BEFORE THE COUNCIL OF THE
METROPOLITAN SERVICE DISTRICT

FOR THE PURPOSE OF ADOPTING C

) RESOLUTION NO. 88-994
THE AFFIRMATIVE ACTION GOALS )
AND OBJECTIVES FOR FISCAL YEAR ) Introduced by Rena Cusma,
1988-89 ) Executive Officer :

WHEREAS, It is the policy of Metropolitan Service District
to ensure that equal employment opportunities and affirmative action
practices exist for all applicants and employees without regard to
their race, color, religion, national origin, sex age, marital
status, Vietnam era or disabled veteran status or handicap for which
reasonable accommodation can be made; and

WHEREAS, The Council of the Metropolitan Service District
adopted an "Equal Employment Opportunity and Affirmative Action
Program" set forth in Ordinance No. 83-166 on December 10, 1983; and

WHEREAS, Annual Affirmative Action goals are established by
fund and job category for females and minorities to implement this
program; now, therefore,

BE IT RESOLVED,

1. That the Affirmative Action Goals and Objectives
attached in Exhibit A are established for the period of July 1,
1988, through June 30, 1989. _

2. That these goals and objectives will become part of the

1988-89 Affirmative Action Plan.

ADOPTED by the Council of the Metropolitan Service District

this 27th day of October , 1988.

» Presiding Officer

RP/RB/sm-0021D/544-09 /23 /88



EXHIBIT A
SECTION 1

METRO AFFIRMATIVE ACTION GOALS AND OBJECTIVES

FY 1988-89 Goal

To attain and maintain a Metro employee workforce profile which
reflects the representation of females and minorities in the Portland
Metropolitan Statistical Area by fund and by the job categories of
Officials/Administrators, Professionals, Administrative Support,
Service/Food, Gardeners, Keepers and Support. The goal column in
Tables 1-7 show the desired representation of females and minorities
for each category and fund.

Objective 1

By the end of FY 1988-89 maintain the percentages in job categories,
by fund that have met or exceeded the percentage established as the
goal for female and minority representation. When the June 30, 1988
status percentage in Tables 1-7 meets or exceeds the goal then the
objective is listed as "maintain."

Objective 2

By the end of FY 1988-89 increase the percentages in job categories by
fund that have not met the percentage established as the goal for
female and minority representation. When the June 30, 1988 status
percentage in Tables 1-7 is less than the goal then the objective is
listed as "increase."

0021D/554
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TABLE 1

Y 1988-89

OVERALL METRO GOALS AND OBJECTIVES
BY JOB CATEGORIES

Job Category

Officials/Administrators
Professionals
Administrative Support
Service/Food

Gardeners/Keepers/
Support

Officials/Administrators
Professionals
Administrative Support
Service/Food

Gardeners/Keepers/
Support

MAINTAIN =

June 30, 1988
Status
No. Percent
Females
7 (29) 24.1
39 (77) 50.7
88 (124) 71.0
148 (227) 65.2
19 (74) 25.7
201 (531) 56.7
Minorities
2 (29) 6.9
10 (77) 13.0
11 (124) 8.9
19 (227) 8.4
5 (74) 6.8
27 (531) 8.9

1988-89
Goal Objective
33.2 Increase
47.0 Maintain
78.7 *%
63.2 Maintain
21.2 Maintain
56.9 Maintain
5.0 Maintain
5.4 Maintain
6.4 Maintain
10.8 Increase
9.6 Increase
6.3 Maintain

INCREASE = Increase representation as openings occur.
* Close enough to be legally in compliance, but affirmative efforts

continuing.

Maintain or exceed parity with workforce representation.

** This is a female dominated job category and no objective is set.

0021D/554
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TABLE 2

FY 1988-89
GOALS AND OBJECTIVES

GENERAL FUND
June 30, 1988

Status 1988-89
Job Category No. Percent Goal Objective
Females
Officials/Administrators 4 (13) 30.8 33.2 *
Professionals 12 (19) 63.2 47.0 Maintain
Administrative Support 20 (22) 90.9 78.7 *%
36 (54) 66.7 56.9 Maintain
Minorities
Officials/Administrators 0 (13) 0.0 5.0 *
Professionals 2 (19) 10.5 5.4 Maintain
Administrative Support 3 (22) 13.6 6.4 Maintain
5 (54) 9.3 6.3 Maintain

Maintain or exceed parity with workforce representation.
Increase representation as openings occur.

MAINTAIN
INCREASE

NOTE: General Fund includes Council, Executive Management, Account-
ing, Management Services, Data Processing, Public Affairs and
Building Management.

* Close enough to be legally in compliance, but affirmative efforts

continuing.

** This is a female dominated job category and no objective is set.

0021D/554
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Job Category

Officials/Administrators
Professionals
Administrative Support
Service/Food

Gardeners/Keepers/
Support

Officials/Administrators
Professionals
Administrative Support
Service/Food

Gardeners/Keepers/ -
Support

TABLE 3

FY 1988-89
GOALS AND OBJECTIVES
Z00
June 30, 1988
Status
No. Percent
Females
3 (92) 33.3
9 (16) 56.3
44 (73) 60.3
148 (227) 65.2
19 (74) 25.7
223 (399) 55.9%
Minorities
1 (9) 11.1
2 (16) 12.5
6 (73) 8.3
19 (227) 8.4
5 (74) 6.8
33 (399) 8.3

1988-89
Goal Objective
33.2 Maintain
47.0 Maintain
78.7 * %
63.2 Maintain
21.2 Maintain
56.9 Increase
5.0 Maintain
5.4 Maintain
6.4 Maintain
10.8 Increase
9.6 Increase
6.3 Maintain

MAINTAIN = Maintain or exceed parity with workforce representation.
INCREASE = Increase representation as openings occur.
* Close enough to be legally in compliance, but affirmative efforts

continuing.

** This is a female dominated job category and no objective is set.

0021D/554
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Job Category

Officials/Administrators
Professionals

Administrative Support

Officials/Administrators
Professionals

Administrative Support

MAINTAIN

TABLE 4

FY 1988-89
GOALS AND OBJECTIVES

SOLID WASTE

June 30, 1988

Status
No. Percent
Females
0 (4) 0.0
11 (20) 55.0
18 (22) 81.8
29 (46 63.0
Minorities

1 (4) 25.0
2 (20) 10.0
2 (22) 9.1

5 (46) 10.9

1988-89

Goal Objective
33.2 Increase
47.0 Maintain
78.7 *%
56.9 Maintain
5.0 Maintain
5.4 Maintain
6.4 Maintain
6.3 Maintain

INCREASE = Increase representation as openings occur.
* Close enough to be legally in compliance, but affirmative efforts

continuing.

Maintain or exceed parity with workforce representation.

** This is a female dominated job category and no objective is set.

0021D/554
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TABLE 5

FY 1988-89
GOALS AND OBJECTIVES
TRANSP ORTATION
June 30, 1988
Status 1988-89
Job Category No. Percent Goal Objective
Females
Officials/Administrators 0 (2) 0.0 33.2 *
Professionals 4 (16) 25.0 47.0 Increase
Administrative Support 2 (3) 66.7 78.7 *
6 (21) 28.6 56.9 Increase
Minorities
Officials/Administrators 0 (2) 0.0 5.0 *
Professionals 2 (16) 12.5 5.4 Maintain
Administrative Support (0] (3) 0.0 6.4 *
2 (21) 9.5 6.3 Increase

MAINTAIN = Maintain or exceed parity with workforce representation.

INCREASE = Increase representation as openings occur.
* Close enough to be legally in compliance, but affirmative efforts

continuing.
** This is a female dominated job category and no objective is set.

