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Agenda

AAP at MIT - Overview

= How to Create an AAP
— Availability & Placement Goals
Plan Good Faith Efforts
— Adverse Impact
= Review and Plan Actions

— Veterans & Individuals with Dicabiliti
velerans & ingiviguals with visapnitl

Recap: Key Responsibilities for AAP Admins in Response to Reports

= What’s New and Future developments

Also see Appendices slides
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Affirmative Action at a Glance (part 1)

= In order to address long-standing inequities, it’s not enough just
to try to act without bias.

Rather, proactive steps (affirmative actions) are required to
ensure equal employment opportunities.

= Federal regulations require contractors to plan and carry out
Affirmative Actions to provide equal opportunities, based on:
Sex
Ethnicity/race

Veteran status

Disability status
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Different methods are required for identifying issues involving sex and race vs
veterans and individuals with disabilities.



Affirmative Action at a Glance (part 2)

= Plans are not submitted to the government, just presented during
government audits.

= Annual analysis and planning are required

— Mid-year updates are optional unless under audit.
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In the past, mid-year reports were generated every year. Currently, a decision on
whether to issue mid-year reports is made each year. There will be no mid-year
reports this year.



The Importance of Affirmative Action Compliance

= MIT’s Affirmative Action plans could be audited by the OFCCP in
any year.

— Negative findings could lead to anything from instructions to change
our practices to loss of government contracts.

= Affirmative Action Planning supports the Institute’s own diversity
values

— The reports help us identify places where what we’re doing is working
and places where we need to improve.
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What’s Affirmative Action Planning like at MIT? (part 1)

= AAP Plan Year is November 1 through October 31
— Annual reports are based on
= a snapshot of employee data as of 10/31, plus

= hires, promotions, and terminations from the previous year (Here,
11/1/2020 - 10/31/2021)

= Ongoing challenge: Low rates of self-identification of
ethnicity/race, veteran status, and disabilities

— HR visually identifies ethnicity/race for those employees who don’t
self-identify, based on MIT ID photos.
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* Mid-year reports, if any, are based on a 4/30 snapshot and activities from 11/1 to
4/30.

* Knowing what we mean by, say, AAP Plan Year 2020 is confusing. Plan Year
2020, which ran from 11/1/2019 — 10/31/2020 was the period in which you were
to carry out plans that were made based on data from 11/1/2018 — 10/31/2019.
However, you weren’t able to make the plans until well into the AAP Plan Year,
due to the time it takes HR to gather the data, generate the reports, and distribute
reports to you. So, you carried out the plans for AAP Plan Year 2020 from April
2020 through February 2021 (at which point the Plan Year 2021 reports reached

you).
* A planned, Institute-wide campaign to increase self-identification has been
delayed, first by changes in leadership and then by COVID-19.



What’s Affirmative Action Planning like at MIT? (part 2)

= DLCs are grouped into 24 separate AA Plans (or AAP Units), 23 on
campus plus Lincoln Lab

— Responsible party: an AAP Administrator in each AAP Unit

= Roles:

— Reports are produced by VP HR

— AAP Administrators review their reports and plan actions in response
= In large AAP Units, DLC HR staff should be involved

— AAP Admins present the results and planned actions to their leaders

— The AAP Specialist in VP HR (Riley) provides support

- .
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A list of AAP Admins is available here: https://hr.mit.edu/diversity-equity-
inclusion/aap/admins

Creating new AAP Units or moving DLC’s from one Unit to another part-way
through the year creates systems challenges, so whenever possible, we wait until the
next AAP Year to do so.

The number of AAP Units may change again. We may consider consolidating into a
smaller number at some point.



What’s Affirmative Action Planning like at MIT? (part 3)

+ The Enriching Diversity app on Atlas allows AAP Admins to
— retrieve annual (and mid-year) reports
— record Good Faith Efforts toward addressing problem areas
— throughout the year,
= monitor the diversity of applicant pools for open positions and
= generate serious-search reports

= Contact diversity-data@mit.edu to

— Request access for any HR professional in your AAP Unit
— Get help logging on or using the tool
— Request a demonstration

— Report issues

-
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Department-level HR professionals in your AAP Unit may use Enriching Diversity
for their departments’ requisitions to monitor the pool’s diversity and to generate
search reports.



Calendar for Affirmative Action Planning

Date Milestone/Project Task Groups involved

March = Training & Consultations for AAP Admins = AAP Specialist
2022

April = Plan responses to any Placement Goals = AAP Admins
2022 and Adverse Impacts

= Record Good Faith Efforts in Enriching *  AAP Admins
Diversity
= AAP Specialist

= Consultations — 2% round (optional)

May = Present report results and Good Faith = AAP Admins
2022 Efforts to senior leader of each AAP Unit
= Provide Institute-wide results to Academic
Council and other key leaders = VPHR
Thru = TImplement and update Good Faith Efforts = AAP Admins
Feb 22
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Your responsibility is to review the reports, determine what actions are necessary in
response, and, for each Placement Goal, record Good Faith Efforts in the Enriching
Diversity tool in Atlas.

