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SUBJECT: University Policy of Equél Opportunity, Nondiscrimination
and Affirmative Action

The University's commitment to the principles of equal opportunity,
nondiscrimination and affirmative action is long-standing and resolute.

By charter, Board policy and mission, Michigan State University is committed
to elimination of inequity based on such considerations as race, sex, age,
national origin, sexual orientation and handicap.

Our commitment to human dignity, however, must go beyond laws and regulations.
It behooves all of us to work together to provide a supportive and nurturing
campus environment that encourages development of individual talents and
recognizes the inherent value of each member of the MSU community.

Protection of the rights and privileges of everyone within the University
is a personal and professional commitment for me. Indeed, strong and
positive leadership is needed from every administrator and supervisor so
that MSU can eliminate discriminatory barriers to achieving both excellence
and equity. '

Our commitment to affirmative action, equal opportunity and nondiscrimination
must be sustained and enhanced.

MSU is an Affirmative Action/Equal Opportunity Institution
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Michigan State University
1985-86 Affirmative Action Report
to the Board of Trustees

INTRODUCTION

With the enactment of the Civil Rights Act of 1964, and the Equal Pay Act amend-
ing the Fair Labor Standards Act, the Congress of the United States committed the
nation to a goal of full and fair participation of all citizens in employment and
other major aspects of 1life, free from intentional acts of discrimination.
Michigan State University, with other employers and educational institutions,
assumed responsibility for the elimination of such acts within its organizational
processes, procedures and practices. Since that time, this responsibility has
been extended by the passage, at both the federal and state level, of a variety
of laws prohibiting the denial of equal opportunity on the basis of individual
and group circumstances and characteristics unrelated to their ability. During
1970, to strengthen its commitment to the principles of equal opportunity, the
Michigan State Board of Trustees established the Office of Equal Opportunity
Programs and the Anti-Discrimination Judicial Board (ADJB). These functions have
provided a formal means of meeting legal requirements, as well as a means of
investigating and fairly adjudicating actions perceived as discriminatory.

During this 22 year period, equal opportunity has produced considerable, albeit
less than perfect, results by enabling members of various protected groups to
emerge within the mainstream of national 1life and to distinguish themselves by
their achievements and contributions. Michigan State University's ongoing
commitment to the principles of equal opportunity and nondiscrimination are
reaffirmed by its president, Dr. John A. DiBiaggio:

", ..Michigan State University is committed to the elimination of
inequity based upon considerations such as race, sex, national origin,
age, sexual orientation, or physical condition. But it is imperative
that our commitment to human dignity exceeds the simple invocation of
laws and regulations. We must all work to provide the supportive
campus environment that encourages the fullest development of each
individual's talents and recognizes the inherent value of each member
of our community..." :

This larger commitment was reflected at the federal level by a recognition of the
need to go beyond the elimination of present intentional discrimination, and to
initiate efforts to remedy the continuing effects of discriminatory practices in
the past which tangibly disadvantage members of protected groups. This concept
of affirmative action was mandated by the enactment of Executive Order 11246,
amended by Executive Order 11375, by the President of the United States, and was
later expanded by passage of the Rehabilitation Act and Vietnam-Era Veterans
Readjustment Act. These federal requirements place an obligation upon Michigan
State University and other organizations holding contracts with the federal
government, to engage in a comprehensive and sophisticated documented
self-analysis intended to eradicate not only intentional acts of discrimination,
but all barriers to full participation and advancement of protected groups and
adverse impacts of organizational practices, whether intentional or not.
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In 1971, the University implemented its initial formal Affirmative Action Plan,
and later undertook a major revamping of its format, to develop goal-setting
procedures based upon availability data. Today, affirmative action at Michigan
State University is a multi-faceted, comprehensive and innovative set of programs
designed to actualize the commitment of University policy, while ensuring compli-
ance with the highly technical regulations governing statistical self-analysis
and the establishment of hiring and promotional goals for women and minority
group members.* It also encompasses a great diversity of University programs and
activities which have been developed and instituted to meet the needs of protect-
ed classes and other members of the University community. To provide for inten-
sive voluntary self-analysis, without - fear of self-incrimination wunder
nondiscrimination laws, and to ensure appropriate review and analysis by techni-~
cal experts, Michigan State University's Affirmative Action Compliance Program
(AACP) 1is properly considered proprietary, as part of the confidential contract-
ing process with the federal government. It should be noted that a full compli-
ance review of the University's AACP was most recently conducted by the U.S.
Department- of Labor during November of 1985. That compliance review process,
which included submission of extensive information to the agency's regional
offices for desk review as well as on-site review and interviews with University
officials and concerned parties, resulted in a determination that the Universi-
ty's program was thoroughly acceptable in meeting the requirements of the Execu-
tive Order and 41 CFR 60, This letter of determination is included in Section.
I-C of the Appendices.

Since 1973, the Department of Human Relations has been responsible for monitoring
and reporting the University's affirmative action activities. Extensive data,
forming the basis of planning and improving such programs, is continually updated
and retained for inclusion in the University's AACP and for use during compliance
reviews by the U.S. Department of Labor to verify good faith efforts. The
-purpose of this report, supplemented by additional material available for public
inspection (an index 1is included as Appendix I-B of this report), is to make
available a comprehensive assessment of recent activities aimed at enhancing the
participation of minorities, women and handicappers in the University community.
It is also hoped that this document will encourage understanding of the depth of
the University's commitment to the principles of equal opportunity,
nondiscrimination and affirmative action, as well as serve as a stimulus to
increased efforts and involvement on the part of members of the University toward
the achievement of equality and the realization of human potential.

The Executive Summary, which includes a listing of the laws with which Michigan
State complies, is a synopsis of the reports provided by each college and admin-
istrative unit, and is intended as a general overview of the University's equal
opportunity and affirmative action programs during the academic year 1985-86.
For those interested in more detailed information concerning the activities of
particular reporting units, the Table of Contents will assist in location of the
section(s) of this report which are of special interest.

* "Minority" is defined by the Federal Inter-agency Committee on Education as
one who is a member of one of the following groups: a. American Indian or Alaskan
Native; b. Asian or Pacific Islander; c. Black; and d. Hispanic.
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TION AND AFFIRMATIVE ACTION LAWS
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Equal Pay Act
Civil Rights Act - Title VII
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EEOC

DOE
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DOL (Department of Labor)

DOL
DOE
DOL

MCRC (Michigan Civil
Rights Commission)

MCRC




- I. EXECUTIVE SUMMARY

The following is an executive summary of the comprehensive programs and activi-
ties carried out by Michigan State University during the 1985-86 report year, in
implementing its long-standing commitment to the principles and objectives of
affirmative action and equal opportunity for all members of the University
community. The summary is comprised of two major elements: an overview of the
University's employment structure, consisting of academic, executive management
and support staff personnel systems; and a general review of accomplishments in'‘
the areas of student life, affirmative action in procurement and of special

affirmative action activities. ‘

Employment:

Michigan State University's personnel system is composed of two major employment
subsystems: academic and university support staff. The academic personnel
system is further subdivided into an executive management or administrative
category, with another comprising all faculty and academic staff involved in the
teaching, research and other academic missions of the University. The support
staff personnel system includes all staff involved in supervisory,
administrative/professional, clerical, maintenance and related service occupa-
tions. The academic personnel system is directed and monitored by the Office of
the Provost, while the support services classifications are under the aegis of
the Office of Personnel and Employee Relations. And, although monitoring of the
affirmative action efforts of these respective groups is conducted centrally
under the University's Affirmative Action Compliance Program, each major employ-
ment subsystem is subject to its own set of affirmative action goals and affirma-
tive action hiring procedures.

The following overview of the academic, executive management and support services
personnel systems provides general information about goals and objectives that
have been established, and the degree of success that has been achieved. These
issues are considered in greater detail in the respective sections of this report
which follow this executive summary; the academic personnel system is addressed
in Section II, Executive Management in Section III and the University Support
Staff in Section IV. 1In addition, specific statistical information regarding
total workforce composition as of October 1986, both numerically and in percent-
ages, for the University as a whole and by individual colleges and administrative
units is provided in Tables I-1 through I-~38.

Academic Personnel System:

During the 1985-86 affirmative action year, the academic personnel workforce
increased by 106 individuals, from 3,740 to 3,846 (2.8%). With the addition of
75 women during 1985-86, women comprise 28.17 of all academic personnel and
increased their representation to 1,082, an increase of 7.4Z., Similarly, 38
minorities were added to the academic personnel workforce during 1985-86.
Minorities represent 11.6Z of the total academic personnel system, increasing in




number to 447, or by 9.3%7., During this same period, the tenure system increased
by 24 individuals, from 2,084 to 2,108, or 1.2%. The proportion of women in the
tenure system increased to 16.87 during 1985-86 with the addition of 15 women,
bringing the total number of women to 355, an increase of 4.4%. The percentage
of minorities in the tenure system rose to 9.07 during 1985-86; the number of
minorities increased by 6 to a total of 189, an increase of 3.37%.

Evaluation of goal achievement for tenure system faculty and continuing staff
reveals that for the three-~year period ending September 30, 1986, the established
goal for addition of women to the tenure system was exceeded by 28.8% (i.e., an
established goal of 66 placements, and a total of 85 women appointed). Similar-
ly, the established goal for new minority appointments during the same three-year
period was exceeded by 33.37% (i.e., an established goal of 30 minority additionms,
with a total of 40 minority candidates actually appointed). Comparable progress
is anticipated in the 1984-87 and 1985-88 goal periods (not yet completed).
Hiring goal achievement rates for temporary faculty and continuing staff also
continue to be excellent for women and minorities.

Academic Managers

The total number of individuals in the Academic Manager group has remained fairly
stable over the past four years, 'and involved a workforce of 233 incumbents in
1986. The relative proportion of women in this category has increased from 14.7%
(34 women incumbents) in 1983, to 16.37 (38 women incumbents) in 1986. Minority
academic managers realized a percentage increase from 10.97 in 1985 to 11.27% in
1986, with a net gain of two incumbents over the past three years. Finally, of
eleven employment opportunities for appointment of academic
chairpersons/directors, one Asian/Pacific Islander was selected, resulting in a
9.17 appointment rate for minority candidates during the current reporting year.

Faculty Retention

The Department of Human Relations and the Office of the Provost have developed
and conducted a variety of programs in the academic personnel area intended to
improve the retention of women and minority faculty members. Examples of these
programs include: an Exit Interview Program, to identify employment factors
generating dissatisfaction or concern; training workshops for academic adminis-
trators, to develop skills for meaningful professional development of protected
group faculty and more effective annual faculty evaluations; professional faculty
seminars; special use of waivers of the 1l4-Step Hiring Procedure for spouses of
affirmative action appointees; regular contact with women and minority faculty
during leaves of absence, to encourage and facilitate subsequent return; and
continuation of the Visiting Minority Faculty Program and Faculty Exchange
Program with Tuskegee Institute, to increase the visibility and prestige of
protected groups on campus.

Handicapper Employment

University policy regarding employment of handicappers is explicit in requiring a
proactive commitment toward employing and advancing in employment qualified
individuals in all employment levels and practices, without discrimination on the
basis of mental, physical or sensory impairment. The Office of the Provost, in
collaboration with the Department of Human Relations, has responsibility for the
implementation and monitoring of this policy for faculty and academic staff.



Reasonable accommodations for handicappers are typically determined on a
case-by-case basis, contingent on individual circumstances. Representative
accommodations have included various cost-effective alterations, adjustments
and/or changes in the work environment, or terms and conditions of employment.

Executive Management:

Eleven Executive Management appointments were effected during this affirmative
action report year (October 1985 through September 1986). Of these appointments,
two involved non-minority women, one involved a minority male and the remainder
involved non-minority males, Section III of this report fully details the
representation of protected class members relative to total appointees in this
employment category.

It may be noted that while the number of Black and Hispanic appointees have
» remained constant, both the actual number and relative percentage of women and

minority Executive Management appointees has continued to increase.

Support Staff:

During the 1985-86 affirmative action year, the total support staff “workforce
increased by 145 (2.97 from 4,997 to 5,142, 28 minority positions), while minori-
ty employee representation rose from 657 to 685 incumbents, thus comprising 19.37%
of the overall increase. Women employee representation rose from 3,229 to 3,440
(111 positions), thereby accounting for 76.67 of the total workforce increase.
As a result, women constitute 66.37 of the support staff workforce, compared to
66.07 last report year, and minority employees represent 13.37 of total workforce
participation, compared to 13,17 during 1984-85.

Achievement of annual hiring goals is yet another significant measure. of the
University's good faith affirmative action effort to increase representation of
protected class members in campus employment. 0f the 149 affirmative action
hiring goals established for women, 129 or 86.67 were attained during 1985-86.
In the administrative-professional category, 55 goals were established and 58
(105.4%) were achieved.” In the clerical-technical category, 22 goals were
established and 14 or 63.67 were met. In the supervisory category, 507 or 3. of 6
established goals were met, while of the 66 goals in the service maintenance
area, 54 (81.8%) were attained. Due to low or nonexistent projected openings
during this period, no formal annual goals were established for public safety,
cooperative extension and skilled trades categories.

For the third straight year, considerable progress was made in the attainment of
hiring goals for minorities, with 32 goals established and 46 achieved (144.0%).
In the service maintenance area, 1 of 3 goals was achieved, and no annual goals
were established in the public safety, cooperative extension and skilled trades
categories.

During the 1985-86 affirmative action year, a survey of all employees was con-
ducted to permit self-identification of handicappers and/or veterans, resulting
in the identification of an additional 13 handicappers and 19 veterans poten-
tially eligible for reasonable accommodation or affirmative action as provided by
University policy.




Students:

Total enrollment of minorities and women has shown a slight, but steady, numeric
increase over the past several years. Nevertheless, Michigan State University
continues its ongoing efforts to attract promising women, Black, Hispanic,
Asian/Pacific Islander and Native American students to its academic programs.

Minority students, as a percentage of total affirmative action enrollment*,
increased slightly from 3,645 students (9.347) in Fall 1985 to 3,738 students
(9.39%) 1in Fall 1986. Overall minority enrollment, both in percentage and
numeric terms, reached a new high in 1986. Undergraduate minority enrollment
also increased numerically, from 3,013 students (9.2%) of the total affirmative
action undergraduate enrollment in Fall 1985, to 3,124 students (9.3%) in Fall
1986. Total minority graduate enrollment declined slightly from 632 students
(10.0%) in Fall 1985 to 614 students (9.6%) in Fall 1986. Nonetheless, a numeric
minority enrollment increase was realized in the graduate-professional program
level.

The number of women students increased from 20,399 in Fall 1985 to 21,138 in Fall
1986. The percentage enrollment growth of women in 1986 is the highest attained
in the past decade. The enrollment of 739 new women students resulted in a
proportional increase of from 49.77% in Fall 1985 to 50.57%7 in Fall 1986. Numeri-
cal increases occurred for all minority women groups with the exception of Native
Americans which remained unchanged. At the graduate level, enrollment of women
increased from 3,069 students (48.4%) in Fall 1985 to 3,155 students (49.4%Z) in
Fall 1986. Finally, the proportion of women among all students has remained
constant at between 437 and 497 for the past six years, following a decade of
steady enrollment growth.

Persistence rates for first-time freshman (FTF) women are slightly lower than
those for FTF men. Rates for minority FTF tend to be somewhat lower than those
for non-minority FTF, though representation figures for some minority groups are
small enough to produce rather misleading comparative percentages. Percentage
comparisons dealing with transfer students can be affected in a similar fashion,
resulting in similar statistical patterns; although, in general, male students
evidence persistence at slightly higher rates than do females, .and non-minorities
at higher rates than minority student groups. The weighted average annual
persistence rate, five years following FIF entrance, of above 607 compares
favorably to the national average of 537 for four-year institutions, while
Michigan State's 167 attrition rate for first~year FIF is dramatically below the
corresponding national average of 33Z.

Personal, social, cultural, financial and career-related issues also directly
affect the successful recruitment and retention of protected group students.
Students bring to the University both a diversity of cultural and ethnic back-
grounds, as well as a wide variety of individual and academic needs, which not
only enrich the opportunities for learning and personal growth but also present
challenges in assisting students in adjusting to a major life change. The
University Student Services Division continues to emphasize these factors to aid
students as they pursue their educational goals, through efforts to improve the
quality of the campus experience, to ensure equal access to resources and oppor-

*
Affirmative Action enrollment = total enrollment reduced by the number of
nonresident and postdoctoral students.



tunities and to promote increasing awareness, understanding and appreciation
among a cosmopolitan student population.

Procurement Program:

Compared to the twelve-month period reported in last year's Affirmative Action
Report, minority-owned business awards increased by $2,336,899 or from 12.17 to
19.8%7 of total potential expenditures, Similarly, women-owned business awards
increased by $1,771,088 or from 17.97 to 23.27 -of total potential expenditures
during the same time period. '

A crucial aspect of the Affirmative Action in Procurement Program is its Outreach

Program which is designed to foster improved communications with the protected

class business community and promote greater understanding of the University's

procurement function, thereby stimulating increased interest and participation of:
» minority and women-owned firms.

Special Affirmative Action Activities:

Instruction, research, and public service constitute Michigan State University's
basic organizational mission. Its commitment to equal opportunity and affirma-
tive action is demonstrated by a wealth of special initiatives, beyond estab-
lished requirements and programs, stemming from all sectors of the organization
in carrying out this mission. In instruction, for instance, over 450 credit
courses are offered which focus upon the concerns or experiences of protected
groups, of which 144 in the College of Education deal with handicapper issues and
56 in the College of Social Sciences address minorities, women and handicappers.

Similarly, faculty research spans a remarkable range of scholarly interest in
issues and concerns affecting minorities, women and handicappers. For example,
the College of Arts and Letters, Department of Art, is conducting studies of art
education with handicapper children, while the College of Education is presently
engaged in multi-year studies in bilingual research and the use of computers in
the instruction of children with learning disabilities, funded by the National
Institute of Education and the TU.S. Department of Education respectively.
Additionally, the Center for Urban Affairs has undertaken the "Benton Harbor
Demonstration Project", involving research into the role of race relations in
urban area decline, as well as a survey of low income housing in the Lansing
area, It should also be noted that women and minority faculty and staff are
well-represented in the ranks of researchers and investigators engaged in re-
search projects sponsored or supported by the University, and that this profes-
sional work is often instrumental in creating institutional changes within the
University itself, and throughout society-at-large.

The third facet of the University's mission, fundamental to the purpose and
philosophy of land grant institutions of higher learning, is public service, and
Michigan State continues to serve the objectives of affirmative action through
special applications of these programs. Examples of these general public pro-
grams which emphasize the needs and issues affecting protected groups include:
participation of women and minority student teams in the College of Engineering's
High School Outreach Program (prompting an award at the Society of Women Engi-~
neers National Conference), development of two workshops by the College of Human
Medicine for the Student Minority Affairs Regional Conference, and the sponsor-
ghip and operation of three low-cost health care clinics in Lansing and Saginaw,




as well as two clinics serving migrants and the medically indigent, by the
College of Osteopathic Medicine. The foregoing is, of course, only a brief
outline of the myriad of special programs and activities at Michigan State
University, which are fully described in Section VII, "Special Affirmative Action
Activities," of this report and in Section VII of the Appendices.

Other special initiatives in staff development are primarily directed at inten-
sive recruitment of underutilized protected group members for faculty and staff
positions (described at length in Sections II and IV of this report), and efforts
designed to: 1) increase sensitivity and awareness of the protected groups and,
2) further the careers of protected group faculty and staff.

Student Support Activities represent a spectrum of special initiatives in addi-

tion to the more formal programs discussed in Section V, "Students," of this
report, ranging through recruitment, orientation, tutoring, counseling, as well
as cultural and athletic opportunities. James Madison College's Minority Alli-
ance, which services as a support group for entering minority students and the
Physiology Department's Summer Research Internship Program for minority under-
graduates are representative samples of such efforts. '

Department of Human Relations:

The Department of Human Relations serves as the focal point for monitoring and
coordinating the University's commitment to affirmative action, equal opportunity
and nondiscrimination. It also retains responsibility for providing programming,
as well as technical assistance to other units for development of special initia-
tives to support protected groups in realizing their potential and to improve
communication and understanding between these groups and the University
community-at-large, Some examples of the types of activities undertaken by the
Department in-fulfilling this multiple responsibility include workshop presenta-
tions targeting racism, sexism -and handicapper status in the workplace. A
detailed review of these and other initiatives are available in Section VIII of
this Report and Appendices.

In conclusion, it is evident that Michigan State University's innovative combina-
tion of centralized problem-~solving, technical guidance, and monitoring, with
decentralized implementation of required program elements and creative develop-
ment of special initiatives, demonstrates both the widespread support for equal
opportunity, affirmative action and nondiscrimination with a diversity of in-
volvement which underlies a vital, growing commitment to these principles.



Table I-1

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY |
- OCTOBER 1986 University Totals = Numbers

EMPLOYEE TOTAL ' TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
W1 T M W T M W T M 0 T M W T M W T M Wl T
Professor 1097 123] 1220 73 10| 83 17 4 21 52 2 54 4 4 8 1024 113 1137
Associate
Professor 420 120] s40| 43 12 55 21 7 28 | 18 5 23 4 4 377 108 | 485
Assistant
Professor 235 112 347 33 17 50 9] 8 17| 18 8 | 26 5 1 6 1 1 202 95 | 297
Instructor 1 : 1 1 1| 1 1
= Tenure System A

Total y 1753 355| 2108 | 150 [ 39 | 189 47 | 19 66 | 89 15 | 104 13 5 18 1 1 1603 | 316 |1519
Continuing
Staff 349 266| 615 29 27 56 16 19 35 9 3 12 4 3 7, 2 2 320 | 239 | 559
Temporary . ‘
Faculty 3l4 235 549 59 | 33 92 11 12 231 40 16 | 56 7 5 12 1 1 2ss | 202 | 45

mpora
gg(aﬁor ry 348 | 226| s | 84| 26| 110 16 | 11 27| 57 9 | 66 7 6 | 13 4 4 266 | 200 | 464
Other Academic

Appts. Total 1011 727) 1738 | 172 86 | 258 43 | 42 85| 106 28 | 134 18 14 32 5 2 7 819 | ea1. 1480
Administrative
Professional 582 668| 1250 [ 45| 67| 112 24 34 58 13 ] 23 36 8 6 14 4 4 537 601 1138
| Clerical
Technical 256 | 2044 2300 | 24| 224 | 248 9 | 130 | 139 7 28 | 35 6 | 48 | 54 2| 18 20 232 18202052
Labor 894 698| 1592 [ 108 | 217 | 325 54 | 148 | 202 7 4 11 39 | s8] 97 8| 7 15 786 4811267
Support Staff

Total 1732 | 3a10| sta2 | 77| 508 | 685 87 | 32| 399 27 S5 82| 53 | 112 [ 165 10 29 | 39 | 1555 | 2902|4457
GRAND TOTAL | 496 | aso2| s9ss | 499 | 6331132 177 | 373 sso| 222 | 98| 320 84 | 131 | 215 16| 31 | a7 3997 3859 (7856




Table I-2

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY

OCTOBER 1986 University Totals — Percentages
\ 4 i - ;’:‘.

Fonl o

w

EMPLOYEE TOTAL TOTAL : ASIAN/PACIFIC - NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS

MlilwlItTiImMmlwlTrtT|IMIwlTIMIWITIMIWIT |IMIWIT | MIWI T

Professor 89.9 | 10.1 |100.0] 6.0 |o.8 | 6.8 [ 1.4 | 0.3 | 1.7 | 4.3 | 0.2 | 0.3 0.3}0.7 0.0] 0.0] o0.0f83.9 | 9.3 [93.2
,é\rsosf%%igé? 77.8 | 22.2 |100.0| 8.0 |2.2 |10.2 | 3.9 1.3 | 5.2 3.3 [ 0.9 | 4.3 0.7 0.0 0.7 0.0 o0.0] o0.0]69.8 'zo.o 89.8
Assistant

Professor 67.7 [32.3 [100.0( 9.5 |4.9 {144 { 2.6 [ 2.3 | 4.9 | 5.2 | 2.3 | 7.5 1.4 0.3]1.7 0.3 o0.0] o0.3)58.2 | 27,4 |85.6
tnstructor “f100.0 | 0.0 |100.0{100.0 0.0 |t00.0 { 0.0 | 0.0 { 0.0 f100.0 | 0.0 {100.0] o0.d 0.0]0.0 0.0/ o0.0f 0.0 .n.o n.o | 0.0

Te?-g{g; System | o0 5 16,8 |100.0| 7.1 [1.9 | 9.0 [ 2.2 0.9 | 3.1 | 42| 0.7 a9 0.4 0.2[ 0.9 [ 0.05[ o.0f 0.05[ 76.0 | 15.0 [91.0
g?;ftflnumg 56.7 [43.3 | 100.0] 4.7 |a.a | 9.1 | 2.6 | 31| 5.7 | 1.5 05| 2.0 0.4 o.5] 1.1 o.0] 0.3 0.3] 52.0 | 36.9 [90.9
;’gr(':n&?;ary 57.2 142.8 | 100.0|10.7 |6.0 [16.8 | 2.0 | 2.2( 4.2 | 7.3 | 2.9 |10.2 1.1 o0.9] 2.2 0.2 0.0l o0.2| 4.4 | 36.8 |83.2
TemForary
Staft 60.6 | 39.4 J100.0014.6 |4.5 [19.2] 2.8 | 1.9 4.7 | 9.9 1.6 |11.5 1.4 1.0] 2.3 0.7 o.0f o0.7] 6.0 | 34.8 [80.8
Other Academid]

Appts. Total | 58.2 [41.8|100.0(9.9 [4.9 |14.8 | 2.5 | 2.4 4.9 | 6.1 1.6 | 7.7 1.4 o0.8] 1.8 0.3 0.1 o0.4] 48.3 | 36.9 [85.2
Administrative
Professional 46.5 [ 53.4 |100.0{ 3.6 [5.3 [ 8.9 1.9 [ 2.7 4.6 | 1.0] 1.8 2.8 0.4 0.4] 1.1 o.d 0.3 0.3 42.9 | 48.0 {91.0
%‘éﬁ%a'l t1.1 |88.8 [100.0( 1.0 | 9.7 {10.7] 3.5 | 5.6 6.0 | 0.3] 1.2} 1.5 0.1 2.0 2.3 0.d 0.7 o.8 10.0 | 79.1 |89.2

ica

Labor s6.1|43.8|100.0[ 6.7 [13.6 | 20.4 | 3.3 | 9.2|12.6 | 0.4| 0.2]| 0.6 | 2.4| 3.6| 6.0 0.4 o.d 0.9 49.3 | 30.2 [79.5
Support Staft

'FI)'gtaI 33.6 | 66.3 | 100.0] 3.4 | 9.8 | 13.3] 1.6 | 6.0] 7.7 | o.5| 1.0] 1.5 1.o] 2.1 3.2 | o.r| 0.9 0.7 30.2 | s6.4 |86.6

GRAND TOTAL | 5.0 50.01 100.00 5.6 | 7.0 | 12.6 | 2.0 | 4.1} 6.0 ] 25| 1.1) 3.6 0.9l 1.5 2.4 0.3 0. 0.4 445 | 429 |87.4




o Tabie I-3
MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Office of the President

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL ASIAN/PACIFIC| -

MINORITIES BLACK ISLANDER HISPANIC

NATIVE

AMERICAN

CAUCASIAN/
OTHERS

M w

T

W T M W1l T M |WIT |MIWIT

M

W

T

MW T

Professor

M

Associate
Professor

Assistant
Professor

Instructor

Tenure System
Total

Continuing
Staff

Temporary
Faculty’

Temporar
Staﬁ y

Other Academiq] .

