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Summary

Pursuant to Education Code 66903 1 (AB 605, Hughes, 1985) and 1ts
predecessor (AB 105, Hughes, 1977), the Commission has reported ba-
enntally since 1979 on “the representation and utilization of ethnic mi1-
norties and women among academic, admimstrative, and other em-
ployees” in California public postsecondary education This report 15
the sixth and last in the series, and 1t provides information on the gen-
der, ethnic, and raciai composition of staff in the Califorma Community
Colleges, the California State University, and the University of Calrfor-
mia through the 1989-90 academic year

The report 1s organized 1nto seven parts

o Part One on pages 1-4 discusses the origin, preparation, limitations,
and organization of the report

e Part Two on pages 5-8 provides information on the amount and na-
ture of growth in staff in the segments during the time period covered
by this report

¢ Part Three on pages 9-26 identifies changes in the composition of
staff within the public postsecondary segments between 1979 and
1989 for the Califorma Community Colleges and between 1977 and
1989 for the California State University and the Umversity of Cali-
forma

¢ Part Four on pages 27-30 compares the composition of the segmental
staffs with that of the California labor force -- the traditional basis for
judgments about the effectiveness of affirmative action policies and
procedures

e Part Five on pages 31-34 contrasts the composition of the segmental
staffs with that of California’s population -- the comparative base es-
tablished by the Commussion with respect to educational equity

¢ Part Six on pages 35-38 presents information on the segments’ affir-
mative action programs designed to increase the diversity of staff and
prepare individuals to assume managerial and administrative posi-
tions

e And Part Seven on pages 39-40 offers two conclusions and four Com-
mission commitments, based on the data presented in the previous
sections

The Commussion adopted this report at 1ts meeting on April 28, 1991, on
recommendation of its Policy Evaluation Committee Additional coples
of the report may be obtained from the Library of the Commission at
(916) 324-4991 Questions about the substance of the report may be di-
rected to staff members Penny Edgert at (916) 322-8028 or Karl M En-
gelbach at (916) 322-7331



COMPOSITION OF THE STAFF

IN CALIFORNIA’S PUBLIC

COLLEGES AND UNIVERSITIES

FROM 1977 TO 1989

The Sixth in the Commission’s

Series of Biennial Reports

on Equal Employment Opportunity

in California’s Public Colleges and Universities

CALIFORNIA POSTSECONDARY EDUCATION COMMISBION
Third Floor « 1020 Twelfth Street « Sacramento, California 95814-3985

POSTSECONDARY

O NOIlvYDONna3

O CALIFORNIA

COMMISSION




FONTERCOMDARY
-

®

commmasIONn

COMMISSION REPORT 91-4
PUBLISHED APRIL 1991

O caLiFaANL
o wolivanas

This report, like other publications of the Califorma Postsecondary
Education Commussion, 1s not copyrighted It may be reproduced in
the public interest, but proper attribution to Report 91-4 of the Cali-
fornia Postsecondary Education Commassion 1s requested



Contents

Introduction

Origins of the Report
Preparation of the Report
Limitations of the Report
Organization of the Report

Opportunities for Diversification Through
Staff Expansion

California Community Colleges
The California State University
University of California
Summary

Composition of the Staff in Each Segment

California Community Colleges
The California State University

University of California

Race and Ethnicity of California’s Labor Force
and of the Segments’ Staff

Racial-Ethnic Composition of California’s Labor Force
Comparison with the Segments’ Staff
Summary

(<] |

&: S R W

13
18

27

27
27
28



Summary
6. Programs Designed to Increase Staff Diversity
California Community Colleges
The California State University
University of California
7. Conclusions and Commitments
Conclusions
Commitments
Appendices
A. Education Code Section 66903.1
B. Higher Education Staff Information (EEO-6)
C. Draft Report: Administrative Upward Mobility Development,
California Community Colleges
D. Report to the California Postsecondary Education Commission:
Ethnic Minorities and Women Staff Employees in the
California State University, 1987-1989
E. AB 605 Report: Staff and Management Affirmative Action

Staff Composition and the Commission’s Goal
of Educational Equity

Progress Toward the Commission’s Goal

at the University of California, 1987-1989

31

31
32

35

35
36
36

39

39
39

41

41

43

47

55

67



Displays

. Number and Percentage Change in Total Staff and Staff by EEO-6
Occupational Classification for Each of California’s Public Postsecondary
Education Segments 5

. Number and Percent of Staff by Category, Gender, and Racial-Ethnic
Background at the California State University, Fall 1979
and Fall 1989 10-11

. Percent of Staff in Administrative Positions in the California
Community Colleges, by Gender and Ethnicity, 1987 and 1989 13

. Number and Percent of Staff by Category, Gender, and Racial-Ethnie
Background at the California State Umversity, Fall 1977 and Fall 1989 14-15

. Number and Percent of Management Staff by Level, Racial-Ethnic
Background, and Gender at the California State University, 1987
and 1989 17

. Number and Percent of Staff by Category, Gender, and Racial-Ethnic
Background at the University of California, Fall 1977 and Fall 1989 20-21

. Number and Percent of Staff by Category, Gender, and Racial-Ethnic
Background at the University of California, Fall 1988 and Fall 1990 22-23

. Racial-Ethnic Composition of California’s Labor Force by Major
Occupational Categories, 1986-1988 Average 27



9.

Racial-Ethnic Composition of California’s Labor Force and Its Public
Postsecondary Education Staff Workforces by Occupational Categories

10. Percentage of California State Population and Staff in Each Segment

11.

of California Public Higher Education by EEO-6 Occupational Category
as of 1989

Comparison of the Representation of Staff of Each Racial-Ethnic Group
in California’s Three Segments of Public Higher Education in Relation
to California’s 1989 Population

28

32

33



Origins of the report

Pursuant to Education Code Section 66903 1 (AB
605, Hughes, 1985) and 1ts predecessor (AB 105,
Hughes, 1977), the Califormia Postsecondary Edu-
cation Commuission reports bienmally through 1990
on "the representation and utihization of ethnic mi-
norities and women among academie, administra-
tive, and other employees” in Califorma publie post-
secondary education {Appendix A, pages 41-42)
This report 1s the sixth and final one 1n the series
that began in 1979

The legislation directing the Commission to prepare
this series of reports requests the three public sys-
tems to provide information on the following as-
pects of this topic

Employment, classification, and compensation
of the faculty and staff by gender, ethme, and ra-
cial categores,

Patterns of utilization of groups historically un-
derrepresented among different job categories
compared with the availability of qualified mem-
bers of those groups for different job categones,

Specific results of affirmative action programs
in reducing the underrepresentation of specific
groups, and

Identification of strengths and 1nadequacies of
current affirmative action programs, including
inadequacies resulting from budgetary con-
straints

Preparation of the report

In 1ts 1987 biennial report, the Commission recom-
mended that the last report in this series focus ex-
clusively on providing a comprehensive analys:s of
the segments’ postsecondary staff, since the Com-
mission’s responsibilities for providing data on fac-
ulty were being fulfilled through 1ts September
1990 publication titled Planning for a New Facully

Introduction

Issues for the Twenty-First Century and through
other planned studies Assemblywoman Hughes,
author of Assembly Bill 605, concurred with thas
recommendation As a result, this report, unlike 1ts
predecessors, provides information on the gender,
ethnic, and racial composition of only staff in the
California Community Colleges, the Califormia
State University, and the Umversity of California
for the 1989-90 academic year

Assembly Bill 605 directs the Commussion to sub-
mat 1ts findings by March 1 every other year
through 1990 With the consent of Assemblywoman
Hughes, the Commuission typically completed pre-
vious reports in this series in June and transmitted
them to the Legislature in September after the
Commuission had taken final action on them How-
ever, because of difficulties in obtaining the re-
quired data for this year's report and because of the
effort that the Commission expended on completing
a comprehensive analysis of California’s faculty
needs into the twenty-first century, the Commission
was unable to meet the agreed-upon extended dead-
line for submission of this report The Commssion
did, however, submit its analysis of Califormia’s fac-
ulty needs by the agreed-upon extended deadline

Each segment was requested to submut the follow-
ing information to the Commuission for inclusion in
this report

¢ The ethnic and gender composition of their
staff according to the reporting scheme devel-
oped by the United States Equal Employment
Opportunity Commussion in its survey form
and its supplement, referred to as "EE0-6",

e The ethnic and gender composition of each of
the segment's staff according to 1ts own unique
personnel employment classifications,

s The current systemwide and campus-based
programs designed to develop staff for man-
agerial, admimstrative, and executive posi-
tions within the segment, including informa-



tion on the effectiveness of such programs n
meeting its objectives, and

¢ Programs under development within each
segment to assist staff in assuming manageri-
al, administrative, and executive positions *

Reports from the three systemwide offices provide
the bagis for the Commission comments that appear
in this report Appendices C, D, and E -- beginming
on page 47 of this document -- reproduce those re-
ports as submitted and in the following sequence

o The Californta Communily Colleges The report
submutted by the Chaneellor’s Office of the Cali-
forma Community Colleges provides staff infor-
mation according to the EEO-6 employment cate-
gories 1n addition to information on admimistra-
tive positions unigque to the commumty colleges
The two categories of Community College admin-
1strators presented in its report are (1) Certif-
wcated Administrative, and (2) Classified Ad-
ministrative The Chancellor’s Office report also
presents himited information on programs de-
signed to assist staff in preparing them for ad-
ministrative positions

s The California State Untversity The State Umi-
versity's report presents its staff information ac-
cording to the EE0O-6 employment classifications
and provides limited information on 1ts system-
wide staff development programs In add:ition,
the State Umversity also provided data on the
composition of its management staff according to
its own unique employment classifications for
them

e The Unwersity of California The University of
Califormia’s submussion 15 directly respensive to
the Commussion’s request It provides staff data
according to both the EE0-6 classifications as well

L]

In ££0-6, the Equal Employment Opportumty Commuission
categonzes staff s (1) Executive/AdmimstrativeManagerial,
{(2) Professional/Non-Faculty, (3) Secretarial/Clerical (4}
Technical/Paraprofessional, (5) Skilled Crafts, and (6) Ser
vice/Maintenance (A copy of EE0-6 18 reproduced 1n Appen-
dix B of this report along with the definitions employed by
the federal government for the relevant occupational sub-cat-
egories) In thia report, the EEO-6 categories of "Skilled
Crafts” and "Service/Maintenance” have been combined and
are reported 88 "Other Staff ") In addition, because EEC-6
nses the term "Hispamc™ rather than "Latinge,” this report -
unhke other Commssion documents -- uses the term "His-
panic” for consistency with EE0-6 tarminology

as the umque employment categories used by the
University’s personnel system These categores
are (1) Executive Program, (2) Management and
Professional (MAP) Program, (3) Admimstrative
and Professional Staff (A&PS) Program, and (4)
Staff Personnel Program In add:tion, the Umi-
versity’s report also includes extensive informa-
tion on current and proposed programs, both sys-
temwide and campus-based, designed to develop
staff for management, administrative, and ex-
ecutive positions

Limitations of the report

The Commussion’s report has several limatations

1

It contains a retrospective analysis of trends in
the diversification of staff over the last 12 years
within the EEQ-6 occupational categories Al-
though these categories have been consistent
since 1977, umplementation of the Higher Edu-
cation Employee/Employer Relations Act of 1978,
collective bargaining agreements, and the 1m-
plementation of a management personnel plan
in 1984 resulted 1n California State University
re-assigning staff whose positions were desig-
nated as confidential to the Executive/Adminis-
trative/Managenal category A University of
Califorma study resulted in a change in the per-
sonnel program structure during this time peri-
od as well As a consequence, interpretations of
changes between 1977 and 1989 in this category
for these systems is subject to influence from the
reclassifications

Each EEC-6 occupational category 1s expansive
Because of these large aggregations, there is dif-
ficulty 1in determiming and understanding the
nature of changes 1n institutional staffing pat-
terns during the last 12 years For example, the
Federal Government established the "Profession-
al/Non-Faculty” category and included student-
service professionals, accountants, coaches, and
librarans 1n that category -- a mixture of occu-
pations that, from an institutional perspective,
would appear to have little 1n common

Because of initial lack of clarity from the United
States Equal Employment Opportunity Commis-
sion about the definition of the occupational



categories in its EEQ-6 survey, comparisons over
time by occupational categories should be exam-
ined with care For example, the placement of
certain occupational designations, such as pro-
grammer, has changed during the period that
this series of reports have been compiled More-
over, there 18 no certainty that the three systems
have categorized specific occupations 1n the
same manner at any particular point in time

These caveats should be taken into consider-
ation 1n reviewing and analyzing these data

Organization of the report

In Part Two, the Commuission examines the numeri-
cal growth n the staff workforce of the Califorma
Community Colleges, the Califorma State Univer-
sity, and the University of Califormia Examiming
the growth patterns in the systems provides an est1-
mate of net change 1n the staff workforce That es-
timate, however, understates the number of employ-
ment opportunities that were available to each sys-
tem through which to diversify their staffs because
employee separations from the systems provided ad-
ditional chances to hire new staff members

In Part Three, the Commission identifies changes in
the composition of staff within each of the segments
according to both the EEO-6 occupational categories
as well as the segments’ own unique personnel clas-
sifications

In Part Four, the Commission discusses the affirma-
tive action programs developed by the segments to
increase the diversity of thewr staff and prepare
them to assume managerial and administrative po-
sitions

In Part Five, the Commission compares the racial-
ethnic composition of California’s labor force with
the segments’ staff work force by occupational cate-
gory

In Part Six, the Commssion examines the progress
made by the segments 1n attaining the Commis-
sion’s educational equity goal by examining the
composition of the State population with that of the
segments’ workforces

In Part Seven, the Commission offers conclusions
from these data and presents recommendations
about future Commission activities related to staff
development and diversity






Opportunities for Diversification
2 Through Staff Expansion

BEFORE assessing the extent to which Califorma’s
pubhic colleges and universities have made progress
in diversifying their staff workforce since the Com-
mission began producing this series of reports, 1t is
useful to know the net increase wn staff size that
each system has experienced during that time Ex-
pansion 1n size provides one basic foundation for es-
timating the number of opportunities that institu-
tions have had available to hire individuals from
groups traditionally underrepresented on their
staffs -- the other being replacement of existing staff
through turnover In this section of the report, the
Commussion examines oversll growth 1n the staff
and within EEQ-6 occupational categories in prep-
aration for assessing progress in this area

Before presenting the data, it 15 important to note
that the EEO-6 data displayed in this chapter in-
cludes all full-time non-academic employees regard-
less of funding source While the majority of posi-

tions within the commumty colleges and the State
Umiveristy are funded through the State General
Fund, only 30 percent of the Umiversity’s non-
academic staff 1s funded by the State General Fund
Furthermore, while the data below indicate that the
University has experienced the greatest staff
growth among California’s three public postsecond-
ary education segments, one should note that the
growth among General Fund non-academic staff at
the University equaled 15 5 percent over the 1985
to 1990 period, which is closer to the growth
experienced in the other public segments

Display 1 below presents the numeric and percent-
age changes 1n staff for each of California’s three
segments of public higher education For the Cal-
fornia State University and the University of Cah-
fornia, 1t shows staff growth for the twelve-year pe-
riod from 1977 to 1989, but for the Califorma Com-
munity Colleges, it shows growth during the decade

DISPLAY 1 Number and Percentage Change in Total Staff and Staff by EE0-6 Occupational
Classification for Each of California’s Public Postsecondary Educalion Segments
Calfornia Community Collezes The Cahfornma State University_ Univeraity of California
Number Percent Number Percent Number Percent
1979 1989* Change Change 1977 19889 Change Change 1977 1989 Change Change
Total Staff 18,974 20488 1514 BO0% 14,609 16,078 1,469 101% 42,323 58,322 15999 378%
Executive/Administrative/
Managerial Staff 2467 2485 18 07% 480 2,364 1,884 3925% 1,562 2931 1,369 876%
Profesgional/
Non-Faculty Staff 1,330 2983 1653 1243% 2644 3,576 932 362% 12,082 20,490 8,408 696%
Secretarial/Clerical Staff 7,528 7,136 -392 -52% 5472 4437 -1035 -189% 16,402 20,908 4,506 275%
Technucal/
Paraprofessional Staff 2421 3,129 708 292% 2271 29587 696 302% 5,351 6439 1088 203%
Other Staff 5228 4,755 -473 -90% 3,742 2,744 -998 -267% 6,926 17,564 628 91%

* 1989 data unavailable for Lassen College and the San Jose and South County Commumty College Districts

Source Califorrua Postsecondary Education Commussion staff analysis



beginning 1n 1979 -- the first time that the Chancel-
lor’s Office, as contrasted to individual campuses,
provided the requisite information as well as the
first time that the category definitions were suffi-
ciently refined

California Community Colleges

From 1979 to 1989, the number of non-academic
staff at Califorma’s Community Colleges increased
by at least 1,500 employees, or 8 0 percent Because
Lassen College and the San Jose and South County
Community College Districts have not submitted
data for 1989, the total number of new community
college staff 15 likely to approximate 2,000 rather
than 1,500

Growth 1n the individual EE0-6 occupational classi-
fications among the community colleges demon-
strated wide variation around the 8 0 percent growth
rate for total staff Growth in the Executive/Admin-
istrative/Managerial staff was minimal over the ten-
year period only 18 positions or a percentage in-
crease of 0.7 percent. However, growth 1n the com-
munity colleges’ Professional/Non-Faculty staff was
dramatic more than doubling over the decade In
contrast both the Secretarial/Clerical and the Other
Staff categories declined -- by 5 2 and 9 0 percent,
respectively Finally, the community colleges’ Tech-
nmical/Paraprofessional staff increased by 29 2 per-
cent over the decade

Despite the extensive growth in the community col-
leges’ Professional/Non-Faculty classification, if the
total number of these added employees were divided
equally among all 107 community colleges, each
college would employ fewer than 28 riew profession-
al non-faculty Simularly,1fthetotal Techmecal/Para-
professional staff was divided equally among all
campuses, each would employ less than 21 new em-
ployees Thus, although the percentage increase in
these two classifications were great relative to the
wncreage in the total staff, the Commuassion 1s rela-
tively unconcerned about this growth in light of the
small numbers involved

The California State University

As Dhsplay 1 indicates, the California State Univer-
sity increased its total number of employees by
slightly less than 1,500 -- amounting to a 10 1 per-
cent increase As was true of the commumnty col-
leges, the State University's growth among the var-
10us EEO-6 occupational classifications differed
widely from this mean

Its Executive/Administrative /Managenal staff in-
creased nearly 400 percent over the 12 years from
1977 to 1989, with 1,884 more employees in this
classification than 12 years earlier However, a s1g8-
nificant portion of this increase can be attributed to
the reclassification of pesitions carrying the confi-
dential designation to this category Because of this
reclassification, 1t 13 impossible to determine from
these data the actual growth in only executive posi-
tions As with the community colleges, Professional
/Non-Faculty and Technical/Paraprofessional staff
at the State Umversity also demonstrated growth
that exceeded the growth in total staff Both Profes-
sional and Technical staff increased by more than
30 percent over the 12-year period The two re-
maining EEO-6 classifications -- Secretarial/Clerical
and Other Staff -- both demonstrated decreases
since 1977, with the State University employing
18 9 percent fewer Clerical employees and 26 7 per-
cent fewer employees in the Other Staff classifica-
tion As noted previously, the decrease seen among
Clerical staff is likely a result of the reclassification
of confidential positions to the Executive classifica-
tion

