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APPENDIX C

2. Availability Analyses

Data compiled for 1971 by the State Employment Security Commission,

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

(4) for the adjacent counties of Orange, Durham, Alamance, and Chatham (which

are most proximate to the Office of General Administration) of the total labor

force approximately 43.5 percent was femalé; the aggregate average unemployment
rate among females within the foregoing counties was 5.4 percent, or 3,400

persons.

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

average unemployment rate among Non-Whites within the foregoing counties

was 6.5 percent, or 2,280 persons.




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

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

be induced to relocate, (4) and whose qualifications, heyond the minimum,
are at least equivalent to those of other available c;'andidates and, thus, are
realistically competitive in consideration for available positions. No such
calculus is possible, absent e.v_tcns'ive and intensive research of a character
which, to the knowledge of the Office of General Administration, has not been

undertaken to date by any agency.

Data are available from two sources which purport to refine somewhat

the availability picture, through reference to occupational skills. There are two
difficulties associated with reliable use of such information in connection with

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




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

basic categories of analysis suggested at the outset of this discussion ("managerial",

professional", “"technical", etc.) Second, many of the occupational categories

included in those eclectic analyseg are not apposite to the occupational emphases

of the Office of General Administration. Nevertheless, there is some useful

information to be derived from this material.

First, the Social and Economic Statistics Administration of the

U. S. Department of Commerce has produced, on the basis of 1970 census data,

a profile of the General Social and Economic Characteristics of North Carolina,
. which includes a breakdown by race and sex for broad occupational categories

within the general North Carolina labor force. A review of this statistical data

indicates that, for the general state population:

~a. Managers and Administrators:

(1) 84% male and 16% female;
(2) 96% white and 4% black.
b‘. Professional (excluding technical workers):
tl) 53% male and 47% female (the figures for female

professionals include public school teachers at the elementary and secondary



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

b. vProIessional (excluding technical workers):

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

reflecting the predominance of females within the public elementary and secondary




. teaching profession, a similar rcducFion of female percentage ‘representation
within the category is achieved);
(2) ©9% white and 11% black.
c. Technical Workers:
(1) 74% male and 26% female;
(2) 92% white and 8% black.
d. Clerical Workers.:
(1) 25% male and 75% female.;
(2) 87% white and 13% black.
A second type of analysis is contained in a summary report prepared
by the North Carolina State Personnel Board, based on 1972 data, which breaks
. . down the total complement of classified state employment by substantive
occupational categery (see Appendix G). Because this analysis is keyed to
substantive occupational content exclusively, without distinction between levels
of responsibi]iiy; skill and remuneration, there is no exact correlation between
some of the State Personnel categories and those broader categories of basic
analysis such as "professional" and "technical." Thus, an appropriately
selective use of the State Personnel data suggests:
ah Clerical and Office Sgrvices Classes (which include the
classifications Accounting Clerk, Administrative Secretary, Stenographer, Clerk,
Typist):
(1) 12.2% male and 87.8% female;

. (2) ©9% white and 11% black.



b. Legal, Administrative Management and Related Classes (which
includes Administrative Ofticer and Administrative Assistant):
(1) 64.9% male and 35.1% fe;nale;
(2) 93.4% white and 9.6% black.
c. Institutional Services Classes (which includes Building
Custodian, Housekeeping Assistant, General Utilities Man):
(1) 59.7% male and 40.3% female;
(2) 39.7% white and 61.3% black.

d. Skilled Trades and Allied Classes (which includes TVE Technicians
of various categories):

(1) 99.96% male and .04% female;
(2) 03.9% white and 6.1% black.

It is acknowledged that the foregoing experiential data reflect only
current utilization, as distinguished from total hypothetical availability. However,
given the current limitations on information, the broader inquiry about availability
must necessarily .remain hypothetical.

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

a necessary conclusion is that, given a dearth of reliable data, availability




studies amount, at best, to rough éstimates and, at worst, to unrefined
guesses.

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

a. "Managerial"

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

b. "Professional"

(1) By sex, 70% rﬁale and 30% female;
4(2) By race, 88% white and 12% black.

c. "Technical"

(1) By sex, 75% male and 25% female;
(2) By race, 90% white and 10% black.

d. "Office and Clerical"

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

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

AVAILABILITY STUDIES AND HIRING GOALS -

A. Faculty
(1) Availability

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

(2) Needs, 1973-76

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

(3) Goals

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




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

B. Non-Faculty EPA Personnel

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

(1) Availability

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

(2) Needs, 1873-76

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

(3) Goals

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







APPENDIX E

. AVAILABILITY STUDY REPORTING FORMS Form No. 1, page one

School/Department:

Individual Completing Form:

&

PART [ - AVAILABLE POOL OF PROSPECTIVE FACULTY MEMBERS

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

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

Number Percent

White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL 100%




School/Department:

Individual Completing Form: Form No. 1, page

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

a. List sources of data:

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

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

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



School/Department:

Individual Completing Form: Form No. 1, page three

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

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

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

Number Percent

White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL 100%




School/Department:

Individual Completing Form: Form No. 1, page four

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

a. List sources of data:

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

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

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



School/Department: Form No. 2, page one

Individual Completing Form:

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

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

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

OFFICIALS AND MANAGERS PROFESSIONALS
Number Percent Number  Percent

White Male White Male

White Female White Female

Black Male Black Male

Black Female Black Female

Other Male Other Male

Other Female s Other Female

TOTAL 100% TOTAL 100%

TECHNICIANS

|T~'hite Male

White Female

Number Percent

Black Male

Black Female

Other Male

Other Female

TOTAL 1007




School/Department:

Individual Completing Form: Form No. 2, page two

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

a. List sources of data:

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

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

d. Indicate particular problems encountered in trying to ascertain
availablllty lnfornatxon



School/Department:

Individual Completing Form:

Form No. 2, page three

4. 1f you ordinarily draw your EPA non-faculty personnel from a smaller
pool of candidates than the whole United States population noted under #2,

a. Describe the pool by functional category:

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

OFFICIALS AND MANAGERS

Number Percent
White Male
White Female
Black Male
Black Female
Other Male
Other Female
TOTAL 100% J
TECHNICIANS
Number Percent

White Male

Vhite Female .

Black Male

Black Female

Other Male

Other Female

TOTAL

PROFESSIONAL

Number

Percent

White Male

White Female

Dlack Male

Black Female

Other Male

Other Female

TOTAL

100%




School/Departmcnt: )
al Completing Form:

Form No. 1, page four
S W

Individuy

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

a. List sources of data:

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

¢. Evaluate the dccuracy and/or co
used:

mpleteness of the data you have

d. Indicate Particular problems encountered in
availability information

trying to ascertain



School/Department:

Individual Completing Form: Form No. 1, page three

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

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

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

Number Percent
White Male

White Female

Black Male

Black Female

Other Male

Other Female

TOTAL 100%




School/Departmont:

Individual Comnleting Form:

Form No. 2
e ——emre

‘l' Be

» page four

Explain how you arrived at the figures ip the charts on

page three.
a.

List sources of data;

b. Descripe the m
recorded in the ch
on a representativy

ethod(s) used for arriving at the figures
4rts on page three.

If you based your figures
€ sample, indicate how you justify this:

€. Evaluate the accufacy

and/or completeness of the data you
have used:

d. Indicate Particular Problems en
availability info

countered
mation:

in trying to ascertain







- AFFIRMATIVE ACTION PLAN
SCHOOL /DEPARTHENT DATE
COMPLETED BY

TABLE I TABLE 1I
PROJECTED FACULTY COMPLEMENT
PRESENT FACULTY COMPLEMENT FOR ACADEMIC YEAR 1975-76
(According to October 1973 Tabulation) (Reflecting Anticipated Promotions
and your Projected Hiring GCoals)
White § Black | other § Totalld ////11111111] Whito § Black ! “Other. | Total
FULL-TIME MIFAM B IMITEY M) B P | EP MBI M ] EPM TR
DepARIMENT _HEAD | | 1IN 1
Professor JLLLLLLLLL L)) :
LTI
\ssociate Professor 1111111111117
111111111111
Assistant Professor 1111111111111
: (111111111
Instructor LLIISLLLI L]
P 111111
fa Lecturer YL BRI IS -
a LTI
E SUBTOTAL, - L R ] e - BT
o » i - 11T
<< #PERMANENT PART-TIME LILLEL LT
i 11T L
Professor NN )
TITITTTTTTTT i
Associate Professor WAVSNANAEIaN, {
PLLLLLTTTLTLT {
\ssistant Professor 1111111111111
Ry,
Instructor L1111
[I1TLLTLTTTT
Lecturer L1111 )
[IILLTTLTLTTT E 2
Visiting L1111
111111111111 § i
SUR-TOTAL L N AR : i
LTI 1 }
__TOTAL e e s | B o | U BT O ///////////// ___'y

*PERMANENT PART-TIME - Individuals working less than full-time and being paid accordingly but hired for
rm of 12 months or more or for a stated term ofgmie academic year or more. This does not includ
1.: appointments which should be reported as full me by their major departments. The numbers wh"
need to be filled in here are not supplied in the October tabulation and will need to come from your own




R APLIS, M v
COMPLETED BY DATFE.
——

WORK SHEET FOR TABLE II

- e

Estimated Number Estimated Number Total Projected Hiring doéis
of Positions of Newly Created Positions (based on the total
Expected to Positions to be positions to be filled)
Become Vacant (1973-1976) filled o (1973-1
FILL TIME (1973-1976) (1973-76) WAITE § BLA I TOTAL
M| F M F M F M |F
DEpsRTMENT HEAD ] o
rofessor N RN e e
Associate Professor
Assistant Professor
Instructor
Lecturer —_|
SUNR-TOTAL £
| 2 PR S0 D P
TOTAL
LL[//////////7////////////////////////////// //////////////////////////////L/,///// LI ///////{/./_/Z///
PERMANENT PART TIME* ’ ,
Professor ?

Associate Professor

Assistant Professor

Instructor

Lecturer

Visiting

SUB=-TOTAL

A B C!
TOTAL !

T |*.~"~i

Note: A + B = (¢ *Individuals working s than full time and being paid accordingly but‘
. C=1D hired for a term of

months or more or for a stated term of one aca-

Qnmir vear or more,




AFFIRMATIVE ACTION PLAN

SCHOOL/DEPARTMENT ! DATE

COMPLETED BY

TABLE 1II TABLE IV
TOTAL FACULTY COMPLEMENT PROJECTED FACULTY COMPLEMENT
(According to October 1973 Tabulation) (For Academic Year 1975-76)
See Table I See Table I1I
Availability Fell Time Part Time Total See / Full Jjﬁgﬂ - Part Timel Total
Percentages No.| %(b) No.| %(c) No.| %(d)} Note(e) No. | % No. | % No.] %

Black Male

Black Female

Other Male

NN S~

Other Female

|

|

’

White Male // |
White Female

~—
=

TOTAL 100% 1007 100%

100% }1,00% 100%

(a) These percentages should be taken directly from the charts you completed in questions #2 ot #4 of Form I.
(b) These percentages should be computed on the basis of total number of full-tine.
(c) These percentages should be computed on the basis of total number of part-time.
(d) These percentages should be computed on the basis of total number of full-time plus part-time. |
(e) In this column: place a + (plus) if the percentage in the column marked Total in Table IIT is higher
than the percentage in the corresponding column marked Availability or place a - (minus) if the percentage
in the column marked Total is lower than the percentage in the corresponding column marked Availability.




ARFTROATIVE ACTLOY
3 Q(“n"] JDERARTIENT
COMPLETED BY iy DATE
WORK SHEET FOR TABLE VI
Estimated Number E;—c;mated Number | Total Projected Hiring Goals E
of Positions of Newly Created | Positions (based on the total
Expected to Positions to be positions to be filled) ‘
Become Vacant (1973-1976) filled (1973-1976) ]
FULL-TIME (1973-1976) (1973-76) WHITE BLACK OTHER TOTAL }
M| F| M1 F | M| F |M|F|
i
Officials & Nanager;("
Do No tne hede R2pt Heads
Professionals
Technicians
13
SUR-TOTAL
A B ct
TOTAL ¢ i
_U//////////////////////////ﬂ//////////////////////////////U//////LU//./l//Z T
¢ i
PERVANENT PART TIME ! | i
1
Officials & Managers ;
Professionals i
Technicians 1,
= 4
i
| e
s : l
SUB-TOTAL ) ! I i
A B C T}
ey e — - 2

ﬁ'r.\L
Note: A+ B = C !

" . =D

wo.. ng less than full time and being paid accordin' but

¥*Individuals

hired for a tern of 12 months or more or for a stated term of one aca-
| \




- AFFIRMATIVE ACTICN PLAN

SCHOOL /gl ARTHENRT EPA FACHREY DATE
COMPLE BY

TABLE I

TABLE 11
PROJECTED FACULTY COMPLEMENT
FOR ACADEMIC YEAR 1975-76
(Reflecting Anticip i Promcticns

PRESENT FACULTY COMPLEMENT
(According to October 1973 Tabulation)
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AFFIRMATIVE

ACTION PL

EPA FACW

WORK SHELET

AN

PO

DATE

FOR TABLE I

L,t1m_Leﬁ Pumbcr
of Positions
Expected to
Become Vacant
(1973-1576)

,stxmsLed hurucx
lof Newly Created
| Positions
& (1975-1976)

| Total

Positiocns
to be
filled
(1973-76)

Projected Hiring Coalu

(besed cn the total

positions to be filled)
(]97J~] 76)

c‘v Y "(Y"AT

'
Fo )
;
|

E

!\i B

3

i

K

'

TOTAL
//]1]

/////////////////////////[///////[[///////////////[j// //’////////// //

T

J.4

PERMANENT PART TIME®

Professor
Assistant Professor
Instructoxr
Lecturer
Visiting

—SUB=TOTAL

C

SN

e

B

*Ind1v1nuals worklng less than full time ;rd bclng pa:d accora'nglv but

hired for a term of 12 months or more or for z stated term of
demic vear or more.

cne aca-




AFFIRMATIVE ACTLON PLAN
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AFFIRMATIVE ACTION P
EFA FACULTY

SCHOOL/DEPARTMENT

COMPLETED BY

TABLE TII TABLE IV
TOTAL FACULTY COMPLEMERT PROJECTED FACULTY COMPL
(4ccording to Octeber 1973 Tabulation) (Foxr Academic Year 1575-76)
Sce Table I See Table Iil

Percentage

I
: a1 |
Other Female . }

TOTAL Rl N | 10075 l100% [ ___looz

(a) These percentages should be taken directly from the chérts you comp
(b) These percentages should be computed on the basis of tctal number o
(¢) These percentages should be cemputed on the basis of total number
These percentapges should be put on the Lasis of total number
In this cclum place a + (plus) if the percentage in the column
then the percentege in the corresponding columin marked Availability
in the column marked Total is lower than tlie percentage in the corre
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APPENDIX G

I. INTRODUCTION: EQUAL EMPLOYMENT OPPORTUNITY

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

A. Universit Commitment to Nondiscriminatory Policies and Practices
~hniversity 1L to ———==0CIes and Practices

The University is committed, without reservation, to the principle

that employees shall be identified initially and thereafter differentiated among
only on the basis of good-faith assessments of individual professional merit.
Therefore , Univergity policy prohibits and employment practices will operate

to prevent (Iiscriminatjon, affecting any employee or brospective employee,




which is based on considerations of race, color, religion, sex or national origin.

