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“Every step toward the goal of justice
requires the tireless exertions and
Passionate concern of dedicated individuals”
Martin Luther King, Jr.
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IWY Brings A Resurgence of Hope

by Joyce Thomas,

Federal Women’s Program Coordinator

International Women’s Year,
1975, marked the beginning of a
period in which women every-
where, including NOAA, re-
ceived a needed resurgence of
hope; a feeling of not being
alone, that others knew, cared
and, most importantly, were
prepared to help. Yet IWY also
reinforced our perception of the
magnitude of the task remaining
before equal rights for all can be
achieved. IWY helped us to
focus on the need to work to-
gether, concentrating our ener-
gies on matters of major concern
such as equality of opportunity,
equality of compensation, the
need for better communication
among women, the need for co-
ordination among government
agencies concerned with wo-
men’s programs, and the need
for women involved in working
for economic and legal advances
to keep a sense of the joy of liv-
ing and to show kindness and
understanding to one another.

The decade ahead promises to
be one of great challenges. The
aim is not to tear down or in-
hibit the status of men, but to
raise women to a more equal
partnership with men; a partner-
ship of mutual respect for the
competence and contributions
of all members of the work
force.

With the momentum gained
last year, NOAA management
has taken a major step toward
creating a promising climate for
women in the agency by
strengthening the Federal Wo-
men’s Program. A full time Fed-
eral Women’s Program Coordina-
tor (FWPC) has been appointed.
Ten representatives will be
elected to serve on an Advisory
Committee to the FWPC in the
Washington, D.C., metropolitan
area, and 14 Federal Women’s
Program Field Coordinators who
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serve as focal points for women
in the field, have also been desig-

nated. o
Several activities were begun

in 1976 which contributed
toward making a more visible
program. Three publications
containing a variety of informa-
tion pertinent to women were
distributed among NOAA em-
ployees: “Women in Action,” a
quarterly newsletter published
by the Civil Service Commission;
a handbook entitled ‘‘Career
Counseling for Women in the
Federal Government,” also pub-
lished by the Civil Service Com-
mission; and, the “Federal Wo-
men’s Program Digest,” pub-
lished by the Office of the Fed-
eral Women’s Program at
NOAA. In conjunction with the
above publications, training in-
formation concerning courses of
interest to women that are avail-
able in regions across the coun-
try is sent out periodically to
focal point representatives in the
Metropolitan D.C. area and in
the field. In addition, a brief,
two-page memorandum on the
role of the Federal Women’s
Program Coordinator was pre-
pared for use by women in the
field as a guideline in their role
as FWPC’s.

In the early part of 1976,
NOAA’s FWPC visited several
universities in an effort to en-
courage female students major-
ing in relevant scientific disci-
plines such as engineering, com-
puter science, meteorology,
oceanography, etc., to consider
NOAA as a possible employer
upon graduation. Out of the
twenty women interviewed,
none had heard of NOAA be-
fore, and all seemed. excited at
the prospect of employment
with NOAA.

Many lunch hour seminars
were held in the Rockville Com-
plex and at other various loca-

(Continued on page 8)
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AMESSAGE FROM THE ADMINISTRATOR

This fourth year of commemorating the birthday of the late
Dr. Martin Luther King is a proud occasion for the entire NOAA
family. For we are now beginning to see the actual flowering of
the seeds planted some four years ago when NOAA decided to
initiate an innovative, results-oriented EEO Program as a means of
helping us achieve Dr. King’s dream. One index of EEO Program
accomplishment over these past four years—we have gone from
four minority and female meteorologists (our largest occupation)
to forty—is dramatic evidence of the movement toward meeting
the goals of our Equal Employment Opportunity Program in
NOAA.

The Upward Mobility Training Program (UMTP) has been the
major agent contributing to the positive EEO accomplishments in
NOAA. Overall, we have filled over 300 positions since the UMTP
began three years ago. These 300 positions have been divided
among the eight programs which make up the UMTP. The trainees
involved are over 80 percent minority and female.

Besides the real gains of the UMTP, further evidence of our
total NOAA EEO Program progress can be seen in the following
four-year overall statistics compilation for full-time employees in
all pay plans.

30 JUNE 1972

2,546 18.7%
1,511 11.1%

30 JUNE 1976

2,683 19.8%
1,839 13.6%

WOMEN
MINORITIES

From the middle GS full-time grade levels (GS-9-11) up
through the grade levels just below super grades (GS-14-15) where
we begin to see the impact of our strengthened EEO efforts on
major career programs, the changes are encouraging. ,

30 JUNE 1972

WOMEN 407 5.5% 580
MINORITIES 386 5.2% 621

30 JUNE 1976

7.3%
7.8%

This special commemorative issue will highlight many of the
special steps taken over the past year to assure an effective EEO
Program—this is no empty rhetoric, we can point to positive and
specific EEO accomplishments. These gains have helped many
minorities and women in our entire NOAA family to achieve new
career heights.

I ask that all of you join me in applauding these EEO efforts of
the past year for, indeed, our progress has been significant. To
congratulate our efforts and achievements is certainly ap-|
propriate—but we must also look to the future—1977 and be-
yond—as we continue to move ahead on the very difficult and
arduous road leading to fulfillment of Dr. King’s dream as quickly
as possible—full equality for all.

Rl 24 Wl

Robert M. White,
NOAA Administrator

Warren Jacob - Back To School On Special Assignment

Warren Jacob, a research me-
teorologist in NESS and past
chairperson of the NOAA EEO
Committee, is spending the
academic year 1976-77 on an In-
tergovernmental Personnel Act
(IPA) assignment at his alma
mater, Dillard University, New
Orleans, La.

The IPA was passed in 1970
and provides for the temporary
assignment of personnel to all

levels of government (Federal,
state, local) and institutions of
higher education. IPA assign-
ments to or from states, local
governments, and institutions of
higher education are intended to
facilitiate Federal-state-local co-
operation through the short-
term assignment of skilled man-
power. Assignments permit Fed-
eral civilian employees of execu-
tive agencies to serve with state

or local governments or institu’
tions of higher education fof
limited periods of up to two@
years without loss of employe®
rights and benefits. :
NOAA has long felt a need t0 .
have closer interactions with
many schools, including thos®
with predominantly minority
and female enrollments. This in”
teraction involves development
(Continued on page 7)



The Dream and The Reality - A Merging

NOAA’s EEO Office Gets It Done!

