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EXECUTIVE OVERVIEW 
ANNUAL REPORT ON AFFIRMATIVE ACTION TO THE BOARD OF TRUSTEES 

April 1985 

The 1983-84 Annual Report on Affirmative Action for the Board of Trust'ees is the 
third report coordinated by the Department of Human Relations. It describes 
activities undertaken during the past year in pursuit of Michigan State 
University's commitment to Equal Opportunity, Non-Discrimination, and Affirmative 
Action. The report includes a comprehensive assessment of the status of women, 
minorities, and handicappers relative to full participation in the University 
,community. Problems that must be resolved in order for the University to more 
fully achieve the dual goals of equity and excellence are detailed. Data have been 
provided by the Office of Planning and Budgets, the Office of the Assistant Provost 
for Academic Personnel Administration, Office of Personnel Administration and major 
ljdministrative units. Implementation of the University's Affirmative Action Plan 
rat3ts with the line administrators, whose performance evaluations include 
ntjuessment of their execution of affirmative action responsibilities. 

{'I!III~LIANCE - d %  WITH LEGAL REQUIREMENTS 

lJ ir ip  r~riality and effectiveness of the University's affirmative action compliance 
tlli7gl:rms are validated through review by external agencies as well as by the 
~ t t l  r r n a 1  monitoring processes. In the several reviews which the University has 
ir~rclr*r-gone in past years, some specific deficiencies were noted, and remedies 
g t h%v i rlrad, however, the university has been found in general compliance with the 
l . 4 1 1  l t l l q t * ~  and practices required by the reviewing agencies. 

1 , :  i t * )  role as the principal support unit for enhancing the ability of the 
* t - i  r * c t i  c g . i  t y  to meet its commitment to affirmative action, the Department of Human 
i s .  1 , i t  lr ,r~:i  works with all units in ccntinuing assessment of policies, practices, and 
5~~.i1t~il~t~rr3s--from employment to publications-.-to assure compliance with legal 
r : ~ ~ ~ l r ~ ~ h r t ~ t s  as well as progress toward the shared broad goal of equal opportunity 
.. i r l r t t a a  11 iecrimination in all aspects of University life. The contents of the 

: ' ~ f ~ r  rn ikgr 's  1983-84 Affirmative Action Plan are on file in the Department of Human 
' = i ++! ! S T H ~ : :  and are accessible to any interested party during normal business hours. 

: I : l  I 1 l'I:I{:;ONNEL SYSTM 

of minorities in the total academic personnel system increased from 
1982 to 10.3% (373) in 1983 and to 10.8% (395) in 1984. Women 

f academic personnel in Fall 1984, a slight increase from the 
and their numbers increased from 937 to 960. Their representation 
5 .5X (826) to 26.1% (847) among non-minority academic personnel 
academic personnel system in the past two years. Representation 
xlorities appointed in the Academic Personnel System stayed about 
total numbers increased by two: 29.8% (111 women) in 1983 and 
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Patterns of change from last year again varied among the four protected 
raciallethnic groups. The representation of Black academic personnel increased 
from 3.8% (13813,615) in 1983 to 3.9% (14213,641) due to a net gain of four 
persons. The number of Blacks in the tenure system--66--is an increase of two 
individuals over last year. AsianIPacific Islanders increased their representation 
from 5.3% to 5.8% of academic personnel (from 192 to 211 individuals). 

Representation of Hispanics stayed the same at 1.0% and the total Hispanic 
appointments remained 36. The number of Hispanics in the tenure system remained 
seventeen, and the Hispanics on continuing staff appointments declined from 6 to 5. 
Native Americans remained at the same percentage level of 0.2%, but showed a 
decrease of one person. 

