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CONFIDENTIAL TRADE SECRET MATERIALS
(Not for distribution except on a need-to-know basis.)

The Kenosha Campus affirmative action program and supporting documentation contains confidential trade
secret and commercial information that is protected by the provisions of the Trade Secrets Act,18 U.S.C. 1905
(1966), which prohibits the U.S. Government from releasing this information pursuant to a Freedom of
Information Act request. This information is also exempt from disclosure, reproduction and distribution upon the
grounds, among others, that such material constitutes confidential, commercial or financial information, which is
exempt from disclosure under 5 U.S.C. 552(b) (4), and matters specifically exempted from disclosure by statute
under 5 U.S.C. 552(b) (3), Chrysler Corp. v. Brown 441 U.S. 281, 19 FEP 475 (1979).

Kenosha Campus does not consent to the release of any information whatsoever contained in this affirmative
action program by the U.S. Government and considers the disclosure of any trade secret, confidential statistical
or commercial information to be arbitrary and capricious and in violation of the Administrative Procedure Act. See
CNA Financial Corp. v. Donovan 830 F.2nd 1132, 1144 and n. 73 (D.C. Cir.) certiorari denied, 485 U.S. 977
(1988). This affirmative action program and support documentation may not be disclosed, reproduced, or
distributed to any person or entity without the express written consent of Kenosha Campus.



INTRODUCTION

Kenosha Campus develops an annual affirmative action program as one of several tools to implement the
affirmative action policies effectively. The form, language and analysis of the program necessarily complies with
the requirements of 41 CFR 60-2, et seq. (affirmative action programs) and other regulations established
pursuant to the provisions of Executive Order 11246 and all other civil rights related laws and regulations that
have or may be enacted, as amended. Accordingly, terminology such as "problem areas" appearing in this
affirmative action program is that which the organization is required to use by these regulations. The criteria used
in relation to these terms are those specified by the Government. These terms have no independent legal or
factual significance whatsoever. Although Kenosha Campus uses this terminology and methodology in
connection with this affirmative action program and the affirmative action policies, such usage does not
necessarily signify that the organization agrees that these terms properly apply to any particular factual situation.

Information regarding identifiable individuals is private and confidentially maintained. Everyone who has official
access to confidential data will exercise every precaution to protect this information.



DESIGNATION OF RESPONSIBILITY
41 CFR Section 60-2.17(a), 60-2.10(b)(2)(i)

, , has overall responsibility for implementation of the Equal Employment Opportunity Policy. Joshua Vollendorf,
Equal Employment Opportunity Coordinator, assumes the responsibility for the development, implementation and
monitoring of the affirmative action program, which includes all those positions located in subordinate and/or
lower-level establishments for which the selection decisions are made at the corporate level. Joshua Vollendorf's
responsibilities include but are not limited to the following:

1. Developing policy statements and affirmative action programs.

2. Developing internal and external communication procedures when appropriate.

3. Developing an internal audit and reporting system that:

a. Identifies areas that require remedial action, including development of programs to correct
those problem areas.

b. Determines the degree to which the goals and objectives are reached.

4. Monitoring the following internal practices:

a. Proper display of EEO posters and policies.

b. Full participation of minority and female employees in all Kenosha Campus sponsored
educational, training, recreational, and social activities.

5. Assisting management in solving any problems identified by internal audit. It is the responsibility of
department heads, managers, and supervisors to provide the EEO Coordinator with such information
and/or statistical data as is necessary to measure progress toward the attainment of goals and to assure
good faith efforts to implement the affirmative action program. Such information and/or statistical data
are used to set reasonable placement goals.

6. Keeping management informed of the latest developments in the equal employment opportunity area.

7. Assisting employees in solving problems and resolving EEO complaints.

8. Serving as a liaison between Kenosha Campus and appropriate women and minority groups.

9. Serving as a liaison between Kenosha Campus and appropriate EEO enforcement agencies.



CURRENT PROGRAM YEAR ANALYSIS

Kenosha Campus has a total of 610 employees with 363 females and 145 minorities included in this plan.

