areas" , i.e. deficiencies in

the use of females and members of minority groups . In turn, deficiencies

so discovered are to be addressed and corrected by the establishment of

"goals" for employment of females and minorities within a specified time

frame .

:rhe regulations require that such goals be "significant, measurable,

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

are apparent. First, it may not be appropriate to assume that gross

availability figures for females and minorities in a particular category

of employment constitute realistic indicia- of actual availability to the

particular institution; this matter was diScussed at some length in

connection with the above section on "availability analyses"; again,

if the institution is prepared to identify clearly and to document some

bases on which the availability conclusion can and should be qualified,

then this would have a most direct bearing on the statement of realistic

hiring goals. Second , the regulations do not require that any incumbent~

employees be displaced in order to make room for females or members(——-"’—‘ ’"M- M

of minority groups; on the contrary, any such action by the employer
A
would in itself be violative of the equal employment opportunity-non-

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

in POSiting gggls1§_I‘Qh_eg__e,_s~tima.ted__n.umbe__r_ offiemplg_mgn§._l39#$,it_i_0,fl§._w,hi§h.,w’
*in fact_j/Lil_l becavailablewto.be filled duringtheselectedfiafflfirma‘t‘ive

tactionwtirneframe, The employer must compute a realistic estimate of

such available slots, by considering anticipated new positions to be

created and filled, retirements and resignations, and any other factors

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

the time frame for affirmative action efforts. For example, if the analyses

of past utilization and prospective availability suggest a need to increase

the representation of women in a particular category of employment by

10% over a three—year period, and this percentage figure translates into

a numerical goal of five additional women, attention must then be

directed to whether it is possible to make five positions available to

be filled during the three-year period; if a consideration of attrition

rates and new hires indicates that only three positions will be filled in

the employment category in question during the three-year period, then

the maximum goal would be three rather than five; further, it may not be

realistic to assume that, of the available three positions, all three

positions can be expected realistically. to be filled by women; thus ,

a more reasonable goal under the circumstances may be only two women.

The time frame selected by the institution for achievement of

established goals should be influenced by pertinent local considerations.

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



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

character: too long a time frame for the achievement of significant

progress could suggestdilatoriness.

Assuming that the affirmative action program for remedial hiring

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

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

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

of the affected parts of the workforce should be broken down

into three discrete goal periods;

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

basis of the total three-year time period adopted, although

annual reporting of progress to date in reaching the three-year

goal will be required .

The employment frame of reference for the statement of goals may

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

to state the goals in terms of individual departments or disciplines

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

or divisions. Choice of one or the other should be based on

consideration of the administrative and operational structure of the

institution and the nature of the deficiencies found pursuant to the self-

analysis .

It seems clear that for purposes of conducting utilization analyses,

projecting availability and setting responsive goals, the appropriate

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

with respect to ~faculty enxplovmont,_ it would seem essential that they
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individual departments assume responsibility for the basic analytical

'work;'thereafter, it might be concluded'appropriately that the actual

statement of goals would be made on a division of school basis ,

involving combination of the results of departmental conclusions.

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

the analytical process, rather than fragment it by reference to work

locations related to schools, departments or divisions; it is acknowledged,

however, that at some institutions the central personnel function may

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

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

to divide analytical responsibility between central and local facilities;

for example, data concerning general administrative officers of the

institution presumably would be retrieved and analyzed in the central

office facility; on the other hand , variousresearch and professional

personnel who are assigned to particular departments, schools or

divisions could be studied most effectively, in terms of utilization

and availability, at the local corresponding department, school or

division level; at the final end of the process, i.e. , the statement

of goals, there would be a need for considerable central oversight]

Sample-sets of instructions which might be communicated to

affected departments or schools as guidance in their efforts to address

the matters of Faculty and EPA-Non-Faculty analyses are attached

as Appendix D. Sample sets of worksheets and reporting forms for
M
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use by departments and schools in conducting the required analyses

for Faculty and BPA-Non-Faculty are attached as Appendix E. Sample
w-

sets of 908lf_§.etting..mofiéheetS,_61Lemattagh9_d__§_s. APPendiX'f -\‘fl. -"
Note that the Affirmative Action Plan must explain in significant

detail how and why you arrived at the conclusions stated with reference

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

While the analysis of current representation of females and members of

minority groups and the. establishment of any necessary remedial hiring

goals is the critical core component of an affirmative action plan, this is '

by no means all that is required of a contractor in developing an acceptable

program. Revised Order No. 4 covers many other topics , all of which must

be addressed by the contractor. In our conversations with HEW officials,

it became clear that they expect the plan to be based on and to consist of a

quite literal and comprehensive response to'and treatment of all points

covered in Order No. 4.

Consistent with the basic principle that the contractor is responsible for

analysing its own policies and practices , with a view toward discovering

and correcting any conditions which detract from realization of equal employ—

ment opportunity (whether a reflection of the employer's discriminatory

practices or policies or a reflection of broader social conditions not necessarily

related to the immediate work environment which have the demonstrable

effect of limiting opportunities for women and members of minority groups) ,

Section 60-2.23 of Order No. 4 provides a checklist of possible problem

areas which each contractor must analyze within the immediate employment

context. Each item within this checklist must be aclgessedjn the Plan.

(Note that the organization of Revised Order No. 4 is such that a particular

problem area or policy topic may be addressed at more than one point in

the Order; the following discussion of the several. items included within
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. Section 60-2 . 23 attempts to draw together all related references from other

sections of the Order, so as..to provide a comprehensive reference designed

to assist you in addressing the' "problem area identification"requirement

in a reliable manner.) With respect to each of the following points , you

must include in your affirmative action plan’a description of the manner in

which you conducted your analysis, the results of the analysis, the con-

clusions reached concerning either the existence or absence of a problem,

and with reference to any problems thus perceived a clear description of the

remedial actions to be undertaken and the time frames within which those

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

two complementary parts; part (a) is a statement of the subject matter which

. must be analyzed; part (b) is a statement of the various possible negative

results of analysis which would require remedial attention: in the following

outline each such pairing of (a) subject area with (b) problem manifestation

will be treated as a unit for purposes of discussion.

A. Analyze: ”Composition of the workforce bxminority group status

and sex." [60—2.23(a)(1)]

The correlative possible problem which analysis may reveal

MM is': "An 'underutilization' of minorities or women in specific work

classifications." [60-—2.23(b)(1)]

This analytical point is addressed, out of order, in Section I

of this memorandum; see those previous materials for explanation

. (Section 60-2.11 and 2.12).
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Ana_lyze: "Composition of applicant flow by minorigz group status

and sex." [so-2.2'3(a)(2)]

There is no correlative possible problem described in

subsection (b) of 60-2.23. This point relates obviously to the

matter of deficient efforts of the contractor to adopt and use

recruitment techniques designed to and which have the effect of

producing a more representative recruitment pool, i.e. one con-

taining significant numbers of females and members of minority

groups who may compete for and be considered for employment.

This subject is more properly considered in connection with the

Revised Order sections dealing with " Development and Execution

of Programs" (60-2.24) and "Internal Audit and Reporting Systems"

(GO-2.25); in other words , an analysis of applicant flow by race

and sex really relates to the effectiveness of remedial efforts

being pursued in connection with established employment goals,

and thus the matter is left for subsequent treatment in later

sections of this memorandum .

Analyze: "The total selection process including position descrjptions,

position titles, worker specifications , application forms , interview

procedures , test administration, test validityL referral procedures,

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

The correlative possible problems which analysis may reveal
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"The selection process eliminates a significantly higher per-

centage of minorities or women than nonminorities or men."

[60—2. 23(b) (3)j

If a significantly higher percentage of the protected categories

is eliminated by the selection process , this constitutes some

evidence of possible serious problems , including a discriminatory

bias which has been institutionalized through the adoption of

certain testing or evaluation techniques or a discriminatory

implementation of the selection program by individuals who are

not sympathetic to the equal employment opportunity principle.

In any case, such statistical evidence suggests a clear need to

engage in further analysis to determine the cause:it is possible

that further checking will reveal some type of discriminatory ,

dynamic which can and mustbe addressed by specific corrective

action; it is also possible that the statistical incidence of

either minority or female rejection is explainable on a non-

culpable basis , in which case no corrective action will be

necessary. This general subject is addressed, in terms of

corrective techniques, .in section 60-2. 24, Development and

Execution of Programs, particularly subsections (6) , (b) ,(c) and

(d) thereof, which should be read with care. The components

of this general problem of inordinately high rejection rates for

females and minorities are treated in more detail in the following

descriptions of possible problems.
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"Application and related pre-employment forms not in compliance

with Federal legislation." [60-2.23(b) (4)]

We have received no definitive information from HEW

Regional Office officials concerning the meaning of this reference

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

that all such forms must bear the EEO legend, at least in short

form, i.e. "An Equal Opportunity Employer."

"Position descriptions inaccurate in relation to actual functions

and duties . " [60-2. 23(b) (5)]

There are several respects in which such a finding would

arguably be problematical, in terms of equal employment oppor-

tunity considerations , although the regulations do not purport to

spell out the nature of such possible difficulties . The regulations

do indicate, at 60-2.24(5) , that the "contractor should conduct

detailed analyses of position descriptions to insure that they

accurately reflect position functions and are consistent for

the same position from one location to another."

We may speculate that an EEO connotation would be involved

as a consequence of inaccurate job descriptions in the following

respects:

An inflated position description, which attributed to the job

more content, effort, responsibility, etc. , than was actually

required , and which in turn would prescribe more experience

or higher qualifications of an applicant than actually would be
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necessary, would have the effect of dissuading certain applicants

from applying-or would eliminate more applicants from considera-

tion than in factwould otherwise be appropriate; to the extent

that females or minorities could be shown to bear an inordinate

portion of the resulting disadvantage, a discriminatory dynamic

might be demonstrated;

An inaccurate description could also be used subjectively,

and thus for discriminatory purposes , by an unsympathetic

employer; in the face of apparently high qualification require-

ments, the employer could waive such requirements for a

particular applicant and insist on literal satisfaction of them

by another;

In a perhaps more fundamental sense, inaccurate descrip-

tions would constitute misinformation to those who otherwise

might express interest in the position, and to the extent that

this could be shown to work primarily to the disadvantage of

females or minorities a discriminatory dynamic might be

operative.

The obligation, therefore, is to analyze job descriptions

to determine whether there is a sufficient correlation between

the descriptive language and the actual job content; this is

of primary significance in connection with recruitment

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

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

application for the. job.

"Tests and other'selection techniques not validated as

required by the OFCC Order on Employee Testing and other

Selection Procedures . " [60-2 . 23(b) (6)]

"Test forms not validated by location, work performance

and inclusion of minorities and women in sample." [GO-2.23

(b)(7)]

Tests of skills and knowledge, as well as other evaluation

and measurement techniques which purport to assess an

applicant‘s competitive position in relation to other applicants

for an available position, must be verified on two counts; first,

the inquiry being conducted through testing must bear some

reasonable relationship to job-performance requirements; second,

the testing or evaluation technique must be shown to operate

effectively to produce reliable information. In general, the

concern here is that no techniques of measurement be used

which could be adapted to serving a conscious discriminatory

purpose or which have built—in factors which have the effect

of disadvantaging females or minority group members . Therefore,

if any formal testing is utilized in connection with the evaluation

of job applicants , all such tests must be "validated" in '

accordance with the provisions of The Department of Labor

OFCC bulletin on Employee Testing and Other Selection
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Techniques, 41 CPR 60-3 (included in the Higher Education
Guidelines , HEW, Office for Civil Rights, which has been
made available to the campuses previously). Many employers
have concluded, in view of the expense and difficulty and
possible limited value of test validation procedures, that
they should abandon altogether various types of tests which
they formerly used regularly in connection with job-applicant
evaluation. With reference to tests and other selection
techniques , note particularly the instructions contained in
60-2.24(d) (2) and (3) .

5. "Referral ratio of minorities or women to the hiring supervisor
or manager indicates a significantly higher percentage are
being rejected as compared to nonminority and male applicants . "
[60—2 . 23(b) (8)] '

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

Analyze: "Transfer and promotion practices ." [60—2.23(a) (4)]
The correlative possible problem which analysis may reveal

is:

"Lateral and/or vertical movement of minority or female
employees occurring at a lesser rate (compared to work force mix)
than that of nonminority or male employees . " [60-2.23(b) (2)]
[See also 60-2.22(b)(3) and (5)]



This section requires that, in the event analysis suggests

any'such lesser mobility on the part of females and minorities ,

an explanation for this circumstance must be sought and if the

causes are discriminatory in character corrective action must be

taken.

Analyze: "Facilities, company sponsored recreation and social

eventsLand speciaLprograms such as educational assistance.”

[60-2.23(a)(5)] [See also 60-2.20(b) (7) (ii) and (111)]

The correlative problems which analysis may reveal are:

"Minorities or women are excluded from or are not participating

in company sponsored activities or programs." [‘60-2.23(b) (9)]

Evidence of exclusion should be readily ascertainable and

easily corrected; a more elusive problem would be the matter

of failure of the protected classes to participate in various

activities and a determination of whether any correctable

discriminatory dynamics account for that failure in participation.

"De facto segregation still exists at some facilities."

[60-2 . 23(b) (10)]

The problem here described is self—explanatory, though

some careful checking to determine whether informal group

pressures may be operating to effectively segregate certain

types of facilities may be necessary.



\.
\
4.5%w,

/

MLin/ifL

G.

H.

'27

Analyze: "Seniority practices and seniority provisions of union contracts ."

[60-2.23(a)(6)]

In the absence of any seniority principles in University employment

or any union contracts which would contain seniority provisions , this

section would appear to be inapplicable to our circumstances . However,

to the extent that any analogous practices or principles, particularly

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

in any category of employment, close analysis of the experiences of

females and minority group members should be undertaken to determine

whether any problem exists.