' Any other policy would be morally indefensible and inconsistent with the pursuit

o f organizational excellence.

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

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

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

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

All employees of the University are expected to support the principle
of and contribute to the realization of equal employment opportunity., Any

employee with responsibility and authority in the area of personnel relations

who imposes any detriment on any other employee through failure or refusal to
subscribe to the principle of equal employment opportunity shall be subject
- to appropriate internal disciplinary action.

B. University Commitment to Increasing Employment Opportunity

The University is committed to the elimination of any demonstrated

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



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

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

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

origin. Rather, the affirmative efforts of the University shall be directed toward

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

members of previously underrepresented groups, for available positions,

appointments and promotions.







APPENDIX H

PUBLICIZING THE EQUAL EMPLOYMENT OPPORTUNITY POLICY

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

employment for qualified women and members of minority groups.

A. Internal Dissemination of Information

Action Date of Initiation Schedule Responsibility

Post summary of pro- Date Plan approved Continuous Associate EEO
visions of Plan on by HEW Director
employee informational

bulletin boards

(See Appendix A)

Furnish copy of sum- Date Plan approved Continuous Associate EEO
mary of Plan to cach by HEW Director
incumbent employee i

Maintain copies of Date Plan approved Continuous EEO Director,
full text of Plan on by HEW Associate EEO
file, to which all Director
employees and appli-

cants for employment

shall-have access upon

request.




Action

Special meeting with
administrative and super-

visory personnel to explain

contents, purposes, and
rights and responsibilities
under Plan

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

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

and are interviewed

for employment

(Sce Appendix R) ’{

Furnish copy of sum-~
mary of Plan to all

new hires and explain
contents, purposes,

and rights and responsi-
bilitics under Plan

Post federally required
EEO notices on employee
informational bulletin
boards

Publicize adoption and
contents of Plan in
appropriate office
publications

Date of Initiation

Responsibility

Within 30 days
after Plan approved
by HEW

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

Date Plan approved
by HEW

Date Plan approved
by HEW

Immediate

Within 30 days
after Plan approved
by HEW

Schedule

Annual

Annual

Continuous

Continuous,
within 10
days of date
of hire

Continuous

Annual

EEQO Dircctor,
Associate LEO
Director

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

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

EEO Director

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

Associate EEO
Director

EEO Director



10,

11,

Action

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

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

Date of Initiation

Immediate

Immediate

B. External Dissemination of Information -

Action

Inform all recruiting
sources, verbally and

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

on a nondiscriminatory
basis

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

Incorporate the Equal
Opportunity clause on
all letternead stationery

Publicize adoption and
contents of Plan in public
press and in office publica-
tions distributed extcrnally

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

Date of Initiation

Within 30 days
after Plan

approved by HEW

Immediate

Immediate

Within 30 days
after Plan

approved hy HEW

Immediate

Schedule Responsibility

Continuous, EEO Director
as periodic-
ally warranted

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

Schedule Responsibility

Every 6 mos. EEQO Director,

for esta- Associate EEO
blished Director
sources,

immediately

upon identi-
fication of
new source

Continuous EEQO Director,

Associate EEO
Director

Continuous Associate EEO
Director

Annual EEO Director

"Continuous Associate EEO
Director




Schedule Responsibility

Action

‘Date of Initiation

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

to public and private approved by HEW
organizations interested in

employment opportunities for

women and minorities; com-

munity agencies and leaders;

secondary schools, colleges,

and technical and business

institutes

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

Within 30 days
after Plan
approved by HEW

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

Immediate

' externally

Annual EEQO Director,
Associate EEO

Direqtor

EEO Director,
Associate EEO
Director

Continuous, EEO Director
as periodical-
ly warranted
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g or carcer improvement pro-

(14) No formal techniques establishad
{or lu:\l:ng effectiveniess of EEO
prog:

115) Lack‘of access to snitable hous-
ing inhilits recruttinent efforts and ein-
ployment of qualizied minorities,

(16) Lack of suitable transportation
(pubiic or private) to the work place In-
hibits minority cimployment

(19) Lubor unlon
not notificd of tt

(13) Purchiase
EEO clause.

(19) Posters not on display.

tlitles.
5 do not contain

§60-2.2% Development and exceution
of programs,

(2) The contractor should eanduet de~
talled, a0 05 of position desenptions
to insure that they accurately reflect
position  functior and are consistent
for the same position from one location
to another.

und subcontractors -

(b) The contractor should validate
worker specitications by di depart-
ment, lecation or other o atianal
unit and by fob citegory using
formance criterin,  Special
sheuld ba given to academic, ex
and skill requiretnents to inwure ti
requireinents in themselves do not co
stitat
citications snould bc consiste
same job clas: t
and should Lo
2, culor, rvl:rriuu. &
orixin, excest where sex |
occuzational qualification.

1L sereen out

oritics or
shsitdd  be

vaitdiied to jeb perforr
e) Approved position
ier aperifications
ar, siionld bu n

‘.u."."

tom from u& 13 nnd, lh!h
ment of geals and object
lI: .‘\:i rsonnel {nvol

b2 c.!re'uJ',
sure el
actions, .

(2) The contractor shall ¢!
requirements of ths OICcC ¢
t g o the yalidetion of
csis ond other seicclu

(3! Selection techn!
tesis may alsa ba improp.
to haye the efiect of
egainst nunority groups
Such tech
stricted o, inzeored inter

casual asplication for.
ords, cnnit chee
marital status or dep
c‘x 1rcn. Where there ¢
hxt such unfair ois
0" exm fon of minoritics er we,
I3ts, the contractor should
unscored procedures and «
ir thiey are not objectively v

(¢) Suppasted technig

103 nd incresce

oemp

tunity Pro"rr-ms Inc.. Con
ployment  Programs,
Youth Corrs, Sccondary £ "l~
leges, and City Colleges wit}
ity enrollment, the State
Service, spovia ¥
cies, Aspira, ;
Forum, the Cmmuom\:'\.m of Fuerto
Rico are normally prepared to refer mie
nority applicnnts. Organizations pre-
pared to refer women with specitic =
are: National Organization for \Wes
Weifare Rie Organizations
Equity Action 1
Business and Professional W
cluding 26 women's organizations,
fessional Women's Caucus, Interen;
ate Association of Unuver:ity \Wom
Negro Women's sororities and service

Hen Line
i’ro-




groups such es Della Sigma Thela,
Alplin Kappa Alpha, and Zeta Phi Bela;
National Council of Negro Women,
American  Asociation  of  University
Wamnen, YWCA, and scctarian groups
such as Jewlsh Women's Groups, Cath-
olic Women'’s Gr
Women's Groups, and somen's coll 3
In nddition, community leaders as indi-
vidunls shall be added Lo recrwung
sources

12) Formal briefing sex
held, preferably on com
with rcmumlvnc' {rom Uu'\c recnut-
dnyp sou

ction procas, and

rm‘nla'uu. 'd be an in-
ral xrut o! the hr.r-! n#s. Fon

d be made for referral

'ux;a with sources, and

wemen on the

(51 Ninorni
should t2 mh'"
tion in C

(R) e
should (nco: X efforts

programs
Lwever passibile,

Jobs for m! ..u‘.xy youlits, mole and
femnles.

(i Sumnicr fobs for underprivileged
youly, miale and {emnie,

(10 3 rochires pic-
lon-dly pres 1S, Lhe i~
ronty nd f of the \vc:l:

oy
3 ied 1 schodl t‘.'ld
carcer proguatns,

(11) Help wanled advertising should
be expanded W include the minontly news
media and women's mterest media on
o regular besis,

«{1) The gontractor should insure that
minority and [vinale employces are given
cqual opportunity for promotion. Sug-
Kestions for nelueving this result include:

(1) Post or otherwise announce pro-
motional o;portunities.

(21 Make an imventory of current mi-
nority and female employees o deter-
mune scwdemic, skill end experience level
of individual employees,

(3) Initiale neceswary remedial, Job
traming ond workstudy programs.

(4) Develop end implement formel
cemployce cvaluation programs.

(5) Make certnin “worker specificas
tions” have been valldutad on job pere
formance related  criteria.  (Nelther
minority nor feinnle employees showld
be required to pussess higher qualifica-
tions than those of the lowest qualified
incumbent.)

(6) When oy nrn-\l.yquxllrcd rminor-

a 16 ,c~. nre p*w‘d over

5 L’\ inc lL..c atutuds ¢
cp;nrm. education aid, Job 1o
buddy syztem end similar programs
: ¢ seniority piactices
seniority clauses in unfon contracts to
nsure sush practices or clet.es are aon-
discriminztory and do not have a dis-
crimitiatory effcct,
rizin fncilides end com-
wl &nd recreation
zregated. Actively co-
courage ail cx 5

) Encourage ch <irzend
transportation pregrans appropnately
designed to improve’the employment op-
portun:tics for minorities end won
§ 60-2.25 luternal audit and reporting

saslenis,

(a1 The controctor should monitor
secords of referrals, placements, trans-
fers, promotiotr and terminstions at ol
levels to insure nondiscnminztory policy
15 carried out.

thy T.'.c centractor should roguire
formal re om unit nAACcTs on &
schedule msu es lo Cogree o which
corporate or umt gozls.are cttained and
timetables met.

(¢) Tne contractor should review re-
port results with odl levels of mancope-
ment,

(@) The contrastor shovld etvie Lop
management of program (Irc.n.cu-:.\s

and submit recommendotions Lo improve
unsatisfactory perferimasice.
§ 6G0-2.26  Support of cclica programs.
1rn The contracter should eppolnt
et to serve on
cils, Comnunity
lu'l:\lh n buards ond sinuler orgy -
tions.

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

tc) The contractor should support
Vocatinnal Goidance Institutes, Vestls
bule Training Programs and similar
activities.

(d) The contractor should nssist sec-
ondary schools and colluges In pregrams
dosigmed o cnable minority and female
graduates of these Institutions to caoni-
pete n the open employment market on
8 more equitable basts.

(e) The contractor should publicize
achleveracnts of minonty and fomale
employees in locol and minority news
media.

() The contractor should su
programs developed by such oria m«-
tions s Nationcl Allience of Rus
men, the Urben Conlitlon tnd o cr
orgenizstions concerned with cmploy-
ment opportunities for minoritics or
women,

Subpant D—Miscellancous
§60-2.30 Usc of gocln

The purpose of & contrector's e
lishricat and use of gucl ls L) s
that he taect his afiirm
ligation. It is not mlmdm &nd shou
not be used o disenmingle ronnt
spplizent or cmployee becaves of
color, reiigion, sex, or natlonal an.,. 5
§60-2.31 Preemption.

To the extent that
laws, regpuinticns or
ing o which prant spaziai buellts W
persons on sacount of sex, are in con=

with Bxecutive Order 'l:ia rs

emr:lfd under the Executive orde
§ 60-2.52 Supersedure.

All orders, instructions, regus
and memoranda of the S“Ch‘L
Labor, other olicials of l‘:c o
of Jator snd contracil
hc"-")’ "'p“r. 'od to th.- exte

in .hAs part is m.rnd(d lo nu--..
CIR 67-3 pudblishad tn the Y%
REcIsTER 0N October :'. 1971 or Emnloyes

Testing and Other Sclection Fio:
or 41 CP"( 60-2 on Sex Discriminetion

e dafe. This part shell
clfretive on the deta of its pudl
in the Frotrat Recister (12-4-71),
Siemed at Washington, D.C, this 1st
day of December 1971,
J. D. Honcsoy,
Sceretery of Labor.
Horace E. M aco.
Acting Assistan
Jor Employiacnt S(cv
Jonx L. W
Director, Ouire of
Federal Contract Compldiance.
(FR DA271-17703 Filed 12-3-7);8:81 exn)]
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U.S. DEP/ZRTMENT OF LABOR
OFFICE OF FEDERAL CORTRACT COMPLIANCE R VIS e P
WASHIMGTON, D.C. 20210 DRDER A)O,

)4

CH2ATTER 63 -- Cllice of Fudesn! Centiact Conplisnce,
Equal Eimpioyment Cpportunity, Department of Labor

(Reprint from Federal Registes, Val. 38, No. 97 -- Monday, May 21, 1973)

CHI FTER GO—CiFIC OF FEDERAL CON-
<T €O QUAL ENTLOY-
hr.NT OFF O ‘TU!\ITY, “DEPARTIAENT
OF LASOR
PART 60-60—CONTRACTOR EVALUATION
PROCEDURES FOR NONCONSTRUC-
TION CONTRACTOR!

This part, known ns “Revised Order
No. %2-" astablishes standardized con-
ractor evaluntion procedures Zor the use
of compliance agencles in thelr conduct
of oficite and onsite compllance re-
tion contractors
5 CyTDent OPEor=
h_.my roguirements of 41 C¥R 60-1.40
fud 41 Cote pl 60-4 (Ievisad Crdor Ko
£) for th= developnicnt of wrilten aldrm-
ativo nction progratns,
2d Order No. 14 wes fstucd to the
ri{ance nconelss and bicama clece
r.n Jan 293 R =4 Oxder
£3 paxh (:-VJ

lnr/:c:'rc' 3o avit

1o busincss to procmd
ticusiy,

£ naw part €0-C9, efZzctive ne of Jun-
ury 53, 18493, s added to titie 41, Codle o(
¥ Repadetions, 7 es follovs
LieR b

29 BN Brope.

Lelpent D—Proceduras for Contracisr
Evaiuction

€3-£8085 /Lgoncy rotions.
Sul,ont C—Vlaclecure andd Review of Controctsy
Dets




Subpart A—Cennra!l

§ 60601 Purpove ind sec

gram for e
1.40 of this chapter).

(b) The nnalysls must relete to all
major Job classifications at each facility
to which the n"n'nmlne aullcn program

sla '

or syomen are currently
utilized in any job classificetion (§§ 60—
2.11, 60-2.12 of thils chapter).

(c)An rcceptable afirmative
program must include an i
nreas within which the contréctar 15 de-
ficlent In Um utiilzation c!

