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INTRODUCTION 
 

Southern Oregon University is committed to promoting the principles of affirmative action and 

equal opportunity in employment.  Affirmative Action is defined as result-oriented guidelines 

and procedures designed to achieve full utilization of minorities and women at all levels in the 

organization where underutilization exists.  Equal Employment Opportunity is defined as 

providing all persons equal opportunity to employment and advancement without regard to race, 

color, national origin, religion, sex, sexual orientation, marital status, age, disability or veteran’s 

status.  In compiling data on applicants and employees, Southern Oregon University uses the 

following Federal definitions of ethnicity: 

• American Indian or Alaska Native - A person having origins in any of the original peoples of 
North America and South America (including Central America), and who maintains tribal 
affiliation or community attachment. 

• Asian or Pacific Islander - A person having origins in any of the original peoples of the Far 
East, Southeast Asia, the Indian subcontinent, or the Pacific Islands.  This area includes 
China, Guam, Hawaii, Japan, Korea, the Philippine Islands, and Samoa. 

• Black or African-American, Non-Hispanic - A person having origins in any of the Black racial 
groups of Africa. 

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

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

 

SOU’s Affirmative Action Plan: 

 
• Reaffirms SOU’s policy of nondiscrimination, equal opportunity and affirmative action. 
• Describes the roles and responsibilities of all SOU employees. 
• Identifies proactive strategies to achieve successful outcomes. 
• Demonstrates continued good faith efforts to promote affirmative action and equal 

employment opportunity. 
 

The Affirmative Action Plan is one means of keeping our campus and external communities 

aware of our intentions and engaged in proactive strategies to enhance diversity and achieve 

successful outcomes in recruitment and retention.  It enables our university  to better serve our 

students, employees, and society by embracing and carrying out the principles of affirmative 

action and equal opportunity. 
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PRESIDENT’S STATEMENT 
 
 
As an institution of higher education and a prominent employer in our region, Southern Oregon 
University plays an important role in the continuing work of inclusion and civic commitment. As 
we expand educational and employment opportunities, we help overcome inequities that persist 
in our society. As we achieve more diversity on our campus, we enrich the education of all of 
our students as they study together with different ideas and experiences, and we enrich the 
work lives of our faculty, staff, and administrators. We advance interracial understanding and 
mutual respect amongst the university community and our surrounding communities, so 
indispensable in a diverse democracy.  
 
It is essential that we continue to employ the many legally defensible means to achieving 
diversity and equal opportunity so that we may educate students from all of our communities, 
especially those who have historically been disadvantaged.  We work with youth from 
underprivileged backgrounds, encouraging and enabling them to prepare for college. We work 
to enhance the rigor of our educational offerings and inclusive communities for SOU students so 
that students of all backgrounds gain a strong, horizon-expanding education, including the 
intercultural and civic knowledge and capabilities needed to realize a hopeful vision of society. 
We educate about the struggles for full inclusion in our democracy that have been crucial to our 
nation’s history and that inspire us to continue our march to equity and justice.  
 
Our Affirmative Action Plan is an essential part of our fabric of means to achieve these ideals. 
Affirmative Action is a tool built on sound principles and research. It is one of the creative and 
important ways to identify and remove barriers to full participation for students, faculty, staff, and 
administrators, with special attention to groups who are underrepresented in our workforce and 
who have been historically excluded from the material and educational benefits of higher 
education. 
 
I join my SOU colleagues in reaffirming our commitment to affirmative outreach as our major 
strategy for achieving equal opportunity and building diversity so necessary to educational 
excellence and the quality of work and relationships on campus. Approaches to affirmative 
action are many, and we must seek always to find the most productive ways to generate 
diversity in our institution. It is a matter of principle and a foundation for achieving our 
educational and civic mission. We have the will, and we have the plan. 
 
The work of affirmative action is unfinished, so I invite all of us to re-double our efforts by using 
well this excellent Affirmative Action Plan as our guide and our policy. 
 
 
 
 
 
Elisabeth A. Zinser 
President 
Southern Oregon University 
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SOU DIVERSITY STATEMENT 
 
 

The Importance of Ethnic and Cultural Diversity to the Mission of Higher Education 
A Challenge to and Opportunity for the Community  

Spring 2003 
 

At Southern Oregon University, we believe in the value of diversity as an inherent ingredient for 
quality teaching and learning for a world lived in common, and we are committed to protecting 
the dignity of each individual member of our University community. Diversity is integral to the 
learning experience required to produce world citizens who are able to take their places in a 
global economy, in culturally diverse societies, and in working and living environments that will 
bring them into contact with persons very different from themselves.  
 
Diversity capitalizes on the unique experiences and common wisdom of all cultures by providing 
a fertile ground for contrast and comparison. Our own lives, experiences and understandings 
are made richer, wiser, and more meaningful when we learn and work with people distinct from, 
yet similar to us. Diversity is an enriching and necessary component of the total educational 
experience in an institution of character and quality. 
 
Southern Oregon University has an institution-wide commitment to a learning and working 
environment that promotes and achieves diversity reflective of the multiplicity of peoples, 
perspectives, cultures, classes and other societies encountered in our regional, national, and 
global community. We pledge ourselves to the pursuit of continuous learning through the 
genuine exchange of varied experiences purposefully sought via affirmative action in the 
recruitment, retention, and education of a diverse university community. This is among the 
institution’s highest priorities and will be reflected as such in the University’s emerging strategic 
plan. 
 
We believe that the most effective way to achieve a truly inclusive learning community in all 
aspects of the University is to engage the entire University community within itself and in 
association with its external communities. This drives us to develop an organizational approach 
that will engage, empower and make accountable to these ends all dimensions of our 
University, working together. We are moving from a highly centralized model for the 
administration of multicultural affairs to a more systemic model for its forward movement.  
 

