
 
 
September 1, 2007 
 
 
MEMORANDUM 
 
 
TO:  All UT Houston Faculty and Staff 
 
FROM: James T. Willerson, M.D. 
  President 
 
RE: Reaffirmation of The University of Texas Health Science Center at 

Houston’s Equal Opportunity/Affirmative Action Policy 
 
 
As we begin a new academic year, I reaffirm our commitment to ensuring a  
workplace that is free of discrimination through conformance with the following basic  
compliance statement: 
 
The University of Texas Health Science Center at Houston, as an Equal 
Opportunity/Affirmative Action Employer, seeks to attract qualified individuals of diverse 
backgrounds to its faculty, staff and student body. Accordingly, UT-Houston does not 
discriminate against any individual on the basis of race, color, religion, sex, sexual orientation, 
national or ethnic origin, age, disability, or veteran status in admissions, educational 
programs, or employment of faculty or staff. 
 
During the past seven years as president, I have been proud of our institution for many things, one 
being our ability to assemble a diverse workforce that is skilled in many disciplines.  This 
achievement has allowed us to become the acknowledged leader that we are in the treatment, 
cure, and prevention of the most common diseases of our time through education, research, and 
clinical practice.  The University is committed to applying every good faith effort to achieve full 
utilization of minorities and women in those segments of its workforce in which deficiencies may 
currently exist.  These efforts conform to all current legal and regulatory requirements and are 
consistent with University standards of quality and excellence. To assist in the goal of creating a 
more diverse workforce, I encourage you to continue to refer applicants to the University.  
 
As I prepare to leave the University, it is my wish that we all shall expand our efforts to build on 
each other’s ideas, expertise, values, styles, expressions, perspectives and experiences. All 
UTHSC-H faculty and staff must uphold these principles as core objectives to ensure compliance 
with the law and to convey respect to faculty, staff and students. Inquiries regarding our equal 
opportunity policies and diversity program for staff may be directed to J.T. Rayburn, Equal 
Employment Opportunity Advisor, Human Resources, 7000 Fannin Street, UCT 150, (713) 500-
3079.      
 
Human Resources is responsible for monitoring compliance with the federal and state laws 
related to equal employment, implementing and managing a diversity plan for staff, and 
educating the campus community of matters relating to equal opportunity and affirmative action.   



 
Your efforts and commitment in making The University of Texas Health Science Center at 
Houston a model for other academic medical centers is greatly appreciated. 
 

Executive Order 11246, as Amended
 
In keeping with University policy, The University of Texas Health Science Center at Houston 
maintains and practices positive programs without regard to race, color, religion, sex or national 
origin in all areas of human resources, including but not limited to recruitment, hiring, training, 
job assignment, promotion, compensation, transfers, reduction-in-forces, terminations and 
benefits. 
 
The University shall continue its proactive programs for the recruitment and advancement in 
employment of qualified women and members of minority groups. 
 
 

Rehabilitation Act of 1973, as Amended
 

The University reaffirms its policy of affirmative action and equal opportunity, under Sections 
503 and 504 of the above noted Act, to those disabled employees or prospective employees who 
are otherwise qualified to perform the duties of a job. 
 
 

Age Discrimination in Employment Act of 1967, as Amended
 

The University reaffirms its policy of equal opportunity to those employees or prospective 
employees who are at least forty (40) years of age or older. 
 
 

Americans with Disabilities Act of 1990 
 

The University reaffirms its policy of equal opportunity to those qualified applicants or 
employees with disabilities who are able to perform essential job functions with or without a 
reasonable accommodation. 
 
 

Civil Rights Act 1991
 

The University reaffirms its commitment in all employment practices including hiring, benefits 
and terms of employment. 
 

Sexual Harassment
 

The University reaffirms its policy that expressly prohibits sexual harassment. The University 
enforces zero tolerance of sexual harassment. Sexual harassment is defined as a form of sex 
discrimination and is illegal under Title VII of the Civil Rights Act of 1964 and Title IX of the 
Education Amendments of 1972. Unwelcome sexual advances, requests for sexual favors and 
other verbal, visual or physical conduct of a sexual nature constitute sexual harassment when: 
 

Submission to such conduct is made explicitly or implicitly a term or condition of an 
individuals employment or academic status; 



 
Submission to or rejection of such conduct by an individual is used as the basis for an 
employment decision or academic evaluation; or 
 
Such conduct has the purpose or effect of unreasonably interfering with an individuals 
work or academic performance or creating an intimidating, hostile or offensive work or 
academic environment. 

 
All members of The University of Texas Health Science Center at Houston community have the 
right to a place of employment free of sexual harassment. Your cooperation in preventing this 
type of conduct is essential. Individuals may file either formal or informal complaints regarding 
alleged incidents of sexual harassment with the appropriate administrator for each UT-Houston 
operating unit or with Human Resources.  The University will, when appropriate, take firm 
disciplinary action to assure that it meets its responsibilities. The University will also take 
measures to ensure the protection against reprisal by the accused in either an informal or formal 
sexual harassment complaint procedure. 
 
Any member of The University of Texas Health Science Center at Houston community who 
believes that he/she has been or is being subjected to sexual harassment is urged to immediately 
contact the appropriate administrative authority or Human Resources at (713) 500-3079. 
 



Executive Order 11246 Affirmative Action Plan
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Confidentiality Notice


Confidentiality Notice to the Office of Federal Contract Compliance Programs (OFCCP)

This Affirmative Action Program (AAP) contains substantial confidential information that is subject to the provisions of 18 USC Section 1905.  Chrysler Corp. v. Brown, 441 U.S. 281 (1979).

This AAP is the property of The University of Texas Health Science Center at Houston (UTHSC-Houston) and it is loaned to the Office of Federal Contract Compliance Programs (OFCCP), along with certain other materials requested by the OFCCP, on the condition that the government holds them totally confidential and not release copies to any person.  


Pursuant to 5 U.S.C. Sec. 552 UTHSC-Houston asserts that at least certain sections, exhibits, and compliance investigation files are exempt from the (FOIA) disclosure provisions.  Disclosure of AAP Section(s) 15, 18, 20 and 25 and the compliance investigation files would injure the business and financial position of the contractor, and would constitute an unwarranted invasion of the privacy of its employees.  Disclosure of the above information would also reveal valuable trade secrets and confidential commercial and financial information.

Notice is hereby given of a request pursuant to the regulations of the OFCCP that this AAP be kept confidential.


If the OFCCP or any other Federal agency is considering a request to release any portion of this AAP under the Freedom of Information Act, UTHSC-Houston asks that the government immediately notify UTHSC-Houston Office of Legal Affairs and Risk Management of any and all Freedom of Information Act requests received by the government or any other contemplated release of this AAP or any other information obtained by the government from UTHSC-Houston.


NOTE:  The term “Affirmative Action Program” or “AAP” includes its supporting appendixes, exhibits, documents, data, and all materials provided by UTHSC-Houston to the OFCCP or other governmental agency. 


Purpose


PURPOSE




In an effort to address under-representation of certain groups, this narrative of the 2007-2008 Affirmative Action Plan will move beyond simply an Affirmative Action Plan and will contain additional information and data to provide broader coverage of actual actions being taken by schools/departments to ensure that affirmative steps are taken to address under-representation of faculty and staff. This year's Plan contains changes that reflect a move to address all aspects of affirmative action and equal opportunity. It is hoped that this Plan will be a useful document for communicating efforts across the University, for recognizing good work, and for strategic planning. 


Ensuring affirmative action in access to the University whether as an employee or in the University's full array of programs and activities, relates to a number of the University's stated goals, among them:


• To attract and retain eminent faculty in order to provide the highest quality of instruction and leadership in research.  


• To strive for diversity in the faculty and staff and to promote international exchange of scholars. 


• To provide faculty and staff an atmosphere conducive to fellowship and understanding and to their constructive participation in the affairs of the University and the community at large.


• To expand educational opportunities for persons with special challenges such as minority status, physical disability, or ethnic heritage.


Fulfilling these goals requires the creation and maintenance of a working atmosphere of openness and inclusion. The University's commitment to equal opportunity and diversity are principles that anchor our actions and guide our choices for the future.


With this Plan, the Human Resource Department brings to UTHSC-H community a framework for self-assessment, action and change. The Plan is prepared in accordance with the requirements of Executive Order 11246, as amended and supplemented in federal law, as well as the requirements of Titles VI and VII of the Civil Rights Act of 1964; the Equal Pay Act of 1963; the Age Discrimination in Employment Act of 1967; the Higher Education Act of 1972, as amended; the Rehabilitation Act of 1973, Sections 503 and 504; the Vietnam Era Veterans Readjustment Assistance Act of 1974; the Americans with Disabilities Act of 1990; and the Civil Rights Act of 1991.


Reaffirmation


Policy Statement


Equal Employment Opportunity/


Affirmative Action


EQUAL EMPLOYMENT OPPORTUNITY / AFFIRMATIVE ACTION POLICY


The University of Texas Health Science Center at Houston (UTHSC-Houston) is an Equal Opportunity Employer and in accordance with state and federal law and regulations, will provide equal opportunity in all employment-related activities without regard for race, color, religion, sex, sexual orientation, national origin, age, disability, or veteran status. 


The University of Texas Health Science Center at Houston, as an Affirmative Action Employer and in accordance with state and federal laws and regulations, will maintain a positive program of affirmative action with regard to race and sex to ensure equality of employment in all personnel activities. 


The University shall take positive and affirmative action to ensure equality of employment in all personnel activities, including, but not limited to, recruitment, hiring, training, job assignment, promotion, compensation, transfer, termination, benefits and use of facilities.


The President, assisted by the Human Resources Department, shall monitor all activities and take such measures as are deemed necessary to accomplish equality of employment opportunity.


The University of Texas Health Science Center at Houston, as an Equal Opportunity Employer, accepts its obligation as a member of the community-at-large and as a government contractor and shall continue to enhance its positive program of affirmative action to ensure equal employment opportunities for all.


In keeping with the university’s policy of Equal Employment Opportunity and Executive Order 11246, as amended, UTHSC-Houston maintains and practices a positive program in all areas of personnel, including but not limited to the following:


Recruitment, hiring and promotion for all job classifications will be effected without regard to race, religion, sex, color, national origin, age, disability, or veteran status.


Decisions of employment are based on the principle of Equal Employment by imposing only valid requirements for hiring and promotional opportunities.


All personnel actions such as compensation, benefits, transfers, layoffs, sponsored training, recruitment, and recruitment advertising will be administered equally.

AFFIRMATIVE ACTION PROGRAM POLICY STATEMENT


It is the policy of The University of Texas Health Science Center at Houston to ensure equality of opportunity for all persons employed or seeking employment without regard to race, religion, sex, color, national origin, age, disability, or veteran status.  Affirmative Action programs will be undertaken in those job categories where women and minorities are underrepresented.  All advertising in newspapers, professional and specialty journals will include the statement "The University of Texas Health Science Center at Houston is an equal opportunity employer.  Women, minorities, disabled and veterans are encouraged to apply."  


Definitions of Terms, Laws, Orders, and


Regulations


DEFINITION OF TERMS, LAWS ORDERS AND REGULATIONS


Explanation of Terms


Affirmative Action -- Affirmative Action requires an employer to do more than to assure employment neutrality. Affirmative Action is a positive approach undertaken to overcome the effects of past discrimination; it ensures that all employees and prospective employees are afforded equal employment opportunities, and it requires employers to make a “good faith” effort to recruit, employ and promote qualified members of groups formerly excluded.


Affirmative Action Plan -- Section 60-2.10 defines an Affirmative Action Plan as “a set of specific and results-oriented procedures to which a contractor commits itself to apply every good faith effort to achieve prompt and full representation of minorities and women, at all levels and in all segments of the workforce where deficiencies exists.” 


Workforce Analysis -- A Workforce Analysis is a compilation of tables which together reflect the sex, race and ethnic characteristics of the entire workforce arranged by organizational unit, career path and job title.  An organizational unit is a group of employees, which works in a department.  A career path is an identifiable line of typical promotion or job progression within the organizational unit.  


Job Group Analysis -- A Job Group Analysis is a “snapshot” of the workforce.  This statistical portion of the Affirmative Action Plan can help identify whether minorities and females are concentrated in lower level, lower paying jobs within the organization.


Availability Analysis -- Availability Analysis is a statistical calculation of the percentage of females and minorities that would be expected to be found in an employer’s workforce.  The calculation is based on percentages of females and minorities in the population, in the labor force, unemployed, possessing the requisite skills, and in the employer’s workforce. 


Incumbency Analysis -- Incumbency Analysis involves comparison of the actual employment of minorities and women from the Job Group Analysis with availability of minorities and women from the Availability Analysis to determine if minorities or women are “under-represented” in any job group.  Under-representation is “having fewer minorities or women in a particular group than would reasonably be expected by their availability.”


Goals -- Goals are estimated numerical projections to correct under-representation of minorities and women.  The annual percentage goal is to be set for each job group and should equal the availability of women and minorities.


DEFINITION OF TERMS, LAWS ORDERS AND REGULATIONS (continued)


Race/Ethnic Groups


White, non-Hispanic -- A person having origins in any of the original peoples of Europe, North Africa, or the Middle East.


African-American, Black, non-Hispanic -- A person having origins in any of the black racial groups of Africa.


Hispanic or Latino -- A person of Mexican, Puerto Rican, Cuban, Central or South American, or other Spanish culture or origin, regardless of race.


Asian or Pacific Islander -- A person having origins in any of the original peoples of the Far East, Southeast Asia, the Indian Sub-continent or Pacific Islands.  Also included are people from China, Japan, Korea, the Philippine Islands, Samoa, India, Pakistan, Bangladesh, Sri Lanka, Nepal, Sikkim and Bhutan.


Native American, American Indian or Alaskan Native -- A person having origins in any of the original peoples of North America or who maintains cultural identification through tribal affiliation or community recognition.


Laws, Orders and Regulations


Equal Pay Act of 1963 – Requires employers subject to the Fair Labor Standards Act (FLSA) to pay equal wages to men and women performing similar work.  Factors used to compare similarity of work include knowledge, skills, effort, and level of responsibility required in the position.


Title VI of the Civil Rights Act of 1964, as Amended – Prohibits entities that receive Federal financial assistance from discriminating on the basis of race, color, or national origin. 


Title VII of the Civil Rights Act of 1964 – Prohibits discrimination in employment based on race, color, gender, religion or national origin. 


The Age Discrimination in Employment Act of 1967 (ADEA) – Prohibits employers from discriminating against an individual of the age of 40 years or over with respect to compensation, terms, conditions or privileges of employment.  There is no affirmative action obligation required.


Title IX of the Education Amendments of 1972 -- Prohibits discrimination on the basis of gender in programs receiving Federal financial assistance.


DEFINITION OF TERMS, LAWS ORDERS AND REGULATIONS (continued)


Rehabilitation Act of 1973 — Prevents employers from refusing to hire or promote handicapped persons solely because of a disability and applies only to employers who receive Federal funds.


The Jobs for Veterans Act of 2002 -- Requires affirmative action for disabled veteran, recently separated veteran, other protected veteran, or Armed Forces service medal veteran.


Americans with Disabilities Act of 1990 (ADA) – Prohibits employment discrimination against qualified persons with disabilities.  It requires that public places offer services and make accommodations so that it may be usable and accessible for all people.  It also provides for reasonable accommodation in employment.


Civil Rights Act of 1991 -- Amended the Civil Rights Act of 1964 to strengthen and improve Federal civil rights laws, to provide for damages in cases of intentional employment discrimination, to clarify provisions regarding disparate impact actions, and provides for jury trials. 

Family Medical Leave Act of 1993 (FMLA) – Requires that employers provide unpaid, job-protected leave up to 12 weeks a year for serious medical conditions or child birth/adoption. 


Executive Order 11246, as amended by 11375 – Prohibits discrimination on the basis of race, gender, religion, color, and national origin by Federal contractors with 50 or employees or more and contracts in excess of $50,000.  The order includes affirmative action requirements.


