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B-17892%

The Bonorable Harrison A. Williams, Jz.
Chairman, Tommittee on I[abor and Public Welfare
United States Senate

Dear #Hr. Chairmans

As reguested by vour office, this is our report on the
Egual Employment Opportumity (EEQ)} program of the Hationsl
Aeronaviics and Space Administration (HASA).

This report discusses HASA's BEQ affirmative action plans,
hirinzg and promotion practices, training ard upward mebility
programs, and the discrimination complaint systen. As gucyested
by your cffice, we Gid not attempt to eveluate WASR's hirving
gogls. Gur review wae lipited to NACA. Accordingly we 814 not
ev-ivate “he fairnmess of the Civil Service Cemmigcion’s exzmin-
ing procedures. Lack of documentation prevented uws from evaiu-
eting the fairness of MASA's selection preocedures concerning
minocrities and females. FEzxemining and selecting minority and
female job applicarts will be bthe subiect of cae of our future

‘Tovernsent-wide reviews of EZGL

At tne request of vour office, we did not give KASA the

rtunity to formally cemment on this feport, nor do we plan
to distribute this report further unlegs yon agree or publicly
annocunce its contents. However, we invite your attention to
the fact that this report conrtains recommendations to the Ad-
eipistrator of HASA and the Chairman of the Civil Service Com-
missiosn set forth on page V. As voun know. gestion 236 of the
Legislative Recrganization Act of 1970 reguires the head of a
Pederal! agency to submit & written ststement on acticns he has
taken on our recommendations to the Bouse and Senete Lexmittees
on Government Operat.ons not later than 60 days after the dzate
of the report and the Fouse and Senate Cormmittees on Eppro-
priations with the agency’s first request for appropriations
made =ore then 60 days after the date of the report. Rhen we
obtain your agceement to release the repest, we will make it

RS PR
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avaiiable to the Administrator of HMASA, the Cnzivmos of the Civii
Sexrvice Comwissiscn, and the four (ammittees for the nurpose of
setting in motion the reguirepents of section 2235.

Sincerely yours,

25 tﬂ?

Tomptroller Gener
of the United 3tea
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A3 divectad by the Con=itlee Chair-
wan’s office, RASA wos wo givenm
the ooporbunity to veview and com-
ment formally on this reporet.

FIGDIEES AZD CORCLUSICES

Bovesser 1973 semorandsm fo

o)
=3
eand 34

smiovess, the HASA Adsimistrater
said b2 ves desply and porscaally

commitiad to the ool ¢
periinily for coobers o
grouns s=d women and thet he was
not satisfied with BASA®s peferpm-
ance ia th's area.

P
Adninistrotnr testi-
fied before congrissional com-
mittess that HASA should hove done
tract minorities and

woman while it crcwing and fac-
ing ths technical challisngss of e
12603. The nes chzilente of the

Yoer Stent. Upon removat, tho resget
tover caie should be notes hereon.

)

GRTIOHAL ABRONAUTICS AND

SBRCE ADLEISTRATICHS

EQUAL RRPLOVIERY OFPUORTENTY
R COAD BE IRFRDY

DS ASTRARS
FROGREY

e

19 c--zatehing vp in thiz oot io=
poriant ares of huod nosd-<hag

proved &5 be ¢ifficutt baoauss of
hichly technical work forcs which
decressing ip mulers. (Sae p. 2.)

wde {3

EA254% porszaent oivil sovrvice sovk

- N san e & - 23
foroe has bosn vedwed from 31,222

expioyess at June 30, 1973, @

Fuli-tioe minorily coplovess ia-
crezsed siichtly fram 1,645 at
July 31, 1270, o 1,495 at Juon &,
1574, and their percsntace of the
total HASA work force incveased
from .7 percent to € pevesnt.
From Jung 38, 1870, e Juvs 33, 1874,
the musher of farnle eopicyess dao

)] 3 g;

&

g?@ﬁ)‘;&fst &5 7.1 perecent. {See p.
%.

&% Jduna 30, 1974, MASA's work force
was 61.3 porcent professicaal and

38.7 pevcent nonnrofessionsi. ¥ine
erities comosed 4.3 porcant of ths

-

professiens? eupioysss and 2.8 pov-

oo - £ oo s
csnt of the noporotassionsl emley-
o = o g T e o =

gas. Hossn cosmnsce 5.6 poroont ef
i35 e :

the erofeszionai 2¢ 3 B0
the mnprvfessionat epioress. {(Ses

p. 5.}

s

E’&._ 3 :'ig’

Gf the 3,749 empioy
Tigeat yuars 1971

FPCO-75-107
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3,149 emplouyess Silled 1,237 pro-
fessional positions and 1,912 non-
professional oositicons. OF the
professional otaff menbers hived,
124 {13 parcexnt) were wimnrities

ead 168 {13.6 parcant) were females.
The nouprofessienal esplovees hived
tneluded 410 {21.4 pareent) sinoe-
jties and 1,408 (23.5 pevceont) fe-
males. {See p. 16.)

BASA generally has not had an ac-
tive vecruitiag progvem in recent
vears for persans of aay race oy
colar or of sither s2x. On Fehe
rvary 2, 1974, HASA's Doputy Ad-
winistrator anaroved a BiSA-wide
recruiting plan decignes to in-
crease the hiring of minority and
wxman professionalis. HASA's ooal
uzs to plaee 23 siwgrities and 82
women % orofasrienal posificas.

Bs of Jzcember ¥, 1476, RASR had
hired 137 minsriy end 2T female
prefassionals and, through upward
eobility, had placed 28 minorities
and 8% remaies in professional po-
sitighs. KASS alsp esiablishad a
goal to hive 135 minorities inm none
professional positions. As of Da-
cember 31, 1978, KASA ned hived
207 minority ronprofassionals.

€50 did not siterpt to eveluite
HASA's hirimrg csals. {See p. 18.)

& Cooperative Edcation Program in
vhichk fudents il Itrmace senssters
studyiag at sooo0t and sorking at
2 BASA instai:ation nas 1ong been &
prize scurce ©F hichly qualified
employsent candidates for NASA.
En.ollment in the progres increased
from 712 in Jume 1973 to B47 in
Jure 1874 and is projecisg to be
953 by the ernd of fiscal year 1875,
(See p. 15.}

The percentase of minorities end fe-
males in the fooperative Educatien

e
ke

Procram increased from 12.2 a2nd §.4

percent, respectively, in June 1972

to 22 and 16.1 poveent, vespactives

iy 2t the end of fiscel year 1974,

Fredsminately minority schooic sar-

ticipating in the proaraa fncressed

frez 16 in 1371 to 48 in 1973, (Sce
p. 19.)

In March 1974 BASA started 2 Hatienal
Bercspace Fellomsaip Proaram to
enceurage mesbers of miegrity grouns
and womaw to underiske professicnal
carcers in scientific and enginese=
ing fieids. KRASA ¢raining orentis
have beoan awardsd o seven predomi-
nately minority aadfor womm®s enl-
lecas. There are curranily wnine
mingrity Temales, two white fewlees,
2nd nine mirority mles enrciled ia
the prograa. {See o. 20.)

arong the mine 'ty and femzle hiring
probliems facing HASA 1s the lack of
minorities and fempies in the scien-
tific end engingering fields. HASA's
three scientific and engingzering
cateqories 2ecounted for $7.3 par-
cent of its work force at Junz 30,
1974, but winorities eand Vemales rep-
resented only 3.9 end 2.€ pzreent,
respactively, of these calzcories
codined,

In cosparison, in 1972 =05t vecent
year such data was availeble) minovi-
ies constituied 3.5 peveant of the
Hation's professicnal seientific and

engineerira work force and fes2iss
consiituted 2.4 percent of this work
force, Rise in 1972-73 . ninorities
zna females rocaived 4.8 and 1.2
percent, respectively, of the ka-
tion's bacheler cogrees *n enginer-
ing. (See p. 20.}

felleble data on the nusher of wi-
norities and fezales graduating or
otherwise svailable in the vaevious
professional and nonprofessicaal
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ields was nod rezdily avarlable.
The Civil Service Cazxission neess
to provids such data on 2 national
and vegienzl basis s that

--zrencies such as ¥ASA can set rl2l-
istic hiring goals and movs effec-
tively plan their Equal Employmeni
Opportunity progress end

--agencies don't waste funds by de-
plicating the cellection of such
dota. [Sze pp. 23 ard 26.)

At GAD's resuast, the Clivil Service

Cormission comared mimvrity and fe-

maie emplioyment at szuen RASA loca-

tions with that of othor agenries

Tocated in the sar@ geograyiic areas.

The study included 18 profens? wa

and ncnprofessional oscupations, ex-

cluding science and engireeving po-
sitions.

As of Febriary 28, 1274, NASA had

2 Towest percentage of minorities
in a%1 14 occusations and the lowest
percentage of females in 7 occupa-
tions. {See p. 21.}

There were indicatiens that minori-
ties and females fregueatiy vere rot
on the Civil Service Commission’s
employment registers sent to RASA,
(See pp. 24 and 25.;

Since this review wzs limited fc
RASA, GRY did not eveluate the Civil
Service Commission's examining proc-
ess to ascertain whother it was

fair to minoriti__ =d females.

ise, GAO could not conclusively de-
‘termina whether EASA was previding
equal opportunity in the final se-
Tection of job app® :ants because
the Commission did mot recuire that
agencies keep recorss showing the
basic for selection and chus RASA
¢id not maintain rezords of this
¥t~ GAD beiieves such datz should
bt . sintained for program evalyu=z-

-—de

Tear Sheet it

R R T T T L e AT

tion as long as the aronymity of
the individusl is maintained to pre-
clude an invasion of the individual's

vights to privacy. i3ee p 24.}
4

.
Trainivg

MASR ceaters are separate eatitie
which nave dasisacd training pro-
grams to meet thelr weeds. Centers
generaliy make traiaing cowrses
availabie to their emnloyess. The
ammunt of craining requested end
recel ed by minorities and females
varied from one installetica o
another. (Sae p. 27.)

Promoticne

During fiscal vears 1971 through
1874, the percentazz of promotioss
vec2ived by minorities and females
MASA-wide was generaliy greater tham
the percentage of minorities and fe-
mares in the HASA wory force. (35ee
app. ¥.)

Uraard vobility progran

NASA headguarters has develcped amd
imlemzatad er upwavrd mobility pro-
gram consisting of five components.
The centers were scheduled tn im
piement at ieast one of the compon-
ents during 1974, o0 could not
corclude ¢hether BASA'S umsard =o-
bitity program had bewn successful
because the progrez had only been
partially operative or a short time
at most HASA instailations. “See
p.35 .}

Separatisng

During fiscal years 1971 throuch
1974, there ware 9,951 separations
trom NASA's work force. GOf these
separations, 6.1 percent were winor-
ity erpisyees and 77.2 percent were
female ermioyees. (See p.41.)
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Complaint sisten

§¥£§$% for Tailing to mat the time
Timit an s?@iéss%ag foreal com-
pieinis, KASS headguarters end ficld
centers gomerally were processing
giscristnztion cv*aia?ﬁis in agcovd-
ance avth Livil Service Coumission
guideiines. In 1973 E*@@é%ﬁ%ﬁ@ of

1% of ﬂa farmal complaints exgosdsd
the 185 ayy Vimie, E %09. é@e
£bgut 24 percent of the EASA employ-

ess intervisued said tw&y hﬁﬁ?é ot
fiie 3 corplaing oven 1§ thay were
victies of giscrin nation. fRbout
58 percant of the equal empioyment
saportunily counseliors believed es-
ployess did mot have confidesca in
the corplainl system. Some esploy-
ess fearsd reprisg] or intimidatioa
gnd other cxalayass 4id not beliave
tha ngke? e syoduce 2 just res-
ciution of a comsiaint. { See
5. 9.}

£
33
i

About 90 nercent of the emplovees is-
ferviewad did ng” know hog councalors
were selected, and zmployess gcﬁef-
ally did not ’A?tzcipath dirvectiy in
selecting the counselors. {Sea

p. 49.}

fhout 35 o=
1ate*%@exad

reent of the empioyvess
di

step in ragister
&

d not know the first

ering a c@z@iglnt, 72
percent é%é 8%t know that c ia?ﬁyS
eust be registernd within 30 devs of
an inciézﬁﬁ, and 55 peresni aia 13k
know that their name could be kept
confidential. (Ses p. 45.)

Ebout 35 percent of the manzcers 3nd
Sﬁpe.'ésers interviewsd had raceived
no orientation or training ragarding
the Equsl E=nioyment C:;gr;;uauy
progras. (See p. 48.}

—— e -

Af i rmative cotion plous

G yuidance requires affirvative
g:tion p%aﬁs ta contain apeci Mo
action items to insure measurable
progress during the ploa's 1ifc-
tiee. The accumelishmant sectizn
of RASA's plan, howsver, "\"E\,s"»"é
that not 21! z2otion 3ze&s Rw2Fe
accountad for or acca&gi%shed.
{S=2e p. i0.)

The Livil Sesvice Commission re-
guires each aeﬁ Y te periad.cally
evaluate the e??gctigzx@ss of fte
Equal Empieyment Opportunity prn-
gram in sufficieat depth and deiail
to ascure managoment that all svo-
gram aveas are roviowrd.

in 1973 &1} imstallaticas, with the
exception of heoadguarters, presared
guarterly enusl em;%ﬁyment oLnsriun~
ity evaluztion repoct Ko amnual
evaluztions ware H@E§= {See p. 13.}

The Commission requirss ag acies o
include {n their rating of supe--
visors an evaluation of their pey-
fersynce in the equel emlovment op-
portunity arca. FHowsver, eﬁiy
Johinson Sgace Center evaluated su-
pervisors on thede 2gual cmploy=ent
espartunity activi&ies during 1873
z2ad it had only limited criteria
for this eppraisal. {See p. 13.)

KASA heaéqzar%afs and centers have
ot orovidad foual Emitovesont Oo-
portunity program training to ?S:
Faragers and sypervisors. {See

8. 13.)

Thirteen percent of the managers and
supervisers intervieesd had provided
input for the 1874 affirmative action
plans, atthough 65 percent felt they
should provide tnput. (See 3.12.)
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BECESFERDATIONS

G55 recormends thae the Adainistrator

of EXSE lmsure that atl instellations

-2k ps*tsc:;muw. by raRagIvs eﬂé
syzervisars in e do we‘-.‘@;ma% of
the affirmative aution plans mane
datory,

=y Quive 2asding equal s:::;z oyzant
spsortanity training for conacers

gnd supsrvisors,

=-gyatuate cunsryisors and fz“a?cars
on the besis ef their wal ez
pleyment opsortunity uct%vaty,

~-yrepare a2t Jeast ennual evalug-
tisns of the Equal Emplovesnt
Czoocunity program, and

-={gzntify the causes for action
ftems in the affivmative actiop
plars not bzing accoplished.

680 further reconw
ministretor of Fa?.SR

=nds that the Ad-

~-davelcp a progrem that . 214 in-
s¢ill move czplovee convidemce
in the cumplaint system;

--p@licize the use of RASA's dis-
crimination corpiaint system
using additional methods, such us
discussions at staff mestings;

--gupetite formzl complaint process-
ing to tzet tire limits spacified
by the Civil Service Comaission
whensver possiole;

--gzvelon 3 process for selecting
counselors which permits direct
ezployee participation:

--recuire that sgency and installa-
tion affirmative action plans
sp»nfy {1; the types of train-
ing to be provided, {2} the types
of opportunities availabie to
ezmioyees, and {3} the estimated

Ipar Swgs!

B ane s AN v o ol -— . x £

purher of sinsritios and faxmles
B!

3 gitend traintd

--zxintain suffictent informatien
¢ promatioss so thes uolerming-
tians can b2 o2de o5 to o wag
eansiderad, whet fe z‘;i:zas
gensicdered, and E*w the ﬁfﬂ
s2icoticn Was @sda; anc

2
tCS
s

--insure that ii"i
?E‘*&QT&&} ms‘é p oY

é%‘J‘E“’Wﬂ: e* g?@‘.;:
gent potentyvil, iz
which offer éaw%e
wﬂ“v aad ’E ﬁe

p?:zp 23 t@ p“"y""ﬁ“@ afri 2gvars
to their highest polentislh.

m

G2 recnmencs that the Adwinie
tor of B384 and the sz;zrm of
Civil Service Cespmiscion ide=tif
the causes of the an‘g*eﬂf Iou pep-
centane of minorities end f&, i
being referved to ERSA frz
Comnission rugisters so act.o:i €an
be initiated to corvect this
preblem.

