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Affirmative Action Plan 2007 
 

Section I -- Equal opportunity and affirmative action policies for minorities, 
women and persons age 40 and over [41 C.F.R. § 60-1, 41 C.F.R. § 60-2]  

 
 

A. Equal opportunity and affirmative action policies [41 C.F.R. § 60-2.10(a) 
(1), 41 C.F.R. § 60-2.10(a) (2)]  

 
The University of Washington is committed to equal opportunity for all persons and maintains 
nondiscriminatory employment practices.  The University takes affirmative action, when 
warranted, for American Indians/Alaska Natives, Asians, Pacific Islanders, Blacks, Hispanics, 
women, and persons age 40 and over.  This Affirmative Action Program contains quantitative 
analyses, and action-oriented programs; it sets forth specific and result-oriented procedures.  The 
University makes a good faith effort to implement this program and is committed to equality in 
every aspect of the employment process. 
 
The official equal opportunity policy statements for the University of Washington are included 
in this Affirmative Action Plan (AAP).  See, Section III: Administrative Policy Statements. 
 
1.  Employment process  [41 C.F.R. §60-2.10(a)(3)] 
 

All University of Washington personnel actions, such as compensation, benefits, transfers, 
layoffs, return from layoff, University-sponsored training, education, tuition exemption, 
and social and recreational programs are administered without regard to race, color, creed, 
religion, national origin, sex, sexual orientation, age, marital status, disability, or status as 
a disabled veteran or Vietnam-era veteran.  Specific nondiscrimination provisions include, 
but are not limited to, the following personnel actions:  

 
a. Basis for decisions in recruiting, hiring, training, and promotional opportunities for 

all job classifications depends solely upon an individual’s qualifications and ability 
or potential ability to do the job. 

 
b. Employment decisions are based on the principles of equal opportunity and 

affirmative action. 
 
c. Minorities, women, and persons age 40 and over who are employees are given equal 

opportunity for promotion through posting of promotional opportunities for staff. 
 
d. In accordance with the principles of equal opportunity and affirmative action, 

promotion decisions include only valid job-related requirements. 
 
e. All personnel actions such as compensation, benefits, layoffs, promotions, transfers, 

returns from layoffs, awards of tenure, fringe benefits, and terminations, and all 
University sponsored training, education, tuition exemption, and social and 
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recreational programs are administered without regard to race, color, creed, religion, 
national origin, sex, sexual orientation, age, marital status, disability, or status as a 
disabled veteran or Vietnam-era veteran. This policy is found in the UW Handbook 
Volume Four, Part I, Sections 1 and 2: “Non-Discrimination and Affirmative 
Action.” http://www.washington.edu/faculty/facsenate/handbook/Volume4.html  

 
f. The procedure for Resolution of Complaints against University Employees, 

Administrative Policy Statement (APS) 46.3,  provides an internal avenue of redress 
to persons with complaints against University employees, including allegations of 
discrimination based race, color, creed, religion, national origin, sex, sexual 
orientation, age, marital status, disability, or status as a disabled veteran or Vietnam-
era veteran.  Resolution at the local/departmental level, with the assistance of Human 
Resource Consultants or other appropriate University staff, is strongly encouraged.  
The University Ombudsman is available to consult or to mediate disputes.  The 
University Complaint Investigation and Resolution Office (UCIRO) takes 
responsibility for all requests for formal investigations and responds to all complaints 
filed with external federal and state agencies.  The University prohibits retaliation 
against any party for participation in the University’s complaint process.   

  http://www.washington.edu/admin/rules/APS/46.03.html 
 

2. Designated officials [41 C.F.R. §60-2.17(a)] 
 
The Provost and Executive Vice President has overall responsibility for the University of 
Washington’s equal opportunity/affirmative action policy and is charged with assuring 
compliance with the Affirmative Action Program.  The Director of Equal 
Opportunity/Affirmative Action (EOAA) oversees reporting and monitoring procedures 
and has designated responsibility for the Affirmative Action Program. The Director of 
EOAA reports to the Assistant Vice Provost for Academic Personnel. 
 

3. Dissemination of policy  
 
 a. Internal dissemination 

 
The Equal Opportunity/Affirmative Action Office (EOAA) makes the equal 
opportunity and affirmative action policies and rules available to faculty, staff, students 
and the public through a variety of means: 

i. Statements to ensure equal opportunity and reasonable accommodations are part of 
the requirements stated in APS 46.4.  

ii. The EOAA disseminates the policy statements to the University community at least 
once a year through publications such as, but not limited to, University Week 
(publication for faculty and staff) and The Daily (student publication).   

iii. New employees are informed of the equal opportunity and non-discrimination 
policies through online training and new employee orientation. 
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iv. The University notifies each labor union with which it has a collective bargaining 
agreement or other contract of the University’s commitments under section 202 of 
Executive Order 11246, as amended. All union contractual revisions are reviewed by 
EOAA and the Human Resources Office of Labor Relations to ensure they are 
nondiscriminatory.  Changes to practice related to applicable law are discussed in 
labor-management meetings and/or during negotiations.     

v. Each year, the EOAA prepares and distributes faculty/academic personnel and staff 
affirmative action updates to University academic and administrative departments.  
The reports include workforce reports and utilization analyses for faculty/academic 
personnel and staff.  The vice presidents, vice provosts, chancellors, deans, and 
department chairs review the reports and meet with the Director of Equal 
Opportunity/Affirmative Action to discuss the overall progress of the equal 
employment and affirmative action programs. 

vi. EOAA distributes wall posters about equal opportunity, affirmative action, disability 
accommodation, and diversity to each of the three University of Washington 
campuses. The campus-specific posters display accommodation and non-
discrimination statements and provide resources, references, and referral information 
to the University community. 

vii. The University of Washington AAP is available for review by staff, faculty, students 
and members of the public.   Selected reports are also available on the EOAA 
website. Employees are encouraged to avail themselves of the program's benefits. 
Training sessions explaining the AAP are available upon request. 

 
b. External dissemination 
 

i. Community organizations, State Employment Security offices, State vocational 
rehabilitation agencies, social service organizations, and recruiting sources are 
informed of the University's equal opportunity and affirmative action policies and are 
requested to recruit and refer qualified applicants for all open positions. 
Representatives of the Human Resources office and individual schools, colleges and 
campuses maintain active liaisons with community groups and organizations.  

 
ii. Policy statements appear in material used for recruitment of employees.  Applicants for 

employment are given an opportunity to identify by race, sex, and disability or veteran 
status.  Human Resources recruiters are available to assist applicants who wish to avail 
themselves of the benefits of affirmative action programs.  

 
iii. An equal opportunity clause appears in each purchase order and lease, and each 

subcontract having a face value of $50,000 or more; subcontractors are required to 
ensure compliance with the provisions of Executive Order 11246, as amended, as it 
pertains to them.  [41 C.F.R. § 60-2.1(b) (2)]. 
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iv. All subcontractors on government contracts, vendors, and suppliers are notified of 
their responsibilities under Executive Order 11246, as amended.  [41 C.F.R. § 60-2.1(b) 
(2)].    

 
4. Workforce analysis   

 
For the purpose of workforce analysis and subsequent reports, the University workforce is 
divided into three types of employees, which are referred to as classified, professional, and 
faculty/academic personnel.  Workforce reports for classified staff include those 
employees governed by the state civil service rules, as well as, those who are governed by 
a collective bargaining agreement (CBA).  Workforce reports for professional staff include 
those employees who are exempt from state civil service rules.  Academic workforce 
reports include ladder and non-ladder faculty, research faculty and other academic 
personnel such as librarians, library administrators and residents/ fellows. The University 
workforce is analyzed each year from an October snapshot of employees. [41 C.F.R. § 60-
2.11(c)].  
 

a. For classified and professional staff, there are few formal lines of progression and 
all openings are posted.  Incumbents are shown by job group, salary schedule, salary 
grade, job title, sex, race and ethnicity for University-wide, academic/administrative 
unit and department.  Selected reports include incumbents by persons age 40 and 
over.  [41 C.F.R. § 60-2.11(c) (3)].     

 
b.    For faculty/academic personnel, there are several formal lines of progression.  Job 

titles are displayed by job group, and incumbents are shown for University-wide, 
college and department, by sex, race, and ethnicity.  In University-wide reports only, 
incumbents are shown by persons age 40 and over. [ 41 C.F.R. § 60-2.11(c) (2)].  

 
  

5. Job group and availability analysis  
 

Job groups are developed using University job classifications and census data, and are 
composed of jobs having similar content, wage rates, and opportunities and/or unique 
availability.  Lists of titles included in each job group can be found in the beginning of each 
employee group binder. These lists were updated in 2004 as part of the incorporation of 
2000 census data. [ 41 C.F.R. § 60-2.12 (a) (b)]. 
 
Availability rate calculations consider factors set forth by the Office of Federal Contract 
Compliance Programs (OFCCP). [41 C.F.R. § 60--2.14].  Resulting availability rates are 
intended to reflect an accurate representation of minorities and women in the general 
workforce who are potentially available as applicants to positions.  Availability rates at the 
University are calculated commonly for classified and professional positions, and 
separately for faculty/academic personnel positions.  (See, Section IV - Availability 
Analysis, for detailed information on availability rate calculations; raw data for these 
calculations are available from EOAA, which is prepared to explain the details of 
availability rate calculations upon request.) 
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6. Comparing incumbency to availability and the establishment of placement 

goals 
 
The University compares the percentages of women and minorities in each job group to the 
availability estimates for those job groups.  Placement goals are set if the percentage of 
women or minorities is less than would reasonably be expected given their availability for 
employment in a particular job group. [ 41 C.F.R. § 60-2.15].  
 
EOAA produces placement goal reports that help direct attention to job groups where 
analysis indicates a shortfall in placement of a particular group. The University makes good 
faith efforts to correct those deficiencies, including efforts to disseminate affirmative action 
goal information to administrative officials, hiring departments and hiring officials, and 
other affirmative action recruitment and referral efforts. [ 41 C.F.R. § 60-2.15(b)].  
 
The establishment of a placement goal does not amount to an admission of impermissible 
conduct.  It is neither a finding of discrimination nor a finding of a lack of good faith 
affirmative action efforts on the part of the institution. Rather, the term “establishment of a 
placement goal” is a technical targeting term used by the EOAA in seeking to apply good 
faith efforts to increase in the future the percentage of minorities and women in the 
workforce. 
 
Detailed analyses on workforce, availability rates, and incumbency are available as a part of 
the University AAP. 

 
7. Establishment of placement goals for minorities and women.  [41 C.F.R. § 60-

2.16]  
 
Placement goals are set for each job group where actual employment of women and 
minorities is less than would be reasonably expected given their availability in the 
workforce. The percentage annual placement goal is equal to the availability for the 
particular affected group.  Specific placement goals are set, as warranted, for American 
Indians/Alaskan Natives, Asians/Pacific Islanders, Blacks, Hispanics and women. 
 
In establishing placement goals, the following principles apply: 

 
• Placement goals may not be rigid and inflexible quotas that must 

be met, nor are they considered as either a ceiling or a floor for the 
employment of particular groups. 

• In all employment decisions, the University will make selections in 
a non-discriminatory manner.  Placement goals do not provide 
justification and will not be used to extend a preference to any 
individual, select an individual or adversely affect an individual’s 
employment status on the basis of that person’s race, color, age, 
religion, sex or national origin. 
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• Placement goals do not create set-asides for specific groups, nor is 
the intention to achieve proportional representation or equal 
results. 

• Placement goals may not be used to supersede merit selection 
principles or to justify hiring or promotion of a less qualified 
person in preference to a more qualified one. 

 
Goals are set university-wide and by deans, chancellors, vice provosts and vice presidents 
for their respective units.  Placement goals serve as objectives or targets of what could 
reasonably be expected by putting forth good faith efforts at recruitment.  The purpose for 
goal areas is to correct identifiable deficiencies, and the goals, with supportive data and 
analyses, are an essential part of the University's AAP.  EOAA is responsible for preparing 
the workforce and utilization reports, and for availability calculations and the resulting 
goal establishment.  See, AA Plan Books 2-4, Workforce & Utilization Reports. 
 
The Director of Equal Opportunity/Affirmative Action meets annually with deans and 
chancellors to review goals and the goal setting process, providing deans and chancellors 
with goal reports.  The Director of Equal Opportunity/Affirmative Action and 
representatives from Human Resources meet periodically with vice presidents for review 
and discussion of goal reports for classified and professional staff. 
 

8. Identification of problem areas  [41 C.F.R. §60-2.17(b)] 
 
Analyses of problem areas consist of review and evaluation of various applicant and 
workforce based reports, personnel practices, and affirmative action programs.  EOAA 
conducts annual reviews, which include participation by Human Resources.  EOAA may 
initiate other review and evaluation processes throughout the year at the unit or department 
level with Human Resources or other responsible administrative units at the University. 
 
Identification of problem areas analyzes the classified, professional and faculty/academic 
personnel at school, college and campus levels or from a University-wide perspective, as 
appropriate.   
 

9. Action-oriented programs  [41 C.F.R. §60-2.17(c)] 
 
Action-oriented programs designed to eliminate identified problems and attain established 
goals are developed and executed throughout the University.  These programs attempt to 
remove barriers to employment, expand employment opportunities and to produce 
measurable results.  The following are programs for classified and professional staff: 
 
a. Human Resources reviews professional and classified position descriptions to 

ensure consistent and appropriate application of classification standards and to 
ensure that position classifications accurately reflect the primary job duties and 
responsibilities.  Reviews occur for new positions; when existing positions 
becomes vacant or the duties change; when an employee requests reasonable 
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accommodation; and/or if there are substantive modifications to job 
specifications.   

 
b. For classified non-union staff, Human Resources reviews and validates new or 

revised class specifications together with other higher education institutions and 
the State Department of Personnel (DOP).  For contract classified staff, Human 
Resources validates the content of class specifications as they are developed or 
revised.  These reviews ensure the job-relatedness of minimum qualifications, 
bias-free language and consistency.  Special attention to academic requirements, 
experience, and skill requirements ensures they do not constitute discrimination.  
Specifications are consistent for the same job titles and free from bias. Class 
specifications are uniform throughout the University. 
 

c. For some positions, prior to recruitment, a job analysis reviews specific job 
requirements and qualifications. Special focus on education, experience, and skill 
requirements ensures that all are job-related, valid, and free from unintended bias. 
Human Resources periodically reviews recruitment results to ensure that 
requirements do not result in disparate rejection of women or minorities. 

 
d. Approved position descriptions, class specifications, and job requirements are 

available to staff involved in the recruiting, screening, evaluation, selection, 
referral, and hiring processes.  Recruitment notices distributed to recruiting 
sources by Human Resources include a description of job duties, job 
requirements, and relevant employment conditions for open positions. 
 

e. Evaluation of the total selection process ensures freedom from bias, for example: 
 

i. Personnel involved in recruiting, screening, selection, promotion, discipline, 
and other related processes are carefully selected trained and provided 
resources to avoid bias, both intentional and unintentional, in the selection 
process; 
 

ii. The OFCCP Uniform Guidelines on Employment Selection Procedures are 
observed; and 
 

iii. The hiring authorities periodically review selection techniques other than 
tests on an ad hoc basis and correct or eliminate factors that may result in 
discrimination or exclusion of qualified applicants. 

 
f. Recruitment processes are improved and the flow of affected group applicants is 

increased with: 
 

i. Periodic meetings and/or briefing sessions held by Human Resources staff on 
University premises with representatives from recruiting sources.  The 
employment offices periodically host meetings that bring together referral 
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agencies and department managers for information exchange and referral; 
 

ii. Within Human Resources, participation by the recruiting staff in Job Fairs 
sponsored by community groups and agencies, vocational schools, community 
colleges, high schools, and other public agencies; and 

 
iii. "Help Wanted" advertising in the minority news media and women's  

   interest media. 
 

g. Minorities, women, and persons aged 40 and over who are employees are given 
equal opportunity for promotion through posting promotional opportunities for 
staff. 

 
 

10. Support of action-oriented programs  
 
The University supports action-oriented programs both internally and in the community.  
Listed below are many of these programs.  The University of Washington is committed to 
promoting respect for the rights and privileges of others, understanding, and appreciation 
of human differences, and the constructive expression of ideas.  The Office of Minority 
Affairs and Diversity (OMA/D) maintains a diversity website for faculty, staff, and 
students.  
 
The University sponsors community outreach programs such as the following: 
 

a. Human Resources recruitment outreach and referral programs, targeting affected 
group communities; 

 
b. Early Scholars' Outreach program, targeting low-income middle school students; 
 
c. Friends of the Educational Opportunity Program (EOP), a community 

fundraising committee; 
 
d. Math, Engineering, and Science Advancement program (MESA) targeting low-

income middle- and high school students; School of Fisheries program, recruiting 
American Indian students; 

 
e. "Why Take More Math" brochures, targeted to middle and high schools, 

 promoting excellence in math for all students;  
 
f. Women, Infants, and Children (WIC) at Harborview Medical Center, a 

 supplemental food program; and 
 

g. University of Washington K-12 Outreach Programs. 
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11. Examples of action-oriented programs internal to the University: 

 
a. Human Resources recruitment outreach and referral programs assist University 

employees belonging to affected groups who want to transfer or promote;  
 

b. EOAA monitors equal opportunity and affirmative action efforts and provides 
training on equal opportunity, non-discrimination and affirmative action topics;  

 
c. Within the Office of Minority Affairs and Diversity are two positions created and 

staffed to increase hiring of women and persons of color.  The Associate Vice 
Provost for Faculty Advancement works to increase diversity in faculty ranks and 
the Diversity Specialist works to increase diversity of staff.  The Diversity 
Specialist is also working to support affinity group associations for UW faculty 
and staff of color and Lesbian, Gay, Bisexual and Transgender (LGBT) 
employees. EOAA works to support both these positions in their recruitment and 
retention efforts; 

 
d. The Associated Students of the University of Washington (ASUW) sponsors and 

funds commissions for the following groups: 
American Indian Student Commission; Pacific Islander Student Commission; 
Black Student Commission; La Raza Student Commission (MEChA); Gay, 
Bisexual, Lesbian, and Transgender (GBLT) Student Commission; and 
Minority Graduate Student Association (MGSA); 

 
e. Leadership, Community and Values Initiative (LCVI).  The LCVI steering 

committee has identified key areas of concern among faculty and staff and has 
worked with members of the UW Administration to develop strategies and 
programs that address these concerns. 

 
• Developed the Vision and Values statements in Fall 2006.  The statements 

describe not only the University’s aspirations and the values that the 
University will promote, but also the characteristics that make the UW 
“uniquely Washington”; 

 
• Working with OMA/D to develop systemic plans and strategies to address 

student, faculty and staff recruitment and retention, climate, curriculum and 
other aspects of diversity and 

 
• Sponsoring affinity group associations for faculty and staff of color and 

LGBT employees. 
 

f. Diversity Council provides a forum for sharing best practices and collaboration 
on important issues around diversity.  An inventory of diversity activities in each 
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school and college has been assembled.  The Council has begun work on the 
strategic plan, which will be integrated into the University’s six-year plan, along 
with metrics to measure progress; 

 
g. The Diversity Minor program was created by the Diversity Minor Committee, a 

body of faculty chosen from numerous departments throughout the College of 
Arts and Sciences, and is designed to strengthen students’ understanding of how 
race, class, gender, disability, ethnicity, nationality, sexuality, religion, and age 
interact to define identities and social relations.  The program brings cohesion to a 
variety of courses selected to increase students’ critical thinking about issues of 
diversity.  The Diversity Minor provides an avenue for students to gain 
knowledge, skills and perspectives that are essential to civic participation, 
employability, and quality of life after graduation; 

 
h. Center for Career Services Job Placement Program provides resources for 

minority students seeking counseling and career guidance assistance; 
 

i. Ethnic Cultural Center promotes the academic, cultural, recreational, and social 
needs of minority and majority students, staff and faculty; 

 
j. OMA/D offers programs that target minority students including the Ethnic 

Cultural Center, Educational Opportunities Program, McNair Scholars Program, 
Mentor Power for Success, Student Support Services and the Women’s Center;  

 
k. Minorities in Computer Science and Engineering program actively recruits and 

provides programs open to all and targeted at minority engineering students; 
 

l.  Women in Sciences and Engineering (WISE) recruits and provides programs open 
to all and targeted at women engineering students; 

 
m. University of Washington Women's Center offers a variety of informational 

programs targeted at, and of special interest to women, including: an information 
and referral service; re-entry program; library; special events such as workshops, 
conferences, festivals, and an annual reception for new female faculty; and non-
credit classes including Graduate Record Examination preparation, Women & the 
Arts, and financial planning during divorce; 

 
n. ADVANCE Center for Institutional Change: Increasing the Participation and 

Advancement of Women in Academic Science and Engineering Careers, by 
working towards an institution where science, engineering, and mathematics 
(SEM) departments are thriving, all faculty are properly mentored, and every 
faculty member is achieving his or her maximum potential. UW believes that 
cultural changes that are designed to help underrepresented groups invariably 
help all groups and improve the environment for everyone. The programs 
proposed here fall into that category: 
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• In 2006, the University received a grant from the National Science 
Foundation ADVANCE program to offer a series of national leadership 
workshops for science, engineering and mathematics department chairs and 
emerging faculty leaders.  Leadership Excellence for Academic Diversity 
(LEAD) was created as a result of this grant.  The goal of the workshops is to 
teach practical strategies and tools to implement department culture and 
climate; to explore unintended and unconscious bias disproportionately 
impacting women and underrepresented faculty; and to address important 
issues such as recruitment and selection of faculty, the evaluation of faculty 
performance, conflict resolution and leadership. 

 
• Departmental Transformation Grants:  Available to help support departments 

interested in addressing issues regarding low numbers of women and 
minority faculty and improving unit culture. 

 
• In 2007, the President’s Advisory Committee on Women presented its Report 

on Women at the UW to the President and Provost.  This report identifies 
areas where the UW can improve the status of women on campus. 

