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NARRATIVE I. INTRODUCTION
 This report is the annual update of the Affirmative Action Plan (AAP) required by federal
 regulations for women and federally designated racial/ethnic groups and covered veterans and persons with disabilities and covers the time periods:
 Reporting year: July 1, 2014 – June 30, 2015 and Program year: September 1, 2015 – August 31, 2016 A. DESCRIPTION OF COLLEGE
 The City University of New York (CUNY) is the nation's leading urban public university serving hundreds of thousands of students at 24 colleges and institutions in New York City. The University's 24 institutions include 11 senior colleges, seven community colleges, the William E. Macaulay Honors College at CUNY, the Graduate School and University Center, the CUNY Graduate School of Journalism, the CUNY School of Law, the CUNY School of Professional Studies, and the CUNY School of Public Health. More than 100 centers and research institutes, located throughout the City’s five boroughs, also are an integral part of the University.
 CUNY serves a diverse student body and offers a high quality, low-cost education to the city’s residents, especially its poor, its working class and its immigrants. More than 275,000 total students are enrolled in the fall semester, over 250,000 of which are degree seeking students. Continuing and professional education students account for 275,465 seats annually at its campuses located in all five boroughs of New York City. Its student body has ancestral ties to over 190 countries. Black and Hispanic undergraduates each comprise more than a quarter of the student body, and Asians almost 20 percent. Approximately 43 percent of undergraduates have a native language other than English, approximately 30 percent work more than 20 hours a week, approximately 65 percent attend school full time. Fifty-six percent are female and about 27 percent are 25 or older. Of first-time freshman, approximately 30 percent are born outside the U.S. mainland and approximately 75 percent attended New York City public high schools. CUNY graduates include 13 Nobel laureates, a U.S. Secretary of State, a Supreme Court Justice, several mayors, members of Congress, and state legislators.
 The Central Office is the administrative unit of CUNY. The essential function of the Central Office is to provide administrative, academic, logistical, financial, technical and other support and guidance to CUNY’s 24 constituent colleges and institutions. The Central Office consists of a workforce of 1403 employees, 1044 of whom are full time employees, located in 14 offices throughout New York City and Albany.1 The headquarters of the Central Office is located at 205 E. 42nd Street, New York, New York 10017. The Central Office consists of CUNY executive and administrative officers heading a workforce in the following areas: Academic Affairs, Student Affairs, University Relations, Legal Affairs, Budget and Finance, Human Resources Management, Labor Relations, Enrollment Management, Operations, Computing and Information Services, Public Safety, and Facilities Planning, Construction, and Management. The Office of Human
 1 Note that this information is as of June 30, 2015, the controlling time reference for all workforce and utilization analysis discussed in this Affirmation Action Plan.
 3
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Resources Management provides comprehensive programs and services to the Central Office employees as well as providing guidance and support to CUNY’s constituent colleges and institutions. The other departments of the Central Office primarily provide support, guidance, and assistance to CUNY’s member colleges and institutions. All Central Office employees ultimately report to the Chancellor of CUNY, who reports to the Board of Trustees. The Affirmative Action Program for the Central Office emanates from the headquarters. Specifically, the CUNY Executive Vice Chancellor, who is also the Chief Operating Officer, is ultimately responsible for overseeing the Central Office’s Affirmative Action Program. He has, however, delegated the oversight responsibility to the Vice Chancellor of the CUNY Office of Human Resources Management (OHRM). In turn, the Central Office Chief Diversity Officer, who works in OHRM’s Office of Recruitment and Diversity, has the day-to-day responsibility of ensuring that equal employment opportunities are afforded to all applicants and employees of the Central Office.
 B. HISTORY The City University traces its origins to the founding of the Free Academy in 1847 by Townsend Harris. The Academy’s goal was to educate male graduates of public grammar schools. The Free Academy later became the City College of New York, the oldest institution among the CUNY colleges. In 1914 Hunter College, which had existed as Normal College since 1870, opened its doors. By 1930 Brooklyn College had been established, and in 1937 Queens College began to admit students. The New York State Institute of Applied Arts and Sciences (forerunner of New York City Technical College) admitted its first class in 1947, and in 1955 the College of Staten Island started to admit students. The last four senior colleges established were: John Jay College of Criminal Justice in 1960, York College in 1966, Lehman College in 1968 (formerly the Bronx branch of Hunter College), and Medgar Evers College in 1970. In the decades after 1960, six community colleges joined the effort to meet the academic and career needs of the City’s residents. Most recently, in August 2012, Guttman Community College (formerly known as the New Community College) opened its doors to students as CUNY’s seventh community college. In 1926, the New York State Legislature created the Board of Higher Education of the City of New York to integrate, coordinate and expand the institutions of higher education in the city. In 1961, Governor Nelson Rockefeller signed the bill that formally created the City University of New York to integrate senior and community colleges and a new graduate school into a coordinated system of higher education for the City. By 1979, the Board of Higher Education had become the Board of Trustees of the City University.
 As demand for higher education rapidly grew after World War II, the increased demand for limited college slots had the effect of intensifying the competitiveness of the New York City's system of higher education. In response to demands for greater access, in particular from the City’s underrepresented groups, the Board implemented an admissions policy to assure all high school graduates entrance to the University. Students who are not directly admitted to the senior colleges because they do not meet academic admissions standards may enroll in an associate degree program at one of CUNY’s community colleges and then earn admission to the senior colleges. As stated in the City University of New York’s Master Plan 2012-2016, “CUNY is a leader in defining public education for the 21stcentury, whether developing new approaches to student learning, building collaborative research models, or creatively partnering with the city’s communities.”
 4
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C. MISSION The 1979 New York State Education Law Section 6201 sets forth the mission of The City University of New York. This mission is to provide access to higher education for all who seek it, to “continue to maintain and expand its commitment to academic excellence and to the provision of equal access and opportunity for students, faculty and staff from all ethnic and racial groups and from both sexes.” The University embraces and advances its core values: an insistence on academic rigor, accountability, and assessment coupled with an unwavering commitment to serving students from all backgrounds and supporting a world class faculty. These values undergird the University’s fundamental mission: teaching, research, and service.
 II. NON-DISCRIMINATION AND AFFIRMATIVE ACTION POLICIES*
 It is the policy of the Central Office to recruit, employ, retain, promote, and provide benefits to employees and to admit and provide services for students without regard to race, color, national or ethnic origin, religion, age, sex, sexual orientation, gender identity, marital status, disability, genetic predisposition or carrier status, alienage, citizenship, military or veteran status, unemployment status or status as victim of domestic violence.
 Sexual harassment, a form of sex discrimination, is prohibited under the University’s Policy on Sexual Misconduct.
 As a part of The City University of New York, a public university system, the Central Office adheres to federal, state, and city laws and regulations regarding non-discrimination and affirmative action including among others, Executive Order 11246, as amended, Titles VI and VII of the Civil Rights Act of 1964, Title IX of the Education Amendments of 1972, Sections 503 and 504 of the Rehabilitation Act of 1973 and the Americans with Disabilities Act of 1990, Section 402 of the Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended, the Equal Pay Act of 1963, the Age Discrimination in Employment Act of 1967, as amended and the Age Discrimination Act of 1975, the New York State Human Rights Law and the New York City Human Rights Law. The “protected classes,” delineated in Executive Order 11246 include American Indian or Alaska Native, Asian, Black or African American, Hispanic or Latino, Native Hawaiian or Other Pacific Islander, and Women. Updated federal guidelines further expanded these protected classes to include two or more races. *For the complete Policies and Procedures on Non-Discrimination and Sexual Misconduct and the Affirmative Action Policy please visit: HTTP://WWW.CUNY.EDU/ABOUT/ADMINISTRATION/OFFICES/OHRM/POLICIES-PROCEDURES.HTML. III. DESIGNATION OF RESPONSIBILITY FOR IMPLEMENTATION To ensure effective implementation of this Affirmative Action Plan, the Central Office has designated specific responsibilities to various personnel. The Executive Vice Chancellor and Chief Operating Office of CUNY, the Vice Chancellor of the CUNY Office of Human Resources Management, the Chief Diversity Officer, and supervisory personnel who exercise authority on behalf of the University (deans, directors, executive officers, administrators, or other persons with supervisory responsibility) have undertaken the responsibilities described below.
 5
 http://www.cuny.edu/about/administration/offices/ohrm/policies-procedures.html
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A. EXECUTIVE VICE CHANCELLOR AND CHIEF OPERATING OFFICER
 The primary responsibility and accountability for implementing the AAP rests with Allan Dobrin, the Executive Vice Chancellor and Chief Operating Officer. Executive Vice Chancellor Dobrin has the primary responsibility to provide leadership and oversee the implementation of the Central Office’s affirmative action policies, procedures and diversity programs as well as assuring compliance with all related federal, state, and city laws, rules and regulations as well as the policies of The City University of New York. This role includes, but is not limited to, the following duties:
 1. Designate appropriate personnel with the responsibility for overseeing, administering,
 implementing, and monitoring the Central Office's AAP. Ensure that these personnel are identified in writing by name and job title. Specifically, appoint a Chief Diversity Officer, 504/ADA Coordinator, and Title IX Coordinator.
 2. Ensure personnel responsible for all AAP components are given the necessary
 authority, top management support, and staffing to successfully implement their assigned responsibilities.
 3. Communicate his total involvement and commitment to equal employment
 opportunity programs including the issuance of an Annual Re-Affirmation Letter supporting affirmative action, diversity and equal opportunity. (See copy of Executive Vice Chancellor’s Re-Affirmation Memorandum in Appendix A).
 4. Ensure that the individuals appointed to handle allegations of discrimination,
 including sexual misconduct and harassment, are fully trained and equipped to carry out their responsibilities.
 5. Assure that supervisors and managers receive information regarding their
 responsibilities pursuant to the University’s Policies and Procedures on Equal Opportunity, Non-Discrimination, and Sexual Harassment.
 6. Ensure submission of an annual report on non-discrimination and sexual
 misconduct, which shall include information on complaints filed within the past year, their resolution, and other relevant information.
 7. Ensure that the University’s Policies and Procedures on Equal Opportunity, Non-
 Discrimination, and Sexual Misconduct, along with the Chief Diversity Officer’s contact information, are annually disseminated to the Central Office community.
 B. VICE CHANCELLOR FOR THE OFFICE OF HUMAN RESOURCES
 MANAGEMENT Executive Vice Chancellor Dobrin has delegated the responsibility for implementing the Central Office’s AAP to Gloriana Waters, Vice Chancellor for the Office of Human Resources Management. In this capacity, Vice Chancellor Waters assumes the responsibilities specified above in Section III.A.
 6
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C. CHIEF DIVERSITY OFFICER Executive Vice Chancellor Dobrin and Vice Chancellor Waters have designated Michael J. Valente, Esq. to serve as the CDO, Title IX Coordinator, and 504/ADA Coordinator. Mr. Valente’s office is located at: 205 E. 42nd Street, Room 1070 New York, NY 10017 (646) 664-3310 [email protected]
 The CDO is responsible, as the Executive Vice Chancellor’s designee, for the following:
 1. Providing confidential consultation, investigation and resolution of internal complaints of discrimination/sexual misconduct.
 2. Disseminating annually to all employees the following: a) Policy on Equal Opportunity, Non-Discrimination, and on Sexual Misconduct; b) Affirmative Action Policy; and c) contact information of the CDO, Title IX Coordinator, and the 504/ADA Coordinator.
 3. Publicizing the policies widely and ensuring they are incorporated into the training curriculum for managers and supervisors and search committees.
 4. Assuring that supervisors receive orientation on these policies.
 5. Reviewing employment policies and procedures to ensure compliance with non-
 discrimination and equal opportunity laws and CUNY policies, including assisting with the development of policy statements and guidelines related to EEO/AA.
 6. Guiding the recruitment and selection process to ensure equal opportunity in the
 hiring of employees, including providing informational presentations to administrative and supervisory personnel and search committees.
 7. Guiding managers to ensure that employment decisions are premised on legitimate
 business needs, including providing updates on laws, regulations, and policies related to EEO/AA.
 8. Conducting data analyses such as utilization analysis and impact ratio analysis for hires, promotions, transfers, and terminations to identify any problem areas and to assist management to formulate effective redress where needed.
 9. Developing and implementing an effective AAP for Central Office.
 10. Reviewing the AAP to evaluate the effectiveness of the program, determining the degree
 to which objectives are met, and recommending improvements where necessary.
 11. Providing training and information to employees, including managers, on the laws and CUNY policies against discrimination, including sexual harassment and misconduct.
 7
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12. Designing and implementing programs to promote diversity and inclusion.
 D. SUPERVISORY PERSONNEL
 All executive officers, managers, and other supervisory personnel are crucial to the success of the equal employment/affirmative action program. These officials ensure compliance with the college’s affirmative action policy and help foster an inclusive environment. Their specific responsibilities include:
 1. Adhering to the College’s Non-Discrimination Policy and Affirmative Action Policy.
 2. Assisting the president and CDO in developing, maintaining, and successfully
 implementing the AAP.
 3. Fostering an inclusive environment within their sphere of influence. IV. RESULTS OF STATISTICAL ANALYSES/AREAS OF CONCERN
 The Central Office monitors each phase of its selection process (i.e., hires, reclassifications, promotions, and terminations) by conducting several statistical analyses. The CDO takes the following steps: a) compiles and examines information about the placement of incumbents; b) conducts a utilization analysis using data the University Office of Recruitment and Diversity derives to compare incumbency to availability; and c) completes the impact ratio analyses. The data used in the preparation of the Affirmative Action Plan is collected from the CUNYfirst Ethnicity and Gender Report.
 A. WORKFORCE ANALYSIS The workforce analysis provides an overview of the representation of women and minorities in the Central Office’s organizational units/departments. The analysis identifies the number of employees by gender and race/ethnicity in each job title within the organizational unit as reported on the CUNYfirst Ethnicity and Gender Report run on or about June 30, 2015. All job titles, including unit supervisor, are listed from the highest to lowest paid within each department/unit. The Workforce Analysis Report is available, upon request, in the Compliance and Diversity Office. For the most part, women and minorities are well represented across the job titles in each of the 14 organizational units. However, as discussed further below, there have been improvements in our efforts to increase female and minority representation.
 B. JOB GROUP SUMMARY
 The Central Office’s 1044 full-time employees are grouped into categories using the relevant EEO Codes. These categories are divided into smaller subgroups called affirmative action units (AAUs), based on the duties as well as educational qualifications and skills required for job titles within the job categories. Each AAU has an individual utilization analysis worksheet (UAW), listing the job titles included in the subdivision. The UAW depicts the total group number as well
 8
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as the numerical and percentage representation of Females, Total Minority including persons of two or more races, Asians, Blacks, Hispanics and Individuals with Disabilities. (See Appendix B). Overall Females, Blacks, Hispanics, Asians, and Total Minorities are well represented relative to their availability in the various AAUs. There is representation of Females, Blacks, Hispanics, Asians, and Total Minorities in every AAU except the following: Security Director, which has a total of 5 employees and no Hispanics or Asians; Mail/Message Services Worker AAU, which has a total of 16 employees and no Asians; and Campus Public Safety Sergeant, which has 9 employees and no Asians.