0021D/554
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TABLE 6

FY 1988-89
"GOALS AND OBJECTIVES

RESEARCH & DEVELOPMENT

June 30, 1988

Status 1988-89
Job Category No. Percent Goal Objective
Females
Officials/Administrators 0 (1) 0.0 33.2 *
Professionals 1 (3) 33.3 47.0 *
Administrative Support 1 (1) 100.0 78.7 k¥
2 (5) 40.0 56.9 *
Minorities
Officials/Administrators 0 (1) 0.0 5.0 *
Professionals 2 (3) 66.6 5.4 Maintain
Administrative Support 0 (1) 0.0 6.4 *
2 165) 40.0 6.3 Maintain

MAINTAIN = Maintain or exceed parity with workforce representation.

INCREASE = Increase representation as openings occur.

* Close enough to be legally in compliance, but affirmative efforts
continuing.

** This is a female dominated job category and no objective is set.

0021D/554
09/19/88



TABLE 7

FY 1988-89
GOALS AND OBJECTIVES

CONVENTION CENTER PROJECT

June 30, 1988

: Status 1988-89
Job Category No. Percent Goal Objective
Females
Officials/Administrators 0 (0) 0.0 - -
Professionals 2 (3) 66.6 47.0 Maintain
Administrative Support 3 (3) 100.0 78.7 *%
5 (6) 83.3 56.9 Maintain
Minorities
Officials/Administrators 0 0 0 - -
Professionals 0 | 3 0 5.4 *
Administrative Support 0 3 0 6.4 *
0 0 0 6.3 *

MAINTAIN Maintain or exceed parity with workforce representation.

INCREASE Increase representation as openings occur.

* Close enough to be legally in compliance, but affirmative efforts
continuing.

** This is a female dominated job category and no objective is set.

0021D/554
09/19/88



STAFF REPORT

CONSIDERATION OF RESOLUTION NO. 88-994, FOR THE
PURPOSE OF ADOPTING AFFIRMATIVE ACTION GOALS AND
OBJECTIVES FOR FISCAL YEAR 1988-89

Date: August 16, 1988 Presented by: Ray Phelps
Randy Boose

FACTUAL BACKGROUND AND ANALYSIS

The Metro Council enacted Ordinance No. 83-166 on December 20,
1983, establishing Equal Employment Opportunity and Affirmative
Action employment policies for the District. An Affirmative Action
Plan, prepared by the Executive Officer, implements these policies
through goal-setting, by job category, for female and minority
representation at Metro.

The goals for this Plan are based on an analysis of the regional
. workforce data for the Portland Metropolitan Statistical Area pro-
vided by the Employment Division of the State of Oregon. The goals
are expressed as a percentage in order to quantify the minimum female
and minority representation that Metro desires to attain for each

job category for a fiscal year.

When the number of females and minorities employed at Metro for
a fiscal year is above the percentage goal for a job category, the
objective is to maintain and improve the representation in that job
category for the next fiscal year. Alternatively, when the number
of females and minorities employed at Metro for a fiscal year is
below the percentage goal for a job category, the objective is to
increase efforts to achieve the representation for the job cate-
gory. The proposed goals and objectives for Fiscal Year 1988-89 are
set forth in Exhibit A, Tables 1-7, which are part of the 1988-89
Affirmative Action Plan.

These goals and objectives of the Affirmative Action Plan are
updated each year by the Executive Officer and adopted by Resolution
of the Council. Additionally, the previous year's Affirmative
Action efforts in achieving employment goals is assessed as part of
the goals and objectives update. This information is contained in
Tables 9-16 of the 1988-89 Affirmative Action Plan. The Plan is on
file at the Metro offices and is available on request.



Included in the Plan is an analysis of last year's Affirmative
Action efforts. Highlights include:

1. Metro exceed its annual goal for minority
representation during Fiscal Year 1987-88. (Goal: 6.3 percent;
June 30, 1987, status: 9.2 percent). Last year's representation
was 8.8 percent. Metro has exceeded its minority representation
goal for the past four consecutive years.

2. Metro's female representation reached the goal of
56.9 percent (June 30, 1988, status: 56.7 percent).

3. The three hiring priorities from last year were met.
These included: a) increasing female representation in the
Officials/Administrators category by almost 5 percent; 2) hiring two
minorities in the Officials/Administrators category; and 3) increas-
ing by 19.7 percent and 1.9 percent in the Transportation and Solid
Waste Departments, respectively, the representation of females in
the Professional category.

4, Department directors developed departmental qualita-
tive and quanitative affirmative action goals for Fiscal Year
1987-88. This is the first time department directors have been
involved in this process.

5. Metro hired employees from other affirmative action
employee groups (senior workers, handicapped). Several people were
hired through the Mental Health Services Transitional Employment
Program and the Portland Private Industry Senior Community Service
Employment Program.

EXECUTIVE OFFICER'S RECOMMENDATION

The Executive Officer recommends adoption of Resolution
No. 88-994.

RP/RB/srs
0021D/554
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METRO Memorandum

2000 S.W. First Avenue
Portland, OR 97201-5398

503/221-1646
Agenda Item No. 5.5
Meeting Date October 27, 1988
- Date: October 18, 1988 - _—
To: Metro Council
From: : Councilor Mikm@agsdale, Chair

Council Internal Affairs Committee

Regarding: INTERNAL AFFAIRS COMMITTEE REPORT ON OCTOBER 27, 1988
COUNCIL MEETING AGENDA ITEM NO.5.5, RESOLUTION NO. 88-994.
FOR THE PURPOSE OF ADOPTING AFFIRMATIVE ACTION GOALS AND"
OBJECTIVES FOR FY 1988-89 '

COMMITTEE RECOMMENDATION: Committee members present -- Councilors

Coleman, Collier, Kirkpatrick, and myself -- voted unanimously to
recommend Council adoption of Resolution No. 88-994. Councilor Knowles

was absent.

COMMITTEE DISCUSSION & ISSUES: Metro’s Director of Finance &
Administration, Ray Phelps, presented the resolution and staff report,
noting that Metro exceeded its annual goal for minority representation
during FY 1987-88 (see the attached Staff Report of August 16, 1988).
The Committee commended the Department for its efforts and achieve-
ments and noted that Metro should assess its goals in terms of
optimums, perhaps developing a "white paper". It was noted that
updating the statistical profile used to set the representation goals
would be an important step.

After discussing quantitative versus qualitative measures of Metro’s
affirmative action program, it was suggested that the Department track
and report on the retention and promotion of Metro’s minority and
female employees. .

jpm a:\iaceeo
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FY 1988-89 AFFIRMATIVE ACTION PIAN

INTRODUCTION

It is the policy of Metro to ensure that equal employment oppor-
tunities and affirmative action practices exist for all applicants and
employees without regard to their race, color, religion, national -
origin, sex, age, marital status, Viet Nam era or Disabled Veteran
status, or handicap for which reasonable accommodation can be made.
This policy was established on December 20, 1983, by the Council when
it adopted Ordinance No. 83-166. Procedures were developed and stated
in Executive Order No. 19. A copy of the Executive Order is included
in the Plan on page 28. : ‘ ~ '

. !

- The policies, practices and procedures established by this Ordinance
and Executive Order apply to all Metro departments. and project areas.
They are intended to be an integral part of personnel policy and
practice including recruiting, selecting, hiring, transferring, pro-
moting, compensating and terminating employees. : -

"Affirmative Action" is defined as a positive.program to eliminate
discrimination of the protected classes now and in the future. To
assist in carrying out this program, annual goals and objectives are
established to set the necessary percentages of females and minorities
that Metro must employ to achieve parity with the regional work force
by job category and fund. '

The FY 1988-89 Affirmative Action Plan includes:

A. Section 1. Goals and objectives recommended by the
Executive Officer for adoption by Council. This section.
compares actual employment data as of June 30, 1988, by job
category and fund, with the goals for Fiscal Year 1988-89.
This is necessary to determine if the objectives for the
year should be to maintain or increase representation.