University of California

From 1977 to 1989, the Umiversity of California in-
creased its total non-academic staff by nearly
16,000 employees, a 37 8 percent increase

The Executive/Administrative/Managerial and the
Professional/Non-Faculty occupational categories
demonstrated the greatest growth, 87 6 and 69 6
percent, respectively The University employed
nearly 1,400 more Executive/Administrative/Mana-
gerial staff and 8,400 more Professional/Non-Fac-



ulty staff in 1989 than 1t did 12 years earlier The
growth 1n the Secretarial/Clerical classification
amounted to 4,500 new positions -- an increase of
27 5 percent over the 12-year period Its Techni-
cal/Paraprofessional classification grew by nearly
the same rate as the Clerical classification, 20 per-
cent since 1979, an increase of more than 1,000 posi-
tions Finally, the Umiversity’s Other Staff classifi-
cation also grew, although slower than any of the
other EEO-6 classifications - by 9 1 percent or by
628 positions

Summary

All three segments experienced growth 1n their to-
tal non-academic staff workforce during the decade
from 1979 to 1989 for the Califorrua Community
Colleges and from 1977 to 1989 for the two Califor-
nia public umiversity systems The increase in the
total number of non-academic staff at both the com-
munity colleges and the State University was ap-

proximately 1,500, while the University’s total non-
academic staff increased nearly 16,000 over the
same period All three segments demonstrated sig-
nificant growth in their Professional/Non-Faculty
staff Both the community colleges and the State
University experienced a decline in the number of
individuals employed in the Secretarial/Clerical and
Other Staff classifications, while the University ex-
perienced growth in both those classifications, al-
though at a rate less than the growth in its total
staff Finally, the number of Technical/Paraprofes-
sional staff withun all three segments also grew --
for the community colleges, by 29 2 percent from
1979 to 1989 and for the State University and Uni-
versity by 30 2 percent and 20 3 percent, respective-
ly, from 1977 to 1989

This growth has given the segments opportunities
that they may not have otherwise had to increase
the diversity of their staff workforce The following
section can be viewed as the way in which each has
utilized these opportunities






Composition of the Staff

3

HAVING DISCUSSED in Part Two of this report
the net growth in the staff of Califorma’s three seg-
ments of public higher education through which
these segments have had an opporturity to enhance
the diversity of their non-academ:c workforce, the
Commuission in this third part of the report exam-
ines changes 1n the composition of each segment'’s
staff over the past decade - first in terms of the
categories used by the United States Equal Employ-
ment Opporturuty Commission 1n 1ts “EEO-6” sur-
veys and then in terms of the segments’ own unique
categories of staff personnel.

California Community Colleges

Staff composttion according
to the EEO-6 classifications

Data on the gender and racial-ethnic composition of
staff within California’s community colleges from
Fall 1979 -- the first year for which EEO-6 data for
these colleges is available -- to Fall 1989 appears 1n
Display 2 on pages 10-11

Racial-ethnic composition As Display 2 shows, in
1979, 27 6 percent of the California community col-
leges’ staff workforce was from Asian, Black, His-
panic, and Native American backgrounds, while by
1989, over one-third of the staff were from these
backgrounds All racial-ethnic groups except Whate
staff experienced numerical and proportional
growth 1n their representation over the decade,
with the largest proportional increases being made
by Asian and Hispanc staff

The trend evidenced in the Executive/Administra-
tive/Managerial classification 1s consistent with the
trend evidenced 1n the total staff workforce All
racial-ethnic groups increased their numbers and
proportions with the exception of White staff, whose
proportional representation in this employment

in Each Segment

category decreased from 82 0 to 75 8 percent in
1989 The largest numerical and proportional gains
in this category were made by individuals from His-
panic backgrounds

In the Professional/Non-Faculty classification, all
racial-ethnic groups increased their numerical rep-
resentation, with White staff demonstrating the
greatest increase Despite this increase, individu-
als from White backgrounds were the only group to
experience a decline 1n their proportional represen-
tation, while those from Black and Native Ameri-
can backgrounds demonstrated the greatest propor-
tional \ncrease

In the Secretarial/Clerical classification, the num-
ber of staff from Black and White backgrounds de-
creased, while those 1n the remaiming racial-ethnic
categories increased, with the greatest increase be-
ing experienced among Hispanic staff Despite the
decrease in the numerical representation among
Black and Whate staff in this category, the propor-
tional representation of Black staff remained con-
stant, while that of Whate staff decreased approxi-
mately 7 percent to 67 3 percent 1n 1989 Asian
staff demonstrated the greatest proportional in-
crease I1n this employment category

All racial-ethnic groups experienced an increase in
their numerical representation in the Technical/
Paraprofessional classification, with White staff ex-
periencing the greatest such increase The propor-
tional representation of all racial-ethnic groups ex-
cept White staff also increased, with the greatest in-
crease being achieved by Asian staff

In the Other Staff classification, only individuals
from Asian and Hispame backgrounds were able to
inerease their numerical and proportional represen-
tation 1n this occupational classification, while the
representation of those from all other racial-ethnic
groups decreased The greatest numeric decrease
was experienced by White staff whose proportional
representation in this employment category de-
creased from 61 2 to 53 2 percent



DISPLAY 2 Number and Percent of Staff by Category, Gender, and Racial-Ethnic Background at

MEN
[ 197 1989 1979-1989 | 197%
% of % of % of %of Number 9% Change of % of

Ompatgongl Category| Number Category  Total Number Category Total Change 1979 Base | Number Category
ms:- E\‘:-:1‘:.-*-?:I E :':--::-E "-., o T e " - TR LT A LA P N "-'F:HH“'!;' R TR A x’*

Beacutive /Administratrve fManagenal

Asian 47 24 19 53 33 21 6 128 25 47
Bleck 136 70 55 150 94 60 14 103 57 107
Hwpamc X 140 72 57 183 115 74 13 307 2t 39
Natwe American 14 07 06 18 11 07 4 86 5 09
Whate 1595 826 647 1,194 747 480 401 -251 427 798
Total 1,932 1000 783 159 1000 643 34 173 53 1000
Prodessional/Noa-Faculty
Aman 55 77 41 105 79 35 50 909 58 94
Black 56 78 42 153 115 51 97 1732 44 71
Hispanic . 83 116 62 187 141 63 104 1253 40 63
Natwe Amencan 4 06 03 9 07 03 5 1250 1 02
Whate ) 516 73 388 874 658 293 358 694 473 768
Tosml : 714 1000 537 1,328 1000 44.5 614 860 616 1000
Secsstanal /Clerical
Asan 46 94 06 101 186 14 55 1196 398 57
Black . 88 180 12 83 153 12 5 57 629 89
Haspanic T L 131 09 80 147 11 16 250 652 93
Netwe American = 9 18 01 3 11 01 3 -333 38 05
Whste % 283 578 38 274 504 38 9 a2 53 7546
Total 490 1000 65 544 1000 76 54 10 7,038 1008
‘Fedhaical /Paraprofessional
Aman : 54 43 22 134 26 43 80 1481 67 57
Biack ' 82 66 34 84 60 27 2 24 55 47
Hmpanic : 116 93 48 144 104 46 28 %1 105 9.0
Netwe Amenican 10 08 04 9 06 03 -1 -100 1 0.9
Wiite n 986 790 407 1,020 733 326 M 34 935 7
Total B 1,248 1000 515 1391 1000 s 143 15 1173 1000
2
Ogher Staff
Amgn : 217 51 42 312 79 66 95 438 % 25
Bleck & 70 180 147 639 161 134 -131 170 181 192
Hispanic i, 698 163 134 890 225 187 192 275 ! 83
Natwe Amencan . 52 12 10 45 11 09 T -135 11 12
Whute i 2,547 595 487 207 524 437 471 -185 650 689
Tatal §§ 4284 1000 819 392 1000 833 322 -75 w4 1000
i
Total Staff :
Asean 419 48 22 705 80 34 286 683 572 56
Blask Hoo L132 131 60 1,109 126 54 23 20 966 94
Hispanic g 0 127 58 1484 168 72 383 M8 896 87
Natwe Amencan & 89 10 0.5 87 10 04 2 22 66 06
White L5927 684 312 5438 616 265 489 83 7806 787
Total & 8668 1000 457  BE3  1000 431 155 18 10336 1000

Note: Due 1o rounding, cach column may not add to exactly 100 0 perceat
Tee Chancelior's Office, Lassen College, San Jose OCD and South County CCI> persoanel are not included in this report
Source Calforma Postsecondary Education Commission staff analysis )
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the Califormia Community Colleges, Fall 1979 and Fall 1989

WOMEN
1589
% of % of
Total Number Category

B A T TR T

e

10 40 4.5
23 93 10.5
09 56 63
02 9 10
173 689 7
217 887 1000
44 135 82
33 211 127
30 191 115
01 14 08
356 1,104 667

463 1,655 1000

53 551 84
84 593 90
87 867 132
05 55 08

07 452 687
935 6572 1000

28 152 87
23 100 58
43 204 117
05 16 09

Be 1,266 728
485 1,738 1000

05 41 52
35 156 197
15 133 168
02 B 10
124 455 574
181 793 1000
30 919 79
51 1,153 29
47 1451 124
03 102 09

411 8040 68.9
$43 11,665 100.0

TOTAL
1979-1989 | 1979 1989 1979-1989
%of Number 9 Changeof % of %of  Number % Change ot
Total Change 1979 Base | Number Category Number Carepory Change 1979 Base
R T ot ™ e pecteRe R, ETETe e Y Tk R TR TR RTR 0T Y e e THEE
16 15 600 72 29 23 37 21 2
37 36 632 193 78 243 98 50 B9
23 35 1667 161 65 239 26 78 484
04 4 BOO 19 08 27 11 8 42.1
277 262 614 2,022 820 1,883 758 -139 4.9
57 352 658 2467 1000 2485 1000 18 07
4.5 Fi 1328 113 g5 240 80 127 1124
71 167 ams 100 75 364 122 264 26540
64 151 775 123 92 s 127 255 2073
0s 13 13000 5 04 23 08 18 360.0
370 631 1334 989 44 1,978 663 989 100.9
555 1,039 1687 1,330 1000 2,983 1000 1,653 1M.3
77 153 334 444 59 652 91 208 445
83 -36 57 n7 95 676 25 41 57
121 215 330 116 95 947 133 231 3
08 17 47 47 06 61 09 14 28
634 =795 -149 5,604 744 4,800 673 -804 =143
924 46 43 7528 1000 7136 1000 -392 4.2
49 &8s 1269 121 50 286 21 165 1384
32 45 B18 137 57 184 59 47 M3
65 99 94 3 21 91 M3 111 127 515
05 5 455 21 09 25 08 L] 19¢
405 331 354 1,921 793 2,285 31 365 190
555 565 482 2421 1000 3,129 1000 708 p. o =
09 17 708 41 46 353 74 112 463
33 =25 -138 951 182 795 167 -156 ~Jhdy
28 55 705 T76 148 1,023 215 A7 k1B
02 -3 =273 63 12 53 11 -10 -159=
96 -195 -300 3,197 612 2,53 532 -666 208
167 -151 -160 5,228 1000 4,755 1000 473 940
45 M7 607 991 52 1,624 79 633 &N
56 187 194 2,098 111 2,262 110 164 .
71 555 619 1,997 105 2,935 143 938 470
05 36 3.5 155 08 189 09 M 219
2 34 i 1373 T4 134 658 -255 -19
569 1,359 132 189N 100.0 0488 1000 1514 &0
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Gender composition The proportion of women in
the total staff workforce increased from 54 3 to 56 9
percent over the past decade, with the number of
women in every raciel-ethnic category increasing
Only White women declined in proportional repre-
sentation in the total staff workforce

Over the past decade, women increased both their
numerical and proportional representation in the
Executive/Administrative/Managerial classifiea-
tion In 1987, women represented 21 7 percent of
this classification and by 1989 their representation
had grown to over 35 percent Women from all
racial-ethnic groups increased their numbers, with
White women demonstrating the greatest numeri-
cal increase  Women from all racial-ethnic categor-
1es also increased their proportional representation
in this employment category, with the greatest pro-
portional increase being expertenced by Hispanic
women The number of men holding managerial po-
sitions actually dechined from 1979 to 1989, with
White men being the only group to experience a de-
cline 1n their numerical representation

Women also increased their numerical and propor-
tional representation in the Professional/Non-Fac-
ulty classification By 1989, women represented
55 b percent of all those employed in this category --
a 9 2 percent increase since 1977 As evidenced in
the Executive/Administrative/Managerial classifi-
cation, women from all racial-ethnic groups also 1n-
creased their numerical and proportional represen-
tation in this employment classification Black,
Hispanic, and Native American women all made
significant progress 1n increasing their proportional
representation in this occupational category While
men from all racial-ethnic backgrounds increased
their numbers, only Black men made any signifi-
cant progress m increasing their proportion in this
classification

In the Secretarial/Clerical classification, the pro-
portion of women employed declined from 93 5 to
92 4 percent, with White women holding 795 fewer
positions in this ciassification in 1989 than they did
a decade earlier The proportional representation of
women from all racial-ethnic groups except Whate
increased over the decade, with Asian and Hispanic
women experiencing the greatest proportiwonal in-
crease While the number and proportion of men
from all racial-ethnic categories except Asian ex-
perienced either a small decrease or & very modest
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increase, Asian males increased both their number
and proportion 1n this employment category

The trend evidenced in the Professional/Non-Fac-
ulty classification can also be seen 1n the Technical
Paraprofessional classification, in which women in-
creased their proportion from 48 5 percent in 1979
to 55 5 percent 1n 1989 Women from all racial-
ethric groups increased both their numerical and
proportional representation in this employment
category, with White women demonstrating the
greatest numerical increase and Asian women dem-
onstrating the greatest proportional increase While
men 1n all racial-ethnic groups except for Native
American showed modest numerical gains, only
Asian men increesed their proportional representa-
tion 1n this occupational classification

Both men and women from Black, Native Amer:-
can, and White backgrounds experienced numerical
and propertional deelines in the Other Staff cate-
gory, while Aman and Hispanic men and women
demonstrated both numeric and proportional gains
Overall, women’s representation in this classifica-
tion decreased slightly from 18 1 to 16 7 percent

Composition of admitnistrators
according to the community
colleges’ unique classification

The Chancellor’s Office of the California Commun-
ty Colleges included 1n its submission to the Com-
mission data on adminigtrators as defined by its
unique personnel classifications of Certificated and
Classified Administrators The percentage of Cer-
tificated and Classified Admimstrators by gender
and racial-ethme group 1n 1987 and 1989 the only
pertod for which these data were currently avail-
able appears in Digplay 3 on page 13

Racial-ethnic composttion Overall, the percentage
of admunistrators 1n the community colleges from
Black, Hispanic, and Native American backgrounds
mereased, while the percentage from Asian and
White backgrounds decreased The same trend was
also observed 1n the Certificated Administrative
classification However, in the Classified Adminis-
trative classification, the proportion of Black and
White administrators increased, while those from
the remaining racial-ethnic groups declined

Gender compostition Overall, women increased
their proportional representation among communi-



DISPLAY 3 Percent of Staff in Admunstrative Positions n the California Communtly Colleges,
by Gender and Ethnucity, 1987 and 1989

Cartificated Adminiatrative

Raciwal-Ethnic Background 1987 1989
Asian 3 6% 33%
Black 104 109
Hispanie 91 102
Native American 10 14
Whate 759 T4 3

Gender
Men 708 66 6
Women 292 334

Clasaified Admimstrative Total Adminsteative
1987 1989 1987 1949
3 8% 36% 3 7% 3 4%
69 T2 94 97
86 80 90 95
08 07 09 12

799 805 T 0 76 3

635 58 2 68.7 639

365 418 313 361

Sgurce Califorma Poatsecondary Education Commission staff anaiysis

ty college administrators, and now represent over
36 percent of all such positions Women also 1n-
creased their proportional representation 1n both
the Certificated and Classified Administrative clas-
sifications

The California State University

Staff composition according
to the EEO-6 classifications

Data on the gender and racial-ethnic composition of
staff at the Califorma State Umversity according to
the EEO-6 employment classifications is presented
in Display 4 on the next two pages

Racial-ethnic composion  In 1977, nearly 26 per-
cent of the total staff workforce was from Asian,
Black, Hispame, or Native American backgrounds,
compared to 33 1 percent 1n 1989 All racial-ethnic
groups except White staff experienced growth in
their numerncal representation from 1977 to 1989,
with the largest increases being made 1n the num-
ber and proportion of Asian and Hispanic staff
members

For the Executive/Administrative/Managerial clas-

sification, staff in all racial-ethnic categories 1n-
creased their numerical representation 1n the work-
force, although this change is at least partially ac-
counted for by the reclassification of positions carry-
ing the confidential designation to this category in
1981 While the number of White staff 1n this cate-
gory showed the greatest numerical increase, the
proportional representation of Asian, Black, His-
panic, and Native American staff each more than
doubled As a consequence, these groups together
increased their representation from 8 5 percent 1n
1977 to 22 0 percent in 1989

In the Professional/Non-Faculty category, the trend
noted above, although less striking, was repeated
Each racial-ethnic category numerically increased,
proportionally, the combined presence of Asian,
Black, Hispanic, and Native American staff account-
ed for 28 4 percent of the category, compared to 20 1
percent 1n 1977

In the Secretarial/Clerical category, only Hispanic
staff made substantive numerical gains However,
because of the dramatic decline inn the number of
White staff in this classification, all other racial-
ethnic groups demonstrated a proportional in-
crease

In the Technical/Paraprofessional classification, all
racial-ethnic groups increased their numbers and
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DISPLAY 4  Number and Percent of Staff by Category, Gender, and Racial-Ethnic Background ai

