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I. INTRODUC TION
41 C.F.R8602.10

The University of Wisconsira Crosse Affirmative Action Program has been prepared to meet the requirements of
Executive Order 11246, as amended, and more specifically to comply with its implemiatitang,rstaundards, and
guidelines as set forth in 41 CFR Chapter 60: Equal Employment Opportunity, Office of Federal Contract Compliance
Programs, and U.S. Department of Labor. In addition to women and racial/ethnic minoritied, tifird\Ative

Action Program includes persons with disabilities protected under the Ridralitt of 1973, the Americamish

Disabilities Act, and the implementing regulations set forth in 41 CFR Chazéraid 741; and disabled veterans

and veterans of the Vietnd&ra under the Vietnam Era Veterans Readjustment Assistance Act of 1974.

Affirmative Action requires employers to do more than ensure employment neutrality for women, racial/ethnic
minorities, and persons with disabilities. As the phrase implieatieffiattion requires the employer to make
additional, positive efforts to recruit, hire, and promote qualified members of underutilized groups, even if their
underutilization cannot be traced to particular discriminatory actions on the part of the eiffiloyative Action is
premised on the belief that unless positive action is undertaken to overcome the effects of prior exclusion and
discrimination, even colblind and gendeareutral employment practices may perpetuate the underutilization of
gualifed women and racial/ethnic minorities indefinitely.

Consistent with the expectations specified by the Office of Federal Contract Compliance Prograins, the UW

Affirmative ActiorProgranb ut | i nes t he wuniversity?os playoantrandtecneation, t o equ
analyzes the campus workforce by job title and group, identifies those areas of the university in which women and
racial/ethnic minorities are currently underutilized, and establishes goals to correct underutilization foupny job gr
Thisprograma | so notes progress toward the goals identified i
recommends actiarriented initiatives designed to eliminate those problems, and to attain established goals and
objectives.

The2011 UW-L Affirmative ActiorProgranmwasprepared bZarmen WilsqrPh.D., Affirmative Action Officém the
Office of Affirmative Action Incumbency data was provided by the UW System Office of Equal Opportunity
Compliance and Policy Studies basegthta provided by the UlWHuman Resources Office and Financial
Administration Office for employeatsthe university ddovemberl, 2010 UW-L utilized the Peopleclick AA Planner
Affirmative Action softwarprogranto generate availability data, jolugrand underutilization analyses, and goals for
any job group where women or racial/ethnic minorities are underutilized.

Questions about the University's Affirmative Action Program or policies should be diBact€drimen Wilsqn
Affirmative Action Gfice,13® Graff Main Hall, UMLa Crosse, WI 54601, (608)-8881.
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II. CHANCELLOR'S STATEMENT ON
EQUAL EMPLOYMENT OPPORTUNITY POLICY

The University of Wisconsira Crosse is totally committed to a program of equal opportunity for all faculty, academic
staff, classified staff and students, and will actively carry out all federal and state regulations and executive orders. No
person may be denied employment or related benefits or admission to the University or to any of its programs or
activities, eithieacademic or nonacademic, curricular or extracurricular, because of race, color, creed, religion, sex,
gender identity or expressionarital status, age, ancestry, disability, veterans status, national origin, sexual orientation,
relationship to othem@ployees, arrest or conviction records, political affiliation, religious practice, or memberships in

the national guard, state defense force or any other reserve component of the military forces of the United States or the
State of Wisconsin.

The Univesity of Wisconstha Crosse Affirmative Action Program of nondiscrimination imposes an obligation to
eliminate all past and present effects of discrimination and to correct underutilization of women and minorities at all
levels of employment and in alldseaic programs and activities within the University. Individuals with disabilities are
protected under the appropriate laws and policies for equal opportunities. All employment policies, practices and
procedures for discrimination based on race, agligion, sexgender identity or expressinational origin, age,

ancestry or physical handicap are periodically reviewed and remedial actions taken to correct such discrimination if
found to exist. The University will take responsibility to enhangeavgus member's awareness of the policy
requiring equal compensatiorcdit for comparable work and for equal opportunities for merited advancement for all
faculty, academic staff, classified staff and students.

Equal employment opportunity is alegocial, and economic necessity for the University of Wideasiwsse.

Although ultimate responsibility for compliance rests with the Chateatgiement this poliaffirmative action

must be continuous and aggressive and requires personahemts of all University adnsirators, faculty and staff.

The Chancellor will annually report such progress to the UW System President and Wisconsin Division of Affirmative
Action. Supplemental policies and procedures will be adopted as needesl tteeeswccess of the University's

Affirmative Action Program, which is monitoredbyCarmen R. Wilson, Affirmative Action Offiogho reports

directly to the Chancellofhe affirmative actioofficershould have an adequate budget and suppotbstadtt

institutional needs.

