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Introduction 
 
The University of Wyoming has prepared this Affirmative Action Plan (AAP) under the 
requirements of Executive Order 11246, as amended, and implementing regulations, 41 C.F.R. 
Part 60-1.  Terminology from Executive Order 11246 and its implementing regulations has been 
utilized as a guide.  Therefore, the use of such terms as "underutilization," "problem 
identification," "corrective action," and so forth, should not be construed as an admission, in 
whole or in part, that in fact either minorities or women have been or are now presently being 
underutilized or discriminated against in any way which is in violation of any federal, state or 
local fair employment practice laws.  Further, nothing contained in this AAP or its supporting 
data should be construed as an admission, in whole or in part, of any violation of such federal, 
state or local fair employment practices laws. 
 
In developing and implementing this AAP, the University has been guided by its long established 
policy of providing equal employment opportunity.  Any goals established herein are not intended 
as quotas that must be met, but rather as targets that are reasonably attainable by means of applying 
every good-faith effort.  The use of goals and timetables is not intended, nor is the effect to 
discriminate against an individual or group of individuals with respect to any employment 
opportunity for which they are qualified.  Indeed, nothing herein is intended to sanction the 
discriminatory treatment of any person.  Thus, this AAP has been developed in strict reliance upon 
the Guidelines on Affirmative Action issued by the Equal Employment Opportunity Commission 
(29 C.F.R. Part 1608). 

The materials set forth in this AAP are deemed to constitute trade secrets, operations information, 
confidential statistical data and other confidential commercial and financial data, within the 
meaning of the Freedom of Information Act, 5 U.S.C. §552(a), Title VII of the Civil Rights Act of 
1964 (as amended) 42 U.S.C. §2000e et seq., and the Trade Secrets Act, 18 U.S.C. §1905, and 44 
U.S.C. §3508, and Wyoming Statute Section 16-4-203(d)(v). 

As further detailed in the Job Group Analysis below, this AAP covers 3069 employees, including 
326 (10.62%) minorities and 1533 (49.95%) women.  The demographics of the workforce as 
contained in this plan are based on the voluntary self-identification of employees.  References to 
the University’s “workforce” do not encompass the student work study population.  It varies 
significantly between academic years.  The AAP’s focus on the faculty and staff employees is 
considered the most effective way to achieve lasting workforce diversification.  The University's 
AAP is a flexible ongoing program.  As additional experience is gained, current guidelines change, 
or new laws are introduced, the AAP will be modified to reflect these altered circumstances.  The 
Office of Diversity and Employment Practices will update the AAP on an annual basis to 
incorporate changes resulting from the previous year's activity.   

The University’s Affirmative Action Plans are available for review by any employee or applicant 
for employment upon request to the Office of Diversity and Employment Practices.  It is also 
available to members of the public to the extent allowed by law. 

Equal Education and Employment Opportunity Statement and Policy 
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The University is committed to equal opportunity for all persons in all facets of the University's 
operations and is an Equal Opportunity/Affirmative Action Employer.  The University will 
provide all applicants for admissions and employment and all University employees with equal 
opportunity without regard to race, gender, religion, color, national origin, disability, age, 
protected veteran status, sexual orientation, gender identity, genetic information, creed, ancestry, 
political belief, or any other applicable protected category or participation in any protected 
activity.  The University ensures non-discriminatory practices in all matters relating to its 
education programs and activities and extends the same non-discriminatory practices to 
recruiting, hiring, training, compensation, benefits, promotions, demotions, transfers, and all 
other terms and conditions of employment. 
 
The University is also committed to complying with all of the rules, regulations, and relevant 
orders of the Secretary of Labor and the Office of Federal Contract Compliance Programs 
(OFCCP), issued pursuant to Executive Order 11246, the Vietnam Era Veterans’ Readjustment 
Assistance Act, and Section 503 of the Rehabilitation Act of 1973, and has an audit and reporting 
system to facilitate compliance. 
 
It is the continuing, active, individual responsibility of each principal Administrative Officer, 
Dean, Department and Division Head, or Supervisor to assure that the University’s Equal 
Employment Opportunity policy is followed when making decisions relating to recruiting, 
hiring, training, or promoting qualified persons. 
 
Additionally, the University prohibits retaliating against individuals who make a good faith 
complaint pursuant to this policy or in any manner assists with the investigation of a complaint.  
Employees and applicants will not be subjected to harassment, intimidation, threats, coercion, or 
discrimination because they have engaged in or may engage in any of the following activities:  
(1) filing a complaint; (2) assisting or participating in an investigation, compliance evaluation, 
hearing or any other activity related to the administration of provisions of Section 503 of 
Rehabilitation Act of 1973, as amended (Section 503), any other Federal, State, or local law 
requiring equal opportunity for disabled persons, the Vietnam Era Veterans’ Readjustment 
Assistance Act of 1974, as amended (VEVRAA), or any other Federal, State, or local law 
requiring equal opportunity for covered veterans; (3) opposing any act or practice made unlawful 
by Section 503 or its implementing regulations or any other Federal, State, or local law requiring 
equal opportunity for disabled persons or VEVRAA or its implementing regulations or any other 
Federal, State or local law requiring equal opportunity for covered veterans; or (4) exercising any 
other right protected by Section 503, VEVRAA or their implementing regulations in this part.   
 

Responsibility for Implementation 
41 C.F.R. 602.17 

 
The University’s AAP has the full support of the President, the Board of Trustees, and the 
University’s senior leadership team.  The President of the University has overall responsibility 
for implementation of the Equal Opportunity Policy and the AAP.  The President delegates the 
administration of the policy and the AAP to the Director of Diversity and Employment Practices 
through the Office of General Counsel.  It is the Director’s responsibility to publish and to 
administer the program.   
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The Director of Human Resources, the Director of Athletics, and the Vice Presidents for Academic 
Affairs, Administration, Information Technology, Institutional Advancement, Research and 
Economic Development, and Student Affairs, assist the Office of Diversity and Employment 
Practices/Affirmative Action Officer in employment opportunity and affirmative action matters 
which relate to faculty and staff employment.  Additionally, each administrative office, body, or 
search committee involved in the recruitment, selection, hiring, promotion, and supervision of 
academic and administrative positions has a continuing, ongoing responsibility to ensure that equal 
opportunity and affirmative action are meaningful parts of all personnel transactions, and to work 
with the Office of Diversity and Employment Practices, which has administrative guidance over all 
faculty and administrative staff search committees. 

