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OBJECTIVES

¢ Develop the Narrative Components
off an| Affirmative Action Plan

¢ ldentify the Relevant Available LLalhor
Market

¢ Conduct an| Incumibency. te
Availlapility Analy/sis

¢ Establish Goals

¢ Conaduct anPAnRalysisiel Empleyment:
ACHIGRS



AEFIRMATIVE ACTION

¢ A management tool designed to
ensure equal employment

eppoertunity: (EEO).

his Includes:

— Management actions, pelicies, and
procedures designed te achieve EEO.

— Systematic efforts te prevent, detect
and promptly eliminate: disciHmination:

— Recruitment & outreach measures.



AEEIRMATIVE ACTION;

EQUAL EMPLOYMENT OPPOR TUNITY
Section 110.112, F.S. and 60L-33 F.A.C.

¢ Requires the head of each executive agency to
develop and implement an affirmative action

plan.

¢ Reguires executive agencies te establish annual
goals fer ensuring fullf utilization of groups
Uunderrepresented 1n Iits Woerkioerce as compared to
the relevanit 1alber market.

» Reguires appeintment: off an Equall Empleymenit
OpPpektunRIty, Officer.

¢ REGUIrES agencies te) provide: BVIS/IHRIVIFOffice
Withran  annualtpeatereon thelir AATEerLS:



AA PLAN COMPONENTS

¢ Cover Page

¢ lable of Contents

¢ Organizatienal Profile

¢ Affirmation of EEO Policy

& Responsibility for Implementation

¢ Dissemination of EEQC! Policy.

¢ ldentification ol Prekliem Areas

& Action-Oniented Pregrams

¢ lnternalfAudit and Reperting Systemn
9 Statisticalr ARaly/ses
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COVER PAGE

Name of Agency.

Title of Document “Affirmative Action Plan™
Effective Dates/Time Period of Data
Effective Dates/Time Period of Plan

Name, title, address and phene AumbEer of
agency. head

Name, title, address and phene AumBber off EEO
Officer

Name, title; addiress and phene AUmIBEr Gl PErSGN
WhHe prepared the plan

Signature e the agency head and EEO Officer
Withrarstatementinaicatngrther ageney head has
reviewed and appreved the plan.



Florida Department of Commerce

Affirmative Action Plan
4550 West Tennessee Street
Tallahassee, FLL 32303

Data Year: July 1, 2006 — June 30, 2007
Plan Year: July 1, 2007 — June 30, 2008

Plan Completed by: Jane Doe, Human; Resource Analyst (850) 425-5557

John Public, Director off Administration

Willrama Viark: yecretar partment of Commerce,

fl
850)) 425-847




TABLE OF CONTENTS

¢ List ofi the major sections In the
Affirmative Action Plan (AAP)
reflecting the starting page number
Off each section.



ORGANIZATIONAL PROFILE

¢ Display of the Agency’s Organizational
Structure.
— Graphical chart;
— Jext; or
— Spreadsheet

¢ Dispiay must Identify, eachl erganizatienail
LRIt and shiew: thelr relaticnshlp terether
URItS.

— OrganizaenRal Rl AGENCY,; REQION, PISHIACLE,
[DIViISien, BUkeal), etc:



ORGANIZATIONAL PROFILE

¢ For each) Organizational Unit include:
— Name ofi Unit

— Job title, gender, race/ethnicity of the unit
SUPERVISOK

— Tiotall Number off Male and Female imcumbenits

— Jotall Number off Males and Females in each
EEG greupr (Whnte:;, Blacks Hispanic,
Asians/Pacific Islanders, and American
Indians/Alaskan Natnes)
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DEPARTMENT OF EFEAMILY SERVICES

