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9 INILV

CELEBRATING FIFTY YEARS

May 24, 2007

David B. Ashley
President
University of Nevada, Las Vegas
2007 EEO/AA Plan
Executive Summary
Dear President Ashley:

Enclosed for your review is the 2007 Equal Employment Opportunity / Affirmative Action Plan
for the University of Nevada, Las Vegas compiled by the Office of Human Resources under the
auspices of the Vice President for Planning, Diversity and Chief of Staff.

Following an audit of the University’s EEO/AA program by the Office of Federal Contract
Compliance Programs (OFCCP) in 2003, the University has made substantial improvements to
our data gathering and EEO/AA planning process to better understand the representation of
women and minorities at UNLV in relation to labor market availability. These efforts resulted in
the resolution of the University’s conciliation agreement with the OFCCP in 2005, with
commendation. Key improvements in the EEO/AA planning process are summarized below.

Principal EEO/AA Plan Improvements

> In 2003-04, the Faculty job category was expanded from one job group to four job groups
by rank. Beginning in 2005, in consultation with academic deans and the provost, the
Faculty job category was further expanded from four job groups to 30 job groups by
academic discipline area. This fundamental re-design of our EEO/AA plan provides
academic administrators a clearer view of where women or minorities are available in the
educational labor market, but remain underrepresented within our faculty.

> In similar fashion, in 2003-04 the Professional, non-faculty job category was expanded
from one to four job groups. Beginning in 2005, the Professional occupational category
was further expanded from four to six job groups — including academic support,
administrative, athletics, IT, library, and scientific & health professionals. As above, the
more detailed analysis of labor market availability gives administrative managers a
clearer understanding of the representation of women and minorities in these job groups.

> In 2006, reflecting a collaboration among the Office of the Executive Vice President &
Provost, the Office of General Counsel, and Human Resources, we revised the
University’s Target of Opportunity Program to ensure compliance with recent U.S.
Supreme Court rulings, while continuing to provide a tool to support the recruitment of
women and minorities among the professorate.
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» Also in 2006, the University included a “preference among equals” in our EEO/AA
statement in favor of women or minority candidates for positions in job groups in which
women or minority employees have historically been and continue to be
underrepresented in relation to labor market availability.

> In 2007, with your approval, UNLV refined its EEO/AA statement to include ethnicity
(in addition to race), marital status, pregnancy, gender (including gender identity), and
political affiliation in addition to traditional categories that enjoy protection from
discrimination. The intent of these changes was not only to bring our EEO/AA statement
in line with contemporary language and Nevada statutes, but also to promote a more
inclusive educational and employment environment.

These and other University efforts to promote equal employment opportunity over the past
several years have yielded significant dividends toward the fuller utilization of women and
minorities in the University community, even as some challenges remain, as illustrated in the
enclosed report. Highlights of the 2007 EEO/AA Plan are summarized below.

Representation of Women & Minorities at UNLV

Overall Representation

As the University’s workforce has grown over the past five years, the representation of women
and minorities has not only kept pace with overall growth, but has increased in proportion to
total employment, as illustrated below.

Plan Total Number Percent Number Percent
Year Employees  Women Women Minorities Minorities
FY 02-03 2,337 1,098 47.0% 559 23.9%

FY 03-04 2,490 1,190 47.8% 644 25.9%
CY 2005 2,924 1,439 49.2% 819 28.0%
CY 2006 2,968 1,477 49.8% 866 29.2%
CY 2007 3,230 1,623 50.3% 1,000 31.0%

This trend represents a 7.0% increase in the percentage representation of women and a very
significant 29.7% increase in the percentage representation of minorities.

Representation of Women and Minorities among Full-Time Faculty
In similar fashion, the representation of women and minorities among the professorate has

increased significantly over the past five years, both in total representation as well as in
proportion to the total professorate, as illustrated below.

Plan Total Number Percent Number Percent
Year Employees  Women Women Minorities Minorities
FY 02-03 739 238 32.2% 139 18.8%

FY 03-04 768 256 33.3% 152 19.8%



CY 2005 855 283 33.1% 175 20.5%
CY 2006 846 285 33.7% 177 20.9%
CY 2007 978 347 35.5% 209 21.4%

This trend represents a 10.2% increase in the percentage representation of women and a 13.8%
increase in the percentage representation of minorities among full-time faculty — including all
tenured and tenure track faculty; visiting, in-residence, and affiliate faculty; and lecturers.

Among total faculty, women are represented at or above labor market availability in 15 out of 30
academic discipline areas, while minority faculty are represented at or above labor market
availability in 21 out of 30 discipline areas. In 2007, it is notable that both women and
minorities are represented among total faculty at or above labor market availability in the
Colleges and Schools of Business, Dental Medicine, Hotel Administration, and Law, as well as
the Graduate, Honors, & University Colleges. This represents the 2™ year in a row that women
and minorities among total full-time faculty were represented at or above market availability in
all of the professional schools concurrently.

