


STATE HUMAN AFFAIRS 

COMMISSION 

REPORT 

FOR THE YEAR 

1974- 1975 

Printed Under the Direction of the 
State Budget and Control Board 



TABLE OF CONTENTS 

Page 
Introduction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 3 
The Board of the Commission . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 5 
Organizational Chart of the Commission . . . . . . . . . . . . . . . . . . . . 6 
Staff Members of the Commission . . . . . . . . . . . . . . . . . . . . . . . . . 7 

Letter from the Commissioner . . . . . . . . . . . . . . . . . . . . . . . . . . . . 8 
Recommendations . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 9 
Human Affairs Law and Related Materials . . . . . . . . . . . . . . . . . 12 

Commentary on Human Affairs Law . . . . . . . . . . . . . . . . . . . . . 23 
Role and Authority of the Commission . . . . . . . . . . . . . . . . . . . 26 
Complaint Filing and Processing Procedures . . . . . . . . . . . . . . 30 
Rules of Practice and Procedure......................... 30 
Rules and Regulations Promulgated by the Commission.... 40 

Reports of the Commission . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 43 
Division of Administration . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 44 
Special Projects... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 44 
Division of Community Relations . . . . . . . . . . . . . . . . . . . . . . . . 48 

The Year's Activities . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 50 
Division of Technical Services . . . . . . . . . . . . . . . . . . . . . . . . . . . 66 

The Year's Activities . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 69 
Format for an Affirmative Action Plan . . . . . . . . . . . . . . . . . 74 
Example of an Affirmative Action Plan ................. 104 
State Agencies with Approved Mfirmative 

Action Plans . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 122 
Quarterly Progress Report Forms ..................... 123 
State Government Employment by Race, 

Sex and Job Category .............................. 138 
Division of Compliance ................................. 139 

The Year's Activities ................................. 139 
Chart of Division Workload ........................... 142 
Complaint Categories ................................ 143 
Complaint Respondents ............................... 143 
Chart of Formal Complaints .......................... 144 
Examples of Cases Processed ......................... 145 
Chart of Complaints by County ........................ 148 
Case Summations .................................... 149 

Commission Appropriations and Expenditures ............ 169 



3 

INTRODUCTION 

'The State Human Affairs Commission was established in 1972 by 
the South Carolina Human Affairs Law, Act 1457 of the General 
Assembly. 

With the passage of this law, the state agency was created with the 
mandate to eliminate and prevent discrimination based on race, 
creed, color, sex, age, or national origin. Out of this legal base the 
Commission is empowered to resolve complaints of employment 
discrimination, to help provide equal opportunity and to promote 
harmony and the betterment of human affairs. 

Nineteen private citizens appointed by the Governor for three
year terms constitute the policy-making body of the Commission. 
This body issues the final rulings on employment discrimination cases 
and regulates the activity of the Agency. 

At present, the enforcement authority of the Commission is limited 
to state agencies, departments and their local subdivisions. The 
Commission investigates any complaint of discrimination and en
deavors to conciliate the complaint to the satisfaction of both parties. 
If no conciliation is possible, the Commission may initiate a formal 
hearing after which it will either dismiss the charge or order the 
respondent to take remedial action. The Commission has the author
ity to request witnesses and documents from agencies involved in 
complaints, and if they are not forthcoming, the Commission can 
subpoena them. 

In cases of discrimination which do not involve state agencies or 
local subdivisions of state government, the Commission has the 
authority to pursue conciliation to offer its services so that agreement 
can be reached between the two parties. 

Until the authority of the Commission is expanded to encompass all 
areas of employment in the state, the Commission must defer to the 
federal Equal Employment Opportunity Commission for final rulings 
involving the private sector and municipalities. Under a great 
backlog of cases, the EEOC has contracted with the Commission for 
the processing of 116 Df its cases. The Commission will conduct all 
investigations and submit findings and recommendations to the 
regional EEOC in Atlanta for final ruling. 

To eliminate the necessity for federal intervention in state mat
ters, the Commission has introduced amendments to the Human 
Affairs Law. This legislation would give the Commission 706 deferral 
status and make it the agent to deal with all employment discrimi
nation in the state. 
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A study committee is presently making an evaluation of the law 
and of the thirty-four (34) 706 deferral agencies in the nation and will 
submit its report for consideration in the legislative session of 1976. 

The structure of the Commission itself has been expanded this 
year. It is now comprised of four divisions: Administration, Com
munity Relations, Technical Services and Compliance. There is an 
additional section for Special Projects, dealing with those programs 
which the Commission deems necessary and useful. 

The following annual report will further define the Commission and 
detail the year's activities and progress. 
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~tah~ ~uman ~Hairs @ommission 

September 1, 1975 

r"CST OFFI C E DRAWER 11 !S 2B 

COLUMBIA, S . C . 2g211 

This has been a year of growth and accomplishment for the State Human Affairs 
Corrmission. 

In this year the Commission has sought to clarify its role as set forth in the 
Human Affairs Law and to act in accordance with the total purpose for which 
the Co~nission was created. 

To achieve this goal, we have undertaken many important projects. We intro
duced in this year's legislative session nine amendments to the Human Affairs 
Law which would clear up certain ambiguities in the law and expand the juris
diction of the Commission. In its 1976 session, the Legislature will consider 
the amendments, hearing recommendations of the study committee for the Human 
Affairs Law. 

Another major thrust of the Commission has been the extension of our programs 
and resources into individual communities throughout the State. With the 
creation of the Community Relations Division, we have been able to answer 
many unmet needs and fulfill our legislative mandate "to foster mutual under
standing and respect among all people in this state . " 

With a newly created section for Special Projects, the Commission has been able 
to respond to many of the concerns and needs of individuals and groups across 
the state. In the diverse areas of revenue sharing, student suspension, legal 
aid for the aging and police/community relations, the Commission has proposed 
programs for study and implementation. 

Charged 1vith "the promotion of harmony and the betterment of human affairs," 
the Commission seeks to serve South Carolina through the development of pro
grams for the people, their enlightenment and continued growth as individuals 
and citizens of South Carolina. 

JEC:MP 
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RECOMMENDATIONS 

1. Additional Authority Needed for the Municipal Level - The 
General Assembly, in establishing the Human Affairs Commission, 
sought to prevent discriminatory employment practices and to 
provide a vehicle to resolve such complaints within the State. Federal 
Authority under Title VII of the Civil Rights Act of 1964 as amended 
in 1972 deals forcefully with job discrimination at the municipal level. 
However, the Commission's authority in this area is extremely 
ambiguous. A recent court decision raises many questions as to the 
Commission's jurisdiction. One South Carolina city, for example, 
refused to answer Commission interrogatories relating to a com
plaint of discrimination pending against it. This is most unfortunate, 
not only because it suggests a lack of commitment to fair employment 
practices, but it leaves the state's municipalities extremely vulnera
ble to Federal Title VII litigation. Courts have ordered many 
municipalities, who have made no real effort to hire minorities and 
females on the basis of rigid numerical quotas. For example, Boston 
was ordered to hire one black for every new white teacher. Another 
court set up hiring and promotional quotas for a municipal police and 
fire department. In the latter case, the Office of Federal Revenue 
Sharing has ordered discriminatory practices ended or the loss of 
$250,000 in federal grants. 

Judicial rulings and federal guidelines in the area of fair 
employment practices represent a labyrinth of extraordinarily 
complex legislation, administrative decrees and court rulings. The 
problem is further complicated by the conflicting requirements of 
different federal agencies, keeping aware of developments in these 
areas is obviously beyond the means of all but the largest 
municipalities in the state. The Commission's expertise in this area 
should be utilized to save taxpayers the unnecessary expense of 
prolonged litigation. 

Local governments employ approximately 100,000 individuals in 
South Carolina. As such they are one of the state's largest sources of 
employment. The Commission's inability to act in the municipal sec
tor represents a serious impediment to the achievement of equal 
opportunity employment in South Carolina. However, it is not just 
the extent of the state's municipal workforce which makes the 
Commission's lack of authority a serious concern. Local government 
is the administrative level with which the individual citizen is most 
affected in terms of personal contact. The municipalities by their very 
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nature are the most visible administrative level. As such, the prac
tices they pursue in the area of fair employment will serve as an 
example for all the citizenry of this state. Any lack of commitment at 
this level would seriously impair South Carolina's commitment to 
equal employment opportunity. 

2. Equal Employment Opportunity Deferral Status - The laws 
of many states more closely parallel the Federal statutes. As a result 
their state fair employment practice agencies have been granted 
deferral status by EEOC. Deferral status depends on the state 
agencies' authority. Such status, once given by EEOC, would 
guarantee that EEOC 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 days in subsequent years. As the General 
Assembly passed the Human Mfairs Law, in large part, to avoid 
federal intervention, sufficient authority should be granted by an 
amendment to the Human Mfairs Law to allow the State Human 
Mfairs Commission to pursue its mandate. 

3. Authority Needed to Allow Technical Assistance to the Private 
Sector- Employers throughout the State have seen need to comply 
with the administrative and judicial guidelines on fair employment 
practices. Multimillion dollar settlements have occurred with in
creasing frequency. American Telephone and Telegraph will pay out 
approximately 30 million dollars in wage adjustments. The steel 
industry acceded to a settlement which will cost between 16 and 20 
million dollars. Detriot Edison may have to pay nearly 4 million 
dollars in punitive damages for "psychic injuries". Unfortunately, the 
complexity of the issue, as outlined above, precludes many of the 
state's businesses from designing and implementing an affirmative 
action plan. Due to the vagaries of the Human Affairs Act, the 
Division has been unable to respond to the many requests for as
sistance. If the Commission is to fulfill its mandate, it is thus im
perative that the necessary authority be clearly granted the 
Commission to provide technical assistance to the private sector upon 
request, by an amendment to the Human Affairs Law. 

Further Regionalization 
As more and more communities undertake to prevent and to solve 

community problems by means of community relations councils and 
other measures which the Commission's Division of Community 
Relations is authorized and equipped to assist, it is evident that the 
Commission needs to further regionalize its services. It is therefore 
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recommended that the decentralization effort begun with the es
tablishment of an office in Florence be continued and extended until 
at least one office for every two planning districts is in operation, 
making for a total of five regional offices. 

Revenue Sharing-Compliance Review 
During the seven regional workshops conducted by the Division of 

Community Relations, it became apparent that the citizens of South 
Carolina were not properly and fully informed as to what "revenue 
sharing" means, much less how these dollars can and do affect their 
individual communities. It is recommended that the Commission, 
and, in particular, the Division of Community Relations, enter into an 
agreement with the Office of Revenue Sharing to designate the State 
Human Affairs Commission as the South Carolina agent for 
monitoring compliance with the regulations promulgated in con
junction with the State and Local Fiscal Assistance Act of 1972, 
otherwise known as the "Revenue Sharing Act." 
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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 Carolina 
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 conflict 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 Assembly 
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 national origin as hereinaf
ter 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 de

partment of the South Carolina State Human Affairs Commission, to 
encourage fair treatment for, and to eliminate and prevent dis
crimination against, any member of a group protected 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, the Gover
nor shall designate six who shall serve until June 20, 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. 
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(c) No member of the Commission shall serve more than two 
consecutive terms. A member having served two consecutive 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-chairman, each to 
serve a term of one year. In the absence of appointment 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 pre
sented, 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, com
mittees 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 Gover
nor 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 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 by him by the Commission. 

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

(c) The Commissioner shall recommend to the Commission, and 
with its approval, employ attorneys, secretaries, clerks, inves
tigators 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 transac-
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tion 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 gov
ernmental departments and agencies. 

(f) To create or recognize such advisory agencies and conciliation 
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 empower such agencies and councils 
to study problems of discrimination in all or specific fields of human 
affairs or in specific instances of discrimination because of race, 
creed, color, sex, age or national orgin, and to foster through 
community effort or otherwise, goodwill, cooperation and concilia
tion among the groups and elements of the population of the State. 
Such agencies and councils may also make recommendations to the 
Commission for the development of policies and procedures in gen
eral and in specific instances and for programs of formal or informal 
education which the Commission 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 councils, agencies, 
commissions, task forces, institutions or organizations, public or 
private which are in the judgment 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 judgment will tend to promote goodwill and the betterment of 
human affairs. 
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(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 efectuate the purposes 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 
policies formulated pursuant to subsection (d) of this section or of any 
other materials effectuating 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 Employment Op
portunity 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. 

(l) 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 gifts 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 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 hearing, and fol
lowing any such investigation or hearing to issue such report and 
recommendations as in its opinion will assist in effectuating the 
purposes of this act. 

(i) To receive and resolve complaints in accordance with the pro
visions 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 examina
tion of any books, payrolls, personnel records, correspondence, 
documents, papers or any other evidence relating to any matter 
under investigation or in question before the Commission. The power 
may be exercised only by the joint action of the chairman of the 
Commission and the Commissioner. 

(q) To require any party or witness to answer interrogatories at 
any time after a complaint is filed. The procedure for interrogatories 
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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 Commission. 

(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, refuses 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 opin
ion of a department or agency head the information required by way 
of 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 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 agent thereof: 

(1) To fail or refuse to hire, bar, discharge from employment or 
otherwise to discriminate against any individual with respect to his 
compensation, terms, conditions or privileges of employment be
cause of such individual's race, creed, color, sex, age or national 
origin; or 

(2) To publish or cause to be published any notice or advertisement 
relating to employment by such agency or department indicating any 
limitation, specification or discrimination based on race, creed, color, 
sex, age 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 occupa
tional qualification for employment or 

(3) To use any form of application for employment or to make any 
inquiry of an applicant for employment which expresses, 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, specification or discrimination, except that such 
form of application for employment or inquiry made of an applicant 
for employment may indicate a limitation, specification or dis
crimination based on sex or national origin when sex or national 



17 

origin is a bona fide occupation qualification necessary to the normal 
operation of that particular agency or department concerned; pro
vided, however, that it shall not be an unfair discriminatory practice 
for any party subject to the provisions of this subsection to compile or 
assemble such information 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 act 

declared to be an unfair discriminatory practice of 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 hearing under Section 8 (a). 

(c) Notwithstanding any other provision of this act, it shall not be 
an unfair discriminatory practice for any party subject to the pro
visions of subsection (a) of this section 

(1) To fail or refuse to hire or employ any individual because 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 con
cerned, or 

(2) To apply different standards of compensation, different terms, 
conditions, or privileges of employment pursuant to a bona fide 
seniority or merit system or a system which measures earnings by 
quantity or quality of production or to employees who work in dif
ferent locations providing 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. 
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SECTION 9. (a) Any person may complain, either verbally or in 
writing, to the Commission. The Commissioner, his employees or 
agents, shall assist complainants in reducing verbal complaints to 
writing and shall assist all complainants in setting forth such in
formation as may be required by the Commission. 

(b) Any complainant who is a member of the Commission shall be 
disqualified from participation except as the complainant 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 in
vestigator or of the complainant or of the party complained of. 
Complaints may be amended during a hearing only upon a majority of 
vote of the panel of Commission members for such hearing. 

(d) For complaints asserting expressly or in 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 desig
nl!_ted the investigator in charge of the complaint. 

(2) The Chairman of the Commission or, upon the request of the 
Chairman, the Commissioner shall designate a member 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 complainant and the 
party complained of, such resolution to be embodied in a conciliation 
agreement, which shall include an agreement by the party com
plained of to refrain from committing unfair discriminatory practices 
in the future, and which may contain such further provisions as are 
agreed upon by the complainant and the party complained of. No 
conciliation agreement shall be deemed an effective resolution by the 
Commission unless the Supervisory Commission member shall have 
reviewed and approved the terms thereof. 

(4) If not sooner resolved, the investigator shall upon completion of 
his investigation submit to the supervisory Commission member a 
statement of the facts disclosed by his investigation 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 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. 
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(5) If the Order be of dismissal, the supervisory Commission 
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 Commission 
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 complained of a copy of the order, com
plaint and notice. The notice shall also state with reasonable par
ticularity the nature of any documents, records or other written 
matter in the custody of the party complained of which the supervis
ory Commission member requests be brought to the hearing. 

(7) The supervisory Commission member shall issue appropriate 
notices to any witnesses or other custodians of documents 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 appropriate 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 mem
bers of the Commission to sit as the Commission and hear the com
plaint; 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; provided, 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 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 
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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 motion of the panel, in which case copies of such transcription 
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 Commission an opinion and order 
requiring that such unfair discriminatory 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 judgment of the 
panel, will effectuate the purposes of this act. The Commission 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 party complained of has not engaged in any such unfair dis
criminatory practice, the panel shall state its finding offact 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 opinion 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. 

Copies of the opinion and order shall be available to the public for 
inspection upon request, and copies shall be made available 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 practices 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 Commission's 
employees or agents, who may resolve the complaint by conference, 
conciliation and persuasion with the complainant and the party 
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complained of, such resolution to be embodied 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 complaint, he shall withdraw from the matter and not 
participate further therein; the Commission file of the complaint shall 
be closed, but should the complainant and party complained of 
thereafter resolve the complainant and submit a record of such reso
lution to the Commission, such record shall be entered into the 
Commission file of the complaint. 

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

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

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

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

(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 with 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. 
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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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COMMENTARYONTHESOUTHCAROUNA 
HUMAN AFFAIRS LAW 

A Bill creating the South Carolina State Human Affairs Commis
sion 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 better
ment of human affiars. In the law, the practice of discrimination 
against any individual because of race, creed, color, sex, age, or 
national origin is declared a matter of State concern. The Law further 
declares such discrimination to be 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 by the Governor and serves 
a one year term. The Commission recommends for the Governor's 
approval and appointment a Commissioner- or chief administrative 
officer of the Commission. The Commissioner, in turn, hires and 
directs the staff of the agency in order to expeditiously discharge the 
Commission's duties under the Law. 

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

-The authority to maintain office 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 parties in furtherance 
of such policies. 

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

-To create or recognize advisory agencies and conciliation coun
cils -local and regional, or statewide- as will an in effectuating 
the Human Affairs Law. 

-To issue publications and results of investigations and research. 
-To require from any State agency, or department or its local 

subdivisions reports and information. 
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-To cooperate (contract) with the U. S. Equal Employment 
Opportunity Commission and other federal, state and local 
agencies and departments. 

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

-To create or recognize advisory agencies and conciliation 
councils, local, regional, or statewide and to empower such to 
study or conciliate problems of discrimination in the State. 

Section 8 of the South Carolina Human Affairs Law defines unfair 
discriminatory practices and sets standards for employment prac
tices closely in line with the Federal Civil Rights Act of 1964, as 
amended in 1972. According to Section 9 of the South Carolina 
Human Affairs Law, 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 Au
thority to conduct hearings and issue orders, or conciliate the com
plaint to the satisfaction of both parties. If no discrimination is found, 
the Commission will dismiss the charge. In the event that dis
crimination 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 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 c'ompetent jurisdiction 
to enforce the subpoena. 
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In the area of private industry or other cases of discrimination 
which do not involve state and local governmental agencies, the 
Commission has the authority to investigate, and pursue conciliation. 
In the event conciliation fails, the Commission may step out of the 
picture, and the complainant retains the right to either continue or to 
initiate contact with the Equal Employment Opportunity Commis
sion or other appropriate federal agencies. 

Witnesses called by the Commission are protected by the South 
Carolina Human Affairs Law. It is an unfair discriminatory practice 
to retaliate against any employee who initiates a charge against an 
agency or gives testimony. 
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MEMORANDUM 

Role and Authority of the 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 discrimination against 
citizens of the State, and to foster mutual understanding 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 serve for a term of three (3) 
years. 

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 con

secutive terms. Although a member of the Commission having 
served two consecutuve terms shall be eligible for reappointment 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 Commission 

to serve as chairman for a term of one year. He may also appoint a 
vice-chairman for a one-year term. The members 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(b) 

Com missioner 
The Commission recommends to the Governor a person who shall 

be employed as Commissioner - the chief administrative officer of 
the Commission. Sec. 5(a) 

POWERS: The Commission has, among its powers, the authority to: 

Regulations 
Promulgate, in accordance with the provisions of the law, rules and 

regulations. Sec. 7(c). These regulations have been promulgated, at 
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present, with respect to the submission of Equal Employment 
Opportunity Reports to the Commission. 

The first requires the submission of the reports in accordance 
with a commission format and subject to Commission approval. 
The second requires the appointment of an Equal Employment 
Officer responsible for the creation, administration, and report
ing 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. 

Information 
The Commission has the power to require from any State agency or 

department or its local subdivision such reports and information at 
such times as it may deem necessary to effectuate the purpose of the 
Law. Sec. 7(i) 

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

man of the Commission and the Commissioner, to compel attendance 
of witnesses or production for examination of books, papers, records, 
payrolls, personnel records, correspondence, 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 purposes of 

the Law and make recommendations to appropriate parties in 
furtherance of such policies. Sec. 7(c) 

The Commission has done this with respect to the use of the 
National Teachers' Examination in South Carolina, the Merit 
System, and it formulated recommendations with respect to the 
practice of sterilization of certain welfare recipients, and State 
maternity policies. 

Advisory Councils 
The Commission may create or recognize such advisory agencies 

and conciliation councils (local, regional, or statewide) as will aid in 
effectuating the purposes of the Law. 
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Publications 
It may issue publications and results of investigations and research 

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

The Commission's most recent publication: "Think Affirmative," 
a comprehensive guide for affirmative action. 

E.E.O.C. 
The Commission may cooperate (contract) with the United States 

Equal Employment Opportunity Commission and other federal, 
state, and local agencies and departments. Sees. 7(k) and (g) 

Hearings 
The Commission may investigate problems in human affairs in the 

State, and in connection therewith hold hearings, and following such 
investigation or hearing issue reports, recommendations, and orders 
so as to further the purposes of the Law; also, it has authority to 
receive and resolve specific complaints of discrimination. Sees. 7(n) 
and (o), Sec. (9) 

Functions of A Com mission Member 
A member of the Commission may find him/herself personally 

performing functions; a Commission member may: 

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

Supervisory Commission Member- 2) Be appointed as supervis
ory commission member in charge of the investigation of a complaint. 
The Commission member would then supervise the processing of the 
complaint, directing the Commission's staff in the investigation of the 
complaint and attempting resolution by conciliation. (The supervis
ory Commission member is the only person who can deem a con
ciliation agreement an effective resolution by the Commission of a 
complaint.) 

The supervisory Commission member shall, upon completion ofthe 
investigation, if there is no conciliation, order either that the com
plaint be dismissed or that a panel of Commission members be des
ignated 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. 
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Hearing Panel Member- 3) Be a member of hearing panel -
appointed by the Chairman of the Commission, or his or her designee. 
The hearing panels are to be composed of three (3) Commission 
members. One member ofthe panel is designated by the chairman of 
the panel to rule on motions, objections, etc. A judicially enforceable 
subpoena power is available, in the event the panel requires it. The 
hearing panel hears the sworn evidence from both sides, though it 
may find that the party complained of has or has not engaged in any 
unfair discriminatory practices. 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 shall require the 
discriminatory practice to be discontinued and shall require such 
other action including (but not limited to), hiring, reinstatement, 
upgrading of employees, with or without backpay, to the persons 
aggrieved by such practices as, in the judgment of the panel, will 
effectuate the purposes of the Human Affairs Law. Sec. 9 

Committee Member- 4) Be a member of a Commission committee. 
Human Affairs Commission Committees include: 

a) Personnel 
b) Legal Committee 
c) Community Relations Councils Committee 
d) Legislative Liaison Committee 
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COMPLAINT FILING AND PROCESSING PROCEDURES 

I. Re: RULES OF PRACTICE AND PROCEDURE BEFORE 
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 conduct a hearing, 
as hereinafter provided. 

4. "Investigator" shall mean a member of the Commission staff 
designated by the Commissioner or a member of the Com
mission appointed by the Chairman, to investigate the alle
gations 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 availa
ble to the 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 Commissioner, or the 
Attorney General may, in like manner, make, sign, and file 
such complaint. 

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 ad
minister oaths and take acknowledgements. Notarial service 
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shall be furnished 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 gov

ernment 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 Mfairs Law. 

d. The date or dates and time of day when the alleged unlawful 
discriminatory practice occurred, if known, and if the al
leged unlawful discriminatory practice is of a continuing 
nature, the dates between which the alleged continuing 
acts of discrimination occurred, if known. 

e. A statement as to any other action, civil or criminal, in
stituted 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 within 90 days after the alleged 
unlawful practice occurs. Said time limit to be waived or 
extended only upon application to the Commission in writing 
and by the simple majority vote of those commissioners pres
sent and constituting a quorum in favor of waiver of extension. 
If the alleged practice is of a continuing nature, the date of the 
occurrence 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 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 Commis
sion at its office in Columbia or by mail at P. 0. Drawer 11528, 
Columbia, South Carolina 29211. 

6. Manner in Filing-The complaint may be filed by personal 
delivery, ordinary mail, registered or certified mail to the 
Commission's office in Columbia. A complaint may be deliv
ered to a member of the Commission's staff or to any other 
Commission office subsequently established for filing at the 
Commission's Columbia office. 
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7. Amendment of Complaint-The Commission, the presiding 
hearing Commissioner, or the complainant shall have the 
power reasonably and fairly to allow the amending of a com
plaint 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 consent of the complainant and after the issuance 
of a notice of hearing by the presiding hearing Commis
sioner with the consent 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 commissioner. 

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 request, a complaint 
or any part thereof, may be withdrawn only on written con
sent as hereinafter set forth: 
a. If the request for withdrawal is made before the case has 

been noted for hearing, the written consent of the Com
missioner 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 obtained. 

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

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. 
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C. INVESTIGATION, CONFERENCE, CONCILIATION, 
AND PERSUASION 
1. Investigation-After the filing of a complaint the Commis

sioner 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 in
vestigation 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, examinations, photo
graphing or copying, the Commission may apply to a court 
of competent jurisdiction for an order requiring the person 
to permit same, as provided 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 written 
interrogatories at any time after a complaint is filed, as 
provided by the Act. 

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

3. Conference, Conciliation, and Persuasion-If the investigator 
determines after preliminary investigation that probable 
cause may exist, substantiating the allegation of the com
plaint, he shall report his recommendations to the Commis
sioner, who shall make a finding and report to the Commis
sion. The investigator shall endeavor to eliminate the unlawful 
discriminatory practice by conference, conciliation, and 
persuasion. If a complaint subsequently goes to a hearing, no 
testimony shall be given or received concerning any offers or 
counteroffers made in an effort to conciliate any alledged 
unlawful discriminatory practice. 
The investigator shall notify the respondent(s) that a particu
lar meeting or conversation is for the purpose of attempting to 
conciliate the complaint. These requirements shall not be 
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construed to limit the power of the Commission to conduct 
further investigations 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 evidence obtained through 
such investigation. 

4. Conciliation Agreement-If as a result of conference, con
ciliation, the 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, including provisions for compliance reports, and 
which shall be signed by the respondent and a representative 
of the Commission. 