MEN
i 1977 1989 1977-1989 | 1977
% of % of % of %of Number % Change of % of
Occupational Category| Number Category  Total Number Category Total Change 1977 Base | Number Category
AR RS Y e RRsaLE v s aTiow i T EATI e e am et s .
Encutwt/Adm.lmsu;tnefManageﬂal
Asian B 18 17 64 42 27 56 7000 1 26
Bleack : 14 32 29 146 96 62 132 9429 5 132
Hispanic : 12 27 25 116 76 49 104 8667 1 26
Native American : 0 oo oo 5 03 0z 5 n/a 0 00
White 408 923 &80 1,187 72 502 779 1909 k) | Bl &
Totat . 442 1000 921 1,518 1600 642 1,076 2434 38 1000
Professional /Non-Facul
Asian : 63 41 24 120 78 34 57 905 68 a6l
Black s 116 76 44 143 93 40 27 233 99 88
Hispanic . 113 74 43 155 101 43 42 372 51 45
Natove Amencan ; 16 11 06 13 08 04 -3 -18.8 6 as
White 1,215 M8 460 1,103 719 308 -112 92 897 300
Total 1,523 1000 576 154 1000 429 11 a7 1,121 1000
Secretanal/Clencal .
Asan : 27 59 0s 42 145 09 15 556 302 60
Black T 63 138 12 50 172 11 -13 206 392 78
Hispanic . 47 103 09 50 172 11 3 64 505 101
Natwe Amencan i 8 18 01 2 o7 00 £ =750 24 1]
Whate ;,; 310 68 1 57 146 503 33 -164 529 3,794 756
Total £ 455 100 0 83 290 1000 65 -165 =363 5,017 1000
Technical /Paraprofessional
Agian 553 63 51 28 133 100 45 70 1111 67 64
Black - 61 50 27 87 635 z9 26 426 55 53
Huspanic 68 55 10 122 91 41 54 794 43 a1
Natrve American . 5 04 02 9 07 03 4 800 4 04
Whute 1,034 840 455 985 737 333 49 47 &N 838
Thotal < 1,231 1000 52 1,336 1000 452 105 85 1,040 1000
Other Staff K
Astan 222 70 59 224 100 82 2 09 26 448
Black 509 160 136 316 142 115 -193 379 165 294
Hispamc 492 155 131 506 27 184 14 28 57 102
Natve Amencan i k) 11 09 35 16 13 1 29 6 11
White 1,924 6035 514 1,149 515 419 =775 403 307 M7
Total ;; 3,181 1000 850 2,230 1000 813 -951 299 561 1000
Total Staff i
Asian Y 383 56 26 583 84 36 200 522 464 60
Black 5 763 12 52 742 107 46 -21 28 716 92
Hiepanic ‘ 732 107 50 949 137 59 217 296 657 84
Natve Amenican . 63 09 04 &4 09 04 1 16 40 08
Whte L 4891 76 335 4570 662 284 -321 66 5,900 759
Total : 6832 1000 468 6908 1000 430 76 11 7777 1000

Notes Sonoma State University excludes all internuttent {hourly) employees and thoase employed for 90 days or less
Due to rounding, each column may not add to exactly 100 percent

Source Califormia Postsecondary Education Commuassion staff analysis
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the California State University, Fall 1977 and Fall 1989

WOMEN
1989
% of % of % of
Total Number Category Total
ERERERL U o SRRty vERE R T N
02 49 58 21
10 75 8¢ 32
02 56 66 24
00 9 11 04
65 657 777 278
79 B46 1000 358
26 196 96 55
37 185 91 52
19 185 91 52
02 17 08 0.5
339 1,459 M4 408
424 2,042 1000 571
55 319 77 72
72 436 105 98
92 634 153 143
04 29 07 07
69.3 2,720 658 615
917 4,147 1000 935
o 149 92 50
24 136 84 46
19 176 109 60
02 14 09 05
334 1,146 707 388
458 1,621 1000 548
07 40 78 15
44 143 278 52
15 130 253 47
02 3 06 01
B2 198 BS 72
150 514 1000 187
3z 753 82 47
49 975 106 61
45 1,181 129 73
03 72 08 04
404 6,189 675 IS
532 9,170 1000 570
s

TOTAL
1977-1989 | 1977 1989 1977-1989 I
Number 9% Change of % of %of Number % Chaage
Change 1977 Base | Number Category Number Category Change 1977 Base

R e R A R R I T T R T - M L < £ e’
48 43000 9 19 113 48 104 11556
w0 14000 19 40 221 93 202 1063.2
55 55000 13 27 172 73 159 1223.1

9 n/fa 0 00 14 06 14 nfa
626 20194 439 915 1,844 780 1,405 3200
808 21263 430 1000 2,364 1000 1,884 s
128 1882 131 50 316 88 185 1412
86 869 215 81 328 92 113 526
134 2627 164 62 M0 25 176 1073
11 1833 2 08 30 08 8 354
562 627 2,112 ™9 2,562 e 450 13
9221 822 2,644 1000 3576 1000 932 2
17 56 329 60 361 81 kvl 97
44 112 455 83 486 110 31 68
125 255 552 101 684 154 132 239
5 208 32 06 3l 07 -1 =31
-1,065 281 4,104 750 2875 648 -1,229 B 3
870 -173 5472 1000 4,437 1000 -1,035 -189
82 1224 130 57 282 95 152 1169
81 1473 116 51 223 75 107 22
133 3093 11 49 298 101 187 1685
10 2500 g 04 23 08 14 1556
275 316 1,905 839 2,131 71 226 119
581 559 2271 1000 2,957 1000 686 302
4 538 248 66 264 96 16 65
-22 -133 674 180 459 167 -215 -319
3 1281 549 147 636 232 87 158

-3 =500 40 11 38 14 -2 S50
-109 =355 2,231 596 1,347 491 -884 -38.6
-47 -84 3,742 1000 2,744 1000 -998 -26 7
289 623 847 58 1,336 83 489 5717
259 362 1,479 101 1,717 107 238 161
524 98 1,389 95 2,130 132 741 533
a2 BOO 103 07 136 08 13 320
289 49 10,791 739 10,759 669 -32 03
1,393 179 14,609 1000 16,078 1000 1,469 101
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only the proportional representation of White staff
in this category declined

In the Other Staff employment classification, only
Asian and Hispanic staff experienced numerical 1n-
creases, while all other racial-ethnic groups exper-
ienced a decline in their number Because of the
substantial decrease in the number of Black and
Whate staff 1n this category, all other racial-ethnic
groups 1ncreased their proportional representation
1n this category

Gender composition ‘The proportion of women 1n
the total staff workforce increased from 53 2 to 57 0
percent since 1977, with the number of women 1n
every ractal-ethnic category increasing Only
White women declined in proportional representa-
tion among the female staff workforce

The number and proportion of women 1n the Execu-
tive/Admimstrative/Managerial classification have
grown dramatically, which 1s attributable, in large
measure, to the reclassification discussed above In
1977, less than 8 percent of staff in this classifica-
tion were women, compared to 35.8 percent in 1989,
While White women experienced the largest nu-
merical growth among women, the growth 1n the
number of women from other racial-ethnic groups 18
astounding I[n 1977, only seven women from Asian,
Black, Hispanic, and Native American backgrounds
were employed 1n this classification However, by
1989, 189 women from these backgrounds held posi-
tions 1n this category Men from all racial-ethnic
backgrounds also increased their numerical repre-
sentation in this category Men and women from all
racial-ethnic groups increased their proportional
representation in the Executive category, with the
sole exception being White males

Women also increased their representation wn the
Professional/Non-Faculty classification, increasing
their representation from 42 4 percent in 1977 to
57 1 percent in 1989 Women from each racial-
ethnic group increesed both their number and pro-
portion in this occupational classification Only
Asian, Black, and Hispanic males increased their
numbers 1n this classification, with only Asian
males making any significant progress in increas-
ing thewr representation in this employment cate-
gory

The proportional representation of women 1n the re-
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maining occupational categories alse increased- In
the Secretarial/Clerical classification, the propor-
tion of women increased from 91 7 to 93.5, in the
Technical/Paraprofessional category, i1t grew from
45 8 to 54 8, and in the Other Staff category, it ex-
panded from 15 0 to 18 7 Among all three categor-
1es, Hispanic women showed the greatest numeric
and proportional increases, while White males ex-
perienced both numeric and proportional declines in
their representation

Composition of management according
to the State Urniversity’s umique classifications

The State University also submitted information
about the gender and racial-ethnic composition of
its management and supervisory employees The
State University implemented a Management Per-
sonnel Plan that classifies management and super-
visory employees into four grade levels. Grade Lev-
els [ and II include middle managers and supervi-
sory employees, while Grade Levels III and IV 1n-
clude vice presidents, deans, senior managers, and
senior directors The number and percentage of
staff classified in Grade Levels I and II and 1n Grade
Levels III and IV by gender and racial-ethnic group
in 1987 and 1989 the only period for which these
data were currently available 1s presented in Dis-
play 5 on page 17

Overall increase in management staff From 1987 to
1989, the State Unmiversity’'s management work-
force increased by 48 positions or 2 1 percent How-
ever, all of this growth occurred within the Grade
Level I and II positions, which are principally su-
pervisory in nature, and none occurred at the upper
Grade Levels

Racial-ethnic composuion In 1987, 20 6 percent of
the State University’s management workforce was
from Asian, Black, Hispanic, and Native American
backgrounds compared to 22 5 percent 1n 1989 All
racial-ethnic groups with the exception of Native
American and White staff increased their numer:-
cal and proportional representation among the
management staff Hispanic management staff
demonstrated the greatest numeric and proportion-
al growth over the two year period

Among Grade Levels I and II, all racial-ethnic
groups increased their numeric representation,



DISPLAY 5§ Number and Percent of Management Staff by Level, Racial-Ethnic Background,
and Gender at the California State Untwersity, 1987 and 1989

1987

1989

Percent of Percent of
Occupational Categorv and Characterstic Number Category Number Category
Racial-Ethiec Background
Supervisory -- Grade Levels I and II
Asian 687 5 6% 79 6 4%
Black 125 105 132 106
Hispanic 96 81 108 87
Native American 8 07 9 07
White _83%6 752 912 735
Total 1,192 100 9% 1,240 100 0%
Management -- Grade LevelsIIl and IV
Asian 42 g% as 34%
Black a2 74 90 B1
Hispane 50 45 70 63
Native American 6 05 5 04
Whate 935 8319 912 818
Total 1,115 1000% 1,115 100 0%
All Grade Levels
Asian 109 4.7% 117 5 0%
Black 207 90 222 94
Hispanic 146 63 178 786
Native American 14 06 14 06
White 1831 994 1824 115
Total 2,307 1000% 2,355 100 0%
Gender
Supervigory -- Grade Levels I and II
Male 634 53 2% 680 54 8%
Female 558 46 8 560 45 2
Total 1,192 1000  %1,240 100 0%
Management -- Grade Levels III and IV
Male 870 78 0% 833 74 7%
Female 245 220 282 253
Total 1,115 1000% 1,115 100 0%
All Grade Levels
Male 1,504 652% 1,513 64 2%
Female _803 348 842 358
Total 2,307 1000% 2,355 100 0%

Note The numbers may not add to 100 percent due to rounding

Source California Postsecondary Education Commission staff analyais

1987-1989
Number PercentChange
Chaenge from1987 Base

12 17 9%
7 56
12 125
1 125
16 1.8
48 4 0%
-4 -9 6%
8 98
20 400
-1 167
23 25
0 0 0%
8 73%
15 72
32 219
0 00
- -4
48 21%
46 73%
2 04
48 4 0%
-37 -4 3%
37 151
0 0 0%
9 0 6%
39 49
48 21%
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with the greatest increase being made among Whate
staff Despite this fact, the proportional representa-
tion of White staff decreased, while that of all other
racial-ethnic groups increased or remained con-
stant Individuals from Asian backgrounds demon-
strated the greatest proportional growth over the
two-year period, increasing from 5 6 percent of the
Grade Level I and II staff to 6 4 percent of that stafT

Within Grade Levels EHI and IV, Hispanic and Black
staff were the only racial-ethnic groups to increase
their numeric or proportional representation Indi-
viduals of Hispame background demonstrated the
greatest progress with a aumeric growth of 20and a
proportional growth of 1 8 percent Individuals
from Asian, Native American, and White back-
grounds ali decreased in numerical and proportion-
al representation, with the greatest numeric de-
crease being seen among Whate staff and the great-
est proportional decrease being seen among Native
American staff because of their small numbers

Gender composition The proportional representa-
tion of women among the State University's man-
agement staff increased one percentage point since
1987, from 34 8 to 35 8 percent All of the progress
can be attributed to the increase in the number of
women employed 1n Grade Level I1I and [V posi-
tions Although no numeric increase occurred 1n
the number of positions at these levels, women were
hired into every position that became open during
the two-year period As a result, women increased
their proportional representation from 22 0 to 25 3
percent 1n these grade levels However, among
Grade Levels I and II, the proportion of women de-
creased from 46 8 to 45 2 percent

University of California

Staff composition according
to the EEO-6 classifications

Display 6 on pages 20-21 presents data on the eth-
nic and gender composition of the University’s staff
according to the EEO-6 occupational classifications

Racual-ethnic composition In 1977, 30 0 percent of
the University's total staff workforce was from
Asian, Black, Hispanie, or Native American back-
grounds, compared to 36 3 percent in 1989 While
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the University increased the proportion of Asian
and Hispanic staff, 1t did not increase the proportion
of Native American and Black staff In fact, the
proportion of Black staff has decreased from 13 4
percent 1n 1977 to 11 8 percent in 1989, despite the
University employing 1,200 more Black staff mem-
bers in 1989 than 1n 1977 All racial-ethnic groups
experienced growth in their numerical representa-
tion from 1977 to 1989, with the largest numerical
gains being made among Asian and White staff
Proportionally, Asian staff increased by over 123
percent and Hispanic staff grew by nearly 91 per-
cent during this time period,

Despite the fact that White staff in the Execu-
tive/Administrative/Managerial category showed
the greatest numer:c increase, their proportional
representation in this category actually decreased
from 1977 to 1983 All other racial-ethme groups
demonstrated both numeric and proportional gains
over the period, with individuals from Native
American backgrounds showing a 1,050 percent
over the time period, albeit on a small itmitial base

In the Professional/Non-Faculty category, White
staff again showed the greatest numeric increase,
although as was the case in the Executive/Admin-
1strative/Managerial category, their proportional
representation 1n this category also declined Indi-
viduals from all racial-ethnic backgrounds showed
numeric wncreases, while those from only Asian,
Black, and Hispanic backgrounds demonstrated
proportional increases, with Hispanics demonstrat-
ing the largest such increase The proportional rep-
resentation of individuals from Native American
backgrounds in this category remained constant

All racial-ethnic groups demonstrated both numeric
and proportional gains in the Secretarial/Clerical
category, with the exception of individuals from
White backgrounds who experienced a decline in
their proportional representation Individuals from
Hispanic backgrounds, followed closely by those
from Asian backgrounds, showed both the greatest
numeric and proportional inereases of 88 percent
and over 101 percent, respectively, in this category

In the Techrnical/Paraprofessional category, numer-
1c gains were made by all racial-ethnic groups
However, the gains were mimimal for individuals
from Black and Native American backgrounds
Staff from Asian and Hispanic backgrounds in-
creased their proportional representation in this



category, with Asians demonstrating the greatest
proportional increase The proportional representa-
tion of Native American staff 1n this category re-
mained constant, while that of Black and White
staff experienced a decrease

Among Other Staff, the number and proportion of
staff from White and Black backgrounds decreased,
with Black staff showing both the greatest numenc
and proportional decrease On the other hand, 1ndi-
viduals from Asian and Hispanic backgrounds 1n-
creased theiwr number and proportion 1n this cate-
gory, with the greatest such increases being made
among Asian staff While the number of Native
Amertcan staff employed 1n this category inereased
slightly, their proportional representation re-
mained constant

Gender composttiorn  In 1989, the Unuversity em-
ployed more than 11,000 more women than 1t did mn
1977, which resulted in them increasing their pro-
portional representation 1 3 percent to 65 5 percent

Over 1,000 more women were employed in the Ex-
ecutive/Administrative/Managerial category 1n
1989 than in 1977 In fact, women now represent
nearly one-half of all employees 1n this classifica-
tion, a sign of significant progress since they repre-
sented only 28 6 percent of employees in this classi-
fication 1n 1977 While both men and women 1n all
racial-ethnic categories demonstrated numeric in-
creases, the greatest such inerease was among
White women Asian, Native American, and His-
panic women showed the greatest proportional 1n-
creases Of particular interest, the number of wom-
en from Asian, Black, and Native American back-
grounds employed 1n this classification is higher
than the number of men from these backgrounds
employed in such positions As a result of these
changes, the University's top adminisirators are
clearly a more diverse mix than in the past

The proportion of women employed in Profession-
al/Non-Faculty poesitions also increased -- from 64 3
percent 1n 1977 to 69 2 percent 1n 1989 Women in
all racial-ethnic groups increased both their num-
ber and proportion with the exception of White
women, whose proportional representation re-
mained essentially the same Men from all racial-
ethniec categories also increased their numbers with
the exception of Native Americans, who experi-
enced a small decline However, only men from

Asian, Hispanic, and Black backgrounds increased
their proportional representation in this employ-
ment category

Proportionately more men were employed in Secre-
tarial/Clerical positions in 1989 than 1n 1977, with
their proportional representation increasing from
13 5 percent to 17 5 percent Men and women in ail
racial-ethnic categories experienced hoth numeric
and proportional gains, with the one exception be-
g White women whose proportional representa-
tion decreased from 61 9 percent in 1977 to 50 3 per-
cent in 1989

The proportion of women employed in the Techni-
cal/Paraprofessional classification decreased from
53 percent in 1977 to 51 7 percent 1n 1989, although
women from all racial-ethnic backgrounds with the
exception of Black women achieved numerical gains
Men from all racial-ethnie backgrounds, with the
exception of Native American men also achieved
numeric gains However, only Asian and Hispanic
men increased their proportional representation in
this employment clagsification

Numerically fewer men and women from Black and
White backgrounds were employed 1n the Other
Staff category in 1989 than in 1977, while Asian
men demonstrated the greatest numeric gains
Asian and Hispanic men and women showed the
only proportional growth 1n this employment cate-

gory

Staff composition according
to the Unwersity’s unique
employmenti categories

In July 1988, the University of Califorma instituted
a new four-tier personnel system for staff and man-
agement positions at all nine University campuses

The four tiers or “Programs” are (1) Executive, (2)
Management and Professional (MAP), (3) Admims-
trative and Professional Staff (A&PS), and (4) Staff
Personnel Display 7 on pages 22-23 presents the
gender and racial-ethnic composition of the staff as
of 1988 and 1990 1n these four programs, which the
University defines as follows

® Erecutwwe Program The Executive Program in-
cludes positions which provide campus or Univ-
ersitywide leadership and are responsible for set-
ting policy and program direction Positions in
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DISPLAY 6 Number and Percent of Staff by Category, Gender, and Racual-Ethnic Background at

MEN
| 1977 1989 1972-19%9 | 1977
% of % of % of %of Number % Change of %o of

Occupetional Category| Number Category Total Number Category Total Change 1977 Base | Number Category