Reflecting institution-wide trends in total employment & faculty employment, the representation
of women and minorities increased as well in professional and classified staff categories, as
illustrated below.

Representation of Women and Minorities among Professional Staff

Plan Total Number Percent Number Percent
Year Employees  Women Women Minorities Minorities
FY 02-03 382 195 51.0% 73 19.1%

FY 03-04 484 253 52.3% 111 22.9%
CY 2005 835 458 54.9% 202 24.2%
CY 2006 864 480 55.6% 223 25.8%
CY 2007 986 554 56.2% 290 29.4%

This trend represents a 10.2% increase in the percentage representation of women and a very
significant 53.9% increase in the percentage representation of minorities among professional
staff over the past five years.

Representation of Women and Minorities among Classified Staff

Plan Total Number Percent Number Percent
Year Employees  Women Women Minorities Minorities
FY 02-03 963 545 56.6% 306 31.8%

FY 03-04 1,008 574 56.9% 340 33.7%
CY 2005 1,178 678 57.6% 438 37.2%
CY 2006 1,195 686 57.4% 458 38.3%
CY 2007 1,213 705 58.1% 496 40.9%



This trend represents a moderate 2.7% increase in the percentage representation of women and
a significant 28.6% increase in the percentage representation of minorities among classified
staff over the past five years.

Areas of Continuing Concern

Despite substantial institution-wide gains in the representation of both women and minorities
across all occupational categories over the past five years, continued progress needs to be
realized in a number of areas. These are briefly highlighted below.

Representation of Women and Minorities among Tenured & Tenure-Track Faculty

Under OFCCP guidelines, the University analyzes total full-time faculty in relation to estimated
labor market availability — including visiting, in-residence, and affiliate faculty and lecturers.
While the presence of women or minority faculty in the classroom, regardless of employment
status, helps foster a diverse educational environment for our students, there is an understandable
concern on the part of women and minority faculty members as to whether women and
minorities are adequately represented among tenured and tenure-track faculty in relation to
market availability. For the first time in 2007, we have analyzed the representation of women
and minorities among tenured and tenure-track faculty, in addition to total faculty representation
submitted to the OFCCP in compliance with minimum EEO/AA plan requirements.

Among tenured & tenure track faculty, women are represented at or above labor market
availability in 13 out of 30 academic discipline areas (compared to 15 out of 30 for total full-time
faculty), but continue to be represented below market availability in 17 academic disciplines.
These disciplines and the number of women faculty that we would need to hire in relation to the
current size of our faculty to reach parity with labor market availability include the following
disciplines.

Disciplines in which Women are Under-represented Among Tenure-Track Faculty

AHS Human/Health Sci (4) Liberal Arts English & Lit (5)

AHS Public Health (3) Liberal Arts Philosophy (1)

Business Business (8) Liberal Arts Political Science (1)

Business Economics (1) Liberal Arts Psychology (3)

Education Teacher Ed (6) Sciences Biological Sciences (3)
Education Other Education (4) Sciences Mathematics (4)

Engineering  Computer Science (3) Urban Affairs Comm Studies/Journalism (3)
Fine Arts Fine Arts (6) Urban Affairs  Counseling (1)

Fine Arts Architecture (1)

Among tenured & tenure-track faculty, minorities are represented at or above labor market
availability in 20 out of 30 academic disciplines (compared to 21 out of 30 for total full-time
faculty), but continue to be represented below market availability in ten academic disciplines.
These disciplines and the number of minority faculty that we would need to hire in relation to the
current size of our faculty to reach parity with labor market availability include the following
disciplines.



Disciplines in which Minorities are Under-represented Among Tenure-Track Faculty

AHS Human/Health Sci (3) Liberal Arts Psychology (2)

Education Other Education (3) Liberal Arts Sociology (2)

Liberal Arts  English & Lit (1) Sciences Biological Sciences (1)
Liberal Arts  Philosophy (1) Urban Affairs Comm Studies/Journalism (1)

Liberal Arts  Political Sciences (1) Urban Affairs  Public Admin (1)

Academic Deans, Chairs, and Search Committees should continue to give particular attention to
recruitment and outreach strategies that target women and minorities in these disciplines, as
envisioned in the University’s Target of Opportunity Program.

Representation of Hispanics among Professional & Classified Staff

Although total minority representation is generally at par with regional labor market availability,
the persistent under-representation of Hispanics among UNLV’s professional and classified work
force continues to present an area of concern. The occupational categories in which Hispanics
are currently under-represented and the number of Hispanic employees we would need to hire in
relation to the current size of our workforce to reach parity with the labor market include:

Information Technology (4) Skilled Crafts (7)
Administrative Professionals (17) Service/Maintenance (5)
Office Support — Senior Level (5) Custodial/Grounds (33)

The charts and graphs which immediately following this transmittal summarize the findings in this
executive summary. In preparing its annual EEO/AA Plan, the University of Nevada, Las Vegas
reaffirms its commitment to equality of educational and employment opportunity in its
relationships with all members of the university community and its commitment to the elimination
of any documented, historical and continuing underutilization of women and minorities among the
student body or employee complement. The University of Nevada, Las Vegas is committed to this
program and is aware that with its implementation, positive benefits will be received from the
greater utilization and development of previously underutilized human resources.