Appts, Total

(%]
—

Administrative
Professional

Clerical
Technical

Labor

Support Staff
Total

GRAND TOTAL
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Table I-4

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY

OCTOBER 1986

Office of the Provost

EMPLOYEE TOTAL TOTAL . ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M w T M | W T M w T M w T M wilTI|M WIT M W I T
6 2 8 I 1 1 1 6 1 7

Professor

Associate ! ! ! 1
Professor

Assistant

Professor

instructor

Te'fl"gtrael System 6 3 9 i 1 1 t 6 2 8
Continuing 29 43 72 3 S 8 3 3 6 2 2 26 38 64
Staff

Temporary

Faculty

Bopoey || o] . ||
Other Academic

Appts. Total 31 49| 80| 3 5 8 3 3 6 2 2 28 44 72
poministatve |10 | m) | s | 2] 5| 2 IR RE o0 | |=
Clerical

Technical 24 133 157 1 20 21 12 12 1 4 5 4 4 23 . 113 136
Labor 4 6 10 1 1 1 1 4 5 9
Support Staff

'F;gtal 4] 160 201 4 23 27 2 13 15 ] 5 6 ] 5 6 37 137 174
W,G“'RAND TOTAL 78 2121 290 7 29 36 5 171 2 ] 5 6 y 7 8 71 183|254




i oo Zable T-5
- MICHIGAN STATE UNIVERSITY
- WORKFORCE SUMMARY
OCTOBER 1986

Academic Personnel Administration

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS

MWT‘MWTMW"TMWTMWTMWTMWJ

Professor 1 1 1 1

Associate
Professor

Assistant
Professor

{nstructor

11

Tenure System 1 1 |
Total Y 1 1

Continuing
Staff

Temporary
Faculty

Temporar
Staﬁ Y

Other Academic
Appts. Total

Administrative 3 3
Professional

Clerical
Technical

Labor

Support Staff )

GRAND TOTAL | ! 6 7 ! ‘ 1 - i | s |6
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Table I-6

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY

OCTOBER 1986

Agriculture Experiment Station

EMPLOYEE

CATEGORIES

TOTAL

EMPLOYEES

TOTAL

MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE

AMERICAN

CAUCASIAN/
OTHERS

Professor

M

W

T

M

T

M W [T

M

W

T

M

W

T

M W/|T

2

2

2 2

Associate
Professor

Assistant
Professor

Instructor

Tenure System
Total

Continuing
Staff

Temporary
Faculty

Temporar
Stata y

Other Academic
Appts. Total

Administrative
Professional

Clerical
Technical

Labor

Support Staff
Total




‘Table I-7

MICHI’GAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Agriculture and Natural Resources

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M W[ TIMIWIT MlwlTIMiWI]ITIMIWITIMIWIT Ml WIT
Professor 165 2 | 167 4 4 1 1 3 3 161 2 | 163
éfgf%csisaég 61 5 | 66 4 1 5 1 1 2 3 3 57 4| sl
érssf':;i_gtr 34 8 | 42 2 1 3 ! 1 2| 1 1 : 32 7 | 39
Instructor
& Ti

e%{gl System [ .o | 45 | 275 | 10 2 12 3 2 5 7 7 250 13 | 263
Continuin

Statf 0 N 2 2 2 13 s | 18
T y .

Fzrgﬁl?;ary 13 1| 3 4 4 1 1 3 3 29 1| 30
'&mﬁorary 98 | 25 | 123 | 23 1 24 2 1 3 20 20 1 1 75 26 | 99

a

Otﬂggé?aﬁ%‘;"g;'c e | a1 177 |29 | 1 30 3 1 4 25 25 1 1 117 30 | 147
Administrative

Professional si | 57 | 108 3 3 2 2 1 1 51 s& | 105
Clerical

Technical 42 184 226 1 15 16 3 3 1 2 3 8 8 2 2 41 169 210
Labor 61 7| 8 1 2 3 1 1 1| ! 1 1| 60 s | es
Suﬁ{gglt Staff 154 | 208 | 402 2 | 20 22 4 P 2 & 6 10 | 10 2 2 1s2 | 228 | 380
GRAND TOTAL | 560 | 294 | 854 41 23 64 6 7 13 34 4 18 1 10 i 2 2 519 271 | 790




Table I-8

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Arts and Letters

EMPLOYEE TOTAL TOTAL ‘ ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS

wlTtTIMlIwlT I IM|IWI[T|MIWI]T IMIWI{T|MIWIT | MIWIT

Professor 182 3 | 216 9 2 11 2 2 6 1 7 1 1 2 1 1 173 32 | 205
éssfociate 57 23 80 5 1 6 3 1 4 2 2 52 22 74 |
rofessor
Assistant ]
Professor 17 15 32 4 4 8 2 2 1 1 2 2 1 3 1 1 13 11 2
instructor
=~ Te¥utre‘ System' 256 72 | 328 18 7 25 5 3 8 9 2 11 3 2 5 1 1 238 65 | 303
ota
Continuing
Staff 3 3 3 3
r':rempl?rary 26 | 29 | s5 2 7 9 3] 3 303 2 1 3 24 2 | 46
aculty
Temporary
Staﬁ ! 3 4 i 3 4
Other Academid]
Appts. Iotal 27 35 62 2 7 9 3 3 3 3 2 1 3 25 28 53
Administrative 1 4 5 L ! ) )
Professional 1 3 4
Clerical
: 4 42 46 4 4 4
Technical 4 4 38 | 42
Labor 4 4 | 1 3 3
Support Staff s | so| ss 6 6 6| 6 s | aa | a9

Total

e A AN wm et

- - . . LY X} 127 LA
v
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;CHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Business
EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M w TIM W T M W T M W T M W T M w T w T
Professor 62 62 3 3 3 3 59 59
oA I NN N8 I N N A N A I I o] o]
érsosle;asgf' w1 | oas | o2 3 o2 1 3 32 | 10| a2
Instructor 1 1 1 1 1 1
v Te'?g{ael System | 121 14 135 | 10| 1 1} 3 3 7 1 8 111 13 | 124
Somrers | o o] o] HERE
Temporary
Faculty 6 > ’ 6 3 9
ge;gﬁorary 1 1 12 11 1| 12
Othl;)é.Ca'l%?Q?iC 19 6 | 25 ‘ 19 6 25
Administrative
Professional 6 3 s : ; 6 3 9
Clerical
Technical 4l 41 4 4 1 1 3 3 37 | 37
Labor 10 10 3 3 1 1| : ‘ . 2 2 7 7
Sugoptc;rlt Staff 6| s | 60 7 7 2 2 3] 3 2 | 2 6 | 47| =3
GRAND TOTAL | 146 74 220 10| 8 18 3 2 5 7 1 8 s 3 2 2 136 66 | 202
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OCTOBER 1986

Table I-10

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY

Communication Arts and Sciences

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES " BLACK ISLANDER HISPANIC AMERICAN OTHERS
M W T M W T M \\ T M W T 1M w T M | W T M W 1T
Professor 17 2 19 1 1 1 1 16 ol 18
éfosf%%isaé? 14 4l 18 1 2 3 ] ] ] 2 13 2l 15
érsosflgéigtr 14 | 2 2 3 s| 2 3 5 12 d 16
Instructor o
Te‘?g{gl System | s 13] 58 4] s 9 3 4 7 1 2 41 g 49
g?:ftflnumg 5 6] 11 1 1 1 ] 4 6 10
;emﬂ?rary 11 o] 21 1 1 2 1 1 1 1 10 9 19
aculty
geigwﬁorary 8 8| 16 1 1 1 1 8 1 b
Other Academid]

Appts. Total 24 24| 48 2 2 4 2 1 3 ! 1 22| 27 4
érdonf'aégissitorr?éilve 28 5[ 53 2 2 2 2 26 2 51
%?:%%?clal 32 52| 74 5 8 13 4 4 8 1 1 2 2 1 1 2 27 3 6l
Labor 4 4 71
S”%’t‘;’lt Staff 60 nl 13 7 8 5 6 4 10 1 1 2 2 1 1 2 53 64 116
GRAND TOTAL | 129 | 1og 237 13| 15 28 11 9 20 2| 3 3 3 1 1 2 116 93 209
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" MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY:
OCTOBER 1986

Cooperative Extension

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/

CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M Wl T M W T M W T M W T M W T I M W I | M w T
1 1 2 1 1 2

Professor

Associate

Professor

Assistant

Professor

Instructor

S Tenure System 1 1

Total yste ? 1 1 2

g?;ftfinuing 185 138 323 10 | 10 20 7 9 16 | 3 3 S 1 17sf 128 303

Temporary

Faculty

TS'%gwﬁorary 8 13 21 2 1 3 1 1 2 ' . 1 1 6 12 18

Otﬂggé?ar%?g’c 193 | qsi| see | 12| 11 23 8 10| 18 4 4 1 i 181 140] 321

Administrative

Professional > > > >

%%rticglal 1 40 41 3 3 1 1 1 1 1 1 1 37 38

nic

Labor 8 141] 149 3 56 59 2 42 44 11 11 1 3 4 5 85 90

Suggglt Statf 9 186 195 3 59 62 2 0| 45 12 12 ‘1 4 5 6 1271 133

GRAND TOTAL 203 338 541 15 70 85 10 53 63 4 12 16 1 5 6 188] 266 456
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Table I-12

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Education

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL

MINORITIES

ASIAN/PACIFIC
ISLANDER

HISPANIC

AMERICAN

NATIVE

CAUCASIAN/

OTHERS

Professor

M

wW

T

M

W

T

M W I T

M

W

M

W

M

w

73

14

87

1

1

2

72

13

85

Associate
Professor

28

14

42

24

13

37

Assistant
Professor

12

13

25

10

11

21

Instructor

Tenure System
Total

113

41

154

11

106

37

143

Continuing
Staff

Temporary
Faculty

18

30

11

16

27

Temporar
Stan y

34

42

34

42

Other Academic]
Appts. Total

23

54

77

2L

52

73

Administrative
Professional

Clerical
Technical

68

68

63

63

lLabor

Support Staff
Total

75

75

-70

70
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WICHIGAN Sthre UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Engineering
EMPLOYEE TOTAL TOTAL | ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M wil T M W M w T M W iIlT M w T M w T M1 W T
Professor >3 37 7 7 7 ‘ 46 46
Associate
Professor 28 1 29 | s 5 5 5 23 1 24
Assistant
Professor 31 1 32 | 12 12 1 10 10 2 2 ‘ 19, 1 20
instructor
Te?g{gl System | ), 2 | 116 | 24 2% 22 22 | 2 2 88 | 2 | 90
g?;ftfinumg 5 6 11 1| 2 1 1 2 4 5 9
I':r:rcnlﬁ)'?;ary 11 4 15 4 1 5 4 1 5 7 3 10
get;nﬁorary 5 2 7| 1 1 1 1 4 2 6
Otzgl;)é.c%%ft?gic 21 | 12 33| 6 2 8 1 1 2 5 1 6 15 | 10 25
Administrative
Professional g : ’ ’ ? ’
ool o I o L B M
Labor 8 8 16 1 1 1 1 8 7 15
Support Staff
El)'gtal 17 | a1 58 4 4 s 4 17 | 37 | s4
GRAND TOTAL 150 55 205 | 30 6 36 1 5 6 27 | | 28 2 2 120 | 49 169,




Table I-14

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

General Academic Adminstration

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/

CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
MlwlTtiMiwlsImMiwlrsTIMIWIlTIM[WI[TIMIWI]T | MIWIT

Professor 3 ! 4 ‘ > bl

Associate

Professor 2 1 3 2 1 3

Assistant

Professor

Instructor

[a%)
© Te¥g{§l System 5 2 7 5 2 7

(S)?:ftfmumg . | 1 1 1 |

Temporary

Faculty 1 : ' '

Temporar

Staff’ y

Other Academi

Appts. Total | 2 2 ! ! L ! ! L

éﬁjoTégisﬁgﬁéilve s | 34| 74 3 3 6 3 3 6 37 31 | 68

%iﬁ%?(}'a’ 23 | 100 | 123 3 18 21 1 11 12 1 4 5 1 2 3 1 1 20 82 | 102

Labor 4 2 6 4 2 6

Support Staff

Total 67 | 136 | 203 6 21 27 1 11 12 4 7 11 1 2 3 1 1 61 115 | 176
a2 1 1ar | 219 7 21 28 SRRT 12 5 7 12 ] 2 3 ] ] 67 117 } 184




MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Human Ecology

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS

tlwlTtTiMliwlIilIMlIlwlrTIMIw]lTIMIW]lTIMIWITIMIWIT

Professor 6 1 17 6 11 17
e O I N I I I o )y el
Professor i I i il o
instructor
it Tenure System |

Total 11 39 50 I 3 3 3 11 36 1 47
Continuing
Staff 7 7 7 7
?__’g?&gary 1 11 12 1 1 1 1 1 10 11
g%r;\pforary 4 10 14 4 10| 14
Other Academic

Appts. Total 5 28] 33 1 1 1 1 54 27| 32
Administrative |
Professional 2 4 6 2 4 6
Clerical
Technical 33 33 2 2 2 2 31 31

A

Labor ! 1 . 1 1
Support Staff

Total 2 38 40 2 2 2 2 2 36 |.38

GRAND TOTAL 18 105 123 6 6 2 2 4 4 18 99 | 117




(44

MICHIGAN S

Table I-16

TATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Human Medicine

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC ' NATIVE CAUCASIAN/

CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M w T i M (W T M W M W T 1M W I T M W T M WlT

Professor 66 7173 s | 1 9| 2 5 51 1 1 2 58 6] 64

Associate

Professor 31 10| 4 3 2 5 2] 2 4 28 8| 36

Assistant

Professor 7 6| 13 2 2 2 2 7 4l 11

Instructor

Te.’l’.c‘)—'t’:, System | 4, 23| 1227 | n 5 16| 3 71 4 ny 1 1| 2 93 18] 1

;’:rg&?;ary 91 sa| 145 | 28 | 12 40 3 ] 9 33| 2 2 631 42] 105

Temporar 23 17| 40 12 6 18 2 1

Sta# Y 2| 4 16 11 nf| 22

Othl’pé-cq[giiﬁg?lC s [ 74f 189 | a0 | 18| ss| 2 5 6| 13 | 49 2 2 75.f  se) 131

Administrati ;

Professional ~ | 18 | | & ! 4 5 1 3 3 17 391 56

%é%ﬂ%?éal 8 | 140 148 1 7 8 3 1 3 4 1 t 7 33] 140

Labor 10} 10 3 3 2 1 1 vd I

upport Staff '

S ?‘gtal S 26 1 193] 219 2 14 16 6 1 6 7 2 | 2 24| 179] 203

N B 2 1l 6 192 | 253 445

N



A e 217
BICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986 International

Studies and Programs

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M W T M W T M W T M W T M W TIM | W T M W I T
Professor b 4 s | 4
Associate
Professor
Assistant
Professor
{nstructor
N '
enure System | 4 4 ‘
Total y _ ‘ b
Temporary 1 1 1 1 1 1
Faculty
Siagorary L] |
Other Academiq 3 1 4 2 2 1 1 1 1 1 1 2
Appts. Total
Administrative 2 11 13 2 2 1 1 1 1 2 9 11
Professional
Cleri
Te%ﬁ?xiac!al 161 16 4 g L4 12 | 12
Labor 1 1 7 ) 1 1
Support Staff 2 28 30 6 6 5 5 1 i 2 22 .24
Total 2
GRAND TOTAL |} 9 29 | 38 2 6 8 1 5 6 1 | 2 h 7 23 | 30




Table I-18

MICHIGAN STATE UNIVERSITY
- WORKFORCE SUMMARY
OCTOBER 1986

James Madison

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC . NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M w T M W T M WI T M w T M W T M W T M_ T
/ 4 4 : 4 4
Professor
Associate 5 2 7 5 2 7
Professor
Assistant 6 6 1 ) 1 | 5 s
Professor
Instructor -
N -
= Tenure System | 15 2 | 17 1 O 1 14 2 | 16
Total . .
Continuing 1 1 1 1
Staff
Temporary 3 2 5 1 1 1 1 2 2 4
Facuilty
Temporar 1 X 2 1 1 2
Staﬁ Y : ‘
Other Academid
Appts. Total | ° o ! ! ! 3 s 7
| Administrative
1 Professional
Clerical
Technical 7 7 ! ! L ! 6 6
Labor A
Support Staff 7 7 | i l | 6 6
. Total ‘ ;
-~ - n 2 1 1 17 12 29




MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Lifelong Education

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M WI TIM W1l T M \ T M w T M W T M W T M w T
9 2 11 :

Professor : ' 9 2| 1
provsize | s | | ] el |
Assistant 1 1 | |
Professor .
Instructor

G Teglﬁ_gtrgl System | 13 2 15 | 1 B 1 1 12 2| 14
Continuing s 2 1|1 1 1 1
Staff ° j v
Temporary
Faculty
Temporar 6 4 10 ‘
Staﬁ y » 6 4 10
Othrpé'ca_l%?g?ic 15 6 21 1 1 1 1 14 6 20
Administrative 6 1l i7 1 1 1 1
Professional ’ 6 10 e
Clerical 1 %! 3 '
Technical / e : “ uh
Labor ! 3 4 . . ! N
Suggtoarlt Staff 8 57 65 1 1 1 t 8 561 64
GRAND TOTAL | 3¢ 65 101 2 i 2 1 1 2 1 ] 34 64 98
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Table I-20

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY

OCTOBER 1986

Cyclotron Laboratory

EMPLOYEE ‘TOTAL TOTAL ASIAN/PACIFIC : NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M w T M | W T M W M WITIM w T M W T M | W T
2 2
Professor 2 2
Associate
Professor
Assistant
Professor
Instructor
Tenure System ’
Total ? 2 - 2 2
Continuing 32 2 34 2] 1 3 2 1 3 30 1| 31
Staff
Temporary 2 2 2 2
Faculty
Temporar
StafFf) y 3 13 3 3 5 5 8 8
| Other Academid]
Appis. Tota 47 2 49 7 1 8 7 1 8 ao? 1] 4
el Y NI ) N O I I
Clerical
Technical ! 7 8 ! ! l 1 1 6 7
Labor 19 19 : ! ! L 18 18
Support Staff
Total 54 18 72 3 1 4 1 2 2 1 1 5] 17| 68
" ) 7 1 8 2 2 1 I 93 18| 11t




AMICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Natural Science

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M wW T M W T M W T M W T M W T M w T M w T
Professor 226 16| 242 | 27 2 29 | 3 3 24 1| 25 1 1 199 |l 213
e Ml N Ml N O AN “| o =
’Sif}i;i’;t, 30 1 el 1 1 2 1 L 1 1 29 10l 39
Instructor
N
~ Tenure System '

Total 301 36| 337 | 29 4 13| 3 1 4 26| 2 28 1 1 272 32| 304
gfr;tfinuing 17 s 22 2 1 3 1 1 11 2 15 4l 19

a
gg?ﬁ?;ary 34 25| 59 9 3 12 7| 2 9| 1 1 2| 1 1 25 22| a7
gﬁg‘ﬁmary 70 32| 102 19 2 21 2 1 3 13 13 3 1 4 1 1 51 30| 81
Othrpécql%?g;ic 121 62| 183 | 30 5 36| 3 1 4 21 3 2| 4 2 6] 2 2 91 se| 147
é:jor?égisﬁgr?et\ilve 42 24| 66 2 2 2 2 40 2| 64
%?:rligiaclal a7 | 121 168 51 11 16 7 7 1 2 3 3 1 af 1 1 2 | a2 110 _‘ 152
Labor 33 13 46 1 1 2| 1 1 2 ) 32 12| 44
Su_;%gt%rlt Staff 122 | 158| 280 g | 12 20| 1 8 9 3l 2 s| 3 1 4l 1 1 2 114 146" 260
GRAND TOTAL | 544 | 256| s00 | 67| 22 go| 7 0] 17 sof 7 s7| 7 4 1| 3 1 4 4771 23}
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Table I-22

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Nursing

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL

MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE
AMERICAN

CAUCASIAN/

OTHERS .

Professor

M W

T

M

W

T

M |W [T

M

w

T

M W I T

M

w

2

2

2

Associate
Professor

Assistant
Professor

15

15

15

15

thstructor

Tenure System
Total

24

24

24

24

Continuing
Staff

Temporary
Faculty

24

24

23

23

Temporar
Staﬁ Y

Other Academid
. Appts. Total

1 28

29

26

27

Administrative
Professional

Clerical
Technical

10

10

Labor

Support Staff
Total

15

14

14




'MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Osteopathic Medicine

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE | CAUCASIAN/

CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
Mlwl T iMiwlTrimliwlTtIMwiT|IMw|lT M |WIT|MIWIT

Professor 47 8 55 2 1 3 1 1 1 1 1 1| 45 71 52

érsosf%%igé? 31 5 36 1 1 2 1 1 2 30 4 34

Assistant ‘

Professor 7 1 8 1 ! 1 1| 6 1 7

tnstructor

3]
(Yo} .

Te_rll_cL)JtraeI System | gs 16| 99 4 2 6| 1 2 3 2 2 1 1 81 12} 93

g?:ftfinuing 2 2 1 1 1 1 1 1

Temporary :

Faculty 25 13| 38 3 1 1 1 24 13 a7

g—;{gﬁorary 16 8| 24 5 1 6 4 1 5 1 1 11 7] 18

OtRS})tAs?a%?Q,C 41 23| 64 6 2 8 4 2 6 2 2 35 21| s6

Administrative

%%‘gﬁ%al 7 70l 77 7 7 4 4 1 1 2 2 7 63| 70

Labor ! ! L‘ . 1 1

Sug)_gt%rlt Staff 14 90| 104 9 9 4 4 1 1 2 2 2 2 14 st 95

GRAND TOTAL | 140 [ 127} 267 | 10f 13 sl 1| s 7 6 3 9 3 2 5 2 2 130 | 114] 244
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Table I-24

MICHIGAN STATE UNIVERSITY

WORKFORCE SUMMARY
OCTOBER 1986

Social Science

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE | CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS

M W T M WL T M W T M W T M W TIM W T M W T

110 13| 123 4 2 6| 2 1 3 1 1 1 1 2 106 1| 117
Professor
érsosfoe%isaé? 47 14 61 5 1 6 3 1 4 2 2 42 13 55
érsosgzgasgtr 13 s 18 3 32 2 ! 1 10 sl 1s
Instructor
Te_?_gtrgl System | 170 2] 202 | 12 3 15| 7 2 9 2 2 3 1 4 158 29) 187
Continuing 3 71 10 1 1 1 1 3 6 9
Staff
ggrglupr?;ary 22 18 40 2 2 4 2 2 4 20 16 36
g%gxgorary 10 12| 22 1 1 1 1 9 120 21
Otngé.ca'%?g?ic 35 | 37 72| 3 3 6| 2 3 s |1 1 32, 3 66
Administrative
Professional 2 6 8 2 6 8
Clerical 4 72 76 9 9 4 4 2 2 2 2 1 1 4 63| 67
Technical
Labor L o’
Sug_opt%rlt Staff 6 as] m 9 9 4 h 2 2 2 2 ! 1 6 76| 82
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ICHIGAN STATE

UNIVERSITY

WORKFORCE SUMMARY

OCTOBER 1986

Undergraduate Education Division

EMFLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS .
M W T M W T w T M W T M W T W Il T M W T

Professor 3 3 6 2 2 2 ! 3 4
Associate

Professor ! ! L 1
Assistant

Proflessor

Instructor

Tellw_cutréal System 4 3 7 2 2 2 2 3 5
? g?ar}tfinuing 2 19 | 21 1 6 7 4 5 1 1 1 1 1 13 | 14
Temporary

Facuity

g%ranﬁorary 7 15 22 5 6 11 2 5 2 | 2 1 2 3 1 1 2 9 11
OthgrpécaT%?g?iC 9 | 3¢ | 43 6 | 12 18 6 10 2 | 2 1 3 4 1 1 2 3 22 | 25
érdor;ég?torr?at\ilve 9 9 18 2 4 6 2 4 | 1 1 1 1 7 5 12

i

Clerjcal

Technical 34 54 10 10 6 6 4 4 s |oas
Labor 4 4 8 4 4 8
, SU??&T Staff 3] 7| 80 | 2 | 14 16 8 | 10 s | s 1 1 1 53 | 6
GRAND TOTAL 26 | 106 | 130 | 10 | 26 36 14 22 2| 2 1 g | 9 1 2 3 16 78 | 94
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Table I-26

MICHIGAN STATE UNIVERSITY
- WORKFORCE SUMMARY
OCTOBER 1986

Urban Affairs Program

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

MINORITIES

TOTAL

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE

AMERICAN

CAUCASIAN/
OTHERS |

Professor

M

W

T

M

W

T

M W I T

M

W

W

T

M W T

2

1

3

1

1

1 1 2

Associate
Professor

Assistant
Professor

Instructor

Tenure System
Total °

Continuing
Staff

Temporary
Faculty

Temporar
Staﬁ y

Other Academic
Appts. Total

Administrative
Professional

Clerical
Technical

Labor

Support Staff
Total

11
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OCTOBER 1986

CHIG. Q‘S‘TATEUNIVERSITY
WORKFORCE SUMMARY

Veterinary Medicine

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M 2 T M W T M W T M W T M W T M ' T M W T
Professor 36 o L 2 2 2 2 34 1| 35
é\fo‘sf%c;igé? 28 2| 30 3 3 1 2 2 25 2l 27
Assistant 20 6 26 2 2 2 2 18 6 24
Professor '
Instructor
Te_?g{gl System | 84 9| 93 7 7| 3 3 4 4 77 5] - 86
gtonftflnumg 2 4 6 1 1 1 1 2 3 5
a
[Iempltorary 35 22 57 5 3 8 2 4 2 . 2 1 1 2 30 19 49
aculty
get;nﬁorary 12 12 24 3 3 6 2 1 3 1 1 2 1 1 9 9 18
OtRSBéf’aT%‘fgic 49 8| 87 8 7 15 4 8 3 1 4f 1 2 3 41, s 72
Administrative 12 24 36 2 2 2 2 12 22 34
Professional
gr;lerr.;cm 9 137 146 2 6 8 2 3 1 1 2 2 2 1 1 7 131 138
echnical
Labor 9 10 19 1 1 1 1 9 9 18
Support Staff 30 | 171 201 2] 9 11 3 4 TR 2 2 1 1 28| 162] ' 190
Total
GRAND TOTAL | 163 218| 381 17 16 33| 8 7 15 8 4 12 1 4 5 | | 146 202} 348
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Table I-28

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Office of the

Senior Consultant to the President

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL
MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE
AMERICAN

CAUCASIAN/
OTHERS

Professor

M

'

T

M

W

T

M W [ T

M

W

T

M | W

M | WI T

1

1

4-[ .

1 1

Associate
Professor

L

Assistant
Professor

fnstructor

Tenure System
Total

| Continuing
| Staff

- Temporary
1 Faculty

: Temporar
Staﬁ Y

Other Academic
Appts. Total

Administrative
Professional

Clerical
Technical

Labor

Support Statt
Total

10




CHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986 Vice President for Finance

and Operations and Treasurer

EMPLOYEE TOTAL TOTAL ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS
M w TIM | W T M W T M wW T M wW T IM | W T M w

Professor
Associate 6 6 6 6
Professor
Assistant 4 4 1 | 1 1 3 3
Professor
Instructor

& T S
e%ztrgl ystem 10 10 1 _ 1 1 1 9 9
Temporary
Faculty
g‘igﬁorafy 32 12| 44 6 2 8 5 1 6 1 1R 1 26 10| 36
Otzggéca}%‘igic 41 13| ss 7 2 ol 6 1 7 1 1 1 34 11| 4s
é?ofpéggs_trﬁéilve 129 71| 200 | 12 2 14 5 2 7 3 3 4 A 117 ‘69 | 186

10 \,/

%la%rfi)%?clal 15 82 97| 3 7 10 2 3 5 ‘1 2 3 1 1 1 1 12 75| 87
Labor 68 6 74 7 1 8 2 1 3 5 5 61 51 66
Support Staff
Total 212 159] 371 22 10 32 9 6 15 4 2 6 9 1 10 1 1 190 149 | 339
GRAND TOTAL | 263 172] 435 30 12 a2 16 7 23 4 2 6 9 2 1 1 1 2 233 160 | 393




Table I-30

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY

OCTOBER 1986

Financial Operations

EMPLOYEE TOTAL ' TOTAL . ASIAN/PACIFIC NATIVE CAUCASIAN/

CATEGORIES EMPLOYEES | MINORITIES BLACK ISLANDER | HISPANIC AMERICAN OTHERS
mlwltimliwlsimlwlitimwlrsImlwlrtiMmlwlT|[MIWI]T

Professor

Associate
Professor

Assistant
Professor

instructor

9¢

Tenure System
Total

Continuing 3 3 . 3 3
Staff :

Temporary
Faculty

T
g%glﬁorary |

Other Academic] 3 | 3 : _ 3 3
Appts. Total ‘

Administrative 30 3L el 1 1 2 1 1 1 1 29 30 | 59
Professional

Clerical

Technical 6 127 133 1 10 11 6 6 2 2 1 2 3 5 117 1122

43 7 50| 4 4 2 2 2 2 39 7| 46
Labor _

Support Staff
Total 79 | wes| 244 6 [ 1| 17f 2 7] 9 2ol 2| o 2] 6 73 154 |227

e SRR R S IRE e TN 7 9 2 2 4 2 6 76 154 {230
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WORKFORCE S

UMMARY
OCTOBER 1986

Housing and Food Service

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

MINORITIES

TOTAL

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE

AMERICAN

CAUCASIAN/
OTHERS

Protfessor

M

W

T

M

W

T

M W T

M

W

T

M

W

T

M

W

Associate
Professor

Assistant
Protessor

Instructor

Tenure System
Total

Continuing
Staff

Temporary
Faculty

Temporar
Staﬁ y

Other Academid
Appts. Total

Administrative
Professional

58

39

97

56

32

88

Clerical
Technical

130

137

17

12

113

119

Labor

Jt8

584

44

103

27

76

103

13

21

34

222

215

437

Support Staff
Total

487

818

47

127

27

92

23

37

284

360

644

GRAND TOTAL

333

487

820

47

127

174

27

92

14

23

37

286

360

646
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Table I-32

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Physical Plant

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL

MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE

AMERICAN

CAUCASIAN/
OTHERS

M

W T

M | W

T

M W [ T

M w T

M

W

T M | W T

Professor

Associate
Professor

Assistant
Professor

Instructor

Tenure System
Totali

Continuing
Staff

Temporary
Facuity

Temporar
' Staﬁ Y

Other Academic]
Appts. Total

Administrative
Professional

39 10 49

36 10 |46

Clerical
Technical

Labor

318 104

422

42 42

84

19

19

38

5 276 62

338

Support Staff

Total

363 132

495

90

21

21

h2

4 4

5 318 87

405

€ 199 ay

4nag
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WORKFORCE SUMMARY
OCTOBER 1986

Vice President for Health

Services and Facilities

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL

MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE
AMERICAN

CAUCASIAN/
OTHERS |

Professor

M

w

T

M | W

T

M [W [T

M

W

T

M W IT

M | W T

Associate
Professor

Assistant
Professor

fnstructor

Tenure System
Total

Continuing
Staff

(3]
N

Temporary
Facuity

Temporary
Staff

Other Academic]
Appts, Total

Administrative
Professional

79

93

w

6

Clerical
Technical

135

139

17

12

12

4 118 122

Labor

4]

Support Staff
Total

220

239

31

17

18

17 191 |208

GRAND TOTAL

22

220

242

32

17

18

19 191 }210
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Table I-34

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY

OCTOBER 1986

Vice President for Research
and Graduate Studies

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL

MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE

AMERICAN

CAUCASIAN/
OTHERS .

