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NASA'S EQUAL OPPORTUNITY PROGRAM

WEDNESDAY, MARCH 13, 1974

Hovse or REPRESENTATIVES,
Crvin Ricurs axp Coxstiremiosan Rigirrs
SUBCOMMITTEE OF THE COMMITTEE ON THE JUDICIARY,
Wash ,',a_r,'.’ru.-. D.a.

The subcommittee met, pursnant to notice, at 10 a.m., in room 2237,
Rayburn House Office Building, Hon. Don Edwards [ehairman of the
subcommittee] presiding.

Present: Representatives Edwards, Wiggins, and McClory.

Also present: Alan A. Parker, counsel; Ruth O. Robinson. assist-
ant counsel ; and Michael W. Blommer, associate counsel.

Mr. Epwarps. The subcommittee will come to order. This morning
we will commence oversight hearings on NASA’s equal opportunity
program. Although recent events have focused attention on the ageney's
equal opportunity commitments, we are not here to review any indi-
vidual case that is pending before an administrative or judicial forum,
rather we wish to review NASA’s equal opportunity program in con-
junction with the responsibility of national organizations dedicated
to equal opportunity, the Office of Federal Contract Compliance of the
Department of Labor, and the Office of Federal Equal Employment
Opportunity of the Civil Service Commission representatives of the
latter two agencies will be appearing before the subcommittee at a
later date.

Coneern for equal opportunity continues to flourish, and the sub-
committee is pleased to be receiving written statements for the rec-
ord from the Federally Employed Women. the Federal Organization
of Professional Women, and several other individuals known to have
interest in Federal equal opportunity. [See app. 1 at p. 201.]

Testifying this morning will be representatives of national civil
rights and labor organizations long known for their efforts in seeuring
equal aceess to the Nation’s resources on behalf of all citizens. Each of
the witnesses’ organizations is to be congratulated for high profes-
sional and continued efforts on behalf of persons often disenfranchised
by American society.

Appearing this morning, in alphabetieal order, will be Mr. Mannel
D. Fierro, executive director of Raza Association of Spanish Surnamed
Americans; Mr. Fierro is not here yet. Mr. Roy Johnson, president of
Government Employees United Against Racial Discerimination: Mr.
Thomas Mitchell, Employment Task Force, Leadership Conference
on Civil Rights; and Ms. Gayla Deepe Salinas, chairperson, National
Employment/Compliance Task TForece, National Organization of
Women : and Mr. Brown from the Urban League.

Mr. Brown, we are delighted to have you here. Will you proceed.
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TESTIMONY OF RONALD H. BROWN, DIRECTOR, WASHINGTON

BUREAU, URBAN LEAGUE LEADERSHIP CONFERENCE FOR CIVIL
RIGHTS

Mr. Brow~. Thank you. Good morning, Mr. Chairman, my name
is Ronald H. Brown, I'm the director of the Washington Bureau of
the National Urban League. With me here this morning is Mr. Thomas
Mitchell, my deputy director at the Washington Bureau. Mr. Mitchell
has also been keenly active with the Employment Task Force of the
Leadership Conference for Civil Rights.

My testimony here today is presented on behalf of the National
Urban League as well as the Employment Task Force of the Com-
pliance and Enforcement Committee of the Leadership Conference
on C'ivil Rights.

The National Urban League was founded in 1910, and now operates
through 102 local Urban League affiliates spread across the length and
breadth of the Nation. The leadership conference is a coalition of over
135 national organizations. and is now in its 25th year of operation.

The management of NASA’s equal opportunity program has caused
great concern among the members of the Kmployment Task Force at
the Leadership Conference, as well as among members of the Civil
Rights community at large. One concern centers on the plight of Ruth
Bates Harris and her coworkers following the submission to the NASA
Administrator of their report which was highly critical of NASA's
EEQ performance, and the direction which it was taking.

The termination of Ms. Harris’ appointment as Deputy Assistant
Administrator for equal epportunity programs; the transfer of one
coworker within the agency, and an apparent ultimatum directed at
another all appeared to be rather heavy-handed responses to criticism.
That is especially true in light of NASA's inability to get its KEO
program off the launching pad,

It might have been much more beneficial for NASA and the Admin-
istrator had he attempted to resolve whatever differences of opinion
there might have been within the equal opportunity program. As it
happened, the Administrator’s decision to terminate Ms. Harris must
have had a chilling eflect on future forthright expressions of opinions
by EEO professionals not only at NASA, but thronghout the Federal
Government. NASA's Administrator, Dr. James Fletcher, must have
realized the chilling effect of his actions because he issued a memoran-
dum to all NASA employees in early November urging them to com-
municate their ideas and opinion to him without fear of reprisal.

In light of the circumstances surrounding Ms. Harris' departure
from NASA, T think it will be a long time before NASA emplovees
will venture opinions that deviate from what they think the NASA
Administrator wants to hear.

In testimony before the Senate Committee on Aeronautical and
Space Sciences on October 20, 1973, the NASA Administrator stated
that Ms. Harris has been a devisive foree in the NASA equal oppor
tunity prooram.

I wonld like to convey to you the consternation eansed by these
acensations among the many members of the task force. the many
individuals who have worked with Ms. Harris over the vears. They
know that Ruth Harris has proven herself time and time again to be
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a skilled, competent, and professional administrator, especially in the
area of equal rights. Her reputation for tact and diplomaey is com-
mon knowledge to her many friends engaged in the civil rights effort.

It is their conclusion and mine that Ruth Harris was fired for her
effort to get the seemingly stagnated NASA equal opportunity pro-
oram moving by identifying the root causes for past failure in her
ill-fated report to Dr. Fletclier.

What are the dimensions of NASA’s failure? The most prominent
failure is the incredibly low percentage of full-time minority em-
ployees of NASA. Published statistics show NASA’s minority em-
ployees have constituted from 4.1 percent of all full-time employees
in 1966 to a meager 5.2 percent in 1972, I understand that as of Novem-
ber of 1973 that figure was up to 5.8 percent.

Although the statistics do show a modest trend in the vight direc-
tion, the percentage is still incredibly low. In 1972 the Civil Service
Commission reported that the next worst agency of significant sizc
was the Atomic Energy Commission with 12.6 percent of its full-
time employees in the minority categories of black, Spanish surnamed,
American Indian, and Oriental. The Civil Service Commission also
veported at that time that 20 percent of all full-time Federal employ-
ees were minorities in 1972,

The NASA picture gets worse when the Washington headquarters
is eliminated. For example, only 4.7 percent of NASA’s full-time em-
ployees at its various installations around the country were minorities
in 1972, rather than the 5.2 percent reported overall, including the
Washington headquarters. We should really ask if the field installa-
tions could have done better? A detailed examination of each of these
installations would be impessible in the time allocated, but perhaps
we could take a brief look at one example.

The Lewis Research Center in Cleveland, Ohio, had 3,803 full-time
employvees in 1972. Of that number 4.4 percent were minorities, The
Civil Service Commission statistics for that year show that 32.4 per-
cent of the nearly 20,000 full-time Federal employees in the Cleveland
SMSA were minority employees.

Of course, there may be reasons for this 28 percent gap between
NASA’s minority employment and the overall Federal minority em-
ployment in Cleveland, but it is for NASA to explain. T would urge
this subcommittee to require NASA to provide a detailed explanation
of its minority employment record at each of its installations through-
out the country, so that the prospects for the future may be better
evaluated.

Another aspeet of the NASA equal opportunity program which
should be closely serutinized by this subcommittee is NASA's decen-
tralized reporting system whereby EEQO personnel at the field instal-
Jations report to the installation administrator, rather than directly
to the Equal Opportunity program administrator at NASA’s Wash-
ington headquarters,

it is one of the practices which was sharply eriticized by Ms. Harris
and her coworkers. Without disrupting what NASA believes to be
an effective management. reporting procedure, some means should be
found to provide greater direction from the headquarters Equal
Opportunity Administrator with regard to the field inst allation equal
opportunity programs and the hiring of field E FO staff members. Some
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sort of parallel management system should and could be worked out
because of the inherent difficulty in implementing changes which run
counter to longstanding attitudes and practices.

Such direct reporting to headquarters from subordinate field instal-
lation staff members is not unprecedented in NASA. The improvement
of equal opportunity in NASA involves similarities to non-EEO areas
such as financial and quality control in that the NASA Administrator
should have nearly firsi-hand information to insure effective
management.

Senator William Proxmire has urged that NASA's equal opportu-
nity program staff be doubled. This is a commendable recommenda-
tion, At least as important as an adequate staff, however, is the proper
attitude on the part of NASA’s headquarters and field installation
administrators. Without the proper commitment, to results by key ad
ministrators, any equal opportunity staff will be frustrated. Toward
this end, NASA should adopt a specific plan of aection for cach feld
installation to measure the performance of key administrators.

I am sure that there are many things which this subcommittee can
do to improve NASA’s performance in minority emplovment. T nree
vou to take the strongest possible action to remedy NASAs intolerable
failure to respond to the moral and legal necessities of our times. The
Federal Government must lead the way in the area of equal employ-
ment opportunity for all of its citizens if the injustices of centuries
are to be corrected.

Congress must remain steadfast in its determination to brine about
justice for all. Tt is our hope that your intensive review of NASA's
equal opportunity program will prompt that ageney to solve its minor-

ity employment problems with the same imaginafion. determination.
and success which it demonstrated in meeting the challenge of Sputnik
by making America preeminent in space.

Thank you verymuch.

Mr. Epwarps. Thank you very much, Mr. Brown, for your excel-
lent statement. .

[ The prepared statement of Ronald H. Brown follows:]

STATEMENT OF Rowarn IT. Browx, Dimecror. WASHINGTON BUREAT. NATIONAL
URBAN LEAGUE, IN BEHALF OF THE NATIONAL URRAN TRAGUR AND THE EMPLOY-
MENT TASK FOrRCE, LEADERSIIP CONFERENCE oN NASA'S HqQuar OPPORTUNTTY
PROGRAM

Mr. Chairman and members of this subeommittee, my name i€ Ronald H.
Brown. T am the Director of the Washington Burean of the N mnl TTrhan
League, Ine. My testimony today is presented in behalf of the Nat onal Trlian
League and the Emplovment Task Foree of the Compliance and Enforcemoent
Commitfee of the Leadership Conference on Civil Rights.

The National Urban League, Tne.. is an interracial nonprofit, and nonpartisan
community service organization which uses aceepted practices and principles
of social work. economics, law and other disciplines to seenre equ; wpportunity
in all sectors of our society for hlack Americans and other minorities. During
its 6i8-year history, the National Urban League has grown to include 102 loeal
affiliates thronghout the country.

The Leadership Conference iz a coalition of more than 135 natiomal orga-
nizations, of which the National Urban Teague is one, nnited in sunnort of im
provements in civil rights. This yvear marke the 25th that the Conference has
heen working to advance the causes of equality, The Conference performs much
of its work through two commitfees. one dealing with lesislation and the ofher
with compliance and enforcement. The Compliance and Enforcement Committee
is further subdivided info task forces dealing with specific issue areas snch as
employment, housing, education. and health. As T previonsly indieated, this
testimony is being presented on hehalf of the fmployment Task Force.
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The management of NASA's Equal Opportunity Program has eaused great con-
cern among the members of the Employment Task Force of the Leadership Con-
ference, One concern centers on the plight of Ruth Bates Harris and her co-
workers, following the submission to the NASA Administrator of their report
which was highly eritical of NASA's BEO performance and the direction which
it was taking, The termination of Mrs. Harris's appointment as Deputy Assistant
Administrator for Equal Opportunity Programs, the transfer of one co-worker
within the agency, and an apparent ultimatum directed at another to aceept the
leadership of NASA supervisors of whom the report was erit or request
a transfer all appear to be rather heavy-handed responses to criticism, That is
especially true in light of NASA's inability to get its EEO program off of the
launching pad.

It might have been mueh more beneficial for NASA had the Administrator
attempted to resolve whatever differences of opinion there might have been
within the Equal Opportunity Program. As it happened, the Administrator’s de-
eision fo terminate M Harris's appointment must have had a chilling effect on
future, forthright expressions of opinion by EEO professionals not only at NASA
but throughout the Federal government. NASA's Administrator, Dr. James
Fletcher, must have realized the chilling effect of his actions because he issued
i memorandum to all NASA employees in early November urging them to com-
munieate their ideas and opinions to him without fear of reprisal. In light of the
cirenmstances surrounding Mrs, Harris's departure from NASA, 1 think it will
be a long time before NASA employees will venture opinions that deviate from
what they think the NASA Administrator wants to hear.

In testimony before the Senate Committee on Aeronauntical and Space Sciences
on October 30, 1973, the NASA Administrator stated that Mrs, Harris had been
a divisive force in the NASA Equal Opportunity Program, I want to convey to you
the consternation cansed by these accusations among the many members of the
task force who have known and worked with Mrs. Harris over the years., They
know that Ruth Harris has proven herself time and time again to be a skilled,
competent and professional administrator, especially in the area of equal rights.
Her reputation for taet and diplomaey is common knowledge to her many friends
engaged in the civil rights effort,

It i= their conelusion that Ruth Harris was fired for her effort to get the seem-
ingly stagnated NASA Equal Opportunity Program moving by identifying the
root canses for past failure in her ill-fated report to Dr. Fletcher.

What are the dimensions of NASA’s failure? The most prominent failure is
in the ineredibly low percentage of full-time minority employees of NASA. Pub-
lished statisties show NASA's minority employees have constituted from 4.1%
of all full-time employees in 1966 to 5.29 in 1972, I understand that this figure
was up to 5.8¢2 as of last November. Although the statistics show a modest trend
in the right direction, the percentage iz still abysmally low. In 1972 the Civil
Service Commission reported that the next worst agency of significant size was
the Atomic Energy Commission with 12,69 of its full-time employees in the
minority categories of black, Spanish surnamed, American Indian, and Oriental.
The Civil Service (CCommission also reported that 209 of all full-time Federal
employees were minorities in 1972,

The NASA picture gets worse when the Washingfon headquarters is eliminated.
For example, only 4.79 of NASA's full-time employees at its various installations
aronnd the country were minorities in 1972 rather than the 5.295 reported overall
including the Washington headquarters. Could the field installations have done
hetter? A detailed examination of each one conld not be nndertaken in the limited
time available to us, but perhaps we could look briefly at one example,

The Lewis Research Center in Cleveland, Ohio, had 3.805 full-time employees
in 1972, Of that number, 449 were minorities, The Civil Service Commission
statistics for that year show that 3249 of the nearly 20,000 full-time Federal
employees in the Cleveland SMSA were minority employees, Of course, there
may be reagons for the 28¢: gap between NASA's minority employment amd
the overall Federal minority employment in Cleveland, but that is for NASA
to explain. I urge this subecommittee to require NASA {o provide a detailed
explanation’ of its minority employment record at each of its installations
throughont the country so that the prospects for the future may be better
evaluated.

Another aspect of the NASA Equal Opportunity Program which should be
closely secrutinized by this subcommittee is NASA's deeentralized reporting
syvetem wherehy EEOQ personnel at the field installations report to the installation




administrator rather than directly to the Equal Opportunity Program adminis-
frator at NASA’s Washington Headquarters. It is one of the practices which
was sharply crificized by Mrs. Harris and her co-workers. Without unduly
disrupting what NASA believes to be an effective management reporting proce-
dure, some means should be found to provide greater direction from the head-
quarters Equal Opportunity Administrator with regard to the fleld installation
Equal Opportunity P'rograms and the hiring of field EEO staff members, Some
sort of parallel management system shonld be worked out because of the Iinhierent
diffienlty in implementing ¢hanges which run counter to longstanding atlitudes.
Such direet reporting to headgquarters from subordinate field installation staff
members is not nnprecedented in NASA, The improvement of equal opportunity
in NASA involves similarities to non-EEO areas such as financial and quality
control in that the NASA Administrator should have nearly firsthand {aformation
to ensure effective managenient,

Senator William Proxmire has urged that NASA’s Equal Opportunity Program
staff be doubled. This is a commendable recommendation. Af least as important
as an adequate staff, however, is the proper attitude on the part of NASA's
headquarfers and field installation administrators, Without the proper commit-
ment to results by key administrators, any equal opportunity staff will be frns-
trated. Toward this end, NASA should adopt a specific plan of action for each
field installation to measure the performance of key administrators.

I am sure that there are many things which this subeommittee can do to
improve NASA's performance in minority employment. I urge you to take the
strongest action possible to remedy NASA's intolerable failure to respond to the
moral and legal necessities of our times. The Federal govermment mnst lead
the way in the area of equal opportunity for all of its citizens if the injustices
of centuries are to be corrected. Congress must remain steadfast in its defer-
mination to bring about economic justice for all. The inadequate performance
of NARA to date is worth your most earnest attention. It is our hope that your
intensive review of NASA's Equal Opportunity Program will prompt that agency
to solve its minority employment problems with the same imagination, determina-
tion, and success it demonstrated in meeting the challenge of Sputnik by making
Ameriea preeminent in space.

Thank you for permitting me to deliver these comments.

Mr. Epwarps. Miss Salinas, if you would proceed.

TESTIMONY OF GAYLA DEEPE SALiNAS. CHAIRPERSON, NATIONAL

EMPLOYMENT-COMPLIANCE TASK FORCE, NATIONAL ORGANI-
ZATION FOR WOMEN

Ms. Saravas. Thank you, Mr. Chairman. The National Oreanization
for Women appreciates the opportunity to express our concerns to
the subcommittee about NASA’s lack of commitment to civil rights
as well as the ineffectiveness of the Civil Service Commission in moni-
toring and enforcing NASA’s responsibilities in this important area

I am Gayla Deepe Salinas, member of the NOW National Com-
pliance Task Force.

NOW is a national civil rights organization with over 650 chapters
in all 50 States workine to promote equal opportunity for women.
A founding purpose of NOW is the elimination of sex diserimination
in employment through firm enforcement of laws granting us basie
rights and equal opportunity to contribute to the economic life of the
Nation. One program which is essential to this goal is the Federal
equal employment opportunity program.

NOW’s monitoring of the program has led us to conclude that its
intent and purpose are not being carried out in good faith. and in
some cases, are being grossly violated. Because of this, NOW’s national
president and other NOW leaders met with the Director of the Office
of Federal Equal Employment Opportunity of the U.S. Civil Service
Commission on June 8, 1973, to outline our concerns and suggestions.
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We were assured that the Civil Service Clommission would intervene
in the program of any agency which was not being effectively
administered.

The National Aeronautical and Space Administration seemed to
us to be one agency which was grossly negligent in assuring equal
opportunities for women and minorities. NASA is a very visible
agency, given front-page news coverage across this country every
time a space launch oceurs. This public exposure gives the Federal
Government an excellent opportunity to set examples in employvment
practices and leadership roles. The astronaut is the 1970's symbel of
American achievement and pride. but the only astronauts we ever see
are white males. Further, the NASA employment statisties reveal that
women and minorities at NASA are excluded from the other jobs that
make the space program go. In fact, NASA has the worst EEO profile
in the Federal Government. For all these reasons, NOW leadership
felt compelled to express onr concerns divectly to NASA Adminis-
trator Fletcher. The meeting took place November 29, 1973,

Our purpose in this meeting was to urge NASA to recoenize that
the demonstrated ineffectiveness of its equal employment opportunity
program was a crisis as significant as any malfunctioning in other
NASA projects.

Dr. Fletcher agreed that the EEO program at NASA has not fune-
tioned effectively: yet when asked what positive measures are being
taken to remedy this, he could only say that they are working on goals
and timetables. He also said that he did not know the priority of
civil rights among NASA programs and was not aware that women
in the scientific fields at NASA are not promoted beyond the GS

3-14 plateau.

This does not appear to be committed action, to equal opportunities
in spite of all the rhetoric which has been generated from the office
of the Administrator. If an essential NASA program is an admitted
failure, the Administrator shéuld insist that its priority be number one,
The small proposals for change outlined in Fletcher's November 2
letter to all employees are not enough for catching up. Dynamie,
perhaps even dramatic, measnres are needed.

NOW’s President and other leaders also questioned Dy, Dudley
McConnell’s qualifications as head of the EEO program. Dr. McCon-
nell is a NASA trained physicist who is said also to possess manage-
ment skills, With these talents, he should be qualified to manage a
scientific endeavor within NASA. But he was mstead asked to head
up the EEO program.

Dr. McConnell is alleged to have some experience in social action
and ecivil rights according to his résumé. Yet none of that experience
was conneeted with women's rights. Indeed, there is reason to believe
Dr. McConnell is an insensitive sexist. For example, Dr. McConnell
indicated he was not aware that ringing a dinner bell to sunumon his
secretary might be offensive,

Both Dr. MecConnell and Administrator Fletcher acknowledge Dr.
McConnell’s lack of awareness of women's issues, but both say he
18 learning. Aside from a token contact with NOW less than a week
ago, Dr. McConnell has not demonstrated to ns that he has taken
any steps to further his “eduecation”.




8

Why would the EEO program at NASA, already in a erisis state,
have to suffer from having as its dirvector someone trained in physics
and unqualified in EEO when a science program at NASA would not
have to suffer from having as its director someone trained in sociol-
ogy, for instance, and unqualified in the science field? Why should
woren have to deal with someone as leader of the EEO program who
NASA management admits has trouble dealing with women as equal
and who sees himself as still learning? Can the Federal Governiment
afford trainces at thesalary of an exempted position ?

Hiring Dr. MeConnell as Assistant Administrator does not sound
like a dynamic or dramatic measure for improving the effectiveness
of the EEO program at NASA.

NOW is also concerned about the lack of women and minorities
in the space program and remarks made by NASA officials about
women’s place in that program.

As I indicated earlier, we feel that there is a special need to have
women and minorities in the space program because the role of astro-
nauts is especially important to the pioneer spirit of America and
im making important space discoveries, This causes many young people
of this country to look up to the astronauts as heroes. Yet the majority
of people, who are women and minorities, find it hard to relate to
what seems to be an exclusive role of white males as an inspiration
for their own lifestyles. As Ruth Bates Harris said. “For millions
of children around the world, the majority of whom are female and
of darker races. the adverse effects of exclusion, and the colonization
of the moon with all-white males could have a shattering effect on
generations vet unborn.”

Perhaps even more important than the “giant step for mankind®
with man’s first step on the moon, would be a giant step for personkind
with the participation of women and minorities in the exploration of
space.

A lack of positive measures to put women in space has been further
repressed by public statements tending to reinforee traditional notions
abont women which keep so many of us from leadership roles. We of
NOW expressed to Dr. Fleteher our concerns about statements such as
those made by former astronaut, James Lovell, and NASA physician,
Dr. Charles Berry, which imply that swwomen would be needed in space
to relieve sexual tensions and for housekeeping chores.

Whether intended in this context or not, the press picked up these
comments and we felt it essential that a publie statement be made by
the Administrator making it clear that NASA did not regard women
in this light at all. Dr. Fletcher refused to do this.

Lack of aggressive recruitment of women and minorities for the
astronant program and refusal to dispel impressions abont women’s
role in space do not sound to us like firm commitment to equal
opportunities,

NOW’s conclusion from the meeting with Drs. Fletcher and Me-
Connell is that NASA is not truly committed to equal opportunities
or to enforeing civil rights Jaws. It is our opinion that NASA’s EEO
program cannot work effectively unless it is made acconntable to per-
sons outside the agency and unless its budget appropriations depend
on compliance with the law,
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As it is now, the EEO office at NASA, as well as all cther Goy-
ernment agencies, is caught in an inherent ambivalance. On the
one hand, if the EEO office acts in favor of the employees, agency
management suspects it of disloyalty. If, on the other hand. the EEO
office acts in favor of the agency, the employees suspect it of being
bedfellows with agency management.

The Civil Service Commission maintains that it is best for the
agency to have the first opportunity to examine complaints and plan
programs in the area of civil rights for its employees. While this
philosophy may have some merit, it does not permit resolution of dis-
putes by persons whose jobs are independent of the management they
are standing in judgment of,

It 1s the opinion of the National Oreganization for Women that
civil rights functions thronghout the Federal Government need to be
reorganized, The key word to success of EEO programs is accounta-
]I‘[“'.\'.

The Federal Government does not expect private employees or local
and State governments to regulate themselves, that is why the Equal
Employment Opportunity Comimission has been established. Yet the
Federal Government itself, specifically the Civil Service Commission,
has adopted regulations which rely on agencies snch as NASA volun-
tarily “working out” their noncompliance with the law. When gross
injustices in civil rights are committed against dedicated civil servants,
the Civil Service Commission does not step in. Instead, it stands back
and uses terms such as “being processed,” while the public stands back
and uses terms such as “rubber stamps.” NOW urges this committee to
review the Civil Service Commission regulations to determine whether
they provide a fair process to the individual complainant. In NOW’s
opinion, they do not.

The NASA EEO program must be accountable to an agency which
is judged on its success in getting NASA to comply and not judged
on its success in getting white men to the moon. We suggest that Con-
gress consider developing legislation which would facilitate and pro-
mote closer serutiny of Federal agencies’ employment practices. This
could entail providing the Civil Service Commission with sanction
powers: it could entail establishing a special arm of Congress, similar
to the GAO: it could entail transferring to the KEOC title VII an-
thority over Federal employment.

At a time when polls show the credibility of the governmental
process at an all-time low, are not NASA and the Civil Service Com-
mission reinforecing the public’s belief in Government ineffectiveness?

The entire Federal equal employment opportunities program must
be made accountable to women and minorities of this country. We
of NOW question whether public funds can continue to go to agencies
that so limit well over half of the U.S. population. Thank vou.

Mr. Epwarns. Thank you, Miss Salinas, we are looking forward to
Dr. McConnell, who is one of our witnesses tomorrow.

[ The prepared statement of the National Organization for Women
follows:|

STATEMENT OF THE NATIONAL ORGANIZATION FOR WOMEN

Chairman Edwards and Members of the Subcommittee, the National Organi-
zation for Women appreciates the opportunity to express our concerns to the
Subcommittee about NASA’s lack of commitment to eivil rights as well as the
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ineffectiveness of the Civil Service Commission in monitoring and enforcing
NASA's responsibilities in this important area. I am Gayla Deepe Salinas, mem-
ber of the NOW National Complinnce Task Force,

NOW is a national civil rights organization with over 650 Chapters in all 50
states working to promote equal opportunity for woemen, A founding purpose
of NOW is the elimination of sex discrimination in employment through firm
enforcement of laws granting us basic rights and equal opportunity to con-
tribute to the economie life of the nation. One program which is essential to this
goitl is the Federal Equal Employment Opportunity Program.

NOW’s monitoring of the program has led us to conclude that its intent and
purposes are uot being carried out in good faith, and in some cases, are being
grossly violated. Becanse of this, NOW's national president and other NOW
leaders met with the Director of the Office of Federal Equal Employment Op-
portunity of the United States Civil SBervice Commission on June 8, 1973 to
outline our concerns and an‘,::;.\linn-a We were assured that the Civil Service
Commission would intervene in the program ul any agency which was not being
e ﬁl L Tl\t"\ <Il‘lll1|ll‘~tl'l('ll

The National Aeronautical and Space Administration seemed to us to be one
agency which was grossly negligent in assuring equal opportunities for women
and minorities, NASA is a very visible agency, given front-page coverage across
the country everytime a space launch occurs. This publiec exposure gives the
federal govermment an excellent opportunity to set examples in employment
practices and leadership roles, The astronaut is the 1970°s symbol of American
achievement and pride, but the only astronauts we ever see are white males.
Further, the NASA employment statisties reveal that women and minorities at
NABA are excluded from the other jobs that make the space program go. In
fact, NARSA has the worst EEO profile in the federal government. For all these
reasons, NOW leadership felt compelled to express our concerns directly to
NARA Administrator Fletcher. The meeting took place November 29, 1973,

Our purpose in this meeting was to urge NASA to recognize that the demon-
strated ineffectiveness of its Equal Employment Opportunity Program was a
crisis as significant as any malfunctioning in other N \“»\ projects,

Dr. Fleicher agreed that the EEO program at NASA has not functioned
effectively : yet when asked what positive Ill(—}‘lhlilt‘n are being taken to remedy
this, he could only say that they are working on goals and timetables. He also
sabd that he did not know the priority of eivil rights among NASA programs
and was not aware that women in the seientifie fields at NASA are not promoted
beyond the GS 13/14 platean,

This does not appear fo be committed action to equal opportunifies in spite of
all of the rhetorie which has been generated from the office of the Administrator.
IT an essentinl NASA program is an admitted failure, the Administrator should
insist that its prierity be number one. The small proposals for change outlined in

teher's November 2nd letter to all employees are not enough for eatehing-up.

imie, perhaps even dramatic, measures are needed.

NOW's President and other leaders also questioned Dr. Dudley MeConnell’s
qualifieations as head of the ERO program. Dr. McConnell is a NASA trained
physicist who is said also to possess management skills, With these talents, he
should be qualified to manage a scientific endeavor within NASA. But he was
instead asked to head-up the EEO program.

Dy, MeConnell is alleged to have some experience in social action and eivil
rights aceording to his resume. Yet none of that experience was connected with
women's rights, Indeed, there is reason to believe Dr. McConnell is an insensitive
sexist. For example, Dr. MeConnell indicated he was not aware that ringing ¢
dinner bell to summon his seeretary might be offensive!

Both Dr. MeConnell and Administrator Fletcher acknowledge Dr. McConnell's
lack of awareness of women’s issues, but both say he is learning. Aside from
a tokea contact with NOW less than a week ago, Dr. McConnell has not demon-
strated to us that he has taken any steps to further his “education.”

Why should the EEO program at NASA, already in a crisis state, have to
suffer from having as its director someone trained in physics and nnqualified in
EEO when a science program at NASA would not have to suffer from having as its
director someone trained in sociology, for instance, and unqualified in the seience
field? Why should women have to deal with someone as leader of the EEO
program who NASA management admits has trouble dealing with women as
equal and who sees himself as still learning? Can the federal government afford
trainees at the salary of an exempted position?
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Hiring Dr. McConnell as Assistant Administrator does not sound like a dynamic
or dramatic measure for improving the effectiveness of the EEO program at
NASA.

NOW is alzo concerned about the lack of women and minorities in the space
program and remarks made by NASA officials about women's place in that
program.

As 1 indicated earlier, we feel that there is special need to have women and
winorities in the space program because the role of astronauts is especially im-
portant to the pioneer spirit of America and in making important space dis-
coveries, This causes many young people of this country to look up to the astro-
nauts as heroes. Yet the majority of people, who are women and minorities, find it
hard to relate to what seems to be an exclusive role of white males as an inspira-
tion for their own lifestyles. As Ruth Bates Harris said, “For millions of chil-
dren around the world, the majority of whom are female and of darker races, the
adverse effects of exclusion, and the colonization of the moon with all-white
males conld have shattering effects on generations yet unborn.”

Perhaps even more important than the “giant step for mankind” with man's
first step on the moon, would be a giant step for personkind with the participation
of women and minorities in the exploration of space.

A lack of positive measures to put women in space has been further repressed
by public statements tending to reinforee traditional notions about women which
keep =0 many of us from leadership roles. We of NOW expressed to Dr. Fletcher
our concerns about statements such as those made by former astronaut, James
Lovell, and NASA physician, Dr. Charles Berry, which imply that women would
be needed in space to relieve sexual tensions or for housekeeping chores.

Whether intended in this context er not, the press picked up these comments
and we felt it essential that a public statement be made by the Administrator
making it ¢lear that NASA did not regard women in this light at all, Dr. Fletcher
refused to do this.

Lack of aggressive recruitment of women and minorities for the astronaut
program and refusal to dispel impressions about women's role in space do not
sonnd to ug like firm commitment to equal opportunities,

NOW's conelusion from the meeting with Drs. Fletcher and MceConnell is that
NASA is not truly committed to equal opportunities or to enforcing ecivil rights
laws. It is our opinion that NASA's EEO program cannot work effectively unless
it is made accountable to persons outside the agency and unless its budget ap-
propriations depend on complianee with the law.

As it is now, the EBO office at NASA, as well as all other government agencies,
is eanght in an inherent anibivalence. On the one hand, if the EEO office acts in
favor of the emplovees, agency management suspects it of disloyalty. If, on the
other hand. the REO office acts in favor of the agency, the employees suspect it of
being bed-fellows with agency management.

The Civil Service Commission maintains that it is best for the ageney to have
the first opporfunity to examine complaints and plan programs in the area of
civil rights for its employees. While this philosophy may have some merif, it
does not permit resolution of disputes by persons whose jobs are independent
of the management they are standing in judgement of.

It is the opinion of the National Organization for Women that civil rights
functions throughout the federal government need to be reorganized. The key
word to success of EEO programs is accountability.

The federal government does not expeet private employers or local and state
governments fo regulate themselves, that is why the Equal Employment Oppor-
tunity Commission has been established. Yet the federal government i#.»-:ol[! sHe-
cifieally the Civil Service Commission, has adopted regulations which rely on
azencies such as NASA voluntarily “working out” their non-compliance with
the law. When gross injustices in ecivil rights are committed against dedicated
Civil Servants, the Civil Service Commission does not step in. Instead, it stands
back and uses terms such as “being processed”, while the publie stands back and
uses termis such as “rnbber stamps.” NOW urges this committee to review the
Civil Service Commission regulations to determine whether they provide a fair
process to the individual complainant, In NOW’s opinion, they do not.

The NASA EEO program must be acconntable to an agency which is judged on
its success in getting NASA to comply and not judged on its success in getting
white men to the moon. We suggest that Congress consider developing legislation
which would facilitate and promote closer serutiny of federal agencies’ employ-
ment practices. This could entail providing the Civil Service Commission with
sanction powers; it could entail establishing a special arm of Congress, similar
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to the GAO ; it could entail transferring to EEOC Title VIT authority over federal
emnloyment.

At a time when polls show the eredibility of the governmental process aft an
all-time low, are not NASA and the Civil Service Commission reinforcing the
public’s belief in government ineffectiveness?

The entire Federal Equal Employment Opportunities Program must be made
accountable to women and minorities of this country, We of NOW question
whether publie funds can continue to go to agencies that so limit well over haif
of the U.S, population.

Mr. Epwarns. Our next witness is a gentleman who has been a
friend of the subcommittee for a long time, Mr. Fierro, the excentive
director of the Raza Association of Spanish Surnamed Americans.
and who has been of great assistance to tlie subecommittee when we
were conducting an investigation of the problems of Spanish-speaking
Americans in Federal employment.

Mzr. Fierro, we welcome you again, and you may proceed with your
statement.

TESTIMONY OF MANUEL D. FIERRO, EXECUTIVE DIRECTOR, RAZA
ASSOCIATION OF SPANISH-SURNAMED AMERICANS

Mr. Frerro. Thank you, Mr. Chairman. My name is Manuel D.
Fierro, and I am the executive director of RASSA (Raza Association
of Spanish Surnamed Americans), the national non-partisan ecit
zens’ lobby for and of the Spanish-speaking with headquarters i
Washington, D.C.

In behalf of our 26-member national board of trustees and the 42
participating organizations, I want to thank you for the opportunity
to appear before this committee. In all candor, T must say that as T
sought the opportunity to appear before you, I was overcome by a sense
of frustration and futility in attempting to surpass the odds that were
set before me. Nevertheless, I come with hope that this committee will
assert itself to the end of ereating some real fundamental and institu-
tional change for the benefit also of our Nation’s Spanish-speaking as
it relates to NASA.

The Spanish-speaking are the second largest minority in the United
States, and as such, we have received more than our share of society’s
neglect and indifference. It is to this concern that I will address my
comments today.

It has already been established in the course of these hearines that
NASA has failed to effectively implement and enforce an equal em-
ployment opportunity program for minorities and women, But one
glaring fact that has failed to surface here and one that has therefore
been given no consideration is the blatant underemployment of Span-
ish-speaking men and women by the National Aeronautics and Space
Administration, at its national headquarters, space centers, and by its
contractors.

Specifically, I bring to your attention that out of more than 27.000
permanent employees of NASA only 270 are Spanish-surnamed, which
18 0.9 percent of NASA’'s total work force; yet minorities in general
account for over 5 percent of NASA’s total work force. This is in
spite of the fact that many of NASA’s centers are located in areas
where there are high concentrations of Spanish-surnamed people such
as Pasadena, Santa Clara, and San Jose, Calif.; Houston. Tex.: and
the State of Florida.

]
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It is also important to note that the majority of the 270 Spanish
speaking currently employed by NASA are classified in the lower
grades. Equally, if not more important, is the fact that there are only
five Spanish-speaking employees in NASA's Equal Opportunity Of-
fice out of a total number of 65 full-time emplovees,

Consequently, it stands to reason that if NASA'S own Equal Op-
portunity Office is not hiring the Spanish-surnamed, we have every
good reason to question whether there is any significant effort being
made to hire the Spanish surnamed, and whether there is any com-
mitment to our specific concerns as they fall under the general defini-
tions of minorities and women. More specifically, these figures indicate
we_have no one at all working to correct. the inequities which face us.

In the related arvea of contract compliance, out of a total of 47.53
persons employed by NASA’s contractors, minorities account for 14.5
percent out of which only 2.5 percent are Spanish snrnamed. This is
true even though we remain the second Jargest minority in the country,
and once again shows a glaring discrepancy in those aveas where there
are high concentrations of Spanish-surnamed people. We might also
question how many, if any, of NASA’s contracts are with Spanish-
owned companies.

Before closing I wish to add one more point of concern over a ficure
which speaks for itself. This is regardine NASA's cooperative educa-
tion program. Out of a total number of {44 participants, only 10 are
Spanish-surnamed individuals.

Mr. Chairman and members of the committee. this testimony has
been kept brief, recognizing the time constraints you are all working
under, however, T have attached for your study four charts which
more definitively illustrate the points I have attempted to bring forth
today.,

I sincerely trust yourselves and the committee staff will closely and
seriously review our case and make a definite commitment to see to
it that NASA’s Equal Opportunity Office begins to reflect a concern
for the Spanish-speaking community.

The committee must make sure that the Spanish speaking are defined
specifically as a community in need, for we have failed to receive
service under the general umbrella terms of minority and women.

The Spanish surnamed of this country have stood back: we have
watched and listened to repeated rhetorical promises that at last we
would be given an equal opportunity. Yet, we stand here this very day
in the face of glaring statistics which point to nothing more than the
abject failure of such programs to include us.

Additionally T would like to make some recommendations and put
them in the record, relative to NASA’s EEO program; there are
seven recommendations,

1. The appointment of decisionmaking Spanish-speaking EEO of-
ficials at headquarters and field placements.

2, The appointment of professional Spanish-speaking employeees in
personnel offices, both headqnarters and field.

3. The appointment of a full-time Spanish-speaking coordinator
who will receive full management support in achieving results through
agency managers.

4. Intensification of recruitment efforts af high schools, junior eol-
leges, colleges, and universities having laree Spanish-speaking enroll-
ments. Use Spanish-speaking persons on all recruitment teams.

44-377—756 2
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5. Stronger personal leadership by top management in an overall
nationwide effort to produce results in the hiring of Spanish-speaking
Persons.

6. The use of specific goals and timetables in NASA’s affirmative
action plan concerning hiring of the Spanish speaking,

= An annual internal evaluation to determine whether commitment
exists: what actions have been taken; results achieved : and most im-
portantly, corrective action to be taken immediately. Disciplinary
measures, such as suspension and reduction in grade, for any managers
or oflicers who ignore their EEO responsibilities.

That is all, Mr. Chairman.

Mr. Epwarns. Thank you very much, Mr. Fierro. Without objection
the charts attached to your testimony will be included in the record.

| The prepared statement of Manuel D. Fierro follows:]

STATEMENT oF MANvEL D. Figrro, EXecuTive DIRECTOR, RAzA ASSOCIATION OF
SpANISIT SURNAMED AMmericans (RASSA)

Mr. Chairman and members of the committee, my name is Manuel D. Fierro.
I am the executive director of RASSA (Raza Association of Spanish Surnamed
Americans). the National Non-Partisan Citizeny' Lobby For and of the Spanish
Speaking with headguarters in Washington, D.C.

In behalf of our 26 member national board of trustees and the 42 participat-
ing organizations, I want to thank you for the opportunity to appear before this
committee. In all candor, I must say that as I sought the opportunity to appear
hefore vou I was overcome by a sense of frustration and futility in attempting
to surpass the odds that were get before me. Nevertheless, T come with hope that
this committeee will assert itself to the end of creating some real fundamental
and institutional change for the benefit also of our Nation’s Spanish speaking
as it relates to NASA.

The Spanish speaking are the second largest minority in the United States
and. as such, we have received more than our share of society’s neglect and in-
difference, It is to this concern that I will address my comments today.

It has already been established in the course of these hearings that NASA has
failed to effectively implement and enforce an equal employment opportunity
program for minorities and women. But one glaring fact that has failed to surface
Lere and one that has therefore been given no consideration is the blatant under-
employment of Spanish speaking men and women by the National Aeronautics
and Space Administration, at its national headquarters, space centers, and
by its contractors.

Specifically, I bring to your attention that out of more than twenty seven
thousand permanent employees of NASA, only 270 are Spanish surnamed, which
is 0.99% of NASA’'s total work force; vet minorities in general account for over
59 of NASA's total work force. This is in spite of the fact that many of NASA's
centers are located in areas where there are high concentrations of Spanish sur-
named people such as Pasadena, Santa Clara, and San Jose, Cailfornia ; Honston,
Texas: and the State of Florida. It is also important to note that the majority
of the 270 Spanish speaking eurrently employed by NASA are classified in the
lower grades. Equally, if not more important, is the fact that there are only five
(5) Spanish speaking employees in NASA's equal opportunity office out of a total
number of 65 full time employees.

Consequently, it stands to reason that if NASA's own equal opportunity office
is not hiring the Spanish surnamed, we have every good reason to question
whether there is any significant effort being made to hire the Spanish surnamed,
and whether there is any commitment to our specific concerns as they fall nnder
the general definitions of minorities and women, More specifically, these figures
indieate we have no one at all working to correct the ineguities which face us.

In the related area of contract compliance, ont of a total of 47,551 persons em-
ployed hy NASA's contractors, minorities account for 14.59 out of which only
9250, are spanish snrnamed. This is true even though we remain the second
largest minority in the country, and once again shows a glaring discrepancy in
those areas where there are high concentrations of Spanish surnamed peaple,
We might alse question how many, if any, of NASA’s contracts are with Spanish
owned companies.
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Before elosing I wish to add one more point of coneern over a figure which
speaks for itself. This is regarding NASA's cooperative education program. Out
of a total number of 844 participants, only ten are Spanish surnamed individuals,

Mr. Chairman and members of the committee, this testimony has been kept
brief recognizing the time constraints you are all working under ; however I have
attached for your study four charts which more definitively illustrate the points
I have attempted to bring forth today.

I sincerely trust yourselves and the committee staff will closely and seriously
review our case and make a definite commitment to see to it that NASA’s equal
opportunity office begins to reflect a concern for the Spanish speaking
conumunity,

The committee must make sure that the Spanish speaking are defined spe-
cifically as a community in need, for we have failed to receive service under the
general nmbrella terms of minority and women.

The Spanish surnamed of this country have stood back; we have watched
and listened to repeated rhetorical promises that at last we would be given an
equal opportunity, Yet, here we stand this very day in the face of glaring sta-
tistics which point to nothing more than the abject failure of such programs
Lo include us,

I thank you, sincerely, for your time and hope that this will not prove to have
been just another exercise in rhetorie, but that the outcome will instead be
something constructive and beneficial for our community and for the cause of
equal opportunity everywhere,

RECOMMENDATIONS

L The appointment of decision-making Spanish speaking HEO officials at
headguarters and field placements.

<. The appointment of professional Spanish speaking employees in personnel
offices—both headquarters and field.

3. The appointment of a full-time Spanish speaking coordinator who will re-
ceive full management support in achieving results through agency muanagers.

4. Intensification of recruitment efforts at high schools, Jr. colleges, colleges
andd universities having large Spanish speaking enrollmernts, Use Spanish speak-
ing persons on all recruitment teams.

5. Stronger personal leadership by top management in an overall, nation-wide
effort. to produce results in the hiring of Spanish speaking persons.

6. The use of specific goals and time tables in NASA's affirmative action plan
concerning hiring of the Spanish speaking.

7. An annual internal evaluation to determine whether commitment exists:
what actions have heen taken; results achieved; and most importantly, cor-
rective action to be taken immediately.

8. Disciplinary measures, such as suspension and reduction in grade, for any
managers or officers who ignore their EEO responsibilities.

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION: PERMAMENT EMPLOYMENT OF SPANISH SURNAMED
(AS OF JUNE 30, 1973)

Spanish surnamed
Total Total ———— _—— = Percent
Center employment minority Total Percent minority
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COMPARATIVE ANALYSIS OF GRADE DISTRIBUTION, FULL-TIME PEF NEL, AS OF JUNE

Spanish
Grade Minority surnamed Grade Total

board

NASA EQUAL OPPORTU { NNEL, AS OF

ACTOR E LOYMENT STATUS (AS OF JUNE 30, 1973

Total employees Total minarity Spanish Americans

Number Percent Number Percent Mumber Perce

100.00 511 a1, 9 108
428 5. 90
83 6.82 18

Male.. ..
Female_._
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NASA COOPERATIVE EDUCATION PROGRAM
The largest of its kind in the Federal Government,
A BRIEF EXPLANATION

Participants—College students beginning at the sophomore level till they
graduate, are eligible. A special emphasis is being made to lure women and
minorities,

What is it designed for?—To provide students an opportunity fo stndy related
employment in their field, such as mechanical engineering, electrical engineering,
the sciences, math, pliysies, business administration, ete. It was designed to meet
NASA's needs by training the students for future employment in NASA,

MNASA COOPERATIVE ECUCATION PROGRAM: COMPARISON OF MINORITY CO-OPS ON ROLLS
[By fiscal

Spanish
surnamed Oriental Women

Center s 73 1972 1973 197;2 1913

1972, 1973 1972 1973

(¥}
oOOoowWnooD

pan

143 :
844 10 67
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Our next witness is Mr. Roy Johnson, president of the Government
Employvees United Against’ Racial Discrimination. Mr, Johnson, we
welcome you, and you may proceed.

TESTIMONY OF ROY JOHNSON, DIRECTOR, GOVERNMENT EMPLOY-
EES UNITED AGAINST RACIAL DISCRIMINATION

Mr. Jonxson. I also represent workers in 11 Government agencies
that are organized in a task force against discrimination in those
agencies,

This organization, GUARD, stands in support of Ms. Ruth Bates
Harris and attests to the fact that her dismissal will give aid and com-
fort to bigots and raeists that command power in Federal agencies.

We in GTTARD feel that the ineident at NASA is not the exception
but rather the rule and that unless some corrective action comes from
this committes KEQ programs will founder in the maze of bureauc-
racy that they were infended to for. in most Federal agencies. EEO
is not a line item in the ageney’s formal budeet. Most EEQ officers
if they are black in color are handpicked by the bureaucracy or it is
some white man doubling as an administrative something or other,
and taking care of EEO on the side.

Changing times have brought about a secrecy in racial statisties
presented by the agencies when at one time agencies were hellbent
for murder to identify white and Negro.

FEO officers more times than not have no experience in ecivil rights
and have problems in understanding where their lovalties lie; that is,
with the agency’s unprofessed policy of racism or with the minorities
they wie supposed to uplift.
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Minority statisties submitted by Civil Service Commission March 4,
1974, still show the majority of blacks concentr: ated in grades 1
through 4, 69,051 to be exact and markedly decreasing to 20.339 in
erades 9 through 11: 8,028 in grades 12 through 13 and finally 141 in
cerades through 18,

If the land of the free is the representative government it says it is
we blacks label this assertion as hypoeracy. A representative publie
service means one in which the ratio of each minor ity group in A par-
ticular government agency comes closest to equa I.!L;_r the group’s per-
centage in the population in the area served by that oflice. So that a
\'\':muin;_rlu|| oflice of a Federal agency would be rated on the basis
of the national ]_10|'r||[::lir;1|. ete. In addition a representative public
service must inelnde equitable distribution of blacks and minorities
at all levels of appointed positions, not just the low entry levels.
Therefore, it is not enough that blacks with 11 percent of the popu-
lation, represent 12 percent of Federal mnpln\t-'-' Nationally, they
should approximate 11 percent at each level and grade including the
supergrades where higher policies are made.

There have been worker uprisings at HUD, Walter Reed Army
Hospital, Census, HEW attesting to the fact that existing EEO pro-
grams and the aflirmative 'lztmn programs are not serving the needs
of black and other minority employees.

Agencies are incapable with their present EEO programs of polie-
ing ‘themselves and CSC is in a state of inertia when it comes to
enforcement.

NASA, for publicity purposes, hypoeritical purposes. et cetera,
sought and hired one of our race’s most capable civil rights fighters
and hampered her with limited resources. When she told the truth
about the agency in a most comprehensive report, the agency fired her.

This is the kind of treatment that the black race in America has been
experiencing for 400 years, but for the Federal Government to exhibit
it so blat: mtl. , is beyond the comprehension of reasonable men.

Finally, to quote a recent report from Harry Kranz, the 1970 census
disclosed that women were 51 percent of the 1.8, population and 36.4

percent of the total work force. Blacks comprised 11 percent of the
population, Spanish 5 percent, American Indians 4 percent, and
Orientals 5 percent. Minorities represent 17 pereent of the population,

In the Government, women have consistently held 27 percent of the
jobs since 1968 while the four tar'in- ipal minorities have hovered about
the 1 'l.‘- percent mark for the past 3 years.

Blacks held 15 percent of all Federal jobs,

A ],(tlml Department study refutes the Civil Service claim that the
Government has a better record of minority representation than pri-
vate industry, and that the underutilization of minorities and women
in Government is due to factors other than their race or sex.

Again, we in GUARD say EEO is a failure, that the firing of Ms.
Harris substantiates that fact and. if this Government is ever expected
to maintain credibility as a representative government, then the onus
of corrective action lies with them. Thank you.

[ The prepared statement of Roy M. Johnson follows:]

STATEMENT oF Roy M. JonxsoN, CHAIRMAN oF GUARD
This organization—GUARD—stands in support of Ms. Ruth Bates Harris and

attests to the fact that her dismis=al will give aid and comfort to bigots and
racists that command power in federal agencies.




19

We in GUARD feel that the incident at NASA is not the exception but rather
the rule and that unless some corrective action comes from this committee EEO
programs will flounder in the maze of bureaucracy that they were intended to for,
in most federal agencies, EEO is not a line item in the agency’s formal budget,
Most EEO officers if they are Black in color are hand picked by the bureaucracy
or it is some white man doubling as an administrative something or other, and
taking care of EEO on the side,

Changing times have brought about a secreey in racial statistics presented by
the agencies when at one time agencies were hell-bent for murder to identity white
and Negro.

EEO officers more times than not have no experience in c¢ivil rights and have
problems in understanding where their loyalties lie, i.e,, with the ageney’s unpro-
fessed policy of racism or with the minorities they are supposed to uplift.

Minority stutistics submitted by Civil Service Commission March 4, 1974 still
show the majority of Blacks concentrated in Grades 1 thru 4, 69,031 to be exact
and markedly decreasing to 20,330 in grades O thru 11, 8,028—12 thra 13 and
finally 141 in grades 10 thru 18,

IT the land of the free ig the representative Government it says it is, we Blacks
label this assertion as hypoerisy. A representative public service means one in
which the ratio of each minority groups in a particular government ageney comes
closest to equaling that group’s percentage in the population in the area served
by that office. So that a Washington office of a federal agency would be rated on
the basis of the national population, ete. In addition a representative public
service must include equitable distribution of Blacks and minorities at all levels
of appointed positions, not just at the low entry-levels, Therefore, it is not
enongh that Blacks with 11% of the population, represent 129: of Federal em-
ployees. Nationally, they should approximate 119 at each level and grade includ-
ing the super-grades where higher policies are made,

There have been worker uprisings at HUD, Walter Reed Army Hospital, Cen-
sus, HEW attesting to the fact that existing EEO programs and the aflinmative
action programs emanating are not serving the needs of Black and other minority
employees,

Agencies are incapable with their present EEO programs of policing themselves
amnd CSO is in a state of inertia when it comes to enforcement.
~ NABA, for publicity purposes, hypoeritical purposes, ete., sought and hired one
of our race’'s most eapable Civil Rights fighters and hampered her with limited
resources. When she told the truth about the agencey in a most comprehensive
report, the agency fired her.

This is the kind of treatment that the Black race in America has been experi-
encing for four hundred years, but for the Federal Government to exhibit it so
blatantly, is beyond the comprehension of reasonable men.

Finally, to quote a recent report from Harry Kranz, the 1970 census diseloged
that women were 51 percent of the 118, population and 3649 of the total work
foree, Blacks comprised 119 of the population, Spanish 5%, American Indians
40 and Orientals 5%. Minorities represent 17% of the population.

In the Government women have consistently held 279 of the jobs since 1968
while the four prineipal minorities have hovered asbout 19.59% mark for the
past 3 years,

Blacks held 159 of all federal jobs.

A Labor Department study refutes the civil service elaim that the government
has a better record of minority representation than private industry, and that
the underatilization of minorities and women in“government is due to factors
other than their race or sex.

Again, we in GUARD say EEO is a failure, that the firing of Mrs. Harris gub-
stantiates that fact and, if this Government is ever expected to maintain eredi-
bility as a representative Government, then the onus of corrective action lies with
them.

Mr. Epwarns. Thank you very much.

I wonder if any of the witnesses could answer this question : What
will NASA give as an explanation of their obviously low record of
achievement in this important field ?

Ms. SariNas. Mr. Chairman, if T could speak first. This has often
been brought up to NASA by women’s groups, minority groups, and
other interested people. All we have ever heard is admission of a poor
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record; they say, “Yes. we are doing a terrible job but we promise
to do better”; and that’s the end.

Something has to be done to change the attitude at NASA that
apologizing will get us off their backs.

Mr. Epwarps. Yes, Mr. Brown.

Mr. Browx. Mr. Chairman, there has been some attempt to fall back
on the tired old argument that they have a lot of professional posi-
tions; the assumption being that somehow minority group people
are not qualified or capable of filling professional positions. That argu-
ment we reject out of hand. T think it has been used all too often
without substantiation and doesn’t hold water at all: that has been
one of the arguments that has been used. other than throwing up
their hands saying, “we know we have problems and we are going
to work on it.”

But we feel, and statisties show that that kind of statement, without
demonstrating commitments in view of the kind of events that have
taken place over the last several months and years, are totally in-
aceurate.

Mr. Epwarps. Thank you. Does any other witness wish to speak
on that particular subject? Mr. Wiggins?

Mr. Wiceixs. Thank you, Mr. Chairman.

It is going to be much easier for me to ask points in questions after
I speak with Dr. Fletcher and have an opportunity to at least under-
stand his statement. I can’t believe he will come to this committee
and offer no explanation at all.

So, at this time, Mr. Chairman, there is lots of material we have
to digest, and T am going to defer in the hope that after Dr. Fletcher
testifies, if it is warranted by his testimony, we might consider invit-
g these people to come back again, and get rebuttal testimony to any
assertions that Dr. Fletcher makes in his testimony.

Mr. Epwarns, How long has NASA been in existence, since 19637
Ms. Robingon says sinee 1958,

Would anyone care to comment on the faet that the Atomic Energy
C'ommission is No. 2 on the bottom of the list, next to worst in this
particular area, with obvious low achievement in equal employment
opportunity,

Both of these agencies have rather highly educated and qualified
emplovees. Have any of the witnesses done any work with the Atomie
Energy Commission ?

Mr. Frerno. We have made a correlation between the hich profes-
sionalism involved and specialties, as you indicate. Take for example
the training programs that prepare a number of individuals to go into
the specialized fields that NASA has and the Atomie Energy Com-
mission has, And I was reviewing the report of the numerous internal
training programs, managerial programs that elevate people, pro-
mote peonle. !L}lj;'[':g(]p 1-(\“!:1[‘,

Well. there are very few minorities involved in the programs. there
; ]

are havrdlv any Spanish-speaking people invelved in these programs.

Now. there are correlations I am tryving to make of the preparation
of individuals going info these jobs in these specialized fields. There
is again no attempt to really include minorities and Spanish-speaking
people into these programs for promotion. And the Civil Service
Commission has been at the bottom. thev develop the rezulations to
reflect employment : and yet. they have allowed this sitnation to exist.
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My, Epwanps. But some agencies have done a rather good job, and
most of the witnesses have been a part of the effort to secure better
employment opportunities for minorities and women in other agencies.

Do you see a big difference in the eflorts made by other agencies, as
compared with NASA ¢ 1

Mr. Frerro. Well, I see a difference as a result of the whole civil
rights movement, a lot of individnals were going into social-oriented
programs, and what have you, HEW, and agencies of that nature, in
that area some people have been affected, minorities, in some profes-
sional categories, but not to the extent. vou know, that universities
and colleges produced a sigmificant number of seientists.

Now, we compiled a list of spanmish-surnamed scientists in this
country, and we have over 500; but they have never been involved in
NASA programs, they are in private industry. So, the argument that
there aren’t people that are qualified is not sufficient.

Additionally, when we talk about NASA itself providing money to
colleges. scholarship programs, and what have yon. What do these
colleges do with these funds that they receive forscholarships.

Mr. Epwarps. Are you saying that NASA does provide scholar-
ships and money for universities for programs: and are yon saying
that they do not as a part of the directive to the university require
evenhanded treatment with regard to minorities and women ?

Mr. Frerro. Well, the statistics reflect that there are very few
minorities and Spanish-surnamed individuals in these programs. May-
be the policy, no more than the EEO policy, indicates an affirmative
action program and so forth, that they have not carried out, as they
have not carried out their obligations under other programs, either,

Mr. Epwarps. Thank yvou, Mr. Fierro.

Mr, Jonvsox. T was going to respond fo that by saying that while
I never worked in NASA, T have been in the Government for 30 years.
and I have worked in a number of agencies. And I wounld say that
most agencies now follow a certain pattern, and that pattern is that
the agency has a careerist bureaucracy within the agency; they have

an appointed head. ]

Now, their careerist bureauneracy usually is a racist element in the
agency: and that most agencies follow a hiring pattern so that the
minorities, and particularly the blacks are always concentrated in
the low grades, regardless of what their qualifications are.

In the case of NASA. asT said in my statement, the aceney is :1]\\':-_\':'-:
trying to pnt its best foot forward. trving to show the Government
and the publie that they are concerned with EEO. so that they are
eivine their all in this area. And T think that was one of the reasons
they hired Mrs. Harris because they wanted to put their best foot for-
ward. and they are trying to give the public the idea that they were
making progress, or that they were really doing something pogitive
in this area.

But I think that if all EEO programs were studied in Federal agen-
cies it would show that the Foderal agencies are just paving lipgervice
to their programs: that the Civil Service Commission is not en forcing
the programs with the powers that it does have: and that unless
EEOC. or some other branch of the Government looks into the EEO
programs in the varions acencies with a very keen eve. that people
always have situations like Mrs. Harris was confronted with. and that
type of thing will have dramatic effect on other EEO officers. and
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other people that are involved in EEO programs, not to bring about
positive programs for the minorities in the ageney for fear that they
will wind up in the same position that Mrs. Harris did.

Mr. Epwarps. Thank you, Mr. Johnson.

My, Mrrcnern, My name is Thomas Mitchell, and T work for the
National Urban League, and I have worked with the Leadership Con-
ference Employment Task Force on this problem.

I would note that one instruetive line of inquiry would be the con-
tract compliance in NASA. In this area NASA did sef flexible guide-
lines on a year-by-vear basis for minority employment. In the contract
compliance field, if my memory serves me correctly, 14 to 15 percent
minority employment has been achieved by NASA. From my personal
experience in private industry, I know that when the Federal Con-
tract Compliance Officer comes around EEQ is taken seriously be-
cause there is a motivation to do so; employers lose their Federal
contract if they don’t make some effort.

So. NASA’s problem may be a matter of motivation in the absence
of punishment, or, if you will, reprisal. That may account for some of
the difference between the bureaueratic attitude and the private indus-
try attitude toward EEO.

NASA will. T think, cite various statisties to defend itself. In the
area of physicists there are only, let’s say, 3.5 percent minority physi-
cists in the country; but that is really not germane when you look at
NASA's contract compliance effort. T think it is more relevant to ask
how many minority applicants NASA had. If that number appears
insufficient. what do they do to reeruit minority applicants?

Many times institutions, whether they are educational or gov-
ernmental, have a reputation for being racist. That, in itself, will slow
annlications by minorities. They will zo where they feel more aceepted.
If they seek Government employment, they might elect a Government
agency that has a much better record of minority employment, pro-
motional epportunity, and so forth.

An individual who knows the employment history will nof try to
turn the history around by himself. He will go where he feels most
weleome. And since NASA is so far behind it would seem that they will
have to do some intensive reeruiting in order to come up to the level
of other Government agencies.

Mr. Eowarns. Thank yvou, Mr. Mitchell.

Ms. Sanixas. T think it should also be noted at this time that the
divector who set up the program in the contract compliance area
transferred, He was also one of the three people who authored the
renort to Dr. Fleteher.

Mr. Epwarps. Mr. MeClory.

Mr. MceCrory. Thanlk you, Mr. Chairman.

T tend to concur with yon, Mr. Chairman, and Mr. Wiggins that
perhaps a more extensive examination, or inquiry into this subject
conld oceur after we have heard the testimony from the NASA
officials.

T would like to state on my own behalf that T have a special interest
in civil rights: civil rights as they affect minorities, affects sex and
ace, and religion. T am extremely interested in trving to eliminate
diserimination wherever we find it, and partieularly job, or employ-
ment discrimination, employment opportunity discrimination.




The thing that has motivated me to try to provide the kind of equal
u]npu:inml\' for persons regardless of race, religion, color, sex, or
whatever age—I’m getting more and more to quarre Imlr w |t11 those who
diseriminate because of age, and Golda Meir says it’s no sin to be 75.
[lulll"‘llr(’l ]

Mr. McCrory. The thing that you probably know, Miss Salinas, T

supported the equal rights amendment nl! the Republican side that
]nw-l the Flouse a few years ago; and the thing that occurs to me
is that women, in order to r;nllll\ for these jobs with NASA, and to
be accepted in larger numbers need to take a great many other steps.
[ am w ondering about the efforts of your organization to oet into the
services, since a lar e number of their ]n-h‘nmu‘l .lll]!'lll‘n“‘\ come from
the Air Foree and the Nav y and other services that have excluded and
discriminated against women up to the present time.

What efforts are being done for women to enter engineering schools,
the sciences and those different ¢ ‘11('"'0: ies that would make them par-
ticularly qualified for positions in NASA because I know that a small
Ilillnlrt'i’ of engineers are women, a small number of doctors, and those

various dise 1pllni~h, I am thinking of specialized disciplines, you find
a very, very small percentage of women in them.

Are you working hard to try to get women into those specialized
fields?

Ms. Savivas. We certainly are. As I indicated in our testimony, and
to reiterate some of what Mr. Mitchell said: in order to have women
seek careers in the fields of engineering or the military, et cetera, there
will have to be some inspiration so that they will think they have a
good chance of getting jobs using these careers.

Most people. yon know, aren’t revolutions wy, and they go along with
the program. If women are t taught that engineering is 101‘ men, or that
it 1- not as a rule for women; if they look at the people who get hired
in those fields. there is not much reason for most of them to think of
engineering for themselves. Now, we try obviously to change that: to
raise their eonseience that there are other alternatives. lh.n is why we
feel, for instance, that the space program isso important.

There is no leadership role for women to follow, or the minorities,
for that matter. If a little girl, or minority children are watching tele-
vision, and wateh I mn]mrm or watch the ticker-ts 1pe parade l]ll] they
only see white men there, there is no reason for them to thinlk, “That
could be me one dav”.

Mr. McCrony. “'vll the thing that oceurs to me is in order for the
small child to envision herself in that position we have to encourage
her to follow some kind of career w hit h would either put her into the
services, or put her into a field of science, or something like that

It seems to me that is the kind of inspiration we want to give IIl*-f(“ll]
of just—would you eall it tokenism—TI think that would ln‘ml-mfm m-
ing, or ml}(]ln" up false illusions, if we had just one woman sailing
around in a capsule, and nobody qualified to take on these jobs in the
interim period when this small child would be developing.

Ms. Sapivas. T would like to say the same thing applies—and T
hope my colleagues at the table here agree with me—with regard to
minority groupsin this area as to women,

Mr. McCrLory. Right
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Sanivas. We have socially been taught to have certain roles,

in occupations. et cetera. And as I said, this applies equally to the

minorities. 1f you live in a ghetto, there is not much reason to inspire

you to get out of the _';'!‘.'.-Hu unless von see ri.l]'!!‘!h:li:_{' different, be that
throngh television, or public means, the news media, et cetera.

If you happen to have always seen the goal of every woman as that

of beine married and raising a family—and there is nothi

with that—but if that is the only choice you have. the only thing you

is no reason to think, unless vou see other things, that vou

o some other eareer, It is admitted that there ave very few

women engineers, or minority engineers. But that dees not

YA, ar any other organization not actively trying to change this.

T think the Federal Government has a moral obligation, as well as

oxCIse

an obligation to win the space race.

Mr. McCrory. A great many of these iobs that we are talking abont
are in private industry and the related businesses that are preparing
the facilities for the space program ; and yet, T would say the principal
roadblock to our getting ratification of the equal rights amendment
has been the AFL-CIO, which has not until very recently changed
their attitude. On the other hand. the diserimination that exists in the
labor union organizations against women, especially in the skilled
types of jobs that are so closely related to the business of the space
program, would be, T think, a sensitive but extremely important area
to work on.

Ms. Sarivas, T eertainly appreciate your suggestions.

Mr. McCrory. One other question, principally directed to Mr. John-
son, who has made some very emphatic statements. Yet, 1t would be
very helpful to our committee if we could have some specific instances,
not just the quotas, because the quotas don’t impress me too much.

The thing that impresses me that a black man, for instance, and a
white, both apply for the job, and the white gets hired becanse of
diserimination, That’s diserimination.

Now, if the white man gets hired beeause he has a degree. or got the
experience and higher qualifications than the black man, T don’t see
iny diserimination there at all. That is providing equal epportuni
1iring a person that is white. instead of black.

Your statement tends to emphasize the quota aspeet. and T think,
it’s a weak argument. Do vou have some specifie instances, or dozens,
or hundreds of them, or anything like that? That would be extremely
helpful to us.

My, Jorrxsox. Well, T really don’t like to emphasize the quota, hut
when T look at Federal agencies I would say that something has to he
done to inerease the black participation in the various grade levels, At
the present time there is nothing that is being done.

[ am more familiar with census organizational charts than I am
with the other organization charts of other agencies hecause that is the
ageney that T work for. And analyzing that particular chart, and
having some knowledge of what other agency structures arve, it doesn’t
matter what the society is, the white man is in control of the agency,
and he is not only in control of the top positions of that agency. but
he is in control of the personnel offices within the ageneies that have
charge of the hiring and promotional practices.

LY.

1
I
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As 1 have indicated, that always seems to be a factor in the agencies
that the people in these positions usually tend to hire white people ; and
the black i= always on the short end of the stick.

Mr. McCrory. I would like to have some specific instances, if you
could supply us that, it would be very helpful to us. I den’t think we
want to assume that merely because a person is of a particular color
in the personnel office, that they are discriminating, necessarily; 1
wottld hate to feel that.

In my own case, I know I have the opportunity to hire people, and
during part of my eareer the top-salaried person on my whole staff
has been a black woman, and she has been with me for 20 years. even
before I came to Congress. But she is the best woman I could find—
the best person I could find. [Laughter.] And that was the reason she
was in the job.

M, Jonxsoxn, Well, I think that the statistics that the Civil Service
Commission puts out attest to the fact that this situation exists in the
agencies, otherwise the statisties would be different.

Mr. McCrory. Well, if we are going on the basis of statistics and
percentages, that is one thing; but if we are going with respect to cases
and instances of diserimination, that is something else, and it’s a whole
lot more persnasive. Thank you.

Mr. Epwarps. Mr. Wiggins?

Mr. Wrecins. Mr. Mitchell, what do you perceive in conceptual form
“equal employment opportunity™ to be

My, Mrrenere. Not only must there be dedication within the agency
to hire the best qualified people regardless of ethnic background, but
when you have a situation such as the one at NASA where there is
apparently an unreceptive attitude toward minorities, looking from
the outside, some concentrated effort must be made to overcome that
appearance to assure that all candidates are attracted equally. Not
only must there be equal employment policies within the organization,
but there must be equal attraction to applicants.

I think your notion of seeing what NASA has to say and offering
us a chance to rebut it is a good one because this committee has the
power to persuade NASA to provide information. Our task foree did
meet with Dr. Fletcher and Dr. MeConnell, and we got some informa-
tion. Your committee, though, has the same kind of leverage as the
Federal contract compliance officer has when he comes around to visit
a private company. You can insist on getting full disclosure, or full
information, whereas we tend to be given bits and pieces of what hap-
pens to be in existence at the time.

One of the special problems at NASA, as T indicated, would prob-
ably be the high volume of professionally trained positions requiring
extensive edueation; and it might be that one profitable line of inquiry
for this committee is the development of a profile of NASA’s em-
ployees by job category and grade level to compare with statistics
throughout the country to provide some standard of performance. I
don’t think you could take the Government employment picture and
apply that to NASA any more than you could take the overall NASA
employment situation and apply that to each NASA installation. Each
installation has its particular problems. If you look at each NASA
installation you will find that some are located in areas with relatively
high Spanish population with low black population while others are
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located in areas with hagh black population and virtually no Spanish
population. ]

We have to have some sort of a measuring stick, and the lack of it is
a real stumbling block to evaluation of NASA. Absent a cogently
developed measuring stick against which we can compare perform-
ance, the only comparison that can be made is between the in-liouse
employment and the contractors’ employment, which I mentioned
arlier.

Mr. Wicerxs. I accept that as a fair statement of what equal op-
portunity employment means, your observation proyides an opportu
nity to enter employment, and advance within employment on the
basis of qualification, rather than on the basis of non |
tors such asspeeial areas of diserimination.

Recognizing that, I think and agree that it imposes a special bur
upon an employer who believes in his heart that a concept of ageres
sively recruit if his employment profile reflects a low employme:
low distribution of minorities.

Now, on the assumption that that aggressive recruitment ocenrs. do
you agree that actual hiring ought to be unrelated to the racial malke-
up, or sexual makeup of the group reeruited ?

Mr. Mrrenern. Well, now you are getting into the quota question.

Mr. Wieains. I want your perception of that,

Mr. Mrreuers. I think there are many instances where there oneht
to be a reasonable representation of varions minorities,

Mr. Wigains. So, within the concept of equal employment opportu-
nity there is room for allocation of jobs as to simplify the opportunity
to qualify for it.

Mr. Mrrcuerr. Well, assuming the people are qualified—there is,
perhaps, something wrong with the criterion of qualification in some
stances—employers tend to fall back on test scores and not look at
the overall individual. Assuming there are qualified people, the em-
ployer has got to look at the overall availability of his potential em-
ployees. They have got to come from somewhere in this statistical
population. He’s got to ask himself what is wrong if his employment
deviates from the statistical population. He has to do something so
there is some reasonable representation of the minorities which is rea-
sonably proportional to the number of available applicants.

However, if you take a company of 100 employees and say that ex-
actly 51 or 52 of those employees ought to be women, and exactly 11 are
going to be black ; that is much too rigid.

Mr. Wicains. Well, then, as modified by your later testimony your
earlier definition should be understood to mean that there i room
within the concept of equal employment opportunity for allocation of
some jobs on the basis of race?

Mr. Mitcaeir. Well, I hold back from the word “allocation” be-
cause it's too rigid. T am saying that an employer should look at his
statistics and make an earnest effort to achieve some reasonable meas-
urement of fair employment opportunity; there is no doubt about that.

He may draw that yardstick from the local job market, from the
professions involved, or from any number of sources. But he should
have some way of measuring his performance. If his performance is
not adequate, he should inquire into why it is not.

armane
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Mr. Wicains, I agree, I am quite convinced that if an employver’s
profile demonstrates low employment, identifiable, of minorities, there
are very suspicious circumstances which ought to prompt an adminis-
trator to ask why that occurs. My problem is what the response should
be by that administrator,

And, I gather from your testimony that among the tools available
to him might appropriately be—I don’t want to use allocation for
minorities—but some allocation of jobs among identifiable minorities.
Mr, Brow~. If I can respond, Mr. Wigging, I think it has to be clear

wise of the patterns of discrimination that have been clearly identi-
fied and, T think, substantiated by statistical patterns, that any suc-
cesstul affirmative action effort must include the setting of goals for
employment of minorities. I see no other way to close the tremendous
gap caused by diserimination without, using your word, “allocations,”
goals, standards, or guidelines which must be met by employers, either
Federal or private. It seems to me there is just no other realistic way
if we are serious about solving the problem. We just can’t say that we
want equal opportunity; we have to take some affirmative action. I see
no other kind of aflirmative action that could do it as well as setting
some specific kinds of goals. Obviously there has got to be some reason-
able leeway, but it seems to me that without some specific kind of goal,
or guidelines the gap will continue to grow. I think that is going to be
the case everywhere unless we take some serious affirmative action.