Office of the Secretary
Secretary: 1IWM
Total Employees: 8
3WM/3WF/1BF/1HF

Office of General Counsel
General Counsel: 1IWM
Total Employees: 10

Chief of Staff
Chief of Staff: 1IWF
Total Employees: 20

3WM/1BM/3WF/2BF/1AF 5WM/3BM/6WF/3BF/2HF/1AF
Director of Administration Director of Programs Director of Operations
Director: 1IWF Director: 1BF Director: 1WM
Total Employees: 50 Total Employees: 25 Total Employees: 30
15WM/10BM/5AM/10WF/9BF 10WM/2BM/3HM/7WF/3BF 5WM/15BM/3WF/7BF
i l
Region | Region Il

Regional Director: 1HM
Total Employees: 120
25WM/20BM/10HM/45WF/20BF

Regional Director: 1WF
Total Employees: 300
5WM/35BM/20HM/45WF/60BF/75H
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AEFIRMATION OF EEO POLICY

o Narrative Statement off Agency’s
Commitment to Equal Employment
Oppoertunity.

— Statement to Include a description of
new. empleyees file a complaint of
discrimination.

¢ Statement can e IR the ferm ol a
policy/ ISStied; SIGREE and dated oy
theragenecy/ head:
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RESPONSIBILITY FOR
IMPLEMENTATION

¢ Ultimate accountability for directing and
Implementing the AAP rests with the
agency head or the agency’s executive
director.

¢ He/she shoeuld designate: the Specific
Individuali(s) respoensivle fer
Implementation:  Generally/  this
respoensibility, rests With the:

— EgualEmpley/ment Oppertuniby, OfhfiCer
— [DIRECLOKS and DEPartMER HEeans
—Vanagers ane SUPERISeNS -



DUTIES OF EEO OFFICER

¢ Determine Annual Goals

& Assist In the ldentification and
Development ofi Effective Selutions fer
AA/EEQ problems

¢ Moniter Agency: Compliance

— ncludes the Design and Implementation: off a
PEriedIc audit and reperting system

¥ Previde Consultation ter Vianagers
rfegarding Pregress, Gefliciencies anad
apprepPrater CoRECHVE aChENn
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DUTIES OF DIRECTORS AND
DEPARTMENT HEAD

# Assist In Identifying preblem areas,
formulating soelutiens and setting unit
goals andl ebjectives.

o Perioedically audit training preograms,
ARG and preometien patterns toe
remeVve Unnecessary/ Impediments.

¢ ERsure that managers, SUPErRVISers
and ether empleyees Wit thely
PIVISIeR URderstancrand compiy  wWith
the ageney s EECrRPoIICIES.
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DUTIES OF MANAGERS AND
SUPERVISORS

¢ [ake steps to foster and maintain a
work environment conducive to
achieving egual employment:
oppoertunities and a woerkplace free
frem discrimination.

¢ Afferd an eppertunity, andiencelrage
MINGKLY and WemieR employees e
participate inralirfageney spensered
ACUVITIES, tralnng, ete.
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DISSEMINATION OF EEO POLICY
EXAMPLES

¢ INTERNAL

— Published in Employee Handbook
— Posted on Employee Bulletin Boards
— Displayed on Agency: Intranet Site

& EXTERNAL

— Published i Jols advertisemenis) (An Equal
Empleyment Opportunity, Empleyer/Afhifmative
Action Empleyer)

— Pulslishied inr Recruiting; materals
— Displayedien Agency s Pulklic Internet Site
— Included IR Contiracts
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IDENTIFICATION OF PROBLEM
AREAS

¢ In-depth; analysis of personnel policies and
practices to identify any Impediments to egual
employment opportunity.

¢ ypically identified by erganizational unit and jeb
category.
¢ Some areas to evaluate:
— Selection/Promotien/Ilransier Procedures
— Recrurtment Process
— Workierce Utilization

— Personnel Actionsi(Hine; Promotion; JiErmination;
DIScIpline; elc:)

—Applicanit Elew.
—ir2IRIRe Pregrams
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IDENTIFICATION OF PROBLEM AREAS
EXAMPLES

High termination rate for black females located
In Region |, EEO joeb categoery 2.

A significantly higher percentage of minorities
are being underutilized in EEO jolb category: 4
compared te nen-minerities. Cencerned that
agencies higher EBAT passing scere reguire-
ment may, be eliminating minerities firem the
SElection Precess.

