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underrepresented. We accomplish this by first conducting an analysis by race, 
ethnicity and gender in job categories within organizational units. To determine 
areas of underrepresentation, we compare the current workforce against 
estimates in relevant labor markets and internal advancement opportunities. If 
underrepresentation is identified, CU Boulder is required to develop effective 
action plans and strategies, such as outreach and recruitment efforts of qualified 
minorities and women, to achieve representation (a/k/a “utilization”).  

 In addition to underrepresentation, the annual Plan analyzes data on 
applicants, hires, promotions and separations of employees to ensure there is no 
unintended disproportionate impact on race, ethnicity and gender. This allows CU 
Boulder to more closely identify potential barriers to equal employment 
opportunities and put strategies in place to help remove them.   
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of minorities and women in the employee population compared to the prior year 
(23.11% and 48.59% respectively). The percentage of female employees for the 
campus has remained fairly consistent over the past several plan years, while the 
percentage of minority employees has increased each of the past four plan years 
from 19.71% in 2017.  

 Figure 1 displays the representation of minorities and women in the 
employee population by officers/administration, faculty, research faculty, 
classified staff, and university staff. Minorities include the total of both women and 
men who self-identify as Hispanic, Native American, Asian, Black, Pacific Islander, 
or two or more races. These racial/ethnic categories are designated by the federal 
government for purposes of statistical tracking. Employees are given the 
opportunity to voluntarily disclose their gender and race/ethnicity upon hire and 
at any point during their career through the employee portal. Figure 2 breaks down 
the employee population by women and the individual minority populations. 
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significance can be impacted by factors such as the numbers of employees within 
the job group. Thus, while some of the job groups below have large differences in 
terms of percentage between the placement goal and workforce representation, 
the number of female and minority employees needed to meet those goals may 
actually only be a few employees. 

Figure 3: Placement Goals 
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faculty job codes—such as Research Associate, PRA, and postdoctoral associate—
were grouped together in large job groups that spanned several departments and 
institutes, regardless of the type of research and area of expertise. These large job 
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with minorities being selected in 28.07% of searches compared to 28.91% last plan 
year. This selection rate was 1.34% less than the representation of minorities in the 
applicant pool. However, these selection rates for minorities still indicate an 
upward trend from the 20.72% selection rate during the 2016 plan year. 

Looking at the selection rates compared with the employee population, the 
percentage of selections for minorities and women is greater than their 
representative percentage in the employee population. Overall, this was the fourth 
straight plan year both women and minorities were selected at a higher rate than 
their respective representation in the current CU Boulder workforce. Among the 
specific minority populations as defined by the federal government, the selection 
rate for each group was within 1% of the representation in the applicant pool. 
Hispanics and Pacific Islanders were both selected at a slightly higher rate than their 
representation in the applicant pool, while Asians, Blacks, Native Americans, and 
those identifying as two or more races were selected at a slightly lower rate than 
which they applied. Of these groups, Asians, Blacks, Hispanics, and Native 
Americans were selected at a greater percentage then their respective 
representation in the current employee population. 
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“Promotions” are movements of current employees into new job codes that 
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Figure 7: Separations* 



 
 
 

15 
 

was lower than would have been indicated by looking at representation amongst 
new hires and selection rates alone. Specifically, minorities among both research 
faculty and university staff left CU Boulder at rates 6.7% and 9.93% greater than 
their representation in the employee population. Similar to female faculty, this 
explains why there was only a slight increase in the overall percentage of minority 
research faculty and university staff despite their higher representation among new 
hires. 

Protected Veterans and Individuals with Disabilities 

 Since March 2014, federal contractors have been required each year to meet 
hiring targets for protected veterans and individuals with disabilities. Like 
minorities and women, if the goal or representation is not met, CU Boulder must 
engage in effective outreach efforts to attract and employ both groups. Applicants 
are asked to self-identify their veteran and disability status during the application 
process. Employees are invited to self-identify upon hire and at any point during 
their career through the employee portal.  

 The federal government annually establishes the protected veteran hiring 
benchmark using the annual national percentage of veterans in the civilian labor 
force. For this past 
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a group to explore options to increase that number, including attending veteran 
career fairs in person and online, posting jobs at specific hiring sites, and partnering 
with agencies that work with veterans.  

