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STATE HUMAN AFFAIRS COMMISSION 

GEORGE D. HAMILTON 

Commissioner 
Post Office Drawer 11528 

Columbia, S. C. 29211 
November 9, 1973 

The State Human Affairs Commission submits its first an
nual report in the hope that public officials and interested 
citizens throughout the State of South Carolina can be made 
aware of the outstanding and notable progress that has been 
made by South Carolina in the field of equal employment 
opportunity and equal treatment of all its citizens without 
regard to race, sex, religion, age, or national origin. 

Since June, we have requested and received Affirmative 
Aotion Plans from all agencies of State Government with ten 
or more employees, which is an outstanding achievement for 
this new agency and for the State of South Carolina which 
leads the Southeast in this area. These plans will assure equal
ity of treatment for all South Carolinians and as such are a 
tribute 1o the Governor and the General Assembly. 

/ s/ GEORGE D. HAMILTON 

Commissioner 
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OVERVIEW 

History of the Commission 

In his inaugural address Governor John C. West pledged 
himself to a "color-blind" administration and, shortly after 

~taking office, established the Governor's Advisory Commis
sion on Human Relations. He requested South Carolina citi
zens .to serve on the Commission, and named George D. Ham
ilton, a man with many years of experience and commitment 
to the area of human rights, to serve as Executive Director. 

Governor West gave the Commission the authority to in
vestigate all charges of discrimination that came to its atten
tion and to use moral persuasion and influence to alleviate 
the burdens of those suffering the effects of discrimination. 

The Commission was given the special task of investigating 
discrimination in S~tate Government. To accomplish this, the 
Commission engaged the Bureau of Urban and Regional Af
fairs of the University of South Carolina to undertake a study 
in depth of the hiring and promotion practices of the agencies 
of State Government. 

While the study was in progress, the Commission handled 
135 charges of discriminatory praotices and conciliated dis
putes and racial problems that arose in the public school sys
tem and law enforcement. Due to its lack of real authority to 
deal wi·th problems, the Commission felt an agency should be 
created with legislative authority to end discrimination in 
State Government. 

The employment practices study showed that there were 
many agencies and agency departments where Blacks were 
not fairly represented, and where the Commission should act 
if a "color-blind" administration were to be a reality. 

Mr. Harry Lightsey, then Chairman of the Commission, 
and George Hamilton began working on drafts of legislation 
to present to the General Assembly. Governor West, in his 
State of the State message of January, 1972, named the pas
sage of such legislation one of the priorities of his administra
tion for the coming legislative year. It was the hope of Com
mission members that the General Assembly would establish 
it as a permanent State agency to deal with race, sex, and 
other forms of discrimination in State Government, and that 
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it would have authority to deal with problems in the private 
sector as well. 

The bill creating the State Human Affairs Commission 
passed the State House and Senate and was signed into law 
by Governor West on June 23, 1972. This bill was a major 
step toward providing every citizen of South Carolina a right
ful opportunity in State Government and full utilization of 
the resources of citizens who had for too long been bypassed 
by State agencies. 

The historic significance of this legislation should not be 
overlooked. It has made South Carolina stand out among the 
more progressive and enlightened states-a place reserved for 
it from the beginning of the republic when it stood foremost 
among the colonies in the quest for human dignity and equal
ity. South Carolina has committed itself legislatively to pro
tect and advocate the human righits of its citizens without 
regard to race, creed, color, religion, sex, or national origin. 
In a place where American democracy began in the 1770's, it 
has received a fresh lease on life in the 1970's. However, 
democracy does not work by itself. Even when it is publicly 
advocated and legislatively protected, democracy must be 
made to work. 

Divisions of the State Human Affairs Commission 

The General Assembly passed legislation which has given 
the State Human Affairs Commission the authority to enforce 
the law and the responsibility of assisting various state agen
cies in setting up for themselves affirmative aotion programs 
and equal hiring policies. The Commission is a body with two 
arms: one to enforce the law, and the other to assist State 
agencies in understanding what they must do to observe the 
law. 

From the abovementioned .employment practices study, the 
Commission was well aware of State agencies whose hiring 
practices indicated conflict with the law. Through this study 
it was evident also that Blacks had not risen to upper echelons 
of administration or even 'to middle areas of responsibility 
( cf. graph on page 40). Black people had not been hired by 
agencies of State Government in sufficient numbers to indi
cate that there is adequate representation of the Black popu-
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lation of the State throughout the job grades. Under present 
State law, however, past and present injustices are being rec
tified. 

Any person who feels he has been discriminated against 
because of race, creed, color, religion, sex, or national origin 
can file a complaint with the State Human Affairs Commis
sion, and an investigation of the charge will be initiated. The 
employment practices study will give some indication of the 
employment situation in a particular agency that is charged 
with discrimination, and the Commission will be able to de
termine whether the agency has shown goodwill by good faith 
effor.t to implement their affirmative action program. 

Each State agency will be required to submit a quarterly 
report to the Commission on its progress, and each agency 
has been required to appoint a member of irts staff to admin
ister the affirmative action program. It must be remembered 
that State and local government agencies now come under 
the authority of the Equal Employment Opportunity provi
sions of Title VII of the Civil Rights Act of 1964 as amended 
in 1972. The Equal Employment Opportunity Commission has 
been requested to defer to the State Human Affairs Commis
sion matters pertaining to employment rights of those enter
ing charges. 

The Human Affairs Law gives authority for the Commis
sion to deal with any form of discrimination which affects a 
citizen of the State adversely because of their race, sex, creed, 
age or national origin. In cases of discrimination, outside of 
the employment area, the Commission can hold formal hear
ings and investigations and issue orders, but the Commission's 
greatest power is in the employment sphere of the public sec
tor. The Commission will investigate the complaint and will 
endeavor to conciliate the complaint to the satisfaction of both 
parties. If no conciliation is possible, the Commission will 
initiate a formal hearing after which it will either dismiss the 
charge or order the respondent to take remedial action. The 
Commission has the authority to request witnesses and docu
ments from agencies involved in complaints, and if they are 
not forthcoming it can then subpoena them. 

In the cases of discrimination which do not involve State 
agencies, or local subdivisions of State Government, the Com-
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mission has the authority to pursue conciliation and to offer 
its services so that agreement can be reached between the two 
parties. In the event conciliation fails, the Commission can 
proceed as with State agencies if the situation warrants it. 
In all cases the complainant retains the right to contact the 
Equal Employment Opportunity Commission or other appro
priate federal agencies. 

It is an unfair discriminatory practice to retaliate against 
any employee who initiates a charge of employment discrim
ination against an agency or gives testimony which might 
favor the complainant in such a case. Complainants and wit
nesses called by the Commission are protected by the South 
Carolina Human Affairs Law. Thus, the rights of all are 
protected. 

The task of the Commission to determine whether there 
has been discrimination in a case, has been helped greatly 
since the passage of the Civil Rights Act of 1964 by the hun
dreds of decisions made by the courts and the E.E.O.C. which 
set precedents necessary for fair and equitable decisions. The 
interpretations of the lower courts and the Supreme Court 
indicate what the law of the land means, and the State Human 
Affairs Commission has these many decisions at its fingertips 
to assist it in reaching its conclusions. 

One monumental decision made by the Supreme Court was 
in the case of Griggs v. Duke Power Company. In an opinion 
written by Chief Justice Burger, it was ruled that any test 
given to determine the ability of an applicant to do a certain 
job or perform the duties of a position must be a valid test 
and truly indicate capability. If the test is not valid and the 
person who failed the test is qualified for the job despite the 
indications of the test, the employer is liable to court action. 
As a consequence of this decision, a further interpretation is 
made of the 1964 Civil Rights Act. Since passage of the 1964 
Act, disparate treatment of any minority group has been 
illegal; with the decision in the Griggs v. Duke Power Com
pany case, it is now illegal to produce disparate effects, and 
if there is to be any headway in assuring every citizen of 
South Carolina a truly equal opportunity, every State agency 
-and every private employer-must realize the extent of the 
1964 Civil Rights Act and how it has been interpreted by the 
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Court. Further, they must anticipate the consequences which 
can develop from ignoring or disobeying this law and bring 
themselves into compliance with it. 

The State Commission on Human Affairs offers assistance 
to every State agency and local subdivision of State govern
ment to create programs of hiring and career development 
as well as providing an investigative arm that will assure 
compliance with the South Carolina Human Affairs Law and 
the 1964 Civil Rights Act as amended in 1972. 

Recommendations for the Future 

1. Additional Authority needed for the Private Sector-As 
times goes on, it becomes apparent that the Commission 
will need appropriate empowering legislation to strength
en its powers in the private sector, and an increase in 
appropriations, so that sufficient staff can be hired in the 
compliance division to handle the increasing numbers of 
complaints that the Commission is receiving against re
spondents in the private sector. Although the Commission 
has not emphasiz,ed its authority in the private sector 
because of its limited power in this area, nonetheless ap
proximately 30% of the complaints it has received are 
against the private sector. The Laws of many other states 
give enforcement powers to deal in the private sector, 
since an E.E.O.C. deferral s•tatus for its agency largely 
depends on its ability to deal effectively with such com
plaints. Deferral status, once given by E.E.O.C. to the 
State Human Affairs Commission will guarantee that 
E.E.O.C. will not step into any investigation of State 
agencies and their subdivisions for 120 days in the first 
year of deferral status and for 60 day.s in subsequent 
years. Since the General Assembly passed the Human 
Affairs Law, in large part, to avoid such investigations, 
it would be very advisable that sufficient authority and 
funding be granted to the State Human Affairs Commis
sion to pursue its mandate. 

2. More Funds needed for Technical Assistance to Counties 
and Municipalities-Once the agency has completed its 
projected program of affirmative action for the agencies 
of State Government, it will then turn its attention to 
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counties and municipalities to assist them in developing 
affirmative action programs for their jurisdictions. This 
service will provide the same help to local subdivisions of 
State government as it provided to the agencies of Sta·te 
government. Such a program in itself will necessitate an 
increase of staff and appropriations for there are over 
·six hundred jurisdictions which will need this assistance, 
so that they can avoid the jeopardy of being charged with 
class action discrimination allegations. 

3. Financial Commitment to Affirmative Action--It should 
be recognized that a commitment to affirmative action 
involves, at the outset, a significant capital investment, 
particularly in the area of training, but to some extent 
in recruiting. In the absence of a resource of fully quali
fied minorities and females to fill all job categories em
ployed by the State, the agencies must either provide 
training directly, or make available outside training, to 
qualify minority and female persons to fill middle and 
upper level positions, and thus, achieve affirmative action 
goals. A prohibitive factor presently facing State agen
cies is the lack of funds not only to broaden the recruiting 
base to locate presently qualified minorities and females, 
but also to develop, implement, and support training pro
grams to enable the upgrading of less qualified minorities 
and females. The end result of an effective statewide af
firmative action program is a substantial increase in the 
availability of technical, professional and administrative 
minorities and females to fill jobs in government employ
ment and to provide a human resource pool attractive to 
industries seeking to locate in this State. The funds, how
ever, must be provided to do the job effectively. Several 
alternatives exist, including charging one or more agen
cies with .the responsibility rto provide certain kinds of 
training, allocating a percentage of each agency's budget 
to training, or expending the State's policy on financial 
support for .training outside the agency. Regardless of the 
avenues taken, the State must recognize that financial 
commitment must follow its moral and legal commitment 
to affirmative action. 
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4. The Relationship of the State Human Affairs Commission 
to the Grievance Procedure-While it is true that each 
State agency has its individual grievance policy relating 
to its employees, no mention of the State Human Affairs 
Commission is made in any present grievance procedure. 
This is understandable since the grievance procedure pre
ceded the creation of the Commission. However, the exis
tence of a Commission empowered to receive and resolve 
complaints involving discrimination based on race, color, 
creed, sex, age or national origin leaves a questionable 
gap in any agency's policy of protecting its employees 
rights if it does not make those employees aware of that 
Commission's existence and function. 

The State Human Affairs Commission considers itself 
to be one part of the total grievance "package" available 
to employees of the State of South Carolina. It is recom
mended that each agency write the State Human Affairs 
Commission's Compliance function and complaint proce
dure into the agency grievance policy. This will help to 
assure that the total human rights of each State employee 
are adequately protected. 
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SOUTH CAROLINA HUMAN AFFAIRS LAW 
(Act 1457 of 1972, as amended in June, 1973) 

AN ACT TO CREATE THE SOUTH CAROLINA STATE 
HUMAN AFFAIRS COMMISSION. 

Be it enacted by the General Assembly of the State of South 
Carolina: 

SECTION 1. This act shall be known as the "South Caro
lina Human Affairs Law." 

SECTION 2. This act is an expression of the concern of the 
State for the promotion of harmony and the betterment of 
human affairs. The General Assembly hereby declares the 
practice of discrimination against any individual because of 
race, creed, color, sex, age or national origin as a matter of 
state concern and declares that such discrimination is in con
flict with the ideals of South Carolina and the nation, as such 
discrimination interferes with opportunities of the individual 
to receive employment and to develop according to his own 
ability and is degrading to human dignity. The General As
sembly further declares that to alleviate such problems a State 
agency is created which shall seek to eliminate and prevent 
discrimination because of race, creed, color, sex, age, or na
tional origin as is hereinafter provided. 

SECTION 3. The following words and phrases used herein 
shall be construed as follows : 

(a) "Commission" means the South Carolina State Human 
Affairs Commission. 

(b) "Creed" means any belief regarding religion, and any 
religious practice or observance. 

(c) "National Origin" includes ancestry. 

SECTION 4. (a) There is hereby created in the executive 
department the South Carolina State Human Affairs Com
mission, to encourage fair treatment for, and to eliminate and 
prevent discrimination against, any member of a group pro
tected by this act, and to foster mutual understanding and 
respect among all people in this State. 

(b) The Commission shall consist of nineteen members, to 
be appointed by the Governor. Of those initially appointed, 
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the Governor shall designate six who shall serve until June 
30, 1973, six who shall serve until June 30, 1974, and seven 
who shall serve until June 30, 1975. Thereafter, all members 
shall serve for a .term of three years. In the event of a vacancy 
a successor shall be appointed to serve the unexpired term. 

(c) No member of the Commission shall serve more than 
two consecutive terms. A member having served two consecu
tive terms shall be eligible for reappointment one year after 
the expiration of his second term. 

(d) The Governor shall appoint one of the members to 
serve as chairman and may appoint one to serve as vice-chair
man, each to serve a term of one year. In the absence of ap
pointment of a vice-chairman, the members may elect one of 
their number to fill that office. The Commission may elect 
such other officers from .among its members as it may deem 
necessary, except that the Commissioner may be elected to 
serve as secretary. 

(e) The Commission shall meet at such times .and in such 
places as it may determine. 

(f) A quorum for transacting business shall consist of a 
majority of the membership as constituted at the time of a 
meeting. 

(g) Each member shall be entitled to one vote on each issue 
presented, a majority of the votes cast determining the issue. 
Votes may be cast only in person. Voting may be by secret 
ballot or by voice vote. 

(h) A vacancy in the Commission shall not impair the right 
of the remaining members to exercise all the powers of the 
Commission. 

(i) Members of the Commission shall be entitled to such 
per diem, mileage and subsistence as is provided for by law 
for boards, committees and commissions. 

(j) The Commission shall render each year to the Governor 
and to the General Assembly a written report of its activities 
and of its recommendations. 

SECTION 5. (a) The Commission shall recommend to the 
Governor a person who shall be employed as Commissioner 
and shall, with the approval of the Governor, employ such 
person who shall be subject to dismissal by the Commission 
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with the approval of the Governor. The Commissioner shall 
be the chief administrative officer of the Commission, and 
shall perform such duties as are incident to such office or 
are required of him by the Commission. 

(b) The Commissioner shall receive such compensation as 
may be provided by law. 

(e) The Commissioner shall recommend to the Commission, 
and with its approval, employ attorneys, secretaries, clerks, 
investigators and conciliators for the expeditious discharge 
of the Commission's duties. 

SECTION 6. The chairman shall be the presiding officer 
at meetings of the Commission and shall promote the orderly 
transaction of its business. In the chairman's absence, or his 
inability to act, the vice-chairman or if no vice-chairman has 
been appointed or elected, a commissioner designated by the 
chairman shall act in his stead. 

SECTION 7. The Commission shall have the power: 
(a) To establish and maintain its principal office in the 

city of Columbia and such other offices within the State as 
it may deem necessary. 

(b) To adopt bylaws. 
(c) To promulgate, in accordance with the provisions of 

this act, rules and regulations. 
(d) To formulate policies to effectuate the purpose of this 

act and to make recommendations to appropriate parties in 
furtherance of such policies. 

(e) To obtain and utilize upon request the services of all 
governmental departments and agencies. 

(f) To create or recognize such advisory agencies and con
ciliation councils, local, regional, or statewide, as will aid in 
effectuating the purpose of this act and of Section 5 of Article 
I of the Constitution of this State. The Commission may em
power such agencies and councils to study problems of dis
crimination in all or specific fields of human affairs or in 
specific instances of discrimination because of race, creed, 
color, sex, age or national origin, and to foster through com
munity effort, or otherwise, goodwill, cooperation and con
ciliation among the groups and elements of the population 
of the State. Such agencies and councils may also make recom-
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mendations to the Commission for the development of policies 
and procedures in g~meral and in specific instances and for 
programs of formal or informal education which the Commis
sion may in turn recommend to the appropriate State agency. 
Such advisory agencies and conciliation councils shall, as far 
as practicable, be composed of representative citizens. 

