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or . William J . McGill 
Pres ident 
Columbia University 

orr 1 r o r 111< seem 1N 1v 

\ '//\S ll l NG'r O N , O .C. ~070 1 

November 3, 1971 

New York , New York 10027 

Dear Dr . McGill : 

PH£S10E:NT'S Of- rlCE 
COLUMOIA UNl\'Ef?~ fTY 

Executive Order 11246 (Seplemb e r 28 , 1965 ) as amended by 
Executive Order 11375 (October 13 , 1967) e nunciates a national 
policy of equal employment opportunity withou t. d iscrimina.tion 
b e c ause o f race , color , religion , sex or nationa l o rigin and 
sets forth a p r og ram o f equa l opportuni ty £or a ll persons 
employed or seeking empl oyme nt with Government contractors 
and subcontractors . 

On May 28 , 1 968 , the Secret ary of Labor , under authority o f 
Se c tion 201 o f Execu tiv e Order 11246, issue d a revision o f 
41 CFR Chapter 60 which pres c r ibed the obliga tions o f contractors 
and subcontractors who p e rform under Governme nt cont r a c ts subject 
to the Execu tive Order . The s e r egulations b e c ame e ffective 
July 1 , 19 68 , and contain ed a r equirement that any organization 
which employs 5 0 o r more persons and is a\·7arded a Government 
contrac t o f $5 0 ,0 00 o r mo r e after thi s effectiv e date mus t 
d evelop a written a ff i r ma tive a c t ion comp l iance prog r am within 
120 d ays o f such a n award. This r equirement , which is contained 
in Secti on 60-1. 4 0 of the r egula tions , specifically provides t hat 
"a necessary prerequisite to the development of a s ati s factory 
affirmative action program is the identific ation and a n a l ysis of 
problem areas inherent in minor ity employment and a n e v aluation 
of opportunities for utilization of minori t y group personnel" . 
Section 60-1.40 specifies the content o f the eva luation o f 
utili za tion o f minority group p e rsonne l a nd r equ ires the d ev e l­
opment o f "spe ci f ic goa ls and ·time tables " wh e n t h e uti lization 
evaluation reveals d e fici encies. More spe cifi6 s tandards and 
guide lines for impleme nting Section 60-1. 40 we r e issued as 
"Order No. 4" on November 20, 1969, and J a nuary 30, 1 970 (41 CFR 
60-2). -
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In addition to requiring a writt'cn affirmative action program 
ba~ea on a utilizati on analysis and containing goals and time­
t ables , 41 CFR 60 at Section 60-l .7{a ) (3) requires a contractor 
t o "keep employment and other records and to furnish , in the form 
requested , within rcasonnble limits , such informn ion as the 
Director , agency or the cpplicnn deem n rcqsary for he 
administration of he onler 11 • The equal oppor unity clause 
contained in eetch Government contract also comm· s the con­
t rac tor t o furnish information ''for purposes of ·nvestigation 
to ascertain compliance" with rules , regulations and orders of 
the Secret ary of Labor . 

The following is a chronol ogy of the efforts of this Departf:1ent 
and the Office of Federal Contract Complinnce , Department of 
Labor , to secure Columbia ' s compliance with its obligation to 
develop a satisfactor y writ t en affirmative action progra~ and 
to secure i nforoation adequate to determine whether or not 
Col umbia i s otherwise complyi ng wL.h t he rules , regulations 
and orders i ssued pursuant to Executive Order 11246 , as amended: 

Janua ry 31, 1969 

Mr. J oseph F. Leahy , Chief , Cont ract Compliance Branch , DHE~v, 
Office f or Civi l Rights in New York , noti f i ed Dr . H. Houston 
Merr i t t, Dean o f Columbia University's Col lege o f Physicians 
and Surgeons, of his intent to conduct a complia nce revie;·1 
beginning March 4, 1969. The letter included a list of infor­
mati on which he Hished the University to have available when 
the r evi ew began. Included in this lis t wa s "a copy o f your 
written affirmative action compliance progr am .. . " Arrange­
ments for the r eview were confirmed by letter of Fe bruary 19 , 
1969, from Dr. Merritt to Mr . Leahy . Dr . Merritt's l ett er 
indicated that "we have discussed with the University Personnel 
Office the information which you requested and \·1ill have as 
much of this available as possible" . 