***In 2021, presenting to senior leadership happened on short notice. This year, we
will plan in advance and incorporate lessons learned from last year.

The May timeframe for reporting to leaders is not set in stone. The aim is to present
the information while it is fresh and, ideally, before summer breaks.



To Create an AAP - Step 1: Organize the Data

1. Review the DLC’s in each Affirmative Action Plan Unit

* Map new organizational units to an AAP Unit and re-map others
based on re-organizations

« Create new AAP Units or merge existing ones as appropriate

2. Place jobs into Job Groups

« Determine which jobs are subject to Affirmative Action
regulations

» Group jobs that are similar in content, wages, and opportunities

« Give each Job one of the EEO Job Classification Codes used in the
latest Census (2010)
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Every School has its own AAP Unit. Other AAP Units were defined several years
ago, with minor adjustments since.

We must ensure each AAP Unit is still large enough (50 people) and cohesive
enough to remain; merge or create new AAP Units as needed

EEO = Equal Employment Opportunity
MIT’s AAP excludes co-ops, fellows, and graduate assistants.

The 2023 AAP Reports will use new Census data and new EEO Job
Classification Codes.

Find the current list of job groups, and a report of which jobs are in which job
groups, on the AAP Resources page:
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Overview of Step 2: Identify & Address Placement Goals for
Women & Minorities

« For every job group, VP HR compares the % of women & minorities (and
members of each race separately) in

- our current workforce vs
- the population of qualified potential applicants, internal & external.

«  Where there’s a statistically significant difference, the job group is
subject to a placement goal. In that case, the AAP Unit must:

- aim to hire & promote members of that protected group into the job
group at a rate matching their % of the qualified pool.

- plan actions (good-faith efforts) to address every placement goal

- and review the effectiveness of past good-faith efforts, making
changes as needed.
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The next several slides go into detail about how this is done.
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Step 2a: Calculate Availability of Women and Minorities

» Purpose: To determine the % of the qualified, potential applicants
who are women or minorities for each job group.

- This availability will be compared to the % of employees in the
job group who are women or minorities.

» Availability is the weighted average of the % in each of these
sources of potential applicants:
1. Qualified residents of the geographic area from which externai
applicants are recruited
* Qualified = listed in the latest U.S. Census as working in the
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2. Internal “feeder” job groups (for promotions)

3. Other external sources, such as recent graduates based on NCES data
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Availability by Job Group

most job groups use the greater Boston area including NH and RI; some use the
US or a blend of the US and the local area

NCES = National Council on Education statistics, e.g. can look at new PhD’s for
faculty by field

Weighting:

If most positions in a job group are filled internally, then the highest weighting
will be on the “feeder” job groups.

If a job group contains only entry-level jobs, internal feeder job groups will have
a weight of 0%.

Most job groups have a 0% weight for “other data sources” like NCES
graduation rates.

12



How Availability is Shown in the AAP Report

3C : Acad-Resch/Exc Vis (Total Employees : 324)

| Females I | Minorities |

weight %[|[  Tota: 77 ||l  Total: 185 |

Raw % | Net% | Raw %| Net%

1a. Recruitment (local) 00: 00 00: 00 0.0 !
1b. Recruitment (non-local) 98.0 E 471 46.2 E 251 246
1c. Training Institutions 0.0 0.0 0.0 ! 0.0 0.0
2a. Promotable/Transferable 201 200 04 1 200 04 !
2b. Persons Trainable 0.0 . 0.0 0.0 | 0.0 0.0 !
3. Custom Factor 0.0 . 0.0 0.0 . 0.0 0.0 |

100.0 '
Total Availability % 46.6 25.0

Statistical Sources:
Factor 1b: 2006-2010 American Community Survey (Residence Table 1R) Statistics for MC-3C.

Factor 2a: Internal promotions are from all jobs within job group 3D.
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If math isn’t your thing, wait this slide out. The crucial info is on the next slide.
This slide and the next show subsets of what’s on this page of the Report, for
simplicity.

Numbers of Employees:

* The total count is in the top heading. The # of females and of minorities appears
in the column heading boxes.

Weight

* la & 1b Recruitment Local and Non-Local: You’ll see a zero in one of these
rows, because we’ve combined them: For each job group, we’ve created a
combined geographic area that includes some percentage of local availability and
some of national availability.

*  We generally don’t use 1c or 2b.

* 3 Custom Factor is where we put graduation statistics.

Statistics

* The Raw % numbers are the % of females or minorities in that row’s population.

