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Executive Summary

Pursuant to Education Code 66903.1 (AB 605,
Hughes, 1985) and its predecessor (AB 105, Hughes,
1977), the Commission reports biennially on “the
representation and utilization of ethnic minorities
and wemen among academic, administrative, and
other employees” in California public postsecondary
education. This report is the fifth in the series that
began in 1979, and it provides information on the
gender, ethnic, and racial composition of faculty and
staff in the California State University, the Univer-
sity of California, and the California Community
Colleges through the 1987-88 academic year.

The report is organized into four parts:

e Part One contains the Commission’s comments on
the diversification of faculty and staff oever the
past decade.

e Part Two reproduces the California State Univer-
sity’s report on developments over the past two
years.

e Part Three consists of the [Iniversity of Califor-
nia’s report.

e And Part Four contains the Chancellor’s Office
report for the California Community Colleges.

In Part One, the Commission explains the impor-
tance of diversifying the faculty and staff, analyzes

. trends in diversification, lists six major findings

about these trends (pp. 25-26), offers two major
recommendations about future reports in this series
(p. 26), and offers a prospectus for a study of faculty
diversification (pp. 27-30).

The Commission adopted this report at its meeting
on September 19, 1988, on recommendation of its
Policy Evaluation Committee. Additional copies of
the report may be obtained from the Library of the
Commission at (916) 322-§031. Questions about the
substance of the report may be directed to Penny
Edgert of the Commission staff at (916) 322-8028.
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PART ONE

Report of the California
Postsecondary Education Commission




1 Background on the Commission’s Report

Context of the report

Why is the composition of the faculty and staff in
postsecondary education a policy concern in Califor-
nia?

The basic reason is that each year the racial-ethnic
composition of California’s population becomes in-
creasingly more heterogeneous. According to the
Population Research Unit of the Department of Fi-
nance, in 1977, 69.3 percent of the residents of Cali-
fornia were Caucasian; a decade later, that percent-
age had diminished to 60.3. By the turn of the cen-
tury, if current estimates are confirmed, members of
no single racial-ethnic group will constitute a ma-
jority of Californians.

Correspondingly, the composition of the student
bodies of California’s public colleges and universi-
ties is becoming more diverse. Over the last decade,
as illustrated in Display 1 on pages 2-3, the number
and percentage of Asian and Hispanic students have
increased in each of the three segments. In 1977,
these groups of students accounted for 16 percent of
the public postsecondary student population in the
State; in 1987, they comprised 26 percent. Although
the number and percentage of Black students has
declined overall, this diminution is attributed pri-
marily to the decrease in the erirollment of Black
students in the Community Colleges. In terms of
changes in gender comnosition, women comprised
51.8 percent of the coli.ge student population in
1977, cornpared to almost 56 percent in 1987.

Within this larger context, the three public post-
secondary systems are anticipating massive faculty
retirements by the year 2000. According te system-
wide esiimates, over 34,000 new postsecondary fac-
ulty, or nearly 64 percent of the current full-time
professoriate, will be needed by the systems by the
turn of the century. The University projects hiring
6,000 new faculty; the State University, 8,000; and
the Community Colleges, over 18,000, including
both full and part time.

Given these two interrelated trends, the extent to
which systemic efforts to diversify the faculty and

D)

stafl of postsecondary education in California are
successful is critical to the welfare of the State. The
importance of the professoriate in postsecondary ed-
ucation is evident from the following observations:

o The faculty develops the curriculum and decides
upon the nature of the kncwledge to which students
are exposed. The responsibility for curriculum de-
velopment places the faculty in a key position to
determine for students the relative importance of
ideas, people, and cultures,

o The faculty teaches the curriculum. Teaching be-
comes the act of transmitting knowledge judged to
be significant and the critical skills needed to
comprehend this knowledge base.

o The faculty serves as the embodiment of the aca-
demic career. The extent to which professors are
perceived positively by students may influence
the decision of students to pursue careers in the
academy.

o Faculty members are authority figures. In this re-
gard, the professoriate provides a picture for stu-
dents of the types of individuals respected and ad-
mired in the society. Furthermore. professors are
the primary source of encouragement and support
in assisting students to pursue and advance in
academic careers.

The staff of postsecondary education are, likewise,
crucial to the educational process:

o The staff develops the system to administer and
manage the institution. The responsibility for cre-
ating an efficient and effective system places the
staiff in a key position to influence the progress of
students in the institution.

o The staff teaches students the procedures operative
in the institution. The extent to which students
learn to understand and negotiate the institution
from the staff influences the quality of their edu-
cational experience.

¢ The staff develops and implements the programs
and services that affect both the academic and non-




DISPLAY 1 Number of Undergraduate and Graduate Students Reporting Their Racial-Ethnic
Fall 1977 and Fall 1987

Men
1977 1987 1977-1987 1977
Percent
Percent of Percent of Number Change of Percent
Segment Number Categorv Number  Category Change 1977 Base Number Category
California
Community Colleges
American Indian 8,498 1.6% 6,638 1.3% -1860 -21.9% 8,841 -1.5%
Asian 31,868 6.1 64,394 13.2 +32,526 +102.1 29,470 5.0
Black 54,175 10.3 35,362 7.2 -18,813 -34.7 61,297 10.5
Hispanic 61,080 11.6 77,549 15.9 +16,469 +27.0 56,581 9.7
White 369,133 70.3 304,648 62.4 -64,485 -17.5 429,078 73.3
Total 524,754 100.0 488,591 100.0 -36,163 -6.9 585,267 100.0
The California
State University
American Indian 1,369 1.3 1,496 1.1 +127 +9.3 1,145 1.1
Asian 8,163 1.8 22,840 16.3 +14,677 +179.8 7,866 1.5
Black 6,352 6.0 6,841 4.9 +489 +1.7 8,094 1.7
Hispanic 8,928 8.5 14,700 10.5 +5,772  +64.7 7,368 7.0
White 80,326 76.4 94,596 67.3 +14,270 +17.8 81,086 76.8
Total 105,138 100.0 140,473 100.0 +35,335 +33.6 105,569 100.0
University of California
American Indian 310 0.5 486 0.7 +176 +56.8 273 0.6
Asian 6,035 10.3 14,205 19.7 +6,350 +105.2 5,070 10.5
Black 2,081 3.6 2,614 3.6 +533 +25.6 2,405 5.0
Hispanic 3,491 6.0 6,089 8.5 +2,598 +74.4 2,393 5.0
White 46,525 798 48,535 67.5 +2,010 +4.3 38,058 79.0
Total 58,442 100.0 71,929 100.0 +13,487 +23.1 48,199 100.0
Total
American Indian 10,177 1.5 8,620 1.2 -1,557 -15.3 10,259 1.4
Asian 46,066 6.7 101,438 14.5 +55,372 +«120.2 42,406 5.7
Black 62,608 9.1 44,817 6.4 -17,791 -28.4 71,796 9.7
Hispanic 73,499 10.7 98,338 14.0 +24,839 +33.8 66,342 9.0
White 495,984 72.1 447,779 63.9 -48,205 -24.6 548,222 74.2
Total 688,334 100.0 700,992 100.0 +12,658 +1.8 739,025 100.0

Note: Due to rounding, each column may not add to exactly 100.0 percent.
Source: California Postsecondary Education Commission.
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Backgrounds by Gender and Segment of Enrollment Amorg California’s Public Colleges and Universities,

Women Total
1987 1977-1987 1977 1987 1977.1987
Percent Percent
Percent of Number Change of Percent of Percent of Number Change of
Number Category Change 1977 Base Number Category Number . Category Change 1977 Base
8,493 1.3% -348 -3.9% 17,339 1.6% 15,131 1.3% -2,208 -12.7%
65,751 10.1 +36,281 +123.1 61,338 5.5 130,145 11.4 +68,807 +112.2
49,643 7.6 -11,654 -19.0 115,472 10.4 85,005 1.5 -30,467 -26.4
9G,038 13.8 +33,457 +59.1 117,661 10.6 167,587 14.7 +49,926 +42.4
437,750 67.2 +8,672 +2.0 798,211 71.9 742,398 65.1 -55,813 -7.0

651,675 100.0 +66,408 +11.3 1,110,021 100.0 1,140,266 100.0 +30,245 +2.7

1,855 .1 +710  +62.0 2,514 1.2 3,351 1.1 +837 +33.3
21,177 12.6 +13,311 +169.2 16,029 7.6 44,017 14.2 +27,988 +174.6
10,320 6.1 +2,226  +27.5 14,446 6.9 17,161 5.6 +2,715 +18.8
17,137  10.2 +9,769 +132.6 16,296 7.7 31,837 10.3 +15,641  +95.4

117,986  70.0 +36,900  +45.5 161,412  76.6 212,582  68.8 +51,170  +31.7
168,475 100.0 +62,916  +59.6 210,697 100.0 308,948 100.0 +98,251  +46.6
541 0.8 +268  +98.2 583 0.5 1,027 0.7 +444  +76.2
13,189 18.9 +8,119 +160.1 11,106  10.4 27,394  19.3 +16,289 +146.7

3,707 5.3 +1,302  +54.1 4,486 4.2 6,321 4.5 +«1,835  +40.9

6,23. 8.9 +3,838 +160.4 5,884 5.5 12,320 8.7 +6,436 +109.4
45,986  66.0 +7,928  +20.8 84,583 79.3 94,521 66.8 +9,938  +11.7
69,654 100.0 +21,455  +44.5 106,641 100.0 141,583 100.0 +34,942  +32.8
10,889 1.2 +630 +6.1 20,436 1.4 19,509 1.2 -927 4.5

100,117  11.3 +57,711 +136.1 88,472 6.2 201,556  12.7 +113,084 +127.8

63,670 7.2 -8,126 -11.3 134,404 9.4 108,487 6.8 -25,917 -19.3
113,406  12.7 +47,064  +70.9 139,841 9.8 211,742 13.3 +71,903  +51.4
601,722  67.6 +53,500 +9.8 1,044,206 73.2 1,049,501  66.0 +5,295 +0.5

889,804 100.0 +150,779  +20.4  1,427.359 100.0 1,590,797 100.0 +163,438  +11.4
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academic development of students. The extent to
which the programs and services designed and
managed by the staff are responsive to the chang-
ing needs of students affects their progress
through the institution.

o The staff serves as the embodiment of careers in an
educational ¢nvironment. The extent to which
staff is perceived positively may influence the de-
cisions of students to pursue careers in an ata-
demic establishment.

Taken together, the faculty and staff of educational
institutions create a milieu in which students devei-
op intellectually, socially, culturally, and politically.
The extent to which these milieux are hospitable,
welcoming, and supportive to students from diverse
backgrounds with a multiplicity of experiences may
influence profoundly the degree to which California
will develop economically, politically, and socially in
the future.

In order to meet the needs of the State, both in terms
of absolute numbers and diversification of the pro-
fessoriate and staff, an examination of its current
situation is essential. The information in this report
provides an analytic base from which to initiate
long-range planning projects as well as a means to
develop and identify successful and efficient strate-
gies to encourage students to pursue careers in aca-
demia.

Origins of the report

Pursuant to Education Code Section 66903.1 (AB
605, Hughes, 1985) and its predecessor (AB 1035,
Hughey, 1977), the California Postsecondary
Education Commission reports biennially on “the
representation and utilization of ethnic minorities
and women .mong academic, administrative, and
other employees” in California public postsecondary
education (Appendix A, page 31). This report is the
fifth in the series that began in 1979. It provides
information on the gender, ethnic, and racial
composition of faculty and staff in the California
State University, the University of California, and
the California Community Colleges for the 1987-88
academic year.

The legislation directing the Commission to prepare
this series of reports requests the three public sys-

tems to provide information on the following aspects
of this topic:

e Employment, classification. and compensaticn of
the faculty and staff by gender, ethnic, and racial
categories:

e Patternsof utilizaticn« fgroups historically under-
represented among different job categories com-
pared with the availability of qualified members
oi'those groups for different job categories:

o Specific results of affirmative action programs in
reducing the underrepresentation of specific

groups;
o Identification of strengths and inadequaciss of

current affirmative action programs, including in-
adequacies resulting from budgetary constraints.

Reports from the three systemwide offices provide
the basis for the Commission comments that are pre-
sented in this part of the report. Parts Two, Three,
ard Four of the report reproduce those documents as
submitted.

Preparation of the report

Assembly Bill 605 directs the Commission to submit
its findings by March 1 every two years. The system-
wide offices urged the Commission to request of
Assemblywoman Hughes, the author of the legisla-
tion, an extension of the March 1 reporting deadline
toJune 1. The Commission agreed to do so, with the
understanding that the segments would submit their
reports to the Commission by March 1 in order to
allow a thorough analysis of their data before the
Commission forwarded their reports to the Legisla-
ture. The Office of the Chancellor of the California
State L'niversity forwarded its report on March 28.
The Office of the President of the University of Cali-
fornia submitted its document on April 26. The
Chancellor's Office of the California Community
Colleges transmitted its report on May 23.

The Chancellor’s Office provided the reouested in-
formation in the unique employment categories used
by California’s Cominunity Culleges. In terms of fac-
ulty, these categories are (1) Regular and Contract,
and (2) Temporary and Part Time. In terms of stafT,
the categories are (1) Certificated Administrative,




(2) Professional, (3) Classified Administrative, and
(4) Classified Employees.

The State University and the University of Califor-
nia reported their information in the reporting
scheme developed by the Federal Equal Employ-
ment Opportunity Commission (EEO) in its survey
form and its supplement referred to as EEO-6. A copy
of these forms is reproduced in Appendix B on pages
33-34 of this report along with the definitions em-
ployed by the federal government for the relevant
occupational sub-categories. For faculty, those cate-
gories are (1) Tenured, (2) Tenure-Track, and (3)
Other Faculty. Staff are categorized as (1) Execu-
tive/Administrative/Managerial, (2) Professional/-
Non-Faculty (3) Secretarial/Clerical (4) Technical/-
Paraprofessional, (5) Skilled Crafts, and (6) Other.

Limitations of the report
The Commission’s report has several limitations:

1. It contains a retrospective analysis of trends in
the diversification of faculty and staff over the
last decade within the EEO occupational cate-
gories. Althcugh these categories have been con-
sistent since 1977, collective bargaining agree-
ments reached in 1981 at the California State
University re-assigned staff whose positions were
designed as confidential to the Executive/Admin-
istrative/Managerial category. As a conse-
quence, interpretations of changes between 1977
and 1987 in this category for this system is sub-
ject toinfluence from this reclassification.

2. Each EEO occupational category is exvansive.
Because of these large aggregations, there is
difficulty in determining and understanding the
nature of changes in institutional staffing pat-
terns during the last decade. For example, the
“Professional/Non-Faculty” category includes stu-
dent-service professionals, accountants, coaches,
and librarians -- 2 mixture of occupations that
appear o have little in common.

3. Finally, the report analyzes progress in the diver-
sification of faculty and staff over the past de-
cade, but as it suggests on pages 25-26, further
examination is warranted in order to provide the
basis for discussing future policy questions that
are only suggested by these data.

Orgai.i;.ation of the Commission’s comments

On pages 7-24 of this report, the Commission identi-
fles changes in the composition of faculty and staff of
the State University, the University, and the Com-
munity Colleges and discusses their affirmative
action programs designed to increase faculty and
staff diversity.

On pages 25-26, the Commission offers five findings
from these data and provides recommendations on
the future reporting of information on the staff in
postsecondary education.

In the final section on pages 27-30, the Commission
presents a prospectus for a study of faculty diversifi-
cation that will analyze the factors related to diversi-
fication in a manner designed to expand future State
policy options in this area.
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Composition of the Faculty and Staff

2

in Each of the Three Segments

THIS section of the report presents information on
the composition of the professoriate and staff of each
of the three public postsecondary segments for the
1987-88 academic year and offers comments on the
progress of each segment in designing and imple-
menting strategies and programs to achieve greater
diversity as the year 2000 approaches. It also dis-
plays the corresponding figures for the 1977-78 year
-- the first year that the categories presently in use
were established -- i~ order to assess the extent to
which the compositior. °f these systems over the last
decade has become more diverse in terms of ethnici-
ty, race, and gender. The reports from the State Uni-
versity and the University reproduced later in this
document present information on the incremental
changes in the intervening years. However, the pre-
dominant patterns are most clear when viewed over
the span of the entire decade, as illustrated here.

Changes at the California State University

Over the last decade, the composition of the student
body of the California State University has become
more diverse, as shown in Display 1 on pages 2-3
above:

e In 1977, less than 24 percent of the students at-
tending the State University were from American
Indian, Asian, Black, or Hispanic backgrounds;
last fall, over 31 percent were from those back-
grounds.

o Although there was a numerical increase in each
racial-ethnic category, the growth in Asian and
Hispanic students is most noteworthy. The num-
ber of Asian students attending the State Univer-
sity nearly tripled, and their proportional repre-
sentation approximately doubled. While less pro-
nounced, the growth in the enrollment of students
from Hispanic backgroundsis notable: Their num-
ber nearly doubled during the decade, and their

proportional representation reached the 10 per-
cent level.

In contrast, the proportion of students who are
from American Indian and Black backgrounds de-
creased over the last ten years.

The presence of women students in the State Uni-
versity increased in the last decade from 50.1 to
54.5 percent.

Progress among the faculty

Racial-ethnic composition: While solid advances have
been forthcoming in diversifying the student body of
the State University, progress in changing the racial
and ethnic composition of its academic workforce has
been considerably slower. Display 2 on pages 8-9 il-
lustrates the following changes that occurred from
1977 to 1987:

e In 1977, American Indian, Asian, Black, and His-
panic faculty comprised 10.8 percent of the profes-
soriate; faculty from these backgrounds accounted
for 14.2 percent of the academic workforce in
1987. Each of these groups increased their nu-
merical representation in the professoriate, while
Asian and Hispanic faculty enhanced their pro-
portional representation in the total academic
workforce.

Within the tenured ranks, there was an increase
in the number and proportion of professors in each
ethnic-racial category except Caucasians, whose
proportional representation declined from 91 per-
cent to 87.3 percent over the last ten years.

Within the tenure-track category, there was an
increaseof 125 positions. Faculty from Asian, His-
panic, and Caucasian backgrounds experienced
growth in this rank, with the numerical and pro-
portional representation of Asians far outstrip-
ping the growth in other ethnic-racial categories.
The proportional representation of Black faculty
in this category decreased by nearly one-half,




DISPLAY 2 Number and Percert of Full-Time Faculty by Category, Gender, and Racial-

Men
1977 1987 1977-1987 1977
Percent
Occupational Percent of Percent of Number Change of Percent
Category Number Category Number Category Change 1977 Base Number Category
Tenured Faculty
AmericanIndian 20 0.3% 31 0.4% +11  +55.0% 3 0.2%
Asian 364 51 478 6.9 +114  +31.3 52 3.5
Black 127 1.8 163 2.3 +36  +28.3 45 3.1
Hispanic 146 2.0 224 3.2 +78  +53.4 27 1.8
White 6,540 90.9 6,056 87.1 -484 -7.4 1,343 91.4
Total 7,197 100.0 6,952 100.0 -245 -3.4 1,470 100.0
Tenure Track Faculty
American Indian 9 0.8 4 0.4 -5 -55.6 3 0.6
Asian 69 5.8 163 14.2 +94 +136.2 28 5.7
Black 63 5.3 35 3.1 -28 -44.4 43 8.8
Hispanic 58 4.8 62 5.4 +4 +6.9 30 6.1
White 998 83.4 874 76.8 -124 -12.4 386 78.8
Total 1,197 100.0 1,138 100.0 -59 -4.9 490 100.0
Other Facuity
American Indian 7 0.7 1 0.1 -6 -85.7 5 1.2
Asian 52 5.2 69 9.5 +17  +32.7 10 2.3
Black 35 3.5 19 2.6 -16 -45.7 11 2.6
Hispanic 48 4.8 32 4.4 -16 -33.3 20 4.7
White 855 858 605 83.3 -250 -29.2 382 84.3
Total 997 100.0 726 100.0 27 -27.2 428 100.0
Total Faculty
AmericanIndian 36 0.4 36 0.4 0 0.0 11 0.5
Asian 485 52 710 8.1 +225 +46.4 90 3.8
Black 225 2.4 217 2.5 -8 -3.6 99 4.1
Hispanic 252 2.7 318 3.6 +66 +26.2 77 3.2
White 8,393 89.4 7,535 85.5 -858 -10.2 2,111 88.4
Total 9,391 100.0 8,816 100.0 -575 -6.1 2,388 100.0

Note: Dueto rounding, each column may not add to exactly 100.0 percent.
Source: California Postsecondary Education Commission.
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Ethnic Background at the California State University, Fall 1977 and Fall 1987

Women

Total

1977-1987

1977

1987

1977-1987

Percent of
. Category

564
674

23
19
20
442
508

18
152
109
108

2,528
2,915

83.7
100.0

0.8
4.5
3.7
3.9
87.0
100.0

0.6
5.2
3.7
3.7
86.7
100.0

Change

+178
+184

-1
+13
+8

+60
+80

+7
+62
+10
+31
+417
+527

Percent
Number Change of
1977 Base

Percent of
Numb=r Category

Number

+46.1
+37.6

-20.0
-130.0
+72.17
0.0
+15.7
+18.7

+63.6
+68.9
+10.1
+40.3
+19.8
+22.1

1,384
1,687

12
62
46
68
1,237
1,425

47
375
324
329

10,504
11,779

82.0
100.0

0.8
4.5
3.2
4.8
86.8
100.0

0.4
4.9
2.8
2.8
89.2
100.0

1,438
1,812

92
38
52
1,047
1,234

54
862
326
426

10,063
11,731

Percent of
Category

79.4
100.0

0.4
7.5
3.1
4.2
84.8
100.0

0.5
7.3
2.8
3.6
85.8
100.0

Percent

Number Change of
Change 1977 Base

+54
+125

+30
-8
-16
-190
-191

+7
+287
+2
+97
-441
-48

+3.9
+7.4

-58.3
+48.4
-174
-23.5
-15.4
-13.4

+14.9
+49.9
+0.6
+29.5
-4.2
-0.4
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from 6.3 percent to 3.6 percent during this time
period.

e While there was an overall decrease of 191 non-
ladder faculty positions at the State University,
since 1977, both the number and proportion of
Asians increased in this category.

Gender composition: In terms of the presence of
women among the faculty in the State University,
Display 2 indicates that positive changes have
occurred:

¢ In the total academic workforce, the percentage of
women has increased from 20.3 to 24.8 percent
since 1977. The number of women in each ethnic-
racial group grew, with Caucasian women experi-
encing the greatest numerical growth, although
their proportional representation declined slight-
ly among women faculty.

¢ Women occupied 17 percent of the tenured profes-
sorships in 1977 and 20 percent in 1987. The
number of women in each racial-ethnic category
increased, with the number of Caucasian women
growing most dramatically. However, the propor-
tional representation among women professors of
Caucasians declined from 91.4 percent to 87.8
over the last decade.

¢ In the tenure-track rank, the proportional rep-
resentation of women grew from 29 percent to
37.2 percent since 1977. The number of women in
all racial-ethnic categories, with the exception of
Black females, increased.

¢ The proportion of wom:n in the non-ladder ranks
grew from 30 percent to 41.2 percent over the last
ten years, with Asian, Black, and Caucasian wom-
en sharing in this growth pattern. While Cauca-
sian women experienced the largest numerical
increase, their proportional representation de-
clined.

Progress among the staff

Racial-ethnic composition: The staff of the State
University has diversified ethnically and racially
over the last decade, as demonstrated in Display 3 on
pages 12-13:

e In 1977, nearly 26 percent of the total staff work-
force was from American Indian, Asian, Black, or
Hispanic backgrounds, compared to 31.5 percent

in 1987. All racial-ethnic groups except Cauca-
sians experienced growth in their numerical
representation over the last decade, with the
largest increases in the number and proportion of
Asian and Hispanic staff members.

¢ For the Executive/Administrative/Managerial
classification, staff in all racial-ethnic categories
increased their numerical representation in the
workforce, although this change is accounted for,
‘o some extent, by the reclassification of positions
carrying the confidential designation to this cate-
gory in 1981. While the numbker of Caucasian
staff in this category showed the most growth, the
proportional representation of American Indian,
Asian, Black, and Hispanic staff each more than
doubled. As a consequence, these groups together
increased their representation from 8.5 percent in
1977 to 20.6 percent in 1987.

o In the Professional/Non-Faculty category, the
trend noted above, although less striking, was
repeated. Each racial-ethnic category numerical-
ly increased; proportionally, the combined pres-
ence of American Indian, Asian, Black, and His-
panic staff accounted for 26.7 percent of the clas-
sification in contrast to 20.1 percent in 1977.

¢ In the Secretarial/Clerical category, substantive
numerical gains were noted only for Hispanic
staff. However, because of the dramatic decline in
the number of Caucasian staff in this classifica-
tion, American Indian, Asian, and Black staff evi-
denced a proportional increase.

¢ [n the Technical/Paraprofessional classification,
all racial-ethnic groups increased their numbers
and only the proportional representation of Cau-
casians declined.

Gender composition: Display 3 provides evidence
that progress has been achieved with regard to
greater representation of women in the staff work-
force of the State University:

¢ The proportion of women in the total staff work-
force increased from 53.2 to 56.3 percent since
1977, with the number of women in every racial-
ethnic category increasing. Only Caucasian wom-
en declined in proportional representation in the
total staff workforce.

e There has been a dramatic growth in the number
and proportion of women in the Executive/Ad-




ministrative/Managerial classification, which is
attributable, in large measure, to the reclassifi-
cation discussed above. In 1977, less than 8 per-
cent of staff in this classification were women,
compared to 34.5 percent in 1987. While Cauca-
sian women experienced the largest numerical
growth, the comparative growth in the number of
American Indian, Asian, Black, and Hispanic
women is striking. In 1977, only seven women
from these racial-ethnic categories were in this
classification; by 1987, there were 176 of these
women in the Executive classification.

e The trend noted above, albeit less pronounced, is
noted in the Professional/Non-Faculty classifica-
tion. The proportion of women in this classifica-
tion grew from 42.3 to 55.7 percent, with women
in each racial-ethnic category increasing in num-
ber. Asian and Hispanic women improved their
representation among women in this category,
while the opposite was true for Black women.

¢ Inthe remaining classifications, women increased
their proportional representation: In the Secre-
tarial/Clerical category, the proportion of women
increased from 91.7 to 93.7; in the Technical/Para-
proiessional category, the percentage of women
grew from 45.8 to 54.2; and, for the “Other Staff”
category, the proportion of women expanded from
15 to 19 percent. In each classification, the pro-
portion of Taucasian women decreased and the
percentage of Asian and Hispanic women grew to
the greatest extent.

Status of programs to diversify the faculty

Utilizing institutional and State resources, the State
University has developed and implemented two pro-
grams designed to attract, retain, and promote indi-
viduals from groups underrepresented on postsec-
ondary faculties:

e Forgivable Loan/Doctoral Incentive Programs: Be-
gun in 1987, 60 students are participating in this
program that identifies students in doctoral pro-
grams to receive loans in the amount of up to

$10,000 per year for three years to facilitate com-
pletion of their dissertations. Upon receiving the
doctorate, 20 percent of the loan is forgiven each
year if the recipient becomes a faculty member at
the State University.

o Affirmative Action Faculty Development Program:
This program provides resources for research, pub-
lications, and release time to junior faculty in or-
der to facilitate their retention and promotion.
During the past ten years, over 1,600 awards have
been provided through this progran., and 80 per-
cent of the participants have remained faculty
members at the State University.

Status of programs to diversify the staff

The State University has initiated two programs to
increase the number of staff from underrepresented
backgrounds who are retained and promoted in the
system:

e Administrative Fellows Program: Since 1978, ten
faculty and staff members per year who have in-
dicated an interest in pursuing an administrative
career were invited to participate in this program.
Among the program activities are the develop-
rent of mentorships with senior administrators
and participation in administrative training
workshops. Of the past participants, 62 percent
have been promoted within the administrative
ranks.

o Disabled Employees Assistive Device Program: De-
signed to encourage the employment, retention,
and promotion of disabled faculty and staff, this
program provides special equipment and assis-
tance services to meet the unique needs of disa-
bled people. Approximately 200 faculty and staff
each year receive services through this program
that enables them to participate more fully in the
academy.
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DISPLAY 3 Number and Percent of Full-Time Staff by Category, Gender, and Racial-

Men
1977 1987 1977-1987 1977
Percent,
Occupational Percent of Percent of Number Change of Percent
Category Number Category Number  Category Change 1977 Base Number Category
Executive/Administrative/Managerial
American Indian 0 0.0% 5 0.3% +9 n/a 0 0.0%
Asian 8 1.8 59 3.9 +51 +637.5% 1 2.6
Black 14 3.2 137 9.0 +123 .878.6 5 13.2
Hispanic 12 2.7 104 6.8 +92  +766.7 1 2.6
White 408 92.3 1,222 80.0 +814  +199.5 31 81.6
Tutal 442 100.0 1,527 100.0 +1,085 +245.5 38 100.0
Professional/Non-Faculty
American Indian 16 1.1 12 0.8 -4 -25.0 6 0.5
Asian 63 4.1 111 i +48 +76.2 68 6.1
Black 116 7.6 131 9.0 +15 +12.9 99 8.8
Hispanic 113 7.4 142 9.8 +29 +25.7 51 4.5
White 1,215 79.8 1,052 72.7 -163 -13.4 897 80.0
Total 1,523 100.0 1,448 100.0 -15 -4.9 1,121 100.0
Secretarial/Clerical
Airerican Indian 8 1.8 3 1.0 -5 -62.5 24 0.5
Asian 27 5.9 32 11.9 +5 +18.5 302 6.0
Black 63 13.8 42 15.6 -21 -33.3 392 1.8
Hispanic 47 10.3 39 14.5 -8 -17.0 505 10.1
White 310 68.1 153 56.9 -157 -50.6 3,794 75.6
Total 455 100.0 269 100.0 -186 -40.9 5,017 100.0
Technical/Paraprofessional
American Indian 5 0.4 10 0.8 +5  +100.0 4 0.4
Asian 63 5.1 119 9.0 +56 +88.9 67 6.4
Black 61 5.0 83 6.3 +22 +36.1 55 5.3
Hispanic 68 5.5 107 8.1 +39 +57.4 43 4.1
White 1,034 84.0 1,005 75.9 -29 -2.8 871 83.8
Total 1,231 100.0 1,324 100.0 +93 +7.6 1,040 100.0
Other Staff
American Indian 34 1.1 30 1.4 -4 -11.8 6 1.1
Asian 222 7.0 214 9.6 -8 -3.6 26 4.6
Black 509 16.0 352 15.8 -157 -30.8 165 29.4
Hispanic 492 15.5 480 21.6 -12 -2.4 57 10.2
White 1,924 60.5 1,145 51.6 -779 -374 307 54.7
Total 3,181 100.0 2,221 100.0 -960 -30.2 561 100.0
Total Staff
American Indian 63 0.9 60 0.9 -3 -4.8 40 0.5
Asian 383 5.6 535 7.9 +152 +39.7 464 6.0
Black 763 11.2 745 11.0 -18 -2.4 716 9.2
Hispanic 732 10.7 872 12.8 +140 +19.1 657 8.4
White 4,891 71.6 4,577 67.4 -314 -6.4 5,900 75.9
Total 6,832 100.0 6,789 100.0 -43 -0.6 1,717 100.0
Note: Due to rounding, each column may not add to exactly 100.0 percent.
Source: California Postsecondary Education Commission.
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Ethnic Background at the California State University, Fall 1977 and Fall 1987

Women Total
1987 1977-1987 1977 1987 1977-1987
Percent Percent
Percent of Number Change of Percent of Percent of Number Change of
Number Category Change 1977 Base Number Category Number  Category Change 1977 Base
9 1.0% +9 n/a .0 0.0% 14 0.6% +14 n/a
51 6.3 +30 +5000.0% 9 1.9 110 4.7 +101 +1122.2%
73 9.1 +68 +1360.0 19 4.0 210 9.0 +191 +1005.3
43 5.3 +42  +4200.0 13 ST 147 63 +134 +1030.8
630 78.2 +599 +1932.3 439 91.5 1,852 794 +1413 +3219
806 100.0 +768 +2021.0 480 100.0 2,333 100.0 +1,853 +386.0
14 0.8 +8  +133.3 22 0.8 26 0.8 +4 +18.2
169 9.3 +101 +148.5 131 5.0 280 8.6 +149 +113.7
138 7.6 +39 +39.4 215 8.1 269 8.2 +54 +25.1
158 8.7 +107 +209.8 164 6.2 300 9.2 +136 +82.9
1,345 73.7 +448 +49.9 2,112 79.9 2,397 73.3 +285 +13.5
1,824 100.0 +703 +62.7 2,644 100.0 3,272 100.0 +628 +23.8
29 0.7 +5 +20.8 32 0.6 32 0.7 0 0
295 7.3 1 -2.3 329 6.0 327 7.6 -2 -0.6
382 9.5 -10 -2.6 455 8.3 424 9.9 -31 -6.8
576 14.3 +71 +14.1 552 10.1 615 14.3 +63 +11.4
2,744 68.2 -1,050 27.1 4,104 75.0 2,897 67.5 -1,207 -29.4
4,026 100.0 -991 -19.8 5,472 100.0 4,295 100.0 -1,177 -21.5
16 1.0 +12 +300.0 9 0.4 26 0.9 +17 +188.9
138 8.8 +71 +104.4 130 5.7 257 8.9 +127 +97.7
137 8.8 +82 +149.1 116 5.1 220 7.6 +104 +89.7
152 9.7 +109  +253.5 111 4.9 259 9.0 +148  +133.3
1,122 1.7 +251 +28.8 1,905 83.9 2,127 73.6 +222 +11.7
1,565 100.0 +525 +50.5 2,271 100.0 2,889 100.0 +~618 +27.2
2 0.4 -4 -66.7 40 1.1 32 1.2 -8 -20.0
40 1.7 +14 +53.8 248 6.6 254 9.3 +6 +2.4
153 29.3 -12 -7.3 674 18.0 505 13.4 -169 -25.1
101 193 "7 +44-  +77.2 549 14.7 581 21.2 +32 +95.8
226 43.3 -81 -26.4 2,231 59.6 1,371 50.0 -860 -38.5
522 100.0 -39 -7.0 3,742 100.0 2,743 100.0 -999 -26.7
70 0.8 +30 +75.0 103 0.7 130 0.8 +27 +26.2
693 7.9 +229 +49.4 847 5.8 1,228 7.9 +381 +45.0
883 16.1 +167 +23.2 1,479 10.1 1,628 10.5 +149 +10.1
1,930 11.8 +373 +56.8 1,389 9.5 1,902 12.2 +513 +36.9
6,067 69.4 +167 +2.8 10,791 73.9 10,644 68.5 -147 -1.4
8,743 100.0 +966 +12.4 14,609 100.0 15,532 100.0 +923 +6.3
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Changes at the University of California

Over the last decade, the University of California
has made significant progress in diversifying its stu-
dent body, particularly at the undergraduzte level,
as Display 1 earlier illustrated:

¢ In 1977, slightly more than 20 percent of its stu-
dents were from American Indian, Asian, Black,
or Hispanic backgrounds. In the fall of 1987, ap-
proximately one-third of its students were from
these backgrounds.

o The extent of diversity is evident by the increase
in the number and percentage of students from
each of these categories attending the University,
with more than a doubling of the enrollments of
Asian and Hispanic students in the system.

¢ The percentage of women at the University has
increased in the last ten years by 4 percent to
nearly half of the student body.

Progress among the faculty

Racial-ethnic composition: While less significant
than the progress evidenced in diversification of the
student body, the University has made slow
advances in diversifying its faculty racially and
ethnically, as shown in Display 4 on pages 16-17:

¢ The total academic workforce became more di-
verse in the !ast ten years. In 1977, American
Indian, Asian, Black, and Hispanic faculty com-
prised less than 12 percent of the academic work-
force. In Fall 1987, 14.4 percent of the faculty
were from these backgrounds. This growth is ex-
clusively due to the increase in the number of
Asian and Hisparic faculty, since the number of
Black faculty declined in the last decade.

¢ Inthe tenured ranks, while the number of Cauca-
sians increased substantially, the number and
proportion of American Indian, Asian, Black, and
Hispanic faculty also increased. By 1984, these
groups comprised nearly 11 percent of the tenured
faculty category in contrast to their combined pro-
portion of 8 percent in 1977.

¢ On the other hand, the tenure-track classification
showed the opposite trend. While the number of
tenure-track positions at the University declined
overall since 1977, the representation of Ameri-
can Indian and Black individuals in this category

suffered a disproportionate decrease. The propor-
tional decline in Hispanic faculty at this level was
slightly below that for the University as a whole.
The representation of Asians in the tenure-track
categorization experienced a 72.4 percent growth
in the last ten years.

¢ Inthe “Other Faculty” category that is comprised
of all non-ladder positions, the number of these
slots decreaséd overall at the University, with the
percentage of American Indian and Black instruc-
tors declining disproportionately. Both Asian and
Hispanic representation in this category increas-
ed in the last decade.

Gender composition: In terms of the representation
of women on the faculty, Display 4 presents figures
indicating that the status of women has improved to
some extent at the University:

¢ Overall, women now comprise 22.5 percent of the
academic workforce in contrast to 17.8 percent in
1977. Increases in the number of Caucasian wom-
en, and to a less extent Asian and Hispanic fe-
males, accounted for the overall progress of wom-
en.

¢ In the ranks of tenured faculty, the number of
women in all racial-ethnic categories more than
doubled over the last decade, with Asian women
experiencing better than a triple-fold increase.

¢ There was a slight decline in the number of ten-
ure-track positions occupied by women in the Uni-
versity since 1977. Most of that decline occurred
for Caucasian women. However, this decline was
substantially less than the overall reduction of
these positions resulting in an increased represen-
tation of women in this category. The number of
positions filled by Asian and Hispanic women ac-
tually increased over the decade.

e The “Other Faculty” category evidenced an over-
all increase for women of 15.4 percent, with the
majority of the numerical growth in the Cau-
casian category but high proportional growth
evidenced among Asian and Hispanic women.

Progress among the staff

Racial-ethnic composition: The staff workforce of
the University has diversified over the last ten years
in terms of the representation of individuals from




various racial-ethnic categories, as Display 5 on
pages 13-19 illustrates:

¢ In 1977, 30 percent of the staff workforce was
composed of individuals from American Indian,
Asian, Black, and Hispanic backgrounds. Ten
years later, over 34 percent of the stafl were from
those backgrounds. While the number of individ-
uals from each racial-ethnic category grew, with
Caucasians experiencing the greatest numerical
increase of 5,150, proportionally the representa-
tion of Caucasians declined over the last decade.
The proportion of staff who were Asian aad
Hispanic increased the most.

¢ Changes in the staff categories of Executive/Ad-
ministrative/Managerial and Professional/Non-
Faculty are consistent with most of the overall
staff trends in which the representation of indi-
viduals in the workforce from American Indian,
Asian, Black, and Hispanic backgrounds in-
creased numerically and proportiorally. Propor-
tional growth was most striking in the Asian and
Hispanic staff workforce.

¢ The number and proportion of American Indian,
Asian, Black, and Hispanic individuals in the Sec-
retarial/Clerical classification grew since 1977,
with the Asian and Hispanic categories experi-
encing the largest proportional increase and Cau-
casian representation declining.

¢ In terms of all other staff classifications, Cauca-
sians continued to be the numerical majority, al-
though their proportional representation declined
over the last decade. Proportionally, a similar
trend was evidenced among Black staff. Asian
and Hispanic staff increased in their numerical
and proportional representation in this classifica-
tion as well.

Gender composition: Display 5 provides evidence that
progress toward greater representation of women on
the staff is occurring in the University:

¢ The number of women in the staff workforce in-
creased by 7,691 in the last decade, while their
percentage grew by 1.5 percent to 65.7.

¢ There were 771 more women in the Executive/-
Administrative/Managerial classification in 1987,
than in 1977, which represents growth from 28.6
percent to over 46 percent. While the numerical
growth was greatest among Caucasian women,
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each racial-ethnic category evidenced an increase
-- resulting in a proportionally more diverse mix
of top women administrators.