The percentage of minorities in the tenure system has increased steadily over the 
past three years from 7.8% (165 individuals) in Fall 1982 to 8.4% (175) in Fall 
,1983, and 9.0% (186) last Fall. Women also made slight gains in the past year, 
rising from 20.0% to 20.4% among minority tenure system faculty (and increasing in 
~rumbers from 35 to 38) and stayed about the same (15.1%) for non-minority tenure 
system faculty (but decreased numerically from 289 to 285). In Fall 1984 women had 
at* overall representation of 15.6% in the tenure system (32312,073 of total tenure 
system faculty). Although women and minorities within the academic ranks of the 
ia*trure system, usually have less representation at each successively higher rank, 
rt iay have made some gains. In October 1984, women comprised 30.9% (1041337) of 
-~rs*;lstant professors compared to 31.7% (1121353) in 1983. Women represented 19.9% 
~lOd/.5?3) of associate professors in 1984, an increase from 19.7% (1031547) in 
? i s  Women constituted 9.4% (114/1,210) of full professors in 1934 compared to 

s t ,  /2 (102/1,179) in 1983. Minority representation within the full professor group 
J 1 i 4  18':1!36d from 6.1% (7211,179) in Fall 1983 to 6.7% (8111,210) in Fall 1984. 
':ai:t)r*jnte professors were 10.9% (571523) in 1984 compared to 11.22 (611547) in 
J . The percentage of minorities among assistant professors was 13.9% (471337) 
! F L  i t f ~ l l  1984, an increase from 11.9% (421353) last year; representation percentages 

s 3 ~  a 1 1  raciallethnic groups increased in almost all ranks. This general pattern of 
1 . : .  r**tt*rlng, but lower proportions, of representation at each higher rank reflects 
+ l r .  r : ~ c + r ,  that most additions of women and minority faculty in the tenure system 

l i t  t h e  assistant professor rank--as the case for most hires. 

t t . r i l i : i  o f  goal achievement for the fully completed three-year goal-setting period 
1 3 ' r l l  -HI+, the goals for the tenure system hiring for women were exceeded by 33.9% 

rities by 35.5%. For continuing academic staff, the percentages in 
oals were 725% for women and 40% for minorities. Goals for the 
n o t  yet completed, goal-setting periods (1982-85 and 1983-86) are well 

t o  being met and, in the case of the 1982-85 goal-setting period, have 
cxceeded for minorities for tenure system hires and for both women and 

t o r  continuing academic staff hires. 

o f  Human Relations and the Office of the Provost are developing and 
srograms to improve the retention of mixority faculty members, 
1.1 Exit Interview Program for all faculty, including wamen and 
-conducted through a redesigned interview instrument--to obtain 
on about the reasons for the departure--such as the atmosphere of 
alary, opportunities for advancement, etc.--which will provide a 
e action; 2) workshop programs for deans, directors, and 
.st them in developing more effective annual faculty evaluations 
their responsibility to encourage professional development of 



minority and women tenure system faculty, especially non-tenured members. 
(Workshops on these topics were arranged for more than 125 academic administrators 
during the Spring of 1983 and will be repeated for newly appointed academic 
administrators in Winter Term 1985); and 3) on a regular basis, the applicable 
dean/unit administrator is to maintain contact with women and minority faculty 
members on leaves of absence from Michigan State University in order to ensure that 
return to the University is encouraged and facilitated as Appropriate. 

As noted in the 1983-84 Report to the Board of Trustees, two modifications were 
made in the 14-Step Hiring Procedures for Academic Personnel during 1981-82: 1) 
the initial applicant pool for each tenure system position is reviewed by the 
college dean to assure adequate representation of both minorities and women, and 
efforts to ensure such representation has been advanced by special Department of 
Human Relations programs with selected departments to develop more active 
recruitment stances regarding affirmative action, and 2) a system for waiving the 
<14-Step procedures was established to assist in a~tracting or retaining faculty 
from underrepresented groups in general and/or by facilitating the employment of 
Lheir spouses. During the 1983-84 academic year, special waivers for individuals 
whose appointment or retention served University affirmative action goals were 
:~pproved in six cases, two of which resulted in the retention of women tenure 
tjystem faculty at Michigan State University. Waivers are often accompanied by 
pr,,s;ition allocations to departments, with Provost Office funding on a full or 
pizrt-time basis until funds are available in the department/school or college. 