Executive Order 11141 – Prohibits age discrimination in general by Federal contractors.


Revised Order No. 4 – Refers to regulations first issued in 1971 by the Office of Federal Contract Compliance of the Department of Labor to implement affirmative action programs pursuant to Section 201 of the Executive Order 11246.  These regulations amended Chapter 60 or Title 41 of the Code of Federal Regulations by adding sections setting forth requirements and guidelines for affirmative action programs.


Responsibility for Administration and Implementation of the 


Affirmative Action Program


RESPONSIBILITY FOR ADMINISTRATION AND IMPLEMENTATION


I.
The Office of the President and the Chief Operating Officer along with the Chief Human Resources Officer is responsible for:


A.
Enforcing University policies designed to achieve equality of employment opportunities.


B.
Approving timetables for achieving the goals established by the University's Affirmative Action Program.


C.
Ensuring that all levels of University supervision are kept informed about the necessity for equality of employment opportunities.


D.
Reviewing the operation of the Affirmative Action Program to ensure that the University's efforts effectively move toward the accomplishment of goals and that such remedial action as may be necessary are taken.


II.
The Human Resources Department is the focal point for the Equal Opportunity effort and is responsible for the day-to-day operation of the Affirmative Action Program.  Responsibilities include:


A.
Recommending policies and procedures appropriate to achieve equal opportunity.


B.
Implementing approved policies and procedures to achieve equal opportunity.


C.
Certifying that documents relating to employment, promotion and transfer are in accord with equal opportunity policies and procedures.


D.
Assisting in the development of goals and efforts regarding the employment and representation of members of minority groups in the organization of the University.


E.
Developing and maintaining quantitative data reflecting the employment policies of The University of Texas Health Science Center at Houston.  


F.
Analyzing and identifying deficiencies in the representation of members of minority groups and recommending programs designed to correct such deficiencies.


G.
Monitoring personnel records and other pertinent statistical information in order to determine possible deficiencies and to assure the uniform application of equal opportunity.  


RESPONSIBILITY FOR ADMINISTRATION AND IMPLEMENTATION (continued)


H.
Investigating possible deficiencies by interviews with supervisors and managers and initiating actions designed to correct any deficiencies.


I.
Developing and applying effective methods for internal and external dissemination of information regarding the Affirmative Action Program.


J.
Working with supervisory personnel to improve methods of recruitment and placement of women and members of minority groups.


K.
Developing and directing appropriate programs for supervisors and employees regarding the Affirmative Action Program.


L.
Developing, when feasible, programs designed to upgrade the capabilities of women and members of minority groups employed by The University of Texas Health Science Center at Houston.  


M.
Serving as liaison between The University of Texas Health Science Center at Houston and enforcement agencies.


N.
Serving as liaison with those organizations and resources external to The University of Texas Health Science Center at Houston which are concerned with equal opportunity for women and members of minority groups.


O.
Identifying and helping to attract increased numbers of qualified applicants, particularly those from traditionally underrepresented groups, to faculty and staff with respect to equal opportunity issues.


III.
The Deans, Directors and Chairpersons of Academic Components and Heads of Major Non-Academic Staff Units are responsible for:


A.
Making progress reports to immediate supervisors regarding the status of Affirmative Action Program goals.


B.
Studying ways and means of reducing or overcoming any numerical under representation and of correcting any problems that may exist in order to improve the representation of women and members of minority groups within their respective units.  Such activities may include but are not limited to the following:


1.
Recruiting, hiring and promoting women and members of minority groups with special emphasis in job categories where a numerical under-representation has been identified.


RESPONSIBILITY FOR ADMINISTRATION AND IMPLEMENTATION (continued)


2.
Reviewing the qualifications of women and members of minority groups to ensure that all persons receive equal opportunities for transfer and promotion.


3.
Including women and members of minority groups in significant or important committee or job assignments or other activities that might serve to enhance individual potential or value.


4. Encouraging, supporting and cooperating with women and minority-group employees in pertinent education, training or development programs.


C. Holding regular discussions, reviewing reports about the progress toward accomplishing goals and taking action as necessary to correct deficiencies that may be found in the Affirmative Action Program. 


D. Applying reasonable efforts to provide a working environment that will foster the spirit of equal opportunity.


IV. All employees are individually responsible for:


A. Supporting the equal opportunity policy of The University of Texas Health Science Center at Houston.


B.
Supporting affirmative action efforts implemented by The University of Texas Health Science Center at Houston to improve the employment and representation of women and members of minority groups.


Internal Dissemination


INTERNAL DISSEMINATION


The University of Texas Health Science Center at Houston takes appropriate steps to internally disseminate information concerning equal employment opportunity policies and programs.  Human Resources is responsible for the internal dissemination of such information.  


I.
The Equal Employment Opportunity Policy, as approved by the President, is included in policy manuals.


II.
The Equal Employment Opportunity Policy, as approved by the President, is sent to all employees each year.


III.
Required governmental Equal Employment Opportunity posters have been posted within the facilities.


IV.
A summary of The University of Texas Health Science Center at Houston’s statement on Equal Employment Opportunity is among materials given to each new academic and non-academic employee.


V.
The Equal Employment Opportunity policy is contained in the Handbook of Operating Procedures (HOOP) that is available to all academic and non-academic employees.


VI.
Periodic meetings of the administrative officers, deans, directors and chairpersons of academic areas and supervisors of non-academic staff units are held to enhance awareness and understanding of The University of Texas Health Science Center at Houston equal opportunity obligations and of its commitment to its Affirmative Action Program. Such meetings emphasize individual responsibilities and obligations of the various levels of supervision.  


VII.
Significant developments that occur in the Equal Employment Opportunity area, including litigation, opinions issued by the Equal Employment Opportunity Commission, etc., are summarized and distributed to persons affected.


VIII.
Copies of the total Affirmative Action Plan are available in Human Resources.  Each school and/or operating unit will be furnished with placement goals as they relate to those particular areas.


IX.
Appropriate publications of The University of Texas Health Science Center at Houston feature the policy and practice of equal employment opportunity.  When pictures of employees are used, they will include both minority and non-minority men and women.  


External Dissemination


EXTERNAL DISSEMINATION


The University of Texas Health Science Center at Houston takes the following steps to externally disseminate information concerning its equal employment opportunity policies and programs.


I.
Employment application forms and other materials provided to prospective employees include the notice that The University of Texas Health Science Center at Houston is an equal opportunity employer.


II.
Advertisements for employment indicate that The University of Texas Health Science Center at Houston is an equal opportunity employer.


III.
Persons engaged in recruiting disseminate The University of Texas Health Science Center at Houston position on equal employment opportunities to prospective employees.  


IV.
Recruitment sources are notified of the University's policy on equal employment.


V.
The equal opportunity clause appears on all purchase orders, leases, contracts, etc., covered by Executive Order 11246, as amended, and its implementing regulations.


VI
Vendors and suppliers are notified of their obligations under Executive Order 11246, as amended, and its implementing regulations.


VII.
Minority and women's organizations, community agencies and community leaders are informed, as appropriate, of The University of Texas Health Science Center at Houston policy of equal opportunity employment.


VIII.
When pictures of employees are used in advertising, both women and members of minority groups are shown.


Internal Audit and Reporting Systems


INTERNAL AUDIT AND REPORTING SYSTEMS


I.
The Affirmative Action Program of The University of Texas Health Science Center at Houston is a positive approach to providing equal employment opportunity for its employees.  To ensure that the Affirmative Action Program remains viable and effective, the Program includes internal audit and reporting systems which:


A.
Monitor applicant flow, hires, promotions and terminations to measure the effectiveness of the affirmative action to which The University of Texas Health Science Center at Houston is committed;


B.
Provide the data necessary to compare efforts with goals and evaluate results;


C.
Measure the effectiveness of the Affirmative Action Plan at various intervals in time, identify problem areas and highlight need for revision and/or remedial program planning and implementation;


D.
Provide data on program status for review with academic and non-academic heads;


E.
Periodically brief the President on the effectiveness of current programs and proposals for program changes or revisions.


II.
Computerized reports are generated to implement the above described auditing system.


A.
Applicant Report - This report identifies the applicant flow by race and sex for classified positions.  It charts the effectiveness of Classified recruiting programs and ensures that equity is being maintained.  This report is prepared on a yearly basis by Human Resources.  The report is used to determine adverse impact.


B.
Annual Report to the President - This report summarizes the employment, promotion and separation activity for The University of Texas Health Science Center at Houston on an annual basis.  In addition, the current status (percentage) of each EEO-6 category is compared to the availability data for that category.  This comparison is made for each operating unit within The University of Texas Health Science Center at Houston.  This report is prepared by Human Resources and forwarded to the President, Executive Vice President for Administration and Finance, Executive Vice President of Academic Affairs, Executive Vice President of Research Affairs, VP Chief HR Officer, and Deans for their review and evaluation.


Statement Regarding


Recruitment of


Part-Time Faculty


STATEMENT REGARDING RECRUITMENT OF PART-TIME FACULTY


The representation of part-time faculty members is perhaps unique to The University of Texas Health Science Center at Houston.  It is difficult to determine needs or establish goals to achieve employment parity based upon availability statistics.  

The part-time faculty at UTHSC-Houston are professional practitioners in the Houston area who are attracted to the Health Science Center because of their interest in the education of health care professionals.  This is particularly true in the Medical School and Dental Branch.  

We do not actively recruit for part-time faculty members.  However, we affirm that we will make every good faith effort to achieve our indicated employment parity.  On an annual basis, we list our anticipated needs with local professional associations such as the Harris County Medical Society; the Houston Dental Society; and the Texas Nurses Association, District 9, Houston area, with particular emphasis given to attracting and employing female and minority practitioners.


Employee Data


Work Force Analysis


Faculty


Executive/Administrative Managerial


Professional Non-Faculty


Secretarial/Clerical


Technical/ Para-Professional


Skilled Crafts


Service Maintenance 


WORK FORCE ANALYSIS

For the purpose of conducting meaningful workforce analysis the university’s employees are first grouped by occupational duties that have broad similarities. Thus, a job category cuts across department lines and classifies employees together who perform similar duties that require similar skills.  This category is then broken down further into organizational units, or job groups, that place positions with more similar tasks together.  This job group is the unit used for workforce analysis against availability statistics found in the 2000 US Census.  


Job groups consist of one or more job titles having similar content, requiring similar skills, and receiving similar compensation.  Within each job group, job titles that show under-representation (using the 80% comparison rule) of women and minority groups based on the availability, Human Resources will take affirmative action to remedy the problem.  The EO Advisor along with the deans, administrators, and hiring managers will identify a methodology to recruit and hire women and minority applicants into the appropriate areas.


Where there may be possible adverse impact for women and minority groups in regard to personnel decisions such as selection, transfer, promotion, termination, and compensation, the EO Advisor along with the deans, administrators, and hiring managers will further analyze and confirm whether disparate impact does exist.  Such confirmation activities include further investigation into individual personnel files and examining performance evaluations, relevant years of experience in a particular job, relevant education and tenure at UTHSC-H personnel practices, the EO Advisor will make recommendations to the individual department or UTHSC-H component to take corrective, remedial action, to be enforced by the Office of the President.

EEO Job Categories and Groups 


1) Job Categories


There are currently seven EEO categories.  The categories are as follows: 


01 – Executive/Administrative/Managerial (EAM)


02 – Faculty


03 – Professional Non-Faculty 


04 – Clerical/Secretarial


05 – Technical/Paraprofessional


06 – Skilled Craft


07 – Public Safety Staff & Service Workers and Semi-Skilled Workers


01 Executive/Administrative/Managerial (EAM)


Includes persons whose assignments require primary responsibility for management of the institution.  Incumbents exercise a large amount of discretion and independent judgment.  This category includes President, Vice President, Associate and Assistant Vice President, Dean, Associate and Assistant Dean.


02 Faculty


Includes persons whose specific assignments are to conduct instruction, research and who hold academic-rank titles of professor, associate professor, assistant professor, instructor, or lecturer or equivalent.  Student Teachers and Research Assistants are not included in this group.

03 Professional Non-Faculty


Includes persons whose assignments would require either a college degree or experience of such kind and amount as to provide a comparable background.  


04 Clerical/Secretarial


Includes persons who assignments are typically associated with clerical activities. Responsible for internal and external communications, recording and retrieval of data and/or information.


05 Technical/Paraprofessional


Includes persons whose assignments require specialized knowledge or experience that may be obtained through a two-year technical school or equivalent on the job training and/or assignments which are “occupational-activity” in nature and which may require 

some state licensure (licensed vocational nurses, etc.). Also included are those involved in a support role, requiring less formalized training and experience.

06 Skilled Crafts


Includes persons whose assignments typically require special manual skills and a thorough comprehensive knowledge of processes involved in the work acquired through on-the-job training and experiences like apprenticeships.


07 Service Workers and Semi-skilled Crafts


Includes persons who perform both protective and non-protective service to the institution.  This includes those with formalized training, police officers and detectives and those without formalized training, custodial and grounds.


WORK FORCE ANALYSIS (continued)


2) Job Groups

120 Academic EAM (Executive, Administrative, Managerial)


130
Non-Academic EAM


210
Professor


220
Associate Professor


230
Assistant Professor


240
Instructor/Lecturer


250
Adjunct Faculty


310
Medical Scientist


320
Engineering Professional


321
Staff Nurse


322
Medical Professional


330
Research Scientist


340
Mgmt/Financial Professional


341
Computer Programmer/Analyst


342
Human Resource Professional


344
Program Coordinator


350 Educational Professional


360
Information Professional


370
Attorney


380
Media Specialist


410
Executive Assistant


420
Senior Support Staff


430
Support Staff


440
Clerical


510
Research Assistant


520
Laboratory Technician


530
Patient Care Assistant


540
Engineering Technician


600
Skilled Craft


700
Service Maintenance


750
Police Officers


760
Guards, PD


Work Force Analysis Summary


Job Group Analysis

Availability Analysis

Availability and Representation Analysis


In accordance with 41C.F.R. Section 60.2.11(b), the University of Texas Health Science Center at Houston has performed an representation analysis in an effort to determine if minorities and women are under-represented in the workforce.


The University conducted an availability analysis by extracting personnel data from its Peoplesoft Human Resources System and importing it into AA Planner 6.2 Software purchased from Peopleclick, Inc.  The data used for the analysis is from the 2000 census.  The analysis includes a profile of the workforce by sex and race with job groups ranked from highest to lowest salary range within the institution.


Under-representation is defined as having fewer minorities or women in job groups that would reasonably or statistically be expected by their availabilities for such positions.  The declaration of under-representation does not amount to an admission of impermissible conduct.  It is neither a finding of discrimination nor a finding of lack of affirmative action efforts.  Comparatively, under-representation is a technical targeting term used exclusively by affirmative action planners who make comprehensive efforts to increase in the future, the percentage representation of minorities and women in the workforce.


To determine and make evaluations based on availability and representation rates, the number of qualified persons available is compared to the rate at which each minority group is represented, articulated as a percentage.  The percentage of availability of women and minority groups within a job group is defined, for the purpose of this analysis, as those who meet minimum qualifications for a specific job within the recruitment area for UTHSC-H.  Additionally, availability rates also include women and minorities in each job group who possess the requisite knowledge, skills and abilities (KSAs) to perform a job and are considered promotable, transferable, and trainable within the organization.  


In the analysis process, within each job group, job titles that show under-representation (using the 80% comparison rule) of women and minority groups based on the availability, Human Resources will take affirmative action to remedy the problem.  The EO Advisor , along with the deans, administrators,  and hiring managers, will identify methodology to recruit and hire women and minority applicants into the appropriate areas. If the percentage of women and minorities in a particular job group is less than would be reasonably be expected, given the availability within UTHSC-H’s recruitment area, UTHSC-H will establish specific placement goals on an annual basis.