The 2007 EEO/AA Plan will be submitted to the Office of Federal Contract Compliance
Programs in compliance with 41 CFR 60. Please advise if additional information is needed.

With all best wishes,

S Donstrr,

Sam Connally
Associate Vice President of Human Resources

cc: Juanita Fain, Vice President of Planning, Diversity, and Chief of Staff
Christine Clark, Vice President of Diversity and Inclusion (Elect)
Neal Smatresk, Executive Vice President & Provost (Elect)
Gerry Bomotti, Senior Vice President of Finance & Business
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UNIVERSITY OF NEVADA LAS VEGAS

UNIVERSITY OF NEVADA, LAS VEGAS
REAFFIRMATION OF COMMITMENT
To EQUAL EDUCATIONAL & EMPLOYMENT OPPORTUNITY

The University of Nevada, Las Vegas (UNLV) is committed to and will provide equality of educational and employment
opportunity for all persons regardless of race, sex, age, color, national origin, ethnicity, creed, religion, disability, sexual orientation,
gender, marital status, pregnancy, veteran status, or political affiliation — except where sex, age, or ability represent bona fide
educational or employment qualifications or where marital or veteran status are statutorily defined eligibility criteria for Federal or
State benefit programs. Further, the university seeks to promote campus diversity by enrolling and employing a larger number of
minorities and women where these groups have historically been and continue to be under-represented within the university in relation
to availability and may extend preference in initial employment to such individuals among substantially equally qualified candidates,
as well as to veterans, Nevada residents, and current State employees seeking promotion.

This affirmation is published in accordance with 41 CFR 60 and is in keeping with Title VII & Title IX of the Civil Rights Act of
1964, as amended; Executive Order 11246; the Rehabilitation Act of 1973; the Vietnam Era Veterans' Readjustment Assistance Act of
1974; the Civil Rights Restoration Act of 1988; Nevada Revised Statutes; and the Code and Policies of the Board of Regents of the
Nevada System of Higher Education.

To ensure that equal educational and employment opportunity exists throughout the university, a results-oriented equal
opportunity/affirmative action program has been implemented to overcome the effects of past discrimination and to eliminate any
artificial barriers to educational or employment opportunities for all qualified individuals that may exist in any of our programs. The
university aims to achieve, within all areas of the university community, a diverse student body, faculty, and staff capable of providing
for excellence in the education of its students and for the enrichment of the university community.

The University of Nevada, Las Vegas reaffirms its commitment to equality of educational and employment opportunity in its
relationships with all members of the university community and its commitment to the elimination of any documented historical and
continuing underutilization of women and minorities among the student body or employee complement. The University of Nevada,
Las Vegas is committed to this program and is aware that with its implementation, positive benefits will be received from the greater
utilization and development of previously underutilized human resources.

STATEMENT ON DIVERSITY IN THE UNIVERSITY COMMUNITY

As an institution of higher learning, UNLV represents a rich diversity of human beings among its faculty, staff, and students and is
committed to maintaining a campus environment that values that diversity. Accordingly, the university supports policies, curricula,
and co-curricular activities that encourage understanding and appreciation of all members of its community and will not tolerate
any harassment of or disrespect for persons because of race, sex, age, color, national origin, ethnicity, creed, religion, disability,
sexual orientation, gender, marital status, pregnancy, veteran status, or political affiliation.

UNLAWFUL HARASSMENT, PERSONAL DISCRIMINATION, AND RETALIATION

The University of Nevada, Las Vegas affirms that students and employees are entitled to an educational and employment environment
free from unlawful harassment or personal discrimination and expressly prohibits unlawful harassment or personal discrimination of
any individual among the university community engaged in educational or employment pursuits based on that individual's race, sex,
age, color, national origin, ethnicity, creed, religion, disability, sexual orientation, gender, marital status, pregnancy, veteran status, or
political affiliation. Further, no student or employee shall be subject to retaliation for bringing a good faith complaint pertaining to
unlawful harassment or personal discrimination or for protesting such behavior directed against another member of the university
community.

For more information concerning ways in which our multicultural learning community may be nurtured and protected or complaint
resolution procedures, contact the Committee for an Inclusive and Just University, the Office of Student Conduct, the Office of Human
Resources, or the Office of the Vice President for Diversity & Inclusion.

Effective April 1, 2007

David B. Ashley, President




UNIVERSITY OF NEVADA LAS VEGAS

UNIVERSITY OF NEVADA, LAS VEGAS
2007 EEO/AA PROGRAM

As a Federal contractor by virtue of its research and student financial aid programs pursuant to
41 CFR 60, the University of Nevada, Las Vegas undertakes an annual evaluation of the
representation of women and minorities among its employees in relation to the availability of
women and minorities in the labor market as part of its broader EEO/AA Program. While
fluctuations in the representation of women and minorities within our employee complement
occur naturally from year to year, the crux of EEO/AA planning is the comparison of the
University’s work force to the corresponding labor market.