B. ' Section 2. Compares actual employment data as of June 30,
1987, with the same data as of June 30, 1988. This is ‘
necessary to determine the success Metro experienced in
reaching last year's Affirmative Action goals and objec-
tives. "This section also analyzes the employment activity

“and the affirmative action efforts for Fiscal Year 1987-88,
sets hiring priorities for Fiscal Year 1988-89, and lists
Metro's Affirmative Action strategy for assisting depart-
ments in reaching their Affirmative Action objectives.

C. Section 3, which is the appendices that includes documents
- and tables. . : : .

8320C/504



SECTION 1

,-METRO AFFIRMATIVE ACTION GOALS AND OBJECTIVES

'FY_1988-89 Goal

To attain and maintain a Metro employee workforce profile which -
reflects the representation of females and minorities in the = =
Portland Metropolitan Statistical Area by fund and by the job cate-
gories of Officials/Administrators, Professionals, Administrative
~Support, Service/Food, Gardeners, Keepers and. Support. ‘The goal
.column 'in Tables 1-7 show the desired representation of females and-
“minorities for each category and fund. = : S o

Objective 1

By the end of FY 1988-89 maintain the percentages in job categories,
by fund that have met or exceeded the percentage established as "the
‘goal for female and minority representation. When the June 30, 1988
status percentage in Tables 1-7 meets or exceeds the goal then the
objective is listed as "maintain." L

Objective 2

Ey‘fhe end of FY 1988-89 increase the petcentages'in job categorieéf

. by fund that have not met the percentage established as the goal for . .

female and minority representation. When the June 30, 1988 status

percentage in Tables 1-7 is less than the goal then the objective is
listed as "increase." ‘

18320C/504



" Job Category

Officials/Administrators

Professionals:
Administrative Support
Sérvice/Food-

Gardeners/Keepers/
Support

Officials/Administrators
Professionals
Administrative Support
.Serbice/Food

Gardeners/Keepers/
Support.

- MAINTAIN
INCREASE:

TABLE 1

. FY 1988~ 89 ‘
OVERALL METRO GOALS AND -OBJECTIVES
BY JOB CATEGORIES

June 30, 1988

Status
. No. Percent
Females_

7 (29) 24.1
39 (77)  50.7
88 (124) = 71.0

148 (227)  65.2
19 (74) 25.7
201 (531) 56.7

Minorities

2 (29) 6.9
10 (77)  13.0
11 (124) 8.9
19 (227) 8.4

5 . (74) 6.8
I7 (53L) 9

1988-89
Goal - Objective
33.2 Increase‘
47.0 Maintain
78.7 ki
63.2 Maintain
21.2 Mainﬁain
56.9. . Maintain
5.0 Maintain
5.4 Maintain
6.4 Maintain
10.8_ Increase
- 2,6 - Increase
‘6.3 Maintain

Maintain or exceed par1ty with workforce representation.
Increase representatlﬂn as openings occur.

* Close enough to be 1egally in compllance, but affirmative efforts

cont1nu1ng.

** This is a female domlnated job category and no objective is set.

8320C/504
109/19/88



TABLE 2

FY 1988-89
'GOALS AND OBJECTIVES

GENERAL FUND

- June 30, 1988 . S
Status - 1988-89

,Job~CateQOry | - No. Percent - ° Goal Objective
_ _ Females _
Officials/Administrators 4  (13)  30.8  33.2 - %
Professionals 12 (19)  63.2 47.0° Maintain
Administrative :Support = 20  (22) 90.9 - 78.7 %
36 (54) 66.7 56.9 Maintain
Minorities
Officials/Administrators 0 (13) 0.0 5.0 o
Professionals 2 (19) 10.5 5.4  Maintain
Adminiétrative Support 3 (22)' 13.6 6.4 Maintain
| | 5 T54) 0 9.3 %3  Maintain
MAINTAIN = Maintain or exceed parity with wor kfor ce represéntatidn.‘

INCREASE Increase representation as openings occur.
NOTE: . General Fund includes Council, Executive Management, Account-
. ing, Management Serv1ces, Data Processing, Public Affairs and
Building Management.
* Close enough to be legally in compllance, but afflrmatlve efforts
contlnulng. '
** This is a female domlnated job category and no objectlve is set.

8320C/504-
09/19/88



~ MAINTAIN

;;Job Category‘

_ o
Officials/Administrators

Professionals
Administrative Support
Service/Food

Gardeners/Keepers/
Support

Officials/Administrators
Professionals
Administrative Support
Service/Fbod

Gardeners/Keepers/
Support

INCREASE

'TABLE 3

FY 1988-89
'GOALS AND OBJECTIVES
%00
. June 30, 1988
. Status
No. Percent
Feméles'
3 (9 33.3
9  (16)  56.3
44  (73) 60.3
148 (227) 65.2
19 (74) 25.7
1223 (399) 55.90%
-fMinorities
1 | (9) 11.1
2 (16)  12.5
6  (73) 8.3
19 (227) 8.4
5 (74) 6.8
33 (399) 8.3

1988-89

Goal Objective
‘33;2 " Maintain
47.0  Maintain
78.7 %k
63.2 Maintain
21.2  Maintain
56.9 Increase
- 5.0 Maintain
5.4 _ Maintain
6.4 Maintain
10.8 Increase
9.6 Increase
6.3 Maintain

Maintain or exceed parity with workforce representation.
Increase representatlnn as openings occur.

* Close enough to be legally in compliance, but affirmative efforts

cont1nu1ng.-

** This is a female dominated job category and no objectlve 1s set.

83200/504
09/19/88



Job Category

bffidials/Adminiét:ators
Professionals

Administrativeisupport

Officials/Administrators
Professionals

Administrative Support

MAINTAIN

.TABLE 4 .

FY 1988-89

. GOALS AND OBJECTIVES

' SOLID WASTE

June 30, 1988
Status

No. . Percent -

‘Females

0 (4) ‘0.0.

11 (20) - 55.0

Minorities

1 (4  25.0
2 (20) 10.0
2 (22) 9.1

5. 7(46) 10.9

-1988-89

INCREASE = Increase representation as openings occur.
* Close enough to be legally in compliance, but

continuing.

Goal Objective
33.2 Increase
47.0 'Maintain.
78.7 * ok
56.9 ‘Maintain
5.0 Maintain
5.4 Maintéin'
6.4 -Maintain‘
6.3

"Maintain

Maintain or exceed parity with workforce representation.

affirmative efforts

** This is a female dominated job category and no objective is set.

8320C/504
- 09/19/88



TABLE 5

. FY 1988-89
GOALS AND OBJECTIVES
TRANSPORTATION
| June 30, 1988 :
o _ Status o 1988-89
Job Category - ' No. ---Pe;cent Goal Objective
Females '
'Officialé/Administratprs 0 (2) ': 0.0 33.2 %
Professionals 4 (16) 25.0 47.0  Increase
Administrative Support 2 (3 66.7  78.7 %
| & T(2I) 28.%6 56.9 Iﬁcrease'
Minorities
Officials/Administrators 0 (2) 0.0 5.0 *
Professionals - 2 (16) 12.5 5.4 Maintain
Administrative Support 0 (3) | 0.0 6.4 *
2 2y 9.5 6.3 Increase

MAINTAIN = Maintain or exceed parity with workforce representatlon.