LI T L P T e T P I e I R O L T ST T AL W L S AREA A g )
Execuhve/Admmlstmt;vc/Managenal
Agilan 23 21 15 62 42 21 39 1696 7 16
Black 63 57 40 34 57 29 21 333 26 53
Hispanie i 30 27 19 66 45 23 36 1200 6 13
Netrve Amencan . 2 02 01 7 05 02 5 2500 0 00
Whate ’ 997 894 638 1,254 BS1 428 257 258 408 9.3
Total " 1,115 1000 T4 1473 1000 503 358 21 47 100.0
Professional /Non-Faculty
Aman : 401 93 33 809 128 39 408 1017 938 121
Biack B 199 46 16 M5 55 17 146 T34 340 44
Haspanic i 186 43 15 407 65 20 221 1188 220 23
Natmwe Amencan 21 05 02 18 03 01 -3 -143 29 04
White 3,508 813 290 4725 750 11 1217 347 6,240 80.3
Total . 4,315 1000 357 6,304 1000 308 1,989 461 1,767 1000
Secretanal /Clerical
Asian i 180 g1 11 510 139 24 330 1833 1,014 71
Biack : 334 151 20 494 135 24 160 479 1,699 120
Hxpanic 265 120 16 519 142 25 254 958 1,213 85
Natrve Amencan 12 05 0t 8 08 01 16 1333 115 08
White g 1423 643 87 2,110 576 101 687 483 10,147 ns
Total 5 2,214 1000 135 3,661 1000 175 1447 654 14,188 1000
Tachmcal /Paraprofessional
Asan ’ 191 76 36 465 149 72 2 1435 197 0
Black 317 126 59 380 122 59 63 199 626 »i
Hsspanic i 190 75 36 339 109 53 149 784 285 101
Natve American 16 06 03 14 04 02 -2 -125 20 0.7
Whate 1,803 e 337 1,915 615 297 112 62 1,706 602
Tatal 2,517 1000 470 3,113 1000 483 596 237 2,834 100.0
Other Stall
Asian " 2N 54 39 609 na 81 339 1256 98 50
Black 1,178 37 170 1,127 203 149 -51 4.3 895 459
Hispanic Bl 147 106 1,244 24 165 513 702 273 140
Natre American 54 11 08 62 11 08 8 148 13 07
White 2,745 551 396 2,506 452 332 -239 87 669 U3
Total 4978 1000 719 5,548 1000 734 570 115 1,8 1000
Total Staff
Aman 1,065 70 25 2,455 122 42 1,390 1305 2,254 83
Black 2,091 138 49 2,430 121 42 339 162 3,586 132
Hispamic . 1,402 93 33 2,575 128 44 1,173 837 1,997 73
Natrve American 105 07 02 129 06 02 A 29 177 07
White 10,476 692 248 12510 62.2 214 2,0 194 19,170 70.5
Total 15,139 100.0 s 20,099 100.0 s 4,960 s 27,184 1000

Note Due to rounding, each columna may not add to exactly 100 G percent. L
Source Cahforma Postsecondery Education Commismon staff analysis.
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the University of California, Fall 1977 and Fall 1989

% of
Total

oV

04
17
04
0o
261
286

78
28
18
02
516
643

62
104
74
07
619
865

a7
117
53
04
319
530

14
129
39
02
97
281

53
8.5
47
04
453
642

WOMEN
1989

Number

WEE o, 6

n
105
&5

16
1,201
1,458

2,150
54
687

10,533
14,186

1,894
2404
2,259

169

10,521

17,247

542
7
4is

.

1,769

3,326

4964
4,447
3,908

291

24,613

38,223

% of

9% of

Caepory  Total

v

-~ .
N

49
72
45
11
824
100

152
53
48
04

42

1000

110
139
131
10
610
1000

163
172
125
09
332
1000

153
06
240
07
294
1000

130
116
102
08
44
1000

LT

24
36
22
0S5
410
427

105
37
34
0.3

514

692

91
115
108

08
503
825

B4
B9
64
0s
275
517

41
g1
64
02
78
266

BS
76
67
05
422
6535

TOTAL
1977-1962 i 1977 1989
Number 9% Change of %% of % of
Change 1977 Base | Number Category Number Category

nyn

»

2de

16
793
1011

1,212
414
467

4,293
6,41%

209
-282
209

[ ]

-30
58

2,710
861
1,911
114
5443
11,039

N

9143
3038
9833

n/a
194 4
22602

1292
1218
2123
1138
688
826

868
4135
862
470

37
216

1751
£8
456
450
37
174

2133
-31.5
766
154
-120
30

1202
40
957
644
284
40.6

b APA T AT

30
89
36

1,405
1,562

133
539
406

50

9,748

12,082

1,194
2,033
1478
127
11570
16,402

943
475

3,509
5,351

2,073
1,004

67
3414
6,926

3,319
5,677
3,399

29,646
42,323

Saitingeter 4

19
57
23
01
899
1000

11
4.5
34
04

807

1000

73
124
90
08
05
1000

73
176
89
07
656
1000

53
299
145

10
433

1000

78
134
80
07
700
1000

& dm
ety

133
189
i |

2455
2,931

2,959
1,099
1,094
80
15258
20490

2,404
2,898
2,778

197

12,631

20908

1,007
951
754

43

3,684

6,439

915
1,740
1,726

3,095
7554

7419
6,877
6,483

420

37,123

Wihoogn R,

45
64
45
08
838
1000

144
54
53
04

45

1000

115
139
133
09
604
1000

156
148
117
07
572
100 0

121
230
228
10
410
1000

12.7
118
111

07

100.0

1977-1%89
Number % Change of
Change 1977 Base
Zrod 0 et Hdides
103 M3
100 1124
95 2635«
21 1050.0x
1,050 M7
1,369 876
1,620 1110
560 1639
688 193
30 60.C-
5510 5635
8,408 596
1,210 101.3
265 425
1,300 80
70 55.1
1,061 9.2
4,506 s
619 15935
B 08
279 28N
7 19.4-
175 Som
1,088 0.3
548 1489
-333 -161
T noy
10 149
-319 3
628 91
4,100 1235
1,200 211
3,084 w0
138 489
TA4TT 232
15,999 k74
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DISPLAY 7 Number and Percent of Steff by Category, Gender, and Racwal-Ethnic Background at

MEN
| 1988 1990 1988-1990 [ 1988
% of % of % of % aof MNumber % Change of % of
Cccupational Program | Number Category  Total Number Category  Total Change 1988 Base | Number Category
L RSP (szz*ﬁ*ffﬂi-:s"“"’i*"“""f P I CEN BT Rl L N R R
Bxecutrve
Asiean a.; 5 19 15 6 23 17 1 200 1 17
Black 10 a7 30 13 49 38 3 300 3 50
Higpanic . B 3o 24 9 34 26 1 125 1 17
Natme Amencan ’ 0 00 o0 0 00 00 0 a0 1 17
White ;E 247 915 748 238 895 69 4 9 36 54 900
Total - 270 1000 818 266 1000 776 -4 -15 60 100.0
Management and Professioaal (MAF)
Asign 97 66 41 124 78 48 27 278 56 64
Black o 55 38 23 58 37 22 3 55 49 56
Hispamc : 51 is 22 57 a6 22 6 11.8 26 o
Natne Amencan fe 3 0z 01 6 04 02 3 1000 5 0.6
White ‘i* 1,260 859 538 1,338 845 516 78 62 740 B45
Total ;’ 1,466 1000 626 1,583 1000 610 117 80 876 1000
Admunustratne and Professional Staff (A&FPS)
Asian . 622 123 47 718 126 48 9% 154 1,059 131
Black i 295 58 22 355 62 24 60 203 502 62
Hwspamc ;?;: 335 66 25 424 75 28 B9 266 420 52
Natrve Amencan * 16 03 01 22 04 01 6 375 46 0.6
White : 3,784 749 288 4,170 733 278 aBs 102 6,076 750
Total : 5,052 1000 384 5,689 1000 380 637 126 B,103 1000
Staff Personnel
Aslan , 3878 161 58 4,562 171 63 684 176 6,192 145
Black : 2,794 116 42 3,079 16 42 285 102 4,984 1n7?
Hwspanic . 2N 136 49 4,138 155 57 861 263 4,670 110
Natrve Amencan 8 160 07 02 187 07 03 27 169 299 07
Whate @ 14,014 581 210 14,680 551 201 666 48 26,437 621
Totel % 24,123 1000 362 26,646 1000 35 2323 105 42582 1000
B
Fotal Staff #
Asian v 4,602 149 56 5410 158 &0 808 176 7,308 142
Black ; 3,154 102 38 3,505 103 39 351 111 553 107
Hispanic . 3671 19 44 4,628 135 51 957 %61 5117 99
Nauve American 179 06 02 215 06 02 3% 201 351 07
White 19,305 625 234 20,426 598 225 1,121 58 33,307 645
Total & 30,911 1000 375 34,184 1000 75 3273 106 51,621 1000

Note. Du¢ to roundezg, cach eoluma may ot add to exactly 100.0 percent

Source California Postsecondary Education Commigsion staff analysis
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the Umwersity of Caltfornia, Fall 1988 and Fall 1990

% of
Total Number
- RPN S
03 2
09 8
03 2
03 2
164 63
182 T?
24 72
21 56
11 28
02 10
316 846
374 1,012
81 1,266
38 610
32 510
03 52
462 6,857
616 9,295
93 7336
75 5542
70 5,802
04 366
»e6 27285
638 46,331
89 8,676
67 6,216
62 6,342
04 430
404 35,051
625 56,715

WOMEN
1990

% of
Category

26
104
26
26
818
1000

71
5.5
28
10
836
1000

136
66
55
06

38

1000

158
120
125
08
589
1000

153
110
12
08
61.8
100.0

% of
Total

BT E TAN AT T R

06
23
06
06
184
224

28
22
11
04
326
390

84
41
34
03
458
620

01
76
80
05

314

635

935
68
78
05
386
624

TOTAL
1988-1990 | 1988 1990 1988-1990 |
Number % Change of % of %of  Number % Change
Change 1988 Base | Number Category Number Category Change 1988 Bnul
N faat ot W NEWE T sememe
1 1000 6 18 8 23 2 333
5 166 7 13 ie 21 61 8 6158
1 1000 9 27 11 32 2 122
1 n/a 1 03 2 06 1 1000
9 167 301 912 301 878 0 00
17 283 330 1000 M3 1000 13 39
16 286 153 65 196 16 43 281
7 143 104 44 114 44 10 926
2 77 77 33 85 33 8 104
5 1000 B 03 16 06 8 100.0
106 143 2,000 854 2,184 842 184 922
136 155 2342 1000 2595 1000 253 10.8
207 195 1,681 128 1,984 132 303 180
108 215 797 61 965 64 168 211
90 214 755 57 934 62 179 1.7
6 130 62 05 74 05 12 194
1 129 9,860 750 11,027 736 1,167 11.8
1,192 147 13,155 1000 14,984 1000 1,829 139
1,144 185 10,070 151 11,898 163 1,828 18.2
558 112 7,718 117 8,621 118 843 108
1,132 242 7,947 19 9,940 136 1,993 251
67 224 459 07 553 08 94 205
848 32 40,451 606 41,9485 575 1,514 a7
3,749 88 66,705 1000 712977 1000 6,272 94
1,368 187 11,910 144 14,086 155 2,176 183
678 122 8,692 105 9. 121 107 1,029 118
1,225 239 8,788 106 10,970 121 2,182 48
79 225 530 06 645 07 115 217
1,744 52 52,612 637 55477 610 2,865 54
5,094 929 B25%2 100.9 90,899 100.0 8367 101
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this classification 1nclude Officers of the Unaver-
sity and semor-level administrators

e Management and Professional (MAP) Program
The MAP Program includes all management posi-
tions below the Executive level together with
semor-level professional positions

o Admumstrative and Professional Staff (A&PS) Pro-
gram The A&PS classification includes positions
that provide high-level admimstrative and pro-
fessional support for the University's depart-
ments, programs, and fields of study

o StaffPersonnel Program 'The Staff Personnel Pro-
gram classification includes all remaining non-
academic staff members who work in a wide vari-
ety of occupational areas including secretarial
and elerical, service and maintenance, and tech-
nical and paraprofessional job classifications

Querall increase in staff From 1988 to 1990, the
University’s total non-academic staff workforce 1n-
creased 10 1 percent or by 8,367 positions The
A&PS Staff category demonstrated the greatest pro-
portional growth -- increasing 13 9 percent or by
1,829 individuals, while the Staff Personnel cate-
gory showed the greatest numeric increase with
6,272 more employees 1n that category than two
years earlier

Racal-ethnie composttion In April 1988, 36 3 per-
cent of the total non-academic staff workforce was
from Asian, Black, Hispamc, or Native American
backgrounds, compared to 39 0 percent in 1590 All
racial-ethmie backgrounds increased both thewr nu-
merical and proportional representation in the total
staff workforce with the sole exception being Whate
staff whose proportional representation decreased
by 2 7 percent, despite their demonstrating the
largest numerical increase over the two-year peri-
od Hispanic staif showed the greatest proportional
increase 1n the total staff workforee with their rep-
resentation increasing from 10 6 to 12 1 percent 1n
1990,

Despite the fact that only 13 more individuals were
employed 1n the Executive category in 1990 than in
1988, all 13 of the increases were made by individu-
als from Asian, Black, Hispanie, or Native Amer1-
can backgrounds All racial-ethnic backgrounds
with the exception of White staff increased both
their numerical and proportional representation 1n
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this employment classification, with Executives
from Black backgrounds demonstrating the great-
est numerical increase, while Native Americans
showed the greatest proportional increase because
of their small numbers

All racial-ethnic groups experienced numerical
growth in the MAP classification, with White ataff
demonstrating the largest numerical increase
However, only Asian and Native American indi-
viduals increased their proportional representation
1n this category, with Native Americans demon-
strating the greatest proportional growth because of
their smalil numbers Individuals from White back-
grounds were the only racial-ethnic group to exper-
tence a proportional decrease wn their representa-
tion 1n this employment classification

In the A&PS category, all racial-ethnic groups dem-
onstrated numerical 1ncreases, with Whiie staff
demonstrating the greatest increase Asian, Black,
and Hispan:c staff demonstrated marginal in-
creases 1n their proportional representation in this
category, while the proportional representation of
Native Americans remained constant and that of
White staff declined

All racial-ethnic groups demonstrated numerical
growth in the Staff Personnel category All groups
with the exception of White staff also 1nereased
their proportional representation in this employ-
ment classification Hispanic individuals showed
the greatest numerical and proportional increases
in the category, increasing their proportional repre-
sentation to 13 6 percent

Gender composition The proportion of men and
women employed among the staff at the University
was nearly identical in 1988 and 1990, with women
representing 62 5 percent in 1988 and 62 4 percent
in 1990 Both men and women from all racial-
ethnie backgrounds with the exception of White
staff increased their proportional representation in
the total staff workforce

Women increased both their numerical and propor-
tional representation in the Executive Program
classification and now represent over 22 percent of
the employees 1n that classification Women from
all racial-ethrue groups increased their proportional
representation 1n this classification with Black
women demonstrating the greatest proportional 1n-
crease Men from all racial-ethnic categories except



Native American and White backgrounds also 1n-
creased their proportional representation in this
employment category

The number and proportion of women employed 1n
the MAP classification also increased, with women
now representing 39 percent of all employees in this
category Native American women demonstrated
the greatest proportional increase because of their
small base number While men from all racial-
ethnic backgrounds increased their numbers in this
classification, only Asian and Native American
men made any substantial progress toward increas-
ing their proportional representation in this em-
pleyment classification

Women also increased their proportional represen-
tation in the A&PS classification, and now represent

62 percent of the staff in that employment category
While men and women from all racial-ethnic back-
grounds increased their numerical representation
inthisemployment classification, only Asian, Black,
and Hispenic men and women increased their pro-
portional representation 1n this category

The proportion of women employed 1n the Staff Per-
sonnel classification decreased from 1988 to 1990,
with women now representing 63 § percent of the
staff employed 1n thet classification Men and wom-
en from all racial-ethnic backgrounds increased
their numerical representation 1n this employment
classification, while all groups except Black and
White men and White women increased their pro-
portional representation 1n this stafl category
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Race and Ethnicity of California’s
4 Labor Force and of the Segments’ Staff

Racial-ethnic composition
of California’s labor force

One way to determine the relative progress made by
California’s public colleges and umversities in di-
versifying their staff 15 to compare the racial-ethne
composition of their staff, by occupational category,
with California’s labor force -- the comparative ba-
s15 for most judgments about the effectiveness of aif-
firmative action policies and procedures Although
information on the composition of Califormia’s labor
force by occupational classification and ethmicity 1s
not yet available from the 1990 Census, 1t can be es-
timated on the basis of Current Population Surveys
done by the United States Department of Labor and
data from the Center for Continuing Study of the
Califorma Economy Unfortunately, the Center’s
categorization of race/ethnicity combines Asian sub-
groups with all individuals who are not 1dentified as
Black, Hispanie, or White Comparable informa-
tion by gender, such as that presented on ethnieity,
cannot be obtained until the 1990 Census 15 made
available Display 8 below presents those estimates
for five broad occupational groups

It 15 important to note that these percentages are es-
timates for extremely broad occupational groups --

some of which are not directly applicable to the post-
secondary education work force [n particular, the
broad occupational category "Sales, Administrative
and Technical Support Staff” 1s relatively 1napplica-
ble as a comparable category for colleges and um-
versities especielly with respect to the subcategory
of “Sales Staff” -- the most rapidly increasing com-
ponent of this broader category

Comparisons with the segments’ staff

Display 9 on page 28 shows the composition of staff
1n each segment by job categories that are roughly
equivalent to the occupational group categories of
Display 8 In terms of the total staff, the two dis-
plays suggest that all three segments employ pro-
portionately more Black, Hispanie, and Asian/All
other individuals than are employed in California’s
total labor force In other words, the staff of all
three segments is as racially and ethnically diverse
as that of the total California workforce -- if not
more so0 Howaever, this is not true of each of the 1n-
dividual occupational categories, as the following
paragraphs note

DISPLAY 8 Racwal-Ethnuc Composttion of California’s Labor Force by Major Occupational

Categories, 1986-1988 Average

Total California Labor Force

Managerial and Professional Staff

Sales, Administrative, and Technical Support Staff
Service Workers

Precision and Craft Workers

Operators/Laborers

Asian and

All Other Black Hispame White
89% 6 6% 21 9% 62 6%
B6 48 76 790
10 4 78 154 66 5
B6 88 296 530
76 56 267 601
B1 77 447 395

Note Asian subgroups were combined with all individuals who ware not Black, Hispenic, or White

Source Califorma Postsecondary Education Commusaion staff analysis of information from the Center for Continung Study of the

Califormia Eeconomy
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DISPLAY 9 Raciwal-Ethnic Composition of California’s Labor Force and Its Public Postsecondary
Education Staff Workforces by Occupational Categories

Occupational Catesory

Total Staff

California’s Total Labor Force
Califormia Community Colleges
The California State Umversity
University of Califorma

Executive/Administrative/ Managerial
and Professional/Non-Faculty

Californwa’s Managerial!/ Professional Labor Force

Califorma Community Colleges
The California State University
Umiversity of California

Seeretarial/Clerical and Technical/Paraprofessional*

California’s Sales/Adminustrative/Technical Labor Force

California Community Colleges
The Califorma State University
University of California