 Because the following AAUs contained less than 5 employees, no utilization analysis worksheets were developed for: Chief Administrative Superintendent of Buildings and Grounds Administrative Superintendent of Buildings and Grounds Disability Accommodations Specialist College Laboratory Technician Series (Administration 4) Buildings and Grounds Basic Crafts: Buildings and Grounds Campus Peace/Security Officers, Levels 1 and 2 Custodial Assistant Custodial Supervisor Skilled Trades/Crafts Skilled Trades/Crafts-Supervisory Titles Accountant Accountant Assistant Engineer-Technicians Media Services/Print Shop Titles
 C. DETERMINING AVAILABILITY
 "Availability" is an estimate of the proportion of each gender and racial/ethnic group available for employment at the Central Office for a given job group in the relevant labor market during the AAP year. Availability indicates the approximate level at which each gender and racial/ethnic group could reasonably be expected to be represented in a job group. In adherence to the federal regulations, the Central Office used recent and discrete statistical information to derive availability figures. Because of the University’s educational requirements, the availability data is calculated according to information about earned degrees conferred from the U.S. Department of Education and the American Community Survey (2007-2011). Internal recruitment sources indicated on the CUNY Survey for Selected Titles are used and weighted for titles with promotable and transferrable (feeder) titles. The sources and process to determine the availability data for the two-factor analysis is detailed in the Factor/Source Sheet section of the UAW (see Appendix B).
 D. UTILIZATION ANALYSIS/COMPARISON OF INCUMBENCY TO AVAILABILITY
 The utilization analysis compares the percentages of employees by gender and race/ethnicity with
 9
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the overall availability data for each AAU. The UAW of each AAU indicates the current utilization of incumbents by gender and race/ethnicity. The analysis disaggregates Asians, Blacks, and Hispanics from Total Minorities to identify the percentage representation of these protected racial/racial groups. American Indian or Alaska Native employees comprise less than two percent of the University workforce and local population, thus are not identified as a discrete group in the analysis, but are included in the Total Minority category. Persons of two or more races are counted within the Total Minority. The utilization analysis determines if any disparity between incumbency and availability exists for any of the protected groups. This disparity or underutilization is defined as any AAU in which fewer minorities or women are employed than would reasonably be expected given their availability in the relevant job market. The percentage difference between incumbency and availability is recorded in terms of whole persons, indicating how many women and members of protected racial/ethnic groups are underutilized. A placement goal is set when underutilization in any job group is one person or more. The underutilization of females and total minorities is calculated in the UAW and is displayed in the chart Results of Utilization Analysis and Annual Placement Goals in Appendix C. If an AAU has underutilization for a specific protected minority group the number is indicated in parenthesis.
 E. HISTORICAL PROGRESS REPORT: 2014 AND 2015 UTILIZATION ANALYSES RESULTS A comparison of the 2014 and 2015 utilization analyses identified changes in the numeric disparity in the AAUs by EEO Categories. The Progress Report - Historical Underutilization in Appendix D displays underutilization from 2011 to 2015. Within the EEO categories, the difference in underutilization of racial/ethnic groups and women by AAU/job group is:
 Executive/Administrative/Managerial
 The Administration I AAU changed underutilization from 2014 to 2015 as follows: remained at 0 for Females; from 3 to 2 Blacks; remained at 0 for Hispanics; and from 3 to 4 Asians. The total number of employees increased by eight (8), with 4 additional Females, 2 additional Blacks, 1 additional Hispanic. The number of Asian incumbents remained at 4. The Administration II AAU changed underutilization from 2014 to 2015 as follows: remained at 0 for Females; remained at 0 for Blacks; from 4 to 3 Hispanics; and from 0 to 1 Asian. The total number of employees increased by forty-nine (49), with 34 additional Females, 10 additional Blacks, 8 additional Hispanics. The number of Asian incumbents remained at 25. The Security Director AAU underutilization from 2014 to 2015 as follows: from 1 to 0 Females; remained at 0 for Blacks; remained at 2 for Hispanics; and remained at 0 for Asians. The total number of employees decreased by one (1), without any change in the number of incumbent Females or Blacks, but zero (0) Hispanic or Asian incumbents. The Administration V AAU underutilization from 2014 to 2015 as follows: from 0 to 2 Females; from 1 to 0 Blacks; remained at 0 for Hispanics and Asians. The total number of employees increased by six (6), with 3 additional Blacks and 1 additional Hispanic. The number of Female
 10
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incumbents remained at 3 and Asian incumbents at 4. The Computer Manager AAU continued without any underutilization from 2014 to 2015.
 Professional/Non-Faculty
 The Administration III AAU continued without any underutilization from 2014 to 2015.
 The Computer Specialists AAU continued without any underutilization from 2014 to 2015. Secretarial/Clerical
 The CUNY Office/Secretarial Assistant AAU changed underutilization from 2014 to 2015 as follows: from 5 to 2 Females. Underutilization of Blacks, Hispanics, and Asians remained at 0. The total number of employees increased by one (1), with 3 additional Females and 1 additional Asian. There was a decrease of 2 Blacks, but the number of Hispanics incumbents remained the same. The CUNY Administrative Assistant AAU changed underutilization from 2014 to 2015 as follows: from 1 to 2 Hispanics; and from 1 to 0 Asians. The total number of employees remained at ten (10) Females, with 1 additional Asian. The number of Black and Hispanic incumbents decreased by one (1), respectively. The Mail/Message Services Worker AAU changed underutilization from 2014 to 2015 as follows: from 3 to 5 Females; and remained at 1 Asian. Underutilization for Blacks and Hispanics remained at 0. The total number of employees increased by four (4), with 2 additional Blacks. The number of Female incumbents remained at 2, Hispanic incumbents at 4, and Asian incumbents at 0.
 Technical/Paraprofessional The Broadcasting/Media Titles AAU continued without any underutilization from 2014 to 2015.
 Service/Maintenance The Campus Public Safety Sergeant AAU changed underutilization from 2014 to 2015 as follows: remained at 1 Female, 2 Blacks, 0 Hispanics, and 1 Asian. The total number of employees decreased by two (2), with 1 less Female and Black, respectively. The number of Hispanic incumbents remained at 5 and Asian incumbents at 0.
 F. DETERMINING ADVERSE IMPACT The Impact Ratio Analysis is based on the information presented in the Personnel Activity Table and Applicant Data Recruitment Documentation. The Impact Ratio Analysis, an evaluation of personnel transactions in each EEO category, determines any disparities or adverse impact in the personnel actions. The personnel transactional data for minorities and non-minorities and for men and women is examined. The analysis indicates if an employment practice results in a negative consequence more often for members of protected groups than for other employees or applicants. In addition to CUNYfirst reports, a variety of sources provide information for the analysis, including the Offices of Human Resources, Academic Affairs, and Compliance and Diversity.
 11
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The Impact Ratio Analysis is divided into three areas:
 Part One: The Hires Analysis reviews the hiring practices by comparing the number of hires to applicants.
 Part Two: The Promotion Analysis examines the promotion, upgrades/re-classification and transfers by comparing the number of employees promoted to incumbents. Part Three: The Termination Analysis calculates the attrition rate by comparing the number of terminations to incumbents.
 The actions completed during the previous 12 months are summarized in the following documents:
 1. Analysis of Personnel Activity Table
 a. New Hires The Central Office hired 217 new full time employees; of these 101 were women, and 116 were minorities. b. Promotions/Upgrades The Central Office provided upgrades to 92 employees, including 44 women and 53 minorities. In the Higher Education Officer series, 12 employees were reclassified. Five Higher Education Associates were reclassified as Higher Education Officers: all are female, including 1 Asian, 2 Hispanics and 2 whites. Three (3) females became Higher Education Associates, identifying as 1 white, 1 Asian, and 1 Two or More Races. There were 4 upgrades to Higher Education Assistant, including 3 Hispanic females and 1 Black male. c. Terminations/Separations The number of employees separated from the workforce was 42, including 25 women and 26 minorities. d. Transfers The number of employees who transferred was zero (0).
 2. Analysis of Applicant Data-Recruitment Documentation Executive/Administrative/Managerial: There were 2488 applicants (1282 women, 1511 minorities) for 66 positions. The Central Office interviewed 229 applicants (110 women, 67 minorities) and made offers to 74 candidates (34 women, 29 minorities). Faculty: There were 465 applicants (246 women, 313 minorities) for positions at the Advanced Science Research Center (ASRC). The Central Office hired 1 Asian male for a Research Assistant Professor (non-tenured, Lecturer) position as an Imaging Facilities Manager at the ASRC.
 Professional/Non-Faculty: There were 6832 applicants (3712 women, 5177 minorities) for 66 positions. The Central Office interviewed 190 applicants (106 women, 142 minorities) and made offers to 68 applicants (43 women, 56 minorities).
 12
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The Civil Service titles are classified in the Secretarial/Clerical, Technical/Paraprofessional, Skilled Trades and Service Maintenance EE0-6 categories. An appointment to a classified title occurs when someone is selected from a civil service list that is in effect for the title in accordance with civil service regulations. If there is no civil service list, a vacant position can be filled provisionally until a civil service exam is held and a list established. Civil service employees can also transfer between CUNY campuses if their name is on a transfer list. There were 4 appointments to the Secretarial/Clerical job category. There were 554 applicants (337 women, 483 minorities); 4 were interviewed (1 woman, 3 minorities); and 4 were offered positions (1 women, 3 minorities). There were 2 appointments to the Technical/Paraprofessional job category. There were 81 applicants (25 women, 56 minorities); 9 were interviewed (1 woman, 7 minorities); and 4 were offered positions (2 women, 3 minorities). There were 2 appointments to the Service/Maintenance job category. There were 68 applicants (23 women, 62 minorities); 2 were interviewed (1 woman, 2 minorities); and 2 were offered positions (1 woman, 2 minorities). See Appendix E for Personnel Activity Table/Applicant Data-Recruitment Documentation.
 3. Impact Ratio Analysis The analysis indicated no adverse impact in any of the categories. See Appendix F for the Impact Ratio Analysis. H. ANALYSIS OF SYSTEMIC COMPENSATION
 The University manages a number of pay plans with different features: Executive Compensation Plan (ECP), Faculty and Non-Teaching Instructional Staff, and Classified Civil Service (plans for managers and staff). The Office of Recruitment and Diversity conducted an annual review of employee compensation at the Central Office. On December 8, 2014, the results of this review were discussed with members of the Workforce Management Committee (WMC), which consists of the Executive Vice Chancellor and Chief Operating Officer, the Executive Vice Chancellor and University Provost for Academic Affairs, the Vice Chancellor of Human Resources Management, and the Vice Chancellor of Budget and Finance. The review included salary organized by Affirmative Action Unit (AAU) within EEO-1 category. Categories were further broken down into Titles (Administrators). Generally, any area in which there is a pay discrepancy on the basis of race or gender exceeding 5% was flagged for review of the pay of individual incumbents. (See Appendix I) On March 3, 2015, the Office of Recruitment and Diversity, including the Chief Diversity Officer, met with the Human Resources Director and Deputy Director to discuss specific findings as well as compensation best practices. Also, on October 23, 2015, the Chief Diversity Officer met with the Human Resources Director, HR Deputy Director and HR staff to review areas of pay discrepancy and Central Office compensation review processes.
 13
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To help ensure fairness and equity, the Central Office utilized a multilayered-review process towards compensation management, especially for full-time employees. Typically, hiring managers submitted proposed salary or compensation requests to their respective Vice Chancellors, who, in turn, forwarded such requests to the Human Resources Office. The Human Resources Office would then analyze a number of factors regarding the proposed salary, including: the candidate’s qualifications, experience, and salary history; the salary of the former incumbent (if any); the average salary in same or similar titles throughout the unit and University, and the approved salary range. At the same time, the Chief Diversity Officer would have an opportunity to review the proposed salary to ensure equity. Next, the Budget Office would make its determination on the proposed salary in light of financial controls and constraints. Ultimately, the proposed salary or compensation issue would be submitted to the Workforce Management Committee for review and approval. In light of the above review process, the Central Office has developed and documented the following policies and guidelines for effective compensation management. • Performance Appraisal/Setting of Merit Increases and Pay Increases upon Promotion
 • Guidelines for performance appraisal and recommendations of discretionary pay increases are established by University management, subject to requirements established by civil service regulations, government mandates and bargaining unit agreements. These vary according to title and job function.
 • All recommendations for pay increases for Executives are reviewed by
 University management.
 • Recommendations for pay increases for faculty and administrative staff are submitted to the WMC for review and approval.
 • Recommendations for discretionary pay increases for classified civil service
 staff are limited due to Civil Service regulations and bargaining unit agreements. In those cases where discretionary pay increases are permitted, such increases are submitted to the WMC for review and approval.
 • Setting of Starting Salaries
 • Guidelines for starting salary recommendations are established by University management, subject to requirements established by civil service regulation, government mandates, budget sufficiency, and bargaining unit agreements. These vary according to employee titles and job functions.
 • Starting salaries for Executives are subject to guidelines established by the
 University and approved by the New York State legislature. Executive starting salaries are limited to a pre-established pay range and are reviewed by University Management. Exceptions to policy require additional justification.
 • Faculty and administrators’ starting salaries are set within pre-established ranges
 in bargaining unit agreements. There is also a prescribed practice for justifying any exceptions to starting salary policies, which includes a committee review.
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• Classified civil service starting salaries are strictly limited due to regulation; in
 most cases the requirement is that all individuals starting in a civil service title are paid the minimum in the range, or the minimum step for that title. When there are exceptions to this practice, they are submitted to the WMC for review and approval.
 • Tracking and Evaluation of compensation decisions to assure compliance are done in accordance with the Central Office’s multilayered-review process, as noted above. • Document Retention. Document Retention is government by the CUNY Records Retention and Disposition Schedule (2007). Section 1(310) requires summary personnel records to be retained indefinitely and detailed records, including items such as performance appraisals, be retained for six years following employee resignation/termination. Section 32(333) requires that job classification decisions related to individual employees be retained for ten years. The College has adopted the following policies and guidelines for managing additional elements of pay. • Bonuses. Bonuses are generally limited to Executives and members of the Classified Managerial service. There is a prescribed procedure for each group developed by the University, in which all eligible incumbents are considered for bonuses at the same point in time. All bonus awards must be justified in a completed performance appraisal. For this program year, the Central Office did not pay bonuses to employees under these plans. • Perquisites. Perquisites offered to Executives other than the College President are outlined in the University’s Executive Compensation Plan. All executives at a given title or level are offered equivalent perquisites. • Stock. As a government employer, CUNY does not offer stock or equity to any employee. • Overtime and Additional Assignments.
 • For those job titles where overtime is assigned, all overtime must be approved in advance by the manager and Vice Chancellor of the employee’s department, and by the Human Resources Office. Due to necessary fiscal controls, overtime assignments are discouraged and rarely used.
 • CUNY has established rules for multiple appointments (assignments) which are
 outlined in CUNY’s “Multiple Position Policy” and apply equally to all incumbents in a given title.
 • Differentials. All differentials are available to all incumbents in a given title and are based on factors such as time in service, specific work schedules (such as nights or weekends), specific assignments (such as K-9 patrol for public safety staff), and degrees/certifications. These conditions are detailed in individual bargaining unit agreements and apply to all incumbents in the respective titles or units. • Payments upon Severance or Retirement.
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• Executives receive payments upon severance or retirement based on years of service in
 the Executive ranks, which are applied to all Executive titles. Severance provisions are documented in the Executive Compensation Plan developed by the University and described above.
 • Faculty, Instructional Staff, and some Classified staff receive terminal payments upon
 retirement based on a combination of age, overall years of CUNY service, years of service in the title from which the employee retires, and/or the amount of unused accrued sick leave. These rules are established in bargaining unit agreements and Civil Service Policy Bulletins and apply equally to all incumbents in respective titles.
 V. Action-Oriented Programs The Action-Oriented Programs designed to address the underutilization of women and minorities and any adverse impact of the employment practices are discussed below. These Programs are carried-out throughout the AAP year. The College tailored its action-oriented programs to ensure these initiatives are specific to the problem (s) identified.