Analyze: "Apprenticeship programs." [60—2.23(a)(7)] WW

Again, in the absence of any such formal apprenticeship programs,
5 l

L» this section would appear to be inapplicable.

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

[60-2 .23(a) (8)]

The correlative possible problem which analysis may reveal is:

" Minorities or women underutilized or significantly underrepresented

in training or career improvement programs . " .[60—2 .23(b) (13)]

Analyze: "Workforce attitude."

The correlative possible problem which analysis may reveal is:

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

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

This point suggests the need to analyze some rather elusive factors

which may not be self-evident upon initial inquiry. The positive
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objective is stated in section 60-2.24(d)(l) as follows: "All personnelinvolved in the recruiting, screening, selection, promotion, disciplinary,

insure elimination of bias in all personnel actions. "Analyze: "Technical phases of compliance, such as poster andnotification to labor unions, retention of applications‘ notificationto subcontractors , etc. " [60-2.23(a) (10)] [See also 60-2.20(b) (7) (1)]

\K
.

The correlative possible problems which analysis may reveal are:1. "Posters not on display. " [60—2.23(b)(19)]
2. "Purchase orders do not contain EEO clause. " [60-2.23(b) (18)]3. "Labor unions and subcontractors not notified f their responsibili-ties . " [60~2 . 23(b) (17)]

In addition to the foregoing specific points which aretreated correlativelyin both section (a) and (b) of 60-2.23I the following miscellaneous"problems" are noted in 60-2.23§b) which, if thex exist, should receive -corrective attention:

EEO programs. " '[ 60—2.23(b)(l4)]
This point actually draws on and relates to several othersections of Revised Order No. 4 and therefore is not discussedseparately here.

2. "Lack of access to suitable housing inhibits recruitment effortsand employment of qualified minorities. " [60-2.23(b) (15)]
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considerable discussion with HEW Regional Office officials;

our questions concerned to what extent the contractor was

obligated to conduct). "analysis" of this factor which was

remote from and not under the control of the contractor; in

what manner should the contractor undertake to address such

a problem if one is perceived to exist. We were assured that

it is not HEW's View that a particular contractor need assume

financial or other direct responsibility for housing deficiencies

in the community; rather, this section, we were told, is intended

to encourage contractors to participate, with advice , encourage-

ment and such other assistance as may be practicable, in total

community efforts to improve housing opportunities for members

of minority groups (for example, through support of programs

designed to insure effective operation of nondiscrimination laws

or regulations; the development .of public housing projects, etc.)

"Lack of suitable transportation (public or private) to the work

place inhibits minority employment." [60—2. 23(b) (16)]

The comments made with reference to paragraph 4, above,

are equally pertinent with reference to this point.

Various sections of the Revised Order Nag, other than 60~2.23, and

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

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

treated here for purposes of comprehensive consideration of the total

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



"Compliance of personnel policies and practices with the Sex

Discrimination Guidelines of 41 CFR Part 60—20." [GO—2.13(h)]

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

the institution's policies are consistent with the requirements

"In hiring decisions , assignment to a particular title or rank may be

on sex discrimination.

discriminatory. For example, in many institutions women are more

often assigned initially to lower academic ranks than are men."

(Higher Education Guidelines, page 7)

This requires analysis of placement practices , particularly

with reference to academic employees, and a program of remedial

action responsive to any finding that women have suffered a

disadvantage attributable to sex discrimination.

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

H The recently adopted Board of Governors' policy on this subject,
ol'bwh

F ich applies to all campuses, has been validated by the Regional

Office; thus, in terms of policy statements we have no problem;

however, there must be assurance that the policy is implemented

and applied in a manner that insures the absence of a discriminatory

dynamic based on considerations of sex.

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

Of critical concern under the Executive Order is the matter of

possible salary differentials based on considerations of sex, i.e.
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violation of the "equal pay" concept. Accordingly, an analysis

must be made of compensation practices and patterns to determine

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

the same work.. A summary printout of average wage or salary

rates for men and women in various categories of employment

frequently will show a significant differential; if this is the case,

then more detailed analysis to determine whether or not the

difference is attributable to discriminatory dynamics must be

undertaken .

SUMMARY: With reference to each of the foregoing points of analysis, the

institution must include in its Affirmative Action Plan an indication that

the matter has received appropriate attention: that is , that an analysis

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

a problem of this type does or does not exist, and that if a problem exists

specific steps are set forth in the plan for Correcting the deficiency (with

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

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

Eomplete all such analyses before submission of the Plan: we are assured

by HEW Regional Office officials that it will suffice for present purposes

that you state in your Pl ’for example, with reference to theanalysis

of possible wage disparities based on sex) that an analysis is bein conducted

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

[date—awsupplement to the Plan reflecting the results of the analysis \

and the corrective measures being undertaken as a result will be submitted“,r—fi

at a later specified date. This deferred treatment is not permissible wit};

i‘es met to the sub’ of this memorand .
-WM—1—~



Outline for Assembling Total Affirmative Action Plan

The preceding two sections of this memorandum treat the core analytical

processes in which the contractor must engage incident to preparation of

a written affirmative action plan. Once this work is completed, the results

must be drawn together, along with other specified inclusions in an acceptable

program, to form a written Affirmative Action plan for submission to HEW and

for dissemination generally as a guide to the institution's intended course

of action. The following outline is a suggestion concerning an appropriate

and. effective basis for organizing the written document.

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

The chief executive of the institution should set forth clearly the

institution's commitment to the written plan, as well as a more general

endorsement of the institution‘s commitment to the principles of equal

employment opportunity and affirmative action.

11. Reaffirmation of Equal Employment Opportunity Principles (BO-2.20)

A sample statement of equal employment opportunity principles

and corresponding general institutional commitments, which may be

adapted to use by the individual institutions in writing the plan, is

set forth in Appendix G.

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

The regulations require that information about the plan, embodying

both the institution's general commitments to principles as well as

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

incumbent employees and to the connnunity at large. The requircrmmtz:



of Section 60—2.21 must be followed closely in preparation of this

portion of the written plan; all points must be treated. A sample

treatment of this topic is attached as Appendix H.

IV. Responsibility for Implementation of the Plan: General (60—2.22)

The basic objective of this section is to make clear assignment of

responsibility, to identified individuals , for all parts of the plan which

require implementing action, oversight, record-keeping and reporting.

For purposes of written treatment of this subject, a division between

general and specific areas of responsibility may be helpful; The various

general headings of responsibility noted in Section 60-2.22 might be

treated here, in the outline, with the naming of an executive (or

executives) who is to direct and have general responsibility for

administration of the affirmative action program; the components of

his or her job as catalogued in Section 60—2.22 should be set out

(essentially perhaps just repeated verbatim) in the written plan.

Later in the plan, in connection with discussion of specific remedial

corrective programs to be undertaken in response to any perceived

deficiencies , specific references to the individuals responsible for

the various aspects of such corrective programs should be made.

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

This general heading subsumes the several components of the central

core of an affirmative action program (i.e. , Seetions I and II of this

memorandum). It may be organized, for purposes of meaningful

presentation, in several different ways . Logically, it would appear
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th e po3 5 il) l e 03cu(£91.399/ “or“ mexisterige,oi_d,iscrim i nat ory practic e s or

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

of "underutilization" and "underrepresentation" should be presented

(see Section I of this memorandum). It is quite possible that separate

basic headings for these two large subjects should be used.

VI. Development and Execution of Corrective and Remedial Programs

(60-2 . 24 and 60—2 . 26)

In fact this part of the program is an extension of Part V; in

other words , the analysis of current practices and policies and the

resulting identification of problem areas is to be followed by a statement

of action programs responsive to problems discovered. Thus, it may

be concluded that better organizational technique would consist of

following each statement of a problem with an immediate treatment of

the remedial action and the methods , timetables and responsibilities

incident to the effectuation of the remedial action (for example, if the

analysis of the current work force and a consideration of availability

reveals an underutilization of women in professional positions, then

the plan next would state remedial hiring goals ,. timetables, methods for

achieving the goals, and assignments of responsibilities for effectuating

the program). On the other hand, a separate treatment of action programs,

as a section of the plan separate and apart from the section dealing with

identification of problems, would be entirely appropriate. In either



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

the nature of the action. program being undertaken. The various

directions contained in Section 60-2.24 and 60-226 should be analyzed

carefully and adapted to the particular institutional problems which

have been identified .

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

The program must specify the nature of record-keeping and

data collection and analysis responsibilities, establish responsibility

for all such activities and establish timetables for compilation and

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

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

A review of the regulations and interpretative materials supplied by HEW

indicates that the following matters must be monitored, i.e. , record-keeping

processes established , collation and analysis responsibilities assigned and

periodic reports compiled:

l. The basic individual employee data‘file, regularly updated (Tab I,

Section A, HEW, Higher Education Guidelines), with appropriate

periodic summaries .

Records of referrals, placements, transfers, promotions and

terminations (60~2.25(a) , Revised Order No. 4)

Formal reports from unit or school or division managers on a

scheduled basis concerning the degree to which affirmative action

goals are attained and timetables met (60-2.25(b) , Revised Order No.4)
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Applicant flow data , by race and sex and applicant rejection

rates by race and sex (60-2.12(1) , Revised Order No. 4)

Periodic audit of any training programs, hiring and promotion

patterns to discover and remove any impediments to the

attainment of goals (60-2.22(b)(3) , Revised Order No. 4)

Periodic audit to insure that each location is in compliance

in areas such as:

(a) Posters are properly displayed;

(b) All facilities are in fact desegregated;

(c) Minority and female participation in University—Sponsored

educational, training, recreational and social activities.

(60—2.22(b) (7) , Revised Order No. 4)
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1. Availability of Women and Minorities

A unique aspect of equal employment opportunity under the
Ecxccutive Order is the required compilation of a¢ailability data on
wOmen and minorities for use as a measure of the contractor's equal
employment opportunity. By tempering drailabiliuy data with current
employees, the contractor has an indication of how representative its

ts institution.workforce is of the perscns Qualified for employment in i

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

For academic personnel the development of availability figures is slightly
different, because the recruiting area will vary from institution to
institution. It may be a national or even inti:nationsl one. Because
the skills required for a particular position are often quite specialized,
accurate information on availability may be more difficult to obtain.

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

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

fields, and a 1968 study by the Ford Foundation (Office of Reports)
provides percentages of Regroes holding doctorates. To determine the
number of women available for senior level positions, the Office
recommends that the contra tor use data available from the National«
Register of Scientific and Technical Personnel prepared by the National
Science Foundation, and the U.S. Office of Education’s annual reports
on earned degrees. Another source is the National Research Council
of the National Academy of Science. This data has been compiled
by sex, but is now being compiled by race, as well. The NSF data is
broken down by'scx, specialty and subspecialty, highest degree, years of
professional experience, and primary work activity. The OE data is broken
down by sex, degree earned, school granting degree, and spe-9a1rv. For
women in junior positions, the Office recommends that the cantrzctor
consider the OE annual report of earned degrees for the last 5 years and
current graduate school enrollments.

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

For academic employees the basic national data on earned doctoral degrees
will provide the basis for a utilization analysis of a contractor’s work-
force, unless the contractor can otherwise demonstrate that the labor
market upon which it draws is signifi antly different from this base.
For example, some institutions appoint a large number of new faculty
from a particular group of graduate schools; such institutions may use
data obtained from those schools to determine the availability of women and
minorities. If the annual output of women and minorities from the
primary feeder schools exceeds the national average, the contractor will
:J?\“£JUCIQN1 to use rib! hlthu' f7gnxmu: to uh»tn1mdln: a'aillurllity. If the
output from the feeder schools is less than the national average, the
instiiutIOn will hr executed to justify its use of such recruitment
naurevs. or use the higher figures Lo determine eligibility.



2. Comparison of Current Workforce with Availability Data

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

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

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

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

In many institutions the appropriate unit for goals is the school or
division, rather than the department. While estimates of availability in
academic employment can best be determined on a disciplinary basis,
anticipated turnover and vacancies can usually be calculated on a wicer
basis. While a school, division or college may be the organizational
unit which assumes responsibility for setting and achieving goals,
departments which have traditionally excluded women or minorities from
their ranks are expected to make particular efforts to recruit, hire
and pramote women and minorities. In other words, the Office for Civil
Rights will be concerned not only with whether a school meets its overall
goals, but also whether apparent general success has been achieved only by
strenuous efforts on the part of a few departments.
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. Availability Data

Minorities and Women

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

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

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

Higher Education Division
Office for Civil Rights

Department of Health, Education, and Welfare
330 Independence Avenue, S. W.
Washington, D. C. 20201

June 1973



DATA ON THE AVAIYABTLTTY OF WOMEN AND MINORITIES FOR ACADEMIC EMPLOYMENT

MINORITIES

smug; PAGE

Survey of Black American Doctorates
The Ford Foundation
Office of Special Projects
320 East 43rd Street
New York, New York 10017

The American Bar Association
1155 60th Street
Chicago, Illinois 60637

Student Lawyer Journal 18
The American Bar Association
1155 60th Street
Chicago, Illinois 60638 June, 1971

TYPE OF DATA

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

Excerpts from the two surveys are
included under Tab A.

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

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

EXcerpts from the ABA survey are
included as Tab B.

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

l 535' .

Prepared by the Office for Civil Rights, Department of Health, Education,
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CHANGE Magazine 6
' Fall,.l97l

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

December 1972

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

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

Racial and Ethnic Enrollment 117-200
Data for Institutions of Higher
Education

Office for Civil Rights, HEW
Washington, D. C. 20202

Directory of Public xiii
Elementary and Secondary Schools
Office for Civil Rights, HEW
Washington, D. C. 20202

Minority Group Employment
in the Federal Government
U. S. Civil Service Commission
Washington, D. C.