Impact Ratier Analysis fer hires revealed
UnRdertitiization: e Wemen In: EE@! el category

2z, Concemed thati inadeguate Frechuiinge meay,
PErther causer ey ienmalerapplicani oW rate:
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ACTION ORIENTED PROGRAMS

¢ Designed to eliminate identified
problems and to attain established
goals andl elbjectives.

¢ Vust be sufficient te ensure that
each of the agency/ s ebjectives and
the everalliintent: el EE@! are
achieved aned preocucermeasiasie
results:

240)



SPECIFIC ACTION-ORIENTED
PROGRAMS

¢ Program Is one that indicates what
the action Is, whoe willl accomplish It,
hoew It will be accomplished and
when it will“ive accomplished

21



RESULTS-ORIENTED
PROGRAMS

¢ Program Is taillered in such a way/
that proper execution will result
elther 1R an Increase In MINGKILY
greup or female representation in a
|Gl categ Ry, Iif Vacancles occul; O

¢ Therewilifver clear decumentation
that ther agency, teek suliiicient action
0] constitute geed ialth efffer:=:
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ACTION ORIENTED PROGRAMS

EXAMPLES

¢ The Office of Human Resources will coordinate
with the job placement office at each of the
predeminately minority or female colleges within
the state to conduct recruitment fairs during the
Eall'and Spring terms.

o Effective July 1, 2007, sUpervisers/managers, will
pPegin Werking With thelr servicing Human
Resource Office te post all jols advertisemenis: In
lecall minoerity, news: meadia.

¢ DIsseminate: Iniermatien 6n ek eppertuRIties e
ehoanIZabens rEpresenting MInGHWES, WoeRIEnR
and empley/ment: develeopmeni.
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INTERNAL AUDIT AND
REPORTING SYSTEM

¢ Purpoese of Internal Audit and
Reporting System
— Measure the effectiveness off agency’s
pPrograms

— Determinge the degree te Whlch the
dgEeney/ s goals and ehjectives have
PEEN GlhitalnEd

— Jdentiy, the ' need fier remediall action
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AUDIT AND REPORTING ACTIVITIES
EXAMPLES

¢ Monitoring records of all persennel activities to
Include hires, transfers, promotions,
terminations, discipline, and training te ensure
your nondiscriminatery pelicy Is being applied.

¢ Reguires internal repoerting by erganizaticnal
URIts on a secheduled bhasis as to the degree toe
wWhichl EEO’ eljectives are beingl met.

o Review resultsiwithr aliflevels: el managemenit.

¢ Advise teprmanagement: off pregram effectivVERess
aned make recommendatens e mpreVve
URSatisiacioRn/ PErCHRANCE:
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STATISTICAL ANALYSES

» Analysis of Prior Year’'s Goals

» Availlability: Analysis

» Compare Incumbency: te: Availaaility
¢ Establishl Placement Goeals

9 Analysisi ol Employment ACtions

26



JOB GROUPS AND
EEO GROUPS

Job Groups (Categories) EEO (Race/Ethnic) Groups
¢ 01 Officials/Administrators & White (nen-Hispanic)
¢ 02 Professionals ¢ Black or African American
¢ 03 Technicians (non-Hispanic)
¢ 04 Protective Services ¢ HHispanic
¢ 05 Paraprofessionals ¢ Asian (non-Hispanic)
s 06 Administrative Support ¢ Nauive Hawaiian/Other
o 07 Skilled Craft Paciiic lsiander (nen-
. . HISpaRIC)
9 06 Senvice Viaintenance

» American Indran/Alaskan
Native (Ren=-Hispanic)

9 2 O mere races (nen-
HISpPanIc)

27



ANALY SIS OF PRIOR YEAR'S
GOALS

¢ Evaluation of progress made toeward
reaching the prior year's goails.

¢ AsSIsts 1N designing programs for the
current AAP year and helps identiky
jols greups for which additional “good
faltihl effieris: must Pe directed.