Realistic goals for the hiring of minority individuals antewavillbe established annually. Recruitment and hiring will

be continuously monitored to ensewvery good faith effois maddo achieve thoddring goalsThe University also

realizes the need to take affirmative action as necessary to achieve equal opportunity and affirmative action principles in
all areas of employment practices, including but not limited to recruiting, interviewing, hiring, transéers,promo

training, compensation, benefits, layoffs, terminations, retentions, certification, and testing. In response tean employee’
request for religious accommodation and/or handicapped accommodation, efforts will be made to make reasonable
accommodatiowhere possible. For represented employees, such accommodation will conform to the current labor
agreement. The University also seeks to further equal employment opportunity with those outside the University with
whom we deal by use of equal opportutétyses in all contracts.

Harassment by supervisors oinarkers because of race, color,gexder identity or expressioational origin, age,

ancestry, disability or other protected status is an unlawful employment practice prohibited bgitiie Siniiarly,

retaliation against a person who files a discrimination complaint is also a form of discrimination and is prohibited.
Harassment based on any protected status in service delivery or iggtdestbrelationship is also prohibited.

Therefore, the University will make every effort to prevent and eliminate harassment. The complaint procedures
provide for bypassing the immediate supervisor if the supervisor is involved in the alleged discrimination or harassment.

The University in acatgince with Section 86.9 of the regulations implementing Title IX of the Education Amendments

of 1972 gives notice that it is the policy of the University of WistarSiosse not to discriminate on the basis of

gender in admission to any education prograactivity administered by this institution. All University personnel
responsible for any phase of advisement, counseling, guidance, or placement of students will refrain from the use of, or
reference to, semr raceoriented stereotypes. This poéigiends to employment as well as admission to programs and
activities.

In accordance with Section 105 of the Americans with Disabilities Act of 1990 and with Section 84.8 of the regulations

5
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implementing Section 504 of the Rehabilitation Act of 1@73nthersity gives notice that it is the policy of the

University of Wisconsima Crosse not to discriminate against qualified individuals with disabilities. Reasonable
accommodatiorfer persons with disabilities will be provided in accordance withlioyrtp ensure equal access to
employment and benefits. Such notice is also containetd mviesity of Wiscédussibrosse Employee Handbook:
Information for Faculty, Classified, And AcadémycgBsfions or complaints concerning possibtsmpliance with

Titles VI and VII of the Civil Rights Act of 1964, the Equal Pay Act of 1963, the Age Discrimination in Employment
Act of 1967, Sections 503 and 504 of the Rehabilitation Act of 1973, The Americans with Disabilities Act of 1990,
ExecutiveDrder 11246 and Executive Order 28, or Chapter 230 of Wisconsin State Statutes and all other applicable laws
should be directed @armen R. Wilson, Affirmative Action OfficBhese procedures include a provision for the
complainant to bypass the imnagglisupervisor if the supervisor is involved in the alleged discrimination or harassment.
A copy of complaintrpcedures is available fr@armen R. Wilsod,®2 Graff Main Hal

Additionally, in accordance with the University of Wisconsin System Eplaginkamt Opportunity Policy,

UW-La Crosse gives notice that it is committed to maintawiiigea affirmative action planaéiable to the campus
communityto making summaries available for distribution and publication; to prepearigHirmatve action

report that includes analyses of progress and specific corrective actions necessary to meet goals and objectives of the
plan;to establishing and maintaining an affirmative action comanitte¢her relevant committees; to distributing the
Affirmative Action Program and relevant policies throughout the University community.

While this statement of policy is derived partly from state, federal, and University System guidelines, its overriding
emphasis is on the moral and social responsibilitg tfrtiversity for fair and equal treatment of all.

R

APPROVED: Joe GowPh.D.,Chancellor
March2011

Presence of the Chancell ords signature above establishi
document as official University of WiscohsirCrosse policy.
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Il . DISSEMINATION OF THE POLICY
41 C.F.R8602.21

Internal Dissemination of the UMequal employment opportunity policy:

+ TheChancellor's Policy StatememtEqual Opportunitis printed in th&niversity of Wisid.a Crosse

Affirmative ActioroBrarwhich isavailable online (without Appendicesitiat// www.uwlax.edu/AAOD/. A

hardcopy of th&JW-L Affirmative Action Progreith Appendices) is available in thed®fif Affirmative

Action, Room 132 of Graff Main Hall, and on reserve in Murphy Library. All campus employees are notified of
the availability of the program through a camidis email from the Affirmative Action Officém.addition,
employment policeeand procedures for faculty, academic staff and classified staff are available via Internet on
t he Human Re s attpy/venevsivilax.ede/br/ Analyidged version of the UWequal

opportunity policy iposted on bulletin boards in every classroom buildinks to he UW System Board of
Regents and the UWSexual Harassment Policy Statements, thie Affifmative Action Grievance

Procedures, the UW System andlURblicies on Students with Disabditidie UWL Policy Statement on

AIDS, and the UW. Policy on Accommodation of Religious Betiefsall be found on the Human Resources

web pageslin addition, all of these documents are available via Internet on-thaftiWviative Action web
pagehttp:// www.uwlax.edu/AAOD/.A statement of equal opportunity is printed inJhiersity of Wiscensin