5. Satisfactory Adjustment-Upon the signing of the concilia
tion agreement, the investigator shall report the same to the 
Commissioner, who shall mark the case "satisfactorily ad
justed" 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 
Commission, whenever just so required, from reconsidering 
the terms of such conciliation at any time and taking such 
further action as it may deem necessary on notice 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 Com
mission an application for reconsideration 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 
Commission shall designate a different member of the 
Commission to direct the new investigation as chief inves
tigator. While a new investigation shall be made, the inves
tigator may consider the evidence gathered in the initial in
vestigation. 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 Com
mission on its own initiative at any time within 90 days after 
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the alleged unlawful employment practice 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 allegations of 
the complaint and in case of failure to eliminate said unlaw
ful discriminatory practices or otherwise resolve same, the 
results of the investigation shall be reported to the 
Commissioner, who shall report same to the chairman, with 
his recommendation on scheduling a hearing. 

b. The chairman shall thereupon appoint a presiding hearing 
Commissioner and may in his discretion appoint two ad
ditional 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 cer
tified 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 attorney. 

3. Place of Hearing-The place of any hearing shall be in Colum
bia or such other place as may be designated by the hearing 
commissioner. The hearing commissioners shall give con
sideration 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 complaint. 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, but no later than, twenty 
(20) days of service of the complaint on the respondent. Said 
answer also to be served on the complainant. 
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2. Contents-The answer shall state clearly and concisely the 
defenses to each claim asserted and shall admit or deny the 
allegations in the complaint. If the respondent is without 
knowledge or information sufficient 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 
address of the respondent. 

3. Manner of Filing-The answer may be filed by registered 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 matter 
contained in the answer shall be deemed deny without the 
necessity of a reply. 

6. Extension of Time for Filing-Upon application, the chair
man 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 Complaint-In 
any case where a complaint has been amended, the re
spondent 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 respondent to 
file an answer within the time provided herein, to hold a 
hearing at the time and place specified in the notice of hear
ing and may make its findings offact 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. 
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G. HEARINGS 
1. Appearances-Whenever practicable 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 testimony. 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 witness
es and may present evidence. The complainant, the Attorney 
General, and in the discretion of the presiding hearing 
commissioner, any person may intervene, examine and 
cross-examine witnesses, and present evidence. 

2. Who Shall Conduct-Hearings shall be conducted before one 
or more hearing commissioners to be appointed 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 hearing, to admit or 
exclude testimony or other evidence, and to rule upon all 
motions and objections. The presiding hearing commissioner 
shall obtain a full and complete record of all facts necessary 
for a fair determination of the issues. The presiding hearing 
commissioner 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 presented 

before the hearing commissioners by a commission at
torney 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 commonly 
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 affirmation, and 
records of the proceedings shall be made and kept. 

d. No testimony or evidence shall be given or received at any 
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hearing concerning any offers or counteroffers 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 commis
sioners 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 appropriate notice to all parties. 

7. Motions and Objections-Motions made during a hearing 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 com
missioner 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 examiner may determine. Oral arguments 
shall not be included in the record unless the presiding hear
ing commissioner shall so direct. 

9. Improper Conduct-The presiding hearing commissioner 
may exclude from the hearing room or from further par
ticipation 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 parties, 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 presiding hearing 
commissioner, in his discretion, directs a closed hearing. 

12. Witnesses-The testimony of witnesses shall be under oath 
or affirmation. Witnesses shall not be in the hearing room 
except when testifying. Witnesses may be questioned and 
cross-examined. 
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13. Written Transcript of the Record-The written transcript of 
the record upon the hearing before the hearing commission
ers shall consist of the notice of the hearing, the sworn 
~omplaint, as the same may have been amended, the answer, 
as the same may have been amended, the transcript of the 
testimony taken at the hearing, the exhibits and depositions 
offered in evidence, written applications, briefs, orders, 
motions, oral arguments if directed by the hearing examiner, 
stipulations, and the final order of the Commission. 

H. RE-OPENING OF PROCEEDINGS 
1. Who May Open-After hearing and the issuance of a final 

order, the Commission pr the hearing commissioners may, 
upon its own motion or upon application of any party or in
tervenor for good cause shown, or whenever justice so re
quires, or where an order or determination or decision was 
made upon default of a party affected thereby; reopen any 
closed proceeding upon notice of all parties, intervenors and 
the Attorney General, and take such action as it may deem 
necessary. 

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 Com
missioner is authorized and empowered to certify all documents 
or records which are a part of the files and records of the 
Commission. 

J. AVAILABILITY OF RULES 
The rules and regulations of the Commission and any amend
ments, 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 constructed to 

effectuate the purpose and provisions of 1972 (57) 2651 and the 
policies of the South Carolina State Human Mfairs Com
mission. 

2. All pleadings shall be liberally construed with a view to effect 
justice between parties, and the Commission and hearing 
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commissioners will, at every stage of any proceedings, dis
regard errors or defects in the pleadings 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 at 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 re
scission. 

M. GENERAL INVESTIGATIONS 
The Commission may, in its discretion, conduct such general 
investigations into the problems of the discrimination 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. 

RULES AND REGULATIONS PROMULGATED BY THE 
STATE HUMAN AFFAIRS COMMISSION 

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 promulgates 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 employment, 

shall submit an Equal Employment Opportunity Report to the 
State Human Affairs Commission. Supplementary 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 Employment 

Officer. Said Equal Employment Officer shall be responsible for 
implementation and administration of the required Equal 
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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 the State 
Human Affairs Commission. 

Applications for Employment to be Retained for Two Years 
C. Each State Agency · shall retain in its files all applications for 

employment in that Agency for a period of two years and main
tain 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 sub

division thereof, shall post, keep posted, and maintained in 
conspicuous places upon their premises where notices to 
employees and applicants for employment are customarily 
posted a notice to be prepared and distributed by the Commis
sion setting forth excerpts from and/or summaries of, pertinent 
provisions of the Human Affairs Law, and information pertinent 
to the filing of a complaint. 

Failure to Comply 
E. Failure to comply with any rule or regulation promulgated under 

Section 7(c) of the South Carolina Human Affairs Law shall 
constitute a violation of said law and an unfair discriminatory 
practice thereunder. 

In accordance with Section 7(d) of the South Carolina Human 
Affairs Law, Act #1457 of 1972, the Commission hereby formulates 
the following policies: 
I. State Human Affairs Commission Guidelines on Employment 

Policies Relating to Maternity 
a. To deny a pregnant employee a leave of absence for maternity 

purposes shall be an unfair discriminatory practice within the 
meaning of Section 8(a)(1) of the South Carolina Human Af
fairs Law. 

b. All maternity leave benefits shall apply to both married and 
unmarried pregnant employees. 

c. Written and unwritten employment policies and practices 
involving matters such as the commencement and duration of 
leave, the availability of extensions, the accrual of seniority 
and other benefits and privileges, reinstatement, and pay
ment under any health or temporary disability insurance or 
sick leave plan, formal or informal, shall be applied to disabil-
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ity due to pregnancy, miscarriage, abortion, childbirth, and 
recovery therefrom on the same terms and conditions as they 
are applied to other temporary disabilities. 

d. Where the termination of an employee who is temporarily 
disabled is caused by an employment policy under which in
sufficient or no leave is available, such a termination violates 
the Human Affairs Law if it has a disparate impact on 
employees of one sex and is not justified by business necessity. 

Passed by the South Carolina State Human Affairs Commission at 
its meeting of December 7, 1973. 
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DIVISION OF ADMINISTRATION 

This Division is responsible for the overall operation of the 
Commission. It centers around the Commissioner, who carries out 
the administrative management of the agency and is responsible to 
the nineteen-member board of the Commission. The Commissioner 
coordinates all functions of the agency in order that its activities and 
programs remain consistent with the policies and regulations es
tablished by the board of the Commission and the Human Affairs 
Law. 

Those directly assisting the Commissioner in administrative 
planning and implementation are a Deputy Commissioner/Legal 
Counsel, a Fiscal/Personnel Officer and an Accounting Assistant, an 
Executive Assistant, a Research Analyst, an Administrative As
sistant, a Secretary, and a Receptionist. 

Also within this division is the Public Affairs and Information 
Office. A Public Affairs Officer and an Information Specialist have 
put into operation a much-needed service of both information 
gathering and dissemination. Their work to educate the citizenry on 
the Commission and different aspects of the Human Affairs Law is 
accomplished several ways: a quarterly newsletter, brochures, the 
Commission poster, research needed in the formulation of Commis
sion policy and plans, and by supplying information requested by 
other state agencies and the public. A public service radio series 
called "It's the Law" informs the general public of different points of 
law concerning employment discrimination and human rights. This 
series is aired on fifteen radio stations around the state. 

Out of the Commission's interest in providing those programs and 
services which are needed, it has begun research in many areas of 
concern to citizens and groups of people. Under the coordination of 
the Executive Assistant, these efforts have resulted in proposals for 
much-needed programs in police/community relations, problems of 
the aging, student suspensions and particular problems encountered 
by women in society. As these projects develop, they are im
plemented by the newly-created section for Special Projects. 

SPECIAL PROJECTS 

In keeping with the Human Affairs Law "as an expression of the 
concern of the State for the promotion of harmony and the better
ment of human affairs" and the Commission's authority "to investi-
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gate problems in human affairs in the State," the Commission has this 
year applied for grants for several problem-solving projects. The 
Commission has also conducted educational programs out of its 
regular operating budget. 

Legal Services for the Aging 

An ad hoc study committee has favorably reported on the Com
mission's application for $150,000 under Title XX for legal services 
for the elderly poor. This project furthers the Commission's mandate 
to eliminate discrimination on the basis of race, sex, age, national 
origin·and religion and to encourage fair treatment of the members of 
these statutorily protected classes. The proposed legal services 
would be rendered statewide through contracts with the three 
existing legal aid offices in Greenville, Columbia and Charleston. The 
project will employ paralegals as well as attorneys in a major out
reach effort to the estimated 8,000 persons who qualify for aid under 
the project. The services to be provided include legal advice, the 
drafting of legal documents and representation before judicial and 
administrative bodies. At present many of South Carolina's elderly 
citizens are living on small, fixed incomes or on welfare and do not 
have sufficient funds to employ counsel regarding ownership and 
disposition of property, domestic affairs, Social Security, pensions, 
Workmen's Compensation, home repair contracts, landlord and 
tenant problems, medical and other bills, Medicaid and Medicare, 
guardianship of incompetent relatives and other special problems of 
the aged. In addition to actual legal services, the project proposed by 
the Commission outlines an educational campaign to inform elderly 
people of their rights in areas of law which would be of natural 
concern to them and provides new career opportunities for persons 
interested in serving the elderly and for the elderly themselves. All of 
these efforts are aimed at improving the general quality of life for 
today's elderly and promoting a better understanding of the aging 
process that will lead to increased dignity and respect for the senior 
citizen. 

Police/Community Relations 

The Commission has also applied to the Federal Law Enforcement 
Administration for funds to study police/community relations. The 
study is to be coordinated by the Community Relations Division 
which, during a statewide series of community relations workshops, 
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identified a need for better communication between communities and 
local law enforcement agencies. This need was corroborated by a 
preliminary survey often metropolitan areas where it was found that 
there is virtually no scientific information on the attitudes and in
teractions between law enforcement officers and private citizens. 
Moreover, the survey revealed that of the relatively few community 
relations programs which do exist in law enforcement agencies in the 
state, there has evidently been no systematic evaluation or monitor
ing of community relations efforts to determine their effectiveness. 
With the goal assisting law enforcem~nt agencies to better relate to 
people of the community and to be more effective in working with 
them for a safer community, the Commission feels that a thorough 
study of the existing relationship is necessary. The study will analyze 
not only police attitudes, practices and procedures but also the at
titudes and recommendations of citizens. The law enforcement 
agencies contacted in the preliminary survey have pledged their 
support and cooperation in this basic information project. 

Special Student Concerns Project 

The need for a study of the problem of student suspensions became 
quite evident to the Commission this spring when it was reported 
that more than 46,000 students in South Carolina's public schools 
were suspended for periods ranging from one to twenty consecutive 
school days in 1973-1974. Addressing itself to this serious problem, 
the State Human Affairs Commission responded to a program 
announcement from the Department of Health, Education and 
Welfare, Office of Education, informing the agency of its eligibility to 
apply for a grant to support a Special Student Concerns Project 
authorized under the Emergency School Aid Act. The Commission 
was subsequently awarded a $165,000 grant to conduct a study of the 
suspension problem and to implement a pilot program. This grant is 
in accordance with Section 708 (a) of the Emergency School Aid Act, 
P. L. 92-318, Title VIII, as amended by P. L. 380. The Office of 
Equal Educational Opportunity Programs (EEOP) was then solicit
ing applications for Special Student Concerns Projects which qual
ified for funding under the Emergency School Aid Act, the Regu
lations (45CFR, Part 185), and the proposed Regulations published 
in the Federal Register on March 28, 1975. The Emergency School 
Aid Act is intended to meet special needs related to the desegrega
tion of schools or the elimination, reduction or prevention of minority 
group isolation, and to aid school children in overcoming the edu-
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cational disadvantages of minority group isolation. Special Student 
Concerns Projects will provide opportunities to design programs 
aimed at eliminating the disproportionately high incidence of sus
pensions, expulsions and any negative actions detrimental to minor
ity group students. Eligible applicants were limited to any public 
agency or organization - other than a local educational agency -
interested in working with school districts, parents, students and/or 
the public in the complex area of student discipline and its impact on 
opportunities for quality education. The State Human Affairs 
Commission's Special Student Concerns Project will consist of two 
phases. In Phase I, data on suspensions, expulsions and other dis
ciplinary actions will be collected and analyzed. Phase II will involve 
the implementation of a pilot school/community program designed to 
reduce and/or eliminate the disparate effects of student management 
systems among minority group students. Three school districts have 
agreed to cooperate with the Commission in the study. They are 
Greenwood 50, Richland 1 and Richland 2. A staff of five has begun 
collecting data for the study phase. A 34-m ember advisory committee 
is assisting the staff in identifying community needs and concerns in 
relation to the suspension problem. The group is composed of rep
resentatives from five civic groups located in the districts. Serving 
with these citizens are eighteen students, eight parents and three 
teachers. Long range plans for the project's second phase include a 
staff of special teachers, counselors and resource people to implement 
the pilot program. 

REVENUE SHARING CONFERENCE 

In an effort to educate citizens and community groups on federal 
ft•nds available and guidelines for their use, the Commission spon
sored a statewide conference on Revenue Sharing, July 31-August 1 
in Columbia. The conference was co-sponsored by the Office of 
Revenue Sharing of the U. S. Department of the Treasury and was 
addressed by ORS General Counsel John O'Meara, S. C. House 
Speaker Rex Carter and Third District Congressman Butler Der
rick. 

The Commission's initiative in the area of revenue sharing grew 
out of its role in the formation of community relations councils around 
the state and its support of community groups dedicated to broad 
citizen participation in government and to planning based on the 
needs of the total community. Community relations workshops 
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conducted by the Commission earlier this year revealed a lack of 
understanding on the part of the community groups ofthe concept of 
revenue sharing, and the Commission had received numerous 
complaints and inquiries related to the expenditure of revenue shar
ing funds from private citizens and public officials alike. The con
ference was built around workshops conducted by expert panels of 
federal, local and state officials. The workshops covered the defin
itions of general and special revenue sharing, the ways it can benefit 
the community and the procedures on various levels of government 
for spending the revenues. Also on the agenda was the authority and 
guidelines of the ORS Office of Compliance Review. Discrimination is 
prohibited in "any program or activity funded in whole or part" with 
revenue sharing funds. As a result of the conference, the Commission 
has entered into negotiations with ORS to become the official 
monitoring agency of revenue expenditure · in South Carolina, 
thereby bringing the compliance process closer to the governments 
and citizens allocating and benefiting from the funds, which, during 
the Sixth Entitlement period, will amount to nearly $90,000,000. 

DIVISION OF COMMUNITY RELATIONS 

General Background 

The Need for the Division 
The people of South Carolina needed to be reached in a positive 

way by the State Human Affairs Commission, rather than having to 
await the occurrence of a problem which would necessitate their 
coming to Columbia. 

Furthermore, as an agency which is mandated by law to promote 
"harmony and the betterment of human affairs," the Commission felt 
that a service could be offered to the State as a whole by providing the 
technical expertise necessary in forming local groups to serve as both 
the voice of the people and a means of listening on a one-to-one basis 
to what government officials are saying and doing. As a matter of 
fact, the S. C. Human Affairs Law devotes an entire section 7(f) to 
this concept, authorizing the Commission to "create or recognize such 
advisory agencies and ... councils ... as will aid in effectuating the 
purpose of this act." 
A staff was needed to provide this technical assistance to nascent 

local councils, and a vehicle was needed to reach the individuals 
across the State to let them know that their Human Affairs Com
mission was in fact THEIRS. A division aimed specifically at 



49 

promoting good community relations seemed to be the solution for 
both these needs and appeared to be able to perform a third function 
as well: a Division of Community Relations could make it clear to 
South Carolinians that the State Human Affairs Commission is not 
simply a regulatory agency. It is an advocate of the people of this 
State and, hopefully, an unbiased mediator in helping them, the 
people, to help themselves. 

The Emergence of the Division 
The Division of Community Relations was created on October 18, 

1974, with the appointment of Earl F. Brown, Jr., as Division Di
rector. Prior to that time, two Community Relations Coordinators 
had served briefly on the Administrative staff of the Commission. 
With the birth of the new division, however, these "Coordinator" 
positions became Community Consultants and were filled in October 
and November of that year. Additionally, a Community Relations 
Specialist and a Division Secretary came on board that November, 
staffing the Division with a total of five persons. 

Effectuating the Purposes: Three Proposed Program Areas 
The Division of Community Relations thus had its work cut out for 

it, even before its actual inception. The proposed plan of action in 
establishing local councils was to develop five phases of action: 
planning activities, organizing resources, budget, schedules, con
ducting a pilot program, implementing the plans, and following up 
the results. 

Additionally, a plan of "regionalizing'' the agency's services to the 
State was introduced by the Administrative staff of the Commission. 
To this end, there would be needed at least four phases of action 
including: dividing the State into regions and smaller districts, staff
ing district conciliation panels, establishing regional offices, and 
setting into motion the mechanics necessary for receiving 
employment complaints and hearing community relations concerns at 
a location closer to where these problems originated. 

A third means of effectuating the stated purposes of the Division of 
Community Relations eventually emerged, partially as a result of 
some of the efforts in the two other programs listed above. It became 
evident that this new division was expected by the people it served to 
provide a sort of"referral service" to communities. In order to be able 
to know in which direction to point for the solution of a problem, the 
Division proposed the following activities: planning of an intern pro
gram for staff members, selection of agencies to be visited, im~ 
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plementation of the intern program, compilation of knowledge and 
materials gained, and publication of a directory of community ser
vices for distribution to local communities. 

Each of these proposed program areas will be addressed more 
specifically below. 

The Year's Activities 

The Initial Planning Phase 
Even though the entire staff had not yet been selected or 

employed, the Division Director and one of his Community Con
sultants were nevertheless faced with the awesome task of deciding 
how to go about implementing the three program areas outlined 
above, i.e., forming councils, de-centralizing the agency's services, 
and informing the public as to services available. 

After a general program narrative was developed, the plan 
specified individual tasks to be undertaken by the Division, including 
a pilot program for conducting workshops to form local Community 
Relations Councils. This portion of the plan included the tools and 
techniques of requesting citizen and government participation in the 
model workshop, as well as enumerating what facilities might be 
available for locating the pilot program and which people should be 
contacted. Furthermore, a time schedule was proposed in order to 
ensure that when the pilot workshop was finished and had been 
evaluated, the Division could move smoothly and quickly into im
plementing the program on a statewide level. 

It was agreed at this point that the Ten Planning Districts would be 
the basis for the Division's approach to local communities. (At
tachment "A") Of these ten, District Five (or the Lower Savannah 
Planning District) was selected to be the site of the pilot workshop. 

A budget was also drawn up at this time, the bulk of which (other 
than salaries) was allocated to travel, an expenditure which was 
anticipated to continue to be a priority for the Division of Community 
Relations. Initial costs of supplies and equipment, as well as fixed 
charges were also estimated. Because it was difficult to predict the 
amount of mailing to be done by the Division, the figure then pro
posed for postage expenditures was the lowest budget item at the 
time. 

With the planning phase completed, the Division was ready to hire 
the necessary staff to move into the ensuing phases. 
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In-Service Training Session 
The Director of the Division of Community Relations conducted a 

three-day "in-service training session" for the other four staff 
members on November 18-20, 1974. The normal internal adminis
trative procedures were, of course, discussed at this time (including 
such items as the reporting and filing systems) as well as regulations 
governing annual and sick leave, correspondence, staff meetings and 
travel. More importantly, however, the Division was from the onset 
made aware of the mission with which it was charged: the S. C. 
Human Affairs Law was reviewed in detail, and emphasis was placed 
on the need of the Division to approach the public in the most positive 
manner possible. 

At the close of this session, the new staff was requested to par
ticipate in the organizational phase of implementing the proposed 
areas. 

Organization of Resources 
It had, at this point, become evident that a comprehensive mailing 

list for each county of each of the ten planning districts would be 
needed for several reasons. First of all, such lists would comprise the 
invitation lists for the workshops to be conducted across the State. 
Secondly, the mailing list could be used in requesting nominations for 
regional conciliation panels. And thirdly, the list could be used when 
the Commission's first newsletter was published in the Spring of 
1975. 

The question then arose as to who should be included on the list. It 
was agreed that the following lists should be obtained and fed into a 
resource bank: minority leaders, State and U. S. Legislators (both 
Senators and Representatives), ministers and other religious group 
leaders, women's organizations, city and county officials (including 
law enforcement bodies), school board members, board of realtors 
members, chambers of commerce, community action agencies, 
minority and other civic groups, organizations concerned with the 
aging, public and private colleges, universities, and technical schools, 
and all aspects of the media (including both daily and weekly 
newspapers, radio stations, and television stations). 

Each of the two community relations specialists was assigned 23 
counties as his or her area. At this point, the Division of Community 
Relations had completed the preliminary planning and organizing 
stages and was prepared to move into the designing and im-



52 

plementation of the pilot program, to be conducted in Aiken, South 
Carolina. But first, it was necessary that the Division concern itself 
with the de-centralization program proposed by the administrative 
staff of the Commission. 

Regionalization 
In October, 1974, a two-page memorandum was prepared (see 

Attachment "B") for the two-fold purpose of (1) introducing the new 
Division of Community Relations, and (2) requesting nominations for 
citizens to serve on "regional conciliation panels." (These panels were 
designed to coincide with the ten planning districts and were later 
renamed "district conciliation panels" for the sake of clarity.) At that 
time, these panels were intended to fall under the jurisdiction of the 
Division of Community Relations, as indicated on the organizational 
chart included in the memorandum. 

The Division therefore undertook the task of addressing and mail
ing the memo to individuals and groups in all forty-six counties in 
South Carolina, using the list which it had compiled as its first task. 
Originally, when nominations were received, they were recorded and 
filed by the Community Relations staff. However, when the ad
ministrative staff gained a research analyst, this task was forwarded 
to her. 

Then, in January of 1975, the Commissioner determined that a less 
cumbersome means of approaching the ten planning districts would 
be effected by dividing the districts into pairs, thus creating five 
"regions." (see Attachment "C"). The intent at this point was to 
eventually establish five regional offices, each of which would include 
a regional community relations coordinator and a regional compliance 
field representative. The latter of these two would provide the first 
step in conciliating employment complaints; the second step would be 
the District Conciliation Panel, which would now fall under the au
spices of the Division of Compliance, rather than of Community 
Relations. The third step in conciliation of a complaint would be to 
approach the three supervisory Commission members appointed for 
that district. This entire effort was to be coordinated through the 
regional offices. 

To date, one regional office has been established. It is located in the 
City of Florence and covers the six counties of the Pee Dee District 
(#7) and the three counties of the Waccamaw District (#8). 
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Pilot Workshop for Community Relations Councils 
At the same time that it was concerning itself with these decen

tralization efforts, the Division of Community Relations was also 
beginning plans for conducting a regional workshop in Aiken for the 
six counties of Planning District Five: Aiken, Allendale, Bamberg, 
Barnwell, Calhoun and Orangeburg Counties. 

Site. The University of South Carolina's Aiken Regional Campus 
graciously consented to host the workshop on Wednesday, January 
22, 1975, and the Mayor of Aiken agreed to officially welcome the 
State Human Affairs Commission to that city. The Division staff 
visited the USC-Aiken campus twice, prior to the time of the 
workshop. 

Agenda. The next step in preparing for the pilot program was the 
development of an agenda. Basing the entire workshop on the con
cept of the newly adopted motto for the Division, "Your Community 
at Work Through Communication," it was agreed that individuals 
from the six participating counties could best communicate if allowed 
to carry on discussion sessions with only people from their same 
county. Therefore, a roster was set up for six discussion groups to 
meet for two different sessions (a total of 2% hours). The rest of the 
day would be devoted to two general sessions: by way of introduc
tions in the morning (1% hours) and for summation in the afternoon (1 
hour). 

The Chairman of the Commission's Community Relations Com
mittee was selected as moderator of the workshop, and two other 
Commission members (from District Five) were asked to introduce 
the visiting dignitaries at the workshop. There then remained the 
task of selecting discussion group panelists. 

Resource Panels. In addition to the three members of the State 
Human Affairs Commission already on the agenda, the Division of 
Community Relations asked six other representatives oflocal, state, 
and Federal concerns to serve as resource persons for the discussion 
sessions. A list of suggested topics for group discussions was drawn 
up by the staff, and other specific materials such as a USC-Aiken 
floorplan, a map of Aiken, and a meeting-room roster- were de
veloped, as well. 

Workshop Materials. Beyond those items designed specifically for 
Aiken, the Community Relations staff began putting together sev
eral products which could be used for all the workshops to follow. 
Most important of these was the manual explaining the steps 
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necessary in setting up a council, entitled "Suggested Guidelines for 
Establishing Local Community Relations Councils." 

A companion piece to these Guidelines was a discussion of the 
"Ramifications of Community Relations," which covered possible 
problems and approaches to solutions. These areas of interest, which 
could theoretically become the bases for the development of Council 
subcommittees, included: housing and public accommodations, 
environmental problems, law enforcement, inter-governmental 
relations, employment, social services, community relations, edu
cation, better business relations, and intergroup relations. 

Visual aids (in the form of 2¥2 foot posters) were devised to illus
trate each of these ten areas of concern for the purposes of discussion. 
Additionally, charts suggesting means of structuring a council once 
formed were provided. The Division motto, "Your Community at 
Work Through Communication," was also enlarged to poster size, as 
was that of the Administrative staff: "Replacing Rhetoric with 
Reason." These materials were all made durable to survive the other 
workshops to be held after the pilot was completed. 

Invitations. Using the mailing list compiled earlier, the Division of 
Community Relations extended 362 invitations to grass-roots 
citizens, elected officials, private business persons, civic organiza
tions, churches, social-action groups, and all institutions of higher 
learning in the six counties - among others. 