 
The Affirmative Action Officer has the authority, resources, support of, and access to top 
management necessary for the effective implementation of the AAP.   
 
Executive responsibility 
The specific duties of the Director of Diversity and Employment Practices when functioning as 
the Affirmative Action Officer include, but are not limited to, the following: 

 
1. Developing guidelines, AAP methods, and internal and external communication 

strategies.  Affirmative action policies and procedures will continue to be developed to 
ensure an efficient yet positive interaction between the Affirmative Action Officer and 
the supervisors and managers charged with employment responsibility. 

 
2. Assisting in the identification of problem areas and developing strategies to eliminate any 

problems identified. 
 

3. Assisting supervisors and managers in identifying solutions to equal employment 
problems, including counseling and training. 

 
4. Designing and implementing monitoring and reporting methods that will measure the 

effectiveness of the University's equal employment practices and AAP; indicate any need 
for remedial action; determine the degree to which the University's placement goals and 
objectives are being attained; and provide management with a working understanding of 
the University's AAP placement goals and objectives. 

 
5. Meeting with managers, supervisors, and employees to assure that the University's EEO 

statement and policy is understood and implemented appropriately.  
 

6. Working with supervisors to help prevent all types of unlawful workplace discrimination 
and harassment. 

 
7. Identifying and recommending best practices for recruiting diverse candidates, including 

targeting women and minorities. 
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8. Informing management of developments in the equal employment opportunity and 
affirmative action area. 

 
9. Ensuring that EEO posters are properly displayed and that all employees are afforded the 

opportunity and are encouraged to participate in all University-sponsored educational, 
training, recreation, and social activities. 

 
Staff and academic responsibility 
Each staff manager and academic administrative officer of the University shall assist the Office of 
Diversity and Employment Practices/Affirmative Action Officer in carrying out and implementing 
the University's Equal Employment Opportunity/Affirmative Action policies within their areas by 
assisting with the following: 
 

1. Identifying problem areas and helping to eliminate any barriers to equal employment 
opportunity. 

 
2. Working with the Affirmative Action Officer to periodically review hiring and promotion 

patterns and training programs.   
 

3. Reviewing the qualifications of employees to ensure that minorities and women are given 
full opportunity for transfers and promotions. 

 
4. In conjunction with the Human Resources Department, providing career development to 

employees as needed. 
 

5. Adhering to the University’s policy of equal employment opportunity for all employees 
and ensuring that the policy is understood, supported, and adhered to by the employees 
they supervise. 

 
6. Taking action to prevent the harassment of employees based on protected characteristics 

or due to a perception that an individual might have been the beneficiary of the 
University's affirmative action efforts. 
 

7. Maintaining documentation relative to affirmative action and efforts to recruit a broad 
applicant pool, including required Affirmative Action/Equal Employment Opportunity 
documentation consistent with the Search Process. .   

 
Organizational Profile 

41 C.F.R. 602.11 
 
As one of the diagnostic components of the University’s AAP and to conform with applicable 
regulations, the University has completed a profile of its workforce.  The organizational profile is 
an overview of the staffing patterns at the University and is used to determine whether there are 
areas in the workforce where minorities or women are underrepresented or concentrated.  The 
University has elected to follow the Workforce Analysis methodology. 

5



 
See Exhibit B for the University’s Workforce Analysis.  The analysis lists each department’s job 
titles from the lowest paid to the highest paid.  For each job title, the University provides the 
following data: the total number of incumbents, the total number of male and female incumbents, 
and the total number of male and female incumbents by racial/ethnic group. 
 

Job Group Analysis 
41 C.F.R. 602.12 

 
The University has also conducted a job group analysis.  The job group analysis is the first step 
in comparing the representation of minorities and women in the workforce covered by this AAP 
with the estimate of the available qualified minorities and women who could be employed by the 
University in positions covered by this AAP. 
 
In designing the University’s job groups, the University considered the following elements:  

1. Similarity of duties and responsibilities;  
2. Similarity of compensation; and 
3. Similarity of opportunities for advancement including training, transfers, promotions, 

mobility, and other career enhancements. 
 
Although not a determinative factor in designing job groups, the University has also attempted to 
create job groups that are large enough to conduct appropriate analyses.  
 
This job group analysis complies with the requirements of applicable Office of Federal Contract 
Compliance Programs (OFCCP) regulations and should not be construed as any indication that the 
jobs listed in the same job groups are of comparable worth. 
 
See Exhibit C for a chart identifying the job groups created for this AAP, the job titles that 
comprise each job group, and the percentage of minority and female incumbents in each job 
group. 
 

Availability Analysis 
41 C.F.R. 602.14 

 
The Availability Analysis is a part of the Incumbency v. Estimated Availability Analysis and is 
the final diagnostic component of this AAP.  The purpose of the availability analysis is to 
establish a benchmark of the University's workforce to determine whether barriers to equal 
employment opportunity may exist within particular job groups. 
 
The following factors are considered when determining availability and subsequently, to analyze 
utilization: 

1. Percentage of minorities in population of labor areas surrounding the University; 
2. Percentage of women seeking employment in the labor or recruitment area of the 

University; 
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3. Percentage of minorities and women among unemployed in labor area surrounding the 
University; 

4. Percentage of minorities and women work force as compared with total work force in the 
immediate labor area; 

5. The general availability of minorities or females having requisite skills in the immediate 
labor area; 

6. The availability of minorities or females having requisite skills in an area in which the 
University can reasonably recruit;  

7. The availability of promotable and transferable minorities or females within the University; 
8. The degree of training which the University is reasonably able to undertake as a means of 

making all job classes available to minorities and women. 
 
Underutilization is determined by comparing the total women and total minority figures to the 
model work force figures.  Job groups in which minorities and women are represented at less than 
their availability rate are underutilized. 