March 4, 196~ 

Mr. Leahy arrived on the campus to conduct the compliance review 
and found that only three of the twelve items which he had n~­
quested in his J a nuary 31 letter were available . These three 
items (copies o f purchase order, previously f ile d SF-100, and 
union contract) were only minor data and would not facil i tate 
the conduct of the scheduled review . Signif ican.tly miss ing 
was the written affirmative action program, s tatistical data 
and statements and lists which would pe rmi t exami nation o f 
employment policies and practices such as recr uitme n t , selec t ion, 
assignment, upgrading and promotions , pay, testing and training . 
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N t nly was he information no available in written form, 
but no University official present at the meetings with 
Mr. Leahy , i ncluding the Director of Personnel w~s able o 
verbally provide statistical data or describe the proccaures 
and practices of the University in such areas as recruitment 
and sel ction . Without any of this information it was 
impossible for Mr . Leahy to procc~d with conc!ur ing the rev ie\·1 
or to make any substantive judgment regarding he com-liance 
status of Columbia . 

March 5-26 , 1969 

M~ . Leahy made numerous telephone contacts with Dr. Raloh 
Belford , Vice President for Special Projec~s , in an atlen~t to 
set up a meeting with University officials , including the 
Acting President , Dr . Andrew W. Cordier , to discuss the 
University ' s equal employment opportunity program . All these 
e fforts were unsuccessful . 

March 27, 1 969 

Mr. Leahy sent a s pecia l deliv ery l etter t o Acting President 
Cordier indicating t hat he a nd representativ es of the 
Washington staff , Off ice f or Ci vil Rights , would appear at 
Dr. Cordier 's o ffic e a t 10:00 am on Apr i l 2 to discuss the 
Uni versity ' s equa l employment opport unity program . 

Apr i l 2, 1969 

Mr. Owen P. Kiely, Director, Contract Compliance Division , 
Office f or Civil Rights, and Mr. Leahy met wi th Dr. Cordier , 
Dr. Relford, Dr. Warren F. Goodell, Vice Pre siden t f or 
Admi n istr ation, Mr. T. A. McGoey, Vice Pres ident f o r Business 
Affairs, Dr. Polykarp Kusch, Vice Pre sident and Dean of Faculties 
and Mr. John W. Wheeler, Attorney. This meeting c oncluded with a 
commitment by Columbia officials to pr oceed wi th t he development 
of an affirmative act ion program and to es tablish a record­
keeping system which would provide the bases f or establishrnent 
of the program and evaluating compliance . 

July 9, 1969 

Mr. Wheeler, of the firm Thacher, Prof fitt, Pr izer , Crawley & \food 
wrote to Mr. Kiely on behalf o f Columbi~ out l i ning th record­
keeping plan deve loped by Dr . Cordie r and Dr. Goodell as n 
result of thei r Apr il 2 commitment and r equested Mr , Kiely ' s 
approval. Mr. Wheeler also r equested tha t Mr. Kiely secure 
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,oncur·ing legal opinions from the Office of Pc<leral Conlr~cl 
compliance and the Equal Employment Opportunity Commi..,sJon. 

July 24, 1969 

Mr. Leahy met with University officials, including Dr. Goodell, 
Mr. Robert AdaTils, Director of Personnel and t1r. Wheeler for the 
purpose of discussing the University's progress in implementing 
the 1\pril 2 commitments . dr. Leahy was advised that the full 
implementation of the plan was being delayed pending receipt of 
Mr. Kiely's reply to Mr. Wheeler 's JuJy 9 letter . The written 
affirmative action plan had not yet been dcve oped . 