Of the 362 persons invited, 46 local citizens, 4 resource persons, 2 
commission members, and 13 staff members attended, bringing the 
total figure of participants to 65. 

Evaluation. Even though the number of participants might appear 
low when compared with the number of invitations, the community 
citizens were so representative of so many divergent groups and 
interests that the staff of the Human Affairs Commission considered 
the effort quite successful. 

Apparently, the main drawback in the pilot program was the lack 
of direction within the discussion groups. In the de-briefing/critique 
session held the day following the Aiken workshop, and in many 
agency staff meetings to come, it was agreed that resource panelists 
should perhaps address more specific topics than they had in Aiken. 

There then lay before the Division of Community Relations the 
task of applying what had been learned in District Five to the other 
nine districts of the State. 
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Implementation of Community Relations Councils Programs 
The Administrative staff of the agency then developed a list of 

workshops to be undertaken next. Allowing for the facts that 
Richland, Lexington and Charleston Counties are so populous and 
already have such effective Community Relations Councils presently 
operating, it was decided to limit the coverage of the State to the 
other thirty-seven counties remaining after the District Five 
workshop. Furthermore, because District Four was to thus "lose" 
two of its four counties and District Nine was to "lose" one of its 
three, it was suggested that the remainders of these two districts be 
incorporated into the workshops for other districts. 

Re-grouping. Thus the master schedule for the rest of the State 
looked like this: 
(1975) 
February 

Workshops 
1. Districts 7 & 8 

(nine counties) 
2. District 1 

(six counties) 
March 3. District 2 (six 

counties, plus Newberry 
from District 4) 

April 4. District 6 (four 
counties) 

May 5. District 10 (four counties, 
plu.s Berkeley and Dor
chester from District 9) 

6. District 3 (four counties, 
plus Fairfield from 
District 4) 

As can be seen, the Division of Community Relations was given four 
months in which to establish contact with every community in the 
State of South Carolina. 

Revisions in Format. Using the knowledge gained in Aiken, the 
staff began formulating plans for revising the discussion-group 
method. Because the emphasis was to be on the formation of local 
community relations councils for the purpose of solving and prevent
ing problems on the local level, it was decided that there should be 
three resource panels, each of which was to direct a group in one of 
the following categories: how to organize a community relations 
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council, what monies (both State and Federal) are available to each 
locale, and how a council can effectively solve specific local commun
ity problems. 

These three panels were designed to "rotate," so that they could 
visit each group of two or three counties once during the day. Thus, as 
many as nine counties were able to derive the benefits of the knowl
edge of as many as thirteen resource panelists - all specialists in 
their fields - within a few hours. The staff of the Community Re
lations Division then served primarily as moderators of each dis
cussion session. 

Applications. The remaining six workshops followed this format, 
and the rotating process itself eventually smoothed out into a quite 
workable arrangement. The overall attendance/participation figure 
came to 531 (see Attachment "F"), out of nearly 3,500 invitations that 
were mailed out. Commission members, legislators, and city and 
county officials - among others - lent stature to each of the 
workshops, and media coverage was excellent. 

Follow-Up. The results of these seven workshops speak for 
themselves, as can be seen on Attachments "F" and "G." There are 
presently 21 Community Relations Councils in South Carolina which 
are either forming or already active. The Division of Community 
Relations attended follow-up meetings after two of the workshops, 
one in Aiken, and another in McCormick. Requests for technical 
assistance from the Commission in forming local councils come in 
almost daily. The staff is quite happy to fulfill these requests; they 
are, indeed, unwilling to rest until there is at least one Community 
Relations Council in each of the forty-six counties. 

Getting Information to the People 
From the workshops, the staff of the Community Relations Divi

sion realized that it is incumbent upon them to provide South 
Carolinians with at least three forms of information: (1) what specif
ically the Division does, (2) how to go about setting up a Community 
Relations Council, and (3) whom to go to with particular problems. 
Prior to the close of this fiscal year, the Division's activities in this 
area have been limited to the planning stage (partially due to the lack 
of available printing funds). 

Fact Sheet. For the more than 2% million citizens of this State who 
did NOT attend a Community Relations Workshop, the concept of a 
Council is likely to be somewhat foreign. Therefore, the Division is in 
the process of having a tri-fold "fact sheet" designed and printed, 
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tentatively to be entitled "Why Does My Community Need a 
Community Relations Council?" This leaflet will include a tear-out 
portion which can be returned to the Human Affairs Commission in 
order to request further information on Community Relations 
Councils, the Division of Community Relations, or the Commission as 
a whole. 

Guidelines. "Guidelines for Establishing Local Community Re
lations Councils" was composed prior to the pilot workshop; however, 
the staff of the Community Relations Division has been working on 
revisions to that document to ensure that the problems actually 
encountered are included in it. Furthermore, the discussion of 
"Ramifications of Community Relations: Areas of Concern/Interest" 
is being incorporated into the Guidelines, in an effort to make the 
entire publication a definite tool in setting up councils. Additionally, a 
brief summary of ALL services offered by the Human Affairs 
Commission is tentatively scheduled to be included at the end of the 
Guidelines. 

Service Directory. One of the agency's services that will be men
tioned in the Guidelines is that of referring community groups to the 
State, Federal, or private agency that is equipped to solve a particu
lar problem. To this end, the Division of Community Relations is 
currently in the process of developing an intern program, wherein 
the professional staff members will be visiting all those agencies in 
South Carolina which offer community services to the people. From 
this information, the Division hopes to be able to put together a 
"Community Services Director" in a form which will be easily dis
tributed. Additionally, as non-employment complaints of dis
crimination filter into the Division, staff members will be equipped to 
direct these complaints to those bodies which have correct jurisdic
tion over them. 

Newsletter. A fourth form of information with which the Division of 
Community Relations has been involved is that of the State Human 
Affairs Commission's quarterly newsletter, or "Bulletin." Up-to
date input is provided by the Division for the use of the Public Affairs 
staff in putting together this periodical every three months. 
Furthermore, the responsiblility of disseminating more than 6,000 
copies of this publication has, to date, fallen on the shoulders of the 
Community Relations staff. Again, the mailing list compiled in the 
Division's earliest days has come into use here and has since been 
expanded a number of times. 
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~in±£ ~umttn J\ffttir.s @ommission 
James E. Clyburn 

POBT OFI"!CI.: DRAWII!:R IIB::t8 

COLUMBIA. S C 2g211 

'ID: 

FRCM: 

RE: 

HEMORANDUM - ---------

Jarres E . Clyburn , Ccr:rmission~ 
Local Community Relations Councils and Regional 
Conciliation Panels 

In an effort to involve a broader base of local citizens in the 
overal l p r ogram of the State Human Affairs Commission , we recently 
established a Community Relations Division within the Commission. 

The primary objective of this new Division is to help organize 
Community Relations Councils in each county. In those counties 
where we a l ready have local councils , we hope to establish an 
ongoing r e l ationship which could result in our providing 
technical services which will not only improve human relations 
but also enhance community development . 

A secondary objective of the Community Relations Division is to 
provide staff support to the ten Regional Conciliation Panels 
which we are establishing pursuant to Section 7(f) of the Human 
Affairs Law . These panels will consist of fifteen members each 
and the Regions will conform to our present Planning Districts . 
These panels wil l be utilized as follows: 

Whenever a complaint reaches the stage that the 
Compliance Director will recommend conciliation, 
.the Chairman of the Commission will then select 
three (3) or five (5) members of the fifteen 
member panel who will then listen to the evidence 
on both sides and render a decision. If this 
decision is acceptable , this will end the process. 
If it is not acceptable to both parties, the 
aggrieved party can then appeal the decision to 
a Supervisory Commission Member who will have been 
appointed pursuant to Section 9. This Supervisory 
Commission Member wil l then study the record and 
listen to any allegation of error and render his 
decision to either uphold the panel •s decision or 
reverse it. If one of the parties is not satisfied 
with the resolution, at this point, he or she will then 
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have the opportunity of appealing to the full 
Commission. When such is done, a full hearing 
will then be made and the decision of the 
Commission will be final . This will allow three 
(3) steps in the conciliation process. 

Earl F. Brown, Jr. will head the Division of Community Relations, 
and I have asked him to follow up my memorandum to you. However, 
because of several pending cases, it is necessary that we move 
immediately in forming the Regional Conciliation Panels as 
explained above and outlined below . 

In order to insure that the panel from your region adds statute 
to this agency and credibility to our efforts, I would appreciate 
your submitting to this office, within the next ten days, names 
and addresses of people who you feel will serve well on such a panel. 
Please provide some background information on each nominee that you 
submit. 

I appreciate your cooperation and am looking forward to your 
submission of nominees. 

South Carolina State Human Affairs Commission 
D1V1s1on of Commun1ty Relat1ons 

Regional Conciliation Panel* 

1. 
2 . 
3 . 
4 . 
etc. 

Local Advisor Council (6} 

Chair erson Co- Chai person 

Sub- Committees (As Dictated by Local Needs) 

I I 
Employment 

I . I . 
Cornrnun1ty Educat1on 

1. 
Hous1ng Intergroup 

Relations 
Governmental 
Relations Relations 

* Although only four (4} lines are depicted , please be aware that this is 
just a facsimile. The actual size of the panels ' membership is 15. 
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R E G I 0 N A 

DISTRICT NO. 1 DISTRICT NO. 2 

ANDER SON 
GREENVILLE 

SPARTANBURG 
OcoNEE 

PIC KENS 
CHEROKEE 

. 
Local Adv i sory 

Counc i 1 
----------
Cha i rperson 

Co - Chairperson 

I 
Commi ttees 

(as l ac~ ~ needs 
r equire 

l. 
2. 
3. 
4 . 
5. 
6. 
7. 

Oi s tri ct 
Conci 1 iat i on 

Pane l 
- ' 

1.1-------
2.1--------
3. 1--------------4., _____ _ _ 
5. 1--------------
6.1-------
7. 1--------------s., ______ _ 9., ______ _ 

10. 1-------------
l l. 1--------
12.1--------------
13 .1--------14 . , ______ _ 

15. '---------

I 

ABBEVILLE 
LAURENS 

EDGEFIELD 
McCoRMICK 

GREENWOOD 
SALUDA 

0
--Ji-dv i sory 

Co unc i 1 
------ ---
ha i rperson 

r.o - Chai rperson 

1 

Distr i ct 
Conci l iat i on 

Pa ne l 

_, 

Committees 
(as l ac~ ~ needs 
reou i re 

1. 
2 . 
3. 
4 . 
5. 
6 . 
7 . 

l 
l. 
2. 
3. 
4 . 
5. 6., _____ _ _ 
7. 
8 . 
9. 

10 . 
11. 
12. 
13 . 
14 . 

15. '------ --
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~tate ~uma:n J\ffa:irs <!Iommission 
JAME:s E. Cl-YBURN 

COMMISSIONER 

Mrs. Sue Markland Jones 
Director 
Outreach Nutrition 
Council on Aging 
Aiken, South Carolina 

Dear Mrs. Jones: 

January 16, 1974 
P OST OF FI CE CRAWER 11!528 

COLUMBIA, 5 . C. 29211 

In an effort to involve a broader base of local citizens in the overall 
program of State Human Affairs Commission, we recently established 
a Community Relations Division within the Commission . 

The primary objective of this new division is to help organize Community 
Relation Councils in each county. In those counties where we already 
have councils, we hope to establish an ongoing relationship which could 
result in our providing technical services which will not only improve 
human relations, but also enhance community development. 

We would like to invite you to attend the State Human Affairs Commission's 
one-day model workshop in Aiken, South Carolina on Wednesday, January 22, 
1975. 

Enclosed is information related to the workshop to be held at the University 
of South Carolina Regional Campus at Aiken . I feel that this effort could 
have substantial and far-reaching beneficial impact upon our state, and upon 
your conm1unity. I urge your participation in this workshop. 

~
erely, 

:~65~~ 
issioner 

JEC: EFB/pab 

Enclosure 



ANALYSIS OF 
COMMUNITY RELATIONS 

WORKSHOPS 

T 
LOCATION 1 DATE 

I 
Aiken I 1-22-75 6 362 I 46 I 4 I 2 I 13 l 65 I 2 I 1 I 1 I 2 I 1 

Florence 

Clemson 

Greenwood 

Sumter 

Beaufort 

Rock Hill 

T 
I 2-21-75 

I 

+ 2-28-75 

I 3-21-75 

' I 4-11-75 

I 5-9-75 

1 5-23-75 
T 
I 
I 

TOTALS I 

9 1 748 1 81 

6 T 4oo 1 49 

7 I 476 42 

4 483 46 

6 475 46 

5 550 47 

I I I 
43 

12 2 12 : 1o7 1 1 1 2 I o I 3 I 4 

8 3 12 I I I I I T 
I 

10 2 14 I 
I 

10 2 

11 3 

13 3 
I 

I I i I I I I I I 

' 

COUNCILS 

T ~ 

*Other Councils in: 
Charleston & Columbia 

I 
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DISTRICT COUNTY CITY STATUS 

1 Greenville --- Active 
(Pickens) Clemson Active 

2 (Greenwood) Greenwood Active 
McCormick Forming 

3 York Rock Hill Active 

4 Richland Active 
(Includes 
Lexington) 

5 Aiken Forming 
(Orangeburg) Orangeburg Active 
Barnwell Active 

6 (Sumter) Sumter Active 
Kershaw Active 

7 Florence Active 
(Florence) Johnsonville Forming 
Marion Active 
(Darlington) Darlington Forming 
(Darlington) Hartsville Forming 

8 (Horry) Myrtle Beach Active 
(Horry) Conway Re-activating 

9 Charleston Active 

10 Beaufort Re-activating 
(Beaufort) Hilton Head Active 
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DIVISION OF TECHNICAL SERVICES 

With a staff of eight the Technical Services Division provides the 
impetus and assistance needed to help employers in the state make 
full use of all available human resources, regardless of race, creed, 
color, sex, age or national origin. 

In Affirmative Action workshops and through individual con
sulting, this Division has assisted employers in developing their own 
personnel systems to improve employee relations and to meet federal 
laws guidelines concerning equal opportunity and nondiscrimination. 

Initial Contact With Agencies 
The precise form this 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 
amendment to Title VII, together with the South Carolina Human 
Affairs Law, the Commission 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 submission of an affirmative action plan for our 
approval." 

Agency heads were further requested to designate a member of 
their immediate staff to serve as Equal Employment Opportunity 
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 within the context of that background that the Division of 

Technical Services began to develop a program in which it would 
attempt to guide and direct eighty-three agencies of the State 
government and, ultimately, its local subdivisions in dealillg with the 
problem of discrimination. 

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 Carolina State Government? 
A Study of State Employment Practices", the study focused on the 
utilization of black manpower in the State government and concluded 
that the data constituted prima facie evidence of discrimination. (See 
Attachment A, "State Employment by Race, Sex, and Job Grade.") 
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Development of Resources 
Faced with the very real problem of the State's vulnerability to 

federal civil rights litigation, the Division of Technical Services began 
to plan and develop the strategy, the programs, the concepts, the . 
tools and the models by which the patterns and practices of dis
crimination 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: af
firmative action is those steps taken to provide full utilization of 
human resources without regard to race, creed, color, sex, age or 
national origin. 

Need for Training 
Proceeding from a functional definition into a 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 precedents 
existed for such action at the level of state government because no 
state had ever made such an attempt. Thus, the territory was un
chartered 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 per
sonnel functions within State government, and the people managing 
those functions, would begin to operate within the framework of 
affirmative action guidelines. Even before such education and train
ing 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 meeting took place 
on March 5, 1973, at the South Carolina Educational Television 
Network building. At the meeting, the EEO officers were first given 
an overview of Title VII of the 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 
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accurate perspective on the nature of the law as it relates to equal 
employment opportunity and the emerging trends in the enforce
ment of that law. 

Next on the agenda for the meeting was a review of employment 
patterns in State government based on the study cited previously. 
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 vulnerable to discrimination 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. Presentations were 
made by the Honorable Lieutenant Governor Earl E. Morris, the 
Deputy Attorney General Joseph C. Coleman, and the then State 
Human Affairs Commission Chairman, Mr. Harry M. Lightsey. 

The meeting then turned to the plans and goals of the Commission 
and the responsibilities of the Equal Employment Opportunity Of
ficers. It was affirmed that all State agencies having ten or more 
employees would be required to submit affirmative action plans to 
the Commission. In order to enable the EEO officers to develop and 
implement affirmative actions plans, the Commission would provide 
training and technical assistance. 

Thus, at the adjournment of that meeting, the rationale and re
sponsibilities relative to the Commission's strategy had been pre
sented to EEO officers representing all agencies of State Gov
ernment. The next task immediately confronting the staff of the 
Division was that of gearing up to provide the promised training and 
technical assistance. 

Training and the Development of Models 
It was concluded that a series of workshops would be needed to 

provide an in-depth perspective of both the conceptual and the 
technical aspects of affirmative action planning and programs. Such 
workshops necessitated the development of tools and instruments for 
training, standardization of criteria, monitoring and evaluation. The 
three workshops held at Table Rock State Park and Columbia helped 
to acquaint the many participating state agencies with the re
quirements of affirmative action. 

The Division staff established as a first priority the development 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 
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actual development of affirmative action plans by State agencies. 
That model, in a revised form, appears as Attachement C, "Affir
mative 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 submit
ted to the Commission is included as Attachment B. 

II. The Year's Activities 
Affirmative Action in State Agencies 

Seventy percent of the total number of state agencies, excluding 
technical colleges, are engaged in affirmative action planning. About 
sixty-seven percent of the state agencies including technical colleges 
with which we have had contact have approved plans. Three percent 
of the total approved plans are institutions of higher learning, 
twenty-three percent are technical colleges, and three percent are 
schools for the handicapped. 

Of the total unapproved plans, twenty-one percent are institutions 
of higher learning, seven percent are technical colleges and three 
percent are schools for the physical and/or emotionally handicapped. 
All technical colleges and institutions of higher learning are engaged 
in technical colleges affirmative action plans are unapproved. The 
Equal Employment Opportunity Commission has just recently 
submitted EE0-6 reporting forms for institutions of higher learning. 
In some cases, plans could not be submitted because instructions had 
not been published by EEOC on how institutions of higher learning 
were to categorize their faculty members in the semi-annual progress 
reports and in projecting affirmative action goals for their plans. 

Almost all agencies are working with deliberate speed toward the 
development of affirmative action plans. The major problem re
maining is the establishment of specific numerical goals and time
tables. 

Affirmative Action in Law Enforcement Agencies 
Most of the law enforcement agencies who have written affirma

tive action plans are those whom the Office of Criminal Justice 
Programs require to have plans. This number includes seven county 
and ten city law enforcement agencies. These agencies receive fed
eral monies of $25,000 or more and have fifty (50) or more employees. 

All employers as defined in Title VII with ten or more employees 
are subject to Title VII. Law enforcement agencies who meet this 
criteria are encouraged to develop and implement affirmative action 
plans whether or not they meet criteria established by the Office of 
Criminal Justice Program. 
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Affirmative Action in Municipal and County Governments 
The Division has rendered technical services to county and 

municipal governments at their request. Technical assistance has 
been in the form of training sessions for department heads, one-to
one assistance to county and city officials, and division workshops 
settings whenever requests to attend were made. 

The Division invites all local government officials who express an 
interest in affirmative action for their respective city or county 
government to attend affirmative action workshops. As local 
governments become more aware of their vulnerability to Title VII 
litigation, they become more responsive to workshops and other 
assistance in affirmative action planning. 

Each government that receives technical assistance is at liberty tD 
develop its plan at its own speed. Since assistance has been at the 
request of the governing bodies, efforts in developing plans have, in 
some cases, been persistent and very progressive. 

The procedure used in working with municipal governments is as 
follows: 

(1) A representative from that government contacts the Division 
requesting either to attend a scheduled workshop or to discuss as
sistance in developing an affirmative action plan. 

(2) The Division requirement that all requests from municipal and 
county governments be reduced to writing is explained from first 
contact by that administration. 

(3) When the letter of request for technical assistance is received, a 
staff member is assigned to give assistance to the official responsible 
for developing that government's plan. 

(4) The assigned staff member will evaluate the draft of the plan 
after it is submitted to him/her and make visits to government official 
to discuss additions or other aspects of the plan which need to be 
revised. The submission of the plan to the Division for evaluation 
and/or approval is the option of that city or county government. 

(5) If the agency elects to have its plan approved by its council or 
some other official body, then the working relationship between the 
division and the government on the plan ends here. If the official opts 
to have the plan developed and completed with the division's ap
proval, then the process of evaluation, revision and additions to plan 
is repeated until the plan meets all the criteria established by the 
Division. 

(6) When all criteria is met, the plan is submitted to the division 
director with a recommendation for approval. 
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Affirmative Action in Private Industry 
Exorbitant consultant fees for the development of affirmative ac

tion programs for private industry has resulted in many private 
employers requesting technical assistance of the Division. Assistance 
has been rendered on an informal basis; however, limited staff, time 
and funds for this purpose precludes the Division giving formal 
training which is given to state agencies, law enforcement agencies 
and local governments. 

Monitoring Affirmative Action Progress 
The reporting schedule was changed somewhat during the past 

fiscal year. Agencies with approved plans are required to report 
semi-annually-at the end of December and at the end of June. If 
there is an area in the semi-annual report that is potentially prob
lematic, the agency is required to submit an off-quarter report on the 
problem area. Agencies with unapproved plans are required to re
port on the off quarters-September and March-so that progress 
can be monitored while the plan is in the formative stage. 

Institutions of higher learning are required to report semi
annually: at the end of September and the end of March. Reporting at 
the September-March intervals helps the Division to more effectively 
monitor the faculty flow from one school year to the next. 

Affirmative Action Workshops in State Agencies 
A total of one hundred ten individuals representing seventy state 

agencies have attended affirmative action workshops during this past 
year. As the figures show, state agencies attendance to workshops 
has been very good. 

Workshops prove to be the most effective method for training new 
EEO officers and keeping others abreast of new developments in all 
matters concerning affirmative action. 

Leap Workshops 
A total of four LEAP Workshops were held during this fiscal year. 

Workshops were held in Columbia, Greenville, Rock Hill, and 
Charleston. Nine persons attended the Columbia workshop rep
resenting six law enforcement agencies and two county govern
ments. The Rock Hill workshop was attended by ten persons rep
resenting six law enforcement agencies. Six persons attended the 
Greenville workshop representing five law enforcement agencies and 
the Charleston workshop was attended by eight persons represent
ing three law enforcement agencies and one private industry. 
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Affirmative Action Workshops in Institutions of Higher Learning 
In March, 1975, the Division conducted a two and one-half day 

workshop at Clemson University for supervisory persons and de
partment heads. The group was composed of both classified and 
faculty personnel. There were twenty-five persons attending that 
workshop. The workshop was termed successful in terms of 
supervisory personnel being made aware of what affirmative action 
is, what their duties and responsibilities should be in affirmative 
action and what procedural safeguards could be utilized in making 
sure that the program was working. 

Other institutions have asked that workshops be conducted for 
their supervisory personnel in order that their plan may be im
plemented more effectively or that a plan can be developed and all 
personnel with duties and responsibilities will know their role in the 
institution's affirmative plan. 

Meeting with EEO Coordinators of the Southeastern Region 
The Division was host to a meeting of the EEO Coordinators from 

the other Southeastern States. Seven states were represented: 
North Carolina, Georgia, Tennessee, Florida, Alabama, Kentucky 
and South Carolina. The coordinators discussed problems that they 
face in their respective states. Ideas and information were exchanged 
on how certain programs of each state functioned and how certain 
problems were handled. 

One problem found to be common to all of the coordinators is the 
impact of the Merit System on affirmative action. The coordinators 
agreed to meet in September with United States Civil Service 
representatives in Atlanta to discuss this problem and to work out 
some possible solutions. 

Ill. Problems 

Merit System and Affirmative Action 
1. As a result of applications for employment in agencies subject to 

the South Carolina Single Cooperative Interagency Merit System 
being centrally controlled, these agencies are unable to determine 
their applicant flows for reporting purposes and affirmative action 
implementation. 

2. The applicant screening process leaves out many applicants in 
those cases where all persons on the Certificate of Eligibles are not 
interviewed for non-professional positions. 

3. Some professional personnel are selected from a register con-

Tl 
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sisting of the total number of qualified applicants, but not all are 
interviewed. Since no race/sex data appears on the register, qualified 
minority or female applicants may not even be interviewed. 

EEOC Guidelines on Selection require that tests used for selection 
purposes not have an adverse impact on any group, that tests be 
validated and job related. The South Carolina Merit System does not 
collect the data to determine the impact of tests on minorities. 

Private Industry Need for Technical Assistance 
The Division's inability to handle the needs of private industry is a 

matter of great concern. Private businesses in South Carolina are 
calling for technical assistance in affirmative action. Unless expert 
consultants are hired at exorbitant rates, formal training and as
sistance is not accessible to private industry. The Division makes 
itself available on an informal and very limited basis to assist private 
businesses. It is hoped that in the future the, Division will have 
adequate staff to give technical assistance in the private sector. 

Insufficient Sources for Availability Data 
Finding availability data is a major problem in assisting agencies 

with goals and timetables. This information is imperative for goal 
projections. Numerous efforts have been made to collect relevant 
data, particularly on college graduates by major field, race and sex. 
At present, no source is available to obtain this data. 
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FORMAT OF AN AFFIRMATIVE ACTION PLAN 

For _______________________________________________ __ 

Submitted By: 

Nam~-----------------------------------------------
(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 be used as a recommended 
planning format, but only insofar as it represents a point of 
departure for in-depth affirmative action planning. 

(Agency) 

AFFIRMATIVE ACTION PLAN 
(Fiscal Year 19 __ ) 

1. Equal Employment Opportunity Practice 

It is the practice of this agency to recruit, hire, train and promote 
empkyees ''ithout discrimination because of race, religion, color, political 
affiliation, physical disability, national origin, sex or age; except where 
s.ex or age is a bonafide occupational qualification. Furthermore, it is 
c•ur practice to take affirmative action to remove any disparate effects 
of past discrimination because of race, religion, color, national origin, 
sex or age; except where sex or age is a bonafide occupational qualifi
cation. This practice applies to all levels and phases of personnel ad
ministration such as recruitment or recruitment advertising, testing, 
hiring, training, promotion, transfer, leave practice, rates of pay, selec
tion for supervisory positions and employee benefit programs. Further
more, all officials and employees of this agency, as well as employment 
agencies, labor organizations and advertising agencies with whom thia 
agency deals, will be informed of thia practice atatement. 
This agency submits this plan to assure its commitment to a program 
that provides an Equal Employment Opportunity to all persons on the 
basis of individual merit. 
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II. Implementation of the Plan 
(NOTE: Throughout this plan, employee categories are designated as 
white, black and other. The term "other" refers explicity to other 
racial minority groups.) 
A. 

B. 

