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Before *&e 1972 act z Federal employee had RO specific 
statutory r i q h t  to seek relief from discriminating employ- 
ment acts  of the G o v e r r e n t  by means of jzldicial  review. 

Dr. JaEss C .  FfeQ&e~,  Administrator of the Xaticnal 
Aeronautics a z d  Space A & i n i s t r a t i o n  (PaaSA] ; Dr. Gzorge M. 
W ,  Deputy A3stir2stratsn:; a36 Dr. Willis H. Sf.,ap%ey, 
Associate B e p t q r  Administrator, have stated their cornit- 
nent to equal emplopent. In a November 2, 11973, mernoras- 
dum to NASA fz loyees ,  Dr. Fletcher said: 

Br. %srs and Dr, Shapley on Jznuary 24 and 14, 
1934, stated in t e s t d r y  before congxzseional coa i t t ee s :  

"This c'nallense has proved to be a very d i f f i c u l t  
one,  f o r  twc reasons: our dec l in ing  work force, arc? cur 
h i g h l y  t echn ica l  work force. '' 

2 



*Agency l i n e  mmagement has accepted these -ah, 
and will be held accountable for achieving them 
* * 8 .  To z&e the goals ewen mare nean ingh l ,  if 
thes : :  positims cannot be L'illcd by ainorities 31: 
vomn, * e y  w i l l  n ~ t  B e  f i l l e d . "  

A NASA i n t e r n a l  memorandmi dated &larch 5, L974, modified t h i s  
p l i c y  to r e t a i n  t \e  goals b u t  no t  to reserve the slots for 
a m i m s i t y  or w o m a  because t h i s  woulc' be In confl ict  w i t h  
CSC pl icy .  XASA drd n o t  n o t i f y  the co2grcssion.r- coru;nit%es 
of fhis action, 

-ir,creased fenaie and minority participation in t h e  
C w p r a t i u e  Education Progran, 

-implementtrtion of a N a t i o n a i  ~ r o s p a e e  Fellowship 
Program. 

PCASA'S EEU 

BASA's pemcnent c i v i l  service work force has been E- 
duced by 6,364 emiiloyees kt 4 years--fz-ox Si, 223 at Jwae 3 0 ,  
1970, to 24,e54 at June 3 0 ,  f5?!4. The following 'cable shows 
tbe =mer of enp3.oyees in each occupational jcb category and 
-the _prcen t  of t c t a l  r:rr.plopenir. for each oecupatiofial job 
c a t ~ ~ r y  at Tine 3 0 ,  1970, and P i n e  3 0 ,  1 5 7 4 .  
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&e r- Fer- 
~ ~ I I T ~ X K  cent  gent 

333 1.0 186 0.7 

1 13,494 43,2 11,542 44.4 I j 

f 

40 0.1 _I___ 42 0.2 

4,407 14-1 -3!& sm 
= i  

i 13,837 48.3 lL,790 47.3 

e 

f 18.244 55,8 15,255 61-3 

2,908  9.3 1,554 6.3 
j 
i 
I 5,709 18.3 4,403 17.7 
i 
I 
i 4,362 14-0 14.3 i 12.979 41-6 9.5q9 38.7 
i 31,223 Jo0,o 24,854 L6iO.Q 

-_I__ 

a 
See appendix P for fie deLiznition of each occupational job 
category * 

'%he number of full-time minorities increased from 1,446 
at JULY 31, 1973,l to 1,495 at June 30, 1974. 
ce-Ttage of the +b̂ al HAS14 wark 20re  increased frcx 4-7 par- 
cent to 6 percent. Ths rider 03 females decrezsed from 
5,148 at June 33, 1970, to 4,259 at June 30, 1974, but their 
percentage of ZiSS's work force increased from 5 - 5  percent 
to 17.1 percent, 
appear in bath h o r i t y  zinc3 female totals. 
it w i l l  &e fcatnuted. 1 

Their psr- 

(In some of the  statistics minority females 
?+hen this occurs 
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Totaf 
emD1cvees 

186 

11,542 
42 

11.770 
- 
- j,4a; 
J5,255 

1.454 
4,403 

3.642 
9,599 

24,954 
I_ 

8 4.3 

4% 3-9 

5.4 
4-3 

173 11. L 
192 4.4 

11 5.9 

2% 3.5 
9 21.4 

310 2 . ;  
- 

54 5 
8 5 5  
- - 

15.6 
5.6 

17 1.1 
59 2.2 

90.3 
$ d . f E  35.5 

4.219. 17.1 - 
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Ira June 1973 the C 5 a i r m  sf the Senate C o r n z i t t e e  an 
Labor and P u b l i c  K e l E a r e  requested that we review the 
impfe?entation of the EEO A c t  of 1972 as it applied to 
Federal emp2oyees. In  Dece-r 1973 we were asked to  review 
NASA's EEO prqrm, This repart sets form the results of 
our review m..d discusses mSk's  1973 w-d 1974 E O  p lms ,  
hiring a d  promotion priictices per ta ining to civilian en- 
ployees, training and u p z e d  mobility p r ~ r a i s  provided to 
employees, and operation of tbe discrbination mnpiahir 
s:-ste;;l. T n i s  review was limited to >?Ashe Accordingly, 
we di3 not evaluate CSC's eymxining psacess to ascertain 
whetires the process was fa* to mimir i tes  and 
f enales . 

At NaSA we interview& of f ic ia l s  in the EEO office and 
persomel office, EEO counselors, persons who had f i l e d  com- 
p l a h k s ,  and others involve6 wic& the EEO program To deter- 
mice t3e confidence in and awareness of I320 a t  EASA, we rm- 
donly selected a d  interviered rczmgers and supervisors a d  
employees d o  had not  filed coaplaints. 

%e conducted GZPP review frorc. January to Zsnc 1974 a", the 
fol fwing f 2 : ~  :GSB installations : headquarters iu'ashlngton, 
3.C.; kaes Research Certter, Msffet Fie ld ,  Californiz; Lyndon 
B. Jc3cson Space Center, Hc'dston, Texas; Lewis  Research Center, 
Clavelaid,  O h i o :  and George C .  EirnhaII Spzce P l i g h t  Center, 
Huntsville I A l a b z a .  

The Senate Cami t t ee  requested that KASA R C ~  be given the 
oppor"cmity to formally co,mant on t h i s  report-,. 

" 
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In addition, agencies' f i e l d  offices must arauallly sub- 
nit regionai  plans to Uie appropriate CSC reE;ionz?l office 
90 days after tihe due date for  the natiosiial plan. 
gional plans are to encourage affirmative act ion based on 
local  cmdit ions.  
sible for reviewing arid apprcving agency regional plans. 

The re- 

CSC! segianal dire-ors are fully respon- 

EASA'S national plans ?or 1973 and 1974 were to be 
;idmifked to CSC by Eavehea: 1, 1972 h r d  1973, respectively, 
and the due dates for the regional plans were February 1, 
1973 and 1974. 

CX! r,-zidance 'to departmsnts and agenzies on preparing 
their 1973 a76 1974 affirmative action plans required 
nationa3 and regional plans to contain specific action item 
to insure ileasurable progress during tihe plan's hfetime fl 
y e a )  

After rewiewing t3e affi-gnative action p lam for 1933, 
CSC provided agencies more d e t a i l e d  cpid>mce, h c P u d L ~ g  the 
fcllmring f'our par-- f o m t  5or suhnission of EZO plzns due 
on o r  after Kaven&er 1, 1973: 

--An introductioa br ie f ly  explaining the agency ' s 
orgmizat im x d  resources for c a q i n g  ou6C EEO 
and ah- in is te r ing  t h e  discrimination cczzplaint 
system. 
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described a116 he OF she should be include3 as a 
respnsble of f ic ia l  in many of the action items- 

(4) 'STae Federal Wonenes ~rsgra i  s&cdd m t  on19 rebate 
to recmitnent  ar&. upGard nobilityl but s3ouId 
also re la te  to other concerns of wornen, s ~ c h  as 
part-time employra~t, career counseling, etc. 
The .plan should clearly define -Che Federal Women's 
Progrim Coordinator's role ard in te r re la t ionship  
w i t h i a  t he  
out assigned duties.  

staff and at me same t h e  spell 

It appears tha t  i2eins 2 and 3 above were corrected i n  
prepr ing the 1974 national plan. T'e section on u p a r d  mo- 
b i l i k y  p r ~ ~ p ~  (item 1) was rrrore specific i n  the 1974 plan: 
hcwever, CSC hstmcteed NASA to add centers' specific train- 
ing srojections, as received from t h e  c a t e r s ,  t o  t.2~ national 
plan. Concerning item 4, CX! stated that ,  in spite of some 
positive actim iteras to increase opportmit ies  f o r  women 
in professional positions, there appears to be a fuzzher ne& 
far strocger identifiable Federal Komen's Program activities. 

A ampar i son  a€ the actior. i tens in the agency H9?3 plan 
w i t %  the assesmdnt of each it==, as stated by NASA in the 
accm~lishment section of the 1974 plan, shmds - that MASk 
did zot account for, nor aecorqlish, ea&  plan^& item- 
(See app. I1 for a list 0:' each action iten in the  B973 plan 
a d  its coapletion status at the end of fie year.) 

1974 KATIO?IAL P m ?  

K4SA's national. plan for 1974 was apTroved by t k e  EASA 
A c k h i s t r a t o r  on Jwuary  25, 1974, and by CSC on F&ruary 
26, 1974. In approving the plan, CSC! noted that the assign- 
ment of broad EEO responsibilities to center Directors and 
other mnagers m s  a mzjor strcngt5 of the  plan. 

In t h e  assessne:;t section e.€ the plan, ITASA iZentifisd 
t5e  f o l l a & q  problems as r e q u i r i n g  priority cons ide ra t ion  

- - l i i i ted  presence 05 minori t ies  and women at senior 
levels m d  midlevels, 

i 
i 
I 

. .  
. .  

i 
t 

f 

--limdted presence ~f re inor i t ies  a15 wonen ;in +he pro- 
fessional work force, 

10 



--lack of understa~dirq by rank and fils managers arrd 
supervisors of G i e i r  role in EEO 

-4 i scrhhat ion  cornplaints based on sex a d  race .p;'hi& 
generally revolve around proaotizn selections, and 

-lack of crdihiliity of NASA's E;EO policy to many 
women and t-tliaorlties. 

&%Sa's 1974 phi? includes action iSema related to *;i?e 
&OVE ge~ieraP problems as well as the more specific pruS1ens 
l isted in appendix XI. 

EASA'S OEOB reviewed +the headquarters and eentars' ZEO 
The critiques of the p1an.s before stlbraiktizg *-ea to CSC. 

centers '  plans were not received by the centers u n t i l  
Jamuzry 1974, Tfie crltime of the headquarters plan was no t  
received tlntil iviarCh 1974. 

oZOP comiw&ed an t h r e e  main points in *&e hesdquarters 
pEan which ne&& stzeqt-nening.  They were (1) clar i f ica t ion  
between C E ~  headqmrters T-EO office and OEOP in the stated 
a c c o q l i s b e n t  of action items, (2) lack of ac t ion  i t a m  

11 
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Except for  &rshaHE, Plhe centers submitted thei r  E973 
plans ir, Jzmary 1973, but a14 %ere not approved by the 
various CSE: regional  offices until September 1973, 
submitted ita 1973 pian to tke regionsl CSC cl'flce in Feb- 
ruary and received final approval in &ne. 

mrshall 

Center p l a n s  for 1974 were required to bs submitted to 
CSC on February 1, 1974. Emever aLE were sabnitted late, 
and only two received sn extension ff6i.G csc. m a  PT@890R 
c i ted by rmst of t h e  centers  OS the late su33missisn was 
that oEOP's review of the pLan kad not  been imde in a 
t b f y  snclagh =mar t o  afford ravisioa and subsissian by 
the specified date. 

? 