La Crosse UndergraGataéng0(®-2011

+ TheEagle Ey@ttp://www.uwlax.edu/studentlife/eagle_eye.htmpublication prepared for and distributed
to students annually, publishes University of Wisconsin System-anubliiés related to equal opportunity

and discrimination, includingthe UWSt em pol i cy on OEqual Opportunitie:c
Board of Regents on April 12, 1974 and amended on C
discriminatory conduct (adopted October 1988), th& UW 0 Al DS Po lthe®WL Sb ¢ emaint , 6

Harassment Policy and Hearing Procedures: Conduct S

of Regents in February 1982 and revised in February 1992), ane th8tudgnt Grievance Policy and
Procedur es 6 t Voketby fiing a cbmptaintsor gneavance ialleging discrimination based on a
prohibited factor.

+ Intermittent reports on affirmative action are publishédein the university newslett&ampus Connection
Topics have included updates on the Affirmaiistion Program availability, new hires reports, sexual
harassment, grievance summary data for the institution, and other relevant topics of interest to the campus.
The Affirmative Action Officaalso supplies data upon request to various campus cospinitteding the

Joint Minority Affairs Council Wo me n 8 s A dGampue ClimateCoundilecGender Equity in
Athletics Committeeand governance groups.

+ Affirmative action is an integral component of the recruitment and hirirgsgovaentassified employees.

The affirmative actiooffice® s a ut h or i z afduis@ages in the recraigmanit anc: hifinggpttocess.

Each search and screen committastmeet with the affirmative action offie¢the beginning of the

recruitment procesandprior to obtaining access to PeopleAdiiN-L &recruitmensoftware At this

ocharging meexphagivs tthlee AM®i ver si ty desewstherhinigt ment t o
goals of the unit angrovides resources and tips designeditomive the success of the search, in other

words, to attrac large and diverse pool of highly qualified candidates and to hire the very best person in the

pool. Next, the AAO must approve tlieR e c r ui t me n subntitfed by the S&S CHaiawhen

requesting posting approvidie Recruitment Efforts Plann c 1l udes t he department/ unit
hiring goals and recrmiént methodsadvertisement textie composition of the search committee; and the

position description, selection criteaia] search procedures adopted by the committee for evaluating

candidates. All job advertisements posted on the main web portatfaripwbyment contain ttiellowing

statement

OUW-La Crosse is an affirmative action/equal opportunity employer.delgasethe Search and

Screen Committee if you have a special need/accommodation to aid your participation in our hiring
process. Employment will require a criminal background check. A pending criminal charge or

conviction will not necessarily disqualifyapplicant. In compliance with the Wisconsin Fair
Employment Act, UW. a Cr osse does not discriminate on the


http://www.uwlax.edu/AAOD/
http://www.uwlax.edu/hr/
http://perth.uwlax.edu/AAOD/
http://www.uwlax.edu/studentlife/eagle_eye.htm

University of WiscoAsarCrosse
Affirmative Action Plan
Marct2011

If cost is a factor for print ads, this statement may be shortened, but only with prior appraféitmitinee
action officer and at a minimum must containthe wordsn A A/ EEO empl oyer . 6

In addition, sarch &creen committees are encouraged to include in their advertising text a strong statement

of our instituti onds rsityaahdiaa incusive anminmend. reoflowing@ent t o di
examples of statements UWas crafted for this purpose. The committee or hiring unit ménesseas a

guide or develop their own.

OWe seek a coll eague who shar gyandwhoavilbdeeapart ment ds
dedicated teacher, active scholar, and mentor for students with diverse backgrounds, preparation, and
career goafs.

OWe are an inclusive learning community that values varying perspectives that come with diverse
faculty, staff andwgdent populations.

0 W-La Crosse igroud to be an equal opportunity employ®e strive taecruit, develop, and
retain the most talented people from a diverse candidate pool, and we encourage applications from
persons with varied backgnols and pepse ct i ves . 6

The affirmative action officauthorizes candidate interviews (after reviewing the applicant list to verify that the
search attracted a suffitigmliverse pool of applican@idlastly the AAO approves thextension of offers to
successficandidates.

Each stage in this process provides an opportunity for ongoing dialogue between the affirmative action officer,
deans, department chairpersons, unit directors, and other faculty and staff. These procedural and substantive
discussions ametended to sensitize more members of the university community about the meaning of
affirmative action, the universityods | egal and mor a
job groups where they are currently underutilized, avidurad responsibility for effective implementation of

affirmative action at U\a Crosse.

+ The affirmative action officer guest lectures in classes and before student groups on affirmative action,
reverse discrimination, sexual harassment and atkerrated to equal employment opportunity and
campus climate.

+ When photographs of employees or students are included in university publications, minority and non
minority men and women, as well as individuals with disabilities are featured.