         

 
 

CONFIDENTIALITY STATEMENT 
 
This Affirmative Action Plan or any background information collected by SOU in connection with 
this Affirmative Action Plan contains confidential information protected from disclosure by the 
Office of Federal Contract Compliance Programs pursuant to the provisions of 18 U.S.C. § 
1905, as well as other applicable federal and state law or regulations.   Southern Oregon 
University will not consent to the release of any private or protected information that is 
specifically exempted from disclosure by statute. 



   

Page 6 of 28 
SOU AAPlan 

SECTION 1 –  APPLICABLE LAWS, RULES AND POLICIES 
 

Oregon Revised Statutes: 

659A.006 Declaration of policy against discrimination; opportunity to obtain employment 
without discrimination recognized as a civil right; exception of religious group. (1) It is 
declared to be the public policy of Oregon that practices of discrimination against any of its 
inhabitants because of race, religion, color, sex, marital status, national origin, age or disability 
are a matter of state concern and that such discrimination threatens not only the rights and 
privileges of its inhabitants but menaces the institutions and foundation of a free democratic 
state. 

(2) The opportunity to obtain employment without discrimination because of race, religion, color, 
sex, marital status, national origin, age or disability hereby is recognized as and declared to be 
a civil right. However, this section shall not be construed to prevent a bona fide church or 
sectarian religious institution, including but not limited to a school, hospital or church camp, from 
preferring an employee or applicant for employment of one religious sect or persuasion over 
another when: 

(a) That religious sect or persuasion to which the employee or applicant belongs is the same as 
that of such church or institution; 

(b) In the opinion of such bona fide church or sectarian religious institution, such a preference 
will best serve the purposes of such church or institution; and 

(c) The employment involved is closely connected with or related to the primary purposes of the 
church or institution and is not connected with a commercial or business activity which has no 
necessary relationship to the church or institution, or to its primary purposes. [Formerly 659.020] 

659A.009 Declaration of policy against discrimination in employment because of age. It is 
declared to be the public policy of Oregon that available manpower should be utilized to the 
fullest extent possible. To this end the abilities of an individual, and not any arbitrary standards 
which discriminate against an individual solely because of age, should be the measure of the 
individual’s fitness and qualification for employment. [Formerly 659.015] 

659A.012 State agencies to carry out policy against discrimination in employment; 
evaluation of supervisors; affirmative action reports. (1) To achieve the public policy of the 
State of Oregon for persons in the state to attain employment and advancement without 
discrimination because of race, religion, color, sex, marital status, national origin, disability or 
age, every state agency shall be required to include in the evaluation of all management 
personnel the manager’s or supervisor’s effectiveness in achieving affirmative action objectives 
as a key consideration of the manager’s or supervisor’s performance. 

(2) To achieve the public policy of the State of Oregon for persons in the state to attain 
employment and advancement without discrimination because of race, religion, color, sex, 
marital status, national origin, age or disability, every state agency shall be required to present 
the affirmative action objectives and performance of that agency of the current biennium and 
those for the following biennium to the Governor of the State of Oregon and to the Legislative 
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Assembly. These plans shall be reviewed as part of the budget review process. [Formerly 
659.025] 

659A.015 Affirmative action reports to include information on contracts to minority 
businesses. In carrying out the policy of affirmative action, every state agency shall include in 
its affirmative action reports under ORS 659A.012 information concerning its awards of 
construction, service and personal service contracts awarded to minority businesses. [Formerly 
659.027] 

Oregon University System Administrative Rules 

580-021-0006  

Affirmative Action Goals: Employment  

(1) Each institution president shall establish affirmative action goals and procedures for the 
purpose of increasing the proportion and effective utilization of minorities and women employed 
in administrative, technical and faculty positions in programs and departments where minorities 
or women are underrepresented.  

(2) For purposes of this rule, "minorities" refers to Black African Americans, Hispanic 
Americans, Asian/Pacific-Island Americans and American Indians/Alaskan Natives.  

(3) The goals and procedures established under this rule shall be reviewed by the institution 
president for adequacy and effectiveness at the end of each biennium and modified accordingly. 
A report of this biennial review shall be submitted to the Chancellor.  

Stat. Auth.: ORS 351.070 
Stats. Implemented: ORS 351.070 
Hist.: HEB 8-1986, f. & ef. 3-19-86; HEB 1-1993, f. & cert. ef. 2-5-93; HEB 5-1996, f. & cert. ef. 
12-18-96  

Federal Laws:  A summary of applicable Federal Laws is contained in Appendix A. 
 
Federal and State Regulatory Agencies:  A list of federal and state regulatory agencies is 
contained in Appendix B.
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SECTION 2 – SOU POLICY AND DISPUTE RESOLUTION PROCEDURES 
 

Affirmative Action, Discriminatory Harassment, and  
Equal Employment Opportunity Policy Statements  

 
Affirmative Action Policy 
Southern Oregon University is committed to the concepts and goals of Affirmative Action. This 
means actively and aggressively seeking the inclusion, in the student population and in the job 
force, of individuals historically underrepresented by making a positive and continuous effort in 
their recruitment, employment, retention, and promotion. The University is committed to 
strengthening these values through its curriculum offerings. Five groups of people are classified 
as racial minorities for affirmative action purposes: Hispanics or Latinos; American Indians or 
Alaskan Natives; Blacks or African Americans; Asians; and Native Hawaiians or other Pacific 
Islanders. There are other groups which, because they have suffered the effects of 
discrimination, are also the focus of affirmative action efforts: women; the disabled; those over 
forty; Vietnam era veterans; and those with an alternative sexual orientation.  Southern Oregon 
University is committed to actively removing any barriers that artificially limit the personal 
development of women and minorities, as defined.  
 