(g) To seek the understanding and cooperation of or to 
enter into agreement with any existing or later-created coun
cils, agencies, commissions, task forces, institutions or orga
nizations, public or private, which are, in the judgement of the 
Commission, dedicated to the promotion of human rights and 
affairs. 

(h) To issue publications and results of investigations and 
research as in its judgement will tend to promote goodwill 
and the betterment of human affairs. 

(i) To require from any State agency or department or its 
local subdivisions such reports and information at such times 
as it may deem reasonably necessary to effectuate the pur
poses of this act. 

(j) To prepare and distribute copies of this act, of any 
rules or regulations promulgated pursuant to subsection (c) 
of this section, of poHcies formulated pursuant to subsection 
(d) of this section or of any other materials effectua.ting the 
purposes of this act; to make the act available to the public 
and to require the act to be posted in places conspicuous to 
employees of agencies or departments of the State or of its 
local subdivisions and to applicants for employment therewith. 

(k) To cooperate with the United States Equal Employ
ment Opportunity Commission created by the Civil Rights 
Act of 1964 (78 Stat. 241) in order to achieve the purposes 
of that act and with other Federal, State and local agencies 
and departments. 

(I) To accept reimbursement pursuant to Section 709 (b) 
of the Civil Rights Act of 1964 (78 Stat. 241) for services 
rendered to the United States Equal Employment Opportunity 
Commission. 

(m) To accept g.ifts or bequests, grants or other donations, 
public or private. 

(n) To investigate problems in human affairs in the State 
and in connection therewith, to hold hearings, to request the 
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attendance of persons who shall give testimony, to receive for 
the record of any such hearing written statements, documents, 
exhibits and other items pertinent to the subject matter of 
any such hear·ing, and following any such investigation or 
hearing to issue such report and recommendations as in its 
opinion will assist in effectuating the purposes of this act. 

( o) To receive and resolve complaints in accordance with 
the provisions of Section 9. 

(p) To issue a subpoena or subpoena duces tecum and 
thereby compel attendance of witnesses or production for 
examination of books, papers, and records, whenever it is 
deemed necessary to compel the attendance of witnesses or 
the production for examination of any books, payrolls, per
sonnel records, correspondence, documents, papers, or any 
other evidence relating to any matter under investigation or 
in question before the Commission. The power may be exer
cised only by the joint action of the chairman of the Com
mission and the Commissioner. 

( q) To require any party or witness to answer interroga
tories at any time after a complaint is filed. The procedure 
for interrogatories shall conform to the South Carolina Rules 
of Civil Procedures as far as is practicable. 

(r) To take depositions or witnesses, including and party 
pursuant to a complaint or investigation made by the Com
mission. 

(s) Pursuant to subsections (e), (p), (q), and (r), if a 
person fails to permit access, fails to comply with a subpoena, 
refuses to have his or her deposition taken, refused to answer 
interrogatories, or otherwise refuses to make discovery, the 
Commission may request an order of the court of appropriate 
jurisdiction requiring discovery and other related good faith 
compliance. 

Notwithstanding any other provision of this section, if in 
the opinion of a department or agency head the information 
required by way of a subpoena or subpoena duces tecum would 
be seriously injurious to an individual, a department or agency 
if made public, the head of the department or agency may 
appear before a court of competent jurisdiction and request 
that the subpoena or subpoena duces tecum be quashed, and 
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upon a proper showing of facts as alleged to the presiding 
judge, the subpoena may be quashed by order of the Court. 

SECTION 8. (a) It shall be an unfair practice for any 
agency or department of the State or of its local subdivisions 
or for any official, employee or agency thereof: 

(1) To fail or refuse to hire, bar, discharge from employ
ment or otherwise to discriminate against any individual with 
respect to this compensation, terms, conditions or privileges 
of employment because of such individual's race, creed, color, 
sex, ag·e or national origin; or 

(2) To publish or cause to be published any notice or ad
vertisement relating to employment by such agency or depart
ment indicating any limitation, specification or discrimina
tion based on race, cr-eed, color, sex, rage or national origin, 
except that such a notice or advertisement may indicate a 
limitation specification or discrimination based on sex or 
national origin when sex or national origin is a bona fide 
occupational qualification for employment, or 

(3) To use any form of application for employment or to 
make any inquiry of an applicant for employment which ex
presses, directly or indirectly, any limitation, specification or 
discrimination based on race, creed, color, sex, age or national 
origin or in any intent to make any such limitation, specifi
cation or discrimination, except that such form of application 
for employment or inquiry made of an applicant for employ
ment may indicate a limitation, specification or discrimina
tion based on sex or national origin when sex or national 
origin is a bona fide occupation qualification necessary to the 
normal operation of that particular agency or department 
concerned; provided, however, that it shall not be an unfair 
discriminatory practice for any party subject to the pro
visions of this subsection to compile or assemble such infor
mation as may be required pursuant to subsection (i) of 
Section 7 or pursuant to any other law not inconsistent with 
this act. 

(b) It shall be an unfair discriminatory practice for any 
person 

( 1) To aid, abet, incite, compel or coerce the doing of any 
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act declared to be an unfair discriminatory practice by Section 
8 (a) or to attempt to do so; or 

(2) To retaliate, discharge, expel or otherwise discriminate 
against any other person because in good faith he has opposed 
or does oppose ·any act declared to be an unfair discriminatory 
practice by Section 8 (a) or because he has filed a complaint, 
testified or assisted in any investigation, proceeding or hear
ing under Section 8 (a). 

(c) Notwithstanding any other provision of this act, it shall 
not be an unfair discriminatory practice for any party sub
ject ·to the provisions of subsection (a) of this section 

(1) To fail or refuse to hire or employ any individual be
cause of such individual's sex or national origin in those 
certain instances where sex or national origin is a bona fide 
occupational qualification necessary to the normal operation 
of the particular agency or department concerned, or 

(2) To apply different standards of compensation, different 
terms, conditions, or privileges of employment pursuant to a 
bona fide seniority or merit sy·stem or a system which mea
sures earnings by quantity or quality of production or to 
employees who work in different locations provided that such 
differences are not the result of an intention to discriminate 
because of race, creed, color, sex, age or national origin, or 

(3) To give and act upon the results of any test: provided, 
that such test, its administration or action upon the results 
is not designed or intended to discriminate because of race, 
creed, color, sex, age or national origin and that such test 
measures abilities or other factors necessary to successful 
performance of the job for which an individual has applied 
and is being tested or of the job next higher in the ordinary 
line of promotion or of the job to which an employee is being 
considered for promotion. 

(d) It shall be an unfair discriminatory practice for any 
party to a conciliation agreement made pursuant to Section 
9 (d) (3) to violate the terms of such agreement. 

SECTION 9. (a) Any person may complain, either verbally 
or in writing, to the Commission. The Commissioner, his em
ployees or agents, shall assist complainants in reducing verbal 
complaints to writing and shall assist all complainants in set-
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ting forth such information as may be required by the Com
mission. 

(b) Any complainant who is a member of the Commission 
shall be disqualified from participation except as the com
plainant in the processing and resolution of the complaint. 

(c) At any time before a hearing a complaint may be 
amended by the supervisory Commission member upon the 
request of the investigator or of the complainant or of the 
party complained of. Complaints may be amended during a 
hearing only upon a majority vote of the panel of Commission 
members for such hearing. 

(d) For complaints asserting expressly or i.n substance a 
violation of Section 8 of this act, the procedure shall be as 
follows: 

( 1) The Commissioner shall assign one or more of his 
employees or agents to investigate the complaint, in which 
case one shall be designated the investigator in charge of the 
complaint. 

(2) The Chairman of the Commission or, upon the request 
of the Chairman, thte Commissioner shall designate a mem
ber of the Commission to supervise the processing of the 
complaint. 

(3) The complaint may be resolved at any time before a 
hearing by conference, conciliation and persuasion with the 
oomplainant and the party complained of, such resolution to 
be embodied in a conciliation agreement, wh:ch shall include 
an agreement by the party complained of to refrain from com
mitting unfair discriminatory practices in the future, and 
which may contain •such further provisions as are agreed upon 
by the compl·ainant and the party complained of. No concilia
tion agreement shall be deemed an effective resolution by the 
Oommission unless the supervisory Commission member shall 
have reviewed and approved the terms thereof. 

( 4) If not sooner resolved, the investigator shall upon com
pletion of his investigation submit to the supervisory Commis
sion member a statement of the facts disclosed by his investi
gation and recommend either that the complaint be dismissed 
or that a panel of Commission members be designated to hear 
the complaint. The supervisory Commission member, after a 
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review of the case file and the statement and recommendation 
of the investigator, shall issue an order either of dismissal or 
for a hearing, which order shall not be subject to judicial or 
other further review. 

(5) If the Order be of dismissal, the supervisory Commis
sion member shall mail a copy of the order to the complainant 
and to the party complained of at their last known addresses. 

(6) If the order be for a hearing, the supervisory Com
mission member shall annex thereto a written notice, together 
with a copy of the complaint requiring the party complained 
of to answer the complaint at a hearing at a time and place 
specified in the notice, and shall serve upon the party com
plained of a copy of the order, complaint and notice. The 
notice shall also state with reasonable particularity the nature 
of any documents, records or other written matter in the cus
tody of the party complained of which the supervisory Com
mission member requests be brought to the hearing. 

(7) The supervisory Commission member shall issue appro
priate notices to any witnesses or other custodians of docu
ments desired to be present at the hearing. 

(8) Upon notice to any witness or custodian of documents 
and pursuant to Section 7, Subsection (e), the Commission 
may apply to any court of competent jurisdiction for appro
priate process to compel the attendance at a hearing of such 
witness or the production by such custodian of documents in 
his custody. 

(9) Upon request by the supervisory Commission member, 
the Chairman of the Commission shall designate a panel of 
three members of the Commission to sit as the Commission 
and hear the complaint; provided, that no member of the 
Commission shall be a member of a panel to hear a complaint 
for which he has been a supervisory Commission member. 

(10) At any hearing held pursuant to this subsection, the 
case in support of the complaint shall be presented before the 
panel by one of the Commission's employees or agents; pro
vided, that endeavors at conciliation by the investigator shall 
not be received into evidence not otherwise made known to 
the members of the panel. 

(11) The party complained of shall submit a written answer 
to the complaint and appear at such hearing in person or 
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otherwise, and may submit evidence. The party complained of 
shall have the power reasonably and fairly to amend his 
answer. 

(12) The complainant shall be permitted to be present and 
submit evidence. 

( 13) All testimony shall be under oath. The Commission 
shall not be bound by the rules of evidence prevailing in the 
courts of law or equity. A recording of the proceedings shall 
be made, which may be subsequently transcribed upon request 
and payment of a reasonable fee by the complainant or the 
party complained of. The fee shall be set by the Commission, 
or upon the motion of the panel, in which case copies of such 
transcription shall be available to the complainant or the party 
complained of. The fee shall be set by the Commission, or upon 
the motion of the panel, in which case copies of such tran
scription shall be available to the complainant or the party 
complained of upon request and payment of a reasonable fee 
to be set by the Commission. 

(14) If upon all the evidence at the hearing the panel shall 
find that the party complained of has engaged in any unfair 
discriminatory practice, it shall state its findings of fact and 
serve upon the party complained of in the name of the Com
mission an opinion and order requiring that such unfair dis
criminatory practice be discontinued and requiring such other 
action including, but not limited to, hiring, reinstatement or 
upgrading of employees, with or without back pay to the 
persons aggrieved by such practice as, in the judgement of 
the panel, will effectuate the purposes of this act. The Com
mission may retain jurisdiction of any such case until it is 
satisfied of compliance by the party complained of with its 
order. 

(15) If upon all the evidence at the hearing the panel shall 
find that the par.ty complained of has not engaged in any such 
unfair discriminatory practice, the panel shall state its find
ings of fact and serve upon the complainant and the party 
complained of an opinion and order dismissing the complaint 
as to the party complained of. 

(16) A copy of the opini·on and order of the Commission 
shall be delivered in all cases to the Attorney General and 
to such other public officers as the Commission deems proper. 
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Copies of the opinion and order shall be available to the public 
for inspection upon request, and copies shall be made avail
able to any person upon payment of a reasonable fee set by 
the Commission. 

(e) For complaints of the existence or occurrence of any 
practice asserted to be discriminatory on the basis of race, 
creed, color, age, sex or national origin, whether in public or 
private employment, other than those discriminatory prac
tices declared unfair by Section 8, or of any other practice 
asserted to be discriminatory on the basis of race, creed, color, 
age, sex or national origin, or of any other dispute regarding 
human affairs, the procedure of the Commission shall be as 
follows: 

The Commissioner shall assign one or more of the Commis
sion's employees or agents, who may resolve the complaint 
by conference, conciliation and persuasion with the complain
ant and the party complained of, such resolution to be em
bodied in a conciliation agreement, which shall include such 
provisions as are agreed upon by the complainant and the 
party complained of. In the event the employee or agent so 
assigned is unable after reasonable efforts to resolve the oom
plaint, he shall withdraw from the matter and not participate 
further therein; the Commission file of rthe complaint shall 
be closed, but should the complainant and the party com
plained of thereafter resolve the complaint and submit a rec
ord of such resoluti,on to the Commission, such record shall 
be enter~ed into the Commission file of the complaint. 

(f) If in the course of processing any complaint under the 
procedure set f'Orth in (e) above sufficient facts shall appear, 
warranting the processing of the complaint under the proce
dure provided by Section 9 (d) of this act, upon notice to the 
complainant and to the party complained of, such other pro
cedure shall thereafter be followed for the processing of the 
complaint. 

(g) The Commission shall establish such rules as may be 
necessary to govern, expedi.te and effectuate the procedures 
prescribed in this section and its own actLons pursuant thereto. 

SECTION 10. (a) The provisions of this act shall not apply 
to any practice alleged to have occurred or existed prior to 
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the effective date of this act, unless the practice be of a con
tinuing na:ture. 

(b) The provisions of this act shall not apply to any matter 
before the Governor's Advisory Commission on Human Re
lations. 

(c) The procedures and remedies provided under this act 
shall not be deemed exclusive, but may be pursued solely or 
in addition to any other procedure or remedy available at 
law or in equity; provided, however, that no state employee 
may file a complaint both wi/th the State Employee Grievance 
Committee and with the Commission created by this act. 

SECTION 11. This act shall take effect upon approval by 
the Governor. 

In the Senate House the 21st day of June 

In the Year of Our Lord One Thousand Nine Hundred and 
Seventy Two. 

Edgar A. Brown, 
President Pro Tempore of the Senate 
Rex L. Carter, 
Speaker Pro Tempore of the House of 

Representatives. 

Approved the 23rd day of June, 1972. 
John C. West, Governor 

Amendment In the Senate House the 21st day of June 
In the Year of Our Lord One Thousand Nine Hundred and 
Seventy Three. 

L. Marion Gressette, 
President Pro Tempore of the Senate 
Rex L. Carter, 
Speaker Pro Tempore of the House of 

Representatives 

Approved the 22nd day of June, 1973. 
John C. West, Governor 
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COMMENTARY ON THE SOUTH CAROLINA 
HUMAN AFFAIRS LAW 

A Bill creating the South Carolina Commission on Human 
Affairs passed the State House and Senate and was signed 
into law by Governor John C. West on June 23, 1972. This 
legislation, known as the "South Carolina Human Affairs 
Law" is an expression of the concern of the State for the 
promotion of harmony and the betterment of human affairs. 
In the law, the practice of discrimination against any indi
vidual because of race, creed, color, sex, age, or national origin 
is declared a matter of State concern. The Law further de
clares such discrimination is in conflict with the ideals of 
South Carolina. To alleviate problems of discrimination the 
General Assembly formed a State agency to operate under 
the Human Affairs Law, "which shall seek to eliminate and 
prevent discrimination", and to foster mutual understanding 
and respect among all people in this State. 

The Law creates a nineteen-member Commission appointed 
by the Governor for staggered three year terms. One of these 
members is selected as Chairman of the Commission. The 
Commission recommends for the Governor's approval and 
appointment a Gommissioner----<>r chief administrative officer 
of the Commission. The Commissioner, in turn, hires and di
rects the staff of the agency in order to expeditiously dis
charge the Commission's duties under the Law. 

Among the Commission's powers as defined in Section 7 of 
the Human Affairs Law are: 

-The authority to maintain offices in the State, as it may 
deem necessary. 

-To adopt bylaws. 
-To promulgate rules and regulations. 
-To formulate policies to effectuate the purposes of the 

Law and to make recommendations to appropriate par
ties in furtherance of such policies. 

-To obtain and utilize upon request the services of all 
governmental departments and agencies. 

-To create or reoognize advisory agencies and conciliation 
councils-local and regional, or statewide, as will and in 
effectuating the Human Affairs Law. 
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-To issue publications and results of investigations and 
research. 

-To requir·e from any State agency, or department or its 
local subdivisions reports and information. 

-To cooperate with the U. S. Equal Employment Oppor
tunity Commission. 

-To investigate problems in human affairs in the State 
and in connection herewith, to hold hearings, to request 
the attendance of persons to give testimony, to receive for 
the record of any such hearing statements, documents, 
exhibits, and following each hearing, to issue a report 
and recommendations as will effectuate the purposes of 
the Human Affaks Law. 

-To receive and resolve complaints of discrimination as 
provided by the Act. 