+ All canpus employees are notified of the availadiliiyeof The University of Wisconsira Crosse
Affirmative ActioroBrarfwithout appendicea)http://www.uwlax.edu/AAOD/ and that hardcopies the

plan (with apendicesareavailabléor viewingat the Reserve Desk in Murphy Librarthe Affirmative

Action Office 132Graff Main Hall.Hardopies of the plan without appendices may be requested from the
Affirmative Action Office

External Dissemination ofdtUWL equal employment opportunity policy:

¢Al'l correspondence from the Affirmative Action Off
Opportunity Employerdé beneath the university addres

+ All prospective employees are made aware ofthevue r si t yds affirmative acti on
to equal employment opportunity when they first search or apply for employmedht athé/following

statement appears on the WWeb portal for Employment listing all vacaneiesvell as onetapplication

for employmentd U Wa Crosse is an affirmative action/equal opportunity employer. Please contact the

Search and Screen Committee if you have a special need/accommodation to aid your particiédiog in our
process. 0


http://www.uwlax.edu/AAOD/
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All individuals jgplying for positions at the universitygven the opportunity to completuntary

demographic data during the online process which asks applicants to specify their racial, ethnic, veteran,

handicap and citizenship status, as well as their gendetrat they are over 40 years of age. This request

is preceded by the foll owi nglLa€rbsaetissccomenittéeditoequalThe Uni ve
employment opportunity, regardless of race, color, religion, national origin, sex, marital stapaseatge

or handicap/disability. To assist the UWffirmative Action & Diversity Office in meeting the university's

EEO objectives, please complete the following information. This information is being requested on a voluntary
basis; refusal to prioke it will not subject the applicant/employee to any adverse treatment. EEO information

wi || be coll ected separately from the application a

¢The universityf6s EEO pol i c gllrdcrsiting sources stimuldtingtmt wr i t i ng
women and minorities must be actively recruited and referred for all positions listed.

+ The equal opportunity clauses found at 41 BE.R0-1.4, 62505, and 667415 will be referenced in all
purchase orderngases, and contracts covered by Executive Order 11246, as amended; the Readjustment
Assistance Act of 1974; and the Rehabilitation Act of 1973.

¢This policisc o mmuni cated in writing to minority and womer
communityleaders, and secondary schools.

¢Subcontractors, vendors and suppliers receive writ
opportunity policy that requests appropriate action on their part.
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IV. RESPONSIBILITY FOR IMPLEMENTATION
OF THE A FFIRMATIVE ACTION PROGRAM
41 C.F.R§602.17(a)
Chancellor

The chancellor of the university assumes ultimate responsibility for the success of the AffirmativerAantion Prog

Final local authority for all hires, promotions, transfers, salary increases, and terminations rests with the ehancellor. Th
chancellor has delegated specific responsibility for furthering equal employment goals with respect to contracts and
purchaes outside the university to the vice chancellor for administration and finance and the director of purchasing.

Provost/Vice Chancellor

As chief academic officer of the university, the provost/vice chancellor is charged with the responsibility for
coordnating and supervising the development of educational programs for women, minorities, individuals with
disabilities, and the educationally disadvantaged at the University of Wsconsise and for monitoring all ongoing
programs to assure relevanut effectiveness. The provost/vice chancellor coordinates these activities with system
wide counterparts and with the Office of the Senior Vice President for Academidi\Heulgion, the provost/vice
chancellor, with the assistant chanc&lideanof student@and the associate dean for campus climate & djvsrsity
responsible for implementing the UW System Inclusive Excellence plan.

Assistant Chancellor & Dean of Students

The assistant chancellor and dean of students is charged with tisébitypaf leading the units included in student
development and academic servidé® assistant chancellor and dean of students, with the provost/vice chancellor
the associate dean for campus climate & diyessigponsible for implementing thw System Inclusive Excellence
plan.

The associate defam campus climate and diversity reports to the assistant chancellor and dean of students and oversees
the Campus Climate Office, the Office of Multicultural Student Services, Disability Resdoesg the PRIDE

Center (for GLBT students, faculty and staff), Student Support Services, and Upward Bound. The associate dean is
responsible for the coordination of efforts to improve diversity across campus based on the Equity Score Card and the
Canpus Climate Survey results.

Executive Director for Human Resources

The executive director for human resources (HR) is charged with the responsibility of integrating all campus human
resources functions; monitoring the hiring, retention, promotionname pmlicies of the university; developing,
implementing and evaluating orientation and mentoring programs for new hires, as well as professional development
plans for current employees that allow for individual diversity.

The Office of Human Resourdess responsibility for facilitating the recruitment and hiring process of faculty, academic
staff, and limited term appointments. In addition, HR is responsible for ensuring that all personnel actions affecting
classified employees comply with policidgpeocedures set forth in the Affirmative Action Program of the University

of WisconsirLa Crosse. This includes, but is not limited to, assisting in analyzing the employment status of women,
minorities, and individuals with disabilities, and estaipligtats for the hiring of women, minorities, and individuals

with disabilities in the classified service as well as authorizing the use of Expanded Certification when filling classified
vacancies. HR is also responsible, moreover, for the administiagitatiive bargaining contracts.