1'11i~xr initiatives have been continued to increase the employment of women and 
r i t i e s  in the Academic Personnel System, to increase the visibility of 
l+rrlat:cted groups on eampus and to improve the racial environment. All of these 
it~(tintives have been the result cf leadership exercised by the Office of the 
!"~t\rr~:+t and will continue to be utilized as part of an on-going, aggressive program 
J . P  itrl~ieve University affirmative action objectives. As an example, the Office of 
~ t ~ i s  1'1"ovost has continued the Visiting Racial Minority Faculty Program through 
2 ~ t S r v ~ l 1  MSU invites minority individuals from other colleges and universities to 
y ~ d * ~ l > t ,  visiting professorships at Michigan State. In the 1984-85 academic year 
i i ~ t a z r a  61~)pointments have been arranged in the Colleges of Agriculture and Natural 
a-- - . .rrl  P P S ,  Natural Science, and Education, including 2 Black men and an Hispanic 

The College of Nursing again arranged a 10% visiting appointment of a Black 
i , t*r ic  c!ttrrently employed by the Michigan Department of Health. Finally, following 

, s a t  .,armnundation by the Office of the Provost made in 1982-83, deans and separately 
- 8 i r a f  lng  directors have continued the practice of designating one or more staff 

7w: h d i t i $  B! t o  be responsible for ' I . .  .regular and systematic advice and consultation to 
a-t-c * 1 1 5 1 1 1  o r  separately reporting director on matters of concern to women and 
8, a f t [ ,a , I  " All colleges have continued such efforts, using a variety of 
*ex 5 3  ~ $ 3  l : k ~ ~ ~ , r l  Involving the designation of a particular individual as a consultant, 
~ - * e  I 4 u t l r r ~ t * r ~ t  of special committees or regular consultation with individual women 
a+l -,,Z r . i l t t t x r  l l y  faculty and staff members. Other special efforts by the Office of the 

* b + ' e * e * * e  Ir*k\.r,:trding efforts relating to women and minorities in the Acdemic Personnel 
, ~eaew at a S *  I otlnd in Appendix X--Affirmative Action Special Activities. 

cy on the employment of individuals with handicaps requires an 
ion commitment to employ, advance in employment, and otherwise treat 
ppers at all levels of employment and in all employment practices 
nation based on an individual's physical or mental handicap. For 

ncitdemic staff the Office of the Provost, in conjunction with the 
tjf Human Relations, has the responsibility for the policy's 

& 



implementation and monitoring. All academic personnel position descriptions are 
reviewed prior to posting so that job requirements do not limit inappropriately 
employment opportunities for handicappers. Regular post-employment surveys of 
faculty and ~icademic staff allow self-identification of handicapper status and 
related requests for reasonable employment accommodations. (The results of the 
most recent survey made in Fall 1984 are reported in Appendix X-G.) Requests for 
reasonable employment accommodations, not addressed satisfactorily at the 
department or school level, are reviewed by the Assistant Provost for Academic 
Personnel Administration and the Director and staff of the Department of Human 
Relations. These reviews involve consultation with the applicable college dean(s) 
in efforts to resolve the matter. Reasonable accommcdations for handicappers are 
determined on a case-by-case basis, depending on the individual's circumstances, 
and have included various cost effective alterations, adjustments, or changes in 
the work environment or terms and conditions of employment which have enabled an 
otherwise qualified handicapper to perform the particular job successfully. 
., 
I,ine administrators are responsible for implenenting the University's affirmative 
action policies. The President repeatedly has stated the University's commitment 
t o  affirmative action/equal opportunity which has provided the framework for the 
Smplementation of the policies by each of the vice presidents. The Provost 
vontinues to give substance and leadership to the implementation of these policies 
i r l  cooperation with the deans and other academic administrators. Deans are 
sjccountable for implementing the principles of non-discrimifiation, equal 
tlprsortunity and affirmative action in the hiring and promotion of academic 
tuvrsonnel. During the past year, the Council of Deans has held specific 
.If~~c:~issions on affirmative action hiring procedures for academic administrators and 
< j t ,  policies and programs for handicapper faculty and staff as well as engaging in 
*r~i:rr i n g  dialogue about its members' role in the University's Affirmative Action 

Deans work with chairpersons and directors of their units on specific plans 
r 1 . t  Implementation of policies and strategies. Appendix X-A lists examples of 
. , t . % ( % I r ~ l  affirmative action efforts made by individual units with and/or for their 

h c  -rll~*mic personnel. 