-To issue a subpoena to compel attendance of witnesses or 
production of documents whenever it is deemed necessary 
and relevant to any matter under investigation or in 
question before :the Commission. 

-To require parties or witnesses to an investigation to 
answer interrogatories and to take depositions of wit
nesses. 

Section 8 of the South Carolina Human Affairs Law defines 
unfair discriminatory practices-and sets standards for em
ployment practices closely in line with the Federal Civil Rights 
Act of 1964, as amended in 1972. 

According to Sec·tion 9, any person who feels he has been 
discriminated against because of race, creed, color, religion, 
sex, age, or national origin can file a complaint with the 
Human Affairs Commission. An investigation of the charge 
will be initiated by the Commission. 

During any period of investigation, the Commission has 
the authority to conduc·t hearings and issue orders, or con
ciliate the complaint to the satisfaction of both parties. If no 
discrimination is found, the Commission will dismiss the 
charge. In the event that discrimination is found and the 
parties are unwilling to conciliate, a Commission hearing 
panel, consisting of three members of the Commission selected 
by the Chairman, can order the respondent to take remedial 
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action, to include hiring, reinstatement, back pay, etc. The 
Commission has the authority to subpoena witnesses and 
documents from agencies and citizens involved in complaints, 
and if they are not forthcoming it can ask a court of com
petent jurisdiction to enforce the subpoena. 

In the area of private industry or other cases of discrim
ination which do not involve state and local government agen
cies, the Commission has the authority to investigate, and 
pursue conciliation. In the event conciliation fails, the Com
mission may step out of the picture, and the complainant re
tains the right to either continue or initiate contact with the 
Equal Employment Opportunity Commission or other appro
priate federal agency. Or, pursuant to a 1973 amendment to 
the Law, the Commission may utilize its formal hearing pro
cedure to resolve the complaint. 

Witnesses called by the Commission ·are protected by the 
South Carolina Human Affairs Law. It is an unfair discrim
inatory practice to retaliate against any employee who ini
tiates a charge against ·an agency or gives testimony. 

ROLE AND AUTHORITY OF THE MEMBERS 

The following is an overview of the role and authority of 
the members of thte State Human Affairs Commission. 

The Commission is an arm of the Executive Department 
of the State of South Carolina. 

Purpose of Commission 

It is created by the Legislature of the State to: encourage 
fair treatment for, and to eliminate and prevent discrimina
tion against citizens of the State, and to foster mutual under
standing and respect among all people in this State. Sec. 4 (a) 

Appointment Term 

The Commission shall consist of nineteen members, to be 
appointed by the Governor. All members shall se.rve for a 
term of three (3) years. (With the exception of those com
missioners initially appointed: six of whom shall serve until 
June 30, 1974, and seven until June 30, 1975.) 
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Vacancy 
In the event of a vacancy a successor shall be appointed to 

serve the unexpired term. Sec. 4 (b) 

Reappointment 
No member of the Commission shall serve more than two 

consecutive terms. Though, a member of the Commission 
having served two consecutive terms shall be eligible for reap
pointment one year after the expiration of his second term. 
Sec. 4 (c) 

Chairman, Vice-Chairman, and Other Members 
The Governor shall appoint one of the members of the Com

mission to serve as chairman for a term of one year. He may 
also appoint a vice-chairman for a one year term. The mem
bers of the Commission may elect such other officers from 
among their members as they may deem necessary-including 
a vice-chairman, in the absence of his appointment by the 
Governor. Sec. 4 (d) 

Commissioner 
The Commission recommends to the Governor a person who 

shall be employed as Commissi·oner-the chief administrative 
officer of the Commission. Sec. 5 (a) 

R egulations 
The Commission has, among its powers, the authority to : 
-promulgate, in accordance with the provisions of the law, 

rules and regulations. Sec. 7 (c). These regulations have been 
promulgated, at present, with respect to the submi·ssion of 
Equal Employment Opportunity Repor·ts to the Commission. 

The first requires the submission of the reports in accord
ance with a Commission format and subject to Commission 
approval. 

The second requires the appointment of an Equal Employ
ment Officer responsible for thte creation, administration, 
and reporting of the E.E.O. report to the Human Affairs 
Commission. His name to be submitted to the Commission. 

The third requires all State agencies to maintain a complete 
record of all applications for employment for a period of two 
years. 
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Information/ Reports 
The Commission's power to require from any State agency 

or department or its local subdivision such reports and infor
mation at such times as it may deem necessary to effectuate 
the purpose of the Law, Sec. 7 (i), further bolsters the EEO 
Report requiring capabilities of the Commission. 

Subpoena 
A subpoena may be issued any time, by joint action of the 

Chairman of the Commission and the Commissioner, to com
pel attendance of witnesses or production for examination of 
books, papers, records, payrolls, personnel records, corre
spondence, or any other evidence relating to any matter in 
question before the Commission. Sec. 7 (p). This subpoena as 
well as Commission depositions and interrogatories may be 
enforced by Court order if necessary. Sec. 7 (s). 

Recommendations 
The Commission may formulate policies to effectuate pur

poses of the Law and may make recommendations to appro
priate parties in furtherance of such policies. Sec. 7 (d). 

The Commission has done this with respect to the use of 
the National Teachers' Examination in South Carolina, and 
its Merit System, and is presently engaged in formulating 
recommendations with respect to the practice of sterilization 
of certain welfare recipients, and State maternity policy. 

Advisory Councils 
The Commission may create or recognize such advisory 

agencies and conciliation councils (local, regional, or state
wide) as will aid in effectuating the purposes of the Law. 

Publications 
It may issue publications and results of investigations and 

research as will, in its judgement, promote the betterment of 
human affairs. Sec. 7 (h). 

Note the Commission's most recent publication: "Think 
Affirmative"-a comprehensive guide for affirmative action. 

E.E.O.C. 
The Commission may cooperate with the U. S. E.E.O.C. 

Sec. 7 (k). 
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The Commission may investigate problems in human af
fairs in the State, and in connection therewith hold hearings, 
and following such investigation or hearing issue reports, 
recommendations, and orders so as to ful"'ther the purposes 
of the Law, also it has authority to receive and resolve spe
cific complaints of discrimination. Sec. 7(n) & (o), Sec. (9). 

Functions of Commission Member 

A member of the Commission may find him/ herself per
sonally performing many functions; a Commission member 
may: 

Complaint lnput-1) Take a complaint of discrimination 
and relay it to the Commission staff for investigation. 

Supervisory Commission M embeT-2) Be appointed a su
pervisory commission member in charge of the investigation 
of a complaint. The Commission member would then super
vise the processing of the complaint-direct the Commission's 
staff in the investigation of the complaint and attempt reso
lution by conciliation. (The supervisory Commission member 
is the only person who can deem a conciliation agreement an 
effective resolution by the Commission of a complaint). 

The supervisory Commission member shall, upon completion 
of the investigation, if there is no conciliation, order either 
that the complaint be dismissed or that a panel of Commission 
members be designated to hear the complaint. (This order 
is not subject to judicial or further review.) If an order for 
a hearing is issued, the Commission member must notify the 
parties to the action of the order, the charges, and the hearing 
date. The supervisory commission member may not sit on the 
panel to hear the case. 

Hearing Panel M ember-3) Be a member of hearing panel 
-appointed by the chairman of the Commission, or his desig
nee. The hearing panels are to be composed of three (3) Com
mission members. One member of the panel is designated by 
the chairman of the panel-who will rule on motions, objec
tions, etc. The panel may subpoena witnesses and documents 
(and get a court order to enforce the subpoena if necessary). 
The hearing panel hears the sworn evidence from both sides
though it may not review endeavors at conciliation. Upon 
hearing the evidence, ,the panel may find the party complained 
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of has or has not engaged in any unfair discriminatory prac
tices. The panel states its findings of fact and law and serves 
them on the parties in an opinion together with an order. 
If no discrimination is found, the order is one dismissing the 
complaint. If discrimination is found, the order shall require 
the discriminatory practice be discontinued and requiring such 
other action including (but not limited to), hiring, reinstate
ment, upgrading of employees, with or without backpay, to 
the persons aggrieved by such practice as, in the judgement 
of the panel will effectuate the purposes of the Human Affairs 
Law. Sec. 9. 

Subcommittee Member-4) Be a member of a Commission 
subcommittee. In the past Human Affairs Commission Sub
committees have included: 

a) Complaint Committee-a group appointed by the Chair
man of the Commission to determine whether or not 
probable cause exists, and/or jurisdiction lies in the 
Commission to proceed with a particular complaint. 

b) Review Committee-a group appointed by the Chairman 
of the Commission to review any particular topic of 
concern to determine whether a formal stance is to be 
assumed by the Commission on the matter. 

DIVISION OF COMMUNITY SERVICES 

The Emergence of the Division of Community Services 
The Division of Community Services came into existence 

with a skeleton staff in January 1973. It functioned from 
January until June 1973 with a director, one field representa
tive, and a part-time secretary. 

The role and function of the new division, as part of a new 
agency, had been defined only in general terms by the Com
missioner, George D. Hamilton. Commissioner Hamilton had 
decided on a broad strategy for the agency to fulfill the man
date of the South Carolina Human Affairs Law to, " ... elim
inate and prevent discrimination because of race, creed, color, 
sex, age, or national origin . . ." The strategy was a two
pronged thrust into the heart of the problem-one division 
to deal with complaints of discrimination, and another divi
sion to provide the kind of impetus and assistance needed to 
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help agencies make full use of all avaHable human resources 
regardless of race, creed, color, sex, age or national origin. 

Initial Contact with Agencies 

The latter responsibility was assigned to the Division of 
Community Services. The precise form such impetus and 
assistance would take was set forth by the Commissioner in 
a letter to the heads of all State agencies on January 29, 1973. 
Referring to the Civil Rights Act of 1964 and the 1972 amend
ment to Title VII, together with the South Carolina Human 
Affairs Law, the Commissioner stated: 

"In order for us to effectuate the purpose and intent 
of the General Assembly and to assure compliance, 
we will be requesting from your agency the sub
mission of an affirmative action plan for our ap
proval." 

Agency heads were further requested to designate a member 
of their immedi!vte staff to serve as Equal Employment Op
portunity Officer, with responsibility for the development 
and implementation of the agency's affirmative action plan, 
and liaison with the State Human Affairs Commission. 

Development of the Program 

It was, then, within the context of that background that 
the Division of Community Services began to develop a pro
gram in which it would attempt to guide and direct eighty
three agencies of the State government and, ultimately, its 
local subdivisions. In a real sense, the process for the Division 
staff began in a kind of darkness, for neither the route nor 
the methods was known, and the pitfalls could not be foreseen. 
All that was really known at that time was that the problem 
of discrimination was a real and present one with deep his
torical roots. 

The problem had been adequately described and documented 
in March, 1972, with the release of a study conducted by the 
Bureau of Urban and Regional Affairs of the University of 
South Carolina. Entitled, "Black Employment in South Caro
lina State Government? A Study of State Employment Prac
tices," the study focused on the utilization of black manpower 
in the State government and concluded that the data consti-
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tuted prima facie evidence of discrimination. (See Attachment 
A, "State Employment by Race, Sex, and Job Grade.") 

Development of Resources 
Faced with that kind of problem, the Division began to plan 

and develop the strategy, the programs, the concepts, the 
tools, and the models by which the patterns and practices of 
discrimination could be effectively removed and replaced by 
a real and workable system of equal employment opportunity. 
The process would be called "affirmative action," a little 
known and widely misunderstood term applied to the process 
already being used in the federal sector and private industry. 
The definition of affirmative action which emerged within 
the Division was a functional one: affirmative action is those 
steps taken to provide full utilization of human resouces with
out regard to race, creed, color, sex, age or national origin. 

Need for Training 
Proceeding from a functional definition into the real world, 

the staff discovered, was easier in theory than in practice. 
While the precepts and procedures of affirmative action had 
been spelled out and exercised in numerous federal guidelines 
and agencies, no procedents existed for such action at the level 
of state government because no state had ever made such an 
attempt. Thus, the territory was uncharted and untraveled. 

Some procedures became increasingly obvious to the staff 
as they explored the conceptual framework and the technical 
implications of affirmative action. It was obvious that a major 
education and training process would be required in order that 
the many and varied personnel functions with State govern
ment, and the people managing those functions, would begin 
to operate within the framew.ork of affirmative action guide
lines. Even before such education and training could begin, 
there would have to be some orientation of the people involved 
as to the rationale behind affirmative action. 

Program Is Presented 
The first move the Division made, therefore, was to call a 

meeting of all EEO officers from the State agencies. The meet
ing took place on March 5, 1973, at the South Carolina Edu
cational Television Network building. At the meeting, the 
EEO officers were first given an overview of Title VII of the 
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Civil Rights Act of 1964, the role and function of the Equal 
Employment Opportunity Commission, recent court decisions, 
and the South Carolina Human Affairs Law. The purpose 
of this overview was to provide the EEO officers with an 
accurate perspective on the nature of the law as it relates to 
equal employment opportunity and the emerging trends in 
enforcement of that law. 

Next on the agenda for the meeting was a review of em
ployment patterns in State government based on the study 
cited above. The purpose was to show the position of the State 
government's employment patterns and practices in contrast 
to the laws related to such patterns and practices. The picture 
presented was one of the State highly susceptible and vul
nerable to discrimina:tion complaints and litigation, and the 
possibility of federal intervention into affairs which should 
and could be effectively managed within the State. 

The meeting continued with various expressions of the 
State's commitment to equal employment opportunity. Presen
tations were made by the Honorable Lieutenant Governor 
Earle E. Morris, the Deputy Attorney General Joseph C. Cole
man, and the State Human Affairs Commission Chairman 
Mr. Harry M. Lightsey. 

The meeting then turned to the plans and goals of the Com
mission and the responsibilties of the Equal Employment 
Opportunity officers. It was reaffirmed that all State agen
cies having ten or more employees would be required to sub
mit affirmative action plans to the Commission. In order to 
enable the EEO officers to develop and implement affirmative 
action plans, the Commission would provide training and 
technical assistance. 

Thus, at the adjournment of that meeting, the rationale and 
responsibilities relative to the Commission's strategy had been 
presented to EEO officers representing all agencies of State 
government. The next task immediately confronting the staff 
of the Division was that of gearing up to provide the prom
ised training and technical assistance. 

Training and the Development of Models 
It was concluded that ,a series of workshops would need t(} 

be held to provide an in-depth perspective into both the con
ceptual and the technical aspects of affirmative action plan-
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ning and programs. Such workshops would necessitate the 
development of tools and instruments for training, standardi
zation of criteria, monitoring and evaluation. 

The Division staff established as a first priority the devel
opment of a model affirmative action planning format to be 
used not only as a training instrument and model, but also as 
a point of departure in the actual development of affirmative 
action plans by State agencies. That model, in a revised form, 
appears as Attachment C, "Affirmative Action Plan." To 
show how an agency might make use of that format, and the 
kinds of actions needed to achieve affirmative action goals, 
an actual, but unidentified, affirmative action report sub
mitted to the Commission is included as Attachment D. 

Important also, it was recognized, was the development of 
an instrument by which evaluation of affirmative action plans 
could be objective and consistent. An affirmative action report 
checklist was developed and appears as Attachment E, "Af
firmative Action Report Checklist." The checklist is equally 
useful for internal and external plan evaluation. 

Workshops for EEO Officers 

Once the necessary tools had been developed, the workshop 
plans could be finalized. Three separate workshops were 
planned for April and May. It was decided that three work
shops would be needed in order to keep the groups small 
enough to allow a free flow of input and dialogue. 

The curriculum for the workshops was designed to deal 
with the underlying attitudinal problems which were antici
pated as well as the technical aspects of affirmative action. 
Thus, workshop sessions were planned on the exploration of 
value systems, the gathering and interpretation of relevant 
personnel data, the planning and implementation of correc
tive and innovative actions, the quantification of goals and 
schedules, exercises in conflict resolution, the use of forcefield 
analysis as a tool for creating change, job restructuring and 
upward mobility, and communications within a management 
system. 

The first two workshops were held at Table Rock State 
Park and the third at the Sheraton Motel in Columbia. A total 
of sixty-four persons attended the three workshops. 
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Technical Assistance on the Development and 
Implementation of Plans 

After the workshops were completed, the immediate con
cern was the provision of ongoing technical assistance to the 
agencies as they worked on the development of their plans. 
Each agency was assigned a deadline for submission of the 
first draft of the plan to the Commission. The Division staff 
determined that the most feasible way of providing technical 
assistance to the eighty-three agencies with ten or more em
ployees would be to answer any requests for assistance from 
the agencies. Once the plans were submitted and evaluated, 
a representative from the Division staff would make a per
sonal visit to the agency and discuss the plan and the evalua
tion of the plan with the EEO officer, suggesting ways the 
plan could be strengthened, and providing whatever resources 
would be helpful in improving the plan. Additional assistance 
would be provided where needed in order that each agency 
would be in a position to develop and implement the best 
possible affirmative action program. 

The development of resource materials and capabilities, and 
the provision of technical assistance to the eighty-three agen
cies continued throughout the remainder of the fiscal year 
1972-1973. 