The federal government has established an annual hiring benchmark of 7% 
for individuals with a disability. During the past plan year, 4.07% of applicants hired 
at CU Boulder identified as an individual with a disability, a slightly lower rate than 
the representation in the applicant pool (4.42%). The percentage of hires of 
applicants with a disability increased 0.52% from the prior year and the 
representation in the overall applicant pool increased by 0.20%. Similarly, 397 
employees (4.52%) of the current CU Boulder workforce identify as having a 
disability. While the slight increase in the number of hires of individuals with a 
disability indicates that the campus is moving in the right direction, CU Boulder 
continues to fail to meet the federal hiring benchmark. Consequently, CU must 
identify and engage in specific outreach recruitment efforts to attract qualified 
applicants with disabilities and ensure that they do not face obstacles during the 
selection process. CU Boulder must continue to partner with local and state 
agencies to help increase the number of individuals who apply for jobs at CU  
Boulder and are ultimately hired. These efforts will be especially important in the 
coming years, as the OFCCP has begun to initiate focused audits that examine the 
practices of federal contractors solely with respect to their practices regarding 
individuals with a disability. 

Current Actions and Initiatives for the Future 

The University of Colorado Boulder is committed to building an environment 
that embraces inclusive excellence where diversity can thrive. With that in mind, 
we remain focused on meeting compliance obligations under affirmative action 
requirements designed to increase the representation of minorities, women, 
protected veterans and individuals with disabilities while respecting equal 
opportunity for all protected classes. To achieve success, we recognize the need for 
self-assessment, accountability and commitment towards making necessary good 
faith efforts.  

During the prior plan year, the following initiatives were identified for CU 
Boulder to work towards: 
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• Continue recruitment outreach efforts for underrepresented populations, 
specifically veterans and individuals with disabilities 

• Continue the diversity and inclusive hiring practices training for faculty 
search committees, while also making the training available to other 
populations on campus  

• Enhance opportunities for professional development on diversity and 
inclusive excellence 

• Improve and refine data in the plan with respect to research faculty 
• Utilize data more strategically to drive future decisions 

In the summer of 2019, CU Boulder began focusing on improving the faculty 
search and recruitment processes to increase diversity among CU Boulder faculty. 
To that end, an online course on inclusive hiring and implicit bias was developed by 
the Diversity Search and Outreach Program Manager, the Affirmative Action 
Officer, and an Instructional Designer within Human Resources. Along with the 
course, resources were made available on the HR website to faculty, academic 
departments, and research institutes to provide guidance on conducting an 
inclusive and compliant faculty search. Beyond the online course, the Affirmative 
Action Officer, the Diversity Search and Outreach Program Manager, and members 
of the Talent Acquisition team met with the majority of faculty search committees 
to discuss affirmative action requirements, inclusive recruitment and candidate 
evaluation practices, implicit bias, and the features of the CU Boulder applicant 
tracking system, Avature. The in-person trainings had the full support of both HR 
and the Provost. 

The necessity of the training for faculty search committees was highlighted 
by the selection data from the last plan year for teaching faculty at CU Boulder. In 
the year before the training was implemented, applicants identifying as minority 
constituted 37.42% of the applicant pool, but were selected for hire in 18.69% of 
searches, roughly half the rate at which they applied. As was noted above, this is 
the first year since the training was implemented for which data is available. The 
difference between the application and selection rate for minorities was decreased 
to 7.87%, an almost 11% improvement in the selection rate for minorities. While it 
can be difficult to draw conclusions based on one year of data, the diversity training 
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With respect to data, the Affirmative Action Officer continually engages in 
efforts to provide more accurate and useful information for the campus. An 
example of this was how the research faculty job groups were organized in past 
campus plans. As explained above, previously several of the research faculty job 
codes—such as Research Associate, PRA, and postdoctoral associate—were 
grouped together in large job groups that spanned several departments and 
institutes, regardless of the type of research and area of expertise. This resulted in 
space scientists and researches being grouped with engineers and medical 
scientists. These large job groups did not reflect the varied nature of the work 
performed by employees in those job groups, nor did they allow an accurate 
calculation of the labor pool and applicant availability. The current research faculty 
job groups reflect the type of research and work performed by employees in each 
job group.  

The complete affirmative action plan is available for review at the CU Boulder 
Department of Human Resources by contacting the Affirmative Action Officer at 
303-735-9019.  

 