* 

k 

Only 12 percent of %!e 108 managers and suprvksors  we 
interviewed had provic2e8 i n p u t  fo r  1974 plans, Ebxever, 
about 65 percent felt L2ey should provide ixput. 

v a r i w ~ s  N S A  centers were required 
action plaris  at t he  o r g a i z a t i c n a l  
and JDhnson havz a l r e a d y  doze t h i s  
an t ic ipa ted  doisg it in 1974. 

22 I 
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To insure attainment of its goals. NASA's O B P  eatab- 
lisPsed internal mnago-nm-t targets of pl%ieir?g 96 minority 
professionals, Phl female professionals, and 288 minority 
nonsmfessionals. 
targets. 

Tne f o l l ~ i ~ g l  table SWIRDK~ZBS these 

PLacenent goals -- 
Profess i m a l  Nonprofessional 

Center Minor i t i e s  Females ginorieiss (note a) 

Heasquarters 20 20 47 

Arnes Research 
Canter 8 6 

L e w i s  Research 
C a t e r  3 4 

Marshall Space 
Flight C e n t e r  6 7 

Johnson Space 
Center 18 15 

Other centers 59 - 

26 

18 

b 

30 

79 - 

%o goals were established for fenale nonprofessicnals be- 
carrse Over one-tkird of >;PI.SA's nonprofessional hiork farce 
is female. 

These goals sere l a rge ly  established from (1) as t i c ipated  
hiriiig f i g u r e s  Cor f i sca l  years 1974 and 1975 obtain& fro3 
the O f f i c e  of I n s t i t u t i o n a l  Management, ( 2 )  c u r r s n t  wcrk 



force statistics, C3) est.imte of recrui t ing possibilities 
furnished. by tihe Off ice  of Fcrso,wel, and {4) an est imee of 
recruitin2 possibilities 5j j  f i e l d  EEG officers However, 
no breakdwn by m h ~ r i t y  gm'sp (black, A*;axica.n I&ian ,  
oriental, Spanish speaking) was azide for *ese projections.  

J 

The hvolvezie~it mil s o m i t m e n t  of management officials 
is essential fo r  +&e sf~ccess  of an El20 progzm sizce aeqr 
have the  leadership responsibility. Progran success will 
depend wnsidersbly on the  acceptance, understandbg, deter- 
mination, a d  p s i k i v e  direct ion Given Ey managers and super- 
visors. FOP mnaqezient to 5e effective in t3-m C G ~ & L C ~  of 
these respnsibif i t ies ,  maragers and supemisors n ~ s t  not 
only be trained for those responsibilities but shoialc? also 
participate in t he  form~lat ion  of the plans to hplement: 
the p r o g r m .  
ship is the need "io not only  evaluate s u ~ m i s o r y  perfomance 
in &Fae EEO area but also t h e  prqrar, i t s e l f .  This evaluatior. 
is needed to assess the effectiveness of mnagernent in iden- 
tifying 
veloping and impla.-entin.y action prngrans to me&- and ocer- 
come obs'cacles to 5 ~ i l  equazization of opprtuxities. 

Assaciated wit3 rrranagement support m d  leader- 

factors vld problem bearing on EEO ani? 1-1 de- 

We recommend t h a t  the administrator of NASA insure khat 
a l l  installEtions: 

--Hake par t ic ipa t ion  by maagers a i d  supervisors in the 
developzent of the affirmative action plans mandatory. 

--Require ongoing EEO t r a i n i n g  for mmagers and super- 
visors .  

--Evaluate supervisors and managers on the brsis or' 
their EEO a c t i v i t y .  

--Prepare at least  annual  eva lua t ions  of the €EO pso- 
grart;,. 

--Identify the GZUSBS for ac t ion  i t e n s  Fn t-ie a f f l r ra -  
t i v e  actior! p l a m  n o t  kirq acconplished, 



m S A  hired 3,149 permanent e q l o y e e s  3uph-q Ziscal 
years 5971 through 1974 . CSC registers, msol ic i ted  appli- 
c a t i o n s ,  acd transfers of existing employees were the pr i -  
r a s y  sources for "&est? accessions. 

--Inclu&d in the 3,149 hires were 534 (17 percent)  
m i n o r i t i e s  and 1,574 (50 percent) Eemaks. I n  con- 
trast, h'WSA's total permmant work form of 24,854 
enployees at 3 m e  30, 15174, included 1,495 16 preen? )  
m i n o r i t i e s  and 4,259 (17.1 percarit) females. 

--The 3,149 accessiorts f i l l e d  1 , 2 3 7  (39.3 percent? pro- 
fcssiocal positions and 1,912 (60 .7  percent) nonpro- 
fessional pcsi t ions .  A t  June 39, 13?4, the mix of 
NASA's total peryanent work force was 61.3 p a r c e n t  
proEess,onal and 38-7 percent nonprofessional--tl ;e 
opposite of the &oue hi r ing  ratio. 

- 4 5  the 1,237 p r o f e s s i o n a l  hires, 124 (10 p e r c e n t )  were 
m i n o r i t i e s  md 168 (13.6 percent] were feaaies. I n  
comparison, *.e June 33, 1974, pfrrcanept p r o f e s s i m a l  
work force of 15,255 inc luded  651 (4.3 perce~t]  Emor- 
iky and 855  {5.6 percent) female e~pAoy2es. 

--The 1,912 non?rofessionai accessions included 410 
(21.4 percent) minorit ies a i d  1,406 (73 .5  percent) 
females. By coatrzst, X.ASA's JCW? 30, 1974, perraanerrt 
nonprcfess iwal  work Ecrce of 9,599 hnclz3ed 644 
( 8 . 8  percen t )  z i n o r i t y  &E:', 3,404 (35.5 p r c e n t )  fe- 
male eqloyees.  

'rile follcding taSles show t3e 5 i s t r i S u t i o n  and average 
grade level. by job cateqory of SASA'S  tatal (3 ,149) .  minor- 
ity ( 5 3 4 ) ,  axil female fL ,5?4 )  acceccions f ~ r  ficlra; y e a r s  
1971 throug5 1974. 

l6 
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MSP- general ly  has EL& had an active recruiting ~ r q r e n  
i n  r e c e n t  years for  persax sf any r=ie or color or of either 
sex. 

On Febrmr 2, I-979. =A's  Deputy Adminis t ra tor  ~ippro~eii  
an agencyvide recruitizg plm desiglled KO i n c r e a s e  the 
hiring of r inc r i ty  and :=-ozzn p r o f e s s i o n a l s .  
tbe recrciting p l m ,  ~ ~ 5 3 ' s  Eeputy Achinistrator stated: 

In a;proving 

"A review of =SA'S recent h i r i n g  performance suq- 
gests a change is  necessary  in the method and/or 
the philoso$-iy of recPuiting minorities and females 
for professional p s i t i o n s  in t h e  agency. * * * 
Although w e  czn ac:<ricwiedge c e r t a i n  clear l i m i t a -  
t ions  iqmsed by nurr;ber of e i t h e r  e n t r y  or 
a3ove e n i r y  ctidi5ates a v a i l a b l e  a i d  by the impact 
crented by &AS CSZ appointment requi rements ,  it is 
clear that a different approach m i s t  5e used to 
inprove OLE statistical position with regard t o  
e q u a l  q p o r t m i t y  zs well as demnst ra te  oa COX- 

noitmen", to  the p r h c i p k e s  of th i s  srograii. '' 

:fhe recrui tmefi t  play €0.- professionals is being ixplenented 
at h e a d q u a r t e r s  by three sinasity professionals tcwo naies 
mi! one female] Evere hired i n  late >larch or early A p r i l  
1976. The cbjcctises of t?e r e c r u i t x e n t  p lan  are t o  (1) 
xobilize a c t i v i t i e s  t o  ac5ieve increased h i r i n g  of minority 
m.2 female professionals tk roughout  :=SA i n  1974 and (2)  
undertake related a c t i s i z i e s  e s s e n t i a l  io developing a sus-  
tahed and imFroved eqmk op?or tuni ty  r e c r u i t m e n t  prograx 
€or the f utu-e .  

KAS?.'s goal Is t o  -,lac? a t  least 80 m i n o r i t i e s  and 80 
wanen i n  professicnal p s i c l o n s  and h i r e  136 rni.?ority nonpro- 
f e s s i o n a l s  durLq5 1974. As of DecelrOer 31, 1974, &WSA had 
'nimred 131 minor i ty  and 125 womn p r o f e s s i o n a l s  (34 minority 
feizzles are i?rlule< in 'cot3 aroups) a d  207 minor i ty  non- 
p r o f e s s i o n a l s  i s 7  rales a?d 150 females) .  Throcgh upward 
mobility KASA %ad also >kced 28 micorities and 89 tv;sneri (15 
mhori ty  f e n a l e s  a r e  induced i n  bot3 groups j  i n  p ro fe sT iona l  
pos i t ions .  

I 
1 
i 
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W Coopxative E~ucz~_~u,J Prq raa  has Tor a lisng t k e  been 
a prim S O ~ P C ~  of highly cpzl i f ie3  eqlo>menP- candidates f o r  
P ~ S A .  In congressional tescirnony, X X A  stated t h e  initially 
L l e  prqram d i d  not have ;:3s i n t e n t  of b r i n g i n g  vomen and 
mincrities i n t o  the agency, but ka5 Zesigrred instead to at- 

train engineers, scientists. and adqinistrative p o p l e  in 
general for NASA eqdcpesrt a c t i ~ i t i z s .  ;SASA afso stated 
khat-. it had only &ea in "&e iasz year or two "Azt the pro- 
q r m  had k s n  used to help attract ainorrities and fexiales 
into '&e technical f i e l d s .  Under this pxqraa students al- 
ternate semsters studying at school a-d ~ ~ k h g  at a EASA 
inst21ration. 

tract Students Z i t  CGlleg3S htQ a WGrk-Skddl; prwrarr! to help 

Headquarters md the fGm* m-SA centers have implemented 
Cooprat-ivc Education ?rogrm for Frofessionals, b u t  the 
degree or' success in ,iiru:g ~ n o r i t y  slnd woref i  graduates €or 
permanent e x p l o p a ~ t  has varied cmslderably. FCB example, 
a t  Jchnson a total of nine minority students i n  the program 
graduated d u r i n g  J u l y  1, 1970, throuc.3 February 1974 and 
three werz hired. Cxrinrj  fiscal yeas 1972 Farshall extended 
offers to a l l  s i x  of its m i m r i t y  gradzates is tke ~~rogrzxi, 
but two declined due to 'niqher oEfers fros private i ndus t ry .  
No students involved i n  the program were hired ir, f i s c a l  year 
1973, brrt da r ing  f~scsa l  year 1974 ~ a r s h a l l  planned to hire 
a total of 20 s tuden t s ,  i n c l ~ c l i n g  7 miriori'cies arsd 4 woman, 
A t  L e w i s ,  only  13 permaneast professional _msitions were 
f i l l e d  during 1953 a d ,  of t?ese, 2 were filled with gradu- 
ates i n  the progra?. FOP: 1974 the c03~rrati7ze p r q r m  wes 
ixreased to a t o e a 1  of 40 skudents and 2 s  of ~ a s c h  19, 1478, 
positions had been ccmnitted to 3 womn and 2 blacks. 

