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Mary F. Berry, Vice Chairman
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Murray Saltzman

Jobn Hope III, Acting Staff Director

Dear Commissioners:

The Jowa, Kansas, Missouri and Nebraska Advisory Committees submit‘this _
report on their review of State Government affirmative action effortg in tbeir
States. Tnis report is an update of our 1978 report on the same subject.

The Committees found tnat there was a wide variation in tbe quality of
State leaderspnip in the development of State agency affirmative action plans.
Tuey urge the States of Iowa, Missouri and Nebraska to consider using
materials prepared by tbe Kansas Department of Administration for agency
technical assistance in the preparation of affirmative action plans.

Tne Committees found that there was a wide variation in the quality of
reviews provided by State campliance agencies in the evaluation othtéatt:g _
agency affirmative action plans. They urge tne States to ensure t ? g;t
units responsible for reviews of agency plams bave resources to perform e
kind and quality of evaluations prepared by the Kansas Departmeot O

Administration.

Toe Advisory Committees note that self-evaluation is generally Ege WengSt
element of the agency affirmative action plans reviewed for this Btr y g: .
that evaluation procedures vary widely, even within States. They u gitata
agencies in the States work together to develop a common evaluation egy

and that agencies with basically similar functions and personnel problems

could devise common evaluation devices particularly suited to tbeir common

needs.

The Advisory Committees note that there was wide variation in the
development and implementation of goals and timetables to remedy
underutilization. They urge tbat all State agency plans include goals and
timetables to correct identified underutilization and that these sbould be
sufficiently detailed to allow evaluation at regular intervals. Data should
be appended to these to show the statistical evidence on which tbey bave been
set and to show that they constitute reasonable efforts.
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Because of deficiencies in tbe work force analysis of larger agencies, the
Advisory Committees note their proposed remedial actions may be either
overkill or insufficient. The Advisory Committees urge that all State
agencies which include subunits of 20 or more persons analyze utilization and
develop goals and timetables for each such subunit and that otber portions of
the agency be lumped together to form a subunit or subunits of 20 or more
persons for analytical purposes.

Toe Advisory Committees commend all four governors for their success to
date in appointing minorities and women to ''top jobs'' but urge tbat efforts to
appoint minorities, women, the bandicapped and older persons to such jobs
sbould continue.

The Advisory Committees also have findings and recommendations regarding
individual States. These commend tbe successes that are evident in State
affirmative action planning efforts and especially the gubernatorial
initiatives. There also are specific suggestions for improvements in tbe
affirmative action process for the States of Iowa, Missouri and Nebraska.

We urge you to concur in our recommendations and to assist the Advisory
Camnittees in follow-up activities.

Respectfully,

LEE B. FURGERSON, Chairperson
Iowa Advisory Committee

BENJAMIN H. DAY, Chairperson
Kansas Advisory Committee

JOANNE M. COLLINS, Chairperson
Missouri Advisory Committee

SHIRLEY M. MARSH, Chairperson
Nebraska Advisory Committee

ii1




This report was produced with the assistance of the Cammission's Central
States Regional Office. Project director and writer was Malcolm J. Barnett.
Assistance was provided by Etta Lou Wilkinson. Legal review was conducted by
Elaine M. Esparza, Esq. Support services were provided by Jo Ann Daniels and
Gloria M. O'Leary. The work of CSRO is guided by the Regional Director,
Melvin L. Jenkins. Field operations are under the overall supervision of John
Hope ITI. The staff of the Publications Support Center was responsible for

final preparation of this document for publication.
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Executive Summary

In June 1978, the Iowa, Kansas, Missouri and Nebraska Advisory Committees

to tbe U.S. Commission on Civil Rignts published their study, State Government

Affinnative Action in Mid-America. At tbat time they concluded that the

rectuitment efforts of States needed to be strengthened. At tbat time they
found little evidence that States or agencies attempted nationwide or
regionwide searches for the best qualified candidates, altbough good personnel
practice would dictate such searches botb to maintain bigh standards in the
public service and to produce adequate representation of minority and female
candidates. The Advisory Committees also pointed out that few State agencies
bad taken the necessary steps to create entry level positions that would serve
as the bottom tung of career ladders for tbe disadvantaged, altbough these
wete necessary if the many minorities and women who lack previous job
experience or training were to be brought into the public service. The
Advisory Committees concluded that many State agencies underutilized
minorities and women in their work forces, that affirmative action programs
were not uniformly effective and tbat most agency affirmative action plans did
DOt match the standards set by tbe Advisory Committees, much less the
standards established by private sector employers.l

The Advisory Committees decided, in late 1980, to review what progress bad
been made in State efforts to promote equal employment opportunity in State
government since their 1978 report. To do so they requested data on
employment patterns and the employment practices of State agencies. They also
sought to obtain information on gubernatorial appointments to 'top jobs,'" as a
measure of the efforts that are totally witbin the control of the States'
governors. This report is based entirely on the data supplied by tbe

governors and on their comments to a draft report circulated in October 1981.
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sources. Tone Advisory Committees wonder wny tbe implementation of affirmative
action plans bas not reduced or eliminated these disparities.

The Advisory Committees compare some elements of tne affirmative action
plans of State agencies in Tables 3-8, 3-9 and 3-10. These show how few plans
in any of the four States contain the essential elements for promoting equal
opportunity. Less than half the State agencies' plans show that any
determination of underutilization is either planned or bas been done. Only
about a third of the State agencies' plans contain either long or short-term
goals to remedy any underutilization that bas been identified. Althougb tpe
elements of a recruitment effort are present to a greater degree, few plans
contain commitments to develop a nondiscriminatory selection procedure.
Generally agencies were committed to evaluate their own efforts, but a large
proportion (though on most items less than a majority) did not plan to do so.

Affirmative action efforts in Iowa State government began in 1973 when
Governor Robert Ray issued an executive order requiring the development and
implementation of affirmative action plans and procedures. The Governor's own
pattern of appointments shows a consistent increase year by year in the
proportion of minorities and women. Tobus, in 1980 32 percent of his
appointments were women and 6.3 percent were minorities.

Utilization of black men in the State work force is identical to the
availability reported in the 1970 census of population but less than that
reported to EEOC for 1978 by private sector employers. Utilization of
Hispanic men is below botb estimates. Utilization of white women is above
both estimates. Utilization of black and Hispanic women is equal to the 1978

estimate and above the 1970 census.

Altbougb the pattern is not clearcut, there is indication in the different

rates of disparity in utilization between function and State work forces that
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a pattern of unequal employment exists. If change is important, new hires
must be the measure. In many functions white women and/or minorities, whetbher
male or female, did not get bired for administrative or professional

posifions. (See Tables 4-3 to 4-8)

The affirmative action plans of Iowa State agencies (See Tables 4-9 and
4-10) contained many good elements but also were deficient ip many respects.

No State agency bas a formal coordinating role. The Jowa Civil Rights
Comission does have one staff person who reviews agency plans and prepares a
summary report.

Affirmative action planning in Kansas was initiated by former Governor
Robert Bennett in 1975. 1In 1980 Governor Jobn Carlin issued a new order that
improved the practices. At the statewide level, Kansas bhad the best
affirmative action effort in the region. Its level of commitment reflected in
its 1980 plan, its implementing procedures and tbe resources allocated to
review and evaluation were incomparable. Many of the difficulties attributed
to individual efforts by State agencies may have been the consequence of a lag
between statewide initiatives and tbeir implementation at the agency level.

A substantial number of gubernatorial appointments bave gone to minorities
and women. The proportion of such appointments is also significant.

The State has been remarkably successful in utilizing minorities and women
at levels above the availability indicated in the two measures of labor force
availability. Thus, to some extent, disparities noted for Kamsas based on
comparisons between State work force utilization and functional work force
utilization reflect a bigher standard than tbat applied in other States where
there are more race/sex groups whose utilization in tbe State work force is
significantly below that in the two available labor force measures.

Nonetheless, many functions were utilizing minorities and women at levels
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significantly below that of the State as a whole. White men continue to
dominate both administrative and professional job categories. Some functions
were far more successful than others in obtaining minority and female
qualified persons for such jobs.(See Tables 5-3 to 5-8) But perbaps as
significant, in general the relative utilization of minorities and women in
the work force was increasing due to new bires. However, the proportion of
new bires in the better jobs was not increasing. One possible explanation for
this is that minorities and women are promoted ratber tban newly bired and
thus not reported in the EEQC statistics.

The affirmative action plans (most predated the new executive order and
implementing documents noted above) bad some good elements but also many
significant deficiencies.(See Tables 5-9 and 5-10)

The State's equal employment opportunity office was the most sopbisticated
in tbe region. It reported detailed procedures for review and evaluation of
agency efforts. It also reported on a large number of reviews of agency
efforts. This is not surprising, since the agency bad a large budget and
sufficient staff.

An appendix to the Kansas chapter summarizes tbe efforts of the six Kansas
State agencies reviewed by the Advisory Committee in 1978 to improve their

affirmative action efforts.

Missouri's affirmative action efforts, like those in Kansas, were in
transition while this report was°being prepared from an order issued by former
Governor Joseph Teasdale to one issued by the current Governor, Christopber S.
Bond. The new order retained many elements of the old. But it eliminated
specific requirements for determining the extent and consequence of past
discriminatory actions and the requirement tbat agencies undertake a

recruitment program to reach underutilized groups of potential workers. The
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new order does not require that applicant flow data be maintained. The new
order appears to strengtben the role of tbe State affirmative action officer
by giving ber authority to require any necessary revisions in agency plans,
but it is too soon to know whether this will happen since new plans were not
dué until November 1981.

Missouri's affirmative action officers in botb administrations reported a
variety of informal activities such as the sponsorship of conferences and
breakfast meetings, establistment of a resume clearingbouse, an interstate
network, liaison with cammunity groups, maintenance of a resource center,
forms redesigning. Governor Teasdale's aide teported that tbere bad been
""some significant but not necessarily dramatic progress'' in opportunities for
minorities and women. Both former Governor Teasdale and Governor Bond
reported a significant number of minority and female appointees. Minority
males were 8.5 percent, minority females were 4.0 percent and white females
were 18.2 percent of Governor Bond's appointees since January 1981.

There were some significant disparities between tbe two labor force
measures and the State work force.(See Tables 6-1, 6-2 and 6-3)' Only agencies
involved in bealth care (other than hospitals) were likely to use minorities
and women at greater than the State proportions, all others were likely to
utilize them in proportions less than the State proportions.(See Table 6-3)
While the disparity calculations for different job levels raise questions,
these are mot about discrimination of the kind that would be evident in
disparate utilization within each ethnic group. For many etbnic groups, the
new bire rates indicate their opportunities are increasing, altbougb not at
the administrator level.(See Tables 6-5, 6-6, 6-7 and 6-8)

The affirmative action plans of most State agencies were very tbin and

incomplete in 1978 and remained so in 1981. Few bad many of the essential
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elements. Many of the plans were very old, but this should be corrected under
the provisions of the new Executive Order.(See Tables 6-9 and 6-10)

The State affirmative action officer is a part of the staff of the
Department of Adminstration and reports to its Commissioner. In 198l ber
office cost the State about $46,710. Because she had beld her post for only
8ix montbhs when this report was drafted, it is impossible to assess ber
accomplistments.

Of tbe four States, Nebraska bas made the largest improvement in its
affirmative action efforts since the 1978 review. The significant measures to
promote equal employment opportunity introduced by Governor Charles Thone and
the Nebraska legislature have resulted in tbe development of a meaningful
affirmative action program in the State and in many of its agencies.

The administrator of the State's affirmative action office reported that
the Governor bad appointed a significant number of minorities and women to

State boards and commissions and to "top jobs."

Camparison of the State work force to two labor force measures showed tbhat
many race/sex groups were utilized at levels significantly less tban tbeir
indicated availability. Minorities and women were less disparately
represented in service/maintenance jobs than in otber jobs. Wbhite women were
Doticeably underrepresented in both administrative and professional jobs.
Althougb in quite a few functions, minorities did not btold either
administrative or professional jobs, the patterns were less apparent.(See
Tables 7-3 to 7-8)

The pattern of new nires indicated an overall increase in tbe utilization

of minorities and women. The pattern within better jobs for minorities was

not clear.

Xv



Significant omissions from the affirmative action plans submitted for
review are noted by tbe Advisory Committee. However, the State administrator
of the affirmative action office noted tbat many of these plans bave been
subsequently improved following submission and tbat some elements reviewed by
tbe Advisory Comnittee as missing bad been dome but not formally reported.(See
Tables 7-9 and 7-10)

The administering agency was established only in 1980. Since tben it bas
undertaken a variety of measures to implement tbe State's affirmative action

program. It bas a relatively small staff and budget.
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Notes

1. Iowa, Kansas, Missouri and Nebraska Advisory Committees, State Government

Affirmative Action in Mid-America (June 1978), pp. ii-iii; 49-5l.
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1. INTRODUCTION

Toe Jowa, Kansas, Missouri and Nebraska Advisory Committees reviewed their
State governments' affirmative action efforts in a 1978 report, State

Government Affirmative Action in Mid-America. But since much of tbhe data for

tbat report covered 1975 and 1976, by 1980 it seemed to them that a review of
subsequent developments would be appropriate. To accomplisb this, whbile
imposing a minimal burden on State officials, the Advisory Committees
requested copies of affirmative action plans of larger State agencies and
information about tbe affirmative action efforts of smaller ones. The
Committees asked tbe Governors of tbhe four States to comment on changes in
affirmative action efforts since the 1978 report and to provide information
about gubernatorial affirmative action efforts, including policies and
appointments. The States were asked to provide copies of forms they submit to
the U.S. Equal BEmployment Opportunity Commission wbicb detail biring by
category, salary range, race and sex for eacb functional activity of State
government. Most of tbis information was supplied by the States by the end of
December 1980.

Transformation of tbe data into uniform patterns across the four States
took approximately six months. Most of this time was spent condensing the
employment statistics from the S.M.S.A. level to statewide level and
calculating percentages of employees in each category. A revised assessment
instrument for reviewing affirmative action plans was developed and used to
answer questions about the content of each of 57 State agency plans from
larger agencies.

The report includes a chapter on the legal bases for affirmative action, a
comparison of efforts by tbe four States, and analysis of each State's

efforts. As many of the comments on State efforts provided by representatives




of the four Governors as possible are included in tbe chapters on each State.
Since the volume of commentary varied widely fram State to State, the amount

included also varies. Because of the changes in metbodology detailed below,

it is possible to make only limited comparisons between what was said in 1978
and what is now. Wherever it seemed appropriate, camparisons are made.

This report is based entirely on data supplied by the governors and on
tbeir comments on a draft report circulated in October 1981. Tbhe Advisory
@nitwés bave incorporated in this final report all camments, corrections
and most suggestions made by representatives of the governors. The governors
were agsked as part of tbeir review of the draft report, to verify the accuracy

of tbe tables. All errors reported by their representatives bave been

corrected.

pefinitions
The following terms are used throughout tbe report.

1. Labor force - People who are actually available or potentially available
for work. In this report two definitions of tne labor force are used.

One is based on the number of persons in each occupation job category

reported in tobe 1970 census of population.(This is sometimes called the
1970 work force - but not in tbis report) The other is tbhe number of
persons in each job category reported by private sector employers to tbne
U.S. Equal Employment Opportunity Cammission in 1978.(Tbis is sometimes
called the 1978 private sector work force - but not in this report)

2. Work force - The number of persons actually employed by State government.
State work force is tbe total number of State employees. Function work
force is tbe number of State workers who perform a particular function.

3. Function - A function is a category used by.the U.S. Egual Employment

Opportunity Camission to describe the activity of State government.



There are 15 such functions ranging from Financial Administration to Fire
Protection to a category that covers unnamed activities called ''Other."
Usually each State agency fits one function, but parts of larger agencies
might be in different functions. Readers may wisb to refer to tbe numbers
of particular functions in looking at tne tables in this report. Tbese
are:

Financial Administration and General Control
. Streets and Highways

. Public Welfare

Police Protection

Fire Protection

Natural Resources; Parks and Recreation
Hospitals and Sanatoriums

Health

. Housing .

10. Community Development

11. Corrections

12, ytilities and Transportation

13. Sanitation and Sewage

14. Bmployment Security

15. Otner

VOOV WN -

Job Category - A job category is a U.S. Eaual Bmployment Opportunity
Comission description of a range of occupations. There are eight such
categories used to describe public employees. These are
Officials/Administrators, Professionals, Technicians, Protective Service
Workers, Paraprofessionals, Office/Clerical workers, Skilled Craftspeople
and Foremen and Service/Maintenance workers.

Net score is calculated by determining the absolute number of functions
where utilization is greater or lesser than that in tbe State work force
by +/-20 percent (assigning a +1 for greater, 0 for the same, -1 for
lesser) for each ethnic group. NR (none in category) is scored -1, except
where the State work force proportion is less than 0.l percent, wnen it is
scored 0. Disparity is the difference between the net score for white

males and tbat of each other ethnic group. Percent disparity is



calculated by dividing the actual disparity by the maximumn possible
disparity whicb is twice tbe number of functions in which the State

employs workers.l
6. State agencies report on their utilization of workers from L0 ethnic/sex

groups. The following i8s a list of those groups and the abbreviations used in

many of the tables of this report:

White male - WM

Black male - BM

Hispanic male - BM

Asian or Pacific Islander male - AM

American Indian or Alaskan Native male - AIM

Wnite female - WF
Black female - BF
Hispanic female - HF
Asian or Pacific Islander female - AF
. American Indian or Alaskan Native female - AIF

7. Wnere no person from a given etbnic/sex group is in a particular cell of a
table in tbis report, the notation MR is used.

Data Metbodology
1t is, of course, impossible to 'prove' discrimination simply on the basis

of statistical disparities. What such disparities show is tbat there are
questions which need to be answered as to whetber there is any discrimination

and whetber as much is being done as can be done to ensure the employment of

qualified minorities and women,

In tbe following paragraphs the Advisory Committees review tne metbodology
they used in tbe preparation of this report. These include s methods

utilized io tbe 1978 report and some revised procedures based on comments made

by State officials about the 1978 report. The Advisory Committee does compare

total labor force estimates to total State work force (as it did in 1978).

For analysis of the functional work forces, the Advisory Committees compare

State work force to function work force (as they did in 1978). To analyze

utilization within job categories, the Advisory Committees adopted a cbange in




methodology and utilized tbe proportions of persons in each ethnic group in
each job category rather than the proportions of persons in the function work
force in each job category.

An obvious starting point for any analysis of statistical disparity is to
compare the State work force (tbe total of all persons actually employed in
State government) with the State labor force (the total of all persons
actually employed in comparable job categories by all employers in the
State). In fact, tbis presents some difficulty. As the Advisory Committees
in Region VII nave trepeatedly noted,2 tbe published data oo the State labor
force does not contain categories identical to those used to analyze State
government. Tohus, any comparison other than that of total work force to total
Ltabor force are, at best, very rough approximations. The Advisory Committees
bave decided that tbe standard for analysis of any portion of the State work
force will be the (total) State work force, altbougb tbe proportion of
minority or female workers in tbhe State work force is not always rougbhly
gimilar to the proportion of minority or female workers in the State labor
force. Tbis metbod was used in the 1978 study of the various State agencies
and is used bere in the analysis of the work forces in the 15 functional
categories reported by the States to tbe U.S. Equal BEmployment Opportunity
Commission on form EEO-4. This form of analysis makes it possible to compare
like with Like rather than rely oo labor force data whose categories are not
identical to tbe State's.

In the four States in this region the proportions of minorities are so
much smaller than the proportion of white males that it would be unreasonable
to expect equal proportions of white males and other minority groups in eacb
job category. There is no obvious statistic to make comparisons. In 1978 tbe

Advisory Committees attempted tb resolve this by using as a measure of



equality/inequality tbe number of persons of each race/sex group 1n eacb job
category divided by the number of persons in the total agency work force.
Tois did not effectively resolve the problem. In the present study, the
Advisory Caommittees bave chosen instead to use the proportions of the total
agency work force from eacb race/sex group who are in each job category.

Qur pew statistic is not entirely free of problems due, in part, to
bistorical factors. In tbe real world, past discrimination bas resulted in a
skewing of the minority and female portions of the labor force toward lower
paid and lower status jobs. It would be unreasonable to believe that tbhis
pattern does not affect State work forces.3 Thus our new statistic, like
the old, reflects what sbould be ratber tban wbhat izav..4 Nevertbeless,

Advisory Committees have taken the position that public employers have an
obligation, in the context of sound merit employment practices, to take all
possible steps to ensure that, with the rise in availability of minorities and
women with skills and desires to move into ''better'' jobs, they are not

excluded, as tbey were in the past, simply because of prejudice. Tbhe Advisory
Comnittees do not believe that all disparity in tbhe distribution of workers
will be eliminated in the immediate future. But tbey do believe tbhat State
governments bave an obligation to be aware of the disparities and seek to
reduce them. By focusing on tbe proportion of workers in each category from
each race/sex group, the Advisory Committees have avoided the setting of an
unreasonable standard involving absolute numerical equality. Rather,
recognizing that the labor force contains only a small proportion of

minorities, Fhe Advisory Comnittees have set a standard of relative equality.
For white women the position is somewbat different. There bave always been
large numbers of white women employed in the labor force and in the State work

force. Very often women bad major decisionmaking roles witbout tbe




commensurate salary or title. Tbhus, tbe question bas not been numbers but

rather title and salary. Tbhe Advisory Committees do not believe it

unreasonable to suggest that, over time, the distribution of women in the work

force should resemble tbhe distribution of men. In using tbhis methodology we

are following tbe examples of the U.S. Comission on Civil Rights, in Social

Indicators of Equality for Minorities and Women (August 1978), and the

Kentucky Commission on Human Rights report on Black Employment in Kentucky
State Agencies(1980).




(hapter 1 Notes
1. Ta-Yu Yang, Affirmative Action Director, Iowa Civil Rignts Commission

cammented that this score is unfair because '"NR'' is counted as a negative
score. (Ta-Yu Yang, letter to chairperson, Iowa Advisory Committee, Nov. 5,
1981) The purpose of the scoring procedure is to compare disparity between
tbe total State work force and the function work forces. Tne Advisory
Committees recognize that the success of a few agencies in recruiting, biriong
and pramoting minorities and women wiil make some function work forces look

less adeguate by showing what some agencies can do.

2. Iowa, Kansas, Missouri and Nebraska Advisory Committees to the U.S.

" Commission on Civil Rights, State Government Affirmative Action in Mid-America

(June 1978), Iowa Advisory Committee, Employment of Professionals by Iowa’

Municipal Governments (June 198l).
3. Kay E. Meadows, State Director of the Equal Bmployment Opportunity Office

of the State of Kansas, bas pointed out another sigpificant problem witb our

data:
the use of vertical dispersion does not, and cannot, gauge the
representation of protected group persons in the work force who are
available for employment from the civilian labor force. Using tbhe
vertical dispersion statistic, it is possible to reflect full 'parity’
even though the percent of minorities in each occupational level is not
commensurate with the percent of minorities in the civilian labor
force.(Kay E. Meadows, letter to staff, Nov. 17, 1981)
The Advisory Committees bave deliberately chosen a conservative statistic.
4, Kay E. Meadows, State Director of the Equai Bmployment Opportunity Office
of the State of Kansas, has commented: ''Because this new statistic is
overwhelmingly influenced by traditional biring patterns, it sbould be noted
that the inverse of this statement is true. The new statistic reflects what
is but does not incorporate a comparison With what stouid be.''(Kay Meadows,

letter to staff, Nov. 17, 1981)
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2. THE LEGAL BASES OF AFFIRMATIVE ACTION

Affirmative action in employment is a sborthand way of referring to
practices whicb assure employment opportunities to minorities, women and otber
protected groups. Affirmative action may be necessary when there bas been
some showing of discrimination by tbe employer. This evidence of
discrimination could be developed as a result of an employer voluntarily
reviewing its work force and finding imbalances there which were most likely
the result of discriminatory employment practices. The evidence could also be
developed as a result of legal or administrative action. Affirmative action
io employment is meant to put those in protected groups in the positions they
would bave achieved absent the discrimination. It in no way requires tbe
biring of unqualified persons.l-

Title VII of the Civil Rights Act of 1964, as amended,2 is the primary
Federal statute probhibiting employment discrimination. State and local
governments became subject to the nondiscrimination provisions of Title VII in
1972 when it was amended to cover them. Title VII may require affirmative
action when tbere is a finding of discrimination. However, voluntary

affirmative action is encouraged.3

Affirmative action can be required in the public sector as a result of

court action. Federal courts in NAACP v. Allen4

5

and Bridgeport Guardians

Inc. v. Bridgeport Civil Service Commission~ upbeld biring quotas in law

enforcement agencies. A primary consideration of the Court in Bridgeport was
tbat a public employer, namely the police department, was involved. The Court
indicated that more black representation in the department could benefit the
entire community. In tbe 8tb Circuit, wbich includes Iowa, Missouri and

Nebraska, affirmative action was required in Firefighters Institute for Racial

Equality v. City of St. Louis.6 Currently the police department of Omaba is

under a consent decree requiring an overall work force of 9.5 petcent black
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officers within seven years of entry of tbe decree, subject to availability of
qualified applicants.7

Voluntary affirmative action is permitted by Title VII as mentioned
ea'tliet.8 Regulations issued by tbe Equal Bmployment Opportunity Commission
(EEOC), the agency responsible for enforcement of Title VII, include
guidelines on voluntary affirmative action plans.9 The data developed in
the plans form tbe basis for developing affirmative action type employment
practices. To meet the EEOC guidelines, the affirmative action plans must
contain a reasonable self-analysis by the employer of its work force to
determine if its employment practices do or tend to discriminate in any way; a
reasonable basis for concluding action is appropriate; and action whicb is
reasonable to correct the problems that bave been identified. 'O

Affirmative action by public employers based on plans meeting tbese

criteria have been accepted by tbe Courts. In Price v. Civil Service

Cammission of ~Sact:amento'Gounty,ll the civil service commission bad

voluntarily reviewed its employment practices to determine if there were
discriminatory reasons for tbe low number of minorities in city jobs. As a
result of the review, tbe district attorney's office was required to implement
an affirmative action program whicb required biring one minority for every two
nonminorities. The Ninth Circuit Court of Appeals upbeld this biring program,
noting that tbe underrepresentation of minorities in city jobs bad been shown
by the review to be caused by the county's past discriminatory employment
practices. Another consideration was that the biring ratio was flexible, open
to review and amendment if tbere was a change of circumstance. The Court
relied beavily on Weber, the case whicb upbeld voluntary affirmative action
plans in private industry, saying that case presented a two-pronged test for

judging tbe validity of voluntary affirmative action plans. First, the
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overall purposes of the plan must be compatible witb the objectives of Title

VII and second, the plan must not operate in an unduly barsb manner on

nonminorities. The civil service commission's plan in this case passed the

Weber test.

Another case with similar results was Baker v. City of Dett'oit12 which

involved an affirmative action plan for tbe Detroit police department. At
1ssue specifically were the department 's promotion procedures. The District
Court said the affirmative action plan was not an unreasonable solution for
past discrimination. It too depended on Weber, saying tbat in its opinion
Weber should apply equally to the public sector.

A more recent case upholding affirmative action programs in public

13

employment is Valentine v. Smith. In this case before the 8tb Circuit

Court of Appeals, the Arkansas State University adopted an affirmative action
Plan after the Office for Civil Rights of what was then tbe U.S. Department of
Health, Education and Welfare threatened enforcement action. Under the
pProvisions of the plan, a white candidate was eliminated from consideration
for a university post solely because of ber race. The Court of Appeals heid
that the Arkansas State University plan was a constitutionally valid means of
remedying past discrimination because 1) it was designed to make the racial
balance of the University work force approximately tbat which it would bave
been absent past discrimination, 2) it was of reasonable duration, 3) it did
Dot result in the biring of unqualified applicants and 4) it did not act as an
absolute bar to the hiring of nonminority applicants.

Affirmative action bas been justified as a means of holding down personnel

costs because it results in a wider labor pool.l4

It also results in a more
balanced work force which increases the public's confidence in the fairness

and impartiality of their government. A valid affirmative action plan which


https://Smith.13

12

satisfies the EEOC guidelines can serve as a defense in some discrimination

complaints. 15

The EEOC guidelines require long and short-term goals, interim goals and
timetables, a recruitment program, upgrading metnods, validation of selection
instruments and revamping if necessary, initiation of measures to ensure
qualified minorities and women are included in tbe applicant pool, systematic
efforts to provide career ladders, and establistment of a regular monitoring
and evaluation system. 16 ther the plans developed by State government
agencies in Iowa, Kansas, Missouri and Nebraska meet these criteria is

discussed in tbe succeeding chapters of tbhis report.
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Chapter 2 Notes

L. See Griggs v. Duke Power Co., 401 U.S. 424 (1971).

. 42 U.S.C. Sec. 2000e (1976), as amended.

2
3. 42 U.S.C. Sec. 2000e-5(g) (1976), 29 C.F.R. Sec. 1608.1 (1980).
4, 493 F.2d 614 (5th Cir. 1974).
5. 482 F.2d 1333 (2nd Cir. 1973).
6. 588 F.2d 235 (8th Cir. 1979).

7. Brotherbood of Midwest Guardians, Inc. v. Qmaba, Civil Action 79-0-528 (D.
Neb. Oct. 23, 1980).

8. See United Steelworkers v. Weber, 443 U.S. 193 (1979).

9. 29 C.F.R. Part 1608 (1980).

10. 29 C.F.R. Sec. 1608.4 (1979).

11. 604 F.2d 1365 (Cal. 1980).

12, 483 F. Supp. 930 (D. Mich. 1979).

13. 50 LW 2066 (Aug. 4, 198l1).

14. Contractors Association of Eastern Pa. v. Sbultz (3rd Cir. 1971).
15. 29 C.F.R. Sec. 1608.10 (1980).

16. 29 C.F.R. Sec. 1608.4 (1980).
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3. STATE GOVERNMENT ‘AFFIRMATIVE ACTION IN THE FOUR STATES - A COMPARATIVE

OVERVIEW
Camparing the differences in utitization of minorities and women in the

four States and the quality of their affirmative action plans witbh tbhe
evidence available to the Advisory Comnittees must be done cautiously. Tbe
Camnittees concentrate on key indicators of effort and accaomplisbment. That
tbere are disparities in the accomplishments or extent of efforts, actual or
proposed, between the four States is inevitable. Whetber they mean that one
State is doing better than anotber, eitber overall or in a particular area, is
not at all clear. In tbis chapter the Committees rely on comparisons to
standard measures for assessing total work force utilization, to the relative
accomplistments of each State in assessing functional work force utilization
and to tbe mean of the four States' efforts in assessing affirmative action
plans. The appropriateness of any of these measures is open to guestion, but
they are the best measures available to the Committees because of limitations
in the data that are being analyzed. Thus, the comparisons sbould be seen as

indicative, not conclusive. L

There is no readily available measure of tbe available labor force that
can be used to assess the performance of all four States in utilizing
minorities and women. However, the Federal Government is currently using
regional and national estimates of the civilian labor force for some of its
affirmative action planning efforts.2 For some jobs use of a larger tbhan
statewide labor force estimate is clearly appropriate. The Iowa Advisory
Camnittee nas discussed one such case in its review of affirmative action
efforts by some Iowa local governments to bire professional workers.3 At
best, the regional estimate provides a crude means of assessing wbhat migbt be
accomplisted. The comparison of the four States' work forces and the EEOC

estimate of the four States' civilian labor force appears in Table 3-1. This
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Table 3-1
Comparison of State Work Forces to Reglonal Labor Force
(Percent Row)

Iowa WM BM M AM AIM WF BF HF AF AILF
yark Force 51.2 0.6 0.3 0.3 0.1 46.1 0.9 0.3 0.2 0.1

Kansas

Work Force 44 .4 3.0 1.1 0.1 0.3 45.5 4.1 1.0 0.2 0.2

Missouri

Work Force 43.3 3.4 0.2 0.3 0.2 42.7 9.4 0.2 0.2 0.1

Nebraska
fiork Force 53.5 0.8 - 0.5 0.2 0.2 43.5 0.7 0.4 0.1 0.1

EEOC

Estimate of

Reglon VII Labor 58.5 2.7 0.6 0.1 0.0 35.1 2.5 0.4 0.1 0.6
Force

iabor Force Range

+20% 70.2 3.2 0.7 0.1 0.0 42.1 3.0 0.5 0.1 0.0
-20% 46.3 2.2 0.5 0.1 0.8 28.1 2.0 0.3 0.1 0.0
NOTES:

ﬁM=white male WF=vwhite female

modieck 2 I e

§§;§Z§Zinz§ ?:iific Islander male AF=Asian or Pacific Islander female

ATM=American Indian or Alaskan Native male AIF=American Indian or Alaskan Native female

SOURCES: EEO-4 forms supplied by States; EEOC, Management Directive 707 (Jan.23, 1981),
Appendix B, Table B-2.



16

sbows tbat black men's representation in Iowa and Neoraska State work forces
is less than 80 percent of their proportion of the region's labor force.
Missouri’s is more tban 120 percent. Only in Kansas are Hispanic men
represented above their regional labor force proportion. Asian and Indian
males are represented at not less than 80 percent of their proportions of tbhe
regional labor force estimate in all four States, as are wbite wamen, Asian
and Indian women. Black women are represented at less than 80 percent of
regional labor force in Iowa and Nebraska, but greater than 120 percent in
Kansas and Missouri.l’

Table 3-2 shows the comparisons between each of the four States' work
forces and two labor force estimates for that State only--tbhe 1970 census of
population and the 1978 private sector labor force estimate of EEOC. Except
for tbe comparison in Kansas to the 1970 census, utilization of white men in
toe States' work forces is less than or equal to that of the two labor force
estimates. Except in Kansas, utilization of black men and Hispanic men is
less than Olf equal to both labor force estimates. Except in Nebraska,
utilization of white women 18 greater than both labor force estimates.
Utilization of black women is greater than the 1970 census labor force
estimate in Iowa, Kansas and Missouri but less than that in Nebraska.
Utilization of H18pan1c women is tbe same as or greater than the two labor
force estimates in Iowa and Kansas. It is the same as tbe 1970 estimate in
Missouri and Nebraska but less than the 1978 estimate in tbose States.

Table 3-3 compares tbe percent disparity between tbhe State utilization and
function utilization for tbe four States and for the total of all four
States. Iowa's total disparity is 23.1 percent, Kansas' is 18.2 percent,
Missouri's 18 15.0 percent and Nebraska's is 11.5 percent. While Kansas

appears to have the second highest disparity, it sbould be noted that this
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Table 3-2

Disparity of more than 20 percent between the State Work Force and the 1970 Census of
Population Labor Force Estimate or 1978 EEOC Private Sector Labor Force Estimate

WM BM HM WF BF HF
Iowa
1970 - 0 0 + +
1978 (4] - - + 0 0
Kansas
1970 + + 0 + +
1978 - + + 0
Missouri
1970 - - - + + 0
1978 C) - - + + -
Nebraska
1970 0 - - - - C
1978 0 - - 0 - -
NOTES:
W=white male WF=white female
BM=black male BF=black female

PM=Hispanic male HF=Hispz.aic female

A plus sign means that representation of the group in the State work force is
greater than 120 percent of the labor force. A minus sign means that representation
of the group in the State work force is less than 80 percent of the labor force.

A zero means 'that the difference between work force and labor force is less than
20 percent.

SOURCE: Tables 4-5, 5-4, 6-4 and 7-4 of- this -report..
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Table 3-3
- Comparison of Percent Disparity Between State Utilization and Function Utilizatiom
by State - Total Employment

TOTAL BM HM AM AIM WF BF HF AF- ATF
IOWA 23.T 19.2- 15.4 23.1 23.1 11.5 11.5 23.1 34.6 34.6
KASSAS 182 18.2  +6 4.6 31.8 13.6 27.3 9.1 13.6 31.8
MISSCURI 15.0 10.0 5.0 15.0Q 20.0 10.0 25 0 25 0 20.0 15.0
NEBRASKA 115 11.5 0 19.2 7.7 3.9 7.7 “11.5 15.4 11.5

‘Note:

maximum score

BM
HM
A

g un

black male
Hispani~ male

Asian or Pacific Islander male

AIM = American Indian or Alaskan Native Male

WF
BF
HF
AF

vwhite female
black female
Hispanic female

Asian or Pacific Islander female
AIF = American Indian or Alaskan Native female

Source:. Data in Tables 4-3,5-3,6-3,7-3 of this report

The total column is calculated by taking the mean disparity and dividing by the
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reflects the relatively bigh standard set by the State work force as shown in
Table 3-2--in no category except white male is the Kansas work force
significantly less than that for the labor force estimates. By contrast,
altbough Nebraska has the lowest disparity, the standard for computing its
disparity is based on significantly lower utilization in the work force
compared to tbe labor force. State work force does not significantly exceed
eitber of the labor force estimates in any category of race/sex. Iowa's work
force utilization of men is generally the same or lower than either estimate
wbile its utilization of women is generally the same or higher. Utilization
in Missouri is a mix--lower tban the 1970 lLabor force estimate for wbite men
but the same as the 1978 estimate for wnite men, lower than poth for black and
Hispanic men, higher for white and black women, lower for Hispanic women .
Allowing for the effect of the difference in standard, Missouri and Nebraska
bave the least disparity in utilization of black men. Kansas, Missouri and
Nebraska have about equally low disparities in utilization of Hispanic men.
Missouri (where the disparity is actually based on a utilization rate io
excess of the white male rate) and Nebraska have the lowest disparity in
utilization of white women. Iowa and Nebraska have the lowest disparity in
utilization of black women. Nebraska and Kansas have the lowest disparity io
utilization of Hispanic women.