Incumbency vs. Availability Analysis/Goals and Timetables


Faculty


Executive/Administrative Managerial


Professional Non-Faculty


Secretarial/Clerical


Technical/ Para-Professional


Skilled Crafts


Service Maintenance 


INCUMBENCY ANALYSIS


The University of Texas Health Science Center at Houston employs approximately 5200 people.  Many of these individuals are student employees and their employment is based on their student status so they do not receive benefits.  As such, the student employment data is not analyzed. The data presented in this affirmative action plan covers benefits eligible employees only.


For staff jobs, related job titles have been assembled in job groups in order to build a total sufficient to permit valid comparisons with appropriate external availability figures as reflected in 2000 Census categories.  To select the most appropriate availability measure(s) for each job group, the plan identifies the external or internal source(s) from which candidates are drawn, based on the knowledge and experience of selecting officials.  


The faculty representation analysis covers tenure, tenure-track, non-tenure track, including adjunct, visiting and research faculty, but does not include teaching assistants.  These individuals are not benefits eligible and their employment is based on their student status.  


For positions ranging upward from blue collar through mid-level administrative, technical, and professional positions, the recruitment area is local, that is, Greater Houston Primary Metropolitan Statistical Area (PMSA) and/or Houston-Brazoria-Galveston Consolidated Metropolitan Statistical Area (CMSA).  Recruitment for top-level administrative positions and faculty members is a mix of internal, local, and national sources. 


In reviewing and evaluating these numbers and the goals flowing from them, it is important to note that 2000 Census figures have been used as availability measures. The proportion of minorities and women in the labor force in positions higher than entry level increases year by year; current figures, if available, would no doubt be higher than the levels presented here.  


The detailed Incumbency Analysis (found in the Incumbency Analysis section) displays the various job groups.

Determination of Availability

The OFCCP defines under-representation as “having fewer minorities or women in a particular job group than would reasonably be expected by the availability.”  The regulation then lists two factors, which, at a minimum, the university must “consider” in determining whether under-representation exists for minorities or women. 


These factors are:


1) The general availability of minorities/women having requisite skills in an area in which the university can reasonably recruit


2) The availability of promotable and transferable minorities/women within the university


Establishment of Goals and Objectives 


Placement goals serve as objectives or targets reasonably attainable by means of applying every good faith effort to make all aspects of the entire affirmative action program work.  Placement goals also are used to measure progress toward achieving equal employment opportunity.  


The incumbency analysis reveals under-representation in a number of faculty and staff groups, calling for goals in these categories.  Goals can be expressed in many ways.  For this plan, goals are and presented as a percentage annual placement goal equal to the availability figure derived for women or minorities, as appropriate for that job group.  

IDENTIFICATION OF PROBLEM AREAS FY 07-08

For the purpose of the affirmative action component of this Plan, a problem area is one in which there is an under-representation of women or minorities in a particular job group and organizational unit, meaning that there are fewer minorities or women in that group than would reasonably be expected by their availability. The tables below illustrate the under-representation for the University of Texas Health Science Center at Houston.  This plan does not identify the problem areas for each school or operating unit.  However, each area that is identified after further review will be identified and provided annual placement goals for their perspective areas.  


A. Problem Areas


I.  Females


Under-representation of women is found in the following areas: 


		Job Group

		Incumbents (#)

		Incumbency (%)

		Availability (%)

		Expected Incumbents



		210 – Professors




		51

		23.1

		35.3

		78



		530 – Patient Care Assistants




		85

		58.2

		89.2

		130



		540 – Engineering Technician




		2

		12.5

		42.0

		6





II.  Blacks


Under-representation of Blacks is found in the following areas:


		Job Group

		Incumbents (#)

		Incumbency (%)

		Availability (%)

		Expected Incumbents



		210 – Professors




		1

		0.5

		3.6

		7



		220 – Associate Professors




		8

		2.8

		4.6

		13



		310 – Medical Scientist



		9

		2.9

		4.0

		12



		341 – Computer Programmer/Analyst



		14

		8.8

		12.0

		19



		360 – Information Professional



		6

		11.5

		18.7

		9



		510 – Research Assistant




		18

		8.0

		10.3

		23



		550 – Health Technicians



		0



		0.0

		29.8

		4





III.  Hispanics


Under-representation of Hispanics is found in the following areas:


		Job Group

		Incumbents (#)

		Incumbency (%)

		Availability (%)

		Expected Incumbents



		322 – Medical Professional




		20

		13.7

		19.6

		28



		342–Human Resources Professional




		3

		10.7

		16.4

		4



		350 – Educational Professional




		1

		1.9

		15.4

		8



		410 – Executive Assistant




		17

		14.5

		23.4

		27



		600 – Skilled Craft




		20

		23.0

		37.0

		32



		700 – Service Maintenance




		2

		13.3

		41.6

		6





IV.  Asians


Under-representation of Asians is found in the following areas:


		Job Group

		Incumbents (#)

		Incumbency (%)

		Availability (%)

		Expected Incumbents



		210 – Professor




		20

		8.6

		13.1

		28



		410 – Executive Assistant

		1

		0.9

		4.1

		4





V.  American Indian



Under-representation of American Indian is found in the following areas:


		Job Group

		Incumbents (#)

		Incumbency (%)

		Availability (%)

		Expected Incumbents



		310 – Medical Scientist




		0

		0.0

		0.4

		1



		321 – Staff Nurse




		0

		0.0

		0.6

		1



		322 – Medical Professional



		0

		0.0

		0.8

		1



		340 – Mgt/Financial Professional




		0

		0.0

		0.3

		1



		341 – Computer Programmer/Analyst



		0

		0.0



		0.8

		1



		440 – Clerical




		0

		0.0

		0.4

		1



		510 – Research Assistant




		0

		0.0

		0.9

		1



		530 – Patient Care Assistant




		0

		0.0

		0.7

		1





Employment Activity


Accession Analysis


Promotion Analysis


Separation Analysis


Ending Workforce Analysis


EMPLOYMENT ACTIVITY


The University of Texas Health Science Center at Houston has conducted an in-depth analysis of its total employment process to determine whether and where any impediments to equal employment opportunity exist based on its evaluation of employment activity.


These analyses are done periodically and statistical compilations are performed at least annually for selection decisions made in the prior AAP Year.


UTHSC-Houston is committed to equal opportunity and affirmative action in all employment practices, including recruitment and selection of staff. It is the policy of UTHSC-Houston that recruitment and selection of candidates for vacant positions will be conducted in accordance with applicable statutes, regulations, and policies of the University, and is consistent with the principles of equal employment and affirmative action.


The University provides adequate notice of all staff vacancies to current employees and other interested parties outside the University community, in order to ensure the widest possible dissemination. Only in unusual or hardship cases will a "waiver of posting" be permitted. All requests for posting waivers must be approved by the Chief Human Resources Officer. 


Job Descriptions


When a staff job vacancy occurs, the Human Resources Department (HR) and the ultimate hiring department review the existing job description for the position in question. The purpose of the review is to: 1.) determine whether the requirements of the job being filled are, in fact, accurately reflected in the job description and to make necessary corrections and/or changes where needed; 2.) ensure that the wage and salary classification and rate range is appropriate; and 3.) assure that the skill level, experience, and educational requirements are job-related and would not be expected to adversely impact minority or female candidates.


Screening and Referral


Applicant screening for skills, experience and education is conducted by the recruitment section of the Human Resources Department. Based upon the results of this evaluation, a qualified applicant pool is established. Candidates must meet or exceed the advertised minimum requirements of the posted vacancy in order to be considered in the applicant pool. When there is a qualified candidate within the hiring department with an interest in being considered for a position, that person must notify the hiring manager of their interest. 


The HR recruiter forwards to the hiring department applications and/or resumes for candidates meeting the minimum requirements of the job vacancy. The department official responsible for making the hiring decision maintains contact with the HR recruiter during the referral stage, to ensure that the review of credentials, selection of candidates for interviews and final determination of the best qualified candidate, is consistent with established employment practices.


The hiring department is responsible for scheduling all appointments for interviews with the candidates they determine to be the best match with the posted job requirements. Once the hiring department has determined the best-qualified candidate for the vacancy, the hiring manager contacts the HR recruiter to discuss his/her decision, request for the HR recruiter to coordinate the reference checking process, and to determine the salary to be offered. No salary commitment can be made by the hiring department before discussing the rate with the HR recruiter monitoring the vacancy. All salary offers above the hiring rate range must be reviewed by the Human Resources Department compensation section.


After the final decision is made and upon completion of the reference checks, mutual agreement between the HR recruiter and the hiring manager of the offer amount, the HR recruiter will extend the official job offer. Applicants who do not provide a signed application cannot be extended an offer for employment. The employment application states, “. . . any offer of employment is contingent upon satisfactorily meeting all applicable pre-employment requirements, such as references and/or security 


checks . . .” 


Should the candidate accept an offer for employment, a confirmation letter detailing the pertinent information (i.e. position, employment date, salary, etc.) is provided to the prospective new hire. It is the responsibility of the hiring department to notify all applicants who were interviewed of their non-selection.  All supporting documentation related to the screening, referral, and hiring process should reflect that the job search was conducted in accordance with established University policies, and that the best qualified candidate was selected. All correspondence, including the applicant referral form, will be returned to the Human Resources Department recruitment section for retention in accordance with the UTHSC-Houston retention guidelines.


Recruitment

Job vacancies for all classified and A&P positions are posted a minimum of five (5) business days. Position vacancies become part of the daily employment web posting that appears on the Internet at the following website: www.uth.tmc.edu/jobs.  All vacancies are also made available to the The WorkSource (an affiliate agency of the Texas Workforce Commission) for posting on their website.

Selected vacancies are also advertised in the Houston Chronicle, Chronicle of Higher Education, Houston Defender, Black Issues in Higher Education, Hispanic Forum, and other appropriate professional journals.  All ads in local, regional and national newspapers and professional journals must be reviewed by the Human Resources Department All advertisements include the University's commitment statement to equal employment opportunity and affirmative action and carry the UT Health Science Center at Houston logo.


All recruitment includes the use of the Internet to attain worldwide exposure for current vacancies. Other recruitment efforts may include the notification to numerous outside agencies and organizations that have the ability to contact and refer qualified minorities and/or women for employment. 


The recruitment section of the HR Department is responsible for: 1) composing the advertisement; 2.) recommending appropriate media; 3.) obtaining the ad rates; and 4.) coordinating placement of the ad. The hiring department is responsible for processing the appropriate purchase requisition for payment of the ad. 


Applicant Flow

All classified and A&P applications received are currently maintained by the HR Department.  Each applicant is requested to complete a Self-ID (Appendix 4) form that is maintained by Human Resources.  This form states that it will be used for tracking purposes only.

ACCESSION ANALYSIS


THE UNIVERSITY OF TEXAS HEALTH SCIENCE CENTER AT HOUSTON


Institutional Summary


The analysis of accession is based on data covering the period from September 1, 2006, through August 31, 2007 for regular, benefit-eligible employees.  Accessions during this period were examined by race, sex, and job group.  


Of the 872 hires for this period, 67 percent were female and 57 percent were minorities.  This is a slight decrease in the hiring rates of females and a slight increase in minorities when compared to the prior year AAP.  UTHSC-Houston will continue its efforts to recruit minorities and females for those areas identified in the annual placement goals.  

		Employment Activity



		Hires



		09/01/2006 - 08/31/2007



		

		

		

		

		

		



		

		

		

		

		

		



		Academic Executives and Management



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		3

		4

		133.3%

		100.0%

		No



		Female

		0

		4

		

		

		



		Black

		1

		0

		0.0%

		0.0%

		Yes



		Hispanic

		1

		0

		0.0%

		0.0%

		Yes



		Asian

		0

		0

		

		

		



		Am Indian

		0

		0

		

		

		



		Other/Undisclosed

		1

		0

		0.0%

		0.0%

		Yes



		White

		1

		8

		800.0%

		100.0%

		No



		

		

		

		

		

		



		Non-Academic Executives and Management



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		144

		2

		1.4%

		100.0%

		No



		Female

		148

		8

		5.4%

		389.2%

		No



		Black

		60

		0

		0.0%

		0.0%

		Yes



		Hispanic

		26

		3

		11.5%

		257.1%

		No



		Asian

		21

		0

		0.0%

		0.0%

		Yes



		Am Indian

		1

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		48

		0

		0.0%

		0.0%

		Yes



		White

		156

		7

		4.5%

		100.0%

		No



		

		

		

		

		

		



		Professors



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		6

		14

		233.3%

		100.0%

		No



		Female

		6

		5

		83.3%

		35.7%

		Yes



		Black

		0

		0

		

		

		



		Hispanic

		0

		2

		

		

		



		Asian

		2

		3

		150.0%

		115.4%

		No



		Am Indian

		0

		0

		

		

		



		Other/Undisclosed

		0

		1

		

		

		



		White

		10

		13

		130.0%

		100.0%

		No



		

		

		

		

		

		



		Associate Professors



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		26

		13

		50.0%

		100.0%

		No



		Female

		9

		8

		88.9%

		177.8%

		No



		Black

		0

		0

		

		

		



		Hispanic

		6

		2

		33.3%

		29.4%

		Yes



		Asian

		13

		1

		7.7%

		6.8%

		Yes



		Am Indian

		1

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		0

		1

		

		

		



		White

		15

		17

		113.3%

		100.0%

		No



		

		

		

		

		

		



		Assistant Professors



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		169

		64

		37.9%

		100.0%

		No



		Female

		153

		70

		45.8%

		120.8%

		No



		Black

		15

		7

		46.7%

		100.9%

		No



		Hispanic

		38

		17

		44.7%

		96.7%

		No



		Asian

		74

		41

		55.4%

		119.7%

		No



		Am Indian

		3

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		37

		7

		18.9%

		40.9%

		Yes



		White

		134

		62

		46.3%

		100.0%

		No



		

		

		

		

		

		



		Instructors/Lecturers 



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		0

		0

		

		

		



		Female

		0

		0

		

		

		



		Black

		0

		0

		

		

		



		Hispanic

		0

		0

		

		

		



		Asian

		0

		0

		

		

		



		Am Indian

		0

		0

		

		

		



		Other/Undisclosed

		0

		0

		

		

		



		White

		0

		0

		

		

		



		

		

		

		

		

		



		Medical Scientists



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		265

		12

		4.5%

		100.0%

		No



		Female

		299

		14

		4.7%

		103.4%

		No



		Black

		90

		2

		2.2%

		37.2%

		Yes



		Hispanic

		41

		2

		4.9%

		81.7%

		No



		Asian

		266

		14

		5.3%

		88.2%

		No



		Am Indian

		2

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		61

		0

		0.0%

		0.0%

		Yes



		White

		134

		8

		6.0%

		100.0%

		No



		

		

		

		

		

		



		Engineering Professionals



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		0

		0

		

		

		



		Female

		0

		0

		

		

		



		Black

		0

		0

		

		

		



		Hispanic

		0

		0

		

		

		



		Asian

		0

		0

		

		

		



		Am Indian

		0

		0

		

		

		



		Other/Undisclosed

		0

		0

		

		

		



		White

		0

		0

		

		

		



		

		

		

		

		

		



		Staff Nurses



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		18

		11

		61.1%

		100.0%

		No



		Female

		108

		40

		37.0%

		60.6%

		Yes



		Black

		49

		20

		40.8%

		91.4%

		No



		Hispanic

		4

		1

		25.0%

		56.0%

		Yes



		Asian

		19

		7

		36.8%

		82.5%

		No



		Am Indian

		0

		0

		 

		

		



		Other/Undisclosed

		13

		2

		15.4%

		34.4%

		Yes



		White

		47

		21

		44.7%

		100.0%

		No



		

		

		

		

		

		