 A. IMPLEMENTATION OF ACTION PROGRAM 2014 – 2015 The Central Office continued to make good faith efforts to recruit candidates from protected groups. During the reporting period, job announcements were advertised in various periodicals and websites that have wide circulation and readership, including HERC, Indeed.com, Monster.com, and Inside Higher Ed. The section below, on Employment Practices: Recruitment, Selection, and Advancement, provides a fuller explanation of the Central Office’s recruitment efforts. In addition, during job searches, the Chief Diversity Officer (CDO) conducted a “charge” meeting in which search committee members were apprised of CUNY’s commitment to diversity, pluralism, inclusion, and fostering a non-discriminatory working environment. The CDO instructed the search committee to refrain from asking impermissible interview questions relating to protected categories, including, but not limited to, race, national origin, ethnicity, sex, disability, and military status. The CDO was available for any questions the search committee chair/members might have had with respect to diversity and non-discrimination. The Central Office continued to examine its recruitment practices so that there are diverse applicant pools for vacancy announcements. The results-oriented activities to address underutilization during the past year (2014 – 2015) include:
 1. Goal Attainment 2014 – 2015: Addressing Underutilization The Central Office hired 217 employees into full time positions between July 1, 2014 and June 30, 2015 as depicted in the Personnel Activity Table. The impact of these appointments is included in the 2014 Results of the Utilization Analysis and Annual Placement Goals, which identifies the extent to which disparities between incumbency and availability in AAUs were eliminated, reduced or remained unchanged. During the 2014-2015 reporting period, progress was made towards the elimination or reduction of underutilization in the following AAUs:
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• Administration I AAU reduced underutilization from 3 to 2 Blacks. • Administration II AAU reduced underutilization from 4 to 3 Hispanics. • Security Director AAU eliminated underutilization for Females. • Administration V AAU reduced underutilization from 1 to 0 Blacks. • CUNY Office/Secretarial Assistant AAU reduced underutilization from 5 to 2 Females. • CUNY Administrative Assistant AAU reduced underutilization from 1 to 0 Asians.
 2. Initiatives and Activities
 Approximately 50 courses were offered through CUNY’s Professional Development and Learning Management Office to foster the professional growth and advancement of Central Office employees. The following provides a sampling and range of the courses that were offered to address the different developmental needs of the staff:
 • Conducting Effective Performance Evaluations; • Critical Thinking; • Delivering Quality Service; • Effective Writing Process; • Interpersonal Strategies; • Preparation for Supervision; • Professional Presence; • Strengthening Workplace Communication; • Time Management Strategies; • Making Time Management Work for You; • Team –based Leadership; • Excel courses; • MS PowerPoint courses; and • MS Word courses.
 Among the programs offered or conducted by the Central Office to promote diversity, foster inclusion, and maximize retention were the following:
 • Anti-sexual misconduct trainings by the Chief Diversity Officer; • Online Employee Title IX Sexual Misconduct (Everfi) training for all Central Office
 employees, especially new employees. • Online Sexual Harassment Prevention course; • Online Workplace Violence Prevention course; • Summer Beach Bash; • Employee Health Fair; • Biennial Faculty Diversity & Inclusion Conference; • Diversity Projects Development Fund; and • Employee appreciation events, such as a winter party hosted by the Chancellor.
 3. Dissemination of Non-Discrimination Policy and Program
 The non-discrimination policy was, and continues to be, available on the Central Office Human Resources’ website and, along with the AAP, in the Office of Recruitment and
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Diversity. The AAP is available for public inspection. Additionally, in September 2015, Executive Vice Chancellor Dobrin communicated, electronically via Staff-L to all Central Office employees, his reaffirmation of CUNY’s and his commitment to diversity and equal opportunity in all aspects of employment practices. This communication again reminded employees of CUNY’s non-discrimination policy and provided an electronic link to the policy itself. Moreover, the Chief Diversity Officer provided all Central Office employees, including new Central Office employees, with the non-discrimination policy via email.
 B. RESPONSE TO 2015 UNDERUTILIZATION
 The Central Office has established a placement goal whenever minority or female representation within an AAU was less than would reasonably be expected given the availability data. Corrective actions were developed only when the underutilization equaled at least one whole person.
 1. Results of Utilization Analysis and Annual Placement Goals for 2015-16
 Placement goals to address female and minority underutilization are established by AAU equal to the current availability data for the job group. As the UAWs display, the utilization analysis disaggregates the groups within total minorities to identify underutilization of protected ethnic/racial classes. The Central Office establishes placement goals for women, total minority and each racial/ethnic group underutilized. The goals match the availability data and are displayed in the chart RESULTS OF UTILIZATION ANALYSIS AND ANNUAL PLACEMENT GOALS (APPENDIX C). Placement goals help guide recruitment activities and the Central Office will observe good faith efforts to recruit a broad and inclusive pool of qualified applicants. The following AAUs have placement goals: 1) Administration I AAU with placement goals for Total Minorities, Blacks and Asians; 2) Administration V AAU with placement goals for women; 3) Security Director AAU with placement goals for Total Minorities and Hispanics; 4) CUNY Administrative Assistant AAU with a placement goal for Total Minority and Hispanics; 5) CUNY Office/Secretarial Assistant AAU with a placement goal for women; 6) Mail/Message Services Worker AAU with placement goals for women; and 7) Campus Public Safety Sergeant AAU with placement goals for women. To the extent there will be hiring for these AAUs in 2015-2016, good faith efforts will be exercised to strengthen and broaden recruitment efforts to include the underutilized groups.
 2. Employment Practices: Recruitment, Selection, and Advancement
 Placement goals to eliminate underutilization are addressed through advertising and recruiting efforts that broaden the applicant pool, as well as other results-oriented campus initiatives. The College’s employment practices conform to the bylaws of the Board of Trustees of The City University of New York, applicable collective bargaining agreements as well as Federal, State, and Local laws and regulations.
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The College’s workforce consists of different employee groups. Executive employment is governed by the contents of the Executive Compensation Plan which is developed by the University and approved by the New York State legislature. Additional guidelines for recruiting are provided by the University’s Vice Chancellor for Human Resources Management.
 Faculty and Administrative Staff are considered “Instructional Employees” (Teaching and Non-Teaching). Their employment is governed by bargaining unit agreements, supplemented by the University’s Standards of Practice and other guidelines issued by the University Office of Recruitment and Diversity, including a University-wide Search Committee Guide.
 Classified Civil Service Staff employment is governed by Rules and Regulations developed by the University and overseen by an independent Civil Service Commission under the oversight of the New York State Department of Civil Service. Application and selection practices for Classified Civil Service employees apply equally to all candidates for a given title or level.
 As part of the University’s affirmative action program, procedures and services to assist campuses in recruitment have been developed. These include:
 • Required posting of open positions and of Civil Service Notices of Exam (NOE). Normally faculty vacancies are posted for 60 days and administrative vacancies are posting for 30 days. • Forwarding of all of the University’s job vacancies to the New York State Department of Labor (for posting with the Workforce Centers) as well as to a network of job boards which include job boards dedicated to Individuals with Disabilities, Veterans, Minorities, and Females. • Maintenance of a job posting site with accessibility features for Individuals with Disabilities. • Maintenance of a job posting site for veterans featuring a crosswalk between CUNY vacancies and military titles and job codes. • Collection of all applications into a single system where pre-established screening practices relevant to the specific function may be applied. • A job application process where all candidates are invited to self-identify race/ethnicity, gender, veteran status, or disability status. This information is kept confidentially and used to analyze the composition of applicant pools by vacancy and overall.
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• A committee recruiting process by which a diverse team evaluates candidates according to consistent guidelines and interview questions. • Educational materials for hiring managers and members of recruiting committees, including compliance guidelines such as prohibited questions. • A shared on-line site with resources on candidate sourcing (such as internet job board listings for outreach) and other recruitment issues. • Regular education programs for managers and staff in Human Resources and Diversity on best practices in effective recruiting. • An annual survey program for new hires to identify potential areas of concern in how the College communicates with its candidates. • The Compliance and Diversity and Human Resources Offices monitor the recruitment and selection practices of all employees. Specifically, the Chief Diversity Officer is responsible for ensuring that the following initiatives are undertaken or continue to be implemented: a. Broadening recruitment efforts to reduce or eliminate underutilization. b. Charging search committees to familiarize them with recruitment protocols. c. Attending informational sessions and training provided at monthly meetings of the Council of Chief Diversity Officers (CCDO) and meetings of a University-wide Recruiting Network which meets three times a year. Among other topics, training sessions in this past year covered recruiting and retaining Individuals with Disabilities (January 23, 2015) and recruiting and retaining Veterans (April 20, 2015). d. Demonstrating compliance with University policy and procedures. e. Encouraging employees to participate in University-sponsored professional development programs. f. Ensuring that all interviews, offers of employment and/or wage commitments are consistent with CUNY policy.
 g. Providing guidance and training to ensure equal opportunity in all employment decisions.
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h. Addressing any complaint of inequity in any employment action.
 i. Evaluating employment decisions to ensure freedom from unlawful bias.
 • Promotions into and within the Executive grouping are individually reviewed by the University Office of the Vice Chancellor of Human Resources Management and require detailed job descriptions and substantial written documentation. • Promotions and other advancements within the Administrative staff are managed through a “reclassification” process that is reviewed by the University Office of Human Resources Management, requiring justification that the new position represents a substantial increase in duties as well as detailed job descriptions and organization charts. • Promotions and advancements in the Classified Civil Service are achieved either through automatic level advancements detailed in bargaining unit agreements, generally based on years of service, through promotional examinations, or through an evaluation of job duties for various levels of a title, which are detailed in the written Civil Service specifications for that title. The Director of Human Resources as the “Appointing Officer” monitors civil service appointment and promotion processes.
 C. Internal Audit and Reporting The internal audit and reporting system is used as the basis for evaluating results-oriented programs and affirmative action efforts. The records are maintained in the CUNYfirst system to provide information for updating the Affirmative Action Plan. The Executive Vice Chancellor has designated responsibility for implementing the audit and reporting system of the AAP to the CDO who will:
 1. Monitor the records of personnel activities, including new hires, transfers, promotions, and terminations.
 2. Review personnel activities and the AAP with senior level officers.
 3. Advise senior management of program effectiveness and provide recommendations to improve areas of concern.
 VI. INDIVIDUALS WITH DISABILITIES AND PROTECTED VETERANS A. Review of Personnel Processes To ensure that all personnel activities are conducted in a job-related manner that provides and
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promotes equal employment opportunity for all known employees and applicants with disabilities and protected veterans, reviews are periodically made of the Central Office’s examination and selection methods to identify barriers to employment, training, and promotion and to ensure that all personnel activities are conducted in a manner which provides and promotes equal opportunity. The Central Office asserts that its personnel processes do not stereotype individuals with disabilities or protected veterans or otherwise limits their access to jobs for which they are qualified and that they are featured in college publications. B. Review of Physical and Mental Job Qualifications
 To ensure that all physical and mental qualifications and requirements are job-related and consistent with business necessity and promote equal employment opportunity for all employees and applicants with disabilities and protected veterans, reviews are periodically made of the Central Office’s physical and mental qualifications and requirements as they relate to employment, training, and promotion. Any previously reviewed classification of positions will be reviewed again if there is a change in working conditions, which affects the job's physical or mental requirements (e.g. new requirements or equipment). As new job qualifications are established, the Central Office will review the physical and mental job qualification to ensure that the qualifications do not screen out or tend to screen out qualified disabled individuals or protected veterans and that the qualifications are job related and consistent with business necessity and the safe performance of the job. To the extent that physical or mental job qualification requirements screen out or tend to screen out qualified disabled individuals or protected veterans in the selection of current employees or applicants for employment or other changes in employment status such as promotion or training, the Central Office assures that the requirements are related to the specific job(s) for which the individual is being considered. Both the Human Resources and Compliance and Diversity review job descriptions for vacant positions. Moreover, the University’s Office of Human Relations Management conducts periodic analyses of the description of positions for which recruitment will be undertaken. This review compares the position vacancy notice with the established criteria. Any disparity with the essential functions of the job and the qualifications are brought to the attention of the Central Office’s Office of Human Resources. C. Reasonable Accommodation to Physical and Mental Limitations
 The Central Office provides reasonable accommodations to physical and mental limitations of applicants and employees with disabilities or disabled veterans. The Central Office makes reasonable accommodations to those individuals who have requested a reasonable accommodation. Under the University’s Reasonable Accommodation Policy, the Human Resources Director is responsible for making arrangements to provide reasonable accommodations to applicants for employment, current employees and visitors. Anyone may request an accommodation by contacting the Human Resources Office.
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To formally request an accommodation, individuals with disabilities should contact:
 Sonia Pearson, Director of Human Resources Management Office of Human Resources Management 205 East 42nd Street, Rm. 1057 New York, New York 10017 (646) 664-3264 [email protected] Procedures for requesting an accommodation are detailed in Procedures for Implementing Reasonable Accommodation at The City University of New York, available at: http://www.cuny.edu/about/administration/offices/ohrm/policies-procedures/reasonable-accommodation.html. During the 2014-2015 reporting year, the Central Office accommodated eight (8) employees who requested reasonable accommodations through the Human Resources Office. Those accommodations included the use of adaptive equipment and standing desks, work schedule adjustments, and office relocation. Also, a disabled employee was appointed to a non-competitive civil service position through a program pursuant to New York State Civil Service Law 55-a, which encourages the hiring of disabled individuals into the civil service ranks. Additionally, an applicant, who was ultimately hired by the Central Office, was provided with adaptive equipment accommodations during the interview process. The Central Office also accommodates employees who serve in the armed forces with its liberal military leave policy, which includes granting leaves of absence to employees who participate in honor guards at the funeral of veterans. D. Harassment Prevention Procedures
 The University has developed procedures to ensure that individuals with disabilities or protected veterans are not harassed. (See II. Non-Discrimination and Affirmative Action Policies). As specified in the University policy, the 504/ADA Coordinator, Michael J. Valente, Esq., is responsible for coordinating efforts to ensure access and non-discrimination for individuals with disabilities. To file a complaint, individuals should contact 504/ADA Coordinator Michael J. Valente, Esq.
 E. External Dissemination of EEO Policy, Outreach and Positive Recruitment Efforts to disseminate the Non-Discrimination Policy and conduct outreach and positive recruitment include the following:
 1. Publishing the Non-Discrimination Policy in the New York Times by ORD.
 2. Initiating and maintaining communication with organizations having special interests in the recruitment of and job accommodations for disabled veterans, other protected
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veterans, and individuals with disabilities.
 3. Including workers with disabilities when employees are pictured in educational, promotional, or job advertisements.
 4. Disseminating information concerning employment opportunities to media that reach
 disabled veterans, other protected veterans, and individuals with disabilities. 5. Informing recruiting sources, in writing and orally, of the Affirmative Action policy
 for disabled veterans, other protected veterans, and individuals with disabilities. 6. Advertising job openings with a variety of external resources. This is an on-going
 activity. A listing of job opportunities reported to the State Employment Offices. 7. Sending written notification of the affirmative action policy to all subcontractors,
 vendors, unions and suppliers requesting their compliance with our policy. This includes their obligation to annually file their EEO Reporting form and VETS-100/100A form and, for employers with 50 or more employees and contracts of $50,000 or more, their obligation to develop a written affirmative action plan.
 8. Participating in programs that employ protected veterans and individuals with
 disabilities. 9. Including EEO statements on all Job Postings encouraging people with disabilities,
 minorities, veterans and women to apply for positions. F. Internal Dissemination of EEO Policy, Outreach and Positive Recruitment. To foster positive support for the affirmative action program for protected veterans and individuals with disabilities, the Central Office will implement or continue to implement the following internal dissemination of its policy and procedures:
 1. Including the Non-Discrimination Policy and Disability Accommodation Procedure in the Central Office’s package of policies and procedures that is provided to each new employee.