College and University Faculty:
A Statistical Description, 1970

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

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

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

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

This 1970 survey includes data,
by race,.for undergraduate institu-
tions, as well as for medical,
dental, law and other graduate and
professional schools. Data for
1968 is available. -

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

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

See entry under Women and Minoritks
below.



Journal of the NMA 470
National Medical Association Nov. 1969
1717 Massachusetts Ave., N. W. Vol. 61
Washington, D. C. No. 6

Office for Civil Rights
Department of Health, Education,

and Welfare
Washington, D. C. 20201

Black Enterprise
295 Madison Avenue
New York, New York 10017

National Minority Business
Directory.l972
1115 Plymouth Avenue North
Minneapolis, fiinnesota 55411

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

U. 8. Bureau of Indian Affairs
Higher Education
5301 Central Avenue, N. W.
Albuquerque, New Mexico 87108
Office of Indian Affairs -
Office of Education ~ Room 1169
400 Maryland Avenue, S. W.
Washington, D. C. 20202

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

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

This monthly magazine from time to
time publishes data on black
representation in various fields:

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

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

.Maintains information on Indian-
Americans in Higher Education.

Maintains information on Indian—
Americans in Higher Education.



United Scholarship Service
P.O. Box 18285 Capitol
Pill Station

Denver, Colorado

Aspira of America, Inc.
245 5th Avenue
New York, New York 10016

Puerto Rican Research Center
1519 Connecticut Avenue, N. W.
Washington, D. C. 20036

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

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

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

Cabinet Committee on Opportunity
for the Spanish Speaking

1800 G. Street, N. 1.
Washington, D. C. 20506

Office of Spanish-surnamed Affairs
Room 4544
Department of Health, Education and«
Welfare

Washington, D. C. 20202

Maintains information on Indian-
Americans in higher education.

Maintains information on Puerto
Rican scholars.

Maintains information on Puerto
Rican scholars.

Possible sources of names of
scholars in various fields.

List of individuals

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

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



Dr. Amado Padilla
University of California at

Santa Barbara
Santa Barbara, California 93106

Directory of Minority College
Graduates 1971-72

Manpower Administration
U. S. Department of Labor‘
Washington, D. C.

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

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

Caucus of Black Economists
Room 607
1001 Connecticut Avenue, N. W.
Washington, D. C. 20036

*National Association of Black
A countants

P. 0. BOX 726, FER Station
New York, New York 10022

tion of Black
.ic Directors
anhattanville

New York, New York 10027

*Minority Recruitment Office
American Society of Planning Officers
1313 E. 60th Street
Chic:g‘o, Illinois 60637

National Bar Association
1721 8. Street, N. W.
Washington, D. C., 20009

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

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

Provides no data nor rosters
but active in academic affairs.

Compiles information about blacfi
nurses.

iaintains a roster of 500 blacks
in economics.

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

Maintains information for and
about minorities in urban
planning.

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

Maintains information on blacks
in the law and judiciary.



National Roster of Minority
Professional Consulting Services
Office of Minority Business Enterprise
Department of Commerce
Washington, D. C.

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

J.



SOURCE PAGE
National Register of Scientificand Technical Personnel1966, 1968, 1970
National Science'Foundation1800 G Street, N. W.Washington, D. C.

Earned Degrees Conferred:Bachelor's and Higher DegreesBureau of Educational Researchand Development
U. S. Office of EducationWashington, D. C.

National Research CouncilNational Academy of Science2101 Constitution Avenue, N.W.Washington, D. C.

Juris Doctor
12Magazine for the New Lawyer March, 1972555 Madison AvenueNew York, New York 10022

TYPE OF DATA_________.___
Number and percent of scientistsby Sex, for 17 separate fields:number of women scientists byfield.highest degree, by type of:employer, by primary workactivity, by years of professionalexperience: also median incomefigures. Several variables of thedata are available.
The data for the proportion ofdoctorates earned by women, byarea and field, 1960-69 is includedas Tab G.' The Office ofthe Chancellor at the Universityof Wisconsin has excerpted data for1967-69 for 33 leading institutionsLucy W. Sells of the Department ofSociology, University of Californiaat Berkeley has organized the data,by sex, for the top five graduateinstitutions in selected disci-plines. All of the abovestatistics are available fromProject on the Status and Educationof Women, Association of AmericanColleges, 1818 R Street, N.lv.Washington, D. C. 20009.

Number and percentage ofdoctorates to women by 26 fields,also by school, gathered annuallysince 1968. Also number andpercentage of women receiving anygraduate degree by area, school,and state. THIS DATA IS NOW BEINGCOMPILED BY RACE, AS WELL AS SEX.
An article by Anne Trebilcock, onleave from University of CaliforniaLaw School, listed increases inPercentages of women enrolled inlaw schools, now_nearly 19 percent.See Tab H)



W men's caucuses and committees
in the various professional
associations and disciplinary
associations

Digest of Educational Statistics 1970
National Center for Education

Statistics 82
U. S. Office of Education
Washington, D. C. 89

Institute for College and
University Administrators

American Council on Education
One Dupont Circle
Washington, D. C. 20036

Handbook on Women Workers
Women's Bureau
U. S. Department of Labor
Washington, D. C.

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

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

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

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

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

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

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

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

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



. *Architectural Forum , ~ 46 An article'on "Women in
~' Sept., 1972 Architecture" reported that

-American Institute of Architecture
membership in 1969 was 233 female,
23,205 male. It quoted Department
of Labor estimates that 4 percent
of the nation's 33,000 registered
architects and 20 percent of the
8,000 urban planners are female
(1970 Census). See Tab K for
excerpts.

*Women in Communications, Inc. Has compiled percentages of women
(founded as Theta Sigma Phi) . . in each academic rank on
8305—A Shoal Creek Blvd. ' journalism faculties'nationally
Austin, Texas 78758 and numbers of women in

' journalism at individual schools.
See Tab L. '

*Goals for Women in Science Narrative and statistics on
Women in Science and Engineering a“ailability and opportunities
c/o Margaret E. Law for women generally and at
Department of Physics selected institutions. (See
Harvard University Tab M for excerpts.)
Cambridge, Massachussetts 02138 '

. . 'Minority Recruitment Office See entry under Minorities; above.
American Society of Planning

Officers
1313 E. 60th Street
Chicago, Illinois 60637

*The Profile of Medical Practice 102 , Women Physicians in Medicine by
Center for Health Services . 1972” Barbara H. Kehrer, reports 7.4

Research edition percent of the U. S. physicians
American‘Medical Association . are female, includes other data
535 North Dearborn Street ' on types of practice, medical
Chicago, Illinois 60610 school enrollment, etc. See

. Tab N for excerpts.

*1971 Lawyer Statistical Report This report showed women comprise
American Bar Association 9,103 or 2. 8 percent of the total
1155 60th-Street 71971 edition attorneys in the U. S. The ABA
Chicago, Illinois 60637 > has recently supplemented this

' ‘ report with new data on women in
the law.



Bulletin of the American
Physical Society

335 E 45th Street
New York, New York 10017

Vol. 17
June 1972

A statistical portrait of women in
physics and their availability
using data from the National
Research Council, the National
Science Foundation, Directorv
of Physics and Astronomv Faculties
of North American Colleges and
Universities, 1970—1971, and an
independent survey.



MINORI'I‘ 1_'_I;‘._S AND WOMEN
SOURCE

PAGE
National Research CouncilNational Academy of Science,2101 Constitution Avenue, N. W.Washington, D. C.
The American Graduate Student:'A Normative Description,American Council on EducationOne Dupont CircleWashington, D. C.

College and UniversityFaculty: A StatisticalDescription, 1970American Council on EducationOne Dupont Circle
Washington, D. C. 20036

TYPE OF DATA\
See entry under women above.

Raw data, by race and by Sex, for'the following fields: biescience,business,

physicial sciences, socialsciences, health, law.
Degree enrollments, by race and sex.
Degree enrollments, by fields
Percentage distribution ofstudents in various fields, by sex,for all academic degrees.
Analysis of this data is availablefrom ACE.

Faculty appointments, by race andsex, in each type of school (two-year, four—year, universities,etc.) Also by job titles. Thedata shows 2.2 percent of'Americanaculty (1.8 percent offaculty and 3.9 of theculty) is black. See

Numbers of publications and hourstaught, by sex and by type ofschool.

.by sex and type 0 Alsoby highest degree ‘ Analysisof this data is available from AC3.



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

American College Enrolhnent
Trends in 1971

Carnegie Commission on Higher
Education -

1947 Center Street
Berkeley, California 94704

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

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

U. S. Equal Employment Opportunity
Commission

1800 G Street, N. W.
Washington: D. C.

Committee on Equality of Opportunity
in Psychology

American Psychological Association
1200 Seventeenth Street, N. W.
Washington, D. C. 20036

The Census Bureau has data of
various professions, by race and
sex. The 1960 Census, for instance,
found 212,408 lawyers and judges
in the U. S., and 176 were female
Negroes. The total number of
females, including whites and
Negroes, was 7,434. The Bureau
publishes an annual catalog of
available data.

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

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

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

The EEOC has cumulative data by
race and Sex, in broad occupational
'categories, as well as for various
professions.

Developing information on _
minorities and women in the field.



A Statistical Portrait of Higher
. - Education
. ~Carnegie Commission on Higher Education

1947 Center Street
Berkeley, California 94704

*American Society for Public '
Administration

1223 Connecticut Avenue, N. W.
Washington, D. C.

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

_ in developing affirmative action
programs.

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



ADDITIONAL SOURCES

PAGEmSOURCE

*Affirmative Action Campus
Contacts

*Project on the Status and
Education of Women

1818 R Street, N. w.
Washington, D. C. 20009

Directory of Afro—American
Resources
Race Relations Information Center'
(published by R.R. Bowker Company,
1180 Avenue of the Americas,
New York, New York 10036)'

TYPE OF DATA

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

Maintains regular nailing of
materials on affirmative action,
availability, recruiting,
suggestions, etc.

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







A Survey of Black American Doctorates

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

In the course of planning a program to increase the number of black Ph.D.s,

the Office of Special Projects of the Ford Foundation conducted a survey of

black men and women who hold the doctorate. The results support the
generally held assumption that less than 1 per cent of America's earned
doctoral degrees are held by Negroes. From a variety of sources, the names of

2,280 Negro Ph.D.s were obtained.‘ For the immediate future the percentage

is not likely to change, since another survey indicates that less than 1 per cent

of the PhD. candidates at the close of the 1967-1968 academic year were
black men and women.‘ '

Table Ill FIELDS IN WHICH DEGREES WERE CONFERRED
- ._.. -.__..... ... _—_.._._—.-- -._..—-_—-

Female TotalMale
Field Number Per Cent Number Per Cent Number Per Cent

Education 228 26.4 85 36.3 313 28.6
Social Sciences 242 28.0 46 19.7 288 26.3
Biological Sciences 120 14.0 22 9.4 142 12.9
Humanities 90 10.4 46 19.7 136 12.4
Physical Sciences 116 13.4 13 5.5 129 11.8
Other' 66 7.8 22 9.4 88 8.0

:rbTaT "" " "W “632‘ ' ' "T0010" " 533’ ‘ 100.0 100.0
.7--.._ --..- ._....__—- __.___.,__,._ -... -- __._-..

'lncludes Agriculture. Business. Engineering. Home Economics. and Religion.

Table IV EMPLOYMENT OF BLACK DOCTORATES

Male Female Total
Employment Number Per Cent ' Number Per Cent Number Per Cent

College 8 University 729 84.8 208 88.9 937 85.4
Government 47 5.4 11 4.7 58 5.3
Social Agencies 42 4.9 11 4.7 53 4.8
Industry 28 3.2 1 .4 29 2.7
Other' 16 1.8 3 1.2 19 1.8

fol-.11 "fwmflwfééfm ’ @6555“ “ '2'33'mwf000‘ _ 1000 100.0

'Incluues retired and sell-employed persons.



The Ford Foundation Office of Special Projects
320 East 431‘ ' Street Division of Education 8.1 {‘11search
New York, N.Y. 10017 November"..5, 1968

GRADUATE l-VIDUCATION AND BLACK AMERICANS

by Fred E. Crossland

During thessurrmer of 1968, 105 \mcrican graduate schools of arts and sciences
were asked to provide data about black Americans attending their institutions and receiving
their degrees. Six?y——ic'.u\v.ere able to provide data about enrollmentzssixty-three were
able to provide 1*1.orrr1..-..or about recent Ph D. 1ecipient:-. The participating universities
are listed in Attachment A. The data they i111..ished are summarized in seven statistical
tables at the end of 1.45 paper. We are extremely grateful for their cooperation.

The collection cf infoi 1r... ion about racial representation in graduate schools is
complicated by two fag-1.2. Firs, it is impossible to be precise about something as imprecise
as race. Men and vet» :1. 13521 :101 fit neatly into 3,'ellow brown, red, black, or white
plva'OX‘JlC'lC'S. Second, L: race. 1: years it has become socially proper and legally necessary
for ins.itutions not to 2.5!: a 11.1:13' 5 race and not to keep racial records.

It was impossible, thewf'eor , for most administrators to provide exact answers
to our questions. For the most 51.1.: the raw data they sent us were estimates, educated
guesses, recollectims offer .1011 students, and hunches about current degree candidates.
Despite the inevitable 1r:1e-sioaOf indi' 3-'1:-.l ite.115 of informa tion, the composite picture
is remarkably clear 9.3 111:- fatter 11-5 2.! cons is.ent.

’;

Nearly oret11i1d cf :111.‘1111crican doctoral debt'ee granti11gir..stitutions proovided
data; these institutions 11'. ore 1.1211 one third of all ear-111211 higher degrees. They are
not a small statistical sample; they are a large and representative group of America's
leading 111'1iversities. 1.1.11.1 £151211t the pubic and whale sectors of .1igher education.
They are located i'i all sectio0:13 of the country. They are large and small, urban and
rural. They are prestigious: 311:1 relatively 11:121.”; 1.1m to the general public.