Discriminatory Harassment Policy 
Within the basic philosophies, goals, and guidelines for Southern Oregon University, students 
and employees shall have the right to pursue educational, recreational, social, cultural, 
residential, employment, and professional activities in an atmosphere where the rights, dignity, 
and worth of every individual are respected. These rights are granted independent of an 
individual's race, color, national origin, religion, age, disability, marital status, veteran status, 
gender, or sexual orientation. Any harassing, threatening, or intimidating activity, or any practice 
by an employee or a student which abuses, endangers, jeopardizes personal safety, or 
interferes with official duties, class attendance, or educational pursuits of any person is 
prohibited. Southern Oregon University is committed to free speech. Nothing in this policy is 
intended to limit constitutional protections of speech. Great care must be taken not to inhibit 
open discussion, debate, and expression of personal opinion and differences of opinion, 
particularly in the classroom. However, even when laws cannot compel us to do so, speaking 
responsibly requires us to be sensitive to the effects of hostile speech and to refrain from 
speaking in demeaning and harassing ways. As a community devoted to scholarship and 
education, all members are encouraged to resolve disputes in an open, mature manner through 
discourse, mediation, and education, and to actively work to promote a campus climate and 
work environment that is open and welcomes all persons. 
 
Equal Employment Opportunity Policy 
Southern Oregon University has been, and will continue to be, an equal opportunity employer, 
and will continue to recruit, hire, train, and promote into all job levels the most qualified persons 
without regard to race, color, religion, gender, sexual orientation, marital status, disability, 
national origin, veteran status, or age. Similarly, the University will continue to administer all 
other personnel matters (such as compensation, benefits, transfers, layoffs, University 
sponsored training, educational benefits, and social and recreational programs) in accordance 
with the University equal employment opportunity policy. It is SOU policy that illegal 
discrimination shall not exist in any activity or operation of the University.  
 
Athletics Policy 
SOU is committed to providing equal athletic opportunity for members of both sexes. Equal 
opportunities include: accommodating the athletic interests and abilities of female as well as 
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male students (including the selection of sports and levels of competition); equipment and 
supplies; scheduling; travel and per diem allowances; opportunity to receive coaching and 
academic tutoring; assignment and pay of coaches and tutors; locker rooms and other facilities; 
medical and training facilities and services; publicity; recruitment; athletic scholarships; and 
other factors. The SOU Title IX Compliance Officer is the Director of Athletics. Title IX 
grievances shall be processed as outlined in OAR 573-035.  
 
Grievance Procedures  
Detailed grievance procedures are contained in OAR 573-035. Any student with a complaint of 
discrimination should contact the chief student affairs officer or designee, SU 324, 552-6221. 
Teaching faculty should contact the Associate Provost, CH 130, 552-6114. Administrators and 
classified staff should contact the Associate Vice President for Human Resources, CH 185, 552-
6511.  
 
Complainants also have the right to file formal charges with other appropriate enforcement 
and/or investigative agencies. The University may suspend investigation under this procedure if 
the grievant also seeks review under another internal or external review procedure.  
Any employee, student, student organization, or person privileged to work or study in the SOU 
community who violates this policy will be subject to disciplinary action up to and including 
permanent exclusion or dismissal from the University.  
 
It is a violation of University policy to intimidate, discipline, discharge, or harass any individual 
because she or he has filed a complaint, instituted proceedings, assisted in an investigation, or 
formally or informally objected to discriminatory practices. It is a violation of University policy to 
intimidate, discipline, discharge, or harass an individual even if his or her complaint is not 
sustained. If retaliation occurs, the incident should be reported immediately to the appropriate 
grievance officer.  
 
Contractors, Suppliers, and Vendors  
University construction, goods, and services will be provided only by contractors, suppliers and 
vendors who declare they comply with nondiscrimination requirements of federal and state laws 
and regulations.  
 
Responsibilities  
All University deans, department chairs, and management and supervisory personnel should 
take appropriate steps to disseminate this policy statement and to inform employees and 
students of procedures for lodging complaints. All students and employees are expected to 
assist in implementing this policy. Efforts and accomplishments in the area of Equal 
Employment Opportunity and Affirmative Action will be a part of the evaluation of all managers. 
For interpretive advice to managers/faculty regarding legal compliance and for investigating and 
resolving individual complaints, please contact the Dean of Students, SU 324, 552-6221 (for 
students), the Associate Vice President for Human Resources CH 185, 552-6511 (for 
administrators and classified employees), and Associate Provost, CH 130, 552-6114 (for 
teaching faculty).  
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SECTION 3 - SOU CAMPUS COMMUNITY ROLES AND RESPONSIBILITIES 
 

President of Southern Oregon University 
By virtue of the overall responsibility vested in the President of Southern Oregon University by 
the Oregon State Board of Higher Education for all matters concerning the administration of the 
University, the President is the primary authority on all affirmative action and equal opportunity 
policies, procedures, and practices of Southern Oregon University. 
 
The President has delegated authority and responsibility for developing, disseminating, 
updating, and monitoring SOU’s Affirmative Action Plan through the Office of the Associate Vice 
President for Human Resource Services and the Office of the Associate Provost for Curriculum 
and Personnel. 
 
President and Vice-Presidents 
• Review and approve SOU’s affirmative action plan. 
• Comply with and facilitate the implementation of and compliance with policies, procedures, 

and practices that promote affirmative action and equal opportunity. 
• Require reporting units to function in accordance with all equal employment/affirmative 

action policies and procedures. 
• Review annual and supplementary progress reports from the Associate Vice President for 

Human Resources and Associate Provost for Curriculum and Personnel.  
• Assess the performance of department administrators and supervisors reporting to the 

President based on their good faith efforts to support and promote SOU’s affirmative action 
plan. 