 
12. Internal audit and reporting systems for classified and professional staff and 

faculty/academic personnel 
 

The Offices of the Provost, Human Resources and Equal Opportunity/Affirmative Action 
provide internal audit and reporting systems for employees and appointees. Audit and 
reporting systems allow the University to measure periodically the effectiveness of its total 
affirmative action program.  Systems include reports produced for the AAP and other 
reports and analyses as requested or needed for monitoring purposes. [41 C.F.R. § 60-
2.17(d)].  

 
The Director of EOAA meets annually with vice presidents, vice provosts, chancellors, 
deans and department chairs to review affirmative action programs and progress.  
Discussions include review of progress toward goals, new hire and promotion analyses, 
and recruitment and retention strategies. 
 
In conjunction with Human Resources, EOAA reviews the hire, promotion, and transfer 
records, identifies potential problem areas and develops corrective actions to ensure 
nondiscrimination.  Also included are periodic reviews of recruitment, screening, 
evaluation, and referral activity to ensure appropriate application of laws, rules, and 
policies.  Both offices serve to inform and advise hiring officials about affirmative action 
goals and recruiting strategies.  University-wide applicant flow, promotion, and new hire 
reports are included in the AAP. 
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B.  Guidelines on discrimination because of sex [41 C.F.R. § 60-20]  

 
 
1. Purpose [41 C.F.R. § 60-20.1].  
 

This section defines the University guidelines for implementing Executive Order 11246, as 
amended, and preventing discrimination in the workplace based on sex.  The University of 
Washington is committed to ensuring equal opportunities for all women and men seeking 
employment, promotion, or transfer without discrimination based on sex. 

 
2. Recruitment and advertising [41 C.F.R. § 60-20.2].  
 

a. Employees of both sexes are recruited for all jobs unless sex is a bona fide 
occupational qualification (BFOQ).   

 
b. Preference based on an employee’s sex is not expressed in any advertisement for 

employment unless sex is a BFOQ. 
 

3. Job policies and practices [41 C.F.R. § 60-20.3].  
 

a. Equal opportunity policies expressly state that there is no discrimination against 
employees based on sex.  Human Resources Office of Labor Relations ensures 
that conditions of employment in negotiated labor agreements are consistent with 
these guidelines.   

 
b. In employment opportunities, there is no distinction made regarding wages, hours, 

or other conditions of employment based on sex.  Contributions for insurance, 
pensions, or other benefits are the same for men and women, and/or the resulting 
benefits are equal.  

 
c. Policies and practices ensure appropriate physical facilities to both sexes. 

 
d. Women are not penalized in their conditions of employment because they require 

time away from work for childbearing, and when a woman employee qualifies for 
leave, childbearing is a justifiable basis for leave of absence for a reasonable 
length of time.  Further, the employee is reinstated to her original job or a position 
of like status and pay, without loss of permanent status.  

 
e. Eligibility for retirement does not differ based on the sex of the employee. 
 
f. Guidelines on sex discrimination allow for differences in capabilities for job 

assignments among individuals, to the extent that distinctions are not based on 
sex.  
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4. Seniority system [41 C.F.R. § 60-20.4]. 
 

No distinctions based on sex are made in seniority systems.   
 

5. Discriminatory wages [41 C.F.R. § 60-20.5]  
 

a. Pay schedules are not based on sex; and 
 
b. Job classifications are not restricted by sex.  
 

6. Affirmative action [41 C.F.R. § 60-20.6] 
 

a. Women are encouraged to apply for all jobs including those in categories for 
which they are traditionally underrepresented;  

 
b. Women and men are included in management skills training programs; and 

 
  c.   Both sexes are given equal access to all training programs.
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C. Guidelines on discrimination because of religion 
 or national origin [41 C.F.R. § 60-50]  

 
 
1. Purpose [41 C.F.R. § 60-50.1]  
 

The purpose of this section is to set forth the University's guidelines for implementing 
Executive Order 11246, as amended, regarding discrimination based on religion or 
national origin and to clarify obligations to accommodate religious observance.  The 
University sets forth in its Handbook, Volume 4, Part I, Chapter 2: Non-Discrimination 
and Affirmative Action providing equality of opportunity to all members of the University 
community.  In conformance with Federal and State law, the University shall not 
discriminate against any person because of creed, religion and/or national origin. [41 
C.F.R. § 60-50.1(a)]. 
 
The University is committed to accommodating the religious observances and practices of 
employees and prospective employees. [41 C.F.R. § 60-50.1(c)].  

 
2. Equal employment policy [41 C.F.R. § 60-50.2].  
 

a. Equal opportunity and affirmative action efforts 
 
The Equal Opportunity Policy prohibits discrimination against applicants and 
employees because of religion, creed, or national origin in employment actions 
including, but not limited to: hiring, upgrading, demotion, or transfer; recruitment or 
recruitment advertising; layoff or termination; rates of pay or other forms of 
compensation; and selection for training.   

 
b. Outreach and positive recruitment  

 
Employment practices provide members of religious and ethnic groups with fair and 
equal consideration for job opportunities at all levels through equal opportunity 
policies and practices.  
 

c. Internal communications 
 
The University communicates its obligation to provide equal opportunity without 
regard to religion, creed, or national origin in a manner that fosters understanding, 
acceptance, and support.   
 
Internal procedures ensure that the University's equal opportunity obligation 
regarding religion, creed, or national origin is being fully implemented. 
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d. Equal Opportunity Policy Statements 
 
The University publishes the University's Equal Opportunity Policy statement in 
University Week (the faculty and staff newspaper) and The Daily (the student 
newspaper) at least once a year.   
 

e. Recruitment 
 
The University enlists the assistance and support of all recruitment sources to further 
the University of Washington’s commitment to equal opportunity.   
 

3. Accommodation to religious observance and practice [41 C.F.R. §60-50.3] 
  
The University provides accommodations to applicants and employees for the religious 
observances and practices unless such accommodations would present an undue hardship 
on the conduct of University business, based on consideration of the following factors: 
business necessity, financial costs and expenses, and resulting personnel problems. 
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Section II -- Equal opportunity, affirmative action and non-discrimination 
policies for all protected veterans and persons with disabilities [41 C.F.R. § 
60-250.1, 41 C.F.R. § 60-741.5] 

 

 
A.  Equal opportunity and compliance [41 C.F.R. § 60-250.1, § 60-250.2, § 60-

741.1, § 60-741.2; 29 C.F.R. § 1630.16] 
 
This section sets forth the compliance standards the University of Washington applies 
concerning the Vietnam-era Veterans’ Readjustment Assistance Act of 1974, as amended 
(VEVRAA) and section 503 of the Rehabilitation Act of 1973, as amended.  Both statutes 
require the University as a government contractor to take affirmative action to employ and 
advance in employment qualified applicants regardless of their status as persons with disabilities 
or status as disabled veterans, Vietnam-era veterans, other protected veterans or recently 
separated veterans. 
 
The University of Washington also complies with the standards set forth by Title I of the 
Americans with Disabilities Act of 1990 (ADA) and the regulations issued by the Equal 
Employment Opportunity Commission (EEOC) pursuant to that title.  The University relies on 
the Interpretive Guidance on Title I of the ADA to ensure parallel provisions of this part are not 
undermined. 
 
1. Equal opportunity for disabled veterans, veterans of the Vietnam-era, other protected 

veterans, recently separated veterans and persons with disabilities [41 C.F.R. § 60-
250.5(a), § 60-741.5(a)] 

 
The University of Washington does not discriminate against any employee or applicant for 
employment because of status as a disabled, Vietnam, recently separated or protected 
veteran, or because of physical or mental disability concerning any position for which the 
employee or applicant is qualified.  The University takes affirmative action in employment 
for qualified disabled veterans, Vietnam-era veterans, other protected veterans, recently 
separated veterans and persons with disabilities and otherwise treats members of these 
groups without discrimination in all employment practices.  
 

2. Contracts and equal opportunity clause [41 C.F.R. § 60-250.4(a), § 60-741.4(a), § 60-
250.5, § 60-741.5] 
 

An affirmative action clause is included in each of the University’s federal government 
contracts and subcontracts that are in the amount of $10,000 or more. 

 
The University notifies each labor union with which it has a collective bargaining 
agreement or other contract of the University’s commitments under section 202 of 
Executive Order 11246.  All union contractual revisions are reviewed by the office of Labor 
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Relations to ensure they are non-discriminatory.  Changes to practice related to applicable 
law are discussed in labor-management meetings and/or during negotiations. 
 
The Facility Management Office is responsible for University construction project contracts 
and includes the equal opportunity and affirmative action statements in contracts. 

 
B.  Non-discrimination policies [41 C.F.R. § 60-250.20, § 60-250.25, § 60-

741.20, § 60-741.25] 
 
Specific nondiscrimination provisions include, but are not limited to, the following personnel 
actions: 
 

1.  Individuals are recruited, hired, trained, and promoted in all job classifications based 
solely upon their qualifications and ability or potential ability to do the job. 
 
2.  Principles of equal opportunity and affirmative action are the basis for fair employment 
decisions. 

 
3.  In accordance with the principles of equal opportunity and affirmative action, promotion 
decisions include only valid job- related requirements. 
 
4.  All personnel actions such as compensation, health benefits, insurance, layoffs, 
promotions, transfers, returns from layoffs, awards of tenure, fringe benefits, and 
terminations, and all University-sponsored training, education, tuition exemption, and social 
and recreational programs are administered without regard to their status as persons with 
disabilities or as disabled veterans, Vietnam-era, recently separated or other protected 
veterans.  

 
C. Affirmative action program [41 C.F.R. § 60-250.40(a)(b)(c), § 60-

741.40(a)(b)(c)] 
 

1. Applicability of program requirements 
 
EOAA prepares and maintains an Affirmative Action Program for disabled veterans, 
Vietnam-era, other protected veterans, and recently separated veterans, as well as, persons 
with disabilities that set forth its policies, practices, data, and procedures. 
 
EOAA annually reviews, updates, and makes available to the University community the 
Affirmative Action Program for disabled veterans, Vietnam-era, recently separated veterans 
and other protected veterans, as well as persons with disabilities. 

 
The University has developed and posted its policy statement.  It is available in alternate 
format upon request so that persons with disabilities may have access. 
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2.  Availability of the affirmative action program [41 C.F.R. § 60-741.41, § 60-
250.41, 29 C.F.R. 1630.2(o) (3)] 

  
The University of Washington AAP in its entirety is available for review by staff, faculty, 
students, and members of the general public. 
 
3. Invitation to self-identify [41 C.F.R. §60-250.42, § 60-741.42] 
 

a. Applicants:  Applicants for University jobs may identify themselves as persons 
with a disability, disabled veterans, Vietnam-era veterans, recently separated veterans 
or other protected veterans and may contact Human Resources or EOAA for 
assistance in the application process.  Applicants are informed that providing the 
information is voluntary and that refusal to provide it does not subject the applicant or 
employee to adverse treatment.  Additionally, they are informed that the information 
provided will be used for recordkeeping purposes and other purposes in compliance 
with equal opportunity and affirmative action programs. 

 
b. Employees:  Upon accepting an offer of employment, each employee is invited to 
self-identify as a person with a disability or a disabled veteran, Vietnam-era veteran, 
recently separated veteran or other protected veteran. 
 
In accordance with the ADA, an employee may request accommodation for a 
disability in order to perform the essential functions of the position.  In determining 
the appropriate accommodation, representatives of the University will initiate an 
interactive process with the individual with a disability to identify the limitations due 
to the disability and potential reasonable accommodation that could mitigate those 
limitations. 
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D. Affirmative Action Plan Components  

 
1. Development and access to policy statement [41 C.F.R. § 60-250.44, § 60-741.44; WAC 

357.28]   
 

The University AAP and programs addresses recruitment, appointment, promotion, transfer, 
training and career development by doing the following: 
 

a. The University has developed and posted its equal opportunity policy statement. 
 It is available in alternate format upon request so that persons with disabilities may 
have access.  Statements are posted on UW employee bulletin boards and the 
statements are available in alternative formats including large print, Braille, and audio 
tape through the Disability Services Office (DSO). 

 
b. The equal opportunity and affirmative action policies are posted on the 
University of Washington’s website and throughout the University environment.  The 
University's internal complaint procedures state that complainants are protected from 
coercion, intimidation, interference, or discrimination.  The University's diversity 
poster, a product of the Office of the Vice Provost for Student Life, is also on display 
in many offices. 

 
2. Responsibility for implementation [41 C.F.R. § 60-250 & 41 C.F.R. § 60-741; WAC 

357.25] 
 
Overall responsibility for implementation of the Affirmative Action Program at the 
University rests with the Provost and Executive Vice President by virtue of University of 
Washington Executive Order 4.  The Provost delegates responsibility to the office of Equal 
Opportunity/Affirmative Action (EOAA).  The EOAA is identified on all internal and 
external communications regarding the University's equal opportunity and affirmative action 
policies and program.    The EOAA is responsible for reporting and monitoring procedures. 
 Members of University administration support the implementation of this program in 
various ways, including, but not limited to, the following: development of policy statements, 
the Affirmative Action Program, and internal and external communication techniques.  The 
communication techniques include regular discussions with managers, supervisors, and 
employees to be certain the University's policies are being followed.   
 

3. Complaint procedures and ancillary matters [41 C.F.R. § 60-741.61, § 60-250.61] 
 
Any applicant or employee may file, either internally or externally, a written complaint 
alleging a violation of his or her rights as protected under this Affirmative Action Program.  
The Resolution of Complaints against University Employees procedure is readily available 
to employees. 
 
All necessary steps are taken to ensure that no person intimidates, coerces, or discriminates 
against any person for the purpose of interfering with the filing of a complaint, furnishing 
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information, or assisting or participating in any manner in an investigation, compliance 
review hearing, or any other related activity. 
 
Records regarding complaints and actions are kept for a period of at least three years. 

 
a. Complaint resolution:   
 
The procedure for Resolution of Complaints against University Employees provides an 
internal avenue of redress for persons with complaints against University employees, 
including allegations of discrimination on the basis of a disability or veteran status as 
disabled, Vietnam-era or protected veterans or recently separated veterans.  Resolution at 
the local level, with the assistance of a human resource consultant or other appropriate 
University staff, is strongly encouraged.  The University Ombudsman and the 
Ombudsman for Sexual Harassment are available to consult or to mediate disputes.  
Formal investigations are conducted by the University Complaint Investigation and 
Resolution Office (UCIRO), which also responds to complaints filed with outside federal 
and state agencies. 
 
b. Retaliation:  

 
The University prohibits retaliation against any party for participation in the University’s 
complaint process. 

  
4. Review of personnel processes [41 C.F.R. § 60-741.44(b), § 60-250.44(b); WAC 357-25] 

  
 

a. Proper Consideration of Qualifications:   
 
Personnel processes are periodically reviewed to ensure careful, thorough, and systematic 
consideration of the job qualifications of known persons with disabilities, and veterans 
with status as disabled veteran, Vietnam-era veteran, recently separated veteran or other 
protected veteran for job openings, promotions, and training opportunities.  When 
necessary, procedures are modified or new procedures are designed to ensure 
consideration of the job qualifications of known disabled veterans, Vietnam-era veterans, 
recently separated or other protected veterans, and persons with disabilities.   
 
b. Freedom from stereotype:  
 
Personnel processes do not stereotype disabled veterans, Vietnam-era veterans, recently 
separated veterans or protected veterans, as well as, persons with disabilities, in a 
manner, which limits access to jobs for which they are qualified. [41 C.F.R. § 60-
741.44(b), § 60-250.44(b)]. 
 

 
5. Physical and mental qualifications [41 C.F.R. § 60-250.44(c) (1), § 60-741.44(c) (1), 29 

C.F.R. § 1630.13] 
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Periodic reviews for physical or mental job qualifications ensure that, to the extent they 
screen out qualified applicants or employees with disabilities, they are job-related and are 
consistent with business necessity and the safe performance of the job. 
 
Inquiry into an applicant's physical or mental condition prior to employment or promotion 
occurs if related to the specific job or jobs for which the individual is being considered.  
Such inquiry must be supported by documented business necessity.   
 
When physical or mental job qualification requirements are applied, to the extent the 
requirements tend to screen out qualified applicants or employees with disabilities, the 
requirements are related to the specific job and are consistent with business necessity and 
safe performance of the job. 
 
The hiring official may explain the application/interview process and inquire as to whether 
applicant will need reasonable accommodation for the process.  The hiring official may ask 
whether the applicant can perform the essential functions of the position, with or without 
reasonable accommodation and may request the applicant describe or demonstrate 
performance of the essential functions with or without accommodation.  The hiring official 
may not ask questions about nature, severity, or extent of a disability, illness or use of sick 
leave or ask any questions which would elicit information about the presence or absence of a 
disability.  Should an applicant volunteer information about a disability, the hiring official 
may not ask any follow up questions about the disability itself. [41 C.F.R. § 60-250.44(c)(2),  
§ 60-741.44(c)(2); 29 C.F.R. § 1630.13(a), § 1630.14(a)]. 
 
Prior to employment, if a medical exam is provided, the results are used only in accordance 
with the Affirmative Action Program and in compliance with the ADA. When inquiries into 
an applicant's or employee's physical or mental condition are made or a medical examination 
is conducted, responses are kept confidential except for notification to the appropriate 
supervisor or manager regarding work restrictions and accommodation; first aid and safety 
personnel regarding application of emergency treatment; and government officials regarding 
compliance with federal law. [41 C.F.R. § 60-250.44(c) (3), § 60-741.44(c)(3), 29 C.F.R.§ 
1630.13(b)]. 
 
Human Resources reviews physical or mental job qualification requirements for classified 
and professional positions to ascertain if they screen out persons with disabilities, disabled 
veterans, Vietnam-era veterans, recently separated veterans or other protected veterans. [41 
C.F.R. § 60-250.44(b) (i)(1), § 60-741.44(b)]. 
 
 
 
 

6. Equal opportunity and reasonable accommodation for persons with disabilities and 
special disabled veterans [41 C.F.R. § 60-250.44(d), § 60-741.44(d), 29 C.F.R. § 
1630.2(o)] 
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No qualified person with a disability shall be, on the basis of disability, subjected to 
discrimination in any aspect of employment; no qualified person with a disability is denied 
the benefits of, excluded from participation in, or otherwise subjected to discrimination 
under any program or activity at the University because the facilities are inaccessible to or 
unusable by persons with disabilities; and no qualified person with a disability shall be 
discriminated against on the basis of disability in any service, program or activity of the 
University.  Notices containing the provisions of the ADA, including the University’s 
commitment to reasonable accommodations, are posted in conspicuous places including, but 
not limited to, University employment and personnel offices.  Notices are made available in 
alternate format upon request. 
 
Information on requesting reasonable accommodation in the recruitment and selection 
processes is included in job announcements. 
 
The University Statement to Ensure Equal Opportunity and Reasonable Accommodation 
(APS 46.4) provides that individuals with disabilities must be notified of the availability of 
accommodations from the University. Appropriate statements appear in announcements of 
events open to the public, bulletins, catalogs, recruitment materials, and application forms 
for admission or employment.   
 

7. Accommodation for physical and mental limitations of employees  [41 C.F.R. § 60-
250.44(c), § 60-741.44(c); 29 C.F.R. § 1630.1, § 1630.2 (a-r)] 
 
Reasonable accommodation is made for the physical and mental limitations of a disabled 
veteran or a person with a disability, unless to do so would impose an undue hardship on the 
conduct of the University's business. The University has established and publicized a policy 
and procedure for requesting disability accommodation in employment.  The University 
complies with its obligations under both federal and state mandates for disseminating 
information on its reasonable accommodation obligations.  Information on requesting 
reasonable accommodation can be found on the Disability Services Office (DSO) and the 
Human Resources websites.  Reasonable accommodation may be required to: 

 
a. Ensure equal opportunity in the application process to a person with a disability; 

 
b. Enable employees with disabilities to perform the essential functions of the 

position held or desired; and 
 

c. Enable the employee with disabilities to enjoy equal benefits and privileges of 
employment as are enjoyed by employees without disabilities. 

 
Reasonable accommodation is made upon request for known physical, sensory, and mental 
limitations of any otherwise qualified employee with a disability.  In determining the extent 
of accommodations for a person with a disability, program impact, and financial cost, 
among other factors may be considered.  Accommodation is determined on a case-by-case 
basis.  
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The Disability Services Office (DSO) provides disability accommodations for University 
staff and academic personnel, applicants for employment, non-matriculated students, and the 
public.  Transportation Services provides disability accommodations in the form of a shuttle 
service for members of the Seattle campus community with disabilities.   
 
Reasonable accommodation at the University may include adjustments necessary to allow a 
person with a disability full participation in his or her work.  University of Washington 
facilities are made readily accessible and useful for persons with disabilities through 
improvements in buildings such as widening doors, installing ramps, rearranging office 
space, enlarging bathroom facilities, or remodeling building entrances.  When reasonable, 
such accommodations as job restructuring, part-time or modified work schedules, 
acquisition or modification of equipment or assistive devices, or the provision of readers or 
interpreters are available to employees. 
 
The University periodically reviews its policies, practices, and facilities to determine if they 
meet the requirements of applicable laws and regulations.  In 1978, the first review was 
completed and resulted in substantial modifications made to the University facilities to 
improve accessibility.  In January 1993, the University of Washington completed its Self 
Evaluation and Transition Plan, in response to the requirements of the ADA.  Facilities-
related committees oversee ongoing efforts to create barrier-free access.  For the Seattle 
campus, the Facility Management Office continues this work by: identifying barriers; 
prioritizing ongoing tasks; reviewing architectural plans for major remodeling and 
renovation projects and for new buildings; and maintaining building accessibility guides. 
Mobility maps and accessibility guides are available at new employee orientation, at all 
University and medical center facilities including gate entrances, front door information or 
reception desks, and offices throughout the Seattle campus.  The Bothell and Tacoma 
campuses have similar means of reviewing problem areas. 
 
Employees receive reasonable accommodations through leave of absence and sick leave. A 
shared leave program allows an employee to donate accrued  leave for another employee 
who because of severe illness, disability, or other condition, would otherwise have to take 
leave without pay. 