¢ Details about where the raw %s come from are under Statistical Sources at the
bottom.

* Total Availability % (pink) is what your workforce will be compared to.

In the next slide, we’ll look just at females, picking up from the Total Availability.
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Step 2b: Compare Employee Demographics to
Availability and Set Placement Goals

If the utilization (the “current %” of females/minorities among the
employees) is less than the total availability by > 2 standard
deviations, a placement goal is set. Look for “Yes.”

3C : Acad-Resch/Exc Vis (Total Employees : 324)

| Females I I Minorities I

| Total: 77 !“[ Total: 185 |
Total Availability % 25.0
Current % 23.8 574
2 Standard Deviations Test 8.2395 -13.34
Persons Under*, 2 Std Dev 56.0 0.0
Placement Goal?*, 2 Std Dev Yes No

-
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Things to note:

* This slide shows the rows that appear below what was shown on the previous
screen.

The Upshot

* The crucial piece of information is the “Yes” or “No” in each column, indicating
whether there’s a placement goal.

Details
* Total Availability % is the same information as on the previous slide.

* Current % is the percent of people in the job group as of 10/31 who are females
or minorities.

» If standard deviations number is >2, the difference is statistically significant, and
there is a placement goal for this job group.
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Placement Goals by Individual Ethnicity/Race Category

We generate placement goals not just for minorities as a whole, but also for
each ethnicity/race:

Availability Analysis
41 CFR Section 60-2.14
3C : Acad. Vis (Totnl ployees : 324)
Females | Minorities Black | Hispanic ([ Asian ]| Am. indian_]|([ P-em-w-u-n| | Two or More |
Weight %) | Total: 77 ||| Total: 185 | ] Total: 4 ||| Totai: 23 |||| Total: 157 [ Total: 0 ]"[ Total:0 || Tota:1 |
Raw %| Net% [ Raw %[ Net% ][Raw/] Net % | Raw %[ Net% |[ Raw %[ Net% || Raw %[ Net% | Raw %[ Net% [ Raw %[ Net%
1a. Recruitment (local) 00! 00 00! 00 00! 00 00! 00 00! 00 00! 00 00 00 00! 00 00
1b. Recruitment (non-local) 980 | 474 462} 251 246 55 54 51 50! 125 123! 02 02: 00 00 17 17
1c. Training Institutions 00! 00 00} 00 00! 00 00: 00 00: 00 00: 00 00! 00 00! 00 00
2a.Promotable/Transferable 20 | 200 04 i 200 04, 00 00} 00 00 200 04; 00 00} 00 00 00 00
2b. Persons Trainable 00 00 00 00 00: 00 00! 00 00: 00 00: 00 00! 00 00: 00 00
3. Custom Factor 00! 00 00! 00 00! 00 00: 00 00: 00 00; 00 00: 00 00! 00 00
100.0 ! ' ' : :
Total Availability %~ 46.6 250 54 50 127 02 00 17
Curent% 238 571 12 74 485 00 00 03
2 Standard Deviations Test ~ 8.2395 13.34 33173 1733 -19.33 0.8058 0.0000 19374
Persons Under*, 2Std Dev  56.0 0.0 53 00 0.0 00 00 0.0
Placement Goal?", 2 Std Dev Yes No Yes No No No No No

Statistical Sources:
Factor 1b: 2006-2010 American Community Survey (Residence Table 1R) Statistics for MC-3C.

Factor 2a: Internal promotions are from all jobs within job group 3D.
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The earlier slides showed only women & minorities for simplicity.
Note that

* there may be a placement goal for a particular race, even if there’s no Placement
goal for Minorities.

* Enriching Diversity can’t yet show placement goals or record Good Faith Efforts
for a specific race.



Facts About Placement Goals

* They serve as objectives and targets for hiring and promotion
» They are not quotas and do not create set-asides

» They are intended to bring the utilization (workforce
demographics) up to the availability over the course of years

« They are not targets for the utilization that year

« The

are to be addressed through

= <

— recruiting/attracting qualified applicants in protected groups,

— removing bias from the hiring process, and

— encouraging (not requiring!) self-identification

They do not justify preferential treatment
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Specific examples of the types of actions to address placement goals are on a later

slide.
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Crucial for every hiring manager to understand:

= We hire the most qualified applicant for every opening.

= Race, gender, veteran status, and disability may serve only as a
tie-breaker.

= There are many tools and methods for increasing diversity in hiring
without resorting to preferential treatment.
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We’ll talk about these tools and methods shortly. Making hiring managers aware of
them is an important way to respond to Placement Goals.
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Step 2c: Assess Progress Toward Previous Goals

If an AAP Unit had Placement Goals last year, we must compare the

hiring & promotion activity over the year to last year’s goal.

» This part of the Report helps assess whether last year’s Good Faith
Efforts were effective or need adjustment.