October 20, 1969 

Mr. Kiely responded to Mr. Wheeler's July 9 letter approving the 
University's record-keeping plan and forwarding to Thacher , 
Proffitt, Prizer, Crawley & Wood , as well as Dr. Cordier, sup­
porting opinions from the Offi ce of the Solicitor , Department 
of Labor, and the Office of General Counsel, Equal Employment 
Opportunity Com.~ission. 

November 12, 1969 

Mr. Leahy contacted the University by tele9hone to ascertain 
the status of the University's affirmative action program and 
was advised that it had not been developed. 

December 1, 1969 

Mr. Kiely wrote to Dr. Cordier summarizing the history of the 
Department's efforts during the period of January 31 through 
November 12 and advised Dr. Cordier that Columbia was required 
to submit a written affirmative action program which conformed 
to 41 CFR 60-1.40 or show cause why enforcement proceedings 
should not be initiated. Attached to Mr. Kiely's letter was 
a copy of Order # 4 dated November 20, 1969, which amplified 
the provisions of 41 CFR 60-1.40 and provided more spe cif ic 
standards and guidelines for developing an affirmative action 
program. 

December 4, 1969 

Dr. Cordier responded to Mr. Kiely's letter stating that "I am 
today setting up a special task force of University officers 
and staff to prepare for me recommendations for action which 
will enable the University to respond to your letter to your 
satisfaction". 
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December 31 , 1969 

or. Cordier submitted to Mr. Kiely the University ' s affirmative 
action program . 

Janu(lry 27, l 9I.Q_ 

!1r . Leahy wrote to Dr. Good 11 informing him of lhe deficiencies 
in the December 31 progrC\m nnr1 recomm ndinr; soeci f ic ac Lions 
which would make the program acccptabJ c . ·1r . Leahy incl i~a ted 
that th2 program \'1as "being accep ed conditionally uoon its 
being str ngthened in the manner described in this letter" . 
These requested amendments were never received . 

January 28 , 1970 through ~ebruary 1, 1971 

!laving accepted the University 's plan, subject to the req estad 
modifications , the Office for Civil Rights asslh~ed the position 
that the co!lU71itments made by the University were being faithfiJl­
ly implemented. The Of f ice received no indication from the 
University that it des ired changes in its plan, that it \·1as 
unable to keep its commitments, or that the plan was not 
functioning as designed. In the absence of the modifications 
requested, however, a second review was scheduled . 

February 2, 1971 

Mr. Joseph W. Wiley, Director, Contract Comoliance Field Coordina­
tio~, DH~W, Office for Civil Rights, notifi;d you that r epre­
sentatives of the Office of Program Revie\v, Off ice of Federal 
Contract Compliance, would be conducting a review at Columbia 
during the period of February 22-26, 1971. Mr. Wiley's letter 
identified specific data which was to be available at the 
cmmnencement of the review, including "a copy of the University's 
equal employment opportunity program" and listings of all 
employees and certain new hires with such inf orma.tion as race , 
sex, position title, pay, etc. 

February 22-26-1971 

Ms. Dolores Symons anc.1 Mr. Bernard Michaels of the Office of 
Federal Contract Compliance along with Ms. Cece lia Rock of 
Mr. Leahy's staff arrived on campus to conduct the compliance 
review. In a meeting with Dr. Goodell and Ms. Beverly Clark , 
Columbia's Equal Employment Opportunity Coordinator, Ms. Symons, 
I'1r. ?·iichaels and Ms. Rock were presented with a com~mter printout 
listing all er:lployees, but failing to classify employees by 
organizational unit or designate their race an0. sex as had 
been requested in Mr. Wiley's letter of February 2. The 
University. \·ras advised that the data was not adequate to 
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ilitate the review and rcgucs cd o reassemble the data in 
[;i1; form specified in Mr . Wj ley ' 's le Lt er. 'rhe rc•ma · nder of the 
fe.l.Jruary 22-26 period was spent con<luc t.i nq inlerviews \•ri th 
employees ancl University officials. When Ms . Symons , '1r . Michaels 
and Ms . Rock left the cam:;:-us on Febr1ary 26 , lhe rC'asscmbled 
data had not been presented to them and hey WArP assured that 
it would be forNarded to them withjn a few weeks . 