¥ Barbara Gainey, NOAA EEO Officer

c'tI‘ltlef VII of the Civil Rights
Publig 1964, as amended by
Emol Law 92-261, the Equal
- Plgglment Opportunity Act
tion o 2, proh@bits discrimina-
Teligio: the basis of race, color,
Pubg » S€X or national origin.
Tdtos é.aw 93-259, The Fair
of 1974tandarc;s Amendments
tion (—m t, pro}ybits discrimina-
e he basis of age. Both of
crinﬁn:t‘ys cover all forms of dis-
bt 101 in employment and
they ployment matters, and
S apply to hiring, discharge,
classnl?_ens_atlon, promotion,
ticesmlcatlon, training, appren-
ment p, r_eferrals for employ-
term£ umo.n. membership and
> conditions and privileges

For the 18-month period end-
ing December 1974, 252 em-
ployees/applicants consulted
with an EEO Counselor regard-
ing an alleged discriminatory
matter. Corrective action was
taken in 80 of these matters and

o

visiz’:splg}'ment. Under the pro- id . ‘

are respont'}:)ese laws, agencies  only 27 of those counseled filed
sufficj sible for allocating  formal complaints of discrimina-

ent resources to the E
ual
grl':rlr)]b%r}rllent Opportunity (11’10-
for I;r 'y are also responsible
. Providing for the prompt,

tion. For the period ending De-
cember 1975, 356 employ-
ees/applicants consulted with an
EEO Counselor. Corrective ac-

air < ;
and ;ir;gc:sr?tPanlal consideration  tion was taken in 46 of these
illegeq disClsm-Of complaints of ~ matters and 52 of those coun-
race, color m?_lI}atlon based on  filed formal complaints.

Origin an,dre 181on, sex, nation- Due to this increase in com-

The Equalage' plaint activity, authorization
Portunijty Off.EmPIOyment Op- was received to increase the
SPonsijh] ice of NOAAisre-  EEO staff by three positions. Ef-

forts are presently underway to
hire persons for the positions of
EEO Assistant, EEO Counselor
and Assistant EEO Officer.

The EEO Assistant will be re-
sponsible for assisting the EEO

(Continued on page 7)

€ for the i
Sl processing of
tiOn.l)la;nts of alleged discrimina-
Priseq Oeisently the staff is com-
st t ee full-time persons
Serve g é):rt-]tl}rzne persons who

. ~dual Employm -
Portunity Counselors.y s

\

EEO Committee Budget Expanded

Dr. R ) .
Cant inc(r):?:rt M. White, Administrator, has provided for a signifi-

OPDOrtumtse in thf_‘f budget of the NOAA Equal Employment
FY76 to $lyo((’;°m1}11ttee for FY77. This increase from $3,500 in
Mitment ¢ th 00 in FY77, is another indication of NOAA’s com-
10 be useq ¢ goal of EEO for all its employees. The funds are
Committee Or training purposes, to facilitate the attendance of
EEO-relatedmemb-ers.at relevant conferences, for the obtaining of
Memberg to p;;bhcatlo'ns, and to finance the travel of Committge
Onsite reviey OAA field locations so they may participate in
follows. s of problem areas. A breakdown of the total budget

1. T
‘Tavel and lodging to and from NOAA

fiel E
4.d sttat_IO_ns and EEO-related conventions: $ 7,200.00
3. EEQ Taming for Committee members: 2,500.00
related publications: 300.00
TOTAT -
i $10,000.00

by Landry Williams
Chairperson, NOAA EEO Committee

Dr. Martin Luther King was a profound believer in the right of
each indivdual to life, liberty and the pursuit of happiness. A person
who is not allowed equal employment opportunity and advancement
opportunity has very little, if any, opportunity to exercise his or her
right to life, liberty or the pursuit of happiness. The equal opportuni-
ty programs within NOAA and throughout the Federal government
are attempts by the Government to reestablish these rights for indi-
viduals regardless of race, color, religion, sex, national origin or age.

Many Americans will atuomatically state that the United States of
America is the best country on earth. This does not mean that we are
fair to all people. But, we are most certainly a country of active
people and our Constitution allows us to seek change for the better-
ment of all citizens. We are constantly attempting to set those things
that are wrong—right, and the majority of Americans are demanding
perfection in the area of air play for all of humanity. The Civil
Service Act of 1883, which called for Federal employment should
and must be founded on the principle of “non-discrimination.” With
the issuance of Executive Order 10590 in 1955, President Dwight D.
Fisenhower broadened the concept of ‘“non-discrimination” to
“equal employment opportunity.” In the years that followed, Presi-
dential directives have been issued to support equal employment op-
portunity at all levels of government.

Within NOAA, the introduction of EEO Committees as well as the
other EEO programs have been used to expedite the dreams of Dr.
Martin Luther King, Jr.—dreams which must come to pass if America
is to remain a great nation.

EEO Committees throughout NOAA were established under the
direction of the Administrator. The two prime functions of these
Committees are: (1) to act as a communication link between manage-
ment and employees; and, (2) to advise the different levels of man-
agers relative to EEO matters within NOAA.

The Administrator of NOAA or the Directors of Major Line Com-
ponents (MLC) or Primary Organization Elements (POE) may ap-
point up to one-third of their Committee members to insure that the
Committee reflects the composition of the work force.

The Administrator of NOAA or the Directors of Major Line Com-
ponents (MLC) or Primary Organization Elements (POE) may ap-
point up to one-third of their
Committee members to insure
that the Committee reflects the
composition of the work force.

The NOAA/EEO Committee
serves as an advisory body to the
Administrator. This Committee
is composed of the chairperson
of all the MLC or POE EEO
Committees and a representative
of the NOAA Corps.

The NOAA/EEO Committee

(Continued on page 6)

EEO Recruiting Activities Increase

“No Easy Victories,” the title  persons who would be interested

\

of a collection of essays and
speeches by John Gardner,
might be applied equally as well
to NOAA’s program for recruit-
ment of minority and female
candidates for NOAA’s highly
scientific and complex organiza-
tions. Since the program’s in-
ception in 1970, NOAA person-
nelists and other recruiters have
been contacting colleges, univer-
sities and other organizations
which have a large minority pop-
ulation—Black, Hispanic, Native
American, Asian—to seek out

in qualifying for and competing
for career positions in NOAA.
This program of specialized re-
cruitment has met with varying
degrees of success depending on
the availability of jobs and the
commitment of selecting offi-
cials to the concept of fairness
and equality in employment
practices. In the Office of Ad-
ministration, the percentage of
minority and female employees
has climbed steadily to 37 per-
cent as of June 1976 for minori-

(Continued to page 10)
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NOAA’s Spanish Speaking Program
Expands Scope of EEO Activities

by Anita Daymude,

Spanish Speaking Program Coordinator

Dr. Martin Luther King was a
man with a dream; a dream that
was to encompass all people. He
wanted all classes of people to
join in the struggle for equal
rights, to attain equal education,
to be treated with a sense of hu-
man justice, to be given equal
opportunity to earn their keep,
to move ahead in this great land,
the “land of opportunity.” He
wanted all Americans to pass the
survival point and to really ex-
perience what this land was
meant to stand for: ‘“liberty and
justice for all.”