1A : Executive Admin - Executive or Senior Level - This group consists of 10 employees, 6 females and 4
minorities. There are no placement goals for females or minorities at this time. As shown on the Availability
Analysis, 85% are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census
Area] : District Wide (46.67%) and United States (53.33%), and 15% are filled through internal promotion from all
jobs within job groups 1B and 1C. There was no hire activity. There was no promotion activity. There is no
statistically significant disparity indicated by the gender termination rate. There is no statistically significant
disparity indicated by the race termination rate.

1B : Executive Admin -Director - This group consists of 28 employees, 17 females and 6 minorities. There are
no placement goals for females or minorities at this time. As shown on the Availability Analysis, 75% are hired
from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE PLUS
MILW & NORTHERN IL, and 25% are filled through internal promotion from all jobs within job groups 1C, 2A, 2B,
2C, 3A and 3BH. There was no hire activity. There was no promotion activity. There is no statistically significant
disparity indicated by the gender termination rate. There is no statistically significant disparity indicated by the
race termination rate.

1C : Executive Admin - Dean - This group consists of 9 employees, 3 females and 3 minorities. There are
placement goals of 62.8% for females but there are no placement goals for minorities. As shown on the
Availability Analysis, 65% are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom
Census Area] : DISTRICT WIDE PLUS MILW & NORTHERN IL, and 35% are filled through internal promotion
from all jobs within job groups 3BA, 3BH and 3D. There is no statistically significant disparity indicated by the
gender hire rate. There is no statistically significant disparity indicated by the race hire rate. There is no
statistically significant disparity indicated by the gender promotion rate. There is no statistically significant
disparity indicated by the race promotion rate. There is no statistically significant disparity indicated by the
gender termination rate. There is no statistically significant disparity indicated by the race termination rate.

1D : Executive Admin - Assoc/Assist - This group consists of 6 employees, 3 females and 1 minority. There
are no placement goals for females or minorities at this time. As shown on the Availability Analysis, 100% are
hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE
PLUS MILW & NORTHERN IL. There was no hire activity. There was no promotion activity. There was no
termination activity.

1E : Executive Admin - LL Manager - This group consists of 23 employees, 14 females and 2 minorities. There
are no placement goals for females or minorities at this time. As shown on the Availability Analysis, 65% are
hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE
PLUS MILW & NORTHERN IL, and 35% are filled through internal promotion from all jobs within job groups 3BA,
3BH and 3D. There is no statistically significant disparity indicated by the gender hire rate. There is no
statistically significant disparity indicated by the race hire rate. There is no statistically significant disparity
indicated by the gender promotion rate. There is no statistically significant disparity indicated by the race
promotion rate. There was no termination activity.

2A : Faculty - This group consists of 121 employees, 80 females and 22 minorities. There are no placement
goals for females or minorities at this time. As shown on the Availability Analysis, 100% are hired from 2006-2010
American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE PLUS MILW &
NORTHERN IL. There is no statistically significant disparity indicated by the gender hire rate. There is no
statistically significant disparity indicated by the race hire rate. There was no promotion activity. There is no
statistically significant disparity indicated by the gender termination rate. There is no statistically significant
disparity indicated by the race termination rate.

2B : Faculty - special - This group consists of 67 employees, 44 females and 14 minorities. There are no
placement goals for females or minorities at this time. As shown on the Availability Analysis, 100% are hired from
2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE PLUS



MILW & NORTHERN IL. There is no statistically significant disparity indicated by the gender hire rate. The hire
rate of one or more race groups indicates some preliminary statistical significance and the items outlined in the
Action Oriented section will be followed. There was no promotion activity. There is no statistically significant
disparity indicated by the gender termination rate. There is no statistically significant disparity indicated by the
race termination rate.

