BEFORE THE COUNCIL OF THE
METROPOLITAN SERVICE DISTRICT

FOR THE PURPOSE OF ADOPTING THE ) RESOLUTION NO. 92-1715

REVISED AFFIRMATIVE ACTION POLICY )

AND PROGRAM. ) Introduced by Rena Cusma,
' )

Executive Officer

WHEREAS, Section 2.02.260(b) of the Metro Code requlres the
Council to adopt an affirmative action policy and program which is
set forth in a separate document; and

WHEREAS, The revised affirmative action policy and program
complies with federal requirements by establishing required
reporting information and data, and replaces the existing Metro
affirmative action pollcy and plan, Executive Order 41 and
Executive Order 46; and

WHEREAS, The Executive Officer recommends adoption of the
revised affirmative action policy and program; now, therefore,

BE IT RESOLVED,
That the Council of the Metropolitan Service District adopts the
revised Affirmative action Policy and Program attached as Exhibit
A.

. ADOPTED by the Council of the Metropolitan Service District
this _22nd _ day of __ December , 1992.

Q.0

Gardner, Presiding Officer
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METROPOLITAN SERVICE DISTRICT DATA

(METRO)
" For Metro: . Rena C\fsma, Executive Officer
Address: . . 2000 SW First Avenue

Portland, OR 97201

Personnel Manager/
: Afﬁrmatlve Actlon Officer: Paula Pans

Telephone: 220-1542
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INTRODUCTION

It is the policy of the Metropolitan Service District (Metro) 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, disability for which reasonable accommodation can be made, sexual
orientation or familial status.

The policies, practices, and procedures established by this program apply to all Metro
.departments and project areas. They are intended to be an integral part of personnel pohcy and
pmcuce of Metro.

*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.

This program has been adopted in order to comply with requirements of the OFCCP and
Executive Order 11246. Certain terminology, such as "underutilization” is used only because
of those requirements. The adoption of the ‘Affirmative Action Program (AAP) and the setting
of goals and timetables is not to be interpreted as an admission that Metro has discriminated
against any person or class or individuals at any time.

This AAP has been developed is strict reliance upon the regulations of the Department of Labor
found primarily at 41 CFR [60-2] and is not intended to create contract rights between the Metro
and its employees or any other third party, including applicants, by which any employee or
applicant is entitled to any beneficial interest. '

This AAP contains confidential information concerning personnel data which may be exempt
from public information statutes, and no portion of the affirmative action program is to be
released to any person or agency without first obtaining the written consent of the Affirmative
Action Officer.



POLICY STATEMENT |

Section '1.. Purpose and Authority

'(a) It is the purpose of this program to establish policies to encourage, enhance and
provide equal employment opportunities and to prevent dlscnmmauon in employment and

personnel practices.

‘ (b) This program is adopted pursuant to 28 CFR, Part 42, Department of Justice and 49
CFR, Part 21, Circular C1155.1, U>S> Department of Transportation, Urban Mass
Transportation Administrition (UMTA), and, is intended to comply W1th all relevant federal and
state laws. :

(c) This program shall be known and may be cited as the "Aff'umatxve Action Program",
hemmaftcr referred to as the “program”.

li ment

(a) Through the affirmative action program Metro:
(1) expresses its strong commitment to provide equal employmenfopportxxmues
and to take affumatlve action to ensure nondlscnmmatxon in employment _

practices;

(2) informs all employees, governmental agencies and the geneml public or it
: intent to unplement this policy statement; and,

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

(b) 1t 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, marital status, Vietnam era veteran or disabled veteran status, disability
for which reasonable accommodation can be made, sexual orientation or familial status. Equal
opportunities and considerations will be afforded in recruiting, selecting, hiring, transferring,
promoting, compensating and terminating employees. ,

(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 goals
will be developed, updated each fiscal year, monitored and assessed to obtain and place quahﬁed

. 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.

: (d) The policies, practices and procedures established by this program shall apply to all
Metro departments and project areas. - ‘

(e) The ob_]ective of the program shall be
| (1) to assure . that provxslons of this program are adhered to by all Metro
departments, employees, employment agencxes, subneclplents, contractors and
subcontractors of Metm

(2) to initiate and maintain efforts to ensure equal employment oppommmec to
all apphcants and employees.

() Metro accepts and agrees to the statements of the Department of Transportation,
Urban Mass Transportation Administration, Circular UMTA C 1155.1, December 30, 1977,
"UMTA Interim Equal Employment Opportunity Policy and Requirements for Grant Recipient®.
' Section 3. Definitions R
For the purposes of this program, the following definitions shall apply:

' (a) "Affirmative Action" - a positive program to eliminate dtscnmmatton and
noncompliance and to ensure nondiscriminatory practices and comphance in the future.

(b) "Equal Employment Opportunity” - employment activities conducted on an.equal

opportunity basis without discrimination as to race, color, religion, national origin, sex, age,

marital status, Vietnam era or Disabled Veteran status, disability for which a reasonable
accommodation can be made, sexual orientation or familial status, - :

(©) Mmonty or Mmonty—Gmups means:

' (l) "Black Amermns (not of Hispanic origin), which includes persons having
origins in any of the black racial groups of Africa;

(2) "Hispanic", which includes persons of Mexican, Puerto Rican, Cuban, Ceatral
or South American, or other Spanish culture or origin, regardless of race;

@A) "Asiztn or Pacific Islanders”", which includes persons of the -Far East,

Southeast Asia, the Indian subcontinent, or the Pacific Islands. - This area
includes, for example, China, Japan, Korea, the ljhilippine Islands, and Samoa;



(4) "American Indian or Alaskan Native", which includes persons having origins
in any of the original peoples of North America and who maintain cultural
identification through tribal affiliation or community recognition.

(d) "Protected groups” or "class status” means women, dlsabled persons, and those
persons cited in "(c)" above.

(e) "Discrimination" means that act or failure to act, intentional or unintentional, the
effect of which is that a person, because of their race, color, religion, national origin, sex, age,
marital status, disability for which reasonable accommodation can be made, sexual orientation
or familial status, has been excluded from participation in, denied the benefits of, or has been
otherwise subjected to unequal treatment.

ion 4 ubreci ntra d _Subcontra

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
program shall constitute a breach of contract and, after notification by Metro, may result in
termination of the agreement or contract by Metro or such remedy as the Metro deems

appropriate.
sm_i_ﬁﬁm_amqmrm

The Personnel Manager or his/her desxgnee shall be the Affirmative Action Officer, and
shall report to the Executive Officer on matters pertaining to the program. Other staff shall be
designated by the Affirmative Action Officer as necessary to administer the program
'appmpnately and adequately

(@) Metro shall establish affirmative action goals to ensure equal employment
opportunities for each fiscal year.. Such annual goals shall be established sepamtely by job
category for minorities and women. .

(b) Annual goals will be established taking into consxderatlon a work force study and.
analysxs

Section 7._R ibilit

(a) The Affirmative Action Officer shall be responsible for
developing, managing, and implementing the program, and for disseminating information to
Metro employees; the general public and employment agencies, including minority and culturally
related organizations having employment functions as a primary service.



(b) All managers and supervisors shall be responsible to act in accordance with the
affirmative action plan in the recruitment, selection, processing and treatment of employees.

N



DISABLED VETERAN AND VETERANS OF THE VIETNAM ERA

POLICY STATEMENT

It is the policy of Metro to employ and advance in employment qualified disabled veterans and
veterans of the Vietnam era, and not to dxscnmmate against any employee or applicant for
employment because of any individual’s status as a dxsabled veteran or veteran of the Vietnam
era. .

A *disabled veteran" means a person who is entitled to disability compensation under laws
. administered by the Veterans Administration for disability rated at 30 percent or more, or a
person whose discharge or release from active duty was for a disability incurred or aggravated
in the line of duty. A "veteran of the Vietnam ear" is an individual with 180 days or more of
active sérvice and who served in the armed forces between August 4, 1964 and May 7, 1975.

Metro recognizes its obligation to communicate internally and externally this action in such a

" manner as to foster understanding, acceptance, and support among its directors, managers, and
supervisors, and all other employees. This obligation to employ and advance qualified disabled
veterans and veterans of the Vietnam era will be -honored and executed. through the -
implementation of this Affirmative Action Plan as required by the Vietnam Era Veterans
Readjustment Assistance Act of 1974 and the implementing regulations. :

Metro will invite disabled veterans and veterans of the Vietnam era presently employed to .
. identify themselves for the purpose of allowing those employees benefits under the Affirmative
Action Plan

In offering employment or promotions to disabled veterans and veterans of the Vietnam era,
Metro will not reduce the amount of compensation offered because of any disability income,
peasion or other benefit the applicant or employee receives from another source.

Medical information obtained as a result of applicant or employee disclosure will be kept
confidential by Metro.

Metro will continue to make reasonable accommodation to the physical and mental limitations
of disabled veterans where such accommodation is not impossible because of undue hardshxp to
Metro. .



SEXUAL HARASSMENT

POLICY STATEMENT

It is the policy of Metro to provide a work envmonment for all employees that is free from
unsolicited and unwelcome’ sexual overtures or other harassment

Addmonally! Metm shall not condone or tolerate prejudicial :emarks, actions, slurs, and jokes
in the workplace that are offensive to people relative to their race, color, religion, national
origin, sex, age, marital status, veteran status, disability, or sexual orientation.

Sexual harassment is unacceptable and illegal behavior which decreases. morale, affects
productivity, and creates a hostile work environment. All employees are expected to use good
judgment in their working relationships. No employee shall be subjected to deliberate or
rep&led unsolicited verbal comments, gestures, or physical contact of a sexual nature, or that
is offensive, hostile, or intimidating.- ,

Unwelcome sexual advances, requests for sexual favors, and other verbal or physml conduct
or a sexual nature consutute sexual harassment when:

1. Submlsswn to such conduct is made either explicitly or implicitly a term or conditions -
of an individual’s employmcnt

2. Submxssxon to or rejection of such conduct by an individual is used as the basis for
employment decision affecting such individuals; or

3. Such conduct has the purpose or effect of unreasonably interfering with an
_ individual’s work performance or creating an intimidating, hostx]e, or offensive working
environment. .

Prohibited acts of sexual harassment can take a variety of forms ranging from subtle pressure
for sexual activity to phys1cal assault. These examples provided are not intended to be all
inclusive: ' _

1. Propositions i in exchange for a job promotion, favorable performance appraisal, work
ass1gnments etc.;

2. Sexual mnuendos or insinuations;

3. Jokes and pranks about sex or gehder-specific traits; |



4. Whistling and obscene gestures; and
5. Touching, binching,'etc.

Any Metro employee who uses implicit or explicit coercive sexual behavior to threaten,
influence, or affect the career, salary, or work environment of another Metro employee is
engaging in sexual harassment. This is misconduct and will not be tolerated. Sexual harassment
is prohibited between supervisors and employees, between co-workers, and for acts of
non-employees against employees in the course of their job. : g

Supervisors must demonstrate by their own conduct that they support and enforce Metro’s
policy, must take prompt action is a problem is reported, and-are expected to communicate this
policy to their subordinates and provide leadership in carrying out its intent.

