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Executive Summary 

Introduction 

 Signed into law in 1965 by President Johnson, Executive Order 11246 
required federal contractors to adopt an affirmative action program. The program 
was designed for federal contractors to take “affirmative action” for the 
employment and advancement of qualified minorities. It also stated that 
discrimination based upon a person’s race and ethnicity shall be unlawful. The 
“affirmative action” or “positive steps” a federal contractor was expected to take 
involved eliminating existing barriers to equal opportunity that ha
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ethnicity and gender in job categories within organizational units. To determine 
areas of underrepresentation, we compare the current workforce against 
estimates in relevant labor markets and internal advancement opportunities. If 
underrepresentation is identified, CU Boulder is required by federal regulation to 
develop effective action plans and strategies, such as outreach and recruitment 
efforts of qualified minorities and women, to achieve representation (a/k/a 
“utilization”).  

 In addition to underrepresentation, the annual Plan analyzes data on 
applicants, hires, promotions and separations of employees to ensure there is no 
unintended disproportionate impact on race, ethnicity and gender. This allows CU 
Boulder to more closely identify potential barriers to equal employment 
opportunities and put strategies in place to help remove them.   

 The CU Boulder Plan summarized here covers all permanent employment 
groups including faculty, 
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compared to the prior year (23.42%). The percentage of minority employees has 
increased each plan year from 19.71% in 2017. The percentage of women 4,136 
(48.92%) in the employee population is essentially the same as last year (48.91%) 
and has remained fairly consistent over the past several plan years.  

 Figure 1 displays the representation of minorities and women in the 
employee population by employee groups of officers/administration, faculty, 
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Business and in the College of Media, Communication and Information (CMCI), 
Space/Astrophysics research faculty with PhDs (Senior Research Associate, 
Research Associate, and Postdoctoral Associate), Institute of Behavior Genetics 
(IBG) non-PhD research faculty (Senior PRA and PRA), as well as Directors in 
Information Technology, Arts/Media staff, and Groundskeepers for staff. As 
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Prior Year Goal Achievement 

The affirmative action plan is updated annually to identify current goals and 
show progress since the prior year.   

Last plan year, CU Boulder had nine placement goals. Each year, CU Boulder 
must determine whether the placement goals from the prior year have been met. 
Goals are met when the percentage of placements through new hires and 
promotions meets or is within one whole person of the placement goal percentage 
throughout the plan year. For example, in the job group for tenured and tenure-
track faculty in the College of Arts & Sciences – Natural Sciences division, CU 
Boulder met the placement goal from last year of 41.16% for women by placing 
women in new hires or promotions at an overall rate of 53.33%, or eight of fifteen 
total new hires and promotions.  
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group.  Two of the seven placement goals were not met—the first for minorities in 
the LASP PRA job group and the other for women in tenured and tenure-track 
faculty in the Leeds School of Business.  
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have been successful in increasing the number of qualified minorities and women. 
The analysis includes only those job postings that were available to applicants 
external to CU Boulder. Moreover, applicant pools are compared with candidate 
“selections” to identify where differences in rates of hire may exist. Selections from 
the applicant data include all applicants that have been hired or offered a position 
for employment within CU Boulder’s applicant tracking systems. Due to a time-lag 
between the hire decision and start date of the employee, as well as applicants who 
declined an offer of employment, the number of selections does not exactly match 
the number of new hires identified during the plan year date range.   
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Officers/ 
Admin 
Pool*  

162 55 
33.95% 

59 
36.42% 

18 
11.11% 

23 
14.20% 

13 
8.02% 

1 
0.62% 

2 
1.23% 

2 
1.23% 

Selected 5 
3.09% 

3 
60.00% 

1 
20.00% 

0 
0.00% 

1 
20.00% 

0 
0.00% 

0 
0.00% 

0 
0.00% 

0 
0.00% 

University 
Staff 
Pool*  

11
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selection rate for each group was within 1% of their 
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diversity search and hiring practices for tenure-track faculty search committees. 
The training focuses on implicit bias and modifying the selection criteria to increase 
the diversity amongst both the applicant pool and those selected for faculty 
positions. In the two years since the training requirement was implemented, the 
selection rate for minorities in searches for teaching faculty increased from 18.69% 
two years ago, 28.02% last year, and 34.11% this year. This increase is 15.42% and 
almost doubles the minority selection rate in faculty searches from two years ago. 
These numbers show that the diversity training, campus diversity initiatives, and 
the increased diversity and inclusions efforts of the academic departments and 
search committees themselves has made a marked difference. 

New Hires and Promotions 

 The next two figures (Figure 6 and Figure 7) show the breakdown of new 
hires and promotions during the plan year. “New Hires” includes those employees 
who are new to CU Boulder and who have not previously been CU Boulder 
employees. This number is lower than the number of “Selections” listed above in 
the applicant analysis because that number included all successful applicants, 
including current and past CU employees, and applicants who were offered a 
position but declined. Overall, the general pattern of women and minorities among 
new hires reflects the same trends as the “Selections” described above. As was the 
case with “Selections,” both women and minorities constituted greater 
percentages of new hires than their respective representation in the current CU 
Boulder employee population. 

Figure 6: New Hires  

Total Women Minorities Asian Black Hispanic Native 
American 

Pacific 
Islander 

Two or 
More 
Races 
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Figure 8: Separations* 

Total Women Minorities Asian Black Hispanic Native 
American 

Pacific 
Islander 

Two or 
More 
Races 

818 388 206 105 19 70 0 3 9 
% 47.43% 25.18% 12.84% 2.32% 8.56% 0.00% 0.37% 1.10% 
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numbers had occurred in a non-pandemic year with the usual higher number of 
new hires, the net increase might have been greater
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were selected for hire in 18.69% of searches, roughly half the rate at which they 
applied. Last year, the selection rate of minorities in faculty searches increased to 
28.02%, despite the percentage of faculty minority applicants decreasing slightly. 
This plan year, not only was there an increase in the percentage of minority 
applicants in the faculty hiring pools, the selection rate of minorities in faculty 
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will provide hiring data to these subcommittees and assist where possible in order 
to achieve the goals of the IDEA Plan. 

As noted above, beyond its general diversity goals, CU Boulder must increase 
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The complete affirmative action plan is available for review at the CU Boulder 
Department of Human Resources by contacting the Affirmative Action Officer at 
303-735-9019. 