GAD recommends that the Chairesn
of the Civil Service Commission

--analyze the potertial supply of
minorities and fesales with
selected skills and make such
enalsis avatiadie to ail égﬁﬂo
cies to insure that smsaningful
and realistic eoual ezplewment
cpportunity coals can be ¢ stab-
tished znd to identify ocrupa-
tionai categories where there is
a shortage of minorities and
fesmles and

--davise a system wherchy the Cos-
mission and other Federal agen-
cies cam track applicants, by
race and sex, oa Civil Service
Commmnission registers through the
selectios or reicction process--
such a system should grolsct the
aaonymity of the individual.
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Executive Order 11478, dated august 8, 1962, as amended,
states that the policy of the U.S. Government is &c provide
equal opportunity in Federal emplovment for all parscons;
to prohibit discriminaticn in employment bLecause of race,
color, =ligion, sex, or national origin; and to promote
full egual sx"lyment opportunity {EEOQ) through a continuing
affirmative actiocwu program in cach executive department and
agency. This policy of egual opportunity applies to, and
must be an integral part of, every aspect of personnel
policy and practice in the empleoyment, development, advance-
ment, and treatment of civilian employees of the Federal
Gevernment.,

Executive Order 11478 gazve the Civil Serxvice Commis-
sion (USC) zuthority to provide lezdership and guidance in
conducting EEQ programs within Federal departments and
agencies. CSC was directed to:

--Review and evaluate agency prograr cperations.

~-0Obtain necessary data and report t-. the President
on overall progress.

--Isgue appropriate regulations, orders, and instruc-
tions with which agsnciss must comply.

~=Provide for prompt, fair, and impartial congidesa—-
tion of all complaints involving discrimination in
Federal emplovment.

-~Provide counseling for emplioyees who believe ‘they
have besen discriminated against and encourage res-
oluticn of matters on an informal bas:is.

~-Provide for appeals of decisions to C8CT following
impartial review by the Federal =z -ncy inveolved.

The EE0 Act of 1972 in amending title VIX of the Civil

Rights Act of 1964 gave CSC the authority to enforce rgual
opwortunity and nondiscrimipnation in FPederal employment.
The 1972 amendments also provided CSC with the authority
to issue rules and regulations necessary to carry out its
EEQ responsibilities and reguirsd CSC to rsview agency,
national, and rxgional EEO plans and evaluate all agency
EEQ programs.



The EEC Act cf 1972 is designed vo enable C3C to grant
rellef, inclvding back pay and adévancement as appropyiate,
from discriminatory praciices to aggrieved emplovees or ap-
plicants. Also, private <ivil actioncs were made available
to aggrieved Federal employess oxr applicants for Federal em-
ployment by the 1972 act. BSuch persons are permitted to
file a civil sction (i)} within 30 days of nctice of final
action wy an agency or by CSC, (2) within 30 days of notice
of final decision of an appeal from the agency's decision,
or (3) after 180 days from the filing of a charge with the
agency or CSC if these has been no decision.

Before e 1972 act a Federal employee had no specific
statutory richt to seek relief f£rom discriminating employ-
ment acts OF the Government by means of judicial review.

Dr. James C. Fletcher, Administrator of the Haticnas
Aeronautics and Space Administration {WASA}; Dr. Ceorge H.
Low, Deputy Admiristrator: and Dr. Williis H. Shapley,
Associate Deputy Adminietrator, have stated their commit-
ment to equal employment. In a November 2, 1973, memoran-
dum to NAS: employees, Dr. Fletcher said:

"I am desply and personally committed to the
goal of egual employment opportunity for members
of minorit:s groups and women. I am not satis-
fied with NRSA‘’s parformance in this field."”

Pr. Low and Dr. Shapley on January 24 and March 14,
1974, stated in testimonyv before congressional committees:

"%¥ ¥ * ywhile we weare building our organization.
wvhile we were growing and facing the technical
challenges of the 1960%'s, NASA sghould have done
much more to attract minorities and women. Thus,
as we moved into the 1970's we faced a new chal-
lenge-~the challenge of catching up in a most
important area of hvman need.

"This challenge has proved to be a very difficult
one, for twe reasons: our declining work force, ané cur
highly technical work force.*

I
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On Jarnuvary 24, 1974, RASA infor.ed the Congress of its
comzitment to improve its EEC situation by increasing its
mincrity comrlement t2 6.1 percent of its total permanent
staff and to place 80 woman and 80 minorities in professional
positions by December 31, 1974. The Assistant administrator
for the Office of Equal Opportunity, testifving before con-
gressional ccmmittees on January 11 and January 24, 1974,
stated that:

“Agency line management has accepted these geals,
and will be held accountable for achieving them

*® % ¥ To make the goals even more meaningful, 1if
thes: positions cannot be £illed DY minorities or
woment, they will not Be filled."

A Hasa internal memorandum dated March 5, 1374, modified this
policy to retain the goals but not to reserve the slots for
a mirority or woman because this would be In conflict with
CSC policy. ®ASA d:d not notify the coagression:. commitiees
of this action,

Some cther activ.ties underfzken by BASA to pocomoie its
EEQC program are

-—-implemsntation of upward mopility tra'uing proijrams,

--increased female and minority participation In the
Cooperative Education Program,

--implementation OF a Nationat Aerospace Fellowship
Program.

EASA'S EEO POSTRE

MASA's permenent civil service work force has been re-
duced Ly 6,36% employees ir 4 years--from 31 223 at June 30,
1970, to 24,854 at June 30, 1%74. The Tollowing table shows
the number OF szmployees in each occupational jeb category and

the percent OF tctal employment for each cccupaticnal job

catecory at June 30, 1970, and Juane 30, 1974.



Occupational Total emplovess

dch categorv {note. a} Jung 30, 1970 Jupes 30, 1974
Per= S X~
Professionzl: Humbay cent HNumker dent
* Support enginsering 333 1.0 186 0.7
S-ientific and envi-
nearing 13,494 43.2 11,542 44.4
Life science 40 0.1 42 0.2
Subtotal 13,837 48.3 11,770 47.3
Professional admin-
istrative 4,407 14.1 3,485 14.0
Total 18.244 58.4 15,255 61.3
Nonprofessicnals
Wage board 2,908 9.3 1,554 6.3
Technical support 5,709 18.3 4,403 17.7

Clerical and monpro=-
fessional administra-

tive 4,362 1a,0 3,842 14.7
Total 12.979 _41.6 _9,5%% 38.7
Total employees 31,223 100.0 24.854 1C8.90

a i _ .
See appendix I for the definition of each occupational job
category.

The number OF full-time minorities increased from 1,446
at July 31, 1973,1 to 1,495 at June 30, 1974. Their per-
centage of the total NASA work force increased from 4.7 per-
cent to 6 percent. The nuzber of females decreased from
5,148 at June 33, 1970, to 4,259 at June 30, 1974, but their
percentage of ®asSa's work force increased from X.6.5 percent
to 17.1 percent, {In some of the statistics minority females

appear N both minority and female totals. %“hen thig occurs
it will e footmoted.)

lthe number of full-time minority employees as of June 30,
1970, was not available.
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at June 30, 1974, NASA°s work force consisted of 6l.3 pexr-
cent professional pearsonnsl and 38.7 parcent nonprofessional
persconel, as shown above. The distribution of minorities
and females in the professional and nonprofessional categories
is shown in the following table.

Himorities {ncte a} Females (nete a)

Total Percent Percent
Category emplovees runfer of cateqory Rumber ©f category ¥
Procfessional:
Support engineerirg 186 ] 4.3 1l 5.9
Scientific and ersfi-
neering 11,542 454 3.9 290 35
Life science 42 ¥ 2.4 2 21.4
Subtotal 11.770 {E3 3.9 310 2.5
pProfessional ad-
nintstratave ~3:485 41:1] 5.4 545 156
Total 15.252 (333 - 855 56
Konprofessionals i
®age board 1.454 173 1. 17 1.1
Technical support 4,403 192 8.3 53 2 .
Cierical and nonpro- %
fessionpal administra-
tive 3.642 479 13.2 3,288 90.3
Total 9,599 844 8.8 3.404 35.5
Total esgloyees 24,354 1,485 €.0 4,2:39 171

2inority females appsar in both minority and female columms.

The following table shows the breakdown of HASA's work
force by grade level and the breakdown of NASA's minority and
female staff by grads level.
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XASA established an EEQ coffire on September 1, 1971.
Before that time the EEQ function had been carried out by
NASA's Director cf Personnel on a part-time basis. HASA's
current Office of Egual Opportunity Programs {OEOP)} is
headed by an Assistant Administrator.

XaS8A has 10 major field centers throughout the United
States and the headguarters center in Washingtom, D.C. Each
center has an EED cffice that is directly responsible to the
center Director.

SCOPE OF REVIEW

In June 1973 the Chairman of the Senate Committee an
Labor ard Public Welfare requested that we review the
implementation OF the EEO act of 1972 as it applied to
Federal employees. In Decexzber 1973 we were asked to review
NASA's EEO program. ThiS report sets forth the results of
our review and discusses NaSaA's 1973 and 1974 EEO plans,
hiring and promotion practices pertaining to civilian en-
ployees, training and upward mobility procgrams provided to
employees, and coperation Of the discrimination complaint
svstem. This review Was linited to Nasa. Accordingly,
we did not evaluate CsC's examining process to ascertain
whether the process was fair to mincirites and
females .

At Nasa we interviewed officials In the EE0 office and
personnel office, EEO counselors, persons who had filed com-
plaints, and others involved with the BEO program To deter-
mine the confidence in and awareness of EEC at NASA, we ran-
domly selected and interviewed managers and Supervisors and
employees who had not filed complaints.

We conducted cur review from January to June 1974 at the
follewing Tive HaSa installations: headquarters. Washington,
D.C.: Anes Research Center, Moffet Field, cCalifornia; Lyndon
B. Johnson Space Center, Houston, Texas; Lewis Research Center,
Cleveland, Ohio: and George €. Marshall Space Plight Center,
Huntsville, Alabanma.

The Senate Committee requested that NA3SA nct be given the
opportunity to formally comment on this report.
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BASA'S AFFIRMATIVY BCTION PLANS

The Federal Personnel Mamnual (FP¥), .ssued by CSC,
states that an affirmetive action plan is an agency's
pledge of its commitment to assure trus EEC in all aspects
of its operations affecting employees and applicants for
employment. The EEO Act of 1972 reguired each Federal
agency, beginning in 1973, to annuvally prepare and submit
to CSC for review and approval a national plai: responsive
to the zgency's overall EEC needs and reguiring action by
subordinate organizational units to assure EEOQ.

In addition, agencies” field offices must arnually sub-
Nit regional plans to the appropriate CSC regicnal office
20 davs after the dque date fer the national plan. The re-
gional plans are to encourage affirmative action based on
local conditions. CSC regional directors are Tully respon-
sible for reviewing and approving agency regional plans.

KAasa's national plans for 1973 and 1974 were to ke
submitted to CSC by Hovember 1, 1972 a.d 1973, respectively,
and the due dates for the regional plans were Pebruary 1,
1973 and 1974.

CSC_GUIDELINES

C8C cuidance to departments and agencies On preparing
their 1873 and 1874 affirmative action plans reguired
nationai and regional plans to contain specific action items
to insure measurable progress during the plan®s lifetime (1
year) .

After reviewing the affirmative action plans for 1673,
CsC provided agencies more detailed guidance, inciuding the
fecllowing four par”. format for submission of EEC plans due
on or after Wovember 1, 1973:

~-An introduction briefly explaining the agency's
organizaticn and rescurces for carrying out EEO
and administering the discrimination complaint
system.

b
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--A report of accomplishmer te addressing each action
item in the mwrevicts yvear's plan by explais ip (1)
whather the item was accomplisned, and if not vhy
not, and {2} the results of the actiocn ani vhether
it achieved the desived effect.

--An assessment of the current EEQ situation citing prcb-
lems which regvire priority eattention and sclution.

--3 report of specific action items for the current
year based on problems identifisd in the assessment
of the current EEO status.

m

1973 NATIOHAL PLAN

NASA‘s 1973 naticonal plen was approved by the KASA idwin-
istrator on Novezsber 3, 1972, and by CSC on Harch 29, 1973.

xn approving the plan CSC stated that it provided a good
basis for an effective EED program. EBowsver, CSC advised
FASA that the following should b+ considered in developing
the 1974 plan.

{1} The plan should contain {a} additi-nal information
or provisions for submission of reports on esti-
mated number of trainees who will participats in
the upward mobilitr program, (b} the typss of
opportunities availakle to employees, {c) the
kinds of activities that are being undertaken
within the framework of upward mobility, and (4)
the results expected to be accomplished.

(2] The plan should assure that the selection proces
iz made on the basis of gqualifications and ﬂ921t,
without regard tc the race, celor, religicn, sex,
or national origin of candidates and that full
coempliance with the merit systes reguirements is
cbserved a2t all times.

{3) The Coordinator for the Sixtesn-Zoint Program for
the Spanish~Surnamed (now titled the Spanich
Speaking Program} should be responsible for iend-
ing expertise or providing input on the particular
needs and specific concerns of the Spanigh speaking.
The role of the Coordinator should bs clearly

[T,



described and he oF she should ke included as a
responsible official In many OF the action items.

{4} The Pederal Women®s Prcgram should not only rebate
1o recruitment arnd upward mchility, but should
also relate to other concerns of women, such as
part-time employment, career counseling, etc.

The plan should clearly defire the Federal Women"s
Program Coordinator®s role and interrelationship
within the EEO staff and at the same time spell
out assigned duties.

It appears that items 2 and 3 above were corrected in
preparing the 1974 national plan. The section on umpward mo-
bility programs (iteml) was more specific in the 1974 plan:
however, CSC instructed NASA to add centers' specific train-
ing projections, as received from the centers, to the national
plan. Concerning item 4, cSC stated that, In spite of some
positive action items 1O Increase opportunities for women
in professional positions, there appears to be a further need
for stronger identifiable Federal Women's Program activities.

A romparison of the action items iIn the agency 1372 plan
with the assessment Of each item, as stated by EaSa in the
accozplishment section of the 1974 plan, shows that KASA
@id not account for, nor accomplish, each planned item-

(See app. II for a list o each action item In the 1973 plan
and ItsS completion status at the end of the year.)

1974 XATTONAL PLAN

NASA's national. plan for 1974 was approved by the NASA
Administrator on January 25, 1974, and by CSC On February
26, 1974. In approving the plan, ¢sc noted that the assign-
ment of broad EEC responsibilities to center Directors and
other managers was a major strength of the plan.

In the assessment section of the plan, KASA identified
the following problems as requiring priority consideration

-~limited presence of minorities and women at senior
levels and midlevels,

--limited presence of minorities andé women in the pro-
fessional work force,

10
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--grouping of women in secretarial peositiuns,

—the need for supervisors to counsel employees on
upward mobiliity positions and the need {o have such
positions visible to employecs,

—lack Of understanding by rank and fils managers and
supervisors of their role INn £EO

--lack of incentives by supervisors to achieve organi-
zational EEQ goals,

—the "spottinesc”™ of EEC training of counselors and
supsrvisors throughort KASA,

--discrimination complaints based on sex and race which
generally revolve around promoticn selections, and

—~lack OfF credibility OF NASA"S EEO policy tO many
women and minorities.

KaSA's 1874 plan Includes action items related to the
above general problems as well as the more specific problems
Listed IN appendix IIX.

EEAPCUARTERS 2Z¥D CENTER PZ.ANS

KASA's OFOP reviewed the headguarters and centersg® EEO
plans before submitting them to CSC. The critiques of the
centers’' plans were not received by the centers until
January 1974. The critique Of the headquarters plan was not
received until March 1974.

The criticues suggested that all centers (1} incorporate
one of the formally approved componentg of NASA's upward
mobility rrogram, (2) provide for supervisor counseling
of lower grade and midgrade minority and female employees
on their work envizonment, training, and career geals, and
{3} include line managers in planning, monitoring, ané
evaluating thes EEC program.

OEOP commented an three main points In the headguarters
pIan which nesded strengthening. They were (i) clarification
between the headguarters FEO office and OEOP in the stated
accormplishment of action items, (2} lack of action items

il
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to support a situation, and {32} greater focus on recruit-
ment and hiring above the entry level.

On the bagis of the critigues, the headguarters and
center plans were revigad and submitted to CSC bhetween
February and Rpril 1974.

CSC APPROVAL 2N SUBHISSION

Por 1973 and 1374 HASA headquarters had not been desgig-
nated by CSC as an installation which smust snnually subait
an affirmative action plan for CSC approval. Esadguarters
Aid not submit its 1973 plan te CSC, but CSC asked to review
the 1974 headguarters plan. Beginning in 1975 NASA head-
guarters will be included in the regular EEO-plan submission
process.

