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While it is important that we continually reaffirm, through words, our commitment to 
campus diversity, it is also important that we continually assess whether our efforts to 
create and support a diverse campus have worked. This can be accomplished in a number 
of ways, including, on an annual basis, sharing with the university community the various 
new and ongoing initiatives intended to promote and support campus diversity. The 
1998-99 Annual Progress Report on Aflrmative Action and Divevsity within Community 
provides a means by which we can share our successes in creating diversity within 
community. It also provides a means by which we can hold ourselves accountable in 
those areas where we've not achieved the level of success necessary for the community to 
share in the belief that our commitment is more than just words. Over the years, MSU 
has instituted changes in campus programming to support our goal of becoming a more 
diverse communaity. We will continue our efforts to reach this goal. 

During 1998-99 we continued to see moderate increases in the diversity of our faculty, 
staff, and students. However, we know we can and must do more to recruit and retain 
greater diversity within the faculty, staff, and student body. Greater progress in creating 
a diverse campus community can be achieved through creative and aggressive 
recruitment strategies and we will continue to engage in efforts to achieve this goal. 

Another goal is to continue to build and maintain a campus environment that is inclusive, 
safe, and respectful for all people. A number of activities throughout the community in 
1998-1999 focused on this goal, yet we recognize here as well that more can be done. We 
will continue to work closely with the community in formulating future strategies on 
improving campus climate, and improving our efforts to communicate and enforce the 
University's policy on non-discrimination. 

MSU must prepare students to function successfully in a global society of the 2lSt 
century. The workplace of this new century will consist of a broad range of backgrounds 
and perspectives. People will be expected to possess multicultural competence beyond 
what they hold currently. The MSU campus is a microcosm of greater society. Through 
campus programs such as those identified in 'this Annual Progress Report, we provide 
increased opportunities for enhanced awareness of multicultural issues and also prepare 
students for a global society. 

The MSUPromise of being "a more diverse and connected community" is a priority for 
our campus and one whose progress can be marked by the various new and sustained 
efforts of 1998-1999. Once more we reaffirm our commitment that all who work and 
study at MSU will be provided the opportunity to excel and that at MSU we promote 
fairness and slapport diversity. 

MSU is an affirmative-action, 
b equal-opportunity institution 
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leaders of the various constituent groups to gain a greater understanding of their issues 
and perspectives on campus diversity= Concerns regarding the impact of campus climate 
on the University's ability to recruit and retain a diverse faculty, staff, and student body 
have been expressed and will continue to be an area of focused attention by the Office, 
working collaboratively with the various constituent groups, as well as academic and 
support units across campus. 

The President's Handicapper Advisory Committee was reinvigorated in 1998. 
Accomplishments of the commiaee included adoption of a recommendation that the 
University change terminology from "handicappers9' to "persons with disabilities" which 
resulted in the committee's name being changed to the President's Advisory Committee 
on Disability Issues. A spedal forum was provided for comm~anity interaction on 
transportation services provided by CATA for persons with disabilities that facilitated 
the resolution of concerns and misunderstandings on this important issue. 
Recommendations related to grounds and facilities were also implemented. Issues fo r  
future consideration include assuring greater access to study abroad for students with 
disabilities, website accessibility guidelines, and heightened awareness of and sensitivity 
to the needs of faculty, staff, and students with disabilities throughout the community. 

Academic and Support Unit Activities 

Leadership 

Provost Lou Anna Simon commissioned the Martilaa Lather King, Jr. Celebration, 
which was coordinated by the Martin Luther King, Jr. Planning Committee. The 
Celebration spanned two days, January 17 and 18, 1999, with classes cancelled on 
Monday, January 18, the officiai day of the Commemorative Celebration. On Sunday, 
January 17, a program that had been jointly planned by MSU and The Charles Wright 
African American Museum in Detroit took place at the Museum. Four buses transported 
300 students to tlie event. Two hundred fifty prospective students and their families from 
schools with multicultural populations were invited to see exhibits set up regarding 
maallicealtural programming at MSU, with oppo~unities to meet with Admission 
Counselors and to receive information on the admission process. The numbers reflected 
an overwhelming response beyond what was expected, On Monday, January 18, Martin 
Luther King III participated in the campus march and was the keynote speaker during the 
evening events at the Wharton Center's Pasant Theatre. 

