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APPLICABLE AFFIRMATIVE ACTION LAWS AND REGULATIONS 

Texas A&M AgriLife Research AAP for minorities and women (Part I) has been prepared 
according to Executive Order 11246, as amended, and Title 41, Code of Federal Regulations, Part 
60-1 (Equal Employment Opportunity Duties of Government Contractors), Part 60-2 (Affirmative
Action Programs of Government Non-Construction Contractors (also known as "Revised Order
No. 4"), and Part 60-20 (Sex Discrimination Guidelines for Government Contractors).

Texas A&M AgriLife Research has developed separately an affirmative action plan for protected 
veterans and individuals with disabilities (Part 11), prepared in accordance with the Rehabilitation 
Act of 1973, Section 503, as amended; and Title 41, Code of Federal Regulations, Part 60-741 
(Affirmative Action Program for Individuals with Disabilities); the Vietnam Era Veterans' 
Readjustment Assistance Act of 1974, as amended; and Title 41, Code of Federal Regulations, 
Part 60-300 (Affirmative Action Program for Protected Veterans). 

Under Section 503, a business with a federal contract of more than $15,000 is required to treat 
qualified individuals with disabilities without discrimination on the basis of their physical or 
mental disability in all employment practices, and to take affirmative action to employ and advance 
in employment individuals with disabilities. If the company has at least 50 employees and a single 
contract of $50,000 or more, then it must also develop a Section 503 AAP, as described in 41 
CFR 60-300, Subpart C. Section 503 applies to businesses with federal construction contracts, but 
not to businesses with federally assisted construction contracts.

Under VEVRAA, a business with a federal contract of $150,000 or more is required to treat 
qualified individuals without discrimination based on their status as a protected veteran in all 
employment practices, and to take affirmative action to employ and advance in employment 
protected veterans. If the company has at least 50 employees and a single contract of $150,000 or 
more, then it must also develop a VEVRAA AAP, as described in 41 CFR 60-300, Subpart C. 
VEVRAA applies to businesses with federal construction contracts, but not to businesses with 
federally assisted construction contracts. 
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PROGRAM TERMINOLOGY 

The terms "comparison of incumbency to availability," "deficiency," and "problem area" appearing 
in this AAP are terms Texas A&M AgriLife Research is required by government regulations to 
use. 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 Texas A&M AgriLife 
Research will use the terms in total good faith in connection with its AAP, such use does not 
necessarily signify that it agrees that these terms are properly applied to any particular factual 
situation and is not an admission of non-compliance with EEO laws, regulations, and objectives. 

The comparison of incumbency to availability contained herein is required by government 
regulations to be based on certain statistical comparisons. Geographic areas and sources of 
statistics used herein for these comparisons were used in compliance with government 
regulations, as interpreted by government representatives. The use of certain geographic areas 
and sources of statistics does not indicate Texas A&M AgriLife Research's agreement that the 
geographic areas are appropriate in all instances of use or that the sources of statistics are the 
most relevant. The use of such geographic areas and statistics may have no significance outside 
the context of this AAP. Such statistics and geographic areas will be used, however, in total good 
faith with respect to this AAP. 

The grouping of job titles into a given job group does not suggest that Texas A&M 
AgriLife Research believes the jobs so grouped are of comparable worth. 

Whenever the term "goal" is used, it is expressly intended that it does "not provide the contractor 
with a justification to extend a preference to any individual, select an individual, or adversely 
affect an individual's employment status, on the basis of that person's race, color, religion, sex, 
sexual orientation, gender identity, or national origin" as stated in Title 41 Code of Federal 
Regulations, Part 60-2.16(e)(2). 

This AAP is not intended to create any contractual or other rights in any person or entity. 

RELIANCE ON EEOC'S GUIDELINES 

Although Texas A&M AgriLife Research does not believe any violation of Title VII of the Civil 
Rights Act exists, it has developed this AAP in accordance with and in reliance upon the EEOC's 
Guidelines on Affirmative Action, Title 29 Code of Federal Regulations, Part 1608. 