28



AVAILABILITY ANALYSIS

¢ Purpose Is to identify the relevant
labor market by determining how.
many minorities and females; are
avallanle for employment i each ol

group.

— [ shieuldl consist aff peeple withl the
requiredminimums qualiications fer the
jeRs that lIive iR ther geegraphic area
remPWhIchrapplicantsiappIN G ake
FEcrulIited:
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2000 AVAILABLE LABOR MARKET ANALYSIS
(LEON COUNTY)

White Alone, |Black Alone, [ AIAN Alone, | Asian Alone,| NHOPI Alone,| 2+ Races, Not

Female | o801 #e101]  1se23]  tes] 10l o 7aa] 1s58
1-Offcals & Towl | 1370 11020 2138 a4l | o or] o8
cminisirators
Vale | siss]  ooss|  iou] 24l sl o as| 224
Fomale | om0  ass|  ia22l o] m| o s od
2-professionals [toral | ssao1] 20009 673z 104l  toss] o sms| 1az
Wale | ira7e  1a7ca] 2324 2o w2l of o222 sas
Female | 20925]  1s246]  4a08] 75| asi| o 1] sra
3-Technicians [toial | ss10] ezl 1205 18] 2ol o as] iog
Wale | 2601 iger]  sor] o] mal o s e
Fomale | 2oz iou|  vofl 18] sl o a s
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INCUMBENCY TO AVAILABILITY
ANALYSIS

¢ Compares the actual percentage of
minorities and females within the
Wworkforce with thelr calculated
avallaniicy.

» Analytical Methods:

— Any Difference Rule

—\Whele Persen Rule

= 80% Rule

— e Standarer Deviatiens ARalysis

SHl)



ANY DIFFERENCE vs.
WHOLE PERSON RULE

¢ Any Difference Rule — The number of
females or minoerities ina EEO group
IS/ less than the expected numiber:
pased on availaniliicy.

¢ \Whele Persen Rule — Availaniiicy,
EXCEEeds empleymenit 9y GRE: or moere
PERSGNS.

7



OFFICIALS & ADMINISTRATORS

TOTAL AM INDIAN/ TOTAL
EMPLOYEES BLACK ~ [HISPANIC  |ASIAN  |NHOPI  |ALK'NATIVE [2+ Races  |MINORITY  |FEMALE

T T O A
oo | 00 | & | W | W7 [ % [ 0 | W [ W | m
Wil |- | @ | W | % | %5 | @ | 5 | & | %

i I O

oTw T T T e
— e T Tw [ [
— w1 [ w ] | | ®_

Calculating what 1 person equates to as a percentage

Divide the total # of employees in the job group into 1. 1/18 =5.6%
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80% RULE

(a.k.a. 4/5ths Rule, Impact Ratio Analysis, Disparate Impact Testing)

Steps

1. Calculate Expected # Based on %6 of Availability in
EEO Group

Jotal #£ Empleyees in Job Group X % of Availability in EEOC) Group

2. Calculate 80°%%6 el Availanliity,

80%) X 7+ Expectied in EEOrGroup (Result firem Step: 1)

* Compare the 80% availalbnity/ Moure: tor the - off employees
utilizedhin the EEC  grouprveing examined. I the 80% ligure
ISIgreater than current titlizateniin ther EE@  grou|e);

underutilization exists.
34



TWO STANDARD DEVIATIONS
ANALYSIS

n= Total # ofi employees in job group
p= Availability % in EEO greup

O= observed # utilized

E= expected # utilized (np)

Steps:
1 Calculate standard deviation SPD=

2. Calculate - of standard deviatiens, fifem the Mean (the
expected result) E-O/SD

(ihis step determines statisticall significance, Whichiis, the # of SD
Py WhICh Observed diffiers o ExXpected results)

—  When the # of standard deviations exceeds +/- 2 the
result is underutilization.
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ARE WOMEN BEING UNDERUTILIZED?

