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For more information and resources on meeting this commitment, see IANRE’s Civil Rights web 
page at https://www.uaf.edu/ianre/about/civil-rights/index.php. 
!

Section I - Program Planning and Participation 

Increase participation of people from underrepresented groups on district and statewide 
Extension advisory boards and expand participation in programs by those who have been 
traditionally underserved, including minorities and limited English proficiency persons. 
  
Objective 1 - Formalize advisory boards and ensure diversity in membership 
  

The importance of stakeholder input and citizen participation in our programs and research 
is noted in Extension’s mission – “to interpret and extend relevant research-based 
knowledge in an understandable and usable form; and to encourage the application of this 
knowledge to solve the problems and meet the challenges that face the people of Alaska; 
and, to bring the concerns of the community back to the university.” The mission of the 
IANRE: “we respond to the needs of Alaskans for resilient families and communities and 
sustainable natural resources. We listen, discover, innovate, educate and empower.” 
  
With these missions as our foundation, we have the opportunity to establish a system of 
diverse, stakeholder-focused advisory councils at both the district/regional and statewide 
level over the next 18 months. In our constituent communities and regions there are 
committees and tribal councils that are related to and can give worthwhile input on our 
activities but these committees are not to be used in place of IANRE established and 
focused committees. From their ranks we can gather geographic and cultural perspectives 
of people willing to serve in an advisory role to the activities, programming and direction 
of the institute. 
 
In addition, we will seek program area advisors with an understanding of the expectation to 
represent those who have not traditionally been a part of land grant programming.   
Our process for selection, appointment and review will ensure diverse nominations and 
participation by underrepresented groups. Annual reviews of the composition of advisory 
boards will be conducted to ensure reflection of the state by ethnicity, gender, culture, 
geography and expertise in programming. 
 
Initially, we will look to advisors in the four main elements of the institute: industry and 
vocational education partners in our mining and petroleum service training component, 
family members in our 4-H and FFA youth development charters, agencies and 
organizations involved with our research and experimental station farms, and from among 
the 60,000 recipients of information through our Extension outreach and engagement. 
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values and beliefs, as well as conveying information that will increase the group's 
understanding of the surrounding majority culture. 
 
Each office will maintain an LEP Requests and Actions Log that will be required 
documentation for Informal and Formal Internal Compliance Reviews and the NIFA Civil 
Rights Compliance Review.  

 
Objective 5 – Maintain parity of under-represented racial and ethnic groups’ 4-H membership 
and volunteerism  
 

Annual comparisons of demographics of membership data (ES237) will be completed to 
confirm continued parity of racial/ethnic minorities among membership and volunteer 
rosters statewide. Documentation of all reasonable efforts to diversify any non-integrated 
clubs will be maintained in office folders. 

  
Objective 6 - Offer and track ADA accommodations  
  

Develop or adjust educational programs to accommodate and meet the needs and interests of 
clients with disabilities. 
  
In addition to regular training on Americans with Disabilities Act (ADA) requirements, a 
review shall be conducted with all Extension offices. Physical facilities utilized for 
Extension programs will be reviewed for ADA compliance, and publication statements 
announcing programs will carry the University of Alaska Fairbanks-approved 
accommodations statement:  “Accommodation requests related to a disability should be 
made by [specific date] to [contact person, phone number and email].” 
 
All faculty and staff have also been instructed to keep an Accommodation Request and 
Actions Log in their office civil rights files so that the unit can look at patterns and 
potential barriers. This log will be required documentation for Informal and Formal 
Internal Compliance Reviews and the NIFA Civil Rights Compliance Review. 

 
Objective 7 – Parity Standard and Potential Participant Pool 
 

Annually each service area will determine the population eligible to participate in local 
Extension programs. They shall use the most current U.S. Census demographic 
information or most current projected demographics available. 

 
Objective 8 – Parity Standard and Face-to-Face Contacts  
 

Each district will identify through the annual face-to-face contact reports the number of 
clientele directly contacted, comparing the demographics against the population of the 
service area(s) to establish parity goals. 