 2. Posting the Non-Discrimination Policy and Disability Accommodation Procedure
 on the Central Office Human Resources’ website, available to all Central Office employees.
 3. Conducting special meetings with senior staff and other supervisory personnel
 to explain the non-discrimination policy and individual responsibility for effective implementation.
 4. Scheduling training sessions for employees involved in recruitment, selection,
 and promotion.
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5. Discussing the non-discrimination policies in employee orientation and
 management training programs.
 6. Including non-discrimination clauses in all union agreements, and reviewing all contractual provisions to ensure that they are not discriminatory.
 7. Featuring individuals with disabilities and veterans in applicable publications.
 G. Utilization Analysis Review: Benchmark Recruitment Goal
 In accordance with Section 503 Rule of the Rehabilitation Act, a hiring benchmark goal of 7% for the employment of individuals with disabilities in each job category has been established. Further, the Vietnam Era Veterans’ Readjustment Assistance Act of 1974 (VEVRAA) has established a benchmark of 7% for the employment of protected veterans by workforce. Efforts to achieve these objectives are outlined below. The recruitment, application and appointment processes are monitored to encourage the representation of protected veterans as well as employees and applicants with disabilities. The Central Office will begin to track data for the utilization analysis for Individuals with Disabilities (IWD) by job group and will conduct a utilization analysis for IWD beginning 2016. A preliminary review of the extent to which the Central Office meets hiring benches for protected veterans is displayed in Appendix J. Although the national benchmark was not met, the number of protected veterans who work for the Central Office may not be accurately reflected by the reported numbers. Therefore, to ensure that all protected veterans are included, the Central Office is providing its employees additional opportunities to self-identify as protected veterans. In addition, we will continue to expand our recruitment efforts to meet the recommended national benchmark. The Central Office will take steps to ensure that the following data is collected during the AAP program year 2015-16:
 • Total number of applicants who are veterans • Total number of job openings • Total number of jobs filled • Total number of applicants for all jobs • Number of protected veteran applicants hired • Total number of applicants hired.
 At the end of the 2015 plan year, and every year thereafter, the Central Office will assess the effectiveness of its efforts to achieve equal employment opportunity for protected veterans by comparing the recruitment, hiring, and total employment results against the established hiring benchmark goad for protected veterans.
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H. Audit and Reporting System The 504/ADA Coordinator is responsible for the Central Office’s audit and reporting system that addresses the following: 1. Measures the effectiveness of the Central Office’s overall Affirmative Action
 Program and whether the Central Office is in compliance with specific obligations. 2. Indicates the need for remedial action. 3. Measures the degree to which the Central Office’s objectives are being met. 4. Determines whether there are any undue hurdles for individuals with disabilities and
 protected veterans regarding educational, training, recreational, and social activities sponsored by the Central Office.
 In addition, the 504/ADA Coordinator receives regular guidance concerning reporting systems at the monthly CCDO meetings and the periodic 504/ADA Coordinators meeting. I. Responsibility for AAP Implementation As part of its efforts to ensure equal employment opportunity to disabled veterans, other veterans, and individuals with disabilities, the College has designated specific responsibilities to various staff.
 1. Executive Vice Chancellor and Chief Operating Officer The Executive Vice Chancellor and Chief Operating Officer is responsible for the implementation of the AAP and appoints the 504/ADA Coordinator to oversee such implementation and compliance.
 2. 504/ADA Coordinator The Executive Vice Chancellor assigned the duties of the 504/ADA Coordinator to Michael J. Valente, Esq. The responsibilities of the 504/ADA Coordinator include:
 • Monitoring the Central Office for 504/ADA compliance. • Resolving issues before they become potential grievances. • Making and informing applicants of the final decision regarding
 disputed accommodations. • Collecting and maintaining information on the number of accommodations requested
 and provided. • Ensuring pertinent records are stored securely and protected from damage or loss. • Ensuring medical documentation is kept confidential, used to evaluate
 accommodation requests, and shared only on a need-to-know basis.
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• Providing training, if appropriate, to those who interact with individuals with disabilities.
 3. Central Office Supervisory Personnel
 In their direct day-to-day contact with Central Office employees, supervisory personnel assume certain responsibilities to help the Central Office comply with disability regulations, including working with the Office of Human Resources to identify reasonable accommodations. J. Training to Ensure AA Implementation Employees involved with the recruitment, selection, promotion, disciplinary actions, training, and related processes of individuals with disabilities or veterans are acquainted with the Central Office’s Affirmative Action Program. The University Office of Recruitment and Diversity and Office of Professional Development and Learning Management provide training opportunities to help employees maximize their personal and workplace effectiveness, including Diversity Training courses. The Central Office also provides opportunities for employees to attend pertinent conferences to enhance their knowledge of disability issues. K. Compensation When offering employment or promotion to Individuals with Disabilities and Covered Veterans, the amount of compensation offered is not reduced because of any disability income, pension or other benefit that the applicant or employee receives from another source. L. Invitation to Self-Identify
 CUNY’s Applicant Tracking System guides applicants through a standard process including invitations to self-identify gender, race and ethnicity, veteran status, and disability status. Each applicant moves through these screens before being able to submit his/her application. Details are kept confidentially and used by the Chief Diversity Officer to analyze the composition of applicant pools. Additionally, in civil service examinations, Veterans may apply for additional “points” added to their exam scores based on either Veteran or Disabled Veteran Status as defined by State of New York statute. Points are granted only where the Veteran has received a minimum passing score on the examination. Individuals with Disabilities may request reasonable accommodations in the recruiting and interviewing process. The procedure is outlined as follows on the Employment Page of the CUNY Website. The text of the University’s statement is provided below: Any applicant who requires an accommodation for a disability in order to apply for a position or proceed with the job search process should contact the Central Office’s Human
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Resources office, or the University’s Office of Recruitment and Diversity at [email protected], 205 East 42nd Street, 10th Floor, New York, New York 10017.
 Incumbent employees are invited to self-identify through a system available in CUNY’s Employee Self Service Portal. This information is maintained confidentially in our Enterprise System (CUNYfirst) and forms the basis for the analyses in this report.
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VII. APPENDICES
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A. EXECUTIVE VICE CHANCELLOR’S ANNUAL RE-AFFIRMATION MEMORANDUM
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To: Central Office Employees
 From: Allan H. Dobrin
 Executive Vice Chancellor and Chief Operating Officer 205 East 42nd Street New York, NY 10017 Tel: 646-664-2888 Fax: 646-664-2966
 Date: September 16, 2015
 Subject: Reaffirmation of Affirmative Action, Equal Opportunity, and Diversity &
 Inclusion The City University of New York (CUNY) has a long-standing commitment to diversity and equal opportunity in all aspects of employment practices. At the Central Office, I fully support the policies and practices that we have implemented to foster non-discrimination, affirmative action, and diversity and inclusion in the workplace. It is my personal belief that CUNY is enriched by the strengths of the people and perspectives represented here.
 Vice Chancellor Gloriana B. Waters shares my deep commitment to ensuring that our employment practices at the Central Office are free from any unlawful bias. Accordingly, I have delegated the authority vested in me to Vice Chancellor Waters to oversee the Central Office’s compliance with the CUNY Policies and Procedures on Equal Opportunity, Non-Discrimination, and against Sexual Misconduct.
 The Equal Opportunity Policy states CUNY’s commitment to recruit, employ, retain, promote, and provide benefits to employees without regard to race, color, creed, national origin, ethnicity, ancestry, religion, age, sex (including pregnancy, childbirth and related conditions), sexual orientation, gender, gender identity, marital status, partnership status, disability, genetic information, alienage, citizenship, military or veteran status, unemployment status, status as a victim of domestic violence/stalking/sex offenses, or any other legally prohibited basis in accordance with federal, state and city laws. I remind you that Italian Americans are included among CUNY’s protected groups. Additionally, as a federal contractor, CUNY engages in affirmative action consistent with federal requirements. I invite you to visit our website, www.cuny.edu, to view the Equal Opportunity Policy in its entirety, including the complaint procedures and prohibition against retaliation.
 The Central Office executive and administrative officers are responsible for maintaining a work environment that is free from discrimination, and promoting diversity and inclusion in their respective unit. I encourage all managers to contact Central Office Chief Diversity Officer Mr. Michael J. Valente, Esq., to discuss diversity and inclusion strategies that would advance their unit’s strategic goals. Additionally, any individual who believes that he or she has experienced employment discrimination should immediately contact Mr. Valente at (646) 664-3310 or [email protected]. I ask for your continued support to ensure equal opportunity, affirmative action, and diversity and inclusion in all employment practices at the Central Office.
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B. UTILIZATION ANALYSIS WORKSHEETS
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Executive/Senior Level Official and ManagersADMINISTRATION I:
 ChancellorChancellor Emeritus/Exec Vice Chancellor/Sr Vice ChancellorVice Chancellor/University Associate Vice ChancellorUniversity Dean / University Associate Dean/ University Assistant DeanUniversity Administrator / University Associate Administrator / University Assistant Administrator HEO Assistant Administrator
 FACTORS SOURCES WEIGHTFactor 1 0.4
 Factor 2 0.6
 Factor 1: Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanic or Latino
 58.2 28.4 7.5 11.2 7.8multiply by weight - 0.4 23.3 11.4 3.0 4.5 3.1
 Factor 2: Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanic or
 Latino TotalHEO 442 335 69 148 116 795Professor 780 468 174 148 141 2,007
 1,222 803 243 296 257 2,80243.6 28.7 8.7 10.6 9.2
 multiply by weight - 0.6 26.2 17.2 5.2 6.4 5.5
 OVERALL AVAILABILITY 49.5 28.6 8.2 10.9 8.6 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Individuals with
 Disabilites
 FALL, 2015
 *Note: Use of US Dept of Education's Postsecondary Studies Division's Earned Degrees Conferred is updated biannually.
 FACTOR / SOURCE SHEET
 Earned Degrees Conferred (EDC) US - PHD, MA, BA 2011-12* for Federal Protected Groups.
 Promotable, Transferable, Trainable employees within contractors organization. - CUNY Survey - selected titles, service requirement and criteria -Source Spring 2013.
 Executive Compensation PlanTitles
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year: FALL, 2015AFFIRMATIVE ACTION UNIT: Constituent Departments:
 ADMINISTRATION I
 EEO CATEGORY: Job Titles: EXECUTIVE COMPENSATION PLAN TITLES
 ChancellorChancellor Emeritus/Exec Vice Chancellor/Sr Vice ChancellorVice Chancellor/University Associate Vice ChancellorUniversity Dean / University Associate Dean/ University Assistant Dean
 University Administrator / University Associate Administrator / University Assistant Administrator HEO Assistant Administrator
 00
 JOB GROUP:
 ADMINISTRATION I
 FACTORS: Weighting
 1. % availability of Minorities/Females with requisite skills in immediate labor areas. 0.40 23.3 11.4 3.0 4.5 3.1 0.02. % of Minorities/Females promotable, transferable, or trainable
 0.60 26.2 17.2 5.2 6.4 5.5 0.0
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 45 # 21 # 4 # 8 # 8 # 1% 49.5 % 23.1 % 4.4 % 8.8 % 8.8 % 1.1
 OVERALL AVAILABILITY:
 % 49.5 % 28.6 % 8.2 % 10.9 % 8.6 % 7.0
 UNDERUTILIZATION: % 0.0 % 5.5 % 3.8 % 2.1 % NONE % 5.9# 0.0 # 5.0 # 3.5 # 1.9 # 0.0 # 5.4UU 0 UU 5 UU 4 UU 2 UU 0 UU 5
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Executive/Senior Level Official and Managers
 Individuals with Disabilites
 46 45
 91
 Black or African American
 **TotalMinorityFemales
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Central Office
 Black or African American
 Hispanic or Latino
 Hispanic or LatinoFemales
 Asian or Nat. Haw. or Other
 Pac. Isl.**Total
 Minority
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FALL, 2015First/Mid Level Officials and ManagersADMINISTRATION II
 Higher Education Officer (HEO) Higher Education Associate (HEA)
 *NOTE: Research Associate is to be placed in Administration II or III depending on salary level.
 FACTORS SOURCES WEIGHTFactor 1 0.4
 Factor 20.6
 Factor 1: Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanicor Latino
 57.3 28.9 8.3 9.8 9.2multiply by weight 0.4 22.9 11.6 3.3 3.9 3.7
 Factor 2: Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanicor Latino Total
 HE asst. 296 281 30 156 93 461
 Asst. Prof. 334 243 88 103 50 615
 TOTAL 630 524 118 259 143 1,07658.6 48.7 11.0 24.1 13.3
 multiply by weight 0.6 35.2 29.2 6.6 14.5 8.0
 58.1 40.8 9.9 18.4 11.7 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Individuals with
 Disabilites
 FACTOR / SOURCE SHEET
 *Note: Use of US Dept of Education's Postsecondary Studies Division's Earned Degrees Conferred is updated biannually.
 OVERALL
 Promotable, Transferable, Trainable employees within contractors organization. - CUNY Survey - selected titles, service requirement and criteria -Source Spring 2014.
 4STATE - Earned Degrees Conferred (EDC) - Bachelors 2011-12* for Federal Protected Groups.
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year: FALL, 2015
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 ADMINISTRATION II
 EEO CATEGORY: Job Titles:
 First/Mid Level Officials and Managers
 JOB GROUP:
 ADMINISTRATION II
 FACTORS: Weighting
 1. % availability of Minorities/Females with
 requisite skills in immediate labor areas. 0.40 22.9 11.6 3.3 3.9 3.7 0.02. % of Minorities/Females promotable, transferable, or trainable
 0.60 35.2 29.2 6.6 14.5 8.0 0.0
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 163 # 118 # 25 # 62 # 28 # 2
 % 61.5 % 44.5 % 9.4 % 23.4 % 10.6 % 0.8
 OVERALL AVAILABILITY:
 % 58.1 % 40.8 % 9.9 % 18.4 % 11.7 % 7.0
 UNDERUTILIZATION: % NONE % NONE % 0.5 % NONE % 1.1 % 6.2# 0.0 # 0.0 # 1.3 # 0.0 # 2.9 # 16.4UU 0 UU 0 UU 1 UU 0 UU 3 UU 16
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Individuals with Disabilites
 Central Office
 Higher Education Officer (HEO) Higher Education Associate (HEA)
 *NOTE: Research Associate is to be placed in Administration II or III depending on salary level.
 FemalesHispanicor Latino
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African American**Total
 Minority
 265
 Hispanicor Latino
 102 163Females
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African American
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FALL, 2015
 Professional Non-Faculty
 Higher Education assistant (HEa)Assistant to Higher Education Officer (aHEO)Research AssociateResearch Assistant (Ra)
 *NOTE: Research Associate is to be placed in Administration II or III depending on salary level.
 FACTORS SOURCES WEIGHT0.7
 0.3
 Factor 1: Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanicor Latino
 57.3 28.9 8.3 9.8 9.2multiply by weight - 0.7 40.1 20.2 5.8 6.9 6.4
 Factor 2: Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanicor Latino TOTAL
 415 363 104 149 107 662
 425 342 44 187 107 480840 705 148 336 214 1,142
 73.6 61.7 13.0 29.4 18.7multiply by weight - 0.3 22.1 18.5 3.9 8.8 5.6
 Individuals with
 Disabilites
 OVERALL AVAILABILITY 62.2 38.7 9.7 15.7 12.0 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 ADMINISTRATION III:
 *Note: Use of US Dept of Education's Postsecondary Studies Division's Earned Degrees Conferred is updated biannually.