XASA has increased the total e n r o l l r e n t  ir. t3i.s pro- 
gram fro3 719 as af June  30, 3.973, t o  847 as cf Jrrne 30, 1974, 
Enrolliwi?t is e x p c t e d  t o  reach 950 by the end of fiscal 
year 1975, For f i s c a l  year 1974 '4;851! estzblished proqcarn 
goals of 24-3 percent for mismrities znd 16.4 _sercent for 
-females. mPn'ever, at t h e  end of fiscal year 1974 the per-  
centage of n inor i t ies  and W O : - ~ R  i - r t  tkz prgrm was 22 percent  
and 16-1 percent, respeckivel:?. This e o q a r r s  w i t h  the p r -  
centacp of minorit ies and wozen enrolled Li the pzogran of 
12.2 s n d  9.4 percez t ,  r e spec t ive ly ,  in June 1972, An April 
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The statistics pal ishe3 by "&e Engineering nap- b des 
Comission, whim f u r n i s h e s  engheerhg  data to frP;e Bureau of 
Labor Statistics, DeparLzsnt of Labor, showed -khat 43,429 
bachelor degrees in engi9eerir.g were xmr&xl in 1972-73, Of 
these dqrees, 524 or 1.2 percent were awarded to  woFsn and 
1,899 or 4-4 percen t  were swarCied t o  ninorities. Of the 
1,699 degrees awarded to minorities, 5?4 were awaded to 
blacks, 321 to Spanish surriz~&, 568 to Asiatics, and 36 to 
Anericm Indians. D u r h g  the sa= period womm seceived 202 
masters degrees and 39 doctorate degrees  i n  engineering, 
minori t ies  rece ived 4!03 masters degrees ard 78 doctozate 
degrees Fn engineering.  A total of 16,718 masters m d  3,587 
doctorate degrees i n  engineeziny were awsded during 1972-73, 

EASA laqqfnq in h i r i n g  nonscientific 
- w;d noxengineerisq minorities m d  fexales 

Coxpared w i t h  other Federal agencies,  RASA has lagged in 
placixg minori t ies  a d  women in nonscience and noriengiaieerinq 
occupations,  A t  our reqdest, CSC coszpared the nirmrit-y and 
female r ep resen ta t ion ,  as of February 28, 1974, oE seven 

1ocaQion.s w i t h  other EeZebal agencies i n  fie szii geo- 
grap3ic area. TTze study covered I C  nonscience a i d  nonengi- 
neer ixg  o c ~ u p a t i ~ ~ i  w i t 3  a nix of professional m d  nmpro- 
fessional posit ions.  T3e study showed that  NkEA had the 
lcwest percentage of ininority repesectaeion in %11 14 occu- 
pstions and the lowest percentage of r'emale representation in 
7 ocLupations. 
view of the study, 

TS-e fol lci?hg chart gives a more detai led 
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CSC is conducting a natiolrwide study GII "%ne availability 
of persons w i t h  professional s k i l l s .  Wowever+ CSC 'nad no 

professional s k i l l s  and had not considsred obtahhg informa- 
t i o n  on a regimal basis, 

pfirns for d e t e m h i n g  the avs. i lsbil iky of p%sor?s  w i t h  35n- 
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Reduttims 23 fo~ee 2 
I 

NASA has re&dced its work force €ro:o 31,223 as of Jw-e i e 
i 

30, 1979, to 24,854 as of June 30, 1974-a reduction of about 
! 

i 
i 

20,4 percent. 
ko hire new employees. 

Tksse lrsductions have affected Z4SFi’s a b i l i t y  

PTWSWts Ackhistrator, in a report dated hlecexber 19, 
1973, s”ated t h a t  reduetiex i n  force, red.tctlors in the 
average grzde, reduction of personnel dollars, and overall 
buZ5et rekiuctions h x e  created constraints and an aav i romen t  
which has diroinisked the z h i l i t y  to hi re  ad r e t a b  employees, 

i 

! I  
i p 

~n testizany k f o r e  the Senate Corrmittee on Aercnautical  
and Sgace sciences, ihe A s s i s t a r L i z  Administrator €or KASA’s 
EEo programs said that, duzing the ti- of reductioa, hiris;g 
‘nad keen less than it would have been during a periGd of 
grmtk, or even i~ a steady-state orgmizat ion,  an3 it was 
difficult to ;.de dramti: improvements in the percentages 
of m y  group of ezployees i f  the t o t a l  n w h r  of new hires 
was s d l .  He also stated that ,  of the  hiring that EASA had 
ha? &le to do, ninority hiring rater weze 10.3 p r c e n t  i n  
19718 13-2 perceat in 1972, and 16.3 p e r c e n t  in 1973 and 
that h i r i q  rates for women were 43.6 percent In 1971, 59.5 
percat  in 1972, a d  50.8 percent i n  1973. 

csc and the exa-QinFr,g process 

As c j f  Dece~’~&€!r 1974 EASA only  had direct hi re  authority 

I n  the pase various NASA c e n t e r s  have had direct h i r e  
for certain clerical positions at headquarters and t w o  cen- 
ters. 
authority €0; entzy-level engineering positions. A l l  other 
GS and wage board positions are filled by indirect ’Szirh5 
from CSC registers, tran~fers ,  and persons w i t h  rewploymnt 
rights . 

We did not review t3e CSC exaicining process t o  a s c e r t a i n  
whether i3e process was f a i r  t o  minorities and feruales. This 
w i l l  h tke subject of a separate review. : a S A  officials 
stated that minorities were not scoring h i55  emu+ f o r  t h e i r  
n m e s  to appear cn the CSC register froin x3ich RASA selects 
apj?licaiits. Foz exmple, Harshall’s E20 Zirector stated 
t3at there .was a shortage of minor i ty  c l e rk - tp i s t  aid steno- 
grapher applicants on the register  dw.? t o  the d i f f i c . z l ty  cf 

I 

.. 
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#e attempted to res5ev *e selectim prcxess at Read- 
quarters am3 the four caaksrs to determine whether tkey ~ E Q -  
vid& for equal opp~rtmiw consideration of a31 qualified 
applicants. fIowever. CSC does not  require agencies ta m a h -  
t a i n  docmentation OD hcw selection is made fron d l  c a d i -  
dsltes considered for a pcsition. 
tietamine whether applicaqts wit'n si-xilar qualifications were 
given equal conslderaticn. 

Therefore t ? ~  could not  

Consistent w i t h  CSC regilations, NASA uses the mrit 
prmotio-. in selectis;; persuns to fill vacancies. 
R a t i q  panrls ape used tc evaluate applicants for zdl supzr- 
viso-ry positions, Either  the rating panel or a persc-mel 
staffing speciaiist prepmes a certif icate for the selectkg 
official who is respasale for f i n a l  selection. Because 
*.e certif icate does not iCantify whether a p p l i c m t  is 
a b m r i t y  or a w m m ,  W E  coact not detemine whether equ.4 
consideration was provide& 

Absence of minorities arrd fezdes on t?ie CSC registers 
fro3 c.%ich NASA selects m s t  of its new hires is a problem 
that z~ust be resolved, We believe EASA and CSC need to 
jointly ginpoiat the cituses of this problm and take correc- 
t i v e  actim. 

Apparentiy tkere is a E E ~ J C Z ~  shortage of m5ncsrities and 
feaales i n  the profession32 scientiEic md! engkieering ir'ields 
that  compose 2~11~0st ane-hef of LGSk's xcrk force. Also, if 
the reductions in force a d  h i r i n g  c e i l i ~ g s  h%SA has w r i -  
entea in recent years e m t i n = ,  I P S A ' S  capacity to improve 
its E33 posture through h i r i n g  w i l l  be furaer l i m i t e d .  

25 
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We rec-nd that Cfe A i h h i s t r a t o s  of IGSA mc3 the 
CIialrnan of CSC identiPy the ciluses of t he  apsarent l w  per- 
centsge of ~ z m e s  of mincscities a d  femles ~;hich  a e  re- 
ferred to D 5 A  from the C X  registers EO acticn tan be 
h i t i a t e d  to cr~rrect this problen. 

--malye t3e potesltiai supply of minorities w.d females 
w i t h  selected s k i l l s  w d  mke scch analysis available 
to all agencies to insare that rraznixyful  and zealis- 
tic fPf)  goalis can be csta3lished zx2 'CQ i ? ? n t i f y  
occui :tior,al categories with ri~urtages of ~ i n ~ r i t i e s  
ai?d f e d e s  and 



TZASA i n s w h a t i o n s  general ly  were not spc i f ic  in the i r  
I973 3,n.d 1974 affirmtive a c t i o n  plans cot?csrnhg +&.a nmber  
of minorities arid females t h a t  would be praviciedi tra i~ ing .  
The plam generally stated t h a t  evaluations would be made 
of prc3lotLoa actions and ins tmces  where promotions >ad nos 
been mds to daternine if t r ends  existed. Because of C7e 
vaguecess in tke p l a ~  on &lese matters, ie could not deter- 
mine thsthsa: t h  installations accozplished t3eir gcds. 

EASA headquarters and center progrzzs m k e  t ra in ing  
courses availzble to ezployees, 
separate entities and have designed training progrzzs to 
meet Ciair a m  needs, 
&le a t  each i n s t a l l a t i o n  difeered, we did not colT;pz.re da-a 
fro3 one installation Lo data from mother insLallatian.1 Lqs 
found t h a t :  

NASA installations are 

(SLxe  &e tyye of t r a i n i n g  d3ta avail- 

- At f a S A  headquarters in 1973, $149,194 was spent for 
t r a i n i n g .  Of this ammte $24,819, or I? p r c e n t ,  w a s  
spent for ninority eqloyees a?d $54,397, ox 56 per- 
cent ,  was sprnt for  fcrale e ~ p l q e c s .  'These percent- 
ages are &or;t the s zm as the proportion of these 
g r o q 3  i? *.e :,eadqmrtsrs wm2: force. 
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Percent traininq 
received 

Minority Female 

Techxiral sup- 
port 11.3 1.9 

Clerical 30.7 97.9 
Professionsl 

adimkaistre- 
t ive  and 
S C i e n t i f l C  
and engi- 
neering 9.0 5 . 5  

Percent of empfcyees 
i n  cateqory 

biinority Feaale 

7.8 
11-5 

2.8 
89.3 

3.9 3.6 

Ko females received f u l l - t b e  graduate or undergraduate 
study d u r i n g  fisral years 1971-73, although 47 whible 
d e s  and 4 m i n o i - i t y  mles did.  Par t ic ipa t ion  i n  this 
training has deci'eased fron 38 tsployees in fiscal year 
1971, to 8 in 1%2, arid to only L in 1973, In the 
first 6 mm+&s of fiscai year 1974, enrollmat iccreased 
to four. 

- At Lewis izt 1973, 1,571 eqloyaes participated i i i  344 
training courses r e s u l t i n g  in 2,575 course participa- 
tions. 
Lewis wx% force received 4.7 Fercertt of the fraining. 
Females  re2resenting io. 5 percent of the Lewis kiffrk 
farce received cnly 6.9 percen t  o€ fie trab-ing. 
Minorities cozpleted a~ average of l..9 c c u s e s  and 
females an average of 1.3 courses. 
a l l  employees was 1.6 c- LdLrEies * . 

IJiimrities representifig 3.9 percent of @.E 

T z l ~  werage for 
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Ike schedules in appzztrix 3 3  show the reslllts oc i 0-ar 
analysis of trahing. 

Careez promtions are &sed on an employes's g r a e  
within a career ladder or succession of grades 
trainee level to a full-prfomance level in a given line 
of work. P ~ U T I Q ~ ~ Q S I S  are not subject to cozpetitive pmce- 
dures, Accordiq to FPM gnideliiies, career ladder pron;otioAls 
may 52 awarded if the folltmhg conditions exist: 

a 

--Competiticil was held at tbe entry stage an5 potential 
cw-didates were advised that i r i i t i z i l  selectim could 
iead to prcsastion. 

--A11 employees w i t h i n  K3e career iadzer group are given 
grade-building experience. 

--All employees withi ;?  the career lac7,Ser group axe pro- 
moted as &diey demnstzate a b i l i t y  tc pezfor~3 at the 
next higher level. 

29 



With the excepthca sf XarshaPl, ea& hotaLPaticn has 
com.ittees that meet p,rieSical%y to svzltrate rscomenda- 
t i o n s  for careex promotions, 
o r i t y  to act on prsxotions t41il.a o"&ers do not,  
centers the pmsonnel office ap2roves al l  promotions. 

Saxe committees have the auth- 
Rt soma 

T3e career ladder promtica sysgen was deeigne3 by CSC 
to elbinate  c ~ ~ p e t i t i ~ ~ ~  & m e  the e n t r y  level LWR~ em- 
ployees, Ro~~sver, all of tf;e installations vis i ted were op- 
erating under z.n avarage-gzade-ceilhg control hpossd 3y 

fiez61partex-s as directed by the Office  of Frmagernent 
and B ? d p t .  A grade-ceiling control fcrces i n s t a l l a t i o n s  t o  
rank aployees and prorate only the best .  
employees qualified t o  -pixform at the next higher level are 
not  k i n g  promsted. 