Equal Employment Oppor-
tunity, very much part of his
dream, has not yet worked for
some people. We have worked
hard at assuring EEO, but have
failed to fully apply its basic
principles to all groups. The es-
tablishment of the Spanish
Speaking Program came about,
in fact, through the acknowl-
edgement that our Equal Em-
ployment Opportunity efforts
on behalf of the Spanish Speak-
ing had been lacking (see table
below). EEO Programs are for
all groups and all persons, and
special emphasis programs are
directed to those still experi-
encing discrimination in their
search for equality of opportuni-
ty.
All of us must work together
to improve all areas of EEO,
with a spirit of cooperation. It
must be so for none of us can
rely on the other to do the
job—we must do it together. We
will need to find new ap-
proaches and to further profes-
sionalize our behavior toward
the solving of employment prob-
lems of all groups, which have
hampered EEO progress. Hispan-
ics—that group of unnoticed, yet
concerned Americans—hope,
while preserving their faith, that
America’s promise, and Dr.
Martin Luther King’s dream,
soon will come true for them,
too.

A Federal Spanish Speaking
Program (SSP) has been estab-
lished, headed by Mr. Carlos Es-
parza in the Civil Service Com-
mission and staffed by SSP pro-
gram coordinators in depart-
ments and agencies, many of
them full-time. NOAA ap-
pointed a full-time Coordinator
for the Spanish Speaking Pro-
gram in January 1976. There are
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also part-time coordinators in all
of the field personnel offices
and 10 major line component
representatives on an advisory
committee to the NOAA SSP
Coordinator.

Applications from qualified
Hispanic Americans are being re-
ferred by the Spanish Speaking
Program Coordinator in increas-
ing numbers to managers and su-
pervisors. NOAA’s SSP Coordi-
nator is meeting with managers
and supervisors in all MLC’s to
make them more conscious of
the objectives of the SSP in
NOAA. NOAA vacancies are re-
ported in a weekly newsletter
called “‘El Noticiero” which con-
veys information on Federal job
vacancies and is circulated
among SSP coordinators in all
Federal agencies and many
Spanish Speaking organizations.
These are some of the steps be-
ing taken to help Hispanics par-
ticipate in the realization of Dr.
Martin Luther King’s dream; but
the full cooperation of all
people, minority and non-
minority, male and female, is
needed for this dream to come
true for all people.

For further information on
the Spanish Speaking Program,
write to Ms. Anita Daymude,
AD451 or call FTS 443-8247.

Commerce Awards

Six Recognized For EEO Efforts

Six NOAA employees’ contri-
butions to the development of
equal employment opportunities
for minorities and women were
applauded by the Department of
Commerce last year, with the
award of Certificates of Recog-
nition.

The employees are Dr. Celso
S. Barrientos, NWS; Frank D.
Christhilf, Personnel; Frederick
K. Ganjon, NOS; Steven E.
Hughes, NMFS in Seattle; Mrs.
Rosemary I. Lovell, NOS in Bay
St. Louis; and Robert W. Taber,
EDS.

The certificates were pre-
sented by Secretary of Com-
merce Elliot L. Richardson.

A Research Meteorologist
with the NWS Systems Develop-
ment Office, Dr. Barrientos was
honored for his activities as
Chairperson of both the Nation-
al Weather Service and NOAA
EEO Committees, Executive
Vice President and Chairperson
of the Executive Committee of
the Progressive Alliance of Filip-
pinos and Americans, Inc., and
the Spanish-speaking coordi-
nator. He is a participant on the
American Geophysical Union’s
Committee on Minorities and
Women, and is helping to devel-
op a roster of minorities, a list
of employment opportunities,

and a list of firms available for
use by predominately minority
high schools and colleges. Last
year the Committee awarded 14
scholarships totaling $34,000 to
minority students. He organized
a special session on exploring
geophysics for minority high
school students. He developed
and is teaching a course in
oceanography at Howard Uni-
versity attended mainly by
minority students.

Mr. Christhilf, a Personnel
Management Specialist, has
demonstrated his commitment
to EEO through his intensive

In the fall of 1976, an up-
dated version of NOAA’s EEO
Booklet was distributed to all
employees describing the EEO
structure within NOAA. The
booklet outlined the regulatory
requirements that are the basis
for all Federal EEO programs
and then went on to discuss how
these requirements are trans-

Booklet Outlines EEO Structure

lated into action within NOAA
through the Affirmative Action
Plan, the discrimination com-
plaints system and EEO Com-
mittees.

Limited additional copies of
the booklet are available from
the Special Personnel Programs
Branch, AD45, Rockville, Md.

and productive work in coord'
nating and developing tL
NOAA Affirmative Action Pl&
and all the special emphasis p1¢
grams directed at improving ti¥
status of minorities and womé
in NOAA. He was instrument?
in the development and impl¢
mentation of the first r
NOAA EEO upward mobilit!
program—the Administrati¥
Trainee Program—which was &
rected toward assisting minof*
ties and women achieve meaf
ingful professional careers in Ad
ministration. This personal con
mitment to EEO also carri¢
over in his community relat
efforts to achieve racial ha!
mony and justice. 3
An NOS General Physical S¢*
entist, Mr. Ganjon was recof
nized for his many services fo'
minorities, women, and need
students. As a member an
Chairman of the EEO Cof
mittee and member of th¢
NOAA EEO Committee, he pro’
vided highly effective leadershif
to the EEO Affirmative Actio?
Program. Through personal init?
ative, he successfully recruited |
nine women and two minoritié:
in the field of cartography. H¢
conducted tours at the Nation
Ocean Survey, many of whicl:
had to be held on Saturdays fof
student convenience. MTIy
Ganjon also initiated a prograf
over a two-year period for th
employment of 24 needy high
school students, among whi
were minorities and women, #.
cartographic aides during thelf
senior year. -
Mr. Hughes, who is a Fisher!
Biologist, demonstrated by h¥
activities on the job and in th¢
community a sincere commil’
ment to further equal employ’
ment opportunity for minority
group members, women, and th?
physically handicapped. He ist0"
be especially commended for hif
initiative in setting a precedent
in Federal Fisheries in the Pacif
ic Northwest by employing tw®
minority males, two women and *
one physically handicapped per”
son for shipboard activities. It
was demonstrated women an
physically handicapped employ”
ees can adapt to the vigorous lifé
aboard research vessels in 1¢
mote areas and that under thesé i
conditions they do an outstand
ing job. 3
Mrs. Lovell is a Support Serv
(Continued on page 7)



Inequalities Revealed In Statistics

Infant Mortality Rate

Males per thousand

Females per thousand

Life Expectancy

Minorities

31.8
26.6
(H.E.W. Report, May, 1975)

People born in 1973 can expect to reach age:

Male
Female

Education

619 years
68.4 years

(H.E.W., Public Health Service, 1973)

High School Graduates:

Blacks
Chicanos
Puerto Ricans

Drop Out Rates:

65%
27%
26%

Whites

Non-Minorities

17.4
12.7

920%

At 16 yrs. of age, Blacks - 22%, Whites - 12%, Chicanos - 36%
Half of all Indian youths never get beyond Bth grade.