		Medical Professionals



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		238

		5

		2.1%

		100.0%

		No



		Female

		1069

		61

		5.7%

		271.6%

		No



		Black

		439

		12

		2.7%

		40.2%

		Yes



		Hispanic

		148

		14

		9.5%

		139.3%

		No



		Asian

		171

		7

		4.1%

		60.3%

		Yes



		Am Indian

		4

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		156

		2

		1.3%

		18.9%

		Yes



		White

		427

		29

		6.8%

		100.0%

		No



		

		

		

		

		

		



		Research Scientists



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		9

		6

		66.7%

		100.0%

		No



		Female

		5

		3

		60.0%

		90.0%

		No



		Black

		1

		0

		0.0%

		0.0%

		Yes



		Hispanic

		3

		1

		33.3%

		33.3%

		Yes



		Asian

		4

		4

		100.0%

		100.0%

		No



		Am Indian

		0

		0

		

		

		



		Other/Undisclosed

		3

		0

		0.0%

		0.0%

		Yes



		White

		4

		4

		100.0%

		100.0%

		No



		

		

		

		

		

		



		Management/Financial Professionals



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		679

		15

		2.2%

		100.0%

		No



		Female

		2203

		49

		2.2%

		100.7%

		No



		Black

		1059

		15

		1.4%

		41.6%

		Yes



		Hispanic

		341

		7

		2.1%

		60.3%

		Yes



		Asian

		302

		7

		2.3%

		68.1%

		Yes



		Am Indian

		20

		1

		5.0%

		146.9%

		No



		Other/Undisclosed

		384

		2

		0.5%

		15.3%

		Yes



		White

		940

		32

		3.4%

		100.0%

		No



		

		

		

		

		

		



		Computer Programmers/Analysts



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		558

		17

		3.0%

		100.0%

		No



		Female

		194

		8

		4.1%

		135.4%

		No



		Black

		126

		2

		1.6%

		27.5%

		Yes



		Hispanic

		75

		1

		1.3%

		23.1%

		Yes



		Asian

		218

		6

		2.8%

		47.6%

		Yes



		Am Indian

		5

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		106

		0

		0.0%

		0.0%

		Yes



		White

		277

		16

		5.8%

		100.0%

		No



		

		

		

		

		

		



		Human Resources Professionals



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		104

		1

		1.0%

		100.0%

		No



		Female

		392

		10

		2.6%

		265.3%

		No



		Black

		226

		3

		1.3%

		61.9%

		Yes



		Hispanic

		61

		1

		1.6%

		76.5%

		Yes



		Asian

		28

		3

		10.7%

		500.0%

		No



		Am Indian

		2

		1

		50.0%

		2333.3%

		No



		Other/Undisclosed

		59

		0

		0.0%

		0.0%

		Yes



		White

		140

		3

		2.1%

		100.0%

		No



		

		

		

		

		

		



		Program Coordinators



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		573

		4

		0.7%

		100.0%

		No



		Female

		1849

		47

		2.5%

		364.1%

		No



		Black

		917

		8

		0.9%

		23.9%

		Yes



		Hispanic

		243

		6

		2.5%

		67.6%

		Yes



		Asian

		157

		3

		1.9%

		52.3%

		Yes



		Am Indian

		27

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		296

		2

		0.7%

		18.5%

		Yes



		White

		876

		32

		3.7%

		100.0%

		No



		

		

		

		

		

		



		Educational Professionals



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		82

		0

		0.0%

		

		



		Female

		272

		4

		1.5%

		

		No



		Black

		161

		0

		0.0%

		0.0%

		Yes



		Hispanic

		20

		0

		0.0%

		0.0%

		Yes



		Asian

		17

		0

		0.0%

		0.0%

		Yes



		Am Indian

		2

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		54

		0

		0.0%

		0.0%

		Yes



		White

		118

		4

		3.4%

		100.0%

		No



		

		

		

		

		

		



		Information Professionals



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		92

		3

		3.3%

		100.0%

		No



		Female

		174

		6

		3.4%

		105.7%

		No



		Black

		65

		0

		0.0%

		0.0%

		Yes



		Hispanic

		22

		0

		0.0%

		0.0%

		Yes



		Asian

		24

		0

		0.0%

		0.0%

		Yes



		Am Indian

		1

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		49

		1

		2.0%

		31.6%

		Yes



		White

		124

		8

		6.5%

		100.0%

		No



		

		

		

		

		

		



		Media Specialists



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		120

		1

		0.8%

		100.0%

		No



		Female

		55

		1

		1.8%

		218.2%

		No



		Black

		26

		0

		0.0%

		0.0%

		Yes



		Hispanic

		20

		0

		0.0%

		0.0%

		Yes



		Asian

		35

		1

		2.9%

		234.3%

		No



		Am Indian

		2

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		23

		0

		0.0%

		0.0%

		Yes



		White

		82

		1

		1.2%

		100.0%

		No



		

		

		

		

		

		



		Executive Assistants



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		52

		0

		0.0%

		

		



		Female

		1177

		22

		1.9%

		

		



		Black

		442

		7

		1.6%

		77.8%

		Yes



		Hispanic

		169

		3

		1.8%

		87.2%

		No



		Asian

		15

		0

		0.0%

		0.0%

		Yes



		Am Indian

		7

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		152

		2

		1.3%

		64.6%

		Yes



		White

		491

		10

		2.0%

		100.0%

		No



		

		

		

		

		

		



		Senior Support Staff



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		144

		3

		2.1%

		100.0%

		No



		Female

		1461

		40

		2.7%

		131.4%

		No



		Black

		632

		19

		3.0%

		109.6%

		No



		Hispanic

		293

		7

		2.4%

		87.1%

		No



		Asian

		67

		2

		3.0%

		108.8%

		No



		Am Indian

		10

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		174

		0

		0.0%

		0.0%

		Yes



		White

		474

		13

		2.7%

		100.0%

		No



		

		

		

		

		

		



		Support Staff



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		68

		2

		2.9%

		100.0%

		No



		Female

		402

		5

		1.2%

		42.3%

		Yes



		Black

		203

		3

		1.5%

		196.6%

		No



		Hispanic

		84

		2

		2.4%

		316.7%

		No



		Asian

		16

		0

		0.0%

		0.0%

		Yes



		Am Indian

		6

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		44

		1

		2.3%

		302.3%

		No



		White

		133

		1

		0.8%

		100.0%

		No



		

		

		

		

		

		



		Clerical



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		918

		13

		1.4%

		100.0%

		No



		Female

		4136

		55

		1.3%

		93.9%

		No



		Black

		2327

		26

		1.1%

		83.6%

		No



		Hispanic

		881

		19

		2.2%

		161.3%

		No



		Asian

		311

		3

		1.0%

		72.2%

		Yes



		Am Indian

		35

		1

		2.9%

		213.7%

		No



		Other/Undisclosed

		518

		4

		0.8%

		57.8%

		Yes



		White

		1122

		15

		1.3%

		100.0%

		No



		

		

		

		

		

		



		Research Assistants



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		1525

		34

		2.2%

		100.0%

		No



		Female

		2784

		69

		2.5%

		111.2%

		No



		Black

		884

		5

		0.6%

		19.1%

		Yes



		Hispanic

		515

		23

		4.5%

		150.7%

		No



		Asian

		1284

		31

		2.4%

		81.5%

		No



		Am Indian

		9

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		474

		6

		1.3%

		42.7%

		Yes



		White

		1282

		38

		3.0%

		100.0%

		No



		

		

		

		

		

		



		Laboratory Technicians



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		419

		23

		5.5%

		100.0%

		No



		Female

		827

		25

		3.0%

		55.1%

		Yes



		Black

		418

		8

		1.9%

		38.9%

		Yes



		Hispanic

		220

		13

		5.9%

		120.0%

		No



		Asian

		201

		10

		5.0%

		101.1%

		No



		Am Indian

		2

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		103

		1

		1.0%

		19.7%

		Yes



		White

		325

		16

		4.9%

		100.0%

		No



		

		

		

		

		

		



		Patient Care Assistants



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		147

		13

		8.8%

		100.0%

		No



		Female

		930

		31

		3.3%

		37.7%

		Yes



		Black

		530

		14

		2.6%

		120.2%

		No



		Hispanic

		243

		21

		8.6%

		393.2%

		No



		Asian

		37

		1

		2.7%

		123.0%

		No



		Am Indian

		2

		2

		100.0%

		4550.0%

		No



		Other/Undisclosed

		110

		1

		0.9%

		41.4%

		Yes



		White

		182

		4

		2.2%

		100.0%

		No



		

		

		

		

		

		



		Engineering Technicians



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		81

		7

		8.6%

		100.0%

		No



		Female

		55

		1

		1.8%

		21.0%

		Yes



		Black

		44

		4

		9.1%

		90.9%

		No



		Hispanic

		25

		0

		0.0%

		0.0%

		Yes



		Asian

		22

		1

		4.5%

		45.5%

		Yes



		Am Indian

		1

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		18

		0

		0.0%

		0.0%

		Yes



		White

		30

		3

		10.0%

		100.0%

		No



		

		

		

		

		

		



		Skilled Crafts



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		180

		13

		7.2%

		100.0%

		No



		Female

		51

		2

		3.9%

		54.3%

		Yes



		Black

		59

		4

		6.8%

		115.3%

		No



		Hispanic

		47

		3

		6.4%

		108.5%

		No



		Asian

		10

		1

		10.0%

		170.0%

		No



		Am Indian

		1

		0

		0.0%

		0.0%

		Yes



		Other/Undisclosed

		16

		1

		6.3%

		106.3%

		No



		White

		102

		6

		5.9%

		100.0%

		No



		

		

		

		

		

		



		Service Maintenance



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		34

		4

		11.8%

		100.0%

		No



		Female

		21

		0

		0.0%

		0.0%

		Yes



		Black

		31

		1

		3.2%

		58.1%

		Yes



		Hispanic

		5

		0

		0.0%

		0.0%

		Yes



		Asian

		1

		0

		0.0%

		0.0%

		Yes



		Am Indian

		0

		0

		

		

		



		Other/Undisclosed

		2

		2

		100.0%

		1800.0%

		No



		White

		18

		1

		5.6%

		100.0%

		No



		

		

		

		

		

		



		

		

		

		

		

		



		

		

		

		

		

		



		All Groups Combined



		 

		Applicants

		Hires

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		6654

		284

		4.3%

		100.0%

		No



		Female

		18780

		588

		3.1%

		73.4%

		Yes



		Black

		8805

		160

		1.8%

		37.3%

		Yes



		Hispanic

		3531

		148

		4.2%

		86.1%

		No



		Asian

		3315

		146

		4.4%

		90.5%

		No



		Am Indian

		143

		5

		3.5%

		71.8%

		Yes



		Other/Undisclosed

		2901

		36

		

		

		



		White

		7644

		372

		4.9%

		100.0%

		No





PROMOTION ANALYSIS


THE UNIVERSITY OF TEXAS HEALTH SCIENCE CENTER AT HOUSTON

Institutional Summary


The analysis of promotions is based on data covering the period from September 1, 2006, through August 31, 2007 for regular, benefit-eligible employees.  Promotions during this period were examined by race, sex, and job group category.    


Of the 476 promotions during this period, 72 percent were female and 55 percent were minorities.  In comparison to the prior year AAP this represents significant increases in the promotion percentages for females and minorities.  UTHSC will continue to support those activities and programs that have been established for the recruitment, retention, and advancement of females and minorities.

		Promotions



		09/01/2006 - 08/31/2007





		Academic Executives and Management*



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		76

		1

		1.3%

		100.0%

		No



		Female

		40

		1

		2.5%

		190.0%

		No



		Black

		3

		0

		0.0%

		0.0%

		Yes



		Hispanic

		5

		0

		0.0%

		0.0%

		Yes



		Asian

		10

		0

		0.0%

		0.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		1

		0

		0.0%

		0.0%

		Yes



		White

		97

		2

		2.1%

		100.0%

		No



		

		

		

		

		

		



		Non-Academic Executives and Management



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		57

		2

		3.5%

		100.0%

		No



		Female

		72

		5

		6.9%

		197.9%

		No



		Black

		12

		2

		16.7%

		566.7%

		No



		Hispanic

		6

		1

		16.7%

		566.7%

		No



		Asian

		8

		1

		12.5%

		425.0%

		No



		AmIndian

		1

		0

		0.0%

		0.0%

		No



		Other

		0

		0

		

		

		



		White

		102

		3

		2.9%

		100.0%

		No



		

		

		

		

		

		



		Professors



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		173

		3

		1.7%

		100.0%

		No



		Female

		50

		1

		2.0%

		115.3%

		No



		Black

		1

		0

		0.0%

		0.0%

		Yes



		Hispanic

		14

		0

		0.0%

		0.0%

		Yes



		Asian

		17

		0

		0.0%

		0.0%

		Yes



		AmIndian

		1

		1

		100.0%

		5300.0%

		No



		Other

		1

		1

		100.0%

		5300.0%

		No



		White

		212

		4

		1.9%

		100.0%

		No



		

		

		

		

		

		



		Associate Professors



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		168

		4

		2.4%

		100.0%

		No



		Female

		122

		8

		6.6%

		275.4%

		No



		Black

		11

		1

		9.1%

		200.0%

		No



		Hispanic

		16

		0

		0.0%

		0.0%

		Yes



		Asian

		41

		1

		2.4%

		53.7%

		Yes



		AmIndian

		2

		0

		0.0%

		0.0%

		No



		Other

		0

		0

		

		

		



		White

		220

		10

		4.5%

		100.0%

		No



		

		

		

		

		

		



		Assistant Professors



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		289

		14

		4.8%

		100.0%

		No



		Female

		230

		12

		5.2%

		107.7%

		No



		Black

		32

		1

		3.1%

		59.0%

		Yes



		Hispanic

		44

		1

		2.3%

		42.9%

		Yes



		Asian

		143

		9

		6.3%

		118.7%

		No



		AmIndian

		2

		0

		0.0%

		0.0%

		No



		Other

		15

		0

		0.0%

		0.0%

		No



		White

		283

		15

		5.3%

		100.0%

		No



		

		

		

		

		

		



		Instructors/Lecturers 



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		56

		11

		19.6%

		100.0%

		No



		Female

		73

		16

		21.9%

		111.6%

		No



		Black

		10

		5

		50.0%

		455.6%

		No



		Hispanic

		3

		0

		0.0%

		0.0%

		Yes



		Asian

		29

		11

		37.9%

		345.6%

		No



		AmIndian

		1

		0

		0.0%

		0.0%

		No



		Other

		4

		2

		50.0%

		455.6%

		No



		White

		82

		9

		11.0%

		100.0%

		No



		

		

		

		

		

		



		Medical Scientists



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		96

		9

		9.4%

		100.0%

		No



		Female

		116

		22

		19.0%

		202.3%

		No



		Black

		4

		1

		25.0%

		181.7%

		No



		Hispanic

		13

		3

		23.1%

		167.7%

		No



		Asian

		81

		12

		14.8%

		107.7%

		No



		AmIndian

		0

		0

		

		

		



		Other

		5

		0

		0.0%

		0.0%

		No



		White

		109

		15

		13.8%

		100.0%

		No



		

		

		

		

		

		



		Engineering Professionals



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		1

		0

		 

		

		



		Female

		0

		0

		

		

		



		Black

		0

		0

		

		

		



		Hispanic

		0

		0

		

		

		



		Asian

		0

		0

		

		

		



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		1

		0

		 

		

		



		

		

		

		

		

		



		Staff Nurses



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		14

		0

		0.0%

		

		



		Female

		86

		7

		8.1%

		

		No



		Black

		46

		5

		10.9%

		179.3%

		No



		Hispanic

		6

		0

		0.0%

		0.0%

		Yes



		Asian

		15

		0

		0.0%

		0.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		33

		2

		6.1%

		100.0%

		No



		

		

		

		

		

		



		Medical Professionals



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		79

		3

		3.8%

		100.0%

		No



		Female

		212

		16

		7.5%

		198.7%

		No



		Black

		39

		5

		12.8%

		192.3%

		No



		Hispanic

		32

		0

		0.0%

		0.0%

		Yes



		Asian

		65

		3

		4.6%

		69.2%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		1

		1

		100.0%

		1500.0%

		No



		White

		150

		10

		6.7%

		100.0%

		No



		