Perspective on the Future 
Future tasks before the Division included the ongoing de

velopment and planning for the development of resource 
materials related to affirmative action programs. A handbook 
on affirmative action is being prepared, as are recordkeeping 
formats, guidelines on personnel matters, and summaries of 
the developing case law related to affirmative action. A bi
monthly newsletter is planned to keep EEO officers informed 
oLrelevant trends and provide a continuous updating of their 
resourc~ materials. The Division intends to compile an accu
rate data bank on manpower. av,ailability in ~II job categories 
so that realistic affirmative action hiring goals can be estab
lished. 

It will also be necessary to provide workshops in the future 
on the establishment of career ladders, upward mobility pro
grams, job restructuring and other personnel matters related 
to affirmative action. 



--- \11-i I TE MALE 

----WHITE FEMALE 

--'--- BLACK MA~E 

• • • • • • • • BLACK FEMALE 

PEFUNT 
Elf'l.OYMENT: 

l'oo 

eo 

70 -.:: .• ' 
l :.: . ~ , : : I 

60 .~~~ l ; , : ~~-· 
J!il:!.l; ··:: 

~ ft. 1-fL 

40 

-i-++ 

t-f. ~ 

filliillfi~WM 20 , 

18 . · ·-··· + 

~ 

~ ; -.. ·~I ~~-!~ ~ -:;.:__! I II I 1- 1 ITTTT T) ~ r r t 1 

' ' ' 5 6 r · 8 9 I 0 II .1. 2 3 4 

'I 

STATE EMPLOYMENT, BY· RACE, SEX 
N40 JOB GRADE 

!~formation Taken ~rom, "Black Employment 
In South CarolIna ~tate Goverrvnent? A 
Study of ·state Employment Practices," 
Bureau of Urban and Regional · Affairs, 
University of. South Carolina, March 1_972 

j-, 

b±i±l± 
i±tl±f[fjl ml 

±l 

-t 

i-t 

1+++-H-+H+ 

B
. 

. 
-,-+i 

....- ..J -I"T 

~m.r..u~~~ 

CLASSIFIED JOB GRADES 

- · Ff 

'1.1· I 1$t 3o 

H-" 

'29 

Cl:l 
00 



STATE 
AGENCIES 

83 

80 

70 

60 

50 

40 

30 

20 

10 

0 

AFFIRMATIVE ACTION PLANS 

First Draft Received at State Human Affairs Commission 

MAY 

~(71) 

-{60) 

JUNE JULY 
~ 

I 
ID 

Cl:l 
~ 



40 

ATTACHMENT C 

AFFIRMATIVE ACTION PLAN 

For (Agency) 

Submitted By: 

Name: 
(To be signed by Head of Agency) 

Title 

NOTE: This affirmative action plan format is no more and 
no less than a model. It should be1 used as a recommended 
planning format, but only insofar as it represents a point of 
departure for in-depth affirmative action planning. 

C. All division heads in this agency with personnel responsibilities will 
be fully advised of their duties and responsibilities with respect to 
this plan. 

Please Be Specific 
Action Item i Responsible Official Target Date 

/ ____________________________________________________________ .,.... __ 

---------------------------------------------------------7{. ____ _ 
______________________________________________________ ../.. _______ _ 

D. All employee commurtication media will be utilized to keep the em
ployees and the public informed of this practice. Bulletin boards, 
employee handbooks, discussions or films to orient new employees, 
in-house publications, and word of mouth will all emphasize this agen
cy's commitment to a program of Equal Employment Opportunity. 

Please Be Specific 
Action I tern Responsible Official Target Date 

E. This agency will implement a system of communication and feedback 
controls within all management and departmental levels to assure 
understanding of, and compliance with, this plan throughout the entire 
agency. · 

Action Item 
. Please Be •Specific 

Responsible Official Target Date 
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III. Analysis of Present Workforce and Practices 

A. Recruitment 

B. 

1. The following employees and outside agencies normally do most 
of the recruiting for this agency: 

---------------------------------------------:-------------:----------------------------------------------------------------------

2. The following are the procedures by which we have filled openings 
in the major job categories: (See Description of Job Categories, 
attached.) 

0 fficials / Administrators. ---------------------------------------.. ·--------------------------------------

Professionals. .. .................. , ..... , ....................................................................... .. 

Technicians . ...................................................................................................... . 

Protective Service . ........................................................................................... .. 

_________________________________________________________________________ :_ _____________________________________________________ _ 

Paraprofessionals. .. ........................................................................................ .. 

Office/Clerical. .. .............................................................................................. .. 

Skilled Craft ..................................................................................................... .. 

Service/Maintenance. .. .................................................................................. .. 
------------------------------------------------------------------------------------------------'~_1-·~.:. __________________________ _ 

--------------------------------------------------------------------------------------------------------------------------------

History: applicants, new hires, and attrition. 
1. During ,the past fiscal year we have had 

applicants and they include: · 
----~----------------------------------- White Males 
--------------------,--,---------------- Black Males 
---------------------------------------- Other Males 
----------------------------------------' White Females 
---------------------------------------- Black Females 
---------------------------------------- Other Females 
---------------------------------------- Unknown. 
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2. During the past fiscal year we have hired ----------------------------------------
employees and they include : 

---------------------------------------- White Males 
--------------------------------------- Black Males 
---------------------------------------- Other Males 
------------------------------------ White Females 
--------------------------------------- Black Females 
---------------------------------------- 0 th er Females 
--------------------------------------- Unknown. 

3. During the past fiscal year we have lost ---------------------------------
employees and they include: 

---------------------------------------- White Males 
-------------------------------------- Black Males 
---------------------------------------- Other Males 
---------------------------------------- White Females 
--------------------------------------- Black Females 
---------------------------------------- Other Females 
---------------------------------------- Unknown. 

C. Present Work Force 

1. Attached as Exhibit A is our Employment Data Analysis, showing 
all employees, by race, sex, job category, and salary range. 

2. Attached as Exhibit B is a list of all job titles included in each job 
category shown on the Employment Data Analysis form, and em
ployed by this agency. 

3. Attached as Exhibit C is our current organization chart. 

4. The following table gives the relative position of employee groups, 
by race and sex, in the salary structure of the agency: 

Mean Salary Mode Salary Median Salary 

White Males: $ ... ____________________ _ $ ______________________ _ 
$------------------------

Black Males : 
Other Males: 
Total Males: 
White Females: $ __________________ _ $---------------------- $-------------------
Black Females: 
Other Females: 
Total Females: 

Mean Salary Mode Salary Median Salary 

Total Whites: $ ______________________ _ 
$------------------------

$ _______________________ _ 

Total Blacks: 
Total Others: 
Aggregate: $------------------

$ _____________ _ $ ____ _ 

D. Training and Upward Mobility: 

1. Attached as Exhibit D is a description of all trammg programs 
offered by this agency. Included are those training programs op
erated within the agency, and those training or educational oppor
tunities outside the agency which are made available to our em
ployees. The analysis includes a description of each program, and 
the number of trainees expected to participate in each program 
during the current fiscal year. 
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2. The procedures used by this agency to 1) evaluate the performance 
of employees, and 2) to maintain records of each employee's skills 
and development are: 

IV. Criteria For Determination of Goals and Timetables 

A. Projected Attrition 
Based on past history and expected changes, we project the following 
attrition, in each of the major job categories: 

Officials and Administrators 
Professionals 
Technicians 
Protective Service Workers 
Paraprofessionals 
Office and Clerical 
Skilled Craft Workers 
Service/Maintenance Workers 

B. Projected Expansion 

AtOne 
Year 

At Three 
Years 

At Five 
Years 

Projected expansion plans, and normal annual expansion rates would 
result in the following openings in addition to those caused by at
trition: 

Officials and Administrators 
Professionals 
Technicians 
Protective Service Workers 
Paraprofessionals 
Office and Clerical 
Skilled Craft Workers 
Service/Maintenance Workers 

C. Area of Recruitment 

AtOne 
Year 

At Three 
Years 

At Five 
Years 

The following table indicates the area from which we normally recruit 
for employees in each major job category: (Check appropriate spaces.) 

Officials and Administrators 
Professionals 
Technicians 
Protective Service Workers 
Paraprofessionals 
Office and Clerical 

Local CotiDQ' Repoa State SotltlleMt USA 

Skilled Craft Workers 
Service/Maintenance Workers -------- --------
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D. Availability of Qualified Persons 
Referring to the list of job titles attached as Exhibit B, the charts 
attached as Exhibit E indicate the availability of qualified persons, by 
race and sex, for each job title in the specified area of recruitment. 
The source(s) for this data are included on each chart. 

E. Analysis of Population in Area of Agency 
1. The -----------------------------------------------------------· area, from which most of this 

agency's employees _commute to work, has a population of approxi-
mately _______ -------------------------------------------------------- persons. Of this number, 
approximately : 
---------------------------------------- are White Males 
---------------------------------------- are Black Males 
-----·---------------------------------- are Other Males 
---------------------------------------- are White Females 
---------------------------------------- are Black Females 

-------------------------- are Other Females 
SOURCE: ----------------------------------------------------------------------------------------------------------

2. There are approximately -------------------------------- college graduates in this 
area. Of this number, approximately: 
---------------------------------------- are White Males 
---------------------------------------- are Black Males · 
---------------------------------------- are Other Males 
---------------------------------------- are White Females 
---------------------------------------- are Black Females 

_____________________ are Other Females 
SOURCE : -------------------------------------------------------------------'-- ------------~-----------------------

3. There are approximately -------------------~--------: ___ unemployed persons in 
this area. Of this number, approximately: 

------------------------------------ are White Males 
---------------------------------------- are Black Males 
---------------------'------------------ are Other Males 
---------------------------------------- are White Females 
---------------------------------------- are Black Females 

------------------------ are OthP.r Females 
SOURCE : ----------------------------------------------------------------------------------------------------------

V. AFFIRMATIVE ACTION GOALS 

A. The agency head, in consultation with the Equal Employment Oppor
tunity Officer, will establish the goals, action items; responsible offi
cials and target dates for this agency. 

B. The objectives will include recruiting, training, and promoting females, 
blacks and other minorities into all job levels. 

C. The ultimate purpose of this plan is that the staff of · this. agency, at 
all job .levels, will fairly represent the female, black and other minority 

-- population in this area. 

D. Twelve Month Goals/Three Year Goals/Five· Year Goals 
Attached as Exhibit F are our hiring and promotion goals, by major 
job category, for the next twelve months, the next three years, and 
the next five years. 

E. Ultimate Goal and Timetable 
If the population, by race and sex, is not fairly reflected at alt job 
levels in the workforce after five. years, please project the date at 
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which it is expected the workforce, at all job levels, will achieve this 
condition: 

F. The agency will examine the job grades, categories, and job descrip
tions where few females and racial minority persons are presently em
ployed and seek to determine and terminate the cause. 

Please Be Specific 

Action Item Responsible Official Target Date 

G. Management will annually evaluate all employees to determine if their 
capabilities and skills are being fully utilized. Individuals who are 
found to be underemployed will be given priority consideration either 
for promotion or transfer to positions having greater potential for 
advancement. 

Action Item 
Please Be Specific 

Responsible Official Target Date 

H. Training programs offered by the agency will be reviewed to ensure 
that females and racial minorities will also be encouraged to increase 
their skills and job potential by such training programs or other edu
cational programs. The agency will also ensure that qualified females, 
blacks and other racial minorities will be included in supervisory 
training sessions. 

Action Item 
Please Be Specific 

Responsible Official Target Date 

I. This agency will ensure that any change in an employee's status, 
including layoffs, terminations, promotions, demotions, and regular 
salary increases, will be made without regard to race, religion, color, 
sex, age, or national origin. All personnel actions will be permanently 
recorded in the employee's personal file. 

Please Be Specific 
Action Item Responsible Official Target Date 

]. Every three (3) months, the Equal Employment Opportunity Officer 
will evaluate this agency's progress in terms of affirmative action 
goals and submit a report through the agency head to the State Human 
Affairs Commission, using the Affirmative Action Progress Report 
Form. 
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VI. Problems in the Achievement of Goals and Timetables 

A. We experience the following problems in the employment and ad
vancement of racial minorities and females in this agency : 

1. Officials and Administrators: --------------------------------------------------------------

2. Professionals : 

3. Technicians : ----·------------------·---·---·--·----·-·--·----------------------------------·----------------------

4. Protective Service Workers: -----------·---·--------------------------------------------------------

5. Paraprofessionals : 

6. Office and Clerical : ----------------------------------------------------------------------------------------

7. Skilled Craft Workers : - -------------------------------------------------------------------------

8. Service/Maintenance Workers : --------------------------- ----------------------------
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B. Specific steps designed to alleviate or minimize these problems are in
cluded in Part VII, "Affirmative Action Steps-Specific," of this plan. 

VII. Affirmative Action Steps-Specific 

A. This agency will involve those organizations concerned with improving 
the prospects of racial minorities and females in the development, 
implementation and operation of this agency's affirmative action 
program: 

Action Item 

Please Be Specific 

Responsible Official Target Date 

Those agencies or organizations we will contact include: (list) ___________ _ 

B. This agency will notify the local manpower development and place
ment agencies in writing that we are an Equal Employment Oppor
tunity Employer, and when we have positions available. 

Please Be Specific 

Action Item Responsible Official Target Date 

Those agencies or organizations we will contact include: (list) ------------

C. We will maintain a file of the names, addresses, skills, etc. of the per
sons referred to us by those agencies, and from other sources. If the 
applicant was not employed, the reasons shall be noted on the applica
tion. This file shall be kept for no less than two years. 

Please Be Specific 

Action Item Responsible Official Target Date 

D. We will encourage present females and racial minority employees to 
recruit among females and minorities when positions become avail
able: 

Action Item 

Please Be Specific 

Responsible Official Target Date 
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E. Management, in its search for employees, will also recruit on tradi
tionally black or female college campuses, advertise in minority news 
media, and will be responsible for ensuring that employment agencies 
recruiting for the agency do the same. Some of the traditionally black 

or fem ale colleges at which we will recruit are: (list) --------------------------------

Some of th e minority or female news media we will contact include: 
(list) --------------------------------------------------------------------------------------------------------------------------

F. We will also use females, blacks and other minority individuals in our 
recruiting programs. 

Action Item 
Please Be Specific 

Responsible Official Target Date 

These individuals and their responsibility in recruiting are: (list) _______ _ 

G. This agency will give emphasis to employee development through 
such avenues as strengthening its training program, broadening its 
support for employee participation in training or educational oppor
tunities outside the agency, developing career ladders, job restructur
ing, work-study and stipend programs, etc. 

Please Be Specific 
Action Item Responsible Official Target Date 
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H. This agency will periodically reexamine its criteria for employee se
lection and promotion and remove all criteria which may be artificial 
and unnecessary, retaining only the criteria which are directly related 
to actual job performance: 

Please Be Specific 

Action Item Responsible Official Target Date 

I. Management will take the initiative in developing, supporting, and co
operating with community efforts to eliminate long and short range 
barriers to equal employment opportunity. 

Please Be Specific 

Action Item Responsible Official Target Date 

]. This agency may call on the Division of Community Services, State 
Human Affairs Commission, for technical assistance in the establish
ment, implementation and operation of affirmative action plans, goals, 
and timetables. 

Action Item 
Please Be Specific 

Responsible Official 

VIII. Grievance Procedure 

Target Date 

The following is a description of the grievance procedure used by 
this agency or available to all employees of this agency. (Attach copy 
if available.) 