March 15 - April 30 , 1971 

Ms. Symons and Mr . Michaels made several telephone contacts 
with Dr . Goodell and Ms . Clark regarding submission of the 
data on employees by organization unit , race and sex \·ihich 
produced no result . On Aori l 30 Mr . Michaels advised Dr . 
Goodell that a "show caus~ " notice had - been withheld for an 
unreasonable period of time and would now be forthcoming. 

June 10, 1971 

.Hr. John L. Hilks, Director, Off ice of Federal Contract 
Compliance notified Mr . Kiely of his determination that the 
review by his staff had l ed him to conclude that Columbia was 
"lacking in an acceptable affirmative action plan " b21sically 
because "Colurabia had f ai l ed to identify their minority group 
employees so that deficiencies could be recognized and 
appropriate goals and ti~etables applied f or corrective action" . 

June 30, 1971 

Ms. Rose E. Brock, Senior Contract Compliance Specialist , DHEW 
Office for Civil Rights, notified you that in view of the 
February 1971 finding by the Office of Federal Contract Compliance 
that you "were lacking in an acceptable affirmative action plan", 
you had 30 days in which, to submit a plan or show cause why 
enforcement proceedings should not be initiated. Ms. Brock's 
letter indicated that to insure that you fully understood the 
requirements of her letter, she had arranged a meeting for you 
with representatives of the New York Regional Office for Civil 
Rights and the Office of Federal Contract Compliance. 

July 9, 1971 

Mr. Leahy and Ms. Rock met with you, Dr. Gooc1ell, Ms . Clark 
and two of your attorneys. Mr. Leahy and Ms . Rock discussed 
in detail the inadequacies of the affirmative action program 
submitted by Columbia on Decer-\ber 31, 1.969, and revie\·1ed with 
you and your staff the specifics which must be incorporated into 
any program which you were to submit in response to Ms . Brock's 
request, if it were to be found acceotable.-.. 

• 
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.July 30 : 1971 

, 11 submi t t ed t o Mr . Kie ly your reply to Ms . Brock ' s June 30 
l tter and a tta ched an affirmative action program dated 
Jul¥ 31, 1971. The program has bQen carefully reviewed by the 
Regio~al Off i ce for Civil Rights , the Headquarters Contract 
Compl iance Division and me . Unfo Lunately, the program does 
not conf orm t o 41 CFR 60-1 . 40 as amolified by ~l CFR 60-2 
"Or der No. 4" and is therefore unac~cptable . 

In sum~ary , despite our efforts to achieve voluntary cornoliance 
the Uni versity has fai l ed to orovide the funclari1.cntal information 
about.its employment practice~ necessary to permit assessment of 
both its s uccesses and deficiencies in ensuring equal em9loy.nent 
opportunity to a l l i ts employees . 