The Office of the Provost, along with the Vice President for Finance and Operations, and 
the Vice President for Student Affairs and Services charged the Women's IBesogree 
Center with the administrative responsibility of organizing and delivering a series of 
workshops to inform 1200-1400 university supervisory personnel, faculty and staff, on 
the changes in sexual harassment law and complaint investigations. Two workshops were 
completed before the end of the academic year and two additional sessions were held 
during the summer interim period. 

The opening of the Multicultural Center was a milestone event, representing the 
collaboration and sometimes-difficult negotiations of students, faculty and staff across 
campus. Although student leaders from the CORES organization remain dissatisfied with 
the space allocation, students fully participated in the opening ceremony and have made 
significant utilization of the space. A Coordinator and support staff was selected and 





The Purchasing Depadment with the University Senvices Division con$inued to focus on 
its goal of bringing more n~inority and women suppliers to the university. They 
continually recruited new suppliers, assisted them with bidding, and communicated with 
departments to encourage the use of minority and women venadors. 

Recruitment and Retention 

There were 15 new Executive Management appointments during 1998-99, including 
seven non-minori~ women, five non-minority men, two minority men, and one minority 
woman. Thus, 66.7% of the new executive management appointments were women and 
minorities. 

During the 8998-99 affirmative action year, the total academic personnel worUorce, 
i s . ,  headcount, not F'TlE's, iaacreased by 70 individuals, from 4,174 to 4,244. With the net 
gain of 43 women during 1998-99, women comprised 36.9% of all academic personnel, 
increasing from 36.4% in 2997-98. The number of women increased from 1,52 1 to 1,564, 
or by 2.8%. With the net gain of 29 millorities during 1998-99, minorities now represent 
10.1 % of the total academic personnel system, increasing in proportion from 15 -6% and 
increasing in number to 682, or by 4.4%. Thus, there was an overall increase in the size 
of the academic personnel workforce and in the proportion of women and minorities. 

During 1998-99 the tenure system increased by a net of six individuals, from 1,987 to 
1,993. The proportion of women in the tenure system increased to 25.8%; the net gain of 
16 women brought the total number of women to 5 14, an increase of 3.2%. The 
percentage of minorities in the tenure system increased from 13 2 %  to 13.9%; the number 
of minorities increased by a net of 13, to a total of 277, an increase of 4.9%. 

The proportion of women in the tenure system at tlae various ranks changed from October 
1998 to October 1999 as follows: assistant professor, decreased from 40.1% to 39.0% 
associate professor, increased from 33.7% to 34.6Y0; fuI1 professor, increased from 17.5% 
to 18.2%. Similarly, the proportion of minorities at the various ranks changed in the 
following manner: assistant professor, increased from 22.8% to 235%; associate 
professor, increased froan 15.3% to 15.8%; ful l  professor, increased from 10.0% to 
1 0.4%. 

During 1998-99, there were 116 new individuals appointed in the tenure system, 
inacleading 26 minorities (22.4%) and 42 women (36.2%). On a non-duplicate basis, 54 
individblals, or 46.6%, of the total appointments in the tenure system were members of 
protected groups. This reflects a decrease from 5 1.2% in 1987-98. 

The retention of minority and women tenure system faculty needs special attention by the 
University given the limited oppodunity to hire and the moderate record achieved in 
recent years in hiring women and minorities as tenure system faculty, due, in part, to th.e 
intense national competition for protected class individuals. Over the past several years, 
gains in recruitment have generally been offset by a higher rate of resignation for women 
and minorities than for majority men, largely due to issues of climate. 