A review of tbe functional disparity percentages for tbe administrator
(Table 3-4) and professional job categories (Table 3-6) shows a remarkably
bigh percentage of disparity for administrators and a generally lower, but
still far from nil percentage for professionals in all four States. In the
administrator job category (See Table 3-4), the lowest disparities are: zero
for Asian women in Jowa; zero for American Indian women in Iowa, Kansas and

Missouri (tnere were no administrators in the State from tbese groups); zero
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Table 3 4

Comparison of Percent of Functions Where Utilization of Minorities
and Women was Significantly Disparate from Utilization of White
Males in the State Work Force - Administrators

BM HM AM AIM WF BF HF AF ATF
I(?WA 50-0 38.5 46.2 57.7 7.7 46.2 53.8 o 0
KANSAS 9.1 22.7 40.9 50.0 22.7 22.7 0 50.0 o
MISSOURI 15.0 40.0 15.0 40.0 5.0 20.0 o 40.0 0

NEBRASKA 30.8 34.6 50.0 42.3 19.2 36.2- 42 .3 57.7 57.7

Notes: BM = black male
HM = Hispanic male
AM = Asian or Pacific Islander male
AIM = American Indian or Alaskan Mative Male

WF = white female

BF = black female

HF = Hispanic female

AF = Asian or Pacific Islander female

AIF = American Indian or Alaskan Native female

Source: Tables 4~8,5-8,6-8,7-8 of this report
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for Hispanic females in Kansas and Missouri; 9.1 percent in Kansas for black
male; and, 7.7 percent in Jowa for utilization of white women. Tve lowest
Missouri disparity percentage--except for two zeroes, which reflect no
employment of persons in those groups--is 15 percent for utilization of black
men, Asian men and white women. The lowest Nebraska percent disparity is 19.2
percent for utilization of white women. Table 3-5 shows the utilization of
each ethnic group as administrators in four functions: streets, public
welfare, police and financial administration. The largest number of
administrators are in financial administration. Tunere tbe disparity between
wbite male and female (botb white and minority) utilization is most apparent.
Minority male utilization significantly different from white male utilization
is apparent only for black men in Iowa and Kansas, and Hispanic men in Kansas,
Missouri and Nebraska. White women are utilized disparately in all four
States, as are most other groups of women. In the public welfare function
disparate utilization is apparent for women but not for minority men. In the
other functions disparate utilization is not apparent except for white women
in tbe Kansas police function and white women in tne Nebraska streets function
(mainly because tbere are no minority administrators from many etbnic groups
in those functions).

A review of the functional disparity percentages for professional jobs in
Table 3-6 ghows zero disparity for black males and Asian males in Missouri and
10 percent for Hispanic males in Missouri, less than 10 percent for American
Indian men in Missouri. Table 3-7 sbows the utilization in certain
functions. 1In financial administration while there is a pattern of disparate
utilization for women compared to men in all four States, only in Missouri do
black men appear to be utilized significantly differently than wnite men. In

the public welfare function there is a pattern of disparate utilization of



A Comparison of Relative ytilization of Minorities & Women in Selected Functional

Categories ~ Administrators (Percent of ethnic group in function in each State)

22

Table 3-5

TOTAL WM BM HM AM ATM WF BF HF AF ATP

STREETS
Nebraska 173 {70(8.1) 3(1.1)
Missouri 30 [28(0.5) J.(0.5) 1(0.3)
Kansas 46 44(1.4) 2(0.4)
Iowa 66 | 59(1.9) 1(7.7) 6(1.6)
PUBLIC WELFARE
Nebraska 87 | 42(17.5)[3(50.0)| 1(100.0) 1(100.0) 35(9.3) 5(62.5)
Missouri 20 14( 1.8){2(2.3) 4(0.1)
Kansas 148 | 67( 7.8){2(2.7) | 1(4.8) [1(20.0) 65(2.3) 12(4.0)
Towa 162 | 94(14.6)|3(21.4){ 1(20.0) 62(2.7) 1(2.2 [(6.3)
POLICE
Nebraska 3 2(0.5) 1(1.6)
Missouri 4 4(0.3)
Kansas 47 42(6.2) {1(6.7) | 1(10.0) 2(1.2) 1(16.7)
Iowa 31 | 28(4.1) 3(2.0)
FINANCIAL ADMINISTRATION
Nebraska 465 [352(25.4){5(25.0)| 1(7.7) 103(7.7) 2(6.9) 1(6.3) 1(14.3;:
Migsouri 182 [113(11.5){5(8.5) 62(3.2) 2(1.6)
Ransas 445 [313(17.9)|5(6.8) | 1(2.3) 2(20.0) | 117¢4.1) 6C4.7) 1a4.3)
Towa 234 {204(9.4) [1(2.6) | 1(7.7) |1(10) 27(1.4)

NOTES:

Percent of ethnic group in function in each State is in parentheses

WMzwhite male
BM=black male
HM=Hispanic m

ale

AM=Agian or Pacific Islander male

ADM= American Indian or Alaskan Native male AIF=American Indian or Alaskan Native

WF=wvhite female
BF=black female
HF=Hispanic female
AF=Asian or Pacific Islander female

SOURCE: Tables 4-5,5-5,6-5,7-5 of this report.

female
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Table 3- 6

Comparison of Percent of Functions where Utilizatijon of Minorities and

Women was Significantly Disparate from Utilization of White Males in
‘the State Work Force - Professionals

BM HM AM AIM WF BF 213 AF AIF
I0WA 19.2 11.5 1 5.4 30.8 11.5 19.2.  30.8 38.5 50.0
KANSAS 13.6 18.2 22.7 22,7 18.2 18.2 18.2 27.3 45.5
¥ISSOURI .0 10.0 0 5.0 30.0 15.0 25.0 40.0 20.0
NEBRASKA 46.2 38.5 30.8 42.3 23.1 23.1° -30.8. 42.3 46.2

Notes -~ BM

' HM
AM
AIM
WF
BF
HF
AF
‘AIF

black male
Hispanic male
Asian or Pacific
= American Indian
white female
black female
Hispanic female
Asian or Pacific
= American Indian

Islander male
or Alaskan Native Male

Islander female
or Alaskan Native female

Source: Tables 4-8,5-8,6-8,7-8 of this report
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Table 3-7

A Comparison of %_elat_:ive Utilization of Minorities and Women in Selected Functjonal
€ategories - Professionals ( Percent of Ethnic Group in Fupction in Each State)
" TOTAL Wi BM M AM AIM WF BF HF AF AIF

Streefé :
Nebraska | 286 §$254(12.1} 2(8.7) 3(21.4)] 4(80. 22(8.4) 1(20.0

Migsourdi [1100 1068(18.§$ 5(2.3f 4(28.6Y) 2(33.3)5(15.6) 15(4.7) 1(6.3)

Zansas | 396 |36211.4] 4(5:6)| 3(4.2) | 1(11.1)6(60.0) |} 20¢3.9)

Towa {374 |333(10.8) 1(11.1)| 9(69.H1(9,1) | 29¢7.5)
Public Welfare ' .
1(16.7) | 1(200.10? s2¢40.4)| 3(37.5)1(50.0

Nebraska | '306 |148(61.7)

4(100)1(100.0) ]2600(70.8) 539(67.1) '2(50.6>10(_90841(100)

Missourd |406¢ |728(92,0) 81(98.0D)
| 3 | =
Kansas  |161Z |523(60.7} 20(26.7 res2.4) b 3(6a.Q 6(75.0) | [951(33.1) 75(25.2) j9(14.3p5(31..'§9(52.§
1]
| ]
1 '\
Towa 1176 |404(62.7) . 6(42%) 3(60.0)|11(9L7) 1736(31.6) 10(22.2)§5(31.3, 1(100)!
police . i
Nebraska 54 | 52(11.7) 2(3.3) )
' ;
Missouri |5 § 5¢0-3 ' i
Kansas 54 | 42(6.2) | 2(13.3) 16£5.9). LT
Towa 9o § 74(10.8) 1 (1.1} . | 1@100P) ] 13¢8.8) | 1(20.00)

Financial Administration

Nebraska 772 |501(36.1% 9(45.0) 9(69.2) ' 4(57.1) 2(40.0) J240(18.0) | 2(6.9) 5(13.311(25@1»(14.3),

Missouri 634 [429(43.6)15(25.4) 2(100.0) | 2(100-9)1(100.0) §128(8.9) 12(9.6) * {1(33:3%2(50.0)

24,(18.6) 54 (6.9) -1(14.3)

Kamsas - 968 [589(33.8)06(35.6410(23.3) | 1(25.0) 4(40.0) {309(10.8)

1(6.3)}2(25.0)

).

‘ ]
Towm 1122 ‘838(.38.6-)3.2(30.8) 6(46.2) 5(50.9‘ 249(13.2) | 9(15.8)

NOTES:
Percent of
WM=white male
BM=black male
HM=Hispanic male
AM=Asian or Pacific Islander male
AIM= American Indian or Alaskan Native male AL

ethnic group in function in each State is in parentheses
WF=white female

BF=black female

HF=Hispanic female

AF=Asian or Pacific Islander female
F=American Indian or Alaskan Native

" female

SOURCE: Tables 4-6,5-6,6~6,7-6 of this report.
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women but tbere is also a disparate utilization of black men (except in
Missouri). In tbe streets function there is disparate utilization. of black
men and of white women in every State but Iowa. The numbers in the police
function are so small that disparate utilization cannot be compared.

All this data raises questions ratber than answers them. There are too
many inconsistencies to show stable patterns across the region that could be
the basis for praise or accusations. But it is clear that there are enough
disparities in overall utilization and in utilization witbin functional groups
to wonder why the implementation of affirmative action plans bas not reduced
or eliminated these patterns.

How mucbh really bhas been done to pramote affirmative action in the four
States? To answer that question we first review the fundamental steps in
affirmative action planning, identification of underutilization, if any, and
the framing of goals and timetables or other remedies to correct it. (The data
is in Table 3-8)5 Only about balf of the plans of the 57 agencies in tbe
four States specify that labor force data needed for comparison either bas
been or will be collected. Missouri agencies are most remiss on tbis (ooly
about one-third specify they nave or will do so). Four-fiftbs of the State
agencies' plans in the four States show that agencies have or will determine
the ethnic/sex composition of their work forces in job and salary categories.
Less tban half of the four State agencies' plan or bave compared these two
sets of data to determine underutilization. Missouri is most remiss, only
about a quarter of its agencies have done so. Only a little over one-tbird of
the plans in the four States specify long term goals eitber have been or will
be set. Iowa plans are most deficient in this regard, only about a tentb
contain such gpals.6 Missouri plans are nearly as deficient, only a fiftb

contain sucb goals. Only one-tbird of the agencies' plans in the four States
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Table 3-8

T ;
v = {.Q
A Comparisoa ¢f Plans .. Develop Utilis. =ici. hnelyecs, 3 ‘@ o @ B
Goals and Timetables H z g 3 D
: 2= L N = =
A. Determine available labor force by job category, race, sex, age, handicap. -
4. Determined by all categories,
3. Determined by job category, race, sex. 28 - 10 5 4 9
2. Plan to determine by all categories, (49.1) (55.6) (41.7) (30.8) (64.3)
1. Less data.
B. Work force analysis includes race, sex, salary. )
4, Implemented including job classifications, race, sex, salary.
3. Does not include salary. 47 14 11 10 12
2, Plan discusses 2ll items but analysis is not yet implemented. (82.5) (77.8) (91.7) (76.9) (85.7)
1. Less. '
C. Work force analysis includes age or handicap. N
4, Age and handicap., ' .
3. Age or handicap. 24 9 3 A 8
2. Plan discusses age and handicap but analysis not yet implemented. (42.1) (50.0) (25.0) (30.8) (57.1)
!. Less,
D. Determine undexutilization by race and sex, age and handicap. :
4. Underutilization determined for all four categories by job category and
salary. - 28 9 9 3 7
3. Underutilization determined for race, sex and job category. (49'1? (50.0) (75.0) (23.1) (50.0
2. Underutilization determination for all four categories by job category
and salary level planned but not yet implemented.
1. Less.
E. Set long temm goals. ’
4, Set long term goals by race, sex, age, handicap.
3. Set long term goals by race, sex only. 21 -2 8 3 8
2. Plan to set long term goals by race, sex, age, handicap but not yet (36.8) (11.1) (66.7) (23.1) (57.1)
implemented.
1. No long term gcals planned. .
F. Set short term goals. )
4. Set short term goals by race, sex, age, handicap. 19 6 6 2 5
3. Set short term geals by race, sex only. ] .
2. Plan to set short term goals by race, sex, age, handicap. (33.3) (33.3), (50.0), (15.4) (35.7)

1. No short term goals.

NOTE: The number and (percent) of agenciles which had iwplemented or planned to implement these items are shown.
SOURCES: Affirmative action plans from the four States. Summaries of these are in each of the subsequent chapters.
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eitber contain short term goals or state such goals will be developed.
Missouri plans are most deficient in this regard, only about 15 percent
include short term goals or plans to develop them.

The key element to change is recruitment and selection. Table 3-9
campares the plans of agencies in the four States. Over half tbe agencies'
plans state tbey bave or will identify and maintain regular contact with
minority/women's organizations which could assist in recruitment. Over
two-fifths of the agencies' plans state they have or plan to contact all such
organizations about vacancies. Missouri plans are most deficient in tbis
regard, only about L5 percent include this commitment. Nearly 30 percent of
all agencies' plans in the four States state that the agency does or plans to
maintain records of recruitment efforts, including sources used during tbe
preceding year and what those sources produced. None of tbe Missouri
agencies' plans include tbis commitment. Nearly balf the agencies eitber do
or plan to advertise jobs using media with tbe largest minority and female
audience in the normal recruitment area for tbe position. Only a little more
than one-fifth of Missouri agency plans include tbis commitment.

Only about 15 percent of all agencies' plans include statements that all
written tests do not bave discriminatory effects or include plans to ensure
that this will be true. Iowa and Missouri agencies' plans are most deficient
in tbhis regard.7 Nearly one-fifth of all agencies' plans include
comnitments that the interviews used either are or will be structured and that
performance will reasonably predict job performance. Tbhe proportion of Kansas
and Missouri agencies whicb include this point is significantly less than that
io tbe other States. Nearly two-fiftns of all agencies' plans include a
commitment to train persons responsible for niring to bandle the selection

process in a nondiscriminatory way. Only about a quarter of Missouri plans



- Table 3-9

A Comparison of Planms to Affirmatively Recruit and Select
Minorities and Women
RECRUITMENT

Total

Taw .z

Kanrar

Miscou i

A. ldentify and maintain contact w

ith minority/women's organizations, which
could assist in recruitment. '

4, State they have 2 contact list and show that
contact.

3. State they have a contact 1ist but do not show or assert regular
contact,

2. Plan to maintain fegular contact and state they will develop compiete
contact list.

1. Less, including assertions of contact but no list,

they maintain regular

31
(54.4)

(38.9)

(58.3)

(46.2)

Febraska

11
(78.6)

B. Make sure contacts above are notified of all vacancies,
4, Do. ’

3. Notify some but not all.

2. Plan to make sure all are notified but not yet implemented.
1. Do not.

24
(42.1)

(44.4)

(50.0)

(15.4)

(57.1)

C. Maintain records of recruitment efforts including sources used during
the preceding year and what they produced.

4. Detalled records of sources used and their productivity.

3. Record of sources used but little or no productivity information.

2. Plan to maintain detailed records of sources used and their
productivity but not yet implemented.

1. Less.

- 17
(29.8)

(33.3)

(50.0)

o)

(35.7)

D. Advertise jobs using media with the largest minority and female
audience in the normal recruitment area for the position.

4. Assert they use major media and principal minority/female oriented
media,

3. Assert they use major media only.

2. Plan to use major media and principal minority/female oriented media
but not yet implemented.
1. Do not advertise or do not specify media used.

27
(47.4)

10
(55.6)

(66.7)

(23.1)

(42.9)

SELECTION
A. Ensure all written or skills testing do not have discriminatory effects
or have been validated.

4. All testing validated or assertion of nondiscriminatory effects.

3. Some validation done and intent to do more validation or effects testing,
2. Plan to validate all tests or determine nondiscriminatory effects within
five years.

1, No validation or effects testing, or not scheduled for completion within
five year time span.

(15.8)

(5.6)

(25.0)

(7.7

(28.6)

8¢



Table 3-9 (Cont'd)

u. £ ":;':
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B. Ensure interview 1s structi.ed and perforwmance on interview
reasonably predicts job performance.
4, Completely structured interview guidelines relate to 11 4 1 1 5
knowledge, skills, abilities. (19.3) (22.2) (8.3) (7.7) (35.7)
3. Structured interview not necessarily related to knowledge,
skills, and abilities,
2. Plan to structure all interviews using knowledge, skills
and abilities criteria within five years,
1, Less.
C. Train persons responsible for hiring to handle selection
process in nondiscriminatory way.
4, Training completed. 22 8 5 3 6
3. Training scheduled. (38.6) (44.4) (41.7) | (23.1) | (429)
2. Training mentioned but not scheduled,
1, Less.
D. Review application questionnaire to ensure no illegal
questions asked.
4, Questionnaire reported ¢o be nondiscriminatory. 18 L3 6 4 5
3. Questionnaire under review for appropriateness. (31.6) (16.7) (50.0) (30.8) (35.7)
2, Plan to review questionnaire but not yet done.
1, Questionnaire not discussed.
E. Review entry level job descriptions to ensure they do not
contain unreasonable job specifications.
4, Job descriptions have been validated,
3. Job descriptions are currently under review and some have 12 1 6 1 4
been validated. (21.1) (5.6) (50.0) (7.7) (28.6)
2. Plan to validate 2ll job descriptions within 5 years but
not yet begun.
1. No review of entry level job descriptions has been done or
is planned or no timeframe for completing validation.
F. Where agency entry level jobs require considerable knowledge,
skills and ability, develop trainee classes or justify inability to do so.
4., Trainee positions established. 12 3 5 2 2
3. General review of possible training positions (21.1), (16.7) 41.7 (15.4). (14.3)
2, Trainee positions planned.
1. Less,
NOTE: The number and (percent) of agencies which had implemented or planmed to implement those items are shown.

SOURCE: Affirmative Action Plans from the four States, Summaries of these are in each of the subsequent chapters,

62
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include this commitment. Nearly a third of all agencies' plans include a
commitment to review tbe application questionnaire to insure that no illegal
questions are asked. Less than a fiftb of Iowa agencies' plans include tnis
commitment. Over one-fiftb of all agencies' plans state that the agency bas
or will review entry level job descriptions to enmsure they do not contain

unreasonable job specifications. A very small proportion of Iowa and Missouri

agency plans include this commitment. Over one-fiftb of all agency plans
jnclude a commitment to develop trainee classes or justify tbeir inability to
develop such classes if tbe agency's entry level jobs require considerable
knowledge, skills and ability. Kansas agencies' plans are significantly more
likely to do so than those of any of tbe other States.

Another measure of activity is the extent to which agencies' plans provide
tbe means to evaluate efforts and assess accomplistments. Agencies' plans are
sumnarized in Table 3-10. Over half the agencies either do or plan to update

their work force utilization analysis on an annual basis. A tbird of the

State agencies eitber do or plan to annually review success in meeting their
affirmative action goals and timetables. Only about L5 percent of Missouri
agencies' plans include tbis commitment. Over balf tbe agencies either

maintain or plan to maintain applicant flow data and analyze tbat to determine

obstacles to affirmative action. A tbird of tbe agencies' plans include a
commitment to review interview practices and procedures. A smaller proportion
of Missouri and Nebraska agencies* plans' include this commitment. Oonly 14
percent of all agencies' plans state that records of equal opportunity
complaints will be maintained. Over three-quarters of all agencies' plans
include a commitment to appraise supetrvisors affirmative action efforts
(although as the data in tbe chapters on each State show, a significantly

smaller proportion actually include such appraisal in the formal evaluation

process).



Table 3-10 - ®
= v
A Comparison of Plans to Evaluate Implementation -t @ 3 i
of Affirmative Action Plans i g a b K
o] =] a s] [
H H Y = z
A. Annually update work force utilization analysis.
4. Annual update implemented and analysis of change over the
preceding 12 months. 29 8 8 7 6
3. Annual update implemented but no analysis of change. (50.9) (44.4) (66.7) (53.9) (42.9)
2. Plan annual update and analysis--not yet implemented.
1. Less.
B. Annually review success in meeting goals and timetables.
4. Annual review indicates or promises to review degree of
success and corrective measures if needed, including revised one 19 8 6 2 5
year goals.
3. Notes changes but does not indicate action. (33.3) (44.4) (50.0 (15.4) (21.4)
2. Plan snnual review of degree of success and corrective measures
including one year goals but not yet implemented.
1. No action.
C. Applicant flow data analyzed to determine cbstacles to affirmative
action.
4. Applicant flow data shows reasons for non-hire. 30 9 7 8 6
3. No reasons for non-hire maintained. (52.6) (50.0Q). (58.3) (61.5) (42.9)
2. Plans applicant flow with reasons for non-hire.
1. No applicant flow data.
D. Review interview practices and procedures.
4. Plan shows implementation of systematic review of practices and
procedures. 18 8 6 2 2
3. Shows reviews of practices and procedures but not systematic.
2. Plans implementation of systematic review but not yet done. (31.6) (44.4) (50.0) (15.4) (14.3)
l. Less.
E. Maintain records of promotioms, upgrading and transfers by race, .
sex, age, handicap.
4. Maintain complete records including salaries and analyze for 23 6 6 5 6
(40.4) (33.3) (50.0) (38.5) (42.9)

all categories.
1. Maintain complete records except salary and/or age.

2, Plan to maintain full records on promotions, upgrade and
transfer by race, sex, age, handicap.
1, Less,

1t



Table 3-10 (Cont'd)

F. Records of equal opportunity complaints.

Total

Towa

Kansas

Missouri

Nebraska

4. Maintain records of all complaints by race, sex, age, handicap
and analyze for discriminatory practices.

3. Maintain records but do not include age and/or analysis,

2. Plan but have not yet implemented recordkeeping on EO complaints
by race, sex, age, handicap.

1. No records.

G. Appraise supervisors' affirmative action efforts.

(14.0)

(11.1) -

(8.3)

(15.4)

(21.4)

4, Performance evaluation includes affirmative actiom.
3. Affirmative action expected but not a formal part of evaluation,

2, Plan performance evaluation to include affirmative action.
1. Less.

H., Oversll assessment of affirmative action efforts.

43
(75.4)

11
(61.1)

10
(83.3)

11
(84.6)

11
(78.6) .

4, Narrative reports in which action items were implemented with what
success or problems.

3. Some. successes and fallure in implementation are reported but not
all action items are discussed.

2. Plan calls for complete narrative report on progress in subsequent
years.

1. Less.

20
(35.1)

10
(55.6)

(25.0)

(23.1)

(28.6)

NOTE: The number and (percent) of agencles which had implemented or planned to implement these items are shown.

SOURCE: Affirmative Action plans from the four States.

Surmaries of these are in each of the subsequent chapters.

43
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An unanswered question, given tbhese levels of activity, is bow mucb of the
utilization of minorities and women can be explained by special efforts and
bow much would bappen without them. We may not yet know what a significant
public sector affirmative action effort can do to ensure equal representation

of all groups of citizens in the public service.
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(hapter 3 Notes
1. Carol Walker, Administrator, Affirmative Action Office, State of

Nebraska, commented:

My general comments on tne Commission's comparisons on the following pages are
that I would bave preferred

1) Tnat each State agency to be evaluated had been given a standard by
which you were going to measure their activities, etc., so tbhey could
respond directly to each part of the standard. Some materials not
necessarily in their plans are vital in any such evaluation;

2) That each State be evaluated on its own efforts and programs.
Comparative charts listing all four States togetber are misleading.
Assumptions drawn from tbem are not necessarily true. We all bave
different programs and varying circumstances and problems. Having seven
personnel systems in State government in Nebraska is an example;

3) That the Commission understood fully our entire program;

4) Tnat the Commission acknowledge the wide variety of effective
affirmative action plans, guidelines and evaluating techniques that

exist. One is not necessarily better than another.
(Carol Walker, letter to staff, Nov. 13, 198l)

2. U.S. Equal Bmployment Opportunity Commission, Management Directive 707,

Jan. 23, 1981.
3. Iowa Advisory Committee, Bmployment of Professionals by Towa Local

Governments (June 1981).
4, Ta-Yu Yang, Affirmative Action Director of the Iowa Civil Rights

Comnission commented that: ''The use of the regional labor force as the
standard of comparison is unfair since Iowa has the least concentration of
minorities among the four States.''(Ta-Yu Yang, letter .to chairperson, Iowa
Advisory Committee, Nov. 5, 1981) '
The comparison to the regional labor force is utilized only in Table 3-1 and
tbe cammentary to it. Tbe comparison is not used in any otber calculation.
For calculating disparity, the State work force is the point of comparison.

5. Carol Walker, Administrator of the Affirmative Action Office, State of

Nebraska, commented:
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Perbaps we should first note that an affirmative action plan and an
affirmative action total program are two different things. Much has been
written about what should or should nmot actually be put in a plan--and it
varies greatly. Our office looks upon affirmative action plans as
flexible management tools to allow growth.

Before an evaluation of an agency's affirmative action plan or program
(total effort) can be made, a standard or list of criteria to be used in
the evaluation should be provided to the agency so that it can respond to
some criteria it has addressed which may not appear on its plan.

Attacbed [not reproduced bere] are the criteria your Committee used in
1978 and 1980 to evaluate affirmative action plans. We compiled this
after the fact, and this information would bave been useful to agencies as
they developed tbeir affirmative action programs and responded to your
recent request for information on their affirmative action efforts.

For example:
1) Under our law the chief executive of each Code agency (chief executive
or director, of all Code agencies is appointed by Governor) is directly
responsible for affirmative action. All but three of the agencies
evaluated were Code agencies when your information was gatbered, and one
of those (Health) is now a Code agency. Code agencies were required to
appoint affirmative action officers and duties were given to all by our

office.

2) Under your 1980 Standards II - Work Force Analysis, all Nebraska
agencies again should have received perfect or near perfect scores. All
agencies were furnisbed most of this information by our State Affirmative

Action Office.

Tnese are just a few samples showing the work that was done by an agency
but is not necessarily spelled out in their plans.(Carol Walker, letter to

staff, Nov. 13, 198l)

6. Ta-Yu Yang, Affirmative Action Director, Towa Civil Rights Commission,

commented:

Iowa State agencies are reauired to annually report to the Towa Civil
Rights Commission. Consequently, agencies are accustomed to annually
adjust tbeir goals and timetables. Tbis helps to explain the cited
deficiency in long term affirmative action goals. However, in the past
year, agencies bave been encouraged to develop long term goals (3-5
years). I believe this deficiency will be markedly improved in the near
guture. (Ta-Yu Yang, letter to chairperson, Iowa Advisory Committee, Nov.
, 1981)

7. Ta-Yu Yang, Affirmative Action Director, Iowa Civil Rights Camission,

commented :
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agencies' affirmative action plans w ,
to ozdgzgg:isgci:b aregg as ﬂleggl quesggnglggdafoi.def;ciencies
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State agency - Merit Emglo;ﬁe:g ained by the fact that tbere is onz i
all applications, job classifi Departmeqt - which administers iy o
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and the Iowa Civil Rights Commission for the State ov:r erit Department
It was tne;eforg reasopable for a State agency not %o adgment as a whole.
on its affirmative action plan oo the individual pasis §?8§ the issues
emp%pyees are offered the same basic healtb and medicai imilarly, State
addition to flexible working bours. These policies are ngerages, in
fore not addressed individually by each S%atgnaZZ;gss the
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pboard and there
(Ta-Yu Yang, letter to chairperson, Iowa Advisory Committee, Nov. 5
’ Ve , ]_981)
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4. STATE GOVERMMENT AFFIRMATIVE ACTION IN IOWA

a. Introduction

The legal basis for Iowa State affirmative action efforts in effect in
1980 was Executive Order No. 15, issued by Governor Robert Ray on April 2,
1973. Citing as bis autbority, Title VII of the Civil Rigbts Act of 1964, as
amendedl and Constitution of the United States and the Iowa civil rights
laws, Governor Ray required that:

State officials who are responsible to the Governor shall appoint, assign
and advance employees solely on the basis of merit and fitness. Each
State agency responsible to the Governor sbhall promulgate a clear and
unambiguous written affirmative action program containing goals and time
Specifications in personnel administration. Eacbh such agency sball
regularly review its personnel practices and procedures with a view to
correcting any such personnel practices and procedures whicb may
contribute to discrimination in appointment, assignment or advancement.
Each such agency sball conduct programs of job orientation and provide
training and organizational structure for upward mobility and shall place
empbasis upon fair practices in employmeot. Eacb such agency shall also
bar from employment application forms any inquiry as to race, creed,
color, sex, age or pbysical or mental disability, except for statistisal
purposes unless it relates to a bona fide occupational qualification.

Under Article IX of tbe Executive Order, all State agencies are to cooperate
fully with tne Iowa Civil Rights Commission's efforts to monitor compliance
with the Executive Order and the State commission is authorized to take
whatever action it deems necessary to assure compliance with the provisions of
tbe order. Each State agency is required to report annually on its
programmatic efforts to ensure compliance and tbe State commission is reguired
to report on these to the Governor by the end of January in each year.3
In 1979, tne Iowa Civil Rights Commission required each agency to submit
an updated policy statement, state who was assigned responsibility for
implementation, a quantitative audit, qualitative audit and defined action

items with goals and timetables.4
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b. Iowa Governor's Activity

The Governor bas undertaken a number of measures to promote affirmative
action efforts required by his Executive Order. Perhaps most significant is
bis own pattern of appointments. In each year since 1974 there have been
larger proportions of women appointed by the Governor; 14 percent of his
appointments in 1974 were women, 32 percent of bis appointments in 1980 were
women. The proportion of minority appointments has also increased, from three
percent in 1978 to 6.3 percent in 1980.° 1In 1979 the Governor met with the

beads of all State agencies to discuss and reaffirm bis commitment to

Executive Order No. L5. He sent follow-up letters to the heads of those

agencies who were unable to attend. In 1980 the Governor met with key State
agency affirmative action officers to discuss issues and concerns about
affirmative action. One of the Governor's principal aides bas been assigned
as his liaison with the Iowa Civil Rights Commission and tbhe director of the
State commission's affirmative action unit (which reviews State efforts) bag
been given direct access to that aide.

The Iowa Civil Rights Commission bas prepared a manual oo tbe preparation
of affirmative action ptogtam87 While this covers the elements of
affirmative action programmning in broad categories and has worthwhile
appendices on the bandicapped and older worker, it seems unlikely to be
belpful to those required to develop an affirmative action plan. The audit
element, which provides categories for analysis of numbers, is adequate. Byt
the suggestions on tow to develop action items to remedy problems and the
kinds of action that might be undertaken are very tbio and often incaomplete,

In 1978-1980 the Iowa commission conducted a number of training sessions

on affirmative action, some in conjunction witb the Iowa Advisory Committee to

the U.S. Camission on Civil Rights.8
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Toe Towa commission reported that in 1979 it noted significant improvement
in tbe affirmative action plans of State agencies. It stated -tbhat:

Each agency evaluated its individual work force and planned goals in

rTecruitment, biring, training, promotions, etc. If all agencies implement

their affirmative action goals, significant gains would be made for the
minority /sic/ and women in Iowa.

C. Ra;tﬁ

Table 4-1 shows the utilization of workers as reported in tbe 1970 Census
of Population. Table 4-2 shows the utilization of workers in tbe private
Sector as reported by the U.S. Equal Bmployment Opportunity Commission (EEOC),
based on 1978 employer reports. Table 4-3 shows the utilization of workers by
Iowa State Goveroment as reported by the State on its 1980 EEO-4 form
submisgsion to EEOC. Table 4-4 shows the comparison between tbe 1970 State
labor force, tne 1978 private labor force and the 1980 State work force.

A camparison of the State work force to the two labor force m.easures10
shows some disparities greater than 20 percent. Utilization of white men
although lower than in either of the labor force measures is witbin 20 percent
of those measures. Utilization of black men is identical to tbe 1970 State
labor force but lower tban tme private sector labor force. Utilization of
Hispanic men is more than 20 percent below either the 1970 labor force or the
Private sector labor force. Utilization of white women is well above a 20
petcent disparity with the 1970 State labor force or private sector labor
force. utilization of black women is above a 20 percent disparity Qith the
1970 State labor force but equal to the private sector labor force.
Utilization of Hispanic women is above a 20 percent disparity with the 1970
State labor force but identical to the private sector labor force. While

there are some significant disparities between State labor force and State
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Iowa Labér Force - 1970

— TOTAL - WHITE % Row BLACK % Row HISPANIC % Row
Female 1,088,34 1,075,216 (98.8) 10,845 (1.0} 5,874 (0.5)
Male 392,706 387,065 (98.6) 4,771 (1,2) . 2,017 (0.5)
695,634 688,151 (98.9) 6,074 (0.9) 3,857 (0.6)

P $ AL s ze i, .
;z:ﬁi551onals, Technicians § Kindred % Column % Column % Column
Fomale 138,226 136,354 1,078 . 866
Male 64,210 63,372 (16.4) 586 (12.3) 328 (16.3)

. 74,016 72,982 (10.6) 492 (8.1) 538 (13.9)
Managers § Administrators
Total 94, 884 94,516 256 35
Female * ’ : s
el 15, 355 15,248 (3.9) 82 (1.7) 68 (3.4)
ale 79,529 79,268 (11.5) 174 (2.9) 290 (7.5)
Clerical § Kindred
Total 161,481 159,686 1,562 701
Female 123,595 122,301 (31.6) 1,128 (23.6) 524 (26.0),
Male 37,886 37,385 (5.4) 434 (7.1) 177 (4.6)
Crafts ]
Total 127,916 126,778 1,010 656
Temale 7,011 6,911 (1.8) 91 (1.9) 11 (0.5)
Male 120,905 119,867 (17.4)° 919 (15.1) 645 (16.7)
Service
Total 133,312 130,115 2,848 856
Femala 88,638 86,753 (22.4) 1,705 (35.7) 560 (27.8)
Male 44,674 43,362 (6.3) 1,143 (18.8) 296 (7.7)

Sourte: - ‘Bureau of Census, General Social and Economic Characteristics:

Calculations by CSRO.