Affirmative Actim Officer

The chancellor has delegated leadership responsibility for developing, recommending, monitoring, reviewing, and
disseminating affirmative action policies and proceduresifirthetiveaction officer, who functions as the university
compliance officer. In additidhe affirmative action officexresponsible fathe coordination ddffirmative action
planning, developent, and trainindADA; and faculty and staff equal opportunity trgimirtluding training workshops

on disability, gender and racial/ethnic discrimination, sexual harassment, and Title IX.

10
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Thedfirmativeaction officer reports directly to the chancellor and, in this capacity, recommends and monitors
compliance with pigies regarding affirmative action and equal opportunity, and recommends corrective measures in
instances of neoompliance. Thaffirmative action officés responsible for preparing a number of AA/EEO related
reports, including the annual tWAffirmative Action Program, théW-L Affirmative Action/Equal Employment
OpportunityPlan (submitted to theffice of State Employment Relations [OSER]{d other miscellaneous

compliance reports. Théffirmative action officalso consults with other campucet on the compilation of data

and preparation of other reports related to affirmative action or equal employment opportunity.

Specific responsibility for Title IX, Section 504, and ADA rests witfiithmative action officerResponsibilities
incluck coordination, implementation of all policies, and staff training of Title IX and Section 504/ADA compliance
efforts and investigation of any grievance or complaints based on these statutory requirements.

Specmcally the affirmative actadficerhasthe following duties:
Analyzing the present employment of women, minorities, and persons with disabilities for compliance with the
uni versityds affirmative action pl an

' Working cooperatively within the campus community to coordinate the estabdisdmeontitoring of goals
and timetables for the hiring and promotion of women and minorities

' Assisting departments and units including HR, in developing salary, award, admission, recruitment, and
promotion policies and procedures to ensure equitalheetnéor women, minorities and individuals with
disabilities, as well as compliance with federal and state regulations

' Receiving, investigating, and resolving or otherwise recommending to the chancellor the disposition of

discrimination and sexual hamasnt complaints by students, faculty, and staff

Initiating proposals for new or revised affirmative actlated policies

Serving as the chancell ords spokesperson on affir ma

university officesroaffirmative action issues

' Conducting exit interviews with staff, including minorities and women, leaving the institution to determine their
reasons for leaving

' Chairing or serving as the chancel | olatdd$o affirmgiivee sent at
action, equal opportunity and diversity issues including the Equal Opportunity/Affirmative Action Council

' Developing an aggressive and innovative recruitment program to achieve a diversified faculty and staff and

assisting with theearch and screen process

Developing, arranging and/or conducting educational programming and/or training sessions for faculty, staff,

and students aimed at identification and prevention of discriminatory treatment

Preparing annual reports includingRlred er al Af fi r mati ve AAaffrmmative PIl an, St g

Action/EEO Plan,Civil Rights Compliance Platx.

' Serving as the Title IX, and Section 504 Coordimatod al so as a member of the Ch
Management Team

' Serving athe ADA mordinator

Deans and Division Heads (Academic Deans, Assistant Chancellors, Associate Vice Chancellor)

The deans of the colleges and division heads are responsible for the implementation of the affirmative action program
within their unit and within allvisions or units reporting to them. Thus, deans and division heads are responsible for
collecting data required by thffirmative Actiorffice for monitorilg the affirmative action program, maintaining

equitable hiring and promotional practices wageermination practices and policies for nondiscrimination,

maintaining salary equity, creating and maintaining a working environment free of discrimination and harassment, and
for providing accommodations to employeidds disabilitiesr who argregrart.

The deans of the colleges and division heads are expected to take a leadership role within their respective colleges and
divisions for both equal opportunity and affirmative action. Thus, they are responsible for annually reviewing unit and
departmeat criteria for hiring, retention, salary, and promotion to ensure that all criteria are legitineddéddjahat

criteria are applied consistently regardless of race, sex, age, color, religion, marital status, national origin, handicap,
veteran's atus or sexual orientation, and that no criteria are applied that deliberately exclude or have the effect of
excluding women or members of minority groups. The deans and division heads are required to monitor the
recruitment processes and to ensurehbairinciples of nondiscrimination have been applied in the final selection

process. This includes careful assessment of candidate strengths and weaknesses.

11
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They are further responsible for making their colleges and divisions aware of the implecptalrgpportunity and

affirmative action, playing a leadership role by assisting departments and units in developing recruitment plans which
include formal advertising activities (journal advertising, notice to professional associations) andvitfesmal act

(building informal networks of trusted colleagues knowledgeable about women and minorities), assisting in analyzing the
employment status of women and minorities in the college, and assisting in establishing realistic and timely goals for the
hiring and promotion of women and minorities. Additionally, they are responsible for monitoring and evaluating the
progress of departments in accomplishing such goals.