General Purpose and Premise [41 CFR 60-2.10]

An affirmative action program is a management tool designed to ensure equal employment
opportunity. A central premise under-lying affirmative action is that, absent discrimination,
over time an employer’s work force will reflect the gender, racial, and ethnic profile of the
labor market in which the University recruits. Affirmative action programs are based on a
quantitative analysis of the employer’s work force in relation to relevant labor markets, as
summarized in the following sections.

In the simplest of terms, the objective of the University’s EEO/AA Program, over time, is for our
work force to look just like the labor market — that is, for the representation of women and
minorities at UNLV to reflect their labor market availability, job group by job group. By
updating our EEO/AA Program on an annual basis, the University is able to highlight the
progress we may have made in the past year as well as to identify where continuing improvement
is needed to achieve parity with labor market availability.

Comment on Plan Year

Prior to 2002, the University adopted an EEO/AA Plan on a calendar year basis. During the
OFCCP audit, the University converted to a fiscal year basis, so as to bring the University’s
EEO/AA Plan into compliance with 41 CFR 60 during the audit period. UNLYV filed two fiscal
year plans, for 2002-03 and for 2003-04.

In a higher education environment, a calendar year plan is significantly preferable to a fiscal year
plan for the purpose of EEO/AA planning for the following reasons:

= The Fall data set extracted for IPEDS and other external reports is the “cleanest” data set
available for both faculty and professional staff and represents the single most common
data set used for institutional reporting. To preclude confusion between or among



various institutional reports, it would be preferable for the EEO/AA plan to also be based
on the fall institutional reporting data set effective November 1 each year.

= More critically, the Fall data set is inclusive of all the previous academic year’s
recruitment activity for both faculty and professional staff — presenting the clearest
picture of progress the university may have made in the employment of women and
minorities. A summer data set, by contrast, is the least representative since employees
who have resigned or retired at the end of the academic term are deleted from the data
set, while new hires have yet to be added.

For these reasons, the University returned to a calendar year basis for the purpose of EEO/AA
planning, beginning with CY 2005. Additionally, beginning in 2006, the University adopted a
“data effective date” for its annual EEO/AA Plan to coincide with the Fall IPEDS data report
(November 1) to ensure consistent reporting across various functional areas over time.

Organizational Profile [41 CFR 60-2.11]

The simplest analysis undertaken in AA planning is to profile the University by identifying
staffing patterns of women and minorities in the aggregate, among various employee
complements, and among the departments and divisions of the institution to identify whether
women and minorities enjoy substantially equal access to employment throughout the
organization or whether barriers to equal employment opportunity exist within sectors of the
organization.

In the context of a total organization profile, it is pertinent to note that the representation of
women and minorities at UNLV has increased both in the aggregate and by major employee
complement over the past five years — both in the number of women and minorities, as well as in
the percentage representation of women and minorities — as illustrated in the following sections.

Overall Representation of Women and Minorities
As the University’s workforce has grown over the past five years, the representation of women

and minorities has not only kept pace with overall growth, but has increased in proportion to
total employment, as illustrated below.

Plan Total Number Percent Number Percent
Year Employees  Women Women Minorities Minorities
FY 02-03 2,337 1,098 47.0% 559 23.9%

FY 03-04 2,490 1,190 47.8% 644 25.9%
CY 2005 2,924 1,439 49.2% 819 28.0%
CY 2006 2,968 1,477 49.8% 866 29.2%
CY 2007 3,230 1,623 50.3% 1,000 31.0%

This trend represents a 7.0% increase in the percentage representation of women and a very
significant 29.7% increase in the percentage representation of minorities.






For these job groups, the University matches each job title within the job group to a
detailed Census occupation code. Using AA planning software (PeopleClick developed
by PRI Associates), we then extract labor market availability from the U.S. Census for
2000, for the national or local labor market, as appropriate. Availability for each job
group is then calculated by weighting the availability for each job title within the job
group (in relation to the proportion of incumbents within the job group) to determine the
final availability of women and minorities for each job group.

—> See Chart 1, Work Force & Availability Comparison for a summary profile of the percentage availability of
women and minorities for each job group, as reflected in reasonable recruitment areas for Plan years 2005,
2006, & 2007. [Appendix D, Availability Analysis, is on file in the Office of Human Resources.]

Comparing Incumbency to Availability [41 CFR 60-2.15]

After determining work force percentages and availability percentages, the next step in the AA
planning process, commonly referred to as utilization analysis, is to compare the work force
percentages to the availability percentages to determine whether women and minorities at
UNLYV are represented in proportion to their availability in the labor market. Underutilization
of women or minorities exists in a job group when the percentage of employees is less than the
percentage that would reasonably be expected by their availability — and where the difference in
the work force and availability percentages equates to at least one whole person.