EEOC DESCRIPTION OF JOB CATEGORIES 

a. Officials and Administrators: Occupations in which employees set 
broad policies, exercise overall responsibility for execution of these 
policies, or direct individual departments or special phases of the agen
cy's operations, or provide specialized consultation on a regional, dis
trict or area basis. Includes: department heads, bureau chiefs, division 
chiefs, directors, deputy directors, controllers, examiners, wardens, 
superintendents, unit supervisors, sheriffs, police and fire chiefs and 
inspectors and kindred workers. 

b. Professionals: Occupations which require specialized and theoretical 
knowledge which is usually acquired through college training or 
through work experience and other training which provides comparable 
knowledge. Includes : personnel and labor relations workers, social 
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workers, doctors, psychologists, registered nurses, economists, dieti
cians, lawyers, system analysts, accountants, engineers, employment 
and vocational rehabilitation counselors, teachers or instructors, police 
and fire captains and lieutenants and kindred workers. 

c. Technicians: Occupations which require a combination of basic scien
tific or technical knowledge and manual skill which can be obtained 
through specialized post-secondary school education or through equiva
lent on-the-job training. Includes: computer programmers and opera
tors, draftsmen, surveyors, licensed practical nurses, photographers, 
radio operators, technical illustrators, technicians (medical, dental, 
electronic, physical sciences), assessors, inspectors, police and fire 
sergeants and kindred workers. 

d. Protective Service Workers: Occupations in which workers are en
trusted with public safety, security and protection from destructive 
forces. Includes: police patrol officers, fire fighters, guards, deputy 
sheriffs, bailiffs, correctional officers, detectives, marshals, harbor patrol 
officers and kindred workers. 

e. Paraprofessionals: Occupations in which workers perform some of the 
duties of a professional or technician in a supportive role, which us
ually require less formal training and/or experience normally required 
for professional or technical status. Such positions may fall within an 
identified pattern of staff development and promotion under a "New 
Careers" concept. Includes: library assistants, research assistants, med
ical aides, child support workers, police auxiliary, welfare service aides, 
recreation assistants, homemakers aides, home health aides, and kin
dred workers. 

f. Office and Clerical: Occupations in which workers are responsible for 
internal and external communication, recording and retrieval of data 
and/or information and other paper work required in an office. In
cludes: bookkeepers, messengers, office machine operators, clerk
typists, stenographers, court transcribers, hearing reporters, statistical 
clerks, dispatchers, license distributors, payroll clerks and kindred 
workers. 

g. Skilled Craft Workers: Occupations in which workers perform jobs 
which require special manual skill and a thorough and comprehensive 
knowledge of the processes involved in the work which is acquired 
through on-the-job training and experience or through apprenticeship 
or other formal training programs. Includes: mechanics and repairmen, 
electricians, heavy equipment operators, stationary engineers, skilled 
machining operations, carpenters, compositors and typesetters, and 
kindred workers. 

h. Service/Maintenance: Occupations in which workers perform duties 
which result in or contribute to the comfort, convenience, hygiene or 
safety of the general public or which contribute to the upkeep and 
care of buildings, facilities or grounds of public property. Workers in 
this group may operate machinery. Includes: chauffeurs, laundry and 
dry cleaning operatives, truck drviers, bus drivers, garage laborers, 
custodial personnel, gardeners and groundkeepers, refuse collectors, 
construction laborers. 
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EMPLOYMENT DATA ANALYSIS 

Aa Of ····------- ----------------------
1. Full Tlae Emplo1ees (Temporary Emplo1ees Not Included) 

II MALE )) FEMALE 

ANNUAL SALARY 
)) WHITE! BLACK :1 OTIIER I! WHITE I BLACK I OTIIER 

$00000-{)1000 II I I II --1 I 
0 I 00 1-{)2000 II I I II I I 
02001-{)3000 I I I II I I 
03001-{)4000 I I II I I 
04001-{)5000 I I II I I 
05001 06000 I I I I I 
0600 !-{)7000 I I I I 

"' 07001-08000 I I I I ~ 
0 08001-09000 I I I I ~ 09001-10000 I I I I 
~ 10001-11000 I I I I ~ 11001-12000 I I I I 21 
~ 12001-13000 I I I 
~ 13001-14000 II I I I 

"' 
14001 15000 II I I I 

3 15001 16000 II I I I 
~ 

16001 17000 II I I I 
~ 17001-18000 II I I I 
~ 18001-19000 II I I I 0- -19001-20000 II I I I 

20001-21000 II I I I 
21001-22000 II I I I 
22001-23000 II I I I 
23001 24000 II I I I 
24001-25000 II I I I I 
Over 25000 II I II I I 

$00000-{)1000 II I II I I 
01001-{)2000 II I II I I 
02001-03000 II I II I I 
03001-04000 II I II I 
04001-{)5000 II I II I 
05001-06000 I I I I 
06001-{)7000 I I 

I 07001 08000 07001-08000 I II I 
08001-09000 I I I 

~ 
09001-10000 I I I 
10001-11000 I I I 

z 11001 12000 I I I g 12001-13000 I I I 
"' [2 13001-14000 I I I 
~ 14001-15000 I I I I 0 
~ 15001-16000 I I II I 
"' 16001 17000 I I II I 

17001-18000 II I I II I I 
18001-19000 II I I II I ! 
19001-20000 II I I II I I 
20001 21000 II I I II I I 
21001-22000 II I I II I I 
22001-23000 II I I II I I 
23001-24000 II I I II I I 
24001-25000 II I I II I I 
Over 25000 II I I II I I 
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EMPLOYMENT DATA ANALYSIS 

M Of ---------------------------------------

1. Full Time Employees (Temporary Employees Not Included) 

II MALE ll FEMALE 

ANNUAL SALARY I) WHITE I BLACK :1 OTHER II WHITE I BLACK I OTHER 

$00000--0 1000 II I I II I I 
01001--()2000 II I I II I I 
02001-03000 II I I II I I 
03001-04000 II I I II I I 
04001-05000 II I I II I I 
05001-06000 II I I II I I 
06001-07000 II I I II I I 
07001-08000 II I I II I 
08001-09000 I I I II I 
09001-10000 I I II I 

"' 10001-11000 I I II I 
~ 11001-12000 l I II I 
u 12001-13000 I I II I 
~ 13001-14000 I I II I 

~ 
14001-15000 I I II I 
15001-16000 I I I II I 
16001 17000 II I I II I 
17001-18000 II I I II I 
18001-19000 II I I II I 
19001-20000 II I I II I 
20001-21000 II I I II I 
21001-22000 II I I II I 
22001-23000 II I I II I ! 
23001 24000 II I I II I I 
24001-25000 II I I II I I 
Over 25000 II I I II I I 

$00000-0 1000 II I I II I I 
01001-02000 II I II I I 
02001-03000 II I II I I 
03001-04000 II I II I I 
04001-05000 II I II I I 
05001 06000 II I II I I 
06001-07000 II I II I I 
07001-08000 II I II I I 

"' 
08001-09000 II I II l I 

u 09001-10000 II I II I I > 10001-11000 II I I I lOG 
OJ 11001-12000 II I I I "' 
"' 12001-13000 II I I I 
2: 13001-14000 II I I I t; 14001-15000 II I I I 
~ I 5001-16000 II I I I 
0 16001-17000 II I I I lOG 
llo 17001-18000 II I I I I 

18001-19000 II I II I I 
19001-20000 II I II I I 
20001-21000 II I I II I ! 
21001 22000 II I I II I I 
22001-23000 II I I II I I 
23001-24000 II I I II I I 
24001-25000 II I I II I I 
Over 25000 II I I II I I 
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EMPLOYMENT DATA ANALYSIS 

As Of --------------------------------------------------
1. Full n .. e Employees (Temporary Employees Not Included) 

II MALE II) FEMALE 

ANNUAL SALARY II WHITE I BLACK I OTHER \\ WHITE I BLACK I OTHER 

$00000-Q I 000 II I II I I 
0 I 001--02000 II I II I I 
02001-03000 II I II I 
03001--04000 II I II I 
04001--05000 II I II I 
05001-06000 II I II I 
06001--07000 II I II I 
07001-08000 II I II I 

~ 
08001--09000 II I II I 
09001-10000 II I II z 10001-11000 II I II 9 11001-12000 II I II "' fa 12001-13000 II I I II 

lo. 13001-14000 II I I II 0 
~ 14001-15000 II I I II p.. 

< 15001-16000 II I I II 
~ 16001-17000 II I I II 
p.. 17001-18000 II I I II 

18001-19000 II I I I 
19001-20000 II _I I 
20001-21000 II I I I 
21001-22000 II I I I 
22001-23000 II I I I ! 
23001-24000 II I I I I 
24001-25000 II I I I I 
Over 25000 II I I I I 

$00000--0 I 000 II I I II I I 
0 1001--02000 II I I II I I 
02001-03000 II I I II I I 
03001--04000 II I I II I I 
04001--05000 II I I II I I 
05001-06000 II I ' il I I I 

06001--07000 II I I II I I 
07001-08000 II I I II I I 
08001--09000 II I I II I I 

..,J 09001 10000 II I I II I I < 10001-11000 II I I II I I 8 
~ 11001-12000 II I I II I I 
i'l 12001-13000 II I I II I I ..,J 
u 13001 14000 II I I II I I iil 
8 14001-15000 II I i II I I 
lo. 15001-16000 II I I II I I lo. 

16001-17000 II I I I I 0 
17001-18000 II I I I I 
18001 19000 II I I I I 
19001-20000 II I I I I 

20001-21000 II I I I I 
21001-22000 II I I I I 
22001-23000 II I I I I 
23001-24000 II I I I I 
24001-25000 II I I I I 
Over 25000 II I I I I 
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EMPLOYMENT DATA ANALYSIS 

All Of -------------------------------------
1. Full Tillie Employees (Temporary Employees Not Included) 

II MALE )) FEMALE 

ANNUAL SALARY I) WHITE I BLACK I OTHER II WHITE I BLACK I OTHER 

$00000--{) I 000 II I I I 
01001--{)2000 II I I I 
02001 03000 II I I I 
03001-04000 II I I I 
04001--{)5000 II I I I 
05001-06000 II I I I 
06001--{)7000 II I I I 
07001-08000 II I I I 
08001-09000 II I I I 
09001-10000 II I I 

!;: 10001-11000 II I I 
~ 11001-12000 II I I u 12001-13000 II I I 
~ 13001-14000 II I I 
..:I 14001 15000 II I I ~ 
~ 15001-16000 II I I 
"' 16001-17000 II I I I 

17001 18000 II I I I 
18001-19000 II I I 
19001-20000 II I I 
20001 21000 II I I 
21001-22000 II I I 
22001-23000 II I II I I 
23001-24000 II I II I I 
24001-25000 II I II I I 
Over 25000 II I II I I 

$00000--{) I 000 II I II I I 
01001--{)2000 II I II I 
02001-03000 II I II I 
03001--{)4000 II I II I 
04001-05000 II I II I 
05001-06000 II I II I 
06001--{)7000 II I II 
07001 08000 II I II 

al 08001-09000 II I II u 
~ 09001-10000 II I II 
z 10001-11000 II I II 
~ 11001-12000 II I II 
25 12001-13000 II I II 
< 13001-14000 il I II ;:;: 

14001-15000 II I II ~ 
Sl 15001-16000 II I II 
> 16001-17000 II I I II 
~ 17001 18000 II I I II I 
"' 18001-19000 II I I II ! 

19001-20000 II I I II I 
20001-21000 II I I II I I 
21001-22000 II I I II I I 
22001-23000 II I I II I I 
23001-24000 II I I II I I 
24001 25000 II I I II I I 
Over 25000 II I I II I i 



55 

EMPLOYMENT DATA ANALYSIS 

A.l Of--------------
2. Temporary Employee~ (blred as temporary employees) and Part-Time Employees 

II MALE II FEMALE 

ANNUAL SALARY 
)) WHITE I BLACK) OTHER )\ WHITE I BLAC~-1 OTHER 

$00000-01000 II I I II I 
01001-02000 II I I II I 
02001-03000 I I II I 
03001-04000 I I II I 
04001-05000 I I II I 
05001 06000 I I II I 
06001-07000 I I II I 
07001-08000 I II I 

"' 08001-09000 I II I ~ 
~ 

09001-10000 I I II I >-
9 10001-11000 II 1 II I 
Po. 11001-12000 II II I ll 
~ 12001-13000 II II I 
>- 13001 14000 II II I r:r: 

14001-15000 II ~ 
0 15001-16000 II 
Po. 16001-17000 II I ll 
~ 17001 18000 II I 

18001-19000 II I 

19001-20000 II ! 
20001-21000 II I 
21001-22000 I 
22001-23000 II I 
23001-24000 I II I 
24001 25000 I I II I 
Over 25000 I I II I 

$00000-0 I 000 I I II I 
01001-02000 I I II I 
02001-03000 I I II I I 
03001-04000 I I I II I I 
04001-05000 II I I II I I 
05001-06000 II I I II I I 
06001-07000 II I I II I I 
07001-08000 II I I II I I 

fa 08001-09000 II I I II I I 
~ 09001-10000 II I I II I I >-
0 10001-11000 II I I II I I ...l 

11001 12000 II I I II I I Po. 
ll 12001-13000 II I I II I I ~ 

~ 13001-14000 II I I II I I 
ll 14001-15000 II I I II I I 
~ 15001 16000 II I I II I I 
r:r: 16001-17000 II I I II I I 
< 17001-18000 II I I II I I Po. 

18001-19000 II I I II I I 
19001 20000 II I I II I I 
20001-21000 II I I II I ' 
21001-22000 II I I II I I 
22001-23000 II I I II I I 
23001 24000 II I I II I I 
24001-25000 II I I II I I 
Over 25000 II I I II I ; 

(,. ~'1l i-\ 1 E. 
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EMPLOYMENT DATA ANALYSIS 
AI Of __________________ _______________________ _ 

3. Summary of Employees 

II MALE II FEMALE 

ANNUAL SALARY II WHITE I BLACK\ OTHER \\ WHITE I BLACK I' OTHER 
--

$00000-01000 II I I II I I 
0 I 00 1--{)2000 II I I II I I 
02001-03000 II I I II I I 
03001-04000 II I I II I I 
04001--{)5000 II I I II I I 
05001-06000 II I I II I I 

~ 
06001--{)7000 II I I II I I 

~ 
07001-08000 II 1 I II I I 

>o_ 0800 1--{)9000 II I I II I I 0 
09001-10000 II I I II I I ....l 

~ 
10001-11000 II I I II I I ~ 11001-12000 II I I II I I 

~ 12001-13000 II I I II I I 

~ 13001-14000 il I I II I I 
14001-15000 II I I II I I 

;> 15001-16000 II I I II I I 
~ 16001-17000 II I I II I I 

~ 17001-18000 II I I II I I 
18001-19000 II I I II I I 

~ 19001-20000 II I I II I I 
20001-21000 II I I II I I 
21001-22000 II I I II I I 
22001-23000 II I I II I I 
23001-24000 II I I II I I 
24001-25000 II I I II I I 
Over 25000 II I I II I I 

$00000--{)1000 II I I II I I 
0 100 1--{)2000 II I I II I I 

~ 
02001-03000 II I I II I I 

~ 
03001--{)4000 II I I II I I 

>- 04001-05000 II I l II I I 
3 05001-06000 II I I II 

---
I I 

~ 06001 07000 II I I II I I ::;; 
~ 07001--{)8000 II I I II I I 
~ 08001-09000 II I I II I I ~ 09001-10000 II I I II I I 
~ 10001 11000 II I I II I I 
p:i 11001 12000 II I I II I I < 
~ 12001-13000 II I I II I I 
Q 13001-14000 II I I II I I z 

14001-15000 II I I II I I < 
>- 15001 16000 II I I II I I 
p:i 16001-17000 II I I II I I < 
p:i 17001-18000 II I I II I I 0 
~ 18001 19000 II I I II I I ::;; 

19001 20000 II I I II I I ~ 20001-21000 II I I II I I g 21001-22000 II I I II I I 

~ 
22001 23000 II .! I II I I 
23001 24000 II I I II I I 
24001 25000 II I I II I I 
Over 25000 II I I II I I 
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HIRING AND PROMOTION GOALS AND TIMETABLES 

Twelve Month Goals 
During the next twelve months, we anticipate (because of attrition, retire
ment, expansion, etc.) employing approximately -------------------- new employees. 
Assuming the availability of qualified persons in each occupation or major 
job category, our goals for this period include: 

1. Officials and Administrators 
Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------% white. 
Hiring ---------------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to ------------% 
female, and ---------------- 'Yo male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ _________________________ , and $---------------------------- for females , as compared to 
an aggregate mean of $ ____________________________ for this job ca tegory. 

2. Professionals 
Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
ca tegory to ----------------------------% minority, and ----------------------------% white. 
Hiring ---------------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job ca tegory to ------------o/o 
female, and ----------------o/o male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $ __ __________________________ , and $---------------------------- for females, as compared 
to an aggregate mean of $ ____________________________ for this job category. 

3. Technicians 
Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------% white. 
Hiring ---------------------------- females , and promoting ---------------------------- female s, 
thus bringing the female to male ratio in this job category to -------------% 
female, and ----------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $ ---------------------------• and $ ____________________________ for females, as compared 
to an aggregate mean of $ ____________________________ for this job category. 

4. Protective Service Workers 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ---------------------------- o/o minority, and ----------------------------% white. 
Hiring ···---··---------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and ----------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $---------------------------· · and $---------------------------- for females, as compared to 
an aggregate mean of $ ---------------------------- for this job category. 
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5. Paraprofessionals 

Hiring ---------------------------- racial minorities, and promoting -------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------o/o white. 
Hiring ---------------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to ----------% 
female, and ----------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
me $ ---------------------------· and $---------------------------- for females, as compared to 
an aggregate mean of $---------------------------- for this job category. 

6. Office and Clerical 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------% white. 
Hiring ---------------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job categtory to ---------o/o 
female, and ----------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ---------------------------• and $---------------------------- for females, as compared to 
an aggregate mean of $---------------------------- for this job category. 

7. Skilled Craft Workers 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------% white. 
Hiring --------------------- ------ females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and ------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $ ---------------------------· and $----------------------- ____ for females, as compared 
to an aggregate mean of $---------------------------- for this job category. 

8. Service/Maintenance Workers 

Hiring _ --------- ----------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------% white. 
Hiring ---------------------------- females, and promoting -------------------------·-- females, 
thus bringing the female to male ratio in this job category to --------------o/o 
female, and ________________ % male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ---------------------------• and $____________________________ for females, as compared to 
an aggregate mean of $---------------------------- for this job category. 

Overall Projections 

As a result of the hiring and promotion activities over the twelve month 
period, it is projected that the mean salary for minorities will be $----------------· 
and $-------------------- for females, as compared with an aggregate mean salary 
of $ _________________________ , 
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HIRING AND PROMOTION GOALS AND TIMETABLES 

Three Year Goals 

During the next three years, we anticipate (because of attrition, retirement, 
expansion, etc.) employing approximately ---------------------------- new employees. 
Assuming the availability of qualified persons in each occupation or major 
job category, our goals for this period include: 

1. Officials and Administrators 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ---------------------------- o/o minority, and ---------------------------- o/o white. 
Hiring ____________ -------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and ---------------- o/o male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $---------------------------· and $--------------------------- for females, as compared 
to an aggregate mean of $---------------------------- for this job category. 

2. Professionals 

Hiring ---------------------------- racial minorities, and promoting -------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------'fo white. 
Hiring --------------------------- females, and promoting -------------------------- females, 
thus bringing the female to male ratio in this job category to -------------o/o 
female, and ----------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ---------------------------• and $ ---------------------------- for females, as compared to 
an aggregate mean of $ -------------------------- for this job category. 

