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201.82EEO/Affirma�ve Ac�on Policy

Applies to:

I. Ar�cle I

PURPOSE

To reaffirm and restate the University’s con�nuing commitment to the principles of equal employment opportunity; to increase effec�veness
by se�ng forth the ac�on being taken and to be taken by the University and its employees concerning employment opportuni�es; and to
provide for implementa�on, self-monitoring, and a measure for achievement through a comprehensive affirma�ve ac�on program.

II. Ar�cle II

GENERAL POLICY AND BYLAW OF THE UNIVERSITY

The Regents of The University of Michigan, a cons�tu�onal corpora�on, through its Bylaw Sec�on 14.06, have established the following
general policy:

The University is commi�ed to compliance with all applicable laws regarding non-discrimina�on. Furthermore, it shall strive to build a diverse
community in which opportunity is equal for all persons regardless of race, sex, color, religion, creed, na�onal origin or ancestry, age, marital
status, handicap, or Vietnam-era veteran status. It shall exert its leadership for the achievement of this goal by all par�es which it recognizes
or with which students or employees of the University are involved.

III. Ar�cle III

SPECIFIC POLICY - EMPLOYMENT

1. The University will not discriminate against any employee or applicant for employment because of race, sex*, color, religion, creed,
na�onal origin or ancestry, age*, or marital status.

Further, the University, through its employment prac�ces and procedures recruits and employs qualified personnel for all of its diverse
ac�vi�es and at all of its facili�es. The University provides equal opportuni�es before and during employment by administering each
and every phase of its personnel program without regard to race, sex, color, religion, creed, na�onal origin or ancestry, age, or marital
status. In this connec�on, the University will develop and maintain affirma�ve ac�on programs to assure this commitment.

IV. Ar�cle IV

DISSEMINATION OF POLICY

1. Informa�on about the University’s non-discrimina�on policy and its affirma�ve ac�on programs will be communicated periodically and
at least once a year to all employees through the University publica�ons and other media, such as, but not limited to, The University
Record, and WUOM-Radio.

2. To insure awareness, understanding, support and aggressive, meaningful and effec�ve implementa�on, the subject of equal
employment opportunity and the University’s commitment under Execu�ve Order 11246, as amended by Execu�ve Order 11375, will
con�nue to have high priority. Policies will be discussed at appropriate management and supervisory mee�ngs and during employee
orienta�on programs for new employees. It will be an item on the agenda of the Regents of The University of Michigan, the Execu�ve
Officers and other management and supervisory mee�ngs at least once per year and more frequently if appropriate. Staff
representa�ves will be available to assist implementa�on.

3. Community organiza�ons, news media, secondary schools, colleges, and all recrui�ng sources will con�nue to be informed in wri�ng
about the University’s non-discrimina�on policy and affirma�ve ac�on program.

4. Copies of this policy will be sent to each union represen�ng University employees.

5. This policy will be reproduced in the University’s Standard Prac�ce Guide.

Standard Prac�ce Guide Policies
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6. University publica�ons rela�ng to employment shall include ar�cles covering the University’s affirma�ve ac�on programs, including
progress reports and employment data on minori�es and women. Pictures will include minori�es and women.

7. All University publica�ons rela�ng to employment and adver�sements for employment shall include the phrase, “A Non-
Discriminatory/Affirma�ve Ac�on Employer.”

V. Ar�cle V

IMPLEMENTATION RESPONSIBILITY

A. EXECUTIVE OFFICERS

1. Ul�mate responsibility for the implementa�on of this policy and the University’s affirma�ve ac�on programs rests with the
Execu�ve Officers. They are the President, Vice-presidents, Chancellors of The University of Michigan-Dearborn and of The
University of Michigan-Flint, and the Secretary of the University.

2. Each vice-president and chancellor is responsible for the administra�on of this policy and the University’s affirma�ve ac�on
programs within his/her jurisdic�on.

B. DEANS, DIRECTORS, DEPARTMENT HEADS

1. Decision-making within the University is decentralized. Each school, college, major ins�tute, center, and other major opera�ng
unit is headed by a Dean, Director, or Department Head who has a line rela�onship to an Execu�ve Officer and bears direct
responsibility for implementa�on and enforcement of this policy and affirma�ve ac�on programs within his/her area of
responsibility.