INCREASE = Increase representatlon as openings occur. '

* Close enough to be legally in compliance, but affirmative efforts
contlnulng.

** This is a female dominated job category and no objectlve is set.

8320C/504 -
09/19/88



TABLE 6
FY 1988-89 .

- GOALS AND OBJECTIVES

-_Job Caéegory'

Officials/Administtators

Professionals

Administrative Support -

Officials/Administrators
Professibnals

Administrative Support

MAINTAIN
INCREASE

RESEARCH & DEVELOPMENT

~June 30, 1988

Status
-ANo. . Percent
Females

0
1 (3 33.3
1 (1) 100.0
7

(5) T40.0

Minorities

0 (1) 0.0
2 (3)  66.6
0 (1) 0.0

7 (5)y  40.0

(1) 0.0

1988-89

Goal Objective
1 33.2 *
47.0 *
78.7 *%
56.9 *
5.0 *
5.4 Maintain
6.4 x
6.3

‘Maintain

Maintain or exceed parlty with workforce representat1on.
.Increase representatlon as openings occur.

* Close enough to be legally in compllance, but afflrmatlve efforts

cont1nu1ng.

** This is a. female dominated job category and no objectlve is set. = -

8320C/504
09/19/88
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TABLE 7

FY 1988-89
GOALS AND OBJECTIVES

CONVENTION CENTER PROJECT

June 30, 1988 :
_Status . , ~1988-89

Job Category o No. Percent - Goal Objective
Females _
Officials/Administrators . 0 (0) 0.0 - ’ -
Professionals 2 (3) 66.6 47.0 Maintain
-Administrative Support 3 (3) 100.0 78.7 %
5 (6) 83.3 56.9 Maintain
Minorities
Officials/Administrators 0 0 0 - -
Professionals 0 3 0 - 5.4 *
Administrative Support 0 3 0 6.4 *
0 0 0 6.3 *
MAINTAIN = Maintain or exceea parity with workforce representation.

INCREASE = Increase representatlon as openings occur.

* Close enough to be legally in compllance, but affirmative efforts
cont1nu1ng.

** This is a female domlnated job category and no objective is set.

8320C/504
09/19/88
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SECTION 2

METRO'S FY 1986-87 GOALS AND OBJECTIVES ACHIEVEMENT

Table A in this section indicates the employment profile of Metro as

- of June 30, 1988. These figures supply the data for the June 30,
-'1988, status numbers in Tables 1-7.in Section 1. The makeup of
females agencywide is 56.7 percent as compared to the Portland :
Metropolitan Statistical Area (PMSA) of 56.9 percent. The makeup of

- minorities agencyw1de is 8 9 percent compared to the PMSA of .
. 6. 3 percent.‘

From July 1, 1987 to June 30, 1988, employment opportunltles v

. totalled’ 311 Thlrty out of a possible 311 personnel actions
involved minorities which is 9.7 percent compared to the PMSA of
6.3 percent. The female hires totalled 198 out of 311 personnel
actions, which equals 63.7 percent compared to the PMSA of

56.9 percent. These hiring percentages indicate that females and
minorities were hired at a rate last year that exceeded PMSA goals.

Metro percentages for promoting, transferring and hiring minorities
and females during the past year are shown in Table 9 in this sec-

_ tion. These figures show positive promotlon activity for females
and m1nor1t1es.

Tables 10-16 show how successful Metro was in reachlng the objec-
. tives for maintaining and increasing percentages in female and
minority- representatlon by job categories and by fund. There is

also a comparison between the status as of June 30, 1987, and
June 30, 1988.

8320C/504
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. TABLE 8
METRO EMPLOYEE PROFILE
JUNE 30, 1988 . .-

asian/

. Native Pacific - e
Total Black - Amer ican .__Islander Higpanic Total Females Minority

. Male Female Male Female Male Female Male Female Male Female Minority Percent _Percent
General Fund : Co Co ’

Official/Administrator 9 4 : . 0 30.8 0.0
Professional . 7 12 b : . . . ) 1 2 63.2 10.5
Administrative Support _2 20 2 1 3 - 90.9 13.6
’ 18 36 5 :
54 66.7 9.3
Zoo . S ~
Official/Administrator 6 3 1 1 33.3 1.1
Professional. 7 9 1 1 2 56.3 12.5
‘Administrative Support 29 44. 2 2 1 1 ’ 6 :60.3 8.2
Service/Food ' 79 148 - 2 6 : -4 6 1 19 65.2 8.4
Gardener/Keeper/Support _55 19 1 1 1 2 _5 25.7 6.8
- ) 176 223 : . . 33 .
399 . ' 53.4 .8
Solid Waste
Official/Administrator 4 0 1 1 0.0 25.0
Professional 9 11 . 1 : 2 55.0 - 10.0
Administrative Support _4 18 : 2 2 81.8 . 9.0
17 29 . . 5 - .
46 - b : . o . 63.0 - 10.7
Research & Development
Official/Administrator 1 0 . 0 0.0 0.0
Professional ) 2 1 1 1 2 33.3 66.6
Administrative Support 1 2 0 100.0 0.0
: ' ' 3 3 2 ,
S 40.0 40.0
‘Transportation . ;
official/Administrator 2 .0 0 0.0 0.0
Professional . 12 4 1 1 2 25.0 12.5
Administrative Support _1 2 [] 66.6 0.0
: 15 6 T : 2
. 21 . - . 28.6 . 9.5
Convention Center Project
Official/Administrator 0 0 0 0.0 0.0
Professional . 1 2 0 66.6 0.0
‘Administrative Support o 3 0 100.0 0.0
. 1 -] 0 :
6 88.3 - 0.0
TOTAL METRO 230 301 9 11 2 4 6 10 4 - 1 47 56.7 8.9

531 ‘ - - -

. (PMSA Labor Force 1984
Females: 56.9; Minorities 6.3)

’ XR/srs
8320C/504
" 09/19/88

1



TABLE 9

PROMOTIONS AND TRANSFERS

TOTAL " MALES " FEMALES

Promotions 15 _ , 6 ‘ 97 (60.0%)

Transfers N 3 - .2 ' 1 (33.3%)

' 8320C/504
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MINORITIES

2 (13.3%)

-1 (33.3%)



GOALS AND OBJECTIVES ACHIEVEMENT

'TABLE-lo

| FY 1987-88

METRO-WIDE 'BY JOB CATEGORIES

'f06/3o/87“

06/30/88

O
)
SN

FY 1987-88 _Objective
Status Status Goal Objective Met :
Females
Officials/Administration - 19.2 24:1  33.2 Increase . . Yes
Professionals /50.0 50.7. ~47.0 Maintain Yes
Administrative Support - 72.3 71.0 78.7 Tk -
Service/Food '57.9 65.2. 63.2 Increase Yes
Gardeners/Keepers/
Support 28.9 - 25.7 21.2 Maintain Yes
52.2 56.7 56.9 1Increase Yes
Minorities
Officials/Administration 0.0 6.9 5.0 Increase Yes
Professionals | 9.5 13.0 5.4 Increase - Yes
Administrative Support 14.5 8.9 6.4 "Maintainf Yes
Service/Food | - 9.1 8.4 10.8 IncreaseA. No
Gardeners/Keepers/ | | | |
. Support - 6.6 6.8 9.6 Increase Yes
’ 8.9 6.3  Maintain Yes

MAINTAIN = Maintain or exceed parlty with workforce representatlon.

INCREASE = Increase representatlon as openings occur.

* Close enough to be legally in compliance, but affirmative efforts

contlnulng.