		

		

		

		

		



		Research Scientists



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		8

		3

		37.5%

		100.0%

		No



		Female

		10

		0

		0.0%

		0.0%

		Yes



		Black

		0

		0

		

		

		



		Hispanic

		4

		0

		0.0%

		

		



		Asian

		6

		3

		50.0%

		

		No



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		8

		0

		0.0%

		

		



		

		

		

		

		

		



		Management/Financial Professionals



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		103

		13

		12.6%

		100.0%

		No



		Female

		318

		55

		17.3%

		137.0%

		No



		Black

		91

		20

		22.0%

		171.9%

		No



		Hispanic

		60

		11

		18.3%

		143.4%

		No



		Asian

		43

		6

		14.0%

		109.1%

		No



		AmIndian

		2

		1

		50.0%

		391.1%

		No



		Other

		6

		2

		33.3%

		260.7%

		No



		White

		219

		28

		12.8%

		100.0%

		No



		

		

		

		

		

		



		Computer Programmers/Analysts



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		103

		10

		9.7%

		100.0%

		No



		Female

		52

		13

		25.0%

		257.5%

		No



		Black

		10

		2

		20.0%

		153.3%

		No



		Hispanic

		17

		1

		5.9%

		45.1%

		Yes



		Asian

		33

		8

		24.2%

		185.9%

		No



		AmIndian

		0

		0

		

		

		



		Other

		3

		0

		0.0%

		0.0%

		No



		White

		92

		12

		13.0%

		100.0%

		No



		

		

		

		

		

		



		Human Resources Professionals



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		1

		0

		0.0%

		

		



		Female

		18

		5

		27.8%

		

		No



		Black

		6

		4

		66.7%

		533.3%

		No



		Hispanic

		4

		0

		0.0%

		0.0%

		Yes



		Asian

		1

		0

		0.0%

		0.0%

		No



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		8

		1

		12.5%

		100.0%

		No



		

		

		

		

		

		



		Program Coordinators



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		40

		4

		10.0%

		100.0%

		No



		Female

		120

		22

		18.3%

		183.3%

		No



		Black

		40

		4

		10.0%

		45.6%

		Yes



		Hispanic

		32

		5

		15.6%

		71.3%

		Yes



		Asian

		10

		0

		0.0%

		0.0%

		Yes



		AmIndian

		1

		0

		0.0%

		0.0%

		No



		Other

		4

		1

		25.0%

		114.1%

		No



		White

		73

		16

		21.9%

		100.0%

		No



		

		

		

		

		

		



		Educational Professionals



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		18

		3

		16.7%

		100.0%

		No



		Female

		15

		2

		13.3%

		80.0%

		No



		Black

		6

		0

		0.0%

		0.0%

		Yes



		Hispanic

		1

		1

		100.0%

		1100.0%

		No



		Asian

		2

		2

		100.0%

		1100.0%

		No



		AmIndian

		1

		0

		0.0%

		0.0%

		No



		Other

		1

		0

		0.0%

		0.0%

		No



		White

		22

		2

		9.1%

		100.0%

		No



		

		

		

		

		

		



		Information Professionals



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		25

		0

		0.0%

		

		



		Female

		27

		3

		11.1%

		

		No



		Black

		8

		1

		12.5%

		

		No



		Hispanic

		6

		2

		33.3%

		

		No



		Asian

		7

		0

		0.0%

		

		



		AmIndian

		0

		0

		

		

		



		Other

		2

		0

		0.0%

		

		



		White

		30

		0

		0.0%

		

		



		

		

		

		

		

		



		Media Specialists*



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		4

		1

		25.0%

		100.0%

		No



		Female

		5

		1

		20.0%

		80.0%

		No



		Black

		1

		0

		0.0%

		0.0%

		Yes



		Hispanic

		1

		0

		0.0%

		0.0%

		Yes



		Asian

		0

		0

		

		

		



		AmIndian

		0

		0

		

		

		



		Other

		2

		0

		0.0%

		0.0%

		Yes



		White

		5

		2

		40.0%

		100.0%

		No



		

		

		

		

		

		



		Executive Assistants



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		0

		0

		

		

		



		Female

		115

		10

		8.7%

		

		No



		Black

		49

		2

		4.1%

		28.0%

		Yes



		Hispanic

		18

		2

		11.1%

		76.2%

		Yes



		Asian

		1

		0

		0.0%

		0.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		48

		7

		14.6%

		100.0%

		No



		

		

		

		

		

		



		Senior Support Staff



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		3

		0

		0.0%

		

		



		Female

		122

		11

		9.0%

		

		No



		Black

		44

		4

		9.1%

		106.8%

		No



		Hispanic

		29

		3

		10.3%

		121.6%

		No



		Asian

		3

		0

		0.0%

		0.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		2

		0

		0.0%

		0.0%

		No



		White

		47

		4

		8.5%

		100.0%

		No



		

		

		

		

		

		



		Support Staff



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		15

		8

		53.3%

		100.0%

		No



		Female

		50

		15

		30.0%

		56.3%

		Yes



		Black

		25

		7

		28.0%

		53.2%

		Yes



		Hispanic

		17

		4

		23.5%

		44.7%

		Yes



		Asian

		3

		1

		33.3%

		63.3%

		Yes



		AmIndian

		1

		0

		0.0%

		0.0%

		No



		Other

		0

		1

		

		

		



		White

		19

		10

		52.6%

		100.0%

		No



		

		

		

		

		

		



		Clerical



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		41

		10

		24.4%

		100.0%

		No



		Female

		295

		46

		15.6%

		63.9%

		Yes



		Black

		136

		20

		14.7%

		75.3%

		Yes



		Hispanic

		89

		14

		15.7%

		80.5%

		No



		Asian

		21

		5

		23.8%

		121.8%

		No



		AmIndian

		1

		0

		0.0%

		0.0%

		Yes



		Other

		2

		0

		0.0%

		0.0%

		Yes



		White

		87

		17

		19.5%

		100.0%

		No



		

		

		

		

		

		



		Research Assistants



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		73

		11

		15.1%

		100.0%

		No



		Female

		198

		43

		21.7%

		144.1%

		No



		Black

		24

		5

		20.8%

		81.9%

		No



		Hispanic

		49

		7

		14.3%

		56.2%

		Yes



		Asian

		74

		13

		17.6%

		69.1%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		10

		0

		0.0%

		0.0%

		No



		White

		114

		29

		25.4%

		100.0%

		No



		

		

		

		

		

		



		Laboratory Technicians



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		33

		7

		21.2%

		100.0%

		No



		Female

		98

		17

		17.3%

		81.8%

		No



		Black

		48

		11

		22.9%

		81.5%

		No



		Hispanic

		35

		3

		8.6%

		30.5%

		Yes



		Asian

		14

		1

		7.1%

		25.4%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		2

		0

		0.0%

		0.0%

		No



		White

		32

		9

		28.1%

		100.0%

		No



		

		

		

		

		

		



		Patient Care Assistants



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		64

		3

		4.7%

		100.0%

		No



		Female

		82

		3

		3.7%

		78.0%

		Yes



		Black

		86

		2

		2.3%

		11.6%

		Yes



		Hispanic

		38

		1

		2.6%

		13.2%

		Yes



		Asian

		7

		0

		0.0%

		0.0%

		Yes



		AmIndian

		0

		0

		#DIV/0!

		#DIV/0!

		#DIV/0!



		Other

		0

		0

		#DIV/0!

		#DIV/0!

		#DIV/0!



		White

		15

		3

		20.0%

		100.0%

		No



		

		

		

		

		

		



		Engineering Technicians



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		19

		6

		31.6%

		100.0%

		No



		Female

		5

		4

		80.0%

		253.3%

		No



		Black

		5

		1

		20.0%

		45.0%

		Yes



		Hispanic

		7

		3

		42.9%

		96.4%

		No



		Asian

		3

		2

		66.7%

		150.0%

		No



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		9

		4

		44.4%

		100.0%

		No



		

		

		

		

		

		



		Skilled Crafts



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		72

		6

		8.3%

		100.0%

		No



		Female

		6

		0

		0.0%

		0.0%

		Yes



		Black

		25

		4

		16.0%

		480.0%

		No



		Hispanic

		20

		1

		5.0%

		150.0%

		No



		Asian

		3

		0

		0.0%

		0.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		30

		1

		3.3%

		100.0%

		No



		

		

		

		

		

		



		Service Maintenance



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		13

		2

		15.4%

		100.0%

		No



		Female

		8

		2

		25.0%

		162.5%

		No



		Black

		11

		2

		18.2%

		

		No



		Hispanic

		4

		2

		50.0%

		

		No



		Asian

		0

		0

		

		

		



		AmIndian

		0

		0

		

		

		



		Other

		1

		0

		0.0%

		

		



		White

		5

		0

		0.0%

		

		



		

		

		

		

		

		



		

		

		

		

		

		



		

		

		

		

		

		



		

		

		

		

		

		



		All Groups Combined



		 

		Employed

		Promoted

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		1644

		135

		8.2%

		100.0%

		No



		Female

		2545

		340

		13.4%

		162.7%

		No



		Black

		773

		109

		14.1%

		141.1%

		No



		Hispanic

		570

		65

		11.4%

		114.1%

		No



		Asian

		640

		78

		12.2%

		122.0%

		No



		AmIndian

		13

		2

		15.4%

		154.0%

		No



		Other

		62

		8

		12.9%

		129.2%

		No



		White

		2152

		215

		10.0%

		100.0%

		No





SEPARATION ANALYSIS


THE UNIVERSITY OF TEXAS HEALTH SCIENCE CENTER AT HOUSTON


Institutional Summary


The analysis of separation is based on data covering the period from September 1, 2006, through August 31, 2007 for regular, benefit-eligible employees.  Separations during this period were examined by race, sex, and job group category.    


Of the 132 University-initiated separations for this period, 72 percent were females and 72 percent were minorities.  In comparison to the prior year AAP, this represents a significant increase in the percentage for females and for minorities.  UTHSC-Houston will continue its efforts to retain minority and female employees by continuing its efforts to implement retention programs. 


The University of Texas Health Science Center at Houston (UTHSC-H) encourages fair, efficient, and equitable solutions for problems arising out of the employment relationship and to meet the requirements of state and federal law.  An established appeal process is available to all employees who are unwillingly separated from the University.  (See following policy 5.13 – Disciplinary Actions)


		Separations



		09/01/2006 - 08/31/2007





		Academic Executives and Management*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		76

		0

		0.0%

		

		



		Female

		40

		1

		2.5%

		0.0%

		Yes



		Black

		3

		0

		0.0%

		

		



		Hispanic

		5

		0

		0.0%

		

		



		Asian

		10

		0

		0.0%

		

		



		AmIndian

		0

		0

		 

		

		



		Other

		1

		0

		0.0%

		

		



		White

		97

		1

		1.0%

		100.0%

		No



		

		

		

		

		

		



		Non-Academic Executives and Management*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		57

		0

		0.0%

		 

		 



		Female

		72

		2

		2.8%

		0.0%

		Yes



		Black

		12

		1

		8.3%

		0.0%

		Yes



		Hispanic

		6

		0

		0.0%

		

		



		Asian

		8

		1

		12.5%

		0.0%

		Yes



		AmIndian

		1

		0

		0.0%

		

		



		Other

		0

		0

		 

		

		



		White

		102

		0

		0.0%

		

		



		

		

		

		

		

		



		Professors*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		173

		1

		0.6%

		100.0%

		No



		Female

		50

		0

		0.0%

		

		



		Black

		1

		0

		0.0%

		

		



		Hispanic

		14

		0

		0.0%

		

		



		Asian

		17

		0

		0.0%

		

		



		AmIndian

		1

		0

		0.0%

		

		



		Other

		1

		0

		0.0%

		

		



		White

		212

		1

		0.5%

		100.0%

		No



		

		

		

		

		

		



		Associate Professors*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		168

		1

		0.6%

		100.0%

		No



		Female

		122

		3

		2.5%

		24.2%

		Yes



		Black

		11

		1

		9.1%

		10.0%

		Yes



		Hispanic

		16

		1

		6.3%

		14.5%

		Yes



		Asian

		41

		0

		0.0%

		

		



		AmIndian

		2

		0

		0.0%

		

		



		Other

		0

		0

		

		

		



		White

		220

		2

		0.9%

		100.0%

		No



		

		

		

		

		

		



		Assistant Professors*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		289

		3

		1.0%

		100.0%

		No



		Female

		230

		3

		1.3%

		79.6%

		Yes



		Black

		32

		0

		0.0%

		

		



		Hispanic

		44

		1

		2.3%

		31.1%

		Yes



		Asian

		143

		3

		2.1%

		33.7%

		Yes



		AmIndian

		2

		0

		0.0%

		

		



		Other

		15

		0

		0.0%

		

		



		White

		283

		2

		0.7%

		100.0%

		No



		

		

		

		

		

		



		Instructors/Lecturers *



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		56

		2

		3.6%

		100.0%

		No



		Female

		73

		2

		2.7%

		130.4%

		No



		Black

		10

		0

		0.0%

		

		



		Hispanic

		3

		0

		0.0%

		

		



		Asian

		29

		1

		3.4%

		70.7%

		Yes



		AmIndian

		1

		0

		0.0%

		

		



		Other

		4

		1

		25.0%

		9.8%

		Yes



		White

		82

		2

		2.4%

		100.0%

		No



		

		

		

		

		

		



		Medical Scientists



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		96

		1

		1.0%

		100.0%

		No



		Female

		116

		4

		3.4%

		30.2%

		Yes



		Black

		4

		1

		25.0%

		3.7%

		Yes



		Hispanic

		13

		0

		0.0%

		

		



		Asian

		81

		3

		3.7%

		24.8%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		5

		0

		0.0%

		

		



		White

		109

		1

		0.9%

		100.0%

		No



		

		

		

		

		

		



		Engineering Professionals



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		1

		0

		 

		

		



		Female

		0

		0

		

		

		



		Black

		0

		0

		

		

		



		Hispanic

		0

		0

		

		

		



		Asian

		0

		0

		

		

		



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		1

		0

		   

		

		



		

		

		

		

		

		



		Staff Nurses*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		14

		0

		0.0%

		

		



		Female

		86

		2

		2.3%

		0.0%

		Yes



		Black

		46

		1

		2.2%

		0.0%

		Yes



		Hispanic

		6

		1

		16.7%

		0.0%

		Yes



		Asian

		15

		0

		0.0%

		

		



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		33

		0

		0.0%

		

		



		

		

		

		

		

		



		Medical Professionals



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		79

		0

		0.0%

		

		



		Female

		212

		5

		2.4%

		0.0%

		Yes



		Black

		39

		1

		2.6%

		104.0%

		No



		Hispanic

		32

		0

		0.0%

		

		



		Asian

		65

		0

		0.0%

		

		



		AmIndian

		0

		0

		

		

		



		Other

		1

		0

		0.0%

		

		



		White

		150

		4

		2.7%

		100.0%

		No



		

		

		

		

		

		



		Research Scientists*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		8

		1

		12.5%

		100.0%

		No



		Female

		10

		0

		0.0%

		

		



		Black

		0

		0

		

		

		



		Hispanic

		4

		0

		0.0%

		

		



		Asian

		6

		1

		16.7%

		0.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		8

		0

		0.0%

		

		



		

		

		

		

		

		



		Management/Financial Professionals



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		103

		3

		2.9%

		100.0%

		No



		Female

		318

		6

		1.9%

		154.4%

		No



		Black

		91

		4

		4.4%

		41.6%

		Yes



		Hispanic

		60

		0

		0.0%

		

		



		Asian

		43

		1

		2.3%

		78.5%

		Yes



		AmIndian

		2

		0

		0.0%

		

		



		Other

		6

		0

		0.0%

		

		