B 60-60.5 ALzency ectiona.
(e) Fasle steps—A mn r(tlm cvclun-
Uon rhou! d ;-ro" 2

swlon fod review
rhi"h nrc nos full

(b) AL um tHoe cc!'"t vy
supporting documentalion
1

.:I O.LJ 149 x...,v M

nraisen,

t ..l::"rlcx
Lou to achievo

eurrent
clas xituations rnd plans !4: ccnvc:..ru:_u
dentificd eituatisns, (Tal may ke gub-
mitied 25 part of tho contracters AAP
OrF £4 i s2parate document. In efther esse,
£5 discussed, It will b2 received in con-
ce b slanes oficer nnd
wetar, without hav-
Ing been duplicated, st the conclusion

of the review.)
(6) Information relative to:

2 realirmaticn of the contrac-

fon of the cohtrictor's
! eudit repariing eysloma,

(lv) Eubatoniin cf s compliance
of tha contrector's pareonnel poilcies and
priiztices with the zex lacrim) '1c1
guidzives (pt. 00-20 of this ch

(v) Dewription of the m':t'?.clmn
supnort of community action preirams.

G 1) substantiation of the conlractor's
conslderation of minoritles end women

ntly In the woriforce Laving
roandaits olills,
:.\:y d'ﬂ.. on rancar‘t now,
premoti
r (‘w l(-': 0 msonths or thedast
aniz, hires, cic,, whichever s

t—In eny lsiter
for off-zits re-

] rxo Iree to re-
ta thetr current
~d Order No. (
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this m\r.lrulr.r establishment.
Include purt
iatlon cheek

i

The of’-

a3 ameaded, and implementing rules,
i3 and orders, the comuplunce

meet this request within 30 days, o-show
cauwe potce will be issued. If the con-
falls to complcte en ndequate
the enforcement procsdures
2d In OFCC order 4, (F 60-2.2(c)
of this chizpler), ehiall be applicedle.
(2) Buch requests need not Le 1
only to those establishments
termined for o possible onsite >
tion, Controctors who have resched
esrecient Wit thelr respoeiive com-
pliznce pgercies on nationv
i!s or on frequency of @
idea mpy continue lo do 2
site Invesiizations are cons
preprists, g tscond letter e
centructor of this judgment &

szency end the continctor, bu

than 45 days from the time cf

quest for the ntirmative action plaa and
supporling data.

(3) Afier reviewing the afirmstive ac-
tion prosrem end supporting #
compliance egency will meke e detormi-
nution €3 to whether or not an onsite
visit 15 eppropr! Bection €0-40.9, at-
tached hereto, afiords guidance as to the
methudolory to be followed. After
annlysis of the affirmative act '
and supporting data and prior to
tual onsite dt additional data
sary Lo complele the contractor's
tion checklist (§60-50.9(b)) m\)
requested.

(4) Following receipt of the abow
formation, data should 4
along with ooy files available r
to previous compliznce reviews and com-
plaint nvestigntions. The appreoriate

ce of the ¥qual Employment ¢
Lunity Conualsslon and State et oty
Geencles should be consulled for the
status of eny current charges.




RULES AND REGULATIONS

erlcw. No
ce status

) In
o lte rev

evious 12 monthi may serve
ns the basls for a carapilence certificsilon
o8 st forth in § CO-1 70(d) o tids chap-
T le, tho complisnco
ollcer should then ouumo prodlems high-
lighted during ths deck rudit or state
that no major problams were rolsed.

(2) If an onsite review Is necessary,
rdcitional data keyed to the deficlancies
obeeryed In the contractor’s AAP and the
contractor cvaluation checllist (§ CO-
60.0(b)) will be nesded during the casits
review process In crcer to make n deler~
mipation of compllance with the Exec~
utiva ord

(2) Ztch egzancy fa authorizad to re-
qmr. rm:n z.y.:lﬂc oonLa.cL’\‘a L..ch wd-

o

uation che

ebsclutely essential to a dote

of the meceptablilty of the ca.:tmclorn
AP,

() Tt the egency deosires Lo do a more
thorough offsite review, it m alzo re-
quest the eddltional date neecssary (o
comiplete part B cf the contractor eval-
uation checklist or it may decids to lanya
such materiel o an onsitz review whero
appropriate,

(8) It the contrector feils to provide
the material requested within 30 daye of

7 ths ceaa-

sh only the specliic
Yormation waich the coinpli~

lacs are:

view and
plissico revies et
(1) Wol cenlidined in the
{L""'ﬂuo"d by L e coatractor;
lala or eble to he de-
wor moteria]l cubmitied by

material

r'quslcd £hould pro-
or with tha fu-
s rm the review.
way ke re-
ia above
r‘\‘x iad h'.(on:(v-
5 e on the sile

3 corea, Ul" cu'xtr‘x:wx zhm.ld ba

4 t3 havo the informittinn ready
lc" (.‘ s nnsl.c rch £

data should ba

'
: c &
section 918 of iy
Other r|L “t "vlr;.xur.".r'.n
2 Is

2 1

tions una.n-t B COLractor
procedurez In § 60-1.26 of
have been foilowed.

(d) Onsite re cl'w:—‘\)lov'kv; (3.8
oudit of the !1\". sctien pl

ines a5 being Loccs-

gu
gary for speclile porticns of the mvest-
£ntivo process, must bz requested and
enalyzed, cither prior to the visit, or on-
supplied in Lhc

afiirmative ac-

guldelines §60 4;0 9fc) 68 Loty neces-
v for proper analysls of spectfic Lsues.,
iere the deciston 15 made to reserve
L‘u- cnalystis of the duta pending the on-
aite vinit, the contrnctor should ba In-
formed reasonably abiead of the sched-
u visit w3 to whnt Ldferm
be reqgulred during the revis

“ment 15 ap)
o schedule an ons:
letter ndvistagr the
judzment must be smt
letter 1D, The cnsite rev

(..)—('1) '(Ne)
LI ba ro..-
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he may have the periinent data nvill-
abla for tha compllance ofiicer at that
tme.

6) In orde
uncovered n tho cc
may be necessary for the compllance ot~

leer to reqrest certatu sdditlonal infor
mation onust ith such data
Lave not been previously lientifled. Such
additlonal Information must alio mcet
the above criteria,

(T) There 1a no specific format for the
second letter, and the compliance ofilcers
may use any form which conforms to
Lheir particular needs and to the speaflc
industry and contractor establishement
being reviewed. In no case shell a deter-
mination of compliance status be mado
without an onsite visit.

Subpart C—U!sclosurs and Review of
Contractor Nata

§ 60-60.4 Confidentisl information.

(a) Submission of and access lo
data—Confidential information such &3
lists of employees, employce names, pay
data, resson for terminsation, may prop-
erly ba excluded by the contractor from
mnterial guliniiied prior to an onsite
visit it the Lractor I3 concerncd with
tre conflc ality of such data. In all
cases, complisnce otlicers must be per-
raitted pecens to data needed to completa
the onsita vislt connlstent with the onsits
reviow guidelines (cee §60-3(d) of this
chapter),

(h) Revicw and disclosure of dofa—
Review end disclesure of data should be
governed by threa basle principles:

(1) The continztor raust provide full
access to data onslte, es required by
§ 60-1.43 of tuis chapler, unless he shows
that duate su 10 be reviewed is not
‘periinent to compliance with the Execu-
tive order,

(2) Only summery data of a noncensl-
tiv2 nature ghould be provided for review
ofisite, unleas Wic agency is able ta show
afior onsiic review that It requirea
furiher du data ofisite in order to
conduct an elective review, or for pur-
poses of enforcement.

(3} Conlsacior data which is particu-
Jarly sensitive (nemes, rates of pey, rea-
sona for terminstion, ete) should bo
lmited to onsite review,

(¢) Remotal of data—Whenever it is
determined that detadled data is to bo
taken offsite, rontractor may prutect
the conuden of stch data s Jol-
lowis:

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

agency.

(2) The data shall be returned to the
ctor whenever the agency ¢on-
25 that the contractor PR compli=
ence or the enforcement procedure
concludes.

(d) Disputes resolution.—Dispules be-
tween Lhe ajency and the contractor over
the right of access to data, the extent
of data to be provided offsite, or
treatment of company sensitlve dals
should be referred to the Otfice of the

1973




Balicltor of the Department of Labor for
aru

W) Cerreeliye aetion pres _(‘,)r.

Y Bk v i

(2o A ‘
varalsl or oo
part o! :m n imetive aeclion
< t' 2 eule pronceiy
ar evrves,
“achicy on ur ¢ premises for
Burh procriias 1201 not be
by the #eency and ehadl be re
tuct to the contractor Siacied
lowing Lut not until & de:
they ere no longer nece ary i connsc-
tion with & revisw of L‘xc corly
EE .

action progrem will be regar
tinies s heving been yecelved In con-
fNidence and its contents ehall not be dis-
closed except an recuired durtn
Inga Instituted pursuant to

ulations § €0-1.25 of this ch:
(N Exo:: fon and co:

uments —1 % contal:

intended to & 2 or othery

PEIAC
the mow‘ous contoined In part €040
of chapts . 15 {n-
1 {rom rocords of the O°CC or
its \Arl..\.scnrnmu,xca noenet
£ Ciu-L0.5 tervitvi,
‘The complionce oficer may LS
th on—s..;. that the conty
a 2kl 1
nn; iy nr women

Employeci

ether employess wra ).
tmrl_« treated
whether ruch em
betny or have booa
nated saaingt 6 4 scemer
wquent Gprradtos or promotinn, or ¢
terms and con

In cdvince
conls

clor ap,
n the job, i
the compliance oficer mo.x‘d conduct
tuch interviews olt the pramises,

§ 60-60.6 Postreview nunlycia

(®) Swnmery of deflefencies.—8ubse-
quent Lo the complition of the roview the
compllance olicer rhe

¥

(58} o5 If any not:
the review end
cor rc(hc nctlo-n thst h?\w' \-n ay rd.

(2) 1t '\uynu 4

any rs delrrn:lno
review.

(b) Discussion of remedies.—Da ﬂ*'cn-
cles requiring more than obvious
corrective sctions should be dkcx
with the contraztor
um Lifecting

.l~‘1n modificalicig wherp c
cle; should ba carefully roy!
the contractor and xoduc::d lo writing.
0 60-60.7 Contractor notifiestion end
= cancillation.
() Upan completion of the ensits ro-
view, thie complianice oieer ehowid o ched-
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RULES AND REGULATIONS

nl-‘ R0 exil eanferencs with cent

o7 dcnclcntlw
lie submzitied
nd if prac-
¢alivered In p 1 to lny the
munmntkn for any necessury concllia-
ton of cfiorts, Gliould the contrector
dizagree vith the findings of the review
le to comply, he
Latinn  mceting
which aht Ivs scheduled by the egency
65 poon o3 priceal, but may not be used
to delay enforcement of the Executive
order.

(b) Tha contrestor may .t any time
avell hiielf of the provisions of § 60-
1.24(c) () of um chapter which pro-
vides n3 foliowu:

When ¢ pri
witliout a 2.enrl
150 recca

110 mnt rLor or subcontractor,

7 el hinws canpticd with
or endees of £a £ jency.
COme -
erTen tons, ke ehell,

end review of o el
tnxa.:u‘ l..u«n by LL: Lgency or the
Dircesor.

G(rOa?OS Tirae sahedule for comple
t

U234 P thecanite lmuu-
if ona :, condueted, or eay z-x-
Lnr!un of such parlsd graated by th
oumplance ricy for good causa, lu-
cluding an opportunity for the contrr.clor

(%)

Drax Coxmacrou: Your (rduky located ot oo, S
roments of l‘.xrcuum Onkr 11248, &5 =me

A (D=1 rnd 60-2. Tis review will conslst of an o
mative astion prosrey (AAP) ond the supporting data described bolow

raleoted 1ot o deik nudit ro
rnd OPCs 1 ong 431
roview of y

(.nl)

13379

to uvidl Rimaelf of eoncillation ns nbave,
tha e tor must either be ficnd in

cnmnlmnrr by lhe compliance n
sad rao k!

fuct by I W LERY
lusued & 3¢ (.uy show cause noucc as re-
quired urder the ru)
puarsiint (o the Executive order,

() During this Nr!od the conipliance
agency 1s oblizated to

(1) Complete the ons! m.- review,

(2) Notify the contractor of ony de-
ficlencies found or recommendations (see

above).

(3) Undertake eny initial conciliation
or clarification discussions with the con-
tricctor that may be appropriaste.

(4) Notulfy the contractor of compli-
ance or issue a 30-day show cause order.

(5) Complete and forward the coding
shect Lo OFCC.

(c) A contractor's affirmative eation
plan may be pccepted only after the cod-
ing rheet bas been forwarded to OXCC.

(d) Before ench onsite compliunce re-
view the campliance oticer will complete
the coling sheet as indleated. During
and afler the onsite visit the remainder
of lhc co.iln* sheet will be completed. All
elots wiil La for-

rector, OFCC, No coni-
\¢ 1eview cen be considered com-
phb‘ untl the coding sheet is forva
to OTCC, tnd monthly reparts to OF (“C
will reiiect that fost. In eddition, all cod-
ing zheets r1e to be forwnrded to CF CC
within 45 days after an onsite visit.
§ 60-€0.9 Attnchments.

The foliowing forms ere set out in full
&5 they give delalled Information as to
our presedures end requirements of va!
to contractors.

Bareris Lernis—NoTIvicATION oy CoMrLunce Auprr

---- has been
d.

£8 required purauant 15 OF0C Oréar Ko, 4, 41 C7R part 60-2.

Pollowring thin wudit, (¢ may bs neeen
o eehsdein yo Tuedlity for en onkits o
myinw Ip Hrcessnry, you will by eos
from our 1ver Of your ALP £ 10

¥ to requazt
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OFCC: Contractor Evaluation Checklist




‘ OFCC: Contractor

The following checklist, issued as
Attachment A to Order No. 14 (Revised)
(See 401:151), was designed by the Of-
fice of Federal Contract Compliance for
use by compliance officers in making an
offsite review of a nonconstruction con-
tractor's experiences under his Affirma-
tive Action Plan.

CONTRACTOR EVALUATION
CHECKLIST

(0Off-site Review—AAP and
Supporting Data)

Name of Contractor .......... olse ole nis e

Address of Contractor ......ceeceeccss

Date of Letter Sent Requesting AAP

Date Receipt of AAP ......... coenien sieiele

Type of Review (Pre-Award, Post Award,
Follow-up Complaint) .«.ceieeecceecacas

Name and Telephone Number of Contractor
EOROETEICET" % o'a'e aie o olvines ole's als v/eidinsl sisichets

E.lation Checklist .

Part A-—Essential Data

A. Section 60-2.11, Required Utilization
Analysis

The requirements of Section 60-2.11
are as follows:

(2) An analysis of all major job
classifications at the facility, with ex-
planation if minorities or women are cur-
rently being underutilized in any one or
more job classifications (job "classifica-
tion" herein meaning one or a group of jobs
having similar content, wage rates and
opportunities) . "Underutilization" is de-
fined as having fewer minorities or women
in a particular job classification than
would reasonably be expected by their avail-
ability. In making the work force analysis,
the contractor shall conduct such analysis
separately for minorities and women.