Total # In job group [=200] Utilization of females in job group [=31]
Eemale availability: % [=20%]

80906 Rule Two Standard Deviations

1. 200 x 20%, =40
empleyees

> 80% x 40 = 32 - — s
EMpIoyEEs > 40— 31/5.66 = 1.50

- Current utiization: of

Females isiadl, whichiis |- LoSNSHESSTian = E 23
eSS than 22 Therefore therefore females are not

females are Underutilized.

underutilized.

36



RULE OF NINES

N = # of employees in job group [30 employees]
=1 9% availability off EEO greup [20%% Hispanic]
Q=1-P

Rule off Nines: Nix P x Q
30 x .20 x (1-.20) =
6Xx.8=4.8

— \When theiinalfproduct (IR thisicase 4. 8) s lessi than 9,
the 2 SiDr analy/sis may/ noi e Used o) calculaie
UnRderuitiization:

SY



PLACEMENT GOALS

¢ Placement goals are established
where underutilization exists for
either minorities or women.

» Goals are ebhjectives or targets that
ale reasenanly, attaimanle threugh
“geod falth efferts™.

¢ QUoelLas, set=asides and pPrelerences
arelliegalrvecalse: these metheds
alie contiany/ ter EE@NaWS:

38



ESTABLISHING GOALS

¢ The placement goal must at least be egual
to availability.-

¢ SEetting goals as a placement rate vs. a
neadcount target:.

— [Headcount targets, are stagnanit figures whaich
cannot compensate ier UneExXpected growith or
decline I the Woerkierce.:

— Placement rates are a %) o the: Werkiorce and
theravanapmty/snumker adjustsraccoradinge|y
WHER thEre Isfan UneExpecieal growth e decline
IR the Werkieree.

39



ANALY SIS OF
EMPLOYMENT ACTIONS

& Assists In the identification off problem areas
through an In-depth analysis of employment
Processes te determine i there are any selection
disparities.

» Empleymenit Actions:

— Hires

— Promotiens

— Jlerminatiens/Layeiis
— [DIScIpline

¥ AnalyiicalsViethiees:

— Impact Raue Analysis (0% Rule)
— e Stancare Deviations ARaily/sIs

40



IMPACT RATIO ANALY SIS

(a.k.a. 80% Rule, 4/5ths Rule, Disparate Impact Testing)

Steps for “Positive Actions”

1.  Calculate Selection; Rate for each EEO greup

Selection Rate = # Selected
# In Applicant Poeol

J IRA =i [Less EFaverably. Treated Greoup Selection Rate
Miest Eaverably ireated Group Selection Rate

(Mest: Faveranly ireated = Highest Selection Rate)

* it the resultingl ratie s less than 80%, a vielatien el the
rule has ececurred:

41



IMPACT RATIO ANALY SIS

(a.k.a. 80% Rule, 4/5ths Rule, Disparate Impact Testing)

Steps for “Negative Actions”

1.  Caleculate Selection Rate for each EEO group

Selection Rate = # Affected
£ In Incumbent Pool

2. IRA = Noest Faverably. Treated Group Selection Rate
lCess Eaveranly Treatedl Group Selection; Rate

(Mest Eaveranly lireated = Lowest Selection Rate)

< liFthe resulting ratiers less; thian 80%%06, a vielatien eilfthe
rule has occurred.

42



TWO STANDARD DEVIATIONS
ANALYSIS

SD=Standard Deviation

n=Total # ofi employees positively/adversely affected (i.e. hired,
promoted, terminated, etc.)

pP= % ofi protected group in the applicant or iIncumbent pool
1-p= % ol greup not protected in applicant or INcumbent pPool

O= ebserved # employees in protected group positively/adversely,
affiected

E= expected # of persons in protected group pesitively/adversely:
affected = (np)

SLEPS:

1. SD=

2. Numer e S frem the Viean: (the expected resuli) ==0)/S)D)

IS Stepr determiRes statistical signiiicance; WRICHANS the numier
el Sy WhIChI @lservedidiifers freml ExXpected resulits:
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HIRE IMPACT RATIO ANALYSIS