* Note: Meeting last year’s goal doesn’t prevent a goal this year,
because it can take many years to address a large discrepancy.

3A: Acad-Instruc/Exc Vis (Total in Base Group : 28)
| ——

|
Total Hires: 12 Total Promotions: 0 Female |L Vinority |
Base Group 13 2
Previous Placement Goals % c.c \{25.6
Actual Placement Rate % 66.7 33.3
Actual Placement (Hires) 8 4
Actual Placement (Promotions) 0 0
Met Goal? Yes Yes
I I I o | 'F;'fé
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In contrast to the previous step, this does not compare the utilization
(demographics of your workforce) to the availability. Instead, it compares the
% of female or minority hires and promotions to the availability. For Plan Year
2022, these are the hires and promotions from 11/1/2020 — 10/31/2021.

If there was no placement goal last year, there will be “0.0” in the 2"d row.
Annoying: The final row should say “n/a” in this case, but the software we use
puts “Yes.”



Step 2d: Plan “Good Faith Efforts” to work toward
the Placement Goals

Good-Faith Efforts are actions intended to do one or both of these:

= increase the number of qualified female or minority applicants
(external and internal)

= remove bias from the hiring process

Good-Faith Efforts are not outcomes (e.g., “Hire two women”)
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* Do not include general diversity efforts as Good Faith Efforts. GFE’s should be
targeted toward the relevant protected group.
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Step 2d (cont): Plan “Good Faith Efforts” to work
toward the Placement Goals

= Methods for increasing the number of qualified female or minority
applicants (external and internal) include, among others

— Removal of unwelcoming language from job postings
— Targeted advertising or recruitment at specific events

— Working with Co-Leads of Employee Resource Groups

— Training programs for employees in promotable groups
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Stafting Services’ website has rich resources. See an upcoming slide
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Step 2d (cont): Plan “Good Faith Efforts” to work
toward the Placement Goals

Methods for removing bias from the hiring process include, among
others

— Training hiring managers

— Removing identifying information from resumes (if warranted - tricky)

— Coaching hiring managers using demographic statistics (see next slide)

-
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Stafting Services offers very good trainings. See the next slide.

Redacting resumes can be helpful where there is a pattern of diversity being lost
between the applicant pool and phone screening or interviewing. It is time
consuming, and the decision when and how to use it can be complex.
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Coaching hiring managers using statistics

1. Use the Requisitions tab in

Enriching Diversity to =/b Gronp Demegraphics

5T-Admin & Office Mid level

a) check whether a requisition has Py

placement goals e

No

b) review applicant demographic
stats at each stage of the hiring

process
1 Total Pool 900000000000000000 10 of 18 (55.6%)
2 - Applicant Review 00000000000 60f 11 (54.5%)
3.- Phone Interview YY) 20f3 (66.7%)
I I I -
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* Once you’ve selected a requisition, the Job Group Demographics will appear at
the top of the page, and the demographics of applicants who’ve reached each step
(shown as circles) will appear at the bottom of the page.
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Coaching hiring managers using statistics (cont.)

2. coach hiring managers - without revealing any candidate’s
demographics - to increase the chances of diversity at each step:

a) If the initial pool lacks diversity, doing more targeted recruiting

b) If diversity is lost between one step and the next, expanding the
number of qualified applicants to bring to the next step
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* After an HR professional views the diversity of applicants who have made it to
each stage in the process so far, they may coach the hiring manager with
suggestions such as the following:

* “The applicant pool has few minorities. It would be good to pause the
process while you do some more targeted postings and outreach.”

* “The list of applicants you’ve selected for phone screening is less diverse
than the overall applicant pool. To try to capture some of that diversity,
increase the number of promising applicants who will be phone
screened.”
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Resources from the VP of Human Resources

= See the “Hiring Process Overview” page on HR’s website:

https://hr.mit.edu/managers/hiring

= Overall theme: planning before posting leads to success
= A few highlights include:

— Advertising and diversity outreach section:

= Tips for outreach

= Courses on bias-free hiring and interviewing taught by Staffing
Services
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There’s wealth of resources for planning.

Thanks to the Staffing Services team for this page!



Upcoming “live” courses

= Hiring at MIT: Bias-Free Practices

AVAILABLE SESSIONS

03/15/2022 1200PM-01:30PM  Zoom
04/13/2022 1200 PM-01:30PM  Zoom
05/11/2022 01:00 PM-02:30PM  Zoom
- Hhiring af MIT: Candiirding Infamziawe
= rmrmg at wui. Lonuaucuing mitcrvicws

AVAILABLE SESSIONS

03/09/2022 12200 PM-01:30PM  Zoom
04/06/2022 12200PM-01:30PM  Zoom
05/04/2022 12200 PM-01:30PM  Zoom

I I I Ll
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Sample Good-Faith Efforts

= External recruitment:
“We will post any openings in this (these) job group(s) to job boards
specific to women in the field.”