** This is a female dominated job category and no objective is set.

-8320C/504
09/26/88
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 TABLE 11
FY. 1987-88
GOALS AND OBJECTIVES ACHIEVEMENT'

GENERAL FUND

06/30/87 06/30/88 _ FY 1987-88 Objective

Status _ Status Goal Objective Met
l :females_ | |
Officials/Administration ~ 33.0  30.8  33.2 Maintain *
Professionals | : 61.1 63.2 47.0 Maintain Yes
Administrative Support 41§;2 : 90.9 78.7
. 64.1 66.7. 56.9 ** -
. v Minorities
0fficials/Adminiétration 0.0 0.0 5.0 Increése *
Professionals 5.6 - 10.5 5.4 Maintain- Yes
Administrative Support ' ;Q#g 13.6 6.4 Maintain Yes
' 9.4 9.3 6.3 Maintain = Yes

MAINTAIN = Maintain or exceed parity with workforce representation.

INCREASE = Increase representation as openings occur. A .

* Close enough to be legally in compliance, but affirmative efforts
continuing. '

** This is a female'dominated,job category and no objective is set.

8320C/504
09/26/88 -
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TABLE'lz

FY 1987- 88

GOALS AND OBJECTIVES ACHIEVEMENT

INCREASE

Increase representatlon as openings occur.

ZOO FUND
i06/30/87 06/30/88 FY 1987-88 ObjectiVe
" Status . Status Goal Objective - .Met
Females
Officials/Administration 20,0 . 22,2 33.2 ‘Increase Yes
_'Professionals 61.3 . 56.3 ' 47.0 Maintain Yes
Administrative Support 64.7 60.3 78.7 il -
Service/Food : | 57.9 65.2 63.2 Increase Yes
Gardeners/Keepers/ '
Support : 28.9 25.7 21.2 Maintain . Yes
51.4 55.9 56.9 Increase Yes
Minorities
Officials/Administration 0.0 11.1 5.0 Increase Yes
Professionals 9.7 12.5 5.4 Maintain, Yes
Administrative Support 14.7 8.3 6.4 Maintain Yes
Service/Food 9.1 8.4  10.8 Maintain No.
'GardenerS/Keepers/ .
Support 6.6 6.8 9.6 Increase Yes
' 8.9 8.3 6.3 Maintain Yes
MAINTAIN = Maintain or exceed parlty with workforce representatlon.

* Close enough to be legally in compliance, but afflrmatlve efforts

contlnulng.

** This is a female domlnated jOb category and no objectlve is set.

8320C/504
09/26/88
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TABLE 13‘
FY 1987-88

'GOALS AND OBJECTIVES ACHIEVEMENT

MAINTAIN

INCREASE =

SOLID WASTE .
06/30/87 06/30/88 _ FY 1987-88 Objective
Status Status Goal Objective Met =
S L o - Females |
Officiéls/Administration 0.0 - 0.0 33.2 Increase iANo
P;ofessidnalé m 35.3 55.0 47.0 1Increase Yes
Administrative Support 73.7 81;8. | 78.7 *x -
o 51.3 63.0 56.9 Increase ‘Yes
Minorities
0ff1c1als/Adm1nlstratlon 0.0 25.0 5.0 Iné;easé Yes
'Profe551onals 11.8 10.0 5.4 Increase Yes
Administrative Support 10.5 9.1 6.4 Maintain Yes
‘ 10.3 10.9 6.3 Maintain Yes

Maintain or exceed parity with workforce representation. -
Increase representatlon as openings occur.

- * Close enough to be legally in compliance, but affirmative efforts

contlnulng.

** This is a female dominated job category and no objectlve is set.

8320C/504
09/26/88 -
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‘TABLE 14
 FY 1987-88

GOALS AND OBJECTIVES ACHIEVEMENT

TRANSPORTATION
06/30/87 06/30/88 _ Fy 1987-88 _ Objective .
_Status - Status - Goal Objective Met
| _Females ‘ | |
Officiéls/Administration - 0.0 ] 0.0 '33.2_.Incréasé *
Prbfessiona;s | 23;1 25.0 47.0 Inérease Yes
_Administrative Support . 100.0 66;7 78.7 *k , -
: 29.4 28.6 56.9 1Increase - No
Minorities
Officials/Adﬁinistratiop 0.0 0.0 5.0 Incfease: ok
-Proféssioﬁals_ 7.7 12.5 5.4 Maintain Yes
Administrative Support 0.0 0.0 6.4 Increase Yes
: 5.9 .5 6.3 Maintain Yes

MAINTAIN
INCREASE

Malntaln or exceed parity with workforce representatxon.
Increase representatlon as openings occur.

* Close enough to be legally in compliance, but affirmative efforts

contlnulng.

*k Th1s is a female domlnated job category and no objective is set.

'8320C/504
- 09/26/88
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TABLE 15

FY 1987-88

06/30/87 06/30/88

GOALS AND OBJECTIVES ACHIEVEMENT

' RESEARCH & DEVELOPMENT

1987-88

Objective

MAINTAIN
INCREASE

Status Statusv Goii‘ Objective - Met
_ Females’
Officials/Administrétion' 0.0 0.0 33.2 1Increase *
Professionals 50.0 33.3  47.0 Maintain = No
Administrative Support | 100.0 100.0 78.7 * -
50.0 40.0 56.9 1Increase No
Minorities
Officiais/Aaministration 0.0 0.0 5.0 Increase *
Professionals 50.0 66.6 5.4 Maintain' Yes
Administrative Support 100.0 _0.0 6.4 Maintain *
' o 50.0 40.0 6.3 Maintain Yes

Maintain or exceed parity with workforce representatlon.
Increase representatlon as openings occur.

* Close enough to be legally in compliance, but afflrmatlve efforts

contlnulng.

** This is a female dominated job category and no objective is set.

8320C/504
09/26/88 .
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'TABLE 16
CFY 1§87-sa
_' GOALS AND OBJECTIVES ACHIEVEMENT

CONVENTION CENTER PROJECT .

06/30/87' 06/30/88 FY 1987-88 ‘Objective

Status Status . Goal Objective =  Met
o ‘ ' Females . ‘
Officials/AdminiStration' ;:_ 0.0. 0.0 33,2 Ihcrease; | No
Profeésronals | 66.6 66.6 _y 47.0 ' Maintain  Yes .
Adminietrative Support - 100.0 | 100;6 78.7 *k -

60.0 83.3  56.9 Maintain . Yes

Minorities '

Officials/Administration 0.0 0.0 0.0 - -
Professionals 0.0 0.0 5.4 'Increase L x
Administrative Support 0.0 - 0.0 6.4 Increase %
' 0.0 0.0 6.3 Increase- *

MAINTAIN Ma1nta1n or exceed parlty with workforce representatlon.

INCREASE = Increase representatlon as openings occur.

* Close enough to be legally in compliance, but affirmative efforts
contlnulng.

*x ThlS is a female domlnated job category and no object1ve is set.