During 1998-99 there was continued increases in the support staff workforce, including 
increases in minority representation within the support staff workforce. The workforce 
increased by 144 employees (2.6%) from 5,502 to 5,646. W o m n  increased by 67 from 



3,670 to 3,737 employees (66.7% to 66.2% of the workforce). Minority employees 
increased by 44 employees from 786 to 830 (14.3% to 14.7%). The number of minoriv 
wolnen increased by 4 from 552 to 554 6 %  0.8% to 9.8%) and minority men increased by 
40 froxra 234 to 274 (4.3% to 4.9%)- 

An increase in freshman applications in the aggregate was experienced. A continued 
upward trend in the number of applicants to Michigan State University was shared in all 
ethnic minority categories. Enrollment increases occurred in each ethnic minority 
category, ranging from 6.02% to 9.30%. Overall minority enrollment in the freshman 
class is at a historic high. 

All ethnic minority categories experienced an increase in the number of transfer 
applications with the exception of AsianIPacific Islander students. Offers of admission 
and enrollment experienced a decline in all ethnic minority categories except for Native 
Americans, which experienced an increase. 

All ethnic minoriw categories experienced an increase in graduate applications with the 
exception of Hispanic (a slight decline) and AsianlPacific Islander (a more significant 
decline). In the aggregate, offers of admission declined slightly. Offers of admission in 
the Afiican American, Hispanic, and AsiadPacific Islander categories experienced 
declines and the Native American category experienced an increase. Overall enrollment 
of new graduate students increased. All ethnic minority categories experienced a decline 
in enrollment with the exception of Native American. The increase in total new graduate 
student enrollment is mainly attributable to an increase in international students. 

Total enrollment for 1998- 1999 was 43,03 8 (including international students). Total 
domestic enrollment in Fall 1999 was 40,290 compared to 40,442 students enrolled Fall 
1998. Total minority students enrolled in Fall 1999 was 6,570 (16.1 % of total domestic 
enrollment), an increase of 0.2% (45) from 1998. Undergraduate minoriQ enrolilment 
increased from 1 5.5% of the undergraduate enrollment to 1 5.7%. Graduate minority 
enrollment decreased from 13.8% of the graduate ellrollment to 13.6% of the graduate 
enrollment. Eight of fourteen colleges at MSU had numeric increases in minority 
enrollment for Fall 1999. 

Over a ten year period (1990-1999), representation of minority students has steadily 
increased from 4810 total minority students in Fall 1990 to 6570 total minority students 
in Fall 1999, an increase of %,7 15 minority students in the 10 year period. 

Women students represented 53.1 % of total students in Fall 1998 (22,927) and 53 -6% in 
Fall 1999 (23,069). In the Fall 1999, of the fourteen colleges, only one had women 
student enrollments less than 40%, three had women student enrollments of 40% to 50%, 
and ten had women student enrollments greater than 50%. 

Various colleges initiated new programs in their continuing effort to recruit and retain 
undeuepresented students. A slssnmary of these activities is as follows: 

The Eli Broad College of Business extended their role as an active partner in MSU9s 
recruitment of underrepresented student populations. In collaboration with the 
College of Education, Engineering and Osteopathic Medicine and the Office of 
Admissions, high achieving Latino students from Weslaco, Texas will visit the 
campus as a ~ e c r u i t m n t  visit. Other high schools will also be actively pursued for 
recruiting high achieving minority students. 



New to the College sf Education was the developrrment of a brochure to recruit 
minority students into teacher education in an effort to increase the availability of 
minority school teachers, 
A recipient of a Sloan Foundation grant, the College sf Engineering, expanded i t  
recruitment of minority PhD.  students to two additional departments within the 
college. 
The Honors College and the Office o f  Admissions and Scholarships co-sponsored 
the first annual mjaaoriity Achievers Day and the newly created Honors College 
minority student association, Minorities Offesi~ag Students An Interactive Community 
(MOSAIC), began regular activities. 

