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2016 Ohio University Affirmative Action Program
 EXECUTIVE SUMMARY
 As an affirmative action, equal opportunity institution, Ohio University promotes fair access to workplace opportunities in all of its employment actions. As a federal contractor, the University is required by Executive Order 11246, Section 503 of the Rehabilitation Act of 1973 and the Vietnam Era Veterans' Readjustment Assistance Act of 1974 (VEVRAA), as amended by the Jobs for Veterans Act, to take affirmative action to employ and advance in employment women and minorities, persons living with disabilities and protected veterans.
 For educational institutions, affirmative action programs are not filed with the Office of Federal Contract Compliance Programs (OFCCP); they are kept by the contractor and must be produced in case of an audit by the OFCCP. They serve as a tool for leadership to measure its affirmative action goals. The following is a brief summary of relevant data from Ohio University’s 2014–2015 Affirmative Action Plan.
 WORKFORCE PROFILE
 Each campus of the University was analyzed for its representation of women and racial/ethnic minorities. Campus-wide representation and analyses of veterans and persons with disabilities were also included in the Affirmative Action Plan. Statistics on racial/ethnic origin, disability and veteran status are based on voluntary, self-disclosed information.
 A statistical analysis of the workforce by gender and racial/ethnic category was conducted. As of November 1, 2015, the University workforce included the following:
 Athens: 4,370 employees: 52.06% women; 11.58% minorities
 Chillicothe: 236 employees: 58.05% women; 5.93% minorities
 Eastern: 85 employees: 38.82% women; 5.88% minorities
 Lancaster: 204 employees: 56.37% women; 8.82% minorities
 Southern: 208 employees: 53.37% women; 5.77% minorities
 Zanesville: 193 employees: 58.73% women; 5.29% minorities
 WORKFORCE CHANGE
 The workforce composition was also reviewed. The following information describes the change in women and minority representation by campus from the 2013-2014 AAP to the 2014-2015 AAP.
 On the Athens campus, total employees increased by 3%. The overall percentages of minorities and women remained roughly the same. For nearly all the regional campuses, the percentage of women remained relatively stable, but minorities’ representation increased on the Chillicothe, Eastern, Lancaster and Southern Campuses while decreasing in Zanesville.
 i
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AVAILABILITY AND UTILIZATION ANALYSIS
 The availability analysis compares the representation of minorities and women in each job group with their representation among those identified as internal candidates or external candidates within the recruitment area. Job groups represent career progression opportunities for Ohio University employees within EEO Categories. Where actual representation was less than the calculated availability, we determine if there is underutilization of minorities or women in job groups.1 Overall, the workforce was found to meet utilization standards for minorities in 22 out of 27 job groups on the Athens campus, with the following groups showing statistical significance:
 • While minorities are adequately represented in Executive job groups, they are notsufficiently represented in the Upper or Mid Level Non Executive job groups.
 • Minorities are not sufficiently represented in the Assistant Professor job groups nor inVisiting, OPIE or Term Non Tenure Track Faculty job groups.
 • Minorities are underrepresented in the Mid Level Service Professional Job Group.
 Likewise, across the University, the workforce was found to meet utilization standards for women in 19 out of 27 job groups. The following groups, however, were statistically significant:
 • Females are significantly utilized at the Assistant Professor levels, but do not attainAssociate or Full Professorships at levels that would be expected.
 • Females are sufficiently represented in the feeder position levels for executive levelopportunities, but are underutilized at the top level.
 • Females have minimal representation in all levels of the Technical and Paraprofessional,Skilled Craft, and Upper-level Service and Maintenance jobs.
 GOAL ATTAINMENT AND PLACEMENT GOALS
 A review of employment actions over the past year yields information on goal attainment. Goals are attained when employment was less than availability by at least one whole person in any given job group and are based on an assessment of new hires, promotions or transfers into a job group. During the past year, goals for women were established in thirteen job groups and were met in five. Goals for minorities were identified in fifteen job groups and were met in two.
 For the coming AAP year, the Athens campus has placement goals for women and/or minorities in all our job groups. Specifically, there are placement goals established for minorities in 15 of the 27 job groups and for women in 13 job groups. Minorities and women each have placement goals in Executive Leadership, Non Executive Leadership, Tenure Track Full, Professor job groups, and Upper and Middle Middle Service and Maintenance job groups.
 While most of the regional campuses have a lower percentage of minority faculty and staff, this does not necessarily lead to a placement goal since the numbers of positions within each job group is small and, for some of the positions, the availability of minorities makes it less likely to show statistical significance.
 Ohio University continues to be committed to strive for increased minority and female representation in its workforce on the Athens and regional campuses.
 1 Standard deviations of 2.0 or greater are generally regarded as statistically significant. For groups with fewer than 30 employees, the Exact Binomial Test is used, where scores of 0.050 or less are generally regarded as significant.
 ii
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INDIVIDUALS WITH DISABILITIES AND PROTECTED VETERANS
 Pursuant to changes in reporting requirements as contained in Section 503 of the Rehabilitation Act of 1973 (as amended) (29 U.S.C. § 793) and its implementing regulations (41 C.F.R. Part 60-741), this year’s Affirmative Action Plan also contains analyses of data related to Individuals with Disabilities. The information is limited to an analysis of the number of individuals with disabilities who applied and were hired, and the overall percentage of incumbents in the various job groups who identified as individuals with disabilities. Please note that applicants and employees self-identify.
 The OFCCP has set an aspirational benchmark of 7% for incumbency in each job group. In most job groups no employees self-identified as being a person with a disability. Across the University, this goal was met in the following areas:
 Eastern Campus: Non-Tenure Track Faculty – Term (12.5%)
 Zanesville Campus: Mid Level Manager Non-Executive (25%)
 Likewise, for Protected Veterans, the Vietnam Era Veterans' Readjustment Assistance Act of 1974, as amended by the Jobs for Veterans Act of 2002 (38 U.S.C. § 4212), and its implementing OFCCP regulations (41 C.F.R. Part 60-300) imposed new reporting requirements.In our analysis, we looked at applications and hires of individuals who identified as Veterans. The aspirational benchmark for this year was that 7% of our hires would be Veterans. On the Athens campus, 2.36% of all new hires were Protected Veterans. No other campus hired any self-identified Protected Veterans.
 In addition to continuing our compliance focus, our office plans to continue our support of University Human Resources and the Office for Diversity and Inclusion’s efforts to enhance recruitment and retention efforts for persons living with disabilities and protected veterans. Finally, we want to expresses special appreciation to the Office of Institutional Research for their extraordinary efforts in preparing the data for this Affirmative Action Plan.
 For questions or assistance, please contact us at:
 University Equity and Civil Rights Compliance, Equal Opportunity and Accessibility
 Sara L. Trower, Executive Director Email: [email protected]
 Dianne Bouvier, Director, Equal Opportunity and Accessibility Email: [email protected]
 Kerri Griffin, Assistant Director Email: [email protected]
 Phone: 740.593.9140 Website: www.ohio.edu/equity-civil-rights
 iii
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PRESIDENT’S STATEMENT OF COMMITMENT
 Today’s world requires a deeper understanding of the complexities of differing cultural perspectives that impact policies, laws, and resources. As educators, we know that multicultural competency is achieved most readily and meaningfully in a diverse educational environment. Along with increasing the diversity of the student body, the other essential component to a diverse educational environment is increasing the presence of underrepresented faculty and staff.
 Ohio University is committed to equal opportunity and affirmative action. We dedicate ourselves and our resources to building a community which is respectful of all people, and to promoting an atmosphere where understanding and acceptance of cultural and racial differences are ensured. To that end, we work to eliminate those barriers that inhibit people’s success, especially in areas involving discrimination, including harassment, on the basis of race, religion, color, sex, sexual orientation, national origin, age, gender, gender identity or expression, mental or physical disability, or veteran status.
 Diversity in all its forms serves to enhance the quality of life for students, faculty, and staff and is essential to the recruitment and retention of these same groups. A climate that represents and embraces different cultures only serves to enhance Ohio University’s ability to provide all of its students with relevant experiences to successfully compete and achieve in our increasingly diverse and complex world.
 In order to achieve this, we actively take affirmative steps to attract and retain a diverse and well-qualified workforce and student body, and continually work to improve our climate to achieve the goal of equal opportunity. I personally believe that a vigorous, effective affirmative action program gives testimony to our continuing quest for educational justice and excellence.
 Ohio University encourages the sharing of knowledge and experiences, the acquisition of cultural competencies, the celebration and appreciation of the human spirit, regardless of its packaging. Here, diversity is not an initiative. It is a commitment renewed every day.
 Roderick J. McDavis President
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INTRODUCTION
 Ohio University is a four-year public research university with a main campus located in Athens, Ohio, five regional campuses, three centers, and two extension campuses serving the southeastern region of the state as an educational institution and employer.
 The Athens Campus offers bachelors, masters and doctoral degree programs:
 • 17,660 undergraduate students on the Athens campus• 300 undergraduate majors• 1,002 full time faculty (Athens campus)• 18:1 student to faculty ratio• 32 student average class size• 42 residence halls housing 8,000 students• 500 registered student organizations• 30 fraternities and sororities• Over 1,800 students from other countries• 210 buildings on 1,800 acres• 16 NCAA Division I teams in the Mid-American Conference• Average freshman total need-based gift aid: $6,234
 Regional Campuses offer associates, bachelors and masters degree programs:
 • OU-Chillicothe – 2,308 students• OU-Eastern – 1,078 students• OU-Lancaster – 2,464 students• OU-Southern – 2,018 students• OU-Zanesville – 2,116 students
 History
 Established in 1804, Ohio University was the first institution of higher learning in the Northwest Territory and is the oldest public institution of higher learning in the state of Ohio and. Admission to Ohio University is granted to the best-qualified applicants as determined by a selective admission policy.
 Recognition
 Ohio University has been cited for academic quality and value in U.S. News and World Report, America’s 100 Best College Buys, Princeton Review’s Best Colleges, The Fiske Guide to Colleges and Peterson’s Guide to Competitive Colleges. The John Templeton Foundation has also recognized Ohio University as one of the top character-building institutions in the country. Currently, Ohio University ranks first in the state of Ohio for nationally competitive awards won by its students. The Center for World University Rankings ranked OHIO in the top 2.2% of the world’s higher education institutions for its quality of education.
 1
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Accreditation
 Ohio University is accredited by the Higher Learning Commission (HLC) (formerly the North Central Association of Colleges and Schools, Commission on Institutions of Higher Education). While over 30 of the University's academic programs are accredited by their own specialized accreditors, Ohio University as a whole is accredited by HLC. All of the University's programs and units are covered by the institution-wide HLC accreditation.
 Commitment to Equal Opportunity and Affirmative Action
 Ohio University (also referred to as “the University” and “OHIO”) is fully committed to the concept and practice of equal opportunity and affirmative action in all aspects of employment.
 In developing and implementing the Affirmative Action Plan (AAP), the University has been guided by its established policy of providing equal employment opportunity. Any placement goals that the University has established herein are not intended as rigid, inflexible quotas that must be met, but rather as targets reasonably attainable by applying every good faith effort in implementing this AAP. Neither the use of placement goals for this AAP, nor the effect of such placement goals, is intended to discriminate against an individual or a group of individuals with respect to any employment opportunities for which she, he, or they are qualified on the grounds that she, he, or they are not the beneficiaries of affirmative action themselves. Nothing herein is intended to sanction the discriminatory treatment of any person. Indeed, all employment decisions at the University are made based on job-related criteria. Thus, this AAP has been developed in strict reliance upon the Guidelines on Affirmative Action issued by the Equal Employment Opportunity Commission (EEOC) (29 C.F.R. Part 1608), www.access.gpo.gov/nara/cfr/waisidx 04/29cfr1608 04.html; and the Office of Federal Contract Compliance Programs, EEOC and Department of Labor (C.F.R. 41, Chapter 60), www.dol.gov/dol/allcfr/Title 41/Chapter 60.htm.
 Ohio University has prepared this AAP to cover all employees reporting to and/or working in Athens or any of the five regional campuses and their affiliated centers: OU-Chillicothe, OU-Eastern, OU-Lancaster, OU-Southern and OU-Zanesville. Although there is one plan, the data is separated by campuses because of the differences in recruitment pools. The regional campus data is in the binder entitled “2014-2015 Ohio University Affirmative Action Plan – Regional Campus Data.” The campus dean is the top leader for each regional campus; the dean reports to the Executive Dean for Regional Campuses, who reports to the Executive Vice President and Provost (EVPP). The EVPP reports to the President.
 President: President Roderick McDavis Executive Vice President and Provost: Dr. Pamela Benoit Executive Dean for the Regional Campuses: Dr. William Willan OU-Chillicothe Dean: Dr. Martin Tuck OU-Eastern Dean: Dr. Paul Abraham OU-Lancaster Dean: Dr. Jim Smith OU-Southern Dean: Dr. Nicole Pennington OU-Zanesville Dean: Dr. Jennifer Cushman
 2
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OHIO’s AAP is made up of four sections: a general summary and data analysis for the Athens Campus, Regional Data, a report on Individuals with Disabilities and a report on Protected Veterans. As detailed in the Job Group Analysis, this AAP covers:
 • Athens Campus, with 4,370 employees including 506 (11.58%) minorities and 2,275(52.06%) women;
 • OU-Chillicothe, with 236 employees including 14 (5.93%) minorities and 137 (58.05%)women;
 • OU-Eastern, with 85 employees including 5 (5.88%) minorities and 33 (38.82%) women;• OU-Lancaster, with 204 employees including 18 (8.82%) minorities and 115 (56.37%)
 women;• OU-Southern, with 208 employees including 12 (5.77%) minorities and 111 (53.37%)
 women; and• OU-Zanesville, with 189 employees including 10 (5.29%) minorities and 111 (58.73%)
 women.
 All employees are expected to be committed to OHIO’s “Four Fundamentals”:
 1. Inspired teaching and research dedicated to students’ academic success andfocused on the connections between student learning and the advancement ofknowledge and creative activity.
 2. Innovative academic programs that draw on the best traditions and practices inliberal arts, professional, and interdisciplinary education.
 3. Exemplary student support services committed to helping students fulfill theiracademic promise.
 4. Integrated co-curricular activities that foster a diverse environment of respect andinclusivity and facilitate students’ development as citizens and leaders.
 The Office for Equal Opportunity and Accessibility was in place during the duration of this AAP and was subsequently reorganized into the Office of University Equity and Civil Rights Compliance. This plan uses "Office of University Equity and Civil Rights Compliance" throughout this document.
 This AAP does not constitute an expressed or implied contract between the University and its employees, job applicants, or other persons. This AAP does not provide any individual or group with a private right of action against Ohio University.