Any employee subjected to sexual harassment is encouraged to file a complaint under the
Complaint Procedure in this program. Employees who observe or who are aware of situations
involving sexual harassment should immediately notify their supervisor or the Personnel
- Manager. : -

Any employée found to have engaged in sexual harassment will be subject to strong disciplinary
action, up to and including termination. ' :



INTERNAL AUDIT AND REPORTING

The purpose of the internal audit and reporting system is to measure the effectiveness of this
program. ' '

.This responsibility is shared by management at all levels, with support and assistance from the
Personnel staff. - : ; ' :

(

The internal monitoring of this program includes, but is not limited to:

1. Periodic reviews of external and internal applicant flow, to ensure that Metro’s
recruiting efforts are- attracting a diversified pool of applicants for new hires and
promotions.

2. Formal and informal discussions with management on the current status of Metro’s
affirmative action plan. ’ :

3.. Periodic reports to management monitoring achievements, trends, potential
problematic areas, and setting corrective action when necessary.

10



IMPLEMENTATION RESPONSIBILITIES

To achieve the goals and objectives in the affirmative action plan, Metro will implement the
following strategy which will cover recruitment, selection, and work environment.

A. Metro will continue it efforts to create a work environment that is free from discriminatory
attitudes and behaviors and one that is supportive of affirmative action.

1. Rcspbnsibﬂjti_es of Directors, Managers, and Supervisors

‘a. Bvery director, manager, and supervisor has responsibility for equal
employment opportunity in his/her area, including but not limited to assisting in
establishing work force goals and identifying problem areas, providing staff
training opportunities, and ensuring that minority and female employees receive
opportunities for transfer and promotion.

b. All directors, managers, and supervisors are responsible for establishing and
maintaining a work environment that is free of unlawful discrimination and sexual
harassment. ’

c. The manner in which each director, manager, and supervisor discharges
his/her responsibilities under this program is one aspect by which their
performance will be measured. Failure to carry our his/her obligations under this
program will be treated the same as a failure to carry out any other high-priority
management objective.

d. Directors, managers, and supervisors are responsible for seeking assistance
from Personnel, as necessary, in carrying out their responsibilities under this
program.

e. Directors and managers will notify their employees of Metro’s affirmative
action plan and program, and will inform them that copies are available ‘in
Personnel for their review.

f. Directors and managers will be encouraged to provide upward mobility
opportunities for minority and female employees by allowing these individuals to
obtain education or on-the-job training that will enable them to gain the
qualifications for promotional opportunities.

g. Discriminatory behavior by employees will be dealt with immediately and
appropriately. Employees will be encouraged to report discriminatory behavior

11



to their supervisors' and to the Personnel Manager.

" 2. The Affirmative Action Plan will be discussed as part of new employee orientation
by Persoxmel

3. The Affirmative Action Plan w1ll be dxssemmated to all Directors and Managers

4. Training on issues dealing with Civil Rights, Equal Employment Opportunity,
Cultural Awareness, Sexual Harassment, and other related issues will be made available

- for all directors and managers. A budget and program to provide necessary training will
be recommended by Personnel. -

" 5. Exit Interview Questionnaires will be available to monitor tumover involving minority
and female employees to determine the reason they are leaving and neoommend actions,
if appropriate, to reduce such turnover.

6. All employees are expected to maintain a workplace free of unlawful discrimination
and sexual harassment through the use of common sense and appropriate behaviors and
actions in their working relationships.

B. Personnel will continue its recruitment efforts to increase the representation of women and
minorities.

1. A recruitmeni budget will be developed to adequateiy fund the advertising efforts of
the program and the use of consultants when necessary. All Directors will be
encouraged to fund for other recruitment needs SpOleiC to their fac:lmes

2. Du'ectom w1ll develop their departmental quahtatwe and quantitative goals.

3. Vacancies w1ll continue to be advertised in newspapers and other publications which
enhance affirmative action efforts

4, Overall recruitment efforts will be coordinated with each depanment to ensure
consistent application of the aﬁirmatwe action program.

5. Directors will continue to be encouraged to target recruitment efforts for mmont1es
and females when under representation exists in a given job category.

6. Job Announcements will continue to be reviewed to eliminate requirements that may
discourage female and minority applicants.

7. A positive working relationship- with community groups and organizations will

continue to be maintained to assist mmontles and females in their efforts to find
employment with Metro. '

12



8. Personnel staff will continue to provxdc employees with information on job
opportunities with Metro.

9. Directors and managers will continue to be encouraged to recruit for female and
minority candidates when attending professional confenences, meetings, and seminars.

C. Personnel will monitor the selection process to eliminate under-representation of mindrity
and female employees.

1. Procedures, such as selective certification and underfilling may be developed to aid
facilities/departments in filling positions where under-representation exists.

2. Training ptograrhs will be offered to hiring manager§ on employee selection.

3.  Applicant data flow will be reviewed for the purpose of monitoring .
facilities/departments affirmative action efforts.

- 4, Dn'ectors and managers will review the ethnic and gender composmon of all
interview panels to encourage the use of protected group members.

5. All questlons to be used during the selection and interview processes will contmue
to be reviewed prior to their use. 4

6. Criteria used during the selection process will be revxewed to ensure that it 1s job-
related and does not discriminate against protected group members.

13



\

COMPLAINT PROCEDURE

1. Any individual who has made application for employment and alleges that an act of unlawful
discrimination has occurred may file a complaint in writing to the Affirmative Action Officer.
The complaint filing must include the following information:

(A) Complainant’s name and class status (minority, female, dlsabled age, veteran
status, sexual orientation, etc.);

(B) nature of the complaint and date the alleged violation occurred; and

(C) if the complaint is in regard to a subrecipient, contractor or subcontractor, the name
of that organization.

A The Affirmatwe Action Ofﬁcer shall, within ten (10) workmg days:
| (A) thoroughly investigate the complaint and establish a file of ﬁndmgs
, (B) submit the findings with a recommendation.to the Executive Officer; and
(C) ' notify complainant of relevant avenues of appc;.al, if appropriate. |
3. Anemployee wixo alleges that an act of unlawful discrimination or harassmeﬁt has occurred
may file a grievance under the procedure set forth in the Metro Code, Personnel Rules, Chapter

2.02; or may file a complaint with the Affirmative Action Officer as set forth in #1 and #2
above.

4. In 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.

14
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35
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- 37

45
55
65
75
85

METROPOLITAN SERVICE DISTRICT
Affirmative Action Job Groups |

Administrative Support, General

Officials & Administrators, General

Paraprofessionals, General

Paraprofessionals, Student-Based Research Assistants .
Paraprofessionals, Supervisors

Professionals, General
Service/Maintenance, ~Geheral
Skilled Craft Workers, General
Technicians, General |

Protective Service Workers, General



AFFIRMATIVE ACTION JOB GROUP LISTING

" |AA

Class JOB
Code |Class Title GROUP
012 |Office Assistant A 15

013 |Scalshouss Technician 15
018 |Receptionist . 15
019 | Typist/Receptionist 15
021 |Administrative Secretary 15
022 |Secrstary 15
031 |Administrative Assistant - |18
035 |Clerk/Bookkesper 15
035 {Payroll Clerk 15
036 |Lead Accounting Clerk 15
037 |Accounting Clerk 1 15
038 |{Accounting Clerk 2 15
040 |Program Assistant 1 15
042 Pfouram Assistant 2 15
108 (Legal Secretary 15
265 |Education Services Aids 1 = 15
266 |Education Services Aide 2 15
625 |Word Procsssing Operator 15 L
626 |Lead Word Processing Operator 15
060 }Zoo Marketing Manager 25
062 |Visitor Services Manger 25

- 063 |Curator 25
064 |Assistant Zoo Director 25
070 [Personnel Manager ‘ 25
071 |Chief Accountant 25
072 Ris!i Manager | 25
080 |Director of Regional Facites - [25
081 |Director of Public Affairs |25
084 |Director of Financs & Mgmt Info 25




AFFIRMATIVE ACTION JOB.GROUP LISTING

AR
Class : JoB
Cede |Class Title GROUP
086 |Directorof SolidWaste |25
087 |Zoo Director 25
089 |Dir. of Transportation Planning 25
090 |[Transportation Technical Manager 5
091 {Data Procsssing Administrator - |26
092 |Govemmental Relations Manager 25
083 [Council Administrator 25
094 |Director of Planning & Development |25 .
095 |Deputy ExecutiveOfficer (25
096 |Exscutive Officer - 125
105 jGeneral Counsel 25
275 - |Education Services Manager 25
311  [Engineering/Analysis Manager ' 25
320 |SW Budget & Finance Manager 25
322 |Sclid Waste Facilities Manager 25
337 |Administrative Manager 25
347 |Waste Reduction Manager 25
352 |Transportation Planning Manager 25
475 |Zoo Facilities Manager . 25
023 |Program Coordinator . 35
032 |Clerk of the Councl |35
306 |Assistant Engineer ' 35
329 [Management Technician 35
333 {Assistant Management Analyst - 35
338 |Assistant Public Affairs Spec. -~ |35
343 |Assistant Solid Waste Planner 35
348 |Assistant Transportation Planner 35
354 |Assistant Regional Planner 35
478 |Facilities Mgmt Work Center Coord |35
530 |Animal Hospital Attendant 35
010 |Managsment Intern 36




AFFIRMATIVE ACTION JOB QROUP LISTING

. AR
Class JOB
Code (Class Title : . GROUP
075 {Assistant Research Coordinater |36
107 |lawClek ' 36
007 |Retail Supervisor 37
003 {Food Service Supervisor a7
014 |Site Supervisor - 37 '
" 016 |Senior Site Supervisor 37
030 - [Support Secvices Supervisor 37
473 |Facilitiss Mgmt Project Coord 37
474 |Facilities Supervisor : 37
540 |Safety/Security Supervisor a7
039 |Senior Accountant 45
061 |Zoo Development Officer 45
068 |Procurement Officer 45
076 |Ressarch Coordinator 45
103 |Senior Asst Counsel , 45
268 |Volunteer Coordinator 45
270 |Education Services Specialist  [45
307 |Associate Engineer ' 45
308 |Senior Engineer 45
309 |Engineering Supervisor 45
334 |[Associate Management Analyst 45
335 |Senior Management Analyst 45
336 |Management Analyst Supervisor 45
339 |Associate Public Affairs Spec. 45
340 {Senior Public Affairs Speciafist 45
341 |Public Information Supervisor 45
344 |Associate Solid Waste Planner 45
345 |Senior Solid Wasts Planner 45
346 |Solid Wasts Planning Supervisor 45
349 [Associats Transportation Planner 45
350 |Senior Transportation Planner 45