• Encourage employees to participate in professional development and training activities. 
• Assist the Associate Vice President for Human Resources and Associate Provost with 

identifying areas for improvement, and developing and implementing proactive strategies. 
• Foster an environment supportive of non-discrimination and affirmative action efforts related 

to employment, recruitment, selection, promotion, transfer, and training. 
• Be responsive to complaints of unlawful discrimination and harassment of employees. 
 
Deans, Directors, Department Heads, and Supervisors 
• Comply with and facilitate the implementation of and compliance with SOU’s policies, 

procedures, and practices that promote affirmative action and equal opportunity. 
• Require reporting units to function in accordance with all equal employment/affirmative 

action policies and procedures. 
• Assess the performance of department administrators and supervisors reporting to the 

Dean, Director, or Department Head based on their good faith efforts to support and 
promote SOU’s affirmative action plan. 

• Assist University leadership, the Associate Vice President for Human Resources, and the 
Associate Provost with identifying areas for improvement and developing and implementing 
proactive strategies. 

• Encourage employees to participate in professional development and training activities. 
• Foster an environment supportive of non-discrimination and affirmative action efforts related 

to employment, recruitment, selection, promotion, transfer and training, and serve as a role 
model for employees. 

• Meet with employees to ensure SOU’s policies and programs are known, understood and 
are being followed. 

• Be responsive to complaints of unlawful discrimination and harassment of employees. 
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All Southern Oregon University Employees 
• Comply with SOU’s policies, procedures, and practices that promote affirmative action and 

equal opportunity. 
• Read to understand SOU’s policies, procedures and practices that promote affirmative 

action and equal opportunity. 
• Cultivate an environment supportive of non-discrimination and affirmative action efforts 

related to employment, recruitment, selection, promotion, transfer, and training. 
• Participate in professional development and training opportunities.   
 
Associate Vice President for Human Resources  
The Associate Vice President for Human Resources serves as the Affirmative Action Officer for 
classified staff and administrators, and collaborates with the Associate Provost for Curriculum 
and Personnel in carrying out the following responsibilities: 
• Develop and revise SOU’s Affirmative Action Plan  

• Identify areas for improvement and recommend proactive solutions. 
• Monitor the plan’s effectiveness and provide status reports to SOU executive and 

department leadership. 
• Collect and analyze data and revise the Affirmative Action Plan accordingly. 

• Ensure compliance with federal, state, and local laws of nondiscrimination in all hiring and 
recruitment strategies, and advise hiring administrators accordingly. 

• Serve as Affirmative Action Officer for teaching faculty in the absence of the Associate 
Provost for Curriculum and Personnel 

• Coordinate the evaluation of requests for accommodation. 
• Provide information and training to all SOU employees regarding policies and practices. 
• Foster an environment supportive of affirmative action efforts related to recruitment, 

selection, promotion, transfer, and training. 
• Provide advice in resolving conflicts and complaints, and investigate discrimination 

complaints and concerns with the objective of achieving resolution. 
 
Associate Provost 
The Associate Provost for Curriculum and Personnel serves as SOU’s Affirmative Action Officer 
for teaching faculty, and collaborates with the Associate Vice President for Human Resources in 
carrying out the following responsibilities: 
• Advise SOU departments and divisions throughout the recruitment and selection process. 
• Assist the Associate Vice President for Human Resources in developing, revising, and 

monitoring SOU’s Affirmative Action Plan as noted above. 
• Provide advice to the President, Vice Presidents, Department Heads, Directors, Deans, and 

Chairs on applicable affirmative action or equal opportunity related laws and regulations. 
• Provide advice in resolving conflicts and complaints, and investigate discrimination 

complaints and concerns with the objective of achieving resolution. 
• Serve as Affirmative Action Officer for administrators and classified staff in the absence of 

the Associate Vice President for Human Resources 
• Guide academic departments in formulating, revising and communicating university-wide 

policies, initiatives and strategies that promote multiculturalism and diversity. 
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SECTION 4 – DISSEMINATION OF SOU’S AFFIRMATIVE ACTION PLAN AND POLICIES 
 
Internal 
 
Southern Oregon University will make the affirmative action plan and equal employment 
opportunity policies known internally by: 
 
• Publicizing policies on SOU’s web site. 
• Distributing policies and the plan to the President, Vice Presidents, Deans, Department 

Heads, Directors, and Chairs and making it available to employees through their respective 
offices  

• Conducting employee orientation and appropriate management development programs that 
include discussions on equal employment opportunity and affirmative action policies. 

• Instructing search committees in their obligation to adhere to SOU policies regarding 
affirmative action and equal opportunity. 

• Ensuring all collective bargaining agreements contain a nondiscrimination clause. 
 

External 
 
Southern Oregon University will disseminate its affirmative action and equal employment 
opportunity policies externally by: 
 
• Informing all recruiting sources and prospective employees of SOU’s equal employment 

opportunity and affirmative action policies regarding recruitment and hiring practices.  
• Conveying SOU’s commitment to affirmative action and equal employment opportunity in all 

position advertisements and announcements. 
• Posting policies on SOU’s web site. 
• Sending written notification of SOU’s policies to vendors, suppliers, contractors, and sub-

contractors. 
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SECTION 5 – ANALYSIS OF SOU DATA 
 
Data Definitions and Application  
 
The data contained in this Affirmative Action Plan are current as of October 2002.   
 