Unemployment

American Indians
Blacks
Hispanics

(National Education Association, 1974)

45%
15.1%
129%

Whites

8.0%

‘:0.2% of Black teenagers are unemployed. 27.8% of “discouraged workers”
persons who “give up the search for work™) are Black. 55.3% of Blacks earn under

$7,000 per year.

Income Gap

(U.S. Bureau of Labor Statistics, 1975)

Median Income per year:

Blacks
Hispanics
American Indjans

$7,800
$7,534
$4,000

Whites

$13,400

Of ait full-time, year-round workers who earn $25,000 or more 98% are White - 2%

are minorities.

(Bureau of Census, July, 1975)

NOAA Recruiting Program Goes Into High Schools

A .
E dUCa:{ilgh School Cooperative
b reon Program was devel-
of hiﬁnce"tly with the purpose
tentiql fg Students with high po-
tific fie?r development in scien-
terestog | $ Who might be in-
e 6 N a career with NOAA.
T:tﬂztt‘fort was the creation

on Program involvi
ly the NOAA facilities invtlgg

shington, p

arey. .C,, metropolitan

This j
IS a new Program-—not a

part of any ongoing NOAA pro-
gram. Recruiting efforts have
been restricted to high school
junior or senior students who
are 16 years or older, highly
motivated, maintain high grade
point averages, preparing to go
to college, may or may not be
economically disadvantaged, and
are U.S. citizens. Appointments
will be at the GS-1 level and not
to exceed one year (maximum

of 1040 hours).

Currently, three students have
been hired into this program-—
two in NWS and one in NESS.
High Schools are being con-
tacted for possible placements in
other headquarters offices. In
the summer of 1977, the pro-
gram will be evaluated and a de-
termination made as to whether
to expand it to include all of
NOAA.

2,000 NOAA.ites
Auend Courses
On Race, EEO

The EEO Training staff began
its NOAA-wide scriecs of Race
Relations and Equal Employ-
ment Opportunity Seminars in
Seattie, Wash., on January S,
1976. Throughout the year the
courses were extended to more
than 2,000 NOAA employees in
14 states, including new areas
such as Hawaii; Wallops Island,
Va.; Ann Arbor, Mich.; La Jolla,
Calif.; and Bay St. Louis, Miss.
Approximately 720 supervisors
attended the course “The Super-
visor and EEO,” and another
1,300 non-supervisory personnel
participated in the race relations
course, “Focus On Understand-
ing.” The 1976 overall total of
2,020 participants was a signifi-
cant increase over last year’s
total of 1,139.

More important than the
numbers actually attending the
courses has been the improved
cooperation from Directors,
EEO coordinators, training offi-
cers, and staff assistants who
prepare the training rosters. It
reflects a greater awareness of
the value of the EEO training
sessions.

During the past year it has
been generally noted by the
training staff and the Personnel
officers that the seminars have
caused managers and supervisors
to be more sensitive to the prob-
lems of minorities and women in
the workforce. A specific exam-
ple of implementation is evi-
denced by the fact that some of
the NOAA field installations
have hired minority summer
aides for the first time. Federal
Women’s program Coordinators
have also been encouraged to
promote the interests of women
employees and to communicate
their problems to management.

In preparation for future
training courses, supervisors who
have attended the EEO seminars
are providing feedback through
an evaluation form on course
content and any attitudinal
changes they have felt or ob-
served towards minorities and
women brought about by the
seminars. Because of the num-
bers of NOAA employees who
still have not attended the semi-
nars, the EEO training staff has
temporarily been increased with
part-time instructors. Also, 1977
will see the dewelopment and
further use of color video equip-
ment in the seminar presenta-
tions.
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The Dream and The Reality

(Continued from page 3)

participated very heavily in the
development and implementa-
tion of the Upward Mobility
Training Programs (Administra-
tive and Scientific) in NOAA.
Each year since the inception of
these programs, the Committee
has taken a close look at these
programs and has made recom-
mendations to management in
order to maximize their effec-
tiveness.

To assure that women and
Spanish Speaking Americans are
properly included in equal op-
portunity programs, the NOAA
EEO Committee has worked
with NOAA management and
the Personnel Division to en-
hance the effectiveness of the
Federal Women’s and the Span-
ish Speaking Programs. These
programs, though still in the de-
velopmental stages, are already
bearing fruit.

The NOAA/EEO Committee
is also beginning to involve itself
with the Handicapped Program.
The Committee’s involvement
here has been at a minimum, but
we hope to increase our involve-
ment in the very near future.

The NOAA/EEO Committee,
along with management and Per-
sonnel, is giving strong support
to the Cooperative Education
Program. This Program is de
signed primarily to attract
young people (minorities, fe-
males and other disadvantaged

students) to enter the types of
disciplines or careers that NOAA
utilizes in order to achieve its
mission, This Program has had
quite a bit of success; however,
the minority representation is
quite low. In order to operate
successfully, the NOAA EEO
Committee constantly evaluates
NOAA’s employment statistics
and compares them to the ac-
tion items in the NOAA Af-
firmative Action Plan so that the
Committee can make relevant
recommendations to the Admin-
istrator.

Again, I would like to point
out that the reason for the ex-
istence of all the EEO Com-
mittees in NOAA is to help man-
agement turn Dr. Martin Luther
King’s dream into a reality with-
in our agency. The NOAA EEO
Committee will have little or no
effect if you, the NOAA family
and potential family members,
do not bring to us your sug-
gestions and criticisms, and ap-
ply for and support these pro-
grams which we have worked to
establish.

The road to freedom lies in
accepting opportunities and get-
ting involved. [ would like to
share with you a statement I
heard some time ago. I do not
remember the name of the
gentleman who said it but, I
think of it as a way of life.
“Give me pains of being free and
let me suffer the loneliness of a
man without chains.”

Handicapped and Disabled Vets
Also Face Prejudices On The Job

The Selective Placement of
the Handicapped and Disabled
Veterans Program, and other
Veterans programs, while they
do not come under the concept
of EEO as set forth in the EEO
Act of 1972, are nevertheless
very real EEO programs. Many
of the same difficulties of pre-
judice, pre-conceived notions
and fears exist for many handi-
capped individuals in seeking
employment that exist for
minorities and women. Many
veterans returning to the work
world, or entering it for the first
time, as they separate from the
military services, experience ex-
treme problems in being placed
because of a lack of skills, or
having skills well suited to the
military but not easily trans-
ferrable to the civilian work
force.