* 'The Multiracial UmiQ Liviag Experience (-MRLJLE), \;alhich offers studenf.s in the 
Residence Hall oppo~unities to increase knowledge and uladerstanding of what they 
can do to contribute to positive race relations in their lives and on campus, expanded 
to four residence halls sand increased oppo&unities for student leadership. 

Haaman Resoarces implemelated several new programs in 1998- 1999 that will impact in 
positive ways on the retention of women and faculty, staff, and students of color. A 
booklet researched and designed by Child and Family Case Resources entitled, ""Things 
to Do at MSU: An Activity Guide for Families," was distributed carnpus-wide to promote 
campus-based activities for families. Human Resources Development (HRD) 
implemented the Foundations ojEflectkv~ Leadershb: Succeeding at Stpervi4'ton series. 
This is an eleven workshop series for supervisors, and those who aspire to leadership 
positions. This series is available through HRD. Efforts to assure diversity of 
Foundations participants included a d d i t i o n a l l s c i  program information being directed 
to minority cBericalItech11ica1 employees and administrative/professiona1 empoyees land 
to various campus constituent group Beaders. 

Various other units expanded their efforts to support campus diversity, including 
Intescolilegiate Athletics, which expanded its recruitment efforts to assure greater 
diversity when considering applicants for positions. In addition, a Diversity Focus Group 
was formed within the Physical Plant to address diversity issues raised by employees. 
Members were provided professional development training to support their involvement 
in the group. 

New partnerships were formed between the C.H.0.1.C3E. (Coalitisa-a for Mope, 
Oppofiunity, Incentives, Careers and Education) program, charter schools and parents, 
resulting in aya increased $iversity among students, increased exposure to multicultural 
experiences, and i-ron-traditional teaching strategies that raise studelrat performance Bevels 
significantly. One hundred percent (100%) of student participants indicated that by the 
end of the summer program, they viewed college as a more realistic option. 

The College of Veterinny Medicine sustained diversity efforts with outstanding 
programs and projects. Among these were the Vetward Bound Program, a leadership 
forum for women in veterinary medicine, and longstanding alliances with Tuskegee 
University School of Veterinary Medicine, Hampton University and Prairie View A&M 
University that contribute to the pipeline of students who pursue veterinary medical 
education at the undergraduate, professional and graduate student level. 



Instruetion, Research and Outreach 

A number of new initiatives related to instruction, research, and outreach and intended to 
support campus diversity efforts occurred during 1998- 1999. Internaational Studies and 
Programs through the Women in International Development will pilot a leadership skills 
training program for international women graduate students. The expected outcomes of 
the project will be to attract women international students and to strengthen good 
relationships with international graduate students who represent future MSU alumni and 
potential research collaborators for MSU faculty seeking to develop projects abroad. 

Office of Supportive Services (OSS) obtained four-year funding from the U. S. 
Department of Education for Student Support Services and McNair undergraduate 
student research grants. 

Both Undergradualte University Division and Office of Suppodive Services began to 
more strongly and intentionally encourage the notion of Study Abroad to students. A 
new exciting partnership with Study Abroad resulted in TRIO 2000, a Council for 
Oppo~unity in Education grant to support twenty low-income, first generation students' 
four-week study and travel in South Africa in Summer 2000. 

New Lesbian-Bi-Gay-Transgendered (LBGT) educational initiatives through 
Multicultural Development had a strong multiple oppression, multiple identifies focus, 
reflecting ways LBGT issues intersect with issues of race, class, gender, disabilities, etc. 
The Depa~ment of Residence Life implemented a Training Trainers model on LBGT 
issues for use with its staff. Counseling Center staff was exposed to a number of LBGT- 
focused in-service sessions as well. 