Mr. Wiccins. Perhaps I am hung up on the word “opportunity,” 1
really think that you see a desirable objective, a more equal distri-
bution of employment—I am not positive, at least, that the 14th
amendment, or the Sth amendment mandates an equitable distri-
bution; in fact, it might mandate the contrary.

Well, that's my hangup, this word “opportunity,” it seems to be
ineonsistent, to me, with some sort of an equitable distribution of
employment which reflects the racial factor, and sex factor.

Mr. Browx. I think part of that, if I may make one more remark,
is whether results have anything to do with “opportunity.” T think
we can easily make statements about “opportunity,” but at some point
we have to examine what the results of those efforts are. T think the
results to date indicate that we have got to begin to look at the kinds
of guidelines and goals we are discussing now to make progress.

Mr. Wicains, Well, absence of freedom from various discrimina-
tions is not a right only of the minorities, it is a right, of all Americans.
Once we start recognizing this more equitable distribution we at least
come close to treading upon the rights of those who may be excluded
from employment because they don’t fit the optimum profile within a
given industry, or employver.

Ms. Sarivas. Mr. Wiggins, with regard to what you just said,
youmight question how employment disparities occurred. if in fact we
are all created equal under the Constitution. Who suffered to create
these gaps. We ought to look at the makeup of the population, and what
have been facts in employment.

It seems to me the term “diserimination” comes in here if we don’t
in fact do something actively to bridge that gap, In talking about the
person most qualified for the job; as it was mentioned, we have to
question the criteria for qualification, and also the potentials for
getting those qualifications. What is the potential? One might be

b
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able to judge an employer if he has input into the potentials for getting
the qualifications.

NASA has quite extensive education programs for promoting
scientists in these fields which are applicable to NASA. It seems to
this witness that NASA is not trying to overcome that gap qualifica-
tion when they are only allocating 49 percent of all scholarship moneys
to minority colleges, and T think that figure may be inflated. If the
system is in fact such that, hypothetically, 95 percent, or 94 percent of
all engineers are white males, we cannot increase the number in per-
centages of minorities and women, unless a much larger portion than
the 49 percent goes to the education of some of these people. The
system has perpetuated white men becoming engineers; and 1t would
seem to me that if there was good intent, 100 percent of the money
which NASA puts out for scholarships should go to educate women
and minorities in the scientific area, so they don’t have to say, we
can’t find educated people.

Mr. Frerra. I think we touched on several points involving equal
opportunity. I think for example the recruitment, when vacancies
are open, where is the reernitment being conducted; what kind of
information is released, and to what areas. When we talk about equal
opportunity we have to also talk about equal access to information,
to knowledge of those vacaneies,

Additionally we talk about the potential of applicants, or, let’s say,
Spanish-snrnamed ; let’s look at the economic factor, let’s look at the
eduecational involvement of the minorities. Spanigh-surnamed; let’s
look at the dollars, the billions of dollars that NASA has in contracts
that can provide economic basis for minorities in Spanish communities.
And whom are they giving the contracts? They are perpetuating their
own large corporations, and yet they have mandated—we see a total
picture, not just jobs, but how those jobs are affected by everything that
NASA does, their contracting, their educational programs, recruit-
ment, all these things are related. We are talking :Illymn the gaps that
have to be closed. They have to be looked at, the objectives have to be
seriously looked at not just in terms of getting a higher number of
minorities and Spanish-surnamed in the programs; but in addition
look at the total complex of NASA, their policies and procedures that
directly affect usin one way or another.

So. I am concerned about the gap. I am concerned about equal em-
ployment opportunity, but T am also concerned about equal access,
equal knowledge, equal opportunity in the contracting, contract com-
pliance, and so forth.

This is the kind of program that NASA has to develop, you know,
so that it can realistically begin to assist minorities and say they do
have an equal opportunity program.

You know, also I am concerned about minority women. You know,
when you look at Spanish-surnamed women, they are the lowest of any
group, for that matter, in the employment of NASA, the Spanish-sur-
named women. So I am concerned that it's also reflected in those areas.

Mr. Epwarps. Before I recognize counsel the chairman would like
to say that we are honored to have in the hearing room with us today
Mrs. Harris.

Ms. Ropinson. In view of our time I will try to be very brief.
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I am wondering, Mr. Brown, if in view of the fact that 47 percent of
NASA's jobs are nontechnical jobs, whether or not you think it would
be helpful for NASA to, say, recruit at junior colleges, nontechnical
high schools, and so forth that have large Spanish-speaking popula-
tions, or large black population, or female population.

Mr. Brow~. Most certainly. I think that the technical nature of
employment as an excuse for not employing minorities has been over-
used, and as I indicated earlier, it cannot really be substantiated. I
think progress in this area, as in any other, is relative. For example,
one of the yardsticks for comparison that we used in our testimony this
morning was a comparison of NASA to other agencies. One agency
that might be somewhat similar as far as technical skills and technical
jobs is the Atomic Energy Commission which is the next worse. The
gap between the AKC and NASA is tremendous—over 12 percent
minority employment for the Atomic Energy Commission, and under
6 percent for NASA. It seems to me that that statistic in itself would
tell us something about the technical skills argument.

I believe that it certainly would be helpful, knowing that almost 50
percent. of NASA's jobs are nontechnical, what does the 5 percent
minority employment mean in terms of that statistic. It means to me
that there has not been an effective equal opportunity program at
NASA, and that someone has got to make sure that there is one in the
future. There are times of mistakes. times of intransigence: and one
wiy to do that is following the suggestion made by Ms, Harris.

Mr. McCrory, Will the gentlelady yield?

It secins to me your argument there, though, leads us into a very
serious thing, and that is that you hire people from minority groups
for low-level jobs: and then the statistics are going to come up and
show that the low-level jobs, the nontechnical jobs where you want to
give the opportunity to these people is going to persist, and you have
all the top-level, technical, scientific jobs held by the whites. And then
they are going to say, now, look, they are only giving the low-level
jobs to the blacks and, the Spanish-surnamed: and all the cream is
zoing to the white males. That’s going to look pretty bad, isn't it?

Mr. Brown. That is a very good point. As you recall, I was respond-
ing to specific questions about the nontechnical employment. I certainly
would not restrict the employment opportunity to the nontechnical
category. I certainly think we have to pursue recruiting efforts di-
rected at the number of minority students coming out of technical
schools. I would certainly hope because we are now identifying areas
where the technical argument cannot be used, that we would then
cease to recruit in areas where technical skills can be used. T certainly
don’t mean to imply that,

Ms. Ropixson. 1 would point out that a number of nontechnical
positions are not, they are far from low-grade positions; they would
be among the upper echelon positions for NASA.

Ms. Salinas, I wonder if you can tell us whether or not to your
knowledge NASA has ever launched a female into space?

Ms. SauiNas. NASA believes in equal opportunity for all. and they
have in fact launched females into space. Maybe they don’t mean op-
portunities for humans here, because the three females who have been
lannched into space whose names were Anita, Arabelle, and Miss
Baker; two of them were spiders, and one was a monkey.

44-377—T5———3
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Ms. Ropixson. Mr. Fierro, I am wondering if yvou know whether
or not NASA participated in the conference recently in town here
that was held, the Conference of the Spanish Task Force of Engineers
and Scientists? I am wondering whether or not NASA participated.

Mr. Fierro. No, they did not.

Ms. Ropixson. They did not participate in that. Thank you.

Mr. Fierro. The Atomic Energy Commission was involved with
a number of Spanish speaking groups, setting up programs. I am not
familiar with the logistics of the hosts that were involved, but I know
that NASA was not involved. Maybe it was an oversight : maybe they
did not accept. I don’t know the details.

Mr. Epwaros. I regret that we are being removed foreibly from this
room, not because of the subject matter but becanse—

Mr. McCrory. Discrimination. [Launghter, ]

Mr. Epwarns [continuing|. The entire Judiciary Committee is be-
ing captured by the impeachment inquiries, and there is something that
is going to go on in regards to that: apparently that has priority over
this very important subject that is very close to the hearts of this sub
committee ; not only are we very much involved at the moral level, but
we are also charged by the Full Committee on the Judiciary with the
responsibility. and in addition to that we are charged by the Executive
Order of the President of the United States to make certain that all
agencies comply with the Executive order on equal opportunity in
Federal employment.

We are going to have down the road, I trust in not too many weeks.
Dr, Fletcher who is going to come here personally.

Tomorrow we will have some officials from NASA, and we are look-
ing forward to hearing from them. We might be in touch with you
for some written answers to questions that Mrs. Robinson wanted to
ask, and we didn’t get to.

But, on behalf of the full committee I want to say we are very grate-
ful for your excellent testimony this morning, and we now are in recess
until 10 a.m. tomorrow morning in the same room.

| Whereupon, the subcommittee hearing was adjourned, to reconvene
at 10 aum., Thursday, Mareh 14, 1974.]




NASA’S EQUAL OPPORTUNITY PROGRAM

THURSDAY, MARCH 14, 1974

House or REPRESENTATIVES,
Civin Ricars axp Consrrrorionan Riairrs SuscoMMITTren
OF THE COMMITTEE ON THE J UDICIARY,
Washington, D.C.

The subcommittee met, pursuant to notices, at 10 a.m.. in room 2237.
Rayburn House Office Building, Hon. Don Edwards [chairman of
the subcommittee] presiding.

Present : Representatives Edwards, Drinan, and Me( lory.

Also present : Alan A, Parker. counsel; Ruth . Robinson, assistant
counsel ; and Michael W. Blommer, associate counsel.

Mr. Epwarns. The subcommittee will come to order.

We are going to begin even though some of the other members of
the subcommittee have been delayed because the hearing this morning
might be rather lengthy and we would like to et as much information
into the record as possible.

We are continuing this mornine with oversight hearings relative to
the equal opportunity program of NASA.

NASA’'s equal opportunity program was developed pursuant to
Executive Order 11478, which is complemented by Title VII of the
1964 Civil Rights Act (Public Law 88-352). In the Executive Order.
President Nixon stated :

Additional steps, however are called for in order to strengthen and assure
fully equal employment in the Federal Government.,

Further—

This policy of equal opportunity applies to and must be an integral part of every
aspect of personnel poliey and practice in the employment, development, advance-
ment, and treatment of civilian employees of the Pederal Government . Phe
head of each Executive department and agency shall establish and maintain an
affirmative program of equal emplovment opportunity for all eivilinn employees
and applicants for employment within his jurisdiction.

Yesterday. we received some disturbing testimony from the repre-
sentatives of five nationally recognized civil rights organizations. Their
individual testimony graphically delineaisd the need for continued
and vigorous oversight in the civil rights area. We are honored this
morning with having a group of officials from NASA. and I believe
on my right we have Mr. Willis H. Shapley, Associate Deputy Admin-
istrator, National Aeronautics and Space Administration. Next to
him—DMr. Johnson is General Counsel.

Next to Mr. Shapley we have Mr. Bernard Moritz, Deputy Associate
Administrator for Organization and Management : is that correct ?

Next to Mr. Moritz. we have Dr. Dudley MeConnell. Assistant
Administrator for Equal Opportunity Programs.

(31)
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Would vou, Dr. McConnell introduce the gentleman?

Dr. MoCoxxeLrL. Thank you very much. On my right is Ms. Benita
Sidwell who is Assistant Director of Personnel at the Goddard Space
Flight Center, then Dr. John Clark, who is Director of the Goddard
Space Flight Center, and Jim Mundy, EEO Officer at the Goddard
Space Flight Center.

Mzr. Epwarns. Welcome. The committee welcomes you all.

Mr. Shapley, would you proceed with your testimony ?

TESTIMONY OF WILLIS H. SHAPLEY, ASSOCIATE DEPUTY ADMIN-
ISTRATOR, NASA, ACCOMPANIED BY R. T. JOHNSON, GENERAL
COUNSEL; BERNARD MORITZ, DEPUTY ASSOCIATE ADMINISTRA-
TOR, ORGANIZATION AND MANAGEMENT; BENITA SIDWELL,
ASSISTANT DIRECTOR OF PERSONNEL: DR. JOHN CLARK, DI-
RECTOR; DR. DUDLEY McCONNELL, ASSISTANT ADMINISTRA-
TOR, EQUAL OPPORTUNITY PROGRAMS; AND JIM MUNDY, EEO
OFFICER, GODDARD SPACE FLIGHT CENTER

Mr. SmarLey. Thank you very much, Mr. Chairman.

T have a very brief statement of which copies are available to the
committee and others present which T believe will be helpful in plac-
ing in perspective the statements of the other witnesses, and which
will also give me opportunity to express top management’s commit-
ment to the goal of assuring equal opportunity in all aspects of our
programs and commitments to the implementation of effective equal
opportunity programs both internally and with contractors in our
areas of responsibility.

Our principal witness today is Dr. Dudley MeConnell, our A ssistant
Administrator for Equal Opportunity Programs, who will discuss in
detail our current equal opportunity programs.

I would suggest, Mr. Chairman, it might be most appropriate for
the flow of testimony if his statement followed mine.

We also have Mr. Bernard Moritz, our Deputy Associate Adminis-
trator for Oreanization and Management, who will comment briefly
on the evolution of EEQ activities within NASA.

Also Dr. John Clark, the Director of NASA’s Goddard Space Flight
Center in Greenbelt, Md., who will disecuss EEO activities at the
Center as the committee has requested.

The other NASA employees the subcommittee requested to appear
are here T believe as requested in your letter of February 28, 1974.

Since this is, T believe, the first time NASA has appeared before
the subcommittee of the Committee on the Judiciary, let me say a
very few words on ' what NASA is and what NASA does.

NASA is the agency responsible for the Nation’s nonmilitary ac-
tivities in space and aeronautics. At the present time, some of our
principal activities are: development of the space shuttle—a reusable
vehicle combining features of rockets and airplanes—to provide an
economieal means for working in space on a routine basis: developing
and operating experimental satellites for practical applications. of
which the ERTS satellites developed at the Goddard Space Flight
Center to survey and monitor resources on earth and improved weather
satellites are examples: launching a wide variety of scientific satel-
lites, including probes to explore the planets of the solar system: and
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aeronautical research and technology for improved, more economical,
and environmentally acceptable aircraft.

NASA does its work through 10 major field centers around the
country and through universities and industrial contractors through-=
out the United States. The 10 NASA centers, with the Headquarters in
Washington, comprise about 25,000 civil service employees. At the
centers, the civil service stail is supported by an approximately equal,
in total, number of support contractor personnel. As Dr. McConnell
will explain, NASA's KEO responsibilities extend to all civil service
personnel, of course, under the Executive order, and to personnel of
NASA contractors located at or near NASA centers. EEQ responsi-
bility for other NASA contractors is assigned by the Office of Federal
Contract Compliance (OFCC) to other Goyvernment agencies on an
industry basis.

Now. Mr. Chairman, let me address NASA’s situation in Equal
Employment Opportunity. During the past few months we have re-
sponded to many questions on EEO matters from our legislative over-
sight committees 1n the House and Senafe, 10 other committees—in-
cluding your Subcommittee, Mr. Chairinan—and from many indi-
vidual Members of Congress. We have testified on EEO matters at
length before the Senate Committee on Aeronautical and Space
Sciences on two occasions and before the HUD-Space Science Sub-
committee of the Committee on Appropriations in the Senate. Our
statements before these committees are matters of public record. We
have answered as completely as we can the detailed questions this sub-
committee has submitted to us. I will, therefore, summarize the situa-
L1010 248 we see 1t |"I'it'”_\'.

Mr. Chairman, NASA has earned and takes a great pride in its
reputation of being an organization that accepts difficult challenges
and gets things done. We have met the challenge of landing men on
the moon, we have sent spacecraft to Jupiter and beyond, and have
just completed a very successful mission with Skylab. We ave making
ereat scientifie discoveries, have advanced the Nation’s technology,
and have shown how to use what we have learned in space for the
benefit of people onearth.

In vetrospeet, however, we realize that while we are buildine our
oreanization in the 1960’ we were growing and concentrating on the
technical challenges of the 1960’s, NASA should have done mueh more
to attract minorities and women into its work forees. Thus, as we
moved into the 1970°s we faced a new challenge—the challenge of
catehing up in a most important area of human need.

This challenge has proved to be very difficult, for two reasons: the
sharp reduction in our work force during the period 1969 and the
fact that onr workers, a large component of our work force is highly
technical in nature.

Lot me exnlain. Our work force has decreased by nearly one-third
since the neak of the Apollo program. We have had reduetions across
the beard of aver 1.500 neople in each of the last 4 years, This means
wa have been able to hire only a very few peonle in yecent years. And
when yon cannot bring in new people. it is impossible to make sig-
nificant chanoes in the percentage of any group, the minority groups,
women as a group. within the work force. Even though the hiring
we did do last year was at more than three times the percentage of
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minorities now in NASA, the total numbers we could hire were so
small that the overall effect was only a small inerease in the percentage
of minorities within NASA.

About 47 percent of our people are scientists and engineers, Of these,
5.4 percent are minorities, compared to a nationwide percentage of
minorities in this category of 3.5 percent—mnot a significant difference.
But when we try to hire minorities or women scientists and engineers
we find that they are already in high demand. For example, in 1972,
only 579 minorities and 519 women were graduated in engineering;
their average starting salaries were $1.200 to $1.700 more than we were
then allowed to offer. On that point I should say just now the Civil
Service Commission is taking actions that will permit ns and other
agencies to make better offers to scientists and engineers entering the
Federal service with bachelors degrees. We certainly hope this will
help usin the coming vear.

In spite of these difficulties, and I am presenting these as difliculties,
not as excuses, we have made and reported to C'ongress specific com-
mitments to make significant improvements in the coming vear. Our
work force is now stabilizing for the first time in several years, and
we will be able to hive a fair number of new people. To meet the
challenge :

1. We have established difficult. but we holieve attainable, goals and
timetables, Dr. MeConnell will cover these in his st atement,

2. We will specifically hold our managers accountable for meeting
these goals and timetables.

The second point is part icularly important. The reason we have done
so well in our space program is that our managers have been dirvectly
responsible and accountable for the achievement of predetermined
results. We are now applying the same techniques in the EEO pro-
grams: Line management in Headquarters and at the field centers
know what their EEO goals and objectives are; they will periodically
report against these goals: and their overall perforimance as managers
will be measured not only by their technical achievements in aeronau-
tics and space but also by theéir accomplishments in meeting their EEO
goals and objectives.

I might mention, Mr. Chairman. as a part of this pattern we will be
checking more closely from headquarters in the future on what and
how the field centers are doing in institutional management matfers
generally, of which EEO is an important component.,

On March 5 we announced a reorganization which woes into effect
formally tomorrow under which the directors of each of our field
centers, Dr. Clark for Goddard and Dr. Kraft for the Johnson Space
Flight Center. for example, will report directly to a single, a new
single official in NASA Headquarters who will be responsible for over-
sight and supervision of all activities at the centors. This organiza-
tional change will provide. we think. a much stronger channel of con-
trol of activities of the field centers from NASA Headquarters and
among the important byproduets of this, T think will be a strengthen-
ing of our handling and centralized supervision of EEO operations at
each of the centers.

The methods which we have undertaken, the goals and timetables,
and accountability—will undoubtedly help us make some improve-
ments in our situation in the short run. But we are also addressing the
longer range problem of increasing the availability of minorities and
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women in engineering and scientific fields. This is done through co-
operative education programs, research fellowships, and other efforts.
Dr. McConnell will describe these and other short and long-range
initiatives in his statement.

Mr, Chairman, all of NASA’s management recognize that NASA
must do better in KEO. We are proud of our accomplishments in
aeronauties and space and we want to make a record in IKIXO of which
we can be equally proud. The affirmative actions we are taking are
designed to make NASA an ageney in which the creativity and capa-
bilities of all persons without regard to race or sex are utilized to the
fullest in achieving our Nation’s goals in aeronautics and space.

I assure you, Mr. Chairman, that NASA’s management from Dr.
Fletcher and Dr. Low, down view the challenge of our EEO goals
with the same determination and commitment as we view our technical
goals. Mr. Chairman, this concludes my statement.

[The prepared statement of Willis H. Shapley follows:]

STATEMENT OF WILLIS H, SHAPLEY, ASS0CIATE DEPUTY ADMINISTRATOR, NATIONAL
AERONAUTICS AND SPACE ADMINISTRATION

Myr. Chairman and Members of the Subcommittee: I am pleased to appear
before you today to express NASA top management's commitment to the goal of
assuring equal opportunity in all aspects of our programs and to the implementa-
tion of effective opportunity programs both internally and with contractors
in our areas of responsibility.

Dr. Dudley McConnell, our Assistant Administrator for Equal Opportunity
Programs, will discuss our current programs in detail. Mr. Bernard Moritz,
Deputy Associate Administrator for Organization and Management, will comment
briefly on the evolution of EEO activities within NASA. Dr. John Clark, Director
of NASA's Goddard Space Flight Center in Greenbelt, Maryland, will discuss
EEO sactivities at his Center. The other NASA employees the Subcommittee
requested to appear are here, I believe, to testify as requested in the Chairman's
letter of February 28, 1974,

Since this is, T believe, the first time NASA has appeared before the Subcom-
niittee of the Committee on the Judieciary, let me say a very few words on what
NASA is and what NASA does.

NASBA is the agency responsible for the nation’s non-military activities in
space and aeronautiecs, At the present time, some of our principal activities are:
development of the space shinttle—a reusable velicle combining features of
rockets and airplanes—to provide an economical means for working in space on
a routine basis; developing and operating experimental satellites for practical
applications, of which the ERTS satellites to survey and monitor resources on
earth and improved weather satellites are examples ; launching of a wide variety
of scientifie satellites, including probes to explore the planets of the solar system ;
and aeronautical research and technology for improved, more economical, and
environmentally acceptable aireraft,

NASA does its work through ten major field centers around the country and
through universities and industrial contractors throughout the United States,
The ten NASA centers, with the Headquarters in Washington, comprise about
25,000 civil service employees, Al the centers, the civil service staff is supported
by an approximately equal, in total, number of support contractor personnel. As
D, MeConnell will explain, NASA's EEO responsibilities extend to all NASA
civil service personnel, of course, and to personnel of NASA contractors located
at or near NASA centers, EEO responsibility for other NASA contractors is
assigned by the Office of Federal Contract Compliance (OFCC) to other govern-
ment agencies on an industry basis.

Now let me address NASA's situation in Equal Employment Opportunity. Dur-
ing the past few months we have responded to many guestions on EEO matters
froon onur legislative oversight committees in the House and Senate, other com-
mittees—including yonr Subcommittee, My, Chairman—and from individual
members of Congress. We have testified on EEO matters before the Senate Com-
mittee on Aeronantical and Space Sciences on two occasions and before the
HUD-Space-Science Subcommittee of the Committee on Appropriations of the
Senate, Our statements before these Committees are matters of publie record.
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We have answered as completely as we can the detailed questions this Subeom-
wittee has submitted to us. I will, therefore, summarize the sitnation as we see
it very briefly.

Mr. Chairman, NASA has earned and takes great pride in its reputation of
being an organization that accepts difficult challenges and gets things done. We
have met the challenge of landing men on the moon, we have sent a spacecraft
to Jupiter and beyond, and have just completed a very suceessful mission with
Skylab, We have made great scientific discoveries, have advanced the nation's
technology, and have shown how to use what we have learned in space for the
benefit of people on earth.

In retrospect, however, we realize that while we are building our organization,
while we were growing and concentrating on the techmical challenges of the
1960°’s, NASA should have done much more to attract minorities and women.
Thus, as we moved into the 1970's we faced a new challenge—the challenge of
catching up in a most important area of human need.

This challenge has proved to be very difficult, for two reasons: our declining
work force, and our highly technical work force. Lot me explain.

Our work foree has decreased by nearly one-third since the peak of the Apollo
program, This means we have been able to hire only very few people in recent
vears. And when you cannot bring in many new people, it is impossible to make
significant changes in the percentage of any group within the work foree,
though the hiring we did do last year was at more than three times the perce;
of minorities now in NASA, the total numbers we could hire were so small that
the overall effect was only a small increase in the percentage of minorities within
NASA.

About forty-seven percent of our people are scientists and engineers, Of these,
3.4 percent are minorities, compared to a pation-wide percentage of minorities
in this category of 3.5 percent—not a significant difference., But when we try
to hire minorities or women scientists and engineers we find that they are already
in high demand. For example, in 1972, only 579 minorities and 519 women were
graduated in engineering : their average sta rling salaries were $£1.200 to £1,700
more than we were then allowed to offer. Just now, the Civil Serviee Commission
is taking actions that will permit ns to make better offers to scien and
engineers.

In spite of these difficulties, we have made and reported to Congress gpeeific
commitments to make significant improvements in the coming year. Our work
force is now stabilizing for the first time in several years, and we will be able
to hire a fair number of new people. To meet the challenge :

(1) We have established difficult, but we believe attainable, goals and time-
tables. Dr. MeConnell will cover these in his statement,

(2) We will hold our managers aceonntable for meeting these goals and time-
tables,

The second point is particularly important, The reason we have done so well in
our space program is that our managers have been directly responsible and
aceountable for the achievement of predetermined results. We are now applying
the same fechniques in the ERO programs: Line management in Headquarfers
and at the field centers know what their EEO goals and objectives are; they will
periodically report against these goals: and their overall performance ns
agers will be measured not only by thelr achievements in aeronautics and s
but also by their ¢ mplishments in meeting their BEO goals and objectives.

These methods—goals and timetables, and accountability—will undoubtedly
help ns make some improvements in our situation in the short ron. Int we are
#lso addressing the longer range problem of ine sing the availability of minori-
ties and women in engineering and scientific fields. This is done throngh co-
operative and seientific fields. This is done through cooperative education pro-
£rams, research fellowships and other efforts. Dr. MeConnell will describe these
and other short- and long-range initiatives in his statement.

Mr. Chairman, all of NASA's management recognize that NASA must do
better in EEO. We are proud of our accomplishments in aeronauties and space
and we want to make a record in EEO of which we can be equally proud. The
affirmative actions we are taking are designed to make NASA an agency in
which the creativity and capabilities of all persons without regard to race or
sex are ufilized to the fullest in achieving our nation’s goals in aeronautics
and space.

I assure you that NASA’s management from Dr. Fleteher and Dr. Low down
view the challenge of our EEO goals with the same determination and commit-




ment as we view our technical goals. Mr. Chairman, this concludes my
Rtatement,

Mr. Epwarnps. Thank you very much, Mr. Shapley.

[ see that we first invited Mr. Fletcher to testify, who is Admin-
istrator of NASA, on March 7. Mr. Fletcher wrote us on March T
in response to my letter of February 28, and Mr. Fletcher said that
he would be unable to appear because—before the committee due to
an out-of-town commitment and would like to have Mr. Shapley
appear and testify in his place.

I wrote back to Mr. Fletcher on Mareh 7 and suggested that we,
the committee, would still want to have Mr. Fletcher and that Mr.
Shapley would not be appropriate. Therefore, though you are very
welcome today, Mr. Shapley, I think it ought to be made a part of
the record that we did not know you were coming, and that I had
asked to have Mr. Fletcher testify, that he has apparently refused
to testify.

Mr. Suarrey. No, sir, Mr. Chairman, I believe the situation is that
as requested in your letter; we have now to work out a mutually
convenient date for Dr. Fletcher to appear.

Mr. Epwarps. In other words, he will accept our invitation further
down the road, is that correct ?

Mr. SuarLey. Certainly.

Mr. Epwarps. Our next witness, I believe, will be Dr. Dudley Mec-
Connell, Assistant Administrator for Equal Opportunity Programs.

Dr. McConnell.

Dr. McCoxxgrn. Thank you, Mr, Chairman.

Mr. Chairman and members of the subcommittee, I am pleased
to have this opportunity to discuss NASA’s equal opportunity pro-
gram with you this morning. By way of introduction, my position is
that of Assistant Administrator for Equal Opportunity Programs in
NASA. As such, I am the senior NASA official regarding EICO policy
and programs. I report directly to the Administrator. The position
which 1 hold was created at the time of my appointment, April 16,
1975. Thus, I have been directing this program just under a year. The
creation of my position was part of a reorganization which raised the
organizational placement of EEO programs within NASA.

The goals of the NASA equal opportunity program are:

L. The removal of discrimination in fact and appearance; and,

2. The implementation of affirmative action programs to insure the
broadest possible participation of women and members of minority
groups in NASA programs.

These goals apply to the tiwo principal Equal Employment Oppor-
tunity (EEO) functions within NASA :

l. The internal EEO program for NASA’s civil service employees;
and

]

2. The contract compliance program for NASA’s contractor
employees.

Before discussing these programs in detail, T would like to mention
very briefly two closely related programs which contribute to the op-
portunities NASA affords minority communities: NASA’s minority
business enterprise program and NASA’s research programs at pre-
dominantly minority colleges.
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Considerable achievements arve being made in the NASA minority
business enterprise program. During fiscal year 1973 NASA awarded
$8.5 million in contracts set aside for minor ity enterprises. This repre-
sents 3.9 percent of the total of such awards ln all Government agen-
cies. In fiscal year 1972 the comparable percentage was 2.1 percent.
Since the initial contract awarded in June 1970, NASA has channeled
a total of $13.2 million to minority firms as follows:

Contract
actions Value

Fiscal year:
1970. ... $76, 909
1,399,530
3,222,050
1. 514, 542

.'.-‘l'_i_.LISI

NASA's stated goal for fiscal year 1974 is to award $11 million
in contracts set aside for miuulil\ firms.

Attached as exhibit I is a comparative analysis of minority con-
tracts by civilian agencies of the Federal Government for the |numl
fiscal year I'I(.!l[lumifrl 1973. It indicates that among 25 such agencies,
NASA ranks fifth in total dollars awarded. My office has worked and
continues to work very closely with the Minority Business Office.

Again in close coordination with my office, the NASA Oflice of
University Affairs has greatly increased its research grants to pre-
domina nH\ minority m‘h-'-t-"llul universities. In the in

vexf
ierest ol 1

I will proceed directly to the formal EEO program and begin with

the contract compliance program.

Sinee 1970 NASA has had responsibility for the EEO compliance
of NASA contractors operating on or near NASA centers. Unlike
some other agencies, NASA does not have industry-wide compliance
responsibilities.

The organization of NASA's compliance program reflects the nature
of its compliance 1=--[mn~th||n\. There is a contract compliance group
on the EEO stafl at each installation to conduct the compliance opera-
tion for those contractors on or near the installation. The only excep
tions are Flight Research Center. where the contractors are monitored
by the compliance staff at Ames Research Center, and NASA head
quarters where these contractors are monitored by the compliance staff
at I"w(imi:l ard Space Flight Center.

NASA currently has 11«;::;1mlnhl\ In'- -f‘i.n contractors employing
some 45.219 l‘lt!]l]fr\u‘h as of December 31. The agency compliance
staff numbers 22 professional pesitions- —mlhinlm;_r the Compliance
Divigion of the Office of Kqual Opportunity Programs. OEOP. Data
recently published by the Department of Labor show that \ ASA
expe nds the most hour- -per-contractor lII!I)]t'\( e of any compliance
agency. NASA also expends the most sta II time per contractor rey 1ew.
This 1s partly due to the local natare of NASA’s compliance re spon-
sibility but nevertheless indicates a desire to do thorongh, effective
compliance reviews—the heart of the compliance funetion.

How well has NASA performed this function to assure participation
of minorities and women in the contractor work force ?
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Uniform and consistent statistics on the contractor work force have
been gathered since 1971. This data is sammarized in exhibit 11. There
has been continuous increase in the number of minorities employed
even though the overall work force has decreased. Minority employ-
ment went from 11.8 percent to 15 percent of the total. a net increase
of 763 positions, while the total number of jobs decreased over 6,000,
There have been notable increases in niinority percentages amonge
officials and managers, 3.4 percent to 5.4 percent; professionals. 5.9
percent to 8.1 percent: technicians, 10.2 percent to 15.5 percent; and
other white-collar jobs.

The proportion of female employment increased from 15.7 percent
to 19 percent. a net increase of 560 jobs, despite the overall decrease
of 6.000 jobs. IHere, too, there were noteworthy increases among of-
ficials and managers, 2.1 percent to 3.9 percent: professionals, 5.5 per-
cent to 8.4 percent; technicians, 8.5 percent to 11.6 percent, and other
white collar jobs.

The only percentage decreases took place among unskilled laborers
for women and service workers for minorities. These are the fwo lowest
labor categories and, in all candor, we have concentrated our efforts to
increase the participation of women and minorities in the higher labor
categories.

These aggregate statistics show appreciable progress but how do we
Judge the performance of an individnal contractor?

Key to this judgment are the numerical goals and time tables which
the contractor develops and includes in his aflirmative action plan.

Grovernmentwide policy on the interpretation and implementation of
nuimerical goals was ontlined in a policy statement by Robert Hamp-
ton. Chatrman, U.S. Civil Service Commission : Stanley Pottinger, As-
sistant Attorney General : William Brown, Chairman. Equal Employ-
rient Opportunity Commission ; and Philip Davis, then Acting Direc-
tor, OFCC. They stated that a goal is a numerical objeetive fixed
realistically in terms of the number of vacancies expected. and the
number of qualified applicants available in the relevant job market.

To achieve agoressive goals, we encourage contractors to:

L. Conduct extensive recruitment drives including the use of recruit-
ment consultants and advertising in media oriented toward women and
minority groups.

2. Offer fully competitive salaries needed to attract necessary quali-
fied persons.

3. Use the full amount of flexibility within company hiring and
retention }n'!fi:']i-.-'-:.

Thus, the determination of an individual contractor's compliance is
based on a judgment of his good faith efforts. The compliance staff
reviews the aggressiveness of the goals in terms of the projected hir-
ing and turnover rates, progression patterns, and so forth. Then there
is a judgment of how hard the contractor works fo achieve the goals.

In NASA, the compliance staff on site at each field installation con-
tinually monitors the contractor at that installation to assure their com-
pliance. NASA practice is to review each contractor at least twice a
year to see that the contractor is living up to the commitments he has
made. This continual surveillance is possible becanse of the loecal nature
of NASA’s compliance responsibility, This practice of continual sur-
veillance is, as far as I know, unique in Government.
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To summarize, the field compliance stafl monitors the contractors at
their installation.

The contract compliance staff of my office provides expert training.
guidance, direction, and coordination to the field stafls. For example,
the field staffs attended a 4-day training seminar here in Washington
this past fall, The purpose was to bring the staff up to date on recent
Office of Federal Contract Compliance (OFCC) regulations, interpre-
tations and data requirements. Department of Labor—OFCC and
the Women’s Bureau—personnel presented sessions on conducting com-
preliensive compliance reviews. A resource person from the Equal
Employment Opportunities Commission (EEOC) presented a session
on the investigation of diserimination complaints.

The Department of Labor has recently issued revised data requive-
ments and procedures for conducting compliance reviews. Therefore,
it will be necessary to conduct a followup training seminar for field
compliance staffs—probably at one of NASA’s centrally located
installations.

In addition to training, the compliance division of my office issues
day-to-day guidance and direction to the field. For instance, final
determinations of compliance are made in the OEP compliance divi-
sion after review of the onsite reviews and data assessments done
locally. Thus, the compliance staff of my office is ultimately responsible
for NASA’s compliance progress.

The year 1974 will see the implementation of a special aflirmative
action hiring plan for shuttle construetion of facilities at the Kennedy
Space Center, Our aim is to assure the utilization of minority em-
ployees on the construction work foree. To that end, hiring ooals have
been included in the bid conditions and contractors wishing to partici-
pate in the project will have to aceept those goals. The goals so far
developed apply to the earthmoving portion of the construction. Our
task this year will be develop goals for the remaining more complex
portions of the project.

This goal development project is being condncted by Mr. Guy
Arnett, the most experienced compliance officer in NASA. Mr. Arnett
has been in the compliance program since 1963,

In addition to all of the responsibilities mentioned ahove, all ap-
pointments fo the field EEO staffs, including the compliance stafis,
must have the coneurrence of my office. This summarizes the NASA
compliance program. Now to the internal EEO program for eivil
servants.

NASA currently has the lowest percentage of minorities of all
Government agencies. The incidence of women in professional eate-
gories is also much lower than the rest of the Federal Government.
While it is true that the NASA work force is quite different from
the rest of the Government; and while it is also true that NASA
has been in a reduection mode since 1967—having decreased our employ-
ment from over 34,000 to under 26,000—it is nevertheless true that
NASA should be well ahead of its current position. Let me repeat,
NASA must nrgently move forward to meet the challenge which
NASA faces. This challenge has been outlined by Mr. Shapley in his
statement, but I would just add one or two points.

Engineers and scientists make up about 47 percent of the NASA
work force compared to about 15 percent governmentwide, blue collar
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trades compose about ¢ percent of NASA’s work force compared to 36
percent governmentwide, It should be noted that across the Nation
about 314 percent of engineers and scientists are minority and within
NASA that percentage is about 3.4 percent. Across the Nation about
3.4 percent of the engineers and scientists are women and in NASA
that percentage is about 215 percent. In hoth cases NASA is close to
the national average, but we should still do more, much more. Certainly
all of our positions are not technical positions and we must move
ahead in the nontechnical areas also.

As we review the historical picture we see that NASA missed golden
opportunities to broaden its work force during the period of its
growth during the early 1960’s. Since 1967, however, when affi rmative
action became Government policy, NASA has been in almost a con-
tinuing reduction of force mode. Over the last 2 years NASA has
made some small progress even in spite of this reducing mode. It is
nevertheless obvious that NASA urgently needs a greater rate of
progress. Comparisons between NASA and the other agencies should
not be seen as obstacles but rather as challenges. The differences point
out the direction in which we should move and challenges should be-
come the objectives of the EEO program.

As T have said, the statistics mentioned above represent an accu-
mulation of past practices—most of which occurred before I became
head of the EEO office. It is the role of the EEO program now to help
change those statistics.

I would like now to discuss some of our current KEQO programs
and our future plans.

Out of a sense of urgency that NASA must drastically speed up its
EEO progress, we have elevated our EEO program to the top level
of management objectives in NASA’s management system. This means
that progress toward our equal opportunity goals is now receiving the
same close and continuing attention of NASA top management and
the entire NASA management structure as NASA’s major technical
objectives.

Specific milestones for calendar year 1974 are:

1. To achieve at least 6.1 percent minority employment.

2. To place at least 80 minorities in professional positions.

3. To place at least 80 women in professional positions.

4. To present a technology transfer seminar to minority businesses.

5. To prepare affirmative action hiring goals for shuttle construc-
tion of facilities in fiscal year 1975 and beyond.

The achievement of these minority and female hiring goals will call
for 20 percent each of expected professional and nonprofessional
placements to be minorities and 20 percent of professional placements
to be women, This should be compared with NIAS,\"S hiring perform-
ance in fiscal year 1973 when 7 percent of the professional hires were
minority and 10 percent of the professional hires were women. Thus
the goals for calendar year 1974 will require dramatically increased
efforts all across NASA. I will come back to this point when I discuss
NASA’s recruitment programs.

NASA’s aim in presenting the technology transfer seminar is as
follows: We in NASA have had a technology transfer program for
about 10 years to help space technology to find useful applications in
the national economy. There is, however, a need to devote more at-
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tention in the program toward minority businesses. Thus we have
developed an arrangement with the Office of Minority Business En-
terprise (OMBE) of the Department of Commerce. Uinder this ar-
rangement, NASA—and hopefully other Government agencies—will
display technology developed in various mission programs, and pres-
ent various methods such as patent waivers. licenses, and so forth by
which business persons can gain access to that technology. OMBE will
then explain its resources for assisting in financing, market studies.
and other product development areas. Our joint aim is to assist mi-
nority businesses to make the transition from providing services to
manufacturing marketable products. _

Now let us discuss some of the programs NASA is conducting to
assist in achieving the milestones,

The office of personnel has developed and is implementing an
agencywide recruitment program specifically aimed at identification
and recruitment of minority and female candidates for professional
positions in NASA. A full-time staff in headquarters will coordinate
this effort. Six field centers have recruiting responsibilities. Teams
of recruiters, including minority and female employees, will be in-
volved in contacting potential candidates. counseling them in Govern-
ment hiring procedures, assisting them to take the steps necessary
to establish eligibility, and, of course, selling the candidates on join-
ing NASA.

The co-op program is not formally an EEQ program but we see
the program as helping to increase the flow of minorities and women
into technical fields where there is a eurrent scarcity. Co-ops alternate
semesters at school or at work at a NASA installation. NASA has
sought to increase minority and female participation in the program.
Our enrollment statistics have been as follows :

Mr. Chairman, the table shows that there has been an increase of
minorities over the last 2 years from about 12 percent to about 24 per-
cent, and an increase of women from about 9 percent to close to 17
percent.

Mr. Epwarns. This is a very important program. This allows minor-
ities to be trained ; is that correct ?

Dr. McCoxyern. Mr. Chairman, under this program, students,
some of whom are minorities, who are pursuing a course of study at
a university, alternate studying with working at NASA installations.

The overall size of the program is increasing from 719 in fiscal
year 1973 to 950, projected for fiscal year 1975.

Mr. Epwarns. About 514 are white male ?

Dr. McCox~ere. That is probably correct, Mr. Chairman. I don’t
have the exact number.,

I want to point out that in relation to the 579 engineering students
graduated in June 1972 it indicates that NASA does make an appre-
ciable contribution to the flow into scientific and technical fields.

To return to my statement. The upper mobility program. NASA
has received Civil Service Commission approval of three upward
mobility programs which will allow persons to go into jobs with
greater career potential. All of our installations will have these pro-
grams during 1974,

Mr. Epwaros. Dr. McConnell, the committee is very much interested
mn your co-op enrollment. That is a good way of bringing education and
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training to minorities in a particular area, and we have your figures,
but even so for 1974 you have a program of 64 percent white males.

Dr. MoCoxyern. That's right.

Mr. Epwarps. Are you satisfied with that?

Dr. McCox L, No, Mr. Chairman; I am not.

One of the projects we have underway that we have not com-
pleted is the development of goals for increasing the minority com-
plement in the program. In order to meet NASA's long-range coals
and timetables for hiring minorities and women we have viewed the
co-op program as an internal program for meeting these goals. That is,
NASA must have some means within its own control to achieve our
long-range recruitment and hiring.

As 1t 18 now, the hiring we will be doing will be as a result of re-
eruitment at universitios, I see the co-op program as a means within
our control that we can use to achieve our long-range goals. So even
though it is not solely an EEO program, it can contribute greatly to
ouwr EEO effort.

I am not satisfied with the figure of 17 percent of female participa-
tion.

Mr. Epwarps. Well, it is a good point to make.

In the early part of your testimony you pointed out how diflicult
it is to recrnit and when you have money to train them throughout the
universities and colleges——

Dr. McCoxnerr. Mr. Chairman, I fully agree that the participation
in the NASA cooperative program is not what I think it should be.
There should be greater emphasis.

Mr. McCrory. May the gentleman yield?

Mr, Epwarps. Yes,

Mr, McCrory. You mentioned that there are 200, and some include
579 minorities as a part in the cooperative program.

The minorities who graduated last year in one of the scientific dis-
ciplines were 200.

Are they part of the group that is going to graduate ?

Dr. McCox~ELL. No. In relationship to——

Mr. McCrory. But some of these do graduate !

Dr. McCoxxeLL. Yes. About one-fifth of the total co-op enrollment
graduates each year; this is due to the fact that some schools are on
a semester basis while others ave on a quarter basis.

Mr. McCrory. Do you have a recruiting program to get the minor-
ities into the cooperative program ¢

Dr. McConyeLL. Yes. NASA conducts a special effort to recruit
minority and women co-ops. There is a co-op coordinator at each in-
stallation and there are people assigned in the EEO offices to assist
in the recruitment.

Mr. McCrory. Do you have any statistics to indicate the number of
applicants in relation to the number who are accepted ?

Dr. McCoxxenr. 1 can answer that for the record, Congressman
MeClory.

[ The information follows:|

RATIO OF ("00P APPLICANTS TO THOSE WHO ARE ACCEFTED
The Coop Program is a highly decentralized educational/work experience

program administered naticn-wide, between participating universities/colleges
and the potential employers (including the Federal Government) of college
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graduates. Based on its decentralized nature and variety of positions filled, we
are not in a position to be aware of the tofal number of applicants who apply
or the number that are accepted. A brief desecription of the process may assist
you in understanding specifically why this is true,

Typieally, a college student applies for admission to the cooperative (coop)
education program through their school’s coop office. The student does not apply
to prospective employers. Admission to the program is contingent upon a stu-
dent’s financial need and academie achievement, and participation is controlled
by the cognizant college dean and the school's coop coordinator, The coop co-
ordinator is the interface with the employers, and it is he who provides quali-
fied candidates for the employer's considerat ion,

Mr. McCrory. You probably have a much higher percentage who
apply and do not enter.

Dr. McCoxyerL. We enconrage all applicants in many schools as
much as possible to participate. The specific requirements are set by
the universities becanse the co-0p program is an academic one with
academic requirements.

Mr. McCrory. Are you offering special encouragement to try to
encourage more of the minorities to get involved in this program ?

Dr. McCoxneLL. Yes; we specifically recruit. For example, the 16-
point coordinator made t rips to New Mexico Highlands, the University
of New Mexico, and the University of Texas at El Paso to recruit
Spanish-speaking students. We do not offer monetary inducements.
but we do try to encourage minority participation,

Mr. McCrory. We made particular efforts to try to bring minorities
into this program. The white males tend to take care of themselves.

Dr. McCoxNELL. Yes,

Mr. McCrory. Well, in bringing the minorities into the program
and the women——

Dr. McConNgrLL, Precisely.

Mr. MoCrory [continuing]. And you have such a program?

Dr. MoCox~NELL. Yes. There is a program.

Mr. Epwarns. Do these people get hired by NASA ?

Dr. McCoxNELL. Yes, Mr. Chairman. We try to recruit as many of
our co-ops as we can. In general, it has heen very limited over the last
= or 3 years. In fiscal year 1972 we averaged 17 percent in hiring our
co-op graduates,

Mr. Epwarps. What percentage of the 17 percent would that be?

Dr. McCoxyerr. Mr. Chairman. I would have to supply that
information.

[ The information follows ]

During the period of Fisecal Year 1971 throngh 1973, we hired 269 (133) of
our graduating Co-ops (512). Of the 133 Co-ops hired 239, were minorities or
women. In FY 1972, the Agency's lowest hiring year in history, we hired 179
(31) of our graduating Co-ops of which 3% (1) were minorities, Considering
j')w phasing of the Co-op graduations and our difficult hiring position this result
18 not unexpected,

Mr. Drinan. We are hearing this because of the dismissal of Ms.
Harris. You said in October last that her dismissal was based on dif-
ferences of opinion on NASA’s equal opportunities and methodology.
I know we might hear testimony. %

Would you elaborate on the priorities that apparently she felt were
being neglected ? -

Mr. Epwaros. This matter is in court. We will ask Mr. .Johnson,

Counsel ?
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Mr. Jounson. The case of Ms. Harris is now in a formal proceed-
ing before NASA. Therefore, it is not appropriate for representatives
of NASA to talk in detail about the details and circumstances of the
termination of her appointment. However, this particular question
does not go into the circumstances of her dismissal, and hence may be
answered.,

Mr. Drinax. Tell me what other people say what you are doing with
other methodologies.

Dr. McCoNNELL, Congressman Drinan, that is a very interesting
question. I met and corresponded and talked with several well-known
evil rights and social action groups and indeed, just recently I met with
the Montgomery County Commission on Human Relations. I said if
there are operational programs and practices and procedures that we
are not pursuing and should be pursuing, please let us know what they
are. We are willing to try anything that is conscientiously recom-
mended. I have received no responses of any kind. I have said that if
the problems are operational, let us sit down and talk about it. Indeed.
[ had very long meetings with the Leadership Council on Civil Rights
and the National Organization for Women. We talked about the var-
ions operational programs and our goals and timetables for recruit-
ment. Mr. Drinan, we asked that very question you asked and I have
not. received any response to it. Congressman Drinan, we have made
progressive steps, and there will be more. But we have not received any
constructive input from these groups though we have asked.

Mr. Drixax. Concerning the 40- or 50-page report, do you have
any reaction to that?

Dr. McCon~ErLL. I think the 40- or 50-page report reflects the view
of the authors and their experiences in conducting the NASA program
at that time. I think the report accurately reflects that.

Mr. DriNaN. It is accurate ?

Dr. McCox~ELL. I would say that it reflects their opinions.

Mr. Drixan. You make out a very good case here and one reading
this would say they are doing the best they can. The report. seeks
answers, and how do you react to the recommendations?

Dr. McConNELL. Not specifically, Congressman.

Mr. DriNaxn. Generally ?

Dr. McCoxneLL. Yes; I can answer generally.

Mr. Drixax. Why not specifically ? Just give us a specific.

Dr. McCox~eLL. There were four recommendations as I recall in
that report. One said that the EEO program should be exempt from
all budget and personnel restriction. Well, every program manager
would like that kind of freedom but I do not think that is realistic.
And I do not think it good judgment to sugeest such a course seriously,

We certainly feel the need for additional budget and personnel. As
we have identified those needs we have gone to the Administrator with
specific, well-thought-out requests. We have not gotten everything we
have asked for, but we have gotten most of it. I think every program
at NASA is in the same position. ’

Mr. Drixan. That is one specific recommendation.

Mr. McConNErL. A further recommendation is that there is a review
of all EEO officers and personnel in the program.

As a program manager, I am continually reviewing the qualifica-
tions and performance of the EEO people. '

H-3TT—T5——4
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AMr. Drixvax. That meant a special effort.

Dr. McCox~erL. T believe you asked my opinion and T am saying
that as a manager of EEO programs it is my opinion that the people
in the program meet the requirements,

Mr. Drinax. Go ahead. so T ean understand.

Dr. McCoxxevn, Another was that the total program be centralized
as a headquarters operation.

In my opinion, the management of the program is a crueial issue.
We must involve line managers, the people who do the hiring and
promoting of NASA employees. The EEQ offices are staff offices no
matter where they report. It is erucial that line managers be involved
and be held accountable for EEQ progress.

We have taken very positive steps to involve line managers. For
instance, line managers are being called upon to set specific ‘rml-\ and
develop unit action plans for their organizations.

I feel the EEO program must be where the people are. There are
1.500 people in the headquarters and 24,000 people in the field. We
must get managers intimately involved where the people are. When
we have done that then we can see if further centralization is needed.

The last recommendation was that I be transferred to a new assign-
ment. I certainly have not implemented that recommendation myself.

Mr. Drixan. All right. Thank vou very much.

Mr. Epwarps. You are a physicist ?

Dr. McCox~ern. Mr. Chairman. T am a mechanieal engineer by
professional training, but ronghly since 1961 T have been active in civ il

rights and community rights efforts. and the Civil Sorviee ¢ ommission
takes full account of that. The qualifications for the 160 series gives
eredit for voluntary community work.

I would like to say, Mr. Chairman, that when approached with the
assienment T did do considerable soul searching and I think it is a
resulf. of that that T did accept a change, a very drastic change in
my work. T think T meet the qualifications for this job: it is demon-
strated by my backeround and by my managerial ability in my work
at NASA for 17 years.

Mr. Epwarps. Is NASA sensitive fo the fact that in all its sea of
white male faces that there has never been for television viewers any
indication that we are a multiracial society. that we have a rich mix-
ture of races and kinds and that there are also many women in Russia
which has women astronauts. The only females we put up in the air
were two spiders and a monkey.

You recall the context of that time the President stated the objec-
tive was to land a man on the Moon within this century, and there was
a oreat deal of technical work.

Are there some astronauts in training ?

Dr. MeCoxnern. There is a class of astronauts. The eurrent number
is about 40. There have been no astronaut selections since 1967.

I might add, in that regard, that NASA is taking affirmative steps
to make sure that the next selection will inelude minorities and women.
The space shuttle will be operational toward the end of the 1970's.
Instead of just test pilots there will be seientific erew members on the
Shuttle. hlmttlo systems are being designed to accommodate women,
and NASA will take affirmative steps to assume that minorities and
women have equal opportunities to take part in the Shuttle program
just asthey do in other scientific work here on Earth,
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I will say further that we are developing a program to assure that
minorities and women will be in prime consideration for astronaut
selection,

Mr. Ebwarps. But you say you have a class of 60 in existence during
the Apollo program, and the number has dropped from 607

Dr. MeConnNeLL. The exact number is 37.

Mr. Epwaros. Are there any women in that ?

Dr. McCon~eLL. To my knowledge, no.

Mr. Epwarps, Were efforts made ?

Dr. McConNevr. I deferto Mr., Shapley.

Mr. Suavrey. The last time astronauts were chosen was in 1966 and
1967, At that time we were in the Apollo program. As a result of the
cutbacks in the space program since that time the number has been
cut down. There has been a surplus of astronauts, so the question of
selection has not arisen since that time.

We have taken the measures that Mr. McConnell referred to, to
assure that both minorities and females are available as andidates
for astronauts in the next selection.

Mr. Epwarps. This has been conducted with the HEW and T just
want to ask you simply, what can we do that will assist you, The eivil
rights problems are less visible and less abrasive elsewhere.

What can we do to strengthen civil rights of minorities or women ?
Now. I just want your reaction as to what we. the committee, could
1
L0,

Dr. McConyerr. 1 think there are a number of things. As I sit here
IF'think there are some things which presently have adverse effects on
wonien. Iam stating my personal opinion, but as we consider veterans’
preferences, we see there are conflicts, It is desirable to employ vet-
erans and also desirable to hire women, but as we look at the history
of the United States we see that women have not been in the military
service in numbers as great as the men, and that as we go to employ
people from registers we see that it is difficult to reach women. It is
desirable to employ women, but veterans have a preference in the hir-
ing practice and that has a st rong effeet. So T think we should do some-
thing about that.

Mr. Epwarns. Coming back to recommendation No. 1, which vou
brought up again on budgetary restrictions, wonld you need substan-
tial budgetary resources?

Dr. McCoxxerr. Yes. NASA is under very severe restriction. We
have undertaken several initiatives and we do not see any more new
starts during the next 6 months to a vear.

Mr. Epwarns, Do vou need more money or don’t yon?

Dr. McCoxNELL. The answer is I need more money. That is pre-
ciselv what T mean. )

Mr. MeCrory. T think it is unlikely that this Congress is going to
appropriate for NASA. but in view of the budget cuts you have expe-
rienced and the reduction in personnel, I think you have done a tre-
mendous job in including minorities and women. and if we are talking
about reallocating the funds for astronauts or letting contracts for the
implementation for the space laboratory, the Skylab, but T think it
woeuld he very difficult for us to substitute in meeting your budgetary
requirements,
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Dr. MoCoxxeun. If I may comment on that, I can simply say to this
committee that we will look into any suggestions and do anything we
can do to improve equal employment opportunities at NASA,

Thank you, Mr, Chairman. I will just briefly review the remainder
of my statement.

In the upward mobility program, we reeruit people from deadend
positions. and provide them with training so they may assnme posi-
tions with career potential. We also have underway a program to iden-
tify men and women for special management development, education.
and training, and indeed one program I am particularly happy abou
is the NASA aerospace fellowship program. NASA will fund the aca-
demic costs for minorities and women in colleges. This is a pilot pro-
gram, and we are at this very moment working on arrangements with
minority and women’s colleges and universities in this regard.

Finally. in the graduate internship program. participants will con-
duct research at a NASA center and receive a master’s degree after 2
years. They will be exposed to NASA and at the conclusion of their
program will have an opportunity to choose a career with NASA.

In addition to these, we have taken specific steps to ventilate areas
in NASA. We have broadened the composition of the various com-
mittees. The management development edueation panel, and the incen-
tive awards boards which recognize ability, now have minorities and
women 28 members.

We are forming a group of employee elected representatives to meet
periodieally and divectly with the Administrator and I think here is
a kev point. We are involving management in monitoring EOI* antl
implementing and reporting the results of those programs to top
management.

May I just divert a moment to say that we have to get accountability
on the shoulders of the people who do the hiring and the promoting.
We have to get accountability by management and T think this is the
major change taking place under the EOP program.

To further involve line managers in the program we are developing
unit nlans so that major elements within our research centers will be
developing affirmative action programs. And finally to close, we have
formed an Equal Oppertunity Council to bring center management
into the EEO funetion. We have a coordinating board and director.

Regarding our 16-point program, a full-time position for Spanish-
speaking program coordinator has been established in my office and
part-time positions established at the field centers. We have held train-
in~ sessions for them with the Civil Service Clommission.

Mr. Epwarps. Have those people been appointed, the full-time
Spanish speaking?

Dr. McCoxxenr. The 16-point program coordinator was appointed
recently and then transferred to the Department of the Interior. A
rating panel has just recently met to seleet his successor.

Mr. Burrer. You had six and now you have five

Dr. McCox~grr. That’s right. That is correct, Mr. Butler. Tt is not
to the figure 16 that NASA coordinated the EOP program for.

Mr. Epwarns. On page 20 you state that you have established a full-
time women's position in your office ?

Dr. McCox~ern. That’s right.
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Mr. Epwagros. Who has that job? ‘

Dr. McCox~err. That job is being filled. We had 82 applicants, and
the paper work has held us up but we expect to appoint someone
shortly. _

[The prepared statement of Dr. Dudley G. McConnell follows:]

STATEMENT oF DR, DUDLEY G. MCCONNELL, ASSISTANT ADMINISTRATOR FOR EQUAL
OFPORTUNITY PROGRAMS, NATIONAL AERONAUTICS AND SPACE ADMINISTRATION

Mr. Chairman and Members of the Subcommittee :

I am pleased to have this opportunity to discuss NASA's Equal Opportunity
Program with you this morning.

The goals of the NASA Equal Opportunity Program are:

1. The removal of diserimination in fact and appearance ; and

These goals apply to the two principal Equal Employment Opportunity (EEO)
functions within NASA :

1. The internal EEO program for NASA's civil service employees; and

2 The Contract Compliance Program for NASA's contractor employees,

Before discussing these programs in detail, 1 wonld like to mention very briefly
two closely related programs which contribute to the opportunities NASA affords
wminority cominunities: NASA's Minority Business Enterprise Program and
NASA's research programs at predominantly minority colleges.

THE MINORITY BUSINESS ENTERPRISE PROGRAM

Considerable achievements are being made in the NASA Minority Business
Enterprise Program. During FY 1978 NASA awarded $8.5 million in contracts set
aside for minority enterprises. This represents 3.9 percent of the total of such
pwards by all Government agencies, In FY 1972 the comparable percentage was
21 percent. Since the initial contract awarded in June 1970, NASA has chan-
neled a total of $13.2 million to minority firms as follows :

Contract
actions Value

$76, 909
1,399, 530
3,222,050
8,514, 542

13,213,031

NASA's stated goal for FY 1974 is to award $11.0 million in contracts set aside
for minority firms.

Attached as Exhibit 1 is a comparative analysis of minority contracts by
civilian agencies of the Federal Government for the period FY 1969 through
FY 1973. It indicates that among 25 such agencies, NASA ranks fifth in total
dollars awarded. My office has worked and continues to work very closely with
the Minority Business Office.

RESEARCH PROGEAMS AT PREDOMINANTLY MINORITY COLLEGES

Again in close coordination with my office, the NASA Office of University
Affairs has greatly increased its research grants to predominantly minority
coulleges and universities. This will help to develop a pool of qualified candidates
in research from which NASA can recruit. The dollars involved and the number
of aniversities are as follows:




Amount Universitis

$358, 000
649, 0
829,
89
e i 1, 378,
1974 (estimated). . ey : g ; 2. 000, 000

Now to the formal equal apportunity programs,

CONTRACT COMPLIANCE PROGRAM

Sinee 1970 NASA has had responsibility for the EEO compliance of NASA
contractors operating on or near NASA Centers. Unlike some of her agencies, NASA
does not have industry-wide compliance responsibilities,

The organization of NASA's Compliance Program reflects the uature of its
compliance responsibility. There is a Contract Compliance group on the EE(Q
staff at each installation to conduct the compliance operation for those con-
tractors on or near the installation. The only exceptions are Flight Research
Center, where the contractors are monitored by the Compliance staff at Ames Re-
search Center, and NASA Headgnarters where these contractors are monitored
by the Compliance staff at the Goddard Space Flight Center,

NASA currently has responsibility for 260 contractors employing some 45,219
employees as of December 31, 1973. The Agency Compliance staff numbers 22
professional positions—ineluding the Compliance Division of the Office of Fqual
Opportunity Programs (OEOP). Data recently published * by the Department of
Labor show that NASA expends the most hours-per-contractor employee of any
compliance ageney. NASA also expends the most staff time per contractor review,
This is partly due to the local nature of NASA's compliance responsi
nevertheless indicates a desire to do thorough, effective complianee reviews
heart of the compliance function.

How well has NASA performed this funetion to assure participation of minor-
ities and women in the confractor work force?

Uniform and consistent statistics on the contractor work force have heen
gathered since 1971. This data is summarized in Exhibit 11, There has been ;
continuous inerease in the number of minorities employed even though the ove
work force has deereased. Minority employment went from 11.8 percent to 15.0
percent of the total (a net increase of 763 positions) while the total number of
jobs decreased by over 6,000. There have been notable increases in minority
pvercentages among Officials and Managers (3.49% to 5.4%) : Pre ssionals (5.99
to 8.19% ) ; Technicians (10.29 to 15.5% ) : and other white collar johs,

The proportion of female employment increased from 15.7 percent to 19.0
percent (a net increase of 560 jobs) despite the overall decrease of 6.000 Johs,
Here, too, there were noteworthy increases among Officials and Managers, (2.1%
to 3.99%) ; Professionals, (5.5% to 8.49,) : Technicians (8.5% to 11.6% ) and other
white collar jobs.

The only percentage decreases took place among Unskilled Laborers for women
and Service Workers for minorities. These are the two lowest labor es nries
and. in all eandor, we have concentrated onr efforts to increase the participation
of women and minorities in the higher labor categories,

These aggregate statistics show appreciable progress bnt how do we judge the
performance of an individual confractor?

Key to this judgment is the numerical goals and timetables which the contr
tor develops and includes in his Afirmative Action Plan.

Government-wide policy on the interpretation and implementation of 1
goals was outlined in a poliey statement by Rohert Hampton, Chair ¥
Civil SBervice Commission: Stanley Pottinger, Assistant Attorney General; ¥
linm Brown, Chairman, Eqno! Em'svment Oprertunics Com sion : and Thilip
Davis, then Acting Director, OFCC, They stated that a goal is g numerical ohjec-
tive fixed realistically in terms of the nnmber of vacanecies expected, and the
number of qualified applicants available in the relevant job market.
e T A

' 'eral Contract Compllance Planned Program® published by DOL/OFCO Novem-
ber 9, 1973.
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T'o achieve aggressive goals, we encourage contractors to:

® Conduct extensive recruitment drives including the use of recruitment con-
sultants and advertising in media oriented toward women and minority groups.

® Offer fully competitive salaries needed to attract necessary qualified persons.

® Use the full amount of flexibility within company hiring and retention
policies,

Thus, the determination of an individual contractor's compliance is based on a
judgment of his good faith efforts. The compliance staff reviews the ageressive-
ness of the goals in terms of the projected hiring and turnover rates, progression
patterns, and so forth. Then there is a judgment of how hard the contractor works
to achieve the goals.

In NASA, the Compliance staff on site at each field installation coutinually
monitors the contractors at that installation to assure their compliance. NASA
practice is to review each contractor at least twice a year to see that the contrac-
tor is living up to the commitments he has made, This continual surveillance is
possible beeanse of the local nature of NASA's Compliance responsibility. This
practice of continual surveillance is, as far as 1 know, unique in government.

To snmmarize, the field Compliance staff monitors the contractors at t(heir
installation,

The Contract Compliance staff of my office provides expert training, guidance,
direction, and coordination to the field staffs, For example, the field staffs at-
tended a four-day training seminar here in Washington this past fall. The pur-
pose was to bring the staff up-to-date on recent Office of Federal Contract C‘om-
plinnee (OFCC) regulations, interpretations and data requirements, Depariment
of Labor (OFCC and the Women’s Burean) personnel presented sessions on con-
dueting comprehensive compliance reviews, A resource person from the Equal
Employment Opportunities Commission (EBOC) presented a session on the in-
vestigation of diserimination complaints.

The Department of Labor has recently issued revised data reguirements and
procedures for condneting compliance reviews. Therefore, it will be necessary to
conduet a follow-up training seminar for field compliance staffs—probably at
one of NASA's centrally located installations.

In addition to training, the Compliance Divigion of my office issues day-to-day
guidance and direction to the field. For instance, final determinations of com-
plinnee are made in the OBOP Compliance Division after review of the on-site
reviews and data assessments done locally. Thus, the Compliance staff of my
office ig ultimately responsible for NASA’s compliance progress,

The vear 1974 will see the implementation of a special afirmative action hiring
plan for Shuttle construction of facilities at the Kennedy Space Center. Our aim
is to assure the utilization of minority employees on the construction work
force. To that end, hiring goals have been included in the bid conditions and con-
tractors wishing to participate in the project will have to accept those goals, The
goals =0 far developed apply to the earth-moving portion of the construction. Onr
task this yvear will be to develop goals for the remaining more complex portions
of the project.

This goal development projeet is being condueted by Mr. Guy Arnetf, the most
experienced compliance officer in NASA. Mr. Arnett has been in the compliance
program sinee 1963,

In addition to all of the responsibilities mentioned above, all appointments
to the field EEO staffs, including the compliance stalfs, must have the con-
currence of my office.

NASA's INTERNAL EQUAL OPPORTUNITY PROGRAM
INTRODUCTION

NASA currently has the lowest percentage of minorities of all government
agencies: The incidence of women in professional categories is also much lower
than the rest of the Federal Government, While it is trne that the NASA work
force is quite different from the rest of the government, and while it is also troe
that NASA has Dbeen in a reduction mode sinece 1967 (having decreased onr
employment from over 34,000 to under 26.000), it is nevertheless troe that NASA
should be well ahead of its eurrent position.

Over the last two years NASA has shown some small progress even though
NASA has been in a reducing mode. Of the hires that were made, minority hires
well exceeded the current minority percentages. The record of minority hires
by fizeal year has been as follows: 10.3% in 1971, 18.2% in 1972, and 16.3% in
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1973. As a result of these new hires and with the overall reduction of people, the
minority percentage of permanent employees has increased as follows -

Permanent
June 1972 S

June 1973 5.2
December 1973 5.6

It is nevertheless obvious that NASA urgently needs a greater rate of progress.
The differences in work force composition between NASA and other agencies
should not be seen as obstacles but rather as challenges, These differences point
out the directions in which we should move, The challenges become the objectives
of the EEO program.

CURRENT PROGRAMS AND FUTURE PLANS

Ot of a sense of urgeney that NASA must drastieally speed up its EBO prog-
ress, we have elevated our EBO program to the top level of Management Ob-
jectives in NASA's management system. This means that progress toward our
Equal Opportunity goals is now receiving the same close and continuing atten-
tion of NASA top management and the entire NASA management structure
s NASA’s major technical objectives. Specific EEO milestones for calendar
year1974 are:

T'o achieve at least 6.1% minority employment

To place at least 80 minorities in professional positions

To place at least 80 women in professional positions

To prevent a Technology Transfer Seminar to minority businesses

To prepare affirmative action hiring goals for Shuttle construction of faecilities
in FY 75 and beyvond.

The achievement of these minority and female hiring goals will eall for 209,
each of expected professional hires to be women, This should be compared with
NASA's hiring performance in FY 72 when 7% of the professional hires were
minority and 10% of the professional hires were women. Thus the goals for
CY 1974 will require dramatically increased efforts all across NASA. I will come
back to this point when I disenss NASA's recruitment programs,

NASA's aim in presenting the Technology Transfer Seminar is as follows:
We in NASA have had a technology transfer program for about ten vears to
help space technology to find useful applications in the national economy. There
is, however, a need to devote more attention in the program toward minority
husinesses, Thus we have developed an arrangement with the Office of Minority
Business Enterprise (OMBE) of the Department of Commerce, Under this ar-
rangement, NASA (and hopefully other government agencies) will display tech-
nology developed in various mission programs, and present various methods
such as patent waivers, licenses, and so forth by which business persons can
gain access to that technology. OMBE will then explain its resources for assist-
ing in financing, market studies, and other product development areas. Our joint
aim is to assist minority businesses to make the transition from providing serv-
ices to manufacturing marketable produets,

Now let us discuss some of the programs NASA is conducting to assist in
achieving the milestones.

Coordinated Reeruitment.—The Office of Personnel has developed and is im-
plementing an Agency-wide reeruitment program specifieally aimed at identifica-
tion and recrnitment of minority and female candidates for professional posi-
tions in NASA. A full-time staff in Headquarters will coordinate this effort. Six
field Centers have reeruiting responsibilities. Teams of recrniters, including mi-
nority and female employees, will be involved in contract ing potential candidates,
connseling them In Government hiring procedures, assisting them to take the
steps necessary to establish eligibility, and, of course, selling the eandidates on
joininr NASA,

Cooperative Education (Co-0p) Program.—Under this program, students alter-
nate semesters at school and working at a NASA installation. The work experi-
ence augments their formal study. The Co-op Program has, for a long time,
been a prime source of highly qualified employment candidates for NASA. We see
the program as helping to increase the flow of minorities and women into tech-
nical fields where there is a current searcity, Thus NASA has sought to increase
minority and female participation in the program. Our enrollment statistics
have been as follows ;
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[In percent]

June 1974
Jupe 1972 (projacted)

Minorities. ... _. : S TS =l (T ¢ 4.3
o TR T e i s A 16.8

We have increased the number of predominantly minority schools partici-
pating in the program from 16 in 1971 to 44 in 1973.
The overall size of the program is increasing like this :

Enrollment :

719
’ 798
Fiscal year 1975 (projeeted) oo oo ___ RS T e 950

Uptcard Mobility Program.—In addition to recruitment from outeide, ‘we
ulso seek to move ecurrent employees to higher positions in NASA. NASA has
received Civil Service Commission approval of three specific progrias— Spe-
cialty Training for Entry Professionals (STEP), Growth Opportunities (GO) :
and CROSSOVER. These programs will allow persons to move out of dead-
ended jobs and enter other jobs which have opportunities for career enhance-
ment. Commission approval allows NASA to waive certain experience criteria.
The STEP and GO programs have been conducted at NASA Headgnarters,
During CY 1973, sbout 89, of Headquarters professional positions were filled
through Upward Mobility. The Affirmative Action Plans of all of onr field in-
stallations call for implementing combinations of the programs during 1974

ldentification of Women and Minoritics for Management Development —A
special effort is underway to identify persons Tor management developient
training, Listings of female and minority employees will be maintained by our
Managzement Development Education Panel. The Panel, the Office of Fqual
Opportunity Programs, and the Young People's Subcommittee of the Perso el
Manugement Review Comuittee will ali identify training programs and oppor-
tinities for persons identified.

Finally, there are two new pilot programs T would like to mention.

The National Aerospace Fellowship Program.—The aim here is to encourage
minority and female students to undertake aerospace careers. Thus NASA w
award 20 scholarships of $§2,500 per year to Junior and Senior college stndents.
The students will be invited to spend two summers working at 8 NASA labora-
torv—again to augment their academic training. This program was jnst
cently approved and we are working out arrangements with several univers
right now.

NASA Graduate Internship in Aerospuace Technology.—Our Ames Reseqrch
Center is conducting a small pilot program in conjunction with several
universities. Under this program outstanding, graduating, college senio
citically including minorities and women, will be selected for two ¥
graduate study and employment at Ames. Doring this period they will wor
professional science or engineering positions and also earn a Master's
They will spend brief periods at other installations to learn the full ranee
NARA programs. At the end of the two-year period, snecessful graduates of the
program will then enter a broad range of programs throughont NASA and will
have the opportunity to compete for advancement to leadership positlons, in-
cluding astronant corps when selections of future astronants are made

In addition to these speeifie programs, we have taken sienificant s eps to
prepare NASA's infra-structure for greater EREO progress. We have broadened
the composition of several key committees and boards:

The Personnel Management Review Committee now includes n minority and
A womain;

The Management Development Education Panel now includes three o ployee
members. The total panel includes two women and two minorities: and

The Incentive Awards Board will include the Federal Women's Program Coor-
dinator and the Assistant Administrator for Banal Opportunity Programs,

Here in Headquarters, we are forming an Employees EEO Advisory Group
composed of employee elected representatives to meet periodically with the
Administrator to make him directly aware of their views,

Just as importantly, we are involving line management directly in the planning,
implementation, and monito:’ 12 of the REO Program. Under NASA's new orga-
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pizational structure, the Associate Administrator for Center Operations will be
responsible for implementing EEO policy and programs for reporting the results
of the programs to the Administrator, and for participating in the assessment of
NASA’s progress, By this means we aim to get EEO accountability on the
shoulders of Agency line management who do the hiring, the promoting, and the
expenditure of resources. Consequently, accountability will flow downward from
the Associate Administrator for Center Operations to the Installation Directors,
Managers and Supervisors,

To further motivate and involve middle level line management, we are imple-
menting a system of Unit Aetion Plans. Thus, in addition to the formal Ageney and
Installation Affirmative Action Plans, major organizational units within instal-
lations will also develop Action Plans keved to the hiring, promotion, and
training requirements and capabilities of their units, These unit managers will
then individually be accountable for EEO progress. Unit managers will thus be
motivated to take part in EEO planning and monitoring.