Because of the difficulties in
obtaining equal employment op-
portunity, the Rehabilitation
Act of 1973 (Public Law
93-112), the Vietnam Era
Veterans Readjustment As-
sistance Act of 1974 (Public
Law 93-508), and various other
earlier pieces of legislation have
been enacted to assist these
special interest groups in finding
employment. These laws provide
particular emphasis on the em-
ployment and rehabilitation of
handicapped individuals, dis-
abled veterans, and Vietnam Era
Veterans,

NOAA has a Selective Place-
ment Program Coordinator with
a network of 19 designated field
coordinators to implement these

programs. It is their task to ider’
tify sources of employmer
such as the Veterans Administs¥
tion, Disabled Veterans organ’
zatjons, state and local Voof"
tional Rehabilitation Centefs
private organizations, etc., a

also to approach personnth
managers and supervisors, 1
make them aware of the vario®®
programs and stimulate their i
terest and concern for emplo¥y
ing the handicapped and vetef
ans. \

There are various types of aff
pointing authorities that can M
used to facilitate the emplo¥
ment of the handicapped
veterans which will enable the$
to get “on-thejob” much mol‘}
easily and quickly than usitf
routine channels. In additio®
there are on-the<ob trainin
(OJT) agreements that can b
negotiated with the VA and V&
cational Rehabilitation organiz#
tions that can be financed eith®
totally or at least partially bYi
these organizations. Often, per
sons in such training program®
can be hired on a full-time bast |
after completing their traininﬁ
having had the opportunity t¢:
show qualifications which othef
wise may have gone unobserved:

Y

Further information on the#,
programs can be obtained eithd
from John Wetstinh
(301-443-8247), the NOAA Co.
ordinator, or by calling field pef:
sonnel offices and asking for thf .
Handicapped and Veterans C0
ordinator.

ﬂ
NOAA’s Total Full Time Employees With A Permanent Type Of
Appointment As Of June 30, 1976
Total Employees % Total Minorities % Hispanic %
Hdgqtrs 393 100.0 56 14.2 3 0.8
Admin 845 100.0 307 36.3 21 2.5
NWS 4948 100.0 378 7.6 82 1.7
NOS 2408 100.0 394 16.4 25 1.0
ERL 1049 100.0 79 7.5 24 2.3
EDS 681 100.0 102 15.0 8 1.2
NESS 654 100.0 78 119 7 1.1
NMFS 1774 100.0 239 13.5 34 1.9
TOTAL 12752 100.0 1633 12.8 204 1.6




Department of Commerce Awards (continued from page 4)

1%es  Specialist with the Data
. Yoy Office. Her awareness and
Cnsitivity to matters associated
t““th €qual employment oppor-
Unity can be seen in the per-
V‘?;Eance_ c?f_every facet of her
P Mississippi does not have
) nompulsory education law and
e umber of school dropouts in

Mentary and high schools, es-
tPﬁClally minorities, is well above

¢ mnational average. Through
yZérnCOntinuing efforts over the
dents’ she counseled 700 stu-
ities S, 200 ot? whom were minor-
ol 0N the importance of com-

eting their education in prepa-

ration for their future careers
and concerning job opportuni-
ties with NOAA. In addition she
forwarded approximately 3,100
pieces of literature to various
schools regarding employment
with  NOAA and the Federal
Government.

Chief of the Data Processing
Branch of EDS’s National
Oceanographic Data Center, Mr.
Taber’s accomplishments in the
design and application of up-
ward mobility programs, full
utilization of employees’ skills,
and effective career counseling
have been outstanding. As a re-

sult of these efforts, three non-
professional minorities are
presently enrolled at the Wash-
ington Technical Institute re-
ceiving training toward develop-
ing their careers. He initiated
and implemented a job re-
structuring program in one of
his sections which resulted in
promotional opportunities for
five minorities in dead-end posi-
tions. He also developed and in-
structed an introductory course
in oceanography for non-
scientific personnel. The course
was attended by 29 lower grade
minority and women employees.

|

l‘ig}?ttte;(ldmg Commerce Department EEO recognition ceremonies from NOAA last year were, left to
S teve’n l;)bett W. Taber, ]?r. Celso S. Barrientos, Associate Administrator Dr. John W. Townsend, Jr.,
and EDS‘ H}xghes, Frederick K. Ganjon, Deputy Administrator Howard W. Pollock, Frank D. Christhilf,
s Director Dr. Thomas S. Austin. Townsend, Pollock and Austin attended the ceremonies in

I of the others who received EEO Certificates of Recognition, as did Mrs. Rosemary L Lovell, inset.

Wal‘l‘en JaCOb - Back TO SChOOl (Continued from page 2)

of ;
whjcurrlcula and courses of study

Care(;}rl will prepare stufiepts for
. I;Am our major disciplines.
by offers a method where-
Pattici AA professionals may
ig bate directly with their
s seIrnater, and _o_ther schools,
Studentve as a positive model for
in the eSa:)trl_:ented_toward careers
Sciences marine, or physical
as:‘;[r‘nJacob, while on the IPA
Sistaﬁ ment, \ylll provide as-
C€ to Dillard University

and NOAA by:

L, Assisting in development of

curricula and courses of study in
areas where NOAA’s staffing
needs are the greatest;

2. Providing assistance to stu-
dents on governmental job op-
portunities, specifically helping
students in preparing for careers
in NOAA’s major scientific and
technical occupations; and

3. Relieving faculty of work-
load through teaching and re-
lated duties involving course
work and program development.

One of the program areas in
the NOAA EEO Affirmative Ac-
tion Program has been the use of

IPA assignments to achieve the
above goals. While there have
been numerous contacts over
the years, this the first effective
utilization of the IPA. With the
assignment of Mr. Jacob toDill-
ard University, it is hoped to in-
crease the effort to achieve two
positive goals: provide a re-
source to the schools for their
use in the educational process as
needed; and assist interested
minorities and female students
with possible careers in NOAA.
Mr. Jacob is pioneering this
special EEO effort in NOAA.

EEO Office
Gets It Done

{Continued from page 3)

Officer in the processing and dis-
posal of complaint cases.

The EEO Counselor position
is a pilot program for one year.
The incumbent of this position
will serve as an EEO Counselor
on a full-time basis and will be
responsible for processing in-
formal complaints of discrimina-
tion, counseling complainants,
making inquiries into the mat-
ter, interviewing managers, su-
pervisors, and alleged discrimina-
tory officials, reviewing per-
tinent documents, including per-
sonnel records, and attempting
to resolve the matter within the
prescribed time limitations.