 College Asst. (holding BA degree or higher in title only)
 Gittlesons (holding BA degree or higher in title only)
 FACTOR / SOURCE SHEET
 4STATES Earned Degrees Conferred (EDC) - Bachelors 2011-12* for Federal Protected Groups.
 Promotable, Transferable, Trainable employees within contractors organization. - CUNY Survey - selected titles, service requirement and criteria -Source Spring 2014.
 Factor 1
 Factor 2
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College:
 Semester/Year: FALL, 2015
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 ADMINISTRATION III
 EEO CATEGORY: Job Titles:
 Higher Education assistant (HEa)Assistant to Higher Education Officer (aHEO)Research AssociateResearch Assistant (Ra)
 0
 JOB GROUP:
 ADMINISTRATION III
 FACTORS: Weighting
 1. % availability of Minorities/Females with
 requisite skills in immediate labor areas. 0.70 40.1 20.2 5.8 6.9 6.4 0.02. % of Minorities/Females promotable, transferable, or trainable
 0.30 22.1 18.5 3.9 8.8 5.6 0.0
 GROUP TOTAL NO.:
 No. Male: 74 No. Female: 195
 CURRENT UTILIZATION: # 195 # 182 # 32 # 90 # 55 # 7
 % 72.5 % 67.7 % 11.9 % 33.5 % 20.4 % 2.6
 OVERALL AVAILABILITY:
 % 62.2 % 38.7 % 9.7 % 15.7 % 12.0 % 7.0
 UNDERUTILIZATION: % NONE % NONE % NONE % NONE % NONE % 4.4
 # 0.0 # 0.0 # 0.0 # 0.0 # 0.0 # 11.8
 UU 0 UU 0 UU 0 UU 0 UU 0 UU 12
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 Central Office
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 269
 Hispanicor Latino
 Black or African American
 Professional Non-Faculty
 Females
 0
 Individuals with DisabilitesFemales
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 *NOTE: Research Associate is to be placed in Administration II or III depending on salary level.
 Hispanicor Latino
 Black or African American
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FALL, 2015Executive/Senior Level Official and ManagersADMINISTRATION V:
 University Chief Engineer / EngineerUniversity Associate Chief EngineerArchitectProject Manager
 FACTORS SOURCES WEIGHTFactor 1 1.0
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanic or Latino
 Individuals with
 Disabilites
 22.6 24.9 11.6 4.1 7.8 7.0
 FACTOR / SOURCE SHEET
 2007-2011 American Community Survey (ACS) - NY State.Occupation Census: Engineering Managers (300) and Architects, Except Naval (1300)
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 39

Page 41
                        

UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year: FALL, 2015
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 ADMINISTRATION V
 EEO CATEGORY: Job Titles: University Chief Engineer / EngineerUniversity Associate Chief Engineer ArchitectProject Manager
 JOB GROUP:
 ADMINISTRATION V
 FACTORS: Weighting
 1. % availability of Minorities/Females with
 requisite skills in immediate labor areas. 1.00 22.6 24.9 11.6 4.1 7.82. % of Minorities/Females promotable, transferable, or trainable
 GROUP TOTAL NO.: 20
 No. Male: No. Female:
 CURRENT UTILIZATION: # 3 # 9 # 4 # 3 # 2 # 0
 % 15.0 % 45.0 % 20.0 % 15.0 % 10.0 % 0.0
 OVERALL AVAILABILITY:
 % 22.6 % 24.9 % 11.6 % 4.1 % 7.8 % 7.0
 UNDERUTILIZATION: % 7.6 % NONE % NONE % NONE % NONE % 7.0# 1.5 # 0.00 # 0.00 # 0.00 # 0.00 # 1.40UU 2 UU 0 UU 0 UU 0 UU 0 UU 1
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Executive/Senior Level Official and Managers
 Hispanic or Latino
 17 3Females
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African American
 Hispanic or Latino
 Black or African American
 Asian or Nat. Haw. or Other
 Pac. Isl.Females
 Central Office
 **Total Minority
 Individuals with Disabilites
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Technical/Paraprofessional
 Broadcasting / Media Titles
 SOURCE WEIGHTING
 Factor 1: 1.0
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanic or
 Latino
 Individuals with
 Disabilities
 12.9 23.8 2.7 11.3 8.1 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 2007 - 2011 U.S. Census- American Community Survey (ACS) - NY, NJ, CT, PA - Broadcast and Sound Engineer Technicians and Radio Operators and Other Media and Communications Equipment Workers (2900)
 FALL, 2015
 BROADCASTING / MEDIA TITLES
 Broadcast Associate
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year:
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 BROADCASTING / MEDIA TITLES
 EEO CATEGORY: Job Titles:
 Technical/Paraprofessional
 JOB GROUP:
 BROADCASTING / MEDIA TITLES
 FACTORS: Weighting
 1. % availability of Minorities/Females with
 requisite skills in immediate labor areas. 1.00 12.9 23.8 2.7 11.3 8.12. % of Minorities/Females promotable, transferable, or trainable
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 15 # 27 # 4 # 14 # 9 # 0
 % 29.4 % 52.9 % 7.8 % 27.5 % 17.6 % 0.0
 OVERALL AVAILABILITY:
 % 12.9 % 23.8 % 2.7 % 11.3 % 8.1 % 7.0
 UNDERUTILIZATION: % NONE % NONE % NONE % NONE % NONE % 7.0
 # 0.00 # 0.00 # 0.00 # 0.00 # 0.00 # 3.57
 UU 0 UU 0 UU 0 UU 0 UU 0 UU 4
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 FALL, 2015
 Individuals with Disabilities
 Central Office
 Broadcast Associate
 Females**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 Latino
 Black or African American
 Hispanic or Latino
 5136 15
 Females**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
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CUNY ADMINISTRATIVE ASSISTANTSecretarial and Clerical
 SOURCE WEIGHTINGFactor 1: N/A 0.0
 Factor 2: 1.0
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanic or
 Latino
 Individuals with
 Disabilities
 91.1 72.2 6.7 39.0 26.0 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 FALL, 2015
 CUNY ADMINISTRATIVE ASSISTANT CUNY Administrative Assistants
 CUNY Survey Spring 2011 - Permanent CUNY Office Assistant (level 3 or above) and Mail Message Services Worker titles. The CUNY Administrative Assistant title is strictly promotional from the Permanent CUNY Office Assistant (level 3 or above) and Mail Message Services Worker titles with years of service requirement.
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year: FALL, 2015
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 CUNY ADMINISTRATIVE ASSISTANT
 EEO CATEGORY: Job Titles:
 Secretarial and Clerical
 JOB GROUP:
 CUNY ADMINISTRATIVE ASSISTANT
 FACTORS:1. % availability of Minorities/Females with requisite skills in immediate labor areas.2. % of Minorities/Females promotable, transferable, or trainable.
 1.00 91.1 72.2 6.7 39.0 26.0
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 10 # 6 # 1 # 4 # 1 # 0
 % 100.0 % 60.0 % 10.0 % 40.0 % 10.0 % 0.0
 OVERALL AVAILABILITY:
 % 91.1 % 72.2 % 6.7 % 39.0 % 26.0 % 7.0
 UNDERUTILIZATION: % NONE % 12.2 % NONE % NONE % 16.0 % 7.0
 # 0.00 # 1.22 # 0.00 # 0.00 # 1.60 # 0.70
 UU 0 UU 1 UU 0 UU 0 UU 2 UU 1
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Individuals with Disabilities
 10
 0 10Females
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 Latino
 Central Office
 CUNY Administrative Assistants
 Weighting Females**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 Latino
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MANAGERIAL: COMPUTER MANAGERExecutive/Administrative/Managerial
 MANAGERIAL:COMPUTER MANAGER:
 SOURCE WEIGHTINGFactor 1: 1.0
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanic or
 Latino
 Individuals with
 Disabilities
 28.5 26.6 15.7 4.3 5.2 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 FALL, 2015
 Computer Systems ManagerComputer Operations Manager
 2007 - 2011 U.S. Census- American Community Survey (ACS) - NY, NJ, CT, PA - "Computer and Information Systems Managers" (1110)
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year:
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 COMPUTER MANAGER:
 EEO CATEGORY: Job Titles:
 Executive/Administrative/Managerial
 JOB GROUP:
 COMPUTER MANAGER:
 FACTORS: Weighting
 1. % availability of Minorities/Females with requisite skills in immediate labor areas. 1.00 28.5 26.6 15.7 4.3 5.22. % of Minorities/Females promotable, transferable, or trainable
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 25 # 46 # 23 # 15 # 5 # 2
 % 28.1 % 51.7 % 25.8 % 16.9 % 5.6 % 2.2
 OVERALL AVAILABILITY:
 % 28.5 % 26.6 % 15.7 % 4.3 % 5.2 % 7.0
 UNDERUTILIZATION: % 0.4 % NONE % NONE % NONE % NONE % 4.8
 # 0.36 # 0.00 # 0.00 # 0.00 # 0.00 # 4.23
 UU 0 UU 0 UU 0 UU 0 UU 0 UU 4
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Individuals with Disabilities
 89
 Hispanic or Latino
 Black or African American
 Black or African AmericanFemales
 Hispanic or Latino
 64 25Females
 **Total Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Asian or Nat. Haw. or Other
 Pac. Isl.**Total
 Minority
 Central OfficeFALL, 2015
 Computer Systems ManagerComputer Operations Manager
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COMPUTER SPECIALISTS Technical/Paraprofessional
 COMPUTER SPECIALIST:
 IT Senior Associate IT AssociateIT AssistantIT Support Assistant
 SOURCEFactor 1: 1.0
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanic or
 Latino
 Individuals with
 Disabilities
 26.4 33.6 19.7 7.1 5.4 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 FALL, 2015
 2007 - 2011 U.S. Census- American Community Survey (ACS) - NY, NJ, CT, PA - Computer Scientist Systems Analyst (1000); Computer Programmer (1010); Computer Software Engineers (1020); Computer Support Specialists (1050); Database Administrator (1060); Network Systems & Data Communication Analysts (1110); Computer Hardware Engineers (1400); Computer Operators (5800); and Computer Control Programmers and Operators (7900).
 WEIGHTING
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year: FALL, 2015
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 COMPUTER SPECIALISTS
 EEO CATEGORY: Job Titles:
 Technical/Paraprofessional IT Senior Associate IT AssociateIT AssistantIT Support Assistant
 JOB GROUP:
 COMPUTER SPECIALISTS
 FACTORS: Weighting Females
 1. % availability of Minorities/Females with
 requisite skills in immediate labor areas. 1.00 26.4 33.6 19.7 7.1 5.4
 2. % of Minorities/Females promotable, transferable, or trainable
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 57 # 101 # 33 # 32 # 35 # 3% 40.1 % 71.1 % 23.2 % 22.5 % 24.6 % 2.1
 OVERALL AVAILABILITY:
 % 26.4 % 33.6 % 19.7 % 7.1 % 5.4 % 7.0
 UNDERUTILIZATION: % NONE % NONE % NONE % NONE % NONE % 4.9
 # 0.00 # 0.00 # 0.00 # 0.00 # 0.00 # 6.94
 UU 0 UU 0 UU 0 UU 0 UU 0 UU 7
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 142
 85 57Females
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 LatinoIndividuals with
 Disabilities
 Central Office
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 Latino
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Secretarial and Clerical
 CUNY Office Assistant Clerical AssociateEOC Office Assistant
 SOURCE WEIGHTINGFactor 1:
 1.0
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanic or
 Latino
 Individuals with
 Disabilities
 89.9 26.5 3.7 11.6 9.8 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 FALL, 2015
 2007 - 2011 U.S. Census- American Community Survey (ACS) - NY, NJ, CT, PA - Secretaries, and Administrative Assistants (5700); Word Processors and Typists (5820); and Office Administrative Support Workers, all other (5940), Office Clerks, General (5860).
 CUNY OFFICE/SECRETARIAL ASSISTANT
 CUNY OFFICE/SECRETARIAL ASSISTANT:
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year:
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 CUNY OFFICE/SECRETARIAL ASSISTANT:
 EEO CATEGORY: Job Titles:
 Secretarial and Clerical
 JOB GROUP:
 CUNY OFFICE/SECRETARIAL ASSISTANT
 FACTORS: Weighting Females
 1. % availability of Minorities/Females with
 requisite skills in immediate labor areas. 1.00 89.9 26.5 3.7 11.6 9.8
 2. % of Minorities/Females promotable, transferable, or trainable
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 39 # 32 # 6 # 17 # 9 # 0
 % 84.8 % 69.6 % 13.0 % 37.0 % 19.6 % 0.0
 OVERALL AVAILABILITY:
 % 89.9 % 26.5 % 3.7 % 11.6 % 9.8 % 7.0
 UNDERUTILIZATION: % 5.1 % NONE % NONE % NONE % NONE % 7.0# 2.35 # 0.00 # 0.00 # 0.00 # 0.00 # 3.22UU 2 UU 0 UU 0 UU 0 UU 0 UU 3
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Central Office
 CUNY Office Assistant
 FALL, 2015
 7 3946
 **TotalMinorityFemales
 **Total Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Clerical AssociateEOC Office Assistant
 Black or African American
 Individuals with Disabilities
 Black or African American
 Asian or Nat. Haw. or Other
 Pac. Isl.Hispanic or
 Latino
 Hispanic or Latino
 50

Page 52
                        

Fall, 2015
 CAMPUS PUBLIC SAFETY SERGEANT
 Campus Security Specialist
 SOURCE WEIGHTINGFactor 1: N/A 0.0Factor 2: 1.0
 Factor 2:
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 Latino
 Individuals with
 Disabilities
 23.7 87.6 7.4 55.8 24.1 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 CAMPUS PUBLIC SAFETY SERGEANT formerly - Campus Peace/Security Officer Level 3
 Service/Maintenance
 CUNY Permanent Campus Peace Officer Level 1 and 2
 CUNY Survey Spring 2011 - Permanent Campus Peace Officer Level 1 and 2s with years of service requirement.
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:Semester/Year: Fall, 2015
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 CAMPUS PUBLIC SAFETY SERGEANT
 EEO CATEGORY: Job Titles:
 Service/Maintenance
 JOB GROUP:
 CAMPUS PUBLIC SAFETY SERGEANT
 FACTORS: Weighting Females1. % availability of Minorities/Females with
 requisite skills in immediate labor areas.
 2. % of Minorities/Females promotable, transferable, or trainable
 1.00 23.7 87.6 7.4 55.8 24.1
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 1 # 8 # 0 # 3 # 5 # 0
 % 11.1 % 88.9 % 0.0 % 33.3 % 55.6 % 0.0
 OVERALL AVAILABILITY:
 % 23.7 % 87.6 % 7.4 % 55.8 % 24.1 % 7.0
 UNDERUTILIZATION: % 12.6 % NONE % 7.4 % 22.5 % NONE % 7.0
 # 1.13 # 0.00 # 0.67 # 2.02 # 0.00 # 0.63
 UU 1 UU 0 UU 1 UU 2 UU 0 UU 1
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Individuals with Disabilities
 9
 8 1Females
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 Latino
 Central Office
 Campus Security Specialist
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 Latino
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MAIL / MESSAGE SERVICES WORKERSecretarial/Clerical
 SOURCE WEIGHTING
 1.0
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African
 AmericanHispanicor Latino
 Individuals with
 Disabilities
 41.5 42.7 4.9 19.2 16.9 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Factor 1: 2007 - 2011 U.S. Census- American Community Survey (ACS) - NY, NJ, CT, PA - Mail Clerks/Mail Machine Operators, Except Postal Service (5850).