 3
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SCOPE AND PURPOSE OF AFFIRMATIVE ACTION
 Affirmative Action programs are necessary because acts of discrimination based upon race, sex, color, national origin, religion, disability, and veteran status have occurred in this society. Furthermore, discrimination has been so pervasive that even with overt forms legally terminated, its vestiges defer equal opportunity to a future date that would best be measured in generations rather than years. It is to accelerate the achievement of equal opportunity that Affirmative Action programs have been developed.
 Ohio University maintains forthright commitment to equal opportunity and affirmative action in all its programs and activities. Ohio University Policy No. 40.001 “Equal Employment and Educational Opportunity” (www.ohio.edu/policy/40-001.html), which is electronically available to all university employees and students, clearly and directly states OHIO’s institutional policy. Ohio University’s Affirmative Action Policy (www.ohio.edu/equity/upload/Affirmative-Action-Policy.pdf), which is available electronically to all university employees and students and posted conspicuously across campuses, affirms the university’s commitment to recruiting and hiring women and persons from historically underrepresented groups.
 This AAP sets forth specific, results-oriented procedures to which Ohio University is committed in good faith. The objectives of these procedures is the achievement of equal opportunity for all and an equitable representation of women, racial minorities, persons with disabilities, and protected veterans in all employment and educational programs and activities at Ohio University. The guidelines and procedures contained in this document shall apply to all employees of Ohio University and shall supplement any other official equal opportunity policies and procedures.
 Decisions having equal opportunity and affirmative action implications are continually being made throughout the University in areas such as admissions, hiring, layoffs, transfers, promotions, tenure, and accessibility. In order for those many decisions to take equal opportunity and affirmative action into consideration, these principles are encouraged and integrated into the day-to-day operations of the University. Through this combination of policies and program activities, Ohio University seeks to make affirmative action and nondiscrimination natural considerations that are raised at every level within the University. Affirmative action must be practiced by every unit of the institution if the goals are to be met. Equal opportunity and affirmative action are consistent with the philosophy and mission of Ohio University and provide a focal point for programs and activities that move us toward the goals of equity and justice. The aim of the affirmative action program is to improve the work, academic and living climate at the University, and therefore, to move the community toward being more just, welcoming and socially responsible.
 4
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STATEMENT OF POLICY
 The University has established a written AAP with respect to equal opportunity. This AAP has been prepared in conformity with E.O. 11246 and the implementing regulations of OFFCP, 41 C.F.R. Part 60-1 et seq. This AAP is designed to provide guidance to management with respect to the University’s commitment to full implementation of its EEO/affirmative action policy (www.ohio.edu/policy/40-001.html).
 EQUAL EMPLOYMENT AND EDUCATIONAL OPPORTUNITY*
 There shall be no discrimination against any person in employment or educational opportunities because of race, color, religion, age, national origin, ethnicity, national ancestry, sex, pregnancy, gender, gender identity or expression, sexual orientation, military service or veteran status, mental or physical disability, or genetic information, except as explicitly provided for in this policy. University faculty, staff, students, or volunteers may not retaliate against a person who has made a protected disclosure under this policy.
 Ohio University accepts the important distinction between affirmative action and equal opportunity. Equal opportunity assumes that the concept of merit based solely on a person’s ability to perform will govern all personnel and educational decisions. Ohio University is committed to achieve equal opportunity via affirmative action, which requires specific efforts to recruit, admit, employ, transfer, and promote members of groups previously excluded. The assertion of this distinction gives impetus to the institution’s renewed search for approaches and programs designed to meet the University’s goals and objectives.
 The realization of affirmative action objectives increases the heterogeneity of the University community and facilitates knowledge of the values and cultures of peoples of the world. This adds to the multicultural educational mission and indicates the University’s commitment for cultural pluralism in the belief that this is beneficial to all people and essential in strengthening the fabric of society. This commitment demands that opportunities be provided for people who have been denied educational justice.
 The responsibility for overseeing the University’s compliance with affirmative action requirements has been delegated by the President of the University to University Equity and Civil Rights Compliance (ECRC). Every member of the University community, however, is charged with the responsibility for its attainment.
 *Excerpt from OHIO Policy and Procedure No. 40.001, approved by Ohio University, August 3,2012.
 5

Page 12
                        

6

Page 13
                        

OHIO UNIVERSITY NOTICE of NONDISCRIMINATION
 Ohio University does not discriminate on the basis of race, color, religion, national origin, sex, disability, sexual orientation, gender identity or expression, age, or military veteran status in its employment practices or in the provision of educational programs and services. The following person has been designated to handle inquiries regarding the University’s nondiscrimination policies, to receive discrimination/harassment complaints from members of the university community, and to monitor the institution’s compliance with state and federal nondiscrimination laws and regulations:
 Sara L. Trower Executive Director, University Equity and Civil Rights Compliance and Title IX Coordinator Office of the Executive Vice President and Provost Ohio University Lindley Hall 006 Athens, Ohio 45701 Voice: 740.593.9140 Fax: 740.597.9059 www.ohio.edu/equity-civil-rights
 For more information about Ohio University’s policies prohibiting discrimination and sexual harassment, and for a description of Ohio University’s grievance procedures, please visit the webpage for the Office of University Equity and Civil Rights Compliance at https://www.ohio.edu/equity-civil-rights.
 Ohio University is an equal access/equal opportunity affirmative action university. https://www.ohio.edu/equity-civil-rights/non-discrimination.cfm
 PROGRAMS AND PRACTICES
 The University’s policy includes the following commitments in regards to practices and programs to promote equal opportunity in employment and education.
 Ohio University will continue to provide equal opportunity to all qualified persons, and to recruit, train, hire, promote and compensate persons in all jobs without regard to race, religion, color, sex, sexual orientation, national origin, ancestry, age, gender identity or expression, mental or physical disability, or veteran status, or any other characteristic protected by applicable law or policy.
 EMPLOYMENT PRACTICES
 Ohio University will identify and analyze all areas of its employment process so as to further the principles of equal employment opportunity. Employment decisions in all areas are made on the basis of furthering the objective of equal employment.
 Ohio University shall continue to develop effective means to retain employees representing all affirmative action groups. These efforts include encouraging fair and impartial treatment in all
 7
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professional matters. Periodic review for equitable compensation, promotion, and transfer practices shall be accomplished by the University Human Resources and the Office of the Executive Vice President and Provost. Professional development activities, which foster programs to encourage and enhance career opportunities for women, racial minorities, disabled individuals, and protected veterans, will be encouraged, developed, and implemented. University Human Resources, Vice Provost for Diversity and Inclusion and University Equity and Civil Rights Compliance have primary responsibility for developing such programs.
 In addition to implementing specific programs to accomplish affirmative action goals, it is the responsibility of all segments of the University to contribute to enhancing human relations among the diverse groups who work and study at this institution. Ohio University is committed to programs and policies which will encourage intercultural awareness and understanding. To this end, it is expected that an awareness of the unique contributions and experiences of different groups of employees and students at Ohio University will lead to greater responsiveness of the institution to the particular needs of individuals and groups in order for them to achieve an equal opportunity for professional and personal reward and satisfaction.
 Specific examples of Hiring Practices include:
 1. Recruitmenta. All hiring units at Ohio University must follow a process of recruitment utilizing
 affirmative action procedures. All departments shall make specific efforts torecruit, employ and promote members of protected groups that have beenpreviously underrepresented or excluded.
 b. In all units that have few or no members of affirmative action protectedgroups, employment conditions shall be examined to determine whether thesituation resulted from recruitment and hiring practices. Any policies orprocedures found to be discriminatory will be eliminated. If existing policiesdo not result in progress toward employment goals for minorities, women andother protected groups, they shall be augmented by additional systematicefforts to locate and encourage the candidacy of qualified members of thesegroups.
 c. University Human Resources (UHR) posts vacancy notices electronically onits website (www.ohiouniversityjobs.com) and with www.higheredjobs.com,www.diversityjobs.com, www.herc.com and via twitter and linkedin.Additionally, UHR posts all vacancy notices on Ohio’s job matching site,www.ohiomeansjobs.com establishing linkages with veteran and disabilitysupport organizations. Ohio University will utilize available electronic bulletinboards and their equivalents to further broaden OHIO’S’s recruiting efforts.
 d. UHR reviews each vacancy notice to ensure that the posted language isbroadly written in order to attract a greater diversity of applicants. Further,each posting is reviewed to ensure that the language is encouraging andwelcoming for women and minorities to apply. Also reviewed is the genderand race composition of the search committee members to encourage adiverse representation.
 8
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e. UHR offers on-line training to Search Committee members for thoseconducting vacancy searches across the university to increasenondiscriminatory practices in hiring.
 f. Pursuant to the University’s Diversity Initiative, searches for benefits-eligiblefaculty and administrative positions must be national in recruitment scope,show innovation, exhibit creativity, and reflect an aggressive effort to recruitqualified persons from underrepresented groups. Searches not following thisprotocol require additional review and approval.www.ohio.edu/president/archives/empdiversity.cfm.
 g. For purposes of recruitment and retention, the University will continue tosupport the Dual Career Program. The Dual Career Program strives toprovide information and support to spouses/partners of newly recruitedfaculty and staff regarding local resources and career opportunities in theirsearch for employment.
 2. Hiring Decisionsa. In the hiring process, decisions about applicants shall be made on the basis
 of job-related criteria such as ability, experience and qualifications. Criteria orstandards which have the effect of largely excluding women, racial minorities,persons with disabilities, persons of any sexual orientation, or qualifyingveterans will be eliminated unless a unit demonstrates that such criteria orstandards are absolutely necessary and irreplaceable for successful jobperformance. Qualifying veterans include “(1) Disabled veterans; (2) Otherprotected veterans (veterans who served on active duty in the U.S. militaryduring a war or in a campaign or expedition for which a campaign badge isawarded); (3) Armed Forces service medal veterans (veterans who, whileserving on active duty in the Armed Forces, participated in a United Statesmilitary operation for which an Armed Forces service medal was awardedpursuant to Executive Order 12985); and (4) Recently separated veterans(veterans within 36 months from discharge or release from active duty).”
 b. The University uses electronic hiring processes to assure more consistentprocesses and standards and to assist in collecting more accurate andcomplete voluntary demographic applicant information. This also providesgreater convenience and accessibility to all potential applicants.
 c. University Equity and Civil Rights Compliance will serve as a resource toUniversity Human Resources with information about equitable hiring practicesin advertising vacancies, screening, interviewing and selecting individualsseeking employment at Ohio University.
 d. University Human Resources will update on-line hiring processes for alladministrative, faculty and non-bargaining unit classified positions at OhioUniversity. The University negotiates a collective bargaining agreement withAFSCME and FOP regarding bargaining unit employees. All hiring-relateddocuments include a statement for affirmative action. These documents areavailable on-line at: www.ohio.edu/hr/employment/ .
 9
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e. The interview process is an integral part of a vacancy search. As part of theUniversity’s Diversity Initiative, at least one qualified candidate from anunderrepresented group is included at the final interview stage for all full-timeadministrator and faculty appointments. The Office of University Equity andCivil Rights Compliance reviews all applicant pools to determine compliancewith the University’s Diversity Initiative and this AAP.
 3. Promotion
 Individuals will continue to be upgraded and promoted on the basis of theirabilities, skills and experience. The University ensures that protected veterans,individuals with disabilities, minority and female employees who are qualified, aswell as those who are qualified through training, are considered for promotion. Inmaking decisions, the supervisors directly involved and other appropriatepersonnel ensure that promotions are based solely on job-related criteria.
 4. Transfers
 When vacancies occur, the supervisor directly involved and other appropriatepersonnel will continue to make positive efforts to affect transfers of protectedveterans, individuals with disabilities, minority and female employees wheneversuch transfers will increase the likelihood of greater job opportunity in areaswhere minority and female employees may have been underutilized.
 5. Layoffs
 If reductions in the University’s workforce become necessary, they will be basedon nondiscriminatory policies. The University will review those persons affectedby the reductions to assure compliance with this policy and to ensure thatmembers of all protected classes are treated in a nondiscriminatory manner withrespect to layoff and recall.
 EDUCATIONAL PROGRAMS AND SERVICES
 All student programs, services, rules, regulations, benefits and aid at Ohio University shall be administered without discrimination on the basis of race, religion, color, sex, sexual orientation, national origin, ancestry, age, gender identity or expression, mental or physical disability or veteran status.
 1. Recruitment and Admission of Students
 Recognizing the underrepresentation of individuals from affirmative action categories inmany areas, special efforts shall be made to recruit those underrepresented in order toincrease their level of participation. At Ohio University, under the leadership of theOffice of Diversity and Inclusion, innovative programs have been developed andintroduced to attract and recruit students from diverse and historically underrepresentedpopulations, and they are housed in the Office for Minority Student Access andRetention (OMSAR):
 10
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a. Urban Scholars Program: A need-based scholarship program targeted to highschool graduates of urban school districts in Ohio. The program providesscholarship support to students from disproportionately represented groups withdemonstrated financial need as determined by FAFSA, excellent academicachievement, and who have the desire and motivation to succeed.www.ohio.edu/omsar/urban/index.cfm.
 b. Appalachian Scholars Program: A merit and need-based scholarship programfor high school graduates residing in Appalachian counties in Ohio. The programprovides scholarship support to students with excellent academic records, whohave demonstrated financial need as determined by the FAFSA, who are highlymotivated, have a strong desire to succeed, and plan to enroll on the Athenscampus. www.ohio.edu/omsar/appalachian/index.cfm
 c. Templeton Scholars Program: This merit based financial award provideseducational opportunities designed to enrich the intellectual experiences oftalented students from disproportionately represented populations. The programpromotes personal, social, cultural and academic excellence as well asprofessional development. This vision is achieved through creative programsand faculty-mentored research, scholarship, creativity, and character education.These awards were created in honor of the first African American graduate ofOhio University, John Newton Templeton, in 1828.www.ohio.edu/omsar/templeton/index.cfm.
 d. Incentive Awards Program: The Ohio University Incentive Award is a financialaward based on academic merit and personal achievement that is available todisproportionately underrepresented represented students.www.ohio.edu/omsar/incentive/index.cfm
 e. King Chavez Parks Scholars: is a financial award available todisproportionately represented students and is based on academic merit andpersonal achievement. www.ohio.edu/omsar/
 f. LINKS: This year long program consists of a pre-matriculation and a year longpeer mentoring program for first-year African American, Latino, and NativeAmerican, and Appalachian students. The goal of the program is to help first-yearstudents make a successful academic and social transition to Ohio Universityand the surrounding community. Successful upper-level OMSAR scholars serveas mentors to LINKS participants. Peer mentors make first-year students awareof the available university resources, services, and offices including OhioUniversity faculty and staff. www.ohio.edu/omsar/LINKS/index.cfm.
 g. Rankin Scholars Program: is a merit-based scholarship opportunity that targetshigh achieving Native American students across the nation. The programoriginated as a gift from its OHIO namesake and alumnus, Harry Rankin andemphasizes academic excellence, leadership, community service, culturalexchange and campus involvement. www.ohio.edu/omsar/rankin/index.cfm.
 h. OHIO Promise Scholarship Program: The merit-based OHIO PromiseScholarship Program provides valuable educational opportunities designed toenrich the intellectual experiences of talented students from underrepresented
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populations. The program promotes personal, social, cultural, and academic excellence as well as professional development. This vision is achieved through a wide array of professional programs, faculty engagement, scholarly activities, community building activities, and character education.
 i. Carthen Scholars Program: The mission of the Dr. Jason Carthen Leaders ofTomorrow Scholarship is to encourage and enable high school students to haveaccess to college and realize the impact that civically engaged and communityfocused individuals can have on the world.
 j. The National Black Alumni Scholarship Fund: This competitive fund isawarded to select full-time African American sophomores, juniors and seniorsattending the Athens campus. Recipients must demonstrate academic merit andleadership qualities as evidenced through their student experience.