(1) In determining whether minorities
are being underutilized in any job classi-
fication the contractor will consider at
least all of the following factors:

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

(ii) The size of the minority unem-
ployment force in the labor area surround-
ing the facility;

(iii) The percentage of the minority
work force as compared with the total work
force in the immediate labor area;

(iv) The general availability of mi-
norities having requisite skills in the
immediate labor area;




(v) The availability of minorities
having requisite skills in an area in
which the contractor can reasonably
recruit;

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

(vii) The existence of training in-
stitutions capable of training persons
in the requisite skills; and
(viii) The degree of training which
the contractor is reasonably able to
undertake as a means of making all job
classes available to minorities.

(2) In determining whether women
are being underutilized in any job
classification, the contractor will con-
sider at least all of the following fac-
tors:

(1) The size of the female unemploy-
ment force in the labor area surrounding
the facility;

(ii) The percentage of the female work
force as compared with the total work
force in the immediate labor area;

(iii) The general availability of women
having requisite skills in the immediate
labor area;

(iv) The availability of women having
requisite skills in an area in which
the contractor can reasonably recruit;

(v) The availability of women seek-
ing employment in the labor or recruit-
ment area of the contractor:

(vi) The availability of promotable
and transferable female employees with-
in the contractor's organization;

@

(vii) The existence of training insti
tions capable of training persons in the
requisite skills; and

(viii) The degree of training which the
contractor is reasonably able to undertake
as a means of making all job classes avail-
able to women.

Yes* No Unknown**

1. a. Is there a utilization
analysis for minorities? .....
b. Does it consider the
points itemized in Section
Fo e bV (O 7 oo s 600G o0 0 e =
c. Describe any deficiencies
with the analysis ..ceeccoceee __

The Compliance Office should
use a narrative in addition to
this checklist approach when-
ever necessary to adequately
respond to the following in-
quiries.

2. a. Is there a utilization
analysis for women? ......... T
b. Does it consider the points
itemized in Section 60-2.11 (a)

(2 RN e e ers o oke shel chele/oleYaty ol Shetel oo te
c. Describe any deficiencies
with the analysis ....ccec...

*If question is not applicable to the contractor,
note N/A

**Where information needed to complete this checklist
is unavailable, use this column




B. Section 60-2.12, Establishment of Goals and Timetables
Yes

1. Are the goals the contractor has set significant and attainable?
2. Will the goals correct deficiencies? ......... S OO DI O s L

3. Are these separate goals and timetables for minorities and women
to the extent required by Section 60=2.102 ..ccccceccccsscssasssscnnsse

4. Has the contractor provided all evidence requested to demonstrate
that all levels of management have been involved in the goal setting

PEOCEEER2L oo e ansionse o o'e e slerelaialetalalelelaalale ele arelalaralel e a alslare sloe alele s e e ste sl o ol s n]ole

5. Has the contractor considered the expansion, contraction and
turnover of the work force in developing its goals and timetables?....

6. If the contractor has not established a goal, does his AAP analyze
theREactors’ dn SectionNE0=2 2N rrritolele] s alels sra e elate ol stalazerale alalefolols jaie o Tals o lels

C. Section 60-2.23, Identification of Problem Areas

1. Complete the following:

a. Describe goal setting method used by contractor.

b. Review the contractor's degree of attainment of his current
affirmative action plan goals and note any problems.

c. Complete Table Q ofthe Coding Sheet. If an on-site review is
to be conducted, Table Q may be left until the on-site review, but
suitable worksheets should now be developed.



2. What is the percent of minority applicants? .......... R0 D O s

3. What is the availability of minorities in the local work force ex-
pressed as a percentage of the local work force? ........ o oo B Conago

4, What is the percent of female applicantS? ..c.ccecccsccaccccsccsss

5. What is the availability of women in the local work force expressed
AN D e C O A R et etorobe ) tekei s o PIIet Toro ieleTotol helol ol alo/oe Tokelie) arurel o)/l sl oho o o (slle alfsl s e el ale

6 « Are there written job descripPtions? ... .. s s esiesssseesasesssssssss
7. Does your review of the application form indicate any problem? ...

Please explain ..ceececcccces W ere: STETRON e a5 e u o diinllero a:s (eiagpiolel s e o ozeinl e /s wlainsn

8. Have all tests that are used been validated to the extent required
el ol e ef Tk ol ey U@ s (Ve 5 B o o6 (1 5 0 O .G i v Lk e B o S s 8 s ol

9. a. What percent of hires by major job classification have been mi=-
RO N 2 o e erats aho nkotera clolelers s ierehe o/ oie) o (o o eTelato ole s -eherolorort (cvale 0.6 5 3o el ols sle s o 4 sie sie o.e

b. Is this improving the utilization condition for underutilized

AL EAE L oVe e o sla eialo s'a sla'iore. sralerere s o s @letelora ololsle b orals ols s sie ols sls ais sls o) a's o/8 s/ereeis:s e el eleie

Yes

10. a. What percent of hires by major job classification have been women?

b. Is this improving the utilization condition for underutilized

B O R e W ele s Euslaleta e ore eralole) te) wis' o o v wlanohels v o o d/s niore] Sharslorers: o ohe]s 6 o aivke o[04/ s o/elole ois o o's

11. What percent of total promotions have been minority? ..cceeeescescs

l2. Is this equal to or greater than the percent of the minority re-
presentation in the contractor's wWork fOrcCe? ..cceecccscessccssscsesssssns

No



d. Minority Representation Table (express as percentage)

Listing of Major¥* AAP End of Last Percent of

Job Classifications Goal Period Current Goal Attain.
Offical/Manager «....e.e..
Protesslionalis. d'sle e o eiass cie
Yl fisRIEAIENE oAl G s o cns o
Sales Worker ..... e ole e
Office/Cleriical) . .. ce«emee
CrafEsmaniicioitic « e oo 'e's oree .
Operatlve I et e e e ole ale
120 Yo Y28 F oy O (5l I 30 o
Service Worker ...... e oj®
LOEL S lele et oo o's ole /s v owlue

*These would be subdivided into groupings of common job classifications, earnings
ranges or common skill groups for each category.

e. Female Representation Table (express as percentages)

Listing of Major#* AAP End of Last Percent of

Job Classifications Goal Period Current Goal Attain.
Official/Manager .......
Professiional <iiicices s
Technician ..... oo oole ml e
Sales WOrker ..ceceeeceees
Office/Clerical ........
G AT CHIN CLIY M Cfets STals o /e oo o} she s
operative .cccceccscss e
EaD O L S S eorareleis o u e s s lere s
Service WOrker ...ceceees
AN S B (eI A 0 A

*These would be subdivided into groupings of common job classifications, earnings
ranges or common skill groups for each category.



Yes No Unknown
13. What percent of total promotions have been women? ...... cescsans an

l4. 1Is this equal to or greater than the percent of the female re-
Presentation on the contractor's WOrK fOXrCE? «..eeeceosocccocsocnnoeees 1.

15. a. Are there inhibiting factors to equal opportunity for minorities
LS the R AN £ T e VAL CINZN cole cls/ors s v \s s -5 5 slelele 'sle: als oie blefesta’e o s s oialeis ais ols ol miore . _
DENPL e s e N e Rl A G e orae orate) s el aTa s oo le ko) ¥elora eTolere aia¥ertlerate ole vic blata oiotalott el

16. a. Are there inhibiting factors to equal opportunity for women in
EheNtrans fe X a e EaMPARe eicle sl s st e cieiols orsre ois ole aialals ¢ oTorels o otie! ol aioxalurh o o ore: ave o5 E
o) B R b M U By W 5 e 5 S ko i 0] i 0 o 3 o8 ol Mg e oie o sninie el

17. Does it appear that the facility and company sponsored events
are open to all and participated in BY ALL? .. eieeesoiecoiniessssessesseess Ll

18. a. Are there inhibiting factors to equal opportunity in the sen-
iority practices Of the COMPANY? e eeeeeneenoeeeaseenonesnsensesass eee o
DN Ple a8 e R e XL a g Ty Ry ol e ciohein s alateisruly s\ ske ol cinte e/s ala e sl ale o'a e a ol s laialalate s ol —

19. Are minorities significantly underrepresented in apprenticeship
OTSOEhe Pty AN g DT OO aNE 2 reTarsrs o i e leralsfsreralelalors folela, ore (275 ralatarersle o blalstelons oTslals iy
LN E VL bl b e TS A GO BT 3 TRy e o T e o B R, G




20. Are women significantly underrepresented in apprenticeship or
other training programs? ........ e olalnlsharale s o e sielele|ole wis o ihn: o6 oo Biw Srw-viaele
Pleage explain' ...l olo)iepeelatiaterere elars ot elnls slel storataleolelorale o o elelele

21l. Does the company focus on issues affecting minorities and women
as set forth in Section 60-2.23 and does it address steps to meet such
as those suggested in Section 60-2.24; i.e., housing, child care, trans-
portation, etc., as they impact recruiting/employment? .............

Please explain ...... olaislalelerere) sisisis sie eie siolere] e olbis o slote o 0! o o wiolol e ele ore

D. Section 60-2.1, Corrective Action Programs

1. Has the contractor developed a corrective action program to the
extentirequired’ by SectionNe0=2Z 2 Wl % e ¢ ele e atereckelale o/olereiote s s o s o ateictalare

2. Was this included as part of the contractor's AAP or a separate
PLOGYAMDANsle oo o oiv o ale'e Se sie e e 0w eiasse e esessssssssiossossss senesnes
What relief has the contractor suggested for members of an
gdentitliediaffectedNClas SR meriele e ialeiale ofsleisleleteis s srateltisre ste slotclolats alo /e iniolate

Part B — Additional Data
A. Section 60-2.20, Development or Reaffirmation of Policy

1. Does the contractor's AAP include an EEO policy statement or
reaffirmation thereof? ....ccccecess Slelieo oo teteNelo o) el el ole o a e sye 8 oyisra) ohe ¢io




. ‘ Yes No Unkn’u

2. Does the Policy Statement address those items noted in 00.2.20,
paragraphs 1 through 4 in their entirety? ...ccccccceccccccccccncnccs
a. If no, in what respects is the statement deficient .....ccevccee.

B. Section 60~2.21, Dissemination of the Policy

l. Has the contractor provided substantiation of the Policy Statement
EnSthescontractor ‘8 pollcyimanual 2aicieieie s ste wivielele sislelalsis s|oie: s 6Tele) sarer o e s o's

2. Are there examples of it being publicized in company publications?

3. Has the contractor provided substantiation that management meet-
ings have been held relative to the requirements of Sec. 60-2.21? ...

4. Has the contractor provided substantiation that employees have
attended meetings relative to the requirements of Sec. 60-2.21? .....

5. Has the contractor provided substantiation that EO is covered in
new employee orientation and management training? .....cccecccccccoaces

6. Has the contractor provided substantiation that union officials
have been informedt of the ipoLI Y2 e s ¢ c oo ¥ s slaraie;ems siae alarsiais oo sis sio o o oreis o/e

7. Are there nondiscrimination clauses in all union contracts? ...

8. Have there been articles published on EO programs, progress re-

POLEB, E€LCGT ot enssessovnesisinsesasssesiessssesaesssleassionsessssessssse

9. If employees are featured in image or product advertisements, do
they show minorities and WOMEN? .cccccsccccscsscsccsncscsos



10. Is there evidence of communications to employees concerning the
CONEraCGEOrESRAAP? Crote «'s e orelolols tesecssssesscnssssancsns oleje ore ois el s se sie eie

11l. Have all recruiting sources the contractor uses been informed
verbally and in writing of company POliCY? ceeeecesccacaccoacanasenas

12. Is the EO Clause incorporated in the contractor's Purchase Order?

13. Has the contractor provided substantiation that it is notifying
minority/female organization in writing of the company policy? ......

1l4. 1Is there evidence that the contractor communicates to prospective

emplioyeesgthejexistence Of theRAAP TR NN ¢ o o e tteratels tere alalofs /sl israa ure thbe e roke

15. Are minority and female employees shown in consumer or help wanted

AAVEr EIBTINGR N « oo sretorerereloiolalorsio e sratelsietoiaterotorols  dfaleioterelore oiohe o o Teloteehete ole s ksl o erele

1l6. Has the contractor provided substantiation that it notifies sub-
contractor, vendor and suppliers of company EO PoliCy? ..eceecccess wiele

C. Section 60-2.22, Responsibility for Implementation

1. 1Is there evidence that an executive has been appointed as director

ermanagerMofithc  Company *EOSDr OGY Allt? N als sle e s o s e e e sTateye el et oisiire ‘o elalotaielalels
2. a. Is there a description of the executive responsibilities? ...
b. Does it include those elements as noted in Section 60-2.22,

el velYopatztoist, 100) e et - -l o w0 90 i T e e ol o

3. Is there a description of line management responsibilities? ...

4. Does line management identify problem areas and establish local
goals and objectives? ...... efeie! slis ‘afelare e viw sl njarete isysiekalerehetsle etnlelslaterale nlalors s

Yes

Unknown




Unknown

5. Is local management active in minority and female organizations
and/or commuUNity PrOGramMS? «eeeeeessssscecccecacsaasassocscecscasanns

6. Does local management conduct periodic audits of training, hiring,
promotions, €tC.? .c..cecscccssscececssscssccsssscsonccnccncsccccncene

7. Does the local senior management conduct discussions with other
management to ensure that the policies are being followed? ..eeeceves

8. Does management review qualifications to ensure minorities and
women are given full opportunities for transfer and promotions? .....

9. Is career counseling available for all employees? .........cc..

10. Does management conduct periodic audits to ensure posters are
displayed, facilities are desegregated, minority and female employees

get a full opportunity in company sponsored educational training and
recreational activitiesS? ceeeeecccsecsctccccsssesccsscccsnssssansnnnse

D. Section 60-2.24, Development and Execution of Programs*

1. Is there evidence that the contractor reviews position des~
CriptiONS? eseveesseecsssacsessceseeaccccsscscsccassccacssnccnnancncss

Are worker specifications consistent for the same job? ........

Are position descriptions available to all members of management?

Are recruiters trained in EO? ...eececccccccssasscscssssccncssns

5. Ts there evidence of an active involvement with minority organi-

ATLONST s oo oo s6ia s s s.6/s s v ae'e o sieiareie s sis s s & s ele s eissse siesis s e/aieesisiesin s s &=

* Note: Certain items in Sec. 60-2.24 are omitted as they are most appropriate for on=-
site review, if one is done.




6. Is there evidence of an active involvement with female organiz-

AtLONE PMclelclele ololclolalate) s elote o oseesele es s 8iele/e oo sie sises s e siesiesiee s s s e essesn .
7. Do minority and female employees refer applicantS? ...ceceeeeee.

8. Are there minority and female employees on the personnel relations

HEZEREY 1500 0 00 Ao ot s SRS GG O e el aie s sisis ais uis sie nien e esieeviesen s sesesssss

9. Does the company participate in job fairs or career daysS? ......

10. Is there evidence of an active recruiting program at minority

e telo MEIY o o S O IO Pt OEIIC 1 QR B0 (0 DR O O G 3 53 120 Sio e eie siee s ol oie @
11l. 1Is there evidence of an active recruiting program at female schools?