Job Group Analysis – Appendix D 
Each job in Southern Oregon University is classified under one of seven equal employment 
opportunity (EEO) occupational categories based on similarity of skills, salary ranges and 
promotional opportunity.  A comprehensive list of job titles in each group is in Appendix C.   
The job group analysis is summary of positions within each occupational category.  The analysis 
contains the total number of incumbents, the total number of male and female incumbents and 
total number of male and female incumbents in each of the following groups: African-American, 
Hispanic, Asian/Pacific Islander, Caucasian, American Indian/Native Alaskan, or Unknown. 
Utilization and Workforce analyses are conducted by job group. 
 
• Executive, Administrative and Managerial includes all persons whose assignments 

require primary (and major) responsibility for management of the institution, or a customarily 
recognized department or subdivision thereof.  Assignments require the performance of 
work directly related to management policies or general business operations of the 
department or subdivision, etc.  Assignments in this category customarily and regularly 
require the incumbent to exercise discretion and independent judgment, and to direct the 
work of others.  This category includes positions such as president, vice president, 
associate provost, dean, and director. 

 
• Teaching Faculty includes all persons whose specific assignments customarily are made 

for the purpose of conducting instruction, research, or public service as a principal activity 
and who hold academic rank titles of professor, associate professor, assistant professor, 
instructor, or the equivalent.   

 
• Other Professional/Non-Teaching Personnel includes persons employed for the primary 

purpose of performing academic support, student service and institutional support activities 
and whose assignments would require either college graduation or experience of such kind 
and amount as to provide a comparable background.  This category includes positions such 
as human resource officer, custodial supervisor, associate or assistant director, director of a 
sub-unit or program within a department/division, business manager, and program 
coordinator.  

 
• Clerical and Secretarial includes all persons whose assignments are typically associated 

with clerical/secretarial responsibilities and/or administrative support.  This category includes 
position titles such as office assistant, cashier, library technician, and administrative program 
assistant. 

 
• Technical and Paraprofessional includes all persons whose assignments require 

specialized knowledge or skills, which may be acquired through experience, or academic 
work such as is offered in a two-year technical institute, community college, university or 
equivalent on-the-job training.  This category includes position titles such as equipment 
systems specialist, operations system/network analyst, and licensed practical nurse. 
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• Skilled Crafts includes all persons whose assignments typically require special manual 
skills and a comprehensive knowledge of the processes involved in their work, which may 
be acquired through on-the-job training and experience or through apprenticeship or other 
formal training programs.  This category includes position titles such as trades maintenance 
worker, pipe and steam fitter, electrician, and auto mechanic. 

 
• Service/Maintenance includes persons whose assignments require limited degrees of 

previously acquired skills and knowledge and contribute to the upkeep and care of facilities.  
This category includes positions such as custodian, food service worker, and grounds 
maintenance worker. 

 
Utilization Analysis – Appendix E 
A utilization analysis examines all major job groups in Southern Oregon University to 
determine the availability of qualified minorities and women in recruitment areas (i.e. local 
[Rogue Valley], regional [Oregon and bordering states] or national), and to determine if there is 
underutilization.  “Underutilization” occurs when fewer minorities or women are employed in 
a particular job group than would reasonably be expected by their availability in the labor 
market.  A utilization analysis is conducted separately for minorities and women.  
 
Data used in the utilization analysis come from a variety sources that provide the most 
recent available information for employers: 1990 Census Data Report; 2001 Civilian Labor 
Force Report; 2001-02 EEO6 Higher Education Report for Jackson County and the State of 
Oregon; U.S. Department of Education IPEDS 1997 Fall Staff Survey; U.S. Census 2000 
Report; U.S. Department of Education, NSOPF 1999; and SOU’s 2002 Banner HRIS 
Report.  The data source for each major job group is identified on the charts in Appendix E.  
Weight is given to the projected availability of qualified persons within the primary 
recruitment area for the job group.  The weight given reflects the expectation and probability 
of finding and hiring a qualified applicant within the primary  recruitment area for the job 
group. 
 
SOU considers the following factors in analyzing utilization:  
• Population in labor area – all persons ages sixteen and above 
• Size of unemployment workforce – all persons ages sixteen and above that are (1) 

neither “at work” or “with a job, but not at work,” (2) looking for work, and (3) available to 
accept a job 

• Available workforce in the immediate labor area – all persons ages sixteen and above, 
who are classified as employed or unemployed, in the area surrounding the facility or the 
area from which there is a reasonable commute 

• Availability of requisite skills in the immediate labor area – the availability of persons with 
requisite skills for positions in the area surrounding the facility or the area from which 
there is a reasonable commute  

• Availability of requisite skills in the recruitment area outside the immediate labor area 
• Available workforce within the organization – availability of persons to fill positions 

internally 
• Training institutions – universities, colleges, technical schools, etc. that provide a 

potential source of employees 
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Workforce Analysis – Appendix F   
A workforce analysis is a report listing positions within each department in each of SOU’s major 
divisions ranked from lowest paid to highest paid.  In October 2002, SOU had six divisions: 
Academic Affairs, Administration and Finance, President’s Office, Research and 
Communication, Student Affairs, and University Relations.  For each division, the analysis 
contains the total number of incumbents, the total number of male and female incumbents, and 
total number of male and female incumbents in each of the following groups: African-American, 
Hispanic, Asian/Pacific Islander, Caucasian, American Indian/Native Alaskan, or Unknown. 
Appendix F is a summary of SOU’s Workforce Analysis by division.  Detailed information about 
each division and department that supplements Appendix F is available in the Offices of the 
Associate Vice President for Human Resources and the Associate Provost for Curriculum and 
Personnel.   
 
Data Analysis  

 
Influencing Factors: 
Southern Oregon University notes the following external factors that affect the recruitment and 
retention of a diverse workforce.   
 