Finally, to close the management loop, we have formed an Agency Egnal Oppor-
tunity Council to consist of the Deputy Ceuter Directors, the Agency Federal
Women's Program Coordinator, four employee representatives and myself. This
conncil will serve to develop and implement EEO policies and programs and to
keep Center management informed on the various initiatives.

That is quite a long list of programs. During the remainder of the year, I do
not expect any more new initiatives but rather I expect to concentrate on imple-
menting and solidifying our new gains. We have lots of internal areas to work on
<ueh as staffing and training which, though not glamorous, are essential to a well-
run program, For instance, we will hold an Aflirmative Aection Plan Development
and Tmplementation Workshop later this spring. Deputy Center Directors will
attend and bring the key members of their EEO and Personnel staffs to the
workshop. Out of this we hope to build more effective EEQ planning, program-
ming and management teams across the Ageney.

Again, on building the infra-structure of our program, we must make sure
that our initiatives are relevant to the special concerns of women and the
Spanish-surnamed—these are special emphasis portions of the NASA EEO

Let me ontline these areas briefly. Regarding the Federal Women's
Program: A full-time position has been established in my office, in addition to
the Federal Women's Program Coordinators at each NASA installation. These
Coodinators meet with and counsel the women at their Centers; they participate
in the development and implementation of Affirmative Action Plans; they receive
diserimination complaints; and in many instances they coordinate Women's
Program Advisory Committees in each Center.

Regarding our 16-Point Program: A full-time Spanish speaking Coordinator
position has been established in the Office of Equal Opportunity Programs, with
Ageney-wide scope and responsibility Coordinators have also been appointed
at each of our field installations to sure that all of NASA's HEO programs
and policies are relevant to the concerns of Spanish speaking Americans, NASA
has conducted training seminars for these coordinators in conjunction with
the Civil Service Commission and the League of United Latin American
Citizens (LULAC).

Just as importantly, Spanish speaking personnel are joining the professional
EEO staffs at NASA field installations in pesitions not exelusively related to
the 16-Point Program. Five Spanish speaking persons entered full-fime EEO
positions in the last six months. NASA's intention is to conduet a comprehensive,
coordinated, and integrated Bqual Opportunity Program, rather than separate
programs in which various ethnic or culfural minorities would compete for
resonrees and management attention.

NASA has also made a special effort to recruit at universities having significant
numbers of Spanish-surnamed students. During 1973, 16-Point Program Co-
ordinators participated in Government Career Information Days at the follow-
ing universities: New Mexico State, Las Cruces, New Mexico, University of
Texas, Kl Paso, Texas University of New Mexico, Albuguerque, New Mexico
Highlands University, Las Vegas, New Mexico,

Mr. Chairman, you will note that NASA has neither excnsed its performance
nor simply promised to do better. We have rather reported on specific prograins
and initiatives. We in NASA see the current situation as an urgent challenge.
Our aim is to increase substantially the participation of women and minorities
in all of NASA's programs. That is the basig on which we expect to be evaluated.

Mr. Chairman, this concludes my statement.
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EXHIBIT |

COMPARATIVE ANALYSIS OF SEC. B(a) MINORITY CONTRACTING—A PERCENTAGE OF TOTAL 8(a) CUMULATIVE
AWARDS, FOR THE PERIOD FISCAL YEAR 1969 THROUGH FISCAL YEAR 1973
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Mr. Epwanns. Our next witness is Mr. Moritz.

Mr. Morrrz. I desire to submit my statement.

Mr. Epwarps. Has it been covered ?

Mr. Morrrz. The material is very straight forward.

Mr. Epwarps. Without objection we will include Mr. Moritz' state-
ment in the record.

[The prepared statement of Mr. Moritz follows:]

SPATEMENT OF BERNARD MORITZ, ASSOCIATE ADMINISTRATOR FOR ORGANTZATION
AND MANAGEMENT, NATIONAL AERONAUTICS AND SPACE ADMINISTRATION

AMr. Chairman and Members of the Subcommittee: I am pleased to participafe
at your request in this hearing on the equal employment opportunity programs of
NASA,

Over the years NASA’s responsibilities in the EEO area have been executed
through various organizational modes. It will be helpful to the Suljeoimpliiee,
I believe, to trace briefly the evolution which has ocenrred.

First, 1 will describe the chronology of the organizational seftings for the
contractor compliance portion of NASA's EEO programs. In 1963 the NASA
Director of Procurement was immediately and directly responsible for contractor
compliance, a program subject to the overall direction of the Deparfment nf
Labor. However, the Director of Procurement’s authority was actually exerci
through a delegation to the Department of Defense, which deals essentially with
the same contractors as NASA, NASA reimbursed the Department of Defense
for the services it provided.

In 1970, with the agreement of the Department of Labor, NASA undert
to perform confractor compliance operational responsibilities at its own ins
tions. At this time the Director of Procurement retained responsibility in this
areq. In February of 1971 the responsibility for contractor complianee was trans-
ferred to NASA’s Industrial Relations Office, which already possessed resHou-
gibility for labor relations mafters. This change was expected to permit greiter
emphasis on contractor complinnce affairs and to enhance the objectivit) th
which operations were performed by separating them from the purchasing
function.

To further promote these objectives and to achieve economy in the admin-
istration of NASA’s principal EEOQ programs, the contractor complianece and
Civil Service equil employment programs were merged on September 1, 1971,
in the creation of a new organization, the Equal Employment Opportunity Of-
fice. That office was headed by a Director who reported for general administra-
tive purposes to the Associate Administrator for Orzanization and Management.
The Director retained his assignment as NASA's Contract Compliance Officer;
in that capacity he had direct access to the Administrator. Since April 1973
the head of the BEqual Opportunity Office no longer reports to the Associate
Administrator for Organization and Management but directly to the Admin-
istrator as discussed below.

Now I will turn to NASA civil service equal employment opportunity matters,
for which the Civil Service Commission bears government-wide responsibi :
The NASA Director of Personnel was NASA's EEO Officer during the period
of the mid-sixties. Subsequent to the ereation of the Office of Organization a1
Management, the Associate Administrafor for Organization and Mar
became NASA's EEO Director on July 1, 1969. However, the Director
sonnel continued to be the official actually responsible in an operationa
eity for NASA’s internal EEO program. On January 27, 1970, he was formally
designated as the NASA EEO Deputy Director.

On September 1, 1971, as has been mentioned above, the new Equal Employ-
ment Opportunity Office, organizationally within the Office of Organization
and Management, assumed operating responsibility at NASA Headquarters for
NASA’s internal equal emnloyment oppestunity prozram and its contractor
compliance program. The Deputy Director of thaf Office was also nawmed Di
rector of NASA Equal Employment Opportunity—the civil serviece portion of
our program, In the latter capacity the Deputy Director had direct access to the
Administrator. Formalities regarding the establishment of the EEO Office were
completed on Mareh 15, 1972, with the issuance of a directive giving the Asso-
ciate Administrator for Organization and Management authority as to EEO
policies and procedures, and authority to render final decisions on complaints




of discrimination. In April, 1973, in order to raise the organizational setting
for NASA's BEO programs to a level reporting directly to the ._\(hnillisrmtur. a
new position designated as Assistant Administrator for Equal Opportunity Pro-
srams was established, and final authority for EEO matters was assigned to that
official to act for and on behalf of the Administrator.

Since reference has been made to NASA's Hqual Opportunity Council and my
association therewith, it may be helpful for me to deseribe the background for
the creation of that body and its responsibilities. The Council was created on
May 18, 1972, to review, advise, and recommend to the Deputy Administrator on
implementation of NASA's equal employment opportunity program. The initial
membership consisted only of members from NASA Headquarters, with me as
Chairman and Dr. Dudley G. McConnell as First Vice Chairman. The member-
ship covered all of the large offices in the Headquarters, including those having
institntional responsibilities for NASA’s installations. As Chairman I served
fur one vear. With rhe establishment of the Office of Assistant Administrator
for Bqunal Opportunity Programs changes in the Council membership were in
order, Membership has been expanded recently to include certain NABA em-
ployvees loeated at its field installations.

From May 5, 1969, to September 18, 1970, I served as Acting Associate Admin-
istrator for Organization and Management. From September 18, 1970, to the
present, my position is that of Deputy Associate Administrator for Organization
and Management. Accordingly, many of the organizational assignments and
changes which are deseribed above were accomplished during a period in which
I was involved. T will be glad to respond to any questions the Subeommittee may
have with respect to matters set forth above or to related matters of which I am
kunowledgeable.

This concludes my statement, Mr, Chairman.

Mr. Epwarps. Our last witness is Dr, John F. Clark, Director of God-
dard Space Flight Center.

TESTIMONY OF DR. JOHN F. CLARK, DIRECTOR, GODDARD SPACE
FLIGHT CENTER, NATIONAL AERONAUTICS AND SPACE ADMIN-
ISTRATION

Dr. Crarg. Mr. Chairman and members of the subcommittee,
[ thank you for this opportunity to describe the activities of the
Goddard Space Flight Center (GSFC) in the field of equal employ-
ment, opportunity. 1 it is agreeable with the committee, I will submit
my entire statement for inelusion in the record and will now present
a summary of that statement in order to conserve time.

The Goddard Space Flight Center began operations in May 1959 as
the first U.S. research and development laboratory to be constructed
solely for the exploration of space. We began operations in the hectic
atmosphere of the Nation's reaction to the challenge represented by
Sputnik 1. The original Center staff was composed of employees trans-
ferred from other Government agencies in which scattered efforts to
explore space had been initiated, This original core was supplemented
by individuals coming from widely dispersed sources: industry, uni-
versities, private research labs, the Armed Forces and Goyernment
ageneies, and was made up of thousands of persons with related skills
and intense interest in space exploration. During this period, while no
one had time to practice discrimination, there was also little time for
concern with what are now referred to as affirmative action plans. We
reeruited experience where it existed and, unfortunately with the
heavy emphasis on scientific and engineering positions, there were few
women or minorities possessing the experience we required.

Now that the Center and 1ts programs have reached a stage of
maturity, we are giving more attention to the composition of our work
force. Times are changing; this is reflecting, both in the Government’s




policies and in the interests and attitudes of our employees. Beginning
in the summer of 1967, spontaneous employee group action prompted
successful cooperation with management on fighting diseriminatory
housing practices in our community. This was followed by consulta-
tions with employee groups resulting in the establishment of the Cen-
ter's Equal Employment Opportunity Council which consists of the
senior members of line management pius minority representatives. and
15 chaired by the Associate Deputy Director for Management. The
Council is charged with overviewing our EEQ program. Following
this, the Center recruited its first full-time equal employment oppor-
tunity specialist. We now have six positions committed full time to this
work plus a number of part-time professionals working with the Fed-
eral women’s program, the 16-point program and other EEO activities.

As the professional equal employment opportunity staff, the sup-
porting groups, and the Goddard management undertook the commit-
ment to affirmative action, we encountered to our dismay a number of
environmental factors that you should be aware of. First, our declin-
ing personnel ceiling, which reflected the declining ceiling of the
Agency, coupled with hiring freezes and reductions-in-force have
seriously reduced our normal hiring rates. This has made more diffieult
our attempts to change the composition of an existing work foree. Ad-
ditionally, the average grade cons!raints placed on Goddard made
those jobs which did become available less attractive to minorities and
women, groups who were being very competitively recruited by in-
dustry or expanding Federal agencies.

In our case, recruiting and retaining minorities has been further
complicated by our physical location. We are a field center located on
the periphery of the Washington metropolitan area, facing the faci
that Federal headquarters type organizations in downtown Washing-
ton have grade structures which are higher and more attractive io the
more desirable professional women and minority candidates.

Today scientists, engineers and technicians comprise 64 percent of
our employees. We anticipate a turnover of only 86 people in 1974
from this portion of our work force. We must depend for more rapid
change upon the other one-third of our staff : The professional admin-
istrative, clerical and wage grade employees of which we will hire
about 200 this year. More than half of that number will be clerieal
hires. In this skill area lies our next most difficult problem; convine-
ing minority clerical candidates to work at Goddard. When they
balance travel time and cost against equivalent or higher paying jobs
in town, few of the young minorities are interested in Goddard. To
date we have been unable to secure any public transportation which
would make commuting by other than private automobile a practical
possibility. With the gasoline problem, this situation has worsened.
Despite the problems T have enumerated which we have been experi-
encing over recent years, there has been an upward trend in the
percentage of minority employment in our fotal work force. One of
our most difficult problems has been retaining those females and
minorities who are recruited. The relatively limited promotional op-
portunities at Goddard, due to average grade constraints, have made
offers from competing organizations extremely attractive to these in-
dividuals on our payroll. Although at this point in the year we have
reached a level where approximately 15 percent of our permanent
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professional employee new hires are minority and approximately 18
percent are professional female, we continue to ]1:1.\'(‘.l[lﬂll"\llf_\' in
impacting the total percentage of minorities or professional women
in the work force. This results both from the numerical limitations
on our hiring and the difficulty in retaining these hard-to-find indi-
viduals. While there is improvement shown in these statistics. we
know that we must persist and innovate in recrniting and retaining
minorities and women. We have therefore set some equal employment
opportunity motivated minimum hiring goals for calendar year 1974,
From a total of 275 intended hires, 28 percent will be in these cate-
gories with numbers as follows: 17 professional minorities, 28 profes:
sional females, and 33 nonprofessional minorities.

We also expect to add to the professional work force additional
women and minorities through a greater emphasis on the internal
movement. of nonprofessional women and minorities to professional
positions. We have therefore set as minimum goals for calendar year
1974 the advancement of eight nonprofessional women and four non-
professional minorities into professional positions,

We are focusing our recruiting activities on predominantly black
and female colleges. We also have visited five colleges with substantial
Spanish-speaking enrollment and one university with a substantial
American Indian population. Further, we are intensifying recruiting
efforts for our feeder programs (such as the co-op and Federal junior
fellowship programs) at predominantly minority and female schools.
Other aflirmative action steps being taken include :

(1) Continued involvement in special hiring programs for the dis-
advantaged ;

(2) The public service careers program which provides an oppor-
tunity for training low-skilled individuals;

(3) Continuing the summer aide program which provides employ-
ment. for approximately 110 predominantly black summer aides.

We will also contintie a number of special programs designed to
improve upward mobility for our employees, such as:

(1) The college level entrance program presently including 38 em-
ployees of which 16 are women and 2 minorities;

(2) The general education development program providing for a
certificate of high school equivalency. Last year there were 7 women
and 3 minorities out of a total of 13 participants;

(3) An introductory stenography course in which 6 of 18 partici-
pants were minorities

(4) The continuing education program (CEP-I) which provides
for evening academic courses at local universities related to a voea-
tional goal which can be utilized by NASA.

In addition to our existing programs in upward mobility, we are
scheduled to implement two new endeavors this year: :

(1) The STEP program which will provide a means for nonprofes-
sional employees in grades 5 through 10 to become entry level profes-
sionals with a 1-year tailormade training program. '

(2) The CEP II program which will provide for the attendance hy
nonprofessional employees at regular college courses for up to 8 hours
a week as part of their normal work assignment.

Beyond these activities directly relating to our civil service work
force, we have a number of programs involving us with the community
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outside Goddard. Of primary importance are those with colleges and
universities having predominantly minority enrollment. Beginning
with the award of research grants to five such institutions m 1969,
we have expanded our programs to 10 predominantly minority schools
to include additional grants, equipment and facility loans, summer in-
stitutes for both students and faculty and part-time employment for
students under the college work study program. Our three summer
institutes include the summer faculty program now in its fourth year
in cooperation with Morgan State College, the Institute in Computer
Applications conducted in conjunction with Bowie State College, and
the Summer Institute in Biomedical Research in Technology Utiliza-
tion conducted jointly with the colleges of engineering and medicine
at Howard University.

In the area of business and industry, we have an active compliance
program under which we monitor the equal employment opportunity
programs at 28 prime and 3 subcontractor facilities totaling 6,958 em-
ployees, This included condueting complaint investigations and pre-
paring quarterly ratings on Equal Employment Opportunity progress
for use in appropriate award fee contract evaluations. Sinee assuming
responsibility from the Department of Defense for this program in
1970, the contractor minority work force has increased from 16 pereent
to 21 percent and the female population has inereased from 17 percent
to 24 percent. We are particularly plensed that these increases are
reflected in all job categories rather than in just the clerical and tech-
nician areas. Our goal for the end of 1974 is 25-percent minority and
23-percent female. We have every expectation of achieving this tareet.

Another important aspect of our total equal employment oppor-
tunity program is the minority business enterprise program condueted
under section 8A of the Small Business Act. Here we contract with
minority-owned firms for goods and services required by the Center.
In fiscal year 1972 we made four contract awards totaling $152,000. In
fiscal year 1973 we were able to increase this to 15 actions totaling
$1,050,000. Our target for fiscal year 1974 is $1.3 million. We are
presently reviewing some of our larger procurements to determine
whether there are segments which could be broken out and set aside
for minority concerns.

Mr. Chairman, I appreciate this opportunity to present to the eom-
mittee a review of our aspirations, problems, and achievements in the
field of equal employment opportunity. I share with you a feeling of
concern and commitment to a program which must enable this country
to make maximum utilization of its human resources.

Thank you.

Mr. Epwarns. Thank you, Dr. Clark, for a most helpful statement.

Would you say the Goddard Center is the best in this area of equal
opportunity and employment programs?

Dr, Crark. I will defer to Dr. MeConnell.

Dr. McCoxyerr. 1 feel that Goddard Space Center has undertaken
very imaginative and creative programs. They have, on their own,
taken steps to move employees from nonprofessional positions to pro-
fessional positions. It is one of our newer Centers and from the begin-
ning has had a work force with a significant number of minorities in
high-level positions. However, Goddard must do much more to main-
tain its current position and I will not be satisfied until we have a work
force fully representative of minorities and women.

Mr. Epwarns. Do you have a day-care center?

Dr. Crark. Yes.
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Mr. Epwarps. Do any of the other Centers have such a day-care
center.

Dr. MoCox~eLL. Goddard is the only installation that has a day-
care center at present.

Mr. Epwarps. Is that true, Doctor ?

Dr. CLarxg. Yes,

Mr. Epwagps. I have no questions.

Mr. McCrory. Are we going to hear from Jo Marie DiMaggio?

Dr. McCoNNELL. Not at this time. T believe Ms. Benita 1dwell is
here to assist Dr. Clark.

Mr. McCrory. Does she look after the women’s interests there ?

Dr. Crarx. She is the Assistant Chief at our Manpower Utilization
Division.

[The prepared statement of Dr. John F. Clark follows |

STATEMENT oF DR. JoHN F. CLARK, DirecTOR, GopDARD SPACE FLIGHT CENTER,
NATIONAL AERONAUTICS AND SPACE ADMINISTRATION

Mr. Chairman and Members of the Committee: I thank you for this opportunity
to describe the activities of the Goddard Space Flight Center (GSFC) in the
field of Equal Employment Opportunity.

CENTER MISSION AND HISTORY
Creation of the Center

Let me first describe who and what we are, and why we exist.

We at Goddard conduct research in the areas of space science, earth science,
and space applications (such as weather satellites and Barth Resources Satel-
lites). Our tools include spacecraft, sensing devices, instruments, computers, ob-
servatories, sounding rockets, balloons, laboratories, libraries, tracking stations,
communications networks, and experimental fabrication facilities. Our people
work in a large number of very specialized diseiplines. To help orient you, I will
name some, but only a few.

They include: aeronomy, astro-physics, telemetry, meteorology, navigation,
solar physies, geodesy, chemistry, mathematics, geology, astronomy, engineering,
oceanography, thermodynamics, data processing, power sources, systems design,
metallurgy, and optics. In May 1959, Goddard began to construct from seratch the
first U.8. research laboratory dedicated to the exploration of space. The site
chosen was at Greenbelt, Maryland, about 15 miles from Washington, D.C. on
the Parkway to Baltimore. We began our work in the hectic atmosphere of the
nation's reaction to the challenge or possible threat represented by Sputnik I. It
was a “national goal” atmosphere, and remained so for the first six or seven years
of explosive expansion.

Stafing and recruiting at the start

Employees to man the new Center were originally acquired from other
Government agencies in which scattered efforts to explore space had begun.
Entire units were excised from these agencies and assigned to Goddard. In this
influx of organized groups were teams from the research centers of the NASA-
supplanted NACA (the National Advisory Committee for Aeronauties), from
the Naval Research Laboratory, and from the Army Signal Center at Fort
Monmouth, N.J. The influx of individuals, however, came from more widely
dispersed sources . . . industry, universities, private research labs, the armed
forces, Government agencies . . , and was made up of thousands of persons with
related skills and intense interest in space exploration.

In addition, our recruiters for years conducted an urgent search for people
who had existing, journeyman level skills that could be put to use at once upon
hiring. We were playing “catch-up ball” in space exploration and we vigorously
recruited for experienced people.

The activities of this period provide many insights for us now in our view of
Goddard’s EEO program. First, in those hectic years nobody had time to
practice discrimination. Second, we sought and hired talent and experience
from whatever race, background or sex . .. and assigned that asset at once
to urgent work. Third, we acquired research teams in their entirety, with
no screening of individuals. Fourth, the mass of hiring activity occurred in
the early 60’s, a time when the existence or experience of women and minor-
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ities in sclence disciplines was discouragingly low. Fifth, the Center concen-
trated its manpower allocations heavily into science and engineering positions,
and contracted with industry for its support services; this unfortunately added
to our problem of fewer minorities and fewer women in the Goddard Federal
work force. Sixth, there was only nascent activity in those days on affirmative
action in EEO, and we were simply current, not pioneering.

The maturity stage and EEOQ

And so we came into full maturity just past the mid-60's, at the time I joined
Goddard as its Director, with a predominantly white male organization, the
traditional structure of research laboratories at that time. As an organization
we also then began to “catch our breath.” We finally had time to look at our
overall circumstances, to encourage our administrative requirements to overtake
the technical thrust, and to give more attention to a heavily-laboring work force.
The times were changing, as were government policies, and as were the interests
and attitudes of our employees, As an example, in the summer of 1867, sponta-
neous employee groups prompted successful cooperative action with management
on fighting diseriminatory housing practices in our community., Our announce-
ments to all employees on Equal Employment Opportunity and the intent to
create an Affirmative Action Plan sparked requests from groups of employees
for consultation and for planning-meetings to speed progress. Minority employees,
male and female, offered to serve and were assigned as EEO advisors., Manage-
ment further responded by holding a series of meetings with employee groups
which led to the establishment of the Center's existing EEO Council, which I will
describe later,

INITIATING THE EEO0 PROGRAM

Creation of a Professional Staff

As we began our formal, organized effort to do positive things in the EEO
area, it was obvious that we were up against some substantial obstacles. With
the expansion phase behind us, the opportunities to rapidly change the racial
and sex distribution in the work force were severely reduced.

It was clear that we would need a professional EEO staff. A full-time Equal

Employment Opportunity position was established in December, 1969. Prior
to that time the EEO funetion had been earried out by the Center Personnel
Officer. Our current staffing is shown in Chart No. 1.

GSFC EEQ STAFFING

PARTTIME FULLTIME

TOP MANAGEMENT
® EEO OFFICER

PROFESSIONAL STAFF
® COORDINATOR - EEO PROGRAM
® EEO SPECIALIST - INTERNAL PROGRAM
® EEO SPECIALIST - CONTRACT COMPLIANCE

OFFICE STAFF - CLERICAL

SUPPORTING GROUPS
® EEO COUNSELORS
® 16-POINT PROGRAM COORDINATOR
® FEDERAL WOMEN'S PROGRAM COORDINATOR

CHART 1
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Supporting Groups and Functions

In addition to the full-time staff, the program is at this time further sup-

ported by :

—8 EEO Counselors who advise employees in regard to problems and com-
plaints of discriminating practices and seek solutions informally to such
problems ;

—A Federal Women's Program Coordinator who assists in the development
and implementation of programs to increase the utilization of women and
assures that equal opportunity for women is an integral part of the Center’s
overall program ;

—A sixteen Point Program Coordinator who serves as the foeal point for this
special-emphasis program for Spanish Surnamed Americans ; and

—An Equal Employment Opportunity Council that assists me, as Center
Director, in the implementation, evaluation and monitoring of the Affirma-
tive Action Program. The Council is chaired by the Associate Deputy Di-
rector for Management and includes our 8 directorate heads. This is a
reflection of our conviction that line management must be involved in any
program of this nature to ensure success.

INTERNAL EE0 PROGRAM

As the professional EEO staff, the supporting groups, and the Goddard man-
agement undertook the commitment to Affirmative Action, we encountered, to
our dismay, a number of environmental factors that you should be aware of.

Factors Affecting Internal Program

First, the agency’s declining budget and personnel ceiling impacted Goddard
in July 1971 as we went into a total hiring freeze in preparation for our first Re-
duction in Force which was effected October 3, 1971, Concurrently, the OMB on
August 5, 1971, proclaimed a total freeze on all salary adjustments and promo-
tions in an attempt to control grade escalation in the General Schedule. That
constraint in part remains with us to this day, The relaxation of OMB control
has been replaced with agency controls consistent with OMB’'s intent and we
began a program designed to effect the assigned reduction in the average grade
of our general schedule employees.

In December 1972, with another total Federal hiring freeze already upon us,
we began preparation for our second reduction in force. Before the Federal hiring
constraints could be removed, we again were faced with our own hiring
and promotion freeze which preceded and persisted through May 1973 reduction
in force.

In the view of many promising candidates, an agency with repeated and con-
tinning freezes and constraints was to be avoided. This made it difficult for us
to compete with industry and with other Federal Agencies which were expanding.

Another continuing problem faced by the Center is its geographical location.
Its significance is demonstrated in two primary ways. First, GSFC is a field
center essentially located in the Washington Metropolitan Area. Consequently,
we find ourselves competing with Headquarters-type organizations in downtown
‘Washington whose grade structure is higher and more attractive to the most
desirable professional women and minority candidates. Secondly, our location at
the junction of the Baltimore Washington Parkway and the Washington Beltway,
while convenient to many commuters, constitutes an obstacle to the significant
minority population which resides within the District of Columbia. The existing
bus service is essentially inadequate or nonexistent and makes necessary the use
of private automobile transportation.

Nature of the GSFC work force

The EEO job at GSFC is also compounded by the nature of the work foree.
The distribution of skills in our work force is shown in Chart No. 2.
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GODDARD SPACE FLIGHT CENTER
COMPOSITION OF WORK FORCE (PERCENT)

FY =Y
1963 1974

SCIENTIFIC & ENGINEERING 46

%
¢

TECHNICAL 18

PROFESSIONAL ADMINISTRATIVE 16
CLERICAL 16

WAGE 4
AS OF 12/31/73
CHART 2

You will notice that the great bulk of our employees are in the discipline areas
in which we experience the lowest atbtrition; scientists, engineers, and tech-
nicians. Together these three made up 639 of Goddard’s employment in 1963.
Over the years, the pattern has not changed significantly. Scientists, engineers,
and technicians now comprise 649, of our employees. Because these areas have
such a low turnover rate, there is little opportunity to make rapid changes by
replacement-hiring under EEO guidelines. For example, in this calendar year's
projected hiring needs, only 86 people or 319 of our hires will be for this 2§ of
our entire work force. The rate of change for this group is further hampered by
the searcity of minorities and women in technical disciplines. The eupboard is
rather bare. We are looking hard, however, and are developing methods for
finding those who exist. One useful technique is colleague referral from already
employed minorities and females in the technical disciplines.

Years ago the hiring process for scientists was traditionally through colleague
referral. There have been for years goodly numbers of peer-respected scientists
of Asiatic origin; and this was a help in recruiting this minority group. But there
has been a tragic shortage of women and blacks. Fortunately, that picture is
changing as young people see opportunity for careers in the physical sciences. As
these newcomers appear on the scene we are using the old colleague referral
practice to find female and black candidates for technical jobs.

We are depending for more rapid change upon the other 14 of our work force:
the professional administrative, clerical, and wage grade employees.

We are overcoming different obstacles with this group. This year we will hire
about 275 people altogether and 200 will be for those skills, More than half of
that number will be clerical hires, but in this area lies our next most difficult
problem: convineing minority clerical candidates to work at Goddard. When
they balance travel time and cost against equivalent or higher paying jobs in
town, few of the young minorities are interested in Goddard. With the gasoline
problem, the situation has worsened,

Nevertheless, we have made and are continuing to make progress, as I will
illustrate by some statistics.

Statistical information

Over the recent years we have had an upward trend in the percentage of
minority employment in our total work force despite the inhibiting environmental
factors I described to you earlier. Chart No. 3 shows that history.
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GODDARD SPACE FLIGHT CENTER
MINORITY PERMANENT EMPLOYMENT

PERCENT
0 —

6.0%

51_

1N 1972 1973 1974
FISCAL YEAR AS OF 12/31/73

CHART 3

One good measure of progress is the rate of hiring. Here in Chart No. 4 is our
experience with minority hiring as a percentage of total hiring :

GODDARD SPACE FLIGHT CENTER
HIRING PROFILE
TOTAL PERMANENT EMPLOYEES

NUMBER
250 —

Minority Total

1974
FISCAL YEAR (= of 3/4/74)

CHART 4

For professional ranks the rate of hiring for women and minorities is shown
in Chart No. 5.
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GODDARD SPACE FLIGHT CENTER
HIRING PROFILE
PROFESSIONAL PERMANENT EMPLOYEES

NUMBER —

- Total Profesional

[ ¢ 1 Women Professional

=4 Minority Professional

1974
FISCAL YEAR (s of 3/4/74)

CHART 5

And a final item to consider in rate of hiring is seen in Chart No. 6: the percent-
age of non-professionals who are minorities.

GODDARD SPACE FLIGHT CENTER
HIRING PROFILE

NUMBER = —

160 —
- Total Non-Professional

E Minority Non-Professional

FISCAL YEAR

CHART &

The numbers of accessions reported here are somewhat higher than the NASA
Headquarters' statistics would indicate, particularly in 1973. This has resulted
from the omission of some minority hires in the data we have reported. In
every case, the statistics quoted herein have been verified by comparison with
hiring records.

There is improvement shown in these statistics. Nevertheless, we know that
we must persist . . . and innovate . . . in recruiting and retaining minorities
and women. We have therefore set some EEO-motivated hiring goals for CY 1974.
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From a total of 275 intended hires, 2895 will be in these categories, with numbers
as follows:

17 professional minorities

28 professional females

33 non-professional minorities

We also expect to add to the professional work force additional women and mi-
norities through a greater emphasis on the internal movement of nonprofessional
women and minorities to professional positions. In this area we have set as min-
imum goals for Calendar Year '74, the advancement of 8 non-professional women
and 4 non-professional minorities into professional positions.

The following two examples illustrate the opportunities available to employees
to advance to more responsible positions. The first case is that of a black male who
entered on duty in December 1950 as a WB2 Driver Messenger. Following this
initial position, the employee was transferred, trained, and assigned as a Litho-
graphic Plate Maker in the Center's Printshop. During the next several years,
through his own initiative and with some assistance under the Government Em-
ployee Training Act, the employee earned a degree from Federal City College in
June 1973. He has since been assigned to a position in the procurement area where
he has unlimited opportunity for advancement.

The second case is that of a GS3 Clerk Typist who began her Federal career at
Goddard 15 years ago. She moved into progressively responsible elerical and
technician positions. Based on her potential and expertise in the personnel field
she was subsequently selected for a professional position. Recently this individual
was selected for a Supervisory position as Branch Head in our Personnel Divi-
sion and now has one of the most responsible assignments in that Organization.

Current activities

The most important of our Affirmative Action activities is of course the hiring
effort. Its success is keyed to the effectiveness of our recruiting. During the cur-
rent fiscal year the Center recruited for professional applicants at thirteen Black
colleges and universities, three women’s colleges, five colleges with substantial
Spanish speaking enrollment and one university with a substantial American
Indian population. In our effort to reach an even larger number of eandidates we
anticipate adding an additional 10-15 schools which have substantial minority
and female populations,

We have also been intensifying recruitment efforts for our feeder programs
(such as the Co-op and Federal Junior Fellowship Programs) at predominantly
minority and female schools, A recent inerease in the number of positions we were
able to fill in the Co-op Program will enable us to broaden our minority and fe-
male positions in the Scientific, Engineering and Administrative areas. This year
we also began a program with two year vocationally-oriented schools. Its objec-
tive is to strengthen our technical manpower and increase our minority position
in the technical trades area.

Beyond recruifing activities there are other Affirmative Action steps being
taken. For example:

—We have continued our involvement in special hiring programs for the
disadvantaged.

—Thirty-eight trainees have participated in our Public Services Careers Pro-
gram to this date. The PSC program, a Federally directed plan for agency
use in hiring and training low-skilled persons, provided opportunities through
training experiences for them to enter careers in the Federal service.

—GSFC's participation in the Federal Junior Fellowship Program increased
last fiscal year from a previous level of 8 to 13 participants, five of whom
were minorities, while four were females. The Federal Junior Fellowship
program is designed to provide continuing summer and vacation employment,
until college graduation, for outstanding high school seniors who plan to
attend college and who are in need of financial assistance.

—The Center participates annually in two major summer hiring programs
which impact minorities and women. Approximately 110 Summer Aides who
are predominantly needy Black high school students, are hired at $1.60 per
hour. Some of these individuals are converted to the Stay-in school program
during the academic year,

—Last summer, 13 of our Federal Summer Interns participated in the Summer
Institute in Public Administration—a program designed to involve more
young talented scholars in government operations for the summer months—
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an experience that might be decisive in a student’s long-range career plans.
Five other summer interns held junior professional positions. Of the 18 par-
ticipants, 6 were women and 2 were minorities,

Upward mobility

GSFC has approached Upward Mobility in the following fashion :

—38 employees are enrolled in the College Level Entrance Program (CLEP),
designed to assist those interested in aequiring a college degree by making
use of practical knowledge gained from work experience and other sources.
The CLEP is a series of academically based tests through which up to 24
undergraduate credit hours may be earned by students and recognized by a
cooperating college. In 1973, of a total enrollment of 49, there were 15 women
and one minority. In 1974, there were 16 women and two minorities, of a
total of 38 participants, or 479%.

—The General Education Development or GED Program provides individuals
who have not completed high school with a way to earn their certificate of
high school equivalency. In FY 72, there were seven women and nine minori-
ties of a total of 35 participants; and in FY 73 there were 7 women and 3
minorities of a total of 13.

—Eighteen Center employees participated in an introductory stenography
course which is designed to help enhance their qualifications for higher
level secretarial positions. Of the 18 female participants, six or 339 were
minorities.

—The CEP I Program (Continuing Education Program) provides support to
GSFC employees who wish to enroll in evening academic courses at local
universities. Courses are approved not only on a job-relatedness basis but
also if they relate to a vocational goal which ean be utilized by NASA.

New programs of Upward Mobility are scheduled to be implemented at GSFC:

—The STEP Program or Specialty Training for Entry-Level Professionals will
provide a means for non-professional employees to become entry-level pro-
fessionals in about one year through a tailor-made training program. The
STEP Program will begin this spring,

—Another mechanism for Upward Mobility is the CEP II Program. It enables
non-professional employees, who have been recommended by their super-
visors, to attend college during duty hours for up to eight hours a week as
part of their work assignment. In addition, they may pursue Goddard funded
after-hours courses.

—This program has an anticipated implementation beginning with the aca-
demic year starting September 1974,

Community activity

Goddard has several programs designed to assure external dissemination of
our Equal Employment Opportunity policy and to provide assistance to the com-
munity in various activities. Of primary importance is our program with colleges
and universities with predominantly minority enrollment. The majority of the
schools that we work with are located in the District of Columbia, Maryland,
Delaware, and Pennsylvania. They are listed in Chart No. 7.




69

GSFC PROGRAM WITH COLLEGES & UNIVERSITIES
WITH PREDOMINANTLY MINORITY ENROLLMENT

PARTICIPATING SCHOOLS

DELAWARE STATECOLLEGE: + + + + « « + « . DOVER, DELAWARE
FEDERAL CITY COLLEGE- - -+ - WASHINGTON, D.C.
HOWARD UNIVERSITY - - - . + + WASHINGTON, D.C.
BOWIE STATE COLLEGE:- - - - - + « - . . . . BOWIE, MARYLAND
MORGAN STATE COLLEGE- - « - + « . . . - . BALTIMORE, MARYLAND

UNIVERSITY OF MARYLAND - « - - « . . . . . PRINCESS ANNE, MARYLAND
(EASTERN SHORE)

NORTH CAROLINA A & TCOLLEGE + + - « « + GREENSBORO, NORTH CAROLINA
COPPINSTATE COLLEGE + « « « + = « + & . . BALTIMORE, MARYLAND
ALCORN A&MCOLLEGE =+ - - « + « + + . . . LORMAN, MISSISSIPPI
WASHINGTON TECHNICAL INSTITUTE» - - - « WASHINGTON, D.C.

CHART 7

Our involvement began in 1969 with the award of research grants to 5 institu-
tions. Since that time, our activities have expanded to include summer institutes
for both students and faculty, part-time employment under the college work-study
program, loans of equipment, and use of facilities.

We conduct three summer institutes with minority colleges:

—This summer will be our fifth year of sponsoring the Institute in Computer
Applications. This program is conducted in conjunction with Bowie State
College and provides students formal instruction and on-the-job training
in computer applications. This is a ten week program and involves approx-
imately 16 students.

—The Summer Faculty Program, now in its 4th year, is conducted in coop-
eration with Morgan State College and provides an opportunity for ten
faculty members to participate in research activity during a ten-week period.
This program was initially implemented in 1971.

—The Summer Institute in Biomedical Research in Technology Utilization,
now 5 years old, is conducted in conjunction with the Howard University
School of Engineering and the College of Medicine. The Institute provides
10 students with backgrounds in Engineering with the opportunity to par-
ticipate in the solution of Biomedical Engineering problems. This program
has produced two patents so far; and 459 of those science and engineering
students who participated went on to medical sehool.

During the past 3 years our research with minority colleges and universities
has expanded from an initial involvement with 5 schools in FY 1969 to 10 in
FY 1974. The number of colleges, and grants, and the funding involved is shown
in Chart No. 8,




70

GSFC PROGRAM WITH COLLEGES & UNIVERSITIES
WITH PREDOMINANTLY MINORITY ENROLLMENT

GRANTS

(1
FY 1969 FY 1973

PARTICIPATING COLLEGES & 10
UNIVERSITIES

NUMBER OF ACTIVE GRANTS 7 17 21

TOTAL FUNDING $129,000 $414,000 $306,000

(1) INITIAL FUNDING
(2) JULY - DECEMBER 1973

CHART 8

Finally, we currently have equipment loans to Morehouse College in Atlanta,
The University of Maryland, Eastern Shore, and Federal City College.

CONTRACT COMPLIANCE

In the area of contract compliance we are required by Executive Order 11246
to insure that our contractors are taking affirmative action to extend equal
opportunity in employment to members of minority groups and women. Prior
to the assignment of this responsibility to us on March 17, 1970, NASA had
relied on the Department of Defense to perform the funetion.

Specifically, our responsibility for the implementation of this National pro-
gram extends to all NASBA/Goddard contractors and subeontractors working
on or near our Center. Currently we monitor 28 prime contractor facilities and
3 subeontractors, totaling 6,958 employees. Two full-time employees and one
part-time employee perform this function. In recognition of the need to give
direction to this program, numerical goals have been established to provide a
guide to contractors as to the rate of improvement desired in minority and
female posture. These goals were based on experience gained during the first
15 months of the program. For Goddard contractors, the December 31, 1974,
goal is 25 percent for minorities and 23 percent for women.

Our compliance staff conducts various reviews, These include: a) pre-award
reviews for the purpose of determining a contractor's eligibility for award of a
procurement contract; b) annual compliance reviews or post-award reviews dur-
ing which the contractor’s affirmative action program is evaluated and goals and
timetables are established, and, ¢) follow-up reviews to measure progress from
the previous review. The staff also conducts complaint investigations. In addi-
tion, they prepare quarterly event ratings on EEO progress for the evaluation
reports on Cost Plus Award Fee Contracts.

Since assuming responsibility from DOD for the contract compliance program,
we have worked hard and made significant progress in minority and female
utilization. Chart No. 9 shows the minority and female makeup of our con-
tractors' work forces.
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GODDARD SPACE FLIGHT CENTER
CONTRACTOR WORKFORCE

NUMBER
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CHART 4§

Charts Nos. 10 and 11 show the utilization by our contractors of minorities and
females in selected job categories.

GODDARD SPACE FLIGHT CENTER

CONTRACTOR WORKFORCE
MINORITIES IN SELECTED JOB CATEGORIES

%0 — CALENDAR YEARS

PERCENT

225 p—

1971 1972 1973 1971 a2 1973

OFFICIALS & MANAGERS PROFESSIONALS




72
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CHART 11

We expect to continue our progress in the utilization of minorities and women
in all occupational areas and to assure that our contractors fulfill their require-
ments in all aspects of this program.

MINORITY BUSINESS ENTERPRISE PROGRAM

The authority for the minority business enterprise program is Executive Order
11625, issued October 13, 1971. To attain the goal of increased involvement of
minority businesses, the NASA Procurement Regulation points out three primary
areas of continuing and increasing effort. They are :

—(1) place minority individuals and minority-owned firms on source lists,

—(2) counsel such individuals and firms with respect to procurement policies

and procedures and NASA business opportunities, and

~—(8) inform such individuals and firms concerning sub-contracting oppor-

tunities.
The regulation also cites the assistance of the Small Business Administration
(SBA) under Section 8(a) of the Small Business Aect. This section authorizes
the SBA to act as prime contractor to an agency for goods or services. The SBA
then subcontracts with eligible and certified firms for performance of the contract.

At GSFC, the responsibility for implementation of the minority enterprise
program is assigned to the Office of the Small Business Specialist. This is espe-
cially appropriate because Bidder Lists for all procurements are prepared there,
Additionally, newly awarded contracts are reviewed by this Office, thus allowing
recognition of possible sub-contracting opportunities.

'We began the program with a mail-out to those firms in the local area certified
by SBA, and having the capabilities for which we contract, requesting their
application for the Bidders’ Mailing List. As recognition and placement of these
firms on our Bidder Lists began, their managements were also asked to visit the
Center and meet technical people interested in their area of expertise. In this
manner, our technical personnel became familiar with the capabilities of minority
firms and can recommend their solicitation on a set-aside when a procurement is
initiated. At the same time, the firms receive counselling from the personnel of
the Small Business Office regarding Goddard procurement policies and procedures.

'The life blood of our program is familiarity with a firm’s capabilities by God-
dard personnel who initiate requirements. Therefore, we arrange for demonstra-
tion of products at Goddard and of presentations on services offered. These dem-
onstration/presentations are publicized throughout the Center to soli¢it appropri-
ate attendance. During Small Business Week, a ‘‘Product/Service Fair” is held.
Last year it featured 23 firms, several of which were minority-owned companies.
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Congressman Cronin of Massachusetts was an honored guest during our fair last
year. Plans are now underway for this year's fair, and we anticipate increased
minority participation. The capabilities of minority firms are also publicized in
our quarterly newsletter ““The Crusade for Small Business.” This is recelved by
all elements of the Center and, in each edition, a quarter of the publication is
devoted to small and minority sources and their capabilities.

We also identify minority firms by attending Business Opportunity Confer-
ences. We attend those sponsored by the Office of Minority Business Enterprise
throughout the Northeast, as well as those sponsored by the Baltimore Federal
Executive Board.

‘As pointed out before, the Office of Small Business Specialist receives a copy of
all executed contracts. To enhance sub-contracting opportunities, we send to each
company receiving a contract $100,000 or larger, a list of minority firms which
might serve as sub-contracting sources. This is a fairly new program, and we
can not yet measure the results.

As an indication of our progress with the minority business program, let me
cite some statistics, In Fiscal 1972, there were four contract awards under Section
8(a) which totalled $152,177. In Fiscal 1973, we had 15 actions totalling $1,042,-
910. This is an increase of approximately 600 percent. For Fiseal 1974, we are
forecasting awards of §1.8 million under Section 8(a). Our awards have included
monies from Research and Development, Resources and Program Management,
and Construction of Facilities, They ranged from preventive maintenance to tra-
jeetory determination and ground operations control for a space satellite.

IAs our minority contracting program was fully implemented only in Fisecal
1972, we still have several areas in which work must be done. Our plans include,
of course, continuation and fuller application of efforts already started. In addi-
tion, we are exploring methods which can be used to ensure further utilization of
minority contractors by our prime contractors.

SUMMATION

Mr. Chairman, we appreciate this opportunity to present to the Committee a
review of our aspirations, problems, and achievements in the field of Equal
Employment Opportunity. We share with you a feeling of concern and commit-
ment to a program whiech should enable this country to make maximum utiliza-
tion of its human resources. Thank you.

Mr. McCrory. T would like to hear how the women are faring.

Ms. Siowenn. We at Goddard, have a continuing Federal women’s
program staffed on a part-time basis as you can notice in the full
testimony that Dr. Clark has provided. Our Federal Women’s Pro-
gram Coordinator is a GS-13 mathematician. She is given the re-
sponsibility for looking after women at Goddard.

Within the personnel division we are concerned with the utilization
of all people that we hire; and we attempt to assure that there is an
adequate representation of women in that group.

Mr. McCrory. Do you think this woman is doing a good job for the
women ?

Ms. SoweLL. Yes; she is the one responsible for setting up the day-
care center. Although she has only been recently appointed to this
position, we expect her to do an excellent job.

Mr. McCrory. And you think the Goddard group is doing all it can
to help women ?

Ms. SmweLL. I wouldn’t be here in this position if I didn’t believe
that. Of course, there is much more that we intend to do.

Ms. Rosinson, Dr. McConnell, I wonder if you can tell the subcom-
lr:lit_tog. whether you had ever conducted an EOP office on a full-time

asis?

Dr. McConnEeLL. Counsel, T have not directed an EOP office full
time. I would like to add that, however, T have had a good deal of
experience in civil rights and community action programs, and indeed,
the requirements for EEO specialists do not state that it is necessary
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to have done so. I would, if T might just add one point. I have been
involved in the EOP and civil rights in line with my job, but when I
was director at the technical center at NASA, the contract that oper-
ates our facility we established definite goals for minorities. That was
within the context of my direction of that program and I think that
shows we were involved.

During my tenure at Lewis Research Center I was recruiting engi-
neers and prior to that I was president of the Heights Citizens for
Human Rights. I have had operational experience in conducting
human rights and community action programs,

Ms. Ropinson. They were done on a part-time basis in conjunction
at NASA ?

Mr. McConneLL. That’s right, Ms. Robinson.

I did not, and do not feel, that my work in EOP ends at 5 o’clock
when the workday ends.

Ms. Rosinson. We can resume with the questionings now. On yes-
terday we heard testimony from the National Organization of Women
and if I remember that testimony, I believe that they referred to it
as an index to sexists. I wonder if your résumé of social action ex-
perience, we have an indication that in 1969 you were selected as an
outstanding young man of the Cleveland Junior Chamber of Com-
merce. I am wondering if giving that award to you is an indication
of your commitment to equal rights in view of the fact that the na-
tional policy of that organization is to exclude women from member-
ship to this day?

Dr. McConxnEeLL. T cannot really comment on that. I am not pre-
pared to comment on the junior chamber of commerce and their na-
tional policy. I believe that the award which I received in 1969 rec-
ognized my activities in human rights, with the Heights Citizens for
Human Rights, which is a broadly representative community group.
Indeed the majority of the membership of Heights Citizens for Hu-
man Rights was women. Women outnumbered men in the Heights
Citizens for Human Rights by approximately 3 to 1, and I think the
effectiveness of my leadership and the programs that we were able to
accomplish in the Heights Citizens for Human Rights indicates my
ability to work effectively with women, with concerned women and
with active and creative women in that organization.

I believe that the award which I received in 1969 recognized not
only my community activities, my activities with Heights Citizens
along with other people in Heights Citizens, but also recognized cer-
tain professional achievements that I was lucky enough to accomplish
up to that time.

I might also add that the Heights Citizens for Human Rights also
received the Isainh Award at just about that time from the American
Jewish Committee, and the American Jewish Committee is of course
composed not only of Jewish men but also Jewish women. I think that
the awards that we were lucky enough to receive at that time recog-
nized our accomplishments as opposed to representing the concerns
exclusively of the American Jewish Committee or the concerns ex-
clusively of the junior chamber of commerce.

Ms. Roeinson. Thank you. In view of the fact of the commitment,
did you ever launch any kind of protest, verbal or written, with the
junior chamber of commerce, since you would be a person on whom
they looked with favor and might have an opportunity to adopt a
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leadership role and encourage them to change their membership
policy ?

Dr. McConnNeLL. Ms. Robinson, I was not at that time nor have I
been since that time a member of the junior chamber of commerce.

Ms. Rominson. No; I am not speaking as regards to membership. I
am speaking as one who has been a recipient of an award that they
gave to it would indicate that they would look upon you with favor
and might be more willing to listen to a protest, for example, relative
to this policy, and I am simply inquiring as to whether or not you
made that effort ?

Dr. McCon~NELL. At the time of my consideration for that award in
1969, I was very actively involved in pursuing certain human rights
activities with the Heights Citizens for Human Rights at that time
and in other pursuits in the Cleveland area. It is a question of pri-
orities and quite honestly, I did not at that time look into the member-
ship policies of the Junior Chamber of Commerce. I had not re-
searched it, As I say, I was not a member of that organization and
indeed in 1968 and 1969 was not aware of their membership policies
or practices.

Ms. Ropixson. Well, in view of your new position and in view of
the fact that you are now aware of that policy, would you be inter-
ested in contacting the national office and in stating a position relative
to their membership policy that is consistent with the responsibilities
that you are to carry out as the assistant administrator for equal
opportunity as NASA?

Dr. MoCo~nNELL. I see my primary responsibility, Ms. Robinson, as
conducting equal employment opportunity programs within NASA.

Ms. Rorinson. So that the answer to my question is no.

Dr. McConnerr. I have not given the answer to your question, and
if you will allow I will try to do so.

Ms. Rosinson. I am concerned about the time, that is all.

Dr. McConxnerr. Well, I am also concerned about a complete answer.
I see my primary responsibility as conducting the equal opportunity
program within NASA and as such I will spare no effort to insure that
equal opportunity programs are pursued vigorously within NASA.

I also feel a responsibility to insure that women and members of
minority groups indeed have access to all the rights and privileges in
our society, and as such I would be interested in doing so. But, before
making a commitment to do so, as is my practice, I would like to carry
out my own personal investigation of the practices and procedures of
the junior chamber of commerce. I would like to conduct my own per-
sonal investigation of the situation.

Ms. Roeinson. Fine. I think that would be very helpful and I
would be willing to share the information that I have secured with you.

Dr. McCoxwerr. Thank you very much,

[In accordance with assurances given by the chairman, certain testimony pre-
sented for the record at this point was reviewed by the Chair. Because of the pos-
sibly defamatory nature of that testimony and the subcommittee’s not having
assessed its reliability in executive session, the testimony in question was deleted.]

Ms. Rorinson. I would like to turn your attention to the situation
that has arisen regarding the letting of two contracts involved in the
Apollo Soyuz Space Shuttle program and letting two contracts to the
University of California at Berkeley, and I would like to recap some
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of the events that were involved in that and I would like to hear from
you relative to those particular events.

Now, as I understand it, at the time there was consideration for those
two contracts. It was the responsibility of the EEO office to contact
other Government agencies to inquire as to the compliance record of
higher educational institutions, this instance being the University of
California at Berkeley.

I understand that there was a contract made to HEW and that
NASA was informed at that time that the University of California
at Berkeley was not in compliance with the requirements for affirma-
tive action plan as laid out by the Department of Health, Education,
and Welfare. I understand later on in the chain of events that a letter,
or actually a telegram was sent to Dr. Fletcher of NASA indicating
that as regards these two particular contracts that they had been
exempted from the equal opportunity clause in view of the national
interest involved with those contracts.

This would be a part of the regulation that allows exemption for
national interest purposes and I have here a copy of that telegram
that indicates that a carbon copy was sent to you.

Approximately the same time that this was occurring, NASA was
being called before certain subcommittees on the Senate side as some
of the events were occurring and I understand that on the Senate side
Senator Proxmire asked that he be informed of any awards of con-
tracts that might go to the University of California during a period
of suspension, namely the period when the University of California
at Berkeley would be deemed out of compliance.

Now I understand that an accord has been reached and that the
contracts have been awarded but I would like to discuss with you to
find out if you were aware of it, the following notation that appears
on the bottom of a copy of that telegram that exempted on those two
particular contracts. It reads as follows: it says “Tony,” and as I
have been able to read the NASA structure I think apparently that
would be Mr. Tony Coretta, I believe the assistant procurement di-
rector. It says, “John Ford gave me a copy of this yesterday. Liz Fox
in Legislative Affairs notified me that Senator Proxmire requires
that NASA notify him of any award to be made to Berkeley during
the period of suspension. If the Berkeley situation is going to be settled
momentarily, we may avoid exposure to Proxmire by timing our
awards accordingly,” and it is signed “George.”

And I am interested in learning from you if you are familiar with
this and whether or not you support what is an apparent attempt to
circumvent the desire and requests of a United States Senator relative
to awarding of contracts during a period of suspension ?

Dr. McConnELL. First, let me review the situation with the Uni-
versity of California at Berkeley and place it in some perspective.

We contacted the University of California and we contacted HEW’s
Office of Civil Rights, referring to NASA’s policy in compliance and
our procurement regulations. We contacted HEW back in September.
There was a delay and we were subsquently informed in January that
HEW could not certify that University of California at Berkeley was
in a state of compliance. We immediately notified our NASA instal-
lations that the University of California at Berkeley was not award-
able. We subsequently stayed in contact with HEW as they pursued
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various conciliation agreements and so forth, to help bring University
of California at Berkeley into a state of compliance. A conciliation
agreement was subsequently signed ; however, we received notification
from the Department of Labor that that conciliation agreement was
noft acceptable.

We then were in a very perilous state because the compliance agency
was saying that they were awardable and the Department of Labor was
saying that they were not. I then specifically contacted Mr. Phillip
Davis, Director of the Office of Federal Contract Compliance, with a
specific request asking for a determination on University of California
at Berkeley’s awardabilit-}'. We have not yet received an answer to that
request. The only response that we received was a national interest
exemption for two Apollo-Soyuz experiment contracts from the De-
partment of Labor. In our contacts with Labor we specifically said
that NASA is not requesting any exemption for a contract to Univer-
sity of California at Berkeley. We feel that University of California
at Berkeley must be in full compliance and must be in an awardable
state in orc'ler to receive any contracts.

However, in conversations with Labor when we determined that
the conciliation agreement had been signed and in view of this na-
tional interest exemption, there was then no longer a basis for holding
up the two awards. Mr. Vecchietti and I coordinated on a telegram
to the field saying that only these two awards could proceed ; for other
awards, University of California at Berkeley is still not in compli-
ance. We have since been in telephone contact with the Department of
Labor asking when, in view of all of the public pronouncements and
in view of the press releases which make it appear that University of
California at Berkeley is in compliance, they will be awardable.

We still do not have anything in wutmg from the Department of
Labor which says whether or not the Univer sity of California is in
compliance.

Now with regard to your specific notation from Mr. Coretta or to
Mr. Coretta I am not aware of that. In fact from your description, it
seems to me some kind of informal note on the bottom of something.
T have not seen it,

Mr. SaarLey. With respect to the request from Senator Proxmire,
I would just like to state for the record that Senator Proxmire as
chairman of our Appropriations Subcommittee on the Senate side
did not ask for advance notification. He asked to be kept informed and
my information is that he was kept informed.

Ms. Rosinson. Thank you. Is not the policy of NASA then to seek
to circumvent the particular request

Mr. Suarrey. Mr. Chairman, T would have to object to that ques-
tion. That question reflects improperly on NASA’s record in dealing
with the chairman. We have always been forthcoming in keeping all
of the committees informed on our actions. Our space launches are
done in public and are put on television for the whole world to see,
and they may fail, they may succeed. We do it in a fish bowl. Our
operation is a fish bowl and we try to keep all our committees informed
in the manner in which they w ish: and 1 believe we have fulfilled that
obligation.

Mr. Epwarps. Thank you, Mr. Shapley. Our problem is now that
the Members of Congress must go to the floor. If there are further
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questions that we have—and I am sure we do have—of the people from
NASA, we will invite you here again, also at the same time perhaps
submit some questions to you in writing. But we thank you all for
coming here today for your testimony.

We will recess now until 1:30, at which time we have two more
witnesses.

[Whereupon, at 12:30 p.m., the subcommittee recessed to reconvene
at 1:30 p.m. the same duy.ﬁ

AFTERNOON SESSION

Mr. Epwarps. The committee will come to order.

We are continuing this afternoon with our oversight hearings on
NASA’s equal opportunity program in employment. This afternoon,
our first witness 1s Ms. Jo Marie DiMaggio, Federal Women’s Coordi-
nator for NASA Headquarters.

And with you, Ms. DiMaggio, is who ?

Ms. DiMaggro. Ms. Diane Graham, formerly from NASA and cur-
rently from the U.S. Commission on Civil Rights, who will be assist-
ing me in reading some of my exhibits.

Mr. Epwarps, We welcome you both, and you may proceed.

And the gentleman on the right ?

Mr. Garza, Carlos Garza.

Mr. Epwarps. Mr. Garza will testify in a few minutes.

You may proceed.

TESTIMONY OF JO MARIE DiMAGGIO, FEDERAL WOMEN’S COORDI-
NATOR FOR NASA HEADQUARTERS, ACCOMPANIED BY DIANE
GRAHAM, U.S. CIVIL RIGHTS COMMISSION

Ms. DiMacaro. Mr. Chairman and members of the Subcommittee on
Civil Rights and Constitutional Rights, T am testifying before you as
an individual in my own right, but who also happens to be an equal
employment opportunity specialist at NASA and the Federal women’s
program coordinator for the headquarters, Washington, D.C., com-
ponent of NASA.

I will be pleased to offer my testimony to the subcommittee if, indeed.
this testimony, given according to my conscience, results in positive
action for NASA, for the employees of NASA, and for all persons
served by a need for equal opportunity programs.

I would like to begin by stating that toward the end of October
1973, a group of 68 concerned headquarters employees sent a petition
to the Administrator of NASA. The petition expressed their deep
grief over the loss of Ms. Ruth Bates Harris, at that time our strongest
recognized equal employment opportunities advoeate ; and it expressed
their concern for what would or would not become of the NASA equal
opportunity program as a result of her firing.

On November 1, 1973, I received a letter from Dr. Fletcher, the
NASA Administrator, requesting that I select 10 persons from among
the signers of the petition to meet with him on Monday, November 5,
1973, to discuss witlh him our views and concerns.

This representative group of concerned employees drew up a listing
of 12 items of concern and suggestions for improving the NASA equal




79

opportunity program. I would now like to give a brief status report on
the care given our concerns and the implementation of suggestions.

Of the 12 points, according to my own judgment, I feel that 5
have been fully implemented, 5 have been implemented in part, and 2
have not been implemented.

Some of the types of concerns and suggestions that we are talking
about were:

Implementation of our affirmative action plan items and account-
ability for those items. In a memo from Dr. Fletcher, dated Nov. 28,
1973, he has required that from all the top managers to report progress
in reaching their affirmative action plan goals every 3 months.

Another one of our items was to get meaningful hiring goals for
NASA. As you heard in earlier testimony, we have also gotten hiring
goals at NASA this year for the first time.

Another suggestion was to establish a human resources council to
discuss points of concern and views of the employees to the Adminis-
trator directly, without having to go through layers and layers of
management before anything got to him directly. And he was agreeable
to this, and we now have, as a result, in NASA Headquarters, an equal
opportunities advisory group, it is called.

I do feel that the NASA Administrator himself has made a good
faith effort in trying to respond to the employees’ needs as presented
to him on November 5.

However, I would like to relate some of my experiences having to
do with the tone of management concerning equal opportunities and
the people served by equal opportunity programs. I feel that the tone

often set by management, as you will see in some of these examples,
reflects at best a casual disregard for women and minorities and at
worst a kind of Gestapo-type style. To begin, I would like to cite
two examples of intimidation, which reflect a Gestapo-type bureau-
cratic machine.

Upon ﬁndinig that T had talked with Ms. Phyllis McClure from the

NAACP Legal Defense Fund and given her the names of persons who
might be experiencing problems of diserimination, the Assistant Ad-
ministrator for Equal Opportunity Programs, Dr. Dudley McConnell,
ordered an investigation by the NASA Inspections Division of myself,
Mr., Willie Gaither, the NASA EEO Complaints Coordinator; Mr.
Alvin Anderson, EEO Officer at the NASA Langley Research Center;
and Mr. Joe Atkinson, EEQ Officer at the NASA Johnson Space
Center.

Approximately 15 minutes after T walked out of the investigator’s
office of the Inspections Division on Monday morning, December 10,
1973, my supervisor, the headquarters EEQO officer, Mr. Donald
Lichty, called me into his office and asked me for the names of all the
persons I had given to Ms. McClure of NAACP Legal Defense. When
I refused, my job was threatened at least twice during the course of
our approximately 30-minute conversation. Specific threats were as
follows : The first threat was: Lichty, “Jo, If you think you are going
to get anywhere this way—" Jo, “Where is anywhere, Don?" Lichty,
“Anywhere in your job.”

The second was: Lichty, “Jo, if you cannot work cooperatively

with me in this office, your life is going to be dead as far as your
job.”
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My concern is and was that if the persons in such positions as the
Assistant Administrator for Equal Opportunity Programs and the
headquarters EEO officer coulﬂ so easily threaten and attempt to
intimidate a person in my position, what threats and intimidations
could be going on with other employees?

I would now like to cite a further example of intimidation of
employees,

Some time later, when the headquarters EEO officer met with the
EEO counsellors to inform them that Ms. McClure of the NAACP
Legal Defense Fund would be contacting them to talk to persons hav-
ing discrimination complaints, the counsellors were advised that the
Office of General Counsel had taken the position that anyone talking
to Ms. McClure on the clock would have to have a third party from
management present—either the headquarters EEO officer, Mr. Don
Lichty; the headquarters Federal Women’s Program Coordinator;
or someone from the Office of General Counsel.

The third party management person was presented as a protection
against the NAACP Legal Defense Fund person who was likened to
a reporter who could get one into trouble with management by mis-
quoting or taking statements made out of context. The third party
person was to take notes on what was being said.

Mr. Chairman, I submit that having third party representation
from management there while an individual was trying to explain
his or her complaint to an NAACP Legal Defense Fund person would
certainly threaten and intimidate him or her, and I believe that you
can get corroborative statements on this from three other counsel-

lors who were also present at the meeting, Ms. Lillian Levy, Mr. Bill

-

Wallace, and Ms. Liz Fox.

I would now like to talk about examples of indignities to women.
starting with the treatment of Ms. Ruth Bates Harris. a nationally
recognized person in the field of human relations. On August 16, 1971,
she was given an official job offer, an excepted position as Director
of the Equal Employment Opportunity and Contract Compliance
Office. Within 2 weeks, she suffered a reduction in rank to Deputy
Director without ever having come on board at NASA.

Again, when the Office of Equal Employment Opportunity and
Contract Compliance was elevated to the Assistant Administrator
level, Ms. Ruth Bates Harris was bypassed. Although she has had
many years of experience directing and managing human relations
programs for the Montgomery County School System and the District
of Columbia, a male with comparatively negligible, if any, specialized
experience as a functional manager in this field received the Assistant
Administrator position.

I would also lli)&a to relate that within 4 months after Dr. McConnell
was appointed Assistant Administrator for Equal Opportunity Pro-
grams, the first professional staff member left the office. Between this
time, August 1973, and March 1974, a period of 7 months, six pro-
fessional staff members, approximately 60 percent of the professional
staff, and the lead secretary left that office either voluntarily or, in
the case of two of them, involuntarily. All seven left under rather
unhappy circumstances.

I have some recommendations to prevent this kind of thing from
happening. One, close observation of the attrition rates of each office.
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Two, report of unusually high attrition rates to the management
official above the level being reviewed.

Three, annual performance appraisals of supervisors and managers
by employees with provision for continuing or interim appraisals
when called for. Appraisals between supervisors and employees should
be a mutual experience.

Four, release of managers and supervisors from their managerial
and supervisory responsibilities who—through such things as unusu-
ally high attrition rates, poor employee appraisals, or by other means—
have demonstrated a lack of sensitivity and skill in sound supervisory
and management practices.

I would now like to cite some examples of insensitivity that I feel
directly affect persons being served by equal opportunity programs.

When 11 concerned employees met, with tlho Administrator of NASA
to discuss their views and concerns for the NASA EEQ program,
one of the concerns mentioned was that a number of employees, par-
ticularly women, had had problems with the new Assistant Adminis-
trator, Dr. Dudley McConnell. The Administrator did not delve into
what the problems were with an attempt to assess their significance.
Instead, he replied that he knew of Dr. McConnell’s problems, but
that people could learn and Dr. McConnell would learn, and he thought
that we would see a change in Dr. McConnell.

I would now like to ask Ms. Diane Graham to read a few examples
of problems that women have had with Dr. MeConnell.

At this point Ms, Graham and Ms. DiMaggio discussed the ma-
terial which was deleted, on p. 75, and their reference to that material
is not included.]

Ms. Gramay. The next exhibit (No. 15) is a memo written by Dr.
MecConnell to Mr. F. George Drobka concerning an employee under
Mr. Drobka’s supervision. The memo states:

Based upon the performance evaluation with Ms. Smith, would you please
give a few highlights which lead to your appraisal of Ms. Smith?

Attached to that is a copy of a memorandum which was written
by Mr. Drobka to Dr. McConnell, in which he summarizes his reasons
for confirming that Ms. Smith is eligible for the within-grade that
he had proposed for her. His final paragraph includes a statement :

Furthermore, I believe it would be prejudicial to Ms. Smith, the only woman
classified at the professional level in KSI, to single her out by a listing of high-
lights, formally or informally, when the step increases provided over the past
21 months to the male professionals, Mr. DeSimone, Mr, Young, Mr. Watson, in
KSI, were awarded without prior challenge for certification' beyond agency
requirements.

I think the significance of that particular exchange of correspond-
ence is that a professional woman on the staff of Dr. McConnell was
being singled out for different treatment concerning within-grades
than were the men. '

The next exhibit (No. 16) concerns denial of a trip by Dr. McCon-
nell to a woman professional on his staff. This memo was written by
the woman to record her exchange and what she indicates here is that
she was given to believe that the reason she was not allowed to make
the trip to Russia was as a disciplinary action for not taking a course
as suggested by Dr. McConnell. She relates this instance :

Dr. McConnell called me into his office and for 30 minutes or more explained
to me why he was sending Mr. Matthews to Moscow rather than me. In essence,
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I was to be disciplined because I had not jumped at his command, and as my
supervisor he had three choices: one, withhold my within-grade: two, fire me:
three, withhold plums. They that do, get, and they that don't, don’t.

In other words, the thrust of this memo is that this particular
woman was being denied a “plum” as a disciplinary measure for the
fact that she had not taken a course that Dr. McConnell had directed
her to. She also indicates in the memo that it was her understanding
that she and Dr. McConnell had reached agreement about her taking
the course, and says she was quite surprised at being subjected to this
disciplinary measure, '

The next exhibit (No. 17) refers to an office memorandum. A female
staff member of Dr. McConnell, Ms. Kay Vogleurde, maintains that a
note on the bottom of the memorandum written by Dr. McConnell had
a sexist overtone. The note attributes her graciousness to her “allure”
implying sexual flirtation.

The next exhibit (No. 18) concerns another denial of a trip by
Dr. McConnell to a female staff member. The incident involves the
last minute cancellation by Dr. McConnell of a carefully planned trip
of some importance by the staff member and despite the approval of the
trip by her supervisors.

The final exhibit (No. 19) is a separation evaluation which employees
who leave an agency are requested to fill out when they leave. This
was filled out by Mr. Robert Reecer, who worked in the information
systems as a computer specialist under Dr. McConnell, His comments
are all underlined :

All employees I work with whom I know well enough to discuss personal topies
with are seeking employment elsewhere, outside the Scientific and Technical
Information Office. Many secretaries have left this office recently.

However, the only reason secretaries have left rather than professionals is
because of the difficulty of professionals finding other jobs. Something should
be done about the widespread dissatisfaction in this office. It is not a situnation
in which there are a few disgruntled employees but a situation where almost all
employees are extremely dissatisfied.

Ms. DiMacero. I would like to remark that considerable dissatisfac-
tion with Dr. McConnell’s management ability has been voiced not
only by the staff of his present office—EEO programs—but also by
the staff of his former office—the Scientific and Technical Informa-
tion Office.

I would like to go on to something else now.

To my knowledge, when disparaging statements about women ap-
peared in magazine and newspaper articles and were attributed to such
NASA representatives as Astronaut Lovell and Dr. Charles Berry—
whether taken out of context or not—NASA has not found such
disparagements to women important enough to correct in the public
news media. This was referred to yesterday by Ms. Salinas from NOW,
as well.

I wonld also like to talk about the way statistics are handled and pre-
sented at NASA concerning equal opportunities program.

At an organization and management status review, mid-level man-
agement meeting, held last summer. the director of headquarters
administration presented the statistics for headquarters promotions
in the following way.

Mr. Epwarns. T must interrupt vou. because the members have to
go vote, and we will recess briefly.

[ A brief recess was taken.]
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Mr. Epwarps. The meeting will come to order.

Ms. DiMaggio, you may continue, please.

Ms. DiMagaro. Thank you, Mr. Chairman.

I will start my last item again, concerning the way statistics are
presented that affect the equal opportunity program., :

At an organization and management review, which is a mid-level
management meeting, held last summer, the director of headquarters
administration presented the statistics for headquarters promotions
in the following way: “In fiscal year 1973, there were 67 promotions
in headquarters, 51 of which were women.” And that turns out to
be, T believe, 77 percent, which was mentioned, so that it looked like
women had nothing to complain about, they were getting 77 percent
of all the promotions.

But, until questioned by myself, because I happened to be at the
meeting at the time, I am not usually at these meetings, however, there
was no attempt made by either the director of headquarters adminis-
tration, who was presenting the statistics, or by the attending man-
agers to delineate further these statistics, When the statistics were
questioned, it was found that out of 51 promotions to women, 49 went
to women in the clerical and secretarial job categories. Only two of the
women receiving promotions were in professional job categories as
compared to all 16 of the men who received promotions. An obvious
statistic which did not come out was that professional men to profes-
sional women received promotions 8 to 1.

Another example of how statistics with implications for EEO are
poorly presented can be found in the eurrent draft of the headquarters
affirmative action plan for 1974. The action item in the plan reads that
over the past year, Spanish-surnamed Americans have increased at
NASA Headquarters by one-third. It does not show the concomitant
figure of the two or three Spanish-surnamed Americans actually hired
who make up this seemingly big increase of one-third.

I submit that statistics, if they are going to be meaningful for EEO,
have to highlight the total truth of the situation and not submerge it.

Another experience which I would like to point out, is that the
headquarters equal employment opportunity officer, even after repeated
objections of the Federal women’s program coordinator, continues to
refer to self-supporting women, ages 20 through 60, as “girls.” The
term “girls” was last used by him to refer to women of various ages
in a meeting which took place on March 7, while he was attempting to
counsel the manager of an office concerning a diserimination complaint
registered by a woman.

Let me indicate part of this casual disregard for women in another
way. The guideline for the headquarters affirmative action plan which
was written by the headquarters EEO officer and attached to Dr.
Fletcher's memo dated November 28, 1973 on the affirmative action
plan for 1974, reads as follows in section 3 on upward mobility and
career development: “Particular attention should be given to the
career development of women and minorities, grades 10 through 13,
who have talent and potential for further career development and
mobility.”

One problem with this is that concern for programs of career de-
velopment seems to end at the 13 level. T feel very strongly that GS
14 women were specifically excluded from concern of career develop-
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ment, because it happens to be that at this stage they are much more
competitive with professional men. When I attempted to correct the
slighting of women at the 14 level by introducing an action item in
tho headquarters affirmative action plan that dealt with establishing
management development programs for women GS 11 through 14,
there were three men at the meeting and myself. T did not get any
support for this idea of establishing a management development
program for women through grade 14.

I was the only woman there, and I was also outranked. And 1
argued until I was blue in the face that women do not have the oppor-
tunity to go past certain levels, and why were they topping off women
at the 13 or 14 level. When I asked the rationale for not supporting me
in setting up a program such as this for an affirmative action plan item,
the two answers that I received were: one, it is discrimination because
you are not setting up an equal program for men. I responded that
they failed to realize that men have these opportunities constantly
and that most all of our men at NASA are at the 15 level. If you
look at a bar chart showing headquarters statistics on grade levels, you
will find that the greatest percentage of men are at the 15 level. There-
fore, it is not discrimination to set up a special program to help
women in their career development to get to that level.

Two, the other answer that T was given for nonsupport of this par-
ticular program was that we could do it in other ways. I responded
that implications still remain that when a professional woman begins to
be competitive with professional men, equal opportunity efforts become
too threatening and must be cut off.