'1 (1.

All the r-.1::-;i'er.ii::3.. ver si‘. ies rte tytnical in 111:1.t they are "predominantly white."
institutions in a sot-i..1. b1; 1. 11131'e 1:5i11311. r111! belatedly sclf~conscious about its
treatment of the cult' ‘(Lll'g diftcrent. What these universities have to say about their own
service to black Americans is important.

but *** tn tit Mar hit an 1111* In”: use Mat “a: nu



The following three figures summarize the situation and indicate the'scope of
the problem: '

. . . 11. 5 percent . . . . this is the preportion of the total American population
which is black

. . . 1. 72 percent . . . . this is the proportion of the total enrollment in America's
graduate schools of arts and sciences which is black
American ‘

. . . 0. 78 percent . . . . this is the proportion of all Ph.D. '5 awarded between 1964
and 1968 which went to black Americans

If the number of black American graduate students were multiplied sevenfold, it
would only match the ratio of blacks to the total American population. The annual number
of new black Ph.D. '5 would have to be multiplied by fifteen to achievethe total population
ratio. All the current black recruitment. programs will not bring off such increases.

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

The sixty-four graduate schools responding,r to our questionnaire reported that only
I. 72 percent of. their students last year were black Americans. There were some regional
differences. Nearly half the reported black students were enrolled in the large Midwestern
state universities. Both the East and West were below the national figure. As might be
expected, the South'was above the average. However, although 40 to 50 percent of all black
Americans live in the South, it appears that no more than 20 percent of all black graduate
students attend institutions in that part of the country. It is likely that a substantial number
of black students migrate from the South to low-cost public institutions in the Midwest;
(See Table I.)

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

Since the 1.72 percent blaCk enrollment. figure is more than double the 0. 78 percent
black Ph.D. figure, it is probable that black enrollment tends to be concentrated at the
master degree level and that relatively few blacks continue to the doctorate. On the other



hand, it is possible that the number of new black graduate students in the last two or
three years has increased and that there will be a corresponding increase of black Ph.D. '3
in the near future. '

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

Sixty—three universities were able to provide data about recent black Ph.D.
recipients . Thirteen reported that they had none between l964 and 1968. Fifty reported
that collectively they awarded 294 Ph. D. 's to black Americans between 1964 and 1968.
(See Table ill.) Among the fifty universities, fourteen granted just one each, and an
additional eight universities awarded two Ph.D. '3 each to black Americans between 1964
and 1968. Tnc remaining 28 institutions awarded from 3 to 41 doctoral degrees to blacks
during the five—year period. (See Table IV.)

The annual number of black Ph.D. '5 has been increasing rather steadily in each
of the four regions listed, but the percentage of Ph.D. '5 going to black Americans has
remained extremely low and fairly stable. There has been no significant change despite
increasing public attention to civil rights, racial issues, and minority problems, and despite
educators' preoccupations with compensatory programs and intensive recruitment of
minority students. Tl‘ a interval from graduate school entry to the awarding of the doctorate
typically is four or five years, so the result of recent and current efforts must be awaited.
No doubt the number of black Ph. D. 's will continue to grow slowly, but there are no signs
of sudden changes. After all, the black Ph. D. 's of 1972 are attending graduate school now
and there simply are not that many now'enrolled.

There appears to be no relationship between size of university and proportion of
Ph.D. '3 awarded to black Americans. The ten largest and the ten smallest
institution: among the rcsnondents have almost exactly the same proportion of black
Americans among their recent Pli. D. holders. Black graduate students clearly are in short
supply, but no section of the country and no size of university has a corner on the market.

Universities also were asked how many Ph. D. '5 they expect to award to black
Americans in 1969. Forty-six of the graduate schools responded. The
estimates appear to be very generous and may reflect hepe rather than expectation. But
even if only half of the ”hopefuls” for 1969 receive their Ph.D. '5. the '16 reSPONding
institutions will have record numbers of black doctoral alumni next year. It will be worth
a second look.

*** *1“? *VIL' *** *‘F’b IMHO! *#* *4’4‘ *** *** *** *i’t‘ *Ikt



TABLE I

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

. o..-.-.—— —--.--——— . .... . .-
Black

Total American
enrollment enrollment~.... ~.

r.___...____

Universities Universities
asked responding ;

'—-—--_.—. -.--...... . --
39

RegionD-..
East

_..4 -——-—‘--
24 467

South 24 12 577

25 18 1,495
Midwest l

West 17 10 473

V _ -
174,615 3,012

._ .1.

..-.....-..— p..._._._..._.— _——- . #-

l Total

Percent
black

American

1. 19

2.73

1.89

q

Exnlamtorv Notes;

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

subsequent tables are based.

2. The figures are for full-time and part—time enrollment combined.

3. Questionnaires were
sciences at the 105 institutions included in Allan M.
Assessment of Qualitv _i_r_i_G:~nciur:-.te Education (1956).

4. Data may re: always
records in different ~3.3.'s.

administration, engineering, and perhaps other fields.

5. Data were oO‘JL’Jlt fLU. "x0” 10 Alner icall" SLUantS rather than for "all black
. b SlUdellts from OLhC‘r

students", a category which would include black
countries.

.-

be exactly comparable because universities keep
For example, a few may have provided

data for more than ”arts and sciences" and included education, business

addressed to deans of graduate schools of arts and
Cartter, An



DOCTO

EAST
(23 respondents
out of 39 asked)

SOUTH
(12 respondents
out of 24 asked)

MIDWEST
(18 respondents
out of 25 asked)

iWL‘ST
(10 resyondents
out of 17 asked)

'(63 respondents
out of 105 asked)

R OF PHILOSOPHY DEGREES AWAR

TABLE 111

DED FROM 1964 THROUGH 1968
..- .- ..-- . ..~—. _.~ -~

Ph. D '3 Percent Ito Black to Black "Americans Americans ' I
1,221 9 0.74 !

1964~65 1,456 14 0.96 i
1905-66 1,586 15 0.95 ;1986-67 1,741 24 1.38 /
1907-68. 2,015 17 0.84Five years 8, 019 79 0. 99 I.1983-84 692 1 0.14’1964-65 916 1 0.11'1965~66 1,028 1 0.10,1988-67 1,197 10 0.8421967-03 1 271 6 0.47Five years 5 104 19. 0.37£1963-84 2,934 26 0.89;1954-65 3,059 38 1.24'1905-55 3,495 28 0.80[1980-67 3,784 33 0.871967-68 4 219 41 0.97' Five years 17,491 166 0.951

[1953-64 952 5 0.5351904-85 1,177 5 0.42'1985-88 1,335 8 0.60{1980-87 .070 3 0.1811967-68 1 708 9 0.53I Five years 6, 842 30 0.44-- $§%§:&M_-_ -:.~_;- _--“~_-.-_.-.--.-.~_-:_f1983-84 5,799 41 0.71{1904-65 6,608 58 0.8851905-86 7,444 52 0.70{1900-67 8,392 70 0.83,1967-08 .~9 213 73 0.79[Five years 37, 456 294 O. 78



. . . TABLE IV

DISTRIBUTION OF BLACK AMERICAN RECIPIENTS OF THE DEGREE

OI" DOCTOR OF PHILOSOPHY DURING THE FIVE-YEAR PERIOD ENDING [9138 -

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

3 o 4 4 3 2 13
g 1 8 4 1 1 14
; 2 3 o 3 2 8
i 3 o 2 1 3 6
i 4 o 1 o o 1
E 5 3 1 O 0 4
g 6 1 0 1 1 3
T 7 '0 0 0 0 0
8 1 o 1 o 2

z 9 . 0 O 0 0 0
; 10 1 0 3 1 5

. ; 11 1 o o o 1
. g 12 o o 1 o 1

, 13 o o 1 o 1
14 o ' o o o 0

15-19 E 1 o o o 1
I

20-24 T 0 0 2 0 2

i 25-29 o o o o o
, . i
1 30-34 g o o o o o
i f
', 35-39 ' o o o o o

3 40-44 5 9 o 1 o 1
i i
45 or-more 0 0 0 , 0 0 '

{Univggfié’smg""7'7"-mm"WWW”' " ‘ I '
l yeSponding 23 12 18 10 63
1 I
I Universities
‘ asked ; 39 24 25 17 105
I :
L.____-.._.._.L -..--..-__ - - ...1- .
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V‘ L L L .J FROM THE AMERICAN BAR ASSOCIATION

American Bat Center, 1155 East 60th Street, ChICJSO, llhnois'60637, Telephone (312) 493-0533 Chrns Whittle, Director of Public Relations

Information Contact: . .Linda Sac at
R I : .e we Immediate

SURVEY REVEALS DATA ON BLACK LAW STUDENT ENROLLMENT

CHICAGO - Black studentsapproximate three percent of the total enrollment
in U. 8. law schools, according to a survey conducted by the American Bar

Association.

The survey revealed there are 1,605 black students out of 57, 573 enrolled .
in the 125 law schools responding to the questionnaire and distinguishing between

black and non-black students. This represents 2'. 7 percent of the total enrollment.
Out of the 142 law schools in the nation, eight returned the questionnaire but

did not distinguish between black and non-black students, while nine schools did

not reply at all.

The survey, conducted by the Committee on Civil Rights and Responsibilities

of the ABA Section of Individual Rights and Responsibilities, shows figures from

the 1969-70 school year.

"The survey was aimed at determining precisely the number of black students

being prepared to meet'the serious need for minority lawyers in this country, "
said Louis Pollak, former dean of the Yale University Law School and Chairman
of the Individual Rights Section.

(more)



Survey on Black Enrollment - Final

Some representative'figures are: University of Alabama, eight black

students in a total enrollment of 317; University of California, Berkeley. 34

of 753-; Yale University, 50 of 58S; and University of Wisconsin, 10 of 248.

A related survey of 1966 showed that one percent of male lawyers and

judges and 2. 3 percent of female lawyers and judges were black according to

the 1960 census figures. Percentages were significantly higher in such

professional occupations as clergyman, physicians and engineers.

-0...

March, 1971



Survey of Block Law Student Enrollment
1969 — I970

Conducted by the Committee on Cixfl Rights and Responsibilities
of the ABA Section of lndisidual Rights and ReSponsibUitics

State Total I Black
Enrollment Enrollment

Name of School 1969-1970 . 19694970

Alabam:CMmberhnd School of Law
University of AlsbamaArizonaArizona State Univusity (Tempe)University of Arizona '

AlkanusUnlxcr'sity of Arkansas may.)University ol'Arkansns (Little Rock)

(continued on page 36)



.I'cm:.'.-'m::.’frcr. ',.:.'c.‘l)
CzluwnuL3:\ 0; 013.3212 (flcr'rzclcy) 3-!

Ln:- c!C:':’:::‘. 1W» [0
l°\o(.xrul.s\1:.c~) 55
[mou L."m3 . 5le \35In) . _- 2-3
L an. or Sasha: C;i-.L’omi.1 4.‘ 13
Law. of :3: Panic 9
thifcrr.u We; 2:21 L'niv. . . No Reply Received
Lniv. of Sn. L): :;;:> H '
Lab. of C:‘.;::rn-__a 4H3;rags College) 33
Gciim Ga'h." " 8
Cum» of San Fans-.520 5
L'niv. of 8:32: Cur: - 5
Sunfcrd L':i\::s::',' . 8

ColoradoL'nnczsiw cf CLLzraio l1
L'mxcrsity of Dean: Fizutes Unavailable

ConnecticutL'nixcxsiu- of Conn::Li:ux 7
Yak L'nivcxsixy ~ 50

Dism'u of CokrzhilAmman L'ri=':rsi:y ' 9
Cazhcti: L':; c:' America 12
Gurgczown L""':rsity 38
Gccrgc W32:'1:or. L'..hersity 51
Ho“ xd L'm- ::s:'4 Figures Unavailabtc

Florida '
L'mve:si:y of 32.1323 2
CMer 35:) ofr. :.da 5
Sun".L L'....::.:':;.' 0
Pic: id: 1.1:. Lane5:1y 12

GeorgiaLniversity ochczp’a Figures Unavaihble
Emory L'nhcrsity 25
Menu Unbcrsity Figmcs Unavailable

IdahoL'nivmity ofidzfiolaindisL'nh'usi'y of IllincisChicago-REM:DcPJuX L'n'mnityJchn Mum: L: .- School No Reply Received
Low: L'sixusizy ‘I
Neuhwcxxn L'r busily 19
Univtrsity Lme.;;o l3

lndhmIr.-."::.a L'nia.:.s w?ficminnon) 8
Iniisznia: :‘(.:..".'.r.a;'aus) . l6
L'icimrsr, cz‘ :::--:::.e 17

. Valparin L':i'-c:si!y 3
lo“: 'Duke L'n‘n'czsizyL'nivs‘nky of but;KansasUniversity of HamsWaifibxn L':;~.-;;:L:) ofTOpeka}:CA'; 7.13;)Ln:.::si:yof'r3cr.:1:3:yanniu of Louisa'xllcLouisianaxu.Lazishnz State Univ. ~ , _Soulhcm L'niwrsity 31.01501.) L'ni\::: ityTuhnc Lam::Lt)MaineL'siwrsity C! 32.12::5&3}anL'm'ecrsicy 0! Maryland 20
Mumhumu '

Eczmn L'n'r-‘czsity 30
.\':'-~ Fughré 5.1.0:! of law ISatin»::2: l‘ni.c:si:y .\'0 Reply Received
S.::'u'\L:Lu:;) 9
E' ‘.aI-‘... (Loi'..‘_'c 1:,:1_..‘.l-)n) '8
F;'urd L'nixcmzy . 102

0"mooNOon»0 Reply Rcccivcd

050

ST L'DENT LUW'ELIZ JOL'RNA L



Micki-40L'nixnsiry r.l' ”Lhuun
Udl'nl (“221:6 of Law
L'murdu "-1' third!“'45 m: 5|ch L'mursity