The effect i s  that 

N e r i t  promotions 

The mSA-wide rnerit prornoticn plan outlines procedures 
for  f i l z l n g  vacant pos i t ions ,  including trada m.3 labor FGS- 

itione, c o m p t i t i v e l y  at and below t 3 e  GS-15 level. Tne plarl 
doss not guarantee pro-notions but is intended to i n s u r e  %at 
all. q m l i f i e d  q l o y e e s  receive fa i r  arid eqiitable considera- 
t i on  f c Z  promotioii opportunities. S h c e  t3e NASA plan in-  
corporates FPM gu ide l ines ,  it s-wcifiee eona i t ions  under 
which  csnpetitive procedwss must or must no t  be used. 

3 T3,e plan provides  Llat, if at l e a s t  three h55hly q d d -  
B ifled cancZidates can be 

uni t .  Piowever, if three siicl candid:&tes cannot be i & n t i -  
fied, Ehe area of csnsiZerstion nust be extended to inc9zdle 
the entire i n s t a f l a t i o n .  If three candi5ates s t i l l  cannot 2 

be ide.-.%ifiec? tFie area cf consideration 3ust be extended to 
all IkSi2 i n s t a l l a t i o n s .  %e area of consideration, howerer, 
e m  be limited EO jn i n s t a l l a t i o n  under certzlin conditions, I 
b u t t h e  plan encourages the m e  of a NASA-wide =ea of con- 
s i d e r a t i o n  t 

identified within a major organiza- j 
tional. u n i t ,  coxiideration need not be extended beyond "this . .  I 

i 
i 

- 2  

I 

in fi3.liD.g GS-14 snd G8-15 positions. . a  
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Ea& caadidata is evaluated by a rating pmel UP a 
personnet st.affim3 specialist and elassifieir as either 
highly tpaligied, qual i f ied,  or irieligible, A kist sE "&e 
best qualified candidates is furnished to fie afEicizH w30 
makes the E h a P  decision. 

~n mphcryee not selected c m  request fihe pzrscmel. 
office to € u n i s k  the nam or' the c a n d i h t e  selected ;urd 
infomztticn on 

--w?et_F,er *.e employee's n m  was included on &e list 
furnished the selecting official; and 

--\&at areasp if any, t ie  employee &auld bpsove to 
increase fhe chances :or future selectisn, 

31 
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A t  headquk-ters for fiscal p a r  1971 thxough t k e  first 
. -  three cgarters of 3.974, we exmined three job series EiIaere 

either minority f e d c s  and w3ite femlcs or white faales 
m d  white d e s  were! pronoted to coiipxsble graze Levels. 
(~hese s i t ua t ions  weze not  present Lri each year.) 
that far pronotions 

%e found 

--to a GS-7 secretarial position tke average t5- in 
grade of minor i ty  femzles exceeded me aversge for 
white fezales in 2 OE t'ne 3 years exzzined; 

--to the next Figher gradz ccntract snd prw-xrezent 
specialist, the werage t L i  in cjrada of &ite males 
exceeded the average of vhite females for khs 2 
years exanined. 

At Johnson we exzmined, by grade level, t?ie average tine 
&-I gra& fOK each mfor job ca tqo ry  as of June 39, 19f3, 
For 15 grade levels *E 5 major jab categories, rnirrorifics 
and/or ferdes s p n t  Longer prr&s of ti= h grade t h n  

." 
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A t  1C;arshalP w@ a.salyzed t k c e  in grade by grade Bevel 
a d  category for f iscal  years 1931, 197.2, and 1973, D-aring 
the  period aibl employees were s i tuated i n  E34 psitiofis 
(various grade Levels and catqories),  Ir, comparisczi w i t h  
the total work force, f i e  average t i m e  in grade for minori- 
ties was less in 26 (I4 nsnprofessionzl] of 52 positions 

There were no minorities i n  the remilining 82 positions.  
cornperison with the tskral vork forced the average t h e  in 
grade fo r  femles was less i~ 4% (20 nonprofessional and 
21 professionsl) of 77 posi t ions  a d  eqxial for 9 (4 norz- 
professional and 5 professional) positions. There %ere no 
femdes kn the remain- 57 positions. 

and equal in 4 (2  nonprofessional mad 2 professional). ! 
In 

i 
I 

USE OF PFESEhT SKII;LS 

a W i t h  the exception of LXASA headquarters, ins ta l la t iana  Y 
1. 
f had conducted skil-1-util izatian suzzeys to ident i fy  &?des- 

each Iocatic-a, L e w i s  con6scte-3 d comprehensive survey and i 
WBS updating it with k f o m t i c n  obtained s u ~ r ~ i s c x s  i 

during annual perforname z a t i n g  sessicns held w i f !  ei;iplo.g- 
- 4  

were advised that  at ~ohrrssn cmpsehensive surveys were not f 
made because (I) the data obtained quickly becare &solete 4 
and [ a )  the center was Pr? a refhetion-id-force situation i 

ut i l i zed  employees. T3e s c o p  of these surveys varied at 
. a  

1 
3 

ees. The S C Q ~  of tZle s m e y s  at other locations usually 

t 

r’ 

was limited.  os exazz?le, Axes conducted surveys when Reeded 
to i d e n t i e  art employes to fflL a specific: position. We 

1 

to reduce the work force a d  the asarage grade level. 

1 
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The term ' w a r d  mobility" Was first used by csc 
in 1970, The tern was new but  'the concept was not,  CSC 
defines upFard mbPlit;y prqraTi  as 

n* * * syskeratic management efforts  that focus 
Federal personnel policy and te&nic;ues--classi- 
fication, eomselL.ng, selection, braining, a d  
developmefit and evaiuation-with the goal of 
developing and implemmting specific career laddsrs 
for lower level employees possessing tSla potential 
to do higher l eve l  work in their agency," 

The training prmided in Up-d mobility prqrams differs 
from the trainisq discussed previously in th i s  chapter in 
that it provides lower leva1 eniployees developnental oppor- 
tunities that go beyoEd nom31 staff improve=ent prqrms. 

9.e EEU A c t  required each agency to estSblish an up- 
w a r d  nobility prcx~ran in its &fimC,ive action plans, Ln 
1973, vithotlt g u i d a x e  froz CSC, €bSA headquarters deve lopd 
an upward mobility p r q r m  tmposed of f ive  coqarients. 
N A S R ~  s program contains the following coqonents.  
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CEP I is a eonthuatbsn of e7pleyee developa.er?t pso- 
grams w h i c h  allox enployeas to attend causes, at =SA’S 
expense, aEter wozking hous ,  There are no l i ~ i t s  to the 
nurobes of courses employ7ees c m  take, The co?pTses do not  
have t o  bs job related, Under this progrm applicants 
must have pe&menr t  appobtmnts  In nonprofessional p s i -  
tions at the GS-9 l e v e l  or &fox or hold  equivalent posi- 
tions and have 1 year of service with NASA, 

CEP If 

CEP I1 I s  a goal. oriented prcgra-a which allows enploy- 
ees t o  attend sc;?od, at PlASA’s expense, up to 8 hours a 
week during norfoal duty hours arid after hours. Eq loyees  
applying for this przqrzra must have a designated goa l  slld 
a plan to reach a i s  gcal. To be eligible employees must 
have 1 year of service wi’& =SA; hold p e m e n t ,  noqro-  
fessicnal. positions at the G S - 3  through GS-9 l eve l  or cqiriv- 
a l e n t  positior,s; and have accmulated 1 2  semster hours  of 
college c r e d i t .  

G r o w t h  Oppr t t r a i t y  a E 1 e . g s  employees w i t h  demonstrated 
potential. t o  be competitively seleetert a i d  t r a i n e d  i n  
careers unrelated t o  their past occupations, To *be se- 
lected c m d i d a t e s  must m e t  appropriate CSC grade-level 
q a a l i f i c a t i o n s  for  the p o s i t i o n  or have an adequate back- 
ground t o  indicate p o t e n t i a l  to pzrfcrm i n  the t a r g e t  posi- 
tion, Candidates must  De rated by two pecple who kncw t h e m  
and their experience and Wrfoncmce. The t x g e t  positions 
Lye paraprofessional, T o  be e l i g i b l e  candidates aust ba 
nonprofessionals  LQ grade Levels GS- 2 thro-qh GS- 3  or ho ld  
eqiivialent positicns &,?5 Xsve been NASA ez2Loyees for at 
leas t  1 year. 

Snecialty T r a i n i z q  fcr ~ n t r y  Professionals (STZPj 

STEP enables nonprofessional  employees i n  grade l e v e l s  
GS-5 +&cough GS-lO zL.-..3 eqrrivalent Wage Grade { X G )  levels t o  
mve through the competi t ive s e l e c t i o n  process t o  profes- 
s i o n a l ,  a&nin i s t ra t ive ,  or t echn ica l  p o s i t i o n s  h w i n g  pro- 
motion potential t o  GS-12, E,nployees entering a t  grade 
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headquarters 

EFSA headgwters has .mployees pEt ie ipakhg  b the 
other m p o n e n t s .  At the end crf June E974 f l : t  32 ezpBoy- 
ees-19 white females and 13 roimrity fezales--were par t i -  
c i g a t h g  h CEP I, (2) 9 emp]loyees--5 white fenales and 
4 mimrriey females--xese participating La Grcmth Gppr tu -  
nit.+, a d  (3 )  2 white females were participzting in cross- 
Overc L? A q u s t  1973 nine eqloyees--one mimr i ty  rde;  six 
minority fezales mx3 t w o  white fer&es--staPted parrtici- 
patizg in CEP If. 
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The project is open to all. Ames employees in grade 
levels h l c w  GS-9 and XG-3.0. Each directorate m d / ~ r  divi- 
sion competitiaaly selects candidates for training md the 
t-at positims, DUE to complement l i m i t s  selected 
c a d i d a t e s  are from with in  each organizational s s p e n t .  
Employees are selected using m S A * s  merit promotion pi= 
and are rated on their experience, t r a in ing ,  performance, 
and growth potentia:, 

i 

i 
1 Partici-ts in the project are trained for the follow- 

ing t ~ s  of -get positions: 

--XG positims : m&elinakers, machinists, instruiient 
makers, electriciam, plmbers, and aquipxent 
mechanits. 

- 4 s  positions: branch secretaries, accou-~ta~ts ,  pro- 
cure=-nf and personnel clerks, technicians, er,gi- 
neers, plqysical scientiats, etc. 

As shown h ’&e follcwing table, in 1973 s i x  exployees 
(one white f e d = ,  two black males, and three w h i t e  nnales) 
reached thei r  iarget positions and advmced. 
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WG-4 Stores attendant GS-7 S~ppfy  technician 

As of Kay 1974 Aries had 27 e~nployees--6 &ite males, 7 
Spmish-swnameii males, 10 hJnite ferides, 3 b k z k  faniales, 
and b Spanish-srrrnmed f ede - -pa~t i c ipaking  LI t he  proj- 
ect.  23.l.l project pasitions were f i l l e d ,  

JohnPon Space Center 

Before October 1973 Jo3ason did not have an upward 
r n u b i l i ~  prcg-raz, 
constraints ana reorireznts to lower average grade levels, 
The G r & h  Oppcrtmity cornpment was m l a e n t e d  in O c t o b e r  
1973 a d  r-5 selected because iQ provided f i e  ~ - & - ~ i a n i s m  to 
s a k i s f = =  a current manpower need, 

Officials attributed t h i s  to bu2get 

AiMitional employees were needed in persomela center 
operations, and procurezent =ease The p z s o n n e l  office 
decide3 to select and train ncnprofessicnals to fill "Jlzse 
needs ra ther  t3a-q hire additional professionals, ?ositions 
were created f o r  e ight  prsc lxeEnt  ass i s tmt s ,  cne incen- 
t ive wards assis ta t ,  one office sqqort technician, and 
one perscnnel  assis"mt. T3ese positions were desipeci for 
employes zt t h e  GS-5 a d  GS-6 grade levels  and prcvide po- 

seven x&i+,e fenziles, and t h e e  %%ite mles were selected. 
- t e n t i e  to &he GS-7 grade lesel. One minority female, 
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Lewis Research Centez 

Lewis co:?siders ezzioyees takFsig college courses at 
*e center and at local universities as CEP I pzrticipants. 
Th reimining three ccqonents--CE? 11, Crossaver, m d  G r w d  
O?portmity-+ere scheduled to be announced in 1974. 