Pursuant to applicable regulations, the availability analysis for each job group examines 
individuals with the requisite skills external to the institution and those within the institution who 
are promotable, transferable, and/or trainable.  In determining availability, the University has 
selected its recruitment area and its pool of promotable, transferable, and trainable employees in 
such a way as not to exclude qualified minorities and women. 
 
In determining external availability, the University used the most current and discrete statistical 
information available.  For this availability analysis, the University used the 2000 census data. 
 
The University usually seeks or reasonably would seek to fill Administrator and 
Faculty/Academic Professional positions nationally.  For all other job groups, the University 
usually seeks or reasonably would seek to fill positions regionally in southeast Wyoming and 
northeast Colorado.  These areas were chosen based on current practices and were drawn in such 
a way as not to have the effect of excluding minorities or women.  
 
Where a job group is composed of different job titles that carry different availability rates, the 
University calculated a composite availability figure by determining the proportion of the job 
group incumbents employed in each job title, weighting the availability for each job title by the 
proportion of incumbents employed in that title, and adding together the weighted availability 
estimates. 
 
The recruiting areas for each of the major University employment categories are listed below: 
 

1) Administrator 
2) Faculty/academic professionals 
3) Professional non-faculty 
4) Clerical/secretarial 
5) Technical/paraprofessional 
6) Crafts/trades 
7) Service/maintenance 
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There are no feeder positions for these job groups.  Employees are encouraged to apply for higher 
level positions for which they may be qualified.   
 
Geographic areas and sources of statistics used for these comparisons were used in compliance with 
government regulations.  The use of certain geographic areas and sources of statistics does not 
indicate the University's agreement that the geographic areas are appropriate or that the sources of 
statistics are the most relevant.  The use of such geographic areas and statistics is intended to have 
no significance outside the context of this AAP.  Such statistics and geographic areas will be used, 
however, in total good faith with respect to this AAP. 
 
All references to "underutilization" are made pursuant to OFCCP regulations and do not constitute 
an admission that minorities or women are in fact underutilized in any job group or EEO-6 
category.  Further, any statistical disparities in this analysis occur notwithstanding the University's 
good-faith efforts to recruit, hire, promote, transfer, and otherwise make all human resource 
decisions without regard to race, sex, age, color, national origin, religion, disability, or any other 
non-job-related factor. 

 

Comparison of Incumbency vs Estimated Availability 
41 C.F.R. 602.15 

 
The University has compared the representation of minorities and women in each job group with 
their representation among those identified in the Availability Analysis as available for 
employment in the job group.  Where actual representation was less than the calculated 
availability, the University conducted a statistical test to determine whether the difference was 
greater than could reasonably be expected.  The University used the following methodologies:  
(1) the two standard deviation test (if job group was of sufficient size) and (2) the binomial 
methodology.  See Exhibit D for the comparison of availability with actual representation. 
 

Placement Goals 
41 C.F.R. 602.16 

 
The University’s affirmative action efforts are directed toward achieving a level of general and 
minority representation in all job groups equivalent to availability.  In accordance with 
applicable regulations, when the actual representation of women or minorities in a job group is 
less than would be reasonably expected based on calculated availability, the University has 
established placement goals. 
 
In establishing placement goals, the University applied the following principles: 

 
1. When the percentage of minorities or women employed in a particular job group is less 

than would reasonably be expected given their availability percentage, the University 
established a percentage annual placement goal at least equal to the corresponding 
availability in the relevant recruitment area. 
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2. Placement goals are not quotas that must be met, nor are they to be considered as either a 
ceiling or a floor for the employment of particular groups. 

 
3. In all employment decisions, the University makes selections in a nondiscriminatory 

manner.  Placement goals do not provide a justification to extend a preference to any 
individual, select an individual, or adversely affect an individual's employment status on 
the basis of that individual's race, color, religion, sex, age, disability, veteran status, 
national origin, or any other characteristic protected by applicable law. 

 
4. Placement goals do not create set-asides for specific groups, nor are they intended to 

achieve proportional representation or equal results. 
 
5. Placement goals are not used to supersede merit selection principles, nor do they require 

the University to hire a person who lacks qualifications to perform the job successfully or 
hire a less qualified person in preference to a more qualified one. 
 

As is described in more detail in the Action-Oriented Program section, when a placement goal is 
set, the University will develop action-oriented steps to increase the recruitment and training of 
minorities and/or women. 
 

Identification of Problem Areas by Organizational Unit and Job Group 
41 C.F.R. 602.17(b) 

 
The University has conducted in-depth analyses of its employment processes, including an 
analysis of the workforce by organizational unit and job group, personnel activity, compensation, 
and other personnel procedures to determine whether impediments to equal employment 
opportunity exist. 
 
The University’s organizational units consist of the following: (1) Office of the President; (2) 
Division of Academic Affairs; (3) Division of Administration; (4) Division of Information 
Technology; (5) Division of Institutional Advancement; (6) Division of Research and Economic 
Development; (7) Division of Student Affairs; (8) Department of Intercollegiate Athletics; (9) 
Governmental and Community Affairs; and (10) General Counsel.  The ten organizational units are 
combined to provide an overall, consolidated University planning unit for analysis, corrective 
action, and goal planning. 

The analysis consists of the following elements:  
 

1. Composition of the workforce by organizational unit 
 
Of the 272 departments in this AAP, 126 or 46.32% include minorities, and 228 or 
83.82% include females.  The analysis reveals that minorities and women are not 
significantly underrepresented or concentrated in any particular organizational unit.  The 
analysis also suggests that there is no policy or practice excluding minorities or women 
from any departments, nor is there any racial or sexual discrimination in the selection 
process. 
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2. Composition of the workforce by job group 

 
Pursuant to OFCCP regulations, the University has conducted an availability analysis by 
job group, taking into account both external and internal availability, and have compared 
incumbency to estimated availability to determine placement goals.  The University’s 
findings are as follows: 

 
A. For minorities, incumbency is less than availability by a statistically significant 

amount in all job groups. 
 
B. For women, incumbency is less than availability by a statistically significant amount 

in job groups 1 and 6. 
 