 FALL, 2015
 MAIL / MESSAGE SERVICES WORKER
 Mail Message Services Worker
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year: FALL, 2015
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 MAIL / MESSAGE SERVICES WORKER
 EEO CATEGORY: Job Titles:
 Secretarial/Clerical
 JOB GROUP:
 MAIL / MESSAGE SERVICES WORKER
 FACTORS: Weighting Females1. % availability of Minorities/Females with requisite skills in immediate labor areas. 1.00 41.5 42.7 4.9 19.2 16.92. % of Minorities/Females promotable, transferable, or trainable
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 2 # 12 # 0 # 8 # 4 # 1
 % 12.5 % 75.0 % 0.0 % 50.0 % 25.0 % 6.3
 OVERALL AVAILABILITY:
 % 41.5 % 42.7 % 4.9 % 19.2 % 16.9 % 7.0
 UNDERUTILIZATION: % 29.0 % NONE % 4.9 % NONE % NONE % 0.8
 # 4.64 # 0.00 # 0.78 # 0.00 # 0.00 # 0.12
 UU 5 UU 0 UU 1 UU 0 UU 0 UU 0
 Individuals with Disabilities
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Black or African American
 14 2Females
 Asian or Nat. Haw. or Other
 Pac. Isl.Hispanicor Latino
 16
 Central Office
 Mail Message Services Wor
 Black or African American
 Asian or Nat. Haw. or Other
 Pac. Isl.
 **TotalMinority
 Hispanicor Latino
 **TotalMinority
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MANAGERIAL: SECURITY DIRECTORExecutive/Administrative/Managerial
 MANAGERIAL:SECURITY DIRECTOR:
 Campus Security DirectorCampus Security Assistant Director
 SOURCE WEIGHTINGFactor 1: 1.0
 Female**Total
 Minority
 Asian or Nat. Haw. or Other
 Pac. Isl.Black or
 African AmericanHispanic or
 Latino
 Individuals with
 Disabilities
 28.4 66.7 7.1 28.1 29.3 7.0
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 FALL, 2015
 2007 - 2011 U.S. Census- American Community Survey (ACS) - Residence Geography, New York City - Police and Sheriffs Patrol Officer (3850)
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UTILIZATION ANALYSIS WORKSHEETTwo Factor Availability
 College:
 Semester/Year: FALL, 2015
 AFFIRMATIVE ACTION UNIT: Constituent Departments:
 SECURITY DIRECTOR:
 EEO CATEGORY: Job Titles:
 Executive/Administrative/Managerial
 JOB GROUP:
 SECURITY DIRECTOR:
 FACTORS:1. % availability of Minorities/Females with requisite skills in immediate labor areas. 1.00 28.4 66.7 7.1 28.1 29.3
 2. % of Minorities/Females promotable, transferable, or trainable
 GROUP TOTAL NO.:
 No. Male: No. Female:
 CURRENT UTILIZATION: # 1 # 2 # 0 # 2 # 0 # 0% 20.0 % 40.0 % 0.0 % 40.0 % 0.0 % 0.0
 OVERALL AVAILABILITY:
 % 28.4 % 66.7 % 7.1 % 28.1 % 29.3 % 7.0
 UNDERUTILIZATION: % 8.4 % 26.7 % 7.1 % NONE % 29.3 % 7.0 # 0.42 # 1.34 # 0.36 # 0.00 # 1.47 # 0.35 UU 0 UU 1 UU 0 UU 0 UU 2 UU 0
 Individuals with Disabilities
 **TotalMinority
 Asian or Nat. Haw. or Other
 Pac. Isl.
 Black or African American
 Campus Security Assistant Dire
 Females**Total
 Minority
 Central Office
 Campus Security Director
 **Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or More Races.
 Hispanic or Latino
 Black or African American
 Hispanic or Latino
 5
 4 1
 Weighting Females
 Asian or Nat. Haw. or Other
 Pac. Isl.
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C. RESULTS OF UTILIZATION ANALYSIS AND ANNUAL PLACEMENT GOALS
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Affirmative Action Units (within EEO6 Category)
 Female Incumbency
 %
 Female Availabilty
 %
 Establish Goal?Yes/No
 If Yes, Goal for Females
 % (#)
 Female New Hires (# of Total)
 Female Promotions (# of Total)
 Female Opportunity (# of Total)
 % of Female
 Opportunity
 Goal Achieved - Female
 (Yes or No)
 Total Minority Incumbency
 %
 Total Minority Availabilty
 %Establish
 Goal? Yes/No
 If Yes, Goal for Total Minorities*
 TM % (#) and indicate if there is UU in a
 specific group % (#)
 Total Minority New Hires (# of Total)
 Total Minority Promotions (# of Total)
 Total Minority Opportunity (# of Total)
 % of Minority
 Opportunity
 Goal Achieved- Minority
 (Yes or No)
 Admin 1 23.1% 28.6% Yes TM28.6%(5)B10.9%(2) A/PI 8.2%(4)
 Admin 2 44.5% 40.8% No A/PI 9.9% (1) H 11.3%(3)
 Admin 5 15.0% 22.6% Yes 22.6% (2)
 Security Director 40.0% 66.7% Yes TM 66.7% (1) H 29.3% (2)
 CUNY Administrative Assistant 10.0% 6.7% Yes TM 6.7% (1) H 26% (2)
 Mail/Message Services Worker 12.5% 41.5% Yes 41.5% (5) 75.0% 42.7% No A/PI 4.9% (1)
 CUNY Office/Secretarial Assistant 84.8% 89.9% Yes 89.9% (2)
 Campus Public Safety Sergeant 11.1% 23.7% Yes 23.7% (1) 88.9% 87.6% No A/PI 7.4% (1) B 55.8% (2)
 2015 Results of Utilization Analysis and Annual Placement Goals
 TM=Total Minority; B=Black; H=Hispanic; API=Asian or Nat. Haw. or Other Pac. Isl. - Enter as many lines as needed or delete lines as unwanted. ( ) = number of person(s) needed to eliminate under-utilization.
 1. EXECUTIVE / ADMINISTRATIVE / MANAGERIAL
 This section to be completed in Fall 2016using 7/1/2015 - 6/30/2016 Results
 This section to be completed in Fall 2016using 7/1/2015 - 6/30/2016 Results
 7. SERVICE MAINTENANCE
 4. SECRETARIAL / CLERICAL
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D. PROGRESS REPORT-
 HISTORICAL UNDERUTILIZATION 2011 – 2015
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PROGRESS REPORT - HISTORICAL UNDERUTILIZATION - FALL 2011-2015
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 83 33 6 19 2 8 0 7 0 4 2Constituent Dept. 2012 86 36 5 21 0 8 0 7 0 6 1
 2013 87 41 0 19 4 7 2 6 1 6 12014 83 41 0 17 5 6 3 7 0 4 32015 91 45 0 21 5 8 2 8 0 4 4
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 201 109 6 82 0 45 0 16 5 21 0Constituent Dept. 2012 203 114 2 80 0 46 0 16 5 18 2
 2013 214 124 2 90 0 50 0 17 6 23 02014 216 129 0 97 0 52 0 20 4 25 02015 265 163 0 118 0 62 0 28 3 25 1
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 6 0 1 1 3 1 1 0 1 0 0Constituent Dept. 2012 6 0 1 1 3 1 1 0 1 0 0
 2013 6 0 1 1 3 1 1 0 1 0 02014 6 1 1 2 2 2 0 0 2 0 02015 5 1 0 2 1 2 0 0 2 0 0
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 64 20 0 24 0 9 0 5 0 10 0Constituent Dept. 2012 71 22 0 30 0 10 0 7 0 13 0
 2013 72 21 0 30 0 9 0 6 0 13 02014 74 21 0 32 0 10 0 7 0 15 02015 89 25 0 46 0 15 0 5 0 23 0
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 17 3 0 5 0 0 1 1 0 4 0Constituent Dept. 2012 18 3 0 5 0 0 1 1 0 4 0
 2013 18 3 0 5 0 0 1 1 0 4 02014 14 3 0 5 0 0 1 1 0 4 02015 20 3 2 9 0 3 0 2 0 4 0
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 193 143 0 120 0 57 0 41 0 22 0Constituent Dept. 2012 193 147 0 124 0 57 0 41 0 26 0
 2013 204 155 0 138 0 63 0 48 0 26 02014 213 158 0 143 0 73 0 46 0 24 02015 269 195 0 182 0 90 0 55 0 32 0
 # = Total number of individuals within unit AAU = Affirmative Action Unit UU = Underutilization Constituent Departments = List all Departments in AAU.JOB GROUP = Professorial; Non-Professorial-Instructor; Non-Professorial-Lecturer; Administration Groups; and Classified Groups
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Administration I
 Administration I
 Chancellor,Chan Emeritus,Executive Vice Chancellor,Senior Vice Chancellor,
 Vice Chancellor, University Associate Vice Chancellor
 Higher Education Associate (HEA)
 University Administrator, University Associate Administrator,
 University Assistant Administrator, University Dean, University
 Associate Dean, University Assistant Dean, HEO/Asst. Admin.
 Administration II
 Administration II
 Higher Education Officer (HEO)
 Security Director
 Campus Security Director
 Campus Security Assistant Director
 Security Director
 Security Director
 Computer Operations Manager
 Computer Manager
 Computer Manager
 Computer Systems Manager
 Project Manager
 Administration III
 Administration V
 Administration V
 University Associate Chief Engineer, Engineer
 University Chief Architect, Architect
 Research Assistant (Ra)
 Administration III
 Higher Education Assistant (Hea)
 Assistant to Higher Education Officer (aHEO)
 Research Associate
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PROGRESS REPORT - HISTORICAL UNDERUTILIZATION - FALL 2011-2015
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 62 52 6 46 0 30 0 9 0 7 0Constituent Dept. 2012 54 44 6 39 0 24 0 8 0 7 0
 2013 52 42 6 36 0 20 0 9 0 7 02014 45 36 5 33 0 19 0 9 0 5 02015 46 39 2 32 0 17 0 9 0 6 0
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 9 9 0 6 0 3 0 2 0 1 0Constituent Dept. 2012 11 11 0 7 0 4 0 3 0 1 0
 2013 13 13 0 9 0 5 0 3 0 1 02014 10 10 0 7 0 5 0 2 1 0 12015 10 10 0 6 1 4 0 1 2 1 0
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 14 1 4 11 0 6 0 4 1 1 0Constituent Dept. 2012 13 1 4 10 0 5 0 4 0 1 0
 2013 11 1 3 8 0 4 0 4 0 0 02014 12 2 3 10 0 6 0 4 0 0 12015 16 2 5 12 0 8 0 4 0 0 1
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 116 46 0 80 0 29 0 26 0 25 0Constituent Dept. 2012 123 51 0 86 0 30 0 29 0 27 0
 2013 130 52 0 93 0 34 0 28 0 30 02014 128 51 0 93 0 31 0 30 0 32 02015 142 57 0 101 0 32 0 35 0 33 0
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 Insufficient for analysisConstituent Dept. 2012 12 9 0 9 0 6 0 2 0 1 1
 2013 8 7 0 8 0 6 0 2 0 0 12014 Insufficient for analysis2015 Insufficient for analysis
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 57 23 0 28 0 14 0 10 0 4 0Constituent Dept. 2012 52 19 0 26 0 14 0 8 0 4 0
 2013 53 18 0 27 0 14 0 9 0 4 02014 47 14 0 25 0 13 0 9 0 3 02015 51 15 0 27 0 14 0 9 0 4 0
 # = Total number of individuals within unit AAU = Affirmative Action Unit UU = Underutilization Constituent Departments = List all Departments in AAU.JOB GROUP = Professorial; Non-Professorial-Instructor; Non-Professorial-Lecturer; Administration Groups; and Classified Groups
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 CUNY Office/Secretarial Assistant
 CUNY Office/Secretarial Assistant
 CUNY Office Assistant
 Clerical Associate
 EOC Office Assistant
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 CUNY Administrative Assistant
 CUNY Administrative Assistants
 CUNY Administrative Assistants
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Mail/Message Services Worker
 Mail/Message Services Worker
 Mail/Message Services Worker
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Computer Specialists
 Computer Specialists
 IT Senior Associate
 IT Associate
 IT Assistant
 IT Support Assistant
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Accountants - Accountant Assistant
 Accountants - Accountant AssistantFinance Accountant Assistant
 Assistant Purchasing Agent
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Broadcasting/Media Titles
 Broadcasting/Media Titles
 Broadcast Associate
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PROGRESS REPORT - HISTORICAL UNDERUTILIZATION - FALL 2011-2015
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 8 1 1 7 0 0 5 7 0 0 1Constituent Dept. 2012 10 1 1 7 2 0 6 7 0 0 1
 2013 10 1 1 7 2 0 6 7 0 0 12014 11 2 1 9 1 4 2 5 0 0 12015 9 1 1 8 0 3 2 5 0 0 1
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 5 2 0 5 0 5 0 0 1 0 0Constituent Dept. 2012 5 2 0 5 0 5 0 0 1 0 0
 2013 5 2 0 5 0 5 0 0 1 0 02014 Insufficient for analysis2015 Insufficient for analysis
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 6 1 0 5 0 5 0 0 1 0 0Constituent Dept. 2012 5 1 0 4 0 4 0 0 1 0 0
 2013 Insufficient for analysis2014 Insufficient for analysis2015 Insufficient for analysis
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011 Insufficient for analysisConstituent Dept. 2012 Insufficient for analysis
 2013 5 4 0 5 0 3 0 0 1 2 02014 Insufficient for analysis2015 Insufficient for analysis
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011Constituent Dept. 2012
 201320142015
 TOTAL WOMEN BLACK HISPANICASIAN/
 PAC.ISL.AAU: # # uu # uu # uu # uu # uu
 JOB GROUP: 2011Constituent Dept. 2012
 2013
 20142015
 # = Total number of individuals within unit AAU = Affirmative Action Unit UU = Underutilization Constituent Departments = List all Departments in AAU.JOB GROUP = Professorial; Non-Professorial-Instructor; Non-Professorial-Lecturer; Administration Groups; and Classified Groups
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Campus Public Safety Sergeant
 Campus Public Safety Sergeant
 Campus Security Specialist
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Campus Peace/Security Officer Level 2
 Campus Peace/Security Officer Level 2
 Campus Peace/Security Officer Level 2
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Campus Peace/Security Officer Level 1
 Campus Peace/Security Officer Level 1
 Campus Peace/Security Officer Level 1
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 Accountants - Accountant
 Accountants - Accountant
 Finance Accountant
 Purchasing Agent
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
 TOTAL MINORITY (incl. Black, Hisp. As./Pac.Isl.