3. Technicians 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ---------------------------- o/o minority, and ----------------------------'fo white. 
Hiring ------------------- ________ females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to -------------% 
female, and --------------- o/o male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $ ---------------------------• and $---------------------------- for females, as compared 
to an aggregate mean of $ ______ ______________________ for this job category. 

4. Protective Service Workers 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ---------------------------- o/o minority, and ----------------------------% white. 
Hiring ---------------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to -------------- o/o 
female, and ----------------o/o male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ------------------------·-· • and $---------------------------- for females, as compared to 
an aggregate mean of $---------------------------- for this job category. 
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5. Paraprofessionals 

Hiring ---------------------------- racial minorities, and promoting _ ------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ---------------------------'Yo minority, and ----------------------------% white. 
Hiring ---------------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to -------------o/o 
female, and ----------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ___________ _________________ , and $ ---------------------------- for females, as compared to 
an aggregate mean of $---------------------------- for this job category. 

6. Office and Clerical 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------% white. 
Hiring ---------------------------- females, and promoting ---------------------------- females , 
thus bringing the female to male ratio in this job category to --------------% 
female, and ________________ % male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ---------------------- · and $---------------------------- for females, as compared to an 
aggregate mean of $ ---------------------------- for this job category. 

7. Skilled Craft Workers 
Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------% minority, and ----------------------------% white. 
Hiring ___ . ---------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and ________________ % male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $ -------------------------• and $---------------------------- for females, as compared 
to an aggregate mean of $---------------------------- for this job category. 

8. Service/Maintenance Workers 
Hiring ___________________________ racial minorities, and promoting ----------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------o/o minority, and ----------------------------% white. 
Hiring _ _ _____ _______________ females, and promoting ---------------------------- females , 
thus bringing the female to male ratio in this job category to --------------% 
female, and ---------------- o/o male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ _____ . ----------------• and $ ____________________________ for females, as compared to 
an aggregate mean of $---------------------------- for this job category. 

Overall Projections 
As a result of the hiring and promotion activities over the twelve month 
period, it is projected that the mean salary for minorities will be $ _______________ , 
and $ ________ for females, as compared with an aggregate mean salary 
of $----------------· 
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HIRING AND PROMOTION GOALS AND TIMETABLES 

Five Year Goals 

During the next five years, we anticipate (because of attrition, retirement, 
expansion, etc.) employing approximately ---------------------------- new employees. 
Assuming the availability of qualified persons in each occupation or major 
job category, our goals for this period include: 

1. Officials and Administrators 

Hiring _ . ________________ racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to --------------------------- o/o minority, and --------------------------- % white. 
Hiring ____ --------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and ___ _________ % male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $ --------------------------, and $ -------------------------- for females, as com
pared to an aggregate mean of $ ---------------------------- for this job category. 

2. Professionals 

Hiring __ ------------------------ racial minorities, and promoting ---------·-----------------
racial minorities, thus bringing the minority to white ratio in this 
job category to ____________________ ---- %minority, and ----------------------------% white. 
Hiring __ ______________________ females , and promoting --------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and --------- % male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $ ------------------------- , and $---------------------------- for females, as compared 
to an aggregate mean of $ ____________________________ for this job category. 

3. Technicians 

Hiring _ ---------- ---------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------o/o minority, and ----------------------------% white. 
Hiring --------------------- ------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to -------------- o/o 
female, and _ ----------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $ -------------------------- , and $ __________________ __________ for females, as compared 
to an aggregate mean of $ ____________________________ for this job category. 

4. Protective Service Workers 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ----------------------------o/o minority, and ----------------------------% white. 
Hiring _____ _ ___________________ females, and promoting __ __________________ females, 
thus bringing the female to male ratio in this job category to ______________ % 
female, and --------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities 
will be $------------------------• and $---------------------------- for females, as compared 
to an aggregate mean of $---------------------------- for this job category. 
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5. Paraprofessionals 

Hiring ---------------------------- racial minonttes, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ---------------------------·% minority, and ---------------------------% white. 
Hiring ---------------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to --------------o/o 
female, and ____________ % male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ------------------------• and $ ------------------------ __ for females, as compared to 
an aggregate mean of $ ____________________________ for this job category. 

6. Office and Clerical 

Hiring --------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ---------------------------% minority, and ----------------------------% white. 
Hiring --------------------------- females, and promoting -------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and --------------% male. 
As a r esult of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ _____ ----------------------• and $ ____________________________ for females, as compared to 
an aggregate mean of $--------------------------- for this job category. 

7. Skilled Craft Workers 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this job 
category to ---------------------------% minority, and ----------------------------% white. 
Hiring ---------------------------- females, and promoting --------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and --------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ---------------------------• and $------------------------ __ for females , as compared to 
an aggregate mean of $---------------------------- for this job category. 

8. Service/Maintenance Workers 

Hiring ---------------------------- racial minorities, and promoting ---------------------------
racial minorities, thus bringing the minority to white ratio in this jol: 
ca tegory to ---------------------------% minority, and ----------------------------o/0 white. 
Hiring ---------------------------- females, and promoting ---------------------------- females, 
thus bringing the female to male ratio in this job category to --------------% 
female, and -------------% male. 
As a result of the hiring and promotion activities in this job category 
over this period, it is projected that the mean salary for minorities will 
be $ ------------------------· and $------------------------- __ for females, as compared to 
an aggregate mean of $ ____________________________ for this job category. 

Overall Projections 

As a result of the hiring and promotion activities over the five year period, 
it is projected that the mean salary for minorities will be $---------------------------• 
and $ -------------------- for females, as compared with an aggregate mean 
salary of $--------------------······ 
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DIVISION OF COMPLIANCE 

Introduction 

The Compliance Division of the State Human Affairs Com
mission was established in June, 1972, as part of the South 
Carolina State Human Affairs Commission. Because the Com
mission represented a new model in South Carolina experi
ence, the Division created innovative and adaptable devices 
to implement its compliance function. The primary responsi
bilities of the Compliance Division under the South Carolina 
Human Affairs Law are, 1) to receive, investigate and resolve 
by conference, conciliation and persuasion complaints alleging 
unfair or discriminatory practices based upon: race, creed, 
color, sex, age, or national origin; and 2) to present the results 
of their investigations to the Commission for the formal hear
ing process. The Division of Compliance mediates disputes, 
conciliates problems and uses its persuasive capabilities to 
alleviate potential crisis situations. 

Another function of the Division of Compliance is to con
duct investigatory studies in areas of special need. The studies 
are made to shed light on, and point out the need for the elim
ination of racial, cultural and intergroup inequities. 

The Compliance Division interprets the South Carolina 
Human Affairs Law as requiring that a person not be denied 
equal opportunity merely because of his race, creed, color, 
sex, age or national origin. In order to protect the Human 
Rights of minority citizens of this state, the Division of Com
pliance will investigate charges alleging discrimination and 
bring them before the Commission. 

The process of investigation requires the services of both 
office and field staff who will assist the complainants and the 
respondents (those being charged with discriminatory prac
tices) in any given investigation. 

Because of the wide range of complaints of discrimination 
and because the Commission's authority is limited to com
plaints of discrimination based upon race, creed, color, sex, 
age or national origin, the Compliance Division maintains a 
cooperative referral program with other state and federal 
agencies. Case referral arrangements are made with other 
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state and federal agencies having comparable legal authority 
or responsibility. 

In the period from October, 1972, to June, 1973, the major
ity ( 34 of 53) of the cases investigated were concerned with 
discrimination in employment. Since employment discrimina
tion is generally the most subtle of all forms of discrimination, 
the State Human Affairs Commission has adopted three im
portant principles developed by the courts with respect to 
discrimination in employment: 

1. Proof of discrimination does not require proof of intent 
to discriminate. 

2. Purportedly neutral practices which are not related to 
job performance are unlawful if the practices create a 
statistical racial imbalance or perpetuate the effects of 
past discrimination. 

3. Statistics showing racial disparity establish a prima facie 
case of discrimination. 

Complaints deemed within the jurisdiction of the State 
Human Affairs Law were classified according to- 1) class, 
2) type, and 3) respondent. The highest incidence of charges 
related to discrimination by race as identified in Graph A. 
"Discrimination Complaints by Race, Sex, and National Ori
gin." From September, 1972 to June, 1973, charges of sexism 
(20 percent) increased from two to ten. 



A, Discrimination Complaints'by Race, 
National Origin 

September 1972-June 1973 

Number Percent 

Race 47 78 

Sex 12 20 

National 
Origin 1 2 

-- -
Totals 60 100 

\ RACE -

SEX - 20% 

78% 

0') 
Ol 
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Eighteen categories are identified in the graph B., "Cases 
by Complaint Categories." The graph indicates a bimodal 
tendency of employment and school problems. One cluster 
shows dismissals and hiring; the other, school racial problems. 

TABLE I 

COMPLAINT CATEGORIES 

September 1972-June 1973 

Type of Charge Number of Cases 

E valuation -------------------------------------------------- 1 
Selection and Testing ------------------------------ 4 

Recruiting -------------------------------------------------- 1 
Hiring -------------------------------------------------------- 6 
Promotion -------------------------------------------------- 4 
Salary -------------------------------------------------------- 1 
Dismissal ---------------------------------------------------- 13 
Employment Practices-all of the above 2 

Maternity Leave --------------------------------------- 2 
P.olice Harassment/ Brutality __________________ 4 

Public Allotment ------------------------------------- 2 
Court Inequities --------------------------------------- 1 
Public Accommodations -------------------------- 1 

Housing ------------------------------------------------------ 1 
Insurance -------------------------------------------------- 1 
Disparate Treatment of Students __________ 2 
School: Employment-student __________________ 13 

problems, facilities 

Loan Application -------------------------------------- 1 

TOTAL____________________________________________________ 60 
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Over the initial ten-month period, the respondents most 
frequently cited were in the area of education. These included 
schools, colleges, or departments so related. Graph C and the 
accompanying table which follows, show a profound skewness 
in this regard. The resultant was a remarkable growth in 
expertise in matters of this type, cooperation with related 
agencies, and notable positive outcomes in problem human 
relation areas. 

TABLE II 

CLASSIFICATION OF EMPLOYER RESPONDENT 

Number of Cases 

Ed u cation -------------------------------------------------- 27 
Government: 

State ------------------------------------------------------ 9 
Region ---------------------------------------------------- 1 
County ---------------------------------------------------- 12 
city -------------------------------------------------------- 3 

News Media ---------------------------------------------- 1 
Public Utilities ------------------------------------------ 3 
Bank ---------------------------------------------------------- 1 
Insurance Company ---------------------------------- 1 
Housing ------------------------------------------------------ 1 
Manufacturer -------------------------------------------- 1 

TOTAL________ ____________________________________________ 60 
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The pictorial representation of "D. Percentage of Com
plaints by County" indicate that many variables interplay in 
effecting the geographical site from which a charge may 
emanate. Such variables will be more identifiable and more 
systematically defined in subsequent reports. 

In order to demonstrate more clearly the kinds of cases 
filed, a compendium of each charge filed over September 1972 
through June 1973 is included. Each case is described ac
cording to-

• file number 

• employer category 

• class 

• type 

• summation 

• status 

• disposition 

Of the 60 complaints, 19 were resolved, referred or closed, 
while 41 remained under investigation at the close of the 
fiscal year. 



l). Percentage of Complaints 
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INVESTIGATIVE STUDIES 
During the past fiscal year the Compliance Division had 

been involved in two investigative studies examining areas 
of possible discrimination. They are: 

1. Study on maternity leave policy. 
2. Study on the disparate effects of the National Teacher 

Examinations on minority persons in attaining certifica
tion for teaching positions in South Carolina. 

MATERNITY LEAVE POLICY 
The Division of Compliance conducted a preliminary study 

on maternity leave for teachers in the State of South Carolina 
which was later expanded to include an in-depth study into 
maternity leave for all State employees. 

In the preliminary study our attention was directed to
ward recent court decisions affecting maternity leave and 
maternity leave policies, past and present, of public schools 
in the State of South Carolina and throughout the nation. 

Our preliminary conclusions were that both the guidelines 
of the United States Department of Health, Education and 
Welfare (HEW) and the revised sex discrimination guidelines 
of the Equal Employment Opportunity Commission (EEOC) 
differed substantially from policies in effect at that time by 
public school districts in South Carolina. This in essence would 
make school boards .throughout the State of South Carolina 
susceptible to legal ·action. 

In our subsequent recommendations we suggested an imme
diate change in personnel policy to bring South Carolina 
school systems in line with Federal guidelines. It was also 
made known that our agency would render assistance to ef
fectuate this change upon request of any State agency or 
school board. 

As a result of our preliminary investigation, the Commis
sion initiated an in-depth study into maternity leave policy 
for all State agencies and their local subdivisions. 

NATIONAL TEACHER EXAMINATIONS 
The Division of Compliance conducted an in-depth study 

and investigation on the National Teacher Examinations and 
its usage in terms of determining teacher salary and certifica-
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tion in the State of South Carolina. This study was developed 
because of the many problems minority educators were con
fronted with after desegregation of the public schools in our 
State -and the many complaints of alleged usage of the NTE 
as a discriminatory tool. 

During the course of study and investigation, we discovered 
that South Carolina was only one of four states requiring 
test scores on the National Teacher Examinations for certifi
cation of its teachers. It was discovered that the NTE is used 
in South Carolina as a major determinant in teacher certifica
tion and in most instances is a necessary condition for hiring, 
solely dependent upon score or scores made. With reference 
to certification, we further discovered that during the past 
five years the ranks of our minority educators have dwindled 
while our minority student population has shown an increase. 
The loss of many of these administrators and teachers has 
been due to certification requirements. 

It was for this purpose that the Commission undertook the 
task of investigating current certification policies and the 
State's usage of the NTE to insure that these policies did not 
discriminate against minorities or individuals who failed to 
attain a certain score. 

Our study and investigation pointed out the inequities of 
the current certification policies and the misuse of the N a
tional Teacher Examinations as a discriminatory tool-past 
and present. We discovered specific incidents of misuse and 
analyzed specific court cases involving the National Teacher 
Examinations and its usage in determining certification and 
salary in this State and elsewhere in the United States. 

The study revealed the purpose and usage of the test as 
designed and directed by the Educ-ation Testing Service 
(ETS), the authors of the test. 

We concluded our study and investigation with an analysis 
of what we saw as the basic purpose and use of the NTE along 
with recommendations as to what changes should be made 
regarding certification policies in the State of South Carolina. 
Such study was then sent to the South Carolina Department 
of Education for their consideration. 

Our basic findings were that hundreds of teachers through
out the State of South Carolina had been dismissed, demoted 
or hired at correspondingly lower salaries than individuals 
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who attained higher scores on the National Teacher Exam
inations. Many of these educators were experienced and dedi
cated professionals who were released without hearings, eval
uations, and opportunity for additional training that would 
have prepared them <to obtain higher scores. These individuals 
were dismissed solely because of their failure to obtain a spe
cific score on the National Teacher Examinations. 

Over a four month period, the Compliance Division inter
viewed hundreds of educators including: displaced teachers 
and educators, officials of the South Carolina Department of 
Education, NAACP Legal Defense and Educational Founda
tion, local school dis·trict superintendents, the South Carolina 
Education Association (SCEA), the National Education Asso
ciation (NEA), and the Education Testing Service (ETS). 
The consensus of many of these educators and officials was 
that South Carolina's current certification policies and usage 
of the NTE is neither coherent nor consistent with that of 
many other states and is a matter of urgent and utmost 
concern. 

The findings of fact and subsequent recommendations were 
forwarded to the South Carolina Department of Education, 
which has lent impetus to the establishment of a special com
mittee to study and examine the current policies regarding 
certification and the uses and misuses of the NTE. 

During the last Compliance conference with officials of the 
State Department of Education, it was discovered that most 
of the Division's recommendations have been considered and 
that subsequent changes in policies concerning certification 
are being implemented. 

COMPLIANCE STATISTICS 
July 1972-July 1973 

A recent Supreme Court decision declared "Statistics say 
much and Courts listen." During the Commission's first year 
of operation statistics do, in fact, tell the story of the Com
pliance Division's progress as well as the problems en
countered. 

Of 119 informal and formal complaints, 59 were referred 
to allied agencies. This information is recorded in the sum
mation of referrals which follows. The referral summation 
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showed 30 complaints referred to job placement programs. 
Nearly 20 percent (12) were deferred to the Regional Equal 
Employment Opportunity Commission and to the South Caro
lina Department of Labor because the complaints were- 1) 
not within the current dictates of the Law, and 2) labor prob
lems of policy and procedure. The explanations given in the 
descriptive "nature of complaint" further clarifies the re
ferrals. 