Several areas of specialization will be established in the College of Arts and Letters as 
components of a restructured and reinvigorated American Studies bachelors degree 
program They include African American Studies and Asian American Studies, as well 
as continued work with Native American faculty to add an American Indian Studies 
Center. To l-nelp prepare students to live in a global world, International Studies and 
BFesgrams established an internship program in Diversity and Global Change to provide 
training oppoduarities for Latino, Asian, Black, and other minority undergraduates. 

Climate 

All academic units have a responsibility to undertake initiatives the promote diversity 
within community. As a part of the academic program planning and review process, 
colleges have the opportunity to request support for new projects and ideas that will 
advance diversity and pluralism. Examples of such initiatives in 1998- 1999 are: 

The WELCOM Safety Task Force in the College of Osteopathic Medicine (COM) 
completed research and a report on women's perception of MSU campus safety. 
In celebration of Chicano History Month, a quiz bowl event was held in the Library 
with four teams participating in the evening event. Consideration is being given to 
expanding a similar event for next year. 
The Women's Resource Center developed programming that explored the dynamics 
associated with women, race, and white privilege. 
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Leaders hip 

Academic Human Resources 

Administrative Appointmeaats. There are 206 individuals in the Academic Manager 
group, which includes deans, assistantlassociate deans, chairpersons and directors. The 
representation of women in this group is 20.9% (compared to representation in the tenure 
system of 25.8%) during 1998-99, with a total number of 43. The percentage of minority 
academic managers is 9 2 %  (compared to representation in the tenure system of 13.9%); 
there are 19 minority academic managers. 

Fall 1999 

BIzack AsianPl Hispanic Indian Minorities Caucasian Total - - 
Men 8 4 2 2 B 6 14'7 

W e n  2 - I 9 - 0 - 3 3.Q 
Total 10 5 2 2 31 9 187 206 

Executive Management position titles are approved by the Board of Trustees and 
include senior administrators such as President, Vice PresidenflProvost, General Counsel, 
Secretary of the Board, etc., and specifically designated director and other administrative 
titles. Currently there are 96 Executive Management positions, of which 26 are vacant or 
filled on an acting basis. 

Executive Managers 
Fall 1999 

Arner. - - Total University 
Category - BIack - AsianP1I Hispanic i n  Minorities Caucasian Total - 

Men 5 1 1 0 7 40 47 
Women 4 - 0 - 31 - 1 - 6 - 20 - 26 

Total 9 1 2 1 13 60 73 
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1.9% of the total; American IndiansIAlaskan Natives increased from 9 to 1 1, or 0.6% of 
the total. On a non-duplicate basis, 707 individuals, or 35.5% of the tenure system 
faculty, are members of protected groups; this is an increase from 34.5% in 1997-98. 

Arner. 
P 

Total - University 
Black AsianlPI Hispaniq Minorities 
v P 

The proportion of women in the tenure system at the various ranks changed from 
October 1998 to October 1999 as follows: assistant professor, decreased from 40.1% to 
39.0%; associate professor, increased from 33.7% to 34.6%; full professor, increased 
from 17.5% to 18.2%. Similarly, the proportion of minorities at the various ranks 
changed in the following manner: assistant professor, increased from 22.8% to 23.5%; 
associate professor, increased from 15.3% to 15.8%; full professor, increased from 10.0% 
to 10.4%, 

During 1998-99, there were 116 new individuals spgoiated in the tenure system, 
including 26 minorities (22.4%) and 42 women (36.2%). On a non-duplicate basis, 54 
individuals, or 46.4%, of the total appointments in the tenure system were members of 
protected groups. This reflects a decrease from 5 1.2% in 1997-98. 