AFFIRMATIVE ACTION JOB GROUP LISTING

AR
Class JoB
Code |Class Title GROUP

351 |Transportation Planning Supervisor |45

353 [Data Resource Center Supervisor |45

355 |Associate Regional Planner 45
356 |Senior Regiona! Planner 45
357 |Regional Planning Supervisor 45
362 |Graphics Coordinator 45
472 |Assistant Curator 45
476 [Construction Coordinator 45
477 |Construction Manager 45
525 |Veterinarian 45

636 Data Processing Systems Analyst 45

001 |Visitor Servica Worker 1 55
002 |Visitor Service Worker 2 55
003 |Visitor Service Worker 3 55
004 |Food Service/Retail Coordinator - |55
005 |Storekseper 1
006 {Food Service/Retail Specialist 85
015 [Building Service Warker 55
331 [Hazardous Waste Technician . 55
430 |Laborer ' 55
445 [Maintenancs Worker 1 55
446 [Maintenance Worker 2 55
447 |Maintenance Workerd 55
455 |Maintenance Mechanic 55
461 |Stationmaster S 55
465 |Gardener 1 55
466 |Gardener 2 55
467 |Senior Gardener |58
017 |Reproduction Clerk 65
448 |Maintenancs Technician |65
456 |Master Mechanic | 65



.AFFIRM‘ATIVE ACTION JOB GROUP‘ LISTING

AR
Class JOB
Code |Class Title GROUP
457 |Maintenancs Electrician 65
330 |Planning Technician - |78
332 |Hazardous Waste Specialist 75
360 |Graphics/Exhibit Designer 75
364 |Graphics Technician - 75
470 |Animal Kesper |75
471 |[Senior Animal Keeper - |75
520 [Veterinarian Technician 75
535 |Nutrition Technician |15
634 |Data Processing Operator . 75
635 . |Data Procsssing Operations Analyst 176
637 |{Technical Specialist : 75
638 |Programmer/Analyst : 75
538 |Safety/Security Officer 1 85 .
539 [Safsty/Security Officer 2 85
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AVAILABILITY ANALYSIS |

. |NDMINISTRATIVE SUPPORT, i
GERERAL . Females | Waight Factor | Minorities | Waight Facter Seurce
Percent seeking employment in 68.2% 15.0% 10.2% 16.0% 15.0% 24%  |Portland SMSA (PMSA) - public sector
the labor recruitment sree with : ' by accupational category
‘nternal spplicant flow dats . 83.0% 10.0% 8.3% 255% 10.0% 2.6%  |internal applicant tracking .
by job group . _ ' | '
Extornal appicant flow dat 685% | 200% | 137% | 123% | 200% | 25% |Cxtomal spphoant taci
_ |br/ob growp ' : ..
General population (sge 16-64) 50.3% 10.0% 5.0% 11.0% |- 10.0% 1.1%  |Oregon wcmbivisim. Business and Employment
) : . : N ’ Outlook, 1992, Volume 3, JTPA Planning Data, .
District 2
" |Economically disadvantaged (sge 18.64) 58.9% 5.0% 2.9% 12.8% 5.0% 0.9%  |Oregon Employment Division, Business snd Employment
' L : ~ | Outlook, 1992, Vokume 3, JTPA Planning Data,
District 2 .
Economically dissdvanteged in the ' 52.9% 15.0% 7.9% |. 16.6% 15.0% 25%  |Oregon Employment Division, Business and Employment
lsbor force (sge 1664) o ' o , Outlook, 1992, Volume 3, JTPA Planning Data,
_ ' : : District 2
Promotable or transferable within the 84.8% 25.0% 21.2% 6.5% 25.0% . 1.6%  |internal percantage of women and minorities in job group 15
organaation ' : ‘ )
PARITY FACTOR . : 1000% | e93% 1000% | 135%




AVAILABILITY ANALYSIS

OFFICIALS & ADMINISTRATORS,

PARITY FACTOR

GENERAL Females Weight- | Facter | Minerities Wciﬁl Facter Seurce

Percent seeking employment in 41.9% 35.0% 14.7% 7.6% 35.0% 2.7%  |Portland SMSA (PMSA) - public sector

the labor recruitment ares with - by occupational category

requisite skils -

Internal applicant flow dats No 0.0% 0.0% No 0.0% 0.0%  |internal applicant tracking

by job group recruitments recruitments

&mmrowmﬂmdab 25.8% 100% | 2.6% 9.7% 10.0% 1.0%  [External applicant tracing

by job group '

General popuiation (age 16-64) 50.3% 15.0% 75% 11;07- 15.0% 1.7%  |Oregon Employment Division, Business and Employment
Outlook, 1992, Volume 3, JTPA Planning Data,
District 2

Economically disadvantsged (sge 16.64) 68.9% 0.0% 0.0% 17.8% 0.0% 0.0%  |Oregon Employment Division, Business and Employment
Outlook, 1992, Vokume 3, JTPA Planning Data,
District 2

Economically disadvantaged in the 52.9% 0.0% 0.0% 16.6% 0.0% 0.0% ﬂnqon Employment Division, Business and Employment

labor force (sge 16-64) Outlook, 1892, Volume 3, JTPA Planning Data,
District 2 :

Promotable or transferable within 39.2% 40.0% 15.7% 8.4% 40.0% 3.4%  |internal percentage of women and minorities in job

the organization ) groups 25 and 45

1008% | 48s% 1000% | ®e%
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AVAILABILITY ANALYSIS
PARAPROFESSIONALS, GENERA
. Females | Waight Facter | Minerities | Waight Facter Seurce -
FPercent seeking employment in 83.5% 35.0% 29.2% 225% - 35.0% 7.9%  |Portland SMSA (PMSA) - public ssctor
the lebor recruitment aree with : ‘ ' by occupational category
roquisite skills '
' |Internal apphicant flow data 63.6% 5.0% 3.2% 9.1% 5.0% 0.5% |Internal applicant tracking
by job grop _ :
External spplicant flow data 475% 10.0% 48% 15.6% 10.0% 1.6%  |External spplicant tracing
lyidorop ' o
General population (sge 16-64 50.3% | 20.0% 10.1% 11.0% 20.0% 2.2%  |Oregon Employment Division, Business and Employment
: : : : Outlook, 1892, Volume 3, JTPA Planning Data,
District 2
Ecmdulyfmm (oge i&W 58.9% 50% | 29% 17.8% 5.0% 0.9%  |Oregon Employment Division, Business and Employment
_ : . . Outlook, 1892, Volume 3, JTPA Planning Dats,
District 2 T
Economically disedvantaged in the 52.9% 10.0% 5.3% 16.6% .| 10.0% 7% | Oregon Employment Division, Business and Employment
labor force (sge 16-64) ‘ Outlook, 1892, Volume 3, JTPA Planning Data,
' District 2. o
Fromotable or transferable within 81.7% 15.0% 12.2% 8.3% 15.0% 1.2%  [internal percentage of women and minerities in job
| the organization groups 15and35 o
PARITY FACTOR 1000% | 8720% 1000% | 15.8%




_AVAILABILITY ANALYSIS

PARAPROFESSIONAL, STUDENT. : o
BASED RESEARCH ASSISTANT Females Weight Facter | Minerities Waight Facter Seurce
FPercent seeking smployment in 83.5% 45.0% 37.6% 22.5% 45.0% 10.1%  |Portland SMSA (PMSA) - pubfic sector
the lsbor recritment aree with . : by occupational category
rogoisite shifs - ~ '
Internal spphcant flow dats No 0.0% 0.0% No 0.0% 0.0%  [internal applicant tracking -
by job grovp tecruitments | - recruitments ' .
External spplicant flow date No 0.0% . 0.0% No 0.0% 0.0%  |External spplicant tracing -
By job group : recruitments recruitments : o
General popuiation (sge 16-64) $0.3% 35.0% 17.6% 11.0% 35.0% 3.9%  |Oregon Employment Division, Business snd Employment
: Outiook, 1992, Volume 3, JTPA Planning Data,
District 2
Economically dissdvantaged (sge 16-64) 58.9% 100% | 59% 12.8% 10.0% 1.8% |Oregon Employment Division, Business and Employment
' ' : ' : Outlook, 1892, Volume 3, JTPA Planning Data,
- | District 2
Economically disadventaged in the 52.9% 100% | 53% 16.6% 10.0% 1.7%  |Orsgon Employment Division, Business and Employment
labor force (ege 16-64) C : ' - |Outlook, 1992, Volume 3, STPA Planning Data,
' ' . | District 2
Fromotable or transfersble within . na 0.0% 0.0% nla 0.0% 0.0%  [Noidentifisble feeder grovp
the organization
PARITY FACTOR 100.8% 8A% © 180.0% 174%




AVAILABILITY ANALYSIS

PARAPROFESSIONALS, . )
SUPERVISORY - Fomales | Waight Facter | Minorities | Waight Facter Source
Fercent seeking employment in 83.5% 25.0% 20.9% 225% 25.0% 5.6% |Portland SMSA (PMSA) - public sector
the Isbor recruitment ares with . . by occupational category
requisite skils - ' ' ,
Internal spplicent flow dats o] 33.3% 5.0% - 1L.7% 0.0% 5.0% 0.0%  |internal applicant tracking
by job group ‘
Externs] applicant flow dats 8.7% 10.0% 0.9% 6.5% 10.0% 0.7%  |External spphicant tracing
|2 fod growp ' ' :
Gam;lpqxhabn {age 16-64) 50.3% 20.0% 10.1% 11.0% 20.0% 2.2%  |Oregon Employment Division, Business and Employment
' : Outlook, 1992, Yolume 3, JTPA Planning Data,
District 2
Economically dissdventaged (sge 1864 53.8% 5.0% 29% 17.8% 5.0% 0.9%  |Oregon Employment Division, Business and Employment .
. ' Outlook, 1992, Volume 3, JTPA Planning Data,
District 2
Economically disadvantaged in the ' 52.9% 50% | 26% 16.6% 5.0% 0.8% |Oregon Employment Division, Business and Employment
labor force (sge 16-64) - Outlook, 1892, Volume 3, JTPA Planning Data,
' District 2
Promotable or namhnbh within 78.7% 30.0% 23.6% 8.2% 30.0% 25%  |internal percentage of women and minorities in job
the organizstion L , ' : groups 15, 35, and 37 '
PARITYFACTOR | 1o0e% | s27% 1o00% | 12%




AVAILABILITY ANALYSIS

PROFESSIONALS, '
GENERAL - | Females | Weight | Factor | Minorities | Weight Fector | - ' Seurce
Percent seeking employment in 43.0% 225% 9.7% 83% | 225% 2.1%  [Portland SMSA (PMSA) - public sector
the labor recrvitment area with : by occupational category
regquisite skills
Internsl spplicant flow date . 38.4% 10.0% 3.8% . 27% 10.0% 0.3%  |internal applicant tracking
by job group ‘ ' -
External spplicant flow date 39.2% 15.0% 5.9% 6.2% 15.0% 0.9%  |External applicant tracing
 [briob growp ~ :
Genersl popiiation (spe 16-64) 50.3% 15.0% 1.5% 11.0% 15.0% 1.7%  |Oregon Employment Division, Business and Employment
T Outlook, 1992, Volume 3, JTPA Planning Data,
District 2