The Assistant EEO Officer
position will be located at the
Environmental Research Labora-
tories, Boulder, Colorado. The
incumbent of this position will
be assigned to the Office of the
Administrator and will serve as
the Assistant EEO Officer for
the western regional area of
NOAA. The incumbent will pro-
vide advice and assistance in the
planning, development, and
maintenance of NOAA policy
and guidelines regarding the
EEO complaint process. The in-
cumbent will also process formal
complaints of discrimination
and will provide advice and guid-
ance to managers, SUpervisors,
employees and EEO Counselors
with respect to the application
of statutory, regulatory and
policy aspects of the complaint
process.

In addition to the above posi-
tions, NOAA allocated addition-
al resources to the Department
of Commerce, Office of Investi-
gations and Security, for com-
plaint investigation.

These efforts on the part of
NOAA leadership to honor the
rights of employees embodies
those principles of fairness
voiced by the late Dr. King.

The months have not been
easy...but we have kept going
with the faith that in our
struggle we had cosmic com-
panionship, and that, at the
bottom, the universe is on
the side of justice.

Dr. Martin Luther King, Jr.




Yearly EEO Awards Recognize Individual Contributions

Since 1971, NOAA has
formally recognized, through
the awarding of the NOAA
Award for Equal Employment
Opportunity, those employees
who have contributed signifi-
cantly to EEO within NOAA or
the community. The Award,
consisting of a plaque and
$1,000 (prior to 1976 the mone-
tary award had been $500),
serves as very visible and con-
crete reinforcement of the im-
portance given to the concept of
equal employment opportunity
within NOAA. A look at the
past recipients of this award will
convey to each of us the spirit
and dedication that exists within
our NOAA family to the con-
cept of EEO:

1971 Award winners -

Tony Mackel

Tony Mackel, an Employee
Development Specialist within
the Personnel Division, was
recognized for the development
of the outstanding EEO seminar
“Focus on Understanding.”
Over 4,000 NOAA employees
have attended “Focus™ since its
inception and the seminar has
been cited as one of the best of
its type in government.

Alonzo Smith
Alonzo Smith, the first Chair-
person of the NOAA EEO Com-

8

mittee, was recognized for the
leadership and dedication he dis-
played in that post. His tactful
approach to potentially sensitive
situations led to a greater under-
standing between management
and employees and to the devel-
opment of mutual trust-a
strong basis for the development
of an effective EEO climate in
NOAA.

1973 Award Winner -

A’k

Maurice Ward

Maurice Ward of the National
Weather Service was recoenized
for his voluntary efforts toward
helping over 200 minority stu-
dents find employment within
the Federal Government. Within
his local community, he organ-
ized high school counselors,
Chamber of Commerce niem-
bers, pastors, and business-
persons who, in turn, met with
and counseled minority youth
on how to apply for jobs and
how to develop resumés.

1974 Award Winners

ment of handicapped individuals
in the Federal service and
toward effectively translating
the goals and objectives of the
EEO Affirmative Action Plan in-
to a meaningful program at the
Southwest Fisheries Center in
La Jolla, Calif. Her work with
Federal and State agencies, as
well as with community organi-
zations, established strong com-
munications links with these or-
ganizations and NOAA.

Theodore P. Gleiter

Theodore P. Gleiter, Assistant
Administrator for Administra-
tion was recognized for provid-
ing continuing, aggressive, and
imaginative leadership in all as-
pects of EEO within NOAA. In
addition, his involvement in
many community volunteer ac-
tivities provided job training,
daycare, emergency food, cloth-
ing, shelter, and transportation
to disadvantaged persons.

1975 Award Winners

Jacqueline Coit
Jacqueline Coit was recog-
nized for her significant efforts
toward encouraging the employ-

Lena Loman

Lena Loman was recognized
for her innovative and dedicated
(Continued on page 10)

IWY Brings

Resurgence

{Continued from page 2)
tions. They included ‘“‘Upward
Mobility - Everything You’ve Al-
ways Wanted to Know about
Upward Mobility But Were
Afraid to Ask.” “Alcoholism
and Women,”” ‘‘Preventive
Smoking Clinic ~ Five Day Work-
shop,” and “How to Improve on
your SF-171.” Also, presenta-
tions on various aspects of the
Federal Women’s Program at
NOAA were made to top man-
agement and supervisors of sev-
eral Major Line Components.
Community contacts with va-
rious organizations and Govern-
ment agencies were made
through cormrespondence, tele-
phone conversations and re-
quests for additions to mailing
lists. Some of these are George
Washington University Continu-
ing Education for Women De-
partment, Montgomery College,
Prince Georges Community Col-
lege, the National Secretaries As-
sociation, The Women’s Insti-
tute, Washington Opportunities
for Women, the Montgomery
County Commission on Women,
and the Department of Labor’s
Women’s Bureau. NOAA also
participated in three confer-
ences; the Annual Federally Em-
ployed Women’s Conference in
San Francisco, the Black Wo-
men’s Organization Conference
sponsored by Howard Univer-
sity, and the Women on the
Move Conference sponsored by
the D.C. Department of Human
Resources.

On a continuing and daily
basis, women receive counseling
in their careers as needed, and
the Office of the Federal Wo-
men’s Program Coordinator
maintains an open door policy
to enable anyone to utilize the
services available. This is a popu-
lar segment of the Federal Wo-
men’s Program and there seems
to be a need for this service
throughout NOAA.

The future for women at
NOAA promises to be exciting,
inspiring and demanding. Our
objectives include the following:

1. Improving Communication
by establishing a strong commu-
nications network connecting

(Continued on page 9)



NOAA Upward Mobility Training Programs Show Progress

Cand

In 1975. o ai
idat—g ;3176, NOAA’s eight Upward Mobility Training Programs, (UMTP) created great interest, with 1,361 applications reviewed.
ected were broadly representative of minority, female and non-minority populations, and their entry into the program is

helpin . X
8 NOAA meet its EEO objectives. The chart below portrays the breakdown for each of the special programs in UMTP:

PROGRAL - Sg OF NO. OF
ATIONS  POSITIONS SELECTIONS

- Non-minority

TOTAL M F MIN & F % MIN & F Male- Female
L. Grad s¢ 172 15 4 11 13 87% 2 6
2. Sci Intemn 66 5 3 2 5 100% 0 1
3. 8di 20120 160 20 14 6 14 70% 6 2
4. 8ci Tech 335 50 30 20 42 84% 8 11
3. Adm Tech 127 14 3 1 13 93% 1 5
6. Adm Trainee 253 7 0 7 7 100% 0 2
7- Adm Fellow 110 3 2 1 2 67% 1 0
8. Adm 20/20 138 3 1 2 3 100% 0 0
TOTAL 1,361 117 57 60 99 85% 18 27
Minority Participation GS SI  §520/20 ST ATech ATrainee AFelow A20/20 TOTAL %