 
8. Anti-harassment [41 C.F.R. § 60-250.44(e), § 60-741.44(e)] 

  
Procedures are in place to protect employees from on the job harassment and/or 
discrimination based upon disability or because of status as a veteran, whether disabled 
veteran, Vietnam-era veteran, recently separated veteran or other protected veteran.  
Prevention of Sexual Harassment Training is available to all employees.  This training 
includes review of anti-harassment processes and the complaint resolution process.   

 
9. Outreach, positive recruitment, and external dissemination of policy [41 C.F.R. § 60-

250.44(f), § 60-741.44 (f) ] 
  
The University is committed to improving the employment opportunities of disabled 
veterans, Vietnam-era veterans, recently separated veterans or protected veterans, as well as, 
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persons with disabilities, and reviews its employment practices to ensure personnel 
programs provide equal opportunity for employment and advancement of persons in these 
groups.  Based on the findings of these reviews, the University may undertake the following 
outreach and recruitment activities: 

 
a. The University internally communicates its obligation to engage in efforts to 

employ qualified disabled veterans, Vietnam-era veterans, recently separated 
veterans, other protected veterans and persons with disabilities to foster 
understanding, acceptance, and support among executive, management, 
supervisory, and all other employees, and to encourage them to aid the University 
in meeting this obligation. 

 
b. Policy statements appear in material used for recruitment of employees and are 

published annually, informing all employees and prospective employees of the 
University’s commitment to equal opportunity for disabled veterans, Vietnam-era 
veterans, recently separated veterans, other protected veterans and persons with 
disabilities.  Advertisements include an equal opportunity and affirmative action 
statement.  Reasonable accommodation statements are included in publications 
directed at applicants for employment at each campus, the university community, 
and the public, and list specifically who and how to direct requests for 
accommodation. 

 
c. Human Resources enlists assistance and support of State Employment Security 

Offices, Employment Security veterans services representatives, the Veterans' 
Administration, and other offices and agencies which serve the needs of disabled 
veterans, Vietnam-era  veterans, recently separated veterans, and protected 
veterans.  Notifications of job openings are sent to the State Employment Security 
Offices and requests to recruit and refer qualified persons with disabilities.  
Human Resources personnel enlist assistance from other recruiting sources that 
might recruit and refer qualified persons with disabilities. 

 
d. Contact is established with community organizations, state vocational 

rehabilitation agencies, veterans' service organizations, social service 
organizations, and other recruiting sources for advice, technical assistance, and 
referral purposes.  EOAA, OMA/D and Human Resources maintain active liaison 
with groups and organizations.  Human Resources keeps current lists of recruiting 
sources. [41 C.F.R. § 60-250.44(f)(3),(4), § 60-741.44(f)(3),(4)]. 

 
e. All positions are openly posted, and all applicants are offered the opportunity to 

self-identify status as a disabled veteran, Vietnam-era veteran, other protected 
veteran, recently separated veteran and/or person with a disability. [41 C.F.R. § 
60-250.44(f) (8), § 60-741.44(f) (7)]. 

 
f. All subcontractors on government contracts, vendors, and suppliers are notified of 

the University's equal opportunity and affirmative action policies, and are 
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requested to take appropriate action. [41 C.F.R. § 60-250.44(f) (6), § 60-741.44(f) 
(5)]. 

  
g. University advertisements, promotions, and marketing or help-wanted materials 

include pictures of employees with disabilities. [41 C.F.R. § 60-741.44(f) (4)]. 
 

h. Qualified disabled veterans, Vietnam-era veterans, other protected veterans, and 
recently separated veterans and persons with disabilities not currently in the 
workforce, and recruited through affirmative action efforts are considered for 
employment. [41 C.F.R. § 60-250.44(f) (7), 60-741.44(f) (6)]. 

 
i. The University participates in work training programs with rehabilitation facilities 

and other community agencies and schools which specialize in  
on-the-job-training or educating persons with disabilities. [41 C.F.R. § 60-
741.44(f)(2), § 60-250.44(f)(2)]. 

 
j. Human Resources representatives hold periodic briefing sessions for 

representatives from outside recruiting sources.  Explanations of current and 
future job openings, position descriptions, job requirements, explanations of the 
University's selection processes, and recruiting literature are included.  
Arrangements are made for referral of applicants, follow-up with sources, and 
feedback on disposition of applicants. 

 
10. Internal dissemination of equal opportunity and affirmative action policies [41 C.F.R. 

§ 60-250.44(g), § 60-741.44(g)] 
 
Affirmative Action and Equal Opportunity policy statements, which cover disabled 
veterans, Vietnam-era veterans, recently separated veterans and other protected veterans, as 
well as persons with disabilities, are included in the University Handbook, which is 
available on the University of Washington website.  
http://www.washington.edu/faculty/facsenate/handbook/Volume4.html 
 
EOAA disseminates the policy statements to the University community and public by 
request and through its web pages.  The EOAA web page also provides information and 
instructions on how and where these statements must appear in documents. 

 
EOAA produces annual reports for the AAP and for Faculty/Academic Personnel Updates, 
which include workforce reports and utilization analysis for faculty/academic personnel 
and staff.  Updates are disseminated to vice provosts, deans, chancellors, and department 
chairs.  The Director of EOAA meets annually with these officials to review progress 
reports.  Equal employment opportunity and affirmative action programs are discussed in 
meetings held to review the updates. [41 C.F.R. § 60-250.44(g)(2)(iv), § 60-
741.44(g)(2)(iv)].  

 
New employees complete an online training in which they are notified of the equal 
opportunity and affirmative action policies.  Professional and Organizational Development 
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(POD), a division of Human Resources, provides supervisory management training classes 
and discusses policies.  Copies of Procedures to Request a Disability Accommodation for 
University Employees are available through Human Resources and DSO, as well as on the 
web.  Reasonable accommodation statements are included in publications for employees 
and members of the public and the University community, and list to whom and how to 
direct requests for accommodation.  Notices of the University’s obligation for making 
reasonable accommodation under Title II of the ADA for University-sponsored events are 
included in the event notification system on the University’s electronic mail system. [41 
C.F.R. § 60-250.44 (g) (2), § 60-741.44(g) (2)] 

 
Changes to practices related to applicable law are discussed in labor-management meetings 
and/or during negotiations. [41 C.F.R. § 60-250.44(g) (2) (vi) ,§ 60-741.44(g) (vi)]. 
 
Articles on persons with disabilities are periodically included in publications. [41 C.F.R. § 
60-250.44(g)(2)(vii) & 41 C.F.R. § 60-741.44(g) (vii)]. 
 
Employees featured in handbooks or similar publications for employees include employees 
with disabilities. [41 C.F.R. § 60-741.44(f) (4)]. 
 
The Office of the Provost and EOAA have developed methods, such as affirmative action 
reports and annual meetings, to review the affirmative action efforts made to employ and 
advance qualified disabled veterans, Vietnam-era  veterans, recently separated veterans, 
other protected veterans, and persons with disabilities in the areas of academic personnel 
and faculty positions.  Human Resources staff and EOAA staff review the affirmative 
action efforts made to employ and advance qualified disabled veterans, Vietnam-era 
veterans, recently separated veterans, other protected veterans and persons with disabilities 
among classified and professional staff. [41 C.F.R. § 60-250.44(g), § 60-741.44(g)]. 

 
11. Employee Training [41 C.F.R. § 60-741.44(j), § 60-250.44(j)]  

 
Careful selection of personnel involved in the recruiting, screening, selection, promotion, 
disciplinary, and related processes ensures commitment to affirmative action in personnel 
actions.  EOAA provides resources and training to personnel involved in these actions, both 
upon request, and when a problem area is identified. 

 
12. Audit & Reporting Systems and Responsibility for Implementation [41 C.F.R. § 60-

250.44(h),(i), § 60-741.44(h),(i)] 
 
The development of policy statements, the Affirmative Action Program, and internal and 
external communication techniques include regular discussions with managers, supervisors, 
and employees to be certain the University's policies are being followed.  
 
Employees are protected from harassment under the equal employment policy. [41 C.F.R. § 
60-250.44(h), (i) & 41 C.F.R. § 60-741.44(h), (i)]. 
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Career counseling is available from Human Resources for disabled veterans, Vietnam-era 
veterans, and recently separated veterans, other protected veterans and persons with 
disabilities. [WAC 357-25-055]. 
 
The Director Equal Opportunity/Affirmative Action serves as liaison between the 
University and the OFCCP and advises management of the latest developments in the 
affirmative action area and is responsible for: 

 
a. The identification of problem areas and development of solutions, and the 

implementation of the Affirmative Action Program, especially in meeting the 
accommodation requirements; 

 
b. The design and implementation of audit and reporting systems that measure the 

effectiveness of the University's programs; 
 

c. Monitoring indications of need for remedial action;  
 

d. The degree to which the University's objectives are attained;  
 

e. Determining whether employees who are known disabled veterans, Vietnam-era 
veterans, recently separated veterans, other protected veterans as well as, persons 
with disabilities, have had the opportunity to participate in all University-sponsored 
educational, training, recreational, and social activities. [41 C.F.R. § 60-
250.44(h),(i), 41 C.F.R. § 60-741.44(h),(i)]; 

 
f. Design and implementation of audit and reporting systems that measure the 

effectiveness of the University's programs; and 
 

g. Monitoring indications of need for remedial action.  
 

 
E. Workforce distribution and data analysis  
 
The Director of Equal Opportunity/Affirmative Action meets annually with vice provosts, vice 
presidents, deans and chancellors to review the affirmative action update reports.  The reports 
include workforce profiles and the utilization and goals analysis. The Director of Equal 
Opportunity/Affirmative Action and representatives from Human Resources meet periodically 
with administrative department heads, providing them with goal reports for classified and 
professional staff. 
 
1.   Workforce analysis [WAC 357-25-040] 
 

For the purpose of workforce analysis and subsequent reports, the University workforce is 
comprised of three types of employees: classified, professional and faculty/academic 
personnel.  Workforce reports for classified staff include those employees governed by the 
state civil service rules and those employees governed by a labor contract.  Workforce 
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reports for professional staff include those employees who are exempt from state civil 
service rules and instead are covered by the University’s Professional Staff Program.  
Faculty/Academic Personnel workforce reports include those employees who are faculty 
or other academic personnel, and include ladder and non-ladder faculty, research faculty 
and other academic personnel such as librarians, library administrators, and 
residents/senior fellows.  The basis for the University workforce analysis comes from an 
October snapshot of employees. 
 
a. For classified and professional staff, there are few formal lines of progression and 

all openings are posted.  Incumbents are shown University-wide by job group, 
salary grade, job title, and status as Vietnam-era veteran, disabled veteran, and 
persons with disabilities. 

 
b. For faculty/academic personnel, there are several formal lines of progression.  Job 

titles are displayed by job group, and incumbents are shown University-wide by 
status as Vietnam-era veteran, disabled veteran, and persons with disabilities. 

 
2.   Availability analysis for persons with disabilities, disabled veterans, and 
 Vietnam-era veterans [WAC 357-25-040]  

 
Availability rate calculations consider factors set forth by the OFCCP.  Resulting 
availability rates reflect as accurately as possible the representation of persons with 
disabilities, disabled veterans, and Vietnam-era veterans in the general workforce who are 
potentially available as applicants for positions.  University job classifications are grouped 
to correspond to U.S. census data, creating job groups with similar content, wage rates, 
and opportunities and/or unique availability.  Section IV - Availability Analysis, describes 
availability rate calculations; raw data for these calculations are available from EOAA, 
which is prepared to explain the details of availability rate calculations upon request. 
 
The primary source of availability data for persons with disabilities is the 2003 Survey of 
Income and Program Participation (SIPP) by the United States Bureau of the Census as a 
follow-up to the 2000 census. 
 
The primary source of availability data for Vietnam-era  veterans for the University of 
Washington is the United States 2000 Census, Veteran Status of the Civilian Population 
aged 18 and over for the United States and for Puerto Rico. 
 
Availability rates are applied for persons with disabilities, Vietnam-era veterans, and 
disabled veterans on a University-wide basis only, in order to protect the confidentiality of 
individual employees and because availability data do not support more detailed analysis. 
 

3. Utilization analysis for persons with disabilities, disabled veterans, and Vietnam-era 
veterans [WAC 357-25-040] 
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Utilization analyses are produced annually, showing the utilization of affected groups by 
job groups in the University workforce, and further showing relative utilization, that is, the 
difference between the utilization and the availability rates.  
  
EOAA produces goal reports, which help direct attention to job groups where analysis 
indicates underutilization of affected groups.  Good faith efforts are made to correct those 
deficiencies, including efforts to disseminate affirmative action goal information to 
administrative officials, hiring departments and hiring officials, the use of supplemental 
certification for classified staff, and other affirmative action recruitment and referral 
efforts.  [WAC 357-16-030 and 357-16-135]. 

 
Detailed analyses on workforce, availability rates, and utilization are available as a part of 
the University AAP.  See, Section IV - Availability Analysis. 

 
4.  Establishment of affirmative action goals for persons with disabilities, disabled 

 veterans, and Vietnam-era veterans [WAC 357-25] 
 

a. Prior Year’s Goals  
 
For each employee group, the prior year’s goals are compared by job group to actual 
placements for the year and the goal analysis reports indicate changes in the 
workforce for each job group. 
 

b. Current Year Goals   
 
Goals are set for each job group where underutilization exists.  In establishing goals, 
annual anticipated expansion, reduction, and turnover within the workforce are 
considered.  Specific goals are set, as warranted, for persons with disabilities, 
disabled veterans and Vietnam-era veterans.  
 
c.  University-wide Goals 
 
Goals are set university-wide and consider what results could reasonably be expected 
by putting forth every good faith effort to make the Affirmative Action Program 
effective.  Resulting goals are significant, measurable, and attainable.  Goals are set 
when placement falls below rates that would be reasonably expected.  These goals, 
with supportive data and analyses, are an essential part of the AAP.   EOAA is 
responsible for preparing the workforce and utilization reports, and for availability 
calculations and the resulting goal establishment. 
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Section III -- Summary of statements and laws which support University 
equal opportunity and affirmative action policies for minorities, women, and 
persons age 40 and over, and individuals with disabilities, Vietnam-era 
veterans, other eligible veterans, and veterans with disabilities. [41 C.F.R. § 
60-1, 41 C.F.R. § 60-2, 41 C.F.R. § 60-741, 41 C.F.R. § 60-250] 

 
 

This section describes the policies for equal opportunity and affirmative action and the laws 
supporting the University statements. 
  
A. Equal opportunity policy statement and its basis [41 C.F.R. § 60-1.4 & 

State of Washington Executive Order 93-07] 
 
The University of Washington reaffirms its policy of equal opportunity regardless of race, color, 
creed, religion, national origin, sex, sexual orientation, age, marital status, disability, or status as 
a disabled veteran, Vietnam-era veteran or other protected veteran.  This policy applies to all 
programs and facilities, including, but not limited to, admissions, educational programs, 
employment, and patient and hospital services.  
 
The basis for the University’s equal opportunity policy derives from the following state and 
federal laws and executive orders: 

 
• State of Washington, RCW 49.60: Human Rights Commission: prohibits 

discrimination on the basis of race, color, creed, national origin, sex, sexual 
orientation, age, marital status, or disability;  

 
• State of Washington, Governor's Executive Order EO 89-01: requires 

development and dissemination of policy prohibiting sexual harassment,  
development of training and education in prevention of sexual harassment, 
effective and prompt response to concerns regarding sexual harassment, 
dissemination of information to employees concerning their right to file a 
complaint, and identification of an individual with whom a complaint may be 
filed;  

 
• State of Washington, Governor's Executive Order EO 96-04: prohibits 

discrimination on the basis of disability in state agencies; requires appointment of 
an Americans with Disabilities Act [ADA] Coordinator; requires accessible 
locations for public meetings, hearings and conferences; requires that interpreters 
and alternate forms of communication are available to employees, applicants, 
clients of services, or the general public; requires identification of barriers and 
development of solutions to the utilization of information technology; requires 
that all new construction comply with barrier free codes; and establishes a task 
force to develop consistent policies on reasonable accommodation;  
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• State of Washington, Governor's Executive Order EO 93-07: prohibits 
discrimination, including discrimination based on sexual orientation, continues 
affirmative action, and promotes workplace diversity; 

 
• State of Washington, Equal Rights Amendment of 1972, Article XXXI, 

Section I: provides that equality of rights and responsibility under the law shall 
not be denied or abridged on the basis of sex;  

 
• State of Washington, Gender Equality in Higher Education, RCW 28B.110:  

prohibits discrimination against students on the basis of gender in all public 
institutions of higher education in the state;  

 
• Title VI of the Civil Rights Act of 1964: prohibits discrimination on the basis of 

race, color, and national origin in federally-assisted programs; 
 

• Title VII of the Civil Rights Act of 1964, as amended: prohibits discrimination 
in employment based on race, color, religion, national origin, or sex;  

 
• Title IX of the Education Amendments of 1972: prohibits sex discrimination in 

federally-assisted education programs or activities; 
 
• Titles VI and XVI of the Public Health Services Act, also known as the Hill 

Burton Act: outlines community service obligations and prohibits discrimination; 
 

• Titles VII and VIII of the Public Health Services Act, as amended by the 
Nurse Training Act of 1971: prohibits discrimination on the basis of sex in 
training programs; 

 
• Equal Pay Act of 1963: requires equal pay for equal work regardless of sex;  

 
• Age Discrimination in Employment Act of 1967 (ADEA), as amended: 

prohibits discrimination in employment against persons age 40 and over; 
 

• Age Discrimination Act of 1975: prohibits age discrimination in federally-
assisted programs;  

 
• Indian Self-Determination Act of 1975, as amended: requires, in part, that 

grants for the benefit of American Indians shall give preference to American 
Indians and American Indian organizations; 

 
• Pregnancy Discrimination Act of 1978: prohibits discrimination in employment 

on the basis of pregnancy, childbirth, or related conditions; amends Title VII of 
the Civil Rights Act of 1964;  
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• Rehabilitation Act of 1973, Section 504: prohibits discrimination against 
persons with disabilities in programs and activities where the employer receives 
federal funds; 

  
• Americans With Disabilities Act of 1990: prohibits discrimination against 

persons with disabilities in employment, programs, services, and activities;  
 

• 41 C.F.R. § 60-20 and 60-50 OFCCP Guidelines on Discrimination Because 
of Sex, Religion, or National Origin: interpret the requirements of Executive 
Order 11246 pertaining to sex, religious, or national origin discrimination; and 

 
• Presidential Executive Order 11246, as amended: prohibits discrimination in 

employment by federal contractors based on race, color, religion, national origin, 
and sex. 

 
In addition to these laws and regulations, there may also be other rules and regulations, 
which mandate equal opportunity and affirmative action policy at the University of 
Washington. 
 
Additional information concerning equal opportunity and affirmative action policies and 
procedures, including grievance procedures, are located on the University website. 
 

B. Affirmative action policy statement [41 C.F.R. § 60-2.10, 41 C.F.R. § 60-
250, 41 C.F.R. § 60-741, & EO 93-07] 
 
Where underutilization exists, the University is committed to taking affirmative action in 
employment for American Indians/Alaskan Natives, Asians/Pacific Islanders, Blacks, 
Hispanics, and women.  It is also committed to employ and advance in employment 
qualified persons with disabilities, qualified disabled veterans, and Vietnam-era veterans, 
recently separated veterans and other protected veterans in all levels of employment. [41 
C.F.R. § 60-2.17(b); 41 C.F.R. § 60-250.4; 41 C.F.R. § 60-741.5].  
 
The following state and federal laws and executive orders are the bases for University 
affirmative action policies and rules: 

 
• State of Washington, State Civil Service Law, 41.06.150: provides procedures 

for veterans' preference and affirmative action;  
 
• State of Washington, Governor's Executive Order EO 93-07: establishes 

affirmative action and workplace diversity in employment in state;  
 

• State of Washington, RCW 49.74 Affirmative Action: provides for affirmative 
action within state government employment;  
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• Rehabilitation Act of 1973, Section 503, as amended: requires affirmative 
action for persons with disabilities in employment when the employer receives 
federal funds;  

 
• Vietnam-era Veterans Readjustment Assistance Act of 1972 as amended: 

requires federal contractors to have an Affirmative Action Program for disabled 
veterans and Vietnam-era veterans and other eligible veterans; and 

 
• 41 C.F.R. § 60-1,  4, 20, 30, 40, 50, 250, 741, and 742: implements Executive 

Order 11246 and requires federal contractors to have an Affirmative Action 
Program for minorities and women, persons with disabilities, disabled veterans, 
and Vietnam-era  veterans, and other eligible veterans.  

 
In addition to the bases for policies noted above, there may be other applicable federal or 
state laws or regulations, or University policies which relate to affirmative action. 
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Section IV -- Availability analysis [41 C.F.R. § 60-2.14] 
 
 
Availability data calculations take into consideration the two factors set forth by the OFCCP and 
are intended to represent the percent of affected groups in the general workforce who are 
potentially available and have the requisite skills.  Availability data are calculated commonly for 
classified and professional positions, and separately for faculty/academic personnel positions. 
 
Job groups are composed of jobs having similar content, wage rates and opportunities, and/or 
unique availability.  There are three major categories of employees at the University of 
Washington:  academic personnel, professional/exempt employees and classified employees.  All 
academic personnel meet the Integrated Postsecondary Education Data System (IPEDS) category 
for the occupational category definition of professional staff.  The remaining employees are 
assigned to IPEDS occupational categories by matching job requirements to Standard 
Occupational Code (SOC) categories; the SOC is then crossed over to IPEDS occupational 
categories.  Most IPEDS occupational categories are then broken into subcategories for purposes 
of analysis. The match of job class to SOC is available from EOAA upon request.  University job 
group listings may be found at the beginning of each of the major employee type reports. [41 
C.F.R. § 60-2.12(b)(c)].   
 
A. The OFCCP factors for consideration for minorities and women [41 

C.F.R. § 60-2.14 (c)]   
 

The OFCCP has established the following two factors for consideration when calculating 
availability for minorities and women: 
 
Factor 1: the percentage of minorities and women having requisite skills in an area in which the 
University can reasonably recruit; and 
 
Factor 2: the percentage of minorities and women available for promotions, trainings, and 
transfers within the University. 
  