M

W

T

M

W

T

M W [ T

M

W

T

M

W

M

w

T

Professor

9

1

10

1

1

—

—

T

8

1

9

Associate
Professor

Assistant
Professor

[

Instructor

Tenure System
Total

11

10

Continuing
Staft

Temporary
Facuity

Temporar
Staﬁ y

Other Academic
Appts. Total

Administrative
Professional

18

Clerical
Technical

19

18

20

Labor

'] Support Staff

. Total,

18

31

49

29

46

£1




fIGAN STATE UNT ER$ITY
WORKFORCE SUMMARY
OCTOBER 1986 Vice President for

Student Affairs and Services

EMPLOYEE TOTAL TOTAL . ASIAN/PACIFIC NATIVE CAUCASIAN/
CATEGORIES EMPLOYEES MINORITIES BLACK ISLANDER HISPANIC AMERICAN OTHERS .
M Wi T I M W T M Wi T M (W I T | M WIT|IM|W T M w T
Professor 7 2 9 1 1 1 1 6 2 8
éfgf%%igére 3 1 4 2 ] 3 1 1 2 1 1 1 1
Assistant
Professor : : ? 1 ! 2
instructor
o~
- Te?g{gl System | 11 4 15 3 1 4 2 1 3 1 1 8 I
gtoar}tfmumg 4 20 6| 1 o 1 3 215
Temporary
Facuity : : ° ’ o
Temporar
Staﬁ y
Othrpéca]%?glﬂc 6 5 11 1 1 1 1 | 5 51 10
é‘?or?égggﬁé'lve 30 77 | 107 9 | 17 26 6 12| 18 ] 3 4 2 1 3 1 1 | 2 60 |1
(T:]erric‘al l 3 8o | 83 1 25 26 1 15| 16 2 2 5 5 3 3 2 55 | 57
echnica
Labor ! 3 4 1 3 4
Sug.gt%rlt Staff 34 160 | 194 10 | 42 52 7 27| 34 1 5 6 2 6 8 4 4 | 24 118- 142
GRAND TOTAL 51 ° 169 220 14 43 57 10 28| 38 1 5 6 3. 6 9 4 4 37 126 [163
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Table I-36

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

Vice President for
University Development

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL

MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE

AMERICAN

CAUCASIAN/
OTHERS

M

W

T

M W

T

M | W T

M

w T

M

W

T

VR

W.

Professor

Associate
Professor

Assistant
Professor

Instructor

Tenure System
Total

Continuing
Staff

Temporary
Faculty

Temporar
Staﬁ y

Other Academic
‘Appts. Total

Administrative
Professional

18

26

17

24

Clerical
Technical

28

28

26

26

Labor

Support Staff
Tntal

47

55

44

51
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WORKEOR

CE SUMM

ER
A

OCTOBER 1986

Y

SITY

Vice President

for University Relations

EMPLOYEE
CATEGORIES

TOTAL
EMPLOYEES

TOTAL
MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC

NATIVE

AMERICAN

CAUCASIAN/
OTHERS

Professor

W

T

T M W

T M W

T

M

W

T

M

WI1T M

W

T

Associate
Professor

Assistant
Professor

Instructor

Tenure System
Total

Continuing
Staff

Temporary
Faculty

] Temporar
] Staﬁ y

Other Academid
Appts. Total

1

] Administrative
| Professional

11

10

21

20

Clerical
Technical

Labor

Support Staff
Total

29

28

GRAND TOTAL

31

3
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Table I-38

MICHIGAN STATE UNIVERSITY
WORKFORCE SUMMARY
OCTOBER 1986

MSU Alumni Association

EMPLOYEE
CATEGORIES

TOTAL

EMPLOYEES

TOTAL

MINORITIES

BLACK

ASIAN/PACIFIC
ISLANDER

HISPANIC .

NATIVE

AMERICAN

CAUCASIAN/
OTHERS |

W

T

M

W

T

M W [T

M

W

T

M

W I T WIT

Professor

Associate
Professor

Assistant
Professor

instructor

Tenure System
Total

Continuing
Staff

Temporary
Faculty

Temporar
Staﬁ y

Other Academic
Appts. Total

| Professional

Administrative

Clerical
Technical

Labor

Support Staff

Total




II. ACADEMIC PERSONNEL

The reporting categories within the academic personnel system are tenure system
faculty, temporary faculty, continuing staff, and temporary staff. These groups
comprise the total academic personnel workforce. Tenure system faculty includes
instructors, assistant professors, associate professors, and full professors in
probationary or tenured appointments. Temporary faculty hold the same ranks as
tenure system faculty but are appointed on a part-time or full-time basis for
specified periods of time without assurance of reappointment. Continuing staff
members include individuals appointed as specialists, librarians, field staff of
the Cooperative Extension Service and individuals in the National Superconducting
Cyclotron Laboratory in the applicable continuing (job security) appointment
system. Temporary staff members hold the same types of appointments, plus other
titles, but are appointed on a part-time or full-time basis for specified periods
of time without assurance of reappointment. Academic administrators, including:

w» those who hold faculty appointments, are included within the academic personnel
system.

The 14-Step Planning and Hiring Procedure for Academic Personnel strives to
assure equal opportunity and to enhance consideration of affirmative action goals
in the hiring of faculty and academic staff, including academic administrators,
from both inside and outside the University. (Waivers of the Procedure are
permitted in such cases as short-term and/or repeat temporary appointments,
unpaid adjunct/clinical faculty/staff, and in extraordinary and limited circum-
stances.) Line administrators must both plan and execute the appointment process
in the context of our dual commitment to affirmative action and excellence, with
monitoring by the Department of Human Relations. An abbreviated set of proce-
dures for hiring Research Associates, a type of temporary staff, permits flexi~
bility on the part of the principal investigator whose grant funds the position
while retaining procedures and monitoring to assure non-~discrimination and
consideration of opportunities for affirmative action. :

Appointment Profile -- Academic Personnel System

During the 1985-86 affirmative action year, the total academic personnel
workforce increased by 106 individuals, from 3,740 to 3,846 (2.87). With the
addition of 75 women during 1985-86, women comprise 28.17 of all academic person-
“nel; their representation increased to 1,082 or by 7.4%7. Similarly, 38 minori-~
tles were added to the academic personnel workforce during 1985-86. Minorities
now represent 11.67% of the total academic personnel system, increasing in number
“to 447, or by 9.3%Z. Graphs II-1, II-2, II-11 and II-12, following this page,
provide additional detail for the reporting categories within the academic
personnel system for the period 1983-86. Additionally, the workforce summary
(Tables 1-38) provides the percentage and numerical distribution within reporting
tategories of the academic (as well as University support) personnel system by
major administrative unit, gender and racial/ethnic group.

Qverall, patterns of change among the four racial/ethnic groups were varied:
Black representation in the academic personnel workforce increased from 141 to
151, or 3.9% of the total; Asian/Pacific Islanders increased from 229 to 238, or
6,27 of the total; Hispanics increased substantially from 33 to 50, or 1.3% of
the total; Native Americans rose from 6 to 8, or 0.27 of the total. Graphs II-3
1irough II-10, at the end of this section, provide additional detail by racial/
gthnic group for the reporting categories within the total academic personnel
‘gtem for the period 1983-86.
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Tenure System

The tenure system faculty, i.e., individuals with probationary or tenured ap-
pointments with the ranks of Professor, Associate Professor, Assistant Professor
and Instructor, are central to carrying out the teaching, research and service
mission of the University. Accordingly, appointment and advancement of women and
minorities in the tenure system is central to the University's affirmative action
effort. While the general trend is one of increasing numbers and proportions for
women and minorities, progress is slow.

~ During the 1985-86 affirmative action year, the tenure system increased by 24
individuals, from 2,084 to 2,108, or 1.27. The proportion of women in the tenure
system increased to 16.87% during 1985-86 with the net gain of 15 women, bringing
the total number of women to 355, an increase of 4.47. The percentage of minori-
ties in the tenure system rose to 9.0%7 during 1985-86; the number of minorities
increased by 6 to a total of 189, an increase of 3.3%.

Within the tenure system, patterns of change among the four racial/ethnic groups
were varied: Black representation increased from 63 to 66, to 3.17 of the tenure
system; Asian/Pacific Islanders increased from 102 to 104, to 4.97 of the total;
Hispanics increased from 16 to 18, to 0.9%Z of the total; Native Americans de-
- creased from 2 to 1, to 0.05%7 of the total.

Within the academic ranks of the tenure system, women and minorities usually have
less representation at each successively higher rank. Over time, the general
pattern of increasing but lower proportions of representation at each higher rank
reflects, in part, the fact that most new tenure system faculty, including women
and minorities, are appointed at the assistant professor rank. In October 1986,
the proportion of women at the various ranks changed as follows: assistant
professor, declined from 32.77 to 32.3%; associate professor, increased from
20.4%7 to 22.27%; full professor, increased from 9.87 to 10.17%7. Similarly, the
proportion of minorities at the various ranks changed in the following manner:
assistant professor, declined from 14.57 to 14.47%; associate professor, increased
from 10.1% to 10.27%; full professor, increased from 6.67 to 6.8%.

New Appointments in the Tenure System

During 1985-86, there were 118 individuals appointed in the tenure system,
including 31 women (26.37%) and 16 minorities (13.6Z). On a non-duplicative counté
basis, 45 individuals, or 38.17%7, of the total appointments in the tenure system:
were members of protected groups. This represents an increase from the corre—é
sponding proportion in 1985 of 34.7%. Graphs II-13 and II-14, following thig
page, provide additional detail by protected group for the period 1983-86. 5

Of significance is the fact that 617 (72) of all new tenure system appointments
made during 1985-86 were in the Colleges of Agriculture and Natural Resources,
Business, Engineering, Natural Science, Human, Osteopathic and Veterinary Medi~
cine; these Colleges generally have lower availability of women and minorities
than disciplines in such Colleges as Arts and Letters, Communication Arts and:
Sciences, Education and Social Science. Minorities were appointed in the follow
ing Colleges (number/proportion of new hires in the College):

~ Business (3/23.12)
~ Communication Arts and Sciences (1/12.5%)
~ Education (1/9.1%)

48



~r ~

[ ] [}
. =PI
P
. v
: 2 N
[N}
poy
= = RS R R I S SRR SR R SRR
m - €97 _.uuunuuuu«uuuuuu:uuuuuuHuuuuunuuuuuuuuuuuuuuuuuuuuuuunﬂuuuuuuuuu -
5 s e EE g
= =)
=
: AR -+ .
Pt o Y o =
- ‘.,.,A”.,. v e
o ) : b..n i o =
% - 91f ,%4 ﬁ,NA - el 1k
b = A TR TR T =
e 0z Ry = i M_—sa,s OG =
Luy ﬁ )
2o T E 00 =
(ep] — o S =
in 5 " oﬁl o u.m " 00| <
— oo o—- -2 i 00| o
= (™) n\e.hw .nMI ~ - [
=B e
< < mw pe = o
5 efT - > 3
AN
< 8\ I Vi B © 2=
o o QL ==
< T %r. v o.%., i o
m AN [ - ~ SN P
] € BT o £ € By =
3 _cn.. -
> € e — . u!
+ W m - ) nll\ (94
C = S et
- fixf mw_ o —_
L : =) = = = & o n
.N.w. =1 £+ r n - «T
o T g - ~ I o T
<- ] o ) =
a3 £ c c ]
= ¥ = A
B Z £ = 5 »
o [\ S w
> oy m % oz w . s
Iy (&) S S
uJ (U ) [aw]
= = = +
= o = 6'8
9 _ T T T T _ L T T —w T T T D _ Tt T — Lt L — T T — 11 — T T 1T — L L 1— LI
[l = : [~ ) o5 — ] (=] o = = =] ] [
- " Lo P e - T T
da Lc._,_‘._ Z 3 3 o [ ~— ~t

juasued




- Engineering ‘ (5/35.7%)

— Human Medicine (1/14.,32)
- Natural Science (1/4.3%)
- Social Science (2/25.0%)
- Urban Affairs (1/100%)
~ Veterinary Medicine (1/16.7%)

Likewise, the following colleges appointed women in the tenure system during
1985-86 (number/proportion of new hires in the college):

- Agriculture and Natural Resources (1/16.7%)
— Arts and Letters , (3/27.3%)
-~ Business ‘ (4/30.8%)
— Communication Arts and Sciences (3/37.5%)
— Education (2/18.2%)
~ Engineering (1/7.1%)

— Human Ecology (1/100%)

~ Human Medicine (2/28.6%)
— Natural Science (8/34.8%)
- Nursing (2/100%)

- Social Science (2/25.0%)
- Veterinary Medicine (2/33.3%)

Goal Achievement

A summary of goal achievement for appointing tenure system faculty and continuing
staff shows the following results. For the three-~year period which ended Septem-
ber 30, 1986, the goal for adding women to the tenure system was exceeded by
28.87 (goal of 66 positions; 85 women added); the goal for minorities was exceed-
ed by 33.37%7 (goal of 30 positions; 40 minorities added). Similar progress is
expected in 'the 1984-87 and 1985-88 goal periods which are not yet completed.

The hiring goal achievement rates for temporary faculty and continuing staff
continue to reflect hiring rates at or above availability for women and minori-
ties. Goals in these areas are set on the basis of a projected continuation of
the historic pattern of replacing approximately one-third of temporary faculty
and staff each year. Appendix II-A contains interim goal achievement analyses
for tenure system faculty in each college and the University totals for the other
categories in the Academic Personnel System. :

Salary/Promotion Review

A continuing activity in the University's Affirmative Action Program is the:
review of both salary levels and annual salary increases of women and minorit
tenure system faculty members in comparison with salary levels and increases o
non-minority male colleagues. Patterns of promotions also are reviewed annuall
to assess the status of minorities and women compared with non-minority mal
faculty members. The review of 1985-86 and 1986-87 salary increases by th
Director of the Department of Human Relations again focused on detailed report
provided by the deans in each case of low salary adjustment recommendations. Th
cohort salary analysis also provided the basis for a regular annual review o
salary rates of approximately 207 of the tenure system faculty and, in a numbet
of cases, led to salary adjustments. Promotion rates, although within tolerabl
levels of difference according to federal government review standards, were less
favorable for women and minority faculty than for majority males, a matter whick
has been reviewed by the Provost with the Council of Deans. Appendix TII-
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contains the promotion analysis data for 1986; Appendix II-~G contains the Salary
Cohort Analysis for 1985-86.

Administrative Appointments

Another objective of the University's Affirmative Action Program is to increase
the number of minorities and women in administrative positions. The job category
of "Academic Manager" was established to provide a framework for monitoring
progress toward this objective. Academic managers include deans, assistant and
associate deans, chairpersons, directors, and academic supervisors. 1In the total
academic work force analysis reported above, these individuals were counted in
their appropriate faculty or staff position category; in other words, the figures
discussed here do not refer to positions in addition to those reported above.

The total number of individuals in the Academic Manager group has remained fairly
stable; the number has varied from 232 to 231 to 238 to 233 in 1983, 1984, 1985
and 1986, respectively. Graph II-16 shows the percentages of minorities and
women who were academic administrators as of October 1983, 1984, 1985 and 1986,
and Graph II-15 contains the numbers of people in these positions for the same
time period. The representation of women among this group has increased from
14.7% (34 women) in 1983 to 16.37 (38) in 1986; minority academic mahagers
increased to 11.27 in October 1986 from 10.97 last year and remained constant in
terms of numbers (26), 2 greater than the numbers employed in this category in
1983, Of the eleven opportunities during 1985-86 to appoint heads of academic
departments and schools, one Asian/Pacific Islander male (Acting Chairperson,
Department of Pharmacology and Toxicology) was appointed, resulting in a percent-
age of 9.17 for minority appointments; there were no women appointed as
chairpersons/directors. Five of the eleven opportunities to appoint academic
managers were in regular appointments, i.e., not acting; of the five, four
(80.0%) involved national searches.

Representation Patterns

Comparison of current employment patterns with the current estimated availability
of minorities and women, according to the guidelines approved by the Office of
Federal Contract Compliance Programs (OFCCP), shows that, of the 96 individual
academic units involved in faculty and academic staff hiring, minorities are
underrepresented in 48 units (507) and women are underrepresented in 74 units
(77%). Last year women were underrepresented in 78 of the 96 academic units, or
817, and minorities were underrepresented in 57 units (59%). The number and
percentage of underutilizing units is declining very slowly over the years
‘despite the achievement of many hiring goals because of limited hiring opportu-
nities, higher separation rates for women and minorities than for non-minority
males, and the use of new data each year for the determination of representation
profiles which shows increasing availability of women and minorities in many
disciplines.

ffirmative Action Problem Areas

ngoing detailed analyses, both quantitative and qualitative, and continuous
pnitoring of the University's affirmative action efforts have led to the identi-
igation of ten separate "problem areas" in the Academic Personnel System which
4y be divided into two general categories.

e first general category identifies particular colleges which show an under-
ilization in the employment of women and/or minority faculty and which also
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anticipate sufficient opportunities to appoint a reasonable number of tenure
system faculty during the next three years to provide a realistic chance of
moving toward affirmative action goals. It should be noted that progress toward
ultimate goals 1is expected to be slow in the short run. However, projections
indicate that almost half of MSU's tenure system faculty will reach retirement
age during the next 15 years; this will provide a real opportunity to advance the
representation of women and minorities. However, more immediately during 1985
through 1988, as a result of vacancies occurring from all sources, academic units
project appointing a total of only 325 new tenure system faculty members, 157 of
the total tenure system faculty. Further, about 627 of these projected tenure
system vacancies (200 of 325) are in colleges in which the current availability
of both women and minorities is low in comparison with other disciplines:
Agriculture and Natural Resources, Business, Engineering, Natural Science, and"
the three medical colleges-—-Human, Osteopathic, and Veterinary Medicine. The
Colleges of Agriculture and Natural Resources, Arts and Letters, Business,
Engineering, Natural Science, and Osteopathic Medicine continue to be identified
as problem areas in the 1986-87 Affirmative. Action Plan. Efforts and plans of
each of these colleges are described in Appendix II-B.

The second category of academic problem areas includes functional topics which
~cross college lines; three examples include the Affirmative Action Postdoctoral
Fellowship Program, retention program and changes in the 14-Step Hiring
Procedures, .

Affirmative Action Postdoctoral Fellowship Program

To address the problem of minimal representation of non-foreign racial minorities
among research associates, the University continues to support the Affirmative
Action Postdoctoral Fellowship Program. This program specifically targets the
Natural Sciences and Veterinary Medicine in an effort to increase minority access
to academic careers in these specialized fields. 1In the 1985-86 academic year, 8
minority postdoctoral fellows--7 males and 1 female, 6 Blacks and 2
Hispanics--have been appointed in the Departments of Botany and Plant Pathology,
Microbiology and Public Health, Pathology, Plant Research Laboratory, and Large
and Small Animal Clinical Sciences. The success of this program during the past -
several years 1is expected to be continued in the coming year; and, if this.
program succeeds over time, Michigan State will have helped to increase the:
number of minority faculty candidates in these professions and also will have :
expanded contacts for the recruitment of minority faculty. '

Retention Programs

The Department of Human Relations and the Office of the Provost have developed;
and conducted programs to improve the retention of women and minority faculty
members; these programs are summarized below.

1. Exit Interview Program

An Exit Interview Program for all tenure system faculty, including women and:.
minority faculty, obtains information about the reasons for departure. By
assessing the negative and positive aspects of a variety of factors that are
representative of broader qualitative areas, the survey provides informatio
on career decisions of the faculty. The broad qualitative areas include th
intellectual climate, facilities and services, professional functions
compensation and personnel opportunities/policies, institutional/social j
institutional change and community/family. As a general pattern, the varying|
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degree of dimportance of each broad category was relatively stable when
considered as a negative aspect in reaching a decision to leave MSU and when
-considered as a negative aspect influencing the decision to accept a new
position. A redesigned questionnaire which was implemented July 1, 1984 has
achieved an improved response rate. The rate of return has increased from
35.0%Z (7/20) in 1983-84 to 60.07 (21/35) in 1984-85 to 64.1% (25/39) in
1985-86.

During 1985-86, 39 tenure system faculty members resigned from Michigan State
University, including 6 non-minority women (15.4%, compared to a general
repre- :

sentation in the tenure system of 14.47%) and 5 minorities (12.87%, compared to
a general representation in the tenure system of 8.87). Twenty-five (64.1%)
of the 39 questionnaires were returned; the rate of return from non-minority
women and minorities was 83.3%7 (5 out of 6) and 40.07Z (2 out of 5),
respectively.

The general category of compensation and personnel opportunities was consis-
tently ranked as most important in both the decision to leave MSU and the
decision to accept a new position. The specific factors most frequently
cited within the general category are salary level and future income-poten-
tial, the latter factor being cited more frequently with respect to the
decision to accept the new position. Other categories rated as important in
deciding to leave MSU and accept a new position are: 1) intellectual cli-
mate, especially the availability of peers who share similar
research/scholarly interests, administrative. commitment to excellence,
quality of intellectual stimulation and support; 2) professional function,
especially the relative teaching/research emphasis of the department and
support for research; and 3) institutional/social, especially relationship
with department chairperson/school director. The general category of
community/family was rated as important with respect to the decision to
accept a new position, especially such factors as proximity to family and
demands of family responsibilities. Factors within the general category of
facilities and services (e.g., office space, classrooms, library, computer
facilities, graduate teaching and research assistants and equipment for
research) were not generally cited as important considerations in the deci-
sion to leave MSU and accept a new position.

With respect to an overall evaluation of equal opportunity/affirmative
action, in comparison to majority men, 127 of all respondents considered
women to be advantaged, 607 felt women were treated equally, 157 believed
women to be disadvantaged, and 137 did not know or had no opinion. Similar-
ly, 137 felt minorities were advantaged, 497 felt equal treatment occurred,
107 considered minorities disadvantaged, and 297 had no opinion.

Both women and minorities were viewed by all respondents as being advantaged
with respect to the likelihood of initial appointment; but women are seen as
somewhat disadvantaged with respect to merit salary increases, reappointment
considerations and opportunities for professional development and collegial
relations with faculty peers. Minorities were viewed as somewhat advantaged
in the first two of these areas and disadvantaged in the latter.

While Exit surveys returned by non-minority women (5) do not clearly estab-

lish a single category as most important in the decision to leave MSU or

accept a new position, the general categories of professional function and

compensation/personnel policies were cited most frequently. With respect to
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the treatment of women and minorities, women were considered to be advantaged
compared to majority men by 27 of non-minority women, treated equally by 467,
disadvantaged compared to majority men by 187, and 34% did not know or had no
opinion. Similarly, 87 felt minorities were advantaged, 187 felt equal
treatment occurred, 77 considered minorities disadvantaged, and 677 had no
opinion.

Thus, women are perceived as disadvantaged compared to majority men by a
slightly higher proportion of non-minority women (18%) than all respondents
(15%). Conversely, minorities are perceived as disadvantaged compared to
majority men by a slightly higher proportion of total respondents (107) than
non-minority women (77). These observations must be viewed within the
context of a small (5) number of respondents.

Unit Administrator Workshops

Workshop programs were conducted for deans, directors, and chairpersons to
assist them in developing more effective annual faculty evaluations and in
fulfilling their responsibility to encourage professional development of
minority and women tenure system faculty, especially non-tenured. members.
The workshop provided a presentation on faculty performance evaluation
techniques and approaches, performance simulations and a panel presentation
by selected women and minority tenure system faculty providing faculty
perspectives regarding performance evaluation and career and professional
development issues. Workshops on these topics were arranged for more than
125 academic administrators during the Spring of 1983 and were repeated for
academic administrators appointed since June 1983 in Winter Term 1985.
Planning is currently underway to repeat this program with a focus on career
development, including sponsorship/mentoring.

Planning for a workshop on "How to Survive and Thrive in the Michigan State
University Academic Personnel System" designed for all faculty, especially
probationary tenure system faculty and tenure system faculty below the rank
of full professor, was conducted in the Spring of 1986. A workshop offered
in October 1986 provided information on "how to make it" in the University's
tenure system and included a focus on issues and concerns that are relevant
to women and minorities in the various sessions. ‘

Affirmative Action Waivers

Waivers of the 14-Step Hiring Procedure for spouses of individuals whose

appointments are in units underutilized for women and minorities are used as :
a means of retaining women and minority tenure system faculty members. In ?
both 1984-85 and 1985-86, special waivers for spouses of individuals whose :
appointment or retention advanced the University's affirmative action objec- i
tives were provided twice; in both cases the approval of a special affirma- -
tive action waiver resulted in the retention of women tenure system faculty -
at Michigan State University. Waivers are often accompanied by position
allocations to departments, with Provost Office funding on a full- or part- ;|
time basis until funds are available in the department, school or college.
In 1985-86, the Office of the Provost provided special program allocations
totalling $86,708 for this and related affirmative action support purposes.
In addition, on a regular basis, the applicable dean/unit administrator is to.
maintain contact with women and minority faculty members on leave of absence
from Michigan State University in order to ensure that return to the Univer-

sity is encouraged and facilitated as appropriate.
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Changes in the 14-Step Hiring Procedures

The most recent general revision to the 14-Step Hiring Procedure for Academic
Personnel occurred in September 1985. The changes were primarily editorial and
organizational; significant procedural changes included the following: 1) In
addition to the requirement that search committees have a minority or woman as a
member or consultant, those units which have 507 or more representation of women
or minorities must have a member or consultant from the group with less than 507
representation (minority/woman) on the committee; 2) updates and modifications of
previously approved academic position requests must be resubmitted to the Office
of the Provost for review; and 3) inclusion of procedural changes in the posting
process that were previously implemented.

During 1985-86, the following changes were incorporated: 1) The Department of
Human Relations requires documentation of a reasonably detailed search plan to
Jdentify and recruit women and minority candidates. Such a plan should include,
but is not limited to, special postings to identify women and minority candi-
dates; special maillings to groups or individuals to assist in the identification
of women and minority candidates; personal contacts by telephone or otherwise,
with dIndividuals and groups regarding identification of women and minority
candidates. 2) It is required that tenure system or other continuing appointment
system positions be posted nationally or within the geographical area customary
for the appointment. 3) Waiver of the 14-Step Hiring Procedure for individuals
previously screened may be used only in those cases where the previous screening
was for a position posted in the tenure, job security or continuous employment
systems.