C. The University has established affirmative action placement goals and programs to 

address underutilization, and will continue to make a good faith effort to reach these 
goals and implement action-oriented programs, as detailed below. 

 
3.  Analysis of progress towards prior year goals 

 
A review of progress and goal attainment for September 1, 2012 to August 31, 2013 
reveals that there are no prior year goals for minorities and women.  However, an 
analysis of the workforce was conducted for that period and the data identified hiring 
goals.  

 
4. Personnel activity 

 
The University has analyzed additional personnel activities to determine whether 
impediments to equal employment opportunity exist and whether there are significant 
selection disparities by race/ethnicity or gender.  These activities include applicant flow, 
hires, promotions, terminations, and other personnel actions.  

 
A. Applicant flow 

 
During the plan year September 1, 2012 to August 31, 2013, the University posted the 
majority of all open positions with the Wyoming State Employment Service.  The 
Human Resources Department accepted applications for open positions, and all 
persons interested in obtaining employment with the University were advised to apply 
according to the University’s current policy.  Applications and complete records have 
been kept to ensure goals of equal employment opportunity are being applied to this 
process. 
 
From the available University data, the percentage of minority and female applicants 
compares very favorably with the general availability in the respective categories.  
The University will continue to implement and communicate its affirmative action 
and outreach efforts.  
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See Exhibit E for a report summarizing applicant flow by job group. 

 
B. Hires 
 

The Human Resources Department has developed procedures and conducts all hiring 
for classified staff positions at the University.  The Office of Academic Affairs and 
the Office of Diversity and Employment Practices have developed similar procedures 
for faculty and administrative staff searches.  All searches are conducted on the basis 
of non-discriminatory criteria.  Specifically, the following criteria and procedures are 
utilized: 

 
i. Available job descriptions are reviewed and revised to ensure that duties are 

accurately described, that the experience and education requirements are strictly 
job related, and that all incumbents meet minimum job requirements.  Job titles 
are written without regard to race, color, religion, sex, age, disability, veteran 
status, national origin, or any other characteristic protected by applicable law. 

 
ii. Application forms are reviewed to ensure that all requested information is job 

related, and that the forms comply with all applicable laws.  All forms state that 
the University is an Equal Opportunity/ Affirmative Action Employer. 

 
iii. Hiring officials and search committees are trained with regard to Equal 

Opportunity/Affirmative Action prior to conducting interviews. 
 
iv. All employees are encouraged to refer qualified applicants to the University for 

employment.  In addition, the University has formal recruitment procedures to 
apprise minority and women's groups, educational institutions, and other referral 
sources of openings. 

 
v. Hiring decisions are based on the applicant's knowledge, skills, abilities, and any 

other job-related criteria.  Placing an applicant in a specific job in a department is 
the responsibility of management.   

A review of the statistics for external hires for the prior plan year indicates the 
presence of equal employment opportunity and a strong commitment by the 
University to affirmative action.  There were 361 new employees hired during the 
period from September 1, 2012 to August 31, 2013, including 53 minorities at 
14.68% and 190 women at 52.63%.  See Exhibit F for a report summarizing hiring 
activity by job group. 

Departments may request exceptions to the University hiring guidelines and advertising 
process for business necessity, target of opportunity, and spousal accommodation.  The 
exception process is meant to be a privilege for departments that have extenuating 
circumstances.  See Exhibit G for the University’s exception processes. 
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C. Promotion practices 
 

A review of promotion data indicates that promotion practices represent an area of 
substantial employment opportunity for minority and female employees.  Promotion 
practices are not problem areas for minorities and women holding faculty positions.  
The University’s analysis reveals that neither minorities nor women are being treated 
disparately in promotions: 

 
i. The University provides reasonable opportunities for employees to advance.  In 

this regard, training and other developmental opportunities are offered to all 
employees regardless of gender or race. 

 
ii. Employees are encouraged to contact their supervisor and/or the Human 

Resources Department at any time should they desire information relative to 
another position within the University. 

 
iii. Management-initiated promotions are based on performance and other job related 

criteria without discrimination on account of race, color, religion, sex, age, 
disability, veteran status, national origin, or any other characteristic protected by 
applicable law. 

 
iv. Most promotional opportunities are posted, providing all interested employees 

with an opportunity to apply and call their special skills to the attention of the 
supervisor. 

 
v. The University’s program of career development enables employees to designate 

career paths and positions for which they wish to be considered. 
 

The data indicates that the majority of the promotions at the University are the result 
of faculty advancing through professorial ranks consistent with UW Regulation 5-803 
(Reappointment, Tenure and Promotion Procedures for University Faculty).  Decisions 
to promote faculty to the rank of associate professor are based on whether or not the 
individual has met requirements identified in the regulation and are usually made in the 
sixth year of their appointment.  Faculty have the opportunity but are not required to 
seek promotion to full professor.  In contrast, there is no equivalent promotion structure
for administrative and classified staff.   
 
These employees are encouraged to apply for any positions for which they believe 
they may be qualified and to take advantage of the professional trainings and tuition 
waiver program that the University offers to all employees.  In addition, from time to 
time, there may be reclassifications and various job upgrades that reflect a change in 
job duties.  Such changes are reviewed by the Human Resources Department and/or 
the Diversity and Employment Practices Office and may include an increase in pay.  
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A total of 155 promotion actions were completed during this AAP period.  Promotion 
actions were performed for 84 females and 12 minority employees.  An adverse 
impact analysis was conducted, and data was analyzed by job group.  For females, no 
adverse impact was present for job groups 1-4.  For groups 5, 6, and 7 the shortfall 
was calculated.  Group 5 had a shortfall of one female promotion action.  This job 
group contains only 78 employees in total, and only two males were promoted in the 
group.  Group 6 also had a shortfall of 1 female promotion.  This group contains only 
66 employees and only one female, explaining the disparity in promotion rates.  
Group 7 had a shortfall of 3 female promotions. 
 