Of colleges with oppo&unities to hire, the Colleges of Arts and Letters, Communication 
Arts and Sciences, Engineering, and Social Science were successful in anpoiding women 
in the tenure system at or above average availability during 1998-99. Average availabiliQ 
is the average of availability data for individual depa~mentslschools in each college for 
the 1999-2002 goal-setting period. It should be noted that such data are a rough 
approximation for actual availability information, wl-mich is determined individmalllgi for 
each department or school. - 

The Colleges of Agriculture and Natural Resources, Business, Education, Human 
Ecology, Human Medicine, James Madison, and Natural Science appointed women at a 
rate below average avaijability during 1998-99. The College of Osteopathic Medicine did 
not appoint any women in the tenure system during 1998-99. 

Similarly, the Colleges of Arts and Letters, Education, Engineering, Human Ecology, 
Human Medicine, James Madison, Osteopathic Medicine and Social Science appointed 
minorities in the tenure system during 1998-99 at or above average availability. The 
Colleges of Agriculture and Natural Resources, Business and Natural Science appointed 
minorities at a rate below average availability during this period. The College of 
Communication Arts and Sciences did not appoint any minorities in the tenure system 
during 1998-99. 

It should be noted that the Colleges of Arts and Letters, Engineering and Social Science 
appointed both women and minorities at or above average availability. The Colleges of 



Nursing and Veterinary Medicine did not have any new tenure system appointmeas in 
1998-99. 

The academic personnel system included 89 self-identified individuals with disabilities, 
including 56 tenure system faculty, 15 continuing staff, 13 fixed term staff and f i e  fixed- 
term faculty. 

Support Human Resources 

Dming 1998-99, significant increases continued in the support staff workforce and in 
minority representation. The workforce increased by 144 employees (2.6%) from 5,502 
to 5,646. Women increased by 67 from 3,670 to 3,73 7 employees (66.7% to 66.2% of 
the .a/orkfirce). Minority employees increased by 44, from 786 to 830 (14.3% -is 14.7%). 
The number of mimoriiy women increased by 4 from 55% to 556 (10.0% "l 99.8%) and 
minority men increased by 40 frorn 234 to 274 (4.3% to 4.9%), 

Support Skif i t  Vla2rkfoa:ce 
Fail 1999 

- 
i he n ~ n b e r  of minority officiais and T-anagers i v a ~ ~ e ~ s e d  by 3 f ~ o m  4'1 to 7Q (9-59'0 lo 
9,796 of the caregsry). Pr~fessicjrial v inorify ~ ~ ~ ~ p l o g i e e s  xicreased by 18 fi om 1G2 to 1 813 
(1 1.1% to 1 Minority clercat employees decreased by 2 fkjna ?22 ko 223 (iii.3% 
to 74.4%) and tech~icai minority empioyees increased by 7 Goin 41): to 49 ( 13.3% c9 

9 1 .$%So Minority employees in service anlid mainienanse increased by 7 6  fro^ 268 ~ C I  

284 (24.3% 59 24.8%) and mins i ty  erriployees in skilled trades iiacreased by 2 frolr; 25 io 
27 (9.4% to 9.9%). 

Black representskion in the workforce incrsased by 19 er,~ployees f:om 398 tc 4 17 (72% 
to 7.4% of the workforce). AsiadPaci Fic islander ernphoyee; increased by 4 fioru 9'7 to 
101 (1.8%). Hispanic representxtion increased by 22 employzes Gom 249 Is 271 (4.5% 
to 4.8%). The number sf American Indian/Alaskan Natives decreased by 1 f ~ m n  42 LO 41 
employees (0.8% to 0.7%). 