12. 1Is the percent of terminations for minorities higher than for ma-

O L e SRR o vorlleta S Tote = o oinle ataratarelatehole aohe e e aale e ete = wistele e olutel ctetelotele /v oo Sis

I3 EEso s there al valid Y at i onalel 1 alslete are o /sl e cioisialeialele (o areie o ol oislele
PlieageRenplialn s wrethots aterssieroless b ore e TeTs Y=t o sietefsrote fola /s to =" (ol PePERE o o e = /o'e

l4. 1Is the percent of terminations for females higher than for males?

L5 T a0 ishthere a valld Rationale?’ ..l e sicteleisisiaisls eio e s sislelere o'a /s
VAKEEYE(Y e Hle ol o 0 0 A S5 B O S G0 0 G0 D GO O G i T i Db i s

E. Section 60-2.25, Internal Audit and Reporting System

1. Is there evidence that the contractor monitors itsaffirmative
ACEL ONEDE O a2 o ketels oie ivleletorolar sielelatotelerets lofetele loiarolate leTe taters o 1e oo el aiahe ol o 1o hrar e irs

Yes

No

Unknown



2. Does the contractor require formal reports from managers on the
accomplishment of goal8? ..ceeeesnsesiasse © slintorete eloeTole, oteke! ern| 1o/ olararol ore atolele s

3. Is top management aware of the progress of the EO program? ....
F. Section 60-2.26, Support of Action Programs

1. 1Is the contractor management involved in external affirmative
ACtlONYPROGRAME?  5)c olaiajsiarels orarelelore Sare e e lats il e et blle o 6 ¢ o 9le 616 o5 18 alare &5 oo

2. Are employees encourageito participate in outside organizations?
3. Does the contractor support outside training programs? ........

4. Does the contractor support schools in order to assist minorities
AN ama a8 7R .1 e oI TIPS ISV (s WVels To Plel bla e: sietoYe turele (o ets Ve e larsl <[alsTetordyo FilurSiayelate BV .

5. Does the contractor publicize EO achievements? ......... oLerslmrote: o

6. Does the contractor support organizations such as NAB, etc? ...
G. Section 60-~2.13, Additional Ingredients of AAP

l. Has the contractor provided evidence to support the fact that
the contractor is abiding by the Sex Discrimination Guidelines (41

CERPPE. " G020) 2T 15 e oo o oiesie sre sl st ove sre sralele i die s oa s Tars fo 5o 65 e w6 o100 00 o

2. 1Is there evidence that the contractor is considering minorities
and women not dn the Work fOrce? .. cssisssecsssessssoscscnsosionsssseas

H. Explain Contractor's performance against previous goalsS: ........

Yes

No

Unknown




. OFCC: On=Site !eview Guidelines .

The following guidelines, issued as

"Attachment B" to Order No. 14 (Revised)

(See 401:151) , were prepared by the Of-
fice of Federal Contract Compliance to
aid compliance officers in conducting on-
site reviews of a nonconstruction con-
tractor's affirmative action experiences.

ON-SITE REVIEW GUIDELINES
A. EEO Policies and Procedures

l. Are EEO posters prominently
ALSPLAVEA? We/eisloio/ste o o siele visle eloltslore

2. What EEO policy statements
are posted? Please explain: ....

3. How have the lower level
supervisors received and dis-
seminated the policy? Please
EXPIATINI I < o e loneloieroi oloraloleTatotarehol

4. Is EEO part of the orienta-
tion for new employees ...eeecea.
and are there periodic meetings

with employees ...... oio e laletelateralojoks
and/or supervisors on the subject?
Please explain: .ccceseee cesccase

T

5. What role does the EEO
Coordinator play in dissemination
of policy? Please explain: .....

D N

et eesess e s e et e s e anssessse e

Yes

No

6. How much time does he spend in EEO
WOL KD watel sreiare = lorwisiotelnlacure [ Rha ol ole srele wrsisheels 0

7. Has management expressed any inten-
tion in writing or otherwise to take
disciplinary action for failure to adhere
to EEO policies and procedures? Please
EXPLAINTE & T ofca s il vis v isls wiviohsiotolstcs o tolaleiivloreheiole

8. Are supervisors held accountable for
failure to meet EEO goalsS? ..cecesceccosns

B. Workforce Analysis

If an adequate workforce analysis was
not furnished during the off-site review,
the compliance officer should ask to see,
if available, the employer's representation
report of his workforce summarizing the
facility workforce (total male, female, and
male and female for each minority group
comprising 2 percent or more of the labor
area) by department or organization (i.e.,
a logical cohesive group such as personnel,
manufacturing finance, etc.) and by EEO-1
category within organization subdivided in-
to (perhaps common) job groupings within
an EEO-~1 category. These job groupings
should reflect one or more jobs having simi-
lar content, wage rated and opportunities.
The job groupings should be ranked appro-
priately by skill or earnings or line of
progression, or existing administrative
practice. If earnings for each grouping
should be given. However, for the purpose




. Yes No . Yes‘:

1. Is the contractor maintain- writing and how detailed are they? _
ing an applicant flow chart which
gives all the necessary information 8. Are these forms or others
such as name, race, sex, job ap- used for external recruitment? ... = =
plied for, source of referral, date (d) Is the contractor's applicant flow
of application and disposition? ... __ __ adequate for the job groupings cited by you

2. Do the forms request in- in Section 1. given the utilization factors
formation which could be used in for this facility. If not, the following
a discriminatory manner? .....ecee. further investigation into recruitment methods
Specify the questionable informa- and resources is necessary. Summarize the
tion and who might have access to contractor's explanation of the specific
it ceeecvercececcccnsccccsccecccnns recruitment methods and resources utilized
cessesessesessssessssesssesesseenns for each job grouping involved. Explain
] the impact of word-of-mouth or other em-

3. If such information is al- ployee referral systems. Explain if recruit-
legedly asked for affirmative ment sources are contacted in writing at
action purposes, could it not be the time of actual job openings and how much
maintained on a separate record? .. ___ information is provided to them as to the

4. How long are application qualifications necessary. Is he actually
forms retained and describe the aware of the results of his recruitment
filing system? ........ccc0niinnnn efforts? Explain if the contractor has

5. Is there an affirmative ac- specifically requested to have minority and
tion file or other retrieval sys- women candidates among these referrals.
tems to enable minorities and Explain if he has discontinued using any of
women to be reconsidered if no these sources which have failed to make such
job can be offered at the time of referrals. Has he instituted any transporta-
their original application? ...... ___ _ tion or housing programs to aid in minority

6. Are there written job de- recruitment? Describe blue collar recruit-
scriptions or job specifications? L ment programs if applicable. Describe in
If not what procedures are used detail the job application process from the
IS EERAD i1 ool e ote e ors olsfore sl sle ols o ore ® point where the applicant first makes con-
cessssessssessssssssesrssssnsssssne tact with the contractor.

S loisisinle alwlaks  olerolpto skeres <lv Wie e s e olel el o) drorete Yes No
sisisie a8 s e s e sesesssesaseesesesseses 1. Are different interviewers

7. Are job requisitions sub- assigned to intervies applicants

mitted to the employment office in because of their job interest,




FACE O SEeX? eocscesecscessccsccns

2. Is job counseling offered?

3. If not hired, is the appli-
cant given a specific reason and
is it so noted on the application
O T s e e s aia vis o's > aaieie aisialalelate

4, If an applicant is not hired,
what happens to the application
form? Please explain ..ceccesess

e cus s esssssesssssesssessssessne

5. Who makes the final de=-
cision for hire and on what basis?

e s e ecssssessesssesssensesssss s

s s e e s eecsesssesssssssssesesenns

6. If additional interviews
are conducted, is there feed=
back to the employment office?

7. Does anyone monitor for
disparate rejection ratios of
minorities and WOmMeEN ...c.ececess

WRHO?: o e o0 osvisiecisessessses

es e s s s s sesscsssssssessessneree e

S e s es s s eesss s s s s e eseesess e e

8. Can and does anyone chal-
lenge decisions made by the
selecting officials? ..c.eeevens

Please explain c.ceececess

es s s s s essssssssesss e e ssseseeen

9. Are those who make selec—
tion conscious of the contractor's

Yesq'L

goals and timetables? .....cccee.
Please explain: ecesececcecocscsssse

S ee e s s cessesssssssesseesecene e

10. What role does the EEO Co-
ordinator play in the selection
process? Please explain: .......

seeseesescsesssessssocseesssnsssee e

(e) Review a representative sample of
personnel records of hires from different
periods of time in various job categories.

1. From discussions with the interviewers
and supervisors as well as from comments
appearing on the application forms, what
appear to be some of the more subjective
criteria? Please explain: .ccecscecscces

2. Does the contractor claim any bona
fide occupational qualifications to justify
sex discrimination? Please explain: ....

B I R R R A

(£) If the contractor states that the
tests it uses have been validated, a writ=—
ten report must be available specifying
size of samples used and minority and sex
composition, nature of jobs, criteria,
methods of analysis, and results and




of these Guidelines and in all cases where (b) Where such a summary report is not |
pay is used, alphabetic or numeric coding available, the compliance officer should
or the use of an index of pay ranges is advise the contractor to maintain such data
acceptable and should be used when contract- in the future, but the following collection
ors are concerned about confidentiality of of data should now be made to determine any
salary information. problems that may exist in applicant flow
and employment ratios, If the company's
C. Recruitment, Hiring, Selection and own data is insufficient, the CCO should
Placement obtain applications of 100 applicants for ‘
blue collar employment and 100 applicants

(a) If adequate applicant flow data was for white collar employment or applications
not furnished during the off-site review, for a six (6) month period, whichever is
the compliance officer should ask to see the lesser. He may use a random sample
the contractor's applicant flow report sum-— period. He may exclude certain job group-
marizing total applicants by total, male, ings where applicants and hires are clearly
female, and male and female minority clas- not a problem and should be sure to include
sification. While in many cases applicants the job groupings cited by you in Section 1
are not classified by particular job, it above. Now he should construct the report
should be possible to provide some separation described in the paragraph above showing
of the applicant flow count into at least applicants, offers and acceptances by total
broad occupation groups. An applicant is male and female, and male and female minor-
defined as one who has applied for perman- ity classifications by as much organization
ent employment and has complied with the job grouping detail as possible.
company's formal application procedure. (c) sSample a representative number of
Next the report should show the number of job requisitions on a given date and compare
offers of employment for each category and with minorities and women applying at the
by total male, female, and male and female same time. Obtain copies of any other forms
minority classifications. The report should utilized by the personnel operation such as
show acceptance of offers for each category interview reports. Even if the contractor
and by total male, female, and male and fe= appears to have a well-structured record-
male minority classifications. The accept- keeping system, review examples of the pro-
ances should also be related to the job cedure to assure that he is in fact using
groupings outlined in Section B. Workforce the system to assure equal employment op-
Analysis. This report should reflect portunity.

applicant activity for the last six months
or the last 100 acceptances, whichever is
less.



recommendations.

The written validation report must be
reviewed to determine whether or not the
test or solution practice is valid as re-
quired by the OFCC Testing Order (41 CFR
60~-3) .

A compliance officer who has satisfac-
torily completed an adequate training course
should inform contractors of apparent non-
compliance with the Order when validity or
evidence supporting validity of tests is
absent or substantially deficient. However,
since the issues involved in test validity
are often quite technical and complex, the
compliance officer should not try to iden-
tify or resolve these issues directly with
the contractor during the review. In these
cases or in any case where the compliance
officer cannot make a clear determination
of noncompliance, the contractor's evidence
of test validity is to be submitted for
higher level review along with the compli-
ance officer's analysis of the disparate
effect.

D. Terminations

(a) If adequate data on terminations was
not furnished during the off-site review,
the compliance officer should ask to see, if

available, the employer's report on terminations

at the facility summarizing terminations

for total, male, female and male and female
for each appropriate minority group, by or-
ganization and by EEO-1 category within or-
ganization subdivided into (perhaps common)

job groupings within EEO-1 Category. Con-
sult Section B above, Workforce Analysis,
for further guidelines on job groupings.

(b) If such a summary report is not
available, for a similarly statistically
significant time frame as investigated for
hires,review a list of terminations, show-
ing hire and termination dates, job assign-
ment, minority group membership and sex.

If possible, the terminations should be
related to the period covered by the hiring
analysis. To determine if there is an
unfair disparity of company policies, the
period of at least six (6) months or 100
such terminations should be reviewed,
whichever is the lesser.

(c) If there is a disproportionate num-
ber of terminations because of minority
group identification or sex or a pattern
of placement of minority group members or
women to specific kinds of jobs, the causal
factor should be explored and discussed.

E. Promotion and Transfer

(a) If adequate data on promotions and
transfer was not furnished during the off-
site review, the compliance officer should
ask to see, if available, the employer's
report on promotions at the facility sum-
marizing promotions for total, male, female
and male and female for each appropriate
minority group, by organization and by EEO-L1
category within organization subdivided
into (perhaps common) job groupings within
EEO~1 category. Consult Section B above,



Workforce Analysis for further guidelines
on job groupings. A promotion is defined
as any personnel action resulting in move-
ment to a position of greater skill, effort
or responsibility. Wage or salary increases
alone do not determine a promotion.

(b) If such a report is not available
the compliance officer should review a list
of 100 promotions or the last six months
activity, whichever is less. The review
should include name or other identification,
minority group status, sex, previous job,
department and pay. A promotion is defined
as any personnel action resulting in move-
ment to a position of greater skill, effort
or responsibility. Wage increase alone do
not determine a promotion.

(c) A determination should be made if
there is a disparity between the promotion
rate of minorities and women as related to
the rate of non-minorities and/or males.

In doing this analysis, the following pro-
cedures should be included:

Identify the various entry level po-
sitions and the promotional ladders as in-
dicated by the contractor and by the CCO's
confirmation through sample record analysis.
Are these lines in any way oriented by race
or sex? Please explain. With regard to
promotions that are competitive, what is
the significanceof interest, ability and
seniority in promotion and transfer consider-
ations? Please explain. Are there any

periodic written performance ratings which
influence promotion or transfer?

Are mi-

norities or women concentrated in certain
jobs outside any line of progression or
which dead end before the employees can
reach the pay grade to which their experi-
ence, training or senority might entitle
them? Please explain. Is there a well-
structured transfer program? Discuss any
lack of representation of minorities and
women in the program. Please explain.

(d) Review the file on tranfer requests
to determine if minorities or women have
been overlooked or rejected disproportionately.
Please summarize your findings. What is
the frequency of inter-~ or intra-depart-
mental transfer for better working conditions
or to gain promotional opportunities? Is
counseling offered to employees considering
this move? How common is transfer for blue
collar to white collar positions or from
"traditionally female" or minority to "tradi-
tionally male" or non-minority jobs or vice
versa? Who monitors promotion and transfer
activity and through what means? How is
job security affected by transfer or promo-
tion and does this disproportionately affect
minorities or women?