 2. Retention of Students
 It shall be the policy of Ohio University to recognize the contributions made to the qualityof the institution by the presence of racial minorities, women, disabled persons, andprotected veterans, as students on Ohio University’s campus.
 To reflect the University’s commitment to supporting its racial minorities, women,disabled persons and other underrepresented groups and to better coordinateinstitutional efforts in this area, Ohio University has created the Office for Diversity andInclusion. The Office consists of the following units that promote a diverse learningenvironment and its benefits, advocate for qualified affirmative action group membersand collaboratively recruit and retain a diverse student, faculty and staff.
 Office for Multicultural Student Access and Retention www.ohio.edu/omsar/
 Office for Multicultural Programs and Multicultural Center www.ohio.edu/culturalcenter/
 Lesbian, Gay, Bisexual, Transgender Center www.ohio.edu/lgbt/
 Women’s Center www.ohio.edu/womenscenter/
 International Student and Faculty Services (a part of University College) www.ohio.edu/isfs/
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SERVICES FOR INDIVIDUALS WITH DISABILITIES
 Persons living with disabilities (employees, visitors and guests) are encouraged to contact the Office of University Equity and Civil Rights Compliance (ECRC). Student Accessibility Services (SAS) is designated to provide accommodations and support to students living with disabilities. ECRC is located in Lindley Hall 006. Telephone: 740.593.9140; web: www.ohio.edu/equity-civil-rights. SAS is located in Baker University Center 348 in Athens, Ohio. Telephone: 740.593.2620; web: www.ohio.edu/uc/sas/.
 Sections 502 and 504 of the Rehabilitation Act of 1973 and Title I of the Americans with Disabilities Act of 1990 and the ADA Amendments Act of 2008, include specific prohibitions against discrimination based on disability in areas related to employment and program accessibility; and in student programs, education and employment activities and services. Ohio University shall continue to make the University more accessible in all areas to the disabled through programs designed to meet their special needs.
 The term “disabled person” refers to any person who has a physical or mental impairment which substantially limits one or more of such person’s major life activities, has a record of such impairment, or is regarded has having such impairment. In the areas of employment and education, a “qualified disabled person” is an individual who is disabled who, with a reasonable accommodation, can perform the essential functions of the job under consideration or an individual who meets the academic and technical standards required for admission or participation standards required for admission and participation in the programs and activities of the institution.
 The ADA Amendments Act of 2008 more broadly includes “impairments that substantially limit a major life activity. The amended language also states that mitigating measures, including assistive devices, auxiliary aids, accommodations, media therapies and supplies … have no bearing in determining whether a disability qualifies under the law.” (www.access-board.gov/about/laws/ada-amendments.htm)
 Consistent with sections 502, 503, and 504 of the Rehabilitation Act of 1973, the Americans with Disabilities Act of 1990, the ADA Amendments Act of 2008, and the University’s own policies and programs of equal opportunity and affirmative action, Ohio University will provide opportunities for qualified disabled persons in education, employment and promotion by means of reasonable accommodations. Further, while the University carries out its policies of program accessibility, the elimination of architectural and attitudinal barriers will be vigorously pursued.
 Likewise, it is the mission of SAS to ensure equal opportunity and access for members of the Ohio University Community. Central to this mission is the development of an academic environment that is accessible to all people without the need for adaptation. http://www.ohio.edu/uc/sas/index.cfm
 PROGRAMS FOR VETERANS
 In accordance with Section 402 of the Vietnam Era Veterans Readjustment Act of 1974, (VEVRAA or “Section 4212”), 38 U.S.C. 4212 and as amended in 2013; and Ohio University policies, programs will be provided for qualified veterans, including opportunities in education, employment and promotion. Qualifying veterans include “(1) Disabled veterans; (2) Other protected veterans (veterans who served on active duty in the U.S. military during a war or in a campaign or expedition for which a campaign badge is awarded); (3) Armed Forces service
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medal veterans (veterans who, while serving on active duty in the Armed Forces, participated in a United States military operation for which an Armed Forces service medal was awarded pursuant to Executive Order 12985); and (4) Recently separated veterans (veterans within 36 months from discharge or release from active duty).” (Excerpt from www.dol.gov/vets/contractor/main/htm#1 .)
 14

Page 21
                        

DISSEMINATION OF POLICY
 The University’s Affirmative Action Policy shall be disseminated to all units within the University and to the surrounding community. Measures taken to ensure broad dissemination shall include:
 INTERNAL 1. The Equal Employment and Educational Opportunities Policy is available for all
 employees on the OHIO website at www.ohio.edu/policy/40-001.html.
 2. The Affirmative Action Policy will continue to be clearly posted on University bulletinboards and is accessible through the Office for Equal Opportunity and Accessibility’swebsite at www.ohio.edu/equal-opportunity/affirmative-action-policy.cfm .
 3. An Affirmative Action policy statement will be published in the Ohio University FacultyHandbook (www.ohio.edu/facsen/handbook/current-handbook.cfm) and other employeehandbooks.
 4. The Affirmative Action Policy shall be published annually in the graduate andundergraduate catalogs and other University publications.
 5. Supervisors and managers are responsible for both affirmative action compliance andprogram implementation. Ohio University will continue to train supervisors in the area ofequal employment and fair labor practices. The Equal Employment Opportunity trainingincludes information on the evolving issue of harassment based on protectedcharacteristics (including sexual harassment), with emphasis on commitment to aninstitutional policy that strictly forbids harassment activity in any form.
 6. The President and other senior University administrators shall include affirmative actionconsiderations in all plans and activities that might impact upon achievement of equalopportunity.
 7. The University recognizes the importance of communicating the Affirmative Action Policyto all persons it might affect. Therefore, all hiring units shall regularly review theirdissemination procedures and recruiting resources to assure that persons in theappropriate labor market will be informed of employment opportunities at the University.
 8. Management will publish articles covering EEO programs and progress reports, as wellas the Affirmative Action Policy, and will continue to publicize the promotions of minorityand female employees in future University publications. Where employee activities arefeatured, issues will include stories and pictures that illustrate the full participation ofwomen and minorities as well as men and non-minorities.
 9. In course outlines, job hiring processes, campus event publicity, and other materials,there will be information for responding to needs for persons living with disabilities.
 10. A copy of the Ohio University AAP shall be available at the Alden Reference LibraryReference Desk. The University shall post in conspicuous places, available toemployees and applicants for employment, notices which state the University’s policy totake affirmative action to employ and advance in employment qualified affirmative actionemployees and applicants for employment.
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11. The Affirmative Action Plan is available on-line at www.ohio.edu/equity-civil-rights .Persons seeking the AAP in alternative formats may contact University Equity and CivilRights Compliance at: [email protected].
 EXTERNAL
 1. The University will continue to inform recruitment services of its commitment to EEO andaffirmative action. In so doing, the University makes it clear that all applicants will betreated without regard to race, religion, color, sex, national origin, ethnicity, age,disability, or veteran status, or any other characteristic protected by applicable law.Furthermore, these recruitment sources are informed that the University actively seeksqualified women and minorities for employment and admission.
 2. The University will communicate with appropriate veterans, disability, minority andwomen’s organizations, community agencies, high schools, colleges, and other potentialsources of minority and female applicants, apprising them of the University’s EEO policyand encouraging them to refer minority and female candidates for employment andadmission. When the University advertises in newspapers for prospective employees,the advertisement includes the EEO solicitation indicating Ohio University is an equalopportunity / affirmative action employer.
 3. When the University is featured in news reports, employee handbooks, admissionsmaterial, or similar publications, minority, non-minority, veterans, individuals withdisabilities and without, male and female employees and students will be shown.
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RESPONSIBILITY FOR IMPLEMENTATON In accordance with 41 C.F.R. 60-2.17
 The ultimate responsibility for maintaining an affirmative action program and for all related decisions rests with the Ohio University President and the Trustees of the University.
 The Office for University Equity and Civil Rights Compliance shall coordinate and monitor the implementation of the Affirmative Action Plan and assist all units within the University in the identification of problem areas and the development of solutions to overcome these problems in order to achieve the objectives of this Plan. The Office of University Equity and Civil Rights Compliance will serve as a liaison between the University and enforcement agencies except where charges are brought through an enforcement agency. In these instances, the Office of Legal Affairs will be responsible.
 The Chief Human Resource Officer shall have the major responsibility for assuring compliance with affirmative action procedures in the employment, transfer, and promotion of all classified personnel at Ohio University. University Human Resources shall have the responsibility to formulate, audit and report on affirmative action policies relating to classified personnel.
 It shall be the responsibility of each planning unit head to oversee and facilitate the implementation of affirmative action goals and procedures for faculty and staff within their respective planning units. Good faith affirmative action efforts shall be a criterion used in the evaluation of University deans and senior administrators, as well as department heads and supervisors.
 Individuals in charge of each hiring decision shall be responsible for having the necessary information to carry out affirmative action procedures in all employment processes and for communicating with all employees in the unit policies of the University with respect to equal opportunity and affirmative action. The commitment made by Ohio University to uphold this Affirmative Action Plan imposes a responsibility upon each individual employed by the University to abide by the policies and procedures contained herein.
 The duties of the Office for University Equity and Civil Rights Compliance include: 1. Developing policy statements, AAP methods, and internal and external
 communication techniques. Affirmative action policies and procedures will continue to be developed to ensure an efficient yet positive interaction between the Office for University Equity and Civil Rights Compliance and the managers charged with employment responsibility.
 2. Assisting in the identification of problem areas and developing strategies toeliminate any problems identified.
 3. Assisting academic and administrative supervisors and managers in devisingsolutions to equal employment problems, including counseling and training, toensure full understanding of affirmative action and EEO policies and procedures.
 4. Designing and implementing monitoring and reporting methods that will:
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a. Measure the effectiveness of the University’s equal employment andAAP.
 b. Indicate any need for remedial action.c. Determine the degree to which the University’s placement goals and
 objectives are being attained.d. 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 theUniversity’s EEO policies are being followed.
 6. Serving as a liaison between the University and enforcement agencies.
 7. Serving as a liaison between the University and appropriate minority andwomen’s organizations, and community actions groups concerned withemployment opportunities of minorities and women.
 8. Keeping management informed of developments in the equal employmentopportunity and affirmative action area.
 9. Conducting a periodic audit to ensure that the University complies in the followingways:
 a. EEO information is broadly disseminated electronically and aroundcampus (website, AA/EEO notices, and pamphlets).
 b. All employees are afforded the opportunity and are encouraged toparticipate in all University-sponsored educational, training, recreation,and social activities.
 The University recognizes that the cooperation of department supervisors and line managers is required to reach the full potential of this AAP. Therefore, supervisors are expected to:
 1. Assist University Equity and Civil Rights Compliance in the identification of anyproblem areas and help to eliminate any barriers to equal employment opportunity.
 2. Whenever possible, encourage the involvement in local minority organizations,women’s organizations, community action groups, and community serviceprograms.
 3. Cooperate with the Office for University Equity and Civil Rights Compliance toperiodically review hiring and promotion patterns and training programs to isolateimpediments to the attainment of affirmative action placement goals andobjectives. Results from these reviews are communicated through appropriatemanagement meetings.
 4. Review the qualifications of employees to ensure that minorities, women,individuals with disabilities and veterans are given full opportunity for transfersand promotions.
 18

Page 25
                        

5. Provide career guidance to employees regarding promotions, transfers oradvancement, as needed.
 6. Adhere to the University’s policy of equal employment opportunity for allemployees and ensure that the policy is understood, supported and adhered toby the employees they supervise.
 7. Take action to prevent the harassment and/or discrimination of employees basedon protected characteristics or due to a perception that an individual might havebeen the beneficiary of the University’s affirmative action efforts.
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ORGANIZATIONAL PROFILE In accordance with 41 C.F.R. 60-2.11
 As one of the diagnostic components of Ohio University’s AAP and to conform to applicable regulations, the University has completed a profile of the workforce. The organizational profile is an overview of the staffing patterns at this establishment and is used to determine whether there are areas of the workforce where minorities or women are underrepresented or concentrated. The following organizational display methodology was used to reflect each campus’ organizational profile.
 For each organizational unit the following have been identified: the name of the unit; the total number of male and female incumbents; and the total number of male and female incumbents in each of the following racial/ethnic groups: Asian, Black or African-American, Hispanic or Latino, American Indian/Alaskan Native, Other Minority, Native Hawaiian or Other Pacific Islanders, Two or more Races and White/Caucasian. The demographic make-up of the supervisors for each unit is also provided. Within this report, the following abbreviations are used:
 M Male F Female A Asian B Black or African American H Hispanic or Latino I American Indian/Alaska Native O Other Minority P Native Hawaiian or Other Pacific Islanders T Two or more Races W White/Caucasian
 The following contains an Organizational Display for the Athens Campus. An Organizational Display for each regional campus is located in the binder entitled, “2014-15 Ohio University Affirmative Action Plan – Regional Campus Data.”
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JOB GROUP ANALYSIS In accordance with 41 C.F.R. 60-2.12
 As the second diagnostic component of our AAP we have 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 the AAP with the estimate of the available qualified minorities and women who could be employed by Ohio University in positions covered by this AAP.
 In designing our job groups, we considered similarities of duties and opportunities.
 Although not a determinative factor in designing job groups, we also attempted to create job groups large enough to conduct appropriate analyses.