The OFCCP’s definition of underutilization relies on a standard of reasonableness. Institutions
may select among three recognized standards: the any difference test, an 80% test, and a standard
deviations test. The University of Nevada, Las Vegas has adopted the most stringent of these
standards — the Any Difference Test — to guide our affirmative action planning. The Any
Difference Test documents whenever the representation of women or minorities among the
UNLV work force is at least one whole person less than the expected representation of these
groups in relation to their availability in the relevant labor market — by comparing the UNLV
work force percentage to the availability percentage and calculating the number of persons
UNLYV would need to recruit in order to bring the representation of women or minorities in the
job group into parity with the labor market.

While the succeeding sections of this report provided detailed analyses of the representation of
women and minorities in relation to labor market availability on a job group by job group basis,
it is relevant to note major findings in this section of the report with respect to areas of
continuing concern. Despite substantial institution-wide gains in the representation of both
women and minorities across all occupational categories over the past five years, continued
progress needs to be realized in a number of areas. These are briefly highlighted below and
documented in detail in subsequent sections of this report.

Representation of Women and Minorities Among Total Faculty

Among total faculty, women are represented at or above labor market availability in 15 out of 30
academic discipline areas, while minority faculty are represented at or above labor market
availability in 21 out of 30 discipline areas. In 2007, it is notable that both women and
minorities are represented among total faculty at or above labor market availability in the



Colleges and Schools of Business, Dental Medicine, Hotel Administration, and Law, as well as
the Graduate, Honors, & University Colleges. This represents the 2™ year in a row that women
and minorities were above market availability in all of the professional schools concurrently.

Representation of Women and Minorities among Tenured & Tenure-Track Faculty

Under OFCCP guidelines, the University analyzes total full-time faculty in relation to estimated
labor market availability — including visiting, in-residence, and affiliate faculty and lecturers.
While the presence of women or minority faculty in the classroom, regardless of employment
status, helps foster a diverse educational environment for our students, there is an understandable
concern on the part of women and minority faculty members as to whether women and
minorities are adequately represented among tenured and tenure-track faculty in relation to
market availability. For the first time in 2007, we have analyzed the representation of women
and minorities among tenured and tenure-track faculty, in addition to total faculty representation
submitted to the OFCCP in compliance with minimum EEO/AA plan requirements.

Among tenured & tenure track faculty, women are represented at or above labor market
availability in 13 out of 30 academic discipline areas, but continue to be represented below
market availability in 17 academic disciplines. These disciplines and the number of women
faculty that we would need to hire in relation to the current size of our faculty to reach parity
with labor market availability include the following disciplines.

Disciplines in which Women are Under-represented Among Tenure-Track Faculty

AHS Human/Health Sci (4) Liberal Arts English & Lit (5)

AHS Public Health (3) Liberal Arts Philosophy (1)

Business Business (8) Liberal Arts Political Science (1)

Business Economics (1) Liberal Arts Psychology (3)

Education Teacher Ed (6) Sciences Biological Sciences (3)
Education Other Education (4) Sciences Mathematics (4)

Engineering  Computer Science (3) Urban Affairs Comm Studies/Journalism (3)
Fine Arts Fine Arts (6) Urban Affairs  Counseling (1)

Fine Arts Architecture (1)

Among tenured & tenure-track faculty, minorities are represented at or above labor market
availability in 20 out of 30 academic disciplines, but continue to be represented below market
availability in ten academic disciplines. These disciplines and the number of minority faculty
that we would need to hire in relation to the current size of our faculty to reach parity with labor
market availability include the following disciplines.

Disciplines in which Minorities are Under-represented Among Tenure-Track Faculty

AHS Human/Health Sci (3) Liberal Arts Psychology (2)

Education Other Education (3) Liberal Arts Sociology (2)

Liberal Arts  English & Lit (1) Sciences Biological Sciences (1)
Liberal Arts  Philosophy (1) Urban Affairs Comm Studies/Journalism (1)

Liberal Arts  Political Sciences (1) Urban Affairs  Public Admin (1)
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Academic Deans, Chairs, and Search Committees should continue to give particular attention to
recruitment and outreach strategies that target women and minorities in these disciplines, as
envisioned in the University’s Target of Opportunity Program.

Representation of Hispanics among Professional & Classified Staff

Although total minority representation is generally at par with regional labor market availability,
the persistent under-representation of Hispanics among UNLV’s professional and classified work
force continues to present a special area of concern. The occupational categories in which
Hispanics are currently under-represented and the number of Hispanic employees we would need
to hire in relation to the current size of our workforce to reach parity with labor market
availability include:

Information Technology (4) Skilled Crafts (7)
Administrative Professionals (17) Service/Maintenance (5)
Office Support — Senior Level (5) Custodial/Grounds (33)

- See Chart 1, Work Force & Availability Comparison for a summary profile of job groups
with the work force percentages of women and minorities in each job group compared with
the availability percentages of women and minorities based on their respective labor market
availability for Plan Years 2005, 2006, & 2007.