Economically dissdvantaged (sge 18.64) §8.9% 2.5% 1.5% .17.8% 25% 0.4%  |Oregon Enplom Division, Business and Employment

. : Outlook, 1892, Volume 3, JTPA Planning Data,

District 2
JEmm)inlyMnWh the 52.8% 5.0% 2.6% 16.6% 5.0% " 0.8%  |Oregon Employment Division, Business and Emplayment
labor force (age 16-64) , Outlook, 1992, Volume 3, JTPA Planning Data,
‘ District 2 »
Promatable or transferable within 44.8‘ 30.0% | 134% 8.7% 30.0% 2.9%  |internal percentage of women and minorities in job
the organiration . ‘ groups 35, 37, and 45
|PAmTYEACTOR | 1000% | 445% , 1000% | 0.1%




AVAILABILITY ANALYSIS

SERVICE/MAINTENANCE,

GENERAL Fomales | Waight Facter | Minerities | Waipht Facter Seurce
FParcent seeking smployment in 25.3% 250% | . 63% 22.4% 25.0% 5.6%  |Portland SMSA (PMSA) - public sector
the lsbor recruitment area with ' by occupational category
roquisite skills '
Internal spplicant flow date - 1L1% ‘10.0% 1% -] 1% 10.0% 1.1%  |internal applicant tracking
by job group '
- |Extornal applicent flow date 19.3% 200% | .3.9% 7.1% 20.0% 14%  |External applicant tracing
Dy job group '
General population (sge 16-64) 50.3% 15.0% 7.'5$ : 11.0% 15.0% - 1.7%  |Oregon Employment Division, Bumm and Elmlom
B - Outlook, 1892, Voume 3, STPA Planaing Data,
District 2 '
.' Econornically dissdvantaged (sge 16.64) 58.9% 5.0% 2.9% 17.8% 5.0% 0.9%  [Oregon Employment Division, Business and Employment
: ) o Outlook, 1992, Volume 3, JTPA Planning Dats,
Hni:uictz : '
Economically disedvantagedin the 52.9% 15.0% 7.9% 16.6% 15.0% 25%  |Oregon Employment Division, Business and Employment
labor force (sge 16-64) : Outlook, 1892, Volume 3, JTPA Planning Data,
District 2
FPromotable ar transferable within 37.0% 10.0% 7% B.7% 10.0% 0.9%  |internal percentage of women and minerities in job
the organczation : group 55 .
PARITY FACTOR 1008% | 334% 1000% | 140%




AVAILABILITY ANALYSIS

PARITY FACTOR

11.5%

- |SKILLED CRAFT WORKERS, ‘ 1 _ .
GENERAL - “Females | Weight | Facter | Minerities | Waight | Factor : Seurce
* |Percent seeking smployment in 7.3% 500% | 3.7% 10.9% 50.0% 55%  |Portland SMSA (PMSA) - public sector
| the fabor recruitment arse with by occupational category
roquisite shilis ‘
Internal applicant flow date Ne 0.0% 0.0% No 0.0% 0.0%  |Internal applicant tracking
by job grovp ‘ || recruitments | : recruitments
Extornal apphcant fiow data No | 00% | 00% No 00% | 00% [Extomal apphicant tracing
by job group recruitments L recruitments _
General populstion (sge 16-64) 50.3% 35.0% 17.6% 11.0% 35.0% 3.9%  |Oregon Employment Division, Business and Employment
T v Outlook, 1892, Volume 3, STPA Planning Data,
District 2 '
Economically dissdvantaged (sge 1664 58.9% 5.0% 2.9% 17.8% 5.0% 0.9%  |Oregon Employment Division, Business and Employment
: Outlook, 1992, Volume 3, JTPA Planning Data,
District2
Economically dissdvantaged in the 52.9% 10.0% 5.3% 16.6% 10.0% 1.7% * |Oregon Employment Division, Business snd Employment
lsbor force (sge 16-64) - Outlook, 1992, Volume 3, JSTPA Planning Data,
" |Promotable or transferable within nla 0.0% 0.0% nla 0.0% 0.0% |Noidentifisble feeder grovp
the organization
1000% | 295% ‘100.0%




AVAILABILITY ANALYSIS |

{VECHNICIANS, GENERAL . : : ,
R » Fomales | Weight | Focter | Minerities | Weight Facter Sourse
Percent seeking employment in ' 49% | 300% | 7.5% 10.3% 30.0% 3.1%  [Portland SMSA [PMSA) - public sector
the labor recruitment aree with : ‘ by occupational category
Internal spphicent flow dats . 60.0% - | 15.0% 90% | 00% | 150% 0.0% |internal applicant tracking
by job group :
External spplicant flow date - 40.3% 250% 10.1% 11.4% 25.0% 28%  |External applicant tracing
by job group -
General popiistion (sge 16-64) 50.3% 15.0% 15% 11.0% 15.0% 1.7%  |Oregon Employment Division, Business and Employment
- : Outlook, 1892, Votume 3, JTPA Planning Data,
District2 - '
Economically dissdvantaged (sge 16-64) 58.9% 5.0% 29% 17.8% 5.0% 0.9%  |Oregon Employment Division, Business and Employment
| Outfook, 1992, Volume 3, JTPA Planning Data,
District 2
Economvicelly dissdvantaged in the - 52.9% 100% 5.3% 16.6% 10.0% 1.7%  |Oregon Employment Division, Business and Employment
labor force (age 16-64) o A : Outlook, 1892, Volume 3, JTPA Planning Data,
: District 2
Promotable or transferable within na 0.0% 0.0% nli . 0.0% 0.0%  |No identifiable feeder grovp
| PARITY FACTOR , : | 100.0% | 423% 100.0% 10.1%




AVAILABILITY ANALYSIS

- [PROTECTIVE SERVICE

WORKERS, GENERAL Fomales | Weight | Factor | Minecities | Weight | Facter | - Seurce
Porcent seeking smployment in 19.2% 40.0% 1.7% 18.8% 40.0% | .~ 7.5% [Portiand SMSA (PMSA) - public sector
the labor recruitment sree with : ' by occupational category
M:ti: v ,
Interns spplicant flow dats 0.0% 20% 0.0% 0.0% 2.0% 0.0% |internal spplicant tracking
by job group : -
Exm»hmfuntﬂawlm 3.6% 8.0% 0.3% 28,6% 8.0% 2.3%  |External applicant tracing
by job grovp ' - ' -
General popuistion (sge 16.64) 50.3% 35.0% 17.6% 1.0% 35.0% 3.9% {Oregon Employment Dmus:a. Business and Employment
: . © | Outlook, 1892, Vohsne 3, JTPA Pllml Data,
District 2
EM”MMMO 1664 £6.9% 50% 2.9% 178% 5.0% 0.9%  |Oregon Employment Division, Business and Employment
Outlook, 1892, Yolume 3, JTPA Planning Dats, -
District 2
Economically disadvantaged in the 52.9% 10.0% 5.3% 16.6% 10.0% 1.7%  |Oregon Employment Division, Business and Employment
labor force (sge 16.64) Outlook, 1892, Volume 3, JTPA Planning Data,
. District 2
Fromotasdle or transfersble within nNa 0.0% 0.0% ' nfa 0.0% 0.0%  [No identifiable feeder greup
the organization .
PARITY FACTOR 1000% | 23a% 0% | 10




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS

AGENCY-WIDE
ook ‘ ‘ . ‘ Numeric]
Group Job Group Total . % .. Race %] Protected %  B0%Rule] Under-  Significantly|  Under- Goals
Number Title EEs] Male Femals  Female] Minorities Unknown Minorities Classes| Availability  Calculation] utilized  Underutilized] utilization :
15 Administrative 921 14 - 78 8478% -6 0 652% Min 135% 482%)  Yes Yes 64| 13.6%
) Support _ o . Females 69.3% 122.3% No N
25 Officials & " 28 18 10 35.71% 2 1 7.41% - Min 8.6% 85.8% Yes . 0.3 8.5%
Administtqtors : Females 40.5% 88.3% Yes ' 13] 41.8%
135 ‘|Paraprofessionals, 17 5 12 70.59%| 3 0 17.65% Min 15.9% 111.1% No . No
‘ General . : [Females 62.7% 104.3% Ne No
|36 {Paraprofessionals, 2] 1 1 50.00% 0 0 0.00% Min 17.4% 0.0% Yes .  Yes 0.3 17.4%
il Student-Based Females 66.4% 76.3% Yes Yes 03] 66.4%
Ressarch .
37 Paraprofessionals, 13 6 7 63.85% | 0 7.69% Min 12.7%7 £0.8% Yes Yes 06| 12.7%
Suparvisory . : Females 62.7% . 859% Yes * 1.1  627%
a5 Professionals | 15| 69 46 40.00% 10 2  8.85% Min 9.1% 97.1% Yes . 03 8.9%
: : Females] -  44.5% 89.9% Yes - | 62 45.2%
55 Service/ 46| 29 17 36.96% 4 0 8.70% Min 14.0% 61.9% Yes Yes 25| 14.4%
Maintenance A Females 33.4% 110.6% No No
65 Skilled Craft 4 4 0 0.00% 0 0 0.00% Min 11.9% - 0.0% Yes Yos 0.5
' ' Females 295% 0.0%  Yes Yos 1.2
75 _ |Technicians . 53] 33 20 37.74% BA o v 11.32% Min 10.1% 1M1.7% No No _
' ‘ ~ . Fomales| - 423% 89.2% Yes . 24 45.7%
89 Protective Service 6 6 0 0.00% 0 0 0.00% Min 16.2% 0.0% Yos Yes 1.0 15.8%
Females 338%  0.0% Yes Yes 20] 354%
* No goal is necessary becauss utilization is within 80% of availability




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS

COUNCIL OFFICE
- Nob - : . . ' : Numeric
* |Group Job Group Total] % Race %]  Protected| %  B0%Rule] - Under-  Significantly| Under-|  Goals
Number Title : EEs] Male Female  Fomale] Minorities Unknown Minorities Clagses] Availability  Calculation] utilized  Underutilized| utilization
15 Administrative . 4 0 4 100.00% ] 0 0.00%| Min| 13.5% 0.0% Yos- Yos 05] 13.5%
Support 4 Fomales 69.3% 144.2% Ne No| -
25 Officials & 1 1 0 0.00% 0 0 0.00% Min] ~  86% 0.0% Yes Yes 0.1 8.6%
Administrators ‘ . ' Females 40.5% 0.0% Y Yos 04] 405%
35 Paraprofsssionals, 1 0 .1 100.00% 0 0 0.00% Min] 15.9% 0.0% Yoz . Yes 0.2 15.9%
General ‘ - Females 62.7% 142.7% No . No
45 Professionals 4 2 2 50.00%] 1 0 2500%] . Min| 9.1% ° 2743% No Noj -
R Females - 445% 112.3%| No No
* No goal is necessary becauss utilization is within80% of availability