Mil-nmouL'niwvsizy ol' .‘linncsuuWzlluxn 513.:th
' MissisfippiUni-unit) of Mississippi
MissomL'nixcraity of .\1:<,mmeol'.n“:ifl

Unixcrsity of Mzssoun mung. Lny)
51.10.42» L'ni'.:r-.il)‘\VJsimgxon L'nncrszty

MontanaL'nivcvsn) of Monum
NebraskaUnhcnizy of Ncbraska

Creighton l'niwnizy
New JemyRutgers L'nivcnity (Camdm)

Rutgers L'nucrsity{.\'c\v1xh)
Seton Hall L'nixcrsizy

New .‘-Ir:\icoL'nz‘.";rsi(y of New Mcxim
New YorkL'nioa linivcrsity (-X'flcany)

Sm: Cris. of .\':w Yuk (Buffalo)
Com” Unix-may
5:001:15: Law SchoolColuwabi: L'r.u:zsi:y
Forihsm L'nivmxzy
Ncw Yofi; Law 5.23.001
New York Unixcn‘ity
51.103153 Unhchily
Sync-x: Umwrsuy

North Carolinagug: .3331: .7: 95.3.‘3‘: (mafia-.1
Duke Unis-chityfJorlh Carolim Cum! Univ,
“‘21:: Forest L'nixcmxy

Non): DakomUnincxsity of Neuh Dakota
OhioOhio Noutern L'nlwcrsily

Unhusily of Akron
Unhenity of Cmunmu
Chm: Law 531:0!
Clactand Sm: L'aixcrsityC1 sc-‘W: -‘.c;n chcrvc L'ntV.
Capital L'r.3'.::s;:)
Ohio Sm: L'nixcrsity
Uzi-unity of 1 olwo

O'szitozm[Yuk-«sky ofOkhLGm Woman)
Okhhonu City L'nh‘cnily
L'nivcrsity of Tulsa

Onion_L'n ‘mrsizy of OtcgonWilh'ncuc L'nl'rcrsiry
Pcmnylvznin '

Dwkx’n .on School of Law
Tetnplc Uni-mu)University of Pmnsylun'u
.Duqutinc L'niwnuy
Unixcnét)‘ of htzs'vurgh
Vilbnou L'nixcrmy

South CarolinaL":siwmty of South Cuolim
South luLcuL'rinnup of Sam» Dl‘flll
Tenn:~*c¢L'niu'nil)‘ ul‘ Tcrlrcm':.‘5::np?:n SLR: L'Imchily\‘ndnhdt FAWN!)

ll I 8700284928
542368
299
3333533-35251

326265
227420659
171
36048341210489897605”861807400
54030?102198
120
182350309302
775310247440475
394224231
300288
315764535533175£33
496
152
410279363

3935No Ecpiy Ruched
SI
7I

22

ON0‘!”
5No Reply Receiv:d

18No Reply Received
106
Figutcs L'navaibblc
l
.3
mum L'fizuaihhl:
“gun‘s Lmunuh‘:

Jun: W71 0 -l



Texas .Unmnity 051cm ' ‘ Figulcs UnavatbblcSouzhcm .‘dctthM Unhtrsily "L'mwm'.) of MoutonSou1h 1cm ('03:; of LawTC\.-~ Sumhna L'fiu'cnit)‘ ‘ ho Reply RuchedTus‘ Pch L'munxy- 's 1'. LI 'San.-\ntr\nio)‘3.-crs;ry
Unmrsity of Utzh No Reply ReceivedVirginiaL'niversizy cf \‘kgini: 20
Washingfor. .1 Le: th‘miiy 1
Unm: <iu ox Rxc'n::cndCech: of thi...‘~m & MaxyWashingtonL’mersizy ofV-‘ashfngxonGonzg: L'nn’crsixyWest Viz; :12:L'niwrsity of West VirginiaWisconsinUni-e: ::y of \‘J'z».u.~.s1'nM:name UniwtmyWyomingUnivcxsin' of Wyomirg

70:23:From 5:110:15 “him Rupondcd 0

FOOTNOT ES
twigs: s 1‘ are 3:: h-ruv' cur a pcfiod of : 277t’l970) This'ISS‘JC.omprehcnsivdy ”mums the crucizlqucstiéuyc.1:a.-1d:.". - ~ . .. . ‘. cacti-r" m lemme 3111136.. In"::szx‘a.[hr-71751;. -.- 3-5:; ,~-; ;- .. ,i- .: _ ,. ;.:u;:i;1.x!:on 3h is no: uithsut signific; as: t}: he oppon Jnizy ".:r 11-12.:- bin}: candidsze: to t: eluted white: hrgfly (tom :Le "v52: xcn1 «fun: :3 Crgrics 3-iargan.1:..and azhtx ccnc:ned ave ::1:s

(1.13 XC'KYIC.‘ .1-‘s-.‘\" Si". ‘ . . .'Se: "Snares: -m: .3.."' .._' and 1;;331!. T03. L. Rcv.





r431

.

“lust

‘(.l\\\6

m

a

a

:

g...“

.2un

\n\..



americun Bar Association

Section of Individual Rights and Responsibilities

Survey @fi Enamels iLéDVF‘ Stand-1mm:

Emirabflflnmonm

John W. Atwood
David F. James
David C. Long
Division of Public Service Activities
American Bar Association

’-—...L—-~—:l

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

Professional Occupation Number of Blacks Perccnt of
Total in Profession

Males: '
Clergyxnen 13,951 7.1%
Physicians and Surgeons 4,266 1.9%
Dentists . 1.978 2.4%
Chemists 1,539 1.0%
Pharmacists 1.462 1.7%
Engineers. 4,418 .853
lawyers and Judges 2.004 1.0%

Females:
Physicians and Surgeons - 490 3.1%
Professional Nurses _ 32.009 5.5%
Librarians 3.144 4.3%
Lawyers and Judges 176 2.3%
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The Black Academic in the Marker-fr): c»:

by D12 r'r'd 111'. Rr'rfky

The assassination of Rev. Martin
Luther King, Jr. spurred a number of
raditiorrally “closed," :vedorr1in11ntly

w-.ite, nonSouthern colleges and uni-
ve-‘sities to recruit blcck faculty. How-

":1, the noun-er of blacks at these
schools is still "1 1'1]. Our study focuses
on the status of Links in the a cdcnric
marketplace and the barriers to their
employment.

As’Jml‘lmf. a mailing list of backs
in “hit:- :cizoob was no easy task.
Letters requesti;g rosters of Each
professors note sent to deans pro-
vosts, president 2111 selected
department chairmen of all tour-ye-vr,
degree granting, p'elr-minarztly white,
non-Southern schools 1.1!}: tame than
three hundred studezrtz. The foilovrtaa
illustrates some of the problems that
we had:

l would requcst you kindly todefine more pn-:i~::y Mia: ,‘cumean by the rear :-‘;:‘'? Amirght in 5‘:ng:- that you areseal-in: h.for“ .1103 re;._:..'1..gAmerican facu‘ny of 1.11.-.andiscern? 0.- do you 1226-. Westlndrzn and airman faculty mere.-bcrs to he i:1cl~:...'d - er d-1l:skinned faculty from other coun-tries?
Ten of the faculty members who

were tahsle.‘ blast-t by our informants
their que (2. r..-.:i..'s with

indicated as ti1-.ir racial pre-
returrrrd
“white"
ferrnce.

In addition, several large univer-
sitian'fnsed to preside us with names
(evasively, we hcricse) because (i) to
supply such information is “1'leml;"
(2) it is too exp-ensue to “check the
W'Sf' (3) the impropriety of giving
ct". mm5 based on raev; v-r1l out the
permission of the in.1."'-1dusls, and (4)
"the uhole thing is a sloppy approach
David M. 111111,, sociologist. is an assistantprof».or of Moan-“n at Syrccam Unmar-fiw 53-13:)J'x.‘ New ‘0' L.
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to a problem." Our repeated requests
to the Olfice of Education were ig-
nored. Therefore we contacted prom-
incnt black scholars and organira-
Lions in order to obtain the names
of blacks at schools which refused to
cooperate in the survey.

Another unexpected problem was
establishing criteria for determining
faculty status, since schools differ in
their definition. of “faculty' - some
in order to inflate the number of
'blaeks or: their staff. Several included
part-time instructors, house mothers,
guidance counselors and members of
the school's custodial staff. We didn't
include these blacks on our list.

An earlier suney by A. Gilbcr
Relics ( l95-S) indicates that our sample
of 699 Lilac}: faculty members in more
than 184 mm-Southcrn white colleges
represents as much as seventy-ife to
ninety percent of the target populao
tion. A con-1parison group of 699
whites from three hundred cm‘l-cs'e bul~
lctirrs was also selected and matched
according. to academic field, size, loca~
tion and type (public or private) of
institution. Because twenty-eight per-
cent of the black faculty are women,
compared to eighteen percent of the
white Sample, an attempt to match the
two groups according to gender was
unsuccessful.

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

Seventy percent of the white com-
parison group in our survey hold the

doctorate, compared to forty percent
of the blacks. Blacks with-11: the
doctorate are both teachers r'td ad-
ministrators

Generally olack men are more
likely to hold the doctorate than black
women in the sample, and the same is
true for ‘whitcs. Black doctorat 2:. are'
primarily employed by high qtnlity
public colleges and universities, wuilc
white doctorates are especially likely
to be in high quality private schools.

While. black; and whites emplovcd
by high quality schools generally hold
the doctorate, low quality stlrc11!.-
apply different standards to uhites
and blacks. 0f the blacks at their.
schools, forty-two pe'cent hold doc-
torates, compared to sixty-eight 111-.-
-~1nt of the whites. Tcnurcd fee-any,
black or white, generally hold doctor-
ates. Among untenurcd faculty, how.
ever, blacks are less likely (forty-three
percent) to have a doctorate than
uhites (frity-cigl.t perce11). This sur-
gests that it is somewhat easier for
blacks with limited credentials to ob.
tain jobs at private high quality
schools than for whites, turd a meat
deal easier at low qrzchr-y schools.
Blacks may have an employment
advantage in lower quality schools, but
t... ' are 5:: Lively than whit. st3' be
granted tenure at these schools.

Although the whites are "better"
qualified than the blacks, the blacks
are more likely to be at elite colleges
and universities. Still, they remain in
the lower ranks, more often than not,
untcmrrcd even when in positions
where tenure rules are applicable.
Twenty-eielrt percent of the blacks
hold ranks lower than assistant profes-
sor compared to eight percent of the
white faculty members.

Write the majority of blacks
and whites are engaged primarily in

(Continued on Inge 65}
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teaching, many blacks are connected
with programs for "disadvantaged"
students as teachers, counselors or ad-
ministrators. Althouidi more blacks
than whites counsel students, the
blacks are not full time or pro fessional
counselors. Rather, they seem to
advise. students as an adjunct to their
sandemic: duti:s.

Younger blacks tend to be
recruited by tl.e large lower quality
schools — especially those in the Vest
and New England. Olc’er blacks are in
better schools than their white coun~
terparts. This is true even thou;
blacks at all age levels publish less than
whites.

Although blacks have. been taking
increased aJvant.~;.e of higher educa-
tion in recent years, (the num‘acr of
blacks with five years of college or
more incrcand from 3,500 to 194,000
between 19st? and 1969) the propor-
tion of blact; doctorate holder. from
196-1 to 1965: has remain: stable at
less than one percent of the total
doctorates awarded in that period. Be-_
tween 1947 and 190” the number of

‘blacl'. doctorttes increased from less
than 331 to 2,230, which much-:3 the
sevenfold increase in blaek faculty at
white schools duties that period.

The ratio of bl iclr. faculty to Hack
doctorates his tuniained constant but
the predominanzly white colleges are
not absorbing. many blacks with h:-‘_;.ar
dcgreec. The: the barrier to that" cm-
jloyrnent posed by the lack of this
saith higher degrees may i e toured by
increasing their employment oppor-
tunities in higher education.

ARIN" major barrier to the em-
ployment of blacks in white academia
is the attractiveness of other profes-
sio.:s in government, industry, founda-
tion: and black colleges and univer-
sities. The pressure on black schools to
recruit black faculty, coupled shit the
shortage of qualified blacks available
for academic positions. .my be in-
flating, salaries in some blacl. schools.

Ninety percent of the black
faculty t-cltrve that some inititutioris

of it'ser education outside the South
exclude blat'c lacelty. More than one
quarter h.‘.ievc that blacks must be
more qualified than whites to be hired
or‘ granted tenure at their school. in
other words, they feel themselves to
be better qualified than their white
colleagues. .

It may be argued that the new
black recruit into the academic profes.
sion is cynical and does not have de-
tailed knowledge about hiring and ten-
urc granting procedures at his school.
His older black colleagues, more
familiar with administrative proce-
dures, should have more accurate per-
ceptions of the discriminatory prac-
tices. In fact, the older tilzicl.s are more
likely than their younger black
colleagues to accuse their employers of
exclusionary practices. Only eighteen
percent of the blacks under thirty
believe that their school discriminates
in employment compared to more
than forty percent of those over
thirty. This contradicts the notion that
blacks who have “made it" in the
white world ten-i to deny the existence
or underestimate the importance of
racial discrzirrxzaric-n.Few of the btaclxs or whites in this
.. rvey experienced difficulty in find-
in; their pres-en: positions. Of those
who reported difficulty, almost one
half c" .- .neraljob market conditions
as t’n; reason. Thirty percent of the
bl.‘..t.s who Ltd st'fieulty, however.
believe that rat-”.1 Ji'xiniination was
responsible '1th percentage may not
represent the proportion of blacks
who feel this my since some of the
responses classit‘ic as “other“ have
racial connotations. For example. one
black stated that his difficulties were
due to “lack of housing for blacks in
ccmm' titties in which some colleges
and universities are locate ‘." Another
believed l::s {WIDE-13:35 Slclltitle‘d from
his "left-win; political background
which might be tolerated for a white
professor but not for a black." in
addition, several blacks who had little '
or no difficulty in obtaining, positions
indicated that rac: was a positive
factor in their employment. One can-
didly reports that he was “recruited as
a result of the search for a black
faculty member."