= Internal recruitment:
“We will work with the leaders of the Asian Pacific American (APA)
Employee Resource Group to determine the best way to encourage their
qualified members to apply to any openings in this (these) job group(s).”
= Internal pipeline:
“We will offer mentoring to interested entry-level Administrative and
Office Assistants to help prepare them for promotion to mid-level jobs.”

= Removing bias:
“Hiring managers likely to have openings in this(these) job group(s) will
attend training in bias-free hiring and interviewing best practices.”

I I I L LI-|
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NOTE: Each of these only needs to be entered once for the whole job group for the
year. There’s no need to enter a Good Faith Effort for every opening.

The most effective Good Faith Efforts address the specific situation. For instance,

* recruiting additional qualified women to apply will not help much if the hiring
manager resists hiring someone who might need maternity leave, while

* training hiring managers won’t help much if postings are not reaching qualified
minorities in the field.
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Step 2e: Record Good Faith Efforts

+ Design Good Faith Efforts (GFEs) to address all Placement Goals (if any) for
women, minorities, and any specific race

« Record GFEs for women & minority placement goals in Enriching Diversity

only for job groups w/placement goals - not broader diversity efforts

not required for Veterans and Individuals w/Disabilities, even though these
appear in the drop-down list with women and minorities

If a GFE addresses more than one goal, select multiple goals when entering it
Keep GFEs brief - no need for detail

= Auditors will expect you to have carried out whatever you recorded, so
leave yourself room to adjust the details as you carry out your plans.

= The “Activity” field is brief, 255 char; longer text goes in “Notes” field

» Document GFEs for individual races outside of Enriching Diversity for now

Feel free to send them to me for easy retrieval in case of audit.

-
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Hoped-for future improvements to Enriching Diversity’s Good-Faith Efforts tab:

- Ability to record GFEs for individual races

- Easier interface for selecting the goal(s) for which you’re entering the GFE
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Step 2f. Assess Good Faith Efforts

+ Assess performance of GFEs

— During the plan year, refer to 79.2%
the Progress Toward Goals 33.3%
section of the Placement Goals (i ]
tab on Enriching Diversity,
which shows the demographics i
of hires and promotions so far 0/0
this year

33.33%

— At year end, refer to the Goals
Progress section of the
following year’s Report (as
shown previously)
3A : Acad-Instruc/Exc Vis (Total in Base Group : 28)
P 0 o prior gool [l Compure these [
|Tota| Hires: 12 Total Promotions: 0 \ Female IL M

Base Group 13 2
Previous Placement Goals % 0.0 256
Actual Placement Rate % 66.7 333
Actual Placement (Hires) 8 4
Actual Placement (Promotions) o 0
Met Goal? Yes Yes

None

50.0%

013
0/0

0.00%

I I I I Massachusetts Institute of Technology
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It’s not “good faith” if you keep taking the same, ineffective actions
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Step 2g. Update Good Faith Efforts

+ Update and document GFEs

— Upload some type of evidence that you took the action, such as an invoice, a
copy of an ad, a photo of a job-fair badge, etc.

— Update the status to “no opportunity occurred” (if there were no hires or
promotions in that job group for the year) or “complete”

— Update GFEs either throughout the year or at the same time as you set new
GFEs for the new year
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In the drop-down list for selecting the Placement Goals for a particular Good-Faith
Effort:

- Items for Veterans and Individuals with Disabilities are in the list. Currently,
you aren’t required to record GFE’s for these, although you may.

- You may select as many Placement Goals as a particular GFE addresses.

You don’t need to record your GFE in detail. Auditors will expect you to have
carried out whatever you recorded, so leave yourself room to change the
specifics as you carry out your plans.



Overview of Step 3: Identify, Analyze, & Address
Adverse Impact

= Adverse impact consists of ways in which employees & qualified
applicants are being
— hired,
— promoted, or
— terminated

disproportionately based on

— sexor
— ethnicity/race.

= Adverse impact can be found against males or white people, as
well as against females or members of other races.

— Flags possible instances of preferential treatment that go beyond
equal opportunity.
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This is a different way to look at equal employment opportunities.
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Step 3a: Identify Adverse Impact

To identify adverse impact, the personnel transactions over the
previous year are considered for each job group.

— Includes hires, promotions, and terminations
— Date range is 11/1/2020 - 10/31/2021

The rates at which people of each sex or race are hired are
compared to each other.

— The same is done for promotions and terminations.

Where there’s a statistically significant difference, adverse

2 T Py pmen |
Hrpacu n nicatcu.

Here are some examples...
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Adverse Impact Example: Applicant Flow (Hiring)

A Job Group has 4 open positions. In total, 4 women & 8 men apply.
(These 12 are the base group.)