The right-most column labeled “Mkt” shows the number of persons by which women or
minorities are currently represented above or below market availability. [Negative
numbers indicate those job groups where women or minorities are represented materially
less than labor market availability.]

[Appendix E, Utilization Analysis, is on file in the Office of Human Resources.]
Placement Goals [41 CFR 60-2.16]

OFCCP guidelines require the university to establish placement goals wherever the work force
percentage for women or minorities is materially less than the availability percentage for each
job group. Placement goals serve as objectives or targets for our subsequent recruitment
processes that should be reasonably attainable by means of applying every good faith effort to
reach out to qualified women and minority candidates in the labor market. Placement goals must
be at least equivalent to the labor market availability percentage for women and minorities in
those job groups where underutilization has been defined — committing the university to recruit
women or minorities in these job groups at rates which are at least equivalent to their availability
in the labor market.

Placement Goals for Women. The placement goals for women for 2007 are for women to

comprise at least the following percentages of new employees recruited during the year among
the following job groups in which women are currently underutilized:

11



Job Group Goal Job Group Goal
AHS HIth & Hum Sci >53% LA Philosophy > 18%
AHS Nursing > 9%6% LA Psychology > 47%
AHS Public Health > 61% Sci Biological Sci > 29%
Bus Business > 32%  Sci Math > 28%
Bus Economics > 22% UA Comm & Journ > 45%
ED Teacher Ed > 68%  Athletics > 29%
ED Other Ed > 58% Library > 85%
Eng Computer Sci > 31% Public Safety > 25%
FA Fine Arts > 38% Custodial & Grounds > 27T%
LA English & Lit > 57%

Placement Goal for Minorities. The placement goal for minorities for 2007 is for minorities to
comprise at least the following percentages of new employees recruited during the year among
the following job groups in which minorities are currently underutilized:

Job Group Goal Job Group Goal
AHS Hith & Hum Sci > 20% UA Commé& Journ > 13%
ED Other Ed > 22% UA Counseling > 24%
LA Philosophy > 12% UA Public Admin > 21%
LA Psychology > 16% Library > 16%
LA Sociology > 20%  Skilled Crafts > 30%
Sci Biological Sci > 23%

In recent years, the OFCCP has moved entirely away from numeric goals, requiring only that
placement goals be at least equivalent to the availability percentages for those job groups in
which women or minorities are under-represented in relation to labor market availability. This
emphasis on percentage goals reflects the repudiation of quotas or set-asides commonly adopted
in the early years of affirmative action planning as a means of increasing the representation of
women and minorities in the work force, but whose literal application resulted in some instances
of reverse discrimination against non-minority or male applicants. The OFCCP specifically
cautions that placement goals may not be rigid and inflexible quotas (which are expressly
forbidden); may not be considered as either a ceiling or a floor; may not create set-asides for
specific groups; and may not be used to “supersede merit selection principles.” Current OFCCP
guidance, thus, emphasizes that all affirmative action efforts must occur under the over-arching
umbrella of equal consideration for every candidate, regardless of personal demographics, noting
in particular that, “In all employment decisions, the (employer) must make selections in a
nondiscriminatory manner.” [41 CFR 60-2.16(3)(2)]

[Appendix F, Placement Goals, is on file in the Office of Human Resources.]
Diversity as an Institutional Goal

The OFCCP’s percentage placement goals will be recognized as transaction measures. By
requiring that the placement of women or minorities in job groups where they are currently
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underutilized at least match their availability in the labor market, the placement goal essentially
represents race or sex neutral recruitment. If women and minorities are recruited at least in
proportion to their labor market availability, it would be a fair observation that our current
recruitment processes were non-discriminatory with respect to race or sex.

How does UNLV address the historical underutilization of women or minorities in some of its
job groups — resulting from the cumulative effect of past recruitment patterns over several
decades? Is it enough that we assure that our current recruitment and employment practices are
non-discriminatory? Will this ever redress the extent to which historical practices may have had
an adverse effect on women or minorities — even if such practices were facially race and sex
neutral? Will recruitment parity ever achieve work force/labor market parity? Obviously, it will
not; at least not in the half-life of a typical higher education career.

While the OFCCP disclaims that placement goals are not intended to achieve proportional
representation or equal results [860-2.16(e)(3)], the OFCCP does affirm that “A central premise
underlying affirmative action is that, absent discrimination, over time, a contractor’s work force,
generally, will reflect the gender, racial, and ethnic profile of the labor pools from which the
contractor recruits and selects.” [§60-2.10(a)(1)] This affirmation is consistent with the stated
objective of the University’s EEO/AA Program for our work force to look just like the labor
market — that is, for the representation of women and minorities at UNLV to reflect their labor
market availability, job group by job group. This over-arching goal is an outcome measure
reflected in the University’s Mission and Goal Statements — and fully consistent with the
decisions of the U.S. Supreme Court in its pair of University of Michigan affirmative action
cases that affirmed the role and value of diversity in higher education.