2C : Faculty - htp - This group consists of 61 employees, 20 females and 6 minorities. There are no placement
goals for females but minorities have a placement goal of 19.1%. As shown on the Availability Analysis, 100%
are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT
WIDE PLUS MILW & NORTHERN IL. There is no statistically significant disparity indicated by the gender hire
rate. There is no statistically significant disparity indicated by the race hire rate. There was no promotion activity.
There is no statistically significant disparity indicated by the gender termination rate. There is no statistically
significant disparity indicated by the race termination rate.

3A : Professional - counselor - This group consists of 26 employees, 17 females and 10 minorities. There are
no placement goals for females or minorities at this time. As shown on the Availability Analysis, 75% are hired
from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE PLUS
MILW & NORTHERN IL, and 25% are filled through internal promotion from all jobs within job groups 1A, 3BA,
3BH, 3D, 5AA and 5AH. There was no hire activity. There was no promotion activity. There is no statistically
significant disparity indicated by the gender termination rate. There is no statistically significant disparity
indicated by the race termination rate.

3B : Professional - specialist - This group consists of 0 employees, 0 females and 0 minorities. There are no
placement goals for females or minorities at this time. There was no hire activity. There was no promotion
activity. There was no termination activity.

3BA : PROFESSIONAL A - SPECIALIST - This group consists of 8 employees, 6 females and 3 minorities.
There are no placement goals for females or minorities at this time. As shown on the Availability Analysis, 85%
are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT
WIDE PLUS MILW & NORTHERN IL, and 15% are filled through internal promotion from all jobs within job
groups 4AA and 4AH. There is no statistically significant disparity indicated by the gender hire rate. There is no
statistically significant disparity indicated by the race hire rate. There is no statistically significant disparity
indicated by the gender promotion rate. There is no statistically significant disparity indicated by the race
promotion rate. There is no statistically significant disparity indicated by the gender termination rate. There is no
statistically significant disparity indicated by the race termination rate.

3BH : PROFESSIONAL H - SPECIALIST - This group consists of 16 employees, 9 females and 5 minorities.
There are no placement goals for females or minorities at this time. As shown on the Availability Analysis, 85%
are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT
WIDE PLUS MILW & NORTHERN IL, and 15% are filled through internal promotion from all jobs within job
groups 4AA and 4AH. There was no hire activity. There was no promotion activity. There was no termination
activity.

3C : Professional - other - This group consists of 0 employees, 0 females and 0 minorities. There are no
placement goals for females or minorities at this time. There was no hire activity. There was no promotion
activity. There was no termination activity.

3CA : PROFESSIONAL - OTHER - This group consists of 9 employees, 8 females and 1 minority. There are no
placement goals for females or minorities at this time. As shown on the Availability Analysis, 100% are hired from
2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE PLUS
MILW & NORTHERN IL. There is no statistically significant disparity indicated by the gender hire rate. There is
no statistically significant disparity indicated by the race hire rate. There was no promotion activity. There is no
statistically significant disparity indicated by the gender termination rate. There is no statistically significant
disparity indicated by the race termination rate.

3CH : PROFESSIONAL H - OTHER - This group consists of 1 employee, 1 female and 0 minorities. There are



no placement goals for females or minorities at this time. As shown on the Availability Analysis, 100% are hired
from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE PLUS
MILW & NORTHERN IL. There was no hire activity. There was no promotion activity. There was no termination
activity.

3D : Professional - student support - This group consists of 46 employees, 36 females and 18 minorities.
There are no placement goals for females or minorities at this time. As shown on the Availability Analysis, 85%
are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT
WIDE PLUS MILW & NORTHERN IL, and 15% are filled through internal promotion from all jobs within job
groups 3D, 4AA, 4AH, 4C, 5AA and 5AH. There is no statistically significant disparity indicated by the gender hire
rate. There is no statistically significant disparity indicated by the race hire rate. There is no statistically significant
disparity indicated by the gender promotion rate. There is no statistically significant disparity indicated by the
race promotion rate. There was no termination activity.

