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602    EMPLOYMENT POLICIES AND PROCEDURES             APPENDIX II 
                                

AFFIRMATIVE ACTION RESPONSIBILITIES OF ANR EMPLOYEES 
 

BASIC RESPONSIBILITIES OF ALL EMPLOYEES 
(ACADEMIC, MANAGEMENT, AND STAFF) 

 
1. Comply with all applicable federal and state laws and regulations, and all University policies 

regarding affirmative action, including prohibition of discrimination on the basis of race, 
color, national origin, religion, sex, gender identity, pregnancy (including childbirth, and 
medical conditions related to pregnancy or childbirth), physical or mental disability, medical 
condition (cancer-related), ancestry, marital status, age, or sexual orientation. 

 
2. Promote, in all ways consistent with the other responsibilities of the position, accomplishment 

of the affirmative action goals established by ANR. 
 
3. Take all measures necessary to ensure that any employees or volunteer workers supervised by 

this position fulfill their affirmative action responsibilities.  
 
ADDITIONAL RESPONSIBILITIES OF COUNTY ADVISORS (AND SPECIALISTS WHO 
WORK WITH EXTERNAL CLIENTELE) 
 
1. Develop, with the concurrence of the County Director and the Regional Director, a definition 

of potential program clientele that reflect ANR’s commitment to serve all clientele including 
diverse ethnic and gender groups. 

 
2. Plan and conduct programs in such a manner as to provide service to all ethnic and gender 

groups that comprise the potential clientele population for the program. 
 
3. Identify any barriers to clientele participation related to ethnicity, gender, or other 

characteristic of concern under the University's affirmative action policies, and take corrective 
action as needed to remove such barriers. 

 
4. Collect, and keep current, demographic data identifying the ethnic and gender distribution of 

the potential clientele populations for the program, and describing other characteristics of the 
population relevant to the pursuit of ANR’s affirmative action goals. 

 
5. Compile and maintain documentation of service to each ethnic and gender group within the 

clientele population served by the program, including statistical records of clientele contacts, 
quantitative and qualitative evaluations of benefit realized by clientele, and reports of any 
special efforts to serve underrepresented groups. 
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ADDITIONAL RESPONSIBILITIES OF SPECIALISTS 
 
1. Develop and pursue priorities for research and educational activities that embody a 

commitment to serve the needs of all clientele including diverse ethnic and gender population 
groups. 

 
2. Help county-based staff to identify any barriers to clientele participation in their programs 

related to ethnicity, gender, or other characteristic of concern under the University's 
affirmative action policies, help Advisors to develop corrective action plans aimed at 
removing such barriers. 

 
3. Help county-based staff to compile demographic data identifying the ethnic and gender 

distribution of the potential clientele populations for their programs, and describing other 
characteristics of the population that are relevant to the pursuit of the Division's affirmative 
action goals. 

 
4. Compile and maintain documentation of services provided in support of specific counties' 

affirmative action efforts, and in general support of ANR’s affirmative 
action/outreach/diversity efforts. 

 
ADDITIONAL RESPONSIBILITIES OF COUNTY DIRECTORS 
 
1. In consultation with the Regional Director, review, modify as necessary, and approve 

definitions of potential program clientele developed by county staff, to ensure that such 
clientele definitions reflect ANR’s commitment to serve all potential clientele including 
diverse ethnic and gender groups. 

 
2. Support the planning and conduct of programs in the county in such a manner as to facilitate 

service to all ethnic and gender groups that comprise the respective potential clientele 
populations for the county's programs. 

 
3. Monitor, on a continuing basis, the performance of county staff with regard to their 

affirmative action responsibilities; identify areas of deficiency and develop and implement 
specific corrective action plans as needed. 

 
4. Provide orientation to new staff and periodic training to all county staff as needed to ensure 

their full comprehension and appreciation of ANR’s commitment to affirmative action, and of 
their respective responsibilities as individual employees. 

 
5. In all personnel matters, including recruitment and hiring, performance appraisal, and 

recommendation for advancement, take all actions that further ANR’s inclusive affirmative 
action/outreach/diversity efforts. 
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ADDITIONAL RESPONSIBILITIES OF STATEWIDE SPECIAL PROGRAM AND 
PROJECT (SSPP) DIRECTORS 
 
1. In consultation with the Dean, the Assistant Vice President-Programs, or Program Leaders, 

review priorities for research and educational activities developed by SSPP Specialists and 
researchers, to ensure that such priorities embody a commitment to serve all clientele 
including diverse ethnic and gender groups. 

 
2. Monitor, on a continuing basis, the performance of SSPP staff with regard to their affirmative 

action responsibilities; identify areas of deficiency and develop and implement specific 
corrective action plans as needed. 

 
3. Provide orientation to new staff and periodic training to all SSPP staff as needed to ensure 

their full comprehension and appreciation of ANR’s commitment to affirmative action, and of 
their respective responsibilities as individual employees. 

 
4. In all personnel matters, including recruitment and hiring, performance appraisal, and 

recommendation for advancement, take all actions that further ANR’s inclusive affirmative 
action/outreach/diversity efforts. 

 
ADDITIONAL RESPONSIBILITIES OF REGIONAL DIRECTORS AND PROGRAM 
LEADERS 
 
1. In consultation with County Directors or SSPP Directors and Program Leaders (as 

appropriate) review, modify as necessary, and approve definitions of potential program 
clientele developed by county staff, to ensure that such clientele definitions reflect ANR’s 
commitment to serve all clientele including diverse ethnic and gender groups. 

 
2. Support the planning and conduct of county-based programs in such a manner as to facilitate 

service to all clientele, including ethnic and gender groups that comprise the respective 
potential clientele populations for county programs. 

 
3. Monitor, on a continuing basis, the performance of staff with regard to their affirmative action 

responsibilities; identify areas of deficiency and develop and implement specific corrective 
action plans as needed. 

 
4. Provide orientation to new staff and periodic training to all staff as needed to ensure their full 

comprehension and appreciation of ANR’s commitment to affirmative action, and of their 
respective responsibilities as individual employees. 

 
5. In all personnel matters, including recruitment and hiring, performance appraisal, and 

recommendation for advancement, take all actions that further ANR’s inclusive affirmative 
action/outreach/diversity efforts. 
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ADDITIONAL RESPONSIBILITIES OF ADMINISTRATIVE UNIT MANAGERS 
 
1. Monitor, on a continuing basis, the performance of unit staff with regard to their affirmative 

action responsibilities; identify areas of deficiency and develop and implement specific 
corrective action plans as needed. 

 
2. Provide orientation to new staff and periodic training to all unit staff as needed to ensure their 

full comprehension and appreciation of ANR’s commitment to affirmative action, and of their 
respective responsibilities as individual employees. 

 
3. In all personnel matters, including recruitment and hiring, performance appraisal, and 

recommendation for advancement, take all actions that further ANR’s inclusive affirmative 
action/outreach/diversity efforts.  
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