----------• operating at the appointment of the agency 
head, will serve in the capacity of Equal Employment Opportunity 
Officer. This person is responsible for the overall administration of 
this plan and will be in constant touch with the State Human Af
fairs Commission to keep them informed of our personnel problems 
as they relate to Affirmative Action. This person has the authority 
to implement every facet of this plan, report directly to the agency 
head, and has direct contact with all others who will play an im~ 
portant role in accomplishing the agency's goals. 
All employees of this agency shall be provided with a copy of this 
practice by . Also, copies are to be posted 
on bulletin boards at the main office and at all branch offices by 

Action Hem 
Please Be Specific 

Responsible Official Targ-et Date 

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

Action Item 

Please Be Specific 
Responsible Official Target Date 

D. All employee communication media will be utilized to keep the 
employees 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 
agency's commitment to a program of Equal Employment Oppor
tunity. 

Action Item 

Please Be Specific 
Responsible Official Targ-et Date 
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E. This agency will implement a system of communication and feed
back controls within all management and departmental levels to 
assure understanding of, and compliance with, this plan throughout 
the entire agency. 

III. Analysis of Present Work Force and Practices 

A. Recruitment 
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 open
ings in the major job categories: (Include any tests or other 
selection criteria. See Description of Job Categories, P. 15.) 
Officials; Administrators. 

Professionals. 

'I1echnicians. 

Protective Service. 

Paraprofessionals. 
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Office/ Clerical. 

Skilled Craft. 

Service/ Maintenance. 

B. History: applicants, new hires, and attrition. 

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. 

2. During the past fiscal year we have hired --------
employees and they include: 

White Males 

Black Males 

Other Males 

White Females 

Black Females 

Other Females 

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

C. Present Work Force 

White Males 

Black Males 

Other Males 

White Females 

Black Females 

Other Females 

Unknown. 

1. Attached as Exhibit A is our Employment Data Analysis, show
ing 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 
employed 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: 

)lean Salary Mode Salary Median Salary 

White Males: $ $ $ 

Black Males: 

Other Males: 

Total Males: 

White Females $ $ $ 
Black Females: 

Other Females: 

Total Females: 

Total Whites: $ $ $ 

Total Blacks: 

Total Others: 

Aggregate: $ $ $ 

D. Training and Upward Mobility: 
1. Attached as Exhibit D is a description of all training programs 

offered by this agency. Included are those training programs 
operated within the agency, and those training or educational 
opportunities outside the agency which are made available to our 
employees. The analysis includes a description of each program, 
and the number of trainees expected to participate in each pro
gram during the current fiscal year. 

2. The procedures used by this agency to !)evaluate the perform
ance of employees, and 2) to maintain records of each employee's 
skills and development are: 
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IV. Criteria for Determination of Goals and Timetables 
A. Projected Attrition 

Based on past history and expected changes, we· project the fol
lowing cumulative attrition, in each of the major job categories. 

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

B. Projected Expansion 

At 1 Year At :l Yra.rs At 5 Years 

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

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

C. Area of Recruitment 

At 1 YPar At 3 Years At 5 Years 

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

Administrators 
Professionals 
Technicians 
Protective Service 

Workers 
Paraprofessionals 
Office and Clerical 
Skilled Craft 

Workers 
Service I Main

tenance Workers 

Loeal County Region 

D. Availability of Qualified Persons 

State Southeast USA 

Referring to the list of job titles attached as Exhibit B, those po-
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sitions reqmnng specific professional or technical credentials have 
been isolated, and the charts attached as Exhibit E indicate the 
availability of qualified racial minorities and females in the speci
fied recruiting area for each of the professional or technical posi
tions indicated. The sources 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 approximately 
--------- 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 

SOURCE: 

are Other Males 
are White Females 
are Black Females 
are Other Females 

3. There are approximately unemployed per-
sons 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: 

V. Affirmative Action Goals 

A- The agency head, in consultation with the Equal Employment Op· 
portunity Officer, will establish the goals, action items, responsible 
officials and target dates for this agency. 

B. The objectives will include recruiting, training, and promoting fe
males, 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 Goa'ls/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 all job 
levels in the work force at the end of five years, we project thait 
fair representation will exist in ·all job categories by -----
(year only) . 

F . The agency will examine the job grades, categories, and job de
scriptions where few females and racial minority persons are pres
ently employed and seek to detennine and terminate the cause. 
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Please Be Specific 

Action Item Responsible Official Target Date 

G. Management will annually evaluate all employees to determine ii 
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 poten
tial for advancement. 

Please Be Specific 

Action ltern R es (umsil>le Official Target Date 

H. Training programs offered by the agency will be reviewed to ensure 
that females and racial minorities will also be ~ncouraged to in
crease their skills and job potential by such training programs or 
other educational programs. The agency will also ensure that quali
fied females, blacks and other racial minorities will be included in 
supervisory training sessions. 

Please Be Specific 
Action Item Responsible Official Target Date 

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

Please Be Specific 

Action Item Respunsible Official Target Date 

J. Every three· (3) months, the Equal Opportunity Officer will evalu
ate this agency's progress in terms of affirmative action goals and 
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submit a report through the agency head to the State Human M
fairs Commission, using the Affirmative Action Progress Report 
Form. 

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: 
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6. Office and Clerical: 

7. Skilled Craft Workers: 

8. Service/Maintenance Workers: 

B. Specific steps designed to alleviate or minimize these problems are 
included in Part VII, "Affirmative Action Steps-Specific," of this 
plan. 

VII. Affirmative Action Steps-Specific 

A. This agency will involve those organizations concerned with im
proving the prospects of racial minorities and females in the de
velopment, implementation and operation of this agency's affirma
tive action program: 

Please Be Specific 
Action Item Res1>onsible Official Target Date 

Those agencies or organizations we will contact include: (list) 
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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 
persons referred to us by those agencies, and from other sources. 
If the applicant was not employed, the reasons shall be noted on the 
application. This file shall be kept for no less than two years. 

Please Be Specific 

Ac tion Ite m R e sponsibl e Official Target Date 

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

Please Be Specific 

Ac tion Item Uesponslble Official Target Date 

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 tradi
tionally black or female college at which we will recruit are: (list) 
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Some of the 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. 

Please Be Specific 

Action Jt e n1 n cspunsible 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 op
portunities outside the agency, developing career ladders, job re
structuring, work-study and stipend programs, etc. 

Please Be Specific 

Action Ite m Rl"sponsible Official Target Da.te 
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H. This agency will periodically re-examine its criteria for employee 
selection and promotion and remove all criteria which may be arti
ficial 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 
cooperating with community efforts to eliminate long and short 
range barriers to equal employment opportunity. 

Please Be Specific 
Action Item Responsii>Ie Official Target Date 

J. This agency may call on the Division of Technical Services, State 
Human Affairs Commission, for technical assistance in the estab
lishment, implementation and operation of affirmative action plans, 
goals, and timetables. 
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Please Be Specific 
Action Item RCSI>Onslble Official Target Date 

VIII. Grievance Procedure 

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 
agency's operations, or provide specialized consultation on a regional, 
district 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 specializ·ed and theoretical 
knowledge which is usually acquired through college training or 
through work experience and other training which provides com
parable knowledge, Includes: personnel and labor relations workers, 
social workers, doctors, psychologists, registered nurses, economists, 
dieticians, lawyers, system analyists, accountants, engineers, employ
ment and vocational rehabilitation counselors, teachers or instruct
ors, 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 ob
tained through specialized post-secondary school education or through 
equivalent on-the-job training. Includes: computer programmers and 
operators, draftsmen, surveyors, licensed practical nurses, photog
raphers, 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 pe·rform some of 
the duties of a professional or technician in a supportive role, which 
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usually require less formal training and/ or experience normally re
quired 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, medical aides, child support workers, police auxiliary, 
welfare service aides, recreation assistants, homemakers aides, home 
health aide, and kindred 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. 
Includes: bookkeepers, messengers, office machine operators, clerk
typists, stenographers, court transcribers, hearing reporters, sta
tistical clerks, dispatchers, license distributors, payroll clerks and 
kindred workers. 

g. Skilled Craft Worker: 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 apprentice
ship or other formal training programs. Includes: mechanics and 
repairmen, electricians, heavy equipment operators, stationary en
gineers, 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 drivers, bus drivers, garage labor
ers, custodial personnel, gardeners and groundkeepers, refuse col
lectors, construction laborers. 
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Exhibit A 

EMPLOYMENT DATA ANALYSIS 

As Of 
1. Full-Time Employees <Temporary Employees Not Included) 

II MALE II FEMALE 
ANNUAL SALARY II White i Black I Other II \Vhito I Black I Other 

$00000 - 01000 II I I II 
01001 - 02000 II I I II 
02001 - 03000 II I I II 
03001 - 04000 II I I II 
04001 - 05000 II I I II 

Ul 05001 - 06000 II I I II 
~ 06001 - 07000 II I I II 

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

Ul 09001 - 10000 II I I II 
§ 10001 - 11000 II I II 
::;; 11001 - 12000 I I II 

~ 
12001 - 13000 I I II 
13001 - 14000 I I II 

~ 14001 - 15000 I I II 
15001 - 16000 I I II 

u 16001 - 17000 I I II ~ 17001 - 18000 I I II rx. 
0 18001 - 19000 I I II 

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

$00000 - 01000 II I I II 
01001 - 02000 II I I II 
02001 - 03000 II I I II 
03001 - 04000 II I I II 
04001 - 05000 II I I II 
05001 - 06000 II I I II 
06001 - 07000 II I I II 
07001 - 08000 II I I II 
08001 - 09000 II I I II 

Ul 09001 - 10000 II I I II 
..:l 10001 - 11000 II I I II < z 11001 - 12000 II I I II 
0 

12001 - 13000 I I II Ul 
Ul 13001 - 14000 I II fil 

14001 - 15000 I II rx. 
0 15001 - 16000 I I II ~ 

"' 16001 - 17000 I I II 
17001 - 18000 I I II 
18001 - 19000 I I II 
19001 - 20000 I I II 
20001 - 21000 I I II 
21001- 22000 I I II 
22001 - 23000 I I II 
23001 - 24ooo I I II 
24001 - 25000 I I II 
Over 25000 I I II 
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Exhibit A 

EMPLOYMENT DATA ANALYSIS 

As Of 
1. Full-Time Employees (Temporary Employees Kot Included) 

II MALE II FEMALE 
ANNUAL SALAP.Y II White mack Other II White Bla-ck Other 

$00000 - 01000 II II 
01001 - 02000 II II 
02001 - 03000 II II 
03001 - 04000 II II 
04001 - 05000 II II 
05001 - 06000 II II 
06001 - 07000 II II 
07001 - 08000 II II 
08001 - 09000 II I 

rfJ 09001 - 10000 II 
~ 10001 - 11000 II 
H 
{.) 11001 - 12000 ,, 
~ 12001 - 13000 II 
{.) 13001 - 14000 II I 
f-<1 14001 - 15000 II I E-< 

15001 - 16000 II I 
1GQ01 - 17000 I I I 
17001 - 18000 II I 
18001 - 19000 II II 
19001 - 20000 II II 
20001 - 21000 I II 
21001 - 22000 I II 
22001 - 23000 I II 
23001 - 24000 I II 
24001 - 25000 I II 
Over z:,oao I II 

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

f-<1 08001 - 09000 I I II 
{.) 

0?001- 10000 I I II H 
:> 10001 - 11000 I I II p:: 
f-<1 1!001 - 12000 I I II rfJ 

f-<1 
12001 - 13000 II II 

B 
13001 - 14000 I I II 
14001- 15000 I I II 

f-<1 15001 - 16000 II II 
E-< 16001 - 17000 II I! 0 
p:: 17001 - 18000 I I II 
p.. 

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

EMPLOYMENT DATA ANALYSIS 

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

II MALE II FEMALE 
ANNUAL SALARY II White I Black I Other II l\'hite I Black I 

$00000 - 01000 II I I I 
01001 - 02000 II I I I 
02001 - 03000 II I I I 
03001 - 04000 II I I I 
04001 - 05000 II I I I 
05001 - 06000 II I I I I 
06001 - 07000 II I I I I 
07001 - 08000 II I I I I 
08001 - 09000 II I I I I 
09001 - 10000 II I I I I 
10001 - nooo II I I I 
11001 - 12000 II I II I 
12001 - 13000 II I II I 
13001 - 14000 II I II ·--1 
14001 - 15000 II I II I 
15001 - 16000 I I II I 
16001 - 17000 I I II I 
17001 - 18000 I I II 
18001 - 19000 I I II 
19001 - 20000 I I II 
20001 - 21000 I I II 
21001 - 22000 I I II 
22001 - 23000 I I II 
23001 - 24000 I I II 
24001 - 25000 I 
Over 25000 I 

$ooooo - 01000 I 
01001 - 02000 I 
02001 - 03000 II 
03001 - 04000 II 
04001 - 05000 II 
05001 - 06000 
05001 - 07000 
07001- 08000 I II 
08001 - 09000 I II 
09001 - 10000 I II 
10001 - 11000 I II 
11ooi - 12000 I II 
12001 - 13000 I II 
13001 - 14000 I II 
14001- 15000 I II 
15001 - 16000 I II 
16001 - 17000 I II 
17001 - 18000 I II 
18001 - 19000 I II 
19001 - 20000 I II 
20001 - 21000 I II 
21001 - 22000 I I II 
22001 - 23000 I I II 
23001 - 24000 I I II 
24001 - 25000 I I II 
Over 25000 I I II 

Other 
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Exhibit A 

EMPLOYMENT DATA ANALYSIS 

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

MALE II FEMALE 
ANNUAL SALARY White Blaek Other II White Bla.ck Other 

$00000 - 01000 I 
01001 - 02000 
v2oo1 - o3ooo 
03001 - 04000 
04001 - 05000 
05001 - 06000 
06001 - 07000 
07001 - 08000 
08001 - 09000 
09001 - 10000 
10001 - 11000 
11001 - 12000 
12001 - 13000 
13001 - 14000 
14001 - 15000 
15001 - 16000 II 
16001 - 17000 II 
17001 - 18000 II 
18001 - 19000 
19001- 20000 
20001 - 21000 
21001 - 22000 
22001 - 23000 
23001 - 2~000 
24001 - 25000 
Over 25000 

$00000 - 01000 
01001 - 02000 
02001 - 03000 
03001 - 04000 
04001 - 05000 
05001 - 06000 
06001 - 07000 
07001 - 08000 
08001 - 09000 
09001 - 10000 
10001 - 11000 ~~~~------7-----+-----+----~~----~-----+--

1 
11001 - 12000 
12001 - 13000 
13001 - 14000 II 
14001 - 15000 
15001 - 16000 II ~~~~------~-----~----~----~~~------T-----~-----

11 
16001 - 17000 II II 
17001 - 18800 II II 
18001 - 19000 II II 
19001 - 200CO II II 
20001 - 21000 II II 
21001 - 22000 II II 
22001 - 23000 II II 
23001 - 24000 II II 
24001 - 25000 II II 
Over 250CO II II 



93 

Exhibit A 

EMPLOYMENT DATA ANALYSIS 

As Of 
2. Temporary Employees (Hired as Temporary Employees) and Part-Time Employees 

MALE II FEMALE 
ANNUAL SALARY I White I Black I Other II White I Black I Other 

$00000 . 01000 I I I II 
01001 . 02000 I I I II 
02001 . 03000 I I I II 
03001 . 04000 I I I II 
04001 . 05000 I I I II 
05001 . 06000 I I I II 

Ul 06001 . 07000 I I I II [%1 
[%1 07001 . 08000 I I I II 
>< 08001.09000 I I I II 0 
H 09001 . 10000 I I I II p.. 

10001 . 11000 I I I II :;; 
[%1 11001 . 12000 I I II 
>< 12001 . 13000 I I II 
~ 13001 . 14000 II I II < 
~ 14001. 15000 I I II 0 15001 . 16000 I I II p.. 
:;; 16001 . 17000 I I II [%1 

l7001 . 18000 I I II E-< 
18001 • 19000 I I II 
19001 . 20000 I I II 
20001 . 21000 I I II 
21001 . 22000 I I II 
22001 . 23000 I I II 
23001 . 24000 I I li 
24001 . 25000 I I 
Over 25000 I I 

$00000 . 01000 II 
01001 . 02000 II 
02001· 03000 II 
03001 . 04000 II I II 
04001 . 05000 II I II 
05001 . 06000 II I II 
06001 . 07000 II I II 

Ul 
07001 . 08000 II I II 

[%1 08001 . 09000 II I I 
[%1 09001 . 10000 II I >< 
0 10001 • 11000 II I 
H 11001 . 12000 II I p.. 
:;; 12001 . 13000 II i [%1 

13001 . 14000 II I 
[%1 

14001 . 15000 II I :;; 

~ 
15001 . 16000 II I I 
16001 • 17000 II I I 

~ 17001 . 18000 II I I < 18001 . 19000 II I I p.. 
19001 . 20000 II I I 
20001 . 21000 II I II 
21001 . 22000 II I II 
22001 . 23000 II I II 
23001 . 24000 II I II 
24001 . 25000 II I II 
Over 25000 II I II 
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Exhibit A 

EMPLOYMENT DATA ANALYSIS 

As Of 
3. Summary of Employees 

II MALE II FEMALE 
ANNUAL SALARY II White Black Other II White Black I Other 

sooooo - 01000 II II I 
01001 - 02000 II II I 
02001 - 03000 II II I 
03001 - 04000 II II I 
04001 - 05000 II II I 

til 
05001 - 06000 II II I fil 

fil 06001 - 07000 II II I >< s 07001 - 08000 II I I 
p.. 08001 - 09000 II I I 
::;; 09001 - 10000 II I 
fil 10001 - 11000 II I 
fil 11001 - 12000 II I ::;; 
t:: 12001 - 13000 II I 
..i 13001-11000 II I ... 14001- 15000 II ::> 

"" 
15001 - 16000 II 

~ 
16001 - 17000 II 

,... 17001 -"18000 II 
0 18001 - 19000 II ,... 

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

sooooo - 01000 II II 
til 01001 - 02000 II 
fil 02001 - 03000 II 
fil -03001 - 04000 II >< 
0 04001 - 05000 II ... 
p.. 05001 - 06000 II ::;; 06001 - 07000 II fil 

fil 
07001 - 08000 II 

::;; 08001 - 09000 II 
E:: 09001 - 10000 II 
~ 10001 - 11000 II I 
~ 11001 - 12000 II I 
p.. 12001 - 13000 II I 

"" 
13001 - 14000 II I z 14001- 15000 II I < 

>< 
15001 - 16000 II I 

~ 16001 - 17000 II I 
< 17001 - 18000 II I ~ 
0 18001 - 19000 II II p.. 

19001 - 20000 II II ::;; 
fil 20001 - 21000 II II ,... 

21001 - 22000 II II ... 22001 - 23000 II II 
~ 23001 - 24000 II II 0 ,... 24001 - 25000 II II 

Over 25000 II II 



EEOC JOB CATEGORY 

I 

Officials/ Administrators 

Professionals 

Technicians 

Protective Service Workers 

Parapr<Yfessionals 

Office/Clerical 

Skilled Craft Workers 

Service/Maint. Workers 

TOTAL 

ONE YEAR GOALS 
PROJECTED WORK FORCE 

EXHIBIT F 

Present Work Force GOALS: PROJ],;CTED WORK FORCE 

"" Totallllale Total Female 
0 

White Non-White --White Non-White 
~ "' 

.... 
:a _£ 

"""' i:' i:' .. i:' ::;: $ :a., _£ .. ... ... ... .. .. 
j:; j:;Ci "c " 0 .. " 0 .. " 0 .. " 0 .. _£ "'" .,-- "" .. "" .. "" .. ,Q .. ,., 

~= C:S -~ = E -=~ 
-;r; E c<> Oili s .5! i! E .s _£ 

_ .. 
~ =-; .::., 00) e~ = ~~ 

.,_ 
= ~~ 

.,_ 
" ~~ = ~~ 

!!! z::;: """ """ ~~I "'" l::ro. zro. P-<0 z "'"' z "'"' z z "'"' 

* Projected openings based on attrition, expansion, promotions, retirement. These figures are cumulative over the period 
of time indicated. 
The above goals assume the availability of qualified persons to fill vacancies in each job category, and the realization of 
all factors considered in projecting goals. 

c.o 
Q1 
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ONE YEAR GOALS 

+(-) CHANGE IN WORK FORCE 

Goals: Increase (Decrease) From 
Present to Projected Work Force2 

Projected Males I Females 
EEOC JOB CATEGORY Job Openingsl I White I Non-White I White 1 Non-White 
Officials and I I I I Administrators I 

I I I I Professionals I 
I I I I Technicians I I 

Protective I I I I Service Workers I I 
I I I I Paraprofessionals I I 

Office and I I I I Clerical Workers I 
Skilled I I I I Craft Workers I 
Service and I I I I Maint. Workers I 

I I I I TOTAL I 
lThese figures also appear on the "Projected Work Force" goals table. 
2The numbers shown will necessarily include attrition new hires, and 

promotions, by race and sex, within each job category. The result will 
show net change. If there is no expansion or cutback included in the 
projected job opening, the minus and plus changes in each job category 
will equal zero, or those changes resulting only from attrition and re
placement in the same number of positions. 



EEOC JOB CATEGORY 

Officials/ Administrators 

Professionals 

Technicians 

Protective Service Workers 

Paraprofessionals 

Office I Clerical 

Skilled Craft Workers 

Service/ Maint. Workers 

TOTAL 

THREE YEAR 

PROJECTED WORK FORCE 

Present Work Force GOALS: PROJECTED WORK FORCE 

"' Total Male Total Female 

"' White Non-White WWte Non-WWte ., .... 
C! t .£ :s~ .... .... .... .... )!: ., 

~~ 
.. s .. .. !l .. .. .. 

.f'; H 
., 

="' " "' ="' "' ="' 
., 

"' ="' ~ "' .. "' .. 
~ 

.. 8 .. 
~~ .::s s .9.£ ~ .. § .s .£ ~~ ~~ ~~ .9.£ '"~ =- "'" ~" ~i "'" "'" .. ., = ~~ ~~ ~~ ~~ ~~ = ~~ ~ z~ Zfil< ll-<0 z z z z "'oo 

* Projected openings based on attrition, expansion, promotions, retirement. These figures are cumulative over the period 
of time indicated. 
The above goals assume the availability of qualified persons to fill vacancies in each job category, and the realization of 
all factors considered in projecting goals. 

~ 
-::J 
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THREE YEAR GOALS 

+(-) CHANGE IN WORK FORCE 

EEOC JOB CATEGORY 

Officials and 
Administrators 

Professionals 

Technicians 
Protective 
Service Workers 

Paraprofessionals 
Office and 
Clerical Workers 
Skilled 
Craft Workers 
Service and 
Maint. Workers 

TOTAL 

Projected 

Goals: Increase (Decrease) From 
Present to Projected Work Force2 

Males I Females 
Job Openings! I White I Non-White I White I Non-White 

I I I 
I I I 
I I I 
I I I 
I I I 
I I I 
I I I 
I I I 
I I I 

1These figures also appear on the "Projected Work Force" goals table. 
2The numbers shown will necessarily include attrition, new hires, and 
promotions, by race and sex, within each job category. The result will 
show net change. If there is no expansion or cutback included in the 
projected job openings, the minus and plus changes in each job category 
will equal zero, or those changes resulting only from attrition and re
placement in the same number of positions. 



EEOC JOB CATEGORY 

Officials/ Administrators 

Professionals 

Technicians 

Protective Service Workers 

Paraprofessionals 

Office I Clerical 

Skilled Craft Workers 

Service/Maint. Workers 

TOTAL 

FIVE YEAR 
PROJECTED WORK FORCE 

Presenl Work force GOAJ,S: PROJECTED WORK FORCE 

.c Total Male Total Female 

i S S : ':, IWhl: I Nol n-w:IIte IWhl~ I No~n-W~Ite 
)1 :a ~ :a~ .s~ t r; ~ ~ t ~ t 
S li: SCIII li:CIII ll·• .c .. ~t' .c .. ~., .c .. c~» .c ~ ~ ~» - =i :as "e ·o-8_ g .s~ c~ s .!l~ ~~ e .s~ ~ ~ e .s~ ~ :;; ~ ~ );1 li: ~ ~ r: ~ o z ~~ :::0 Jl i ~~ :::0 Jl i ~~ :::0 Jl i ~~ I ::; ~ 

* Projected openings based on attrition, expansion, promotions, retirement. These figures are cumulative over the period 
of time indicated. 
The above goals assume the availability of qualified persons to fill vacancies in each job category, and the realization of 
all factors considered in projecting goals. 

e.o 
e.o 
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FIVE YEAR GOALS 

+(-) CHANGE IN WORK FORCE 

EEOC JOB CATEGORY 

Officials and 
Administrators 

Professionals 

Technicians 
Protective 
Service Workers 

Paraprofessionals 
Office and 
Clerical Workers 
Skilled 
Craft Workers 
Service and 
Maint. Workers 

TOTAL 

Projected 

Goals: Increase (Decrease) From 
Present to Projected Work Force2 

Males I Females 
Job Openingsl I White I Non-White I White I Non-White 

I 
I 

lThese figures also appear on the "Projected Work Force" goals table. 
2The numbers shown will necessarily include attrition, new hires, and 

promotions, by race and sex, within each job category. The result will 
show net change. If there is no expansion or cutback included in the 
projected job openings, the minus and plus changes in each job category 
will equal zero, or those changes resulting only from attrition and re
placement in the same number of positions. 
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Attachment D 

AFFIRMATIVE ACTION REPORT CHECKLIST 

Policy Yes No -

1. Is there a statement of policy? --------------------------------- --
2. Does the statement of policy include a nondiscrimination 

clause ? __________ ------------------------------ ----------------------------------
3. Does the statement specify all areas of' personnel man-

agement? ---------------------------------------------------------------------- - ----
4. Does the statement specify affirmative action: 

a. to remove discriminatory practices? ---------------------------
b. to r emove effects of discrimination? ----------------------------

5. Is there a method of publicizing the policy: 
a. internally? ------------------------------------------------------------------------
b. externally as necessary for recruiting purposes? _ 

6. Are action steps, responsible officials, and target dates 
identified? ------------------------------------------------'------------------------- ---

(NOTE: The nondiscrimination clause should state that the agency will 
not discriminate because of race, religion, color, national origin, sex, or 
age. The policy should declare nondiscrimination in all phases of per
sonnel management, including recruiting, advertising, testing, hiring, 
training, promotion, transfer, leave practice, pay, selection for super
visory positions, and the like.) 

Implementation Yes No 

1. Has an EEO officer been designated? --------------------------
2. Does the EEO officer have adequate· authority? __________ _ 
3. Is the method of advising supervisory personnel of their 

duties and responsibilities re affirmative action de-
scribed ? ---------------------------------------------------------------------------

4. Is the system for ensuring internal compliance de-
scribed? ---------------------------------------------------------------- ------

5. Are action steps, responsible officials, and target dates 
identified? -------------------------------------------------------------------------

(NOTE: To ensure an effective affirmative action program, the EEO 
officer should report directly to the agency head, and have authority to 
design, implement, and control the agency's affirmative action program. 
Internal feed back and control should be established to ensure internal 
understanding of, and compliance with, the agency's affirmative •action 
plan, and to enable progress reporting.) 

