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SUBJECT: Employment of Individuals with Disabilities and Protected Veterans
APPLIES TO: All Employees and Applicants for Employment
DATE: April 1, 2020

University Enterprises Corporation at CSUSB provides equal employment opportunities for all prospective and current employees.
University Enterprises Corporation at CSUSB does not discriminate on the basis of race, color, national origin, religion, gender,
gender identity, sexual orientation, age, protected veteran status, disability, genetic information, or any other status protected by
law. University Enterprises Corporation at CSUSB takes affirmative action to ensure equal employment opportunity. Affirmative
Action is a results-oriented program designed to ensure that each individual can participate equally in all employment opportunities
at University Enterprises Corporation at CSUSB.

University Enterprises Corporation at CSUSB recruits, hires, trains, and promotes persons in all job titles and ensures that all
personnel actions are based on merit, qualifications, abilities, and valid job requirements, without regard to disability or status as a
disabled veteran, a recently separated veteran, an active duty wartime or campaign badge veteran, or an armed forces service
medal veteran. This policy governs all aspects of employment, including application, hiring, compensation, promotion, discipline,
termination of employment, and access to benefits and training.

University Enterprises Corporation at CSUSB encourages any employee with questions or concerns about equal employment
opportunity or discrimination in the workplace to bring these issues to our attention. Employees and applicants shall not be
subjected to harassment, intimidation, threats, coercion, or discrimination because they have engaged in or may engage in any of
the following activities: filing a complaint; assisting or participating in an investigation, compliance evaluation, hearing, or any other
activity related to the administration of the affirmation action provisions of the Vietnam Era Veterans’ Readjustment Assistance Act
(“WVEVRAA"), Section 503 of the Rehabilitation Act, or any other federal, state, or local law requiring equal opportunity for
individuals with a disability or with a status as protected veteran; opposing any act or practice made unlawful by VEVRAA or the
Rehabilitation Act; or exercising any other right protected by VEVRAA or the Rehabilitation Act.

Any applicant or employee who believes he or she requires an accommodation in order to apply for a job or to perform the
essential functions of a job should contact the EEO officer and request such an accommodation. The individual with the
disability should specify what accommodation he or she needs to apply for or perform the job. University Enterprises
Corporation at CSUSB will analyze the situation, engage in an interactive process with the employee, and respond to the
employee’s request.

University Enterprises Corporation at CSUSB managers and supervisors take affirmative action to ensure adherence to equal
employment opportunity practices and provide appropriate training of personnel in their areas of responsibility. The
implementation of this policy requires the understanding and cooperation of all employees, supervisors, and managers.

University Enterprises Corporation at CSUSB maintains an affirmative action program for employment of individuals with
disabilities and status as a disabled veteran, a recently separated veteran, an active duty wartime or campaign badge veteran, or
an armed forces service medal veteran. The program will be audited periodically, updated annually, and made available for
applicant and employee inspection during normal business hours. To review the plan, please contact Christia Williams, Human
Resources Manager at 909-537-3544.

The top executive of our corporation fully supports our equal employment opportunity and affirmative action efforts. As
Executive Director of University Enterprises Corporation at CSUSB, | am committed to the principles of equal employment
opportunity and affirmative action. In order to ensure dissemination and implementation of equal employment opportunity and
affirmative action throughout all levels of the company, | have selected Christia Williams as the EEO officer for University
Enterprises Corporation at CSUSB. One of the EEO officer's duties will be to establish and maintain an internal audit and
reporting system to allow for effective measurement of our Affirmative Action Program.
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	VI. ORGANIZATIONAL PROFILE
	VII. JOB GROUP ANALYSIS
	A. Applicant Flow
	B. New Hires
	C. Promotions
	D. Terminations

	XI.   AFFIRMATIVE ACTION PLAN FOR
	I. PREFACE TO UNIVERSITY ENTERPRISES CORPORATION AT CSUSB’S AFFIRMATIVE ACTION PROGRAM SUMMARY
	A. Introduction.
	B. Confidentiality.
	C. Program Terminology.
	D. Reliance on EEOC’s Guidelines on Affirmative Action.

	III. ASSIGNMENT OF PROGRAM IMPLEMENTATION RESPONSIBILITIES
	A. EEO Officer.
	1. Ensuring that equal employment opportunity and affirmative action programs are adopted and implemented each year.
	2. Assisting in the identification of problem areas by:
	a. evaluating the workforce by organizational unit and job group to determine whether there are problems with minority or female utilization or distribution;
	b. monitoring personnel activity (applicant flow, hires, terminations, and promotions) to determine whether there are selection disparities;
	c. evaluating compensation system(s) to determine whether there are gender-, race-, or ethnicity-based disparities; and
	d. monitoring selection, recruitment, referral, and other personnel procedures to determine whether they result in disparities in the employment or advancement of minorities or women.