(e) Comment on the representation of mi-
norities and women among supervisors and where
promotions during the previous year suggest
any improvement. If appropriate, review se-
lected personnel records to conduct the fol-
lowing analysis. Explain how supervisors
are selected. Who monitors these actions?
Explain how supervisory ability is measured.




F. Wage and Salary Analysis

Review and compare wages and salaries
of a sampling of minorities and women with-
in selected job classifications. Are there
positions with similar duties but with dif-
ferent rates of pay which seem to be related
to the sex or race of the incumbents? Please
explain. What is the contractor's explana-
tion for these discrepancies? Please explain.
Are the general salary ranges for jobs or
specific rates at which everyone begins?
Please explain. What is the contractor's
explanation for this? Please explain. Who
makes the determination as to what those
starting rates will be? Please explain. Are
the rates negotiable? Are minorities or wo-
men assigned to jobs where incentive earnings
are more difficult? Please explain. Does
review of any employee's records confirm or
dispute the relationship of education train-
ing and experience to pay? Please explain.
Are minorities and women supervising inte-
grated groups? Are women supervisors gen-
erally at a lower plateau in the organization?
Where minorities and women have been newly
installed as supervisors has therebeen any
negative reaction from the workforce and has
management dealt with it? Please explain.
Is there a supervisory development program?
Please explain.

G. Training and Educational Opportunities

(a)

If adequate data on training and ed-

ucational opportunities was not furnished
during the off-site review, the compliance
officer should ask to see, if available,
the employer's report on training at the
facility summarizing by training class the
participation by total, male, female, and
male and female minority classifications
and showing the training participation rate
for each group. The report should reflect
the last six month's activity.

(b) If such a report is not available,
the compliance officer should obtain from
the contractor a list of various training
and apprenticeship programs on-going or
completed during the last six months or
other identification, minority group identi-
fication, sex of participants, date of com-
pletion and job and pay before and after
training. Include employees hired directly
into such programs.

(c) What types of training do new employees
receive? How are additional opportunities
for training and education advertised? 1Is
there evidence of any disparate failure or
dropout rate? If there is a registered
apprenticeship program, has the contractor
provided the Bureau of Apprenticeship and
Training with an acceptable affirmative ac-
tion program with goals and timetables? Is
formal training being required now for jobs
not previously involved. Is this discrimina-
tory? Does the contractor publicize EO ac-
heivements? Does the contractor support or-
ganizations which would assist his efforts
and implement his affirmative action program?




H. Section 60~2.14 , Additional Ingredients
of AAP

Has the contractor provided evidence to
support the fact that the contractor is abiding
by the Sex Discrimination Guidelines (41 CFR
Part 60-20)? Is there evidence that the con-~
tractor is considering minorities and women
not in the work force?
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NCSU AFFIRMATIVE ACTION RECRUITMENT REPORT
(Fill out for each EPA position filled

Department of:

EPA position filled:

(rank and area of specialization if appropriate)
Fulltime ;5 Part time 3 Date employment effective

Number of groups, institutions,etc. notified about vacancy:
(list on back specific efforts to locate females and minorities)
o 4t

45
Number o€4app1ications received: Male Female

Black

White

’ | Other
|

L,\, J UhkKnown

Number of candidates invited to campus#

01 wedowive ) elicenfate. ! | Male ‘Fem_a_le_‘ o
i | % White
~: I | Other

0 b  Go—mde—try

Offer.ﬁmade to! (EEr=in—orderi:
Present Accept- Re-

Name Sex Race Employer ed jected

Do you have files documenting your efforts to take affirmative action to

locate female and minority candidates for this position? :
Yes No

Can you provide an explanation for the offers made by explicitly comparing
the qualifications of those offered the position with tiose not offered the
position?

Yes No

Signed e
Department Head Date

gl — D
These é”es Should be Vha’u‘fm;.e(/ Cor A e C3) eita,




aa WOMEN'S CAUCUSES & COMMITTEES
IN

s

EMY OF MANAGEMENT
muittee on the Status of Women in thesManagement
rofession
Chair: Dr. Kathryn M. Bartol.
Dept. of Mgt., School of Business Administration
U. of Massachusetts, Amherst, MA 01002

ADULT EDUCATION ASSOCIATION

Commission on the Status of Women in Adult Education

Chair: Ms. Yvonne Rappaport, Consortium Bldg.,
George Mason U., Fairfax, VA 22030

AMERICAN ACADEMY OF RELIGION °°
TF on the Status of Wemen - The Academic Study of
Religion
Chair: Ms. Elizabeth Schussler Fiorenza, 1223 N.
Lawrence St., So. Bend, IN 46617

AMERICAN ANTHROPOLOGICAL ASSOCIATION °°
Committee on the Status of Women in Anthropology
Co-Chairs: Prof. Carol Vance, Dept. of Anthropology,
Columbia U., New York, NY 10027; Prof. Lucie Wood
Saunders, Dept. of Anthropology, Lehman College,
Bronx, New York, NY 10467

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

AMERICAN ASSOCIATION FOR HEALTH & PHYSICAL EDUCATION
Committee on Women

hair: Prof. Ione G. Shadduck, Drake U..>Des
ines, TA 50311

AMERTICAN ASSOCIATION OF IMMUNOLOGISTS °°
Committee on the Status of Women
Chair: Dr. HelereC. Rauch, Dept. of Medical
Microbiology, Stanford U., School of Medicine,
Stanford, CA 94305

AMERICAN ASSOCIATION OF UNIVERSITY PROFESSORS
Committee on the Status of Women in the Profession
Chair: Dr. Alice S. Rossi, Dept. of Sociology,
Gouclier College, Towson, MD 21204
OAUP Contact: Ms, Margaret Rumbarger, Associate

Secretary, AAUP, One Dupont Circle, Wash. DC 20036

AMERTCAN ASTRONOMICAL SOCIETY
Working Group on the Status of Women in Astronomy
Chair:c Dr. Anne P. Cowley

Research Associate, Astronomy Dept.
U. of Michigan, Ann Arbor, MI 48103

AMERTCAN CHEMICAL SOCIETY
Wemen  Chemists Committee
Chair: Dr. Susan Collier, Research Lab.,

Fastman Kodak Co., Rochester, NY 14650

AMERICAN COLLEGE PERSONNEL ASSOCIATION
Women's Task Force
Chair: Dr. Mary Howard, Federal City College,
425 Second Street, NW, Wash., DC 20001

'.luding some independent organizations

°°These groups all have a known roster of women.
Others have channels through which women may be
referred or print listings or job cpenings in
their newsletters.

APPENDIX 17

PROFESSTONAL ASSOCIATIONS * °°

AMERICAN ECONOMIC ASSOCIATION
Committee on the Status of Women in the Economics
Profession
Chair: Dr. Carolyn Shaw Bell, Wellesley College,
Wellesley, MA 02181

AMERICAN EDUCATIONAL RESEARCH ASSOCIATION
Women's Caucus
Chair: Ms. Noele Krenkel, Researcher, San
Francisco Unified School District, 135 Van Ness,
San Francisco, CA 94102

AMERICAN FEDERATION OF TEACHERS
Women's Rights Committee
Chair: Ms. Marjorie Stern, 1012<l4th Street,
Wash., DC 20004

AMERICAN HISTORICAL ASSOCIATION °°
a, Committee on Women Historians
Chair: Dr. Jane deHart Matthews
U. of North Carolina, Greensboro, NC 27412
(Staff Liaison: Dr. Charlotte Quinn, 400
A Street, SE, Wash., DC 20004

b. Coordinating Committee on Women in the Histori-
cal Profession
Chair: Dr. Sandi Cooper, Richmond College,
CUNY, Staten Island, NY 10301

AMERICAN INSTITUTE OF PLANNERS
Women's Rights Committee
Chair: Ms. Diana C. Donald, 1776 Mass. Ave., NW,
Wash., DC 20036

AMERICAN LIBRARY ASSOCIATION °°
Social Responsibilities Round Table
Task Force on the Status of Women
Chair: Ms. Lynne Rhodes
4004 Whitman North, Seattle, WN 98103

AMERICAN MATHEMATICAL SOCIETY - ASSOCIATION FOR

WOMEN IN MATHEMATICS (Independent group) °°
Chair: Prof. Mary Gray, Dept. of Mathematics,
The American University, Washington, DC 20016

AMERICAN PERSONNEL AND GUIDANCE ASSOCIATION
Women's Caucus
Correspondent: Ms, Beverly B. Clark, 10649
Weymouth St., Bethesda, MD 20014

AMERICAN PHILOLOGICAL ASSOCIATION
Women's Caucus
Chair: Prof. Sarah B. Pomeroy, Hunter College,
Box 1264, 695 Park Avenue, New York, NY 10021

Committee on the Status of Women
Chair: Prof. Mary R. Lefkowitz, Dept. of Greek
& Latin, Wellesley College, Wellesley, MA 02181

AMERICAN PHILOSOPHICAL ASSOCIATION
a, Women's Caucus
Chair: Prof., Mary Mothersill, Dept. of
Philosophy, Barnard College, New York, NY
10027

b. Society for Women in Philosophy (Independent
Group)
Chair: Prof, Hannah Hardgrave, Dept. of

Philosophy, Western Illinois U., Macomb, IL
61455




*  AMERICAN PHYSICAL SOCIETY °°

Committee on Women in Physics

Chair: Dr. Esther Conwell, Physics Research Lab.,
Xerox Sq. W-114, Rochester, NY 14644

RICAN PHYSTIOLOGICAL ASSOCIATION

‘ask Force on Women in Physiology
Chair: Dr, Elizabeth Tidball, Dept. of Physiology,
George Wash. U. Medical Center, 2300 Eye St., NW,
Wash., DC 20037

AMERICAN POLITICAL SCIENCE ASSOCIATION °°
a, Committee on the Status of Women in the Pro-
fession
Chair: Ms. Carole Parsons, 2400 Virginia Ave.,
NW #1102, Wash., DC 20037

b, Women's Caucus for Political Science
Chair: Dr, Marie Rosenberg, School of Business,
. of Wisconsin, Eau Claire WI 54701
Permanent address of caucus: Mount Vernon

College, 2100 Foxhall Rd., NW, Wash., DC 20007

AMERICAN PSYCHOLOGICAL ASSOCIATION
Ad Hoc Committee on Women in Psychology
Chair: Dr. Martha Mednick, Dept. of Psychology,
Howard U., Wash., DC 20001
(Staff Liaison: Dr. Brenda Gurel, APA, 1200 17th
St., NW, Wash., DC 20036)

AMERICAN PUBLIC HEALTH ASSOCIATION
Women's Caucus
Correspondent: Ms., Mary Plaska, APHA Women's
Caucus, 1015 - 16th St., NW, Wash., DC 20036

AMERICAN SOCIETY OF BIOLOGICAL CHEMISTS
Subcommittee on the Status of Women

hair: Dr. Loretta Leive, Bldg. 4, Rm. 1I1,

ational Institute of Health, Bethesda, MD 20014
AMERICAN SOCIETY FOR MICROBIOLOGY °°

Committee on the Status of Women Microbiologists

Chalr: Dr. Mary Louise Robbins, School of

Medicine and Health Sciences, George Wash, U.,
2300 Eye St., NW, Wash., DC 20037

AMERICAN SOCIETY FOR PUBLIC ADMINISTRATION
Task Force on Women in Public Administration
Chair: Mrs. Joan Fiss Bishop, Director, Career

Services, Wellesley College, Wellesley, MA
02181

AMERTCAN SOCLETY FOR TRAINING AND DEVELOPMENT
Women's Caucus, ASTD
Steering Committee: Dr, Shirley McCune, Center for
Human Relations, NEA, 1201 - 16th St., NW, Wash,,
DC, 20036; Ms, Althea Simmons, Director of Training,

NAACP, 200 E. 27th St., New York, NY 10016

AMERICAN SOCIOLOGICAL ASSOCIATION
a, Ad Hoc Committee on the Status of Women in
Sociology
Chair: Cora B. Marrett, Dept. of Sociology,
Western Michigan U., Kalamazoo, MI 49001

b. Sociologists for Women in Society
(Independent group, formerly a caucus)
Chair: Dr. Joan Huber, Dept. of Sociology, U.
of Illinois, Urbana, IL 61801

QIICAN SPEECH AND HEARING ASSOCIATION
Subcommittee on the Status of Women
Chair: Ms. Dorothy K. Marge, 8011 Longbrook Rd,,
Springfield, VA 22152

AMERICAN STATISTICAL ASSOCIATION
Caucus for Women in Statistics
Chair: Dr. Donna Brogan, Dept. of Statistics
and Biometry, Emory U., Atlanta, GA 30322

Committee on Women in Statistics

Chair: Dr. Jean D. Gibbons, College of Commerce
and Business Administration, U. of Alabama,
University, AL 35486

AMERICAN STUDIES ASSOCIATION
ASA Committee on Women
National Coordinator: Ms. Joanna Schneider
Zangrando, 501 Mineola Ave., Akron, OH 44320

ASSOCIATION OF AMERICAN GEOGRAPHERS
Committee on Women in Geography
Chair: Dr. Ann Larrimore, Dept. of Geography,
U. of Michigan, Ann Arbor, MI 48104

ASSOCIATION OF AMERICAN LAW SCHOOLS °°
Committee on Women in the Legal Education
Presiding Members: Prof. Ruth B. Ginsburg,
Columbia Law School, 435 West 116th St., New York,
NY 10027; Prof. Shirley R. Bysiewicz, U. of
Connecticut School of Law, 1280 Asylum Ave., W.
Hartford, CN 06105

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

ASSOCIATION OF WOMEN IN ARCHITECTURE °°
President: Ms. Dorothy Gray Harrison, 2115 Pire
Crest Dr., Altadena, CA 91001

ASSOCTIATION FOR WOMEN IN PSYCHOLOGY °° (Indepencent
group, initially a caucus within APA)
Public Relations Editor: Dr. Leigh Marlowe, Mau-
hattan Community College, 180 West End Ave., New
York, NY 10023
Correspondent: Dr. Dorothy Camara, 70012 Western
Ave., Chevy Chase, MD 10023
Liaison: Dr. Dolores Muhich, 516 So. Universitv
Ave., Carbondale, IL 62901

ASSOCIATION OF WOMEN IN SCIENCE (Independent
group) °°
President: Dr. Estelle Ramey, 1818 R St., NW,
Wash., DC 20009

BIOPHYSICAL SOCIETY °°
Professional Opportunities for Women of the Bio-
physical Society -- Caucus of Women Biophysicists
Chair: Dr. Daphne Hare, School of Medicine, SUNY,
Buffalo, NY 14215

CHURCH EMPLOYED WOMEN °°
Contact: Ms. Mildred G. Lehr, The Westminster
Press, 900 Witherspoon Bldg, Philadelphia, FA
19107

COLLEGE ART ASSOCIATION
Commission on the Status of Women in Art and
Women's Caucus
Chair: Prof. Ann Harris, 560 Riverside Dr. #17P,
New York, NY 10027

COLLEGE MUSIC SOCIETY
CMS Women's Caucus
Co~Chairs: Dr. Carolyn Raney, Peabody Conservatory
of Music, Baltimore, MD 21202; Dr. Adrienne F.
Block, Dept. of Performing & Creative Arts,
Staten Island Community College, SI, NY 10301




e

.