Towa (PC(1)-C17

Iowa), Table 54.

oy
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TOTAL OFFICLALS PROFESSYGMALS TEGHICLANS sares OFFICE &
b MARAGERS WURKERS CLER WKES
S = - WHITE COLLAR = = + ~ = = = = = = = = = = = = = = B I IR S R,
168,603 37,688 24,482 18,077 34,463 53,953
84,442 32,112 16,473 10,942 19,080 7,828
84,161 3,356 9,969 7,133 15,373 46,128
164,181 37,030 23,043 17,37 33,733 2,026
82,519(35.8) 31,593(13.7) 24, 069(6.1) 10,633(4.6) 16,721(8.1) 1,482(3.2)
81,662(60.3) $,437(4.0) 8,774(7.2) 6,894(5.1) 15,013(11.1) &4,384(32.9)
4,422 68 599 $30 120 1,527
1,923 319 404 289 388 343
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608 56 129 11 6l 181
343(42.7) 4946.1) 180(22.4) 31(6.4) 24(3.0) 39(4.9)
265(41.7) 0.1 43001y 30(4.7) 37(3.8) 162(22.4)
n2 7 29 29 104 9
209(30.8) 63(%.8) 17(2.5) 2002.9) 17(11.4) 30(4,4)
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Lo 0.2 v .3 1.0 G.6 2.0
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p.4 0.1 C.9 0.4 0.2 8.3
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Table 4-3
Comparison of Percent of State Work Force and Function Work Force That Are
From Each Ethnic Group

FUNC. | TOTAL WM BM HM AM AIM WF BF HF AF AIF
1. 4,201 2,172 39 13 10 2 1,880 57 16 8 4
(51.7) } (0.9) 1(0.3) (0.2) ) | (44.8) | (1.4) 0.4) (0.2) (0.1)
2. 3,536 3,095 12 9 13 11 387 6 NR 3 NR
(87.5) | (0.3) ](0.3) (0.4) (0.3){ (10.9) | (0.2) (0.1)
3. 3,071 644 14 5 12 MR 2,330 45 16 1-- 4
(21.0) | (0.5) | (0.2) (0.4) (75.9) | (1.5) | (0.5) (0) (0.1)
4, 851 685 9 3 1 NR 148 5 NR NR NR
(80.5) | (1.1) | (0.4) 0.1) (17.4) | (0.6)
5. NONE
6. 1,099 784 4 2 7 1 289 6 3 3 NR
(71.3) | (0.4) | (0.2) (0.6) 0.1)] (26.3) | (0.5) (0.3) (0.3)
7.1 4,438 1,269 16 3 21 4 3,072 25 2 20 6
: (28.6) | (0.4) | (0.1) (0.5) (0.1)| (69.2) | (0.6) (0) (0.5) (0.1)
8. | . 320 109 4 1 1 MR 198 6 1 NR NR
(34.1) | (1.3) | €0.3) (0.3) (61.9) |- (1.9) | (0.3) ’
9. 9 3 NR NR NR NR 6 NR NR NR NR
(33.3) _ (66.7)
10. 27 17 NR NR NR NR 10 NR NR NR NR
(63.0) (37.0)
11. | . 1,484 1,092 27 8 6 5 336 7 1 NR 2
(73.6) | (1.8) | (0.5) (0.4) 0.3) (22.6) | (0.5) (0.1) (0.1)
12. 57 38 NR NR NR NR 18 1 NR NR NR
. (66.7) (31.6) | (1.8)
13. | NONE
14. 1,082 466 4 4 NR 3 570 19 10 2 4
- 3.1) ] (0.4) | (0.4) 0.3)] (52.7) | (1.8) (0.9) (0.2) (0.4)
15. 856 384 5 5 1 1 443 13 4 NR NR
(44.,9) | (0.6) | (0.6) (0.1) .1)] (51.8) | (1.5 (0.5)
Totar] 21,031 | 10,758 134, 53 72 27 9,687 190 53 37 20
(51.2) | (0.6) | (0.3) (0.3) (0.1)] 46.1) | (0.9) | (0.3) | (0.2) (0.1)
WORK FORCE RANGE
+20% 61.4 0.7 0.4 0.4 0.1 55.3 1.1 0.4 0.2 0.1
-20% 41.0 0.5 0.2 0.2 0.1 36.9 0.7 0.2 0.2 | 0.1
COMPARISON OF FUNCTION{TO STATE
1. 0 + 0 0 - 0 + 0 0 0
2. + - 0 0 + - - NR - NR
3. - 0 0 0 NR + + + - 0
4. + + 0 - NR - - NR NR NR
6. + - 0 + 0 - - 0 + NR
7. - - - + 0 + - - + 0
8. - + 0 0 NR + + 0 NR NR
9. - NR NR NR NR + NR NR NR NR
10. + NR NR NR NR 0 NR NR NR NR -
11. + + + 0 + - - - NR 0
12. + NR NR NR NR - + NR NR NR
14. 0 - 0 NR + 0 + + 0 +
15. 0 0 o+ - 0 0 + + NR NR
NET SCORE +2 -3 -2 -4 =4 -1 o -1 -4 -7 -7
DISPARITY -5 -4 -6 -6 -3 -3 -6 -9 -9
% DISPARITY 19.2 15.4 2 23.1 23.1 11.5 11.5 23.1 34.6 34.6

SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State. The numbers in

parentheses are the proportions of workers from each ethnic group in the function/
State work forces. i
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Table 4-=4

Comparison of Work Force and Labor Force

WM %BM SHM SWF

1970 State Labor Force 63.2 0.6 0.4 35.6
1978 Private Sector Labor

Force 60.6 1.4 0.7 35.6

51.2 0.6 0.3 46.1

1980 State Work Force

Notes:

WM=white male
BM=black male
HM=Hispanic male
WF=white female
BF=black female
HF=Hispanic female

Source: Tables 4-1, 4-2 & 4-3 of this TepoTrt.

%BF

0.4

0.9
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work force, the Advisory Committee believes it is appropriate to use the State
work force as a reasonable standard for achievement by State agencies.

Table 4-3 not only contains basic data on utilization by agency function
but also contains a score indicating the extent to which functional work force
utilization of each ethnic group is significantly less tbhan or greater than
would be expected if it matcbed the State work force. Tnhe score awards each
function a plus one if its utilization exceeds the State's by 20 percent, a
minus one if it is 20 percent less than the State's and a zero if tbere is no
disparity in utilization. Analyzing the net score by function shows that
agencies involved in financial administration, public welfare and employment
security were likely to use minorities and women more than the State work
force proportions; tbat agencies involved in health or miscellaneous functions
were likely to utilize minorities and womeon to about the same extent as the
State as a whole; that agencies involved in otber functions were likely to use
minorities and women to a considerably lesser degree than the State as a
whole. Agencies whose work involves streets and bhighways, police protection,
housing, community development, and utilities and transportation had work
forces in whicb utilization scores indicate considerable underutilization and
in only one of these functions, housing, is there also underutilization of
white males.

Wbite men, Hispanic men and wbite women were represented at 80 percent of
the State work force proportion or better in a majority of the 13 function
groupings (Iowa bas no workers in two functions). A review of tbe appended
data on total employment by tbe State shows no major differences in tbe median
incomes of each race/sex group within each job category, except protective

service jobs. These statistics do not prove discrimination. Wbhat tbey do

show is a disparity that needs to be explored.
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To explore the disparity in total employment might reasonably require an
analysis of disparity in eact of the job categories. Here the analysis is
compressed. Table 4-5 shows tbe pattern for administrators; 4-6 for
professionals and 4-7 for service workers (two of tbree top job and one of
tbree bottom job categories).(Note that, for reasons explained in the
introduction, we bave shifted the basis of analysis from percent of job
category to percent of ettnic group.)

The disparity calculations from tte three tables are summarized on Table
4-8. Toe proportion of disparity is greatest for administrators (except for
Asian or Pacific Islander and American Indian or Alaskan Native wamen; there
were no persons in this State work force job category who were from these
groups); less for professionals and less for service workers tban
professionals (the white women's rate reflects greater utilization in tbe
service/maintenance category than white males, while tbe otber disparities for
wbhite women reflect lesser rates). The proportion of disparity is about the
same for each group of administrators in which disparity is reported, except
white women, whose rate is much lower. The proportion of disparity shows a
different pattern at the professional level. American Indian or Alaskan
Native women, Asian or Pacific Islander women, Hispanic women and American
Indian or Alaskan Native men appear to suffer most. At tbe service worker
level tbhe rates are quite similar to each otber, except for tbe very low rates
for Asian and American Indian men whose rate is zero. Tbhese are patterns one
would expect if one suspected a pattern of unequal employment, albeit not a
uniform pattern.

Toe reader seeking to pinpoint the source of uneaual opportunity could
review tables 4-5 to 4-7, comparing the proportion of white men in each job

category with tbe proportion of other minorities or women in each category for
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Table 4-5

Comparison of Percent from Each Ethnic Group in Administrative Jobs in the State Work
Force with Percent in Administrative Jobs in Function Work Forces.

FUNC.| TOTAL WM BM M AM AIM WF BF HF AF AIF
1. 234 204 1 .1 1 NR 27 NR NR NR NR
(5.6) 9.4) | (2.6) (7.7) | (10.0) (1.4)
2. 66 59 NR - NR 1 NR 6 NR NR NR NR
(1.9) (1.9) " (7.7) (1.6)
3. 162 94 3 1 NR NR 62 1 1 NR NR
(5.3) (19.6) | (21.4) | (20.0) 2.7y | (2.2) (6.3)
4, 31 28 NR NR NR NR 3 NR NR NR NR
(3.6) (4.1) (2.0)
5. | NONE
6. 28 26 NR NR NR NR 2 NB. NR MK NR
(2.5) (3.3) _ (0.7)
7. 45 38 NR NR NR NR 7 NR NR NR NR
(1.0) (3.0) (0.2)
8. 22 17 NR NR NR NR 5 MR NR NR NR
(6.9) (15.6) (2.6)
9. 2 2 NR NR NR NR NR NR NR NR NR
(22.2) (66.7)
10. 9 8 NR NR NR NR 1 NR NR NR NR
(33.3) 47.1) {10.0)
11. 37 33 1 NR NR NR 2 1 NR NR NR
(2.5) (3.0)| (3.7) 0.6) | (14.3)
12. 10 9 NR .NR NR NR 1 NR NR NR NR
(17.5) | (23.7) (5.6)
13. NONE
14. 41 35 NR 1 MR NR 5 NR NR NR NR
(3.8) (7.5) (25.0) (0.9)
15. 59 48 NR NR NR 1 10 NR NR NR NR
(6.9) (12.5) (100.0) (2.3)
TOTA 746 601 5 3 | 2 1 131 2 1 0 0
" (3.5) (5.6)| (3.7) 5.7 (2.8) (3.7) (1.4) ‘1.1) (1.9) 0 0
WORK |FORCE GE .
+20 6.7 4.4 6.8 3.4 4.4 1.7 1.3 2.3 0
-20% 4.5 3.0 4.6 | 2.2 3.0 1.1 0.9 1.5 o !}
COMPARTSON OF |FUNCTION|TO STATE
1. : + - + + NR p) NR NR NR NR
2. - NR NR + NR J NR NR NR NR
3. + + + NR NR + + + NR NR
4. - NR NR NR NR + NR NR NR NR
6. - NR NR NR NR - NR NR NR NR
7. - NR .NR NR NR - NR NR NR NR
8. + NR NR NR NR + NR NR NR NR
9. + NR NR NR NR NR NR NR NR NR
10. + NR NR NR NR + NR NR NR NR
11. - 0 NR .| NR NR - + NR NR NR
12. + NR NR NR NR + NR NR NR NR
14. + NR + NR NR - NR NR NR NR
15. + NR NR NR + + NR NR NR NR
NET SCORE +3 ~10 -7 -9 -12 +1 -9 -11 0 0
DISPARITY -13 ~-10 -12 -16 -2 -12 -14 0 Y
% DISPARITY 50.0 38.5| 46.2 57.7 7.7 46.2 53.8 0 0

SOURCE: Calculations by CSRO based on  EEO~4 data supplied by the State. The numbers in

parentheses are the proportions of workers in the ethnic group in the particular
job category.
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Table 4-6

Force with Percent in Professional Jobs in Function Work Forces

FUNC.] TOTAL WM BM HM AM AIM WF BF '| HF AF ATF
1.0 1,122 838 12 6 5 NR 249 9 1 2 NR
(26.7) | (38.6) | (30.8) | (46.2) [(50.0) (13.2) |(15.8) | (6.3) [(25.6)
2. 374 333 NR 1 9 1 29 NR NR 1 NR
(10.6) | (10.8) (11.1) {(69.2) | (9.1) (7.5) (33.3)
3.1 1,176 404 6 3 11 NR 736 10 5 1-- NR
(38.3) | (62.7) | (42.9) | (60.0) [(91.7) (31.6) [(22.2) {(31.3) {(100.0)
4. 90 74 1 NR 1 NR 13 1 NR NR NR
(3.6) | (10.8)| (11.1) (100.0) (8.8) [(20.0)
S. | NONE
6. 302 264 1 1 7 1 27 NR_ NR 1 NR
(27.5) | (33.7)| (25.0) | (50.0) |(100.0){ (100.0) (9.3) (33.3)
7. 684 - 235 3 1 19 1 415 2 1 7 NR
(15.4) [ (18.5)] (18.8) | (33.3) | (90.5)| (25.0} (13.5) | (8.0) |(50.0) | (35.0)
8. 154 60 4 1 1 * NR 87 1 NR NR NR
(48.1) (55.0)| (100.0)} (100.0)|(100.0)| ° a.b) | Qe.m )
9. 4 1 NR NR NR NR 3 NR NR NR NR
b4.6) | (33.3) (50.0) .
10. 17 9 NR NR NR NR 8 NR NR NR NR
(63.3) | (52.9) (80.0)
11. 318 228 8 2 6 1 69 4 NR NR NR
(21.4) | (20.9)| (29.6)] (25.0)](100.0)| (25.0) (20.5) | (57.1)
12. 9 NR NR NR NR NR NR NR NR NR
(15.8) | (23.7)
13.] NoNE
14. 551 348 1 3 NR 3 183 6 5 NR 2
(50.9) | (76.7)| (25.0){ (75.0) (100.0p (32.1) | (31.6)] (50.0) (50.0)
15. 446 297 4 3 NR NR 136 3 3 NR NR
(32.1) | (77.3)| (80.0)] (60.0) (30.7) | (23.1)| (75.0)
TOTAL 5,247 3,100 40 21 59 . 7 {1,955 36 | 15 12 2
HORR péﬁéég qGézs.s) (29.9) (39.6)] (81.9) (25.9) (20.2) | (18.9) (28.3)| (32.4)] (10.0)
+204  29.9 34.6 35.9 47.5 98.3 31.1 24.2 22.7 34.0 38.9 12.0
~20%4 19.9 23.0 23.9 31.7 65.5 20.7 16.2 15.1 22.6 25.9T7 8.0
COMPARISON OF, FUNCTION TO STATE
1. + 0 0 - NR - 0 - - NR
2. - NR - 0 - - NR NR 0 NR
3. + + + 0 R + 0 0 + NR
4, - - NR + NR - 0 NR NR NR
6. 0 0 + + + - NR NR 0 NR
7. - - 0 0 + - - + 0 NR
8. + + + + NR + 0 NR NR NR
9. 0 NR NR NR NR + NR NR NR NR
10. + NR NR NR NR + NR NR NR NR
1. - 0 - + 0 0 + NR NR NR
12. 0 NR NR NR NR NR NR NR NR NR
14, + 0 + NR + + + + NR +
15. + + + NR NR + + + NR NR
NET SCORE +2 -3 -1 -2 -6 0 -3 -6 -8 -11
DISPARITY -5 -3 -4 -8 -2 -5 -8 -10 -13
% DISPARITY 19.2 11.5 15.4 30.8 11.5 19.2 30.8 38.5 50.0
SOURCE:

Job category.

Calculations by CSRO based on EEO-4 data supplied by the State.

The numbers in
parentheses are the proportions of workers in the ethnic group in the particular
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Table 4-7

Comparison of Percent from Each Ethnic Group in Service/Maintenance Jobs
in the State Work Force with Percent in Service/Maintenance Jobs in

Function Work Forces

FONC. TOTAL WM BM HM AM AIM WF BF RF AF AIF
1. 541 332 13 3 1 2 178 11 1 NR NR
(12.9) | (15.3) | (33.3) | (23.1) |(10.0) |(100.0)| (9.5) | (19.3) (6.3)
2. 1,125 1,072 7 3 NR 4 39 NR NR NR NR
: (31.8) | (34.6) | (58.3) | (33.3) (36.4)| (10.1) --
3. 28 22 2 NR NR NR 4 NR NR NR NR
(0.9) (3.4) (14.3) (0.2)
4. 14 10 1 NR NR NR 3 NR NR NR NR
(1.6) (1.5) (11.1) (2.0)
s. NONE
6. 117 101 2 NR NR NR 13 1 NR NR NR
(10.6) | (12.9) | (50.0) (4.5) | (16.7)
7. 651 212 2 NR 1 NR 424 2 NR 9 1
(14.7) (16.7) (12.5) (4.8) (13.8) (8.0) (45.0) (16.7)
8. 3 3 NR NR NR NR NR NR NR NR NR
(0.9) (2.8)
S. 1 NR NR NR NR NR 1 NR NR NR NR
(11.1) (16.7)
10. NONE
il. 33 27 NR NR NR NR 6 NR NR NR NR
(2.2) (2.5) (1.8)
12. NONE
13. |. NONE
14. 6 4 NR NR NR NR 2 NR NR NR NR
(0.6) (0.9) (0.4)
15. 30 11 1 2 NR NR 15 1 NR NR NR
(3.5) (2.9) (20.0) (40.0) (3.4) (7.7)
TOTAL] 2,549 1,794 28 8 2 6 685 15 1 9 1
(12.1) | (16.7) | (20.9) | (15.1) | (2.8) | (22.2) | (7.1) | (7.9) (1.9) | (24.3) (50.0)
WORK FORCE RANGE
+202)  14.5 20.0 25.1 18.1 3.4 | 26.6 8.5 9.5 . 29.2 1 60.0
~20% 9.7 13.4 16.7 12.1 2.2 17.8 5.7 . 1. 19.4 40.0
COMPARISON OF FUNCTION TO STATE
1. 0 + + + + + + + NR NR
2. + + + NR + + NR NR NR NR
3. - - NR NR NR - NR NR NR NR
b. - - NR NR NR - NR NR NR NR
6. - + NR NR NR - + NR + NR
7. 0 - NR + NR + 0 NR NR -
8. - NR NR NR NR NR NR NR NR NR
9. NR NR NR NR NR + NR NR NR NR
11. - NR NR NR NR - NR NR NR NR
14. - NR NR NR NR - NR NR NR NR
15. - 0 + NR NR - 0 NR NR NR
NET SCORE ~7 A ~5 -7 -7 -3 -5 -9 -9 ~-11
DISPARITY +3 +2 0 0 +4 +2 -2 -2 -4
4 DISII’ARITY 13.6 9.1 0 0 18.2 9.1 9.1 9.1 18.2
SOURCE:

job category.

Calculations by CSRO based on EEO~4 data supplied by the State.
parentheses are the proportions of workers in the ethnic group in the particular

The numbers in
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Table 4-8

Percent Disparity Compared

MALE * FEMALE '
Am. Ind. Am.Ind.
Asian or or Asian or or
Black Hisp., Pac.Isl. 'Al.Nat. White Black Hisp. Pac.Isl. Al.Nat,
Administrative 50.0 38.5 46.2 57.7 7.7 46.2 53.8 o 0
Professional 19.2  11.5 15.4 30.8 11.5 192 30.8 38,5 S50.0
Service 13~6 9.1 0 0 18.2 9.1 9.1 9.1 18 2

Source: Calculations by CSRO shown on

Tables 4-5, 4—6 and 4-7.
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In the administrative category only 14 of 746
Thus, there are very few to compare

each of the functions.

administrators are from minority groups.

with tbe white men who predominate in this category. In those functions which

include minority administrators they are usually as great or greater a

proportion of their etbnic group as white males. However, it sbould be noted

tbat only six of 13 functions include minority administrators.
White women are administrators in all but

In most

functions there are none at all,

one of the functions. But without exception, white women administrators in

each function are a smaller proportion of all white women employed in the
function than are white male administrators as a proportion of all white males

employed in the function. The disparities are usually quite dramatic.

White men are less dominant a proportion (about 60 percent) of the

professional level jobs and more functions include at least some minority

professionals than is tbe case for administrators. Indeed, the percentage of

minority professionals from each ethnic group in some functional work forces

is greater than the proportion of white male professionals from the white male

group in the same functional work force. However, the significance of this

can be overrated because in so many functions minorities are such a small
proportion of the functional work force that even one person in the job
category constitutes a large proportion of that group's functional
representation. Again, in most functions white female professionals
congtitute a much smaller portion of the white female component of the
functional work force than white male professionals of the white male

camponent of the functional work force. Tbe exceptions are in functions where

there are very few women employed and tberefore a small number of wbhite women

professionals constitute a large proportion of the white women employed in tbe

function,
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In the service/maintenance worker category a review of the data in Table
4-7 shows that there are many functions in wnich most of the nonwhite etbnic
groups are not represented. But black males are represented in seven of 1l
functions and in those functions where there are a large number of black males
it would appear that the proportion of black male workers in the function who
are service/maintenance workers is considerably larger than tbe proportion of
white male workers in the function who are service/maintenance workers., White
female service/maintenance workers in four of the five functions where there
are 10 or more are a smaller proportion of all white female workers in the
function than are white male service/maintenance workers a proportion of all
white male workers in tbe function.

A glance tbrough the appendix tables shows tbat altbough few
administrators earned less than $15,999; the proportion of minority or white
females in the administrator category who did so was larger than the
proportion of white male administrators at that salary level. Indeed, it is
striking that there are any administrators at below $15,999.Ll

But perbaps tbe most interesting measure of State affirmative action
efforts is the change that occurs because of new bires. About L4 percent of
tbe 1980 State work force are persons hired during the year. There is thus
much room for change in the composition of the State work force. The
proportion of new bires who are minorities or women is greater than tbeir
proportions in tbe existing work force for the State. But a look at the
details indicates an interesting pattern. During 1980 no minorities were
bired as administrators. Although 0.7 percent of the white women bired were
administrators, 2.0 percent of white males hired were administrators so the
disparity between these two groups increased. The proportion of black men who

were professionals, protective service, office clerical and
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service/maintenance workers who were bired was latrger tnan the comparable
proportion for white men. No black women administrators were nhired during the
year, and tbe proportion of black women bired as professionals was nearly balf
that of white men. No black women technicians or protective gervice workers
were bired and the proportion of black paraprofessionals wag legs than the
comparable proportion of white. Only in tbe office/clerical category did the
proportion of black women bired exceed tbhe comparable proportion for wbhite men
or women. A review of tbe biring in individual functions shows broadly the
same pattern. Overall, there is a slignt sbift in total work force because
minorities and wamen are a greater proportion of new hires than of tbhe work
force. But a review of the actual pbiring patterns shows that in only six of
13 functions were any white or women bired as officials or administrators and
in none were minorities (eitber male or female) bired as administrators. 1In
four functions no minority professionals were bired; in five functions no

minorities were hired as service/maintenance workers.

d. Analyses of Affirmative Action Plans

Table 4-9 shows the extent to which 18 plans for affirmative action
submitted to the Advisory Committee by the State of Iowa meet the test of a
good plan., (Coments by the Iowa Civil Rights Cammission on this review are
noted in Chapter 3.) Tbhe L8 plans cover all State agencies which employ more
tban 100 persons. 1In 1978 the Advisory Committee reviewed six agencies:
Education, Social Services, the Job Service, the Crime Commission, tbhe
Secretary of State's Office and tne Banking Commission. The last tbree are
not included in the current analysis. Tne three agencies surveyed bhere and in
1978 eitner bad compared work force to labor force or planned to do so in
1978. Only toe Department of Public Instruction bad anmalyzed its

utilization. Botn tbe departments of social services and job service proposed
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Services
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DPI

I. IMPLEMENTATION
A. Chief Executive of agency responsible

4, Chief assumes formal responsibility, affirmative action
officer reports to chief executive.

3. Chief assumes formal responsibility, affirmative action
officer reports to intermediate official.

2. Chief assumes formal responsibility but there is no
affirmative action officer,

1. Chief does not assume formal responsibllity.

B. An affirmative action officer is appointed and duties
specified.

4. Yes.

3. Appointed but duties not specified.

2. Post planned.

1. No affirmative action officer appointed.

C. Dissemination of affirmative action plan.
4, Wide internal and external.
3. Some internal and external
. 1 1 11 11 1 2 14 41 4 1
2. Wide internal and external planned.
1. Less.

€<

II., WORK FORCE ANALYSIS
A. Determfne availlable labor for-~ kv *-h category, race,
sex, salary.

4, Determined by all categories.

3. Determined by job category, race, sex.

2, Plan to determine by all categories.

1. Less data.

B, Work force analysis includes race, sex, salary.
4, Implemented including job classifications, race,
sex, salary.
3. Does not include salary. 1 |6 401 4|4 1 3 13 314 4 4
2. Plan discusses all items but analysls 1s not yet
implemented.
1. Less.
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C. Work force analysis includes age or handicap.
4. Age and handicap.
3. Age or handicap.
2. Plan discusses age and handicap but analysis not | 1 |4 311 40 414 |1 |1 1|1 4|1 |4 4 1 311
yet implemented. |
1. Less,
D. Determine underutilization by race and sex, age
and handicap.
4. Underutilization determined éor all four cate-
gories by job category and salary level. )
3. Underutilization determined for race, sex and 1 I 41 1 311 3 |3 3|1 3|1 3 3 1 1 3
job category.
2. Underutilization determination by all four
categories by job category.
1, Less.
E. Set long term goals.
4, Set long term goals by race, sex, age, handicap.
3. Set long term goals by race, sex only.
2. Plan to set long term goals by race, sex, age, 11 31 1f 1 1 11 41 1f1 112 [1 311 141
handicap but not yet implemented.
1. No long term goals planned.
F. Set short term goals.
4. Set short term goals by race, sex, age,
handicap.
3. Set short term goals by race, sex only.
2, Plan to set short term goals by race, sex, age, 191 41 3 1 4 131 41 11 2 1 3 1 113
handicap.
1. No short term goals,
III, RECRUITMENT
A, Identify and maintain contact with minority/
women's organizations, which could assist in
recruitment.
4, State they have a contact list and show that Ly 1l 31 2 R R 3 b ! b3

they maintain regular contact.
3. State they have a contact list but do not
show or assert regular contact,

2, Plan to maintain regular contact and state
they will develop complete contact 1list.

1, Less, including assertions of contact but
no list,

%S
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. Services

| Health
Transportatior

Environmental

Quality

| General
Conservation

Beer &Liqueor
Blind
Comptrollex
Job Service
Public Safety

Justice

Agriculture
OPP

' Services

Revenue
Soil

Social

Commerce

Conservation
. DP1

B. Make sure contackts above are notified of all
vacancles.

4. Do.

3. Notify some but not all.

2, Plan to make sure all are notified but not yet
implemented.,

i. Do not.

C. Maintain records of recruitment efforts including
sources used during the preceding year and what they

produced.
4. Detailed records of sources used and their

productivity.
3. Record of sources used but little or no

productivity information.
2. Plan to maintain detailed records of sources used

and their productivity but not yet implemented.
1. Less.

D. Advertise jobs using media with the largest
minority and female audience in the normal recruit-
ment area for the position.

4. Assert they use major media and principal
minority/female oriented media.

3. Assert they use major media only.

2. Plan to use major media and principal minerity/
female oriented media but not yet implemented.

1. Do not advertise or do not specify media used.

39

IV. SELECTION
A. Ensure all written or skills testing do not have
diseriminatory effects or have been validated.

4, All testing validated or assertion of non-
discriminatory effects.

1, Some validation done and intent to do more
validation or effects testing.

2. Plan to validate all tests or determine non-
discriminatory effects within five years.

1. No validation or effects testing, or not
scheduled for completion within five year time

span.
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Agriculture

Beer & Liquor

Blind

Commerce

Comptroller

Conservation

-Environmental

Quality

‘General

Services

Health

Job Service

Justice

OPP

.Public Safety

DPI

Revenue

Social
Services
Soil

Congerszation

Transportation

B. Easure interview is structured and performance
,on interview reasonably predicts job performance,
- 4, Completely structured interview guldelines re-
late tc knowledge, skills, abilities.

3. Structured interview not necessarily related
to knowledge, skills, and abilities.

2. Plan to structure all interviews using knowl-

edge, skills and abilities critetia within 5 years.
1. Less.

C. Train persons responsible for hiring to handle
selection process in nondiscriminatory way.

4, Trained-completed,

3. Training scheduled.

2. Training mentioned but not scheduled.

1. Less.

D. Revicw application questionnaire to emsure no
illegal questions asked.

4. Questionnalre reported to be nondiscriminatory.
3. Questionnaire under review for appropriateness.
2, Plan to review questionnaire but not yet done.
l. Questionnaire not discussed.

E. Review entry level job descriptions to ensure
they do not contain unreasonable job specifications.
4. Job descriptions have been validated,
3, Job descriptions are currently under review
and some have been validated.
2. Plan to validate all job descriptions within
5 years but not yet begun.
1. No review of entry level job descriptions has
been done or is planned or no timeframe for
completing validation,

F. Where agency entry level jobs require
considerable knowledge, skills and ability,
develop trainee classes or justify inability to
do so.

4, Trainee positions established.

3. General review of possible trainee positions.
2. Trainee positions planned.

1. Less.

9g
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Public Safety
Conservation
Transportation

Revenue
Social
Services
Soil

DPI

“Béer & L1quol
OPP

Agriculture
Rlind
Commerce
Conservation
"Environmental
Quality
General
Services
Health

Job Service
" Justice

C

V. PROMOTION
A, Review and analyze job descriptions to ensure that

there are no unreasonable job specifications.

4. Knowledge, skills, and abilities requirements are
stated to be minimum. '

3, Validation in process.

2. Validation planned.

1. No validation of KSAs planned.

B. Career ladder established.

4. Many ladders exist or planned.

3. Agency considering planning career ladders but
none in actual operation.

2. Agency mentions planning career ladders.

1. Less.

C. Ensure employees are aware of career ladder
opportunities, the requirements for other jobs are
known and procedures for using career ladders are
publicized.

4, Fully done.

3. Partially done.

2. Planned for implementation within five years.

1. Less, or no timeframe for completion within
five years,

LS

D. Identify resources and procedures for upward
mobility and disseminate this information.

4. Full dissemination and publication and
persomnnel counseling.

3, Posting or other formal announcement only.

2. Full dissemination and publication and
personnel counseling planned but not yet
implemented.

1, Vague commitments to upward mobility.

E. Develop and maintain a listing of the skills of
all employees to be used for encouraging applica-
tion for promotion.

4. Done.

3. Mentioned.

2. Planned.

1. Not mentioned.
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F. Providing training opportunities bothk on the job and

classroom,

4, Training for advancement and reasonable accommoda=
tion of work schedule to training needs.

3. Improved skills training, no special accommodation 2 14 312 212 3 |11 a1 o2 2 2| 3 313

2
of work schedule to training needs.
2, Plan to provide training and accommodation,
1. less.
[
VI. CONDITIONS OF WORK
A, Childbirth covered by medical leave policies and
pZ?vziio:rgiiéizfted leave of absence without pay. 1 |1 &1 1] 1 1 1 1l 1 1 1 4 11 ‘
3. No extra leave,
2. Plan to provide full maternity benefits.
1, Less.
B. Flexible hours provided.
4. Established for all positicms.
3. Considered/planned. 1 ¥ 11 21 1 1 |1 11 21 1 1 1 {1 1 &
2. Mentioned.
1, Less.

C. Part-time work available.
4, Stated available.

3, Availability limited. 111 11 & 2 3 1 91 1
2, Planned but not yet implemented.
1. Not mentioned.

D, Facilities accessible by public transportation.
4. Stated accessible,
3. Mentioned, IO U Y 1 S A W N N T Y PO T O 1
2. Plan for future facilities. 1 l-
1. less. |
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Agriculture
Beer & Liqour

Blind
[Conservation

Commerce

Conservation
Transportation

Revenue
Services .
Soil

[Public Safety
Social

General
Services
Health
Job Service
Justice

DP1

Environmental
OPP

Quality

E. Facilities accessible to handicapped.
4, Completely accessible.
3, Planning underway to make completely
accessible, some areas accessible. 111 1l b
2. Plan complete accessibility but plans not yet
developed.
1. Less.

VII. EQUAL EMPLOYMENT CPPORTUNITY COMPLAINT AND GRIEVANCE PROCEDURES.
A. Formalized procedures for personnel
grievances with both in-house remedies and
appeal outside.

4, Formal procedure includes external appeal.

3. Formal procedure but not structured external 1 la 41 4 2
appeal.

2. Formal procedure planned to include appeal
but not yet implemented.

1. No formal structure.

6§

B. Formal discrimination complaint processing
established in addition to personnel grievance
procedures.

4. Full equal opportunity complaint process-
ing leads to State human rights agency.

3. Equal opportunity complaint processing
ends at agency level.

2, Plan internal mechanism.

1. No intermal mechanism.

C. Affirmative action officer available to
counsel employees on complaints about
discrimination.

4. Full-time counselor,

3, Part-time counselor. 1 (3 13y1 11

2, Pilan- fill-time counselor but not yet
implemented.

1. None.
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VIII. LAYOFFS, DISCHARGE, DEMOTIONS
A, Exit interviews to determine discrimination is
not forcing employees out.,
4, Yes. 11 111 4 1 1 4 B 41 L1 f41] & 1 4
2. Planned but not yet implemented.
1, No.
IX. EVALUATION _ | —
A. Annual update work force utilization analysis.
4. Annual update implemented and analysis of change
over the preceding 12 months.
3. Annual update implemented but mo analysis of b ip g4 4 LR 321431 ! 3
change.
2, Plan annual update and analysis--not yet
implemented.
1. Less.

B. Annually review success in meeting goals and
timetables.

4. Annual review indicates or promises to review
degree of success and corrective measures if needed,
including revised one year goals.

3. Notes changes but does not indicate action. 1 {1 171 1f 3 4 193 213 11 242 171 1 3

2, Plan annual review of degree of success and
corrective measures including one year goals but
not yet implemented.

1. Mo action.

09

C. Applicant flow data analyzed to determine
obstacles to affirmative action.
4. Applicant flow data shows reasons for non-hire.
3. No reasons for non-hire maintained. a1 201 1 1 s 414 11y 2l 113 1l 1 4
2, Plans applicant flow with reasons for non-hire.
1. No applicant flow data,

D. Review interview practices and procedures.

4, Plan shows implementation of systematic review
of practices and procedures.

J. Shows reviews of practices and procedures but

not systematic.

2. Plans implementation of systematic review but
not yet done.

1, Less
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DPI
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Environmental
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E. Maintain records of promotions, upgrdding.and
transfers by race, sex, age, handicap.
. 4. Maintain complete records including salaries
and analyze for all categories. 1 o1l sl o2 1 4 a1 1 1
3, Maintain complete records except salary and/or
age.
%. Plan to maintain full records on promotions,
upgrade and transfer by race, sey, age, handicap.
1. Less.

F. Records of equal opportunity complaints.

4, Maintain records of all complaints by race,
sex, age, handicap and analyze for discriminatory
practices.

3, Maintain records but do not include age/or
analysis. 1 (1 111 111 111 13| 1 1 1 2 1

2. Plan but have not yet implemented record-
keeping on EO complaints by race, sex, -age,
handicap.

1. No records.

19

"G. Appraise supervisors' affirmative action

efforts.’
4. Performance evaluation includes affirmative
action.
3, Affirmative action expected but not a formal
part of evaluation. 13 1)1 4 1 1 4 4 3 1 § 4 3 3 4
2. Plan performance evaluation to include
affirmative actiom.
1. Less.

H. Overall assessment of affirmative action efforts.
4. Narrative reports which action items were
implemented with what success or problems. .
3, Some successes and failures in implementation 1 (3 41 1 3 31 323 1 3 3 1 1
are reported but not all action items are discussed.
2. Plan calls for complete narrative report on pro-
gress in subsequent years.
1. Less.

Codes: 4-implementation--good Source: Affirmative A
%:éTg#egﬁgtggéoga-gatisfactory Central sz:tegtéggigéggsosufpéig% i%the
{-plan unsatiafacgoggentation reported U.S. Commission on Civil ﬁigﬁts
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to review entry job classifications. Public Instruction indicated a formal

commitment to training opportunities to improve mobility. Botb pﬁolic
instruction and job service had formal recruitment plans. The tbree agencies
bad plans for evaluation including data collection and assigned responsibility
for implanenta.atio*a.12 Toe Advisory Committee rteported that the few
recruitment efforts in those plans were incomplete and unlikely to produce
increases in the numbers of minorities and women wbo applied for posts.“3
It also reported that evaluation methods were primitive and responsibility too
widely dispersed.m

Of tbe L8 plans reviewed in Table 4-9, 10 indicate tbhat information about

the available labor force bas been obtained and l4 indicate that tbhey bave
determined the racial and sex composition of the agency. Many, bowever, did
not bother to make this determination for each principal subunit. (The
exceptions are noted in the narrative in Table 4-10.) However only nine bhad
actually compared work force to labor force. Only one agency bad set long
term goals and only five bad set short term goals, although one otber agency
planned to do botbh.

Less than balf of the agencies bad satisfactory recruitment programs.
Very few bad satisfactory plans or bad undertaken satisfactory measures to
ensure that selection was nondiscriminatory.

Few agencies planned or bhad implemented affirmative action efforts to
promote or upgrade minorities or women. Only two agencies maintained Lists of
employees' skills which could pe used in encouraging upward mobility.

Only tbree agencies bad explicit provisions for full maternity leave

benefits. None bad flexible work schedule provisions or stated that tneir

facilities were readily accessible by public transportation.
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Most agencies bad formal grievance and formal discrimination complaint
procedures but only four provided a full or part time counselor to assist
employees in resolving discrimination complaints. Only seven agencies had
exit interview procedures.

Less tnan balf tbe agencies bad planned or implemented annual updates of
their work force utilization or reviewed success in meeting goals and
timetables, Seven agencies maintained applicant flow data and two more
planned to do so. Few maintained or planned to maintain records on
promotions, upgrading and transfers. Six agencies included accomplisbment of
affirmative action in supervisors' evaluations and five otbers expected
affirmative action efforts from tneir supervisors but did not include tbis
item in tbeir evaluations.

The chief officers of eignt agencies assumed formal responsibility for
implementation of affirmative action programs. All but one agency bad an
affirmative action officer. Only six agencies disseminated tbeir plans botn

internally and to outsiders.