For minorities, no adverse impact was present for job groups 5 and 7.  For groups 1, 
2, 3, 4, and 6, the shortfall was calculated.  Group 1 had a shortfall of one minority 
promotion action.  This job group contains only 11 minority employees, explaining 
the disparity in the promotion rate.  Group 2 had a shortfall of 3 minority promotions.  
The majority of the promotions in this group are a result of the tenure process, 
discussed further below.  Group 3 contains 809 employees, but had a shortfall of only 
two minority promotions.  Group 4 also had a shortfall of 2 minority promotions.  
Group 6 had a shortfall of 1 minority promotion.  This group contains 66 employees 
and only 6 minority employees, explaining the disparity in promotion rates.   
 
All of these factors strongly indicate that promotions represent an area of substantial 
employment opportunity for minority and female employees at the University.  See 
Exhibit H for a summary of promotion actions for the year. 

 
D. Compensation Systems 

 
As part of its affirmative action obligations, the University is continually developing 
and evaluating internal systems to determine whether there are pay disparities on the 
basis of gender, race, or ethnicity in its compensation system.  The University notes 
that its compensation plan lags behind the national and regional labor market.    If the 
University discovers significant salary differences between men and women or non-
minorities and minorities, it will determine whether the differences are the result of 
legitimate, nondiscriminatory factors such as tenure, time in job, time in grade, 
performance, education, previous experience, etc.  To the extent that the results of 
this review and analysis suggest that corrective action is warranted, the University 
will take all reasonable and immediate steps to make any necessary adjustments and 
is committed to taking such action. 

 
E. Terminations 

 
The University has evaluated its termination practices to determine whether there are 
disparities on the basis of gender, race, or ethnicity.  When terminations or reductions 
in force are necessary, the University makes its decisions without regard to race, 
color, religion, sex, age, disability, veteran status, national origin, or any other 
characteristic protected by applicable law.  In case of position elimination or 
reduction in force, the Office of Diversity and Employment Practices conducts an 

13



assessment to determine if the proposed action may result in adverse impact on 
minorities and women.  See Exhibit J for a report summarizing terminations by job 
group. 

 
F.  Technical phases of compliance 
 

The University’s analysis of the technical phases of compliance reveals that the 
University fully complies with all the technical phases including, but not limited to, 
the dissemination of its affirmative action obligations and plan as follows: 

 
1. Equal Employment Opportunity posters are prominently displayed on the 

University campus. 
 
2. The University notifies covered contractors and subcontractors through a contract 

clause in purchase orders and subcontracts that they may be subject to federal 
affirmative action obligations. 

 
3. The University's employment application has a statement concerning Equal 

Employment Opportunity. 
 
4. As applicable the University works collaboratively with the Wyoming 

Department of Workforce Services, recruitment agencies, and area schools and 
colleges to notify them of the University’s commitment to the goals of affirmative 
action. 

 
5. All recruitment advertising contains a statement notifying potential job applicants 

that the University is an Equal Opportunity Employer and includes a link to the 
University’s Fairness web page (http://www.uwyo.edu/diversity/fairness/), 
describing applicable laws regarding equal opportunity and nondiscrimination.  
All other required affirmative action notices and policy statements are posted on 
University bulletin boards and are updated as needed.  

 
6. All personnel and employment records made or kept by the University are 

retained for the required period as mandated by OFCCP regulations. 
 
7. The University files annual required reports with the appropriate agencies.   

 

Development and Implementation of Action-Oriented Programs 
41 C.F.R. 602.17 

 
The University has developed and executed action-oriented programs designed to correct any 
problem areas that may exist.  These programs, which are listed below, demonstrate the 
University’s good faith efforts to remove identified barriers, expand employment opportunities, 
and produce measurable results. 
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1. The University has analyzed, and will continue to analyze, all positions and prepare 
written descriptions to accurately reflect position functions.  Due to the use of a position 
description format, they are and will continue to be consistent for the same position from 
one organizational unit to another. 

 
2. Job descriptions have been and will continue to be reviewed to determine the knowledge, 

skills, abilities, and other requirements necessary for the adequate performance of every 
job.  Specifications will continue to be consistent for the same job title in all 
organizational units and will not contain any requirements that would result in 
discrimination on the basis of race, color, religion, sex, age, disability, veteran status, 
national origin, genetic information, or other characteristics protected by law. 

 
3. Job descriptions are available to incumbents and all members of management involved in 

the recruiting, screening, selection, and promotion process.  Job descriptions are also 
made available to employees, applicants, and recruiting sources as appropriate. 

 
4. The University has carefully evaluated its selection process and found it to be free from 

discrimination. 
 

A. Supervisory personnel have been instructed to ensure there is no discrimination in 
personnel actions in which they are involved. 

 
B. The University rarely administers any employment tests.  However, in limited 

circumstances where a skills-based employment test is appropriately utilized and 
administered for certain classified staff positions, the Human Resources Department 
reviews and approves such testing.  

 
C. Application forms do not contain questions with potentially discriminatory effects. 
 
D. The University does not, and will not, use any selection techniques that can be 

improperly used to discriminate against minority groups or women. 
 

5. The University has evaluated its techniques for improving recruitment and increasing the 
flow of qualified minority or female applicants through the following: 

 
A. Minority and women, as well as non-minority and male employees, are actively 

encouraged to refer applicants to our organization. 
 
B. The University relies on the Wyoming State Department of Employment, job fairs, 

and recruiting programs sponsored by local community colleges and other community 
organizations to assist with the recruitment of minorities and women for classified 
staff positions. 

 
C. The University’s Employee Handbook, University policies and regulations, and 

departmental websites inform new employees of their equal employment 
responsibilities, promotional opportunities, University rules, options to alleviate any 
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problems that might arise, and any other issues related to affirmative action 
compliance.  

 
D. Local organizations will continue to be contacted for referrals of potential minority 

and female employees. 
 
E. The University utilizes the Internet to identify targeted recruitment sites for qualified 

minority and female applicants. 
 
The University plans to take the following additional steps to ensure adequate representation of 
all minorities and women:  Where placement goals exist as defined by the OFCCP, the 
University will continue to contact, as applicable, universities and two- and four- year local 
colleges, vocational technical schools, high schools, local business schools, and state and 
community organizations which attract qualified minority and female students.  The University 
will advise these institutions of its desire to fill job openings in these classifications with 
minority and female employees.  When possible, the University will continue to participate in 
job fair and career day activities and will consider relevant work experience programs.  