A. General and L egal Referrals: In many instances, a com
plaint is referred to more than one agency. 

REFERRAL AGENCY/ 
OFFICE/ DEPARTMENT REFERRALS 

Cumulative Current 
Department of Health, 

Education and Welfare ____________ 1 
Employment Department: 

C.U.L.,1 G.C.C.C., L.E.A.P. ____ 28 
Equal Employment 

Opportunity Comm. __________________ 6 
Legal Aid Service Agency ____________ 3 
Local Service Worker __________________ 1 
Office of Federal Contract 

Compliance -------------------------------- 2 
Private Industry -------------------------- 1 
Private Practitioner ____________________ 1 
S. C. Department of Labor __________ 5 
S. C. Department of 

Social Services -------------------------- 2 
U. S. Commission on 

Civil Rights ---------------------------- 1 
U.S.C. Corrections Clinic ____________ 2 
U. S. Department of Justice ________ 2 

TOTALS -------------------------------- 55 

0 

2 

0 
1 
0 

0 
0 
0 
1 

0 

0 
0 
0 

4 

Total 

1 

30 

6 
4 
1 

2 
1 
1 
6 

2 

1 
2 
2 

59 

1 Columbia Urban League, Greater Columbia Chamber of Commerce, 
Law Enforcement Assistance Program. 



B. Explanation of Referrals 

Employment 

Salary and Facility 

Correction needed due to incorrect 
imprisonment sentence 

Medical neglect of welfare recipient 

Termination due to Dress 

Disparity of Treatment-Dismissal 

Generalized Discrimination 

Lack of validity of Merit Exam 

Disparity of Treatment
Employment 
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C.U.L., G.C.C.C., L.E.A.P.2 

S. C. Department of Labor 

University of South Carolina 
Corrections Clinic 

U. S. Department of Justice, 
Legal Aid Services 

S. C. Department of Labor, EEOC 

S. C. Department of Labor, EEOC 

EEOC, Attorney General Civil 
Rights Comm., Office of Federal 
Contract Compliance 

S. C. Department of Labor 

EEOC, S. C. Department of Labor, 
Assistant Attorney General, 
Civil Rights Commission 

Food Stamp and Welfare Eligibility S. C. Dept. of Social Services, 
Dept. of Social Services Food Stamp 
Office, and Local Service Worker 

Dissatisfaction with County Private Practitioner 
Policemen; Out of Court 
settlement of accident 

Request for legal counsel to appear Legal Aid Service Agency 
before State Agency in an appeal 

Termination-Race EEOC 

Hiring-Sex EEOC 

General Discrimination-Race EEOC 

2 Columbia Urban League, Greater Columbia Chamber of Commerce, 
Law Enforcement Assistance Program. 
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C. Case Summations 

September 1972-June 1973 
FILE NO. 3-72-1 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-1 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-2 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-3 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-4 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-5 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

Manufacturer 
Race 
Dismissal 
Alleges discrimination as the basis for em
ployment termination. 
Closed 
Referred to EEOC and South Carolina 
Department of Labor 

County 
Race 
Police Brutality 
Alleged constant police harassment to and 
from employment site. 
Closed 
Resolved by persuasion. 

Public Utilities 
Sex 
Hiring 
Alleged employment denial based upon sex 
discrimination favoring females. 
Closed 
Referred to EEOC. 

Education 
Race 
Dismissal 
After twelve years employment as an in
structor, not recontracted due to poor 
performance; alleges discrimination. 
Recommendations underway. 

Education 
Sex 
Dismissal 
Alleges that denial to continue course of 
study due to sex discrimination favoring 
females. 
Closed 
No probable cause identified. 

Public Utilities 
Race 
Hiring 
Alleges employment denial based upon 
racism. 
Closed 
Referred to EEOC. 



FILE NO. 4-72-6 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-7 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-8 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-9 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-10 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-11 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-12 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

78 

City 
Race 
Police Brutality 
Complainant beaten and maced during de
partment store arrest; alleges racism. 
Closed 
Adjusted privately. 

City 
Race 
Police Brutality 
Complainant beaten during arrest; alleges 
racism as the basis of treatment. 
Closed 
Adjusted privately. 

Education 
Sex 
Maternity Leave 
Alleges maternity leave treated differently 
from other sickness leave. 
Closed 
Adjusted. 

Public Utility 
Race 
Police Brutality 
Complainant alleges denied employment 
due to favoritism toward females. 
Closed 
Referred to EEOC. 

Education 
Race 
Dismissal 
Alleges disparity of treatment in denial of 
reemployment rather than excessive ab
senteeism. 
Closed 
Adjusted upon recommendations. 

Education 
Sex 
Maternity Leave 
Maternity leave treated differently than 
other leave. 
Under investigation. 

State 
Race 
Dismissal 
Alleges cajoled into resignation. 



STATUS: 
DISPOSITION: 

FILE NO. 4-72-13 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 
STATUS: 
DISPOSITION: 

FILE NO. 4-72-14 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-15 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-16 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 
STATUS: 
DISPOSITION: 

FILE NO. 4-72-17 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-18 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 4-72-19 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
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Closed 
No probable cause identified. 

County 
Race 
Hiring 
Alleged employment denial due to race. 
Closed 
Persuasion resulted in employment. 

Education 
Race 
Disparate treatment of students 
Alleges that discipline policies discrim
inated against black students. 
Closed 
No probable cause identified. 

City 
Race 
Police Inequity 
Alleges discriminatory practice resulted in 
police refusal to issue a warrant. 
Pending 

County 
Race 
Court Inequity 
Alleges court violated rights due to racism. 
Pending 
Deferred to Governor's Legal Counsel. 

County 
Race 
Public Allotment 
Alleged disparity of treatment in dispensa
tion of public allotment due. 
Closed 
No probable cause justified. 

County 
Race 
Promotion 
Alleges performance inequitably assessed 
due to racism, therefore, denied promo
tions. 
Investigation underway. 

State 
Race 
Dismissal 



SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-1 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-2 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO: 1-73-3 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 

SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-3A 
EMPLOYER CATEGORY: 
CLASS: 
TYPE : 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-4 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-5 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 
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Alleges disparate treatment due to racism 
resulting in termination. 
Closed 
Discrimination not identified; deferred to 
EEOC. 

County 
Race 
Hiring 
Alleges discriminataion as the basis for 
refusal to hire. 
Closed 
No probable cause identified. 

Education 
Race 
Dismissal 
Alleges not recontracted due to bias mini
mum requirement placed upon NTE score. 
Under investigation. 

Education 
Race 
Employment, student problems and fa
cilities. 
Alleges discriminatory treatment and dis
parate effect in student problems, employ
ment, and facilities. 
Conciliation pending. 

Education 
Race 
Student Unrest 
Students and parents protected by walkout 
against discriminatory practices and poli
cies in the district. 
Closed. 
Resolved by conference and persuasion. 

Education 
Race 
Promotion 
Although qualified, alleges racism as the 
reason for lack of promotion. 
Conciliation Pending. 

Education 
Race 
Promotion 
Although qualified, alleges racism as the 
reason for lack of promotion. 



STATUS: 
DISPOSITION: 

FILE NO. 1-73-6 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-7 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-8 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-9 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-10 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 1-73-11 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 
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Conciliation Pending. 

State 
Race 
Dismissal 
Immediate dismissal of permanent State 
employee; alleges disparate treatment. 
Recommendations underway. 

State 
Race 
Selection and Testing 
Alleges Merit System produces a disparate 
effect. 
Investigation underway. 

County 
Race 
Dismissal 
Alleges racism the basis for criticism of 
appearance; resulting in termination. 
Closed 
Referred to EEOC. 

Education 
Race 
Dismissal 
Alleged disparity of treatment in unjusti
fied expulsion for absenteeism. 
Conciliation pending. 

State 
Race 
Evaluation 
Supervisor is alleged to have shown racial 
bias in evaluation. 
Closed 
No probable cause identified as racial dis
crimination; personnel policies ambiguous. 
Deferred to South Carolina Department of 
Labor. 

Education 
Race 
Student Rioting 
Discriminatory practices and policies of 
district officials. 
Closed 
Conciliated. 



FILE NO. 2-73-1 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-2 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-3 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-4 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-5 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-6 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 
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Bank 
Sex 
Loan Grant 
Denied loan because female income not 
considered an income. 
Under investigation. 

Education 
Race 
Promotion-General 
Complaint filed by group of parents, teach
ers, students, alleging that school system 
had deteriorated; was not operated in the 
interest of students; insensitive administra
tion; need for overall changes in hiring and 
promotion of minorities. 
Conciliation pending. 

County 
Race 
Public Allotment 
Alleges disparate treatment in dispensation 
of public allotment. 
Closed 
No discrimination identified; referred. 

Regional 
Sex 
Selection 
Alleges male employment due to sexism 
even though complainant was more quali
fied. 
Pending resolution. 

County 
Race 
Dismissal 
Alleges that as the result of questioning his 
supervisor about his check, he was fired. 
Closed 
Complainant refused to provide informa
tion necessary to the investigation and 
withdrew. 

County 
National Origin 
Hiring 
Alleged denied employment due to foreign 
origin and education. 
Closed 
Referred to EEOC. 



FILE NO. 2-73-7 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-8 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 
STATUS: 
DISPOSITION: 

FILE NO. 2-73-9 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-10 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-11 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-12 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 
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State 
Race 
Selecting and Testing 
Alleged that merit system examination in
valid. 
Closed 
Not within Commission jurisdiction. De
ferred to South Carolina Department of 
Labor. 

Education 
Sex 
Salary 
Alleges unequal pay for equal work. 
Conciliation Pending. 

Education 
Race 
Disparate Treatment of Students 
Complaint filed by parent against school 
district alleging disparity of treatment of 
her children and other minority students in 
district. 
Conciliation Pending. 

Education 
Race 
Promotion 
Complainant alleges that she has been 
passed over for numerous positions by 
local school district; cites her qualifica
tions and feels that reason why she has not 
been promoted is due to race discrimina
tion. 
Conciliation Pending. 

Education 
Race 
Disparate Treatment of Students 
Parent alleges that her children were sus- · 
pended from school without just reasons; 
alleges a disparity in treatment directed 
toward minority students. 
Conciliation Pending 

Education 
Race 
Promotion 
Complainant alleges that school district 
did not consider for promotion although 



STATUS: 
DISPOSITION: 

FILE NO. 2-73-13 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-14 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-15 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-16 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-17 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-18 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 
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she is more than qualified; cites race dis
crimination as reason position was not 
offered. 
Conciliation Pending. 

State 
Race 
Employment (all categories) 
Alleges the practice and policies of State 
employment reflect disparate treatment and 
effect. 
Pending 

County 
Sex 
Recruitment 
Alleges sexism in advertising for em
ployees. 
Under investigation. 

State 
Race 
Public Accommodation 
Alleges racism as basis for denial of use 
of public area. 
Closed 
Discrimination not identified. 

Education 
Race 
Dismissal 
Complainant alleges that he was dismissed 
from his position with local school district 
after many years of service; cites race dis
crimination as reason for dismissal. 
Conciliation Pending 

County 
Race 
Dismissal 
Alleges disparate treatment resulted in 
termination. 
Closed 
No cause found to substantiate allegation. 

Insurance Company 
Sex 
Insurance 
Denied auto insurance due to driving rec
ord of husband. 



STATUS: 
DISPOSITION: 

FILE NO. 2-73-19 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 

SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-20 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-21 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 

SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-22 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SU MMATION: 

STATUS : 
DISPOSITION: 

FILE NO. 2-73-23 
EMPLOYER CATEGORY: 
CLASS: 
TYPE : 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 2-73-23 
EMPLOYER CATEGORY: 
CLASS: 
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Under investigation. 

State 
Sex 
Sexism; denial of promotion, equal pay, 
and leave benefits, maternity and insurance 
policies. 
Alleges widespread practice of sexism in 
agency. 
Under investigation. 

Education 
Race 
Dismissal 
Alleges that dismissal was due to charge 
against officials' racist implementation of 
Title I Program. 
Closed 
Not within Commission jurisdiction. De
ferred to EEOC. 

Education 
Race 
Disparate treatment of students, insensi
tive administrators and facilities. 
Complaint filed by NAACP County Chap
ter against local school district. Felt dis
trict operated a school system that was 
insensitive to needs of minority students. 
Closed 
Conciliated 

Education 
Race 
Selection and Testing 
Complainant charged that school district's 
selection procedures were discriminatory 
and were used to eliminate or prevent mi
nority workers from gaining employment. 
Closed 
Conciliated 

Education 
Race 
School Problems (all) 
Complainant alleged that overall operation 
of local school district was discriminatory_ 
Closed 
Conciliated 

Education 
Race 



TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 3-73-1 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 3-73-2 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 

FILE NO. 3-73-3 
EMPLOYER CATEGORY: 
CLASS: 
TYPE: 
SUMMATION: 

STATUS: 
DISPOSITION: 
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School Problems (all) 
Complainant charged that local school dis
tricts operations were discriminatory. 
Closed 
Conciliated 

County 
Race 
Promotion 
Alleged that present testing results pro
duces a disparate effect. 
Under investigation. 

Realtor 
Race 
Housing 
Third-party complainant alleged "block
busting" efforts. 
Closed 
No probable cause identified. 

Education 
Sex 
Selection and Testing 
Allegedly denied employment in a job cate
gory traditionally favorite to females. 
Closed 
No probable cause identified. 
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COMPLAINT FILING AND PROCESSING PROCEDURES 

I. Re: RULES OF PRACTICE AND PROCEDURE BE
FORE THE SOUTH CAROLINA STATE HUMAN 
AFFAIRS COMMISSION 

Pursuant to the authority vested in the South Carolina State 
Human Affairs Commission by Section 9 (g) of Act No. 1457, 
S. C. Acts and Joint Resolutions 2651 (June 23, 1972), the 
following regulation is adapted : 

A. DEFINITIONS When used in this regulation 

1. "Act" shall mean the "South Carolina Human Affairs 
Law" (1972 (57) 2651). 

2. "Commission, Commissioner, Discrimination, and 
Chairman" shall have the meanings given to them in 
the Act. 

3. "Hearing Commissioner" shall mean the members of 
the Commission designated by the chairman to con
duct a hearing, as herein after provided. 

4. "Investigator" shall mean a member of the Commis
sion staff designated by the Commissioner or a mem
ber of the Commission appointed by the Chairman, to 
investigate the allegations of the complaint and make 
a determination of whether there is probable cause. 

B. COMPLAINT 

1. Who may file 

a. Any individual or group may make, sign, and file 
with the Commission a written sworn complaint 
with respect to an unfair discriminatory practice 
as provided in the Act. Assistance in drafting and 
filing complaints shall be available to complainants 
at the Commission's office in Columbia, at any 
other Commission office, and from any Commission 
staff member or member of the Commission. 

b. The Chairman of the Commission, any member of 
the Commission, Commission staff, the Commis
sioner, or the Attorney General may, in like man
ner, make, sign, and file such complaint. 
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2. Complaint Form-The Complaint shall be in writing 
and the Commission shall provide a form to aid the 
complainant if so desired. The complaint must be 
signed and sworn before a notary public or other 
person duly authorized by law to administer oaths and 
take acknowledgements. Notarial service shall be fur
nished without charge by the Commission. 

3. Contents 

A complaint shall contain the following: 

a. The full name and address of the complainant. 

b. The name and address of the person, employer, or 
government agency against whom the complaint is 
made. 

·c. A short and plain statement of the claim showing 
that the complainant is entitled to relief under the 
South Carolina Human Affairs Law. 

d. The date or dates and time of day when the alleged 
unlawful discriminatory practice occurred, if 
known, and if the alleged unlawful discriminatory 
practice is of a continuing nature, the dates be
tween which the alleged continuing acts of discrim
ination occurred, if known. 

e. A statement as to any other action, civil or crim
inal, instituted by the complainant in any other 
forum based upon the same grievance as is alleged 
in the complaint, together with a statement as to 
the status or disposition of such other action. 

4. Time of filing-A complaint alleging discrimination 
in employment must be filed wtihin 90 days after the 
alleged unlawful practice occurs. Said time limit to be 
waived or extended only upon application to the Com
mission in writing and by the simple majority vote of 
those commissioners present and constituting a quo
rum in favor of waiver of extension. If the alleged 
practice is of a continuing nature, the date of the oc
currence of said practice shall be deemed to be any 
date subsequent to the commencement of the practice 
up to and including the date on which ,the practice 
shall have ceased, or the date on which the practice 
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shall have ceased, or the date on which the complaint 
shall have been filed if the unlawful practice is alleged 
to have continued. 

5. Place of Filing-A complaint shall be filed with the 
Commission at its office in Columbia, 1111 Belleview 
Avenue, Columbia, South Carolina, or by mail at P. 0. 
Drawer 11528. 

6. Manner in Filing-The complaint may be filed by 
personal delivery, ordinary mail, registered or certi
fied mail to the Commission's office in Columbia. A 
complaint may be delivered to a member of the Com
mission's staff or to any other Commission office sub
sequently established for filing at the Commission's 
Columbia office. 

7. Amendment of Complaint-The Commission, the pre
siding hearing Commissioner, or the complainant shall 
have the power reasonably and fairly to allow the 
amending of a complaint as follows : 
a. The power to amend a complaint may be exercised 

prior to the issuance of a notice of hearing by the 
Commission staff with the cons·ent of the complain
ant and after the issuance of a notice of hearing by 
the presiding hearing commissioner with the con
sent of the complainant. 

b. The complainant's power to amend the complaint 
may be exercised prior to the issuance of a notice 
of hearing as a matter of right and after notice of 
hearing at the discretion of the presiding commis
sioner. 

c. If a complaint is amended, postponement of the 
hearing date may be granted to the respondent upon 
a request to the Commission. In no event shall such 
hearing date be postponed more than twenty (20) 
days later than the original hearing date. 