¢ A similar trend was observed within the Profes-
sional/Non-Faculty classification, with the propor-
tion of women increasing from 64.3 to 69.3 percent
in the last decade. Caucasian women increased
their numbers substantially, although all ethnic
categories of women experienced growth. As a
consequence, increasingly more diversity was ob-
served among women in this category in 1987
than in 1977.

¢ Xore even division among men and women was
evident in the Secretarial/Clerical classificaticn
in 1987 than in 1977. The proportion of women
declined from 86.5 to 83.6 percent, although the
number of females increased by 1,885 in compari-
son to 944 for men. There was a numerical and
proportional increase among all categories of men
and women, except Caucasian women, in this
classification.

¢ The proportion of women in the Technical/Para-
professional and “Other Staff” classifications de-
clined. Howaver, women staff in thesa classifica-
tions became a more diverse group as the propor-
tion of American Indian, Asian, Black and His-
panic fen:ales increased in both categories. On
the other hand, the number and proportion of
Black and Caucasian women declined in these
categories over the last decade.

Status of programs to diversify the faculty

Utilizing institutional and State resources, the Uni-
versity has designed and implemented a set of pro-
grams whose combined goal is to increase the num-
ber of tenured professors from backgrounds histori-
cally underrepresented in the academy. To achieve
this goal, the programs are interwoven through the
“pipeline” concept The first program is directed at
students in the junior vear of undergraduate school,
and the final program in the pipeline is geared to-
ward faculty one year from the start of the tenure
appraisal process. A brief description of these pro-
grams follows:

o Graduate Qutreach: Recruitment efforts at the
University, State University, and out-of-state in-
stitutions have encouraged and prepared 76 un-
dergraduates to engage in the highly selective
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DISPLAY 4 Number and Percent of Full-Time Faculty by Category, Gender, and

Men

1977 1987 1977.1987 1977
Percent
Occupational Percent of Percent of Number Change of Percent
Category Number Category Number  Category Change 1977 Base Number Category
Tenured Faculty
American Indian 12 0.2% 13 0.2% +1 +8.3% 1 0.3%
Asian 216 4.5 312 5.8 +96 +444 10 2.9
Black 59 1.2 90 1.7 +31  +52.5 8 2.3
Hispanic 83 1.7 150 2.8 +67 +80.7 11 3.2
White 4,431 92.3 4,856 89.6 +425 +9.6 313 91.3
Total 4,801 100.0 5,421 100.0 +620 +129 243 100.0
Tenure Track Faculty
American Indian 6 0.5 1 0.1 -5 -83.3 4 1.2
Asian 58 5.0 104 13.7 +46  +79.3 18 5.4
Black 40 3.5 11 1.4 -29 -72.5 15 4.5
Hispanic 63 5.5 39 5.1 -24 -38.1 14 4.2
White 983 85.5 605 79.6 -378 -38.5 285 84.8
Total 1,150 100.0 760 100.0 -390 -33.9 336 100.0
Other Faculty
American Indian 25 0.5 4 0.1 -21 -84.0 10 0.6
Asian 434 8.7 528 12.7 +94  +217 148 8.7
Black 84 1.7 48 1.2 -36 -42.9 69 4.1
Hispanic 113 2.3 121 2.9 +8 +7.1 44 2.6
White 4,355 86.9 3,458 83.1 -897 -20.6 1,427 84.0
Total 5,011 100.0 4,159 100.0 -852 -17.0 1,698 100.0
Total Faculty
Amerizan Indian 43 0.4 18 0.2 -25 -58.1 15 0.6
Asian 708 6.5 944 9.1 +236 +33.3 176 7.4
Black 183 1.7 149 1.4 -34 -18.6 92 3.9
Hisparic 259 2.4 310 3.0 +51 +19.7 69 2.9
White 9,769 89.1 8,919 86.3 -850 -8.7 2,025 85.2
Total 10,962 100.0 10,340 100.0 -622 -5.1 2,377 100.0

Note: Due to rounding, each column may not add to exactly 100.0 percent.
Source: California Postsecondary Education Commission.
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Racial-Ethnic Background at the University of California, Fall 1977 and Fall 1987

Women Total
1987 1977-1987 1977 1987 1977-1987
: Percent Percent
Percent of Number Change of Percent of Percent of Number Change of
Number Category Change 1977 Base Number Category Number  Category Change 1977 Base

3 0.4% +2  +200.0% 13 0.3% 16 0.3% +3 +23.1%
36 5.0 +26  +260.0 226 4.4 348 517 +122  +54.0
16 2.2 +8 +100.0 67 1.3 106 1.7 +39  +58.2
29 4.0 +18 +163.6 94 1.8 179 2.9 +85 +904
640 88.4 +327 +104.5 4,744 92.2 5,496 89.4 +752  +15.9
724 100.0 +381 +111.1 5,144 100.0 6,145 100.0 +1001 +19.5
0 0.0 -4 -100.0 10 0.7 1 u.l -9 -90.0
27 8.7 +9 +50.0 76 5.1 131 12.2 +55 +724
13 4.2 -2 -13.3 55 3.7 24 2.2 -31 -56.4
19 6.1 +5 +35.7 1 5.2 58 5.4 -19 -24.7
253 81.1 -32 -11.2 1,268 85.3 858 80.0 -410 -32.3
312 100.0 -24 -7.1 1,486 100.0 1,072 100.0 -414 -27.9
6 0.3 -4 -40.0 35 0.5 10 0.2 -25 -71.4
223 114 +75 +50.7 582 8.7 751 12.3 +163 +29.0
61 3.1 -8 -11.6 153 2.3 109 1.8 -44 -28.8
61 3.1 +17 +38.6 157 2.3 182 3.0 +25 +15.9
1,608 82.1 +181 +12.7 5,782 86.2 5,066 82.8 -716 -12.4
1,959 100.0 +261 +15.4 6,709 100 ° 6,118 100.0 -591 -8.8
9 0.3 -6 -40.0 58 0.4 27 0.2 . -31 -53.4
286 9.5 +110 +62.5 884 6.6 1,230 9.2 +346  +39.1
90 3.0 -2 -2.2 275 2.1 239 1.8 -36 -13.1
109 3.6 +40 +58.0 328 2.5 419 3.1 +91 +21.7
2,501 83.5 +476 +23.5 11,794 88.4 11,420 85.6 -374 -3.2

2,995 100.0 +618 +26.0 13,339  100.0 13,335  100.0 -4 +0.0




DISPLAY 5 Number and Percent of Staff by Category, Gender, and Racial-
Men

1977 1987 1977-1987 — 1977
Percent
Occupational Percent of Percent of Number Change of Percent *
Category Numbsr Category Number Category Change 1977 Base Number Category
Executive/Administrative/Managerial
American Indian 2 0.2% 3 0.2% +1  +50.0% 0 0.0%
Asian 23 2.1 52 3.7 +29 +126.1 1 1.6
Black 63 5.7 5 5.4 +12 +19.0 26 5.8
Hispanic 30 2.7 62 4.4 +32  +106.7 6 1.3
White 997 89.4 1,205 86.3 +208 +20.9 408 91.3
Total 1,115 100.0 1,397 100.0 +282  +25.3 447 100.0
Professional/Non-Faculty
American Indian 21 0.5 17 0.3 -4 -19.0 29 0.4
Asian 401 9.3 682 12.1 +281  +70.1 938 12.1
Black 199 4.6 286 5.1 +87  +43.7 340 4.4
Hispanic 186 4.3 318 5.7 +132 +71.0 220 2.8
White 3,508 81.3 4,322 76.8 +814  +23.2 6,240 80.3
Total 4,315 100.0 5,625 100.0 +1,310 +30.4 7,767 100.0
Secretarial/Clerical
American Indian 12 0.5 20 0.6 +8  +66.7 115 0.8
Asian 180 8.1 405 12.8 +225 +125.0 1,014 7.1
Black 334 15.1 415 13.1 +81  +24.3 1,699 12.0
Hispanic 265 12.0 395 12.5 +130  +49.1 1,213 8.5
White 1,423 64.3 1,923 60.9 +500 -35.1 10,147 715
Total 2,214  100.0 3,158 100.0 +944  +42.6 14,188 100.0
Technical/Paraprofessional
American Indian 16 0.6 13 0.5 -3 -18.8 20 0.7
Asian 191 7.6 370 12.9 +179  +93.7 197 7.0
Diack 317 12.6 359 12.5 +42 +13.2 626 22.1
Hispaaic 190 1.5 272 2.5 +82  +43.2 285 10.1
White 1,803 71.6 1,849 64.6 +46 +2.6 1,706 60.2
Total 2,517 100.0 2,863 100.0 +346  +13.7 2,834 100.0
Other Staff
American Indian 54 1.0 57 1.1 +3 +5.6 13 0.7
Asian 270 5.4 518 10.1 +248 +91.9 98 5.0
Black 1,178 23.7 1,110 21.6 -68 -5.8 895 45.9
Hispanic 731 14.7 1,040 20.3 +309 +423 273 14.0
White 2,745 55.1 2,403 46.9 -342 -12.5 669 34.3
Total 4,978 100.0 5,128 100.0 +150 +3.0 1,948 100.0
Total Staff
American Indian 105 0.7 110 0.6 +5 +4.8 177 0.7
Asian 1,065 7.0 2,027 11.2 +962  +90.3 2,254 8.3
Black 2,091 13.8 2045 12.4 +154 +74 3.586 13.2
Hispanic 1,402 9.3 2,087 11.5 +685  +45.9 1,997 7.3
White 10,476 69.2 11,702 64.4 +1,226 +11.7 19,170 70.5
Total 15,139 100.0 18,171 100.0 +3,032 +20.0 27,184 100.0

Note: Due to rounding, each column may not add to exactly 100.0 percent.
Source: California Postsecondary Education Commission.




Ethnic Background at the University of California, Fall 1977 and Fall 1987

Women Total
1487 1977-1987 1977 1987 - _1977.1987
Percent Percent
Percent of Number Change of Percent of Percent of Number Change of

Number  Category Change 1977 Base Number Category Number  Categorv Change 1977 Base

0.7% +9 n/a 2 0.1% 12 0.5% +10  +500.0%
3.9 +40  +571.4% 30 1.9 99 3.8 +69  +230.0
6.7 +56  +215.4 89 5.7 157 6.9 +68 +76.4
3.4 +35 45833 36 2.3 103 3.9 +67  +186.1
85.3 +631  +154.7 1,405 89.9 2,244 85.8 +839 +39.7
100.0 +771  +172.5 1,562 100.0 2,615 100.0 +1,053 +67.4
0.4 +28 +96.6 50 0.4 74 0.4 +24 +48.0
14.7 +926 +98.7 1,339 11.1 2,546 13.9 +1,207 +90.1
5.1 +310 +91.2 539 4.5 936 5.1 +3M ~13.7
4.4 +329  +149.5 406 3.4 867 4.7 +461 +113.5
75.4 +3,309 +953.0 ‘9,748 80.7 13,871 75.8 +4,123 +42.3
100.0 +4,902 +63.1 12,082 100.0 18,294 109.0 +6,212 +51.4
0.8 +19 +16.5 127 0.8 154 0.8 +27 +21.3
9.9 +584 +57.6 1,194 7.3 2.003 10.4 +809 +67.8
13.7 +509 +30.0 2,033 12.4 2,623 13.6 +390 +29.0
11.8 +684 +56.4 1,478 9.0 2,292 11.9 +814 +55.1
63.7 +89 +0.9 11,570 70.5 12,159 632 +589 +5.1
100.9 +1,885 +13.3 16,402 100.0 19,231 100.0 +2,829 +17.2
1.0 +9 +45.0 36 0.7 42 0.7 +6 +16.7
14.6 +244 +123.9 388 7.3 811 13.8 +423 +1G9.0
17.7 -91 -14.5 943 17.6 894 15.2 -49 -5.2
11.2 +52 +18.2 475 8.9 609 10.4 +134 +28.2
55.6 =27 -1.6 3,509 65.6 3,528 60.0 +19 +0.5
100.0 +187 +6.6 5,351 100.0 5,884 100.0 +3533 +10C.0
0.6 -1 7.7 67 1.0 69 1.0 +2 +3.0
13.5 -158  +161.2 368 5.3 774 11.0 +406  +110.3
32.8 -273 -30.5 2,073 29.9 1,732 24.7 -341 -16.4
21.8 +140 +51.3 1,004 14.5 1,453 20.7 +449 +44.7
31.2 -78 -11.7 3,414 49.3 2,994 42.6 -120 -12.3
100.0 -54 -2.8 6,926 100.0 7,022 100.0 +96 +1.4
0.7 +64 +36.2 282 0.7 351 0.7 +69 +24.5
12.1 +1,952 +86.6 3,319 7.8 6,233 11.3 +2,914 +87.8
11.6 +511 +14.2 5,677 13.4 6,342 12.0 +6635 +11.7
9.3 +1,240 +62.1 3,399 8.0 5,324 10.0 +1,925 +56.6
66.2 +3,924 +20.5 29,646 70.0 34,796 '5.6 +3,150 +17.4
100.0 +7,691 +28.3 42,323 100.0 53,046 100.0 +10,723 +25.3
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process of gaining admission to the academic
graduate programs of the University through a
summer internship experience.

® Research Assistantship/Mentorship Program:
Once admitted, 50 graduate students each year
receive financial support and mentoring from
University faculty in order to gain advanced
research experience prior to the initiation of their
dissertaticz atudy.

o Dissertaticn-Y'ear Fellowships: Upon advance-
ment to canuidacy, approximately 30 students
each year receive a $12,000 stipend to complete
their dissertations, at which time their curricu-
lum vitae are distributed to University campuses
selecting new faculty.

e President’s Fellowships: Support for post-doctoral
study and research are available to approximate-
ly 100 promising scholars who intend to pursue
academic careers upon doctoral completion.

o Targets of Opportunity for Diversity Program: By
creating additional positions for this purpose, 66
faculty from racial and ethnic backgrounds un-
derrepresented in the professoriate and women
have been appointed by the University at various
ranks as of the 1985-86 year.

e Faculty Development Program: Eighty junior fac-
ulty receive support, release time, and mentoring
by senior professors on research studies that may
influence their tenure appraisal.

These programs have been developed and imple-
mented only in the last few years. As such, insuffi-
cient time has elapsed to provide demonstrable evi-
dence of their effectiveness. However, the identifica-
tion of strategic points in the attainment of tenure
and the design of responsive programmatic inter-
ventions to affect progress through this path by indi-
viduals from underrepresented backgrounds indi-
cates the intention of the University to direct atten-
tion teo the issue of academic workforce diversifica-
tion in the future. Further analysis of these pro-
grams and their impact on the composition of the
professoriate may provide valuable information on
strategies that lead to greater diversification of post-
secondary education.

Status of programs to diversify the staff

The University has designed a series of programs
whose combined goal is to attract, retain, and pro-
mote staff members from underrepresented back-
grounds:

o Staff Affirmative Action Development Program:
Campus-based training and development oppor-
tunities are provided for staff that take the form of
career development workshops, educational schol-
arships, technical skills programs, internships,
and assessment activities.

e Management Fellowship Program: Promising
staff are selected to receive mentoring from a
senior management person, with the expectation
that this experience will lead to the development
of skills critical for promotional opportunities.

Although designed to meet the myriad of needs in
the University community for skill development and
training, because of resource constraints, these pro-
grams reach only a small proportion of the staff from
underrepresented backgrounds for whom the pro-
grams were developed. To further assist in the re-
cruitment and advancement of these staff, additional
analysis are required on the types of programs and
resources needed.

Changes at the California
Community Colleges

Progress has been achieved within the last decade in
diversifying the student body of the California Com-
munity Colleges, as Display 1 showed:

e In 1977, 28.1 percent of the students attending
these colleges were from American Indian, Asian,
Black, and Hispanic backgrounds. Ten years la-
ter, individuals from these backgrounds constitut-
ed over one-third of the student body.

¢ The number and proportion of Asian students
doubied in the last decade.

¢ Although less dramatic than the increase in Asian
students, the number and proportion of Hispanic
students increased considerably.




¢ On the other hand, the number of Black students
attending the Community Colleges declined by 26
percent, or by over 30,000 participants, between
1977 and 1987.

* The presence of women increased from 52.7 to
57.2 percent in the last decade.

As discussed on pages 4-5 above, the Chancellor’s
Office of the California Community Colleges sub-
mitted information to the Commission utilizing oc-
cupational categories appropriate to its system in
this reporting cycle. Because these categories are
different than those employed by the colleges in the
past, comparable figures for 1977 are available only
for the total faculty and staff categories. Conse-
quently, Displays 6 and 7 on pages 22-23 provide
subcategory information only for the 1987 year.

Progress among the faculty

Racial-ethnic composition: The advances of the Com-
munity Colleges in diversifying their student body
were mirrored, to a lesser extent, by changes in the
racial and ethnic composition of their academic
workforce. Display 6 at the top of pages 22-23
presents information on the composition of the
faculty of all 106 Community Colleges:

s Over 14 percent of the total academic workforce of
the Community Colleges consisted of faculty from
American Indian, Asian, Black, and Hispanic
backgrounds in 1987.

¢ In 1987, a slightly larger proportion of the Regu-
lar and Contract Faculty (15.5 percent), in con-
trast to the part-time instructional staff (14.5
percent) were from backgrounds historically un-
derrepresented in the academy. Because full-time
faculty are often recruited from the part-time
ranks, the lack of part-time faculty from under-
represented backgrounds is a matter of concern in
terms of the capacity of the system to diversify its
academic workforce in the future.

¢ Numerically and proportionally, the presence in
the Regular and Contract ranks of faculty from
American Indian, Asian, Black, and Hispanic
backgrounds increased in the ten years. In 1977,
12.6 percent of this faculty rank were from
underrepresented backgrounds; ten years later,
the proportion grew to 14.5 percent, despite the
loss of 1,567 positions among regular and contract
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faculty throughout the system. The number and
proportion of Asian faculty grew most dramati-
cally among the underrepresented populations.

Gender composition: Positive changes occurred in
the Community Colleges with respect to the pres-
ence of women in the professoriate, as Display 6
illustrates:

¢ Women comprised over 41 percent of the total aca-
demic workforce of the Community Colleges in
1987.

o There was greater representation of women in the
temporary and part-time rank than among the
regular and contract faculty in 1987. Nearly 44
percent of the part-time faculty were women in
contrast with 37 percent of the professors on
contract.

e The presence of women in contract positions in-
creased from 32.7 percent to over 37 percent over
the decade despite the overall decline of 9.3 per-
cent in this faculty rank in the system.

Progress among the staff

Racial-ethnic composition: The staff of the Commu-
nity Colleges diversified ethnically and racially dur-
ing the last ten years, as the figures in Display 7 on
the bottom of pages 22-23 demonstrate:

¢ Increasingly, the total workforce grew in its.rep-
resentation of American Indian, Asian, Black, and
Hispanic staff members from 25.6 percent in 1977
to nearly one-third in 1987 despite the loss of
1,107 positions during this time period. While the
number of staff from each of these racial-ethnic
backgrounds grew, Asian and Hispanic numerical
and proportional representation changed most
significantly.

o The staff category that was least diversified was
the Classified Administrators, while the category
of Classified Employees was most racially and
ethnically heterogeneous in 1987.

Gender composition: Enhanced representation of
women was achieved among the staff of the Commu-
nity Colleges, as seen in Display 7:

¢ The presence of women in the total staff workforce
grew from 53.3 percent in 1977 to 55.7 percent
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DISPLAY 6 Number and Percent of Faculty by Occupational Category, Gender, and

Regular and Contract Facuity
1977 1987 1977-1987

Percent

Percent of Percent of Number Change of

Racial-Ethnic Background Number Category Number Category Change 1977 Base

American Indian 73 0.4% 92 0.6% +19 +26.0%
Asian 444 - 2.6 599 3.9 +155 34.9
Black 763 4.5 798 5.2 +35 +4.6
Hispanic 853 5.0 891 5.8 +38 +4.5
White 14,788 87.4 12,974 84.5 -1,814 -12.3
Total Faculty 16,921 100.0 15,354 100.0 -1,567 -9.3

Gender

Men 11,389 67.3 9,658 62.9 -1,731 -15.2
Women 5,532 32.7 5,696 37.1 +164 «3.0
Total Faculty 16,921 100.0 15,354 100.0 -1,567 -9.3

Note: Due to rounding, each column may not add to exactly 100.0 percent.
Source: California Postsecondary Education Commission.

DISPLAY 7 Number and Percent of Staff by Occupational Category, Gender, and Racial-

Certificated Administrative Professional Classified Administrative
1987 1987 1987
Percent of Percent of Percent of
Racial-Ethnic Background Number Category Number Category Number Category
American Indian 16 1.0% T 0.4% 5 0.8%
Asian 58 3.6 176 99 25 3.8
Black 169 10.4 194 10.9 45 6.9
Hispanic 148 9.1 206 11.6 56 8.6
White 1,233 75.9 1,195 67.2 517 79.9
Total Staff 1,624 100.0 1,778 100.0 648 100.0
nde

Men 1,150 70.8 859 48.3 411 63.4
Women 474 29.2 919 51.7 237 36.5
Total Staff 1,624 100.0 1,778 100.0 648 100.0

Note: Due to rounding, each column may not add to exactly 100.0 percent.
Source: California Postsecondary Education Commission.
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Racial-Ethnic Background at All California Community Colleges, Fall 1977 and Fall 1987

Temporary and Part-Time Faculty

1987

Percent of

Number Category

151 0.6%
978 3.9
878 s 3.5
1,354 5.4
21,695 86.5
25,056 100.0
14,081 56.2
10,975 43.8
25,056 100.0

Total Faculty

1987

Number

243
1,577
1,676
2,245

34,669
40,410

23,739
16,671
40,410

Percent of
Category
0.6%
3.9
4.1
5.6
85.8
100.0

58.7
41.3
100.0

Ethnic Baci.ground at All California Community Colleges, Fall 1977 and Fall 1987

Classified Employeas Total Statf
1987 1987 1977-1988
Percent of Percent of Percent of Nunber Percent Change
Number Category Number Category Number Category Change of 1977 Base
114 0.8% 130 0.7% 142 0.8% +12 +9.2%
1,115 7.8 907 4.7 1,372 1.5 +465 +51.3
1,587 11.1 1,983 10.2 1,995 10.9 +12 +0.6
2,058 14.4 1,963 10.1 2,468 13.3 +505 +25.7
19,420 65.9 4,468 4.4 12,365 67.4 -2,103 -14.5
14,294 100.0 19,451 100.0 18,344 100.0 -1,107 5.7
5,703 39.9 9,080 46.7 8,123 44.3 -957 -10.5
8,591 60.1 10,371 53.3 10,221 55.7 -150 -14
14,294 100.0 19,451 100.0 18,344 100.0 -1,107 -5.7
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this past fall, despite the reduction of over 1,100
positions.

e The composition of the Certificated Administra-
tors category was the least representative of wom-
en, while the Professional classification was most
heterogeneous in terms of gender.

Status of programs to diversify the faculty

The Fund for Instructional Improvement is designed
to enhance the professional development of faculty
in the Community Colleges. A goal of this program
is the retention and promotion of faculty from un-
derrepresented backgrounds within the system.

In the past, the primary vehicle through which the
Community Colleges diversified the academic work-
force of the system was adherence to federal and
State affirmative action procedures. An innovative
approach that the Chancellor’s office plans to initi-
ate in the future is the Affirmative Action Registry.
Based upon an electronic bulletin board concept, a
statewide network would be established to distrib-
ute information on vacant positions and disseminate

resumes of prospective applicants throughout the
system. A proposal to develop and implement the
registry will be presented to the Governor and Legis-
lature in the future.

Status of programs to diversity the staff

Two mechanisms exist in the Community Colleges
to provide opportunities for staff mobility:

e [In the vocational education area, staff develop-
ment to promote greater representation of women
is part of program improvement activities. Staff
who serve students from underrepresented back-
grounds and those with disabilities are the pri-
ority participants in these activities.

e The Employer-Based Training Unit implements
staff development activities through its Vocation-
al Instruction and Career Counselor In-Service
Training Program. Through this program, staff
learn instructional strategies and career guidance
techniques to improve their skills as well as coun-
sel students more effectively.
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2 Summary and Recommendations

Summary of findings

The faculty and staff in California’s public colleges
and universities are more diverse today than in
1977. In that sense, change has occurred in terms of
the presence on college and university campuses of
American Indian, Asian, Black, and Hispanic pro-
fessors and staff as well as women. However, the
changing composition of the State and the student
bodies of these institutions intensifies the focus on
the extent to which progress in diversifying the
faculty and administration has been excruciatingly
slow and the results small. Without substantial
changes, the question remains: Can California, the
first mainland State in which no one racial or ethnic
group will be a majority of the residents by the year
2000 and in which the population of women is
growing, maintain its leadership position in the
countryeconomically, technologically, politically, and
internationally?

Within this general picture of concern, five major
findings emerge from this report:

1. Great similarity exists in the trends observed
among the three public segments of higher edu-
cation in the State in terms of changes in the
composition of their academic and staff work-
forces over the last decade.

2. Among all racial-ethnic groups, the proportion of
faculty and staff from Asian and Hispanic back-
grounds increased the most.

3. Ofall the underrepresented groups, Black faculty
and staff experienced less growth in all systems.
Numerically and proportionally, the Black pres-
ence declined in many areas of the academy.

4. Women were more represented in the academic
and staff workforcesof each segment in 1987 than
a decade earlier.

5. While the number of Caucasian women increased

to a greater extent than other categories of wom-
en, the proportion of wrmen from underrepre-
sented backgrounds proportionally increased to a
greater extent. In particular, the change in the
number and proportion of Asian women was note-
worthy.

Recemmendations for the future

Although this report satisfies the Commission’s stat-
utory reporting requirement by providing a picture
of the ethnic and gender composition of the faculty
and staff in the three segments, further analysis is
needed to assess the extent to which an unique op-
portunity exists to diversify the faculty and staff by
the turn of the century, given the massive replace-
ment efforts that are anticipated by the three public
systems in order to replenish their professorial
ranks. In particular, comprehensive information is
necessary to guide policy discussions and develop
statewide strategies to address the issues of faculty
and staff diversification.

To that end, the Commission recommends that:
1. A project be initiated to study the issues sur-

rounding faculty diversification, including but not
limited to, the following variables:

e Anticipated faculty hiring opportunities by vir-
tue either of retirements or anticipated growth;

e The pool of candidates presently available for
these faculty positions by gender and racial-
ethnic categories;

e The pool of undergraduates and graduates ex-
pecting to pursue academic careers; and

e [Institutional strategies that have ¢.monstrat-
ed a capacity to increase the future faculty pool.

The details of this proposed project are presented
on pages 27-28 in the next section of this report.
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2. Future reports in this series on postsecondary

16

staff should:

e Continue to describe the composition of the

staff in postsecondary education using the cate-
gories specified by the Equal Employment Op-
portunity Commission in its Higher Education
Staff Information (EEO-6) Survey. Continuing
to report information on this basis will provide
the opportunity to identify trends and monitor
change over time since these categories have,
in the main, been consistent since 1975. Fur-
ther, this requirement of the Federal Govern-
ment ensures a standardization of information
across systems that is helpful in developing a
statewide picture of the composition of staff in
postsecondary education in California.

Disaggregate the information in the EEO-6 re-
ports into more meaningful classifications, par-
ticularly with respect to the Executive/Admin-
istrative/Managerial and Professional Non-
Faculty categories. The University of Cali-
fornia and the California State University are
prepared to provide staff information on the
basis of their personnel systems that classify
the staff accordingto function and level of re-

sponsibility. Information based upon these sys-
tems could supplement the heterogeneous and
aggregated categories in the EEO-6 report in a
manner that will provide greater clarity about
the composition of their postsecondary educa-
tion staff.

Examine staff career ladders with respect to
progress in diversifying postsecondary educa-
tion leadership in the State. Since diversifying
the educational leadership rarks is a priority
for California, an analysis of paths to executive
and administrative positions is needed for three
reasons: )

1. To identify strategic points along the paths;

2. To identify existing practices, policies, and
programs that enable individuals te progress
along the path; and

3. To develop State and institutional initiatives
that will facilitate the movement of staff
from underrepresented groups into educa-
tional leadership positions.

To this end, in the near future Commission staff will
develop a prospectus for a study of career paths in
postsecondary education.



Prospectus for a Study

4

of Faculty Diversification

Context of the study

Recent estimates indicate that California’s three
public postsecondary systems will be engaged in a
massive faculty hiring effort by the turn of the cen-
tury due to retirements, expected growth, and
changing workplace demands. The University ex-
pects to hire 6,000 faculty members; the State Uni-
versity anticipates seeking 8,000 new faculty; and
the Community Colleges estimate a need for 9,800
full-time faculty by the year 2,000. Taken together,
the public postsecondary systems will be replacing
approximately 64 percent of their current faculty
within the next 12 years. Independent colleges and
universities are in a similar situation. Because of
the sheer numbers involved -- a situation that will
not occur again for roughly 30 years -- the opportu-
nity exists to develop a quality faculty that repre-
sents the ethnic, racial, and gender diversity of Cal-
ifornia.

Diversifying the faculty is an increasingly impor-
tant State policy goal as greater proportions of the
undergraduate student body of postsecoriary insti-
tutions are of American Indian, Asian, Black, His-
panic, and low-income backgrounds. Its significance
is illustrated by the inclusion in the draft report of
the Legislature’s Joint Committee for the Review of
the Master Plan for California Higher Education of
Recommendation 33 “to double the number of mi-
nority faculty and increase the number of women
faculty by 50 percent by the end of the century”
(1988, p. 76). The major questions to be answered
with respect to this recommendation are:

o What actions can the State continue or initiate to
achieve this goal?

What policies can the State adopt that support the
actions of the educational systems to diversify
their faculty?

What State policies can influence the develop-
ment of intersegmental cooperation among the

public and independent systems to achieve this
goal?

Historically, the Commission has reported biennial-
ly on the composition of the faculty in California’s
three segments of public higher education in accor-
dance with statutory obligations beginning in 1975.
While these reports have provided a picture of the
faculty at a given point and monitored changes in
the composition of the faculty over time, they have
lacked a dynamic quality to guide the State in pro-
gressing toward greater faculty diversity.

This proposed study seeks to remedy that lack by de-
veloping an analytical basis for recommendations
regarding statewide planning to achieve this goal.
Further, the project proposes to include independent
colleges and universities in its analysis because of
the important role that they p.ay in educating stu-
dents at the baccalaureate and post-graduate levels.

Purposes of the study
The proposed study has five purposes:

1. To analyze the future demand for faculty by dis-
cipline and by system;

. To estimate the pool of candidates within the
State and nation who are expected to be available
for faculty positions by gender, racial-ethnic cate-
gories, discipline, and system;

. To identify critical points in the process from
graduate school admission through tenure ap-
praisal that affect the composition of the faculty;

. To specify programs, practices, and policies that
have demonstrated the capacity to enhance prog-
ress in diversifying the faculty; and




5. To develop policy recommendations leading to
progress in diversifying the faculty rather than
compliance with statutory regulations.

Components of the study

"

The Commission will convene a technical advisory
committee to assist in designing and conducting the
study through their knowledge of the issues in-
volved, informational sources, and existing pro-
grams that have evidenced results with respect to
faculty diversification. Members of this technical ad-
visory committee will be appointed after consulta-
tion with the Commission’s Statutory Advisory Com-
mittee.

In line with the purposes listed above, the study will
have five components:

1. Through an analyses of factors that influence the
demand for faculiy, the Commission will develop
projections of anticipated statewide needs by dis-
cipline and by system. Among the factors that
will be examined are:

o Statewide demographic changes;

¢ Fluctuations in the field that students choose to
pursue;

¢ Academic and non-academic workplace needs;
¢ Potential expansion of postsecondary facilities;
¢ Postsecondary enrollments; and

e Faculty departures.

2. The Commission will analyze the current avail-
ability and anticipated availability of faculty can-
didates, by racial-ethnic categories, gender, and
discipline to meet statewide and system needs.
This examination will include estimates of the
supply of potential faculty available on the basis
of knowledge about competition for members of
the pool from within and outside of academia.
Further, it will identify the various supply
sources from which faculty are drawn -- graduate
programs, the private sector, other states -- and
the composition of these prospective pools. From
this analysis, the Commission anticipates iden-
tifying those disciplines in which present and
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foreseeable underrepresentation is a function of a
small pool of candidates and those disciplines in
which the pool is, or will be, more substantial. Fi-
nally, this phase of the study will consider differ-
ences in terminal degree qualifications for faculty
among the systems as those differences affect esti-
mates of availability.

. The Commissioa will identify critical points that

affect progress through the pipeline from grad-
uate school admission to the granting of tenure for
members of underrepresented groups. This aspect
of the project will involve a review of relevant lit-
erature and, if necessary, solicitation from current
faculty as to strategies that can enhance diversity
in the professoriate.

. The Commission will identify programs, policies,

and practices both in California and elsewhere
that enhance diversity within the faculty. In ad-
dition to single-system efforts, interinstitutional
and intersegmental programs that have demon-
strated success in diversifying the faculty will be a
focus in this aspect of the project. Upon identifica-
tion, the Commission will disseminate informa-
tion on these exemplary programs and practices.

. The Commission will develop policy recommen-
dations based on the re.alts from the study. These
recommendations will focus on:

o Short-term actions that could telescope the pro-
cess, involving a minimum of ten years, to ex-
pand the pool of women and American Indian,
Asian, Black, and Hispanic candidates who are
eligible for, and interested in, faculty positions;

o Long-term solutions that will expand the pool
of candidates, including support for developing
and continuing programs at the pre-college and
undergraduate levels that have demonstrated
success in diversifying the professoriate;

e The role of California’s independent institu-
tions in contributing to the pool of women and
American Indian, Asian, Black, Hispanic can-
didates who are available for faculty positions;

o Institaiional procedures that affect the selec-
tion of qualified faculty members, plus strate-
gies to be initiated that are sensitive to pres-
sure points among these procedures; and




¢ The creation of innovative approaches to diver-
sifying the faculty, including appropriate re-
ward and incentive structures that respond to
faculty prerogatives and institutional values.

Information requirements

In order to conduct the study, information from
several sources will be collected and analyzed:

1. Estimates of demand

As a part of their ten-year plans, the California
State University and the University of California
are developing estimates of their anticipated de-
mand for faculty by discipline, and in some cases
sub-disciplines, by campus. The Community Col-
leg:s and the independent sector are planning to
conduct similar analyses in the future. Access to
these analyses will be helpful in creating state-
wide estimates on expected opportunities to hire
faculty.

In addition to these estimates, the Commission
will obtain information on the following factors
from the listed sources as well as other resources:

e Demographic changes: 1980 Census of Popula-
tion; Department of Finance's Population Re-
search Unit;

¢ Student interests: Commission data on enroll-
ment by discipline; Higher Education Research
Institute’s Cooperative Institutional Research
Program annual survey of freshmen;

e Labor market: Employment Development De-
partment; and Department of Labor analyses
and “Workforce 2000” (Johnston, 1987);

¢ Faculty departures: systemwide estimates;

e Postsecondary enrollmants: systemwide and
Commission estimates; and;

¢ Expansion of postsecondary facilities: system-
wide and Commissicn estimates.

2. Analysis of supply

The study will utilize information from a variety
of sources to determine the potential pool of can-
didates to take advantage of these hiring oppor-
tunities. Information will be sought on:

¢ Graduate enrollment nationwide: National Re-
search Council; Office of Civil Rights; and the
Integrated Postsecondary Education Data
System (IPEDS) of the U.S. Department of Edu-
cation, if accurate and reliable;

o State enrcllment projections: Department of Fi-
nance’s Population Research Unit; systemwide
estimates; and

¢ Flow of individuals, in both directions, between
academia and the private sector: existing re-
search literature,

. Identification of critical points in the process

from graduate :chool application
through tenure appraisal

The strategy by which this aspect of the study is
conducted will be determined in conjunction with
systemwide offices. Through this collaboration,
staff will seek to:

e Interview members of Academic Senate Affir-
mative Action Committees and other members
of the Academic Senates:

¢ Examine aggregated repocts on the faculty
search process that protect tie confidentiality
of records;

e Become more knowledgeavle aucit peer review
processes; and

¢ Review the research literature on this aspect of
the study.

. Identification of exemplary programs

and practices

This phase of the study will use information from
various sources:




o The University of California in the Twenty-
First Century (Justus, Freitag and Parker,
1987), which provides a foundation for studying
institutional practices, policies, and programs
that have been developed nationwide to diver-
sify the faculty;

¢ Reports on the graduate student affirmative ac-
tion programs of the University and State Uni-
versity; and

o Asearch of the literature on effective strategies
to diversify the faculty.

Relation to other Commission work

In May, the Commission adopted Faculty and Grad-
uate School Enrollment Planning as its second
highest priority with regard to long-range planning.
This proposed study will concentrate on the goal of
diversification of the professoriate within the larger
context of the Commission’s long-range planning ac-
tivities.

The Commission will be conducting a study of inde-
vendent colleges in California in which their contri-
bution as doctorate-granting institutions will be
examined. Information from that study will be help-
ful to this project.

Further, the Special Committee on Educational Eq-
uity has recommended that the issue of faculty di-
versity be considered the most important priority
area for study by the Commission in pursuit of eq-
uitable goals in the State. To that end,.the Commit-
tee has recommended that the Commission launch a
major study on this issue -- a recommendation to
which this prospectus responds.

Schedule
The proposed schedule for the study is as follows:

September 1988: Commission adoption of the re-
port, Diversification of the Faculty and Staff in
California Public Postsecondary Education from
1977 to 1987, that includes this prospectus.

October 1988 - October 1989: Collection and anal-
ysis of information.

June 1989: Progress report submitted to the Poli-
cy Development Committee for information.

March 1990: Draft report submitted to the Policy
Development Committee for review.

May 199G; Draft report submitted to the Policy
Development Committee and Commission for ac-
tion.
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Appendix A Education Code Section 66903.1

"The commission shall report to the Legislature and the Governor on March 1, 1986, and -
every two years thereafter until, and including, 1990, on the representation and utiliza-
tion of ethnic minorities and women among academic, administrative, and other em-
ployees at the California State University, the University of California. and the public
community colleges. To prepare this report, the commission shall collect data from each
of these segments of public postsecondary education. The format for this data shall be the
higher education staff information form required biennially from all institutions of
higher education by the Federal Equal Employment Opportunity Commission, the col-
lection of which is coordinated by the California Postsecondary Education Commission.

(a) The higher education staff information form includes all the following types of data:

(1) The number of full-time employees by job categories, ethnicity, sex, and salary
ranges.

(2) The number of full-time faculty by ethnicity, sex, rank, and tenure.

(3) The number of part-time employees by job categories (including terured, non-
tenured or tenure track, and other nontenured academic employees), ethnicity,
and sex.

(4) The number of full-time new hires by job categories (including tenured, non-
tenured or tenure track and other nontenured academic emplcyees), ethnicity,
and sex.

{b) In addition to the above, the segments shall submit to the commission all the follow-
ing:

(1) Promotion and separation data for faculty and staff employees by ethnicity and
sex for each of the two-year time periods beginning with 1977 to 1979.

(2) Narrative evaluation examining patterns of underutilization of women and mi-
nority employees among different job categories compared wsith the availability
of qualified women and minorities for different job categories.

(3) Narrative evaluation examining specific results of affirmative action programs
in reducing underutilization of women and minorities.

(4) Narrative evaluation of both strengths and inadequacies of current affirmative
action programs, including inadequacies resulting from budgetary constraints.

(c) For purposes of this section, minorities and ethnic minorities shall inc' ude those per-
sons defined as such by rules and regulations of the Federal Equal Employment Op-
portunity Commission.

This section shall remain in effect until January 1, 1991, and as of that date is repealed.



Appendix B H igher Education Staff Information (EE0-6)

Q

ERIC

Aruitoxt provided by Eic:

.. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION .

" HIGHER EDUCATION STAFF INFORMATION (EEO-6) ‘ NO

Public/Private Institutions and Campuses

i
APPROVED B8Y OMB
3048-0009

EXPIRES /30789
)

DO NOT ALTER INFORMATION PRINTED IN THIS BOX

FEDERAL AGENCIES

This is a joint requirement of EEDC, the
Ottice for Cwvil Rights and the Center for
Educstion Siatistics in the Department of
Esucanon. ana the Office of Feders!
Comract Comphance Programs in the
Depariment of Labor. These agencies
form the Higher Education Reporting
Commities. AN survey 1nquiries should
be directed 10 that commitiee.

RETURN ADDRESS

3hown by:

Msil  originel 3nd three
copies-of this form to the sddress

HIGHER EDUCATION REPORTING COMMITTEE
EEOC PROGRAM RESEARCH AND SURVEYS STAFF
2401 E STREETe N.W.

WASHINGTONs D.Ce 20507

IDENTIFICATION

A, INSTITUTION/CAMPUS OR SCHOOL (OMIT IF SAME AS LABEL.)

©1 nang

2, STREET ANO NUMBEN/P 0, 80X

3 CITY/TOWN } 8. COUNTY s Start ! § P CODE
L]

!

8 PARENT INSTTUTION

t.
;
.
i

1. NAME INSTITUION OF WHICH THE BRANCH CAMPUS / MAIN CAMPUS ! SEPARATE ADMINISTRATIVE OFFICE IS A PART

i W

C. REPORT COVERS O FEDERAL CONTRACT INFORMATION !
i
1. SINGLE CAMPUS INSTITUTION INSTITUTION HAS.A CONTRACT SUBCONTAACT WITH ANY US ‘
2. BRANCH CAMPUS GOVERNMENT AGENCY FOR (ANSWER YES OR NO FOR EACH !
SPECIFIED INTERNAL)
2 MAIN CAMPUS
fo o]
4. SEPAAATE ADWINISTATIVE OFFICE 1. 810000440499 S YES SN0
2. $60.000-8099.00 T YES CNO !
§ OTHER (Seecty) 3 SI000000O0RMORE T YES O NO
E. CONTRACTED OR DONATED SEMVICES
{00 not [ othoss) !
M the Iuli-iime and pert-tvme eMpIoYSRs NCKIGEd 1 18 100Nt O ot SUOPY 8X Of the Bervices relsied © the of thie piesse Ind whicn
MO0 S0VIONS 819 Aot CONVACISA by e NEAULOA Of GONSNd 10 the (€ ot SOMIONE 478 ISCUMY I MINGICUS OFT8TS Who donale
Nu $01VIONS. 8t S0NCE8 Providec by § System oftice )
Check ok 1Nt apety: 1
1. © Feouty rasruchonressersh) sernoss I
2 T Tecrweeal ana permprofessio:al servioes l
32 O sevosmenmnence ;
4« O oner {
$ 5 e maer services are denamed er contracted J
BR0C PORN 11 APYR. 908
ORIGINAL-EEOC
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33




FULL-TIME FACULTY BY RANK AND TENURE
{Only include employees reported in "FACULTY" sections of report - PART lA)
{if your institution has no tenutre program, please complele ines 85.92 only)

A TENURED OM|T IF NO EXISTING TENURE PROGRAM
1 PROFESSORS

n 2.ASSO. PROF'S.
n J.ASST, PYOF'S
n 4 INSTRUCTORS i .
7 S, LECTURERS |
" 6.0THER FACULTY l
7. TOTAL
n
B. NON.TENURED OMIT IF NO EXISTING TETURE PROGRAM
ON TRACK
" 8 PROFESSORS
» 9 ASSO. PROF'S. ,
0 10.ASST. PROF'S. i

L] 11, INSTRUCTORS
[ 12 LECTURERS .

$3 13 OTMER FACULTY I
1
14, TOTAL i
&
€ OTHER COMPLETE FOR ALL FACULTY NOT IN A TENURE PROG;RAM
§ h
it 15 PROFESSORS . ! ! ¢ *
n§ 18 ASSO PROF'S H ! 1 i
s+ 17 ASST PROF'S ' ' . N
3 13 INSTRUCTORS i ! ! . )
#» 12 ECTUNLAS i ! i N i
%1 25 OTHER FASULTY : ] H i !_ * . R
B ] 1]
. 21 TOTAL | ; ; bt ;
; ‘ N B T l )
[ S TR = 1 ) .
g AR A:’-I M t * . ' H t i : s . |
TR LINT X YYRPEY Y
NUMBER OF EMPLOYEES
MALE FENALE
PRIMARY NON-HISPANIC . - NON-HISOANIC =a
OC('A%:'IAJ,{‘OYNAL TOTAL .3 ORICIN v {E.8les | 2L ORIGH! v |5,8| &%
somoeos | £x0 : | s8¢ $2,] 523 R 3 P
o4 2go e H & E‘;z’? &xi 9§" w X & a-;'; 23
o E3 3 <o |ze< 3 = b S |xat a3z«
. - E 3 ? 383 z 8 - 283
A 8 [ [+] € F ] H 1 L) S L o
PART NmE DO NOT iINCLUDE CASUAL EMPLOYEES
1 EXEC/ADMINI
” MANAGERIAL
™ 2 FACULTY
3 INSTRUCTION!
RESEARCH
” ASSISTANTS
4, PROFESSIONAL .
” NON-FACULTY
5. SECRETARIAY
[ 24 CLERICAL
6 TECHNPARA. .
L] PROFESSICNAL
9 7 SKILLED CRAFT
0. SERVICE/
100 MAINTENANCE
101 9. TOTAL
= NONE

ERIC? . 4(

Aruitoxt provided by Eic:



5. PRIMARY OCCUPATIONAL ACTIVITY

a. Executive, Administrative and Managerial

Include all persons whose assignments require primary
{and major) responsibility for management of the institu-
tion, or a customarily recognized department or subdivision
thereof. Assignments require the performance of work
directly related to management policies or general
business operations of the institution department or
subdivision, etc. It is assumed that assignments in this
category customarily and regularly require the incumbent
to exercise discretion and independent judgment, and to
direct the work of others. Report in this category all
officers holding such titles as President, Vice President,
Dean, Director, or the equivalent, as well as officers
sabordinate to any of these administrators with such titles
as Associate Dean, Assistant Dean, Executive Officer
of academic departments (department heads, or the
equivalent) if their principal activity is administrative.
NOTE: Supervisors of professional employees are in-
cluded here, while supervisors of nonprofessional
employees (technical, clerical, craft, and service/
maintenance) aie to be reported within the specific

categories of the personnel they supervise.

b. Facalty (Instruction/Research)

Include all persons whose specific assignments custom-
arily are made for the purpose of conducting instruction,
research, or public service as a principal activity (or
activities), and who hold academic-rank titles of professor,
associate professor, assistant professor, instructor,
lecturer, or the equivalent of any of these academic ranks.
Report in this category Deans, Directors, or the
equivalents, as well as Associate Deans, Assistant
Deans, and executive officers of academic departments
(chairpersons, heads, or the equivalent) if their principal
activity is instructional. Do not include student teaching
or research assistants.

c. Professional Non-Faculty

Include in this category persons employed for the
primary purpose of performing academic support, student
service and institutional support activities and whose
assignments would require either college graduation or
experience of such kind and amount as to provide a
comparable background. Include employees such as
librarians, accountants, personnel, counselors, systems
analysts, coaches, lawyers, and pharmacists, for example.

d. Clerical and Secretarial

Include all persons whose assignments typically are
associated with clerical activities or are specifically of a
secretarial nature. Include personnel who are responsible
for internal and external communications, recording and

retrieval of data (other than computer programmers)
and/or information and other paper work required in an
office, such as bookkeepers, stenographers, clsrk typists,
office-machine operators, statistical clerks, payroll clerks,
etc. Include also sales clerks such as those employed full
time in the bookstore, and library clerks who are not
recognized as librarians.
¢. Techaical and Paraprofessional

Include all persons whose assignments require specialized
knowledge or skills which may be acquired through
experience or academic work such as is offered in many
2-year technical institutes, junior colleges or through
equivalent on-the-job training. Include computer pro-
grammers and operators, drafters, engineering aides,
junior engineers, mathematical aides, licensed practical
or vocational nurses, dietitians, photographers, radio
operators, scientific assistants, technical illustrators,
tachgicians (medical, dental, electronic, physical sciences),
and similar occupational-activity categories but which
are institutionally defined as technical assignments.

Include persons who perform some of the duties of a
professional or technician in a supportive role, which
usuaily require less formal training and/or experience
normally required for professional technical status. Such
positions may fall within an identified pattern of staff
development and promotion under a “New Careers”
concept.

f. Skilled Craft

Include all persons whose assignments typicaily
require special manual skills and a thorough and
comprehensive knowledge of the processes involved in
the work, acquired through on-the-job training and
experience or through apprenticeship or other formai
training programs. Include mechanics and repairers,
electricians, stationary engineers, skilled machinists,
carpenters, compositers and type-setters, upholsterers.

g Service/Maintenance

Include persons whose assignments require limited
degrees of previously acquired skills and knowledge and
in which workers perform duties which result in or
contribute to the comfort, convenience and hygiene of
personnel and the student body or which contribute to the
upkeep and care of buildings, facilities or grounds of the
institutional property. Include chauffeurs, laundry and
dry cleaning operatives, cafeteria and restaurant workers,
truck drivers, bus drivers, garage !aborers, custodial
personnel, gardeners and groundskeepers, refuse col-
lectors, construction laborers, security personnel.

Source: g£0C Form 221. Higher Education Staff Information (5£0-6) Instruction Booklet. Washington, D.C.: Equal Employ-
ment Opportunity Commission, n.d., p.7.
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(213) 590-

March 28, 1988

Dr. Kenneth B. O'Brien

Associate Director

California Postsecondary Education
Commission

1020 Twelfth Street, Third Floor

Sacramento, CA 95814-3985

Dear Ken:

On November 20, 1987 you requested certain information examlnlng
women and minority employees and affirmative action programs in
the California State University for your report on Women and
Minorities in California Punlic Postsecondary Education (AB 605).
Responses were due March 1.

Enclosed is our response to that request. We apologize for the
lateness of our response. If there are any questions, please
contact Tim Dong, Faculty and Staff Relations.

incerely,
Y
John M. Smart

“Vice Chancellor
University Affairs

Dr. Caesar J. Naples
Mr. Tim Dong
Dr. David E. Leveille
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CALIFORNIA STATE UNIVERSITY

EMPLOYMENT UTILIZATION OF ETHNIC MINORITIES AND WOMEN
1985-1987

ngr n

The purpose of this report is to comply with the requirements of Section
66903.1 of the Education Code (Assembly Bill 605, Hughes, 1985). That section
requires the California State University to report to the California
Postsecondary Education Commission, biennially, on representation and
utilization of ethnic minorities and women employees in the CSU. The report
presents an overview of the current work force, looking at faculty and staff
employees. A summary of new hires, promotions and separations for the period
1985-1987, and a discussion of the systemwide programs and efforts which have
been instituted to support affirmative action progress are also presented.

CSU Work Force!

The current full-time work fcrce of the CSU consists of 27,263 employees (see
Table 1). HWomen comprised 42.76% (11,658) of the work force, and men 57.24%
(15,605). Ethnic minorities are 24.05% (6,556) of the work force. The
breakdown by specific minorities shows that 7.17% (1,954) are Blacks, 8.54%
(2,328) are Hispanics, 7.67% (2,090) are Asians and 0.67% (184) are American
Indians. Minority females are 11.24% (3,063) of the work force. Black
females, Hispanic females, Asian females and Amevican Indian females are 3.64%
(992), 4.17% (1,138), 3.10% (845), and 0.32% (88) of the work force,
respectively.

From 1985 to 1987, the work force increased by 260 employees. The percentage
of minorities increased from 22.86% to 24.05%, a numerical increase of 383
minority employees. Females increased from 41.78% to 42.76%; tnis represented
a numerical increase of 375 female employees.

Total Faculty. 1985 to 1987

The current CSU full-time faculty numbers 11,731 (see Table 2). Women are
24.85% of the full-time faculty, and ethnic minorities are 14.22%. Women were
23.63% and minorities were 13.13% of the faculty in 1985. Blacks are 2.78% of
the faculty, Hispanics are 3.63%, Asians are 7.35% and American Indians are
0.46%. In 1985, Blacks, Hispanics and Asians were 2.54%, 3.34%, and 6.77% of
the faculty, respectively. American Indians were 0.45% of the faculty in 1985

Tenured Faculty. Approximately 74% of the full-time faculty are tenured (see
Table 3). Among the 8,685 tenured faculty are 19.95% women. Ethnics
minorities are 12.75% of the tenured faculty, with 2.56% Blacks, 3.22%
Hispanics, 6.51% Asians and 0.46% American Indians. Women and ethnic minority
tenured faculty increased from 1985 to 1987. In 1985, women were 19.29% and
minorities were 11.99%.

I Data are from EEO-6 Reports dated October 31 of the indicated year.
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Tenyre-track Faculty. Tenure-track faculty also showed increases for women
and ethnic minorities from 1985-1987 (see Table 4). The percentage of women
increased to 37.20% from 33.57% in 1985; the percentage of minorities
increased from 18.37% to 20.64%. The percentages of the specific minorities
in the tenure-track faculty are 3.64% Blacks, 5.19% Hispanics, 11.31% Asians,
and 0.50% American Indians. A1l of the percentages of women and ethnic
minorities are greater in the tenure-track than the tenured ranks.

Tenyred and Tenure-track Faculty. The combined tenured and tenure-track
faculty totaled 10,497, increasing by 154 from 1985 to 1987 (see Table 5).
Women in the permanent faculty increased from 21.39% to 22.93% from 1985 to
1987. Ethnic minorities had an increase to 22.93%, Blacks increased to 2.74%.
Hispanics to 3.56%, Asians to 7.34% and American Indians to 0.47%.

Lecturers. Lecturers are 1234 of the full-time faculty in the CSU (see Table
6). They include 41.17% women and 15.15% minorities. Blacks are 3.08% of the
lecturers; Hispanics are 4.21%, Asians are 7.46% and American Indians are
0.41% of the lecturers. From 1985 to 1987, the number of lecturers decreased
Jy 144. Blacks, Asians, American Indians and Women decreased numerically by
1, 13, 3, and 50, respectively. Hispanics gained two lecturers. Women,
Blacks and Hispanics gained slightly in percentages, but Asians and American
Indians had slight decreases.

Total Faculty. 1975 to 1987

Over the 12-year period from 1975 to 1987, the CSU faculty increased by 304
members (see Table 7). Women faculty increaszd from 20.25% to 24.85%. Ethnic
minorities increased from 9.97% in 1975 *o 14.22% in 1987. Most of that
increase was due to an increase in Asian faculty. Black and Hispanic faculty
increased slightly but American Indians decreased slightly.

Tenured Faculty. The tenured faculty increased by 602 members ‘rom 1975-1987
(see Table 8). HWomen tenured faculty increased from 16.12% to 19.95%, and
ethnic minorities increased from 7.08% to 12.75%. Al1l ethnic groups showed
increases. Blacks increased to 2.56% from 1.47%, Hispanics to 3.22% from
1.53%, Asians to 6.51% from 3.64% and American Indians to 0.46% from 0.43%.

Tenure-track Faculty. The number of tenure-track faculty decreased by 314
members from 1975-1987 (see Table 8). Despite the decrease in the number of
tenure-track faculty, there are 44 more women tenure-track faculty in 1987
than in 1975. The percentage of women faculty in 1975 was 29.63%, in 1987, t
is 37.20%. Ethnic minorities increased from 17.36% of the tenure-track
faculty in 1975 to 20.64% of the tenure-track faculty in 1987. However, three
of the ethnic minority groups showed decreases numerically and in percentage
points. Blacks decreased by 65 faculty members and went from 6.16% to 3.64%.
Hispanics decreased by 31 faculty and dropped from 5.88% to 5.19%. American
Indians decreased by 2 faculty m-=nbers to a percentage value of 0.02% in
1987. Only Asians showed increases numerically and in percentage points.
Asian; gained 103 tenure-track faculty members and increased from 4.80% to
11.31%.
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Tenured and Tenure-track Faculty. The combined tenured and tenure-track data
from 1975 to 1987 show the effects of the predominance of the number of
tenured faculty among the permanent faculty (see Table 9). A1) groups showed
increases. Women increased from 18.93% to 22.93% and ethnic minorities
1ncreased from 9.22% to 14.11%. Asians and Hispanics had the greatest
increases, while Black and American Indians has smaller increases.

Lecturers. The number of lecturers in the CSU decreased by 16 from 1975 to
1987 (see Table 9). Women gained numerically and in percentage points, adding
127 lecturers and increasing from 31.28% to 41.17%. Total minorities
decreased, going from 16.26% in 1975 to 15.15%. Blacks, Hispanics and
American Indians showed decreases, while Asians showed an increase in
percentage points.

Staff Employees by EEO-6 Catequries, 1985 to 1987

The CSU full-time staff numbers 15,532 in 1987, representing an increase of
250 staff members from 1985 (see Table 10). Women are 8,743 or 56.29% of the
staff employees, a slight increase from 1985. Ethnic minorities are 4,888 or
31.47% of the staff, increasing slightly from 1985. Blacks are 10.48% of the
staff employees, Hispanics 12.25%, Asians 7.91%, and American Indians 0.84%.

Executives, Administrators and Managers. This category has 2333 employees
(see Table 11); 34.55% of the Executives, Administrators and Managers category
are women. Ethn1c minorities are 20. 621 ot this category, with 9.00% Blacks,
6.30% Hispanics, 4.71% Asians, and 0.60% American Indians. From 1985 to 1987,
women and ethnic minorities showed slight increases in this category.
Hispanics and American Indians, however, showed slight decreases.

Professional Non-Faculty. The Professional Non-Faculty category has 3272
employees (see Table 12). HWomen are 55.75% of this category and ethnic
minorities are 26.74% of the cateyory. MWomen and ethnic minorities increased
from 1985 to 1987. A1l the mincrity groups experienced increases except for
American Indians, who decreased slightly.

Secretarial/Clerical. The Secretarial/Clerical category has 93.74% women (see
Table 13). Ethnic minorities are 32.55% of the category, with 9.87% Blacks,
14.32% Hispanics, 7.61% Asians and 0.75% American Indians. Changes from 1985
to 1987 are slight, with Hispanics and Asians showing larger increases.
American Indians and women decreased slightly.

Technical/Paraprofessional. Women and all ethnic minorities showed increases
in this category from 1985 to 1987 (see Table 14). HWomen are 54.17% of the
category, increasing from 52.93% in 1985. Total minorities increased from
25.05% to 26.38%. Blacks, Hispanics, Asians and American Indians all had
small incCreases.
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Skilled Crafts. Out of 811 employees in’this category, 1.36% or 11 employees
are women (see Table 15). Minorities are 32.92% of the Skilled Crafts
employees, a slight increase over 1985. Blacks are 9.49%, decreasing slightly
from 9.56% in 1985. Hispanics are 15.54% of this category, increasing from
14.04% in 1985. Asians and American Indians increased slightly to 6.54% and
1.36%, respectively.

Service/Maintenance. This category has 1,932 employees; 26.45% are women and
57.19% are ethnic minorities (see Table 16). Blacks comprise 22.15% of this
category and Hispanics are 23.55% of this category. Asians and American
Indians are 10.40% and 1.09% of this category, respectively. Minorities are
57.19% of the employees in this category. Women and minorities increased
slightly from 1985 to 1987. Hispanics, Asians and American Indians had small
gains, but Blacks showed a slight decrease from 1985 to 1987.

mp1 1975-1987

Because of changes in the definitions of the EEO-6 categories imposed by HEERA
in 1984, comparisons of the individual EEO-6 categories from 1975 to 1987 are
not meaningful. However, the total number of staff employees in 1975 and 1987
can be meaningfully compared by sex and ethnicity. Staff employees increased
by 1136 to 15,532 from 1975 to 1987. HWomen employees increased from 51.30% to
56.29%. Ethnic minorities increased from 24.16% to 31.47%. Hispanics and
Asians had the largest increases, while Biacks increased slightly and American
Indians decreased slightly.

§ummary

Increases in women and ethnic minorities continue at a steady pace. Women
faculty had the second largest percentage point gain for a two-year period
since data were collected in 1975. Minority faculty made the largest
percentage poini gain since 1975. Minority faculty showed gains in tenured
and tenure-track categories; there was a slight reduction of minorities in the
lecturer category, however. The total staff also showed increases in women
and ethnic minorities. Blacks, however, decreased slightly in the two-year
period, 1985-1987.

New Hires, Promotions and Separations, 1985-1987

This section presents the hiring, promotion and separation transactions for
full-time employees which had occurred in the CSU between 1985 and 1987. The
data include all full-time employees hired for any length of time during that
period. Furthermore, each hiring and separation activity generated by the
same employee during that time are counted each time.

New Hires. The hiring activity in the CSU for the two years, 1985 to 1987, is
summarized in Table 18. There were 3733 new hires of faculty made in that
period. Lecturer accounted for 67.18% of the hiring activity. Tenured and
tenure-track faculty hiring activity accounted for 6.21% and 26.60% of the
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faculty hiring. Women were 35.76% of the new faculty hires and minorities
were 17.09% of the new hires. Women and minorities were hired in greater
proportion than in the current work force in all categories except for women
in tenured hires.

-The new hire activity for staff totaled 4,809 transactions. Women accounted
for 61.63% of the new hire activity. Minorities figured in 31.50% of the new
hires. Both percentages are greater than the percentages of women and ethnic
minorities in the current work force.

Promotions. The promotion activity for 1985-1987 is summarized in Table 19.
There were 531 promotions of faculty to the rank of full professor. Of the
531, 27.30% were women. Ninety-six minority faculty members were promoted to
full professor, 18.08%. One hundred ninety-three faculty members were
promoted to associate professor. Among them were 40.93% women and 14.51%
minorities. Both values are comparable to the proportion of women and
minorities in the current tenure-track faculty.

There were 2477 promotional opportunities for staff during 1985-1987. Women
were promoted in 68.75% of the instances and minorities were promoted in
30.12% of the instances. Each value exceeds the proportion of women or
minorities in the current work force.

Separations. There were 3,422 instances of separation by faculty (see Table
20). HWomen separated in 20.66% of the occasions and minorities separated in
10.70% of the instances. Tenured faculty accounted for 63.55% of the
separations.

Separation activity over the years 1985-1987 occurred 3746 times for staff.

Women were separated in 61.18% of the instances and minorities were separated
in 28.94% of the instances. The separation rates reflect the proportion of

women and minorities in the staff.

Systemwide Affirmative Action Prugrams

Affirmative action programs in the CSU are implemented on the campuses by the
campus affirmative action officers and by various staff in faculty and staff
personnel offices. The individual campuses develop affirmative action
programs to conform to the requirements of federal and state laws and the
regulations of the Board of Trustees. The campuses also have affirmative
action programs which are especially tailored to the needs of the specific
campus. Systemwide programs were develoned to meet affirmative action needs
which are more effectively implemented through the Chancellor's Office. Four
systemwide programs to be discussed are the Administrative Fellows Program,
the Affirmative Action Faculty Development Program, the Disabled Employees
Assistive Device Program and the Forgivable Loan/Doctoral Incentive Program.

The Administrative Fellows Program. The Administrative Fellows Program was

developed to provide administrative training to ethnic minority and women
faculty and staff through mentor relationships and training workshops. Up to
12 full-time CSU faculty and staff members are selected by a systemwide
committez from applicants nominated by the presidents of the campuses. The
chosen applicants are matched with CSU senior administrators, who agree to




serve as mentor to the Administrative Fellows for an academic yeaff The
mentors provide guidance as well as opportunities to be actively involved in
administration of campus programs. Throughout the year, the fellows attend
workshops which provide additional training on various aspects of higher
education administration.

The program began in the 1978-79 academic year and is now in its tenth year.
It has been effective in increasing the pool of ethnic minority and women
administrators in the CSU. A total of 130 CSU employees have been served by
this program; 58% (75) of the fellows have been faculty members and 42% (55)
have come from staff positions. Of the 120 pavticipants, not including this '
year's group, 74, or 62%, have attained upward mobility in academic |
administration. Three associate vice presidents, 1 assistant vice president,

8 deans, 12 associate deans, and 2 assistant deans currently in the CSU are

former fellows.

The Affirmative Action Faculty Development Program. The Affirmative Action
Faculty Development Program has also been in place since 1978. The program

has the purpose of providing support to ethnic minority and women faculty to
enhance their opportunities for retention and promotion. Program funds,
currently slightly over $ 1,000,000 per year, are allocated to campuses to
fund research and career development proposals. Campuses make awards in
varying amounts for assigned time to perform research or to prepare
manuscripts for publication, research assistant support, and travel to present
papers at scholarly meetings. Over 1600 awards have been made to faculty
members over the 10 years of the program. Lacking appropriate comparison
groups, it is difficuit to assess definitively the effects of the program
except through testimonial reports. However, greater than 80% of the program
participants are still employed by the CSU.

The Disabled Employees Assistive Device Program. The program encourages the
hiring and retention of disabled faculty and staff employees by providing

funds for adaptive equipment (e.g., special chairs, computer enhanced
displays) and auxiliary assistance services (e.g., readers, interpreters).
This program was initiated in 1980~81 and has a current budget of $275,000 per
vear, with the increase of $75,000 added just this hudgat year. The program
currently serves approximately 200 faculty and staff a year. The pattern of
recuests for assistance has been changing so that requests for auxiliary
assistance has grown to 47% of the total funds requested; in 1981-82, 13% of
the requests were for auxiliary assistance. Thirty-six percent of the
requests for assistance are now repeat requests from the previous year. These
patterns of requests may indicate that some disabilities may be " >coming more
debilitating as the CSU work force ages. The needs served by tn:s> program may
increase over the next few years.

The Forgivable Loan/Doctoral Incentive Program

This program, funded by the Lottery Revenue Budget at $ 500,000 per year for
three years, is to increase the effectiveness of recruitment of minorities and
women to the CSU faculty. Doctoral students irn disciplines which are
underrepresented by minorities and women in the CSU are selected to receive
loans of up to $10,000 per year for up to three years to assist them in
completing their doctoral studies. Upon completion of their doctorates, if
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the students become full-time faculty members in the CSU, their loans will be
forgiven at the rate of 20% per year for 5 years. The program was initiated
in 1987 with 50 awards. The response from the campuses was overwhelming, a
total of 269 doctoral students were sponsored by faculty members for this
program. As a result of the high level of interest in the program, the
program was augmented by $100,000 to increase the number of student fundad to
60. Because of the importance of the program for increasing the diversity of
the CSU faculty, an augmentation to fund 40 more doctoral students will be
requested from the 1988-89 Lottery Revenue Fund.




TABLE 1

TOTAL CsSU EMPLOYEES, 1985-1987
BY SEX AND ETHNICITY

TOTAL FEMALES MALES TOTAL FEMALES MALES

BRI BEEEISS= FIZIESESE EESESSES SESESS2SEE SEESEEER

WHITE NUNMBER 20830 8488 12342 20707 8595 12112
PERCENT 77.14 31. 43 45.71 75.95 31.53 44. 43

BLACK NUMBER 1913 951 962 1954 992 962
PERCENT 7.08 — 3.52 3. 56 7.17 3.64 3.53

HISPANIC NUMBER 2169 1014 1155 2328 1138 1190
PERCENT 8.03 3.76 4.28 8.54 4.17 4. 36

ASIAN NUMBER 1909 748 1161 2090 845 12435
PERCENT 7.07 2.77 4.30 7.67 3.10 4.57

ANM. IND. NUMBER 182 a2 100 184 a8 96
PERCENT 0.67 0.30 0.37 0.67 0.32 0.35

TOT. MIN. NUNBER 6173 2795 3378 69556 3063 3493
PERCENT 22,86 10. 35 12,51 24.05 11.24 12.81

~TOTAL NUMBER 27003 11283 15720 27263 11658 15605
‘ PERCENT 1006. 00 41.78 S8. 22 100.00 42,76 57.24




TABLE 2

TOTAL CSU FACULTY, 1985-1987
BY SEX AND ETHNICITY

1985 1987

TOTAL FEMALES MALES TOTAL FEMALES HMALES
SEEEERER EEERBSEIEERE IZEISSIER SVESSSEE COEEERISE SEERSZERS
WHITE NUNBER 10182 2432 7730 10063 2528 7535
PERCENT 86. a7 20.75 66.12 85.78 21.55 64. 23
BLACK NUMBER 298 9S 203 326 109 ~ 217
PERCENT 2.54 0.81 1.73 2.78 0.93 1.85
HISPANIC NUNMBER 392 92 300 426 108 318
PERCENT 3.34 0.78 2.56 3.63 0.92 2.71
ASIAN' NUMBER 794 137 657 862 152 710
PERCENT 6.77 1.17 S.61 7.35 1.30 6.05
AM. IND. NUMBER s . 14 41 S4 18 36
PERCENT 0. 47 0.12 0.35 0. 46 0.15 0.31
TOT. MIN. NUMBER 1539 338 1201 1668 387 1281
PERCENT 13.13 2,88 10. 25 14.22 3.30 10.92
TOTAL NUMBER 11721 2770 8951 11731 2915 a816
PERCENT 100. 00 23.63 76.37 100.00 24. 85 75.185

~
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WHITE
BLACK
HISPANIC
ASIAN3
AM. IND.
TOT. MIN.

TOTAL

NUMBER
PERCENT

NUMBER
PERCENT

NUMBEKR
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

TENURED CSU FACULTY,
BY SEX AND ETHNICITY

TABLE 3

FEMALES MALES

SSEESZSES RREESSEXIER SEEDITES

TOTAL
7766
88.01

218
2.47

270
d. 06

S3co
6.01

40
0. 45

1058
11.99

8824
100.00

1507
17.08

S9
0.67

S2
0. 39

76
0' 86

8
0. 09

195
2,21

1702
19. 29

62359
70.93

159
1.80

218
2,47

454
S.15

32
0. 36

863
9.78

7122
80.71

1985-1987

TOTAL

FEMALES MALES

EESSEREZE EESZSSET FEISSEXSR

7578
87.25

222
2.56

280
3.22

565
6.51

40
0. 46

1107
12.75

8685
100.00

1522
17.52

a9
0.68

56
0.64

a7
1.00

9
0.10

211
2.43

1733
19.95

6056
69.73

163

1.88

224
2.58

478
S.50

31
0.36

896
10.32

6952
80. 05




WHITE

BLACK

HISPANIC

ASIAN

AM. IND.

TOT. MIN.

TOTAL

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

279
18.37

1519
100. 00

CSU TENURE-TRACK FACULTY,
BY SEX AND ETHNICITY

430
28. 31

19
1.25

25
1.65

33
2.17

TABLE 4

1985-1987




WHITE

BLACK

HISPANIC .

ASIAN

AM. IND.

TOT. MIN.

TOTAL

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

TABLE S

CSU TENURED AND TENURE-TRACK FACULTY
BY SEX AND ETHNICITY

1985 1987

TOTAL FEMALES MALES TOTAL FEMALES MALES
SSSESARSS S=SSSSZS=SsS =E=ssS=s=s=ss=s= ESZITSESE SSESSRSS =E=SSsS====
9006 1937 7069 9016 2086 6330
a7.07 18.73 68. 35 85. 89 19.87 66. 02
259 78 181 288 90 198
2.30 0.75 1.75 2.74 0. 86 1.89
342 77 265 374 a8 286
3.31 0.74 2.56 3.56 0.84 2.72
689 109 580 770 29 641
6. 66 1.05 5.61 7.34 1.23 6.11
47 11 36 49 14 35
0. 45 0.11 0.35 0. 47 0.13 0.33
1337 275 1062 1481 321 1160
12.93 2.66 10.27 14.11 3.06 11.05
10343 2212 8131 10497 2407 8090

100. 00 21.39 78.61 100.00 22.93 77.07

i
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'yHITE
BLACK
HISPANIC
ASIAN
All. IND.
TOT. MIN.

TOTAL

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMEBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

NUMBER
PERCENT

TOTAL CSU LECTURERS,
BY SEX AND ETHNICITY

TABLE 6

T B e W T D - - - - ——— - -

S0
3.63

105
7.62

8
0.58

202
14. 66

1378
100. 00

63
4.57

558
40. 49

77
S.59
0. 36

139
10.09

820
59.51

1985-19487

S2
4.21

92
7.46

S5
0.41

187
15.1S5

1234
100. 00

66
S.35

508
41.17




WHITE

T0T.MIN.

TOTAL

—

NMBER

NUKBER

PESCENT

NUMBER

NUMBER

PERCENT

MMEER
PERCENT

NUMBER
PERCENT

NUMEER
PERCENT

Table 7

/ CSU ALL-TIME FACULTY 6Y TENURE STATUS, SEX AND ETHWICITY: 1975-1907

19m 1919 1981 1983 1985 1987

T  FEWLES MALES

T0TR  FFVALES WALES TOTAL FOWLES MALES  TOTAL  FEWRES WUES TOTAL FEMALES MALES TOTAL  FEMALES MALES  TOTAL  FEMALES MALES

=====_=x

10268
90.03

an
272

35
2176

L]
3.9
0.95

133
9.97

11427
100.00

17.97

0.82

n

0.62

0.74

0.10

2.28

a3
20.28

8234
72,06

a1
1.9

[
(1)

366
3.2

]
0.46

879
1.69

913
79.79

10504 e 8393 10210 2134 8076 10291 &3 8054 10063 263 71N 10182 24 710 10063 &8 7535
.18 1R 7.5 85 1851 70,05 8.4 19.14 6891 8749 1973 67.76 86.87 20.75 66,12 8578 2155 64.23

2 W 2 M- % a8 298 R 06 29 7 a2 M B 23 ¥ 19 2
275 08 191 272 083 189 255 079 L% 260 076 1.4 25 08 173 278 09  1.65

39 n @ 31 & F=y 355 83 66 369 78 291 3R R 300 L 108 318
2.79 0.6 214 2.9 0.75 2.21 3.04 0.76 2.8 .2 0.68 233 3n o078 2.5% 3.8 0.% an

575 % 485 614 9 50 6% 129 %7 72l 121 600 1% 137 657 862 152 1o
A.68 0.76 (BT 5.33 0.82 4.51 9.93 1.10 485 6.27 1.05 5.2 w77 L7 5.61 1.3% 1.3 6.05

47 11 3% ] 9 L] A8 9 33 ] 19 31 o3 14 L) M 18 3%
0.40 0.09 0.31 0.43 0.08 0.36 0.41 0.08 0.33 0.43 0.17 0.27 0.47 0.12 0.33 0.46 0.15 0.31

1215 an 998 1319 285 1034 1397 319 1078 1439 305 1134 1539 333 1201 1668 387 1281
10.62 2.3 8.47 1144 2.47 891 1.9 273 9.2 13! 2.69 9.66 13.13 2.68 108 1422 330 10.%

um 2388 9391 11529 2419 9110 11688 25 93 11502 ) 88 11721 a0 835: 11731 295 8816
100.00  20.27 79.73 100.00 0.53  79.02 100.00 21.67 78.13 100.00 2238 %62 100.00 23.63 76.37 100.00 24.85 75.15




Table 8

CSU FULL-TIME FACLLTY BY TEMME STATLS, SEX AN) ETHNICITY: 19751367

1975 1911 1979 1981 1983 1965 1987

TOTRL  FENALES MAES TOTAL  FEMALES MALES TOTAL  FEMALES WRES TOTAL  FEMALES MALES  TOTAL  FEMALES WALES TOTAL FOWLES MAES TOTAL  FEWLES MWALES
WHITE N nu 1221 2% 7883 1343 6340 8143 1423 6715 8081 1472 6609 7802 1483 6319 7766 1507 659 578 1522 6036
PERCENS %.%2 1511 7.2 9.9 1550 754 90.02 1579 7423 89.40  16.23 7312 855 1683 7172 88.01 17.08  70.83 8125 1.5  69.73
BLACK NIEER 19 ) 9 172 45 127 201 31 190 218 &0 158 218 [ 158 218 39 159 & 9 163
PERCENT 1.47 0.31 1.16 1.98 0.52 1.47 2.22 0.56 1.65 2.41 0.65 LS a4 0.68 .79 2.47 0.67 1.80 2.5% 0.68 1.88
HISPRIC  NEER 124 19 105 173 a7 146 5 M 164 218 46 172 249 L] 204 270 H 218 280 S 224
PERCENT 1.53 0.24 1.3 2.00 0.31 1.68 a.27 0.45 1.61 2.4 0.31 1.9 2.8 0.51 2.3 3.06 0.59 2.47 ki 0.64 2.58
TENURCD  ASIAN - NMEER 2 3 260 416 2 364 468 68 400 493 81 A2 504 65 439 330 76 A 565 [ 478
PERCENT .64 0.42 a2 4.80 0.60 4.20 S.17 0.7 LR 545 0.9 4.5% .2 0.74 4.98 6.01 0.86 S.15 6.51 1.00 3.50
AL IND.  NUGER 35 4 3l a3 3 2 29 3 26 29 3 26 38 12 26 LY 8 k" LY 9 3
PERCENT 0.43 0.03 0.38 0.27 0.03 0.23 0.32 0.03 0.29 0.3 0.03 0.29 0.43 0.14 0.30 0.45 0.09 0.36 0.46 0.10 0.36
TOT.MIN.  MSGER S2 [ A 784 127 637 903 163 m 958 190 768 1009 182 827 1058 195 863 1107 a1l 8%
PERCENT 7.08 1.01 6.06 9.05 1.47 1.5 9.98 1.8 818 10.E0 2.10 850 1145 2.07 %39 1.9 2.2§ .8 127 243 10,3
TorAL NUGER 8083 1303 6780 8667 1470 ny 9046 1551 [LEY) 9039 1662 31 a1l 1663 1146 8424 1702 na2 8585 1733 6352
PERCENT  100.00  16.12  B3.88 100.00 16.9%  83.04 100.00 17.53 82,41 100,00 18.39 B81.61 §00.00 1890 8.10 100.00 19.29 8071 100.00 19.95  80.05
WHITE NKER 1757 Si2 1245 1384 365 99 1121 3 7% 1ar 338 169 1128 364 1200 430 810 1438 SEA a74
PERCENT 82.64 2408 58.36 B2.04 22,88 5906 8159 c3S5i  Sd.e8 824 EA.17  56.21 BLE8 26,55 5573 A3 2831 5L 79.36 313 48.23
BLACK MMEER 131 L1 a7 106 LX) 63 n 29 42 L] 17 kY b 14 kY L] 19 2 6 3 3
PERCENT 6.16 &.07 409 6.28 2.5 n 317 a1 3.06 3.58 1.24 2.34 2 1.02 270 270 1.85 1.45 .64 1.7 1.93
HISPRRIC  NUMEER 125 34 91 8 30 58 a2 26 % 3 18 55 63 13 0 ” =] L 9 K+ ]
PERCENT 5.88 1.60 4.3 S.22 1.78 kR L 3.97 1.63 4.08 S.34 L3 4.02 4.60 0.95 3.65 ATA 1.65 3.09 .13 L7 .
TEWURE RSIRN *  NUCER 102 38 64 97 28 69 8 19 67 107 a1 8 124 2 %2 159 kj ies &05 42 163
TRACK PERCENT 4.80 1.7 3.0 87 1.66 A0 6.5 1.3 4.88 1.8 1.54 6.29 9.04 .33 6.71  10.47 2.17 8.29 1131 2.3 9.00
AL, NMER 1 2 9 12 3 9 14 5 9 12 4 8 S 3 H 17 3 4 9 S 4
FERCENT 0. 52 0.03 0.42 0.7 0.18 0.53 102 0.36 0.66 0.88 0.29, 0.5 0.36 0.2 0.15 0.46 0.20 0.26 0.50 0.28 0.22
TOT.MIN.  NSER 369 118 a1 303 104 193 &3 I 172 2} 60 181 243 62 181 219 80 199 314 1:0 264
FERCENT 17.36 5.85 1.8 1%  6.16 1180 18.4 5715 1266 17.62 439 1323 17 A5 13.20 1837 S.27  13.10  20.64 6,07 1457
TOTAL NMER 2126 630 14% 1687 430 nus 1374 402 9 1368 418 950 13N 426 945 1519 310 1009 1612 674 1138
PERCENT  100.00  29.63  70.37 100,00 &3.05  70.95 100,00 2%.z5 70.74 10000 30.56 69.44 100.00 307  69.93 100.00 3357 66.43 100.00 37.20 6280
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CSU AULL-TIME FACULTY BY TENURE STATUS, SEX AND ETINICITY: 1975-1987