4A : Clerical - AA - This group consists of 0 employees, 0 females and 0 minorities. There are no placement
goals for females or minorities at this time. There was no hire activity. There was no promotion activity. There
was no termination activity.

4AA : CLERICAL A - AA - This group consists of 3 employees, 3 females and 0 minorities. There are no
placement goals for females or minorities at this time. As shown on the Availability Analysis, 60% are hired from
2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : District Wide, and 40% are
filled through internal promotion from all jobs within job groups 4B and 4C. There is no statistically significant
disparity indicated by the gender hire rate. There is no statistically significant disparity indicated by the race hire
rate. There was no promotion activity. There is no statistically significant disparity indicated by the gender
termination rate. There is no statistically significant disparity indicated by the race termination rate.

4AH : CLERICAL H - AA - This group consists of 35 employees, 31 females and 8 minorities. There are no
placement goals for females or minorities at this time. As shown on the Availability Analysis, 60% are hired from
2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : Brandon CDP, Florida (50%)
and United States (50%), and 40% are filled through internal promotion from all jobs within job groups 4B and
4C. There was no hire activity. There was no promotion activity. There was no termination activity.

4B : Clerical - Associate - This group consists of 30 employees, 29 females and 11 minorities. There are no
placement goals for females or minorities at this time. As shown on the Availability Analysis, 60% are hired from
2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : District Wide, and 40% are
filled through internal promotion from all jobs within job group 4C. There was no hire activity. There is no
statistically significant disparity indicated by the gender promotion rate. There is no statistically significant
disparity indicated by the race promotion rate. There is no statistically significant disparity indicated by the
gender termination rate. There is no statistically significant disparity indicated by the race termination rate.

4C : Clerical - Aid - This group consists of 8 employees, 8 females and 2 minorities. There are no placement
goals for females or minorities at this time. As shown on the Availability Analysis, 100% are hired from 2006-2010
American Community Survey (1W-Worksite) --> [Custom Census Area] : District Wide. There was no hire activity.
There was no promotion activity. There is no statistically significant disparity indicated by the gender termination
rate. There is no statistically significant disparity indicated by the race termination rate.

5A : Technical - Student support - This group consists of 0 employees, 0 females and 0 minorities. There are
no placement goals for females or minorities at this time. There was no hire activity. There was no promotion
activity. There was no termination activity.

5AA : TECHNICAL A - STUDENT SUPPORT - This group consists of 2 employees, 0 females and 0 minorities.
There are no placement goals for females or minorities at this time. As shown on the Availability Analysis, 100%
are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT
WIDE PLUS MILW & NORTHERN IL. There was no hire activity. There was no promotion activity. There was no
termination activity.



5AH : TECHNICAL - STUDENT SUPPORT - This group consists of 15 employees, 9 females and 1 minority.
There are no placement goals for females but minorities have a placement goal of 22.4%. As shown on the
Availability Analysis, 100% are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom
Census Area] : DISTRICT WIDE PLUS MILW & NORTHERN IL. There is no statistically significant disparity
indicated by the gender hire rate. There is no statistically significant disparity indicated by the race hire rate.
There was no promotion activity. There is no statistically significant disparity indicated by the gender termination
rate. There is no statistically significant disparity indicated by the race termination rate.

5D : Technical - computer - This group consists of 0 employees, 0 females and 0 minorities. There are no
placement goals for females or minorities at this time. There was no hire activity. There was no promotion
activity. There was no termination activity.

5DA : TECHNICAL A - COMPUTER - This group consists of 8 employees, 2 females and 2 minorities. There are
no placement goals for females or minorities at this time. As shown on the Availability Analysis, 100% are hired
from 2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE PLUS
MILW & NORTHERN IL. There is no statistically significant disparity indicated by the gender hire rate. There is
no statistically significant disparity indicated by the race hire rate. There was no promotion activity. There is no
statistically significant disparity indicated by the gender termination rate. There is no statistically significant
disparity indicated by the race termination rate.