L5wis  dit2 n o t  'Rave a formal. upard mobility prcqram 
begore 1974 but consicbred progrms such as ski l l -ut i l iza-  
ti03 revieds 8s scrzinc the s m e  pmpose--identifying em- 
pzoyees w i t h  interest and potmtial for higher l eve l  assign- 
ments, imrinq 1973, of the 53 merit promotion actions 
occurring, 25 %ere relaced to upward mobility. 

Warshall Sptice PLiqht C e n t e r  

Marshall accoqlished its 1973 upward nobility action 
i t e m s  t k z o q k  two existing career develop.enk prcqrms--Pre- 
yraf-3siocal Career Training ? r q r a z  mLd Vccatienaf Cwpera- 
t ive TrEining P r c q a r .  The preprofessional prqrm provides 
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Black miles 0 11 11 
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Tke liribted prmotion data avaC&le at eadi bYSA in- 
s t a l l a t i o n  prevented us fro3 performing in-depth w z d y s e s  
of psorcotions received by minorities aid fernales in zegard 
t o  f a c t o r s  considcrkl m d  f i n d  selection. 

k4e coald no t  cancluds whe"LEzer lWS.A's upvard nobility 
program has been suzcessful 01 not becaLse progra at 
most installakions has been only parti3lL.j operative for a 
sho r t  t h e e  An evaluation of t%e p%ogram would include a 
deleproination of tho number of paxt ic ipants  who successfully 
conpleted fie t r a in ing  a d  were psomted or reassigned to 
new career fields. A t  the ti= of our fieldwork this data 
was not wailable.  

We recommend t ka t  the Admittistrator of NASA: 

--R@quire t h a t  agency and i n s t a l l a t i o n  affirmative 
actim pla-1s spec i fy  (11 t h e  ts/pes of tziinkq t o  be 
provided, (2) the types of opprtwit ies  available to 
employees. znd ( 3 )  t n e  e s t h a t e d  nunher of m b m r i t i e s  
and females t o  attend training. 

--Maintain sufficient informacicln on promotiom so that 
determination; czn be W.de as to wfio m s  csnsidered, 
what factoas were considered, a ~ ~ d  how the final 
selecticn was nade, 

--Insure that ZASA'S u p ~ a r i l  mobi l i ty  progrm will pro- 
v i d e  for a systcnatit i d e n t i f i c a t i o n  of (I) individuals  
or qrcaps w i i 5  developmer?t potential, (2) ocmpat ions  
which offer  dsvelopinent opport-mi? y ,  and (3)  p x i t i o n s  
that  do iicrt of€ez opprt.;?ities for employees t o  
s e r f o m  and asvance t o  &eis highest  potextial. 
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Ertcept for not meeting the time limit on processing 
f o w l  cmpfa in t s ,  EASA is processing discrir&nation corn- 
pl&.ts in atcordanre w i t h  CSC gaidelb.es, 
s p i € y  that com~lainants must contact an EEU counselor 
w i & h  30 diiys of an alleged discriminatory action. 
sebr should ateemst to info-mlly resolve the  cmpllaint 
w i t k i n  2 1  days. 
the resalts of counseling, he has 15 days in \?hi& to file 
a forma% coqlaint .  An agency is allorsred 180 days in which 
to resolve a conplaint. Duxing those XeQ days t he  case is 
to be ex~nized by a? icdependent party; im infoma1 resolu- 
t i c = ? _  attempt&; a d ,  if necessary, a hearing held by a CSC 
appinted cozpltaints examir.er. 

CSC guidel ines  

The corn- 

If *e complainant is not satisfied wi"& 

Tine 1804ay limit was estzblished by CSC ef fect ive  
D e c d e r  1, 1972. During 1973, 28 aployses  filed 35 for- 
ml coaplaints against  NaSA. "he 180-day l M t  was not 
m e t  for I1 m i z l a i n t s .  
for each processing phase f o r  these  complaints is psresezted 
i n  fie fo l lwing  table. 

%e t h e  lapse fhrough June 1974 
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HA!% has EO c o n t r d  over tke lcngth of t L ~ e  a c o n p l a i n t  
is awa i t ing  hea r ing  or ki i n  the  Aei;ing @~tase. BAS& o€fi- 
ciaPs have ~ e ~ ~ p k e d  tha t  s m e  delays have crccurzed d u r i n g  
informal resolution. X’WSA plans to establis3 t h c  limits 
on this phase to expedite cccplaint processing. 

On Sa~uamry S O ,  1973,  Federal agencies %ere S r e c t e d  by 
CSC to subrLt separate monthly rewrts on precompbaint eoun- 
se l ing  and d i s c r i m i n a t i o n  cmplaint processing. 
were to inclt.de data on the :kind of Ezzatter giving r i se  to 
the conplaint and the Basis cf the alleged discrimination.  
Tke premmplaint counsel ing r e p r t  also 12i.s to ioclude i n f o r -  
nation on the kind of c o r r e c t i v e  a c t i o n  taken ,  and the dis -  
cr-nation cmplaint processinp report was to i nc lude  i n f o r-  
mation on t h e  status of each camplaint and the nuzber of ccn- 
p l a i n t s  closed d w i n g  the ~ o ~ l t h .  2’s insure t h a t  CSC has can- 
pPete and current i n f c r m t i c n  on p r e c m p l a i n t  counseling 
and complaint 2rocessir.g.  agencies were required t o  s a i n i i :  
both monthly re-prts by the 1 S t n  day of each nmth.  

Both reports 

During 1973 NASA subnitted only two monthly reports 
to CSC on tine, The late submission of repoxts by NASA may 
be due to delayed reportixq by installations. TWQ i n s t a l l a - .  
t i c n s  included io our review consistently su’bi7itted t h e i r  
reprts afrer the c?ue dates. 

Reports on precompiaint  c o u n s e l h g  may n o t  accura te ly  
reflect the volvcie of a c t i v i t y .  The reprts  do not indicate 
which precmplzkists extend over consecut ive  montlls, 
tion, precomplairlants could ke double counted if t h e y  con- 
tact more than one counselor, 

In addi- 

NASA i n s t a l l a t i o n s  Eave e r i e d  t o  i n f o m  Employees about 
the a v a i l a b i l i t y  ar,d use of the d i s c r i m i n a t i m  cmgilaint 
system, and abozt 210 individuals, b c l u d i n g  132 st t h e  in-  
s t a l l a t i o n s  v i s i t e d ,  con tac t ed  counselors in 1973. Hewever, 
judging from our i n t e r v i e w s  with 329 r a n d m l y  selected em-  
ployees, i nc lud ing  67 w 5 i 5  males, 128 m i n o r i t i e s  [male and 
female) - and 134 females  (minor i ty  a d  norminarieyl, these 
efforts have not been f u l l y  ef fec t ive .  =out 35 p e r c e n t  of 
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age s Re se arch 
Center 60 32 63 63 

Johzson Space 77  5% so 51 
Center  

L e w i s  Research 71 38  55 48 
center 

Yiarskall Space 60 25 78 55 
F l i g h t  Center  

61 EeaCquarters - 
Total 

15 - 72 - 61 - 

Per cen %age of total 35 72 55 

Snstallatior~s have triet! to inform einpioyees o€ the 
bissrimination complaint system th rvqk!  ,pblications, ma- 
agenent instructions, distribution or‘ t*= affirmative action 
plan, and postizgs 3n bulletin boards. B u l k t i n  bcxci ,--st- 
ings- at t w o  insL&llations, however, sare incmpleta a76 
insccuraie, Tney did not cover the 30-&y t h e  lhit on 
contacting EEO caunselors after a passible dLscxbbatosy 
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Although v a r i o u s  methods were used to inform employees 
0% the  omp plaint system, the installations seldom discussed 
the  system with employees during staff meetings. Interviews 
w i t h  104 rwdmly select& managers snd sr?,pervisoars revealed 
t F i 8  only 40 had ever discussed EEQ at a staff meeting. I n  
addition, about 36 _percent of these 1Q4 nanagers a ; ~ d  silpr- 
visars  had not  recesved m y  o r i e n t a t i o n  or training regard- 
ing the EEO grograms. 

- Sore E m  m-mselors at the installations believed tha t  
emplape awseness af Eected employee e ~ , , f i d e ~ c e  i n  the con- 
plaint systen. Thir ty- three  counselors sa id  that employses 
did  riot have confidence i n  the c u m p l a h t  system. Ten of 
these counseiocs a t t r i b u t e d  this t o  lack of srnployee aware- 
ness and 11 to lack of results- 

The NASA installations inc lzded in our review had a 
tstal of 51. caunselors. me n w i e r  of ernployces -per coun- 
selor ranged frm 161 t o  495, whSch is w i t h i n  the CSC sug- 
gested l i m i t  of 500 er;..ployees p r  colmselcr. I n  addition, 
conpihainants interviewed generally s t a t ed  t h a t  counselors 
were readily available. 

Couflse lor s e Z e ? t . a  

CSC's F'PX Gulletin 713-17 suggests that, to i n su re  em- 
p l o y ~ ~  confidence i n  the system, employees' input  shoitId be 
considered i n  selezt ing counselors. EASA'S installations 
obtained nominations for counselors through various msans. 

Counselors at .%rshall are selected by tl-e EEO dfrec- 
tor, with  the Earshall Director's approval, after nominations 
by m a g e r s ,  supe~v i sor s ,  m d  EEQ offzce WrsomeL.  At 
& ~ e s  m d  Johnson "ne counselors subinit n a g s  of pecp l~  who  
wssess the q u a l i t i e s  of a good cortnselor. The EEO officer 
se lec ts  the covmsslors and t hey  z r e  a p p i n t e d  after f i n a l  
apprcval 5 y  E?e c e n t e r  Director, L e w i s '  cow.selors ape non- 
imted by employee groups--tha EEO cornittee, EEO CounseEors, 
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although thsse selection methods can pmwide qualified 
coun=lors who are respmsiwz to employee coiplahts,  they 
do not afford ezployees -&e ~pprtmitg  to directly partici- 
pate in the s e l e ~ t i o n  process. The ahsearce of suek partici- 
pation may be a m n t r i b u t h g  factor to the employees' lack 
of confideme i n  the coxplaint system. About 24 prewit 
(78 of 328) of the randmly selected employ2es that we inter- 
viewed said t h e y  wcuPd not %ile a complaint even if t h y  
were victims of discrimination. Reprisals OP intinidation 
were feared by 19, and 27 einployees did not believe &he sys- 
t e m  would produce a just resolution or' a eonpla.int. %%bout 
58 p r c e n t  of the EEO cclmsekrs belie:red that  employees 
did not have confidence i n  &e complaint system. &,barit 90 
percent of the employees interviewed did n?ot h c a t ~  how cmn- 
selors were selected. In addition, of the employees who knew 
the selection methods or 
about 46 percent did not 

Counselor training 

ha6 the methods explaiied to them, 
agree wikh  the selectio,n, process. 

CSC guidelhes  stipulate that agencies should m a n g e  
for t r a in ing  of FEW counselors innediately upon selection, 
NASA installations generally send counselors to CSC courses 
for basic COLIJLS~~GZ training. Aim, 18 of the 51 c~use fors  
a t  the installaticm vis i ted  had attended at least P ad- 
vanced CSC t r a i n h g  course', T3irteen counselors d i d  not 
believe their t r a i a i n g  was adequate. 