1979 1981 1983 1985 1987

T0IA.  FEMLES MALES

T0TA.  FEWLES WALES

TOTR.  FEMALES WALES  TOTAL  FEMALES MALES  TOTAL  FENLES MWALES TOTAL FEMALES MALES T0TA  FEMLES MALES

-z
WITE NUMBER 1020 321 693 1237 382 835 S46 3a3 563 1083 407 676 1133 A2 m 1176 AN 681 1047 M2 605
PERCENT 83.7% 2.3 5739 6681 .81 60.00 6530 3454 50,77 8454 377 S77 8583 31,97 S3.86 8530 352 49,4 84,85 35,82 49,03
BLACK NMER 61 ) 36 46 1 k] 42 16 26 3t 15 16 30 13 17 39 17 a2 38 19 19
PERCENT 5.01 2.05 2.% 3.23 .77 2.46 79 | ) 23 242 .17 1.85 2.21 0.98 1.29 2.8 1.23 1.60 3.08 1.54 1.5
HISPANIC. MUMBER 66 18 A8 68 0 L] S 19 35 () ) K] 57 20 k) 30 15 3 S 20 k"4
PERCENT S.42 1.48 kR (N7} 1.80 .7 4,87 L7 3.16 5.00 1.95 3.04 AR 1.8 2.80 .63 1.09 2.5 4,21 1.62 2.59
LECTURERS ASIM’! NMEER S 1 42 (¥ 10 LY 60 7 33 % &1 89 93 24 69 105 28 n R 23 69
PERCENT 443 0.99 345 4,35 0,70 3.65 M 0.63 4,78 1.9 a1l 5,39 1.05 1.82 523 1.62 2,03 5.59 1.4 1.86 5.9
AMIND. NMEBER 17 S 12 12 S 7 7 1 6 7 2 S 17 4 3 8 3 1 S 4 1
PERCENT 1.40 0.4 0,93 0.84 0,33 0,49 0.63 0.09 0.54 0.93 0.16 0,39 0,53 0,30 0.23 0.58 0.2 0.36 0.41 0.3 0,08
TOT.MIN,  NUMBER 198 60 138 188 46 142 163 LX} 120 198 89 129 187 61 126 202 83 139 187 66 121
PERCENT 16.26 493 1L33 13,19 .23 9.% 1470 .88 10,82 15.46 5,39 10,07 .17 4,62 9.55 1468 AST 10,09 15,15 8,35 9.81
TOTAL NUMBER 1218 381 837 1425 8 997 1109 426 683 1281 476 805 1320 483 837 1378 558 80 1234 508 726
PERCENT 100,00  3L.28 68,72 100,00  30.0 £9.% 100,00 38,41 61,59 100,00 3716 62.84 100,00 35,59  63.41 100,00 40.49 59,51 100.00 4117 54,83
WHITE NUNBER 9268 1733 7535 9267 1729 733 G264 1731 7513 9208 1830 1318 8930 1847 7083 9006 1937 1069 %16 2086 6930
PERCENT %0.78 1698 72381 8350 1670 7260 8891 1580 72,10 8348 17.58 70,89 67,70 1814 69.5 .07 1AT3 68,35 65.69 19.87 6502
BLACK NUNEER 20 69 181 278 88 190 212 80 192 267 n 190 269 74 195 59 /] 181 288 90 198
PERLENT 249 0,68 L77 2.68 0.85 1.84 2,61 0.7 1.84 2.51 0.74 1.83 2.64 0.73 1.9 2.% 0.75 .75 2.74 0.8 1.89
HISPANIC  NUMBER 249 33 1% 261 57 04 287 67 220 2N (1} a1 312 58 54 ue n 265 ki) 8 28
PERCENT 2.44 0.5 1,92 2.5 0.55 1.97 2.75 0,64 a1 2,80 0,61 2.18 3,06 0.57 2.49 3.3l 0,74 2.5 3.5 0,84 2,72
TENURED &
TENKE  ASIRN MMBER 3% 14 324 513 &0 43 554 a7 467 600 102 4% 628 97 531 689 109 580 770 129 641
TRAK PESLENT 3.88 0.7 3.17 4,95 0,77 418 53 0,83 4,48 .n 0,98 LW ] 6.17 0,95 5.2 6.686 1.05 5,61 .34 1,23 6.11
ALIND,  NUMEER 46 6 40 35 . 6 29 A3 8 K\ 4 7 K 43 15 28 47 11 36 9 14 3
PERCENT 0.45 0.06 0.39 0,34 0,06 0,28 0.4 0.08 0,34 0,39 0,97 0,33 0.42 0,15 0.27 0.45 0.11 0,35 0.47 0.13 0,33
TOT.MIN.  NUMEER Ul 00 M 1087 231 8% 1156 242 914 1193 250 N9 1252 24 1008 1337 275 1062 1481 21 1160
PERCENT 9.22 1.% .26 10,5 2,23 827 11,09 2.3 8.77 1.5 2,40 9,12 12,30 2,40 9.9 12,93 2.66 10,27 .11 3.06 11,05
TOTAL NUMEER 10203 1933 8276 10354 19%0 83% 10420 1993 A2l 10407 2080 8327 10182 091 6091 10343 212 8131 10497 2407 80%0
PERCENT 100,00 18,93  8LO7 100,00 18,93 6107 100.00 1913  80.87 100.00 19.99  B80.01 100.00 20,54 79.46 10000 21,39  78.61 100.60 22,93 71.07
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TABLE

TOTAL CSU STAFF,
BY SEX AND ETHNICITY

127
0. 83

4634
30. 32

15282
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6056
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1985-1987

FEMALES MALES

EEERERE ZEESRIER DESmZ=SCSH
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1902
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0.84
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31.47

15532
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6067
39. 06
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1030
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693
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17.23

8743
56. 29

4577
29.47

745
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TABLE 11

EXECUTIVES, ADMINISTRATORS & MANAGERS, 1985-1987
BY SEX AND ETHNICITY

1985 1987

} TOTAL  FEMALES MALES TOTAL  FEMALES MALES
SREITIRES BIZITTTE === EBESRIEEES EXISSEIS SEEXRSRIN
| WHITE NUMBER 1852 631 1221 1852 630 1222
f PERCENT 80.31  27.36  52.95 79.38  27.00  52.38
BLACK NUMBER 191 53 138 210 73 137
: PERCENT 8.28 2.30 5. 98 9.00 3.13 5.87
HISPANIC | NUMBER 146 37 109 147 43 104
PERCENT 6.33 1.60 4.73 6.30 1.84 4.46
ASIAN. NUMBER 101 47 54 110 51 59
PERCENT 4.38 2.04 2.34 4.71 2.19 2.53
AM.IND.  NUMBER 16 7 9 14 9 5
PERCENT 0.69 0.30 0.39 0.60 0.39 0.21
TOT.HIN.  NUMBER 454 144 310 481 176 305
, PERCENT 19.69 6.24  13.44 20. 62 7.54  13.07
TOTAL NUMBER 2306 775 1531 2333 806 1527
PERCENT  100.00  33.61  66.39 100.00  34.55  65.45
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PROFESSIONAL,
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FEMALES MALES

TOTAL

2257
74.91

237
7.87

260
8.63

233
7.73

26
0. 86

756
25.09

3013
100. 00

SBEES=S=E=

1248
41.42

120
3.98

126
4. 18

138
4. 58

14
0. 46

398
13.21

1646
54.63
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12
0 40

358
11.88

1367
45. 37

NON-FACULTY STAFF,
BY SEX AND ETHNICITY

18+5-1987

L R R e R

TOTAL

FEMALES

MALES

EREEENES IRNTLUBERR EEENESKN

2397
73. 26

269
8. 22

300
9.17

280
8.56

26
0.79

875
26.74

3272
100. 00

1345
41.11

138
4, 22

158
4.83

169
S5.17

14
0.43

479
14.64

1824
S5.75

1052
32.15

134
4.00

142
4.34

L1l
4.39

12
0. 37

396

12.10

1448
44.25
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PERCENT
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PERCENT
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PERCENT

NUMBER
PERCENT
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PERCENT

" TABLE 13

SECRETARIAL/CLERICAL STAFF,
BY SEX AND ETHNICITY

1348
30. 69

4392
100. 00

5943
12.36

268
6.10

33
0.75

1240
28.23

4120
93. 81

108
2. 46

272
6.19

1985-1987

FEMALES MALES
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0.91

32

0.75

0.07

116
2.70

269

1987
TOTAL
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2897 2744

67.45 63. 89

424 382

9. 87 8.89

615 576

14.32 13. 44

327 295

7.61 6.87

32 29

0.75 0. 68

1398 1282

32.55 29. 85

4295 4026

100. 00 93.74

6. 26
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TABLE 14

TECHNICAL/PARAPROFESSIONAL STAFF,

BY SEX AND ETHNICITY

1985

TOTAL FEMALES MALES
SSESSESE SZS=S=SZS=sSR ZzZzZzZzDz=z==
2062 1065 997
74.95 38.71 36. 24
207 126 81
7. 52 4.58 2.94
233 133 100
8.47 4.83 3 64
230 120 110
8. 36 4.36 4.00
19 12 7
0.69 0.44 0. 25
689 391 208
25.05 14.21 10.83
2751 1456 1295
100. 00 S2.93 47.07

1985-1987

FEMALES MALES

TOTAL
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- -220.
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0. 55
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SKILLED CRAFTS EMPLOYEES,
BY SEX AND ETHNICITY

TABLE 15
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EEEESSSE SEEEEsS=RR EnmEs=s==c=

254
30.75

826
100. 00

115
13.92

a1
6.17
0.97

252
30.51

819
95. 15

1985-1987

i26
15. 54

S3
6. 54

11
1.36

267
32,92

811
100. 00

1.36

= e e aw e e ms am

125
15.41

53
6.54

11
1.36

265
32.68

800
98. 64
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TABLE 16

SERVICE/MAINTENANCE STAFF, 1985-1987
BY SEX AND ETHNICITY

1985 1987

TOTAL FEMALES MALES TOTAL FEMALES
861 227 634 827 217
43. 18 11.38 31.80 42.81 11.23
469 160 309 428 152
23.52 8.02 15.50 22.15 7.87
439 a2 357 455 100
22.02 4.11 17.90 23.55 S.18
204 38 166 201 40
10. 23 1.91 8.32 10.40 2.07
21 2 19 21 2
1.05 0.10 0.95 1.09 0. 10
1133 282 851 1105 294
S56. 82 14.14 42.68 57.19 15. 22
1994 09 1485 1932 S11
100. 00 25. 53 74. 47 100. 00 26. 45

MALES

==SS=sSSS=s=E

610
31.57

276

14.29

811
41.98

1421
73.55




TRMEL1 7
€U ARL-TIHE STRFF BY SEX ANO ETHMICITY: 1975-1367

1975 1517 1973 1531 1983 1985 1987

TOIAL  FORES MLES T0TAL FDOLES MALES  TOTAL  FEWNES WAES TOIAL  FEWWES WAES TOTAL  FEWLES WRES TOTAL  FEWLES MALES TOTAL  FEFALES MALES

= mes==y

WHITE NDEER 10918 572 5166 10791 5300 4831 10386  57SY 4627 10436 A8 18 9315 S5I3 AR 10e48 6056 AT 10644 6067 on
PERCENT  75.84 29.96 35.88 73.87  M0.39 3148 7303 449 RS 70.72 3343 3130 6998 39.34  30.65 69.68 39.63 ‘"30.05 64.53 3906 29.47

BULK MMEER 143 £e2 783 W 16 763 1444 109 35 1573 1[4 7% 1523 154 7:1 1615 856 59 1628 as3 s
PERCENT 10.04 4.60 .4 1012 4.9 .22 10.15 A9 .17 10.69 3.30 39 10.75 S.22 .23 10.57 S.60 497 10.48 3.69 4.80

HISYNIC ~ NMGER 1224 S50 674 1389 697 13 13 €85 23 1647 80 7 1654 842 812 wmn o 833 1902 1030 872
PERCENT a5 e 4.68 9.51 4.50 5.01 9.94 LN .12 116 5% 580 11.67 S.H 5.713  11.63 6.03 5.9 1223 6.63 .61

TOTAL AL
STRFF sl NMBER €£5 383 312 847 L2 a3 857 457 400 n K7 450 9%8 S11 457 1115 611 504 1228 693 535
PERCENT 482 2.43 2.17 S.80 3.18 2. 6.03 3.21 2.81 6.2 3.5 3.05 6.83 3.61 i3 L 4,00 3.30 1.91 446 3.44
ALIND.  MAGER 144 €8 16 103 40 63 12 &2 €0 118 % (] 108 54 A 127 68 59 130 70 €0
PERCENT 1L.o0 0.47 0.33 0.7 0.27 0.43 0.85 0.44 0.42 0.80 0.33 0.42 0.76 0.38 0.38 0.81 0. 44 0.33 0.8% 0.45 0.33
TOT.MIN.  NMEER 378 1633 1845 3818 1877 1941 3836 1913 193 4320 2185 2135 4233 2169 054 4634 Y7 217 4823 2675 2212
PERCENT 2416 1.3 128 .13 1265 1329 0 26.97 1345 13.52 .28  1A.61 14T 320.02 1545 14.57 0.8 1608 14,25 31.47 1,23 126
TOTAL NMER 143% 7385 7011 18609 mn [5:\ - U] 34 6550 1476 6003 6753 14163 e 6406 15282 8513 6169 1553 8743 6789
PERCERT 100,00  51.30  46.70 100,00 53,23 46,77 100.00 53.9%  46.06 100,00 5424 4576 100.00 S4.73  45.21 100,00 83.71 44,29 100.00 S5.29 4371
Ley X ry,
; J / ts
O

ERIC

Aruitoxt provided by Eic:




HEN P N T PRV

inme of
tesprondent ;

leleplione: ()

Institution:

CSU Systenwide

1ABIE 18
FULL-TINE SYAFF:  HRY MIRES

Fall 1985 to Fall 1987

HMMBER OF FHYLOYEDLS

Hale temale
Primary Mnerican Naney is o
Orcogrstionat Htispanic | Astan or Indtian/ . Nispanie FAstan o tndfan/
Activity Totatl ] Jotal - s :J (Chicano-] Paciflic JFhii- | Ataskan | Total fHon-nt spanjc § (Chicano-f tacific frite- § Atasran
White § Black] tatiuo) | Istander | pino § Hative Wiite] Black | Latfne) § Istamter fpino ] Hative
' A D C 1] [ 3 F [{] ] 1 J K t H N 0
ettt 1 v [ 405 | 258 [ 206] 25 | 16 o |21 o w7 fiosf 20| 7 | s 1|1
2. Faculty Tennred; :
Frotessnr 2| 198 | 178)144] 3| 5 23 f1 | 2 'J20f19] 1] o [ o of o
Assuctate Frolesnor 3 29 201 14] 4 1 1 0 0 9 7 0 1 0 0 1
Annlatant Fsofesser 4 5 1 1] 0 0 0 0 0 41 2 1] ol i 0 0
lust e tor 5
Lestuser 6
Othey 7
Not=Femssed O Traok:
Fenfenros ] 160 | 134] 106§ 2 8 17 1 0 26 ) 21 2 1 2 0 0
Nvsoelate Protensar | 9 | 381 | 2711 202f 0|10 2510 0 IO [ 927 7 Z |
Aunlatant Prolenner i) 451 § 227)175] 10 13 29 0 0 224 1921 10 9 11 2 0
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I. INTRODUCTION

Under Section 65903.1 of the State Bducation Code (Assembly Bill No.605), the
University of California is required to submit on a biennial basis to the
California Postsecondary Education Cammission a report on the representation and
utilization of minorities and wmen among its academic, administrative and other
employees. In addition, the University is required to provide narrative
evaluations of its affirmative acticn progress.

The purpose of this report is to camplv with AB605 by providing information which
describes the University’s statistica. progress as well as its initiatives in
affirmative action, as of 1987. )

II. ACADEMIC AFFIRMATIVE ACTION

A. Academic Bwployees: A Statistical Profile
This section discusses the data presented in Tables II-1, II-2, and II-3. Table

II-1 illustrates changes between 1977 and 1987 in the mumber and proportion of
minorities and women among full-time UC academic employees, including ladder rank
(professars, associate professur, assistant profsssor, and lecturers with
security-of-employment), and ncaladder rank faculty.

During this time period, wamen gained representation in all ranks, advancing from
679 (10.2 per cent) to 1,036 (14.4 percent) among the ladder ranks, and from
1,698 (25.3 percent) to 1,959 (32.0 p=rcent) among the nonladder ranks. 2Among

minority groups, As:.annmmadethen'ost gains, fram 274 (4.1 percent) to 416
(5.8 percent) among the ladder ranks, and from 434 (6.5 percent) to 528 (8.6
percent) among the nonladder ranks. Other minority groups, however, have made
only slight progress. Among the ladder ranks, black males have barely changed
from 99 (1.5 percent) to 101 (1.4 percent), wtn.le Hispanic males have increased
from 146 (2.2 percent) to 189 (2.6 percent). However, among the tenured faculty,
black males increased from 56 (1.1 percent) to 85 (1.4 percent), and Hispanic
males fram 79 (1.6 percent] to 145 (2.4 percent). These gains represent
advancement into the tenured ranks of assistant professors hired prior to 1980.
Among assistant professors, representation of black ard Hispanic males has
declined frcm 40 (2.7 percent) to 11 (1.0 percent), and from 63 (4.2 percent) to
39 (3.6 percent), respectively. The numbers of Asian, Hispanic and black women
among the ladder ranks have increased slightly, but their representation remains
low. In 1987, there were 63 (0.9 percent) Asian wamen, 48 (0 7 percent) Hispanic
wemen, and 29 (0.4 percent) black wemen.

Table II-2 presents a summary of the changes in number and representation of
wamen and minorities among the ladder rank faculty between 1977 and 1987. Among
full professors, the total number during this period increased from 3,454 to
4,627; the mmber of wamen increased fram 142 to 368; and the number of
minorities increased from 245 to 436. The representation of wamen increased from




4.1 percent to 8.0 percent. Among associate professors, the mumber of faculty
declined fram 1,565 to 1,393, a decrease of 11.0 percent. In spite of this, the
mmber of women associate professors increased fram 159 to 310, and the number of
minority associate professors increased from 138 to 188. The representation of
wamen associate professors increased from 10.2 percent to 22.3 percent, and the
representation of minority associate professcs increased from 8.8 percent to
i..5 percent. Finally, the representation of women assistant professors
increased from 22.6 percent to 29.1 percent, and the representation of minority
assistant professors increased fram 14.7 percent to 20.0 percent.

Table II-3 presents data regarding new appointments to the ladder rank faculty
for the years 1985-86 and 1986-87. A total of 679 appointments were made to the
ladder rank faculty, including 85 minority male professors (12.5 percent), 29
minority female professors (4.3 percent), and 134 white female professors (18.7
percent). Among minorities, Asian males received 53 appointments, representing
7.8 percent of the new hires. Nine black wamen, and 8 black men received
appointments, representing 2.5 percent of the new hires. A total of 134 white
women received appointments (19.7 percent) with 100 hired as assistant
professors, representing 24.6 percent of the total mumber of new appointments of
assistant professors.

B. Academic Affirmative Action: Narrative Evaluations

The University' of Califorr’ '"as initiated academic arfirmative actions programs
to improve the represerntat of minorities and wamen on the ladder rank faculty.
While these programs are not sufficiently mature tc permit a camprehensive
evaluation of their effectiveness, same indications of success are available.
The programs range from outreach to prospective minority graduate students to
encourage their pursuit of academic careers to postdoctcral fellowships that aim
to increase the competitiveness of minority and women candidates for faculty
positions. Four programs will be described and their impact assessed.

1. Graduate Qutreach. Active recruitment znd early introduction to the rewards
of research and scholarship, along with financial support for graduate study, are
essential to attract minority and women students into careers as faculty,
particulerly in certain academic areas. Minority students and wamen tend to
gravitate toward professional programs especially in law, business and medicine.
For example in 1386, among University graduate students, only 31 blacks and 47
Chicanos were enrolled in graduate studies in the life sciences, as ccmpared to
133 blacks and 166 Chicanos enrolled in law; among wemen, only 51 Ph.D. degrees
were awarded in the physical sciences, as compared to 302 J.D. decrees.

Until 1986, Office of the President support for outreach to increase the
enrollment of minority and women graduate students was a small portion of the
University’s efforts, with only $150,000 distributed among the nine campuses.
These funds were used tvo supplement campus support —of faculty- and staff
recruitment travel, prospective student visits to the campus, cooperative
relationships among faculty and administrators of the University of California,
California State University and other campuses, and student -workshops and
cenference.

In 1986-87, with the addition of $200,000 in State and University funds, outreach
efforts were intensified. Most of the additional funds were used to establish




sumer research intermnship progrems, designed to attract and prepare talented
minority end wamen undergraduates frcm the University of California, the
California State Universities, as well as out-of-state institutions for graduate
study at UC. These programs were initiated in the summer of 1987 at seven of the
nine campuses. Follow-up with the 7€ students enrolled in these programs is
expected “to have an impact on new graduate enrollments. Part:.c;patmg students
were frem UC, CSU, and other campuses and included 38 (50 percent) in math and
science, 36 (47 percent) in the social sciences, and 2 (5> percent) in humanities.
‘me:cewere32blacks, 33 Hispanics, 3 Asians, 3 2American Indians, and 5
Filipinos. Since 1985, the San Francisco campus has enrolled a total of 21
students in a summer research interrship program, and 11 of these students have
since enrolled in a UC graduate program. These results suggest that this kind of
program can succeed. in preparing students for successful campetition in the
difficult selection process for admission to graduate study at the University of
Califomia.

\
|
2. iesearch Assistantship/Mentorship Program. Once enrolled, graduate students |
require financial support and encouragement. In addition, faculty mentorship, a

crucial component of academic success, is essential. The Research
Assistantship/Mentorship program provides both of these essential camponents to
minority and women graduate students.

The University has supported this program since 1984-85. It provides for the
development of advanced research skills and academic career development. In
addition an emphasis on mentorship in this and other & academic affirmative
action program draws upon research that demonstrates the positive effects of
faculty mentoring on the attainment of professional and academic career goals.
Under faculty mentorship, students enjoy the benefits of professional
socialization as well as the acqu:.sz.tlon oxX campetence. Supported by $500,000 in
State funds (increased to $610,000 in 1987-88) , approximately 50 students across
the nine campuses annually participate in this program as half-time research
assistants. Awards are tailored to the academic workload and financial needs of

the students.

To determine the impact of this program on the acquisition of skills, and the
academic career camitment of the students involved, a survey was distributed to
all students and faculty members who participated in the program during the 1984-
85 and 1985-86 academic years. Among the mentors, 86 percent expressed
satisfaction with the program. Student participants resronded that the program
provided support and guidance toward the completion of their graduate studies,
and reinforced their career goals in University teaching and research.

3. Dissertation-Year Fellowshirs. To enable minoritv and wcmen FPh.D. degres
candidates who demonstrate academic prcmise to devote full attention to the
camletion of their doctoral dissertations, the University offers dissertation-
year awards that carry a stipend of $12,000, plus $500 for research expenses.
This program was initiated in 1986-87 with $200,5)0 in State and University
funds. Seventeen Ph.D. degree candidates, at least one frcm each of the nine
campuses, were selected for awards in 1986-87 on the ba.is of their high
potential for academic careers and their satisfactory progress towards campletion
of all Ph.D. degree requirements. Award recipients included 7 blacks (3 men and
4 women), 9 Hispanics (3 men and 6 women), and 1 Awerican Indian man. Their
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Ph.D. disciplines encompassed the physical sciences (2), life sciences (3),
social sciences (4), history (3), and humanitiss (5).

With increased funding, (an additional $200,000 in State funds was provided in
1967-88), the number of award recipients has since increased to 32. The 1987-88
recipients include 7 blacks (2 men and 5 wamen), 14 Hispanics (8 men and 6
wamen), 2 Asian wamen, 2 American Indians (1 man and 1 waman), 1 Filipino men,
and 6 white wamen. Their Fh.D. disciplines encampass mathematics and science
(16), social sciences (9), and humanities (7).

Program evaluation guidelines call foc¢ each campus to maintain records on all
dissertation award recipients, and for the Office of the President to make
available the curriculum vitza of these outstanding University Ph.D. degree
holders for purposes of faculty recruitment.

4. The President’s Fellowship. To increase the campetitiveness of outstanding
minority and wamen Ph.D. degree holders for faculty appointment at the University
of Califormia and other major research institutions, the University has
established a pucgram that provides postdoctoral ressarch fellowships. | Awerds
are for one year with renewal for a second year pending demonstration of
satisfactory progress. A major feature of this progzam is mentorship by
University of California faculty. Selection criteria include the merits of the
cardidate’s research project, the quality of mentorship support, and '. ters of
recamendation. Fellows receive a stipend ranging from $22,000 to $28,000, a
research ailowance of $4,000, health benefits, and reimbursement of intarcampus
travel expenses (up to $500) to deliver papers, or participate in conferences.

Fundina of the program has grown from $500,000 in 1984-85 to $993,000 (in State
and U .versity funds) for 1987-88. 2An indication of the program’s attractiveness
and the success of program publicity is the increase in the mmber of applicants
fram 137 (1985-86) to 243 (1987-88), including an increase in the mumber of non-
UC applicants fram 56 to 140. The number and percentage of m'nority applicants
has also substantial increased, from 47 (34 percent) in 1985-86 to 102 (42
percent) in 1987-88.

From 18 postdoctoral fellows selected in 1985-86, the program has grown to 44
fellows (25 new fellows and 19 renewals) in 1987-88. The 25 new fellcws include
9 minority men, 8 minority wamen, and 8 white wmen. The minorities include 9
blacks (6 men and 3 wamen), 7 Hispanics (3 men and 4 women), and 1 Asian woman.
There are 3 fellows in mathematics, 6 in chysical sciences, 9 in Jife sciences, 5
in social sciences, and 2 in humanities. A brochure that includes a brief
bibliograrhy of each of the fellows has been distributed to all Academic Vice
Chancellars, and both the systemwide Program Advisory Ccmmittzse and the
University Senate Ccnmittee on Affirmative action have assisted in disseminating
information to appropriate department chairs to encourage recruitment of the
President’s Fellcws for faculty appointments.

While it is too soon to as<ess the President’s Fellowship Program in terms of its
impact on faculty hiring, there is no doubt that the program is increasing the
pool of qualified minority and women cardidates availakle for faculty
appointments at the University of California and other major research
universities.
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In addition to the four affimmative action programs described abcove, most
campuses employ special recruitment stxategies to facilitate the hiring of
minority and wcmen faculty. One of these is the Targets of Cpportunity for
Diversity Program. Under this program campuses make available a special faculty
position and encourage departments to J.dent:ry highly qualified minorities and
wemen who would be excellent candidates for faculty appointment. Candidates
identified through the Targets of Opportunity Program then undergo the custnary
rigorous evaluation and review that maintains the University’s standa:ds of
excellence. Cther than a waiver of the formal search requirement, the Targets of
Opportunity recruitment process thus follows all farmal requirements of academic
peer review.

The total number of faculty members hired through this program has ¢zown fram 7
appointed in 1982-83 to a total of 66, as of 1985-86, with 10 arpointments
pending. The 66 faculty members appointed include 18 men (5 blacks and 13
Hispanics), and 48 wamen (5 blacks, J Hispanics, 7 Asians, 26 white, and 1
unstated). They s hired at various ranks: 25 as full professors, 10 as
associate professors, 27 as assistant professcrs, 3 as acting assistant
professors, and 1 as a lecturer with security of employment.

Finally, to assist the career development of minority and wamen junior faculty,
the University has since 1978-79 provided grants for research support and sumer
salary supplements through the Faculty Career Development Program. This program
serves as an incentive in the recruitment of new minority and wamen Jjunior
faculty, who can expect heavy demands on their time for student counsaling, and
University and commnity service. Initially, the campuses provided all
applicants with small grants; however, more recently, program administrators have
invited faculty to compete for larger awards, including support for cne quarter’s
released time, as well as research support. In 1985-86, with a systemwide budget
of approximately $460,000, 80 faculty members received awards. Recipients
included 22 male faculty (7 blacks, 9 Hispanics, 5 Asians, and 1 white,
handicapped), and 58 wamen (2 blacks, 5 Hispanics, 4 Asians, and 47 white).

In 1986-87, the University added a special Pre-Tenure Award to its Faculty Carze
Development Program. This new program is intended to assist a minority or waman
assistant professor prepare for the formal mid-career appraisal. This special
award provides financial support for a substantial pericd cof released time, plus
research assistance, and also may includ~ senior faculty mentorship. In 1986-87,
$250,000 in State and University funas was allocated to support Pre-'l\anure
awards, and in 1987-88. program support was increased to $400,000. Twenty junio

taculty members received the Pre-Tenure Award in 1986-87. They included 13 w‘z::'.te
weren and 6 mirorities (1 black, 3 Hispanics, 2 Asians, and 1 American Indi

This program expansion was based on an informal survey of minority anc .~cmen
junior faculty who indicated that such surport was critical to their advancement
to tenure. The following are excarpts from faculty who have rec=zived suprort
frcm the Faculty Career Development Program:

The award was of great assistance to me in concolidating
my research. It allowed me to develop a solid research
base from which several papers will be published. It




also allowed me to prepare with more depth one of the
courses I was teaching. Ibelievethattheawardhelped
me in my pramotion to tenure.

Professor of Engineering, Berkelev

The award aliowed me to finish a large-scale production
with a deadline, and later brought other funding. I
could not have done this if I had not had time off from
my regqular duties.

Professor of Fine Arts, Irvine

The award has greatly benefited my scholarly advancement
toward pramotion as Associate Professor. And it is
fitting that the program contimue to give priority to
wanen and minorities.

Professor of English, UCIA

I believe the award has had a positive impact on my
chances of advancement. At a very critical time in my
career, Iwasabletocmpxeteaninportantpimeof
work, prepare it for publication and, present it at
national meetings. I bave been informed that my
department. has unanimousiy recammended me for promotion
to Associate Professor.
Professor of Biology, Riverside

€. Conclusion

This review of affirmative action programs indicates that the University of
California is continuing to provide increased opportunities for minorities and
wamerl to pursue academic careers. ‘The involvement of University faculty in these
endeavors, and their cooperation in the recruitment and advancement of minority
and wamen faculty is an important camponent of the success of the University’s
efforts to increase the diversity of the facuity.




TABLE II-1

UNIVERSITY OF CALIFORIIA
FULL-TIME ACADEMIC EMPLOYEES
.1977 10 1987

HEN : HOMEN
: GRAND MEN AMERICAN  WOMEN AMERICAN
LADDER RANKS  TOTAL  TOTAL  WHITE BLACK  HISP ASIAW INDIAN  TOTAL WHITE BLACK  HISP ASIAN  INDIAN

PROFESSORS

1977 Number 3,454 3,312 3,075 30 46 154 7 142 134 2 3 3 0
Parcent 100.0% 95.5% 89.0y 0.9% 1.3% 4.55 0.2% 4.1% 3.9x 0.1y 0.1y 0.1%  0.0%

1979 Number 3,715 3,546 3,274 i1 56 177 8 169 162 1 3 3 0
Percent 100.0% 95.5% ~ 88.1%y 0.8y 1.5% 4.8%y  0.2% 4.5% 4.4 0.0 0.1% 0.1% 0.0%

1981 Number 3,936 3,721 3.423 38 64 189 7 215 205 2 5 3 9
Percent 100.0% 94.5% 87.05 1.0y 1.65 4.8% 0.2% 5.5% 5.2y 0.1x 0.1% 0.1%  0.0%

1983 Number 4,235 3,972 3,634 42 76 214 6 263 246 4 6 7 0
Percent 100.0% 93.8% 85.8y 1.0y 1.8% 5.1x 0.1% 6.2% 5.8y 0.1y  0.1% 0.2% 0.0%

1985 Number 4,540 4,224 3,844 48 88 233 11 316 292 7 8 9 0
Percent 100.0% 93.0% 84.7% 1.1y 1.9 5.1%  0.2% 7.0% 6.4 0.2y 0.2y 0.2% 0.0%

1987 Number 4,627 4,259 3,858 49 102 239 11 368 333 8 i1 14 2

Percent 100.0% 92.0% 83.4% 1.1y 2.2y 5.2% 0.2% 8.0% 7.2 0.2 0.2y 0.3%  0.0%

ASSOCIATE PROFESSORS

Percent 100.0% 17.7% 67.2% 2.65 3.1% 3.8%  0.i% 22.3% 19.3% 0.6 1.1% 1.3%  0.0%

1977 Number 1,565 1,405 1,286 26 KK} 57 4 159 141 4 7 6 1
Fereent 100.0% 89.8% 82.2y 1.7% 2.1% 3.6%  0.3% 10.2% 9.0y 0.3 0.4% 0.4%  0.1%
1979 Number 1,539 1,351 1,206 33 49 58 5 188 166 6 7 8 1
| Percent 100.0% 87.8% 78.4%  2.1%  3.2% 3.8%  0.3% 12.2% 10.8%  0.4%  9.5%  0.5%  0.1%
i 1981 Number 1,504 1,270 1,124 30 53 57 6 224 200 9 9 13 3
Percent 100.0% 84.4% 74.7%  2.05 3.5% 3.8% 0.4% 15.6% 13.3¥  0.65 0.65 0.9%  0.2%
1983 Number 1,457 1,202 1,062 35 47 54 4 255 218 8 9 17 3
Percent 100.0% 82.5% 72,9 2.4y 3.2% 3.5 0.3% 17.5% 15.05 0.55 0.65 1.2% 0.2%
‘ 1985 Number 1,386 1,103 957 38 39 67 2 283 244 7 12 18 2
Percent 100.0% 79.6% 69.05 2.7% 2.8% 4.8% 0.1% 20.4% 17.6% 0.5%  0.9% 1.3% 0.1%
1987 Number 1,393 1,083 936 36 43 67 1 310 269 8 15 18 0
|

- LECTURERS WITH SECURITY OF EMPLOYMENT
| 1977 Number 125 83 70 3 4

| 5 1 42 38 2 1 1

| Percent 100.9% 56.4% £6.0% 2.4% 3.2%  4.0% 0.8% 33.6% 30.4% 1.65 0.8% 0.8%  0.0%

1979 tiumber 133 84 67 7 1 49 41 2 2 3 1
. Percent. 100.0% 63.2% 50.45 3.0% 3.8% 5.3 0.8% 36.8% 30.8% 1.5%  1.Bx  2.3%  0.8%

; 1981 Numbar 114 73 56 3 7 1 41 35 1 2 2 1
| ver :nt 100.0% 64.0% 49.1% 2.6% 5.3% 6.1% 0.9% 36.0% 30.7% 0.9%5 1.8% 1.8% 0.9%

. 1983 Humber 117 n 59 4 6 7 1 40 34 0 2 4 0
Percent 100.0% 65.8% 50.4% 3.4% 5.1% 6.0 0.9% 34.2% 29.1%  0.0% 1.7%  3.4%  0.0%

1955 Number 119 74 58 3 5 7 1 45 38 0 2 4 1
Percent 100.0% 62.2% 48.7%  2.5% 4.2% 5.9 0.8% 37.8% 31.9% 0.0 1.7%  3.4%  0.8%

1987 Number 125 79 62 5 5 6 1 46 38 0 3 4 1
Percent 100.0% 63.2% 49.6%5 4.0% 4.0y 4.8%  0.8% 36.8% 30.45  0.0% 2.4% 3.2%  0.8%
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TABLE ITI-1 (continued)

MEN HOMEN
GRAND MEN AMERICAN HOMEN AMERICAN
LADDER RANKS TOTAL TOTAL WHITE  BLACK  HISP  ASIAN  INDIAN TOTAL WHITE BLACK  HISP ASIAN  INDIAN
ASSISTANT PROFESSORS
1977 Number 1,486 1,150 983 40 63 58 6 336 285 15 14 18 4
Percent 100.0% 17.4% 66.2% 2.7% 4..5  3.9%y  0.4% 22.6% 19.2» 1.04 0.9% 1.2% 0.3%
1979 Number 1,333 993 851 36 45 57 4 340 286 14 11 26 3
Percent 100.0% 74.5% 63.8%y 2.7% 3.4% 4.3%  0.3% 25.5% 21.5% 1.1% 0.8y 2.08 0.2%
1981 Number 1,158 850 729 23 36 59 3 308 269 11 6 21 1
Percent 100.0% 73.4% 63.08 2.0 3.1% 5.1% 0.3% 26.6% 23.2y 0.9% 0.5% 1.8% 0.1%
1983 Number 1,101 812 689 19 38 64 2 289 249 13 11 16 0
Percent 100.0% 73.8% 62.6% 1.7% 3.5 5.8% 0.2% 26.2% 22.65 1.2 1.0y 1,55 0.0%
1985 Nunber 1,066 761 636 14 36 73 2 305 257 14 17 16 1
Percent 100.0% 71.4% 59.7% 1.3 3.4 6.8% 0.2% 28.6% 4.1y 1.3 1.6% 1.5% 0.1%
1987 Number 1,072 760 605 11 39 104 1 312 253 13 19 27 0
Percent 100.0% 70.8% 56.4% 1.0 3.6% 9.7% 0.1% 29.1% 23.6% 1.2 1.8% 2.5%  0.0%
TOTAL LADDER RANKS
1977 Number 6,630 5,951 5,414 99 146 274 18 679 598 23 25 28 5
Percent 100.0% 89.¢ 8l.7% 1.5% 2.2% 4.1% 0.3% 10.2% 9.0 0.3 0.4 0.45 0.1%
1979 Number 6,720 5,974 5,398 104 185 299 18 746 655 23 23 40 5
Percent 100.0% 88.9% 80.3% 1.5% 2.3% 4.4%  0.3% 11.1% 9.7% 0.3 0.3 0.6 0.1%
1981 Number 6,712 5.914 5,332 94 159 312 17 798 709 23 22 39 5
Percent 100.0% 88.1% 79.4% 1.4% 2.4% 4.6 0.3% 11.9% 10.6% 0.3 9.3%y 0.6% 0.1%
1983 Number 6,910 6,083 5,444 100 167 339 13 847 747 25 28 44 3
Percent 100.0% 87.7% 78.85 1.4%  2.4% 4.9%  0.2% 12.3% 10.85 0.4 0.4% 0.6 0.0%
1985 Number 7,111 §,162 5,495 103 168 380 16 949 831 28 39 47 4
Percent 100.0% 85.7% 77.3%  1.4%  2.4% 5.3% 0.2% 13.3% 11.7%  0.4% 0.5% 0.7% 0.1%
1987 Number 7,212 6,181 5,461 101 189 416 14 1,036 893 29 48 63 3
Fercent 100.0% 85.6% 75.7% 1.4% 2.6% 5.8% 0.2% 14.4% 12.35  0.4%  0.7%  0.95  0.0%
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: Source:

»

_TABLE II-1 (continued)

Note:

Biennial Higher Education Staff Intormation (EE0-6) Reports

since 1979, Student Assistant titles have been excluded from the Non-Ladder Ranks and Total Academic Workforce d:ta.