Except for Marshall, the centers submitted their 1973
plans in Janvary 1973, but all were not approved by the
various CSC regional offices until September 1973. HMarshall
submitted Ita 1973 pian to the regicnal CSC cffice in Feb-
ruary and received final approval IN June.

Center plans for 1974 were required to ba submitted to
CSC on February %, 1974. Eowever 2ll were submitted late,
and only two received an extension from CSC. The reason
cited by mest of the centers for the late submission was
that OEOP's review Of the plan had not been made In a
timely encugh manner to afford revision and submission by
the specified date.

MANRGEMENT IVVOLVEMENT IN EEXQ

Only 12 percent of the 104 managers and supervisors we
interviewed had provided input for 1974 plans. Howaver,
about 65 percent felt they should provide input.

RASA has attempted to make supervisors more aware of
their EEQO responsibilities. 1In 1274 headquarters and the
various NASA centers were required to implemert affirmative
action plans at the organizaticnal level. Headguarters
and Jchnson havz already doze this and the other centers
anticipated doing It in 1974.

iz
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TRATNING OF PANRGERS AND SUPZRVISORS

During 1873 EEO training courses were conducted at
headgquarters and all centers except Ames. Not a2ll mznagers
and supervisors received this training. ndditional clagses
were planned for 1974. We wers advised that the Zmes EEC
officer and members of the Cormittes of EEG Counselors in-
formed organizational directors ard their staffs of the
SEG program.

SELP-FVALUATION PLANS

CSC requires each agency to pericdicaily evaluate the
effectiveness of its EEC program. The method of evaluatiorn
is left to the agency’'s discretion but musgt ke of sufficient
depth and detail to insure management thet all pregrem arsas
are reviewed.

The national affirmative acticon plan for 1973 stated
that MASA headguarters and each ceanter would establish a
plan for evaluating its BEEO program guarterly. Each center’s
plan and headguarters® plan provided for guarterly reports.
All the centers submitted reports: however, headguarters 4did
not. A standardized format for the 1974 guarterly reporis
was provided to the centers. »2mes', Lewis', and headguarters’
plans also provided for an annual evaluation to aid inm pre-
paring the 1574 plan; however, they were not made.

SUPERVISORY EVALUATION

Executive Order 11478 and FPM Bulletin 713-27 provide
that agencies must include in the rating of superviscors an
evaluation of their pzrfovmance in the area of FEEO. However,
only Johnson has done this. Limited criteria existed at
Johnson in 1973 for rating supervisors in the EEQ area.
Jchnscon planned to continue exploring available procedures
during 1974 to better evaluate managerial employecs. The
other installations and headguarters planned to include
an evaluation of a supervisor's EEQ performance in ratings
during 1974. As of May 1974 the method of evaluation hrad
not yet been determined at Ames and Marsghall. Lewis was
in the process of revising its appraiszal form to include
an element for rating EEC performance.
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BIRING GOALS AND TIFETADILES

On January 24, 1974, NASA informed the Congress of its
coxzzitment to achieve, by December 31, 19274, a permanent
minority corplemsnt of 6.1 percent and te place 80 females
and 80 minoritiss in professional positions. KASA also set
a goal to hire 136 minorities for nonprefessionml positions.

We 4id not attempt to evaluate the reasonablene3s of these
EEQ goals.

To insure attainment of its goals., NASA"S OEDP estab-
iished internal management targets of placing 96 minority
professionals, 11l female professionals, and 288 minority
nonprofessionals. The following table summarizes these
targets.

Blacemont gnnlq

Professicnal Nonprofessional
Center Minorities Females Minorities (nhote a)
Headguarters 20 20 47
Ames Research
Canter 8 6 26
Lewis Research
Center 3 4 18
Marshall Space
Flight Center 6 7 8
Johnson Space
Center is 15 30
other centers 41 59 79
Total 1) 111 208

|

@No goals were established for female nonprofessicnals be-
cavse Owver one-third of x&Sa's nonprofessional work farce
is female.

These goals were largely established from {1} anticipated

hiring figures for fiscal years 1974 and 1975 obtained from
the Office o¢f Institutional Management, (2} current wcrk

14
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force statistics, {3) an estimate Of recruiting possibilities
furnished by the Office of Fersonnel, and {4} an estimate Of
recruiting possibilities made by field EEC officers. However,
No brezkdown by mirority group (black, Avearican Indian,
oriental, Spanish speaking) was made for these projections.

CORCLUSTONRS

The involvement and comaitment Of management officials
is essential for the success of an EEC program since they
have the leadership responsibility. Program sSuccess will
depend considerably ON the acceptance, understanding, deter-
mination, and positive direction given by managers and super-
VISOrs. Fop maznagement to be effective In the conduct of
these responsibilities, managers and supervisors must not
only be trxrained for those responsibilities but should also
participate In the formulation Of the plans tO implement
the program. Asssciated with management support and leader-—
ship IS the need to not only evaluate supervisory performance
In the EEO area but also the program itself. This evaluation
IS needed to assess the effectiveness of management In iden-
tifying the factors and problems bearing oa EEO and an de-
veloping and implementing action programs to meet and over-
come obstacles to fulil egualization OfF opportunities.

RECOMMENDATIONS

wWe recommend that the administrator of Nasa insure khat
all installstions:

~--Make participation by managers and supervisors in the
development OF the affirmative action pians mandatory.

--Require ongeing EEO training for managers and super-
visors.

——Evaluate supervisors and managers on the bzsis or"
their EEO activity.

——Prepare at least annual evaluations of the EEO pro-
gram.

--Identify the causes for action items in the affirma-
tive actiorn plans not being accomplished.

15



P pro o + ——————————— et & T PHLTAED XIT et nmtbarmn

CEAPTER 3

KINORITY AND FEMRLT HIRING

¥ASA hired 3,149 permanent emplovees juring Ziscal
years 1971 through 1974 . CSC registers. unsolicited appli-
cations, and transfers of existing employees were the pri~
mary sources for these accessions.

~-Included In the 3,149 hires were 534 {17 percent)
minorities and 1,574 {50 percent) females. In con-
trast, NASA*s total permanent work Form of 24,854

employaes at June 30, 1974, included 1,425 {6 percent)

minorities and 4,259 (17.1 percent) females.

—-The 3,149 accessions filled 1,237 (39.3 percent? pro-
fessional positions and 1,912 {60.7 percent) nonpro-
fessional pesitions., At June 32, 1974, the mix of
NASA"s total permanent work force was 61.3 percent
profess.onal and 38.7 percent nonprofessional--the
opposite of the above hiring ratio.

--0f the 1,237 professional hires, 124 {10 percent} were

minorities and 168 (13.6 percent] were femaies. In
comparison, the June 39, 1974, permanent professional

work force of 15,255 included 631 {4.3 percent) minor-

ity and 855 {5.6 percent) female employees.

—The 1,912 nonnrofessional accessions inciuded 410
(21.4 percent) minorities and 1,406 (73.5 percent)

females. By contrast, NASA's June 30, 1274, permanent

nonprefessioral work force OfF 9,599 included 544
(8.8 percent) mincrity and 3,404 (35.5 percent) fe-
male employees.

RIBUTION AND AVERAGE GRADE
ACCESSIONS BY JCB CATEGCRY

DIST
$)4

The following tables show the distribution and average
grade level. by job category OF ¥ASA's total (3,149}, minor-
ity (534), a~d female (1,574) accessions f£or fizcal years
1871 through 1974.
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ACTEIONS BEING TRKEH TO INCREASH
MIKGRITY AND FEMALE ACCESSICHE

T et e

Recruitnent

NAS2 generally has not had an active recruiting program
in recent years for persons of any rz=e or color or of either
sex.

On February 2, 1973, XASA's Deputy Administrator approvesd
an agencywide recruiting plan designed to increase the
hiring of mincrity and woxen professionals. 1In asproving
the recruiting plan, NASA's Deputy Administrator stated:

"A review of XaSA's recent hiring performance suqg-
gests a change is necessary in the method and/or
the philosophy oOf recruiting minorities and females
for professional positions iIn the agency. * * %
Although we can acknowledge certain clear limita-
tions ixposed by the number Of either entry OF
above entry candidates available and by the impact
created by the CEC appointment requirements, it is
clear that a different approach must be used to
improve our statistical position with regard to
equal ovportunity as well as demonstrate our cox-
mitment to the principles of this program.®

‘fhe recruitment plar for professionals is being implemented
at headquarters by three =minority professionals {cwo males
and one female) who were hired in late arch or early April
1974. The <oijectives of the recruitment plan are to (1)
mobilize activities to achieve iIncreased hiring of minority
and female professionals throughout x¥asa in 1974 and {2)
undertake related activi=ies essential io developing a sus-
tained and improved egual opportunity recruitment program
€or the future.

NAS2's goal Is to piace at least 80 minorities and 80
women IN professional pesitions and hire 136 minority nonpro-
fessionals durine 1574. As of December 31, 1974, NASA had
hired 131 minority and 125 women professionals (34 minority
females are inclu:l2Z INn Soth groups) and 207 minority non-
professionals {537 males and 150 females). Through upward
mebility NASA had also placed 28 mircorities and 89 woren (15
minority females are included in both groups) in profes<ional
positions.

i
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Cooperative Education Program

A Cooperative Education Program has for a long tire been
a prime source Of highly guziified emplovment candidates for
NASA. In congressional tesczimony, KASA stated tkhat initially
the program did not have the intent of bringing women and
mincorities into the agency, but was designed instead to at-
tract students at collegas into a work-study program to help
train engineers, scientists. and administrative people in
general for NASA employment activities. HASA also stated
khat-. it had only been In the last year oOr two that the pro-
gram had been used to help attract mirorities and females
into the technical fields. Under this pgogram students al-
ternate semesters studying at school and working at a NASA
instaliation.

Headquarters and the four NASA centers have implemented
Cooperative Education ?rograms for professionals, but the
degree or' success 1IN airing =inority and women graduates €or
permanent employment has varied considerably. FcB example,
at Jchnson a total of nine minority students in the program
graduated during July 1, 1975, throuch February 1974 and
three wer= hired. Puring fiscal yeas 1972 ¥arshall extended
offers to all six of its minority graduates in the _srogram,
but two declined due to higher offers from private industry.
No students involved in the orogram were hired irn fiscal year
1973, but daring f£.scal year 1974 Marshall planned to hire
a total of 20 students, including 7 mincorities and 4 woman,
At Lewis, only 13 permaneat professional positions were
filled during 1973 and, Of these, 2 were filled with gradu-
ates in the program. For 1974 the cooperative program was
increased to a total of 40 students and as oOf Maxrch 19, 1374,
positions had been committed to 3 women and 2 blacks,

uasA has increased the total enroliment in this pro-
gram fycm 719 as of June 30, 1973, to 847 as of June 30, 1974.
Enrollment IS expected to reach %30 by the end of fiscal
year 1975, For fiscal year 1874 ¥ASa established program
goals of 24.3 percent for minorities and 16.$ percent for
“females. However, at the end of Tiscal year 1974 the per-
centage of minorities and wocren in the program was 22 percent
and 1&.1 percent, respectively. This compares with the pr-
centage OF minorities and wo=zen enrolled in the program of
12.2 ané 9.4 percent, respectively, in June 1972. AN april
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1972 was composed of only 2.5 percent nminorities andé 3.4
percent women.

Statistics based on 1270 census data, published by the
Institute of Electrical and Zlectronics Engineers, showed that
there were abeout 1.2 million persons in the engineering work
force. &About 37,000, or 3.1 percent of the work force, were
minorities (about 14,800 or 1.2 percent of the engineering
work force were black and about 22,200 were Spanish surnamed,
oriental, or Indian). Women in the enginearing work force
totaled asbout 19,600 or 1.6 percent.

The statistics published by the Engineering Manpower
Commission, whica furnishes engineering data to the Bureau Of
Labor Statistics, Department of Labor, showed that 43,429
bachelor degrees I engineering were awarded 1IN 1972-73. Of
these degrees, 524 or 1.2 percent were awarded to womsn and
1,899 or 4.4 percent were awarded 10 minorities. OF the
1,699 degrees awarded to minorities, 574 were awarded tO
blacks, 721 to Spanish surnamed, 568 tc Asiatics, and 36 to
American Indians. Dpuring the same period women reccived 202
masters degrees and 39 doctorate degrees in engineering, and
minorities received 403 masters degrees and 78 doctorate
degrees in engineering. A total of 16,718 masters and 3,587
doctorate degrees in enginzering were awarded during 1972-73.

NASA lagging in hiring nonscientific
and nonengineering minorities and females

Cormpared with other Federal agencies, NASA has lagged in
placing minorities and women in nonscience and nonengineering
occupations, At our request, CSC compared the minority and
female representation, as of February 28, 1974, of seven
NASA locations with other Fedzral agencies in the same geo-
graphic area. The study covered IC nonscience and nonengi-
neering occupvations with a nix of professional and nonpro-
fessional positions. The study showed that wasa had the
loewest percentage OF minority representation in all 14 occu-
pations and the lowest percentage Of female representation in
7 occupations. Tre folleowing chart gives a more detailed
view of the study,
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Comrarison
Renr2senta

fercent Percent
Nurter of of
of Tcral ferale Tonl ™MiNor-
agency  Total ferale recre- Tinor- ity rep-
loca- erplcy- erplov- senta~ 1T em- resenta-
Occupx icn zency tions ees ces ticn riovees tior
ferscnzel management RSA =z 15 27 235 1 ¢.1
{thers 14 3i9 85 27.¢ 42 13.2
rersoenel, clerical =_SA ¥ 145 132 97.9 12 B.3
and assictance Cthers 13 233 222 6.3 102 <3.8
Clerk-steno an3 WASA K 230 pice 10,0 22 11,0
reprrter sthers 15 803 799 D5 230 2B.R
Secretary WASA 3 1.157 1,132 D4 100 8.6
Lthers i3 3,64 3.423 S3.8 3,410 4% 3
Cleck-~Tyrist ASA 7 650 639 95.3 155 23.8
Cthers 15 3.933 1,827 93.3 3,034 53.3
¥anacement analysis TSA 7 66 1 16.- 2 3.2
zhers 13 378 111 23.2 52 10.2
Accounting auvditors WSA 7 229 18 79 12 5.7
Ctrers 13 B&3 117 13.6 143 16.¢
Accountiing technician HASA 7 5e 51 86.4 6 10.2
{thers 12 420 274 66.3 174 .=
Voucher examiner IASA [ 46 44 b7 3 6.3
Cthers 10 132 164 .6 74 56.1
Sudget znalysis XXSA & 43 E] 3L.E 2 3.3
thers 11 323 110 33.5 33 10.3
Faotocraphy KASA [ 101 3 l.¢ 8 N
Cthers 2 67 1% 28,4 15 24
Procursement, contract preth 7 616 e3 13.3 17 2.&
admizistration Ciners 1c 471 162 33.4 74 15.7
Precur=tent, clerical ASA 7 133 123 el.2 11 e3
and assistance cthers 8 40 5 87.5 14 3s.o
%,
Surply, clerical ang SA 7 138 3G 2.7 14 1c,1
techrician Orrers 132 212 105 49,5 117 55.2
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C5C officials stated that perhaps one roason for FASA's
lagging behind other agencies was that EASA had not made a
large enough effort to recruii min - ities and females,

Eighty-one percent of 2ll nenorities hired fer clerical
positions at Johnson during 1973 were recruited through a
Worker-Trainee Opportunity Procgram and its predecessor pro-
gran--the Public Service Caresrs Program. Johnson had made
special efforts to increase the nusnber of minority clerica:
hires. For example, during 1973 Jchnson implemented 2roj-
ect HMORE--Minority Outreach Recruiting Effort--to acguaint
the faculty and students of predominately minority high
schools and colileges with the advantages of working for
Johnson. This program sesks to increase #ie numbeyr of minor-
ity eclerical employees through career counseling, skills re-
finement, and test counseling,

Headguarters has actively recruited for nonprofessional
wlerical positions since agbout 1964 at minority and non-
minority high schools and scme junior colleges in the b.C,
metropolitan area., The nonprofessicnal clerical recruits are
placed in the headguarters reserve complement, in the 0ffice
of Personnel, in grades GS-2 or GS-3 for temporary assign-
mente in variocus offices until they are permanently placed.

NASA planned to analyze the potentizl sapply of minority
skills from educational institutions ksfore the £ail recruit-
ing drive. In the geocraphic area near Marshall, an Army
command wae scheduled to complete similar analyses by Septem~
ber 1974, The purpose of the Army sponsorsd study was to
identify the potentisl supply of persoms from educational
institutions with selected skills to develop informaztion
neecded for mission reguirements and EEC gozls. Because this
information appeared vital to establiching EEQ goals and to
preventing duplication of effort, we suggested to Marshall
officials, and they agreed, to coatact the Army command to
share the information obtained,

¢sc IS conducting a natioawide study on the availability
of persons with professional skills. However, C3C had no
plans for determining the availability Of persons with non-
professional skills and had not considared obtaining informa-
tion on a regiomal basis,

23



Reductions in force

MASA has reduced its work force from 31,223 as of June
30, 1978, to 24,854 as of Juns 30, 1974—a reduction of about
20.4 percent. These reductions have affected NaSa's ability
to hire new employees.