UTIllZATlOl ANALYSIS OF JOB GROUPS AND GOALS

OFFICE OF GENERAL COUNSEL

'.lob ‘ Numeric
|Group Job Group Total % Race %| Protected %  B0%Rule] Under- . Significantly]  Under- Goals
Number Title - EEs] Male Female  Femals| Minorities Unknown Minorities] = Classes Availability _ Calculation| " utifized  Underutitized| utlization
15 Administrative 2| 0 2 toooo% 0 0 000%  Mm 135% 00%]  Yes . Yes 03] 13.5%
. Support - | Fomales]  693%  ta42% No No
I Officisls & 1 1 0 oo0% 0 0 000% Min B.6% 0.0% Yes Yes 0.1 86%
Administrators Fomales|]  40.5% 0.0% " Ves Yes 04| 405%
45 |Professionals 3 0 o0% 0 0 o00%|  Wm| 1% oo%| Ve Yo| 03 o
: ‘ : | | Fomales]  aa5% 00%  Yes Yes| . 13]  aasw
* No goal is necessary bscause utilization is within 80% of availability




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS

‘|45

EXECUTIVE MANAGEMENT

Job . ' . Numeric] . *
Group Job Group : % Protected %  80%Rule] Under—  Significantly|  Under-
~ |Number  |Tite : Male Fomale  Femals] Minorities Unknown Classes| Availability . Calculation| utiized  Underutilized| utilization
15 Administrative 2 100.00%]° Min|  135% 0.0% Yo Ya| 03

Support : ' Fomales|  £69.3% 144.2% No No

|5 Officials & 0 0.00% Min 8.6% 0.0% Yes Yos 0.1
- Administrators Fernales 40.5% ~ 0.0% . Yes Yes 04
Professionals 1. 33.33% Nin 8.1%  00%| Ve Ya| 02
: _ Fomales 4U5% 74.9% Yes Yos 03

*_No goal is necessary because utilization is within 80% of availability




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS

PERSONNEL ADMINISTRATION

|45

Job : . Numeric
Group Job Group Total % Race %] Protected %  80%Rule] Under-  Significantly]  Under- Goals
_|Number Title EEs] Mole Female Female] Minorities Unknown Minorities Classes| Availability  Calculation] utilized  Underutifized| uiilization
15 Administrative 4 0 4 100.00% 1 0 25.00% Min 13.5% 185.0% No No
Support . ' Females 69.3% - 144.2% No No
% Officials & | 0 1 100.00% 0 1 wa| M| 86% a s
Administrators : : - Fomales 405%  247.2% .No . No
135 Paraprofessionals, 1 0 1. 100.00% 1 0 100.00% Min) 15.9% 629.7% No No
' General ’ Females 67.7% 147.7% Ne No
Professionals 4 1 3 75.00% -0 0 0.00% Min 8.1% 0.0% Yes Yos 04 9.1%
: : : Fomales 44.5% 169.5% No No
* No noalisﬁoemybmm uﬁﬁutioniswiﬂrinﬂﬁ% of availability



~ UTILIZATION ANALYSIS OF JOB GROUPS AND GOA[S
" FINANCE MANAGEMENT INFORMATION

Job ' . - Numeric
|Group Job Group Total % Race %| Protected ~ % B0%Ruls] Under- ~ Significantly|  Under- Goals
|Number Title .EEs| Mals Female  Female] Minorities Unknown . Minoritiss Classes| Availability  Calculation] utiized  Underutilized| utilization
15 Administrative 17 4 13 76.47% 1 0 5.88% Min| 13.5% 435% Yos Yes 1.3 13.5%
Support : ‘ - Females 69.3% 110.3% No No
125 - Officials & 5 3 g 2 40.00% '0 - 0. 0.00% Min| 8.6% 0.0% Yes Yes 04 8.6%
Administrators _ ‘ Females 40.5% 98.9% Yos . '
35 Paraprofessionals, 3] "0 - 3 100.00% -1 0 33.33% Min 15.9% 209.9% No No
Genoral : Fomales] - 67.7% 147.7% " No No
45 Professionals 1w 8 6 42.86% 1 0 7.14% Min| 9.1% 78.4% Yoz Yas 0.3 . 9.1%
. ' Females] . 44.5% 96.3% Yoz _ *
65 Skilled Craft . 1 1 0 0.00% 0 0. 0.00% Min]  11.9% - 0.0% Yos Yes 0.1 11.9%
' : Females 29.5% - 0.0% Yes Yes 03| 295%
5 Tochnicians . 6f 5 1 16.67% 1 0 16.67% Min 10.1% 164.4% No No ,
‘ Females 42.3% 39.4% Yos Yo 15| 423%
* No goal is necessary becauss utilization is within 80% of svailability




~ UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS

PUBLIC AFFAIRS
Job o . ' Numeric
Group ~ |Job Group Total % Race %] Protected %  B80%Rule] Under-  Significantly]  Undor Goals
|Number Title EEs| Male Fomale  Female] Minorities Unknown Minorities Classes| Availability  Calculation] utilized  Underutitized| utifization|
15 Administrative 6 1 5 83.33% -0 0 0.00% Min] . -135% 0.0% Yoz Yos 08 13.5%
Support o ' Females 69.3% 120.2% Ne No
25 Officials & 1 0 1 100.00% -0 0 0.00% Min 8.6% 0.0% Yoz Yes 0.1 8.6%
Administrators . ‘ . Fomales © 405% 247.2% No No : .
45 Professionals -9 0 9 100.00% 0 0 0.00% Min|- 9.1% 0.0% Yoz Yes| . 08 9.1%
. Females 445% 224.7% Ne No
’ . Technicians 3 1 2 66.67% 1 0 3333% Min] 10.1% 328.9% - Ne No
: o . Fomales 423% 157.5% Ne No
* No goal is necessary becauss utifization is within 80% of availability




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS

REGIONAL FACILITIES
Job R ' : : ' ' Numeric
Group Job Grovp Total - % Race %] Protected % B80%RAuls] Under-  Significantly]  Under- Goals
Number Title ] EEs| Male Female  Femals] Minorities Unknown Minorities Classss| Availability CalculnionL utilized  Underutilized| utilization
115 Administrative 4 0 4 10000% -~ o0 . 0  000% Min 135% 00% Ya Yes 05 13.5%
Support _ Females] -~ 69.3% 144.2% No No
25 Officials & 1 1 0 000%] 0 0 0.00% MinH 8.6% 0.0% Yo A 0.1 8.6% -
Administrators Fomales] = 405% 00%] - VY : Yes 04] 40.5%
35. Parsprofassionals, 1 0 1 100.00% 0 0 0.00% Min] - 15.9% 0.0% - Yos Yos 0.2 15.9%
General . ‘ : : Fomales 67.7% 147.7% No No :
|37 Parsprofessionals, 1 ] 0 0.00% 1 0 100.00% | Min 127%  790.1% No No
- |Supervisory ‘ Fomales 62.7% 0.0% Ys Yes 0.6 62.7%
45 Professionals 7 4 -3 4286%] 1 0 14.29% Min 9.1% 156.8% No No
' . - Fomales 4.5% 983%] - Yes R *
-185 Service/ : 1 1 0 0.00% 0 0 0.00% Min] 14.0% 0.0% Yos ' Yos 0.1 14.0%
© " |Maintenance : Fomalss 4% 0.0% Yos Yos 03] 334%
85 ProlocﬁnSuﬁ 1 1 0 0.60% .0 0 0.00% Min 16.2% ‘0.0% Yu. - Yes 021 16.2%
: : Females]  33.8% 0.0% Yoo Yos 03] 33.8%
* mwdhmmﬁuﬁuhmmidnﬂwi‘m



UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS
PLANNING AND DEVELOPMENT

Joh . : , v R : . Numeric
{Growp Job Group Total : % _ “Race %| Protected %  B80%Ruls]  Under-  Significantly|  Undor- Goals
" {Number . |Title EEs] Male Female Female] Minorities Unknown Minorities Classes] Availability  Calculation] utilized  Underutilized| utilization
15 Administrative 6 1 - .5 8333% 2 0 3333% Min 13.5% 246.6% No No
‘ Support : Females 69.3% 120.2% No No
25 " |Officisls & -3 3 ‘0 0.00% 0 0 0.00% Min " 8.6% 0.0% Yoz Yes 04 8.6%
‘ Administrators N o _ Females|] =~ 405% 0.0% Yo Yas 12| 405%
35 Paraprofessionals, 6 3 3 50.00% 1 0 16.67% Min]  159% 105.0% No ‘No _
' Gonoral : Females 67.7% 73.9% Yos “ Yes 1.1 - 67.7%
;5 Professionals 36| 27 8 25.00% 3 1 8.57% Min 9.1% 04.1% Yoz .
' Females 445% 58.2% Yoz Yes| - 70| 445%
75 ’ Tochmm 4 2 2 50.00% 0 0 0.00% Min 10.1% 0.0% Yos Yes| 04 10.1%
: . : Females 42.3% 118.1% No ~No
* No goal is necsssary becauss utifization is within 80% of avalability



UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS -

SOLID WASTE
Job ' . Numeric
Group Job Group Total % Race %] Protected %  B0%Ruls| Under-  Significantly|  Under- Goals
|Numbee Title EEs] Mals Femele Female] Minorities Unknown Minorities Classes]  Availability  Calculation] utilized  Underutilized| utiization|
15 _JAdministrative 26 5 . 21 80.77% 2 0 7.69% Min| 13.5% 56.9% Yoz Yes] 15 13.5%
Support - C - Fomales 69.3% 116.5% Ne No :
y L Officials & 7 5 2 2857% 1 0 1429% Min| 8.6% 165.5% No No
Administrators : ' Fomales 40.5% 70.8% Yoz Yos 0.8] - 40.5%
35 Pmmfmoml:, 2 0 2 100.00% 0 0 0.00% Min 15.9% 0.0% Yoo Yos 03 15.9%
Genersl - ' Females 87.7% 142.7% " Ne No
7 Paraprofessionals, 8 1 5 83.33% 0 0 U.Obi Min 12.7% 0.0% Yos Yes 0.8 127%
Supervisory ‘ : Females 62.7% 133.0% Ne No
45 Professionals .26] 18 8 30.77%) . 4 0 15.38% Min] 8.1% 168.8% Ne
Females 4.5% 69.1% Yoz - Yes 36] 445%
|55 Servicel 100 4 8 60.00% 1 0 10.00% Min 14.0% 71.2% Yoz - Yes 04] . 14.0%
Maintenance Fomales 33.4% 179.5% Ne - No
* No goal is necessary becauss stikization is within 80% of availability