1 8320C/504
09/26/88
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ANALYSIS OF METRO'S‘AFFIRMATIVE ACTION EFFORTS

Female Representation~'

- Table '1 shows Metro's female representation by job category compared
to the agencies goals. Agency-wide there was over a 4.5 percent
increase in female representation from 52.2 percent to 56.7 percent

- during FY 1987-88. This increase brought Metro's representation into

~compliance. with the 56.9 percent goal for female representation. :
This had been a goal for the past three years. :

The department with the greatest improvement in female representation
was the Solid Waste Department which had over a 12 percent increase.
The Zoo increased over 4 percent and the General Fund increased over
3 percent. One of the hiring priorities for 1987-88 was to improve
female representation in the Officials/Administrator category. There
was an increase agency-wide in this category of almost 5 percent. -
Another hiring priority was in the Professional category for Solid
Waste and the Transportation Departments. Solid Waste, which had
' been below goal in this category, surpassed the goal for this cate-
gory with almost a 20 percent increase.. Transportation increased by
almost 2 percent, ‘ :

Agency-wide Metro has reached the goals in all categories except
Administrative Support, which is the job category with the highest
concentration of female representation, and Officials/Administrators
which needs an increase in female representation. Both categories
are within 80 percent of compliance. '

Minotity Répresentation

Metro's utilization is 8.9 percent, which exceeds the goal of

6.3 percent. The hiring priority of improving minority representa-
tion in the Officials/Administrator category was achieved. Agency-
wide representation in this category went from zero to 6.9 percent’
with the hiring of a new Zoo Director and the Operations Manager for
Solid Waste. Representation in minority Professionals also
increased 3.5 percent. ' ’ '

‘At the Zoo the Service/Food and Gardeners/Keepers/Support categories
are the only categories below goal. '

Affirmative Action Accémplishmenﬁs for 1987-88

1. As stated above, all three of the hiring priorities from last
year were met. These included: 1) increasing female repre-
sentation in the Officials/Administrators category by almost
5 percent; 2) hiring minoritics in the Officials/ Administrators

- category; and 3) increasing female representation in the Pro-
fessional category for Solid Waste and Transportation. '

2. The Urban Mass Transportation Administration conducted a
Title IV review in April. Part of the review looked at Metro's .
employment practices. Metro was found to be compliance.
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3. Metro,ééhtinued to hire employees from other affirmative action
' employee groups (seniors, handicapped). Contact is maintained

with the various agencies in the community to recruit and employ

workers from these groups. Employees were hired through the
Portland Private Industry Council, Mental Health Services.

Transitional Employment Program, and Dislocated Worker program;i

4. jAsfpart'ofithe budgeting,process, Personnel asked for a new
‘reach. Also, funds were requested for affirmative action
-training and the use of an employment agency to assist with
‘targeted recruitment. S o

position to assist with employment and ‘affirmative action out-

5. During the‘yeér; a Pay and Classification Stﬁdy waé done. Part

of the Study was ‘a review 'of the requirements for positions to

make sure they were job-related. Adjustments in the Pay and

Classification Plan will also help Metro to be more competitive

in recruitment.

6. Personnel worked with each of the departments in setting:
‘qualitative and quantitive goals. This includes identifying
barriers, improving affirmative action recruitment efforts and
strategies for overcoming these barriers.

7. Continued cooperation with the Urban League for recruitment
assistance. Specific efforts were made for summer recruitment
of youth at the Zoo and for filling temporary positions. =

8. Continuéd the policy of making sure that qualified females and
- minorities are interviewed in the same percentage as other
" qualified applicants. o

‘9.  Continued the policy of reviewing the female and minority -
applicants in selection process and making a hiring recommenda-
tion to the Executive Officer on all regular“appointments.

10. Referred the resumes of minorities and females who are not
applying for specific jobs to departments that might be
interested in their qualifications. ’ o

Hiring Priorities

Hiring priorities are determined by identifying under repfesentation
by minorities and women employed at Metro by job category agency-
wide and within each fund. _ ' :

Females
Priority 1 =-- Agency-wide Metro is at or exceeds the goal for female
representation in all categories except Officials/Administrators and

Administrative Support. Metro employs 29 individuals in the _
Officials/Administrators category. Of this number, 24.1 percent are

21
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female. This is an increase of almost 5 percent over last year.
There needs to be a higher representation based on a goal of =
33.2 percent. '

Administrative Support -- Metro employs 124 individuals in this

- category. Of this number, 71 percent are females. The goal for
this category is 78.7 percent. However, because this is a female
dominated job category, increasing representation is not. a hiring
priority and no objective has been set. '

Priority 2 -- Solid Waste employs four individuals in the Officials/
Administrators category. None are females. This should be a hiring
priority as opportunities occur. The goal for this category is

33.2 percent. - : : §

Pfiority 3 - In'Tranéportation four out of the 16 individuals in
the Professional category are females. Representation is at
25 percent and the goal is 47 percent. This a hiring priority.

Transportation is also underrepresented in the Officials/Adminis- .
trators category. Only two individuals are employed in this cate-
gory and none are females. The representation level does not ‘have
statistical significance because of the low number of individuals in

this category. The goal should reflect agerncy-wide goals for this.
category. ' :

The numbers of individuals in each job category in Research &
Development and the Convention Center Project are low enough that
the representation levels do not have statistical significance.
Goals for these departments should reflect agency-wide goals.

Minorities

1. Agency-wide Metro meets or exceeds the goal for minorities in

' all categories except Service/Food. Metro employs 227 individ-
uals in this category. Of this number, 19 are minorities.
These numbers fluctuate throughout the year because of the

- seasonal demands of the Zoo where all of these individuals are

- employed. The percent of representation is 8.4 percent and the
goal is 10.8 percent. ‘ . -

2. The General Fund employs 13 individuals in the Officials/
Administrators category. None are minorities. - The goal for
this category is 5 percent. : :

Transportation, Research & Development and the Convention Center Pro-
ject all have categories that are underrepresented. These categories
also have few individuals employed in these categories. The goals
for these categories should reflect agency-wide goals.

8320C/504
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METRO'S AFFIRMATIVE ACTION STRATEGY F_OR 1988-89

To achieve the Goals and Objectives set out in the Afflrmatlve Action
Plan, Metro will implement an Affirmative Action Strategy. This ~

A,

strategy W1ll cover recrultment, selection and work env1ronment.

The Personnel Division will expand 1ts recrultment effort to
1ncrease ‘the representation of women and m1nor1t1es at Metro.’ 5

1.

‘A recrultment budget will be developed to adequately fund

~an affirmative action program, including the use .of con-
~sultants when necessary. All departments will be encour-_'

aged to fund for additional recru1tment needs.

-Department Directors w1ll develop the1r department'

qualitative and quantitative affirmative action goals.
This effort was tried for the f1rst time durlng FY 1988—89

Vacancies will be advertised in newspapers and other
publications wh1ch enhance Metro s afflrmatlve actlon
efforts.

Rev1ew the quarterly’ recruitment reports with department
directors. : :

Overall recrultment efforts will be coordinated with each
Metro department to ensure the consistent appllcatlon of
Metro's Affirmative Action Strategy.

Department Dlrectors will be encouraged to target recruit--
ment efforts for minorities and females when underrepre-
sentation exists in a given job category as. shown on

‘quarterly affirmative actlon report.

Job announcements will be rev1ewed to eliminate requlre-

ments that may discourage females and minorities from

10.

“applying.

Use the follow1ng language in all Metro job announce-

-ments: "Metro is an Equal Opportunity/Affirmative Action

Employer" and "Only U.S. citizens and aliens lawfully
authorlzed to work in the United States will be hired."

A pos1t1ve working relatlonshlp with community groups and
organ1zat10ns .will be maintained to assist minorities and
females in their efforts to find employment at Metro.

Perlodlc meetings will Le held with prospect1ve employees

to provide them with information on job.opportunities at
Metro and explain to them the application process.
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) 2. A discussion of affirmative action at Metro will bé:

11. Department Directors and Managers will be éncouraged to

recruit for females and minorities when attending
professional conferences, meetings and seminars.

