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Equal Employment Opportunity and Affirmative Action Statement of Policy
41 C.F.R. 60-300.44(a)

It is the policy of University of North Georgia not to discriminate or allow the harassment of
employees or applicants on the basis of sex, gender identity, sexual orientation, race, color,
religious creed, national



In addition, employees and applicants will not



Definitions
41 C.F.R. 60-300.2

“DISABLED VETERAN” is (1) A veteran of the U.S. military, ground,



Responsibility for Implementation
41 C.F.R. 60-300.44(i)

Dr. Bonita Jacobs, President, has overall responsibility for implementation of the Equal
Employment Opportunity Policy and the AAP. The University has assigned
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Review of Personnel Policies
41 C.F.R. 60-300.44(b)

University of North Georgia periodically reviews its personnel procedures to determine whether
they ensure the careful, thorough, and systematic consideration of the job qualifications of
employees or job applicants who are protected veterans for jobs filled either through vacancy
or promotion and for educational or training opportunities. The University ensures that its
personnel processes facilitate the implementation of the Affirmative Action Program.

Vacancies are advertised, and applications are accepted from any interested person.
University of North Georgia's employment application, the Careers section of its website, and
all advertisements include a link to the non- discrimination statement to further assure
applicants of the University's policy of equal employment opportunity. An EEO statement will
be included in other recruitment literature should the University use such documents in the
future. All non-executive positions lasting three days or more not expected to fill from within will
be referred to the appropriate state employment service delivery system. In addition, to ensure
protected veterans are aware of our openings, the University will send vacancy
announcements to the sources listed in the Outreach, Positive Recruitment, and External
Dissemination of Policy section

Pibeٲ嘠itive



Review of Physical and Mental Job Requirements
41 C.F.R. 60-300.44(c)

University of North Georgia reviews physical and mental job qualification requirements as job
qualification requirements are established or revised to ensure qualification requirements do
not screen out qualified individuals with disabilities or qualified disabled veterans for reasons
that are not job related or consistent with business necessity and the safe performance of the
essential functions of the job. This review occurs at regular intervals throughout each calendar
year, such as when a job may be advertised or filled through hiring or promotion, when the
duties of a position are significantly revised, and when considering requests for reasonable
accommodation related to the performance of the functions of the position.

University of North Georgia also regularly reviews its personnel processes to ensure any
medical exams or inquiries are conducted in accordance with the Section 503 regulations.
Information regarding the medical condition or history of an individual obtained as a result of
any such inquiry or exam is collected and maintained on separate forms and in separate
medical files and treated as a confidential medical record.

To the extent any physical or mental job qualification measurements are found to potentially
screen out qualified individuals with disabilities or qualified disabled veterans in the selection of
employees or applicants for employment or in other changes in employment status such as
promotion or training, University of North Georgia will ensure the requirements are related to
the specific job(s) for which the individual is being considered and as



Reasonable Accommodations
41 C.F.R. 60-300.44(d)

University of North Georgia has made and will continue to make reasonable accommodations,
which do not impose undue hardship on its business, to the known physical and mental
limitations of otherwise qualified employees and job applicants who are disabled veterans.

Included among the specific accommodations for qualified disabled veterans that may have
been implemented are the following:

· Short- and long-term disability programs provide pay for eligible employees absent due
to disability.

· A personal leave policy enables eligible employees to accumulate paid time off to be
used for medical appointments or personal illness.

· A medical leave of absence may be available to any employee who provides medical
documentation of disability, where the requested absence constitutes a reasonable
accommodation.

·



The University informs employees and applicants of its desire to discuss reasonable
accommodations in various ways, including through the Policy Statement and on the Invitation
to Self-Identify. Both the Policy Statement and the Invitation to Self-Identify are provided to
employees and applicants, and posted for employees to view. Individuals interested in
discussing accommodations may contact Beth Arbuthnot, the Affirmative Action Officer, the
Human Resources Department, and/or the individual's supervisor. Managers and supervisors
are trained to ensure they know what to do if an employee or applicant makes a request for a
reasonable accommodation so that such requests are processed swiftly.