KASA's Administrator, In a report dated December 19,
1973, stated that reductiens in force, reductions in the
average grade, reduction of personnel dollars, and overall
budget reductions have created constraints and an »nvironment
which has diminished the zbility to hire and retain employees,

In testimony before the Senate Committez oOn Asrcnautical
and Space sciences, the Assistant Administrator for NASA's
EEO programs said that, dusing the time Of reduction, hiring
had been less than it would have been during a period of
growth, or even in a steady-state organization, and It was
difficult to make dramatic improvements in the percentages
of any group of exployees if the total nurber of new hires
was small. He also stated that, of the hiring that NaSA had
been able to do, minority hiring rater were 10.3 percent in
1971, 13.2 percent In 1972, and 16.3 percent in 1973 and
that hiring rates for women were 43.6 percent In 1971, .5
percent in 1972, and 50.8 percent in 1973.

£SC and the examining Process

As of December 1974 NASA only had direct hire authority
for certain clerical positions at headquarters and two cen-—
ters. In the past various HASA centers have had direct hire
authority fo. entry-level engineering positions. &1l other
GS and wage board positions are filled by indirect hiring
from CSC registers, transfers, and persons with reemploymant
rights.

We did not review the CSC examining process to ascertain
whether the process was fair to minorities and females. This
will be the subject of a separate review. xasa officials
stated that minorities were not scoring hich enough for their
names to appear cn the CSC register from wnich HASA selects
applicants. Fos example, Marshallfs E20 director stated
that there was a shortage of minority clerkx-typist and steno-
grapher applicants on the register due to the difficulty cf

o
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the vocabulary parts of the examrinaticns. 2 plan k3s been
discussed within NASA, for presentation to CSC, which would
2llow an applicart for a lower grade position to bs eligible
for hire providing the applicant (1) was a high school grad-
uate, (2) furnished CSC a2 school certificate of typidg or
shorthand proficiency with a2 statement that the certificate
resulted from tests during the past year, and (3) agreed to
an employment contract settirng forth a2 l-year probationary
pericd during which the applicant's skills would we evaluated.

SELECTILN PROCESS

We attempted tO review the selection process at head-
guarters and the four centers to determine whether they pro-
vided for equal oppertunity consideration of a3l qualified
applicants. However, CSC does not require agencies t2 main-
tain documentation on how selection IS made from =211 cadi-
dates considered for a pesition. Therefore t 2 eould not
deter=ine whether applicants with similar quaiifications were
given equal consideraticn.

Consistent with €SC regulations, NASA uses the merit
promotion plan In selecting persons to Fill vacancies.
Rating panels are used tc evaluate applicants for all supar-
visory positions, Either the rating panel Or a perscnnel
staffing specialist prepares a certificate for the selecting
official Who IS responsible for final selection. Because
the certificate does not identify whether an applicant is
a minority or a woman, WE could not determine whether equal
consideration was providad,

CONCLUSIONS

Absence of minorities and females ONn the CSC registers
rom which NASA selects most of 1ts new hires is a problem
that =ust be resolved. We believe mNAsa and ¢sc need to
jointly pinpoint the causes oOf this problem and take correc-
tive action,

Apparent.y there iS a severe shortage of mincrities and
females INn the professional scientific and engineering fields
that compose almost one-haif of NASA's work force. Aalso, iIf
the reductions in force arnd hiring ceilings NaSA has experi-
enced in recent years corntinue, NASA'*s capacity to improve
1ts 20 posture through hiring will be further limited.
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Accordingly, KASA has recognized that special esforts
will be reguired to cbtain minoritiszs and femzles znd there-
fore has approved a NASA-wide recruiting plan designed to
increase its hiring of minority and ferale professionals,

2elizble and auvtheritative data on the number of minor-
ities and femzles graduating or otherwise amvailable in the
variocus professional and nonprofessional fields was limited,
Ve believe that CSC needs to provide such data on a national
and regional basis (1) bescause analyses of such data would
aid agencies such as LASA in setting realistic hiring goals
and developing effective recruiting plans and {2} so zgencies
don't waste resources duplicating such data. A&nalvsis cf
data of this tvpe could zlso be useful in helping formulate
Government-wide poliry for sttracting minorities and females
into occupations where there are shortages of thnem,

Ye could not conclusively determine if eguel opportunity
was being provided to minorities and women by NASR in the
£inal selection of job applicants because records showing
the basis for selections are not reguired by CSC and were
not maintained by NASA. There aprears to be a need for a
system to track applicants, by race and sex, from the CSC
register through the selection or rejecticn process.

RECOMMENDATICNS

We recoxmend that the Administrator of KaSa and the
Chairman OF CSC identify the causes of the apparent low per-
centage OF rames OF minorities and females which are re-
ferred to Easa from the €sC registers so acticen tan be
initiated to correct this problem.

We further recomrend that the Crhairman of CSC

--analyze the pcotential supply of minorities and females
with selected skills and make such analysis available
to all agencies to insure that reaningful and realis-
tic EZ0 geoalg can be established and co idrntify
occu; tional categories with sihurtages OF mincrities
and females and

--devise a system whareby CSC and other Federal agencies
can track appli~snts, by race and sex, on CSC rigis-
ters through the sz2lection or rejection process--such

& system should protect the anonymity of the individual.
P
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CHRPTER 4

CAREER DEVELOPMENT FCR PRESENT EMPLOYEES

The EE0 Ac of 1972 and Executive Order 11478 provide
that present employees be given the opportunity to use their
skills to the fullest extent possible and also bhe given the
cpportunity to enhance their skills so they may pezfornm at
their highest potential and advance according to their abili-
ties. We reviewed headguarters and center progrars for em-
ployes carecer cevelopment and advancemsnt and fou @ that
emplovees generally were afforded opportunities te partici-
pate in training courses and advance in their careers. Norm-
ally it is NHASA policy not to reject an employee's reguest
for training.

NASA installations generally were not specific in their
1973 and 1974 zffirmative action plans concerning the number
of minorities arid females that would be provided training.
The plans generally stated that evalnations would be made
of promotion actions and instances where promotions had nos
been =ade to determine if trends existed. Because ¢f the
vagueness IN the plans on these matters, we could not deter-
mine whether the installations accomplished their geals.

TRAINING

¥ASA headquarters and center programs make training
courses available to emplovees. NASA installations are
separate entities and have designed training prograss to
meet their own needs, ({Since the type of training &ata avail-
able at each installation differed, we did not compare data
from one installation to data from znother installzation.) Ve
found that:

— AtHASA headguarters in 1973, $149,194 was spent for
training. OF this amount, $24,819, Or 17 percent, was
spent for minority erployees and $54,397, or 36 per-
cent, was spent for female emplovees., 'These percent-—
ages are about the same as the proportion of these
groups in the :.eadguarters work fTorce.
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--3t Ames during 1973, minorities composed 10.4 percent
of the Ames work force and perticipated in 8.8 per-
cent of the training courszes, Females composed 17.4
percent of the werk force and participated in 21.8
percent of the training courses.

--At Johnscop during f€izzal year 1973, the percentage of
minorities and females participating in training com-
pared to th: percentage of winority and fewmale repre-

sentation <u the work force is shown in the follecwing
table.

Percent ¢f trainina Percent of emplovees

received in category
Minority Female Minority Femala

Technical sup-~

port 11.3 19 7.8 2.8
Clerical 0.7 97.9 il.5 83
rofessional

administra-

tive and

scientific

and engi-

neering 2.0 5.5 39 3.6

No females received full-time graduate or undergraduate
study during fiscal vears 1971-73, although 47 white
males and 4 minority males did. Participation in this
training has decireased from 38 wmployees in fTiscal year
1971, to 8 in 1972, and to only 1 in 1973, In the

first 6 months Of fiscai year 1974, enrollment increased
to four.

— AtLewis im 1973, 1,571 employees participated in 344
training courses resulting iIn 2,578 course participa-
tions. Minorities representing 3.9 percent of tke
Lewis work foree received 4.7 percent OF the training.
Females resresenting 10.5 percent OF the Lewis work
£orce received only 6.9 percent of the trairning.
Minorities completed an average of 1.9 ccurses and
females an average of 13 courses. Ths average for
all employees was 16 courses.
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--At Marshall, the training program is divided into four
categorigs: internal, interacency, long-term non-
Government, and short-term non-Govaznment, For fiscal
vear 1973, minorities, composing 1.9 percent of the
work force, accounted for 5 percent of the training
courxse enrcilments. The psrcentage of minority pax-
ticipations was g-eater than the minority repressnta-
tion in the work force in only the interagency and
short-term non-Government categories. Pemzles rep-
reserted 15.7 percent of the work force and partici-
pated in 20 percent of the training. The percantage
of female participacvions was greater than the female
representation in the Marshall work force in only the
short-term non-Governrent category. Internal, intep-
agency, and long-term non-Government training was
primarily for supervisors and professionals and Mar-
shall did not have many minorities and females in
these positicns,

The schedules In appendix IV show the results of our
analysis of training,

PROMOTICHS

Career promotions

Career promctions are based on an employes®™s growth
within a career ladder or succession of grades from a
trainee level to a full-performance level In a given line
of work. Promotions are not subject to corpetitive proce-
dures. According to FPM guidelines, career ladder promotions
may be awarded if the follecwing conditions exist:

--Competiticn was held at the entry stage and potential
candidates were advised that initiazl selection could
lead tO promotion,

--all employees within the career ladZer group are given
grade-building experience.

--a11l employees within the career laddar group are pro-

moted as they demonstrate ability tc pesrfora at the
next higher level.
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--There is enough work at the full-performance level
for all employees in the career ladder group.

With the excepticn of Marshall, each installaticn has
committees that meet pericdically 1o evaluate recommenda-
tions for career promotions, Some committees have the auth-
ority to act on promotions while others do not, At soms
centers the personnel cffice approves all promotions.

The career ladder promoticn system was designed by CSC
to eliminate competition abova the entry level among em-
ployees, However, all of the installationsvisited were op-
erating under an average-grade-ceiling control imposed by
HASA headquarters as directed by the Office of Management
and Budget, A grade-ceiling control fcreces installations to
rank employees and prorate only the best. The effect is that
employees qualified to perform at the next higher level zre
not being promcted,

Merit promotions

The NASA-wide merit promoticn plan outlines procedures
for £iliing vacant positions, including trade and lazbor pos-
itiong, competitively at and below the Gs-15 level. The plan
does not guarantee pro-notions but IS intended to insure that
all qualified employees receive fair and eguitable considera-
tion for promotion opportunities. Since the NASA plan in-
corporates FPM guidelines, i% specifies conditiocns under
which competitive procedures must or must not be used.

The plan provides that, if at least three highly qual-
ified candidates can be identified within a major organiza-
tional unit, consideration need NOt be extended beyond this
unit. However, If three such candidates cannot be identi-
fied, the area of consideration must be extended to include
the entire installation. |If three candidates still cannot
be identified the area of consideration must be extended to
all xasa installations. re area of consideration, however,
can be limited zo an installation under certzin conditions,
but the plan encourages the use of a NASA-wide arsa of con-
sideration IN £iiling GS-14 and GS-15 positions.
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Usually, emplicyees must reQuest that they be considered
to £i11 vacant peositions. However, supervisors may suvbnit
nanes of employees believed to be well qualified for pos-
jitions,.

Each candidate IS evaluated by a rating panel UP a
personnel stzffing specialist and classified as either
highly gualified, qualified, or ineligikle. A list of the
best qualified candidates 1S furnished to the official who
makes the £inal decision.

An empleyee not Selected can request the persecnnel
office to furnish the name or' the candidate selected and
information ON

~--whether the employee was found to be gualified

b

--vhether the employee”s name was included on the list
furnished the selecting official; and

--what areas, If any, tie employee should improve tO
increase the chances Zor future sslecticn.,

Results of promotion data analyses

We examined the promotion data for all of HASA's
seven job categories for fiscal years 1971 through 1974,
Our analyses follow,
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FY 1374
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&3AInisTTI~
tive <483 Fad 133 188 € 22 258 k3] 49 454 47 154
(39847 26,91 19.85 (21.2} 8.1 (13.0) 15.7} £31.8)
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fessicen?  §,583 1 i 2L 1 ho &7 5t 69 2.3C8 5% 196
5.1 {1i.3 (5.4 [§34 [ 11 {6.0) €.y {15,0)
Soaprofessional:
wage board 73 sa 2 s 25 T 297 35 X 213 2 3
{12.33 (0.~} {33,392 {3.€} f1i.91 13.31 1le.0} (3983}
Techoical
sTprort 7L 52 9 Yy i3 S 238 Il 6 539 5% 21
{7.23 1.2 €13.3 . (2.6) 12,2} 3.9}
Clesical
&d coh-
Frofessicral
sGmanistTa~
Tive 811 1% (32 1% &3 i 412 9 3%e 852 161 798
(11.€) {91.: 27.6° {58.33 f2i.6} {91.7% {118.35) {3317}
Total pon-
professicnal 2,053 212 627 L3 BS 163 937 143 385  1.604 250 822
tio.3? 1. 138.2% {35.8% 15.%9) {41.11} 15.6)  {31.2}
Totml esplovass 3,658 33 1,535 3 2 133 ),‘BM 135 454 2i9!2 353 1,618
= & gEE T OOEE ey a3 (T ar ot
Bcte:

Parcent of category s2own 1= paranthesis.

“tisority Sesale promstions sopear i Both rmaterity and fesale columns.
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Further analysis for each center is contained in appendix V.

Tirme-in-grade analvses

We also made a limited analysis of employee time in
grade. Our sample cases were selective and the aumber of
cases exanii.«d was srall. Accordingly, the results mav not
necessarily be conclusive or indicative of the overall sit-
uation.

At headguarters for fiscal year 1971 through the Tirst
three guarters of 1974, we exanined three job series vwhere
either minority femaies and white females or white females
and white males were promoted to comparable grade levels.
(These situations were not present in each year.} we found
that £or promotions

--to a GS-7 secretarial position the average time 1IN
grade of minority females exceeded the average for
vhite females IN 2 of the 3 years exzmined;

--to the next higher grade program analyst the average
time in grade of white females exczeded that of
white males for the 3 years examined; and

——10 the next tigher grade contract and procuremsnt
specialist, the average time in grade OF white males
exceeded the average of white females for the 2
years examined.

At Bmes we examined a survey performed by Asian male
employeses vhich showed that they were approximately one
grade lcwer than white males although the Asians had more
work experience, The survey alszo showeld that Asian males
vere spending mcre tize in grade than white males, The
Ames Director stated that the survey results indiczted dis.
crimination against Asian males and that he intenged to
take necessary action (mainly promotions) to rectify the
situatioexn.

At Johnson we examined, by grade level, the average time
in grade for each major job category as of June 30, 1873.
For 15 grade levels in 5 major icb categories, minorities
and/or females spent longer per:icds OF time in grade than
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the average for all enmployees. Twealve of these levels were
in cereser lzaddéer fields and did not reguire compatition
among employees,

At Lewis the zverage time in grade for 39 (3 mincority
males, 2 minority femzles, 16 nonminority males, and 18
nonminority fermales) of 18% employees who received career
promotions in 197> was 51,2 months. The 39 promotions
selected for review included 16 clerical, 5 wage board, 4
technical support, 3 professicnzl administrative, and 11
professional scientific and engineering positions. For
females the time in grade was slightly higher but for min-
orities it was more than 10 months lower.

At Marshall we analyzed time in grade by grade Bevel
and category for fiscal years 1971, 1972, and 1973. During
the period all employees were situated in E34 positioans
(various grade Levels and categories). In compariscn with
the total work force, the averzge time In grade for minori-
ties was less 1IN 26 (14 nonprofessional) of 52 positions
and egual in 4 (2 nonprofessional and 2 professional).
There were no minorities in the remaining 82 positions. In
comparison with the total work force, the average time iIn
grade for females was less in 41 (20 nonprofessional and
21 preofessionsl) of 77 positions and egual for 9 (4 non-
professional and 5 professional) positions. Thexre were no
females in the remainirng 57 positions.