Other Staff
California’s Precision and Craft Labor Force
Califorma Communty Colleges
The Califorma State Unuversity
University of California

Asgian and
All other Black Higpare White
8 9% 8 6% 21 9% 62 6%
85 16 7 215 53 2
109 16 2 233 497
131 230 228 410
86 48 76 T30
70 11.1 113 706
890 9.2 86 742
136 55 52 56
104 78 154 66 5
100 B4 126 690
94 26 133 677
133 141 129 597
76 56 2617 601
85 167 215 532
109 16 2 233 497
131 230 228 410

Note Asiansubgroups were combined with all individuals who were not Black, Hispanic, or White

* This broad occupational category 13 somewhat inapplicable as a comparable grouping with the postsecondary educational work-

force, particularly with respect to the sub-category of sales

Source Califormia Postsecondary Education Commussion staff analysis of tnformation from Center for Continuing Study of the

Cahfornia Economy

Managerwal and professwonal staff

Comparing the ethmeity of the segments’ Execu-
tive’Admimistrative/Managerial and Professional/
Non-Faculty staff categories with California’s "Man-
agerial and Professional” labor force, the display in-
dicates that the segments’ executive ranks are
somewhat more diversified than California’s total
“Managerial and Professional” workforce Howev-
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er, the comparative paitern 13 different among the
systems That 15, the Califormia Commumnity Col-
leges and the California State University have a
smaller proportion of Asian/All other staff members
at the "Executive/Admunistrative/Managerial/Pro-
fessional/Non-Faculty” level than in California's
“Managerial/Professional” labor force but a greater
proportion of Black and Hispanic staff members
On the other hand, the Umversity of California has



a larger proportion of Asian/All other and Black
staff members at this level than has the Califorma
labor force, but a comperatively smaller percentage
of Hispanic staff

Secretarial/clerical and technical staff

Comparing the segments’ Secretarial/Clerical and
Technical staff with California’s "Sales, Admnis-
trative, and Techmecal Support” Labor Foree, the
State University and community colleges employ a
smaller percentage of Asmian/All other staff in secre-
tarial, clerical, technical, or paraprofessional jobs
than are employed 1n Califorma as sales, adminis-
trative, and technical-support workers, while all
systems employ a larger percentage of Black stafTin
these positions than are employed 1n Califormia 1n
such occupations On the other hand, all three sys-
tems employ a smaller percentage of Hispanic staff
members than are employed in Califormia in the
“Sales/Administrative/Technical” Labor Force

Other staff

Finally, comparing the segments’ Other Staff classi-
fication {which consists of Skilled Crafts and Ser-
vice/Maintenance staff) with those employed 1n Cal-
ifornia’s “Precision and Craft” workforce, the dis-
plays suggest that with the exception of Hispanics,
all three segments employ proportionately more
Blacks and As:ans/All other staff members than are
employed 1n Califormia’s Precision and Craft work-
force

However, all three segments employ proportionate-
ly fewer Hispanic individuals in this classification
than work 1n such oecupations statewide

Summary

In sum, based on the data presented in the previous
section, 1t appears that the segments’ staffs are asor
more racially and ethnically diverse than Califor-
ma’s workforce in the majority of the occupational
classifications However, Califormia’s labor force
may not be the most appropriate comparison group
to use Among other reasons, labor-force data re-
flect the cccupational classifications 1n which work-
ers are now being utilized, rather than those for
which these workers have been trained or at which
they could succeed For example, a Black woman
with a master's degree 1n social work may be em-
ployed 1n a clerical position because she has been
unable to find professional employment that uti-
lizes her training Although she possesses the req-
wisite skills to hold a professional job, California’s
labor foree data classifies her as a clerical employee
As a result, while the segments have reached labor-
force parity wath respect to total staff workforce and
most of the broad occupaticnal categories delineat-
ed in Display 9 through the use of affirmative action
processes and procedures, theiwr progress in diversi-
fying this workforce to murror the Califorma popu-
latien -- the subject of the next section of this report
-- has been less encouraging
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Staff Composition and the Commission’s
Goal of Educational Equity

IN ORDER to move past issues of availability and
workforce parity -- a federal equal employment com-
pliance measure -- in December 1988 the Commis-
swon adopted 1ts statement, The Role of the Commis-
ston tn Acheving Educational Equity A Declara-
tton of Policy, in which it established a goal that, if
achieved, would create a more equitable and diverse
workforce 1n Califorma’s colleges and universities

Quantitatively, the goal of educational equuty
1s achieved when the composition of individu-
als at all educational levels, from elementary
school through college faculties and adminis-
trative ranks, mirrors the demography of the
State Realizing this goal requires enhanced
success at all educational levels such that
there are similar achievement patterns among
all groups (p 1)

In this section of the report, the Commission assess-
es the extent to which Cahforma’s public segments
of higher education have achieved the Commis-
sion’s educational equity goal among theiwr staff To
do so, 1t compares the racial-ethnic and gender com-
position of the State’s population with the composi-
tion of each segment’s staff 1n each EEQ-6 occupa-
tional classification

Progress toward the Commission’s goal

Display 10 on page 32 presents the percentage of
men and women by racial-ethnic group in the State
population 1n 1989 as well as the proportional rep-
resentation of each gender and racial-ethnic group
1n each EEO-6 occupational eategory in each public
segment in 1989

As the display shows, women represented slightly
more than half of the population overall and wathin
each racial-ethnic group except for Hispane, where
the number of men was shghtly greater than the
number of women Individuals from White back-

grounds comprised approximately 58 8 percent of
the State's 1989 population, while those from His-
panic and Black backgrounds comprised 24 2 and
T 5 percent, respectively Unfortunately, State pop-
ulation data for 1989 aggregates Asian and all oth-
er individuals 1n one category, prolubiting individ-
ual analyses of each racial-ethnic group However,
Asian and all other individuals combined represent-
ed 9 5 percent of the 1989 State population

Display 11 on page 33 highiights the groups tradi-
tionally underrepresented on the staffs of colleges
and universities whose present representation in
each occupational cetegory 18 below that of the Cali-
fornia population These are the groups on which
Californua’s public colleges and universities need to
focus increased attention 1n order that they achieve
the Commission’s educational equity goal with re-
spect to staff composition

In terms of total staff, at both the Califormia State
University and the California Commumnty Colleges,
the percentages of Asians/All other individuals 1s
not reflective of their proportion in the Califormia
population

In terms of major job classifications, the proportion
of Asians/All other individuals in a number of cate-
gories, including Executive/Admimstrative/ Man-
agerial 1n all three segments, Professional/Non-
Faculty and Other Staff in the community colleges,
and Secretarial/Clerical 1n the State University,
does not mirror their percentage in the California
population

The percentage of Blacks in the Executive/Adminis-
trative/Managerial and Professional/Non-Faculty
categories at the University and the Technical/
Paraprofessional category at the State Unmiversity
and commumnity colleges 1s less than 1n Califorma’s
population

Most strakingly, within all three segments, the pro-
portion of Hispanics is the most disparate of any ra-
cial or ethnie group from their propertion 1n Califor-
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DISPLAY 10  Percentage of California State Population and Staff in Each Segment of Califormea
Public Higher Education by EEQ-6 Occupational Category, in 1989

Asian and

Segment and Occupational Catezory All Other Black Hispanic White

Men Women All Men Women AH Men Women All Men Women All
State Population 46% 49% 95% 36% 39% T5% 122%120%242% 258%300%588%
California Community Colleges
Total Stafl 38 50 88 54 56 110 72 71 143 265 392 658
Executive/Adminustrative/Managerial 28 20 48 61 37 98 73 23 96 481 277 1758
Professional/Non-Faculty 38 50 88 51 71 122 63 64 127 203 370 663
Secretarial/Clerical L5 85 100 12 83 95 11 121 133 38 634 673
Technical/Paraprofessional 46 54 99 27 32 59 46 65 11 326 405 731
Other Staff 75 11 B85 134 33 167 187 28 215 437 96 532
The California State University
Total Staff 39 50 B9 45 56 101 59 T4 134 286 390 677
Executive/Administrative/Managerial 29 24 53 60 29 89 49 24 73 505 280 T84
Professional/Non-Faculty 38 59 97 39 48 87 44 52 986 308 412 721
Secretarial/Clerical 08 75 83 11 89 100 12 145 156 23 628 660
Technical/Paraprofessional 46 53 98 28 43 T1 42 61 103 337 391 728
Other Staff 93 16 109 112 50 162 185 48 233 423 74 497
University of California
Total Staff 44 90 134 42 T6 118 44 67 111 214 422 637
Executive/Admimistrative/Managerial 23 29 53 29 36 64 23 22 45 428 410 838
Professional/Non-Faculty 40 108 148 17 387 54 20 34 53 231 514 745
Secretarial/Clerical 25 99 124 24 115 139 25 108 133 101 503 604
Techmical/Paraprofessional 74 89 183 59 89 148 53 64 117 237 2716 572
QOther Staff 89 43 131 149 81 230 165 64 228 332 78 410

Note Numbers may not add to 100 percent due to rounding
Note Aasian subgroups were combined with all individuala who were not Black, Hispanie, or White
Source California Postsecondary Educetion Commission stafl analysis

nia's population -- not only in terms of total staff but  target toward which the State and 1ts institutions of
also in all job categories. higher education should aim Each of the segments
has demonstrated a comrmitment toward that goal
and is moving toward the point at which its staff
Summary workforce reflects the racial-ethnic and gender back-
grounds of those individuals 1n California’s popula-
The Commission’s educational equity goal is the  tion
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DISPLAY 11 Comparison of the Representation of Staff of Each Racwal-Ethnic Group
tn California’s Three Segments of Public Higher Education 1n Relation
to California’s 1989 Population

Occupational Categorv Asian and All Other Black Hispanic

Executive/Adminmstrative/Managerial

California Community Colleges Less More Less
The Califormia State University Less More Less
University of California Less Less Less

Professional/Non-Faculty

Califormia Community Colleges Less More Less

The California State University More More Less

University of California More Less Less
Secretarial/Clerical

California Community Colleges More More Less

The Califormia State Umversity Lesas More Less

Cruversity of Califormia More More Less

Technical/Paraprofessional

Calferma Community Colleges More Less Less

The Californma State University More Less Less

University of Califorma More More Less
Other Siaff

Califormia Community Colleges Less More Less

The Californ:ia State University More More Less

Unaversity of California More More Less
Total Staff

California Community Colleges Less More Less

The California State University Less More Less

Umiversity of Califorma More More Less

Note Aman subgroups were combined with all individuals who were not Black, Hispanue, or White

Source California Postsecondary Education Commission staff analyais
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IN ADDITION to growth, much of the progress in
inereasing the diversity of their staff workforee that
Califorma’s segments of public higher education
have made resulits from the affirmative action pro-
grams that they operate In this section of the re-
port, the Commission describes these programs
aimed at diversifying the staff as well as assisting
nterested staff members 1n assuming higher man-
agerial and admimstrative positions

California Community Colleges

All staff development activities of California’s com-
munity colleges are implemented at the distriet lev-
el to meet district and campus specific needs Ex-
amples of staff development in the commumty col-
leges include sabbatical and educational leave op-
portunities as well as mentoring under semor level
adminisirators

Passage of Assembly Bill 1725 (Chapter 973, Stat-
utes of 1988), created a Community College Faculty
and Staff Development Fund to provide monies to
community college districts for the development
and implementation of affirmative action and up-
ward mobility programs among other things In
1990-91, $4 9 miilion was allocated to the communi-
ty college districts for these activities While the
Chancellor’s Office of the Community Colleges col-
lects data on the use of these funds, 1t does not gov-
ern the content or activities of the development pro-
grams In addition, although the Chancellor’s Of-
fice collects data regarding the programs funded
through the $4 9 million appropriation, 1t has not
submitted any information to the Commssion re-
garding the programs funded through these momnes

Finally, in addition to the staff development activi-
ties that are occurring on the campuses, profession-
al community college associations provide a number
of staff development programs For example, the

Programs Designed to
Increase Staff Diversity

American Association of Women 1n Community and
Junior Colleges sponsors a program to develop wom-
en for adimmstrative positions within community
colleges Similarly, the Association of Califerma
Community College Administrators sponsors a pro-
gram for women and individuals from historically
underrepresented backgrounds in which they re-
celive mentoring and training for high level admin-
1strative positions

The California State University

The State University has submitted only limited in-
formation about the programs 1t offers to increase
the diversity of its staff workforee, but 1n 1ts report,
it indicated that, with one exception, all of 1ts staff
development programs are developed and imple-
mented at the campus level so as to meet the specif-
1¢ needs of the individual campuses Some of the
campus-based programs offered to staff include
training to assist employees 1n completing high
school graduation equivalency, job skills training,
and career development skills In addition, through
the career development programs at all 20 State
University campuses, employees can receive fee
waivers to enrell in courses allowing them to attain
a baccalaureate or master’s degree

The one staff development program adminmstered at
the systemwide level 19 the Admimatrative Fellows
Program Through this program, faculty and staff
members interested in pursuing an admimstrative
career receive mentoring from senior administra-
tors 1n preparation for seeking promotional oppor-
tunities In 1ts 12 years of existence, the program
has served over 60 staff members, of which over 60
percent have been promoted to higher level admin-
1strative positions
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University of California

The University of California has embarked upon a
number of programs each of which is designed to
further diversify the composition of its staif The
programs fall into four general categories (1) out-
reach activities to attract a more diversified pool of
applicants for employment opportunities, (2) assess-
ment activities to monitor progress being made by
each of the campuses and systemwide 1n increasing
the proportional representation of underrepresent-
ed groups, (3) stail development activities to enable
current staff, particularly those from groups under-
represented 1n higher level positions, to develop the
skills necessary for upward mobility into manageri-
al and administrative positions, and (4) activities
aimed generally at improving the campus climate
and the integration of all groups into the University
community

Qutreach activittes

During the past year, at the systemwide level, the
University has undertaken two new activities to 1n-
crease the pool of applicants from underrepresented
backgrounds for management positions In March
1990, it launched a National Advertising Campaign
aimed at improving the University's national vasi-
bility as a major empioyer Advertisements target-
ed at women, historically underrepresented racial-
ethnic groups, and the disabled are placed 1n nu-
merous publications typically read exclusively by
those groups to encourage them te apply for man-
agement positions within the University Also in
1990, the University joined HispanData, a national
Hispanic database, that contains resumes of thou-
sands of Hispanic professionals The University
provides HispanData with vacancy listings and re-
celves from 1t the names of Hispanics whose qualifi-
cations match those required of the position

At the campus level, each campus employs or 1s in
the process of employing an outreach recruiter to
identify and increase the number of affirmative ac-
tion candidates for campus vacancies In addition,
during the past year, the Los Angeles campus has
hired a Hispame Qutreach Recruiter to work at in-
creasing the number of Hispanic applicants in the
employment pool and has imtiated a Black Out-
reach Program, aimed specifically at increasing the
number of Black individuals applying for employ-
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ment vacancies on that campus In Fall 1990, the
Santa Cruz campus implemented a Target Opportu-
nity Program for Staff The program, modeled after
the successful Target Opportumty Program for Fac-
ulty, is designed to increase the number of under-
represented groups 1n the applicant pool for senior
admimstrative vacancies

Asgsessment activilies

At the systemwide level, the Office of Business and
Employment Affirmative Action produces data reg-
ularly to assess the extent to which the University
has progressed in retaining and promoting women
and individuals who are Asian, Black, Hispanic, or
Native American Nearly every campus has insti-
tuted an affirmative action tracking system to as-
sess the progress that campus departments and
units are making in meeting theiwr affirmative ac-
tion goals Many of the campuses have gone so far
as to include 1n the evaluation of department and
urnut administrators the progress that they have
made in meeting their affirmative action goals The
San Diego campus has taken a different approach
and publicly recognizes at its Annual Diversity
Awards Event individuals and departments that
have made significant progress in meeting their af-
firmative action goals In addition, the Irvine cam-
pus 1s 1n the process of developing a Poley, Proce-
dure, and Program Referral Inventory System for
Management (PRISM) that, when implemented, will
provide the campus with a comprehensive human
resource information, planning, and referral system
to strengthen 1ts affirmative action recruitment ac-
tivities at the management level

Staff development activities

All nine campuses of the University offer the Man-
agement Fellowship Program Under the program,
promising staff are selected to receive mentoring
from a senior management person, with the expec-
tation that this experience will lead to the develop-
ment of skills critical for promotional opportunities
At the campus level, many traning and develop-
ment opportunities are provided to staff. These op-
portunities include career development workshops,
educational scholarships, technical skills programs,
internships, and assessment activities. Some of the



staff development activities occurring on each of the
University's campuses include

The Berkeley campus has recently instituted the
Staff Internship Program designed to enable em-
ployees in the Staff Personnel category to obtain the
development opportunities necessary for them to
progress into MAP and A&PS positions During the
past year, 18 employees participated in the program
and the Personnel Office has applied to the United
States Department of Labor for a grant that would
enable the campus to expand the program to include
10 to 15 more employees

Under a pilot affirmative action program being test-
ad at the Davis campus, competitively selected
women and employees from groups historically
underrepresented on postsecondary educational
staffs receive training and internships As a result
of the program, eight participants have been placed
in higher-level positions and the program’s success
has resulted in the campus developing a sumilar
program specifically for nursing positions

To provide career advancement opportunities to
women and individuals from groups historically un-
derrepresented at the postsecondary staff level, the
Irvine campus has established the Chancellor’s
Management Fellows Program The Fellow select-
ed this year will be responsible for developing re-
cruitment strategies to further diversify the cam-
pus’ applicant pool for employment vacancies

The Medical Center at the Los Angeles campus con-
tinues to sponsor a fellowship that provides cand:-
dates from Asian, Black, Hispanic or Native Ameri-
can groups with the opportunity to develop the
skills necessary to progress into middle and senior
management positions

The Riverside campus offers a Management Ser-
vices Officer (MSO) [nternship Program that enables
the intern to work with a MSO to gain an insight
into the skills required of this middle management
position The program has a relatively high partici-
pation rate of individuals from Asian, Black, His-
panic, and Native American groups In addition,
the campus’ Commitiee on the Status of Women 1s
mmtiating a mentorship program to assist women
employees with job development and preparation
for increased promotional opportunities

In 1988, the San Diego campus introduced the Pro-
motion Project -- a specialized training program de-

signed to promote women and individuals from
historically underrepresented groups into employ-
ment classifications 1n which they are underrep-
resented The program has been particularly suc-
cessful 1n 1ncreasing the number of women and indi-
viduals from Asian, Black, Hispanic, and Native
American groups in A&PS positions

The San Franecisco campus continues to provide af-
firmative action scholarships and tuition reim-
bursement programs as well as the MAP Fellowship
Program designed to provide staff with an opportu-
nity to work with a management person at the MAP
level