B. Factor consideration for classified staff and professional/exempt staff 

availability for minorities and women 
 

Factor 1:  Availability calculations are based on the 2000 Census, File 1, Detailed Occupational 
Categories by Race/Ethnicity and Sex.  The SOC code assigned to each job class code is 
matched to the corresponding census category.  The multi-racial data of the census are collapsed 
into the OFCCP race/ethnicity categories as follows:  (1) Responses of Hispanic and any other 
category are counted as Hispanic; and (2) For the two-race categories the following rules are 
applied in the order in which they appear: American Indian and anything else is counted as 
American Indian; Black and anything else as Black; Asian and anything else as Asian; and all 
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other as White.  The category of more than two races is apportioned among American Indian, 
Black and Asian categories in the proportion that those three categories are present as single race 
categories.  Data are stored in multi-racial format so that categories can be changed should the 
OFCCP format change. 

 
The United States is the appropriate recruiting area for the administrator/manager job group, and 
national census data will be used to determine its availability rates.  Availability rates for all 
other job groups are based on a match of the job group to the appropriate census category for 
King, Snohomish and Pierce counties.  Factor 1 is given a weight of 100%. 

 
Factor 2:  Minorities and women available for trainings, promotions and/or transfers within the 
University are captured within the census data.  All job openings are posted, allowing UW 
employees to apply for any position for which they are qualified.  Training opportunities are 
available to all employees wishing to avail themselves.  Tuition exemption programs are 
available at the UW and local community colleges.  Factor 2 is therefore assigned a weight of 
zero. 
 
C. Factor consideration for faculty/academic personnel availability for 

minorities and women 
 
Factor 1:  For most academic disciplines, advanced degrees are an absolute requirement for 
hiring.  Excellent data exist on degree conferral rates by sex and race.  Ph.D. degree information 
is obtained from Table 3 of the “Summary Report, Doctorate Recipients from United States 
Universities,” as prepared by the National Opinion Research Council (NORC) for the National 
Research Council, National Academy of Sciences and other federal agencies. Masters degree 
information is obtained from IPEDS.  For regular teaching faculty ladder and non-ladder, 
research faculty, and clinical faculty – salaried, a data file is maintained with each faculty 
member’s highest degree, field of degree and date of that degree.  Availability is calculated by 
matching the characteristics of the UW faculty to the national degree data for that particular 
degree, field and date.  Exact methodology is available from EOAA by request. 
 
Because medical degrees are undifferentiated at the time they are awarded, clinical medical 
departments are compared to their peers by using a report prepared by the American Association 
of Medical Colleges (AAMC).  Librarians are similarly compared to their peers at other research 
libraries using data prepared by the Association of College and Research Libraries.  Post-
doctoral faculty are assigned an availability based on degree conferral for their particular 
department for the previous four years.  Temporary teaching faculty are assigned availability 
equal to regular ladder faculty. The availability for medical residents and fellows is based on MD 
degrees awarded nationally for the previous four years, and Other Academic Personnel are 
assigned an availability based on overall master’s degree conferrals for the previous 25 years.  
The academic administrator availability is set equal to the percentages of minorities and women 
in the professorial and associate professor ranks.  Factor 1 is given a weight of 100%. 
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Factor 2:  New faculty positions are posted, giving all individuals with appropriate credentials 
an opportunity to apply.  Within regular teaching, research and clinical - salaried faculty, 
consideration for promotion is automatic.  Employees may use the tuition exemption program to 
gain requisite degrees which would allow them to compete for academic positions. For all of 
these reasons, Factor 2 is assigned a weight of zero. 
 
D. Availability for persons 40 and over, persons with disabilities, disabled 

veterans and Vietnam- era veterans 
 
Availability rates are calculated taking into consideration the factors set forth by OFCCP.  
Resulting availability rates are intended to reflect an accurate representation of persons with 
disabilities, persons 40 and over, disabled veterans and Vietnam-era veterans in the general 
workforce who are potentially available as applicants to positions.  Occupational categories use 
University job classifications and are composed of jobs having similar content, wage rates, and 
opportunities. 
 
For this report, availability data by age, disability and veteran’s status are based on 2000 census 
data.  Availability rates are calculated for age, disability and veteran status on a University-wide 
basis only. 
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Section V -- Analysis and Identification of Problem Areas [41 C.F.R. § 60-
2.10(b)] 
 
 
The University performs an in-depth analysis of the entire employment process to determine 
whether and where impediments to equal employment opportunity exist.  The assessment of the 
status of women and minorities includes workforce profiles and utilization analysis reports and 
analysis of compensation systems, selection, recruitment, and referrals.  For the purposes of 
Washington State affirmative action requirements, University-wide workforce profile and 
utilization analysis reports include affected groups for persons age 40 and over, persons with 
disabilities, disabled veterans, and veterans. 
 
A.  Workforce Profiles and Utilization and Goals Reports [41 C.F.R. § 60-

2.17 (b) (1)] 
 

An in-depth analysis of the workforce is prepared each year for the employee groups: 
classified and professional staff, and faculty/academic personnel.  The analysis consists of 
workforce profile and utilization analysis reports.  Workforce profile reports identify staff by 
race/ethnicity and sex, and display job group, salary grade, and job title, by department, by 
academic/administrative unit, and University-wide.  Utilization and Goals reports compare 
workforce percents to availability percents, and calculate relative utilization by 
academic/administrative units and the University-wide scope.  Goals are set where the 
percentage of minorities or women employed in a particular job group is less than would 
reasonably be expected given their availability percentage in that particular job group. The 
need for a goal is shown by a negative utilization percent. 

The University of Washington AAP contains workforce profile reports, utilization and goal 
analysis reports, applicant flow reports and separation reports.  Also included are other 
federally required reports, and this written narrative.   
 

B.  Applicant Flow, New Hires, Promotions, Transfers, and other Personnel 
Reports [41 C.F.R. § 60-2.17 (b) (2)] 

 

1.  Applicant Flow and New Hires:   

University-wide applicant flow reports are prepared annually for each employee group.  
EOAA reviews applicant flow data for indications of possible problem areas.   

Identification of possible problem areas appears in this section while corrective actions are 
considered and discussed further in Section VI, Action-Oriented Programs and Corrective 
Actions.  

2.  Promotions and Transfers:   

Classified staff may apply for specific promotion or transfer opportunities and must adhere to 
specific rules.  The Washington State Department of Personnel [WAC 357-01] sets civil 
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service rules for classified staff positions.  All University staff are encouraged to apply to 
positions posted for professional staff and classified staff placements.  

Assistant professors undergo a rigorous review process at the end of which they must either 
promote or be terminated from employment at the University.  Only state-funded positions 
receive tenure; tenure coincides with promotion to the associate professor rank.  
Approximately 40% of assistant professors at the University of Washington are appointed to 
non-state funded positions.  While promotion is on the same time schedule, tenure is not 
awarded due to funding source.  The term “promotion”, therefore, applies to both groups. 

Other academic categories, for example lecturers, have similar promotion pathways.  These 
are promotions based on performance, not seniority, and are awarded by the university for 
scholarship and teaching merit. 

3. Separations: 

The reporting period for separations for classified and professional staff is January 1, 2007 
through December 31, 2007.  The actual numbers for workforce data in this report are from a 
snapshot of personnel data on October 31, 2007 and are included for purpose of comparison. 
 The separation reports are included in the Data Reports section of this AAP. 

 
C. Analysis of Compensation Systems [41 C.F.R. § 60-2.17 (b)(3)] 
 

The following defines the different employee groups for the University of Washington; each 
maintains a different compensation program:   

1. Classified Staff 

This group consists of two sub-groups.  First, Contract Classified Staff are employees whose 
job classification and compensation programs are governed by a collective bargaining 
agreement. The contracts specify exactly which positions are included in the bargaining unit 
that the contract covers.  Job descriptions and salaries based on the equivalent civil service 
jobs include comparable worth adjustments.  The compensation plan provides for periodic 
adjustments until the employee reaches the top of the range, and includes two steps beyond 
based on merit.  The Washington State Legislature determines general salary increases.   

Second, Classified Non-Union Staff are employees whose job classification and 
compensation are governed by Washington State Department of Personnel rules. The salaries 
for these employees include a comparable worth adjustment for those positions found to be at 
least 5% behind the average comparable worth line.  The compensation plan provides for 
periodic adjustments until the employee reaches the top of the range.  The State Legislature 
determines general salary increases which the Washington State Department of Personnel 
administers. 

2. Professional Staff   

The UW Professional Staff Program Compensation Plan provides for ten salary grades as 
determined through position evaluation procedures.  Periodic reviews of these procedures 
look for possible sources of bias.  Movement within the salary range is based on individual 
merit and the average amount determined by the State Legislature.   
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3.  Faculty/Academic Personnel 

Academic positions have initial salary determined by individual negotiation.  The University 
of Washington Handbook, Volume Two, Chapter 24, Sections 24-55, 24-57 and 24-71 
governs salary increases.  There is a provision for an annual 2% increase if performance is 
meritorious, with additional merit pay dependent upon salary allocation by the State 
Legislature and University; however, this amount may not be awarded in times of financial 
exigencies.  The faculty salary policy also provides for the possibility of additional merit, 
unit adjustments, retention adjustments and system-wide adjustments.  Librarians are 
governed by their own personnel system.  The State Legislature and the University determine 
average salary increases, and individual increases are merit-based. 

 
D. Analysis of Personnel Procedures: Selection, Recruitment, and Referral 

[41 C.F.R. § 60-2.17 (b) (4)] 
 

EOAA and Human Resources (HR) have ongoing programs to evaluate selection, 
recruitment, referral, and other personnel procedures to ensure they do not adversely affect 
the employment or advancement of minorities or women.  To support these programs, EOAA 
and HR may: 

 
a.  Monitor referrals, placements, transfers, and promotions, to ensure nondiscrimination. 

EOAA and HR periodically review recruitment, screening, evaluation, and referral 
activity to ensure appropriate application of laws, rules, and policies.  EOAA prepares all 
of the affirmative action staff data reports including workforce displays, applicant 
flow/adverse impact reports, utilization and goal reports, and new hire, promotion, and 
separation reports.  

 
b. Review hire, promotion, and transfer data for identification of potential problem areas 

and development of corrective action.  HR and EOAA inform and advise hiring officials 
regarding affirmative action goals and recruiting strategies.  

 
c.  Validate the content of class specifications for classified staff.  HR participates in review 

and validation of new or revised class specifications together with other higher education 
institutions and the State Department of Personnel (DOP) for classified staff.  These 
specification reviews ensure the job-relatedness of minimum qualifications, bias-free 
language, and consistency.  Academic experience and skill requirement specifics ensure 
that the requirements in themselves are not discriminatory.  Specifications are consistent 
for the same job title and free from bias. Class specifications are uniform throughout the 
University. 

 
d. Validate job descriptions for professional staff.  HR reviews job descriptions for all new 

professional staff positions and for any proposed change to the descriptions.  The reviews 
ensure reasonableness for academic requirements, minimum qualifications, bias-free 
language, and consistency, in order to avoid discrimination.   
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e. Conduct periodic reviews of recruitment results.  These reviews ensure that requirements 
do not result in disparate rejection of affected group persons. 

 
f. Review evaluation tools for total selection process to ensure freedom from bias:  
 

i.  Personnel involved in recruiting, screening, selection, promotion and other related 
processes are carefully selected and trained to avoid bias in the selection process; 

 
ii. OFCCP Uniform Guidelines on Employment Selection Procedures are observed;  
 
iii. The hiring authorities periodically review selection techniques other than tests on 

an ad hoc basis and correct or eliminate factors that may result in discrimination 
or exclusion of members of affected groups; and  

 
iv. The Director of Equal Opportunity/Affirmative Action meets with vice 

presidents, vice provosts, chancellors and deans annually.  Reviews include 
progress toward goals, new hire and promotion analyses, and consideration of 
recruitment and retention strategies for all personnel. 

 
E. Analysis of Reports and Identification of Problem Areas [41 

C.F.R. § 60-2.15(a), 41 C.F.R. § 60-2.17(b) (2)] 
 

Consideration of the total employment process includes review of the personnel reports on 
applicant flow, workforce profiles, utilization, goals, and separation.  Utilization and goal 
reports identify goal areas within job group and by salary range for each employee group. 
Applicant flow reports identify applicants and hires by job groups.  The applicant flow report 
rolls all salary ranges into one group and shows problem areas.  The employment process for 
professional staff and classified staff is under the authority of the Vice President for Human 
Resources.  EOAA is responsible for University compliance with equal opportunity and 
affirmative action in employment.   
 
In 2007, the University undertook an evaluation of its Equal Opportunity and Affirmative 
Action functions.  As a result of this evaluation there was a reorganization of functions which 
included the hiring of a new Director of EOAA in November 2007.  This Director is 
supported by the Academic Personnel Information Services Unit and the Academic 
Personnel Operations Analyst.  This new work group is engaged in process improvements for 
collection and analysis of data for the Affirmative Action Program.  Additionally, the 
Director of EOAA is forming close working relationships with Human Resources, Academic 
Human Resources and the Office of Minority Affairs and Diversity to use the data to create a 
better alignment of resources to meet the institution’s diversity and affirmative action goals.  
 
Working together, these offices are undertaking a long term project to improve both the 
collection and dissemination of information to colleges, schools and administrative units.  
Working with decision-makers at all levels of the institution will enable the EOAA to 
develop a clearer picture of the institution’s workforce and hiring needs. 
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Discussions of problem areas for this reporting period focus initial review upon job groups 
with incumbent staff of at least 200, in the utilization and goals reports and the applicant 
flow areas where group differences show statistical significance.  Based on this criterion, 
where areas indicate goals or problems our analysis may also provide review of related job 
groups and the applicant flow.  Given the University’s large workforce and the wide-ranging 
job types, this measure provides for the development of effective and reasonable recruitment 
and retention strategies.  
 
In a given year, comparisons consider the prior year’s goals.  See, Tables under each staff 
section listed below.   
 

 
1.  Professional/Exempt Utilization Analysis and Applicant Flow Job 

Group Analysis 
 

Professional - University Wide Goals  
Job Groups with Incumbents >200 October 2007 

  
  Female Asian Black American 

Indian Hispanic 

Professional 
Staff Grades 2006 2007 2006 2007 2006 2007 2006 2007 2006 2007 

Exec, Admin, 
Mgr 11-14 64 43 7 7 29 30 11 11 9 7 

5-7     8 13 8 7   Scientist, 
Engineer 8-10     9 13 12 13 1  
Computer 
Specialists 8-10           

5-7       6 2   Managers, 
Analysts 8-10   4 10 9 13 14 15 2  
Counselor, 
Advisor 5-7     14 17 1    

5-7           All Other Staff 
8-10   5 4 7 4 3 3   

Table 1- University wide goal areas were selected for analysis from the job groups in which incumbent staff 
was > 200.   Data Source: 2007 UW Affirmative Action Plan Reports, Utilization and Goals Report, University 
Wide. A blank space indicates goal was met. 

 
Executives, Administrators, Managers (Salary Range: 11-14) 
This job group consists of over 50 different job titles in the high-level administration and 
management positions.  There are over 400 incumbents in these positions.  We continue 
to have placement goals for females, Asians, Blacks, American Indians and Hispanics 
with this AAP.   
 
Human Resources will continue efforts toward effective recruitment strategies and 
implementation of programs that would increase applicants for all affected groups.  In 
2007, the Diversity Specialist for Human Resources transferred to the Office of Minority 
Affairs and Diversity (OMA/D).  EOAA will work with Human Resources and the 
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Diversity Specialist to develop diversity recruiting and retention strategies for the 
University.  Since these are higher level positions, EOAA, HR and OMA/D will also 
concentrate on promotion strategies for women and minorities. 
 
Prof: Scientist, Engineers (Salary Range: 5-7, 8-10) 
There more than 60 different job titles in this specialized job group of scientists and 
researchers.  886 incumbents make up the salary grade range 5-7.  In this range all 
groups continued with met goals except for Blacks and American Indians.  The 8-10 
salary range consists of 981 incumbents.  Females, Hispanics and Asians met goals.  
However, goals continue for Blacks and American Indians. 
 
Human Resources, OMA/D and EOAA will continue to identify strategies that would 
increase applicant numbers for the affected groups with goals and improve promotion 
strategies, and strengthen hiring rates for minority applicants. 
 
Campus groups such as Women in Science and Engineering (WISE) and ADVANCE 
will continue to focus on educating and hiring more women in science and technical 
fields. 
 
Prof: Computer Specialists (Salary Range 8-10) 
There are 19 job titles in this job group.  This range consists of 989 incumbents 
placement goals were met for all groups. 
 
Prof: Managers, Analysts (Salary Range 5-7, 8-10)   
There are 17 job titles for salary range 5-7.  377 incumbents make up salary grade 5-7.  
This group has a placement goal for American Indians. The salary grade 8-10 consists of 
1245 incumbents.  There are over 40 job titles for this job group.  While placement goals 
were met for females and Hispanics, we continue to have goals for Blacks, American 
Indians and Asians. 
 
Prof: Counselors, Advisors (Salary Range 5-7) 
There are 290 incumbents and 19 job titles for this group at salary range 5-7.  The goal is 
met for female, Asian, American Indian and Hispanic for the third year.  Blacks continue 
with a goal. 
 
Prof: All other staff (Salary Range 5-7, 8-10)   
With 267 incumbents and 16 job titles, goals continued as met for all the affected groups 
in the 5-7 salary range.  
 
In the 8-10 salary range, with 275 incumbents and 28 job titles, placement goals continue 
for Asians, Blacks and American Indians.  
 
This job group consists of exempt staff positions in management and high-level 
administrative support positions with titles like development officer, continuing 
education coordinator, administrative specialist, curator, and registrar.  
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2. Classified Staff Utilization Analysis and Applicant Flow Job Group 
Analysis 

 
As with the professional staff analysis, the classified staff analysis is based on job groups 
comprising a minimum of 200 incumbents and the associated applicant flow if there is statistical 
significance. 
 

Classified Staff -  University Wide Goal 
Goals Set in Job Groups with Incumbents  > 200 source: October 2007 

Union 
Bargain. 

Unit 

Classified 
Staff Job 

Group 
Female Asian Black American 

Indian Hispanic 

                        

    2006 2007 2006 2007 2006 2007 2006 2007 2006 2007 

0001 
Prof: Mgrs, 
Analysts     9 7 1 3  3 

0001 
Cler: 
Medical       15    

0001 Cler: Office 23 11   8 24 6 8   

0001 Cler: Fiscal 42 39         

0001 

Tech: 
Medical, 
Health 

      2 3  4 

0002 Cler: Office 21 21  5 6   1   

0005 

Prof: 
Scientist, 
Engr 

    2 1 2 2   

0007 

Prof: 
Medical, 
Health 

    16 17 4 4   

0007 

Tech: 
Medical, 
Health 

44 40     6 9 1  

0100 

Svc :Food 
Service 
Worker 

3 7   3 8 2 4   

0100 
Svc: Bldgs & 
Grounds       13 13 34 30 

0101 

Tech: 
Medical 
Health 

40 54     4 7 2  

0106 
Crft: Crafts, 
Trades 3 3 3 3 4 4 1  11 10 

0101 
Cler: 
Medical         5  

0300 Prof: Nurses 20    15 22 13 13   

0400 Prof: Nurses 72 36   3 7 6 8   

9902 

Prof: 
Medical, 
Health 

    25 27 8 8 9 10 

                                                                                 
Table 2- University wide goal areas were selected for analysis from the job groups in which incumbent staff 
was > 200.   Data Source: 2007 UW Affirmative Action Plan Reports, Utilization and Goals Report, University 
Wide. A blank space indicates that the goal was met. 
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UBU 0001 045 Prof: Managers, Analysts 
There are 213 incumbents in this job group for this UBU.  Blacks, American Indians 
and Hispanics are the three groups with goals.  Females and Asians met their goals.  
These are higher level positions and EOAA will work with OMA/D to increase 
emphasis on promotional opportunities for employees. 
 
UBU 0001 050 Clerical: Medical 
In this group, composed of 782 incumbents, made up of mostly patient registration 
representatives, clinical data specialists and financial services specialists, all affected 
groups met the goals. The University is addressing employee development through its 
Leadership, Community and Values Initiative (LCVI). 
 
UBU 0001 051 Clerical: Office 
Females, Blacks and American Indians continue to have placement goals, while Asians 
and Hispanics met goals.  In this group 1448 incumbents fill positions as administrative 
coordinator, office assistant, legal secretary and program coordinator.  EOAA will 
work with HR and OMA/D on strategies for improvement. 
 
UBU 0001  054 Clerical: Fiscal 
Females continue with a placement goal.  507 incumbents comprise this group for 
which three similar job types are listed.   
 
UBU 0001 060 Technical: Medical, Health  
355 incumbents make up this job group.  Placement goals are set for Hispanics and 
American Indians.  Improvement was made in hiring of American Indians. 
The University is addressing these issues through the LCVI and the hiring of the 
Diversity Specialist position to create a recruitment and retention strategy for the 
University. 

 
UBU 0002 051 Clerical: Office 
In 2007, this group was reduced to 190 incumbents.  There are placement goals for 
females, Asians and American Indians. 
 
UBU 0005 041 Prof: Scientists, Engineers 
209 incumbents make up UBU 0005.  Blacks and American Indians are the two groups 
to set goals again, while the other affected groups met their goals.   
 
UBU 0007 040 Prof: Medical, Health 
409 incumbents make up this job group.  Two affected groups set goals again: Blacks 
and American Indians.  Further analysis is necessary to determine if recruitment and 
retention strategies can be improved.  EOAA will work with OMA/D and the Medical 
Center HR Department to analyze hiring. 
 
UBU 0007 060 Tech: Medical, Health Related 
There are 401 incumbents in this job group.  Females and American Indians set goals 
again.  Blacks, Hispanics and Asians met their goals.  
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UBU 0100 082 Service: Food Service Workers 
232 incumbents make up this job group.  Of the affected groups, Asians and Hispanics 
met goals.  Females, Blacks and American Indians set new goals.  
    