First, the University ' s plan does not contain basic infor~ation 
on existing employmen t patterns ("u tilization analyses") re­
quired by 41 CFR 60-1. 40 and 41 CFR 60 -2 . l l( a ), nor the in-de~th 
anal yses s uggested by 41 CFR 60-2.23. For instance , th2 plun­
does not i nclude a "table of job classifications " which describ~s 
the job titles , principa l dutie s (and ~uxi l iary duties i£ any), 
rate s o f pay, and related inf or mation a s r equi r ed by 41 CFR 
60- l . 40a . This in f or ma tion , of course , r:ms t be obtained by the 
Univers i t y as a fi rst step t oward its analys i s of employ~ent 
practi c e s a ffecting minorities. The plan does i ndicate under 
paragraph IV. A. that you "anticipate compl e tion o f this stu:ly 
for all areas of the University by July 1, 1973." Yet , in your 
Dece.ube r 1969 plan under paragraph IV. C., the University indi­
cate d that "ue expect that position descr i ptions will be 
\·Trit ten for all jobs by J anuary 1, 19721!, one a ncl a hal f years 
earlier than you are nm-1 proposing to complete this i nformation . 
Thus, not only is this information not contained in your present 
program, but the time period allocated by the Univers i t y for its 
completion is much longer than reasonably necessar y , ev e n by the 
University's own prior assessment. 

In addition to the University's failure to provide b asic infor­
mation on existing job categories, your present plan f ails to 
set forth or analyze minority group representation in the j ob 
categories as required by 41 CFR 60-1.40 (b) (1). Nor does your 
plan include a sala ry analysis of minor ity a~d non-minority 
employees as required under 41 CFR 60-l.40(ci.). Wi t h r egard t o 
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1 i y grou representation in University jobs, your pro~r~M 
, '

1t that "by December 31, 19~/ 2, He expect to have cornpJ e Lr~<l 
tliis an lysis . . . " Here again , however , in your December 19G9 
1 gram under paragraph IV. A. the University stated that "by 

January 1, 1971, an extensive examination \·1ill have bee n com-
leted in each subdivision and job category'' , two years earlier 

than you are now proposing to com?lcle the annJysls , and seven 
months prior to submission of your prcqcnt plan . WJth regard 
to a comparative analysis of sa l aries , under paragraph TV . A. 
of your present plc:m you indicate that "salary anolysis should be 
compl_eted by December 31 , 1973." This cJate is more~ than t\·10 years 
fro~ the prese nt, and is clearly unacceptable in vi 0~ of the fact 
that information on pay is among the most basic rc0uireo to ana­
lyze the University's posture , and is essential to a determination 
as to whether deficiencies exist . 

The plan you have presently pro9osed also fails to cont~in an 
analysis of hiring practices for the past year as required by 
41 CFR 60-1 40(b) (2). Paragraph IV. B.of your plan indicates 
that "with respect to supporting staff, we have exanined th~ 
applicant/referral/hire data for a 12-month period. Although 
no i rr.mediate major problei11 areas appear, it is clear that more 
detailed data must be d eveloped . " Your plan goes on to say that 
"the system for gathering and sum.rnarizing data on the flow of 
a~plicants and n ew hires will be refined and developed by 
J;~uary 1, 1972. It will ba expanded to include faculty by 
July 1, 1972." (paragraph IV . A. ) 

The University's Decembe r 1969 program, however, indicated 
under paragraph IV . B. that "interim methods Hill b e devised 
by January 1 , 1971 to gather more complete statistical infor­
mation on applicant racial distribution" and made no distinction 
between such infor;:nation for faculty and non- faculty . The 
University's new proposed plan, while recognizing several 
deficiencies in the "interim method", does not provide any useful 
information or analysis on applicant flow in non-faculty positions 
(as · was to be obtained under the interim method) and proposed an 
additional year and a half delay in implementing a system to 
begin collecting data on faculty a9plicants and new hires. This 
is clearly unacceptable since problems in applicant flow cannot 
be identified or remedied by the Iniversity without this basic 
data. 