The Pérsonnel*Division will monitor the selection process to
‘eliminate under-representation of minorities and females at

'1l. Procedures, such as selective certification and under-

- f£illing, will be developed to aid departments in filling.
~ positions where under-representation exists, . - ‘

2. Training programs will be offered to department personnel
on interviewing and employee selection. S -

3. . Departmental female and minority representation, new hires,
terminations, and promotions will be reviewed for the pur-
pose of summarizing the departments affirmative action
efforts. . ‘ ' '

4. Ethnic and gender composition of all interview paneis will

be. reviewed to encourage the use of minority and female
members . : - L

5. .All éuestions‘to be used during the selection process will
- be reviewed prior to their use. ‘

6. The criteria used during the selection process wili’be
- examined to ensure that it is job-related and does not dis-
criminate against protected group members.

1. Test scores of all female and minority applicants_in'the

screening and selection process will be reviewed to ensure
fairness and consistency. ' o - :

The Personnel Department will continue its efforts to create a

work environment at Metro that is free from discriminatory
attitudes and behaviors and one that is supportive of Affirma-
tive Action. . . ’

1. All employees will be notified of Metro's Affirmative
"~ Action Plan and informed that copies are available for
‘their review. .This Plan also will be posted on all °
employee bulletin boards. »

’

included as a part of new employee orientation.

3. The Affirmative'Action Flan will be discussed with all the

Department Directors.

4. Tréining on issues déaling with Civil Rights, Equal .

Opportunity, Cultural Awareness, Sexual Harrassment, and

24



.other reiated‘issues will‘be.made available for ali'

' Managers. A budget and program to providejnecessaryb

training will be developed.

Discriminatory behavior by employees will be dealt with

.immediately and appropriately. - Employees .will be. encour-

aged to report discriminatory behavior to their supervisors
and the Personnel Division. ' ' '

Department Directorslwill be encouraged to provide upward ‘.
mobility opportunities for minorities and females by
allowing these persons to obtain education or on-the-job:

~ training that will enable them to gain the qualifications '

for promotional opportunities.

Exit interviews will be conducted to monitor turnover
involving minorities and females to determine the reason

they are leaving and recommend actions, if appropriate, to

© reduce such turnover.

8320C/504
09/26/88

~Discussions will be held with current female and minority’i

staff members regarding Metro's strengths and weaknesses
in recruiting and retaining minority and female staff
persons. : ' '
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BEFORE THE COUNCIL OF THE
METROPOLITAN SERVICE DISTRICT

AN ORDINANCE ESTABLISHING AN EQUAL ) ORDINANCE NO. 83-166
EMPLOYMENT OPPORTUNITY AND AFFIRMA-) , o
. TIVE ACTION POLICY STATEMENTS )

" THE COUNCIL OF THE METROPOLITAN SERVICE DISTRICT HEREBY ORDAINS:

Section 1. Purpdse and Authority .

.(a) It is the purpose of this ordinance to establish policies
to encourage, enhance and provide equal employment opportunities and
to prevent discrimination in employment and personnel practices.

(b) This ordinance is adopted pursuant to 28 CFR, Part 42,
Dept. of Justice and 49 CFR Part 21 Circular C1155.1, U.S=~ Department
- of Transportation, Urban Mass Transportation Administration (UMTA),
and, is intended to comply with all relevant federal and state laws.

(c) This ordinance shall be known and may be cited as the
"Equal Employment Opportunity and Affirmative Action Program,"
hereinafter referred to as .the "Program."

Section 2. Policy Statement
(a) Through this program, Metro:

(1) expresses its strong commitment to provide equal
employment opportunities and to take affirmative
action to insure nondiscrimination in ‘employment
practices; = .

(2) informs all employees, governmental agencies and the
general public of its intent to implement this policy
statement; and, '

(3) assures conformity with applicable federal
regulations as they exist or may be amended.

(b) It shall be the policy of Metro to ensure that Equal -
Employment Opportunities and practices exist for all applicants and
employees without regard to their race, color, religion, national
origin, sex, age, martial status, Vietnam era veteran status or
disabled veteran or handicap for which reasonable accommodation can
be made. ' Equal opportunities and considerations will be afforded in
recruiting, selecting, hiring, trconsferring, promoting, compensating
and terminating employees. - E

(c) It shall be the policy of Metro to implement and maintain

a plan of Affirmative Action to overcome the effects of :
discrimination in all areas and activities of employment. Plan
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goals will be developed, updated each fiscal year, monitored and
-assessed to obtain and place qualified women and minorities in
positions which reflect a realistic parity with the comparable
existing regional labor force and, to provide a uniform and equal
~application of established employment procedures and practices for
all employees. .All managers ‘and supervisors shall be responsible
for acting in accordance with the affirmative action plan in the
processing and treatment of employees. > ' ~

(d) The policies, practices and procedures established by this .

. ordinance shall apply to all Metro. .departments -and project areas,
(e) The objectiVes,bf the program shall'bé{

(1) to assure that provisions of this ordinance are
adhered to by all Metro departments, employees,
employment agencies, subrecipients, contractors and
subcontractors of Metro. ﬂ ' S

(2) to initiate and maintain efforts to insure equal.

-. employment opportunities to all applicants and
employees. A : -

(£) -Metro accepts and agrees to the statements -of the Depart-.
ment of Transportation, Urban Mass Transportation Administration,
Circular UMTA C 1155.1, December 30, 1977, "UMTA Interim Equal o
- Employment Opportunity Policy and Requirements for Grant Recipient".

Section 3. Definitions

‘ For .purposes of this ordinance, the following definitions shall
apply: - ‘ | ' L

(a) "Affirmative Action"™ - a positive program to eliminate
discrimination and noncompliance and to ensure nondiscriminatory
practices and compliance in the future. : S

(b) "Equal Employment Opportunity" means employment activities
conducted on an equal opportunity basis without discrimination as to
race, sex, religion, national origin, marital status or mental/
physical handicap not shown to prevent performance of work available.

(¢) "Minority" or "Minority-Groups" means:

(1) "Black Americans," which includes persons- having
origins in any of the Black racial groups of Africa;

(2) "Hispanic Americans," which includes persons of
Mexican, Puerto Rican, Cuban, Central or South
American, or other Spanish culture or origin,
regardless of race; . -
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(3) "American Indians" or "Alaskan Natives," which
includes persons who are American Indians, Eskimos, -
Aleuts, or Native Hawaiians; and -

(4) "Asian-Pacific Americans," which includes persons
whose origins are from Japan, China, Taiwan, Korea,
Vietnam, Laos, Cambodia, the Philippines, Samoa,
Guam, the U.S. Trust Territories of the Pacific, and
‘the Northern Marianas. : o R

(d) ?Proteéted“grodps" or "class status" means women, handi-
capped persons, those persons cited in #3 above.

(e) "Discrimination" means that act or failure to act, inten- -
tional or. unintentional, the effect of which is that a person, 4
because of race, color, or national origin, has been excluded from
participation in, denied the benefits of, or has been otherwise
subjected to unequal treatment. ' :

Section 4. Notice to Subrecipients, Contractors and Subcontractors

Subrecipients, contractors and subcontractors of Metro accepting
contracts or grants under the Program shall be advised that failure
to carry out the requirements set forth in this ordinance shall con-
stitute a breach of contract and, after notification by Metro, may
result in termination of the agreement or contract by Metro or such
remedy as Metro deems appropriate. a :

Section 5. Affirmative Action Officer

The Executive Officer shall by Executive Order, designate an
Affirmative Action Officer and, if necessary, other staff adequate
to administer the Program. The Affirmative Action Officer shall
report directly to the Executive Officer on matters pertaining to
the Program and consistent with this ordinance.

Section 6. Affirmative Action Goals

: (a) The Metro Council shall, by resolution each year, establish
Affirmative Action Goals to ensure equal employment opportunities

for July 1 to June 30 of that year. Such annual goals shall be
established separately by fund and job category for minorities and -

~women.