		White

		219

		4

		1.8%

		100.0%

		No



		

		

		

		

		

		



		Computer Programmers/Analysts*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		103

		2

		1.9%

		100.0%

		No



		Female

		52

		1

		1.9%

		101.0%

		No



		Black

		10

		0

		0.0%

		

		



		Hispanic

		17

		0

		0.0%

		

		



		Asian

		33

		3

		9.1%

		0.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		3

		0

		0.0%

		

		



		White

		92

		0

		0.0%

		

		



		

		

		

		

		

		



		Human Resources Professionals*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		1

		0

		0.0%

		

		



		Female

		18

		1

		5.6%

		0.0%

		Yes



		Black

		6

		1

		16.7%

		0.0%

		Yes



		Hispanic

		4

		0

		0.0%

		

		



		Asian

		1

		0

		0.0%

		

		



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		8

		0

		0.0%

		

		



		

		

		

		

		

		



		Program Coordinators



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		40

		1

		2.5%

		100.0%

		No



		Female

		120

		3

		2.5%

		100.0%

		No



		Black

		40

		1

		2.5%

		109.6%

		No



		Hispanic

		32

		1

		3.1%

		87.7%

		No



		Asian

		10

		0

		0.0%

		

		



		AmIndian

		1

		0

		0.0%

		

		



		Other

		4

		0

		0.0%

		

		



		White

		73

		2

		2.7%

		100.0%

		No



		

		

		

		

		

		



		Educational Professionals*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		18

		0

		0.0%

		

		



		Female

		15

		1

		6.7%

		0.0%

		Yes



		Black

		6

		0

		0.0%

		

		



		Hispanic

		1

		0

		0.0%

		

		



		Asian

		2

		1

		50.0%

		0.0%

		Yes



		AmIndian

		1

		0

		0.0%

		

		



		Other

		1

		0

		0.0%

		

		



		White

		22

		0

		0.0%

		

		



		

		

		

		

		

		



		Information Professionals



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		25

		0

		0.0%

		

		



		Female

		27

		0

		0.0%

		

		



		Black

		8

		0

		0.0%

		

		



		Hispanic

		6

		0

		0.0%

		

		



		Asian

		7

		0

		0.0%

		

		



		AmIndian

		0

		0

		

		

		



		Other

		2

		0

		0.0%

		

		



		White

		30

		0

		0.0%

		

		



		

		

		

		

		

		



		Media Specialists



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		4

		0

		0.0%

		

		



		Female

		5

		0

		0.0%

		

		



		Black

		1

		0

		0.0%

		

		



		Hispanic

		1

		0

		0.0%

		

		



		Asian

		0

		0

		

		

		



		AmIndian

		0

		0

		

		

		



		Other

		2

		0

		0.0%

		

		



		White

		5

		0

		0.0%

		

		



		

		

		

		

		

		



		Executive Assistants*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		0

		0

		#DIV/0!

		

		



		Female

		115

		4

		3.5%

		

		



		Black

		49

		1

		2.0%

		102.1%

		No



		Hispanic

		18

		2

		11.1%

		18.8%

		Yes



		Asian

		1

		0

		0.0%

		

		



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		48

		1

		2.1%

		100.0%

		No



		

		

		

		

		

		



		Senior Support Staff



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		3

		0

		0.0%

		

		



		Female

		122

		10

		8.2%

		0.0%

		Yes



		Black

		44

		3

		6.8%

		124.8%

		No



		Hispanic

		29

		2

		6.9%

		123.4%

		No



		Asian

		3

		1

		33.3%

		25.5%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		2

		0

		0.0%

		

		



		White

		47

		4

		8.5%

		100.0%

		No



		

		

		

		

		

		



		Support Staff*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		15

		0

		0.0%

		

		



		Female

		50

		2

		4.0%

		0.0%

		Yes



		Black

		25

		2

		8.0%

		0.0%

		Yes



		Hispanic

		17

		0

		0.0%

		

		



		Asian

		3

		0

		0.0%

		

		



		AmIndian

		1

		0

		0.0%

		

		



		Other

		0

		0

		

		

		



		White

		19

		0

		0.0%

		

		



		

		

		

		

		

		



		Clerical



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		41

		6

		14.6%

		100.0%

		No



		Female

		295

		22

		7.5%

		196.2%

		No



		Black

		136

		15

		11.0%

		62.5%

		Yes



		Hispanic

		89

		5

		5.6%

		122.8%

		No



		Asian

		21

		1

		4.8%

		144.8%

		No



		AmIndian

		1

		0

		0.0%

		

		



		Other

		2

		1

		50.0%

		13.8%

		Yes



		White

		87

		6

		6.9%

		100.0%

		No



		

		

		

		

		

		



		Research Assistants



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		73

		0

		0.0%

		

		



		Female

		198

		12

		6.1%

		0.0%

		Yes



		Black

		24

		2

		8.3%

		10.5%

		Yes



		Hispanic

		49

		4

		8.2%

		10.7%

		Yes



		Asian

		74

		5

		6.8%

		13.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		10

		0

		0.0%

		

		



		White

		114

		1

		0.9%

		100.0%

		No



		

		

		

		

		

		



		Laboratory Technicians



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		33

		2

		6.1%

		100.0%

		No



		Female

		98

		5

		5.1%

		118.8%

		No



		Black

		48

		2

		4.2%

		150.0%

		No



		Hispanic

		35

		3

		8.6%

		72.9%

		Yes



		Asian

		14

		0

		0.0%

		

		



		AmIndian

		0

		0

		

		

		



		Other

		2

		0

		0.0%

		

		



		White

		32

		2

		6.3%

		100.0%

		No



		

		

		

		

		

		



		Patient Care Assistants



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		64

		3

		4.7%

		100.0%

		No



		Female

		82

		3

		3.7%

		128.1%

		No



		Black

		86

		2

		2.3%

		0.0%

		Yes



		Hispanic

		38

		4

		10.5%

		0.0%

		Yes



		Asian

		7

		0

		0.0%

		

		



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		15

		0

		0.0%

		

		



		

		

		

		

		

		



		Engnineering Technicians*



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		19

		1

		5.3%

		100.0%

		No



		Female

		5

		0

		0.0%

		

		



		Black

		5

		0

		0.0%

		

		



		Hispanic

		7

		0

		0.0%

		

		



		Asian

		3

		1

		33.3%

		0.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		9

		0

		0.0%

		

		



		

		

		

		

		

		



		Skilled Crafts



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		72

		5

		6.9%

		100.0%

		No



		Female

		6

		0

		0.0%

		

		



		Black

		25

		2

		8.0%

		83.3%

		No



		Hispanic

		20

		0

		0.0%

		

		



		Asian

		3

		1

		33.3%

		20.0%

		Yes



		AmIndian

		0

		0

		

		

		



		Other

		0

		0

		

		

		



		White

		30

		2

		6.7%

		100.0%

		No



		

		

		

		

		

		



		Service Maintenance



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		13

		6

		46.2%

		100.0%

		No



		Female

		8

		2

		25.0%

		184.6%

		No



		Black

		11

		5

		45.5%

		88.0%

		No



		Hispanic

		4

		1

		25.0%

		160.0%

		No



		Asian

		0

		0

		

		

		



		AmIndian

		0

		0

		

		

		



		Other

		1

		0

		0.0%

		

		



		White

		5

		2

		40.0%

		100.0%

		No



		

		

		

		

		

		



		

		

		

		

		

		



		

		

		

		

		

		



		All Job Groups Combined



		 

		Employed

		Terminated

		Selection Rate

		Selection Rate Comparison

		Adverse Impact?



		Male

		1644

		38

		2.3%

		100.0%

		No



		Female

		2545

		94

		3.7%

		62.6%

		Yes



		Black

		773

		45

		5.8%

		29.5%

		Yes



		Hispanic

		570

		25

		4.4%

		39.2%

		Yes



		Asian

		640

		23

		3.6%

		47.8%

		Yes



		AmIndian

		13

		0

		0.0%

		

		



		Other

		62

		2

		3.2%

		53.3%

		Yes



		White

		2152

		37

		1.7%

		100.0%

		No





ANALYSIS OF 2006-2007 AAP RESULTS


In September of 2007, goals were set for each EEO6 job category and sub-category in which there was under-representation of females and minorities.


In the table below, “Yes” indicates there is under-representation in the category.  A quick comparison of the two years is as follows: 


		

		Female



		Black

		Hispanic

		Asian

		Am Indian



		

		05-06

		06-07

		05-06

		06-07

		05-06

		06-07

		05-06

		06-07

		05-06

		06-07



		120 Academic EAM

		

		

		

		

		

		

		

		

		

		



		130 Non-Academic EAM

		

		

		

		

		Yes

		

		

		

		

		



		210 Professor

		Yes

		Yes

		Yes

		Yes

		

		

		Yes

		Yes

		

		



		220 Associate Professor

		

		

		Yes

		Yes

		

		

		

		

		

		



		230 Assistant Professor

		

		

		

		

		

		

		

		

		

		



		240 Instructor/Lecturer

		

		

		

		

		Yes

		

		

		

		

		



		310 Medical Scientist

		

		

		Yes

		Yes

		

		

		

		

		

		Yes



		321 Staff Nurse

		

		

		

		

		

		

		

		

		

		Yes



		322 Medical Professional

		

		

		

		

		Yes

		Yes

		

		

		Yes

		Yes



		330 Research Scientists

		

		

		

		

		

		

		

		

		

		



		340 Mgt/Financial Professional

		

		

		

		

		

		

		

		

		

		Yes



		341 Computer Progr/Analyst

		

		

		Yes

		Yes

		

		

		

		

		Yes

		Yes



		344 Program Coordinator

		

		

		

		

		

		

		

		

		

		



		350 Educational Professional

		

		

		

		

		Yes

		Yes

		

		

		

		



		360 Information Professional

		

		

		Yes

		Yes

		Yes

		

		

		

		

		



		380 Media Specialist

		

		

		Yes

		

		

		

		

		

		

		



		410 Executive Assistant

		

		

		

		

		Yes

		Yes

		Yes

		Yes

		

		



		420 Senior Support Staff

		

		

		

		

		

		

		Yes

		

		

		



		430 Support Staff

		

		

		

		

		

		

		

		

		

		



		440 Clerical

		

		

		

		

		

		

		

		

		

		Yes



		510 Research Assistant

		

		

		Yes

		Yes

		

		

		

		

		

		Yes



		530 Patient Care Assistant

		Yes

		Yes

		

		

		

		

		

		

		Yes

		Yes



		540 Engineering Technician

		

		Yes

		Yes

		

		

		

		

		

		

		



		600 Skilled Craft

		

		

		

		

		Yes

		Yes

		Yes

		

		

		



		700 Service Maintenance

		

		

		

		

		Yes

		Yes

		

		

		

		





Female Hiring Goals

According to the FY 05-06 Incumbency vs. Availability analysis, females were under-represented in the Professor and Patient Care Assistant categories.  Goals were set to hire more females in those two (2) categories.  Based on the FY 06-07 Incumbency vs. Availability analysis, goals were not met and under-representation continues to exist in the two categories plus there is now under-representation in the Engineering Technician category.  

Black Hiring Goals

According to the FY 05-06 Incumbency vs. Availability report, Blacks were under-represented in the Professor, Associate Professor, Medical Scientist, Computer Programmer/Analyst, Information Professional, Media Specialist, Research Assistant, and Engineering Technician categories.  Goals were set to eliminate the under-representation of minority representation in these eight (8) categories.  Based on the FY 06-07 Incumbency vs. Availability analysis, goals were met and under-representation does not currently exist in the two (2) categories of Media Specialist and Engineering Technician.  

Hispanic Hiring Goals

According to the FY 05-06 Incumbency vs. Availability report, Hispanics were under-represented in the Non-Academic EAM, Instructor/Lecturer, Medical Professional, Educational Professional, Information Professional, Executive Assistant, Skilled Craft, and Service Maintenance categories.  Based on the FY 06-07 Incumbency vs. Availability analysis, goals were met and under-representation no longer exists in the three (3) categories of Non-Academic EAM, Instructor/Lecturer, and Information Professional.

Asian Hiring Goals

According to the FY 05-06 Incumbency vs. Availability report, Asians were under-represented in the four (4) categories of Professors, Executive Assistant, Senior Support Staff, and Skilled Craft categories.  Based on the FY 06-07 Incumbency vs. Availability analysis, goals were met and under-representation no longer exists in the two (2) categories of Senior Support Staff and Skilled Craft.

American Indian Hiring Goals

According to the FY 05-06 Incumbency vs. Availability report, American Indians were under-represented in the three (3) categories of Medical Professional, Computer Programmer/Analyst, and Patient Care Assistant.  Based on the FY 06-07 Incumbency vs. Availability analysis, goals were not met and under-representation still exists in the three (3) categories.  In addition, under-representation also now exists in the Medical Scientist, Staff Nurse, Management/Financial Professional, Clerical, and Research Assistant categories.

Remedies and/Or Programs

Programs in Response to Under-representation – Recruiting Plan


The University will address under-representation and the establishment of goals in selected job groups that were identified in the Representation Analysis by continuing the following processes and programs:


· The Sr. Executive Vice President (Chief Operating Officer) and Executive Vice President for Academic Affairs will continue to support the provisions of the Recruitment and Selection Procedures for Faculty and Administrative and Professional positions which include efforts to recruit minority individuals and women for these positions.  


· The Human Resources department will continue to monitor the recruitment efforts for Faculty, Administrative and Professional, and Classified positions.


· The UTHSC-H Administrators and Deans of each school will communicate their support of the recruitment guidelines that are outlined in the “Recruiting a Diverse Workforce Guide.”


· The Human Resources department will continue to make efforts to recruit minorities and women for employment, with emphasis on those groups that were identified as under-represented.


· The Human Resources department will continue to seek out sources for the placement of job advertisements in periodicals, newspapers, journals, and websites of minority and female organizations and associations.


· The Human Resources department will continue to monitor promotions, transfers, and terminations.  


· The Human Resources department will continue to monitor exit interviews of faculty and staff to determine the basis for turnover.  


· The Human Resources Training group will continue to offer training programs and seminars on topics related to diversity, equal opportunity, and affirmative action.  


In addition to those actions above that are developed to address under-representation of minorities and females, The University of Texas Health Science Center at Houston is committed to offering programs that will ensure equal opportunity in employment for all current and potential employees.


The following activities and programs emphasize the continued commitment of The University of Texas Health Science Center at Houston to increasing diverse representation and cultural diversity in its work force.


 

Advisory Committee for Diversity  was created as a result of restructuring to provide a smaller, more efficient working committee.  It is composed of twelve faculty and staff to advise and counsel the executive leadership on the specific initiatives.


 

Strategic Action Plan for Diversity was developed in support of the UTHSC-H's Strategic Plan, Core Values of Diversity and institutional efforts to reach out to underrepresented and ethnic groups and help create a diverse work force and student body that mirrors the Texas State population.  The Action Plan helps highlight pertinent issues, prospects and barriers that exist and suggests changes and programs that may help achieve the goals of the institution.  A draft of the Action Plan has been reviewed and submitted to the Department of Academic Affairs.  The employee portion contains the following:   Faculty Recruitment and Retention; Faculty Development, Appointment, Promotion and Tenure; and Faculty and Staff Demographics.


 

Faculty Guide to Student Resources and Services provides information faculty advisors can use during student mentoring and advising sessions.  The Guide is an alphabetized listing of student concerns and referral information about institutional resources and services that can be conveniently used to assist students.