~ 4 -  t t f  October 1, 1984, 55 individuals are on appointment in Executive Management 
,, ..% i t J r)tls. Of these incumbents, eight (14.5%) are non-minority females, and six 
5 a i l  ' I P , )  ;ire minority males. Of the minority males, four (7.3%) are Black, one 

i~? Asian/Pacific Islander, and one (1.8%) is Hispanic. In October 1984, the 
T 5 , : i  ~1.1)resentation of members in protected classes in Executive Management 

- I I was fourteen (25.5%) the same as in October 1983. These figures 
* 7 - r h * *  e r . ~ f i  ,111 increase of two persons; or 4.4% over the October 1982 report totals. 

y's non-academic classifications are aggregated into 86 job groups and 
.ing categories: administrative-professional, clerical-technical 
ervisory (MSUSA),_ public safety (FOP), service maintenance (1585), 
(547, 274, 999), and cooperative extension. 

and Vacancy Filling ~rocedu're for non-academic personnel is 
eration of affirmative action opportunities and to facilitate 

Department of Human Relations and the Department of Personnel and 
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1 V I .  STUDENT RECRUITMENT EFFORTS 
e 

Recruitment of prospective Michigan State University students occurs via two 
distinct routes. The Office of Admissions and Scholarships bears primary 
responsibility for recruitment of undergraduate students, while the individual 
colleges, schools, and departments conduct most of the graduate recruiting. 

The staff of the Office of Admissions and. Scholarships is constantly aware of the 
affirmative action interest at Michigan State University, and dedicates a great 
deal of effort in that direction. During the past year two new counselors have 
been added to that staff--one black female and one caucasian male. Within the 
context of more assertive recruitment activities in the Office of Adruissions and 
Scholarships, last year, the Minority Admissions and Recruitment Unit within OAS 
Lntensified its activities in attracting racial and ethnic minorities. Among the 
xtivities were school visitations directed toward informing minority students of 
Ltie education opportunities and services; campus days designed to involve specific 
gt'oups of potential students--Detroit counselor visitation, a Detroit-area campus 
di~y, Native Pnerican Pow-Wow and a Chicano visitation day were among the 
tlc:rivities. There were expanded recruiting networks through minority focused 
?~r~oEessional, religious, and fraternal organizations and the materials utilized by 

e admissions staff included brochures and flyers specifically directed at 
~ority group students. 

MSU Upward Bound Program, sponsored by the Office of the Provost, last year 
in assisted approximately 106 minorities and disadvantaged high school youth 
Black, i8% Caucasian, 14% Hispanic, 5% Asian/Pacific Islanders, and 1% Kative 

ican) in obtaining exposure to the college environment in order to increase the 
lihood that they will successfully complete their secondary education and 
ue collegiate study--preferably at Michigan State. Meetings are held with 
rity students, staff, and faculty to evaluate recruitment tactics and identify 
m areas. For example, this past year the Office of Admissions was a served 

the Supportive Services Advisory Committee to the Assistant Provost for 
graduate Education. This Committee includes representatives from most 
es and several other supportive services programs on campus serving the 
ty/disadvantaged student. 

gan State University annually provides scholarships to attract outstanding 
ts to the canpus. The University annually sponsors ten National Achievement 
rships for high achieving black students identified through the National 
rship Program. In addition, five academic scholarships are awarded annually 
freshman Chicano students. Most significantly, the University initiated 
the last year the Minority Distinguished Freshman Scholarship Competition. 
ompetition provides up to 15 full tuition scholarships at in-state rates. 
ts are selected on a competitive basis, and this program has been 
mental in attracting additional numbers of high ability minority students to 
n State University. 

