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Affirmative Action Plan – Comparison Analysis  
2004-2005 and 2005-2006 Plan Years 
 
 
Each year the Human Resource Services Department at UNCG issues an Affirmative 
Action Plan comparative analysis that compares the current and previous plan years for 
the campus affirmative action committee, which is chaired by Chancellor Sullivan.  The 
AA Committee reviews progress towards eliminating goals in Job Groups which are 
identified by EEOC assigned code numbers 110 – 710.   
 
A review of several of the job groups will assist in understanding what the numbers under 
the various column headings mean: 
 
Job Group 211 represents the employees that are tenured professors at UNCG and is 
highlighted in yellow. 
 
The first column represents the number of tenured professors on staff on September 30, 
2004.  This is what we call a snapshot view of a job group.  It only accounts for positions 
that are filled with an actual person on that date. 
 
The second column represents the number of tenured professors on staff on September 
30, 2005.  As you can see there are 12 more positions filled in 2005 than in 2004. 
 
The third column represents two percentages: The top number indicates the percentage of 
females who comprise the number of tenured professors at UNCG for the snapshot date 
of September 30, 2004.  The bottom number represents the percentage of females 
available in the national labor market for tenured professors.  In an ideal world these two 
numbers would be at parity or at least within two standard deviations of parity.  Since the 
first percentage of 28.76% is more than two standard deviations away from the 
availability percentage of 45.07%, UNCG is considered underrepresented in that group 
(an X is placed by job groups that have a goal established to move within two standard 
deviations from parity) and efforts continue to raise the representation of females to 
parity. 
 
The fourth column represents the same two percentages identified for column three, but 
for the plan year 2005-2006.  You will note that UNCG’s representation rose to 29.70% 
and that the workforce availability rose to 46.12%.  UNCG has still not moved within 
two standard deviations of the parity goal of 46.12%, but it has moved in a positive 
direction. Efforts to will continue to move the tenured professor female representation 
towards parity. 
 
The fifth column represents two percentages: The top number indicates the percentage of 
minorities who comprise the number of tenured professors at UNCG for the snapshot 
date of September 30, 2004.  The bottom number represents the percentage of minorities 
available in the national labor market for tenured professors.  Since the first percentage of 
3.27% is more than two standard deviations away from the availability percentage of 
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8.51%, UNCG is considered underrepresented in that group and efforts continue to raise 
the representation of minorities to parity. 
 
The sixth column represents the same two percentages identified for column five, but for 
the plan year 2005-2006.  You will note that UNCG’s representation rose to 5.45% and 
that the workforce availability rose to 11.94%.  UNCG has still not moved within two 
standard deviations of the parity goal of 11.94%, but it has moved in a positive direction. 
Efforts will continue to move the tenured professor minority representation towards 
parity. 
 
Wherever there is red box, a new goal has been established for this plan year.  Wherever 
there is a blue box, a goal has been removed for this plan year, which means the 
representation is now within two standard deviations of the availability percentage. 
 
Note:  Even though the United States took a census in the year 2000, the data was not 
made available until the 2005-2006 plan year.  With the continuing increase in the 
minority population in the United States over the past decade the availability of 
minorities in many of the job groups rose significantly for this plan year. 
 
Job Group 120 represents employees who are designated as directors and exempt from 
the State Personnel Act (EPA) at UNCG.  This group comprises such positions as 
Associate Provosts, Associate Vice Chancellors, University Counsel, Associate Deans, 
and directors in various departments.  This group is highlighted in green. 
 
The first column represents the number of EPA Directors on staff on September 30, 2004.   
 
The second column represents the number of EPA Directors on staff on September 30, 
2005.  As you can see there are 14 more positions filled in 2005 than in 2004. 
 
The third column represents two percentages: The top number indicates the percentage of 
females who comprise the number of EPA Directors at UNCG for the snapshot date of 
September 30, 2004.  The bottom number represents the percentage of females available 
in the national labor market for EPA Directors.  In an ideal world these two numbers 
would be at parity or at least within two standard deviations of parity.  Since the first 
percentage of 55.14% is higher than the availability percentage of 45.48%, UNCG is 
more than fully represented in this group and no extraordinary recruiting measures are 
necessary. 
 
The fourth column represents the same two percentages identified for column three, but 
for the plan year 2005-2006.  You will note that UNCG’s representation rose to 58.68% 
and that the workforce availability rose to 49.15%.  UNCG continues to be fully 
represented in this protected category and no extraordinary recruiting measures are 
necessary at this time. 
 
The fifth column represents two percentages: The top number indicates the percentage of 
minorities who comprise the number of EPA Directors at UNCG for the snapshot date of 
September 30, 2004.  The bottom number represents the percentage of minorities 
available in the national labor market for EPA Directors.  Since the first percentage of 
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7.48% is more than two standard deviations away from the availability percentage of 
14.28%, UNCG is considered underrepresented in that group and efforts continue to raise 
the representation of minorities to parity. 
 