(b) Annual goals will be established taking into consideration
a work force study and analysis. :

Section 7. Responsibilities and Procedures

The Executive Officer shall, by Executive Order, assign
responsibilities for the administration and implementation of the
Program. He shall establish measures to ensure compliance and
record progress toward meeting the goals and objectives. The

~ Executive Officer shall establish a procedure for receiving and
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responding to complaints against Metro and its subrecipients, con- A
tractors and subcontractors forvviolations of this Ordinance.

ADOPTED by'thé-Codncil of the Metropolitan Service Districtl

this ____dayof __ _ ,1986. . .- . L

Richard Waker, Presiding Officer

ATTEST:

'Clerk of . the Council

8320C/504
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EXECUTIVE ORDER NO. 19
EFFECTIVE DATE: December 20, 1983

SUBJECT: AdminiStration of the Equal Employment o
i Opportunity/Affirmative Action (EEO/AA) Program

AUTHORITY: Metro Ordinance No. 83-166, Establishing Authority to
. Administer the Equal Employment Opportunity and
-Affirmative Action Policies : Co

This document designates persons and responsibilities for '
implementing and maintaining an effective Metro Affirmative Action
Program to ensure Equal Employment Opportunities. Further, it is to
prevent discrimination in employment personnel practices and
establish complaint procedures for persons alleging that they have
been discriminated against. . ‘

Definitions

For purposes of this Executive Order, the terms used in context with

Equal Employment Opportunities and Affirmative Action shall be those
definitions in Section 3. Definitions, Metro Ordinance No. 83-166;
further, the terms used in context with personnel matters shall be
those definitions in Section 6. Definitions, Metro Personnel Rules.

Affirmative Action Officer

The Personnel Officer is . appointed MeE;ovAffirmative'Action Officer.

The Affirmative Action Officer shall be responsible for developing,

' 'managing and implementing the program, and for disseminating informa-

tion to employees, Metro department heads, the general public and
employment agencies, including minority or culturally-related
organizations having employment functions as a primary service. 1In

-addition, the Affirmative Action Officer shall be empowered to v
. investigate as the agent of the Executive Officer, any complaint

regarding an alleged act of discrimination in accordance with the
procedures set forth in this Executive Order. »

" Department Heads

Department heads shall have the following responsibilities under
this program: ' ‘ :

(a) assure compliance with the spirit and intent of the
program; :

(b) manage and supervise all department personnel matters in
' accordance with Ordinance No. 83-166;

(c) kéep managers and supervisors in their respective
‘departments aware of progress towards meeting goals;
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(d)
(e)

Personnel

coordlnate outreach recrultment efforts w1th Personnel
‘staff: and : .

a551st1ng the 1nvestlgatlon and resolutlon of any
complalnts. C _

Staff'

. PerSonnel
(a)
(b)

- (d)

(£)

(9)
. (h)

(i)

staff shall be respon51b1e for the fOllOWlng‘»“

conduct tra1n1ng sessions,.

"dlstr1bute Equal Employment 0pportun1ty and Afflrmatlve. ;

Action laws and regulatlons and related 1nformat10n to’ L

‘departments*

(c)‘idevelop and maintaln a recordkeeplng system to monltor

" Personnel Actions and _progress toward goals-

monitor of personnel practlces and procedures to ensure
compliance with the program;

conduct . outreach efforts to recru1t qua11f1ed women and
m1nor1t1es, )

_maintain the Metro Pay and Cla531f1catlon Plan and

Personnel Rules to fac111tate Equal Employment Opportunlty
goal" achlevement-

,prov1de guldance and ass1stance to all employees in

matters related to Affirmative Actlon,

dlssemlnate program 1nformatlon 1nternally and externally,v

and,

‘assist in the processing of complaints of fallure to

comply with 0rd1nance No. 83-166.

Procedure

Complaint.

(a)

Any representatlve of a protected group who has made
application for employment and alleges that an act of

‘discrimination has occurred may file a dxscrlmlnatlon

complaint in writing to the Metro Affirmative Action

"Officer. The complalnt filing must include the following
‘1nformat10n~

(1) complalnant's name and protected class'status
(minority, female or handicapped);

(2)' nature of the complalnt and date the alleged violation
- occurred; and- :
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R

(3) if the complaint is in regard to a_éubrecipient, con-
tractor or subcontractor, the name of that '
organization. ' ’

(b) The Affirmative Action Officer shall, within ten (10)

- working days:. o ‘

(1) thoroughly investigate the complaint and establish a
: file of findings; ' ’ : :

(2) submit the findings with a recommendation to the
Executive Officer; and : : :

(3) notify complainant of relevant avenues of appeal, if
appropriate.

(c) An employee who alleges that an act of discrimination has
occurred may file a grievance under the procedure set
forth in the Metro Personnel Rules, Section 22. An
employee filing a grievance is. not precluded from filing a
complaint with other agencies.having jurisdiction in such
matters. ' :

(d) 1In all cases, the Affirmative Action Officer will notify

- the Federal Highway Administration division office within
sixty (60) calendar days, if a complaint is made against
an employee, department, subrecipient, contractor or
subcontractor funded by the U.S. Department of
Transportation. :

‘Ordered by the Executive Officer this 2lst day of December, 1983.

Executive Officer

8320C/504
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| 1987-88 GOAL SETTING FACTORS .

RN

'wRegional wor k férce database. -

 The regional WOrk'fbrce,databaSe;reméins:the-SEme:for7FY'19éG-87..“

It was derived from the 1980 census contained in "Data for 1984, ...

Affirmative ‘Action Programs, -Portland SMA, State of-Oregon; =

Employment'Div;sion;ﬂi New or.revised data has rot been-publishgd i6 ‘

11986,

23Metro.détabaée;‘

V The.Met:ofdatabase~is'the_JuhéF3d,'1987;'AffitmétiVéiAptioh;Stéﬁds
+ -report which sets forth ‘employee profile data by division and :
- - department. (See Appendix, Table-I) -~ °° = .- S

Job Categories. :

For purposes of“goal'SéEting;andlahalysis}'jobg caﬁéédrig$ a§d'

composition remain the same for FY 1987-88:

Officials/Administrators:

Includes ekecutivés, administrators aﬁd managérs,Within:the o
major'category,Wmanagerial.and professional specialty."- ‘ '

Professionals

Includes the professional specialities of mapping scientists, .
teachers, urban planners, artists, writers ‘and public relations-

R specialists within the major category "managerial and pro-
fessional specialty." S R S

Administrative Suépoft

Ihciudes'récebtioniéf,'éCcoﬁnting clerks, office machine

operators, information.clerks, and secretaries within the major

category "technical, sales, and administxatiVe'Support
~ occupations.” - S . co =

' Service/Food

"Includes food counter workers and‘secdtity“guards within the
major categoy "service occupations." - ' S

Gardeners, Keepers and Suppbrt

Based oh the subcatégories under "related agricultural wdfkers;_:“*."

non-farm" which include gardners and animal caretakers. (non-
farm), within the major category of "farming/forestry and.
fishing occupations." v R

: (,.ﬁ ' .



(A

Statistical'Factors.

Three factors should be noted in statistical ana1y51s of Metro's
goals -and objectlves~

1.

8320C/504

Numbers at Metro in some categories are so small, that the
percentages can be misleading. The Officials/Administrors
category for Solid Waste, for instance, contains only three
positions. A single personnel change can cause a swing of
percentages almost equal to total parity in female repre-
sentation category. The courts have recognized this kind
of difficulty and allow public agencies to utilize the
formula of standard deviation to determine if "apparent
underutilization is the result of chance, or if it points
to an actual need for strong correctlve action.

~The analysxs of the Building Managment fund is included as

part of the General Fund for Affirmative Action analysis
in this report.
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