Mr. Chairman and members of the committee, T hope that some of
the examples given you have set the tone reflecting the pattern of
management. with which people committed to EEO have to deal, and
with which people supposedly served by EEO programs have to deal.

I am fully appreciative of this subcommittee’s interest in, and T
ho}i:c active support of, civil rights,

ank you very much.
[The prepared statement of Ms, DiMaggio with exhibits follows:]

STATEMENT OF Jo D1MaGa1o ox NASA's EQUuAL OPPORTUNITY PROGRAM

Mr. Chairman and members of the Subcommittee on Civil Rights and Con-
stitutional Rights, I am testifying before you as an individual in my own right,
but who also happens to be an EEO Specialist at NASA and the Federal Women's
Program Coordinator for the Headquarters, a Washington, D.C., component of
NASA.

I will be pleased to offer my testimony to the Subcommittee if, indeed, this
testimony given according to my conscience, results in positive action for NASA,
for the employees of NASA, and for all persons served by a need for equal oppor-
tunity programs.

I would like to begin by stating that toward the end of October, 1973, a group
of 68 concerned Headquarters employees sent a petition to the Administrator of
NASA. The petition expressed their deep grief over the loss of Ms. Ruth Bates
Harris, at that time our strongest recognized equal employment opportunities
advocate ; and it expressed their concern for what would or would not become of
the NASA Equal Opportunities Program [see Exhibit 1].

On November 1, 1973, I received a letter from Dr. Fletcher, the NASA Admin-
istrator, requesting that I select 10 persons from among the signers of the peti-
tion to meet with him on Monday, November 5, 1973, to discuss with him our
views and concerns [see Exhibit 2].

This representative group of concerned employees drew up a listing of 12 items
of concern and suggestions for improving the NASA Equal Opportunity Program
[see Exhibit 3]. I would now like to give a brief status report on the care given
our concerns and the implementation of suggestions.
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SUMMARY OF THE CARE GIVEN TO EMPLOYEES' CONCERNS AND IMPLEMENTATION
OF THEIR BUGGESTIONS

Item 1. Confidence, Commitment, and Results.—(See Exhibit 4, Memorandum
from the Administrator, Subject : Headquarters Affirmative Action Plan for 1974,
dated November 28 1073, and Exhibit 5, Memorandum from the Administrator,
Subject: Employees’ Suggestion Pertaining to EEO, dated January 25, 1974.)

Item 2. Affirmative Action Plan Implementation.—( See Exhibit 4 above.)

Item 3. Hiring Goals.— ( See Exhibit 6, Memorandum from the Administrator to
all NASA Employees, dated November 2, 1973. Exhibits 7, 8 and 9, Memoranda
from the Assistant Administrator of Equal Opportunity Programs to Associate
Administrators for the Office of Manned Space Flight, dated February 5, 1974;
Associate Administrator for the Office of Aerospace Technology, dated Febru-
ary 5, 1974 ; and the Associate Administrator for the Office of Space Science, dated
February 25, 1974; Subject: Internal Management Targets for Increasing Mi-
nority and Female Employee Representation in the NASA Work Force. Exhibit
10, Memorandum from the Assistant Administrator for Equal Opportunity Pro-
grams to the Associate Administrator for Organization and Management, Sub-
jeet: Internal Management Targets for Increasing Minority and Female Em-
ployee Representation in the NASA Work Force, dated March 1, 1974.)

Ttem 4. Statistical Analysts.—As far as I know, this suggestion has not been
communicated to our EEO staffs in the field to ascertain their need.

Item 5. Recruitment Efforts.—(See Exhibit 11, Attachment 1, to the Adminis-
trator's memorandum, dated Februnary 26, 1974, entitled “Status of Actions
Related to Employees’ Suggestions on EEO.” Also, yon may contact Mr. Dave
Walden, Special Assistant to the Director of Personnel, for the exact recruitment
plan.)

Item 6. NASA Federal Women's Program Coordinator.—A rating panel has
met and accomplished the rating of applications for the NASA Federal Women's
Program Coordinator position.

Item 7. Upward Mobility Program.—(See Exhibit 11, Attachment 1, as cited
for Item 5 above.)

Item 8. Human Resources Council.—(See Exhibit 12, HQMI 1152.2, dated Feb-
ruary 5, 1974. Subject : Headquarters Employees BEO Advisory Group,)

Item 9. NASA's EEO Council.—(See Exhibit 11, Attachment 2, Subject : NASA
Equal Opportunities Council/BEstablishment of the Revised Role and Membership,
dated February 12, 1974.)

Item 10, NASA Incentive Awards Board and Personnel Management Review
Committee.—(See Exhibit 11, Attachment 1, as cited for Items 5 and 7 above.)

Item 11. Equal Employment Opportunity Conference—(See BExhibit 11,
Attachment 1, as cited for Items 5, T and 10 above.)

Item 12. Conclusion.—(See Exhibits 4 through 12 as cited above.) If further
analysis is desired, it can be provided for the record upon request.

In concluding this portion of my testimony, I would like to say, from my own
personal point of view, that I do feel that the Administrator of NASA has demon-
strated a good faith effort in his attention to employee concerns as brought
before him on November 5, 1973.

However, there are other concerns and suggestions for improvement to which
I would like to draw your attention. These are examples of intimidation of
employees, indignities to women and minorities, and insensitivity to women and
minorities.

EXAMPLES OF INTIMIDATION OF EMPLOYEES

(a) Upon finding that I had talked with Ms. Phyllis MeClure from the NAACP
Legal Defense Fund and given her the names of persons who might be experi-
encing problems of discrimination, the Assistant Administrator for Equal
Opportunity Programs ordered an investigation by the NASA Inspections Divi-
sion of myself, Mr. Willie Gaither, the NASA EEO Complaints Coordinator; Mr.
Alvin Anderson, EEO Officer at the NASA Langley Research Center: and Mr.
Joe Atkinson, EEO Officer at the NASA Johnson Space Center. Approximately
15 minutes after I walked out of the Investigator’s Office of the Inspections
Division on December 10, 1973, my supervisor, the Headquarters EEQ Officer,
called me into his office and asked me for the names of all the persons I had
given to Ms. McClure. When I refused, my job was threatened at least twice
during the course of our approximately thirty-minute conversation. Specific
threats were as follows:

(1) *“Jo, if you think you're going to get anywhere this way . . .” “Where is
anywhere Don?" “Anywhere in your job.”
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(2) “Jo, if you can't work cooperatively with me in this office, your life is
going to be dead as far as your job” [see Exhibit 13].

My concern is and was that if the person in such positions ag the Assistant
Administrator for Equal Opportunity Programs and the Headquarters EEOQ
Officer could so easily threaten and attempt to intimidate a person in my position,
what threats and intimidations could be going on with other employees.

(b) When the Headquarters EEO Officer met with the EEO counsellors to
inform them that Ms, McClure of the NAACP Legal Defense Fund would be
contacting them to talk to persons having diserimination complaints, the coun-
sellors were advised that the Office of General Counsel had taken the position
that anyone talking to Ms MeClure on-the-clock would have to have a third party
from management present—either the Headquarters EEO Officer, the Headquar-
ters Federal Women's Program Coordinator, or someone from the Office of General
Counsel.

The third party management berson was presented as a protection against the
NAACP Legal Defense Fund person who was likened to a reporter who counld get
one into trouble by misquoting or taking statements made out of context. The third
party person was to take notes on what was being said.

EXAMPLES OF INDIGNITIES TO WOMEN AND MINORITIES

(a) Witness the treatment of Ms. Ruth Bates Harris, a nationally recognized
woman in the field of human relations, On August 6, 1971, she was given an
official job offer—excepted position as Director of the Equal Employment Op-
portunity and Contract Compliance Office. Within two weeks, she suffered a
reduction in rank to Deputy Director without ever having come on board.

(b) Again, when the Office of Equal Employment Opportunity and Contract
Compliance was elevated to the Assistant Administrator level, Ms Ruth Bates
Harris was by-passed. Although she has had many years of experience directing
and managing human relations programs for the Montgomery County School
System and the District of Columbia, a male with comparatively negligible, if
any, specialized experience as a functional manager in this field received the
Assistant Administrator Position.

(¢) Within four months after Dr. McConnell was appointed Assistant Admin-
istrator for Equal Opportunity Programs, the first professional staff member
left the office. Between this time, August, 1973, and 7 months later, March, 1974,
six professional staff members (approximately 60 percent of the professional
staff) and the lead secretary left that office either voluntarily or forcefully.

BUGGESTIONS FOR IMPROVEMENT

1. Olose observation of the attrition rates of each office by the servicing Per-
sonnel Management Specialist.

2. Report of unusually high attrition rates to the management official above the
level being reviewed.

3. Annual performance appraisals of supervisors and managers by employees
with provision for continuing or emergency appraisals when necessary. Appraisals
between supervisors and employees should be a mutual experience,

4, Release of managements and supervisors from their managerial and super-
visory responsibilities who—through unusually high attrition rates, poor employee
appraisals, or by other means—have demonstrated a lack of sensitivity and skill
in sound supervisory and management practices,

(d) There seems to be a backlash movement among some managers who, as
reported to me by a substantial number of women, consistently put off and gen-
erally try to avoid female employees when they attempt to inquire about promo-
tions or enhancement of their careers.

EXAMPLES OF INSENSBITIVITY TO WOMEN AND MINORITIES

(a) When 11 concerned employees met with the Administrator of NASA to
discuss their views and concerns for the NASA EEO Program, one of the con-
cerns mentioned was that a number of employees, particnlarly women, had had
problems with the new Assistant Administrator for Equal Opportunity Programs
[see Exhibit 3]. The Administrator did not delve into what the problems were
with an attempt to assess their significance. Instead, he replied that he knew of
Dr. McConnell's problems, but that people eould learn and Dr. McConnell wmz_m
learn, and he thought we would see a change in Dr. MeConnell [see Exhibits
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14, 15, 16, 17, 18 and 19 as a few examples of problems experienced by employees
with Dr. MeConnell].

(b) To my knowledge, when disparaging statements about women appeared
in magazine and newspaper articles and were attributed to such NASA repre-
sentatives as Astronaut Lovell and Dr. Charles Berry (whether taken out of
context or not), NASA has not found such disparagements to women important
enough to correct in the public news media.

(e) At an Organization and Management Status Review (mid-level manage-
ment meeting) held last summer, the Director of Headquarters Administration
presented the statisties for Headquarters promotion like this: “In FY 73, there
were 67 promotions in Headguarters, 51 of which were women.” Until questioned
by the Headquarters Federal Women's Program Coordinator, there was no
attempt made either by the Director of Headquarters Administration, who was
presenting the statistics, or by the attending managers to delineate further these
statistics, When the statistics were questioned, it was found that out of 51 pro-
motions to women, 49 went to women in the clerieal and seeretarial job categories,
Only two of the women receiving promotions were in professional job categories
as compared to all sixteen of the men who received promotions [see Exhibit 20].

Another example of how statisties with implications for EEO are poorly pre-
sented can be found in the current draft of the Headquarters Affirmative Action
Plan for 1974. The action item in the plan reads that over the past year, Spanish
surnamed Americans have increased at NASA Headquarters by one-third. It
does not show the concommitant figure of the two or three Spanish surnamed
Americans actually hired who make up this seemingly big increase of one-third
[see Exhibit 21].

Another favorite ploy in the statistics game when comparing data concerning
grade levels of women or minorities is to form various groupings of those grade
levels, Thus, manipulation of the resulting data is quite easy to put over on the
untrained, casual, or uncaring observer [see Exhibit 221.

SUGGESTIONS FOR IMPROVEMENT

In order for statistics with implications for EEO to be meaningful, they must
be presented in a manner which will highlight the truth of the total situation,
not submerge it. An order from top management to this effect might be useful.

(d) The Headquarters EEO Officer, even after repeated objections from the
Federal Women's Program Coofflinator, continues to refer to self-supporting
women, ages 20 through 60, as “girls.”

The term “girls” was last used by him to refer to women of various ages in a
meeting which took place on March Tth. He was attempting to counsel the man-
ager of an office on a discrimination complaint registered by a woman.

(e) The Patent Division of the NASA Office of General Counsel directly con-
tacted each of the university law school placement offices in the area concerning
a position in that office, except for Howard University Law School Placement
Office which I was to contact. When I asked Mr. Dale Parker, head of the Patent
Division, why his office had directly contacted all the other university law schools
and left Howard University to the EEQ Office, he replied that he would have
been glad to contact Howard University but Mr, Lichty, the Headquarters EEQ
Officer, offered to do that himself.

Another time when a young woman lawyer called me about some positions
in the Office of General Counsel and found that I was someone from the EEO
Office, she asked, “Do they just want a woman or do they want a lawyer?”

I submit that using the EEO Office as an intermediary between possible candi-
dates and the selecting office is not only a waste of time, but an indignity to
potential candidates.

SUGGESTIONS FOR IMPROVEMENT

Direct recruiting should be done by the offices having the positions with the
help of Personnel Staffing Specialists. The EBPO Office should not be involved
in the actual recruitment for offices, but in assisting in the development of re-
cruitment referral resources for minorities and women.

For information on various types of problems experienced by women in the
NASA Field Centers, please request statements from:

Ms. Anita Davis and Ms. Anne McClung, NASA Johnson Space Center, con-
cerning an investigation initiated as a form of reprisal.
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Ms. Kathleen McEntyre, NASA Flight Research Center, concerning the non-
responsiveness of management to forming a Federal Women's Program Com-
mittee,

Ms. Anne Grainger, NASA Marshall Space Flight Center, concerning the con-
sistent use of posters exhibiting women in the Center despite persistent protests
by women.

Ms. Grace Accerman from Marshall Space Flight Center concerning published
statements from the MSFC EEO Officer objecting to her aggressive advocacy
of women's equality. (Ms. Accerman has a diserimination complaint which is
currently at the post-hearing stage and involves more than these statements
which, I believe, can be obtained from the hearing transeripts,)

Ms. Mary King and Ms. Millie King, Kennedy Space Center, concerning the
refusal of management to pay for the fees of a training course designed especially
to assist the Federal women working in that area.

I am fully appreciative of this Subcommittee’s interest in and active support
of civil rights and constitutional rights.

Thank you very much.

HExamrr 1

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,

Washington, D.C.
To : The administrator,

From : Concerned employees.
Subject : Loss of Ms. Ruth Bates Harris from NASA.

We are deeply grieved at NASA’s loss of Ms. Ruth Bates Harris. We have
known her as our staunchest supporter and advocate of equal opportunities
for women and minorities at NASA.

Her loss has shaken our faith in NABA's dedication to the Equal Oppor-
tunity Program and has stimulated serious concerns on the part of many em-
ployees. Because of this we would appreciate an official statement of reaffirma-
tion from you to all NASA employees which will outline both NASA's real

policies affecting equal opportunities for women and minorities and a deserip-
tion of the positive steps being taken to strengthen these opportunities.
Thank you for your consideration of our concern.

Exmmir 2

NATIONAL AERONAUTIOS AND SPACE ADMINISTRATION,
Washington, D.C., November 1, 1973.
Ms. Jo Marme D1 Mace1o,
Emergency Planning Office,
National Acronautics and Space A dministration,
Washington, D.C.

DuAr Ms. D1 Maceto: Before responding fully to the memorandum on the sub-
Jject “Loss of Mrs. Ruth Bates Harris from NASA,” T believe it would be useful
if we could meet to discuss the matter and to hear your views and concerns.

Since you are the Headquarters Federal Women’s Program Coordinator and
the first person to sign the memorandum, I would like to ask for your help.
Could you suggest approximately 10 other signers of the memorandum who
would like to meet with me. I would then plan to meet with you and the others
whom you suggest in my office on November 5, 1973, from 2:30 p.m. to 3:15 p.m.,
if this is convenient.

I would appreciate it if you could call my office with the suggested list of
names as soon as possible, so that I can invite them.

Sincerely,

James C. FLETcHER, Administraior.




89

Exmmir 3

PoinTs oF CONCERN AND SUGGESTION FOR IMPZOVING THE EQUAL OPPORTUNITIES
PrRoGRAM OF NASA

. Confidence, Commitment, and Results,
2. Affirmative Action Plan Implementation.
3. Hiring Goals.
4, Statistical Analysts,
6. Recruitment Efforts.
6. NASA Federal Women's Program Coordinator.
7. Upward Mobility Program.
8. Human Resources Council.
9. NASA's EEO Council.
10. NASA Incentive Awards Board and Personnel Management Review Com-
mittee,
11. Equal Employment Opportunity Conferences,
12. Conclusion.
1. CONFIDENCE, COMMITMENT, AND RESULTS

Employees have had continued confidence in the demonstrated commitment of
Ruth Bates Harris to equal opportunities for women and minorities,

Since her departure, employees lack the confidence that there is anyone in top
management committed to obtaining results in egual opportunity program at
NASA,

A number of us, in particular women, have had problems with Dr. MeConnell
thus jeopardizing the confidence we needed to have in him.

However, as our primary concern is with obtaining results for equal opportuni-
ties in NASA, we are asking you, the Administrator, along with your top staff,
the Deputy, and associate and assistant administrators, to become more directly
involved with, and supportive of, the human resources for NASA.

For instance, we recently observed the tremendous effectiveness in obtaining
noteworthy, positive results in the Combined Federal Campaign effort. We feel
that if the Administrator and his top staff would give the same kind of personal
attention and support to our Equal Opportunities Program as was given the CFC
this year, we would then also see noteworthy, positive results in NASA’s equal
employment opportunity efforts.

2. AFFIRMATIVE ACTION PLAN IMPLEMENTATION

There must be accountability for, and enforcement of the affirmative action
plan items.

8. HIRING GOALS
The Administrator should express his personal commitment to meaningful

goals which will make a statistical difference, and communicate this commitment
to top and mid-level management.

4. BTATISTICAL ANALYSTS

There is a need for the expertise of a statistical program analyst in each
NASA EEO Office to monitor and guide the implementation of setting goals
for a significantly effective equal opportunity program.

5. RECRUITMENT EFFORTS

A full-time recruiter experienced in recruiting minorities and women for pro-
fessional positions throughout the agency is an EEO necessity.

Also, goals should be set for the executive recruiter in bringing minority and
female candidates to the attention of the Administrator for filling executive level
positions.
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8. NASBA FEDERAL WOMEN'S PROGRAM COORDINATOR

Immediate action should be taken to fill the position of full-time NASA Federal
Women's Program Coordinator. This position should be classified at the GS-14
level with GS-15 potential. The person in this position must be able to show a
track record in human rights, with particular emphasis on women's rights.

In order to instill confidence among employees and management served by the
person in this position, it is requested that the selection panel be comprised of an
equal number of management and female employee members, The female panel
members should be selected by the Headquarters Federal Women's Program
Committee.

7. UPWARD MOBILITY PROGRAM

There must be positive commitment to the continuation of the Headgquarters
Upward Mobility Program for FY 75.

There should also be implementation of formal upward mobility programs in all
NASA field centers by the beginning of FY 75.

8. HUMAN RESOURCES COUNCIL

There should be established a NASA Human Resources Council or group of
employees including minorities and women which would meet at least semi-
annually with the Administrator to discuss employee views and concerns,

As things stand now, it took a crisis for the Administrator and a group of
employees to have the opportunity of getting together to discuss their views and
mutual concerns.

P. NABA'S EEO COUNCIL

Points of concern:

NASA’s EEO Council has not met since March 1973.

Representation on the Council has been exclusively upper management.

Many of the recommendations of the Council went the way of Affirmative
Action items (got lost in the system somewhere)

Suggestions ;

NASA’s EBO Council should be reinstituted or reestablished.

The Council’s membership should be more reflective of all levels of NASA's
workforce.

The Council should have authority to require implementation or follow-through
of its recommendations.

10, NASA INCENTIVE AWARDS BOARD AND PERSONNEL MANAGEMENT REVIEW
COMMISSION

There should be a broader representation of women and minorities on the
above mentioned Board and Committee. Hopefully, there would be more than
a token of one or two on each.

11, EQUAL EMPLOYMENT OPPORTUNITY CONFERENCES

There should be an annual or bi-annual continuation of NASA equal employ-
ment opportunity conferences,

12, CONCLUSBION

In summary, and to quote Dr. MeConnell's management philosophy, “manage-
ment by objectives” is fine; but unless positive mechanisms are built into the
system to accomplish these objectives, they are mere empty words of no use.
This is why our views and concerns as expressed in this paper have focused on
what we feel are some necessary, positive mechanisms for an effective equal
opportunity and human resources program,
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ExHIBIT 4

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,
Washington, D.C., November 28, 1974.

MEMORANDUM
To : See distribution.
From : A/Administrator.
Subject : Headquarters affirmative action plan for 1974.

The Headquarters Equal Employment Opportunity Affirmative Action Plan
(AAP) for 1974 will require each of you to prepare a concise office AAP cover-
ing primarily recruitment and placement goals, career development, and up-
ward mobility for women and members of racial minority groups. For a large
enough work force to be able to set feasible goals, Mr. Shapley's plans will
cover the Offices of DOD and Interagency Affairs, Legislative Affairs, and In-
ternational Affairs. Mr. Clements’ plan will cover the Administrator's Office, Equal
Opportunity Programs Office, and all elements reporting directly to Dr. Newell,

If you expect to have few opportunities for outside hires in 1974, stress should
be placed on placement goals through career development and upward mobility
programs for your present employees. Enclosed are brief guidelines for the
preparation of your plan. Also, the Office of Equal Opportunity Programs, the
Office of Personnel, and the Headquarters Equal Employment Opportunity Of-
fice are available to help in any way they can.

It is requested that you submit your plan to me for approval by December 31,
1873, with an information copy to the Director, Headquarters Administration.
The cumulative goals and objectives of all approved office plans will be in-
corporated in the overall Headquarters plan.

In addition to written reports that will be required by the Headquarters AAP
for 1974, you will submit verbal reports to me each quarter. Associate Admin-
Istrators will report at Weekly Program Management Meetings, and Assistant
Administrators will report at Weekly Staff Luncheons. Mr. Clements will sched-
ule when verbal reports will be submitted.

The Headquarters Equal Employment Opportunity Office will maintain a status
chart to reflect the progress of all offices in achieving their goals. Your coopera-
tion is requested to provide any information necessary to post the chart which
will serve as a point of reference during the submission of verbal reports,

Both Dr. Low and I have stressed repeatedly our strong support for equal
employment opportunity. The above should be an effective means of providing
this support within the Headquarters.

JAMES C, FLETCHER.

GUIELINES FoOR EEQ AFFIRMATIVE ACTION PLANS FOR HEADQUARTERS PROGRAM
AND STAFF OFFICES

1. IDERTIFICATION AND ASSESSMENT OF EQUAL EMPLOYMENT OPPORTUNITIES

The first step in affirmative action plan (AAP) development is to identify
where equal employment opportunities exist or can be enhanced in the office.
Do predominantly all male or all white office elements provide opportunities for
placement of women or minorities? Can steps be taken to raise the grade level
of women and minorities? Can employees whose skills are underntilized be as-
signed additional duties, or if in dead-end positions, be placed in another eareer
ladder? Will additional training or counseling of both supervisors and employees
improve attitudes to foster equal employment opportunities and a more viable
working environment? Affirmative answers to questions such as these should
translate into positive aections.

This step is extremely important. Unless the AAP honestly recognizes and deals
with equal employment opportunities and involves line management, it will not
produce desired results.
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2. GOALS AND TIMETABLES

istablishing numerical goals and timetables for recruitment, placement and
employee upward mobility is a required management concept and part of the
development of affirmative action plans. Subject to higher level reviews, goals
should be set by the lowest practicable level of management to assure that they
are both reasonable in terms of manpower needs and employees’ skills and career
objectives and challenging in terms of the desired change,

3. UPWARD MOBILITY AND CAREER DEVELOPMENT

The plan should include action items designed to make full utilization of the
present skills of employees as well as action items to identify the training and
education needs of lower grade employees. Planned counseling sessions to develop
objectives of mutual interest to management and the employee should be required.
Particular attention should be given to the career development of women and
minorities in grades 10 to 13 level positions who have the talent and potential
for further development and mobility.

4. RECRUITMENT AND PLACEMENT

Recruitment and placement goals should be established for:

a. Increase in the number of minority permanent employees.

b. Increase in women or minority groups in professional positions.

In order to obtain gualified candidates for vacancies and achieve EEO goals,
special efforts must be made to develop diverse and responsive sources of man-
power. Selecting officials should be encouraged to expand recruitment sources
by utilizing their contacts with professional and technical organizations which
produce qualified women and minorities. The Headquarters Equal Employment
Opportunity Office and the Office of Equal Opportunity Programs will assist in
identifying referral sources.

ExuIBIT §

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,
Washington, D.C., January 25, 197}4.

MEMORANDUM

To : DHE/Ms. Jo Marie Di Maggio.
From : A/Administrator.
Subject : Employees' suggestions pertaining to ERO.

During our meeting of November 5, 1973, your group expressed several points
of concern and made a number of suggestions for improving our EEO program.
We have devoted much thought to your comments and have discussed them
thoroughly. As a result of these discussions, a plan has been devised which will
result in the implementation of most of your suggestions, and, at the same time,
will significantly improve our EEO posture.

With specific regard to your suggestions, Dr. McConnell has provided the
attached implementation plan which was developed in consultation with the
action officers and approved by Dr. Low. Dr. McConnell will report on the
progress of each of the eleven items at the monthly General Management
Review.

More generally, we have decided to manage the EEO program the same as
we do our technical programs. Goals have already been established for the
hiring of minorities and women during OY 1974, and they have been incor-
porated into the Affirmative Action Plan for the Agency. The percentage of
minorities in the total NASA work force will be increased to 6.1%, and, during
the same period, there will be 80 professional positions filled by minorities
and 80 by women, either by hiring or through Upward Mobility. Goals and
timetables for future years will be developed by July 1974. Responsibility for
achieving these goals has been accepted by the Institutional Associate Adminis-
trators for the field centers and by the Director of Headquarters Administra-
tion. They, too, will report their progress each month at the General Manage-
ment Review when progress reports are made on all other NASA programs, I
believe that this approach will produce significant results and will do much
to bolster your confidence that NASA is committed to a strong EEO program.

James (. FLETOHEER.
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DeceMBER 21, 1973.
MEMORANDUM
To: AD/Deputy Administrator.
From : U/Assistant Administrator for Equal Opportunity Programs.
Subject : Plans for Implementation of Employee Suggestions Received Novem-
ber 5, 1973.

1. Confidence, Commitment, and Results.

Action Persons: Administrator, Deputy Administrator, Assistant Adminis-
trator for Equal Opportunity Programs, Institutional Directors, and Center
Directors.

Schedule : Continuing.

Status : Employees have been briefed on EEO discussions at the Center Direc-
tors' Meeting,

2, Affirmative Action Plan (AAP) Implementation.

Action Persons: Assistant Administrator for Equal Opportunity Programs,
Director of Headquarters Administration.

Schedule: National AAP Implementation January 1, 1974; Headquarters
AAP Implementation February 1, 1974.

Status: Reporting requirements are being developed to strengthen monitor-
ship of progress under the plans. Organization level plans are being developed
in Headquarters and 1974 National plan calls for organizational plans at the
Centers. This will involve line managers in EEO planning and affix account-
ability for EEO performance.

3.a. Hiring Goals—Headquarters.

Action Officer: Officials in charge of Headquarters Offices.

Schedule : December 31, 1973. Organization Input to Administrator.

Comment: Dr. Fletcher's memorandum of November 2, 1973, to all NASA
employees satisfied the specific request for his commitment to the development
of meaningful goals, These specific goals are being developed in connection with
Headquarters Organizational AAP's. Director of Headquarters Administration
is collecting, reviewing, and evaluating organizational plans and goals.

3.b. Hiring Goals—Agency.

Action Officer : Assistant Administrator for Equal Opportunity Programs,

Schedule: Presentation to Deputy Administrator December 1973, for final
decision on 1974 goals. Then immediate incorporation in National AAP for 1974.

4. Statistical Analyst.

Action Officer: Director of Headquarters Administration and Director of
Personnel.

Schedule: June 1974, meet and review the adequacy of reporting systems
developed by Code JPA.

6. Recruitment.

Action Person: Agency—Director of Personnel: Headquarters—Director
Headquarters Administration.

Schedule:

a. Agency—Briefing to Deputy Administrator December 1973 for ap-
proval of agency recruitment plans.

b. Headquarters—January 15, 1974, approval of certification statement
by selecting officials to attest to their efforts to identify minority and female
candidates,

6. Federal Women's Program Coordinator (FWPC).

Action Person: Assistant Administrator for Equal Opportunity Programs.

Schedule: January 10, 1974, Advertisement Closes; January 21, 1974, Panel
Reviews Applicants; and February 1, 1974, Selection Announced.

Comment : Federal Women's Program Committee is to submit nominees for
membership on the rating panel.

7. Upward Mobility Program (UMP).

Action Person : Director of Headquarters Administration.

Schedule: April 1, 1974. Complete review of organizational plans for commit-
ment to UMP. As necessary, request UMP slots to maintain at least the 1973
program level.

8. Human Resources Couneil.

Action Person: Director of Headquarters Administration.
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Schedule : Elections to be held and Council to be constituted by February 1,
1974.

9. EEO Council.

Action Person : Assistant Administrator for Equal Opportunity Programs.

Schedule: January 15, 1974—letter to fleld on revised composition of NASA
EEO Council.

Mid-February 1974—meeting of Council—possibly in conjunction with PMRC
because of common memberships,

10. Incentive Awards Board and Personnel Management Review Committee.

a. Personnel Management Review Committee (PMRC).

Action Person: Chairman, PMRC.

Schedule: December 18, 1973—Initial discussion of broadening membership.

January 31, 1974—Final Decision on Revised membership,

b. Incentive and Awards Board (IAB).

Action Person : Chairman, IAB.

Schedule: January 31, 1974—Final decision on revised method of nomination
and establishment of a Headquarters award ceremony.

¢. Management Development Education Panel (MDE P).

Action Person : Executive Secretary, MDEP.

Schedule : January 8 1974 —Panel will consider the suggestion.

11. EEO Conference.

Action Person : Assistant Administrator for Equal Opportunity Programs.

Schedule: Spring 1974—will schedule a training workshop on the preparation
and implementation of Afirmative Action Plans. (Note: NASA will be phasing
over from calendar year to fiscal year plans.)

Duprey C. McCoONNELL.

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,
Washington, D.C., November 2, 1973.

MEMORANDUM TO ALL NASA EMPLOYEES

As most of you must already know, I have recenfly terminated the appoint-
ment of Ms, Ruth Bates Harris as Deputy Assistant Administrator, Office of
Equal Opportunity Programs. Ms, Harris has made public a paper she wrote me
criteizing NASA's Employment Opportunity Program and recommending the re-
assignment of the Assistant Administrator. Because the newspaper accounts
based on this report imply that her termination reflects lack of commitment to
equal employment opportunity, I think that you should hear from me regarding
the reasons for the action I have taken.

First, there should be no mistake: I am deeply and personally committed to
the goal of equal employment opportunity for members of minority groups and
women. I am not satisfied with NASA's performance in this field. My views are n
matter of public record. Indeed, Mrs, Harris herself has frequently cited them.
Dr. George M. Low, Deputy Administrator, and I have met on many occasions
with Ms. Harris and others in the Equal Employment Office to discuss the prob-
lems of that office and plans for their solution. We have both personally devoted
substantial time and effort. It is important work and demands our personal
leadership.

The information in Ms. Harris' report on the representation of minorities
and women at all levels of NASA is well known. Practically all of it is in the
public record. This information clearly shows that we all have a long way to go to
achieve equal employment opportunity goals. I thoroughly agree.

To solve these problems, the report made certain recommendations about orga-
nizational structure, resources, and personnel. Thus, the total EEO Program
throughout NASA was to be made solely a Headquarters operation, the alloca-
tion of agency resources to EEQ was to be exempted from any reductions which
the agency must face, the current Assistant Administrator for Equal Opportu-
nity Programs was to be reassigned, and all presently assigned EEO personnel
throughout NASA were to be reevaluated to determine their qualifications and
potential. The letter transmitting the report on September 21 expressed the hope
that I would decide to do all these things by the first week of October,

Before deciding what I would do, I talked with many people within NASA
at various management levels in order to determine what might be best for
NASA's equal employment opportunity programs. I talked both with employees
who were in the EEO program and those who were leaving the EEO office.
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In addition, I requested the observations of senior NASA staff regarding the
respective administrative and managerial capabilities of Dr. MecConnell and
Ms. Harris, both of whom were appointed to their positions of Assistant
Administrator and Deputy Assistant Administrator on April 16, 1973.

While I admired Ms. Harris' enthusiasm and dedication—and still do—I
did not believe that she had the necessary administrative and management
skills to fill the position of Assistant Administrator. Events beginning very
shortly after April 16 showed that Ms. Harris and others, apparently unwilling
to afford Dr. McConnell a fair chance to do the job he had been assigned, were
not supporting the efforts and the leadership he was providing. A divisive
spirit became rampant in the office. The report itself reflects this unfortunate
development,

Upon receiving Ms. Harris' report in September, I again consulted with Dr.
Low and senior staff both at Headquarters and in the field centers to determine
whether Mrs, Harris could continue to serve constructively as a member of the
Equal Employment Opportunity Office.

While Ms. Harris kept me well informed of activities in her area of respon-
sibility and properly emphasized problem areas, she was never able to imple-
ment her plans to achieve solutions nor was she able to work with others outside
the EEO Office to do so. She is an excellent advocate of the cause of minorities
and women but this quality does not suffice for the work to be done. A good
leader must have the necessary administrative skills to motivate all members
of her staff to work effectively together. In addition she must know and ap-
preciate the broader problems of NASA in fulfilling all of its missions and in
working with others at their own and higher levels to achieve solutions which
can be implemented. Ms, Harris was unwilling to do this.

Because Ms, Harris has not demonstrated the degree of administrative and
management skill required of her position, because she has been unwilling to
share the broader problems of management with her peers, and because she
became a seriously disruptive force within her own office, 1 concluded that she
should not continue to serve in the Office of Equal Opportunity Programs. In
so concluding, I also concluded that Dr. MeConnell ean successfully do the
job he has been assigned provided he has the good will and working support
of all NASA employees.

Dr. McConnell and all of us have a big job to do. In doing this job we will
consider the recommendations and suggestions of the report prepared by Ms.
Harris and will adopt those we feel will be helpful. I am appreciative of the
effort she has made and respect her for having expressed her opinions.

Our record in NASA over the 15 years of our existence is not a record in
which we can take pride. Although we have made progress in the past 34
years, our very best efforts will be required to make progress in the future, I
believe we can derive some satisfaction from the plans now underway to take
affirmative action. There follows a listing of a few of the activities recently
initiated which you all should know about because they require your participa-
tion and constitute opportunities which will be to your and NASA’s advantage:

1. Development of Goals and Timetables. It has been found that numerical
goals are an effective device for evaluating progress in EEO. NASA is committed
to the adoption of such goals. Supporting data has been gathered from our
field centers and is being appraised in terms of national workforce utilization
data. It is expected that this appraisal will be completed shortly and that agency-
wide goals will be adopted for the first time,

2. Recruitment of Minority and Female Candidates. NASA installations are
in the process of naming teams of recruiters, themselves minority and female
personnel, to seek out and identify top-flight candidates for NASA employment.
These recruitment teams will receive special training in the somewhat complex
ratfing and qualification procedures of government employment. This training
will allow the recruiters to advise potential candidates on the hiring process.
The Equal Opportunity Programs Office and the Office of Personnel are devising
procedures to share information of top candidates among the various centers
to give each candidate the widest possible exposure, In addition, the Co-op
Program ealls for college students to alternate semesters of academic study
with work experiences, The NASA program is one of the largest in government
and has been a key source of technical talent. Successful Co-op graduates can
qualify immediately for government employment. Our enrollees are currently
18% minority and 149, female. During FY 73 our new enrollees were 289
minority and 199 female.
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3. Identification of Minorities and Women for Management Development.

A special effort has begun among the Office of Personnel, the Director of Key
Personnel and the Equal Opportunity Programs Office to identify outstanding
minority and female employees for special management training. This talent bank
will be maintained centrally and reviewed periodically as various special training
opportunities arise.

4, Upward Mobility Program,

NASA Headquarters has implemented a pilot program to provide eareer op-
portunities to lower graded employees in “dead end” positions. This program is
currently underway and will serve as a model to the field centers for identifying
positions and selecting personnel. The Affirmative Action Plans of the field in-
stallations will all call for implementing similar programs in calendar year 1974.

In writing this to you, my major concern is that Mrs. Harris’ termination might
discourage other employees from making their ideas and criticisms known to the
Administrator for fear of jeopardizing their own jobs. I want it clearly under-
stood that Dr. Low and I are very interested in hearing from any NASA em-
ployee, that we will evaluate a communication from an employee on its merits and
without regard to personality, and that no adverse reflection on the person wha
communicates will result,

Dr. Low's and my commitment to equal employment has never been stronger.
We will continue to be sensitive to the aspirations of all of NASA’s employees.

JAMES C. FLETCHER, Administrator.

ExuIBIT 7
FEBRUARY B, 1974.
MEMORANDUM

To: M/Associate Administrator for Manned Space Flight.
From : U/Assistant Administrator for Equal Opportunity Programs.
Subject : Internal Management Targets for Increasing Minority and Female Em-
ployee Representation in the NASA Work Force.
This is to confirm the internal management targets for placements and Upward

Mobility of minorities and females that were provided to your office last week.
The targets for your installations are:

Minority  Professional Female Professional  Minority non-
MP hires ump professional

10
4

2 12

These targets should be the basis for your monthly reporting at the General
Management Review,

In order to avoid any misunderstanding of what is intended by the goals for the
Upward Mobility Program, they pertain to professional positions designated to
be filled by nonprofessionals through some aspect of the formal Upward Mobility
Program or through other appropriate means. Since the training period is some-
times a year or more, the goals will be regarded as achieved upon the firm desig-
nation of the professional positions to be filled in this manner. Hires are counted
upon their placement on the rolls and not upon acceptance of an offer.

I ask that you formally transmit these targets to your Centers as soon as pos-
sible if you have not already done so. These targets should appear as numerical
goals in an appendix to the Installation Affirmative Action Plan. As you know,
the Installation plans become effective on February 1, 1974—subject to amend-
ment to include Civil Serviee Commission comments.

Please let me know of any ways in which this office can be of assistance to you
in achieving these targets.

DupLEY G. MCCONNELL.
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Examir 8
FeBRUARY 5, 1974,
MEMORANDUM

To: R/Acting Associated Administrator for Aeronautics and Space Technology.
From : U/Assistant Administrator for Equal Opportunity Programs.
Subjeet : Internal Management Targets for Increasing Minority and Female
Employee Representation in the NASA Work Force.
This is to confirm the internal management targets for placements and Upward
Mobility of minorities and females that were provided to your office last week
The targets for your installations are :

Minority  Professional Female Professional Minority non-
i UMP hires Ump professional

These targets should be the basis for your monthly reporting at the General
Management Review.

In order to avoid any misunderstanding of what is intended by the goals for
the Upward Mobility Program, they pertain to professional positions designated
to be filled by nonprofessionals through some aspect of the formal Upward
Mobility Program or through other appropriate means. Since the training period
is sometimes a year or more, the goals will be regarded as achieved upon the
firm designation of the professional positions to be filled in this manner. Hires
are counted upon their placement on the rolls and not upon acceptance of an
offer,

I will be discussing the establishment of increased targets for the Upward
Mobility Program with you in the near future. I ask that you formally transmit
these targets to your Centers as soon as possible if you have not already done
s0. These targets should appear as numerical goals in an appendix to the In-
stallation Affirmative Action Plan. As you know, the Installation plan became
effective on February 1, 1974—subject to amendment to include Civil Service
Commission comments,

Please let me know of any way in which this office can be of assistance to you
in achieving these targets.

DupreEy G. McCONNELL.
ExumIT 9
FEBRUARY 25, 1074,
MEMORANDUM

To: 8/Associate Administrator for Space Science.
From : U/Assistant Administrator for Equal Opportunity Program.
Subject: Internal Management Targets for Increasing Minority and Female
Employee Representation in the NASA Work Force.

This recinds and replaces my memorandum of February 5, 1974 on the same
subject. )

The purposge of this memorandum is to confirm the internal management fargets
for placements and Upward Mobility of minorities and females previously agreed
upon. The targets for your Installation are :

Minority  Professional Femals  Professional  Minority non-
UMp hires um professional
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These targets should be the basis for your monthly reporting at the General
Management Review,

In order to avoid any misunderstanding of what is intended by the goals
for the Upward Mobility Program, they pertain to professional positions desig-
nated to be filled by non-professionals through some aspeet of the formal Upward
Mobility Program or through other appropriate means, Since the training period
is sometimes a year or more, the goals will be regarded as achieved upon the
firm designation of the professional positions to be filled in this manner. Hires
are counted upon their placement on the rolls and not upon acceptance of an
offer.

I ask that you formally transmit these targets to your Centers as soon as
possible if you have not already done so. These targets should appear as numerical
goals in an appendix to the Installation Affirmative Action Plan. As you know,
the Installation plans became effective on February 1, 1974—subjeet to amend-
ment to include Civil Service Commission comments.

Please let me know of any way in which this office can be of assistance to
yvou in achieving these targets.

DupLEY G. McCONNELL.
Exuisir 10

WasHINGTON, D.C., March 1, 1974.

MEMORANDUM

To: D/Acting Associate Administrator for Organization and Management.
From : U/Assistant Administrator for Equal Opportunity Programs.
Subject: Internal Management Targets for Increasing Minority and Female
Employee Representation in the NASA Work Force.
This is to confirm the internal management targets for placements and Upward
Mobility of minorities and females that were previously provided to your office.
The targets for your installations are:

NASA Headauarters:
Minority professional hires T 16
4

Female professional hires e A o IR L 12
UMP Ao A % R B
Minority nonprofessional s AR : 47

These targets should be the basis for your monthly reporting at the General
Management Review,

In order to avoid any misunderstanding of what is intended by the goals for
the Upward Mobility Program, they pertain to professional positions designated
to be filled by nonprofessionals through some aspect of the formal Upward
Mobility Program or through other appropriate means. Since the training period
is sometimes 4 year or more, the goals will be regarded as achieved upon the
firm designation of the professional positions to be filled in this manner. Hires
are counted upon their placement on the rolls and not upon acceptance of an
offer,

These targets should appear as numerical goals in an appendix to the Installa-
tion Affirmative Action Plan. As you know, the Installation plans became effec-
tive on February 1, 1974—subject to amendment to include Civil Service Com-
mission comments,

Please let me know of any way in which this office can be of assistance to yon
in achieving these targets.

DupLEY G. MCCONNELL.
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ExasiT 11

NATIONAL AERONAUTIOS AND SPACE ADMINISTRATION,
Washington, D.C., February 26, 1974.

MEMORANDUM

To: DHE/Ms, Jo Marie DiMaggio.
From : A/Administrator.
Subject : Employees’ Suggestions Pertaining to EEO.

Since it has not been possible to meet all the dates included in the implementa-
tion plan attached to my memorandum on this subject of January 25, 1974, I
want to take this opportunity to advise you of the current status of the various
actions. 1 informed you in my January 25 memorandum that we had established
numerical hiring goals for all NASA installations and major Headquarters
offices. I also told you that we had assigned responsibility to Institutional Asso-
ciate Administrators and the Director of Headquarters Administration for
achieving the numerical goals and for carrying out other commitments included
in the Agency Affirmative Action Plan. The status of other actions related to
your suggestions is as stated in the implementation plan except for those dis-
cussed in the attachment to this memorandum.

I believe the actions described demonstrate the emphasis being placed on EEO.
I have asked the Director of Headquarters Administration to advise you if there
is any substantial change in these plans.

JAMES C. FLETCHER.
STATUS OF ACTIONS RELATED TO EMPLOYEES' BUGGESTIONS ON EEO

A. Recruitment efforts—On February 5, 1974, Dr. Low approved a coordinated
agency-wide program for the recruitment of minorities and females. Recrnitment
teams have been identified at field installations, and the recruitment effort is
already underway.

B. NASA Federal women's program coordinator—The schedule contained in
the January 25 memorandum could not be met because of the need to keep the
advertisement open for a longer period of time. In addition, the rating of ap-
plicants will take longer than anticipated, since approximately 80 people applied.
The rating panel consists of three females, including one from Goddard Space
Flight Center, and one male from the Office of Personnel. The selection is expeeted
to be made during March.

C. Upward mobility program.—This program will continue during FY 1975.
There are now eight positions in Headquarters filled through the STEP portion
of the Upward Mobility Program. Field Centers are committed to have at least
one component of the formal Upward Mobility Program underway by June 30,
1974.

D. Human resources council—The implementation plan indicated that the
Human Resources Council (to be named the Headquarters Employees BEEO Ad-
visory Group) would be constituted by February 1, 1974. The HQMI establishing
the Advisory Group is now under final review and should be published by February
28, 1974. The nomination and election process agreed upon, which essentially in-
corporates your recommendations, will require at least a 2-week period, so the
target date for constituting the Advisory Group is now March 15, 1974,

E. NASA's EO council.—The basic structure of the reconstituted Couneil has
been established. A copy of Dr. MeConnell’s memorandum describing the Couneil
is attached for your information.

F. NASA incentive awards board and personnel management review commit-
tee.—The membership of the NASA Incentive Awards Board has been expanded
to include the Assistant Administrator for Equal Opportunity Programs and the
Federal Women's Program Coordinator, Dr. MeConnell and you, as the Head-
quarters Federal Women's Coordinator, will serve on the NASA Headquarters
Awards Committee which is being established. Dr. Connell and Ms. Helen Kupper-
man have been added fo the Personnel Management Review Committee. We have
also expanded the membership of the Management Development and Education
Panel to include Ms. Carol Sweeney of Headquarters, Ms. Helen Neumann from
Goodard Space Flight Center, and Mr. Lewis Hughes of Ames Research Center.
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G. Equal employment opportunity conferences.—In order to get the maximum
benefit from such meetings, it is intended that they have a specific focus, rather
than be a general conference on Equal Employment Opportunity. This year there
will be an Affirmative Action Workshop, aimed at improving the development,
management, and implementation of these plans., The workshop is tentatively
scheduled for April.

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,
Washington, D.C., February 12, 1974.

MEMORANDUM

To: Headquarters Associate Administrators All Center Directors.

From : U/Assistant Administrator for Equal Opportunity Programs.

Subject: NASA Equal Opportunity Council/Establishment of the Revised Role
and Membership.

This is to let you know of how we have revised the Agency's EEO Council. The
roles of the Couneil will, among other things, include the following :

Policy development and implementation.

Problem assessment and the development of operational solutions,

Evaluation of Agency and individual Center Progress in priority areas.

Communication of program objectives and eurrent actions to Installation line
management,

Members will serve as points of contact on major EEQ initiatives.

The panel composition will be as follows ;

Deputy Directors of the field Installations speeifically including JPL.

The Assistant Administrator for Equal Opportunity Programs and the Agency
Federal Women's Program Coordinator.

At least four non-supervisory employees who are not EEO professionals.

Director of Personnel will serve as our advisor.

Don Hearth of Goddard has agreed to serve as Chairman. The first meeting
will take place in early March.

The new Council can play a very key role by bringing Center line management
into the development of the EEO program. We have involved the Institutional
Managers in Headquarters and we want to augment that with the Council. We
feel the Deputies are just the right people to move the program along.

Let me say it one more time: there are 1500 people in Headquarters and
over 24,000 people in the field. As EEO is a people program, it must be done in
the field. Our job in Headquarters is to help you implement the program in the
field. I think this Council will be a valuable resource to achieve our Agency
EREO objectives.

The new Council was discussed at some length at the recent Deputy Director's
Meeting.

Duprey G. McCoNNELL.
Exnaisrr 12

MANAGEMENT INSTRUCTION

NASA, HQMI 1152.2.
Date : February 25, 1974.
Subject : Headquarters Employees EEO Advisory Group.
1. Purpose
This Instruction establishes the Headquarters Employees Equal Employment

Opportunity (EEO) Advisory Group, and sets forth its objectives, membership,
and procedures related thereto.

2. Background

On November 5, 1973, representatives of a concerned group of Headquarters
employees met with the Administrator to present and discuss several recom-
mendations to improve NASA's EEO Program. The meeting was of benefit to all
parties concerned, and the Administrator endorsed the recommendation that an
established couneil or group of employees, including minorities and women, meet

with him at least semiannually to discuss employee views and concerns about
EEO.
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3. Advisory group objectives

The objectives of the Headquarters Employees EHO Advisory Group (hereafter
referred to as the Advisory Group) are to:

a, Ascertain the concerns and views of employees on EEO matters and bring
them to the attention of the Administrator and other levels of management. (This
is not to be construed to mean that the Advisory Group necessarily represents
and speaks for all employees on EEO matters in its meetings with the Adminis-
trator, or that this is the only channel through which employee EEO concerns
can be expressed. Employees may contact the Office of Equal Opportunity Pro-
grams or the Headquarters Equal Employment Opportunity Office; or they may
bring their own views to the attention of the Administrator, directly or through
channels, as set forth in NMI 3711.6, subject: “Employee-Management Com-
munications,” if they so desire.)

b. Serve as an advisory group to the Headquarters EEO Couneil in the develop-
ment, implementation, and overview of the Headquarters EEO Affirmative Action
Plan.

¢. Assure consideration of the views of minorities and women in carrying out
objectives a and b,

4. Advisory group membership

a. The Advisory Group will consist of 12 elected members, In addition, each
union recognized to represent a segment of Headquarters employees will have
the option, at any time, to designate an observer to attend Advisory Group meet-
ings. Other employees may also attend these meetings as observers.

b. In the event an elected Advisory Group member is a member of a union
bargaining unit, he or she will not purport to represent the bargaining unit, but
will serve in the same capacity as any other employee,

¢. The membership of the Advisory Group will be published as Attachment A
to this Instruction immediately after each election and at other times as circum-
stances require.

4. Election of advisory group members
4. Elections for 12 employees to serve on the Advisory Group will be held in

March of every even-numbered year.

b. The election will be a two-step procedure. In the first step, employees will
be invited by the Election Committee (see par. 8b) to nominate themselves and/or
as many other employees as they may desire, provided there is agreement by
each nominee to serve on the Advisory Group if elected. The objective of the
nominating process is to identify minority and nonminority women and men who
will be voted upon by all Headquarters employees. The Election Committee will
identify a total of 24 nominees with 6 from each of the following 4 groups—
minority female, minority male, nonminority female, and nonminority male—by
a count of the nominations for each individual nominee.

¢. In the second step, employees will vote in a general election for 3 Advisory
aroup members from each of the 4 groups named in b above, for a total of 12
members, by secret written ballot pursuant to procedures established by the
Election Committee.

d. Nominees elected to serve on the Advisory Group will be by plurality vote
within each of the four nominee groups.

e. Nomination and election ties will be broken by drawing lots.

f. Vacancies occurring between elections among the 12 elected Advisory Group
members will be filled by majority vote of the remaining elected Advisory Group
members,

6. Designation and responsibilities of the advisory group chairperson

The Chairperson of the Advisory Group will be an elected member determined
by majority vote of the Advisory Group. The Chairperson will be responsible for
maintaining any records desired by the Advisory Group, prescribing any neces-
sary rules to govern the activities of the Advisory Group, informing employees on
the activities of the Advisory Group, and calling meetings of the Advisory Group.
7. Advisory group meetings

a. The Advisory Group will meet semiannually with the Administrator, and
at least quarterly with the Director, Headquarters Administration. Members will
be free to express their own views and concerns in addition to endorsing those
views and concerns on which there is a consensus of the Advisory Group.
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b. The Advisory Group will hold its own meetings and meet with employee
groups as frequently as is necessary to accomplish the objectives stated herein.
8. Responsibilities of the director, Headquarters Administration

The Director, Headquarters Administration, will :

a. Provide necessary administrative support to the Advisory Group.

b. Appoint an Election Committee of five members, with representation from
the four groups mentioned in subparagraph 5b, for each biennial election of
Advisory Group members.

¢. Appropriately publicize the Advisory Group and its membership.

d. Meet at least quarterly with the Advisory Group and keep them apprised of
actions taken on their recommendations and matters of concern.

BERNARD MORITZ—— -
Acting Associate Administrator for Organization and Management.

CXHIBIT 13
Memo : For the record.
Subject: Events and substance of conversations which took place Monday De-
cember 10 and Tuesday December 11, 1973.
Date : December 12, 1973.

‘When I walked into the office of two of our NASA inspectors of the Inspections
Divisions about 8:30 am Monday December 10 to get my usual morning cup of
coffee or tea, the following conversation took place after our usual morning
greetings :

Bob McCulloch : Jo, McConnell called over here Friday afternoon and asked our
office to investigate you and Willie Gaither and Alvin Anderson from LARC and
Joe Atkinson from Huston concerning some leaks of information having to do
with EEO complaints at NASA. Do you know anything about this?

Jo Marie: Is this an official investigation? I'm not going to answer any ques-
tions unless there is a specific charge of violation. And as far as I know, I've
committed none.

McCulloch : No, it's not an official investigation. Vogel also called over Friday
afternoon though, and asked us to look into leaks of information. Are you
going to give me the names of people who might have leaked information?

Jo Marie: No. Shortly after my brief conversation with MeCulloch, approxi-
mately 15 minutes after, Lichty, the headquarters EEO officer and also my
supervisor, called me into his office to find out the rest of the names of the persons
whom I had given to Phillis McCure of the NAACP Legal Defense Fund. When I
would not give the names. I was threatened twice during the course of our ap-
proximately 30 minute conversation as follows:

Lichty : Jo, if you think you are going to get anywhere this way.

Jo Marie : Where is anywhere, Don?

Lichty : Anywhere in your job.

And:

Lichty : Jo, if you can't work cooperatively with me in this office, your life
is going to be dead as far as your job.

Jo Marie : It's my life,

(End of same conversation with Lichty).

Lichty : Jo, I'm serious about this. You're on dangerous grounds and headed
for some serious frouble. I think you better take time to think over your position
and where you are going,

Jo Marie : I already have, Don.

Later, approximately mid morning, I answered one of Lichty's lines which
was ringing. It was Helen Kupperman, one of our attorneys in the General
Council Office. T told her that I would have Lichty return her call. She then
asked me how I was, to which I replied OK in a probably hesitant voice.

Helen then told me to expect a phone call from Dudley MeConnell in just a
few minutes and that he would be apologizing for what had happened. She
then said, Jo Marie, believe me when I tell you that this whole thing was a big
mistake, a complete misunderstanding.

Jo Marie: Helen, I've been threatened and harassed.

Helen Kupperman: Well, believe me, Jo Marie, the whole thing was a mis-
understanding ; and when I got to the bottom of it, I did something about it.
So don't worry Hon, OK?

Jo Marie : OK.

Kupperman : Jo Marie, if I can do anything to help you, please call me,
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MecConnell never did call. But I received visits later that morning from Dick
Wolf, another attorney from the General Council Office, and one from Col. Vogel,
Director, Headquarters Administration and supervisor/manager, one layer
above my supervisor, Lichty.

In comparison with the preceding events and conversations, I do not think
that anything of much significance was said with regard to threats and investi-
gations, However, in a response to a question from me as to whether he would
rather I leave this job, Vogel indicated no. He also indicated later in the con-
versation that I would not have to worry about my promotion going through.
This information was volunteered. I had not specifically queried him on this.
As far as I know my promotion papers were sent to the Personnel Management
Specialist for processing sometime during the last week of November.

TUESDAY, DECEMBER 11, 1978

Don Lichty told me that morning that :

Jo, you probably heard this already from one or two other people this morning,
that there is no investigation,

Jo Marie : You mean it's been called off ?

Lichty replied that he did not know whether it was “called off” because he
did not know that it had been on and had been completely surprised when I
mentioned it to him the day before in our Monday morning conversation. I do
not remember specifically mentioning it in that conversation but I might have
averted to it.

Later, Bob MeCulloeh came in and gave me a personal apology for having
upset me and said that he did not mean to and felt very badly about it. I told him
that I understood and that I knew that he had been given orders, He also told
me that there would be no follow through on the guestioning of Monday morning
from his office.

[Exhibit 14 has been retained in the subcommittee files.]

ExuisiT 15
ArrIL 24, 1978.
To: KSI/Mr. FGD.

Based upon performance evaluation with Ms. Smith, would you please give
a few highlights which lead to your appraisal of Ms. Smith,
Thx.
NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,
Washington, D.C., September 26, 1973.

MEMORANDUM

To: K8/Director, Scientific & Technical, Information Office.
From: K8I/Chief, Acquisition and Dissemination Division.
Subject : Step Increase for Ms, Arcille Smith.

This is in response to your informal note to me of April 24, 1973, which asks:
“Based upon performance evaluation with Ms, Smith, would you please give a
few highlights which lead to your appraisal of Ms. Smith.

On the NASA Form 953, dated April 1973, I, on April 24, 1973, on behalf of
Ms. Smith's immediate supervisor, Mr. A. A. DeSimone, who has been on
extended sick leave, certified that Ms. Smith's performance is of a sufficient
level to warrant an increase in pay, not just adequate for retention on the job.
Accordingly, I do not believe that provision of a “few highlights” is either neces-
sary or appropriate in terms of the NASA requirements for the awarding of a
step inerease. There is nothing on, or for that matter, off the record, which in
any way would preclude Ms. Smith getting the step increase for which she is
certainly eligible,

In addition, I personally am concerned that there is an apparent need to high-
light any portion of Ms. Smith's performance which, as noted by most STI
Office personnel, is steadfast, extremely accurate, totally reliable, significantly
productive and certainly of sufficient level to warrant an increase in pay. Fur-
thermore, I feel it would be prejudicial to Ms. Smith, the only woman classified
at the professional level in K81, to single her out by a listing of “highlights”—
informally or formally—when the step increases provided over the past twenty-
one months to the male professionals (Mr. DeSimone, Mr. Young, Mr. Watson) in




104

KSI were awarded without prior challenge or certification beyond agency
requirements.
Accordingly, I request that Ms. Smith's step increase be approved (copy
enclosed) in accordance with existing agency procedures.
F. GEORGE DROBEA.
ExuisiT 16

In summary, I was denied by Dr. McConnell in May 1973 a trip related to a
job for which I had sole responsibility, The stated reason for this action was
my “non-compliance” to what I understood nine months earlier as an offer to
take a writing course. The matter of postponing the course was supposedly
settled between Dr. McConnell and myself as early as December 1972. The de-
nied trip was in no way related to the writing course.

In the fall of 1972 (Dr. McConnell says earlier), Dr. McConnell asked if
I would like to take a writing course. It sounded like a proper and profitable
idea and I pursued it passively since I understood that the area course eatalogs
would not be out until December. Upon obtaining the catalogs, the only course
available and even vaguely relating to my needs was fiction writing. (Others
were advanced poetry or freshman English composition.) Since at the time I was
heavily involved in non-reschedulable outside activities, I explained to Dr. Me-
Connell (by hindsight, spoke to his deaf ears) that in view of the time involved
in assignments relating to a writing course, I did not deem it practical to take
a course in fiction for the purpose of furthering my on-the-job ability to write
[bureaucratic memos and scientific or technical paragraphs or chapters]. Al-
though T was not given a pointed “OK, that's acceptable for the time being”
(nor the negative), I had no reason to believe that my deecision was unjustified
or unacceptable to Dr. McConnell, I took it, not as a directive, but as a con-
tinuing offer.

In May 1973, a request came from Code MM to my division chief, Mr. Row-
some, asking that I be sent to a June meeting in Moscow to comply with a
request from the Soviets for a NASA publications representative, Since Mr,
Rowsome was aware that I had been working on the job for some time already
and that I had previously met with the Soviet delegation to Washington,
D.C., in preparing the production aspects of a three-volume, joint U.8-USSR
space medicine book, Mr. Rowsome determined, in agreement with my im-
mediate supervisor, Mr, Matthews, that I should go as NASA's publications
representative to Moscow, We approached Dr. McConnell for travel money;
he =aid we could probably find it even that late in the fiscal year—that there
was no problem.

I began preparation for the trip. About ten days later, I began to be appre-
hensive about Dr, MeConnell’s attitude toward the trip, Reports from the hall-
way were that Dr. McConnell had said, “Anybody but Kay!" Code MM ealled
Mr. Farley (Dr, McConnell's superior) to advise him of the current situation
involving Dr. McConnell and to relate the importance of sending a representa-
tive to the meeting. Mr. Farley saw no reason why I should not go, but two days
later bowed to Dr, McConnell, saying : “It should be Dr. MecConnell’s decision !”

Time passed to this point is 214 weeks of the four week advance notice I was
given for the trip. Necessary paperwork could not be taken care of all at once;
some pieces were successive, dependent, and cross related. In addition, the Soviet
Embassy was alerted to expect me, and had to interrupt their processing midway
to accommodate Rex Matthews,

Dr. McConnell called me to his office and for 30 minutes or more “explained” to
me why he was sending Mr. Matthews to Moscow rather than me. In essence:
I was to be disciplined because I had not jumped at his command, and as “my
supervisor” he had three choices :

9‘(.‘1) Withhold my ingrade (I doubt if he checked, but mine was not due in
1973)

(2) Fire me (that is too complicated in eivil service, says he)

(8) Withhold “plums”: they that do, get ; and they that don't, don't. (Without
going into detail, the only thing Mr. Matthews had done for Dr. MecConnell was to
avoid him.)

Dr. McConnell was also deerying the faet that Code MM had gone out of chan-
nels to ask me to go—thinking that Dr. Berry had called me directly—and had
thusly “deprived” him of his options. T explained that, in fact, someone under
Dr. Berry had ealled Mr. Rowsome ; Dr. MeConnell said, “Oh.” ({ Four hours later,

Dr. MeConnell was again complaining to Mr. Matthews about Code MM going out
of channels !)
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I grant that Dr. McConnell asked me to tell him why I should go to Moscow
rather than Mr. Matthews, but the goings-on the previous week told me that his
mind was made up. It is useless to argue with Dr. McConnell at any time: he
usually makes his decisions even before the facts have been presented. I therefore
SAW no reason to lengthen the discussion.

I asked if I should tell Mr. Matthews about the turn of events (since as far as
I knew this would catch him completely unaware) and Dr. McConnell said “Say
nothing, I will call him.” Dr. McConnell called Mr. Matthews at home a few
hours later, told him he was to go to Moscow, mentioned the out of channels
routine by Code MM, and told Mr. Matthews to call me for the rest of the details
[meaning the disciplinary measure].

It seems poor to me that Dr. MeConnell—

(1) Was crying “out of channels” when he would listen neither to his superior
nor fo two of the hierarchy between Dr. MeConnell and myself,

(2) Would deliberately put one of his staff (Mr. Matthews) in an awkward
position as a supervisor and in an unpopular light in relation to the rest of the
office staff.

(3) Did not deem it necessary to tell my supervisor the reason for his action,

Subsequently Mr. Rowsome met with Dr, McConnell and said that it was not
too late to reverse the decision and it would produce smiles up and down the
halls. Dr, MeConnell replied that he did not want smiles, that that meant people
were laughing at him. The subject was closed.

Exumir 17

BUMMARY OF FOLLOWUPS TO ATTACHED MEMO

Kev to McC on buckslip: It might do some people well to learn that gracious-
ness is a common occurrence in other offices and has nothing to do with allure.

MecC to Kev: Memo: Some people ean be knocked over by a feather,

Face to face:

Kev : Not a feather, but the proverbial camel's straw,

MeC : If you don't like the remarks, ask me to cease.

Kev : Consider yourself told.

Within a week, McConnell's remarks were again spewing forth.

FEBRUARY 28, 1978.

To: KSP/Mr. F. R. Jr.

Perhaps Kay's graciousness (read allure) had something to do with his
graciousness, MeC
Mr. Frep CroxTON,

Direetor, Administrative Department,
Library of Congress, Washington, D.C.

Dear Frep: We really appreciate your help in our flurry of hurryseurry last
week. Kay tells me that your Robert Overmiller was ready, waiting, and gracious
too.

Thanks very much.

Sincerely yours,
FrANKE RowsoME, Jr.,
Chief, Technical Publications Division,
Seientific and Technical Information O fiice.

Examir 18

BACKGROUND OF ATTACHED MEMO

Re: KS Memorandum,
To : KSP/Mr. Rowsome Miss. Scaffidi.
Subject : Travel to Philadelphia.

The Scientific and Technical Information Office spent a great deal of time and
money producing NASA SP-303 “The Quiet Sun"” by Ed Gibson. This highly
technical treatise of the Sun was written as a guideline for the Skylab astronants
(Dr. Gibson will go up on the third contingent of Skylab).

Most of the early production was handled by my supervisor, Mr. Matthews.
When he learned that he was to make a one week long trip to the west coast to
meet with NASA center personnel he asked me to go to Philadelphia with Dr.
Gibson to review the photographic work at the printers. The trip was set up and
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I was told by Mr. Rowsome, my division director, to have my orders cut. Since
it was a one day trip the cost was under $25.00 via the metroliner.

I set up the visit to the printers; notified Dr. Gibson who would fly in from
Houston, arranged for a GPO representative to meet us there, arranged for Mr,
Rickert from the Headquarters Printing Office to accompany us, Then at 4:00 on
March 26 I was informed that I could not go on the 27th to Philly. On the 28th
I received the attached memo.

MArcH 28, 1973.
MEMORANDUM

To: KSP/Mr. Rowsome Miss. Scaffidi.
Subjeet: Travel to Philadelphia.

In view of the severe constraints resulting from reduections in our travel budget
for FY 73 it is very necessary to plan travel in terms of priorities, The recent
travel to St. Louis in connection with an SP may not have had the priority of
the proposed Philadelphia trip. It certainly was more costly. The St. Louis trip
further has the effect of precluding this trip.

I strongly urge you to make some forecast of your travel requirements, In this
tightened environment we cannot “ad hoe" situations as they arise. We have to
manage our resources more carefully and plan for their expenditure,

DuprLey G, McCONNELL,
Director, Scientific and Technical Information Office.

ExHIBIT 10

SEPARATION REPORT
APRIL 6, 1973.

1. Employee’s Name : Reecer, Robert L.

2. Position Title and Grade: Information Systems Computer Specialist,

3. Organizational Location: Scientific and Technical Information Office, Sys-
tems Development Division.

4. Reason for leaving: To avoid NASA RIF's, Dissatisfaction with NASA
Management.

O. Length of Service with this Agency: 10 years, 9 months.

6. Are you leaving to accept other employment? Yes.

(If yes) : With Government, Library of Congress.

7. At what grade or salary? GS-14.

8. Do you recommend NASA Headquarters as a desirable place to work? No.

9. Why? Employees I know personally are not given sufficient opportunity to
perform jobs assigned as they see fit.

10. Comments: ALL employees I work with whom I knew well enough to
discuss personal topics with are seeking employment elsewhere, ie outside the
Scientific and Technieal Information Office. Many secretaries have left this of-
fice recently. However, the only reason secretaries have left rather than profes-
sional employees is because of the difficulty of the professionals finding other jobs.
Something should be done about the widespread job dissatisfaction in this office.
It is not a NASA HQ situation. There are a few disgruntled employees but a
sitnation where almost all employees are extremely dissatisfied.

ExamiT 20

HEADQUARTER PERMANENT PERSONNEL DATA

Cor. L. W. VoeEL,
Director, Headquarters Administration Ofice.

There were 77 retirements in June 1973, Of these, 59 or 77 percent were in
grades G8-13 and above. (Figures 1 and 2)

Personnel on board July 1, 1973, totaled 1,570 necessitating a reduction of 43
to meet the current end of FY 74 ceiling of 1,527. Up to 200 current positions may
have to be abolished to reduce the FY 78 1,682 assigned ceiling positions and
accommodate incereased possible staffing requirements in Codes A, B, B, K, and
J. (Figures 8 and 4)

Many promotions were deferred in the latter part of FY 73 to meet budgetary
controls. These deferred promotions were effective July 8, 1973, and were fairly
well distributed by office and grade. (Most promotions up to the GS-8 level
were authorized in FY 73.) Of the 67 deferred promotions, 51 or 76 percent were




women and 9 or 13.4 percent were members of racial minority groups. (Fig-
ures 5 and 6)

At the initiation of the “personnel grade-point” procedure in April 1972 to
reduce average GS grade, the Headquarters average grade was 11.32. It is now
11.05 (11.047) and no significant problem is anticipated to meet the OMB end
of FY T4 target of 11.18. The first big drop came in June 1972 with 52 separa-
tions and 24 hires of clerical personnel at the GS-2/3 entry level. '\nother big
drop, of course, oceurred this past June. (Figure 7)

Projected separations and hires during FY 74 are shown in Figure 8 Grade
points shown are preliminary estimates and will be revised based on decisions
reached pursuant to discussions Mr. Moritz will be conducting with office heads
on F'Y 74 office ceilings and staffing. An initial allocation of 150 points for promo-
tion purposes has been made to permit some personnel operations without special
controls pending ceiling and staffing decisions.

Fi1GURE §

HEADQUARTERS 7/8/73 PROMOTIONS
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Fiacure 8

HEADQUARTERS
FY 74 PERSONNEL OPERATIONS

ON-BOARD T 1 73
ESTIMATED SEPARATIONS
ESTIMATED HIRES
CEILING 6 20 74

GS GRADE POINTS AVERAGE GRADE

1113 15.490 10994
PROMOTIONS EFFECTIVE? 8 73 78 N 047

ESTIMATED SEPARATIONS ____ 1.343
ESTIMATED WIRES — 724

PROMOTION ALLOWANCE

B30 T4 11787

ExHmIT 21

F. 16-POINT PROGRAM FOR SBPANISH-SURNAMED
Action item

1. Develop and implement an action plan which provides guidelines, criteria,
goals and timetables for the 16-Point Program for Spanish-Surnamed.

Responsibility

Director of Personnel and EEO Officer.
Target date

June 30, 1978.
Progress and status

Formal plan was not accomplished. Basic plan was formulated by 16-Point
Coordinator with collaboration of the EEO Officer and implemented. As a result,
four Spanish-surnamed minorities were placed in the Cooperative Education
Program and Spanish-surnamed permanent employees increased one-third.

G. FEDERAL WOMEN'S PROGRAM
Action item

1. The Headquarters' goal will be to place at least two women with engineering
or scientific degrees in AST or technical management positions.
Responsibility

Officials-in-Charge of Headquarters Offices in conjunction with the Office of
Personnel.
Target date

December 1973,
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Progress and status

This goal was not met because recruitment effort was unsueccessful in reach-
ing qualified women. One position offer was made to a seientist but she declined
appointment since her husband went overseas, Another offer would have been
made if the woman could have been reached on the register,

Action item

2. The Headquarters' goal will be to place at least two women in administra-
tive/professional positions,

Responsibility

Officials-in-Charge of Headquarters Offices in conjunction with the Office of
Personnel.

Target date

December 1978.
ExHIBIT 22

FEMALE PERMANENT EMPLOYEES BY GRADE RANGE AND LEVEL WITH PERCENT OF TOTAL, FEB. 28, 1973

Percent of
Total Women

1,904
GS7/12..... LR 10, 446
63-13116.......... B oy e n ki ; - 10, 857

arn
27,137

Note: No GS-16 women,

Mr. Epwarps. Thank you very much, Ms. DiMaggio.
Since there have been several allegations of intimidation, I—and

while the Chair does not intend to be judging on the allegations—I
think it would be appropriate to insert in the record, without objec-
tion, at this point, title 18, section 1505 of the United States Code.
with regard to the obstruction of proceedings before departments,
agencies, and committees.

[The information referred to follows:]

18 U.8.C.A. §1505. Obstruction of proceedings before departments, agencies,

and committees

Whoever corruptly, or by threats or force, or by any threatening letter or
communication, endeavors to influence, intimidate, or impede any witness in any
proceeding pending before any department or agency of the United States, or in
connection with any inquiry or investigation being had by either House, or any
Joint committee of the Congress : or

Whoever injures any party or witness in his person or property on account
of his attending or having attended such proceeding, inquiry, or investigation,
or on account of his testifying or having testified to any matter pending therein ;
or

Whoever, with intent to avoid, prevent, or obstruct compliance in whole or
in part with any civil investigative demand duly and properly made under the
Antitrust Civil Process Act or section 1968 of this title willfully removes from
any place, conceals, destroys, mutilates, alters, or by other means falsifies any
documentary material which is the subject of such demand : or

Whoever corruptly, or by threats or force, or by any threatening letter or
communication influences, obstruets, or impedes or endeavors to influence, ob-
struct, or impede the due and proper administration of the law under which such
proceeding is being had before such department or agency of the United States,
or the due and proper exercise of the power of inquiry under which such inquiry
or investigation is being had by either House, or any committee of either House
or any joint committee of the Congress—
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Shall be fined not more than $5,000 or imprisoned not more than five years,
or both.

As amended Oct. 15, 1970, Pub.L. 91452, Title IX, § 903, 84 Stat. 947.

Mr. Epwarps. Our next witness is Mr. Carlos Garza, Equal Employ-
ment Oppportunity Officer, NASA Flight Research Center, Edwards,
Calif.

Ms. DiMaggio, if you will just please remain there, because we will
have some questions for you.

Mr. Garza, we welcome you.

You may proceed.