 
The University will continue to advise its normal sources of recruitment that the University is 
specifically seeking to employ minorities and/or women for job openings.  During the period 
from September 1, 2012 to August 31, 2013, targeted recruitment activities were conducted 
using the venues referred to in Exhibit K.  
 
The University has identified the following additional goals for the next AAP plan year: 
 

1. Vice Presidents will consider reallocation of funding as needed to support costs 
associated with recruitment. 

 
2. Encourage female and minority employees to apply for internal positions, utilizing Target 

of Opportunity hiring exceptions when appropriate. 
 

3. Develop inclusion training in conjunction with Human Resources. 
 

4. Encourage departments to schedule “Putting People First” diversity sessions with 
Diversity and Employment Practices. 
 

5. Provide guidance to supervisors regarding merit increases and any pay equity issues as 
may be needed. 
 

6. Strive to increase hiring for women and minorities in non-traditional fields in the faculty 
and in administrative staff positions.  
 

7. Transition the faculty and administrative search process into the Applicant Tracking 
System. 
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The University has implemented the following programs and procedures to ensure that minority 
and female employees are given equal opportunities for promotion: 
 

1. As an institution of higher learning, the University is committed to providing all faculty 
and staff the opportunity to develop their skills and leadership abilities.  Schools and 
departments regularly provide faculty and staff opportunities to attend professional 
workshops and seminars to assist them in developing the necessary knowledge and skills 
for promotion to higher level jobs.  In addition, a tuition waiver benefit is also available 
to all qualified employees so that they may pursue advanced educational degrees or 
certificates. 

 
2. The University utilizes a performance evaluation program for all classified staff 

employees.  
 
3. Neither minority nor female employees are required to possess higher qualifications than 

those of the lowest qualified incumbent in the job for which they apply. 
 
4. The University has no formal seniority system, and promotions are based on merit 

selection principles. 
 
5. The University will continue to create opportunities for advancement by encouraging 

minorities and women to take advantage of career development opportunities. 
 
6. The University provides internal training programs as necessary to ensure the 

achievement of placement goals or promotions.  For example, the University will 
continue to provide targeted on-line sexual harassment prevention training through the 
Human Resources Department.  One of the training modules is entitled "Harassment: the 
Real Scene" and is targeted towards non-supervisors, but it is available to all employees.  
A partial description of this module is as follows: 

 
Get up close and personal with harassment issues and see how destructive they can 
be.  Harassment: The Real Scene depicts various harassment scenarios at work: 
scorning an Indian woman for her accent and mocking a man for his mental disorder.  
And that's just to name a few.  The course presents other examples and shares 
practical insights and cautionary advice for each.  These real-life scenes create 
understanding on emotional and intellectual levels, allow behavior observation and 
explore the pain and discomfort that harassment causes.  Harassment: The Real Scene 
will raise awareness and leave no doubt in the minds of employees about the 
importance of harassment prevention. 

 
The University also similarly provides an in-person training session entitled “Prevention 
of Sexual Harassment and Other Forms of Discrimination.”  Between September 2012 
and August 2013, 230 individuals attended this sexual harassment training, and 13 
individuals completed the on-line training referred to above.  Additionally, University 
officials are required to attend the training every three years.  
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Internal Audit and Reporting System 
41 C.F.R. 602.17 

 
The University has developed and implemented an auditing system that periodically measures 
the effectiveness of its AAP.  The University views the activities that are listed below as critical 
to the success of the AAP.  The implementation of the Applicant Tracking System will enhance 
the ability to measure progress in the following ways. 
 

1. The Affirmative Action Officer will continue to monitor records of applicant flow, 
referrals, placements, rejected offers, training, transfers, promotions, terminations, and 
any layoffs or recalls to ensure that the University's nondiscriminatory policy is carried 
out.  Procedures are reviewed and revised as problems are identified. 

 
2. Top management is, and will continue to be, informed of any problems that arise in their 

respective areas so that immediate and appropriate steps can be taken to resolve any 
issues. 

 
3. The University recognizes its responsibility to affirmative action and is committed to 

fulfilling this responsibility by complying with all government regulations and laws 
pertaining to equal employment opportunity.  As part of this commitment, management 
will be kept abreast of developments in the affirmative action area.  The primary vehicle 
for communication with management will be periodic affirmative action briefings. 

 
4. The Affirmative Action Officer will generate internal reports on a regular basis to 

evaluate the degree to which equal employment opportunity and organizational objectives 
are being obtained. 

 
5. The University will review report results with all levels of management as to the degree 

to which their affirmative action goals and compliance are being attained, and will design 
and implement corrective actions, including adjustments in programs, as needed. 

 
6. Progress on the University's AAP will be discussed at supervisor meetings and relevant 

information will be communicated to employees during regular departmental meetings as 
appropriate. 

 
7. The Affirmative Action Officer will periodically report to the University’s Vice President 

and General Counsel and other appropriate top management on the effectiveness of the 
program and will submit recommendations for improvement. 

 
Conclusion 

 
The AAP year September 1, 2013 through August 31, 2014 shows a continued commitment by 
the University to equal employment opportunity and affirmative action and includes plans to 
ensure both institutional and employee success. 
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Through its Affirmative Action Officer, Oneida D. Blagg, the University will continue to 
communicate its policies, both within the University and to the community.  The Vice President 
and General Counsel authorizes the Affirmative Action Officer to take action to implement the 
plan and to pursue and offer solutions to problems that might impede the progress of this plan.  
 
At the close of the University’s most recent AAP year, an analysis of the composition of the 
workforce was undertaken.  The workforce was analyzed by job group and by department to 
determine the employment of minorities and women and to identify if placement goals are 
indicated when compared to the appropriate available workforce.  This analysis revealed nine 
areas in which the difference between incumbency versus estimated availability was statistically 
significant, showing that for the overwhelming majority of the workforce, employment levels of 
women and minorities are representative of the University’s recruiting population.  Nonetheless, 
the University expects to continue its successful outreach efforts and to ensure that all applicants 
and employees are treated fairly based on job-related criteria and without regard to race, color, 
religion, sex, age, disability, veteran status, national origin, or any other characteristic protected 
by applicable law. 
 