The only decrease in the representaion of' women was in clerical positions, which 
decreased by '28 from 1,493 to 1,465 (96.1% to 95.4%). The number of women officials 
and managers increased by 8 from 4 14 to 422 (58.6% to 58"4% of the category), The 
professional category experienced the largest increase with 62 additional women From 
838 to 900 (57.2% to 58.0%), Women in technical positions increased by 8 from 299 to 
307 (73.3% to 72.7%). The service and maintenance category increased by 14 women 
from 597 to 6 1 1 (54,1% to 53 4%) and skilled trades increased by 3 from 29 to 32 (1 0.9% 
to 1 1.8%). 
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li he representation of minority women began to shift to higher Bevel positions. Agaiaa, 
thc otlly decrease in the representation of minority women was in clerical positions, 
which decreased by 5 ,  from 210 to 205 (13.5% to 13.4%). The number of minority 
women officials and managers increased by 3 from 49 to 52 employees (6.9% to 7.2% of 
the category). Professional minority women increased by 6 from 93 to 99 (6.3% to 
6*4%). Minority women in the technical category increased by 3 from 27 to 30 (6.6% to 
7.1 96). Serv ice and maintenance rn inority women decreased by 3 employees from 1 70 to 
167 (15.4% to 14.6%) and skilled trades minority women remained the same with 3 
employees (1. 1%)- 

The number of self-identified employees with a disabiliv increased by I from 119 to 
420 (2.2% to 2.1%) of the workforce. The number of employees with a disability 
decreased by 3 in the officials and managers category from 14 to 11 (2.0% to 1.5% of 
category) and increased by 3 in the professio~~al category from 25 to 28 (1,7% to 1.8%). 
Employees with a disability in the clerical category decreased by 1 Bkom 33 to 32 (2.1%) 
and the technical category increased by % employee f om 4 to 5 (1.0% to 4.2%). The 
service and maintenance category remained the same with 38 (3.4% to 3.3%) and skilled 
trades employees with a disability increased by 1 from 5 to 6 (1.9% to 2.2%). The 
number of Vietnam Em veteram employees decreased by 9 from 159 to 150 (2.9% to 
2.7% of the workforce). 

Regular new hires in 1998-99 increased by $5 (1 1,4%) employees from 571 to 636. 
New hire women increased by 31 from 389 to 420 (68.1% to 66.0% of the hires) 
employees. The rate of mia~oriQ new hires increased from 20.1% to 22.6% and exceeds 
minority representation in the workforce of 14.7%. fiAinority new hires increased by 29 
from 1 15 to 144 and minority women increased by 6 employees from 83 to 89 (4 4.5% to 
14,0%). Of the hires, Blacks accounted for 75 (1 I .$%b, AsianIPacific lslanders for 16 
(2.5%), Hispanics for 49 (7.7%) and American IndianlAlaskan Natives for 4 (0.6%) 
hires. 

During 1998-1989, the number of prorfiotions increased by 48 (9.5%) from 507 to 555. 
Ofthe promotions, 81 (14.6%) were in the officials and managers category, 142 (29.2%) 
professionals, 178 (32.1%) clerical, 22 (4.8%) technical, 89 (1 6.0%) service/maintenance, 
and 23 (4.1%) were in the skilled trades category, Women received 371 (66.8%) 
promotions, minorities received 91 (16.4%) promotions, and of the 371 women 
promoted, 61 (1 1.0%) minority women were promoted. The percent of women, 
minorities, and minority women promotions continue to exceed their representation in the 
workforce of 66.2%, 14.7%, and 9.8%, respectively. Of the 555 promotions, Blacks 
accounted for 40 (7.2%), AsianIPacific Islanders for 43 (2.3%), Hispanics for 35 (6.3%) 
and American IndianIAlaskan Natives received 3 (0.5%) prornotions. 

Of the 316 support staff emp)ioyees who left the UmiversiQ fsr reasons other than 
retirement, 238 (75.3% of the separations) were women and 8 1 (25.6%) were minorities. 
The rate of minority women separations substantially increased in 1998-99, from 15.4% 
to 21.5%, with 68 separations. The reasons given on separation documents remain 
consistent. For women there were 82 (34.5% of women separations) "other 
employment", 70 (29.4%) "voPuntary quit" and 40 (16.8%) "leaving the area". For 
minorities there were 27 (33.3% of minority separations) "other employment", 20 
(24.7%) "volkantay quit" and 10 (12.3%) "leaving the area". For minority women there 
were 20 (29.4% of minority women separations) "other employment", 19 (27.9%) 
"voluntary quit" and 10 (1 4.7%) "leaving the area". 
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College of Social Science Profile 
Fall 1999 