The sixth column represents the same two percentages identified for column five, but for 
the plan year 2005-2006.  You will note that UNCG’s representation rose to 9.09%, 
however, the workforce availability rose to 18.35%.  UNCG has still not moved within 
two standard deviations of the parity goal of 18.35%, but it has moved in a positive 
direction. Efforts will continue to move the minority representation in this job group 
towards parity. 
 
Job Group 130 represents employees who are EPA Associate and Assistant Directors in 
various departments at UNCG and is highlighted in tan. 
 
The first column represents the number of EPA Associate and Assistant Directors on staff 
on September 30, 2004.   
 
The second column represents the number of EPA Associate and Assistant Directors on 
staff on September 30, 2005.  As you can see there is 1 more position filled in 2005 than 
in 2004. 
 
The third column represents two percentages: The top number indicates the percentage of 
females who comprise the number of EPA Associate and Assistant Directors at UNCG 
for the snapshot date of September 30, 2004.  The bottom number represents the 
percentage of females available in the national labor market for EPA Associate and 
Assistant Directors.  In an ideal world these two numbers would be at parity or at least 
within two standard deviations of parity.  Since the first percentage of 60.38% is higher 
than the availability percentage of 36.02%, UNCG is more than fully represented in this 
group and no extraordinary recruiting measures are necessary. 
 
The fourth column represents the same two percentages identified for column three, but 
for the plan year 2005-2006.  You will note that UNCG’s representation rose to 64.81% 
and that the workforce availability moved slightly downward to 34.93%.  UNCG 
continues to be fully represented in this protected category and no extraordinary 
recruiting measures are necessary at this time. 
 
The fifth column represents two percentages: The top number indicates the percentage of 
minorities who comprise the number of EPA Associate and Assistant Directors at UNCG 
for the snapshot date of September 30, 2004.  The bottom number represents the 
percentage of minorities available in the national labor market for EPA Associate and 
Assistant Directors.  Since the first percentage of 13.21% is higher than the availability 
percentage of 13.07%, UNCG is more than fully represented in this group and no 
extraordinary recruiting measures are necessary. 
 
The sixth column represents the same two percentages identified for column five, but for 
the plan year 2005-2006.  You will note that UNCG’s representation rose to 14.81%, 
however, the workforce availability rose to 17.72%.  While UNCG is still less than two 
standard deviations from the parity goal of 17.72% and therefore, no goal is established, 
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this bears watching to see if in future years the representation of minorities continues to 
rise or move downward which would necessitate more vigorous recruiting efforts to raise 
the minority representation as close to parity as possible. 
 
Job Group 311 represents employees who are SPA (Subject to the State Personnel Act) 
Administrative Personnel at UNCG and is highlighted in blue.  This group comprises 
high level professional and managerial classifications such as: Enrollment Services 
Officers, University Administrative Managers, Student Service Managers, Purchasing 
Agents, Internal Auditors, Personnel Analysts, Facility Engineering Specialists, 
Accountants, Architects, Systems Accountants and Administrative Officers. 
 
The first column represents the number of SPA Administrative Personnel on staff on 
September 30, 2004.   
 
The second column represents the number of SPA Administrative Personnel on staff on 
September 30, 2005.  As you can see there are 3 fewer positions filled in 2005 than in 
2004. 
 
The third column represents two percentages: The top number indicates the percentage of 
females who comprise the number of SPA Administrative Personnel at UNCG for the 
snapshot date of September 30, 2004.  The bottom number represents the percentage of 
females available in the national labor market for SPA Administrative Personnel.  In an 
ideal world these two numbers would be at parity or at least within two standard 
deviations of parity.  Since the first percentage of 61.00% is higher than the availability 
percentage of 48.49%, UNCG is more than fully represented in this group and no 
extraordinary recruiting measures are necessary. 
 
The fourth column represents the same two percentages identified for column three, but 
for the plan year 2005-2006.  You will note that UNCG’s representation rose to 62.89% 
and that the workforce availability moved slightly downward to 47.87%.  UNCG 
continues to be fully represented in this protected category and no extraordinary 
recruiting measures are necessary at this time. 
 
The fifth column represents two percentages: The top number indicates the percentage of 
minorities who comprise the number of SPA Administrative Personnel at UNCG for the 
snapshot date of September 30, 2004.  The bottom number represents the percentage of 
minorities available in the national labor market for SPA Administrative Personnel.  
Since the first percentage of 17.00% is higher than the availability percentage of 13.28%, 
UNCG is more than fully represented in this group and no extraordinary recruiting 
measures are necessary. 
 
The sixth column represents the same two percentages identified for column five, but for 
the plan year 2005-2006.  You will note that UNCG’s representation rose to 18.56%, 
however, the workforce availability rose to 19.30%.  While UNCG is still less than two 
standard deviations from the parity goal of 19.30% and therefore, no goal is established, 
this bears watching to see if in future years the representation of minorities continues to 
rise or move downward which would necessitate more vigorous recruiting efforts to raise 
the minority representation as close to parity as possible. 