Other Initiatives

Other initiatives have been continued to improve the representation and advance-
ment of all protected classes in the Academic Personnel System. These initia-
tives have been supported by the Office of the Provost and will continue to be
utilized as part of an ongoing, aggressive program to achieve University affirma-
tive action objectives. As an example, the Office of the Provost has continued
the Visiting Minority Faculty Program through which MSU invites minority individ-
uals from other colleges and universities to accept visiting professorships at
Michigan State. Specifically, $25,000 was allocated centrally to support ap-
pointments with participating colleges on a matching funds basis. In the 1985-86
academic year four appointments (two Black males, one Native American male and
one Asian/Pacific Islander woman) have been arranged in the Colleges of Agricul-
ture and Natural Resources, Arts and Letters, James Madison and Natural Science.
Also, the College of Veterinary Medicine continued the faculty exchange program
with Tuskegee Institute. Beginning in 1986-87, MSU will receive additional
support in the amount of $80,000 for this program; these funds have been allocat-
ed by the State of Michigan under the Martin Luther King, Jr.-~Rosa Parks Visiting
Professor Program.

The Women's Advisory Committee to the Provost (WACP), including tenure system
faculty, academic staff, graduate and undergraduate student representatives, has
played an interactive role with the Office of the Provost to improve the imple-
mentation of the University's Affirmative Action Plan. To this end, the WACP has
prepared the Equity Improvement Plan, a draft document that will be discussed
with the Council of Deans, academic governance groups, the Office of the Provost
and others during 1986-87.
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Finally, many deans and separately reporting directors have continued efforts to
ensure arrangements for regular and systematic advice and consultation to the
dean or separately reporting director on matters of concern to women and minori-
ties. Most colleges have continued such efforts, using a variety of mechanisms
involving the designation of a particular individual as a consultant, establish-
ment of special committees or regular consultation with individual women and
minority faculty and staff members. Other special efforts by the Office of the
Provost regarding efforts relating to women and minorities 1in the Academic
Personnel System are discussed 1in Section VII-Special Affirmative Action
Activities.

Handicappers and the Academic Personnel System

University policy on the employment of handicappers requires an affirmative
action commitment to employ, advance in employment, and otherwise treat as
qualified handicappers at all levels of employment and in all employment practic-
es without discrimination based on an individual's physical or mental handicap.
The Office of the Provost, in conjunction with the Department of Human Relations,
has responsibility for the implementation and monitoring of this policy for
faculty and academic staff. All academic personnel position descriptions are
reviewed prior to posting so that job requirements do not inappropriately limit
employment opportunities for handicappers. Regular post-employment surveys of
faculty and academic staff allow self-identification of handicapper status and

related requests for reasonable employment accommodations. (The results of the
survey made in Fall 1985 are reported in Appendix V-E; the analysis of Fall 1986
survey results is not completed at the time this report is prepared). 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 dinvolve consultation with the applicable college -
dean(s) in ‘efforts to resolve the matter. Reasonable accommodations for handi~
cappers are determined on a case-by-case basis, depending on the individual's .
circumstances; accommodations have included various cost effective alteratioms, -
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.

Administrator Involvement

Line administrators are responsible for implementing the University's affirmative
action policies. The President has restated and reaffirmed the University's
commitment to affirmative action/equal opportunity which has provided the frame-
work for the implementation of the policies by each of the vice presidents. The
new Provost 1s committed to provide leadership for the implementation of these
policies in cooperation with the deans and other academic administrators. Deans
of all six colleges cited as problem areas, as well as of the colleges not so
designated, are expected to implement the principles of non-discrimination, equal
opportunity and affirmative action in the appointment and promotion of academig
personnel. During the past year, the Council of Deans has held specific discus
sions on affirmative action hiring procedures for academic administrators and o
policies and programs for handicapper faculty and staff as well as engaging i
ongoing dialogue about its members' role in the University's Affirmative Actio
Plan. Deans work with chairpersons and directors of units on specific plans fo
implementation of policies and strategies. Appendix X-A lists examples o
special affirmative action efforts made by individual units with and/or fa

academic personnel.
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Summary

In summary, a number of programs were continued during 1985-86 to increase the
hiring and retention of women and minorities throughout the Academic Personnel
System. These efforts have achieved modest results, and much more needs to be
done. The Office of the Provost and selected colleges have achieved modest
recruitment success in securing appointments of protected class individuals in
units with large enrollments and significant representation of women and minority
students. This involved commitments from colleges to target a number of open,
funded positions to advance the University's affirmative action commitment
including, in some cases, the allocation of funds by the Provost to achieve this
objective. This approach continues. Additionally, the 1986-87 Academic Program
Planning and Review document will ask units to identify affirmative action
projected appointment commitments for retirements anticipated during the period
1986-2000 based on the availability of data related to women and minorities. 1In
v%gw of estimates of projected retirements of more than one-third of Michigan
State University's faculty during this period, there is likely to be a signifi-
cant increase in tenure system appointment opportunities. These actions, and
others, reflect a strong commitment to move Michigan State University toward a
more results-oriented affirmative action stance with respect to the appointment
of faculty and academic staff, Appropriately, expectations for affirmative
action. at MSU are high. Some success has been achieved. More and continued
progress must be a mandate.
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I1I. EXECUTIVE MANAGEMENT

The June 1981 action by the Board of Trustees designated Executive Management
positions as those with the titles of President, Vice President/Provost, Associate
Vice President/Provost, Assistant Vice President/Provost, General Counsel, Associ-
ate General Counsel, Assistant to the President, Assistant to the Vice
President/Provost, Secretary of the Board, and other specifically designated
director or other administrative titles; additional titles have been subsequently
added by Board of Trustees' action, Currently there are 72 Executive Management
positions, of which 10 are vacant; a listing of all position titles is included as
Appendix III-A. The recordkeeping responsibilities for Executive Management
positions are. located in the Office of the Provost.

There were eleven new Executive Management appointments effective during the
October through September 1985-86 Affirmative Action Report year. These were:

e
Director of Utility Services 10-1-85 Non-Minority Man
Secretary of the Board of Trustees 11-1-85 Non-Minority Man
Assistant Vice President for 11-1-85 Non-Minority Man
University Relations* . .
University Engineer 3-1-86 Non-Minority Man
Director of College Programs 4-1-86 Non~Minority Woman
Director of Development, Research 6~6-86 Non-Minority Woman
and Administration '
Director of Intramural Sports and 7-15-86 Minority Man
Recreative Services
Provost and Vice President for 8-1-86 Non-Minority Man
Academic Affairs :
. Director of Public Safety 9-1-86 Non-Minority Man
- Associate Vice President and 9-1-86 Non-Minority Man
Director of Development

‘ Director of Olin Health Center 9-5-86 Non-Minority Man

- There are 59 individuals appointed in Executive Management positions as of October
1, 1986 (four individuals hold two Executive Management position titles). of
these, ten (16.9%) are non-minority women and seven (11.9%7) are minority men. Of
the minority men, four (6.87) are Black, one (1.7%) is Asian/Pacific Islander, and
two (3.47%) are Hispanic. The total representation of members of protected classes
is seventeen (28.87), an increase of two and up from 27.3%7 from October 1, 1985.
Tor the 1985-88 affirmative action interim goal period, the most recent analysis,
i accordance with regular goal-setting procedures, hiring goals for women have
been specified, as women are underrepregsented in Executive Management positions,.

raph III-1 displays four-year trend data for numbers of members of protected
lasses in Executive Management positions. Graph III-2 shows percentages of the
xecutive Management work force over the same period: The number and percentage
f women and minorities have increased in Executive Management positions over the
priod. It should be noted that prior to 1979 no woman or minority held the title
f Vice President. Now one non-minority woman and one minority male hold titles
f Vice President.

dditional assignment as Director of Public Relations
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IV. SUPPORT STAFF

The University's Support Staff job classifications are aggregated into 86 job
groups and seven reporting categories: administrative~professional,
clerical-technical (CTU-MSU), supervisory, public safety (FOP), service mainte-
nance (1585), skilled trades (547, 274, 999) and cooperative extension.

The "12-Step Planning and Vacancy Filling Procedure for University Support Staff
Pergsonnel” is used to assure consideration of affirmative action opportunities
for applicants and to facilitate monitoring by the Department of Human Relations
and the Office of Personnel and Employee Relations. Appendix IV-D provides an
evaluation of the use of the 12-step procedure for 1985-86.

In addition, three measures are utilized to assess the effectiveness of good
faith efforts in implementing the University's affirmative action commitment:
(1) workforce composition, (2) hiring rates, and (3) achievement of goals estab-
lished pursuant to the regulations of the United States Department of Labor,
Office of Federal Contract Compliance.

Workforce Composition . - -

During the 1985-86 affirmative action year, the total support staff workforce
increased by 145 (2.97) from 4,997 to 5,142, Minority representation reflected
an addition of 28 new employees, from 657 to 685, a 19.37 of the total workforce
increase. Women accounted for 111 employees from 3,229 to 3,440 a total of 76.6%
of the increase in the workforce. The number of minority women increased by 25
from 483 to 508 or 5.2% of the increase.

Women and minority representation constitute 66.37 and 13.37 respectively of the

support staff workforce. Minority women comprise 14.97 of all women in the
- gupport staff workforce. Minority men account for 10.27 of all men in the
- support staff workforce and 3.47 of the total workforce. Graphs IV-1 through
- IV-32, itemize changes in the workforce from 1983-1986. '

¢ These graphs are presented by employment reporting category, first by number and
‘~ then percentage, for (1) total minority employment; (2) individual racial/ethnic
--group; (3) total employment of women; (4) employment of non-minority women, and
- (5) employment of minority women.

“Composition of the support staff workforce detailing the participation of women
and minorities in absolute numbers and percentages is displayed by university
‘totals and by college or major administrative units in Tables I-1 through I-38.

n the seven reporting categories, minority representation increased in 3 groups,
ecreased in 2 groups and remained the same in the last 2 categories. Increases
‘sported in the administrative-professional were from 102 to 112 (9.8%),
lerical-technical from 241 to 248 (2.97) and service maintenance from 205 to 218
(6.3%). Decreases were reported in minority employment in cooperative extension
rom 60 to 59 (1.7%) and supervisory from 28 to 27 (3.6%). There were no changes
recorded for public safety. The skilled trades areas report no change overall
lor the category, however, 999 had an increase of 1 minority, 547 reported a loss
f 1 minority and 274 is still without minority representation. Changes for
ndividual racial/ethnic groups are displayed in Graphs IV-5 through IV-20.

65




Total black representation in the support staff workforce dropped from 400 to 399
employees (7.87 of the total support staff workforce). Gains were reported in the
administrative-professional (2) and service maintenance (6) and skilled trades
(1) categories. Losses were recorded in the clerical-technical (-6) and coopera-
tive extension (4) areas. -No changes in employment were reported in the FOP or
supervisory categories.

Asian/Pacific Islander representation rose from 67 to 82 employees (1.6% of the
total support staff workforce), with gains recorded in the administrative-
professional (8) clerical-technical (8), and service maintenance (1) areas.
Losses were reported in the supervisory (2) category. There was no change in the
FOP, skilled trades and cooperative extension areas.

Overall Hispanic representation increased from 155 to 165 employees (3.27% of the
total support staff workforce). Gains were recorded in the clerical-technical
(2), cooperative extension (3), supervisory (1), and service maintenance (6)
areas. The administrative-professional and skilled trades categories registered
losses of one employee each, while there was no change in the FOP category.

Native American employment increased by 4 employees, from 35 to 39 (0.7%Z of the
total support staff workforce). The administrative-professional (1) and
clerical-technical (3) administrative-professional (1) areas reflected gains,
while there was no change in all other reporting categories.

Representation of all women in the workforce rose by 70 in the administrative-
professional, 31 in the clerical-technical, 3 in the supervisory, and 10 in the
service maintenance, skilled trades (1) categories. The only areas to report a
loss were cooperative extension (3) and FOP (l). Total representation of women
increased by 111, from 3,299 to 3,410 (Graphs IV-2l through IV-24).

Representation’ of non-minority women increased by 86 employees (77.5Z of the
increase in support staff employment of women). Employment increases were
recorded in the administrative-professional (61), clerical~technical (26),
supervisory (3), and service maintenance (2) categories. The decreases were in
the cooperative extension (5) and FOP (l) categories. No changes were reported
for skilled trades.

Overall representation of minority women rose by 25 employees (22.57 of the
increase in support staff employment of women). Gains were reported in the
administrative-professional (9), clerical-technical (5) and cooperative extension
(2) service maintenance (8) and skilled trades (l) areas. FOP and supervisory
reported no changes in the employment of minority women.

Hiring Rates

Comparing 1984-85 and 1985-86, new hiring of minority employees rose by 3.07 (270 -
. to 278) and decreased for women by 1,37 (1,141 to 1,126). New minority hires

comprised 15.77 and women 63.77 of all new employees for 1985-86. Of total
minority hires, Blacks accounted for 161 (57.9%); Asian/Pacific Islanders, 54
(19.4%); Hispanics, 50 (18.0%); and Native Americans, 13 (4.7%). These numbers -
represent a 25.67 increase for Asian/Pacific Islanders and decreases of
Asian/Pacific Islanders, 2.0% for Hispanics and 13.37 for Native American catego~
ries. Blacks maintained the same level.
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Appendix IV-B outlines the changes in hiring for regular, on-call and temporary
positions for 1985-86.

Goal Achievement

Goal achievement is another measure of the University's good faith affirmative
action efforts.

0f the 149 affirmative action hiring goals established for women, 129 or 86.67
were achieved. 1In the administrative-professional category, 55 goals were set,
with 58 (105.4%) attained. Of the 22 goals established in the clerical-technical
area, 14 or 63.6% werée achieved. 1In the supervisory category, 3 of the 6 goals
established were met, or 50%7. Of the 66 goals set in the service maintenance
area, 54 or 81.87 were achieved. ©No annual goals were set in the public safety,
cooperative extension and skilled trades categories.

Of the 45 individual job groups which were underutilized for women, 22 had no
goals established due to low or no projected opportunities; goals were met or
exceeded in 12 job groups, while goals failed to be met by omne (1) in 4 job
groups and by 2 or 3 in 5 other job groups. . .

Considerable gains were made for the third straight year in the attainment of
hiring goals for minorities, 144.07, with 32 established and 46 achieved. 1In the
administrative~-professional category, 5 goals were set, with 11 actual hires
(220.0%). 0f the 23 goals established in the clerical-technical area, 34 or

147.87% were achieved. In the service maintenance category, 1 of the 3 goals or
337 was attained. 1In the supervisory area, one goal was set; however, no minori-
ties were hired. No goals were established in the public safety, cooperative

extension and skilled trades categories.

In the 38 individual job groups which were underutilized for minorities, 28 had
no goals established due to low or no projected opportunities. However, in 4 of
these job groups, minority representation did increase. Goals were met or
exceeded in 9 job groups, while goal achievement in 5 job groups failed to be
met, lacking one additional minority hire. '

- Appendix IV-B provides data on goal achievement and an analysis of the Universi~
. ty's efforts in this area during 1985-86.

- Handicapper and Veteran Employment

~ A survey of all employees was conducted for self-identification of handicappers
.-and/or veterans during the 1985-86 affirmative action year. The survey resulted
“dn the didentification of an additional 13 handicappers and 19 veterans who may
='qualify for reasonable accommodation or affirmative action as provided by Univer-
»sity policy.

iéfroblem Areas

The support staff problem areas for 1985-86 are discussed in detail in Appendix
IV-C. The following is a synopsis.

67




Unit-Based Reports for AFSCME Local 1585 Job Groups

Unit-based lines of progression are not reflected in the structure of Local 1585
(service maintenance) job groups. A reporting system was developed as a means of
analyzing upward mobility within major units to eliminate the need for creating
47 additional job group categories. Some progress was made during 1985-86 in the
attainment of goals. Contract discussions pertaining to a bypass procedure will
be pursued during the 1987 bargaining sessions.

However, significant changes in the composition of. the Local 1585 job groups will
require several years, due to the tight seniority provisions of the collective
bargaining agreement. The economic climate is also expected to have some impact
on how quickly the bargaining unit will agree to a bypass procedure as part of
its contract,

Recruitment of Protected Classes

Insufficient numbers of qualified applicants from protected classes for
underutilized positions continue to be a problem. Recruitment activities were
developed to increase the pool of qualified candidates. Continued contact with
staff members assigned to affirmative action activities has received positive
response from departments regarding recruitment of protected classes.

Budgetary constraints, however, remain a problem and may restrict future employ-
ment opportunities in support staff divisions.

Lack of Protected Class Applicants for Positions in the Clerical-Technical
Category

The CTUMSU contract with the University permits a waiver of the seniority provi-
sion of the hiring procedures in some circumstances, i.e. external candidates,
layoff, and return from leave. The waiver has been adopted also as a means to
promote qualified minority applicants to higher 1level positions which are
underutilized. For example, in 1985-86, the affirmative action bypass was used 9
times; follow-up study indicates an 1007 retention rate.

- Target Areas of Underutilization

The history of certain job groups shows a continual problem of underutilization.
Positive results in goal achievement were made during the past year in certain
targeted areas (see Appendix IV-B). The results in these job groups are attrib-
utable, in some respects, to the use of the affirmative action bypass, special
recruitment and training activities, monitoring, and cooperation from hiring .
divisions, .

Economic pressures are expected to continue, however, which may result in a lack
of funds for competitive salaries, reduced workforce opportunities, and a lack
of job security. The Office of Persomnel and Employee Relations is currently
researching the use of an applicant system which is expected to enhance recruit=-
ment capabilities. '
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GRAPH IV-3
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GRAPH IV-5
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~ GRAPH IV-7
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GRAPH 1IV-9
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GRAPH IV-17
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Graph IV-31
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V. STUDENTS

This section addresses the major areas of student participation at Michigan State
University. The following reports were contributed by those administrative units
which have the responsibility to deliver services and/or monitor information
concerning student enrollment, recruitment, and supportive activities. Tables
follow this section.

A. Enrollment

Michigan State University, as one of the leading land grant institutions in the
country, is committed to equal opportunity, nondiscrimination, and affirmative
action in education., The University, as an institution, seeks broad representa-
tion of all races, ethnic groups, and women incorporated into its student body.
This commitment is vital to the University for several reasons:
E
1. to provide access to education to qualified individuals;

2. to provide diversity for purposes of enhancing the learning procegs; and

3. to fulfill this commitment of affirmative action in education and
employment.

Subsequently, under the auspices of Michigan State University's Affirmative Action
Compliance Program, concerted efforts have been made by colleges and departments
throughout the University to address relevant issues and circumstances relative to
this commitment. Although total enrollment of minorities and women has shown a
. slight numerical increase in the past few years, the University continues to exert
. efforts to attract promising Black, Hispanic, Native American, Asian/Pacific
Islander, and women students.

~ The tables and graphs associated with the student section have been modified

© glightly from the previous year formats to display minority enrollments in rela-
% tionship to both total enrollment and an affirmative action total. This enhance-
" ment can be readily seen in Table V-2, Fall 1986 enrollment information. Total
%+ enrollment in each of the college classifications is reduced by the number of
“‘nonresident aliens (foreign) and postdoctoral students resulting in the calcula-
- tion of a minority student body of 9.47 when measured against the affirmative
“action enrollment total. Previous reports calculated the percentage of minority
“gtudents enrolled against the University total only which included foreign stu-
- dents and postdoctoral students resulting 1n an 8.97 minority enrollment calcula-
tion for Fall 1986.

Minority enrollment as a percentage of affirmative action total enrollment in-
creased slightly from 3,645 students (9.347) in Fall 1985 to 3,738 (9.39%) in Fall
1986, As Graphs V~1 and V-2 illustrate, overall minority enrollment, in both
percentage and numeric terms, reached a mnew high in Fall 1986. Undergraduate
minority enrollment also increased numerically, from 3,013 (9.27) of the total
affirmative action undergraduate enrollment in Fall 1985 to 3,124 (9.3%) in Fall
1986 (Table V-13).

Notable changes in total minority enrollment from Fall 1985 to Fall 1986 varied

from college to college. Table V-3 indicates that just as many colleges showed
dncreases as decreases. The Colleges of Agriculture and Natural Resources, Arts
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and Letters, and Business, showed numeric and percentage increases; while the
Colleges of Education, Engineering, Human Medicine, and Social Science showed
numeric increases. The Colleges of Communication Arts and Sciences, Human Ecolo~
gy, James Madison, Natural Science, Nursing, Osteopathic Medicine, and Veterinary
Medicine showed numeric and percentage decreases. However, each of these colleges
showed a decline in overall student enrollment with the exception of James Madison
College and Osteopathic Medicine where student enrollment showed a slight increase
(Table V-1).

Total minority graduate enrollment slightly declined from 632 (10.07) in Fall 1985
to 614 (9.6%) in Fall of 1986 Tables (V-9 and V-12). A numeric minority enroll-
ment increase occurred in only the graduate-professional program level.

Graph V-3 presents total Black enrollment (i.e., graduate and undergraduate
enrollment combined) for Fall terms 1977-86. Although total minority enrollment
has increased over the last several years, Black enrollment continues to show a

numeric increase, but a slight decline in the percentages. Black enrollment on
the campus of Michigan State University in Fall 1985 was 2,453 students repre-
senting 6.297 of the total affirmative action enrollment. There was a slight

numeric increase and percentage decrease in Fall 1986 to 2,488 (6.257%) as Graphs
V-3 and V-4 illustrate. Of the 2,488 Black students enrolled, 2,191 (88.1%) are
undergraduates as indicated in Table V-~13. At the college level, five colleges
had numeric increases and nine had declines when compared with the previous year.
The Colleges of Agriculture and Natural Resources, Arts and Letters, Business, and
Human Medicine had the largest gains; Communication Arts and Sciences and Social
Science experienced the greatest decline.

At the graduate level, Black student enrollment showed a slight numeric decrease
from 318 in 1985 to 297 in 1986; the largest gain was at the graduate-professional
level (Table . V-12}.

Hispanic enrollment on the campus of Michigan State University in Fall 1985 was
483 students; Fall 1986 indicates 495 students enrolled (Graph V-~5). This latter
figure represents 1.247 of the total affirmative action enrollment in Fall 1986;
this percentage remains constant with Fall 1985 (Graph V-6). Hispanic enrollment
is the highest in the history of the University in number. Table V-5 displays
changes in total enrollment by college between 1977 and 1986. The Colleges of
Business, Communication Arts and Sciences, Education, Engineering, Human Ecology,
Osteopathic Medicine, Social Science, and Veterinary Medicine had increases in the
number of Hispanic students enrolled in Fall 1986, when compared to the previous
year. The Colleges of Agriculture and Natural Resources, Arts and Letters, Human:
Medicine, James Madison, Natural Science, and Nursing experienced a slight decline
in their Hispanic enrollment. At the graduate level, Hispanic enrollment in«
creased from 134 (2.1%) in Fall 1985 to 148 (2.4%) in Fall 1986 (Table V-12). Tha
graduate-professional schools show a continuing growth in Hispanic student
enrollment. ;

The number of Native American students enrolled on the campus of Michigan Stat
University decreased from 127 to 123 between Fall 1985 and Fall 1986 (Graph V-7)
As Graph V-8 reveals, the percentage of Native American enrollment has decline
slightly from .33% of the total affirmative action total in Fall 1985 to .317 {1
Fall 1986. The Colleges of Agriculture and Natural Resources, Arts and Letters
Business, Education, and Engineering had numeric and percentage growth of Natily
American students enrolled: The Colleges of Communication Arts and Sciences
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Human Ecology, Human Medicine, James Madison College, Natural Science, Osteopathic
Medicine, Social Science, and Veterinary Medicine showed a numeric decline in
Native American enrollment; there was an absence of Native American students
enrolled in the College of Nursing (Table V-6)., Native American graduate enroll-
ment declined significantly from 38 in Fall 1985 to 26 in Fall 1986 and the
percentage of the total enrollment changed from .06Z in Fall 1985 to .047Z in Fall
1986 (Table V-12). Graduate-professional schools also showed a decrease in their
enrollment of Native American graduate students.

The continued growth of Asian/Pacific Islander student enrollment at Michigan
State University is the principal reason why total minority enrollment has grown.
In the past decade Asian/Pacific Islander enrollment has more than doubled from
310 (.72%) in Fall 1977 to 632 (1.597) of the affirmative action total in Fall
1986 (Graphs V-9 and V-10). This is the largest increase of any minority group on
campus. As Table V-7 illustrates, from 1985~86 Asian/Pacific Islander enrollment
ipcreased in numbers and percentages in all colleges within the University with
the exception of the Colleges of Human Medicine, Nursing, and Veterinary Medicine;
the Colleges of Agriculture and Natural Resources and Communication Arts and

Sciences showed no numeric change. Graduate level enrollment has shown an in-
crease in the number of graduate students enrolled- at the University with 143
(2.2%) students enrolled (Table V-12). There has also been an increase in

Asian/Pacific Islander enrollment at the graduate-professional level.

The number of women students increased from 20,399 in Fall 1985 to 21,138 in Fall
1986. Graph V~12 illustrates the percentage of women enrolled in Fall 1986 is the
highest in the past decade. The increase of 739 women students resulted in-an
increase in the proportion of women students from 49.77 in Fall 1985 to 50.57 in
Fall 1986. Currently minority women number 2,199 and comprise 10.47 of female
students. Numerical increases for minority women occurred in all minority groups
with the exception of Native Americans (no change) (Table V-13). Table V-8
presents data regarding changes in total enrollment of women and percent by
college. From Fall 1985 to Fall 1986, the College of Education has the largest
numeric enrollment increase of women with the Colleges of Arts and Letters,
Business, Social Science, Agriculture and Natural Resources, Veterinary Medicine,
and Human Medicine following the lead. The Colleges of Nursing, Natural Science,
Human Ecology, Engineering, Communication Arts and Sciences, and Osteopathic
Medicine had declines in the number of women enrolled; while James Madison College
indicated no change. At the graduate 1level, enrollment of women increased in
number, from 3,069 in Fall 1985 to 3,155 in Fall 1986, while increasing in percent
of total enrollment from 48.47 in Fall 1985 to 49.47 in Fall 1986 (Table V-10).

Persistence Rates

Persistence rates for first-time freshman (FTF) women are slightly lower than
those for FTF men. Rates for minority FTF tend to be lower than those for majori-
ty FTF; however, the numbers of students in some minority groups in some years are
-gmall enough that percentage figures can be misleading. Within minority groups
the rates for Native Americans tend to be lower, while Asian/Pacific Islanders
generally the highest.

‘Tables for transfer students display similar patterns, again cautioning that small
‘group sizes may exaggerate rates (positively or negatively) in an unrealistic
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manner. In general, males persist at slightly higher rates than do females, and
non-minorities at higher rates than Blacks and other minority groups.

The weighted average annual persistence rate, five years after entrance for
first-time freshmen, of over 607 compares favorably to the national average of 53%
for four-year institutions. MSU's 167 attrition rate at the end of the first year
(FTF) compares to a national rate of 337 for four-year institutions. For more
detailed information on the persistence-attrition rate of MSU undergraduate
students, see Appendix V-A.

B. Recruitment

Recruitment of prospective Michigan State University students occurs via two
distinct routes. The Office of Admissions and Scholarships bears primary respon-
sibility 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. Within the context of more assertive recruit-
ment activities, the Office of Admissions and Scholarships, intensified its:
activities in attracting racial and ethnic minorities., Among the activities were :
school visitations directed toward informing minority students of the educational -
opportunities and services; campus days designed to involve specific groups of
potential students--a Detroit-area campus day, Native American Pow-Wow and a
Chicano visitation day were among the activities. There were expanded recruiting
networks through minority focused professional, religious, and fraternal organiza-
tions and the materials utilized by the admissions staff included brochures and
flyers specifically directed at minority group students.

Michigan State University annually provides scholarships to attract outstanding
students to the campus. The University annually sponsors ten National Achievement
Scholarships for high achieving Black students identified through the National
Merit Scholarship Program. In addition, five academic scholarships are awarded
annually to top freshman Chicano students. Most significantly, the University
initiated within the last 2 years the Minority Distinguished Freshman Scholarship
Competition. This competition provides up to 20 full tuition scholarships at
in-state rates. Students are selected on a competitive basis, and this prograu
has been instrumental in attracting additional numbers of high ability minority
students to Michigan State University.

The University's inclusive style which is so much a part of its land-grant tradi
tion is clearly in focus when one thinks of the College Admissions Achievemen
Program. This program provides economically disadvantaged students and minorit
students with an opportunity to pursue education at Michigan State. Student
admitted through this program are provided with a variety of academic suppor
services that are directed at enhancing the probability of success at Michiga
State. This long-standing program has a history of great achievement and remain
an important facet of the overall admissions efforts.

With respect to Freshman admissions, applications from every ethnic categof

increased and offers of admission also increased in every category with th
exception of Asian/Pacific Islander. The outcomes were basically positive as
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significant proportion of the enrolling freshman class represented various minori-
ty groups. In all, 10.67%7 of the freshman class was constituted of students of
minority background. The largest single group is composed of Black students, and
the number of Black freshmen enrolling at Michigan State in Fall, 1986 is the
third highest in the history of the University.