 Job groups have been reconfigured in this year’s report in response to the University’s Comp 2014 Project. That project aimed to create consistent job classifications and clear career tracks for all administrative, professional and non-bargaining unit classified employees and ensure that salaries are market based.
 The following charts identify the job groups created for this AAP, the job titles that comprise each group, and the percentage of minority incumbents and the percentage of female incumbents in each group.
 The charts that follow are for the Athens Campus. A job group summary analysis for each Regional Campus is located in the binder entitled, “2014-2015 Ohio University Affirmative Action Plan – Regional Campus Data.”
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AVAILABILITY ANALYSIS In accordance with 41 C.F.R. 60-2.14
 The availability analysis is a part of the Incumbency vs. Estimated Availability Analysis is the final diagnostic component of this AAP. The purpose of the availability analysis is to establish a benchmark against which the demographic composition of the University’s workforce may be compared to determine whether barriers to equal employment opportunity may exist within particular job groups.
 Pursuant to applicable regulations, the availability analysis for each job group examines two potential areas of availability: individuals with the requisite skills outside the establishment (external availability) and those within the establishment who are promotable, transferable, and/or trainable (internal availability). Below, Factor 1 represents the external availability; Factor 2 represents the internal availability. In determining availability, we have selected our reasonable recruitment area and our pool of promotable, transferable, and trainable employees in such a way as not to exclude qualified minorities and women. Moreover, when determining external availability, we have used as our source of data the most current and discrete statistical information available. For this availability analysis, we have used the EEO Tabulation 2006-2010 American Community Survey data. Finally, where a job group is composed of different job titles that carry different availability rates, we calculated a composite availability figure. We arrived at the 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.
 A brief written rationale for the selection of the recruitment areas and internal pools by job group for the Athens campus is provided below. Similar information for the Regional Campuses is provided after the Athens rationale. All internal and external recruitment 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:
 Athens Campus:
 1A Executive (President, Provost, VP, Dean) Factor 1: United States - This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 1A Executive (President, Provost, VP, Dean).
 Factor 2: Feeder Job Computations 1B, 2A, 2B – This pool of feeder positions for job group 1A Executive (President, Provost, VP, Dean) was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 1B Upper Level Mgr non-Exec (Asst_Assoc Dean/VP) Factor 1: United States –This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 1B Upper Level Mgr non-Exec (Asst_Assoc Dean/VP).
 Factor 2: Feeder Job Computations 1C, 2A, 2B, 2C –This pool of feeder positions for job group 1B Upper Level Mgr non-Exec (Asst_Assoc Dean/VP) was chosen based on reasonable paths
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of progression within the University and includes all promotable, transferable, and trainable employees. This pool reflects current practices and was defined in such a way as not to have the effect of excluding minorities or women.
 1C Upper Level Mgr (non-exec) Factor 1: United States 50%; Ohio 50% –This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 1C Lower Level Mgr non-Exec.
 Factor 2: Feeder Job Computations 1C,1D, 2B, 2F, 3A, 3B, 5A – This pool of feeder positions for job group 1C Upper Level Mgr non-Exec was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 1D Middle Level Mgr (non-exec) Factor 1: United States 50%; Ohio 50% –This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 1D Middle Level Mgr non-exec.
 Factor 2: Feeder Job Computations 1D, 1E, 3A, 3B – This pool of feeder positions for job group 1D Middle Level Mgr non-exec was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 1E Lower Level Mgr (non-exec) Factor 1: United States 50%; Ohio 50% –This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 1E Lower Level Mgr non-exec.
 Factor 2: Feeder Job Computations 1E, 3A, 3B, 3C, 3D, 5B – This pool of feeder positions for job group 1E Lower Level Mgr non-exec was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees
 2A Chairs and Academic Directors Factor 1: United States -This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 2A Chairs and Academic Directors.
 Factor 2: Feeder Job Computations 2B, 2C, 2H – This pool of feeder positions for job group 2A Chairs and Academic Directors was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 2B Tenure Track Faculty Full Prof Factor 1: United States – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 2B Tenure Track Faculty Full Prof.
 Factor 2: Feeder Job Computations 2C – This pool of feeder positions for job group 2B Tenure Track Faculty Full Prof was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
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2C Tenure Track Faculty Assoc Prof Factor 1: United States – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 2C Tenure Track Faculty Assoc Prof.
 Factor 2: Feeder Job Computations 2D – This pool of feeder positions for job group 2C Tenure Track Faculty Assoc Prof was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 2D Tenure Track Faculty Asst Prof Factor 1: United States – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 2D Tenure Track Faculty Asst Prof.
 Factor 2: Feeder Job Computations 2E, 2F, 2G – This pool of feeder positions for job group 2D Tenure Track Faculty Asst Prof was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 2E Non-Tenure Track Faculty Visiting, OPIE Factor 1: United States - This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 2E Non-Tenure Track Faculty Visiting, OPIE.
 Factor 2: Feeder Job Computations 2F, 2G -This pool of feeder positions for job group 2E Non-Tenure Track Faculty Visiting, OPIE was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 2F Non-Tenure Track Faculty Term Faculty Factor 1: United States – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 2F Non-Tenure Track Faculty Term Faculty.
 Factor 2: Feeder Job Computations 2E, 2F, 2G, 3B, 3D – This pool of feeder positions for job group 2F Non-Tenure Track Faculty Term Faculty was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 2G Non-Tenure Track Faculty Semester Appt Factor 1: Athens 66%; Ohio 34%– This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 2G Non-Tenure Track Faculty Semester Appt.
 Factor 2: Feeder Job Computations 2C, 2E, 2F, 2G, 3D – This pool of feeder positions for job group 2G – Non-Tenure Track Faculty Semester Appointment was chosen based on reasonable paths of progression within the University and includes all promotable, transferable and trainable employees.
 2H Non-Tenure Track Faculty Early Retiree Factor 1: Faculty in this job group are at the end of their career. There are no external recruitment areas for this job group.
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Factor 2: Feeder Job Computations 2A, 2B, 2C – This pool of feeder positions for job group 2H Non-Tenure Track Faculty Early Retiree was chosen based on who would reasonably be eligible to enter this job group.
 3A Non-Faculty Upper Level Professional Factor 1:Athens 66%; Ohio 34% – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 3A Non-Faculty Upper Level Professional.
 Factor 2: Feeder Job Computations 2F, 3A, 3B, 3C, 3D, 4A, 4B, 4C – This pool of feeder positions for job group 3A Non-Faculty Upper Level Professional was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 3B Non-Faculty Upper-Mid Level Professional Factor 1: Athens 66%; Ohio 34% – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 3B Non-Faculty Upper-Mid Level Professional.
 Factor 2: Feeder Job Computations 1E, 2G, 3A, 3B, 3C, 3D, 4A, 4B, 4C – This pool of feeder positions for job group 3B Non-Faculty Upper-Mid Level Professional was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 3C Non-Faculty Lower-Mid Level Professional Factor 1: Athens 66%; Ohio 34% – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 3C Non-Faculty Lower-Mid Level Professional.
 Factor 2: Feeder Job Computations 2G, 3B, 3C, 3D, 4B, 4C – This pool of feeder positions for job group 3C Non-Faculty Lower-Mid Level Professional was chosen based on reasonable paths of progression within University the and includes all promotable, transferable, and trainable employees.
 3D Non-Faculty Low Level Professional Factor 1: United States – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 3D Non-Faculty Low Level Professional.
 Factor 2: Feeder Job Computations 2G, 3D – This pool of feeder positions for job group 3D Non-Faculty Low Level Professional was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 4A Upper Administrative Support Factor 1: Athens 66%; Ohio 34% – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 4A Upper Clerical and Secretarial.
 Factor 2: Feeder Job Computations 2G,4B, 4C – This pool of feeder positions for job group 4A Upper Clerical and Secretarial was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
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4B Middle Administrative Support Factor 1: Athens 66%; Ohio 34% – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 4B Middle Clerical and Secretarial.
 Factor 2: Feeder Job Computations 4A, 4B, 4C – This pool of feeder positions for job group 4B Middle Clerical and Secretarial was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 4C Lower Administrative Support Factor 1: Athens66%; Ohio 34% – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 4C Lower Clerical and Secretarial.
 Factor 2: Feeder Job Computations 3D, 4C, 8C – This pool of feeder positions for job group 4C – Lower Administrative Support was chosen based on reasonable paths of progression withinthe University and includes all promotable, transferable, and trainable employees.
 5A Upper Technical and Paraprofessional Factor 1: Athens 50%; Ohio 25%; United States 25% – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 5A Upper Technical and Paraprofessional.
 Factor 2: Feeder Job Computations 3A, 3B, 5B – This pool of feeder positions for job group 5A Upper Technical and Paraprofessional was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 5B Middle Technical and Paraprofessional Factor 1: Athens+Hocking Counties - This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 5B Middle Technical and Paraprofessional.
 Factor 2: Feeder Job Computations 2G, 3B, 3D, 5C, 8B – This pool of feeder positions for job group 5B Middle Technical and Paraprofessional was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 5C Lower Technical and Paraprofessional Factor 1: Athens+Hocking Counties – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 5C Lower Technical and Paraprofessional.
 Factor 2: Feeder Job Computations 8B – This pool of feeder positions for job group 5C Lower Technical and Paraprofessional was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 6A Skilled Craft Factor 1: Athens+Hocking Counties – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 6A Skilled Craft.
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Factor 2: Feeder Job Computations 8B, 8C – This pool of feeder positions for job group 6A Skilled Craft was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 8A Upper Service and Maintenance Factor 1: Athens+Hocking Counties - This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 8A Upper Service and Maintenance.
 Factor 2: Feeder Job Computations 8B, 8C – This pool of feeder positions for job group 8A Upper Service and Maintenance was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 8B Middle Service and Maintenance Factor 1: Athens+Hocking Counties– This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 8B Middle Service and Maintenance.
 Factor 2: Feeder Job Computations 3D,8B, 8C – This pool of feeder positions for job group 8B Middle Service and Maintenance was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 8C Lower Service and Maintenance Factor 1: Athens+Hocking Counties – This is the geographical area from which the University usually seeks or reasonably would seek workers to fill positions in job group 8C Lower Service and Maintenance.
 Factor 2: Feeder Job Computations 8B, 8C – This pool of feeder positions for job group 8C Lower Service and Maintenance was chosen based on reasonable paths of progression within the University and includes all promotable, transferable, and trainable employees.
 Regional Campuses:
 As with the Athens campus, a rationale for the selection of the recruitment areas and internal pools for each of the Regional campuses was also calculated by job group. Where the Factor indicates “Local County,” the following EEO tabulation 2006-2010 American Community Survey data was utilized.
 OU – Chillicothe: Ross County OU – Eastern: Belmont County OU – Lancaster: Fairfield County OU – Southern: Lawrence County OU – Zanesville: Coshocton, Muskingham, and Perry Counties (collectively called
 “Zanesville Recruitment.”
 What follows is a representation of a regional campus analysis. For each regional campus, adaptations were made when there were no employees within an internal feeder job group.
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1A - Executive Leadership Factor 1: United States- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 1A - Executive Leadership.
 Factor 2: Feeder Job Computations 1B, 2B – This pool of feeder positions for job group 1A - Executive Leadership was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 1B - Non-Executive Leadership Factor 1: United States – This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 1B - Non-Executive Leadership.
 Factor 2: Feeder Job Computations 1B, 1C, 2B, 2F – This pool of feeder positions for job group 1B - Non-Executive Leadership was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 1C - Upper Level Mgr (non-exec) Factor 1: United States 50%; Ohio 50% -- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 1C - Upper level Mgr (non-exec).
 Factor 2: Feeder Job Computations 1D, 2B, 2F, 3A- This pool of feeder positions for job group 1C - Upper level Mgr (non-exec) was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 1D - Middle Level Mgr (non-exec) Factor 1: United States 50%; Ohio 50%- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 1D - Middle level Mgr (non-exec).
 Factor 2: Feeder Job Computations 3B- This pool of feeder positions for job group 1D - Middle level Mgr (non-exec) was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 1E - Lower Level Mgr (non-exec) Factor 1: United States 50%; Ohio 50%- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 1E - Lower level Mgr (non-exec).
 Factor 2: Feeder Job Computations 3A, 3D- This pool of feeder positions for job group 1E - Lower level Mgr (non-exec) was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 2B - Tenure Track Faculty -- Full Prof Factor 1: United States- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 2B - Tenure Track Faculty -- Full Prof.
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Factor 2: Feeder Job Computations 2C- This pool of feeder positions for job group 2B - Tenure Track Faculty -- Full Prof was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 2C - Tenure Track Faculty -- Assoc Prof Factor 1: United States- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 2C - Tenure Track Faculty -- Assoc Prof.
 Factor 2: Feeder Job Computations 1B, 2D- This pool of feeder positions for job group 2C - Tenure Track Faculty -- Assoc Prof was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 2D - Tenure Track Faculty -- Asst Prof Factor 1: United States- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 2D - Tenure Track Faculty -- Asst Prof.
 Factor 2: Feeder Job Computations 2E, 2F, 2G- This pool of feeder positions for job group 2D - Tenure Track Faculty -- Asst Prof was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 2E - Non-Tenure Track Faculty -- Visiting, OPIE Factor 1: United States- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 2E - Non-Tenure Track Faculty -- Visiting, OPIE.
 Factor 2: Feeder Job Computations 2F, 2G- This pool of feeder positions for job group 2E - Non-Tenure Track Faculty -- Visiting, OPIE was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 2F - Non-Tenure Track Faculty -- Term Faculty Factor 1: United States- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 2F - Non-Tenure Track Faculty -- Term Faculty.
 Factor 2: Feeder Job Computations 2E, 2F, 2G, 3D- This pool of feeder positions for job group 2F - Non-Tenure Track Faculty -- Term Faculty was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 2G - Non-Tenure Track Faculty -- Semester Appt Factor 1: United States- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 2G - Non-Tenure Track Faculty -- Semester Appt.
 Factor 2: Feeder Job Computations 2C, 2E, 2F, 2G, 3D- This pool of feeder positions for job group 2G - Non-Tenure Track Faculty -- Semester Appt was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
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2H - Non-Tenure Track Faculty -- Early Retiree Factor 1: Local County - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 2H - Non-Tenure Track Faculty -- Early Retiree.
 Factor 2: Feeder Job Computations 2B, 2C, 2D, 2H- This pool of feeder positions for job group 2H - Non-Tenure Track Faculty -- Early Retiree was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 3A - Non-Faculty Upper Level Professional Factor 1: 50% Local County; 50% Ohio- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 3A - Non-Faculty Upper Level Professional.