tiniversity's inclusive style which is so much a part of its land-grant 
n is clearly in focus when one thinks of the College Admissions Achievement 

This program, designed for economically disadvantaged students and 
students with an opportunity to pursue education at Michigan State. 
admitted through this program are provided with a variety of academic 
services that are directed at enhancing the probability of success at 
State. This long standing program has a history of great achievement and 



remains an important facet of the overall admissions efforts. The recruitment year 
that culminated in the Fall 1984  enrollment was a year of significant achievement 
for affirmative action. Undergraduate applications, offers of admissions, and 
enrollments for every racial/ethnic category increased significantly. The table 
below portrays the number and percentage growth for applicants and admitted 
students by racial/ethnic category: 

Applications % o f  Admits % of 
Freshman 1 9 8 4  Change 1 9 8 4  Change 

Female* 
Caucasian 
Black 
Chicano 

6 Other Hispanic 
Native American 
Asian/Pacific Islander 
Other -- 

TOTAL 

; 'I'ransfer 
A- 

T!a~male * 
f',~ucasian 
:i 1 nck 
t : f ~  icano 
l i t  her Hispanic 
Siitive American 
?it l an/Pacific Islander 
fit ller -- 

TOTAL 



k VII-A. STUDENT ENROLLMENT 

Michigan State University is an institution committed to non-discrimination and 
affirmative action in education. As such, it seeks broad representation of all 
races, gender, and ethnic groups in its student body. As one of the leading land 
grant institutions in the country, Michigan State University attempts to address 
relevant issues and circumstances perceived as contributing to the low 
representation of both women and minority groups through its Affirmative Action 
Program. As a consequence of this commitment, minority enrollment continues to 
increase throughout the University. Between Fall 1983 and Fall 1984 total minority 
enrollment increased along with a concurrent increase in overall enrollment. In 
Pall 1983 total minority enrollment was 3,430 students or 8.5% of the overall 
student enrollment figure. Fall 1984 total minority enrollment increased to 3,515 
students or 8.7% of the total student body (Graphs VII-1 and VII-2). An increase 
t n  the number of minority students occurred only in the undergraduate category, but 
was large enough to offset a slight decline in the number of graduate level 
minority students. In Fall 1983 minority graduate student enrollment numbered 621 
o r  8.0% of the total graduate student body. In Fall 1984, 595 minority graduate 
students enrolled representing 7.9% of the total graduate student enrollment (Table 
Vl I-9) . 
A s  noted in prior reports, much of the increase in minority enrollment is due to 
t he  continued growth, in the past few years, of black undergraduate student 

ollment both in absolute numbers and as a percentage of total enrollments. 
ck enrollment ic Fall 1964 represents 68.7% of the total minority student 
ollment, or 2,415 students (Graphs VII-3 and VII-4), an increase in absolute 
ers from Fall 1983 when black students comprised 69.9% of the minority students 

vnrolled, or 2,396 students. 

anic enrollment in Fall 1984 increased to 460 students from the enrollment 
Is of Fall 1983 when the population consisted of 438 students enrolled at the 
ersity (Graph VII-5). This reflects an increase of 22 students: historically 
highest number enrolled at Michigan State University. The proportion of 
anics rose from 1.09% to 1.14% of the total student body (Graph VII-6) . The 
er of Native American students in 1984 has increased.to 124 as compared to 119 
ents enrolled in 1983 (Graph VII-7). The percentage of Native American 
ents on campus is 0.31% of the total student body (Graph VII-8). Asian/Pacific 
nder enrollment in Fall 1984 represented 1.28% of Michigan State University's 

campus enrollment, or 515 students (Graphs VII-9 and VII-lo), also the 
t number since records were initially compiled in Fall of 1970. 