TESTIMONY OF CARLOS R. GARZA, CHIEF COUNSEL AND EQUAL
EMPLOYMENT OPPORTUNITY OFFICER, NASA FLIGHT RE-
SEARCH CENTER, EDWARDS, CALIF.

Mr. Garza, Thank you, Mr. Chairman.

Members of the subcommittee, I appreciate the opportunity to dis-
cuss with you, as requested, my experiences as a NASA employee, as
a former contract compliance officer at the Johnson Space Center,
and as an equal employment officer at Flight Research Center.

I came to work as a NASA employee in early 1966 when I was hired
as an attorney-advisor in the office of the Chief Counsel at the John-
son Space Center. Previously, I had worked as an Assistant District
Counsel for the U.S. Army Engineer District in Galveston, Tex.

The work at NASA was very different from the environment to
which I was accustomed with the Corps of Engineers. It was excit-
ing, dynamic, and novel. NASA was doing things that had not been
done before, not just in space but in every field that supported the
space program, and most of these efforts included novel and complex
legal problems that presented interesting challenges to the individuals
involved. The attitude of the participants was highly optimistic, very
positive, and results-oriented.

An aura of “can do” permeated the entire environment. The stand-
ing directive was to isolate and pinpoint any problems and find a
way to help the client achieve his end objective. Few things appeared
impossible of achievement. This was my feeling when I came into
the NASA organization and to a large extent continues to prevail.

As an individual, T have been treated with respect and have enjoyed
excellent working relations with other NASA employees. As in any
organization, I have met other NASA employees whose individual
opinions differed from mine on problems dealing with human rela-
tions, but none of these disagreements, in my opinion, reflect agency
policy.

I have been a part of the NASA EEO program since its inception
and I am aware of some of the problems and difficulties encountered
in implementing a successful program. As an involved and interested
NASA employee, I will continue to work towards successful imple-
mentation of this program and towards resolution of any problems.

I was persuaded in late 1970 to leave my position as an attorney-
advisor and to take the job of establishing the contract compliance
and minority business enterprise program at the Johnson Space Cen-
ter. I was fully aware at the time of the many potential difficulties
which could be expected in attempting to implement a social program
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of this type in an environment that was not people oriented but
was instead technical achievement oriented.

In spite of the problems encountered at the inception, the NASA
contract compliance and minority business enterprise program ap-
peared headed toward successful implementation. The contract com-
pliance and minority business enterprise program at the Johnson
Space Center also progressed well during the first year. As in any pro-
gram, continuing efforts were made to identify problems, to isolate
specific weaknesses, and to resolve or correct t]lwse and any other
deficiencies.

The small staff at Johnson Space Center, three specialists and one
secretary, was comprised of dedicated, highly motivated individuals
who spent many hours of their own time working in the community
with minority organizations, helping establish them or strengthening
those already in existence. At Johnson Space Center, we were able to
achieve strong support, at that time, from the minorit y organizations
in the Houston area. Most problems were confronted and solved.

However, there were some which caused difficulties not possible of
immediate solution. The NASA Headquarters Compliance Program
Office, which had programmatic supervision over Center compliance
specialists, preached aggressiveness in implementing the compliance
program. Center management, which had overall responsibility and
direct administrative supervision over Center compliance specialists,
was more conservative and inclined to take the path of least resistance,
thus allowing a continuance of the many time-oriented space procure-
ment activities. An aggressive compliance specialist at the Center level
was viewed with alarm and met numerous obstacles in attempting to
achieve the programmatic objectives sought from him by the NASA
Headquarters compliance program office.

This conflict seemed to create an atmosphere which at times was
viewed by some managers as an “us and them” sitnation and, on many
occasions, distrust and suspicion was directed towards the compliance
office. It affected the work product of the compliance specialists and
was evident in the work progress during the second year. In my partic-
ular case, this situation caused many discussions and conversations
with my immediate supervisor.

As a result of this atmosphere, and because I felt that T was no longer
contributing positively to the program or towards advancement of my
own personal career, I sought employment elsewhere. I was fortunate
to be considered for several positions, and in December of 1972 I ac-
cepted the position of Chief Counsel and EEO Officer at the NASA
Flight Research Center in Edwards, Calif.

My experiences in the NASA EEO program, to that point, had been
chiefly with contract compliance and while I had, to some extent, been
involved with the principles of the in-house EEO programs, I was not
closely familiar with them. Over the last 14 months, I have come to
appreciate the many obstacles and problems which are presented to
NASA managers, EEO officers, an({) Personnel officers in the imple-
mentation of an effective Affirmative Action program. Even with the
best of intentions and strongest of motivations, the impediments en-
countered in implementing an effective Affirmative Action program
are numerous and difficult of overcoming.

At Flight Research Center, we are asked to establish programs,
AAP, 16 point, and Federal woman, to set goals and timetables, to
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recruit and hire with emphasis toward including females and minori-
ties, to implement procedures to prevent and redress discrimination,
and to do all of this without violating any of the existing civil
service regulations on merit, veteran’s preference, and testing. This,
when coupled with restrictions on average grade and complement
ceilings, adds up to very difficult recisions by managers.

It is not unexpected that in many instances the ultimate decision will
take a course that optimizes total advantages to Flight Research
Center and forgoes advancements in the EEO programs.

What does this mean to the EEO programs at FRC? In the FRC
affirmative action plan for calendar year 1974 being submitted this
week to the Civil Service Commission, FRC reports that during the
period January 1, 1973, through October 31, 1973, five professional
positions were filled from outside hires and of these five, none were
minorities and one was a nonminority female. Fifteen nonprofessional
positions were filled from outside hires and of these, 2 were black,
1 was Spanish surnamed, and 12 were nonminority females. One black
resigned weeks after being hired.

There were 11 merit promotion actions in the professional ranks.
Of these, one was Spanish surnamed and two were nonminority
females. In the nonprofessional ranks, there were 10 merit promotion
actions. Of these, one was a black female and seven were nonminority
females.

In each of the 20 outside hires, the FRC Personnel Office requested
civil service registers for the appropriate job categories. In the pro-
fessional registers, FRC found nonminority male veterans, 5 and 10
point preferences, and nonminority male nonveterans in the top three
positions, The nonminority female professional hired was a coopera-
tive education program student and was converted to a permanent
status without having to be certified through the CSC register.

In the nonprofessional categories, all three minorities hired were
outside the civil service registers. One was a reinstatement eligible and
two were hired under the Vietnam veterans readjustment law. In
the remaining 12 positions, only 1 minority female appeared on the
top 3 candidates from the civil service registers, and she was not
selected. '

As is apparent from these figures, a minority or female candidate
has not once been hired from the civil service professional registers,
and not one minority candidate has been hired from the nonprofes-
sional civil service registers. Our only successful efforts have been
outside the civil service registers.

What does this mean?

At Flight Research Center, the civil service system for assisting
agencies in hiring and placing emplovees in the Federal work force
fails to produce minority and female candidates within reachable
limits.

Why not?

The reasons range from merit, to veteran’s preference, to testing im-
pediments. And they also encompass the living conditions in the Mo-
jave Desert, the driving distance from work to the nearest residential
community of reasonable size—35 miles—and the lack of community
activity in advancing the plight of the minorities and females.
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As is apparent from the statements above, increasing representa-
tion of minorities and females in underutilized job categories is a dif-
ficult undertaking. And to do this in an atmosphere that specifically
forbids special or compensatory considerations simply compounds the
difficulties.

What can FRC do about this? We will continue our efforts with
emphasis in those areas where FRC has been successful ; that is, the
cooperative education programs and the stay-in-school programs.

Krom my own personal point of view, I would welcome clarification
of the intent of the Aflirmative Action program. Is this a program
intended to eliminate the effects of past diseruninatory practices which
will give minorities and females an opportunity to catch up, thereby,
of necessity, implying special considerations and procedures, or is it
merely a program to avoid present and future discrimination, thus
forbidding special considerations and procedures to anyone?

Mr. Chairman, this concludes my statement.

[The prepared statement of Mr. Garza follows:]

STATEMENT OF CARLOS (GARZA

Mr. Chairman and Members of the Subcommittee : 1 appreciate the opportunity
to discuss with you, as requested, my experience as a NASA employee, as a
former Contract Compliance Officer at the Johnson Space Center, and as an Equal
Employment Ofticer at Flight Research Center.

AB A NASA EMPLOYEE

I came to work as a NASA employee in early 1966 when I was hired as an
attorney-advisor in the Office of the Chief Counsel at the Johnson Space Center.
Previously, I had worked as an Assistant District Counsel for the U.S. Army
Engineer District in Galveston, Texas. The work at NASA was very different
from the environment to which I was accustomed with the Corps of Engineers.
It was exciting, dynamic, and novel. NASA was doing things that had not been
done before, not just in space but in every field that supported the space program,
and most of these efforts included novel and complex legal problems that pre-
sented interesting challenges to the individuals involved. The attitude of the
participants was highly optimistic, very positive, and results-oriented. An aura
of “can do" permeated the entire environment, The standing directive was to
isolate and pinpoint any problems and find a way to help the client achieve his
end-objective. Few things appeared impossible of achievement. This was my
feeling when I came into the NASA organization and to a large extent continues
to prevalil.

As an individual I have been treated with respect and have enjoyed excellent
working relations with other NASA employees. As in any organization, I've
met other NASA employees whose individual opinions differed from mine on
problems dealing with human relations, but none of these disagreements, in
my opinion, reflect Agency policy.

I have been a part of the NASA EEO program since its inception and I am
aware of some of the problems and difficulties encountered in implementing a
successful program. As an involved and interested NASA employee, I will con-
tinue to work towards successful implementation of this program and towards
resolution of any problems.

AS A FORMER CONTRACT COMPLIANCE OFFICER AT JOHNSON SPACE CENTER

I was persuaded in late 1970 to leave my position as an attorney-advisor
and to take the job of establishing the contract compliance and minority busi-
ness enterprise program at the Johnson Space Center. I was fully aware at
the time of the many potential difficulties which could be expected in attempting
to implement a social program of this type in an environment that was not
“people oriented” but was instead “technical-achievement oriented.” In spite of
the problems encountered at the inception, the NASA contract compliance and
minority business enterprise programs appeared headed toward successful im-
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plementation. The contract compliance and minority business enterprise pro-
gram at the Johnson Space Center also progressed well during the first year
(1971). As in any program, continuing efforts were made to identify problems,
to isolate specific weaknesses, and to resolve or correct these and any other
deficiencies.

The small staff at Johnson Space Center (three specialists and one secretary)
was comprised of dedicated, highly motivated individuals who spent many
hours of their own time working in the community with minority organiza-
tions, helping establish them or strengthening those already in existence. At
Johnson Space Center, we were able to achieve strong support, at that time,
from the minority organizations in the Houston area. Most problems were
confronted and solved, however, there were some which caused difficulties not
possible of immediate solution. The NASA Headquarters compliance program
office, which had programmatie supervision over Center compliance specialists,
preached aggressiveness in implementing the compliance program. Center man-
agement, which had overall responsibility and direct administrative supervision
over Center compliance specialists, was more conservative and inclined to take
the path of least resistance, thus allowing a continuance of the many time-
oriented space procurement activities, An aggressive compliance specialist at
the Center level was viewed with alarm and met numerous obstacles in attempt-
ing to achieve the programmatic objectives sought from him by the NASA
Headquarters compliance program office. This conflict seemed to create an
atmosphere which at times was viewed by some managers as an “‘us and them"
situation and, on many occasions, distrust and suspicion was directed towards
the compliance office. It affected the work product of the compliance specialists
and was evident in the work progress during the second year (1972). In my
particular case, this situation caused many discussions and conversations with
my immediate supervisor. As a result of this atmosphere, and because I felt
that I was no longer contributing positively to the program or towards advance-
ment of my own personal career, I sought employment elsewhere, I was fortunate
to be considered for several positions and in December of 1972, I accepted the
position of Chief Counsel and EEO Officer at the NASA Flight Research Center
in Fdwards, California.

AS AN EQUAL EMPLOYMENT OFFICER AT FLIGHT RESEARCH CENTER

My experiences in the NASA EEO program, to that point, had been chiefly
with contract compliance and while I had, to some extent, been involved with
the prineiples of the in-house EEO programs, I was not closely familiar with
them. Over the last 14 months I have come to appreciate the many obstacles
and problems which are presented to NASA managers, EBO officers, and Per-
sonnel officers in the implementation of an effective Affirmative Action program.
Even with the best of intentions and strongest of motivations, the impediments
encountered in implementing an effective Afirmative Action program are numer-
ous and difficult of overcoming, At Flight Research Center, we are asked to
establish programs (AAP, 16-Point and Federal Woman), to set goals and time-
tables, to recruit and hire with emphasis towards including females and minor-
ities, to implement procedures to prevent and redress discrimination, and to do
all of this without violating any of the existing Civil Service regulations on
merit, veteran's preference and testing. This, when coupled with restrictions on
average grade and complement ceilings, adds up to very difficult decisions by
managers,

It is not unexpected that in many instances the ultimate decision will take
a course that optimizes total advantages to Flight Research Center and foregoes
advancements in the EEO programs.

What does this mean to the EEO programs at FRC? In the FRC Affirmative
Action Plan for CY T4 being submitted this week to the Civil Service Com-
mission, FRC reports that during the period January 1, 1973, through October 31,
1973, five (5) professional positions were filled from outside hires and of these
five, none were minorities and one (1) was a non-minority female. Fifteen (15)
non-professional positions were filled from outside hires and of these, two were
black, one was Spanish-surnamed, and twelve (12) were non-minority females.
One black resigned weeks after being hired. There were eleven (11) merit
promotion actions in the professional ranks. Of these, one was Spanish-surnamed
and two were non-minority females. In the non-professional ranks, there were
the (10) merit promotion actions. Of these, one (1) was a black female and
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seven (7) were non-minority females. In each of the twenty (20) outside hires,
the FRC personnel office requested Civil Service registers for the appropriate
job categories. In the professional registers, FRC found non-minority male vet-
erans (5 and 10-point preferences) and non-veterans in the top three positions.
The non-minority female professional hired was a cooperative education program
student and was converted to a permanent status without having to be certified
through the CSC register. In the non-professional eategories, all three minor-
ities hired were outside the Civil Service registers. One was a reinstatement
eligible and two were hired under the Vietnam Veterans Readjustment law.
In the remaining twelve positions, only one (1) minority female appeared on
the top three (3) candidates from the Civil Service registers and she was not
selected. As is apparent from these figures, a minority or female eandidate has
not once been hired from the Civil Service professional registers, and not one
minority candidate has been hired from the non-professional Civil Service
registers, Our only successful efforts have been outside the Civil Serviee registers.

What does this mean? At Flight Research Center, the Civil Service system
for assisting agencies in hiring and placing employees in the federal workforce
fails to produce minority and female candidates within reachable limits. Why
not? The reasons range from merit, to veteran’s preference, to testing impedi-
ments, And they also encompass the living conditions in the Mojave Desert, the
driving distance from work to the nearest residential community of reasonable
size (35 miles) and the lack of community activity in advancing the plight of
the minorities and females.

As is apparent from the statements above, increasing representation of mi-
norities and females in underutilized job categories is a difficult undertaking.
And to do this in an atmosphere that specifically forbids special or compen-
satory considerations simply compounds the difficulties. What can FRC do
about this? We will continue our efforts with emphasis in those areas where
FRC has been successful, i.e., the cooperative education programs and the stay-
in-school programs. From my own personal point of view, I would welcome
clarification of the intent of the Affirmative Action program. Is this a program
intended to eliminate the effects of past discriminatory practices which will give
minorities and females an opportunity to “catch up” thereby, of necessity, im-
plying special considerations, and procedures, or is it merely a program to avoid
present and future discrimination, thus forbidding special considerations and
procedures to anyone?

Mr. Chairman, this concludes my statement.

Mr. Epwarps. Thank you very much, Mr. Garza.

If you would not mind remaining there, we would like to hear now
from Mr. Vincent Oliver, Deputy Personnel Officer at the Drug En-
forcement Administration, and Mr. Spann Watson. Mr. Watson is an
Air Traffic Control Specialist with the FAA.

The Chair understands that both of these Federal employees un-
successfully sought employment at NASA.

Mr. Oliver, you may proceed.

TESTIMONY OF VINCENT T. OLIVER, DEPUTY PERSONNEL DIREC-
TOR, DRUG ENFORCEMENT ADMINISTRATION, U.S. DEPARTMENT
OF JUSTICE

Mr. Ourver. My name is Vincent T. Oliver, and I am the Deputy
Personnel Director at the Drug Enforcement Administration in the
U.S. Department of Justice.

I would like to thank you, Mr. Chairman, for the invitation to in-
form the subcommittee of my background and experience in seeking
employment at NASA.

Since January of 1967. T have held personnel management positions
in the Navy Finance Center, Department of Defense; the Public
Health Service, the Office of the Secretary and the Health Services
and Mental Health Administration of the Department of Health,
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Education, and Welfare; the Office of the Secretary of the Depart-
ment of Labor, and for the past 214 years in the Drug Enforcement
Administration, as previously stated.

I have worked as both a personnel specialist and a personnel gener-
alist in four branches of the Federal Executive Career Service and
have spent considerable time in all of the Federal personnel disci-
plines, including position and pay management, staffing and place-
ment, employee management relations, and employee development and
training. In addition, I served as the Deputy J‘]qun[ Employment Op-
portunity Officer in the Office of the Secretary, DHEW, from 1969 to
1970, during which time I wrote an agency EEO affirmative action
plan and was responsible for investigating and preparing EEO
complaints.

I hold the master’s degree from Kent State University in counsel-
ing and guidance and a bachelor’s degree from Central State College
as a magna cum laude graduate. I am the recipient of the Drug En-
forcement Administration’s highest management award for exem-
plary managerial achievement above and beyond the call of duty and
am a member of the National Association of Minority Employees.

I am also the author and publisher of a handbook on “Upward
Mobility Under the General Schedule,” expressly written to point out
to Federal agencies the cause of and the many available solutions to
the problem of racial discrimination in Federal employment which is
maintained throughout the Federal Government through systematized
covert practices having their genesis in the attitudes of whites toward
blacks as described in the 1968 Report of the National Advisory Com-
mission on Civil Disorders: “Certain fundamental matters are clear.
Of these, the most fundamental is the racial attitude and behavior of
white Americans toward black Americans.

“Race prejudice has shaped our history decisively; it now threatens
to affect our future.”

[ might add that the future the Commission referred to in 1968 is
now.

A copy of the handbook is respectfully submitted for the record as
Exhibit No. 1,

Of my public service career in the field of personnel, 5 years was
spent with the Ohio State Employment Service from which I was
fired in 1969 because I am black, after scoring first on the civil service
register as an employment service representative, In addition, I served
as an advisor to the Secretary of Labor’s EEO Task Force in 1971 and
am currently a consultant to the District of Columbia area office of
the NAACP legal defense fund on the technical aspects of Federal
personnel procedures as they are used both overtly and covertly to
discriminate against minorities and women throughout the Federal
service.

In my best professional judgment, NASA is, and always has been,
a discriminatory Federal employer, in violation of Executive Order
11478, the Civil Service Commission EEO regulations as described in
chapter 713 of the Federal Personnel Manual and the 1972 EEO Aect,
a revision under title VIT of the 1964 Civil Rights Act.

This assertion is confirmed by the fact that the overwhelming major-
ity of minorities and women are now and always have been at the
lower grade levels in NASA, as indicated by NASA’s own statistics,
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and that minorities and women occupy higher graded positions in
NASA on only a token basis, This assertion is further confirmed by
the fact that NASA, like the Drug Enforcement Administration and
other discriminatory Federal agencies, offers excuse after excuse year
after year for its discriminatory outcomes, including, we are committed
deeply to the principles of equal employment opportunity ; we firmly
intended to do better next year; and minorities and women are neither
available, interested in, or qualified to participate as full professionals
in NASA’s space program because somehow science and technology
at NASA is much too complex for people the color of Benjamin Ban-
neker, Charles Drew, George Washington Carver, and for people
the same sex as Madame Curie, Margaret Mitchell, and Dixy Ray.

The assertion that NASA is a discriminatory employer is clearly
confirmed by the fact that its Administrator chose to fire a highly
qualified black EEO Director for doing an outstanding job in the area
of equal employment opportunity, while on the other hand, the Ad-
ministrator has never chosen to fire any white NASA management
official for doing an unsatisfactory job in the same area, although he
has complete authority to discipline any NASA employee who fails to
carry out EEO responsibilities under the provisions of Executive
Order 11478. By firing Ruth Bates Harris, the Administrator of
NASA has, in essence, announced his approval to continue discriminat-
ing to the entire NASA organization and all of its people.

Certainly, if NASA were not a discriminatory employer, there would
be no reason for a hearing today before this distinguished congres-
sional body to examine NASA’s EEO efforts, past, present, and fu-
ture, precipitated by Ms. Harris' dismissal. In my judgment, based
upon 13 years of black experience in Government personnel manage-
ment, Ms. Harris was fired by NASA for precisely the same reason
that I and others are not hired by NASA—we are black.

This particular assertion may be open to considerable debate by
virtue of the fact that Ms. Harris is also female. There is no doubt in
my mind, however, that justice carried to its proper conclusion will
ultimately bear out the assertion that NASA has and does discriminate
both racially and sexually and is conducting its public business with
public funds in blatant violation of the public law.

So much, Mr. Chairman, for background.

My next purpose in appearing at your invitation is to inform the
subcommittee, as requested, of my experience in seeking employment
at NASA.

I applied for personnel positions in NASA on several different oc-
casions. You, of course, must draw your own conclusions, but it is my
considered opinion, based upon my experience in seeking employ-
ment with NASA, that contrary to the agency’s claim that it is (}ning
its best to hire minorities and that its future intentions are to improve
its minority hiring practices, in fact NASA plays the consideration
game with highly qualified minority candidates with no sincere in-
tention to hire.

My first experience with NASA was in May of 1968. I applied for a
GS-9 personnel staffing specialist position at NASA here in Wash-
ington. I was fully qualified. I was already a GS-9 staffing specialist
at the time, my performance had been rated as outstanding by my
then current employer, I was willing to accept a lateral transfer, and
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I was cordially interviewed by the selection official. I was not selected,
however, for the position. At the time, there were no blacks employed
in the NASA personnel office to which I applied. The staff was all
white.

My second experience with NASA was some years later, in June of
1972. By this time, after confrontation after confrontation with racial
discrimination at each point in my quest for career development in the
Federal service, I had become a (G5-14 branch chief and had received
outstanding performance ratings in four separate Federal agencies.

I applied 1101' the position of personnel officer at the NASA Ames
Research Center in San Francisco, Calif. It was my understanding
that NASA was seriously interested in minority candjdates for this
position because the Center was experiencing serious discrimination
and labor problems. A copy of my application, as submitted, is in-
cluded for the record as Exhibit 2.

I was interviewed for the position on June 15, 1972, at NASA Head-
quarters here in Washington by Mr. Glenn Goodwin, the Ames’ Direc-
tor of Astronauties. So inept, insulting, prejudiced and unkempt was
the interviewer that it was glaringly obvious that a black would not
be selected for the Ames’ personnel officer position, since the Center
management sent a representative of Mr. Goodwin’s caliber to conduct
an interview for a personnel officer position. Clearly, NASA was play-
ing the minority consideration game,

On June 16, therefore, by a letter to Dr. Hans Mark, Director of the
Center, I described the insulting racist implications of the interview
and withdrew my name from consideration. A copy of the letter to
Dr. Mark is included for the record as Exhibit 3, along with his re-
sponse indicating that I was highly qualified for the position. Of
course, the candidate finally selected was white and had been the Cen-
ter’s EEO officer with limited background in Federal personnel
management.

My third experience with NASA occurred in September of 1972, at
which time I applied for the NASA headquarters’ director of person-
nel, Outside cun}lid&tes were invited to apply. A copy of the executive
position vacancy announcement, dated September 15, 1972, is sub-
mitted for the record as Exhibit 4,

Ms. Harris had not yet been fired by Administrator Fletcher at
this point and was actively carrying out her EEO responsibilities by
recruiting as many minority candidates for the position as possible.

_Mr. Chairman, &AS;\, like all other discriminatory Federal agen-
cies, invariably claims that minorities and women are not hired for
senior managerial and scientific positions because such qualified can-
didates are not available. EEO ngicers are commonly chided by man-
agement to find qualified minority and female candidates. Of course,
when such candidates are found and apply, they are not selected, and
when such candidates are not recruited by the EEQ officer, manage-
ment then says, I told you so. The irony in this is that minority re-
cruiting is a primary responsibility of the personnel officer, not the
EEO officer.

I wrote to Ms. Harris on August 25, 1972, regarding the opening
and sent her a copy of my application. In the letter, I explained my
experience with Ames and made it clear that T was interested in apply-
ing only if minority candidates would have an equal opportunity to be
selected. A copy of that letter is submitted for the record as exhibit 5.
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Ms. Harris responded as follows:

September 18, 1972. Dear Mr. Oliver, Thank you for your letter of August 25,
1972, in which you enclosed an application for the Personnel Officer position, I
am fully aware of your position relating to the Ames Research Center opening
and am most empathetie to the concerns and aspirations you express.

My main motivation in coming to NASA is to achieve the goals you so poignantly
articulated in your letter. And I must admit, however, that NASA has a long,
long journey ahead.

I have referred your application to the Assistant Administrator for Adminis-
tration. I am sharing it with other top officials for consideration.

Your continuing interest in NASA is encouraging, and I hope one day all
doubts will be erased as to whether or not NASA merits this interest.

A copy of her response is submitted for the record as exhibit 6.

Again, I was graciously interviewed for the position by a panel of
several NASA senior management officials all of whom were white.
After another candidate was selected, I received a letter of nonselec-
tion from Mr. Boyd C. Myers IT, Deputy Assistant Administrator for
Administration. A copy of the letter is submitted for the record as
exhibit 7.

Subsequently, I applied a fourth time for a personnel position as
chief of personnel program evaluation in NASA, was interviewed
twice for the positions, and to date have heard nothing further.

On a fifth occasion, I received a call from Goddard Space Center
inviting me to apply for a position in manpower management, and, of
course, by this time it was patently obvious that NASA was seeking to
insure that a minority would be “considered” for such vacancies though
there was no intent to select a minority for any of these positions.

Mr. Chairman, I sincerely hope this testimony will provide the
subcommittee with some insight with regard to how and why minorities
are excluded from equal employment opportunity in the National
Aeronautics and Space Administration and throughout the Federal
Government. i

I would plead with this subcommittee to use all of its power to insure
that strong action is taken to eliminate race and sex discrimination
from the Federal Service once and for all. Unless drastic measures are
taken, equal employment opportunity will be no closer to becoming a
reality 10 years from now in the Federal Government than it is today,
for promises, commitments, and more EEO affirmative action plans
on paper from agency after agency has failed to get the job done over
the past 25 years, What seems to have happened is that EEO rhetoric
in the Federal Government has been escalated to a new high, while
EEO action remains a very low priority Governmentwide.

Again, my sincere thanks for the opportunity to address you today,
and I shall be happy to respond to any question which any member of
the subcommittee may desire to ask.

Mr. Epwarns. Thank you, Mr. Oliver,

I am sure we will have some questions. Your testimony was eloquent.
And with regard to the last paragraph in your testimony, again I
assure you that the subcommittee takes its responsibility very seriously,
and not only takes its responsibility seriously, but is mandated by the
Full Committee on the Judiciary, and indeed Congress and the law
itself, to continue our efforts in this important field.
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[The prepared statement of Mr. Oliver follows:]

STATEMENT OF VINCENT T. OLIVER, DEPUTY PERSONNEL DIRECTOR, DRUG
ENFORCEMENT ADMINISTRATION, U.S. DEPARTMENT OF JUSTICE

TESTIMONY

My name is Vincent T. Oliver, and T am the Deputy Personnel Director at the
Drug Enforcement Administration in the U.S. Department of Justice. I would
like to thank you, Mr. Chairman, for the invitation “to inform the Subcommittee
of (my) background and experience in seeking employment at NASA.”
Since January of 1967, I have held Personnel Management positions in the
Navy Finance Center, Department of Defense; the Public Health Service, the
Office of the Secretary and the Health Services and Mental Health Administra-
tion of the Department of Health Education and Welfare; the Office of the
Secretary of the Department of Labor and for the past 2% years in the Drug
Enforcement Administration as previously stated.
I have worked as both a Personnel Specialist and a Personnel Generalist
in four branches of the Federal Executive Career Service and have spent con-
siderable time in all of the Federal Personnel disciplines including position
and pay management, staffing and placement, employee management relations
and employee development and training. In addition, I served as the Deputy
Equal Employment Opportunity Officer in the Office of the Secretary, DHEW
from 1969 to 1970 during which time I wrote an ageney EEQ Affirmative Action
Plan and was responsible for investigating and preparing EEO Complaints.
I hold the Master's Degree from Kent State University in Counseling and
Guidance and a Bachelor's Degree from Central State College as a magna cum
laude graduate. I am the recipient of the Drug Enforcement Administration’s
highest management award “for exemplary managerial achievement above and
beyond the call of duty” and am a member of the National Association of
Minority Employees.
I am the author and publisher of a handbook on “Upward Mobility Under the
General Schedule” expressly written to point out to Federal agencies the cause
of and the many available solutions to the problem of racial diserimination in
Federal employment which is maintained throughout the Federal government
through systematized covert practices having their genesis in the attitudes of
whites toward blacks as described in the 1968 Report of the National Advisory
Commission on (ivil Disorders:
*. .. certain fundamental matters are clear, Of these, the most fundamental
is the racial attitude and behavior of white Americans toward black
Americans.
Race prejudice has shaped our history decisively; it now threatens to affect
our future.”

A copy of the handbook is respectfully submitted for the record as Exhibit No. 1.

Five years of my public service career in the field of Personnel was spent
with the Ohio State Employment Service from which I was fired in 1969 because
I am black after scoring first on the Civil Service Register as an Employment
Service Representative. In addition, I served as an advisor to the Secretary
of Labor's EEO Task Force in 1971 and am currently a consultant to the
District of Columbia Area Office of the NAACP Legal Defense Fund on the
technical aspects of Federal personnel procedures as they are used both overtly
and covertly to discriminate against minorities and women throughout the
Federal Service.

In my best professional judgment, NASA is and always has been a discrimina-
tory Federal employer in violation of Executive Order 11478, the Civil Service
Commission EEO Regulations as described in Chapter 713 of the Federal Per-
sonnel Manual and the 1972 EEO Aect, a revision under Title VII of the 1964
Civil Rights Act. This assertion is confirmed by the fact that the overwhelming
majority of minorities and women are now and always have been at the lower
grade levels in NASA, as indicated by NASA’s own statisties, and that minorities
and women occupy higher graded positions in NASA on only a token basis. This
assertion is further confirmed by the fact that NASA, like the Drug Enforce-
ment Administration and other discriminatory Federal agencies, offers excuse
after excuse year after year for its discriminatory outcomes including “we are
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committed deeply to the principles of Equal Employment Opportunity,” “we
firmly intend to do better next year,” and “minorities and women are neither
available, interested in or qualified to participate as full professionals in NASA's
space program because somehow science and technology at NASA is much too
complex for people the color of Benjamin Banneker, Charles Drew, George Wash-
ington Carver and for people of the same sex as Madame Curie, Margaret Mitchell
and Dixie Ray."” The assertion that NASA is a discriminatory employer is clearly
confirmed by the fact that its Administrator chose to fire a highly qualified black
EBO Director for doing an ontstanding job in the area of Equal Employment
Opportunity while on the other hand, the Administrator has never chosen to fire
any white NARA management official for doing an unsatisfactory job in the same
area, although he has complete authority te discipline any NASA employee who
fails to carry ont EEO responsibilities under the provisions of Executive Order
11478, By firing Ruth Bates Harris, the Administrator of NASA has, in essence,
announced his approval to continue diseriminating to the entire NASA organiza-
tion and all of its people.

Certainly, if NASA were not a discriminatory employer, there wonld be no
reason for a hearing today before this distinguished Congressional body to exam-
ine NASA's EEO efforts past, present and future, precipitated by Mrs. Harris’
dismissal. In my judgment, based upon thirteen years of black experience in
government personnel management, Mrs, Harris was fired by NASA for precisely
the same reason that I and others are not hired by NASA—we are black. This
assertion may be open to considerable debate by virtue of the fact that Mrs.
Harris is also female. There is no doubt in my mind, however, that justice carried
to its proper conclusion will nltimately bear out the assertion that NASA has
and does discriminate both racially and sexually and is conducting its publie¢
business with public funds in blatant violation of the public law, So much, Mr.
Chairman, for background.

My next purpose in appearing at your invitation is to inform the Subcommittee,
as requested, of my experience in seeking employment at NASA.

I have applied for Personnel positions in NASA on several different occasions.
You, of course must draw your own conclusions, but it iz my considered opinion,
based upon my experience in seeking employment with NASA, that contrary to
the ageney's claim that it is doing its best to hire minorities and that its future
intentions are to improve its minority hiring practices, in fact NASA plays the
“consideration game"” with highly qualified minority eandidates with no sincere
intention to hire.

My first experience with NASA was in May of 1968. I applied for a GS-9
Personnel Staffing Specialist position at NASA here in Washington. I was fully
qualified, T was already a GS-9 Staffing Specialist at the time, my performance
had heen rated as outstanding by my then current employer. T was willing to
accept a lateral transfer and I was cordially interviewed by the selection official.
T was not selected, however, for the position. At the time, there were no blacks
employed in the NASA Personnel Office to which I applied. The staff was all
white.

My second experience with NASA was some years later in June of 1972. By
this time, after confrontation after confrontation with racial diserimination at
each point in my quest for career development in the Federal Service, T had
become a GS-14 Branch Chief and had received ontstanding performance ratings
in four separate Federal agencies. I applied for the position of Personnel Officer
at the NASA Ames Research Center in San Franciseo, California. It was my
understanding that NASA was seriously interested in minority candidates for
this position because the Center was experiencing serious discrimination and
labor problems. A copy of my applieation, as submitted, is included for the record
as Exhibit No. 2. .

I was interviewed for the position on June 15, 1972, at NASA Headquarters
here in Washington by Mr. Glenn Goodwin, the Ames' Director of Astronautics
So inept, insulting, prejudice and unkempt was the interviewer that it was glar-
ingly obvious that a black would not be selected for the Ames' Personnel Officer
position since the Center management sent a representative of Mr. Goodwin's
calibre to conduct an interview for a Personnel Officer position. Clearly, NASA
was playing the minority consideration game. On June 18, therefore, by letter
to Dr. Hans Mark, Director of the Center, I described the insulting racist impli-
cations of the interview and withdrew my name from consideration. A copy of
the letter to Dr. Mark is included for the record as Exhibit No. 3, along with
his response indicating that I was highly qualified for the position. Of course,
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the candidate finally selected was white and had been the Center's EEO Officer
with limited background in Federal Personnel Management.

My third experience with NASA occurred in September of 1972, at which time
I applied for the NASA Headquarters’ Director of Personnel. Outside applicants
were invited to apply. A copy of the Executive Position Vacancy Announcement
dated September 15, 1972 is submitted for the record as Exhibit No. 4. Mrs. Har-
ris had not yet been fired by Administrator Fletcher at this point and was
actively carrying out her EEO responsibilities by recruiting as many minority
candidates as possible. Mr. Chairman, NASA, like all other discriminatory Fed-
eral agencies, invariably claims that minorities and women are not hired for
senior managerial and scientific positions because such qualified candidates are
not available. EEO officers are commonly chided by management to find quali-
fied minority and female candidates. Of course, when such candidates are found
and apply, they are not selected, and when such candidates are not recruited by
the EEO Officer, management then says “I told you so!” The irony in this is that
minority recruiting is a primary responsibility of the Personnel Officer not the
EEO Officer.

I wrote to Ms. Harris on August 25, 1972 regarding the opening and sent her
a copy of my application. In the letter, I explained my experience with Ames
and made it clear that I was interested in applying only if minority candidates
would have an equal opportunity to be selected. A copy of that letter is submit-
ted for the record as KExhibit No. 5. Ms. Harris responded as follows: (See
Exhibit No. 6). A copy of her response is submitted for the record as Exhibit
No. 6.

Again, I was graciously interviewed for the position by a panel of several
NASA senior management officials all of whom were white. After another
candidate was selected, I received a letter of non-selection from Mr. Boyd C.
Myers, II, Deputy Assistant Administrator for Administration. A copy of the
letter is submitted for the record as Exhibit No. 7.

Subsequently, I applied a fourth time for a Personnel position as Chief of
Personnel Program Evaluation in NASA, was interviewed twice for the position,
and to date have heard nothing further. On a fifth occasion, I received a call
from Goddard Space Center inviting me to apply for a position in Manpower
Management, and, of course, by this time it was patently obvious that NASA
was seeking to insure that a minority would be “considered” for such vacancies
though there was no intent to select a minority for any of these positions. «

Mr. Chairman, I sincerely hope this testimony will provide the Subcommittee
with some insight with regard to how and why minorities are excluded from
Equal Employment Opportunity in the National Aeronautics and Space Adminis-
tration and throughout the Federal Government.

I would plead with this Subcommittee to use all of its power to insure that
strong action is taken to eliminate race and sex diserimination from the_'Fed-
eral Service once and for all. Unless drastic measures are taken, Equal Employ-
ment Opportunity will be no closer to becoming a reality ten years from now in
the Federal Government than it is today, for promises, commitments and more
EEO Affirmative Action Plans on paper from agency after agency has failed to
get the job done over the past twenty-five years. What seems to have happened
is that EEO rhetoric in the Federal Government has been escalated to a new high,
while EEO action remains a very low priority government-wide. A

_Again, my sincere thanks for the opportunity to address you today, and I shall
be happy to respond to any question which any member of the Subcommittee may
desire to ask.
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FOREWORD

Discrimination of any kind based on factors not relevant to
job performance must be eradicated completely from Federal

employment , . .

The President of the United States
MEMORANDUM TO AGENCY HEADS, 1969

Despite significant gains in overall employment of minority
group persons in the Federal Service, too many of our minority
employees are concentrated at the lower grade levels, victims
of inadequate education and past discrimination.

The Chairman of the Civil Service Commission
EEO PROGRESS REPORT TO THE PRESIDENT, 1969

As efforts to implement equal opportunity have proceeded, the
complexity and interaction of the many forms of diserimina-
tion and segregation have become increasingly evident.

U.S. Department of Labor
MANPOWER REPORT OF THE PRESIDENT, 1970
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PREFACE

This handbook on “Upward Mobility Under the General
Schedule” has been written for use by anyone who chooses
to use it. Its owners are its users, i.e., minority Federal em-
ployees who have been denied upward mobility, Federal super-
visors and managers, Federal personnelists, Upward Mobility
Coordinators, EEO Officers or those who seek to understand
discrimination in Federal employment.

The contents are intended to contribute to the elimination
of discrimination, the furtherance of equal employment oppor-
tunity, the enhancement of public service employment and the
improvement of Federal personnel administration.

Publication of the handbook was financed through personal
funds since Federal managers, in their typically conservative,
biased and indecisive propensity for ignoring and avoiding
both controversial and substantive management issues, partic-
ularly racial discrimination, generally succeed in discouraging
and preventing the publication of controversial views which
focus upon the root causes of historic and deceptively system-
atized discrimination against minorities in Federal employ-
ment. Within majority group bureaucracies, the perverted ex-

ercise of authority, supported by the “democratic process,” is
employed to suppress both minorities and minority views on
diserimination.

Application of the concepts contained in the handbook will
hopefully serve to put an end to excuses for discriminating
against minorities in the Federal Service. The simple truth of
the matter is that minorities can be promoted and upgraded
by any manager, supervisor and Federal Personnel Office staff
who choose to use their power in concert with equity in order
to do so. Further, it requires no special efforts nor mysterious
techniques.

For far too long, far too many in the Federal Service have
engaged in deceptive, illegal and immoral diseriminatory prac-
tice as the means by which to exclude minorities from equal
opportunity in employment. The personnel system and insist-
ence that minorities are somehow vocationally inferior are
then used as excuses to account for that which is nothing less

i
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than diserimination, Continuing existence of Equal Employ-
ment Opportunity Programs, special upward mobility efforts
and the issuance of anti-discrimination Executive Orders are
final testimony to the fact that diserimination in the Federal
service remains real, pervasive and is ongoing.

The unspoken systematic practice of diserimination, encour-
aged and abetted by tacit approval and indifference, represents
the manifestation of that which can be most accurately de-
scribed as institutionalized racism. Such practice can be ab-
ruptly and completely eliminated, at least in Federal employ-
ment, by those who choose to apply some rather simple tech-
niques of the kind herein described.
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UPWARD MOBILITY
UNDER
THE GENERAL SCHEDULE

NATURE OF THE PROBLEM
Purpose

The purpose of the guides, ideas and suggestions contained
throughout this discussion is to provide managers, supervisors
and personnelists in the Federal Service positive and affirma-
tive direction by which to insure that minority group Federal
employees under the General Schedule receive equal promotion
opportunity free of mythical bias and that such employees
will not be further denied equal promotion opportunity be-
cause of either overt or subtle discriminatory practices. The
guides are further intended as positive implementing methods
through which to eliminate all vestiges of racial discrimination
in career development throughout the Federal Service and to
make an imperfect Federal Personnel System work as per-
fectly for General Schedule minority employees as it seems to
work for their majority group counterparts.

While the Federal Upward Mobility Program, as described
by the Civil Service Commission, addresses itself to employees
in grades GS-1 through GS-7 and their equivalents, the guides
contained herein are applicable in principle to the promotion
and upgrading of employees throughout the entire General
Schedule grade structure for those managers, supervisors and
personnelists who want to be fair and who feel a responsibility
to abide by the law.

Legal and Moral Implications

Those who discriminate against minorities in employment
are no less irresponsible and no more law abiding than those
who violate other lJaws. Discrimination in employment, either
deliberate or inadvertent, is in direct violation of both the
letter and the intent of the law of the land.

Executive Order 11478, and those which have preceded it,
forbid discrimination in Federal employment and require that
every Federal employee, regardless of race, must have an
equal opportunity to work and to develop to the highest level
of his or her fullest potential. This does not mean that every
employee entering the Federal Service is ultimately guaran-
teed a GS-18 position under the General Schedule. The require-

1
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ment does mean, however, that within the inherent nature,
limitations and imperfections of the General Schedule System,
minority employees are entitled to the same opportunities to
develop their careers and be promoted by the same methods
which apparently make such opportunities fully available to
majority group employees, a disproportionately high number
of whom seem to rise high enough to create what appears to
be a top heavy General Schedule grade structure.

Federal managers, supervisors and personnelists are legally
and morally bound to abide by: (1) the non-discrimination
provisions of the 1964 Civil Rights Act, (2) numerous Execu-
tive Orders issued by the President of the United States,
(3) Civil Service Commission Regulations on Equal Employ-
ment Opportunity, (4) Executive Agency policies and (5) the
provisions of the Constitution prohibiting the abridging of
citizens’ privileges.

The Illogical Hierarchy

It would seem, in purely logical terms, that each step up the
career development ladder would reduce the numerical oppor-

tunities to move to the next higher grade simply because, in
the absence of fact, there would seemingly exist fewer higher
graded positions in ascending order and more employees com-
peting for such positions. The hierarchical perception of bu-
reaucratic pyramids re-enforces such logic and is sometimes
used to rationalize the fact that minorities, by and large, re-
main at the bottom of the General Schedule grade structure.
By this reasoning, it is implied that minorities are at the bot-
tom because they are better qualified to compete at grades
GS-1 to GS-6 and rarely become well enough qualified, in
significant numbers, to compete at grades GS-11 to GS-18.

Later in this discussion of upward mobility, we shall see
some of the reasons why significant numbers of minorities
have not and do not reach the higher graded positions and that
the logical perception of Federal organizational pyramids, rela-
tive to numerical opportunities throughout the General Sched-
ule grade structure, is sometimes quite illogical. In many
Federal Executive Agencies, the pyramid perception may be
valid relative to the exercise and delegation of authority but
does not appear to be valid relative to the number of high-
graded employees (GS-11 to GS-18) as compared with the
number of low graded employees (GS-1 to GS-6) or the num-
ber of intermediate graded employees (GS-T7 to GS-10).

2
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Long standing evidence has clearly established, as a matter
of fact, that minority General Schedule employees do not en-
joy an equal opportunity to be promoted throughout the Fed-
eral Service as do majority group employees. The apparently
top heavy portion of the GS grade structure includes, for the
most part, a disproportionately low number of minorities. This
phenomenon, as mentioned above, is often attributed to what
appears to be, at least in part, a pervasive myth that minorities
are not qualified. However, General Schedule employees
throughout the Federal Service include a number of majority
group members who have, by one method or another, enjoyed
the opportunity to move from GS-2 to GS-15 while being only
high school graduates or less and performing only satisfactor-
ily. Further discussion of this illogical double standard will
also follow.

Broad Based Application

A variety of programs such as MUST, PSC, COP, etc., have
been designed to enhance career development among General
Schedule employees throughout the Federal Service. While
such programs have been helpful, mostly among lower graded
employees, widespread upgrading inequities still persist at the
lower, intermediate and upper grade levels, particularly among
minorities. Upward mobility, as used within the context of
this discussion is intended to apply to the promotion and up-
grading of minorities throughout the entire range of the Gen-
eral Schedule grade structure. Most Federal programs in-
tended to enhance career development in the Federal Service
can be “plugged into” the upward mobility approach described
herein. For example, as stated in CSC Bulletin No. 410-52,
dated June 3, 1970, on the “Public Service Careers Program
in the Federal Service:”

The upgrading component provides agencies with a
highly flexible opportunity to develop new and/or ex-
panded upward mobility programs to meet some of
their manpower needs for technicians and profession-
al aides in a variety of occupations. The intent of
this component is to assist agencies, through the use
of seed money, to develop effective upward mobility
programs for lower level employees, including job re-
structuring activities, career ladder development and
upgrade training opportunities, which may serve as
models for implementation on a broader basis
throughout the agency.
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Broad based application of the conceptual model, the imple-
menting guides and the call for a change of attitudes de-
scribed on the following pages can be utilized in concert to
promote employees at any grade level. Federal promotion
procedures are much the same regardless of grade and the
Federal Personnel System provides some highly flexible op-
tions through which employees can be developed and promoted
to their highest level of potential. While the system is not
perfect, it cannot be used as an excuse to account for unfair-
ness, promotional inequities or discriminatory practices.
These are problems created by people who either fail to un-
derstand the full potential of the system, who pervert system
procedures or use the system to develop the careers of some
while refusing to use the same system to develop the careers
of others. The net result of such behavior amounts to historic
and continuing preferential treatment of the majority group.

Nothing described in this discussion is new or different.
The concepts outlined are all a part of a very viable Federal
Civil Service System. Hopefully, the ideas, format and con-
tents will clarify some misunderstandings, provide insights
and help Federal managers, supervisors and personnelists
carry out their responsibilities relative to Equal Employment
Opportunity.
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MAJOR BARRIERS

The Buddy System

Many supervisors and managers throughout the Federal Ca-
reer Service may be characterized as “bootstrappers,” i.e.,
middle classed, ethnic, Caucasian males, who have moved up
the Federal career ladder via the infrequently discussed “bud-
dy system.” The boss liked them, decided to “bring them
along,” said all of the “right” things about them to the “right”
people, promoted them by rewriting their position description
or preselecting at the right time and worked closely with
another buddy or two in the Personnel Office to “nail down”
the paperwork, i.e., classification and approval of a higher
graded position description and obtaining the proper signa-
tures on an SF-52. Political influence in the form of a letter
or a call from the “right” person to the “appropriate” official
has also helped many. It must be recognized that the “buddy
system” has been part of the inherent nature of the Federal
Career Development System, for better or for worse, and will
probably continue to be as long as people remain human. To
debate nepotism or the Hatch Act in this discussion would
amount to an exercise in futility due to the muteness of the
issues. What becomes relevant in this discussion is that the
“buddy system’” rarely includes minorities in their quest for
upward mobility and, thus, tends to become a major barrier.

It is interesting to observe, for example, how many Catho-
lics (Irish, Italian or otherwise) seem to get promoted in
Federal Agencies when other Catholics man the Personnel
Office and hold supervisory and managerial positions. It is
further enlightening to note how career employees sometime
move to higher positions as political administrations change.
Many “bootstrappers” have moved up the career development
ladder from lower grades to GS-15 positions without the bene-
fit of higher education, special training, upward mobility pro-
grams, career counseling or any of the special efforts which
now seem so necessary in order to provide upward mobility
for minorities. Most have simply been promoted after time
in-grade as the result of being an accepted part of an “in-
group” which would make the system work in their behalf,
bend the rules legally when necessary (this is the same thing
as creative initiative), trade personnel favors among them-
selves, bowl in the same suburban leagues and usually share
the same prejudices. Unfortunately, many are poorly edu-
cated, poor supervisors and Peter Principle-type managers
who will rarely admit their prejudices but who often believe,
to varying degrees, that minorities want welfare, are not

b




135

qualified and should “work hard as I did and ‘earn’ a promo-
tion.” Ironically, most middle aged “bootstrappers” who hold
degrees, do so as the direct result of direct welfare payments
— the G.I. Bill, and few who have enjoyed the benefits of up-
ward mobility via the “buddy system” have been rated as out-
standing workers.

Majority Group Attitudes

No amount of hard work and/or training of deadended or
under-utilized minority employees, who work under "boot-
strap” supervision or management, will significantly enhance
such employees upward mobility. Many of these employees
already have long tenure, have demonstrated satisfactory
performance, are better educated than their supervisors and
have often completed, to no avail, training course after train-
ing course. The “bootstrapper” will usually react just as neg-
atively, if not more so, to an outstanding minority employee
as he will to all other minorities, relative to upgrading or pro-
motion, i.e.,, maintain double standards of expectation, refuse
to recognize or reward performance, plagiarize ideas, check on
arrival and departure times, “knit-pick” the work and prom-
ise but never deliver a promotion. This phenomenon is pri-
marily due to attitudes in the supervisor or manager which
have little to do with either the performance or qualifications
of the deadended or underutilized minority. Supervisory
training and EEO conferences throughout the Federal Service
represent attempts to deal with such prejudices and super-
visory inadequacies.

While “bootstrap” managers and supervisors frequently in-
sist “I can’t find any qualified minorities to promote to jour-
neyman specialists, section chief, team leader, branch super-
visor or office director,” a highly educated experienced minor-
ity who has been underutilized for years, often under the same
manager’s supervision, is somehow overlooked and rarely se-
lected for a more responsible position when a vacancy occurs.
Traditionally, managers and supervisors have gone outside
(outside of the agency or outside of the Federal Service) to
fill higher graded or more responsible positions with other
majority group candidates having little knowledge of the
unique features of the position being filled rather than select
a knowledgeable in-house minority. This, then, is another
reason that minorities become deadended and underutilized
and most often have little confidence in the credibility of
Agency Merit Promotion Programs.

It is virtually impossible for minority employees to become
an accepted part of the “bootstrap buddy system.” Minorities
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working in majority group work environments of the Federal
Career Service are rarely a part of the majority “in-group.”
Minorities usually have no one who will trade personnel favors
in their behalf, usually work under supervisors who are not
likely to preselect them or rewrite their position deseription
for a higher grade and have no buddies in the Personnel Of-
fice (Federal Agency Personnel Offices hire few minorities).
In addition, minority employees do not usually bowl in subur-
ban bowling leagues, since they are generally excluded from
suburbia, and only rarely do minority group employees share
the same racial prejudices as their “bootstrap’” supervisors.

In considering major barriers to upward mobility relative to
minorities, it is important to recognize that majority group
supervisors and managers who persist with the attitude that
minorities want welfare rather than an equal opportunity to
work and develop, and who, at the same time, obstruet the
entrance and upward mobility of minorities, make a signifi-
cant contribution to the continuation of poverty and welfare
problems. It is further important for supervisors and man-
agers to understand that the words “disadvantaged” and
“minority” are not synonymous. Some minorities are disad-
vantaged (low income, limited eduecation, lack work skills,
ete.). However, most of the disadvantaged in the United
States are of the majority group. Simply because a minority
employee is working as a GS-1, 2 or 3, does not mean that the
employee is poverty stricken, poorly educated or without work
skills. Many are simply inexperienced high school graduates
who type well, work well and get along well with a supervisor
who knows how to develop inexperienced employees and will
help the employee overcome the natural fears of being in a
new job with strange people. Most minority workers are typi-
cal Americans.

The identification, discussion and clarification of majority
group attitudes, which contribute in great part to the under-
utilization and deadended dilemma among minorities through-
out the Federal Career Service, is intended to provide Federal
managers and supervisors with some insight which may be
helpful in implementing upward mobility. If Federal managers
and supervisors could voluntarily bring themselves to upgrade
minorities through the “buddy system,” special upward mobil-
ity efforts would soon become unnecessary, the added respon-
sibility and costs of upward mobility programs could be sharp-
ly curtailed and the mounting pressure of Equal Employment
Opportunity requirements could be considerably reduced. Re-
sistance, however, either subtle or overt, tends to generate
more pressure, more special programs and contributes to the
development of the kinds of potentially volatile conditions
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which led to explosive confrontations in the Department of
Health, Education and Welfare; the Department of Housing
and Urban Development and, most recently, at the Library of
Congress.

Intermediate Bridging Positions: High Demand-Low Supply

General Schedule employees, by and large, fall most often
into two major categories: (1) low graded, GS-1 through
GS-6 and (2) high graded, GS-11 through GS-18. For ex-
ample, “Pay Structure of the Federal Civil Service,” prepared
by the Civil Service Commission, will show the following grade
structure for one Executive Department as of June 30, 1970:

GS Number of
Grade Employees
18 8
17 29
16 64
15 5656
14 923
13 1220
12 1854
11 913
10 20 1
574 5 1409=13.4%

74
734
765
1250
796 ; 3508 =338.5%
508 3508 =33.6%
158
36

TOTAL 10,493

b576 =b3:11%

=00 CO W QT =] 00D

Similar trends appear among other Executive Agencies. A
review of Equal Employment Opportunity statistics of Gen-
eral Schedule employees in many Federal Agencies will usually
reveal that minority employees comprise a disproportionately
high number of the GS-1 through GS-6 group and a dispropor-
tionately low number of the GS-11 through GS-18 group.

The Office of Management and Budget has recently issued a
requirement that the average grade of the Federal work force
be reduced. (OMB Bulletin 72-4), dated August 5, 1971).
This requirement could be linked with providing greater up-
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ward mobility opportunities throughout the General Schedule
with minimal damage to highgraded individual employees. One
approach would involve the redesign of some positions, grade
GS-11 through GS-15, as attrition occurs throughout this
grade category. The positions could be redesigned as Techni-
cian and Assistant positions at grades GS-7 through GS-10, the
category of positions which presently appears to be in shortest
supply.

A large part of the deadend and underutilization dilemma
among lowgraded General Schedule employees throughout the
Federal Career Service is directly attributable to the gross ab-
sence of sufficient numbers of paraprofessional Technician and
Assistant type positions to bridge the gap between subprofes-
sional and professional employment. Upward mobility is,
therefore, seriously restricted, and an unusually large number
of minority employees find themselves ‘“locked into” low
graded positions with few numerical opportunities for inter-
mediate career development leading to high graded positions.
Relative to upward mobility via the Public Service Careers
Program, CSC Bulletin No. 410-52, quoted earlier, further
states:

Beyond the entry level, large numbers of Federal
employees are locked in low level jobs with little hope
for advancement. Such conditions adversely affect
the morale of the Federal work force and costs the
Government dearly in terms of wasted manpower.
What is needed and what the PSC program supports
is a new emphasis on improving our personnel sys-
tems and practices so as to facilitate upward mobility
opportunities for our present lower level employees,

It is generally recognized that improved utilization of man-
power resources in both the public and the private sectors is,
to a great extent, dependent upon the creation of more para-
professional jobs and the development of more paraprofession-
al workers. A primary source of such workers lies within the
ranks of the sub-professional work force, particularly among
General Schedule Federal employees, In tapping this source,
the upward mobility potential within the Federal Service could
be maximized, salary costs could be reduced, the OMB grade
reduction requirement could be served, and a greater num-
ber of Federal employees could be far more effectively utilized.
Job redesign and restructuring could be accomplished during
the annual position management review, required of Federal
agencies, in such a manner as to relieve many professionals
of the kind of time consuming tasks which could be performed
just as effectively by paraprofessionals and at a much lower
manhour cost.




139

TOWARD IMPLEMENTING THE SOLUTION

The Conceptual Model

Following is a conceptual model showing upward mobility
paths and combinations of paths which, when supported with
such methods as more flexible interpretation of employee qual-
ifications, training agreements, the job element approach or
the newest provisions of the Government Employees Training
Act, described in FPM Letter No. 410-9 dated January 26,
1971, provide a variety of avenues through which upward mo-
bility may be accomplished. It is again emphasized that more
bridging positions (Technicians and Assistants, grades GS-7
through GS-10) must be established to obtain the best results.
In so doing, the traditional tendency to avoid classifying posi-
tions at grades GS-8 and GS-10 must be abandoned.

The conceptual model may be thought of as a “map” repre-
senting the theoretical terrain of upward mobility under the
General Schedule with emphasis on prospective paths which
can be followed from lower to higher grades and from lower
to higher levels of responsibility via promotions, lateral reas-

signments or downgrading. Promotion is the first preferred
alternative with lateral reassignment being used when promo-
tion is clearly impossible. Downgrading to get to a position of
greater potential should be used only as a last resort with the
employee’s salary saved at the highest allowable rate.

It should be kept in mind that many underutilized and dead-
ended employees will be eligible and qualified for upgrading
without the need for further training or special preparation.
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Basic Upgrading Concepts

Though the Federal Personnel System may seem complex
and complicated to many, keeping a few basic principles and
useful reference sources in mind may be helpful in moving
underutilized and deadended employees up the career develop-
ment ladder via the paths outlined in the conceptual model:

: L.

Up to the GS-5 level, employees can be promoted after
ninety days in-grade, not to exceed two promotions dur-
ing one calendar year, provided appropriate quantitative
experience requirements are met through actual work
experience or an education substitute or a combination.
Use the add-on rule in interpreting the experience re-
quirement for the next higher grade. (See FPM Chapter
337-3-1b)

. Above the GS-5 level, one year in-grade establishes auto-

matic eligibility and qualification for the next higher
grade in the same series, regardless of the position, and
for some positions in closely related series.

. Appropriate clerical experience is generally qualifying

for most Assistant and Technician positions at the appro-
priate grade level.

. Appropriate experience in Assistant or Technician posi-

tions, properly interpreted, can be qualifying for many
professional positions (Specialists, Analysts, etc.) at the
GS-5 level either by promotion or laferal reassignment.

. Except for positions such as Medic.] Officer, Lawyer,

Accountant, ete., education is a substitute for experience
or can be used in combination with experience to quali-
fy candidates for upgrading.

. The job element approach and training agreements ap-
proved by the Civil Service Commission are highly useful
methods of qualifying employees move rapidly for up-
grading in the absence of sufficient qualifying experience
and/or education.

. See FPM, Chapter 300, Appendix A for a list of series in

which promotion at 2-grade intervals is appropriate up
to and including GS-11.

. See “X-118 Qualification Standards” and the General

Amendment for the specific and detailed interpretation
of the preceding general concepts, and apply all with
reasonable flexibility and sound professional judgment.

12




Identification of Roles

L

Supervisor’s Role — Creative Initiative

A.

Identify Candidates for Upgrading
What to look for:

1.
2

Time in grade is excessive. (Ask yourself — Why?)

Has been working in the same job for many years but
has not been promoted. (Is the employee a minority?)

. Is in a deadend job (little or no possibility for advance-

ment) and capabilities (initiative, cooperativeness, inter-
est, reliability, previous education, experience, knowl-
edge of the work, etc.) are only being partially utilized.

. Assists or works closely with a supervisor but is passed

over when supervisory or other higher level positions are
filled.

. Shows potential to perform at a higher grade, at a high-

er level of responsibility or in a related type position.
(Thoughtfully consider how and why you were pro-
moted. Was it because you performed satisfactorily or
because the boss liked you or because you had always
been a superior employee?)

. Is currently eligible for the next higher grade.

7. You have shown little interest in the employee.

. Other majority group employees in the same work envi-

ronment generally hold higher grades, have been pro-
moted or seem to move on to better jobs,

. Annual performance evaluation has been satisfactory.

NOTE: a. Most employees requesting additional re-
sponsibilities may be regarded as likely can-
didates for upgrading.

. Clerks, typists, secretaries, technicians, as-
sistants, etc. who exhibit sustained satisfac-
tory performance or better are prime candi-
dates for upgrading.

. Employees who are well qualified by virtue
of time on the job, performance and previ-
ous training, yet remain deadended as others
move on, should receive at least equal selec-
tion opportunity.

13
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d. Quiet employees who do their job, say little
and create no major difficulties should be
rewarded by competent supervisors with
promotions at every opportunity rather than
taken for granted, overlooked or expected to
be satisfied with an occasional “pat on the
head.”

. Many underutilized and deadended employ-
ees need only upgrading opportunity (selec-
tion), not more training,

Use the Career Development Process
1. One Approach — Career Promotion

a. Redesign the current position of the employee to in-
clude higher level duties. Rewrite the position de-
scription to reflect the added responsibilities at a
higher grade in the same or in a closely similar job
series. Example:

Clerk-Typist, GS-322-3
Clerk {Typing}). GS-301-4/5
Secretary ( Stcno;rraph_v ), GS-318-4
Staft Assis(ant? GS-301-5/6
Accounting C.Trr:rk, GS-501-4
Accounting chhii(i‘:ciam_. GS-525-5/6
Personnel Cl(::'k, GS-203-3
Personnel Assiszgnt. GS-203-4/5

. Initiate (type, sign and submit to the Personnel Of-
fice through channels) a Form 52, “Request for Per-
sonnel Action,” accompanied by the new position
description. The *“52” should include the employee’s
name, “Nature of Action” section should read “Pro-
motion.” Indicate in the “Comments” section of
the Form 52 *“Career Promotion — Gradual Accre-
tion of Duties”—PSC Upgrade or MUST Upgrade,
etc). Item 3a of the new PD should read “In lieu of

. (old position title, series, grade and number).

14
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Sign the new description.

Contact the servicing Personnel Specialist and ex-
plain what is being done and why. Discuss intent,
upward mobility requirements, related classification
matters, et al. Do this in advance if and when it
seems the most effective way to obtain Personnel’s
approval. Use discretion and/or experienced judg-
ment in terms of “what works” with your personnel
people.

e. Repeat a, b, ¢, and d above as regularly as the em-
ployee is eligible and ready and additional higher
level responsibilities can be assigned to the incum-
bent.

NOTE: This approach requires no new billet and is
exempt from announcing and competitive
merit promotion procedures. (See FPM
Chapter 335, Section 4-2 and Agency Merit
Promotion Plan)

2. Another Approach — Merit Promotion

a. When a position under the supervisor’s jurisdiction is
vacated through attrition or a new billet is obtained,
design and write a Technician or Assistant position
(bridging position), at the highest possible grade,
which is clearly within reach of lower graded employ-
ees. Have the position established (classified).
Example: Budget Technician, GS-501-6.

. Then have the position announced at two grades be-
low the classified level. Example: Budget Techni-
cian, GS-501-4/5/6.

- Insure that eligible underutilized and/or lower graded
employees (GS-3, 4 and 5) apply under the an-
nouncement. Such employees should be encouraged
(and assisted when necessary) to submit a well de-
veloped Form 171 which highlights their experience
as such experience relates to the duties and require-
ments stated in the announcement and emphasizes
the candidate’s strong points. All procedures de-
scribed in the vacancy announcement should be
meticulously followed.

. Then select by underfilling the position and subse-
quently promote to the higher grades as the employee
becomes eligible, i.e., completes time ingrade and/or
experience requirement.

15
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3. A Third Approach — Career Development Counseling

a. Encourage lower graded and underutilized employees
to apply for all announced vacancies with upgrading
potential for which eligible and qualified either by
lateral reassignment or promotion, regardless of the
organizational location of the vacancy. (Obviously,
employees will only be encouraged to apply for va-
cancies in which they are interested.)

Discuss career development (upgrading) opportuni-
ties occurring both within and outside the immediate
organizational unit, showing sincere concern in help-
ing the eraployee to move ahead. (Supervisors should
not hold employees back because “they are too good
to lose.”)

Provide supervised on-the-job training for employees
to help them develop skills, work habits, positive atti-
tudes, self confidence, initiative, etc. in preparation
for more advanced and higher graded jobs.

Recommend, encourage and assist in the selection of
internal and external training and/or education
which will clearly enhance the employee’s upgrading
potential, (Contact the Training Officer for advice
and assistance).

NOTE: A major responsibility of competent super-
visors is to develop employees. This re-
sponsibility can only be carried out by su-
pervisors who understand their role, control
their own personal biases and who know
how to relate to different kinds of em-
ployees, including minorities.

II. Personnelist’s Role — Positive Assistance

A. Provide supportive guidance, advice and assistance to su-
pervisors and managers on problems, technical personnel
and “people” matters.

1. PERSONNEL OFFICER
a. Support upward mobility requirement.
b. Discuss upward mobility positively in staff meetings.
¢. Insure that the personnel staff is involved.
STAFFING SPECIALIST

a. Provide guidance on qualifications.
b. Encourage crossing series,

16
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. Assist in identifying underutilized and deadended
employees.

. Discuss upward mobility requirements with super-
visors.

3. CLASSIFICATION SPECIALIST
a. Advise on how jobs can be redesigned, how position
descriptions can be rewritten and where bridging
positions can be established.

b. Avoid rigid interpretation of classification.

4. TRAINING SPECIALIST
a. Help identify training needs of individual employees.

b. Apply the revised provisions of the GETA (See
FPM, Chapter 410, CSC FPM Letter No. 410-9
1-26-71).

. Encourage supervisors to recommend training when-
ever appropriate,

. Approve training requests.

. Avoid rigid interpretation of FPM training regula-
tions. (Degree programs are now permitted —
training need not be directly job related.)

Promote and encourage upward mobility through dis-
cussion, inquiry and voluntary assistance among super--
visors and managers.

Encourage supervisors to develop an individual career de-
velopment plan for every under-utilized or deadended
employee.

III. Upward Mobility Coordinator’'s Role — Monitoring Liaison

A.

Meet with supervisors, managers and personnelists and
explain the purposes, goals and implementing requirements
of upward mobility.

Monitor (talk with the supervisor) the progress of up-
ward mobility employees, particularly those presently in
grades GS-1 through GS-7, to insure and assist with on-
going progress.

17
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Insure that minority employees at all grade levels are re-
ceiving equal selection opportunity for promotion and re-
quested training.

Volunteer assistance to employees, managers and super-
visers whenever problems arise.

Whenever information, assistance, instructions or guidance
is necessary and no one seems to have the answer, find the
answer through your own efforts and “pass it on” to those
who need it.

Request technical assistance or advice from the Depart-
ment Personnel Office whenever necessary.

The roles of supervisors, personnelists and upward mobility co-
ordinators must be both highly individualized and closely cooperative
in the upward mobility endeavor. It is strongly recommended that
the matrix approach (task force) be used and that the professionals
described herein come together in their respective agencies to further
upward mobility efforts and programs.
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CONCLUSION

“Upward Mobility Under the General Schedule” has far
reaching implications relative to minority progress in the Fed-
eral Career Service.

The maximum utilization of human resources by Federal
employers, regardless of race or sex, becomes an imperative
when considering the projected growth of the Federal work
force and the corresponding cost increases of the Federal pay-
roll. In addition, the way employees are utilized has direct

effect upon the quality of Federal programs in which they
work.

The time has long since passed when managers, supervisors
and employers can regard a worker at any level or of any race
or sex as an expendable necessity. Research has established
that people work for numerous reasons of greater personal
importance than a salary, among which are self-esteem, recog-
nition and a sense of contributing. These motivational factors
exist among workers regardless of their race, sex or level of
work and must be harnessed to the fullest by providing the

opportunity for full performance at the highest level of capa-
bility.

Turnover rates among Federally employed workers can be
considerably reduced through providing upward mobility op-
portunities, and the expanded utilization of paraprofessional
personnel is rapidly establishing its importance in the process
of maximizing human resources. The leaders, workers and
manpower resources necessary to staff the Federal work force
of the future and the numerous social, economic and techni-
cal programs administered and financed by the Federal Gov-
ernment, will be forthcoming from many currently low graded
employees. Race and sex discrimination interfere with this
process and must, therefore, be eliminated so that the best
talents from all sources may be available and brought to bear
upon the resolution of complex and formidable national prob-
lems.
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EXPLAMATION

Mark characteristic work performance In each faclor.

In marking supervisors, algo consider effect
&8 & supervisor ia gelting work done.

Iveness

DEFINITIONS

OUTSTAKDING - Al aspects of perforsance not only exceeded normal requiresents but were outstanding and,

in addition, deserved special commendation,
SATISFACTORY - Acceptable performance that met or exceeded minimum roguirements.

UNSATISFACTORY - Performance -that clearly failed to meet minimom reguiresents

FACTORS

Use 0, 5, and U 10 denote Outstanding, Satisfactory and Unsatisfactory perforsance respectively

QuauTroF e (O )

QuumITY cFweRe __( O )
ADAFTABILITY —f 0 )

ADJECTIVE PENFORMANCE RATING
Each *0® or *U® rating must be

supported by supervisor's signed statement attached heretlo showing
specifically and in detail

wherein employee's performance was cutstanding or unsatisfactory.

"0 marks in all three factors, fully supported in writing i

oursTamoinG __ { O )
"3, or "5 and "0 marks

SATISFACTORY __ ( )

One or wore "U" marky, fully supported in writing e SRRATI S RCTORY ' ( ]

PEVIATION WAY B0 WADE BUT WUST RO JURTIFIED 0N WRITING

BatL

g t5

6 /z?-/'

MOTICE TO EMPLOYEE
BY THIS COPY OF YOUR PERFORMANCE RATING FOR TWE PERICO INDICATED YOU ARE ROTIFIED WHAT YOUR ADJECTIVE RATING 1S AND oW 1T 13
DEFINED, IF THIS 15 AN OFFICIAL RATING YOU WAVE A RIGNT TO APPEAL IT WITHIR 30 OAYS AFTER RCCEIPT OF THIS MOTICE

CoasuLY
YOUR SUPERYISOR OR YOUR PERSORMEL OFFICER AS 70 YOUR APPEAL RICUTS.

PLATE w0.3833
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g & report of

Buy US Savings Bonds Regularly on the Payroll S:.-:-:'.;zg; Plan PLATE No. 12403




0. ‘Conducted part of
Neighborhoocd Youth Corps

prepared by Mr. Oliver

¢. Made recruitment
d. Completed his service as

Program vhich provided

New Federal Office Building.

e. Handled arran
including submission of

rents

all nezess
f. Vas prirarily responsi
Reighborhood Youth Corps,
Student Aid Progrems.

60 young people, arrar

ing for them to rC“FlVE

ing for replacements.

remain on the job six week
There has been little

B. Served as treasurer for
tion, Cleveland Chapter.

series of motivati
which he

the Soclety for Personnel Admini

nal

had plannec

visits to two colleges.

for day-to-day
uob Cu“pa, k;l

1seling
conti lu,.'i
1l
'lﬁnt.‘ remain

dent aids.)

stra-

h. %pc}'a"{xt & career day and participated in a job center at local

high schools

These accomplishments occurred during a
“Mr. Oliver was away from the office for
Development Program.

of the

under Guantit
held by his colles
election to the
Administration.

the

three-month ied during which
two weeks attending a Managemen

T
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*L-TPARTMENT OF HEALTH, EDUCATION, AND WELFARE

S APPRAISAL OF PERFORMANCE
(Use ball point pen. Check all copies to be sure they are completed clearly.)
- Print or Type all [dentifying Informotion

LS'; (ASENET
HIA

Cffice of the Administrator, oAy

T) SUPERAVISORY PO TIONT 4

A

K5) socC. SEC. NO. (3) waME (Lasr. First, Middie Initial) IBUREAL OR OFFICL)

296-12-8707
:-l:<;.';'0‘- [‘P’ECM'N’.M- TEiTLE 1
Office of {Personnel Management
Porsonnel | Specfalist |

MAME OF MATER

Oliver, Vincent T.

SERIES (@) smacE

] no

O ves

} TIME (MDS.) RATER HAS
SUPERVISED EMPLOYER

Lo o L ol SRR

(i) 0€. sEc. NO

ATER'S PO TION TITLE
upv. Personnel
Managemeat Specialist

A5 »Emioo T
2/70
B/70

"o

W. H. White

MAME OF REVIEWER

To

REVIEWER'S BOW

Personnel Operations

DATE OF ABPRAISAL

Chieof,

[P. 0. Nordstrom |579-36-8552

16300 o

INSTRUCTIONS FOR RATING OFFICER - Rate the employes on eoch factor, including the overall approisal by placing
on X' in the appropriate box. IF you wish to comment on any rating, you may do so in the space provided, Reference
by item number. |f you do not feel thet you ere quelified to rate

employce becouse of the time supervised, consult with
his previous supervisor

Omit ony items (by marking them N.A.) which are not opplicable to the position or which cre
not opplicable because of lock of opportunity to cbserve the employee.