Two women and 2 men are hired.

50% ‘rf\ r’\ 25%

Female placement rate = 50%
Male placement rate = 25%
Females are the most favored group.

Males have adverse impact if the difference between the male &
female placement rates are statistically significant.
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Terminology for Hires/Applicant Flow:

* The base group for hires/applicant flow is the set of qualified applicants for all
positions into which someone was hired during year.

* The placement rate for a particular sex or race is the % of applicants of that sex
or race who were hired.

* For hires/applicant flow, the most favored group is the sex or race with the
highest placement rate.



Adverse Impact Example: Terminations

A Job group has 24 employees, including 10 of the Blue race, 8 of the
Purple race, and 6 of the Green race. (These 24 are the base group.)

Three Blues, 2 Purples, and 2 Greens are terminated.

>0

/>¥k )

>>(/

olole
%

S5
\x/\

/
>0
SH0

\/

‘ o/ 30% "A/ 25% ‘/ 33%

The termination rates are:
Blue: 30% Purple: 25% Green: 33%

>0
>0

Purples are the most favored group.

Blues and/or Greens have adverse impact if the difference is
statistically significant.
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Terminology for Terminations:

* The base group for terminations is the set of employees in the job group at the
beginning of the year.

* The termination rate for a particular sex or race is the % of applicants of that
sex or race who were terminated.

* For terminations, the most favored group is the sex or race with the lowest
termination rate.



How Adverse Impact is Shown in Reports

Adverse Impact Analysis (Promotions - From/Within)
Job Group 5U : Sec/Adm/Cler 5
11/01/17 - 10/31/18

Fisher's Exact
Base Group H Promotions | % Prom. I Statistically Significant? Expected | Difference |
Female 149 8 54
Male 38 2 53 1.0000 (No) 2 0
Hispanic 11 3 273
White 137 6 44 0.0203 (Yes) 8 2
Black 18 0 0.0 0.0452 (Yes) 1 1
Asian 17 1 59 0.2693 (No) 2 1
Amer. Ind. 0 0 0.0 N/A
P. lelanderMawaiian 0 ] 00 N/A
Two or More 4 0 0.0 0.5165 (No) 0 0

Notes:
® The highlighted rows are the favored groups to which the other groups are compared
m The two tailed Fisher's Exact result is statistically significant when it is less than or equal to .05.

+  “Expected” is the number of people of that gender or race who would have to have been
promoted to have avoided a statistically significant difference from the protected group.

+  “Difference” is the number of additional promotions that would have been needed to avoid a
finding of adverse impact.
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* Asin the “Notes” in the screen shot: The highlighted (gray) rows are the favored
groups, and statistical significance occurs at less than .05.

Terminology for Promotions:

* The base group for promotions is the set of employees in the job group at the
beginning of the year.

» The promotion rate for a particular sex or race is the % of applicants of that sex
or race who were promoted.

* For promotions, the most favored group is the sex or race with the highest
promotion rate.



Step 3b: Investigate Adverse Impact

= Review the specific employment actions involved to determine
whether action is necessary.

= Adverse impact may or may not indicate a problem - it is simply
flags a potential pattern or problem.
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I’ll provide the list of employment actions for you to review.

Determining whether an adverse impact indicates a problem that can be addressed is
tricky.

Consider a job group that has an adverse impact against Asian employees regarding
terminations. You may discover that three Asian employees moved away because
their spouses got new jobs. Is that a coincidence outside the AAP Unit’s control, or
does that suggest that the employees’ MIT jobs weren’t appealing enough to
compete against the spouses’ new opportunities? It depends on factors that you may
or may not know, such as whether the spouse is the primary breadwinner.
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Step 3b: Investigate Adverse Impact (cont.)

Examples: Problem or not?
= Terminations: Black employees leave for other employers, year
after year, and the Quality of Life Survey indicates a climate issue

= Terminations: One female employee commits a fire-able offense,
and several female employees reach retirement age.

= Terminations: Female post-docs leave at a higher rate than males,
and they all go to professorships at top-notch universities

= Hiring: A manager does not consider any white, male applicants

LS AR 104 LELR A LESAR LY VST

er n
et pro
another job are overlooked, and the overlooked job has more
minorities

= Promotions: Those in one job get promotions while those in
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Super difficult:

Consider a job group that has an adverse impact against Asian employees regarding
terminations. You may discover that three Asian employees moved away because
their spouses got new jobs. Is that a coincidence outside the AAP Unit’s control, or
does that suggest that the employees’ MIT jobs weren’t appealing enough to
compete against the spouses’ new opportunities? You may be able to find helpful
information in exit interviews, engagement surveys, or the Quality of Life Survey,
but you may not be able to find out for sure.
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Step 3c: Address Adverse Impact

= Plan actions targeted to address any issues you identify in your
analysis. Examples include:

— Terminations: Improvements to the climate to promote retention
— Promotions: Training, mentoring, and succession planning

— Hiring: Actions similar to Good Faith Efforts

= Currently, Enriching Diversity doesn’t have a place to enter these
plans; please retain your own documents of your analysis and any

planned actions.