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

is relatively low compared in their
widespread :irtreeizient that discrimina-
tion is practiced in higher reduce-ion in
general and in their own schools m
particular. Only four percent of the
younger blacks reported discrinuna-
tion in finding a job. compared to
more than ten percent of their black
colleagues over thirty. Apparently
young black doctorates entering the
academic profession are not like.y to
encounter dilricultics in finding a job
because of racial discrimination: older
faculty, regardless of highest degree
and other qualifications more often
report racial discrimination. .

There are three major uninten-
tionally erected barriers which dis-
courage 'oiacirs from uttering predom-
inantly white faculties. One of the
most subtle barriers involves the
“feeder" process whereby professors
and department heads recorttincztd
graduate students to schools with
faculty Vacancies. Edward Harris, a
sociologist at indiana University, des-
cribes in a 1967 survey instances in
which blocks completing their grid-
uate work in white Midwestcm
schools were discouraged by their
academic sponsors from seeking pon—
tions in white schools with vacancies:

A blue}: degree candidate learnedfrom one ofhis professors rt- it anopening exist:d ~:i the faculty of
a prcaeaiuiantiy \ir.i:e Sunlln‘mcollege. The student examined areopen file of job 's‘fillcfla rnam-tained by the department citru-man and noticed the letter sol-iciting applicants for the vacancyin question. After making inherithis interest in the job to thedepartment chairman he was in-vited to loot: through the openfile. The letter from the school in(Wt-ills“ was coming: rigs],-
ntisss'tg.
in 1961 James Mass and Norman

Mercer sent questionnai es to the
president or dean of 179 colleges and
universities in New York State irirjqu-
ing about racial hiring practices. Of the
eighty-two administrators who respon-
ded, sixty-seven reported some respon-
sibility for setting employment policy.
Moss and Mercer describe the theme
underlying the majority oftl'.eir replies:

The benignly liberal attitude ofthe majority of college aJminis-trators and department chzirmcnwho view “ethnic dc‘lJehmntl" asa virtue in h‘CYUllmf. miner L‘unas a possible "screen" truibnmgthe steady youth of Culturallyinclusive faculties.



This attitude wa' expressed in the
Raf‘rcy, l‘clits' (1901s) and Mus". and
Mercer (1%” studies as ( ll irritation
at receiving a request for lfifL‘fleJE'UH
on the racial mix of their school, and,
(2) st.tted policy of official indif-
fercnce to cultural and racial back-
ground of the faculty, for example:

1 wnsi'ter it a point'2s; questionto a coll-:ee which Lire-s hernanbeings ratrrer than whites, no.1-whrtes, etc. (Dean)
The final barrier to the employ-

ment of blacks is irrationality within
the academic marketplace, due to the
limited access to information and in-
adequzire fender prGCt-stes blames have
in firrdirg, their first jObs. liowever,
blacks and whites do d‘t’fer in the
methods t:'rey used to obtain their
most recent academic jobs. Blacks,
more often than whites, were invited
to accept their pres-cot jobs. Two
blacks report that not only were they
asked to accept their present pear:.ons,
but the positions were created at their
request. Several blacks report that
they were offered positroas in
response to student protest. Most,
however, do not believe that they were
hired as a result of student demands.
Several w re contacted ‘a ' department
chairmen or deans, but a f:- ' report
offers by such people as the presiden
of the university. All of these offers
were unsolicited.

Almost equal proportions of
whites and blacks were invited to ac-
cept their first academic posts. Of the
blacks who Entered the profession
more than twenty years am, nineteen
percent were invited to accept their
first position, compared to only eleven
Porrrnt nf rhe- whitr‘e hired of tho same
time. That is, a generation ago,
younger blacks were being, invited into
the academic profession. lodzy, how-
ever, the situation is reversed. Forty-
one‘pereent of the whites under thirty
were invited to accept their present
position, compared to only six percent
of the young blacks. Young blacks
entering the profession no longer re-
ceiv: inVllaliOltS, but solicit jobs for
themselves by sending mass letters or
using: personal contacts.

We are forced to conclude that
blacks generally are not put at a dis-
advantage by the current methods
used to obtain knowledge about posi-

tions. In fact. they (c-.pecially older
blacks) seem to be surght out more
than white faculty. But this tends to
put at a disadvarat;z,.e black: who are
not "visible," who do not participate
in the academic grape-sine.

As one might expect, tenured
faculty of both races hold posts by
imitation more often than untcnurcd
faculty. Blacks art prizute institutions,
especially high quatdy schools, tend to
be there by invita'tu-‘t regardless of
tenure. For the whites, on the other
hand. those in high quality public in-
stitutions who have tenure are most
often there by imitation. The high
quality privzzte schoonecem to be
doing heavy recruiting , of black
scholars. Forty-four percent of blacks
without the doctorate, who attended
high quality grad-axle schools and have
no publications, were invited to accept
their present positions. This is not
surprising since people with master's
egrees and limited credentials have

trouble getting. jobs in any way other
than “friends in ig'n places." Without
friends, they continue graduate. work.
Blacks with the dectomte frorn high
quality schools who have published
report jobs by invitation alnrOs't four
times as often as whites with the same
excellent credentials. Blacks with the
de- ...itc from lower quality schools
'-'...» have published report being in-
vited to accept their present position
no more often tire-r w rites with the
same qualifications. However, if blacks
hold only the nrasrcr's degree earned
at a lower quality school, they are
more often working. by invitation than
whites with similar credentials, regard-
less of publicaticrrs. 'lhese are pri-
marily blacks who are counseling in
and directing programs for disad-
vantaged students.

We pursued the matter of job
invitation by asking, “How many un-
solicited job offers have you had in the
past year?" On the average, whites
report 1.5 offers compared to 3.1 for
the blacks for the academic year
1968-69. This is, therefore, a period of
reverse discrimination in which blacks
already in the academic profession are
sought out by predominantly white
colleges and universities. In addition,
more than sixty 5C11()0l\ requested our
roster of black faculty. One black as-
sociate professor of history at a large
state university told us that he was

. do not

offered nine- positions within the pzesi'
year. He said that he would lltll can,“
any of them because the offers were
not merited by his scholuly \'.'Hl'1\'. As“
scon as he finishes a book he is
researching, he will accept a position
at an Ivy League srhool. Until then.
he describes his attitude as: “hither I
publish or you [white stlioolsl perish!"

Blacks under thirty are not as
sought after as blacks in general, and
they are less willing. to move then their
older lrlack colleague-.1. We found that
the best qualified blacl-s (doctorates
from high quality schools) are the
most willing to move. The least
qualified blacks (bachelor's deco-cs
from low quality schoole) report the
fewest job offers aml are least willing,
to move. Blacks with !imited creden-
tials who have good jobs are particu-
larly likely to "stick with a good deal"
and not risk looking for or accepting
another position.

For those seeking, new jobs. the
highest degree and quality of graduate
school have little effect on job offers.
This sugeests that contemporary career
status is more important than earned
qualifications; that is, “where you are
now” and “what you have done
1ately” may be more important thnn
“where you have been." ‘

Therefore, a black with limited
credentials who obtains a position at
an elite college is more sought after
than a black with better credentials
who teaches at a lower quality school.
'lhis explains why blacks with only the
master's degree who teach at ell-.e
schools because of “connections" are
especially popular. Recruiters should
note that tenured blacks at the lowu
quality public institutions are Very
willing to move, but they have the
fewest offers.

1116 problem of "discrimination"
in the academic marketplace is evi-
dently more cornplcx than appeared at
the outset. Clearly some sclroors dis-
criminate and others do not. but we

believe that discrimination
exists only in the system. Some
barriers hinder entrance into the aca-
demic profession. while others make
it difficult for blacks already in the
academic profession to ohtarn jobs at
some schools. This is a moot point,
however, and we are sure that we
have raised more questions than we
have answered. O
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(3 Law Schools

Five-Year Increase
inAccredi ..

Law School No. Woman Tom: No. Percentage oi
Year Law Students . Law Students Women
1971-72 8.914 . 94,458 9.4%
1970-71 6,930 82,041 8.4%
1959-70 4.715 68.386 6.9%
1958-69 3,704 62,779 5.9%
1987-68 2.906 64,406 4.6%
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LIST OF WOMEN'S CAUCUSES AND COMMIITEES
IN PROFESSIONAL ASSOCIATIONS

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

ADULT EDUCATION ASSOCIATION (AEA)
Commission on the Status of Women in Adult Education
Chairperson: Dr. Beverly Cassara

10421 Courthouse Drive
Fairfax, VA 22030

AI‘ERICAN ACADEMY OF RELIGION
TF on the Status of Women - The Academic Study of Religion
Chairperson: Elizabeth Schussler Fiorenza

1223 N. Lawrence St.
South Bend, IN 46617

AMERICAN ANTHROPOLCGICAL ASSOCIATION (AAA)
Committee on the Status of Women in Anthropology
Chairperson: Prof. Shirley Corenstein

Dept. of Anthropology
Columbia University, New York, NY 10027

AMERICAN ASSOCIATION FOR THE AD‘.’AI\'CEB'ENT OF SCIENCE
Women's Caucus of the A.A,A.S.
Chairperson: N5.Virginia Walbot

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

AMERICAN ASSOCIATION OF USELNOLOGISTS (AAI)
Committee on the Status of Women
Chairperson: Dr. Helene C. Rauch

Dept. of Radical Microbiology
Stanford University School of Medicine
Stanford, CA 94305

AMERICAN ASSOCIATION FOR HEALTH & PHYSICAL EDUCATION
‘Ccnmittee on Women-
Chairperson: Professor Ione G. Shadduck

Drake Univ rsity
Des Moines, Iowa 50311

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

' ‘ Dept. of Sociology
Goucher College, Towson, MD 21204

AAUP Contact: Ms. Margaret Rumbarger-
Associate Secretary, AAUP
One Dupont Circle, Washington, D.C. 20036

AMERICAN BAR ASSOCIATION
Women's Rights Knit
State-by~State Roster of Women Lawyers, being compiled by:

Dr. Lee Ellen Ford
336 Hickory St.
Butler, Indiana 46721



AMERICAN CHEMICAL SOCIETY (ACS)
Women Chemists Conmittee
Chairperson: Ms. Helen M. Free

Ames Co., Miles Labs., Inc.
Elkhart, IN 46514

AMERICAN COLLEGE PERSONNEL ASSOCIATION OACPA)
Women's Task Force
Chairperson: Dr. Jane E. McCormick

Asst. to Vice-President of Student Affairs
Penn State U.
University Park, Pennsylvania 16802

AMERICAN ECONOMICS ASSOCIATION
Committee on the Status of Women in the Economics Profession
Chairperson: Carolyn Shaw Bell

Wellesley College
Wellesley, Mass. 02181

AMERICAN FEDERATION OF TEACHERS
Women's Rights Committee
Chairperson: Marjorie Stern

1012 14th Street
Washington, D.C. 20005

AMERICAN HISTORICAL ASSOCIATION (AHA)
a. Committee on Women Historians

Chairperson: Dr. Linda lierber
University of Iowa
Iowa City, Iowa 52240

(Staff Liaison:
Dr. Charlotte Quinn*
400 A St. S.E.
Washington, D. C. 20003

b. Coordinating chrmittce on Women in the Historical Profession (CCVHP)
Chairperson: Dr. Sandi Cooper

Richmond College
CUNY Staten Island, NY 10301

*Roster 0 women Historians available for $5. 00 (contribution) from:
Dr. Charlotte Quinn

AIERICAS LIBRARY ASSOCIATION (ALA)
Social Reaponsihilities Round Table (SSRT)
Task Force on the Status of Women
Chairperson: Ms. Michelle Rudy

1403 LeGore Lane
Manhattan, KS 66502

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

AMER ICAN )‘ATFEMXTICAL 8 0C IETY (A‘vis )
ASSOCIATION cC‘ tCMEN IN MAT}!ZMATICS (AwM) (independent group)
Chairperson: Prof .'ary Gray, Dept. of Mathenatics

' The American University
Washington, D.C. 20016



AMERICAV PFR.CWUEL AND GUIDANCE ASSOCIATION
Woxen's Lducws
Correspondents: Dr. Lynn E. Haun

California State University
Sacramento, Calif. 95819

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

AIERICAN PHILOSOPHICAL ASSOCIATION (APA)
a. Subcommittee on Status of Women in the Profession

Chairperson: Prof. Mary Hotherskill
Dept. of Philosophy
Barnard College, New York, NY 10027

b. Society for Women in Philosophy (Independent group)
Chairperson: Hannah Hargrave

Dept. of Philosophy
Western Illinois University
Macomb, Illinois 61455

AMERICAN PHYSICAL SOCIETY
Committee on Women in Physics
Chairperson: Dr. Elizabeth Barangar

Physics Dept., MIT
Cambridge, MA 02139

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

AHERICAN POLITICAL SCIENCE ASSOCIATION (APSA)
a. Committee on the Status of Wamen in the Profession

Chairperson: Dr. Ruth Silva
Pennsylvania State University
University Park, PA 16802

b. Women's Caucus for Political Science (WCPS)
Chairperson: Dr. Marie Rosenberg

School of Business, University of Wisconsin
Eau Claire, Wisconsin 54701

AHERICAN PSYCHOLOGICAL ASSOCIATION (APA)
a. Task Force on the Status of Women in Psychology

Chairperson: Dr. Helen Astin, Director of Research
University Research Corp.
4301 Connecticut Ave., N.W.
Washington, D.C. 20008

(Staff Liaison: Dr. Tena Cunmings*
APA, 1200 17th St. N.W.
Washington, D.C. 20036

b. Association for Women in Psychology (AW?) is an independent group,
initially a caucus within APA)

Editor: Dr. Leigh Marlowe
Manhattan Community College
130 West End Ave., row York, NY 10023

Public Relations: Dr. Jo-Ann Evans Gardner
' 726 St. Janos St.