• Due to significant economic factors in the State of Oregon and in accordance with directives 

from the Governor’s Office and State Legislature, Southern Oregon University, evaluates 
each vacant position based on its direct or immediate impact on the public health, safety, 
and/or welfare of Oregonians; whether it is mission critical in ensuring student access and 
the provision of vital services or the protection of SOU’s fiduciary obligations; and whether 
the position is integral to SOU meeting its commitments to students and other populations.  
In addition, SOU eliminated 22 positions in December 2002 due to budget reductions.  
When approval is granted to fill a vacancy, a recruitment strategy is developed to seek a 
qualified and diverse applicant pool. 

 
• Recruitment of minorities is challenging because Oregon is a state with a disproportionately 

low population of racial and ethnic minorities.  Nevertheless, Southern Oregon University 
remains committed to developing proactive and effective initiatives to improve gender and 
ethnic diversity in its workforce in support of SOU’s commitment to create an inclusive 
learning environment for those who study and work at the University. 

 
• An ongoing issue and challenge for Southern Oregon University is the ability to offer 

competitive market salaries that will attract a diversity of candidates.  In addition, the State of 
Oregon has imposed a freeze on salary increases, except for promotions or substantive 
changes in a position’s responsibilities, for the 2003-2005 biennium.  In support of SOU’s 
mission, vision and strategic initiatives, developing a competitive compensation plan for 
faculty and staff is a priority for the current biennium to prepare for the next biennium.   

 
Analysis and Findings  
 
University-Wide Analysis 
The following is an organization-wide analysis, based on job group (Appendix D) and utilization 
analyses (Appendix E).  Categories in which there is underutilization represent areas for 
improvement.  Where no underutilization exists, SOU’s objective is to retain employees, while 
continuing to engage in efforts to increase ethnic and gender diversity. 
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• All Job Groups: 
SOU experienced an 18% increase in all ethnic groups combined from 2000 to 2002.  By 
2002, the number of total minorities on campus has increased and represents 7.2% of the 
SOU employee population compared to 6.5% in 2000.   
 
The number of African American employees increased 50% between October 2000 and 
2002.  The number of American Indian/Native Alaskan employees increased 60% in 
between October 2000 and 2002.  In 2002, the Asian/Pacific Islander ethnic group equaled 
nearly half of all minorities at SOU at over 3% of SOU’s total employee population, and the 
Hispanic ethnic group was the second largest at nearly 2% of SOU’s total employee 
population. 
 
The number of female employees increased 11% between 2000 and 2002, while males 
increased by 2.8%.  The Executive, Faculty and Technical/Professional job groups 
experienced the largest increases in female employees. 

• Executive, Administrative and Managerial – Primary Recruitment Area: National 
While there is no apparent underutilization of females in this job category, underutilization of 
minorities in all ethnic groups remains unchanged from 2000.  Females represent a majority 
of this category (52.5%), whereas in 2000 the reverse was true.   

• Teaching Faculty – Primary Recruitment Areas: Regional and National 
2002 data indicate no underutilization for females, for which there was a 19% increase 
compared to 2000 data, and no underutilization for the Hispanic and American Indian/Native 
Alaskan ethnic groups.  However, there is underutilization in the African American and Asian 
Pacific Islander ethnic groups.  10.50% of faculty in 2002 were minorities, whereas in 2000 
the percentage was 9.09. 

• Other Professional/Non-Teaching Personnel – Primary Recruitment Areas: Local and 
Regional  
2002 data indicate underutilization in the African American, Hispanic and Asian/Pacific 
Islander ethnic groups, but not in the American Indian/Native Alaskan ethnic group or with 
females, even though the percentage of females in this job category decreased from 
63.64% to 61.18% between October 2000 and October 2002.   
 

• Clerical and Secretarial – Primary Recruitment Area: Local 
There is no underutilization of females and African Americans in this job group based on 
analysis of the local workforce.  Underutilization exists in the Hispanic, Asian/Pacific 
Islander, and American Indian/Native Alaskan ethnic groups. 
 

• Technical and Paraprofessional – Primary Recruitment Areas: Local and Regional 
There is no underutilization of females, which increased by 11% of the total employee 
population in this job category since 2000; however, all ethnic groups are underutilized in 
this job category.   
 

• Skilled Craft  – Primary Recruitment Area: Local 
Females and all ethnic groups are underutilized in this job category.  
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• Service/Maintenance – Primary Recruitment Area: Local 
Except for the African American ethnic group, all other ethnic groups and females are 
underutilized.  The percentage of females to the total number of employees in this job 
category increased by 2.42%.  The percentage of minority employees to the total number of 
employees decreased by 1.79% since October 2000. 
 

Summary:  SOU’s recruitment and placement initiatives need to focus on attracting, hiring, and 
retaining qualified minorities in all job categories as noted above, and females in the 
Technical/Paraprofessional, Skilled Craft, and Service/Maintenance job categories. 
 
Analysis by Division 
In October 2002, SOU had six major divisions:  Academic Affairs, Administration and Finance, 
President’s Office, Research and Communication, Student Affairs, and University Relations.  
The following analysis is based on data from SOU’s Workforce Analysis, which contains data on 
the ethnic and gender make-up in each department within a division.  Division totals are 
summarized in Appendix F.  Detailed information about divisions and departments that 
supplements Appendix F is available in the Offices of the Associate Vice President for Human 
Resources and the Associate Provost for Curriculum and Personnel.  Organization charts 
illustrating reporting relationships in 2002 and 2003 are in Appendix G. 
 
Recommendations are based on the ethnic and gender make-up of each department within a 
division that has 10 or more positions.  The size of departments was considered because of the 
likelihood of vacancies occurring during the biennium.  While the following recommendations 
are offered to increase diversity within specified departments, all departments are encouraged 
to pursue recruitment and placement strategies that address underutilization, as noted in the 
section “University Analysis,” and contribute to SOU’s commitment to promote and achieve a 
diverse cultural and ethnic learning environment in support of its mission. 
 