 
The state parity goal in any given year is to serve the same percentage of each minority 
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population as the total face-to-face contacts with a given group divided by the total 
known state population of that group. [See most recent Census data]. 

 
Formula to Calculate Parity:  
 
% minority group in your program  X 100  
% minority group in the population  

 
Objective 9 – Contact Lists (Electronic and Non-Electronic) 

An operating policy outlining the requirements for management of all contact lists for 
clients and stakeholders has been developed and adopted by the IANRE Leadership Group. 
Faculty and staff will receive training on the maintenance, protection and use of contact lists 
according to this policy. Each list manager will conduct annual surveys of their mailing 
list(s) to collect race, ethnicity and gender data to determine if the list is representative of the 
population in the area being served. Should a disparity exist, the list manager and/or office 
responsible will work together with the Communications Unit to grow awareness of IANRE 
programs in under-represented audiences. Documentation of all reasonable efforts to 
diversify any non-representative mailing lists will be maintained in office folders. 
 

Section II - Research 
  

Objective 1 – Resource Allocation 
 

Research resources including project funding, lab and office space will be assigned in a 
nondiscriminatory manner. Resource allocation processes will be available in writing to all 
interested parties.  

  
Objective 2 – Graduate Students 
 

Graduate students will be recruited from a wide variety of student pools. AFES will work 
with UAF Planning, Analysis and Instituti
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stakeholders regardless of race, religion, color, national origin, citizenship, age, sex, physical 
or mental disability, status as a protected veteran, marital status, changes in marital status, 
pregnancy, childbirth or related medical conditions, parenthood, sexual orientation, gender 
identity, political affiliation or belief, genetic information, or other legally protected status. 
This applies to the programs and activities provided throughout the state. 
 
Objective 1 - Nondiscrimination advisement 

  
Advise potential program recipients of program availability and requirements of 
nondiscrimination.  

  
a.   All reasonable efforts will be undertaken to inform potential program participants of 
Extension activities and programs. “All reasonable efforts” shall be defined as the 
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The University of Alaska is an affirmative action/equal opportunity employer 
and educational institution and prohibits illegal discrimination against any 
individual: www.alaska.edu/nondiscrimination. 

  
The longer statement shall be used with fact sheets and other numbered publications: 

  
Published by the University of Alaska Fairbanks Cooperative Extension 
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ability to reach out to the underserved and underrepresented in Alaska. Training will assist 
faculty and staff with understanding the needs of the growing diversity in communities 
among actual and potential Extension clientele. 
  
Employees will be reminded annually of their civil rights obligations, and the expectation of 
nondiscrimination shall be included in job solicitations of new faculty and staff. Supervisors 
are encouraged to discuss progress on all reasonable efforts during annual personnel 
reviews. 

 

Section V - Civil Rights Compliance Reviews 
 

In order to ensure compliance with federal statutes, NIFA’s departmental regulations and 
IANRE’s Civil Rights Performance Plan, regularly scheduled internal reviews will be conducted 
at all IANRE offices. Written policies will outline the review process and the documentation 
required of each office. Electronic files for each office are in place for easy access and updating 
by both the compliance coordinator and office staff. 
  
Objective 1 – Internal Compliance Reviews 

  
Internal reviews to ensure compliance with the IANRE’s Civil Rights Performance Plan 
will be conducted on a regular basis. Both formal and informal reviews and follow up will 
be accomplished through the efforts of the civil rights compliance coordinator and director. 
  
Informal Compliance Reviews (ICR) will be conducted annually and include at a 
minimum, civil rights desk reviews including confirming the creation of annual parity 
reports, collection of face-to-face contact data with comparison to U.S. Census data and by 
completion of the review questionnaire used to spot-check the electronic files. 
  