The Diversity Council is composed of faculty and staff who will advise and counsel executive leadership on various diversity issues. The Council was created as a direct result of the Institutional Diversity Plan    In an effort to determine UTHSC-H’s current state of diversity, the Diversity Council began it’s communication with the university community by providing an opportunity to have dialogue relating to UTHSC-H’s diversity on-line through an anonymous process.  The Council has invited many speakers to its meetings  the meetings to provide continuous updates on Diversity initiatives at UTHSC-H.    The URL for the Diversity Council website is http://www.uth.tmc.edu/council/divcouncil.html

The Association of Women Faculty  The Association of Women Faculty exists to support and promote the career development of women faculty, to enhance leadership skills and provide social interaction, and to study and influence policies and practices that impact the professional woman.  The URL for the AWF website is  http://awf.shis.uth.tmc.edu/

The Committee on the Status of Women was established for the purpose of   encouraging open communication regarding the recruitment, retention, and advancement of women at The University of Texas Health Science Center at Houston. The CWS will facilitate the development and contribution of women affiliated with UTHSCH by expanding and improving the opportunities for the advancement of women to achieve their maximum potential.

For the first time, in fiscal year 2005, the CSW established a subcommittee to document the status of women at the University of Texas Health Science Center at Houston.  The Status Report reinforces CSW’s commitment to the Workplace of Choice Initiative.  CSW sought to gather and analyze available data that might identify  possible recent advancements achieved in women’s status and, at the same time, identify the obstacles that may disproportionately affect women.  The objective was to use findings to support the continuing commitment to women. 


CSW anticipates the analyses will provide an important knowledge base for planning future initiatives for the CSW and the UTHSC-H community.  CSW shall share the results of the project with the President of UTHSC-H and other appropriate executive leadership as part of the CSW’s annual Chair’s Report.  CSW believes that the information learned from this project will help UTHSC-H community with the hiring and retention of staff and faculty as well as with the recruitment of students and the preparation of specific projects including grants to optimize their proposals.

As a co-sponsor of the Workplace of Choice Initiative, the CSW has been actively finding innovative ways to address the most pressing needs affecting the career satisfaction of women faculty, staff, and students.  With this work, the CSW has taken a leadership role in responding to the Workplace of Choice Baseline Survey.  Ultimately, CSW seeks to improve support for career advancement; increase familiarity with polices that support work/family balance; create mechanisms for improving recognition; and develop models that enhance relationships to UTHSC-H.  The next step will be to produce recommendations based upon our findings.  The URL address for the CSW website is http://www.uth.tmc.edu/csw/

The Core Committee on the Advancement of Women and Minorities, with representatives from all schools and administration, encouraged the advancement of women at UTHSC-Houston in academic and management leadership.  Women and minorities were among the faculty chosen by their deans to participate in the Academic Leadership Program sponsored by the Office of Education Equity and Access.  Dr. Gil Castro and his staff facilitated this very successful effort to produce outstanding academic leaders. The Committee continues to maintain its Web site, develop guidelines for the recruitment of academic administrators that have been implemented through human resources, discuss with the President opportunities to increase the number of females holding endowed positions, and develop plans for research project(s) to use focus groups to access the factors impacting the professional development and advancement of female and male faculty members.


Outreach Classified Recruitment Program  

The University of Texas Health Science Center at Houston continues to support and participate in programs and activities beneficial to the employment of qualified females and minorities.  This includes participation in career fairs, visits to local high schools, HBCU colleges and universities, and programs coordinated with local and national agencies.


During the 2005-06 program years, the institution undertook the following good-faith affirmative action efforts and will continue to do so in the future:



Continued a recruiting relationship with the Community College and to recruit female and minority office clerical students.


Made on-site visits to universities and colleges in the Houston and surrounding areas to acquaint them with our present and future job needs and the academic background needed to fill these positions.


The University Classified Staff Council

The UCSC was established to advise the President and the Executive Council on matters of importance to classified employees of The University of Texas Health Science Center - Houston on important matters to include (but not limited to) :

· Appropriate policies and procedures 


· Strategic planning and directions; Recruitment, retention, promotion, and transfer of classified staff 


· Processes regarding continuous quality improvement


· Budget and planning issues 


· UT–Houston-wide communications and resource networking 


· Staff awards 


· Campus master planning 


· Compensation policies 


· Classified staff status, rights, and responsibilities.


All of these efforts are periodically evaluated and changed as necessary to ensure that affirmative action programs are successful on a continuing basis.  Every effort will be made to maintain these programs, and expand outreach mechanisms as opportunities become available.  The following webpage has been developed for the council.  http://www.uth.tmc.edu/ut_general/special_interest/committees/ucsc/

Outreach Programs

· African American History Month was celebrated with a roundtable discussion with faculty, staff and students in UTHSC-H Medical School 5th Floor Gallery concerning health disparities in African Americans. 

· Association of Chinese American Professional Diversity Summit was held on April 28, 2006 to emphasize the Globalization, Inclusiveness and Innovation of Chinese-American culture.

· Houston Alliance for Progress collaborated with the OCID to develop a dental clinic program for the Southwest Houston community.

· The Cullen Community Clinic for Adolescent and Child Care under direction of Pediatrician, Dr. Robert Austin, collaborated with the OCID and Dr. Matthew Plummer, Director of Harris County Dental Services to develop plans for a state-of-the-art children's dental services in Houston's Third Ward.   

· Houston Hispanic Forum Career and Education Day was conducted at the George R. Brown Convention Center with participation from the six UTHSC-H schools and the OCID. 

Implementation of Recruitment and Retention Programs for Diverse Faculty, Graduate and Professional Students

Purpose 


Healthcare organizations face many significant challenges including increasing competition, human resource shortages, and growth in healthcare consumption. Texas needs additional healthcare providers, specifically to serve under-represented and under-served minority communities. Due to small applicant pools, under-represented minority applicants do not reflect the demographics of Texas or the nation. Overcoming these challenges requires innovative solutions to achieve continuous improvement in The University of Texas Health Science Center at Houston’s (UTHSC-H) recruitment and retention efforts to accomplish a diverse faculty and student body. Because considerable time, effort, and cost are devoted to recruiting and tracking world renowned faculty and best students; data analysis and outcome reporting are vital to achieving diversity.


This project will help the Office of Cultural and Institution Diversity (OCID) implement a student enrollment management program that facilitates and augments recruitment of undergraduate students from diverse cultural, ethnic and disadvantage backgrounds for the six UTHSC-H schools. It will also assist the creation of programs that improve staff and faculty engagement necessary to develop and retain high caliber faculty from diverse backgrounds. 


Objectives


· Provide personnel, equipment, and supplies to record and track faculty and student recruitment for the six UTHSC-H schools. 

· Provide scannable and on-line surveys to record career choices and background information of potential faculty and undergraduate students.


· Provide a database to track and analyze information self-reported by undergraduate students.


· Collaborate with the Department of Human Resources (HR) and utilize their faculty database to monitor, analyze, and report faculty recruitment and development.


· Collaborate with the Office of Outcomes Assessment and Biostatistical Services to document, analyze, and report recruitment and enrollment information.


· Provide faculty and student recruitment information for Department of Academic Affairs and Office of the Registrar.


Universities and colleges that have demonstrated effective tracking and recruitment of diverse faculty and students will be visited to obtain information to plan similar programs for the UTHSC-H. 


Recruitment


Recruitment is the process of influencing a candidate’s decision to join or attend an institution. It begins with employment of faculty, enrollment of students, and culminates with career satisfaction and life long relationships with the institution.


The OCID will develop a database to record, track, and analyze student information obtained during recruitment visits to undergraduate colleges and universities. Three scannable and on-line surveys have been field tested and will be used to communicate information about summer enrichment and research programs, campus tours, and other services to prospective undergraduate students. Benchmarks will be used to track program effectiveness and progress of candidates.


Retention


Retention is the process to achieve career success for faculty and educational success for students. Following recruitment; the university is expected to provide resources, services, and interventions to achieve these goals. The OCID has implemented  a program to compliment academic tutoring, advising, and mentoring for students in the six UTHSC-H schools. The program is designed to assist faculty advisors and provides a proactive effort to help students identified as “high risk”. Programs will also be implemented to assist new and established faculty.  


Staff Support


A Graduate Research Assistant will be trained to encourage faculty and students to utilize available institutional resources and services, and track recruitment and retention efforts. 


Summary


Recruitment and retention programs for faculty and students from diverse backgrounds are vital to the enhancement of The UTHSC-H.


Search Mechanisms


The following organizations have been contacted to explore job posting, job fair, and communication opportunities for the following targeted populations.


African American – Prairie View A & M University, University of Houston, Texas Southern University, Houston Community College, and the Texas Work Source.


Hispanic Americans – Houston Community College, San Antonio College, St. Mary’s University, the Texas Work Source.


Females – Nurse Week, Texas Women’s University, Houston Community College, the Texas Work Source.


Following is a partial list of advertising and/or posting mechanisms represented to recruit for vacant positions:


Websites (internal and external)



Local newspapers



The WorkSource (in partnership with the Texas Workforce Commission) 

Nationwide colleges, universities and medical schools having predominately female and minority populations


National publications (i.e., journals, specialty group newsletters) appropriate to position vacancy


Faculty and A&P Recruitment


New recruitment guidelines were developed to ensure a fair and consistent search process to enhance our efforts to increase representation of women and minorities at UTHSC-H.  These guidelines are communicated to each search committee and hiring authority prior to conducting a search.  The search committee chairs is provided a copy of the Recruiting a Diverse Workforce Guide which outlines the search process as well as provide resources for attracting a diverse applicant pool.   


The Chief Human Resources Officer advises all search committees to ensure compliance with the guidelines and assist areas in meeting obligation of being an affirmative action employer.  A copy of the recruitment guidelines can be found at the end of this section.


Classified Staff Recruitment


New recruitment guidelines were developed to ensure a fair and consistent search process to enhance our efforts to increase representation of women and minorities at UTHSC-H.  These guidelines are communicated to each hiring authority through communication Human Resources.  


Performance Evaluation


Each professional school has developed a program of faculty evaluation.  Faculty members are evaluated annually to provide a mechanism for the faculty to receive input and guidance for future promotion.  A new process of evaluating Administrative and Professional employees was implemented this year to ensure accountability of how we recruit and retain a diverse workforce.


Employees (non-faculty staff) of UTHSC-Houston receive performance reviews on a regular basis, at least once each year. This annual review is used for "the improvement of performance, promotion consideration, and merit salary review," and it also provides an opportunity for employees to work with their supervisors to receive guidance regarding performance planning, coaching, reviewing, and rewarding (where appropriate). 


Career Ladders


Career ladders have been established for certain non-academic classified job titles such as clerical/support, research and nursing.  Faculty career ladders also exist.  Career ladders have not been established for Administrative and Professional positions due to the diversity and uniqueness of many single incumbent positions.  However, promotional opportunities do exist as reflected in the Promotion Analysis.


Competitive Rates


The University of Texas Health Science Center at Houston participates in wage surveys and strives to maintain rates in all occupations that are competitive in the market place within the financial constraints of the institution.


A Compensation Committee has been developed to monitor UTHSC-H’s compensation policies. UTHSC-H will also review compensation activity by implementing compensation analyses quarterly to ensure there is no adverse impact on certain groups.


Training and Development Program


TRAINING AND DEVELOPMENT PROGRAM


Training and Development Programs

The University of Texas Health Science Center at Houston offers various training and development opportunities to employees throughout the year without consideration of race, color, sex, national origin, age, disabled or veteran status.


These courses, workshops, and seminars are designed to enhance employee's job skills as well as provide increased opportunity for promotion.


Human Resources is responsible for all staff and leadership training and development other than technical training sponsored by Information Services.  Human Resources also sponsors ADA, Sexual Harassment, EEO and Diversity training.

These courses are available at no cost to the employees throughout the fiscal year. The University offers various training and development opportunities for its employees without consideration of race, sex, national origin, age disability or veteran status. 


New Employee Orientation is mandatory for all new employees (including, EAM, classified staff and faculty members) reporting to work for the University. The session covers all University of Texas Health Science Center at Houston’s benefits, services and policies such as hazardous communications, compliance, equal opportunity, affirmative action and sexual harassment prevention.  For those employees that are not employed in the Houston-area, on-line orientation is required.

These courses, workshops and seminars are designed to enhance employees’ job skills and to promote their development as employees of the University as well as their development as individuals. In 1997, the University began offering classes on diversity. The courses are designed to create a dialog about diversity, learn about the richness diversity can bring to an institution and assist individuals in understanding each other’s perspectives.


The University also offers basic supervisory skills and management development training seminars for supervisors, department and division heads. 
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PURPOSE


The University of Texas Health Science Center at Houston (UTHSCH) is committed to the employment and advancement of qualified individuals with disabilities.  In order to fulfill this commitment, UTHSCH establishes and maintains an affirmative action program to ensure equal opportunity for all qualified individuals.  


UTHSC-Houston’s policy of equal employment opportunity for the disabled represents a continuous effort in developing opportunities for the physically and mentally disadvantaged.  The overall objectives of the program are as follows:


I. Maintain an affirmative action program of equal opportunity for all persons with either physical or mental disabilities.


II. Actively recruit and hire qualified individuals with disabilities. 


III. Utilize to the fullest possible extent the skills of each employee.


IV. Assess the status of physical facilities to ensure that physical barriers are                                                             minimized.  


V. Provide the maximum opportunity to employees with disabilities by helping them to enhance their skills and perform at their highest potential.   


VI. Ensure that all personnel actions such as hire, promotion, benefits, upgrade and transfer are administered without regard to disability, and to ensure accessibility to University sponsored training and social and recreational programs.


AFFIRMATIVE ACTION PROGRAM POLICY STATEMENT


It is the policy of The University of Texas Health Science Center at Houston to ensure equality of opportunity for all persons employed or seeking employment without regard to disability status.  UTHSC takes affirmative action to employ, advance in employment, and otherwise treat qualified individuals without discrimination based on their disability status in all employment practices.


ELIGIBILITY


All qualified disabled applicants and employees are covered under this policy.


The Rehabilitation Act of 1973, as amended, defines a handicapped individual as:


"Any person who has a physical or mental impairment which substantially limits one or more of such person's major life activities, has a record of such impairment or is regarded as having such an impairment."


The Act further defines a qualified handicapped individual as:


"One who is capable of performing a particular job, with reasonable 
accommodation to his or her handicap."


The Americans with Disabilities Act of 1990 uses similar language.  The ADA 
defines an individual with a disability as:


"One who has a physical or mental impairment that substantially limits 
one or more major life activities, is regarded as having such an impairment, or has a record or history of such an impairment."


Under the ADA, a qualified individual is one who:


"Meets legitimate skill, experience, education, or other requirements and is able to perform the essential functions of a particular position with or without reasonable accommodation."


RESPONSIBILITY FOR THE ADMINISTRATION AND IMPLEMENTATION


I. The Office of the President and the Chief Operating Officer, assisted by the Chief Human Resource Officer, is responsible for:


A.
Enforcing University policies designed to achieve equality of employment opportunities.


B.
Insuring that all levels of University supervision are kept informed about the necessity for equality of employment opportunities.


C.
Reviewing the operation of the Affirmative Action Program to ensure that the University's efforts effectively move toward the accomplishment of overall objectives and that such remedial actions as may be necessary are taken.


D.
Directing the efforts of subordinate levels of supervision to assure continued support of equal opportunity.


E.
Taking action to ensure that best efforts are being exerted to accomplish objectives of the Affirmative Action Program for the Disabled.


II.
The Human Resources Department is the focal point for the equal opportunity effort and is responsible for monitoring and analyzing the effectiveness of the Affirmative Action Program for the Disabled.  On matters of equal opportunity the Chief Human Resources Officer has access to the President.  The responsibility includes the following:


A.
Recommending policies and procedures appropriate to achieve equal opportunity.


B.
Implementing approved policies and procedures to achieve equal opportunity.


C.
Certifying that documents relating to employment, promotion and transfer are in accord with equal opportunity policies and procedures.


D.
Assisting in the development of objectives regarding the employment and representation of the disabled within the organizations of the University.


E.
Investigating possible deficiencies by discussions with supervisors and initiating responsive action designed to correct any deficiencies.


RESPONSIBILITY FOR THE ADMINISTRATION AND IMPLEMENTATION (continued)


F.
Developing and applying effective methods for internal and external dissemination of information regarding the Affirmative Action Program for the Disabled.