GENDER APPLICANT HIRED SELECTION RATE
POOL
Women 85 ) 10.59%
Men 40 ) 22.5%
TOTAL 125 18
80 % RUILE STANDARD DEVIATIONS RULE
10:59 = 47.07% i SD = =
22.5
= = 1.98
. Wemen|are selected at a 2 (A8x.68) -9 = 3.24" = 1.64
e | ess thanr 80Y thenrtaat 1.08 1.08
ot MEnR;, resuliting 1n
adverse impact. _ _
. Sincertherresulitisiess than
/S 2 HERENSIRer 2EVERSE
Impact:




PROMOTION IMPACT RATIO ANALYSIS

2.86% = 11.4%
29Y%6

. [HISpanics arerselected at a
rateress then 80%6 then thak
eI WhItes;, resuliting 1R
adverse impact.

> (6x.64) -1

MALES APPLICANT PROMOTED SELECTION RATE
POOL
HISPANIC 35 1 2.86%
WHITE 20) 5 25%
TOTAL 55 6
80 Y% RULE STANDARD DEVIATIONS RULE

1415

= = 1.18

= 2.84 =241

145

* Since the result is more than
+/- 2 there is adverse

Impact:




DISCIPLINE IMPACT RATIO ANALY SIS

MALES INCUMBENT DISCIPLINED SELECTION
POOL RATE
BLACK 375 25 6.67%
WHITE 525 25 4.76%
TOTAL 900 510)
80 % RUILE STANDARD DEVIATIONS RULE
4. 76% = 71.4% € SD = =
6.67%
= = 3.49
. Since: the ComparKisen ratoe
IS eSS thian 6026 19lacks 5 (50x.42) =25 = 4 ==1.45
are pPeIngadversely 3 49 310
Impacted:

* Since the standard deviation
is less than +/- 2 there is
REradVErSENmPaCL.




ERMINATION IMPACT RATIO ANALY SIS

blacks

17.65% = 20.1%
ol 50%

. Since! thie: CompPalsisen rawoe)is
signiiicant/1ess than 80%,

arebemol adversely

Impacted:

1. SD =

MALES INCUMBENT TERMINATIONS | SELECTION RATE
POOL
BLACK 40 35 87.50%
WHITE 89 15 17.65%
TOTAL 125 5]0)
80 Y% RULE STANDARD DEVIATIONS RULE

= = 3.30

> (50%x.32) —35= -19 = -5.76

3.30

3.30

* Since the result is more than
+-/- 2 there is adverse

Impact:
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FEDERAL LAWS REQUIRING
AEFIRMATIVE ACTION

¢ Executive Order 11246, as amended

¢ Section 503 of the Rehabilitation Act
off 1973, as amended (29 USC 795)

¢ Vietnam Era Veterans: Readjustment
Assistance: Act (VEVRAA) ol 1974, as
amended (B8 USE 4212)

¢ Jobs for Veterans Act of 2002

48



FEDERAL REGULATIONS ON
AEEIRMATIVE ACTION PLANS

¢ [itle 41 CER, Part 60-1; Obligations
of Contractors and Subcontractors

¢ [itle 41 CER, Part 60-2; Affirmative
Action Pregrams fior Mineribtes and
VWomen

¢ litle 410 CER, Part 60-55 Uniiferm
Guidelines onr Employee Selection
PreCEdUrES

49



FEDERAL REGULATIONS ON
AEEIRMATIVE ACTION PLANS

¢ Title 41 CFR, Part 60-250; Affirmative
Action and Nondiscrimination for Special
Disabled Veterans and Veterans of the
Vietnam Era

¢ Title 41 CFR, Part 60-300; Affirmative
Action and Nondiscrimination for Disabled
Veterans, Recently Separated: Veterans,
Other Protected Veterans, and Armed
Forces Service Medal Veterans.

¢ litle 44 CER, Part 60-7441; Affirmatie
Action and Nondiscrimination for
Individuals with Disabilities

510)



DISCLAIMER

¢ Information In the slides that follow
do not encompass all reporting
requirements. Each State agency
must review Its federal contracts and
naneciall assistance requiremenits for
compliance and reperting epligatieons
Of the federall ageney. It deals wWiith.