In 2006, the University made a major commitment to support the recruitment of women and
minority candidates by adopting an express “preference among equals” in its EEO/AA policy
statement, which prefaces this report. “The University will extend a preference in hiring
among substantially equally qualified candidates to women or minority candidates in those
academic disciplines or departments in which women or minorities have historically been and
continue to be under-represented in relation to their availability in the labor market.”

Concurrently, the University undertook a major review of its “Target of Opportunity Hire
Program.” Like many institutions of higher education, UNLV’s target of opportunity program
over the years effectively resulted in a set-aside program which is not permitted under current
OFCCP guidelines or Federal case law — in which positions were allocated to departments
independent of student enroliment growth or curricular needs, in the event the department could
bring a minority candidate to the table. The revised and expanded “Target of Opportunity
Program” identifies a variety of recruitment strategies, consistent with OFCCP guidelines and
Federal law, that will foster the recruitment of women and minority candidates — including the
EEO/AA preference among equals (noted above). Additionally, funds that previously might
have been set aside to support “TOOH” lines, have been made available to support more
appropriate “TOP” recruitment strategies. [A copy of the UNLV Target of Opportunity Program
is included as a supplement to this report.]
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While OFCCP guidelines provide that workforce percentages, availability percentages, and
placement goals may all be set in relation to “total minority” data, it is often helpful for
administrators to be aware of detailed race and ethnicity data so we can develop a better sense of
whether our work force reflects the natural diversity of the labor market. For example, it is
possible for minorities to be represented at UNLV at or above labor market availability in a
given job group, but for certain race/ethnic groups to be underutilized within the same job group.
For example, in the School of Law, among total faculty, minorities are at par with labor market
availability. Among total minorities, however, detailed race/ethnicity data discloses that
Hispanics are three persons above market availability for Hispanics, while African Americans
are one person below market availability for African Americans and Asians are two persons
below market availability for Asians, respectively for these race/ethnic groups.

- See Chart 2, Incumbency v Estimated Availability Detail which shows the break down of total minority work
force percentages, availability percentages, and net utilization rates by race/ethnic category for 2006.

To facilitate a more accurate view of availability and underutilization, the university is able to
detail workforce and availability data by race/ethnic category, which discloses variation among
utilization rates.

Representation of African Americans

In 2006, African Americans were under-represented in eight of 45 job groups, totaling 13
employees. During 2006-7, under-representation of African Americans was eliminated in
Fine Arts, Sociology, and Teacher Education, but re-emerged in English & Literature,
Political Science, Psychology, Mathematics, Public Administration, and Library
Professionals. In 2007, African Americans are under-represented in 11 of 45 job groups,
totaling 15 employees, as listed below with the number of persons below presumptive labor
market availability.

AHS - Health & Hum Sci (1) LA - Psychology (1)

AHS — Nursing (1) Sci — Math (1)

Business — Business (2) UA — Public Admin (1)
Education — Other Ed (1) Library Professionals (1)
LA - English & Lit (1) Scientific & Health Pro (4)

LA — Political Sciences (1)
Representation of Hispanics

In 2006, Hispanics were under-represented in eight groups totaling 87 employees, even
though many of these job groups were represented at or above market availability in total
minorities. During 2006-7, under-representation of Hispanics was eliminated in Physical
Sciences, Library Professionals, but re-emerged in Health & Human Sciences and Criminal
Justice & Social Work. It is also notable that the under-representation of Hispanics in the
Office Support Senior Level job group was reduced from 16 to 5.
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In 2007, Hispanics are under-represented in eight job groups totaling 74 employees, as listed
below with the number of persons below presumptive labor market availability.

AHS - Health & Hum Sci (1) Office, Senior Level (5)
UA — Crim Justice & Soc WK (1) Skilled Crafts (7)
Administrative Professionals (18) Service/Maintenance (5)
Information Technology (4) Custodial/Grounds (33)

Representation of Asians

In 2006, Asians were under-represented in two job groups totaling three employees. During
2006-7, under-representation of Asians was eliminated in the Office Support Senior Level
job group, but re-emerged in Health & Human Sciences, Law, and Biological Sciences. In
2007, Asians are under-represented in five job groups totaling 10 employees, as listed below
with the number of persons below presumptive labor market availability.

AHS - Health & Hum Sci (3) Sci — Biological Sci (2)
Law (2) Office, Senior Level (5)
LA — English & Lit (1)

Representation of American Indians

In 2005, American Indians were under-represented in three of 45 job groups totaling five
employees. In 2006, American Indians are under-represented in two job groups totaling two
employees. During 2006-7, under-representation of American Indians re-emerged in the
Scientific & Health Professionals job group. In 2007, American Indians are under-
represented in three job groups totaling four employees, as listed below with the number of
persons below presumptive labor market availability.