 AI.Ind./Al.Nat. and Two or More Races)
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E. PERSONNEL ACTIVITY TABLE/APPLICANT DATA-RECRUITMENT DOCUMENTATION
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2015 PERSONNEL ACTIVITY TABLE (page 1 of 2) COLLEGE: Central Office Period Covered: 7 / 1 / 14 to 6 / 30 / 15
 MALE FEMALE TOTAL MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE TOTAL MALE FEMALE MALE FEMALE MALE FEMALE TOTAL
 EXEC./ADMIN./MANAGERIAL
 New Hires 48 50 98 4 13 2 3 7 2 0 1 0 1 13 20 33 35 30 0 0 35 30 65 Terminations 11 10 21 0 2 3 4 1 0 0 0 0 0 4 6 10 3 4 0 0 3 4 7 Upgrades 26 22 48 3 3 3 3 4 2 0 0 1 1 11 9 20 16 12 0 0 16 12 28 Transfers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0FACULTY
 New Hires 1 0 1 0 0 0 0 1 0 0 0 0 0 1 0 1 0 0 0 0 0 0 0 Terminations 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Upgrades 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Transfers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0PROFESSIONAL/NON-FACULTY
 New Hires 45 60 105 9 23 13 14 5 6 1 0 1 2 29 45 74 16 15 0 0 16 15 31 Terminations 6 14 20 2 4 2 3 1 3 0 0 0 0 5 10 15 1 4 0 0 1 4 5 Upgrades 19 19 38 5 4 6 8 3 3 0 0 0 0 14 15 29 5 4 0 0 5 4 9 Transfers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0SECRETARIAL/CLERICAL
 New Hires 3 1 4 2 1 0 0 0 0 0 0 0 0 2 1 3 1 0 0 0 1 0 1 Terminations 0 1 1 0 0 0 1 0 0 0 0 0 0 0 1 1 0 0 0 0 0 0 0 Upgrades 0 1 1 0 0 0 1 0 0 0 0 0 0 0 1 1 0 0 0 0 0 0 0 Transfers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0TECHNICAL/PARAPROFESSIONAL
 New Hires 2 4 6 0 0 0 2 0 1 0 0 0 0 0 3 3 2 1 0 0 2 1 3 Terminations 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Upgrades 2 2 4 0 1 0 1 0 0 0 0 0 0 0 2 2 2 0 0 0 2 0 2 Transfers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0SKILLED TRADES
 New Hires 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Terminations 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Upgrades 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Transfers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0SERVICE MAINTENANCE
 New Hires 2 1 3 2 1 0 0 0 0 0 0 0 0 2 1 3 0 0 0 0 0 0 0 Terminations 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Upgrades 1 0 1 1 0 0 0 0 0 0 0 0 0 1 0 1 0 0 0 0 0 0 0 Transfers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0T O T A L
 New Hires 101 116 217 17 38 15 19 13 9 1 1 1 3 47 70 117 54 46 0 0 54 46 100 Terminations 17 25 42 2 6 5 8 2 3 0 0 0 0 9 17 26 4 8 0 0 4 8 12 Upgrades 48 44 92 9 8 9 13 7 5 0 0 1 1 26 27 53 23 16 0 0 23 16 39 Transfers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0REMINDER:
 *Unknowns are subtracted from all totals. ***Total Minority is the sum of Black or African Am., Hispanic or Latino, Asian or Nat. Haw. or Other Pacific Islander, American Indian/Alaska Native and Two or More Races.**Total Non-Minority is equal to White including Italian American. ****TOTAL is the sum of Total Minority and Total Non-Minority.
 TWO OR MORE RACES UNKNOWN*
 TOTALNON-MINORITY**TOTAL****
 BLACK ORAFRICAN AM.
 HISPANIC ORLATINO
 ASIAN OR NAT. HAW. OR
 OTHER PAC. ISL.AMER. IND./ALASK. NAT.
 TOTALMINORITY***
 WHITE(including Ital. Am.)
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2015 APPLICANT DATA - RECRUITMENT DOCUMENTATION (page 2 of 2)COLLEGE: Central Office Period Covered: 7 / 1 / 14 to 6 / 30 / 15
 MALE FEMALE TOTAL MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE TOTAL MALE FEMALE MALE FEMALE MALE FEMALE TOTAL
 EXEC./ADMIN./MANAGERIAL
 Applicants @ 1206 1282 2488 276 433 197 181 171 199 0 5 14 35 658 853 1511 548 429 747 924 548 429 977 Interviews 119 110 229 8 21 6 6 16 8 0 1 0 1 30 37 67 61 37 25 37 61 37 98 Offers 40 34 74 2 11 1 1 9 3 0 0 2 0 14 15 29 26 19 0 0 26 19 45TOTAL WORKFORCE Eth.& Gender Report 223 235 458 27 60 20 21 23 30 0 3 1 3 71 117 188 152 118 0 0 152 118 270FACULTY
 Applicants @ 219 246 465 85 72 32 44 27 43 0 1 2 7 146 167 313 73 79 107 153 73 79 152 Interviews 3 0 3 0 0 0 0 3 0 0 0 0 0 3 0 3 0 0 0 0 0 0 0 Offers 1 0 1 0 0 0 0 1 0 0 0 0 0 1 0 1 0 0 0 0 0 0 0TOTAL WORKFORCE Eth.& Gender Report 1 0 1 0 0 0 0 1 0 0 0 0 0 1 0 1 0 0 0 0 0 0 0PROFESSIONAL/NON-FACULTY
 Applicants @ 3120 3712 6832 925 1364 607 782 672 631 13 10 68 105 2285 2892 5177 835 820 1720 2392 835 820 1655 Interviews 84 106 190 13 39 27 22 21 19 0 0 1 0 62 80 142 22 26 42 35 22 26 48 Offers 25 43 68 3 15 10 10 6 11 0 0 1 0 20 36 56 5 7 3 2 5 7 12TOTAL WORKFORCE Eth.& Gender Report 174 255 429 35 91 35 57 30 38 1 0 1 4 102 190 292 72 65 0 0 72 65 137SECRETARIAL/CLERICAL
 Applicants @ 217 337 554 100 147 58 88 26 48 2 1 5 8 191 292 483 26 45 84 167 26 45 71 Interviews 3 1 4 2 1 0 0 0 0 0 0 0 0 2 1 3 1 0 0 0 1 0 1 Offers 3 1 4 2 1 0 0 0 0 0 0 0 0 2 1 3 1 0 0 0 1 0 1TOTAL WORKFORCE Eth.& Gender Report 21 51 72 10 19 4 10 2 5 0 0 0 0 16 34 50 5 17 0 0 5 17 22TECHNICAL/PARAPROFESSIONAL
 Applicants @ 56 25 81 17 7 9 3 10 8 0 0 1 1 37 19 56 19 6 24 13 19 6 25 Interviews 8 1 9 2 0 2 1 2 0 0 0 0 0 6 1 7 2 0 0 0 2 0 2 Offers 2 2 4 0 0 1 1 0 1 0 0 0 0 1 2 3 1 0 1 0 1 0 1TOTAL WORKFORCE Eth.& Gender Report 41 20 61 12 6 7 4 3 3 0 0 0 0 22 13 35 19 7 0 0 19 7 26SKILLED TRADES
 Applicants @ 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Interviews 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 Offers 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0TOTAL WORKFORCE Eth.& Gender Report 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0SERVICE/MAINTENANCE
 Applicants @ 45 23 68 23 20 12 1 4 1 0 0 1 0 40 22 62 5 1 8 2 5 1 6 Interviews 1 1 2 1 1 0 0 0 0 0 0 0 0 1 1 2 0 0 0 0 0 0 0 Offers 1 1 2 1 1 0 0 0 0 0 0 0 0 1 1 2 0 0 0 0 0 0 0TOTAL WORKFORCE Eth.& Gender Report 21 3 24 12 2 6 0 0 0 0 0 0 0 18 2 20 3 1 0 0 3 1 4T O T A L
 Applicants @ 4863 5625 10488 1426 2043 915 1099 910 930 15 17 91 156 3357 4245 7602 1506 1380 2690 3651 1506 1380 2886 Interviews 218 219 437 26 62 35 29 42 27 0 1 1 1 104 120 224 86 63 67 72 86 63 149 Offers 72 81 153 8 28 12 12 16 15 0 0 3 0 39 55 94 33 26 4 2 33 26 59TOTAL WORKFORCE Eth.& Gender Report 481 564 1045 96 178 72 92 59 76 1 3 2 7 230 356 586 251 208 0 0 251 208 459REMINDER: ***Total Minority is the sum of Black or African Am., Hispanic or Latino, Asian or Nat. Haw. or Other Pacific Islander, American Indian/Alaska Native and Two or More Races. *Unknowns are subtracted from all totals. ****TOTAL is the sum of Total Minority and Total Non-Minority.**Total Non-Minority is equal to White including Italian American. @ APPLICANTS are those who apply and meet the minimum qualifications for a specific position.
 UNKNOWN*TOTAL
 NON-MINORITY**
 ASIAN OR NAT. HAW. OR
 OTHER PAC. ISL.TWO OR MORE
 RACESTOTAL
 MINORITY***WHITE
 (incl. Italian Am.)AMER. IND./ALASK. NAT.TOTAL****
 BLACK ORAFRICAN AM.
 HISPANIC ORLATINO
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F. IMPACT RATIO ANALYSIS WORKSHEETS
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PART A
 APPL HIRES APPL HIRES APPL HIRES APPL HIRES APPL HIRES APPL HIRES# TOTAL 2886 100 7602 117 10488 217 4863 101 5625 116 10488 217 3.5% 1.5% 2.1% 2.1%
 1 Exec./Adm./Mngrl. 977 65 1511 33 2488 98 1206 48 1282 50 2488 98 6.7% 2.2% 4.0% 3.9%
 2 Faculty 152 0 313 1 465 1 219 1 246 0 465 1 0.0% 0.3% 0.5% 0.0%
 3 Professional/Non-Fac. 1655 31 5177 74 6832 105 3120 45 3712 60 6832 105 1.9% 1.4% 1.4% 1.6%
 4 Secretarial/Clerical 71 1 483 3 554 4 217 3 337 1 554 4 1.4% 0.6% 1.4% 0.3%
 5 Techn./Paraprofessional 25 3 56 3 81 6 56 2 25 4 81 6 12.0% 5.4% 3.6% 16.0%
 6 Skilled Trades 0 0 0 0 0 0 0 0 0 0 0 0 0.0% 0.0% 0.0% 0.0%
 7 Service/Maintenance 6 0 62 3 68 3 45 2 23 1 68 3 0.0% 4.8% 4.4% 4.3%
 TOTAL 2886 100 7602 117 10488 217 4863 101 5625 116 10488 217 3% 2% 2% 2%
 OVER
 ALL STD FISHER'S FISHER TEST RESULT
 RATE DEV VALUE NOTE# A D E F G H I J K L M N O P Q
 1 Exec./Adm./Mngrl. MINORITY 2.2% NON-MIN 6.7% 0.33 3.9% 59 33 26 5.60 * ** N/A2 Faculty NON-MIN 0.0% MINORITY 0.3%
 3 Professional/Non-Fac. MINORITY 1.4% NON-MIN 1.9% 0.76 1.5% 79 74 5 1.28 * N/A4 Secretarial/Clerical MINORITY 0.6% NON-MIN 1.4% 0.44 0.7% 3 3 0 0.73 N/A5 Techn./Paraprofessional MINORITY 5.4% NON-MIN 12.0% 0.45 7.4% 4 3 1 1.05 * N/A6 Skilled Trades N/A N/A
 7 Service/Maintenance NON-MIN 0.0% MINORITY 4.8%
 TOTAL 145 113 32
 OVER
 ALL STD FISHER'S FISHER TEST RESULT
 RATE DEV VALUE NOTE# A D E F G H I J K L M N O P Q
 1 Exec./Adm./Mngrl. FEMALE 3.9% MALE 4.0% 0.982 Faculty FEMALE 0.0% MALE 0.5% 0.00 0.2% 0 0 0 1.06 N/A3 Professional/Non-Fac. MALE 1.4% FEMALE 1.6%
 4 Secretarial/Clerical FEMALE 0.3% MALE 1.4% 0.21 0.7% 2 1 1 1.47 * N/A5 Techn./Paraprofessional MALE 3.6% FEMALE 16.0%
 6 Skilled Trades N/A N/A
 7 Service/Maintenance FEMALE 4.3% MALE 4.4% 0.98TOTAL: 2 1 1
 RATE FOR RATE FOR
 B CUNFAV. GROUP
 ONLY IF IRA UNDER 0.8EXPECT
 FISHER'S TEST
 CATEGORY
 COLLEGE NAME: Central OfficeI M P A C T A N A L Y S I S W O R K S H E E T S
 HIRES ANALYSIS Central Office
 AREAS/FEMALEMINORITY
 F E M A L E S A N D M I N O R I T I E S
 CATEGORY
 MIN TOTAL MALE
 ONLY IF IRA UNDER 0.8
 FEMALE
 FAV. GROUP IRA
 AREAS/
 PERCENTAGE OF HIRESHIRES HIRES
 October 29, 2015
 JOB
 AREAS/
 IRA WORKSHEET FOR NON-MIN VS MIN % OF HIRESOctober 29, 2015
 JOB
 % of non-min hires % of min hires % of male hires % of female
 hires
 FISHER TEST
 NON MIN
 October 29, 2015JOB
 CATEGORY
 IRA WORKSHEET FOR MALE VS FEMALE % OF HIRES
 C
 FAV. GROUP IRA
 B
 STD DEV>=2UNFAV. GROUPACTL DIFEXPECT
 * IRA LESS THAN 0.8 AND
 RATE FOR RATE FOR DIF >=1 PERSON
 female appACTL DIF ** IRA LESS THAN 0.8 AND
 DIF >=1 PERSON
 MIN HIRED
 male app male hires
 NON-MIN APPLICANTS NON-MIN HIRED MIN
 APPLICANTS
 female hires
 TOTAL
 * IRA LESS THAN 0.8 AND
 ** IRA LESS THAN 0.8 AND
 STD DEV>=2
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PART B
 INCUMBENT PROMOTED INCUMBENT PROMOTED INCUMBENT PROMOTED INCUMBENT PROMOTED INCUMBENT PROMOTED INCUMBENT PROMOTED
 # TOTAL 459 39 586 53 1045 92 481 48 564 44 1045 92 8% 9% 10% 8%
 1 Exec./Adm./Mngrl. 270 28 188 20 458 48 223 26 235 22 458 48 10% 11% 12% 9%
 2 Faculty 0 0 1 0 1 0 1 0 0 0 1 0 0% 0% 0% 0%
 3 Professional/Non-Fac. 137 9 292 29 429 38 174 19 255 19 429 38 7% 10% 11% 7%
 4 Secretarial/Clerical 22 0 50 1 72 1 21 0 51 1 72 1 0% 2% 0% 2%
 5 Techn./Paraprofessional 26 2 35 2 61 4 41 2 20 2 61 4 8% 6% 5% 10%
 6 Skilled Trades 0 0 0 0 0 0 0 0 0 0 0 0 0% 0% 0% 0%
 7 Service/Maintenance 4 0 20 1 24 1 21 1 3 0 24 1 0% 5% 5% 0%
 TOTAL 459 39 586 53 1045 92 481 48 564 44 1045 92 8% 9% 10% 8%
 OVER
 ALL STD FISHER'S FISHER TEST RESULT
 RATE DEV VALUE NOTE# A D E F G H I J K L M O P Q Q
 1 Exec./Adm./Mngrl. NON-MIN 10.37% MINORITY 10.64%
 2 Faculty N/A N/A
 3 Professional/Non-Fac. NON-MIN 6.57% MINORITY 9.93%
 4 Secretarial/Clerical NON-MIN 0.00% MINORITY 2.00%
 5 Techn./Paraprofessional MINORITY 5.71% NON-MIN 7.69% 0.74 6.56% 2 2 0 0.31 N/A6 Skilled Trades N/A N/A