UTIlIZA'i’IOH ANALYSIS OF JOB GROUPS AND GOALS
METRO WASHINGTON PARK Z00

Job ' : . ) . . . Nomeric
Group Job Group Total % . Race %] Protected %  B0%Rule] .Under-  Significantly] Under| - Goals
Number Title EEs] Male Female Female] Minorities Unknown Minorities Classes| Availability  Calculation| utilized  Underutilized| utilization :
{15 - Administrative 21} 3 18 65.71% _0 0 0.00% - Min 13.5% 0.0% Yo Yes)] - 28] 135%
: Support _ v Females 69.3%  123.6% No No
% |Oficals& 13 4 sn.ia% 1 0 1429% Nin B6% 16556 Mo No
Administrators : Females] . 40.5% 141.3% No No
35 Paraprofessionals, 4 3 1t 25.00% 0 0 0.00% Min 15.9% " 0.0% Yei Yes 0.6 15.9%
General . . Females] ~ 67.7% 36.9% Yes Yos 1.7 67.7%
36 Paraprofessionals, 2 1 1 50.00% 0. 0 0.00% Min 174%.  0.0% Yes Yos 03 17.4%
Student-Based : | Females|] . 66.4% 75.3% Yes Yes 0.3 66.4%
Rogaarch : )
37 Paraprofessionals, -6 4 2 33.33% 0 0 0.00% Min 12.7% 0.0% . Yes Yes 0.8 12.7%
A Supervisory ' : Females 62.7%  53.2%| ‘ Yes Yos| . 18] 62.7%
45 Professionals 9 4 b 55.56% 0 0 - 0.00% . Min 9.1% 0.0% Yos Yes 0.8 8.1%
' ' ' - Females|- 44.5% 124.8% No No :
85 Service/ 35 24 11 3143% 3 0 857% . Min 14.0% 61.1% Yes " Yes 1.9 14.0%
: Maintenance : Females " 33.4% 940% - Yes .
65 Skilled Craft 3 3 0 0.00%] . 0 0 0.00% Min 11.9% 0.0%| . VYes : Yes 04 11.9%
, . " Females 295% 0.0% Yes Yes 09} 29.5%
% Technicians 40 25 15 37.50% 4 0 10.00% Min 10.1% 98.7% Yes ol
' : ) . ‘ Females 423% . 88.6% Yos .
85 Protective Service ] 5 0 0.00% 0 ‘ 0 0.00% Min 16.2% 0.0% Yas - Yes 0.8 16.2%
' ‘ : Females 33.8% 0.0% Yeos Yes 17 338%
* No ooil is necessary becauss utilization is within 80% of availability




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS
METRO WASHINGTON PARK 200

ADMINISTRATION
Job _ . . ‘ Numeric _
Group - [Job Group Total % -~ Race %| Protected %. B80%Rule] Under-  Significantly]  Under- Goals
Number  [Title EEs] Male Fomale Female| Minorities Unknown Minorities Classes| Availability  Calculation] utilized  Underutilized| utilization
|15 Administrative 5 0 6 100.00% 0 0 0.00% Min 13.5% 0.0% Yoz Yos 0.7 13.5%
Support _ Fomales 69.3% 144.2%] No " No| .
|25 |otficials & 2 1 1 50.00% 1 0 50.00% Min| 8.6% - 579.1% . No a Nol
- JAdministrators . : ) Fomales] = 40.5% 123.6% No No
37 Parsprofessionals, ' 1 0 ‘ 1 100.00% 0 0 0.00% Min} 12.7% 0.0% Yos Yos 0.1 12.7%
Supervisary - - | ‘ Fomales 62.7% - 159.6% No No
15 Prafessionals 2| 1 1 sooo%] o 0 0.00% Nin 9.1% 00X Yes Y| 02 91%
~ : Fomales 4.5% 112.3% No . Ne '
85 Protective Secvice 5 5 .0 000% 0 0 0.00%] Min 16.2% 0.0% Yes Yas 0.8 16.2%
' , - Females 33.8% 0.0% Yos Yos l.? 33.8%

* No goal is necsssary because utilization is within 80% of availability



UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS

METRO WASHINGTON PARK Z00

ANIMAL MANAGEMENT
Job : Numeric
Group Job Group Total % Race . %] Protected % 80% Rule Under-  Significantly]  Undor- Goals
Number Title EEs] Male Female  Female] Minorities Unknown Minorities Classes] Availability Calculation utilized  Underutitized] utilization :
15 Administrative 3 1 2 66.67% 0 0 0.00% Min| 13.5% 0.0%| Yes Yoz 04 13.5%
|Support ' Females 69.3% 96.2% Yoz .
25 Officials & 1 1 0 0.00% 0 0 0.00% _Min] 8.6% 0.0% ‘Yoz Yes 0.1]. 8.6%
Administrators Females 40.5% 0.0% Yoz Yo 04
36 Paraprofessionals, ] 0 0.00% 0 0 0.00% Min] . 17.4% 0.0% Yos Yes 02] 17.4%
: Student-Based : . Females 66.4% 00%  Yes Yos 0.7] 664%
Ressarch .
|45 Professionals 3 ~2 1 33.33% 0 0 000% Min - 8.1% 0.0% Yeos Yes 0.3 9.1%
Females 445% 74.8% Yoz " Yos 03] 445%
- |75 Technicians |l a3 14 37.84% 1 0. 2.70% Min| 10.1% is.n Yoz Yos 28] 10.1%
: T Females 42.3% 89.4% Yes .
* No goal is necessary becauss utilization is within 80% of availability




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS
METRO WASHINGTON PARK 200

FACILITIES MANAGEMENT
Job Numeric
Group - |Job Group Total % Race %| Protected % 80%Rule] Under-  Significantly|  Under- Goals
Number  [Title ' __EEs| Male Female  Femals| Minoritiss Unknown Minorities]  Classss| Availability Calculation] utiized  Underutifized| utifization
15 Adninistntin ) 2 0 - 2 100.00% 0 0 0.00% Min 13.5% 0.0% Yas Yes 0.3 13.5%
Support . Fomales 69.3% 144.2% No No| .
25 Officials & . i 0 1 100.00% 0 0 0.00% Min 8.6% 0.0% -Yes Yas 0.1 8.6%
- |Administrators ' ' Fomales 405% 247.2% No No
7 Pmpmlnsion‘h. 2 2 0 0.00%] - 0 0. 0.00% Min 127% 0.0% Yes Yes 03 12.7%
Supervisory . . Fomales 62.7% 0.0% Yoz Yos 13 62.7%
55 Servicel 23] 19 4 17.39% 3 0 13.04% Min 14.0% 92.9% Yos *
Maintenancs ~ . Females 4% 52.0% Yos Yos -3 334%
65 Skilted Craft ' 3 3 0 0.00% 0 0 0.00% Min 11.9% 0.0% Yos Yos 04 11.9%
Fomales 295% 0.0% Yos “Yos 09] 295%
° No goal is necsssary becauss utiization is within 80% of availability




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS
METRO WASHINGTON PARK 200

" EDUCATIONAL SERVICES
Job - . . _ . ‘ Nomeric .
Group Job Group Tote! % - Race %] Protected] %  80%Rule] -~ Under-  Significantly]  Under- Goals
. |Number Title . EEs| Male Fomale  Female] Minorities Unknown Minorities Classes| Availability  Calcufation]  utifized  Underutilized| utilization
15 Administrative 8. 0 5 100.00%] . 0 0 0.00%| - Min 13.5% 0.0% Yes Yos 0.7 13.5%
Support o , Females £9.3% 144.2% .Ne No
Y4 ~ |Officisls & 1 1 0 0.00% 0 0 0.00% Min| 8.6% 0.0% . Yes Yes 0.1] B8.6%
Administrators , Females 40.5% 0.0% Yos . Yes 04] 40.5%
| 35 Paraprofessionals, 2 2 0 0.00% 0 0 0.00% Min 17.4% 0.0% Yos . Yes 03] 174%
: General : : _ Fomales 66.4% 0.0% Yos Yos 13] 664%
"[37  [Paraprofessionals, 1 1 0 0.00% .- 0 0 000% - M| . 127% 0.0% Yes ~ Yes 0.1 12.7%
Supervisory ' . A Females 62.7% 0.0%| Yo - Yes 0.6] - 62.7%
45 Professionals 3 1 2 66.67% 0 0 - 0.00% - Min 8.1% 0.0% Yes Yes 03 9.1%
: - : Fomales]  445% 149.8% No No '
75 Technicians 3 2 1 33.33% 3 0 .100.00% Min| 10.1% 988.6% No No
. o ' : _ Females 42.3% 78.8% Yo Yes 03] 42.3%
* No goal is necsssary becsuse utilization is within 80% of availability



UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS
METRO WASHINGTON PARK 200

-

MARKETING
Job ‘ . Numeric
Group Job Group Total % Race %] Protected %  B80%Rule|] Under-  Significantly] - Under|  Goals
Number Title EEs| Male Femals  Female] Minorities - Unknown Minorities Classes| Availability  Calculation] utilized  Underutikized| utilization
15 Administrative 2 2 0 .0.00% 0 0 0.00% Min] 13.5% 0.0% Yes Yos 0.3 13.5%
Support . Females 69.3% 0.0% Yos Yes 14  69.3%
25 Officials & 1 1 100.00% 0 0 0.00% - Min 8.6% 0.0% -Yos Yos 0.1] . 8.6%
Administrators Females 405% = 247.2% Ne No
35 Paraprofessionals, . 2 1 50.00% 0 0 0.00% Min 15.9% 0.0% Yss Yes 0.3 15.9%
General ' Females 62.7% 73.9% Yoz - Yos 04] 672.7%
45 Professionals 1 1 100.00% 0 0 0.00% Min 9.1% - 0.0% Yes Yo 0.1 9.1%
Females 44.5% 224.7% No No
* No goal is necsssary becauss stilization is within 80% of availability




UTILIZATION ANALYSIS OF JOB GROUPS AND GOALS
METRO WASHINGTON PARK 200

VISITOR SERVICES
Job . . Numeric
Group - |JobGrovp ' ' Protected % 80% Rule] Significantly} ~ Under-
Number Title Male Female  Femals| Minorities Unknown Classes| Availability Caleulation Underutitized] utilization
|15 Administrative Min 13.5% . 0.0%] - Yes 0.5
Sllppon Fomales 69.3% - 144.2% No
% Officials & Wi|  e.6% 00X e  0a
- Administrators Fomales 40.5% 247.2% No '
7 Paraprofessionals, Min 127% 0.0% - Yes 03|
Supervisory . Fomales] ~  62.7% 79.8% Yos 0.3
55 Servicel Min 14.0% 0.0% Yes 1.7
Maintenance Fomales 33.4% 174.6% No
* No goal is necessary becauss utilization is within 80% of availability




AGENCY-WIDE IDENTIFICATION OF PROBLEM AREAS
BY JOB GROUPS

Following approved procedunes, Metro has calculated projected availability for the employment
of minorities and women. This calculation process indicated underutilization for the following

~ job groups:

" JOB GROUP 15 - ADMINISTRATIVE SUPPORT
A significant underutilization exists for minorities, by 6.4 individuals.
JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

Underutilization exists in the area of both minorities and women, but no goal is necessary
because utilization is within 80% of availability. :

JOB GROUP 36 - PARAPROFESSIONALS (Student-bésed research)
A very slight underutilization exists for both minorities and women, by .3 individuals each.
JOB GROUP 37 - PARAPROFESSIONALS (Supervisory)

A slight underutilization exists for minorities, by .6 individuals. An underutilization exists for
~ women, but no goal is necessary because utilization is within 80% of availability.