M F MF MF MTF MF MF MF MF MF

Black 2 4 2 1 6 4 187 24 03 1 1 1 2 58 50%

Spanish Speaking 0 1 0 0 2 0 2 1 0 2 0o 1 0o 0 0 o 9 7.1%

Orient o 0 1 o 00 ©00 00 ©O01 00 00 2 L%

Alaska Nat, o 0o 00 o0 4 21 00 00 00 o0 0 3 2%

TotalMinority 39 33 2 5 3 1 8 2 29 26 05 1.1 12 T &%

Non-Minority 1827 2 6 o 1 6 6 811 1 5 02 10 0 0 45  38%

ToraL 57 60 4 11 3 2 14 30 20 3 11 0o 7 2 1 1 2 117

NOAA’
AA’s 1976-1977 upward mobility training programs are underway and all selections for over 100 positions will be completed by the

®nd of next month.

ny .
Y B”ngs Resurgence Of HOPe (Continued from page 8)

the

Coorg_ttderal Women’s Program
lnator. with Management

mitte ord_mators, EEO Com-

aper e;, Field FWPC’s, Man-

g Upervisors, and employ-

2. Rajs;

‘ INg visibilit

hy y by develop-

8 an Annyg) Women’s Day gr

Week throughout NOAA, estab-
lishing more community out-
reach programs, and utilizing ex-
hibits at major conferences.

3. Obtaining a budget for in-
volvement in special activities
and to fund exchange visits by
field and headquarters staff.

4, Expanding training oppor-
tunities through increasing the
number of seminars which deal
with concerns of women, special
training for supervisors on how
to treat women, career counsel-
ing on a scheduled basis at vari-

ous locations throughout
NOAA.

Reiterating Dr. Robert
White’s words of December,
1975, “Progress comes in small
steps. If we take enough small
steps, we will be leagues ahead
before we know it.”

14



EEO Awards

leadership of both the NOAA
and National Weather Service
EEO Committees. Her work
toward developing, implement-
ing, and analyzing the NWS Af-
firmative Action Plan was ex-
emplary and helped to develop
further support for EEO within
the agency. Her spirit of enthusi-
asm and cooperation toward
achieving a common goal was in-
spirational for all who worked
with her.

June D. Schadt

June D. Schadt was recog-
nized for her superior efforts
toward the development and im-
plementation of the first formal
National Marine Fisheries Serv-
ice career development plan for
biological aides and technicians.
It was largely through her dedi-
cated efforts that the Middle At-
lantic Coastal Fisheries Center
was able to realize its EEO ob-
jectives.

1976 Award Winners -

Frank F. Morales

Frank F. Morales was recog-
nized for his unselfish dedica-
tion to his EEO counseling re-
sponsibilities, his volunteer work
with IMAGE, and community
youth groups and his work as a
regional representative of the

10

(Continued from page 8)

Federal Spanish Speaking Pro-
gram.

Worthington Ross

Worthington Ross was recog-
nized for his exceptional work
as an EEO counselor within
NOAA. Through his involve-
ment in the discrimination com-
plaint process he has con-
tributed to the informal resolu-
tion of numerous complaints. In
addition, he has contributed sig-
nificantly to the development,
implementation and monitoring
of the EEO program within the
National Ocean Survey.

EEO Recruiting (Continued from page 3)

ties and to 50 percent as of June
1976 for women. Within
NOAA’s scientific community,
the increase has been less
dramatic, and in some occupa-
tions barely noticeable.

Because of the great expendi-
ture of effort to find outside
minority candidates who were
on Civil Service registers and
were qualified for NOAA posi-
tions, both administrative and
scientific, the Personnel Division
generated several applications
each year, usually for more than
the available number of place-
ment opportunities. The actual
number of placements through
this program has been small.
Several factors have contributed
to this situation. The first and
most obvious is that managers
and supervisors continue to dis-
criminate against hiring minori-
ties and women for certain sci-
entific and technical occupa-
tions because of a basic, and
untested, predisposition to be-
lieve “they” cannot do the job
as well as a man and/or non-
minority.

A second factor is the con-

EEO Liaison Activities Extended
In Seeking Outside Assistance

This past year saw the be-
ginning of a concentrated effort
by the NOAA EEO Committee
as well as the Personnel Division
to reach out beyond the tradi-
tional kinds of liaison activities
to many institutions for help in
overall NOAA EEO Program ef-
forts.

This outreach activity is di-
rected at those minority, female,
public interest and philan-
throphic organizations that can
assist NOAA in indentifying can-
didates or sources for employ-
ment. The organizations in-
volved have, in a broad generic
context, responsibility for im-
proving the status of minorities
and women so that their mem-
bers or clientele can maximize
their individual human poten-
tial.

These organizations may be
divided into the following five
groupings:

1. Subcommittees of profes-
sional scientific organizations
such as the American Meteor-
ological Society, American Geo-
physical Union, etc.;

2. Governmental, education

and private public interest
groups;

3. Fraternities and sororities;

4. Local community action
groups such as United Planning
Organizations;

5. National organizations such
as National Association for the
Advancement of Colored
People, Urban League, National
Organization of Women, Ameri-
can G.I. Forum, and the like.

NOAA EEO program person-
nel interact and participate with
these organizations through:

1. maintaining continuous
contact with the organizations;

2. providing vacancy an-
nouncements and promotional
literature on NOAA and its
staffing needs;

3. attending national, state
and local conferences and con-
ventions of these organizations.
NOAA provides exhibits, per-
sonnel and other promotional
information.

An example of how these or-
ganizations relate to NOAA can
be seen -through the participa-
tion of Bill George, Chief,

(Continued on page 11)

scious policy decision in 1973,
to recruit, select and train
NOAA employees for entry-level
professional, scientific and tech-
nical positions through Upward
Mobility Training Programs. A
third factor, which is only now
being recognized, is that
NOAA'’s specialized recruitment
program has been general in
scope, not geared to particular
vacancies which are anticipated
and not tied in with the change
in the state of the economy over
the past three years.

The EEO and Special Em-
phasis Programs Section staff in
the Personnel Division analyzed
the recruitment program in FY
1976 by examining the direct
cost of recruitment and compar-
ing this with the number of stu-
dents interviewed and hired. As
expected, the cost per hire was
very high and the number of dis-
appointed graduates who were
turned down was also very high.