	3. Conducting meetings with managers, supervisors, and others to ensure that the Company’s EEO Policy and affirmative action program objectives are understood and good-faith efforts are made to achieve results.
	4. Reviewing the Company’s affirmative action program progress with management.
	5. Requiring managers and supervisors to take actions to prevent racial, ethnic, religious, sexual, and other unlawful harassment of employees.
	6. Taking necessary steps to ensure the prompt cessation of any practice that is identified as possibly having a discriminatory effect.
	7. Serving as liaison between the Company and organizations concerned with employment opportunities for minorities and females.
	8. Developing procedures to promote the hiring,  promotion, transfer, and discipline of qualified employees without discrimination based upon race, color, religion, sex, national origin, age, mental or physical disability, protected veteran, or other ...
	9. Reviewing technical forms (i.e., application forms and posters) for compliance with federal regulations.
	10. Designing and implementing monitoring and reporting systems which are designed to:
	a. determine the degree to which the Company’s goals and objectives will be attained;
	b. measure the effectiveness of the Company’s affirmative action programs;
	c. identify the need for remedial action; and
	d. keep management informed of developments and requirements pertaining to EEO and affirmative action.

	11. Investigating and resolving charges of discrimination or harassment at the Company’s facilities.
	12. Conducting periodic audits to ensure that each location has displayed the required equal employment opportunity posters.

	B. Managers’/Supervisors’ Responsibilities.
	1. Keeping abreast of major current developments in the equal employment opportunity area.
	2. Assisting in the development and/or implementation of action plans/goals and contributing to their achievement.
	3. Conducting appropriate discussions with their supervisors and employees to ensure that the Company’s policy and affirmative action program objectives are being followed.
	4. Requiring supervisors to take actions to prevent racial, ethnic, religious, sexual, and other harassment of employees.
	5. Making career counseling available to employees upon request.

	C. Employees’ Responsibilities.
	1. Demonstrating sensitivity to and respect for diversity and for racial, cultural, sexual, age, physical, and other differences when working with other employees and customers, and avoiding harassment of others on racial, ethnic, religious, sexual, a...
	2. Displaying job performance which meets position requirements and which demonstrates commitment to the Company’s equal employment opportunity and affirmative action objectives.  Because of the importance of these objectives, appropriate corrective a...


	IV. DEVELOPMENT AND EXECUTION OF ACTION-ORIENTED PROGRAMS
	A. Job Descriptions, Specifications, and Requirements.
	B. Recruitment Practices.
	1. Include the phrase “Company name” is an EEO/AA/Disability/Vets Employer or equivalent in job postings and on the career page of the Company’s website.
	2. Include minority and non-minority men and women when groups of employees are pictured in advertising, recruitment brochures, or similar publications.
	3. Place help-wanted advertising, if used, in media which reach women and minority communities.
	4. Disseminate information on job opportunities and the Company’s affirmative action objectives to organizations representing minorities and women, among others.
	5. Send minority and women employees, among others, to participate in jobs fairs and related activities.
	6. List openings with the appropriate state employment agency.

	C. Selection Practices.
	1. Review the Company’s application and other pre-employment forms to ensure that inquiries are job-related.
	2. Evaluate the total selection process to ensure it is free from illegal bias and does not hinder the Company’s ability to attain its affirmative action goals.
	3. Evaluate selection methods that have a disparate impact on minorities or women to ensure that they are necessary and legal.
	4. Train interviewers on proper interview techniques, inquiries, and documentation, and the Company’s affirmative action objectives.
	5. Analyze unscored selection procedures, such as application forms, background checks, interviews, and physical examinations for possible discrimination against or exclusion of minorities or women, and eliminate any procedure having an adverse impact...

	D. Promotional and Training Practices.
	1. Offer job opportunity counseling upon request to assist employees in identifying promotional opportunities, available training, and educational programs to enhance promotability.
	2. Consider the advisability of and offer, as appropriate, skills training and other programs to assist employees in meeting performance standards and preparing for advancement.
	3. Review the contents of training and internship programs to ensure that they meet affirmative action objectives and are free from illegal sex, ethnic, religious, and age biases.
	4. Administer the Company’s employee evaluation program which is designed to assist employees in meeting performance standards and preparing for advancement.
	5. Evaluate requirements for promotion to ensure use of job-related criteria.