The University is mindful of the fact that continued achievements in the area of equal 
employment opportunity and affirmative action are important.  As a result, the University has 
included additional action-oriented plans and programs for recruiting, communication, and 
reporting to ensure that its compliance with affirmative action continues in good stead. 
 
Finally, it should be noted that the University's thorough analysis of its workforce reveals that 
the University is in compliance with sex discrimination guidelines and that there is no evidence 
of discrimination in any form against female employees.  As outlined in this AAP, the University 
has made affirmative action both a commitment and a continued reality. 
 

List of Exhibits 
 
Exhibit A:  Affirmative Action Letter 
 
Exhibit B: University’s workforce analysis 

Exhibit C:  Job groups chart, including job titles that comprise each job group, and the 
percentage of minority and female incumbents in each job group 

Exhibit D:  Comparison of availability with actual representation 

Exhibit E:  Summary of applicant flow by job group 

Exhibit F:  Summary of hiring activity by job group 

Exhibit G:  University’s exception processes 

Exhibit H:  Summary of promotion actions for the year 

19



Exhibit I: Summary of terminations by job group  

Exhibit J: Summary of transfers by job group  

Exhibit K: Recruitment Sources 
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Exhibit A 
Affirmative Action Letter 

 
Dear Outreach and Placement Professional, 
 
The University of Wyoming is committed to the principles of equal employment opportunity and 
to diversifying our workforce.  As a government contractor bound by Executive Order 11246, the 
University of Wyoming takes its affirmative action obligations very seriously.  The University of 
Wyoming states the following as its Policy of Affirmative Action: 
 

1. It will be the policy of University of Wyoming to recruit, hire, train, and promote persons 
in all job titles without regard to race, color, religion, sex, age, disability, veteran status, 
national origin, or any other characteristic protected by applicable law. 

 
2. All employment decisions shall be consistent with the principle of equal employment 

opportunity, and only job related qualifications will be required. 
 
3. All personnel actions, such as compensation, benefits, transfers, tuition assistance, social 

and recreational programs, etc. will be administered without regard to race, color, 
religion, sex, age, disability, veteran status, national origin, or any other characteristic 
protected by applicable law. 

 
To assure compliance with the University's Affirmative Action Plan and in my role as 
Affirmative Action Officer, I have been designated to administer and monitor the Plan and make 
reports to the Vice President and General Counsel and senior management.  We offer a number 
of excellent employment opportunities; members of our Human Resources Department will 
contact you when positions are available and we request that you refer to us all qualified 
candidates, including women and individuals of color. 
 
We appreciate your collaboration in our efforts to achieve a workforce that resembles the 
communities we serve. 
 
 
Sincerely, 
 
 
Oneida D. Blagg 
Director 
 
CC: Human Resources 

Academic Affairs 
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University of WyomingSeptember 1, 2013 Annual Affirmative Action Plan

# 8212

6.00 41.00%

1 - Executive & Administrative

200 Employees

# 535143

11.61 43.43%

2 - Faculty

1232 Employees

# 47571

8.45 56.55%

3 - Professional Non-Faculty

840 Employees

# 30936

10.53 90.35%

4 - Clerical

342 Employees

# 5112

12.37 52.58%

5 - Technical and Paraprofessionals

97 Employees

# 26

8.70 2.90%

6 - Skilled Crafts

69 Employees

# 7946

15.92 27.34%

7 - Service

289 Employees

Totals

%

# 326

49.95

1533

10.62

3069 Employees

Job Group Analysis Summary by EEO Code

Min FemEEO Code & Description

Page 1 of 1182



University of Wyoming
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1

6.00 41.00

19.15 48.08

4.726 2.004

Employment %

Availability %

Statistical Value

Min FemTotal Emp

200

Administrator

2

11.61 43.43

21.44 44.71

8.410 0.907

Employment %

Availability %

Statistical Value

Min FemTotal Emp

1232

Faculty/AP

3

8.45 56.55

20.12 44.49

8.435

Employment %

Availability %

Statistical Value

Min FemTotal Emp

840

Professional Non-Faculty

4

10.53 90.35

28.24 83.59

7.277

Employment %

Availability %

Statistical Value

Min FemTotal Emp

342

Clerical/Secretarial

5

12.37 52.58

25.27 52.63

2.923 0.010

Employment %

Availability %

Statistical Value

Min FemTotal Emp

97

Technical/Paraprofessional

6

8.70 2.90

25.67 18.74

3.228 3.372

Employment %

Availability %

Statistical Value

Min FemTotal Emp

69

Crafts/Trades

Incumbency vs. Estimated Availability

Page 1 of 2

In the Statistical Value section, standard deviations of 2.00 or greater are generally regarded as statistically
significant. For groups with fewer than 30 employees, the Exact Binomial Test is used and scores are marked with
 "E". "E" scores of 0.050 or less are generally regarded as statistically significant.

Yellow shading indicates placement goals, red shading indicates areas that require more focus.
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7

15.92 27.34

37.98 16.96

7.728

Employment %

Availability %

Statistical Value

Min FemTotal Emp

289

Service/Maintenance

W - Whole Person Rule

A placement goal is set when employment is less than availability by at least one whole person.

Total Employment: 3069

Incumbency vs. Estimated Availability

Page 2 of 2

In the Statistical Value section, standard deviations of 2.00 or greater are generally regarded as statistically
significant. For groups with fewer than 30 employees, the Exact Binomial Test is used and scores are marked with
 "E". "E" scores of 0.050 or less are generally regarded as statistically significant.