EASA directed each installation to conduct in-house 
c ~ u n s ~  l o r  training dur ing 1974. 
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erly serve employees only if they kP%m about its USE? a d  
have eno~gh  confidence in it to register their c ~ ~ p l a i n t s ,  1 

! Efforts to pu3lieixe Eke system have not been f u l l y  effee- 
tive - Thirty-fiv~ pexcent of the EA% a~ployees interrviewed I 
did not know the first steps in registering a eozplaiwt. . I  
Twerrt,v-fcrur percent of the employees h t e r v i e w d  said they 
wouZd not file a conplaint  even i f  they were victims of dis- 
c s h i n a t i o n .  Over half indicated fear  of reprisal, fear 0 
i n t i a ida t ion ,  or a belief that  the system r i ~ ~ l d l  not produce 
a just resblution zs e e i r  reasons for not f i l i n g  il c a -  
plaint- thus indicating a distrust in the system. mployees i 
lack knowledge about the systerz and seleetiom of counselors 
and do not have zm op-partunity to participate in counselor 
selection. ~lso, complaints age not being processed i n  a i 
t imely manner. t 

i 
1 

we Bslieve a discrimination ccmplaim system can firop- if 
i 
I 

I 

i 
1 

. I  

I 

; 

I 

i 

i mm?m9ATIoEJ s 

3 - We recommend that the Adzahistiator of NASA 

--develop a program that would i n s t i l l  m x e  e~pfoyee 
trust and confidence i n  the cmplakt system; 

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

g --exwdtite fom.al complaint processing t o  meet t h e  3 
2 limits spzcfficd by CSC whenever possible: and 3 

5 
permits direct employee participation. 4 

i 

4 . -  .: 

d --develop a s-roc~ss for selecting ~01~riselorz r?hlich 



. -  

L i f e  science pa.sitions--ificXudes l i f e  science professional 
p o ~ i - t i ~ ~ ~  not reqiiiring aerospace technology qualifications 
such as sedical officers and okher positions p e z f o & ~ g  pro- 
fessimal vork id? ,sychology, the bioPogichE S C ~ ~ E C ~ S ,  and 
p m f e s s i ~ n s  which support the science of medicine such as 
nrrrzhg w d  nzdicsd technology. -. 
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1. 

3, Plan and conduct a 
annual LQSA EEO conference 
for key management officials ,  
b s t d l l a t i o n  directors, EEO 
ofr'icers, counselors8 m d  
other appropriate personnel.. 

4. Arrange for trakiing and 
orientat i .cn i? persoriel ad- 
~ i n i s ' t r a t i o n ,  contract con- 
pliance, and other areas of 
EZU for headquarters and in- 
stallation staffs engzged in 
E O  wmk.  

Accomplished, except NASA 
headquaxters inseallation 
which has an ac t ing  B O  
offices. There are either 
part-time o r  full-time 
EEO officers w i t h  support 
s ta f f s  a t  n i n e  EASA in- 
stallations. 

EEQ offic.? decided not to 
hold conference. 

Accomplished. BASA-wide 
equal opportunity staffs  
have, Znring t h e  calendar 
y e a r l  participated in 
training seminars conducted 
by EASA, CSC, and privzte 
sources a s  follows: 
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a. Selection processes 
should be revkwed 

that ~norities and 
wcmer7. are considered 
eqclally w i L l  sther 
Can2idateS, 

pericdicalfy to assure 

2. Each ins%alhztion .El20 
officer sI-LoK~C: be advised 
of rcducticn- in- force plan- 
ning at an early stage  ~nj [  
participate in reduction-  
in-force decisicnmikFng. 

--16.3 percant sf hires 
were minorities, uid  

--50 percent of hires 
were fenale, 

Accocqlished. R e d u c t i m -  
in-hrce plans and related 
activity a c t i v e l y  invcrlved 
EEO officers durirq January 
eo June 19-23. 

! 

i 
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4. Coordinate recruitment 
acc-ivities wirh EEO officers, 
co;msePars, EEO Corlncil 
menkersz FWP Coordinators, 
Coordinator for 16-Point 
P r o p a m  for Spmi&--%r- 
named, other assignei? EEU 
st;l ff ; l&or  orgmiza t icns ,  

to assure t h t  recruitment 
actkvities are reaching pi- 
norities mi? 'ri70ms. 

and to,mtunity orqaniza t LQRS . 

a .  P,povi& for active re- 
c r u i t i n g  of mhorities 
and women from secondary 
schools, jun ior  col lqes,  
and. w - i v a e s i t i e s  w i t h  
appropriate minori ty 
enrollments. 

b. Provide for  EOSA rep- 
resentatives tc partic- 
ipate in career days at 
predominar,tly rninority 
Bigh schoals and c o l l e ~ e s  
a d  at job fairs oriented 
to minority and Senale 
applicants to acquaint #erj 
w i t h  c3rezr o p p r t x i t i e s  
w i t h  tGLsk, 

5 5  
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APPELXDIX TI 

--Ror&ouse College %%ace 
Day h Atlanta, Ga. 
~ V Q ~ V S ~  amraxhtely 
2,000 stn&3l%s. Also 
prticipatirq wer, - corn- 
ILTUI: i ty rep re si en tat ive  s 

from headparters 
Wdard,  E4SA Fasadens 
O f f  ice, FarshalP and 
Johnson. HASA ~ d i b i t s  
and educational materials 
were displayed. 

--League of Latin 
America Citinerrs 
( L U C  1 kfiuw2rqe, 

a d  m S A  B o  pe~SOlUlC?l 

E.M. -41 ight Gaddad, 
Marshall, and Johnson 
participated, Exhibits 
and personnel educa- 
tional materials were 
displayed. 

of Black Social 
Workers Comention LI 
Eew York, A n  audience 
of approximately 3,400 
viewed ixASA exhibits 
arld edlLctttioRiil 
materials. 

the  P*&lir= A f f a i r s  

l nho r i ty  input to the 

--xational Association 

- 4 E O P  cooperated w i t h  

O f f i c e  20 sup2ly the  

general i w i t a t i o n  l i s t  
to view launch ac t iv-  
i t i e s .  kpproxinately 
100 vehicle passes 
[accomodating a b o u t  

4C9 people) were i ssued 
in this m n e r  for 
Skylab 1, 
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-mddard Scieotists have 
zippared cn tke B l a c k  
Hews Conferencs on teie- 
vision in &%tjmors. 

--A ccn t inu ing  re la-  
tiorship has keen 
established wit3 a 
minority audio network 
(with approxhately 
LOO afz i l iated radio 
stations) a T h i s  
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network nms features 
about minorities w30 
perform significrnt 
mfes i n  ths space pro- 
gram. &venal people 
were  interviewed durisg 
the skylab PIiissions. 

--A minority media list 

mtely 190 newspapers 
and magazines was 2sta5- 
l i shed In coaperation 
w i t h  the P G S l i C  A f r ' a i r s  
O f f i c e .  Special hnter- 
e s t  releases have 
been submitted t o  
organizations on the 
list. 

c u n s i s t i q  of approxi- 

I 

Institutional ad's were 
placed in the Afro -4mericm 
Career P l a r n i z q  Supplement. 
Funds have been b.ckuded ia 
the uSOP f iscal  year ar74 
budget f o r  other such ads 
in the Amterdm ECWS, 
Miami Times, m,d La Luz. 

C.  Cooperate w i t h  i n t e r -  Completed: 
racial and h m n  re- 
l a t i o n s  gmups in 
providing Info,.rYnation 
regarding adeqJate 
housLz-3, t r a n s p r t a t i c n ,  
day care f a c i l i t i e s ,  u'd 
cthsr needs for  all 
ewlsyees cr a-ql icants  
fo r  eEg4opent. 

-1cstallations require  
b u s i n g  ads to indicate 
available housing WS 2%- 
out regard. .eC racc", =lor, 
nationality, or religion. 
Several l n z b a l h t i o n s  have 
assigned housing special-  
ists to assist minority 
applicants. 
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d, Assure t h a t  agency 
r ec ru imen t  -mpM.e%s. 
brochures, a d  news 
releases feature mi- 
nority groups a,rldPor 
women when they  are 
represe-r.tative of &e 
situatim depicted. - -P&lic  affairs ~ € f i ~ e  

has issr?ed statemnts 
of policy regarding 
NASA ness releases, 

1. Develop and issue a B&.A 
policy directive setting 
for”& &e objectives, 
requireants ,  and re-n- 
s ib  i 1 it ie s for irnI, I t ing 
a comprehensive program of 
upward mobility a t  each 
NASA installetion. 

Slipped. Eeadquarters 
Director of Persomel 
appinted a ful l- t ime 
upiutd rmbility progrm 
coodinator in April 1973. 
Headgarters p i l o t  pro- 
gram implemented in 
S e p t d e r  1973. Policy 
direct ive  issued June 
13, 1973. 

2, P l a n  and initiate Bhc Fo,maf headquarters upward 
implementation of a far- 
rnalized upward mobizlty 
program iizlicfi provides for annmnced Kay 17, 1973, 
a syste.mtlc identification consisting of LIP follow- 
of [I] ind iv idua l s  or ing mzponents: 
groups w i t h  d.cve lo-peat 
potent ia l  a d  (2) ocre;pe- -e? I is a cont inuat ion 
t i o n s  offering develop- 
ment op,prtur;ity and 
whit5 offer mwinw 

m b i l i t y  program for 
lwer grade levels was 

of E G A  headquarters 
employee development pro- 
g r a  which has allowed 
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--STEP w i Z l  era3le a I~IG- 
it& nmiber of XASA 
headqtmrters eiiployees 
GS-5 Eta~crugh GS-9 and 
equivalent m g e  Grades, 
who are now i~ clerical 
or nonprofessional dead- 
end positionk to enter 
professional. positions. 
?“lese i n f i v i Z u a l s  w i l l  
be selected on a com- 
pet i t i ve  basis which 
will inciu3.e zn i n t e r -  
view panel. mere are 

cated to a i s  progrm 
Ln 1973, T h i r d  and 
€?rid. zcwr” cmpeti- 
t i m  is b e h g  conducted 
no:$. 

eig;?t ~ s i t l ~ n s  dedi- 

>. . , 



--cl9-ossuver is a train- 
ing agreemen2 cur- 
rentll- being reviewed 
by CSC for agencpide 
use. 'fiis pmSgx3.m 
would enable a non- 
professi .?rial employee 
to change Po Emother 
technical area not  
necessarily related to 
h i s  present duties. 

5 .  Famulate special develop- 
nen t  plans for underut i l ized 
ezployees and fur those who 
6emonstrcte p o t e n t i a l  for 
advancement, w i t h  special  
a t t e n t i o n  given co minor- 
ity agd femle employees 
Lx lmer grades. 
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6. Ba5Pic3ke. as a ~ r c p z i a t e ,  
khe availability of Brain-  
ing, jo3  opamrtunities & 

and educational counseling 
to s t h 9 a t a  *,e 2wL-e3ess 
and paztici-pation Q€ ern- 
pfoyees, especiahl;. m i n-  
orities and wown. 

I. Revia-  traking fund aT- 
location at hea2quarters 
ard field i-ri-tallations 
t o  assure Ithat t r a i n i n g  
opportcarmitie3 are avail- 
ahfe to eap8oyee.s in 
Icwer grades to help t hem 
take advantage 04 career 
op-wrtmities. 

2 .  Develop educaticln ami  
t r f i n i n g  programs in EEO 
for super~iaoss an6 em- 
ployees on h m  EO resporid 
tc the needs of m i n ~ i t i e s .  

4. Develop programs to iden- Accompiishe3. Cri ter ia  
~~ ~ 

t i f y  ai?d reward suprvisors ,  has been drvelopsd f o r  
employees, m d  grocps that  an annual E3 award as 
denonstrate supervisor ac- 
c o r q l i s k z s n t s  in Lke area EASA Incerstive Awards 
of EEO. 

an in tegra l  cart of the  
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P r q ~ a m . ,  A w a r d s  have ? 

follszring l o c a t i o n s  : 
h e n  presented a t  the 

--1973: Langley and the 
Pasadena O f f i c e .  