UBU 0100 083 Service: Buildings And Grounds 
583 incumbents make up this job group.  Hispanics and American Indians set goals for 
the third year.  The other affected groups all met the set goals for the second year.   
 
UBU 0101 060 Tech: Medical, Health 
There are 428 incumbents in UBU 0101.  Goals are set for females and American 
Indians.  Goals are met for Blacks and Asians.   
 
UBU 0106 070 Craft:  Crafts, Trades 
There are 217 incumbents in this job category.  Goals are met for American Indians 
and set for the other affected groups in this job category. 
 
UBU 0101 050 Clerical: Medical 
199 incumbents make up this job group.  Goals were met for all groups. 
   
UBU 0300 047 Prof: Nurses 
There are 1273 incumbents in this group.  Goals continue for  Blacks and American 
Indians.   
 
UBU 0400 047 Prof: Nurses 
There are 1218 incumbents in this UBU.  Three goal areas are set for nurses in this 
UBU: Females, Blacks and American Indians.  The field is female dominated with 
84% of the incumbent workforce being female.  There is a placement goal because the 
availability for women is 86%. 
 
UBU 9902 040 Prof: Medical, Health 
There are 545 incumbents that comprise UBU 9902.  Blacks, American Indians and 
Hispanics indicate goals set in this UBU.  EOAA and OMAD will conduct further 
analysis to determine if recruitment and retention strategies can be improved. 
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3. Faculty/Academic Personnel Utilization Analysis and Applicant Flow 
Job Group Analysis: 

 
 

Faculty/Academic Personnel University Wide Goal Areas  
Job Groups with Incumbents >200 October 2007 

  Female Total 
Minority Asian Black American 

Indian Hispanic 

Faculty / 
Academic 
Job Group 

2006 2007 2006 2007 2006 2007 2006 2007 2006 2007 2006 2007 

Ladder 
Faculty 13 43   17     52 56     23 23 
Non-Ladder 
Faculty     5 7     17 18     14 9 
Temporary-
Teaching             7 10   1 1 7 
Research 
Faculty             11 11 2 2 6 2 
Residents / 
Fellows 52 120   66     56 72 4 8 31 26 
Post-
Doctoral 2           11 11 2 2   2 

 
Table 3- University wide goal areas were selected for analysis from the job groups in which incumbent staff 
was > 200.   Data Source: 2007 UW Affirmative Action Plan Reports, Utilization and Goals Report, University 
Wide. A blank space indicates the goal was met.  
 
Ladder faculty 
 
Ladder faculty is the term used for the core professoriate at the University.  These faculty are 
engaged in teaching, research and service. This designation has three main categories: tenure 
track, tenured, and without tenure. Tenured faculty include associate professors and professors; 
tenure track faculty include assistant professors and acting assistant professors who are eligible 
for tenure; and without tenure faculty include assistant professors, associate professors, and 
professors who, due to funding source, are not eligible for tenure.  Ladder faculty generally have 
terminal degrees and are hired through a national search. We continue to have placement goals 
for women, Blacks and Hispanics in the ladder faculty. 
 
Recruitment of faculty is the responsibility of the various campuses, schools, colleges and 
departments.  The Director of Equal Opportunity/Affirmative Action reviews with each dean and 
chancellor the goals for his or her academic unit.  
 
EOAA and the OMA/D continue to develop methods for improved faculty recruitment and 
retention.  Additionally, the University created and hired for the position of Associate Vice 
Provost for Faculty Advancement.  The primary mission of this position is to help develop a 
recruitment and retention strategy to diversify the faculty.   
 
The Associate Vice Provost for Faculty Advancement initiated a workshop series for 
underrepresented junior faculty to be held in early 2008.  Building upon the successes of the 
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2006-2007 Minority Faculty Collective Resources for Diversity (CORD) project, this series will 
provide faculty participants an opportunity to gain strategies and resources for better navigating 
institutional processes related to research, teaching, tenure, merit and promotion. 
 
EOAA and OMA/D are working to update and revise a “Faculty Recruitment Toolkit” for hiring 
departments.  This will be a valuable tool for hiring officials at all levels of faculty hiring. 
 
Non-ladder faculty 
 
This group includes the following positions: full-time lecturer, senior full-time lecturer, teaching 
associate, part-time senior lecturer, principal lecturer, artist in residence, senior artist in 
residence and part-time lecturer.  Non-ladder faculty are primarily engaged in teaching. We have 
placement goals for Blacks and Hispanics.  EOAA will use many of the same strategies for 
recruitment and retention of ladder faculty. 
 
Temporary teaching faculty 
 
As indicated by the title of this group, temporary faculty are hired for a specific class or time 
period.  This group has frequent turnover and incumbents are not considered “regular” 
University employees.  We have placement goals for Blacks, American Indians and Hispanics.  
EOAA works with hiring units to determine how temporary faculty are identified and to assure 
that equal opportunity practices are followed. 
 
Research faculty 
 
This group includes research assistant professors, associate professors, and professors. The 
faculty in this group focus their responsibilities on research and have limited instructional 
responsibilities.  For most, a terminal degree is still required and employment can be long-term.  
We have placement goals for Blacks, American Indians and Hispanics. 
 
Residents and Fellows 
 
This designation is composed primarily of employees in the School of Medicine that require a 
period of additional training after the awarding of a professional degree.  Incumbents may hold 
these positions for one to five years.  We continue to have placement goals for women, Blacks, 
American Indians and Hispanics.  EOAA will work with the School of Medicine to identify 
recruitment strategies that will address these goals. 
 
Post-Doctoral Scholars 
 
Post-doctoral scholar appointments provide early academic career experience and mentoring 
after receipt of a terminal degree.  Incumbents typically hold these positions for no more than six 
years.  The majority of these scholars are in the School of Medicine and come to the University 
to work with a particular faculty member.  Although we met our goals for women, we have 
placement goals for Blacks, American Indians and Hispanics. 
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F. Identification of Problem Areas for Persons with Disabilities,    Vietnam-
era Veterans and Disabled Veterans 

 
To comply with Washington State affirmative action requirements, data are included in 
university-wide reports for persons with disabilities, persons age 40 and over, Vietnam-era 
veterans and disabled veterans.  EOAA is working with appropriate state agencies to update the 
availability data in these areas.   
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Section VI -- Action-Oriented Programs and Corrective Actions [41 C.F.R. § 
60-2.17]  

 
Action-oriented programs at the University consist of regular, ongoing programs including: 
affirmative action update meetings and dissemination of goal information; affirmative action 
recruiting and referral; supplemental certification; and training.  Additionally, programs are 
developed and implemented to attain established goals and objectives and to correct any problem 
areas identified in Section V of this report.   

Other programs are one-time or occasional, and include the review of employment policies and 
procedures, union contracts, goal notification systems, and other issues, as they become 
apparent.  

 
A. Affirmative Action Updates and Goal Information Dissemination [41 

C.F.R. § 60-2.17] 
 

Each vice president, vice provost, chancellor and dean is responsible for implementing the 
affirmative action program within his or her respective unit.  The Director of Equal 
Opportunity/Affirmative Action (EOAA) and the representatives from Human Resources 
(HR) meet with leaders of administrative units to provide information on affirmative action 
efforts in recruitment and employment of classified, contract classified and professional staff. 
 Director of EOAA and the Associate Vice Provost for Faculty Advancement will meet 
annually with each academic dean and chancellor to discuss affirmative action for 
faculty/academic personnel.   

 
These affirmative action update meetings provide an opportunity to share information on 
employment profiles, goals information, including appropriate use and timetables for 
meeting goals.  Reports reviewed in these meetings include the applicant flow, workforce 
display, and utilization analysis and goals reports. 
 
Updated affirmative action goal information is available to all Human Resources recruiting 
staff and employment specialists for the purpose of affirmative action recruitment in 
professional and classified staff searches.   

 
B. Affirmative Action Recruiting and Referral [41 C.F.R. § 60-2.17.5(d)] 

 
Human Resources recruiters gather data on recruitment and hiring activities including 
contacts and referrals.  HR Recruiters regularly contact state and local agencies representing 
affected groups.  Employment specialists work with hiring officials to determine advertising 
and recruiting resources to support affirmative action efforts.  
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Human Resources recruiting teams continue to develop new community outreach strategies 
such as comprehensive outreach networks, a consistent presence in college graduate 
recruiting, supporting and encouraging women, minorities, persons with disabilities and 
eligible veterans to apply for employment with the University. 
 
The recruiting team meets with the Disability Services Office (DSO) to discuss and plan 
continued accessibility in the application/transfer/promotion process for candidates and 
employees.  The UW continues to define and clarify its role in support of counseling 
candidates with disabilities in order to conduct a successful job search.  
 
The “Human Resources Recruiting Events” lists targeted for employment outreach is 
included in the special efforts section of this report.  HR will continue to research and contact 
diverse associations that focus on business functions such as accounting, administration, 
research, healthcare, trades, and technology.   
 
1. Recruiting Applicants with Specialized Qualifications 

 
Human Resources maintains contact with diverse associations that focus on business 
functions such as accounting, administration, research, technology, and healthcare.  HR 
partners with these associations and communicates the University’s mission as a diverse and 
competitive employer of choice.   

 
2. Recruitment and Outreach Strategies to increase equal opportunity and support 

affirmative action. 
• Human Resources representatives meet with local high school students to discuss 

employment opportunities and career paths at the University including 
internships, work-study, summer employment, and volunteer opportunities.  
Human Resources representatives will attend job fairs targeting the various goal 
area populations.   

• Continued recruitment and outreach efforts are targeted at qualified women and 
minorities for all professional and classified staff jobs. 

 
. 

C. Identification of Corrective Actions [41 C.F.R. § 60-2.17(c)]  
 

Each year EOAA conducts analyses of the University’s workforce, the utilization and goal 
reports, applicant flow, new hire, promotion, transfer, and separation reports.  Section V, 
Identification of Problem Areas, includes a detailed summary of these analyses.  The following 
programs are examples of good faith efforts by the University to correct identified problem 
areas, expand employment opportunities, and produce measurable results as part of the 
affirmative action program:  
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1. Internal Communication of the Affirmative Action Responsibilities of Hiring 
Officials 

 
• EOAA continues to make affirmative action goal information available at the 

request of the department or Human Resources. 
• EOAA and Human Resources collaboratively make affirmative action and equal 

opportunity training available to hiring officials and those involved in the 
recruitment, interview, and selection process. 

• Human Resources Professional and Organization Development (POD) continues 
to offer Strategic Leadership Training (SLP) for new and incumbent supervisors.  
The training includes information on diversity hiring, equal opportunity and 
affirmative action policy and the correct use of goals and availability. 

• Continued courses in POD such as “Interviewing for Excellence,” formerly 
“Hiring the Right People,” “Beyond Retention:  Building a Positive Work 
Culture” and “Why Diversity Matters/Changing the Corporate Culture” are 
available to all hiring managers and as part of the Human Resource Certificate 
program.  The courses include training on how to avoid personal biases and 
recognize common errors in interviewing; understanding fair and unfair pre-
employment inquiries; and review the UW policies regarding Affirmative Action, 
Equal Employment Opportunity, and the ADA. 

• University of Washington POD courses are open to all employees without regard 
to race, religion, creed, sex, sexual orientation, ethnicity, disability, or veteran 
status. 

• EOAA provides continued support in the areas of affirmative action and equal 
opportunity to the University community. 

• EOAA continues collaborative efforts with Academic Human Resources and 
reviews faculty hires for equal opportunity affirmative action policy assurance. 

• For each faculty opening Academic Human Resources posts the advertisement on 
the University of Washington open positions website at no cost to the department. 
Collaboration between EOAA and the department assures equal access to all 
applicants.  Departments and schools access policies through various internal 
resources including websites for use in the national search process for faculty 
appointments.  Academic Human Resources maintains an online resource titled 
“Faculty Search and Hire Process” that includes policies and procedures for 
affirmative action equal opportunity searches. 

• EOAA is working with other departments and groups to update and revise the 
online Faculty Recruitment Toolkit which serves as a complement to Academic 
Human Resource’s information. 

 
2. The University of Washington supports and sponsors activities to increase the 

numbers of women and minorities in pipeline for participation and employment in 
higher education.   [41 C.F.R. § 60-2.17(c)] 
 

The University has many programs designed to promote University involvement in 
improving public education in the K-12 schools.  The programs are offered to both K-
12 students and educators.  The programs target underrepresented students, as well 
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as, those educators serving a high percentage of these students.  Here is a list of some 
of the programs: 

 
• Husky Promise – In October 2006, President Emmert announced the implementation 

of the Husky Promise.  Beginning in autumn quarter 2007, the Husky Promise 
guarantees that full tuition will be covered by grant or scholarship support for low- or 
lower middle-class income students who are Washington residents. 

 
• Early Scholars Outreach Program (ESOP) - The goal of this program is to 

maximize the number of minority students who enter ninth grade enrolled in a 
college-preparation curriculum. 

 
• Diversity Scale-up Program – Colleges of Engineering, Arts and Sciences, Ocean 

and Fisheries Sciences, and Forest Resources are collaborating in this 
program to target Washington state middle and high schools with a high percentage 
of racial and ethnic minorities.   
 

• Science for Success – A summer program targets African Americans, American 
Indian/Alaska Natives, Hispanics, or economically disadvantaged high school 
students and provides students with hands on experience in biological sciences, 
medicine, and the environment and research opportunities.   

 
• Genomics Outreach for Minorities Project (GenOM) – Sponsored through the 

College of Engineering this program provides paid research positions for both college 
and high school students.  Native American college students selected by Salish-
Kootenai College receive advising, graduate fellowship, graduate staff assistantships, 
mentoring, school visits, professional development workshops. 

 
• Washington Mathematics, Engineering, Science Achievement (Washington 

MESA) - This educational partnership program designed to increase the numbers of 
underrepresented students in mathematics, engineering, and science fields has existed 
for twenty years serving over 5000 students in 2005.  M.E.S.A provides multi-year 
academic year co-curricular and after school support activities and summer programs 
and internships for students and academic year and summer teacher professional 
development workshops.  

 
• Minority Sciences and Engineering Program (MSEP) - Recognized nationwide as 

one of the most innovative programs of its type, MSEP is staffed with highly 
respected mathematicians, experienced advisors and a director with over twenty years 
experience.  MSEP provides outstanding pre-engineering experience for 
underrepresented minorities conducive to academic excellence, career planning, 
community support and timely admissions into the Engineering departments.  
Outreach efforts focus on academic and financial needs, and the program maintains 
high retention. 
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• Honors GEAR-UP Program - A collaborative program with OMA/D and the 
College of Arts & Sciences to increase numbers of students in enrollment, retention, 
and graduation among underrepresented and economically disadvantaged students.  
This honors program provides SAT tutoring for low-income, mostly minority high 
school students.  

 
• Street Law - Sponsored by the UW School of Law this program brings the 

experience of law to high school age students through hands-on strategies like mock 
hearings, opinion polls, case studies and simulations that encourage students to think 
about the law and how it affects their daily lives.  One of the program goals is to 
empower high school students to think critically about the legal system and the part 
they individually play in it.  

 
• Office of Multicultural Affairs – Sponsored by the School of Medicine, this office 

hosts the following two separate summer programs for students from 
underrepresented minority and/or disadvantaged backgrounds (rural, low income, 
first generation, English as a second language, and the underserved): 

 
o Summer Medical and Dental Education Program (SMDEP) - This 

program is targeted at underrepresented college students interested in 
medicine and dentistry and supports them in the competitive medical school 
application process.  

 
o Native American Center of Excellence (NACOE) – Established to attract 

Native American and Alaska Native students into the study and practice of 
medicine.   

 
• Making Connections – This program recruits 100 women of color or first generation 

women from local socio-economically disadvantaged high schools and acquaints 
young women with college possibilities and the information they need to make 
reasoned choices in their academic careers.   

 
• UW Office of Minority Affairs supports the following programs: 
 

o Summer Transition Program – This transitional program is designed to 
bridge the gap from high school to college.   

 
o Educational Talent Search (ETS) – ETS is offered to low income first 

generation middle and high school students.  ETS works with over 600 
students a year in four primarily rural counties (Snohomish, Skagit, Whatcom, 
and Yakima) of Washington State.  The ETS is a TRIO program funded by 
the U.S. Department of Education to support these students in getting into 
college.  

 
o Early Identification Program and McNair Scholars Program – These 

programs prepare low income, first generation students and students from 



 

University of Washington                                                                                  Affirmative Action Plan- Narrative 2007    
54 

groups underrepresented in graduate school for doctoral study; and provides 
research and travel funds and GRE preparation courses with fee waivers. 

 
4. Special Efforts to increase the campus and employment climate for women and 

minorities. 
 

a. Leadership, Community and Values Initiative (LCVI) 
 

The LCVI steering committee has identified key areas of concern among faculty and 
staff and has worked with members of the UW Administration to develop strategies 
and programs that address these concerns. 
 

• In Fall 2006, developed the Vision and Values statements.  The statements 
describe not only the University’s aspirations and the values that the University 
will promote, but also the characteristics that make the UW “uniquely 
Washington.” The statement can be viewed at: 
http://www.washington.edu/president/lcvi/vision/index.html 

 
b.  Business Diversity Program    

 
25 small businesses were showcased in a vendor fair sponsored by the University’s 
Business Division Program.  In an effort to provide opportunities to small businesses, 
especially those owned by minorities and women, to compete for a portion of the $1.8 
billion that the University spends annually on goods and services. 

 
c. Faculty Diversity Initiative  
 

The Director of Equal Opportunity/Affirmative Action works with departments to 
determine the department’s responsibility to make good faith efforts to meet 
affirmative action goals and ensure equal opportunity throughout the recruitment and 
hiring process.  Good faith efforts include adhering to UW equal opportunity policy in 
all employment related procedures such as openly posting positions and inviting 
applications from women, minorities, persons with disabilities and all eligible 
veterans.  Hiring officials have access to the online “Guidelines for Pre-employment 
Inquiries.”  Hiring officials send all applicants a request for voluntary affirmative 
action information electronically, notifying applicants of the University’s affirmative 
action program.  Hiring officials must complete the applicant flow reports and provide 
reasonable accommodation to applicants with disabilities.  

 
d. Diversity Research Institute    
 

The Institute was created through a grant from the office of the Provost’s Fund for 
Innovation and Design.  The Institute’s goals are to create and support scholars at the 
University of Washington and to generate new, interdisciplinary knowledge about 
diversity and institutional transformation.  It aims to complement diversity research at 
existing centers, link their efforts and support their work.  In Fall 2006, the Institute 
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held a two-day conference titled:  “Place Matters:  Seeking Equity in a Diverse 
Society.”   The Institute continues to provide educational and developmental programs 
for faculty. 
 

e. Distinguished Teaching Awards  
 

Distinguished Teaching Awards are presented each June to faculty who show a 
mastery of their subject matter, intellectual rigor, lively curiosity, a commitment to 
research and a passion for teaching. 
 

f. Outreach Coordination  
 

OMA/D, Undergraduate Admissions, Undergraduate Education, and several colleges 
and schools that manage K-12 outreach programs work together in presenting 
programs to K-12 schools and students.  The K-12 Resource Guide is available on the 
University of Washington website.  The goal is to assess progress and establish an 
ongoing communications link with students and parents as the University builds a 
seamless pathway to the University of Washington. 
 
Early fall, the UW Alumni Association holds a Bridging the Gap Diversity Breakfast.  
This event is a celebration of diversity in which all UW staff, faculty, alumni and 
students are invited.   
 
g.  Diversity Council   

Diversity Council provides a forum for sharing best practices and collaboration on 
important issues around diversity.  An inventory of diversity activities in each school 
and college has been assembled.  The Council has begun work on the strategic plan, 
which will be integrated into the University’s six-year plan, along with metrics to 
measure progress. 

h. Presidential Advisory Committee on Women (PACW) 

PACW works to identify issues of concern to women at the University; disseminate 
collected information on the status of women; advise the President concerning issues 
relating to women; and make recommendations to the president for improving the 
status of women faculty, staff, and students.  Membership includes student, faculty, 
and staff representatives.  PACW recently produced an inclusive report on the status of 
women at the UW.  It can be accessed here: 
http://depts.washington.edu/pacw/reports/women2007/index.shtml 

 
i. UW Office of Minority Affairs  
 
The University received from the U.S. Department of Education a grant for just over 
$1 million to create an Education Opportunity Center to be run by the Office of 
Minority Affairs.  The University is collaborating with three community agencies: 
New Holly Park Community Center, El Centro de la Raza and the Seattle Indian 
Health Board, to recruit adults ages 19 and over for this educational program.  These 
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agencies typically serve low-income neighborhoods close to the University, and 
diverse populations.   
 
j. University of Washington Faculty Council for Women in Academia 
 
The Faculty Council for Women in Academia focuses on work/life and climate issues 
affecting female faculty.  
  
k. University of Washington Faculty Council for Multicultural Affairs  

 
 The Faculty Council for Multicultural Affairs is responsible for all matters of policy 

relating to the interests of faculty of color. 
 

l. Special Volunteer Efforts  
 
In 2007, more than 1,000 University of Washington volunteers contributed to their 
local communities on Martin Luther King, Jr. Day of Service. 
 
m. Staff Prevention of Sexual Harassment Training   
 
As part of its ongoing commitment to a workplace free from discrimination and 
harassment, new University employees attend a Prevention of Sexual Harassment 
training.  The training covers the history of discrimination laws and regulations, and 
includes a review of the University complaint resolution policy and procedure. The 
Ombudsman for Sexual Harassment provides prevention training for academic 
employees of the University. Additional Prevention of Sexual Harassment training is 
offered as well for new employees at the UW Medical Center and Harborview Medical 
Center. 