All of the 18 plans had been approved except for that of the Department of
Social Services which was under revision at tbe end of 1980.15

In Table 4-10 the Advisory Committee presents some narrative comments on
the key elements of the affirmative action plans. Altbough tbere are some
significant exceptions, many of these comments suggest that the planning in
1980, as it was at the time of the last review, does not provide for effective
measures of affirmative action. Particularly noteworthy is the frequent
anigsion of an effective internal evaluation procedure that would allow

determination of what worked and what did not and provide a basis for

subsequent modifications in the plan.
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Table 4--10
Summary Comments on the Affirmative Action Plans
of State Agencies tbat BEmploy L00 or More Persons

IOWA

Department of Agriculture - The plan is dated April 1980. There is no
analysis of utilization to determine underutilization. Tbhere is no detailed
analysis of work force or comparison to labor force. Except for recordkeeping
on applicants and review of training opportunities no concrete measures are
proposed whicb migbt improve opportunities. There is no circumstantial detail
on improvements in selection procedure or pramotion procedure. Most elements
necessary for a comprehensive plan are missing. There is no provision for

internal monitoring or review by the agency.

Beer and Liquor Control Department - The plan is dated April 8, 1980. A very
rudimentary utilization analyses and equally rudimentary goal and timetable
for remedying tbe implied underutilization are provided. The agency asserts
tbat the Merit Employment Department is entirely responsible for selection and
that any cbanges must be done by it. It blames any inequality in transfers on

a union contract. It bints at assisting in recruitment, but makes no
comnitment. There are no monitoring or review mecbanisms. The document lacks

many of tbe essential elements of an affirmative action plan.

Commission for the Blind - The plan is dated May 20, 1980. The plan contains
detailed utilization analyses, detailed camparison to the labor force and sets
goals but not timetables. The action elements are based on the utilization

analyses and a detailed assessment of other problems. Taken as a whole, tbis
is a comprebensive and sophisticated plan although some elements are missing,.

State Commerce Commission - The plan is dated October 3, 1980. Tbhis contains
a statement of principles appended to which are some vague action items.

There are no utilization analyses or comparison between work force and labor
force. The absence of a full-time personnel officer in the agency may explain
the visible paper deficiency. Some of the action elements such as widespread
advertising and monitoring of training fund allocations may belp. But the
gaps revealed in the agency's comprehension of the scope of the problem are
large. Most elements necessary for a comprehensive plan are missing.

State troller - The plan is dated July 1, 1979 and reported republisbed
April (2:%, 1980. This plan contains careful utilization analyses and carefully
developed numeric goals and timetables to remedy tbe identified
underutilization. Altbough some of the action elements are less specific than
might bave been possible and not every possible action bas been planned, the
document contains most of the key elements--including good monitoring
procedures for same elements of the plan. Significant weaknesses are the
absence of a comprehensive evaluation procedure and failure to plan reviews of
job specifications and applicant flow.

Conservation Commission - The plan is dated May 198l. It contains 1979 data
on utilization of minorities, women and bandicapped persons by the agency but
does not provide data on utilization by units within the agency. Although
1977 work force analyses, appended to an April 1980 plan recommend an ''eigbt
factor'' analysis and development of numeric goals and timetables, these are
not evident in tbe 198l plan. The 198l plan acknowledges minority and female
md?rutllizgtlon.but specifies only a concentration of white females in the
office/clerical job category. New bires, promotions and terminations are
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reported, but tbeir impact is not. The plan gives no indication that a
comprebensive evaluation procedure will be developed. It places
responsibility for selection on merit systems altbougb it does suggest the

department bas some classifications wbich could be used to promote affirmative
action.

Department of Envirommental Quality - The plan is dated Marcb 4, 1980. Tbe
plan contains an agencywide work force utilization analysis and numeric goals
and timetables but there is no comparison to the available labor force. Wbile
the goals and procedures to attain tbhem do seem likely to increase
representation of minority and female workers, there is no explicit rationale
for the basic goals. More important, the goals do not separate the various
affected groups so that it would appear, however unjustified, that tbere is
scope for filling slots witb one group to the exclusion of otbers. The plan
details at length recruitment problems and proposes some measures for
resolving these. But these proposals are samewhat vague, albeit there are

otber agencies who bave proposed less. The evaluation mechanism is specified
in vague terms.

Department of General Services - The plan is dated December 31, 1979. The
plan contains a utilization analysis and comparison to tbe available work
force. Underutilization is identified on tbe agency level but the analysis
also includes divisional statistics. Several evaluative mechanisms are
implemented to review tbe major action elements of tbe plan. But no numeric
goals and timetables are specified. While some of the action elements are
well defined, otbers are not--many of these do not detail bow an action is to
be implemented. While many items are reported as campleted, there is no
information provided in tbe plan on bow, or how effectively.

State Department of Health - The plan is dated Marcb 1979 with a December 31,

1979 update. The plan includes a detailed comparison of work force to

available labor force for tbe agency as a whole and each subunit. Numerical

goals and timetables are not specified but efforts to reacbh parity are

indicated. The action items stated in tbe update are less precise tban tbhey !
might be. The analysis of barriers to employment suggests further study of
these is necessary. The proposed in-agency evaluation should be effective.
Altbough many items in the 1979 plan bad target completion dates prior to
December 1979, tbere is no indication from the supplement tbat they were : |
completed. |

Department of Job Services - The plan is dated June 6, 1980. This is a
reasonably complete alfirmative action plan containing a work force
utilization analysis and comparison to the available labor force, specific
short term goals and most of tbe relevant action elements. What is missing is
detail on how some elements are to be implemented and some indication of tbe
success or failure of efforts currently underway. It would appear that tbhe
in-agency evaluation procedures could provide for effective review but because
detail is lacking, it is bard to be unequivocal.

Department of Justice - The plan is dated October 15, 1979 and includes an
update including tbe period to January 20, 198l. The update reports success
in recruiting both entry level and senior level women as attorneys and in j
recruiting minorities. The labor force data is for Polk County only and is |
not compared to the work force. Some recruitment and utilization problems are

identified. The plan includes no numeric goals and timetables and no action
elements.
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Office for Planning and Programming - The plan, dated November 26, 1980,
contains a aetaiIﬁ assignment of responsibility, analyses of work force and
determination of underutilization for tbe agency and eacb subunit. Altbough
underutilization is identified, no numeric goals and timetables are set.
Evaluation procedures are established. Almost every significant element for
affirmative action is mentioned but the details of what will actually be done

are sametimes thin. A strong point of the plan is the clear delineation of
responsibility.

Department of Public Instruction - The plan is dated Marcb 10, 1980 witb an
update dated April 1980. The plan contains a work force utilization

analysis. Altbough note is taken of the size of tbe labor force, there are no
detailed comparisons. There are numeric goals and timetables. These are not
as detailed as they might be. Many of the action items would promote
affirmative action but details on what will be done are often omitted. For a
plan which is the latest of seven year's effort, tbere is remarkably little
detail about results achieved and, altbougb some data is apparently available,
little evidence of evaluation and review.

E‘%_—_{I__tz tment of Public Safety - The plan is dated May 1, 1980. Altbougb tbhe
introductory material is complete, there are few otber details to support the
plan. There is an assertion that the long-term goal is parity with the
available labor force. But availability is based on those employed in 1970
and omits many other factors. There are no work force analyses or comparison
to tbe available labor force computations, altbough one plan item is to
prepare one. There is a ''situation audit" that implies such analysis bas been
done in tbe past, but no evidence of tbis is presented. The ''situation audit"
suggests general satisfaction with current efforts but provides no detailed
information to justify that conclusion. Tbe action items are described in
very vague terms and even where specific action steps are specified, tbhere is

little detail.

Department of Revenue - The plan is dated January 13, 198lL. It contains a
departmentwide utilization analysis, applicant flow statistics and a
comparison to the available labor force. The basis for the labor force data
is provided. There is detailed information on recruitment efforts and
detailed one and five year goals. The calculation of underrepresentation is
provided. Tbe action elements for recruitment are specific. Otber action
elements are less well specified. Althougb substantially more data was
assembled in 1980 than earlier, there is still little evaluation of what the
data means--especially that on applicant flow and internal staffing cbhanges.

Department of ‘Social Services - The plan is dated July 1978. The plan states
tbat there are numeric goals and timetables for remedying underutilization but
these are not included in tbe document provided. Nor is there a comparison of
labor force to work force. The action elements do not have specific

timeframes for implementation. Some are more specific and detailed than
otbers. Plans for evaluation are incorporated into tbe process. There is no
indication of the success or failure of past efforts. The absence of
specificity of goals might make assessment of efforts difficult. Altbougb the
plan covers 1978-1980, there is no assessment of first year accomplisbments.

%rtment of Soil Conservation - There is no affirmative action plan. All
that 18 available 18 a series of letters between ICRC and the department. One
of the letters does indicate some issues and the letters contain data on the
agency work force but there is no analysis. Because there is no affirmative

action plan, data on the department's efforts are not included in Table 4-9.
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Department of Transportation - The plan is dated January 198lL. It contains
goals and timetables for each unit of the agency for specific job categories,
labor force and work force statistics. An earlier plan, dated March 27/, 1980
contained buried within supporting documents a lot of tborough evaluations of
accomplistments and deficiencies. This is lacking in the newer plan. Also
absent is data presented in 1980 which analyze turnover. The plan contains
specific commitments regarding recruitment, promotion, training, career
planning and conditions of employment. The affirmative efforts of supervisors
are to be part of their evaluations. Lacking are substantive steps to ensure
that the selection process is nondiscriminatory and detailed procedures to
evaluate accomplistments and determine what sbould be done in subsequent years.
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Toe Iowa Civil Rigpts Commission bas conducted annual reviews of the

status of affirmative action efforts beginning in 1978.1'6 The Iowa

commission reported that the proportion of State agencies wbich met tbe
requirement to submit affirmative action plans under tbe provisions of
Governor Ray's Executive Order No. 15 increased dramatically between 1978 and

1979. 1t also stated that tbe quality of the plans submitted improved

significantly.17

Analyzing the overall utilization of minorities and women, tbhe JIowa
comnission stated tbat "Each State agency must make an affirmative action
effort of increasing black employees, as well as otber protected class members

nl8

in 1980 to meet affirmative action goals. It concluded that greater

recruitment efforts would be needed, in coordination with tne State Merit
De];x«.u'tm:-:»nt.19 It suggested tbat alternate selection procedures should be
explored.20 It urged that management and line supervisors be evaluated on

21

their affirmative action performance. Toe Iowa commission noted that it

lacked tbe staff to provide consistent monitoring and technical affirmative
action assistance to State agencies and would seek the help of other groups,

including the Iowa Advisory Committee to the U.S. Commission on Civil Rignts,

to improve its monit:oring.22

e. Administering Agency: The Iowa Civil Rights Commission

Tbe following description of the powers and duties of the agency

responsible for administering the Iowa affirmative action program was provided

by the Iowa Civil Rigbts Commission:

Iowa does not bave an affirmative action office per se. There is neitber
such a office attacned to the Governor nmor such an independent office.
Ratber, each State agency bas an official responsible for affirmacive
action. The time spent by these officials may range from '‘as needed'' to
full time basis. Presently, approximately five of the largest State
agencies have full time AA/EFO officers.

Cig
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ALl of the agencies' AA/EEO officers do report annually to the Iowa Civil
Rights Commission, more specifically to the Affirmative Action Director of
tbe Commission. The Affirmative Action Director of the Iowa Civil Rights
Comnission would be the closest thing to the "affirmative action office."
The powers and duties of tbis office are tnose which are delineated by
Executive Order Number Fifteen. Operationally, the powers and duties bave
been those of monitoring and coordination. Tbere is no supervisory
relationsbip between this office and tbe agencies' AA/EFO officers.

The staffing pattern for the office has been one full time employee wno is
the Affirmative Action Director. Except for a period about two years ago
when a second employee was temporarily assigpned to tbe office, the same
pattern has existed since the promulgation of the Executive Order. The
budget for the office for FY 1980-8l was $24,848. Tve budget for FY
1981-82 is $24,951.

Toe office relies beavily on outside assistance. For example, questions
relating to application flow, testing, and test validation are addressed
cooperatively with the Iowa Merit Bmployment Department. Similarly,
census and labor market data are secured from Iowa Job Services and Office
for Programming and Planning. Computer programming and services are
mainly secured through the State Comptrollers Office.

The office reports directly to the Executive Director of tbe Civil Rights

Commission. Addit%gnally, the office has a direct access to the
Governor's office.


https://office.23
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12. Towa Advisory Committee, State Govermment Affirmative Action in

Mid-America(June 1978), pp. 98-107.

13. 1Ibid., p.i5.
14. 1Ibid.

15. TIowa Civil Rights Commission, Status of Affirmative Action in Jowa(n.d.),

pp. 22, 24, 25, 39, 40, 44, 45, 50, 57, 59, 61, 68, 82,86, 87, 89, 90, 90, 91,
97, 98.

16. 1Ibid., p.10.

17. 1Ibid., pp.10-1l1.
18. 1Ibid., p.13.
19. 1Ibid., p.108.
20. 1Ibid., p.109.
21. 1Ibid., pp. 109-110.

22. 1Ibid., p.L10.

23. Ta-Yu Yang, letter to chairperson, Iowa Advisory Cammittee, Nov. 5, 1981.
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STATE GOVERNMENT AFFIRMATIVE ACTION IN KANSAS

Introduction

Tois report on Kansas State affirmative action efforts was prepared while

tbe legal basis of such efforts was in tramsition from a July 1975 Executive

Order witb an accompanying State affirmative action plan by former Governor

Robert Bennett to a similar order by the current Governor, Jobn Carlin, and a

new State affirmative action plan. The new Executive Order and plan were

issued after most of the plans reviewed here were submitted to the Advisory

Camnittee and State review under tbe standards set in the new plans had not

begun at the time the Kansas State Equal Employment Opportunity Office

reported on its activities.

Executive Order No. 80-47 of October 21, 1980 specifies tbhat:

The Secretary of Administration shall bave the responsibility for the
preparation, promulgation, administration and annual update of the State

Affirmative Action Plan for equal employment opportunity within the State
civil service system. The State Affirmative Action Plan shall apply to

biring, recruitment, selection, benefits, promotion, transfer, layoff,
return from lLayoff, compensation, equality of wages, employee development
programs and training programs; ...

Each State agency designated in the State Affirmative Action Plan shall
establisb and annually update an Agency Affirmative Action Plan witbin the
parameters of the State Plan; ’

Each State agency designated in the State Affirmative Action Plan shall
include in their Agency Affirmative Action Plan the development of
reasonable goals and timetables to address underutilization of minority,

female and bandicapped persons;

The Department of Administration...shall, at regular intervals, evaluate
Agency Affirmative Action Plans designated in the State Pian....l

Under the new plan, all agencies witb 15 or more permanent positions are

required to submit an affirmative action plan. These agencies are listed in

the State plan.2 In a statement attached to the plan, Governor Carlin notes:

...1it has become apparent that the State was ill equipped to
satisfactorily realize its commitment |to affirmative action made in the
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Executive Order 75-9 and tne accompanying plan]. Efforts at affirmative
action were oriented toward a problem-reaction concept. Tnat is, as
problems arose, attempts at reconciliation were made after the fact.

To minimize future occurrences of this nature, we are strengthening our

goal-oriented approacn to affirmative action. Toward this objective,

three major programs are being reinforced.3
Governor Carlin's plan reauires annual revision of the State and agency plans,
special empbasis on "'initiatives which exist as affirmative action to overcome
residual effects of inadvertent discrimination,' and empbasis on the special
needs of disabled individuals.4 He concludes "My message is clear. Tbhrough
application of the necessary tools, affirmative action witbin State agencies
will result io a true realization of equal employment opportunity for
all."5 The State plan not only specifies what actions will be undertaken by
toe Department of Administration to furtner affirmative action govermmentwide,
but also specifies how agencies are to prepare their affirmative action
plans.6 The work force utilization analysis and document maintenance
requirements specified in the plan are unique in the region. If an agency
rigorously followed the State plan reauirements it would produce an extremely
comprehensive affirmative action plan camparable to the best plans prepared by
private employers subject to Federal contract compliance regulations.

Actions to be taken by the Department of Administration include education
of botb State officials and tbe public about affirmative action, increased
validation efforts to ensure unbiased testing, classification reviews,
development of career ladders, increased recruitment, development and
maintenance of unbiased working environment and record keeping procedures.

The new plan is candid in admitting past defects and precise in stating wbhat

needs to be done and will be done to remedy deficiencies in the existing

governmentwide efforts.’
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State agencies are provided detailed instructions for developing a work
force utilization analysis and determining appropriate goals and timetaples to
remedy any underutilization that analysis might disclose.8 While the whole
plan is worthy of praise and imitation, the provision to State agencies of
county by county civilian labor force statistics on the availability of
bandicapped persons to serve as a target for State efforts for the bandicapped
is particularly noteworthy because it is unique. In addition to utilization
analysis and setting of numeric goals and timetables, tbe State plans calls
for problems to be identified and addressed in such areas as recruitment,
trainee programs, classifications, examinations, preemployment procedures,
exit interview procedures, EEQ mediation procedures, grievance procedures,
work environments, EEQ administration, data collection, training opportunities
and reasonable acccmnodat:ion.9 The plan requires tbat accamplistments or
failures to achieve previous year objectives be reported and explained.lo
The plan details what responsibilities for implementation must be assigned, as
a minimum, to appointing autborities, EEO personnel, personnel officers,

1 But the plan does not explicitly

supervisors and other State employees.
provide for supervisory appraisals to include implementation of these elements
in evaluations of performance. Tbis is the only sigpificant amission from the

plan.

b. Kansas Governor's Activity

The State Equal Employment Opportunity Office reported that of 505
administrative appointments in the classified service, 86 went to white
females, 20 to black males, eight to black females, 20 to Hispanic males, two
to American Indian/Alaskan Native males, four to Asian/Pacific Islander males,
one to Asian/Pacific Islander females. Overall, L] percent of the Govetrnor's

administrative appointments went to minority persons, L9 percent went to women
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from all etbnic groups. The Governor made 91 appointments of professionals to
the unclassified service. Of these, one was a black male, one was a black
female, one was an Asian/Pacific Islander male and one was an Asian/Pacific
Islander female. Overall, four percent of bis professional appointments went
to minority group persons and 29 percent of his professional appointments weat
to women from all ethnic groups. The Governmor appointed 21 persons to
secretarial/clerical jobs in tbe unclassified service. Twelve of these went
to white wamen, two to black women, one to an Hispanic woman. Overall, 14
percent of tbhe Governotr's appointments in this category went to minority women
and 71 percent went to women from all ethnic groups. The Governor made a
total of 630 appointments to the unclassified service. Ten percent of these
were from minority groups, 24 percent were women from all etbnic groups. Five
12

percent of nis appointees were black, three percent were Hispanic.

c. Data

Table 5-1 stows the utilization of workers as reported in the 1970 Census
of Population. Table 5-2 shows the utilization of workers in the private
sector as reported by the U.S. Equal Employment Opportunity Commission (EEOC),
based on 1978 employer reports. Table 5-3 shows the utilization of workers by
Kansas State government as reported by the State in its 1980 EEO-4 form
submission to EEOC. Table 5-4 shows the comparison between the 1970 State
labor force, the 1978 private labor force and the 1980 State work force.

A comparison of the State work force to the two labor force measures shows
some disparities greater than 20 percent. The State utilization of white men
is below both the labor force levels (the disparity between work force and
private sector labor force is less than 20 percent), tnat of white women is
above both; that of black women is above both labor force levels and that of

Hispanic women is above the 1970 labor force but level with the 1978 private
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Table 5-1

KANSAS LABOR FORCE - 1970

TOTAL WHITE % Row BLACK  ZRow HISPANIC % pgy
Total 852,313 816,590 31,300 14,647
Fe?ale 314,221 298,218 04.9) 14,1134..5) 5,246( 1.7)
Male 538,092 518,37244 3) 17,187(3.4) 9,401(1.8)
Prof., Tech., % Col % Column ;
and Kindred Total 121,765 118,110 ann 2,905 1,648 % Column

F 53,079 51,053{6.3) 1,749(5.6) 594 (4.1)

M 68,686 67,057(8.2) 1,156(3.7) 1,054(7.2)
Managers & .
Admin, Total 80,181 79,289 729 643

F 13,976 13,733(1.7) 203(0.6) 88(0.6)

M 66,205 65,556(8.0) 526(1.7) 555(3.8)
Clerical &
Kindred Total 141,783 136,898 4,306 1,847

F 106,387 103,079(12.6) 2,889(9.2) 1,284(8.8)

M 35,396 33,819(4.1) 1,417(4.5) 563(3.8)
Crafts Total 113,084 109,540 2,944 2,014

F 6,290 5,910(0.7) 291(0.9) 83(0.6)

M 106,794 103,630(12.7) 2,653(8.5) 1,931(13.2)
Sexvice Total 101,940 92,051 8,893 2,915

F 65,434 59,807(7.3) 5,039(16.1) 1,857(12.7)

¥ 36,506 32,244(3.9) 3,854(12.3) 1,058(7.2)

Notes: F = Temale

M = Male

Source: Dureau of the Census, General Soclal and Economic Characteristics: Kansas (PC(I) - CI8(Ks.), Table 54.
Calculations by CSRO.

9L
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Comparison of Percent of State Work Force and Function Work Force That Are From
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Table 5-3

Each Ethnic Group

FUNC. TOTAL WM BM M AM AIM WF BF HF AF AIF
1. 4,928 1,744 73 43 . 4 10 2,857 129 58 7 3
(35.4) (1.5) (0.9) (0,1) (0.2) (58.9) (2.6) (1.2) (0.1) (0.1)
2. 3,869 3,163 72 71 9 10 517 9 17 NR 1
(81.8) (1.9) (1.8) (0.2) (0.3) (13.4) (0.2) (0.4) . (0)
3. 4,241 862 75 21 5 8 2,876 298 63 16 17
(20.3) (1.8) (0.5) (0.1) (0.2) (67.9) (7.0) (1.5) (0.4) (0.4)
4. 885 681 15 10 NR 1 169 6 3 NR NR
. (76.9) (1.7) (1.1 (0.1) (19.1) (0.7) (0.3)
5. NONE
6. 1,390 967 27 .10 3 2 366 8 7 NR NR
(69.6) (1.9) (0.7) ..(0.2) (0.1) (26.3) (0.6) (0.5)
7. 5.098 1,554 277 57 6 43 2,641 425 59 7 29
(30.5) (5.4) (1.0) (0.1) (0.8) (51.8) (8.3) (1.2) (0.1) (0.6)
8. 620 269 4 2 1 . NR 330 3 8 3 NR
(43.4) (0.6) (0.3) (0.2) (53.2) (0.5) (1.3) (0.5)
9. NONE
10. 55 25 2 1 NR NR 23 1 2 1 NR
(45.5) (3.6) (1.8) (41.8) (1.8) (3.6) (1.8)
11. 1,214 702 117 24 2 8 229 55 3 2 2
’ (57.8) (9.6) (2.0) (0.2) 0.7) (18.9)  (4.5) (0.2) (0.2) (0.2)
i2. NONE
13. NONE i
14. 1,344 533 38 28 3 1 664 48 26 3 NR
(39.7) (2.8) (2.1) (0.2) (0.1) (47.9) (3.6) (1.9) (0.2)
15. 97 39 5 NR NR NR 51 2 NR NR NR
(40.2) (5.2) (52.6) (2.1)
TOTAL 23,741 10,539 705 267 33 83 10,793 984 246 39 52
(44.4) (3.0) (1.1) (0.1 (0.3) (45.5) (4.1) (1.0) (0.2) (0.2)
WORK FORCE RANGE
+207 53.3 3.6 1.3 0.1 0.4 54.6 5.0 .
~20%:. 35.5 2.4 0.9 0.1 0.3 36.4 3.3 . . 0.2
COMPARISON OF FUNCTION TGO STATE
. - - 0 0 - + - 0 0 -
2. + - + + 0 - - - NR -
3. - - - 0 - + + + + +
4. + - 0 NR - - - - NR NR
6. + - - + - - - - NR NR
7. - + 0 0 + 0 0 - +
8. 0 - - + NR 0 + + NR
10. 0 0 + NR NR 0 - + + NR
il. + + + + + - 0 - 0 0
14. 0 0 + + - 0 0 + [¢] NR
15. 0 + NR NR NR 0 - NR NR NR
NET SCORE +1 -3 0 +2 -6 -2 -5 -1 -2 -6
DISPARITY -4 -1 +1 -7 -3 -6 -2 -3 -7
% DISPARITY 18,2 4.6 4.6 31.8 13.6 27.3 9.1 13.6 31.8

' SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State.

The numbers in

parentheses are the proportions of workers from each ethnic group in the function/
‘State ‘work forces.
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NOTES:

WM=white male
BM=black male
HM=Hispanic male
WF=white female
BF=black female
HF=Hispanic female

SOURCE: Tables 5-~1,5-2
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Table 5-4

Comparison of Work Force and Laber Force

60.8

53.8

44 .4

ABM
2.0

4.0

3.0

1.1

2.0

1.1

and 5-3 of this report.

§WF
35.0

34.9

45.5

ZBF
1.7

2.8

4.1

ZHF
0.6

1.0

1.0
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Table 5-5

Comparison of Percent from Each Ethnic Group in Administrative Jobs in the
State Work Forces with Percent Administrative Jobs in Function Work Forces.

FUNC. TOTAL

w

BM HM AM AIM WF BF HF AF ATF
1. 445 313 5 1 NR 2 117 6 NR 1 NR
. (9.0) (17.9) (6.8) (2.3) (20.0) (4.1) .7 (14.3)
2. 46 44 NR NR NR NR 2 NR NR NR NR
(1.2) (1.4) (0.4) .
3. 148 67 2 1 1 NR 65 12 NR NR
(3.5) (7.8) (2.7)  (4.8) (20.0) (2.3) (4.0)
4, 47 42 1 1 NR NR 2 1 NR NR NR
(5.3) (6.2) (6.7) (10.0) (1.2) (16.7)
5. NONE
86 79 NR 1 NR NR 6 NR NR NR NR
6. (6.2) (8.2) (10.0) (1.6) -
7. 73 33 1 NR NR NR 38 1 NR NR NR
(1.4) (2.1) (0.4) (1.4) 0.2)
8. 78 45 NR NR NR NR 33 NR NR NR NR
(12.6) (16.7) (10.0)
9. NONE
10. 6 1 NR NR NR NR NR NR NR NR
(10.9) (20.0) (50.0)
11. 27 17 5 1 NR NR 3 1 NR NR NR
(2.2) (2.4) (4.3) (4.2) (1.0) (1.8)
12. NONE
13. NONE
14. 125 94 3 6 1 NR 20 1 NR NR NR
(9.3) (17.6) (7.9) (21.4) (33.3) (3.0) (2.1
15. 12 9 NR NR NR NR 3 NR NR NR NR
(12.4) (23.1) (5.9)
TOTAL 1 093 748 18 11 2 2 289 22 0 1 0
WORK FORéé.gKNGE(7.1) (2.6) (4.1) (6.1) (2.4 (2.7  (2.2) (2.6)
+207 5.5 8.5 3.1 4.9 7.3 2.9 3.2 2.6 0 3.1 0
~20%". 3.7 5.7 2.1 3.3 4.9 1.9 2.2 1.8 0 2.1 0
COMPARISON OF FUNCTION TO STATE
1. + + - NR + + + NR + NR
2. - NR NR NR NR - NR NR NR NR
3. 0 0 0 + NR 0 + NR NR NR
4, 0 + + NR NR - + NR NR NR
6. 0 NR + NR NR - NR NR NR NR
7. - - NR NR NR - - NR NR NR
8. + NR NR NR NR + NR NR NR NR
10. + + NR NR NR NR NR NR NR NR
11. - + 0 NR NR - 0 NR NR NR
14. + + + + NR 0 0 NR NR NR
15. + NR NR NR NR + NR NR NR NR
NET SCORE +2 0 -3 -7 -9 -3 -3 0 -9 0
DISPARITY -2 -5 -9 -11 -5 -5 0 “11 0
% DISPARITY 9.1 22.7 40.9  50.0 22.7 22,7 0 50.0 0

SOURCE:

Calculations by CSRO based on EEO-4 data supplied by the State.

parentheses are the proportions of workers in the ethnic group in the particular
job category.

The numbers in
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Table 5-6
Comparison of Percent from Each Ethnic Group in Professional Jobs in the State
Work Force with Percent Professional Jobs in Function Work Forces.

FUNC. TOTAL W BM HM AM AIM WF BF HF AF AIF
1. 968 589 26 10 . 1 4 309 24 4 1 NR
(19.6) (33.8) (55.6) (23.3) (25.0) (40.0) (10.8) (18.6) (6.9) (14.3) .
2. 396 362 4 3 1 6 20 NR NR NR NR
(10.2) (11.4) (5.6) (4.2) (11.1) (60.0) (3.9)
3. 1,612 523 20 11 3 6 95 75 9 5 9
(38.0) (60.7) (26.7) (52.4) (60.0) (75.0) (33.1) (25.2) (14.3) (31.3) (52.9)
4, 54 42 2 NR NR NR 10 NR NR NR NR
(6.1) (6.2) (13.3) (5.9)
5. NONE
6. 212 183 1 1 1 2 24 NR- NR NR NR
(15.3) (18.9) (3.7) (10.0) (33.3) (100.0) (6.6)
7. 645 189 12 7 2 32 363 19 4 NR 17
(12.7) (12.2) (4.3) (12.3) (33.3) (74.4) (13.7) (4.5) (6.8) (58.6)
8. 204 121 3 NR NR . NR 74 1 4 1 NR
(32.9) (45.0) (75.0) (22.4) (33.3) (50.0) (33.3)
9. NONE
10. 22 14 NR 1 NR NR 7 NR NR NR NR
(40.0) (56.0) (100.0) (30.4)
11. 107 52 9 2 NR 4 35 3 1 1 NR
(8.8) (7.4) 7.7 (8.3) (50.0) (11.7) (5.5) (33.3) (50.0)
12. NONE
13. NONE
14. 616 330 22 15 NR 1 220 18 7 3 NR
(45.8) (61.9)- .(57.9) (53.6) (100.0) (33.1) (37.5) (26.9) (100.0)
15. 19 9 NR NR NR NR 10 NR NR NR NR
(19.6) (23.7) (19.6)
TOTAL 4,855 2,414 99 50 8 55 2,023 140 29 11 26
(20.4) (22.9) (14.0) (18.7) (24.2) (66.3) (18.7) (l4.2) (11.8) (28.2) (50.0)
WORK FORCE RANGE
+207 24.5 27.5 16.8 22.4 29.0 79.6 22.4 17.0 14.2 33.8 60.0
-20%:. 16.3 18.3 11,2 15.0 19.4 530 15.0 11.4 9.4 22.6 40.0
COMPARISON OF FUNCTION TO STATE
1. + + + 0 - - + - - NR
2. - - - - 0 - NR NR NR NR
3. + + + + 0 + + 0 0
4, - 0 NR NR NR - NR NR NR NR
6. 0 - - + + - NR NR NR NR
7. - - - + 0 - - - NR (0]
8. + + NR NR NR 0 + + 0 NR
10. + NR + NR NR + NR NR NR NR
11. - - - NR - - - + + NR
14. + + + NR + + + + + NR
15. 0 NR NR NR NR 0 NR NR NR NR
NET SCORE +1 -2 -3 -4 -4 -3 -3 -3 -5 -9
DISPARITY -3 =4 -5 -5 =4 -4 “4 -6 -10
% DISPARITY 13.6 18.2  22.7 22.7 18.2 18.2 18.2 27.3 45.5
SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State. The numbers in

parentheses are the proportions of workers in the ethnic group in the particular

job category.
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Table 5-7
Comparison of Percent from Each Ethnic Group in Service/Maintenance Jobs in the
State Work Force with Percent Service/Maintenance Jobs in Function
FUNC.  TOTAL W BM M AM AIM WF BF HF AF ATF
1. 174 60 24 7 NR 3 58 13 7 NR 2
(3.5) (3.4) (32.9) (16.3) (30.0) (2.0) (10.1) (12.1) (66.7)
2. 1,248 1,052 30 30 1 NR 132 1 2 NR NR
(32.3) (33.3) 1.7 (42.3) (11.1) (25.0) (11.1) (11.8)
3. 185 76 10 1 1 1 85 5 5 r° NR
(4.4) (8.8) (13.3) (4.8) (20.0) (12.5) (3.0) (1.7) (7.9) (6.3)
&, 12 4 1 NR NR NR 7 NR NR NR NR
(1.4) (0.6) (6.7) (4.1)
5. NONE
6. 368 290 16 8 NR NR 52 2 NR NR NR
(26.5) (30.0) (59.3) (80.0) (14.2) (25.0)
7. 657 153 64 11 NR 3 337 73 14 1 1
(12.9) (9.8) (23.1) (19.3) (7.0) (12.8) (17.2) (23.7) (14.3) (3.4)
8. 12 12 NR NR NR NR NR NR NR NR NR
(1.9) (4.5)
a, NONE
10. 3 1 NR NR NR NR 2 NR NR NR NR
(5.5) (4.0) (8.7)
11. 80 27 8 2 NR NR 33 8 NR 1 1
(6.6) (3.8) (6.8) (8.3) (11.0) (14.5) (50.0) (50.0)
12. NONE
13.  NONE
1&. 32 22 5 1 NR NR 2 1 1 NR NR
(2.4) (4.1) (13.2) (3.6) (0.3) (2.1 (3.8)
15. 9 5 4 NR NR NR NR NR NR NR NR
(9.3 (12.8) (80.0)
TOTAL 2,780 1,702 162 60 2 7 708 103 29 3 4
(11.7) (16.1) (23.0) (22.5) (6.1) (8.4) (6.6) (10.5) (11.8) (7.7) 7.7
WORK FORCE RANGE
+207  14.0 19.3 27.6 27.0 7.3 10.1 7.9 12.6 14.2
-20%. 9.4 12.9 18.4 18.0 4.9 6.7 5.3 8.4 9.4 . 6.
COMPARISCN OF FUNCTION TO STATE
1. - + - NR + - 0 0 NR +
2. + + + + NR + 0 0 NR NR
3. = - - + + - - - 0 NR
4, - - NR NR NR - NR NR NR NR
6. + + + NR NR + + NR NR NR
7. - 0 0 NR 0 + + + + -
8. - NR NR NR NR NR NR NR NR NR
10. = NR NR NR NR + NR NR NR NR
11. = = - NR NR + + NR + +
14. - - - NR NR - - - NR NR
15. = + NR NR NR NR NR NR NR NR
NET SCORE -7 -2 -6 -7 -6 -1 -3 ~7 ~6 -7
DISPARITY +5 +1 0 +1 +6 +4 0 +1 0
% DISPARITY 22,7 4.5 0 4.5 27.3 18.2 0 4.5 0

SOURCE:

Calculations by CSRO based on EEO-4 data supplied by the State.

The numbers in

parentheses are the proportions of workers in the ethnic group in the particular
job category.
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three bottom job categories). (Note tbat, for reasons explained io the
Introduction, we bave shifted the basis of amalysis from percent of job
category to petcent of etbnic group.)

Tne disparity calculations from the three tables are summarized on Table
5-8. Tbe proportion of disparity is greatest for administrators, less for
professionals and the same or less for service workers as professionals in
some race/sex groups. The exceptions to this pattern are for black men and
white, black, Hispanic and Indian women.(Note that there were no Hispanic or
Indian female administrators so that divergence from the pattern is a
statistical artifact.) The proportion of disparity for administrators 1is
fairly bigh for each group actually represented except black males, ranging
from about 20 percent for Hispanic males, wnite women and black women to 50
percent for Indian men and Asian women. The propottion of disparity is about
the same, nearly 20 percent, for all groups of professionals except for Indian
women for whom it is bigber and black men for whom it is lower. Tbere is no
disparity in the utilization of Asian men, Indian men, Hispanic women or
Indian women as service workers. The rate of disparity is low for Hispanic
men, Indian men, and Asian women service workers. It is about 20 percent for
black women and over 25 percent for white women. With the exception of the
patrern for white and black women, these are the patterns one would expect if
one suspected a pattern of unequal employment . (Altbough tbe disparity
percentage for black male service workers is nign, this reflects black male
utilization above 120 percent of work force whereas the disparity percentages
in the other job categories reflect utilization at 80 percent or less. The
divergence of Hispanic and Indian women is explained above.)

Tone reader seeking to pippoint the source of unequal opportunity could

review Tables 5-5 to 5-7, comparing tbe proportion of white men in each job
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Table 5.8

Percent Disparity Compared

MALE * FEMALE
Am.Ind. Am.Ind.
Asian or or Asian or or
B Black Hisp. Pac.Isl. Al.Nat. 'White 'Black Hisp. Pac.Isl. Al.Nat,
acministrative 9.1 22.7 40.9 50.0 22.7 22,7 o 50.0 0
Professional 1%5.6 18.2 22.7 22.7 18.2 . 18.2 18.2 27.3 45.5
Service 22,7 4.5 0 4.5 27.3 18.2 0 4.5 0

Source: Tables 5-5,5-6 and 5-7 of this report
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categoty with the proportion of other minorities or women in each category for
each of the functions. In the administrative category only 56 of 1093

administrators are from minority groups. Thus, there are very few to compare
with tbe wbite men who predominate in this category. In those functions which

include minority administrators they are usually as great or greater a

proportion of their etbnic group as white men. 1In the 1l functions which had
administrators, three bad no minority administrators. Tnere are white women
administrators in all functions except community development. In all of the
10 functions which bad wbite women administrators they were a lesser
proportion of their etbnic group than were their whbite male counterparts,
usually sigpnificantly less.