 7 Service/Maintenance NON-MIN 0.00% MINORITY 5.00%
 TOTAL 2 2 0
 OVER
 ALL STD FISHER'S FISHER TEST RESULT
 RATE DEV VALUE NOTE# A D E F G H I J K L M N O P Q
 1 Exec./Adm./Mngrl. FEMALE 9.4% MALE 11.7% 0.8032 Faculty N/A N/A
 3 Professional/Non-Fac. FEMALE 7.5% MALE 10.9% 0.682 8.9% 22 19 3 1.24 * N/A4 Secretarial/Clerical MALE 0.0% FEMALE 2.0%
 5 Techn./Paraprofessional MALE 4.9% FEMALE 10.0%
 6 Skilled Trades N/A N/A
 7 Service/Maintenance FEMALE 0.0% MALE 4.8% 0.000 4.2% 0 0 0 0.39 0.8750 21 1 3 0 NO SIGNIF. DIFF.TOTAL 22 19 3
 * IRA LESS THAN 0.8 AND
 UNFAV. GROUP
 RATE FOR
 MIN PRMT FAV. GROUP
 IRA WORKSHEET FOR NON-MIN VS MIN % OF PROMOTIONOctober 29, 2015
 JOB
 JOBAREAS/
 NON MIN
 PROMOTION ANALYSISOctober 29, 2015
 CATEGORY
 FAV. GROUP
 ONLY IF IRA UNDER 0.8
 AREAS/CATEGORY
 ACTL DIFIRA
 ONLY IF IRA UNDER 0.8
 FEMALEPROMOTION
 MIN TOTAL MALE FEMALE
 MINORITY
 TOTAL
 IRA
 NON-MIN PRMT MIN INCUM
 FISHER TESTNON-MIN INCUM
 PERCENTAGE OF PROMOTION
 DIF >=1 PERSON FISHER TEST
 IRA WORKSHEET FOR MALE VS FEMALE % OF PROMOTIONOctober 29, 2015
 JOBAREAS/
 % of min promoted
 % OF MEN promoted
 PROMOTION
 * IRA LESS THAN 0.8 AND
 DIF >=1 PERSON
 ** IRA LESS THAN 0.8 AND
 STD DEV>=2
 RATE FORDIF
 EXPECT
 female prmtmale incum male prmt female incum
 % of non-min PROMOTED
 % OF FEMALE promoted
 STD DEV>=2
 ** IRA LESS THAN 0.8 AND
 Central Office
 B C
 RATE FOR RATE FOR
 UNFAV. GROUP
 EXPECT ACTLCATEGORY
 B C
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PART C
 INCUMBENT TERMINATED INCUMBENT TERMINATED INCUMBENT TERMINATED INCUMBENT TERMINATED INCUMBENT TERMINATED INCUMBENT TERMINATED % of non-min TERMINATED
 % of min TERMINATED
 % OF MEN TERMINATED
 % OF FEMALE TERMINATED
 # TOTAL 459 12 586 26 1045 38 481 17 564 21 1045 38 3% 4% 4% 4%
 1 Exec./Adm./Mngrl. 270 7 188 10 458 17 223 11 235 6 458 17 3% 5% 5% 3%
 2 Faculty 0 0 1 0 1 0 1 0 0 0 1 0 0% 0% 0% 0%
 3 Professional/Non-Fac. 137 5 292 15 429 20 174 6 255 14 429 20 4% 5% 3% 5%
 4 Secretarial/Clerical 22 0 50 1 72 1 21 0 51 1 72 1 0% 2% 0% 2%
 5 Techn./Paraprofessional 26 0 35 0 61 0 41 0 20 0 61 0 0% 0% 0% 0%
 6 Skilled Trades 0 0 0 0 0 0 0 0 0 0 0 0 0% 0% 0% 0%
 7 Service/Maintenance 4 0 20 0 24 0 21 0 3 0 24 0 0% 0% 0% 0%
 TOTAL 459 12 586 26 1045 38 481 17 564 21 1045 38 3% 4% 4% 4%
 OVER
 ALL STD FISHER'S FISHER TEST RESULT
 RATE DEV VALUE NOTE# A D E F G H I J K L M N O P Q
 1 Exec./Adm./Mngrl. MINORITY 5.3% NON-MIN 2.6% 0.487 3.7% 6 10 4 1.52 * N/A2 Faculty N/A N/A
 3 Professional/Non-Fac. MINORITY 5.1% NON-MIN 3.6% 0.710 4.7% 13 15 2 0.68 * N/A4 Secretarial/Clerical MINORITY 2.0% NON-MIN 0.0% 0.000 1.4% 0 1 1 0.67 * N/A5 Techn./Paraprofessional N/A N/A
 6 Skilled Trades N/A N/A
 7 Service/Maintenance N/A N/A
 TOTAL 19 26 7
 OVER
 ALL STD FISHER'S FISHER TEST RESULT
 RATE DEV VALUE NOTE# A D E F G H I J K L M N O P Q
 1 Exec./Adm./Mngrl. MALE 4.9% FEMALE 2.6%
 2 Faculty N/A N/A
 3 Professional/Non-Fac. FEMALE 5.5% MALE 3.4% 0.628 4.7% 11 14 3 0.985 * N/A4 Secretarial/Clerical FEMALE 2.0% MALE 0.0% 0.000 1.4% 0 1 1 0.646 * N/A5 Techn./Paraprofessional N/A N/A
 6 Skilled Trades N/A N/A
 7 Service/Maintenance N/A N/A
 TOTAL 11 15 4
 B C
 male terminated
 IRA WORKSHEET FOR MALE VS FEMALE % OF TERMINATIONOctober 29, 2015
 AREAS/
 CATEGORYRATE FOR
 IRAONLY IF IRA UNDER 0.8
 DIF
 JOB
 NON MIN
 MINORITY
 AREAS/ RATE FOR
 FEMALEMIN TOTAL MALE
 October 29, 2015FEMALE
 B C UNFAV. GROUP
 October 29, 2015JOB
 UNFAV. GROUP FAV. GROUP EXPECT ACTL DIF female terminated male incumb
 IRA WORKSHEET FOR NON-MIN VS MIN % OF TERMINATION
 AREAS/
 FISHER TESTmin terminated non-min incumb non-min
 terminated
 TERMINATION TERMINATION
 EXPECT FAV. GROUP
 ACTL** IRA LESS THAN 0.8 AND
 STD DEV>=2min incumb
 PERCENTAGE OF TERMINATION
 FISHER TESTONLY IF IRA UNDER 0.8RATE FOR RATE FOR
 IRA** IRA LESS THAN 0.8 AND
 STD DEV>=2
 *IRA LESS THAN 0.8 AND
 DIF >=1 PERSON
 female incumb
 Central OfficeTERMINATION ANALYSIS
 JOB
 CATEGORY
 DIF >=1 PERSON
 * IRA LESS THAN 0.8 AND
 TOTALCATEGORY
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PART C
 INCUMBENT TERMINATED INCUMBENT TERMINATED INCUMBENT TERMINATED INCUMBENT TERMINATED INCUMBENT TERMINATED INCUMBENT TERMINATED % of non-min TERMINATED
 % of min TERMINATED
 % OF MEN TERMINATED
 % OF FEMALE TERMINATED
 # TOTAL 459 12 586 26 1045 38 481 17 564 21 1045 38 3% 4% 4% 4%
 1 Exec./Adm./Mngrl. 270 7 188 10 458 17 223 11 235 6 458 17 3% 5% 5% 3%
 2 Faculty 0 0 1 0 1 0 1 0 0 0 1 0 0% 0% 0% 0%
 3 Professional/Non-Fac. 137 5 292 15 429 20 174 6 255 14 429 20 4% 5% 3% 5%
 4 Secretarial/Clerical 22 0 50 1 72 1 21 0 51 1 72 1 0% 2% 0% 2%
 5 Techn./Paraprofessional 26 0 35 0 61 0 41 0 20 0 61 0 0% 0% 0% 0%
 6 Skilled Trades 0 0 0 0 0 0 0 0 0 0 0 0 0% 0% 0% 0%
 7 Service/Maintenance 4 0 20 0 24 0 21 0 3 0 24 0 0% 0% 0% 0%
 TOTAL 459 12 586 26 1045 38 481 17 564 21 1045 38 3% 4% 4% 4%
 OVER
 ALL STD FISHER'S FISHER TEST RESULT
 RATE DEV VALUE NOTE# A D E F G H I J K L M N O P Q
 1 Exec./Adm./Mngrl. MINORITY 5.3% NON-MIN 2.6% 0.487 3.7% 6 10 4 1.52 * N/A2 Faculty N/A N/A
 3 Professional/Non-Fac. MINORITY 5.1% NON-MIN 3.6% 0.710 4.7% 13 15 2 0.68 * N/A4 Secretarial/Clerical MINORITY 2.0% NON-MIN 0.0% 0.000 1.4% 0 1 1 0.67 * N/A5 Techn./Paraprofessional N/A N/A
 6 Skilled Trades N/A N/A
 7 Service/Maintenance N/A N/A
 TOTAL 19 26 7
 OVER
 ALL STD FISHER'S FISHER TEST RESULT
 RATE DEV VALUE NOTE# A D E F G H I J K L M N O P Q
 1 Exec./Adm./Mngrl. MALE 4.9% FEMALE 2.6%
 2 Faculty N/A N/A
 3 Professional/Non-Fac. FEMALE 5.5% MALE 3.4% 0.628 4.7% 11 14 3 0.985 * N/A4 Secretarial/Clerical FEMALE 2.0% MALE 0.0% 0.000 1.4% 0 1 1 0.646 * N/A5 Techn./Paraprofessional N/A N/A
 6 Skilled Trades N/A N/A
 7 Service/Maintenance N/A N/A
 TOTAL 11 15 4
 B C
 male terminated
 IRA WORKSHEET FOR MALE VS FEMALE % OF TERMINATIONOctober 29, 2015
 AREAS/
 CATEGORYRATE FOR
 IRAONLY IF IRA UNDER 0.8
 DIF
 JOB
 NON MIN
 MINORITY
 AREAS/ RATE FOR
 FEMALEMIN TOTAL MALE
 October 29, 2015FEMALE
 B C UNFAV. GROUP
 October 29, 2015JOB
 UNFAV. GROUP FAV. GROUP EXPECT ACTL DIF female terminated male incumb
 IRA WORKSHEET FOR NON-MIN VS MIN % OF TERMINATION
 AREAS/
 FISHER TESTmin terminated non-min incumb non-min
 terminated
 TERMINATION TERMINATION
 EXPECT FAV. GROUP
 ACTL** IRA LESS THAN 0.8 AND
 STD DEV>=2min incumb
 PERCENTAGE OF TERMINATION
 FISHER TESTONLY IF IRA UNDER 0.8RATE FOR RATE FOR
 IRA** IRA LESS THAN 0.8 AND
 STD DEV>=2
 *IRA LESS THAN 0.8 AND
 DIF >=1 PERSON
 female incumb
 Central OfficeTERMINATION ANALYSIS
 JOB
 CATEGORY
 DIF >=1 PERSON
 * IRA LESS THAN 0.8 AND
 TOTALCATEGORY
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G. Utilization Analysis: Hiring Benchmark Goal for Veterans
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National Benchmark Indicate Y/N Below
 Total # of Employees:Total # of Veterans:
 Protected Veterans Utilization Analysis
 1.6%= N
 Hiring Benchmark and Utilization GoalJuly 1 2014 - June 30 2015
 Enter number in cell E/F 16 and E/F17 to calcuation the percentage representation of veterans within your workforce
 Compare the percentage representation to the national benchmark and indicate Y or N if college meets requirement.
 For Protected Veterans
 104417
 7%
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H. ORGANIZATIONAL CHART
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I. COMPENSATION REVIEW
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J. VETS 100A REPORT
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APPENDIX A TO PART 61-300 – FEDERAL CONTRACTOR VETERANS' EMPLOYMENT REPORT VETS-100A
 FEDERAL CONTRACTOR VETERANS’ EMPLOYMENT REPORT VETS-100A (For covered contracts entered into or modified on or after December 1, 2003.)
 OMB NO: 1293-0005 Expires: 09/30/2014
 RETURN COMPLETED REPORT TO: VETS-100 Submission VETERANS’ EMPLOYMENT AND TRAINING SERVICE (VETS) Service Center In care of: Department of Labor National Contact Center (DOL-NCC) (Suite 200) 14120 Newbrook Drive Chantilly, VA 20151
 Persons are not required to respond to this collection of information unless it displays a valid OMB number
 ATTN: Human Resource/EEO Department
 TYPE OF REPORTING ORGANIZATION (Check one or both, as applicable)
 Prime Contractor Subcontractor
 TYPE OF FORM (Check only one)
 Single Establishment Multiple Establishment-Headquarters Multiple Establishment-Hiring Location Multiple Establishment-State Consolidated
 (specify number of locations) (MSC)
 COMPANY IDENTIFICATION INFORMATION (Omit items preprinted above-ADD Company Contact Information Below) COMPANY No:
 TWELVE MONTH PERIOD ENDING
 2
 0
 1
 4
 M
 M
 D
 D
 Y
 Y
 Y
 Y
 NAME OF PARENT COMPANY:
 ADDRESS (NUMBER AND STREET):
 CITY:
 COUNTY:
 STATE:
 ZIP CODE:
 NAME OF COMPANY CONTACT:
 TELEPHONE FOR CONTACT: EMAIL:
 NAME OF HIRING LOCATION: ADDRESS (NUMBER AND STREET):
 CITY:
 COUNTY:
 STATE:
 ZIP CODE:
 NAICS: DUNS: _ _ EMPLOYER ID (IRS TAX No.) _
 INFORMATION ON EMPLOYEES REPORT ALL PERMANENT FULL-TIME OR PART-TIME EMPLOYEES AND NEW HIRES WHO ARE VETERANS, AS DEFINED ON REVERSE. DATA ON NUMBER OF EMPLOYEES IS TO BE ENTERED IN COLUMN L, M, N, O, AND P, LINES 1-10. DATA ON NEW HIRES IS TO BE ENTERED IN COLUMNS Q, R, S, T, AND U. ENTRIES IN COLUMNS Q THROUGH U, LINES 1-10, AND COLUMNS L, M, N, O, AND P. ENTER THE MAXIMUM AND
 MINIMUM NUMBER OF EMPLOYEES. INSTRUCTIONS ARE FOUND ON THE REVERSE OF THIS FORM.
 JOB CATEGORIES
 NUMBER OF EMPLOYEES NEW HIRES (PREVIOUS 12 MONTHS)
 DISABLED VETERANS
 (L)
 OTHER PROTECTED VETERANS
 (M)
 ARMED FORCES SERVICE MEDAL
 VETERANS (N)
 RECENTLY SEPARATED VETERANS
 (O)
 TOTAL EMPLOYEES, BOTH VETERANS AND
 NON-VETERANS (P)
 DISABLED VETERANS
 (Q)
 OTHER PROTECED VETERANS
 (R)
 ARMED FORCES SERVICE MEDAL
 VETERANS (S)
 RECENTLY SEPARATED VETERANS
 (T)
 TOTAL NEW HIRES, BOTH VETERANS AND
 NON-VETERANS (U)
 EXECUTIVE/SENIOR LEVEL OFFICIALS AND MANAGERS 1
 FIRST/MID LEVEL OFFICIALS AND MANAGERS 2
 PROFESSIONALS 3
 TECHNICIANS 4
 SALES WORKERS 5
 ADMINISTRATIVE SUPPORT WORKERS 6
 CRAFT WORKERS 7
 OPERATIVES 8
 LABORERS/HELPERS 9
 SERVICE WORKERS 10
 TOTAL 11
 Report the total maximum and minimum number of permanent employees during the period covered by this report. Maximum Number Minimum Number
 78
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INSIDE COVER - A written copy of this Affirmative Action Plan is available for inspection by any employee or applicant for employment, during normal business hours, in the Office of Recruitment and Diversity, 205 E. 42nd Street, Floor 10, New York, New York 10017. Interested persons should contact Michael J. Valente, Esq. Chief Diversity Officer, 646-664-3310 or [email protected] for assistance. (Rev. 10/2015)
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