Search and Screen Committees

Search and screen committees are responsible for makicigleeffort to recruit minorities and women, for ensuring
that individuals with disabilities and veterans are appropriately recruited and hired, and for providing reasonable
accommodation for individuals with disabilities in the hiring process. S@amben committees are further
responsible for establishing fescriminatory selection criteria before reviewing candidate files, as well as for
conducting selection interviews in a nondiscriminatory manner. Chairs of search and screen coremuiiteestare
document affirmative action efforts.

Department Chairpersons and Unit Directors

Specific responsibility for ensuring that students are guaranteed equal opportunities in all programs and activities is
shared by the faculty and staff involwedt responsible for, a program or activity. Department chairpersons and unit
directors are charged with responsibility for ensuring that their departments and units comply with all affirmative action
and recruitment procedum@stlined in the Unclassifl Recruitmerearch and Screen Procedwhbih appear in

Appendix A.

More specifically, department chairpersons and unit directors are responsible for:

1. Obtaining approval from their deans to recruit for a vacancy
2. Preparing and securing #mprovals for the position vacancy descriptions, with an appropriate deadline date
that allows aggressive recruitment of underrepresented groups
Preparing a Recruitment Efforts Plan for approval by the affirmativeoffatenprior to posting or
advetisingany recruitment
Sending vacancy description forms to organizations and colleagues acting as contacts for women and minorities
Advertising the vacancy in appropriate professional journals and in job registries of disciplinary associations
Developing a network of persons knowledgeable of women and minority candidates
Ensuring that women, minorities, and individuals with disabilities are among the candidates to be considered,
and documenting the efforts in this regard
Maintainng a list of all recruiting contacts made for a vacancy
Maintaining allequiredapplicatiormaterialseceivedutside of PeopleAdmifar a particular vacancy for the
required number of years, per records and retention policy, after that vattadcy is f
10 Obtaining approval from the affirmative action officer to schedule interviews with candidates
11 Conducting a nondiscriminating interview folloBief Guidelines for Contemporary Employment
Interviewing Appendix B)
12 Obtaining approvafsom the affirmative action officer and provost/vice cHemmc# requiredprior to
making a job offer
13 Assisting in analyzing the employment status of women and minorities within the department or unit, and in
establishing departmental or unitgaal timetables for the hiring and promotion of women and minorities

w

No ok

© @

Faculty, Academic Staff, and Classified

All faculty, academic staff, and classified staff are responsible for complying with the policies and procedures set forth in
the Affirmative Ation Program of the University of WisconsnCrosse.
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V.PROGRESS TOWARDS LAST YEAR®8S GOALS
(41 C.F.R§ 60-140(c))

This section identifies progress taligoals establishedtlie 2010Affirmative Action Program to hire women and
minorities in job @upings where availability and utilization data refteetettiey were underrepresented atlUW

Concerns:Before examining the data in tabular and narrative formats, it is appropriate to identify several problems with
the data that made chartinggress somewhat difficult and whietalerscore the need for caution in interpreting
Table 1.

+ In the instructional academic staff and faculty categories, thesldasgd on colleges rather than

individual departments within the colleges on the préraidarger units are necessary to produce statistical
validity. Therefore, the data for colleges, for both instructional academic staff and faculty were analyzed to the
extent the other job groups were. By using aggregate data, moreover, a cdimgenmagderutilization of

women and/or minorities yet have one or more departments with no faculty from either of these groups,
despite their known availability.

0Goal 6 as useldabilne tehiisd esnetcitfiioens: a n n u aby both@ peecéntagefamdran Un d e r 1
actual number. AA Planner equates availability of women and minorities with the hiring goal for each protected group.
This percentage is the o0goal 6 used bot h inrestablishingt i ng pr «
hiring and placement goals based on this yeards dat a.
would need to be hired to attain this percentage goal, it is necessary to subtract the percentage of women or minorities in
theoparticipationd columh ¢@dembghapbftectsa thatagpbdbbalbr dWp
specifies the percentage that would reflect full utilization of women and minorities shown to be available in the relevant
labor pool.

Example:(see Tablé (paget0). In job group 21 (michanagement), the curtennual goal for women is
57.9%, based on their availability. Sthee ares3 employees in that job groupings thould equate to a
goal of30women under the whole persoleruSice AA Planner has identif@sifemale miemanagerdive
additional female placenmsnbud be needed to achieve #1e% affirmative action goal for the job group.
Similarly, AA Planner indicates that minorities are underutilized in-tharagémengroup. There are
currently9.4%6 (5) minorities in that job grougespite an availability189%. AA Planner sets a goal of
199% minorities, wich would bdive additional minorities (using whole persor) mila job group comprised
of 53empoyees.