2. A group of Affirma�ve Ac�on Coordinators comprised of a representa�ve from each school, college, campus, and vice-
presiden�al area shall be designated by the Dean, Chancellor or Vice-President and shall work directly with the Director of
Affirma�ve Ac�on Programs. The Coordinators will assist the Director in implemen�ng and coordina�ng this policy and the
affirma�ve ac�on programs within their area of responsibility.

C. DIRECTOR OF AFFIRMATIVE ACTION PROGRAMS

1. The Office of Affirma�ve Ac�on Programs shall be maintained for the purpose of planning, administering and monitoring the
University policies of non-discrimina�on and affirma�ve ac�on. A director, responsible to the President and appointed by the
Board of Regents on recommenda�on by the President, shall be in charge of the Office of Affirma�ve Ac�on Programs. In
coordina�on with the Execu�ve Officers and the deans of schools and colleges, the Director shall provide leadership and services
designed to ensure equal opportunity for students, faculty, and staff (Regents Bylaw 13.14).

2. The Director will be responsible for managing and coordina�ng the affirma�ve ac�on programs. The Director will systema�ze
review of the programs, will make periodic audits to measure effec�veness, will document results, will offer and provide advice,
and will give counsel and assistance regarding equal opportunity ma�ers. These responsibili�es, in coopera�on with
administra�ve or opera�ng units, will include:

1. An analysis of all job groups to determine whether minori�es or women are being underu�lized in the job group. This
analysis will be conducted separately for minori�es and women and will reflect the availability of persons with requisite
skills, both within and outside the University.

2. Periodic prepara�on of specific hiring goals and �metables for minori�es and women in those areas where analyses have
indicated iden�fiable deficiencies so that administra�ve or opera�ng units or staff services can make addi�onal efforts and
measure progress. It is understood that progress will be measured by bona fide good faith effort, and that goals and
�metables are not to be construed or used as a quota system. Whenever a goal and �metable are not set, an explana�on of
the reason is required. Special a�en�on will be given to extending and strengthening efforts to increase the number of
women and minori�es in administra�ve and managerial, professional, faculty, technical and skilled posi�ons where these
deficiencies exist.

3. Compila�on and maintenance of the suppor�ng data for the analysis, goals and �metables. Such data will include
progression line charts and seniority rosters (where appropriate), applicant flow data, and appointment ra�os for women
and minori�es.

4. Establishment of a procedure which will systema�cally monitor and provide feedback from administra�ve or opera�ng
units. The feedback from the units will include:

1. Analysis of the hiring of minori�es and women;

2. An evalua�on of recruitment and recruitment sources for minori�es and women;

3. A review of promo�ons and transfers of minori�es and women;

4. A review of the increase or decrease of women and minori�es in the workforce;

5. Iden�fica�on of problem areas peculiar to a unit specific recommenda�ons for overcoming problems.

5. Prepara�on of an analysis of The University of Michigan’s workforce. Employees will be grouped in posi�on classifica�ons
by job group and by organiza�on unit, with rates of pay. The analysis will display the total number of employees in each
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classifica�on with a distribu�on by race and sex. Ethnic groups will be described as Black, Asian, American Indian and
Hispanic.

3. In addi�on, the Director of Affirma�ve Ac�on Program shall:

1. Maintain liaison with governmental officials and other groups concerned with affirma�ve ac�on programs.

2. Maintain liaison with the Council of Minority Concerns, the Commission for Women and other representa�ves cons�tuency
groups to receive their recommenda�ons.

3. Make periodic reports to the University community on the progress of the programs.

4. Coordinate data gathering, consolidate data, analyze data, and prepare reports required by external agencies.

D. PERSONNEL DIRECTOR AND THE ASSISTANT TO THE VICE-PRESIDENT FOR ACADEMIC AFFAIRS

1. The Personnel Director and the Assistant to the Vice-President for Academic Affairs, each within his/her jurisdic�on, are
responsible to assist the Director of Affirma�ve Ac�on Programs in fulfilling his/her responsibility, and specifically to develop and
implement personnel policies and prac�ces that assure compliance with these equal employment opportunity and affirma�ve
ac�on requirements.

2. The Personnel Director and the Assistant to the Vice-President for Academic Affairs are also responsible for maintaining and
upda�ng the personnel data base and for genera�ng reports required for the affirma�ve ac�on programs.

E. MANAGERS AND SUPERVISORS

1. Within his/her area of jurisdic�on, each manager and supervisor is required to cooperate with the Director of Affirma�ve Ac�on
to ensure compliance with this policy and affirma�ve ac�on programs.