— If you would like to send these to me, so they can be found easily in
case of audit, that’s great.
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Veterans and Individuals with Disabilities

= Currently, MIT’s AAP Admins are not required to record their plans
for addressing problem areas

= Low rates of self-identification sometimes reflect fear of stigma
and lack of trust

= These are analyzed differently from women and minorities...

I I I i E
l I Massachusetts Institute of Technology Page 38

(no notes)
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Step 4: Compare to National Targets/Benchmarks for
Protected Veterans and Individuals w/Disabilities

» As with placement goals, these targets/benchmarks

— are objectives for hiring & promotions, addressed through
recruitment, fair practices, and encouragement of self-1D

— are not quotas and do not create set-asides

* Unlike placement goals, they

— are set based on nationai avaiiabiiity across aii job groups.
The government specifies the percentages each year.
5.7% for Veterans for AAP Year 2022
Still 7.0% for individuals w/disabilities
— don’t use a statistical test; any difference counts

- .
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Different laws cover equal employment opportunity for protected veterans
vs individuals with disabilities vs women & minorities, and the regulations
differ in some large and many small ways. The principles and the types of
actions we should take are similar, however.

Note that the law protecting veterans from discrimination also protects
spouses of veterans.
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Step 4a: Veterans

Hiring Benchmark for Protected Veterans National
41 CFR Section 60-300.45 availabi lity
For 2022: 5.7%

Veteran Hiring Benchmark : 6.4% For the AAP
Veteran Hires & Promotions Ratio : 0.5%

Unit overall

* The hires & promotions ratio is the percentage of those hired or
promoted who self-identified as veterans.

« The ratio shown in the report applies to the whole AAP Unit, not
broken down by job groups.

* Note: A software bug may display wrong Veterans benchmark in the
report: 6.0% instead of the correct 2022 value of 5.7%
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[No notes for this slide]
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Step 4b: Individuals w/Disabilities

Utilization Summary of Individuals with Disabilities

(By Job Group using the Any Difference Rule)
41 CFR Section 60-741.45

Disabled Disabled Met Persons

Employees Disabled Availability % || Utilization % Goal? Under
3U : Resch Spec, Tech Asst/Assoc 48 2 70 42 No 134
3W: Spon Resch Staff 3 0 70 0.0 No 021
41 : Admin Prof Level | 53 0 70 00 No an

«  “Persons Under” is the number of additional individuals with
disabilities who would have brought the utilization up to
match the availability.
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This shows each job group separately.



Recap: Key AAP Admin Responsibilities in Response
to Reports (part 1)

1. Update any Good Faith Efforts e
from last year in Enriching Diversity Gm_ijEff .
— Update the status to “complete” "

or “no opportunity occurred”

— Upload some type of evidence that you took the action, such as an

invoice, a copy of an ad, a photo of a job-fair badge, etc.
Demoprapnics  Requisions TR Picement o
2. Download your 3 Reports from the — . |

Enriching Diversity Reporting tab e aren

Bl Download
2 ese reports |Au .
n Reports

=
III Pageﬂn
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We will review these steps in your consultations.
1. Ifyou had no Placement Goals last year, skip this step.

2. Ifyou have trouble accessing the reports, write to diversity-data@mit.edu
describing the problem with specifics.



Recap: Key AAP Admin Responsibilities in Response
to Reports (part 2)

3. Review the Effectiveness of Last Year’s GFEs
— Refer to the “Progress Toward Goals” section of the W&M Report

4. Develop GFEs for any 2022 Placement Goals by 4/30/2022

Sl Goodramnimons i

- Enter GFES for Women & Minority Good Faith Eﬁortsm Enter GFE(s) to cover

every Placement Goal

Placement Goals in Enriching Diversity

— For specific Ethnicity/Race Placement Goals, document and retain GFEs

separately (not yet available in Enriching Diversity)
5. Review any Adverse impacts
— Determine whether any actions are necessary

— If needed, document planned actions (outside Enriching Diversity)

I I I i m
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3. If you had no Placement Goals last year, skip this.