G.
Developing and directing information programs (training) for supervisors and employees regarding the Affirmative Action Program for the Disabled.


H.
Serving as liaison between UTHSCH and the enforcement agencies.


I.
Serving as liaison with those organizations and resources external to the UTHSCH which are concerned with equal opportunity for the disabled.


III.
The Deans, Directors and Chairpersons of Academic Components and Heads of Major Non-Academic Staff Units are responsible for:


A.
Studying ways and means to improve the representation of the disabled within their respective units.  Such activities may include but are not limited to the following:


1.
Recruiting and hiring of qualified individuals with disabilities.


2.
Making recommendations for reasonable accommodations for individuals with disabilities when such accommodations are necessary.


3.
Reviewing the qualifications of the disabled to ensure fullest representation of individual skills and to provide the maximum opportunity feasible for transfer and promotion.


4.
Including the disabled on significant or important committees or job assignments that might serve to enhance individual potential or value.


5.
Encouraging and supporting disabled employees in education, training and development programs.


B.
Making reasonable efforts to provide a working environment which will foster the spirit of equal opportunity.


C.
Holding discussions and taking appropriate action to correct any deficiencies found in the Affirmative Action Program for the Disabled.


RESPONSIBILITY FOR THE ADMINISTRATION AND IMPLEMENTATION (continued)


IV.
All employees are individually responsible for:


A.
Supporting the equal opportunity policy of the UTHSCH.


B.
Supporting affirmative action efforts implemented by the UTHSCH to improve the employment and representation of individuals with disabilities.


INTERNAL DISSEMINATION


The University of Texas Health Science Center at Houston (UTHSCH) takes appropriate steps to internally disseminate information concerning its equal employment opportunity policies and Affirmative Action Program for the Disabled.


I.
The policy regarding the Affirmative Action Program for the Disabled, as approved by the President, is included in policy manuals.  (HOOP 2.18C)

II.
The policy regarding the Affirmative Action Program for the Disabled, as approved by the President, is sent to all employees each year.  

III.
Employees who qualify and wish to be covered by The Rehabilitation Act of 1973, as amended, are invited to identify themselves.


IV.
Recommendations are sought regarding necessary accommodations for employees with disabilities.


V.
Governmental Equal Employment Opportunity posters for the disabled are posted within the facilities.


VI.
A summary of UTHSCH’S commitment to affirmative action for the disabled is among the materials given to each new employee.


VII.
Appropriate publications of UTHSCH feature the policy and practice of the Affirmative Action Program for the Disabled and, if appropriate, pictures of employees will include individuals with disabilities.


VIII.
All employees and applicants are informed of the Affirmative Action Program for the Disabled and the program is available for inspection in Human Resources. 


IX.
Personnel processes have been reviewed to assure careful, thorough consideration of job qualifications for all vacancies and training opportunities.


X.
All qualifications required are reviewed for each job to ensure that the requirements are job related.


XI.
Reasonable accommodation will be made for physical and mental limitations of employees and applicants.


XII.
All buildings and parking facilities are available to individuals with disabilities.


XIII.
Applicants will be hired at a salary appropriate to the position and all benefits are offered without regard to disability.


XIV.
All employees are invited to participate in training programs and are considered for promotion without regard to disability.


EXTERNAL DISSEMINATION


The University of Texas Health Science Center at Houston (UTHSCH) takes appropriate steps to externally disseminate information concerning its equal employment opportunity policies and Affirmative Action Program for the Disabled.


      I.
Employment application forms and other materials for prospective       employees include notice the UTHSCH is an equal opportunity employer.


II.
Applicants who qualify and wish to be covered by The Rehabilitation Act of 1973, as amended, are invited to identify themselves.


III.
Recommendations are sought regarding appropriate accommodations for applicants with disabilities.


IV.
Advertising will indicate that The University of Texas Health Science Center at Houston is an equal opportunity employer.


V.
Persons engaged in recruiting will make clear to prospective employees that UTHSCH is an equal opportunity employer.


VI.
Recruitment sources will be notified of the University's policy on equal employment opportunities for individuals with disabilities.


VII.
The equal opportunity clause will appear on all purchase orders.


VIII.
Vendors and suppliers will be notified of their obligations under The Rehabilitation Act of 1973, as amended, and The Americans with Disabilities Act of 1990.


IX.
Vocational rehabilitation agencies, sheltered workshops and various other appropriate agencies will be informed, when appropriate, of The University of Texas Health Science Center at Houston policy of equal employment.


X.
When employees are pictured in advertising, employees with disabilities will be included whenever possible.


ACCOMPLISHMENTS


All buildings owned or leased by the University of Texas Health Science Center at Houston are accessible to the disabled.  Restrooms have been modified and special parking areas have been set aside.  New buildings are in compliance with the Americans with Disabilities Act.  All facilities and programs are reviewed annually.


The Disability Accommodation policy was revised to reflect the accommodation request process and to ensure the access to all employees.  All accommodation requests are reviewed by the ADA Coordinator.  All reasonable accommodation requests are implemented as soon as feasible.  (See attached policy – 2.18C  Disability Accommodation)

All employees who self-report a disability have access to the Americans With Disabilities Act Coordinator in Human Resources.  The ADA Coordinator will assist employees and supervisors to explore appropriate reasonable accommodations and assist with the implementation of the accommodation.


INTERNAL AUDIT AND REPORTING SYSTEM


The Affirmative Action Program for the Disabled of The University of Texas Health Science Center at Houston is a positive approach to providing equal employment opportunity for its disabled employees and applicants.  To ensure that this program remains viable and effective, it is periodically audited to:


I.
Monitor applicant flow, placements and promotions to determine the effectiveness of the program, to identify problem areas and to highlight needs for revision and/or remedial programming and implementation.  


II.
Provide data for periodic briefings with the President, academic department heads, and non-academic department heads regarding the effectiveness of the program and proposals for program changes or revisions, if needed.  


III.
Assist in the review of physical and mental job qualification requirements to ensure their job relatedness.
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PURPOSE


The University of Texas Health Science Center at Houston (UTHSCH) has a commitment of equal opportunity for qualified employees and applicants who are a disabled veteran, recently separated veteran, other protected veteran, or Armed Forces service medal veteran.


The President, assisted by the Human Resources Department, is responsible for the implementation of and compliance with this policy and shall take such actions as are deemed necessary to accomplish equality of employment opportunities for disabled veterans, recently separated veterans, other protected veterans, or Armed Forces service medal veterans.


In keeping with the University's policy of equal employment opportunity for disabled veterans, recently separated veterans, other protected veterans, or Armed Forces service medal veterans, and the Jobs for Veterans Act of 2002 as amended, The University of Texas Health Science Center at Houston maintains and practices a positive program of affirmative action for qualified veterans in all personnel activities including but not limited to the following:


Recruitment, hiring and promoting of disabled veterans, recently separated veterans, other protected veterans, or Armed Forces service medal veterans in all job classifications.


Decisions for employment and promotion are based on the principle of equal employment opportunity for disabled veterans, recently separated veterans, other protected veterans, or Armed Forces service medal veterans. 


Reasonable accommodation to maximize the representation of qualified disabled veterans.


AFFIRMATIVE ACTION PROGRAM POLICY STATEMENT


It is the policy of The University of Texas Health Science Center at Houston to ensure equality of opportunity for all persons employed or seeking employment without regard to disabled veteran, recently separated veteran, other protected veteran, or Armed Forces service medal veteran status.  UTHSC takes affirmative action to employ, advance in employment, and otherwise treat qualified individuals without discrimination based on their status as a special disabled veteran or a veteran of the Vietnam era in all employment practices.


DEFINITIONS APPLICABLE TO VETERANS


The definition has been revised in accordance with Veterans Rehabilitation and Education Amendments, PL 102-568.


The term “disabled veteran” means: 


· A veteran who is entitled to compensation (or who but for the receipt of military retired pay would be entitled to compensation) under laws administered by the Secretary for disability (i) rated at 30 percent or more, or (ii) rated at 10 or 20 percent in the case of a veteran who has been determined under section 3106 of this title to have a serious employment handicap; or


· A person who was discharged or released from active duty because of disability acquired through the service.


The term ``recently separated veteran'' refers to:


· Any veteran during the three-year period beginning on the date of such veteran's discharge or release from active duty.

The term ``other protected veteran'' refers to:


· A person who served on active duty during a war or in a campaign or expedition for which a campaign badge has been authorized, under laws administered by the Department of Defense.

The term ``Armed Forces service medal veteran'' refers to:  

· A person who, while serving on active duty in the Armed Forces, participated in a United States military operation for which an Armed Forces service medal was awarded pursuant to Executive Order 12985 (62 FR 1209).


RESPONSIBILITY FOR THE ADMINISTRATION AND IMPLEMENTATION


I. The Office of the President, assisted by the Human Resources Department, is responsible for:


A.
Enforcing University policies designed to achieve equality of employment opportunities.  


B.
Insuring that all levels of University supervision are kept informed about the necessity for equality of employment opportunities.


C.
Reviewing the operation of the Affirmative Action Program to ensure that the University's efforts effectively move toward the accomplishment of overall objectives and that such remedial actions as may be necessary are taken.


D.
Directing the efforts of subordinate levels of supervision to assure continued support of equal opportunity.


E.
Taking action to ensure that best efforts are being exerted to accomplish objectives of the Affirmative Action Program for disabled veterans, recently separated veterans, other protected veterans, and Armed Forces service medal veterans.


II.
The Human Resources Department is the focal point for equal opportunity effort and is responsible for monitoring and analyzing the effectiveness of the Affirmative Action Program for Special Disabled Veterans and Veterans of the Vietnam Era. The Affirmative Action Representative has primary accountability for matters pertaining to all employees.  These responsibilities include the following:


A.
Recommending policies and procedures appropriate to achieve equal opportunity.


B.
Implementing approved policies and procedures to achieve equal opportunity.


C.
Certifying that documents relating to employment, promotion and transfer are in accordance with equal opportunity policies and procedures.


D.
Assisting in the development of objectives regarding the employment and representation of disabled veterans, recently separated veterans, other protected veterans, and Armed Forces service medal veterans within the organizations of the University.  


E.
Monitoring the review of all physical and mental job qualification requirements to ensure their job relatedness.


F.
Investigating possible deficiencies by discussions with supervisors and initiating responsive actions designed to correct any deficiencies.  


G.
Developing and applying effective methods for internal and external dissemination of information regarding the Affirmative Action Program for  disabled veterans, other protected veterans, recently separated veterans and Armed Forces service medal veterans.


H.
Developing and directing informative programs for supervisors and employees regarding the Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.

I.
Serving as liaison between The University of Texas Health Science Center at Houston and enforcement agencies.


J.
Serving as liaison with those organizations and resources external to The University of Texas Health Science Center at Houston which are concerned with equal opportunity for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.


III.
The Deans, Directors and Chairpersons of Academic Components and Heads of Major Non-Academic Staff Units are responsible for:


A.
Studying ways and means of correcting any problems that may exist in order to improve the representation of disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans within their respective units.  Such activities may include but are not limited to the following:


1.
Recruiting and hiring qualified disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.

2.
Making recommendations for reasonable accommodations, when appropriate, for disabled veterans.


3.
Reviewing the qualifications of disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans to ensure fullest representation of individual skills and to provide maximum opportunity feasible for transfer and promotion.


4.
Including disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans on significant or important committee or job assignments or other activities that might serve to enhance individual potential or value.


5. Encouraging and supporting disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans in pertinent education, training or development programs.


B.
Applying reasonable efforts to provide a working environment that will foster the spirit of equal opportunity.


C.
Holding discussions and taking action as necessary to correct deficiencies that may be found in the Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.

IV.
All employees are individually responsible for:


A.
Supporting the equal opportunity policy of The University of Texas Health Science Center at Houston.


B.
Supporting affirmative action efforts implemented by The University of Texas Health Science Center at Houston to improve the employment and representation of disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.


INTERNAL DISSEMINATION


The University of Texas Health Science Center at Houston (UTHSCH) takes appropriate steps to internally disseminate information concerning its equal employment opportunity policies and Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans..


I.
The policy regarding the Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans, as approved by the President, is included in policy manuals.


II.
The policy regarding the Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans, as approved by the President, is sent to all employees each year.


III.
Employees who qualify and wish to be covered by The Vietnam Era Veterans Readjustment Assistance Act of 1972, as amended, are invited to identify themselves.


IV.
Recommendations are sought regarding appropriate accommodation for  disabled veterans.


V.
Governmental Equal Employment Opportunity posters for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans are posted within the facilities.


VI.
A summary of UTHSCH's commitment to affirmative action for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans is among the materials given to each new employee.


VII.
Publications of the UTHSCH will be represented to the extent possible to disseminate the policy and practice of the Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.  


VIII.
All employees and applicants are informed of the Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans and the program is available for inspection in The Office of Equal Opportunity and Diversity upon request.


IX.
Personnel processes have been reviewed to assure careful, thorough consideration of job qualifications for all vacancies and training opportunities.


X.
All job qualifications are reviewed for each job to ensure that requirements are job related.


XI.
Reasonable accommodation will be made for physical and mental limitations of employees and applicants.


XII.
All buildings and parking facilities are available to disabled individuals


XIII.
Applicants will be hired at a salary appropriate to the position and all benefits are offered without regard to disability.


XIV.
All employees are invited to participate in training programs and are considered for promotion without regard to disability or veteran status.


EXTERNAL DISSEMINATION


The University of Texas Health Science Center at Houston (UTHSCH) takes appropriate steps to externally disseminate information concerning its equal employment opportunity policies and Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.


I.
Employment application forms and other materials for prospective employees include notice the UTHSCH is an equal opportunity employer of disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.


II.
Applicants who qualify and wish to be covered by The Vietnam Era Veterans Readjustment Assistance Act of 1972, as amended, are invited to identify themselves.


III.
Recommendations are sought regarding appropriate accommodations for disabled veteran applicants.  


IV.
Advertising will indicate that the UTHSCH is an equal opportunity employer.


V.
Persons engaged in recruiting will make the position of The University of Texas Health Science Center at Houston on equal employment opportunities for qualified disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans clear to prospective employees whom they interview.


VI.
Recruitment sources will be notified of the University's policy on equal employment opportunities for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans.  


VII.
Suitable employment openings will be listed at an appropriate local office of the state employment service.  


VIII.
The equal opportunity clause will appear on all purchase orders.


IX.
Vendors and suppliers are notified of their obligations under The Vietnam Era Veterans Readjustment Assistance Act of 1972, as amended.


X.
Vocational rehabilitation agencies, sheltered workshops and various other appropriate agencies are informed, when appropriate, of the UTHSCH’S policy of equal employment of disabled veterans.  


XI.
Active participation in veteran "job fairs" will be encouraged whenever feasible.


PROBLEM AREAS


A review of applications indicates that very few applicants identify themselves as disabled or veterans.  Efforts to encourage veterans to identify themselves as disabled veterans or veterans will continue with letters sent to all employees on an annual basis.


INTERNAL AUDIT AND REPORTING SYSTEM


The Affirmative Action Program for disabled veterans, other protected veterans, recently separated veterans, and Armed Forces service medal veterans of The University of Texas Health Science Center at Houston is a positive approach to achieving results in providing equal employment opportunity for veteran employees and applicants.  To ensure that this program will remain viable and effective, it is periodically audited to:


I.
Monitor applicant flow, placements and promotions to determine the effectiveness of the program, to identify problem areas and to highlight needs for revision and/or remedial programming and implementation.


II.
Provide data for periodic briefings with the President, Executive Vice Presidents, academic and non-academic heads regarding the effectiveness of the program and proposals for program changes or revisions if needed.


III.
Assist in the review of physical and mental job qualification requirements to ensure their job relatedness.


[image: image3.wmf] 


 


 


 


 


 


 


 


 


Appendic


es


 


 




