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Affirmative Action Plan Overview

What is an Affirmative Action Plan?
An affirmative action program is a set of specific and results oriented procedures to which a
contractor commits itself to apply every good faith effort. The results of these procedures plus

such efforts are equal employment opportunity. Procedures without efforts to make them work
are meaningless and undirected efforts are inadequate.

Who must have an Affimative Action Plan?

Government prime or sub contractors must develop and update annually a written affirmative
action program for each of its establishments when they have 50 or more employees and
have:

@ $50,000 or more in contracts, or

@ Government bills of lading which in any 12 month period, total
or can reasonably be expected to total $50,000 or more, or

9 Serves as depository of Government funds in any amount, or

@ Is a financial institution, which is an issuing, and paying agent
for U.S. bonds and savings notes in any amount.

How many different kinds of Affirmative Action Plans must a contractor have?

There are three different affirmative action programs that must be prepared and updated
annually by Government contractors.

@ Executive Order 11246

@ Veterans Affirmative Action Program

9@ Disabled Affirmative Action Program




Workforce Analysis
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Availability Analysis
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Job Area Acceptance Range Analysis
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Adverse Impact and Standard Deviation
Analysis of Hires vs. Applicants
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Adverse Impact and Standard Deviation
Analysis of Promotions

@ Promotions (60-2-1 7} Promotions
Comparny Name: Sample Manufacturing, Inc.
Dates: January 1, 2004 through December 31, 2004
@ A promotion takes place when Incumhents — —
= emales = = n es
an employee moves from one 200 | iate [Femat y o, | ate |06 piat te o0 Fomote | Adversely i # |y | minory | Adversely
job group to a higher job graup. ——1 . . - .
The adverse impaCt 3”3|Y5i3 2 13 2 0 15 [] 0% 1 50% NO 0 % 1 66T% NO
and the standard deviation i | s | 2 0 7 w0 No
measure the rates at which s o] s o K K we| w 0 K we| W
minorities and females are § |u{ o 3 i o NG
promﬂted as Compared to the 7 |1as]| a3 15 |1 | osrs| o 0% | vesd 0 o%| 1 056% | vesd
rate at which non-minorities and T BT R e Z L 2
men are promoted. A rate less T o
than 80% and a deviation of 2 or Total Prom I 3 I
greater indicate the possibility of — - -
discrimination. it < L
lob Male vs. Female MNon-Minority vs. Minority
Group Male Female | giandarc | | Non-Minortiy Minority |y 2
I 1| Total | Selected | Total lected | Total I 1| Total
1
2 0 1 1 1 441 1 1 3 0 nia A
3
5 0 2 1 0 nis &y 1 2 3 1 087
&
7 1 1] 1] 0 A 1 0 3 0 NfA
Adverse Impact and Standard Deviation
Analysis of Terminations
Q@ Terminations (60-2-17) Terminations - All
Daton domseny 1 200d tough December 31, 3004
gles. January 1, roug ecember N
bents Terminaticns - All
@ Although both cause and — :
volu ntagry terminations are ﬁ:,'.:?.p Male | Female | Minority “ﬂ:':lv Male | % Male |Female | % Female {ﬁ:i:jg Minarity | % Minarity |, oM v “Nun: t::;':::::
considered in this analysis, I IEREE o s HEEA o%| no 0 K 0% | o
cause actions only are the target 2 || 2 o s |1 | rew| o o] wo 0 o] 1 ser%| o
of this anal_ysis_.‘V\}lhen the ralg 3 15| 2 ° ? o L]
at which minorities and females : ; : g ; A = ﬁ - =1 Py :Z
are termlnatEd |5 greater than 7 149 43 15 177 1% 12:08% a9 2083% YES 1 66T% F 14.69% NO
the rate at which nOﬂ:mInOfltleS Total | 194 | 54 18 20 ) 9 1 0
are terminated there is a
possibility that discrimination is Totallncumbents | 248 |
present. When the adverse e | ]
impact is used for this analysis, E— — —
and the favored grou_p 1S Job Male vs. Female Non-Minority vs. Minority
minority or female this may be Group [ rrate = e || e B
the result of discrimination. d[Total | selected| Total | Pevia lected| Total |Selacted| Total
1
2
3
5
& 1 24 o o A, .ﬁ 1 F4 o 3 039
7 & 149 2 43 018 7 177 1 15 05




Compensation Analysis of Males and

Females

@ Compensation analysis (60-2-17)

@ The analyses used are both the
adverse impact analysis and the
standard deviation. The salary
displays are the same as those
used in the EO Survey. Both the
adverse impact and the standard
deviation are used for this
analysis.
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Standard Deviation of Salaries

Q@ A standard deviation of 2 or greater from the

norm could mean a discriminatory salary

system.
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Internal Audit of Employment Actions
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Overview of RPL and Its Services

RPL Management Resources, Inc. (RPLMRI) is a company dedicated to assist employers to
meet their EEO/affirmative action responsibilities in an efficient, cost effective manner. We offer
our clients the highest caliber of service and approach our relationship as one that will stay with
the client for the long haul. We are aware of the special responsibilities of companies to whom
clients outsource certain tasks. We treat all of them with the highest respect and make every
effort to perform services with the thoroughness and care we want shown to our business.

Services Offered by RPLMRI

Affirmative Action Plans

We prepare “turnkey” written affirmative action programs (AAP) for government contractors.
All of our programs are totally responsive to the implementing regulations for Executive Order
11246, as amended, The Rehabilitation Act of 1973 and the Veterans Readjustment
Assistance Act of 1974. It is our policy to review company employment structures, identify the
establishment we believe require affirmative action programs and present this information to
the client. We then prepare AAPs for all the facilities or for those facilities the client elects to
have programs completed.

Internet Training

Certificate Internet Training Programs are designed to bring EEO training to employees in a
convenient, accurate, clear discussion of EEO laws. EEO courses available to clients are:
Managing Diversity - EEO and the Law

@ Sexual Harassment, Inappropriate, lllegal Conduct in the
Workplace

The ABC's of the ADA
Discipline and Termination - Two Sides of the Same Coin
ADA - Title lll - Public Accommodations

Complaint Investigations

Investigations include a thorough review of pertinent documentation, interviews with witnesses
and the preparation of a Report of Findings that will give the investigator’s opinion on the
validity of the complaint (cause/no-cause). All information is held in confidence.

Risk Assessment Audits

A Risk Assessment audit is a review of company pclicies, procedures and practices to
determine if there are systemic or other EEO problems. The basis for such evaluations is Title
VII, Sex Discrimination Guidelines, Age Discrimination Act, and Americans With Disabilities
Act.

For a more detailed review of our services visit www.rplmri.comy/services.
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