--1!3?2: Godidard, Johnson, 
m s ,  a d  head- 
q u a r t e r s  - 

1. 

2 .  

Appoint ad t r a i n  a suf- 
ficient nsnber of EEO 
counselors and disperse 
chem t h r w q h o u t  headquar-  
ters and a t  ea& XASA i n-  
s t a l l a t i o n  t o  i m u r e  
ava i lab i l i ty  t o  a l l  en- 
ployees. 

A s s u r e  avaiiability of a 
s u f f i c i e n t  number of 
t r a i n e d  i m e s t i g a t o r s  t o  
conduct  t ime ly ,  camptent,  
and o b j e c t i v e  i n v e s t i g a-  
t i o n s  of formal discriai- 
n a t i o n  c o q l a i n t s .  Ti;e 
i n v e s t i g a t o r s  should not 
be assocatted with the 
w.it i n  xhich a complaint  
arose. 

3.  I n s u r e  th t t  necessa ry  
a c t i o n  is t aken  t o  cor- 
rect inpro2er or inade-  
q u a t e  sup-uisor or em- 
ployee per' iorrnance. 
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Counselors  have been ap- 
p o i n t e d  at eash ?&%SA in- 
s t a l l a t i o n  i n  accorda~lce 
with CSC g u i d e l i n e s  and 
have r ece ived  appropriate 
CSC or comparable locally 
developed training i n  EEO 
cornreling. 

CSC investigators mid NASA 
i n s p e c t o r s  t o n d z c t  investi- 
g a f i o n s  of d i s c r i m i n a t i o n  
complaints .  KASA has also 
developed a s tandby pool 
of em2loyees who could be 
o c c a s i o n a l l y  called upon 
t o  conduct  i n v e s t i g a t i o n s  
e€ al leged discriaination. 
These ennployees are re- 
quired to a t t e n d  the CSC 
t r a i n i n g  coarse e n t i t l e d  
I' Investigat Fng Complaints 
of D i s c r i m i n a t i m "  before 
conduct ing  such i n v e s t i -  
g a t i o n s .  
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7 ,  

1 D Ea& hXF3 L~sta l la t ion  Implenented as part of 
agenq EEO progm. shall develop and *le- 

mnk an ac"cPon plan which 
provides guidelines, cri- 
teria, -ah, and eLw- 
tables for &̂e 16-Point 
Program for Spanish-Snr- 
naIlE3. 

a. mvelsp a d  distr ibute  
special r e c r u i t m n t  
IiterattKe aimed at 
Spanish s m a n e d .  

b. using Spaish-sur- 
rimed recruiters 
w3enever possible, 
recruit from those 
axeas, lmations, and 
institutioss wk2_pe 
Spanish swnmiEd =e 
likely to Be found. 

In support of tpme -NASA 
r ec ru i t xen t  ef for t ,  haad- 
quarters andl hotal lat ion 
16-E.aint Prugrzm coordi- 
nators paPticFFated in 
Gmer-nt Careelc Infor-  
mation D a y s  which resul- 
t e d  i~ several Spmis&- 
speaking America co-op 
students being hired. 
Activj-t ies were held 

tions 
2LhL at? f O l l Q W h g  lOCS- 



2. 

for Slipped, S p e c i f i c  plans 
wonan tr met requixe- at  each installation are 
rrents of CSC FPM Letter in various stages of de- 
412-1, dated 0 ~ t o - h . ~  8, velopmnt. In te r im ac- 
1971. tion in support of this 

prograq is evident at 
most installations. Ex- 
amples of such action 
are e s t a b l i s h i n g  Federal. 
Women's Ccmittees, ap- 
p i n t i n g  F W  Co-Coordina- 
tors i n  selected offices, 
developing "house orgas" 
of news i t e m s  of Lntzrest 
to women, a p p o h t i n g  fdi- 
time FWP Coordinators at  
headquarters, Johnson, 
aid  Marshall. Part-the 
Coordinatcrs have k e n  
appointed a t  other in-  
s tal l a t i o n s  . 

Dete-mine extent t~ 
w3ich minor i ty  g r a q  
ernployees m d  WQ=R c m  
be utilized on i n s t a l l a -  
tion coimittees, ax3 take 
necessary action For all 
possible increased part ici-  
pat ion. 
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P. 

2 .  AssL*e tht effectivezess 

sidered as = integral 
F r t  of supervisory eaal- 
uations. 

in fr;r*.erir.g 3% be son- 
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a. Finalized i:,stallstion 
affirmative action pllmo 
are due in tke appropri- 
ate segional CSC office 
for xeview m d  approval 
90 days after s u h i s s i o n  

agencywide plan on Xiovexi- 
ber 1. 1972. 

to csc Of t he  E.&% 

4.  Pre-are! aad s u b T d t  a l l  re- 
ports as required in FPH, 
chqater 713, ap-xndls C, 
a d  FPX 713-25. 

1. Devel3p a plan for coo-p?rs- 

c a m a i t y  off i C h 1 S  am3 
t i c n  ax3 coerdization w i t h  

minor i ty  leaders on matters 
af fectkg  m i n o r i t y  srogrms 
at the installation, 

2. Provide support as recpired 
to installation p r o c u v n e n t  
act iv i t i e s  to encourage full 
u t i l i z a t i o n  of r&nozity 
business sourcss. 
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3. 

4. 

5.  

6 .  

D e t e r m i h e  if lack of public 
transpslrtation affects Pi- 
nority applicantsC (rXilt.2 8x2 
female) acceptance of em- 

minority dissatisfaction-- 
with a t t en t ion  to youth pro- 
grams m d  work with local 
coamni‘ty leaders to allevi- 
ate such sitnaticns. 

pIQY!WlIt GT IS a taUSB Of 

Inclcde in the “Speakers 
Bureau” a cross section of 

versant a%uut comzmity needs. 
employees who are cm- 

Ut i l i ze  ”house orgms” such 
3s “PWSA Activities, *I to 
er:coura$:e employee gaptici- 
pation in cornunity activi- 
ties w i t h  crganizaticns &ose 
concerns affect tm?loy&ility. 

Feature the c o n t r i h t i a n s  of 
minorities w.5 womne xhen 
appropriate, in news i t e m s  
a d  a ; u d i ~ ~ ~ J i ~ u d .  marcrials pre- 
pared for p*&lic release, 



PROBLEM 

A. Bualificairion zm3 exqx- 
rience of EEO personnel! 
are not miform agency- 
vide.  This often does 
not allow for opt' xins3a 
utilization of ins+alla- 
t i on  resources. 

B, EZO cow.seling an6 reso- 
l u t i o n  of co3slaints or. 
an informal  basis have 
not h e n  as effective as 
desired, 

76 

R e v i e w  respmsibilities, 
duties,  an5 assignments 
of ins ta l la t ion eguatl op- 
portunity offices to de- 
velop a m o d e l  staff ing 
matrix. PAlish and 
transmit to installations. 

Eva lua t e  c-urrent EEO 
staffing bevels and per- 
fo-mnce md develop tar- 
get st3f ir ig  pusition do- 
scription profiles and 
~ K f O ~ ~ C r !  CJOZIS. 

F o m f  ize  o p e r a t i o n a l  
g u i d e l h e s  f ix  i n s t a l l a -  
t i o n  offices and prepare 
appropriate XASA h a d -  
bocks for use in trainifis 
office staffs .  

Issrre i ~ ~ * & i y  OEOP ~ e w s -  
l e t t e r  t o  izclude guidance 
on new or revised CSC 
regulations and ineerpre- 
tations, results of court- 
related cases, urd notir 'i- 
cation of a g e n c p i d e  

Establ ish  an5 distr*ute i 
w i t h i n  rASA guidelines 
for the selection of EEO 
c o u n s e h x s .  

1 

I 
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E s t a b l i s h  a prC3gsrm ma- 
lyst  pas i t i on  ia the OE0P 
to provide i n t e r n a l  re- 
vie:* m d  evaluation o€ 
a l l  EEU aff i rmat ive act ion 
psogtam activity,, 

D, E m  s t a f f s  lack suf f i-  Develop specialized t r ah -  
c i e n t  fomal training i n  
develogincj and. monitoring 
of affirmtive ac t ion  Implenient specialized 
plans, co iq l a in t s ,  com- t r a in ing  c o u s e s ,  
seiing, and special pro- 
grams ac t iv i ty .  

FRg fcrr EEO staffs. 

A. In marly h5SA organiza- R e v i e w  minority and €e- 
t i o n a l  eleiwnts , min- male representat ion in 
orities and wanen a r e  the work force at each 
poor 1%. repre sen ted  . i n s t a l l a t i o n  an5 develop 

goals and tirrL2tzbles fo r  
solutions.  
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PROBLE Fi  

Review the EEO recrui t ing 
md hiring activities at 

vide appropriate related 
adyisory ser,rices aimed 
at h p r w i n g  EEO efforts. 
Include 2 miniraw.  of one 

eat% inst iLlat lon and pro- 

l-day visit to each in- 
stallation for t h i s  pur- 
pose. 

Ins ta lh t ions  should es- 
tablish a clea5nghouse/ 
Lalent bark fo r  mutually 
infopmiq other instal3 a- 
t i om of minori ty  and fe- 
d e  candidates a v a i l a l e  
' f o r  e z p l o i p n t ,  prcmtion, 
reassigment, trmsf ern  
etc, 



APPENDIX I11 

P ROBLE :.: 

D. NASA rner2.t promotion 
rating pariels apRaa: not 
to hclude an appropsi- 
ate reprssentatim of 
minority groups fe- 
K!!leS* 

E, EASA needs to increase 
minority a d  E e ~ d e  par- 
t i c i p a t i o n  in its tech- 
n i c i z ~ ,  Xage Gra3ee and 
ztpprenticeship sreas. 

Collect data cm fie CQE- 
p s i t i c n  and decisions of 
a l l  r a t i n g  panels m d  
provi6e an wmP report 
to the Director of Fer- 
som-el, 

Projec: the t e - h i e d  sup- 
port a2ZrlpoWer requirements 
fo r  fiscal ye= '974 through 
f i sca l  year 19%. De- 
scribe tAe recriitraqt 
m e t h d s  used tc fill tech- 
n i c a l  support requirements. 
Report the fhc%ngs  to the 

for E q a a  cpprplrt~it-y Pro- 
grm.s. 

A s s i s t a n t  Administrator 

A. Employees 1:ave voiced 
concerns about ur,cier- 
standing how they ini9ht 

--advimcs in their pre- 

--change to anot3er sab 

--imFzove t h e i r  amuaE 

sent p o s i t i o n s ,  

series, 

perfomace evaluat ions ,  

Provide iiqrcve5 csreer 
co:msefing for all. en- 
ploye e s ,  par t  i czil -by 
minorities a d  -waziiz. 

J 
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Counsel e q P c p s  on theit 
specific work e n ~ i ~ o m n t  
and perforzxice. Super- 
visors and employees w i l l .  
job.tl.7 develop career 
goals objectives and 
acree OR training appro- 
priate to reaching these 

Prqress ~wiews, a poxicy 
adopted by !SASA but not  
yet i.q&emnted by all 
centers, could bs consid- 
ered as a vehicle to ac- 
cmplisk tihis ita. Re- 
port o=: plzns €or Froviding 

gods,  XUrk P l E S I R b g  and 

such corr.lsafing to OEOP. 