REPORTING PERIOD 

This AAP is not intended to create any contractual or other rights in any person or entity.

• Employee (snapshot) date: 12/31/2023

• AAP implementation period: 1/1/2024 - 12/31/2024

• Transaction (hires, promotions/transfers, and terminations) period: 1/1/2023 - 12/31/2023 
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B. Duties of Associate Directors, Department Heads and Supervisors

The Associate Directors, Department Heads and Supervisors have the responsibility of

applying the principle of equality in all personnel actions. Their duties include:

1. Applying the principles of equal employment opportunity in all terms and conditions of
employment.

2. Reviewing the qualifications of all employees to ensure minorities and women are given
full opportunity for transfers and promotions.

3. Taking action to prevent harassment of employees due to race, color, religion, sex, national
origin, age, disability, or veteran status.

4. Properly displaying poster and notices.

5. Ensuring that minority and female employees are afforded full employment opportunities
and are encouraged to participate in all agency-sponsored educational and training
activities.

6. Ensuring that their department or division fully complies with the spirit and policies of the
affirmative action program.

7. Ensuring that no one in their department or division harasses employees, retaliates against
employees for using the complaint and appeal procedures, or retaliates against employees
for filing a complaint with a federal, state, or local compliance agency.

8. Is accountable to senior management for personal support of Texas A&M AgriLife
Research's equal opportunity and affirmative action policies.
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CHAPTER F: EXTERNAL DISSEMINATION OF POLICY, OUTREACH, AND 

POSITIVE RECRUITMENT 

41 C.F.R. §§ 60-300.44(F); 60-741.44(F) 

Texas A&M AgriLife Research will undertake appropriate outreach and positive recruitment 
activities that are reasonably designed to effectively recruit qualified individuals with disabilities 
and protected veterans. 

1. Texas A&M AgriLife Research's statement on equal opportunity and affirmative 
action is communicated to all prospective employees through its inclusion on job postings 
and the official application for employment.

2. All Texas A&M AgriLife Research's job openings will continue to be listed with the Texas 
Workforce Commission to ensure that all prospective applicants are aware of openings. 
Only positions that will be filled by internal candidates are exempt from posting 
requirements.

3. On-site tours and meetings are available as an outreach to interested individuals, veteran's 
organizations and representatives, and rehabilitation agencies to familiarize their advisers 
and job coaches of physical features of the workplace and related job requirements.

4. Additional outreach efforts will be made as needed to meet the benchmarks established for 
hiring protected veterans and the utilization goals for individuals with disabilities. 
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CHAPTER G: INTERNAL DISSEMINATION OF POLICY 

41 C.F.R. §§ 60-300.44(G); 60-741.44(G) 

In order to gain positive support and understanding for the affirmative action program for 
protected veterans and individuals with disabilities, Texas A&M AgriLife Research will 
implement or continue to implement the following internal dissemination procedures. 
The following procedures are designed to foster support and understanding from our executive 
staff, management, supervisors, and other employees in an effort to encourage all employees to 
take the necessary actions to aid us in meeting our obligations. Texas A&M AgriLife Research's 
Director distributes written communication of reaffirmation of commitment to affirmative action 
annually to all employees. This memorandum is also available on Texas A&M AgriLife 
Research's website. 

1. A&M System Policy 08.01 and Regulation 08.01.01 set forth the system's commitment to

affirmative action compliance.

2. The Affirmative Action plan is available on Texas A&M AgriLife Research's website.

3. State and federal EEO posters are placed at all Texas A&M AgriLife Research's locations.
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CHAPTER I: RESPONSIBILITY FOR IMPLEMENTATION 

41 C.F.R. §§ 60-300.44(1); 60-741.44(1) 

1. The Agency Director has ultimate responsibility for the success of the affirmative action
program. The Agency Director has delegated specific authority and responsibility for
affirmative action to the Chief Human Resources Officer.

2. Managers and supervisors share in the responsibility for implementation.

a. Individual departments share the administrative responsibilities of day-to-day

implementation of the program.

b. All positions for which external candidates are considered are posted and advertised.
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