JOB GROUP 45 - PROFESSIONALS

’

Underutilization exists for both minorities and women, but no goal is necessary because
utilization is within 80% of availability.

JOB GROUP 55 - SERVICE/MAINTENANCE
. Underutilization exists for minorities, by 2.5 individuals.
JOB GROUP 65 - SKILLED CRAFT

A slight underutilization exists for mmormes, by .5 individuals.. Underutlhzatwn ex1sts for
women, by 1.2 individuals.
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JOB GROUP 75 - TECHNICIANS

Underutilization exists for women but no goal is necessary because utilization is within 80% of
availability.

JOB GROUP 85 - PROTECTIVE SERVICE

| Underutilization exists for minorities by 1 individual, and for women by 2 individuals.
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IDENTIFICATION OF PROBLEMS AREAS
BY ORGANIZATIONAL UNITS

Metro is divided into ten organizational units; Council Office, Office of General Counsel,
Executive Management, Personnel, Finance and Management Information, Public Affairs,
Regional Facilities, Planning and Development, Solid Waste, and Metro Washington Park Zoo.
Therefore, the identification of problem areas addresses those ten units, including sub-units
within the Zoo.

- The total number of -employees, the number of minorities and females, and the percent of
availability is not changed from the agency-wide designations and values. The same agency-
wide calculation formulas are also used. However, the total numeric underutilizations for each
job group by organizational unit will be greater than the agency-wide numbers by job group,
because when a department is over the established availability, the value of "numeric
underutilization" is a negative number and is not represented.

COUNCIIL, OFFICE
JOB GROUP 15 - ADMINISTRATIVE SUPPORT

Of the four posmons none are minorities. A slight underutilization exists for minorities, by S5
individuals.

JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

There is no minority or female representation, howeirer, only one position exiéts in this job
group. :
JOB GROUP 35 - PARAPROFESSIONAL (General)

Minorities are very slightly underutilized by .2 individuals, however, only one posmon exists
in this job group.

JOB GROUP 45 - PROFESSIONALS

No underutilization exists.

17



OFFICE OF GENERAL COUNSEL

'JOB GROUP 15 - ADMINISTRATIVE SUPPORT

A very.slight underutilization exists for minorities, by .3 individuals.
JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

There is no minority or female representation, however, only one position exists in this job
group. :

JOB GROUP 45 - PROFESSIONALS

_ Underutilization exists for minorities by .3 individuals, and for women by 1.3 individuals.

EXECUTIVE MANAGEMENT

JOB GROUP 15 - ADMINISTRATIVE SUPPORT

A very sligﬁt underutilization exists for minorities by .3 individlIals.
JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

There is no minority or female representation, however, only one position exists in this job
group.

JOB GROUP 45 - PROFESSIONALS

'A‘vcry slight underutilization exists for minorities by .2 individuals, and for women by .3
individuals. :

JOB GROUP 15 - ADMINISTRATIVE SUPPORT
No undcmtilization exists.

JOB GROUP 25 - OFFICIALS & ADMINISTRATORS -

- 'No underutilization exists.

18



~ JOB GROUP 35 - PARAPROFESSIONALS (General)

No ﬁnderutilization exists.

JOB GROUP 45 - PROFESSIONALS

A very slight underutilization exists for minorities, by .4 individuals.
FINANCE MANAGEMENT INFORMATION SYSTEMS

JOB GROUP 15 - ADMINISTRATIVE SUPPORT
Underutilization exists for minorities, by 1.3 individuals,

JOB GROUP 25 - OFFICIALS ‘8:: ADMINISTRATORS

. A very slight underutilization exists for. minorities, by .4 individuals. -'
JOB GROUP 35 - PARAPROFESSIONALS (General)

No underutilization exists. |

JOB GROUP 45 - PROFESSIONALS

A very slight underutilization exists for minorities by .3 individuals, and for women by .2
individuals. ' :

JOB GROUP 65 - SKILLED CRAFT

A very slight underutilization exists for minorities by .1 individuals, and for women by .3

- individuals, however, only one position exists in this job group. :

JOB GROUP 75 - TECHNICIANS

Underutilization for women exists by 1.5 individuals.

PUBLIC AFFAIRS
JOB GROUP 15 - ADMINISTRATIVE SUPPORT

A slight underutilization for minorities exists, by .8 individuals.
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JOB GROUP 25 - omcms & ADMINISTRATORS

A very slight underutilization for minorities exists by .1 md1v1duals however, only one posmon
' exlsts in this job group. : :

* JOB GROUP 45 - PROFESSIONALS
A shght underutilization exists for minorities, by .8 individuals.
JOB GROUP 75 - TECHNICIANS |

No underutlhzatlon exists.

EQIQNAL FACILITIES
' JOB GROUP 15 - ADMINISTRATIVE SUPPORT

A very slight undemtilization exists for minorities, by .5 individoals.
JOB GROUP 25 OFFICIALS & ADM]NISTRATORS

There is no mmonty or female representatxon, however, only one position exists in this job )
group. . : t

J OB GROUP 35- PARAPROFESSIONALS (General)

A very shght underutilization for minorities exists by .2 individuals, however, only one posmon
. exists in this job group.

JOB GROUP 37 PARAPROFESSIONALS (Supervisory)

A very slight underutilization exxsts for women by .6 individuals, however, only one position
exists in this job group '

JOB GROUP 45 - PROFESSIONALS - - 3

. A very slight underutilization exists for women but no goal is necessary because ut:hmuon is-
~within 80% of avaﬂabxhty _

JOB GROUP 55 - SERVICEIMAINTENANCE
1‘hexe is no m_monty or female representation, however, only one position exists in this job'
\
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JOB GROUP 85 - PROTECTIVE SERVICE

There is no minority or female representation, howevef, only one position exists in this job
group.

' PLANNING AND DEVELOPMENT

JOB GROUP 15 - ADMINISTRATIVE SUPPORT

No underutilization exists.

JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

A slight underutilization exists for minorities by .3 individuals, and for women. by 1.2
individuals. .

JOB GROUP 35 - PARAPROFESSIONALS (General)
A sliéht underutilization exists for women by 1.1 individuals.
JOB GROUP 45 - PROFESSIONALS

A very slight underunhmtlon exists for minorities by .2 individuals. A" significant
underutilization exists for women by 7 individuals. .

JOB GROUP 75 - TECHNICIANS

A very slight underutilization exists for minorities by .4 individuals.

SOLID WASTE
JOB GROUP 15 - ADMINISTRATIVE SUPPORT

Underutilization exists for minorities by 1.5 individuals.
JOB GROUP 25 - OFFICIALS & ADMINISTRATORS
A slight underutilization exists foi- women by .8 mdiﬁduals
JOB GROUP 35 - PARAPROFESSIONALS (General)

A very slight undemnhzauon exists for mmormes by 3 mdmduals
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JOB GROUP 37 - PARAPROFESSIONALS (supervisory)

A slight underutilization exists for minorities by .8 individuals.

JOB GROUP 45 - PROFESSIONALS

Underutilization exists for women by 3.6 individuals.

JOB GROUP 55 - SERVICE/MAINTENANCE

A very slight underutilization exists for minorities By .4 individuals.
- ] . -

JOB GROUP 15 - ADMINISTRATIVE SUPPORT

Underutilization exists for minorities by 2.8 individuals.

JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

No un&mﬁﬁéﬁon exists.

JOB GROUP 35 - PARAPROFESSIONALS (General)

A slight underutilization exists for minorities by .6 individuals. Underutilization exists for

women by 1.7 individuals.

JOB GROUP 36 - PARAP’ROFESSIONALS (Student-based research)

A very shght underutilization exists for mmontxes by .3 individuals, and for women by .3

md1v1duals

~ JOB GROUP 37 - PARAPROFESSIONALS (Supervisory).

A slight underutilization exists for minorities by .8 individuals. Underutilization exists for

women by 1.8 individuals.
* JOB GROUP 45 - PROFESSIONALS

A slight underutilization exists for minorities by .8 individuals.
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JOB GROUP 55 - SERVICE/MAINTENANCE

Underutilization exists for minorities by 1.9 individuals. A slight underutilization exists for
women but no goal is necessary because utilization is within 80% of availability.

JOB GROUP 65 - SKILLED CRAFT

A slight underutilization exists for minorities by 4 individuals, and a shght underutilization
exists for women by .9 individuals. '

JOB GROUP 75 - TECHNICIANS

Underutilization exists for minorities and women but no goal is necessary because uuhmuon is .
thhm 80% of availability.

JOB GROUP 85 - PROTECTIVE SERVICE

A slight underutilization exists for minorities by .8 individuals, and underutilization exists for
women by 1.7 individuals.

- BY DEP

JOB GROUP 15 - ADMINISTRATIVE SUPPORT _

A sligﬁt underutilization exists foxj minorities by .7 ixidividua]s.
JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

No undeﬁxtilization exists.

_JOB GROUP 37 - PARAPROFESSIONALS (Supervisory)

A very slight underutilization exists for minorities by .1 mdmduals however, only one posmon A
cxlsts in this job group.

JOB GROUP 45 - PROFESSIONALS

A very slight underutilization exists for minorities by .2 individuals,



JOB GROUP 85 - PROTECTIVE SERVICE

A slight underutilization exists for minorities by .8 individuals, and underutilization exists for |
women by 1.7 individuals.
ANIMAL MANAGEMENT
JOB GROUP 15 - ADMINISTRATIVE SUPPORT |
A slight underutilization exists for minorities by .4 individuals, and a slxght underutilization |
exists for women but no goal is necessary bemuse utilization is within 80% of availability.
J OB GROUP 25- OFFICIALS & ADMlNISTRATORS
A very slxght undemuhzanon exists for mmontws by .1 individuals, and a shght underutlhzatlon
exists for women by .4 individuals. : :
. JOB GROUP PARAPROFESSIONALS (Student-based mearch)

- A very slight underutilization exists for mmon&es by .2 individuals, and a slight underutilization
exxsts for women by .7 individuals.
JOB GROUP 45 - PROFESSIONALS 3 y

A very slight underutilization exists for mmontles by..3 individuals, and for women by 3
individuals.” - :

JOB GROUP 75 - TECHNICIANS

Undemtlhzatlon exists for minorities by 2.8 individuals. Underutilization exists for women but
no goal is necessary becmuse utﬂlzatxon is within 80% of availability.