While tbe dominance of white men in professional jobs is somewhat less

(they are only half the professionals), it remains significant. Black men,

plack and Hispanic women professionals were a significantly smaller proportion
of tbeitr etbnic group than were white men. In four of 1l functions which had
professionals (nine bad black male professionals) black male professionals
were a larger proportion of their ethnic group than were white men. The same
was true for Hispanic men in two functions; for Asian men in two functions;
for Indian men in six functions; for black women in no function; for Hispanic
women in one function; for Asian women in one function; for Indian women in
two functions; and, for white women in two functions.(Where tbere was only one
minority person in the function, the function is not mentioned.) Except for
white women, the significance of these figures can be overrated because in so
many functions minorities are such a small proportion of the functional work

force tbhat even one person in the job category constitutes a large proportion

of toat group's functional representation.
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In three of 11 functions which tad service/maintenance workers minorities
wetre either unrepresented or there was only one minority service worker.

Black and Hispanic men were a significantly larger proportion of this category
than white men. All otber groups were significantly underrepresented. But in
many of tbe functional work forces where there were minority service workers
there was a tendency to overrepresentation by camparison to the proportion of
white male service workers.

A glance through the appéndix tables shows tnat wbile few administrators
earned less than $15,999, white and black women were mote likély to do so than
white men, tbough not significantly so.

But perbaps the most interesting measure of State affirmative action
efforts is the change that occurs because of new bires. Analysis of tbe
appendix tables shows that about 23 percent of the 1980 State work force are
persons bired during the year. Thus there is mucb room for change in the

composition. White male new bires are a significantly smaller proportion of

all new bires than they are of the existing work force, indicating that tne
proportion of minorities or wamen is rising. This is particularly tbe case

for black men and black women. Similarly, the proportions of white males

bired as administrators and professionals is also less than tbe proportion in ‘
the work force. But tbe proportions of new hires in professional ot

administrative jobs who are minorities or white women are also lower than
their proportions in the work force. New bires tend to be concentrated at tbe

bottom. This may be compensated by unreported upgrad.ing of minorities and

women from lower level positions. In only one function are there no minority

new bires.

d. Analyses of Affirmative Action Plans

Table 5-9 compares tbe affirmative action plans for 12 Kansas State

agencies with more than 100 employees to a model plan standards developed by



Table 5-9
SUMMARY OF AFFIRMATIVE ACTION PLANS

' Agricultuxe

Cbrporation

Corrections

Commilssion

Education

Forestry, Fish
and Gzme
Health and

Envireyvoent

Highway Patrol

Human Resources

Parks

Revenuc

SRS

Traveportasicn

I. IMPLEMENTATION
A. Chief Executive of agency responsible

4. Chief assumes formal responsibility, affirmative actica
officer reports to chief executive.

3. Chief assumes formal responsibility, affirmative action
officer reports to intermediate official,

2. Chief assumes formal responsibility but there is no
affirmative action officer,

1. Chief does.not assune formal responsibility.

B. An affirmative actien officer is appointed and duties
specified.

4. Yes.

3. Appointed but duties not specified.

2. Post planned.

1. No affirmative action officer appointed.

C. Dissemination of affirmative action plan.
4. Wide internal and external.
3. Some internal and external.
2. Wide internal and external plamned,
1. Less,

II. WORK FORCE ANALYSIS
A. Determine available labor force by job category, race,
sex, salary.

4. Determined by all categories.

3. Determined by job category, race, sex,

2. Plan to determine by all categories,

1. Less data.

B. Work force analysis includes race, sex, salary,
4, Implemented including jéb classifications, race,
sex, salary,

3. Does not include salary.

2, Plan discusses all items but analysis is not yet
implemented.

1. Less,

88



Table 5-9 (Cont;d)

Cormission
Corrections
Education
Forestry, Fist
and Game
Health and
Environment
Highway
Patrol

Human
Resources
Parks

Revenue
Transportation

Corporation
SRS

Agriculture

C. Work force analysis includes age or handicap.

4, Age and handicap.

3. Age or handicap.

2. Plan discusses age and handicap but analysis not
yet implemented.

1. Less.

—
—
—

D. Determine underutilization by race and sex, age

and handicap.
4. Underutilization determined for all four cate-

gories by job category and salary level.
3. Underutilization determined for race, sex and

job category.
2. Underutilization determination by all four

categories by job category.
1. Less.

E. Set long term goals.
4, Set long term goals by race, sex, age, handicap.

3. Set long term goals by race, sex only.

2. Plan to set long term goals by race, sex, age,
handicap but not yet implemented.

1. No long term goals planned.

68

F. Set short term goals.

4. Set short term goals by race, sex, age,
handicap.

3, Set short term goals by race, sex only.

2. Plan to set short term goals by race, sex, age,
handicap.

1. No short term goals.

III. RECRULTMENT
A. Identify and maintain contact with minority/
women's organizations, which could essist in
recrultment.

4. State they have a contact list and show that
they maintain regular contact.

3. State they have a contact list but do nmot '
show or assert regular contact, :

2. Plan to maintain regular contact and state
they will develop complete contact list,

1. Less, including assertions of contact but
no list,
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B. Make sure contacts above are notified of all -
vacancies.
4. Do,
3. Notify some but not all. 1 2 4 1 1 1 4 1 2 3 1 4
2. Plan to make sure all are notified but not yet
implemented.
1, Do not.
C. Maintain records of recruitment efforts including
sources used during the preceding year and what they
produced.
4. Detailed records of sources used and their
productivity. 1 3 4 1 1 1 3 1 2 1 3 3
3. Record of sources used but little or no
productivity information.
2. Plan to maintain detailed records of sources used
and their productivity but not yet implemented.
1. Less,
D. Advertise jobs using media with the largest
minority and female audience in the normal recruit-
ment area for the positionm.
4. Assert they use major media and principal
minority/female oriented media. 1
3. Assert they use major media only. 3 4 3 1 2 4 1 2 1 2 4

2. Plan to use major media and principél minority/
female oriented media but not yet implemented.
1, Do not advertise or do not specify media used.

IV, SELECTION
A. Ensure all written or skills testing do not have
discriminatory effects or have been valldated.
4, All testing validated or assertion of non-
discriminatory effects,

3. Some validation done and intent to do more
validation or effects testing.

2. Plan to validate all tests or determine non-
discriminatory effects within five years.

1, No validation or effects testing, or not
scheduled for completion within five year time

8pan.

06




Table 5-9 (Cont'd)

Agriculture

Corporation

Comm;ssion

Corrections

Forestry, Fish

Education

and Game
Health and

Environment
Highway Patrol
Human Resources
Transportation

Parks
Revenue

SRS

E. Maintain records of promotions, upgrading and
transfers by race, sex, age, handicap.

4. Maintain complete records including salaries
and analyze for all categories.

3. Maintain complete records except salary and/or
age.

2. Plan to maintain full records on promotions,
upgrade and transfer by race, sex, age, handicap.

1, Less.

F. Records of equal opportunity complaints.
4. Maintain records of all complaints by race,
sex, age, handicap and analyze for discriminatory

practices.
3. Maintain records but do mot include age/or

analysis.

2. Plan but have not yet implemented record-
keeping on EO complaints by race, sex, age,
handicap.

1. No records.

G. Appralse supervisors' affirmative action

efforts.
4. Performance evaluation includes affirmative

action,
3, Affirmative action expected but not a formal

part of evaluation.
2. Plan performance evaluation to include

affirmative action.
1, Less.

H. Overall assessment of affirmative action efforts.

4, Narrative reports which action items were
implemented with what success or problems,
3. Some successes and failures in implementation

are reported but not all action items are discussed.
2. Plan calls for complete narrative report on pro-

gress in subsequent years,
1. Less.

Codes: g-;mp%ementation--good
s-implementation—satisfacto
Z-plan but not 1 Xy
1hian unsatisfagggsyentation reported

Source:

Affirmative Action Plans supplied to th
Central States Regional pmfe i
U.S. Commission oﬁ CiviloﬁféﬁEBOf the

16
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Table 5-9 (Cont'd)

Agriculture
Corporation
Commission
Corrections
Education
Forestry, Fish
and Game
Health and
Environment
Highway

Patrol

Human
Resourcesg
Parks

Revenue
Transportation

SRS

B, FEnsure interview is structured and performance
on interview reasonably predicts job performance.
4, Completely structured interview guidelines re-
late to knowledge, skills, abilities.
3. Structured interview not necessarily related
to knowledge, skills, and abilities.
2. Plan to structure all interviews using knowl-
edge, skills and abilities criteria within 5 years.
1. Less.

C. Train persons responsible for hiring to handle
selection process in nondiscriminatory way.

4, Trained-completed.

3. Training scheduled.

2. Training mentioned but not scheduled.

1. Less.

D. Review application questionnaire to Ensure no
i1legal questions asked.

4, Questionnaire reported.to be nondiscriminatory.
3. Questionnalre under review for appropriateness.
2. Plan to review questionnaire but not yet dome.
1. Questionnaire not discussed.

26

E. Review entry level job descriptions to ensure
they do not contain unreasonable job specifications.
4, Job descriptions have been validated.
3. Job descriptions are currently under review
and some have been validated.
2, Plan to validate all job descriptions within
5 years but not yet begun,
1. No review of entry level job descriptions has
been done or is planned or ne timeframe for
completing validation,

F, Where apency entry level jobs require
considerable knowledge, skills and ability,
develop trainee classes or justify inability to
do so.

4, Trainee positions established.

3. General review of possibl
e trai
2. Trainee positions glanned, ralrpee positions,

1. Less,
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Table 5-9 (Cont'd)

Agriculture
Corporation
Commi.ssion
Corrections
Education
Forestry, Fish
and Game
Health and
Environment
Highway

Patrol

Human Resources
Revenue

SRS
Transportation

Parks

V. PROMOTION
A. Review and analyze job descriptions to ensure that
there are no unreasonable job specifications.

4. Knowledge, skills, and abilities requirements are
stated to be minimum.

3. Validation in process.

2, Validation planned.

1. No validation of KSAs planned.

B. Career ladder established.

4, Many ladders exist or planned.

3. Agency considering planning career ladders but
none in actual operation.

2. Agency mentions planning career ladders.

1. Less,

C. Ensure employees are aware of career ladder
opportunities, the requirements for other jobs are
known and procedures for using career ladders are
publicized. :

4, Fully dome.

3. Partially done.

2. Planned for implementation within five years.

1. Less, or no timeframe for completion within
five years.

€6

D. ldentify resources and procedures for upward
mobility and disseminate this information.

4, Full dissemination and publication and
personnel counseling.

3, Posting or other formal announcement only.
2. Full dissemination and publication and
personnel counseling planned but not yet
implemented.

1, Vague commitments to uypward mobility.

E. Develop and maintain a listing of the skills of
all employees to be used for encouraging applicae~
tion for promotion.

4. Done.

3. Mentioned.

2. Plamned,

1, Not mentioned.




Table 5-9 (Cont'a)

Agriculture
Corporation
Commission
Corrections
Education
Forestry, Fisi
and Game
Health and
Environment
Righway
Patrol

Human
Resources
Parks

Revenue

SRS
Transportatior

F. Providing training opportunities both on the Jjob and
classroom,

4. Training for advancement and reasonable accommoda-
tion of work schedule to training needs.

3. Improved skills training, no special accommodation
of work schedule to training needs.

2. Plan to provide training and accommodation.
I. Less.

w
3]

~

VI. CONDITIONS OF WORK

A. Childbirth covered by medical leave pelicies and
provision of limited leave of absence without pay.
4. All provided.

3. No extra leave.

2. Plan to provide full maternity benefits.
1. Less.

B. Flexible hours provided.

4. Established for all positioms.
3. Considered/planned.

2. Mentioned.

1, Less.
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C. Part-time work available.

4, Stated available.

3. Availability limited,

2, Planned but not yet implemented.
1, Not mentiocned.

D. Facilities accessible by public transportation,
4, Stated accessible.
3, Mentioned,
2, Plan for future facilities,
1. Less,




Table 5-9 (Cont'd)

Agriculture
Corporation
Correcgiqns
Education

Commission

Forestry, Fish
and Game
Health and
Environment
Highway Patrol
Human Resources
Parks

Revenue

SRS
Transportation

E. Facilitles accessible to handicapped.

4, Completely accessible.

3. Planning underway to make completely
accessible, some areas accessible.

2. Plan complete accessibility but plans not yet
developed.

1. Less.

H
-
—
—

—
—

VII. EQUAL EMPLOYMENT OPPORTUNITY COMPLAINT AND CRIEVANCE PROCEDURES.

A. Formalized procedures for personnel
grievances with both in-house remedies and

appeal outside.

4, Formal procedure includes external appeal.
3. Formal procedure but not structured external 1 3 13 3
appeal.

2. Formal procedure planned to include appeal
but not yet implemented.
1. No formal structure.
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B, Formal discrimination complaint processing
established in addition to personnel grievance
procedures.

4. Full equal opportunity complaint process—
ing leads to State human rights agency.

3. Equal opportunity complaint processing 4 4 3 3
ends at agency level.

2. Plan internal mechanism.

1, No internal mechanism.

C. Affirmative action officer available to
counsel employees on complaints about
discrimination,

4, Full-time counselor.

3. Part-time counselor. 1 1 3 1

2. Plan fill-time counselor but not yet
implemented.

1. None.




Table 5-9 (Cont'd)

VIII. LAYOFFS, DISCHARGE, DEMOTIONS

Agriculture
Corporation
Commission
Corrections
Environment

Forestry, Fish
and Game

Education
Health and
Highway Patrol
Human Resources
Parks

Revenue
Transporation

SRS

A. Exit interviews to determine discrimination is
not forcing employees out.

4, Yes.

2. Planned but not yet implemented.

1. No.

N
N
&~
&

IXK. EVALUATION

A. Annual update work force utilization analysis.

4. Apnual update implemented and analysis of change
over the preceding 12 months.

3. Arnnual update implemented but no analysis of
change.

2. Plan annual update and analysis--not yet
implemented.

1. less.

B. Annually review success in meeting goals and
timetables.

4, Annual review indlcates or promises to review
degree of success and corrective measures if needed,
including revised one year goals.

3. Notes changes but does not indicate actionm.

2, Plan annual review of degree of success and
corrective measures including one year goals but
not yet implemented.

1. No action.
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C. Applicant flow data analyzed to determine
obstacles to affirmative action.
4, Applicant flow data shows reasons for non-hire.
3. No reasons for non-hire maintained.
2. Plans applicant flow with reasons for non-hire,
1. No applicant flow data.

D. Review interview practices and procedures.

4, Plan shows implementation of systematic review
of practices and procedures,

3. Shows reviews of practices and procedures but
not systematic.’

2. Plans implementation of systematic review but
not yet done.

1, Less
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the Advisory Committee. In 1978 the Advisory Committee reviewed six
agencies: the departments of education, social and rebabilitative service,
job services (now a part of the deparament of Human Resources), toe department
of administration, water resources board and the department of credit unions.
The State Equal Employment Opportunity Office prepared a summary sbowing wbat
the Advisory Committee said about these agencies in 1978 and wbat actions tbey
bave undertaken since tnen. Tnis appears as Appendix A to tbis chapter. Tbe
response in Appendix A also summarizes activities by the State. In addition
to the plans reviewed in Table 5-9, the State seot copies of affirmative
action plans of smaller agencies and their comments on those efforts. These
are poted later in this report.

Of tbe 12 plans reviewed in Table 5-9, five indicate tbat labor force
availability information bas been obtained, 1l indicate that they bave
determined the racial and sex composition of their work forces. Many,
bowever, did not bother to make this determination for each principal subunit
(tbe exceptions are noted in the narrative in Table 5-10). Nine bad
determined whether or not there was any underutilization. Eight set long term
goals and six set short term goals. In short, about balf of tne agencies bad
done most of what was necessary to develop effective goals and timetables
(subject to the caveats contained in Table 5-10).

At the level of concrete activities planned or mentioned in the plan as
baving peen implemented, the agencies' performances were comparable. About
balf of the agencies bad developed or had clear plans to develop effective
recruitment strategies. Somewhat fewer bad developed or planned to develop
effective undiscriminatory selection procedures. Almost none had plans for
improving career ladder opportunities except to ensure dissemination of

information about wbat was currently available. None maintained lists of
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employee skills to enourage career development. While most had formal
grievance procedures, very few proposed any otber measures to ensure that
minority, bandicapped or women employees, once hired, would not face
discriminatory on-the-job practices. For example, none bad implemented full
maternity leave policies.

Only one agency stated tbat it updated its utilization analyses, although
seven others planned to do 80. Only two reviewed success in meeting goals and
timetapbles, althougn four otbers planned to do so. Five agencies maintaioed
data on applicant flow and 10 included or planned to include acbievement of
affirmative action goals in supervisors performance evaluations.

Eight plans included agency head assumption of formal responsibility for
implementation of affirmative action and Ll stated that an affirmative action
officer bad been or would be appointed. Ten agencies eitber bad or planned tO
disseminate information about their plans both interpally and to outsiders.

In Table 5-10 the Advisory Committee presents some narrative comments 0O
the key elements of tne affirmative action plams. The principal deficiencies
reported are tbhe failure to develop effective evaluation mechanisms and vague
statements of objectives. Witb several exceptions, these plans are seen as at
least a reasonable first step. Tvere are hints in tbe plans tbat more is
being done than is indicated in tbe plan documents. Some of the relevant
additional activities are reported in the appendix to this chapter.

Toe following report by tbe State Equal Employment Opportunity Office
summarizes what it bas done to monitor compliance witb tbe guidelines and

indicates some of the deficiencies it has found in the affirmative action

efforts.
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Table 5--10
Sumnary Comments on tbe Affirmative Action Plans
of State Agencies that Employ 100 or More Persons

KANSAS

Department of Administration (Statewide Plan) - A department plan is being
developed. The State plan developed in 1975 serves as the current department
plan. 1Its targets bave not been revised since 1975. The plan is
comprebensive in its proposals to assure that there will be effective
affirmative action. But there is no evaluation after five years to determine
what bas been done, what remains undone and how successful the program bas
been in promoting equal opportunity. Many of the activities proposed are
outlined in such broad terms that implementation and evaluation or may bave
proved difficult. The plan contains data on the State's work force but no
labor force data, no identification of underutilization or proposed goals and
timetables to remedy underutilization for the State govermment. There is no
data or analysis for the Department of Administration. The department

apparently did not implement its own proposal for development of departmental
initiatives.

Board of Agriculture - The department's current plan was publisbed

September 30, 1976. A pew plan is currently under review by the State's
affirmative action coordinator. The target date established by the board for
developing a complete affirmative action plan was October 15, 1976. It would
appear the board is over 4 years late. The 1976 plan includes total labor
force statistics and detailed agency work force statistics but no analyses of
utilization, goals or timetables to remedy any underutilization. It does not
appear that the department has proposed specific plans to address most items
in tbe State plan. The only specific implementation is to assign
responsibility to the personnel officer and arrange to publicize the plan.
Most items in the Advisory Committee summary are not addressed.

Corporation Commission - The current plan is dated June 1977. The State equal
opportunity coordinator has scheduled an on-site review and plan update for
the first quarter of 198l. The plan contains numeric goals and informal
utilization analysis and labor force analysis. Many procedural changes are
mentioned as goals but these are described in vague terms. Althougb
evaluation is mentioned, there is no detailed evaluation strategy nor is tbere
evidence that the commission has assessed its accomplishments.

Department of Corrections - The current plan is dated October 26, 1978 and
covers the period January 1978 - June 19/9. The plan is extremely detailed,
including for each unit a utilization analysis, comparison of work force and
labor force, specific goals and timetables to remedy identified
underutilization. Efforts to achieve some of the other action goals are
reported. The narrative goals vary in specificity but, overall, constitute
effective planning projections.

Department of Education - The current plan was publisbed May L, 1977. A
recent review by the State equal opportunity coordinator is expected to result
in a revised plan. The plan contains an analysis of utilization, labor force
analysis and numeric goals and timetables for FY 1978. The narrative elements
of the plan are extremely sketchy except in the area of entry level
classification. There is no evidence of significant evaluation, but this may
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be attributed to the department's perception that it has little
underutilization.

Forestry, Fist and Game Commission - The current plan is dated April 1976 with
a supplement dated November 2, 1977. The State equal opportunity coordinator
scheduled tbe agency for an on-site review.and plan update during November
1980 (after the coordinator bad submitted“data to the U.S. Commission on Civil
Rights). Tne plan contains limited numeric goals and states why more cannot
be done. There is a utilization analysis and informal labor force analysis.
The action items are described vaguely altbough many relevant activities are
mentioned.

Department of Health and Environment - The current plan is dated November
19/6. Following review by the State's equal opportunity coordimator, a
revised plan was developed and is currently under review. The 1976 plan
called for a detailed affirmative action plan by January 1977. The plan
contains numeric goals to be reached in each year 1977-78 to 1981-82. There
is a utilization analysis and comparison of total labor force in each labor
market area to total work force in each office but no explanation of the
connection between this and the categorical goals. There is no evidence of
any evaluation of proposed activities to determine their impact. Nor are most
proposed activities sufficiently specified to allow assessment of their
probable success, much less develop measures of actual success.

Highway Patrol - The current plan is dated August 25, 1975 and contains a
supplement dated May 16, 1977. The State equal opportunity coordinator
reviewed the agency's activities in June 1980, noted deficiencies and called
for plan modifications wbich bad not been submitted as of November 1980. Tte
documents in the submission include very general statements on affirmative
action, documents showing a major recruitment effort in 1975, a document
describing validation procedures, and work force utilization analysis and
goals for tbe capitol area security patrol. None of the key planning
components of an affirmative action plan are included.

Department of Human Resources - The basic plan is dated October 1977 with a
supplement dated October I, 1979. The update contains a detailed utilizatien
analysis and goals and timetables for new bires or promotions as well as
detailed action goals for monitoring the plan, report on their implementation
and new goals for fiscal 1980. Similar goals and analysis of utilization are
in the 1977 plan. The rationale for these appear to be camparison to tbhe
agency work force as there is no detailed labor force analysis. The analysis
of reasons for goals not fulfilled is remarkably candid and tbere is a strong
verbal commitment. The plan and update note many successes in revising tests
and job descriptions and a massive evaluation effort. The plan states that
tbe capacity of the equal opportunity office to veto all personnel actions bas
served to prevent discrimination. ‘

Park and Resources Authority - The current plan is dated January 1980. The
plan contains a rough labor force analysis, work force utilization analysis
and goals. However, even the goals are hed%ed with many undocumented
allegations about the labor force availability. There are no reviews of
individual facilities. Tne EEO complaint procedures are detailed but other
elements are not. There are no programmatic goals or specific assignments of
responsibility. There is no effective evaluative component although extensive

recordkeeping is mandated,

Department of Revenue - The plan is contained in two documents dated
February 12, 1976 and April 1, 1980. The plan contains a utilization analysis
and goals. These are based on total labor force proportions ratber than the
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proportions in each occupation. The logic of some of the aggregations is not
can{ﬁgly clear. The narrative goals are gquite vague regarding

imp tation of key elements of affirmative action programming and some
elements are not mentioned at all. The utilization analyses and goals have
not been revised or reviewed since 1976.

Department of Social and Rebabilitative Services - The current plan is dated
July 1,1978 and contains a supplement dated September 25, 1980. The plan
includes aggregate data on the department's work force and relevant labor
force. The supplement states that numeric goals bave been developed by each
unit of the department and are contained in unit plans (not reviewed in tbis
study). The plan does not provide specific information about what is to be
done but does contain self-evaluations which may be read to suggest that many
key elements of an affirmative action program bave been put in place. The
difficulty in reviewing this plan is tbat lack of specific detail make it bard
to determine what bas been done while references and bints suggest that more
bas been planned and accomplisbed than is specified.

Department of -Transportation - The current plan is dated January 1980. The
plan 18 comprebensive in 1its scope. There are, however, some omissions and
several areas in whicb detail is lacking. The narrative on goals for new
bires fails to specify opportunities for improvement and concentrate on what
cannot be done. There is little detail on recruitment efforts, upward
mobility and tbe precise responsibility of line staff. Much of the
responsibility for selection activity is placed on outside agency units.

Though many activities are maintained, it is unclear how much implementation
and internal evaluation bas occurred.
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Current Status |as of December 3L, 1980] of the State's
Affirmative Action Program

The State civil service affirmative action program, mandated by executive
order, was initiated in order to establisb a program capable of
reaffirming this State's commitment to equal employment opportunity.
Equal employment opportunity is the condition whereby all employment
processes and circumstances operate to afford an equitable opportunity to
all individuals, irrespective of nommerit principles suchb as race, color,
sex, religion, national origin, age, disability status (except wben any of
tnese factors is an existing bona fide occupational qualification) ot
political affiliation (except for certain specified employees in tbhe
unclassified service). The State has cammitted its energies to a
deliberate and sustained effort to identify and eliminate artificial
barriers to employment and advancement which may discriminate against

various groups.

The primary focus of State affirmative action programs, as endorsed by the
executive branch, has been upon minority persons and women. Handicapped
person programs are currently being developed whicbh will place special

emphasis upon this protected group.

Tne initial State Affirmative Action Plan bhas beeo a positive instrument
for inaugurating the State's affirmative action effort. Tnhis document

made a declaration of State equal employment Opportunity policy and
provided a framework for tbe development of affirmative action programs.
Tne more visible developments which have occurred witbin tbhis framework

are:

-the creation of the State EEO Office, witbin the Department of
Admioistration, designated as tbe single coordinating body
responsible for assuring that State agencies do provide equal

employment opportunity
~-tbe dissemination of a State plan for affirmative action

-the training of agency personnel conceroing the required components
of an effective agency level affirmative action plan

-tbe preparation and submission of affirmative action plans by all
appropriate State agencies

~-the ongoing review of affirmative action plans submitted by State
agencies

-the development of standard reporting procedures allowing tbe
analysis of agency work forces on a quarterly basis

-the development of certain computerized employee data providing for
increaged analysis of the State work force in relation to affirmative

action mandates
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-tbe implementation of a field review process utilized to assess
agencies effectiveness in fulfilling affirmative action
responsibilities

-tbe preparation and dissemination of a compliance manual applicable
to the field review process

-the institution of a Goveronor's Trainee Program designed to improve
the employment and promotion opportunities available to protected
group persouns

-the publication and annual update of a recruitment guide

-the publicity of the State's affirmative action commitment among
civil service employees and the general public

-the establishment of an EEO library utilized to monitor the countent
and ramifications of current laws and regulations

-tbe initiation of procedures to incorporate a bandicapped person
empbasis into all affirmative action planning

The developments listed above have establisbed the basic foundation for
the implementation of State EEO policy. Tnough a foundation for
implementation bhas been established and EEQ programs are in force, the
actual implementation of EEO policy is essentially determined by tbpe
evaluation of individual agency affirmative action programs. Tnis
evaluation process entails the use of field reviews, conducted by tbe EEO
staff. A field review is an on-site assessment of a State agency's
efforts and progress toward the implementation of State equal employment

opportunity policy.

Based upon tbe completion of a field review, an agency is assigned one of
three ratings. These ratings are:
Satisfactory Compliance
Marginal Compliance
Significant Noncompliance

Tne individual circumstance of an agency is taken into consideration in
the assignment of a compliance rating. Under current procedures, the

primary factors assessed in determining an agency's compliance status are
as follows:

-overall content of the agency affirmative action plan
-procedures for disseminating the agency plan

-adequacy of the policy statement committing °the agency to
affirmative action/equal employment opportunity

-the procedures for disseminating the agency's affirmative action
policy statement
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-assignment of EEO responsibilities within tbe agency
-tbe exercise of responsibilities by persons assigned EEO functions

-the development of reasonable goals and timetables for the
employment of protected group persons

-progress in meeting goals and timetables for tpne employment of
protected group persons

-agency's lList of recruitment sources of protected group persons and
documentation of contact with such sources

-the accuracy and timely submission of affirmative action quarterly
reports

-tbe representation of protected group persons in each occupational
category

~the relationsbip between the percentage of protected groug.lzzgsons
interviewed and the percentage of protected group persons bi

-use of nondiscriminatory preemployment interview and selection
techniques

~effect of turnover rates upon the employment and representation of
protected group persons

1
-the exit rate of protected group persons as compared to the agency's
overall exit rate

-use of appropriate exit interview procedures

-comnents made by exiting employees concerning tbeir reasons for
separation

-the promotion rate of protected group persons as compared to the
agency's general promotion rate

-égency provisions for nondiscriminatory upward mobility opportunities
-utilization of the Governor's Trainee Program

- ~the content and employee understanding of EEO grievance procedures
~the occurrence and resolution of EEO complaints

~employees' perspect.ive of the agency's work environment in relation
to equal employment opportunity

g 'm
-documentation demonstrating management support of affirmative acti

-good faith efforts to improve internal affirmative action programs
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Based upon a review of the above assessment factors, the Department of
Administration formulates a composite compliance status which is assigned
tu an agency. Consideration is given to the agency's progress, the nature
and seriousness of existing discrepancies and special circumstances
affecting tbe agency's EEO program. The assigmment of a Satisfactory
Compliance, Marginal Compliance or Significant Noncampliance rating is
based upon an agency's maximum effort to implement State equal employment
opportunity policy as specified in the State Affirmative Action Plan.

Since the institution of tpe field review process, 64 compliance reviews
bave been completed. Of tbese, 36 were initial reviews, 23 were second
reviews and five were tbird reviews. As provided for in the initial State
Affirmative Action Plan, all agencies with 15 or more employees bave been
reviewed. The total number of employees witbin thbese agencies wbich bave
been reviewed comprise 98 percent of the State classified work force.

Of the 36 agencies which bave been reviewed, 21 are currently assigned a
Satisfactory Compliance rating, seven are assigned a Marginal Compliance
rating and two assigned a Significant Noncompliance rating. Compliance
ratings for agencies are being formulated. As previously stated, the
compliance status assigned to an agency is a composite rating. Tous, the
assignment of a Satisfactory rating should not be interpreted to mean that
all aspects of the agency's affirmative action program meet the mandates
of equal employment opportunity. Likewise, ao agency assigned a )
Significant Noncompliance rating may bave certain program components wnicb
do meet equal employment opportunity guidelines. An agency assigned a
satisfactory rating bas, to a considerable degree, instituted tbe primary
elements of an acceptable affirmative action program. A Marginal rating
indicates the existence of program deficiencies bampering an agency's
internal implementation of State EEO policy. A Significant Noncompliance

tating occurs when an agency's affirmative action program requires basic
restructuring.

Tne major problem areas isolated during the review of the above agencies are
as follows:

-affirmative action plans wnich do not fully conform to guidelines
specified in the State Affirmative Action Plan

-a recurrent underrepresentation of protected group persons in
specific occupational categories and job classificatioos

-a failure to establisb realistic goals and timetables for tbe
employment of protected group persons and for tbe accomplishment of
affirmative action program objectives

-recruitment efforts whicb do not adequately exploit available
recruitment sources

-a limited development of upward mobility programs

~underutilization of tbe Governor's Trainee Program
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-

-improper documentation of activities affecting affirmative action

-limited management understanding of and commitment to tbe intent of
State equal employment opportunity poliicy

An analysis of the State affirmative action program whichb gives some
consideration to the current status of individual agency program reveals that
state equal employment opportunity policy bhas yet to be fully implemented. In
order to better assure full implementation of State equal employment
opportunity policy, new programs and activities sbould be incorporated into
the State's approach to affirmative action. This addition of tbe State
affirmative action plan outlines such an effort. The following items
bighligbht the major revisions contained in the new State Pian.

-annual update of the State Affirmative Action Plan and all agency
plans

-compretensive use of reasonable goals and timetables for tbhe
employment of protected group persons

-refined quarterly report procedures

-research of proposals designed to strengthen affirmative action
efforts

-analysis of means to increase the use of tbhe Governor's Trainee
Program

-institution of a program analysis approach to affirmative action
problem solving

~-bandicapped person programs emphasizing affirmative action toward
disabled individuals

-refined data collection and data analysis pased upon an increased
utilization of computer facilities.

The State's Equal Employment Opportunity Office reviewed the affirmative
action efforts of many agencies whose activities are not reported in Tables
5-9 and 5-10 of this report. It found several in satisfactory compliance
(according to the standards reported above): the Adjutant General's
Department, Department of Economic Development, Department of Aging, tbhe
Kansas Commission on Civil Rights, the Kansas Public Employee's Retirement
System (after first finding it in marginal compliance), tne Kansas State Grain

Inspection Department (after a first finding of marginal compliance), tbe
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Kansas State Historical Society (after a first finding of noncompliance), the
Kansas State Library, the Kansas Water Resources Board, the State Banking
Department. Otber agencies were found to be in marginal compliance:
Governor's Committee on Criminal Administration and the State Fire Marsbhall.
Among those found in noncompliance was the Kansas Animal Healtb Department.
The State Equal BEmployment Opportunity Office also reviewed several
educational institutions but these are not reported here since they are not a
part of this st:udy.u’ In short, the State has a sopbisticated system for
tracking not only what tbhe State ageucies plan to do but what they are

actually doing to furtber affirmative action goals.

e. Administering Agency: Department of Administration, Equal BEmployment

Opportunity Office

Toe following description of the administering agency's powers, duties and

budget was provided by its director:

The State Equal Employment Opportunity Office was created througb toe
issuance of Executive Order 75-9 in July of 1975. During tbe Carlin
administration, Executive Order 75-9 was tescinded by Executive Order
80-47 which strengtbened the direction and scope of affirmative action
within the State of Kansas....

In January of 1979, immediately prior to Governor Carlin's administration
assuning office, a proposal was before the legislature to include the
State Equal Employment Opportunity Office within the Division of Personnel
Services. One of Governor Carlin's first actions in office was to rescind
tobis proposed reorganization. In doing so, the independence and autonomy
of tbe office was preserved. Tbhis action was particularly important sioce
tbe State EEO Office functions as an ''oversight' agency in personnel

matters....[The office continued to report directly to the Secretary of
Administration. ]

Because the State EEO Office is an integral part of the Secretary's staff,

its approved recommendations and directives carry the weight of the
Secretary's authority....

Toe State Equal Employment Opportunity Office is responsible for the
preparation, promulgation and administration of tbe State Affirmative
Action Plan. The State Equal Bmployment Opportunity Office is also
responsible for assuring that each department, agency and institution has
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establisbed and maintains an affirmative action plan that conforms witb
guidelines of tbe State plan. The purpose of such plans is to insure
equal employment opportunity for all State employees and for all
applicants seeking employment witbin the jurisdiction of tbhe State civil
service system, Personnel transactions addressed in such affirmative
action plans include: biring, recruitment, selection, benefits,
promotions, transfers, layoff, return from layoff, compensation, equality

of wages and employee development programs....

Pursuant to tbe responsibility for assuring tnat Stace agencies,
departments and institutions provide equal employment opportunity to
applicants and employees, tne Equal Bmployment Opportunity Office bas
established the following as major program objectives for FY 1982.

1. EEO compliance field reviews will be conducted on all major
departments, agencies and institutions througbout the State.

2. All State agency affirmative action plans will be reviewed for
compliance witb tbe State Affirmative Action Plan.

3. The work force composition of all agencies will be reviewed on a
quarterly basis in order to isolate potential barriers to equal
employment opportunity.

4. Tone review of agency work force data will be based upon an
increased utilization of existing computerized data in order to
decrease the EEO paperwork burden experienced at the agency level.

5. Computerized data will be examined for the development of a
format tbat will more specifically identify EEO problem areas.

6. Special emphasis programs designed to increase equal employment
opportunities for bandicapped persons will be fully incorporated into
tbe State's affirmative action efforts.

7. Agency beads and agency EEO Officers will be assisted in
developing affirmative action goals and timetables, in collecting and
analyzing employment data, in establisbing recruitment sources and in
identifying and solving EEO problem areas.

8. Special studies will be prepared which identify effective
programs and wbhich recommend program improvements.

9. Tne State Affirmative Action Plan, the EEO Compliance Manual and
tbe Field Review Manual will be updated.

10. Training seminars concerning affirmative action programs will be
scheduled for agency heads, supervisors and members of the general
State employee population.

11. Informal mediation services will be provided, when requested, to
assist in the timely resolution of discrimination complaints.

12, Informational materials designed to inform State employees and
comunity members about the State's EEO program will be prepared and
publisbed in a timely manner.

13, Continued Liaison between the State EEO Office and groups
representing minority persons, women and bandicapped persons will be

assured,

Toe staff of the office includes a director, five professional staff
persons and two clericals. In FY 1979 when Governor Carlin took office, the

budget for this unit was $144,963. In FY 1982 the allocation was $244,137, an

increase of 54.6 per:cent,.16
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Appendix A

Tone following shows activity by tbe State and by those State agencies
reviewed in the Advisory Committee's 1978 report. This document was prepared
by the Kansas Eaqual Bmployment Opportunity Office and submitted witb Governor
Carlin's letter of Nov. 3, 1980. It is reproduced unchanged except tnat
additional documents referenced in the State's comments. bave been sumarized
or deleted. Summaries are surrounded by brackets.
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State and Agency Affirmative Action Plans
Compared to a Model Plan

I. COMPARE MANPOWER POOL WITH EMPLOYED WORK FORCE

Department of Education
Toe U.S. Commission specified no deficiencies in tbhe report published June
1978.