 Factor 2: Feeder Job Computations 2F, 3D, 4A, 4B, 4C- This pool of feeder positions for job group 3A - Non-Faculty Upper Level Professional was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 3B - Non-Faculty Upper-Mid Level Professional Factor 1: Local County 50%; Ohio 50% - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 3B - Non-Faculty Upper- Mid Level Professional.
 Factor 2: Feeder Job Computations 2G, 3C, 3D, 4A, 4B, 4C- This pool of feeder positions for job group 3B - Non-Faculty Upper-Mid Level Professional was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 3C - Non-Faculty Lower-Mid Level Professional Factor 1: Local County 50%; Ohio 50% - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 3C - Non-Faculty Lower- Mid Level Professional.
 Factor 2: Feeder Job Computations 2G, 3C, 3D, 4B, 4C- This pool of feeder positions for job group 3C - Non-Faculty Lower-Mid Level Professional was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 3D - Non-Faculty Low Level Professional Factor 1: United States- This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 3D - Non-Faculty Low Level Professional.
 Factor 2: Feeder Job Computations 2G, 3D- This pool of feeder positions for job group 3D - Non-Faculty Low Level Professional was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 4A - Upper Administrative Support Factor 1: Local County 50%; Ohio 50% - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 4A - Upper Administrative Support.
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Factor 2: Feeder Job Computations 2G, 4B, 4C- This pool of feeder positions for job group 4A - Upper Administrative Support was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 4B - Middle Administrative Support Factor 1: Local County 50%; Ohio 50% - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 4B - Middle Administrative Support.
 Factor 2: Feeder Job Computations 4B, 4C- This pool of feeder positions for job group 4B - Middle Administrative Support was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 4C - Lower Administrative Support Factor 1: Local County50% ; Ohio 50% - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 4C - Lower Administrative Support.
 Factor 2: Feeder Job Computations 3D, 4C- This pool of feeder positions for job group 4C - Lower Administrative Support was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 5B - Middle Technical and Paraprofessional Factor 1: Local County - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 5B - Middle Technical and Paraprofessional.
 Factor 2: Feeder Job Computations 2G, 3B, 3D- This pool of feeder positions for job group 5B - Middle Technical and Paraprofessional was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 5C - Lower Technical and Paraprofessional Factor 1: Local County - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 5C - Lower Technical and Paraprofessional.
 Factor 2: Feeder Job Computations- There are no feeder positions for this job group.
 6A - Skilled Craft Factor 1: Local County - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 6A - Skilled Craft.
 Factor 2: Feeder Job Computations- There are no feeder positions for this job group.
 8A - Upper Service and Maintenance Factor 1: Local County - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 8A - Upper Service and Maintenance.
 Factor 2: Feeder Job Computations 8C- This pool of feeder positions for job group 8A - Upper Service and Maintenance was chosen based on reasonable paths of progression within the
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and includes all promotable, transferable, and trainable employees.
 8B - Middle Service and Maintenance Factor 1: Local County - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 8B - Middle Service and Maintenance.
 Factor 2: Feeder Job Computations 3D- This pool of feeder positions for job group 8B - Middle Service and Maintenance was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
 8C - Lower Service and Maintenance Factor 1: Local County - This is the geographical area from which the usually seeks or reasonably would seek workers to fill positions in job group 8C - Lower Service and Maintenance.
 Factor 2: Feeder Job Computations 8C- This pool of feeder positions for job group 8C - Lower Service and Maintenance was chosen based on reasonable paths of progression within the and includes all promotable, transferable, and trainable employees.
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COMPARISON OF INCUMBENCY vs. ESTIMATED AVAILABILITY In accordance with 41 C.F.R. 60-2.15
 Ohio 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, we determined whether the difference was greater than could be reasonably expected1. The comparison of availability with actual representation for the Athens campus follows. The comparisons of incumbency vs. estimated availability for regional campuses is located in the binder entitled, “2014-2015 Ohio University Affirmative Action Plan – Regional Campus Data.”
 1Standard deviations of 2.0 or greater are generally regarded as statistically significant. For groups with fewer than 30 employees, the Exact Binomial Test is used, where scores of 0.050 or less are generally regarded as significant.
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PLACEMENT GOALS In accordance with 41 C.F.R. 60-2.16
 As required by applicable regulations, Ohio University has established placement goals where the actual representation of women or minorities in a job group is less than would be reasonably expected based on calculated availability.
 In establishing placement goals, we applied the following principles:
 1. If a job group had fewer minorities or women than we would expect to have based on thepercentage of available minorities or women in that job group, we establish a “placementgoal” that is at least equal to the available percentage. In other words, if the percentageof available minorities for a job group is 15%, then our placement goal would be to haveat least 15% minorities in that job group.
 2. Placement goals are not quotas that must be met, nor are they to be considered aseither a ceiling or a floor for the employment of particular groups.
 3. In all employment decisions, OHIO 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 basisof that individual’s sex, gender identity, sexual orientation, race, color, religious creed,national origin, physical or mental disability, protected veteran status or othercharacteristic protected by law.
 4. Placement goals do not create set-asides for specific groups, nor are they intended toachieve proportional representation or equal results.
 5. Placement goals are not used to supersede merit selection principles, nor do theseplacement goals require the University to hire a person who lacks qualifications toperform the job successfully or hire a less qualified person in preference to a morequalified one.
 As is described in more detail in the Action Oriented Program section of this AAP, where a placement goal is set, OHIO will develop action oriented steps to increase the recruitment and training of minorities or women, or both.
 The following placement goals are for the Athens Campus. Regional Campus data is located in the binder entitled, “2014-2015 Ohio University Affirmative Action Plan – Regional Campus Data.”
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IDENTIFICATION OF PROBLEM AREAS BY ORGANIZATIONAL UNIT AND JOB GROUP
 In accordance with 41 C.F.R. 60-2.17(b)
 We have conducted analyses of our total employment process, including evaluating the workforce by organizational unit and job group, personnel activity, compensation systems, and other personnel procedures to determine whether and where impediments to equal opportunity exist.
 An analysis of each of these processes follows:
 1. Composition of the Workforce by Organizational Unit
 Athens Campus:Of the 255 departments in this AAP, 152 or 59.61% include minorities, and 225 or88.24% include females.
 OU – Chillicothe:Of the 28 departments in this AAP, 9 or 32.14% include minorities, and 23 or 82.14%include females.
 OU – Eastern:Of the 16 departments in this AAP, 4 or 25.00% include minorities, and 11 or 68.75%include females.
 OU – Lancaster:Of the 31 departments in this AAP, 10 or 32.26% include minorities, and 23 or 74.19%include females.
 OU – Southern:Of the 33 departments in this AAP, 7 or 21.21% include minorities, and 24 or 72.73%include females.
 OU – Zanesville:Of the 20 departments in this AAP, 5 or 25.00% include minorities, and 17 or 85.00%include females.
 For all campuses, our analyses by organizational units reveal that minorities and womenare not significantly underrepresented or concentrated in any particular organizationalunit. This analysis suggests that there is no policy or practice excluding minorities orwomen from any departments, nor is there any racial or sexual discrimination in theselection process.
 2. Composition of the Workforce by Job Group
 Pursuant to OFCCP regulations, we have conducted an availability analysis by jobgroup, taking into account both external and internal availability, and have comparedincumbency to estimated availability to determine placement goals. The descriptions ofFactor 1 and Factor 2 by job group are summarized for each campus in the AvailabilityAnalysis. Our findings are as follows:
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Our analyses indicate that, for minorities, incumbency is less than availability by a statistically significant3 amount in the following job groups:
 • Athens Campus: 1C, 1D, 2E, 2F, and 3D
 • Southern and Zanesville: 2G
 • Our analyses of incumbency vs. estimated availability indicates that, in somecases, incumbency is less than estimated availability; however, our more detailedanalyses conclude that there is no other statistically significant problemconcerning minority utilization in the other Regional Campuses.
 Our analyses indicate that, for women, incumbency is less than availability by a statistically significant amount in the following job groups:
 • Athens Campus: 1A, 2B, 2C, 5A, 5B, 5C, 6A and 8A
 • Lancaster Campus: 2C
 • Zanesville Campus: 1D
 • Our analyses of incumbency vs. estimated availability indicates that, in somecases, incumbency is less than estimated availability; however, our more detailedanalyses conclude that there is no statistically significant problem concerningfemale utilization in the other Regional Campuses.
 The University has established affirmative action placement goals and programs to address any areas of underutilization, and will continue to make a good faith effort to reach the placement goals established by implementing action oriented programs, which are detailed elsewhere in this AAP.
 3. Analysis of Progress Towards Prior Year Goals
 In establishing placement goals, the following principles apply:
 • When the percentage of minorities or women employed in a particular job groupis less than would reasonably be expected given their availability percentage inthat job group, the University has established an annual percentage placementgoal at least equal to the availability figure derived for women or minorities, asappropriate, for that job group.
 • Placement goals are not quotas that must be met, nor are they to be consideredeither as a ceiling or a floor for the employment of particular groups.
 • In all employment decisions, the University makes selections in anondiscriminatory manner. Placement goals do not provide a justification to
 2Standard deviations of 2.0 or greater are generally regarded as statistically significant. For groups with fewer than 30 employees, the Exact Binomial Test is used, where scores of 0.050 or less are generally regarded as significant.
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extend a preference to any individual, select an individual, or adversely affect an individual’s employment status, on the basis of that individual’s sex, gender identity, sexual orientation, race, color, religious creed, national origin, physical or mental disability, protected veteran status, or any other characteristic protected by law.
 • Placement goals do not create set-asides for specific groups, nor are theyintended to achieve proportional representation or equal results.
 • Placement goals are not used to supersede merit selections principles, nor dothese placement goals require the University to hire a person who lacksqualifications to perform the job successfully or hire a less qualified person inpreference to a more qualified one.
 A review of progress and goal attainment by job group for the period from November 01, 2014 to October 31, 2015 reveals the following for the Athens Campus. Data for all regional campuses is located in the binder entitled “2014-2015 Ohio University Affirmative Action Plan – Regional Campus Data.”
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4. Personnel ActivityWe have analyzed additional personnel activities to determine whether and whereimpediments to equal employment opportunity exist and whether there are significantselection disparities by race/ethnicity or gender. These activities include applicant flow,hires, promotions, terminations and other personnel actions.
 • Applicant Flow
 During the plan year, November 1, 2014 to October 31, 2015, the University listed all non-executive positions lasting three days or more not expected to be filled from within the appropriate state employment service delivery system. OHIO accepted applications for open positions and all persons interested in obtaining employment with the Universitywere 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.
 The University believes applicant flow is not and will not be a problem area. Our analysis reveals that the percentage of minority and female applicants compares very favorably with the general availability in the respective categories.
 The following report summarizes applicant flow by job group for the Athens Campus. Data for all regional campuses is located in the binder entitled “2014-2015 Ohio University Affirmative Action Plan – Regional Campus Data.”
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• Hires
 University Human Resources develops hiring procedures; all hiring at OHIO isconducted on the basis of nondiscriminatory criteria. Specifically, the followingcriteria and procedures have resulted in hiring decisions that are free ofdiscrimination:
 o Job descriptions have been reviewed and revised to make sure duties areaccurately described, that the experience and education requirements arejob related, and that all incumbents meet minimum job requirements. Jobtitles have and will continue to be written without regard to sex, genderidentity, sexual orientation, race, color, religious creed, national origin,physical or mental disability, protected veteran status, or any othercharacteristic protected by law.
 o Application forms have been reviewed to ensure all requested informationis job related, and the forms comply with all applicable laws. In addition,all forms state the University is an Equal Opportunity/Affirmative ActionEmployer.
 o Ohio University representatives who are involved in the selection processhave been briefed on the University’s obligations.
 o Where applicable, tests have been reviewed and are administered andconducted in a nondiscriminatory manner.
 o All employees are encouraged to refer qualified applicants to theUniversity for employment. In addition, OHIO has formal recruitmentprocedures to apprise referral sources of openings.
 o Placing an applicant in a specific job in a department is the decision ofmanagement. Hiring decisions are based on the applicant’s knowledge,skills, abilities, and any other job related criteria.
 In order to meet the requirements of the Affordable Care Act, the University made some changes to how some employees were categorized. As a result of that, some groups of employees were placed in positions without having to “reapply” for the positions. These employees are considered “new hires” for the purposes of the AAP.
 A review of external hires for the plan year indicates that selection decisions were made in a nondiscriminatory manner:
 o In Athens, there were 876 new employees during the period fromNovember 1, 2014 to October 31, 2015 including 98 minorities at 11%and 470 women at 54%;
 o In Chillicothe, there were 84 new employees during the period fromNovember 1, 2014 to October 31, 2015 including 4 minorities at 5% and48 women at 57%;
 151

Page 158
                        

o At Eastern, there were 24 new employees during the period fromNovember 1, 2014 to October 31, 2015 including 14 women at 58%;
 o In Lancaster, there were 35 new employees during the period fromNovember 1, 2014 to October 31, 2015 including 2 minorities at 3% and17 women at 49%;
 o At Southern, there were 57 new employees during the period fromNovember 1, 2014 to October 31, 2015 including 1 minority at 2% and 39women at 68%; and
 o In Zanesville, there were 47 new employees during the period fromNovember 1, 2014 to October 31, 2015 including 32 women at 68%.
 The following report summarizes hiring activity on the Athens Campus by job group. Data for all regional campuses is located in the binder entitled “2014-2015 Ohio University Affirmative Action Plan – Regional Campus Data.”
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• Promotion Practices
 A review of promotion data indicates these selection decisions are being made ina nondiscriminatory manner. To ensure this, the following equal employmentopportunity practices are in place:
 o The University provides every reasonable opportunity for employees toadvance. In this regard, training and other developmental tools areoffered.
 o Employees are encouraged to contact their supervisor and/or UniversityHuman Resources Department, at any time, should they desireinformation relative to another position within the University.
 o Management initiated promotions are based on performance and otherjob related criteria without discrimination on account of sex, genderidentity, sexual orientation, race, color, religious creed, national origin,physical or mental disability, protected veteran status, or any othercharacteristic protected by law.
 o Most promotional opportunities are posted, providing all interestedemployees with an opportunity to apply and call their special skills to theattention of the manager.
 o OHIO’s career development program enables all employees to designatecareer paths and positions for which they wish to be considered.
 A summary of promotion actions on the Athens Campus for the year is included on the following page. Data for all regional campuses is located in the binder entitled “2014-2015 Ohio University Affirmative Action Plan – Regional Campus Data.”