. MEN WOMEN
GRAND MEN AMERICAN HOMEN AMERICAN
LADDER RANKS TOTAL TOTAL WHITE BLACK  HISP  ASIAN  INDIAN TOTAL WHITE BLACK  HISP  ASIAN  INOIAN
NON-LADOER RANKS
1977 Number 6,709 5,011 4,355 84 113 434 25 1,698 1,427 69 44 148 10
Percent 100.0% 74.7% 64.9% 1.3% 1l.7% 6.5% 0.4% 25.3% 21.3%  1.0%  0.7% 2.2%s 0.1%
1979 Number 6,779 4,903 4,204 75 155 458 11 1,876 1,571 75 51 169 10
Percent 100.0% 72.3% 62.0% 1.1%¥ 2.3%¥ 6.8% 0.2% 27.7% 23.2% 1.1% 0.8 2.5% 0.1%
1981 Number 5,111 3,560 3,040 52 91 mn 6 1,551 1,315 54 43 31 8
Percent 100.0% 69.7% 59.5% 1.0 1.8 7.3 0.1% 30.3% 25.7%  1.1x 0.8 .65 0.2%
1983 Number 5,360 3,683 3,084 43 118 435 3 1,677 1,423 58 4, -6 10
Percent 100.0% 68.7% 57.5% 0.8% 2.2% 8.1% 0.1% 31.3% 26.5% 1.1¥ 0.7% 2.7%  0.2%
1985 Number 5,621 3,824 3,225 39 113 438 9 1,797 1,509 59 50 171 8
Percent 100.0% 68.0% 57.4¢ 0.7% 2.0 7.8% 0.2% 32.0% 26.8% 1.6 0.9y 3.0 0.1%
1987 Number 6,118 4,159 3,458 48 121 528 4 1,959 1,608 61 61 223 6
Percent 100.0% 68.0% 56.5% 0.8% 2.0% 8.6% 0.1% 32.0% 26.3x 1.0 1.0 3.6% 0.1%
TOTAL ACADEMIC WORKFORCE
1977 Number 13,339 10,962 9,769 183 252 708 43 2,377 2,025 92 69 176 15
Percent 100.0% 82.2% 73.2% 1.4 1.9% 5.3%  0.3% 17.8% 15.2%  0.7% 0.5% 1.3%  0.1%
1979 Number 13,499 10,877 9,602 179 310 757 29 2,622 2,226 98 74 209 15
Percent 100.0% 80.6% 71.1% 1.3 2.3¥  5.6% 0.2% 19.4% 6.5 0.7%¥ 0.5% 1.5% 0.1%
1981 Number 11,823 9,474 8,372 146 250 683 23 2,349 2,024 77 65 170 13
Percent 100.0% 80.1% 70.8% 1.2%  2.1% 5.8y 0.2% 19.9% 17.1% 0.7  0.5% 1.4% 0.1%
1983 Number 12,270 9,746 8,528 143 285 773 16 2,524 2,170 83 68 190 13
Percent 100.0% 79.4% 69.5% 1.2 2.3% 6.3%  0.1% 20.6% 17.72%  0.7% 0.6% 1.5% 0.1%
1985 Humber 12,732 9,986 8,720 142 281 818 25 2,746 2,340 87 89 218 12
Percent 100.0% 78.4% 68.5% 1.1% 2.2%¥ 6.4%  0.2% 21.6% 18.45 0.7% 0.7% 1.7% 0.1%
1987 Number 13,335 10,340 8,919 145 310 944 18 2,995 2,501 90 109 286 9
Percent 100.0% 77.5% 66.9% 1.1% 2.3% 7.1%  0.1% 22.5% 18.8% 0.7% 0.8y 2.1%  0.1%



TABLE II-2
_ UNIVERSITY 0F~CALIFORNIk
LADDER RANK FACULTY

MINORITIES AND HOMEN
1977 T0 1987

PERCENT
NUMBER REPRESENTATION

RANK 1977 1987 1977 1987
PROFESSORS

Minorities 245 436 7.1% 9,4%
Women 142 368 4.1% 8.0%
Al 3,454 4,627 100.0%  100.0%
ASSOCIATE PROFESSORS

Minorities 138 188 8.8y  13.5%
Women 159 310 10,2y 22.3%
Al 1,565 1,393 100.0%  100.0%
JSSISTANT PROFESSORS

Minorities 218 214 14.7%  20.0%
Women 336 312 22.65  29.1%
All 1,486 1,072 100.05 100.0%
ALL RANKS

Minorities 601 838 9.2%  11.8%
Women 637 990 9.8% 14.0%
Al 6,505 7,092 100.05 100.0%

Note: excludes Lecturers with Security of Employment




TABLE II-3

UNIVERSITY OF CALIFORNIA
NUMBER AND PERCENTAGE OF LADDER RANK FACULTY
NEY APPOINTMENTS, 1985-86 & 1986-87

-- - MEN - --- WOMEN
GRAND MEN AMERICAN WOMEN AMERICAN

LADDER RANKS T0TAL TOTAL WHITE BLACK HISP  ASIAN  INDIAN TOTAL - HWHITE BLACK HISP  ASIAN  INDIAN
PROFESSORS

Number 196 171 153 3 4 10 1 25 18 4 1 1 1

Percent 100.0% 87.2% 78.1x  1.5% 2.08y 5.1%  0.5% 12.8% 9.2 2.0 0.5 0.5% 0.5%
ASSOCIATE PROFESSORS .

tiumber 76 51 &7 1 3 6 0 19 16 1 2 0 0

Percent 100.0% 75.0% 61.8% 1.3% 3.9% 7.9% 0.0% 25.0% 2.1y 1.3¥ 2.6 0.0y  0.0%
ASSISTANT PROFESSORS

Number 407 288 231 4 15 3 1 119 100 4 6 9 0

Percent 100.0% 70.8% 56.8% 1.0y 3.7% 9.1y 0.2% 29.2% 24,65 1.0y 1.5% 2.2%  0.C%
TOTAL LADDER RANK

Number 679 516 431 8 22 53 2 163 134 9 9 10 1

Percent 100.0% 76.0% 63.5y 1.2% 3.2%» 7.8y 0.3% 24.0% 19.7% 1.3%y  1.3%¥  1.5% 0.1%

Note: this data presents all, full and part-time, Ladder Rank Faculty appointments.
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ITIY. STAFF AND MANAGEMENT AFFIRMATIVE ACTICN

A. Statistical Profile, 1975-1987

During the twelve-year pericd (1975 to 1987) covered by this report, total
headcount for career staff and management perscnnel at the University of
California rose fram 38,626 in 1975 to 53,046 in 1987, an increase of 14,420
employees, or 37.3%. Minority representation grew from 11,435 to 18,250, an
increase of 6,815 employees, or 59.6%. Female representation increased from
24,360 to 34,875, a qain of 10,515 employees, or 43.2%.

As the total number of employees grew, minorities and waomen increased both in
mnnbexsandasapercentageofthewoﬁcfome minorities increased 4.8
percentage points, from 29.6% in 1975 to 34.4% in 1987; women increased 2.6
percentage points, fram 63.1% to 65.7%.

The statistics for the period 1975 to 1987 indicate progress for minorities and
women within almost all job categories of staff and management personnel at the
University.

Table 1 illustrates changes over th'.s twelve-year time period in the proportion
of minorities and wamen within each of the following EEO-6 job categories for
staff and management: Executive/Administrative/Managerial, Professicnal Non-
Faculty, Secretarial/Clerical, Technical/Paraprofessional, Skilled Craft, and
Service/Maintenance. The first four colums of Table 1 show the percentages of
both minorities and wamen within each EBO-6 category during the years 1975 and
1987, respectively. The fifth and sixth colums show proportional changes
between 1975 and 1987 for minorities and women within each occupational

category.

As Table 1 indicates, minority representation has increased in all ERO-6
categories since 1975. The greatest increases occurred in the Skilled Craft
category, where the proportion of minorities rose by 9.4 percentage points, and
in the Secretarial/Clerical category, where a gain of 8.4 percentage points was
achieved. Minorities now represent 28.3% and 36.8%, respectively, of those job
categories. Minorities also increased in proportion by 4.1 percentage points
to 14.2% of the total Executive/Administrative/Managerial category, by 5.4
percentage points to 24.2% of the total Professional Non-Faculty category, by
5.4 percentage points to 40.0% of the total Technical/Paraprofessional
category, and by 7.3 percentage points to 66.1% of the total
Service/Maintenance category.

Wemen gained in four of the six EBO-6 Jjob categories. The greatest

proportional gain was achieved in the Executive/Administrative/Managerial
category, where wamen ircreased by 22.8% percentage points. Wcmen now
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represent 46.6% of that category. In addition, wamen represent 69.3% of the
Professional Non-Faculty category, an increase of 7.5% percentage points since
1975. Wamen also made gains in the Technical/Paraprofessicnal and Siilled
Craft areas, where the proportion of women increased by 1.7 and 3.0 percentage
points, respectively. Female representation is now 51.3% of the
Technical/Paraprofessicnal category and 5.6% of the Skilled Craft category.

The proportion of wamen decreased in two categories: Secretarial/Clexical (by
3.2 percentage points, fram 86.8% to 83.6%) and Service/Maintenance (by 2.7
percentage points, fram 36.1% to 33.4%).

In summary, during the twelve years from 1975 to 1987, the University has
achieved gains in the overall rerresentation of both minorities and women in
its workforce. Minorities have increased in all occupaticnal categories during
this period of time, while wamen have made an especially noteworthy gain in the
Executive/Administrative/Mariagerial category.
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This part ol the rsoors exmminss affirmative acsieon m *‘c. stafl and
maracement, with erchasis o the University’s Employse Affirative Actien
Develcoment Progzams.

The Universizy cf Califormia follows a g=neral pc"_:q cf exlcves dsvelicmen:
for all stafs arnd manacement pescn:m’ irrsspective of sex, r=cs, etu_,.-f,
or other ncn-jch-relatad perscnal characteriet Urdsr this generzl peiicy,

awemlweemvacolytch;sorhe:sxmecrcrd.mtha‘to;zn;c;-
pate in - or off-camrus tw=2ining programs, courses, seminars, confarences

ard similar activities aimed at imn:::v:.m emicyees’ pericrmance in ﬂzev_:
present jcbs or developing the skills, knowiedse, and expeienca necessary fcr
ac:vapm:amﬁcbmml.‘v Dazn_mcnt..eava;lanmtvormT
firds, the swerviscr’s as=ess.ezt of the emicyee’s t:-_..m.nc ne=_ts, ard
wcnc.cadc:mst:e__nts, the decartent mey provide s *-ccr“inthe form cf reiesse
tmaxn/crp:vuextoffastoparmtemthepmgm Also uncer this
policy, any carcer emplcyee who meets the admission reguirements of the
muvasltylselimblefcram-th:&feerednc*_cnman‘.e:me:mllm

regu.la.racacmcccu...:anﬁ-.

In acdition to, and distinct from, such generzl emplcyee develcpment activities
istheEmlcveeAf.rmat.veActmnDeve_omth—og:am The Procram wes
initiated in 1978 with $604,700 in State Ganeral Funds and $200,000 in Tniver-
sity Opporomity Funds. Itismte:dedtop:*v:.deemlcveetzzamngaxﬁ
Wmm‘ofmuﬁemlcymtmmtyam{afﬁﬂatme action
for targeted groucs, pr:mnlymrmt:.aandm

Itis;mor.anttoh@inmﬁthezelatmsh_nbehaeateam.cyeem
ative Acticn Develcrment Program and the UThiversity’s brcader affirmtive
acticn perscmel procrem, established in 1973 pamsuant to Executive Crder 11246
and the 1972 Ecucation 2mencments to Title VIT of the Civil Richts Act. Under
the Executive Qrder, campuses are required to develcp written Affirmative
Acticn Flans, inclwding identificatien of "gcals and timetables® for hirzing
memibers of protactad classes, and to establish mmercus other administ—ative
procedures in arcer to implement such Plans amnz:m.tcrc:m:_ancewr"sz'—ﬁ’
reculaticns. Throechout mest of the 1970s, the m.ve:—"‘-w“ affirmtive aczim

efforts wers focused in that arsa, concentz=ting particuiarly on cutTsach and
extamal recuitment activities in order to ati~act m:..;c:;t:.es, wezeT, ard
other protzctad—class memters into arsas of the Thiversity woridcrcse whers they
wera uncsrutilized,

By the l=zts 1870s, however, it becoma arger=nt that mers coopliancs with
Federal recuiations was nz:" seificient, ard thar additiomal preormresic
eiforts wera ns=ced. Althouch formal Affizmartive Aczicn Plans ard E"“"’_’ goals
wer2 eflsctive in b:"-.c*w g:"—="~'- nnEErs c& mincritiss, ween, and cosr
pmts"'w"'-"""% xereers into the Univerzity m....\_...&..., 2 carplsmentary stoatscy
was neecad in c:r::.ar to exgarnd carzer d..re_ccnen" are. advencarent ccoeroenities
for these entaring and alrzady in the wororee.

The BErployee Affirmative Acticn Cevelcrment Program wes institutad with this
cbjective in mind. The primary targets of ﬁ'eP'mzanaromum" ties, womEn,

-and other protectad-class members who are curzent emplcyees of the Universit

Program funcs are reserved exclusively for emplcyee training and deve..cz::alt
ac‘:..v:.t..es, as distinct f£om adninistative az:e:d:.t:m focr the Umversz"v's

affirs /e acticn procTem.
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I. Cverviaw -
-

The Brxlcvee Affirmarive Acticn Ceveicment Proer=m comsists of three s T3ATATS

m.._...s for facuity, stais, ard manac=zenct., The folls ving secticns rsvisw

the St=if Affi—mative B.c:':._cn Deve_f‘men., Progrzm and the Manaczment Fallo cwship

Brogram.,

Stafi and manacement programs are offsrad ard acninistersd at the carpus level,
kased on genaa. gu:.del:v.&s establicshed by the Office of the Presidenc.
Guidelines issued by the Office of the President for the Stafs Afsirmtive
Acticn Develcmment P*og.'an include the fellowing:

Priority sheuld be given to finding projec:s which addrsss the training and
develcrment needs of wamen and mincrity erplcvess, particularly whers such
[xojects mey assist in qualifying wmen ard minorities for £csiticns showing
undergtilization of p:*ta‘:.en Classes, as identified by the (cazpus)
affirmative acticn officers.

nmdsallocatedmﬂerﬂﬁspmg:émaremtintaﬁedtobeusedforimnect
costs such as administrative salaries ar office space.

Within these general quidelines, camruses are permitied ccnsidershle flexi-
bitity in designing specific programs tailored to their specific needs. The
mnceofp:cmaucof.e_mgsmtﬁestaffdeve.CMa_alsquted.va-
§ifi

Career Develomment Workshers.

Staff Affirmative Acticn Scholarships
Technical Skills Training Programs
Stafi Affirmative Acticn Intermshizs
Menacement Skills Assessment Procr=m

00O0O00O0

Ezcl'zofthesetywofpmgzansisr-eviesedbelcw.

The Manac=ment Fellcwship Progr=m is characterized by a more m_.c::aar::rcadl
acxcss campusas. The kev featoras of this progrem is the pizcament of seiect

Feilows under the mentorship of a senior management officizl. Fellcasp'*
finding is contingent urcon ermxoval by the Oifice of the President based an
review of campus prooosals. As md...mm in the progzem quidalires, pricrity
is given to f'.:m..m pr:xsa..s wni c:* az2 "rasgensive to futirs mensca=ment nescs

ard afZlrmative acticn ceals of the cargus for scecific protsctd «"’==“= " am
whners the 'C.":.Hr-ﬁcn.ln wz'” "F_y-v-v-u-:\ an ‘m__.:nm which 5-r-n-‘1r-an"’v gm:r
the recipient’s ability to copete mom= efizcuively for Cnis Ter=ity *za*w:‘*w'"
positicms." Both sendcr-lovel scaff ard fzcuicy merters ey ke recizizmes cf a2
M¥arac=rent Failogehin auwars.,

Iz, Eplvaricn C=itswvia

The Staff Affirmative Acticn Devaicrment Progrem and the Management Fellcwship
Progrzam are evaluatad by carruses and the Office of the President. Fer
parzcses of this review, three main c=itersa will be consider=d: tav'ﬁt.ngoa-

intendad grours, program costs, and program effectiveness.




2) Tarceting of invsndsd oroims.  This refzrs to the deroeerhic profils of
procram participants, specifically their hrealcisn by race and sex. GQiven
that mincrities and wmen are the prirmary tarwers ¢F these ErocT==s, this
faczor shouid be reflectad in the acoaail corzcsition of progm=m partici-
pants. It must be nct=d, however, that sm2 progrews ars net limisad
exciusively {0 women ard mincritiss, and other splcyese are alsg eligizie
to arely.

b) Pzocr=m cogts. This citerion is examined primarily in terme of the
Sarparative cost per pasticipant of diffsrent progeems.

C) Procz=m effactivenecs, This refers’ to the r=lative effactivensss of

FrocT=ms in incrsssing carser monility amng particizants, as indicared by
sucsecuent [amoticns ar reclassificaricns. Twe caveats ars essenrial.
Fizst,é:emtﬁsabsmofamslgrwpagainstwﬁditccm;a:aﬂw
perfommance of program particirants, no tzuly definitive assessment is
pessible. Data on subsecuent promcticns or reclassifications should
therefare be treated as merely sucgestive of the long-term effectiveness of
different progzams. Second, and egually important, scme of the programs
revienﬂlatarinthisreporta:edaignedpﬁmn’lyto;pmvidesldﬂs
assassnmtanddevelc;namgthe:t}antoprmtecz:ee:mﬁlity. While
the overall aim of the Employee Affirmative Acticn Develcrment Program is to
emancemreermhility,sgedficmamsof&epmgmnmstbeass&sed
in temms of their cwn specific cbiectives.

ITI. Career Develctment Werkshors B
This type of program has been offered at mcst campuses, alteit with scm=
variaticns in program st-uctmxre ard content, since 1978. In general, carser
develcrment worksheps take the form of sell-mroup, lechurs-ard-discussien
sessicns cover a pericd of several wesks, usually urnder the dirsction of an
employment counselor or txainer. Participating emlcvess are int——cuced to
basic cconcests of carser planning ard ars encouraced to develcp indivicdualized
carser pians, icentifying specific arras where firther twaining or couzsswerk
meyte necsssany in order for the emicyes to precars for the carcer ccals wnich
he or she has icentified. In additien, particirants ars providsd guidance cn
effsctive tacnicues for rzsume writing, jcb intsrmswing, and relatad marters.

A rscresentative exzmmle of this type of prooz=m is the Mid-Tarser Plarning and

Deveicoment Progczem for St=f2 wWoen arnd Miners tv EZxicvess at the Riverzids
S=mzus. A total of 68 emplcyess particizaved in the proorsm over a thires—ves-

ricd, 92 Cof whcm werz mincritics andier weme=n. Przczam costs aversgsed $SS
Per particizant. 14 progrmm parTicizents lster rzosived proonions or uoees

- ‘:: > b ] . . - * (L) i. - FR) N - - < -
rsclassiZicaticns, aithcuch it is impossibla o derarmine the eviant to which
=

this was artzirutabie to the effs=cts of the Froc—m ==l £, fcr resscos civen

abcve. Neverthelsss, enplcyee respemse to the Procrom wes quite favorskle, and
demard for the Progrem led subsecusntly to its incorpuration as part of the .

recular erplcyee develcmment progrem offerings provided throuch the carrus
Perscnnel Office.

Cne of the main attracticns of this type of procr=m is its generally lcw cost
in comariscn with other types of emplcyee develcment programs.  The main
limitaticn, howe.er, is that shors-tarm carzer coumseling cannot be expected to
prdice simificant leng-term results in the malority cf cases. arzer
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develcmment worikshops rersssent cnly a necessary fizst stsp; e ths em
has formlarsd a resiistic cavzer r’=ve..cm~a~.» pl..n, acditicnal rzscurcs
pocm=metic effsrings must be mede availsble to 1:._nc T2 plan to fouitiem,

Fcr these raascns, Eplcyee AfZirmative Ar:' ion Develoment Progrem fimds have
been used primarily as "seed" mcnev t.. inizfare carser Cevelcrment worisshers at
e camcuses, esgecially during the earlier years of the Procr=m. In addirien

Riversice, the Ba::a.w, Davis, Irvine, Ics Arncaies, and San Disco camguses
iniriatad procrams of this type d:r'_m 187 8-81. Cnce estabiished, these
mhzve.nmc&esbee.mt.,. th recular emicvee to=2inirg and
develcoment offsrings provided throuch the ce.ﬂ.“.zs Perscnnel QfZice, fe=eing
Af:‘.’;rar..ve Acnicn Develomment firds to surDert other types of progr=w=tic
activities, as desc=bed below.

IV. Staff ASSivarive Aoticn Scholarshing

This type of program provides small grants to surport specific taining
activities and special coursewcrk. S"..affac."n.arshz.csareoftaxusaﬁm
cnjunction with, or as a followup to, career develomment werksheps in axder
toaai:sssceczﬁctrammgwedszdaxtﬁedmt.eemlcveesca:eerpan
This tvre of programmatic approach has been emrhasized particularly at the
Irvine, Riverside, San Francisco, San Diego, and Santa Cruz camruses.

At the Irvine camrus, for examrle, 266 staff scholarshirs were awaxded f£zcm
Expicyee Affirmative Action Deve..cmer!: funds between 1978 and 1984. Of the
avard recipients, 257, or 97 percent, were minority and/or femle staff
emlovees. The average size of award was $244pe:part1cz.mt. The awards
havebemusedpr_fnan_ytom.depaynmtof fees for academic coursewcx,
attendance at prefessicnal ccm-mces, ard similar activities relatad to the
exlovee’s specific carser gca_.s Particivant evaluaticns have besn extemely

fzverable, ard the program is consistently oversubsceibed.

t is acain d;f‘*'fult, however, to assess the impac: of such procgrams on
subsegusnt jcb mebility, This is ttuwe noct only becavse of the lack of a
conxzl group, but aisc because scholarship awerds tend to be relatively smll
and ar= used to surport specific ecucaticnal and t2ining activities of Timited
cGorzzicn. Thus, as viswed by progzem participants therselves, the pmmary
beneiit of such awercs is mest often vizwed in tzrms of the immediate, tangihie
eflsct in ailcwing participents to att=nd schocl and accomlats courze cxadits
aré cther c_ma.v.f*ca*rns leading toward an eventual degr=s or liczmse.
Schclarszhizs ars alsc cf immediats kensfit in develcping specific job sidlis
useful in the sTicyes’s curzant ich.

.e Eemafits that this tre of LTogTm can crovids are iilvstztsd Dy

7 Yuz=e Ecucaticon S.:".."..c::: Pr:g:-_."n, int—=cioced at the San Frencisco

» 1'?:.f; in 188:-32Z. ’\u::*"f' earicn iz beth an ec=sive and a
mdertaxing, and the tarminal coieczive of an undsrgrachats cr griciate

dacres can take 6 to § years ﬁprmadmap&-—t..mb.s.s. In view cf that,
the Progzem has been designed to provide repeat awerds to par- ticipating
emplcyess over a milti-year pericd, and to provide screwhat larger awards than
in the case of other scholarship-type prograns. In 198’-84, fcr em=nrle,
awards averaged arcroximately $1,370 per participant, and were vsed to cover
‘both partial salary surport and bocks and fees in arder for participants to
attand sdx:olvh..lem:dung Atcmlofl‘}emlcyeeshavemaiser:edbytb
P"‘DC"Z’.!I sinc2 its incerticn, all of whom have been mincrities and/or wamen. COf
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- the 19, tw have thus far recaived prometions, cne foem Licensed Vecaticnal

wse to Clirical Nurse I, the other f=cm Clinicdl Nurse ITI to Acminisc—rive
Murze I. A better indicator of ths succzss of the Progzam, however, is that
all the r=weining particivants show conTimuing procress towers a cualisriag
decree and/cr licemse in their ciwsen arsa, as indicated by acedemic
accmlisiments wiich are measurable cnn a quarterly or serester wmit basis &=
year tc year. Tnte following participant ressemses arz typical:

With the help of the Minority Nurse Piocaticn Suppors Frogram I have been
allcwed to continue mv mursing educaticn, This progrzm is a graat benefit
for pecple like myself who otherwise would not have been able to contimge
their educatimnal endaavor, without the suceert of MNES?P.

This [p:cg:zn}hasbeeiagr:etbelpta-masmgmmmﬁmeaﬁ
2 ralief that my assistance to my parsnts [from worcing] can contimme. IF
thisp:ogmmmtavaﬁlablenmIc:uldn’tccntﬁmetogomsdml.

*B:elﬁnoﬁ.tyNurseBﬁmtim&:;pcrthgzznassistedmypzsuitmmy
mursing educaticn. It allcwed time, momey and ensrgy to concentrate on my
mastars studies. Without the fund, I prcbably weuld have not been able to
thimzeinmyfullccu:semﬁcandsﬁxiyaﬁgaﬁzf:mt‘xeprogmn. I feol
t.‘:? minority surpart [program] is beneficial and necessary for all pecrle of
coler. .

V. Tecmical Skills Taininc Proqrams

These types of programs are targetad at specialized, techmical jeb classi-
fications, where minorities and wemen tend to be urdarrerrecented.,  Such
procrams typically utilize a combination of classroem and cn-the-3cb twzining
in orcer to impart the kasic technical skills npeeded to advence into techmical
cccuraticens., -

An example is the Fharmacy Technicisn Training Program, inteduced at the T
San Dieco Medical Center in 197%-30. This procrem invelved a 20-wesk courze of
instzucticn, inclding both classrocm inst—ucticn and -the-jcb twaining. 19
empiovess particizatad in the proge=m at an averzce cost of  $153 psr
parcicizant. (Ecwever, this cost reflects cniy Emplcyee AfSi—atiwe Acticn
Develcocment furding, and deoes ner inclide other costs bore Ev the Medical
C=nzear. ) 12 emwicvees successfully comieted the course, of whem four,
including tirze wnite females ard cne Eistanic f=mle, wers sucsecuantly hiz=ed
as Fharmacy Techmicians at the ¥edical Cantar.

Tie success cf the initial progeem spmamsd simiar precremmaric effores foo
cthar t=cimical claszificaziens at the Medisa® (Caznrar. In 1e2C-23:, the

e

Respiratery Therapist Program was initiacaed wish supoers It Emices AfSivme
ative Acticn fevelcrment finding; of sixn tozinsss, thves were aived incs the
Cerar—ent of Respiratary Therzpy, incliuding tio black faomisze ard cns hizck
male.  Subseguently, the Medical Canter has intooducad a Health (Carzers
Technical Tr2ining Program, desicned to provide a nine-wesk "cors” intscducticn
to hospital systams, medical terminolegy, and basic aratcmy and physiolecy, ard
has also develcped & Dietary Trainceship Program, targetsd at the Diststic
Assistant jcb classification. COutcore data for the latter progrems are not yet
available, ’

Santa Bartara is ancther campus that has erchasized this type of tachnical

19 -
10}

3




gkills twaining program. Based cn arsas of wderutilizarien jdentified in the
carpus Affirmative Acticn Plan, e carpus intooduced  specific tominimg
prograns for Cormuter Cperators/Word Procssscrs, Storskesters, ard Durlicariens
and Library Assistanrs. The Likwazy Assistant Trainine Procram, for exereis,
involved a 1l2-wesk cowse in which selsctad emicyess werz [movided with
parcial relesse time from their recular pesitions in oxder to learm aursmerd
cataiccing and kibiicgrarhic rch techmicues. . A total of 21 enplcyess
participated in the vericus tszining procams cver a thrse-year pericd at an
average cost cf $83°% per participant. All particirants were minc—=ties and/cr
wcmen . Cf the 21, ten subsequently received promctions or uwerd
reclassifications at the Senta RBartera campus, and cne received a promoticnal
transier to ancther University camous.

As these results sucgest, the mei; adventace of this tyre of tachnical sidlls
training procram is that it can produce fairly dramatic, shorc-tsrm results at
reizcively low cost. The mein limitaticn, however, is that this progr=mmcic
apcxcach is mest suitad to paraprofessicnal job classificaticns recuixing hasic
techmical skills, but is less well suited to other ocouraticnal areas arnd
levels of the werkforce. .

VI. Staff Affirwmtive Acticn Intarnshirs

These programs provide participants with an crportunity to intem in, and cein
eccsure to, a hicher-level jab classificatien to which they aspire. Interm-
ships are gene ally reserved for those in urper-level staff classificaticns
(e.g., Acministrative Assistant II ar ecuivelent and above), althcugh there are
differsnces amcng campus programs in this regard. The Clerical Intemnship
Program at the Riverside camrus, for examrle, is targetad at the Administzative
Assistant II level and below, while the Davis campus Mid-Manacement Intsmnship
Program is aimed at a samewhat higher level and is intended to provide
ccoartunities for staff employees to move into entry-level menacement and/or
suwpervisory pesitions. The Santa Barkara camtus ccrbines elaments of both:
the Middle Manacement Internship Program is designed to provide cpportumiti
to mve into menacement, while the Carzer Experience Develcrment Progzem
permits these at lower classifications to intemn in the pesitions vacatad by
cardidatss selectad for the mid-meracerent procram.

A total of 41 staff intermmshizs haeve been supportad from BEmlcyze Affirmative
Acticn Cevelcrment furds, all of which have been ewerded to minority and/cr
femmie stafi emplcyvess. The mein ckhstacle to expandad use of intsmshirzs is
thie hicher salasy-rsplaceent costs of this type of procz=m as copar=d to
otherz: the average cost per parzicizant for ail intzrmships wes §4,734, ard

{

4
this ficir=s was considsrably liichsr in the case of full-tize intsrmshize
exanding cver a pericd of severa! menchs.  The averzge ccst of a full-tine
inczmship for six months wes apcrodizacsly $16,200.  For this rsasem, stais

intemshizs can b2 cff=red in mest c2sss cnly en a part-tize basis, useally for
12 to 16 wesiks. This can pose a prohiem not cnly beczuse of the Limit=d
cduraticn of the intsmiship evperienca, but also becavse particirants mst split
their time between their regular jcks ard the int=rmship assigrments.

Nevertheless, despite their ccst, ard daspite the fact that they can e offersd
cnly on a part-time hasis in mcst cases, intemships have preved to be amcng
. .the mcst effective of all Staff Affirmative Acticn Pevelcpment Programs. Of
the 41 staff intemshirs funded, 18 recipients have subsequently assumed
higher-level pcsiticns within (he Thiversity, a "success® rats of 44 percent.
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In additicn, ancther two have aceeptad hicher-lovel Fesiticns cutsides the
University, )

As micht be excectad, the "success" rata tends to be h;r.::.sr than the averace—
30 percent—for full time, longer-tsm intsmshizs than in the case Of por—.
time, shortsr-term placements, Eowever, because of the lower cost of the
latter, they can be offzred m—e freguently., Thus, even with a scmesnat lower
"success" rata, part-time, shorc-tarm intsrishics have cont—ituted o a greatar
absoluta mmber of pronoticns and usward reclassificatiens. Even where
intamships do not lead directly to advancement, the kncwledce and ecerimce
cained can be of immediate bemefit in imeroving employees’ pers nce on their
curz=nt jcks.

VII. Manacement Skille Acsascent P.':ccran
The Manacement Skills Assessment Procram (M=xP) was initiated in 1978-79 as

part of an intercamous, collaborative effcr: amcng the northerm campuses of the
University. It is ai pimerily at mid-level acministrative and professicnal

staff emplcyees (e.g., Administrative Analysts, Manacement Services Officers).
lEAPisdsigzedtopmvidearigc:msassesmtcfmnagamt kills,

includingareasofwee.bmsasweuasarasofstzegﬂx. It is not, however,
2 training progzam. mﬂ.etheassmptiminhe:entinﬂzepmgranisthat
emicyees will be encouraced to immrcve on-the-jcb effectiveness and to davelcp
skills needed for advancement, the primary and immediate objective is to
p:cvidepartidpantswithamaﬁstic,wﬁid,aﬁdmcugha;pmisalofﬂzeir
skills and potential for menacement pesiticns. : =

MEAP is conducted as an in-residencs, thrse-to-five day progr=m, during which
participants perfarm individual and growp exercises simmlating menacement
activities, such as prcblem solving with a groun, analyzing financial data, and
planning and organizing administrative tasks. After each evercise,
particirants evaluate themselves and also cbtain aral and written feedback frem
University meracers, who act as assesscrs. Foth the assessees and the
a8sSsesscrs [mepare SUmBAry reparts which serve as the basis for a clesing
interview, during which individual develcrment plans are formlatsd, In
additicn, uccn remurn to their home campuses, emplcyees ars encowrzged to mest
with their sucerviscrs to review the assesmment data in relaticn to their
present jcb respensibilities and discuss irdivicumal develcrment plans.

While it is difficult to messums the effects of such a sher=-tarm progranm in
any precise, quantitative way, it is clear that paricirants themsslves visy

MESP as hichiy beneficial, fThe fellowing respemses are tupical of most
assessees:

]
v

Wnat the Assessment Proczzm has is o=d 2CiniTisy. I belisved what was said
abcut. me. I caxe may with a clear picture of my stwengths ard ‘areas of
neecded imrrovement’ and a new-found confids.se in my ability to do my jcb.

The Menacement Sidills Assessment Program wes extramely helpful in validating

skills I had by was uneasy abcut using. Werking with the groups and the

assessors made me realize that my arganizaticnal and 1 ip skills were
- indeed just that, and not me being 'mushy’ or ‘bessy.’ )

The Management Skills Assessment Program is both a key and a mirvror. The
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ksy uniocks the docrs to our irmsr selves—the core to whic we are; the
mir=er lets us see cselves as cthers ses us.

In acditicn, the benefits of the pzogram extsrd bewend the asseszeee theme
saelves, as the following comments of assasscrs and Suzerviscrs testify:

The Program spurted me to assess the davelcmmental nesds ci my cwn staff, to

identify candidates for advancement, and to sesk hrcader profsssicnal
croarmmities for myself. (assesscr)

The Assessment Program wes cne of the mest perscnally rewarding activities
in which I participated...I believe it is cne of the best develicmmental

tools we can offer WC emlcyess. (assessor)

My emlcves rsturmed with a ‘clearer, mere active armzcach to her own
professional develcmrent, which meds my Jcb as a manager easier,
(supervisor) '

had always been a top-notch staff analyst, but came back from the
Assessment Program with a campletely new attitde toward menacement. She
realized it was an important area of activity, devoted sericus attenticn to
it, and succeeded in handling a very difficult situaticen in the office. I
am tremendously impressed. (supervisor) .

Demand for the Progzam has grown to the extemt that in 1983-84, a separate
southern camus procram was established, administevad by the Irvine cammus.
ﬁemﬁb&mangzskbgzammﬁmsmbeadnﬁnistemibytbekﬁelsycapus
and is offered twice yearly. ©Between 36 and 42 assessees ard 12 to 14
assessors from University menagement attend each sessicn.

Ov.r 600 staff erplcoyees have participated in MSAP since its incesticn, of
which aporoximataly 77 percent have been wemen and 36 percent mincrity staff
empicyess. Depending on the lecaticon of the emplcvee’s home czmrus, cost per
particizant for fees and tzansportation now averzces between $350 and $574,
wnich is equal to or below the cost of similar cammercial procrems.

VIiz. Manzcerent Pellowshin Proa=m

Research in the field of menacement develcmuent suggests that individual
mekility within the corporasre werld depends mest citically ¢n crpor=nities to
pertcrm nen-routine, hichly visible assicrments, as well as the adcooien by
mentars at all levels in the crganization kut parsiculsrly these closest oo the
tce. The Manacsment Fellowshiz Progzem is dasicmed to poovide sech

—— S atm g Yemy TV S ermam b
coorminitics within the Tniverzisy.

Yaracmment FPellcwshizs are established wndew the menicrshin of a senier
= cial, typically at the level of Vice Chancaller cor abcve.
Fellcwshics usually run from six menths to a year cn a full-time kasis. A
Fellcwship plan, including identificaticn of assigrments ard respcnsibilities,
is worked cut jointly between the Fellcw and the mentcr. The mentor ard the
Fellcw meset regularly to assess progress, and both are expectad to comlete a

evaluaticn at the conclusicn of the Fellewship pericd. While selection

3]
B
|
3
{
f
ot
(o]
h
i
1)

samary
-as a Pellcw dees not lead autcmatically to a preocticn at the conclusicn of the

Frogram, it is expected that the exrerience will enhance the Fellcw’s
crocertinity to be a strong candidate for managerial pesiticns that becoe
available in the futur=.
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Management Fellcwships are the most expensive of the types of programs con-
sidered in this evaluat:.on, since they involve salary reimbursement for those
who usually are already in a senior staff professional or academic position.
In same cases funds have been provided to support academic acceleration where
the lack of appropriate credentials poses an immediate barrier to career
mobility., In 1985-86, the average cost per participant of the Management
Fellowship Program was $20,601, all of which toock the form of salary replace-
ment.

Based on evaluations of the Program, the Office of the President has estab-
lished the following pnor:.t:.es in nev:.ew:.ng canpus Fellcwsh:.p proposals for
possible funding. Preference is currently given to propcsals in which:

1) a menagement vacanCy can be projected in the near future for which the
Fellow could be a serious candidate,

2) the Fellowship plan provides for direct involvement in broader management
functions, rather than special projects or analytical assigmments, and

3) financial support is contributed by the campus to supplement Employee
Affirmative Action Development funds fram the Cffice of the President.

All Management Fellowships awarded since the inception of the Program have gone
to wamen and/or minority employees, including a representative distribution
across the major racial and ethnic groups.

As of 1988, 119 Fellows have completed the Program. Of the total of 119,
nearly three quarters (87 individuals) have been women, and roughly half (59
individuals) have been minorities, including 29 Blacks, 24 Hispanics, 5 Asians,
and 1 American Indian. Ninety of these former fellows are still with the
University. Follow-up tracking of these employees shows that 55 of them — 61
percent -— have moved into higher-level positions since campleting their
fellowships, and about half of that movement has been into mid- and senior-
level management positions.

These results are consistent with, and have contributed to, the broader overall
change that has occurred among the University’s executives, administrators, and
managers since 1977: the percentage of minorities has increased frem 10.1
percent to 14.2 percent, ard the percentage of women from 28.6 percent to 46.6
percent of this Federal Occupaticnal Category.

IX. Conclusicn
Based on the three criteria established at the ocutset, this review of the
University’s Employee Affirmative Action Develomment Programs for staff and
management has shown the following:

a. Tarcetina of intended oroues. All of the specific types of programs

reviewed show a very high rate of participation on the part of wamen and
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reviewed shcw a very high rate of participaticn on the part of wemen and
minority employees. The programs are sexrving their intsnded target grcurs.

b. Prcoxam cests. Costs vary considerably acxess different tyres of progzams,
ranging Tanging frem $58 pexr part..c.nant for Carser Develctment Workshers to
arproximately $20,601 for Manacement Fellcwshirs. The ma Jon.tv of progrems,
hmre., fall at the lcw end of the spectum. For more exgensive programs,
the primary cost factor involved is salary replacement for program
participants, especially when the program is offered cn a fulltime basis
over an extended pericd of time. Nevertheless, per capita expenditures in
all cases arpear reascnzble when differences in the duration, level, and
extent of participant involvement in specific programs are taken into
account.

c. Procram effectiveness. Althcuch no definitive scientific assessment is pcs-
sible, the data suggest that scme types of proorams may be more efisctive
than others in proamoting job mebility. Tecimical skills training programs
appear to be particularly effective in this regard, although their use-
fulness is primarily limited to paraprofessicnal classificaticns requiring
basic technical skills. At other levels of the workforce, intermmship and
fellowship-type programs apvear most effective and best suited to the needs
of employees. Int}ﬁ.srespect the more expensive programs generally tend
to be more effect:.ve, since they permit both a more intensive and extensive

develomment experience.

However, the "effectiveness" of programs cannot be assessed solely on the
basis of job mehility or premotion rates. Cther types of programs, even
though they may have no direct, measurable impact on job mobility, are

equally important if judged cn the basis of employee response and demand.
Examples include Career Develcpment Workshcps and the Management Skills
Assessment Center Program, which provide the employee with a starting point
frem which to consider job and career options. Even apart frcm caresr
mebility, such programs are of immediate bemefit: in cmtnh;t..m to emplcyes
morale, satisfaction, and productivity in their current jcks, and are
censistently among the most perular and oversubscribed staff programs.