Analysis Yes No 

1. Is the agency structure described? ----------------------------------
2. Is the recruitment process described? - --------------------------
3. Is the recruitment process for various job levels dif-

ferentia ted ? ---------------------------------------- ------------------------ -
4. Is historical data provided: 

a. for applicants by race and sex? -------- --- ------ -------------
b. for employment by race and sex? -----------------------------
c. for attrition by race and sex? ---------------------------- ------

5. Is the present work force analyzed: 
a. by .race and sex ? --------------------------------------------- -----
b. by count and percent? ---------------------- --------------------
c. with highs, lows, and central tendencies by race and 

sex ? ------------------------------------------------- ---------------- ----
d. by race and sex in job grades? ---------------------------
e. with equivalent grades for nonclassified employees? 
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(NOTE: An organization chart or some description of the organizational 
structure is needed to adequately evaluate the affirmative action re
port. The Employment Data Analysis form lists eight major job cate .. 
gories. Please assign each position to the most appropriate category. 
When all positions have been identified according to those eight cate
gories, please list all job titles or positions that are included in each 
of the eight job categories. The analysis of the work force should in· 
elude all positions, showing race, sex, salary level, and job category 
for each.) 

Criteria for Goals and Timetables: 

1. Is the area of recruitment identified by job category? 
2. Is the population within a reasonable commuting dis

tance defined by race and sex? --------------------------------------- ---
3. Is ava ilability data pres~mted on the number of qualified 

racial minorities and females for each job title or clas
sification within the recruiting area for each of those 
job categories? ----------------------------------------------------------------------

4. Is the normal rate of attrition in each major job cate
gory, or at each job level identified? ------------------------------

5. Have plans for expansion of the work force in each 
major job category or at each job level been included? 

Yes No 

(NOTE: It is necessary to define the population of the area, by race 
and sex, to determine the extent of the existing disparities in the work 
force and as a criterion for the establishment of goals. Comprehensive 
data should then be presented, establishing the area of recruitment for 
each major job category, and providing availability figures for each 
title, by race and sex, for the specified recruiting areas. The sources 
of all data should be documented. This data, together with projected 
attrition and expansion, should serve as the criteria by which affirma
tive action goals and timetables are established and evaluated.) 

Goals 

1. Are hiring goals established: 
a. for racial minorities? ----------------------------------------------- ---
b. for females? ------ -------------------------------------------------------- --
e. by ratio? ---------------------------- --- ------------------- ----------- -----
d. for mean salary? --------------------------------------------------------
e. with target dates? ---------------------------------------------- -----

2. Are promotion goals established: 
a. for racial minorities? ----- ------------------------------
b. for females? --------------------------------------------------------
c. with target dates? --------------------------------------------------- --

3. Is the ultimate goal clearly stated? --------------------------------
4. Is there a target date for achieving the ultimate goal? 
5. Is the ultimate goal problematic? --------------------------------
6. Is the target date problematic? ------------------------------------------
7. Are problems relating to the achievement of goals de-

scribed? --------------------------------------- ----------------------------------------

Yes No 

(NOTE: Goals should be reasonably attainable by good faith effort, 
assuming no radical changes in rates of attrition and expansion. Pro
motion goals may be the result of established training programs, seni
ority systems, attrition, or other fairly predictable factors. The ulti
mate goal is that the staff of the agency will, at all job levels, fairly 
represent the female and racial minority population in the area. The 
target date for the ultimate goal would be that time at which it is 
expected the staff will, at all job levels, reflect that condition.) 
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Training and Upward Mobility Yes No 

1. Is the method of evaluating manpower utilization de-
scribed ? ---------------------------------------------------------------------

2. Is a skills bank maintained? ----------------------------------------
3. Are training or educational programs offered or made 

accessible? ----------------------------------------------------------
4. Are training and educational programs adequately 

publicized? ----------------------------------------- ---------------------
5. Are action steps, responsible officials, and target dates 

identified? ----------------------------------------------------------
(NOTE: An essential factor in affirmative action is provision for ad
vancement, usually in the form of additional training, or educational 
support. As a preliminary step, an evaluation of present work assign
ments should be made to determine if each employee is properly placed 
according to his or h er abilities, qualifications, and talents. The result 
becomes the basis fo r a skills bank, which is continually updated. With 
this information, it becomes possible to develop training programs which 
will result in the most effective use of manpower.) 

Recruitment and Selection 

1. Are manpower agencies, school and colleges, minority 
or ganizations, community groups and other manpower 
r esources listed? -------------------------- --------------

2. Are racial minorities and females involved in recruit
ing? To what extent and in what capacity? ---------------

3. Are advertising media identified? ------------------------
4. Are files maintained on all applicants for a period of at 

least two years? ------------------------ -------------
5. Are reasons for nonselection documented? --------------
6. Is there a provision in the affirmative action program 

for periodic review of selection standards? ------
7. Are action steps, responsible officials, and target dates 

identified? ----------------------------------------------

Planning 

1. Are major problem areas identified? ---------------
2. Are steps toward the solution of these areas identified? 
3. Are steps logical progressions of activities designed to 

resolve those problems and ultimately reach the goals 
of the agency? -------------------------- - -

Grievance Procedure 

1. Has a grievance procedure been included in the affirm
ative action program? ----------

2. Are all employees aware of the grievance procedure? _ 
3. Are action steps, responsible officials, and target dates 

established? --------------

Yes No 

Yes No 

Yes No 
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EXAMPLE OF AN 
AFFIRMATIVE ACTION PLAN 

(FISCAL YEAR, 1974) 
In response to the expression of concern of the South Car

olina General Assembly for the "promotion of harmony and 
the betterment of human affairs", as expressed in the South 
Carolina Human Affairs Law, which declares the practice 
of discrimination against any individual because of race, 
creed, color, sex, age or national origin to be in conflict 
with the ideals of South Carolina; and, in concurrence with 
the legal mandate to the South Carolina Commission on Hu
man Affairs "to eliminate and prevent discrimination", this 
agency submits the attached Mfinnative Action Plan. 

I. EQUAL EMPLOYMENT POLICY 

It is the policy of this agency to recruit, hire, train and 
promote employees without discrimination because of race, 
religion, color, political affiliation, physical disability, na
tional origin, sex or age; except where sex age, or physical 
disability is a bona fide occupational qualification. It is also 
our policy to take affirmative action to remQve the effects 
of any past discrimination which may have existed because 
of race religion, color, national origin, sex or age; except 
where sex or age is a bona fide occupational qualification. 
This practice applies to all levels and phases of personnel ad
ministration such as recruitment or recruitment advertising, 
testing, hiring, training, promotion, transfer, employee bene
fits, rates of pay, and selection for supervisory positions. Fur
thermore, all officials and employees of this agency, as well 
as employment agencies and other recruiting sources with 
whom this agency deals, will be informed of this policy. 

This agency submits this plan to assure its commitment to 
a program that provides an Equal Employment Opportunity 
for all persons on the basis of individual merit and qualifi
cations. 

II· IMPLEMENTATION OF THE AFFIRMATIVE ACTION PLAN 

A. , operating at the appointment of the agency 
head, will serve in the capacity of Equal Employment 
Opportunity Officer. This person is responsible for the 
overall administration of this plan and will be in con
stant touch with the Commission on Human Affairs to 
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keep them informed of any problems that relate to the 
Affirmative Action Plan. This person reports directly 
to the agency head in matters pertaining to this pro
gram, and has direct contact with all others who will 
play an important role in accomplishing the agency's 
goals. 

B. All Employees of this agency were provided with a copy 
of this policy May 22, 1973; also, copies are currently 
posted on bulletin boards at the Principal Office, branch 
offices, and plants (Appendix A). 

C. All supervisory personnel have been officially notified 
of this agency's' Equal Employment Opportunity Pol
icy and will be fully advised of their duties and respon
sibilities with respect to the Affirmative Action Plan. 

ACTION ITEM 
1. All Department Heads and 

Special Staff Officers have· 
been fully advised of this 
agency's Equal Employment 
Opportunity Policy and of 
their duties and responsibili
ties regarding the Affirma
tive Action Plan. 

2. Each Department Head and 
Special Staff Officer will be 
furnished a copy of this Af
firmative Action Plan and 
will be advised of any addi
tional duties and · responsi
bilities. 

3. All supervisory personnel 
have been advised of this 
agency's Equal Employment 
Opportunity Policy. (Appen
dix B.) 

4. Seminars will be conducted 
with all supervisory person
nel to advise them of specific 
duties and responsibilities. 

5. All Department Heads and 
Special Staff Officers will be 
advised of the progress of 
this Affirmative Action Plan. 

RESPONSffiLE OFFICIAL TARGET DATE 
Completed 

General Manager May 21, 1973 

Equal Employment 
Opportunity Officer 

Upon approval 
of this plan by 
the S. C. 
Human Mfairs 
Commission. 

Completed 
May 22, 1973 

To be complet
ed within one 
month after ap
proval of this 
plan by the S. 
C. Human Af
fairs Commis
sion. 

Periodic, but 
not less than 
quarterly. 
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6. Supervisory personnel, below 
the level of Department 
Head and Special Staff Of
ficer, will be advised of the 
progress of this plan in their 
work areas and of additional 
duties and responsibilities. 
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RESPO!IISffiLE OFFICIAL TARGET DATE 

Periodic, but 
not less than 
quarterly. 

D. All employee communication media will be utilized to keep em
ployees and the public informed of this agency's Equal Employ
ment Opportunity Policy and Affirmative Action Plan. 

1. Display the Equal Employ- Completed 
ment Opportunity Commis- May 25, 1973 
sion Poster, "Equal Employ-
ment is the Law," on bulle-
tin boards at the Principal 
Office, all branch offices and 
all plants. 

2. Display this agency's Equal 
Employment Opportunity 
Policy on bulletin boards at 
the Principal Office, all 
branch offices and all plants 
(Appendix A). 

3. This agency does not provide 
an Employee Handbook at 
present. However, when an 
Employee Handbook is pub
lished, the Equal Employ
ment Opportunity Policy will 
be stated in this publication. 

4. The Equal Employment Op
portunity Policy and infor
mation regarding the Af
firmative Action Plan will 
be published in this agency's 
Employee Newspaper. 

5. The Equal Employment Op
portunity Policy will be in
cluded in the Standard Pro
cedure Manual. 

6. New employees will be verb
ally advised of the Equal 
Employment Opportunity 
Policy. 

7. This agency's Employment 
Application form states that 
this agency is an Equal Op
portunity Employer. 

8. The Equal Opportunity Po1-
icy will be stated in this 
agency's Annual Report. 

Completed 
May 24, 1973 

When Employee 
Handbook is 
published. 

Periodic 

Aug. 1, 1973 

July 1, 1973 

Completed 
December, 1972 

October, 1973 
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E. This agency will establish a system of communication and feed
back controls within all management and departmental levels to 
assure compliance with this plan throughout the entire agency. 

ACTION ITE~I 

1. The Personnel Division will 
maintain a record of all new 
hires, promotions, reclassifi
cations, and terminations by 
race and sex. All depart
ments, special staff offices, 
branch offices, and plants 
are currently required to 
notify the Personnel Divi
sion of these actions. 

2. The Personnel Division will 
maintain a record of all em
ployment applications re
ceived by this agency for a 
minimum of three years. A 
record will be maintained 
separate from the employ
ment application form and 
will specify date, name of 
applicant, race and sex; (Ap
pendix C). In those cases 
that race and/ or sex is un
known, the file will state 
unknown. All departments, 
special staff offices, branch 
offices, and plants that r e
ceive employment applica
tions direct will be required 
to notify the Personnel Divi
sion of the receipt of each 
application by date, name, 
race, sex, and occupational 
qualification. 

4. The Personnel Division will 
maintain a record of all re
cruiting sources contacted. 
This record will contain the 
name of each recruiting 
source contacted, date con
tacted, and location of source 
for each employment vacan
cy (Appendix D). All de
partments, special staff of
fices, branch offices, and 
plants that contact recruit
ing sources direct will be re
quired to submit this infor
mation to the Personnel Di
vision. 

RESPONSIBLE OFFICIAL TARGET DATE 

Personnel Officer 

Department Heads 
Special Staff 
Officers 

Supervisory person
nel in charge of 
branch offices and 
plants. 

July 1, 1973 

July 1, 1973 

July 1, 1973 



ACTION ITE~I 

5. Department Heads and Spe
cial Staff Officers are re
sponsible for training pro
grams administered in their 
respective areas. A require
ment will be established for 
Department Heads and Spe
cial Staff Officers to notify 
the Personnel Division of 
any training programs and 
the names, race, and sex of 
any employees or applicants 
entered in these programs. 

6. Data processing reports will 
be established and main
tained to provide a detailed 
analysis by job title, race, 
and sex of this agency's 
work force. 

7. The Equal Employment Op
portunity Officer will submit 
Affirmative Action progress 
reports to the General Man
ager on a monthly basis. 
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RESPONSffiLE OFFICIAL 

Department Heads 

Special Staff 
Officers 

III. EMPLOYMENT ANALYSIS 

A. Recruitment 

TARGET DATE 

July 1, 1973 

July 1, 1973 

Aug. 1, 1973 

1. The following persons and agencies have done most of the re
cruiting work for this agency during the past fiscal year: 
a. , Personnel Officer 
b. , Personnel Officer 
c. , Personnel Specialist 
d. , Superintendent 
e. , Superintendent 
f. , District Superintendent 
g. , District Superintendent 
h. S. C. Employment Security Commission 

2. The procedures used to r€cruit employees during the past fiscal 
year are: 
a. Officials, Managers, Supervisors-

(!) Advertisements (newspapers, trade journals). 
(2) Private employment agencie·s. 
(3) Word of mouth. 
( 4) Employee referrals. 

b. Professionals-
(!) S. C. Employment Security Commission. 
(2) Advertisements (newspapers, trade journals). 
(3) Private employment agencies. 
( 4) College recruiting. 
(5) Word of mouth. 
(6) Professional engineering societies. 
(7) Employee referrals. 

c. Technicians-
(!) S. C. Employment Security Commission. 
(2) Technical Education Centers. 
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(3) Word of mouth. 
( 4) Employee referrals. 

d. Office and Clerical-
(1) S. C. Employment Security Commission. 
(2) Schools. 
(3) Word of mouth. 
(4) Employee referrals. 

e. Craftsmen (Skilled)-
(1) S. C. Employment Security Commission. 
(2) Trade and vocational schools. 
(3) Newspaper advertisements. 
(4) Word of mouth. 
( 5) Employee referrals. 

f. Operatives (Semi-skilled)-
(1) S. C. Employment Security Commission. 
(2) Trade and vocational schools. 
(3) Newspaper advertisements. 
(4) Word of mouth. 
(5) Employee referrals. 

g. Laborers-
(1) S. C. Employment Security Commission. 
(2) Word of mouth. 
(3) Employee referrals. 

h. Service Workers-
(1) S. C. Employment Security Commission. 
(2) Word of mouth. 
(3) Employee referrals. 

3. During the past fiscal year we have had 809 applicants and they 
include: 

551 
84 

1 
97 
40 

0 
36 

White Males; 
Black Males; 
Other Males; 
White Males; 
Black Females; 
Other Females; 
Unknown. 

4. During the past fiscal year we have hired 85 employees and they 
include; 

50 
24 

1 
7 
3 
0 
0 

White Males; 
Black Males; 
Other Males; 
White Females; 
Back Females; 
Other Females; 
Unknown. 

5. During the past fiscal year we have lost 86 employees and they 
include: 

48 
28 

0 
7 
3 
0 
0 

White Males; 
Black .Males; 
Other Males; 
White Females; 
Black Females; 
Other Females; 
Unknown. 



B. Present Work Force 
1. Count and Per Cent 
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White Males -------------------------------------------
Black Males -------------------------------------
Other Males -------------------------------------
Total Males -------------------------------
White Females -----------------------------------
Black Females ------------------------------ ------
Other Females -----------------------------
Total Females ------ ----- ------------
Grand Total -----------------------------------

Count 
444 
106 

2 
552 

70 
6 
0 

76 
628 

PerCent 
71% 
17% 
.3% 

88% 
llo/o 
1% 

12% 
100% 



PRESENT WORK FORCE BY JOB CATEGORIES 

TOTAL EMPLOYEES MINORITY GROUP EMPLOYEES 

Total j Total Total ~fate I Female 
.Toh 'Employees ~fa!p Female Spanish I Oriental 

I I Span;sh 
Categories lncludjntr Including Includlnl:' Negro I Oriental I American I Surname Nf"J{ro American Surname 1\flnorlti~s \ 'Minorities l\llnorltles rndiao American Indian American 

Officials, Managers, I I Other supervisory 114 114 
personnel 

I 
I I Professionals I 39 I 37 2 I 2 1 

[ 
Technicians I 37 I 35 I 2 

I I I I I I I I I I I I-' 
I-' 

Office & Clerical I 80 11 69 2 I I I I 3 I I I-' 

[ 
Craftsmen I I I I I I I 1 
(Skilled) I 174 174 5 

[ 
Operatives I 

I I I (Semi-skilled) I 9'7 97 16 
[ 

Laborers I 78 I 78 I I 75 
[ 

Service workers I 9 I 6 I 3 I 6 I I I I 3 
[ 

I I I Total I 628 I 552 76 106 1 I I 1 I 6 
I 

Blank spaces signify zero. 
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a. Definition of Job Categories: 
(1) Officials, Managers, and Other Supervisory Personnel

General Management which includes Board of Directors, 
General Manager, Department Directors, Managers, Su
pervisors, Salaried Foreman, etc. 

(2) Professionals-Occupations requiring either college gradu
ation or experience of such kind and amount as to provide 
a comparable background. Includes Engineers, Attorneys, 
Personnel Specialists, Accountants, etc. 

(3) Technicians-Occupations requiring a combination of basic 
scientific knowledge and manual skill which can be ob
tained through about two years of post high school edu
cation, such as is offered in many technical institutes and 
junior colleges. Includes Programmers, Computer Opera
tors, Engineering Associates, Engineering Aids, Drafts
men, etc. 

( 4) Office and Clerical-Includes all clerical-type work such 
as Secretaries, Stenographers, Typists, Bookkeepers, Ac
counting Clerks, Keypunch Operators, Warehousemen, 
Billing Clerks, etc. 

(5) Craftsmen (Skilled)-Manual workers of relatively high 
skill level having a thorough and comprehensive know
ledge of the processes involved in their work. Includes 
Hourly Foremen, Mechanics, Substation Operators, Line
men, Electricians, Unit Operators, etc. 

(6) Operatives (Semi-skilled)-Workers who operate machin
ery and perform other duties of an intermediate level 
which can be mastered in a few weeks and require only 
limited training. Includes Apprentices, Trainees, Carpen
ters, Inspectors, .Meter Readers, etc. 

(7) Laborers (Unskilled)-Workers in manual occupations 
which require no special training. Includes Helpers, La
borers, Utilitymen, etc. 

(8) Service Workers-Includes Janitors, Cooks, etc. 
C. Availability of Work Force-Personnel hired by this agency are re-

cruited primarily from and Counties. 
and Counties) is a secondary recruiting area. 

Supervisory and professional personnel are recruited state-wide and 
certain highly specialized career fields are recruited nation-wide. 
Recruiting will also be done in the future in County. A 
plant, presently under construction, is expected to be in full 
production December, 1974. An analysis of the labor force in these 
areas follows: 
1. County 

a. This area has a labor force of approximately 15,950 persons. 
Of this number, approximately: 

7,582 are White Males 
4,159 are White Females 
2,743 are Black Males 
1,435 are Black Females 

14 are Other Males 
1'7 are Other Females 
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b. There are approximately 1,201 college graduates in this area. 
Of this number, approximately: 

552 are White Males 
462 are White Females 

70 are Black Males 
117 are Black Females 

Unknown are Other Males 
Unknown are Other Females 

c. There are approximately 762 unemployed persons in this area. 
Of this number, approximately: 

194 are White Males 
210 are White Females 
173 are Black Males 
185 are Black F emales 

Unknown are Other Males 
Unknown are O'ther Females 

d. Employment by Occupation: 
White White Black Black 

Job Ca.t£'go.ry ;.\'la!es F e males ~I ale s Females Total 
(1) Managers, Supervisors, etc. __ 856 209 37 0 1,102 
(2) Professional _________ __ __________________ 856 640 86 180 1,762 
(3) Craftsmen (Skilled _______________ 2,413 107 436 9 2,965 
( 4) Operatives (Semi-skilled) ---- 1,598 628 817 291 3,334 
( 5) Office & Clerical ____________________ 518 1,645 69 85 2,317 
( 6) Laborers -------------------- -------~------- 327 30 744 25 1,126 
(7) Service Workers ___________ 402 405 222 238 1,312 

e. The sources of the above data are: 
(1) · S. C. Employment Security Commission 

2. County 
a. This area has a labor force of approximately 24,554 persons. 

Of this number, approximately: 
11,557 are White Males 

7,883 a r e White Females 
2,921 are Black Males 
2,184 are Black Females 

0 are Other Males 
9 are Other Females 

b. There are approximately 2,508 college graduates in this area. 
Of this number, approximately: 

1,226 are White Males 
1,096 are White Females 

85 are Black Males 
101 are Black F emales 

Unknown are Other Males 
Unknown are Other Females 

c. There a re approximately 1,254 unemployed persons in this 
area. Of this number, approximately: 

264 are White Males 
517 are White Females 
231 are Black Males 
242 are Black Females 

Unknown are Other Males 
Unknown are Other F emales 



(1) 
(2) 
(3) 
(4) 
(5) 
(6) 
(7) 

(1) 
(2) 
(3) 
(4) 
(5) 
(6) 
(7) 
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d. Employment by Occupation: 

White White Black Black 
Job Category Males Females :'\I ales Females Total 

Managers, Supervisors, etc. -- 1,954 51 38 47 2,549 
Professional -- --------------- 879 1,069 104 160 2,212 
Craftsmen (Skilled) ----------- 2,594 223 366 12 3,195 
Operatives (Semi-skilled) ---- 1,536 1,401 553 288 3,778 

Office & Clerical ------------------ 580 2,119 '72 104 2,875 
Laborers ----------------------------------- 499 109 574 21 1,203 
Service Workers ------------ 608 980 3'78 593 2,559 

e. The sources of the above data are: 
(1) S. C. Employment Security Commission 

3. 
a. This area has a labor force of approximately 114,900 persons. 

Of this number, approximately 
50,180 are Whi'te Males 
31,280 are White Females 
18,660 are Black Males 
14,780 are Black Females 

Unknown are Other Males 
Unknown are Other Females 

b. There are approximately 14,123 college graduates in this area. 
Of this number, approximately: 

7,481 are White Males 
5,026 are White Females 

501 are Black Males 
1,115 are Black Females 

Unknown are Other Males 
Unknown are Other Females 

c. There are approximately 4,449 unemployed persons in this 
area. Of this number, approximately: 

941 are White Males 
1,304 are White Females 

971 are Black Males 
1,223 are Black Females 

Unknown are Other Males 
Unknown are Other Females 

d. Employment by Occupation: 
White White Black Black 

Job Category Males Females Males Females Total 

Managers, Supervisors, etc. __ 6,745 1,322 272 138 8,477 
Professional -------------------------- '7 ,360 6,260 679 1,743 16,042 
Craftsmen (Skilled) ________________ 13,480 605 3,575 178 17,838 
Operatives (Semi-skilled) ---- 6,416 2,465 4,647 1,715 15,243 
Office & Clerical ------------------- 3,622 10,947 957 1,014 16,540 
Laborers · ---------------------------------- 1,433 174 3,588 124 5,369 
Service Workers --------------------- 2,354 2,827 2,050 3,787 11,018 

e. The sources of the above data are: 
(1) S. C. Employment Security Commission 

4. South Carolina 
a. This area has a labor force of approximately 991,844 persons. 

Of this number, approximately: 
441,058 are White Males 
288,708 are White Females 
143,11'7 are Black Males 
117,447 are Black Females 

853 are Other Males 
661 are Other Females 
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b. There are approximately 115,119 college graduates in this area. 
Of this number, approximately: 

56,838 are White Males 
45,374 are White Females 

4,280 are Black Males 
8,627 are Black Females 

Unknown are Other Males 
Unknown are Other Females 

c. There are approximately 37,288 unemployed persons in this 
area. Of this number, approximately: 

8,446 are White Males 
11,842 are White Females 

6,543 are Black Males 
10,457 are Black Females 

Unknown are Other Males 
Unknown are Other Females 

d. Employment by Occupation: 

White White Black Black 
Job Category ~lales Females :\I ales Females Total 

(1) Managers, Supervisors, etc. __ 54,382 10,338 2,543 995 68,308 
(2) Professional ----------------------- 50,680 43,136 4,514 11,034 109,364 
(3) Craftsmen (Skilled) __ ____ _______ 114,743 6,494 22,961 1,353 145,561 
( 4) Operatives (Semi-skilled) ____ 95,109 82,910 43,505 27,205 248,729 
(5) Office & Clerical ______________ ______ 27,890 83,186 4,773 5,748 121,597 
(6) Laborers --------------------------------- 20,226 3,591 27,060 1,793 52,670 
(7) Service Workers ____________ ___ ____ 20,321 24,472 15,239 24,031 84,063 

e. The sources of the abov·e data are: 
(1) S. C. Employment Security Commission 

5. County 
a. This area has a labor force of approximately 11,474 persons. 

Of this number, approximately: 
4,394 are White Males 
2,387 are White Females 
2,522 are Black Males 
2,149 are Black Females 

12 are Other Males 
10 are Other Females 

b. There are approximately 1,126 college graduates in this area. 
Of this 'number, approximately: 

382 are White Males 
420 are White Females 

88 are Black Males 
236 are Black Females 

Unknown are Other Males 
Unkonwn are Other Females 

c. There are approximately 448 unemployed persons in this area. 
Of this number, approximately: 

70 are White Males 
40 are White Females 

173 are Black Males 
165 are Black Females 

Unknown are Other Males 
Unknown are Other Females 



(1) 
(2) 
(3) 
(4) 
(5) 
(6) 
(7) 
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d. Employment by Occupation: 

White White 
Job Category l\lale s F emales 

Managers, Supervisors, etc. 00 459 90 
Professional ooooooooooooooooooooooooOo o oo O 414 430 
Craftsmen(Skilled) oooooo0- 0 0 00 0 00 0 0 1,241 59 
Operatives (Semi-skilled) _ 000 1,065 489 
Office & Clerical o o o-oo-oo-ooooo O O 215 715 
Laborers ooooooo oo o o oo-oo -oooo ___ OOo o OO- 246 6 
Service Workers oooooooo o oo-ooooooooO 211 284 

e. The sources of the above data are: 