USE OF PRESERT SKILLS

With the exception of NASa headquarters, installations
had conducted skill-utilization surveys to identify under-
utilized employees. The scope Of these surveys varied at

a3 ey i 3 3 jve v A
S2ENupaSRTAG 11 it S:Sengusted e hRURReReNS Iy apstrysy 2Nd
during annual performrance rating sessions held with ewrploy-
eeg. Ihe scope of the surveys at other locations usually

was limited. For exarple, Ames conducted surveys when needed

1o identify an employee to £ill a specific:position. We
were advised that at Johnson comprehensive surveys were not

made because (I) the data obtazined quickly became obsolete
and {2) the center was in a refhetion-id-force situation
to reduce the work force and the averace grade level.
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Four of the five NASA installations were restructuring
jobsz so that lower level employees could compete for positions
that afforied them promotion potentizl., The number of jobs
restructured at each location was small.

Each installation has identified, or was in the process
of identifyving, employees who have college degrzes and are
occupying low-graded positions. These enplovees, whare
possible, will bs given opportunities to accept positions
having greater responsibility and promotion potentizal, At
twe cf the four installations where this action had been
completed some results in advancement had been attained.

NASA'S UPWARD MOBILITY PRuUGRAM

The term "upward mobility"” was first used by CSC
In 1876. The term was new but the concept was not, CscC
defines uprurd mobility programs as

ax ¥ o systematic management efforts that focus
Federal personnel policy and techniques--classi-
fication, counseling, selection, *raining, and
development and evaluation--with the goal of
developing and implementing specific career laddars
for lower level employees possessing the potential

to do higher level work In their agency,”

The training provided in upward mobility pregrams differs
from the training discussed previously iIn this chapter In
that it provides lower level employees developmental oppor-
tunities that go keyond normal staff improvement programs.

The EEO Act reguired each agency to establish an up-
ward nobility program In its affirmative action plans, In
1973, without guidance from CSC, NASA headquarters developed
an upward mobility pregram composed OfF five components.
NASA's program contains the following ccmponents.
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Continuing Education Program {CEP} I

CEP 1 is a continuation of emplcyee developnent pro-
grams which allow employees to attend courses, at NaSa's
expense, after working hours. There are NO limits 1O the
nunber OF courses employees can take. The courses do not
have to ke job related, Under this program applicants
must have permanent appointments in nonprofessional posi-
tions at the Gs-9 level or below Or hold eguivalent posi-
tions and have 1 year of service with xasa.

cep If

CEP 11 is a goal oriented prcgram which allows employ-
ees to attend school, at MASA®*s expense, up to 8 hours a
week during normal duty hours and after hours. Employees
applying for this program must have a designated goal and
a plan to reach this gocal. To ke eligible employees must
have 1 year of service with KaSA; hold permarent, norpro-
fessional positions at the G$-3 through GS-9 level or cgquiv-
alent positions; and have accumulated 12 semester hours of
college credit.

Growth Opportunity

Growth Opportunity allows employees with demonstrated
potential. to be competitively selected and trained in
careers unrelated to their past occupations, To bs se-
lected candidates must met appropriate CSC grade-level
gualifications for the position or have an adeguate back-
ground to indicate potential to perferm in the target posi-
tion, Candidates must De rated by tws pscple who know them
and their experience and performance. The target positions
are paraprofessional, To be eligible candidates must be
nonprofessionals in grade Levels GS-2 throsugh GS-3 or hold
eguivalent positicns and have been NASA erplovees for at
least 1year.

Specialty Training fcr Entry Professionals (STEPp)

STEP enables nonprofessional employees in grade levels
GS-5 through G3-10 and eguivalent Wage Grade (wWG) levels to
move through the competitive selection process to profes-
sional, administrative, or technical positions having pro-
motion potential to G3-12. Employees entering at grade
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GS-5 through GS-8 are eligible for promctions after a vear
of successful training. Candidates entering at GS-2 and
GS-10 levals are eligible after 1B months of successful
training. To be eligible for STEP candidates must have at
least 1 vear of experience with EASA, be in a nonprofege
sionzl positicn, and have a caresr or career-conditional
appointment.

Crossover

Crossover is openh to emplovees in professicnal posi-
tions at the GS-5 through GS-15 levels who have demonstrated
potential. Candidates are seiected competitively and trained
in career fields unrelated to their past occupations.
Participants in Crossover are eligible for promotion or
reassignment at the end of their training. They also have
the potential for further promotions. To be =ligibls
candidates must have at least 1 year of service with HASA
and hold career or career-conditional appointments,

Upward mobility programs at
NASA installations

Each IASA installation included upward mobility as an
action item in its affirmative action plans for 1973 and
1974, The installations, however, approached upward mobil-
ity differently.

NASA headguariters

Oans hundred fourteen persons applied for STEP in
Septerbar 1973 and eight were selected., The selected em—
ployees incluled one mincority female, two minority =ales,
one white male, and four white females. Seven of the
particivants were in dead-end jobs. Plans for 1974 were
to &dd an additional eight participants in September.

NESA headguarters has employees participating in the
other components. At the end of June 1974 (1} 32 employ-
ees--12 white females and 13 minority females--were parti-
cipating in CEP I, {2) O employees--5 white females zand
4 minority females--were participating in Growth Cpportu-
nity, and (3) 2 white females were participating INn Cross-
over. In August 1973 nine employses--one minority male, six
minority females, and two white females--started partici-
pating In CEp If.
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Ames Resszrch Center

Ames plamn=ad to implemsnt STEP and Growth Oppcitun-
ity in 1974, In addition, Amas pians to continue its own
upwrard mobility program called Project Breakthrough. This
project was announced in September 1970 and was an cut-
agrowth of ancther program started in the late 1950s feor
employees at the WG-1 level, Project Breakthrough provides
emplovees two types of opportunities--training for =z speci-
fic job or geunsral training for job advancement. Being
selectad for ceneral training doss not guarantee employees
positions--they must compete for vacancies when they occur,
Being selected for training does not guarantee preomotions,

The project is open to all. ames employees In grade
levels below GS-9 and wG-10. Each directorate and/or divi-
sion competitively selects candidates for training and the
tarcet positicas, Due to complement Iimits selected
candidates are from within each organizational szgment.
Employees are selected using NASA's merit promotion pian
and are rated on their experience, training, performance,
and growth potentia:,

Participants In the project are trained for the follow-
ing types of target positions:

--¥WG positions - modelmakers, machinists, instrument
makers, electricians, plumbers, and equipment
mechanics.

--GS positions: branch secretaries, accountants, pro-
cureme:it and personnel clerks, technicians, engi-
neers, physical scientists, etc.

As shown in the following table, In 1973 siX employees

(one white fe=ale, two black males, and three white males)
reached their target positions and advanced.
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FPrevicus Target

CGrade Jocb Grade Job

we-1 Janitor wWG-8 Automctive mechanic
GS-4 Librarv technician GS-7 Librarian

wWe-4 Stores attendant GS-7 Supply technician
WG-1 Laborer WG-5 Automotive mechanic
WG-1 Laborer WG-8 Pipefitter

WG-1 Lakorer WG-8 Pipefitter

As of ¥ay 1974 Ames had 27 employees--6 vwhite males, 7
Spanish-surnamed males, 10 vhite females, 3 bluck females,
and 1 Spanish-surnamed female--participating in the proj-
ect. All project positions were filled,

Johnson Space Center

Before October 1973 Johnson did not have an upward
mobility program. Officials attributed this to kudget
constraints an@ recnirements 1O lower average grade levels,
The Growth Qpportunity component was implemented in October
1973 and was selected because it provided the mechanism to
satisfy a current manpower need.

Additional employees were nseded in personnel, center
operations, and procurement areas., The parsonnel office
decided to select and train nonprofessicnals to £ill these
needs rather than hire additional professionals, Positions
were created for eight procurement assistants, cne incen-—
tive awards assistant, one office support technician, and
one persaanel assistant. These positions were designed for
employses at the GS-5 and G5-6 grade levels and provide po-
-tential to the GS-7 grade level. One minority female,
seven white females, and three white males were selected.
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Johnson planned to open 12 gdditional upward robility
positions in July 1974, 1Its goal is to fill these positions
with seven females and five minority emplovees. The par-
sonnel officer, however, believes the gozl for minority
exnployees may not b2 realistic on thke basis of past achieve-
ments. Of 108 applicants for the 1973 openings, only 8
mincrities applied.

Lewis Research Center

Lewis plzaned to implement STEP in 1974, cCandidates
for STEP will enter at the GS-5 through GS-£ levels with
promotic.: potential to GS-1l or GS-i2. Examples of pesi-
tions to be ircluded are: contract specialist, supply
systems analyst, management analyst, persaonnsl management
analyst, and security specialist. Lewis anticioated that
three to five positions would be available during the last
aa2lf of 1974,

Lewis considers employees taking ccllege courses at
the center and at local universities as CEP I participants.
The remaining three ccoponents--CE? 1I, Crossover, and Growth
Opportunity--were scheduled to be announced in 1274,

Lewis did not have a formal. upward mobility program
before 1974 but considered programs such as skill-utiliza-
tion reviews as sezrving the same purpose--identifying em-
ployees with interest and poteatial for higher level assign-
ments, wouring 1973, of the 53 merit promotion actions
occurring, 25 were relaced to upward mobility.

Marshall Space Flight Center

Marshall planned to implement STEP by June 1, 1974;
however, it did not meet this goal and was plauning to
implems 't STEP in the first quarter of fiscal vyear 1975.

If STEr is successful Marshall will implement Growth Oppor-
tunitv in 1975. Flans ave to identify bstween 5 and 10
STEP positiocns.,

Marshall accemplished Its 1972 upward mobility action
items through two existing career development programs--Pre-
rrofessional Career Training Program and Vocaticonal Coopera-
tive Treining Progra-. The preprofessional program provides
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emploveas training for career ladder positions, and the
vocaticonal program traing temporary emplovees to £ill
technician positions,

&s of April 30, 1974, Marshall had 71 people enrolled
in thase programs. The following table categorizes the
enrollses.

Preprofessional Vocational
Career Cooperative
Training Training
Description Program Program Total

white males 31 17 48
White females 3 0 8
Black males 0 11 11
Black females 4 9 A
Total 43 28 71

SEPARATIONS

During fiscal years 1971 through 1974, MNASA had a
total of 9,861 separations from its work force, Reductions
in force were a major reason for many of these separations,
Rormal attrition was a lesser contributing factor.

Of the 9,851 separations, 603 (6.1 percent) were
minority employees and 2,754 (27.9 percent) were female
employees. Separations by job category, in total, and by
fiscal year for fiscgl years 1971 through 1974 grs shown
in the following table.

41



[47

fatoviy
Prutensionala
Suppntt otnjie

neering

Scientitic andt
PRYINROT LRy

Life ncience
Protessional ade
Ainietiative

Tutal pru=
tensional

Nonprufcssiopnaly

Waye board

Tedhintral gups
port

Clerical and non-
protessional
adminiastralive

Total nwnpro-

fevhional

TUtAL

Rantrihution of MASA'e Sqparations
fer Fansal Yearg Tl shoongh 1974 _thotun s el b

Braccontage Lf category shown in parenthenin,

bMinority femals separations appesr In both minority and femele

Fy 121 £Y 1972 FY 1973 FY 1974 Totel--~FY 197)1-74
tinerity temale leoted Mineraty Kemals  Tota) Alnuraty Eemale
4l 1 5 34 + 4 25 1 L] 16 Q ] 116 4 12
(FIEY (. (5.9) f11.m (4.01 112,0) (3.4) (10.3)
pRy an 34 t.0n 2t L] T4 F13 0 4¢.4 14 17 2709 9) 116
{3 4) 14.1) (4.1) {5.0) (3.51 4.1) (2.5) (1.0} (3.4} 4,2)
t u 0 9 [} ? 7l 0 0 5 0 3 o 0 S
(2. (60,0} (v} (17.9)
414 [ 17 1Y 9 ¢y 3y 10 [X:] L) - a7 ey £1:) 209
— Lk J08.2) e LSRB) M) . L & 57575 N (. Y. § F €SN ) AR 5 } {22
1347 37 112 \00H 37 1o 1110 3 92 104% 3 107 4510 14% 417
—— h22T) LI ) R ¢ ) ) 110.5) (3.2) (#1.3) (3,)) {10.2) (3.2} (9.3)
176 27 5 218 13 9 295 24 7 162 14 1 122 101 22
(1s. 0 (2.8) (16.7) (4.2) n.1) (2.4) (7.7 (0.5%) (1t.6) {2.9%)
470 10 -l 344 1 42 und 19 20 4o 11 12 1999 S5¢ 100
(2.1} (5.%) 2.9) {(7.7) (3.8} {4.0) 2.3 (2.5) (2.8) {5.00
662 74 €07 576 62 %06 604 7% 549 642 90 653 2408 301 2219
I § ¥ WY 3] $904.7) e MDD A28 RN P 3. ) § £20.2), e LA FLIIA PSRN ¥ ¥ % § N i #¥-5 X
1,300 111 6is 1,3 114 557 1,403 118 576 1,304 115 564 6351 450 2327
—— 48231 {48 . W5 8.0 . A8:8) {81.1) . AR J43.4) . 0.8 183,730
F O I—— T -1 S V0 LT NS 3 § NS SR 998 % S—_h 1L S s L 1) 120 672 R0, LI —A154
5.0} (20.2) {o.4) (20.3) (6.1 126.0) (6.4} (a8.7) (6.1} 1.9

\umng .

YR



4 °° -

o e e e - (SR ~

CORCLUSION

NASA installations gernerally were not specific in their
affirmative action plans coacerning the number of minorities
and females that would be provided training.

The limited promotion data available at each NASA in-
stallation prevented us from performing in-depth analyses
of promotions received by minorities and femzles in xegard
to factors considerod and £inal selection.

We could not conciude whether NASA's upward mobility
program has been successful or not because irhz program at
most installations has been only partially operative for a
short time. An evaluation of the program would include a
determination Of the number of participants who successfully
completed the training and were promcted Or reassigned to
new career fields. At the time of our fieldwork this data
was not available.

RECOMMENDATIONS
We recommend that the Administrator of NaASA:

--Require that agency and installation affirmative
action plans specify (1} the types of training to be
provided, (2) the types of opportunities available to
employees. and (3) tne estimated number OF minorities
and females to attend training.

--Maintain sufficient information on promotions so that
determination; c¢an bs made asS to who was considered,
what factoiss were considered, and how the f£inal
selecticn was made.

——Insure that ®¥aSA's upward mobility program will pro-
vide for a svstematic identification of {1} individuals
or arcups with development potential, (2) occupations
which offer development opportuniiy, and (3) positions
that do act offer opportunities for employees to
perform and advance to their highest poteatial.
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DISCRIMIWNATION COMPLATNTS

any cmployee or applicant who believes an agency has
discriminated against him has the right to file a2 complaint.
Rgencies are to provide for prompt, fair, and impartial
consideration and disposition of complaints. Complaint £il-
ing, processing, and reporting procedures are specified in
chapter 713 of the FPM published by CSC and supplemental
FPH letters and bulletins.

CORFORMITY WITH CSC GUIDANCE

Except for not meeting the time limit on processing
formal complaints, NASA IS processing discrimination com-
plaints IN accordance with CSC guidelines. CSC guidelines
specify that complainants must contact an EEG counselor

within 30 days of an alleged discriminatory action. The coun-

selor should attempt to informally resolve the compiaint
within 23 days. If the complainant iSs not satisfied with
the results of counseling, he has 15 days in which to file
a formal complaint. An agency is allowed 180 days in which
to resolve a complaint. During those 180 days the case IS
1o ke examined Dy an independent party; an informal resolu-
ticn attempted; and, 1T necessary, a hearing held by a Csc
appointed complaints examirer.

The 180-day limit was established by CSC effective
December 1, 1972. During 1273, 28 employees filed 35 for-
mal complaints against KASA. The 180-day limit was not
met for 21 complaints. The time lapse through June 1274
for each processing phase for these complaints iIs presented
in the fellowing table.
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NASA has no control over the length of time a cemplaint
is awaiting hearing or is in the heazring phase. HASA offi-
cials have recognized that some delays have cccurred during
informal resolution. NAaASA plans to establish time limits
on thie phase to expedite ccmplaint processing.

REFPORTING DISCRIMINATION COMPLAINTS

On January 30, 1973, Federal agencies were directed by
CSC to submit separate monthly reports on precomplaint coun-
seling and discrimination complaint processing. Both reports
were tOo include data on the kind of matter giving rise to
the complaint and the Basis cf the alleged discrimination.
The precomplaint counseling report also was to include infor-
nation on the kirnd of corrective action taken, and the dis-
crimination complaint processing report was to include infor-
mation on the status of each complaint and the nucher of com-
plaints closed during the moath. To insure that €s¢ has can-
plete and current infermaticn 0N precomplaint counseling
and complaint processing, agencies were required to submit:
both monthly xeports by the i5th day of each month.