In the area of hiring practices, we also note that the plan 
contains no analysis of the Univ~rsity's method of recruitment 
or recruitment sources, nor does the pl-an indicate thu.t the 
University has itself examined these practices for purposes of 

https://v3.camscanner.com/user/download


CamScanner

h'illiam J. .·lcGill -9-

aeterrnining whether deficicncies·m y cxis . The plan also con­
tains no indication that the un·v rs'ty has reviewed or 
analyzed its methods for screening applicants , evaluating their 
skill~, or rating their gualificat"ons , although he University's 
1969 program s ated that "tosl procetlures will br• forrn<'!lized ancl 
analyzed to ensu c th t they are nondiscriminatory" b? January 1, 
1972 (paragraph IV.C.). In this connection, he plan aJso 
contains no indication that the University has revie~cd or 
anal. zed its interview proc dures al~1ough the 1969 progra~ 
stated specifically that "all interviews ... will be formalized 
and analyz---d to ensure that they are nondiscriminatory" by 
January 1, 1972 (paragraph rv .c.). 

Finally, the olan contains no indication that the University 
has revieued ~r analyzed other aspects of "hiring pr act ices 1' 
such as hm·J university officials refer job applicants to 
appropriate university employers; hm·1 related referral procedures 
operate ; how a f ina l selection of job applicants is made ; and 
generally what criteria are used by the University in the areas 
of acad~~ic qualifications , experience factors , skills re­
quirements , and n~lated matters in determining who should and 
should not be employed . 

In a similar area, the plan does not contain "an analysis of 
upgrading, trar-sfer and promotion for the past year'! as r~quired 
by 41 CPR 60-140(b) (3). With respect to pro.!Tiotions, the plan 
indicat:.es under paragraph IV .A. that "the analyses of frequency 
of promotion will depend upon the completion of the new ?ersonnal 
records system" which will be installed by July l, 1973. 
Wholly _. aside from the fact that this proposed records syster:i. 
is unexplained, the University's 1969 plan had indicated under 
paragraph IV.E. that the system would be installed by January 1, 
1972. The reasons for an additional one and a half year delay 
are nowhere articulated. 

With regard to transfers beh1een different jobs, nowhere does 
the plan indicate how minorities and non-minorities ure 
affected by the University's procedures so as to preclude a 
pattern of "dead-end jobs" for minorities while non-minorities 
are more readily transferred into jobs with promotional promise . 
Indeed, nowhere in the plan is there anv indication that the 
University has procedures to guard agai;st discriminatory 
results of this kin~ nor what the procedures are if they exist, 
nor whether the University has reviewed and analyzed the pro­
cedures to determine that they are working pro?erly. Similarly, 
the same inforr.lation is lacking with regard to procedures for 
upgrading employees within existing job classifications 
(although we note that the word "upgrading" is used in the 

paragraph heading numbered VII.). 
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111 each of the foregoing cases , lhe Unjvcrsjty's plan is 
unacceptable in that it fails to idon ·jfy and ana yze for this 
Office basic employment patterns nccC' r;sary for the identification 
of problems and U1e development of appro~riatc> rcrneclles. flore 
importantly, the pl an f CJ. ils to commi L Lhe Uni vc>r si l::y to gCJ. ther 
and ana lyze this inforn1ution so lha.L it cnn ilscJ f. ta)'c:> th~ 
steps necessary lo idcn· ify and cl]minRtc any pr.oble11s Hhich 
may exist. Inst ad, d spile a considcr~blc passage of time to 
date, the Univers iLy proposes to make analyses of fun~A~~n~21 
emplo~ent information only aflcr addiLional, unpx~lalncd , 
exorbitant delays. 

In the absence of the basic employment data discussed abo1e , 
it is, of course, virtually impossible for either the University 
or this Off ice to make any carefully con!:>idcred determination 
as to "wh8ther minorities are being underutilized in any job 
catego~y'' as required by 41 CFR 60-2.ll( a ); whether further 
support data is necessary as required by 41 CFR 60-2.ll(c); what , 
if any, affirmative action is necessary as required by 41 CFR 
60-2.ll(b); and what kinds of internal audits or reporting 
systems would be helpful to the University and this Office in 
measuring the effectiveness of the University's total program 
to ensure equal employment opportunity . 