Blac k 
llfales 

46 
105 
337 
742 
41 

638 
249 

(1) S. C. Employment Security Commission 

IV. AFFIRMATIVE ACTION GOALS 

Black 
Females 

26 
338 
12 

239 
58 
27 

534 

Total 
621 

1,287 
1,649 
2,535 
1,029 

917 
1,278 

A. During the next twelve months, we estimate 145 vacancies because 
of a ttr ition, r etirement, expansion, etc. Assuming the availability 
of qualified people, our Affirmative Action goals for this period are: 

E stimated No. 
Job Category of Vacancies 

Managers , Supervisors, etc. 0 0° 0 00°0000 0 000000 9 
Professional ooOO o ooo O OO O oo0-000000000 0 0 00000°0000 0 0°00 0 0 ° 00 '7 
Technicians ooooooOoOoo0 0 - 000000-00-00000 0 000 0 000000 00000 12 
Office and Clerical oOO-OoOoOOOo00-- 000000000 ° 000° 0 13 
Craftsman (Skilled) 000-00-000000-0000000000 0 0000 33 
Operatives (Semi-skilled) 00000000000- 0 0 0 00 - 0 29 
Laborers ooooooo-oooooooo-oooo-oo-oOOOOoo000000000 0 0 -00000 38 
Service Workers ooo-oo-oo-oooo O O-OOOOOoOOOOOOOOOoOOo 4 

Totals ooooooooooooooo-oo-oOOOOooOOO-oOoOOO- O OoOOO OOO 145 

F emale 
Goa ls 

3 
10 

6 
2 

2 

23 

Minority 
Goals 

3 
4 
4 
9 
9 

17 
28 

4 

78 

B. Dur ing the next three years, we estimate 284 vacancies because of 
attr ition, r etirement, expansion, etc. Assuming the availability of 
qualified people, our Affirmative Action goals for this period are: 

Estimate d No. 
Job Category of Vacanc ie s 

Manager s, Supervisors etc. ooooo o o-o oooooo o ooo 15 
Profes sional OoooOOOOOo 00000 00 0 000000 000 0000000 0 00-000000 0 00 14 
Technicians 00000 0 000 0 00 00 00000-00000 0 00- - 0000000 0 --0 00 18 
Office and Clerical ooO - oo00-00-0000000 0 00000 0-00 0 22 
Craftsman (Skilled) ooO-OoOOOOOOOOOoOoO O OOOOOO OOO O O 64 
Operatives (Semi-skilled) _OoOooo0-00-00 - oo O 60 
Laborers oooo0°oo0o000oo0000o000-o0000000-0 000-0 0 0000 0 -0oo 0 79 
Service Workers ooooooooooOoo-ooOO--oOo00000-00-00 0 12 

Totals ooooooooOoOoOoOooOOOOOOOOOOOOO O OOOOO OO O OOOO O O OO o O O 284 

:F emale 
Goals 

2 
3 
4 

14 
8 
3 

6 

40 

l\flnorlty 
Goals 

5 
6 
8 

12 
21 
33 
57 
11 

153 

C. During the n ext five years, we estimate 417 vacancies because of 
attrition, r etirement, expansion, etc. Assuming the availability of 
qualified people, our Affirmative Action goals for this period are: 

E stimate d No. 
J ob Category of Va-canc ies 

Managers, Supervisors, etc. ooo--ooo-o o_o_ 21 
Profess ional oo00 0 0 00 0 -000 0 00000000000000-00-00-00-0000 0 20 
Technicians o o oo o -oo-oooooooooo o -oo-oo-oo oooo _ __ ooo 28 
Office and Clerical 000-000000 - 0 0 0-00°00 0 00--0 - 33 
Craftsman (Skilled) 000-000000000 0 -0-00 °-0 0 0 00 0 35 
Oper a tives (Semi-skilled) _00 _0_ 000 0 00°-- 00 83 
Laborers O oOoOo o O o _0_0_00---0 - - 000--0 121 
Service Workers Ooo000000000 0 0000--0000-00 0 000-00 21 

Totals oo o --0-0000-0 0 0 0 0 0 00-00- 00 ____ 0 417 

Fe male 
Goals 

2 
3 

10 
23 
11 

5 

10 

64 

l\flnorlty 
Goals 

8 
7 

13 
19 
27 
50 
86 
20 

230 
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D. Our present problems in the employment and advancement of fe
males, blacks, and other minorities are: 
1. Limited availability of qualified minority and female applicants 

in managerial, professional and skilled career fields. 
2. A very low termination rate in the higher level jobs results in a 

limited number of vacancies. 
E. This agency will examine job grades, categories, and job descrip

tions where few females and minority persons are employed and 
seek to determine and terminate the cause· Findings will be sub
mitted to. the Human Affairs Commission by October 15, 1975. 

ACTION ITE~l 

1. Departments and Special 
Staff Offic-es will make a 
study of job grades in their 
respective areas. Findings 
and recommendations for 
any necessary corrective ac-
tions will be submitted to the 
Equal Employment Officer. 

.2. Departments and Special 
Staff Offices will make a 
study of job categories 
(Managerial, Professional, 
Technical, Skilled, etc.) in 
their respective areas. Find-
ings and recommendations 
for any necessary corrective 
actions will be submitted to 
the Equal Employment Op-
portunity Officer. 

3. All job descriptions were 
analyzed and rewritten by 
a private consulting firm 
May, 1972. The results of 
this study should enhance 
Equal Employment Oppor-
tunity. However, job descrip-
tions will be reviewed again 
at the department and spe-
cial staff level and findings 
and recommendations will be 
submitted to the Equal Em-
ployment Opportunity Of-
fic,er. 

4. A consolidated report of 
findings of these studies will 
be submitted to the Human 
Affairs Commission. 

RESPONSIBLE OFFICIAL 

Department Heads 

Special Staff 
Officers 

Department Heads 

Special Staff 
Officers 

Department Heads 

Special Staff 
Officers 

TARGET DATE 

Sept. 1, 1973 

Sept. 1, 1973 

Sept. 1, 1973 

Equal Employment October 15, 1973 
Opportunity Officer 

F. Management will re-evaluate all employees to determine if their cap
abilities and skills are being fully utilized. Individuals who are found 
to be under-employed will be given priority consideration either for 
promotion or transfer to positions having greater potential for ad
vancement. This re-evaluation will be completed by a Skills Bank Sur
vey and a report of the findings submitted to the Human Affairs 
Commission by October 1, 1973. 



ACTION ITE~I 

1. Department and Special 
Staff Office Skills Bank Sur
veys will begin upon receipt 
of Skills Bank Survey Forms 
from the Human Affairs 
Commission. These surveys 
will be submitted to the 
Equal Employment Oppor
tunity Officer. Department 
Heads and Special Staff Of
ficers will insure that those 
employees determined to be 
underemployed will receive 
priority consideration on all 
vacancies in their respective 
areas. 

2. The Equal Employment Op
portunity Officer will pre
pare a consolidated report 
and insure that those em
ployees determined to be 
underemployed will receive 
priority consideration on an 
Authority wide basis. 

3. The report of findings will be 
prepared and submitted to 
the Human Affairs Commis
sion. 
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UESPONSIBLE OFFICIAL 

Department Heads 

Special Staff 
Officers 

Equal Employment 
Opportunity Officer 

Equal Employment 
Opportunity Officer 

TARGET DATE 

Aug, 15, 1973 

Sept. 15, 1973 

Oct. 1, 19'73 

G. Training programs offered by this agency will be reviewed to insure 
that females, blacks, and other minority employees are encouraged 
to increase their skills and job potential by participation in any 
training and educational programs offered such as formal training, 
on the job training, and tuition aid assistance to attend job related 
courses at schools. In addition, this agency will insure that females 
and minorities are included in supervisory development training 
that may be offered. A report will be submitted to the Human Ar
fairs Commission with the· quarterly progress report, and it will 
include a breakdown of participants by race and sex and job cate
gory. 

1. Department Heads and Spe
cial Staff Officers will re
view training programs in 
their respective areas and 
submit a report of findings 
to the Equal Employment 
Officer. This report will in
clude training programs of
fered, participants by race 
and sex and job category, 
and steps taken to encourage 
females and minority em
ployees to enter training pro
grams. 

Department Heads Sept. 15, 1973 
and quarterly 
thereafter 

Special Staff 
Officers 



i\CTJO'I ITE~f 

2. A consolidated training re
port will be prepared by the 
equal Employment Oppor
portunity Officer and sub-
mitted to the Human Affairs 
Commission. 
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RESPOXSIDLE OFFICIAL 

Equal Employment 
Opportunity Officer 

TARGET DATE 

Oct. 1, 1973 

H. Every three (3) months the Equal Employment Officer will evalu
ate this agency's progress in terms of affirmative action goals and 
submit a report through the agency head to the Commission on 
Human Affairs using the Affirmative Action Progress Report Form. 

V. LAYOFF, TER!\'iiNATIONS, PROMOTIONS, DOWNGRADING 
This agency will insure that any change in an employee's status 
will be made without regard to race, religion, color, sex, age, 
physical disability, political affiliation, or national origin; except 
where sex, age, or physical disability is a bona fide occupational 
qualification. 

ACTIO:-; ITE~1 

1. Department Heads and Spe
cial Staff Officers will mon
itor and are responsible for 
employee changes in their 
respective areas. They will 
insure that changes in an 
employee's status are made 
without regard to race, re-
ligion, color, sex, age, phy-
sical disability, political af-
filiation or national origin. 

2. Employee status changes will 
also be monitored by the 
Equal Employment Oppor
tunity Officer. 

UESPOXSIBLE OFFICIAl~ 

Department Heads 

Special Staff 
Officers 

TARGET DATE 

Immediaoe 

Equal Employment Immediate 
Opportunity Officer 

VI. AFFIRMATIVE ACTION STEPS - SPECIFIC 
A. This agency will notify 'the local manpower development ·and place

ment agencies in writing that we are an Equal Opportunity Em
ployer and when we have positions available. The following is a 
partial list of the organizations we will notify: 

ACTIOX l'l'JDI 

1. Notification of Agencies. 
UESPONSIBLE OFFICIAL 

Equal Employment 
Opportunity Officer 

a. S. C. Employment Security Commission, 
b. Concentrated Employment Program, 
c. OEO, 

TARGET DATE 

July 1, 1973 

B. We will maintain a file of the names, addresses, skills, etc., of the 
persons referred to us by these organizations. If the applicant was 
not employed, the reasons shall be noted on the application. This 
file shall be kept for no less than six (6) months by the Equal Em
ployment Opportunity Offic'er. 

C. We will also encourage present female and minority employees to 
recruit among females and minorities when positions become avail
able. 



ACTION ITE~l 
1. Meetings will be conducted 

with minority and female 
employees advising them o:fi 
employment requirements and 
stressing the need for re-
ferrals. 
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RESPONSIBLE OFFICIAL TARGET DATE 

August 1, 1973, 
Personnel Officer and periodic 

thereafter 

D. Management, in its search for employees, has and will recruit on 
Black College campuses, advertise in Black news media, and will be 
responsible to insure that employment agencies recruiting for this 
agency do the same. The Personnel Officer is responsible for these 
activities. Some of the Black colleges at which we will recruit are: 
1. S. C. State College 
2. N. C. A. & T. College 
Some of the Black news media this agency will contact as employ
ment vacancies occur include: 
1. The Charleston Chronicle, Charleston, S. C. 
2. Lee Publications, Orangeburg, S. C. 

E. This agency has and will use females and minoriti'es to assist in re
cruiting. 

ACTIO/' 11'E~l 

1. Contacts have and additional 
ones will be made with fe
males and minority em-
ployees for the referral of 
potential emploY'ees. 

2. Female and minority em
ployees will be encouraged 
to refer applicants. 

3. Females and minorities will 
be taken on recruiting trips, 
when appropriate vacancies 
exist, to encourage other fe
males and minorities to work 
for this agency. 

4. When vacancies exist in the 
Personnel function, minori
ties and females will be given 
prime consideration for em
ployment. 

RESPOXSIBLE OFFICIAL TARGET DATE 

August 1, 1973 

August 1, 1973 

When recruit
ing trips are 
required. 

When any va
cancy exists in 
the Personnel 
Division. 

F. There are currently no formal training programs in process at this 
agency. A limited number of employees are presently in entry level 
jobs and are receiving on the job training. Management is aware of 
the importance of effective training programs, and any future pro
grams started will be administered without regard to race, religion, 
color, sex, age, physical disability, political affiliation, or national 
origin. 

G. This agency will re-examine its criteria for employee selection and 
promotion, and if any criteria exists which may be artificial, arbi
trary, and unnecessary, it will be removed and only the criteria 
which is directly related to actual performance will be retained. 



ACTION ITE:\1 

1. S'election and promotion cri
teria will be evaluated in 
each department, special 
staff office, branch office, 
and plant. 

2. Overall selection and promo-
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RESPO!\'SillLE OFFICIAL 

Department Heads 

Special Staff 
Officers 

Supervisory person
nel in charge of 
branch offices 
and plants. 

tion criteria will be moni- Personnel Officer 
tored by the Personnel Divi-
sion. 

TARGET DATE 

August 1, 1973 

August 1, 1973 

H. This agency will call on the Division of Technical Services, South 
Carolina Commission on Human Affairs for technical assistance 
in the establishment and implementation of Affirmative Action 
plans, goals and time schedules. 
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STATE AGENCIES WITH APPROVED AFFIRMATIVE 
ACTION PLANS 

As of July 24, 1975 

Adjutant General 
Administration, Division of 
Aeronautics Commission 
Aging, S. C. Commission on 
Agricultural Marketing Commission 
Aiken TEC 
Alcohol and Drug Abuse, Commission on 
Alcoholic Beverage Control Commission 
Archives & History, S. C. Dept. of 
Arts Commission 
Attorney General's Office 
Bank Control, Board of 
Beaufort TEC 
Berkeley-Charleston-Dorchester TEC 
Blind, S. C. Commission for the 
College of Charleston 
Comptroller General 
Corrections, S. C. Department of 
Criminal Justice Academy 
Deaf & Blind, S. C. School for the 
Denmark TEC 
DeveloJ?ment Board 
Education, Department of 
Education Television Network 
Election Commission 
Florence-Darlington TEC 
Forestry Commission 
Greenville TEC 
Highway Department 
Horry-Georgetown TEC 
Youth Services, S. C. Department of 

Housing Authority, S. C. State 
Industrial Commission 
Insurance S. C. Department of 
Juvenile Placement & Aftercare 
Labor Department 
Land Resources 
Medical University of Charleston 
Mental Health, Department of 
Mental Retardation 
Midlands TEC 
Opportunity School 
Orangeburg-Calhoun TEC 
Parks, Recreation & Tourism, S.C. Dept. of 
Personnel Division, State 
Piedmont TEC 
Probation, Parole & Pardon Board 
Public Service Authority 
Public Service Commission 
Research & Statistical Service Division 
Secretary of State 
Social Services, S. C. Department of 
Spartanburg TEC 
Sumter TEC 
Technical & Comprehensive Education 
Treasurer's Office 
Tri-County TEC 
Vocational Rehabilitation Department 
Water Resources 
Winthrop College 
York TEC 
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AFFIRMATIVE ACTION PROGRESS REPORT 
INSTRUCTION FOR COMPLETION 

1. GENERAL INSTRUCTIONS 

A. Reporting Schedule 
Affirmative Action Progress Reports will be due to the Division of 
Technical Services, State Human Affairs Commission, according 
to the following schedule: 

April 30, 1974 - (for the quarter ending March 31, 19'74) 
July 31, 1974 - (for the quarter ending June 30, 1974) 
October 31, 1974- (for the quarter ending September 30, 1974) 
January 31, 1975- (for the quarter ending December 31, 1974) 
(Continuing) 

When an agency demonstrates that it is making consistent progress 
toward reaching its affirmative action goals, that agency may, at the 
discretion of the State Human Affairs Commission, be placed on a less 
frequent reporting schedule. 

Each progress report will include the Cover Page, the EEOO Form-
4, (supplied t' each agency by the State Personnel Division), the Sup
plement to E~ OC Form - 4, the Summary Analysis, and the Summary 
of Personnel Actions. Any other forms are optional. 

B. Race/ Ethnic Identification 

An employer may acquire the race/ ethnic information necessary for 
this section either by visual surveys of the work force, or from post
employment records as to the identity of employees. An employee may 
be included in the minority group to which he or she appears to belong, 
or is regarded in the community as belonging. 

Since visual surveys are permitted, the fact that race/ ethnic identi
fications are not present on agency records is not an excuse for failure 
to provide the data called for. 

Moreover, the fact that employees may be located at different 
addresses does not provide an acceptable reason for failure to comply 
with the reporting requirements. In such cases, it is recommended that 
visual surveys be conducted for the employer by persons such as super
visors who are responsible for the work of the employees or to whom 
the employees report for instructions or otherwise. 

Please note that conducting a visual survey and keeping post-em
ployment records of the race or ethnic origin of employees is legal in 
all jurisdictions and under all Federal and State laws. State laws pro
hibiting inquiries and record keeping as to race, etc., relate only to 
applicants for jobs, not to employees. 

The concept of race as used by the Equal Employment Opportunity 
Commission does not denote clearcut scientific definitions of anthro
pological origins. For the purposes of this report, an employee may be 
included in the group to which he or she appears to belong, identifies 
with, or is regarded in the community as belonging· However, no person 
should be counted in more than one race/ ethnic category. 
NOTE: The category "Spanish Surnamed," while not a race identifi
cation, is included as a separate ethnic category because of the em
ployment discrimination often encountered by this group; for this rea
son do not include Spanish Surnamed under either "white" or "black." 

For the purposes of this report, the following group categories will 
be used: 

1. The category "white": include persons of Indo-European descent, 
including Pakistani and East Indian. 
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2. The category "black": include persons of African descent as 
well as those identified as Jamaican, Trinidadian, and West 
Indian. 

3. The category "Spanish Surnamed": include all persons of Mexi
can, Puerto Rican, Cuban, Latin American or Spanish descent. 

4. The category "American Indian": include persons who identify 
themselves or are known as such by virtue of tribal association. 

5. The category "Asian American": include persons of Japanese, 
Chinese, Korean or Filipino descent. 

6. The category "Other": include Aleuts, Eskimos, Malayans, Thais 
and others not covered by the specific categories on the forms. 

C. Description of Job Categories 
1. Official 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 agency's opera
tions, or provide specialized consultation on a regional, district 
or area basis. Includes: department heads, bureau chiefs, division 
chiefs, directors, deputy directors, controllers, examiners, war
dens, superintendents, unit supervisors, sheriffs, police and fire 
chiefs and inspectors and kindred workers. 

2. Professionals: 
Occupations which require specialized and theore,tical 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, so
cial workers, doctors, psychologists, registered nurses, econo
mists, dieticians, lawyers, system analysts, accountants, engine
ers, employment and vocational rehabilitation counselors, teach
ers or instructors, police and fire captains and lieutenants and 
kindred workers. 

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

4. Protective Service Workers: 
Occupations in which workers are entrusted with public safety, 
security and protection from destructive forces. Includes: police 
patrol officer s, fire fighters, guards, deputy sheriffs, bailiffs, 
correctional officers, detectives, marshalls, harbor patrol officers 
and kindred workers. 

5. Paraprofessionals: 
Occupations in which workers perform some of the duties of a 
professional or technician in a supportive role, which usually 
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, medical aides, child support workers, police 
auxiliary, welfare service aides, recreation assistants, home
makers aides, home health aides, and kindred workers. 

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

7. Skilled Craft WorkeTs: 
Occupations in which workers perform jobs which require spe
cial manual skill and a thorough and comprehensive knowledge 
of the processes involved in the work which is acquired through 
on-the-job training and exp·erience or through apprenticeship or 
other formal training programs. Includes: mechanics and re
pairmen, electricians, heavy equipment operators, stationary 
engineers, skilled machining occupations, carpenters, compositors 
and typesetters and kindred workers. 

8. Service/Maintenance: 
Occupations in which workers perform duties which result in or 
contribute to the upkeep and care of buildings, facilities or 
grounds of public property. Workers in 1this group may operate 
machinery. Includes: chauffeurs, laundry and dry cleaning op
eratives, truck drivers, bus drivers, garage laborers, custodial 
personnel, gardeners and groundkeepers, refuse collectors, con
struction laborers. 

D. Definition of Frill-Time, Permanent Employee 
Persons employed during this reporting period to work the number 
of hours per week that represent regular full·time employment for 
that position (excluding temporari•es and intermittents). Do not 
include faculty and faculty administration (colleges and universi
ties only). 

II. COVER PAGE 

A. Instructions 
1. Type in the name of your agency. 
2. Type in the name and title of your agency head. 
3. Type in the name and title of your EEO officer. 
4. Check the appropriate reporting period •and note year. 
5. After completion of the pages to be submitted, agency head and 

EEO officer will sign in the space· provided indicating that the 
information is correct as submitted. 

III SUMMARY ANALYSIS (Exclude elected agency heads; exclude 
ulty administrators-colleges and universities only.) 

A. Line 1 
Line 1 of the report includes all classified •and non-classified full
time, permanent employees (except as excluded above) for the 
prior reporting period· This line is always Line 2 on the preceding 
progress report. 

B. Line 2 
Line 2 describes the work 'force at the ending date of the current 
reporting period. The data includes all fulltime, permanent clas
sified and non-classified employees (except as excluded above), 
who are employed on the last day of the reporting period. This line 
should include all persons shown in the "Total" line of Form II, 
Supplement to EEOC form- 4." 
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The mean salary may be calculated in either of two ways: 
1. Total the actual salaries, by race and sex, as shown on the 

"Alpha by Agency, Category and Class" analysis sheet provided 
to you by the State p ,ersonnel Division, and divide it by the 
total number of employees by corresponding race and sex. 
OR 

2. Take the midpoint of the salary range provided on the EEOC 
Form- 4 report, multiply by the number of employees in that 
salary block and column, and continue on down the column, 
dividing the total salary dollars in each column by the number 
of employees in that column. Repeat this process for each 
column, by race and sex. 

Line 2 of the Summary Analysis on this report will become Line 1 
on the Summary Analysis for the next reporting period. 

C. Lines 3-5 
Lines 3, 4 and 5 of the Summary Analysis are the goals as estab
lished in your approved affirmative action plan. Goals established 
by mean grade will need to be recalculataed in terms of mean 
salary. To convert your goals from mean grade to mean salary, 
simply take the midpoint of the salary range for the mean grade 
you have projected, and assume that salary to be the mean salary 
for the purposes. of this report. Complete the "Total" block by 
multiplying the mean salary projected for the first year goals for 
white femaies by the number of white females, adding that to the 
same calculations for black females and other females, and divid
ing by the total number of females. Repeat for males. Repeat for 
three Y'ear goals and five year goals. Repeat the process again 
adding total females and total males for each year and dividing by 
the total number of employees to find the mean salary for the 
total work force. 
These projections will be repeated on each successive repol'lt until 
conditions in your agency warrant a revision of your goals. The 
goals as sho·Nn on the Summary Analysis project the total work 
force, not hiring goals or ratios. 

IV. EEOC FORM- 4 AND SUPPLEMENT TO EEOC FORM· 4 

(Exclude eiected agency heads; exclude faculty and faculty admin
istrators-colleges and universities only.) 
EEOC Form - 4 provides a description of your work force, by race, 

sex, and job category, as of the end of the current reporting period. 
This form will be compieted by the State Personnel Division and mailed 
to you in time to complete the current Affirmative Action Progress Re
port. 

The State Personnel Division will also send an analysis sheet en
t~tled, "Alpha by Agency, Category and Class," showing each employee, 
by name, race, sex and salary in each job category to enable verifica
tion of the information included on EEOC Form - 4. 

If, in reconciling your records against this analysis, you find some 
discrepancies, the State Personnel Division requests that you note the 
corrections on the "Alpha by Agency, Category and Class" analysis and 
send a copy of the corrected analysis to Mr. Taylor Glass of the Per
sonnel Division. 

For the purposes of the Affirmative Action Progress Report, merely 
note the corrections of the EEOC Form - 4. Simply total each column 
of data, by job category, and calcul,ate the percentage of employees, by 
race and sex, within each job category. 
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V. SUMMARY OF PERSONNEL ACTIONS 

This form provides an opportunity for you to monitor the efforts 
of your recruiting program, and all major personnel actions so that 
possible problem areas may be isolated, identified and corrected. Record
keeping proc•edures should be maintained on a current basis. (SUGGES
TIONS: If such personnel actions cannot be kept current on a com
puterized data base, it is suggested that a separate list, by race and 
sex, be maintained for each subj•ect heading, and each personnel action 
be logged by name as it occurs. Internal records explaining each per
sonnel action must also be kept, preferably in the emploY'ees personnel 
file. By listing each personnel change by name on internal forms, it 
will be easier to trace and review each quarter's progress and problems.) 
Include full-time permanent employees only. Faculty and faculty ad
ministration (colleges and universities only) will be included on a sepa
rate form. 

If more than one personnel action affects a single employee dur
ing the reporting period, log each action except where otherwise in
structed. 

Treat each job category, and "Total Employees," separately when 
calculating percentages. The total in each job category, for each per
sonnel action, should be lOOo/o, as shown on the form. 

Instructions for •each subject headings are listed below. 
Applicants 

Ideally the submission of a written application or equivalent, should 
constitute an "applicant" for the purposes of this report. At this time, 
however, not all agencies are able to identify such applicants by race 
and sex because this information is not included with or on the appli
cation form. Where the agency does collect 1this information with the 
application, the presence of an application should be the basis for in
cluding an ·applicant on the reporting form. If, however, the agency 
does not have an opportunity to identify the applicant by race and sex 
until the interview, when a visual determination can be made, then 
the interview shall be the basis for including the applicant for report
ing purposes. As soon as the agency does coUect race and sex data 
with the application, the application should be used as the basis for 
reporting applicants. 

Regardless of whether 'the submission of an application or the in
terview is used to determine the presence of an applicant, the applicant 
should be counted in all job categories for which he or she is qualified. 
(NOTE: Internal applicant .files should also be maintained by job cate
gory to assure the consideration of the maximum number of possible 
qualified applicants when an opening does occur. It is suggested that 
the actual application be filed together, possible alphabetically, and 
that a card system with name, rac·e and sex, be maintained in each job 
category for which the applicant is qualified.) 

The total block for the applicants column should include only the 
actual number of applications received (or interviews conducted). The 
total block will not, therefore, be a total of the applicants by job cate
gory, unless each applicant could be considered qualified in only one job 
category. 

New Hires 

Log the actual number of persons, by race and sex, hired into each 
job category during the reporting period. Include persons rehired after 
a break in service. If a person is hired and terminated during the same 
reporting period, show him under both headings. Calculate the percent 
of new hires, by race and sex, within each job category. 
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Promotions 
Log the actual number of promotions, by race •and sex, in each job 

category during the reporting period. Promotions may occur within a 
single job category, or from one job category to another. When a per
son is promoted from one job category into another job category, show 
the promotion in the job category the employee was in when he was 
promoted, i.e., the originating job category. The Detail Analysis should 
show that a person in the job category he is in at the end of the re
porting period. Calculate percentages. 