F. CONSTRUCTION PROJECTS AND SUPPLIERS

1. An individual designated by the Vice-President and Chief Financial Officer shall be responsible for assis�ng the Director in the
implementa�on of equal employment opportunity and an affirma�ve ac�on plan in all construc�on projects and in all purchasing
ac�vi�es.

VI. Ar�cle VI

RECRUITMENT

1. The University recruits on the basis of qualifica�ons and individual ability without regard to race, sex, color, creed, na�onal origin or
ancestry, age, or religion, or marital status, except where sex or age is a bona fide occupa�onal qualifica�on.

2. Recruitment sources will con�nue to be advised, through wri�en and verbal no�fica�on, of the University’s policy and commitment to
equal employment opportunity.

3. Recruitment prac�ces will focus on crea�ng a feeling conducive to a�rac�ng minori�es and women.

4. The University shall con�nue to strengthen and develop new recrui�ng sources from among those specializing in and oriented toward
placement of minori�es and women. Such recrui�ng will be directed toward increasing minority and women applicants, with emphasis
on areas where underu�liza�on has been determined.

5. Recruitment and liaison programs will be con�nued with secondary schools and colleges having a concentra�on of minori�es and
women and will be included in regular recruitment schedules and visits.

6. The phrase, “A Non-Discriminatory/Affirma�ve Ac�on Employer,” will con�nue to be used on recrui�ng and other employment
publica�ons and adver�sements. The use of news media directed to women and minori�es will con�nue to be part of the University’s
adver�sing prac�ces.

7. The Personnel Office shall assist in recrui�ng qualified applicants for all non-instruc�onal posi�ons, in coopera�on with the department
or unit having the open posi�on, and shall make special efforts to increase minori�es and women in the applicant pool where
underu�liza�on has been determined.

8. Adver�sements of open posi�ons in the instruc�onal, execu�ve/managerial, professional/administra�ve, and technical categories will
be placed in those professional journals and job registries which have proven effec�ve in broadening the applicant pool, including those
which are readily available to minori�es and women.

9. When a search commi�ee is formed to locate candidates employment, every effort will be made to include minori�es and women
among its members. In any case, the search commi�ee will u�lize methods which are most likely to result in the inclusion of qualified
minori�es and women in the applicant pool par�cularly for those posi�ons in job groups where underu�liza�on has been determined.

VII. Ar�cle VII

EMPLOYMENT AND PLACEMENT

1. Applicants for employment are considered and placed without regard to race, sex, color, creed, na�onal origin or ancestry, age, religion
or marital status. The University will con�nue to display official Equal Employment Opportunity posters in conspicuous places available
to employees and applicants for employment.
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2. Employment applica�on forms are in compliance with applicable federal laws.

3. Screening procedures, such as interviewing and tes�ng, are validated, standardized, and consistent with applicable laws and acceptable
personnel prac�ces. So as not to adversely affect the employment opportuni�es of minori�es and women, employment interviewers
are specially instructed in the University’s equal opportunity policy and commitment.

4. Records are maintained on interviews conducted and on the results of interviews.

VIII. Ar�cle VIII

TRAINING

1. Selec�on for, and par�cipa�on in, University training programs is without regard to race, sex, color, creed, na�onal origin or ancestry,
age, religion, or marital status. Availability of training programs will be made known through University publica�ons and other
appropriate media.

IX. Ar�cle IX

PROMOTIONS, DEMOTIONS, LAYOFFS, RECALLS, AND TRANSFERS

1. For the purposes of demo�ons, layoffs, recalls for layoff, opportuni�es for promo�on, transfer, and filling temporary openings, an
employee’s qualifica�ons, including ability to perform the work, and service are considered without regard to race, sex, color, creed,
na�onal origin or ancestry, age, religion, or marital status.

2. To ensure equal opportunity for promo�on, the University will con�nue to make known on a University-wide basis the availability of
open posi�ons so that all interested individuals can be considered. Where it has been determined that minori�es or women are
underu�lized, special efforts consistent with University requirements will be made to correct the deficiency.

X. Ar�cle X

FACILITIES AND ACTIVITIES

All University facili�es and officially-sponsored ac�vi�es will con�nue to be maintained on a non-segregated basis. (With respect to sex, the
excep�on will be showers, locker rooms, and rest rooms.)