' Pittsburgh, PA 15232
g§BEfET_ET'Wumen PsychOIOgists available from:

Dr. Tenn Cummings



MERICAN PUBLIC HEALTH ASSOCIATION
Women's Caucus
Chairperson: Ana 0. Dumois

Community Health Institute
225 Park Ave. So.
New-York, NY 10003

AdERICAN SOCIETY OF BIOLOGICAL CHEMISTS
Subcommittee on the Status of Women
Chairperson: Dr. Loretta Leive

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

AMERICAN SOCIETY FOR MICROBIOLOGY
Committee on the Status of Women Microbiologists
Chairperson: Dr. Mary Louise Robbins

Medical School, 1339 H St. N.W.
The George Washington University
Washington, D.C. 20005

AbERICAN SOCIETY FOR PUBLIC ADMINISI‘PCKTION
Task Force on Women in Public Administration
Chairperson: Mrs. Joan Fiss Bishop

Director of Career Services 7
Wellesley College, Wellesley, MA 02181

MERICAN SOCIOLOGICAL ASSOCIATION (ASA)
a. Ad Hoc Committee on the Status of Women in Sociology

Chairperson: Dr. Elise Boulding
Behavioral Science Institute
U. of Colorado, Boulder, CO 80302

b. Sociologists for Women in Society (SW5) (independent group
formerly caucus)

Chairperson: Dr. Alice Rossi
Dept. of Sociology
Gaucher College, Towson, MD 21204

Al'ERICAN SOCIETY OF TRAINING AND DEVELOPMENT (ASTD)
Woman's Caucus, ASID-
Steering Committee: Dr. Shirley McCune

Center for Human Relations
NBA, 1601 16th St. N.W.
Washington, D.C. 20036

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

AI’JERICAN SPEECH AND HEARING ASSOCIATION (ASHA)
a. Subcommittee on the Status of Women

Chairperson: Mrs. Dorothy K. Marge
8011 Longbrook Rd.
Springfield, VA 22152

b. Caucus on Status of Women in ASHA (same as above)



AMERICAN STATISTICAL ASSOCIATION
Caucus for Women in Statistics
Chairperson: Dr. Jean D. Gibbons

College of Commerce and Business Administration :
University of Alabama
University, Ala. 35486

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

Department of Geography
University of Michigan
Ann Arbor, MI 48104

ASSOCIATION OF AMERICAN LAW SCHOOLS (AALS)
Committee on Equality of Opportunity for Women in the Legal Profession
Chairperson: Prof. Ruth B. Ginsburg

School of Law
Columbia University, 435 W. 116th St.
New York, NY 10027

ASSOCIATION OF ASIAN STUDIES
Committee on the Status of Women
Chairperson: Prof. Joyce K. Kallgren

Center for Chinese Studies
2168 Shattuck Ave.
Berkeley, CA 94705

ASSOCIATION OF WOHEN IN SCIENCE (independent group)
Co-Presidents: Dr. Judith C. Pool*

Stanford Medical School
Stanford University, Stanford, CA 94305

Dr. Neena B. Schwartz
Dept. of Psychiatry, College of Medicine
U. of Illinois at the Medical Center
P.O. Box 6998, Chicago, IL 60680

*Roster of Women Engineers, Scientists, Medical & Paramedical Specialists
is available from: Dr. Judith C. Pool

BIOPHYSICAL SOCIETY
Professional Opportunities for Women of the Biophysical Society --
Caucus of Women BiOphysicists
Chairperson: Dr. Rita Cuttman

Dept. of Biology
Brooklyn College
Brooklyn, NY 11210

COLLEGE ART ASSOCIATION
a. Commission on the Status of Women in Art

Professor Linda Nochlin Pommer
Vassar College
Poughkeepsie, NY 12601

b. Women's Caucus
Co-Chairwomen: Prof. Ann Harris, Art Dept.

Hunter College, New York, NY 10021

NS. Judy Patt
2429 Vallejo, San Francisco, Calif. 94132



GRADUATE WOMEN IN SCIENCE (Sigma Delta Epsilon)
President: Dr. Hazel Metz Fox

‘ 1231 N. ,38th St.
Lincoln, NE 65503

LINGUISTIC SOCIETY OF AMERICA '(LSA)
LSA Women's Caucus
CorreSpondents: Ms. Lynette Hirschman

_ Ms. Georgette Ioup
162 W. Hansberry .
Philadelphia, PA 19144

MODERN IANGUAGE ASSOCIATION (MIA)
a. MLA Commission on the Status of Women in the Profession

Chairperson: Dr. Elaine Hedges
Towson State College
Baltimore, MD 21204

Women's Caucus of the MLA
President: Dr. Verna Wittrock

Dept. of English
Eastern Illinois 0., Chalreston, IL 61920

NATIONAL COUNCIL ON FAMILY RELATIONS (NCFR)
Task Force on Women's Rights and ReSponsibilities
Chairperson: Dr. Rose Somerville ‘

Sociology Dept.
San Diego State College
San Diego, CA 92115

NATIONAL COUNCIL OF TEACHERS OF ENGLISH (NCTE)
Women's Committee
Chairperson: Dr. Janet Emig

Department of English
Rutgers University
New Brunswick, NJ 08903

NATIONAL EDUCATION ASSOCIATION
Women's Caucus
Chairperson: Mrs. Helen Bain

NE:, 120l 16th St.
Washington, D.C. 20036

NATIONAL VOCATIONAL GUIDANCE ASSOCIATION (NVGA)
NVGA Commission on the Occupational Status of Women
-Chairperson: Mrs. Thelma C. Lennon, Director

Pupil Personnel Services, Dept. of Public Instruction
Raleigh, NC 27602

PHILOSOPHY OF EDUCATION SOCIETY
a. Women's Caucus

Chairperson: Dr. Elizabeth Steiner Maccia
Dept. of History & Philosophy of Education

- Indiana University, Bloomington, IN 47401
b. Committee on the Status of Women (some as above)



POPULATION ASSOCIATION OF AlERICAWomen's Caucus
Chairperson: Prof. Ruth B. Dixon

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

PROFESSIONAL WOMEN'S CAUCUS (PWC)
P.O. Box 1057, Radio City Station
New York, NY 10019

Prea: Margaret Anderson
Rockland City Guidance Center for Women
Palisades, NY

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

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

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

345 East 47th Street
New York, NY 10017

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

WNJ Stations
Detroit, MI 48231

UNITED PRESBYTERIAN CHURCH IN m2 USA
Task Force on Women
Co-Chnirpersons: Patricia Doyle and Elaine Homrighouse

Board of Christian Education
United Presbyterian Church, Witherspoon Bldg.
Philadelphia, PA 19107

WOVEN TIEOLOGIANS
Roster of Women Theologians is available from:

Elizabeth Dempster, Interim Director
Boston Theological Institute
Women's Placeuunt Service
45 Francis Ave.
Cambridge, Mass. 02138

February 1973





Institute For College And University Administrators

PRESIDENTS
and

CHiiCELLORS

American C0unczl On Education

WOMEN ACADEMIC ADMINISTRATORS IR U.S. HIGHER EDUCATION, AUGUST 1972

Arts & Sciences

Professional,
Technical &
Vocational*

PUBLIC INSTITUTION
Lax Religious
10 ~-

PRIVATE INSTITUTIONS
Lax Beligious
13 139

TOTAL
Lax Religious Total
23 139 162

ACADL-x-uc DEANS
and ACAD -"-1IC
VICE-PRESIDENTS

Arts & Sciences
Professional,
Tc;hnical &
Vocatiunul*

ASSOCIATE and
ASSISTANT
ACADfiHIC DEANS

Arts & Sciences
Professional,

Technical &
Vocational*

FIRANCIAL
and/or
ADMINISTRATIVE
OFFICERS

Arts & Sciences
Professional,
Technical &
Vocational*

TOTAL Arts & Sciences
Professional,
'chhnical &
Vucational*

Total
138 --
237 -'

47
167

*Including health scicncns. home economics, business and,cducntion
*WOf this tatnl. 80 have participated in the Institute for College and University Administrators

31
441
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Women on Journalism Faculties - 1971-72
United States Colleges and Universities

Academic Rank
women's per-

Rank ‘ Total centage of
total

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

Professor 377 1 3/9 %

Associate Professor 365 . 5 1/2 %

Assistant Professor 967 7 %

Lecturers - 212 10 1/2 %

Instructor 266 13 3/4 %

Visiting lecturer or professor 19 15 a/u %

Part-time Lecturer 7 1/2 %

Teaching Fellow 1 ' 1 0 8

Extension Education 1 O . %

Others iii 12:

TOTAL 2,113 1,972

Hinus administrators duplicated
in other academic rank lists 159 159

ACTUéL TOTAL 1,95u 1,813

* at 170 schools

Schools with no women on faculty

Schools with only one woman on faculty

Schools wiin two women on faculty

Schools with three women on faculty

Schools with four women on faculty

Schools with five women on faculty

Schools with nine women on faculty

61% have none or only one woman on faculty







Table Sflgg
Egzcsntfiie _Q£ alllphvsicians in variOUSAspecialities who arelwomenv.—

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 5'9 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°l°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

Bergentaqe of all phvsicians
Table SJDb

are women
in various professional activities who

Speciality All Office based Hospital based Other
practice practice activity

General practice 4.2 3.6 9.6 7.7
Medical Specialities 9.0 6.4 13.5 10.9
Surgical Specialities 2.4 2.0 3.4 3.8
Other Specialities 8.9 8.1 9.7“ 8.9
TOTIT 6.7 4.6 10.5 9.0

Goals for Women in Science
Woman in Science and Engineering
Boston. Kassachusetts
August 1972







m; menu; 0F .30qu PRACTICE
Center for Health Services Research
American hedical Association
1972 Edition. P. 104

TABLE 52 -- DISTRIBUTION OF PHYSICIANS AMONG SPECIALTY GROUPS:
BY SEX, DECEMBER 31,1971

Number of Percent of Number of Percent of
Women Physicians women Physicians Hen Physicians Hen Physicians

Specialty Group in Group in Group in Group in Group

Total 22,563d 100.0 296,136° 100.0

General practice 2,862 l0;9- 53,896 l8.2
Internal nedicine 3,2h2 l0.“ Sh,6l7 l8.“
Surgery 855 3.8v 69,l5# 23.0
Obstetrics/gynecology l,th 6.3 l8,359 6.2
Pediatrics 0,247 l8.8 l5,67l 5.3
Psycniatry 3,209 lh.2 2I,ZAI 7.2
Radiology 75“ 3.3 l3,585 5.6
Anesthesiology l,655' 7.3 9,902 3.3
Patholcgy l,h35 6.5 9,071 3.2
Other 3,283 lh.6 30,250 l0.2

c-Source: Special Tabulations from Physician Records, l97l. American Medical Association
d-Excluees b,47l physicians (LSI not classified, 3,539 inactive, and hSI address unknown).
e-Excludes'21,653 physicians (3,058 not classi‘icd, l5,3~9 inactive, and 2,756 address unknown).\.

TABLE 53 -- APPLICANTS AND ADMISSIONS TO P.’.3€JiC.‘.L SCHOOL BY SEX,
SELECTED YEAR51929-1S30 THROUGH 1970-1971

Women as
Hen Women , Percentage

First-Year Harbor Hunter Percentage Nuooer Number Percentage of Total
Class Applicants Accepted Accepted Aeolicants Accepted Accepted Accepted

lSZB-SO l3,i7A 6,720 51.0 h8l 3l5 65.5 h.5
1939-50 ll.l68 5,890 52.7 632 32l 50.8 5.2
l959‘50 23.0%“ 6.750 29.3 l.390 #00 28.8 5.6
1959»03 13.926 7.963 57.2 1,026 still 53.0 6.1;
l966-67 l6,55§ 8,267 49.9 l,696 856 50.5 9.“
l967-63 l6,773 8,7i3 51.9 l.951 98H 50.“ l0.l
19634.5 1°.021 9,116 17.9 2,097 976 h6.5 9.7
l969-70 22,l76 ‘ 9,536 h3.0 2,289 ' l.0ll hh.2 9.6
i97C-7l 22,253 10,203 h5.9 2.73h l,297 h7.h ll.3

TABLE 54 -- PERCENTAGE OF WOMEN IN SELECTED
PROFESSiONAL OCCUPATIONS,‘ 1070

causatign Women as Percentase of All Workers(1
Lawyers ' 3.5
College presidents,professors,

instructors l9.0
Cierqy 5.8
Doctors 6.8
Engineers 0.8
Dentists 2.i
Scientist: 9.9
B'nlogists 28.0
chemists 8.6
Mathematicians 26.4
Physicists 0.2
Nurse: 97.0
Social workers 57.0
Librnfiinns 85.0

i-Sourcc: U.S. Bureau of the Census, Cn-rus of Dcnulztien ‘°60 Vol I t. , *:“;2.-.__. . .___._L., . able 202 pp. 528-33
In: Epstein C.F., Men-1‘s Place (Berkeley: University of California.Press, l970),P.". '

I09







Table 2. Demographic and Background Characteristicsof American Coiloge Fnculty, by Sex: 1969(Pchontage Distribution)
11cm Dc EEEption and A11 In 11TJFIIhL lsrqujthar CHIIvaK 1n Four-Year Colleges In UniversitiesLEI-1.111% rim-bot f-ch 14-1.le 1-;1' .1! Ann ‘.-.'u\!:n‘n '1'“! .11 Men Women Tutal Mun Homvn Totalfig: (87)war 00 (born before 1909). 9.351-60 (burn 1909.1918) 18.541-50 (burn 1919—19231 . Ph.h3'~3U tbvrn 1929-1953‘ '31-35 (.or; 1934-195J1 ‘30 v: lcss (born after 1938)
Rac' (EU)NhituBlackOriental

A 10.1. 7.2 ‘- 8.6 7.1.17.7 15.1 19.1. 15.725.4 27.3 25.8 27.1.11.?13.321.1o—n-n-det-a ‘13:"..1V'.‘
-0oc

NUD‘C‘IJM

1

. S. citizen, naturalized. citizvn, native .
-. '-. mm .11 11111.1! [\lIuin'm nt (791))1.13ht3-11r1d15 or 14-55S"l2'.t' high :.cl1m‘lCunplcted high schoolSome collegeColltxe graduateSumo graduate schoolAdvanced degree

D—v-fi—b-v-N
NVOUNLJM

-a- r-‘r—u'u

O‘IQC‘OOLJOG\~o‘uD-\Iwv-n
agjivinuu-unckfround (78a)PFHLV\IHHLCdLhoIicanishUlllt'!‘NoneNo answer
Currvnl Ewlifiinn (78b)PrnrustantCathnlicJuwinhUthcrKvnuNu answer
Marital Status: (85)"-CurrunLly marriedDivanvd, separated, widowedNchr marrivd
Numhvr of Children (86)Hum;- 61.9 64.8 40.6Ont 11.5 16.9 12.8 16.0Two . 12.7 ' 24.3 13.8 22.0 27.7Three or mnrc - . 13.9 2 . 25.1 8.6 21.4 29.7

ADDITIONAL COPIES OF THIS RESEARCH REPORT (VOL. 3. NO. 8. 1970) MAY BE OBTAINEDFROM THE PUBLICATIONS DIVISION. AMERICAN COUNCIL ON EDUCATION. ON! DUPONTCIRCLE. WASHINGTON. D.C. . 20036. PLEASC REMIT $3.00 PER COPY WITH YOUR ORDER.