5DH : TECHNICIAN H - COMPUTER - This group consists of 33 employees, 8 females and 9 minorities. There
are placement goals of 36% for females but there are no placement goals for minorities. As shown on the
Availability Analysis, 100% are hired from 2006-2010 American Community Survey (1W-Worksite) --> [Custom
Census Area] : DISTRICT WIDE PLUS MILW & NORTHERN IL. There is no statistically significant disparity
indicated by the gender hire rate. There is no statistically significant disparity indicated by the race hire rate.
There was no promotion activity. There is no statistically significant disparity indicated by the gender termination
rate. There is no statistically significant disparity indicated by the race termination rate.

7A : Service - custodian - This group consists of 35 employees, 9 females and 14 minorities. There are no
placement goals for females or minorities at this time. As shown on the Availability Analysis, 100% are hired from
2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : District Wide. The hire rate
indicates some preliminary statistical significance in gender and the items outlined in the Action Oriented section
will be followed. There is no statistically significant disparity indicated by the race hire rate. There is no
statistically significant disparity indicated by the gender promotion rate. The promotion rate of one or more race
groups indicates some preliminary statistical significance and the items outlined in the Action Oriented section
will be followed. There is no statistically significant disparity indicated by the gender termination rate. There is no
statistically significant disparity indicated by the race termination rate.

7B : Service - mechanic - This group consists of 10 employees, 0 females and 3 minorities. There are no
placement goals for females or minorities at this time. As shown on the Availability Analysis, 100% are hired from
2006-2010 American Community Survey (1W-Worksite) --> [Custom Census Area] : DISTRICT WIDE PLUS
MILW & NORTHERN IL. There is no statistically significant disparity indicated by the gender hire rate. There is
no statistically significant disparity indicated by the race hire rate. There is no statistically significant disparity
indicated by the gender promotion rate. There is no statistically significant disparity indicated by the race
promotion rate. There is no statistically significant disparity indicated by the gender termination rate. There is no
statistically significant disparity indicated by the race termination rate.

Kenosha Campus encourages employees to pursue promotion opportunities and training to prepare for new jobs
and maintain and improve performance, and uses alternate recruitment sources when necessary to attract more
qualified external applicants.

____________________________
Custom Census Area Information

District Wide (46.67%) and United States (53.33%): United States - 0100000US (53.33%) and District Wide -
CMB_VQCDCNT (46.67%)



DISTRICT WIDE PLUS MILW & NORTHERN IL:Lake County, Illinois - 0500000US17097 (14.29%), McHenry
County, Illinois - 0500000US17111 (14.29%), Kenosha County, Wisconsin - 0500000US55059 (14.29%),
Milwaukee County, Wisconsin - 0500000US55079 (14.29%), Racine County, Wisconsin - 0500000US55101
(14.29%), Walworth County, Wisconsin - 0500000US55127 (14.29%) and Milwaukee city, Wisconsin -
1600000US5553000 (14.26%)

District Wide:Racine County, Wisconsin - 0500000US55101 (33.33%), Walworth County, Wisconsin -
0500000US55127 (33.33%) and Racine, WI Metro Area - 310M100US39540 (33.33%)

Brandon CDP, Florida (50%) and United States (50%): United States - 0100000US (50%) and Brandon CDP,
Florida - 1600000US1208150 (50%)



IDENTIFICATION OF PROBLEM AREAS
41 CFR Section 60-2.17(b)

As part of the monitoring practice, an analysis of personnel matters is conducted. The following items are
considered.

1. Composition of the workforce by minority group and sex. Good faith placement goals are established
where necessary.

2. Composition of applicant flow by race/ethnicity and sex. Corrective action is taken when appropriate
whenever the referral ratio of a disfavored group indicates a significantly higher percentage is being
rejected as compared to a favored group of applicants.

3. Compensation system. Kenosha Campus evaluates its compensation system to determine whether there
are gender, race or ethnicity-based disparities. The purpose of the analysis is to identify potential areas
where impediments to equal employment opportunity may exist. Disparities alone do not necessarily
indicate a problem area; there may be many non-discriminatory reasons for a disparity.