During 1973 NASA submitted only two monthly reports
to CsSC on time. The late submission ef reports by NASA may
be due to delayed reporting by installations. Two installa-
tiens included in our review consistently submitted their
reprts afrer the due dates.

Reports ONn precomplaint counseling may not accurately
reflect the volvme OF activity. The reports do not indicate
which precomplaints extend over consecutive months, In addi-
tion, precomplainants <oculd be double counted 1f they con-
tact more than one counselor.

ACCESSIBILITY

NaSa installations kave tried to inform Employees about
the availability and use of the discrimination complaint
system, and about 210 individuals, including 132 =zt the in-
stallations visited, contacted counselors in 1973. However,
judging frem our interviews with 329 randomly selected em-
ployees, including 67 whit< males, 128 minorities [male and
female). and 124 females (minority and nonminority}, these
efforts have not been fully effective. about 35 percent of

3
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the employees we interviewed dié not know the first step in
registering a complaint, 72 percent did not know that com-
plaints must be registered within 30 days of an inecident,
and 55 percent did not know their name could be kept confi-
dential. The extent of employee awareness of the system
varied among installations, as shown in the following table.

Percent of
employees unaware of procedures

Counse- Hame of
lors are Complaints cozplainant
Eumber contac—- are to be can remain
of em~ ted to registered confiden—-
ployces  regis- within 36 tizl in
inter= ter ccin— days of csunseling
Installation  wviewsd plaint incident rhaase
ages Research
Center 60 32 63 63
Johnson Space 77 5% <0 51
Center
Lewis Research 71 38 55 48
Center
Marshall Space 60 25 78 55
Flight Center
Headquarters 61 15 12 61
Total 329 - - -
Percentage of total 35 72 55

Installaticns have tried to inform employees of the
discrimination complaint system through publicaticns, ma-
agement iInstructions, distribution or t*= affirmative action
plan, and postizgs on bulletin boards. Bulletin boarxrd ,—SE
ings-at two instzllations, however, were incomplete and
inaccurate. They did not cover the 30-day time limit on
contacting EEC counselors after a possible discriminatory
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incident even though this reguirement had besen in effect for
17 months at the time of ocur review. Alsc, the lists of
EBED counselors were not current.

Although various methods were used to inform employees
of the complaint system, the installations seldom discussed
the system with employees during staff meetings. Interviews
with 104 randomly selected managers znd supervisors revealed
that only 40 had ever discussed EEO at a staff meeting. In
addition, about 36 percent of these 104 managers and super-
visors had not received any orientation or training regard-
ing the EEO pregrams.

Some EED counselors at the installations believed that
employee awareness afEected employee cc.fidence in the com—
plaint systen. Thirty—-three counselors said that employees
did not have confidence in the complaint system. Ten of
these eounselors attributed this to lack of employee aware-
ness and 11 to lack of results-

COULSEIOR STIECTION AND TRAINING

The wasa installations included in our review had a
total of 51 counselors. The number Of employees per coun-—
selor ranged frem 161 to 495, which is within the ¢sc sug-
gested limit of 500 employees per counseler. In addition,
complainants interviewed generally stated that counselors
were readily available.

Counse lor selection

CSC‘s FBM Bulletin 713-17 suggests that, to insure em-
p 1 oy~cenfidence in the system, employees' input should be
considered in selecting counselors. NASA's installations
obtained nominations for counselors througk various means.

Counselors at Marshall are selected by tie EEQO direc-
tor, with the Marshall Director®s approval, zfier nominations
by managers, supervisors, and BEC office personnel. At
Ames and Johnson "ne counselors submit names OF pecple who
possess the qualities of a good counselor. The EBEO officer
selects the counselors and they are appointed after final
approval by the center Director, Lewis' counselors are nom-

inated by employee groups--the EEOQ committee, EEO counselors,
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and the labor union--and the EED officer makes the sslec-
tion. Candidates at NASA headguarters are recommsnded by
the EEQ cfficer and the Dirsctor, Headgrvarters Administra-
ticn, appoints the counsslors., On June 26, 1874, the Di-
rector, Beazdquarters Administration, appointed counselors
from candidates recommended by th: EZp advisory Group, whose
membsrs are elected by employees. The BBED officexrs gener=—
ally try to select counselors to provide adeguate represen-
tation in terms of sex, race, and ethnic background.

although these selection methods can provide qualified
counsslors Who are responsive to employee complaints, they
do not afford employees the opportunity to directly partiei-
pate in the selection process. The absence of such partici-
pation may be a contributing factor to the employees®™ lack
of confiderce in the complaint system. About 24 pexcant
(78 of 328) of the randomly selected employees that we inter-
viewed said they weuld not file a complaint even If they
were victims of discrimination. Reprisals or intimidation
were feared by 1%, and 27 employees did not beslieve the sys-
tem would produce a just resolution or®a complaint. About
58 percent Of the EEO counselors believed that employees
did not have confidence in the complaint system. About S0
percent of the employees interviewed did not know how coun-
selors were selected. In addition, of the employees who knew
the selection methods or had the methods explaiied to them,
about 46 percent @id not agree with the selection procass.

Counselor training

€sC guidelines stipulate that agencies should arrange
for training oOf rnew counselors immediately upon selection,
NASA installations generally send counselors to €sC courses
for basic counselor training. Aalsc, 18 of the 51 ccunselors
at the installations visited had attended at least 1 ad-
vanced CSC training course. Thirteen counselors did not
believe their training was adequate.

KASA directed each installation to conduct in-house
counselor training during 1974.

49



e © Lk 4 e eemin e WA s RS AR e o .

CONCLUSICNS

We believe a discrimination ccmplaint system can grop-
erly serve employees enly If they know about its use and
have enough confidence iIn it to register their complaints.
Efforts o publicize the system have not been fully effec-
tive. Thirty-£five percent of the WASA emplovees interviewed
did not know the first steps iIn registering a complaint.
Twenty=four percent of the employees interviewed said they
would not file a complaint even if they were victims of dis-
crimination. Over half indicated fear of reprisal, fear cf
intimidation, Or a belief that the system would not produce
a just resolution as their reasons for not filing a com=
plaint— thus indicating a distrust in the system. Employeses
lack knowledge about the system and selection OF counselors
and do not have an opportunity to participate in counselor
selection. also, ccmplaints are not being processed In a

timely manner.

RECCHMMENDATIONS

We recommend that the administrator of Masa

--develop a program that would instill mozre employee
trust and confidence in the complaint system;

--publicize the use of its discrimination cwpla.int
system using additional methods, such as discussions
-at staff meetings:

--gxpedite formal complaint processing to meet time
limits specified by CsC whenever pessible; and

—--develop a process for selecting counselors which
permits direct employee participation.
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APPENDIX I

DEFINITION OF MNASA OCCUPATIONAL JUL CRATEGCRIE-

Wace board {tradegs and labor positionsgl--includes twade,
crafi, and general laboring positions (ronsupexvisory,
leader, and supervisory)--compensated on the basis of pre-
vailing local wage rates.

Support engineering--‘necludes professional ghysical science,
engineering, and mathematiclian positions im work situations
net identified with aerospace tschnoleogy.

Technical support positions~—incluass scientific and engi-~
neerig aid, technician, drafting, photography, illustrating,
salaried shop supcrintendents, guality assurance spscialists,
production planning and inspecting positicns.

Cierical and nonrrofessional administ.ztive positiong—~-in-
cludes secretari.l, specialized and general clerical, and
administrative specialist positicns-~the qualification
requirements for which are clerical training and experience
or specialized nonprofessional experience in supply, fiscal,
procurament, and similar or related activities.

Profesgional administrative positiong--includes profession-
al managewent positions in reseaxrch and development admin-
istrastion in such activities as financial management, con-
tracting, personmnel, security, admiaistration, law, public
affairs, and similar positions for which a college degree
or the eguivalent and specinlized training and experience
are reguired.

Scientific and enuzineering positiong--includes professional
scientific and engineering positions reguiring aerospace
technology qualification-~includes professicnael positions
engaged in aerospace research, development, operations, and
related work including the development and operatiocn of
specialized facilities and support eguipment.

Life science positions-~includes life science professional
positions NOt reguiring aerospace technology qualifications
such as medical officers and other positions performing pro-
fessional work im psychology, the biclogical sciences, and
professicns which support the science of medicine such as
nursing and medical technolegy.
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APZEEDIY IX

NASA'S NATIONAL 1973 AFFIRMA

IVE ACTION ITEMS

PLANMNED A¥D ACCOMPLISHED

ORGANIZATION AND RESCURCES
ACTION ITEM

1. In accordance with the
recently issued EEQ Act of
1972 (Public Law 92-281),
review and revise all

KHaSA Management Instructions
that assign responsibility
and authority for EEC pro-
gram management at all levels
in the agency.

2. Establish at least one
fuil-time BRO officer at
each NASA instalilatiocn who
will be supplied with ade-
guate financial and staff
support to insure effective
performance in all aspects
of the pregram. Those NASA
installations which have
small employment complements
may assign a part-time EEC
officer with the concurrence
of the Director, EEOC.

3. Plan and conduct an
annual NASA EEO conference
for key management officials,
installation directors, EEO
cfficers, counselors, and
other appropriate personnel.

4. Arrange for traiw.ing and
orientaticn in personnel ad-
ministration, contract con-

pliance, and other areas of

Ego for headquarters and iIn-
stallation staffs engaged in
EEO work.
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ACCOHPLI SEMENT

Accomplished, except NASA
headquarters installation
which has an acting EEOQ
offices. There are either
part-time or full-time
EEO officers with support
staffs at nine ¥asa WIn-
stallations.

EEO offic: decided not to
hold conference.

Accomplished. ®AaSA-wide
equal opportunity staffs
have, duaring the calendar
year, participated in
training seminars conducted
by NASaA, CSC, and private
sources as follows:
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5. BEstablish Egual Op-
pertunity Councils or
advisory groups, as ap-
propriate, to support a
viazble EEC effort.
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APPENDIX II

ACCOMPLISHVENT

--complaint procedures,
—-counsaling activities,
--parscnnel administration,
--Federal Woemen's Preogram({F¥P),
--lé~Point Programs,
~-affirmative action plans,
--contract compliance, and
——upward mobility.

In addition to individual
mincrity and female ap-
pointments ¢o exigting
advisory groups at each
installistion, the following
highlights were accom—
plished during January to
October 1973.

—Kennedy—FWP Working

Group established to
augment efforts of FuP
Coordinator,

—Johnson—appointment

of full-time FWP.
Establishment of FUWP
Committee in procass,
to be completed by
mid-Decexber 1973.

—~f.angley—FWP Adviscry

Committes established,

--Ames--appointment of
females to NASA Ex-
change Council, Ames
Negotiating Committee,
and Ames Federal
Women's Committee for
EEC and femalzs elected
President of Ams3
Empilovee Ascociztion.
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B.

ACTIOH ITEM

FECRUITMERT ACTIVITIES

1. Wherever possible affirm-
ative action should be teken
to promote cor £ill vacancies
at all grade levels within
occupaticonal groupings with
minority empioyees, in-~
cluding women, in those
erganizationzl units where
there is an zbsence or low
representation of minorities.

a. Selection processes
should be reviewed
periocdically to assure
that minorities and
wemen are considered
equally with other
candidates.

2. Each imnstallatiocn EEO
officer sheculé be advised
of rcducticn-in-force plan-
ning at an early stage &and
participate in reduction-
in-force decisicnmaking.
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ACCCHMPLISEIENT

--Headguarters--Fip
Commitiec established.

-~Flighz--appointment
of fewales to Flight
Research Center Ex-
change Council and
EE0 Advisory Commit-
tee and female ap~
pointed as Chair-
person, Combined
federal Campaign,

An analysis of recruit-
ment data shows that

-=7 percent of pro-
fessional hires were
minorities,

-=-10 percent of pro-
fessional hires were
women,

—16.3 percent of hires
were minorities, and

--50 percent of hires
were female,

Accomplished. Reduction-~
in-force plans and related
activity actively involved
EEC officers during January
€eo June 1973.
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3. Develep short-term and
lorg-term geals and time-
tables for hiring minorities
and wemen intoe the permanent
work force in accordance
with Administrator's guide-
lines of CQctcher 4, 1972.

4. Coordinate recruitment
activities with EEO officers,
counselors, EEO Council
menbers, FWP Coordinators,
Coordinator for 16-Point
Program for Spanish-Sur-
named, other assigned EEO
st2££, labor organizatioms,
and community organizations
to assure that recruitment
activities are reaching mi-
norities and womsn,

a. Provide for active re-
cruiting of minorities
and women from secondary
schoels, junior colleges,
and universities with
appropriate minority
enrollments.

b. Provide for KasSA rep-
resentatives tec partic-
ipate in career days at
predominantly minority
high schocls and colleges
and at job fairs oriented
to minority and female
applicants to acquaint them
with career opportunities
With Kasa.
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APPENDIX II

ACCCHPLI SHMENT

Slipped. Ames, Johnson,
and Kennedy have develocped
voluntary goals for 1973
and have met these regquire-
ments. Goal and time-
table data has becen
received from each in-
stallation and is heing
used to establicsh NASA-
wide geoals.

The following are examples
of activities involving
staff participation cf
both NASA headquarters

and field installation
EEQ perscnnei:



APPENDIX TI

ACTION ITEN ACCOMPLISHMENT

~--Morehouse College Space
Day in Atlanta, Ga.
Invelvsd approximately
2,000 stutdents. Also
participating wers com-
munity representatives
and FASA EEC personnel
from headguarters,
Geddard, HASA lasadena
Office, Marshall, and
Johnson. KRASA exhibits
and educational materials
were displayed.

--League Of Latin
Anerican Citizens
(LULAC) Albuguergue,
N.M,~-Flight, Goddard,
Marshall, and Johnson
participated, Exhibits
and personnel educa-
tional materials were
displayed.

--National Association
of Black Social
Workers Cenvention in
¥ew York. An audience
of approximately 3,400
viewed FASA exhibits
and educationzl
materials.

~-CEOP cooperated With
the Public Affairs
Office to supply the
minority input to the
general invitation list
to view launch activ-
ities. &Approximately
100 vehicle passes
{accommedating about
400 people} were issued
in this manner for
Skylab 1.
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APPENDIX II

ACTION ITEH ACCONPLISTMERT

-=FECQ &xhibit has been
Gevelopad which depicts
the involvenent of mi-
norities and woman in
space activities and
shows the relevance of
space rassarch to all
people. This exhibit
has been dispiayed at
Black Expo, San Fran-
cisco; National Black
Science Students Con-
vention, New York
City; Kennedy Visitors
Information Center,
Florida: Marshzll;
several shopping
centers in Hunisville,
Alabama; and at
Westchester County

y Panorama of African-
American Cuiture in
white Plains, New
Yorke.

—=-HASA representatives
exarined the role of
blacks in the space
program on the Man-to-
Man program on tele-
vision in Baltimore.

--Goddard Scientists have
appesared CNh the Black
Hews Conferencs on tele-
vision in Bzltimore.

—-A continuing rela-
tionship has been
established with a
minority audio network
(with approximately
100 affiliated radio
stations). This



APPERDIX IX

C.

ACTICY ITEM

Cooperate with inter-
racial and huvman re-
lations groups in
providing information
regarding adegquate
housing, transportaticn,
day care facilities, and
othar needs for all
employees ¢xr applicants
for employment.
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ACCOMPLISHNERT

network ruans features
zbout minorities who
perform significant
roles IN the space pro-
gram. Sszveral people
were interviewed during
the skylsb Hissions.

--A minority media list
consisting of approxi-
rately 110 newspapers
and magazines was astab-
lished In cooperation
with the Public Affairs
0ffice. Special Inter-
est releases have
been submitted to
organizations on the
list,

Instituticnal ad's were
placed iIn the Afro American
Career Planning Supplement.
Funds have been included in
the vzop fiscal year 1v74
budget for other such ads
in the Amsterdam News,
Miami Times, and La Luz.

Completed:

-=-Installations require
busing ads to indicate
available housing with-
out regard tc race, cvlor,
nationality, or religion.
Several installations have
assigned housing special-
ists to assist minority
applicants.
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Assure that agency
recruitment pamphlets,
brochures, and news
releases feature mi-
nority groups and/or
women when they are
representative of the
situation depicted.

OIX I

FEd
hy
ny
tr d
e

ACCOMPLI SEMENT

--0On-site Goadard
Child Development
Center established
June 1973 as model
for other NASA in-
stallations,

Completed:

—Personnel office up~-
dated its kit for
potential and new
employees in February
1973,

—-Public affairs office
has issued statements
of policy regarding
NASA news releases,

C. FULL UTILIZATION AND UF®ARD MOBILITY

i. Develop and issue a ¥asSa
policy directive setting

forth the objectives,

regquirements, and respon-
sibilities for implezenting

a comprehensive program of
upward mobility at esach

NASA installation.