With respect to Transfer students, applications and offers of admissions were
generally down, while the number of new transfer students of minority background
remained relatively constant as compared tc the prior year.

With respect to Graduate admissions, the number of applications from minority
group students increased in every category with the exception of Black students.

Michigan State continues to enroll a large and marginally increasing number of
students of minority group background in the face of State and national trends
that are moving in opposite directions. (Student admission trends are displayed
in Table V-14).

C. Campus lLife .
A student's ability to benefit from what the University offers is enhanced by a
campus environment that reflects concern for the quality of life for all students.
The extent to which a student feels a sense of belonging within the community, has
equal access to opportunities, and is treated with dignity and respect are all
factors which can play an important role in determining a student's satisfaction
‘and success.

“ Btudents bring to the campus great diversity in backgrounds that not only contrib-
ute to opportunities for learning, but also require University commitment and
# resources to address the range of interests and needs expressed. One necessary
resource is a staff that can work effectively with the diverse student population.
: Diversity within the staff itself is believed important in meeting this responsi-~
# bility. The Division of Student Affairs and Services has given particular atten-
. tion to the recruitment and hiring of minorities. This past year special efforts
“were made to identify minority candidates for assistantships. and staff positions
“from both off campus and on campus. The Vice President sent letters to student
saffairs officers of primarily minority institutions soliciting their assistance.
~On-campus graduating, as well as graduate, minority students were contacted
individually to advise them of opportunities available and to invite their
~applications.

At the beginning of Fall Term 1986, 26 (18.3%7) of the professional positions were
“held by minorities and 47 (20.27) of all the Student Affairs and Services Divi-
‘gion's full-time staff were minorities. Minority students occupied 16 (17.6%) of
‘the graduate assistantships and 80 (227) of the undergraduate assistant positions
(resident assistants, departmental assistants, and minority aides). Additional
‘attention has also been placed on employing minority students in other paraprofes-
-glonal positions, such as those available within the Career Assistance Project
CAP) and the Multi-Ethnic Counseling Center Alliance (MECCA).

f the professional staff employed, 90 (63.47) were women and 47 (51.62) of the
‘Braduate assistantships were filled by women. In the area of student affairs
enerally, the candidate pool of women has exceeded that of men; thus, there has
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not been the overall emphasis on recruiting women. For higher level positions,
however, the employment of women remains an important consideration.

In addition to the affirmative action taken in staffing, considerable attention
has been directed toward programming in the area of cultural and cross-cultural
understanding -and appreciation. The Coordinated Minority Student Programs Office
(CMSPO) has become increasingly active in promoting and providing opportunities
for students. Examples of such activity include expanded emphasis on new minority
student orientation, "Workshops for Excellence,”" and further development of the
Multi-Ethnic Cadre. These CMSPO activities have not, however, diminished the
responsibility of all staff to provide programs for students, both majority and
minority, which increase awareness of their own cultures and appreciation of
cultural differences.

Over 125 such programs were presented in residence halls alone this past year. An
important and ongoing resource for minority students is the service provided by
the MECCA staff. Placement Services staff sponsored a number of workshops focus-
ing on both minority and women students, and the annual Minority Career Fair has
continued to provide valuable service. This past year the Fair attracted 114
organizations representing business and industry, education, government and human
services agencies., Approximately 1200 minority students from all majors partici-
pated and over 800 interviews were conducted. In spite of efforts such as these,
the percentage of Blacks unemployed within the three months after they graduated
was highér than for all Bachelor Degree candidates, however, this is a decline
from 84-85. The percentage of Asian/Pacific Islanders and Hispanics unemployed
was less than for all graduates and for women, unemployment was higher than for
all graduates as a group. (For those employed, it is interesting to note that the
starting salaries for Blacks and Asian/Pacific Islanders were higher than for all
graduates, while starting salaries for Hispanics and Native Americans were slight-
ly less. The starting salaries for women as a group were the lowest - about $1500
below the average and almost $1000 below the next highest group.)

In the area of employment for enrolled students, special emphasis was placed omn
identifying and referring minority students for career related summer employment,
Individual counseling and assistance was provided for minority students and:
handicappers seeking employment while pursuing their academic programs. A higher:
percentage of Black and Asian/Pacific Islander students were employed than White:
students, with a slightly lower percentage of Hispanic student employees. A
higher percentage of women than men were on the student payroll.

The Minority Sports Fest, sponsored by Intramural Sports and Recreative Services
is a continuing effort to encourage minority student participation in activitie
such as tennis, racquetball, and aerobics——activities which students may continu
throughout their lives. '

Leadership training for both women and minorities continues to be emphasized in
leadership training courses. Special sections focusing on women and minorities in
leadership drew over 100 students. Additionally, leadership workshops have been
offered specifically with these groups in mind. Minority students and women hava
also been encouraged to assume leadership roles on the campus through involvement
in governance, interest, service, and honorary organizations. The affirmative
action of student organizations themselves has contributed to expanding minority
student involvement and leadership. Staff continue to serve in an advising
capacity to a number of student councils and boards that have as their objectivg
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better programs and services for minorities, women, and handicappers. While the
programming has been primarily staff-initiated, increasingly, students and student
groups have been encouraged to engage in programming to reduce both racism and
sexism and to address invidious discrimination in any form.

A continued area of concern, particularly for women students, is personal safety
and security on campus. The Sexual Assault Crisis and Safety Education Program
has expanded its outreach efforts to educate students and has provided important
services for victims of sexual assault and their significant others. Staff across
the division were instrumental in the planning and implementation of programs for
a campus-wide Sexual Awareness Week. Special programming emphasis has been given
to expanding the awareness and understanding of men regarding the problems associ-
ated with sexual assault. This is an area which is of critical importance if
significant changes in attitudes and actions are to be forthcoming. A male
graduate assistant has been hired to assist specifically in this area.

Seﬁaal harassment and sexual discrimination are two other areas that continued to
receive particular attention both in staff training and student programming.
Divisional staff development programs were also presented to increase staff
understanding of pornography. A major effort to better serve women was the-rein-
statement of a conference focusing on issues affecting women. This year's confer-
ence, "Success '86," was a day long program with a number of featured speakers and
12 workshops on a range of topics. This conference, sponsored jointly by the
Counseling Center and Placement Services, received enthusiastic support from over
900 participants.

Other programs focusing on the interests and needs of women students have been
presented within residence halls. Topics include women and careers, health, self
defense, safety, as well as sexual harassment and sexual assault. The Counseling
Center's group for bulimic women and workshop on "Women, Anger and Self Esteem"
are other examples of programs developed to better serve women students.

Expanded opportunities for handicapper students continues as a priority. The
Counseling Center has instituted support groups for handicappers and has offered
workshops specifically for students with visual characteristics. The IM has

installed hydra-lifts in two pools to provide access for handicappers. Continued
investigation is underway to provide further access to facilities in IM Sports
~ Circle and Jenison.  Goal Ball, a game played by unsighted participants, and
wheelchair basketball are two activities which have been carried out in existing
IM facilities.

While Placement Services staff presented on topics such as job search strategies
for handicappers, handicapper students were assisted with placement activities
primarily through individual advising sessions which were believed to be better
-suited to meet individual interests. The Placement Center also has a report in
-“progress to assess the post-graduation status of handicappers in the years
7-1974-1986.

~8even on-~going volunteer programs with the Service-Learning Center are specifical-
“1ly designed to help handicapper children- and adults in the community. Through
“work with such programs, students can not only provide assistance, but also can
“personally gain new insight and understanding.
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While progress has been made in meeting our commitment to affirmative action, it
is recognized that there is much work yet to be done to better ensure equal
educational. opportunity for all students.

D. Support Services

In addition to its role as an affirmative action/equal opportunity employer, the
University also recognizes its responsibility to provide enhanced . educational
opportunities for disadvantaged, minority, and handicapped students. While many
academic units conduct recruitment and support services as additional activities
(reported in Appendix Section VII), the following unique programs have been
institutionalized to assist students with special needs:

1. Supportive Services for Minority & Disadvantaged Students

THE OFFICE OF SUPPORTIVE SERVICES (0SS) continues to be one of the most
critical factors in promoting the academic success of minority and disadvan-
taged students at Michigan State University. Institutional and federal
resources support a comprehensive network of services for students which
include mandatory participation by freshmen in academic advising, tutorial
assistance, personal social counseling, skill enrichment workshops, career
advising and graduate school planning.

From Summer 1985 through Spring 1986, 0SS provided services to 1,099 College
Achievement Admission Program (CAAP) students {(compared to 1,054 for last
year) and to over 800 other MSU students.

Adjustments on social, personal and academic levels are keys to success at
MSU, and 0SS strives to individualize services to motivate each program
student. During the 1985-86 academic year, a total of seventeen workshops
including time management, study skills and test taking were provided to
students. In addition, plans were developed and finalized for a freshmen
orientation seminar to be implemented fall term 1986. . The seminar will
replace the first term mandatory evening skill enrichment workshops and will
provide a greater opportunity for students to obtain effective strategies
(1ife skills, study skills, and resources) which will assist them in making
the transition from high school to college. The mandatory seminar for
College Achievement Admissions Program (CAAP) students will run for eight
weeks and students will meet with 0SS staff once a week in two hour
sessions.

During the past year, the Office of Supportive Services continued to work
successfully with the Placement Office in providing College Achievement
Admission students with opportunities to become familiar with their declared
majors and to be exposed to unfamiliar areas of study. The career compo~
nents was 1in its third year during 1985-86. Within the last year, the
career coordinator along with company referrals from MSU Placement Center,
has established a close rapport with several companies who have expressed an
interest in hiring CAAP students to participate in summer internship
programs.

Student contacts with the various components during this 1985-86 academi
year included:
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1. over 5,000 advising contacts were recorded
2, the tutorial program recorded 13,843 contacts

3. the Student Assistant component (peer counselors) increased
their contacts by 357, and

4. skill enrichment workshops were attended by 95Z of the
freshment program students.

Program students traditionally have difficulties academically, yet a signif-
icant number of students (802 or 73%Z) received a cumulative GPA of between
2,00 and 4.00. One hundred fifty-two (152) program students successfully
graduate this academic year. This milestone of achievement marks a great
accomplishment, both in terms of individual motivation and acdaemic profi-
ciency as well as a successful institutional response to the special needs
of individuals.

Programs for Handicapper Students

R
\

The mission of the Office of Programs for Handicapper Students (OPHS) is to
facilitate the University community effort to develop an environment which
is physically, programmatically, and attitudinally conducive to equal
educational opportunities for student handicappers. Activities included
extensive consultation and direct assistance to various elements of MSU as
their programs and planning affect handicappers mainstreaming through
University life. OPHS also provides direct services not available through
other units to enable handicapper participation in academic programs and
activities.

The OPHS continues to be one of the most innovative handicapper programs in
the country promoting handicapper integration into the activities of the

University. During the 1985-86 academic year, OPHS provided a wide range of
 gervices to 280 students self-identified as program users, the greatest
increase since 1980. The largest group of students represented in our
diverse population remains students with persistent and/or temporary mobili-
ty characteristics (148), followed by those with visual (39), learning (30),
hearing (21), and other (42) characteristics. Eleven percent of
self-identified handicappers enrolled at MSU during the 1985-86 acdaemic
year reflected ethnic minority characteristics, a two percent increase from
1984-85. Twenty-nine percent of the identified handicapper student popula-
tion were enrolled at the graduate level, an increase of two percent from
1984-85. Distribution of program uders by class, characteristic, ethnicity
and sex from 1979-86, are displayed in Graphs V-13 - V-15,

There was a tremendous increase in the number of prospective student inqui-
ries during the year:
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ACADEMIC YEAR PROSPECTIVE STUDENT INQUIRIES

1980~1981 . 62
1981~-1982 89
1982-1983 139
1983-1984 : 149
1984~1985 169
1985-1986 346

As the enrollment of wheelchair users and students with other mobility
characteristics continues to increase, design accommodation in the built
environment remains a critical need. OPHS continues to provide to the
- Department of Human Relations, for Transition Planning, current information
on any environmental barriers which prevent handicapper students from
realizing the full potential of their participation in academic and nonaca-
demic activities at MSU.

The Handicapper Student Advisory Committee continues to provide advocacy and
guidance to OPHS and the Department of Human Relations in identifying barri-
ers and prioritizing their removal. Through a continued joint effort, the

following outcomes have been achieved or are in process:

- Football Stadium. Modifications to include handicapper
viewing positions in the upper deck and two new handicapper
accommodating restrooms. Summer 1986 commitment has not been
implemented by the Athletic Department.

- Kresge Art Center. Funding was not sufficient to implement
the commitment to a qualitative accommodation: full width
grade level entrance with snow melting system extended to
enhanced handicapper parking slot.

Other OPHS activities relevant to mobility handicappers and the built
environment include:

Mobility orientation tours of the MSU environment for new or
potential students, including housing options.

~ A handicapper housing brochure was designed and printed.
This is expected to be a tremendous help in the housing needs
assessment process necessary for appropriate housing
assignment.

- At the 1985 AHSSPPE conference in Atlanta Georgia, OPHS and
DHR presented a session on the administrative and technical
factors involved in the enhancement of the built environment
on a campus such as MSU,

- An Open House was held at the MSU Museum in March to publi-

cize and celebrate the recent accommodations made for handi-
cappers. Invitations were sent out to many handicapper
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~ groups. A number of handicappers attended who previously
could not access the building. Positive feedback indicated
success which may result in an annual event,.

OPHS Transportation services provided 22,493 rides for 105 students during the
past year. Frequent requests go unmet in the area of off campus field trips or
conferences/seminars involving faculty/staff and/or student handicappers, since
there are no accommodating motor pool vehicles.

OPHS continues to transcribe printed material into alternative formats
appropriate for handicappers with diverse characteristics and to provide
innovative equipment which enhances and expands academic options and voca-

tional opportunities. This year, over 26,198 pages of classroom materials
were recorded into an alternative format usable by visual and/or other
handicappers.

OPHS continues to enhance supportive services for handicappers experiencing
various hearing characteristics. There were 480 hours of signed interpret-
ing services provided this past year to two deaf part-time graduate stu-
dents. Until two years ago, OPHS maintained 'a full-time specialist who
functioned as an interpreter and coordinator of services for students with
hearing characteristics. Our alternative approach has been to contract with
the Michigan Association of Better Hearing and Speech, as well as individual
certified interpreters. The shortage of available qualified interpreters
and adequate interpreter training sign language curriculum continues to be a
major problem for our program as well as throughout Michigan. It would be
tremendously advantageous to MSU and to the entire deaf population through-~
out Michigan to expand the limited MSU sign language curriculum to a compre-
hensive interpreter training curriculum. An interim/alternative solution
might be to establish a consortium of local organizations to contract with
several interpreters to be shared among them, with the interpreters salary
budgeted on a prorated basis of percentage of service needs by each con-
tracting organization. It is critical to note that we anticipate a signifi-
cant increase in requests for interpreter services by deaf graduate students
who do not qualify for funding from Michigan Rehabilitation Services.
Currently there are over 60 deaf students attending Lansing Community
College. Many of these students may be transferring to MSU.

OPHS continues to provide advocacy and technical assistance to units across
campus in the procurement and use of Telecommunication Devices for the Deaf
(TDD), including several "audio-loop" devices whereby the individual
amplication of a speaker can be achieved (especially important in a large
lecture room or auditorium).

OPHS coordinates the delivery of many direct or referral services appropri-
ate in response to the individual counseling, orientation, personal
care/assistance or other supportive service needs of student handicappers.

There were 36 handicappers who required varying degrees of personal care
assistance, such as feeding, dressing, grooming-hygiene, or transferring to
and from a wheelchair. Twenty~two of these handicappers acquired their
personal assistants through the OPHS Personal Assistant Referral Service.
The utilization of the OPHS Personal Assistant Handbook has facilitated
handicapper/assistant orientation and further improved service quality.
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Financial aid problems and complications are becoming an increasing concern
expressed by . handicapper = students, requiring increasing referral and
inter-agency coordination efforts. Scholarships were awarded to two handi-
capper students through the generous fundraising efforts of the Pershing
Rifle student organization.

In its continuing efforts to increase the positive awareness of handicapper
presence throughout the University community, the OPHS outreach and efforts
include publishing of the newsletter, "Harbinger,'" attending major statewide
conferences, planning awards programs and many other activities, are more
specifically described in Section VII (Appendices) of this report.

Upward Bound Program

UPWARD BOUND (UB) is a federally funded, pre-college program designed to
serve low-income, potential first generation college students from
Lansing-area high schools. Upward Bound's mission is to motivate disadvan-~
taged young people who have academic potential and to assist them in develop-
ing skills necessary to succeed in a postsecondary institution of education.

College students who have work/study grants or who need an independent study,
practicum, or field experience, serve as role models and help to provide the
following UB services:

tutoring (study skills)

~-- assisting teachers in content areas which are taught in UB's summer
program

~— chaperoning field trips
-- providing personal and academic counseling

The 1985-86 program year was a very productive year as all of the year's
objectives were accomplished in innovative ways with the assistance of &
great many supportive individuals.

RECRUITMENT: For 1985~86, 32 new students were admitted to the program as
compared to 25 new students in 1984-85. The majority of these students wers
added as a result of the decision of some students to work fulltime instead
of attend the summer program.

STUDENT COMPOSITION: A total of 60 students were served in the summer
program. Summer ethnic breakdown: 557 Black, 127 White, 207 Hispanic, 12
Asian, and 17 American Indian.

The Program was funded to serve 70 students; however, some of the student
did not attend because of work or vacation conflicts.

A total of 72 students were served for the academic vear. Academic yed

ethnic breakdown: 507 Black, 16% White, 227 Hispanic, 117 Asian, 1Z America
Indian.

96



STAFF COMPOSITION: A total of 20 individuals comprised the summer staff.
Summer ethnic breakdown: 307 Black, 357 White, 207 Hispanic, 157 Asian. The
academic year staff totaled 15. Academic Year Ethnic Breakdown: 537 Black,
27% White, 137 Hispanic, 77 Asian.

ACADEMIC RESULTS: Ninety-two percent of the students mastered 907 of the
objectives for the summer courses, In comparison, 937 of the students
mastered 927 of the objectives in the summer of 1984. These results indicate
that the quality of the instruction and efforts of the students continue to
be of high quality.

A comparison of the 1985-~86 academic year results to the previous two years
is shown below:

It is important to note that the students continued to maintain a high level
of academic performance with increasingly difficult courses which were
required by the program's contractual agreement. Students are now required
to take physics, chemistry, math (at least two years--algebra, trigonometry,
geometry, etc.); language (at least one year) and other courses required for
graduation. o

ADVANCED YOUTH PROGRAMS: Nine students participated in one of the following
programs: MSU High Achievers Program (3 Asian males, 1 Black female), MSU
Honors Science Program (1 Asian male), Music Camp (2 Black females) and
Engineering Camp (2 Black females). In the summer of 1985, only one student
participated in an advanced youth program (1 Hispanic male).

STUDY TRIPS: The students enjoyed 16 field trips for 1985-86. In addition
to the local study trips, students traveled to Battle Creek: Kellogg
Community College, and the Kellogg Cereal Factory; Toronto, Canada; Ann
Arbor; and Kensington Park. The students also enjoyed six performances at
the Wharton Center.

SPEAKERS: A total of 37 professionals addressed the students in 1985-86.
These speakers were invited from MSU's campus, private business (dentists,
lawyers, etc.), and Lansing Community College. The ethnic breakdown is as
follows: 7 Black males, 14 Black females, 4 White males, 2 Hispanic fe-
males, 2 Asian males, 1 Asian female.

1985-1986 UPWARD BOUND GRADUATES: The senior class consisted of 25 students
who completed the college preparatory activities for 1985-86. A total of 24
out of 25 or 96% of the students were accepted into a post-secondary insti-
tution of education. Two students changed their decision to go to college
and joined the U.S. Army; therefore, the number of students who enrolled in
college totaled 23 of 25 or 92%. The ethnic breakdown is as follows: 8
Black males, 1l Black females, 2 White males, 2 Hispanic males, 2 Hispanic
females. In 1984-85 75% of the students actually enrolled in a
post-secondary institution of education.

PRESIDENTIAL CLASSROOM: Three students attended the '"Presidential Class~
room" in Washington, D.C. for seven days (1 Asian male, 1 White female, 1
Black female). Two of the students were voted '"Outstanding Junior and
Senior of the Year." The third student was voted runner-up for "Outstanding
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Junior of the Year." All of these students have achieved a grade point
average of 3.9 or above.

CONTACT HOURS FOR SERVICES:

Service ' Students Served Contact Hours

Basic Skills Instruction 72 7,298
Tutoring 72 4,320
Personal Counseling 7 72 2,652
Academic Counseling 72 2,450
Career Counseling 72 981
Cultural Exploration 72 2,671
Special Programs ' 3 234
Careers Underrepresented by Disadvantaged

Population 72 , 851
Total Contact Hours: 29,118

4, Affirmative Action Graduate Financial Assistance Program

The AFFIRMATIVE ACTION PLAN FOR GRADUATE AND GRADUATE-PROFESSIONAL STUDENTS at
Michigan State University has been based on a commitment to increase enroll-

ment of women and minorities at the graduate level and to provide them with
quality education. Adequate financial support is crucial to the success of
this commitment since it is often a determining factor in the recruitment of
underrepresented students, as well as in their retention and degree comple-
tion. Three main categories of graduate financial support are covered under *
the graduate affirmative action plan: 1) departmental/school/college teaching
and research assistantships; 2) fellowships and scholarships; and 3) funds
administered by the Affirmative Action Graduate Financial Assistance Program
(AAGFAP) and specifically targeted for racial/ethnic minorities and women.

The specially targeted funds include the Equal Opportunity Program (EOP)
Fellowships, the Minority Competitive Doctoral Fellowships, Programmatic¢
Funding, the Affirmative Action Graduate Assistantships, the Graduate and
Professional Study Fellowships, and the Committee on Institutional Cooperation
Fellowships., A brief description of each of these programs follows: :

EQUAL OPPORTUNITY PROGRAM FELLOWSHIPS

Equal Opportunity Graduate Fellowships for Disadvantaged and Minority Stu«
dents were initiated in 1970-71. This program provides fellowship awardsa
based on a needs analysis done by the Office of Financial Aids, with the
exact award varying for each student, depending on financial need. Policie
and procedures for the selection of EOP Fellows are determined by the Affir
mative Action Graduate Financial Assistance Policy Committee. EOP recipient
must be either racial/ethnic minorities- or public assistance recipients
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MINORITY COMPETITIVE DOCTORAL FELLOWSHIPS

The Minority Competitive Doctoral Fellowship Program was initiated in
1979-80. New racial/ethnic minority doctoral candidates are nominated by
participating colleges and brought to campus to participate in an
expense~paid visit. TFellows are guaranteed three years of support. They are
provided $8,000 plus compensation for out-of-state tuition charges the first
year, and the difference between $8,000 and the income from an assistantship
for the second and third years.

PROGRAMMATIC FUNDING

Programmatic Funding 1s based on guidelines developed by the Affirmative
Action Graduate Financial Assistance Policy Committee for students in pro-
grams meeting special requirements. It was initiated in 1979-80 to provide
matching funds for graduate students receiving funds from such sources as the
National Institute on Mental Health, which for several years contributed
matching funds for graduate student enrollees in the Urban Counseling
Program.

s

AFFIRMATIVE ACTION GRADUATE ASSISTANTSHIPS

Affirmative Action Graduate Assistantships are used to fund graduate study in
areas where women and/or racial/ethnic minorities are underrepresented. This
program was initiated in 1976-77. To encourage recruitment and enrollment,
the first-year assistantship is paid through a central graduate assistantship
fund, i.e., outside the departmental budget, with the department agreeing to
continue funding thereafter in accordance with unit procedures for evaluating
_graduate students.

GRADUATE and PROFESSIONAL STUDY FELLOWSHIPS GRANT PROGRAM

The Graduate and Professional Study Fellowships Grant Program (formerly
Graduate and Professional Opportunity Program) is administered by the U.S.
Department of Education to provide support to underrepresented groups.
Graduate and professional opportunity grants are awarded annually on the
basis of a national competition. Michigan State University has participated
in the program since 1979-80. Currently, fellowships are provided for
graduate students in the Departments of Accounting, Biochemistry, and Botany
and Plant Pathology. ©Each student receives a stipend of $4,500 plus tuition
and fees each year for up to three years.

COMMITTEE INSTITUTIONAL COOPERATION MINORITIES FELLOWSHIP
PROGRAM

The Committee on Institutional Cooperation, composed of the "Big Ten" univer-
sities and the University of Chicago, sponsors a fellowship program for

minorities in a number of. fields. Fellowships are awarded to increase the
percentage of racial/ethnic minority Ph.D. recipients in the humanities, the
social sciences, the natural sciences, mathematics, and engineering. The

awards in 1985-86 ranged from $6,000 to $6,500, plus tuition for four years.

he above program descriptions outline the range of support for women and
acial/ethnic minority graduate students at Michigan State University. A summary
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of expenditures for those programs funded by the University from 1977-78 to
1985-86 is presented in Tables V-15 and V-16. Tables V-17 through V-21 include
actual yearly expenditures for those programs, the number of awards each year, and
the race/ethnic and gender breakdowns of those awards.
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- TABLE V-1

MICHIGAN STATE UNIVERSITY ¢
0ffice of Planning and Budgets
FALL TOTAL ENROLLMENTS BY COLLECE*
College 1977 1978 1979 1980 1981 1982 1983 1984 1985 1986
Agric. & Natural Resources 4512 4270 4222 4296 4077 3642 3201 2813 2772 2820
Arts and Letters 2886 2633 2570 2534 2224 2137 2060 2016 2135 2498
Business 5988 6439 7711 7734 7166 6796 6723 6827 7108 7334
Comm., Arts and Sciences 2618 2787 3054 3153 3246 3673 3942 3981 4041 3977
Education 4360 3782 3568 3427 2868 2220 2027 2002 2387 2643
Engineering . 3009 3458 3787 4138 4269 4458 4484 4341 4129 4010 f
Human Ecology 2113 1984 1916 1705 1595 1457 1421 1507 1578 1528 ‘ ’ ;
Human Medicine 1208 1178 1113 1101 1023 481 475 460 478 471 %
James Madison 653 780 831 889 858 861 817 929 © 1024 1027
Justin Morrill 304 216 - - - - - - - - -
Lyman Briggs 868 834 828 905 871 . - - - - -
Natural Science 4587 4406 4167 3530 3304 4540 - 4608 4568 4266 4085
Nursing - - - 683 583 607 672 652 535 472
ot Osteopathic Medicine ) 314 332 360 408 394 428 457 S14 511 512
= Social Science 4908 4706 4778 4805 4316 3885 3610 3668 3726 3919
Urban Affairs Program1 141 121 128 124 75 16 2 - - -
Veterinary Medicine 1223 1100 1316 1245 1098 934 943 898 859 843
No Preference 3148 3344 2870 2481 . 2268 2377 2441 2681 2923 3103
Unclassified 78 83 190 342 360 379 448 519 539 578
AFFIRMATIVE ACTION TOTAL 42918 42453 43409 43500 40595 38951 38331 38376 39011 39820
Plus: Foreign Students 1293 1291 1347 1406 1450 1639 1747 1853 1984 2051
Post Doctoral Students - - - 34 49 37 4l 43 37 26
UNTVERSITY TOTAL 44211 43744 44756 44940 42094 40627 40122 40272 41032 41897

*|ncludes undergraduate, graduate, and graduate-professional.

1
College of Urban Development prior to Fall 1982,

Source: Office of the Registrar - official enrollment figures.