On each item, select the one description which best characterizes the employee you ore evaluating. If o large number
of employees in the some grode series were roted, typicol performonce could be expected 1o be described by the <.
olternative, with about of employees rated on th,s alternctive. About 24% of employees would be roted on b.:
obout 24% on d.; only 7% on 0.; end only 7% on e. After performing your ratings, you may wish to review and possibly
adjust them in reloticn 1o this stondard.

After completing your ratings, including the oveiall oppraisal, forward this form te your immediate supervisor who will
Serve as reviewer.

INSTRUCTIONS FOR REVIEWING OFFICER — Examine the individusl rotings ond the overoll rating made by the Rot-
ing Officer and indicate in the space provided any differences you may have with the Rating Officer’s evaluations.
Reference by item number. Furnish ony comments you wish in the spoce provided

PRODUCTIVITY

o. Twnds 1o be o bottle neck in getting the work aut.

b, Hot quite as productive as mast employess in this kind
of job.

€. Hondles sbout the normal work loed,

d. Turns out more work than most.

«. Hondles on unusvelly lorge volume of work.

QUALITY OF WORK

0. His work frequently conteing an unacceptoble percent.
age of error or shows evidence of poor judgment

b. Doesn’t seem 1o have quite enough concern ahout the
guality ol his wark.

€. Quality of work is about the same as thot of most
wmployses of this grode ond 1ype of work.

d. Neorly always tuns out o very goed job

€. Anything he does, he does almast 10 perlectioh,

@

KNOWLEDGE REQUIRED BY THE JOR
1 ®. Hondicapped quite oiten in his wark because of his

lock of knowledge, understanding, or infarmation
Ion't quite up to por with respect 1o the knowledge
@nd infarmation required by his job

. Has adequate knowledge 10 do o satisfocrory job.
Has mote job.relared information o1 his finger tips
than mast in this line of wark

- Frequently surprizes by having knowledge and infar.
mation he wouldn't be especied 1o have

FORM WEW-325 15/68) PAGE |

EMPLOYEE COPY

DEGREE OF SUPERVISION REQUIRED

a. Requires constant supervision or direction

b. Goes to his superviser or superior for help more aften
then seems necessary.

€. Acts on hin own in activities that ore vaval 10 his work

d. Requires less direction or supervision than most em-
ployees of his grade in his kind of wark,

#. Goss oheod on his own without eny supervisien.

INITIATIVE

o, Seems to aspire g nathing higher; freguently ahirks
rasponsibilivy
Somewhat lackitg in drive; seems raluciant 1o accept
delegated responsibilivy,
Acceapts and discherges delegoted duties willingly
Is more willing and sble than mast te sssume addi

even beyond his grade level
rer'’ who generates work and 1akes on

groeter ond greater respansibility.

ABILITY TO LEARN

o. Responds rother slowly ond with poor understanding

b. Haos somewhot more difficulty than most in catching
en te things.

€. Leerns os quickly as the next person in his grade and
type of work.

. Mot hikely 1o miss the point; learns new things measly.
Hos on sstraardinary ability to learn new things end
to grosp ideas. I
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MAME (Last, Firat, Middle Initial) I ACENCY
MSMIA
296-12-8707 | oliver, Vincent T. L) 0ffice of the Administrater, OA

ATTEMPTS TO IMPRON ~] <. Gais olong quite well
I, generally ynrssponsive to elforts ta contocts aulside th
d. Does o comm
prove whan ssked to do so. side th
correct his defict . a. Her o
kis way t3 try te imprave his tienally successfs
comploint
at work and ¢ awn time, ) .
g8 thot will oid in his work ond ca in | ABILITY TC 4
a. Definitely ne . be
PMENT "
s limin fe v accept being only one of the
v rather limive
sevelopment pote
al for
ent po

nignated; once ha gets an idea, it's

Sl

diflerant fron
€. Con make cha
idnas
d. Ad
e. Unusuol ability 1o e new | racagni1e

15 to finish work he he
ta give up if things ¢

Bargk . - when ha is wi honds his virwpatni
ficulties
Just won't give wp ond gets work done sven in . RESOU 3
lace of cverwhelming obs les. w. Hos consid dilfic n dealing witk any
out of the
b. Tends 10 rely an someone elve when lems arine.
¢, Has no tro g with usuel p
inthe cour
d. Can fig ik ol but the
fieult probl
w. lsn't at
dosan’t

INDUST RIOUSNESS
Tries 1o 5 doing [ent ansegh e
Tends 10 ’ cinlite 180 much.
Woiks w adding.
Works adily on asnigned tosks and does
extre wark

Puts every eblart inta his wark

TUALITY

® frwquent' b i imaginative; waits lor other people 1o
sh the ideos,
® lor breaks; requears who only inlrequanily
sdwan isn't much concerned about

the elfact his e on the work load
€. Usually

Teuvh 4y of - antl ew ways
d. Mokes u point of slways trying to be on the job ond it b

on time,
w. Extremely conscientious about his ottendence and

punctuality, Xh JUDGMENT

o, Very erratic his abilivy 1o reach lagical conclusions

; fre ;
ots of ideas; can always be cou
provide 8 paw approach

SUBORDINATION OF PEF L INTERESTS
o, Puts his own interesty | , Traquantly to the
detriment of his work

b. Hos quite o b P deffies n enalyzing
facts to @

€. Tends

b. Has tendency 1o wants working time tending to
things of persenal concern pe

Con discriminate berween ¢

detail 1o arrive at

Almosr invariohly

in the most dilficuly problems

€. Like most, accasionally allows personel and cutside 1 o
interests 1o enter the work 4 ion,
d. Definitely shes peraaonal interests cnide ond con- I ..
centrates entirely on
.. - . x
necessary, for the sccomplishmant of the wo @ ABILITY TO COMMUNICATE
] e. Vogue and ombigucus in expressien of
ABILITY TODEAL H PEOPLE OUTSIDE THE ] b, Abiliy 1o express himuell (v n
IMMEDIATE WORK GROUP €, Enpresses ell wall &n
@. Tands 1o create problems in his autside contacts, d. Shows arganizetion and consistency in expretsion
b. Occanianally hes difliculties in dealing with the of ideos
public. o, Unvaval clarniry and fociliry of sxprassion

ORM HEW-525 PAGE 1

EMPLOYEE COPY
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- ec TN MAmE (Laat, Fieat, Middie [aitial) ASENCY
¥ e oy \ NSHIA
296~12-8707 Diiver, Vincent T. Office of the Administrator, OAX

OVERALL APPRAISAL Compute an overall rating for the employes os follows
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EXHIBIT #3

3001 Veazey Terrace, NW, #920
Washington, D. C. 20008
June 16, 1972

Dr. Hans Mark, Director

Ames Research Center

National Aevonautics and Space Administration
Moffett Air Force Base, California 94035

Dear Mr. Mark:

It was most interesting to have been interviewed by Mr. Glenn Goodwin
on Thursday morning here in Washington at the NASA building. As a
result of the interview, I would like to request that my name be with-
drawn from consideration for the pending Personnel Officer vacancy at
the Center. .

While I donot wish to be in any way critical or personal in evaluating
the interview with Mr. Goodwin, it may be helpful to the Center to share
with you my observations and impressions.

Mr. Goodwin's opening remark was, "I have thirty minutes!" after
arriving ten minutes late for the interview. We briefly discussed
the lack of credibility, low morale and minority problems which
apparently prevail at Ames. Mr. Goodwin "came across" rather poorly.
He seems to interrogate well but appears to be rather inept as an
interviewer, He seemed to be unusually preoccupied with the typical
concerns of the recalcitrant bigot, i.e., discrimination in reverse,
the meaning of the word "disadvantaged," the "not-qualified" stereo-
type regarding minorities and an apparent marginal hysteria regarding
the possibility of “"lowering standards" in hiring minorities,

It was also interesting to observe his non-verbal behavior, e.g., his
staccato grin, his ego need to be convinced and his authoritarian
manner, A spontaneous conversation with another NASA employee, which
momentarily interrupted the interview, amounted to directive questions
from Mr. Goodwin and responding "yes sirs" from the employee, with
which the questioner seemed most comfortable.

During the interview, the question was asked, "How do we change things?"
i.e., employee morale, organizational climate, minority participation,
the credibility gap and personnel management at Ames. Of course, the
question in such a generalized form turned out tec be an opportunity for
Mr. Goodwin to defend his own feelings and attitudes. 1In so doing, his
insincerity, his need to "play games," his "phoniness" and his insecurity
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came through with fcsounding impact.

Mr. Goodwin's closing remark, seasoned with more than a grain of
sarcasm, was, "Well, your ideas seem to be 'original enough' to get
back to you around noon." He, of course, disqualified himself and
the Center with such a remark as it was viewed in the general context
of the total interview, There was no reason to return, and I felt
that he had not earned the courtesy of a phone call.

Finally, his appearance was unkempt and unbecoming an executive of

his rank. I am sure the Director of Astronautics is highly competent

in the use of the slide rule and the application of logarithms, but

he seemed sadly lacking in management skills, relating teo people,
sensitivity, sincerity, self respect and an understanding of behavioral
dynamics in himself and others. I would guess that he manages employees
authoritarian style shrouded in contrived friendliness. I, of course,
would not fit into such a work environment while I better understand

the reasons for the personnel problems with which your center is
apparently faced.

I do hope you will regard this letter as an evaluative critique. I

am sure Mr. Goodwin is a fine man, an outstanding scientist and a well
meaning human being. However, modern day personnel management, which
will have positive impact on employees, has its genesis in changing
the behavior and attitudes of insensitive, authoritarian egocentric
managers and supervisors who are usually unaware of how their behavior
impacts employees, morale, productivity and the total organizational
climate.

I very much appreciate the opportunity to have been considered for the
Personnel Officer's position.

Sincerely,

Vincent T. Oliver
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NATIONAL AERONAUTICS ACE ADMINISTRATION

MoFrFeTT
D:200-1 June 21, 1972

Mr. Vincent T. Oliver
3001 Veazey Terrace, N. W., #920
Washington, D. C. 20008

Dear Mr. Oliver:

1 was sorry to receive your letter of June 16 since you were one
of the highly qualified candidates on our list for the post of
Personnel Officer. I believe that your decision to withdraw

your name from consideration may be mistaken for two reasons--
one is that you might be wrong about Mr. Goodwin, I v that
in my experience I have found it extremely hard to judge people

on the basis of short and hurried interviews, The second is that
the Center is much larger than Mr. Good

even if you are right about him, he may not be representa

the people at the Center. Accordingly, I hope y much that
you will reconsider your decision and not withdraw your name
from consideration.

Sincerely yours,

; /Cbcw .’2'/44&/2. )

Hans Mark
Director




EXHIBIT #4

MHANOMAL AEROMAUTICS AMD SPACE ADMIMISTRATION

EXECUTIVE POSITION VACANCY

September 15

Director of Personncl, NASA Salary Range:
A NASA Excepted position

Office of Organization and Man: nt, Office of Admini{stration,
Office of Personnel

NASA -WIDE

| Qutside applicants are invited to apply.

The Director o Personnel, MASA, prov the leadership required to formulate,
recommend, and Implement polficies, standards, procedures, to guide and assist

HASA management in the effective management and utilization of personnel in the
accomplishmear of NA r lons and programs. The Director of Personnel reports to
the Assistant Ad f Administration and is responsible for the development
and administ on ¢ icie and pro res in the following areas of
personne] management: ¢ ational analysis; compensation; recruitment; staffing;
emp ¢ perfloimanc . c development and Craining; employee
benefits and s ices ; relations; manpower planning; and persoanel
program @ cto : nel rep NASA on various groups
responsi L d ;, tederal personnel policies and programs.
he Direc [ p 1 : principal 0T to agency management on all matters
related to locating, acquiring, developing, and ut{lizing an effective civil service
workforce. The Director supervises a staff of agency personnel specialists and
directs the personnel operations program for the Headquarters installation.

QUALTFICATIONS :

Candidates should have a bachelor's degree, and additional education is desirable,

They should have a progressively responsible background and experience {n, or close
associntion with, most of the following: personnel policies and personnel program
planning; npower planning; occupational and salary analysis; recruitment: staffing;
employee performance and appraisal and development: and labor management relations.
Candidates should have supervisory and/or management experience related to a medium

to large sized o nization., It is highly desirable that candidates have experience

with or knowled of the eaviroament of a research and developmeat or a technological
organization, that they have some experience in a field activity or experience on the
aperating level and tHat they have personnel or related experience within the last 5 year:c,

HOW TO APPLY:

Send a completed Standard Form 171, Personal Qualifications Statement, or a completed
resume to the attention of Mr. Charles How, Code EP-1, NASA Headquarters, Wash., D.C.,
20546,

EVALUATION OF C NDIDATES: Selection of this position will be made from e ible candi-

dates without discrimination for any nonmerit reason such as ce, color, religion, sex,

national origin, politics, marital status, physical handicap, age, membership or noa-
bership in an employee organization, or personal favoritism.
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NATIONAL AERONAUTICS AND SPACE ADMINISTRATION
WassincTon, D.C. 20546

REPLY TO
ATTN OF September

Mr. Vincent T. Oliver
3001 Veazey Terrace, N.W,
920 Van Ness North
Washington, D. C. 20008

Dear Mr. Oliver:

Thank you for your letter of August 25, 1972, in which you
enclosed an application for the Personnel Officer position.

I am fully aware of your experience relating to the Ames
Research Center opening and am most empathetic to the concerns
and aspirations you expressed. My main motivation in coming
to NASA is to achieve the goals you so poignantly articulated
in your letter. I must admit, however, that NASA has a long,
long journey ahead.

I have referred your application to the Assistant Administrator

for Administration. I am also sharing it with other top officials
for consideration. Your continuing interest in NASA is encouraging.
I hope one day all doubts will be erased as to whether or not NASA
merits this interest.

Sincerely,

f
A/ 3L A”“’“‘“‘*
Bates Harris
Director, NASA Equal
Employment Opportunity
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NATIONAL AERONAUTICS AND SPACE ADMINISTRATION
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Mr. Vincent T. Oliver
3001 Veazey Terrace, N.W.
#920

Washington, D.C. 20008

Dear Mr. Oliver:

Thank you for the special interest you expressed in the position
of Director of Personnel for NASA, Our search, interview,
reference check and selection processes have now been completed
and Mr. Raymond J. Sumser was selected for the position.

We appreciate your taking time to meet with the executive assessment
panel and to share with us your views and experience on personnel
managemeént. The panel members were very impressed by the high
quality of the candidates and were stimulated by the exchange of
ideas which we had with you. We wish you continued success in

your career and appreciate your personal interest in the personnel

and manpower programs of the agency.

Sincerely,
7

_rIJr '~J;’} 4

Boyd C. Myers, 'II

Deputy Assistant Administrator
for Administration

Enclosure
SF 171
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Mr. Epwaros. And now, Mr. Spann Watson.
Mr. Watson, we welcome you.

TESTIMONY OF SPANN WATSON

Mr. Warson. Mr. Chairman and members of the committee, I want
to thank you for this opportunity to appear before you and relay
some of my experiences with NASA, both in my attempts to get em-
ployment with &SASA, and also in attempting to assist otller minorities
and women to secure employment with NASA.

I, Spann Watson, submit the following statement which relates to
my experiences with NASA and its equal employment practices. These
experiences are divided into two parts. First, they relate to my efforts
to secure employment for myself, and, second, they relate to my re-
ferral of other qualified minority and female personnel to fill NASA
employment vacancies. These latter efforts were made mostly in re-
sponse to special and repeated requests received by the witness from
NASA officials or representatives. The period covered by this testi-
mony is from December 1964 through June 1973.

I am a retired Air Force career officer. Most of my career was spent
in Aerospace operations, including the associated field of communi-
cations and military aircraft control, I retired from the Air Force on
December 1, 1964.

I considered NASA'’s operations to be most closely related to what
my profession had been in the military. And also, NASA, which
promised to be a new and exciting agency, was expanding. I deter-
mined within my own perspective that working for NASA could be
for me a real exciting second career where qualifications would not be
a matter for question.

I visited NASA Headquarters here in Washington either in late
December 1964 or in the early part of 1965. This was immediately after
having applied and received a civil service rating under CSC’s Senior
Level Program Announcement No. 408. The rating granted was GS-
14/15. 1 attached a copy of the rating granted to each of my completed
apK]ication forms which I submitted.

fter being informed by persons at the headquarters that no employ-
ment matters were handled at that location, I was referred to the Per-
sonnel Office at Universal Building at 1800 Connecticut Avenue NW.,
Washington, D.C. T proceeded to that location forthwith.

The interviewer, after a quick look at the contents of my applica-
tion stated my application would be forwarded to the Board of U.S.
Civil Service Examiners at NASA’s Goddard Space Flight Center,
Greenbelt, Md., for evaluation. This was necessary, I was informed,
to establish a civil service rating for me.

I pointed out that I had already been graded by the Civil Service
Commission, Washington office. I saw no reason to be graded again
by a lesser CSC office, The response was that NASA did not recognize
CSC ratings outside of NASA and had its own rating system. I did
not accept the explanation but I dropped the subject at that point.

I pointed out to the interviewer that I was available to work at a
NASA installation anywhere, mentioning Cleveland, Houston, Bos-
ton, and so forth, in addition to Washington and Greenbelt. T left
sufficient numbers of completed application forms with the interviewer
to be referred to most of these locations. However, I never heard from
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g}r other application except Washington and Goddard Space Flight
nter.

My visit to NASA was confirmed by a letter to me dated Febru-
ary 26, 1965. See copy attached as exhibit 1.

After not receiving a response from NASA for several weeks, I
visited the personnel office to determine the cause of the delay. The
response to my inquiry was that the board of examiners met at irregu-
lar times and their actions could not be expedited in these matters.

Considering the time to be in the buildup phase for NASA, the
actions and attitude of the people I met were judged by me to be
illogical. T would establish the date of these events to have oceurred
in early April 1965 since I was in Washington at that time pursuing
other employment possibilities. My last visit to NASA pertaining to
this application came in late June 1965 when I visited the Washing-
ton personnel office again. I suggested that I visit the Greenbelt facil-
ity to inquire about the undue delay and the possibility of early
employment. The personnel office response was that such a visit would
not be practical, and they would check it out and respond to me in
New York by letter. Concluding that all was not well with NASA
and that I was the victim of some kind of insincerity, or theirs was
the worst personnel office in existence, I left the NASA office wonder-
ing whether they had ever heard of the newly budding EEO pro-
grams. I saw no visible blacks anywhere.

Finally in a letter from the Greenbelt, Md., facility dated Septem-
ber 14, 1965, T received a notice rating from the Greenbelt Board of
Civil Service Examiners. The rating granted was GS 13:87 in the
area of organizational and management planning. This was entirely a
new area of performance for me ﬁut- of interest since they promised to
rate me in an area where vacanies existed. This rating was granted
under Aeronautic Space Technology, announcement No. 347B. A copy
of the correspondence is attached as exhibit 2.

I never heard from NASA again on this application to work at
Goddard Space Center or NASA headquarters. Prior to receiving the
NASA notice of rating I had accepted employment with the FAA as
an EEO compliance officer.

At the culmination of 23 plus years as a military career officer, my
aerospace technical skills ran along these lines:

Rated pilot—22 years high performance aircraft operations.

Air operations manager.

Communication and electronics system manager.

Aircraft control and air defense systems operations—manual, in the
highest density air traffic in the world as operator and manager.

Aircraft control and air defense system operations—semiautomatic,
in the highest density air traffic in the world as operator and manger.

Air defense system evaluator, including aircraft, air crews, and
electronic systems, as team member and as team chief.

In late 1969 I received a telephone call from a Dr. McConnell of
NASA, stating he had recently arrived from Cleveland and was as-
signed as a Special Assistant to the Administrator. I did not know
Dr. McConnell at the time. One of the things he stated he had noted on
arrival was that there were no black people around NASA headquar-
ters. I agreed. He then stated that he thought now was an opportune
time to affect some changes. T agreed that would be a good thing if he
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was in a position to help make some changes. He indicated that he be-
lieved that he could. el

He then stated the purpose of his call was to seek assistance in find-
ing some qualified minorities suitable for employment by NASA. Fur-
ther, he had heard that I would be the person who could and would
assist him in such a project. T assured Dr. McConnell that I could assist
him and I would be happy to do so. _

Subsequently, I supplied Dr. McConnell with five to seven ap{)hca-
tions for Federal employment from highly qualified individuals, in-
cluding my own application. I assured Dr. McConnell that I would
furnish him as many more and as diversified as he needed. He was to
complete the internal handling of the applications.

0? the first group of :1ppficatinm; submitted, one applicant, Mrs.
Margaret Webster, a minority female and extremely highly qualified
computer programer and computer systems analyst was interviewed.
She was not employed by NASA but has since advanced to a Grade
GS15in HEW.

I began to press Dr, McConnell for some positive results. I reminded
him of what he had said earlier, that there were no black peof{)le
around even though there were sizeable numbers of highly qualified
minority persons retiring from the military services. I informed him
that I had my fingers on these people.

After several inquiries to Dr. McConnell, he seemed to become un-
certain of his ground, He finally referred me to a Mr. George Vechetti,
the Director of Procurement for NASA. Mr. Vechetti in turn referred
me to a Mr. Hogan in another area of the procurement office. But no-
body friendly toward minority employment thought it reasonable or
worthwhile to go to the personnel office.

As I remember on my initial contact with Mr. Hogan, he was at-
tempting to get a program of employing minorities off the ground, but
he was experiencing quite a bit of difficulty internally and had not got
it organized yet. He remembered me from his contacts with Dr. McCon-
nell and would contact me in the near future.

In early 1970 Mr. Hogan contacted me with a request for a compe-
tent EEO/compliance officer. At this point I counseled him that he
should not ask me for people if NASA did not want the “job done in
EEO.” He agreed that they did. I then referred him a suitable appli-
cant, MeDaniels.

The applicant was contacted, interviewed, and accepted, but de-
clined to accept the position after he was offered a similar position with
HEW in New York,

When I inquired later about the progress of the first applicant, Mr.
Hogan stated they had lost the first selectee to HEW. and whether I
had other EEO candidates. I told him I did, but reminded him that
it would again be a mistake to accept my candidates if NASA was
insincere. He assured me that now they were for sure because of ad-
verse publicity NASA had received in connection with the noverty
programs. We agreed this was factual. T then referred him Mr. Samuel
Lynn with a choice of others if he so desired. He accepted and finally
employed Mr. Lynn as an EEO contract compliance officer.

During the summer of 1970, the NASA Civil Rights Office con-
tacted me with a request to refer a qualified and suitable civil rights
applicant for their Huntsville, Ala., installation. '
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I informed them that I knew one person who was knowledgeable
of the region and who was highly qualified with an aerospace technical
background. This person was available presently in Huntsville. I
agreed to locate the person—Mr. Freddie Hutchins—and ask him to
apply for the available position at the NASA Huntsville facility.

In addition, I agreed to contact the appropriate officials at Alabama
A. & M. College in Huntsville with a specific request that they locate
and identify suitabl¢ applicants for this or other positions available
at NASA, Huntsville, which would have been a community catalyst
in regard to the existing local and national opinion toward anything
associated with NASA. The applicants applied but never received a
response from local NASA officials. They filled the position from
within. Whether the selectee was a suitable facility CR/EEO officer
is still a suspect matter.

Contacts were also made in Birmingham, Ala.—Mr. Richard Ar-
rington, a lawyer—to insure that qualified minorities, presented
themselves for consideration for this available position and for em-
ployment in other possible areas. As a result of the overall unsatis-
factory response at all levels of NASA management, persons who
were freely willing to assist NASA in mending its old ways lost wide-
spread credibility in the minority community.

In September 1972 I received an urgent request from the NASA
civil rights office to locate, identify and to submit applications of
minority candidates for the position of assistant administrator for
scientific affairs and technical utilization. In a rash of telephone calls
to the west coast, I secured résumés of two of the most qualified people
I know anywhere, minority or otherwise.

One, an associate professor at the Navy Post Graduate School at
Monterey, Calif—William A. Campbell—with an extensive aerospace
technical and managerial background. The other—James T. Wiley—
a Boeing Aircraft Co. executive in charge of the BOAC account for
the 747 airplane with an extensive research and development back-
ground. Additional qualified minority candidates were submitted for
the apparent phantom big breakthrough at NASA.

While the NASA civil rights office was informing me that these
well qualified persons were being duly considered, the applicants had
received letters back in California and Washington stating that NASA
had no positions available for their backgrounds and skills. Accord-
ing to the NASA civil rights people, this was the occasion when the
NASA Administrator was expected to make a decided change in the
direction in which his agency was going. Maybe so, but hardly this
trip. See exhibit No. 3. '

Finally, in December 1972 or January 1973, the civil rights director
and her staff felt that T would be of some assistance to the NASA EEO
program if I would apply for the vacancy to fill the civil rights posi-
tion at NASA headquarters.

I explained that T would not be interested on the face value of
NASA’s EEO posture and its well-publicized history. They insisted
that they needed my experience and drive to make the NASA head-
quarters program move forward postively and complement their na-
tional efforts. I should have known better, but I listened. I felt that for
once we would have a dedicated team anxious to work together for an
effective agencywide EEO program.




183

Immediately after submitting my application for the headquarters
civil rights position I received a letter from headquarters personnel
dated January 18, 1973, stating that they had no vacancies suitable
for my background. See attached NASA 'letter, exhibit No. 4.

I responde%l in a letter of February 7, 1973, stating that NASA head-
quarters did, in fact, have such a vacancy. See exhibit No. 5. Their
response was an apology and, well, yes, we do have such a vacancy and
it was all an administrative error.

I was interviewed by a high-powered panel of headquarters execu-
tives including the director of civil rights. The interview was thorough,
objective and extended, and also friendly. My position during inter-
view was that to be successful in the NASA environment, the CR/EEQ
officer must be of commensurate grade, have freedom to act, and have
the complete commitment of the administration.

In any situation short of this foundation, the probability of success
was small. It was also clear that if NASA was still not ready, or was
unwilling, to have the EEO function performed, it would probably be
unwise to draw me into their program.

The selecting official probably sensed what T did—that NASA still
was not ready to implement an effective EEO program. And, although
I have been reliably informed that I received a high score by the rating
panel, T received another cover letter from NASA headquarters per-
sonnel office, dated June 28, 1973, which stated that another candidate
had been selected. To this date, the candidate selected has not filled the
vancancy. The previous acting official is still acting. See exhibit No. 6.

And I refer you to exhibit No. 7 as an aerospace qualification sum-
mary, and exhibit No. 8, a qualification summary for EEO and some
of the accomplishments that I have had.

Thank you, sir,

[The prepared statement of Mr. Watson follows:]

STATEMENT oF SPANN WATSON

1, Spann Watson, submit the following statement which relates to my expe-
riences with NASA and its equal employment practices. These experiences are
divided into two parts. First, they relate to my efforts to secure employment
for myself, and, second, they relate to my referral of other qualified minority
and female personnel to fill NASA employment vacancies. These latter efforts
were made mostly in response to special and repeated requests received by the
witness from NASA officials or representatives. The period covered by this
testimony is from December 1964 through June 1973.

I am a retired Air Force career officer. Most of my career was spent in Aero-
Space operations, including the associated field of communications and military
aircraft control. I retired from the Air Force on December 1, 1064

I considered NASA’'s operations to be most closely related to what my profes-
sion had been in the military. And also, NASA, which promised to be a new
and exciting agency, was expanding. I was determined within my own per-
spective that work for NASA could be for me a real exciting second career
where qualifications would not be a matter for question.

I visited NASA Headquarters here in Washington either in late December
1964 or in the early part of 1965. This was immediately after having applied
and received a Civil Service rating under OSC’s Senior Level Program Announce-
ment No. 408. The rating granted was GS-14/15. I attached a copy of the rating
granted to each of my completed application forms which I sunbmitted.

After being informed by persons at the headquarters that no employment
matters were handled at that location, T was referred to the Personnel Office at
Universal Building at 1800 Connecticut Avenue, NW., Washington, D.C. I pro-
ceeded to that location forthwith.
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The interviewer, after a quick look at the contents of my application stated
my application would be forwarded to the Board of U.S. Civil Service Exam-
iners at NASA's Goddard Space Flight Center, Greenbelt, Maryland, for evalua-
tion. This was necessary, 1 was informed, to establish a civil service rating
for me.

I pointed out that I had already been graded by the Civil Service Commis-
sion, Washington office. I saw no reason to be graded again by a lesser CSC
office. The response was that NASA did not recognize CSC ratings outside of
NASA and had its own rating system. I did not accept the explanation but I
dropped the subject at that point.

I pointed out to the interviewer, that I was available to work at a NASA
installation anywhere, mentioning Cleveland, Houston, Boston, ete,, in addi-
tion to Washington and Greenbelt. I left sufficient numbers of completed appli-
cation forms with the interviewer to be referred to most of these locations.
However, I never heard from any other application except Washington and
Goddard Space Flight Center.

My visit to NASA was confirmed by a letter to me dated February 26, 1965.
See copy attached as Exhibit No. 1.

After not receiving a response from NASA for several weeks, I visited the Per-
sonnel Office to determine the cause of delay. The response to my inquiry was that
the Board of Examiners met at irregular times and their actions could not be
expedited in these matters. Considering the time to be in the buildup phase for
NASA, the actions and attitude of the people I met were judged by me to be
illogical, I would establish the date of these events to have occurred in early
April 1965 since I was in Washington at that time pursuing other employment
possibilities. My last visit to NASA pertaining to this application came in late
June 1965 when I visited the Washington personnel office again. I suggested that
1 visit the Greenbelt facility to inquire about the undue delay and the possibility
of early employment, The personnel office response was that such a visit would
not be practical and they would check it out and respond to me in New York by
letter. Concluding that all was not well with NASA and that I was the victim of
some kind of insincerity, or theirs was the worst personnel office in existence, I
left the NASA office wondering whether they had ever heard of the newly budding
EEQO programs, I saw no visible minorities anywhere,

Finally in a letter from the Greenbelt, Maryland, facility dated September 14,
1965. I received a notice rating from the Greenbelt Board of Civil Service
Examiners. The rating granted was GS 13:87 in the area of organizational and
management planning. This was entirely a new area of performance for me but
of interest since they promised to rate me in an area where vacancies existed.
This rating was granted under Aeronautic Space Technology, Announcement No.
347B, A copy of the correspondence is attached as Exhibit No. 2.

I never heard from NASA again on this application to work at Goddard Space
Center or NASA Headquarters. Prior to receiving the NASA notice of rating I had
accepted employment with the FAA as an EEO Compliance Officer,

At the culmination of 23 plus years as a military career officer, my Aerospace
technical skills ran along these lines :

Rated Pilot—22 years high performance aircraft operations ;

Air Operations Manager ;

Communication and Electronies System Manager ;

Aireraft Control and Air Defense System Operations—(Manual) in the
Highest Density Air Traffic in the world as Operator and Manager ;

Aireraft Control and Air Defense System Operations—(Semi-Automatic
Ground Environment) in the Highest Density Air Traffic in the world as
Operator and Manager ; and

Air Defense System Evaluator; including aireraft, air crews and elec-
tronic systems—as Team Member and as Team Chief.

In late 1969 I received a telephone call from a Dr. McConnell of NASA, stating
he had recently arrived from Cleveland and was assigned as a Special Assistant
to the Administrator. I did not know Dr. McConnell at the time.

One of the things he stated he had noted on arrival was that there were no
black people around NASA Headquarters, I agreed. He then stated that he
thought now was an opportune time to affect some changes. I agreed that would
be a good thing if he was in a position to help make some changes. He indi-
cated that he believed that he could.

He then stated the purpose of his eall, was to seek assistance in finding some
qualified minorities suitable for employment by NASA. Further, he had heard
that I would be the person who could and would assist him in such a project.
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I assured Dr. McConnell that I conld assist him and I would be happy to do so.

Subsequently, I supplied Dr. McConnell with five to seven applications for
Federal employment from highly qualified individuals, including my own ap-
plication. I assured Dr. McConnell that I wounld furnish him as many more and
as diversified as he needed. He was to complete the internal handling of the
applications.

Of the first group of applications submitted, one applicant, Mrs. Margaret
Webster, a minority female and extremely highly qualified computer program-
mer and compufer systems analyst was interviewed. She was not employed by
NASA but has since advanced to a Grade GS-15 in HEW, I began to press Dr.
McConnell for some positive results. I reminded him of what he had said earlier,
that there were no black people around even though there were sizeable num-
bers of highly qualified minority persons retiring from the military services. I
informed him that I had my fingers on these people.

After several inquiries to Dr. McConnell, he seemed to become uncertain of
his ground ; he referred me to a Mr. George Vechetti, the Director of Procure-
ment for NASA. Mr. Vechetti in turn referred me to a Mr. Hogan in another
area of the Procurement Office. But nobody friendly toward minority employment
thought it reasonable or worthwhile to go to the personnel office.

As I remember on my initial contact with Mr. Hogan, he was attempting to
get a program of employing minorities off the ground but he was experiencing
quite a bit of. difficulty internally and had not got it organized yet. He re-
membered me from his contacts with Dr. McConnell and would contact me in the
near future.

In early 1970 Mr. Hogan contacted me with a request for a competent ERO/
Compliance Officer. At that point I counseled him that he should not ask me
for people if NASA didn't want the “job done in EEQ.” He agreed that they
did. T then referred him a suitable applicant (MecDaniels).

The applicant was contacted, interviewed and accepted but declined to accept
the position after he was offered a similar position with HEW in New York.

When I inquired about the progress of the first applicant, Mr. Hogan stated
they had lost the first selectee to HEW and whether I had other candidates.
I told him T did but reminded him that it would again be a mistake to accept
my candidates if NASA was insincere. He assured me that now they were for
sure because of adverse publicity NASA had received in connection with the
poverty programs. We agreed this was factual. I then referred Mr. Samuel Lynn
with a choice of others if he so desired. He accepted and finally employed Mr.
Lynn as an EEO Contract Compliance Officer.

During the summer of 1970, the NASA Civil Rights Office contacted me with
a request to refer a qualified and suitable CR applicant for their Huntsville, Ala-
bama, installation.

I informed them that I knew one person who was knowledgeable of the region
and who was highly qualified with an Aerospace technical background. This
person was available presently in Huntsville. I agreed to locate the person (Mr.
Freddie Hutchins) and ask him to apply for the available position at the NASA
Huntsville facility.

In addition, I agree to contact the appropriate officials at Alabama A&M Col-
lege in Huntsville with a specific request that they locate and identify suitable
applicants for this or other positions available at NASA, Huntsville which would
have been a community catalyst in regard to the existing local and national
opinion toward anything associated with NASA. The applicants applied but
never received a response from local NASA officials. They filled the position from
within, Whether the selectee was a suitable facility CR/EEO officer is still a
suspect matter.

Contacts were also made in Birmingham, Alabama, (Mr. Richard Arrington,
Jr.,, 2121 8th Avenue, North) to ensure that qualified minorities presented
themselves for consideration for this available position and for employment in
other possible areas. As a result of the overall unsatisfactory response at all
levels of NASA management, persons who were freely willing to assist NASA in
mending its old ways lost widespread credibility in the minority community.

In September 1972 I received an urgent request from the NASA Civil Rights
Office to locate, identify and to submit applications of minority candidates for
the position of Assistant Administrator for Seientific Affairs and Techniecal
Utilization. In a rash of telephone calls to the West Coast, I secured resumes of
two of the most qualified people I know anywhere, minority or otherwise. One,
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an Associate Professor at the Navy Post Graduate School at Monterey, Cali-
fornia (William A. Campbell) with an extensive Aerospace technical and man-
agerial background., The other, (James T. Wiley) a Boeing Aircraft Company
Executive in charge of the BOAC Account for the 747 airplane with an extensive
research and development background. Additional qualified minority candidates
were submitted for the apparent “phantom’ big breakthrough.

While the NASA Civil Rights Office was informing me that these well qualified
persons were being duly considered, the applicants had received letters back in
California and Washington stating that NASA had no positions available for
their backgrounds and skills, According to the NASA Civil Rights people, this
was the oceasion when the NASA Administrator was expected to make a decided
change in the direction in which his agency was going. Maybe so, but hardly
this trip. See Exhibit No. 3.

Finally, in December 1972, or January 1973, the Civil Rights Director and his
staff felt that I would be of some assistance to the NASA EEO Program if I
would apply for the vacancy to fill the Civil Rights position at NASA
Headquarters.

I explained that I would not be interested on the face value of NASA's EEO
posture and its well-publicized history. They insisted that they needed my
experience and drive to make the NASA Headquarters program move forward
positively and complement their national efforts. 1 should have known better
but I listened: I felt that for once we would have a dedicated team anxious to
work together for an effective agency-wide EEO program.

Immediately after submitting my application for the Headguarters Civil Rights
position, I received a letter from Headquarters Personnel dated June 18, 1973,
stating that they had no vacancies suitable for my background, See attached
NASA letter—Exhibit No. 4.

I responded in a letter of February 7, 1978, stating that NASA Headquarters
did, in fact, have such a vacancy. See Exhibit No. 5. Their response was an
apology and, well, yes we do have such a vacancy and it was all an administrative
eTTOrT.

I was interviewed by a high-powered panel of Headquarters executives includ-
ing the Director of Civil Rights. The interview was thorough, objective and
extended, and also friendly. My position during interview was that to be success-
ful in the NASA environment, the CR/EEO officer must be of commensurate
grade, have freedom to act, and have the complete commitment of the Adminis-
tration. In any situation short of this foundation, the probability of success was
small. It was also clear that if NASA was still not ready, or was unwilling, to
have the EEO function performed, it would probably be unwise to draw me
into their program,

The selecting official probably senses what I did—that NASA still was not
ready to implement an effective EEO program. And, although I have been
reliably informed that I received a high score by the rating panel, I received
another cover letter from NASA Headquarters Personnel Office, dated June 28,
1973, which stated that another candidate had been selected. To this date, the
candidate selected has not filled the vacancy. The previous acting official is
still acting. See Exhibit No, 6.

SPANN WATSON.

Exhibit 1-6—Pertinent letters (35 copies).

Exhibit 7—Qualification Summary—Aerospace Technology (1 copy).

Exhibit 8—Qualification Summary plus Accomplishments in CR/EEO (1 copy).

Exuamir No. 1

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,
Washington, D.C., February 26, 1965.
Mr, SPANN WATSON,
470 Dartmouth Street,
Westbury, L.I.,N.Y.

DEeAR Mg, WaTsoN : Your application for employment with the National Aero-
nautics and Space Administration has been received. It has been forwarded to
the Board of U.S. Civil Service Examiners, NASA's Goddard Space Flight Center,
Greenbelt, Maryland, so that your title and salary eligibility can be established.
You may expect a reply direct from them concerning their findings.
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After this step, you will be considered for specific vacancies, both at Head-
quarters and at Goddard.

We certainly appreciate your interest in becoming associated with the NASA
space effort.

Sincerely yours,

KENT M. LowNEY,
Chief of Recruiting.,

ExuaisIT No. 2

UNITED STATES CIVIL SERVICE COMMISSION

NOTICE OF RATING /59 5L
2 7

APPLICANT MOST FiL r BLACK_UNE

EXACT TITLE OF CxasmaTon

DATE OF CXAMMATION

AERO-SPACE TECHNOLOGY, Anno, 347B SEP \ 4 J9¢5

This is net a notice of

i appointment, It is g record
HAME of your vating. I iz im-
—Spann Watson e I portant that you keep it

ADORESS 470 Dartmouth Street Tt is noted that your

Westbury, L.I., New York 11590 application was mof ruted

— — for any position with a
SRy MkaThte lower entrance salary than

that which you indicated
L . = thereon.

Your Rating is — ELIGIBLE

[0 This examination is not rated on a numerical basis
Your numerical rating is:

Organization & Management Planning GS-13:87

Your Rating is — INELIGIBLE for the reasany checked below

[0 The lowest acceptable salary indicared on your application is higher than the salary shown on our

announcement.

O You did not pass the written test. All Competitors must artain
veteran preference. When an applicant’s paper falls below
celigibles do not receive a numerical grade.

an earned rating of 70 without regard 10
the passing mark it is not scored further. In.
O Your application does not show that you meer the minimum fequirements as to experience (or education)

which were specified in the examination announcement
O Your eligibility is suspended pending yo

ur furnishing the Commission proof of correction of physical con-
dition, as shown on the attached notice.

Failed 10 reply to official correspondence,

¥ THERE 15 & CHECK BELOW, IT INDICATES THE AMOUNT OF VETERAN PREFERENCE CREDIT INCLUDED IW YOUR RATING

B PO 0 YOu AR FRENTID YOU Wil B & 0 TO FURNfe TO T APPOINT isG. OFF IR -
EVIDUNCE OF MORGAABLE SEFARATION f RGN T L0 FORCES [ weomers

—

If you have received an eligible rating, be sure to read the important message on the back of

this form.

“ Board of USCS Examiners
FXHIBIT #2 4 NASA, Goddard Space Flight Center
Greenbelt, Maryland

CSC FORM 4008
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ExHiziT No. 3

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,
Washington, D.C., January 22, 1973.
Mr. James T. WILEY,
12561 9th Avenue NW.,
Seattle, Wash.

Dear M. WiLey : Your application for employment has been referred to this
office by Mrs. Ruth Bates Harris for consideration.

We have a limited number of positions in your field of interest. In order to be
selected for a future vacancy here or with other Federal agencies, it will be nec-
essary for you to file an application under an appropriate Federal Civil Service
announcement. You may wish to contact the nearest Federal Job Information
Center for the latest information on announcements that are currently available
under which you can apply. We are enclosing a listing of the locations of the
different Job Information Centers throughout the United States.

In the meantime, we will retain your file on an active basis and continue fo
consider you for any vacancies appropriate to your qualifications which may
develop. When you receive your eligible notice of rating from the Civil Service
Commission, please furnish us with a copy for inclusion with your application
materials,

Your interest in employment with the National Aeronautics and Space Admin-
istration is sincerely appreciated.

Sincerely,
KATHRYN C. WALKER,
Director, Personnel Administration Division,

Office of Personnel.
Eneclosures.

ExuImIT No. 4

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,

Washington, D.C., January 18, 1973.
Mr. SPANN WATSON,

1250 4th Street SW.,
Washington, D.C.

DEAR Mgr. Warsox : Your application for employment has been referred to this
office by Mrs, Ruth Bates Harris for consideration,

At the present time, we have very limited vacancies and none appropriate to
your qualifications. We will retain your application for a period of six months,
however, and notify you in the event you are under active consideration. At the
end of this time period, it will be necessary for you to indicate your continuing
availability by updating the information originally filed. Your application will
be returned to you for this purpose.

Your interest in employment with the National Aeronauties and Space Adminis-
tration is sincerely appreciated.

Sincerely,
KAatHRYN C. WALKER,
Director, Personnel Administration Division, Office of Personnel.

ExuisIT No. 5
FEBRUARY 8, 1973.
Ms. KATHRYN C. WALKER,
Director, Personnel Administration Division, Office of Personnel, National Aero-
nautics and Space Administration, Washington, D.C.

DeARrR Ms. WALKER : This is in response to your letter of 18 January 1973 relat-
ing to my application for employment by NASA as an Equal Employment Oppor-
tunity Officer.

The application was submitted by Ms. Ruth Bates Harris, Director, Civil
Rights, NASA. It was my understanding when the application was submitted,
the NASA personnel office was actively advertising a vacancy for an Equal
Employment Opportunity Officer, Grade GS-13/14 with a development potential
to GS-15, to serve at the NASA Headquarters facility, It was intended that my
applieation be considered for that vacancy.
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Your letter states that among your limited vacancies none were appropriate
for my qualifications. I believe that a collation of your existing vacancies and
applications received will correct this apparent oversight. Of course if no current
vacancy exists in the Equal Employment Opportunity category, I will appreciate
being informed.

Your consideration in this matter is appreciated.

Sincerely,
SPANN WaTsox,
1250 4th Street SW.,
Washington, D .0,

Exuaisir No. 6

NATIONAL AERONAUTICS A ND SPACE ADMI NISTRATION,

Washington, D.C., June 28, 1973.
MEMORANDU M

To: Spann Watson,
From : JPM/Stafling and ( Jperations Branch.
Subject: Your Application for Promotion Consideration Under NASA Head-
quarters Merit Promotion Program V-7T3-68, Equal Opportunity Officer,
Thank you for filing your application under the NASA Headquarters Merit
Promotion Program. We wish to assure you that your qualifications were given
thorough consideration. Your application is now being returned to yvou for the
reason checked below,
The vacancy for which you applied has been filled with another candidate
X chosen by the selecting officials designated to act upon this particular
opemng.
Your application has been on file for six (6) months. If you wish continued

consideration, please update your application and resubmit two copies
toushy —m8 ————,
The vacaney for which you applied has been cancelled.

—You did not show evidence of the experience and training required by the

qualification standard.

—Other.

We hope that you will continue to apply for those vacancies which interest
you. If you have any questions, please call the undersigned.

Sincerely,
Derores C. HAgT,
Personnel Stafiing Specialist.

Mr. DriNax [presiding]. Thank you very much for that fulsome
statement. 1 have some questions and let us go back, and I must go
back if I may, to Ms. DiMaggio, and then we will o in order,

Ms. DiMaggio, do you feel that you may possibly be harassed once
you return to your job as a result of the testimony you have given
today ?

Ms. DiMagero. T would say that T have been conscious of it in writ-
ing my testimony. Whether it will happen or not I cannot say for sure,
but I have been conscious of that possibility.

Mr. Drixax. Well, T want to assure you, and this is on behalf of
the chairman of the subcommittee also. who had to oo on other busi-
ness, that you can contact him or any member of the committee per-
sonally and confidentially if there is any possibility of threat or
harassment or intimidation.

Ms. DiMacGro. Mr. Drinan, T am also concerned about Mr. George
Drobka.

Mr. Drixax. Would you explain that ?

Ms. DiMacero. In the proceeding this morning there was a memo
read by Ms. Robinson that was written for the record by Mr. Drobka,
to which Mr. MeConnell responded in quite an angry maner. It was
over the fact that Mr. Drobka had not conferred with him before

44-377—75—18
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writing the memo for the record which was subsequently used at the
hearing. Because of that angry response I am concerned that Mr.
Drobka may be called in on that matter.

[The memo of Mr. Drobka referred to herein and related testimony
was deleted as desceribed above. |

Mr. Drinvax. Well, the same commitment that T made to you is ex-
tended by me and by the committee to that gentleman, too. And an-
other point, Ms. DiMaggio.

Would you tell us something about the general effect that a recent
investigation on employees initiated by Dr. MeConnell ms 1y be having ?

In your statement you made mention that a NASA EE O officer is in
fact going about an investigation of NASA personnel.

Ms. DiMacgio. Well, I think that T can go back further to the time
when we were sending the letter to Dr. I¥ letcher concer ning Mrs. Har-
ris and our concern over the equal opportunities program. There were
many people who were very frightened of signing. Some would say.
well, my promotion is in the process. T will not get it if my managel
sees that [ have done this. Some people had to consider signing after
we had had the letter retyped and changed a little, and some of them
were not willing to put their names on once they thought it over—not
because they did not agree with the letter—but because of the fear that
they had received from management of reprisal actions. One person

came and told me to take her name off it because she did not want to

have a fallout with management and she was in a critical position. 1
decided to get rid of the petition and send it to up to the Administra-
tor as soon as possible hefore more people got seared and decided to
have their names taken off.

That was an initial feeling that I got of how much employees do
cower under management, and I think it is a very unhealthy kind of
situation for anyone to work under particularly in light of the sup-
posedly free and demoeratic society in which we Jive.

Mr. Drixvax. Well, thank you.

Before we move on to the others to ask them some questions, do you
have, Ms. DiMaggio, anything that you would like to add to the record
at this time?

Ms. DiMacgro. T mentioned in my written statement that you might
want to get statements concerning problem from other pouple in our
field centers. One of them also has to do with an inve stigation that was
ordered at the Johnson Spacecraft Center by the management down
there. It concerned a reaction that some people had in the Center to
some posters that were advertising some kind of lunar landing fes-
tival and beauty contest for women.

The women were upset and angry about it because they felt that it
was sexist. So they came out with some other posters which they ealled
counterfestival posters, which put men up to run for these particular
beauty positions. When the Center management found these posters
up, they became most disturbed and called in the investigators and
also, when Dr. McConnell was informed of the fact that these posters
were down there, as told to me by his staff members, his reaction also
was to call in the investigators to see about this.

He was then asked by one of his stafl members, what is the offense /
And he was also counseled by another staff member that maybe that
office, Equal Employment Opportunities Office, ought to look at the




101

problem underlying the system rather than going in and attempting
to investigate and punish.

Mr. Drinan. Well, thank you for that, and thank you again for your
testimony,

IFeel free to add additional things to supplement what you have
been saying.

Mr. Garza, I want to thank you for traveling so far to be with us
today, and I wonder if you would respond to two or three things.

Do I understand that you have lived in Texas most of your life?

Mr. Garza, Yes, sir; that is correct.,

Mr. Drivax. And when you were at Houston, do I understand it
correctly that you were told, in effect, that a promotion would not be
available to you in Houston ¢

Mr. Garza. That was my understanding.

Mr. Drixax. Would you want to elaborate on any of the reasons
why the promotion was not forthcoming?

Lf you do not, it is perfectly all right.

Mr. Garza. It is a complicated matter, sir.

Mr. Drixax, Just leave it there. That question occurred to us: that
is all. Just leave it on the tape.

Another point: Would yon be in substantial agreement with the
allegations and the recommendations made in the report on this matter
that came out in September of 1973, the report authored by three
individuals, T guess, ineludine Ms. Harris?

Mr. Garza. T am not aware of what is in the report, sir.

Mr. Drixvax. Of what ¢

Mr. Garza. I have never seen the report.

Mr. Drixax. When you were at Houston, does your testimony say,
or would you want to respond to this, did the Center management at
Houston actually prevent vou from enforcing the contract compliance
Executive order?

Mr. Garza. There was a conflict at the time as to what comprised
enforcement of the Executive order. The instructions that were coning
from the NASA Headquarters programmatic office were along one
avenue, and the administrative instructions which were being received
from the immediate supervisors tended to go along separate lines. It
was a diflicult job to try to merge the two concepts together.

Mr. Drixan. Well, do you think that this is traceable, at least in
part, to the fact that NASA and EEO are not centralized ?

Do you believe, in other words, that the NASA EEO program and
its responsibilities can be met while each center manages its own pro-
gram mdependently of headquarters?

Mr. Garza. Had there been direction from only one office, there
would have been no conflict.

Mr. Drinax. Well, would that direction have clarified what you
asked the committee or the Congress to clarify on page 9 of your
testimony ?

You say that:

I would welcome clarification of the intent of the affirmative action program,
Is this a program intended to eliminate the effects of past diseriminatory prac-
tices, or is it a program to aveid present and future diserimination?

Do you think that the directives that you mentioned were lacking in
clarification on this precise point /
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Mr. Garza. The procedures that I was involved in at that time, sir,
dealt with contract compliance. And in the contract compliance field,
it was quite evident that we were trying to implement a program that
was intended to overcome the effects nF‘past discriminatory practices.
That was never an issue in that program.

However, in the in-house program, I have felt on many occasions
that this is one of the primary nnpwhmvnta the fact that the very
nature of the term “affirmative action” implies special procedures and
considerations; the fact that the literature that comes out from the
EEO side of the Civil Serviee Commission implies special actions and
special considerations.

Mr. Drixan, Well, would you feel that these special considerations,
as you put it, these other terms for putting it, restitution and so forth,
do you think that is consistent with the law?

My information is, my looking at aflirmative action is that it is con-
sistent with the law.

Let me use your own language. You asked us for a clarification, per-
haps we really do not need that much of a clarification. You say :

Is affirmative action a program intended to eliminate the effects of past dis-
criminatory practices, which would give minorities and females an opportunity
to cateh up, thereby, of necessity implying special considerations and procedures?

Why do you raise that question ?

Is it not clear, as you just suggested, that the U.S. Civil Service
Commission, after some extensive reports, recommend or allow that
particular approach?

Mr. Garza. There is an ambiguity that exists in the directions pres-
ently being given. As an EEQ officer. my present understanding in
the directions that 1 receive is that there will be no special or com-
pensatory considerations applied, and the programs implemented at
my center ave set forth in a manner where no special considerations
are set forth.

Mr. Drinax. Where do you get these directives?

Mr. Garza. The directives come through the Civil Service Commis-
sion, through the NASA Headquarters instructions, and through the
personnel office route.

When I talk in terms of special consideration, compensatory consid-
eration, I am talking in terms of trying to give certain considerations
in underutilized job categories to the minor ity or to the female candi-
date, naturally reviewing all the qualific ations required for the job:
the very same type of consideration given to veterans and to the handi-
capped, in other similar situations.

Mr. Drixan. Well, you really should not use the term “special con-
siderations” if they are fully qualified for the job.

Mr. (iarza. Perhaps I ought to elaborate.

Mr. Drinvax. I am asking you to clarify vour clarification.

Mr. Garza. The clarification that T had in mind is in ferms of the
very nature of the affirmative action program. If there is an instruction
that forbids special or compensatory consideration, this means that
vou cannot do anything for a minority or for the female candidate. You
must treat every .1|)1111l ant with equal consideration.

Mr. Deixax. Well, Mr. Garza, do you think that the highest offi-
cials of NASA put out correct directives about this matter?

Mr. Garza. I think that in their opinion they do so.
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Mr. Drixax, In their opinion?

Are you suggesting that the alleged lag in hiring minorities and
women in NASA may be attributable in part to a faulty interpreta-
tion of what affirmative action means?

Mr. Garza. I think that there exists an argument, not just in NASA
but in the entire Government agency, as to whether the concept of af-
firmative action implies special or compensatory considerations. I
think there is an ambiguity in the entire field.

Mr. Drinan. Thank you.

We may come back to that if Counsel has questions later.

Let me speak to Mr. Oliver and then Mr. Watson.

Mr. Oliver, did you at any time go to the civil rights eompliance
section of the 17.S. Civil Service Commission ?

Mr. Oiver. No.

Mr. Drivax. Would you tell us why?

Mr. Ourver. Futility. The futility of enforcement with regard to
filing diserimination complaints, as I have seen equal employment
opportunity funetion in any realistic or practical terms in the Federal
Government, filing equal employment opportunity complaints, first of
all, subjects any employee—and this has already been spoken to—to all
tyvpes of harassment, number one.

And, second, the difliculty in becoming involved in that sort of thing
is time-consuming and expensive.

Third, I think the record will indicate that over the last 20 years
all of the EEO complaints that have gone as far as the Board of
Appeals and Review at the Clivil Serviee Commission, of all those com-
plaints in the last 20 years, something less than 6 percent have resulted
m a finding of cause, which would indicate the odds are pretty much
against any type of complaint. And of course, EEOC, or the Office
of Civil Rights, has no enforcement power in the area of Federal em-
ployment, and that was one of the advantages of title VII being added
to the 1964 Civil Rights Aect.

Mr. Drinax. Maybe this subcommittee should start with the Civil
Service Commission.

Mr. Oraver. I think that would be an excellent suggestion.

Mr. Drixax. Mr. Oliver, what would you recommend personally
about yourself or about the program? You say toward the end of your
testimony you would plead with the subcommittee to use all of its
power—and we have fantastic power, as you see here. How do you
surgest that we use it ?

Mr. Ouiver. Congressman Drinan, as T understand the subcommit-
tee, part of its function is indicated by its title—that is, the Subcom-
mittee on Civil Rights and Constitutional Rights.

Now, it would seem to me that there may be some specific things
that the committee could do, particularly with regard to legislation.

Mr. Drinax, Well, I do want to get into that now. I wanted some-
thing just about your own—we have a lot of legislation here pending,
and proposed and all, but just about your own situation. Is there any-
thing that we can do about your allegations of diserimination ?

I would assume that you would have to exhaust your remedies and
go through the process of the Civil Service Commission.

Mr. Oviver. Well, Congressman Drinan, I think that perhaps I
would like to say that as was mentioned in my testimony, that con-
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frontation with the Federal bureancracy seems to be the pattern of my
career. And personally, I have been able to sort of take care of myself.
so to speak. And it would seem to me that since there are so many
people that have been unable or unwilling, for very obvious reasons, to
fight this battle individually, that I think the assistance that you offer
should be focused somewhere else, and let me continue to take care of
myself because I feel perfectly capable of doing that.

Mr. Drixax. Well, all vight, sir.

Well, thank you for your testimony and your statement.

Mr. Watson, would you want to elaborate or add any point in view
of the other statements ‘that have been made here?

Mr. Warson. Yes, sir, I would be ]:1}');!\-r¢11|<\<:; sir.

First, you heard a lnt about reeruiting and upward mobility pro-
grams. They are fine, but the most ptt"“rn"!innfr in NASA and in all
of Giovernment is the use of people who are living now and qualified
now.

You see, when you say upward mobility and recruiting; you are
talking about 20-, 21-year-olds, 25-year -old persons. For i‘h: s 1t will
be another 20 years be ofore rh('\' are bothering NASA for anything in
the vm:l structure. So the Hllll" we need to get after is to use these
pnnl. e that we have got. That is what 1 would like to see NASA do.

Now, I have referred to any number of people—NASA has got a
repi tation across the countr y for turning down minorities—in Boston,
California, here, Huntsville. And they come up here and insulf, what I
consider insult, the committee and tell you they are doing the best
that they can. That is not true.

Mr. Drinan. All right, Mr. Watson.

Thank you for your comments.

I think counsel has some questions, and also counsel on this side.

Ms. Rorinson. Mr. Oliver, in your testimony vou referred to .‘.11
lllhr\w“ that you had with a Mr. Goodwin of NASA, and you indi-
cate that there was certain occurrences in that interview that pretty
much mrht"nr'f. to you that a person of your skin color would not be
hired for Ih(-pn ation.

I am wondering if you could state some of what the innuendoes are,
recap the interview in terms of how that sort of diserimination is
hideous, but you know it.

Mr. Ourver. Clounsel, if I may, T would like to answer your question
by reading exhibit 3. as }lln-wllfl‘i] in my testimony. And may I sug-
gest before I read this, with regard to a dese lelun nf ill(‘ interview
with Mr. Goodwin, that as [ see the problem its genesis is in attitudes
as described by the National Advisory Commission on Civil Disorders.
And of course, the attitudes are manifested in behavior. You cannot
take the time to change evervbody’s attitude, but T think that there are
some very specific things that can be done to prevent behavior of the
type that was manifested by Mr. Goodwin in this interview.

The letter was dated June 16, 1972, and it was directed to Dr. Hans
Mark, Director, Ames Research Center, NASA, Moflitt Air Forece
Base, Calif.

Dear Dr, Mark : It was most interesting to have been interviewed by Mr. Glen
Goodwin on Thursday morning here in Washington at the NASA lnulrhum As
it result of the interview, I would like to request that my name be withdravn
from consideration for the pending Personnel Officer vacancy at the Centér, While
I do not wish to be in any way crifical or personal in evaluating the interview of
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Mr. Goodwin, it may be helpful to the Center to share with you my observa-
tions and impressions,

And I made that statement because it had come to my attention,
as I have mentioned in my testimony, that the Center was having
difficulties in terms of labor and minority problems.

Mr. Goodwin's opening remark was, I have thirty minuntes,” after arriving ten
minutes late for the interview. We briefly discussed the lack of eredibility, the
low morale, and minority problems which apparently prevail at Ames. Mr. Good-
win came across rather poorly. He seems to interrogate well, but appears to be
rather inept as an interviewer. He seemed to be unusnally preoccupied with the
typieal concerns of the recalcitrant bigot; that is, discrimination in reverse, the
meaning of the word disadvantaged, the not qualified stereotype regarding
minorities, and an apparent marginal hysteria regarding the possibility of lower-
ing standards in hiring minorities,

It was also interesting to observe his non-verbal behavior—for example, his
staceato grin, his ego need to be convinced, and his authoritarian manner, A
spontaneous conversation with another NASA employee which momentarily
interrupted the Imvr\'ivw amounted to directive questions from Mr. Goodwin and
responding yes, sir's from the employee, with which the questioner seemed most
comfortable,

During the interview the question was asked, how do we change things—that
is, employee morale, organizational climate, minority participation, the credi-
hility gap, and the personnel management at Ames, Of course, a question in such
a generalized form turned ont to be an opportunity for Mr. Goodwin to defend
his own feelings and attitudes. In so doing, his insincerity, his need to play
games, his phoniness, his insecurity eame through with resounding impact.

Mr, Goodwin’s closing remarks, with more than a grain of sarcasm, said, well,
vour ideas seem to be original enough to get back to you around noon, He, of
course, disqualified himself and the Center with such a remark as it was viewed
in the general context of the total Interview. There was no reason to return,
andt 1T felt that he had not earned the courtesy of a phone eall. Finally, his
appearance was unkempt and unbecoming an executive of his rank. I am sure
the Director of Astronautics is highly competent in the nse of a slide rule and

the application of logarithms, but he seemed sadly lacking in management skills
relating to people's sensitivities, sincerity, self-respect, and an understanding of
behavioral dynamies in himself and others. I would guess that he manages
employees anthoritarian-style, shronded in contrived friendliness.
1, of conrse, would not fit into sueh a work environment; and while T hetter
nn lerstand the reasons for the personnel problems with which your Center
; arently faced, I do hope you will regard this letter as an evalnation

1 fie. T am sare Mr. Goodwin is a fine man, an ouistanding scientist, and
4 well-meaning human being. However, modern day personnel management,
which will have impact on employees, has its genesis in changing the attitudes
of in=zensitive, authoritarian, egocentric managers and supervisors who are
usually unaware of how their behavior impacts employees' morale, productivity,
and the total organizational climate.

I very much appreciate the opportunity to have been considered for the
Personnel Officer’s position,

Sinecerely, Vincent T. Oliver.

Ms. Roeinson. Thank you.

Ms. DiMaggio, could you inform us of the efforts that yon have
undertaken as regards employment of female scientists at NASA,
particularly in 1'01‘1tion~'hip to work with Dr. Nancy Roman?

Ms. DiMacero. Dr. Naney Roman is a senior level scientist with
NASA Headquarters, and she has relayed not only to me but to mem-
bers of a meeting concerning equal opportunities that she would prob-
ably never again refer women applicants to NASA. Her exnerience
with the applicants that she has referred to NASA verifies what both
Mr. Oliver and Mr. Watson have stated.

I remember one case in particular where a doector, I believe, was
referred for a senior level position at NASA. When I called the
woman to find out how the interview went, she told me that she had
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never been so insulted in her whole life. The manager had never asked
her about how she could perform the duties of the job and how she
qualified. He never discussed with her, her qualifications. He noted
such things as where she had gone to school, because, I believe, he
brought out the fact that one of his daughters had gone to school
there. He mentioned the fact that she, I think, had gone to Europe;
and he started talking about that. He was talking about all kinds of
extraneous, social, friendly, patronizing items; but as far as a pro-
fessional interview to find out what she could do and how she felt
prepared for that job, there was a complete lack of this kind of pro-
fessional interview. As she said, she was totally insulted by the whole
episode.

I think that probably Dr, Roman has had more than that one experi-
ence; but that is the one that I am personally familiar with, as I
talked to the candidate myself after she had had the interview.

Ms. Ropinson. Thank you.

In your statement, I have on page 11—and I think it was inadver-
tently deleted—there is some discussion of contact by the Patent
Division of the NASA Oflice of General Counsel with university law
schools, and a particular situation—I am sorry—in which the place-
ment office at Floward Law School is contacted.

Could you elaborate on this for us?

Ms. DiMacaro. Yes. I did leave out some of my examples for brev-
ity’s sake. That refers to a situation which I felt dirvectly applies to
the insensitivity of how NASA goes about doing things concerning
EEQ.

I was told to contact, however, the university concerning some posi-
tions in our office of general counsel. T held off on the contact to How-
ard University because I was unmotivated to do so. I felt it was an
insult for me as an EEQ person to contact Howard University, be-
cause I felt that the selecting office itself, if it really wanted to show
sincere interest, should be doing that.

I found out later in talking to Mr. Dale Parker, who was head of the
division, that his office had contacted all of the area law sehool place-
ment offices except Howard. I asked him why he had not contacted
Howard. He said that our Headquarters’ EEQ officer had offered to
do that for him.

What this says to me is that this minority college is good enough to
have EEO people contact it but not the selecting official who is in-
terested in recruiting.

I gave another example in my written statement, concerning a worn-
an who contacted me about a position in the law office as well, and when
she found that I was from the Equal Employment Opportunity Office,
she said, “Well, do they want a woman or do they want a lawyer?”
And I think that brings out the point that women and minorities
are getting the perception, or vibration, or whatever you want to call
it that NASA is not really interested, is not really sincere. If NASA
were really interested, its selecting officials would be out there doing
the recruiting and selecting directly and not having the EEO office
do it for them.

Mr. DriNan. Mr. Counsel, do you have questions?

Mr. Bromyer. One question for Mr, Garza.
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I wondered, Mr, Garza, if you could comment on the apparent—
or it may be apparent only to me—on the difference in perception—
that NASA, among all the other people and yourself—and I mean
in this regard—if in fact the managers of NASA are, as described by
Mr. Oliver and Mr. Watson—all the programs described this morning
for stimulating recruitment and co-op are just meaningless exercises,
if they are to produce minority candidates for position who would
just be discriminated against in the end——

You pointed out that you seemed to have a different view, and vou
pointed out some difficulties in producing the candidates from which
positions could be filled. Do you see a difference between yourself and
the other witnesses?

Can you explain where I might be missing the point here?

Mr. Garza. Not really. I do not see too much difference. However,
I can only speak from my own experience in the implementation of
the affirmative action program at my center and the impediments that
we have run up against in that particular setting.

I noted that we have gone to the Civil Service Register on each one
of the 20 occasions. There is a requirement in civil service regulations
that we are not authorized to deviate from, at least not to the knowl-
edge of the personnel people at Flight Research Center. This require-
ment is that we consider the top three available candidates. Invariably,
we find the top three candidates to be nonminority, veterans or non-
veterans, males, and usually a 5- or 10-point preference type person.
And there are minorities on the list, but they are not within the reach-
able limits.

Mr. BroaMMEer. So, in other words—that is my question. If, as Mr.
Oliver says, capable people are being turned away, whether they are
at the top of the list or in the top three, from apparently motives of
pure diserimination, there is no sense in having programs to produce
new recruits or to produce true equal opportunity, if once the quali-
fied candidates reach being qualified under anybody’s terms, they are
going to be rejected for racist motives.

So that the problem for us on the subcommittee is, if the problem
is as you describe it, maybe thé subcommittee can find out from the
Civil Service Commission what can be done to change the register, or
what can be done about veterans’ programs, or how we can do some-
thing about bringing minorities up into range of being qualified.

But if it is as Mr. Oliver describes, what is the point of that? Then
we are talking about incompetent people in place.

Am I deseribing my dilemma ?

Mr. Garza. Counsel, T believe there are positions that Mr. Oliver
referred to, at least one of them that I can recall, which fall into the
exceptions. Now, I mentioned at least three exceptions that we have
exercised at my center to bring in females and minority candidates;
that is, Vietnam veterans readjustment, the cooperative education
program, and there are excepted positions that I believe are not subject
to merit regulations also.

Now, I am not sure about the situations that have been presented
here, and I am not familiar enongh with the personnel practices to
comment on them. I am sure of the thines that we do there at the
Flight Research Center, and I can comment on those.

I really donot know the answer.




Ms. DiMagaio. Counsel, may I comment ?

Mr. Bromyer. Absolutely.

Ms. DiMacaro. I believe that the reason you have the dilemma is
because the situation as you have deseribed it does exist at both ends.
It is very difficult to get women oft the Commission registers at entry
level for professional positions because of veterans’ preference. At
the same time it is also difficult to get minorities and females in at the
higher levels because of the diserimination element.

So you have these things operating at both ends, so to speak.

Mr. Bromaer. Mr. Oliver, would you comment ?

Mr. Oriver. Yes, Mr. Counsel.

I think there is a problem with perception. Of course, perception is
an abstraction. You are talking about an attitude again, And it is al-
ways very interesting to me in my personnel career to observe agencies
as they focus on what cannot be done. And this is usually attributed
to the nature of the system.

Now, in the handbook that T submitted as exhibit 1, it goes into some
rather lengthy detail about this very problem. In terms of the rule of
three, for example, there are so many ways to hire people in the Fed-
eral Government other than from civil service registers.

One of the things that occurred to mr- as I sat here and looked at
the highest level executives in NASA, I would guess that many of
them are on what we call excepted appointments; that is, in the
excepted service. And as such. there is no requirement that one acquire
status, civil service status, through the civil service register. In other
words, anyone that is in the excepted service can be hired by a Federal
agency ; and the agency makes the determination about that person’s
qualifications. You then get into interpretation of qualifications. And
this, I think, is what Dr. McConnell was alluding to this morning
in terms of his voluntary community activities as that meets civil
service I('f|lllll'llll‘lllh

There is a big question, however, if that same person were placed
and made subject to a merit selection panel, whether or not that
person would come up as being best qualified to be selected for that
position.

So, excepted positions is one of the ways that you can appoint
people without the need of going through a civil service register or
acquiring civil service status.

Mr. Broaarer. But obviously, not in the face of pure diserimination
of the type that you have deseribed.

Mr. Ocrver. I think that the problem really centers around the
needl ffn' management officials and agencies like NASA and other
Federal agencies, the one I work in included, is that people need to be
selected. It is a matter of perception when managers in Federal
agencies continue to say that the reason we do not-have any minorities
is becanse there are none qualified.

Now, if we start with that perception, a selection official will never
select a minority. He may consider a minority, and it really is not
an issue of whether that person comes from a eivil service register
oroutside a register. That is not the issue.

\II Watson has explained that he has referred candidate after
candids m- after candidate, highly qu alified candidates, and the problem
is that they are not selected. What happens at agencies is——
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Mr. Bromaer. Well, how does this committee deal with that
problem ?

Mr. Ouiver. How does the committee deal with the problem? Well,
I think the only thing that can be done at this point is to hold agencies
accountable : and unfortunately, while I tend not to be anthoritarian
in my thrust, I tend to be realistic about this problem. And that is to
say that until such time as there is a penalty in all Federal agencies
for all Federal oflicials for not producing in the area of EEQ, there
will be no progress. Because in the final analysis it means selection
officials saying you are the person that fills this vacancy; and all
these issues about the obstructions and the barriers, while they are
there, are not really relevant to the final issue.

Mr. Brosiayer. Thank you.

[ donot have any further questions.

Mr. Drinax, The chairman suggested that we terminate this at
3:15 or shortly thereafter. You people have had a long day. Counsel
has another question.

Ms. Roerxson. Just one quick question to you, Mr. Garza. In your
testimony you indicated that in the Flight Research Center affirmative
action plan, ealendar year 1974, being submitted this week to the Civil
Service Commission—I wonder if you can tell me if that plan for
your Center is a part of the overall NASA affirmative action plan
for the calendar yeargof 1974 that should have been submitted Novem-
ber 1, 1973 ?

Mr. (Garza. Ms. Robinson, the NASA agency plan, if my under-
standing is correct, was submitted on time. My particular center did
not, simply because we used the wrong form for writing it. We sub-
mitted it on time. It was kicked back, and we had to rewrite the whole
thing on a different form.

Ms. Ropinson. I see. Well, we have information from previous Sen-
ate hearings that, indeed, NASA’s affirmative action plan was not
submitted on November 1. and there is some question as to whether
or not. it has been submitted and approved currently.

One final question for Ms. DiMaggio. You spoke of the kinds of
games that NASA is willing to play with statistics. I am wondering if
vou have any idea why it is NASA never speaks in terms of net effect
or net gain in terms of the hire of minorities and females, and why it
is they are so reluctant to quote retention figures for minorities and
women ?

Ms. DiMacero. Counsel, I am not sure that I understood the ques-
tion. I seem to have gotten two questions, one at the beginning and
one at the end.

Ms. Roernson. Well, let me simply restate it. In these statistics that
you have seen from NASA, have you ever seen an indication of the net
effect of your hiring, so that you know that you, for example, have
made 2 net gain of 10 employees? Or how is it possible to know that
new hires are not simply replacements for individuals who have left
NASA. possibly beeause of job dissatisfaction ?

Ms. DiMagaro. Right. I am not sure that I can answer that question
precisely. I do think that in the current statistics that we are required
to give to Senator Proxmire’s committee every 3 months, that we are
showing the exact figures on a 3 months’ basis.
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And T recently saw the figures for January in which this kind of
information is given. But T am aw are thal one must be very cautious
in reading the statistics that are given, because I have seen the way
games are played with them.

So I can say that at some times, just looking at our headquarters’
afirmative action plan draft for this \L‘ll-—-dlld it is still in the draft
stage—some of the statistics given are presented well, and others are
not. It does not seem to be consistent.

Ms. Ropinson. Thank you very much.

Mr. Drinan. Thank you very much.

And I would make the suggestion that we should h'nn in the sub-
committee the Proxmire statisties that they submit every 3 months.

And, counsel, I would suggest that we add those to the record. And
I am certain that T and other members of the subcommittee would be
most interested.

[ NASA did not submit its first report to the subcommittee on HUD-
“‘\lmw Science-Veterans of the Senate Committes on Appropriations
until April 1974. The April 1974 report, as well as the reports for
July 1974 and October 1974 are in app. 2 at p. 224.]