B, PASA has sone individ-  Ident i fy  aJrB nonprcfeasion- 
u a P s  wiS3. cclfege de- al empl=ryees at each in- 
grees w30 are cur;cntly 
w o t k h g  i+l nonproEessioi1- degrees, LmtaaEP systema- 
a1 f i e l d s .  tic method for consider- 

stallation who have college 

ing em?loyees EC) i & n t i f i &  
for appropriate level pro- 
fessional posit ic .ns based 
upon in6ividual  qpiirlifica- 
tions z ~ f i  interest ,  

75 
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ACT IGX 

Review, -&€ore f i l l i n g  
ea& vacmcy, t he  aelec- 
t i m  qiahificatbon factors 
identified by selectin9 
officials to assiire that 
Lley are realistic. AS- 

ployees actually capable 
of p ~ f o ~ ~ ~ i n g  the jcss 
are considered for iil 
appropriate vacacies. 
Review periodically in 
conjunction with the re- 
view of the nerii prono- 

that I G W ~ ~  3 e ~ e l  em- 

tion plan. 

A. All W S A  instalfations 
have nut canplied E u l l y  
w i t h  the EASA ,Wagerent  
InsCdcctioo 3410.5 
(Jme 13, 1073) which 
set fcrth requiswients 
for an agencywide com- 
prehezsive prog ra  of 
upward mo3ility. 

76 

Each NASA installation 
shall  cievelop and i q l e -  
ment a fonnal u p a r d  
mobility p r q r m  in l i n e  
w i t h  the r e c e n t  sloGel 
developed by tke Office 
of P e r s o n n e l ,  headquar- 
ters, which contains t h e  
following cozpments . 
--CEP Is to pernit em- 
ployees to tzke courses 
after hours at ~ S A  
expense . 

--CE? 11: to p m 5 t  em- 
ployees w i t h  12 hours 
college credit to a t tend  
courses during WGT'K 
hours at NASA expense. 



--Grok&h O p ~ ~ l t ~ i t y :  
would allow employee 
to enter a career se- 
quence related to Iris 
present one but w i t h  a 
hicjher promtion poten- 
tial, 

--CROSSOVER: a t ; l ahhg  
agreement presented to 
Cs@ to enable a nonprc- 
fes sionaf sriployee to 
chaurge to another tech- 
nical area not mcesssr- 
ily rslabd to h i s  pres- 
ent iiuties, 

~ l l  installations w i l l  im- 
pie-int a local u p a d  ma- 
bi l iky  progran h i l o r e d  
to local needs. Incor- 
parato, one of the forml-  
ly aFproved prqrans 

portunity, or a conhina- 
tion). 

(either STEP, Gr-th Op- 



. .  . . 
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E, A--lysis has not &en Conduct a study a d  mazy- 
mzde of the types ~f sis of minority u.6 fe- 
t r a in ing  k i n g  partici- 
,pated in by ninczities 
and feaales. 

Bale participation in 
t r a i n i n g  p z q r a s ,  

Develop a psaposal. for 
i n c r e a s i n g  *.e ~ a r t i c i -  
pation of m i n o r i t i e s  and 
females i n  sore trainin.; 
areas D 

A. Lcser level  s u p e r v i s o r s  Continue to include in 
and managers do no t  haw 
sl ; f€ic ient  agareness of i n s t r u c t i o n s  a section on 
the EEO progrxn or their 
roles and r e s p o n s i b i l i -  
ties for implenentat ion. Continue h w n  relations 

basic block of srape,r%.iscary 

EEO. 

serninars at all insa l la-  
tions ., 

Utilize the rezzqtby de- 
veloped EEO awards ?s 2.n 
integral p a r t  of the W A  
Incentive Awards Program c 



Provide bris%hgs ora p r s b  
lems, objectives. a d  sta- 
tus of EEO prsgP=s e0 
local mana9ers a d  super- 
visors 0 

Report to OEO? on pla-as 
to accoqlish kbe action 

. *Ve. 



ACT IOE 

S~vs lop  plans to resolve 
Lhese problems 

w i t h  Office of P?iblic 
A f f a i l z s ,  develop regional 
respansibblities in which 
field installation EEO 
offices w i l l  work wiYn 
lwal O E f i c e s  of Fublic 
AEfairs in t n e  coordina- 
tion a?d execution of com- 
rcvnity p r q r a m s  e 

&melop z series of semi- 
nzrs in conjunction w i t h  
%%e znirlority business pro- 
grai sj?d technology u t i l i -  
zation proc.ram to m a k e  
targeted business comicmi- 
ties aware of o p p o r t m i -  
t ies  available in NASA 
program The sexinars 
w i l l  be conducted a t  
= A ' s  Regional Dissemi- 
n a t , i ~ ~ l  Installations. 

A. OEGP G ~ ~ Q S  to collect, OEOP w i l l  develop compre- 4 e maintain, and analyze  h ~ 7 s  ive repor t ing  r e q u i r e  - 4 
2 statistitdl data on ern- meats for +2e consolidated f 

ployxent of minority cpster ly  repmt  on EEO 2 
f 
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B. F i e l d  i n s t z l l a t ions  lack 
specific guickncs orr the 
nmericbl g o a s  and 
timetabies r.rtzi& !am, 
as a whole, is det5icatcd 
tu meet z d  ?&ich each 
bnstallatior. w i l l  be 
expected to meet, 

8i 

(Nm5rical qoals 
l i s t e d  on p. 93.1 

'. - . ._-. _. . . . . - A  . ' . 



A, Minorities and females Conthus present active 
need eoxp~sure~ erainhg,  stay-in-sclrool coopara- 
ana firancia1 assistace t ive education a 2  ofher 
'co remain in school to special. prog- 4. am3 0 

qualify for many posi- 
tions at KiSW, Participate in et2 csc 

SponsokEd Horker-TraLme 
opportunities 'Prwrm. 
(See p. 6 3 . )  Technical 
assistance is prowided 
by t k e  headquarters per- 
somel o f f i c e .  

B. Winority students are Develop p r ~ m t i c x d .  pro- 
not a s  swam of s ~ m r  grms at the i c s z a i l a t i m  
job opportmit ies with level designti! to irxreazrz 
NASA 38 ether groups of the nurrber oi minority 
students. college students spply- 

irig for  t3e CSC Stxxae~' 
Eiriploymnt Exminaticn . 
Develop goals and ~ h -  
tables to irtcrease +he 
nuxtker of fesrales and 
minorities hire6 Ztom 
graduate schmls an3 

ties for su~xmr prajranls. 
froxi university facul- 

82 
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c 

--To increase the representation of minority employees 
thrsucjhcut WASA. 

--XASA w i l l  flll 80 professional iracaricies wit& 
W O 3 2 t  

Goals for individual NASA installations will be added %%en 
installat ,ons ’ €974 aff imative actiDn pkms Pseccme opera- 
t i ona l  QII February 1, 1974, 

Actions to achieve the g o a l s  stated above will be done in 
strict accordance wiA& the mekit system, 

b, N . t r  of regclar - jobs into which woxker-trainees w i l l  
l ~ ?  placed: 0 

c. ~ z ~ ~ h r  of developm~ntzd jobs into which worker-trainees 
will be p l z z d  and for which cei l ing exenpticns w i l l  
be reqzested: 88 

83 



Percent of 
d u d s  s 9 n - t  
on emplcyees 
by mteg3ry 
{approximately) 

f7*0 

Peret?nt of 
essployees ry 
category at 
headsuarttrs 

16.0 

Mominori- 
tie S 124,375 83.0 

64.0 

36.0 

84.0 

63.7 

36.3 

34,797 

Females 54,337 

Percent cf 
t3ta l  em- 
ployee s by 
cztcgory at 
m s  

Percf?nt cf 
employess 

Minorities 

Nonninori- 
ties 

Plales 

Pema le s 

32 8.8 10.4 

33L 91.2 

2 a  75.2 

89-9 

82.9 

17.4 79 21.8 
GAQ note: With the exception of Lewis Reseaxch Center, 

m b o r i t y  females appear in both minority ami 
fenale COLUl. i iS  I 
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Percent 
of q * o q  

57.4 

45.5 

43.8 

54.9 

44.9 

45.3 

16 - 
135 

t7 

1 2  

l&; 

57.3 

46.7 

47.: 

- 
- 

7 38.P 

29.3 

29.9 

25.3 

- 
- 
- - 

Pales a d  ?&ales: 

Black 

-?ish -surnamd 

h i a n t a l  

*tal r-incritie% 

fctai  m?ainoriues 

Tuta? 

Iata?. eales  

Tutal fenales 

Total 

118 

1 1  

1 3  - 

62 

5 

1.9 

2.2 

1 .s - 
1.9 

1.6 

1.6 

1.7 

1 . 3  .- 

1.6 - 

5 - 
'14 142 

2.436 

2.519 

2.434 

- 
-- - 

1.491 

1.57! 

1,463 

! 38 

-- 
- - 

- 
1.571 - 
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I 

NAsA-wide 

support  enginocr(nq 34  I 2 . 9  

Dciamtiflc an3 nnginaorinq Z.bJ6 141 3 . 3  

t d f o  ac ionce  

Prof EBU r o i i a l  adminiat r a t  iva z 
TutaX profoaalcnnl  

Nonprofoasionalz 

9 I 1:.1 

94 7 .1  - 1,330 - 
4 , 0 1 9  E? 5 . 9  - 

W n q w  board 1,163 142 1 3 . 1  

Tochnrrel support i,5ao2 139 8.7 

CXerkcal and nonp~afers- 
a ional  achinlatra%t, iva 

Total nonyrofoooronol 

Trrtnl anplvyrnoas 

5349 u 406 17 .2  

5 , 0 5 7  691 1 3 . 7  

0 , 0 7 8  8211 10 .2  

- 
En G=z 

hi nor it y 
mtaf f-- 
percent  
mote n1 

4.3 

3.3 

2.4 

5 . 4  

1 .3  

1 1 . 1  

4 . 4  

1 . 3 . 2  

8 .0  

fl I 0 

5 14.7 

108 4 .1  

a 1 2 . 1  

355 2 6 . j  

470 1 1 . 7  

- 
I 

7 .G 

3G 2.3 

5 .9  

'. 

CL.4 

15.G 

5 . 6  

1 . 1  

2 . 2  

90.3 

3 5 . 5  

17.1. 

"P~orcsnt  of senLC an of Juno 30, 1974. 

cno n a t o i  minority Pemalen cppsar i n  h t h  minor i ty  and fsrnnlo coluntna. 
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i 

;rob cateqory 

professional: 

Support onginawing 2 0 0 11.1 C 0 

Scientific and engineering 265 5 1.9 3.0 3 1.1 

Lbf@ ti!CiQnCQ 1 0 0 20.c 0 0 

Proftceional administrative ' - 71 3 4.2 3 . 3  2 2  12.7 

Total professional 2' A 2.4 3.2 3.5 

tlonpro f a  as fona 1 t 

wage board +;2 9 49 7.8 5.2 3 .% 

Technical suppork 153 8 5.2 2 " 2  2 1.3 

aional ad air,iatratIva d l 2  3 3.4 6.q - 103 88.0 

Total no iprofeesionnl -A22 fih 6.0 5 . 0  u_ 108 12.0 

T o t a l  employees 1,238 5.6 4.1 L a  9.7 

e'lorical and nonprofcan- 

- 
%ercariC o f  &AI.! am of! June 30, 1974. 

0 

1.9 

40.0 

18.1 

3.5 

90.2 

10.8 

1l.L 



3 

Support m g i -  
rroeriny (noto a )  0 0 0 0 0 0 0 0 0 22.2 t' 0 

Sci lont i fhc  and 
4 angjnoering G . 4  7.5 0 1.1 ir 5.4 3.2 0 0 6.9 2.4 7.7 
LQ 

L < L ~  scionce 20 .0  0 0 0 0 0 0 0 0 0 0 0 

Nobngxoff seianalr 

Waqti' b a l d  17.5 23.7 0 12.0 30.0 14.3 Z . 6  16.9 0 13.3 9.8 3 3 . 3  

Tachlaical support 11.8 16.7 3.2 10,2 22.2 0 6.3 12.5 0 23.3 50.0 5.6 

CLsrical axid non- % 
$ 

s 
profa+..nionnl ad- 
minintrativo 13.0 10.5 12 .5  4.4 0 4.3 2 . 9  5 3 . 3  16.6 10.0 16.3 8 

c a No minority or fcsmalo Qmployomo ,h this job catogory. 
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