 
The University of Washington offers optional training on a variety of equal 
opportunity topics to all University employees through the following offices: Human 
Resources POD, EOAA, Harborview Medical Center Organizational Development and 
Training, Harborview Medical Center Patient Care Services, the University of 
Washington Medical Center Organizational Development and Training, Environmental 
Health and Safety, and UW Technology. 
 
n. Diversity Implementation Projects 
 

In Spring 2005, thirteen proposals were funded from the President’s Diversity 
Appraisal Implementation Fund.  Three of the projects address faculty and staff 
diversity.  An essential component of each project is the inclusion of methods to assess 
progress and effectiveness:   
 

• Minority Faculty Collective:  Resources for Diversity (CORD) established 
a cohort of 15 assistant professors to participate in the mentoring network.  
While providing faculty with resources and mentoring as they proceed toward 
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tenure, the group is also developing a best practices document to be shared 
with UW policymakers.   

• Primary Care Initiative is hosted by the Department of Pediatrics in the 
School of Medicine.  The project seeks to increase diversity in residency and 
fellowship programs by changing their recruitment and outreach processes. 

• Diversity Resources Center on the UW Tacoma campus opened in the fall.  
The center is located in a prominent location on campus and a new coordinator 
has been hired to manage programs.  The coordinator is collaborating with 
student groups, Admissions and community partners to increase the diversity 
of students, faculty and staff at UW Tacoma. 

 
o. Leadership Excellence for Academic Diversity (LEAD) was created as a result 

of a grant from the National Science Foundation ADVANCE program. The grant 
is to establish and offer a series of national leadership workshops for science, 
engineering and mathematics chairs and emerging faculty leaders. The goal of the 
workshops is to teach practical strategies and tools to implement department 
culture and climate, to explore unintended and unconscious bias disproportionately 
impacting women and underrepresented faculty, and to address issues such as 
recruitment and selection of faculty, the evaluation of faculty performance, conflict 
resolution and leadership. 
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Asian 822 2722 1044 4588

Black 210 1090 127 1427

Hispanic 264 621 221 1106

AmerIndian 58 141 26 225

White 5891 8239 6169 20299

Total 7245 12813 7587 27645
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Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicants

# of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

Total University
Faculty/Academic Personnel: 1/1/2007 - 12/31/2007

Total 
Applicants 
Returning 

AAIR*

Apps as % 
of Ret'd 
AAIRs***

LADDER FACULTY                                    
8158 3573323

947 28.5% 38 10.6%Female

148 4.5%Total Minority
73 2.2% 2 0.6%     Black

131 3.9% 5 1.4%     Hispanic
1165 35.1% 18 5.0%     Asian

30 0.9%     American Indian

2355 30

1488

2478 74.6% 14 3.9%Forty  Over

42 1.3%Disability

7 0.2%Vietnam Era Veteran
2 0.1%Disabled Veteran

Significant
809

3244

3261

68

Male 70.9% 8.4%

White 44.8%

Under Forty 24.3% 54 15.1%

No Disability 97.6%

Other Protected Veteran

NonVeteran

26 0.8%

98.1%

2 0.6%

NON-LADDER FACULTY                                
220 132104

48 46.2% 7 5.3%Female

Total Minority
3 2.9% 1 0.8%     Black
2 1.9%     Hispanic
3 2.9%     Asian

     American Indian

56 11

95

9 8.7% 18 13.6%Forty  Over

1 1.0%Disability

Vietnam Era Veteran
1 1.0%Disabled Veteran

95

103

103

18

Male 53.8% 8.3%

White 91.3%

Under Forty 91.3%

No Disability 99.0%

Other Protected Veteran

NonVeteran 99.0%

4/28/2008

*  '---'  Indicates number applied and/or comparator is 0.
          Comparators: 
          Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
          40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; 
          Disabled Vets to all nondisabled vets and all non-vets.

*** AAIR = Affirmative Action Information Request Form

FlowReports2007.mdb/Report AF-1

** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.
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Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicants

# of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

Total University
Faculty/Academic Personnel: 1/1/2007 - 12/31/2007

Total 
Applicants 
Returning 

AAIR*

Apps as % 
of Ret'd 
AAIRs***

RESEARCH FACULTY                                  
516 123674

139 20.6% 13 10.6%Female

Total Minority
12 1.8% 1 0.8%     Black
32 4.7% 1 0.8%     Hispanic

283 42.0% 7 5.7%     Asian
     American Indian

533 13

295

578 85.8% 10 8.1%Forty  Over

4 0.6%Disability

Vietnam Era Veteran
Disabled Veteran

Significant
90

661

666

26

Male 79.1% 10.6%

White 43.8%

Under Forty 13.4% 16 13.0%

No Disability 98.1%

Other Protected Veteran

NonVeteran

2 0.3%

98.8%

1 0.8%

CLINICAL FACULTY - SALARIED                       
1 11

Female

Total Minority
     Black
     Hispanic
     Asian
     American Indian

1 1

1

1 100.0%Forty  Over

Disability

Vietnam Era Veteran
Disabled Veteran

1

1

1

Male 100.0% 100.0%

White 100.0%

Under Forty 1 100.0%

No Disability 100.0%

Other Protected Veteran

NonVeteran 100.0%

4/28/2008

*  '---'  Indicates number applied and/or comparator is 0.
          Comparators: 
          Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
          40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; 
          Disabled Vets to all nondisabled vets and all non-vets.

*** AAIR = Affirmative Action Information Request Form

FlowReports2007.mdb/Report AF-1

** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.
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Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

040 PROF:MEDICAL, HEALTH     

NEW HIRE 3653 1403363

2504 74.5% 94 67.1%Female

1449 43.1% 46 32.9%Total Minority
397 11.8% 8 5.7%     Black
178 5.3% 7 5.0%     Hispanic
794 23.6% 30 21.4%     Asian

80 2.4% 1 0.7%     American Indian

866 25.8% 29 20.7%Forty And Over

76 2.3% 0 0.0%Disability

36 1.1% 2 1.4%Vietnam Era Veteran
17 0.5% 0 0.0%Disabled Veteran

Significant

858 33Male

1672 70White

2317 88Under Forty

3287 127No Disability

3310 125Non Veteran

PROMOTION 292 0271

215 79.3% 0 0.0%Female

126 46.5% 0 0.0%Total Minority
47 17.3% 0 0.0%     Black
15 5.5% 0 0.0%     Hispanic
54 19.9% 0 0.0%     Asian
10 3.7% 0 0.0%     American Indian

86 31.7% 0 0.0%Forty And Over

6 2.2% 0 0.0%Disability

1 0.4% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

55 0Male

112 0White

167 0Under Forty

265 0No Disability

270 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

040 PROF:MEDICAL, HEALTH     

TRANSFER 183 62143

109 76.2% 34 54.8%Female

45 31.5% 15 24.2%Total Minority
13 9.1% 3 4.8%     Black
7 4.9% 2 3.2%     Hispanic

25 17.5% 10 16.1%     Asian
0 0.0% 0 0.0%     American Indian

48 33.6% 15 24.2%Forty And Over

2 1.4% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

34 13Male

77 27White

76 28Under Forty

141 47No Disability

143 47Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

041 PROF:SCIENTIST, ENGR      

NEW HIRE 1067 40979

577 58.9% 23 57.5%Female

351 35.9% 17 42.5%Total Minority
19 1.9% 1 2.5%     Black
46 4.7% 1 2.5%     Hispanic

252 25.7% 14 35.0%     Asian
34 3.5% 1 2.5%     American Indian

151 15.4% 2 5.0%Forty And Over

19 1.9% 1 2.5%Disability

4 0.4% 0 0.0%Vietnam Era Veteran
2 0.2% 0 0.0%Disabled Veteran

402 15Male

564 20White

797 36Under Forty

960 37No Disability

973 38Non Veteran

PROMOTION 37 031

14 45.2% 0 0.0%Female

14 45.2% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
2 6.5% 0 0.0%     Hispanic

12 38.7% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

5 16.1% 0 0.0%Forty And Over

1 3.2% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

17 0Male

16 0White

25 0Under Forty

30 0No Disability

31 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

041 PROF:SCIENTIST, ENGR      

TRANSFER 12 410

4 40.0% 1 25.0%Female

3 30.0% 0 0.0%Total Minority
1 10.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
2 20.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

4 40.0% 2 50.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

6 3Male

7 4White

5 2Under Forty

10 4No Disability

10 4Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

042 PROF:HUMAN RESOURCES 

NEW HIRE 18 115

13 86.7% 1 100.0%Female

5 33.3% 0 0.0%Total Minority
1 6.7% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
4 26.7% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

4 26.7% 0 0.0%Forty And Over

3 20.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

2 0Male

9 0White

8 0Under Forty

12 1No Disability

15 1Non Veteran

PROMOTION 3 03

3 100.0% 0 0.0%Female

0 0.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

0 0.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

0 0Male

1 0White

3 0Under Forty

3 0No Disability

3 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

042 PROF:HUMAN RESOURCES 

TRANSFER 1 11

1 100.0% 1 100.0%Female

0 0.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

0 0.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

0 0Male

1 1White

1 1Under Forty

1 1No Disability

1 1Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

043 PROF:COMPUTER SPECS    

NEW HIRE 453 15411

98 23.8% 5 33.3%Female

164 39.9% 4 26.7%Total Minority
37 9.0% 0 0.0%     Black
23 5.6% 3 20.0%     Hispanic
96 23.4% 1 6.7%     Asian
8 1.9% 0 0.0%     American Indian

120 29.2% 2 13.3%Forty And Over

12 2.9% 0 0.0%Disability

8 1.9% 0 0.0%Vietnam Era Veteran
5 1.2% 0 0.0%Disabled Veteran

313 9Male

224 10White

278 11Under Forty

399 14No Disability

398 14Non Veteran

PROMOTION 39 037

11 29.7% 0 0.0%Female

21 56.8% 0 0.0%Total Minority
5 13.5% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic

12 32.4% 0 0.0%     Asian
4 10.8% 0 0.0%     American Indian

11 29.7% 0 0.0%Forty And Over

3 8.1% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

26 0Male

12 0White

25 0Under Forty

34 0No Disability

37 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

043 PROF:COMPUTER SPECS    

TRANSFER 5 45

3 60.0% 2 50.0%Female

0 0.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

2 40.0% 2 50.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

2 2Male

5 4White

3 2Under Forty

5 4No Disability

5 4Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

045 PROF:MGRS, ANALYSTS      

NEW HIRE 1592 321451

987 68.0% 25 78.1%Female

497 34.3% 7 21.9%Total Minority
80 5.5% 1 3.1%     Black

100 6.9% 0 0.0%     Hispanic
294 20.3% 6 18.8%     Asian

23 1.6% 0 0.0%     American Indian

454 31.3% 6 18.8%Forty And Over

54 3.7% 1 3.1%Disability

25 1.7% 0 0.0%Vietnam Era Veteran
9 0.6% 0 0.0%Disabled Veteran

464 3Male

830 20White

906 21Under Forty

1397 27No Disability

1417 28Non Veteran

PROMOTION 465 0430

349 81.2% 0 0.0%Female

213 49.5% 0 0.0%Total Minority
24 5.6% 0 0.0%     Black
28 6.5% 0 0.0%     Hispanic

157 36.5% 0 0.0%     Asian
4 0.9% 0 0.0%     American Indian

176 40.9% 0 0.0%Forty And Over

8 1.9% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
1 0.2% 0 0.0%Disabled Veteran

81 0Male

171 0White

213 0Under Forty

422 0No Disability

429 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

045 PROF:MGRS, ANALYSTS      

TRANSFER 96 4888

74 84.1% 35 72.9%Female

34 38.6% 17 35.4%Total Minority
2 2.3% 2 4.2%     Black
2 2.3% 2 4.2%     Hispanic

30 34.1% 13 27.1%     Asian
0 0.0% 0 0.0%     American Indian

58 65.9% 20 41.7%Forty And Over

0 0.0% 0 0.0%Disability

3 3.4% 2 4.2%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

Significant

14 8Male

44 22White

21 18Under Forty

88 43No Disability

85 41Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

046 PROF:PUB & INFO SPEC      

NEW HIRE 152 2135

95 70.4% 1 50.0%Female

32 23.7% 0 0.0%Total Minority
5 3.7% 0 0.0%     Black
7 5.2% 0 0.0%     Hispanic

15 11.1% 0 0.0%     Asian
5 3.7% 0 0.0%     American Indian

38 28.1% 0 0.0%Forty And Over

2 1.5% 0 0.0%Disability

2 1.5% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

40 1Male

92 1White

89 1Under Forty

133 2No Disability

133 2Non Veteran

PROMOTION 2 02

2 100.0% 0 0.0%Female

1 50.0% 0 0.0%Total Minority
1 50.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

0 0.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

0 0Male

0 0White

1 0Under Forty

2 0No Disability

2 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

046 PROF:PUB & INFO SPEC      

TRANSFER 1 01

0 0.0% 0 0.0%Female

1 100.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
1 100.0% 0 0.0%     American Indian

0 0.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

1 0Male

0 0White

1 0Under Forty

1 0No Disability

1 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

047 PROF:NURSES               

NEW HIRE 3200 5312972

2488 83.7% 420 79.1%Female

840 28.3% 123 23.2%Total Minority
141 4.7% 17 3.2%     Black
117 3.9% 25 4.7%     Hispanic
545 18.3% 74 13.9%     Asian

37 1.2% 7 1.3%     American Indian

854 28.7% 105 19.8%Forty And Over

22 0.7% 2 0.4%Disability

27 0.9% 3 0.6%Vietnam Era Veteran
13 0.4% 1 0.2%Disabled Veteran

Significant

484 78Male

1945 332White

1893 358Under Forty

2950 496No Disability

2932 494Non Veteran

PROMOTION 153 0112

91 81.3% 0 0.0%Female

20 17.9% 0 0.0%Total Minority
4 3.6% 0 0.0%     Black
1 0.9% 0 0.0%     Hispanic

15 13.4% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

44 39.3% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

3 2.7% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

20 0Male

84 0White

49 0Under Forty

112 0No Disability

109 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

047 PROF:NURSES               

TRANSFER 502 213394

347 88.1% 147 69.0%Female

101 25.6% 40 18.8%Total Minority
13 3.3% 5 2.3%     Black
13 3.3% 7 3.3%     Hispanic
73 18.5% 27 12.7%     Asian
2 0.5% 1 0.5%     American Indian

155 39.3% 62 29.1%Forty And Over

2 0.5% 0 0.0%Disability

5 1.3% 3 1.4%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

47 25Male

254 117White

194 91Under Forty

392 172No Disability

389 169Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

049 PROF:ALL OTHER STAFF     

NEW HIRE 897 15813

527 64.8% 10 66.7%Female

191 23.5% 2 13.3%Total Minority
37 4.6% 0 0.0%     Black
58 7.1% 0 0.0%     Hispanic
77 9.5% 0 0.0%     Asian
19 2.3% 2 13.3%     American Indian

231 28.4% 4 26.7%Forty And Over

25 3.1% 1 6.7%Disability

5 0.6% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

286 1Male

552 9White

534 7Under Forty

788 10No Disability

808 11Non Veteran

PROMOTION 42 039

25 64.1% 0 0.0%Female

9 23.1% 0 0.0%Total Minority
3 7.7% 0 0.0%     Black
2 5.1% 0 0.0%     Hispanic
3 7.7% 0 0.0%     Asian
1 2.6% 0 0.0%     American Indian

11 28.2% 0 0.0%Forty And Over

1 2.6% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

14 0Male

28 0White

24 0Under Forty

38 0No Disability

39 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

049 PROF:ALL OTHER STAFF     

TRANSFER 6 35

3 60.0% 1 33.3%Female

2 40.0% 1 33.3%Total Minority
1 20.0% 1 33.3%     Black
0 0.0% 0 0.0%     Hispanic
1 20.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

1 20.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

1 1Male

2 1White

3 2Under Forty

5 3No Disability

5 3Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

050 CLER:MEDICAL              

NEW HIRE 16097 16115246

12505 82.0% 126 78.3%Female

7851 51.5% 74 46.0%Total Minority
2957 19.4% 20 12.4%     Black
937 6.1% 13 8.1%     Hispanic

3404 22.3% 38 23.6%     Asian
553 3.6% 3 1.9%     American Indian

4081 26.8% 41 25.5%Forty And Over

524 3.4% 5 3.1%Disability

77 0.5% 1 0.6%Vietnam Era Veteran
62 0.4% 2 1.2%Disabled Veteran

2741 27Male

6383 70White

10315 104Under Forty

14722 148No Disability

15107 150Non Veteran

PROMOTION 2251 02117

1767 83.5% 0 0.0%Female

1237 58.4% 0 0.0%Total Minority
491 23.2% 0 0.0%     Black
103 4.9% 0 0.0%     Hispanic
595 28.1% 0 0.0%     Asian

48 2.3% 0 0.0%     American Indian

628 29.7% 0 0.0%Forty And Over

70 3.3% 0 0.0%Disability

21 1.0% 0 0.0%Vietnam Era Veteran
10 0.5% 0 0.0%Disabled Veteran

350 0Male

686 0White

1309 0Under Forty

2047 0No Disability

2086 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

050 CLER:MEDICAL              

TRANSFER 447 131407

339 83.3% 94 71.8%Female

219 53.8% 65 49.6%Total Minority
78 19.2% 22 16.8%     Black
23 5.7% 4 3.1%     Hispanic

110 27.0% 37 28.2%     Asian
8 2.0% 2 1.5%     American Indian

131 32.2% 33 25.2%Forty And Over

9 2.2% 0 0.0%Disability

6 1.5% 1 0.8%Vietnam Era Veteran
1 0.2% 0 0.0%Disabled Veteran

68 28Male

157 43White

233 78Under Forty

398 122No Disability

400 121Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

051 CLER:OFFICE               

NEW HIRE 35754 36733359

24515 73.5% 270 73.6%Female

11848 35.5% 90 24.5%Total Minority
3137 9.4% 12 3.3%     Black
2202 6.6% 23 6.3%     Hispanic
5578 16.7% 45 12.3%     Asian
931 2.8% 10 2.7%     American Indian

8315 24.9% 59 16.1%Forty And Over

962 2.9% 6 1.6%Disability

129 0.4% 0 0.0%Vietnam Era Veteran
89 0.3% 0 0.0%Disabled Veteran

Significant
Significant

Significant

8844 55Male

18599 197White

23318 242Under Forty

32397 319No Disability

33141 325Non Veteran

PROMOTION 2215 02068

1602 77.5% 0 0.0%Female

764 36.9% 0 0.0%Total Minority
259 12.5% 0 0.0%     Black

81 3.9% 0 0.0%     Hispanic
387 18.7% 0 0.0%     Asian

37 1.8% 0 0.0%     American Indian

517 25.0% 0 0.0%Forty And Over

83 4.0% 0 0.0%Disability

29 1.4% 0 0.0%Vietnam Era Veteran
38 1.8% 0 0.0%Disabled Veteran

466 0Male

1036 0White

1314 0Under Forty

1985 0No Disability

2001 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

051 CLER:OFFICE               

TRANSFER 758 135720

599 83.2% 98 72.6%Female

192 26.7% 42 31.1%Total Minority
41 5.7% 12 8.9%     Black
45 6.3% 6 4.4%     Hispanic
86 11.9% 19 14.1%     Asian
20 2.8% 5 3.7%     American Indian

252 35.0% 38 28.1%Forty And Over

15 2.1% 0 0.0%Disability

2 0.3% 1 0.7%Vietnam Era Veteran
1 0.1% 0 0.0%Disabled Veteran

121 26Male

417 71White

408 73Under Forty

705 124No Disability

717 123Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

052 CLER:LIBRARY              

NEW HIRE 482 6421

245 58.2% 4 66.7%Female

98 23.3% 0 0.0%Total Minority
29 6.9% 0 0.0%     Black
15 3.6% 0 0.0%     Hispanic
41 9.7% 0 0.0%     Asian
13 3.1% 0 0.0%     American Indian

120 28.5% 0 0.0%Forty And Over

12 2.9% 0 0.0%Disability

2 0.5% 0 0.0%Vietnam Era Veteran
1 0.2% 0 0.0%Disabled Veteran

176 1Male

282 3White

282 4Under Forty

409 5No Disability

418 5Non Veteran

PROMOTION 13 012

10 83.3% 0 0.0%Female

2 16.7% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
2 16.7% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

3 25.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

2 0Male

6 0White

7 0Under Forty

12 0No Disability

12 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

052 CLER:LIBRARY              

TRANSFER 5 24

3 75.0% 2 100.0%Female

2 50.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
1 25.0% 0 0.0%     Asian
1 25.0% 0 0.0%     American Indian

2 50.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

1 0Male

2 2White

2 2Under Forty

4 2No Disability

4 2Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

053 CLER:DATA, COMPUTERS   

NEW HIRE 133 3121

78 64.5% 2 66.7%Female

58 47.9% 2 66.7%Total Minority
16 13.2% 1 33.3%     Black
5 4.1% 0 0.0%     Hispanic

35 28.9% 1 33.3%     Asian
2 1.7% 0 0.0%     American Indian

48 39.7% 1 33.3%Forty And Over

4 3.3% 0 0.0%Disability

3 2.5% 0 0.0%Vietnam Era Veteran
1 0.8% 0 0.0%Disabled Veteran

43 1Male

59 1White

68 1Under Forty

117 3No Disability

117 3Non Veteran

PROMOTION 4 04

4 100.0% 0 0.0%Female

4 100.0% 0 0.0%Total Minority
1 25.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
3 75.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

1 25.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

0 0Male

0 0White

2 0Under Forty

4 0No Disability

4 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

053 CLER:DATA, COMPUTERS   

TRANSFER 2 12

2 100.0% 1 100.0%Female

2 100.0% 1 100.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
2 100.0% 1 100.0%     Asian
0 0.0% 0 0.0%     American Indian

2 100.0% 1 100.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

0 0Male

0 0White

0 0Under Forty

2 1No Disability

2 1Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

054 CLER:FISCAL               

NEW HIRE 4228 743996

2591 64.8% 53 71.6%Female

1913 47.9% 36 48.6%Total Minority
335 8.4% 8 10.8%     Black
195 4.9% 3 4.1%     Hispanic