0PB/LHP/230ctober86/total enroll/college 86/v.2
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Fall 1982 Enrollment

MICHIGAN STATE UNIVERSITY

TABLE V-2

0ffice of Planning and Budgets

TRENDS IN MINORITY ENROLLMENTS, BY COLLEGE
Fall 1982, 1983, 1984, 1985, and 1986

Fall 1983 Enrollment

Fall 1984 Enrollment

Fall 1985 Enrollment

Fall 1986 Enrollment

Total Minorit Total “Minorit Total Minorit Total Minorit Total Minorit
College - e s S S s SR s Sees SO S s SO S S
Agriculture & Nat. Resources 3642 183 5.0 3201 184 5.7 2813 190 6.8 2772 224 8.1 2820 247 8.8
Arts and Letters 2137 138 6.5 2060 122 5.9 2016 123 6.1 2135 132 6.2 2498 158 6.3
Business 6796 417 6.1 6723 418 6.2 6827 474 6.9 7108 514 7.2 7334 593 8.1
Communication Arts & Science 3673 341 9.3 3942 368 9.3 3981 369 9.3 4041 397 9.8 3977 386 9.7
Education 2220 214 9.6 2027 192 9.5 2002 164 8.2 2387 181 7.6 2643 186 . 7.0
Engineering: 4458 447 10.0 Ly8y 502 - 11.2 4341 508 11.7 4129 503 12.2 4010 514 12.8
Human Ecology 1457 125 8.6 1421 126 8.9 1507 119 7.9 1578 117 7.4 1528 111 7.3
Human Medicine 481 72 15.0 475 82 17.3 460 91 19.8 478 98 20.5 471 102 21.7
James Madison 861 69 8.0 817 68 8.3 929 75 8.1 1024 92 9.0 1027 88 8.6
Natural Science1 4540 449 9.9 4608 509 11.0 4568 509 1.1 4266 474 1.1 4085 469 11.5
Nursing 607 82 13.5 672 81 12.1 652 90 13.8 535 62 11.6 472 52 11.0
Osteopathic Medicine 428 70 16.4 457 64 14.0 S14 67 13.0 511 75 14,7 512 74 14.5
S4cial Science2 3901 438 11.3 3612 417 11.6 3668 432 11.8 3726 413 11.1 3919 424 10.8
Veterinary Medicine 994 55 5.5 943 Sh 5.7 898 57 6.3 859 5S4 6.3 843 49 5.8
No Preference 2377 204 8.6 2441 221 9.1 2681 227 8.5 2923 269 9,2 3103 258 8.3
Unclassified 379 19 5.0 448 22 4.9 519 20 3.9 539 40 7.4 578 27 4.7
AFFIRMATIVE ACTION TOTAL 38951 3323 8.5 38331 3430 8.9 38376 3515 9.2 39011 3645 9.3 39820 3738 9.4
Includes:
Plus: Foreign Students 1639 - 1747 - 1853 - 1984 - 2051 -
Post Doctoral Studemts _ 37 - . - . - . 37 _ - . 26 .

UNIVERSITY TOTAL 40627 3323 8.2 40122 3430 8.6 40272 3515 8.7 41032 3645 8.9 41897 3738 8.9

College enroliment counts have been adjusted to reflect the Fall 1986 organizational structure of the University.

1. Natural Science includes Lyman Briggs.

2. Social Science includes Justin Morrill and Urban Affairs.

See Tables VII-4 - VI1-7 for details by minority group.

Source: Distribution of Student Majors, Fall 1982, 1983, 1984, 1985, and 1986 Office of the Registrar.

Minority Census, Office of Planning and Budgets




Office of Planning and Budgets

TOTAL FALL-MINORITY ENROLLMENT BY COLLEGE! €

College 1977 % 1978 % 1979 % 1980 & 1981 % 1982 & 1983 & 1984 % 1985 % 1986 %
Ag. & Nat. )

Resources 115 3.6 106 3.6 127 4.0 163 5.0 179 5.6 183 5.5 184 5.4 190 5.4 224 6.1 247 6.6
Arts & Letters 180 5.6 164 5.5 147 4.6 155 4.8 144 4.5 138 4.1 122 3.6 123 3.5 -132 3.6 158 4.2
Business 314 9.8 317 10.6 426 13.5 455 14.1 433 13,4 417 12.5 418 12.2 474 13.5 514 14.1 593 15.9
Comm. Arts

& Sciences 302 9.4 269 9.0 284 9.0 285 8.8 304 9.4 341 10.3 368 10.7 369 10.5 397 10.9- 386 10.3
Education 400 12.5 333 11.2 297 9.4 247 7.7 238 7.4 214 6.4 192 5.6 164 4.7 181 5.0 186 5.0
Engineering 270 8.4 279 9.4 321 10.1 342 10.6 408 12.7 447 13.4 502 14.6 508 14.4 503 13.8 514 13.8
Human Ecology 157 4.9 133 4.5 117 3.7 116 3.6 124 3.8 125 3.8 126 3.7 119 3.4 117 3.2 111 3.0
Human Medicine 144 4.5 143 4.8 133, 4.2 142 4.4 138 4.3 72 2.2 82 2.4 91 2.6 98 2.7 102 2.7
James Madison 36 1.1 3 1.1 40 1.3 50 1.5 62 1.9 69 2.1 68 2.0 75 2.1 92 2.5 88 2.4
Justin Morrill 23 0.7 14 0.5 - - - - - - - - - - - - - - - -

_Lyman Briggs 48 1.5 51 1.7 67 2.1 66 2.0 73 2.3 - - - - - - - - - -

Ehatura] Sci. 337 10.5 307 10.3 321 10.1 268 8.3 260 8.1 449 13.5 509 14.8 509 14.4 474 13,0 469 12.5
Nursing - - - - - - 88 2.7 78 2.4 82 2.5 81 2.4 90 2.6 62 1.7 52 1.4
Osteo. Medicine 61 1.9 59 2.0 72 2.3 63 2.0 56 1.7 70 2.1 64 1.9 67 1.9 75 2.1 7% 2.0
Social Science 454 14,2 436 14.6 460 14.5 468 14.5 453 14,0 428 12.9 416 121 432 12.3 413 11.3 424 11.3
Urban Affairs -

Programs 86 2.7 70 2.3 79 2.5 75 1.3 43 1.3 10 .3 1 - - - - - - -
Vet. Medicine 32 1.0 30 1.0 43 1.4 43 1.3 48 1.5 55 1.7 54 1.6 57 1.6 54 1.5 49 1.3
No Preference 247 7.7 237 7.9 219 6.9 185 5.7 165 5.1 204 6.1 221 6.4 227 6.5 269 7.4 258 6.9
Unclassified

~ LLE - - - - 12 0.4 22 0.7 18 0.6 19 0.6 22 0.6 20 0.6 40 1.1 27 0.7

TOTAL 3206 100.0 2982 100.0 3165 100.0 3223 100.0 3224 100.0 3323 100.0 3430 100.0 3515 100.0 3645 100.0 3738 100.0

1lncludes U.S. undergraduate, graduate, and graduate professional students only. Percentages refer to college percent of total.

Student enroliments are reported according to the college of their respective majors.

Some changes in minority enroliment may be attributed to

the transfer of programs from one college to another.
College of Urban Development prior to Fall 1982,

Source: Minority Census, Office of Planning and Budgets.

opb/gmr/13November86/min/percent/college 86




TABLE v-4

MICHIGAN STATE UNIVERSITY
Office of Planning and Budgets

BLACK FALL ENROLLMENT AND PERCENT BY COLLEGE1

2 1977 1978 1979 1980 1981 1982 1983 1984 1985 1986
College” #T % #Tw  #T % #T _w  # % ¥ "% #° % # % #7_w  #_%
Ag. & Nat. Res. 67 58;3 66 62.3 75 59.1 116 71.2 128 71.5 128 69.9 130 70.7 141 74.2 166  74.1 191 77.3
Arts & Letters 109 60.6 105 64.0 89 60.5 97 62.6 92 63.9 85 61.6 76 62.3 79 64,2 87 65.9 100 63.3
Business 254 80.9 251 79.2 332 77.9 336 73.9 322 74.4 303 72.7 287 68.7 331 69.8 365 71.0 417 70.3
Comm. Arts/Sci 273 90.4 238 88.5 242 85,2 248 87.0 260 85.5 284 83.3 303 82.3 309 83.7 310 78.1 292 75.6
Education 313 78.3 248 74,5 204 68,7 174 70.5 175 73.5 141 65.9 131 68.2 102 62.2 116 64.1 115 61.8
Engineering 194 71.9 214 76.7 246 76.6 252 73.7 292 71.6 308 68.9 335 66.7 345 67.9 346 68.8 342 66.5
Human Ecology 129 82.2 105 79.0 93 79.5 90 77.6 90 72.6 94 75,2 94 74.6 89 74.8 85 72.6 77 69.4
Human Medicine 92 63.9 94 65,7 80 60.1 90 63.4 81 58.7 32 44,4 37 45.1 42 46.1 51 52.0 59 57.8
James Madison 29 80.6 20 58.8 26 65.0 36 72.0 48 77.4 53 76.8 51 75.0 56 74.7 58 63.0 56 63.6
Justin Morrill 12 52.2 10 71.4 - - - - - - - - - - - - - - - -
Lyman Briggs 32 66.7 35 68.6 49 73 .1 48 72.7 51 69.9 - - - - - - - - - -

P Natural Sci. 243 721 207 67.4 226 70.4 165 61.6 159 61.2 278 61.9 321 63.1 304 59.7 264  55.7 270 57.6

= Nursing - - - ~ - - 76 86.4 68 87.2 70 85.4 64 79.0 64 71.1 44  71.0 38 73.1
Osteo. Medicine 27 44,3 32 54,2 35 48.6 33 52.4 27 48.2 36 51.4 30 46.9 29 43.3 27 36.0 24 32,4
Social Science 355 78.2 346 79.4 352 76.5 358 76.5 348 76.8 | 326 76.2 323 77.6 317 73.4 304 73.6 290 68.4
Urban Aff Prg3 79 91.9 65 92.9 74 93.7 71 94,7 40 93.0 9 90.0 1 .100.0 - - - - - -
Vet. Medicine 15 46.9 17 56.7 28 65.1 28 65.1 31 64.6 33 60.0 31 57.4 32 56.1 29 53.7 26 531
No Preference 213 86.2 198 83.5 186 84.9 160 86.5 138 83.6 157 77.0 170 77.0 164 72.3 180 66.9 173 67.1
Unclassified-LLE - - - - 8 66.7 14 63,6 11 61.1 12 63.2 12 54,5 12 60.0 21 52.5 18 66.7

TOTAL 2436 2251 2345 2392 2361 2349 2396 2416 2453 2488

1lncludes U.S. undergraduate, graduate, and graduate-professional students only. Percentages refer to percent of total minorities for each corres-
ponding value shown on Table V-3.

The percentages indicate the percent of Black enrollment relative to total minority enrollment within each college (Table V-3).
2ﬁ'gures indicated in Tables V-4 through V-7 will total to 100% for each college.
Student enroliments are reported according to the college of their respective majors.
3the transfer of programs from one college to another.

College of Urban Development prior to Fall 1982,

Percentage

Some changes in minority enrollment may be attributed to

’Source: Minority Census, Office of Planning and Budgets




S e de of Planning and Budgets
HISPANIC FALL ENROLLMENT AND PERCENT BY COLLEGE1

1977 1978 1979 1980 1981 1982 Fo83 1984 1985 1986

College? #T % #Tw #T_%  #_w £ _w ¥ % 4 & & % #7_® K%
Ag. & Nat. Res. 9 7.8 8 7.5 13 10.2 % 8.6 18 10.1 25 13.7 25 13.6 26 13.7 26 11.6 21 8.5
Arts & Letters 40 22.2 33 20.1 28 19.1 21 13.5 21 14.6 26 17.4 21 17.2 20 16.3 21 15,9 17 10.8
Business 21 6.7 31 9.8 44 10.3 46 10.1 48 11.1 39 9.3 49 11.7 65 13.7 57 1.1 59 9.9
Comm. Arts/Sci 13 4.3 17 6.3 21 7.4 21 7.4 24 7.9 35 10.3 48 13.0 33 9.0 47 11.8 57 14.8
Education 60 15.0 45 13.5 47 15.8 44 17,8 34 14.3 40 18.7 34 17.7 35 21.3 31 17.1 3% 18.3
Engineering 16 5.9 8 2.9 15 4,7 19 5.6 37 9.1 45 10.1 43 8.6 42 8.3 32 6.4 38 7.4
Human Ecology 11 7.0 10 7.5 8 6.8 9 7.8 10 8.1 10 8.0 12 9.5 11 9.2 15 12.8 16 14.4
Human Medicine 29 20.1 337 23.1 34 25.6 34 23,9 37 26.8 2% 333 24 29.3 22 24,2 24 24,5 23 22,5
James Madison 3 8.3 6 17.7 8 20.0 11 22.0 8 12.9 9 13.0 9 13.2 9 12.0 17 18.5 16 18.2
Justin Moreill 5 21.7 3 21.4 - - - - - - - - - - - - - - - -
Lyman Briggs 1 2.1 3 5.9 4 6.0 7 10.6 10 13.7 - - - - - - - - - -

= Natural Sci. 34 10,1 40 13.0 31 9.7 40 14.9 44 16.9 69 15.4 74 14.5 84 16.5 75 15.8 68 14,5

“" Nursing - - - - - - 3 3 3 3.8 3 3.7 6 7.4 10 11.1 9 14.5 8 15.4
Osteo. Medicine 14 22,9 8 13.6 16 22.2 9 14.3 11 19.6 1 15.7 8 12.5 11 16.4 17 22.7 18 24,3
Social Science 53 11.7 49 11.2 63 13.7 53 11.3 62 13.7 52 12.1 51 12.3 52 12.0 55 13,1 69  16.3
Urban Aff Prg> 3 3.5 3 4.3 2 2.5 - - 1 2.3 - - - - - - - - - -
Vet. Medicime 9 28.1 6 20.0 8 18.6 10 23.3 11 22.9 14 25.4 9 16.7 11 19.3 12 22.2 13 26.5
No Preference 14 5.7 21 8.9 16 7.3 14 7.6 10 6.1 20 9.8 23 10.4 28 12.3 38 14,1 35 13.6
Unclassified-LLE - = - - 2 16.7 2 9.1 2 11.1 1 53 2 9.1 1 5.0 8 20.0 3 11.1

TOTAL 335 324 360 357 391 421 438 460 483 495

1Inc]udes U.S. undergraduate, graduate, and graduate-professional students only. Percentages refer to percent of total minorities for each corres-
ponding value shown on Table V-3,
The percentages indicate the percent of Hispanic enrollment relative to total minority enrollment within each college (Table V-3). Percentage
2figures indicated in Tables V-4 through V-7 will total to 100% for each college.
Student enrollments are reported according to the college of their respective majors. Some changes in minority enrollment may be attributed to
the transfer of programs from one college to another.
College of Urban Development prior to Fall 1982,

Source: Minority Census, Office of Planning and Budgets

Y
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CoHege2

Ag. & Nat. Res.
Arts & Letters
Business

Comm. Arts/Sci
Education
Engineering

Human Ecology

~ Human Medicine

James Madison
Justin Morrill
Lyman Briggs
Natural Sci.
NUrsing
Osteo. Medicine
Social Science
Urban Aff Prg3
Vet. Medicine
No Preference
Unclassified-LLE
TOTAL

1lnc]udes U.S. undergraduate, graduate, and graduate-professional students only. Percentages refer to percent of total minorities for each corres-
ponding value shown on Table V-3,

The percentages indicate the percent of Native American enrollment relative to total minority enrollment within each college (Table V-3).
2Percentage figures indicated in Tables V-4 through V-7 will total to 100% for each college.

Student enroliments are reported according to the college of their respective majors.
3the transfer of programs from one college to another.
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1977
# s
13 11.3
15 8.3
8 2.5
4 1,3
1 2.7
6 2.2
2 1.3
7 4.9
2 5.6
4 17.4
3 6.2
15 4.4
7 11.5
19 4.2
2 2.3
2 6.3
5 2.0

1978
Eiann S
8 7.6
13 7.9
10 3.1
3 1.1
17 5.1
5 1.8
4 3.0
3 2.1
4 11.8
1 7.1
2 3.9
15 4.9
6 10.2
18 4.1
0 0
3 10.0
3 1.3
115

1979
i
11 8.7
10 6.8
7 1.6
3 1.1
20 6.7
6 1.9
5 4.3
5 3.8
3 7.5
0 0
12 3.7
5 6.9
18 3.9
1 1.3
4 9.3
5 2.3
0 0
115

NATIVE AMERICAN FALL ENROLLMENT AND PERCENT BY COLLEGE1

College of ‘Urban Development prior to Fall 1982,

Mi

rit

6

us, ‘Office of Planning and Budgets.

y
0
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TABLE V-6

MICHICAN STATE UN!VERSITY
Office of Planning and Budgets

4.3
2.1
2.0

1.5
3.4
3.4

6.3

4.1
2.7
4.6
2.2

N W W 0 W

3

0

98

1.4
1.9
2.6
7.1
2.4
2.3

6.2

1.8

1982
LA
10 5.5
10 7.2
12 2.9
10 2.9
1 5.1
6 1.3
3 2.4
6 8.3
1 1.5
11 2.4
3 3.7
5 7.4
15 3.5
1 10.0
5 9.1
4 2.0
113

3
2
119

3.2
11.0
2.9

- 2.6
3.7
9.4
3.6
13.0
1.4

9.1

1984
P
7 3.7
6 4.9
0 2.1
7 1.9
10 6,1
1 2.2
3 2.5
12 13.2
b 5.3
11 2.2
3 3.3
6 9.0
21 4.9
7 12.3
6 2.6
0
124

127

3.4

3.2
9.3
4.3
7.4
3.0
7.5

18
14

Fo s

12
2
123

3.2
5.1

4.1
4.7
7.4

Some changes in.minority enrollment may be attributed to



i ) ‘ ‘ﬁg”and Budgets
ASIAN/PACIFIC ISLANDER FALL ENROLLMENT AND PERCENT BY‘COLLEGE1

) 1977 1978 1979 1980 1981 1982 1983 1984 1985 1986
College [ S TURE Sevs SUNY St SUNY S SUNNE sant SUNNE sovk SNNY Svus SUNE Siben. S Sese SUNNNY snek
Ag. & Nat. Res. 26 22.6 24 22.6 28 22.0 22 13.5 23 12.8 20 10.9 19 10.3 16 8.4 27 121 27 10.9
Arts & Letters 16 8.9 13 7.9 20 13.6 26 16.8 22 15.3 19 13.8 19 15.6 18 14.6 19 4.4 33 20.9
Business 31 9.9 25 7.9 43 10.1 50 11.0 51 11.8 63 15.1 70 16.7 68 14.4 81 15.8 104 17.5
Comm. Arts/Sci 12 4.0 11 4.1 18 6.3 11 3.9 12 4.0 12 3.5 9 2.4 20 5.k 32 8.1 32 8.3
Education 16 4.0 23 6.9 26 8.8 18 7.3 16 6.7 22 10.3 20 10.4 17 10.4 17 9.4 19 10.2
Engineering 54 20.0 52 18.6 54 16.8 65 19.0 71 17.4 88 19.7 112 22.3 110 21.6 116 23.0 120 23.3
Human Ecology 15 9.5 14 10,5 1 9.4 12 10.3 21 16.9 18 4.4 16 12.7 16 13.5 1% 12.0 17 15.3
Human Medicine 16 11.1 13 9.1 1% 10.5 15 10.6 17 12.3 10 13.9 12 14.6 15 16.5 18 18.4 16 15.7
James Madison 2 5.6 5 11.8 3 7.5 2 4.0 5 6.5 6 8.7 6 8.8 6 8.0 11 12.0 12 13.6
Justin Morrill 2 8.7 0 0 - - - - - - - - - - - - - - - -
Lyman Briggs 12 25.0 11 21.6 14 20.9 10 15.2 11 15.1 - - - - - - - - - -

—  Natural Sci. 45 13.4 45 14.7  S2 16.2 54 20.1 52 20,0 91 20.3 101 19.8 110 21.6 119 25.1 120 25.6

S Nursing - - - - - - 6 6.8 5 6.4 6 7.3 8 9.9 13 14.5 . 7 11.3 6 11.5
Osteo. Medicine 13 21.3 13 22.0 16 22.2 17 27.0 %4 25.0 18 25.7 20 31.3 21 31.3 24 32.0 28 37.8
Social Science 27 5.9 23 5.3 27 5.9 _ 38 8.1 32 7.1 35 8.2 27 6.5 42 9.7 37 9.0 48 11.3
Urban Aff Prg®> 2 2.3 2 2.9 2 2.5 2 2.7 1 1.3 - - - - - - - - - -
Vet. Medicine 6 18.7 5 13.3 3 7.0 3 7.0 3 6.3 355 7 13.0 7 12.3 9 16.7 8 16.3
No Preference 15 6.1 15 6.3 12 5.5 7 3.8 14 8.5 23 1.3 25 11.3 29 12.8 43 16.0 38 14,7
Unclassified-LLE - - - - 2 16.7 6 27.3 5 27.8 6 31.6 6 27.3 7 35.0 § 20.0 & 14.8

TOTAL 310 292 345 364 374 140 477 515 582 632

1Inc1udes U.S. undergraduate, graduate, and graduate-professional students only. Percentages refer to percent of total minorities for each corres-
ponding value shown on Table V-3, .
The percentages indicate the percent of Asian/Pacific !slander enrollment relative to total minority enrollment within each college (Table V-3).
oPercentage figures indicated in Tables V-4 through V-7 will total to 100% for each college.

Student enrollments are reported according to the college of their respective majors. Some changes in minority enrollment may be attributed to
the transfer of programs from one college to another. g ’

College of Urban Development prior to Fall 1982,

Source: Minority Census, Office of Planning and Budgets
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College
Ag. & Nat. Res.

Arts & Letters
Business

Comm. Arts/Sci
Education
Engineering
Human Ecology
Human Medicine

Residential
Colleges

Natural Sci.
Nursing2

Osteo. Medicine

Social Science

Urban: Aff Prg3

Vet. Medicine
No Preference

Unclassified

1979

TOTAL ENROLLMENT OF WOMEN AND PERCENT BY COLLEGE

TABLE V-8

MICHIGAN STATE UN|VERSITY
Office of Planning and Budgets

Fall Terms

AFF. AC. TOTAL 20,475

Plus:
Foreign

" Postdoc.

UNIV, TOTAL

1. Residential colleges include James

James Madison, 1982-current.
2. Nursing included in Natural Science prior to 1980.
3. College of Urban Development prior to 1982.

Source: -Office of the Registrar, official enrollment reports

Madison, Justin Morrill, and Lyman Briggs

Office of Planning and Budgets, Minority Census

for 1973-78.

James Madison and Lyman Briggs, 1979-81.

1978 1980 1981 1982 1983 1984 1985 1986
£ % # % £ % £ % £ % £ % £ % & T % £ %
1,438 33.7 1,445 34.2 1,463 34,1 1,417 34,8 1,297 35.6 1,085 33.9 986 35.1 1,016 36.7 1051 37.3
1,604 60.9 1,548 60.2 1,538 60.7 1,375 61.8 1,300 0.8 1,271 61.7 1,192 59.1 1,236 57.9 1451 58.1
2,327 36.1 3,044 39.5 3,262 42,2 3,134 43,7 3,031 44.6 3,033 45.1 3,079 45.1 3,199 45.0 3301 45.0
1,591 57.1 1,792 58.7 1,885 .59.8 1,933 59.6 2,168 59.0 2,291 58.1 2,303 57.9 2,359 58.4 2341 58.9
2,594 68.6 2,k84 69.6 2,470 72.1 2,082 72.6 1,573 70.9 1,429 70.5 1,413 70.6 1,733 72.6 2008 76.0
619 17.9 740 19.5 892 21.6 983 23.0 1,069 24,0 1,062 23.7 1,022 23.5 882 21.4 854 21.3
1,853 93.4 1,800 94.0 1,586 93.0 1,488 93.3 1,354 92,9 1,306 91.9 “1,382 91.7 1,841 91.3 1409 92.2
668 56.7 609 54.7 618 56.1 577 56.4 223 46.4 213 44,8 201 43.7 223 46.7 226 48.0
797 43.6 731 44,1 805 44.9 776 44.9 397 46.1 378 46.3 451 48,5 528 51.6 528 51.4"
1,925 43,7 1,843 44.2 1,231 34.9 1,133 343 1,811 39.9 1,852 40.2 1,902 41.6 1,849 43.3 1812 &44.4
- - - - 659 96.5 566 97.1 587 96.7 656 97.6 627 96.2 519 97.0 462 98.0
114 34,3 124 34,4 145 35.5 141 35.8 151 35.3 162 33.4 189 36.8 190 37.2 185 36.1
2,287 48.6 2,472 51.7 2,585 53.8 2,353 54.5 2,045 52.6 1,935 53.6 2,026 55.2 2,098 56.3 2191 55.9
7% 61.2 80 62.5 7% 59,7 43 57.3 9 56.2 1 50.0 N - - - -
643 58.5 729 55.4 694 55.7 619 56.4 582 58.6 553 58.6 537 59.8 501 58.3 521 61.8
1,915 57.3 4 1,674 58.3 1,469 59,2 1,347 59.4 1,412 59,4 1,440 59.0 1,617 60.3 1,737 59.4 1869 60.2
28 33.7 106 55.8 181 52.9 184 51.1 209 55.2 249 55.6 291 56.1 319 59.2 352 €0.9
21,221 21,557 20,151 19,218 18,916 19,218 19,830 20,561
293 333 374 371 428 460 520 546 568
- - 15 15 13 13 17 23 9
20,768 47.5 21,554 48,2 21,946 48,8 20,537 48.8 19,659 48.4 19,389 48.3 19,755 49.1 20,399 49.7 21,138 50.5



MICHIGAN STATE UNIVERSITY

Office. of Planning and Budgets '

Graduate Minority Students
Fall Terms
Number and Percent
1982 ] 1983 1984 1985 1986
Minorit Minorit ; Minorit Minorit Minorit
College Mas Doc G-P Total % Tot Mas Doc G-P Total % Tot Mas Doc G-P Total % Tot Mas Doc G-P Total % Tot Mas Doc_ G-F Total % Tot
Agr & Nat

Resources 16 22 - 510 7.5 15 29 - 523 8.4 17 22 - 491 7.9 14 25 - 471 8.3 17 21 - 478 7.9
Arts & .

Letters 19 23 - 468 9.0 22 20 - 459 9.2 18 20 - 434 8.8 21 18 - 472 8.3 23 16 - 502 7.8
Business 37 10 - 698 6.7 36 9 - 722 6.2 27 14 - 670 6.1 20 13 - 609 5.4 25 14 - 611 6.4
Comm, Arts &

Sci. 21 5 - 252 10.3 16 4 - 238 8.4 16 4 - -264 7.6 19 9 - 254 11.0 25 9 - 259 1341
Education 72 75 - 1161 12.7 60 69 - 1128 1.4 50 60 - 1062 10.4 61 62 RO T I B I s 60 57 - 1098 10.7
Engineering 12 1 - 194 6.7 15 5 - 240 8.3 15 4 - 220 8.6 13 4 - 197 8.6 17 8 - 226 111
Human

Ecology 10 7 - 166 10.2 9 8 - 167 10.2 1 5 - 170 9.4 9 4 - 172 7.6 4 2 - 143 4,2
Human '

Medicine 1 2 69 481 15.0 - 3 79 475 17.3 1 3 87 460 19.8 2 2 9% 478 20.5 1 - 101 471 1.7
Natural .

— Science 19 22 - 558 7.3 16 25 - 53 7.7 15 28 - 510 8.4 13 28 - 488 8.4 14 28 - 483 8.7
ngursing 2 - - 33 6.1 1 - - 43 2.3 1 - - 40 2.5 - - - 47 - 2 - - 53 3.8
Osteo.

Medicine - - 70 428 16.4 - 1 63 457 14,0 - 1 66 514 13.0 1 1 73 511 14.7 1 1 72 512 14.5
Social -

Science 46 27 - 708 10.3 54 22 - 692 11.0 54 28 - 683 12.0 43 30 - 663 11.0 31 25 - 639 8.8
Veterinary

Medicine 4- 4 12 467 4.3 6 4 15 458 4 7 17 428 6.5 4 5 17 4k 5.9 1 S 17 444 5.2
Unclassified 11 _= _- 285 3.9 15 _- _- 367 43 11 _- _- 401 27 27 _- _- 427 63 17 _- _- 46 3.7
AFF. ACTION

TOTAL 270 198 151 6409 9.7 265 199 157 6462 9.6 240 196 170 6347 9.5 247 201 184 6340 10.0 238 186 190 6383 9.6
Plus:

Foreign

Students - - 1224 - - - = 1277 - - - - 1342 - - - - 1438 - - - - 1574 -

Postdoc.