Mr. Epwarps. I want to thank counsel, both counsels, and all of the
witnesses here. T am sorry that the day has been long; and I am sure
that we will have further hearings on this down the line.

And T thank everybody who participated in ghe audience. And the
meeting stands adjourned.

[‘\\'lmloupom the hearing was adjourned at 3:55 p.m., subject to the
call of the Chair.]
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ArreExpix 1

[The following are prepared statements submitted for the record:]

STATEMENT FOR THE SUBCOMMITTEE oN CIvIL RicuTs ANXD CONSTITUTIONAL RicHTS
ON NASA BY SAMUEL LYNN

As my adult years have unfolded, I recall not without pride and satisfaction
the influence of my family, My parents, brothers, sisters, included in their
formulae for success: integrity, a competitive spirit, and excellence in perform-
ance, These basic principles instilled in each of us the assurance that he could
achieve whatever he set his mind to.

I often relied on these concepts during my 24 years as a pilot in the Air Force.
The performance resulting from this security culminated in rewards of status
among peers, status in the community, letters of recommendation and other
incentives encouraging me to compete, When I retired from the Air Force and
began the transition into a civilian environment with the Human Resources
Administration, and the City University of New York I found these prineiples to
be adeguately applicable.

I came to NASA with high hope that demonstrated excellence in performance,
integrity and a competitive spirit would stimulate the kinds of reactions I had
received in other areas of my career, However, I have discovered as an Equal
Opportunity Officer, developing a high skill level, integrity of application, pride
in accomplishunent command a zero priority or even a negative reaction. The em-
phasis has been on the undesirability of these characteristics, They have been
discouraged. Efficient EEO personnel are frowned on as contaminates of the sys-
tems ; they are intimidated and ostracized.

The contrast between NASA's selection of the most highly gualified scientifie,
engineering and technical personnel and NASA’'s settling for totally unqualified
personnel for key slots in EEO is startling and unconceivable, Degradation of the
requirements of the task, “and any old one will do™ attitude, or the assertion that
there is “no such thing as a qualified EEO officer” sadly reflect NASA's attitude,

When this society abandons proved skill, high proficiency, unquestioned dedi-
cation because it reacts negatively to a positive program or indeed attempts to
neutralize the program because its success threatens a strangulating dictatorial
position this country will cease to grow and is in dire trouble.

THE FAILURE OF EQUAL EMPLOYMENT OPPORTUNITY AT NASA

STATEMENT OF DE. JULIA GRAHAM LEAR, FEDERATION oF ORGANIZATIONS
FOR PROFESSIONAL WoMEN, MARCH 20, 1974

I am Dr. Julia Graham Lear, Chairperson for the Task Force on Affirmative
Action for the Federation of Organizations for Professional Women. I am a
politieal scientist specializing in political and economic development. Currentiy
I am Associate Editor of Development Digest, a quarterly journal on interna-
tional development issues. I am testifying on behalf of the Federation of Organi-
zations for Professional Women, an umbrella organization of professional groups
dedicated to equal rights for women.

The Federation appreciates the opportunity to comment on the failure of equal
employment opportunity (EE0Q) at NASA because we think our experience in
gathering information on employment policies there may be helpful to the sub-
committee’s inquiry on the problems at NASA as they affect women.

The Federation first beeame aware of these problems through an article in s,
September 1973, entitled “13 Who Were Left Behind.” The article alleged sys-
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tematic exclusion of women from the space program despite the excellent per-
formance of a number of women pilots on tests conducted by a NASA contractor
in Albuquerque, New Mexico in 1959/60. At about the same time as the Ms.
article appeared, NASA announced that it would begin testing flight nurses for
their possible inclusion as erew members on the space shuttle, The Ms. allega-
tions and the NASA announcement (which suggested that women were being
considered only for traditional female roles) prompted the Federation to wrile
NABA Administrator James Fletcher inguiring about several aspects of women's
participation in the space program,

The questions that the Federation submitted to NASA were the following :

1. Are there any women presently training as pilots in the space shuttle
program?

2. How many women served on the selection panels for space pilots?

3. How many women serve as doctors, researchers and supervisors in the NASA
program?

4, Would NASA provide a copy of the final report on the tests at Albuguerque?

Only after five weeks and after the Ruth Bates Harris dismissal had called
attention to the failure of EEO at NASA did the Federation receive a reply to
it letter. Briefly, the answers to our gquestions indicated the following :

1. The space shuttle is being designed to “accommodate women since they are
expecied to be among flight erew personnel.” No mention was made specifically
of women as pilots,

2. No women served on selection panels,

3. As of June 30, 1973, 5.4% of professionals at NASA were women :

249 of the scientists and engineers were women and 249, of the professionals
in the life sciences were women. These figures compare unfavorably with the data
on qualified women in the seiences. For example, women held nearly 5% of the
physical science doctorates awarded from 1920-1971, Women received 10,89
of the doctorates in the highly relevant sub-field of astronomy and astro-phy=ies
and 5.99% of the doctorates in the chemistry sub-field. Women held 279% of the
doctorates awarded in the life sciences. (These data were taken from sources
prepared by the National Academy of Sciences and the 1.8, Census Borean,)

4. The tests referred to in the Ms. article were apparently of no interest to
NARA because it has not requested a copy of the report, even thongh NASA is
now testing flight nurses for the shuttle program. The Federation was direeted
to ingquire about the report at the Lovelace Foundation laboratory, Albuquerque,
New Mexico, where the tests were conducted.

While the Federation was pursning ite correspondence concerning the situa-
tion at NASA, a Federation member from California told us her experience with
a NASA installation. It's a story which puts the statistics in human terms. The
Federation member reported that when she held a post-doetoral fellowshin at
NARA's Ames Research Center, it was the practice of the Center to inform all
fellowship holders that their projects would last only two years. At the end of
the two years the women would leave, but the men who wished o stay on woahd
he hired by loeal eolleges. They would then continue to work at Ames with NASA
covering the costs to the colleges,

We believe the statistics of women's employment at NASA today suggest that
this disparate treatment has continned. While we see a few signs that NASA
recognizes that it has problems (i.e. it is now recruiting for the Federal Women's
Program Coordinator slot which had been empty for months, and the Ames Center
has estahlished a women's advisory eonneil), we have not seen signs that NASA
is developing the means of reaching out to encourage women to apply at NASA,
For example, neither the Association of Women in Secience nor the Office of Op-
portunites in Seience of the American Association for the Advancement of Seience
has been contacted for information on woman-power available in the sciences,
While the Federation and the Association of Women in Science met with Dr.
Dudley MceConnell to discuss the EEO program at NASA, it was not a meeting
which foeused on how the professional resources of those groups could be used
to assist recruitment of women at the various NASA centers or to educate NASA
managers on the availability of women in the sciences,

As a part of the subcommittee’s investimation into NASA's EEO performance,
the Federation would also draw the attention of the subeommittee to the role the
TL8, Civil Service Commission has played in monitoring the EREO program at
NASA. 1t is our impression that the Civil Service Commission has not been
diligent in-exercising its oversight funetion.
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The Federation requested a copy of NASA's affirmative action plan from the
Commission in October, 1973. Only after five weeks did we receive a reply to our
letter and a copy of the 1973 plan. One of the most striking features of the plan
was that although NASA managers were assigned responsibility for the EEO
program, no procedures were spelled out either indicating how the responsibility
was to be carried out or how the managers were to be held accountable for their
performance in this area. When an agency such as NASA has so clearly failed to
include womien and minorities in its programs, the Civil Service Commission
should not tolerate such vagueness.

If the Civil Service Commission appears unwilling or incapable of taking effec-
tive, energetic action to improve the situation, the Federation would commend
to the subcommittee’s attention the words of the U.8. Commission on Civil Rights
in The Federal Civil Rights Enforcement Effort—A Reassessment (January
1973).

CSC now clearly has the power to structure and monitor ageney programs and
is developing the tools . . . for doing so. Results, in terms of increased minor-
ity employment in professional and policy-making positions, should be notice-
able in the next year. If such proves not to be the case, a review of the reasons
should be given to removing the Federal equal employment opportunity program
from the Civil Service Commission and placing that responsibility in an inde-
pendent agency such as EEOC,

AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES,
Locar 2284, LyNpox B, JoHNSON SpPACE CENTER,
Houston, Tex., March 20, 1874.
Congressman Dox EDWARDS,
Chairman, Subcommittee on Civil Rights and Constitutional Rights, Committee
on the Judiciary, U.S. House of Representatives, Washington, D.C.

DEAR M. CHAIRMAN : Local 2254, Amervicun Federation of Government Em-
ployees, AFI~CIO is the exclusive labor representative for Professional, Non-
PProfessional and most Wage Grade eivil service employees of the Johnson Space
Center, National Aeronautics and Space Administration, Houston, Texas,

We respectfully request that this statement, submitted to your commitiee on
behalf of the employees we represent, be placed in the record of the recent hear-
ings held concerning Lqual Employment Opportunity in NASA.

The United States Civil Service Commission Federal Personnel Manual estab-
lishes a procedure by which a labor organization may file a third-party allegation
of diseriminatiosn,

The following allegation was filed by Loeal 2284 on March 7, 1974: “In ac-
cordance with the provision of Section 713.251 of the Civil Service Commission’s
regulations third-party allegations of discrimination are hereby made against
the following : Dr. James C. Fleicher, Administrator, NASA ; Dr. Dudley MeCon-
nell, Assistant Administrator for Equal Employment Opportunity ; Dr. Christo-
pher C. Kraft, Jr., Director, Johnson Space Center; Mr. Philip H. Whitbeck,
Director, Administration and Program Support, Johnson Space Center; Mr.
Joseph D. Atkinson, Hgqual Employment Opportunity Officer, Johnson Space
Center.

The aforementioned officers, supervisors, employees and/or agents for the Na-
tional Aeronautics and Space Administration, individually and/or in concert,
have interfered with, frustrated, impeded, delayved and ignored the presenting
and processing of employment diserimination complaints because of race, national
origin, religion, and/or sex; have engaged in acts of restraint, coercion and re-
prisal against employees of the Agency who have sought counseling or who have
presented or sought to present, processed or sought to process complaints of dis-
crimination in employment for the aforementioned reasons; have engaged in acts
of reprisal, coercion and restraint against representatives of and witnesses for
employees who have presented complaints of diserimination; and have delayed,
impeded, subverted and/or disapproved the design, preparation, and implemen-
tation of any and all programs intended to foster or improve equal employment
opportunity for all employees of the Johnson Space Center,

The charges contained in that allegation are true and fully supportable.

The number of complaints of disciimination of the Johnson Space Center filed
by eivil service employees has reached an all-time high. NASA has never, to our
knowledge, made an offer of informal settlement on any discrimination compiaint
filed at the Johnson Space Center. Instead, NASA has continually delayed and
procrastinated in the processing of complaints. It should be noted that the regu-
lations issued by the U.S. Civil Service Commission tend to favor the ageney in
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that firm time limits are imposed on the complainant but time limits imposed on
the agency are non-existant,

The third-party complaint procedure does not specify a time limit on the agency
to respond to the complaint but when the agency does respond (which may be
never) the third-party has thirty-days to file the complaint with the U.S. Civil
Service Commission if the Agency's answer is not satisfactory.

In relation to individual complaint of discrimination, the U.8. Civil Service
Commission regulations impose time limits on the complainant when it is the
complainant’s turn to act but the agency is controlled by the vague time limit “as
expeditiously as possible.” In actual practice, the ageney often delays proced-
ings to the next step for several months or until the complainant demands that
the agency move on to the next step.

We also wish to point out that the U.S. Civil Service Commission is not us-
suring that the complaints are being processed in a timely manner, The agency
is required to report on a monthly basis to the Commission, the status of each
complaint. The Commission is allowing NASA/JSC to delay and procrastinate.

In addition, there has been at least one case where the Commission itself has
directly attempted to interfere with the proce sing of a complaint to the detri-
ment of the employee/complainant. The Commission stopped their interference
only after a formal protest was submitted to Chairman Hampton by the attorney
for the employee/complainant,

The EEO officer at Johnson Space Center does not report directly to the Center
Director. He reports to the Director of Administration and Program Support
(A&PS). The Director of the A&PS is considered to be thwarting the attempts
of the EEO officer. For example, the Federal Women's Program established in
1968 by the Commission is yet to be implemented at this center. The program
for this center was written over six months ago and is still awaiting approval
by the Director of A&PS.

This Union, the U.8. Civil Service Commission and NASA Headquarters have
all recommended that the EEO officer report directly to the Center Director.
Yet, the Center Director refuses to place that level of importance on the EEO
program.

Within the past six months, three employee discrimination suits have been
filed in Federal Court against NASA Johnson Space Center.,

In summation we are shocked that this agency would engage in so many acts
of retaliation against those who file diserimination complaints, against their
witnesses and representatives. It is equally disturbing that the U.8. Civil Sery-
ice Comiission has failed to enforce the equal employment opportunity laws
and regulations at this center, has failed to enforce the right of employees to
expeditious processing of diserimination complaints and has itself engaged in
acts designed to impede and nullify employee complaints. j

We hope that the efforts of your Committee will bring about a total change
in attitude by the Civil Service Commission and NASA, and will eause the Com-
mission to vigorously enforee the equal employment laws and regulations of
federal employees.

Sincerely,
Curris E, VerTer, President.

STATEMENT OF THE LEAGUE oF ASS0CIATED WoMEN

(By Isabel Welsh Pritchard )

The League of Associated Women (LAW) is an employee organization repre-
senting women in academic and non-academic positions employed by the Uni-
versity of California, Berkeley. For three years LAW has been involved in a
continuing struggle to achieve equal opportunity of employment for women at

the University. The University is a major federal contractor, and federal stat-
utes and regulations gnarantee that such contractors must act to assure equal
employment opportunity to women and minorities. Three years ago, the admin-
istrative process held out a theoretical possibility for justice, Today, LAW and
all other affected groups which have dealt with the University and the ad-
ministrative agencies realize that this was a vain hope. LAW is pleased to have
the opportunity to set forth, very briefly, a summary of the failure of enforee-
ment of Executive Order 11246 at the University. Perhaps, in conjunetion with
other information concerning the compliance agencies, the ['lrlll!ll'iillj.: agencies,
and the contractors, specifie problems can be identified and solutions proposed
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which will make the Executive Order a meaningful vehicle for achieving non-
discrimination in employment,

A few events set an adequate framework for discussion: In April 1971 a com-
plaint against the University charging sex discrimination in employment was
filed by LAW with HEW. When almost a year had passed without any signifi-
cant action by HEW, LAW filed suit in federal court seeking another avenue
of redress of grievances, The federal court postponed action on the suit to afford
HEW a full opportunity to investigate and compose a Letter of Findings, The
Letter of Findings was finally delivered to the University on November 27, 1972,

il
nearly six months behind the timetable HEW officials had represented to the
conrt.

The HEW Letter of Findings found the University out of compliance with
Executive Order 11246 and substantiated every major contention of LAW'S com-
plaint. From November 1972 through November 1953, repeated meetings, negotin-
tions and exchanges of documents occurred between HEW and the University.
Throughout the process HEW treated the University with extreme care, explain-
ing and re-explaining the requirements of federal law. No affirmative action
program complying with federal law was produced.

Finally, on November 16, 1973, HEW seemed to have reached the end of its
patience. In a letter sent on that date to the Chancellor of the University, HEW
found the University's proposed affirmative action program unaceeptable and
set out in detail six major areas in which the program was deficient. The Diree-
tor, Office for Civil Rights, HEW concluded, “Unless the University submits an
acceptable Affirmative Action Program within thirty days, I will have no alter-
native but to conclude that UCE is unable to comply with its obligations as a
federal contractor.” The award of some federal contracts was delayed in the
meantime,

In thirty days, another Affirmative Action Program was submitted to HEW.
This document met not a single one of the deficiencies which HEW had set forth
a4 month earlier. Under the Executive Order and the detailed federal regulations
enforeing it, 41 CFR §§ 60-2.1 et seq. and under its own written guidelines, HEW
at this point had no legal choice but to issue a show cause notice to the Uni-
versity. The enforcement proceedings which can lead to cancellation of federal
contracts and debarment from future contracts should have been initiated in
January 1974,

No such proceedings were initiated. Instead, HEW and the University negoti-
ated a conciliation agreement which gives the University until September 1974
to produce another program for HEW to review. The importance of the Septe-
ber 1974 date should not be overlooked. The University is not now in compliance
with the Executive Order: the administrative agency charged with bringing
about compliance has, bizarrely, decided that six months is the time the Uni-
versity still needs to develop an affirmative action plan. The only difficulty with
HEW's decision is that it directly contradicts federal law.

LAW finds itself in a peculiarly isolated position. It is not dealt with directly
by HEW, by the Office of Federal Contract Compliance, Department of Labor,
nor by any of the contracting agencies, including NASA. Yet the behavior of all
these entities directly affects, positively or negatively, the rights which LAW is
seeking to vindicate. All of the information available to LAW indicates that
each of the agencies listed above has behaved in a manner deliberately calen-
lated to thwart achievement of equal employment opportunity. HEW, as shown
above, has not acted in accord with federal regulations, The Department of
Labor has approved HEW's action. As Secretary Weinberger said in his March
1, 1974, press release, speaking of the conciliation agreement with Berkeley,
“Secretary Brennan's help was instrumental in achieving this fine result.”

From the California vantage point, the behavior of NASA has been just as
damaging, Although NASA claimed it was taking a neutral role in the con-
troversy,’ it is very apparent that what NASA desired, and what it achieved, was
the stamp of approval for the University's compliance status, regardless of the
facts. A rapid resolution of the problem so that contracts could go to the Uni-
versity was NASA's prime consideration. Unfortunately, rather than urging the
University to eomply in good faith with federal law, NASA saw its role as
prodding HEW and the Department of Labor*® to resolve their differences—but
only in the direction of allowing the new contracts to be awarded. Indeed, it
seems very likely that NASA assured administrators at the Space Seience Labora-
tory of the University that the matter would be resolved favorably so that the

L 'We're trylng to stay out of the middle of this’,” George Veechiettl, NASA deputy
administrator for procurement, is quoted in the Los Angeles Times, March 1, 1974.
? Los Angeles Times, March 1, 1074,
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Laboratory began some elements of the federal work prior to any official action
on the compliance matter. For a contracting agency to assume such a role wonld
be injurious in the best of eircumstances, In the case of the University, which
has long evidenced its determination to avoid compliance with federal law,
NASA's intervention was disastrous,

The University's efforts have been approved by two federal complianece agencies.
NASA's millions of dollars are flowing to the Space Science Laboratory, but
those whom the Executive Order was meant to protect have seen no progress
toward equality. ''he faunlt can only be with the protectors, Only when the
contracting agencies and the compliance agencies make affirmative action a high
priority will administrative enforcement gain any credibility. Until then, the
Executive Order will be treated as an obstacle to the release of federal funds
and will continue to be avoided as it has been in this instance. Perhaps these
hearings will mark the beginning of a change,

STATEMENT OF RUTH BATES HARRIS

Thank yen for this epportunity to share with you our concerns regarding the
status of Equal Opportunity in NASA,

As vou are already aware, NASA has demonstrated to the world that it has
limitless imagination, vision, eapability, courage and faith, limitless persistence
and infinite space potential, Technological programs, stimulated by progress in
space are contributing to advances in medicine, transportation, electronics, manu-
facturing, safety and nearly every human aetivity,

Yet, while America continues to advance in extra-terrestrial exploration, other
priorities eompete for public support ; resolutions to such persistent problems as
the energy erisis, the erosion of confidence in Government, poverty, diserimina-
tion, rising cost of living, illness aud disease, erime, concerns of the aging,
narcoties and dangerous drugs, inadequate housing for low and middle income
groups, uncertainties in the national economy, erises in international relations,
variantions in America’s image abroad.

The last concern, variations in America’s image abroad, will be determined to
a large degree by the way America treats its minorities and women at home.

Our nation cannot afford the luxury of allowing a government agency to
diseriminate against any segment of its publie, Nor ean it allow the extravagance
of the twin evils of racism and sexism to shackle us all, Certainly an agency
that needs the support of the world—representing a diverse population of over
one-half females and two-thirds who are of darker races—has a moral obligation
to assure that such historieally excluded groups as women, blacks, native Ameri-
cans, Spanish speaking and Asians are represented in all facets and levels of its
|}|'1r;_'l‘€llllr-i_

It was these kinds of concerns that prompted three senior EEO staff members
in a private meeting on September 21, 1973 to present a factual report to the
Administrator of NASA, It has been voluntarily prepared at our own time and
expense. As we walked him through the report—without anger or ultimatums—
we tried to help him fo empathize with staff’s months and even years of agony
and disillusionment over broken promises and shattered hopes,

Our report to the Administration was meant to help him understand the *his-
tory of past failure of NASA's Equal Opportunity program, and to appreciate
our specific recommendations which we considered a blueprint for the highly
sueeessful program which (NASA) could and should have".

A= senior staff members, we sought no special employment considerations for
ourselves.

The report stated: “Equal opportunity in NASA is a near-total failure. The
representation of minorities in NASA is the lowest of all agencies in the Federal
Government, Women are clustered in and largely restricted to clerieal jobs.

The following is a history of minority percentages of total employment in
NASA:

Percent
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Compared to NASA's 5.19%, the Federal Government is now 20%. At the
present rate of increase, NASA would reach only 9% minority population by the
year 20011

It must be pointed out that the term *“minority” is not restricted to black
employees but, according to Civil Service Commission Guidelines, it im.‘lu_dv:s
( Blacks, Spanish-surnamed or Spanish speaking), Native Americans and Orien-
tals. While all of these groups are under-represented in NASA, the problems of
Blacks and Spanish speaking are horrifying,

87.89 of females in NASA were in grades 1-9 as of December 31, 1972, 15.89%
of males were in such grades,

70% of NASA employees were in grades 10 and above as of June 30, 1973 while
2005 of Black NASA employees were in such grades,

The average grade of minorities hired in FY 1972 was 3.8,

The average grade of all hires in FY 1972 was 5.9, NASA's requirement to
lower the grade level is being accomplished at the expense of minorities and
females,

37% of minority hires in FY 1972 was at grade 2 (13 out of 35).

The average minority grade in February 1973 was 89. The average grade of
all employees was 11.0. The average grade of female employees was 6.1,

In FY 1972, three centers had no minority hires: Langley Research Center
(10 total) ; Kennedy Space Center (24 total); and Johnson Space Center (22
total).

Just as the reasons for this condition are not hard to identify, the solutions
are also readily apparent. Public and private organizations, which found them-
selves in non-complinnee with the laws requiring equal employment opportunity,
long ago discovered that the way out is a program consisting of a firm commit-
mwent of top management, establishment of a highly competent equal opportunity
organization, providing it adequate resources and unqualified backing, and re-
quiring management at all levels to produce results,

During the sixties and early seventies, thousands of agencies and private
organizations have by these means achieved a degree of improvement. Presently,
the Federal governmment averages four times the minority representation of
NASA. Even the NASA contractors, using similar types of manpower skills, bave
reached a position of minority utilization three times the level of NASA, their
customer,

NASA has failed to progress because it has never made equal opportunity a
priority. Appropriate statements have been issued, but when the commitment is
tested, it is found lecking. A sound equal opportunity staff was permitted to be
formed, but it has been continnously kept short of resources and under the con-
trol of insensitive middle management. Field installations have been required
to establish equal opportunity offices, but in cases where they proposed to appoint
nnqualified, uncommitted persons to staff these programs, the objections of the
headquarters Equal Opportunity stafl were overruled.

As we similarly stated before a Senate Appropriations Subcommittee, our com-
ments are not intended as instruments of malice or vindictiveness. Instead, we
seek support in pricking the conscience of the Agency to help it achieve the Kind
of Equal Opportunity program that would be compatible with its genius in space
exploration.

Testimony has been presented by NASA in previous hearings indicating that
the agency is on the way to recovery from its past civil rights failures. Certainly
all of us wounld like to believe this, The obligation of a Federal ageney to end
job digerimination is a vital one.

But if the claims of progress are not true, if the practices which excluded
women and minorities from participation in this country’s space program are
still in effect, then this.committee, like the Senate Committees holding similar
hearings recently, has an important role to play in ending institutional racism
and sexism in NASA, before the remaining public support of our space program is
further diminished.

The statements received by your committee from numerous human rights
organizations and individuals, representing the serious concerns of Spanish
Americans, Blacks, women and other citizens, should be recognized as a reminder
that in 1974, a Federal agency which continues to restriet its job higher level
opportunities to white Anglo males, will soon destroy the publie support it must
have to sarvive.

NASBA claims professional minorities and women eannot be found, but an
examination of the record would show that qualified minorities and females are
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often rejected when they apply for jobs. In Exhibit 5 of our report to the Senate
Committee on Aeronauties and Space Science, copy of which we have submitted
for record, you will find a chart that gives just a few examples of the kinds of
people who have applied to NASA and the kinds of people who have been
rejected. They happen to be minority and/or female.

Among them are the following :

A Bachelor of Arts Degree and Master's Degree recipient in Personnel Admin-
istration, having counseled in the Job Corps and worked closely with young
people.

Another, a B.8, Degree in Physics.

Another, a Master of Business Administration Degree recipient who was a
commercial pilot with instructor's rating in instrument and aireraft flying, Wide
experience including Aeronautical Systems and Air Force Systems. The applicant
also was a 332nd Fighter Pilot,

Another, a pilot and Communications Air Controller with training in mechani-
cal engineering. Experience included traffic specialist, EEO officer, a compliance
specialist as well as other diversified experience.

Another, a degree recipient in International Relationships and International
Law.

Another, a degree recipient in Computer Science.

Another, a former personnel stafling specialist and presently director of person-
nel for a large city police department.

Another, a Master's Degree recipient in Public Administration, magna cum
lande author with considerable experience.

After having heard that qualified minority and female applicants were unavail-
able, we were surprised to receive a note from Personnel accompanying the re-
turn of resumes of such highly qualified applicants that “they are too powerful
for (NASA's) needs”. Some applicants were scientific and technical, some were
in personnel, law, public affairs and other fields.

NASA ranks as low as 22 out of some 26 agencies as far as its female participa-
tion as attorneys. Its record of hiring minorities as attorneys seems worse,

These persons and others with ontstanding skills have been rejected by NASA
time after time. The Personnel Oflice, considered the official doorkeeper to equal
opportunity, virtually has no minorities in key personnel management responsi-
bility positions. There are many other offices in NASA with a similar picture.

In hiring and promoting non-technical professionals, NASA does no better in
hiring females and minorities than it does in technical jobs. NASA has overly
emphasized the engineering job ecategory, implying that this is the only area
that will measurably increase the rate of participation of females and minorities
in NASA. As we look at the job categories which have not been identified as hard
to recruit, we find the percentage of participation about the same as that for
engineering and science, or worse,

In other words, in the non-scientific and technical category, there are 53 percent
jobs available. NASA has 3.6 percent minority participation in the scientific and
engineering category. It has 3.7 percent participation in the professional admin-
istration position categories—virtually about the same,

Regarding goals and timetables at the time of NASA's 1/24/74 report to the
Senate Committee on Aeronautics and Space Science, some major centers still
appeared to be refusing them. Several months ago. about November 1972, mem-
bers of the EEO staff presented to the Equal Opportunity Council what was
thought to be a broad, meaningful goal and timetable proposal for the rest of
the decade. Goals for one year were accepted by the Council and rejected hy
management.

Goals and timetables must not only be tangible at such entry level jobs as
Grades 1-4; they must also be tangible to middle and upper grade levels and the
varions job eategories and especially in problem areas. As late as January 24,
1974, we have seen nothing to indicate NASA's willingness to adopt such goals;
meanwhile, more time is wasted. "

NASA claims its upward mobility program is a success, but investigation
would reveal no one has yet completed the program., The first persons—only
seven—were appointed in December and NASA's claim of success at the 1/24/7-
hearing suggests deception of the Committee,

NASA claims its Co-op program has been a key source of technical talent, bt
closer examination may show a small percentage of NASA co-ops complete the
program, perhaps only five to six percent became NASA emplovees, and a rather
significantly important point, the number of co-ops becoming NASA employees
include very few minorities or women.




209

Commerits were made before the Senate Committee on Aeronautics and Space
Science that about 160 positions bave been set aside to be filled by minorities
and women or if not “they will not be filled”. We would like to comment about
that, particularly on the statement of one NASA spokesman,

We believe it is significant that we reflect on that statement, It makes us feel
that a basic problem is involved, a lack of understanding of what equal employ-
ment opportunity really means, The spokesman indicated that one of the goals
of the new KEO program for 1974 was to fill 80 professional positions with
minority employees aud 80 with women. This, to us, is an amazing statement.
IT these 160 positions are actual career professional positions, it is reasonable to
assume that an agency which considers itself “running a tight ship” could afford
to let a rather unsubstantial number of professional positions go unfilled and to
set them aside for an indefinite period. Or are these 160 positions something
elge?

In other words, if they are among those to be abolished sometime in the future,
it would certainly be a cruel houx to recruit minorities and women for the sake
of the record and then separate them after a short period of employment through
reduction in foree,

Amd even worse, if these positions are to be essentially “made"” positions to
pacify minorities and women, then it is not only insulting to these groups, but it
is a fraud on the American taxpayer.

We question, too, the concern of overlap. The question arises, how many in
NASA are using the double categories—that is, minority and female category?

Also, we would like to comment on another statement of a NASA spokesman
on January 24, He said there was a $1,200 yearly pay differential for engineers
between NASA and the private sector. While we have no specific information at
this time, we certainly would question this statement, as we feel it somewhat
interesting in view of the existing Federal Compa rability Pay Aect and its special
provisions for higher pay in the rather difficnlt reeruiting situation. Moreover,
fhe government offers advantages such as leave, retirement plans, health bene-
fits, and so on. Assuming, however, that such a pay problem does exist, it would
seem to us that such a sitnation shonld actually operate to favor the acceptance
of employment if offered to minorities and women. Traditionally, it is these two
groups who have unfortunately, over the years, had to accept lesser pay for the
sfiime job in order to be employed,

A Few SELECTED APPLICANTS FOR EMPLOYMENT 1N NASA

Education
B.A.; MA, (Personnel Adm.) -——.__
B.S. Physics; MBA Commercial

Pilot with instructor’s rating in
instruments and aireraft flying

Pilot, Communieationg
troller Mech, Eng'g.

Air Con-

US Aircraft
Schoo

Control School for Staff Officers___

Contract Compliance Procedures
and Praectices

Adm.. Personmel Mgt. Supy

Air Operations Specialist,
'_‘n

Control & Warning

USATF

Experience

Job Corps counselling: work with
young people.

Aeronautical Systems Div,, Air Force
Systems Command, Wright-Patter-
son Air Force Base, Ohio Plant
Rep., Air Force Systems Command,
Boeing.

Mgr., Management Control Center,
SST Program Chief, Space Sys-
tems Div. ; Chief X-20 (Dyna-Soar)
Contract Mgt. Office AFPR, Boeing,

332nd Fighter Group as Pilot through
ranks to Group Operations Officer.

SM-62 Weapon Systems Program
(SNARK).

Colonel, Air Force Ret,

Traffie Specialist,

FEEO Officer,

Compliance Specialist.

Team Chief., Air Operations Control.

Chief, Operations Branch, Boston Air
Defense Div., SAGE Direction Ctr.

Regnl.  Staff, Air Control Officer,
Japan.

Chief Control
Div.

190 hours 4-engine time: 490 hours,
single engine time; 4100 flying
hiours plas

Officer, NORAD Alr
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A FEW SELECTED APPLICANTS ¥OR EMPLOYMENT IN NASA

Education
BSFC Int. Relations; Int. Law-—.--

Computer Science—B.Sum e
BS

Information System Mgt

Telecommunications Operations.,

Crytographic Acet’

BS;: M. Economies__

Mgt. Techniques for Supvrs.

IBM Eduec. Center, Data Processing
Methods,

BS: MPA Adm./Computer Systems. .
Urban Studies, Public AdmM o ccaeea

IS, M ED, Pub. Adm. Magna Cum
Lande, Alpha Kappa Mn Honors
Minority Group Dynamics Adm
Mgt Seminar Adverse Actions:
Personnel Psyel.; College Reernit-
ing: Staffing Placement,

BA, MA Educ., Lit.,, Theology_

A, Personnel. =

BS, Math ;

Physics,

I'hiysics, Grad. Study,

Engr's:

Jrnlsm___

BA, Economies

Tnd
i Nda.

Relations

PPsychology -

Continued
Experience

18 yrs. Air Traflic Control USAF,
FAA.

AST, DATA Analyst.
Personnel Staf’g and Employee Rel.
Spee.

FEES GS

5 94.0 rating.

Dir., Aims and Objectives, Area Man-
power Inst. for Devel. of Stafl,
Wash. Tech. Inst,

Spec. Asst. to Dir. Office of Tr'z. and
Employment Opportunities,

Chief, Div. of Special Programs, Diar
of Work Trg. Programs, |
Dept. of Labor Chief, Div. Progra
and Budzet Pl'g., U.S, Dept
Labor,

Microbiologist,

Asst, Chief,
Branch, OEO,

Personnel Specialist,

Chief, Personnel Mgt
Branch,

Employees Developt. Spec.

Resources & Devel.

Develop,

Contract Comj
Otlicer,
Acrospace 15
Generai  Physieal  Seientist ;
franics
Annl. &
18§

Ih‘\l'l":'[ (J[- }':!"l'i"”‘."
develonmt of

and

analysis and
communication,
command attitude/orbital control,
thermal eontrl.
Public Affairs.
Asst, Personnel Officer; Cl
pwr. Resources and Develpt ;
Manpwr. Chief
Relations
Buver, " 1asing Dept.
Personnel  Specinlist (EED Poliex
Monitor) Ind. Rel. Dept.
Sub-Contract Admr,
Asst, to Civil Serv.
Mgr. Wash. Office Bur.
iti t Examining.

17 =
nesources,

1 iectnT i
Commission .

Supervision of ex:

Ciaims Exa ner.

Employee Development Specialist,

ww o Eeonomics (
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A FEw SELECTED APPLICANTS FOR EMPLOYMENT 1IN NASA—Continued

Education Experience
BS Top Y% of cl Empl. Supvr., Office of Personnel
Adm.; Recruiting, Comm. Rela-
tions ; supervising three placement
specialists,
Editor, writer for TV station; Publie
Rel,, speclst, Small Bus. Adm.;
Peace Corps volunteer.
Job Corps Trainer; Consultant-
Counsellor.
BS, MS, Ed.D. Asst, Dir., Testing Bureau.
BS, MS Ind. Mgt ___ - Air Force Ret. Colonel, Dist, Flying
Cross; Oak Leaf Cluster.
Comptroller, 14 Aerospace Force,
Dir., Ops, Air Force Advisory GP.
Chief, Mgt. Information Div., HQ,
USAF.
Dept, Chief of Staff Ops., Ankara,
Turkey.
Sqdrn. Cdr., 25th Fighter Interceptor
Sqdrn, Suwon, Korea.
BA, Bus. Adm Assoc. Dir., Adm for Training Corp.
AB, Ph D Dir., International Programs.
Employee Develpt: Mgt. Analysis;
Records & Report Develpt & Mgt
I'rogram Develpt & Anal.
BS, MA__ Edune. Spee. in Mgt & Staff Tr'g.
College Digital Computer Programmer.
AR, Physics (Electronies) . GS 13 General Engineer-Supv
engrs.
Engineer'g Consltnt (Systems).
Senior Systems Engr,
Electronies Consultant,
e i e e e e —--—=- 1 Patent; 4 in process.
Personnel Chief, Police Department,

College

TeEsTIMONY oF JoserH M. Hogan

I am Joseph M. Hogan, an employee of the National Aeronautics and Space
Administration, and until last October, the director of NASA’s program for
ensuring that our contractors are providing equal employment opportunities to
minorities and women.

Five months ago, on October 11, 1973. the Administrator of NASA followed
the advice of some of his senior managers and dismantled the agencey's civil
rights office by firing, transferring, and in another case imposing limitations on,
his most experienced civil rights officials. To understand this event it is neces-
sary to briefly sketch the following background.

During the first ten years of NASA's existence, the total attention of the
agency was focused on meeting the direct challenge of spaceflight, to the excin-
sion of such other erneial priorities as providing employment opportun on a
non-discriminatory basis, The result of this inattention to fair employment pric-
tices was that NASA had a lower percent of minority employees than any other
Federal ageney, and no program to alleviate that condition. Further NASA's con-
tractors had not been required to open their doors to minority workers.

Shortly after the goal of manned lunar landing was achieved in Julvy 1969,
NASA was pressed by the U.S. Department of Labor to assure an active role
i ssuring that its contractors were providing equal emiployment opportunities,
In Mareh 1970, the details of such an assignment were worked out and the agency
directed me to plan a program. My earliest resnonse set forth as the primary
considerations, favorable organizational placement and proper staffine.

The organizational plan was approved on April 29, 1970, by the Assistant
Administrator and submitted to his superior for final approval. This is where tl
first obstructions were encountered. The plan ecalled for 24 compliance officers
located at the NASA field ccuiors and a headquarters staff of six. Most impor-




tantly, it proposed that the new organization be part of headquarters so that
such essential matters as selection of compliance personnel would be done cen-
trally by persons committed to the success of the new contract compliance pro-
gram. The projected program workload study which showed the need for the
number of positions requested, and the rationale for it being a centralized (head-
quarters operated) program were fully explained to management.

Without challenging the workload assessment or the Jjustification for central-
ized controls, three crucial changes were made by management, The number of
compliance specialists was arbitrarily cut by 25%. The rank of the senior special-
ist position at each installation was also reduced. But an even more serious
handicap was built in ; control of the field elements was to be turned over to each
NASA installation for selection of personnel aud direct management of the
function.

These decisions established a pattern which has not changed to this date,
NASA civil rights staffing has been kept well below the level needed to be
:ffective. Repeated attempts by Ms. Harris, Mr. Lynn and myself to establish
an adequate staff have been refused.

A second failure trait was built into the program by these decisions. The dele-
gation of control of NASA’'s first real civil rights program to ten autonomous
field centers was the first demonstration that hard decisions favoring civil rights
would not be taken. It was well known by NASA's top management that these
centers had accomplished nothing in egual employment opportunity over the
years, and that EEO was regarded as a nuisance, not a major obligation of every
federal agency. The performance of the centers in the past three years has been a
consistent refusal to enforce the law. As recently as sSeptember 1973, the director
of a major NASA center repeated in my presence, his continuing refusal to follow
the enforcement procedures required when a contractor fails to meet its civil
rights obligations. This statement, made to two Department of Labor officials
who were reviewing the center's contract compliance program, caused them to
report their conclusion that NASA headquarters should operate the NASA com-
plisinee program centrally to avoid this kind of center management interference,

The third planned handieap imposed by top NASA management was the prac-
tice of appointing as the headquarters official in control of agency EEO, three
snecessive individuals who were without any significant experience in ¢ivil rights,
and who would not advocate the kinds of change the agency needed to achieve
progress. The report submitted for the record details this problem, especially with
regard to the present Assistant Administrator for Equal Opportunity Programs,

Without further detailing program problems, the conditions T have deseribed
put the NASA headguarters staff in an impossible position. In short, we were
attempting to manage a program the agency would not support. The report we
presented fo the Administrator in September was only the last of a long series of
appeals for management support. This time, however, it was an appeal to the
highest level of agency authority, We prepared it in hopes that if he understood
the full story, he would take the necessary actions to enable NASA to meet its
obligations toward equal opportunity.

The Administrator’s decision to fire Ms. Harris and summarily transfer me
ont of the eivil rights fleld remain unexplained. No reasons have been offered for
my transfer. The incredible assertion by the Administrator that Ms. Harris had
been “divisive” could not be further from the truth. From my two yvears of daily
work with her, T ean testify that she tended always to bring the staff together
for an effective effort. I ean only conclude that the Administrator fired Ms,
Harris and transferred me becanse he was unwilling to make the changes neces-
sary to have an effective program,

As a lawyer. T have a special concern for this event because it shows that
NASA is unwilling fo enforce the law guaranteeing equal employment oppor-
funity. The ealenlated wav in which the program was strunetured to provide an
.'|||}|r-. rance of compliance while real progress was thwarted, showed a contempt
for the law. Equal Employment Opportunity Programs are intended to bring
instice to persons who have suffered diserimination. To frustrate these programs
is an obstruetion of justice. L

T hope that this committee can find a way to influence NASA to meet its civil
rights ohligations.
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STATEMENT OF WiILLIE D. GAITHER

The Subcommittee has requested a statement from me which diseusses my
experience in NASA as an employee in the Equal Opportunity Programs Office.

Prior to accepting a position at NASA, I was employed by the Equal Employ-
ment Opportunity Commission. In March 1973, Ms. Ruth Bates Harris selected
me for the position of Complaints Coordinator for NASA. I reported for duty on
April 8, 1973. At the time I accepted the Complaints Coordinator position, I was
also being considered for the position of Equal Opporutnity Officer for NASA
Headquarters, The position is still occupied by an “acting” officer. The interview
I had for the Equal Opportunity Officer position alerted me to expect a lack of
human relations sensitivity by certain NASA management officials, (However, 1
did not realize at the time that these officials would be in positions of authority
over Equal Employment Opportunity Officers. )

I was interviewed by the Director of Headquarters Administration, and I dis-
tinctly remember two questions being asked: What is your position on bhussing
and do you date Black girls?

Ms. Harris had advised me during the time T was being recruited that the or-
gunizational loeation of the Equal Opportunity Office would soon be changed.
The change occurred approximately one week after 1 entered on duty : Dr. Me-
Connell was appointed Director of the office, Ms, Harris was named the deputy
and the office was to report to the Administrator.

In the beginning, Ms. Harris and the staff seemed pleased with the upgrad-
ing of the office. However, this attitude began to change when the style and ap-
proach to Equal Employment Opportunity by Dr. McConnell appeared to be sub-
stantially different from the actions and philosophy of Ms. Harris and some
other members of the staff.

Twao brief examples are illustrative: (1) Dr. McConnell's statement in a stafy
meeting that in effect meant NASA was not necessarily bound by Civil Rights
Laws. (2) Dr. MeConnell’s lack of understanding and refusal to communicate to
the Deputy Administrator the stafi’s position on a proposal to require that
vieaneies in Headquarters be ocenpied by field employees (if qualified) and vice
versa. The staff pointed out that the proposal had the effect of recruiting from
an all white male source. After the long and heated discussion. I attempted to
gather information relating to discriminatory recruiting so that Dr. McOnnnell
might better understand the staff’s position. I remember Mrs. Diane Graham,
Contract Compliance Specialist, saying to me that one shouldn’t have to train
one’s Director of Equal Opportunity.

Eventually, Dr. McConnel] did accept our position and a rider was placed on
the policy which said, in effect, that the policy was not to be used as an excense
for not engaging in affirmative action hiring. The rider oceurred at least a month
after the stafl meeting, but Dr. McConnell never communieated his change of
position to the staff.

In summary, Ms. Harrig seemed to represent an aggressive, grassroots ap-
proach to Hqual Employment Opportunity and Dr., MeConnell seems to represent
a management oriented approach.

Generally, T have been allowed a free hand in my primary duties relating to
complaint processing. My personal frustrations have ocenrred in two areas and
one particular incident: (1) not being allowed to travel to the fleld centers and
thereby developing a rapport with counselors and equal employment opportunity
personnel which would have lead to the development of training programs: and
(2) not being able to unse the “authority” of the Equal Opportunity Program
Office in settling complaints hefore they are submitted for investigation. T under-
stand the danger of the same office which renders the final decision on # com-
plaint becoming substantively involved in the complaint before the decision ; how-
ever, I believe the possible “good” of the approach outweighs the “bad.” Diseus-
sions on accomplishing the two items above were held at various times, but action
was not approved,

The frustrating incident oceurred on December 7 and 10, 1973, Dr, McConnell
appears to have initiated an investigation by the NASA Inspections Office tn find
out who was giving names of complainants to NAACP Legal Defense Fund per-
sonnel. Dr. McConnell was very upset. T explained that a breach of the regulatory
confidentially did not occur unless complainant had invoked the confidentiality.

On December 10, 1973 I was informed by Ms, Jo Marie DiMaggio (Head-
quarters Federal Women's Program Coordinator) that she had been told by a
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NARA Inspector that she and others (Dr. Alvin Anderson, Equal Employment
Opportunity Officer at Langley Research Center; Mr. Joseph D. Atkinson, Eqgual
Employment Opportunity Officer at Johnson Space Center and I) were to be
investigated. Later in the morning, Dr. McConnell called me and said, in effect,
that the whole incident had been blown out of proportion (Ms, DiMaggio had
indicated she was being verbally abused by her supervisor) and the investigation
was aborted. Approximately one week later I was told by a reporter from Jack
Anderson's office that Dr. McConnell told her I was the one who had suggested
the people to be investigated. Amazing! I interpret the whole affair as an attempt
to intimidate NASA Equal Employment Opportunity personnel.

I will be leaving NASA on March 15, 1973, Basie philosophical differences he-
tween me and the current management of the Equal Employment Opportanity
Program are too great., Further, 1 view the discharge of Ms. Harris and the
reassignment of Mr, Joseph Hogan, effected by the two most important men for
the Equal Employment Opportunity Program, (Dr, McConnell and Dr, Fletcher)
to be diseriminatory retaliation in violation of Section T04a of the Civil Rights
Act of 1964, Ms. Harris would not have been discharged and Mr, Hogan reas-
signed had they not written their report and submitted it to the Administrator.
As the Subecommittee knows, the report were eritical assessment of NASA's
Equal Employment Opportunity posture.

The action taken against Ms. Harris and Mr. Hogan must be viewed as an-
other nttempt to intimidate NASA Equal Employment Opportunity personnel spe-
cifically and NASA minority and female employees generally.

I hope the interest shown by the Subcommittee, and others, in NASA's Equal
Employment Opportunity posture dispells and in some way helps correct NASA's
Equal Employment Opportunity deficiencies.

My answers to the questions asked by the Director of Headquarters Admin-
istration were, for and yes. 1

WriLLie D, GAITHER.

STATEMENT oF Crype M. WEBBER, NATIONAL PRESIDENT, AMERICAN FEDERATION
OoF GOVERNMENT EMPLOYEES

650,00 Federal employées who look to the Egual Employment Opportfunity Act
f 1072 as a safeguard of thelr ri & to fair employment practices. For this
the AFGE is deeply concerned over the failure of such Government

LT as NASA to provide and implement viable equal employment programs.
As early as 1968, the AFGE National Convention resolved that we would pursne
with every resource our natio commitment to eliminate employment diserimi-
against minorities and women. Therefore, by mandate of that convention,
established its National Fair Practices Department with a full-fime
director to monitor the establishment and implementation of equal employ-
ment opportunity program in each and every agency of the Federal Government.

NASA's lack of sensitivity to the rights of minorities and of women is, con-
sequently, especially shocking to our union, We appreciate that current budgetary
cut-hucks in NASA have ereated a temporary special situation in new hirings.
We also realize that reductions-in-foree tend to work a special hardship on more
recent employees in the Federal service such as minorities and women.

Nevertheless, we note an unaccountable reluctance on the part.of NASA to
properly finance and to apply equal employment opportunity programs in its
f es nationwide for all those employees retained on its rolls. Moreover,

re concerned by allegations that NARA does not sufficiently monitor equal
employment opportunity programs in letting contracts for support services,

NASA’= reaction fo the report by Ruoth Bafes Harris, Joseph Hogan and
Samuel Lynn eriticizing NASA’s EEO policies and practices is especially dis-
tressine, Incfead of eonsideriliz that repert on its merits and reviewing the
recounnendations therein with the authors for constructive ways to overcome
any shortcomings which conld be sustained, NASA over-reacted by firing Mrs.
Harris, transferring Mr. Hogan, and orally reprimanding Mr. Lynn.

AFGE believes that this episode is typical of NASA's failure to fulfill its
respongibilities to its minority employees and women through effective EREO
programs. Moreover, unless the Congress and the Nation elea rly indicate a firm
determination to the equal employment opportunity program, we fear that the
NASA situation could serve both as a bad example and as a precedent and

The American Federation of Government Employees, AFL-C10 represenis over
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thereby have an adverse effect on the entire equal employment opportunity
program in the Federal Government. After all, the erux of EEU: uuder_ law and
under Civil Service regulations, is to provide effective affirmative action plans
and to process complaints. If Federal ageucies are permitted to obscure and
ignore the issue of equal opportunity for all workers for any reason at all,
including reductions-in-force, the entire KEO structure could stand in danger
of breaking down, and civil rights could once more be relegated to a secondary
position, where employees will be forced to suffer materially at the hands of
insensitive managers. -,

Uur union believes that NASA has taken the easy way out by raising the
issue of personalities rather than addressing the content of the Report. Cer-
tainly, a severe test of the sincerity of NASA’s motives lies in its continuing in-
zal-i]ii_\' to study the Report objectively, and to take all the steps necessary to
give EEO a higher priority in its organizational structure.

Buf the problem is not restricted to NASA. Remedial steps must also be taken
by every other agency in the Federal sector. i, ’

Following the issuance, on August 8, 1969, of Executive Order 11478, w_llu-li
barred discrimination for reasons of race, color, religion, sex, or national origin,
Federal workers gained further protection when the Equal Employment Oppor-
tunity Act of 1972 was enacted into law, The statute gave them the right to
settle discrimination disputes in the courts—a major milestone for the Federal
sector.

Congress placed the Civil Service Commission at the helm and charged it with
the responsibility of establishing EEO rules and regulations, of providing guide-
lines to the agencies, and of initiating a means of implementing and enforcing
the EEO program effectively and expeditiously.

During the two short years that have been covered by the statute, evidence
has been revealed showing that EEO policies and practices in the Federal sector
were, and are; weak and ineffective.

Because NASA over-reacted against three employees who wrote a report erit-
icizing its EEO record, that Agency has attracted national attention. But AFGE
recoguizes that NASA's record on EEO may not be much worse than that of many
other agencies and departments. They also put EEO on the back burner when
it comes to assigning funds, manpower, and priorities. This creates a mana-

gerial attitude resulting in lack of status, authority and access to decision-
taking on the part of the EEO officers and counselors and ends in line officers
and supervisors failing to understand the law and their own role in making it
work in their own agencies,

Here I should like to point out that this situation is restricted net only to
the EEO program but it exists also in sueh other important areas as employee
oceupational health and safety in the Federal Government. I believe I counld

cite parallel cases of ignorance of the employee health and safety laws and of
misunderstanding of their roles by supervisors. Consequently, I wish to stress
that the difficulties with which EEO officers and counselors are confronted are
not unique but reflect a general situation applying to all laws relating to em-
ployees rights including equal opportunities, heaith and safety, and of course,
labor-management relations incinding the negotiation and signing of contracts.
In fact, equal employment opportunity programs relate intrinsically to labor-
lmanagement relations and unions should have an active role in EEO matters,
As a matter of right. As we see it, management has an obligation to carry out
the law and unions have a right to keep secure the protection of the law for
employees. This wonld henefit all parties, providing the Government with re-
sources not now utilized, However, unless there is proper funding of positions
and until management understands that the enforcement of all laws relative
to employee rights is part of the missions of their agencies, we will find serious
shorteomings in the fair treatment of Federal employees,

The EE sitnat is the best proof of this situation that I counld cite. The
Civil Serviee¢ «'ommission has tried to administer and enforce the EEO program.
Its actions have been admittedly ineffective, largely because of lack of funding.
Although the Civil Rervice Commission set down on paper what appeared to he
viable regulations and guidelines for agencies to follow in establishing aflirma-
tive action programs, it has not met with much success, In 1973, of 120 EEO
plans submitted by Agencies to the Commission, fully 111 were returned to the
agencies for failure to meet the requirements,

It is clear from these statistics, that the CSC enidelines are not even under-
stood, let alone being observed. There thus continues to be a lack of communica-
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tion between the CSC, the agency heads, their regional directors, all the way
down to the line supervisors,

WHAT ARE THE CORNERSTONES OF A GOOD EEO PROGRAM 7

There are five cornerstones for every good program for the protection of the
rights of employees. These five cornerstones apply also to the EEO program.
They are: (1) funds; (2) human resources; (3) mission priorities; (4) man-
agerial attitudes ; and (5) union participation,

First and foremost, adequate funds must be allocated to the EEO program in
each agency. Sufficient money must be specifically earmarked in the budget of
each agency to be able to hire the human resources, in the form of highly quali-
fied EEO officials located at agency and regional headguarters and local installa-
tions, Moreover, the qualifications of these EEQ officers should be kept at a high
level by EEO training programs established and supervised by the CSC for each
agency, so that an EEO officer, assigned to a position in an agency, will under-
stand all the challenges that will be faced on the job.

As to assignments, it should be Federal policy that only those people shall be
assigned to EEO positions who are certified as having completed Civil Service
Commission operated, or approved, training courses in the equal opportunity
program and who have had a minimum period of practical experience.

Moreover, the Civil Service Commission should install a funded inspection pro-
gram under which EEO officers could be independently rated by the C8C, as to
their effectiveness in administering the program.

The Commission’s Classification Series 160 stipulates that a person holding
an office or position in EEO must have at least 3 vears of practical experience.
However, a current deflciency in the selection of EEO counselors exists in that
these persons are Federal employees performing other duties as their main as-
gignment. Moreover, because of the absence of a proper training and inspection
program, it often happeuns that inexperienced persons are selected often solely
becanse they are members of minority groups or women. We contend that inex
perience harms all programs and merely because some persons are black, or
brown, or female does not automatieally provide them with the expertise or the
molivationto implement the law and the regulations.

Under the properly funded CSC inspeetion program, deficiencies arising out of
inexperience could be easily identified. Where subservience or fear of manage-
ment is a factor, the EEO inspectors of the CSC would provide an independent
corrective mechanism,

Nevertheless, it wonld be most Inappropriate for us to consider that fallures
in the past are canse for pessimism, The very fact that this subcommitfee is
holding these hearings and exercising its oversight functions is a measure of
the nation's commitment to the BEO program. If reforms are indicated, we know
they will be undertaken. In this regard, we understand that you may be consi ider-
ing some proposals to place the Federal EEO program under the jurisdiction of
the BEO Commission. The AFGE National Executive Council has passed a
resolution supporting such a move because the existing grievance and complaint
procedure in the Federal Agencies or Departments have unfortunately lost much
of their credibility. Part of the reason for the loss of eredibility in EEO com-
plaints comes, of course, from the innate “conflict of interest” involved in the
eurrent method of processing these eases, Under current procedures, the com-
plainants often find themselves in direct :nnfrnn-'mr:n not only with their super-
visors but offen with their peers and for this reason they fear reprisals,

As examples of “conflict of interest,” T should iike to cite the following:

1. Agency BEO counselors, whose EEO responsibilities are often peripheral
to the other duties, are generally not trusted by employees with a diserimination
problem. Generally, union re prewn.nth’(m have been excluded from being coun-
selors and even from a role in selec l:u;: eounselors, The employees feel that man-
agement ERO representatives, | | " an assignment to this role on a part-
time basis, will be likely to side witl agement o as not to prejudice advance-
ment in their basie duties. Therefore, !-‘r-:lvml emnloyees often do not feel frea to
disenss their diserimination compinints with these counselors as freely and ean-
rl'-!l\ 28 is needed. - -,

. Employess are often not sufficiently apprised of their options in exercising
rhl ir rights, especially if they have to rely on the agency EEO staff, particularly
in those cases where they have no union to represent them, This means that the
employees often come i1l prepared when filing their EED r'umhl:linir-', It shonld bhe
noted that many other grievance cases in fact turn out to be basically, or origin-
ally, denials of equal employment onportunity.
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3. Obviously, managements confronted by EEQ complainants will seek to
exonerate themselves by every means available, They have at their disposal legal
stafls, paid by the taxpayers, to oppose the complainants whose only recourse is to
hire expensive outside counsel. This places the complainants at a great disadvan-
tage because their only hope for recovering legal fees incurred by them is in
winning the case from the agencies. For this reason, many complainants do not
wish to initiate charges.

These examples of “conflict of interest” indicate that management sits as ad-
visor, adverse party and judge in relation fo the employee, The EEO complaints
procedures must be corrected if we are to give the employees the same advantages
as are given to agency managers. In this way, the Government would have both
the capacity and the posture of appearing before the nation’s minorities and its
women as a guardian of their rights to equal opportunities and fair treatment.
AFGE is advocating, largely, a means to assure that the system works equitably
for all parties concerned, the employees, management, and labor unions. We be-
lieve, that to achieve this, managers must be made fully aware of the priority
which Congress has aceobded the EEO program. This can be done best of all by
Congress alloeating sufficient funds in agency appropriations to staff the REO
programs properly.

Secondly, we believe that managers should understand that the missions of
their agencies include the mission of an equal employment opportunity program,
Furthermore, they should understand that labor unions ean play an effective role
in this program because rank and file employees look upon their unions as their
spokesmen, over whom they themselves have democratic control. Consequently,
rank and file employees can be best protected in their rights through cooperation
with union officials. In fact, the day-to-day rectifications of unfair personnel prac-
tices, including denial of equal employment opportunity, is a matter of prime union
concern, both by commitment and by right under Executive Order 11491,

Third, there should be a strong remedial program to take action against em-
ployees, particularly supervisors and managers, who discriminate against other
Federal employees. All too often the only action taken against supervisors is a
reprimand or a transfer (sometimes even with a promotion) to another j:b.

Unless these corrective actions are taken, the entire EBO program in the Federal
Government may not achieve the level of accomplishment which the Congress in-
tended. Until these corrective measures are taken, the U.8. Government will not be
able to appear with integrity before the nation's minorities and women as a
responsible and effective enforcement of fair labor practices. As a directly con-
cerned party carrying out the mandates of our AFGE National Convention,
we pledge you and the Executive Branch our cooperation in every way to achieve
this integrity.

In conclusions. we wish once again to express appreciation to your subcom-
mittee for holding these hearings. We will be most pleased to submit any further
testimony your may wish to receive from us regarding specific matters which are
of interest to your subcommittee,

STATEMENT FROM FEDERALLY EMPLOYED WoMEN (FEW) CONCERNING THE
NASA EqQuAL EMPLOYMENT OPPORTUNITY PROGRAM

Reports from present and former employees of NASA fully support the evi-
dence submitted by Ruth Bates Harris on the status of the Equal Employment
Opportunity Program in that agency.

Responsibility for the EEO program is decentralized to field installations with
no control at the headquarters level. Consequently each field establishment can
do as it pleases.

In many of the Centers, staff assigned to EEO activities have neither the knowl-
edge, skill, nor commitment to make the program function effectively. As a result,
the program “is in a shambles" in several of them. In Houston and Huntsville, we
are told, the program is practically non-existent,

Further evidence of dissatisfaction with the program at the headquarters level
lies in the fact that several members of the EEO staff, other than Ms. Harris,
have left the agency of fheir own accord for other employment, alleging disgust
and frustration with NASA’'s lack of interest or coneern.

Although we have no personal knowledge of the qualifications of Harriet Jen-
kins, Ph.D., who was hired to replace Ms. Harris, we have been informed that she
has had no experience in federal service. We question the wisdom of such an ap-
pointment.
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Why was not the assignment given to a qualified employee who has had long
;"‘(-nrs of experience in personnel management matters within the organization?
T'his could have been an avenue for promotion for a deserving and capable em-
ployee. We know several who are well qualified and who have had at least 10
,:'e:lrtsa experience within the agency in areas related to equal employment oppor-
unity.

We doubt that the offer was ever made to an employee. On the other hand, we
ean readily nnderstand why an employee, knowledgeable about the program’s mis-
management, would not want it,

NASA claims to have instituted its Upward Mobility Program. Our sources
elaim nothing has been done to date in this area.

While the agency claims to have established goals and timetables, these are in
essence hiring goals and do not reflect net inereases of minorities and women. The
effort is concentrated on replacements to compensate for turnover.

We further understand that NASA was at least three months late submitting its
Affirmative Action Plan fo the Civil Service Commission, We algo learned that the
Civil Service Commission readily granted the extension of time without limita-
tion.

No serious effort has been made by the Commission to direct NASA to comply
with the law. However, this ig not unusual. We continuously receive reports from
onr members that the Commission is very lax in monitoring the program in other
agencies as well

We certainly do not fault the agency for dedication to its mission—man on the
moon, skylab, and related activities. But we are convinced that all these programs
could have been and ean in the future be conducted successfully by providing op-
portunities for the many highly qualified women and minorities who are eager
and able to be part of it.

Since its inception, NASA has contended that women could not be in the astro-
naut program. By setting arbitrary qualification requirements, such as jet flying
experience, they sucecessfully ruled ont several female applicants who were other-
wise qualified. Added to this were the Victorian attitudes concerning association
of women and men in confined areas, which further thwarted the efforts of women
to become part of the program.

In 1972 FEW conducted a government-wide study on the status of women, Nof
all agencies responded. NASA did, however, and a copy of their report is enclosed.

Please he assured of our full support in your efforts to effect compliance on the
part of NASA with the goals and objectives defined in the Equal Employment Op-
portunity Act.

Submitted by direction : FEW Executive Board.
Darsy B. FI1ELDps,

Ezreoutive Director.

REPLIES BY FEDERAL AGENCIES, FY 1972 1o FEW'S 1971 RECOMMENDATIONS FOR
IMPROVING THE FEDERAL WOMEN'S PROGRAM

Agency : Nntional Aeronautics and Space Administration
FWP Coordinator : Ms. Stephanie 8. Chaconas

1. Esfablish goals and timetables specifically for women, including minority
women. similar to those defined in the memorandum to heads of agencies by the
Chm. of the CSC dated 5/11/71.

Dec. 31, 5971 Actual to Mar. 31, 1971§
Total o .Woman Total

\ 3
wmﬁ&”é’l...... 3,607 3,074 3,519
@) ol T ¥ 11,107 1,295 11, 000

RS 10, 845 116 10, 871
GS 13-15... L S TN 1 o - o

GS 16-above. _....ann.a...
Total. ... T e = S 26,323 4, 588 26,050
Blue collar 2 (total) [ 187 2,132 29 2,06

I Full-time white collar employment by General Schedule and equivalent grades, as reported annually to CSC for publica-

tion in “‘Study of Employment of Women in the Federal Government . -
1 Although **Occupation of Federal Blue Collar Workers*' will not be published in 1971, we would appreciate any statistics

you maintain in this category.
Note: Goal for Oct. 31, 1972—No agency-wide goals established. ndividually blished by each NASA center.
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2. Report publicly and regularly on results in hiring and promotion of women
in relation to goals established by the President in his memorandum of April 21,
1971,

Dec. 31, 1971 Actual to (Mar. 31, 1971)

White collar ! Tolal

Women Total Women

BEI310, o L el B xS W © 10, 945

RSB
Above G5-18 fimisis - s s
1 PR e By el e e 11, 609 11,531

1 Full-time white collar employment by General Schedule and equivalent grades, as reported annually to CSC for publica-
tion in “Study of Employment of Women in the Federal Government."

Note: Goal for Oct. 31, 1972—No agency-wide goals established. Individually established by each NASA Center.

3. Provide full-time staff personnel for FWP in agencies exceeding 7,000 em-
ployees, and provide adequate staff support for FWP in all agencies, including
field offices. (Agencies with less than 7,000 employees should list number of man-
hours assigned to FWP during FY 1972.)

Number of full-time FWP staff 1.

Number part-time FWP employees 11 (Estimated manhours 44 per day).

4. Clarify responsibility for implementing the FWP by issuing an agency direc-
tive to all employees defining the special responsibilities of the EEO staff, the
FWP Coordinator, 'WP Committees, and the management and line supervisors.
(Please include date and identifying number of directives issued. Attach copy of
latest directive to this report.) See attachment #1. Each Center in turn writes
their own implementing directive to its employees. See attachment #2.

5. Require quarterly reports from field installations on their progress in imple-
menting the FWP. (Give date and identifying number of directives requesting
periodic reports.) Presently, our agency-wide AAP requires semi-annual aud an-
nual reports on progress. See attachment #3, pages 10 & 11. We are now in the
process of obtaining data quarterly (will be in 1973 AAP).

6. Provide a system for self-evaluation of FWP operations and for assessing
results in terms of recruitment, training, and upgrading of women at all levels.
( Describe current system.) See AAP (attachment #3). Combination of recurring
narrative and statistical data is gathered and evaluated at installation level, then
Headquarters level.

7. Assure that strong policy statements supporting the purposes of the FWIP
from the top management levels are thoroughly communicated on a repeated basis
throughout the agency. (Give dates of statements issued, and attach copy of latest
issuance to this report.) Attachment #4 is our current proposed policy statement
which will be issued shortly. Attachment #5 is an article about EEO (women)
which was distributed to all NASA employees.

8. Include FWP discussion as a regular part of all management training and
orientation programs, (List programs which regularly include FWP presenta-
tions.) FWP is a regular part of our management training programs. Formal
“entrance-on-duty” orientation sessions have been stopped due to lack of hiring.
However, literature on FWP is included in “new employee” kits when there are
some. Presently NASA is finalizing a “EEO Human Rights Seminar”, This is a
one-day seminar to be given agency-wide to all NASA supervisors. Statisties &
workbook discussion on FWP is included.

9. Review recrnitment literature and training materials to remove sex bias and
implications of sex preference. (Give examples of what has been done.) NASA
does not have any recruitment literature due to our declining workforee. All
training literatvre has been reviewed and no implication of sex preference wias
found.

10. Assure that award systems provide recognition for actions helpful in pro-
moting equal opportunity for women. (Give recent examples.) The Federal
Women's Program Coordinator received a Sustained Superior Performance
Award and $400.00. The Agency-wide Women's Program Coordinator at NASA
Headquarters was a nominee for the Federal Women's Award. (See Attachment
#6).

1. Include information on FWP activities in agency newsletters. (Attach copy
of the best newsletter illustrating this point.) On a regular basis our Centers
include information on women and their activities. (See Attachment #7).
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12. Conduct training programs for FWP Coordinators. (Title and date of
fraining programs offered in FY 1972.) March 1, 2, and 3. 1972 all NASA FwWpP
Coordinators attended an EEO Seminar in Florida. See Attachment #8 for
FWPC Workshop recommendations. Several NASA Coordinators have attended
and will attend FEW Annual and Semi-annunal conferences, SCS training courses
on EEO (Executive Seminar for Women) BP'W Workshops, Upward Mobility
Waorkshops, and the like.

13. Make clear the FWP Coordinator and staff should attend meetings of orga-
nizations with goals relating to FWP. (Give date and identifying number of diree-
tives encouraging attendance at such meetings.) Please note pages 11 and 12 and
6 of attachment #3, AAP.

i4. Assure that FWP Coordinators assigned less than full-time responsibilities
are given sufficient time to carry out their functions. (How has this been done?)
Through evaluation of program activities, See question #6. In some NASA Cen-
ters suflicient time is not given to FWP. In these Centers, changes are being
sought which will enhance program activity.

15. Issue guidelines for field FWP Coordinators—steps to be taken, useful
procedures, ete. (Give date and identifying number of directives issued in FY
1972 to FWP field coordinators.) See Attachment #9. Attachment #10 is a copy
of guidelines issued earlier than FY 1972,

16. Assure that the FWP is made visible to all employees. (Please give ex-
amples of steps taken.) Articles are published in installation and agency-wide
house organs that get all employee distribution. Memos from Center directors
and agency head are sent to employees supporting EEO, Displays of EWP activi-
ties are shown on Center bulletin hoards.

17. Insure that women are members of promotion review boards, advisory
boards, hearing panels, and are on community, interagency, and similar com-
mittees. (Give examples of such appointments in FY 1972.) A women was ap-
pointed to a Life Scientist Advisory Committee. A new “top level” EEO Council
has been developed and two NASA women appointed.

18, Insure that women candidates are given positive consideration for vacan-
cies in top levels of personnel, EEO, and training. (List such FY 1972 appoint-
ments at GS 13 or above.) As stated earlier NASA is not filling many vacancies
at any grade levels. Presently, we are seeking a Personnel Officer, GS-14 for our
Ames Research Center in California. Several women candidates have been r
ferred for consideration to this position.

19. Provide continuing career counselling to all employees and publicize its
availability. (Describe steps taken during FY 1972 in this direction.) We do not
have a formalized career counselling program. Any employee who indicates the
desire to progress or specifically requests counselling is provided the service.

20. Since training can now be provided on the basis of potential as well as for
joh-related reasons, publicize such opportunities to all employees. (Describe
action taken in 1972 to this end.) CSC Pamphlet “Training & You"” was dis-
tributed to all NASA employees. Catalogues of courses, training literature is dis-
tributed to major program offices for display. Also Training Offices make available
to employees who desire course literature. Many courses are announced in in-
stallation house-organs and bulletin boards.

21. Develop “bridge training” opportunities for low-level employees to enable
them to move into technical, professional, and administrative jobs, utilizing on the
Job training, details, and developmental assignments. (List the total number of
women participating in such opportunities in FY 1972, grade range and examples
of target jobs.) With RIF's and declining programs such as Apollo target jobs
and difficult to identify in NASA. We do have women in bridge training. See puge
55 of attachment #11. Here is a former PSC trainee who is now a Personnel
Clerk.

22. As a means of implementing EO 11478, include 159 women and minority
employees in each management training program, increasing this percentage
until it reaches a level reflecting the proportion of women and minorities in the
workforee,

(o=

Management training
program—Title
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23. Assure commitment to work toward establishing quality child eare facili-
ties for agency employees by determining the degree of employee need and inter-
est. (Action taken during FY 1972,) Several NASA Centers conducted SUrveys
on the need and interest in establishing day care facilities, To date NASA has
not established a Center.

24. Review employee benefits to determine sex bias. Initiate action to equalize
benefits for both male and female employees. (Give examples of actions taken
during FY 1972,) Generally, employee benefits in NASA are the standard Goy-
ernment benefits, Beyond this, we do have a “stress lab” (exercise equipment)
that during ¥FY 1972 was opened to women. Also NASA has a comprehensive
medical check-up program that is open to women.

25. Take positive actions to participate in the Public Service Carcers (Plan
D) (or similar programs) to assure opportunities for the employment, training,
and advancement of women at lower grade levels (OS 1-5 and equivalent). (De-
scribe actions taken in FY 1972.) NASA has 4 Centers who participate in the
PSC Program. Of 37 participants, 34 are women. We are concerned about the
proposed cancellation of PRC and therefore wrote to Department of Labor. Our
other programs, Coop., Management Intern, Summer Employment and Back-to-
School do inelude large numbers of women.

STATEMENT OF ANDREA DIANE GRAHAM

My name is Andrea Diane Graham. I worked in The Equal Opportunity Office
at NASA from October 1970 to August 1973. :

On November 2, 1973, a “Memorandum To All NASA Employees” was ciren-
lated over the signature of Dr. James C. Fletcher, Administrator. The purpose
of the memorandum was to present Dr. Fletcher's reasons for his termination
of Ms. Ruth Bates Harris. Significant among the deficiencies attributed to Ms.
Harris by this document was her unwillingness to “ ., . . know and appreciate
the broader problems of NASA in fulfilling all of its missions. . . ." This type
of charge did not originate with Dr. Flétcher's memo: it is one which I encoun-
tered on a number of occasions during my tenure at NASA. But I submit to
you that Ms. Harris was one of few people at NASA with clear knowledge and
perception of NASA's broader problems.

It seems to me that somewhere along the way, NASA lost sight of its status
as an agency of Government of the people, by the people and for the people. The
race for the moon seems to have clouded the fact that we, too, are the people.
We, Blacks, women, Americans of Spanish-speaking background and other mi-
norities, have a share in the national pride at which the space race was aimed,
National pride appears to be the only aspect of space race we've had our fair
share of.

When the U8, committed itself to a definite goal in outer space we were ill
prepared. Nevertheless, NASA exerted “affirmative action” and accomplished
its gonl—early. NASA's broad problems relate to its negleet of minorities and
women in its buildup stage. Many people, including Dr. Fleteher, have acknowl-
edged this situation. There are a few of us, however, who believe that this does
not excuse current failure—>Ms, Harris is one of those who felt a responsibility
to earry this message forward in both word and deed.

Considering that the T.S. entered the space race behind and met its zoal in
fine fashion, it is, in my opinion, unconscionable that it cannot meet goals with
respect to my segments of the population in a timely manner. It is enually rep-
rehensible, In my view, that those who strive toward the broader goals of NASA
are, at hest, chided and told to foeus on the narrower view and, at worst, termi-
nated: that a program, which at long last, directs itself toward the broader
mission, has its wings elipped.

In July, 1973, when I knew I was leaving NASA, T exchanged eorrespondence
with Dr. Fletcher and with Dr. Tow. T raised the question of whether *, . . har-
assment is the penalty for following the dictates of conscience at NA SA" T alge
stated “NASA is a very good place for white males to work: it has the potential
of being a very good place for everyone to work. Realization of that potential
is. in my opinion dependent on what happens next.”

Today. six months later, my concerns remain to be addressed.

T thank you for this opportunity.
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NATIONAL AERONAUTICS AND SPACE ADMINISTRATION,
Washington, D.C., August 13, 1973.
Ms. A, DIANE GRAHAM,
Potomae, Md.