Affirmative Action Plan
Comparing 2004-2005 and 2005-2006 Plan Year

(Using "Two-Standard Deviation" Rule)
Female Female Min. Min.

Wkf. Wkf. Wkf.% Wkf.% Wkf.% Wkf.%
Total Total Avl.% 2004 Avl.% 2005 Avl.% 2004 Avl.% 2005

Code Job Group Name 09/30/04 09/30/05 09/30/04 Goal 09/30/05 Goal 09/30/04 Goal 09/30/05 Goal

110 Executive 16 16 37.50 37.50 0.00 0.00
48.70 54.41 14.88 17.87

120 Directors (EPA) 107 121 55.14 58.68 7.48 X 9.09 X
45.48 49.15 14.28 18.35

121 Directors (SPA) 3 3 66.67 66.67 0.00 0.00
37.25 53.29 8.58 13.07

130 Assoc./Asst. Directors (EPA) 53 54 60.38 64.81 13.21 14.81
36.02 34.93 13.07 17.72

131 Assoc./Asst. Directors (SPA) 3 1 33.33 100.00 0.00 0.00
30.16 33.91 7.03 13.71

211 Professors-Tenured 153 165 28.76 X 29.70 X 3.27 X 5.45 X
45.07 46.12 8.51 11.94

212 Associate Professors- 149 154 44.97 46.10 8.05 X 11.04 X
Tenured 50.23 50.10 20.73 22.85

213 Assistant Professors- 6 4 33.33 25.00 0.00 25.00
Tenured 0.00 51.11 0.00 23.33

222 Associate Professors- 6 6 50.00 50.00 0.00 16.67
Not Tenured/On Track 65.01 46.26 17.76 20.04

223 Assistant Professors- 182 180 51.10 51.11 23.08 23.33
Not Tenured-On Track 48.81 47.79 14.90 18.80

231 Visiting Assistant Professors- 29 23 51.72 60.87 17.24 17.39
Not on Track 44.90 46.26 13.79 20.04

234 Instructors- 7 13 42.86 61.54 28.57 7.69
Not on Track 48.57 46.26 11.32 20.04

235 Lecturers- 178 169 72.47 73.96 10.11 12.43 X
Not on Track 53.55 46.46 14.14 20.04

310 Admin. Personnel (EPA) 134 135 72.39 73.33 20.15 17.78
56.33 53.17 15.52 22.19

311 Admin. Personnel (SPA) 100 97 61.00 62.89 17.00 18.56
48.49 47.87 13.28 19.30

320 Comp./Tech. Personnel (EPA) 18 22 33.33 27.27 38.89 40.91
36.99 37.83 13.61 21.79



Affirmative Action Plan
Comparing 2004-2005 and 2005-2006 Plan Year

(Using "Two-Standard Deviation" Rule)
Female Female Min. Min.

Wkf. Wkf. Wkf.% Wkf.% Wkf.% Wkf.%
Total Total Avl.% 2004 Avl.% 2005 Avl.% 2004 Avl.% 2005

Code Job Group Name 09/30/04 09/30/05 09/30/04 Goal 09/30/05 Goal 09/30/04 Goal 09/30/05 Goal

321 Comp./Tech. Personnel (SPA) 84 67 26.19 X 28.36 13.10 19.40
43.04 33.61 14.00 19.56

330 Librarians (EPA) 23 23 52.17 X 56.52 X 4.35 8.70
81.32 81.55 14.64 14.05

331 Librarians (SPA) 2 3 50.00 33.33 0.00 0.00
55.49 54.07 7.04 6.98

340 Instr. Supp. Personnel (EPA) 50 54 64.00 66.67 24.00 22.22
64.82 58.02 18.21 22.65

341 Instr. Supp. Personnel (SPA) 10 10 90.00 90.00 30.00 40.00
77.52 82.47 15.78 18.42

400 Technical/Paraprofessional 184 228 59.78 57.02 17.93 16.67 X
66.06 62.96 19.98 23.11

500 Secretarial/Clerical 249 229 90.36 90.39 28.11 27.95
93.10 86.08 18.06 22.87

510 Admin. Assts/Supervisors 96 94 93.75 92.55 25.00 28.72
89.47 89.47 25.85 26.34

600 Skilled Crafts 81 79 7.41 7.59 13.58 12.66
6.95 6.00 12.13 20.39

610 Skilled Crafts/Supervisors 12 13 0.00 0.00 16.67 15.38
6.58 6.32 11.82 11.91

700 Service-Maintenance 189 193 46.03 45.08 72.49 74.61
32.53 27.57 36.25 42.52

710 Service-Main./Supervisors 30 31 20.00 19.35 40.00 35.48
31.98 32.83 52.90 52.24

 Added a goal =

 Goal removed since last year =

  New or Continuing Goal set usi X
 Two-Standard  Deviation
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