Training 
Training, for the purposes of this report, includes all formal train

ing given or supported by the agency. Financial support and time re
lease for continued education, work-study programs, seminars, confer
ences, workshops, and classes, both within and outside the agency, 
qualify as training if they provide the trainee with necessary skills or 
knowledges required for advancement to a higher level position. On-the
job training can be counted only as it is the agency's formal training 
procedure for entry into a particular job. Continuing instructions from 
supervision in the daily exercise of responsibilties does not constitute 
training for the purpose of this report. Under this subheading, log all 
persons, by race, sex and job category, who have recehned, or are re
ceiving, training during the reporting period. Calculate percentages. 
Resignations 

Long all voluntary separations and retirements, by race, sex and j_ob 
category, that occurred during the reporting period. Calculate all per
centages. 

Layoffs 
Log all layorffs, as defined by the personnel procedures under which 

the agency operates, by race, sex and job category, that occurred during 
the reporting period. Calculate all percentages. 

Dismissals 
Log all dismissals, as defined by the personnel procedures under 

which the agency operates, by race, sex and job categozy, that occurred 
during the reporting period. Calculate all percentages. 

Disciplinary Actions 
For the purposes of this report, disciplinary action refers to such 

serious forms of discipline as suspension, the issuance of a disciplinary 
letter, or formal reprimand by the supervisor in the presence of 
the personnel officer. Log all such disciplinary actions, by race, sex, and 
job category, that occurred during the reporting period, except where 
one or more persons receive more than one disciplinary action in a 
single reporting period. Report no more than one disciplinary action in 
this column per person disciplined. The objective is not to count dis
ciplinary actions per se, but to locate areas of difficulty in acceptable 
performance, by race, sex and job category. 
NOTE: Any such action should not be reported until any resourse, 
through the grievance procedure has been resolved, or until the due 
date for filing a grievance has passed. Calculate all percentages. 

VI. OPTIONAL COMMENTS OR REQUEST FOR ASSISTANCE 

If you wish to describe problems you are having in the achievement 
of your affirmative action goals, describe changes you intend to make 
in your personnel practices during the next reporting period, request 
technical assistance from the Division of Technical Services, or make 
any other comments concerning your affirmative action program, this 
reporting form, the role of the Division of Technical Services or your 
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suggestions, please use the page provided and add any additional pages 
required to complete your statement. Any typical data may be explained 
in this section, if desired. 

SOUTH CAR'OLINA ·STATE HUMAN AFFAIRS COMMISSION 
AFFIRMATIVE ACTION PROGRESS REPORT 

Name of Reporting Agency ----- -------------

Agency Head 
(Nam e) (Title) (Si gnature) 

EEO Officer 
(Name l (Title) 

Quarterly Reporting Period Ending 

September 30, ____ _ 

December 31, ____ _ 

I. SUMMARY ANALYSIS 
Full-Time Employees only 

(Signature) 
Year _______ _ 

March 31, ____ _ 

June 30, ----------

II. EEOC FORM 4 AND SUPPLEMENT TO EEOC FORM 4 
Full-Time Employees only 

III. SUMMARY OF PERSONNEL ACTIONS 
Full-Time Employees only 

IV. OPTIONAL COMMENTS OR REQUEST FOR ASSISTANCE 



I. SUMMARY ANALYSIS 
All Full-Time Employees, Including Agency Head, 

Except Where Agency Head Is An Elected Official 
Exclude Faculty and Administration (Colleges and Universities Only) 

S U M M AR Y A N A L Y S I S 
While II Black 

REPOR'l'ING PERIOD I Male I Female I Total II Male I Female I Total 

Ca.. C1. Cw C.. C:::a.. C~oo 

I I ~I I I ~ I I I ~ 'I I I ~ i I I ~ I I I ~ 0 ~~ ¢ ~.! 0 ~$ 6 ~~ 0 ~~ 6 ~~ 
z I !;'< ~Jl z !;'< ~Jl z I !;'< :::::&i I z !;'< ~ ·~ z !;'< I :;Jl z !;'< :;Jl 

I I I I I I I I I II I I I I I I I Prior Period Ending I I I I I I I I I 
I I I I I I I I I II I I I I I I I Current Period Ending I I I I I I I I I 
I I I I I I I I I II I I I I I I I First Year Goals to 71741 I I I I 
I I I I I I I I I II I I I I I I I Third Year Goals to 71161 I I I I II I I I I I 
I I I I I I I I I II I I I I I I I I Fifth Year Goals to 71781 I I I I I I I I 
I ALL OTHEH RACIAL CATI>GORIES II TOTAL 

I While II Black 
REPORTING PERIOD I Male I Female I Total II Male I Female I Total 

I I I = ~ I I I = ~ I I I = ~ II I I = ~ I I I = ~ I I I = c CIS~ • CiteS CIS~ • dieS , C~Sc!l • =sCI! 
• ~- ¢ Q)- ci Q,)- e 4.1 - o 4> - C"> 4.1 -

~ ~ ~~ z ~ ~~ z ~ ~;J z ~ ~~ I z ~ ~~ Z '1ft ~r}3 

I I I I I I I I I II I I I I I I I I Prior Period Ending I I I I I 
I I I I I I I I I II I I I I I I I I 

Current Period Ending I I I I I I 

First Year Goals to 71741 I I I I I I I I I II I I I I I I I I I 
I I I I I I I I I II I I I I I I I I Third Year Goals to 71161 I I I 

Fifth Year Goals to 7 I 78 I I I I I I I I I I II I I I I I I I I 

...... 
00 
0 



II. SUPPLEMENT TO EEOC FORM 4 
All Full-Time Employees, Including Agency Head, 

Except Where Agency Head Is An Elected Official 
Exclude Faculty and Faculty Administration (Colleges and Universities Only) 

Period Ending ------------

l\IALE II FEMALE 

I I I Span. !Asian \ Amer.l \Total II I I Span. IAslanl Amer. I I Total II 
White I Black I Surname lAmer Indian I Other Jllale II White I Black I Surname lAmer! Indian I Other I Female II Total 

Jol~~!:!~:CE~~~\~gery I ---1 I I l I I II I ~----1 I I I II 
Officials~ Administrators: I I I I I I I ~-~ I ~- I I I I II Total m Category I I 

Percent in Job Catogery I 100 

Professionals: -~ I I I I I I 11 I I I I I I II Total in Category I 
Percent in Job Catogery I I I 100 

Technicians: I I I I I I I 11 I I I I I I II Total in Category I 
Percent in Job Catogery I I 100 

Protective Service: I I I I I I I II I I I I I I II Total in Category I I 
Percent in Job Catogery I I I I I I 100 

Paraprofessionals: / I I ~- I I I II I I I I I I II Total in Category I I 
Percent in Job Catogery I I I I I I 100 

Office/C~erical: I I I I I I I 11 I I I I I I II Total m Category I I 
Percent in Job Catogery I II I I 100 

Skilled Craft Workers: I II I 
I Total in Category I I Percent in Job Catogery I II 100 

Service /Maintenance 
Total in Category 
Percent in Job Catogery I I I I I 

II 

II I I I I 11100 

100 

Total Work Force: 
Grand Total 
Percent of Work Force I I I I I II II I I 

..... 
C;:) ..... 



III. SUMMARY OF PERSONNEL ACTIONS 
Period Ending --==---=--=:-----:::::---:---

All Full-Time Employees, Including Agency Head, Except Where Agency Head Is An Elected Official 
Exclude Faculty and Faculty Administration (Colleges and Universities Only) 

AptJIIcants I New Hires I Promotion s I Training I R esigna tions I Layoffs I De motion s I lli smissals I Di s tl. Actions 
.JOB CATEGORY N o. I o/o I N o. I o/o I No. I o/o I No. I o/o I No. I o/o I N o. I o/o I No. I % I N o. I o/o I N o. I % 

Officials / 

I I I 
I I I II I I I I I I 

Administrators I I I I I I 

I Male: White I I I 

I I Black I 

I I 
I I 

Other I I I I 
Total I I I I I 

Female: White I I I I I I I I I I I I 
Black I 

I 
I 

I I I 
I I I I I 

Other I I I I I I I 
Total I I I I I I I 
White I I I I 

I I I I I I I I Total: I 

Black 

l1oo l 

I I I I I I I I 
Other I 100 

I 
1ool 

I 
l 1oo l l 1oo l 

I 
Total 100 I 1001 1001 I 100 

Professionals I I I I I 
I I I I I I I I I 

Male: White I I I I I I I 
Black I I 

I 
I I I I I I I 

Other I I I I I I I I I I I I 
Total I I I I I I I I I I 

Female: White I I I I I I I I I I I I I I 
Black I I 

l1ool 
I I I I I I I I I 

Other I I 
1oo l 

I I I I 
1oo l l 1oo / 

I I I 
Total I I 100 I 1001 I 1001 I 1001 I 100 

Technicians I 

I I I I I I f I I -
I I I 

Male: White I I I I I I I I I I 
Black I I I I I I I I I I I 
Other I I I I I I I I I I I I 
Total I I I I I I I I I I I I 

Female: White I I I I I I I I I I I I I 
Black I I I 

I I I I I I I I 
Other I I I I I I I I I I I 
Total I I I I I I I I I I I 

Total: White I I I I 
Black I I I 

I 100 
Other I I 
Total I 100 100 100 1001 I 100 100 100 100 

-

..... 
Cl:l 
t-0 



III. SUMMARY OF PERSONNEL ACTIONS 
Period Ending -------------

All Full-Time Employees, Including Agency Head, Except Where Agency Head is an Elected Official. 
Exclude Faculty and Faculty Administration (Colleges and Un:_:i_:_v.::er:.:s::,:i:.:ti:.:e:::s--,-::O~n=l'!-y~) .,.---:---:----,--=:----;-:-cc=-

1 AIJPiicants 1 Ne w lllres I Prumollons 1 Training 1 J!eslgnations 1 La~'offs I Demotions I Hlsmlssals I Disp. Actions 
JOB CATEGORY I No. I % I No. I % I Xo. I % I Xo. I % I Xo. I o/o I No. I % I No. I % I No. I % I No. I "'-,. 

Protective Service I I 

I I I I I I I I I I 
Workers I I I I I I 

I I I 
Male: White I I I I 

I I I I 
Black I I I I I I I I I 
Other I I I I I I I I I I 
Total I I ! I I I I I I I I 

F emale: White I I I 

I 
I I I I I I I I --~-

Black I I I I I I I I I I I I 
Other I I I I I I I I I I 
Total I I I I I I I I I I I I I 

Total: White I I I I I I 
I I I I I I I I I 

Black I I I I I I I I I I I I 
Other I I I 

\ 1oo\ 
I I I I I I 

l 1ool 
I 

Total I I 1001 100 I 1001 I 100 j I 1001 I 1001 I 100 
Paraprofessionals I I I 

I I I I I I I I I I I 
Ma!e: White I I I I I I I I 

I 
I I 

Black I I I I I I I I I I I I 
Other I I I I I I I I I I 
Total I I I I I I I I I I I I 

Female: White I I I 

I I 
I I I I I I I I I I 

Black I I I 
I I I I I I I I I 

Other I I I I I I I I I I I I 
Total I 1001 1001 100 I 1001 I 1001 I 1001 I 1001 I 1001 I 100 

cYffice/ Clerical I 
I I I 

I I I I I 
I I I I I 

Male: White I I I I I I I I I Black I 

I I I I I I 
I 

I I I Other I I I I I I I I I 
Total I I I I I I I I I I I 

F emale: White I I I I I I 
I I I 

Black I I I I 

I 
I I I 

Other I I I I I I 
I I Total I I I I 

Total: White I I I I I I I 
Black I I 

I I 100 

I 
Other I I 

1ool 1ool I Total I 100 100 100 1001 100 100 

...... 
CJ.:) 
CJ.:) 



III. SUMMARY OF PERSONNEL ACTIONS 
Period Ending --:=----=--==-----:=---:---

All Full-Time Employees, Including Agency Head, Except Where Agency Head is an Elected Official. 

JOB CATEGORY 

Skilled Craft 
Workers 

Male: White 
Black 
Other 
Total 

F emale : White 

Total: 

Black 
Other 
White 
Black 
Other 
Total 

Service I Maintenance 
Male: White 

Black 
Other 
Total 

Female: White 

Total: 

Black 
Other 
White 
Black 
Other 
Total 

Total Employees 
Male: White 

Black 
Other 
Total 

Female: White 
Black 
Black 
Total 

Exclude Faculty and Faculty Administration (Colleges and Universities Only) 
I Applicants I New lUres J Prnmutionl'i I Trainin1; I Resignations ! Layoffs 
I No. I % No. I % I No. I % I No. I % I No. I % I No. I % 

I J>emotiuns I Uisrnissa.ls I Disp. Actions 
I No. I % I No. I % I No. I % 

I I I I 
I I I I I I I 
I I I I I 

I I I I 
I I I I I 
I I I 
I I I I I I 

I I I I I I I I I I I I 
I I I I I I I I I I I I I I I 

I I I I I I I I I I 
I I I I I I 

I 
I 
I 
I 
I 
I 
I 
I 
I 

I 
I 
I 
I 

I 
I 
I 
I 

I 

I I 
I 
I 100 1 
I 

I I 
I 
I I I 

I 

I 
I 100 
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IV. OPTIONAL COMMENTS OR REQUEST FOR ASSISTANCE 

If you wish to describe problems you are having in the achievement 
of your affirmative action goals, or to request technical assistance from 
the Division of Community Services, please note below. 

If desired, explain any statistical variations you consider not repre
sentative of a typical reporting period. 



PROJECTED PROMOTIONS NEXT REPORTING PERIOD 

(For Internal Use Only) 

I White I Black I Other I Total 
JOB CATEGORY lllale I Female I Total I lllale I Female I Total I llfale I Female I Total I lllale I Female I Total 

I No. I o/o I No. I o/o I No. I o/o I No. I o/o I No. I o/o I No. I o/o I No. I o/o I No. I o/o I No. I o/o I No. I o/o I No. I o/o I No. I o/o 
I I I I I I I I I 

Officials/ Administrators ~--~ I I I I I I I 
Professionals 

Technicians 
I I I I I I I I I 
I I I I I I I I I 

~~;k~~i:e Service I I I I I I I I I 
Paraprofessionals ~- I I I I I I I I 
Office/Clerical I I I I I I ~--~ I 
Skilled Craft Workers I 

I I I I I I I I I 
~~;~~~sMaintenance I I I I I I I I I 

I I I I I I I I I I I I I I 

! ! ! I I I I I I I I I I I !
100 

! ! ! I I I I I I I I I I I 1
100 

~ 
! I I I ! I I I I I I I I I 1

100 

~ 
I ! I I I I ! I I I I I I I 1

100 

! ! ! I I I I I I I I I I I 1
100 

I I I I I I I I I I 1- I I -1 1
100 

I I I I I I I I I I I I I I 1100 

I I I I I I I I I I I I I I 1
100 



NAME OF SOURCE 

Source: I 
I 
I 
I 
I 
I 
I 
I 

Source: I 
I 
I 
I 
I 
I 
I 
I 

Source: 

I 
I 
I 
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I 
I 

Source: I 
I 
I 
I 
I 
I 
I 
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s ource: I 
I 
I 
I 
I 
I 
I 
I 

APPLICANT REFERRAL SURVEY 
(For Internal Use Only) 

# Applicants Hired T # Applicants Referred 
JOB CATEGORY ~I~I~I~I~IW I ~I~I~I~I~IW 

Officials/ Administrators 
Professionals 
Technicians 
Protective Service Workers 
Paraprofessionals 
Office I Clerical 
Skilled Craft Workers 
Service I Maintenance 
Officials / Administrators 
Professionals 
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Protective Service Workers 
Paraprofessionals 
Office I Clerical 
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Service/Maintenance 
Officials/ Administrators 
Professionals 
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Protective Service Workers 
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Office I Clerical 
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Protective Service Workers 
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I I I I I I I 
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I I I 
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Sources might include S. C. Personnel Division, Employment Security Commission, Employee Recommendation, etc. 
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State Employment by 
Race, Sex and Job Category 

Information taken from December, 1974 Progress 
Reports submitted by eighty-nine State Agencies 
to the Division of Technical Services. 

Ioor-----~----.-----.------.-----.-----.~----r-----, 

90~----~----~----~----~----~----+-----+-----1 

sor-----+-----;------r-----+-----+----~r-----r-----i 

70r-----+-----,_----~-----+-----+----~r-----r-----t 

White Male 
Black Male 
White Female 
Black Female 
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DIVISION OF COMPLIANCE 

The Division of Compliance is one of the Commission's three 
original divisions created to administer the mandates of the South 
Carolina Human Affairs Law. The Division serves as the investiga
tive and enforcement arm of the Commission. Its primary respon
sibilities are to receive, investigate and resolve by conference, con
ciliation and persuasion, complaints alleging unfair and unlawful 
discriminatory employment practices based upon race, religion, sex, 
age or national origin. 

When an investigation reveals probable cause to substantiate a 
complaint of discrimination and efforts to resolve the complaint by 
conference, conciliation and persuasion are unsuccessful, the results 
of such investigations are presented to the Commission for the formal 
hearing process. If the hearing panel determines that probable cause 
exists, an order will be issued to insure that discriminatory practices 
or policies are eliminated and that appropriate relief is provided. 

The Year's Activities 

Compliance Division's Statistics for Fiscal Year 1974-1975 
During Fiscal Year 197 4-1975 a total of one hundred and seventy

five (175) complaints were processed by the Commission's Com
pliance Division. This represents an increase of over sixty (60) per
cent above Fiscal Year 1973-1974's workload. This figure consists of a 
total of one hundred thirty-six (136) formal complaints filed in Fiscal 
Year 197 4-1975 and thirty-nine (39) carried over from Fiscal Year 
1973-1974. 

Of the one hundred seventy-five (175) charges in Fiscal Year 
1974-1975, one hundred five (105) resulted in a formal finding. Of 
these: no cause recommendations were made on ninety-two (92) 
charges, or eighty-eight (88) percent, while cause recommendations 
were made on thirteen (13), or twelve (12) percent of the complaints. 
This represents an overall decrease in findings of cause of twenty-two 
(22) percent from Fiscal Year 1973-1974. 

The increase in complaints we feel was brought about by the high 
level of visibility being given to Title VII of the federal Civil Rights 
Act coupled with the downturn in the economy, which has led to an 
unprecedented number of charges against the private sector, as well 
as public agencies. 

The small percent of cause findings is because of the State Human 
Affairs Commission's policy of strict construction of the South 
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Carolina Human Affairs Law, which is fully in accord with federal 
legal standards. 

A typical example of this strict construction is the upholding of a 
bona fide seniority system against charges of bias. This is supported 
by the 4th and 5th Circuits and is presently before the United States 
Supreme Court. 

State Complaints 
1973- 1974 

Cause Findings 
34% 

No Cause Findings 
66% 

1974-1975 
Cause Findings 

12% 
No Cause Findings 

88% 

In addition to processing an increased case load of State charges 
the Commission entered into an agreement with the United States 
Equal Employment Opportunity Commission (EEOC) on February 
7, 1975. The agreement specified that the Commission's Compliance 
Division would investigate one hundred sixteen (116) charges of 
discrimination filed with the Equal Employment Opportunity 
Commission (EEOC) against South Carolina employers, and forward 
the results to the Atlanta District office of the Equal Employment 
Opportunity Commission. 

As of September 1, 1975, one hundred twelve (112) charges had 
been received from the Equal Employment Opportunity Commis
sion. To date, the Compliance Division has made recommendations of 
no cause on thirty-one (31) charges, cause recommendations on five 
(5) charges, and nine (9) charges have been administratively closed 
with two (2) charges being resolved through Pre-Determination 
Settlement (PDS). With respect to the remaining seventy-two (72) 
charges, all are currently in various phases of investigation with an 
anticipated determination within the next sixty (60) days, at least 
thirty days prior to the expiration of the agreement on December 31, 
1975. 

In both the State and Federal Equal Employment Opportunity 
Commission charges, the private employers are the most frequently 
cited respondents. In the Equal Employmeny Opportunity Com
mission contracted charges alone, private respondents represent 
over eighty-one (81) percent of total case load while in State cases 
private respondents are the subject of sixty-eight (68) percent of the 
complaints. 
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A period of six to eight weeks is the normal processing period from 
receipt of a case to its final disposition. In those instances where the 
respondent's home office or respondent's attorney is located out of 
the State the normal period is extended from two to four weeks. 

Equal Employment Opportunity Commission Complaints 
1973-1974 1974-1975 

Cause Findings 
No Working Agreement 

Cause Findings 
5 

No Cause Findings 
31 

To insure that these investigations are conducted with the highest 
degree of professionalism and in complete accord with the E.E.O.C. 
policies and procedure, the entire six-member Division staff has 
attended intensive special training. Four staff members have at
tended the E.E.O.C. National Training Academy in Rosslyn, Vir
ginia. The Division Director and another staff member attended the 
Academy's one-week course for investigative supervisory personnel. 
Four staff members attended the Academy's four-week Basic 
Compliance Course. Two staff members attended a three-day semi
nar on Title VII compliance procedures sponsored by the Interna
tional Association of Human Rights Agencies. The benefits of this 
training will also carry over to matters arising under the South 
Carolina Human Affairs Law and will greatly enhance the Division's 
effectiveness in assisting charging parties, respondents, and others 
in building a climate conducive to the welfare of the State and its 
people. 

During the fiscal year just ended, the Division has participated in 
many Statewide and regional workshops and other less formal 
meetings to inform state and local agencies, organizations, and in
terested citizens of the requirements of state and federal law and of 
the Commission's compliance procedures. Additionally, the Division 
has continued to develop ever-stronger working relationships with 
other state and federal agencies. 

The information presented on the following pages provides data in 
both statistical and narrative forms on the work of the Division 
during Fiscal Year 1975. 
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COMMISSION WORK LOAD 
Increase in Increase from 

previous year previous year 
72-73 73-74 72-73 74-75 73-74 

Cases Closed, Conciliated, Resolved 19 69 263.2% 175 153.6% 
Informal Complaints and Referrals 59 150 154.2% 191 27.3% 
Cases from Previous Year 60 110 83.3% 34 -69.1% 
Cases in Progress End of Fiscal Year 41 31 -24.4% 25 -19.4% 

As consistent with previous years of the Commission's existence, 
the Respondents most frequently cited were in the area of private 
industry. The following graph will show this consistency holds true, 
as well as indicate vario]Js types of other Respondents cited. Al
though the jurisdiction of the Commission is very limited in the 
private sector, the Commission has been able to successfully seek 
resolution with Respondents in a very objective manner. It is hoped 
that the General Assembly will amend the Human Affairs Law to 
increase the power and jurisdiction of the Commission. This could 
insure that the Commission will receive deferral status from the 
Equal Employment Opportunity Commission (E.E.O.C.), which will 
afford the Commission appropriate authority over private industry 
as well as the public sector. 

From a statistical standpoint, the Commission has demonstrated 
its ability to effectively resolve charges filed against private industry 
in this state. This was one of the primary reasons why the Commis
sion was established as a vehicle to prevent discrimination without 
federal intervention. 

CLASSIFICATION OF RESPONDENTS BY CATEGORY 
July 1974- July 1975 

Respondents 
1. Educational 

Institution 

2. Governmental 
Agencies 

State 

Region 

County 

City 

3. Public Utilities 

4. Financial 
Instituti()ns 

5. Housing 

6. Industry 

-10-5% 

•••••• 30-17% 

·----· 30-17% 

---·19-11% 

- 7-04% 

. 4-02% 

- 8-4.5% 

-----· 29-17.5% 

----------·68-39% 
I 0 20 30 40 50 60 70 

NUMBER OF COMPLAINTS PER RESPONDENT CATEGORY 



Charge Categories 
1. Evaluation 

2. Selection and 
Testing 

3. Hiring 

4. Recruiting 

5. Promotion 

6. Salary 

7. Dismissal 

8. General 
Employment 
Practices 

9. Maternity 
Leave 

10. Police 
Harrassment/Brutality 

11. Court 
Inequities 

12. Public 
Accommodations 

13. Housing 

14. Disparate 
Treatment 

15. Advertising 

16. Demotion 

17. Lay-off 
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COMPLAINTS BY CATEGORY 
July 1974 - July 1975 
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• 2-1% 
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11111111111 23-13% 
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1 1-0.5% 

· 3-2% 
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FORMAL DISCRIMINATION 

Formal Complaints by Class: 
Race, Sex, Age, Religion, and National Origin 

July 1974- July 1975 

Number 
Race 131 
Sex 33 
National Origin 2 
Age 7 
Religion 2 

TOTALS: 175 

Per Cent 
74.9% 
18.9% 

1.1% 
4.0% 
1.1% 

100.0% 
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EXAMPLES OF CASES PROCESSED BY THE DIVISION 
July, 1974 to July, 1975 

The numbers are for identification only. These cases randomly 
selected are examples of the types of cases handled during the past 
year. 

1. A large state agency with law-enforcement powers was charged 
with age discrimination by an individual who sought employment. 
The individual, who was forty-one years old, charged that due solely 
to his age he was denied the opportunity to apply for a position. 
Investigation revealed that the agency had a "cut-off" age offorty for 
certain of its positions. This was found to be in violation of the Age 
Discrimination in Employment Act of 1967. Upon notification of this 
fact, the agency agreed to change its hiring policies, whereby all 
qualified applicants would be considered regardless of age, and 
further agreed to consider the Charging Party for employment in the 
first vacant position. The agency signed a Conciliation Agreement to 
this effect. 

2. A Black female who was a security officer with a state agency 
charged that she had been terminated without cause due to her race 
and sex. She charged that she had been dismissed following an 
incident in which she sprayed an unruly patient with mace. During 
the investigation, agency officials claimed that the Charging Party 
had a past history of patient abuse, but her record reflected no such 
previous incidents. Investigation further revealed that there were 
conflicting statements in the record concerning the present incident, 
and there did not appear to be justification for terminating the 
Charging Party whose previous work record was exemplary. Upon 
being apprised of these facts, the agency agreed to reinstate the 
Charging Party and restore all benefits. 

3. A Black male charged that a state agency had terminated him 
without justification due to his race. He charged that his White 
supervisor had made false accusations concerning his work and that 
he had no opportunity to refute these accusations prior to his dis
missal. Investigation revealed that many of the accusations were 
without substance and that the agency had failed to follow its own 
procedures in dismissing the employee. Although, the employee had 
committed a few offenses, it appeared that these were not serious 
enough to warrant his termination. The agency agreed to reinstate 
the employee following presentation of these facts. 

4. A Black male filed a charge against a department of a munici
pality alleging that he had been terminated without cause due to his 
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race. Investigation revealed that Charging Party had previously 
been injured at work and thereafter refused to do any heavy lifting in 
connection with his job although there was evidence that Charging 
Party engaged in rather strenuous work on a part-time job. The city 
continued to employ Charging Party until he got into an argument 
with a co-worker and told the supervisor he wished to resign. The 
evidence showed that Charging Party had not been fired, he had 
voluntarily resigned and his charge was dismissed without cause. 