Charting Progress toward Go@lsie way t o chart the wuniversity®ds progress
is to note changes in any job group for which hiring/placement goals for women and/or minorities have been
establishedln Table 1, the first three columns show the numbers of minorities, women and totaésrimpéach job

group on11/1/09. The nexfourc ol umns show the percentage goals identif
where minorities and women werearntilizedand the actual number of placements needed to meet thas goal
indicated by AA Planner. The final three columns show

within each job group, usimgumbency data fa1/01/10 Thi s sap@s hot 6 approach focuses or
single date (November 1 of each year), and does not reflect the numbers (or demographics) of employees who may have
been hired and left the university within the plan period. Itis also important to remémbertha r y o pl acement
not necessarily reflect one additional employee, because minorityafectaieted in both the incumbency and the

placement data reported in this table.

Any job group for which goals for women and/or minorities were setdhat stdecrease in the number of women
and/or minority incumbentsn 11/01/10 (indicatedn Table 1 by placement figures in parentheses), has not made
progress toward these goals, and in fact, may now be even further from attaining them.

Some position eancies were filled with employees in other job groups; e.g., faculty positions filled with instructional
academic staff or classified positions filled with limited term appointments. While these appointments may provide
greater budgetary flexibility ytlugten reduce the ability of the institution to achieve its affirmative action goals, since
many of these positions are filled following local or regional, as opposed to national searches. Thus, despite good faith
efforts, some of the goals were noirathin the past year. However, with the graying of our faculty and staff, there

will be substantial opportunity to increase diversity within certain job groups in future years. This is discussed in more
depth in Section X, Identification of Problem Area
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Table 1: Progress Toward Last Year's Goals

(41 C.F.R. § 60-140 (c))

Incumbents on 11/1/09 20002010 AAR 2009 2000 AAR Placements as of 10/31/10
Annual Goals Annual Goals
Job Group Total |Total Min.| Total % Goal | % Goal |Placemen{Placemen{ Total
Incum. Females |Minorities | Females Goal Goal Place.
Minorities | Females
01 Admin/Spt 58 1 39 5.7% 2 &
02 Technidans 47 1 27 5.6% 1 3
03 Lib/Sr Clerical 71 1 66 5.9% 3 4
04 Gen Clerical 40 1 36 95.1% 2 2)
05 Construction 9 0 1 1
06 Mech/Rprs 24 0 1 4.6% 1 1
07 Mat/Skifd 14 0 1 8.4% 30.1% 1 8 0
08 Unskilled 72 10 15 28.7% 5 5)
20 Senior Admin 9 2 4 59.2% 1 0
21 Mid Mgmt 50 6 25 19.5% 56.9% 3 3 3
22 Res/HIth 10 0 6 22.7% 2 2)
23 St Spt Srv 67 9 32 20.3% 63.8% 4 10 1
24 Other Prof 93 7 56 19.8% 11 5
40 IAS: BUS ADMIN 18 2 11 4
43 IAS: LS 92 6 51 7
44 |1AS: SH 84 1 54 5.0% 3 1 0
50 FAC: BUS ADMIN 39 8 10 27.9% 39.5% 2 5 0 0 3
53 FAC: LS 144 21 71 20.2% 56.7% 8 10 6 4 5
54 FAC: SH 127 22 41 19.0% 42.6% 2 13 4 0 3
55 FAC: LIBRARY 8 0 8 17.5% 67.5% 1 2 0 0 1
119 Chancellors 1 0 0 -
TOTALS 1077 98 550 34 8 16
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VI. WORKFORCE ANALYSIS'ORGANIZATIONAL PROFILE
41 C.F.R§ 60-2.11

Determination of the existence or absence of fair representation of women and minorities-iratGeddye

workforce is assessed by comparing their representation (the myphdyerceat each level at the institution) with their
estimated availability, based on appromadi@nal, state, and local data. This is accomplished in four steps: 1) the

current workforce is analyzed; 2) each job title is placed into a job ghmuayaijability of women and minorities in

each job group is calculated; and 4) incumbents within each job group are compared with estimates of the availability of
women and minorities for each job group.

Workforce Analysis/Organizational Profile As defined in 41 C.F.B60-2.11 a workforce analysis is a listing of

each job title as it appears in applicable collective bargaining agreements or payroll records, ranked from lowest to
highest paid within each organizational dmi& Peopleclick Affirmative Action Planning Software program (AA
Planner) is used to provide the campus with a federally compliant workforce analysis.

TheWorkforce AnalfBiganizational Pr@ilenmary included in this section. The more detserkforce
Analysi®©rganizational Prdifitakepartment appears in Appendix C. This Analysis lists each job title in each department
or similar unit; the total number of incumbents in each job title in each department; the total number of minority group
incumbents; and the total number of female and male incumbents in easi fefdtelly defined racial/ethnic

groups with the addition of a seventh category for persons of two or more races Havgyrposes of this Plan,

minorities aréndividuas who seHdentifyasHispanic or LatincAmerican Indian or Alaskan Native, Asian, Black or
African AmericarNative Hawaiian or Oth@&acific Islander according to the follovwedgral definitions:

Hispanic or Latin® A person of Cuban, Mexicangfo Rican, South or Central American, or other Spanish
culture of origin, regardless of race.