Plan and initiate the

implementation of a for-
malized upward mobility
program which provides feor

a systematic identification

of [I]individuals or

groups with develo-peat

potential and (2) occupa-

tions offering develop-

ment opportunity and
vhich offer maximum
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Slipped. Headquarters
Director of Personnel
appointed a full-time
upward mobility program
coordinator In April 1573.
Headquarters pilot pro-
gram implemented in
September 1973. Policy
directive issued June

13, 1973.

Fermal headquarters upward
mebility program for

lower grade levels was
announced May 17, 1973,
consisting of the follow-
ing components:

--CEP | is a continuation
of EASA headguarters’
employee development pro-
gram which has allowed



APPENDIX II

ZCTION TTEM

training and develormental
experience cpportunities
for employeas.

Implement and administer
a formal upward mcehility
progran.

&0

and will continue to al-
low employees to attend
¢college courses after
hours. Twenty-five indi-
viduals are currently paxr-
ticipating.

--CBP II, an extension

of CEF I, will enable
employees GS5-3 through
GS-S, WG~1 through WG~9,
and Wage Supervisor (WS)

-1 through ¥WS-6 to attend
coliege during duty hours
for up to 8 hours a week
in addition to after hours.
Nine individuals are cur-
rently participating.

~-STEP will enable a lim-

ited nuzber of NASA
headgrarters employees,
GS-5 through GS-9 and
equivalent wWage Grades,
who are now in clerical
or nonprofessional dead-
end positicns to enter
professional. positions.
These individuals will
ke selected on a com-
petitive basis which
will include an inter-
view panel. There are
eignt positions dedi-
cated to this program
in 1973, Third and
final round competi-
tion IS being conducted
noy,
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APPENDIX IXI

BACTIOR ITEX ACCOMPLISHMENT

--Growth Opportunity
would allow an employee
to enter a career se=—
quence relatsd to his
present ssgusnce but
with a higher promo-
tion potential.

—-Crossover IS a train-
INng agreemeni cur-—
rently being reviewed
by ¢s¢ for agencywide
use. This program
would enable a non-
professional employee
to change Po anothex
technical area not
necessarily related to
his present duties.

Field installaticons are
in varicus stages of
implementing their in-
dividual upward mobility
Frograms.
4, Identify career ladders and

positions which provide op-

portunities for upward mo-

bility progress for zll

emplovees, including min-

orities and women, and

publish availability of

positions as appropriate.

5. Formulate special develop-
pent plans for underutilized
employees and fur those who
demonstrate potential for
advancement, with special
attention given to minor-
ity and female employees
in lower grades.
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APPENDIX II

ACTIOR ITEM

Publicize, as apprepriate,
the availability of Brain-
ing, job opportunities,
and educational counseling
10 stimulate the awareness
and participation of an-
pleyees, espacially min-
orities and women.

D. TRAINIKG AXD AWARDS

1.

Reviaw trairning fund ai-
location at headquarters
ard field inctallations
to assure that training
opportunities are avail-
able tO employees in
lower grades to help them
take advantage of career
opportunities.

Develop educatiovn and
training programs IN EEO
for supervisors and em-
ployees on how to respond
tc the needs of minerities.

Include +h= principles of
EEQ as aa integral part
of cupervisory and man-
agement training covrses
and semincrs.

Develop programs tc iden=-
tify and reward supervisors,
employees, and groups that
demonstrate supervisor ac-
complishments 1IN the area
of EEO.

62

ACCOKPLISIMERT

heocomplished. HNASA's
weekly and monthly in-
ternal “"house organs"
identify availzbility of
job openings and tyrain-
ing. Flyers are distri-
buted.

Aaccemplished. Criteria
has been dsveloped for
an annual EEO award as
an integral part of the
KASA Incentive Awards

-
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APPENDIX IX

ACCOMPLISHMENT
Program. Awards have

been presented at the
follewing locations:

--1873: Langley and the
Pasadena Office.

--1972: Goddard, Johnson,
Anes, and head-
guarters.

E. PROCESSING CCOMPLAINTS OF DISCRIMINATION

1. Appoint ard train a suf-
ficient number of EEO
counselors and disperse
chem throueghout headquar-
ters and at each HASA in-
stallation to insure
availability to all en-
ployees.

2. Assure availability of a
sufficient number of
trained investigators to
conduct timely, compstent,
and objective investiga-
tions of formal discrimi-
nation complaints. The
investigators should not
be associated with the
unit in which a complaint
arose.

3. Insure thzt necessary
action 1is taken to cor-
rect improver or inade-
quate supervisor O em-
ployee per'zormance.
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Counselors have been ap-
pointed at each NASA in-
stallation in accordance
with ¢sc guidelines and
have received appropriate
CSC or comparable locally
developed training in EEO
counceling.

CSC investigators and NASA
inspectors conduct investi-
gations of discrimination
complaints. 1masa has also
developed a standby pool
of employees who cculd be
occasionally called upon
to conduct investigations
cf alleged discrimination.
These employees are re-
quired to attend the CSC
training course entitled
"Investigating Complaints
of Discrimination®" before
conducting such investi-
gations.
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ACTION ¥TEH

Advise emploveess, via
*house orgass”™ or cther
commwmnications media, of
the complaint process and
of their right to £ile

civil acticons if dissatis-

fied with final acticn
taken by NASE or by the
Board of Appeals and Re-
view, CS5C.
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APPENDIX IX

ACCOMPL ISHMENT

16 -POIRT PROGRAM FOR SPAHISH~-SURNAMED

1°

Each NASa installation
shall dsvelop and imple-
menk an action plan which
provides guidelines, cri-
teria, goals, and tice-
tables for the 16-Point
Program for Spanish-Sur-
named,

a Develsp and distribute
special recruitment
literature aimed at
Spanish surnamed.

using Spanish-sur-
named recruiters
whenever possible,
recruit from those
areas, locations, and
institutions whrere
Spanish surnamed are
likely to Be found.

Establish, maintain,
and draw upon the ex-
perience and contracts
of organizations formed
for the promotion, mro-
tection, uplift, and
fraternity of tre Span-—
ish surnared.

65

Implemented as part of
agency EEQ program.

In support of the NASA
recruitment effort, head-
quarters and installation
16-point Program coordi-
nators participated in
Government Career Infor-
mation Days which resul-
ted in several Spaznish-
speaking American co-op
students baing hired,
Activities were held

at the following loca-
tions

--New Mexico State, Las
Cruces, Naw Mexico:

-~Univerzity of Texas at
El Paso:;

--University of Xew Mexico,
Albuguerdgue;
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APPEFDIX IX

ACTION ITEM ACCOMPL ISHMENT

~-Highlands University,
Las Vegas, New Mexico:
~-LULAC National Conven-

tion:
~-¥ational GI Forum, El
Pasc.
G. FEDERAL WOMEN®'S PROGRREX
1. Develop action plzus for Slipped, Specific plans

woman t< meet regquire- at each installation are

A g o

ments OF CSC FBM Letter
412-1, dated Cctober B8,
jo7i.

2. Determine extent to

which minority group
employees and women can

in various stages of de-
velopment. Interim ac-
tion in support of this
program IS evident at
most installations. Ex-
amples of such action

are establishing Federal.
Women's Committees, ap-
reinting FWP Co-Coordina-
tors in selected offices,
developing "house organs“
of news items of intzrest

to women, appointing fulli-

time FWP Coordinators at
headquarters, Johnson,
and Marshall. Pparc~-time
Coordinatcrs have keen
appointed at other in-
staliztions.

AN o pramimp ey smney —e e

s,

be utilized on installa-
tion committees, and take
necessary action For all
possible increased partici-
pation.

B
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ACTION ITEM

PROGRAYM EVALUATION

1. Each NASA installation

will establish a plan for
"self-evaluation” cf its
EEQ preograrm to assess and

document the effectiveness

with which requirements
and goals have been met.

a. Written summary status
reports of each HASA

ey e SR N, L sammuery g am o mamm u e T s

installation: evalua-
tion of progress should
be submitted guarterly
by the installiaticn di-
rector to the Director,
EEO. with an information
copy to the appropriate
institutional direci:ar.

The status reports
shouid indicate progress
under each of the major
headings of the instal-
lation's affirmative ac-
tion plan showing both
the scheduled accom-
plishzents of numerical
cgoals, as well as mar-
rative descriptions of
other significant de-
velop=zents, including
problems enccuntered,

2, Assure that effectiveness
In fuxrthering ZEC be son-

sidered as — integral
part OfF supervisory eval-
uations.

67

AFPENDIX TI

ACCOMPLTSEMENT

Internal:

The mechanism of cone
vhase of the evaluztion
process is accomplished
throuch quarterly egual
oproriunity program
status reworts from in-
stallations to OROP and
responsible headguarters
program offices. Other
evaluation technigues
are under study.

External:

During lst guarter of
18732, EEQ evaluztion
reviews were conducted
by CSC at these HASA
installations: Mar-
shall, Langley, Jchn-
son, Kennedy, and Zmes,
KASE participants were
the Office of Mannad
Space Flight, Office of
Aero Space Technology,
OECP, and Cffice of
Institutional ¥anace-
ment,

Report of f£indings to
NASA Administrator
being finzlized by I5C.
Pending as of Novem—
bers 1, 1973,



APPENDIX IX

3.

ACTION TIEM ACCOMPLISHMENT

Forward two copies of the
installation's 1973 af-
firmative acticn plan to
the Directer of EEC and

to the appropriate institu-
ticnal director for review
and comment.

a Finalized i:stallation
affirmative action plans
are due in the appropri-
ate regicnal CSC office
for review and approval
30 days after submission
to CSC of the NASA
agencvwide plan ON Xovem-
ber 1, 1372,

Prepare and submit all re-
ports as required iIn FpM,
chavter 713, appendix C,
and FP¥ 713-25,

I. PARTICIPATION IN COMMUNITY EFFCRTS

1

pevelop a plan for coopera-
ticn and coordination with
cormmunity Officials and
minority leaders on matters
affecting minority programs
at the installation,

Provide support as regquired
to installation procurement
activities to encourage full
utilization of =minority
business socurces.

68
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APPENDIX

ACTION ITEM ACCOMPLISHMENT

3. Determire If lack of public
ranspertation affects mi-

nority applicants® {male or
female) acceptance of em-
ployment or is a cause OF
minority dissatisfaction—-
with attention to youth pro-
grams and work with local
community leaders to allevi-
ate such situations.

4, Include in the “Speakers
Bureau" a cross section of
Nasa employees who are con-
versant about community needs,

5. Utilize *house organs® such
as “"NASA Activities," to
ercourage employee partici-
pation IN commmunity activi-
ties with crganizaticns whose
concerns affect employability,

&. Feature the contributions of
minorities and weren, when
appropriate, In news items
and audiovisual mawcrials pre-
pared for public release,

SPECIAL PROGRAMS FOR ECONCMICALLY OR EDUCATICNALLY

DISADVANTAGED

(]

. Participate in and support
programs for disadvantaged
parsons to motivate and train
them for ewplovment or to en-
courage them to continue their
education.

€9



APPERNDIX IIX

NASA'S NATIONAL 1974 AFFIRMATIVE ACTION ITEMS

1. ORGANIZATION AND RESCURCES TO EFFECTIVELY

ADMIKISTER A POSITIVE EEOQ PROCGRAM INCLUDIEG

PROCESSING OF DISCRIMINATION COMPLAINTS

PROBLEM

Qualification and exps-
rience of EEO personnel
are not uniform agency-
vide. This often does
not allow for optimuws
utilization of instzlla-
tion resources.

EZ0 counseling and reso-
lution of complaints on
an informal basis have
not meen as effective as
desired.

76

Review responsibilities,
duties, and assignments
of installation egual op-
portunity offices to de-
velop a model staffing
matrix. Publish and
transmit to installations.

Evaluate current EEC
staffing bevels and per-
formance and develop tar-
get staffing position de-
scription profiles and
performance gozais,

Formalize operational
guidelines fix installa-
tion offices and prepare
appropriate NASA hand-
bocks for use in traianing
office staffs.

Issue monthiy OEOP news-
letter to include guidance
on new or revised CSC
regulations and interpre-
tations, results of court-
related cases, and notifi-
cation of azgencywide

equal opportunity progran
developments, etc.

Establish and distribute
within xaAsSa guidelines

for the selection of EEC
counselors.

T
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D.

PROBLEX

NASA lacks an organized
and systematic approach
to the assessment of the
effectiveness of EEQ
activity. No guidance
has been developed for
field installations to
conduct self-evaluations.

epo staffs lack suffi-
cient formal training in
developing and. monitoring
of affirmative action
plans, complaints, coun-
seling, and special pro-
grams activity.

APPENDIX III

ACTION

Establish an egual oppor-
tunity advisory board con-
sisting of three consul-
tants {including one
female) from the academic,
labor, and business fields
to aid in assessing the
progran,

Establish a program ana-
lyst position in the CEOQOP
to provide internal re-
vierr and evaluation o€
all geo affirmative action
program activity,,

Develop specialized train-
ing for EEC staffs.

Implement specialized
training courses.

2. RECRUITMENT ACTIVITIES DESIGNED TO REACH AND ATTRACT

JOB CANDIDATES FROM ALL SOURCES

E.

In many NASA crganiza-
tionzal elements, min-
orities and women axe
poorly represented.

71

Review minority and €e-
male representation in
the work force at each
installation ang develop
goals and timetables for
solutions.
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PROBLEM

MASA lacks effective re-
cruiting sources and
organization zontacts
within the Spanish-sur-
nancd community,

~ e

APPENDIX III

ACTION

Kams actiocn cfficers for
those plans.

Review the EEO recruiting
and hiring activities at
each installation and pro-
vide appropriate related
advisorv services aimed
at improving EEQ efforts.
Include a2 minimuwe OF one
i-day Visit to each iIn-
stallation for this pur-

pose.

Report cn progress made
to strergthen external
search procedures for
locatinc more minority
and femzle candidates for
GS~16 and excepted-level
positions.

Installations should es-
tablish a clearinghouse/
taleat bank for mutually
informing other installa-
tions of minority and fe-
male candidates available

"for employment, promotion,

reassignment, transfer,
ets.

Expand contacts with the
Spanish-zurnamed communi-
ty by attending the arpro-
priate national conven-
tions (LULAC, GI Forury,
IMAGE) and participating
in career days at colleges
and universities with a
large Spanish-surnamed
enrollment,
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APPENDIN ITII

PROBLEM

D. NASA merit promotion
rating panels aprcear Not
to include an appropri-
ate reprasentation of
minority groups and fe-
males.,

E, xasa needs to increase
minority and female par-
*icipation In its tech-
nician, ¥Wage Grale, and
apprenticeship areas.

ACTION

Inciude minorities and
femalss on rating panels
whenever their skills and
positicns make this pos-
sible.

Collect data en the cor-
vositien and decisions of
all rating panels ard
provide an annual report
to the Director of Per-
sonnel.

Project the technical sup-
port manpower reguirements
for fiscal year 1974 through
fiscal year 1%76. De-
scribe the recruitment
methods used to Fill tech-
nical support requirements.
Report the findings to the
Assistant Administrator
for Egual Opportunity Pro-
grams.

Establish agency goals and
timetables for mincrity
and female recruitment.

3. FULL UTILIZATICMN OF THE PRESENT SKILLS OF ZMPLOYEES

A. Employees have voiced
concerns akbout under-
standing how they micht

—-advance In their pre-
sent positions,

—-change to another jcb
series,

--improve their annual
performance evaluations,

Provide improveld career
counseling for all en-
ployees, particularly
minorities and women,

Develon and distribute
materials vwhich will an-
swer basic caresr gueo-
tions,
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PROBLEM
—-guz lify for Incentive
dwurds, and
--gvaluate their own
experience.

HaSA has some individ-
uals with cecllege de-
grees whe are curiently
working in nonprofession-
al fields.

APPEFRDIX IiX

Publicize, as appropriate,
the availability of train-
ing, developmental job
pportunities, and educa-
tional and vocational
counseling tc stimulate
the awareness and partici-
pation of employees,
especially minorities znd
women.

Counsel emplovees 0N their
specific work environment
and perfor=mnce. Super-
VISOrs and employees will
jointly develop career
goals and objectives and
agree on training appro-
priate to reaching these
goals. Work Planning and
Progress Reviews, a policy
adopted by mASA but not
yet immlemented by all
centers, coculd be consid-
ered as a vehicle to ac-
complish this item. Re-
port o=:plans €0r providing
such counseling to OECP.