£ GRADUATE WOMEN IN SCIENCE (Sigma Delta Epsilon)
President: Ms. Hope Hopps, 1762 Overlook Dr.,
Silver Spring, MD 20903

LATIN AMERICAN STUDIES ASSOCIATION

Womens' Coalition of Latin Americanists
Co-Chairs: Dr. Elsa M, Chaney, Dept. of Pol.
Sci., Fordham U., Bronx, NY 10458; Dr. Asuncion
Lavrin, 8501 Manchester Rd., Silver Spring,

MD 20901

b. Women's Committee
Chair: Dr. Nancie L. Gonzalez
Dept. of Anthropology, Boston U,
232 Bay State Rd., Boston, MA 02215

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

MODERN LANGUAGE ASSOCTIATION
a. MLA Commission on the Status of Women in the
Profession
Chair: Dr, Elaine Hedges, Towson State College,
Baltimore, MD 21204

b. Women's Caucus of the MLA
President: Ms. Dolores Barracano Schmidt,
R.D. 3, Slippery Rock, PA 16057

NATIONAL ASSOCIATION OF BANK WOMEN °°
Asst. Exec. Dir.: Ms. Sharon Pierce
NABW, 111 E. Wacker Dr., Chicago, IL 60601

NATIONAL ASSOCIATION OF STUDENT PERSONNEL ADMINISTRA-
TORS
ask Forece on Women
hair: Ms. E. Susan Petering, Asst. Dean of Students,
Framingham State College, Framingham, MA 01701

NATIONAL ASSOCIATION FOR WOMEN DEANS, ADMINISTRATORS
AND COUNSELORS

Executive Director: Ms. Joan McCall
1028 Connecticut Ave., NW, Wash., DC 20036

NATIONAL COUNCIL FOR THE SOCIAL STUDIES
Committee on Social Injustice for Women
Chair: Dr. Dell Felder, U, of Houston, Houston,
TX 77004

NATIONAL COUNCIL OF ADMINISTRATIVE WOMEN IN EDUCATION
President: Ms. Fern Ritter, 1815 Fort Myer Dr.,
No. Arlington, VA 22209

NATIONAL COUNCIL ON FAMILY RELATIONS
Task Force on Women's Rights and Responsibilities
Chair: Dr. Rose Somerville, Sociclogy Dept., San
Diego State College, San Diego, CA 92115

NAT1ONAL COUNCIL OF TEACHERS OF ENGi.ISH
Wemen's Committee
Chair: Dr. Janet Emig, Dept. of English, Rutgers
U., New Brunswick, NJ 08903

NATTONAL EDUCATION ASSOCIATION
Women's Caucus
Chair: Ms. Helen Bain, NEA, 1201 - 16th St.,

ash., DC 20036
QIONAL VOCATIONAL GUIDANCE ASSOCTATICON
NVGA Commission on the Occupational Status of
Women
Chair: Ms. Thelma C. Lennon, Director, Pupil
Personnel Services, Dept. of Public Instruction,
Raleigh, NC 27602

PHILOSOFHY OF EDUCATION SOCIETY
a. Women's Caucus
Chair: Dr. Elizabeth Steiner Maccia,
Dept. of History and Philosophy of Education,
Indiana U., Bloomington, IN 47401

b. Committee on the Status of Women (same)

POPULATION ASSOCIATION OF AMERICA
Women's Caucus
Chair: Prof. Nancy E. Williamson, Brown U.,
Providence, RI 02912

PROFESSTONAL WOMEN'S CAUCUS
P.0. Box 1057, Radio City Station, New York, NY,
10019
President: Ms. Margaret Anderson, Rockland City
Guidance Center for Women, 10 Broadway, Nyack,
NY 10960

SOCIETY FOR CELL BIOLOGY
Women in Cell Biology
Chair: Ms. Virginia Walbot, Dept. of Bio-chemistry,
U. of Georgia, Athens, GA 30601

SOCIETY OF AMERICAN ARCHIVISTS
Ad Hoc Committee on the Status of Women in the
Archival Profession
Chair: Dr. Mabel Deutrich, Director, Military
Archives Div., National Archives & Records
Service, Wash. DC 20408

SOCIETY OF WOMEN ENGINEERS °°
Executive Secretary: Winifred D. White, 345 E.
47th St., New York, NY 10017

UNITED PRESBYTERIAN CHURCH IN THE USA
Task Force on Women
Co-Chairs: Ms. Patricia Doyle and Ms. Elaine
Homrighouse, Board of Christian Education, United
Presbyterian Church, Witherspoon Bldg.,
Philadelphia, PA 19107

WOMEN ARCHITECTS, LANDSCAPE ARCHITECTS, AND PLANNERS
39 Martin St., Cambridge, MA 02138

WOMEN IN COMMUNICATIONS °°
President: Ms. Fran Harris, WWJ Statioms, Detriot,
MI 48231

Rfdkdkdkkddkdkdokhthkkk

A number of these organizations have recently formed
a federation to coordinate their efforts, share
resources, and promote professional career opportun-
ities for women:

FEDERATTON OF ORGANIZATIONS FOR PROFESSIONAL WOMEN
1818 R St., NW, Wash., DC 20009

October 1973

Dr. Ruth M. Oltman

Asst. Director of Program -
Higher Education

AAUW, 2401 Virginia Ave., NW
Wash., DC 20037




RECENT CHANGES IN LISTING

AMERICALT ASSOCIATION OF UNIVERSITY PROFESSORS
. Committee on the Status of Women in the Profession
Chair: Dr. Mary Gray, Dept. of Mathematics, The American University,
ashington, DC 29016

AMERICAN HISTORLCAL ASSOCIATION®®
(Staff Liaison: Dr. Eleanor Straub, AHA, 400 A Street, SE, Washington,

DC 20004)

AUERICAN POLITICAL SCIENCE ASSOCIATION®®
Vomen's Caucus for Political Science
Chair: Dr. JoAnn Aviel, California State University. at San Francisco,
San Francisco, CA 94132

AMERICAN SOCIETY FOR PUBLIC ADMINISTRATION
Standing Committee on Women in Public Administration
Chair: Mrs. June Martin, Legislative Standing Committee, MN.Y. State
Legislature, 830 Legislative Bldg., Albany, NY 12224

AMERICAN ACADEMY OF RELIGION®®
Women's Caucus - Religious Studies
Chairs: Ms, Mary Wakeman, University of Morth Carolina, Greensboro, MNC
27412 and ls. lMargaret M. Earley, Alverno College, Milwaukee, WI 53215

Supplement to Appendix II
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1970 Census of Population
Occupation Classification
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U.S. DEPARTMENT OF COMAERCE
Bureau c¢f the Census
Weshington, D.C. 20233
Marci 1971

¥ 1970 Census of Populstion

Occupation Classification

PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS

Accountents
Architects
Computer specislists
Computer progrzmmers
Computer systems analysts
Computer specielists, n.e.c.
Engineers
Aeron i
Ct cal en
Civil engineers
Eiectrical end electronic engineers
Industrial englneers
Mechsnical engineers
Metallurgical and materials engineers
Mining engineers
Petroleum engineers
Sales engineers
Engineers, n.e.c.
Farm menegement advisors
Foresters and conservstionists
Home menagement advisors
Lewyers end judges
Judges
Lawyers
Librarians, srchivists, and curators
Librarians
Archivists end curators
Mathemntical specialists
Acturries
Mathematicians
Statisticians
Life end physicsl scientists
Agricultural scientists
Atmospheric and space scientists
Bioclogical scientists
Chemists
Geologists
Marine scientists
Physicists and astronomers
Life and physicel scientists, n.e.c.
Operations and systeus researchers and anelysts

stronautical engineers

“ranp

> e 4
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Census
Code
PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS-Continued
056 Personnel and lavor relations workers
Physiciens, dentists, and related practitioners
061 Chiropractors
052 Dentists
053 Optometrists
064 Pharmseists
055 Physiciens, medical and osteopathic
071 Podiatrists
072 Veterinarians
073 Hesglth practiticners, n.e.c.
Nurses, dietitians, znd therapists
074 Dietitians
075 Registered nurses
07 The ¢
Hezl t ologists end technicians
080 Clinical laboratory technologists and technicians
081 Dentel hygienists
082 Hezlth —ccord teclhinologicis and tecl..iiians
083 Radiologic technologists and technicians
084 Therzpy eassistants
‘85 izalth technologists and technicians, n.é.c
Religious workers
036 Clergymen
090 Religious workers, n.e.c. ‘
Socigl scientists ‘
091 Economists |
092 Political scientiets " |
093 Psychologists
094 Sociologists
095 Urben and regional planners
096 Social scientists, n.e.c. |
Social and recrcation workers |
100 Sociel workers
101 Recreation workers :
Teachers, colleze and university |
102 Agriculture teachers ‘
193 Atmospheric, earth, marine, and space teachers
104 Biology teachers
105 Chenistry teachers
110 Physiecs teachers
111 Engineering teachers
112 Fathematics teachers
113 Health specielties teachers 3 |
114 Psychology teachers - |
115 Business and commerce teachers |
6 Economies teachers
20 History teaschers

121 Soziology teachers
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Census

Code
PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS - Continued
Teachers, college end university-continued

122 Social science teachers, n.e.c.

123 Art, dreme, and music teachers

124 Cofches end physical education teachers

125 Education teachers

126 English teechers

130 Foreign language teschers

131 Home economics teachers

132 Law teachers

133 Theology teachers

134 Trade, industrial,and technical teachers

135 Miscelleneous teachers, college and university

140 Teachers, college and university, sutject not specified
Teachers, except college and university

141 Adult education teachers

142 Elemenbury school teachers

143 PrekirA~~gerten cnd kindorgerten teokors

144 Secondary school teachers

145 Teachers, ex:ept college and university, n.e.c.
Engineering =nd science technicians

150 Agriculture and biological techunicians, except health

151 Chenicsl techniciens

152 Draftsmen

153 Fectricel end electronic engineering technicians

154 Tndustrial engineering techniclans

155 Mechenical engineering technicians

155 Mathenaticel technicians

161 Surveyors

162 Engineering and science technicians, n.e.c.
Technicians, excepbt health, and engineering and science

163 Airplene pilots

164 Mr treffic controllers

165 Hnbalmers

170 Flight engineers

$71 Radio operators

172 Tool progremmers, numerical control

173 Teshnicians, n.e.c.

174 Vocational and educationel counselors
Writers, artists, and entertainers

175 Actors

180 Athletes end kindred workers

181 Authors

182 Dancers

183 Designers

184 Editors and reporters

185 Musicians end compasers

190 Painters and sculptors

191 Photoguaphers

192 Public relstions men and publicity writers

193 Radio end television announcers

194 Writers, ertists, and entertainers, n.e.c.

195 Research workers, not specified

196 Professional, technical, and kindred workers --allocated

i e e s e R, ST




MANAGERS AND ADMINISTRATORS, EXCEPT FARM

Assessors, controllers, and treasurers; local public administration
Bank officers and financial manazers
Buyers and shippers, farm products
Buyers, wholesale and retail trade
Credit men
Funeral directors
Health administrators
Construction inspectors, public administration
Inspectors, except construction, public administration
Menagers and superintendents, building
ffice mansgers, n.e.c.

o] o erg:s ship

rs; public edministration, n.e.c.

Officisls of lodges, societies, =snd unions
Postmasters end mail superintendeats
Purchasing ~gents and tuyers, n.e.c.
Railrozd conductors
Restzurant, cefeteria, and bar menegers
Ssles mensgers snd department hssds, retail trade
Sales mansgers. except retail trede
School adrinistrators, collegs
Schocl edministrators, elementary and secondary
Managers and esdministrators. n.e.c.
Managers and administrators, except farm-- allocated

SALES WORKERS '

Advertising sgents and salesmen
Auctioneers
Demonstrators
Hucksters and peddlers
Insurance agents, brokers,and underwriters
Newsboys
Real estste egents and brokers
Stock and bond salesmen
Salesmen 2nd sales clerks. n.e.c.
Sales representatives, manufacturing industries
Sales representatives, wholesale trade
Sales clerks, rebail trade
Salesmen, retail trade
Salesmen of services and construction
Sales workers--allocated

CLERICAL AND KINDRED WORKERS

Bank tellers
Billing clerks
Fookkeepers
Cashiers




Census
_Code

311
312
313
314
L5
320
321
323
325
326
330
331
332
333
334

341
34

343
bk
345
350

355

361
362
363
364

370
371
372
374
375
376
381
382
383
384
285
290
391
392
3%

95

39

O

CLERICAL AND KINDRED WORKERS - Continued

Clcrical‘as:istunts, social welfare
Clerical supervisors, n.e.c.
Collectors, bill and account
Counter clerks, excepu food
Dispatchers and starters, vehicle
Enumerators end interviewers
Estimators and investigators, n.e.c.
Expediters end production controllers
File clerks
Insurance adjusters, exeminers,and investigators
Library sttendants and sssistents
Mail cerricrs, post office
Mail handlers. except post office
Messengers and office boys
Meter resders, utilities
Office machine o}
Bookkeeping and billing machine operatcrs
Czlculating machine operators
Computer end peripheral equipment operators
Duplicating machine operators
Xey punch operators
Tabulating machine operators
Office machine operators, n.e.c.
Payroll and timekeepinz clerks
Postal clerks
Proofreaders
Real estuta appraisers
Receptionists
Secretaries
Secretaries, legal
Secretaries, medical
Secretaries, n.a.c.
Shipping and receiving clerks
Statistical clerks
Stenographers
Stock clerks and storekeepers
Teacher aides, exc. school monitors
Telegreph messengers
Telegraph operators
Telephone operstors
Tickelt, station, and express agents
Typists
Weighers
Miecellaneous clerical workers
ot specified clericel workers
Clerical and kindred:workers --allocated

ARk o
S OpezZawors




CRAFTSMEN AND KINDRED WORKERS

Automobile accessories installers
Bzkers
Blacksmiths
Boilermakers
Bookbinders
Briclenasons and stonemasons
and stonemasons, apprentices