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• Compensation Systems
 As part of its affirmative action obligations, the University has reviewed itscompensation systems to determine whether those systems are beingadministered without regard to an individual’s sex, race, ethnicity, or othercharacteristic protected by law. During the Comp 2014 Project, it was determinedthat approximately 13% of administrative and classified staff were paid less thanthe new pay grade minimums, resulting in an average adjustment of 8.7%.Statistical comparisons were made of male vs. female and white vs. nonwhiteemployees to determine the likelihood of being below the pay minimums anddetermined that neither sex nor minority status predicted being below the payminimum. A regression analysis indicated that the magnitude of the pay gap wasrelated to job-relevant characteristics.
 If the University discovers significant salary differences between individuals whoare similarly situated, it will determine whether they are the result of legitimatenondiscriminatory factors such as, but not limited to, tenure, time in job, time ingrade, performance, education, or previous experience. Where appropriate, theUniversity will take all reasonable and immediate steps to make any necessaryadjustments.
 • Terminations
 OHIO has evaluated its termination practices to determine whether there aredisparities on the basis of sex, race or ethnicity. When terminations or reductionsin force are necessary, the University makes its decisions without regard to sex,gender identity, sexual orientation, race, color, religious creed, national origin,physical or mental disability, protected veteran status, or any other characteristicprotected by law.
 A report summarizing terminations by job group at the Athens Campus follows.Data for all regional campuses is located in the binder entitled “2014-2015 OhioUniversity Affirmative Action Plan – Regional Campus Data.”
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4. Outreach Recruitment and Other Good Faith Efforts
 Ohio University has reviewed its employment practices to determine whether itspersonnel programs are designed to effectively recruit and advance employment-protected individuals. While the University believes there are no deficiencies in itscurrent employment practices with respect to applicants and employees who areprotected individuals, we engage in outreach, positive recruitment, and internal andexternal dissemination programs to augment our existing affirmative efforts. OHIOengages in or has made plans to implement the following activities:
 • Ohio University advertisements or solicitations for prospective employeesindicate that OHIO is an equal opportunity employer.
 • The University will inform recruiting sources of our policy of affirmative action forprotected individuals. Recruiting sources will be requested to actively recruit andrefer qualified protected individuals for all positions.
 • OHIO will identify local organizations and/or community agencies known tospecialize placing and/or developing training programs for protected individualsand send them notices of vacant positions.
 • When OHIO recruits at colleges and universities, it will incorporate efforts toreach students who are covered by this AAP.
 • The University’s Equal Employment and Educational Opportunity Policy andAffirmative Action Policy Statement are available on-line:www.ohio.edu/policy/40-001.html; and www.ohio.edu/equal-opportunity/past-affirmative-plans.cfm When applicable, Ohio University includes the policy in publications. The policy isdiscussed in both new employee orientation and management training programs.
 • Ohio University's Notice on Equal Employment and Educational Opportunity andAffirmative Action Policy are posted on bulletin boards. The posting includes astatement that employees and applicants are protected from coercion,intimidation, and interference or discrimination for filing a complaint or assisting inan investigation under Executive Order 11246, as amended. The University alsoposts a copy of the policy in electronic format on the intranet, along with otheremployment forms, and otherwise ensures all offsite personnel have a copy of orthe ability to view the policy.
 • OHIO's employment application and electronic application processes includeinformation about the Ohio University's commitment to equal employmentopportunity and affirmative action.
 • All other required affirmative action notices and policy statements are posted onbulletin boards and are updated annually.
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• Executives, management officials, supervisors, and other employees of theUniversity are encouraged to assist in the effort to disseminate Ohio University'spolicy of affirmative action to appropriate individuals outside of the University.Meetings with executive management and supervisory personnel will beconducted at least annually to explain OHIO’s policy of affirmative action, tomake clear the University's support for the policy, and to impart to thesepersonnel their responsibility in making the AAP a success.
 • Ohio University will seek to include individuals covered by this AAP whenemployees are pictured in consumer and personnel recruitment advertising.
 • The University will communicate to employees its obligation to take affirmativeaction to employ protected individuals and will encourage employee referral ofcovered applicants.
 • An invitation to participate in Ohio University's policy of affirmative action isdisseminated to all applicants, as well as to all employees once the Universityhas extended a job offer, but before beginning employment duties.
 • All personnel and employment records made or kept by the University areretained for the required period as mandated by OFCCP regulations.
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DEVELOPMENT AND IMPLEMENTATION OF ACTION ORIENTED PROGRAMS In accordance with 41 C.F.R. 60-2.17
 Ohio University has developed and executed action-oriented programs designed to correct any problem areas that may exist. These programs, which are listed below, demonstrate our good faith efforts to remove identified barriers, expand employment opportunities, and produce measurable results.
 1. The University has analyzed and will continue to analyze all positions and prepare writtendescriptions to accurately reflect position functions.
 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 everyjob. Specifications will continue to be consistent for the same job title in all organizationalunits and will not contain any requirements that would result in discrimination on the basis ofsex, gender, sexual orientation, race, color, religious creed, national origin, physical ormental disability, protected veteran status, or any other characteristic protected by law.
 3. Job descriptions are available to incumbents and all members of management involved inthe recruiting, screening, selection, and promotion process. Job descriptions are also madeavailable to employees, applicants, and recruiting sources as appropriate.
 4. The University has carefully evaluated the total selection process and found it to be freefrom discrimination.
 A. We have instructed all supervisory personnel to ensure elimination of discrimination in all personnel actions in which they are involved.
 B. Any tests administered by OHIO are job related and given to all applicants for applicable positions.
 C. Application forms do not contain questions with potential 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 theflow of qualified minority or female applicants through the following:
 A. Minority and women, as well as nonminority and male, employees are actively encouraged to refer applicants to our organization.
 B. The University relies on www.ohiomeansjobs.com as well as job fairs and recruiting programs sponsored by local community colleges and other community organizations.
 C. The University provides an orientation program to inform new employees of their equal employment responsibilities, promotional opportunities, rules, ways to alleviate any problems that might arise, and any other issues related to affirmative action compliance.
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D. Local organizations may 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.
 F. Furthermore, we plan to take the following additional steps to ensure adequate representation of all minorities and women:
 i. Where placement goals exist as defined by the OFCCP, we will continueto contact universities and two- and four- year local colleges, vocationaltechnical schools, high schools, local business schools, and state andcommunity organizations which attract qualified minority and femalestudents. We will advise these institutions of our desire to fill job openingsin these classifications with minority and female employees. Whenpossible, we will continue to participate in job fair and career day activitiesand we will consider relevant work experience programs.
 G. We will continue to contact our normal sources of recruitment (e.g., www.ohiomeansjobs.com ) and advise them that under the AAP we are specifically seeking to employ minorities and/or women for job openings. During the period from November 01, 2014 to October 31, 2015, targeted recruitment activities were conducted.
 6. The University has implemented the following programs and procedures to guaranteeminority and female employees are given equal opportunities for promotion:
 A. On-the-job training is provided to all qualified employees to assist them in developing the necessary knowledge and skills for promotion to higher-level jobs. In addition, a tuition reimbursement benefit is also available to all qualified employees.
 B. The University utilizes a formal performance evaluation program for all employees. In addition, management and supervisors are offered training on the basic methodology of performance evaluation.
 C. 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.
 D. We will continue to make opportunities for advancement into more stimulating positions widely known through our career development process and by encouraging minorities and women to take advantage of these opportunities.
 E. Special internal training programs are provided as necessary to ensure the achievement of our placement goals. Programs are offered to eligible employees without regard to sex, gender identity, sexual orientation, race, color, religious creed, national origin, physical or mental disability, protected veteran status, or any other characteristic protected by applicable law.
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INTERNAL AUDIT AND REPORTING SYSTEM In accordance with 41 C.F.R. 60-2.17
 It is the responsibility of the University's Affirmative Action Officer to monitor employment and personnel practices to ensure compliance with applicable regulations and adherence to the University's Affirmative Action Policy, and to measure the effectiveness of Ohio University's AAP.
 The University's audit and reporting system is designed and implemented to:
 • Measure the effectiveness of the AAP
 • Identify any need for remedial action
 • Determine the degree to which the University's objectives are being attained
 • Determine whether protected individuals have had the full opportunity to equalemployment and to participate in all sponsored educational, training, recreational, andsocial activities
 • Document the actions taken to monitor the University's compliance with the AAP'sspecific obligations
 In order to measure the effectiveness of the AAP, OHIO may take the following actions:
 • Monitor records of applicant flow, referrals, placements, rejected offers, training,transfers, promotions, terminations, and any layoffs or recalls to evaluate the degree towhich equal employment opportunity and organizational objectives are being obtained
 • Report on the organization's progress towards equal employment opportunity, and anyidentified problem areas, to top management and those involved in the selectionprocess, so that any immediate and appropriate steps can be taken to resolve anyissues
 • Examine available utilization and benchmark data regarding protected individuals anddevelop action-oriented programs to address any areas of underutilization
 • Review available data computations and analyses regarding applicants and hires
 • Review the effectiveness of its recruitment and outreach activities
 • Audit communications with vendors and subcontractors to ensure that suchcommunications reflect OHIO 's commitment to equal employment opportunity andaffirmative action
 • Audit communications with applicants and employees to ensure that suchcommunications reflect the University's commitment to equal employment opportunityand affirmative action
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• Audit job listings to ensure that the postings reflect the University's commitment to equalemployment opportunity and affirmative action, and that such postings are timely listedwith the appropriate state employment delivery system
 • Audit personnel policies to ensure that such policies reflect the University's commitmentto equal employment opportunity and affirmative action
 • Audit personnel processes to ensure that individuals have equal opportunity inemployment without regard to sex, gender identity, sexual orientation, race, color,religious creed, national origin, physical or mental disability, protected veteran status, orany other characteristic protected by law
 • Audit any mental and physical qualifications to ensure that they are job-related andconsistent with business necessity
 Where the affirmative action program is found to be deficient, OHIO shall endeavor to undertake necessary action to bring the program into compliance.
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INFORMATION SPECIFIC TO AFFIRMATIVE ACTION FOR INDIVIDUALS WITH DISABILITIES
 AND PROTECTED VETERANS
 Ohio University (also referred to as “OHIO” or “the University”) is committed to the concept and practice of equal opportunity and affirmative action. In the preparation of this Affirmative Action Program (AAP), the University has been guided by Section 503 of the Rehabilitation Act of 1973 (as amended) (29 U.S.C. § 793) and its implementing regulations (41 C.F.R. Part 60-741) and the Vietnam Era Veterans' Readjustment Assistance Act of 1974, as amended by the Jobs for Veterans Act of 2002 (38 U.S.C. § 4212), and its implementing OFCCP regulations (41 C.F.R. Part 60-300).
 In developing and implementing this AAP, Ohio University has been guided by its established policy of providing equal employment opportunity. As a University dedicated to promoting non-discriminatory employment practices, this document is intended to provide data for the institutional leadership in order to assess our employment practices to assure they are fair and equitable. This AAP has been developed under the Guidelines on Affirmative Action issued by the Equal Employment Opportunity Commission (“EEOC”) (29 C.F.R. Part 1608).
 This AAP does not constitute an express or implied contract between Ohio University and its employees, job applicants, or other persons, nor does it change in any way the basic at will employment relationship all public university employees have with OHIO. Nothing in this AAP creates a private right of action on behalf of any individual or group against Ohio University.
 This report, the “Affirmative Action Program for Individuals with Disabilities” includes a summary report of the Athens and Regional Campus data and is retained in the Office for Equal Opportunity and Accessibility. The Utilization Analysis and Identification of Problem Areas are deemed confidential data pursuant to 41 CFR §60-741.41 and not subject to inspection.
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DEFINITIONS41 C.F.R. 60-741.2; 41 C.F.R. 60-300.2
 “DISABILITY” means, generally, (i) a physical or mental impairment that substantially limits one or more of an individual's major life activities, (ii) a record of such impairment, or (iii) being regarded as having such impairment.
 For the purposes of this Program, a disability is substantially limiting if it substantially impairs the ability of an individual to perform a major life activity as compared to most people in the general population. An impairment need not prevent, or significantly or severely restrict, the individual from performing a major life activity to be considered substantially limiting.
 For the purposes of this Program, major life activities include but are not limited to the operation of a major bodily function, caring for oneself, performing manual tasks, seeing, hearing, eating, sleeping, walking, standing, sitting, reaching, lifting, bending, speaking, breathing, learning, reading, concentrating, thinking, communicating, interacting with others, and working.
 “A QUALIFIED INDIVIDUAL” means an individual who satisfies the requisite skill, experience, education, and other job related requirements for the particular position he/she holds or desires and who is capable of performing the essential functions of that position, with or without reasonable accommodation for any disability.
 “DISABLED VETERAN” is (1) A veteran of the U.S. military, ground, naval, or air service who is entitled to compensation (or who but for the receipt of military retired pay would be entitled to compensation) under laws administered by the Secretary of Veterans Affairs, or (2) A person who was discharged or released from active duty because of a service connected disability.
 “QUALIFIED DISABLED VETERAN” means a disabled veteran as defined above who has the ability to perform the essential functions of the employment position at issue with or without reasonable accommodation.
 “RECENTLY SEPARATED VETERAN” means any veteran during the three-year period beginning on the date of such veteran's discharge or release from active duty in the U.S. military, ground, naval or air service.
 “ARMED FORCES SERVICE MEDAL VETERAN” is any veteran who, while serving on active duty in the U.S. military, ground, naval or air service, participated in a United States military operation for which an Armed Forces service medal was awarded pursuant to Executive Order 12985.
 “ACTIVE DUTY WARTIME OR CAMPAIGN BADGE VETERAN” means a veteran who served on active duty in the U.S. military, ground, naval or air service during a war or in a campaign or expedition for which a campaign badge has been authorized, under the laws administered by the Department of Defense.
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“PROTECTED VETERANS” means Disabled Veterans, Recently Separated Veterans, Armed Forces Service Medal Veterans, and Active Duty Wartime or Campaign Badge Veterans.
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REQUEST FOR SELF-IDENTIFICATION 41 C.F.R. 60-741.42; 41 C.F.R. 60-300.42
 In order to notify applicants and employees of the existence of and the opportunity to participate in this affirmative action program and to provide sufficient data to allow Ohio University to measure and improve, if necessary, the effectiveness of OHIO's affirmative action efforts, Ohio University encourages applicants and employees to complete an invitation to self-identify as a person with a disability or as a protected veteran as follows:
 1. When an applicant applies or is considered for employment, OHIO provides theapplicant with a copy of the form attached as Exhibit A, at the same time OHIO invitesthe applicant to self-identify race, ethnicity, sex, and disability status.
 2. Following an offer of employment, but before the individual begins his/her job duties,OHIO provides an additional copy of the form attached as Exhibit A.