These ccnclusicns lead to a final point which has not yet been ccnsidared in
this review: the level of procgram offerings in relation to pregremmatic need.
Over 41,000 of the University’s career staff worforce——78 pexcent-—-are wcmen
and/or nunortv emloyess. Existing staff and manacement pregrams ares
addressed particularly to this perulaticn ard have develcped the spscific
carcenents necassary for a cchersnt and effective overall prccram. Eut the
fact remains that, in relaticn to the sheer size of the pcpulaticn to ke
serred, e:n.s._.rg prccraxmaatlc efforts have cnly scratched the surfacz ard arz
far shert of mesting demcnstzzble emplcoyes nes=ds and demand. Sicnificant
acdditicnal r=scurces ars recuirzsd to ertsnd crcortunities for erploves
develcrment to a brcader spectmum of the University’s staff woricorca.
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TABLE 1

Percent and Proportional Change of
Minorities and Wanen within EBO-6 Categories
fo.r Career Management and Staff Persocnnel

1975 1987 Proportional
Percent Percent 1975-1987

ERO-6 Category

Minorities Wamen Minorities Wamen Minorities Wamen
Bxecutive/
Mmnministrative/ 10.1 23.8 14.2 46.6 + 4.1 +22.8
Manzgerial
Professianal
Non-Faculty 18.8 61.8 24.2 69.3 + 5.4 + 7.5
Secretarial/
Clerical 28.4 86.8 36.8 83.6 + 8.4 - 3.2
Technical/ '
Paraprofessional 34.6 49.7 40.0 51.3 + 5.4 + 1.7
Skilled
Craft 18.9 2.6 28.3 5.6 + 9.4 + 3.0
Service

Source: Biennial EPO-6 Reports. Breakdewns for individual minority grours
are shown in Table A-l in Arpendix. Table A-2 in Appendix provides
more specific data on the distribution of employees by sex within
each minority group.




Distribution of Career Management and Staff Persommel
by Race and Ethnicity within EEO-6 Categories

Universitywi

1975, 1977, 1979, 1981, 1983, 1985, 19872

TAELE A~-1

Grand Total American
Total White Minorities Black Hispanic Asian Indian
Executive/Administrative/
Managerial
1975 Number 1661 1493 168 92 35 30 11
Percent 100.0 89.9 10.1 5.5 2.1 1.8 .7
1977 Number 1562 1405 157 89 36 30 2
Percent 100.0 89.9 10.1 5.7 2.3 2.0 .1
1979 Number 1707 1503 204 101 47 45 11
Percent 100.0 88.1 11.8 5.9 2.7 2.6 .6
1981 Number 1793 1558 235 103 62 61 9
Percent 100.0 86.9 13.1 5.7 3.5 .4 .5
1983 Numbexr 1888 1624 264 123 69 63 9
Percent 100.0 86.0 14.0 6.5 3.6 3.4 .5
1985 Number 2054 1758 296 140 77 67 12
Percent 100.0 85.6 14.4 6.8 3.7 3.3 .6
1987 Number 2615 2244 371 157 103 99 12
Percent 100.0 85.8 14.2 6.0 3.9 3.8 5

Professional Non-Faculty

1975 Number 10,371
Pexrcent 100.0

1977 Number 12,082
Percent 100.0

1979 Number 13,016
Pexrcent 100.0

1981 Number 13,814
Pexrcent 100.0

1983 Number 14,845
Pexrcent 100.0

1985 Number 16,171
Pexrcent 100.0

1987 Numbexr 18,294

Percent 100.0

8428
81.3
9748
80.7
10,341
79 5
10,839
78 5
11,520
77 6
12,406
76 7
13,871
75.8




Table A-1
Page 2.of 3

Total White Minorities Black Hispanic Asian Indian

Secretarial/Clerical
1975 Numbexr 15,285 10,940 4345 1933 1208 1017 187
Percent 100.0 71.6 28.4 12.6 7.9 6.7 1.2
1977 Number 16,402 11,570 4832 2033 1478 1194 127
Percent 100.0 70.5 29.5 12.4 9.0 7.3 .8
1979 Number - 16,735 11,590 5145 2102 1655 1250 128
Percent 100.0 69 3 30.7 12.5 9.9 7.5 .8
1981 Number 17,425 11,769 5656 2305 1793 1412 146
Percent 100.0 57 5 32.4 13.2 10.3 8.1 .8
1983 Number 16,989 11,203 5786 2335 1878 1431 142
Percent 100.0 65 9 34.1 13.7 11.1 8.4 .8
1985 Number 16,930 10,972 5958 2341 1922 1545 150
Percent 100.0 64 8 35.2 13.8 11.4 9.1 .9
1987 Number 19,231 12,159 7072 2623 2292 2003 154
Percent 100.0 63 2 36.8 13.6 11.9 10.4 .8
Technical/Paraprofessional
1975 Numbexr 4726 3091 1635 906 381 288 60
Percent 100.0 65.4 4.5 19.2 8.1 6.1 1.3
1977 Number 5351 3509 1842 943 475 388 36
Percent 100.0 65.6 34.4 17.6 8.9 7.3 .7
1979 Number " 5461 3460 2001 950 530 489 32
Percent 100.0 63.4 36.6 17.4 9.7 8.9 .6
1981 Numbexr 5489 3412 2077 931 545 567 34
Percent 100.0 62.2 37.8 17.0 9.9 10.3 .6
1983 Number 5586 3417 2169 939 534 636 40
Percent - 100.0 61.2 38.8 16.8 9.9 11.4 .7
1985 Number 5498 3330 2168 885 585 664 34
Percent 100.0 60.6 39.4 16.1 10.5 12.1 .6
1987 Numbker 5884 3528 2356 894 609 811 42
Percent 100.0 60.0 40.0 15.2 10.4 13.8 .7
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TABLE A-2
University of California
Distribution of Career Management and Staff
Personnel by Sex Within EPO-6 Categories

10 2

Universitywide
1975, 1977, 1979, 1981, 1983, 1985, 19872
Male Female
Grand His- American His- American

Total Total White Black panic Asian Indian Total white Black panic Asian Indian

Executive/Administrative/
Managerial

1975 Number 1,661 1,265 1,137 68 27 24 9 396 356 24 8 6 2

Percent 100.0 76.2 68.5 4.1 1.6 1.4 5 23.8 21.4 1.4 .5 .4 .1

1977 Number 1,562 1,115 997 63 30 23 2 447 408 26 6 7 0

. Percent 100.0 71.4 63.8 4.0 1.9 1.5 .1 28.6 26.1 1.7 .4 .5 0

1979 Number 1,707 1,139 995 73 33 29 9 568 508 28 14 16 2

Percent 100.0 66.7 58.3 4.3 1.9 1.7 .5 33.3 29.8 1.6 .8 .9 .1

1981 Number 1,793 1,115 981 63 35 31 5 678 571 40 27 30 4

Percent 100.0 62.2 54.7 3.5 2.0 1.7 3 37.8 22,2 2.2 1.5 1.7 o2

1983 Number 1,888 1,122 978 66 40 35 3 766 646 57 29 28 6

Percent 100.0 59.4 51.8 3.5 2.1 1.9 .2 40.6 34.2 3.0 1.5 1.5 .3

1985 Number 2,054 1,174 1,026 68 44 32 4 880 732 72 33 35 8

Percent 100.0 57.2 50.0 3.3 2.1 1.6 .2 42.8 35.6 3.5 1.6 1.7 .4

1987 Number 2,615 1,397 1,205 75 62 52 3 1,218 1,039 82 41 47 9

Percent 100.0 53.4 46.1 2.9 2.4 2.0 .1  46.6 39.7 3.1 1.6 1.8 .3
Professional Non-Faculty

1975 Nunber 10,371 3,964 3,265 201 162 308 28 6,407 5,163 287 156 762 39

Percent 100.0 38.2 31.5 1.9 1.6 3.0 .3 61.8 49.8 2.8 1.5 7.3 .4

1977 Nunber 12,082 4,315 3,508 199 186 401 21 7,767 6,240 340 220 938 29

Percent 100.0 35.7 29.0 1.6 1.5 3.3 .2 64.3 51.6 2.8 1.8 7.8 .2

1979 Number 13,016 4,514 3,587 224 207 471 25 8,502 6,754 3n 248 1,094 29

Percent 100.0 34.7 27.6 1.7 1.6 3.6 .2 65.3 51.9 2.9 1.9 8.4 o2

1981 Nunber 13,814 4,663 3,671 229 232 508 23 9,151 7,168 430 . 304 1,225 24

Percent 100.0 33.8 26.6 1.7 1.7 3.7 .2 66.2 51.9 3.1 2.2 8.9 .2

1983 Number 14,845 4,705 3,645 246 266 528 20 10,140 7,875 490 369 1,374 32

Percent 100.0 31.7 24.6 1.7 1.8 3.6 .1 68.3 53.0 3.3 2.5 9.3 .2

1985 Number 16,171 4,911 3,790 265 275 562 19 11,260 8,616 670 451 1,582 41

117 Percent 100.0 30.4 23.4 1.6 1.7 3.6 .1 69 6 53.3 3.5 2.8 9.8 .3

| © 1987 Number 18,294 5,625 4,322 286 318 682 17 12,669 5,549 650 549 1,864 57

. L Percent 100.0 30.7 23.6 1.6 1.7 3.7 .1 69 3 52.2 3.5 3.0 .3
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Grand

Total Total White Black panic Asian Indian

Male

Table A-2
Page 2 of 3

Female

His-

American

His-

American

Total White Black panic Asian Indian

Secretarial/Clerical
1975 Number 15,285
Percent 100.0
1977 Number 16,402
Percent 100.0
1979 Nurber 16,735
_ Percent 100.0
1981 Number 17,425
Percent 100.0
1983 Number 16,989
Percent 100.0
1985 Number 16,930
Percent 100.0
1987 Number 19,231
Percent 100.0
Technical/Paraprofessional
1975 Number 4,726
Percent 100.0
1977 Nuwber 5,351
Percent 100.0
1979 Number 5,461
Percent 100.0
1981 Number 5,489
Percent 100.0
1983 Number 5,586
Percent 100.0
1985 Number 5,498
Percent 100.0
1987 Nunber 5,884
Q Percent 100.0

13

2,010
13.2
2,214
13.5
2,274
13.6
2,499
14.3
2,437
14.3
2,457
14.5
3,158
16.4

2,378
50.3
2,517
47.0
2,481
45.4
2,520
45.9
2,570
46.0
2,595
47.2
2,863
48.6

1,289
8.4
1,423
8.7
1,448
8.7
1,565
9.0
1,489
8.8
1,505
8.9
1,923
10 0

1,746
37.0
1,803
33.7
1,744
31.9
1,710
31.2
1,719
30.8
1,709
31.1
1,849
31.4

309
2.0
334
2.0
334
2.0
363
2.1
n
2.2
367
2.2
415
2.2

292
6.2
317
5.9
303
5.5
316
5.8
339
6.1
340
6.2
359
6.1

222
1.5
265
1.6
283
1.7
305
1.8
322
1.9
309
1.8
395
2.1

160
3.4
190
3.6
198
3.6
218
4.0
221
4.0
239
4.3
272
4.6

168
1.1
180
1.1
194
1.2
249
1.4
239
1.4
256
1.5
405
2.1

148
3.1
191
3.6
222
4.1
263
4.8
275
4.9
297
5.4
370
6.3

22 13,275 9,651
.1 86.8 63.1
12 14,188 10,147
.1 86.5 61.9
15 14,461 10,142
.1 86.4 60.6
17 14,926 10,204
.1 85.7 58.6
16 14,552 9,714
.1 85.7 57.2
20 14,473 9,467
.1 85.5 55.9
20 16,073 10,236
.1 83.6 53.2
32 2,348 1,345
o7 49.7 28.5
16 2,834 1,706
.3 53.0 3i.9
14 2,980 1,716
.3 54.6 31.4
13 2,969 1,702
.2 54.1 31.0
16 3,016 1,698
.3 54.0 30.4
10 2,903 1,621
.2 62.8 29.5
13 3,021 1,679
.2 51.3 28.5

1,624
10.6
1,699
10.4
1,768
10.6
1,942
11.1
1,964
11.6
1,974
11.7
2,208
11.5

614
13.0
626
11.7
647
11.8
615
11.2
600
10.7
545
9.9
535
9.1

986
6.5
1,213
7.4
1,372
8.2
1,488
8.5
1,556
9.2
1,613
9.5
1,897
9.9

221
4.7
285
5.3
332
6.1
327
6.0
333
6.0
346
6.3
337
5.7

849
5.6
1,014
6.2
1,066
6.4
1,163
6.7
1,192
7.0
1,289
7.6
1,598
8.3

140
3.0
197
3.7
267
4.9
304
5.5
361
6.5
367
6.7
441
7.5

165
1.1
115

.1
113

.7
129

126
.7
130
.8
134

28
.6
20
.4
18
.3
21
.4
24
.4
24

29
.5

e~




Male

Table A-2
Yage 3 of 3

Female

His-

. American
Total Total Wwhite Black panic Asian Indian

His- American
Total White FEiack panic Asian Indian

Skilled Craft
1975 Number
Percent
1977 Number
Percent
1979 Number
Percent
1981 Number
. Percent
1983 Number
Percenl
1985 Number
Percent
1987 Number
Percent
Service/Maintenance
1975 Number
Percent
1977 Number
Percent
1979 Nunber
Percent
1981 Number
Percent
1983 Number
Percent
1985 Nunber
Percent
. 3987  Number
115 Percent

1,324
100.0
1,527
100.0
1,559
100.0
1,606
100.0
1,522
100.0
1,552
100.0
1,616
100.0

5,259
100.0
5,399
100.0
5,167
100.0
5,351
100.0
5,040
100.9
4,880
100.0
5,406
100.0

]

1,289 1,045 80
97.4 179.0 6.0
1,488 1,198 92
97.4 178.5 6.0
1,478 1,146 117
94.8 173.5 7.5
1,517 1,149 133
94.5 71.5 8.3
1,437 1,074 127
94.4 70.6 8.3
1,452 1,071 133
93.6 63.0 8.6
1,525 1,105 139
94.4 68.6 8.6

3,360 1,525 1,088
63.9 29.0 26.7
3,490 1,547 1,086
64.6 28.7 20.1
3,354 1,396 1,027
64.9 27.0 19.9
3,476 1,421 1,056
65.0 26.6 19.7
3,343 1,284 1,025
66.3 25.5 20.3
3,245 1,158 976
66.5 23.7 20.0
3,603 1,298 971
66.6 24.0 18.0

88

125

8.2
130
8.3
142
8.8
146
9.6
164
10.6
192
11.9

514
9.8
606
11.2
642
12.4
660
12.3
671
13.3
722
14.8
848
15.7

33
2.5
48
3.1
63
4.0
67
4.2
67
4.4

3.8
67
4.1

175
3.3
222
4.1
263
5.1
311
5.8
334
6.6
356
7.3
451
8.3

43
3.3
25
1.6
22

26
1.6
23
1.5
25
1.6
22
1.4

58
1.1
29
5
26
5
28
5
29
.6
33
N
35
.6

35 29 2 3 1 0
2.6 2.2 .2 .2 .1 0
39 29 2 6 2 0
2.6 1.9 .1 .4 1 0
81 60 5 12 4 0
5.2 3.8 .3 .8 .3 0
89 64 7 13 4 1
5.5 4.0 .4 .8 .2 1
85 57 7 15 5 1
5.6 3.7 5 1.0 .3 .1
100 65 12 16 6 1
6.4 4.2 .8 1.0 .4 .1
91 4 13 18 4 2
5.6 3.3 .8 1.1 .2 1

1,899 640 955 200 717 7
36.1 12.2 18.2 3.8 1.5 5
1,909 640 893 267 96 13
35.4 11.9 16.5 4.9 1.8 .2
1,813 583 801 300 113 16
35.1 11.3 15.5 5.8 2.2 3
1,875 591 787 34 136 14
35.0 11.0 14.7 6.5 2.5 .3
1,697 492 704 339 150 12
33.7 9.8 14.0 6.7 3.0 .2
1,635 46 633 353 179 8
332.6 9.5 13.0 7.2 3.7 .2
1,803 537 609 39 252 10
33.4 9.9 11.3 7.3 4.7 .2

El{lC' Source of information for the years 1975-1987 fram biennial EFO-6 reports.
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SOURCE: EEOC FORM 221

REVISED 1987

1.

CONTROL MO :
FICE CODE:

SYSTEM CODE:

‘SALARY OR
OTHER INFO

LIKE
u0.

TOTAL
A

I1.A. FULL-TIME FACULTY

BELOW $10.0

$10.0 - 14.9
15.0 - 19.9
20.0 - 24.9
25.0 - 29.9
30.0 - 34.9
35.0 - 39.9
ABOVE 40.0

T0T 9-10 MO

TOT <9-10 MO

BELOW $10.0

$10.0 - 14.9
15.0 - 19.9
20.0 - 24.9
25.0 - 29.9
30.0 - 34.9
85.0 - 39.9
ABOVE 40.0

70T 11-12 WO

GONOLLEWN =

TOT FT FACULTY 20

II1.8. ALL OTHER

SBELC¥ $10.0

$10.0 - 14.9
15.0 - 19.9
20.0 - 24.9
25.0 - 29.9
30.0 - 34.9
85.0 - 39.9
ABOVE 40.0

TO0T 8.1

48
352
634
704

4276
6098

]

11
s
708
462
8§80
1126
4308
72%%

13336

128
264
277
1923
2616

1907 NIGHER EDUCATION STAFF INFORMATION EEO-6 REPORT PAGE 1 C. COKTRACTED OR

1CONSOLIDATED v ALL CAMPUSES DONATED SERVICES

1 2 3
4 S
UNIVERSITY OF CALIFORNIA D. CONTRACTOR INFO

X 1. $10.0 - § 49.9
X 2. 50.0 - 999.9
X 3. $1 MILLION +

FULL-TIME EMPLOYEES

- MALE- ———— ? Peemmccncnnnac——. FEMALE-mcooccccncacaaa Y
[} c ] E F (] [} 1 J K L ]

(1] 0 (1] 0 (1] 0 1 1 0 (/] (1] 0

1 1 0 0 0 (1] 2 2 0 (1] (/] (1]

23 21 0 0 2 (1] 25 19 1 2 3 0
182 158 3 [ 15 (1] 170 151 0 [ 12 1
n 319 10 26 42 (1] 237 188 ] 17 23 0
§44 452 20 39 32 1 240 196 11 10 13 2
3015 3383 63 95 265 ] 461 409 14 14 22 2
4962 4334 " 166 356 10 1136 2% 38 §7 73 [
7 [ (1] 0 1 0 2 2 0 (1] (1] 0

] [ 0 0 3 (1] 2 1 (1] 0 1 0

50 L1 1 1 12 (1] 18 4 1 3 7 0
503 356 [ 13 128 0 208 150 2 7 45 1
312 238 4 11 61 1 e 150 126 1 ] 15 0
332 256 [ is 54 1 218 181 (] 4 25 (1]
742 616 3 30 92 1 + 8686 310 19 11 45 1
3424 3075 33 74 237 [ 881 761 24 19 75 2
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California Postsecondary Education Commission

DAVID PLERPONT GARDNER

. , . Supplement to the UNIVERSITY OF CALIFORNIA
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TOTAL T0T-M W " " " " T0T-F F F F F F
B+l C-0  WHITE BLACK HISP. ASIAN  IND. I-M  WHITE BLACK HISP. ASIAN  IND.
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California Postsecondary Education Commission DAVID PIERPONT GARDNER
Supplement to the UNIVERSITY OF CALIFORNIA
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Supplement to the UNIVERSITY OF CALIFORNIA

PAGE 1 HIGHER EDUCATION STAFF INFORMATION (EEO0-6) SURVEY 2199 ADDISON STRERT
J08 10: FCPAA2 BERKELEY, CALIFORNIA 94720
RPT ID: FCPAA2.40 AR 2.40 X
RUNDATE: 04/18/88 : SUPPLEMENT - EXECUTIVE - WANAQGERIAL - ANNSAL QE $40,000 Consolidated
EFF. DATE: OCT 87 F UNIVERSITYNIDE

TOTAL ToT-m ™ " n " m TOT-F F F F F F

84H C-0  WHITE SLACK MWISP. ASIAN  IND. I-M  WHITE BLACK MWISP. ASIAN  IND.

A H c 0 £ F o 0 1 J X L »
$40,000-44,999 “T204 124 192 11 5 ‘ 0 170 146 s ‘ s 2
$45.000-49,999 20 121 107 4 H 7 1 164 145 7 ‘ 5 1
$50.000-54,999 266 148 128 . 5 6 1 118 106 H 1 3 0
$55.000-59.999 228 199 115 s H H 0 04 . ‘ H 5 1

. $60.000-ABOVE 849 666 618 28 21 19 0 168 143 11 s 5 1

TOTAL 1923 1224 1070 5 AT 46 2 699 606 40 22 26 5

NUMBER OF PEOPLE NOT INCLUDED BECAUSE OF INVALID SEX OR EVHNICITY 4

California Postsecondary Education Commission DAVID PIERPONT GARDNER
Supplement to thq UNIVERSITY OF CALIFORNIA
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$34.000-35.999 118 115 o 5 14 4 H H 0 1 2 0 0
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CALIFORNIA COMMUNITY COLLEGES
1107 NINTH STREET

SACRAMENTO, CALIFORNIA 95814

(918) 4458752

may 20, 1988

Mr. Kenneth B. 0'Biren
Associate Director, CPEC
1020 12th Street, 3rd Floor
Sacramento, CA 95814

Dear Ken:

Enclosed is narrative from a report titled “Ethnic Minorities and Women in
Faculty and Administrative Positions in California Community Colleges" that
should assist you in readying the AB 605 report.

Previously, we made available to you the most recent racial and ethnic data
available for California's Public Community Colleges in the form of:

1) The 1988 Chancellor's Office report on affirmative action staffing in
public community colleges (mainly Fall 1986 data), and

2) Computer srintouts presenting Fall 1987 racial and ethnic
distributions, by community college district, for six employment
catagories.,

I hope this material meets your needs. If you have any questions, please let
me know.

Sincerely,

Ben Bunbas by 27

éus Guichard
Senior Vice Chancellor

rem '
cc: Penny Edgert




Affirmative Action at the
California Community Colleges
A Report to the
California Postsecondary Education Commission

(extracted from a larger report titled
Ethnic Minorities and Women in Faculty and
Administrative Positions in Community Colleges
that is scheduled for Board of Governors
discussion June 2-3)

Submitted by:

Chancellor’s Offfice
California Community Colleges

May 1988
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Introduction

A special report titled Ethnic Minorities and Women in Faculty and Administrative
Positions in Community Colleges examines earlier affirmative action efforts and
considers new ways of assisting the colleges in their efforts to increase the
representation of minorities and women within the Community College workforce.
The information herein was extracted from that report which is scheduled for Board
of Governors discussion June 2-3.

Background and Analysis

the representation of ethnic minorities in full-time faculty positions was 14.9
percent in Fall 1986 and 15.5 percent in Fall 1987;

The representation of women in full-time faculty positions was 36.7 percent in
Fall of 1986 and 37.1 percent in Fall 1987;

the representation of ethnic minorities in certificated administrative positions
was 24.3 percentin Fall 1986;

the representation of women in cerfificated administrative positions was 28.3
percent in Fall 1986;

no community college in California has achieved a balance between the
number of minorities on its faculty and the district’s general adult population:

most community colleges have made only slight progress in hiring women and
minorities in the eleven years that Title 5 regulations have required
affirmative action;

the average representation of ethnic minorities in full-time faculty positions
was 15 percent;

the average representation of women in full-time faculty positions was 35
percent;

the average representation of ethnic minorities in full-time administrative
positions was 22 percent;

the average representation of women in full-time administrative positions was
28 percent;

systemwide, opportunities for replacing faculty members and administrators
with ethnic minorities and women fell short of expectations; and

13§




2 Affirmative Action Report

° generally, colleges with the fewest employees experience the most difficulties
in achievingsuccess in hiring minorities and women.

Following the presentation of current hiring practices, the report:

o  offers possible reasons why affirmative action efforts-are falling short in most
colleges and recommends that both state and local personnel practices be
reviewed;

° discusses the rapidly increasing ethnic and cultural diversity of California’s
population in terms of a window of opportunity to replace approximately one-
half of our faculty during the next decade;

° identifies policies and practices that might lead to expanded representation of
minorities and women in faculty and administrative positions; and

° highlights the recommendations of an ad hoc committee, and includes staff
responses that convey the sense that most of the recommendations are
workable but hinge upon additional resources and, more importantly, a
renewed and shared commitment among trustees, administrators, faculty, and
communities.

Concerns About the Representation of Ethnic Minorities and Women

Within two decades, the majority of California’s population will be non-White.
Immigrants from Latin America and Asia will swell the ranks of existing minority
communities of Blacks and Hispanics to form a unique cultural and ethnic
pluralism. Community colleges may be the institutional link for many members of
these groups who wish to acquire the skills -- language, vocational, and academic --
for meaningful participation in our society. However, although equal educational
opportunity efforts of the past have increased the number of minority students
enrolling in postsecondary education, the number who graduate from college,
including community college, or complete their education program, has not
substantially increased. For example, Hispanics continue to be more
underrepresented at all levels and in all segments of postsecondary education than
any other group. Meanwhile, Blacks have attained equal representation in the
community colleges, but they continue to be underrepresented among students who
graduate from those colleges or transfer to four-year institutions.

The high attrition of Mexican-Americans and Black youth at all points along the
high school-college continuum is cause for concern, given the population trends and
changing demographics in the state. The underrepresentation of these minorities in
colleges and universities increases at each succeeding level, and it is unreasonable to
expect to achieve proportional representation in postsecondary education without
more and varied efforts.
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Affirmative action employment programs were developed to overcome the lingering
effects of racial and other types of discrimination. in America, such as very low
representation of racial or ethnic minorities in well-paying jobs. Although equal
employment opportunity programs had existed for years prior to the passage of the
Civil Rights Act of 1964, those programs had not brought about significant changes
in the level of representation of ethnic and racial minorities in the nation’s public or
private work forces. Affirmative action was conceived as a way to be more effective

in solving these problems.

The California Community Colleges are subject to the state mandate requiring
employment affirmative action programs in Education Code Sections 87100 through
87106. Such programs were deemed to be necessary by the Legislature when it
declared that:

(a) Generally speaking, California community colleges employ a
disproportionately low number of racial and ethnic minority classified and
certificated employees and a disproportionately low number of women and members
of racial and ethnic minorities in administrative positions.

(b) It is educationally sound for the minority student attending a racially-
impacted school to have available the positive image provided by minority classified
and certificated employees. It is likewise educationally sound for th-. child from the
majority group to have positive experiences with minority people which can be
provided, in part, by having minority classified and certificated employees at schools
where the enrollment is largely made up of majority group students. It is also
educationally important for students to observe that women as well as men can
assume responsible and diverse roles in society.

It is the intent of the Legislature to require educational agencies to adopt and
implement plans for increasing the numbers of women and minority persons at all
levels of responsibility.

In March 1986, the Com:nission for the Review of the Master Plan for Higher
Education issued its report in final draft form on its reassessment of the California
community colleges. In Chapter Four, “Faculty and Administrators,” the
Commission made thirteen recommendations, including a very significant one
concerning recruitment and affirmative action. The Commission recommended:

. That the Board of Governors prepare a plan for strengthening community
college faculty and staff affirmative action policies and programs and
monitor and publish the results by college.

e  The plan should include clear lines of district accountability for its
success and ensure participation in and commitment to effective
affirmative action by district trustees, administrators, and faculty alike.

v oy
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e  This plan to be adopted by the Board of Governors shall address the need
to strengthen community college faculty and staff affirmative action
policies and programs as well as provide for mechanisms to monitor the

results by college. The results shall be made public in accordance with.

existing statutes and regulations.

Statewide Leadership in Affirmative Action

1.

Role of the Board of Governors

In 1977, the Board of Governors adopted regulations requiring all seventy
community college districts to adopt and implement programs to increase the
number of women, ethnie minority persons, and the handicapped at all levels of
responsibility. This directive was accompanied by guidelines that consolidated
and clarified existing federal and state regulations. The guidelines included
the essential elemen!s of an affirmative action plan and techniques for its
implementation. Emphasis was placed on the need for local governing boards
and chief administrative officers to establish clear policies of equal
employment opportunity, supported by effective affirmative action programs.

In September 1978, the Education Code was amended to add state mandates for
district employment affirmative action programs. (See Appendix A.)

Two years later, in spite of the Education Code and Administrative Code, Title
5 requirements, fewer than half of the districts had adopted and implemented
such programs. This was revealed in the First Report to the Legislature on the
Affirmative Action Program in the California Community Colleges, issued in
January 1981.

In early 1981, the Board of Governors directed staff to prepare new
Administrative Code, Title 5 regulations mandating specific district
requirements that could be enforced more effectively. Cor:currently, work was
begun on the development of other regulations that would provide a
mechanism for enforcement of all regulations designated as minimum
standards. In December 1981, the Board adopted regulations on affirmative
action that had been developed following an extended period of public
discussion. Section 53005 of the regulations specified the following minimum
standards for receipt of state aid:

° adoption of an affirmative action policy,
° preparation of a plan,

° submission of progress reports, and
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) affirmative action recruitment.

As of November 1983, the Chancellor’s Office has had the legal authority to_ .

" Impose sanctions on districts not in compliance with minimum standards. The
- enforcement: procedure requires the Chancellor to first give the noncomplying
district the opportunity to comply or respond, or to set a timetable for
compliance. If a district is in violation of a minimum standard and does not
submit a satisfactory plan of correction, the Chancellor may ask the Board of
Governors for authority to withhold a portion of the district’s state support.

However, although the mechanism for enforcement is now in place, staff
continues to emphasize that the Chancellor’s Office would prefer voluntary
compliance.

Role of the Chancellor’s Office

The role of the Chancellor’s Office is to carry out the intent of the Legislature to
“establish and maintain a policy of equal opportunity in employment for all
persons and to prohibit discrimination based on race, sex, color, religion, age,
handicap, ancestry, or national origin” in the public community college system.
Also, it is to promote equal employment opportunity through a continuing
affirmative action employment program and “to require educational agencies
to adopt and implement plans for increasing the numbers of women and ethnic
minority persons at all levels of responsibility.”

As the coordinating agency for seventy community college districts, the
Chancellor’s Office is to provide leadership, policy interpretation, technical
assistance, and measurements of compliance with state and federal mandates.
Within the Chancellor’s Office, the Planning and Special Projects Division
provides technical assistance to districts through regional meetings, state
conferences, correspondence and individual meetings upon request.

Over the years, the Chancellor’s Office has provided some state leadership to
community colleges in several areas:

(a) developmentand interpretation of affirmative action regulations;

(b) adoption of an enforcement mechanism for district compliance with
minimum standards;

(c) development of regulations on the investigation of discrimination
complaints against districts;

(d) publication of a model affirmative action plan; and,

bt
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(e) development of availability data and formulas for goal-setting by
districts.

: Having said this, staff must acknowledge that its leadership to date has been

"~~~ inconsistent and sporadic. B

More recently, however, the Chancellor’s Office has sought to regularize the
development and approval of district affirmative action goals and time tables,
and has completed plans for on-site audits of 21 community colleges during the
spring of 1988. The Chancellor has also established an affirmative action
advisory committee, which is charged with a variety of policy-recommending
functions. The Chancellor’s Office also provides assistance to community
college districts by means of an affirmative action job-listing newsletter that
advertises current openings in the various districts.

Two other aspects of the Chancellor’s responsibility -- Discrimination
Complaints, and Availability Formulas and Benchmarks -- deserve special
mention:

Discrimination Complaints

The Chancellor’s Office administers the provisions of Assembly Bill 803
enacting Government Code Sections 11135-11139.5 for the California
Community Colleges. Assembly Bill 803 prohibits un’awful discrimination in
programs receiving state assistance (see Appendix D). The statute begins:

Section 11135. No person in the State of California shall, on the
basis of ethnic group identification, religion, age, sex, color or
physical or mental disability, be unlawfully subiected to
discrimination under any program or activity that is funded directly
by the state or receives any financial assistance from the state.

The statute charges state agencies, such as the Chancellor’s Office, that
administer state-funded programs with enforcement of its provisions and
requires them to adopt regulations to that end. The Board of Governors
adopted regulations implementing this statute at its December 1980 meeting.

These regulations establish a two-level process. Complaints of unlawful
discrimination are received first by the community college district and then by
the Chancellor. If it is determined that the district did discriminate, the
Chancellor is to take appropriate remedial action. State funds may be withheld
only when compliance cannot be secured by voluntary means. The district may
seek judicial review of the Chancellor’s decision.




Affirmative Action Report 7

New Availability Formulas and Benchmarks

From the beginning, the most difficult compliance regulation.to meet has been

____._in the area of employment goals and timetables. Due to_the._absence.of.

appropriate statistics, goals and timetables were previously set by comparing
the actual district workforce to the 1970 statewide civilian labor force,
determining the degree of fmderrepresentation of women and ethnic minorities
among district employees, and then setting employment goals over a three-
year period. (The civilian labor force is defined as those 16 years of age or over
and eligible to work.)

To clarify the availability data issue, the Chancellor’s Office convened the
State Task Force on Availability Data in 1982. This group developed a new
formula for determining the availability of qualified women and ethnic
minorities. For professional categories {cdministrative, faculty, and
professional nonfaculty), the formula requires a special analysis and a
statewide recruitment base.

For nonprofessional categories (secretarial/clerical, technical/paraprofessional,
skilled crafts, and service/maintenance), the Task Force recommends a three-
factor analysis and a local recruitment base. (County or SMSA* figures are to
be used.) By comparing the actual workforce of any community college district
with the established availability benchmarks, underrepresentation can be
computed for any of the EEO-6 job categories.**

Future Demand for Faculty in the California Community Colleges

Within ten to twelve years, California will have an ethnically and culturally diverse
population with correspondingly diverse educational needs: retraining for workers
in a continually changing economy; language education to meet the needs of the
thousands of immigrants from Asia and Central America instead of from Northern
Europe, as in historical periods; improving basic communication skills for citizens
who have left high school, or managed to graduate in some cases, without _sic
reading and writing skills; and providing older citizens with the continuing
education and skills with which they may enrich their lives. it is the community
colleges that are in the most accessible locations and that are flexible enough to
educate all of these many groups with their diverse educational needs. One obvious
and important way to better serve *his cultural diversity among California’s citizens
is through role models in the front of the classrooms.

*Standard Metropolitan Statistical Arca
**Final Report o the Task Force on Availubility Data, Chancellor’s Office, October 1983.
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Over the next decade, community colleges will experience a window of opportunity to
replace approximately one half of the faculty due to: anticipated retirements,
'ordinary separations, and increased student demand. . Stringent measures are
necessary to ensure that the colleges meet affirmative action goals during this period
‘of unprecedented opportunity. Of the full-time faculty, about 40 percent are now age
50 or older; while 26.percent are age. 55 or older. ‘Therefore, approximately 5,000 or
about one-third of the full-time faculty will retire during the next decade, assuming
that faculty retire at an average age of 62. Additionally, about one-fifth of the
currently employed part-time faculty can be expected to retire over the next decade.
This will mean that, in addition, 5,000 part-time faculty members will need to be

replaced (Study of Part-Time Instruction, California Community Colleges, January
1987).

According to studies of the state Department of Finance in 1986, community college
enrollments are expected to grow during the coming decade by 182,000 students, or
16 percent. This growth and the nonretirement separations that occur annually,
mean that more than 18,000 new faculty will e needed by 1995. If this projection
holds true, more than half of the current full-iime faculty will need to be replaced
during the next decade.

There have been modest gains in the proportion of minority faculty tzaching full
time. While the number of full-time faculty decreased between 1981 and 1985, the
number of minorities teaching full-time increased by more than 8 percent.

The trend for part-time faculty has been different, in that the distribution of part-
time Caucasian and minority faculty has remained virtually unchanged. It appears
that districts did not give the same emphasis to the affirmative action requirements
in selecting part-time faculty as they did in selecting full-time faculty, albeit this
was quite limited. Tabie 2 depicts the estimated changes in faculty over the next
decade.

Table 2

Estimated New Community College Faculty Needud
During Next Decade

Full time Part time Total

Retirements 5,200 4,900 10,100

O*her Separations 2,200 ? 2,200

Positions Created by 2,400 3,600 6,000
Enroliment Growth

Total 9,800 8,500 18,300

SOURCE: Studry of Part-T'ime Instruction, January 1987, Chancellor’s Office,
California Community Colleges, Sacramento, Califurnia.




Affirmative Action Report 9

There is currently no information available on the teaching disciplines which will be
in “high demand” in the future.

Policies and Practices For increased Representation

Following the February 1987 release by the Chancellor’s Office of the report
Affirmative Action in California Community Colleges, an Ad Hoc Affirmative Action
Advisory Committee was appointed. It was charged to consider the report’s
implications and to present a series of recommendations to improve
“underrepresentation” of protected groups; i.e., ethnic minorities and women in the
community college workforce.

Each of the Ad Hoc Committee’s ten recommendations are presented here, together
with comments by the staff of the Chancellor’s Office.

Organizational Responsibility and Responsiveness
1. Administrative Authority and Acce wntability

“The Chancellor and each community college district, utilizing a
definitive staffing formula(s) -- e.g., FTE ratio, ADA, etc. -- shall
create and activate an Affirmnative Action Officer position(s) and an
Affirmative Action Office, staffed by an experienced Affirmative
Action professional(s).

Staff Comment

Each community college district should seriously consider
establishing a full-time affirmative action officer position which will
report to the chief executive officer for all matters pertaining to
affirmative action, equal employment opportunity, gender equity. and
related employment civil rights responsibilities.

This position should be one which does not include any visible
conflict of interest in its design, i.e.. one which does not include any
responsibilities best implemented by a separate personnel manager.
The affirmative action officer would provide the leadership and staff
work necessary lo structure, implement and monitor the district's
affirmative action policies and related processes and procedures.
This office would prepare and present the district’s annual
reaffirmation to the mission and goals of affirmative action. recruit
for underrepresented protected groups. monitor the hiring
opportunities and results, and determine the appropriate employment
goals for each protected group, ethnic minorities or women, who are
underrepresented in the district.

et
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Section 53042 of Title 5§ California Administrative Code, states in
part, “the community college district shall designate an affirmative
action officer tu administer the affirmative action program. This
officer shall report to the chief district administrator or designee who
reports to the chief district administrator.” Another Title 5
regulation, Section 53010, requires the Chancellor to ". .. cooperate
with and render assistance to community colleges in carrying out the ]
provisions of this subchapter.”

2. Technical Assistance and Liaison

The Chancellor. in coordination with the 70 community college
districts, shall establish, articulate, and distribute minimum
standards designed to assist district compliance relative to
Affirmative Action.

Staff Comment

There is little question that existing statutes are either
musunderstood, overlooked, or disregarded by some colleges. In
others, good faith efforts to embrace existing statutes are producing
limuted positive results.

Improvement 1n hiring rates most likely would occur if the
Chancellor’s Office staff and community college administrators and
faculty working together established affirmative action as a high
priority. During th2 past several months, the Chancellor's Office has
begun regularizing its receipt and review of district goals vs.
timetables, it is organizing to do campus visits, and has activated
policy recommending advisory committees. All of these efforts should
result in better articulation and understanding--but much more
needs to be done that can be achieved only with additional resources.

3. Compliance/Accountability Assessment
District progress and commitment to Affirmative Action shall be
assessed based upon positive results and “good faith efforts”
achieved in relation to the established, minimum standards for .
Affirmative Action and the district's approved Affirmative Action
Program.

Staff Comment

The systemwide office needs to review the effectiveness of district
efforts in hiring and promoting protected group members; to measure
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the progress of districts in meeting the locally adopted affirmative
action goals and timetables for the employment of ethnic minorities
and women over the preceding three years: and to review the
effectiveness of each district’s discrimination complaint procedures.
Because of the size of the community college system in California, it
- would be advisable to review 20 percent of-the colleges each year so
that the entire system consisting of 106 colleges is reviewed every five
Years. The effectiveness of a college's efforts and results can best be
measured by wisiting each college and reviewing college personnel
records, interviewing college staffand students: anal vzing airing and
promotional opportunities and outcomes: and by proposing specific
recommendations tailored to the needs and deficiencies of the
individual colleges.