4. Selection process. The selection process includes: position descriptions, titles, application forms, pre-
employment forms, interview procedures, test validity and administration, referral procedures, final selection
process and similar factors. The application and related pre-employment forms are in compliance with
federal guidelines, and position descriptions accurately reflect actual duties and responsibilities.

The following areas are reviewed annually to ensure the success of this affirmative action program:

Applicant flow, hires, terminations, promotions, and other personnel actions•
Facility and Kenosha Campus sponsored recreational, social and educational events•
EEO posters•
Policy statements•
Training Programs•



GOALS PROGRESS
41 CFR Section 60-2.16, 60-2.17(d)

Kenosha Campus monitors progress toward goals.



































































ORGANIZATIONAL PROFILE
41 CFR Section 60-2.11(b)

Kenosha Campus determines annually whether to include the Organizational Display or the Workforce Analysis
as its Organizational Profile as part of producing the yearly affirmative action program. Staffing patterns assist in
identifying organization units where women or minorities may be underrepresented or concentrated.

Organizational Display

An organizational unit is any component part of the Kenosha Campus corporate structure, such as a department,
division, section, branch, group, project team, job family, or similar. The Organizational Display is a detailed
presentation of the Kenosha Campus organizational structure that identifies each organizational unit and shows
the relationship to other organizational units.

For each organizational unit, the organizational display includes the following:

1. name of the unit;

2. job title, gender, race, and ethnicity of the unit supervisor(s) (if the unit has a supervisor);

3. total number of male and female incumbents; and

4. total number of male and female incumbents in each of the separate minority groups.

Workforce Analysis

The Workforce Analysis is a listing of each job title, as it appears in applicable collective bargaining agreements
or payroll records, ranked from the lowest paid to the highest paid within each department or other similar
organizational unit including departmental or unit supervision. All job titles, including all managerial job titles, are
listed. The total number of incumbents in each minority classification is given for each job title.

Where there are separate work units or lines of progression within a department, a separate Line of Progression
Report is provided for each such work unit or line, including unit supervisors. The order of the jobs in the line
through which an employee could move to the top of the line is indicated on the report.

Where there are no formal progression lines or usual promotional sequences, job titles are listed in order of wage
rates or salary ranges by departments, job families or disciplines.

The total number of incumbents in each minority classification is given for each job title. All job titles, including all
managerial job titles, are listed.

































































































































































PLACEMENT OF INCUMBENTS IN JOB GROUPS, WORKFORCE BY JOB GROUP, AND
WORKFORCE BY JOB GROUP - ANNOTATIONS

41 CFR Sections 60-2.1e, 60-2.12, 60-2.13, 60-2.17(b)(1)

Kenosha Campus groups jobs with similar content, wage rates, and opportunities into job groups. This analysis
includes a list of the job titles that constitute each job group. The Job Group Analysis includes a list of the job
titles that comprise each job group, and states separately the percentage of minorities and the percentage of
women Kenosha Campus employs in each established job group.

Kenosha Campus prepares a separate Job Group Annotations report, that lists employees who are included in
an affirmative action program for an establishment other than the one in which the employees are located, and
identifies the actual location of such employees.



























































































































































































DETERMINING AVAILABILITY
41 CFR Section 60-2.14

The purpose of the availability determination is to establish a benchmark against which the demographic
composition of the incumbent workforce can be compared in order to determine whether barriers to equal
employment opportunity may exist within particular job groups.

Kenosha Campus separately determines the availability of women and minorities for each job group using one or
more of the following external and internal recruitment sources:

1. The percentage of minorities or women with requisite skills in the reasonable recruitment area. The
reasonable recruitment area is defined as the geographical area from which the contractor usually seeks or
reasonably could seek workers to fill the positions in question. 41 C.F.R. 60-2.14(c)(1). The most current
U.S. Census data is used to derive the availability of women and minorities. If this recruitment method is
used, it is because Kenosha Campus recruits, and many of its applicants live within the selected recruitment
area, or because we plan on recruiting in this region in the future. Any recruitment practices unique to a job
group are noted on the Availability Analysis.