Formal Internal Office Compliance Reviews (FIOCR) will be conducted once every seven 
years. These reviews will include review of on-site district civil rights records and an 
evaluation of the physical office and classroom spaces. In order to be sure that an FIOCR 
is conducted prior to the next cyclical NIFA Compliance Review in 2028, the following 
schedule has been developed with all FIOCRs completed by the end of 2025. At least two 
ICRs will be scheduled before an office’s first FIOCR. 
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Year     

2022 Month: TBD 
Tanana 

Month: TBD 
State Office 

Month: TBD 
CAFO 

Month: TBD 
TCC 

2023 Month: TBD 
Anchorage 

Month: TBD 
MatSu/MEFEC 

Month: TBD 
Kenai 

Month: TBD 
Fairbanks Research 





! *$!

university’s goals. (06-20-97) 
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In accordance with federal and state law, illegal discrimination in employment 

against any individual because of race, color, religion, national origin, age, sex, sexual 
orientation, veteran status, physical or mental disability, marital status or changes in 
marital status, pregnancy or parenthood is prohibited. Decisions affecting an 
individual’s employment will be based on the individual’s qualifications, abilities and 
performance, as appropriate. (02-18-11) 
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Age Discrimination in Employment Act 
Title IX of the Education Amendments of 1972 
Section 504 of the Rehabilitation Act of 1973 
Vietnam Era Veterans' Readjustment Assistance Act of 1974 
Pregnancy Discrimination Act of 1978 
Immigration Reform & Control Act of 1986 
Civil Rights Restoration Act of 1987 
Americans with Disabilities Act of 1990 as amended 
Age Discrimination Act of 1975 
Genetic Information Non-Discrimination Act of 2008 
Alaska Statute 14.40.050 and 18.80.220 

 
2. Individual merit will be considered by the university. University hiring decisions 

will be based on the individual's qualifications, demonstrated abilities and 
performance, as appropriate. 

 
B. Affirmative Action 
 
The university seeks to hire, train and promote individuals based on qualifications 

and demonstrated ability to perform the job. In its commitment to affirmative 
action, the university is committed to recruit and retain women and minorities in 
positions of employment where they have been traditionally under-represented. 
The concept of affirmative action requires that practices that adversely impact 
protected classes should be eliminated unless the university can demonstrate 
a legally permissible basis. To accomplish the goals of its affirmative action 
program, the university encourages employment applications from and makes 
special efforts to recruit protected classes. (06-01-17) 
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employee, or by a third party on the applicant or employee’s behalf. 
1. The requester must give verbal or written notification to the ADA Coordinator 

or to a supervisor in the employee’s chain of command. Notification must 
include the existence of a disability, the disability-related limitation(s) or 
workplace barrier(s) that need to be accommodated, and, if known, the 
desired modification or adjustment to the application process or work 
environment. 04.02 7 General Personnel Policies/Regulations 

2. A supervisor who receives verbal or written notification of a request for 
accommodation will promptly notify the ADA Coordinator.\ 

3. The ADA Coordinator will provide written confirmation of the receipt of a 
request for reasonable accommodation to the requester, either by letter or 
email. 

4. Requests for accommodation will be processed as expeditiously as possible 
and within a reasonable period of time, depending on the specific 
circumstances. Reasonable accommodation requests by an applicant will be 
processed expeditiously, using timeframes tailored to the application 
process. 

5. The ADA Coordinator may request medical documentation from an applicant 
or employee in support of a request for reasonable accommodation. Any 
request for medical documentation may not be open ended, and will be 
limited to documentation of the individual's disability and the functional 
limitations for which reasonable accommodation is sought. Submission of 
medical documentation is not required when the disability for which a 
reasonable accommodation is sought is known or readily observable and the 
need for accommodation is known or obvious. 

6. If the ADA Coordinator determines that the applicant or employee is a 
qualified individual with a disability, the ADA Coordinator will initiate an 
interactive process with the applicant or employee to determine a reasonable 
accommodation. 

7. In attempting to determine a reasonable accommodation, the ADA 
Coordinator will obtain and clarify relevant information from the employee, 
the supervisor, the regional personnel director, and other involved persons, 
as applicable. 

8. The ADA Coordinator will identify effective solutions, including 
recommendations for reasonable accommodations, and report those 
recommendations to the respondent's immediate supervisor, regional human 
resources office, and other appropriate administrative officers. 

9. The university will make a reasonable accommodation to the known physical 
or mental limitations of an otherwise qualified applicant or employee with a 
disability unless the accommodation would impose an undue hardship on the 
operation of university business. 