The University commits itself to a nu~ber of app~rently worth­
while efforts, but in the absence of basic supporting data it 
is impossible for us to judge the commitments even by the raost 
g~nsrous standard, just as it is impossible for University 
officials themselves to understand the meaning of the commit­
ments or enforce them. For instance, the plan states at page 1 
that the University com:nits itself "to intensify efforts to 
recruit females and minority individuals ..• with special 
efforts being made to recruit persons from communities con­
tiguous to the campus ." In the absence of an analysis of 
existing hiring practices , including recruitment sources, it 
is impossible to evaluate the intended or practical effect 
of this statement . 

What existing "efforts" are to be "intensified "? What "special 
efforts" would be used to recruit in communities contiguous 
to the campus? How does the University propose to oversee the 
efforts, and on what basis has the University concluded that 
special efforts should be made in the contig~ous areas? Will 
special efforts in contiguous areas expander restrict opportunities 
for minority employment? The point to ne made here is that most 
of the questions left unanswered by the University's proposed 
plan cannot be answered in the absence of fundamental employment 
data of the kind discussed above. 
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. ·1arly , ve note that the Uni~cr~· has com~'tted itself 
.1 fi1 l. • • • 

;,to make the racial and sexual dis tr JD liu 1mong the newly 
hired employees in all positions ... match a~ closely as 
possible the comparable distribution among qualifl <l aoolj­
cants." Herc again , the ab~cncc of data on applicant ~low 
and ~n~ articulation of the standards or processes by which 
qualifications are mcasu-cd make the effect of this statement 
virtually impossible to evaluate . Nor is there any indication 
as to hmv University offi c ials themselves intend to evaluate 
this corru~itment or implement it in the absence of basic 
employment information and stated hiring criteria . 

In this regard, I should emphasize that our interest is not 
in specifying or determining what constitutraappropriate hiring 
criteria in either academic or non-academic employment 
positions . That is a matter appropriately left to University 
offi cials. Our sole interest is to ensure that hiring and other 
employment critieria are not invidiously discriminatory on their 
face, and that whatever nondiscriminatory standards are chosen 
by the University are implement ed in a nondiscriminatory manner 
through the use of procedures designed by the Unive~sity to en­
sure the integrity of its equal employment opportunity objectives . 

The chronology of events and the evaluation presented in 
this letter illustrate that every effort has been made over 
a period of 30 months to secure the University's com?liance 
through informal means. Since none of these efforts have 
resulted in compliance, I am today referring your case to our 
Office of General Counsel with a recorrunendation that enforcera2nt 
action be initiated against Columbia University to terminate all 
existing Federal contracts with Columbia University and all 
of its divisions, and to debar the University and all of its 
divisions from future participation in Federal contracts . 

In addition, I am notifying all Department of Health, Education, 
and Welfare contracting officers that Columbia University does 
not have an acceptable affirmative action program and is there­
fore not a responsible contractor-bidder for purposes of Federal 
contract awards. I am also notifying the same officers that any 
new contract awards to Columbia must be cleared with this Off ice 
until s~ch time as I can certify that Columbia appears to be 
able to comply with the equal op~ortuni ty cltmse of the 
Executive Order, or until such time as formal enforcement oro­
ceedings are concluded. I am also requesting the Director: 
O_ff ice of Federal Contract Compliance, Department of Labor, to 
issue a notice requiring all other Federal agencies to impose 
a similar clearance procedure. 
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xt you wish to discuss any of the questions we have about 
your present plan, including those set forth in this letter, 
please contact Mr. Owen P. Kiely, Director, Contract 
Compliance Division, Office for Civil Rlghts, Room 3236, 
HEl-1 North Building, 330 Independence Avcnu0, S. t'T. t•7ashington , 
D. C. 20201. .·1r . Kiely may be rcilchec1 by telephone at 
Area Code 202-962-0363. 
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