Department of Social and Rebabititation Services
The U.S. Commission specified mo deficiencies in the report publisbed June
1978.

Job Services (Human Resources)
The U.S. Commission specified no deficiencies in the report publisbed June
1978.

Department of Administration

The Department of Administration bas prepared a work force analysis and bas
compiled State and county civilian work force data for all protected groups.
Toe department is in tbe process of formulating a plan which will conform to
specifications projected for tbe new Carlin Affirmative Action Plan. The
requirements which are projected for the Carlin plan are: work force analyses;
availability analyses; underutilization analyses; goals and timetables; and
program analyses to identify problems and corrective actions.

Kansag Water Resources Board .
The U.S. Commission specified no deficiencies in tbe report publisbed June

1978. :

Department of Credit Unions

Tbe agency employs fewer than L5 staff members and is tberefore not required
to prepare an affirmative action plan. However, the agency does submit
statistical reports quarterly.

State
The U.S. Comission specified no deficiencies in tbe report publisbed June

1978.

II. ANALYZE ENTRY LEVEL ROLES

Department of Education

The department is currently cooperating with the State Division of Personpel
Services in a validation study of the examination instrument used to rate
applications for tbe Education Program Specialist class. The study will
ensure that tbe instrument used is a valid predictor of bow well applicants
can be expected to perform on tbe job, and tbat tbe rating instrument does
measure what it intends to measure.
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Department of Social and Rebabilitation Services

PSS -

A. Validation studies bave been conducted by the Division of Personnel
Services wicth input from SRS for tbe following classifications:
Attorney 1
Program Technician
Location and Support Specialist 1
Power Plant Operator I
B. |A full list is appended of job classifications for which entry level job
classes bave been reviewed.] A partial list is shown below:
Data Entry Series
Development and Training Specialist Aide
Development and Training Specialist 1
Program Technician
Attorney 1
Location and Support Specialist I
Power Plant Operator 1
Registered Nurse 1

C. SRS bas participated in validation studies. Groups of classes or

positions bave been under study for revision, modification or
establishment of new classes.

Job Services (Human Resources)

All entry level role requirements bave been previously analyzed. Toey were
found consistent with the purpose and organization of the Department of Human
Resources. Tohere would be no purpose to pitch any jobs to lower levels. A
nunber of direct entry paraprofessional positions wouid not be effective as
tbis would be inconsistent witb the agency's funding level and assignment.
The most serious problem lies in tbe computer field and at the administrative
level. However, the professional ranks are alveady staffed so that affected
classes may be promoted. In the future, this will eventually solve the _
underutilization problem in administrative positions. The underutilization 1n
tbe computer section is not amendable by analysis of entry level
requirements. The agency is cooperating with tbe Division of Personnel
Services in order to resolve underutilization in tbis area. Validation

studies have been conducted by the Division of Personnel Services with input
from the Department of Human Resources.

Department of Administration

Toe Division of Personnel Services witbin the Department of Administration bas
increased activities in tbe job analysis area. Such analyses are designed CO
assure that job requirements are appropriate.

Kansas Water Resources Board

Due to the bighly specialized and technical aspect of work programs ass@gt.led
to the Kansas Water Resources Board and tbhe limited number of staff positions
autborized, very few entry level positions are utilized. The current entry

level positions in the Engineering Tecbnician classification bave experienced
very little turnover since 1978.

Department of Credit Unions

The agency employs fewer tbhan 15 staff members and is tberefore not required
to prepare an affirmative action plao.
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State
The State bas increased activities in the job analysis area to assure that

knowledge, skills and abilities necessary to perform a particular job are
supported by appropriate minimum qualifications. The State is expanding tne
use of provisions for the substitution of education and experience in order to
broaden the pool of qualified applicants. The State EEO Office encourages
agencies to contact the Division of Personnel Services and tne State EEO
Office in order to create trainee classifications. Trainee classifications
are designed to facilitate the recruitment of protected group persons into
types of positions where such persons are underutilized.

ITII. CAREFR LADDER -OPPCRTUNITIES

Department of Education

The department posts position openings on its bulletin boards for five working
days. BEmployees who are interested in applying for the openings contact the
department's Director of Personnel Services for an interview appointment.

This provides promotional opportunities for department employees. The
.Governor's Trainee Program bas been used for employing two Spanisb surnamed
Americans and one handicapped individual in tbe Education Program Specialist,
Trainee job class and one female in tbe class of Data Entry Operator I,
Trainee. The Trainee Program has enabled the department to employ protected
group applicants who did not meet the aualifications requirements for tbe

regular Education Program Specialist and Data Entry Operator I classes.

Department of Social and Rehabilitation Services

SRS bas made training available to any employee interested in attending job
related in-service training. The costs of in-service training is borne by the
department |using State funds or Federal training funds].

The Governor's Trainee Program has been utilized to the maximum extent
possible for women and minorities in underutilizing job categories.

Job Services (Human Resources) ‘

The agency is using Washburn University and ESSI to resolve underutilization
in tne Data Processing area. The new agency training officer is organizing a
Career Eorictment program for this agency. Tbe program is designed to avoid
the pitfall of creating false promises while striving to develop promotional
opportunities for protected class members. Such a program also gives
employees a better understanding of tbemselves in relationship to their

environment.

All employees are given administrative leave or training leave to pursue
promotional opportunities. Furtber, a tuition/book reimbursement program has
been implemented for 90 agency employees. All such programs bhave L00 percent
distribution through the agency. These programs are furtber coupled with
in-bouse training and training at Breech Academy wbich is conducted by the

Region VII Office of the U.S. Department of Labor This agency does not
utilize the Governor's Trainee Program but does use summer interns extensively.

Department of Administration .
Promotional opportunities are published and circulated witbin the department.

The division directors submit quarterly reports on promotions and transfers to
the State EEO Office. The State EEO Office within tbe Department of
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Administration submits semi-annual reports of promotions by name, etbnic code
and sex to the EEOC.

Kansas Water Resources Board

Witbin budgetary limitations, tne Kansas Water Resources Board provides
training opportunities for all employees. New criteria for reimbursement of
trainiog expenses and time off to pursue training were developed in 1979-80.
Approval of training leave and payment for tuition and otber educational
expenses is based on the assumption that such training or education is of
value to the agency, in that persons in attendance will widen their skills and
knowledge base. This will result in more effective and efficient operations.

Promotional opportunity announcements are posted on tbe agency Personnel
Bulletin Board.

Department of Credit Unions

The agency employs fewer than 15 staff members and is tberefore not required
to prepare an affirmative action plan.

State
Tone State EEO Office conducts on-site field reviews.

Field reviews evaluate
the use of career ladders by State agencies.

IV. RECRUITMENT

Department of Education

Toe department's recruitment process includes written notification to about
twenty (20) female, minority and bandicapped organizations. These
organizations are notified of current position openings. Also, tne department

regularly advertises positions in minority publications in Topeka, Kansas City
and Wicnhita.

Department of Social and Rebhabilitation Services

SRS institutions and offices maintain contacts witb comunity groups,
including protected group organizations, to inform the members of current and
anticipated vacancies. SRS employees bhave participated in Division of
Personnel Services' Career Fairs throughout tbe State, including Topeka,
Kansas City, Wichita and Salina. Nurses from two institutions attended a
meeting in Kansas City and staffed a booth to inform nurses of career
opportunities in Kansas. Staff from Salina and Beloit attended a Career Fair
in Concordia on September 12, 1980. SRS institutions bave used radio and
television ''spots'' to advertise existing and anticipated vacancies.
Classified advertisements are placed in minority newspapers in addition to ads
being placed in tbe major daily newspapers within Kansas and adjoining States.

SRS EEO Representatives, SRS EEO Section Staff, SRS Personnel Management
Section Staff, SRS Personnel Officers and SRS program staff maintain constant
contact witp community groups. This is a significant resource in recruitiog
protected class members. The 'Recruitment Referral Sources' directory
(published by State EEO Office), tbe Governor's Advisory Committee on
Mexican-American Affairs and tbe minority newspapers such as: Call of Kansas
City, Kansas City Globe, Kansas City Voice, EL Centro of Topeka, Indian Center
of Topeka, El Perico of Wichita and Kansas Wheatly of Wichita are also
significant resources in recruiting protected class members.
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Job Services (Human Resources)

Primary success in this effort must be given to this agency's internal
monitoring system in which tbe EEO Officer exercises veto over all biring and
promotion decisions. Success of this agency's staffing pattern must also be
credited to the EEQ Office's continual dialogue witnh groups and

organizations. Furtber credit must be given to tbe involvement of Job Service
and Unemployment Insurance Managers across the State with community
organizations.

Department of Administration

The Division of Personnel Services/Recruitment Branch within the department
issues public notification of competitive examination dates. The Division of
Personnel Services disseminates job vacancy announcements to departmental
personnel. In addition, tbe Recruitment Branch disseminates vacancy
announcements to community organizations whose members represent protected
groups. Further, tbe division advertises positions in professional and trade
publications to attract qualified protected group members.

All divisions witbin tbe Department of Administration submit applicant flow
data to the EEQ Office. Tbe State EEO Office within the department publisbes
a directory titled '"Recruitment Referral Sources.' Tne directories are
distributed statewide.

Kansas Water Resources Board
When a stalf vacancy occurs or is anticipated, efforts are made to fill

positions with full attention to minority, female and handicapped persons.
Job openings are listed witb agencies, organizations and media tbat are
normally prepared to refer qualified and qualifiable protected group
applicants. Prominent individuals witbin tbe protected groups of the
community are utilized as recruiting sources. Efforts are made to contact
minotity, female and handicapped persons tbrougb workstudy programs.
Recruiting efforts at schools and colleges are incorporated in order to reach
qualified protected group persons.

Depactment of Credit Unions
The agency employs fewer than L5 staff members and is therefore not required

to prepare an affirmative action plan. :

State
The Division of Personnel/Recruitment Branch witnin tbhe Department of

Administration maintains a mailing list in order to disseminate job vacancies
on a statewide basis. In addition, the Recruitment Branch provides a 24-bour
telephone service that is used to assist the public to obtain information
concerning vacant positions in State government. Tnhe State EEO Office within
tbe Department of Administration publispes a directory titled 'Recruitment

Referral Sources.'

The State EEO Office conducts on-site field reviews. These field reviews
evaluate State agencies' actions withb regard to recruitment.
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V. RETENTION

Department of Education

A formalized grievance procedure has been establisbed for tbe department.
Thorough exit interviews are conducted with staff members prior to tbeir
departure. The exit interview includes inquiries relative to any
discrimination whicb the employee perceived. Training bas been provided to
the department's managetrs and supervisors on interviewing tecbniques and
nondiscriminatory interviewing practices. Workshops were presented by
Dr. Percy Sillin, Assistant Commissioner, and Mr. Lanny Gaston, Director,
Personnel Services, on March 27, 1980 and April 3, 1980. The worksbops
featured: completion of a ''Do's and Don'ts'" interviewing quiz by tbe
participants; two mock interviews which illustrated discriminatory

questioning; and an opportunity for staff to practice interviewing an
applicant for a position.

Department of Social and Rebabilitation Services

Thbe Personnel Management Section and the SRS EBO Section provide training upon
the request of any SRS employee or supervisor. |A list of 22 workshops in
different parts of the State and the dates held was provided. ]

Each office and institution uses an individualized exit interview format. A
standard exit interview format is used by all SRS staff in the Topeka area.
|The Secretary has drafted a letter to all unit beads regarding tbhe
utilization of bandicapped and accessibility of facilities. ]

Job Services (Human Resources)

Every effort is made to retain and promote thbe satisfactory employee and seek
relief for the troubled employee. A formalized grievance procedure has been
used for nearly four years. Efforts to increase employee protection and
satisfaction through this process bas annually been reviewed by a standing
comnittee on which tbe EEQ Office is always represented. Furtbher, any
personnel actions or supervision which may feasibly be discriminatory are
acted on as a formal complaint under BEmploymeot Security Regulations by tbe
EEO Office. Not only is there continuous training in affirmative action and
equal employment opportunity for supervisors, this training is provided to all
employees at their respective work sites. This office provides tbe equal
employment opportunity training for tbe State Employment Security Agency, the

Comprehensive Employment and Training Administration, and Region VII Commmity
Services Administration personnel. :

Personnel counseling and exit interviews have been an ongoing program in tnis
agency for a number of years. Jobs and facilities bave been reviewed for
accessibility to bandicapped persons. Further, an ongoing process of internal

monitoring reviews eacbh personnel transaction with a view toward reasonable
accommodation.

Department of Administration

The department bas implemented Grievance Procedures and an Exit Interview
Program. Botb are designed to obtain information needed to reduce employee
turnover and to improve working conditions.
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The Grievance Procedures were designed to identify and resolve practices and
attitudes whict adversely impact on tbe retention of protected group persons.
Employee counseling has been implemented in the areas of work performance,
guidance and discipline.

Toe Stace EEO Office distributes booklets and pampnlects and attends agency
staff meetings in order to stress the importance of tbe retention of protected

group persons.

Witbion tbe department, facilities continue to pe located 1n areas which are
accessible to protected group persons who are in tne work force.

Kansas Water Resources Board

The Kansas Water Resources Board has a formalized grievance procedure wnich is
reviewed periodically and updated to provide an aveoue for problem solving
within the agency. Each staff member is provided a copy of the procedure, and
it is posted on the agency Personnel Bulletin Board. An exit interview
procedure was officially instituted in 1980. Tne agency is vitally concerned
with the reasons for which employees terminate employment. The purpose of the
exit interview procedure is to collect information to be used in identifying
tbese reasons, with the ultimate goal of reducing avoidable turnover in the
agency. Tpe Kansas Water Resources Board curtrently employs five bandicapped
persons and strives to provide reasonable accommodations for tpe employment of
bandicapped persons.

Department of Credit Unions ' )
The agency employs fewet tban L5 staff members and is tbherefore not requirted

to prepare an affirmative action plan.

State

Tbe State bas incorporated an analysis of work environmeonts in order to
isolate practices which adversely impact on tbe tretention of protected group
persons. The State has a formalized grievance procedure and bas developed an
exit interview system to be used statewide. Training bas been provided to
agency managers and supervisors on interviewing techniques and
nondiscriminatory interviewing practices.

Toe State EEQ Office conducts on-site field reviews. These reviews evaluate
State agencies' actions witb regard to retention.

VI. EVALUATION

Department of Education

The department maintains the Applicant Register, tbhe Training Log, tbe
Promotion and Transfer log and the Termination Data log. 1In addition,
quarterly statistical reports are submitted to the State EEO Office.

Department of Social and Rebabilitation Services

The department maintains tbe Applicant Register, the Training Log, tbe
Promotion and Transfer Log and the Termination Data lLog. In addition,
quarterly statistical reports are submitted to the State EEQ Office.
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Job Services (Human Services)

The agency maintains tbe Applicant Register, tbe Training Log, tne Promotion
and Transfer Log and tpne Termination Data log. In addition, quarterly
statistical reports are submitted to the State EEO Office.

Department of Administration

Toe department maintains the Applicant Register, the Training Log, the
Promotion and Transfer lLog and tbe Termination Data Log. Tbhe State EEO Office
is delegated the responsibility for monitoring and evaluating tbe collection
of data and the content of agency quarterly reports.

Kansas Water Resources Board

Toe board maintains the Applicant Register, the Training Log, tbe Promotion
and Transfer log and tbe Termination Data Log. In addition, quarterly
statistical reports are submitted to the State EEO Office.

Department of Credit Unions

Toe agency employs fewer than L5 staff members and is therefore not required
to prepare an affirmative action plan. However, the agency does submit
quarterly statistical reports to the State EED Office.

State

Toe State EEO Office conducts on-site field reviews. The field review
evaluates the actions of State agencies in this area,

VII. RESPONSIBILITY

Department of Education

All supervisory personnel are responsible for implementation of EEO policy.
The EEO Officer, who is also the director of personnel services, has been
given specific autbority for planning and monitoring the program.

Depértment of Social and Rehabilitation Services
All administrative and supervisory personnel are responsible for the success

of EEO. The EEO Officer is delegated the responsibility for planning and
monitoring tbe program.

Job Services (Human Resources)

All supervisory personnel are responsible for implementation of EEO policy.
The EEO Officer is delegated the responsibility for planning and monitoring
tbe program.

Department of Administration

Toe State EEO Office and tbe Secretary of Administration share responsibility
toward affirmative action witbin the department. The daily responsibility for
administration for affirmative action within the department is carried out by
the Administrative Assistant to the Secretary of Administration and the staff
of tbe State EEO Office. The division chiefs within the department are

responsible for meeting affirmative action obligations outlined in the State
plan.
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Kansas Water Resources Board
Responsibility for planning and monitoring the program is shared by the agenc
bead and tbe EEO Officer. d geney

Department of -Credit Unions

The agency employs fewer than L5 staff members and is shared by the agency
bead and tbe EEO Officer.

State
The State EEO Office conducts on-gite field reviews annually. Tbhe EEO Office

bas the delegated responsibility for evaluating State agencies' actions in
this area.




119

Chapter 5 Notes

L. State of Kansas, Office of the Governor, Executive Order 80-47, Oct. 21,
1980.

2. State of Kansas, Department of Administration, State Affirmative Action

Plan, April 27, 1981, p.l.
3. 1Ioid., p.i.
. Ibid.

Ibid., p.ii.

4

5

6. 1Ibid., pp. 69-85.
7. 1Ibid., pp. 31i-6l.
8. 1Ibid., pp. 69-85.
9. 1Ibid., p.93.

10. Ibid., pp. 95-96.

1i. 1Ibid., pp. L153-154,

12. Kay Meadows, State Difector for the Equal Employment Opportunity Office,
letter to staff, Nov. 17, 1981.

13. State of Kansas, Department of Administration, State Affirmative Action

Plan, April 27, 1981, pp. 25-30.
14, Jobn Carlin, letter to staff, Nov. 3, 1980, attacoment.
15. Kay Meadows, letter to staff, Nov. L7, 1981,

16. 1Ibid.



120

6. STATE GOVERNMENT AFFIRMATIVE ACTION IN MISSOURI

a. Introduction

Like Kansas, the legal basis for affirmative action in Missouri was in
transition during the period in which this report was prepared. Tne plans and
most implementing efforts reported in this chapter were initiated by the

administration of former Governor Josepb Teasdale. However, following the
election of Governmor Coristopher S. Bond in 1980, a new executive order was

issued and new affirmative action plans were promised.

The authorities cited by Governmor Teasdale in bis Marcnh 23, 1978 executive
order were the various Federal laws reauiring equal employment opportunity,
the Federal Executive Order L1246, as amended, requiring affirmative action by
Federal contractors, and the State law probibiting discrimination in
empj.oyment:.l The rationale for the order was that failure to act might
expose the State to Federal or court sanctions that should be avoided.

Tbe Teasdale Executive Order required implementation of an equal

employment opportunity polic:y,2 appointment of a State affirmative action

officer,> development Dy each agency of an affirmative action pJ.an,4

creation of a State affirmative action council to coordinate and review agency

5

efforts,” conduct of utilization analyses and development of goals and

timetables to reduce underutilizat1on,6 development and implementation of a

recruitment program to reaco minorities and women, tbe bandicapped and

7

veterans,  regular reporting by each agency of its efforts and problems.8

The key provisions related to affirmative action planning were:

The responsipility for development of Affirmative Action Plans rests with
each department director, who shall appoint an EEO or Human Relations
Officer to develop its Affirmative Action Plan. Minimun standards shall
be included for tbe development of specific programs relating to
recruiting, biring, training, career development, promotions,
terminations, disciplinarg actions and other terms, conditions and
privileges of employment.
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Each sucn Affirmative Action Plan shall contain an analysis of the
department work force by race, sex, age, veteran and bandicap status.
Tois analysis sball pe used to determine undetrutilization of individuals
from tbese groups. In addition an analysis shall pe made relative to
appointments, assigmments, advancements.... Toe Affirmative Action Plan
sball provide for the correction of all discriminatory practices and
procedures and snall contain goals and timetables for instituting steps to
eliminate past inequities 1in empl.oyment....l
On August 28, 1981, Governot Christopber S. Bond issued a new executive
order witb effect from September L, 198L. Tnhis made significant changes in
tbe affirmative action process in the State. The position of State
affirmative actioo officer, reporting to the Commissioner of Administration,
was retained togetber witp tbe coordinating function. Each department
director continued to be responsible for developing a plan, but the directors
were no longer required to appoint a buman relations/EEO officet.]'l Whereas
the Teasdale order reguired work force utilization analysis and determination
of underutilization, concrete proposals to correct all discriminatory
practices and specific goals and timetables to achieve these objectives,12
the new order requires that:
Each such plan shall be designed to address any past or present
discriminatory employment or personnel practices and to prevent such
practices in the future. In addition, eacb such plan shall facilitate the
promotion and enhancement of equal employment opportunities for all
personnel witbin the department.l
While the Teasdale order mandated creation of a recruitment program to reach

14 the new order does not.J'5

underutilized groups of potential workers,
Both the new and old orders require that testing and promotion procedures be
nondiscriminatory but wpnile tbe new executive order states this as a
principle, tbe old order included specific requirements for collection and
maintenance of applicant flow data that would allow a determination of where
the blockages, if any, for minorities, women, the bandicapped and veterans

16

existed. The office of the State Affirmative Action Officer is
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substantially strengtbened io toe new executive order. Unlike its role under
tone old order, "If any plan submitted is determined not to be in compliance,

tbe State Affirmative Action Officer may require such revisions as are

nl7

necessary to accomplish tbe purposes of this order. The impact of tonis

change could not be measured, since plans were not to be submitted until
November 198L. State departments' reporting requirements under the new order
are annual, whereas under the old order they were required to report

8

Tbe language of the new executive order is significantly less
19

quar:t:et:].y.L
specific tban tne old order on the substance of tbese reportts.

b. Missouri Governor's Activity

Responsibility for coordinating the State's affirmative action efforts is
assigned to the State Affirmative Action Officer who reports to the
Commissioner of the Department of Administration. Tne State Affirmative
Action Officer under tbe Teasdale administration reported that the principal
efforts of bis office were the sponsorship of three conferences on affirmative
action; sponsorsnip of breakfast meetings at whicb tbe Governor's |
cbhief-of-staff empbasized toe importance of affirmative action to department
directors, mid-level manager, personnei officers and supervisors from State
departments; a meeting to promote affirmative action by the State judiciary;
implementation of equal employment and affirmative action training of State
personnel; and, establistment of a resume clearinghouse.20

The State Affirmative Action Officer told the Advisory Committee: "I can
assure you that there has been some significant but not necessarily dramatic
progress' in promoting opportunities for mimorities and women. He cited as
evidence for this an increase of 2.9 percent in non-minority male employment

in tbe period June 30, 1978 - June 30, 1979, an increase of 7 percent in black

male employment, a decline of 1.6 percent in Hispanic male employment, an
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increase of 5 percent in Asian male employment, an increase of 14.3 percent in
American Indian male employment, an increase of 4.7 percent in non-minority
female employment, an increase of 5 percent in black female employment, an
increase of 43 percent in Hispanic female employment, an increase of 14.7

percent in Asian female employment and an increase of 27.3 percent in American

Indian female employment. 21

Governor Bond reported the following efforts by the new State Affirmative
Action Officer in the six montbs since she was appointed:

A. Toere bas been a network establisbed between the States of Iowa,
Nebraska, Kansas, Illinois, California and Georgia to share information
and benefits.

B. In addition to maintaining a Resume' Clearinghouse, ali persons who
submit resumes to the Affirmative Action Office receive a copy of the
merit application for completion, and after testing are placed on the
merit register. |The officel...is communicating with people in private
enterprise to retain a reservoir of resumes.

C. Interacting, by speaking and meeting with various groups that
represent minority interest.

D. Rapport bas been establisbed with tbe Department Directors and they
bave been assured that the Affirmative Action Office is available to
provide techonical assistance to insure compliance.

E. Informational Repository. An inter-departmental exchange of
video-tapes, books, etc., relative to affirmative action has been
establisbhed.

F. A display booth was designed and created to disseminate information
regarding careet cbhoices, internsbips and summer employment with State
Government. The most recent display was at Lincoln University's Career
Day Program.

G. Graphs and charts were designed to make a more comprehensive
comparative analysis, by race, sex and salary.

H. The Affirmative Action Officer is working in concert with the Minority
Contractor and Minority Business Coordinator.

I. |Tre Affirmative Action Officer]...is also working with the Electronic
Data Processing Director to computerize and generate data needed for equal
employment opportunity reports.
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J. A training program nas been approved to aid upward mobility which
becomes auite key as the effect of the budget cuts nave taken a toll in
layoff and terminations.

The Advisory Committee was particularly interested to know what efforts
tbe Governor had made to promote affirmative action by employment of
minorities and women in jobs whict were appointive. Former Governor Teasdale
stated that 40 black males, 24 black females, 18 Hispanic and other males, one
"Hispanic or other females,' 114 white females pad been appointed by nim
during bis administration. He did not report how many white males be
al]ppointed.23 Governor Bond reported tbat of 318 appointments since January
1981, 58 (18.2 percent) were white females, L0 (3.l percent) were black

females, 3 (0.9 percent) were Hispanic females, 220 (69.2 percent) were white

males, 15 (4.7 percent) were black males and L2 (3.8 percent were Hispanic

males. 24

¢. Data

Table 6-L snows the utilization of workers as reported in tbe 1970 census
of population. Table 6-2 shows the utilization of workers in the private
sector as reported to the U.S. Equal Employment Opportunity Commission (EEOC),
based on 1978 employer reports. Table 6-3 shows the utilization of workers by
Missouri State Goveroment as reported by the State on its 1980 EEO-4 form
submission to EEOC. Table 6-4 snows the comparison between the 1970 State
labor force, tbe 1978 private labor force and tne 1980 State work force.

A comparison of the State work force to the two labor force measures shows
some disparities greater than 20 percent. Utilization of white men, black men
and Hispanic men is lower than that in either of the two labor force estimates
by more than 20 percent. Utilization of white women in tbhe work force is
significantly above tbe 1970 State labor force estimate and is above, but not

significantly, tbe 1978 private lapbor force estimate. Tne proportion of black


https://terminations.22

Tablo g-1

MESSOURI LABOR FORCE - 1970

84,408

TOTAL WHITE %Row BLACK %Row HISPANIC % Row

Total 1,767,310 4,603,008 (90.8) 157,767 (8.9) 13,963 (0.8)
Female 678,476 599,991 (88.4) 76,171 (11.2) 5,419 (0.8)
Male 1,088,834 1,003,917 (92.2) 81,596 (7.5) 8,544 (0.8)
Professionals, Technicians & Kindred % Column % Column % Column
ig;:ie 239,887 223,363 14,551 2,598

Male 103,111 92,712 (15.5) 9,734 (12.8) 963 (17.8)

136,776 130,651 (13.0) 4,817 1,635 (19.1)

Managers & Administrators

fotal T ] 143,659 140,132 3,328 751
Fenale 23,879 22,784 (3.8) 1,036 (1.4) 129 (2.4)
Male 119, 780 117,348 (11.7) 2,292 (2.8) 622 (7.3)
Clerical & Kindred

Total 321,545 296,018 24,872 2,716
Female 238,036 220,785 (36.8) 16,743 (22.0) 1,362 (34.4)
Male 83,509 75,233 (7.5) 8,129 (i0,0) 854 (10.0)
Crafts v

Total 238,358 226,976 10,934 1,567
Female 13,666 12,539 (2.1) 1,101 (1.4) 134 (2.5)
Male 224,692 214,433 (21.4) 9,833 (12.1) 1,433 (16.8)
Service
Total 203,708 163,112 39,668 1,620
Female 119,300 95,530 (15.9) 23,303 (30.6) 888 (16.4)
Male 67,582 (6.7) 16,365 (20.1) 732 (8.6)

Source: Bureau of the Census, General

Social and Economic::Characteristics; Missouri

Calculations by CSRO.

(PC(1)-C17 Mo.),

Table

54,

ST



TABLF. ¢-2
1978 PFRO-1 Peport Susmary

{Parcent ty Row)

TOTAL TOTAL OFFICIALS PROFESSIORALS TECRWICIARS
PHTEATHRRT & MANAGERS
e et e et e e e e A - WRITECOLLAR - - = — ~ ~ = =~ 2 - m = = =~ = = = =
AaL T §20,177 4,799 86,930 67,115 33,643
AL N 485,103 197,208 71,500 44,360 2,138
AL F 335,274 197,591 18,029 22,758 14,505
WAITE T 712,858 358,759 82,503 62,580 31,200
VEITE ¥ 427,863 184,285(41.1) 68,663(16.1) 41,797(9.8) 19,439(4. 5)
WRITE P 284,992 174,674(61.2) 13,820(6.8) 20,783(2.3) 11,7414, 1)
ME T 107,522 36,040 4,427 4,538 4,483
MIR K 57,240 12,92 3,218 2,563 1,479
MIE ¥ 30,282 28,117 1,209 1,972 2,76
BACK T 92,872 8,009 3. 1% 2,658 3,28
ILACR H 48,178 8,957(16.6) 2,192(4.9) 1,200(2.5) 1.23702.¢)
BLACE F 44,69 19,852(44.8) 1,027(2.3) 1,438(3.3) 2,82%(5.7)
81SP T 7,912 3.614 5854 543 252
RISP M 4,94 1.711(34.8) AT149.6) 416(8. %) 150{3.1)
RISP T 2,998 1,503(63.3} 83(2.8) 129(4.3) 102(3.4)
AS/PI T 3,672 2,093 238 1,009 251
AS/PI H 1,995 1,237(62.0) 205(16.3) 665(33.3) 14807.4)
ASITT F 1,617 856(51.0) 30(1.8) 344(20.5) 109(8.1)
AL/AX T 3,086 1,524 AlS ) 154
ATJAR H 2,18 1,018(47.3) 350(16.%) 282(13.1) 124(5.9)
ATJAX P L) ] 306(35.4) 69(1.6) 41043 030}
100.0 100.€ 100.0 100.0 100.0
TR 50.0 2.7 6.1 59.3
AL BT 39.1 - 0.7
AL FPR 409 50.0 12 1.9 0.
WEITE T PR 6.9 96.% 948 .2 81.5
WBITE W PR 2.2 4.7 7.0 62.3 $4.6
WAITE F PR 34.7 8.2 18.9 3.0 2.9
MIE T PR 131 9.1 $.1 6.8 12.3
MIF M PR 1.0 1) 312 3.8 [
KR F PR 6.1 5.9 1.4 2.9 1.8
BLACK T PR 11.3 1) 3.7 4.0 10.6
BLACF M PE 3.§ 2.3 2.3 1.8 )5
BLACK F PR 5.4 5.0 1.2 2.2 1.
HISP T PR 1.0 0.9 0.4 0.8 0.1
RISP M PR 0.8 o 0.5 0.6 ok
ElS? PP N 0.5 0.1 0.1 0.3
AS/P1 I PR o4 0,5 0. 1.3 ¢l
AS/PL M PR 0.2 0.) p.2 1.0 0.4
AS/PL F PR 0.1 0.2 » 0.5 0.
AL/AE TER 2.4 2.4 0.3 0.3 0.4
AL/6X ¥ PR [8] ¢l 0.4 0.4 g.3
AL/AR F PR [ ] 2.1 el 0.1 2.1

WOTES: PR=Parcent of Totsl Employment in & given Occupational Category

MIMviotal Mivority
Hisr-fiispenic
H-aule

vless than 0.3 percent

Percent by rov, that fs paresnt of stbmic
8RO,

fo parentheses. Calculated by

AS/Pl=Asiep or Pweific lslander
Al/AR=smericen Indian or Alasksn Mative

P=femle

Brop in each job category, is showm

ROURCE: U.8. Kqcal RBeploymest Opportimicy Commission, MLE’Q_!LI&LB

SALES
WORKERS

17,595
38,740
40,835

n,0m
34,029(8.0)
37,048(1).0)

6,522
1,11
i.n

3,435

2,132(8.5)

3,2083(7.3)
726

a30(7.1)
376(12.5)

199
$9{3.0)
100¢6.0}

162
110(3.1)
3103.7)

a0 Qoa
- “ima

L Y

OFFICE &

127,816
11,085
104,487

111,403
20,317(8.7)
91,006(32.0)

18,113
2,13
13,361

13,7111
2,156(4.5)
11,555(35.9)

1,39
J24(6.6)
1,213{40. )

9%
12046.0)
219(15.6)

468
132(1.1)
314(34.4)

Q-
S

oo 9
-

e e == e B QAR = = = = s s s mca s me s

TOTAL CRAFT
MORKERS
348,384 102,108
252,383 91,400
93,001 10,708
296,631 93,530
218,183(51.0) B4, 3B4(19.7)
78,468(27.5) 9,146(3.2)
48,783 8,373
34,218 1,016
14,533 1,539
43,097 7,018
30,104(62.5) 5,695(11.8)
12,993€29.1) 1,33302.0)
3,382 930
21,678(54.3) 020(14.7)
704{28.3) 110(3.7)
944 1%
437(21.%) 103(5.2)
507 (30.2) 078}
1,30 Ay
999(46.4) 408(19.0)
maee.n 2(3.D
100.0 100.0
n.1 8y,
2.9 10.5
25.9 9.6
6.2 0.6
7.7 5.0
1.1 8.4
9.9 6.9
4.2 1.3
1.8 6.9
L] 5.6
1.8 1.}
1.0 0.§
0.8 0.8
0.2 0.1
2.3 o.?
0. 0.
0. .1
[ s .4
[ 0.4
0.1

* Less than 0.03 percent

OPERATTVES

183,097
121,540
8,3

154,33
101, 562(24.0)
31,752(18.2)

38,76
18,958
5,803

3,91
17,090(35.5)
8,831(19.8)

1,399
1,172{13.9)
437414.2)

412.2)
315(19.4)

(3]
452(21.0)
(2.3

- -
™ e o

ans
~ oo

Q
-

-~

LABORERS

60,182
3q
20,738

48,767
31,19%(2.3)
17,568(8.2)

11,418
B 34
nn

10,13
T,319(13.)
2,029(6.3)

853
686(14,0)
181(5.6)

183
90{4.3)
95(5.7)

21%
13%(8.5)
80(8.8)

SERVICE
VORKERS

80,194
33,512
A4, 602

37,463
25,413(3.9)
32,032(11.2)

12,630

20,966
#,1130118.9)
11,849(36.3)

b
323{1¢.7)
391413.0}

[3H]
321{16.1)
pILIST ]

12
134(8.3)
78(2.3)

o

eoqQg QDO
.
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Table 6-3

Comparison of Percent of State Work Force and Function Work Force That Are

FUNC.] TOTAL WM BM HM AM AIM WF BF HF AF AIF
1. 3,095 983 59 2 2 1{ 1,916 125 3 4 NR
(31.8) (1.9) (0.1) | (0.1) 0 | (61.9) (4.0) (0.1) { (0.1)
2.1 6,416 | 5,817 215 14 6 32 316 16 NR NR NR
(90.7) (3.4) (0.2) | (0.1) 0.5) (4.9 (0.3)
3. 5,521 791 87 NR 4 1] 3,670 952 4 11 1
(14.3) (1.6) (0.1) ) | (66.5) | (17.2) (0.1) | (0.2) 0)
4. 1,846 | 1,509 65 8 NR 2 244 16 1 | 1 NR
(81.7) (3.5) €0.4) 0.1 13.2) (0.9) .1 | .1
L NONE
6.1 2,290 1,734 33 8 7 5 479 18 NR 2 4
(75.7) (1.4) 0.3) | (0.3) (0.2) (20.9) (0.8) (0.1) (0.2)
7. 1,134 324 2 2 10 NR 785 9 NR 2 NR
(28.6) (0.2) (0.2) | €0.9) (69.2) (0.8) 0.2)
8.1 13,049 | 3,262 690 37 71 19| 6,552 2,288 40 54 36
(25.0) (5.3) (0.3) | (0.5) (0.1)] ¢50.2) | (17.5) (0.3) | (0.4) (0.3)
9. NONE
10. NONE
11. | .2,320| 1,467 128 1 3 27 571 119 2 1 1
(63.2) (5.5) 0) 0.1  (1.2) (24.6) | (5.1) (0.1) 0) 0)
12. | NONE
13. | NONE
4. 2,349 891 50 2 4 2| 1,235 156 3 3 3
(37.9) (2.1) (0.1) | (0.2) (0.1) (52.6) | (6.6) .1} .1} (0.1)
15. 3,368 | 1,143 98 2 4 41 1,899 195 12 6 5
(33.9) (2.9) 0.1) | (0.1) (0.1} (56.4) | (5.8) 0.4)| (0.2)| (0.1
Tomﬁ 41,3881 17,921 1,427 76 111 93| 17,667 3,894 65 84 50
(43.3) (3.4) €0.2) | (0.3 (0.2} (42.7)| (9.4) 0.2) | (0.2)| (0.1)
WORK IFORCE RA&GE
+20% 52.0 4,1 0.4 0.2 51.2 11.3 0.2 0.2 0.1
-20% 34.6 2.7 0.2 0.2 34.2 7.5 0.2 0.2- 0.1
COMPARISON OF, FUNCTION TO STATE
L. - - - - - + - - - NR
2, + 0 - + - - NR NR NR
3. - - NR - - + + - 0 -
4, + 0 + NR - - - - - NR
6. + - + 0 0 - - NR - +
7. - - 0 + NR + - NR 0 NR
8. - + + + - 0 + + + +
11. + + - - + - - - - -
14. 0 - - 0 - + - - - 0
15. - 0 - - - + - + 0 0
NET SCORE -1 -3 -2 -4 -5 +1 -6 -6 -5 -4
DISPARITY -2 -1 -3 -4 +2 -5 -5 -4 -3
4 DISPARITY 10.0 5.0 15.0 20.0 10.0 25.0 25.0 20.0 15.0
SOURCE :

State work forces.