Students 3% . _- _- _- _ M . _- _- -8 . - _-_- 3 . _- _- _- 2 _._
UNIVERSITY l
TOTAL 270 198 151 7670 8.1 265 199 157 7783 8.0 240 196 170 7732 7.8 247 201 184+ 7815 8,1 238 186 190 7983 7.7

Source: Office of the Registrar, official enroliment reports
Office of Planning and Budgets, Minority Census
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, TABLE v-10
MICHIGAN STATE UNIVERSITY
Office of Planning and Budgets

Graduate Women Students

Fall Terms

Number and Percent

of Total Graduate Enrollment

1982 1983 1984 1985 1986
Women Women Women Women Women
College Mas Doc C-P Total % Tot HMas Doc G-P Total % Tot Mas Doc G-P Total % Tot Mas Doc G-P Total % Tot Mas Doc G-P Total % Tot
Agric. & Nat.
Resources 110 29 - 510 27.3 117 34 - 523 28.9 120 M1 - 491 32.8 114 45 - 471 33,8 105 50 - 478 32.4
Arts &

Letters 182 78 - L4eg 55.0 188 70 - 459 56.2 176 66 - 434 55.8 178 83 - 472 55.3 179 101 - 502 55.8
Business 186 29 - 698 30.8 195 36 - 722 32.0 170 37 - 670 30.9 111 35 - 609 28.9 151 36 - 611 30.6
Comm. Arts

& Sci. 133 10 - 252 56.8 139 17 - 238 65.6 167 14 - 264 68.6 148 24 - 254 67.7 140 26 - 259 64.1
Education 436 245 - 1161 58.7 427 260 - 1128 60.9 389 255 ~ 1062 60,6 437 229 -~ 1111 59.9 457 237 - 1098 63.2
Engineering 26 2 ~ 194 14,4 41 2 - 219 19.6 39 2 - 220 18.6 20 3 - 197 1.7 25 3 - 226 12.4
Human .

Ecology 97 40 - 166 82.5 98 45 - 167 85.6 104 44 - 170 87.1 98 48 - 172 84.9 80 40 - 143 83.9
Haman - .

Hedicine 10 22 192 481 46.6 9 16 188 475 44.8 4 17 180 460 43,7 7 17 199 478 46.7 2 12 212 471 48.0
Natural

Science 64 79 - 558 25.6 65 81 - 534 27.3 61 79 - 510 27.5 58 89 - 488 30.1 75 85 - 483 33.1
Nursing 30 - - 33 90.9 43 - - 43 100.0 38 - - 40 95.0 By - - 47 93.6 49 - - 53 ‘92.5
Osteopathic

Medicine 0 S 146. 428 35.3 - 6 156 457 35.5 2 6 181 514 36.8 4 7 179 511 37.2 4 8 173 512 36.1
Social

Science 282 92 - 708 52.8 295 90 - 692 55.6 302 89 - 683 57.3 287 89 - 663 56.7 281 82 - 639 56.8
Veterinary

Medicine 7 9 219 467 50.3 8 10 218 458 51.5 5 10 209 428 52.3 6 11 207 440 50.9 4 10 230 444 55.0
Unclassified _163 _ - - 285 57.2 199 1 _ - 347 57.6 231 _ - _ - 402 57,5 262 _ - _ - 427 61.4 298 - - 464 64,2
AFFIRM.ACTION

TOTAL 1726 639 557 6409 45.6 1824 668 562 6462 47.3 1808 660 570 6348 47.9 1804 680 585 6340 48.4 1850 690 615 6383 49.4

Plus: '

Foreign 201 96 - 1224 - 209 113 - 1277 -~ 224 140 - 1342 201 168 - 1438 - 237 177 - 1574 -

- Postdoc. - 13 - 37 - 13 - Lh - - 17 - 43 - - 23 - 37 - - 9 - 26 .
UNIV, TOTAL 1327 748 3557 7670 4%2.7 7033 79% 562 7783 43.5 7032 B17 570 7733 &4,7 7005 8717 585 7815 &4.3 7087 876 615 7383 L4.B
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College

Agric. & Nat. Resources

Arts & Letters
Business
Comm. Arts & Sciences

Education

>Engineering

Human Ecology

Human Medicine

Natural Science

Nursing

Osteo. Medicine

Social Science

Vet. Medicine
Unclassified
AFFIRMATIVE ACTION TOTAL

Plus: Foreign Students
Postdoctoral Students

UNIVERSITY TOTAL

0PB/LHP/11November86/grad women/fall terms 86(2)

MICHICAN. STATE UNIVERSITY

Office of Planning and Budgets ¥

Graduate Minority and Women Students

Fall 1986

Total Graduate Enrollmeﬁt Graduate Women Graduate Minorities
Mas. Doc. G-P “Total Mas, Doc. G-P Total Mas. Doc. G-P Total
283 195 - 478 105 50 - 155 17 21 - 38
308 194 - 502 179 101 - 280 23 16 - 39
507 104 - 611 151 36 : - 187 25 14 - 39
214 45 - 259 140 26 - 166 25 9 - 34
656 L4y?2 - 1098 457 237 - 694 60 57 - 117
156 70 - 226 25 3 - 28 17 8 - 25
90 53 - 143 80 40 - 120 4 2 - 6
4 24 443 471 2 12 212 226 1 - 101 102
191 292 ~ 483 75 85 - 160 14 28 - 42
53 - - 53 49 - - 49 2 - - 2
8 22 482 512 4 8 173 185 1 1 72 74
463 176 - 639 281 82 - 363 31 25 - 56
16 30 398 Lhh 4 10 230 244 1 5 17 23
el - - 464 298 - - 298 17 - - 17
3413 1647 1323 6383 1850 690 615 3155 238 186 190 614
730 842 2 1574 237 177 - 414 - - - -
- 26 - 26 - 9 - 9 - - - -
4143 2515 1325 7983 2087 876 615 3578 238 186 190 614




Fall 1986*

Campus Total
(U.S. Citizens)

Women
(U.S. Citizens)

TOTAL MINORITY

¢IT

Racial/Ethnic
Black
Chicano
Other‘Hispanic
Native American

Asian/Pacific
Islander

Table V-12

MICHICAN STATE UNIVERSITY
Office of Planning and Budgets

Number and Percent of Campus Total at Each Graduate Level
by Women and by Minority Students

N Fall 1986
Master Doctoral . Grad-Prof Total

# 5 LA # 2 # 5

3413 1647 1323 6383
1850 54,2 - 690 41,9 615 . 46.5 3155 49 .4
238 7.0 186 11.3 190 - 14.4 614 9.6
126 3.7 83 5.0 88 6.6 297 4.6
17 .5 10 .6 21 1.6 48 .8
37 1.1 37 2.3 26 2.0 100 1.6
12 4 6 4 8 6 26 4
46 1.3 50 3.0 - 47 3.6 143 2.2

*0fficial 10th of term totals., A1l values and derived percentages exclude foreign students and

Postdoctoral students.

DPB/LHP/tONchmbet86
e L




WICHIGAR STATE UNIVERSITY
O0ffice of Planning and Budgets

Minority Student Enrollment Data £
East Lansing Campus
Fall Terms
GRADUATE

Total % of UNDERGRADUATE Grad New New New
Students Campus Women Frsh — 5Soph Jr Sr Spec T0TAL FIDC ~ FTF TUG Prof Mast Dr TOTAL Mast Dr G-P

FALL 1984
Am. Ind./Alas. Nat. 124 .31 66 28 12 24 18 1 83 18 18 10 20 13 8 41 6 0 2
Black 2416 6.00 1517 846 481 429 342 9 2107 512 510 83 74 136 99 309 32 10 19
Hispanic 460 1.14 221 103 71 76 78 S 333 69 68 26 39 Ly Ly 127 1 3 14
Chicano 176 b 83 46 31 33 28 2 140 31 30 8 15 11 10 36 i 0 6
Other Hispanic 284 .70 138 57 40 43 50 3 193 38 38 18 24 33 34 91 7 3 8
Asian/Pacific Is. 515 .1.28 234 115 89 102 73 7 386 88 88 19 37 47 45 129 10 8 9
MINORITY TOTAL 3515 8.73 2038 1092 653 631 511 22 2909 687 68: 138 170 240 196 606 59 21 44
Non-Resident Alien 1853 4,60 520 131 85 96 98 101 511 59 63 37 2 669 671 1342 120 75 -
Post Doctoral 43 11 17 - - - - - - - - - - - 43 43 - 17 -
No Response 647 1.61 320 132 36 66 23 74 331 153 122 75 15 263 38 316 246 50 9
Other 106 .26 49 29 20 18 15 3 85 24 24 8 S 10 6 21 9 4 0
Wwhite 34108 84,69 16811 7913 6611 7147 6773 259 28703 5684 5838 2110 1098 2853  145&4 5405 776 188 270
TOTAL ON-CAMPUS #0272 100,00 19755 9297 7405 7958 7420 459 32539 6607 6731 2368 1290 4035 2408 7733 1210 355 323

FALL 1985
Am, Ind./Alas., Nat. 127 .31 70 22 24 21 22 0 89 14 14 7 13 16 9 38 6 0 2
Black 2453 5.98 1546 906 Lk 403 368 % - 2135 523 520 52 82 140 96 318 34 12 20
Hispanic 483 1.17 239 120 64 81 76 8 349 83 82 26 45 50 39 134 15 5 16
Chicano 177 43 81 50 27 26 32 3 138 31 30 6 19 12 8 39 5 1 6
— Other Hispanic 306 .74 158 70 37 55 by 5 21 52 52 20 26 38 31 95 10 b 10
~— Asian/Pacific ls. 582 1.42 - 262 138 107 101 89 5 440 115 1M1 20 LY 41 57 142 15 9 1
w MINORITY TOTAL 3645 8.88 2117 1186 639 606 555 27 3013 735 727 105 184 247 201 632 70 26 52
Non-Resident Alien 1985 4,84 Sk6 106 110 112 108 110 546 45 42 38 3 672 764 1439 161 92 0
Post Doctoral 37 .09 23 - - - - - - - - - - - 37 37 - 21 -
No Response 385 94 196 74 30 49 26 37 216 74 63 62 6 142 21 169 127 38 5
Other 96 .23 43 23 17 17 17 3 77 23 21 10 6 10 3 19 16 6 1
White 34884 85.02 17474 8211 6940 7311 6582 321 29365 5923 6053 2062 1112 2927 1480 5519 882 209 27
TOTAL ON-CAMPUS 41032 100.00 20399 9600 7736 8095 7288 498 33217 6800 6906 2277 1311 3998 2506 7815 1256 392 329

FALL 1986

Am. !nd./Alas. Nat. 123 .29 70 28 24 28 17 - 97 18 18 5 8 12 6 26 5 - 1
Black 2488 5.94 1581 908 518 406 345 14 2191 540 536 53 88 126 83 297 38 10 18 |

Hispanic 495 1.18 252 113 81 77 73 3 347 76 77 12 47 54 47 148 25 13 10
Chicano 176 42 88 37 36 - 29 25 1 128 24 24 6 21 17 10 48 11 3 5
Other Hispanic 319 .76 164 76 45 48 48 2 219 52 53 6 26 37 37 100 14 10 5
Asian/Pacific is. 632 1.51 296 146 120 125 96 2 489 99 96 33 47 46 50 143 18 5 14
MINORITY TOTAL 3738 8.92 2199 1195 743 636 531 19 3124 733 727 103 190 238 186 614 86 28 43
Non-Resident Alien 2051 4,90 568 57 99 135 102 84 477 18 17 39 2 730 842 1574 180 101 -
Post Doctoral 26 .06 9 - - - - - - - - - - - 26 26 - 20 -
No Response 563 1.34 292 59 27 52 21 64 223 © 70 50 40 8 303 29 340 253 48 5
Other 78 .19 33 .20 8 15 15 3 61 16 16 3 4 8 5 17 23 12 1
White 35441 84.59 18037 8294 7190 7391 6852 302 30029 35977 6035 1844 1121 2864 1427 5412 816 193 295

TOTAL ON-CAMPUS 41897 100.00 21138 9625 8067 8229 7521 472 33914 6814 6845 2029 1325 4143 2515 7983 1358 402 344

Total On-Campus figures obtained from Enrollment Reports - Office of the Registrar. FTDCY includes all first time undergraduates (except Agricultural
Technology and English Language Center). Included are LEP-Unclassified, students continuing from Agricultural Technology, LEP, or ELC programs.

FTF includes first time undergraduates at the freshman class level. This includes Agricultural Technology first time freshmen.
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Graph V-1

MICHIGAN STATE UNIVERSITY
MINORITY ENROLLMENT
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_ MICHIGAN STATE UMNIVERSITY
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Graph V-3
MICHIGAMN STATE UMIVERSITY
BLACK ENRQLLMENTS
FALL TERMS
1977-86
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Graph V-4 .
MICHIGAN STATE UNIVERSITY
BLACK ENROLLMENT AS A PERCENT OF TOTAL ENROLLMENT
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Graph V-5

MICHIGAN STATE UNIVERSITY
HISPANIC ENRQLLMENTS
FALL TERMS
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Graph V-6
o ~MICHIGAN STATE UMIVERSITY
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PERCENT

Graph V-7

MICHIGAN STATE UNIVERSITY
NATIVE AMERICAN ENMROLLMENTS
FALL TERMS
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Graph V-8 '
MICHIGAN STATE UNIVERSITY
NATIVE AMERICAN ENROLLMENT AS A PERCENT OF TOTAL ENRQOLLMENT
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Graph V-9

MICHIGAN STATE UNIVERSITY
ASIAN/PACIFIC ISLANDER ENRQLLMENTS
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. Graph V-10
MICHIGAN STATE UNIVERSITY
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Graph V-11°
MICHIGAN STATE UNIVERSITY

FEMALE ENROLLMENTS
(INCLUDING FOREIGN)
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0zt

FRESHMEN

Caucasian

Black

Hispanic

Native American
Asian/Pacific Islander
Other '

TOTAL

TRANSFER STUDENTS

Caucasian

Black

Hispanic

Native American
Asian/Pacific Islander
Other

TOTAL

GRADUATE STUDENTS

Caucasgian

Black

Hispanic

Native American
Asian/Pacific Islander
Other

TOTAL

APPLICATIONS

1984 1985 1986 % of
Change
85-86
Number

12790 13645 14617 7.12.

1391 1412 1481 4,88

177 195 242 24,10

39 3 35 12.90

261 317 358 12.93

76 62 93 50,00

14734 15662 16826 7.43

4580 4410 4355 ~ 1,24

301 221 251 13,57

80 55 53 - 3.63

20 19 15 -21,05

73 72 90 25.00

18 20 14 -30.00

5072 43797 4778 - .39

2796 2927 2987 2,04

144 152 138 - 9,21

70 69 96 30.43

14 8 9 12.50

79 88 109 23.86

10 10 22 120.00

3113 3254 ‘ 3355 3.10

Table V-14
STUDENT ADMISSIONS TRENDS, 1984-1985, 1985~1986

ADMISSIONS

1984 1985 1986 % of
Change

85-86

Number

10607 10609 10848 . 2.25
933 903 985 9.08
145 155 178 14.83
32 23 29 26.08
217 248 233 - 6,04
51 46 68 47.82
11985 11984 12341 2.97
2828 2685 2365 ~11.91
138 77 71 - 7.79
31 32 20 -37.50
12 10 6  -40.00

24 33 42 24.24

11 11 7 -36.36
3044 2848 2510 -11.86
1654 1784 1776 - W44
65 72 64 -11.11

32 29 46 58.62

10 5 4 ~20.00

32 44 43 - 2.27

6 6 11 83.33
1799 1940 1944 .20

ENROLLMENTS

1984 1985 1986 % of
Change

85-86

Number

5838 6053 6035 ~ .29
510 520 536 3.07
68 82 77 - 6.09

18 14 18 28,57

88 111 96 ~13.51
~ 24 21 16 -23.80
6546 6801 6778 - .33
2110 2062 1844 -10.57
83 52 53 1.92

26 26 12 ~53.84

10 7 5 -28.57

19 20 33 65.00
8 10 3 ~70.00
2256 2177 1950 -10.42
1234 1362 1009 -25.91
61 66 48 ~27.27
28 26 38 46.15

8 8 5. -37.50

27 38 23 -39.47

13 23 35 52.17
1371 1523 1158 -23.96
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Graph V-14
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Affirmative Action Graduate Financial Assistance Program,
Expenditures(in dollars),
1977-78 to 1985-86%

Table V-15

JULY 1-JUNE 30 EOP MCDF PF AAGA TOTAL
1977-78 221,806 @ ------ 0 oeo-e- 113,063 334,869
1978-79 219,546 ------  s-e--- 121,543 341,089
1979-80 237,634 43,941 89,022 130,051 500,648
1980-81 257,540 40,116 78,026 140,460 516,142
1981-82 390,000 57,000 80,000 215,305 742,305
1982-83 451,760 127,000 136,078 277,106 991,944
1983-84 541,211 127,548 122,000 267,409 1,058,168
1984-85 492,247 106,247 115,555 290,997 1,005,045
1985-86 666,143 86,737 84,575 339,153 1,176,608

Table V-16
Affirmative Action Graduate Financial Assistance Program,
Expenditures (annual percent change),
1977-78 to 1985-86%

JULY 1-JUNE 30 EOP MCDF PF AAGA TOTAL
1977-78
1978-79 -1.0 ---- ---- +7.5 +1.9
1979-80 +8.2 ---- ---- +7.0 +46.8
1980-81 +8.4 -8.7 -12.4 +8.0 +3.1
1981-82 +51.4 +42.1 +2.5 +53.3 +43.8
1982-83 +15.8 +122.8 +70.1 +28.7 +33.6
1983-84 +19.8 - +0.4 -10.3 -3.5 +6.7
1984-85 -9.0 -16.7 -5.3 +8.8 -5.0
1985-86 +35.3 -18.4 -26.8 +16.6 +17.1
1977-86 +200.3 S 497.4 -5.0 +200.0 +251.4

*NOTE:

EOP = Equal Opportunity Program Fellowships -
MCDF = Minority Competitive Doctoral Fellowships
PF = Programmatic Funding
AAGA = Affirmative Action Graduate Assistantships
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Table V-17

Allocation of Equal Opportunity Program Fellowships (Need Based)
by Racial/Ethnic Group and Gender,
1976-77 to 1985-86

Year
1976-77
1977-78
1978-79

1979-80

1980-81

1981-82
1982-83
1983-84
1984-85

1985-86

Total
Number Black Hispanic
of Awards (M/W) (M/W)

182 64/60 16/23
137 51/53 12/6
136 57/50 13/5
128 40/49 20/8
107 34/41 9/10
137 36/55 12/12
181 50/68 19/16
165 47/60 14/19
187 54/57 20/23
228 67/76 23/26

Asian

Native

Caucasian

Pac 181 American & Others

M M) MAD

6/5
1/3
3/3
5/3
4/
5/7
7/8
6/9
11/12

. 3/3

3/0

2/1

0/2

2/1

0/2

1/3

2/5

1/2

2/4

1677

2/3

0/2

172

0/0

0/3

1/5

1/5

2/5

0/4

0/7

Expenditures

$231,59
221,896
219,546
237,634
257,540
390,000
451,760
541,211
492,247

666,143

Year
1976-%7
1977-78
1978-79
1979-80
1980-81

1981-82

1982-83

1983-84

1984-85

1985-86

Table V-18

Affirmative Action Graduate Assistantship Program,
Expenditures and Allocation by Racial/Ethnic Group and Gender,

Total
Number

of Awards

44

56

42

44

37

59

61

59

67

80

Black  Hispanic

6/5

7/10

7/9

6/9

4/9

3/16

9/14-

11/12

6/14 .

10/11

1976-77 to 1985-86

2/2

3/1

0/1

4/6

4/4

3/4

6/2

477

574

5/6

Asian

Native

Caucasian

Pac 1s1 American & Others
(M/W) (M) (M/W) M/W) (M/W)

470
1/2
0/0
0/2
2/2
1/3
172
/1
6/2

3/1

0/0

1/2

0/1

0/0

0/0

2/0

0/1

1/1

1/1

2/0

1/2
1/28
0/24
0/17
0/12
0/27 ¢
0/26
0/21
0/28

0/42

Expenditures

$105,420

113,063

121,543

130,051

140,450

215,325

277,126

267,429

290,997

339,153




Table V-19

Allocation of Minority Competitive Doctoral Fellowship Awards,
by Racial/Ethnic Group and Gender,
1979-80 to 1985-86

Total Asian Native Caucasian
Number of Black ‘Hispanic Pac Isl American & Others
Year New Awards (M/W) (M) M/W) M) (M/W) Expenditures

1979-80 6 2/1 0/2 0/1 0/0 0/0 $43,941
1980-81 6 2/1 0/1 0/2 0/0 0/0 40,116
1981-82 7 1/1 3/1 0/0 0/1 0/0 57,002
1982-83 13 46 0/1 0/1 1/0 0/0 127,009
1983-84 11 6/3 1/1 0/0 0/0 0/0 127,548
1984-85 11 4/3 0/2 0/2  0/0 0/0 106,247
1985-86 8 2/2 221 1/0 0/0 0/0 86,737

*Note: Expenditures also include Minority Competitive Doctoral Fellowship
(MCDF) partial, supplementary, and summer awards for continuing
Fellows.

Table V-20
Allocation of Minority Competitive Doctoral Fellowships by College,
1985-86
NUMBER PERCENT TOTAL PERCENT OF
OF NEW OF NEW AMOUNT TOTAL
CQOLLEGE AWARDS AVWARDS (In Dollars) AMOUNT
Communication 1 12.5 10,080 11.5
Human Ecology 1 12.5 6,308 7.3
Natural Science &4 50.0 29,655 34.2
Social Science 2 25.0 19,640 22.7
Continuing Awards 21,054 24.3
TOTAL 8 100.0 86,737 100.2
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Table V-21

Expenditures for Programmatic Funding Awards,
1979-80 to 1985-86 Fiscal Year

Year Number of Awards Expenditures
1979-80 12 $89,022
1980-81 20 78,026
1981-82 14 80,000
1982-83 \ 16 136,078
1983-84 ’ 14 122,000
1984-85 16 115,555
1985-86 13 84,575
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VI. AFFIRMATIVE ACTION IN PROCUREMENT PROGRAM

Michigan State University is committed to the ideal of providing opportunities to
minorities and disadvantaged segments of our society in all phases of its opera-
tions, including the provision of goods and services. The Affirmative Action in
Procurement Program pursues this ideal, and the activities and programs outlined
below reaffirm the University's commitment to an effective affirmative action
program.

There are three major components of MSU's Affirmative Action in Procurement
Program: (1) Personnel, (2) Procedures, and (3) Outreach. During the past year,
there have been various activities designed to improve upon the Affirmative Action
in Procurement Program as reported by the University Services Division.

Bersonnel

Michigan State University's Minority Procurement Coordinator officially oversees
and monitors the University's Affirmative Action in Procurement Program. He
advises and consults with individuals from the Bookstore, Food Stores, Cyelotron
and Library who have been designated to represent their respective areas on
matters concerning minority procurement. The Minority Procurement Coordinator
also works closely with the Physical Plant and Housing and Food Services Divisions
in an effort to identify and test new products distributed by minority vendors,
and to identify and try new minority contractors who can bid on University con-
struction and maintenance work.

Procedures

A University-wide reporting system for minority and women-owned business partici-
pation is maintained by the Minority Procurement Coordinator. Activity reports
are produced monthly, and these reports reflect total University participation.

Effective April 1, 1983, a minority and woman-owned business participation clause
was included in Michigan State University's bid documents. This clause encourages
the vendor to use protected class subcontractors on construction projects.

Four special techniques have been created for use by campus buyers to expand
participation by protected class firms. These techniques are:

1. to extend existing contracts with minority firms, provided
the existing contract was awarded on the basis of open
~competition and that the extension period is reasonable;

2, to require prime construction contractors to award a
predetermined dollar or percentage of the contract amount
to protected class firms. This procedure is used only on
construction contracts of $50,000 or more;

3. to negotiate contracts directly with protécted class firms

up to a predetermined authorized dollar amount. That
authorized dollar amount is currently $2,500;
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4, to bid 'only protected class firms when three or more
qualified firms can be identified.

The revision of the University's bid requirements has allowed more protected class
businesses to participate in the University's alteration, improvement and small
construction projects. Currently, there are no bonding requirements for those
construction projects less than $100,000. 1In addition, the insurance requirements
for contractors has been reduced from $2,000,000 to $500,000 on construction
contracts under $100,000. These two changes have been very effective in encourag-
ing and improving protected class business with Michigan State University.

Michigan. State University continued to advertise bids through all known minority
sources or agencies. These include the Southeast Michigan Minority Business
Center, Detroit Minority Business Development Center, Association of Minority
Contractors (both Detroit and Muskegon), Michigan Minority Business Development
Council, Minority Business Association, and Business Development Center of Flint.
The Minority Procurement Coordinator continues to search for other organizations
where opportunities for the minority community can be expanded.

Outreach

The purpose of the Outreach Program is to:

1. create a better rapport with the minority business community;
2. provide more understanding of the University's purchasing function;
3. stimulate more minority vendor participation in University business.

In addition, the Minority Procurement Coordinator strives to assist in minority
business development and growth to help increase the potential for more dollars to
be spent with minority vendors.

The following are some of the highlights and results of the past years activities
with regard to Michigan State University's Affirmative Action in Procurement
Program.

Michigan State University, with the Michigan Department of
Commerce, Office of Minority Enterprise, co-sponsored the
fifth Annual Southwestern Michigan Minority Business
Procurement Dialogue Program and trade show. This event
was held in Lansing at the Civic Center on May 19, 1986,
with over 1000 people in attendance. '

Michigan State University's Affirmative Action Procurement
Program was highlighted in TREND, a publication of the
Michigan Minority Business Development Council.

Because of the somewhat unique approach and innovative
ideas encompassed by Michigan State University's Affirma-
tive Action in Procurement Program and because of the
success that the program has generated, it has received
considerable attention both from within the State and
across the Nation. As a result of the publicity that
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woman-owned business participation.

has been generated by our programs, the Minority
Procurement Coordinator has been asked to counsel the
following organizations in the past year.

University of Florida

Wayne State Unilversity
Michigan Department of Labor
Ferris State College

Lansing Community College
University of Michigan (Flint)
Board of Regent (State of Iowa)
University of Iowa

The University has been successful in retaining several
minority engineering and architectural companies on campus
projects.

Twenty-nine trips to Detroit were made, four to Grand
Rapids, and five to other parts of the state. On many of
these trips, buyers from the purchasing staff also attend-
ed. These trips involved various meetings with minority
vendors and/or representing . agencies and provided the
opportunity for the buying staff to talk to vendors about
providing goods and services to the University. Regular
meetings were held with local vendors, the Michigan Depart-
ment of Commerce, and Lansing Area minority business
leaders during this past year.

A meeting was arranged between the University's School of
Packaging and Diversified Chemical (a minority owned
company) to assist that company in hiring qualified people
to help them expand into a new enterprise.

The Coordinator serves as Chairperson of the Southwest
Michigan Minority Purchasing Council and is also a member
of the Board of Directors of the Michigan Minority Business
Development Council,

The National Minority Supplier Development Conference was
attended.

Presentations on the University's Affirmative Action
Program were made to the Affirmative Action Officers of the
State of Michigan and the Big Ten Universities on January
23, 1986 and to the Purchasing Management Association of
Western Michigan on March 18, 1986. ‘
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A significant part of Michigan State University's Outreach Program is maintaining
close contact with Minority businesses and business organizations.
regard, the Minority Procurement Coordinator was directly involved in the follow-
ing activities during the year. '

In this

The following information 1is a summary of Michigan State University's minority and
These figures reflect a significant increase




in both actual dollars awarded and in percentage increase over last year for both
minority and woman-owned businesses. It is felt that these figures reflect the
hard work and perseverance of the many employees who are dedicated to maintaining
Michigan State University's leadership position in i1ts Affirmative Action in
Procurement Program.

12 Months Ended
June 30, 1986

Minority-~owned Business

Potential Dollars $ 21,897,390
Actual Dollars Awarded $ 4,336,408
Percent Actual of Potential Dollars 19.87

Woman-Owned Business

~ Potential Dollars $ 19,180,624
Actual Dollars Awarded $ 4,450,059
Percent Actual of Potential Dollars 23.27

In summary, Michigan State University's Affirmative Action in Procurement Pro-
gram's success can be attributed to: (a) the personal contact and assistance
provided through outreach activities; (b) the various procedures established to
promote more protected class business participation; and (c) the dedicated efforts
of those persons affiliated with this program.
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VII. SPECIAL ACTIVITIES

Each year the Department of Human Relations surveys special initiatives by
individual departments and units on behalf of protected classes. Survey results

indicate that most activities fall into one of the following categories:

Instruction: credit or non-credit programs, courses or activities with
subject matter dealing directly with the concerns and/or experiences of
protected groups; instruction in the history of Third World countries

associdted with protected minority groups.

Student Support Services and Extracurricular Activities: recrulting,
orientation, tutoring, counseling, cultural, and athletic activities

directed primarily at protected groups.

- Academic Staff Development: workshops and meetings for academic staff
members designed to increase sensitivity to problems of protected
groups, to further the career development of members of protected

groups, and to recruit members of protected groups.

Support Staff (Non-Academic) Development: workshops and meetings

Lo

for

support staff members designed to increase sensitivity to problems of
protected groups, to further the career development of members of

protected groups, and to recruit members of protected groups.