Enrollment trend: In 1.07! 8

TABLE 6 Enrollment changes between lull 1970 and la" 1971 In louvyou
colleges and universities

All exceptingtpz'cysht ed [hblic Nblic Private his-atemmtutmm unwcrsltles four-year universities fwfl'yfl"
Total graduate (in allpost-11A. programs]

Tom! 3891’ 4.4 1
film 372 3.7
ll'omm 370 6.0
Mack 196 .131. l
Spams}: surname 158 SW)

First-time graduate {allpawn/1. programs)
I‘otal 299 2.8 3.0
MM 265 0.7 0.8
Wumm 260 4.7 4.6
Bluck 13! 11.2 12.2
Spanish surname 103 35.8 82 33.0

'lncludes professional and other specialized schools-medical. m. theological, etc.
f Numbct of institutions reporting daln {or {all l')70 and I971.
* l‘ctcenlage change between 1970 and 19‘“.
5 Data not Available.

Enrol/mam Trends in 1971

A Technical Report Sponsored by
The atrnegie Commisxion on Higher Education







AFFIRHATIVE ACTTOfi CAflPUS C NTACTS

Alabama A 5 M University
Noraal, Alabama 33762
Dr. Henry Ponder
V. P. for Academic Affairs
Hr. 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 &
Environzental Studies

Mrs. Katie W. Ligcn
V. P. for Student Affairs
Auburn University
Auburn, Alabama 36830
-Dr. W. S. Eailcy
V. P. for Academic &
Ad:-nistrative Affairs

President's Office
* (Insert)University'of Alaska
Fairbanks, Alaska 99701
Mr. J. Frank Brown
Central Personnel Office
Arizona State University
Temoe, Arizona 85281
Mr. Jack Penick
Assistant Viee President,
Susiness‘Aifairs

ona'University of Ari:
a 35721Tucson,7Arizoa.

Dr. A. 5: 5:832'01'
Executive Vice President
*University of Alabama
Universitv, Alabama 35é55
Dr. Joseph T. Sutton _
V.P. for Institutional Studies 5 ServicesP.0. Box 6156
also: Compliance Offrrer 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
w: r. Dukes.
Vice Chancellor - Academic Affairs
University of California, Irvine
Irvine,California 9266&

.H3. Eloise Kloke
Assistant Chancellor for Administratio

fUniversi o
Cal

ty C
Riverside, i fornia 92502
Mrs. Sue Scott
Personnel Xanager
University of California. San Diego
P.O. Box 109, IaJolla, California 9203i
Vice Chancellor Paul Saltaan
Affirmative Action Coordinator -
Academic Personnel

‘ Vice Chancellor Bud Sisco
Affirmative Action Coordinator for
Staff Personnel

Er. Jack Douglass
Affirmative Action Monitor
University of California, Santa Barbara
Santa Barrera, California 93017
Mrs. M. K. Joyce
Executive Assistant to the Chancellor



Colorado State University
Fort Collins4 Colorado 80521
or. Donald D. Rohdy
Affirmative Action Director
1835 Dayton Drive
University of Colorado
Boulder, Colorado 80302
Mr. Frank Ives
Dizector.of2$taf£.Personnel.
Regent Hall 122

University of Connecticut
Storr517Connecticut 06268
H3. Gail Shea
Box U-86

Bertram W. Wilson
Personnel Services Division
Box U-7S
University of Delaware
NewarkJ Delaware 19711
Hrs. 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 323 06
.Dr. Freddie L. Groomes
200 wescom
University of Idaho
Y9: ccgJ Idto 83,6

P on4-“.- -
Sta to 6 Administrative Services

RV
.P.

Southern Illinois University
Carbondalej Illinois 62901
Mr. Jerry Lacey
Assistant to the President for

Affirmative Action
Anthony Hall, Room 309A
University of Illinois
Chibago, 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 A6202
Chancellor Sylvie Bowman
La Rose Building
,Harket and Pennsylvania Sts.
Purdue University
Iafavette, 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 52260
Dr. George Chambers
Vice President for Administration
101 Jessup Hall
University of Kansas
Manhattan, Kansas 66044

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



Kentucky State College
Frankfort. Kentuckv 40601
Dr. A. J. Richards
President Carl M. Hill
University of Kentucky
Lexington. Kentuckv 40505
Mrs. Nancy T. Ray
Coordinator
Affirmative Action Plan
7 Administration Building
University of Maine
Portland, Kaine 05102

Dr. Donald R. McNeil
Chancellor
228 Deering Avenue

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

7

Mr. Paul Dunfiam
E.E.O. Director
Aluuni Hall
Massachusetts Institute of
Technology
Cambridee. Hassachusetts 02139
Hr. James C. Allison
Asst. to President for Minority
Affairs

77 Massachusetts Avenue, Rm. &-144
_ UniVersity of Xichigan
Ann Arbor, Michigan 48104
Mr. Fedele F. Fauri _‘
201d Administration Building

University of Minnesota
Minneapolisiifiinnesota 55555
Ms. Lillian ll. Williams
Deputy Equal Opportunity Officer
419 Morrill Hall
Ms. Nancy L. Groves
Equal Opportunity Officer, Academic
Administration
217 Merrill Hall
.Hississippi State University
State College, Mississippi 39762
T. K. Martin
Drawer J

University of Missouri
Columbiaiyflissouri 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
214th & R Streets
University of Nevada at Reno
Reno, Nevada 89507
Hr. Harry wolf
Rutgers University
New Brunswick, New Jersev 08901
Ms. Blenda . Uilson .
Executive Assistant to the.President

New Mexico State University
Las Cruces, New Mexico 88003
_Mr. Richard Hermes
Personnel Director
Box 3AA



University of New Hexico
Albuquercue, New Mexico 87106

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

Cornell University
Ithaca, New York 14850

Ramon E.Rivera
Affirmative Action Officer
317'Day Hall
State University of New York
Albany, New York 12210

Dr. Kenneth M. Mackenzie
Vice Chancellor for Personnel
and Employee Relations

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

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

Ht. Leon J. Calhoun. Sr.
Director
Office of Equal Kepleyment Opportunity
1400 Washington Avenue

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

Ms. Vera Rony, Coordinator
Equal Esployaent Opportunity Program

North Carolina A a T State University
Greenshoro, North Carolina 27511

Dr. Theodore Hahaffey
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 27516

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

Forth Dakota State University
Fargo, North Dakota 58102

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

Finance
University of North Dakota
.Grand Forks, North Dakota 58201

Mr. Gerald M. Skogley
Vice President for Finance

Kent State University
Kent, Ohio 452fi0

Mr. James Ervin
Director Human Resources Utilization
Rockwell Hall

Miami University
Oxford, Ohio 45056

~Hr. Willian c. 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 .
Stilluater, Oklahoma 74074

Mr. Gene Turner, Director
Personnel'Services

‘ Whitehurst Hall

'University of Oklahoma
Egrnan, Oklahoma 73069

Dr. Pete Kyle McCarter, Provost
Dr. Gene Nordby, V. P. for
Administration 5 Finance
660 Parrington Oval



Oregon State University
Corvallis, Crecon 97331

Anthony Birch
Fiscal Affairs
University of Oregon
Eugene Oregon 97403

Hrs; Lorenza Schmidt
Interim Director
Office of Affirmative Action
Beam 8, Chapman Hall
Pennsylvania State University
University ParZ. Pennsv1.ania 16802
Mr. Ray T. Fortunate
Assistant V.P. Personnel Administration
108 Willard Building
University of Puerto Rico
Rio P1pArac P 0;II‘SV‘--- .....
Salvador Acosta Rod:igu 2
Assistant to the Director
Office of Acadezic Affairs
Central Adsinistration
P.O. Box AD-U,P.R. Station

8

University of Rhode Island
Kingston, Rhode Island 02331

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

Hr. Eugene Mailloux
Director-of Personnel
Lower College Road
Clemson University
Clemson, South Carolirn 29531
Hajor General Allen U. Rigsby
Executive Vice President
South Carolina 5
Oranncturn, Sou:
Dr. Algernon S. Belcher
Vice President for Academic Affairs

University of South Carolina
Columbia, South Carolina 29208

Dr. William B. Patterson
Provost

South Dakota State University
Brookings, South Dakota S7006

Mr. Wés Bugg
Director of Finance

Tennessee State University
Nashvillei_Tennessee 37203

Dr. Charles Fancher
Dean of Faculty

University of Tennessee
Knoxvillel Tennessee 37916

Dr. James E. Drinnon, Jr.
Executive Assistant to th President
'206 Administration Building

Prairie View A 5 M College
'Prairie View‘yTexas 774&5

Dr. Ivory Nelson
Vice President for Research,
Special Programs.
Texas A & M University
College Station, Tezca s 778d3

Hr. T. D. Cherry
.Vice President for Business Affairs
Room 205, Coke Building

. - /
Texas Southern University
Houstonj Texas 77004

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

Texas Tech University
' Lubbock; Texas 79409
Dr. S. M. Kennedy
Vice President for Academic Affairs



Texas Tech University -6-
Lubbock, Texas 73409

Hr. Carlton Dodson
Resident Legal Counsel

x}. F. J. wehmever
Associate Vice President for
Administrative Affairs

University of Houston
Houston, Texas 77004

M3. Norma Schneider
Staff Employment Xgr.
Room 5018
University of Texas at Austin
Apstin, Texas 78712

Vice President Lorene L. Rogers

University of Utah
Salt Lake Citv, Utah 8&112

fir. J. Leonard
Civil Rights Officer
Park Duilding
.Utah State University
Logan, Utah 85321

Dr. Richard Swanson
Vice Provost

Dr. Evan Stevenson
Asst. Vice President for Business

- University of Vermont
Burlingtdn, Vermont 05401

Dr. Dolores Stocker
Assistant to the President for
Human LCSOCTCCS

President’s Office

Virginia State College
Petersburg, Virginia 23803

Dr. Walker duarles
V.P.. Administration

1/

Washington State University
Pullman, washington 99163

Wallis Beasley ‘
Executive Vice Presiden
422 French Administration Building

Vest Virginia University
Morgantown, West Virginia 26506

Hr. Sandy Serpento
Director of Personnel

University of Wisconsin-Madison
Madison, Wisconsin 53706

Dr. Cyrena Pondrom
Assistant to the Chancellor
175 Bascon Hall
University of Wisconsin—Milwaukee
Milwaukee, Wisconsin 53201

Dr. Clyde Jaworski
Director of Operations

University of Wyoming
Laramie, Uvominq 82070

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

Hr. Rick Kaan, Jr.
Director
'Division of Personnel
Room 408 Old Main



ADDITICIfé

State University of New York, Binghamton
Binehanton, New York 13901
S: Stewart Cordon,
Executive Vice President
Edgar L. Abbott
Director of Perssnnel
University of Arkansas
Favetteville, Arkansas 72701
C. W. Oxford
Administrative Vice President
Administration 422
University of California SystemBerkelev, California 94720
Mr. James Goodwin
575A University Hall

Hayne State University
DetroitJ Michiean 48202
Kenneth M. Scythe Esq.
Room 991
5050 Cass Avenue
Alcorn A & N College
Lorman, Mississiooi 39096
Rudolph 8. Waters
Vice President
University of South Dakota
Vernillion, South Dakota S7059
Patricia Doll Gutzman
Director, Personnel Services

Acting Personnel Director
University'of Hawaii
Eonolulu, Hawaii 96822
Thomas N. Arnett
Director of Personnel
1633 Bachman Place
Sinclair Annex 2, Room 2

Kent State University
.Kent, Ohio 44252
*'Susan Reis
Office of Human Resource Utilization

Xing_la Polytechnic Institute
a 1 State Universitv

Blazk ourz, Virginia 24061
Mr. Walter H. Ryland
General Counsel
Univ rsity c- Massachusetts
B051)“; 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 Lewiss
Affirmative Action Office
200 University Building