Calculations by CSRO based on EEO-4 data supplied by the State.
parentheses are the pro

The numbers in
portions of workers from each ethnic group in the functions/
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Table S5-4

Comparison of Work Force and Labor Force

%M %BM %HM %WF %BF
1970 State Labor Force 56.8 4.6 0.5 33.9 4.3
1978 ¥rivate Sector Labor
0. 34.7 5.4
Force 52.2 5.9 6
1980 State Work Force 43.3 3.4 0.2 42.7 9.4

Notes:

WM=white male
BM=black male
HM=Hispanic male
WF=white female
BF=black female
HF=Hispanic female

Source: Tables 6-1,6-2,6~3 of this report
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women workers is significantly above both labor force estimates. Tone
proportion of Hispanic women workers is significantly below both labor force
estimates. While tbere are some significant discrepancies between labor force
and work force, the Advisory Committee believed that it would be appropriate
to use the State work force as a reasonaole standard for acnievement by State
agencies.

Table 6-3 not only contains basic data on utilization by agency function
but also contains scores indicating the extent to whicb functional work force
utilization of each ethnic group is significantly less or greater tban would
be expected if it matcned tbe State work force. The score awards each
function a plus one if its utilization exceeds the State's by 20 percent, a
minus one if it is 20 percent less than the State's and a zero if tbere is no
disparity in utilization. Analysis of the net score by function shows that
only agencies involved in bealth care (other than hospitals) were likely to
use minorities and women more tnan the State proportions; all otbers were
likely to use minorities and women less than the State proportions. Those
functions with the largest disparity were financial administration; streets
and highways; public welfare; police protection; corrections; and, employment
security.

Wnile all minority groups tended to be underrepresented in each function,
Asian males; American Indian males; black, Hispanic, Asian and American Indian
females were represented at less than 80 percent the State average in six or
more functions. Tnese statistics show disparities that need to be explored.

To explore tne disparity in total employment might reasonably require an
analysis of disparity in each of the job categories. Here tune analysis is
compressed. Tabple 6-5 shows tne pattern for administrators; 6-6 for

professionals and 6-7 for service workers (two of tne tbree top joo and one of
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Table 6-5

Comparison of Percent from Each Ethnic Group in Administrative Jobs in the
State Work Force with Percent in Administrative Jobs in Function Work Forces.

FENC. | TOTAL WM BM, B AM AIM WF BF HF AF AIF
1. 182 113 5 NR NR NR 62 2 NR NR NR
(5.9) (11.5) (8.5) (3.2) (1.6)
2. 30 28 1 NR NR NR 1 NR NR NR NR
(0.5) (0.5) (0.5) (0.3)
3. 20 14 2 NR NR NR 4 NR NR NR"~ NR
(0.4) (1.8) (2.3) (0.1)
4. 4 4 NR NR NR NR NR NR NR NR NR
(0.2) (0.3)
5. NONE
5. 150 145 NR NR 21 NR 4 NR NR NR NR
(6.6) (8.4) (14.3) (0.8)
7. 4 4 NR NR NR NR NR NR NR NR NR
(0.4) (1.2)
s. 446 219 12 A 9 -3 162 33 NR 4 NR
, (3.4) 6.7) (1.7) | (10.8)| (12.7) | (15.8)| (2.5) (1.4) (7.4)
9. | NONE
10. | NONE
11. 10 9 NR NR NR NR NR 1 NR NR NR
€0.4) (0.6) (0.8)
12. | NONE
13. NONE
14. 259 214 9 NR 1 NR 26 9 NR NR NR
(11.0) | (24.0) (18.0) (25.0) (2.1) (5.8)
15. 217 179 8 NR 1 NR 25 4 NR NR NR
(6.4) | (15.7) (8.2) (25.0) (1.3) 2.1)
TOTAL 1,322 929 37 4 12 3 284 49 0 4 0
(3.2) (5.2) .6)| (5.3) (10.8)| (3.2) (1.6) (1.3) (0) (4.8) 0)
WORK FORCE RANGE
+20 3.8 6.2 3.1 6.4 13.0 1. . 0 0
=20 3.0 4.2 2.1 4.2 8.6 . 1. . .8 0
co»mwalsou OF FUNCTION TO STATE
. + + NR NR NR + o} NR NR NR
2. - - NR NR NR - NR NR NR NR
3. - 0 NR NR NR - NR NR NR NR
4, - NR NR NR NR NR NR NR NR NR
6. + NR NR + NR - NR NR NR NR
7. - NR NR NR NR NR NR NR NR NR
8. + - + 0 + + 0 NR + NR
11. - NR NR NR NR NR - NR NR NR
14, + + NR + NR + + NR NR NR
15. + + NR + NR 0 + NR NR NR
NET SCORE 0 -3 -8 -3 -8 -3 -4 0 -8 0
DISPARITY -3 -8 -3 -8 -3 A 0 -8 0
% DISPARITY 15.0 40.0 15.0 40.q 15.0 20.0 0] 40.0 0

SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State.
parentheses are the proportions of workers in the ethnic group in the particular
job category.

The numbers in
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Table 6-6
Comparison of Percent from Each Ethnic Group in Professional Jobs in the State Work

Force with Percent in Professional Jobs in Function Work Forces
FUNC.| TOTAL WM BM HM AM AIM WF BF HF AF AIF
1. 634 429 15 2 2 1 170 12 1 2 NR
(20.5) (43.6) | (25.4) | (100.0) | (100.0) | (100.0)} (8.9) (9.6) } (33.3) | (50.0)
2. 1,100 1,068 5 4 2 5 15 1 NR NR NR
(17.1) (18.4) (2.3) (28.6) (33.3) (15.6) | (4.7) | (6.3)
3. 4,066 728 81 NR 4 1 2,600 639 2 10° 1
(73.6) (92.0) | (93.1) (100.0) | (100.0) | (70.8) | (67.1) (50.0) | (90.9) (100.0)
4, 5 5 NR NR NR NR NR NR NR NR NR
(0.3) (0.3)
5. NONE
6. 674 573 8 1 5 2 80 4 NR NR 1
(29.4) (33.0) ] (24.2) (12.5) (71.4) (40.0) | (16.7) | (22.2) {25.0)
7. 274 92 NR 1 10 NR 168 2 NR 1 NR
(24.2) (28.4) (50.0) | (100.0) (21.4) 1 (22.2) (50.0)
8.. 2,504 813 48 20 45 : 1 1,322 196 11 37 2
(19.1) (24.9) (7.0) (54.1) (76.1) (5.3) (20.3) | (8.6) | (27.5) | (63.5) (5.6)
9. NONE
10. NONE
11. 792 512 46 1 3 NR 181 49 NR NR NR
(34.1) (34.9) (35.9) | (100.0) (100.0) (31.9) | (41.2)
12, NONE
13. NONE
14, 1,230 563 29 2 3 1 553 77 1 NR 1
(52.4) (63.2) (58.0) { (100.0) (75.0) | (50.0) (44.8) | (49.4) (33.3) (33.3)
15.] 1,434 723 42 1 3 3 593 60 2 4 3
(42.6) (63.3) (42.9) (50.0) (75.0) | (75.0) (31.2) | (30.8) (16.7) (66.7)| (60.0)
TAL 12,713 5,506 274 32 86 14 5,682 1,040 17 54 8
(30.}:A)JJ (30.7) (19.2) (42.1) (77.5)| (15.1) (32.2) | (26.7} (26.2) (64.3)] (16.0)
woxxl ORCE GE
-t-20"/r 36.8 36.8 23.0 50.5 93.0 18.1 38.6 32.0 31.4 77.2 19,2
—20% 24.6 24,6 15.4 33.7 62.0 12.1 25.8 21.4 21.0 51.4~—3%2.8
COMPARISON OF FUNCTION TO STATE
1. + + + + + - - + - NR
2. - - - - 0 - - NR NR NR
3. + + NR + + + + + + +
4. - NR NR NR NR NR NR NR NR NR
6. 0 + - 0 + - 0 NR NR +
7. 0 NR 0 + NR - 0 NR - NR
8. 0 - + 0 - - - 0 0 -
11. 0 + + + NR 0 + NR NR NR
14. + + + 0 + + + + NR +
15. L + + 0 0 + 0 0 - 0 +
NET SCORE +2 +2 0 +2 +1 -4 -1 -3 -6 -2
DISPARITY 0 -2 0 -1 -6 -3 -5 -8 =4
% DISPARITY 0 10.0 0 5.0 30.0. 15.0 25.0 40.0 20.0

SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State. The numbers in
parentheses are the proportions of workers in the ethnic group in the particular
job category.
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Table 6-7

Jobs in Function Work Forces

FUNC. TOTAL WM BM HM AM AIM WF BF HF AF AIF
1. 95 55 16 NR NR NR 20 4 NR NR
(3.1) (5.6) (27.1) (1.0) (3.2)
2. 66 39 19 NR 2 1 4 1 NR NR
(1.0) (0.6) (8.8) (33.3) (3.1) (1.3) (6.3)
3. NONE
L. 42 30 4 NR NR NR 5 3 NR NR
(2.3) (2.0) (6.2) (2.0) (18.8)
5.  NONE
6. 338 315 8 1 1 2 10 NR NR NR
(14.8)  (18.7) (24.2) (12.5) (14.3) (40.0) (2.1) -
7. 279 111 2 1 NR NR 163 1 NR 1
(24.6)  (34.3) (100.0) (50.0) (20.8) (11.1) (50.0)
8. 2,136 676 231 3 NR 4 825 380 6 5
(16.4) (20.7) (33.5) (8.1) (21.1) (12.6) (16.6) (15.0) (9.3)
9.  NONE
10.  NONE
11. 96 79 4 NR NR NR 9 4 NR NR
4.1) (5.4) (3.1) (1.6) (3.4)
12. NONE
13,  NONE
14, 5 4 1 NR NR NR NR NR NR NR
(0.2) (0.4) 0.5
15. 220 79 27 1 NR 1 80 32 NR NR
(6.5) (6.9) (27.6) (50.0) (25.0) (4.2) (16.4)
TOTAL 3,277 1,388 312 6 3 8 1,116 425 6 6
(7.9) (7.7 (21.9) (7.9) (2.7) (8.6) (6.3) (10.9) (9.2) (7.1)
WORK FORCE RANGE
+207% 9.5 9.2 26.3 9.5 3.2 10.3 7.5 13.1 11.0 8.5
-20% 6.3 6.2 17.5 6.3 2.2 6.9 5.0 8.7 7.4 5.7
COMPARISON OF FUNCTION TO STATE
1. - NR NR NR - - NR NR
:2;. - - NR + - - - NR NR
4. - - NR NR NR - + NR NR
6. + 0 + + + - NR NR NR
7. + + + NR NR + 0 NR +
8. + + 0 NR + + + + +
11. - - NR NR NR - - NR NR
14. - - NR NR NR NR NR NR NR
15. 0 + + NR + - + NR NR
NET SCORE -2 0 -2 -5 -3 -5 -2 -7 -5
DISPARITY +2 0 -3 -1 -3 0 -5 -3
% DISPARITY 22.2 0 33.3 11.1 33.3 0 55.6 33.3
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three bottom job categories). (Note that, for reasons explained in the

Introduction, we bave shifted the basis of analysis from percent of job -

category to percent of etbhnic group.)

The disparity calculations from the three tables are summarized in Table
6-8. This shows a mixed pattern. If tbere were discrimination one would
expect tbat tbne disparity would be greatest for administrators, less for
professionals and still less for service workers. This pattern is evident for
Hispanic mea, black women, and Asian women. It is not true for otber groups.
Woile the levels of disparity are sufficiently bigb to raise questions, these
are not about discrimination of the kind that would be evident in disparate
utilization witbin each etbnic group. Disparity at tbe administrator level is
greatest for Hispanic and American Indian men and Asian women. At the service
worker level the disparity is greatest for Asian men, Hispanic and American
Indian women. Notewortby are tne absence ot very low levels of disparity for
black male, Hispanic male, Asian male, and black female professionals and for
Hispanic male, American Indian male, and black female service workers.

To explore this matter furtber, the reader could review Tables 6-5 to 6-7,
comparing the proportion of wnite men io eacb job category witb the proportion
of other minorities and women in each category for each function. In the
administrative category, 108 of 1,322 administrators are from minority groups
(about eight percent) and 284 (about 21 percent) are white women. In two
functions no minority administrators are employed. In those which do employ
white female administrators, tbhere is some difference in utilization between
white women and wbite men. There is generally little difference between
minority and white male utilization in those functions where minority

administrators were used.
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Table 6-8

Percent Disparity Compared

MALE * FEMALE
Anm, Ind. Am.Ind.
Asian or or Asian or or
) _Black Hisp. Pac.Isl. Al.Nat. White Black Hisp. Pac.Isl. _Al.Nat.
Administrative 15.0 40.0 15.0 40.0 15.0 20.0 0 40.0 )
Pyrofessional 0 10.0 0 5.0 30.0 15.0 25.0 40.0 20.0
Service 22.2 0 33.3 11.1 33.3 0 55.6 33.3 44 .4
Source: Calculations by CSRO shown on Tables 6-5, 6-6 § 6-7.
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Wnite men are a smaller proportion of the professional level ‘jobs (less
‘than half of the professionals are white male) and more functions include at
least some minority professionals tban is the case for administrators. With a
scattering of exceptions, most notably in bealtb care, tbere is little
disparity 10 utilization of white men and minorities. However, tne
proportions of female professionals appears to be less than the proportion of
men in several functions: financial administration, streets and bigoways,
public welfare, bealth and other.

In the service/maintenance worker category, a review of the data in Table
6-7 shows tbat there are many functions in which most of the nonwhite ethnic
groups are not represented. Wbere there is representation, thete is little
disparity regarding either minorities or white women.

A glance tbrough the appendix tables shows that while few administrators
earned less than $15,999, tbhe proportion of minority or white women in the
administrator category wno did so was larger tban tbe proportion of white male
administrators at that salary level. Indeed, it is striking that there are
any administrators at below $15,999.

But perbaps the most interesting measure of State affirmative action
efforts is tbe cbange tbat occurs because of new bires. About 1l percent of
the 1980 State work force are persons hired during tbe year. Tnere is thus
mucb room for cnange in composition. Altbough the proportion of newly hired
wnite women is larger than the proportion in tne work force, as were tbe
proportions of black men, Hispanic men and Hispanic women, tbe proportions of
Hispanic men and Asian women decreased. Looking at the job categories, the
proportion of newly bired black male administrators was less than tbe existing
proportion, as was tbe proportion of newly bired female administrators (no

minorities from other groups were bired as administrators). The proportions
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of newly bired black male, American Indian male, white female, black female,
Hispanic female and American Indian female professionals were greater than the
existing proportions. But the proportions of Hispanic men, Asian men and
Asian women newly hired as professionals were less than the existing
proportions.

Only 13 minority tectmnicians were hired. Tnhe proportions of black men aand
women bired as tecbnicians would have reduced, somewbat, the proportions of
black men and women who were employed as tectnicians. The proportion of white
women hired as technicians was considerably lower than the existing proportion.

The proportions of white men bired for protective service jobs,
paraprofessional, clerical and service jobs were greater tban the existing
proportions. Tbe proportions of black male new hires in protective service,
clerical and skilled craft were greater than the proportions in the existing
work force. Tne proportions of Hispanic new bires were larger in all
categories below tecbnical. White femaie new bires proportions were larger
than the existing proportions in protective service, clerical and skilled
craft jobs. The proportions of black women newly bired were larger tban the
existing proportions in clerical and skilled craft jobs. New hires were lower
proportions than existing more often for women (white or minority) tban for
men.

d. Analyses of Affirmative Action Plans

Table 6-9 compares the thirteen plans for affirmative action submitted to
the Advisory Committee by the State of Missouri to criteria for a model plan
developed by the Advisory Committee. In 1978 the Advisory Committee reported
that -the six agencies it reviewed bad, for the most part, only stated
intentions to do the key elements of affirmative action planning.25 Despite

three training conferences sponsored by the Governor's office with technical



Table 6-9

SUMMARY OF AFFIRMATIVE ACTION PLANS

Administration
Agriculture
Conservation
Elementary &
Secdndary Ed,
Employment
Security
Higher
Education
Highways
Mental Health
Natural
Resources
Public Safety
Revenue

CARL

I. IMPLEMENTATION
A, Chief Executive of agency responsible
i 4. Chief assumes formal responsibility, affirmative action
officer reports to chief executive.

3. Chief assumes formal responsibility, affirmative action
officer reports to intermediate official.

2. Chief assumes formal responsibility but there is no
affirmative action officer, |

1. Chief does not assume formal responsibility.

B. An affirmative action officer is appointed and duties
specified.

4. Yes.

3. Appointed but duties not specified.

2. Post planned.

1. No affirmative action officer appointed.

C. Dissemination of affirmative action plan.
4. Wide internal and external. ’

3. Some internal and external.

2, Wide internal and external planned.

1. Less.

II. WORK FORCE ANALYSIS
A. Determine available labor force by job category, race,
sex, salary.

4, Determined by all categories.

3. Determined by job category, race, sex.

2, Plan to determine by all categories.

1. Less data.

B. Work force analysis includes race, sex, salary.
4. Impiemented including joéb classifications, race,
sex, salary.

3. Does mot include salary.

2. Plan discusses all items but analysis is not yet
implemented.

1. Less.

Social Services

LT
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Administration

Pgriculture

Conservation

CARL

Elementary &

Secondary Ed.

Employment
Seturity
Higher

Education

Highways

Mental Health

Natural

Resources

Public Safety

Revenue

Social

Services

C. Work force analysis includes age or handicap.

4. Age and handicap.

3. Age or handicap.

2. Plan discusses age and handicap but analysis not
yet implemented.

1, Less.

N

-

—

—

[

—

—

D. Determine underutilization by race and sex, age
and handicap.,

4. Underutilization determined éor all four cate-
gories by job category and salary level.

3. Underutilization determined for race, sex and
job category.

2. Underutilization determination by all four
categories by job category.

1. Less.

E. Set long term goals.

4. Set long term goals by race, sex, age, handicap.
3. Set long term goals by race, sex only.

2. Plan to set long term goals by race, sex, age,
handicap but not yet implemented.

1. No long term goals planmed.

F. Set short term goals.

4. Set short term goals by race, sex, age,
handicap.

3. Set short term goals by race, sex only.

2. Plan to set short term goals by race, sex, age,
handicap.

1. No short term goals,

III. RECRUITMENT

A, Ldentify and maintain contact with minority/
women's organizations, which could assist in
recruitment.

4. State they have a contact 1ist and show that
they maintain regular contact. .

3. State they have a contact list but do not
show or assert regular contact.

2. Plan to maintain regular contact and state
they will develop complete contact list.

1, Less, including assertions of contact but
no list,

8T
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}Administration
Lgriculture
Conservation
Elementary &
Kecondary Ed.
mp-Loyment
ecurity
Higher
Education
‘Highways
Mental
Health
] Natural
Resources
Public
Safety
Revenue
Social
Services

B. Make sure contacts above are notified of all
vacancies.

4, Do.

3. Notify some but not all.

2. Plan to make sure all are notified but not yet
implemented.

1., Do not.

b

C. Maintain records of recrul tment efforts including
sources used during the preceding year and what they

produced.
4. Detailed records of sources used and their

productivity.
3. Record of sources used but little or mno

productivity information.
2. Plan to maintain detailed records of sources used

and their productivity but not yet implemented.
1, Less.

D. Advertise jobs using media with the largest
minority and female audience in the pormal recruit-
ment area for the position.

4. Assert they use major media and principal
minority/female oriented media.

3. Assert they use major media only.

2. Plan to use major media and principal minority/
female oriented media but not yet implemented.

1. Do not advertise or do not specify media used.

6t

IV. SELECTION

A. Insure all written or skills testing do not have
discriminatory effects or have been validated.

4. All testing validated or assertion of non=-
discriminatory effects.

3. Some validation donme and intent to do more
validation or effects testing.

2. Plan to validate all tests or determine non-
discriminatory effects within five years.

1. No validation or effects testing, or not
scheduled for completlion within five year time

span.
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Administration
Agriculture
Conservation
‘Elementary &
Secondary Ed.
-Employment
Security
Higher
Education
Highways
Mental

Health
Natural
Resources
Public Safety
Revenue
Social
Services

CARL

B. Ensure interview is structured and performance
,on interview reasonably predicts Job performance.
- 4, Completely structured interview guidelines re-
late to knowledge, skills, abilities.
3. Structured interview not necessarily related
to knowledge, skills, and abilities.
2. Plan to structure all interviews using knowl-
edge, skills and abilities critedia within 5 years.
1. Less.,

C. Train persons respensible for hiring to handle
selection process in nondiscriminatory way.

4, Trained-completed.

3. Training scheduled.

2, Training mentioned but not scheduled.

1. Less,

D. Review application questionnaire to Emrsurc no
illegal questions asked.
4. Questionnaire reported to be nondiscriminatory.
3. Questionnaire under review for appropriateness.
2. Plan to review questionnaire but not yet done.
1. Questionnaire not discussed.

ovT

E. Review entry level job descriptions to ensure
they do not contain unreascnable job specifications.
4, Job descriptions have been validated.

3. Job descriptions are currently under review
and some have been validated.

2. Plan to validate all job descriptions within
5 years but not yet begun.

l. No review of entry level job descriptions has
been done or 1s planned or no timeframe for
completing validation.

F. Wherc agency cotry level jobs require
considerable knowledge, skills and ability,
develop trainee classes or justify inability te
do so.

4. Tralnee positions established.

3. General review of
¢ possible trat
2. Trainee positions planncd. ainee positions,

1. Less.
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Mental Health

Administration
Agriculture
Conservation
Elementary &
Secondary Ed.
Emp loyment
Securlty
‘H;gher
‘Education
‘Highways
Natural
Resources
Public Safety
Revenue
Social
Services

CARL

V. PROMOTION
A. Review and analyze Job descriptions to ensure that
there are no unreasonable job specifications.

4, Knowledge, skills, and abilities requirements are
stated to be minimum. '

3. Validation in process.

2, Validation planned.

1. No validation of KSAs planned.

B. Career ladder established.

4, Many ladders exist or planned.

3. Agency considering planning career ladders but
nore 1in actual operation.

2. Agency mentions planning career ladders.

i. Less.

C. Ensure employees are aware of career ladder
opportunities, the requirements for other jobs are
known and procedures for using career ladders are
publicized.

4. Fully done.

3. Partially done.

2. Planned for implementation within five years.
1. Less, or no timeframe for completion within
five years.

9T

D. Identify resources and procedures for upward
mobility and disseminate this information.

4, Full dissemination and publication and
personnel counseling.

3. Posting or other formal announcement only.

2. Full dissemination and publication and
personnel counseling planned but not yet
implemented.

1. Vague commitments to upward mobility.

E. Develop and maintain a listing of the skills of
all employees to be used for encouraging applica-
tion for promotion.

4. Done,

3. Mentiocned.

2. Planned.

1. Not mentioned.
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Administration
Agriculture
Conservation
Elementary &
Secondary Ed.
Employment
Security
Higher
Education
Highways
Mental

Health
Natural
Resources
Public Safety
Revenue
Social
Services

CARL

F. Providing training opportunities both on the job and
classroom.

4, Training for advancement and reasonable accommoda=
tion of work schedule to training needs.

3. Improved skills training, no specilal accommodation
of work schedule to training needs.

2. Plan to provide training and accommodation.

1. Less.

[ -

VI. CONDITIONS OF WORK
A. Childbirth covered by medical leave policies and
provision of limited leave of absence without pay.
4. All provided.
3. No extra leave.
2. Plan to provide full maternity benefits.
l. Less.

B. Flexible hours provided.
4. Established for all positions.
3. Considered/planned.
2, Mentioned.
1. Less,

vl

C. Part-time work available.
4, Stated available,
3. Availability limited.
2. Planned but not yet implemented.
1. Not mentioned.

D. Facilities accessible by public transportation.
4, Stated accessible.
3. Mentioned.
2, Plan for future facilities.
1, Less.
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E. Facilities accessible to handicapped.
4, Completely accessible.
- 3. Planning underway to make completely
1 1 1 3 1 2 1 1

accessible, some areas accessible.

2. Plan complete accessibility but plans not yet
developed.

1. Less.

VII. EQUAL EMPLOYMENT OPPORTUNITY COMPLAINT AND GRIEVANCE PROCEDURES.
A. Formalized procedures for personmel
grievances with both in-house remedies and

appeal outside.

4. Formal procedure includes external appeal.
3, Formal procedure but not structured external
appeal.

2. Formal procedure planned to include appeal
but not yet implemented.

1. No formal structure.

1AW

B. Formal discrimination complaint processing
established in addition to personnel grievance
procedures.

4, Full equal opportunity complaint process-—
ing leads to State human rights agency. 2 1 1 1

3. Equal opportunity complaint processing
ends at agency level.

2, Plan internal mechanism.

1. No internal mechanism.

C. Affirmative action officer available to
counsel employees on complaints about
discrimination.

4. Full-time counselor.

3. Part-time counselor. 1 1 1 1

2. Plan.fill-time counselor but not yet
implemented.

1. None.
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Administration

Agriculture

Conservation

Elementary &

Services

Secondary Ed.
Employment
Security
Higher
Education
Highways
Mental Health
Natural
Resources
Public Safety
Revenue
Social

VIII. LAYOFFS, DISCHARGE, DEMOTIONS
A. Exit interviews to determine diserimination is
not forcing employees out.

4, Yes,

2. Planned but not yet implemented.

1. Ro. '

—

—

—

—

- IX, EVALUATION

A. Annual update work force utifization analysis.

4. Annual update implemented and analysis of change
over the preceding 12 months.

3. Annual update implemented but no analysis of
change.

2. Plan annual update and analysis—not yet
implemented.

1, Less.

B. Annually review success in meeting goals and
timetables.

4. Annual review indicates or promises to review
degree of success and corrective measures 1f needed,
including revised one year goals.

3. Notes changes but does not indicate action.

2, Plan annual review of degree of success and
corrective measures including one year goals but
not yet implemented.,

1. Mo action.

C. Applicant flow data analyzed to determine
obstacles to affirmative action.

4. Applicant flow data shows reasons for non-hire,
3. No reasons for non~hire maintained.

2. Plans applicant flow with reasons for non=-hire,
1. No applicant flow data.

D. Review interview practices and procedures,

4, Plan shows implementation of systematic review
of practices and procedures.

3. Shows reviews of practices and Procedures but
not systematic.

+ Plans implementation of gystematic review but
not yet done.

1. Lesos

91
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Administration

Agriculture

Conservation

Elementary &

CARL

Secondary Ed.
Employment
Secdrity

Higher

Education

Mental Health

‘Highways
Natural

‘Resources

Public Safety
Social
Services

Revenue

E. Maintain records of promotions, upgrading and
transfers by-race, sex, age, handicap. ]

4, Maintain complete records including salaries
and apalyze for all categories.

3. Maintain complete records except salary and/or
age.

%. Plan to maintain full records on promotlons,
upgrade and transfer by race, sek, age, handicap.

1. Less.

-

F. Records of equal opportunity complaints.

4. Maintain records of all complaints by race,
sex, age, handicap and analyze for discriminatory
practices.

3. Maintain records but do not include age/or
analysis.

2. Plan but have not yet implemented record-
keeping on EO complaints by race, sex, -age,
handicap.

1. No records.

G. Appraise supervisors' affirmative action
efforts.

4, Performance evaluation includes affirmative
action.

3. Affirmative action expected but not a formal
part of evaluation.

2. Plan performance evaluation to include
affirmative action.

1. Less,

H. Overall assessment of affirmative action efforts.
4. Narrative reports which actlon items were
implemented with what success or problems.
3. Some successes and fzllures in implementation
are reported but not all action items are discussed.
2. Plan calls for complete narrative report on pro-
gress in subsequent years,
1. Less.
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assistance from the Missouri Advisory Committee, little apparently bad been
done in the succeeding two years.

Toe Advisory Committee assessed 13 agency plans. Only two bad determined
tbe available labor force (two otners planned to do so) and only five had
conducted a work force analysis (altbough five otners planned to do so). Ooly
three agencies had assessed the extent of underutilization, only tbree bad set
long term goals and only two set short term goals for remedying
underutilization. Few agencies bad implemented recruitment strategies to
reach out to groups not well represented in the State work force. Similarly,
only one or two agencies bhad plans or bad revised their selection procedures
to ensure that those were nondiscriminatory. Wbile more ageocies bad some
plans or had taken some steps to ensure opportunities for upward mobility,
none bad actually developed a list of employee skills wnicb could be used to
encourage employee mobility (and only two planned to do so).

Only one agency provided full maternity penefits, nome provided eitner
flexible work schedules or the possibility of part-time work. None planned or
assured that tbeir facilities were accessible by public transportation and
only two agencies either had taken steps or planned to take steps to assure
tonat tbeir facilities were accessible to tbhe bandicapped.

Three agencies had formalized grievance procedures and tbree otbers
planned to establish tbem. But few of the agencies nad formalized procedures
specifically for dealing with allegations of discrimination. Only one agency
bad an official available to provide assistance to employees who alleged
discrimination. Only two agencies had formal exit interview procedures which
would pelp monitor for discrimination (altbough ome other agency planned to

implement an exit interview procedure).
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Seven agencies either bad implemented or planned to implement annual
updates of their work force utilization analysis. But no agency bad actually
reviewed success in meeting affirmative action goals (although two plaoned to
do so in the future). Eigbt agencies monitored or planned to monitor
applicant flow and fiéé monitored or planned to maintain data on promotions
upgrading and transfers.

Two agencies included accomplishment of affirmative action goals in
supervisors performance evaluations and eight others expected supervisors to
practice affirmative action but did not include tpis in tpeir evaluations.

Seven of the 13 agency bheads assumed formal responsibility for tbeir
agency affirmative action efforts. Eleven agencies bad affirmacive action
officer positions and anotber planned to establisb one. Only six agencies had
disseminated their plans botb internally and to intetrested outsiders.

Table 6-10 contains a sumnary comment by the Advisory Cammittee on eacn
plan. Many of tbe annual plans are more than a year old; most are very
sketcny in detailing what will be done; and, few bave any detail reporting
wbat bas been done to implemeat previous plans or to reach ongoing
objectives. Governor Bond pointed out that new affirmative action plans were

to be submitted by November L, 198l and tbnat '"This should resolve your concern

L 26
regarding outdated plans.'' Altbough there was a State affirmative action

officer, there was no indication that tnhere was a State review of the

compliance with the 1978 Executive Order. Tne 1981 Executive Order requires

that such reviews be done. But it is too soon for this portion of the process

to be evaluated since plans were not to be submitted pursuant to the new order

until November 1981.
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Table 6--10
Sumary Comments on tbe Affirmative Action Plans
State Agencies That Employ L00 or More Persons

MISSOURI

Department of Administration - The plan is dated April 27, 1978 and bas not
been updated. It contains no analysis of utilization nor does it suggest tbhat
one will be conducted. The goals and means of implementation of actions to
improve equal opportunity by recruitment, selection, upward mobility, terms of
work and program evaluation are described sketchily. Tbere is no indication
that any bave been implemented or with what effect. The proposed program is
much less extensive than that of some other State agencies.

Merit Systems - The merit system plan is dated December 12, 1979 and proposes
activities for tbe period October L, 1979 - September 30, 1980. The proposed
activities cover a wide range of equal opportunity functions. However, tbhe
Personnel division assumes tbat most of its plans will be implemented by otber
agencies. There is no evidence-that those agencies are required to carry out
the personnel division's plan. In many cases several persons would share
responsibility for initiation but without incentive to act, as for example, in
revision of entry level requirements and establishment of career ladders.

Most activities have no target dates even though interim fixed targets could
easily be established for such items as development of effective recordkeeping

systems.

Department of ‘Agriculture - The undated plan contains no utilization or labor
force analysis. A cover letter dated August 22, 1980 says it is the latest
plan. It does specify a departmentwide analysis will be conducted. It does
not specify any goals or timetables will be developed. None of tbe action
items contain finite completion dates. Tnere is no evidence that an effective
strategy to deal witb equal opportunity problems or evaluate the program
exists. The plan contains a couple of a sentences which are inflammatory and
destructive of affirmative action efforts. They indicate tbat minorities bave
a more difficult time than otbhers keeping jobs. The statements, ''For many
reasons some minority group persons may bave difficulty adjusting to tbeir
jobs' and ''The Department will not retain an employee only because he/sbe is a
minority member,' subtly reinforce negative stereotypes and should be removed.

Department of Conservation - The plan is dated May L, 1978. It bas not been
updated. No detailed utilization analysis has been conducted. The plan
merely notes the increase in total utilization. Tnere is informal reference
to availability but no labor force analysis. There is no plan to develop
evaluation procedures to determine program effectiveness. Tne plan calls for
an identification of problems to be completed by September 1978 but sucb a
report is not included in tbe document. A unique element of tbis plan is the
creation of scholarsbips to train minority and female college students for

conservation careers.

Department of Consumer Affairs, Regulation and Licensing - The plan appears to
have been developed in 197/ since it contains activities for 1978. There are
no subsequent updates. Tne plan specifies underutilization and suggests
corrective action but there are no numeric goals or timetables. The basis on
which underutilization was determined is not specified, nor is tbhere
evaluation of the success of non-numeric goals. Otber efforts are specified
only in tbe most sketchy terms,
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Department of Elementary and Secondary Education - The plan is dated April 13,
1978, There are no updates. There is no labor force or work force analysis
nor are there any goals established. Altbough the plan proposes same
activities there is no timeframe established for tbeir completion. There is
no delegation of coordinating responsibility for affirmative action. Altbough
a utilization analysis is proposed, there is no evidence, as of August 18,

1980 tbat it was conducted. By and large, the problems and proposed solutions
are stated in vague terms.

Division of Bmployment Security - The plan was submitted for the 1978 fiscal
year and bad not been updated as of fall 1980. There is no utilization
analysis nor bave goals and timetables been developed. An unexplained
increase in tbe number of applicants is suggested. Althoughb the plan states
that an internal audit system bas been developed, there is no indication of
its use in developing the FY 1978 plan. Many of the most significant program

elements are described very vaguely. The detailed items in the plan are
generally fairly trivial.

Department of Higher Education - The draft plan contains a statement of
gtinciples. It states that employment terms will not be discriminatory, but
oes not specify bow. It mentions conducting a utilization analysis but tbere
is no indication tbat one bas ever been conducted. It mentions affirmative
recruitment barrier elimination but specifies no methods or timeframes. It
specifies selection procedures and data maintenance but does not provide any
guidelines for implementation. As of 1980 the board bad not approved the
plan. The plan states "The department will not retain an employee only
because be/she is a minority group member.' The statement is inflammatory and

reinforces negative stereotypes by suggesting that some minorities are hired
only to satisfy a quota. It should be removed from the plan.

Highway and Transportation Commission - The plan was sent to the State
afIirmative action officer on August 14, 1980. It mentions many areas of
activity but contains no utilization analysis, goals or timetables. Although
some outreach and job restructuring is mentioned, there is no evidence tbhat
this is very extensive. Tbe plan places primary responsibility on the
District Engineers but requires no plan from ttem, nor does it appear to
provide a vebicle through which tbey could develop plans tailored to their
work sites. On key elements such as recruitment and selection procedures
tbere is little discussion of reviews to ensure equal opportunity or selection
training for District Engineers who appear to do much of the biring.

Department of Mental Health - The plan is comprehensive. However, it was

developed in 19/7 and apparently bas not been revised since. Goals and
analyses are all based on 1977 data. There is no indication of any evaluation
of accomplishments and revisions in the plan based on those accomplishments.
Altbough planning and implementation

eme must utilize individual facility data and
resources there are no facility addenda showing what will be done to meet the

unique problems at each location. Tbe success of the department, and the
problems in employing minorities and women are noted in the plan. The portion

dealing with tbe bandicapped are proscriptive but not detailed affirmative
remedies.