Academic Support Prof (2)
Scientific & Health Prof (1)
Office, Senior Level (5)

Understanding Underutilization — Through Numbers, Pictures, & Words

While the OFCCP requires that the University determine placement goals in terms of availability
percentages for job groups in which women and minorities may be underutilized, the differing
size and proportion of various job groups to the university’s work force as a whole often makes it
difficult for administrators to comprehend how much work may be ahead of us to achieve labor
market parity — or to recognize material progress when it occurs. In an effort to promote greater
understanding of the nature and scope of underutilization at UNLV, the EEO/AA Plan presents
utilization data in three separate forms: numbers, pictures, and words.
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Numbers

The university translates the disparity between work force and availability percentages into the
number of women or minorities that the University would actually need to hire to achieve
parity with the labor market — given that the fundamental purpose of our EEO/AA Program,
over time, is for the University’s work force to reflect the demographics of the labor markets in
which we recruit.  Additionally, it is reasonable to compare work force and availability
percentages from one AA plan year to the next, so that administrators can better understand the
scope and impact that our EEO/AA Program is having on the composition and diversity of our
work force over time.

The charts and graphs which are enclosed at the end of this report show the work force and
availability percentages from Plan Years 2005, 2006, & 2007. For folks with an affinity for
numbers, these charts provide the raw data and percentages on which the University’s
availability analysis is predicated. In addition to workforce and availability percentages, the
right-most column shows the current number of women or minorities by which the UNLV work
force is above or below labor market availability.

Pictures

Second, for individuals who relate more to visual images than numerical formulations, the
subsequent graphs show availability and work force percentages for Plan Year 2006 compared to
Plan Year 2007 in vertical bar charts, by occupational category — first for women, then for
minorities. Reading from left to right (within each job group) the vertical bars display:

= Auvailability Percentage 2006 Left-most column for each group

= Work Force Percentage 2006 2" from left column for each group
= Availability Percentage 2007 3" from left column for each group
= Work Force Percentage 2007 Right-most column for each group

In this visual representation, it is immediately apparent whether our goal is being realized — if
the bar for work force percentage ‘stands equal to or taller than’ the bar for labor market
availability. Additionally, by juxtaposing 2006 and 2007 data on the same graph, it becomes
readily apparent whether we are making progress toward our goals and where we need to focus
better attention. Finally, the number in parentheses following the job group name in the legend
shows the actual number of women or minorities we would need to recruit to achieve labor
market parity in that job group — again providing a readily understandable framework for
administrators to better understand the scope and impact of our EEO/AA goals.

Words
For those individuals who relate more to plain language descriptions (rather than the numerical
tabulations or graphical representations of work force and availability percentages), the next

section, “Utilization Observations by Job Group,” offers narrative observations on the
utilization of women and minorities by EEO occupational categories and by job groups.
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Changes in representation among occupational categories are noted, as well as whether women
and minorities are represented above, below, or at par with labor market availability.

Additional Required Elements [41 CFR 60-2.17]

The section following Utilization Observations describes additional required elements of AA
Programs, as specified at 41 CFR 60-2.17, which include: (a) designation of responsibility, (b)
identification of problem areas, (c) action oriented-programs and other “good faith efforts,”
and (d) internal audit and reporting system.

EEO/AA Obligations to Special Disabled Veterans, Vietnam Era
Veterans, & Individuals with Disabilities [41 CFR 60-250 & 41 CFR 60-741]

The last section of this report describes additional EEO/AA obligations to special disabled
veterans, veterans of the Vietnam era, and individuals with disabilities in accordance with 41
CFR 60-250 and 41 CFR 60-371.

The University of Nevada, Las Vegas reaffirms its commitment to equality of educational and
employment opportunity in its relationships with all members of the university community and its
commitment to the elimination of any documented historical and continuing underutilization of
women and minorities among the student body or employee complement. The University of
Nevada, Las Vegas is committed to this program and is aware that with its implementation,
positive benefits will be received from the greater utilization and development of previously
underutilized human resources.

Analysis Complies with 41 CFR 60:

Date Sam Connally
Associate Vice President of Human Resources

Reviewed & Approved:

Date Juanita P. Fain
Vice President of Planning, Diversity & Chief of Staff

See Chart, Work Force & Availability Comparison for a statistical comparison from 2005 to 2007 between work
force and availability percentages in tabular form.

See Graph 1, Utilization of Women — Availability v. Work Force Percentages, 2006 & 2007, for a two-year
graphical comparison of availability and work force percentages.

See Graph 2, Utilization of Minorities — Availability v. Work Force Percentages, 2006 & 2007, for a two-year
graphical comparison of availability and work force percentages.

See Graphs 3 & 4, Utilization of Women and Minorities, respectively, Among Tenured and Tenure Track
Faculty for a comparison of the representation of total faculty and tenured and tenure-track faculty in relation to
market availability for 2007.
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