Category Black AsianlPacific Islandel Hispanic American IndianIAlaskan Nat~ve 

- T o t a l  pknlerlTotal 
Academic Human Resources 

Tenure System Faculty 
Continuing Academic Staff 
Fixed Term Faculty 
Fixed Term Academic Staff 
Total Acad. Human Resources 

Suppori Human Resources 

Officials and Managers 
Professionals 
Clerical 
Technical 
ServicelMaintenance 
Skilled Trades 
Total Supporl Hum. Resources 

Total Academic & Support 
Human Resources 

Undergraduate 
GraduatelProfessionaI 
Total Students 

Category Total Minority Caucasian Univers~ty Total 

T d  pleJ Women Total 
Academic Human Resources 

Tenure System Faculty 
Continuing Academ~c Staff 
Fixed Term Faculty 
Fixed Term Academic Staff 
Total Acad. Human Resources 

Suppori Human Resources 

Off~cials and Managers 
Professionals 
Clerical 
Technical 
ServicelMaintenance 
Skilled Trades 
Total Support Hum, Resources 

Total Academic &Support 
Human Resources 

Students 

Undergraduate 
GraduatelProfessionaI 
Domestic Total 
International 
Total Students 



College of Veterinary Medicine Profile 
Fall 1999 

Category Black AsianlPacific Islander Hispanic American IndianlAlaskan Nalive 

Total Men W x n  Total 
Academic Human Resources 

Tenure System Faculty 
Continuing Academic Staff 
Fixed Term Faculty 
Fixed Term Academic Staff 
Total Acad. Human Resources 

Support Human Resource5 

Officials and Managers 
Professionals 
Clerical 

.* Technical 
Serv~ceiMaintenance 
Skilled Trades 
Total Support Hum. Resources 

Total Academic & Support 
Human Resources 

Undergraduate 
GraduateiProfessionaI 
Total Students 

Category Total Minority Caucasian University Total 

Men - I L m n   TO!,^! 
Academ;~ Human Resources 

Tenure System Faculty 
Continuing Academic Staff 
Fixed Term Faculty 
Fixed Term Academic Staff 
Total Acad. Human Resources 

Support Human Resource5 

Officials and Managers 
Professionals 
Clerical 
Technical 
ServiceIMaintenance 
Skilled Trades 
Total Support Hum Resources 

Total Academic & Support 
Human Resources 

Students 

Undergraduate 
GraduateiProfessionaI 
Domestic Total 
International 
Total Students 



Non-College Units 
Fall 1999 

Category Black AsianlPacific Islander Hispanic American IndianIAlaskan Native 

Total Women b J  
Academic Human Resources 

Tenure System Faculty 
Continuing Academic Staff 
Fixed Term Faculty 
Fixed Term Academic Staff 
Total Acad. Human Resources 

Suppori Human Resources 

Officials and Managers 
Professionals 
Clerical 
Technical 
ServicelMaintenance 
Skilled Trades 
Total Support Hum. Resources 

Total Academic & Support 
Human Resources 

No Preference 
Unclassified (Undergraduate) 
Unclassified (Graduate) 
Total Students 

Category Total Minority Caucasian 

Men -- Women T d  Men Women Tots 

University Total 

Men Women Total 
Academic Human Resources 

Tenure System Faculty 
Continuing Academic Staff 
Fixed Term Faculty 
Fixed Term Academic Staff 
Total Acad. Human Resources 

Suppori Human Resources 

Officials and Managers 
Professionals 
Clerical 
Technical 
ServiceIMaintenance 
Skilled Trades 
Total Support Hum. Resources 

Total Academic &Support 
Human Resources 

Students 

No Preference 
Unclassified (Undergraduate) 
Unclassified (Graduate) 
Domestic Total 
International 
Total Students 