 3. Recognizing an individual's status regarding disability may change over time and/oran employee may feel more comfortable disclosing an existing disability after beingemployed for a period of time, OHIO also sends a copy of the form attached asExhibit A to all employees at least once every five years. In addition, OHIO posts acopy of the Invitation to Self-Identify and at least once during the five-year intervalsbetween workplace surveys, sends a written reminder to employees that they mayvoluntarily update their disability status. On September 15, 2014, University HumanResources sent out an invitation to employees to self-identify.
 OHIO keeps all self-identification information confidential and maintains it in a data analysis file rather than in individual employee personnel or medical files.
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REVIEW OF PERSONNEL PROCESSES 41 C.F.R. 60-741.44(b); 41 C.F.R. 60-300.44(b)
 Ohio University periodically reviews its personnel procedures to determine whether they ensure the careful, thorough, and systematic consideration of the job qualifications of employees or applicants with known disabilities for jobs filled either through vacancy or promotion and for educational or training opportunities. OHIO ensures that its personnel processes facilitate the implementation of the affirmative action program.
 Vacancies are advertised, and applications are accepted from any interested person. Ohio University's employment application, the careers section of its website, and all advertisements include a nondiscrimination statement to further assure applicants of OHIO's policy of equal employment opportunity. All nonexecutive positions lasting three days or more not expected to be filled from within will be referred to the appropriate state employment service delivery system. In addition, to ensure qualified individuals with disabilities are aware of openings, OHIO will send vacancy announcements to selected sources listed in the Outreach, Positive Recruitment, and External Dissemination of Policy section of this Affirmative Action Program.
 The disability of any otherwise qualified individual who applies for any vacancy, promotion, transfer, or training opportunity will not be a factor in employment decisions. OHIO periodically reviews any physical and mental job qualifications to ensure they do not tend to screen out individuals with disabilities for reasons that are not job related or consistent with business necessity, or do not relate to ensuring the safe performance of the essential functions of the job. OHIO makes any necessary modifications to ensure applicants and employees receive equal opportunity in the operation of our personnel processes, and that persons with disabilities are not stereotyped in a manner that limits their access to jobs for which they are qualified.
 Likewise, OHIO ensures its personnel processes do not limit, segregate, or classify an employee or job applicant in a way that adversely affects employment opportunities or status on the basis of status as a protected veteran. OHIO makes sure when a protected veteran is considered for an employment opportunity, OHIO relies only on that portion of the individual's military record, including his or her discharge papers, relevant to the requirements of the opportunity at issue. OHIO periodically reviews any physical and mental job qualifications to ensure they do not tend to screen out disabled veterans for reasons that are not job related or consistent with business necessity, or do not relate to ensuring the safe performance of the essential functions of the job. OHIO makes any necessary modifications to ensure applicants and employees receive equal opportunity in the operation of all personnel processes, and protected veterans are not stereotyped in a manner that limits their access to jobs for which they are qualified.
 OHIO also ensures applicants and employees with disabilities, as well as protected veterans, who meet job qualifications have equal access to its personnel process, including those implemented through information and communication technologies, and provides necessary reasonable accommodation to ensure that applicants and employees with
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disabilities receive equal opportunity in the operation of personnel processes. Finally, OHIO makes sure its personnel processes do not limit, segregate, or classify an employee or job applicant in a way that adversely affects employment opportunities or status on the basis of disability or veteran status.
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REVIEW OF PHYSICAL AND MENTAL JOB REQUIREMENTS 41 C.F.R. 60-741.44(c); 41 C.F.R. 60-300.44(c)
 Ohio University reviews physical and mental job qualification requirements as job qualification requirements are established or revised to ensure qualification requirements do not screen out qualified individuals with disabilities or qualified disabled veterans for reasons that are not job related or consistent with business necessity and the safe performance of the essential functions of the job. This review occurs at regular intervals throughout each calendar year, such as when a job may be created or when the duties of a position are significantly revised, and when considering requests for reasonable accommodation related to the performance of the functions of a position.
 Ohio University also regularly reviews its personnel processes to ensure any medical exams or inquiries are conducted in accordance with the Section 503 regulations. Information regarding the medical condition or history of an individual obtained as a result of any such inquiry or exam is collected and maintained on separate forms and in separated medical files and treated as a confidential medical record.
 To the extent any physical or mental job qualification measurements are found to potentially screen out qualified individuals with disabilities or qualified disabled veterans in the selection of employees or applicants for employment or in other changes in employment status, such as promotion or training, Ohio University will ensure the requirements are related to the specific job for which the individual is being considered and are consistent with business necessity and the safe performance of the job.
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REASONABLE ACCOMMODATIONS 41 C.F.R. 60-741.44(d); 41 C.F.R. 60-300.44(d)
 Ohio University has made and will continue to make reasonable accommodations, which do not impose undue hardships on its business, to the known physical and mental limitations of otherwise qualified employees and job applicants.
 Included among the specific accommodations for qualified individuals with disabilities that have been implemented are the following:
 1. Short- and long-term disability programs provide pay for eligible employees absent due todisability.
 2. A personal leave policy enables eligible employees to accumulate sick time to beused for medical appointments or personal illness.
 3. A medical leave of absence is available to any employee who provides medicaldocumentation of disability, where the requested absence constitutes areasonable accommodation.
 4. Adaptive equipment, such as supportive desk chairs, special computer monitorsand/or keyboards, is made available when necessary to enable an employee toperform an essential job function.
 5. Should reasonable accommodations be necessary to facilitate access to workareas by qualified employees or applicants with known disabilities, OHIO will takereasonable steps to provide such accommodations.
 6. If necessary to accommodate a disability, OHIO will redesign jobs toeliminate nonessential functions, unless the redesign creates an unduehardship.
 7. OHIO will arrange suitable work hours for employees returning from sick leave, leaveof absence, and long-term disability where that arrangement constitutes a reasonableaccommodation.
 8. OHIO will accommodate employees with disabilities by allowing a reasonable amountof time off for physicians’ visits.
 9. Designated accessible parking for individuals with disabilities is available at OhioUniversity.
 10. OHIO’s online application system makes clear to all applicants that if they are unableto fully use the automated system, they may follow specified alternate procedures sothat they receive equal opportunity to apply for and be fully considered for all jobs.
 11. OHIO has designed its online application system and its internal informationand communication technologies to increase the accessibility of those systems.
 If an individual has a disability, OHIO encourages the individual to tell us about (i) any
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special methods, skills, and procedures which qualify him or her for positions which he or she might not otherwise be able to do, so that he or she can be considered for any position of that kind, and (ii) the reasonable accommodations which would enable the individual to perform the job properly and safely. Such accommodations may include special equipment, changes in the physical layout of the job, elimination of certain nonessential duties related to the job, or other reasonable accommodations.
 OHIO informs employees and applicants of its desire to discuss reasonable accommodations in various ways, including through our Policy Statement and on the Invitation to Self-Identify. Both the Policy Statement and the Invitation to Self-Identify are provided to employees and applicants, and posted for to employees. Individuals interested in discussing accommodations may contact Kerri Griffin, Assistant Director, Office for Equal Opportunity and Accessibility, the Human Resources Department, and/or the individual’s supervisor. Managers and supervisors are trained to ensure that they know what to do if an employee or applicant makes a request for a reasonable accommodation so that such requests are processed swiftly.
 Where an employee with a known disability is having significant difficulty performing their job and OHIO reasonably concludes that the performance issues may be related to the known disability, OHIO may notify the employee of the performance problem and confidentially inquire whether the problem is related to the employee’s disability. If the employee indicates that their disability is impacting performance, OHIO will engage in confidential discussions with the employee regarding whether the employee requires reasonable accommodations to improve performance.
 180

Page 187
                        

COMPENSATION 41 C.F.R. 60-741.21(a)(9); 41 C.F.R. 60-300.21(i)
 In offering employment or promotions, Ohio University does not reduce the amount of compensation offered to individuals with disabilities or veterans because of any disability income, pension, or other benefit the employee receives from another source. Similarly, OHIO does not reduce the amount of compensation offered to an employee or applicant because of the actual or anticipated cost of a reasonable accommodation needed, requested, or anticipated.
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INTERNAL GRIEVANCE PROCEDURE
 Ohio University Policy 03.003 Americans with Disabilities Act Compliance includes a grievance procedure for reviewing decisions where a reasonable accommodation has been denied or where there is alleged discrimination or harassment based on disability.
 REVIEW OF DECISIONS TO DENY REQUESTED ACCOMMODATION
 In the event that a reasonable accommodation cannot be agreed upon, individuals may seek review of a unit's decision to deny implementation of a requested accommodation.
 1. In regards to education: review of decisions to deny requests for accommodation inan educational program or activity may be made to the University ADA/504 Coordinator, who will review and attempt to resolve the dispute informally and in consideration of the situation in its entirety. If an informal resolution is not possible, the ADA/504 Coordinator shall render a final written decision in regards to the reasonableness of the accommodation under the circumstances.
 2. In regards to employment: review of decisions to deny requests for accommodation inthe application process or workplace may be made to the University ADA/504 Coordinator, who will attempt to resolve the dispute informally. In the event that an informal resolution is not possible, the ADA/504 Coordinator shall render a final written decision in regards to the reasonableness of the accommodation under the circumstances.
 3. Final Review: Students, Employees, and Planning Units may seek review of a finaldetermination of reasonable accommodation by the ADA/504 Coordinator to the Executive Vice President and Provost within five business days of the decision.
 Although the preferred accommodation will be provided where reasonable, planning units may provide reasonable alternative accommodation where appropriate. Federal disability law requires that any accommodation be evaluated in light of the total resources and function of the University and not simply from a given department's resources or function.
 PROCESS TO FILE DISCRIMINATION/HARASSMENT COMPLAINT
 Individuals who believe that they have been discriminated against in any educational program or activity or employment situation at Ohio University on the basis of having a disability, a record of disability, being regarded as disabled, or having association or affiliation with a person who has a disability, may file a complaint with University Equity and Civil Rights Compliance pursuant to University Equal Employment and Educational Opportunity Policy 40.001. Likewise, all employees, including protected veterans, can raise any issues or claims that may arise during the course of their employment. General communications procedures encourage any and all employees, including protected veterans, to discuss such issues or claims. All matters brought to the attention of the Office for Equal Opportunity and Accessibility will be appropriately addressed.
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HARASSMENT41 C.F.R. 60-741.44(e); 41 C.F.R. 60-300.44(e)
 Ohio University has developed and implemented policies and procedures to ensure employees who are individuals with disabilities are not harassed because of their disability status.
 A copy of OHIO's Equal Employment and Educational Opportunity (Policy 40.001), Americans with Disabilities Act Compliance (Policy 03.003) and Affirmative Action Policy Statement forbidding harassment against individuals based on protected characteristics can be found www.ohio.edu/equity-civil-rights/.
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TRAINING 41 C.F.R. 60-741.44(j); 41 C.F.R. 60-300.44(j)
 OHIO trains personnel involved in the recruitment, screening, selection, promotion, disciplinary, and related processes to ensure the commitments in OHIO's AAP are implemented.
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DATA COLLECTION ANALYSIS41 C.F.R. 60-741.44(k); 41 C.F.R. 60-300.44(k)
 Ohio University documents computations or comparisons pertaining to applicants and hires on an annual basis and maintains the documentation for a period of three years.
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UTILIZATION ANALYSIS 41 C.F.R. 60-741.45
 Ohio University has compared the representation of employees with known disabilities in each job group with the utilization goal identified by Office of Federal Contract Compliance Programs in effect at the start of this Affirmative Action Program year. In conducting this analysis, the following principles apply:
 1. The purpose of the utilization goal established by OFCCP is to provide a benchmark againstwhich OHIO may measure the representation of individuals with disabilities in its workforce.
 2. OFCCP believes the utilization goal serves as an equal employment opportunity objective thatshould be attainable through the use of the affirmative action measures included in this AffirmativeAction Program.
 3. The utilization goal is not a quota that must be met, nor is it to be considered as a ceiling thatlimits or restricts the employment of individuals with disabilities.
 4. In all employment decisions, OHIO makes selections in a nondiscriminatory manner.Utilization 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 ofthat individual's disability status.
 5. Utilization goals do not create set-asides for specific groups, nor are they intended toachieve proportional representation or equal results.
 6. Utilization goals are not used to supersede merit selection principles, nor do these utilization goalsrequire OHIO to hire a person who lacks qualifications to perform the job successfully or hire aless qualified person in preference to a more qualified one.
 7. A finding that the utilization goal has not been attained in one or more job groups does notconstitute either a finding or admission of discrimination.
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HIRING BENCHMARKS 41 C.F.R. 60-300.45
 In establishing a hiring benchmark, the following principles apply:
 1. The purpose of establishing a hiring benchmark is to provide OHIO with a quantifiable methodby which it can measure its progress toward achieving equal employment opportunity forprotected veterans.
 2. The hiring benchmark is not a quota that must be met, nor is it a ceiling that limits or restrictsthe employment of protected veterans.
 3. In all employment decisions, OHIO makes selections in a nondiscriminatory manner.Hiring benchmarks do not provide a justification to extend a preference to any individual, select anindividual, or adversely affect an individual's employment status, on the basis of that individual'sveteran status.
 4. Hiring benchmarks do not create set-asides for specific groups, nor are they intended toachieve proportional representation or equal results.
 5. Hiring benchmarks are not used to supersede merit selection principles, nor do they requireOHIO to hire a person who lacks qualifications to perform the job successfully or hire a lessqualified person in preference to a more qualified one.
 6. A finding that the hiring benchmark has not been attained does not constitute either afinding or admission of discrimination.
 Ohio University has established its benchmark in accordance with the national percentage of veterans in the civilian labor force as published on the OFCCP website. As of April 21, 2015, this benchmark percentage is 7.0 percent.
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CONCLUSION
 The AAP year, November 1, 2014 through October 31, 2015, shows a continued commitment to equal employment opportunity and affirmative action and OHIO has strong plans to ensure both University and employee success.
 Through its Affirmative Action Officer, Dianne Bouvier, Director for the Office for Equal Opportunity and Accessibility, Ohio University will continue to communicate its policies, both within the organization and to the community in which we work. The University affords the Affirmative Action Officer full authority to take action to implement the plan and to pursue solutions to problems that impede the progress of this plan.
 At the close of Ohio University’s most recent plan 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.
 In Athens, this analysis revealed 13 areas in which the difference between incumbency vs. estimated availability was statistically significant. Among the Regional Campuses, Southern had one area and Lancaster and Zanesville each had two areas. For the overwhelming majority of the workforce, employment levels of women and minorities are representative of our recruiting population. Nonetheless, OHIO expects to continue its successful outreach efforts and to ensure all applicants and employees are treated fairly, based on job related criteria and without regard to sex, gender identity, sexual orientation, race, color, religious creed, national origin, physical or mental disability, protected veteran status, or any other characteristic protected by applicable law.