5.



AEFIRMATIVE ACTION PLANS FOR
MINORITIES AND WOMEN

(UNDER TITLE 41 CER, PART 60-1 AND 60-2)

¢ Each non-coenstruction (supply and
Service) contractor or sulcontractor
Whoe has S0 or moere employees and:

— Has a federal contract of $50,000 or
MOKE; Or

— Has Gevermment pills off lading tetaling
$50,000! 01 MOKE; Or

— SERVES| as a depositony off geVermmeni:
fLiplelsis o)f

—Jssues ULS, savings Bends/netes:
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AFERIMATIVE ACTION PLANS FOR
MINORITIES AND WOMEN

¢ Additionall Federal Reguired Components:

— Job Group Analysis Reguired

& Use three prong test for job greupings:
Similar Joelb Content, \Wage Rates and
Oppoertunities

— 2 Facter Availability, Analysis

%6 Ol MINGKUES OF WoemenR With the requisite
skills in the reasonable recruitment area.

¢ %6 Ol MINGHUES G WOomER 2ImMena LIeSE
premetakle; tiansierawle; and trarmaiie
Withiprthererganizaben:
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AFERIMATIVE ACTION PLANS FOR
MINORITIES AND WOMEN

» State Components Not Required In
Federal AAP
— Affirmation off Policy.
— Dissemination off Policy.
— Analysis ol Prier Years Goals
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AEFIRMATIVE ACTION PLANS FOR
INDIVIDUALS WITH DISABILITIES

» AAP for the Disabled required for a
Government Contractor or
Subcentractor with 50 or more
empleyees with a contrract of;
$50,000 or more.

» AA Program: reguirement cited Under
iber 245 CERPa 6074140
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AEFIRMATIVE ACTION PLANS FOR
VETERANS

& AAP for Veterans Is required for a Government
Contractor or Subcontractor with 50 or more
employees with a contract off $100,000 or more.

¢ This Is a new coverage reguirement under the
JOBs for Veterans: Act off 2002 and Title 41 CER,
Part 60-300.40, effective September 7, 2007.

» [he coverage requirement Is; applicable te
contracts entered 1nte onl or ailter December 4.,
2005, Prer ter this new regulatien the threshold
amounit Wwas a contract off $25,000 or Mere URder
A4 CERS Part 60250
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Department of Justice
EEOP Short Form

¢ Provisions of the Safe Streets Act,
Victims of Crime Act, and Juvenile
Justice and Delinguency: Prevention
Act reguire an EEOP' Short Eerm be
submitted te the Office off Civil Rights
Py State and Cocal Gevernments:

—With 50! 0K moere empleyees; and

— WhHICKH FECEIVEed granits ok
SURGRaNLS OIF$25, 000! G eKe

517



RESOURCES

¢ Department of Labor, Office of Federal

Contract Compliance Programs
— Pittps//AWanWan. el aev/esa/elcep/index. At

¢ Code ofi Federall Regulatiens
—  bRE /AWM P GACCESS. ABV/II/IRE ex: tnil
& EEOP Short Ferm
— plEigs ZAWave) [ ertisiele) e [e\V/Aaie i/
o U.S. Census) Bureau and State off Flomda

Data Centers

= bR e/ YAV ECERISSREBV//
= LR /AN ECEIISTISHE BN/ SE YA/ SE AT
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http://www.dol.gov/esa/ofccp/index.htm
http://www.gpoaccess.gov/fr/index.html
http://www.ojp.usdoj.gov/ocr/
http://www.census.gov/
http://www.census.gov/sdc/www/flsdc.html

Presenter

Marian Deadwiley, SPHR
Human Resource Consultant
Division off Human Reseurce Managemeni
Department: off Management SER/ICES
parelflzin) clezielwilav @elenis mnvsilorlielsl conn
(B50) 466-89238, (650) 922-6642 (Fax)
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