Academic Affairs 
Academic Affairs reports to the Vice President for Academic Affairs and Provost.  It is the 
largest division with a total of 369 employees in all job groups as of October 2002.  
Representation in all minority groups increased by a total of 25% between October 2000 and 
October 2002, and the number of females increased by 10%.   
 
Recommendation:  During the remainder of the 2003-2005 biennium, the following departments 
that have 10 or more positions are areas in which strategic recruitment initiatives for approved 
vacancies need to be identified and implemented to achieve greater gender and/or ethnic 
diversity, to the extent there are qualified applicants in the recruitment area.    Periodic audits 
will be conducted to assess progress.    

• For females:  Health and Physical Education 
• For minorities:  Extended Campus Programs, Information Technology, Library, Registrar, 

Biology, and School of Business 
 
Administration and Finance 
Departments in this division report directly to the Vice President for Administration and Finance.  
As of October 2002 there were 103 employees in this division.  Between October 2000 and 
October 2002 the number of Hispanic employees in this division decreased from four to three. 
 
Recommendation:  During the remainder of the 2003-2005 biennium, the following departments 
that have 10 or more positions are areas in which strategic recruitment initiatives for approved 
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vacancies need to be identified and implemented to achieve greater ethnic diversity.  Periodic 
audits will be conducted to assess progress.   

• For females and minorities:  Physical Plant  
• For minorities:  Business Services (all units) 

 
President’s Office 
As of October 2002, the President’s Office had 20 positions.  In addition to staff in the 
President’s Office, Jefferson Public Radio (JPR) reports to the President.  One-third of the total 
staff in this division is female and 5% are minorities. 
 
Recommendation:  During the remainder of the 2003-2005 biennium, strategic recruitment 
initiatives for approved vacancies in JPR need to be identified and implemented to achieve 
greater ethnic diversity.  Periodic audits will be conducted to assess progress.   
 
Research and Communication 
Research and Communication reported to the Vice President of Research and Communication 
until July 1, 2003.  In October 2002 six of the nine employees were female and none of the staff 
were minorities.  Subsequent to the Vice President’s retirement in May 2003, staff in the 
research section were transferred to the Provost’s Office and the staff in the communication 
section were transferred to Institutional Advancement (formerly University Relations).  See 
University Relations for further comment and recommendations.  
 
Student Affairs 
As of October 2002, the Student Affairs Division had 130 employees.  The division reports to the 
Vice President for Student Affairs.  The number of females increased 15% between October 
2000 and October 2002 and the number of minority employees increased 40%.  Females make 
up the majority of employees. 
 
Recommendation:  During the remainder of the 2003-2005 biennium, the following departments 
with 10 or more positions are areas in which strategic recruitment initiatives for approved 
vacancies need to be identified and implemented to achieve greater ethnic diversity.  Periodic 
audits will be conducted to assess progress.    
      ●  ACCESS Center  ●  Housing 

●  Food Services   ●  Student Health and Wellness Center 
●  Bookstore   ●  Schneider Child Care Center    
 

University Relations (Institutional Advancement as of July 1, 2003) 
In October 2002, the staff in this division reported to the Vice President of University Relations.  
At that time there were eight staff members – three female and five male, one of whom was a 
minority.  Effective July 1, 2003, the University Relations division became Institutional 
Advancement and was restructured to include Publications staff and Marketing and Public 
Relations staff who had previously reported to the Vice President of Research and 
Communication.  As a result of this change, the number of female employees now represents 
the majority of employees in this division, whereas in October 2000, the reverse was true.   
 
Recommendation:  During the remainder of the 2003-2005 biennium, strategic recruitment 
initiatives for approved vacancies need to be identified and implemented to achieve greater 
ethnic diversity in this division.  Periodic audits will be conducted to assess progress.   
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SECTION 6 - PROACTIVE STRATEGIES  
 
Southern Oregon University will demonstrate its commitment to affirmative action, and equal 
opportunity in employment by the following actions:    
 
• Review and revise recruitment and selection procedures to ensure accountability for 

affirmative action and equal opportunity in employment at all levels of the organization. 
 
• Ensure the effective use of a variety of strategic recruitment venues to attract qualified and 

diverse candidates, such as, but not limited to, the Oregon Employment Department, 
Veterans’ Services Offices, University Human Resource and Career Placement Offices, 
University Affirmative Action Offices, community organizations, and various web sites. 

 
• Orient hiring administrators and search committee chairs and members about SOU’s 

affirmative action and equal opportunity in employment policies, recruitment and selection 
procedures, and accommodation procedures. 

 
• Provide division and department management data, information, and support needed to 

identify and implement recruitment strategies based on current workforce data.   
 
• Inform all employees about their roles and responsibilities. 
 
• Participate in community and SOU-sponsored job fairs. 
 
• Continue participation in and support for the Ashland Community Diversity Alliance and 

other community groups. 
 
• Review and update position descriptions to ensure they accurately reflect essential functions 

and requisite qualifications. 
 
• Assess the outcome of proactive strategies and initiatives. 
 
• When feasible, collaborate with universities in the Oregon University System to identify and 

initiate recruitment strategies. 
 
• Encourage qualified female and minority candidates to apply for positions in areas of 

underutilization. 
 
• Encourage employees to participate in educational opportunities offered through 

professional organizations, community groups, educational institutions, and SOU. 
 
• Comply with all federal and state laws and regulations regarding the employment of 

individuals with disabilities. 
 
• Act in a timely and effective manner to complaints and concerns expressed by applicants 

and employees, and prevent discrimination in the workplace. 
 