Where an employee who is known to be a veteran with a dis@␀ct栀u
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Compensation
41 C.F.R. 60-300.21(i)

In offering employment or promotions, University of North Georgia does not reduce the amount
of compensation offered to protected veterans because of any disability income, pension, or
other benefit the employee receives from another source. Similarly, the University does not
reduce the amount of compensation offered to an employee or applicant because of the actual
or anticipated cost of a reasonable accommodation needed, requested, or anticipated.
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LƴǘŜǊƴŀƭ /ƻƳƳǳƴƛŎŀǘƛƻƴ tǊƻŎŜŘǳǊŜ

The University has developed an internal communication procedure whereby all employees,
including protected veterans, can raise any issues or claims that may arise during the course
of their employment. General communications procedures encourage any and all employees,
including protected veterans, to discuss such issues or claims. All matters brought to the
attention of the Affirmative Action Officer will be confidentially addressed.
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Harassment
41 C.F.R. 60-300.44(e)

University of North Georgia has developed and implemented policies and procedures to
ensure employees who are protected veterans are not harassed because of their veteran
status.

A copy of the University's Equal Employment Opportunity and Affirmative Action Policy
Statement forbidding harassment against individuals based on protected characteristics is
included in this AAP.
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Training
41 C.F.R. 60-300.44(j)

The University trains personnel involved in the recruitment, screening, selection, promotion,
disciplinary, and related processes to ensure the commitments in the University's AAP are
implemented.
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Internal Dissemination of Policy
41 C.F.R. 60-300.44(g)

The University recognizes that, however strong its outreach program, internal support from
supervisory management and other employees is necessary to ensure maximum effectiveness
of its



against protected veterans. For those sites not subject to a collective bargaining agreement,
no notification of union officials is necessary.
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Outreach, Positive Recruitment and External Dissemination of Policy
41 C.F.R.
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o Other recruitment sources that



�ĂƚĂ �ŽůůĞĐƚŝŽŶ �ŶĂůǇƐŝƐ
ϰϭ �͘&͘ Z͘ ϲϬͲϯϬϬ͘ϰϰ;ŬͿ

8QLYHUVLW\ RI 1RUWK *HRUJLD GRFXPHQWV FRPSXWDWLRQV RU FRPSDULVRQV SHUWDLQLQJ WR DSSOLFDQWV
DQG KLUHV RQ DQ DQQXDO EDVLV DQG PDLQWDLQV WKH GRFXPHQWDWLRQ IRU D SHULRG RI WKUHH \HDUV� $
FRS\ RI RXU GDWD FROOHFWLRQ DQDO\VLV IRU WKH SHULRG RI 0DUFK ��� ���� WR )HEUXDU\ ��� ����
IROORZV�
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University of North Georgia
All DataMarch 1, 2018 Annual Affirmative Action Plan

1944

Number of Protected Veteran Applicants
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Hiring Benchmarks
41 C.F.R. 60-300.45

In establishing a hiring benchmark, the following principles apply:

· The purpose of establishing a hiring benchmark is to provide the University with a
quantifiable method by which it can measure its progress toward achieving equal
employment opportunity for protected veterans.

· The hiring benchmark is not a quota that must be met, nor is it a ceiling that limits or
restricts the employment of protected veterans.

· In all employment decisions, the University makes selections in a nondiscriminatory
manner. Hiring benchmarks do not provide a justification to extend a preference to any
individual, select an individual, or adversely affect an individual's employment status, on
the basis of that individual's veteran status.

· Hiring benchmarks do not create set-asides for specific groups, nor are they intended
to achieve proportional representation or equal results.

· Hiring benchmarks are not used to supersede merit selection principles, nor do they
require the University to hire a person who lacks qualifications to perform the job
successfully or hire a less qualified person in preference to a more qualified one.

· A finding that the hiring benchmark has not been attained does not constitute either a
finding or admission of discrimination.

University of North Georgia has established its benchmark in accordance with the national
percentage of veterans in the civilian labor force as published on the OFCCP website. As of
March 01, 2018, this benchmark percentage is 6.7 percent.
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· Audit its personnel policies to ensure that such policies reflect the University's
commitment to equal employment opportunity and affirmative action for protected
veterans.

Where the affirmative action program is found to be deficient, the University shall endeavor to
undertake necessary action to bring the
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❑  I am not a protected veteran

❑  I declin
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Exhibit B - Annual Notification to Vendors

To Whom It May Concern:

This letter is to inform you University of North Georgia is committed to the principles of equal
employment opportunity. Moreover, as a government contractor



Exhibit C – Annual Assessment of Outreach and Recruiting Efforts

mailto:Michael.McLeod@ung.edu