College visitations could be conducted through the use of compliance
review teams consisting of two or three persons whose professional
expertise would be in the area of employment affirmative action
programs in community colleges and other postsecondary
institutions. One college compliance review was conducted during
fiscal year 1986-37 at the College of the Desert which served as a test
run for the feasibility of reviewing twenty percent of the colleges each
year

The Chancellor's staff is now visiting some twenty additional
colleges. A contract has been established with the Los Rios District
for this purpose. and a special contractor has been engaged.

Staff believes these efforts will result in greater corimitment to
affirmative action and better understanding of existing regulations
and nunimum standards.

Resources Allocation

Affirmative Action programs, as required by state mandates and as
an integral part of personnci management, shall be fun...d on a
state-mandated, district match basis as a defined percentage of
budgeted personnel costs.

Staff Comment

Typically. such requests for state funding for affirmative action
program support has not been favorably received. However, if some
accommodation; are not made in budget allocations, then the
promises of providing a “bias-free” work environment and providing
-minorities and women with fair and equitable treatment in the
pursuit of employment will continue to be difficult to achieve. Nou

148

11




12 Affirmative Action Report

affirmative action funding is needed to improve recruitment, to fund
staff in-service. to promote understanding for the program and to
help develop greater commitment.at all professional levels.

Although some hold the position that no amount of funding will
improve affirmative action hirings and -intergroup relations until
andior unless there 1s universal acceptance and high prioritization of
the importance of achieving equity in the community college work
place. nevertheless. a step in the right direction would be to provide
adequate funding for the affirmative action program,

District Accountability -- Internal Programs

1.

Operational Training: Affirmative Action Concepts and Practices

A program of in-service training for trustees, administrators,
faculty, and staff shall be instituted by the Chancellor and each
community college district. This program shall stress the
establishment and implementation of federal and state
(Chancellor’s Office) Affirmative Action standards and related goals
and timetables.

Staff and Program Awareness Training

Community college districts shall provide awareness training
programs to increase the awareness of the Board, faculty, staff,
administration, and “on-campus” community concerning the
cultural, societal, and perceptual diversity of affected populations.

Staff Comment on #1 and #2

Within limited resources available to the Chancellor's Office, in-
service training on existing Title 5 affirmative action minimum
standards, including the concept of equal employment opportunity,
should be available for local trustees. administrators. faculty and
staff. Such in-service training will be supplemented by local efforts.
Focus should be maintained on quality affirmative action programs
and the benefits of an effective program.

Among the expected outcomes would be the increased commitment by
local policymakers and a more sensitized staff at the local level where
affirmative action programs must be successful in producing positive
results in the representation of protected group members.
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“Upward Mobility” and Staff Retention

The Chancellor, in coordination with district administrators, shall
institute and monitor district programs which foster “upward
mobility” and internship opportunities for existing staff,

Staff Comment

The Chancellor's Office currently has several programs for funding
staff development and staff retention efforts.

In the vocational education area, over one million dollars has
been directed anrually from federal funds into program
improvement activities such as staff development. Faculty
members are eligible to attend the staff development activities if
they serve (a) limited English populations; (b) disadvantaged;
(c) single parents; or, (d) disabled persons. Of the one million
dollars, approximately four hundred thousand dollars are
earmarked for gender equitv staff development activities.

In the academic affairs area. staff development activities are
funded through the Fund for Instructional Improvement. The
Fund is a state-level source of support of curricular and
pedagogical experimentation and professional development for
community college faculty. Because of its modest size in
comparison to the number of colleges in the system, the Board
has historically emphasized the award of small grants to spread
the Fund to benefit as many colleges, disciplines, and
individuals as possible. For the 1987-88 fiscal year,
approximately $536,000 is available for grants and $184,000
for loans.

In the Employer-Based Training unit, one of the major projects
providing for staff development is the Vocational Instructor and
Career Counselor In-Service Training Program. which focuses
on providing upgraded training to enable colleges to have
“state-of-the-art” personnel providing instruction and career
guidance. [n 1984, the Legislature approved AB 3938 which
provided two million dollars for in-service training to increase
and update the competencies of vocational education instructors
and counselors for the fiscal years 1984-85 and 1985-86. An
additional million was provided for fiscal 1986-87 and the
1987-88 budget provides $1.05 million for the fourth year of
operation. During the first three years of operation. in-service
training has been provided to 499 instructors and 96
counselors.

13
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The Chancellor's staff should consider how best to utilize these
funding sources t, assist ethnic minority faculty members.in. hoyn,s
upwardly mobile. Qualified ethnic minority faculty members are in
such demand that institutions of higher education must compete for
them unth zeal: It is important taat once ‘these persons arrive un
campus that dours be open to them to make it attractive for them to
stay.

District Accountability -- External Support Services

1.

Affirmative Action Marketing Strategies

The Chancellor and the community college districts shall prepare an
annual report identifying Affirmative Action progréss and the
enhancement of opportunities for affected groups.

Staff Comment

This agenda 1tem constitutes an effort to return to a vearly report
dentifying affirmative action progress and advancement of
opportunities. The results of current reviews of district goals and
timetables and the results of the site reviews scheduled for this Spring
can be included in the nextannual report.

Ideally, these reports should be forwarded to those local communily
agencies, organizations. andior individuals who support affirmative
action and equal opportunity actwities to encourage their support and
assistance in meeting stated district goals. Staff agrees that
affirmative actiun advisory committee(s) be formed by the districts,
including within their membership representatives from community
organizations that foster cffirmative action principles, and have
resources which could assist the Chancellor and the districts i1n
achieving thetr affirmative action goals

Little has becr done in the Chancellor's Office in the way of
affirmative action marketing strategies. However. tn the fulure staff
migh! coordinatc such efforts with the colleges assuming primarv
responstbility,

Admunistrative, Faculty, and Staff Recruitment Efforts
The Chancellor. in coordination with the University of California,
the Californiu State University, and the community college

districts, shall participate in the development and distribution of an
Affected Class Registry.
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Staff Comment

The Charcellor's Office can provide leadership in the area of special
recruitment efforts for underrepresented protected: group members
through the-creation-of an Affirmative-Action Rigotry ntilicing the
concept of an electronic bulletin board - on a pilot hasis initially.
Using job applicant information from various sources, an
information network could be established to notity and 1dentifv
qualified applicants regarding job vacancies in the community
colleges for which these applicants would probably yaalify. Colleges
would have the opportunity to publicize current employment
vpportunuties in the registry by submutting job :nforwation to the
Chancellor's Office on a continuous basis for weekly updating.
College information would be sent to the registry office in the
Chancellor's Office where it would be coded and. ¢ntered into the
memory banks of a personal computer by a registry coordinator. The
colleges would transmit the information through the telephone line
connection. at very nominal cost by dialing o registry telephone
number in Sacramento which could possibly be ti-ll [re

A year ago the Chancellor's Office submutted a hudget change
proposal to offset the costs of starting a registry Although the inatiai
effort was not successful, staff plans to solicit funding in subsequent
budget years.

District Affirmauve Action Services

Community college districts shall publish and disseminate their
Affirmative Action Program and annual report, defining established
principles and describing existing practices.

Staff Comment

Staff agrees with this recommendation that such a practice unitd
facilitate “replication” of successful techniques ta recrutting.
employing. and retaining protected gronps. This agenda ttem, with
its specific comparisons of the minority niring rate of vartous collvges
1s perhaps one means of describing existing practices. However. more
information of a positive nature should be included tn future reports
at the state and local level.
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Summary and Conclusions

As previously discussed, the next decade will present the community. eolleges with a
window of opportunity tor meeting most, if not all, of its affirmative action goals at

- the .faculty and administrative staff levels.- This opporiunity is based upon the
-anticipated retirement-of muny full-time faculty members, an [nereasc in stodeit

enrollments and other normal attrition factors. To maximize this opportunity
community college districts need to monitor progress each and every time a faculty
or administrative vacancy 1s filed. The Chancellors Office needs to prov, i
assistance as well as check district progress, on an annua! hasis to those districts
that have made some progress. and on a semester or quarterlv hasis to those that
have had hiring opportunities during the preceding tw cr three vears and live
failed to meet affirmative action goals for ethnic minorities .« women. This eff..-t
will require a greater commitment of resources at the state level.

As recommended by the Ad Hoc Affirmative Action Advisory Committee,
aggressive, result-oriented affirmative action policies and programs are essential to
the continued vitality and viability of our community colleges. Successful
affirmative action programs will occur when executive leadershin -- i e.. governing
boards and administrators  demonstrate a firm belief and -.mmitment to toe
Affirmative Action Program in each and every district. This belie! 1nd commitment
has begun to emerge at the Chancellor’s Office level. For examgle. five separate and
special activities have occurred or are about to take place. !hese are: ‘1) s+,
September 1986 conference, Affirmative Action at the Crossroads A Manifest * -
Change, spunsored by the Board of Governors together with the San Jese
Community College District: (2) the February 1987 compilation and analysis ¢f 1
whole new array of data that provide much greater depth and detai! thar ever hefor -
available, presented to the Board of Governors after a thre« month study by 4
consultant; (3) ten recommendations emerging from a special task farce
commissioned by the former chancellor for the purpose of considering th:
implications of the affirmutive action report; (4) the recent forma‘ian of a broad::;
based affirmative action committee to be charged with helping the Chanesllor's
Office to formulate and implement needed changes; and ‘3, plans current:y
underway to make site visits to 21 colleges during the spring 1158 to determine € ret
hand the extent of compliance with existing statutes, and to assist colleges n:
making needed improvements. In addition to Chancellur's Office activities. loca
campuses have also initiated projects designed to enhance the employment .
minorities and women in fuculty and administrative posits. .ns.

The question then arises, “With all that has been done. why haven’t the communitv
colleges made greater progress toward affirmative action employment?”

There may be any numbe: of possible answers. Here are just a few, alluded to ir

more detail in the body ol this report. Sorme may sound like excuses for inaction.
others have merit:
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Existing statutes and regulations may have shortcomings that render plans
ineffective, or that have allowed districts to take the wreng approach. Perhaps

- .effective action is not clearly directed enough, and while the plans look good.
“théyresultin little or no action.

Districts and colleges. may not have grasped fully or applied the intent and
meaning of existing regulations.

District plans may not have been executed effectivelyin actual practice.

Cogent data and other truly meaningful information may not have been
gathered or made available to reveal the lack of progress.

Affirmative action may not have been considered among the highest
institutional priorities, and/or may not have been accepted by executive
echelons as a specific responsibility.

Guidelines issued by the Chancellor’s Office may not have been as clear and
comprehensive as thev could have been.

Regulations may not have been as effectively enforced by the Chancellor’s
Office as they could have been.

Communities, both minority and nonminority, may not have been as
cooperative as they could have been in working with districts.

All available rescurces may not have been utilized in recruiting and promoting
personnel.

Differences of opinion between some district stafl and state staff as to what
constitutes adequate representation of ethnic minorities and women may exist.
Availability data are sometimes seen as ceilings, rather than as floors, for the
employment of these protected groups.

The absence of experienced, full-time affirmative action officers and/or the
consolidation of the responsibilities of this job with other duties may not permit
proper attention to affirmative action.

There may be an absence at the local level of in-service training opportunities
in affirmative action and for upward mobility programs.

In summary, perhaps an uverall lack of will, lack of personnel, lack of fiscal and
other resources, lack of understanding of the necessity for and of effective practices
in affirmative action, and just plain resistance to the concept and consequences of
affirmative action on the part of key individuals may have existed to hamnper
implementation of the statutes and regulations.

i
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A set of guiding principles evolved from the special ad hoc committee
recommendations. Staff concurs with these principles and concludes this report by
restating them here:

An-assessment of the status of affirmative action within California’s 106 community
" colleges indicates that the need-for active, result.oriented, definitive programs,
policies, and practices still exists. Although staff utilization for affected classes in
technical, skilled and service employee classes suggests a measure of improvement,
the data clearly indicate those employment categories designated as executive,
faculty, and other professional areas are deficient. The “professional aging
processes” within the ranks of community college administrators, faculty and staff
currently affords these institutions an cxcellent opportunity to respond positively to
these deficits. If the challenge of equity and equality within the ranks of community
colleges is to be met, the following efforts must be mounted:

° An open acceptance of and commitment to affirmative action must be
demonstrated by the Board of Governors, the Chancellor’s Office and the
community college districts. Technical assistance and support must be
provided to foster district awareness and implementation of affirmative action
standards established through mutual coordination and cooperation.

° Affirmative action programs and services must be funded sufficiently and
categorically to assure and facilitate the ability of districts to respond to this
need. The Legislature must provide those funds required to implement fully
any recommendations approved by the Board of Governors, thereby assuring a
measure of ccempliance and accountability.

° Community college districts must invite and incorporate the support and
assistance of responsive community organizations in their efforts to fulfill the
letter and spirit of affirmative action. Such support will be proportional to the
willingness of local districts to share openly and honestly with their
communities the responsibility for affirmative action programs and
thoughtfully planned progress.
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CALIORNIA COMMUNITY COLLEGES
1987 FALL TERM

TABLE 1
CONTRACT AND REGULAR FACULTY

PERCENT DISTRIBUTION BY GENDER AND ETHNICITY

GENDER GENDER GENDER ETHNIC ETHNI

TOTAL NUMBER TOTAL AM IND  ASIAN HISP- FILIP- TOTAL ETHNIC TOTAL
ISTRICT MALES FEMALES PERCENT UNKNOWN COUNT ALASKAN PAC ISL BLACKS WHITES ANICS 1INOS PERCENT UNKNOWN COUNT
LLAN HANCOCK 68.2 31.38 100.0 0 107 .9 1.9 3.7 89.7 3.7 .0 100.0 0 107
NTELOPE VALLE 52.7 4/.3 100.0 0 93 .0 0 2.2 -93.5 4.3 <0-  100.0 0 92
ARSTOW 80.0 20.0 100.0 0 30 3.3 .0 3.3 80.0 13.3 .0 100.0 0 3C
UTTE 69.0 31.0 100.0 0 113 .0 2.7 .9 92.9 3.5 .9 100.0 0 112
ABRILLO 56.1 43.9 100.0 0 139 .0 2.1 .5 92.1 4.8 .5 100.0 0 186
ERRITOS 63.5 36.5 100.0 0 230 .0 2.2 1.3 90.0 6.5 .0 100.0 0 23C
HAFFEY 52.0 48.0 100.0 0 150 .0 3.3 5.2 84.0 6.0 1.3 100.0 0 15¢
1TRUS 58.2 41.8 100.0 v 122 .8 2.5 1.6 85.2 9.8 .0 100.0 0 122
OACHELLA VALL 75.2 24.8 100.0 0 105 .0 1.0 1.9 90.5 6.7 .0 100.0 0 10¢
OAST 61.8 38.2 100.0 0 557 1.1 2.5 7 93.2 2.3 .2 100.0 0 557
OMPTON 61.5 38.5 100.0 0 78 .0 5.1 47.4 38.5 9.0 .0 100.0 0 78
ONTRA COSTA 69.3 30.7 100.0 0 388 .3 5.2 8.2 79.4 6.7 -3 100.0 0 kY8
L CAMINO 64.8 35.2 100.0 0 304 .3 4.9 4.9 84.5 5.3 .0 100.0 0 304
COTHILL 57.9 42.1 100.0 0 658 .0 3.3 2.6 90.6 2.9 .6 100.0 0 658
REMONT-NEWARK  49.5 50.5 100.0 0 109 1.8 3.7 1.8 89.9 2.8 .0 100.0 0 106
AVILAN 62.5 37.5 100.0 0 64 .0 1.6 .0 82.8 14.1 1.6 100.0 0 64
LENDALE 62.9 37.1 100.0 0 167 .0 4.2 1.2 91.6 3.0 .0 100.0 0 167
ROSSMONT 66.8 33.2 100.0 0 211 .5 3.8 1.9 89.6 4.3 .0 100.90 0 el}
ARTNELL 66.0 36.0 100.0 0 86 .0 1.2 3.5 88.4 7.0 .0 100.0 <0 3¢
MPERIAL 61.6 38.4 100.0 0 73 2.7 .0 1.4 83.6 12.3 .0 100.0 0 72
ERN 62.0 38.0 100.0 0 292 .7 1.4 6.1 88.7 4.8 .3 100.0 0 292
AKE TAHOE 66.7 33.3 100.0 0 15 .0 .0 .0 100.0 .0 .0 100.0 0 15
ONG BEACH 63.1 36.9 100.0 0 279 .4 2.2 5.0 89.2 3.2 .0 100.0 0 275
0S ANGELES 61.3 38.7 100.0 0 1834 .2 4.9 10.6 75.2 8.4 .6 100.0 0 1834
0S5 RIOS 68.1 31.9 100.0 0 626 .8 4.0 4.8 85.6 4.5 .3 100.0 0 626
ARIN 64.2 35.8 100.0 0 159 .6 1.3 2.5 93.7 1.9 .0 100.0 0 156
ENDOCINO 67.6 32.4 100.0 0 34 .0 2.9 .0 97.1 .0 .0 100.0 0 3¢
ERCED 70.6 29.4 100.0 0 119 .0 .8 1.7 90.8 5.9 .8 100.0 0 11¢
IRA COSTA 62.9 37.1 100.0 0 70 2.9 .0 2.9 9l1.4 2.9 .0 100.0 0 7C
ONTEREY PENIN 69.9 30.1 100.0 0 113 .0 3.5 1.8 90.3 4.4 .0 100.0 0 112
T SAN ANTONIO 60.7 39.3 100.0 0 262 ) 1.1 4.6 85.5 8.0 .4 100.0 0 26¢
T SAN JACINTO 59.5 460.5 100.0 0 42 .0 2.4 .0 85.7 11.9 .0 100.0 0 Gc
APA 51.5 48.5 100.0 0 97 .0 .0 2.1 95.9 1.0 1.0 100.0 0 97
ORTH ORANGE 60.9 39.1 100.0 0 507 1.0 3.0 .8 90.3 4.3 .6 100.0 0 507
ALO VERDE 53.8 46.2 100.0 0 13 .0 .0 .0 100.0 .0 .0 100.0 0 12
ALOMAR 66.2 35.8 100.0 0 2640 2.1 ) 3.3 89.2 5.0 .0 100.0 0 24¢C
ASADENA AREA 58.2 41.8 100.0 0 318 1.3 6.1 9.1 79.6 5.7 .3 100.0 0 312
ERALTA 66.2 33.8 100.0 0 370 .3 5.7 23.2 63.0 7.0 .8 100.0 0 37¢
ANCHO SANTIAR 57.8 42.2 100.0 0 303 .3 3.6 5.0 82.5 8.6 .0 100.0 0 302
EDWOODS 66.3 33.7 100.0 0 98 1.0 .0 .0 96.9 2.0 .0 100.0 0 9¢
10 HONDO 59.9 40.1 100.0 0 167 .6 4.2 .6 84.4 10.2 .0 100.0 0 167
IVERSIDE 64.4 35.6 100.0 0 160 .6 4.4 3.7 84.4 6.9 .0 100.0 0 16C
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GENDER GENDER GENDER ETHNIC ETHNI(C

TOTAL NUMBER TOTAL AM IND ASTAN HISP- FILIP- TOTAL ETHNIC TOTAL

ISTRICT MALES FEMALES PERCENT UNKNOWN COUNT ALASKAN PAC ISL BLACKS WHITES ANICS [INOS PERCENT UNKNOWN COUNT
ADDLEBACK 62.7 37.3 100.0 0 236 .8 3.0 .8 92.8 2.5 .0 100.0 0 236
AN BERNARDINO 3.8 36.2 100.0 0 185 .5 3.8 7.0 8l1.1 7.0 .5 100.0 0 185
AN DIEGO 66.8 33.2 100.0 0 401 7 2.5 4.7 89.5 2.5 .0 100.0 0 401
AN DIEGO ADUL 35.64 64.6 100.0 0 99 .0 .0 8.1 81.8 10.1 .0 100.0 0 99
AN FRAN CNTRS 33.3 66.7 100.0 0 276 1.8 14.1 9.8 63.8 9.1 1.4 100.0 0 276
AN FRANCISCO 66.8 33.2 100.0 0 389 1.0 10.5 5.9 77.6 4.4 .5 100.0 0 389
AN JOAQUIN DE 67.0 33.0 100.0 0 209 .5 5.3 4.3 81.3 8.1 .5 100.0 0 209
AN JOSE 60.3 39.7 100.0 0 234 .4 3.4 5.6 82.1 8.5 .0 1060.0 0 234
AN LUIS OBISP 61.2 38.8 100.0 0 85 .0 1.2 .0 94.1 3.5 1.2 100.0 0 85
AN MATEO 6.6 33.4 100.0 0 383 .0 2.3 5.0 87.7 4.2 .8 100.0 0 383
ANTA BARBARA 57.9 42.1 100.0 0 178 .0 1.7 3.4 85.4 9.6 .0 100.0 0 178
ANTA CLARITA 55.4 44.6§ 100.0 0 56 1.8 3.6 .0 92.9 1.8 .0 100.0 0 56
ANTA MONICA 60.8 39.2 100.0 0 204 1.0 2.9 7.8 82.8 5.4 .0 100.0 0 204
EQUOIAS 66.2 33.8 100.0 0 136 .0 1.5 1.5 96.3 .7 .0 100.0 0 136
HASTA-TEHAMA- 71.3 28.7 100.0 0 115 .0 .0 .0 95.7 4.3 .0 100.0 0 115
JERRA 73.0 27.0 100.0 0 111 .9 .9 .9 95.5 1.8 .0 100:0 0 111
ISKIYOU 80.4 19.6 100.0 0 46 4.3 .0 .0 93.5 2.2 .0 100.0 0 46
OLANO COUNTY 64.1 35.9 100.0 0 131 .8 .8 9.2 84.7 3.8 .8 100.0 0 131
ONOMA COUNTY 70.6 29.4 100.0 0 231 .9 1.7 1.3 93.1 2.6 .4 100.0 0 231
OUTH COUNTY 66.8 33.2 100.0 0 220 .0 3.2 5.0 84.5 6.8 .5 160.0 0 220
OUTHWESTERN 61.9 38.1 100.0 0 168 1.2 1.2 3.6 78.0 14.9 1.2 100.0 0 168
TATE CENTER 75.9 24.1 100.0 0 274 2.2 3.3 5.1 80.7 >.7 1.1 100.0 0 274
ENTURA COUNTY 68.1 31.9 100.0 0 357 1.1 2.0 5.0 80.4 11.2 .3 100.0 0 357
EST HILLS 715.6 24.4 100.0 0 45 .0 2.2 .0 95.6 2.2 .0 100.0 0 45
EST KERN 94.1 5.9 100.0 0 17 .0 .0 .0 94.1 5.9 .0 100.0 0 17
EST VALLEY 56.7 45.3 100.0 0 265 .0 4.5 1.1 89.4 4.5 .4 1¢0.0 0 265
0SEMITE 73.6 26.4 100.0 0 2642 .0 2.1 .4 95.0 2.5 .0 100.0 0 2642
UBA 68.8 31.2 100.0 0 109 1.8 5.5 2.8 83.5 6.4 .0 100.0 0 109
®TOTAL CONTRACT AND REGULAR FACULTY

62,9 37,1 100, 0 0 15354 0.6 3.5 5.2 84,5 5.8 0.4 100.0 0 15354
- ot f""!
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SOURCE
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FOOTNOTES

PERCENT DISTRIBUTION EXCLUDES UNKNOWHNS.
DATA FOR LASSEN AND VICTOR VALLEY CC DISTRICTS ARE MISSING.
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CALIORNIA COMMUNITY COLLEGES
1987 FALL TERM
TABLE 1.
TEMPORARY FACULTY (PT)
PERCENT DISTRIBUTION BY GEWDER AND ETHNICITY !

S

GENDER GENDER GENDER ETHNIC ETHN]

TOTAL NUMBER TOTAL AM IND  ASIAN HISP- FILIP- TOTAL ETHNIC  TOTAL
DISTRICT MALES FEMALES PERCENT UnKNOWN COUN3 ALASKAN PAC ISL BLACKS WHITES ANICS [INOS PERCENT UNKNOWN COUN?
ALLAN HANCOCK 55.1 44.9 100.0 0 294 .0 2.0 1.4 90.8 5.1 7 100.0 0 29¢
ANTELOPE VALLE 59.8 40.2 100.0 0 184 .0 2.2 4.3 91.8 1.1 .5 100.0 0 18¢
BARSTOM 72.4 27.6 100.0 0 58 .0 .0 5.2 87.9 5.2 1.7 100.0 0 5¢
BUTTE 52.3 47.7 100.0 0 365 .3 .8 .0 95.3 3.6 .0 100.0 0 36¢
CABRILLO 55.6 44.4 100.0 0 207 .0 1.9 1.9 93.2 2.4 .5 100.0 0 20;
CERRITOS 56.5 43.5 100.0 0 347 1.4 1.4 1.4 87.0 8.1 .6 100.0 0 347
CHAFFEY 69.8 30.2 100.0 0 106 .0 1.9 1.9 89.6 6.6 .0 100.0 0 10¢
CITRUS 664.0 36.0 100.0 0 336 .6 4.8 3.6 66.7 24.4 .0 100.0 0 33¢
COACHELLA VALL 57.8 42.2 100.0 0 166 .0 1.2 2.4 90.4 5.4 .6 100.0 0 16¢
COAST 55.9 44.1 100.0 0 1054 7 3.2 1.2 91.2 3.4 .3 100.0 0 105¢
COMPTON 57.3 42.7 100.0 0 117 .0 1.7 47.0 41.0 8.5 1.7 100.0 0 11°
CONTRA COSTA 58.6 41.4 100.0 0 638 .2 3.9 5.2 87.0 3.8 .0 160.0 0 6 3¢
"EL CAMIR? 61.9 38.1 100.0 0 452 .7 8.4 5.3 80.8 4.4 .4 100.0 0 45¢
FOOTHILG 55.5 44.5 100.0 0 591 .2 2.9 .3 96.4 .2 .0 100.0 0 59.
‘FREMONT-NEWARK  56.5 43.5 100.0 0 232 .9 6.9 1.7 87.1 3.0 .4 100.0 0 23:
GAVILAN 51.8 48.2 100.0 0 83 .0 2.4 1.2 85.5 10.8 .0 100.0 0 8.
GLENDALE 52.6 47.4 1¢0.0 0 371 .0 3.5 1.1 91.4 3.8 ] 100.0 0 37
GROSSMONT 56.4 43.6 100.0 0 454 .9 2.4 1.5 89.9 4.8 .4 100.0 0 45
HARTNELL 39.9 60.1 100.0 0 163 .0 1.2 2.5 93.2 3.1 .0 100.0 1 16.
IMPERIAL 50.5 49.5 100.0 0 109 .0 .9 .9 68.8 28.4 .9 100.0 0 10°
KERN 58.4 41.6 100.0 0 495 1.9 1.2 1.2 92.7 2.5 .4 100.0 15 49!
LAKE TAHOE 48.0 52.0 100.0 0 75 .0 1.3 .0 96.0 2.7 .0 100.0 S 71!
LONG BEACH 55.7 44.3 100.0 0 594 .3 2.7 3.5 89.6 3.9 .0 100.0 0 591
LOS ANGELES 68.7 31.3 100.0 0 1448 .5 5.5 10.9 76.4 8.2 .5 150.0 1 144;
LOS RIOS 60.1 39.9 100.0 0 659 1.2 3.3 3.2 89.1 2.6 .6 100.0 0 65
MARIN 36.5 63.5 100.0 0 222 1.4 3.2 1.8 91.9 1.4 .5 100.0 0 22.
MENDOCINO 47.2 52.8 100.0 0 142 . .0 .0 96.5 2.8 .0 100.0 0 14.
MERCED 54.3 45.7 100.0 0 267 .4 i 1.9 92.9 4.1 .0 100.0 0 26
MIRA COSTA 32.5 67.5 100.0 0 166 1.8 3.0 1.2 90.4 3.0 .6 100.0 0 161
MONTEREY PENIN 56.5 45.5 100.0 0 211 .5 3.3 2.4 88.6 4.7 .5 100.0 0 21
MT SAN ANTONIO 58.6 41.4 100.0 0 324 1.2 4.9 3.7 80.2 9.6 .3 100.0 0 32
MT SAN JACINTO 59.3 40.7 100.0 0 86 .0 1.2 .0 95.3 3.5 .0 100.0 0 8
NAPA 43.2 56.8 100.0 0 222 .0 .9 .9 964.6 3.2 .5 100.0 0 22
NORTH ORANGE 49.9 50.1 100.0 0 870 .2 2.1 1.1 91.8 4.5 .2 100.0 0 a7
PALO VERDE 58.3 41.7 100.0 0 36 .0 .0 .0 88.9 11.1 .0 100.0 0 3
PALOMAR 56.0 4644.0 100.0 0 359 1.1 .6 1.1 96.7 2.2 .3 100.0 0 35
PASADENA AREA 59.1 40.9 100.0 0 411 1.0 6.6 5.4 79.8 6.8 .5 100.0 0 41
PERALTA 55.0 45.0 100.0 0 349 1.4 4.0 13.8 77.9 2.3 .6 100.0 0 34
RANCHO SANTIAG 48.6 51.4 100.0 0 692 .6 4.2 1.7 83.2 10.3 .0 100.0 0 69.
REDWOODS 50.0 50.0 100.0 0 224 .9 .0 .0 96.4 2.7 .0 100.0 0 22
RIO HONDO 69.5 30.5 100.0 0 220 .5 4.1 2.3 79.1 13.6 .5 100.0 0 22
RIVERSIDE 63.2 36.8 100.0 0 454 .2 1.5 5.1 87.0 5.9 .2 100.0 0 45

o 198 {59
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PERCENT DISTRIBUTION BY GENDER AND ETHNICITY

/f
GENDER GENDER  GENDER
TOTAL  NUMBER  TOTAL
DISTRICT MALES FEMALES PERCENT UNKNOWN COUNT
) SADDLEBACK 48.4 51.6 100.0 0 580
SAN BERNARDINO  67.6 32.4 100.0 0 339
SAN DIEGO 62.0 38.0 100.0 0 951
SAN DIEGO ADUL 27.0 73.0 100.0 0 634
SAN FRAN CNTRS  45.3 54.7  100.0 0 461
SAN FRANCISCO  58.0 42.0 100.0 0 562
SAN JOAQUIN DE  62.4 37.6 100.0 0 287
SAN JOSE 67.9 32.1 100.0 0 530
SAN. LUIS OBISP  55.8 44.2  100.0 9 129
SAN NATEO 55.3 44.7 100.0 0 506
SANTA BARBARA  44.8 55.2 100.0 0 620
SANTA CLARITA  50.0 50.0 100.0 0 76
SANTA MONICA 5¢.7 45.3  100.0 0 371
SEQUOIAS 64.2 35.8 100.0 0 218
SHASTA-TEHAMA=  60.0 40.0  100.0 0 210
SIERRA 60.1 39.9 100.0 0 258
SISKIYO! 57.6 42.4 100.0 0 99
SOLANO COUNTY  66.9 33.1 100.0 0 154
SONOMA COUNTY  50.5 49.5 100.0 0 640
SOUTH COUNTY 57.6 42.4 100.0 0 396
SOUTHWESTERN 65.1 34.9 100.0 0 212
STATE CENTER 60.3 39.7 100.0 0 401
VENTURA COUNTY 62.5 37.5 100.0 0 605
WEST HILLS 66.7 33.3 100.0 0 93
WEST KERN 63.2 36.8 100.0 0 19
WEST VALLEY 57.6 42.4 100.0 0 448
YOSEMITE 56.6 43.4 100.0 0 143
YUBA 63.6 36.4 100.0 0 261
¥TOTAL TEMPORARY FACULTY (PT)
56,2 43.8 100.0 0 250564

AM IND  ASIAN HISP~
ALASKAN PAC ISL BLACKS WHITES ANICS
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SOURCE
Q STAFF DATA FILE,CHANCELLOR'S OFFICE MANAGEMENT INFORMATION SYSTEM
E l(j FOOTNOTES
,MEKVE PERCENT DISTRIBUTION EXCLUDES UNKNOWNS.

» \DATA FOR LASSEN AND VICIOR VALLEY CC DISTRICTS ARE MISSING.
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CALIORNIA COMMUNITY COLLEGES
1987 FALL TERM

TABLE -
CERTIFICATED ADMINISTRATIVE (FT)
PERCENT DISTRIBUTION BY GENDER AND ETHNICITY

GENDER GENDER GENDER ETHNIC ETHNI

TOTAL NUMBER TOTAL AM IND ASIAN HISP- FILIP- TOTAL ETHNIC TOTAL

DISTRICY MALES FEMALES PERCENT UNKNOWN COUNT ALASKAN PAC ISL BLACKS WHITES ANICS INOS PERCENT UNKNOWN COUNT
ALLAN HANCOCK 56.3 43.8 100.0 0 16 0 .0 6.3 87.5 6.3 .0 100.0 0 1¢
ANTELOPE VALLE 76.5 23.5 100.0 0 17 0 5.9 23.5 70.6 .0 .0 100.0 0 17
BARSTOW 71.4 28.6 100.0 0 7 0 .0 14.3 71.4 14.3 .0 100.0 0 7
BUTTE 90.0 10.0 100.0 0 20 0 .0 10.0 90.0 .0 .0 100.0 0 2t
CABRILLO 80.0 20.0 100.0 0 20 0 .0 5.0 80.0 15.0 .0 100.0 0 2¢
CERRITOS 85.0 15.0 100.0 0 20 0 5.0 10.0 75.0 10.0 .0 100.0 0 2(
CHAFFEY 50.0 50.0 100.0 0 12 0 8.3 8.3 83.3 .0 .0 100.0 0 <
CITRUS 87.% 12.5 100.0 0 8 0 .0 .0 87.5 12.5 .0 100.0 0 e
COACHELLA VaALL 84.6 15.4 100.0 0 13 0 .0 .0 100.0 .0 .0 100.0 0 1n
COAST 70.0 30.0 100.0 0 70 0 1.4 1.4 88.6 8.6 .0 100.0 0 ¢
COMPTON 55.0 45.0 100.0 0 20 0 .0 80.0 10.0 10.0 .0 100.0 0 2¢
CONTRA CDSTA 73.2 26.8 100.0 0 41 0 2.4 14.6 80.5 2.4 .0 100.0 0 4]
EL CAMINOC 81.0 1%.0 100.0 0 21 0 9.5 9.5 71.4 9.5 .0 100.0 0 21
FOOTHILL 64.3 35.7 100.0 0 42 0 7.1 4.8 81.0 4.8 2.4 100.0 0 <
' FREMONT-NEWARK 85.7 14.3 100.0 0 14 0 7.1 .0 85.7 7.1 .0 100.0 0 1¢
GAVILAN 60.0 40.0 100.0 0 10 0 .0 .0 90.0 10.0 .0 100.0 0 1(
GLENDALE 66.7 33.3 100.0 0 12 8.3 16.7 .0 66.7 .0 8.3 100.0 0 b
GROSSMONT 65.4 34.6 100.0 0 26 0 1.7 3.8 76.9 11.5 .0 100.0 0 2¢
HARTHELL 73.3 26.7 100.0 0 15 0 .0 .0 86.7 13.3 .0 100.0 0 ) 3
IMPERIAL 80.0 2..0 100.0 0 10 0 .0 .0 80.0 20.0 .0 100.0 0 1(
KERN 80.6 19.4 100.0 0 31 0 .0 3.2 87.1 9.7 .0 100.0 0 3]
LAKE TAHOE 80.0 20.0 100.0 0 5 0 .0 .0 100.0 .0 .0 100.0 0 £
LONG BEACH 8.3 21.7 100.0 0 23 0 4.3 8.7 87.0 .0 .0 100.0 0 22
LOS ANGELES 70.6 29.4 100.0 0 119 1.7 5.9 22.7 53.8 15.1 .8 100.0 0 119
L0Ss RIOS 65 1 34.9 100.0 0 63 3.2 1.9 12.7 69.8 6.3 .0 100.0 0 62
“MARIN 41.7 58.3 100.0 0 12 0 8.3 .0 91.7 .0 .0 100.0 0 )
MENDOCIND 83.3 16.7 100.0 ] 6 0 .0 .0 100.0 .0 .0 100.0 0 ¢
MERCED 71.4 28.6 100.0 0 14 0 .0 14.3 85.7 .0 .0 100.0 0 1<
MIRA COSTA 60.0 40.0 100.0 0 10 .0 .0 .0 100.0 .0 .0 100.0 0 1
MONTEREY PENIN 90.0 10.0 100.0 0 10 10.0 .0 10.0 70.0 10.0 .0 100.0 0 ) ¥4
MT SAN ANTONIO 53.8 46.2 100.0 0 26 .0 .0 11.5 80.8 1.7 .0 100.0 0 2¢
MT SAN JACINTO 85.7 14.3 100.0 0 7 0 .0 .0 100.0 .0 .0 100.0 L .
NAPA 42.9 57.1 100.0 0 14 0 .0 .0 78.6 21.4 .0 100.0 0 1¢
. NORTH ORANGE 79.2 20.8 100.0 0 53 1.9 1.9 1.9 86.8 1.5 .0 100.0 0 3
PALO VERDE 66.7 33.3 100.0 0 3 0 .0 .0 100.0 .0 .0 100.0 0 .
PALOMAR 70.0 30.0 100.0 0 20 0 5.0 5.0 35.0 5.0 .0 100.0 0 21
PASADENA AREA 58.8 41.2 100.0 0 34 0 5.9 20.6 70.6 2.9 .0 100.0 0 3¢
PERALTA 75.0 25.0 100.0 0 40 0 .0 55.0 32.5 12.5 .0 100.0 0 41
RANCHO SANTIAG 66.7 33.3 100.0 0 36 5.6 .0 2.8 80.6 11.1 .0 100.0 0 3t
REDWOODS 73.3 26.7 100.0 0 15 0 .0 .0 100.0 .0 .0 100.0 0 1!
RI0O HONDO 63.2 31.8 100.0 0 22 4.5 4.5 .0 68.2 22.7 .0 100.0 0 2:
RIVERSIDE 72.7 27.3 100.0 0 22 0 .0 13.6 81.8 4.5 .0 100.0 0 2:
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GENDER GENDER GENDER ETHNIC ETHNI
TOTAL NUMBER TOTAL AM IND ASIAN HISP- FILIP- TOTAL ETHNIC TOTAL
JISTRICT MALES FEMALES PERCENT UNKNOWN COUNT ALASKAN PAC 1SL BLACKS WHITES ANICS INOS PERCENT UNKNOWN COUNT
SADDLEBACK 62.1 37.9 100.0 0 29 .0 3.4 6.9 32.8 6.9 .0 100.0 0 29
SAN BERNARDINO 73.7 26.3 100.0 0 19 .0 .0 10.5 73.7 15.8 .0 100.0 0 19
SAN DIEGO 70.0 30.0 100.0 0 50 2.0 2.0 8.0 82.0 6.0 .0 100.0 0 50
5AN DIEGO ADUL 73.9 246.1 100.0 0 23 .0 .0 13.0 69.6 17.4 .0 100.0 0 23
3AN FRAN CNTRS 55.9 44.1 100.0 0 34 .0 14.7 20.6 47.1 17.6 .0 100.0 0 34
3SAN FRANCISCO 71.9 28.1 100.0 0 32 .0 28.1 15.6 40.6 12.5 3.1 100.0 0 32
35AN JOAQUIN DE 69.6 30.4 100.0 0 23 .0 4.3 8.7 73.9 13.0 .0 100.0 0 23
SAN JOSE 70.8 29.2 100.0 0 24 .0 4.2 4.2 83.3 8.3 .0 100.0 0 24
S5AN LU1S OBISP 66.7 33.3 100.0 0 12 .0 .0 8.3 83.3 8.3 .0 100.0 0 12
5AN MATcO 72.2 27.8 100.0 0 36 .0 .0 11.1 80.6 8.3 .0 100.0 0 36
SANTA BARBARA 58.3 41.7 100.0 0 12 .0 .0 .0 83.3 16.7 .0 100.0 0 12
SANTA CLARITA 83.3 16.7 100.0 0 6 .0 .0 .0 83.3 16.7 .0 100.0 0 6
* SANTA MONICA 77.3 22.7 100.0 0 22 .0 .0 13.6 81.8 4.5 .0 100.0 0 22
SEQUOIAS 92.9 7.1 100.0 0 14 .0 .0 .0 85.7 14.3 .0 100.0 0 14
SHASTA-TEHAMA~ 71.6 28.6 100.0 0 14 .0 .0 .0 92.9 7.1 .0 100.0 0 14
S1ERRA 77.8 22.2 100.0 0 18 5.6 5.6 .0 77.8 11.1 .0 100.0 0 18
SISKIYOU 100.0 .0 100.0 0 4 .0 .0 .0 100.0 .0 .0 100.0 0 G
SOLAND COUNTY 60.0 40.0 100.0 0 20 .0 .0 20.0 75.0 5.0 .0 100.0 0 20
SONOMA COUNTY 69.0 31.0 100.0 0 29 3.4 .0 .0 93 1 3.4 .0 100.0 0 29
SOUTH COUNTY 72.7 271.3 100.0 0 33 3.0 3.0 6.1 81.8 v.l .0 100.0 0 33
SOUTHWESTERN 43.8 56.3 100.0 0 16 .0 .0 .0 87.5 12.5 .0 100.0 0 16
STATE CENTER 85.7 14.3 100.0 0 35 2.9 2.9 il.4 71.4 11.4 .0 100.vy 0 3s
VENTURA COUNTY 77.1 22.9 100.0 0 48 .0 .0 .0 87.5 12.5 .0 100.0 0 48
AEST HILLS 91.7 8.3 100.0 0 12 .0 .0 16.7 75.0 8.3 .0 100.0 0 12
AJEST KERN 100.0 .0 100.0 0 5 20.0 .0 .0 80.0 .0 .0 100.0 0 L]
JEST VALLEY 7.1 52.9 100.0 0 17 .0 .0 5.9 70.6 23.5 .0 100.0 0 1?7
YOSEMITE 78.9 21.1 100.0 0 19 5.3 .0 5.3 73.7 15.8 .0 100.0 0 16
. YUBA 73.7 26.3 100.0 0 19 .0 .0 10.5 78.9 10.5 .0 100.0 0 1§
XTOTAL CERTIFICATED ADMINISTRATIVE (FT)
70.8 29.2 100.0 0 1624 1.0 3.4 10,4 75.9 9.1 0.2 100.0 0 162:
iR5
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SOURCE
STAFF DATA FILE,CHANCELLOR®'S OFFICE MANAGEMENT INFORMATION SYSTEM
FOOTNOTES