Yellow shading indicates placement goals, red shading indicates areas that require more focus.
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University of Wyoming

EEO Code 1 Executive & Administrative

Unk Race Unk Gend Min FemTotal

0

1 16 0 0 1 8

Administrator 139460

S

P 593

EEO Code 2 Faculty

Unk Race Unk Gend Min FemTotal

0

2 111 0 0 22 59

Faculty/AP 9598631

S

P 3,076

EEO Code 3 Professional Non-Faculty

Unk Race Unk Gend Min FemTotal

0

3 28 0 0 2 7

Professional Non-Faculty 3011980

S

P 1,417

EEO Code 4 Clerical

Unk Race Unk Gend Min FemTotal

0

4 1 0 0 0 0

Clerical/Secretarial 3780

S

P 74

0

0 0 25 74

47.440.00 16.030.00

156Totals S

%

%

P

0.00 0.02

1 1,115 1,436

27.8321.61

5,160

Unk Race Unk Gend Min FemTotal

Applicant Summary
For Period: 9/1/2012 to 8/31/2013

S - Selected, P - Pool

Page 1 of 1
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University of Wyoming

FemTotal Min

1 - Administrator 10 1 5

2 - Faculty/AP 134 22 67

3 - Professional Non-Faculty 72 9 41

4 - Clerical/Secretarial 28 6 26

5 - Technical/Paraprofessional 7 2 4

6 - Crafts/Trades 4 1 1

7 - Service/Maintenance 45 8 9

8 - Provisional 61 4 37

53 190

52.6314.68

361Totals #

%

New Hire Summary
For Period: 9/1/2012 to 8/31/2013

Page 1 of 1
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Exceptions to the Search Process 

The University of Wyoming recognizes that there are generally three situations that occasionally 
develop that may preclude following the standard search process: 

TARGET OF OPPORTUNITY – The hire meets a pre-determined and pre-approved diversity 
objective and is consistent with institutional need, the University’s hiring guidelines, and the 
availability of funding.  This situation may arise as a result of an opportunity to recruit a highly 
qualified individual who represents an area of diversity at a time when there is no active search 
or an individual may be identified during the course of a search.  During the course of an active 
search, it’s possible that diverse applicants who are engaged in research that does not meet the 
exact qualifications as advertised will nevertheless be attracted to the applicant pool. 

SPOUSAL OR DOMESTIC PARTNER CONSIDERATION – Primarily applicable to 
faculty appointments and will be decided on a case-by-case basis in consultation between the 
appropriate academic area and the Office of Academic Affairs. 

BUSINESS NECESSITY – Sudden death, resignation, termination, or long-term illness of an 
incumbent occupying a position that is both time-sensitive and critical to the institution’s mission 
and ability to deliver its curriculum and other programs creating an immediate need to fill a 
position without advertising.  Shortened advertising periods may also be considered under this 
category. 

Exception Approval Process 

1.  The appointing authority should submit a written request to the appropriate vice president or 
Provost. 

2.  The vice-president or Provost will review the request and forward his/her decision, including 
supporting documentation and rationale, to the Office of Diversity and Employment Practices. 

3.  The EPO will review the documentation and, in consultation with the appropriate university 
official, will either offer advice or concur with the decision and keep a record of the action.  Prior 
position approval is required. In addition, a Search Plan, Search Results form, and the 
candidate’s CV must accompany the request for exception when submitted to EPO. 

If you believe an exception is appropriate, you are encouraged to contact the Office of Diversity 
and Employment Practices to discuss the situation and any necessary documentation or 
paperwork.  
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University of Wyoming

FemTotal Min

1 - Administrator 5 0 2

2 - Faculty/AP 66 5 38

3 - Professional Non-Faculty 31 1 16

4 - Clerical/Secretarial 26 2 24

5 - Technical/Paraprofessional 3 1 1

6 - Crafts/Trades 4 0 0

7 - Service/Maintenance 19 3 3

12 84

54.557.79

154Totals #

%

Promotion Summary by Old Job
For Period: 9/1/2012 to 8/31/2013

Page 1 of 1
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University of Wyoming

FemTotal Min

BDR - Board Retirement (I) 41 4 23

DEA - Death (I) 4 1 2

DSC - Discharge (I) 13 2 4

EBR - Emeritus/Board Retirement (I) 6 0 1

EFT - End of Fixed-Term Contract (I) 16 1 8

EMR - Emeritus Retirement (I) 2 0 0

EOF - End of Funding (I) 7 2 5

HEA - Health Reasons (I) 2 0 0

LAW - Lay Off - At will Empl Only (I) 2 0 2

PRB - Term Within Initial Probation (I) 11 5 5

RES - Resignation (I) 240 33 124

RET - Retirement (Normal) (I) 29 3 16

RLT - Resigned Inlieu of Resigned Inlieu of Termination (I) 3 0 2

RTR - Retrenchment (I) 1 0 1

SCR - Sick Leave Convr Retiree (I) 4 0 4

TMP - Temporary Employment Ends (I) 13 5 4

56 201

51.0214.21

394Totals #

%

Termination Summary by Termination Code
For Period: 9/1/2012 to 8/31/2013

V - Voluntary, I - Involuntary

Page 1 of 1
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University of Wyoming

FemTotal Min

1 - Administrator 1 0 0

2 - Faculty/AP 4 1 3

3 - Professional Non-Faculty 8 0 4

4 - Clerical/Secretarial 3 0 3

5 - Technical/Paraprofessional 2 0 2

7 - Service/Maintenance 6 2 3

8 - Provisional 69 5 42

8 57

61.298.60

93Totals #

%

Transfer Summary by Old Job
For Period: 9/1/2012 to 8/31/2013

Page 1 of 1
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Exhibit K 
Recruitment Sources 

 
HigherEdJobs.com 
National Society of Black Engineers 
NativeAmericanJobs.com  
BroadwayWorld.com 
Viva Colorado 
BlackNews.com 
NCAA 
College Sports Jobs 
Society of Women Engineers 
Multicultural Environmental Leadership Development Initiatives (provides links to several 

recruitment sources) 
Military Pipeline (www.usmilitarypipeline.com) 
Wyoming at Work (www.wyomingatwork.com/vosnet/Default.aspx) 
Laramie High School Counseling Office 
Wyoming Workforce Center (Department of Vocational Rehabilitation, Veterans Program, 

Wyoming at Work) 
ClimbWyoming 
ARK Regional Services 
LCCC Albany Campus 
WyoTech 
 
 
Departments may contact Diversity and Employment Practices to receive contact information for  

Historically Black Colleges and Universities 
Hispanic Serving Institutions  
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