New directions were needed
to make the recruitment pro-
gram cost-effective and efficient
in zeroing in on specific vacan-
cies as much as possible. On Oc-
tober 13, 1975, Dr. John W.
Townsend, Jr., NOAA’s Associ-
ate Administrator, directed all
Primary Organization Elements
to submit a projection of their
anticipated personnel vacancies
for GS-5/7 entry level positions
for FY 1977 to the Personnel
Division so that recruitment can
be geared to realistic targets.

This approach should assure a

considerable savings in time and
money, and that all persons who

apply and are qualified are going

to be given serious consideration
for specific vacancies as they
occur. Tailoring our recruitment
program to potential openings

will also help NOAA'’s credibili- ¢

ty with institutions of higher ed-

ucation when it becomes known

that we are recruiting people for
real jobs and not just playing the
numbers game. Professional, sci-
entific and technical employees
within NOAA also will be more
involved in recruitment than in
the past and a full-time staff per-
son for recruitment is being
added to coordinate this im-
portant effort to bring Dr.
King’s dream to fruition.

For further information of
suggestions on the college re-
cruitment program, write to Mr.
John Haberlin, AD451 or call
him on FTS 443-8105.



COOperative Education Program Tied To EEO Objectives

Barbara Lachmann

I(\:letropolitan State College

ROmputer Science Major
esearch Support Services

Jim Murashige
:sclt‘ll}gton University
o Tical Engineering Major
e Propagation Laboratory

Mike Taylor

New Mexico State University
Biology Major

Marine Ecosystems Analysis Program

San Jose State University

Meteorology Major

Atmospheric Physics and
Chemistry Laboratory

Cooperative Education is a
program that provides opportun-
ities for undergraduate students
at accredited institutions of
higher learning to alternate peri-
ods of study with periods of
study-related employment in the
Federal Government.

One of the major objectives
of this program is to support
equal employment opportunity
in NOAA by relieving situations
in which recruitment has tradi-
tionally been limited to one sex,
color, or race. While the co-op
program does have these poten-
tial implications for NOAA’s
Equal Employment Opportunity
Program, a much more intense
effort is needed to recruit co-op
minorities and women into the
scientific and technical disci-
plines within NOAA as a part of
NOAA’s Affirmative Action
Plan for Equal Employment Op-
portunity. This objective can be
more effectively accomplished
through the combined efforts of
NOAA managers and super-
visors, program coordinators,
college officials and the NOAA
Personnel Offices. There is a
need to reevaluate traditional re-
cruiting sources which have
proved to be ineffective in the
past. More local minority and
women’s colleges should be con-
tacted and used when appropri-

ate.

It has been determined from
the Cooperative Education FY
76 Annual Report that of the
total number of 250 students
enrolled in the co-op program,
only 18 percent are minority
students. This percentage needs
to be improved during FY 77.

One method is to increase the
number of co-op students from
predominantly minority schools,
including Spanish speaking and
women’s colleges. We’ve recent-
ly improved our rapport with
Howard University, City College
of New York, Pratt Institute (60
percent minorities in the Engi-
neering Program), Lincoln Uni-
versity, and Tuskegee Institute,
and we are now receiving more
applications from these schools.
Nadine Doxey, NOAA Co-op
Coordinator maintains a list of
all students, including minority
and women students, who are
available for co-op assignments.
When a student’s application is
referred to managers, it is ac-
companied by a letter which re-
inforces NOAA’s EEO commit-
ment to hire minorities and wo-
men.

Further measures are being
taken to coordinate recruitment
efforts with other Commerce
agencies in order to provide an
exchange of excess applications.

A stronger commitment of
permanent positions to the Co-
op Program would increase
NOAA'’s credibility by providing
more permanent employment to
minorities and females after
they complete their co-op pro-
gram. This approach is being en-
couraged.

In summary, if managers, co-
ordinators, and personnelists
take a few extra steps, the co-op
program will work effectively to
enhance our mutual goal of
bringing more qualified minority
and women graduates into the
NOAA work force.

Liaison Activities

Special Personnel Programs
Branch, Personnel Division; and
Landry Williams, NOAA EEO
Committee Chairperson, at the
recent Texas State NAACP Con-
vention. NOAA was the only
Government agency with a com-
plete exhibit at the convention;
while Bill and Landry appeared
on panels to discuss NOAA and
career opportunities, and gen-
erally were available to assist
delegates with information on
NOAA and job needs.

There have been many other
similar occasions in NOAA when
both field and headquarter em-
ployees have interacted with

(Continued from page 10)

groups in outreach activities.

NOAA EEO Program officials
plan to involve themselves much
more in the activities of these
organizations in 1977. We en-
courage all interested employ-
ees, managers, and supervisors to
concern themselves with these
organizations as much as possi-
ble at the local levels to explain
NOAA and its career possibili-
ties. Interested persons should
contact either the Special Per-
sonnel Programs Branch,
(AD45), members of EEO Com-
mittees, or local servicing Per-
sonnel Offices.

11
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King’s MasterPlan

Dr. King appeared on the scene in Montgomery, Alabama, when his people were seeking a leader.
He was able to transform a spontaneous racial protest into an awesome massive resistance movement
with a method and an ideology. He had an instinct for symbolic action, and knew how to dramatize
the truth. Essentially, what he accomplished in mobilizing for an all-out assault on segregation, was
to link new methods with traditional techniques of protest. From this thrust, we can see his
accomplishments evidenced through the eight basic components of his master plan. These accom-
plishments are:

1. He was able to move people to resist the evil of segregation in a passive non-violent spirit. He
stated on many occasions when the presence of violence howered near, “We should refuse to
cooperate with injustice.” Positive resistance as exemplified by Dr. King became a powerful personal
and social weapon.

2. He was able to mobilize people to use the power of love in their everyday lives. Violence was
to be avoided at all costs~—resistance was to be peaceful and in a spirit of love.

3. He was able to mobilize people in an all-out fight for first class citizenship. He conducted
training workshops for leadership in the civil rights struggle.

4. He was able to stimulate the legal and legislative fights in the courts and in the Congress by
working through and supporting organizations involved in the civil rights struggle. The monumental
civil rights legislation passed during this era was due to Dr. King’s efforts. His unique ability to mold
public opinion through education helped change internal attitudes of all our citizens.

5. He was able to awaken the churches of the country to fulfill their social responsibilities. He
roused the ministry, especially in the black churches to spiritually and physically help the masses to
plod on in the civil rights struggle.

6. He got people to vote. He was able to use the power of the ballot to bear upon powerful
elected officials.

7. He was able to awaken all classes of people to join in the struggle for equal rights. Through his
efforts, class distinctions were forgotton as all people mobilized for the fight for justice.

8. He was able to prepare his followers for what was to come in a mixed society. He preached
self-reliance and the excellence of human achivement.

Dr. King was able to hold all manner of peoples togetherin a coalition which successfully fought
and won gains in the struggle for an equal and free society.
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