5. A Black male charged that he had been fired without justifica
tion by a state agency. The Charging Party had been employed for 
approximately four (4) months when he was terminated for inability 
to accept supervision. Investigation revealed that Charging Party 
was well qualified for the position and his co-workers testified that his 
performance was acceptable for a new employee. In addition, the 
reasons for his dismissal were vague and could not be substantiated 
by the agency. As a result of the investigation the Charging Party 
was rehired by the agency. 

6. A Black male charged that he had been denied a promotion with 
a large textile firm because of his race. The Charging Party stated 
that a White male with lesser qualifications had been given the 
promotion. Investigation revealed that Charging Party did have 
better qualifications than the person who was promoted. Although, 
the company denied that discrimination had been a factor in the 
decision of who was to receive the promotion, they agreed to im
mediately promote the Charging Party to a similar position. This was 
done and the Charging Party then requested that his complaint be 
withdrawn. 

7. A Black male filed charges of discrimination against a local 
textile firm stating that he was terminated following an injury he 
sustained because he could not continue to do heavy work, while a 
White who was injured was allowed to continue to work and given 
light duty. Investigation revealed that Charging Party had been 
injured in an automobile accident away from the plant, while the 
second party had been injured on the job. The other individual had 
submitted a letter from his doctor stating that he was physically able 
to return to work, though it was requested that he be allowed to 
perform light work for a short period of time. Charging Party did not 
submit such a release although he was requested to do so by plant 
officials. The Company's records also showed that Charging Party 
was still on leave of absence granted after the injury when he applied 
for unemployment compensation. Based on this information it was 
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determined that Charging Party was not dismissed but had volun
tarily resigned and that there was no disparity in treatment between 
Charging Party and the other employee. The charge was dismissed. 

8. A Black male filed charges against a state agency alleging that 
he had been dismissed because of his race. Charging Party stated 
that following a fight with a White co-worker, he had been fired while 
the White employee had only been temporarily suspended. Inves
tigation revealed that the White employee had provoked the fight by 
cursing the Charging Party. It was further found that the agency had 
not properly investigated the incident before reaching its decision to 
terminate Charging Party. As a result of the investigation the agency 
agreed to rehire Charging Party with back pay and signed a con
ciliation agreement to that effect. 

9. A Black female filed charges of race discrimination against a 
state agency, alleging that she was being demoted without cause. 
Investigation revealed that the agency had violated its own pro
cedures in the decision to demote Charging Party, and it was not 
clear whether Charging Party's performance had warranted a de
motion. Because of the irregularities involved in the decision to 
demote Charging Party, the agency agreed to transfer her to another 
position with no loss of grade or salary. 

10. A White female filed charges of sex discrimination against a 
large bank stating that she had been removed from her position as a 
branch manager and replaced by a male with less experience and 
lesser qualifications. Investigation revealed that during Charging 
Party's tenure as manager, the branch office had suffered a decline in 
total deposits. The bank attributed this decline to Charging Party's 
inefficient management. An audit conducted by the bank following 
Charging Party's departure revealed many credit irregularities 
which were the responsibility of the manager. The bank also pro
duced evidence of numerous customer complaints concerning 
Charging Party in her role as manager. For these reasons it was 
determined that the bank was justified in removing Charging Party 
from the position of manager and the charge was dismissed. 

11. A male who was hired by a local restaurant filed charges 
alleging the dismissal was due to his national origin. Investigation 
revealed that the individual had committed numerous violations of 
the business's regulations, including sitting with customers, smoking 
in non-smoking areas, and leaving work before closing time. Based on 
this information it was determined that the restaurant was justified 
in terminating the Charging Party and the charge was dismissed. 
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COMPLIANCE CASE SUMMATIONS 
July, 1974- June, 1975 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

3-72-lR 
Private Sector 
Race 
Discharge 
Charging Party alleged he was terminated 
because of his race. 
Closed for lack of probable cause. 

3-74-2S 
Private Sector 
Sex 
Failure to Promote 
Charging Party alleged that Respondent 
promoted a male who had less qualificatiOns than 
she to a position. 
Closed without prejudice after Respondent 
declined to cooperate. 

3-74-4R 
Public Sector 
Race 
Hiring 
Charging Party alleged he was not hired be
cause of his race. 
Closed for lack of probable cause. 

3-74-4R 
Private Sector 
Race 
Dismissal 
Charging Party alleged that Respondent fired 
him without cause because of his race. 
Closed for lack of probable cause. 

3-74-5S 
Private Sector 
Sex 
Dismissal 
Chargi_ng Party alleged she was dismissed from 
a position and replaced by a male for no reason. 
Closed for lack of probable cause. 

3-74-6S 
Private Sector 
Sex 
Hiring 
Charging Party alleged she was denied a job 
traditionally held by males. 
Conciliation Pending 

3-74-7S 
Private Sector 
Sex 
Employment Practices 
Charging Party alleged she was victim of unfair 
labor practices. 
Referred to South Carolina Department of 
Labor. 



FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
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3-74-8R 
Private Sector 
Race 
Discharge 
Charging Party alleged he was fired without 
justification because of his race. 
Closed for lack of probable cause. 

3-74-9R 
Private Sector 
Race 
Housing 
Charging Party alleged that a White landlord 
refused to rent to her because of her race. 
Referred to U. S. Department of Justice. 

3-74-lOR 
Private Sector 
Race 
Hiring 
Charging Party alleged she was denied 
employment because of her race. 
Closed for lack of probable cause. 

3-74-llA 
Public Sector 
Age 
Hiring 
Charging Party alleged that Respondent would 
not consider his application for employment 
because he was too old. 
Conciliated. 

3-74-12R 
Private Sector 
Race 
Discharge 
Charging Party alleged he was terminated 
because of his race. 
Closed for failure of Charging Party to proceed 
with complaint. 

3-74-13R 
Private Sector 
Race 
Promotion 
Charging Party alleged that Respondent would 
not promote Blacks to high positions. 
Referred to South Carolina Department of 
Labor and EEOC. 

3-74-14R 
Public Sector 
Race 
Discharge 
Charging Party alleged he was harassed and 
discharged because of his race. 
Closed for lack of probable cause. 

3-75-15R 
Private Sector 
Race 
Harassment 
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Charging Party alleged he was suspended 
without justification. 
Closed for lack of probable cause. 

3-75-16R 
Private Sector 
Race 
Hiring 
Charging Party alleged Respondent would not 
employ him as secur1ty guard due to his race. 
Closed for lack of probable cause. 

3-74-17R 
Public Sector 
Race 
Discharge 
Charging Party alleged that Respondent fired 
him for false reasons. 
Closed for lack of probable cause. 

3-74-18R 
Private Sector 
Race 
Hiring 
Charging Party alleged that Respondent would 
not give her an interview. 
Closed for failure to state a cause of action. 

3-74-19R 
Private Sector 
Race 
Discharge 
Charging Party alleged she was harassed and 
fired without justification. 
Closed for lack of probable cause. 

3-74-20R 
Private Sector 
Race 
Discharge 
Charging Party alleged she was fired because of 
her activities with NAACP. 
Closed for lack of probable cause. 

3-74-21S 
Public Sector 
A~e 
D1scharge 
Charging Party alleged she was fired because of 
her age. 
Closed for failure to state a cause of action. 

3-74-22S 
Private Sector 
Sex 
Discharge 
Charging Party alleged she was fired because of 
her sex. 
Closed for lack of probable cause. 
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3-74-23 N. 0. 
Private Sector 
National Origin 
Discharge 
Charging Party alleged he was fired without 
justification because he was Puerto Rican. 
Closed for lack of probable cause. 

3-74-24R 
Private Sector 
Race 
Hiring 
Charging Party who was White alleged that 
Respondent would not hire her because she was 
married to a Black. 
Closed for lack of probable cause. 

3-75-25R 
Public Sector 
Race 
Disparate Treatment 
Charging Party alleged that he was denied a 
building permit because of his race. 
Closed for lack of probable cause. 

3-74-26R 
Public Sector 
Race 
Disparate Treatment 
Charging Party alleged that White contractors 
received preferential treatment. 
Closed for lack of probable cause. 

3-74-27R 
Private Sector 
Race 
Terms and Conditions 
Charging Party alleged that Respondent failed 
to honor a contract w1th him because of his race. 
Closed - no jurisdiction. 

3-74-28R 
Private Sector 
Race 
Discharge, Disparate Treatment 
Charging Party alleged she was fired because of 
an injury while a White with similar injury was 
retained. 
Closed for lack of probable cause. 

3-74-29R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was fired 
without justification. 
Closed for lack of probable cause. 
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3-74-30R 
Public Sector 
Race 
Terms and Conditions 
Charging Party alleged that he was improperly 
classified by h1s agency. 
Referred to South Carolina Department of 
Labor. 

3-74-31R 
Public Sector 
Race 
Discharge 
Charging Party alleged that he was falsely 
accused of certain offenses and fired without 
cause. 
Resolved to satisfaction of Charging Party. 

3-74-32R 
Public Sector 
Race 
Harassment 
Charging Party, who was White, alleged that 
she was harassed due to her associations with 
Blacks. 
Closed for lack of probable cause. 

3-74-33R 
Public Sector 
Race 
Terms and Conditions 
Charging Party alleged she was disparately 
treated due to former mental problems. 
Complaint withdrawn. 

3-74-34R 
Public Sector 
Race 
Discharge 
Charging Party alleged that she was fired 
without justification. 
Closed for lack of probable cause. 

3-74-35R 
Private Sector 
Race 
Terms and Conditions 
Charging Parties alleged they were being 
harassed and subjected to racial slurs by their 
supervisors. 
Resolved to satisfaction of Charging Parties. 

3-74-36S 
Private Sector 
Sex 
Discharge 
Charging- Party alleged that she was fired 
without JUStification by Respondent because of 
her sex. 
Closed for lack of probable cause. 
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3-74-37A 
Public Sector 
Age 
Discharge 
Charging Party alleged that she was terminated 
from employment due to her age. 
Closed for lack of probable cause. 

4-74-lR 
Private Sector 
Race 
Discharge 
Charging Party alleged that Respondent fired 
him without justification. 
Closed without prejudice. 

4-74-2R 
Public Sector 
Race 
Discharge 
Charging Party alleged that he was fired un
justly after he had been injured on the job. 
Closed for lack of probable cause. 

4-74-3R 
Private Sector 
Sex 
Wages 
Charging Party alleged she was paid a lower 
salary than a male would receive doing the same 
work. 
Closed for lack of probable cause. 

4-74-4R 
Private Sector 
Race 
Promotion 
Charging Party alleged that he failed to receive 
a promotion for which he was qualified because 
of his race. 
Closed for lack of probable cause. 

4-74-5R 
Public Sector 
Race 
Disparate Treatment 
Charging Party alleged that Blacks were being 
mistreated by Police Officers of a small town. 
Referred to SLED. 

4-74-6A 
Private Sector 
Age 
Hiring 
Charging Party alleged that she was refused 
employment because of her age. 
Closed - complaint not timely. 



FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF PISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

FILE NUMBER: 
EMPLOYER CATEGORY: 
CLASS OF DISCRIMINATION: 
TYPE OF DISCRIMINATION: 
SUMMATION: 

DISPOSITION: 

155 

4-74-7R 
Private Sector 
Race 
Hiring 
Charging Party alleged that she was denied 
employment because of her race. 
Closed for failure to state cause of action. 

4-74-8S 
Public Sector 
Sex 
Hiring 
Charging Party alleged that Respondent re
fused to hire her because she was a female. 
Closed for lack of probable cause. 

4-74-9R 
Public Sector 
Race 
Discharge 
Charging Party alleged that he was fired with
out justification because of his race. 
Closed for lack of probable cause. 

4-74-10S 
Private Sector 
Sex 
Disparate Treatment 
Charging Party alleged that she was treated 
unfairly because of her sex. 
Closed for lack of probable cause. 

4-74-llR 
Private Sector 
Race 
Disparate Treatment 
Charging Party alleged that he was compelled to 
perform more work than Whites in similar 
positions. 
Closed without prejudice. 

4-74-12R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was fired 
without justification because of her race. 
Closed for lack of probable cause. 

4-74-13S 
Private Sector 
Sex 
Promotion 
Charging Party alleged that she did not receive 
a promotion because of her sex. 
Closed for lack of probable cause. 
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4-74-14A 
Public Sector 
Age 
Discharge 
Charging Party alleged that Respondent fired 
him because of his age. 
Closed for lack of probable cause. 

4-74-15R 
Public Sector 
Race 
Discharge 
Charging Party alleged that she was fired 
without justification because of her race. 
Closed for lack of probable cause. 

4-74-16A 
Public Sector 
Age 
Benefits 
Charging Party alleged that Respondent was 
improperly evaluating her. 
Referred to South Carolina Department of 
Labor. 

4-74-17S 
Private Sector 
Sex 
Wages 
Charging Party alleged that she was paid lower 
salary than a male in a similar position. 
Referred to U. S. Department of Labor. 

4-74-18S 
Private Sector 
Sex 
Discharge 
Charging Party alleged she was improperly 
discharged because of her sex. 
Closed for lack of probable cause. 

4-74-19R 
Private Sector 
Race 
Disparate Treatment 
Charging Party alleged that she was re
primanded for reporting late to work and that 
Whites were not disciplined for similar offenses. 
Resolved to satisfaction of Charging Party. 

4-74-20R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was improperly 
discharged because of her race. 
Referred to South Carolina Department of 
Labor. 
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4-74-21S 
Private Sector 
Sex 
Discharge 
Charging Party alleged that she and other 
females were discharged while males with lesser 
qualifications were retained. 
Closed for lack of probable cause. 

4-74-22S 
Private Sector 
Sex 
Discharge 
Chargin~ Party alleged that she was fired 
without JUStification. 
Complaint withdrawn. 

4-74-23R 
Private Sector 
Race 
Hiring 
Charging Party alleged that she was denied 
employment because of her race. 
Closed for lack of probable cause. 

4-74-24R 
Private Sector 
Race 
Hiring 
Charging Party alleged that Respondent re
fused to employ Black professionals. 
Closed for lack of probable cause. 

4-74-25R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was fired with
out cause due to his race. 
Closed for lack of probable cause. 

4-74-26R & S 
Public Sector 
Race & Sex 
Discharge 
Charging Party alleged that she was improperly 
discharged by Respondent. 
Resolved to satisfaction of Charging Party. 

4-74-27R 
Public Sector 
Race 
Disparate Treatment 
Charging Party alleged that Blacks were being 
treated unfairly by a Police Department. 
Referred to Community Relations Division. 
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4-74-28R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he had been the 
victim of unfair labor practices. 
Referred to South Carolina Department of 
Labor. 

4-74-29R 
Private Sector 
Race 
Promotion 
Charging Party alleged that Respondent denied 
her a promotion because of her race. 
Conciliation Pending. 

4-74-30R 
Public Sector 
Race 
Disparate Treatment 
Charging Party alleged that he had been denied 
building perm1ts because of his race. 
Complaint withdrawn. 

4-74-31R 
Public Sector 
Race 
Discharge 
Charging Party alleged that her teaching 
contract was not renewed because of her race. 
Complaint withdrawn. 

4-74-32S 
Private Sector 
Sex 
Promotion 
Charging Party alleged she was denied a 
promotion because of her sex. 
Closed for lack of probable cause. 

4-74-33S 
Private Sector 
Sex 
Wages 
Charging Party alleged that she was paid less 
than similarly situated males with Respondent. 
Closed for lack of probable cause. 

4-74-34S 
Private Sector 
Sex 
Disparate Treatment 
Charging Party alleged that he was fired for 
having long harr. 
Closed for 1ack of probable cause. 
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4-74-35R 
Public Sector 
Race 
Discharge 
Charging Party alleged that he was unjustly 
fired by a!rejudiced supervisor. 
Conciliate 

4-74-36R 
Public Sector 
Race 
Equal Accommodations 
Charging Party alleged that Respondent was 
maintaining segregated recreational area. 
Closed- Failure to proceed on part of Charging 
Party. 

1-75-lR 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was fired after 
being falsely accused of certain offenses. 
Closed for lack of probable cause. 

1-75-2R 
Private Sector 
Race 
Recruitment 
Charging Party alleged that a Newspaper was 
running discriminatory advertisements. 
Closed for lack of probable cause. 

1-75-3R 
Public Sector 
Race 
Discharge 
Charging Party alleged that he was terminated 
without justification. 
Closed for lack of probable cause. 

1-75-4R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was fired with
out justification because of his race. 
Closed for lack of probable cause. 

1-75-5S 
Private Sector 
Sex 
Wages 
Charging Party alleged that Respondent failed 
to pay her severance pay which was due. 
Closed- No jurisdiction. 

1-75-6R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was unjustly 
terminated by his employer because of his race. 
Closed for lack of probable cause. 
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1-75-7R 
Public Sector 
Race 
Terms and Conditions 
Charging Party alleged that Respondent re
fused to allow him time off to attend school 
because of his race. 
Closed for lack of probable cause. 

1-75-SS 
Private Sector 
Sex 
Demotion 
Charging Party alleged that she was demoted 
and replaced by a male with less experience. 
Closed for lack of probable cause. 

1-75-9S 
Private Sector 
Sex 
Hiring 
Charging Party alleged that she was denied a 
position which was filled by a male with less 
qualifications. 
Closed for lack of probable cause. 

1-75-10S 
Public Sector 
Sex 
Promotion 
Charging Party alleged that he was refused a 
promotion because of his sex. 
Closed for lack of probable cause. 

1-75-llR 
Private Sector 
Race 
Terms and Conditions, Wages 
Charging Party alleged that Respondent as
signed less desirable work to Black employees 
and paid Blacks at a lesser rate. 
Closed for lack of probable cause. 

1-75-12R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was unjustly 
termmated because of his race. 
Closed for lack of probable cause. 

1-75-13R 
Public Sector 
Race 
Housing 
Charging Party alleged that their neighborhood 
was being unlawfully segregated. 
Resolved to satisfaction of Charging Parties. 
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1-75-14S 
Private Sector 
Sex 
Terms and Conditions, Demotion 
Charging Party alleged that she was demoted 
without justification because of her sex. 
Closed without prejudice. 

1-75-15R 
Public Sector 
Race 
Discharge 
Charging Party alleged that she was terminated 
without justification because of her race. 
Closed without prejudice. 

1-75-16A 
Private Sector 
Age 
Discharge 
Charging Party alleged that he was improperly 
discharged due to his age. 
Closed for lack of probable cause. 

17R 
Private Sector 
Race 
Hiring 
Charging Party alleged that she was denied 
employment because of her race. 
Closed for lack of probable cause. 

1-75-18R 
Private Sector 
Race 
Discharge 
Charging Party alleged she was fired because of 
her race. 
Closed for lack of probable cause. 

1-75-19R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was fired 
because of her race. 
Closed for lack of probable cause. 

1-75-20A 
Private Sector 
Age 
Discharge 
Charging Party alleged that he was improperly 
discharged because of his age. 
Closed for lack of probable cause. 

1-75-21R 
Public Sector 
Race 
Discharge 
Charging Party alleged she was improperly 
discharged because of her race. 
Closed for lack of probable cause. 
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1-75-22R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was improperly 
discharged because of his race. 
Closed for lack of probable cause. 

1-75-23R 
Public Sector 
Race 
Discharge 
Charging Party alleged that Respondent re
fused to renew her teaching contract because of 
her race. 
Under Investigation. 

1-75-24R & Rei. 
Private Sector 
Race and Religion 
Terms and Conditions 
Charging Party alleged that Respondent re
fused to allow her to wear certain attire in ac
cordance with her religion. 
Closed without prejudice. 

1-75-25R 
Public Sector 
Race 
Hiring 
Charging Party alleged that he was denied 
employment because of his race. 
Closed for lack of probable cause. 

1-75-28R 
Public Sector 
Race 
Terms and Conditions 
Charging Party alleged that Respondent was 
harassing her because of her race. 
Closed for lack of probable cause. 

1-75-29R 
Private Sector 
Race 
Discharge . 
Charging Party alleged that she was improperly 
discharged because of her race. 
Closed for lack of probable cause. 

1-75-26R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was improperly 
discharged because of her race. 
Closed no probable cause. 
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1-75-27S 
Private Sector 
Sex 
Hiring 
Charging Party alleged that she was denied 
employment because of her sex. 
Closed- Failure to proceed on part of Charging 
Party. 

1-75-30R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was improperly 
discharged because of his race. 
Closed for lack of probable cause. 

1-75-31R 
Public Sector 
Race 
Hiring 
Charging Party alleged that he was denied 
employment because of his race. 
Closed for lack of probable cause. 

1-75-:ii2R 
Private Sector 
Race 
Terms and Conditions 
Charging Party alleged that she was treated 
unfairly by respondent because of her race. 
Complaint withdrawn. 

1-75-33R 
Public Sector 
Race 
Hiring 
Charging Party alleged that she was denied 
employment because of her race. 
Closed for lack of probable cause. 

1-75-34R 
Private Sector 
Race 
Promotion 
Charging Party alleged that he was denied a 
promotion because of his race. 
Closed for lack of probable cause. 

1-75-35S 
Public Sector 
Sex 
Promotion 
Charging Party alleged that he was denied a 
promotion because of his sex. 
Complaint withdrawn. 
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1-75-36R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was improperly 
dismissed because of her race. 
Closed for lack of probable cause. 

1-75-37R 
Private Sector 
Race 
Disparate Treatment 
Charging Party alleged that he was harassed by 
his supervisor because of his race. 
Closed for lack of probable cause. 

1-75-38R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was improperly 
discharged because of her race. 
Closed without prejudice. 

1-75-40R 
Private Sector 
Race 
Lay-off 
Charging Party alleged that respondents lay-off 
system continues the effect of past discriminat
ory hiring practices. 

2-75-lR 
Private Sector 
Race 

Charging Party alleged that she was improperly 
discharged because of her race. 
Closed for lack of probable cause. 

2-75-2R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was improperly 
discharged because of his race. 
Closed for lack of probable cause. 

2-75-3S 
Private Sector 
Sex 
Discharge 
Charging Party alleged that she was improperly 
discharged because of her sex. 
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2-75-4R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was improperly 
discharged because of her race. 
Closed for lack of probable cause. 

2-75-R & S 
Public Sector 
Race and Sex 
Terms and Conditions 
Charging Party alleged that she was improperly 
rated by agency because of her race and sex. 

2-75-6R 
Public Sector 
Race 
Affirmative Action 
Charging Party alleged that his agency was 
making no efforts towards increasing minority 
employment. 
Referred to Division of Technical Services. 

2-75-7R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was improperly 
discharged because of his race. 
Closed for lack of probable cause. 

2-75-SS 
Public Sector 
Sex 
Terms and Conditions 
Charging Party alleged she was being- unfairly 
treated on the job because of her sex. 
Conciliated. 

2-75-9R 
Private Sector 
Race 
Terms and Conditions 
Charging Party alleged that she was being de
nied the opportunity to in-house training classes 
because of her race. 
Closed for lack of probable cause. 

2-75-lOR 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was improperly 
discharged because of her race. 
Closed for lack of probable cause. 
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2-75-llR 
Private Sector 
Race 
Discharge 
Charging Party alleged she was improperly 
discharged because of her race. 
Closed for lack of probable cause. 

2-75-12S 
Private Sector 
Sex 
Wages 
Charging Party alleged that she was paid at a 
lesser salary than that of similarly situated 
males. 
Under investigation. 

2-75-13R 
Private Sector 
Race 
Promotion 
Charging Party alleged that he was denied a 
promotion because of his race. 
Conciliated. 

2-75-14R 
Public Sector 
Race 
Discharge 
Charging Party alleged that he was improperly 
discharged because of his race. 
Conciliated. 

2-75-15R 
Private Sector 
Race 
Hiring 
Charging Party alleged that she was denied 
employment because of her race. 
Closed for lack of probable cause. 

2-75-15R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was improperly 
dishcarged because of her race. 
Closed for lack of probable cause. 

2-75-17R 
Private Sector 
Race 
Discharge 
Charging Party alleged that he was denied te
nure because of his race. 
Closed for lack of probable cause. 
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2-75-18S 
Public Sector 
Sex 
Promotion 
Charging Party alleged that he was denied a 
promotion because of his sex. 
Closed for lack of probable cause. 

2-75-19S 
Private Sector 
Sex 
Wages 
Charging Party alleged that she was paid a 
lower salary than similarly situated males 
because of her sex. 
Conciliated. 

2-75-20S 
Private Sector 
Sex 
Hiring 
Charging Party alleged that he was denied a 
position because of h1s sex. 
Administrative Closure. 

2-75-21R 
Public Sector 
Race 
Recruitment 
Charging Party alleged that he was denied the 
opportunity to apply for a position because of his 
race. 
Under investigation. 

2-75-22S 
Private Sector 
Sex 
Promotion 
Charging Party alleged that she was denied a 
promotion because of her sex. 
Administrative Closure. 

2-75-23R 
Public Sector 
Race 
Discharge 
Charging Party alleged that she was improperly 
discharged because of her race. 
Under investigation. 

2-75-24R 
Private Sector 
Race 
Discharge 
Charging Party alleged that she was improperly 
discharged because of her race. 
Under mvestigation. 
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2-75-25R 
Public Sector 
Race 
Affirmative Action 
Charging Party alleged that his agency was not 
adhering to its affirmative action plan. 
Under investigation. 

2-75-26R 
Public Sector 
Race 
Terms and Conditions 
Charging Party alleged that he was being 
treated unfairly in terms of placement services 
because of his race. 
Under investigation. 
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STATE HUMAN AFFAIRS COMMISSION 

Expenditures of funds, 1974-75 

I. Administration 
A. Personal Services ...................... 104,283 
B. Contractual Services . . . . . . . . . . . . . . . . . . . . 16.511 
C. Supplies .................................. 5,213 
D. Fixed Charges and Contributions ........... 8,084 
E. Equipment ............................... 1,833 

Total Administration ....................... 135,924 

II. Community Relations Division 
A. Personal Services ........................ 25,018 
B. Contractual Services ...................... 4,949 
C. Supplies .................................. 1,684 
D. Fixed Charges and Contributions ........... 3,200 
E. Equipment ................................. 930 

Total Community Relations Division .......... 35,781 

III. Compliance Division 
A. Personal Services ........................ 47,209 
B. Contractual Services ...................... 7,954 
C. Supplies .................................. 1,630 
D. Fixed Charges and Contributions ........... 5,603 
E. Equipment ................................. 862 

Total Compliance Division ................... 63,258 

IV. Technical Services Division 
A. Personal Services ........................ 86,135 
B. Contractual Services ..................... 16,196 
C. Supplies .................................. 2,290 
D. Fixed Charges and Contributions .......... 11,851 
E. Equipment ................................. 358 

Total Technical Services .................... 116,830 

Source of Funds: 74-75 
1. State Appropriations ..................... 249,733 
2. Federal Funds .......................... 102,060 

Total ..................................... 351,793 