Identify all nonorefession-
al emplioyees at each in-
stallation who have college
degrees, Install systema-
tic method for consider-
ing employees so identifi=d
for appropriate level pro-
fessional positicns based
upon individual qualifica-
tions and interest,

s
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APPENDIX IIIX

4.

PROBLEM ACTIoN
C. Unrealistic selaction Review, before f£illing
gualification factors each vacancy, the selec-
preclude the certifi- tion gualification factors
cation of many minori- identified by selecting
ties and women. officials to assure that

they are realistic, As-
sure that lower level em-
ployees actually capable
of performing the ijuips
are considered for a1l
appropriate vacancies,
Review periodicaily in
conjunction withk the re-
view of the merit promo-
tion plan.

CPPORTUNITIES FOR ENHANCING EMPLOYEES' SKILLS IN ORDER
T0 PERFORM AT THEIR HIGHEST POTENTIAL AND ADVANTE IN
ACCORDANCE WITH ABILTTIES IN LIGHT OF AVAILABLL
OPFORTUNITY (UPWARD MOBILITY)

A. All NASA installations Each Nasa installation
have nut complied fully shall develop and imple-
with the NASA Management ment a formal upward
Instruction 3410.5 mobility progrsm INn line

{(June 13, 1273} which with the recent model
set forth requirements developed by the Office
for an agencywide com- of Personnel, headguar-
prehensive procram OfF ters, which contains the
upward mopility. following components .

—-—CEP Is to permit em-
ployees to take courses
after hours at masa
expense .

——CE? Iz: tO permit em-
ployees with 12 hours
college credit to attend
courses during woerk
hours at NASA expense.

76
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PROBLEM

77

APPENDIX IIX

ACTION

--STEP: & highly competi-
tive training program
approved for NASA-wide
use by CSC to eanablie
nenprofassionals to en-
ter the professional
ranks with training
froiv a yvear to 18 months
depa1ding on the entry
level of th=: partici-
pant.

--Growth Opportunity:
would allow an employee
to enter a career se-
quence related to his
present one put with a
higher promotion poten-—
tial,

--CROSSOVER: a training
agreement presented to
CcsC to enable a nonpro-
fessional employee to
change to ancther tech-
nical area not rnecessar-
ily related to his pres-
ent auties.

All installationswill im-
plesent a local upward mo-
bilitv program tailored
to local needs. iIncor-
porate one of the formal-
1y approved programs
(either STEP, Growth Op-
portunity, or a combina-
tion).

T



APPEXRIX IIIX

s.

PROBLEM

E, Anzlysis has not been
made OF the types of
training being partici-
pated IN by mincrities
and females,

ACTION

The headguarters upward
mobility team will wvisit
all NASA installations to
review upward mobility
efforcs and to offer ad-
vice and assistancs,

Conduct a study and analy-
sis of minority and fe-
male participation in
training prograss.

Develop a proposal for
increasing the wmartici-
pation of minorities and
females Iin more training
areas.

TRIAINING, ADVICE INCENTIVES, AXND PERFORMANCE EVALUATION

TC ASSURE PROGRAM UNDERSTANDING AND SUPPORT BY

STCPERVISORS AMD MANAGERS

A. Lower level supervisors
and managers do not have
sufficient awareness of
the EEC program or their
xoles and responsibili-
ties for implementat IOn.

78

Continue to inciude in
basic block OfF supervisory
instructions a section on
EEO.

Continue human relations
seminars at all inscalla-
tions,

Utilize the recently de-
veloped EEO awards as an
integral part of the NaASA
Incentive Awards Program.

PO
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B. There is a need to in-
volve line managers in
planning and executing
the ¥ASA Egual Opportu-
nity Program.

SR AT BRI T S e s = ~

APFENDIX IIX

ACTION

Assure that effectiveness
in furthering EEO and
accomplishing those actions
for which they are respon—
gible be considered as an
integral part of supervisory
evaluations.

Revise superviscory evalua-
tion form to imciude above.

Provide briefings on prob-
lems, Objectives. and sta-
tus of EEO programs to
local managers and super-
VISOrsS.

Each NASA installation
will develop organiza-
tional action plans.
Managers with hiring
avthority will develop
hiring and upward mobility
goals to be incorporated
into their crganizational
rlans.

Report to cEo®P on plans
to accomplish the action

.above.

6. PARTICIPATION TN COMMUNYTY EFFORTS TO IMPROVE CONDITIONS

WHICH AFFECT EVPLOYABILITY IN THE FEDEZRAL GOVERNMENT

A. An analysis needs to be
made of those cocomunity-
related factors~-housing,
transportation, child-
care facilities, etc.—
which cause NASA instal-
lations to have problems
attracting minorities and
femalies,

79

Conduct an analysis of
the housing and trans-
portation availability
and child-care facilities
within the installation
commuting area.

1.
<33 E
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APPENDIX IIE

PROELEM

B, Need to keep 2ll com-
mup :ies aware of the
opr. ‘tunities present
in 2 Space program.

ACTION

bDevalop plans to resolve
these problems,

Cooparate with the Office
of Public Affzirs to ana-
lyze target communities
and develop a list of
high-payoff audiences.

with 0ffice of Public
Affairs, develop regional
responsibilities In which
field installation &0
offices will work with
local O0ffices of Public
Affaiyrs in the coordina-
tion and execution of com-
ounity programse

Davelop a2 series cof semi-
nars In conjunction with
the minority business pro-
gram and technology utili-
zation procram to make
targeted business communi-
ties aware of opportuni-
ties available in Hasa
rograms, The seminars
will be conducted at
KASA's Regional Dissemi-
nation Installations.

7. SYSTEM FOR INTERNAL PRCGRAM EVALTATION A*D PERIODIC

PROGRESS REPORTS TO AGEXCY DIRECTOR AXD TO CIVIL

SERVICE COMMISSICH

A CEQP neeas 10 colliect,
maintain, and analvze
statistical data on em-
ployzent of minority

80

RS —

OECP will develop compre-
hensive reporting require-
meats for the consolidated
quarterly report on EEO
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DROZIEM

groups in all organiza-
tional az=d geographic
areas: dsvelop report
procedures $c monitor
progress being rade in
implementation of af-
firmative action plans:
and prepare pericdic
reports to top manage-
ment, C5C, the Congress,
and othars.

Field instaliaztions lack
specific guidance on the
numerical goals and
timetables which “ASA,
as a whole, 1is dedicated
tu meet and which each
installation will be
expected to meet,

ATPENDIR I

ACTICH

effectivensss. Examplzzs
of the arezs to b2 covored
are

--monitoring gozls and
timetebles;
--recruitment zctivities:
--special vrograms prog-
ress {i.e., F¥P, i6-
Point Spenish-Surnamed
Program, etc.):
--community relations;
~-gpward mcbility, train-
ing, and fulli utiliza-
tion of enrployses:
--complaints and counsel-
ing activity; and
—-minority and female par-
ticipation cn boards,
panels, committees, etc.

Instaliations will coa-
tinue to submit reguired
EEO quarterly progress re-
ports to CEOP amd te the
appropriate headguarters
Associate Administrator,

Based on a management re-
view of the NA_3A work
force and hiring projec-~
ticns, estzkblish NASA
goals and timetables to
be souvght within the
guidelirass of the merit
system,

Incorporate these goals
anca tipetables in the
national affirmative ac-
ticn plan for 1974,

{(NMumerical goals are
listed on p. 83.}
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PROBLEHM
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ACTION

APPENDIX--PROGRAMS AND ACTIVITYES FOR PARTICIPATION IN

EMPLOYMENT AND TRAINING PROGRAIS FOR THE ECONOMICALLY

OR_EDUCATIONALLY DISADVANTAGE

A.

Minorities and females
need exposure, training,
and financial assistance
to remain 1IN school to
qualify for many posi-
tions at NASA.

Minority students are
not as aware Of summer
Job opportunities with
NASA as cother groups of
students.

82

Continue present active

stay-in-school cogpera-

tive education and other
special programs.

Participate In ti:e CSC
sponsorsed Worker-Trainee
opportunities program,
(See p. 83.} Technical
assistance is provided
by the headquarters per-
sonnel office.

Develop promoticnal pro-
grams at the irs:zatlation
level design:3 o increac
the number o minority
college students apply-
ing for the CSC Summex
Employment Examinaticn .

Develop geals and cvime~
tables toO increase the
nunber Of females and
minorities hired £rom
graduate scheools and
from university facul-
ties for sumwwer programs.

A SR bt a4 s L A B R ALt oy

el

ST e 0l s 13 Bhonart d T e TR g




APFINDIX IIX

NASA XUMERICAL EMPLOYMENT CGOALS FOR 1974

The specific cbiesctives to be addressed by nurerical goals
ares:

--To increase the representation of minority employees
throughout HASA.

--To increase the vepresentation of women in profes-
sional areszs.

Goals:

~~NASA will increase its minority mermanent employment
to at least 6.1 percent of total employment.

--NASA will, to insure increased representation at
rrofessional levels, £ill 80 proiessional posieions
with members of minority groups.

--NASA will £I11 80 professional vacaucies with
WO .

Goals for individual NASA installations will be added when
installat.ons' €974 affirmative action plans become opera-
tional on February 1, 1974,

Actions to achieve the gecals stated above will be done iIn
strict accordance with the merit system,

AGEXRCY PARTICIPATION IN WCRKER-TRAINEE PROGRAM

a. Approximate numbe: of worker~trainees agency plans to
hire: BE )

b, xumber of regular jobs into which worker-trainees will
be placed: 0

C Number of developmental jJobs into which worker-trainees
Will be placed and for which ceiling exempticns will
be requested: 88

83



APPRNDIX IV

BHALVYSES CF TRAINIRG VART. PATION

BY MINORITI

HYeadquarters-=1973

amount of
funds spenc
on training

B8 220 F3IMRLR5E (see GAD notel

Pexcent of

funds spent
on emplcyees
by category

Percent of
exployees ry
category at

by catecory  {approximately) headguartesr
Minorities $ 24,819 17.0 16.0
Konminori-
ties 124,375 83.0 84.0
Males 34,797 64.0 63.7
Females 54,237 36.0 36.3
Ames Research Center--1973
Percent «f
Ny aber of Percent cfF total em-
emplovees employeeas ployees by
participating taking category at
in courses courses Ames
Minorities 32 8.8 10.4
Nonminori-
ties 331 91.2 89.9
Males 284 75.2 82.9
Pemales 79 21.8 17.4
ca0 note: With the exception of Lewis Research Center,

nminority females appear In both minority ana
female columns.
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JPPENDIX IV

Iew:s Ressaxch Center=——1973

%1:¢s and females-
Black
Spanish-surnamec
Cxiental
Total minorities
“stal nonsinorities

Total

Yales:
Kinporitiev
X 2inovicies
Tozel malcs

Pe-sles:
kinorities
lNemmlaorit es
Total femzles

Total

Pales a d ?&ales:
Black
Zzaniah-surnamed
Crisntal
Tctal mincrities
Tecta. monaminorities

Total

Total males

Total females

Total

Average
nuroer

an

group

during

1973

135

o
-
l
-t

|

hd
F:Y
3

hd

-

:\g [ad
|

/] -t

PR

Lus
[
]

g |

3

Hueher

of cuurse

partic=

ipations

118

11

2,578
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persoTs

€2

|

74
1,497

1,57

Percent
of gioup

57.4

§5.5

43.8
54.3
44.9

45.3

Rverage
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partic-
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PERCENTAGE OPF TUTA. PERMANENT EMPLOYEES PROMOTED DURING PY 1871-74 (see GAG noto)

NASA=wide

Jeb gatruory
Profosmionaly
support engineering
Scientific and enginecring
Lifo acionce
Professaonal sdministrative
Total profesasicnal
Nonprofussional:
Wage hoard

Technacal support

Clexrecal and nonprofen-
sional adminiatrative

Total nonprofessicnal

Total onpluyaoca

Aporcent of staff as Of Juno 30, 1974.

GAO notas

Total Permanent Employce Promotions ind

Total Minority
nuaber of _premoiinng
promotions Wumb.ay pPorcent
34 1 2.9
2,646 141 8.3
9 1 1.1
1,330 94 7.1
4,019 E? s
1,161 142 13.1
1,545 139 8.7
2,349 404 17.2
5,057 691 13.7

minority famalea oppear in both minority and famale columns,

[ P s A R R il

Dissrtbution Yo Flnoritise and Fomaless-EX 1970=74

minority Fomale
ataffe~ Penale -1 23 L0
percent nromotions peLont
note a) Vumbar Vercant fnota_a)
43 S 14.7 5.9
3.3 08 4.1 b
24 a 72.2 1.4
5.4 35y 26.7 15.6
3.3 470 11.7 5.6
11.1 7 .6 1.1
4.4 36 2.3 2.2
13.2 2,176 92.6 90.3
8.8 2,29 43.9 35.5
6,0 2,089 28,0 17,1
] -
-
et AN A RT3 n N i
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NASA~wide

Job _cateqory
Profeagional:

SUPPOrt engi-
neering

8clentific ard
o englneoring

Life¢ scionce

Profegalonal od-
ministrative

Nonprofoasgional:
Waga board

Technical sup-
port

Cleri :al and ronw
profaseional ad
minintrative

levess Promoted Duvring FY 197174

FY 1971 . kY 1972 ry 1973 - FY 1974
Minor- Fe- Mino' - Fe- Minor- Fe- Minozr~ Fo-
otal Atv_ male Zetal Aty . malo. Togal Aty . male f%ota 80 male
4.2 0 12.5 1.3 0 0 6.0 0 0 4.8 12.5 18.2
8.4 12.7 10.8 1.2 1.6 1.4 8.0 7.1 7.0 7.0 .5 13.4
10.0 0 (¢] 4.9 100.0 0 2.4 0 2.1 4.8 0 1.1
11.8 16.7 21.3 2.7 5.3 4.1 7.1 15.7 2.4 13.9 25.0 28.3
19.0 21.5 5.4 9,2 12,1 4.3 7.5 19.4 6.7 13.7 19.7 17.¢
12.2 29.8 5.7 Z.1 7.2 0 4.8 12.4 6.3 12.2 28.6 al.2
21 6 26.8 22.4 4.% 27 47 10.8 20.6 3.1 23 ¢ 33.6 24.3
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Lewis Rasoarch Center

Total Permanent Emploves Promotions And

Distribution ¢o Minoritie:. and Femalesg~~FY 12“21-74

H XIONIEEIW

Minority Femnle
Total Minority StALLmm Femala staff~-
number of promgtions = porcent promotions = porcent
Job category promstions  Number Percent  (note a) Bumber.  Fercent (note @)
Professional:
Support enginearing 2 0 0 1.1 C 0 (0]
Scientific and engineering 265 5 1.9 3.0 3 1.1 1.9
0 Life science 1 0] 0 20.c 0 0 40.0
” Profecsional administrative eeeZl -3 4.2 3.3 ) 12.7 14.1
Total professional 339 2 2.4 3.2 A3 3.5 3.5
Nonprofassfonals
Wage board 929 49 7.8 5.2 3 -5 .6
Technical suppory 153 8 5.2 2.2 2 1.3 6.6
Clerical and nonprofon=~
sional adainistrative % X 4 3.4 6.2 103 88.0 90.2
Total noiprofessicnal 8929 eL 6.0 5.0 lca 12.0 10.8
Total employees 1.238 &3 5.6 4.1 120 9.7 11.1
Sporcent of staft am off June 30, 1974,
- ' ’ v * -
T e b R gy NS T G Ty A RN L g 0 B0 e
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Lewis Rasearch Center

Poreantago of Total Porma.ent Employces Promotod During Y 1971-~74

FY 1971 FY 1972 - ¥y 1973 PY_1974
Minor- Fe-~ Mino = Fr= Minor~ Feg- Minor~ FPo-
Job_Sivadory Total Aty __ pelq Tokal ity . male Total Aty . male Tetal Atv . male
Professional:
Support engi=
neering (note a) 0 0 0 0 0 0 0 0 0] 22.2 I\ 0
Scientific and
engjineering 6.4 7.5 0 1.1 f] 5.4 32 0 0 6.9 24 7.7
Lire science 20.0 0 0 0 0 (v} 0 0 4] 0 0 0
Profassional aa--
minirtrative 14.8 «6.7 18.5 4.4 16.7 ¢ 5.0 0 3.¢ 12.0 16.7 11.5
Nonprofe sgsionals
Wage board 17.5 a3.n 0 12.0 30.0 14.3 5.6 16.3 0 13.3 9.8 33.3
Tochnical support 11.8 16.7 3.2 10.2 Rju e (o] 6.3 12.5 0 23.3 50.0 85,6
Clerical and non-
profousional ad-
ministrative 12.0 10.5 12.5 4.4 0 4.3 2.9 0 3.3 16.6 10.0 16.9

xo minority or female employees ia this job category.
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