	E. Supervisory and Disciplinary Practices.
	1. Develop and periodically review forms and instructions on supervisory practices such as interviews, employee evaluations, counseling, training, and discipline.
	2. Offer training for supervisors on the Company’s affirmative action objectives and job-related personnel practices.

	F. Facilities, Benefits, and Rules.
	1. Verify periodically that Company facilities and Company-sponsored social and recreation activities are desegregated and employees are actively encouraged to participate.
	2. Periodically review the Company’s employee benefits plans, coverage’s and administration procedures to ensure they do not inadvertently discriminate illegally because of race, color, religion, sex, national origin, age, or other protected group sta...


	V. INTERNAL AUDIT AND REPORTING SYSTEM
	A. EEO Officer’s Responsibilities.
	1. Periodically review affirmative action program progress by monitoring statistics and records of personnel activity at all levels, including applicants, hires, transfers, promotions, terminations, and compensation, to ensure the policy of nondiscrim...
	2. Develop reports on a scheduled basis on the degree to which equal employment opportunity objectives are attained;
	3. Review report results with management;
	4. Advise Senior Management of the program’s effectiveness and submit recommendations to enhance performance.

	B. Managers’/Supervisors’ Responsibilities.

	In compliance with 41 CFR 60-2.13, The Placement of Incumbents in Job Groups, the Company has prepared an analysis that sets forth for each job group the titles included, the total number of employees and the number and percentages of female and minor...
	A.     Availability Analysis
	1. The Availability Analysis consists of an estimate of the number of qualified women and minorities available for employment in each job group. The availability analysis establishes a benchmark against which the demographic representation of the curr...
	2. Consistent with the OFCCP regulations, the Company has considered two factors in determining the availability percentages for each job group.
	a. The percentage of minorities and women with specific requisite skills in the Company’s reasonable recruiting area -- External   Availability.
	b. The availability of promotable, transferable and trainable minorities and females within the Company’s workforce, who could become promotable or transferable during the AAP year –Internal Availability.
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	Employees and prospective employees will be informed periodically of University Enterprises Corporation at CSUSB’s commitment to engage in affirmative action to employ and advance in employment qualified individuals with disabilities and ...
	Meetings will be held, as appropriate, with management personnel to explain the affirmative action policy and to stress that management and employee performance will be reviewed in part in terms of efforts made in implementing the affirm...
	Meetings with employees will be held to discuss the affirmative action policy and to explain that each employee is responsible for assisting in its implementation.
	The basic affirmative action policy will be discussed with new employees during orientation meetings.
	The affirmative action policy statement is accessible on the Company’s website and is posted on bulletin boards at all area facilities.  The policy statement indicates that employees and applicants may contact the human resources departme...
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	Measures the effectiveness of its affirmative action program.
	Indicates any need for remedial action.
	Determines the degree to which its objectives are being attained.
	Determines whether individuals with known disabilities and protected veterans have had the opportunity to participate in Company-sponsored educational, training, recreational and social activities.
	Measures the Company’s compliance with the affirmative action program’s specific obligations.

	IX. RESPONSIBILITY FOR IMPLEMENTATION
	Equal Employment Opportunity Officer
	Responsibilities of Managers

	X. TRAINING
	41 C.F.R. §§ 60-741.44(j); 60-300.44(j)
	XI.  DATA COLLECTION ANALYSIS
	XII. UTILIZATION GOALS FOR INDIVIDUALS WITH DISABILITIES
	XIII. BENCHMARKS FOR HIRING PROTECTED VETERANS
	Narrative CSUSB 2020.pdf
	1. Analysis of workforce based on job groups:
	2. Analysis of workforce based on organizational unit:

	C. Action Oriented Program to Address Placement Goals

	Applicants  University Enterprises  2020.pdf
	Applicant pivot table

	Hires University Enterprises  2020.pdf
	Hire pivot table

	Promos University Enterprises  2020.pdf
	Promo pivot table

	Terms University Enterprises  2020.pdf
	Term pivot table

	Data Collection Summary for Protected Vets-IWD's.pdf
	Sheet1

	Disability Availability CSUSB 2020.pdf
	Sheet1

	Disability Narrative CSUSB 2020.pdf
	Action Oriented Program to Address Utilization Goals

	Hiring benchmark for vets 3-31-19-3-30-20.pdf
	Sheet1


		2020-06-04T11:34:46-0700
	Agreement certified by Adobe Sign