FACILITIES MANAGEMENT

JOB GROUP 15 - ADMINISTRATIVE SUPPORT

A very slight underutilization exists for minorities by
.3 individuals.

JOB GROUP 25 - OFFICIALS & ADM]NISTRATORS

A very slight undenmhzauon exists for minorities by 1 individuals, however, only one position
‘exlsts in this job group. .

24



JOB GROUP 37 - PARAPROFESSIONALS (Supervisory)

A very slight underutilization exists for minorities by .3 individuals. Underutilization exists for
women by 1.3 individuals.

JOB GROUP 55- SERVICEIMAINTENANCE

A very shght underutxhzatlon exists for minorities but no goal is necessary becasue utilization -
is within 80% of availability. Undemnhzatlon exists for women by 3 7 individuals.

JOB GROUP 65 - SKILLED CRAFI‘

A very slight underutilization exists for minorities by .4 individuals, and slight underutilization
.exists for women by .9 individuals.

JOB GROUP 15 - ADMINISTRATIVE SUPPORT
A slight underutilization exists for minorities by 7 individuals.
JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

There is no minorit)-' or female representation, however, only ane pdsition exists in this job

JOB GROUP 35 - PARAPROFESSIONALS (General)

A very slight underutilization exists for minorities by .3 individuals. Underutilization exists for
women by 1.3 individuals. "

JOB GROUP 37 - PARAPROFESSIONALS (Supervnsory)

_‘There is no minority or female representauon, ‘however, only one posmon exists in this job
. group.

'JOB GROUP 45 - PROFESSIONALS
A very slight underutilization exists for minorities by .3 individuals.
JOB GROUP 75 - TECHNICIANS |

~ A very slight underutilization exists for women by .3 individuals.
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MARKETING
. JOB GROUP 15 - ADMINISTRATIVE SUPPORT

A very shght underutilization exists for mmormes by .3 individuals. Underutilization exists for
women by 1.4 individuals.

JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

A very slight underutilization exists for minorities by .1 mdnvrduals however, only one position
. ex:sts in this job group.

JOB GROUP 35 - PARAPROFESSIONALS (General)

A very slight underutilization exists for minorities by .3 individuals, and for women by 4
- individuals. -

JOB GROUP 45 - PROFESSIONALS

A very slight undemtﬂmtxon exists for minorities by .1 individuals, however, only one position |
exists 1n this job group.

wxm

" JOB GROUP 15 - ADMINISTRATIVE SUPPORT

A slight underutilization exists for minorities by .5 individuais.

JOB GROUP 25 - OFFICIALS & ADMINISTRATORS

A very slight underutilization exists for minorities by 1 individuals, however, only one position
* exists in this jOb gmup :

JOB GROUP 37 - PARAPROFESSIONALS ( Supervisory)

- A very slight underutilization ex1sts for minorities by .3 individuals, and for women by .3
mdmduals . .

JOB GROUP 55 SERVICEIMAINTENANCE

‘Underutilization exists for m1nont1es by 1.7 individuals.
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. AGENCY-WIDE DEVELOPMENT OF ACTION-ORIENTED PLANS
BY JOB GROUPS AND ORGANIZATIONAL UNITS

ANNUAL GOALS

Following approved procedures, Metro has adopted goals for the employment of minorities and
women in those job groups where significant underutilization exists. These goals are reasonable
and realistic, and are reviewed annually. Progress toward the aclnevement of these goals is
tepoﬂed to top management ona vegular basis.

Metro encourages its employees, supervisors -and managers to become involved in various
community oxgammuons, groups, and programs. To that end, the Personnel Department also
participates in outreach recruitment activities with the following community organizations and

groups:

- Northeast Workforce Center

- PCC Skills Center

- State Employment Division

- Northeast Employment & Training Center

- Urban League of Portland _

- Albina Ministerial Alliance .
- NE Coalition of Neighborhoods .
-.Youth Resource Center

- Project Independence

- Steps To Success

- Job Net

- Youth Employment & Empowerment Coalition

- Oregon Tradeswomen Network ' ,

" ACTION-ORIENTED PLANS

JOB GROUP 15 - ADMINISTRATIVE sorron'r

This job group consists of 92 employees which are within all depanments Underutlhzanon
exists agency-wide for minorities by 6.4 mdmduals

- The Depaxtment Head for each department in which there is a departmental underutlhmtxon of
minorities will advise hiring managers and supervxsors of the need, when a vacancy arises, to
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pay particular attention to qualified minority candidates in an attempt to increase minority staff
numbers in this category.

The Personnel Department will continue to encourage minority applicants to apply and will also
participate in outreach recruitment efforts within the community and with minority organizations.

.JOB GROUP 37 - PARAPROFESSIONALS (Supervisory)

This job -gmuﬁ consists of 13 employees; 1 in Regional Facilities, 6 in Solid Waste, and 6 at the
Zoo. Underutilization exists agency-wide for minorities by .6 individuals. '

- . The Department Head or Manager in each area with an underutalization of minorities will advise
hiring managers and supervisors of the need, when a vacancy arises, to pay particular attention
to qualified minority candidates in an attémpt to increase the minority staff numbers in this
category. : ‘ :

The Personnel Department will continue outreach recruitment efforts within the community and
with minority organizations. Personnel membership in the Tri-County Affirmative Action
Association will continue. ‘ '

JOB GROUP 45 - PROFESSIONALS

This job group consists of 115 employees which are within all departments. Underutilized exists
agency-wide for minorities by .3 individuals, and for women by 5.2 individuals.

The Department Head for each department with a departmentél underutilization of females will
“advise hiring managers and supervisors to pay particular attention to qualified female candidates
in an attempt to increase female staff numbers in this category. '

The Personnel Department will continue to conduct outreach efforts with area women’s
organizations and update the recruitment lists to include organizations specializing in the referral
of qualified female applicants.

JOB CATEGORY 55 - SERVICE/MAINTENANCE

This job group consists of 46 employees; 1 in Regional Facilities, 10 in Solid Waste, and 35 at
the Zoo. Underutilization exists agency-wide for minorities by 2.5 individuals.

The Department Head or Manager in each area with an underutalization of minorities will advise
hiring managers and supervisors of the need, when a vacancy arises, to pay particular attention
to .qualified minority candidates in an attempt to increase the minority staff numbers in this
category. :
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The Personnel Department will continue outreach recruitment efforts within the community and
with minority organizations. Personnel membership in the Tri-County Affirmative Action
Association will continue.

JOB GROUP 65 - SKILLED CRAFT

This job group consists of 4 employees; 1 in Finance Management and Informétion Systems, and
3 at the Zoo. Underutilization exists agency-wide for minorities by .5 individuals, and for
women by 1.2 individuals. '

Traditionally there has not been a large representation of minorities and women within the
applicant pools for these types of positions, however, the Personnel Department will advise
community minority groups and organizations and women’s community and trades groups of the
need for qualified minority and female applicants in this category.

Hiring managers and supervisors will be advised by their Department Heads of the néd to pay
particular attention to qualified minority and female applicants when vacancies arise.

JOB GROUP 85 - PROTECTIVE SERVICE

This job group consists of 6 employees; 1 in Regional Facilities, and 5 at the Zoo.
Underutilization exists agency-wide for minorities by 1 individual, and for women by 2
individuals. -

The Personnel Department will contact area women’s organizations, community minority
organizations and groups, and local law enforcement and security services and advise them of
the need to recruit qualified minorities and women in these positions.

The Hiring managers will pay particular attention to qualified minority and female applicants as-
vacancies arise in these positions.
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GOVERNMENTAL AFFAIRS COMMITTEE REPORT

RESOLUTION NO. 92-1715, ADOPTING THE REVISED AFFIRMATIVE ACTION
POLICY AND PROGRAM

Date: December 18, 1992 Presented by: Councilor Collier
I ION: At its December 17, 1992 meeting the

Governmental Affairs Committee voted 5-0 to recommend Council
adoption of Resolution No. 92-1715.

COMMITTEE DISCUSSION/ISSUES: Personnel Director Paula Paris
presented the staff report. She said the existing Affirmative
Action Plan doesn’t meet federal requirements, and is being revised
to conform with requirements. It will meet those requirements in
the eight areas established by the federal government; she noted
what those areas are.

Councilor Buchanan asked what the procedure is for appointing the
- Affirmative Action Officer. Ms. Paris said the Personnel Manager
serves as the Affirmative Action Officer. Councilor Buchanan asked
if she would assign affirmative action responsibilities to another
staff person as the agency becomes more complex. Ms. Paris said
that may occur, but would require an additional position and Metro
does not need that yet.

Councilor Devlin asked why MERC was not included in this plan. Ms,
Paris said MERC already has an affirmative action plan, which she
wrote and which is very similar to the Metro plan in this
resolution. Councilor Collier asked if the unions had reviewed
this plan. Ms. Paris said they have not, because federal
guidelines require the unions to be notified after adoption on the
grounds that it is policy. Councilor Collier asked if the union
contracts refer to the affirmative action plan. Ms. Paris said the
contracts stipulate there will not be discrimination, but they do
not refer to affirmative action.

Councilor Gronke asked if the goals in the plan were quotas. Ms.
Paris said the goals are for internal guidance; only a court of law
can establish quotas. councilor Gronke asked how the plan
anticipated implementing the goals. Ms. Paris discussed the
section of the plan on implementation responsibilities, which
include training, managerial responsibilities, and outreach.



STAFF REPORT

CONSIDERATION OF RESOLUTION NO. 92-1715 ADOPTING THE REVISED
AFFIRMATIVE ACTION POLICY AND PROGRAM.

Date: November 12, 1992 Presented by: Paula Paris

BACKGROUND: The last Affirmative Action Plan written for Metro was
for FY 89-90. That plan and prior Affirmative Action Plans did not
include applicable policy and program, tracking by established job
groups, availability data, or utilization analyses as required by
the OFCCP and federal Executive Order 11246.

We have developed and implemented, within Personnel, databases and
spread sheets for accurate plan reporting by job group and
organizational unit, availability data, and utilization analyses as
required. This revised Affirmative Action policy and program for
FY 92-93  includes policy information established by federal
reporting requirements, and establishes appropriate goals for Metro
based on accurately reported data. The Office of General Counsel
has reviewed and approved the revised policy and program.

FISCAL IMPACT: None

ACTION RECOMMENDED: The Personnel Rules, Section 2.02.260(b), of
the Code requires the Council to adopt an affirmative action policy
and program which is set forth in a separate document. The revised
Affirmative Action policy and program will replace the existing
Metro Affirmative Action policy and program.

Additionally, the revised plan will replace Executive Order 41,
Sexual Harassment, and Executive Order 46, Administration of the
Equal Employment Opportunity/Affirmative Action (EEO/AA) Program.

The Personnel Manager will update the Affirmative Action
statistical data each fiscal year to comply with reporting
requirements and to ensure compliance with any new federal
requirements or regulations.

Therefore, we request adoption of the revised Affirmative Action
policy and program. The Executive Officer recommends adoption of
Resolution No. 92-1715. :