1312 32.8% 20 27.0%     Asian
71 1.8% 5 6.8%     American Indian

1443 36.1% 30 40.5%Forty And Over

110 2.8% 2 2.7%Disability

47 1.2% 0 0.0%Vietnam Era Veteran
13 0.3% 1 1.4%Disabled Veteran

1405 18Male

1755 31White

2228 36Under Forty

3886 70No Disability

3936 71Non Veteran

PROMOTION 791 0757

593 78.3% 0 0.0%Female

471 62.2% 0 0.0%Total Minority
70 9.2% 0 0.0%     Black
34 4.5% 0 0.0%     Hispanic

361 47.7% 0 0.0%     Asian
6 0.8% 0 0.0%     American Indian

252 33.3% 0 0.0%Forty And Over

5 0.7% 0 0.0%Disability

3 0.4% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

163 0Male

212 0White

429 0Under Forty

752 0No Disability

754 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

054 CLER:FISCAL               

TRANSFER 304 73279

215 77.1% 58 79.5%Female

136 48.7% 35 47.9%Total Minority
12 4.3% 4 5.5%     Black
25 9.0% 4 5.5%     Hispanic
98 35.1% 26 35.6%     Asian
1 0.4% 1 1.4%     American Indian

144 51.6% 28 38.4%Forty And Over

2 0.7% 2 2.7%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

63 12Male

119 26White

96 32Under Forty

277 68No Disability

279 70Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

055 CLER:ALL OTHER STAFF     

NEW HIRE 5376 665045

3316 65.7% 42 63.6%Female

2103 41.7% 31 47.0%Total Minority
725 14.4% 5 7.6%     Black
304 6.0% 6 9.1%     Hispanic
928 18.4% 20 30.3%     Asian
146 2.9% 0 0.0%     American Indian

1373 27.2% 12 18.2%Forty And Over

125 2.5% 2 3.0%Disability

45 0.9% 0 0.0%Vietnam Era Veteran
18 0.4% 1 1.5%Disabled Veteran

1728 21Male

2535 31White

3356 47Under Forty

4920 61No Disability

4982 62Non Veteran

PROMOTION 360 0335

260 77.6% 0 0.0%Female

126 37.6% 0 0.0%Total Minority
38 11.3% 0 0.0%     Black
20 6.0% 0 0.0%     Hispanic
63 18.8% 0 0.0%     Asian
5 1.5% 0 0.0%     American Indian

93 27.8% 0 0.0%Forty And Over

14 4.2% 0 0.0%Disability

3 0.9% 0 0.0%Vietnam Era Veteran
4 1.2% 0 0.0%Disabled Veteran

75 0Male

159 0White

222 0Under Forty

321 0No Disability

328 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

055 CLER:ALL OTHER STAFF     

TRANSFER 76 2062

37 59.7% 10 50.0%Female

39 62.9% 6 30.0%Total Minority
10 16.1% 3 15.0%     Black
4 6.5% 0 0.0%     Hispanic

21 33.9% 3 15.0%     Asian
4 6.5% 0 0.0%     American Indian

18 29.0% 5 25.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

Significant

25 7Male

16 9White

36 10Under Forty

62 17No Disability

62 17Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

060 TECH:MEDICAL, HEALTH     

NEW HIRE 9622 3089060

6482 71.5% 194 63.0%Female

4797 52.9% 134 43.5%Total Minority
1762 19.4% 42 13.6%     Black
553 6.1% 21 6.8%     Hispanic

2243 24.8% 66 21.4%     Asian
239 2.6% 5 1.6%     American Indian

1625 17.9% 44 14.3%Forty And Over

161 1.8% 2 0.6%Disability

52 0.6% 3 1.0%Vietnam Era Veteran
45 0.5% 2 0.6%Disabled Veteran

Significant
Significant

Significant

2577 95Male

3595 145White

6852 221Under Forty

8899 288No Disability

8963 285Non Veteran

PROMOTION 725 0652

439 67.3% 0 0.0%Female

360 55.2% 0 0.0%Total Minority
99 15.2% 0 0.0%     Black
56 8.6% 0 0.0%     Hispanic

202 31.0% 0 0.0%     Asian
3 0.5% 0 0.0%     American Indian

216 33.1% 0 0.0%Forty And Over

3 0.5% 0 0.0%Disability

3 0.5% 0 0.0%Vietnam Era Veteran
3 0.5% 0 0.0%Disabled Veteran

213 0Male

239 0White

388 0Under Forty

649 0No Disability

646 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

060 TECH:MEDICAL, HEALTH     

TRANSFER 499 107436

299 68.6% 68 63.6%Female

251 57.6% 53 49.5%Total Minority
88 20.2% 13 12.1%     Black
18 4.1% 5 4.7%     Hispanic

134 30.7% 34 31.8%     Asian
11 2.5% 1 0.9%     American Indian

101 23.2% 25 23.4%Forty And Over

5 1.1% 2 1.9%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
3 0.7% 0 0.0%Disabled Veteran

137 28Male

145 32White

273 60Under Forty

431 94No Disability

433 96Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

061 TECH:ELEC,ENGR,MEDIA     

NEW HIRE 967 23877

156 17.8% 1 4.3%Female

263 30.0% 3 13.0%Total Minority
75 8.6% 1 4.3%     Black
35 4.0% 0 0.0%     Hispanic

136 15.5% 2 8.7%     Asian
17 1.9% 0 0.0%     American Indian

299 34.1% 6 26.1%Forty And Over

36 4.1% 0 0.0%Disability

40 4.6% 2 8.7%Vietnam Era Veteran
25 2.9% 0 0.0%Disabled Veteran

721 17Male

560 14White

544 11Under Forty

841 18No Disability

812 16Non Veteran

PROMOTION 62 060

16 26.7% 0 0.0%Female

38 63.3% 0 0.0%Total Minority
4 6.7% 0 0.0%     Black
2 3.3% 0 0.0%     Hispanic

28 46.7% 0 0.0%     Asian
4 6.7% 0 0.0%     American Indian

22 36.7% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

44 0Male

17 0White

34 0Under Forty

60 0No Disability

60 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

061 TECH:ELEC,ENGR,MEDIA     

TRANSFER 8 78

2 25.0% 2 28.6%Female

1 12.5% 0 0.0%Total Minority
1 12.5% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

5 62.5% 4 57.1%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

6 5Male

5 5White

2 2Under Forty

8 7No Disability

8 7Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

062 TECH:RESEARCH             

NEW HIRE 3889 773553

2650 74.6% 52 67.5%Female

1208 34.0% 17 22.1%Total Minority
157 4.4% 1 1.3%     Black
231 6.5% 6 7.8%     Hispanic
769 21.6% 9 11.7%     Asian

51 1.4% 1 1.3%     American Indian

548 15.4% 5 6.5%Forty And Over

86 2.4% 0 0.0%Disability

13 0.4% 0 0.0%Vietnam Era Veteran
14 0.4% 0 0.0%Disabled Veteran

903 16Male

2080 46White

2814 61Under Forty

3467 68No Disability

3526 68Non Veteran

PROMOTION 117 0113

82 72.6% 0 0.0%Female

39 34.5% 0 0.0%Total Minority
5 4.4% 0 0.0%     Black

11 9.7% 0 0.0%     Hispanic
15 13.3% 0 0.0%     Asian
8 7.1% 0 0.0%     American Indian

28 24.8% 0 0.0%Forty And Over

4 3.5% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

31 0Male

62 0White

85 0Under Forty

109 0No Disability

113 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

062 TECH:RESEARCH             

TRANSFER 70 1358

48 82.8% 8 61.5%Female

20 34.5% 2 15.4%Total Minority
6 10.3% 0 0.0%     Black

10 17.2% 1 7.7%     Hispanic
4 6.9% 1 7.7%     Asian
0 0.0% 0 0.0%     American Indian

7 12.1% 0 0.0%Forty And Over

6 10.3% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

10 3Male

34 6White

50 11Under Forty

52 11No Disability

58 11Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

063 TECH:ALL OTHER STAFF     

NEW HIRE 503 26464

261 56.3% 9 34.6%Female

182 39.2% 9 34.6%Total Minority
15 3.2% 1 3.8%     Black
89 19.2% 1 3.8%     Hispanic
71 15.3% 5 19.2%     Asian
7 1.5% 2 7.7%     American Indian

103 22.2% 9 34.6%Forty And Over

5 1.1% 0 0.0%Disability

5 1.1% 0 0.0%Vietnam Era Veteran
7 1.5% 0 0.0%Disabled Veteran

202 14Male

259 13White

335 12Under Forty

459 23No Disability

452 23Non Veteran

PROMOTION 39 034

6 17.6% 0 0.0%Female

14 41.2% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
4 11.8% 0 0.0%     Hispanic

10 29.4% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

11 32.4% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

27 0Male

20 0White

22 0Under Forty

34 0No Disability

34 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

063 TECH:ALL OTHER STAFF     

TRANSFER 21 1021

10 47.6% 6 60.0%Female

14 66.7% 6 60.0%Total Minority
0 0.0% 0 0.0%     Black
6 28.6% 4 40.0%     Hispanic
8 38.1% 2 20.0%     Asian
0 0.0% 0 0.0%     American Indian

10 47.6% 3 30.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

10 4Male

7 4White

9 7Under Forty

21 10No Disability

21 10Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

070 CRFT:CRAFTS, TRADES       

NEW HIRE 589 21528

28 5.3% 2 9.5%Female

143 27.1% 2 9.5%Total Minority
44 8.3% 0 0.0%     Black
25 4.7% 1 4.8%     Hispanic
53 10.0% 0 0.0%     Asian
21 4.0% 1 4.8%     American Indian

287 54.4% 10 47.6%Forty And Over

11 2.1% 0 0.0%Disability

48 9.1% 2 9.5%Vietnam Era Veteran
4 0.8% 0 0.0%Disabled Veteran

500 16Male

361 16White

206 7Under Forty

517 18No Disability

476 16Non Veteran

PROMOTION 49 046

5 10.9% 0 0.0%Female

19 41.3% 0 0.0%Total Minority
6 13.0% 0 0.0%     Black
2 4.3% 0 0.0%     Hispanic
9 19.6% 0 0.0%     Asian
2 4.3% 0 0.0%     American Indian

22 47.8% 0 0.0%Forty And Over

2 4.3% 0 0.0%Disability

4 8.7% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

41 0Male

20 0White

15 0Under Forty

44 0No Disability

42 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

070 CRFT:CRAFTS, TRADES       

TRANSFER 25 1420

1 5.0% 0 0.0%Female

4 20.0% 2 14.3%Total Minority
1 5.0% 1 7.1%     Black
1 5.0% 1 7.1%     Hispanic
2 10.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

17 85.0% 9 64.3%Forty And Over

0 0.0% 0 0.0%Disability

2 10.0% 2 14.3%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

19 11Male

15 8White

3 2Under Forty

20 11No Disability

18 9Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

071 CRFT:APPRENTICES          

NEW HIRE 66 259

3 5.1% 0 0.0%Female

25 42.4% 2 100.0%Total Minority
7 11.9% 1 50.0%     Black
1 1.7% 0 0.0%     Hispanic

15 25.4% 1 50.0%     Asian
2 3.4% 0 0.0%     American Indian

26 44.1% 0 0.0%Forty And Over

2 3.4% 0 0.0%Disability

1 1.7% 0 0.0%Vietnam Era Veteran
1 1.7% 0 0.0%Disabled Veteran

56 2Male

31 0White

28 2Under Forty

57 2No Disability

57 2Non Veteran

PROMOTION 6 05

0 0.0% 0 0.0%Female

4 80.0% 0 0.0%Total Minority
1 20.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
3 60.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

2 40.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

5 0Male

1 0White

3 0Under Forty

5 0No Disability

5 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

080 SVC: OPERATIVES           

NEW HIRE 688 11633

102 16.1% 2 18.2%Female

245 38.7% 5 45.5%Total Minority
102 16.1% 5 45.5%     Black

34 5.4% 0 0.0%     Hispanic
83 13.1% 0 0.0%     Asian
26 4.1% 0 0.0%     American Indian

296 46.8% 2 18.2%Forty And Over

13 2.1% 0 0.0%Disability

20 3.2% 0 0.0%Vietnam Era Veteran
2 0.3% 0 0.0%Disabled Veteran

531 8Male

343 4White

284 7Under Forty

620 10No Disability

611 10Non Veteran

PROMOTION 77 066

5 7.6% 0 0.0%Female

37 56.1% 0 0.0%Total Minority
11 16.7% 0 0.0%     Black
4 6.1% 0 0.0%     Hispanic

16 24.2% 0 0.0%     Asian
6 9.1% 0 0.0%     American Indian

46 69.7% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

4 6.1% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

61 0Male

21 0White

10 0Under Forty

66 0No Disability

62 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

080 SVC: OPERATIVES           

TRANSFER 18 815

1 6.7% 0 0.0%Female

7 46.7% 3 37.5%Total Minority
1 6.7% 1 12.5%     Black
1 6.7% 1 12.5%     Hispanic
3 20.0% 1 12.5%     Asian
2 13.3% 0 0.0%     American Indian

8 53.3% 4 50.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

14 7Male

7 4White

5 3Under Forty

15 7No Disability

15 7Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

081 SVC: SECURITY             

NEW HIRE 3426 383210

528 16.4% 8 21.1%Female

1379 43.0% 12 31.6%Total Minority
460 14.3% 6 15.8%     Black
256 8.0% 0 0.0%     Hispanic
531 16.5% 6 15.8%     Asian
132 4.1% 0 0.0%     American Indian

665 20.7% 9 23.7%Forty And Over

90 2.8% 1 2.6%Disability

54 1.7% 2 5.3%Vietnam Era Veteran
74 2.3% 0 0.0%Disabled Veteran

2682 29Male

1749 21White

2411 24Under Forty

3120 36No Disability

3082 35Non Veteran

PROMOTION 184 0158

35 22.2% 0 0.0%Female

96 60.8% 0 0.0%Total Minority
31 19.6% 0 0.0%     Black
12 7.6% 0 0.0%     Hispanic
46 29.1% 0 0.0%     Asian
7 4.4% 0 0.0%     American Indian

46 29.1% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

1 0.6% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

123 0Male

56 0White

98 0Under Forty

158 0No Disability

157 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

081 SVC: SECURITY             

TRANSFER 24 212

1 8.3% 0 0.0%Female

2 16.7% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
1 8.3% 0 0.0%     Hispanic
1 8.3% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

5 41.7% 1 50.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

11 2Male

9 2White

6 1Under Forty

12 2No Disability

12 2Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

082 SVC: FOOD SVC WORKER    

NEW HIRE 2600 992261

1201 53.1% 45 45.5%Female

1128 49.9% 41 41.4%Total Minority
280 12.4% 7 7.1%     Black
161 7.1% 6 6.1%     Hispanic
620 27.4% 26 26.3%     Asian

67 3.0% 2 2.0%     American Indian

620 27.4% 9 9.1%Forty And Over

48 2.1% 0 0.0%Disability

26 1.1% 0 0.0%Vietnam Era Veteran
11 0.5% 0 0.0%Disabled Veteran

Significant

1060 47Male

950 40White

1491 74Under Forty

2213 92No Disability

2224 92Non Veteran

PROMOTION 68 059

39 66.1% 0 0.0%Female

33 55.9% 0 0.0%Total Minority
4 6.8% 0 0.0%     Black
1 1.7% 0 0.0%     Hispanic

22 37.3% 0 0.0%     Asian
6 10.2% 0 0.0%     American Indian

25 42.4% 0 0.0%Forty And Over

8 13.6% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

20 0Male

19 0White

26 0Under Forty

51 0No Disability

59 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

082 SVC: FOOD SVC WORKER    

TRANSFER 60 2846

20 43.5% 7 25.0%Female

12 26.1% 5 17.9%Total Minority
2 4.3% 0 0.0%     Black
3 6.5% 3 10.7%     Hispanic
6 13.0% 2 7.1%     Asian
1 2.2% 0 0.0%     American Indian

17 37.0% 5 17.9%Forty And Over

1 2.2% 0 0.0%Disability

1 2.2% 1 3.6%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

26 12Male

22 10White

17 7Under Forty

45 19No Disability

45 18Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

083 SVC: BLDGS & GROUNDS    

NEW HIRE 3121 702731

1130 41.4% 26 37.1%Female

1737 63.6% 48 68.6%Total Minority
839 30.7% 17 24.3%     Black
158 5.8% 7 10.0%     Hispanic
688 25.2% 22 31.4%     Asian

52 1.9% 2 2.9%     American Indian

1206 44.2% 31 44.3%Forty And Over

46 1.7% 0 0.0%Disability

61 2.2% 0 0.0%Vietnam Era Veteran
18 0.7% 0 0.0%Disabled Veteran

1601 38Male

827 12White

1225 27Under Forty

2685 64No Disability

2652 64Non Veteran

PROMOTION 72 058

9 15.5% 0 0.0%Female

35 60.3% 0 0.0%Total Minority
15 25.9% 0 0.0%     Black
5 8.6% 0 0.0%     Hispanic

15 25.9% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

34 58.6% 0 0.0%Forty And Over

3 5.2% 0 0.0%Disability

2 3.4% 0 0.0%Vietnam Era Veteran
1 1.7% 0 0.0%Disabled Veteran

49 0Male

22 0White

13 0Under Forty

55 0No Disability

55 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

083 SVC: BLDGS & GROUNDS    

TRANSFER 84 2276

48 63.2% 9 40.9%Female

65 85.5% 15 68.2%Total Minority
38 50.0% 5 22.7%     Black
0 0.0% 0 0.0%     Hispanic

18 23.7% 9 40.9%     Asian
9 11.8% 1 4.5%     American Indian

22 28.9% 7 31.8%Forty And Over

3 3.9% 3 13.6%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
3 3.9% 3 13.6%Disabled Veteran

Significant

28 11Male

9 5White

30 5Under Forty

73 17No Disability

73 17Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

084 SVC: MECHANICS            

NEW HIRE 561 16490

17 3.5% 0 0.0%Female

161 32.9% 2 12.5%Total Minority
43 8.8% 1 6.3%     Black
22 4.5% 0 0.0%     Hispanic
73 14.9% 1 6.3%     Asian
23 4.7% 0 0.0%     American Indian

250 51.0% 7 43.8%Forty And Over

12 2.4% 0 0.0%Disability

33 6.7% 1 6.3%Vietnam Era Veteran
12 2.4% 1 6.3%Disabled Veteran

473 14Male

311 12White

207 5Under Forty

478 14No Disability

445 12Non Veteran

PROMOTION 94 073

4 5.5% 0 0.0%Female

31 42.5% 0 0.0%Total Minority
12 16.4% 0 0.0%     Black
3 4.1% 0 0.0%     Hispanic

14 19.2% 0 0.0%     Asian
2 2.7% 0 0.0%     American Indian

40 54.8% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

7 9.6% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

69 0Male

39 0White

21 0Under Forty

73 0No Disability

66 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

084 SVC: MECHANICS            

TRANSFER 19 1017

0 0.0% 0 0.0%Female

3 17.6% 2 20.0%Total Minority
2 11.8% 1 10.0%     Black
1 5.9% 1 10.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

10 58.8% 4 40.0%Forty And Over

2 11.8% 0 0.0%Disability

3 17.6% 1 10.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

17 9Male

7 2White

4 2Under Forty

15 9No Disability

14 8Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

085 SVC: LAUNDRY WORKERS  

NEW HIRE 55 1052

25 48.1% 7 70.0%Female

42 80.8% 10 100.0%Total Minority
18 34.6% 2 20.0%     Black
2 3.8% 0 0.0%     Hispanic

22 42.3% 8 80.0%     Asian
0 0.0% 0 0.0%     American Indian

21 40.4% 6 60.0%Forty And Over

1 1.9% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

27 3Male

8 0White

25 3Under Forty

51 10No Disability

52 10Non Veteran

PROMOTION 2 02

2 100.0% 0 0.0%Female

2 100.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
2 100.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

1 50.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

0 0Male

0 0White

1 0Under Forty

2 0No Disability

2 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

085 SVC: LAUNDRY WORKERS  

TRANSFER 2 12

1 50.0% 1 100.0%Female

2 100.0% 1 100.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
2 100.0% 1 100.0%     Asian
0 0.0% 0 0.0%     American Indian

1 50.0% 1 100.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

1 0Male

0 0White

0 0Under Forty

2 1No Disability

2 1Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

086 SVC: MEDIA, ELECTRON      

NEW HIRE 281 9259

15 5.8% 1 11.1%Female

85 32.8% 2 22.2%Total Minority
20 7.7% 1 11.1%     Black
10 3.9% 0 0.0%     Hispanic
53 20.5% 1 11.1%     Asian
2 0.8% 0 0.0%     American Indian

121 46.7% 2 22.2%Forty And Over

7 2.7% 0 0.0%Disability

20 7.7% 0 0.0%Vietnam Era Veteran
5 1.9% 0 0.0%Disabled Veteran

244 7Male

163 6White

135 6Under Forty

252 8No Disability

234 8Non Veteran

PROMOTION 22 020

2 10.0% 0 0.0%Female

9 45.0% 0 0.0%Total Minority
1 5.0% 0 0.0%     Black
2 10.0% 0 0.0%     Hispanic
5 25.0% 0 0.0%     Asian
1 5.0% 0 0.0%     American Indian

6 30.0% 0 0.0%Forty And Over

1 5.0% 0 0.0%Disability

1 5.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

18 0Male

10 0White

13 0Under Forty

19 0No Disability

19 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

086 SVC: MEDIA, ELECTRON      

TRANSFER 9 38

0 0.0% 0 0.0%Female

0 0.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

6 75.0% 1 33.3%Forty And Over

0 0.0% 0 0.0%Disability

2 25.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

8 2Male

8 2White

2 1Under Forty

8 2No Disability

6 2Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

087 SVC: ALL OTHER STAFF      

NEW HIRE 26 523

1 4.3% 0 0.0%Female

2 8.7% 0 0.0%Total Minority
1 4.3% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
1 4.3% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

12 52.2% 3 60.0%Forty And Over

0 0.0% 0 0.0%Disability

4 17.4% 1 20.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

21 5Male

19 5White

8 0Under Forty

23 5No Disability

19 4Non Veteran

PROMOTION 2 02

0 0.0% 0 0.0%Female

1 50.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
1 50.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