XI. Ar�cle XI

UNION RELATIONS

The University’s collec�ve bargaining agreement with Local AFSCME, contains the following provisions:

The University and the Union agree that there will be no discrimina�on in the applica�on of this agreement because of race, creed, color,
na�onal origin, age, or sex. Nothing in this Sec�on shall be construed to prevent an employee alleging discrimina�on from exercising
cons�tu�onal or statutory rights which may be available.

Similar provisions appear in all other University collec�ve bargaining agreements. A non-discrimina�on clause will be bargained as a part of
future agreements between the University and unions.

XII. Ar�cle XII

PERSONNEL POLICIES

Personnel policies and prac�ces such as compensa�on and benefit programs are the subject of periodic review to ensure that they are
consistent with applicable and current legal requirements and that they are administered without regard to race, sex, color, creed, na�onal
origin or ancestry, age, religion, or marital status.

XIII. Ar�cle XIII

COMMUNITY RELATIONS

The University will con�nue to cooperate and to work with governmental agencies and community groups, which also have equal
employment opportunity objec�ves, in the development of meaningful approaches and sound techniques in fostering mutual commitment.

XIV. Ar�cle XIV

SUBCONTRACTORS

1. All subcontractors on government contracts have been and will con�nue to be no�fied of University commitments under Execu�ve
Order 11246 and of their obliga�ons as subcontractors.
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2. The University will con�nue to incorporate the Equal Employment Opportunity Clause in each non-exempt first-�er subcontract and
purchase order having a face value of $10,000. or more, when applicable. Subcontractors will be required to assure compliance with the
provisions of Execu�ve Order 11246 as it pertains to them.

3. When applicable, the University will secure an executed “Cer�ficate of Non-Segregated Facili�es” from each non-exempt first-�er
subcontractor or vendor involved in an award having a dollar value of $10,000. or more. A copy of the executed “Cer�ficate” will be
retained in the prime contractor’s files for reference and review.

XV. Ar�cle XV

MONITORING, REPORTS, AND RECORDS

1. The University will implement and maintain a monitoring and repor�ng system for the purpose of evalua�ng this policy and its
affirma�ve ac�on programs.

2. Each administra�ve unit within the University shall periodically establish hiring goals and �metables for employing women and
minori�es in all job groups to correct any iden�fiable deficiencies.

3. Every administra�ve unit within the University shall be required to maintain records documen�ng its “good faith efforts” with respect to
the implementa�on of this policy and the affirma�ve ac�on programs.

4. The Director of Affirma�ve Ac�on Programs, in conjunc�on with the Personnel staff, will analyze all data compiled on the nature of staff
composi�on and personnel prac�ces. The Director shall be responsible for the prepara�on of reports on all findings:

1. Staff profiles for each employing unit with distribu�on of staff by race and sex;

2. Staff profiles for each occupa�onal category by job groups within the en�re ins�tu�on showing distribu�on by race and sex;

3. Salary analyses in appropriate staff groups or in each job classifica�on University-wide by race and sex;

4. Analyses of progress towards goals and �metables;

5. Iden�fica�on of any deficiencies and problems of possible discrimina�on or lack of equal employment opportunity;

6. Such other reports as may be required periodically.

5. Grievance procedures at all levels of the University shall be reviewed periodically by the Director of Affirma�ve Ac�on Programs and the
Personnel staff to ensure and improve effec�veness of procedures with respect to the processing of complaints of alleged
discrimina�on.

XVI. Ar�cle XVI

RELEASE OF INFORMATION FROM PERSONNEL DATA FILES

1. It is the policy of The University of Michigan to carefully control the release of data compiled from the personnel files on the nature and
composi�on of University employees, including such factors as race, sex, and age, especially when linked to names in order to prevent
the invasion of privacy.

While the Director of Affirma�ve Ac�on Programs shall have access to informa�on from personnel records for the prepara�on of
reports and analyses, the release of these data with the excep�on of names of employees in a specified form shall be restricted to
government agencies.

This policy is comprehensive and replaces all previous policies and statements concerning Equal Employment Opportunity/Affirma�ve
Ac�on Policies.

/S                                              
Harold T. Shapiro, President 
October 1, 1980

*  Whenever sex or age is used in this policy, it is with the following proviso: except where sex or age is a bona fide occupa�onal qualifica�on.

Notes

This policy was reviewed in September 2015.  No changes were made.

File A�achments
Printable PFD of SPG 201.82 (h�p://spg.umich.edu/sites/default/files/201X82.PDF)

http://spg.umich.edu/sites/default/files/201X82.PDF
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