Dear Ms, Grapasm: This is in response to your letter of July 22, 1973. T am
gorry that I was unable to meet with you personally, but George Low has dis-
cussed with me in every detail the results of his meeting with you. I am sorry
that you feel the organizational setup we now have in the Equal Opportunity
Program at NASA is not working as effectively as we had hoped it would, and 1
am particularly sorry that you are leaving NASA.

George Low and I both wish you the very best as you enter your new career
with the U.S. Commission on Civil Rights.

Sincerely,
JAMES C. FLETCHER, Administrator.

Poromac, Mbp., July 22, 1978.
Dr. James . FLETCHER,
Administrator, National Aecronautics and Space Administration, Washington,
D.C.

Dear Dr. Frercuer, In March of this year, you met with five members of
the NASA Headquarters Equal Opportunity staff. I was one of the staff mem-
bers. We all were impressed with the genuineness of your commitment to achieve-
ment of equal opportunity. We felt that you shared with us a sense of moral
obligation to work toward this goal.

At the March meeting you stated that you did not intend to do anything
which would undermine the effectiveness of the Equal Opportunity Program
at NASA. Subsequently, the equal opportunity function was reorganized and
we were cautiously hopeful that significant improvements would result. Unfor-
tunately, despite your intentions to the contrary, the equal opportunity program
has been undermined—if not dismantled—to such an extent that I ean no longer
compromise my own principles by continuing to work here. Thus, T have accepted
an offer to work at the U.S. Commission on Civil Rights. I am writing to you
because I believe that my reasons for leaving are of concern to you.

Since the reorganization took effect, nearly four months ago, there has been
considerable harassment of me and of other staff members. While not a major
factor, this has contributed to my decision and to that of numerous other staff
members to seek employment elsewhere, This element is not one on which T ecare
to expand, however, I think you should be aware of it since it has the potential
of exposing NASA to grievances and diserimination complaints. (It certainly
raises the question of whether harassment is the penalty for following the dic-
tates of conscience at NASA.)

My primary reason for leaving NASA, however, is my awareness of a major
shift in program emphasis, with publie relations activities replacing more sub-
stantial, results-oriented alternatives.

You closed our meeting in March by saying that you wonld like to have more
such meetings. My purpose in writing to you at this time is to request the oppor-
tunity to meet with you to share my firsthand observation of the problems which
current beset the Equal Opportunity program at NASA, the concern which
prompts my actions is not limited to me but is representative of the general
feeling of the rest of the staff. For this reason, I do hope you will be able to
find fime to meet with me. My last day at NASA is Augnst 10, 1973: T will be
on annual leave from July 20, 1973 through Aungust 3. T am available to meet
with you at your convenience at any other time. Thank you very much for your
attention.

Yours truly,

A. DIANE GRAHAM,

Poromac, Mbp., August 12, 1973.

Dr, GE?RGE Low,
Administrator, National Aeronaulics and Space Administration, Washington,
D.C.

DeAr Dr. Low, I want to express my sincerest appreciation to you and te
Dr. Fletcher for the fact that you met with me last week in response to my
earlier letter. Your action bespeaks, eloquently, your commitment to equal
opportunity at NASA,




When you asked how I think Dudley McConnell seces himself, with regard
to the observations I shared with you, I said I didn't know. Since our meet-
ing, I have reflected on the subject, and, in all fairness to Dudley, I am certain
he thinks that he is bringing “realism” to the program. Further, he believes
he has been prejudged and misjudged.

1 met with Dudley on Friday, August 10, 1973. Although we did not discuss
the specifics of my meeting with you, I did express my concerns to him, as
I have on several previous occasions. Notwithstanding Dudley’s self-concept,
I remain convinced of the validity of my observations. My conclusions were not
arrived at hastily or without full, fair and unemotional consideration. More is
involved than a difference in semantics. More is involved than a change of
“management style'”. The problem extends beyond staff concern over who was
not selected.

Under Dudley McConnell, the equal opportunity program lacks the dynamie,
aggressive, and creative leadegship that NASA has always been able to obtain
for other programs. Moreover,®udley has, in both word and action, emphasized
the “bare minimum’ approach. He has consistently stated his belief that NASA's
previous transgressions of the law have not hurt it and that we, therefore, cannot
expect people in the agency to respond to the law in civil rights. When a staff
member cited a few cases where the courts have ruled against a policy that
NASA was considering implementing, Dudley’s response was, in effect, “find me
a case that supports what NASA wants to do”. Program responsibility of the
staff is being undermined by emphasis on public-relations oriented tasks. For
example, over half of the budget proposed by Dudley is devoted to the EEO
exhibit, an EEO newsletter and EEO brochures. (Dudley has raised the ques-
tion of whether NASA should continue to participate in minority conventions
that do not have a “pay-off”.) Staff travel was proposed at less than was com-
mitted last year, despite the fact that the office had to defer travel in June be-
cause of fund limitations. There are other examples but neither this latter nor
my meeting with you was meant to be a comprehensive, all inelusive statement,

It was the expectation of equal opportunity staff members that the elevation
of the office would establish a channel through which the Administrator wonld
be regularly advised of the equal opportunity impact of current and proposed
practices, of fertile areas for affirmative action and of potential problems.
Unfortunately, the naming of Dudley McConnell to head the office, in my opinion,
negated the benefits of elevation. Dudley is not sensitive to the equal oppor-
tunity aspects of employment policy and action; he is close to hostile with
regard to the concerns of women. When made aware of the staff's CONCern,
Dudley has generally been unwilling to transmit this input to higher, concerned
levels in NASA.

In short, it is my belief and the belief of others in the agency, that Dudley
McConnell has neither the technical knowledge nor the selfless commitment to
tead NASA's equal opportunity effort. And it is leadership which is required.

As I stated in my previous letter, the concerns which motivated me to leave
NASA are not exclusive to me or to the equal opportunity office. I would like
to state again my suggestion that you and Dr. Fletcher meet with other mem-
bers of the equal opportunity staff and others within the agency who are affected
by the direction the program takes. ITn this latter category, I urge that you meet
with Jo Marie DiMaggio, the Federal Women's Coordinator for Headquarters.
She has interacted with Dudley in a different capacity than I and the thrust
of her responsibility has given her a somewhat different perspective. In addi-
tion, she has counseled a mumber of individuals with regard to employment
problems based on sex. I think it would be invaluable for you and Dr, Fletcher
to take advantage of her experience and expertise.

On a different but related subject, I'd like you and Dr. Fletcher to know
that the years I worked at NASA were very productive ones for me, I grew and
blossomed, both personally and professionally. In addition, I have made many
warm and beautiful friendships. So, it is not without regret, on a number of
levels, that I leave NASA. NASA is a very good place for white males to work ¢
it has the potential of being a very good place for everyone to work. Realization
of that potential is in my opinion, dependent on what happens next.

I thank you and Dr. Fletcher for your responsiveness,

Yours truly,

DIANE GRAHAM.
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ArrENDIX 2
NATIONAL AERONAUTICS AND SPACE ADMINISTRATION
REPORT ON NASA'S EQUAL EMPLOYMENT OPPORTUNITY PROGRAM—APRIL 1074

Report to the Subcommittee on HUD-Space-Science-Veterans, Committee on
Appropriations, U.S, Senate

I, INTRODUCTION AND SBUMMARY

Following is the April 1974 Report on NASA's Equal Employment Oppor-
tunity Program. The report includes all of NASA's internal and external pro-
grams that concern themselves with equal employment opportunities for civil
servants, contractors, and university rvm-:lr(-ln-u. Additionally, the report's Ap-
pendixes include six computer runs. Three of the runs give detailed breakdowns
of minority action counts—accessions, separations, prometions, downgrades,
and quality increases—for F'Y 1973, the first half of FY 1974, and the first two
months of the third quarter of Y 1974. The other three runs give a detailed
breakdown of NASA's minorifty strength distribution corresponding to the end
dates of the time periods covered by the minority action reports—June 30, 1973,
December 31, 1973, and February 28, 1974,

Since our January 11 presentation to the Subcommiftee, NASA has made sig-
nificant progress on many of the programs which we were just starting at that
time, Here is a brief review of our progress :

Goals and Timetables: In January we established goals for achieving a 6.1
permanent minority population, 80 professional minority placements, and S0
professional female placements in calendar year 1974, During the first two months
of the calendar year, we have increased our minority population from 5.5% to
5.0% and accomplished 15 minority and 14 female professional placements, This
rate of progress is an encouraging indication in light of our goals for calendar
year 1974.

Other factors which should increase our potential for retaining the present
complement of minority and female employees have also shown improvement dur-
ing this period. For example, the separation rate of minorities decreased during
this period from 6.79 to 5.69. The percentage of the total promotions and
quality step increases for minorities and females also increased during this pe-
riod. (In spite of this encouraging overall result, our separation rate for pro-
fessional women has been extraordinarily high in the past 2 months; we are
still in the process of determining the cause for this.)

Coordinated Recruitment: A coordinated ageney-wide program ig in operation.
A full-time staff at Headquarters is coordinating the activities of the Field Cen-
fers and assuring that information on candidates is shared among the Cenfers.

Upward Mobility: Each Field Centfer is implementing an Upward Mobility
Program. Upward Mobility positions have been identified and the Installations
are developing processes for competitive selection of program participants.

Cooperative Education: The NASA budget for FY 1975 ealls for expansion of
the Co-op program from the current T02 enrollees to a projected 950 enrollees.

Aerospace Fellowships: We have recently approved a program for awarding
scholarships to junior and senior year college students. In addition, the students
will be invited to spend summers working at NASA Centers to augment their
formal study. The following colleges are in the process of selecting students for
this program: New Mexico, Highlands University ; Southeastern State College,
Oklahoma ;: Morehouse College, Georgia: Spelman College, Georgia: Bennett
College, North Carolina ; Howard University, District of Columbia ; and Goucher
College, Maryland.

Additionally, we have broadened the membership of several policy making
committees to include minorities and women. In particular, we have formed an
employees’ elected committee at Headquarters to bring their views on EEO
directly to the Administrator.

Finally, and of key importance, we are bringing line management into the
planning and assessment of NASA’s EEO program. Line Managers now report
on progress against our numerical goals. We have formed an Equal Opportunity
Council consisting of Center Deputy Directors to assist in program planning and
implementation, and most importantly, to provide feedback to the professional
ERO staff.
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All of the statistieal information attached will be updated at the end of April
in order to reflect the full third quarter of FY 1974, In addition, any program
changes will be reported quarterly.

II. ExTERNAL PROGRAMS
CONTRACT COMPLIANCE PROGRAM

Sinee 1970 NASA has had responsibility for the EEO compliance of NASA
contractors operating on or near NASA Centers. Unlike some other agencies,
NASA does not have industry-wide compliance responsibilities.

The organization of NASA's Compliance Program reflects the nature of its
compliance responsibility. There is a Contract Compliance group on the EEO
staff at each installation to conduct the compliance operating for those con-
tractors on or near the installation. The only exceptions are Flight Research
Center, where the contractors are monitored by the Compliance staff at Ames
Research Center, and NASA Headguarters where the contractors are monitored
by the Compliance staff at the Goddard Space Flight Center.

NASA currently has responsibility for 260 contractors employing some 45,219
employees as of December 31, 1973, The Agency Compliance staff numbers 22 pro-
fessional positions—ineluding the Compliance Division of the Office of Equal
Opportunity Programs (OEOP). Data recently published® by the Department of
Labor show that NASA expends the most hours-per-contractor-employee of any
compliance agency. NASA also expends the most staff time per contractor review.
This is partly due to the local nature of NASA's compliance responsibility but
nevertheless indieates a desire to do thorough, effective compliance reviews—tha
heart of the compliance funetion. Exhibit I shows Contract reviews to be per-
formed by Centers during the quarter, January-March 1974

How well has NASA performed this funetion to assure participation of minor-
ities and women in the contractor work force?

Uniform and consistent statistics on the contractor work force have been
gathered since 1971. This data is summarized in Exhibit 1I. There has been a
continnous inerease in the number of minorities employed even though the over-
all work foree has decreased, Minority employment went from 11.8 percent to
15.0 percent of the total (a net increase of 763 positions) while the total number
of jobs decreased by over 6,000, There have been notable increases in minority
percentages among Officials and Managers (3.4% to 5.49%) ; Professionals (5.9%
to 8.19) ; and Technicians (10.29% to 15.5%).

The proportion of female employment increased from 15.7 percent to 19.0
percent (a net increase of 560 jobs) despite the overall decrease of 6,000 jobs.
Here, too, there were noteworthy increases among Officials and Managers, (219
to 3.99%) : Professionals, (5.59% to 8.49) ; and Technicians (8.59% to 11.6%).

The only percentage decreases took place among Unskilled Laborers for Women
and Service Workers for minorities, These are the two lowest labor eategories
and, in all eandor, we have concentrated our efforts to increase the participation
of women and minorities in the higher labor categories,

These aggregate statistics show appreciable progress but how do we judge
the performance of an individual contractor? Key to this judgment are the
numerical goals and timetables which the contractor develops and includes in
his Affrmative Action Plan.

Government-wide policy on the interpretation and implementation of numerical
goals was outlined in a policy statement by Robert Hampton, Chairman, U.S.
Civil Service Commission; Stanley Pottinger, Assistant Attorney General;
William Brown, Equal Employment Opportunity Commission ; and Philip Davis,
then Acting Director, OFCC, They stated that a goal is a numerieal objective fixed
realistically in terms of the number of vacancies expected, and the number of
qualified applicants available in the relevant job market.

To achieve aggressive goals, we encourage contractors to:

Conduet extensive recruitment drives ineluding the use of recruitment consult-
ants and advertizing in media oriented toward women and minority groups.

Offer fully competitive salaries needed to attract necessary qualified persons.

Use the full amount of flexibility within company hiring and retention policies,

Thusg, the defermination of an individual contraetor's eompliance is hased on
a judgment of his good faith efforts, The compliance staff reviews the aggressive-
ness of the goals in terms of the projected hiring and turnover rates, progression
patterns, and so forth.

1“Federal Contract Compliance Planned Program” published by DOL/OFCC Novem-
ber 9, 1973.
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In NASA, the Complinnce stafl on site at each field installation continually
monitors the contractors at that installation to assure their compliance. NASA
practice is to review each contractor at least twice a year to see that the contrac-
tor is living up to the commitments he has made. This continual surveillance is
possible because of the loeal nature of NASA's Compliance responsibility, This
practice of continnal surveillance is, as far as we know, unique in government,

To summarize, the field compliance staff monitors the contractors at their
installation, The Contract Compliance stafl of the OEOP office provides training,
ruidanece, direction, and coordination to the field staffs. For example, the field
staffs attended a four-day training seminar here in Washington this past fall.
The purpose was to bring the staff up to date on recent Office of Federal Contract
Compliance (OFCC) regulations, interpretations and data requirements, A
follow-up training seminar will be scheduled in the near future to review the
Department of Labor's recently revised data requirements and procedures for
conducting compliance reviews,

In addition to training, the Compliance Division of the OEOI issues day-to-day
gnidance and direction to the field, For instance, final determinations of compli-
ance are made in the OEOP Compliance Division after reviews of the on-site
reviews and dafa assessments are done loeally. Thus, the Compliance staff of thius
office is ultimately responsible for NASA's Compliance progress.

The yvear 1974 will see the implementation of a sgpecial affirmative action
hiring plan for Shuttle construction of facilities at the Kennedy Space Center.
Our aim is to assure the ntilization of minority employees on the construction
work force, To that end, hiring goals have been inecluded in the bid conditions
and contractors wishing to participate in the project will have to accept those
goals. The goals co far developed apply to the earth-moving portion of the con-
struetion. Our task this year will be to develop goals for the remaining, mmore
complex portions of the project.

Exmsrr 1
Contract reviews to be performed by eenters during Januwary-March quarter 197}

Goddard Space Flight Center:
Annual
Followuap

Total - __

Wallops Station :
Ananal coes
Followup

Total

Langley Research Center:
Annyia) vioinie. w0 | L

Ol L L e e R S T I T S s e
Marshall Space Flight Center and Mississippi Test Facility: Annual____
Kennedy Spaee Center:

Annual
Followup - —--_

atal o s
Lewis Research Center: Annual LA Lid Lt LU
Marshall Space Flight Center and Michoud Assembly Facility : Annual__
Johnson Space Center: Annual__
Ames Research Center: Annual

NASA Pasadena office :
Annual

Total
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Exmmir 11
SUMMARY OF CONTRACTOR WORK FORCE DATA

Dec, 31, 1971 June 30,1973  Dec, 31, 1973

Total employment IS T O W ST LI T 51,275 47,53 45,219

Employment of minorities (pen:enl)
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Technicians. .....

Sales workers_ .
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Note: Percentages shown are of the total work force in that job category.

MINORITY BUSINESS ENTERPRISE PROGRAM

The Minority Business Enterprise Program was established by Executive
Order 11458 of March 8, 1969, to coordinnte the efforts of the Federal Govern-
ment and other public and private agencies toward the establishment and de-
velopment of minority business enterprise. Its principal objective is to assist
minority-owned firms in achieving productive and economic stability in the
competitive business environment. A superseding Executive Order 11625 was
issned on October 13, 1971 to provide additional strength and stimulus to the
program. Responsibility of the Federal program has been placed with the Office
of Minority Business Enterprise (OMBE), Department of Commerce.

NASA's overall minority business program is provided for in a NASA T'ro-
curement Regulation which cites national policy and outlines the basic NASA
Minority Business Enterprise Program. The prineiple elements of the NASA
program call for: (1) the identification, development and solicitation of minor-
ity business sources; (2) the assistance of minority firms through counseling
and the awareness of prime and subeontracting opportunities: and (3) con-
tracting with minority firms through the Small Business Administration.

The principal direction of the minority business program has, to date, been
accomplished under authority ef Section 8(a) of the Small Business Act, 15
ITSC 637 (a), which permits Government agencies to contract with the Small
Business Administration, which in turn may then subeontract noncompeti-
tively with suitable minority firms. NASA, as of the end of Calendar Year
1973, has channelled in excess of $16.7 million to minority firms under the
Seetion S(a) program as follows :

Contract
Fiscal year actions Value

1L F) T e O e ehiiia ate $76, 909
N UM, O U T - ] 1 1, 399, 530

3, 222, 050

8, 514, 542

3,490, 187

A NASA Section 8(a) contracting goal of $11 million has been established for
FY 1974, This represents a 29 percent increase over the $8.5 million awarded by
NASA in FY 1973.

Though the main thrust of the program has been through Section 8(a) con-
tracting, NASA actively encourages the placement of subcontracts with minority
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firms. A contractual requirement to this effect has been established by a Pro-
curement Regulation entitled, Minority Business Enterprises Subcontracting Pro-
gram. In FY 1973 NASA’s on-site support service contractors awarded $3.2 mil-
lion to minority firms, During the first half of FY 1974, NASA contractors re-
ported $2.9 million in subcontract awards to minority firms. Additionally, in FY
1973 and the first half of FY 1974 NASA Installations placed $2,107,392 and
$299,694 respectively in direct awards to minority firms,

NASA actively participates in all Interagency Committees established to foster
and eoordinate the Government's minority business efforts. The NASA Deputy
Administrator is the NASA member of the Interagency Council for Minority
Business Enterprise. At the field level, NASA Centers participate in the aetivi-
ties of the Minority Business Opportunity Committees (MBOC) to provide re-
gional program coordination. A Small Business-Minority Business Specialist as-
signed to each Center is the NASA member of the local MBOC.

RESEARCH PROGRAM AT UNIVERSITIES WITH PREDOMINANTLY MINORITY ENROLLMENTS

Within the university community, NASA initially confined its sponsorship of
research projects to graduate schools so that the research could benefit from the
advanced level of academic achievement as well as contribute to the interests,
activities, and capabilities of the institutions, Recognizing that this policy tended
to bar most of the institutions with predominantly minority enrollments from
participating because they lacked graduate departments, NASA, in 1969, began
an effort to involve these colleges and universities in our research.

This initial researeh program with minority colleges and universities has
proven highly snecessful, both in terms of quality research contributions to the
aerospace program and in terms of providing challenging research tasks to sup-
plement the teaching functions of the institutions involved. Based upon these
demonstrated values, NASA broadened this program and set a goal for ex-
pending a larger proportion of its research project money for funding research
proposals from colleges and universities having predominantly minority en-
rollments,

Research awards under this program are restricted to colleges and universities
having predominantly minority enrollments and offering baccalaureate or higher
degrees. The research must be relevant to NASA's mission, contribute to the
solution of problems of concern to the Agency, and be of elearly discernible
merit.

The nature of NASA's mission is such that it is expected that most of the
research to be supported under this program will he scientifie or technical in
character. A small number of projects may be funded for relevant studies of
related problems, such as those in the public administration area,

The following chart shows our steady growth in this program :

Number of
Obligations universities

Fiscal year

$358, 000
649, 000
829, 000
897, 000

1, 378, 000

666, 000

IIT. TXTERNAL PROGRAMS
GOALS AND TIMETABLES FOR CY 1074

NASA has committed itself to:
Achieve at least 6.19% minority employment
Place at least 80 minorities in professional positions
Place at least 80 women in professional positions.

The achievement of these minority and female hiring goals will eall for 20%
each of expected professional and non-professional hires to be minority and 209
of the professional placements to be women. This should be compared with
NASA's hiring performance in FY 1972 when 7% of the professional hires were
minority and 10% of the professional hires were women. Thus the zoals for CY
1974 will require dramatically increased efforts all across NASA
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Progress through February is shown below :

Actual,

Feb. 28, 1974

"~ Fiscal year
1973

performance

Minority professional ..

Women professional

Minority nonprofessional

28
40
143

The following chart breaks out the full-time permanent eivil service workforce
in absolute numbers and percentages :

by minorities and females

Dec. 31, 1973

Number Percent

" Feb. 28, 1974

Number Percent

Professionai
Total Agency

Nenprofessional :

Total Agency._.......

Minorities
Female

100.0

15, 461

596
847

10, 070

830
3,465

Total:
Total Agency.......

g R S
Femsle..........

COUNSELING AND DISCRIMINATION COMPLAINT ADJUDICATION

NASA has a total of 86 counselors: 55 males and 31 females, The percent of
female counselors (369, ) is higher than the female representation in the work-
force, A race and sex breakout of counselors follows :

Male
Black -
Caucasian PRELANY i oy S e
Spanish-Surnamed —_________ 7 Spanish-Surnamed
Oriental 4 Oriental
Indian 1

Female

During CY 1973, there were 222 pre-complaint counseling sessions involving 210
complaints NASA-wide. Table 1 shows a breakdown of these complaints by
Centers along with the reason for the complaint, One hundred and seven of the
complaints, or 489 were resolved as a result of counseling sessions. This per-
centage is slightly better than the government-wide figure of 45.19.

Thirty-five complaints reached the formal complaint stage during 1973. These
are broken down by Center and by reason in Table 2. The status of formal com-
plaints decided and those still in process is shown in Table 3.

TABLE 1.—SUMMARY OF NASA PRECOMPLAINT COUNSELING ACTIVITY. CALENDAR YEAR 1973

Percentage
of total
complaints
resolved

Complaint based on
— Number of

complaints
resolved

National

Installation Race  Religion Sex  Color origin ~ Total

SSBE2E

DO Wa NN
oo Oooooo

L

222

an
o
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TABLE 2.—NASA-WIDE SUMMARY OF FORMAL COMPLAINTS OF DISCRIMINATION, CALENDAR YEAR 1973

Complaint based on—

National
Installation X Religion Color origin

! Alleged sex a'u‘I race (1)
I 3 complainants.
3 2 complainanis.
4 3 complainants.
£ 2 cumplainants.
4 10 complainants (4 complainants represents 11 complaints).
T Includes 2 male complaints.
¥ Includes 2 complaints by 1 Caucasian.
¢ Complaints.
W Complainants.

TABLE 3
REVIEW OF ACTION ON COMPLAINTS,

A. Number of complaints closed :

1. Cause found

2. No cause found s S ey

3. Withdrawn before final agency action t(-nmi-ldmt»« were re wl\ml FA2

4, Rejected (untimely ; not covered by Title VII; similar charge be-

fore BAR*) ey

B. Number of (nmplmms presently ht‘fu[t_‘ BAR
C. Number of complaints in district covrt. - ccocao oo Lo
D). Number and status of active complaints (not Nllllldlll" H :uul Q) sl

1. In investigate stage

2, In adjustment stage___

3. In hearing stage.__

4, In decision stage

*Bureau of Appeals and Review

COOPERATIVE EDUCATION (CO-0OP) PROGRAM

Under this program, students alternate semesters studying at schiool and work-
ing at a NASA installation. The work experience augments their formal study.
The Co-op Program has, for a long time, been a prime source of highly qualified
employment candidates for NASA. We see the program as helping to increase
the flow of minorities and women into technical fields where there is a current
scarcity. Thus, NASA has sought to inerease minority and female participation
in the program. Our enrollment statistics have been as follows:

|In percent]

June 1974
June 1972 (projected)

Minorities. ... S e S S e : : 2 24,
T R e e L e WL e e L 16.9

We have increased the number of predominantly minority schools participating
in the program from 16 in 1971 to 44 in 1973.
The overall size of the program is increasing

Enrollment :
Fiscal year 1973
Fiseal year 1974 (projected)
Fiscal year 1975 (projected)
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COORDINATED RECRUITMENT

The Office of Personnel has developed and is implementing an Agency-wide
recruitment program specifically aimed at identification and reeruitment of
minority and female candidates for professional positions in NASA. A full-time
staff’ in Headguarters is coordinating this effort. Six Field Centers have recruit-
ing responsibilities. Teams of recruiters, including minority and female em-
ployees, will soon be involved in contracting potential candidates, counseling
them in Government hiring procedures, assisting them to take the steps necessary
to establish eligibility, and, of course, encouraging the candidates to join NABA,

IDENTIFICATION OF WOMEN AND MINORITIES FOR MANAGEMENT DEVELOPMENT

A special effort is underway to identify persons for management development
training. Listings of female and minority employees will be maintained by our
Management Development Edueation Panel. The Panel and the Office of Equal
Opportunity Programs will identify training programs and opportunities for such
persons. The Management Development Education Panel recently nominated two
women and a minority for special management training. They were:

Ann Bradley (Hdqrs) for the Woodrow Wilson Fellowship in Public
Administration at Princeton University.

Lois Robertson (MSFC) for the Education for Public Management Fellow-
ship at a major university.

James W, Morrison, Jr. (Hdqrs) for the Programs for Management Develop-
ment at Harvard University for the Spring of 1975.

UPWARD MOBILITY PROGRAM

In addition to recruitment from outside, we also seek to move current
employees to higher positions in NASA. NASA has received Civil Service Com-
mission approval of three specifie programs—specialty Training for Entry
Professionals (STEP), Growth Opportunities (GO) : and CROSSOVER. These
programs will allow persons to move out of dead-ended jobs and enter other jobs
which have opportunities for career development. Commission approval allows
NASA to waive certain experience criteria. The STEP and GO programs have
been conducted at NASA Headquarters. During CY 1973, about 8% of Head-
quarters professional positions were filled through Upward Mobility. The Af-
firmative Action Plans of all onr Field Installations call for implementing
combinations of the programs during 1974, The Installations have identified
Upward Maobility positions and are developing competitive processes for selecting
program participants.

NATIONAL AEROSPACE FELLOWSHIP PROGRAM

The aim here is to enconrage minority and female students to undertake aero-
space careers. NASA will award 20 scholarships of $2,500 per year to Junior and
Senior college students. The students will be invited to spend summers working
at a NASA laboratory to augment their academic training. This program was
just recently approved and we are now working out arrangements with several
universities. It is expected that candidates will be identified by early May.

THE NASA EQUAL OPPORTUNITY COUNCIL

In order to further involve line management in EEO program planning and
just as importantly, to get top management feedback, we have formed an Agency
Equal Opportunity Council. The Couneil consists of the Deputy Center Directors,
the Agency Federal Women's Program Coordinator, four non-supervisory em-
ployee representatives and the Assistant Administrator for Equal Opportunity
Programs, The Director of Personnel serves as advisor.

The first Council meeting was held March 21 and 22, 1974, at which obstacles
fo successful recruitment were identified. Several solutions were proposed and
Center Directors were charged with researching and implementing proposed
solutions. This Council will. meet frequently enough to participate in guiding
the thrust of the Equal Opportunity Programs to meet NASA’s goals,

TECHNOLOGY TRANSFER SEMINAR

NASA's aim in presenting the Technology Transfer Seminar is as follows:
NASA has had a technology transfer program for about fen years to help aero-




space technology find useful applications in the national economy, There is,
however, a need to devote more attention in the program toward minority busi-
nesses, Thus, we have developed an arrangement with the Office of Minority
Business Enterprise (OMBE) of the Department of Commerce, Under this ar-
rangement, NASA (and hopefully other government agencies) will display tech-
nology developed in various mission programs, and present methods such as
patent waivers, licenses, and so forth by which businesses ean gain access to that
technology. OMBE will then explain its resources for assisting in finaneing,
market studies, and other product development areas, Our joint aim is to assist
minority businesses to make the transition from providing services to manufac-
turing marketable products. This Seminar will be held in the Washington area
in early June.

BROADENING POLICY BOARDS AND COMMITTEES
We have broadened the composition of several key committees and hoards :

The Personnel Management Review Committee, n high level NASA-wide
council which reports to the Deputy Administrator on personnel problems,
now ineludes a minority and a woman :

The Management Development Edueation Panel, which reecommends nomi-
nees to the Administrator as candidates for long-term executive development
fellowships, now includes three employee members. The total panel includes
two women and two minorities;

The Incentive Awards Board will include the Federal Women's Program
Coordinator and the Assistant Administration for Equal Opportunity Pro-
grams. In addition, a Headquarters Awards Board is being formed which
includes employee representatives (including minorities and women )

HEADQUARTERS EMPLOYEES EQUAL EMPLOYMENT OPPORTUNITY ADVISORY GROUP

A Headquarters Employees Equal Employment Opportunity (EEO) Advisory
Group was constituted on March 22, 1974, at an informal installation Ceremony
conducted by Dr. James C. Fletcher, Administrator, The objectives and respon-
sibilities of the Advisory Group are to:

a. Ascertain the concerns and views of Headquarters employees on EEO
matters and bring such concerns and views to the attention of the Adminis-
frator and other levels of NASA Headgquarters management.

b. Serve as an advisory group to the Headquarters Management EEO Com-
mittee in the development, implementation, and overview of the Headquarters
EEO Affirmative Action Plan.

¢. Assure consideration of the views of women and minorities in carrying
ont objectives a and b, ahove,

Upon the departure of Ms. Ruth Bates Harris last fall, some 70 employees
signed a petition addressed to Dr. Fletcher expressing concern about the status
of future EEO programs in NASA. Dr. Fletcher asked that a representative
group of these employees meet with him in person to diseunss their concerns.
A meeting was held on November 5, 1973, and the group diseussed with Dr,
Fletcher several recommendations to improve NASA's EEO program. The meoct-
ing was of benefit to all parties coneerned, and Dr. Fletcher endorsed the recom-
mendation that an established council or group of employees, including women
and minorities, meet with him at least semiannnally to discuss employees’ views
and concerns about EEO,

An approprinte management issuance was published on February 25, 1974, to
establish the Advisory Group and set forth its objeetives, membershi
procedures. The management issuance prescribed a nomination and election
process and provided for three Advisory Group members from each of the
following four groups: (1) minority female, (2) minority male, (3) nonminority
female, and (4) nonminority male.

Nominations for members to serve on the Advisory Group were solicited from
all employees during the week of March 4. Based on majority vote, 24 nominees
were selected—six from each of the four groups mentioned above. Ballots with
photographs of the nominees were distributed to employees on March 11. The
results of the returns of 894 ballots, or about 6097 of the eligible employee voters,
were announced to all employees on March 15, 1974, The Group will be meeting
at least monthly.




233

AFFIBMATIVE ACTION PROGRAM WORKS Hop

A proposal fo conduct an Affirmative Action Program Workshop to further
train EEO and personnel employees in the development and implementation of
Affirmative Action Plans was presented to the March meeting of the NASA Hqual
Opportunity Council. The Council decided to postpone the workshop in order to
concentrate on monitoring and developing better means of evaluating this year's
Affirmative Action Plans. The workshop will be considered again at a summer
meeting.

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION

REPORT ON NASA'S EQUAL EMPLOYMENT OPPORTUNITY PROGRAM
I. EXTERNAL PROGRAMS
TECHNOLOGY TRANSFER SEMINAR

In an effort to facilitate the development of a successful minority business
community, the Office of Minority Business Enterprise of the Department of
Commerce is joining with the National Aeronautics and Space Administration
in conducting a series of Technology Transfer Seminars across the country for
the minority industrial community. NASA is presently identifying commercially
viable technologies that offer the highest development and marketing potential.

The Pilot Technology Transfer Seminar was conducted in Washington, D.C.
on June 4th and 5th, 1974. Invited participants included minority businesses,
minority manufacturers, related service companies, national minority assoeciations
and organizations, minority consulting firms, and minority colleges and
universities.

The objectives of the Technology Transfer Seminar were :

1. To provide information on selected innovations that characterize the many
new NASA technology items which may be of particular interest to minority
manufacturers and related service companies.

2. To describe how minority firms may gain access to NASA technology and
how they may acquire technical assistance through the NASA Technology Utili-
zation (TU) Program.

4. To describe NASA patent regulations and procedures by which NASA
receives and evalnates solicited and unsolicited proposals.

The NASA Technology Utilization Program objectives are to:

1. Increase the return on the national investment in aerospace research and
development by encouraging additional uses of the knowledge gained in those
ograms,

l 2. Shorten the time gap between the discovery of new knowledge and its effective
use in the marketplace.

3. Aid the movement of new knowledze across industrial, disciplinary and
regional boundaries.

4. Contribute to the knowledge of better means of transferring new knowledge
from its points of origin to its points of potential use.

The principal thrust of NASA's TU Program is ensuring that new aerospace
technology is brought to the attention of the industrial community. The pilot
Technology Transfer Seminar was an effort to bring NASA technology specifically
to the attention of minority businesses. The Pilot Seminar was managed by
Evaluation Technologies, Inc., a minority business, in the Nation's Capital.

RESULTS OF PILOT SEMINAR

The pilot seminor provided an oececasion for minority businessmen and Govern-
ment and majority firms to meet and exchange ideas. Registration totaled 96 and
included minority manufacturers and service companies, minority consulting
firms, minority colleages or universities, and minority associations and orzaniza-
tions, including OMBE-funded organizations.

Speakers at the seminor representing NASA were Dr. Dudley G. McConnell,
Assistant Administrator for Equal Opportunity Programs, and Mr. George J.
Vecchietti, Assistant Administrator for Procurement. OMBE was represented by
its Director, Alex Armendaris. Congressman Parren Mitchell addressed the open-
ing session on Tuesday ; the luncheon speaker was Mr. Barry Johnson, past Chair-
man of the Board of Directors of the National Association of Black Manufacturers
(NABM). Wednesday’s luncheon featured Rick Bela, General Counsel of the
Latin American Manufacturers Assoeiation.
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Si{afl and resources people for the workshops were drawn from NASA, hoth its
Headquarters and its other facilities around the country, as well as from OMBE's
Headquarters and regional offices. Additional support was provided by representa-
tives from Rockwell International, Sears, and Martin-Marietta. Chairman of the
seminar was Harrison Allen, Jr., Technology Utilization Engineer from NASA'S
Lewis Research Center in Cleveland, Ohio.

The scheduled activities were highly successful, according to the evaluation
performed. The unscheduled activities—informal conversations, small confer-
ences called as a result of participant interest and/or need, subsequent appoint-
ments set np—were equally successful, according to informal observations made
by those involved in conducting the seminar. OMBE made a significant contribu-
tion to the seminar by arranging for the participation of industry representatives.

The accomplishment of purposeful meetings between individual minority busi-
nessmen and NASA staff and industry representatives did achieve the stated
goals of the seminar participants. The seminar was, in the best sense, an oc-
casion for NASA to demonstrate that minority business can “Look to Us.”

CONTRACTOR COMPLIANCE REVIEWS PERFORMED DURING APRIL-JUNE 1974

Type of review

Postaward Followup

Preaward

June

Center May June  April May June  April May

T D Sl 4 D el
Goddard .. - ..-.....-2

Kennedy.... ....-.

Johnson.......

Marshall .. ...

NASA Pasadena.

D P e et o 3

w

7 LD

NATIONAL AEROSPACE FELLOWSHIP PROGRAM

NASA initiated the National Aerospace Fellowship Program, a pilot project,
to encourage women and members of minority groups to seek careers in engineer-
ing and certain scientific fields and to seek employment with NASA.

On April 15, 1974, arrangements were completed with seven colleges and
universities to award 20 aerospace fellowships to students in their junior or
senior vear who are in the top third of their class and who have shown a
potential for space related science or engineering. Each student receives I
for the academic year to cover tuition, fees, books, supplies and other education
related costs,

Participating are:

g Numbler of

School Fellowships
Bennett College, Greensboro, N.C. (predominantly black female) _.
Goucher College, Towson, Maryland (predominantly white female) .
Howard University, Washington, D.C. (predominauntly black coed)
Morehouse College, Atlanta, Ga. (predominantly black male) . ___
New Mexico Highlands Univ,, I Vegas, N.M. (predominantly Spanish-

speaking coed)

Southeastern State College of Oklahoma, Durant, Okla, (predominantly
~ American Indian €0€d) oo
Spelman College, Atlanta, Georgia (predominantly black female)

During the summer, students work at NASA Centers of their choice where
they are paid the prevailing rate for Federal summer interns,
Summer work assignments are:
Ames Research Center, California—Total 5
4 students from New Mexico Highlands University
1 student from Bennett College
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Goddard Space Flight Center, Maryland—Total 9
1 student from Bennett College
2 students from Goucher College

4 students from Howard University

1 student from Morehouse College

1 student from Spelman College

Johnson Space Center, Texas—Total }

4 students from Southeastern State College of Oklahoma
Langley Research Center, Virginia—Total 2

1 student from Morehouse College

1 student from Spelman College

Sewx and Ethnic Background of the Studenis:

American Spanish-
Indian speaking White

5
5

RESEARCH PROGRAM AT UNIVERSITIES HAVING PREDOMINANTLY MINORITY

ENROLLMENTS

Through its field centers, NASA is involved in a wide range of research ac-
tivities pertaining to its specific mission in science and application. In addition
to research conducted in-house at the NASA centers, a broad spectrum of re-
search is sponsored at colleges and universities. Below is the current Isting of
minority universities and colleges which have received NASA grants to conduct

research of mutnal interest to them and the respective NASA centers :

Ames Rescarch Center, California
Bishop College
Clark College
Howard University
Talladega College
Xavier University

Goddard Space Flight Center, Maryland
Aleorn State University
Bowie State Colleze
Coppin State College
D.C. Teachers College
Delaware State College
Federal City College
Howard University
Lincoln University
Morgan State College
North Carolina A&T State University
University of Maryland, Eastern Shore
Washington Technical Institute

Jet Propulsion Laborataory, California
Florida A&M University
North Carolina A&T State University
Pan American University
Southern University

Johnson Space Center, Teras
Grambling College
Jackson State College
Pan American University
Prairie View A&M University
Southern University
Texas Southern University
Tuskegee Institute
University of Arkansas, Pine Bluff
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Kennedy Space Center, Florida
Bethune Cookman College
Florida A&M University
Kentucky State University
Southern State College

Langley Research Center, Virginia
Bennett (College
Hampton Institute
Norfolk State College
North Carolina A&T State Universily
Shaw University
Virginia State College

Lewis Rescarch Center, Ohio
Central State University
Chicago State University
Jackson State College
Tennessee State University

Marshall Space Flight Center, Alabama
Alabama A&M University
Aleorn State University
Atlanta University
Benedict College
Dillard University
Fisk University
Grambling College
Jackson State College
Kentucky State University
Mississippi Valley State College
Morehouse College
Oakwood College
Paine College
South Carolina State College
Southern University
Southern University, New Orleans
Talludega College
Tuskegee Institute
Xavier University
Wallops Flight Center, Vifginia
D.C. Teachers College
Hampton Institute
University of Maryland, Eastern Shore
NASA obligations to minority schools for the first ten months of Fiscal Year
1974 were $1,397,000.

SUMMER INSTITUTE 1IN COMPUTER APPLICATIONS

The fifth Summer Institute in Computer Applications began on June 10, 1974,
The ten-week program is being conducted by Bowie State College and NASA's
Goddard Space Flight Center, The institute involves 16 st ndents, selected jointly
by Bowie State College and Goddard from eleven participating schools (Federal
City College, D.C. Teachers College, Howard University, Bowie State College,
Coppin State College, Morgan State College, Cheyney State College, Lincoln Uni-
versity, Delaware State College, University of Maryland—Eastern Shore, and
Washington Technical Institute),

The students receive $100 per week, tuition fees, and costs of transportation to
Goddard from their respective schools and return. The computer course is pro-
vided by Goddard staff and occupies the first three weeks of the Institute. The
course covers concepts of computer utilization, Fortran programming, and basic
job contrel language. Once this training is completed, the students are assigned
(in teams of two) to a Goddard advisor. Each team is assigned a specific problem
which is real, achievable of solution, and of importance to NASA. The students
participate in seminars at Goddard and visit other computer centers and govern-
ment agencies in the Washington area.

The Institute provides the students an opportunity to accelerate academic
experience, summer work experience and an opportunity to gain four college
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credit hours. Dr. Carl Kirksey of Bowie State College is the Program Director
and Mr. Hans Bremer, Head of Goddard's Computer Management Section is the
Chairman of the Ad Hoe Committee for the Institute.

Sex and ethnie breakout of the students :

White

Female
Male

BUMMER FACULTY FELLOWSHIP PROGRAM

Nine facully members from minority colleges and universities in Delaware, the
District of Columbia and Maryland are participating at the Goddard Space
Flight Center in the fourth summer research program jointly sponsored by NASA
and Morgan State College. The ten-week program which began on June 3, allows
the faculty members to work on current research problems under technical di-
rection of the Goddard staff, The objectives of the program are to further the
professional knowledge of faculty members, fo make use of the research and
edueational opportunities at Goddard, to stimulate an exchange of ideas between
participants and NASA, and to enrich and refresh the research and teaching
activities of the participants’ institutions.

The research prospects range from management studies to highly technieal
investigations, All projects are of mutual interest to Goddard and the faculty
members, The Program Director is Dr. Nathaniel Proctor of Morgan State Col-
lege. Mr. James Mundy, Goddard Equal Opportunity Officer is NASA Co-director
for the program.

I'articipating faculty members are :

Ms. Valerie Bush, Delaware State College

Dr, Clarence Carter, D.C. Teachers College

Dr. Donglas Couneil, Bowie State College

Dr. Herbert Farkas, University of Maryland—Rastern Shore
Dr. Patrick MeDermott, Coppin State College

Mr. Andres Nelson, Jr., Washington Technical Institute

Dr. Sylvan Pinsky, Coppin State College

Mr. Henry Whitaker, Jr,, Morgan State College

Mr. Donald Williamson, Morgan State College,

SUMMER INSTITUTE IN BIOMEDICAL ENGINEERING

Howard University has been awarded a F37,000 NASA grant in support of the
third Summer Institute in Biomedical Engineering, The Institute, a nine-week
program which began June 3, is a joint effort of Howard University and NASA's
Goddard Space Flight Center.

The Institute addresses itself to pressing medieal problems in the delivery of
health eare. Participants inelude medical doctors from Howard University's
Center for Health Sciences, and from the Children's Hospital of Washington :
technical advisors from Goddard Space Flight Center; and eight biomedieally
oriented engineering students representing seven different Universities: Brown
University, Case Western Reserve University, Cornell University, Howard Uni-
versity. Rice University, Tougaloo College, and University of Pennsylvania,

Dr. Eugene M. DeLoatch, Associate Professor of Biomedical Engineering,
School of Engineering, Howard University, is the program director, Student
participants are working in teams of two.

Darwyn Parker of Arlington, Virginia. a senior at Brown University, works
with Benico Barzilai of Chicago. Barzilai is a May graduate of Case-Western
Reserve University. They concentrate on a problem in the clinical drainage of
mucous experienced by cystic fibrosis patients. Advising them is Dr. Lmeas Kul-
czycki of Children’s Hospital. David R. Richell of Maryland. a senior at Cornell
University. teams with Jeffrey C. Mazique of Washington. D.C.. a Mav graduate
of Brown University. The pair worked on dosimetry, as it is related to eancer
of the cervix, Their advisors are Dr. V, Henschke and Dr. D. Mahan, Department
of Radiotherapy, College of Medicine, Howard University.

A Howard University senior, Michelle D. Hoyte of Washington. D.C. and Maif
Christiano of Fall River, Massachusetts, a senior at Rice University, are trying
to develop a weight detection scheme for criticaly ill neonates and infants who

44-377—75 16
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COUNBELING ANXD DISCRIMINATION COMPLAINT ADJUDICATION

NASA has a total of 81 counselors: 52 males and 29 females. The percentage
of female counselors (35%) is higher than the female representation in the
work force. A race and sex breakout of counselors follows:

Male Female
BIAGK Sl e il 0 BNk O T S e N 10
CARuckElian oo S ol 20 Caucasian 15
Spanish-surnamed ____ 7 Spanish-surnamed 3
ORienthl oot D OMentel e 1
American Indian__.______________ 0 American Indian___ .. ___.____ 0

During the first six months of CY 1974, there were 163 pre-complaint counseling
sesgions NASA-wide, Table 1 shows a breakdown of these complaints by Centers
along with the reason for the complaint. Forty-three of the complaints, or 269,
were resolved as a result of counseling sessions,

Twenty-seven complaints reached the formal complaint stage during this six
month period. These are broken down by Center and by reason in Table 2, Com-
parative statistics on CY 73 and CY 74 complaints are shown in Table 3.

TABLE 1.—SUMMARY OF NASA PRECOMPLAINT COUNSELING ACTIVITY, CALENDAR YEAR 1974

Per

Complaint based on— Number centage

- - e of com- of com-

Color National plaints plaints
Installation raca  Religion Sex origin Age Total resolved  resolved
10 17 7 41

o 17 2 12

y 4= s i sn 0

5 18 6 33

13 43 17 40
= 4 0 0

Des 25 0 0
8= 9 3 33

- S 23 8 35

47 4 9% 814 % 163 43 26

1 One complaint under 2 allegations (counted as 34 value each allegation).

TABLE 2.—NASA-WIDE SUMMARY OF FORMAL COMPLAINTS OF DISCRIMINATION FILED JAN. 1-JUNE 30, 1974

Complaint based on—

National
Installation Age Sex Religion Race/color origin Total

' Does not include 1 third-party allegation
25 complaint filed under 2 allegations (counted as !/; value each allegation).
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TABLE 3.-—COMPARATIVE STATISTICS ON DISCRIMINATION COMPLAINTS

Dece, 31,
1973

Number of active complaints. .. ____.__._..._._.._.

Acceptance stage. ...
Under investigation__
Adjustment

Hearing stage_..
Awaiting decision. - ceeeeicoeeeenanan.

Withdrawals.
Rejection. . oo s
District court without decision.__._____

W owuawi

Number of complaints filed......

(7}

Biograrpny oF Dr. DUbLEY G. McCONNELL, ASSISTANT ADMINISTRATOR
FOR EQUAL OPPORTUNITY PROGRAMS

Dr. MeConnell was born in New York City where he received his publie school
education and a B.S. degree in Mechanieal Engineering from the City College
of New York. He participated in the Army ROTC, served at the Aberdeen Prov-
ing Ground and left the service as a Captain.

Dr. McConnell joined NASA in October 1957 as an Aeronautical Research Engi-
neer at the Lewis Research Center, Cleveland, Ohio, where he specialized in
aerodynamics and thermodynamics., While there he earned a Master of Science
degree in 1959 from Case Western University aud a Doctor of Philosophy degree
from that University in 1904,

During his 12 years at the NASA Lewis Research Center, Dr. MeConnell was
active in a number of human rights activities. He was a member of the Cleve-
land Congress of Racial Equality ; participated in programs of Fair Housing, Inc.
to effect integrated housing in the Cleveland area: was a counsellor to the Senior
Teen Group of the Emmanual Episcopal Church in the Hough area of Cleveland ;
served as a teacher-counsellor to Junior High Sunday School groups; served as
Director of Publicity and later President of the Heights Citizens for Human
Rights organization; wrote, produced and divected a theatrical montage de-
picting the struggle of Blacks for independence around the world : participated
in the formation of a eancus of Black employees at the Lewis Center: and in
1965 developed and initinted the Cleveland “Buy-Black Campaign” in 1968 which
published the first listing of Cleveland Black tradesmen, businessmen and
retailers.

In 1969, Dr. McConnell received the Outstanding Young Man Award from the
Junior Chamber of Commerce, Cleveland, Ohio, and in that same vear received
on behalf of the Heights Citizens for Human Rights Organization the Isaiah
Award of the American Jewish Committee for its achievements in fostering
understanding and respeet among races and religions.

In September 1969, Dr. McConnell was assigned fo NASA Headquarters as
Assistant Executive Secretary in the Office of the Administrator. In that position
he participated in several agency-wide policy studies. On July 21, 1971, he was
appointed to the position of Director of NASA's Scientific and Technical Tnforma-
tion Office, responsible for the overall management and administration of this
major Headguarters program.

Dr. MeConnell was appointed to the position of Assistant Administrator for
Equal Opportunity Programs on April 16, 1973. Reporting directly to the Ad-
ministrator, he is responsible for NASA's internal Equal Opportunity Program
as well as the Contractor Compliance Program,
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B1oGraPHY oF Di. HArrierr G. Woop JENKINS, DEPUTY ASSISTANT
ADMINISTRATOR FOR EQUAL OrPPORTUNITY PROGRAMS

Dr. Harriett Jenkins received her B.A. degree in mathematics from Fisk
University, Nashville, Tennessee, her M.A. degree in education from the Uni-
versity of California, Berkeley, and began her career as an elementary school
teacher in Berkeley. She was elevated to an elementary school Vice Prineipal
and later beeame a Principal. During this time she served on a community
committee that planned the successful desegregation of Berkeley schools.

Working her way up in the Berkeley school system, she served as Director
of Elementary Education from 1964-1971. Besides supervising the Early Child-
hood Education Program and the implementation of all instruetional programs
at the elementary level, Dr. Jenkins was part of the Superintendent’s central
cabinet staff which implemented Berkeley's desegregation of its junior high
and elementary schools, Berkeley was the first city in the nation with a sizeable
minority population to desegregate its elementary schools with two-way busing,

During the summer of 1971 Dr, Jenking was part of a University of California
team of instructors called the Urban Task Force, which prepared student teacher
interns to teach in urban school systems. In 1971 she was appointed Assistant
Superintendent for Instruction, in which capacity she supervized and evaluated
all principals in the district and administered 22 alternative modes of edueation
for approximately 4000 students.

In 1973 Dr. Jenking received a Doctor of Education degree from the University
of California at Berkeley in Educational Administration. Among other activities,
Dr. Jenkins served as Co-trainer at the National Training and Development
Seminars for state and loeal government employees, and as a forum member of
the 1970 President’s White House Conference on Children. Before coming to
NASA she was a Consultant to the Response to Educational Needs Project of
the Distriet of Columbia Publie Schools, Anacostia Division.

THE NASA EQUAL OPPORTUNITY COUNCIL

The NASA Equal Opportunity Couneil met for the second time on June 3,
1974, Tt was agreed that the role of the Council was to: identify positive actions
that should be taken: to review the progress of NASA's EO program; to imple-
ment programs within their anthority; to inform Center line management ; and
to advise the Deputy Administrator and the Administrator on agency-wide
programs,

The Couneil is considering means for NASA to encourage students to enter the
engineering field.

The next meeting of the Council will center on the development of Affirmative
Action Plans for FY 76. The meeting will be held in the Fall,

NATIONAL ACADEMY OF PUBLIC ADMINISTRATION PANEL

The National Academy of Public Administration (NAPA) has been contracted
to conduet a study of equal opportunity in NASA. The purposes of the study
are to serve as a source of advice and couns=el to NASA in considering future goals
for the equal opportunity program: seek out ways in which the ageney can
strengthen the program; and to identify those equal opportunity approaches
adopted by other organizations which might be applicable to NASA's needs. A
list of the panel membership is attached. Completion of the study is targeted
for the early part of 1975 when the agency will be considering goals for the
coming fiseal year. Dr. Erasmus H. Kloman, Senior Research Associate of the
Academy staff, is the Project Director.

The first meeting was held on June 7. 1974. Background material was cir-
culated and the panel was briefed by senior officials of NASA regarding fhe
current eritieal areas of equal opportunity and programs nnder way in NASA,
The panel will meet several times and will also take part in a number of field
center visits,

Members
Profes=or James A. Bayton, Panel Chairman,
Department of Psyehology,
Howard University
Dr. Herman R. Branson, President,
Lincoln University
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Ms. Aileen C. Hernandez,

Minority, Womens and Womens Rights Task Foree Coordinator
National Organization for Women

AMr. Ronald B. Lee, Director,

Marketing Analysis,

Xerox Corporation

Mr. William A. Medina, Chief,

Executive Development and Training Branch,
Office of Management and Budget

Ms. Caroline E. Robinson,

American Youth Aetion Organizations, Ine,
Dir. Andrew Schultz, Jr.,

School of Engineering,

Cornell University

Ms. Annmarie H. Walsh, Senior Staff,
Institute of Public Administration

HEADQUARTERS EEO ADVISORY GROUP

Since its establishment in March the elected Headquarters EEO Advisory
Group which consists of twelve members representing minority and female as well
as white male employees, has been meeting bi-monthly. The group is busy edu-
cating itself on personnel and discrimination complaint procedures and meeting
the cognizant EEO and Personnel Officers.

During its first quarter of existence, the group has recommended that the
Headquarters EEO Office be reorganized to report to the Associate Administrator
of Center Operations where it wonld have more direct access to top management,
This change was made. The group recommended that new EEO counselors he ap-
pointed and that the number of counselors be increased. Both these changes were
recently made,

On June 21 the group met with Dr. Fletcher and Dr, Low to discuss EEO js-
sues. The meeting went very well. All items on the agenda were either closed or
were assigned to an office for action,

The group has also met with Col. Lawrence W. Vogel, Director of Headquar-
ters Administration and Dr. Dudley McConnell, Assistant Administrator for
Squal Opportunity Programs, to offer advice on Headquarters’ related EEO is-
sues.

NATIONAL AERONAUTICS AND SPACE ADMINISTRATION

REPORT ON NABA'S EQUAL EMPLOYMENT OPPORTUNITY PROGRAM—OCTORER 1974

INTRODUCTION AND SUMMARY

Following is the October 1974 Report on NASA's Equal Employment Oppor-
tunity. We are reporting on the follow-up to the Technology Transfer Seminar
held in June 1974; establishment of Minority Business councils at each Center
and their function ; Summer Programs; the Federal Women’s Program ; a report
on Counseling and Diserimination Complaint Adjudication and status of our
permanent workforce.

Although NASA has declined in total strength we have through intensified re-
cruiting efforts exeeeded our goals for placing 80 professional minorities, 80 pro-
fessional women and 136 non-professional minorities, Minorities are now 6.3% of
the permanent workforce, which exceeds our goal of 6.19% by .2%.

The Appendices include three ADP runs. Two of the runs give detailed break-
downs of minority accessions, separations, promotions, downgrades, and quality
increases for the third calendar quarter and for the period January 1, 1974
through September 30, 1974, The third run gives a breakdown of NASA’s minority
strength distribution as of September 30, 1974.

TECHNOLOGY TRANSFER

NASA's pilot technology transfer seminar program has been judged highly
successful and a decision has been made to conduct six follow-on regional semi-
nars during the current fiscal year. The pilot program has developed the po-
tential for a much broader and more significant program than anticipated. The
seminars have become the entry point to a viable business process based pri-
marily in the private sector, with support and coordination from NASA and
the Office of Minority Business Enterprise.
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Tentative plans call for the first seminar in the new series to be held in Los
Angeles around the first of the year. Other seminar sites under consideration are
Boston, MA, New Orleans, LA, Atlanta, GA, and Chiecago, 1L.

MINORITY BUSINESS COUNCILS

During the past three years, the amount of activity in the minority business
enterprise program within the Federal establishment and NASA has grown
substantially, As a means of coordinating these activities and providing more
effective assistance to minority businessmen, Dr. George M. Low, Deputy Ad-
ministrator, by his letter dated July 18, 1974, established a Minority Business
Enterprise Program Council at each NASA Center under the Chairmanship of
the Center's Deputy Director. The purpose of the Councils is'to assure execution
of an effective minority business enterprise program. The function and activi-
ties of NASA's Minority Business Enterprise Program Council are defined as
follows :

Purpose

A Minority Business Enterprise Program Council is to be established at each
NASA Center and the Headquarters, to provide an advisory-planning activity
to ensure a fully effective Minority Business Enterprise Program, in ecompli-
ance with Executive Order 11625,

Compogition

The Minority Business Enterprise Program Council shall he officially estab-
lished by the Center Director. The Council membership iz fo include the Dep-
uty Center Director as Chairman, the Directors of each principal Directorate
and Program Office, the Proenrement Officer, the Chief Counsel, the Equal Op-
portunity Officer, the Public Affairs Oiflicer, the Small Business Specialist, the
Minority Business Specialist, when so designated, and such other officials as
the Center Director may assign. This latter eategory of membership may include
those officials skilled in education and training matters. Additionally, an Execu-
tive Secretary will be designated and appropriate administrative support pro-
vided. The Council will meet on ecall of the Center Director, or its Chairman,
and at least once each quarter.

FuncrioNs

The Council will provide a central planning and reviewing authority to as-
sist the Center Director in accomplishing a fully effective Minority Business
Enterprise Program. The Council will participate in the development of related
Center policy, establish meaningful program objectives and ensure that proper
emphasis and support is provided by all elements of the installation, on a con-
tinuing basis. To this end, the Council will concern itself with the full range
of program activities to include procurement, technical and management as-
sistance, on-site minority business concessions, education and training, minor-
ity business community relations, and external program coordination. Specifi-
cally, the Conncil will be charged by the Center Director with the responsibility
of developing, annually, a eomprehensive Minority Business Enterprise Pro-
gram Plan, maintaining its currency and evaluating progress towards its ob-
jectives on a quarterly basis.

ACTIVITIES

The Minority Business Enterprise Program Plan will provide for the Centers
involvement in each facet of the program, with requisite specificity. Essentially,
the plan and its associated efforts will include the following :

MINORITY BUSINESS PROCUREMENT PLAN

A detailed procurement plan to identify and develop specific procurement op-
portunities for minority firms. This will involve NASA prime contracting, sub-
contractine. and those procurements to be made under authority of Section
8(1n) of the Small Business Act. The plan will further identify any particular
efforts or arrangements which may be made to stimulate and facilitate minority
business participation in direct NASA procurement opport unities and through
{he various subeontracting levels. Particular emphasis will be placed upon the
Seetion R(a) program, as the most feasible means for ensuring minority par-
ticipation in NASA's procurement opporfunities. Similar emphasis will be di-
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rected toward ensuring that all NASA prime coniractors and major subcon-
tractors are active participants in NASA’s Minority Business Enterprise Sub-
contracting Program. Implementation of the procurement plan will be closely
monitored by the Council to ensure conformance with program objectives and
established goals.

TECHNICAL AND MANAGEMENT ASSISTANCE

The Council will address itself to Center policy and its ability to provide
particular assistance to minority firms in both the pre-contract and contract
situation., This assistance may be provided by or coordinated with other Agen-
cles, or may be provided solely by NASA, The Council will keep itself advised
of the varions minority business enterprise assistance programs which are avail-
able, to ensure their effective utilization through NASA, for and by its minority
contrictors,

MINORITY BUSINESS CONCESSIONS

This aspeet of the program concerns the location and development of on-site
business concessions for Minority entrepreneurs. The Council will develop and
monitor the Center’s plan for implementation of the Minority Concessions Pro-
gram in conformance with published guidance and objeetives. This activity will
necessitate close coordination with the regional offices of other Government
Agencies, including the Small Business Administration and the Office of Minor-
ity Business Enterprise, Department of Commerce. Additional instructions will
be issued by NASA Headquarters as the Concessions program is developed.

EDUCATION AND TRAINING

The Council will provide for a program to ensure the education and training
of NASA personnel in all aspeets of the Minority Business Enterprise Program.
Its principal purpose is to create an awareness and sensitivity to the require-
ments of the minority business program. In a broader sense, the Couneil will also
consider the Center's potential for involvement in more formal education and
training opportunities for minority businessmen and students in business re-
lated edueation programs. This may include direct or indirect involvement with
educational institutions, government agencies or government contractors.

MINORITY BUSINESS COMMUNITY RELATIONS

The Council will ensure that eareful consideration is given to the development
and maintenance of viable, harmonious relations with the minority business
community. This aspect of the Council's activities will ensure that effective pro-
cedures are followed in interfacing with minority business representatives to
¢nhance their potential for participation in NASA’s work. The Minority Business
Enterprise Program Plan, and related Center directives, will be specific as to
individual and organizational responsibilities, as well as the procedural aspects
of the situation. Careful consideration shall be given to the gualifications and
attitudes of individuals involved.

EXTERNAL PROGRAM COORDINATION

The Council will give full consideration to the need for developing effective
coordination with local and regional agencies supporting the objectives of the
minority business program. This will include the Center’s active participation on
the Minority Business Opportunity Committee (MBOC) of the Federal Execu-
tive Board, where available.

Minority business enterprise program plan

The Couneil will submit its Plan to the Center Director for approval before
July 31 each fiscal year. The plan will support agency-wide program objectives
and will be adjusted to accommodate specific program goals as may be addi-
tionally allocated by the NASA Headquarters. Copies of approved plans will be
forwarded to the Deputy Administrator, the Associate Administrator, the Associ-
ate Administrator for Center Operations, the Assistant Administrator for Eqnal
Opportunity Programs, and to the Assistant Administrator for Procurement, who
has overall responsibility for NASA’s Minority Business Enterprise Program.
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Reports

The Council will keep the Center Director continuously informed of its prinei-
pal activities. Additionally, the Council will submit to him, a SUMMATrY Progress
report within the month following each six month period of the fiseal year. Copies
of each semi-annual report will be provided the Headquarters in the same man-
ner as the program plan.

GOALS AND TIMETAELES FOR CALENDAR YEAR 1974

In the third quarter of CY 1974 we accelerated our progress as a result of
continued emphasis on the equal opportunity placement activities and the grad-
uation of outstanding classes of college and high school students at the end of the
normal school year. These efforts resulted in our exceeding the professional
minority goal by 7T4%, the professional female goal by 135% and the non-profes-
sional minority goal by 199. The hiring component of these placement efforts
and the attrition experienced during this period has resulted in a total agency
minority population of 6.3%. This exceeded the year end minority population goal
of 6.1% by .29 or an increase of 33% over projected increase of .69, for the
calendar year.

Progress through September is shown below :

Actual End of Fiscal year
September calendar 1973
30, 1974 year goal performance

Minority professional =3 139 80 28
Female professional _ . L5 L B e - L 188 80 40
Minority nonprofessional 162 136 143

The following chart breaks out the full-time permanent civil service workforce
by minorities and females in absolute numbers and percentages :

Dec. 31, 1973 Sept. 30, 1974

Number Percent Number Percent

PROFESSIONAL
OB RRRICY . oone S0 vt By g s e gk am e 15,535 100. 0 15, 419

Minorities.._...___......... 584 38 Lt T3
Female Puighye 4 842 5.4 918

Tolal agency._....... A B R Er e 10, 147 100.0 9,579

Nigoritfes 1N 00 12 Al ok RN (R
Female...... : s : : 3,475 34.2

el
3,394

Total agency [ R el g, 1) " SN - 25, 682 100.0 24,998

T TR AL A ¥ N eI ST B 5.5 1,578
Female_ . _. 16.8 4,312
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BUMMER FACULTY PROGRAMS
Johnson Space Center

Johnson Space Center conducted a Summer Faculty Program in management
and administration to include three minority colleges. Information about the
individuals selected to participate and their summer assignments follows : Henry
L. Cyrus, Jr.,, Instructor of Economics, Prairie View A&M University, Depart-
ment of Economics & Geography.

Assigned to the Operations Analysis Office, Space Shuttle Resources Manage-
mwent Office. The summer project was a review of the economie structure of the
aerospace industry with emphasis on factors which could affect the Shuttle
Program. Clinnon Harvey, Instructor of Mathematies, Prairie View A&M Uni-
versity, Department of Mathematics.

Assigned to the Mission Planning and Analysis Division to verify and evaluate
the quotations used in the Mission Design and Analysis Subsystem (MDAS),
Vincent H. Jones, Associate Professor of Accounting, Southern University, Col-
lege of Business.,

Assigned to the Shuttle Spacecraft Contract Administration Section, Shuttle
Spacecraff Procurement Branch. The assignment was to study the impact of
escalation/inflation on the Space Shuttle Orbiter Project. Charles R. Strong,
Ph.D., CPA, Associate Professor of Business, Pan American University, School
of Business,

Assigned to the Cost and Property Accounting Branch within the Financial
Management Division to study the reporting of Government owned fixed assets
held by NASA contractors. The primary objective was to develop the means to
integrate this reporting into the new interactive accounting system at JSC. James
M. Wilson, Ph.D., Associate Professor of Management, Pan American University,
School of Business Administration.

Assigned to the Management Analysis Office where two separate projects were
performed. The first involved the study and measurement of productivity of
NASA personnel at JSC. The other project was an examination and evaluation of
the Management Development Program conducted at JSC by the University of
Houston,

The purpose of the program was to establish continuing institutional rela-
tiomships between each of the universities and the Johnson Space Center. The
program contemplated working with minority universities in terms of areas of
mutnal interest. The comments of the supervisors and the summer faculty
appoinfees were enthusiastic and positive. The organizations expressed the opin-
ion that they benefited directly from the activities of the appointees; and the
appoinfees felt their experiences to be very valuable to them personally and to
their home schools and their students. The initial effort with this program has
demonstrated that it ean be an effective means of providing the universities with
a first hand knowledge of the Johnson Space Center work experience ; of carrying
ont varions projects requiring a high level of expertise; and also of exposing
Johnson Space Center management personnel to the ideas and challenges from
the university environment pertinent to management tools and techniques.

Johnson Space Center plans to develop continuing and on-going relationships
with appropriate departments in the universities, These departments typically
wonld include business, public administration, industrial engineering, law and
related areas.

Kennedy Space Center

The following persons participated in Summer Faculty Programs at this Center
during CY 1974 :

Dr. Warren Morgan, Vice President for Student Affairs, Florida A&M Univer-
gity. Dr. Morgan developed a concept paper for use in planning seminars for
University Officials at KSC. He also assisted in the development of new and im-
proved methods for reaching the minority graduate.

Dr. J. Gregory Marlins, Professor of Biological Science, Bethune-Cookman
College. Dr. Marlins assisted in the Public Affairs Office of Education in the

designing of teachers education materials in biology as related to Space
Exploration.




=

Dr. George Zobrist, Professor of Electrical Engineering, University of South
Florida. Dr. Zobrist worked as an Electronics Engineer in the Directorate of De-
sign Engineering. He assisted in the development of software systems.

Marinus LaTour, Professor, College of Engineering at the University of Florida.
Professor LaTour worked as an Electronies Engineer for the Directorate of Un-
manned Launch Operations at this Center.

Donald Colby, Director Student Careers and Employment, and Co-op Program
Coordinator, University of South Florida. Mr. Colby worked as a Personuel
Stafling Specialist, assisting the Personnel Office in its College Recruitment
Program.

Ms. Floris Johnson, Teacher, Titusville High School. Ms. Johnson was employed
as an Employee Development Specialist. She was assigned to special projects
in the Personnel Management Office.

Ms. Beecher Whisenant, Teacher, Rockledge High School. Ms. Whisenant was
employed as an Employee Development Specialist and performed the duties of
counselor for all student summer hires at this Center,

Stanley Kahl, Teacher, Meritt Island High School. Mr. Kahl was employed as
an Employee Development Specialist. He prepared and set up training programs
for summer hires, I

SUMMER EMPLOYMENT PROGRAM

During the summer millions of American Youth enter the labor market, Many
of these young people are economically disadvantaged and need employment to
provide living essentials and an opportunity to continue their education in the fall,
All of them are seeking a meaningful work experience, NASA participates actively
in the Federal Summer Employment for Youth,

There are essentially four components to NASA’s Summer program: Needy
Youth; College Students with CSC Summer Exam Ratings: Federal Summer
Interns; Graduoate Students and Faculty Members, In the Summer of 1974
there were hired : 833 Needy Youth of whom 638 (76.6% ) were minorities and 558
(67.0%) were female; 345 from the Summer Exam Registers of whom 25 (07.29%)
were minorities and 192 (55.79%) were female: 51 Federal Summer Interns of
whom 24 (47.1%) were minorities and 25 (49.0%) females: 214 Graduates and
Faculty of whom 60 (28.0%) were minorities and 56 (26.19,) females, Of the 1443
total summer hires, 51.7% were minorities and 57.69% were females.

A special effort was made in the area of professional summer hires (Interns,
Graduates, Faculty) to increase the percentage of minorities and females. Co-
ordinators contacted loeal colleges and universities soliciting applications of
Gradunates and Faculty members and encouraging participation in the Federal
Summer Intern Program. The success of this effort is reflected in these statistics
and 30.6% were female.

COUNSELING AND DISCRIMINATION COMPLAINT ADJUDICATION

NASA has a total of 80 Counselors: 51 males and 20 females. The profile of the
counselor staff shows a higher representation of females, Blacks, Spanish-Speak-

ing and Oriental than corresponding representation in the total workforce of the
agency.

EEQO COUNSELOR STAFF PROFILE

Ethnic group

Black... ...
Caucasian_____
Spanish speaking. . .
Oriental......
American Indian

During the third quarter of CY 1874, there were 63 pre-complaint counseling
sessions thronghout NASA. The Agency effected corrective action in 129 of these
cases ; 209 developed into formal complaints, and 689, were not pursued further.

The following tables show comparative statisties for the year and the pre-
complaint and formal complaint activity by Center.
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TABLE 1.—NASA-WIDE SUMMARY OF FORMAL COMPLAINTS OF DISCRIMINATION FILED DURING 3D QUARTER

Race/ National
Installation Age Sex Religion color origin Total
14 L AR 14 1 3
R - e S A R s Soakie £ 5 A A A e g e 0
I g S e 0
2 3 ) WS 1
...... e 0
..... 0
3
2
121y 4
i 0
i 0
&y 13
! 1 complaint filed under 3 allegations (counted at 1% value for each allegation).
* 1 complaint fited under 2 allegations (counted at !/ value for each allegation).
TABLE 2.—NASA-WIDE SUMMARY OF FORMAL COMPLAINTS OF DISCRIMINATION FILED YTD 1974
Race/ National
Installation Age Sex Religion color origin Total
€
1
2
13
3
0
4
2
9
0
0
40

! 1 complaint filed under 3 allegations (, d at 14 per allegation)
2 1 complaint filed under 2 allegations (counted at »: value per allegation).

TABLE 3.—SUMMARY OF NASA PRECOMPLAINT COUNSELING ACTIVITY, JULY-SEPTEMBER 1974

Number Percentage
of com- of total

Race/ National plaints complaints
Installation color  Religion Sex origin Age Total resolved  resolved

Agency tolal..... ... 20 3 24 4 14 65 8 12
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COMPARATIVE STATISTICS ON DISCRIMINATION COMPLAINTS

Status as of —

June 30, :
1974

Number of active complaints 1T 35

Acceplance stage. .. .. _......

Investigative stage

Adjustment.

Hearing stage il . T A con
AN daelelol . e R e e e i a

YTD 1974

Number of closed-out complainls

¥ T R . |
No cause. o R o e i
Withdrawals/adjustment. ___.___..
Rejections.______ PN Y ey
District court without decision._ .. ...

Number of complaints filed__._____ ... . .............

FEDERAL WOMEN'S PROGRAM

During June and July, NASA's Agency-wide Federal Women's Program Co-
ordinator visited eight Centers including Headquarters, and met with the
FWI'C's and women's advisory groups to provide broad guidelines of program
development and implementation, Plans are under way to yisit the remaining
Centers.

In July, NASA Headquarters’ Women's Advisory Group sponsored two
activities:

1. Fillm—The Emerging Woman and

2, A reception to welcome all new employees. Dr. Fletcher was the speaker.

In August, NASA Headguarters' Women sponsored a program to commemorate
the 54th anniversary of the date women obtained the right to vote (August 26G).

The month of September has been a month of accelerated program preparation
for NASA's first Federal Women's Program Week. Opening ceremonies will be
at 11:30 a.m, on November 4, 1974. Ms. Caroline Bird, author of five books, writer
of 200 articles and well-known lecturer, will be the speaker. On November 8,
Honorable C. Delores Tucker, Secretary of State of the Commonwealth of Penn-
sylvania, will close the weeks activities. All program week activities will be video-
taped. The- video-tapings will be shared with the Center Federal Women's
Program Coordinators.

Many of our Center FWPC's have been extremely helpful in their respective
Centers by providing monthly forums for women as well ag participating in
community affairs and women’'s organizations.

(2
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