number of women students increased in Fall 1984 compared with Fall 1983 rising 
19,389 to 19,755 (Graph VII-11). The increase of 366 women students resulted 
increase in the proportion of women students from 48.3% in Fall 1983 to 49.1% 
1 1984, the largest proportion on record (Graph VII-12). The proportion of 
among all students, however, has remained fairly constant between 48% and 49% 
he past five years, having shown a steady increase prior to that time. 
ed figures indicate that minority women now number 2,038 and comprise 10.3% 
male students. Numerical increases for minority women occurred in all 
ty groups. The overall minority .student population, at the undergraduate 
has increased significantly over the past four years: 2,648 (7.7%) in 1981; 
(8.2%) in Fall 1982; 2,809 (8.7%) in Fall 1983; and 2,909 (8.9%) for Fall 
This increase is indicative of both the Affirmative Action Program and the 
recruitment efforts of the University. 



Another positive indication is reflected in the number of minority students 
gradually changing their enrollment trends from what has historically been defined 
as traditional fields to more non-traditional fields. For example, minority 
enrollments have attained a significant percentage of the total college enrollment 
in the following colleges: Communication Arts and Sciences, Engineering, Natural 
Science, Nursing, Social Science, Human Medicine, and Osteopathic Medicine (Table 
VII-2). 

Black enrollment has made a significant increase in Agriculture ,and Natural 
Resources, Business, Communication Arts and Sciences, Engineering, Natural Science 
and James Madison in recent years as indicated in Table VII-4. Hispanic enrollment 
has shown recent increases in Agriculture and Natural Resources, Business, 
(:ommunication Arts and Sciences, Engineering, and Natural Science (Table VII-5). 
Native American enrollments increased in Human Medicine, Engineering, Osteopathic 
Medicine, Social Science and Veterinary Medicine (Table VII-6). AsianIPacific 

+ [slanders show an increase in Business, Communication Arts and Sciences, 
Sngineering, Nursing, and Natural Science and Social Science (Table VII-7). 

Women have also made significant gains in non-traditional fields. Table VII-8 
Indicates that in Fall 1984 women attained numerical peaks in the College of 
(:omrnunication Arts and Sciences and percentage maximums in James Madison, 
o:;teopathic Medicine, Social Science, and Veterinary Medicine. Moreover, women 
rnrollments in general made a recovery to the percentage trend in enrollment after 
the slight dip in Fall of 1982 and 1983 (Graph VII-12). 

:linority students enrolled at the graduate level during Fall 1984 ccnstituted 
approximately 5.9% of master's students, 8.1% of doctorate students, and 13.2% of 
yraduate professional students (those seeking Doctor of Medicine, Doctor of 
Uuteopathic Medicine, and Doctor of Veterinary Medicine degrees) (Table VII-9). At 
I he master's level, Black enrol.lment consists of 136 students and women comprise 
rlvcr 50% of students with minority women accounting for 6.7% of the tocal women 
enrolled at this level. An overview of minority enrollment for undergraduate, 
kCr;lduate and professional programs during the ~eriod of 1982 through 1984, is 
ptovided in Table VII-10. 

igan S-tate University continues to make relevant contributions to increasing 
number of minority and women physicians and veterinarians. Current 

essional student enrollments indicate that this contribution will continue. 
44 percent of Fall 1984 professional students are women (44.19%), snd minority 
lment increased significantly (from 157 the previous year to 170 this fall) 
ting in minority representation of 13.18 percent. The gains made by Native 
can were especially noteworthy; their enrollment has risen from five in 1980 
%) to 12 (-96%) in 1982, to 17 (1.34%) in 1983, to 20 (1.55%) in 1984. 

n/Pacific Islanders remained stable with 37 (2.91%) in Fall 1984. Both Blacks 
ispanics showed an increase in number representation; Blacks from 69 (5.43%) 
83 to 74 (5.73%) in 1984. Hispanics increased from 34 in 1983 (2.68%) to 39 

2%) this year. 

stence rates are an important component of institutional evaluation. MSU 
yzes persistence data for domestic undergrad,uate students who entered as first 
freshman, transfer students with 85 or more transfer credits, and transfer 
~ t s  with less than 85 transfer credits, by gender and ethnicity. Persistence 
for all three entrance categories are high relative to those for other public 


































































