2. The percentage of minorities or women in schools and training institutions where Kenosha Campus might
reasonably recruit. If this recruitment method is used, it is because we post or plan to post available
positions at local training institutions, or because many of the applicants who respond to open positions are
graduates of these training institutions. Any recruitment practices unique to a job group are noted on the
Availability Analysis.

3. The percentage of minorities or women among those promotable, transferable, and trainable within the
contractor's organization. Trainable refers to those employees within the contractor's organization who
could, with appropriate training that the contractor is reasonably able to provide, become promotable or
transferable during the AAP year. 41 C.F.R. 60-2.14(c)(2). If this recruitment method is chosen, it is because
we fill positions by recruiting from within the workforce either through promotions or transfers. Internal
applicants normally apply for these positions. Any recruitment practices unique to a job group are noted on
the Availability Analysis.



































































































PLACEMENT GOALS - COMPARING INCUMBENCY TO AVAILABILITY
41 CFR Section 60-2.15(b), 60-2.16 (b)

Kenosha Campus compares the percentage of women and minorities in each job group determined pursuant to
Sec. 60-2.13 with the availability for those job groups determined pursuant to Sec. 60-2.14. When 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, a placement goal is established in accordance with
Sec. 60-2.16.

Placement goals serve as objectives or targets reasonably attainable by means of applying every good faith
effort to make all aspects of the entire affirmative action program work. Placement goals are also used to
measure progress toward achieving equal employment opportunity. The establishment of a goal under Sec. 60-
2.15 is neither a finding nor an admission of discrimination. Where, pursuant to Sec. 60-2.15, a placement goal
for a particular job group is established, a percentage goal is equal to the availability figure derived for women or
minorities, as appropriate, for that job group.

In establishing placement goals, the following principles from Sec 60-2.16(e) also apply:

1. Placement goals are neither rigid nor inflexible quotas, nor are they considered to be either a ceiling or a
floor for the employment of particular groups.

2. All employment decisions are made in a nondiscriminatory manner. Placement goals are not used to
extend a preference to any individual, to select an individual, or to adversely affect an individual's
employment status on the basis of that person's race, color, religion, sex, sexual orientation, gender identity,
or national origin.

3. Placement goals do not create set-asides for specific groups, nor are they intended to achieve
proportional representation or equal results.

4. Placement goals are not used to supersede merit selection principles.





















































ACTION ORIENTED PROGRAMS
41 CFR Section 60-2.17(c)

Kenosha Campus develops these action-oriented programs to correct any problem areas identified in the
Identification of Problem Areas 41 C.F.R. Section 60-2.17(b) and to attain established goals and objectives.

THE SELECTION PROCESS

1. At least annually, a detailed analysis of position descriptions is conducted to ensure that they accurately
reflect position functions.

2. Job requirements are validated by division, department, location or other appropriate organizational units.
Special attention is given to academic, experience, physical, and skill requirements to ensure that the
requirements themselves do not constitute inadvertent discrimination. Job specifications are free from bias
in regard to race, color, religion, sex, sexual orientation, gender identity, national origin, age, or disabled or
veteran status, except where there is a bona fide occupational qualification. Job requirements are validated
when the number of individuals from a particular race or gender group is disproportionately selected as
determined by Impact Ratio studies.

3. Position descriptions and specifications are distributed to recruiting sources and members of
management involved in the recruiting, screening, selection, and promotion processes.

4. Selection processes are evaluated at least annually to ensure that they are nondiscriminatory.

5. Individuals who have a role in the selection process are chosen with special care given to their
qualifications for such roles and are provided any necessary ongoing training to ensure that the selection
processes remain nondiscriminatory.