Since inception of the Management Fellowship Pro-
gram at the Santa Barbara campus, 13 fellowships
have been awarded to women and individuals from
groups historically underrepresented on postsee-
ondary staffs Of the 13 Fellows, five have been
Hispame and as a result of the program ail five have
been promoted to Executive and MAP-level posi-
tions The Santa Barbara campus has also recently
introduced the Affirmative Action Staff Develop-
ment Scholarship Program which allows managers
and supervisors to award scholarships to promising
employees To date, 16 staff employees have re-
ceived scholarships under this program

Like the Management Fellowship Program at the
other University campuses, the Santa Cruz campus
18 working to expand the number of Fellows selected
each year, thus providing women and individuals
from Asian, Black, Hispanic, and Native American
groups with increased promotional opportunities

Aclwvilies to tmprove the campus climate

Each of the Unaversity’s nine campuses have begun
to develop programs aimed at improving what has
become known as the campus chimate Through
these programs, the University hopes that all em-
ployees feel the ability to present theiwr thoughts,
opinions, and 1deas without fearing hostility and
contempt from others The hope 1s that as a result
of these programs, employees will have the opportu-
nity to work to their fullest potential. A sampling of
three of the activities, in addition to educational
training and awareness programs, aimed at 1mprov-
ing the clhimate includes

e The development of drop-in counseling services
at the Berkeley campus to provide employees

37



with an opportunuty to share their concerns in an
open non-threatening environment

The revision of job descriptions of all manage-
ment-level positions at the Irvine campus to in-
clude a statement that outlines the campus’ com-
mitment to a diverse workforce and a supportive
work climate In addition, Irvine’s Human Re-
sources Office has published a "Principles of
Community” statement reaffirming the campus’
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commutment to diversity and nondiserimination

The development of 2 Council on Diversity to pro-
vide leadership for advaneing diversity on the
Los Angeles campus In conjunction with the
UCLA Higher Education Research Institute, the
Council is conducting a campus-wide survey on
diversity that will be used as the basis for
strengthening the campus’ diversity policies



7 Conclusions and Commitments

Conclusions

Based on the data presented in this report, the Com-
mission concludes that

1 California’s three segments of public higher edu-
cation have made progress in diversifying their
staff workforces, particularly with regard to
women and individuals from Asian and Hispame
backgrounds However, their progress has been
slow, and work remains to be done so that the
educational equity goals specified by the Com-
mission are achieved

2 All three of California’s public higher education
segments have demonstrated numerical and pro-
portional growth in their staff over the past 12
years During this period of growth, each has
also increased the diversity of 1ts staff workforce,
Given the current budget climate, the opportuni-
ties to hire additional staff may be limited in the
future As aresult, the Commission 18 concerned
about the impact that this potential lack of
growth wiil have on further diversification ef-
forts

Commitments

Although this report represents the last in the se-
ries mandated by Education Code Section 66903 1,
the issue of diversifying the staff of California’s
three public segments of higher education remains
a priority concern of the Commission As a result, 1t
makes the following four commitments regarding
future activities related to staff development and di-
versity

1. Itis paramount thai the State’s limited fis-
cal resources be used in cost-effective, pro-
ductive, and successful endeavors. In or-
der for the Commission to influence future
State policy decisions regarding the need
and level of funding for staff development

programs whose primary goal is diversify-
ing the staff workforee, it is essential that
the Commission develop a more compre-
hensive understanding of them and their ef-
fectiveness. As a result, the Commission, in
cooperation with California’s public seg-
ments of higher education segments, shall
collect and analyze information regarding
existing and proposed staff development
programs to enhance diversification of
their staff workforce. Among the data to be
collected are the number of participants,
sources and level of funding, and program
results.

2. In order for the Commission to develop rec-
ommendations for the State to address long-
term solutions leading to greater diversity
among the leadership of its public higher
education institutions, the Commission, in
cooperation with each of the public seg-
ments, shall explore the extent to which ca-
reer tracks are used within each segment to
promote gqualified and talented staff to
higher-level positions. This exploratory en-
deavor shall focus not only on existing pro-
motional paths but also on the skills neces-
sary for appoiniment to higher-level posi-
tions and ways in which those skills can be
obtained so that alternative promotional
paths may be developed for consideration.
As part of this exploration, the Commission
shall examine exemplary staff development
programs in fields other than education, in-
cluding government and the private sector.

3. In conjunction with the three segments, the
Commission shall explore the possibility
and potential efficacy of developing inter-
segmental approaches to enhance staff di-
versity. Among those approaches to be ex-
plored is the establishment of an interseg-
mental staff development program that
would provide opportunities for staff in one
system to participate in a program in which
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they work in a developmental capacity in
another system for the purpose of enhanc-
ing their knowledge and experiences across
system boundaries.

4. In light of Conclusion 2 above, the Commis-
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sion shall continue to encourage the seg-
ments to intensify their diversification ef-
forts and develop creative processesin order
to continue the progress evidenced in this
area.



Appendix A Education Code Section 66903.1

The commission shall report to the Legislature and the Governor on March 1, 1986, and -
every two years thereafter until, and including, 1990, on the representation and utiliza-
tion of ethnic minorities and women among academic, administrative, and other em-
ployees at the California State University, the University of California. and the public
community colleges. To prepare this report, the commission shall collect data from each
of these segments of public postsecondary education. The format for this data shall be the
higher education staff information form required biennially from all institutions of
higher education by the Federal Equal Employment Opportunity Commission, the col-
lection of which is coordinated by the California Postsecondary Education Commission.

(a) The higher education staffinformation form includes all the following types of data:

(b)

(c)

(1)

(2)

The number of full-time employees by job categories, ethnicity, sex, and salary
ranges.

The number of full-time faculty by ethnicity, sex, rank, and tenure.

(3) The number of part-time employees by job categories (including tenured, non-

(4)

tenured or tenure track, and other nontenured academic employees), ethnicity,
and sex.

The number of full-time new hires by job categories (including tenured, non-
tenured or tenure track and other nontenured academic employees), ethnicity,
and sex.

In addition to the above, the segments shall submit to the commission all the follow-

ing

(1)

(2)

(3

(4)

Promotion and separation data for faculty and staff employees by ethnicity and
sex for each of the two-year time periods beginning with 1977 to 1979

Narrative evaluation examining patterns of underutilization of women and mi-
nority employees among different job categories compared wsith the availability
of qualified women and minorities for different job categories.

Narrative evaluation examining specific results of affirmative action programs
in reducing underutilization of women and minorities.

Narrative evaluation of both strengths and inadequacies of current affirmative
action programs, including inadequacies resulting from budgetary constraints.

For purposes of this section, minorities and ethnic minorities shall include those per-
sons defined as such by rules and regulations of the Federal Equal Employment Op-
portunity Commission.

This section shall remain in effect until January 1, 1991, and as of that date is repealed.

41



Appendix B

Higher Education Staff Information

EOUAL BIPLOYMENT OPPOATUNITY COMMIBEION

" WIGHER EDUCATION STAFF INFORMATION (BEC-8)

Puble/Private Institutions anc Campuses

DO NOT ALTER INFOAMATION PRINTED IN THIS BOX

RETURN ADDRESS

Maii ongmnal snd hiee
copias of this form to the pddress
shown by

APPROVED BY OMB
NO. 30480800
EXPIRES Bamae

FEDERAL AGENCIES

This 18 & joint requremant of EEDC, the
Otfice tor Ciwil Rights and the Cantar ler
Education Stahstics in the Department o
Educauon and the Otfice of Fedaral
Corniract Comphiance Programs in the
Dapartmam of Labar These agandwes
torm the Higher Educahion Reparung
Committea All survry Inquiries ahauld
be dimcied 1 that commitias.

HIGHER EDUCATION REPORTING COMMITTEE
EEDC PROGRAM RESEARCH AND SURVEYS STAFF
2401 E STREET, NeW.

WASHINGTON, D.Lle 20507

{DENTIFICATION

A INSTITUTION/CAMPLIS OR SCHOOL ({OMIT IF SAME AS LABEL )

1 NAME

2 NTREET AND NUMBER/F 0 80X

a4 CITYITOWN 4 COUMTY

B PARENT INSTITUTION

S STATE } 8 ZIP CODE
I

1 NAME INSTITUION OF WHICH THE BRANCH GAMPUS / MAIN CAMPUE / SEPARATE ADMINIGTRATIVE OFFICE IS A PART

C. REPORT COVERS

1 SINGLE CAMPUS INSTTTUTION

2 BRANCH CAMPUS

2 MAIN CAMPUS

4. BEPARATE ADWMIMISTRATIVE OFFICE

& OTHER (Goeciy)

O FEDERAL CONTRACT INFORMATION

INSTITUTION HAS A CONTRACT SUBCONTRACT WITH ANY L&
GOVERNMENT AGENCY FOR (ANSWER YES OR NO FOR EACH

SPECIFIED INTERNAL)

1 $10000-540039 C ¥YEE O ND
2. S6000-5999.00 Z¥YEE O NO
3 SO0 ORMORE O YEB 0O NO

E CONTRACTED OR DOMATED SERVICES

Do ot complete jor SEArEe Aderinlmratve offices)

1 the fulime snd pan Ume smpioyses MCiuded m this report do Ot Supply R of the servicss rlated 10 the ocperanon of tho insfution piaass Indicaiy which
MAOr BAIVIONS afe SHNEF DOMrATNG by the nEtiuton of dongied K e nethuton (Examoles of dONRISO aervices & tacully In mbgmus OROEE whe dontly
thair ssrvices. or services provided Dy & sysem office. |

Chack sil thel appy

1 T Foculty pnemucimo/ressarch} servioes

20 w wdl parap servions
1 O serviowmerwenancs

s O Ottwr

& O o majr services are donsisd or comracied

ORIBINAL-SEOC

e it S —
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5. PRIMARY OCCUPATIONAL ACTIVITY

o Executive, Administrative and Managerial

Inchude all persons whose assignments requure primary
(and major) responsibility for management of the instity-
ton, or a custoananty recognized department or subdivisson
thereof. Aswgnments require the performance of wark
directly related to management policies or general
business operauons of the insttston department or
subdmvision, etg, It 18 assumed that assignments n tihus
category customanly gnd regularty requure the incumbent
to exercise diseretion and independent yjudgment, and to
direct the work of others. Report m ths category all
officers holding such titles az President, Vice President,
Dean, Director, or the equivalent, as well as officers
subordinate to any of these administrators with such titles
as Associate Dean, Assistant Dean, Executive Officer
of academic departments (department heads, or the
equivaient) o theiwr pnncipal activity 18 admumstrative.
NOTE. Supervisors of professional employees are in-
cluded here, while supervisors of nonprofessional
employees (technical, clerical, crait, and service/
mamntenance) are to be reported within the specific

categones of the persommel they supetvise.

b. Faculty (Instruction/Research)

Include all persons whose specific assignments custom-
arily are made for the purpose of conducting instruction,
research, or pubhc service as a pnincipal activity (or
actvites), and who hold acaderme-rank titles of professor,
associate professor, assistant professor, mstructor,
lecturer, or the equvalent of any of these academuc ranks
Report n this category Deans, Directors, or the
equivalents, as well as Associate Deans, Assistant
Deans, and executive officers of academic departments
(chaurpersons, heads, or the equvalent) if their pnocipal
activity is mstructional Do not include student teaching
or research assistamis.

¢ Professional Non-Faculty

Include in this category persons employed for the
primary purpose of performing academme support, stadent
service and inshtutional support actvites and whose
assignments would require erther college gradustion or
expenence of such tand and amount as to provide &
comparable background Include employees such as
librarians, accouniarts, persoanel, counselors, systems
analysts, coaches, lawyers, and pharmacisis, for example.

d Clerical and Secretarial

Include all persons whose asmgnments typicaily are
associated with clencal activities or are specifically of a

secretanal nature Include personnei who are responsible
for internal and external commumcations, recordng and

retrieval of data (other than computer programmers)
and/oc informetion and other paper work required n an
office, such as bookkeepers, stenographers, clerk typists,
office-machine operstors, statistical clerks, payroll clerks,
etc. Include also sales clerks such as those employed full
tme in the bookstore, and hbrary ¢lerks who are not
recognuzed as libranans.

¢. Technlcal and Paraprofessional

Include all persons whose assignments require spociakizad
imowledge or skills which may be acquured through
expenence or academic work such as 15 offered 1n many
2-yesr technical institutes, jumuor colleges or through
equivalent on-the-job tramning Include computer pro-
grammers and operators, drafters, engmneering mides,
Junor engineers, mathematical mdes, censed practcal
or vocatonal ourses, distiians, photographers, radio
operutors, scientfic assmistants, techmcal dlustrators,
techgcians (medical, dental, electronic, phyaical sciences),
and simular occupahonal-activity categories but which
are msttubonally defined as techmucal assignments

Inciude persons who perform some of the duties of a
profeanional or techmcian 10 a supportive role, which
usuaily require less formal raimng and/or expenence
normally required for professional technical status. Such
posiions may (all waiin an identfied pattern of staff
development and promotion under a “New Careers™
concepL

f. Skilled Craft

Include all persoms whose ssmgnments typicaily
require special manoal skils and a thorough and
comprehensive knowledge of the processes nvolved 1n
the work, acqmred through on-theyob trarung and
experience or through apprenticeship or other formal
tramng programs Inchude mechamcs and repawers,
electricians, statignary engineers, slulled machimsts,
carpenters, compoaitors and type-setters, upholsterers

g Service/Maintenance

Include persons whose asmgnments require hmuted
degrees of previously acqured skills and knowledge and
in which workers perform duties wiich result m or
contnbute to the comfort, convemence and hygiene of
personnel and the student body or which contnbute to the
upkeep and care of buildings, faciities or grounds of the
institutional property. Include chauifeurs, laundry and
dry cleaning operatives, cafeteria and restaurant workers,
truck drvers, bus dnivers, garage laborers, custodhal
personnel, gardeners and groundskeepers, refuse col-
lectors, construchon laborers, secunty personnel.

Source &80C Form 221, Higher Education Steff Information (£0-6) Instructior Booklet. Washington, D C  Equal Employ-
ment Opportumity Commuasion, nd, p 7
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DRAFT REPORT -—- ADMINISTRATIVE UPWARD MOBILITY DEVELOPMENT
COMMUNITY COLLEGES

As with many aoperational functions in the California
Community Colleges, the development of staff for upward
mobility is a local function defined and determined withain

the authority of district governing boards.

In turn, the districts have based development strategies on
local needs, custom, collective bargaining, and available
funds. Formal structures usually are based on sabbatical
and educational leave policies, with self-selection for such
opportunities the norm. Informal structures often are based
in mentoring, access to spot jobs, and quasi-administrative
work. Examples of sppt jobs would be an assignment to
coordinate the writing of an accreditat:icon institutional
self-study or chairing an important task force to revamp
curricula. Quasi-administrative work might include holding
leadership in academic senate or collective bargaining

organizations.

Farmal structures often are oriented to theoretical academic
pursuits, while the informal are oriented to experiential
training. A mix of the two is more desirable, but difficult

to achieve.

To provide funds for general staff development purposes,

Assembly Bill 1725 (Chapter 973, Statutespapf 1988) added
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Sections 87150-4 to the California Education Code. These
sections created a Community College Faculty and Staff
Development Fund to provide montes to districts for a number
of development purposes, two of which are "retraining to
meet i1nstitutional needs™ and ™. . .(for) training
implementing affirmative action and upward mobility

programs.™

A regquirement of the Code is that each district maintain a
faculty and staff committee to advise 1n the administration
of the funds allocated to the district. The implemention of
this requirement 1s resulting in better plannaing for
development activities, including those that work towards

the goal of upward mobility.

For 1990-91, £4.9 million has been allocated to the
districts. While the Chancellor's Office collects data to
measure district accountability in the use of these funds,
it also provides the linkages necessary for districts to
interact,; while, at the same time, not dictating program
content. Content 15 the province of each of the 71

districts.

Aside from individual distraict efforts, the system has
depended upon professional associatiaons and consortia to

provide major development functians. Examples are:



The League of Innovation in the Community College.,
@ limited-member international consortium, in
association with the University of Texas at Austin
and the W.K. Kellogg Foundation, has held two
conferences that bring community college
practitioners and emerging faculty and staff

leaders i1nto close contact.

The American Association of Wamen in Community and
Junior Colleges 15 a primary co-spohsor of a
program of the HNational Institute for Leadership
Development to develop the administrative
potential of women in the community college

community.

The Association of California Community College
Administrators sponsors a mentoring program for
women and minorities that provides development
training and a mentor system that has guided a
significant number of i1ndividuals who have entered
cabinet level positions, including chief executive
officer, with colleges and districts.

The Academic Senate and the Chief Instructional
Gfficers of the California Community Colleges have
joined to provide a series of Educational

Leadership Colloquia.
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Direct training from the Chancellor's 0Office tends to focus
on the needs of the practitioner in a specific activity --
EOPS, Faculty and Staff Diversity, etc. Although this
traiping provides a knowledge base that can become a
stepping stone to advancement, that is pot its primary
intent. Some short-term exchanges with districts to allow
coliege personnel to work within the Chancellor'™s Office are
of benefit to those seeking advancement at the district

level.

However, the structural organization and financial
limitations placed on the Chancellor's Office as a State
agency, along with the autonomous nature of the districts,
do not lend themselves to the development of the focused
upward mobility programs that the other segments of higher

education are free to pursue.



CALIFORNIA COMMUNITY COLLEGES
PERCENTAGE COMPOSITION OF ADMINISTRATIVE STAFFS
BY GENDER AKD ETHNICITY

FALL 1989

Category Certificated Classified Total
Number 1,692 815 2,507
Men 66.6% Ba.2% 63.9%
Women 33.4 1.8 36.1
American Indian/

Alaskan Native 1.4 0.7 1.2
Asians/Pacific Is. 3.3 3.6 2.4
Black 1i0.9 7.2 2.7
Hispanic 10.2 3.0 9.5
White 74.3 80.5 76 .3

Source: Staff Data File, Chancellor's 0Office Management
Information System

Note: The terms "certificated™ and "classified™ are losing
their meaning because of the Community College Reform Act
(1988). Although new nomenclature is being developed, the
old forms are used. "Certificated™ includes positions that
required a California Community College Credential of some
form: Superintendent, President, Dean, etc. "Classified™
includes those positions not requiring credentials:
Business Manager, Facilitys Manager, etc.
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REPORT TO THE CALIFORNIA POSTSECONDARY EDUCATION COMMISSION
ETHNIC MINORITIES AND WOMEN STAFF EMPLOYEES
IN THE CALIFORNIA STATE UNIVERSITY, 1987-1989

Total Staff Emplovees

Seven of every ten California State University full-time staff employees are
ethnic minorities or women. Over 33% of the staff employees are ethnic
minorities and over 57% of the employees are women. The category of staff
employees 1include executives, administrators, non-faculty professionals,
technician, clericals, skilled crafts employees and maintenance workers, that
is, all emplioyees except faculty. Table 1 presents a summary of the CSU staff
employees by sex and ethnicity. As of October 31, 1989, there were 16,149
full-time staff empioyees in the CSU, an increase of 4% (617) since 1987.
During the same period, ethnic minorities increased by 9% and women increased
by 5%. Table 1 shows that all ethnic minority groups had increases greater
than the growth rate of 4%.