8. Withdrawal of Complaint-Upon the written request 
of the complainant, stating the reasons for such re
quest, a complaint or any part thereof, may be with
drawn only on written consent as hereinafter set 
forth: 
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a. If the request for withdrawal is made before the 
case has been noted for hearing, the written con
sent of the Commissioner shall be obtained. 

b. If the request for withdrawal is made after the 
case has been noted for hearing, the written consent 
of the chairman of the Commission shall be ob
tained. 

c. In either case of withdrawal, such withdrawal shall 
be without prejudice to the rights of the com
plainant. 

9. Dismissal of Complaint--If the Commissioner shall 
determine whether upon the face of the complaint, 
after investigation, or after conference, conciliation, 
and persuasion, that the complaint shall be dismissed, 
due to lack of probable cause or for other reasons, he 
shall dismiss the complaint and notify the parties by 
mail of such determination and of the complainant's 
right to apply to the Commission for reconsideration 
of such dismissal. 

C. INVESTIGATION, CONFERENCE, CONCILIATION, 
AND PERSUASION 

1. Investigation-After the filing of a complaint the 
Commissioner shall designate an investigator from the 
Commission staff and the chairman may designate a 
member of the Commission to direct the investigation 
as chief investigator. The investigator (s) shall make 
a prompt and thorough investigation of the allegations 
of the complaint. 

2. Production of Evidence 
a. An investigator may at any reasonable time request 

access to premises, records, and documents relevant 
to the complaint. 

b. If such request is denied, the Commission may issue 
a subpoena duces tecum requiring the production 
of such documents, as provided by the Act. 

c. If a person fails to permit access, examination, 
photographing or copying, the Commission may 
apply to a court of competent jurisdiction for an 
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order requiring the person to permit same, as pro
vided by the Act. 

d. The Commission may issue a subpoena, as provided 
by the Act. 

e. A party or witness may be required to answer writ
ten interrogatories at any time af,ter a complaint is 
filed, as provided by the Act. 

f. The Commissioner shall authorize the taking of 
depositions of witnesses, including any party, pur
suant to a complaint or investigation made by the 
Commission. 

3. Conference, Conciliation, and Persuasion-If the in
vestigator determines after preliminary investigation 
that probable cause may exist, substantiating the alle
gation of the complaint, he shall report his recommen
dations to the Commissioner, who shall make a finding 
and report to the Commission. The investigator shall 
endeavor to eliminate the unlawful discriminatory 
practice by conference, conciliation, and persuasion. 
If a complaint subsequently goes to a hearing, no testi
mony shall be given or received concerning any offers 
or counteroffers made in an effort to conciliate any 
alleged unlawful discriminatory practice. 

The investigator shall notify the respondent ( s) that 
a particular meeting or conversation is for the pur
pose of attempting to conciliate the complaint. These 
requirements shall not be construed to limit the 
power of the Commission to conduct further inves
tigations in preparation for a hearing or for other 
purposes in connection with its statutory duties nor 
shall they be construed to prohibit the use of evi
dence obtained through such investigation. 

4. Conciliation Agreement-If as a resul.t of conference, 
conciliation, and persuasion, the investigator is able 
to provide for voluntary compliance, and to effect the 
elimination of any unlawful discriminatory practice, 
a conciliation agreement shall be prepared which shall 
set forth all measures to be taken by any party, includ
ing provisions for compliance reports, and which shall 
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be signed by the respondent and a representative of 
the Commission. 

5. Satisfactory Adjustment-Upon the signing of the 
conciliation agr·eement, the investigator shall report 
the same to the Commissioner, who shall mark the case 
"satisfactorily adjusted" and notify the parties and 
commissioners of the terms of such disposition. Said 
disposition of a case by conference, conciliation, and 
persuasion shall not, however, preclude the Commis
sion, whenever justice so required, from reconsidering 
the terms of such conciliation at any time and taking 
such further ·action as it may deem necessary on no
tice to the parties. 

D. RECONSIDERATION 

1. The complainant, within ten (10) days after receiving 
a copy of the order dismissing the complaint, may file 
with the Commission an application for reconsidera
tion of the order. Such application must be in writing, 
stating specifically the ground on which it is based. 

2. Upon receipt of an application for reconsideration, the 
Commissioner shall designate a different member of 
the Commission to direct the new investigation as chief 
investigator. While a new investigation shall be made, 
the investigator may consider the evidence gathered 
in the initial investigation. The investigator (s) shall 
within fourteen (14) days make a new determination 
of whether there is probable cause to believe that the 
respondent has engaged in an unlawful practice. 

3. Dismissal of a complaint may be reconsidered by the 
Commission on its own initiative at any time within 
90 days after the alleged unlawful employment prac
tice occurred. Notice of such reconsideration shall be 
provided by the Commission to all parties to the initial 
investigation or final conciliation as the case may be. 

E. NOTICE OF HEARING 

1. When Hearing Ordered 
a. After a finding of probable cause to credit the alle

gations of the complaint and in case of failure to 
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eliminate said unlawful discriminatory practices or 
otherwise resolve same, the results of the investiga
tion shall be reported to the Commissioner, who 
shall report same to the chairman, with his recom
mendation on scheduling a hearing. 

b. The chairman shall thereupon appoint a presiding 
hearing Commissioner and may in his discretion 
appoint two additional hearing commissioners. 

2. Notice of Hearing 
a. The notice of hearing shall state the time and place 

and shall inform the respondent that he may file 
an answer to the complaint. 

b. The notice of hearing and sworn complaint, as the 
same may have been amended, shall be served by 
registered or certified mail on the respondent at 
least ten (10) days before the date of the hearing, 
and the complainant, hearing commissioners and 
Attorney General shall be furnished to said at
torney. 

3. Place of Hearing-The place of any hearing shall be 
in Columbia or such other place as may be designated 
by the hearing commissioner. The hearing commis
sioners shall give consideration .to a request for a 
change of hearing location made by the complainant 
or the respondent. Upon application of the party and 
for good cause shown, the hearing commissioner may 
change the hearing location. 

F. ANSWER 

1. Filing of Answer-The Respondent may by himself or 
his attorney answer the complaint or amended com
plaint. The answer shall be in writing and signed by 
the respondent or his attorney and filed with two 
copies at the office of the Commission in Columbia 
within, burt no later than, twenty (20) days of service 
of the complaint on the respondent. Said answer also 
to be served on the complainant. 

2. Contents-The answer shall state clearly and con
cisely the defenses to each claim asserted and shall 
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admit or deny the :allegations in the complaint. If the 
respondent is without knowledge or information suf
ficient to form a belief as to the .truth of an allegation, 
the answer shall so state and this has the effect of a 
denial. The answer shall contain the post office ad
dress of the respondent. 

3. Manner of Filing-The answer may be filed by regis
tered or certified mail addressed to the office of the 
Commission in Columbia or by delivery to said office. 

4. Failure to Deny or Admit-Failure to deny or admit 
an allegation in the complaint, unless the respondent 
shall state in the answer that he is without knowledge 
or information sufficient to form a belief, shall be 
deemed an admission of such allegation. 

5. Defense and New Matter-Any allegation of new mat
ter contained in the answer shall be deemed denied 
without the necessity of a reply. 

6. Extension of Time for Filing-Upon application, the 
chairman or the presiding hearing commissioner may 
for good cause shown extend the time within which 
the answer may be filed. 

7. Amendments of Answer-The answer or any part 
thereof may be amended as a matter of right at any 
time before the first hearing and thereafter in the 
discretion of the presiding hearing commissioner on 
application duly made therefor. An original with two 
copies of the amended answer shall be filed with the 
Commission. 

8. Amendment of Answer upon Amendment of Com
plaint-In any case where a complaint has been 
amended, the respondent shall have the opportunity 
to amend his answer within such period as may be 
fixed by the presiding hearing commissioner. 

9. Failure to File answer-The hearing commissioners 
may proceed, notwithstanding any failure of the re
spondent to file an answer within the time provided 
herein, to hold a hearing at the time and place speci
fied in the notice of hearing and may make its findings 
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of fact and enter its order upon the testimony taken 
at the hearing. 

10. Default-Upon application the chairman may for good 
cause set aside a default in answering. 

G. HEARINGS 
1. Appearances-Whenever prac-ticable the complainant 

or the party on whose behalf the complaint was filed 
shall · appear at the hearing, with or without counsel, 
and submit testimony. The respondent may appear at 
the hearing with or without counsel, and submit testi
mony. The respondent may appear at the hearing with 
or without counsel and if an answer has been filed or 
the default in answering has been set aside for good 
cause shown, may examine and cross-examine wit
nesses and may present evidence. The complainant, the 
Attorney General, and in the discretion of the presid
ing hearing commissioner any person, may intervene, 
examine and cross-examine witnesses, and present 
evidence. 

2. Who Shall Conduct-Hearings shall be conducted be
fore one or more hearing commissioners to be ap
pointed by the chairman. In the event more than one 
hearing commissioner is appointed, the chairman shall 
designate one of the hearing commissioners to act as 
presiding hearing commissioner. 

3. Power and Duties of the Presiding Hearing Commis
sioner-The presiding hearing commissioner shall 
have full authority to control the procedure of a hear
ing, to admit or exclude testimony or other evidence, 
and to rule upon all motions and objections. The pre
siding hearing commissioner shall obtain a full and 
complete record of all facts necessary for a fair deter
mination of the issues. The presiding hearing commis
sioner may call and examine witnesses, direct the 
production of papers or documents, and introduce the 
same into the record of the proceedings. 

4. Procedure 
a. The case in support of the complaint shall be pre

sented before the hearing commissioners by a com-
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mission attorney or staff member. The complainant 
or his counsel may also present any case in support 
of the complaint. 

b. Evidence may be admitted if it is of the type com
monly relied upon by reasonably prudent men in 
the conduct of their affairs. However, irrelevant, 
immaterial, or unduly repetitious evidence shall be 
excluded and the rules of privilege shall be given 
effect. 

c. All testimony shall be given under oath or affirma
tion, and record of the proceedings shall be made 
and kept. 

d. No testimony or ev.idence shall be given or received 
at any hearing concerning any offers or counter
offers made in an effort to conciliate any alleged 
unlawful discriminatory practice. 

e. Two or more proceedings under the act may be 
joined by the Commission in its discretion. 

5. Stipulations-The parties may file a stipulation as to 
the facts, in which event the same shall be numbered 
and used at the hearing. Such stipulation shall not 
preclude the offering of additional evidence by any 
party. 

6. Continuation and Adjournments-The hearing com
missioners may continue a hearing from day to day 
or adjourn it to a later date or to a different place by 
announcement thereof at the hearing, or by appro
priate notice to all parties. 

7. Motions and Objections-Motions made during a hear
ing and objections with respect to the conduct of a 
hearing, including objections to the introduction of 
evidence, shall be stated in writing or orally and shall 
be included ·in the record of the hearing. 

8. Oral Arguments and Briefs-The presiding hearing 
commissioner shall permit the parties, their attorneys, 
or the members of the Commission's staff presenting 
the case in support of the complaint, to argue orally 
before the hearing commissioners and to file briefs 
within such ·time limits as the presiding hearing exam-
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iner may determine. Oral arguments shall not be 
included in the record unless the presiding hearing 
commissioner shall so direct. 

9. Improper Conduct-The presiding hea>ring commis
sioner may exclude from the hearing room or from 
further participation in the proceeding any person 
who engages in improper conduct before the hearing 
commissioner. 

10. Waiver of Hearing-With the consent in writing of 
the respondent ~and notice to all par<ties, an order may 
be entered without holding any hearing or the making 
of any findings of fact or conclusion of law. 

11. Public Hearings-All Commission hearings shall be 
open to the public unless the chairman or the presid
ing hearing commissioner, in his discretion, directs a 
closed hearing. 

12. Witnesses-The testimony of witnesses shall be under 
oath or affirma>tion. Witnesses shall not be in the hear
ing room except when testifying. Witnesses may be 
questioned and cross-examined. 

13. Written Transcript of the Record-The written tran
script of the record upon the hearing before the hear
ing commissioners shall consist of the notice of the 
hearing, the sworn complaint, as the same may have 
been amended, the answer, as the same may have been 
amended, the transcript of the testimony taken at the 
hea,ring, the exhibits and depos~itions offered in evi
dence, wrirtten applications, briefs, orders, motions, 
oral arguments if directed by the hearing examiner, 
stipulations, and the final order of the Commission. 

H. RE-OPENING OF PROCEEniNGS 

1. Who May Open-After hearing and the issuance of a 
final order, the Commission or the hearing commis
sioners may, upon its own motion or upon applica>tion 
of any party or intervenor for good cause shown, or 
whenever justice so requires, or where an order or 
determination or decision was made upon default of a 
party affected thereby; reopen any closed proceeding 
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upon notice of all parties, intervenors and the Attorney 
General, and take such action as it may deem necessa,;ry. 

2. Time Limitation for Filing-No application to reopen 
shall be considered unless filed within six (6) months 
from the date the matter was previously closed or 
otherwise disposed of. 

I. CERTIFICATION 
The chairman, the secretary of the Commission or the 
Commissioner is authorized and empowered to certify all 
documents or records which a,;re a part of the files and 
records of the Commission. 

J. AVAILABILITY OF RULES 
The rules and regulations of the Commission and any 
amendments, additions, or modifications thereof, shall be 
available to the public at the office of the Commission in 
Columbia or at any other Commission office. 

K. CONSTRUCTION OF RULES AND PLEADINGS 
1. These rules and regulations shall be liberally con

structed to effeotuate the purpose and provisions of 
1972 (57) 2651 and the policies of the South Carolina 
State Human Affairs Commission. 

2. All pleadings shall be liberally construed with a view 
to effect justi.ce between parties, and the Commission 
and hearing commissioners will, at every stage of any 
proceedings, disregard errors or defects in the plead
ings or proceedings which do not affect the substantial 
rights of the parties. 

L. AMENDMENT OF RULES 
New rules may be adopted and any rule may be amended 
or rescinded by the Commission at a regular or special 
meeting, provided that notice of the proposed adoption, 
amendment, or rescission has been given in writing to all 
members of the Commission a·t least ten (10) days before 
the meeting at which action is to be taken; except that 
said ten-days notice shall not be required when two-thirds 
of .the membership of the Commission shall approve in 
writing any such adoption, amendment, or rescission. 
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M. GENERAL INVESTIGATIONS 
The Commission may, in its discretion, conduct such gen
el'lal investigations .into the problems of the discrimina
tion as it deems necessary or desirable and may study and 
report upon the problems of the effect of discrimination 
on any field of human relationships. 

REGULATIONS 
Rules for Submission of Equal Employment Opportunity Reports 

In accordance with Section 7c of the South Carolina Human 
Affairs Law, Act # 1457 of 1972, the Commission hereby pro
mulgates the following rules and regulations with respect to 
the submission of Equal Employment Opportunity Reports : 

Submission of Equal Employment Opportunity Reports 
A. Each State Agency, to assure its practice of equal employ

ment, shall submit an Equal Employment Opportunity 
Report to the State Human Affairs Commission. Supple
mentary reports pursuant to this Plan shall be submitted 
to the State Human Affairs Commission on a regular 
basis as and when requested by the State Human Affairs 
Commission. 

Equal Employment Officer to be Designated 
B. Each State Agency head shall designate an Equal Em

ployment Officer. Said Equal Employment Officer shall 
be responsible for implementation and administration of 
the required Equal Employment Opportunity Report and 
shall be responsible for any and all reports due to the 
State Human Affairs Commission under said Report. 
His name shall be submitted to rthe State Human Affairs 
Commission. 

Applications for employment to be Retained for Two Years 
C. Each Sta,te Agency shall retain in its files all applications 

for employment in that Agency for a period of two years 
and maintain data with respect to the sex and race of 
each applicant. 

Notices to be Posted 
D. Each State Agency, or department of the State, and local 

subdivision thereof, shall post, keep posted, and maintain 
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in conspicuous places upon their premises where notices 
to employees and applicants for employment are custo
marily posted, a notice to be prepared and distributed by 
the Commission setting forth excerpts from and/ or sum
maries of, pertinent provisions of the Human Affairs 
Law, and information pertinent to the filing of a com
plaint. 

Failure to Comply 

E. Failure to comply with any rule or regulation promul
gated under Section 7 (c) of the South Carolina Human 
Affairs Law shall constitute a violation of said law and 
an unfair discriminatory practice thereunder. 

STATE HUMAN AFFAIRS COMMISSION 
FY 1972-73 Expenditures 

Federal Funds 

Personnel Costs ----------------------------------------- $ 66,086 
Contractual Services ----------------------------------
Supplies --------------------------------------------------------
Fixed Charges & Contributions _______________ _ 

E qui pm en t ----------------------------------------------------
Contingencies ----------------------------------------------

6,683 
1,948 
6,021 
2,441 
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Total Expenditures ------------------------------------$ 83,282 

Source of Funds : 

1. Economic Development Ac·t Grant 
#04-6-09305, U. S. Dept. of Commerce ____________ $ 68,616 

2. Emergency Employment Act Grant 
#034-HI, Office of the Governor _____________________ _ 17,666 

$ 83,282 



A ,. Grant Action Funded 

A M 8 = Hiring Staff 

s-c Staff tt•aining a11d orientation 

C-D Formulations of Procedures 

c-H Investigatio11s, conciliations, consultationS and minority placement 

c- E' Meeting with agency h~ads and job analysis 

E-F Writing affirmative action proposals 

F-G Training first-line supervisors 
H 

G- H ' Recruitment, up-grading, ·training and placement· 

.::> ...... 

~ 

(f 

~· 

A 8 c G 