10. Any denial of a requested reasonable accommodation will be provided in 
writing. The written denial will include the reason for the denial and 
information about the reconsideration process, and be dated and signed by 
the ADA Coordinator or designee. 

11. An applicant or employee may seek reconsideration by the EEO Coordinator 
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will offer reasonable accommodation as appropriate. (08-07-14) 
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Applicants will be informed of the university policy to provide reasonable 
accommodation for applicants and employees with disabilities. They will be 
informed that they can request accommodations during any part of the 
application process, including interviews. (01-12-07) 
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A. Each MAU will establish a process for approval to recruit to include, at a 
minimum, budgetary approval and approval by the regional human resources 
office. 
 
B. The regional human resources or affirmative action office will provide 
training to hiring authorities and search committees as needed to promote 
effective selection processes that comply with policy, regulations, and 
applicable state and federal law. 
(01-12-07) 
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A. The hiring official will: 

1. develop the vacancy announcement and advertising copy; 
2. develop screening and evaluation criteria; 
3. select the screening committee/individual screeners; 
4. conduct interviews and reference checks; 
5. select the best qualified candidate based on job-related criteria and 
available information; 
6. obtain approval for the recruitment process from the regional human 
resources office prior to making the job offer; 
7. for staff positions, identify appropriate starting salary in conjunction 
with the human resources office, and obtain authorization from the 
human resources office to offer the position and the approved salary; 
8. for faculty positions, identify appropriate starting salary and obtain 
authorization from the Provost, or designee, to offer the position at the 
approved salary; 
9. offer the position; 
10. notify unsuccessful candidates; 
11. submit required reports and documentation to the regional human 
resource office; and 
12. forward recruitment records to the regional human resources office 
or maintain the records for the required period of time. 

 
B. The regional human resources office will: 
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1. develop guidelines and processes for conducting and documenting 
recruitment and selection processes; 
2. provide training on recruitment and selection processes; 
3. approve vacancy announcements and advertising copy; 
4. approve posted position requirements; 
5. post vacancy announcements; 
6. approve screening and evaluation criteria and processes prior to 
releasing applications to the hiring official; 
7. approve screening documentation, including equal employment 
opportunity and affirmative action compliance, prior to proceeding to the 
interview process; 
8. approve the recruitment process prior to authorizing the extension of 
a job offer; 
9. for staff positions, approve the starting salary and step placement; 
and 
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1. "An Equal Employment Opportunity/Affirmative Action employer and 
educational institution." 
2. "Your application for employment with the University of Alaska is 
subject to public disclosure under the Alaska Public Records Act." 

 
E. Advertisements are condensations of the recruitment notice and must 
include, at a minimum, the position title, posting period, contact information 
and the abbreviated affirmative action statement “EOE/M/F/Vet/Disabled.” 
 
F. Required education and experience will reflect the knowledge, skills, and 
abilities needed to perform the job satisfactorily based on the position 
description. Equivalencies to minimum education and experience 
qualifications may be allowed, except where required for licensing or 
accreditation. (08-07-14) 
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A. Screening is a process of reviewing applicants using uniform and 
consistent criteria to identify the most qualified candidates. Screening 
processes will be consistent with accepted human resource practice. All 
phases of the screening process and all evaluation criteria will be non-
discriminatory, content valid, and job related, based on the position’s duties 
and responsibilities. 
 
B. At a minimum, screening for a position will include evaluation of written 
applications, interviews, and reference checks. With approval of the regional 
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Director, Department of Equity and Compliance 
355 Duckering Building, 1760 Tanana Loop, University of Alaska Fairbanks, Fairbanks, 
Alaska 99775 
 
The University of Alaska Fairbanks Department of Equity and Compliance offers a 
reporting web page at https://www.uaf.edu/equity/reporting.php with information and 
resources and a form for filing complaints of discrimination at 
https://cm.maxient.com/reportingform.php?UnivofAlaska&layout_id=40 
 
When the Department of Equity and Compliance receives a report of nonsexual or 
nongender-