• Recommend faculty for participation in the Oregon University System’s Targeted Excellence 

Faculty Diversity Initiative to enhance faculty diversity throughout the Oregon University 
System 
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SECTION 7 - MONITORING AND EVALUATION 
Southern Oregon University, under the direction and leadership of the Associate Vice President 
for Human Resources and the Associate Provost for Curriculum and Personnel will employ the 
following practices and procedures for monitoring and auditing the objectives established in 
policy and in this affirmative action plan: 
 
1. Conduct an annual review of affirmative action data to assess recruitment outcomes, 

and compare data during each year of the biennium.   
 
2. Assess the effectiveness of recruitment strategies in attracting a diverse applicant pool.   
 
3. Review applicable policies and procedures annually and revise as necessary. 
 
4. Meet with the President and Vice Presidents periodically and as needed to discuss audit 

findings, areas for improvement, and the effectiveness of proactive strategies.  
 
5. Review position descriptions periodically and each time a position becomes available 

and approved for recruitment. 
 
6.   Assess and report on the resolution of complaints regarding discrimination in 
 employment. 
 
7. Ensure performance assessment and feedback tools include an assessment of 
 management’s efforts to support SOU’s affirmative action plan and applicable policies. 
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APPENDIX A - SUMMARY OF APPLICABLE FEDERAL LAWS 
 
Title VII of the Civil Rights Act of 1964 
Prohibits discrimination because of race, color, religion, sex, or national origin in all practices, 
privileges, and conditions of employment.  Enforced by the EEOC (Equal Employment 
Opportunity Commission). 
 

 
 
Executive Order 11246 (As Amended) 
Mandates affirmative action by federal contractors as a condition of doing business with the 
government.  The contractor cannot discriminate against any employee or applicant for 
employment because of race, color, religion, sex, or national origin. The contractor must take 
affirmative action to ensure that the treatment of applicants and employees is without regard to 
their race, color, religion, sex or national origin. Such action applies, but is not limited, to the 
following: employment, upgrading, demotion, or transfer; recruitment or recruitment advertising; 
layoff or termination; rates of pay or other forms of compensation; and selection for training, 
including apprenticeship. The contractor must post notices about its nondiscrimination policies. 
 

 
 
The Rehabilitation Act of 1973 
Section 501 of the act prohibits discrimination against qualified disabled individuals; it also 
requires federal contractors to take affirmative action to employ, advance in employment, and 
otherwise treat disable workers without discrimination in all employment practices. 
 

 
 
The Vietnam Veterans Readjustment Act of 1974 
Requires federal contractors to take affirmative action to employ and advance in employment 
qualified disabled veterans in general, and veterans of the Vietnam era, whether disabled or not. 
 

 
 
The Civil Rights Act of 1991 
Extends punitive damages to claims of sex discrimination and sexual harassment. 
Amends 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 for other purposes.  
 

 
 
The Americans with Disabilities Act of 1990 
Title I: Employment - prohibits employers from discriminating against qualified job applicants 
and employees who are or who become disabled.  Title III: Public Accommodations - requires 
employers to make facilities, goods, and services accessible to and usable by persons with 
disabilities. 
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Age Discrimination in Employment Act of 1967 
Prohibits discrimination on the basis of age for people age forty and over. 
 

 
 
Title IX of the Education Amendments of 1972, as amended. 
Prohibits discrimination and exclusion of any person, on the basis of sex, from participating in or 
receiving benefits under any education program or activity receiving Federal financial 
assistance.  
 

 
 
Equal Pay Act of 19636, as amended. 
The EPA, which is part of the Fair Labor Standards Act of 1938, as amended (FLSA), and which 
is administered and enforced by the EEOC, prohibits sex-based wage discrimination between 
men and women in the same establishment who are performing under similar working 
conditions. 
 

 
 
Age Discrimination Act of 1975 
Prohibits discrimination on the basis of age in programs or activities receiving Federal financial 
assistance. 
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APPENDIX B - FEDERAL AND STATE REGULATORY AGENCIES 
 
U.S. Equal Employment Opportunity Commission (EEOC) ** 
An independent agency created by the Civil Rights Act of 1964 that enforces Title VII regulations. 
 
1801 L Street, N.W.  
Washington, D.C. 20507 
Phone: 202-663-4900   TTY: 202-663-4494 
www.eeoc.gov   
 
Seattle District Office 
Federal Office Building 
909 First Avenue 
Suite 400 Seattle, WA 98104-1061 
Phone:  206-220-6883 or 1-800-669-4000 TTY: 206-220-6882 or 1-800-669-6820 
 
** To be automatically connected with the nearest EEOC field office, call 1-800-669-4000. 
 

 
 
Office of Federal Contract Compliance Programs (OFCCP) 
An agency of the Federal Department of Labor that enforces regulations governing all federal contractors.  
A federal contractor is a company that has more than $50,000 in government contracts and 50 or more 
employees. 
 
Portland Area Office: 
U.S. Department of Labor 
Assistant District Director 
ESA – OFCCP 
1515 SW 5th Ave. 
Suite 1030 
Portland, OR 97201 
Phone:  503-326-5746 
 

 
 
Oregon Bureau of Labor and Industries (BOLI) 
An agency of the State of Oregon that has the responsibility of enforcing applicable laws and preventing 
unlawful discrimination. 
 
Local Office: 
700 E. Main Street, #105 
Medford, OR 97501 
Phone:  541-776-6270 
 

 
 
Affirmative Action Director, Office of the Governor, State of Oregon 
 
Phone:  503-378-3111, ext. 26 Email: Raleigh.Lewis@state.or.us 
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APPENDIX C:  SOU JOB TITLES WITHIN JOB GROUP 