Briclmasor

ns

EL11ﬂozcr oper ators

CL ,eT3
Carpenter apprentices
Carpet installers
Cement and consrote finishers
Compositerz and typescztiters
Printing trades epprentices, exc. pressmen
Cranemen, derriclkmen, and hoistmen
Decorators and window dressers
Dental laboratory technicians
Electricians
Electrician apprentices
Electric power linemen and cablemen
Elcctrotypers and stereotypers
Enzravers, exc. photoengravers
Excavating, grading,and road machine operatorsj; exc. bulldozer
Floor layers, exce. tile setters
Foremen, ne€sCe
Forgemen and hammermen
Furniture and wood finishers
Furriers
CGlaziers
Heat treaters, annealers,and temperers
Inspectors, scalers, and graders; log and lumber
Inspectors, nee.ce
Jewelers and watchmakers
Job and die getters, metal
Locomotive engineers
Locoinotive firemen
fachinists
Machinist  apprentices
Mechanics and repairmen
Air conditioning, heating, and refr1<cratlon
Aircraft
Automobile body repainmen
Automobile mechanics
Automobile mechanic  apprentices
Data proceasing machine repairmen
Farm implement
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CRAFTSMEN AND KINDRED WORKERS-Continued

Heavy equipment mechanics, incl. diesel
Houscehold eppliance and accessory installers and mechanics
Ipom fixers
Office machine
Radio and television
Railroad and car ghop
Mechanic, exc. euto, apprentices
Miscellaneous mechanics and repairmen
Not specified mechanics and repairmen
Millers; grain, flour, and feed
Millwrights
Molders, metal
Molder apprentices
Motion picture projectionists
d lens grinders and polichers
ruction and maintenance

Faperhi

Pattern and model makers, eXC. paper
Photoengravers and 1ithographers
Piano and organ tuners and repairmen
Plasterers

Plagterer apprentices

Plumbers and pipe fitters

Plumber and pipe fitter apprentices
Power station operators

Pressmen and plate printers, printing
Pressman apprentices

Rollers and finishers, metal
Roofers and slaters

Sheetmetal workers end tinsmiths
Sheetmetal apprentices

shipfitters

Shoe repairmen

sign painters and letterers
gtationary engineers

Stone cutters and stone carvers
Structural metal craftemen

Tailors

Telephone installers and repairmen
Telephone linemen and splicers

Tile setters

Tool and die makers

Tool end die maker apprentices
Upholsterers

Specified craft apprentices, N.€.C.
Not specified apprentices

Craftsmen and kindred workers, Ne€.Ce




Census
Code

580
586
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CRAFTSMEN AND KINDRED WORKERS-Continued

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

OPERATIVES, EXCEPT TRANSPORT

Asbestos and insulation workers

Assemblers

Plasters end powdermen

Bottling and canning operatives

Chainmen, rodmen, and axmen; surveying

iners, and inepectors, menufecturing

Drillers, earth
Dry wall installers end lathers

Dyers
Filers, polishers, canders, end buffers
Furnacemen, smelterzen, and pourers

Garage workers and gas station attendants
Greders and sorters, manufacturing
Produce graders and packers, except factory and farm
Heaters, metel
Taundry and dry cleaning operatives, Ne€s:Ce
Meat cutters and butchers, exc. manufacturing
Meat cutters and butchers, manufacturing
Meat wreppers, retail trade ¥
Metal platers
Milliners
Mine operatives, N.€.C.
Mixing operatives
Oilers and greasers, €XCs auto
Packers and wrappers, except meat and produce
Painters, manufactured articles
Photographic process workers
Precision machine operatives
Drill press operatives
Grinding machine operatives
Iathe end milling machine operatives
Precision machine operatives, N.€.Ce
Punch end stemping press operatives
Riveters and fasteners
gailors end deckhands
Sawyers
Sewers and stitchers
Shoemaking machine operatives
Solderers
Stationary firemen




OPERATIVES, EXCEFT TRANSFORT-Continued

Textile, operatives
Carding, lapping, and combing operatives
Knitters, loopers, and toppsrs
Spinners, twisters, and winders
Weavers
Textile operatives, N«€Ce.
Welders and fleme-cutters
Winding operatives, nN.€.C.
Machine operatives, miscellancous specified
Machine operatives, not specified
Miscelleneous operatives
Not specified operatlves
Operatives, except transport--allocated

TRANSPORT EQUIFMENT OPERATIVES

Boatmen and canslmen

Busdrivers

Conductors end motormen, urban reil transit
Deliverymen and routemen

Fork 1ift end tow motor operatives
Motormen; mine, factory, logging camp, etc.
Parking attendants

Railroad brakemen

Railroad switchmen

Taxicab drivers and chauffeurs

Truck drivers

Transport equipment operatives—-allocated

LABORERS, EXCEPT FARM

Animal caretakers, exc. farm
Carpenters' helpers

Construction laborers, €XCe carpenters! helpers
Fishermen and oystermen

Freight and material handlers

Garbage collectors

Cardeners and groundsksepers, eXcs farm
Longshoremen and stevedores

Lumbermen, raftsmen, and woodchoppers
Stockhendlers

Teamsters

Vehicle washers end equipnent cleaners
Warchousemen, N.€sCe

Miscellaneous laborers

Not specified laborers

Laborers, except farm--allocated




Census
Code

g

801
802
€06

901
902
903

910
91

916
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FARMERS AND FARM MANAGERS

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

FARM LABORERS AND FARM FOREMEN

Farnm foremen

Farn laborers, wage workers

Ferm laborers, unpaid family workers
arm service laborers, self-employed

Farm lzborers and £f2m foremen--allocated
SERVICE WOREERS, EXC. PRIVATE HOUSEHOLD

Clezning service workers
Chambermaids and maids, except private household

Food service workers
Bartenders
Busboys
Cooks, except private household
Dishweshers
Food counter and fountain workers
Walters
Food gervice WOTKeErs, N.€.Ce; except private household

Health service workers
Dental assistants
Health aides, exc, nursing
Health trainees
lay midwives
Nursing aides, orderlies, and attendants
Practical nurses

Porsonal service workers
Airline stewardesses
Attendants, recreation and amusement
Attendants, personal service, nN.6.Ce
Baggage porters and bellhops
Barbers o
Boarding and lodginghouse kespers
Rootblacks
Child care workers, exc. private household
Flevator operators
Hairdresscrs and cogmetologists
Perconal service epprentices
Hougekeepers, ©XC. private household




Census
Code

952
954

965

980
981
982
983
98],
986

991
995

¥*

#% Used for Oc

-
Persongl gervice work!

Protective gervi

pel

Child care workersy
Cooks, prive
HoueeleepeTr's,
Jaundresse
Maids and serv&

Found i

gervice voTke

SERVICE \-.'O?J(I;':"S—,Continued

ers—Continued

School monitors
sement

Ughers, recreation and amu
Welfare gervice aides

ce workers

Crossing guards end bridge tenders
Firemen, ire protection

Guard 4 watchmen

Marshels and constables

Policemen and detectives

cheriffs and bailiffs

rivate household-

an

_ellocated

o

ers, €¥Ce
USEHOLD WORKERS

PRIVATE HOUSEAY
private household
+e household ’
private household
8y private nousehold

nts, private household
ghold wcrkers——allocated
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or earlier*®
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UNC - Implementation of Affirmative
Action Plan




THE UNIVERSITY OF NORTH CAROLINA

General Administration
CHAPEL HILL 27314
KICHARD RO December 5, 1973
Assissant ro
MEMORAND UM
TO: EEO Affirmative Action Officers
FROM: Dick Robinson ;

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

a useful model for adaptation to other campus efforts.

THE UNIVERSITY OF NORTH CAROLINA is somprasesd af el yisceon public senior institutions in Novth Coraltta




THIE UNIVERSITY OF NORTH CAROLINA

Al
CHAPEL 1110
27514
N. FEREREE TAYLOR September 18, 1973
Chaneellor
TO: Deans, Directors, and Chairmen
FROM: Ferebce Taylor, Charcellor

J. Charles Morrow, Provost

Cecil G. Sheps, Vice Chancellor for Health Sciences

Douglass Hunt, Vice Chancellor for Administration
and Affirmative Action Officer

SUBJECT: Implcmentation of Affirmative Action Plan

Each of you has received a copy of the Univcrsity's'Affirmativc Action
Plan, which was adopted by the Chancellor effective July 1, 1973. The Plan
is a pledge of our efforts, and a statement of the means, to achieve the
goals of equal employment opportunity in the University without discrimination
. . because of race, color, religion, sex, or national origin. While it is a
response to legal reqﬁircmencs, it is also a re-affirmation of the University's
comnitment to equality of opportunity for all who work here.

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

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

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

As one step in discharging the responsibilities undertaken by the
University in its Affimmative Action Plan, the following procedures will
be in cffect until further notice:

Ihe University of North Carohina al Chapel Tl s constitnent institiion
of THE UNIVERSEEY 01 NOg e vieon INA Witln € Poday, Pespdent
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EPA Personnel Actions

(1)

(2)

(3)

Initial EPA Appointments

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

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

for the appointment.

EPA Reappointments

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

sets forth the following:

(a) the name, race, and sex of the candidate being recommended;
(b) the name, race, and sex of cach person within the same
- department (or non-departmentalized School) who is in
the same faculty rank, or EPA non-faculty category, but is
of a different race or sex from the recommended candidate
“id who has been (during the preceding six months) or is
expected to be (during the succeeding six months) recom-
mended for non-renewal instead of for reappointment; and
(c) the reasons for recommending the reappointment of the
candidate rather than any of the other persons named «

EPA Non-renewals

al of an EPA employee, whether
ated term of employ-
facul ty members, a
to be made in every
ate signed

Recommendations for the non-rencw
faculty or non-faculty, as of the end of a st
ment of twelve months or more (in the case of
stated term of one academic year. or more) are
case by a PD-7 form which is to be accompanied by a separ
written statement which sets forth the following:
(a) the name, race, and sex of the person being recommended
for non-rencwalj
(b) the name, race, and sex of cach person within the same
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department (or non-departmentalized School) who is in
the same faculty rank, or EPA non-faculty category, but
is of a different race or sex from the person recommended
for non-renewal and who has been (during the preceding
six months) or is expected to be (during the succeeding
six months) recommended for reappointment; and

(c) the recasons for recommending the person for non-renewal
rather than any of the other persons named .

(4) EPA Terminations

Every PD-7 form recommending the termination of a non-faculty EPA
employee (a) prior to age 65, and (b) before the end of a stated
period of employment'of twelve months or more, or when the employ=-
ment was for an indefinite term, and (c) for a reason other than

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

signed written statement which sets forth the following:

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

(b) the name, race, and sex of cach person within the same
department (or non-departmentalized School) who is in
the same EPA non-faculty category but is of a different
race or sex from the person reconmended for termination
and who has not been (during the preceding six months)

or is not expected to be (during the succeeding six months)

recommended for such termination; and
(c) the reasons for recommending the person for termination
rather than any of the other persons named .

(5) Faculty Promotions

Every PD-7 form which recommends the promotion of a faculty member
(Instructor, Assistant Professor, or Associate Professor) to a

higher faculty rank is to be accompanied by a separate signed written

statement which sets forth the following:

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

(b) the name, race, and sex of each faculty member within the

same department (or non-departmentalized School) who is in

the same faculty rank but is of a different race or sex

from the recommended candidate and who has not been (during
the preceding six months) ot is not expected to be (during

the succeeding six months) recommended for promotion; and
(¢) the reasons for recommending promotion of the candidate
rather than any of the other persons named .

The separate signed written statements specified in paragraphs (1) through
(5) above will be referred to the Affirmative Action Officer by the official
wito receives them from the depavtment or School (e.g., the Provost or the

Vice Chancellor for Health Sciences); and each recommendation will be

forwarded for further action only after the Affirmative Action Officer has
expressed an opinion as to whether it appears that the recommendation wis
arrived at in accordance with principles and objectives of the Affirmative

Action Plan.




(B) Staff (SPA) Personnel Actions

The University Personnel Office will maintain records of decisions and
recommendations of all University Schools, departments, and other units

with respect to the hiring, promotion, transfer, demotion, and termination

of SPA applicants and employees, by race and sex, and will make quarterly
reports of results to the Affirmative Action Officer, who will transmit
to one or more of the responsible University officials details of those
reports with his vecommendations for corrective action where indicated.

It is clear that the University cannot achieve the goals of affirmative
action toward equality of employment opportunity without the positive effort
of all those involved at every level of decision-making with respect to
employment. We solicit and ‘expect that effort from you and all others in
positions of such responsibility.
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Taylor Harles Morrow
anncr.lor Prov sc
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C. Z)\whf~04/&\0 <_.—€ C? QSLLJ<{14
Douglass Hunt Cecil G. Sheps
Vice Chancellor for Administration Vice Chancellor for Health Sciences

and Affirmative Action Officer

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




AFFIRMATIVE ACTION CHECKLIST :
EPA PERSONNEL ACTIONS |

|

\

.“ (The following checklist is offered to assist you in evaluating the steps
you have taken prior to recommending a particular EPA personnel action
and in writing your Affirmative Action statement on the recommended action.
Though you are free to use this checklist in reporting on your recommended ‘
action, it is offered not as the required form an Affirmative Action statement 1
should take, but rather as a guide to factors you should consider generally |
in EPA personnel actions and specifically in writing your Affirmative Action
statements.)

INITIAL APPOINTMENTS

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

Recommended Appointment
Name of person recommended to fill position

School, department

Title of appointment (Assistant Professor, Research Associate, etc.)
Recommended salary :

Sex

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

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

2. Publicizing the position

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

where, when, magnitude of response)

___b. Verbal communications, formal contacts made at professional

meetings (to whom, response)

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

___d. Telephone calls (to whom, response)

___e. Other sources

3. Record of applicants

__a. Suggestions by individuals (include names, whether they
were interviewed, whom they were suggested by, their sex
and race, and the disposition, i.e., not qualified; not

‘ interested because of low salary, location, duties, etc.;
less qualified than others recommended; etc.)




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

‘. above)

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

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

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

4, Individuals considered (include for each individual considered
the name, sex, race, source of application, name of person
or committee who reviewed the application, the date of the
review, and comments about the application)

D. Recommended Selection

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

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

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

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

A. Recommended Action

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

3. - School, department

4, Title of appointment, if applicable

S
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Recommended salary, if applicable
Sex
Race

B. Individuals Considered

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

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

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

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

&
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or sex from the person recommended for non-rencwal and
who has been (during the preceding six months) or is expected
to be (during the succeeding six months) recommended for
reappointment; or

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

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

With respect to faculty promotions, the name, race and sex

of each faculty member within the same department who is in
the same faculty rank but is of a different race or sex from

the recommended candidate and who has not been (during the
preceding six months) or is not expected to be (during the
succeeding six months) recommended for promotion

C. Person with respect to whom Action is Recommended

1

Justification (indicate why this person was chosen for this
personnel action instead of other individuals similarly
situated -- be specific)

List all committees and/or individuals who reviewed and
approved the recommended action

Any other comments on the action recommended




AFFIRMATIVE ACTION CHECKLIST
EXPLANAT ORY NOTES

Recruiting Efforts

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

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

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

"Visiting" Category of Appointments

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