Research Programs or Activities: programs sponsored or supported by
the unit which address the problems or further the career development
of members of protected groups. Research of an individual member of a

protected group would not be a special effort unless the unit

has

extended extra support beyond that afforded other students or staff

members to further their career development.

Public Service Activities: on or off-campus programs for members of
the general public designed specifically to serve members of protected
groups or dealing specifically with issues or problems of protected

groups.

The survey responses were extremely voluminous and thus are not presented here in
entirety (consult Appendix Section VII for a detailed list of these activities).
However, the following examples, extracted from each area, provide some concep~-
tion of the many special initiatives undertaken by the various colleges and other

administrative divisions.
Instruction

COLLEGE OF ARTS & LETTERS:

The College offers approximately 75 courses addressing the issues of women,

minorities and handicappers. Some examples are:

ATL 181, 182, 183 ~ Women in America
HA 350 - Women in Modern Art
ENG 349 - Afro—American Literature
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HST 102 - Latin American Experience

HST 897 - Reading in Asian History

PSH 345 - Business Ethnic - Discussion of Affirmative
Action.

COLLEGE OF EDUCATION:,

Over 144 classes dealing with the various aspects of teaching associated with the
handicapper populations were offered. TE 869, Perspectives in Curriculum and
Teaching, is a new course required for all MA programs in the department; it
devotes substantial time to issues of equity, children from "at risk™ environ-
ments, and the contribution of schooling practices to all of these issues.

COLLEGE OF ENGINEERING:
Three distinct programs for increasing and retaining minority students are:

1. The Engineering Equal Opportunity Programs supports four mathematics
courses designated to assist 807 of incoming minority freshman students
who require remedial assistance in mathematics.

‘2. The Guided Learning Center is designed to provide academic tutorial
assistance in all technical engineering-related courses. Most of the
tutors are minority students who have already taken the courses and
therefore are knowledgeable of the course content, structure and
expectations.

3. The Seminar for Minority Engineering Students was developed for first
year minority engineering students. It was designed to assist these
engineering students in making a smooth and informal transition from
high school to the collegiate environment while planning and developing
career opportunities in their respective engineering disciplines.

COLLEGE OF NATURAL SCIENCES:

Many of the initiatives in instruction here assist other colleges. For example,
the Drew Laboratory offers remedial classes in mathematics and seminars in

science problem~solving. The Department of Physiology offers a summer research
internship for undergraduate minority students interested in the
biological/medical sciences. Ten students participated in the Summer 1976

internship program.
COLLEGE OF OSTEOPATHIC MEDICINE:

Through its learning resources center, COM has offered workshops geared especial-
ly to minority students on dealing with issues of stress management, communica-
tion, and financial aid.

A major addition to the College has been the Minority Medical Student Medical
Access and Support Program. The program seeks, by recruiting qualified students
from these groups, to bring their sensitivity and commitment to the medical
profession. It also addresses the needs of students who meet the basic admis-
sions criteria, have demonstrated potential, and who may have been economically
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or educationally disadvantaged. The program includes didactics and laboratory
studies in anatomy, bilochemistry, and physiology, and intensive tutorials on
learning techniques and study skills, Participants receive grants for travel and
per diem expenses, '

COM produced a slide/tape program for the MSU Open House on the activities of a

medical student. The principal character and narrator was a female second year
medical student, Selected visuals purposely emphasized women and minority
students. )

COLLEGE OF SOCIAL SCIENCE:

This past year, the College has offered a total of 56 courses that extensively
address the issue of minorities, women and handicappers in our society.

»In addition, the School of Social Work, as part of their reaccreditation Self
Study, has reviewed each course offered by the School and added new content and
readings on protected groups.

VICE PRESIDENT FOR STUDENT AFFAIRS & SERVICES . P

Staff of the Vice President for Student Affairs teach EAD 415, Student Leader-
ship. This class was offered in two sections during the 1985-86 academic year
and addressed minorities and women as student leaders. One hundred students
participated in this class.

Student Support Services and Extracurricular Activities

Most colleges use various minority locator services in their recruitment process.
These may include national registers and/or ongoilng cooperation with the "Big
Ten" schools. Personal faculty contacts are used whenever possible. Departments
also strive to provide financial support whenever possible in the form of gradu-
ate assistantships when needed by students.

As the area implies, counseling and tutoring services are available when needed.
The following list will highlight some unique initiatives that have been under-
taken by colleges and other units.

JAMES MADISON COLLEGE

The James Madison College has provided the development and ongoing support for
the Madison Minority Alliance. The Alliance is staffed by minority students
within Madison that serve as a support group for incoming minority students, as
assistants for recruitment of students and faculty, e.g., individual college
visits, ADS, Open House, Madison Visitation Day. 1In addition, the Alliance is
also a sponsor of co-curricular on minority issues, featuring minority speakers.

COLLEGE OF AGRICULTURE & NATURAL RESOURCES
The College sponsored its first annual meeting of National Minority Students in
Agriculture and Natural Resources Conference. In addition, The College placed

over 70 students in summer and fall internships in both the public and private
sector throughout the United States.
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LIBRARIES

The libraries have continued implementation of library services to address the
needs of handicapper library users (e.g., extended loan periods for assigned
reading material, telephone renewal of 1library materials, mail delivery of
library materials, stack assistance, accessible readers and computers, etc.)

COLLEGE OF VETERINARY MEDICINE

PAX - Preliminary Education and Animal Exposure: Rising undergraduate sophomores
from institutions with educational assistance agreements, or who are referred to
staff, spent four weeks during the summer preparing for the coming academic year,
and gained animal exposure.

ESP I ~ Enrichment Summer Program: An intensive residential enrichment program
focusing on learning strategies, MCAT preparation, clinical exposure, and person-
al development. Students receive per diem and a travel allowance.

ESP II - Summer Prematriculation Program: A simulated professional program
experience to introduce professional veterinary students to faculty and curricu-
lum. Students receive per diem and a travel allowance.

VICE PRESIDENT FOR STUDENT AFFAIRS & SERVICES:

Intramural Sports and Recreation Services purchased and placed two hydra-lifts in
the Intramural Sports West indoor and outdoor pools. There is continued investi-
gation of making the Intramural Sports Circle and Jenison handicapper accessible.

Sports Fest was designed to acquaint minority students with the use of the
intramural/recreative facilities and with particular 1life-~long sports. The
emphasis this past year was placed on experiences in the areas of rollerskating,
volleyball, swimming, aerobics and floor hockey.

Placement Services sponsored two major program/conferences that assisted
minorities and women. These were the Minority Careers Program, the largest since
it started in 1966. A total of 114 individual units represented private sector
businesses; 12 government agencies; 7 human service/non-profit organizations; 3
public schools; 10 educational programs/graduate schools; and 4 branches of the
military. An estimated 1,200 students in various disciplines talked with repre-~
sentatives about summer, permanent, internship, and co-op employment, as well as

graduate school opportunities. Eight hundred and twelve (812) interviews were
arranged from contacts made at the '"Career Fair" and were conducted on 105
schedules at Placement Services. The program continues to serve as a critical

catalyst between employers and minority students. It has consistently attracted
excellent participation, and still serves as the core of minority student utili-
zation of Placement Services' resources.

"Success '86" was held in May 1986. This highly successful event provided the
opportunity for participamnts to listen to and interact with a number of leaders

in industry, education, and govermnment. The former Career Challenges and Women
program was reviewed, its focus tightened, and its direction revamped to meet the
changing needs of women in the workplace. Michigan Representative Debbie

Stabenow opened the conference. Workshop presentations, which ran concurrently
in 3 time slots, addressed issues of concern to women entering the employment
market and making life/career choices throughout their careers. There were 12
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workshops. Over 900 people were in attendance at the day-long program, which
received overwhelmingly positive evaluations of it.

COLLEGE OF ENGINEERING

A team of MSU women engineering students, sponsored by the Society of Women in
Engineering (SWE) presented the High School Outreach program, "Careers in Engi-
neering," at 13 high schools, 2 community college career days, and a preview
program for high school counselors, for a total of 15 programs and 25 presenta-
tions. Approximately 41 high schools were involved in the programs that reached
over 1000 high school students. This program received a first place award at the
National SWE conference. One of the programs included minority students as team
members at a high school that consisted of a black student body.

An invitation to make a presentation at Renaissance High School by members of the
Civil Engineering faculty led to our department "adopting" Renaissance High
School as a means of exposing minority students to engineering as a career field.
The student organizations: American Society of Civil Engineering (ASCE) and the
Institute of Transportation Engineers (ITE) served as peer resources and role
models for students wishing to become involved in a.series of planned "exposure"
activities. '

During the Fall of 1985 three TRS-80 microcomputers were donated by the MSU Civil
and Envirommental Engineering Department to Renaissance High School, Detroit,
Michigan.

AEROSPACE STUDIES (OFFICE OF THE PROVOST)

AFROTC has created the Historically Black Institutions program. This program
allows minority College Scholarship Program (CSP) alternates to receive an AFROTC
scholarship if they agree to attend a minority university or college.

ASSISTANT PROVOST FOR UNDERGRADUATE EDUCATION

This office developed and coordinated a Summer Research Participation Program for
Undergraduate Minority Students in conjunction with the MSU Graduate School and
the Committee on Institutional Cooperation. It was designed to encourage minori-
ty students with academic potential to consider research and graduate studies.
Fourteen minority students (6 Black, 3 Asian/Pacific Islanders, 3 Hispanics, 2
Native Americans) worked on various research projects with MSU faculty members in
the eight-week, summer program.

ADMISSIONS

The High School Scholars program was created. This program was launched in the
Fall of 1985 as an experimental effort to provide outreach to ninth grade stu-
dents in selected Michigan high schools. The program focuses on minority stu-
dents, and encourages them to take strong curricular approaches and to consider
continuation to higher education.
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Academic Staff Development

The recruitment of faculty members from protected groups is a significant affir-
mative action activity, and many colleges have made a concerted effort to recruit
and retain protected class members. This section will focus, however, on special
initiatives designed to increase the sensitivity of faculty members to problems
which are unique to underrepresented faculty.

In all colleges, faculty administrators have participated in the affirmative
action hiring workshops sponsored by the Assistant Provost for Academic Person-
nel. Some examples of special initiatives in this area are listed below.

AFRICAN STUDIES CENTER

Travel expenses and per diem support were provided for two minority librarians to
travel to several countries in Africa on separate Africana library acquisition
trips.

COOPERATIVE EXTENSION SERVICES (CES)

Sixteen CES staff received the Equal Opportunity Award in recognition for their
noteworthy achievements in Affirmative Action.

COLLEGE OF ENGINEERING

Fdaculty members participated in the National Association of Minority Engineering
Program Administrators, which insisted of workshops and seminars for information
sharing and problem solving to enhance minority engineers program efforts.,

. COLLEGE OF EDUCATION

This College meets with all minority faculty members to assess quality of life
issues and develop more effective support systems for new faculty.

COLLEGE OF SOCIAL SCIENCE

CASID (Center for Advanced Study of International Development) sponsored a
resource workshop for Michigan educators (MSU faculty and graduate students, and
faculty from other Michigan higher education institutions) titled "Looking at New
Films in Development." The content theme for the film workshop was '"Women and
Development.'" The workshop focused on films about Third World women and how to
use the films in the classroom.

OFFICE OF THE PROVOST

This office provided funding assistance for the Faculty Student Relations Study
which includes a sexual awareness component.

Support Staff Development

Support staff at Michigan State University are provided with a variety of options
for increasing their professional development. Emphasis is given to programs
that will increase their awareness to the issues of protected groups. These
opportunities are made available through their respective units, as well as
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through programs sponsored by the Department of Human Relations and the Human
Resources Program Office. In addition, units provide opportunities for staff to
participate on University committees as well as to attend classes, conferences or
other work-related programs. The following activities are examples of this area
of development.

OFFICE OF THE PROVOST

This office provided funding assistance for the 1986 MSU Sexual Awareness Week
program to educate campus communities on issues of sexual assault.

VICE PRESIDENT FOR FINANCE AND OPERATIONS

This office has developed new Affirmative Action quarterly reports, and continued
presentations of the Supervisory Skills Training for employees with supervision
responsibilities. This includes the module "Equal Opportunity in the Workplace."

COLLEGE OF HUMAN MEDICINE
This college held a two-hour program: "Teamwork Through Communication,' for
clerical-technical staff from the Colleges of Human Medicine, Osteopathic Medi-
cine, Veterinary Medicine and Nursing. Keynote speaker was Carolyn DiBiaggio,
MSU Presidential Partner.

DEVELOPMENT FUND

This office is developing a minority training program for Development Officers
funded by outside sources.

COLLEGE OF COMMUNICATION ARTS & SCIENCES

The department of Instructional and Public Television authorized a leave of
absence for a staff member to attend Columbia School of Journalism on a Bagehot
Fellowship during 1985-86 academic year.

VICE PRESIDENT FOR STUDENT AFFAIRS & SERVICES

Two divisional staff development programs entitled 'Pornography: Raising Con-
sciousness and Increasing Understanding,'" were provided for Educational and staff
support. University Housing Programs provided nine programs on Gender Issues and
Sex Roles, which included sex role discussions impacting the advisory staff job
and professional/ethnical gender issues. Three Handicapper Awareness programs
were also provided.

Research Programs or Activities

Many members of the University community are engaged in research projects and
activities which address the needs and concerns of women, minorities, and/or
handicappers. This work contributes to raising the awareness of local state,
national, and international groups to the issues and possible solutions necessary
to increasing the participation of protected groups in our society. Some exam-
ples of research programs or activities undertaken this year follow.
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VICE PRESIDENT FOR FINANCE & OPERATIONS

This office participated in an National College Athletic Association sponsored
study on graduation rates of minority student-athletes.

COLLEGE OF ARTS & LETTERS

The Department of Art continued research in Art Education on problems of handi-
capped children.

COLLEGE OF ENGINEERING

An Engineering faculty member i1s conducting research funded by the Rockefeller
Foundation on "Implications of Changing Gender Roles on Transport System Use &
Needs."

COLLEGE OF COMMUNICATION ARTS & SCIENCES

The Department of Communication had conducted/is presently conducting research on
communication with the handicapped, gender differences in nonverbal communica-
tion, enviromments of working and nonworking women, women's communication in
Mexican organizations, interpersonal perception variables in groups comprised of
Caucasian, Chinese-American, Japanese-American, and/or Hawaiian members, selec-
tion of persuasive strategies in multicultural groups, women and men as sources
and targets of compliance-gaining strategies, use of media by Blacks in major
urban areas, evaluation of media sources by females and minorities, and most
effective persuasive strategies for women.

COLLEGE OF EDUCATION

The National Institute of Education funded a four year study on professional
development and academic knowledge in bilingual research to run through 1990,
The U.S. Department of Education has funded a three year study on the use of
computers for learning disabled children acquiring reading readiness abilities
that targets economically disadvantaged, ethnic minority children, The grant
runs through 1987.

URBAN AFFAIRS PROGRAM

The Benton Harbor Demonstration Project developed by the Urban Affairs Programs
is designed to understand the role of race relations in the decline of the urban
area. The International Graduate Program - conducted a Survey of Rental Housing
for Low-Income Households in Lansing, Michigan entitled: Tenants,
Landlord/Managers and the Homeless. The grant from the Housing Assistance
Foundation, totals $11,000. This project allowed graduate students in the Urban
Studies Interdepartmental Program first hand survey research experience. The
information was used by a community task force to prepare strategies and recom-
mendations for programs and policies at the state and local level.

VICE PRESIDENT FOR RESEARCH & GRADUATE STUDIES
The Biomedical Research Support Grant Program, funded through the Office of

Research Development, support 40 projects. Three investigators were minorities
and nine were women.
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All-University Research Initiation Grants, administered by this office, supported
34 projects. Seven investigators were minorities and eight were women. Of these
projects, one was concerned with handicappers (Ewing, Habeck, Dummer).

The Graduate School - Assisted in coordinating a CIC organized Summer Research

Program which supported research activities for 14 MSU wundergraduates
(junior/senior level). The program was designed to interest these students in

pursuing graduate study.

Public Service Activities

In addition to teaching and research activities which primarily involve the
campus students, faculty, and staff, many individuals from these groups are
involved in public service activities designed specifically to serve members of
protected groups or to deal specifically with issues or problems addressing their

«~needs. Some examples of Public Service Activities conducted this year are listed
below.

OFFICE OF THE PROVOST

Assistant Provost for Academic Administration - Commencement: Ministers-rotate
the faiths. An objective is to involve student groups to assist in the commence-
ment ceremonies as ushers and escorts. A mix of gender and protected classes is
requested. The Student Alumni Foundation and Senior Class Council are involved.
Efforts are made to assure that an interpreter for the deaf is present at most of
the ceremonies, and that the ceremonies are handicapper accessible.

Assistant Provost for Undergraduate Education: This office participated in and
provided financial support for the first MSU/High School Scholars Program (con-
sisting of campus workshops for 9th grade high school students and parents from
selected high school districts, as well as a week-long campus visitation program
for the students during the summer) to help prepare minority and disadvantaged
high school students to become academically competitive to attend higher educa-
tion institutions. This office also served as a member of the State Superinten~
dent of Instruction's Committee on Minorities, Women and Handicappers which
presented recommendations to improve preparation, recruitment, enrollment, and
retention of students from these populations.

COLLEGE OF HUMAN MEDICINE

The Director of Student Affairs organized and coordinated two workshops for the
Central Region Group on Student Affairs Minority Affairs Section: Detroit, MI,
"Developmental Models for Student Affairs Programming," New Orleans, LA, "In-
creasing the Minority Applicant Pool-A Comprehensive Approach."

VICE PRESIDENT FOR UNIVERSITY RELATIONS
This office attempts to consistently identify women and minority faculty experts

as news sources for the media. There are concerted efforts to produce broadcast
messages and still photographs that include minorities, women and handicappers.
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URBAN AFFATIRS PROGRAMS

The Center for Urban Affairs hosted a series of workshops on "Business Develop-
ment "Financing," and "Community Economic Development in Michigan," for
community-based groups concerned about job creation for distressed populations.

COLLEGE OF OSTEOPATHIC MEDICINE

As part of a Health Planning and Evaluation Program, Clinical services are
offered at three freestanding clinics: 1) Capitol Commons Geriatric Clinic; 2)
DECC Spartan Village Community Health Clinic; and 3) General Practice/Rural
Clinic~Saginaw. '

COLLEGE OF EDUCATION

The Learning Clinic i1s a facility located in Erickson Hall which helps students
in the Lansing area by (referral) who are having discipline or academic problems.
Personnel administer assessment tests and provide some individual remediation.

COLLEGE OF COMMUNICATION ARTS & SCIENCES

This College offered listener participation Radio Telephone Call-In Programs.
Ten programs, 12.5 hours, on women's issues were broadcast. Topics ranged from
"Women in Politics," to '"Sexism in Language." Six programs, (7.5 hours,) on
minority issues were broadcast. Topics ranged from "Relocating Native Ameri-
cans," to "Martin Luther King Day." One program,(l.25 hours,) on the problems of
Vietnam Veterans was broadcast. Thirty-six guests appeared on a sports-related
call-in program to discuss minority and women participation in sports. Topics
ranged from "MSU Intercollegiate Athletics Women's Programs" to general discus-
sions with MSU coaches of womens' sports (36 hours.)

COLLEGE OF ENGINEERING

MSU, through the Engineering Equal Opportunity Program, coordinates two short
high school programs with the Flint Public School system. The first is a one day
affair involving a panel discussion of various engineering majors and careers,
followed by a brief exposure to laboratory procedures. The second event is a
three day visit to the campus for instruction in problem solving techniques and
strategies used in engineering. Both activities are geared for ninth grade
students and, for many, serve as the first experience with engineering as a field
of study.

OFFICE OF THE REGISTRAR

Numerous initiatives have been implemented to assist handicapper students with
registration process (e.g., enrollment by mail or telephone, priority for course
sections, etc.). : :

VICE PRESIDENT FOR FINANCE & OPERATIONS
Minority, women, veterans, and handicapper organizations met with Personnel and

Human Relations staff to discuss positions, ongoing information and applicant
referral procedures, and employee retention and promotioms.
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VIII. THE DEPARTMENT OF HUMAN RELATIONS

A major function of the Department of Human Relations involves monitoring the
University's academic and support staff employment processes. Two departmental
committees, one for each employment area, carefully review and approve each
position recommended for hire to the Provost or the Assistant Vice President for
Personnel and Labor Relations. These committees have been very effective in
reminding hiring units of the university's commitment to affirmative action/equal
opportunity and ensuring that all hiring and promotion is conducted within this
spirit. In an effort to increase communication between the University and
Lansing Area Community Social Service Agencies, the Department again co-hosted
the annual breakfast meeting to discuss employment referral issues and concerns.

The Department of Human Relations also has the responsibility to provide program-
ming to meet the needs of the various constitutent groups at MSU. Programs and :
workshops are primarily developed by the Divisions of Minority and Women's
Programs to increase awareness of the affirmative action goals of the University,
to address problem areas in employment, student related concerns, and to provide
opportunities to women and minorities wishing to work part-time during college.
Programs for handicappers are also developed by the Department pursuant to its
responsibilities under Section 504 of the Rehabilitation Act of 1973 and univer-
sity policy. The Employee Assistance Program, another sub-unit of the Depart-
ment, provides and facilitates workshops, seminars, and general support services
for academic and support personnel who are having difficulty adjusting to the MSU
work environment due to personal problems.

During the 1985-86 academic year, the Department continued to make presentations
on affirmative action/equal opportunity to staff with supervisory responsibili-
ties. These presentations primarily focused on racism, sexism, and handicapper
issues in the workplace. Similar presentations were also made to individual
academic departments. Presentations on strategies for identifying, recruiting
and hiring minorities and women as faculty members were also made to academic
departments with potential faculty wvacancies. As a strategy to address the
varied adjustment problems of minority and women graduate students and assistant
professors, the Department, 1in cooperation with the O0Office of the Provost,
sponsored a seminar which included several workshops on "How to Thrive and
Survive in the MSU Academic System."

As a complement to the workshops on sexual harassment for faculty, staff and
student audiences, the Division of Women's programs hosted over 50 programs on
special topics requested by women. Topics included: "Positive Attitudes in Work
& Life," "Comparable Worth," "Games Mother Never Taught You," '"Career Develop-
ment," "Women in Science," "Stand Up for Yourself," Assertiveness Training," and
others dealing with important issues such as pornography, personal safety and
sexual awareness.

Special programs for each of the four minority groups were co-sponsored by the
Division of Minority Programs during Welcome Week and for Hispanics and Blacks
during spring quarter graduation. Cultural programs were also coordinated for
Puerto Rican and Hispanic History Week in October, Chicano and Black History Week
in February, Korea History Week in April, and - Asian/Pacific Awareness Month
during May. A special Mid-Western Chicano Art Exhibition was co-sponsored with
the MSU Art Museum in February and March. The Division also co-sponsored the
annual Hispanic Education Conference, with the Michigan Department of Education.
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The Department houses one of the University's grievance and complaint offices,
the Anti-Discrimination Judicial Board (ADJB). Staffed by an attorney, the
office receives informal and formal complaints by groups and/or individuals
protected by Board of Trustee policy, state, and/or federal legislation. On an
annual basis, the office receives more than 100 informal complaints and/or
complaint inquiries, of which approximately 20 result in formal grievances which
require investigation and resolution. The ADJB, which was created by the MSU
Board of Trustees during 1970, meets monthly or more often. It conducts investi-
gations and hearings on individual or group discrimination complaints and renders
decisions which are submitted directly to the President. This office also serves
as liaison to external agencies on civil rights and discrimination matters.

With the objective of keeping minorities and women informed of issues and devel-
opments affecting these groups, the Department publishes two monthly newsletters:
"MSU Woman" and "A Minority Presence." Several other publications have been
developed to address particular issues affecting women, minorities, and handicap-
pers. Examples are: '"'Networking for Women," '"Bias Free Communication," "Achiev-
ing Campus Equality,' "Race Discrimination" and many others.

Due to a dearth of good educational materials for use in sensitizing faculty and
support staff to issues affecting equity for women, minorities, and handicappers,
the Department has developed its own professional development media programs.
The Division of Minority Programs developed a twenty-six minute video-tape
program, 'Minorities in the College Classroom," which is being used in faculty
enrichment and professional development exercises. This video-tape is also being
used to sensitize support staff in the residence halls and other areas where
staff interact with minority students on a regular basis. Copies of this
video~tape program have been sold to several universities and colleges in Michi-
gan and the Mid-west who have found the program very effective in dealing with
discrimination in the classroom. The Division of Women's Programs slide tape
program on sexual harassment, "Let Someone Know: Sexual Harassment & You," has
been used in over 50 presentations during the past year.

Staff from the Department also serve on a number of standing, temporary, and
ad-hoc committees within MSU. Such participation provides an affirmative
action/equal opportunity perspective on the deliberations and actions of the work
of these committees. Search and selection committees for major administrative
positions such as Director of Public Safety, Director of Personnel, admissions
committees for the two colleges of medicine, supportive services advisory commit-
tees, the Distinguished Staff Selection Committee, Personnel Division committees,
and others that impact upon the work and study climate of women, minorities, and
handicappers are examples of the range and score of committee involvement.

Members of the Department also serve on various state-wide committees, with an
educational and other areas of concern to minorities, women, and handicappers.
Appointments include a state committee on handicapper issues, the State Superin-
tendent Committee on Women, Minorities, and Handicappers in Higher Education, the
State Extension Council on Family Living Education, the Educational Access
Program for Hispanic Youth, the Tri-County Women's Coalition, Women's Health
Network, and Capital Area Women's Network. In addition, the Department served as
the major administrative and training unit for the University's United Way
effort.
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As a highly visible unit within the University's central administration, the
Department receives numerous inquiries not only from faculty, support staff, and
students, but also from individuals in local communities who seek information on
affirmative action, minority, handicapper, and women's issues. On a regular
basis, Department staff are also called upon to serve as guest lecturers by
faculty who may need a special viewpoint or perspective on issues relating to
affirmative action/equal opportunity or any of the protected groups. During
Black History Week, Hispanic Heritage Week, Women's History Month, and at other
times, staff are invited by local high schools to speak on historical and contem-
porary issues affecting these groups. Staff also attended a number of state and
national conferences as presenters on these issues. The College and University
Personnel Association, American Association of Affirmative Action, National
Bilingual Association, Michigan Association of Adult Education, The Assoiciation
of Career Women, National Urban League, and the American Council on Education,
are examples of the types of conferences in which department staff participate.:

The Department also provides staff support to several university-wide faculty,’
staff, and student advisory committees: the Minority Advisory Council, the
Anti-Discrimination Judicial Board, the Employee Assistance Advisory Committee,
the Handicapper Advisory Committee, and three women's committees which advise the
Vice President for Academic Affairs, the Vice President for Student AFfairs and
Services and the Vice President for Finance, Operations and Personnel.

Utilizing a leadership and coordination mode, the Department of Human Relations
has been able to generate ~ university-wide support for its affirmative
action/equal opportunity and nondiscrimination program, and to synchronize the
many diverse efforts directed toward achieving equity for all members of the
University community.
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X. APPENDICES INDEX

Section I:

Section II:

Section III:

Section IV:

Section V:

Section VII:

Introduction/Executive Summary

A, Mission Statement, Department of Human Relations

B. Index for Affirmative Action Plan for the U.S. Department
of Labor, Office of Federal Contract Compliance Programs

C. Letter of Determination from the U.S. Department of Labor,
Office of Federal Contract Compliance Program

Academic Personnel

A. Interim Goal Achievement Analysis: Tenure System Faculty

B. Problem Areas ‘

C. Interaction of the Office of the Provost with the Council
of Deans

D. Performance Review of Unit Administrators

E. FEvaluation of 1l4-Step Affirmative Action Hiring Procedure

F. Salary Cohort Analysis, 1985-86

G. Exit Interview Program Questionnaire, 1985-86

H. Cooperative Extension Service's Annual Report

I. Handicapper Survey Results, 1985

J. Promotion Analysis, 1986

Executive Management

A. Executive Management Positions

Support Staff

A, Job Group Comparative Analysis, 1985-86

B. Annual Goal Achievement Analysis/Hiring Rates, 1985-86

C. Problem Areas

D. Evaluation of 12-Step Affirmative Action Hiring Procedure

Student Enrollment

A. Persistence Rates for Domestic Undergraduate Students

Special Affirmative Action Activities

A. By College
B. By Major Administrative Unit
C. By Support Services Departments

1. Undergraduate University Division
2. Department of Human Relations

These documents are on file and available for review in the Department of Human
Relations, 380 Hannah Administration Building, Michigan State University.
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