4. If you have no Placement Goals this year, skip this. Otherwise, remember: Keep
the text for a GFE under 255 characters; add more to the Notes if needed, but don’t
go into detail

5. If you have no Adverse Impacts this year, skip this.



Recap: Key AAP Admin Responsibilities in Response
to Reports (part 3)

6. Meet with your AAP Unit’s leader in May to share the results of
the AAP Reports and any Good Faith Efforts or other planned
actions

7. Until you receive next year’s reports:

— Carry out any plans to address Adverse Impacts and adjust based on
experience

— Carry out Good Faith Efforts

— Update GFEs in Enriching Diversity as you go (or wait ’til next year)

8. If you have questions or find problems, contact diversity-
data@mit.edu or Riley, 781-799-2945
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7. If you have no Placement Goals or Adverse Impacts, just keep up your good HR
practices!
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New This Year: Content on HR Website

= https://hr.mit.edu/diversity-equity-inclusion/aap

= AAP Resources - for example,

— Glossary — Policy
— List of Job Groups — List of AAP Administrators
— Cognos: Jobs in each Job Group — These training slides

= Enriching Diversity info - for example,
— Prerequisites for access
— Learning Center tutorial

— Troubleshooting & Support

-
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Some previous content has been restored and updated; some content is new.

Your feedback welcome! Write to me (riley@mit.edu) or diversity-data@mit.edu

AAP Resources url: https://hr.mit.edu/diversity-equity-
inclusion/aap/resources?check logged in=1

Enriching Diversity url: https://hr.mit.edu/diversity-equity-inclusion/aap/ed
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Potential Development: Outsourcing Parts of AAP

= Justification: Provide dedicated expertise and continuity
= Scope:
— Perform an annual Compensation Pay Equity Analysis
— Produce AAP Reports
— Advise us on Plan Structure, Job Groups, changes in regulations, etc.
— Defend us in any OFCCP audit

— Offer training, dashboards, & other resources

ffects on AAP Administrators:

m

— Possible new method to record Good Faith Efforts

— New formats for reports — New resources

-
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OFCCP audits have been focusing more on compensation recently.

Timing: RFP has just gone out. Expect new vendor for 2023 reports, and changes to

Plan Structure, Job Groups, etc. for 2024.
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That’s it!

= Questions? Diversity-data@mit.edu or Riley Hart 781-799-2945

= See you at your consultation!

= Note the Appendices

I I I i E
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APPENDICES

= Details of 2022 reports (unchanged from 2021)
= Useful links

= Calendar for Preparation of 2022 AAP Reports

I I I ]
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Report Details 2022

Here’s information on every section of the 3 Annual AAP Reports
1. EmplList

— Very sensitive - includes individual demographics. Don’t share
2. Veterans & IWD Summary - screen shots in previous slides
3. Women & Minorities Summary

— Current Program Year Analysis

= Text summary of report contents for each job group

— Job Group Analysis
= Lists demographics of each job Group

Continued on next slide

I I I ]
l l Massachusetts Institute of Technology

Page 49 i \l\}j

There are no changes in report format from last year.
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Report Details 2022, continued

=  Women & Minorities Summary, Continued

Adverse Impact - screen shots in previous slides

Availability Analysis - screen shots in previous slides

= Shows new placement goals and how they were calculated

Goals Report

= Less cluttered way to find job groups that have placement goals

Goals Progress Report - screen shots in previous slides

— Department List

= Shows departments in your AAP Unit as of the end of the prior year

(10/31/2020).
= Any changes will be reflected starting in the next Annual Report.
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[No notes on this slide]
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Useful Links

= New Affirmative Action pages on HR website

— Main: https://hr.mit.edu/diversity-equity-inclusion/aap

— AAP Resources: https://hr.mit.edu/diversity-equity-
inclusion/aap/resources

— Enriching Diversity resources: https://hr.mit.edu/diversity-equity-
inclusion/aap/ed

= Hiring Resources (from Staffing Services)

— https://hr.mit.edu/managers/hiring
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Affirmative Action Calendar for Prep of 2022 Plan (part 1)
Date Milestone/Project Task Groups involved
Fall = Identify/confirm AAP Administrators = AAP Admins, AAP
2021 Specialist
= Clean up On Hold Jobs & Missing = Hiring Managers,
Applicant Dispositions Staffing Services
= Review Departments in each AAP Unit = AAP Admins,
AAP Specialist
= Gather Faculty applicant data from *  AAP Specialist, Inst’]
Y By B b e s T p o o b Research
AIISLILULIOIIAl INCSCalclll
= Encourage new hires to self-identify *  AAP Specialist
= Visually identify race of non-self-ID’ed *  AAP Specialist
Winter Produce Preliminary Reports = HR Business Analyst
igg;- Conduct Quality Assurance checks = Lincoln HR, AAP Spec.
Post Reports to Enriching Diversity = HR Business Analyst
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We appreciate anything you can do to ensure that

Hiring Managers disposition applicants promptly in the Applicant Tracking
System;

Hiring Managers close reqgs rather than keep them on hold for long periods;

(for Schools) those who administer your Faculty Applicant Tracking System
provide data in a timely way to Sonia Liou in the Office of Institutional Research

52