Staff Emplovees bv EEO-6 Catedories

CSU work force data are reported to the federal government by EEQ-6
categories. Staff employees are placed in six categories. These categories
permit an analysis of representation of ethnic minorities and women as a
function of the types of jobs performed in higher education. Ethnic
minorities and women by EEQ-6 category in the CSU are presented below.

Executives. Administrators and Manaagers. This category includes executives,
administrators, managers and supervisors. There are 2363 employees in this
category, a growth of 1% over the 1987 value. Table 2 presents the breakdown
by sex and ethnicity. Ethnic minorities are now over 21%Z of this category,
increasing by 7% since 1987. The largest increase occurred for Hispanics;
they increased by 15%. HMWomen also increased from 1987 to 1989. HMWomen are
over 35% of this category, showing a 4% increase over the two years.

Professional Non-Facuitv. A1l professional employees who are not managers or
supervisors and are not faculty members are included in this category.
Student affairs personnel, accountants and safety officers are 1in this
category. Table 3 presents a summary of professional non-faculty employees in
the CSU. The category increased by 8% since 1987, increasing by 297
employees. Ethnic minorities increased by 14%, to 28%, and women increased by
10%, to 57% of the job category.

Secretarial/Clerical. This  job  category includes all levels of
clerical/secretarial employees who are not supervisors. A summary of the data
by sex and ethnicity appears in Table 4. The number of employees in this
category increased 3%, by 147, from 1987 to 1989. Ethnic minorities increased
by 11%, becoming 35% of the employees of this category. HWomen continue to
dominate this job category, being 93% of the employees.
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Technical/Paraorofessional. Table 5 summarizes the sex and ethnicity of the
technical/paraprofessional job category. This category includes employees
with job titles such as graphic specialist, purchasing agent, and library
assistant. This job category grew by 5% from 1987 to 1989. The 3,040
employees include 28% ethnic minorities and 55% women. Both groups had
percentage increases greater than the growth rate.

Skilled Crafts. This category includes electricians, operating engineers and
carpenters. This job category had 856 employees in 1989, an increase of 45
employees in two years, a 5% increase. Table 6 presents the sex and ethnicity
breakdown of the job category. Table 6 shows that ethnic minorities are 34%
of the category, but women are oniy 1.4%.

Service/Maintenance. The service/maintenance job category includes gardeners,
custodians and warehouse workers. This category decreased by 53 employees
frem 1987 to 1989, a 3% decrease. As shown in Table 7, ethnic minorities are
59% of this category, with women being 27%.

Summary. Except for the service/maintenance category, which declined in the
number of employees from 1987 to 1989; all other job categories showed a
modest increase. Accompanying the growth, however, was even greater growth in
the number of ethnic minority and women staff in the CSU. Thus, the CSU now
has a work force of staff employees in which one of three employees are ethnic
minorities and neariy three of five employees are women.

Svstemwide Staff Development Prodrams

Staff development programs are implemented at the campus level so the specific
needs of the individual campus are met. Campus based programs include
training to assist employees in completing high school graduation equivalency,
job skills training, and career development skills. All campuses have career
development programs which incorporate fee waivers to enroll in CSU courses to
attain bachelor's or master's degrees. The Administrative Fellows Program is
the only staff development program which is administered on a systemwide
basis. This program is open to faculty and staff. The program provides the
opportunity for ethnic minorities and women to learn and experience university
administration through a mentorship relation with a senior CSU administrator.
This academic year program permits the fellow to have "hands-on"
administrative experience in preparation to seek promotional opportunities.
In the 12 years of its existence, the program has served over 150 employees,
with over 40% being staff employees. Over 60% of the participants have
achieved promotion to higher level administrative positions.
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INTRODUCTION

Under State Education Code Section 66903.1 (Assembly Bill No. 605), the University of California
1s required to present, on a biennial basis, a narrative evaluation of progress in the employment
of minorities and women in University staff and management. This report 1s submitted to the
Califormia Postsecondary Education Commussion pursuant to those requirements.

In past reports, the University presented its data and narrative by EEO-6 categories (ie.,
Executive/Administrative/Managerial; Professional Non-Faculty; Secretarial/Clerical; Technical/
Paraprofessional; Skilled Craft; and Service/Maintenance). More pertinent to the University’s
assessment of affirmative action progress is an evaluation of the representation of minoritics and
women within its four-tier personnel system. Because this information has not been provided
previously, the University 1s presenting its data and parrative from 1988 (when the four-tier
personnel system was fully implemented) to 1990,

The report is presented in two parts. Part I, Representation of Minorities and Women in
Universitv Staff and Management. provides statistical information on the changing demographic
composition of racial and ethnic minonties and women in the University’s staff and management
workforce. The report summarizes affirmative action data from 1988 to 1990 by the University’s
four-tier personnel system for staff and management employees.

Part II of the report highlights Proerammatic Activities undertaken by the University in the Office
of the President and at the campuses during the past two years to improve and strengthen
affirmative action programs for staff and management.
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L REPRESENTATION OF MINORITIES AND WOMEN IN UNIVERSITY STAFF
AND MANAGEMENT

The University of California instituted a four-tier personnel system for staff and management
employees at all campuses in July 1988. The four tiers are:

» Executive Program

» Management and Professional (MAP) Program

» Administrative and Professional Staff (A&PS) Program
s Staff Personnel Program

This report provides an opportunity to examine the demographic composition of racial and ethnic
minorities and women in each tier of the University’s personnel system. Each section of this part
of the report contains an analysis of the change in demographic composition for each personnel
program from 1988 to 1990, along with the net change in representation by number and percentage
points. (An overview of Universitywide staff and management personnel program totals for April
1990 is included as Appendix A.)

Executive Program

The Executive Program includes positions which provide campus or Universitywide leadership and
which are responsible for setting policy and program direction. Such positions include Officers of
the University and senior-level administrators. Currently there are 343 filled Executive Program
positions at the nine campuses and in the Office of the President and the Offices of the Principal
Officers of The Regents.

Table 1 illustrates the representation of mmonties and women in the Executive Program in 1988
and 1990, together with changes over the two-year period. Both numerical and percentage
representations of minorities have increased overall, and for each minority group in the Executive
Program. Minonty executives currently number 42, or 12.2% of the total, an increase from 29
(8.8%) 1n 1988. The mcrease of 13 members is equal to the net overall change in the number of
Executive Program members during the same time period. Of minority groups, Blacks represent
the largest number of Executive Program members with 21 (6.1%), followed by Hispanics with 11
(3.2%), and Asians 8 (23%). Two Executive Program members are American Indian.

Women now number 77, or 22.4% of the total Executive Program, an increase of 17 women over
the previous two years. Both minority and White women experienced gains in representation. The
number of mmority women holding executive positions increased from 6 to 14, while the number
of White female executives increased from 54 to 63. White women now represent 18.4%, and
minonty women 4.1% of the Executive Program.

There have been limited opportunities to affect representation m the Executive Program over the
past two years. From 1988 to 1990, the net change in growth in the Executive Program was only
13 positions, or less than 4.0%. Moreover, much of the turnover that does occur at this level is
in the area of academic administration (e.g., Deans), 1n which minority availability is low. Academic



-3-
administrators represent 31.0% of the Executive Program appointments. (See Appendix B.)

However, despite these limiting factors, over one-half of the Executive appointments made in the
past year were women O minorities.
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TABLE 1

EXECUTIVE PROGRAM
Changes in Demographic Composition
Of Minorities And Women

1988-1990
1988 1990 Change
o
Total Executives Number: 330 343 + 13
Percent 100 0% 100.0%
Total Minonties Number 29 42 + 13
Percent. 8 8% 12 2% + 34
Black Number 13 21 + 8
Percent 3 9% 6 1% + 2.2
Hispanic Number 9 11 + 2
Percent 27% 32% + 05
Asian Number 6 8 v 2
Percent 1 8% 2 3% + 05
American Number 1 2 + 1
indan Pearcent 03% 0 6% + 0.3
Total Women Number 60 77 + 17
Percent: 18.2% 22 4% + 4.2
Minority Number 6 14 + 8
Women Percent 1 8% 4 1% + 23
White Number 54 63 + 9
Women Percent 16 4% 18 4% + 20

Source U.C. Corporate Personnel System, ER 2 Report,
Apni 1988 and Apni 1930



Manacement and Professional Program

The demographic composition of minorities and women in the Management and Professional
Program is displayed in Table 2. Currently, the MAP Program comprises 2,595 members, an
increase of 253 from 1988. The MAP Program includes management positions below the Executive
level together with senior-level professional positions.

As shown in Table 2, minonties now hold 411, or 15.8%, of all MAP positions, and their number
has increased both overall and for each munority group during the past two years. Asian
representation m MAP increased from 6.5% (153) to 7.6% (196) over that period. Among
minorities, Asians currently represent the largest proportion of MAP members. Blacks represent
4.4% of total MAP membership, followed by Hispanics with 85, or 3.3%, and Amenican Indians
with 16, or 0.6%.

The number of women holding MAP positions has increased over the past two years, from 876 to
1,012, and in 1990, women represent 39.0% of the total MAP Program. White women increased
from 740 to 846, and now represent 32.6% of all MAP members. Minority women increased from
136 to 166, and now represent 6.4% of all MAP members.
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TABLE 2

MANAGEMENT AND PROFESSIONAL PROGRAM
Changes In Demographic Composition
Of Minorities And Women

1988-1990
1988 1990 Change
- ——— 1 R EEET—= ﬂﬂl==:==
Total MAP Number 2,342 2,595 + 253
Percent 100 0% 100 0%
Total Minontes Number 342 41 + 69
Percent, 14 6% 15 8% + 1.2
Black Number 104 114 + 10
Percent 4 4% 4 4% 1]
Hispanic Number 77 85 + B
Percent 3 3% 33% 0
Asian Number 153 196 + 43
Percent B 5% 7 6% + 11
Amencan Number 8 16 + 8
Indian Percent 03% 0 6% + g3
Total Women Number 876 1,012 + 138
Percent 37 4% 39 0% + 1.8
Minornties Number 136 166 + 30
Women Percent 58% 6 4% + 086
White Number 740 846 + 108
Women Percent. 31 6% 32.6% + 10

Source U C Corporate Personnel System, ER 2 Report,
April 1988 and Apnl 1980
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Administrative and Professional Staff Progeram

The Administrative and Professional Staff Program includes positions which provide high-levei
administrative and professional support for University departments, programs, and fields of study.
The total A&PS workforce at the University’s nine campuses and in the Office of the President
and the Offices of the Principal Officers of The Regents now numbers 14,984,

Table 3 shows the current demographic composition of minorities and women in the A&PS
Program and the changes 1n the representation of specific demographic groups from 1988 to 1990.
As Table 3 indicates, the number of minority employees holding A&PS positions has increased both
overall and for each individual minority group during those years. Asians increased by 303, from
1,681 to 1,984, Hispanics increased by 179, from 755 to 934, Blacks increased by 168, from 797 to
965, and American Indians increased by 12, from 62 to 74. Minorities now represent 26.4% of the
A&PS workforce.

The number of women holding A&PS positions grew by 1,192 over the past two years, and
currently women represent 62.0% of the total A&PS workforce. Minonty women experienced
increases in both numerical and proportional representation. The number of minority women
holding A&PS positions increased by 411 between 1988 and 1990, as their proportion grew from
15.4% to 16.3% of the A&PS Program. Although the proportion of White women in the A&PS
Program decreased by 0.4 of a percentage point because of the increase in the total number of
A&PS personnel, their actual number increased by 781.



TABLE 3

ADMINISTRATIVE AND PROFESSIONAL STAFF PROGRAM

Changes In Demographic Composition

Total A&PS

Total Mincnties

Biack

Hispanic

Asian

Amernican
Indian

Total Women
Minonty
Wormnen

White
Women

Source U C Corporate Personne! System, ER 2 Report,
April 1988 and Apnil 1990

Of Minorities And Women

Number
Percent

Number
Percent

Number
Percent

Number
Percent

Number

Percent.

Number
Percent

Number

Percent

Number
Percent

Number
Percent

1988-1990

13,155
100 0%

3,205
25 0%

797
61%

755
57%

1,681
12 8%

62
0 5%

8,103

61 6%

2,027
15 4%

6,076
46.2%

1990 Change
====c== E-
14,984 + 1,829
100.0%

3,957 + 662
26 4% + 14
965 + 168
6 4% + 03
934 + 179
6 2% + 0.5
1,984 + 303
13 2% + 0.4
74 + 12
0 5% 0
9,295 + 1,192
62 0% + D4
2,438 + 411
16 3% +09
6,857 + 781
45.8% - 04
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Staff Personnel

The Staff Personnel Program represents the largest of the four staff and management personnel
categonies. It currently numbers 72,977 employees, an increase of 6,272 from 1988 to 1990. The
Program includes employees in a wide variety of occupational areas including secretarial and clerical,
service and maintenance, and technical and paraprofessional job classifications.

Minonty representation among Staff Personnel is substantial and continues to grow. As shown in
Table 4, total minorities increased by 4,758 employees over the past two years and now represent
42.5% of all Staff Personnel. With regard to individual minority groups, each group demonstrated
a significant numerical gain. Currently, Asians represent 16.3%, Hispanics 13.6%, Blacks 11.8%,
and American Indians 0.7% of all Staff Personnel.

Women represent a large proportion of Staff Personnel: 63.5% of the total category are women,
an increase of 3,749 over the past two years. This increase resulted in large part from the increase
that occurred among minority women, whose numbers grew by 2,901 from 1988 to 1990. Minority
women now represent over one-quarter, 26 1%, of the total Staff Personnel category. At the same
time, the number of White women in this category increased by 848, but decreased in percentage
representation from 39.6% to 37.4%.
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TABLE 4

STAFF PERSONNEL PROGRAM
Changes In Demographic Composition
Of Minorities And Women

1988-1990
1988 1990 Change
p— — 1 —— -]
Total Staff Number 66,705 72977 + 8,272
Percemnt 100 0% 100 0%
Totat Minornties Number 26,254 31,012 + 4,758
Percent 39 4% 42 5% + 341
Black Number 7,778 8,621 + 843
Percent 11 7% 11 8% + 0.1
Hispanic Number. 7,947 9,940 + 1,893
Percent 11 9% 13 6% + 1.7
Asian Number. 10,070 11,898 L+ 1,828
Percent 15 1% 16 3% + 1.2
Amaearnican Number 459 533 + T4
indan Percent 0 7% 07% a
Total Women Number: 42,582 46,331 + 3,749
Percent 63 8% 63.5% - 0.8
Minonty Number 16,145 19,046 + 2,901
Women Percent: 24 2% 26 1% + 19
White Number 26,437 27,285 + B48
Women Percent 39 6% 37 4% - 22

Source U C Corporate Personnel System, ER 2 Report,
Apnl 1988 and Apnl 1990
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. PROGRAMMATIC ACTIVITIES

This section includes projects implemented by the Office of the President to advance affirmative
action Umwversitywide, Universitywide programs implemented at the various campuses, and
programmatic activities reported by the campuses for 1988 and 1989 which continue their
affirmative action efforts. Although the focus of this section is on new programmatic activities, it
1s important to note that extensive affirmative action programs are already in place at all campuses,
including formal affirmative action plans for increasing the representation of minorities and women
within staff and management positions where they are not fully represented. Employment
opportunities are advertised widely in appropriate media, and campuses employ outreach recruiters
to identify affirmative action candidates for campus vacancies. In addition, a variety of career
development activities, such as Management Fellowships and Internships, are available to minority
and women employees.

On September 26, 1988, at the outset of the 1988-89 academic year, President Gardner wrote to
the Chancellors reaffirming the University’s commitment to the achievement of diversity throughout
all areas of the institution. The President also requested and received reports from the Chancellors
on specific steps needed to improve and strengthen affirmative action efforts at each campus.
Within the Office of the President, the President directed Senior Vice Presidents Brady and Frazer
to appoint advisory committees, broadly representative of the University community, to review
reports and recommendations for their respective areas of responsibility on matters of affirmative
action, and to advise on new initiatives in each area.

Office of the President

In 1989, responsibilities for staff and management affirmative action were combined with business
affirmative action under a Director position, reporting directly to Senior Vice President Brady. As
a result of the reorganization of affirmative action responsibilities in the Office of the Senior Vice
President--Administration, the focus of affirmative action now extends beyond monitoring and
compliance to the development of programs with Universitywide impact. The following are
examples of some of the many efforts introduced or implemented by the Office of the President.

Affirmative Action Advisorv Committee--Administration

In March 1989, Senior Vice President Brady established an Affirmative Action Advisory Committee-
Administration charged with providing advice and recommendations to improve and strengthen
affirmative action programs for staff and management personnel and in University business
contracting. The Commuttee includes representatives from throughout the University community
in the affirmative action, personnel, and business areas. The Affirmative Action Advisory
Committee--Administration submtted its first report in June 1990. In that report, the Committee
provided recommendations to improve existing programs and presented proposals for implementing
new programs for the recruitment, development, and promotion of groups which are
underrepresented in the University workforce, particularly at the executive and management levels.
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National Advertisine Campaien

The National Advertising Campaign was launched in March 1990. This media campaign was
initiated to improve the University's national visibility as a major employer, and it targets
publications for minorities, women, and the disabled. Three advertisements were designed,
emphasizing a global image for the University and encouraging women and minorities to apply for
management positions.

Thus far, the advertisements have appeared in the following publications: Hispanic Business,
Affirmative Action Register, Vista Magazine, Working Woman, Black Enterprise, Asian Weekly, Nuestro
Tiempo, and Urban League News. During the next six months, the advertisements are scheduled
to appear in Spectrum, Winds of Change, NSBE (National Society of Black Engineers), Intercambios
Magazine, and Black Issues in Higher Education. The next phase of the campaign also will include
targeting publications for the disabled, Vietnam era veterans, and special disabled veterans.
Advertisements will be published in Accent on Living, Mainstream, Veterans’ Outlook, Sports 'n
Spokes, and Paraplegia News.

In addition to the advertisements, a Universitywide employment brochure has been designed and
printed. The brochure pravides information about the University of California system for use in
outreach recruitment activities for management-level applicants.

HispanData

Another new project undertaken 11 1990 15 membership by the Office of the President in
HispanData, a national Hispanic resume database. Membership in HispanData provides unlimited
use of the resume database service by all University campus and Laboratory employment offices.
The database consists of several thousand resumes of Hispanic professionals and managers with
experience in career fields such as engineering, computer science, finance, accounting, and
management. The University will provide HispanData with professional and management-level job
vacancy listings and HispanData will search its database for matching qualified resumes.

Analvsis of New Hires. Promotions. and Separations

The Office of Business and Employment Affirmative Action is coordinating with the Information
Systems and Admunistrative Services Department to produce data on new hires, promotions, and
separations by gender and ethnicity for Unwversity staff and management employees by the four
personnel programs. This information will be utilized to analyze and report on trends in the
promotion and retention of minorities and women at the University.