1 50.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

2 0Male

1 0White

0 0Under Forty

2 0No Disability

2 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

CLASSIFIED STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

087 SVC: ALL OTHER STAFF      

TRANSFER 1 11

0 0.0% 0 0.0%Female

0 0.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

1 100.0% 1 100.0%Forty And Over

0 0.0% 0 0.0%Disability

1 100.0% 1 100.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

1 1Male

1 1White

0 0Under Forty

1 1No Disability

0 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.
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Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

010 EXEC:EXEC,ADMIN,MGR      

NEW HIRE 1528 331388

556 40.1% 13 39.4%Female

372 26.8% 5 15.2%Total Minority
117 8.4% 1 3.0%     Black

59 4.3% 0 0.0%     Hispanic
158 11.4% 3 9.1%     Asian

38 2.7% 1 3.0%     American Indian

712 51.3% 20 60.6%Forty And Over

45 3.2% 0 0.0%Disability

49 3.5% 0 0.0%Vietnam Era Veteran
19 1.4% 0 0.0%Disabled Veteran

831 12Male

949 19White

589 5Under Forty

1343 25No Disability

1320 25Non Veteran

PROMOTION 21 017

7 41.2% 0 0.0%Female

0 0.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

13 76.5% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

3 17.6% 0 0.0%Vietnam Era Veteran
1 5.9% 0 0.0%Disabled Veteran

10 0Male

15 0White

3 0Under Forty

17 0No Disability

13 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

010 EXEC:EXEC,ADMIN,MGR      

TRANSFER 33 1930

17 56.7% 12 63.2%Female

5 16.7% 3 15.8%Total Minority
2 6.7% 1 5.3%     Black
2 6.7% 1 5.3%     Hispanic
1 3.3% 1 5.3%     Asian
0 0.0% 0 0.0%     American Indian

20 66.7% 8 42.1%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
2 6.7% 1 5.3%Disabled Veteran

12 4Male

24 13White

9 8Under Forty

30 17No Disability

28 16Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

040 PROF:MEDICAL, HEALTH     

NEW HIRE 808 26745

458 61.5% 15 57.7%Female

225 30.2% 7 26.9%Total Minority
64 8.6% 6 23.1%     Black
48 6.4% 1 3.8%     Hispanic
98 13.2% 0 0.0%     Asian
15 2.0% 0 0.0%     American Indian

272 36.5% 8 30.8%Forty And Over

18 2.4% 0 0.0%Disability

6 0.8% 0 0.0%Vietnam Era Veteran
7 0.9% 0 0.0%Disabled Veteran

287 9Male

447 14White

437 15Under Forty

727 24No Disability

732 24Non Veteran

PROMOTION 58 050

40 80.0% 0 0.0%Female

23 46.0% 0 0.0%Total Minority
8 16.0% 0 0.0%     Black
3 6.0% 0 0.0%     Hispanic

11 22.0% 0 0.0%     Asian
1 2.0% 0 0.0%     American Indian

19 38.0% 0 0.0%Forty And Over

1 2.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
1 2.0% 0 0.0%Disabled Veteran

10 0Male

25 0White

25 0Under Forty

49 0No Disability

49 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

040 PROF:MEDICAL, HEALTH     

TRANSFER 15 1415

10 66.7% 10 71.4%Female

2 13.3% 2 14.3%Total Minority
0 0.0% 0 0.0%     Black
1 6.7% 1 7.1%     Hispanic
1 6.7% 1 7.1%     Asian
0 0.0% 0 0.0%     American Indian

9 60.0% 9 64.3%Forty And Over

0 0.0% 0 0.0%Disability

1 6.7% 1 7.1%Vietnam Era Veteran
1 6.7% 1 7.1%Disabled Veteran

5 4Male

12 11White

5 4Under Forty

15 14No Disability

13 12Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

041 PROF:SCIENTIST, ENGR      

NEW HIRE 9409 3588618

4929 57.2% 193 53.9%Female

2967 34.4% 84 23.5%Total Minority
235 2.7% 4 1.1%     Black
361 4.2% 15 4.2%     Hispanic

2279 26.4% 64 17.9%     Asian
92 1.1% 1 0.3%     American Indian

1822 21.1% 81 22.6%Forty And Over

140 1.6% 4 1.1%Disability

36 0.4% 1 0.3%Vietnam Era Veteran
38 0.4% 1 0.3%Disabled Veteran

Significant

Significant

3688 124Male

4964 205White

6331 220Under Forty

8478 313No Disability

8544 315Non Veteran

PROMOTION 641 0566

419 74.0% 0 0.0%Female

183 32.3% 0 0.0%Total Minority
46 8.1% 0 0.0%     Black
27 4.8% 0 0.0%     Hispanic

106 18.7% 0 0.0%     Asian
4 0.7% 0 0.0%     American Indian

172 30.4% 0 0.0%Forty And Over

5 0.9% 0 0.0%Disability

3 0.5% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

147 0Male

337 0White

356 0Under Forty

561 0No Disability

563 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

041 PROF:SCIENTIST, ENGR      

TRANSFER 237 87198

143 72.2% 53 60.9%Female

59 29.8% 22 25.3%Total Minority
1 0.5% 1 1.1%     Black
3 1.5% 2 2.3%     Hispanic

53 26.8% 18 20.7%     Asian
2 1.0% 1 1.1%     American Indian

69 34.8% 21 24.1%Forty And Over

2 1.0% 2 2.3%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
3 1.5% 0 0.0%Disabled Veteran

55 25Male

122 49White

95 52Under Forty

196 76No Disability

195 78Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

042 PROF:HUMAN RESOURCES 

NEW HIRE 2245 192092

1415 67.6% 15 78.9%Female

709 33.9% 7 36.8%Total Minority
222 10.6% 1 5.3%     Black
147 7.0% 0 0.0%     Hispanic
282 13.5% 6 31.6%     Asian

58 2.8% 0 0.0%     American Indian

842 40.2% 6 31.6%Forty And Over

110 5.3% 0 0.0%Disability

53 2.5% 0 0.0%Vietnam Era Veteran
28 1.3% 0 0.0%Disabled Veteran

677 3Male

1289 10White

1150 11Under Forty

1982 18No Disability

2011 18Non Veteran

PROMOTION 157 0149

127 85.2% 0 0.0%Female

56 37.6% 0 0.0%Total Minority
21 14.1% 0 0.0%     Black
7 4.7% 0 0.0%     Hispanic

25 16.8% 0 0.0%     Asian
3 2.0% 0 0.0%     American Indian

41 27.5% 0 0.0%Forty And Over

2 1.3% 0 0.0%Disability

2 1.3% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

22 0Male

66 0White

92 0Under Forty

147 0No Disability

147 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

042 PROF:HUMAN RESOURCES 

TRANSFER 21 1720

16 80.0% 14 82.4%Female

5 25.0% 5 29.4%Total Minority
1 5.0% 1 5.9%     Black
2 10.0% 2 11.8%     Hispanic
2 10.0% 2 11.8%     Asian
0 0.0% 0 0.0%     American Indian

6 30.0% 4 23.5%Forty And Over

1 5.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

4 2Male

14 10White

9 8Under Forty

19 16No Disability

20 16Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

043 PROF:COMPUTER SPECS    

NEW HIRE 5460 1334868

1182 24.3% 28 21.1%Female

1672 34.3% 21 15.8%Total Minority
252 5.2% 2 1.5%     Black
187 3.8% 4 3.0%     Hispanic

1171 24.1% 14 10.5%     Asian
62 1.3% 1 0.8%     American Indian

1943 39.9% 43 32.3%Forty And Over

158 3.2% 0 0.0%Disability

191 3.9% 1 0.8%Vietnam Era Veteran
50 1.0% 0 0.0%Disabled Veteran

Significant
Significant

Significant

3686 83Male

2846 84White

2710 60Under Forty

4710 111No Disability

4627 110Non Veteran

PROMOTION 301 0271

104 38.4% 0 0.0%Female

99 36.5% 0 0.0%Total Minority
19 7.0% 0 0.0%     Black
2 0.7% 0 0.0%     Hispanic

54 19.9% 0 0.0%     Asian
24 8.9% 0 0.0%     American Indian

113 41.7% 0 0.0%Forty And Over

8 3.0% 0 0.0%Disability

4 1.5% 0 0.0%Vietnam Era Veteran
1 0.4% 0 0.0%Disabled Veteran

167 0Male

142 0White

143 0Under Forty

263 0No Disability

266 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

043 PROF:COMPUTER SPECS    

TRANSFER 195 56154

38 24.7% 10 17.9%Female

37 24.0% 12 21.4%Total Minority
0 0.0% 0 0.0%     Black

12 7.8% 4 7.1%     Hispanic
22 14.3% 8 14.3%     Asian
3 1.9% 0 0.0%     American Indian

74 48.1% 12 21.4%Forty And Over

1 0.6% 0 0.0%Disability

4 2.6% 0 0.0%Vietnam Era Veteran
4 2.6% 0 0.0%Disabled Veteran

Significant

116 34Male

110 31White

74 29Under Forty

153 44No Disability

146 44Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

044 PROF:PRINCIPAL ASST       

NEW HIRE 1759 121658

1333 80.4% 10 83.3%Female

457 27.6% 5 41.7%Total Minority
116 7.0% 0 0.0%     Black

82 4.9% 2 16.7%     Hispanic
210 12.7% 3 25.0%     Asian

49 3.0% 0 0.0%     American Indian

604 36.4% 4 33.3%Forty And Over

44 2.7% 0 0.0%Disability

6 0.4% 0 0.0%Vietnam Era Veteran
6 0.4% 0 0.0%Disabled Veteran

325 0Male

1057 5White

966 4Under Forty

1614 10No Disability

1646 10Non Veteran

PROMOTION 233 0212

194 91.5% 0 0.0%Female

66 31.1% 0 0.0%Total Minority
13 6.1% 0 0.0%     Black
7 3.3% 0 0.0%     Hispanic

38 17.9% 0 0.0%     Asian
8 3.8% 0 0.0%     American Indian

107 50.5% 0 0.0%Forty And Over

3 1.4% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
4 1.9% 0 0.0%Disabled Veteran

18 0Male

128 0White

79 0Under Forty

209 0No Disability

208 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

044 PROF:PRINCIPAL ASST       

TRANSFER 32 2730

26 86.7% 21 77.8%Female

7 23.3% 6 22.2%Total Minority
1 3.3% 1 3.7%     Black
1 3.3% 1 3.7%     Hispanic
4 13.3% 3 11.1%     Asian
1 3.3% 1 3.7%     American Indian

14 46.7% 11 40.7%Forty And Over

2 6.7% 2 7.4%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

4 4Male

22 19White

14 13Under Forty

28 23No Disability

30 25Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

045 PROF:MGRS, ANALYSTS      

NEW HIRE 9904 1659053

4731 52.3% 95 57.6%Female

2810 31.0% 31 18.8%Total Minority
645 7.1% 8 4.8%     Black
548 6.1% 11 6.7%     Hispanic

1424 15.7% 9 5.5%     Asian
193 2.1% 3 1.8%     American Indian

4246 46.9% 66 40.0%Forty And Over

414 4.6% 0 0.0%Disability

242 2.7% 4 2.4%Vietnam Era Veteran
106 1.2% 0 0.0%Disabled Veteran

Significant

Significant

Significant

4322 53Male

5588 110White

4302 71Under Forty

8639 148No Disability

8705 144Non Veteran

PROMOTION 1469 01337

1020 76.3% 0 0.0%Female

505 37.8% 0 0.0%Total Minority
154 11.5% 0 0.0%     Black

51 3.8% 0 0.0%     Hispanic
273 20.4% 0 0.0%     Asian

27 2.0% 0 0.0%     American Indian

557 41.7% 0 0.0%Forty And Over

33 2.5% 0 0.0%Disability

25 1.9% 0 0.0%Vietnam Era Veteran
15 1.1% 0 0.0%Disabled Veteran

316 0Male

688 0White

662 0Under Forty

1304 0No Disability

1297 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

045 PROF:MGRS, ANALYSTS      

TRANSFER 279 186243

189 77.8% 119 64.0%Female

62 25.5% 40 21.5%Total Minority
11 4.5% 8 4.3%     Black
4 1.6% 4 2.2%     Hispanic

41 16.9% 22 11.8%     Asian
6 2.5% 6 3.2%     American Indian

102 42.0% 59 31.7%Forty And Over

6 2.5% 2 1.1%Disability

6 2.5% 4 2.2%Vietnam Era Veteran
2 0.8% 2 1.1%Disabled Veteran

54 37Male

167 104White

117 80Under Forty

237 154No Disability

235 150Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

046 PROF:PUB & INFO SPEC      

NEW HIRE 3900 463491

1937 55.5% 20 43.5%Female

680 19.5% 10 21.7%Total Minority
167 4.8% 4 8.7%     Black
119 3.4% 2 4.3%     Hispanic
322 9.2% 2 4.3%     Asian

72 2.1% 2 4.3%     American Indian

1174 33.6% 13 28.3%Forty And Over

79 2.3% 1 2.2%Disability

50 1.4% 0 0.0%Vietnam Era Veteran
16 0.5% 0 0.0%Disabled Veteran

1554 21Male

2521 27White

2107 28Under Forty

3412 40No Disability

3425 41Non Veteran

PROMOTION 197 0177

130 73.4% 0 0.0%Female

46 26.0% 0 0.0%Total Minority
4 2.3% 0 0.0%     Black
9 5.1% 0 0.0%     Hispanic

14 7.9% 0 0.0%     Asian
19 10.7% 0 0.0%     American Indian

64 36.2% 0 0.0%Forty And Over

8 4.5% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

46 0Male

112 0White

99 0Under Forty

169 0No Disability

177 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

046 PROF:PUB & INFO SPEC      

TRANSFER 40 2334

16 47.1% 11 47.8%Female

4 11.8% 4 17.4%Total Minority
1 2.9% 1 4.3%     Black
1 2.9% 1 4.3%     Hispanic
2 5.9% 2 8.7%     Asian
0 0.0% 0 0.0%     American Indian

15 44.1% 4 17.4%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

18 9Male

28 14White

17 14Under Forty

34 20No Disability

34 20Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

047 PROF:NURSES               

NEW HIRE 126 16113

87 77.0% 12 75.0%Female

17 15.0% 0 0.0%Total Minority
5 4.4% 0 0.0%     Black
4 3.5% 0 0.0%     Hispanic
8 7.1% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

68 60.2% 6 37.5%Forty And Over

2 1.8% 0 0.0%Disability

6 5.3% 3 18.8%Vietnam Era Veteran
1 0.9% 0 0.0%Disabled Veteran

26 2Male

92 14White

38 8Under Forty

111 14No Disability

106 11Non Veteran

PROMOTION 44 035

27 77.1% 0 0.0%Female

9 25.7% 0 0.0%Total Minority
4 11.4% 0 0.0%     Black
1 2.9% 0 0.0%     Hispanic
4 11.4% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

25 71.4% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

8 0Male

22 0White

8 0Under Forty

35 0No Disability

35 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

047 PROF:NURSES               

TRANSFER 16 1615

13 86.7% 13 81.3%Female

2 13.3% 2 12.5%Total Minority
0 0.0% 0 0.0%     Black
1 6.7% 1 6.3%     Hispanic
1 6.7% 1 6.3%     Asian
0 0.0% 0 0.0%     American Indian

9 60.0% 9 56.3%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

1 1Male

11 11White

6 6Under Forty

15 15No Disability

15 15Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

048 PROF:COUNSELR,ADVISR   

NEW HIRE 5995 715534

3810 68.8% 44 62.0%Female

1787 32.3% 24 33.8%Total Minority
609 11.0% 9 12.7%     Black
412 7.4% 5 7.0%     Hispanic
625 11.3% 7 9.9%     Asian
141 2.5% 3 4.2%     American Indian

1304 23.6% 17 23.9%Forty And Over

150 2.7% 3 4.2%Disability

38 0.7% 1 1.4%Vietnam Era Veteran
45 0.8% 1 1.4%Disabled Veteran

1724 18Male

3311 37White

3966 44Under Forty

5384 59No Disability

5451 60Non Veteran

PROMOTION 402 0376

322 85.6% 0 0.0%Female

131 34.8% 0 0.0%Total Minority
53 14.1% 0 0.0%     Black
35 9.3% 0 0.0%     Hispanic
35 9.3% 0 0.0%     Asian
8 2.1% 0 0.0%     American Indian

86 22.9% 0 0.0%Forty And Over

25 6.6% 0 0.0%Disability

1 0.3% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

54 0Male

208 0White

260 0Under Forty

351 0No Disability

375 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

048 PROF:COUNSELR,ADVISR   

TRANSFER 40 3135

29 82.9% 20 64.5%Female

11 31.4% 10 32.3%Total Minority
0 0.0% 0 0.0%     Black
4 11.4% 3 9.7%     Hispanic
7 20.0% 7 22.6%     Asian
0 0.0% 0 0.0%     American Indian

10 28.6% 6 19.4%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

6 6Male

22 14White

25 20Under Forty

35 26No Disability

35 26Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

049 PROF:ALL OTHER STAFF     

NEW HIRE 5338 954937

3563 72.2% 57 60.0%Female

1554 31.5% 20 21.1%Total Minority
447 9.1% 7 7.4%     Black
297 6.0% 2 2.1%     Hispanic
694 14.1% 9 9.5%     Asian
116 2.3% 2 2.1%     American Indian

1769 35.8% 26 27.4%Forty And Over

176 3.6% 1 1.1%Disability

39 0.8% 4 4.2%Vietnam Era Veteran
54 1.1% 0 0.0%Disabled Veteran

1374 25Male

3003 60White

2882 51Under Forty

4761 82No Disability

4844 79Non Veteran

PROMOTION 513 0479

422 88.1% 0 0.0%Female

144 30.1% 0 0.0%Total Minority
41 8.6% 0 0.0%     Black
18 3.8% 0 0.0%     Hispanic
69 14.4% 0 0.0%     Asian
16 3.3% 0 0.0%     American Indian

197 41.1% 0 0.0%Forty And Over

25 5.2% 0 0.0%Disability

1 0.2% 0 0.0%Vietnam Era Veteran
1 0.2% 0 0.0%Disabled Veteran

57 0Male

282 0White

246 0Under Forty

454 0No Disability

477 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

049 PROF:ALL OTHER STAFF     

TRANSFER 75 6466

54 81.8% 45 70.3%Female

20 30.3% 15 23.4%Total Minority
6 9.1% 4 6.3%     Black
6 9.1% 5 7.8%     Hispanic
8 12.1% 6 9.4%     Asian
0 0.0% 0 0.0%     American Indian

20 30.3% 15 23.4%Forty And Over

2 3.0% 1 1.6%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

11 10Male

43 39White

39 34Under Forty

64 55No Disability

66 56Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

055 CLER:ALL OTHER STAFF     

NEW HIRE 301 3279

191 68.5% 1 33.3%Female

50 17.9% 0 0.0%Total Minority
11 3.9% 0 0.0%     Black
8 2.9% 0 0.0%     Hispanic

24 8.6% 0 0.0%     Asian
7 2.5% 0 0.0%     American Indian

99 35.5% 0 0.0%Forty And Over

7 2.5% 0 0.0%Disability

4 1.4% 0 0.0%Vietnam Era Veteran
1 0.4% 0 0.0%Disabled Veteran

88 1Male

212 2White

163 2Under Forty

272 2No Disability

274 2Non Veteran

PROMOTION 23 021

16 76.2% 0 0.0%Female

9 42.9% 0 0.0%Total Minority
1 4.8% 0 0.0%     Black
2 9.5% 0 0.0%     Hispanic
3 14.3% 0 0.0%     Asian
3 14.3% 0 0.0%     American Indian

4 19.0% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

5 0Male

11 0White

14 0Under Forty

21 0No Disability

21 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

070 CRFT:CRAFTS, TRADES       

NEW HIRE 120 2111

24 21.6% 1 50.0%Female

25 22.5% 1 50.0%Total Minority
5 4.5% 0 0.0%     Black
4 3.6% 1 50.0%     Hispanic

15 13.5% 0 0.0%     Asian
1 0.9% 0 0.0%     American Indian

39 35.1% 0 0.0%Forty And Over

4 3.6% 0 0.0%Disability

2 1.8% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

87 1Male

74 1White

64 2Under Forty

107 2No Disability

109 2Non Veteran

PROMOTION 9 08

2 25.0% 0 0.0%Female

3 37.5% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
2 25.0% 0 0.0%     Asian
1 12.5% 0 0.0%     American Indian

3 37.5% 0 0.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

6 0Male

5 0White

3 0Under Forty

8 0No Disability

8 0Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.



Statistical **
Significance

UNIVERSITY OF WASHINGTON 
Applicant Flow

Total 
Applicant

# of 
Apps

% of 
Apps

Total 
Hires

# of 
Hires

% of 
Hires

EXEMPT /PROFESSIONAL STAFF: 1/1/2007 - 12/31/2007

Total 
Applicants 
Completing

 AAIR***

070 CRFT:CRAFTS, TRADES       

TRANSFER 4 14

0 0.0% 0 0.0%Female

0 0.0% 0 0.0%Total Minority
0 0.0% 0 0.0%     Black
0 0.0% 0 0.0%     Hispanic
0 0.0% 0 0.0%     Asian
0 0.0% 0 0.0%     American Indian

4 100.0% 1 100.0%Forty And Over

0 0.0% 0 0.0%Disability

0 0.0% 0 0.0%Vietnam Era Veteran
0 0.0% 0 0.0%Disabled Veteran

4 1Male

3 0White

0 0Under Forty

4 1No Disability

4 1Non Veteran

Comparators: Female to Male; Black to Caucasian; Hispanic to Caucasian; Asian to Caucasian; American Indian to Caucasian;
40 and Over to Under 40; Disabled to Nondisabled; Vietnam Vet to Non-Vietnam Vet; Disabled Vets to all nondisabled vets and all non-vets.

*  '---'  Indicates number applied and/or comparator is 0.

4/1/2008

*** AAIR = Affirmative Action Information Request
** Statistical analysis method used: Chi-square with Yates correction. "Significant" means p<.05.