PERCENT DISTRIBUTION EXCLUDES UNKNOWNS.
~PATA FOR LASSEN AND VICTOR VALLEY CC DISTRICTS ARE MISSING.
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CALIORNIA COMMUNITY COLLEGES
) 1987 FALL TERM
*
_ TABLE D~ °
PROFESSIONAL (FT)
PERCENT DISTRIBUTION BY GENDER AND ETHNICITY
GENDER GENDER  GENDER ETHRIC . ETHNI
TOTAL  NUMBER  TOTAL  AM IAD  ASIAN HISP- FILIP- TOTAL _ ETHRIC ~'TOTAL
DISTRICT MALES FEMALES PERCENT UNKNOWN COUNT  ALASKAN PAC ISL BLACKS WHITES ARICS INGS  PERCENT UNKNOWN COUNT
ALLAN HANCOCK  50.0 50.0 100.0 0 32 .0 .0 6.3  84.4 9.4 .0 100.0 0 32
'ANTELOPE VALLE 54.5 65.5 100.0 0 11 -0 -0 9.1  81.8 9.1 -0 100.0 0 11
BARSTOW 66.7 33.3  100.0 0 6 -0 -0 16.7 50.0  33.3 .0 100.0 0 6
BUTTE 61.9 38.1 100.0 0 21 -0 .0 9.5  90.5 -0 .0 100.0 0 21
CABRILLO 47.6 52.4 100.0 0 21 .0 -0 .0 85.7  14.3 .0 100.0 0 21
CERRITOS 50.0 50.0 100.0 0 16 6.3 12.5 0 56.3  25.0 .0 100.0 0 16
CHAFFEY 50.0 50.0 100.G 0 22 -0 .0 0 81.8 13.6 4.5 100.0 0 22
CITRUS 31.3 638.8 100.0 0 16 .0 .0 0 81.3 18.8 .0 100.0 0 16
COACHELLA VALL  62.5 37.5 100.0 0 8 -0 -0 .0 87.5 12.5 .0 100.0 0 3
COAST 42.5 57.5 100.0 0 40 .0 7.5 .0 87.5 5.0 .0 100.0 0 40
COMPTON 50.0 50.0 100.0 0 164 .0 -0 71.6  28.6 .0 .0 100.0 0 14
‘CONTRA COSTA 55.2 44.8 100.0 0 58 -6 3.6 15.5  67.2 6.9 1.7 100.0 0 58
EL CAMINO 42.9 57.1 100.0 0 21 .0 4.8 23.8 47.6  23.8 -0 100.0 0 21
-FOOTHILL 35.8 64.2 100.0 0 53 .0 17.0 1.9 77.4 1.9 1.9 100.0 0 53
FREMONT-NEWARK  54.5 45.5 .40.0 0 22 .0 .0 4.5 121 22.7 .0 100.0 0 2z
GAVILAN 18.2 81.8 100.0 0 11 .0 .0 0 72.7 21.3 .0 100.0 0 11
GLENDALE 60.¢ 40.0 100.0 0 20 .0 5.0 5.0 80.0  10.0 .0 100.0 0 20
GROSSMONT 56.5 45.5 100.0 0 22 4.5 .0 9.1  77.3 9.1 .0 100.3 0 22
HARTNELL 44.4 55.6 100.0 0 9 .0 11.1 0 77.8  11.1 .0 100.0 0 S
IMPERIAL 40.0 60.0 100.0 0 10 -0 .0 0 30.0 60.0 10.0 100.0 0 1¢
KERN 57.7 42.3  100.0 0 26 .0 3.8 7.7 16.9 11.5 .0 100.0 0 26
LAKE TAHOE 66.7 33.3 100.0 0 3 .0 .0 € 66.7  33.3 .0 100.0 0 2
LONG BEACH 70.4 29.6 100.0 0 27 -0 3.7 14.8  77.8 3.7 .0 100.0 0 27
LOS ANGELES 56.1 43.9 100.0 0 132 .0 14.4 9.8  58.3 5.3 12.1  100.0 0 13;
LOS RIOS 45.7 54.3 100.0 0 70 1.4 5.7 17.1  64.3  11.4 .0 100.0 0 7C
MARIN 66.2 53.8 100.0 0 26 .0 19.2 7.1 69.2 3.8 .0 100.0 0 2¢
MENDOCINO 30.0 70.0 100.0 0 10 -0 .0 .0 80.0  20.0 .0 100.0 0 1¢
“MERCED 58.8 41.2 100.0 0 17 -0 .0 11.8 70.6 17.6 .0 100.0 0 17 .

MIRA COSTA 27.3 72.7 100.0 0 22 -0 4.5 4.5 72.1  18.2 .0 100.0 0 :
MONTEREY PENIN  42.3 57.7  100.0 0 26 .0 .0 7.1 92.3 .0 .0 100.0 0 2¢
MT SAN ANTONIO 66.7 33.3  100.0 0 21 -0 -0 14.3  57.1  28.6 -0 100.0 0 2}
MT SAN JACINTO 50.0 50.0 100.0 0 4 .0 .0 .0 100.0 .0 .0 100.0 0 £
NAPA 44.4 55.6 100.0 0 9 -0 .0 11,1 55.6  22.2 11.1 100.0 0 ¢
NORTH ORANGE 44.4 55.6 100.0 0 45 .0 2.2 4.4 77.8 15.6 .0 100.0 0 4
PALO VERDE 100.0 .0 100.0 0 2 .0 .0 .0 100.0 .0 .0 100.0 0 ‘
PALOMAR 16.7 83.3 100.0 0 6 -0 .0 .0 83.3 .0 16.7 100.0 0 ¢
PASADENA AREA  48.1 51.9 100.0 0 27 .0 14.8 11.1  59.3  14.3 .0 100.0 0 2:
PERALTA 38.3 61.7 100.0 0 94 -0 7.4 43.6  39.4 5.3 4.3 100.0 0 9e.
RANCHO SANTIAG 29.2 70.8 100.0 0 26 -0 6.2 0 66.7  29.2 .0 100.0 0 2¢
REDIOODS 53.5 46.7 100.0 0 15 -u .0 .0 100.0 .0 .0 100.0 0 1
RIO HONDO 56.3 43.8 100.0 0 16 .0 12.5 0 56.3  31.3 .0 100.0 0 1¢
RIVERSIDE 52.6 47.4 100.0 0 19 .0 .0 5.3 73.7  21.1 .0 100.0 0 1t

Q




GENDER GENDER  GENDER ETHNIC ETHNI

TOTAL NUMBER  TOTAL AM IND  ASIAN HISP- FILIP- TOTAL ETHNIC TOTAL

DISTRICY MALES FEMALES PERCENT UNKNOWN COUNT  ALASKAN PAC ISL BLACKS WHITES ANICS INOS PERCENT UNKNOWN COUNT
SADDLEBACK 64.1 55.9 100.0 0 34 -0 2.9 2.9 88.2 5.9 .0 100.0 0 34
SAN BERNARDINO 44.0 56.0 100.0 0 25 .0 .0 16.0 66.0 20.0 .0 1040.0 0 2%
SAN DIEGO 50.0 50.0 100.0 0 60 1.7 -0 10.0 63.3 20.0 5.0 100.0 0 6t
SAN- DIEGO ADUL 40.0 60.0 100.0 0 10 -0 10.0 30.0 30.0 30.0 .0 100.0 0 1
SAN FRAN CNTRS 32.4 67.6 100.0 0 37 .0 264.3 18.9 37.8 13.5 5.4 100.0 0 Ry
SAN FRANCISCO 48.9 51.1 100.0 0 90 .0 22.2 17.8 34.4 6.7 18.9 100.0 0 9¢
SAN JOAQUIN DE 62.5 37.5 100.0 0 16 .0 12.5 12.5 56.3 12.5 6.3 100.0 0 1¢
SAN JOSE 44.7 55.3 100.0 0 47 .0 6.4 12.8 61.7 19.1 .0 100.0 0 7
SAN LUIS OBISP 59.1 40.9 100.0 0 22 .0 9.1 4.5 77.3 9.1 .0 100.0 0 2:
SAN MATEO 54.7 45.3 100.0 0 53 -0 11.3 13.2 69.8 5.7 .0 100.0 0 5
SANTA BARBARA 60.0 40.0 100.0 0 10 .0 -0 .0 90.0 10.0 .0 100.0 0 1%
SANTA CLARITA 40.0 60.0 100.0 0 5 -0 .0 .Q 80.0 .0 20.0 100.0 0 H
SANTA MONICA 25.0 75.¢ 100.0 0 16 .0 .0 6.3 81.3 12.5 .0 100.0 3 1z
SEQUOLAS 36.4 63.6 100.0 0 11 -0 9.1 -0 81.8 9.1 .0 100.0 0 1°
SHASTA-TEHAMA- 664.7 35.3 100.0 0 17 .0 .0 -0 loo0.0 .0 .0 100.0 0 )
SIERRA $1.5 38.5 100.0 0 13 .0 7.7 1.7 76.9 1.7 .0 100.0 0 1
SISKIYOU 60.0 40.0 100.0 0 5 .0 .0 .0 30.0 20.0 .0 100.0 0 z
SOLANO COUNTY 33.3 66.7 100.0 0 6 16.7 .9 16.7 66.7 .0 .0 100.0 0 L
: SONOMA COUNTY 62.9 57.1 io0.0 0 21 4.8 .0 4.8 85.7 %.8 .0 100.0 0 Z.
SOUTH COUNTY 38.5 61.5 100.0 0 26 .0 7.7 15.4 61.5 15.4 .0 100.0 0 2t
SOUTHWES TERN 66.7 53.3 100.0 0 15 .0 6.7 -0 73.3 20.0 .0 100.0 0 1t
STATE CENTER 66.7 33.3 100.0 0 36 2.8 .0 13.9 69.4 13.9 .0 100.0 0 3t
VENTURA COUNTY 37.5 62.5 100.0 0 16 .0 .0 6.3 81.3 12.5 .0 100.0 0 1¢
WEST HILLS 50.0 50.0 100.0 0 8 .0 12.5 -0 50.0 37.5 .0 100.0 0
WEST KERN 33.3 66.7 100.0 0 9 .0 -0 .0 88.9 11.1 .0 100.0 0 ¢
WEST VALLEY 47.3 52.7 100.0 0 35 .0 7.3 3.6 12.7 14.5 1.8 100.0 0 !
_YosEmtte 51.9 48.1 100.0 0 27 .0 3.7 3.7 88.9 3.7 .0 100.0 0 27
YUBA 50.0 s50.0 100.0 6 14 .0 14,3 .0 66.3 21 .4 +0 100.0 ) 1¢

XTOTAL PROFESSIONAL (FT)
48.3 51.7 100.0 0 1778 0.4 7,0 10.9 67,2 11.6 2.9 100.0

SOURCE S
F STAFF DATA FILE,CHANCt1LOF*5 OFFICE MANAGEMENT INFORMATION SYSTEM
OOTHOTES
PERCENT DISTRIBUTION 1. (Ul . UNKNOWNS.

DATA FOR LASSEN ANR « oR A lEY CC DISTRICTS ARE MISSING.
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CALIORNIA COMMUNITY COLLEGES
. 1987 FALL TERM
TABLE -~
CLASSIFIED ADMINISTRATIVE (FT?
PERCENT DISTRIBUTION BY GENDER AND ETHNICITY
GENDEX GENDER GENDER ETHNIC ETHNI
TOTAL NUMBER TOTAL AM IND ASIAN HISP- FILIP- TOTAL ETHNIC TOTAL
DISTRICT MALES FEMALES PERCENT UNKNOWN COUNT ALASKAN PAC ISL BLACKS WHITES ANICS INOS PERCENT UNKNOWN COUNT
ALLAN HANCOCK 62.5 37.5 100.9 0 . .0 12.5 12.5 62.5 12.5 .0 100.0 0 .
ANTELOPE VALLE 66.7 33.3 100.0 0 3 .0 .0 .0 100.0 .0 .0 100.0 0 3
. BARSTOW 66.7 33.3 100.0 0 3 .0 .0 33.3 66.7 .0 .0 100.0 0 3
: BUTTE 66.7 33.3 100.0 0 3 .0 .0 .0 100.0 .0 .0 100.0 0 3
- 'CABRILLO 406.0 60.0 100.9 0 10 .0 .0 .0 70.0 30.0 .0 100.0 0o . 10
CERRITOS 55.0 45.0 100.0 0 20 .0 .0 5.0 90.0 5.0 .0 100.0 0 20
CHAFFEY 41.7 58.3 100.0 0 12 .0 .0 8.3 66.7 25.0 .0 100.0 0 12
CITRUS 35.7 64.3 100.0 0 14 .0 .0 7.1 92.9 .0 .0 100.0 0 14
~ COACHELLA VALL .0 100.0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 [ 1
COAST 63.0 37.0 100.0 0 27 .0 7.4 3.7 85.2 3.7 .0 100.0 0 27
‘SOMPTON 66.7 33.3 100 0 0 3 .0 .0 66.7 33.3 .0 .0 100.0 0 3
CONTRA COSTA 87.5 12.5 100.0 ({ 16 .0 6.3 18.8 68.8 6.3 .0 100.0 0 16
EL CAMINO 33.3 66.7 100.0 0 12 .9 .0 16.7 83.3 .0 .0 100.0 0 12
FOOTHILL 77.8 22.2 100.0 0 18 .0 .0 11.1 83.3 5.6 .0 100.0 0 18
FREMONT-NEWARK 85.7 14.3 100.0 4 7 .0 .0 .0 100.0 .0 .0 100.0 0 7
SAVILAN 66.7 33.3 100.0 0 3 .0 .0 .0 100.0 .0 .0 100.0 0 3
GLENDALE 53.3 46.7 100.0 0 15 .0 .0 .0 30.0 20.0 .0 100.0 0 15
SROSSMONT 57.1 42.9 100.0 0 14 .0 .0 7.1 85.7 7.1 .0 100.0 0 14
SARTNELL 71.4 28.6 100.0 0 7 .0 .0 .0 85.7 14.3 .0 100.0 0 7
XERN 55.6 44.4 100.0 0 9 .0 .0 .0 100.0 .0 .0 100.0 0 S
LAKE TAHOE .0 100.0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 0 1
LONG BEACH 50.0 50.0 100.0 0 6 .0 .0 .0 100.0 .0 .0 100.0 0 é
+0S ANGELES 95.0 5.0 100.0 0 20 .0 5.0 5.0 80.0 10.0 .0 100.0 0 2t
‘LGS RIOS 58.3 41.7 100.0 0 12 .0 16.7 16.7 66.7 .0 .0 100.0 0 H
MERCED 57.1 4&2.9 ipo.0 ] 21 .0 4,8 “.8 71.4 19.0 .0 100.0 0 21 .
_MIRA COSTA )5.0 25.0 100.0 0 4 .0 .0 .0 75.0 25.0 .0 100.0 9 ¢
M7 SAN ANTONIO 66.7 2.3 100.0 0 21 .0 .0 9.5 81.0 9.5 .0 100.0 0 2}
" MT SAN JACINTO 1100.0 .0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 0 )
NAPA 85.7 16.3 100.0 0 7 .0 .0 .0 100.0 .0 .0 100.0 0 .
NORTH ORANGE 4.2 56.8 100.0 0 37 2.7 .0 .0 91.9 5.4 .0 100.0 0 3
PALO VERDE .0 100.0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 0 )
PALOMAF 66.7 33.3 100.0 0 15 .0 .0 .0 93.3 6.7 .0 100.0 0 1t
" PASACENA AREA 57.1 42.9% 100.0 0 7 .0 .0 28.6 71.4 .0 .0 100.0 0 v
© OERALTA 58.3 41.7 i00.0 0 12 .0 .0 25.0 58.3 8.3 8.3 100.0 0 <
RANCHO SANTIAG 73.3 26.7 100.0 0 15 .0 .0 6.7 80.0 13.3 .0 100.0 0 1t
RI0 HONDO 66.7 33.3 100.0 0 6 .0 .0 16.7 66.7 .0 16.7 100.0 0 ¢
RIVERSIDE 61.5 38.5 100.0 0 26 .0 3.8 3.8 73.1 19.2 .0 100.0 0 2¢
SADDPLEBACK 4.5 15.4 100.0 0 13 .0 7.7 .0 92.3 .0 .0 100.0 0 1.
SAN BERNARDINO 80.0 20.0 100.0 0 5 .0 .0 20.0 80.0 .0 .0 100.0 0 s
SAN DIEGO 91.7 8.3 100.0 0 12 .0 .0 16.7 33.3 .0 .0 100.0 0 1¢
SAN DIEGD ADUL .0 100.0 100.0 0 1 100.0 .0 .0 .0 .0 .0 100.0 0 }
SAN FRAN CNTRS 100.0 .0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 0 N
o 70
: <
RIC 1 171
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GENDER GENDER  GENDER ETHNIC ETHNI'

TOTAL NUMBER TOTAL AM IND ASIAN HISP~ FILIP- TOTAL ETHNIC TOTAL
MISTRICT MALES FEMALES PERCENT UNKNOWN COUNT ALASKAN PAC ISL BLACKS WHITES ANICS [INOS PERCENT UNKNOWN COUNT
3AN FRANCISCO 25.0 75.0 100.0 0 4 .0 .0 25.0 75.0 .0 .0 100.0 0 4
5AN JOAQUIN DE 76.0 24.0 100.0 0 25 .0 .0 8.0 80.0 12.0 .0 100.0 0 25
35AN JOSE 71.4 28.6 100.0 0 14 .0 28.6 .0 64.3 7.1 .0 100.0 0 14
3AN MATEO 50.0 50.0 100.0 0 14 .0 .0 14.3 57.1 7.1 21.4 100.0 0 14
SANTA BARBARA 65.¢ 34.6 100.0 0 26 3.8 .0 3.8 73.1 19.2 .0 100.0 0 26
SANTA CLARITA 100.¢ .0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 0 1
SANTA MONICA 5.5 45.5 100.0 0 22 .0 4.5 18.2 68.2 9.1 .0 100.0 0 22
SEQUOIAS 50.0 50.0 100.0 0 4 .0 .0 .0 75.0 25.0 .0 100.0 0 4
SHASTA-TEHAMA~ 100.0 .0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 0 1
SISKIYOU .0 100.0 100.0 0 2 .0 .0 .0 100.0 .0 .0 100.0 0 2
SOLANO COUNTY 66.7 33.3 100.0 0 3 .0 .0 .0 100.0 .0 .0 100.0 0 3
SONOMA COUNTY 58.6 41.4 100.0 0 29 .0 6.9 .0 82.8 10.3 .0 100.0 0 29
SOUTH COUNTY 76.9 23.1 100.0 0 13 1.7 .0 .0 76.9 1.7 1.7 100.0 0 13
SOUTHWESTERN 50.0 50.0 100.0 0 2 .0 50.0 .0 .0 5.0 .0 100.0 0 2
STATE CENTER 79.2 20.8 100.0 0 24 .0 4.2 8.3 719.2 3.3 .0 100.0 0 24
JENTURA COUNTY 100.0 .0 100.0 0 3 .0 .0 .0 100.0 .0 .0 100.0 G 3
JEST HILLS 100.0 .0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 0 1l
‘EST VALLEY 87.5 12.5 100.0 0 8 .0 .0 .9 100.0 .0 .0 100.0 0 8
YOSEMITE .0 100.0 100.0 0 1 .0 .0 .0 100.0 .0 .0 100.0 0 1
YUBA .0 100.0 100.0 0 2 50.0 .0 .0 50.0 .0 .0 100.0 0 2
¥TOTAL CLASSIFIED ADMINISTRATIVE (FT)
63.4 36.5 109.0 0 648 NLR 2,0 6.9 79,9 8.5 9.9 100.0 0 648
4_:;:.
‘LJ/‘
FRD A
174
SOURCE
Q STAFF DATA FILE,CHANCELLOR'S OFFICE MANAGEMENT INFORMATION SYSTEM
[ERJ!:‘ FOOTNCTYES
b, ~She PERCENT DISTRIBUTION EXCLUDES UNKNOWNS.

> »DATA FOR LASSEN AND VICTOR VALLEY CC DISTRICTS ARE MISSING. .
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CALIFORNIA COMMUNITY COLLEGES
1987 FALL TERM
TABLE -
CLASSIFIED EMPLOYEES(FT)
PERCENT DISTRIBUTION BY GENDER AND ETHNICITY
GENDER GENDER ETHNIC ETHNIC
TOTAL TOTAL AM IND ASIAN HISP- FILIP- TOTAL TOTAL
JISTRICY MALES FEMALES PERCENT COUNY PAC ISL PAC ISL BLACKS MWHITES ANICS INOS PERCENT COUNTY
ALLAN HANCOCK 37.9 62.1 100.0 116 1.7 1.7 2.6 67.2 25.9 .9 100.0 116
ANTELOPE VALLE 34.7 65.3 100.0 72 1.4 1.4 5. 86.1 4.2 1.4 100.0 72
JARSTOW 20.0 80.0 100.0 40 2.5 2.5 7.5 62.5 25.0 .0 100.0 40
JUTTE 37.1 62.9 100.0 124 1.6 2.4 1.6 87.9 5.6 .8 100.0 124
SABRILLO 38.2 61.8 100.0 123 2.4 3.3 3.3 78.9 9.8 2.4 100.0 123
SERRITOS 35.9 64.1 100.0 262 .0 3.4 2.7 71.8 21.4 .8 100.0 262
SHAFFEY 34.8 65.2 100.0 158 6 3.2 3.8 67.1 24.1 1.3 100.0 158
SITRUS 36.7 63.3 100.0 120 0 1.7 4.2 75.0 19.2 .0 100.0 120
SOACHELLA VALL 40.3 59.7 100.0 119 0 1.7 6.7 71.4 20.2 .0 100.0 119
<OAST 37.5 62.5 100.0 632 6 4.6 1.7 86.1 5.7 1.3 100.0 * 632
SOMPTON 44.6 55.4 100.0 83 0 6.0 65.1 16.9 9.6 2.4 100.0 83
SONTRA COSTA 40.7 59.3 100.0 305 1.3 4.6 16.1 65.2 11.8 1.9 100.0 305
ZL CAMINO 47.6 52.4 100.0 353 3 9.6 22.4 54.1 12.2 1.4 100.0 353
S00THILL 40.8 59.2 100.0 363 3 8.0 2.2 68.0 11.6 9.9 100.0 363
SREMONT-NEWARK 40.4 59.6 100.0 104 0 10.6 5.8 61.5 16.3 5.8 100.0 104
SAVILAN 20.9 79.1 100.0 67 0 3.0 .0 67.2 29.9 .0 100.0 67
JLENDALE 28.3 171.7 100.0 138 7 5.1 2.2 76.8 15.2 .0 100.0 138
SROSSMONT 36.4 63.6 100.0 2642 2.5 2.1 3.3 8.4 10.7 .0 100.0 2642
4ARTNELL 35.6 64.4 100.0 104 1.9 6.7 5.8 59.6 264.0 1.9 100.0 104
IMPERIAL 31.8 68.2 100.0 110 0 .0 1.8 50.0 48.2 .0 100.0 110
<ERN 34.8 65.2 100.0 253 1.2 .8 6.7 69.2 21.3 .8 100.0 253
-AKE TAHOT 6.7 83.3 100.0 18 (1 .0 5.6 8.9 .0 5.6 100.0 18
-ONG BEACH 37.9 62.1 100.0 306 0 7.2 9.2 75.5 7.8 .3 100.0 306
.0S ANGELES 47.6 52.4 100.0 1337 5 7.6 35.8 40.7 11.3 4.1 100.0 1337
.05 RIOS 41.0 59.0 100.0 497 4 8.2 12.5 67.4 11.3 .2 100.0 497
MARIN 44.4 55.6 100.0 135 0 2.2 3.0 89.6 5.2 .0 100.0 135
MENDOCINO 33.3 66.7 100.0 33 3.0 3.0 .0 87.9 6.1 .0 100.0 33
MERCED 41.3 58.7 100.0 150 7 2.0 4.7 68.0 2.7 .0 100.0 150
MIRA COSTA 34.4 65.6 100.0 96 2.1 5.2 1.0 86.5 5.2 .0 100.0 96
MONTEREY PENIN 46.2 53.8 100.0 93 1.1 6.5 11.8 65.6 7.5 1.5 100.0 93
1T SAN ANTONIO 46.7 53.3 100.0 227 4 3.1 9.7 63.0 22.0 1.8 100.0 227
1T SAN JACINTO 37.0 63.0 100.0 54 0 3.7 .0 72.2 24.1 .0 100.0 54
JAPA 33.7 66.3 100.0 95 1.1 4.2 1.1 83.2 9.5 1.1 100.0 95
JORTH ORANGE 40.9 59.1 100.0 492 6 3.3 4.1 76.0 16.3 1.8 100.0 492
SALO VERDE 1.7 92.3 100.0 13 0 .0 .0 69.2 30.8 .0 100.0 13
2ALOMAR 30.6 69.4 100.0 229 2.6 3.1 2.2 80.8 11.4 .0 100.0 229
2ASADENA AREA 41.7 58.3 100.0 319 6 3.4 18.2 63.6 12.9 1.3 100.0 319
ERALTA 40.4 59.6 100.0 307 7 8.5 40.4 31.3 12.1 7.2 100.0 307
RANCHO SANTIAG 33.9 66.1 100.0 301 7 7.3 5.6 59.1 27.2 .0 100.0 301
REDWOODS 45.7 54.3 100.0 129 3.1 2.3 .0 90.7 2.3 1.6 100.0 129
R10 HONDO 32.5 67.5 100.0 163 6 3.7 2.5 55.8 37.4 .0 100.0 163
RIVERSIDE 42.5 57.5 100.0 167 6 1.8 11.4 62.9 22.2 1.2 100.0 167
SOURCE
P
174 175




GENDER  GENDER ETHNIC  ETHNIC

TOTAL TOTAL  AM IND  ASIAN HISP- FILIP- TOTAL TOTAL
DISTRICT MALES FEMALES PERCENT COUNT PAC ISL PAC ISL BLACKS WHITES ANICS INOS PERCENT COUNT
SADDLEBACK 35.5 64.5 100.0 228 .4 1.8 .4 88.6 8.8 .0 100.0 228
SAN BERNARDINO 40.3 59.7 100.0 226 3.5 2.7 13.7 55.3 24.3 .4 100.0 226
SAN DIEGO 3.3 56.7 100.0 566 .4 5.1 18.4 61.9 11.3 3.9 100.0 566
SAN DIEGO ADUL 10.9 89.1 100.0 92 .0 3.3 16.3 66.3 9.8 4.3 100.0 92
SAN FRAN CNTRS 50.0 50.0 100.0 124 .0 26.6 21.0 29.0 15.3 8.1 100.0 124
SAN FRANCISCO 51.0 49.0 100.0 292 .3 26.0 19.9 29.8 9.6 14.4 100.¢ 292
SAN JOAQUIN DE 40.8 59.2 100.0 238 .0 10.5 7.6 58.0 17.2 6.7 100.0 238
SAN JOSE 37.7 62.3 100.0 212 .9 11.8 5.7 54¢.2 26.9 .5 100.0 212
SAN LUIS OBISP 45.2 54.8 100.0 84 2.4 .0 .0 90.5 7.1 .0 100.0 84
SAN MATEO 0.1 59.9 100.0 327 .3 6.7 8.6 66.1 15.9 2.4 100.0 327
SANTA BARBARA 42.1 57.9 100.0 159 .6 5.7 3.1 63.5 27.0 .0 100.0 159
SANTA CLARITA 32.8 67.2 100.0 58 3.4 3.4 .0 87.9 5.2 .0 100.0 58
SANTA MONICA 51.4 48.6 100.0 218 .5 6.4 22.5 58.7 10.6 1.4 100.0 218
SEQUOIAS 36.8 63.2 100.0 117 .0 1.7 .9 79.5 17.9 .0 100.0 117
SHASTA-TEHAMA-  41.0 59.0 100.0 117 .9 .9 .0 97.4 .9 .0 100.0 117
SIERRA 39.6 60.4 100.0 111 2.7 2.7 .9 91.0 2.7 .0 100.0 111
SISKIYOU 37.3 62.7 100.0 51 5.9 .0 5.9 88.2 .0 .0 100.0 51
SOLANO COUNTY 29.3 70.7 100.0 99 2.0 6.1 12.1 67.7 7.1 5.1 100.0 99
SONOMA COUNTY 37.6 62.4 100.0 178 .6 2.8 1.7 88.2 5.1 1.7 100.0 178
SOUTH COUNTY 39.8 60.2 100.0 196 1.5 7.1 8.7 67.9 12.2 2.6 100.0 196
SOUTHWESTERN 40.4 59.6 100.0 183 .5 4.4 3.8 60.7 25.7 4.9 100.0 183
STATE CENTER 36.0 64.0 100.0 275 2.2 4.0 6.9 65.1 21.5 .4 100.0 273
VENTURA COUNTY 35.5 64.5 100.0 375 1.1 1.9 1.6 75.2 19.2 1.1  100.0 375
WEST HILLS 26.7 73.1 100.0 52 .0 .0 .0 90.4 9.6 .0 100.0 52
WEST KERN 40.4 60.0 100.0 30 3.3 .0 3.3 83.3 10.0 0 100.0 30
WEST VALLEY 39.2 60.8 100.0 260 .0 8.1 2.7 74.6 13.8 8 100.0 260
YOSEMITE 40.4 59.6 100.0 230 .4 .4 3.9 87.8 7.0 4 100.0 230
YUBA 36.1 63.9 100.0 147 3.4 6.1 4.1 79.6 8.8 0 100.0 147
XTOTAL CLASSIFIED EMPLOYEES(FT)
39,9 60.1 100,0 14294 0.8 5.6 11.1  d5.9 14,4 2.2 100.0 14294
SOURCE
STAFF DATA FILE,CHANCELLOR'S OFFICE INFORMATION SYSTEM ‘e
FOOTHOTES 17y
DOES NOT INCLUDE EMPLOYEES WITH UNREPORTED GENDER OR ETHNICITY
DATA FOR LASSEN AND VICTOR VALLEY CC DISTRICTS ARE MISSING.
'/U




CALIFORNIA POSTSECONDARY EDUCATION COMMISSION

THE California Postsecondary Education Commis-
sion is a citizen board established in 1974 by the
Legislature and Governor to coordinate the efforts of
California’s colleges and universities and to provide
. independent, non-partisan policy analysis and rec-
ommendations to the Governor and Legislature.

Members of the Commission

The Commission consists of 15 members. Nine rep-

resent.the general public, with three-each-appointed-

for six-year terms by the Governor, the Senate Rules
Committee, and the Speaker of the Assembly. The
other six represent the major segments of postsec-
ondary education in California.

As of January 1988, the Commissioners represent-
ing the general public are:

Mim Andeison, Los Angeles

C. Thomas Dean, Long Beach, Chairpersor
Henry Der, San Francisco

Seymour M. Farber, M.D., San Francisco
HelenZ. Hansen, Long Beach

Loweli J. Paige, E1 Macero

Cruz Reynoso, Los Angeles, Vice Chairperson
Sharon N. Skog, Palo Alto

Stephen P. Teale, M.D., Modesto

Representatives of the segments are:

Yori Wada, San Francisco: appointed by the Regents
of the University of California

William D. Campbell, Carisbad: appointed by the
Trustees of the California State University

Borgny Baird, Long Beach: appointed by the Board
of Governors of the California Community Colleges

Harry Wugalter, Thousand Oaks; appointed by the
Couneil for Private Postsecondary Educational In-
stitutions

Kenneth L. Peters, Tarzan< appointed by the Cali-
fornia State Board of Education

James B. Jamieson, San Luis Obispo; appointed by
California’s independent colleges and universities

Functions of the Commission

The Commission is charged by the Legislature and
Governor to “assure the effective utilization of public
postsecondary education resources. thereby elimi-
nating waste and unnecessary duplication, and to
promote diversity, innovation, and responsiveness to
student and societal needs.”

To this end, the Commission conducts independent
reviews of matters affecting the 2,600 institutions of
postsecondary education in California, including
Community Colleges, four-year colleges, universi-
ties, and professional and occupational schools.

As an advisory planning and coordinating body, the
Commission does not administer or govern any insti-
tutions, .  does it approve, authorize, or accredit
any of them. Instead, it cooperates with other State
agencies and nen-governmental groups that perform
these functions, while operating as an independent
board with its own staff and its own specific duties of
evaluation, coordination, and planning,

Operation of the Commission

The Commission holds regular meetings throughout
the year at which it debates and takes action on staff
studies and takes positions on proposed legislation
affecting education beyond the high zchool in Cali-
fornia. By law, the Commission’s meetings are open
to the pubiic. Requests to address the Commission
may be made by writing the Commission in advance
or by submitting a request prior to the start of a
meeting. :

The Commission’s day-to-day work is carried out by
its staff in Sacramento, under the guidance of its
interim executive Jdirector, Kenneth B. O’Brien, who
is appointed by the Commission.

The Commission publishes and distributes without
charge some 40 to 50 reports each year on major is-
sues confronting California postsecondary educa-
tion. Recent reports are listed on the back cover.

Further information about the Commission, its meet-
ings, its staff, and its publications may be obtained
from the Commission offices at 1020 Twelfth Street,
Third Floor, Sacramento, CA 98514; telephone (916)
445-7933.




Diversification of the Staff in California Public
Postsecondary Education from 1977 to 1987

California Postsecondary Education Commission Report 88-29

ONE of a series of reports published by the Commis-
sion as part of its planning and coordinating respon-
sibilities. Additional copies may be obtained without
charge from the Publications Office, California Post-
secondary Education Commission, Third Floor, 1020
Twelfth Street, Sacramento, California 95614-3985.

Recent reports of the Commission include:

88-13 Unpdate of Community College Transfer Stu-
dent Statistics Fall 1987: University of California,
The-California-State University, and California’s-In-
dependent Colleges and Universities (March 1988)

88-16 Legislative Update, March 1988: A Staff Re-
port to the California Postsecondary Education Com-
mission (March 1988)

88-17 State Poticy for Faculty Developraent in Cali-
fornia Public Higher Education: A Report to the Gov-
ernor and Legislature in Response to Supplemental
Language in the 1< 96 Budget Act (Mav 1988)

88-18 to 20 Exploring Faculty 2lopment in
California Higher Education: Prepared for the Cali-
fornia Postsecondary Education Commission by Ber-
man, Weiler Associates:

88-18 Volume One: Executive Summary and
Conclusions, by Paul Berman and Daniel Weiler,
December 1987 (March 1988)

88-19 Volume Two: Findings, by Paul Berman,
Jo-Ann Intili and Daniel Weiler, December 1987
(March 1988)

88-20 Volume Three: Appendix, by Paul Ber-
man, Jo-Ann Intili and Daniel Weiler, January
1988 (March 1988)

88-21 Staff Development in California’s Public
Schools: Recommendations of the Policy Develop-
ment Committee for the California Staff Develop-
ment Policy Study, March 16, 1988 {March 1988)

88-22 and 23 Staif Development in California:
Public and Personal Investments, i’rogram Patterns,
and Policy Choices, by Judith Warren Little,
William H. Gerritz, David S. Stern, James W.
Guthrie, Michael W. Kirst, and David D. Marsh. A
Joint Publication of Far West Laboratory for Educa-
tional Research and Development « Policy Analysis
for California Education (PACE), December 1987:

88-22 Executive Summary (March 1988)
88-23 Report (March 1988)

88-24 Status Report on Human Corps Activities:
The First in a Series of Five Annual Reports to the
Legislature in Response to Assembly Bill 1320
(Chayp:er 1243, Statutes of 1987) (May 1988)

88-25 Proposed Construction of the Petaluma Cen-
ter of Santa Rosa Junior College: A Report to the
Governor and Legislature in Response to a Request
for Capital Funds {or Permanent Otf-Campus Center
in Southern Sonoma County {May 1988)

-88-26 -California-College-Going-Rates, 1987 Update:

The Eleventh in a Series of Reports on New Fresh-
man Enrollments at California’s Colleges and Uni-
versities by Recent Graduates of California High
Schools {June 1933)

88-27 Proposed Construction of Off-Campus Commu-
nity College Centers in Western Riverside County: A
Report to the Governor and Legislature in Response
to a Request of the Riverside and Mt. San Jacinto
Community Coilege Districts for Capital Funds to
Build Permanent Off-Campus Centers ir Norco and
Moreno Valley and South of Sun City (June 1988)

88-28 Annual Report on Program Review Activities,
1986-87: The Tweifth in a Series of Reports to the
Legislature and tiie Governor on Program Review by
Comrmission Staffan Califsrnia’s Public Colleges and
Unriversities (June 1988)

88-29 Diversification of the Faculty and Staff in
California Public Postsecondary Education from 1977
to 1987: The Fifth in the Commission's Series of Bi-
ennial Reports on Equal Employment Opportunity in
California’s Public Colleges and Universities (Sep-
tember 1988)

88-30 Supplemental Report on Academic Salaries,
1987-88: A Report to the Governor and Legislature in
Response to Senate Concurrent Resoiudon No. 51
(1965) and Subsequent Postsecondary Salary Legis-
lation (September 1988)

88-31 The Role of the Caiifornia Postsecondary Ed-
ucation Commjssion in Achieving Educational Equi-
ty in California: The Report or the Commission's Spe-
cial Committes on Ed:.cationai Equi-v. Cruz Reyno-
so, Chair {Scptemoer 1983)

88-32 A Comprehensive Student [nformation Sys-
tem, by John G. Harrison: A Report Prepared or the
California Postsecondary Education Commission by
the Wyndgatea Group, Lid. (September 1988)
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