RECRUITMENT

Any one or all of the following techniques are used to improve recruitment and increase the flow of minority or
female applicants:

1. Linkage with recruiting sources, which may include briefing sessions, plant tours, presentations by
minority and female employees, and full descriptions of appropriate job openings and the selection process;

2. Encouragement of minority and female employees to refer qualified applicants;

3. Inclusion of women and minorities on the personnel staff;

4. Minority and female participation in career days, youth motivation programs and other similar programs in
the community;

5. Minority and female participation in "job fairs;"

6. Active recruiting at various training institutions, especially those that have high minority and female
enrollments; and

7. Expansion of help-wanted advertising to include the minority news media and women's interest media.



PROMOTIONS

Any one or all of the following techniques are used to improve promotional opportunities for minority and female
employees:

1. Posting or general announcement of all appropriate job openings;

2. Assessment of current female and minority employees' academic, skill and experience levels;

3. Provision of job training and work-study programs;

4. Completion of performance appraisals;

5. Validation of job specifications;

6. Justification by supervisors when apparently qualified minority or female employees are passed over;

7. Establishment of career counseling programs, which may include attitude development, education aid,
job rotations, buddy systems and similar programs;

8. Ongoing review of seniority practices in clauses and contracts to ensure that they are nondiscriminatory;
and

9. Review of all company-sponsored recreational and social activities to ensure that they are desegregated.



INTERNAL AUDIT AND REPORTING SYSTEMS
41 CFR Section 60-2.17(d)

Monitoring and reporting procedures are developed to evaluate the extent to which the goals of the affirmative
action program are being met. Kenosha Campus takes the following measures:

1. Information on race and sex is obtained when an application for a position is submitted.

2. A Disparity (Impact Ratio) Analysis is performed when sufficient data exists on applicants, hires,
promotions, and terminations to ensure compliance with the Uniform Employment Selection Guidelines.

3. Any training programs are analyzed regularly to eliminate potential discrimination in participation rates.

4. Any tests administered are routinely analyzed to uncover potential discrimination in grading scores or test
results.

5. Compensation practices are reviewed at least annually for wage discrepancies.

6. The Availability Analysis for women and minorities is reviewed and good faith placement goals are
established when necessary.

7. Progress toward established goals is reviewed at least annually for possible adjustments to employment
practices.

8. Internal reporting is prepared as needed to determine why goals were not met.

9. Results of the affirmative action program are reviewed with all levels of management.

10. Top management is informed on a regular basis of the effectiveness of these policies and any
recommendations for improvement.



RELIGION AND NATIONAL ORIGIN DISCRIMINATION GUIDELINES
41 CFR Section 60-50

Kenosha Campus reaffirms its policy to afford equal employment opportunity to all individuals. Neither national
origin nor religion is a factor in recruitment, selection, promotion, transfer, termination, or participation in training.
The following activities are undertaken to ensure that religion and national origin are not used as a basis for
employment decisions:

1. Employment practices are reviewed to ensure that members of particular religious and/or ethnic groups
are given equal employment opportunities.

2. All employees, including supervisors, managers, and executives are informed of our commitment to
provide equal employment opportunity without regard to religion or national origin.

3. Recruitment sources are informed of our commitment to provide equal employment opportunity without
regard to religion or national origin.

4. Internal procedures exist to implement equal employment opportunity without regard to national origin or
religion.



ACCOMMODATION FOR RELIGIOUS OBSERVANCE AND PRACTICE
41 CFR Section 60-50.3

The religious observances and practices of employees are accommodated by Kenosha Campus, except where
such accommodation would cause undue hardship on the conduct of business. The accommodation offered is
determined by considering business necessity, financial expense and any personnel coverage problems that
may result.



NONDISCRIMINATION
41 CFR Section 60-50.5

Kenosha Campus does not discriminate against any qualified employee or applicant because of race, color, sex,
sexual orientation, gender identity, age, disabled, or veteran status in implementing the policy concerning
nondiscrimination based on religion or national origin.



SUPPORT DATA
WOMEN & MINORITIES AAP


