 The University is mindful of the fact that continued achievements in the areas of equal employment opportunity and affirmative action are important. As a result, we have included additional action oriented plans and programs for recruiting, communication, and reporting, to ensure that our compliance with affirmative action continues in good stead. As outlined in this AAP, Ohio University is ready and willing to make affirmative action both a commitment and a continued reality.
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LIST OF EXHIBITS
 Exhibit A – Invitation to Self-Identify for Individuals with Disabilities
 Exhibit B – Reasonable Accommodation Policy and Procedures
 Exhibit C – Annual Assessment of Outreach and Recruitment Efforts
 Exhibit D - Voluntary Veteran Self-Identification Form: Pre and Post Offer
 Exhibit E - Annual Assessment of Outreach and Recruiting Efforts
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Voluntary Self-Identification of a Disability
 Because we do business with the government, we must reach out to, hire, and provide equal opportunity to qualified people with disabilities.i To help us measure how well we are doing, we are asking you to tell us if you have a disability or if you ever had a disability. Completing this form is voluntary, but we hope that you will choose to fill it out. If you are applying for a job, any answer you give will be kept private and will not be used against you in any way.
 If you already work for us, your answer will not be used against you in any way. Because a person may become disabled at any time, we are required to ask all of our employees to update their information every five years. You may voluntarily self-identify as having a disability on this form without fear of any punishment because you did not identify as having a disability earlier.
 You are considered to have a disability if you have a physical or mental impairment or medical condition that substantially limits a major life activity, or if you have a history or record of such an impairment or medical condition.
 Disabilities include, but are not limited to:
 • Blindness • Autism • Bipolar disorder • Post-traumatic stress disorder (PTSD)• Deafness • Cerebral palsy • Major depression • Obsessive compulsive disorder• Cancer • HIV/AIDS • Multiple sclerosis
 (MS) • Impairments requiring the use of a
 wheelchair • Diabetes• Epilepsy
 • Schizophrenia• Muscular
 • Missing limbs orpartially missinglimbs
 • Intellectual disability (previously calledmental retardation)
 dystrophy
 Please check one of the boxes below:
 YES, I HAVE A DISABILITY (or previously had a disability)
 NO, I DON’T HAVE A DISABILITY
 I DON’T WISH TO ANSWER
 Your Name Today’s Date
 Why are you being asked to complete this form?
 How do I know if I have a disability?
 Exibit A
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Federal law requires employers to provide reasonable accommodation to qualified individuals with disabilities. Please tell us if you require a reasonable accommodation to apply for a job or to perform your job. Examples of reasonable accommodation include making a change to the application process or work procedures, providing documents in an alternate format, using a sign language interpreter, or using specialized equipment.
 i Section 503 of the Rehabilitation Act of 1973, as amended. For more information about this form or the equal employment obligations of Federal contractors, visit the U.S. Department of Labor’s Office of Federal Contract Compliance Programs (OFCCP) website at www.dol.gov/ofccp.
 PUBLIC BURDEN STATEMENT: According to the Paperwork Reduction Act of 1995 no persons are required to respond to a collection of information unless such collection displays a valid OMB control number. This survey should take about 5 minutes to complete.
 Reasonable Accommodation Notice
 Exhibit A
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Exhibit B – Reasonable Accommodation Policy and Procedures
 The Ohio University's policy is to fully comply with the reasonable accommodation requirements of the Americans with Disabilities Act and other applicable federal, state and local laws. Ohio University is committed to providing reasonable accommodations to qualified individuals with known disabilities to enable them to perform the essential functions of the position held or desired, to participate in the application process or to enjoy equal benefits and privileges of employment as are enjoyed by employees without disabilities. To obtain a reasonable accommodation, an applicant or employee should inform Ohio University of the existence of a disability, the disability related imitation(s) or workplace barrier(s) that need to be accommodated, and, if known, the desired reasonable accommodation.
 Requests for Reasonable Accommodation
 A request for reasonable accommodation may be oral or written. All requests for reasonable accommodation should be submitted to University Equity and Civil Rights Compliance (ECRC), University Human Resources or to the employee's supervisor. For recordkeeping purposes, OHIO requires that all employees requesting reasonable accommodations complete and return an accommodation request form to ECRC. The processing of requests will not be delayed while an employee completes these forms.
 Ohio University may request and review reasonable documentation, including medical documentation, in support of a request for reasonable accommodation. Documentation will be requested if the disability and need for accommodation is not obvious, where sufficient information regarding the disability and need for accommodation has not been provided, to confirm that a reasonable accommodation is medically appropriate, or to identify alternative accommodations that may be sufficient. Any request for medical documentation will be specific and limited to documentation of the individual's disability, its expected duration, the functional limitations for which reasonable accommodation is sought, and information about medically appropriate accommodations.
 Requests for accommodation will be considered on a case-by-case basis and as expeditiously as possible. OHIO is not required to provide an employee's requested accommodation and reserves the right to provide an alternative accommodation that is equally effective. A requested accommodation may be rejected when not required by law, such as when, for example, it would impose an undue hardship on OHIO, or if it would not be sufficient (or not necessary) to enable the employee to perform the essential functions or the job.
 Confidentiality of Medical Information
 All requests for reasonable accommodation, related documentation and any medical or disability related information provided to OHIO will be treated as confidential medical records and maintained in a separate file by ECRC. Individuals who have access to this information may not disclose it, except as follows:
 • Managers and supervisors who need to know may be told about any necessary work restrictionsand accommodation(s)
 • Government officials may be given information necessary to investigate the Ohio University’scompliance with applicable law
 • The information may be disclosed to workers’ compensation or insurance carriers in certaincircumstances
 192

Page 199
                        

• Emergency or first air personnel may be given access to the information when medically necessary;and
 • Ohio University employees may be provided the information for record-keeping or affirmative actionpurposes or to evaluate OHIO’s processing of reasonable accommodation requests.
 Employees who fail to maintain the confidentiality of the medical records or information of other employees will be subject to disciplinary action, up to and including termination of employment.
 Internal Review of Decisions Denying Reasonable Accommodations
 Employees may request that any decision to deny a request for reasonable accommodation be informally reviewed, following procedures outlined in the Ohio University American with Disabilities Act Compliance policy 03.003. To request reconsideration, employees should submit a written request to Dianne Bouvier, ADA/504 Coordinator, in University Equity and Civil Rights Compliance. The request should explain the reasons the employee believes the request should be granted.
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Exhibit C – Annual Assessment of Outreach and Recruiting Efforts
 Ohio University evaluates available data regarding the effectiveness of its outreach and recruitment efforts on an annual basis. For areas where OHIO concludes the totality of its efforts were not effective in identifying and recruiting qualified individuals with disabilities, Ohio University will identify and implement alternative efforts.
 Criteria used to evaluate the effectiveness of outreach efforts may include:
 • Results of utilization analysis for individuals with disabilities
 • Available data related to applicants and hires
 • Whether the activity increased OHIO’s ability to include individuals with disabilities in its workforce
 • Whether the activity attracted qualified individuals with disabilities
 • Whether the activity resulted in the selection of qualified individuals with disabilities.
 OHIO will continue to monitor and review outreach sources to evaluate the effectiveness of outreach and recruitment efforts.
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OHIO UNIVERSITY PERSONAL DATA PROFILE
 NAME (last, first, middle) please print GENDER BIRTH DATE
 ___Male___Female
 SSN or EMPLOYEE NO. MARITAL STATUS NATIONALITY BIRTH COUNTRY DISABLED
 ___Married ___Single ___Yes ___No
 ETHNIC ORIGIN VETERAN STATUS Check all that apply ___Are you Hispanic or Latino? Enter a Y or N Check all that apply ___American Indian or Alaskan Indian
 ___Asian ___Armed Forces Service Medal Veteran ___Black or African American ___Active Duty Wartime or Campaign Badge Veteran ___Native Hawaiian or Other Pacific Islander ___Disabled Veteran
 ___White ___Recently Separated Veteran *If you choose to not self-identify for our federally mandatedreporting, we are required to make a selection for you. ___Not a Protected Veteran
 OFFICE INFORMATION Building Room Number
 PHONES (Area Code & Number)
 Work
 Home
 Emergency #1 Name Relationship
 Emergency #2 Name Relationship
 SPOUSE INFORMATION Name (last, first, middle)
 SS# Gender ___Male ___ Female OU Employee ___Yes ___No
 EDUCATIONAL INFORMATION (Please circle degree to be listed in Campus Directory) College/University Degree Year of Degree Major
 College/University Degree Year of Degree Major
 College/University Degree Year of Degree Major
 LICENSE AND CERTIFICATIONS License/Certification License Number Expiration Date State Date Earned
 License/Certification License Number Expiration Date State Date Earned
 PRIOR STATE SERVICE
 To request transfer of prior state service, please have the 'Prior State Service' (Request or Transfer) form completed by the appropriate institution and returned to: University Human Resources, 169 W. Union St., Athens, Ohio 45701 Attn: Carlotta Hensler Please visit http://www.ohio.edu/hr/forms/index.cfm to download the Prior State Service form
 Signature __________________________________________________ Date __________________________
 UHR revised 9/2014
 Exhibit D
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Armed Forces Expeditionary Medal (AFEM) Campaign or Expedition Inclusive Dates
 Berlin Aug 14 ,1961 to Jun 1, 1963
 Bosnia (Operations Joint Endeavor, Joint Guard, and Joint Forge) Nov 20, 1995 to Dec 20, 1996; Dec 20, 1996 to present; Jun 21, 1998 to present
 Cambodia Mar 29, 1973 to Aug 15, 1973 Cambodia Evacuation (Operation Eagle Pull) Apr 11-13, 1975
 Congo Jul 14, 1960 to Sept. 1, 1962 and Nov 23 to 27, 1964
 Cuba Oct 24, 1962 to Jun 1, 1963 Dominican Republic Apr 28, 1965 to Sept 21, 1966 El Salvador Jan 1, 1981 to Feb 1, 1992 Grenada (Operation Urgent Fury) Oct 23, 1983 to Nov 21, 1983 Haiti (Operation Uphold Democracy) Sept 16, 1994 to Mar 31, 1995 Iraq (Operation Northern Watch) Jan 1, 1997 to present Korea Oct 1, 1966 to Jun 30, 1974 Laos Apr 19, 1961 to Oct 7, 1962
 Lebanon Jul 1, 1958 to Nov 1, 1958 and Jun 1, 1983 to Dec 1, 1987
 Mayaguez Operation May 15, 1975 Operations in the Libyan Area (Operation Eldorado Canyon) April 12 - 17, 1986 Panama (Operation Just Cause) Dec 20, 1989 to Jan. 31, 1990 Persian Gulf Operation (Operation Earnest Will) July 24, 1987 to Aug 1, 1990 Persian Gulf Operation (Operation Southern Watch) Dec 1, 1995 to present Persian Gulf Operation (Operation Vigilant Sentinel) Dec 1, 1995 to Feb 1, 1997 Persian Gulf Operation (Operation Desert Thunder) Nov 11, 1998 to Dec 22, 1998 Persian Gulf Operation (Operation Desert Fox) Dec 16, 1998 to Dec 22, 1998 Persian Gulf Intercept Operation Dec 1, 1995 to present Quemoy and Matsu Islands Aug 23, 1958 to Jun 1, 1963 Somalia (Operation Restore Hope) Dec 5, 1992 to Mar 31, 1995 Taiwan Straits Aug 23, 1958 to Jan 1, 1959 Thailand May 16, 1962 to Aug 10, 1962 Vietnam Evacuation (Operation Frequent Wind) Apr 29, 1975 to Apr 30, 1975 Vietnam (including Thailand) July 1, 1958 to Jul 3, 1965
 Navy Expeditionary Medal and Marine Corps Medal for these Operations Cuba Jan 3, 1961 to Oct 23, 1962 Indian Ocean/Iran Nov 21, 1979 to Oct 20, 1981 Iranian/Yemen/Indian Ocean Dec 8, 1978 to Jun 6, 1979 Lebanon Aug 20, 1982 to May 31, 1983 Liberia (Operation Sharp Edge) Aug 5, 1990 to Feb 21, 1991 Libyan Area Jan 20, 1986 to Jun 27, 1986
 Panama Apr 1, 1980 to Dec 19, 1986 and Feb 1, 1990 to Jun 13, 1990
 Persian Gulf Feb 1, 1987 to Jul 23, 1987 Rwanda (Operation Distant Runner) Apr 7 - 18, 1994 Thailand May 16 - Aug 10, 1962
 Other Campaign and Service Medals Qualifying for Preference Army Occupation of Austria May 9, 1945 to Jul 27, 1995 Army Occupation of Berlin May 9, 1945 to Oct 2, 1990 Army Occupation of Germany (exclusive of Berlin) May 9, 1945 to May 5, 1955 Army Occupation of Japan Sept 3, 1945 to Apr 27, 1952 Chinese Service Medal (Extended) Sept 2, 1945 to Apr 1, 1957 Korean Service Jun 27, 1950 to Jul 27, 1954 Navy Occupation of Austria May 8, 1945 to Oct 25, 1955 Navy Occupation of Trieste May 8, 1945 to Oct 25, 1954
 Southwest Asia Service Medal (SWASM) (Operations Desert Shield and Desert Storm) Aug 2, 1990 to Nov 30, 1995 Units of the Sixth Fleet (Navy) May 9, 1945 to Oct 25, 1955 Vietnam Service Medal (VSM) Jul 4, 1965 to Mar 28, 1973 A veteran's DD Form 214 showing the award of any Armed Forces Expeditionary Medal is acceptable proof. The DD form 214 does not have to show the name of the theater or country of service for which that medal was awarded.
 Exhibit D
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Exhibit E – Annual Assessment of Outreach and Recruiting Efforts
 Ohio University evaluates available data regarding the effectiveness of its outreach and recruitment efforts on an annual basis. For areas where OHIO concludes the totality of its efforts were not effective in identifying and recruiting qualified protected veterans, Ohio University will identify and implement alternative efforts.
 Criteria used to evaluate the effectiveness of outreach efforts may include:
 • Available data regarding applicants and hires, including the Ohio University’sestablished veteran hiring benchmark
 • Whether the activity expanded Ohio University’s outreach to protected veterans
 • Whether the activity increased OHIO’s ability to include protected veterans in itsworkforce
 • Whether the activity attracted qualified protected veterans
 • Whether the activity resulted in the selection of qualified protected veterans.
 OHIO will continue to monitor and review outreach sources to evaluate the effectiveness of outreach and recruitment efforts.
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