Berkeley

Recent affirmative action efforts at the Berkeley campus have focused on increasing female and
minority representation in the MAP and A&PS programs. Major emphasis was placed on providing
career development opportunities for employees in Staff Personnel categories. Through one
program, eighteen staff members were placed in the newly instituted Staff Internship Program. In
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conjunction with the School of Business, the Personnel Office has applied for a U.S. Department
of Labor grant to fund an additional 10-15 interns and management fellows.

Career counseling services continue to assist employees from underrepresented groups. In addition
to formal career planning workshops, a support group has been established to provide drop-in
counsehng services and to provide an environment in which employees share their concerns.

Additional initiatives include an affirmative action tracking system, which allows administrators and
directors to audit the employee selection process for adherence to affirmative action goals, and the
expansion of programs to address employee needs for child care and elder care.

Davis

At the Davis campus, annual management and organizational reports and administrative personnel
evaluations now include information regarding affirmative action efforts and progress. As an
example of this, a special program was initiated in 1988 to conduct a review of the Davis Medical
Center affirmative action program by using an external community review board.

Leadership at the Davis campus has been enhanced by the creation of the position of Assistant
Vice Chancellor for Campus Diversity. A management fellow, selected specifically to develop
educational programs for diversity, will assist the Assistant Vice Chancellor.

A pilot affirmative action program has been developed to further the advancement of minority and
women employees at the Davis campus. The program provides educational training and internships
for competitively selected candidates. To date, eight participants have been placed in higher-level
positions. A similar program is being developed specifically for nursing positions. Other training
programs held this year included one for md-level managers, called "Managing Diversity in the
90's." The program consisted of a senes of six seminars covering such topics as sexual harassment
and affirmative action.

Irvine

A number of new initiatives and programs were recently developed at the Irvine campus, the result
of ongoing campus activities, and of recommendations made by the Chancellor’s Think Tank on
Diversity, established in 1988.

The Chancellor’s Management Fellows Program was established to offer career advancement
opportunities to women and minorities. This year’s Fellow will be recruited to work in the Human
Resources Office and will be responsible for coordinating recruitment strategies to diversify the
Irvine campus’s internal and external staff and management applicant pools.

Affirmative action progress has been made in appointments to senior management positions. Four
of the last seven Executive Program appointments are from underrepresented groups. Such efforts
have been aided by the Chancellor’s request to Vice Chancellors, Deans, and Directors concerning
the update of all management-level job descriptions to include a statement which outlines a
commitment to a diverse workforce and supportive work climate.
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The Human Resources Office is studying various organizational approaches for improving the
retention of minority staff members. The Office also includes a "Principles of Community"
statement, which reaffirms the Irvine campus’s commitment to diversity and nondiscrimination, as
a part of new-employee onentation

PRISM (Policy, Procedure and Program Referral Inventory System for Management), a program
intended to increase diversity in the management ranks, is being developed jointly by the campus
Affirmative Action and Personnel Offices as part of the campus’ Five-year Affirmative Action Plan.
The system will provide a comprehensive human-resource information, planning, and referral system
to strengthen affirmative action recruitment activities.

Los Angeles

The Chancellor has established a Council on Diversity to provide campus leadership for the
advancement of student, faculty, and staff diversity at the Los Angeles campus. The Council’s
primary objective was to develop recommendations for increasing the representation of minorities
and women within the Executive and MAP Programs. The Council’s most recent focus, in
conjunction with the UCLA Higher Education Research Institute, is to conduct a campuswide study
of diversity, expected to be completed by Winter Quarter 1991. The study will incorporate three
surveys distributed to 8,000 students, 1,800 faculty members, and 1,500 staff. Segments of the
campus community will analyze the survey, and their findings will be used as the basis for actions
and policies to strengthen campus diversity.

The Staff Affirmative Action Office is developing diversity education programs designed to provide
skills development for managers and supervisors in the area of intercultural communication, and to
assist managers in developing organization-specific training programs. The education programs
include large-group workshops, small-group discussions, films on diversity issues, and participation
in cultural programming at campus museums, galleries, and theaters.

The Staff Personnel Office is n the process of hiring a two-year Management Fellow to serve as
Diversity Coordinator. The incumbent, under a joint mentorship with the Administrative Vice
Chancellor, will have responsibility for supervising outreach staff, creating a forecasting and
succession planning model for Executive Program and MAP openings, developing innovative
recruitment strategies, and further developing the campus resume bank. The Diversity Coordinator
also will coordinate the development of diversity plans with campus departments.

As part of the expansion of its outreach actmities, the Los Angeles campus has hired an Hispanic
Outreach Recruiter and has implemented a Black Outreach Program. Also under consideration
for expansion are the Management Skills Assessment Program and the Target of Opportunity
Program.

The UCLA Medical Center Human Resources Department has developed various programs which
address diversity issues. Training seminars have been conducted for management on awareness of,
and sensitvity to, diversity. A task force was created to promote and foster knowledge of health
careers among students at the junior high, high school, and community college levels. The Medical
Center continues to sponsor a fellowship to develop minority candidates for middle and senior
management positions.
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Riverside

Several new committees, in addition to the Chancellor’s Affirmative Action Advisory Committee,
have been established which have affirmative action responsibilities at the Riverside campus: the
Chancellor’s Native American Advisory Committee, the Chancellor’s Asian/Pacific Advisory
Committee, the Chancellor’s Advisory Committee on the Status of Lesbians and Gays, and the
Chancellor’s Child Care Task Force. Two other committees, the Chancellor’s Committee on the
Prevention of Sexual Harassment and the Chancellor’s Advisory Committee on Disabilities, continue
from 1989. The various committees are addressing such 1ssues as the development of cultural
awareness programs for managers and employees, reasonable accommodations for the handicapped,
and the development of programs for reducing cultural and sexual stereotypes.

An additional group, the Committee on the Status of Women, is initiating a mentorship program
to assist women employees with job development and preparation for promotional opportunities.
A Management Services Officer Internship Program, another development program, continues 1o
operate with a high minonty participation rate.

San Diego

In 1988, the San Diego campus developed the Promotion Project, a specialized training program
instituted to upgrade minonties and women into job classifications where they are underrepresented.
This program funds the first three months’ salary for a position in instances where a promotion
assists in meeting a campus affirmative action goal, thereby providing the hiring department with
an incentive for participation in the program. The Promotion Project has been successful, and
minonties and women are bemng placed m job groups in which they are underrepresented,
particularly in the A&PS Program.

Another program instituted at the San Diego campus is the Annual Diversity Awards Event
sponsored by the Chancellor. This event provides recognition to individuals and departments that
have made a significant contribution to diversifying the workforce.

The Chancellor’s Affirmative Action Advisory Committee, composed of faculty, staff, and student
subcommittees, provides recommendations and advice on campus affirmative action issues. The staff
subcommuttee, in particular, is addressing such issues as the status of women, the development of
more effective data dissemination procedures, and a racial harassment policy.

In October 1989, the campus established the Qutreach Recruitment Program to develop and
maintain an aggressive affirmative action recruitment program. The focus of the program is to
recruit members of underrepresented groups at the MAP and A&PS levels. Specific activities
include special advertising, targeted mailings, maintenance of a resume bank, placement assistance,
and consultation services provided to personnel analysts and department representatives.

Finally, new initiatives include a monitoring program to evaluate Vice Chancellors and Directors
on therr progress in achieving diversity in referral pools and in competitive and non-competitive
placements. Additionally, each organizational unit has developed plans for meeting diversification
targets. Funds have been allocated for diversity training for managers, and to the Staff Affirmative
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Action Training Program Committee for the development of diversity programs. The San Diego
campus also will host two conferences in 1990, the Conference on Ethnic and Gender Diversity
and the UC Chicano/Latino Consortium.

San Francisco

In May 1988, the Chancellor appointed a campus Task Force on Cultural/Ethnic Diversity. Many
of the programs recommended by the Chancellor’s Task Force on Cultural/Ethnic Diversity continue
from last year. These programs include affirmative action scholarships and tuition reimbursement
programs, the MAP Fellowship Program, training seminars on nondiscrimination and valuing
diversity, and support for special events. Individual departmental plans are progressing, and each
school, the Medical Center, and major administrative units work with the Affirmative Action/Equal
Opportunity Department to set goals and to modify their respective plans.

A new commiitee has been appointed to assist the Chancellor 1n evaluating progress toward
affirmative action goals. In addition, the Affirmative Action/Equal Opportunity Department is
tracking and recognizing good-faith efforts made by departments, schools, and the Medical Center
in achieving diversity goals. The Department also works with specific groups to improve the
diversity of particular applicant pools.

Finally, a discussion of a special endowment fund for inclusion within the campuswide fund-raising
campaign is on the Chancellor’s Fall Quarter agenda.

Santa Barbara

As part of its commiment to diversity, the Santa Barbara campus provides opportunitics for
minority and women administrators to obtain advanced degrees through regularly-established campus
programs and to attend external management institutes at Stanford and Bryn Mawr. In addition,
the campus has achieved positive results with its Management Fellowship Program. Since the
inception of the program, the Santa Barbara campus has awarded thirteen fellowships to minorities
and women under the mentorship of senior campus officials. Five of the fellowships were awarded
to Hispanics, all of whom were subsequently promoted to Executive or MAP-level positions.

Santa Barbara has introduced a new staff employee development program, the Affirmative Action
Staff Employee Development Scholarship Program. This program enables managers and supervisors
to be more directly mvolved in the career and skills development of minority and women
employees. To date, scholarships have been awarded to 16 staff employees.

The Santa Barbara campus has also hosted a symposium for campus administrators and managers
on "Moving Toward a Mulb-Cultural University: Issues of Accountability.” From the ideas
presented at that symposium, a campus training and development program was implemented which
addresses cultural awareness, sensitivity, and appreciation in an effort to improve personal and
professional interaction among employees. A new Supervisory Certificate Program was developed
which provides traimng in recruiting, communicating, and managing within a multi-cultural
environment.
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Finally, various diversity advisory committees and work groups drawn from Academic Affairs,
Student Affairs, Administrative Services, and Institutional Advancement recommend new policies
concerning departmental affirmative action recruitment, the development of unit diversity plans, and
preparation of a campus statement regarding the campus’s commitment to diversity.

Santa Cruz

Two recruitment initiatives were developed in 1988, the Target of Opportumity Program for senior
administrative appointments and the proactive outreach recruitment effort. Each program is now
at a different level of implementation at the Santa Cruz campus. The Target of Opportunity
Program for Staff (TOPS), modeled after the successful faculty Target of Opportunity Program, is
expected to be implemented in the Fall Quarter 1990.

With respect to its outreach recruitment program, Santa Cruz is in the final stages of interviewing
for an outreach recruiter. The position will assist in increasing the number of affirmative action
candidates in applicant pools and will work closely with the recently hired Training and Recruitment
Analyst in the Affirmative Action Office

The Affirmative Action Office was expanded and staffed with a Director, hired in August 1989.
The Office is undertaking the following activities: expanding the Management Fellowship Program;
developing a recruitment data bank which will contain resumes of external candidates, employees,
and applicants who were interviewed but not hired; and imitiating a procedure to assist departments
in reaching their affirmative action goals In addition, the Office is meeting with constituent groups
to discuss issues of mutual concern, and will begin an extensive community education program on
nondiscrimination.
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CALIFORNIA POSTSECONDARY EDUCATION COMMISSION

THE Cal:forma Postsecondary Education Commus-
s1on 15 a citizen board established in 1974 by the Leg-
1slature and Govemor to coordinate the efforts of
California’s colleges and umiversities and to provide
mdependent, non-partisan pohcy analysis and recom-
mendations to the Governor and Legislature

Members of the Commission

The Commussion consists of 17 members Nine rep-
resent the general public, with three each appointed
for six-year terms by the Governor, the Senate Rules
Commutitee, and the Speaker of the Assembly Six
others represent the major segments of postsecondary
education m Califorma Two student members are
appowmted by the Govemor

As of October 1994, the Commussioners representing
the general public are

Henry Der, San Francisco, Charr

C Thomas Dean, Long Beach, Vice Chair
Elaine Alqust, Santa Clara

Mim Andelson, Los Angeles

Jeffrey 1 Marston, San Diego

Guullermo Rodniguez, Jr , San Francisco
Melinda G Wilson, Torrance

Linda ] Wong, Los Angeles

Ellen F Wnght, Saratoga

Representatives of the segments are

Roy T Brophy, Fair Oaks, appoinied by

the Regents of the University of Califorma,
Yvonne W Larsen, San Diego, apponted

by the Califorma State Board of Education,
Ahce Petrossian, Glendale, appointed by

the Board of Govemors of the California
Community Colleges,

Ted ] Saenger, San Francisco, appointed by
the Trustees of the Califorma State Unmiverstty,
Kyhl Smeby, Pasadena, appointed by the
Govemnor to represent Cahiformia’s independent
colleges and umversities, and

Jaye L Hunter, Long Beach, appomnted by the
Council for Private Postsecondary and
Vocational Education

The two student representatives are
Stephen Lesher, Meadow Vista
Beverly A Sandeen, Costa Mesa

Functions of the Commission

The Comrussion 1s charged by the Legslature and Gov-
emor to “assure the effective utihzation of public postsec-
ondary education resources, thereby eliminating waste and
unnecessary duphication, and to promote diversity,
nnovation, and responsiveness to student and societal
needs ™

To thus end, the Commussion conducts independent reviews
of matters affecting the 2,600 sttutions of postsecondary
education 1n California, including community colleges,
four-year colleges, umversities, and professional and
occupational schools

As an adwvisory body to the Legislature and Governor, the
Comrmussion does not govem or admruster any mstitutions,
nor does 1t approve, authonze, or accredit any of them
Instead, 1t performs its specific duties of planning,
evaluation, and coordination by cooperating with other
State agencies and non-governmental groups that perform
those other governing, administrative, and assessment
functions

Operation of the Commission

The Commussion holds regular meetings throughout the
year at which 1t debates and takes action on staff studies
and takes positions on proposed Iegislation affecting
education beyond the high school 1n Califorma By law,
its meetings are open to the pubhic Requests to speak ata
meeting may be made by wniting the Commission 1n
advance or by submutting a request before the start of the
meeting

The Commussion’s day-to-day work 1s carned out by 1ts
staff in Sacramento, under the gwdance of its executive
director, Warren Halsey Fox, Ph D , who 15 appointed by
the Comrrussion

Further information about the Comnussion and its publi-
cations may be obtained from the Comnussion offices at
1303 J Street, Swte 500, Sacramento, Califorma 985 14-
2938, telephone (916) 445-7933



COMPOSITION OF THE STAFF IN CALIFORNIA’S PUBLIC COLLEGES
AND UNIVERSITIES FROM 1977 TO 1989

California Postsecondary Education Commission Report 91-4

ONE of a series of reports published by the Commus-
sion as part of itz plannming and coordinating respon-
sitbilities Additional copies may be obtained without
charge from the Publications Office, Califorma Post-
secondary Education Commission, Third Floor, 1020
Twelfth Street, Sacramento, Calhifornia 95814-3985

Recent reports of the Commuission include

90-22 Second Progress Report on the Effectiveness
of Intersegmental Student Preparation Programs
The Second of Three Reports to the Legislature in Re-
sponse to [temn 6420-0011-001 of the 1988-89 Budget
Act (Dctober 1990)

90-23 Student Profiles, 1990 The First 1n a Series
of Annual Factbooks About Student Participation 1n
Califorma Higher Edueation (October 1990)

90-24 Fiscal Profiles, 1990° The First in a Series of
Factbooks About the Financing of Califorma Higher
Education (October 1990)

90-25 Public Testimony Regarding Preliminary
Draft Regulations to Implement the Private Postsec-
ondary and Vocational Education Reform Act of 1989
A Report 1n Response to Assembly Bill 1993 (Chapter
1324, Statutes of 1989) (October 1990)

90-26 Legslation Affecting Higher Education Dur-
ing the Second Year of the 1989-90 Session A Staff
Report of the Califernia Postsecondary Education
Commussion (October 1990)

90-27 Legislative Priorities of the Commission,
1991 A Report of the Califormia Postsecondary Edu-
cation Commussion (December 1990)

90-28 State Budget Priorities of the Commission,
1991 A Report of the California Postsecondary Edu-
cation Commission (December 1990)

90-29 Shortening Time to the Doctoral Degree A
Report to the Legislature and the University of Cali-
fornia 1n Response to Senate Concurrent Resclution
66 (Resolution Chapter 174, Statutes of 1989) (De-
cember 1990)

90-30 Transfer and Articulation in the 1990s Cali-
fornia in the Larger Picture (December 1990)

90-31 Preliminary Draft Regulations for Chapter 3
of Part 59 of the Fducation Code, Prepared by the
California Postsecondary Education Commussion for
Consideration by the Council for Private Posisecon-
dary and Vocational Education (December 1990)

90-32 Statement of Reasons for Preliminary Draft
Regulations for Chapter 3 of Part 59 of the Education
Code, Prepared by the Califormia Postsecondary Edu-
cation Commission for the Couneil for Private Postse-
condary and Vocational Education (December 1990)

91-1 Library Space Standards at the California
State University A Report to the Legislature in Re-
sponse to Supplemental Language to the 1990-91
State Budget (January 1991)

91-2 Progress on the Commussion’s Study of the
Califorma State University’s Adminmistration A Re-
port to the Governor and Legislature in Response to
Supplemental Report Language of the 1890 Budget
Act (January 1991)

91-3 Analysis of the 1991-92 Governor's Budget A
Staff Report to the Califormia Postsecondary Educa-
tion Commission (March 1991)

91-4 Composition of the Staff in Califorma’s Public
Colleges and Universities from 1977 to 1989 The
Sixth in the Commussion’s Series of Bienmal Reports
on Equal Employment Opportumity in Cahiforma’s
Public Colleges and Uruversities (April 1991)

91-5 Status Report on Human Corps Activities,
1991 The Fourth in a Series of Five Annual Reports
to the Legislature in Response to Assembly Bill 1829
(Chapter 1245, Statutes of 1987) (Aprii 1991)

91-6 The State’s Reliance on Non-Governmental
Accreditation, Part Two A Report to the Legislature
in Response to Assembly Bill 1993 (Chapter 1324,
Statutes of 1989) (April 1991)

91-7 State Policy on Technology for Distance Learn-
ing Recommendations to the Legislature and the
Governor 1n Response to Senate Bill 1202 (Chapter
1038, Statutes of 1989) (April 1991)

91-8 The Educational Equity Plan of the California
Maritime Academy A Report to the Legislature in
Response to Language in the Supplemental Report of
the 1990-91 Budget Act (April 1991)

91-9 The Califorma Maritime Academy and the
Calfornia State University A Report to the Legisla-
ture and the Department of Finance in Response to
Supplemental Report Language of the 1990 Budget
Act (April 1991)

91-10 Faculty Salaries in California’s Public Uni-
versifies, 1991-92 A Report to the Legislature and
Governor 1n Response to Senate Concurrent Resolu-
tion No 51(1965) {April 1991)
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