American Indian or Alaska Nafivé persorhaving origins in any of the original peoples of North America
and South America (including Central Amesiba)maindirs cultural identification through tribal affiliation
or communityattachment

Asiarii A persorhaving origins in any of the original peoples of the Far East, Southeasth&siadian
Subcontinentincluding, for exampléambodia, China, India, Japgdorea, Malaysia, Pakistan, the Philippine
Islands, Thailand, and Vietnam.

Blackor African Americam A persorhaving origins iany of the black racial groups of Africa.

Native Hawaiian or Other Pacific Islafidérperson having origins in any of thigioal peoples of Hawaii,
Guam, Samoa, or other Pacific Islands.

Whitefi A persorhaving origins in any of the original peoples of EutiopéMiddle East, or North Africa

TheUniversity had 11 1total fulltime and paftimeemployees as of October 311 @ an increase of 34om the prior

year. Graduate Assistants and Limited Term Employees (LTE) have been excluded for purposes of this AA Plan. Males
make upt9.0%% of the workforce at UM/, an increase from8®% on October 31, 200 The percentagé women at

UW-L decreased slightlyring this same period frdth.1% to 50%%6. Of the 111UW-L employeed,005(905%)

are white an@l006 (9.%) are federally defined minorities, an increase ftéa9.ear earlier.

Table 2 summarizes the Wvorkforce by job title. The incumbency data was provided by UW System.
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UNIVERSITY OF WISCONSIN-LA CROSSE
Organizational Chal’t (updated August 2010)

Leadership and Governance

Administrative Offices

Administrative Functions/Academic Departments

Board of

Chief of Staff Regents

Carmen Wilson

UW System

S |

Administration

Faculty Senate

Rebecca LeDocq Office of the

Chancellor
Joe Gow
Academic Staff
Council *
Brenda Leahy

Catherine Kolkmeier
Terry Wirkus

Student
Association
Karly Wallace

Adva n Alumni Relations Planned Giving
- vancemen —— Development University Communications —
Greg Reichert Legislative Relations Media Relations & Publications

Affirmative Action
Carmen Wilson

'—l E.E.O.

_I

Business Services — Sharon Radtke I

Office of the Vice Chancellor,

Internal Auditing

Administration & Finance

"{ Campus Planning/Facilities Management — Mart Lewis

Bob Hetzel .

._|

Human Resources — Jennifer Wilson |

_|

Protective Services — Scott Rohde |

Child Care

Student Affairs Counseling

Paula Knudson

Dining Services
Intercollegiate Athletics

Center
& Testing

Recreational Sports
Residence Life
Student Health Center
University Centers

Student Life
John Palmer

Community

ﬁ

First Year Experience/Students in Transition

Health Violence Prevention Specialist l

Campus Climate & Diversity Campus Cli

Barbara Stewart

—{ Disability Resource Services

Multicultural Student Services
Student Support Services

mate

Office of the
- Provost/
Vice Chancellor
Kathleen Enz
Finken

Teacher Education
Governance Council

Associate Dean — Ray Abhold

LGBTQQ Upward Bound
College of Business Accountancy, Management
R i Economics Marketing
B Afimmlsuauon — Finance Small Business Development
Bill Colclough Information Systems Center
Associate Dean — Bruce May
Biology Health Professions
P Chemistry Mathematics
College .°f Science Computer Science Microbiology
= and Allied Health |—{ Exercise & Sport Science Physics
Bruce Riley, Interim Geography & Earth Science  Recreational Management &

Health Education &
Health Promotion

Therapeutic Recreation

College of Liberal Studies Ritucational
a Ruthann Benson I—{ English
Associate Dean — Charles Martin- History

Military Science

Political Science &
Public Administration

Psychology

Sociology & Archaeology

Women’s, Gender, &
Sexuality Studies

Studies

Communication Studies

Stanley
Modern Languages
L School of Arts and Philosophy
Comm.umcatlon v
Search in progress

Music
Theatre Arts

-| School of Education — Marcie Wycoff-Horn, Inte

rim

Academic Advising — Karla Stanek

_l

Admissions — Kathy Kiefer

_I

_1

Career Services — Karla Stanek

|
I
|
|

—-{ Center for Advancing Teaching and Learning — Bill Cerbin ]

"I Continuing Education — Penny Tiedt, Interim

|

_|

Financial Aid — Louise Larson Janke

—{ Research and Sponsored Programs. — Vijendra Agarwal |

-{ Information Technology Services — Search in progressj—‘

Application Development

Educational Technology

Institutional Research — Debbie Valine

I ITS Network Services

ITS Support Center

International Education — Jay Lokken

Technical Support Services

Library — Anita Evans

Records & Registration — Chris Bakkum

_{
_|
_l
_l
_1

University Graduate Studies — Vijendra Agarwal

|
|
|
]
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