Department of Natural Resources - The plan, dated July L, 1979, provides a
detailed set of goals and timetables for remedying the underutilization that
bas been identified. 1In addition tbe plan specifies concrete steps to ensure
effective affirmative action. The only missing elements are indication of
what bas been done in the past, analysis of the effectiveness of past efforts




150

and identification of procedures to remedy past deficiencies.
Reclassification and similar efforts are mentioned but not specified.
Specific provision is made for remedying discrimination affecting tbe
nandicapped.

Department of Public Safety - The plan covers the period July 1, 1979 -

June 30, 1980. The plan narrative repeats verbatim material provided by tbhe
Personnel Division of the Department of Administration. The plan contains a
number of specific tasks to be accomplisbed by June 1979 and otbers by
September 1979. There is no indication tbat any of the goals bave been
accomplisbed. Although the plan ostensibly covers the period July 1, 1979 -

June 30, 1980, no numerical goals are specified for the period. No data on
eitber labor force or work force are specified.

Department of Revenue - The 'plan" is no more than a recitation of promises.
There is no indication that anyone has bothered to determine bow to fulfill
the promises nor is there any indication that any efforts have been made to
implement tbem. Altbough tbe plan is undated, its goals and timetables begin
in 1974. Tbere is no indication which, if any, bave been accomplished nor any

measures of activity. No analysis of underutilization or corrective goals are
reported.

Department of Social Services - The plan was sent to the State affirmative
action office on August 22, 1980. The plan provides that labor force and
utilization analysis will be conducted and appropriate goals developed but
does not indicate when or how. Line supervisors are beld accountable for
implementation but it is unclear whetber or not supervisors are given support
to perform the tasks specified. Proposals for affirmative recruitment,
selection, training and career ladders are stated. Recruitment, selection and
promotion procedures could be specified in greater detail. Altbough the plan
proposes several records systems it is not evident that these and tbe proposed
comnittee review system will provide effective monitoring of program
implementation. None of the action items has a fixed timeframe except the
records systems. The starting points for reporting are unspecified.
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e. Administering Agency: Tne State Affirmative Action Officert

The State Affirmative Action Officer is charged, under Executive Order
81-17, witb "'primary responsibility for implementation' of tne order.27 She
reports to the Commissioner of Administration.28 Governor Bond bas stated
tonat she nas ''unrestricted access to the Commissioner of Administration, and

tbe Executive Assistant, if I am not availaole."zg As noted earlier, the

State Affirmative Action Officer is to review agency plans to ensure
compliance with the Governor's order and may require ''such revisions as are
pecessary to accomplisb tbe purposes'' of the order.30 The officer also is
to review progress reports from departments and meet annually with each

: 11
department director ''to evaluate departmental results and determine the course

of future affirmative action implementing and planning."31 Toe officer also

"'spall coordinate and provide technical assistance to departments in the

development and implementation of their respective affirmative action plans of

ﬂmplementation.32

Toe Governor estimated that about $46,710 was allocated by tbe Department
of Administration to tbe operation of tne State Affirmative Action Office,
including tbe officer's salary, a part-time secretary and support services.33

In addition, there is an Affirmative Action Council, whose membership
includes representatives of the State departments, cbaired by tne State
Affirmative Action Officer, that meets quarterly to 'make sucb recommendations
as it believes necessary to the State affirmative action officer to assist ipn

toe implementation'' of the Executive Order.34


https://Order.34
https://services.33
https://order.30
https://Administration.28
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7. STATE GOVERNMENT AFFIRMATIVE ACTION IN NEBRASKA

a. Introduction

Whatever its failings, Nebraska's affirmative action efforts bave made

remarkable strides since the Advisory Committee publisbed its 1978 l'eport.l

Tnere was no State affirmative action program at tbat time. Tbhe only agencies

which had affirmative action programs were those subject to tbe provisions of

tbe Federal Intergovernmental Personnel Act.2 However, in 1979 a new

Governor, Charles Thone, and the State legislature approved LB 5003 which

declared that it is:

toe public policy of Nepraska that each division of State government shall
take positive action in all areas of its operation to insure that all
citizens are given fair and equal opportunities for employment and
advancement regardless of race, color, religion, national origin, age, sex
marical status, or pbysical or mental disability.

Affirmative actions shall be taken to insure the implementation of this

policy in State government employment. Tbis policy and obligation to

provide equal employment opportunity include, but are not limited to:
L. Hiring, placement, upgrading, transfer, or demotion;

. Recruitment, advertising, or solicitation for employment;

. Treatment during employment;

. Rates of pay or other forms of campensation;

. Selection for training;

. Layoff, termination, or reinstatement; and

. Any otber condition of employment.%

NOYUL P WN

The act establishes a State affirmative action office wbich would:

1. Be responsible for coordinating, directing and implementing
program,

2. Promulgate rules and regulations for development of affirmative
action plans.

3. Provide counseling and assistance to agencies in developing their
plans.

4. Review agency plans and direct modifications wbere necessary.

5. Monitor progress of agencies by establisning report forms.

6. Review quarterly agency reports.

7. Report quarterly to the Governor.

8. Make recommendations for legislative changes when necessary.

9. Serve as liaison between State and Federal compliance agencies.
10. Plan and carry out training in equal employment opportunity,
racial awareness, women's concerns, tne disabled and aging for all
State employees.
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1L. Coordinate activities of agency affirmative action petson.
12. Suomit an annual report to the Governor and Legislature.

Section 14 of the Act requires that each agency plan be approved by tne
affirmative action office. If that agency cannot obtain an acceptable plan by
agreement, it is to report tbat to an affirmative action committee and the

. .6
Governor and the information is to be made public.

Section 13 of the Act specifies that the '"efforts and results of all

directors, managers and supervisors will be used in evaluation of work

performance."7

Agencies covered by the law are those which are under tbe direct control
of the Governor. There are 24 of these (''Code' agencies). Otters may
participate voluntarily. There are 32 of these, agencies run by poards ot

comnissioners, including the departments of bealth and education and tbe

Nebraska Merit System agency.8

The State Affirmative Action Office opened on Jan 2., 1980. 1t reports

tbe following sequence of events:

January - office worked with ''Code'" agency directors in outlining LB500
mandates and asked them to appoint affirmative action 9ff1cer§. hw?
assisted agencies in describing duties and regpons1b111t1es of t e1F Led
directors and of their affirmative action officers. .I personally cal
on directors. Other agencies were invited to participate voluntarily.

Py 2 ly
February 13, 1980 - held first formal meeting of all of these new .
appointed officers. Note that packets of materials to be used by ?gggg1es
in writing tbeir affirmative action plans were given to officers o e

agencies.

1s, etc., given voluntary agencies.

February 25, 1980 - same materia ame one used for Code

(Agenda for voluntary agencies meeting was thbe S
meeting Feb. 13, 1980.)

From the time an agency's affirmative action officer was appo1iied ugti%

' i ‘ - is, as well as baving
July 1, 1980, we worked with tbem on a one-to-one basis, _

i i i i tings, to assist tbem
our bi-monthly affirmative action officers group mee ' »
in any way neZdedféo write their plans and to develop their overall

programs,
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At various times, then, we bave given packets of information. Tbe

Guidelines (witb my referenced letter of July 1, 1980) is merely putting

into a single, workable notebook all the materials that had been

distributed:; some sections and materials will be constantlxoupdated.9
Affirmative action plans were to be submitted by July L, 1980.

Tne State affirmative action officer stated that:

Since Governor Tnone took office in January of 1979, be bas taken steps toO
fulfill bis commitment to affirmative action. Of tne 24 "'Code'' agency
directors ne appointed, one is female and one is a black male. In
addition be appointed a black male as director of Governor's Special
Grants and over a third of nis appointments to advisory boards and
comissions have been women and minorities. Women bave also been placed
in top management positions. 1980 statistics show that of tme 7670
employees in administrative, professional and para-professional positions
(not including University and State College systems) 42 percent are

women.

o. Data

Taple 7-1 shows the utilization of workers as reported in the 1970 Census
of Population. Table 7-2 shows the utilization of workers in the private
sector as reported by the U.S. Equal Employment Opportunity Commission (EECC) ,
pased on 1978 employer reports. Table 7-3 shows the utilization of workers by
Nebraska State government as reported by the State in its 1980 EEN-4 form
submission to EEOC. Table 7-4 snows the comparison between tbe 1970 State '
Labor force, tbe 1978 private sector labor force and the 1980 State work force.

A comparison of the State work force to the two lLabor force measures sbhows
many disparities greater than 20 percent. The State utilization of white men
is smaller than tbe 1970 labor force and slightly larger than tbhe 1978 private
gector lapor force, but neitber difference is significant. The State's
utilization of black men, Hispanic men and black women is significantly less
ner the 1970 labor force or 1978 private sector labor force. The

than eit

gtate's utilization of white women is significantly larger tban tbe 1970 labor

force and larger, but not significantly, than the 1978 private sector labor

force. Tbe State's utilization of Hispanic women is identical to the 1970
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Table 7-1

Nebraska Labor Porce - 1970

| TOTAL WHITE % ROW BLACK % ROW HISPANIC % paw
Total 576,065 560,697 12,554 6,397
Female 212,601 205,329 (96.6) 6,123 (a.9) 2,343 (4-1)
‘Male 363,464 355,368 (97.7) 6,431 (1.8) 4,054 (11}
IProfessionals, Technicians § Kindred % Column % Column % Column
Total 74,116 72,381 1,186 637
Female 34,368 33,407 (16.3) 711 (11.6) 256 (10.9)
Male 39,748 38,974 (11.0) 475 (7.4) 381 (9.4)
‘Managers § Administrators

Total 52,196 51,803 309 359
Female 8,712 8,632 (4.2) 51 (0.8) 44 (1.9)
Male 43,484 43,171 (12.1) 258 (4.0) 315 (7.8)
Clerical & Kindred

Total 90,024 87,847 1,851 649
Female 67,450 65,789 (32.0) 1,452 (23.7) 452 (19.3)
Male 22,574 22,058 (6.2) 399 (6.2) 197 (4.9)
Crafts

Total 65,806 64,745 847 736
Female 4,151 4,019 (2.0) 110 (1.8) 32 (1.4)
. Male 61,655 60,726 (17.1) 737 (11.5) 704 (17.4)
Service

Total 74,039 70,203 3,274 1,114
Femalo 48,200 46,101 (22.5) 1,736 (28.4) 665 (28.4)
Male 25,839 24,102 (6.8) 1,538 (23.9) 449 (11.1)

Source: Bureau of the_ﬂg&s&g&oceneral Social and Economic Charactoristics: Nebraska (PC(1)-C29 (Ne.)),.Table 54,

Calculations

LST
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Table 7-3
Comparison of Percent of State Work Force and Function Work Force Who
Are From Each Ethnic Group
FUNC. | TOTAL WM BM HM AM AIM WF BF HF AF AIF
1. | 2,824 1,386 20 13 7 5 1,337 29 16 4 7
(49.1) 0.7y | (0.5) 0.2) | €0.2)| 47.3) | (1.0) | ¢0.6) 0.1) (0.2)
2. | 2,412 2,096 23 14 5 3 262 5 3 NR 1
(86.9) (1.0) [ (0.6) 0.2) | (0.1 (10.9) | (0.2) | (0.1) 0)
3. 637 240 6 1 1 1 376 8 2 1 1
(37.7) 0.9) | (0.2) 0.2) | 0.2) (59.0) | (1.3) | (0.3) (0.2) 0.2)
4. 518 443 2 7 NR 3 61 2 NR NR ¥R
(85.5) (0.4) (1.4) (0.6)| (11.8) (0.4)
3. 47 36 NR 1 NR NR | 10 NR NR NR NR
(76.6) 2.1) (21.3)
6. | 1,514 961 1 1 2 NR 543 3 2 1 NR
(63.5) 0.1)| (0.1)]| (0.1) (35.9) | (0. | ¢0.1) 0.1y
7.1 3,386 | 1,071 12 8 8 4 12,245 15 16 4 3
(31.6) .| .2 0.2 (0.1)| (66.3) | (0.4) | (0.5) | (0.1) ©.1)
8. 433 214 2 NR 2 NR 202 4 7 2 NR
(49.4) (0.5) (0.5) 46.7) | (0.9) | (1.6) (0.5)
9. | None
10. 102 36 1 1 1 9 48 NR 2 NR 4
(35.3) .00 a.0f 1.0 (8.8) (47.1) (2.0) (3.9)
11.{ 1,070 700 29 12 1 5 312 9 1 1 NR
(65.4) .| a.n| ©.n (0.5% (29.2) | (0.8) [ (0.1) 0.1) '
12. 95 68 NR NR NR 1 26 NR NR NR NR
(71.6) (1.1} (27.4)
13. None
: j6.| 81 [ 311 15 9 NR 1 472 16 13 NR 4
| (37.0) (1.8) (1.1 (0.1} (56.1) (1.9) (1.5) (0.5)
15.] 1,102 448 12 4 NR 2 619 10 5 1 1
’ (40.7) (1.1)| (0.4) (0.2) (56.2) | (0.9) | (0.5) (0.1) (0.1)
! rOTAL, 145981 8,010 123 71 27 34 6,513 101 67 14 21
RJ (53.5) (0.8) (0.5) (0.2) (0.2) (43.5) (0.7) (0.4) (0.1) (0.1)
#ORK 'FORCE RANGE
202 64.2 1.0 0.6 0.2 0.2] s2.2 0.8 0.5 0.1 0.1
-20% 42.8 0.6 0.4 0.2 0.2]| 34.8 0.6 0.3 0.1 0.1
COMPARTSON oﬂ FUNCTION TO STATE
1 0 0 0 0 0 0 + + 0 +
2, + 0 0 0 - - - - NR° -
3 - 0 - 0 ] + + 0 + +
4] + - + NR + - - NR NR NR
54 + NR + NR NR - NR NR NR NR
6. 0 - - - NR 0 - - 0 NR
74 - - - 0 - + - 0 0 o
8. 0 - NR + NR 0 + + + NR
101 - 0 + + + 0 NR + NR +
114 + + + - + - 0 - 0 NR
12, + NR NR NR + - NR NR NR NR
14, - + + NR - + + b NR 4
15 - + 0 NR 0 + + 0 .0 0
NET SCORE 0 -3 0 -5 -2 -1 -2 -3 -4 -3
DISPARITY -3 0 -5 =2 -1 -2 -3 -4 -3
Z DISPARITY 11.5 0 19.2 7.7 3.9 7.7 11.5 15.4 11.5

SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State. The numbers in
parentheses are the proportions of workers from each ethnic group in the function/

State work forces.



1970 State Labor Force

1978 Private Sector Labor
Force

1980 State Work Force

Notes:

WM=white male
BM=black male
HM=Hispanic male

. WF=white female
BF=black female
HF=Hispanic female

Table 7-4

Comparison of Work Force and Labor Force

52.9

53.5

%BM

1.1

2.0

0.8

SHM

1.2

0.5

Source: Tables 7-1,7-2 and 7-3 of this report

33.6

40.4

43.5

1.1

2.0

0.7

%HF

0.4

0.7

0.4
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labor force but smaller tbhan tbhat of tpbe private sector Labor force. Despite
these very significant discrepancies, tbe Advisory Committee believed that it
would be appropriate to use the State work force as a reasonable standard for
achievement by State agencies altbough it should not be the basis for their
ultimate efforts.

Table 7-3 not only contains basic data on utilization by agency function
but also contains scores indicating tbe extent to whicb functional work force
utilization of each etbnic group is significantly less or greater than would
be expected if it matched the State work force. The score awards each
function a plus one if its utilization exceeds the State's by 20 percent, a
mipus one if it is 20 percent less than the State's and a zero if there is no
disparity in utilization. A review of tbe net scores by function shows that
agencies involved in public welfare, bealtb, community development, employment
security functions were likely to use minorities and women more than the State
proportions for their respective ethnic groups. Agencies using minorities or
women in most groups at less than 80 percent of the State work force average
were in such functions as streets and highways, police, fire protection,
natural resources and utilities and transportation.

The proportion of white males utilized is at least 80 percent of the State
average in eigbt functional groups. The numbers of functions for otber groups
where this is so are: black male - 7, Hispanic male - 8, Asian male - 6,
Indiap male - 7, white female - 8, black female - 6, Hispanic female - 7,
Asian female - 7, Indian female - 6. These statistics show disparities that
need to be explored.

To explore the disparity in total employment might reasonably require an
analysis of disparity in each of the job categories. Here the analysis is

compressed. Table 7-5 shows the pattern for administrators; 7-6 for
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Table 7-5
Comparison of Percent from Each Ethnic Group in Administrative Jobs in the State
Work Force with Percent in Administrative Jobs in Function Work Forces

FUNC. | TOTAL WM BM HM AM AIM WF _BF HF AF AIF
1. 465 352 5 1 NR NR 103 2 1 NR 1
(16.5) | (25.4) (25.0) (7.7) 7.7 | 6.9 | (6.3) (14.3)
2. 173 170 . NR NR NR NR 3 NR NR NR NR
(7.2) | (8.1) (1.1)
3. 87 42 3 1 NR 1 35 5 NR NR, _ NR
(13.7) | (17.5) (50.0) (100.0) (100.0) | (9.3) | (62.5)
4. 3 2 NR NR NR NR 1 NR NR NR NR
(0.6) (0.5) (1.6)
5. 20 19 NR 1 NR NR NR NR NR NR NR
(42.6) | (52.8) (100.0)
6. 170 160 NR NR NR NR 10 NR NR NR NR
(11.2) | (16.6) (1.8)
7. 147 90 NR NR 1 NR 54 1 NR 1 NR
(4.3)| (8.4) (12.5) 2.8)| 6.7 (25.0)
8. 143 112 2 NR NR NR 27 2 NR NR NR
(33.0) | (52.3) (100.0) (13.4) | (50.0)
9. None
10. 33 14 NR NR 1 9 5 NR NR NR 4
(32.4) | (38.9) (100.0) (100.0)| (10.4) ' (100.0)
11. 143 125 4 1 NR 1 12 NR NR NR NR
-(13.4) | (17.9) | (13.8)| (8.3) (20.0) | ¢3.8)
12. 19 19 NR NR NR NR NR NR NR NR NR
(20.0) | €27.9)
13. None
14, 126 83 6 NR NR 1 33 2 1 NR NR
C(15.0) | (26.7) | (40.0) (100.0} (7.0){ (12.5) (7.7)
15. 207 142 2 2 NR NR 60 NR 1 NR NR
(18.8) | (31.7) (16.7) (50.0) 9.7) (20.0)
TO 1,736 | 1,330 22 6 2 12 343 12 3 1 5
, mf (11.6) | (16.6) | (17.9) (8.5] (7.8)| (35.51 (5.3)1 (11.9] .5)| (7.1) (23.8)
WORK FORCE GE
+20%Z 13,9 19.9 21.5 10.2 8.9 42.4 6.4 14.3 5.4 8.5 28.6
-20% 9.3 13.3 14.3 | 6.8 5.9 28.2 4.2 9.5 3.6 5.7 19.0
COMPARISON OF FUNCTION|TO STATE
1 + + 0 NR NR | + + + NR -
2 - NR NR NR NR - NR NR NR NR
3 0 + + NR + + + NR NR NR
4 - NR NR NR NR - NR NR NR NR
5 + NR + NR NR NR NR NR NR NR
6 0 NR NR NR NR - NR NR NR NR
7 - NR NR + NR - - NR + NR
8 + + NR NR NR + + NR NR NR
10 + NR NR + + + NR NR NR +
11 0 - 0 NR - - NR NR NR NR
12 + NR NR NR NR NR NR NR NR 'NR
14 + + NR NR + + 0 + NR NR
15 + 0 + NR NR + NR + NR NR
NET SCORE +4 -4 -5 -9 -7 -1 -8 -7 -11 -11
DISPARITY -8 -9 -13 -11 -5 ~12 -11 ~15 -15
Z DISPARITY 30.8 34.6 50.0 42.3 19.2 46.2 42.3 57.7 57.7

SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State. The numbers in
parentheses are the proportions of workers in the ethnic group in the particular
jbb category. :
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" Table 7-6
Comparison of Percent from Each Ethnic Group in Professional Jobs in the State Work
Force with Percent in Professional Jobs in Function Work Forces

FUNC. | TOTAL WM BM M AM AIM WF BF HF AP AIF
1. 772 501 9 9 4 2 240 2 3 1 1
(27.3) 1(36.1) (45.0) ] (69.2)] (57.1)| (40.0)| (18.0) | (6.9) |(18.8) }(25.0) |(14.3)
2. 2870 254 2 3 4 NR 22 1 NR NR NR
(11.9) |(12.1) (8.7)] (21.4)| (80.0) (8.4) | (20.0)
3. 306 148 1 NR 1 NR 152 3 - 1 NR-- NR
(48.0) [(61.7) (16.7) (100.0) (40.4) | (37.5)|(50.0)
4. 54 52 NR NR NR NR 24 NR NR NR NR
(10.4) (1.7 (3.1)
5. 11 11 NR NR NR NR NR NR NR NR NR
(23.4) |(30.6)
6. 260 216 NR NR 2 NR 41 NR 1 NR NR
(17.2) |[(22.5) (100.0) (7.6) (50.0)
7. 515 |. 187 2 1 3 1 314 4 1 2 NR
(15.2) [(17.5) (16.7) |- (12.5)| (37.5)] (25.0){ (14.0) | (26.7)| (6.3) | (50.0)
8. 155 92 NR NR 2 NR 59 1 NR 1 NR
(35.8) |(43.0) (100.0) (29.2) (25.0) (50.0)
9. | NONE
10. 25 13 NR NR NR NR 12 NR NR NR NR
(24.5) [(36.1) (25.0)
11. 203 119 7 3 NR 1 70 3 NR NR NR
1 €19.0) |{(17.0) (24.1)| (25.0) (20.0)| (22.4) | (33.3)
12. 44 42 NR NR NR NR 2 NR NR NR NR
1 (46.3) [(61.8) 7.7
13. | NONE
+14. 215 111 NR 4 NR NR 94 NR 5 NR 1
(2346) [(35.7) (44.4) (19.9) (38.5) (25.0)
15, 482 192 7 2 NR NR 273 3 3 1 1
ni (43.7) |(42.9) (58.3)| (50.0) (44.1) | (30.0)| (60.0)| (100.0)| (100.0)
TO 3,328 [1,938 28 22 16 4 1,281 17 14 5 3
| (22.2) .](24.2) (22.8)] (31.0)| (59.3)] (11.8)] (19.7) | (16.9)| (20.9)| (35.7¥] (14.3)
WORK FORCE RANGE '
+2®  26.6 29.0 27.4 37.2 71.2 14.2 23.6 20.3 25.1 42.8 17.2
-2z 17.8 19.4 18.2 24.8 47.4 9.4 15.8 13.5 16.7 28.6 11.4
COMPARISON OF FUNCTION TO STATE
1 + + + 0 + 0 - 0 - 0
2 - - - + NR - 0 NR NR NR
3. + - NR + NR + + + NR NR
4 - NR NR NR NR - NR NR NR NR
5 + NR NR NR NR NR NR NR NR NR
6 0 NR NR + NR - NR + NR NR
7 - - - - + - + - + NR
8 + NR NR + NR + + NR + NR
10 + NR NR NR NR + NR NR NR NR
11 - 0 0 NR + 0 + NR NR NR
12 + NR NR NR NR - NR NR NR NR
14 + NR + NR NR 0 NR + NR +
15 + + + NR NR + + + + +
NET SCORE +4 -8 -6 -4 -7 -2 =2 ~4 -7 -8
DISPARITY -12 -10 -8 -11 -6 -6 -8 -11 -12
% DISPARITY 46,2 38.5 30.8 42.3 23.1 23.1 30.8 42.3 46.2
SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State. The numbers in

parentheses are the proportions of workers in the ethnic group in the particular

Jjob category.
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professionals and 7-7 for service workers (two of tbree top job and one of
three bottom job categories). (Note that, for reasons explained in the
Introduction, we nave shifted the basis of analysis from percent of job
category to percent of ethnic group.)

The disparity calculations from the tnree tables are summarized in Table.
7-8. Tne perceot of disparity is generally greater for administrators (except
for black, Hispanic and American Indian men and white women) than for
professionals and consistently less than eitber for service/maintenance
workers. The proportions of disparity for botb administrators and
professionals are fairly high--ranging from nearly 20 percent for white female
administrators to nmearly 60 percent for American Indian female
administrators. The proportions for professionals range from 23.1 percent for
white and black female professionals to 46.2 percent for black male and
American Indian female professionals. But the proportions of disparity for
Service/Maintenance workers range from a high of 18.2 percent for American
Indian women through 9.1 percent for most other groups down to 4.5 for Asian
men and Hispanic women and no disparity for white women. Allowing for toe
discrepancies between the administrator and professional levels, these
pPatterns indicate the possibility but do not prove a pattern of unequal
employment.

Toe reader seeking to piopoint the source of unequal opportunity could
review Tables 7-5 to 7-7, comparing the proportion of white men in eacb job
category with the proportion of other minorities or women in each category for
each of the functions, Only 63 (about & percent) of 1,736 administrators are

minorities. Tnus, there are very few to compare with tbe wbite men who
predominate in thig category. In those functions whicbh include black male,

Asian male, Indian male, black female administrators, they are usually as
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Table 7-7

Comparison of Percent from Each Ethnic Group in Service/Maintenance Jobs in
the State Work Force with Percent in Service/Maintenance Jobs in Function Work Forces

Parentheses are the proportions of workers in the ethnic group in the particular

job category.

FUNC. TOTAL wM BM HM AM AIM WF HF AF AIF
1. 127 78 3 1 3 1 37 NR 1 NR
(4.5) (5.6) (15.0) (7.7) (42.9) (20.0) (2.8) (25.0)
2. 180 162 4 2 NR 2 9 NR NR 1
(7.5) (7.7) (17.4) (14.3) (66.7) (3.4) . (100.0)
3. 3 1 NR NR NR NR: 2 NR NR NR
(0.5) (0.4) (0.5)
4, 5 5 NR NR NR NR NR NR NR NR
(1.0) (1.1
5. NONE
6. 544 323 1 1 NR NR 218 1 NR NR
(35.9) (33.6) (100.0) (100.0) (40.1) (50.0)
7. 674 244 4 1 2 1 412 8 NR NR
(19.9) (22.9) (33.3) (12.5) (25.0) (25.0) (18.4) (13.1) (50.0)
8. 2 NR NR NR NR NR 1 1 NR NR
(0.5) (0.5) (14.3)
Q, NONE
10. 24 7 1 NR NR NR 16 NR NR NR
(23.5) (19.4) (100.0) (33.3)
11. 66 35 2 NR 1 NR 27 NR 1 NR
(6.2) (5.0) (6.9) (100.0) (8.7) (100.0)
12. NONE
13.. NONE
14. 3 NR 1 NR NR NR 2 NR NR NR
(0.4) 6.7) (0.4)
i5. 67 36 2 NR NR 1 28 NR NR NR
(6.1) (8.0) (16.7) (50.0) (4.5)
ToTAL 1,695 891 18 5 6 5 752 10 2 1
(11.3) (11.1) (14.6) (7.0) (22.2) (14.7) (11.5) (14.9) (14.3) (4.8)
WORK FORCE RANGE )
+20z 13.6 13.3 17.5 8.4 26.6 17.6 13.8 17.9 17.2 5.8
-20% 9.0 8.9 11.7 5.6 17.8 11.8 9.2 11.9 11.4 3.8
COMPARISON OF FUNCTION TO STATE
1. - 0 0 + + - + NR + NR
2. - 0 + NR + - NR NR NR +
3. - NR NR NR NR - NR NR NR NR
4, - NR NR NR NR NR NR NR NR NR
6. + + + NR NR + NR + NR NR
7. + + + 0 + + + + NR NR
8. NR NR NR NR NR - NR 0 NR NR
10. + + NR NR NR + NR NR NR NR
11. - - NR + NR - NR NR + NR
14. NR - NR NR NR - NR NR NR NR
15. - 0 NR NR + - NR NR NR NR
NET SCORE -5 -2 A -6 -3 _ - _ _ _
DISPARITY +3 +1 -1 +2 g —; —? -; —Z
Z DISPARITY 13.6 4.5 4.5 9.1 0 9.1 4.5 9.1 18.2
SOURCE: Calculations by CSRO based on EEO-4 data supplied by the State. The numbers in
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Table 7-8

Percent Disparity Compared

* FEMALE
An, Ind. Anm.Ind.
Asian or or Asian or or
o Black Hisp. Pac.Isl. Al.Nat. 'White Black Hisp. Pac.Isl. Al.Nat.
Adninistrative 30.8__ 34.6 50.0 42.3 19.2 46.2 42.3 57.7 57.7
v1ofessional 46.2  38.5 30.8 42.3 23.1 2517  30.8 42.3 46.2
Service 13.6 4.5 4.5 9.1 0 9.1 4.5 9.1 18.2

’

Source: Tables 7-5,7-6 and 7-7 in this report
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great or greater a proportion of their ethnic group as white men (allowing a
20 percent variation). In 13 functions wbich bad administrators, four bad no
minority administrators. In two of the 13 functions there were no wbite
female administrators. In general, white female administrators were a lesser
proportion of toeir ethnic group than were their white male counterparts,
usually significantly less.

In four of the 13 functions which bad professionals, there were no
minority professionals, in one there were no women. Wben minorities were
represented, black males, Hispanic males, Asian males and Indian males were as
great or greater a proportion of toeir ethnic group tban were white men. This
was not true for white women who in only two of toe 12 functions in which tbey
were represented were a greater proportion (then only by a few percentage
points, always less than 20 percent different) of their ethnic/sex group than
were white men of theirs. Nor was it true for the groups of minority women.

Minorities and wnite women in service/maintenance jobs were consistently a
larger proportion of tneir ethnic/sex group than were white men in each
functional category (witn a few minor exceptions) in wbich they were
represented (altbough allowance must be made for tbe effect of low numbers).
Minorities were unrepresented in two of Ll functions in whicbh tbere were
service/maintenance workers, white women were unrepresented in one function.

A remarkably large number and proportion of administrators in Nebraska
earn less than $15,999 including some who are reported to earn less than
$3,900 per year. Tne proportion of administrators wno earn less tban $15,999
who are white male is larger than the proportions of administrators who are
from minority groups or white women and earn less than $15,999.

Approximately 14 percent of the State work force were newly bired in

1980. Tne proportions of new nires who were black male, Asian or Pacific
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Islander male, white female, black female, Hispanic female and Indian female
were larger than their proportions in the work force, indicating there bnad
been some increase during tbe year. Only seven of 85 new bires in tbe
administrators category were minority persons, a furtber 17 were white women.
Toe proport.ions of newly bired administrators as a fraction of tbeir etwnic
group were smaller than the comparable proportions for tbe work force for
American Indian or Alaskan Native men, wbite women. But it sbould be noted
the proportion of white men in tbis category also was smaller. Of 360
professionals hired, only 21 were minorities, and a furtber 174 were wbite
women. Again, while tbe proportions of minority new bires who were
professionals was for most groups smaller than for tbe work force, tbe
proportion of new hires who were white males was also smaller than for the
work force. Only four minority tecbnicians were bired, out of 100. A further
59 of the newly bired technicians were white women. Of 108 protective service
new bires only four were minorities; l4 were white women. Of 519
para-professional new hires, l4 were minorities, 298 were white women. In
these categories minorities were a smaller proportion of new nires than of tbe
work force. 1In skilled craft and service maintenance jobs minorities and
women were a greater share of new nires tban of the work force.12

Table 7-9 compares the affirmative action plans for l4 Nebraska State
agencies with more tban 100 employees to standards developed by the Advisory
Committee. .'Ihese were 1980 plans; amended plans were filed July 1, 1981 but
not submitted to tne Advisory Committee. In 1978 tbe Advisory Committee
reviewed six agencies: The departments of education, welfare and bealth; tbhe
job service section of the department of labor; the commission on law
enforcement and criminal justice; and, tbe insurance commission. The

Committee tben found only one agency had even begun to compare its work force



Table 7-9
SUMMARY OF AFFIRMATIVE ACTION PLANS

Administration

Agriculture

Corrections
Education

Games & Parks

Health

Labor

Military

Motor Vehicles

Public

Institdtions

Public

Welfare

]

Revenue

Roads

State Patrol

I, IMPLEMENTATION
A. Chief Executive of agency responsible

4, Chief assumes formal responsibility, affirmative action
officer reports to chief executive.

3. Chief assumes formal responsibility, affirmative action
officer reports to intermediate official.

2. Chief assumes formal responsibility but there is no
affirmative action officer.

1. Chief does not assume formal responsibility.

B. An affirmative action officer is appointed and duties
specified.

4. Yes.

3. Appointed but duties not specified.

2, Post planned.

1. No affirmative action officer appointed.

C. Dissemination of affirmative action plan.
4, Wide internal and external. '

3. Some internal and extermal.

2. Wide internal and external planned.

1. Less.

II. WORK FORCE ANALYSIS
A. Determine available labor force by job category, race,
sex, salary.

4. Determined by all categories.

3. Determined by job category, race, sex.

2. Plan to determine by all categories.

1. Less data.

B. Work force analysis includes race, sex, salary.

4. Implemented including job classifications, race,
sex, salary.

3. Does not include salary.

2. Plan discusses all items but analysis is not yet
implemented.

1, Less,

691









Table 7-9 (Cont'd)

Public .
Welfare’
Revenue
State Patrol

“Institutions
Roads

Administration,

Agriculture
‘Corrections
‘Education
‘Games & Parks
‘Health
Military
Vehicles
Public

Motor

Labor

B. Easure interview 1s structured and performance
predicts job performance.

,on interview reasonably
L 4. Completely structured interview guidelines re-

late to knowledge, skills, abilities.

3, Structured interview not necessarily related
to knowledge, skills, and abilities.

2. Plan to structure all interviews using knowl-
edge, skills and abilities eriteria within 5 years.

1. Less.

C. Train persons responsible for hiring to handle
selection process in nondiscriminatory way.

4, Trained-completed.

3. Training scheduled.

2. Training mentioned but not scheduled.

1. Less.

D. Review application questionnaire to emsure no

illegal questions asked.

4. Questionnaire reported to be nondlscriminatory.
3. Questionnaire under review for appropriateness.
2. Plan to review questionnaire but not yet done.

1. Questionnaire not discussed.,

LT

E. Review entry level job descriptions to ensure
they do not contain unreasonable job specifications.
4. Job descriptions have been validated.
3. Job descriptions are currently under review
and some have been validated.
2. Plan to validate all job descriptions within
5 years but not yet begun.
1. No review of entry level job descriptions has
been done or is planmed or no timeframe for
completing validation.

F. Where agency entry level jobs require
considerable knowledge, skills and ability,
develop trainee classes or justify inability to
do so.

4, Trainee positions established.

3. General review of possible train
ee
2. Trainee positions planned. positions.

1, Less.
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V. PROMOTION
A. Review and analyze job descriptions to ensure that
there are no unreasonable job specifications.
4, Knowledge, skills, and abilities requirements are 1 1 2 1 2 1 ]2 2 2 4 2 1
stated to be minimum.
3. validation in process.
2, Validation planned. {
1, No validation of KSAs planned.
B. Career ladder established.
4, Many ladders exist or planned.
3. Agency considering planning career ladders but
non in actual operation. 1 1 1 1 1 3 1|2 1 2 1 1 1 1
2, Agency mentions planning career ladders.
1. Lless.
C. Ensure employees are aware of career ladder
opportunities, the requirements for othér jobs are
known and procedures for using career ladders are
publicized.
4, Fully done.
3. Partially done. ! 1 ! 2 L3 ! 2 1 L 3 1 1 1
2, Planned for implementation within five years,
1. Less, or no timeframe for complztisn within
five years.
D. Identify resources and procedures for upward
mobility and disseminate this information.
4. Full dissemination and publication and
personnel counseling.
3. Posting or other formal announcement only.
2. Full dissemination and publication and 1 1 113 34 1 12 |1 z 4 11211
personnel counseling planned but not yet
implemented.
1, Vague commitments to upward mobility.
E. Develop and maintain a listing of the skillls of
all employces to be used for encouraging applica-
tion for promotion. . !
4. Done., 1 1 1 2 11 1 2 1 2 1 1 1 ; 1
3. Mentioned.
2. Planned.
1. Not mentioned.

€LT
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Institutions

Games & Parks
Public

Health
Labor
Military
Vehicles
Public
Welfare
Revenue
Roads
State
Patrol

Motor

Administration
Agriculture
Corrections
Education

F. Providing training opportunities both on the job and

classroom.
4. Training for advancement and reasonable accommoda*

. tion of work schedule to training needs.
3, Improved skills training, no special accommodation

of work schedule to training needs.
2, Plan to provide training and accommodation.

1. Less.

1

V1. CONDITIONS OF WORK
A, Childbirth covered by medical leave policies and
provision of limited leave of absence without pay.
4, All provided.
3, No extra leave.
2, Plan to provide full maternity benefits.

1, Less.

B. Flexible hours provided.

4. Established for all positions.
3. Comsidered/planned.

2. Mentioned.

1. Less.

L7A)

C. Part-time work available.

4, Stated available.

3. Availability limited.

2. Planned but not yet implemented.
1. Not mentiocned.

D. Facllities accessible by public transportation.
4, Stated accessible,
3. Mentioned.
2. Plan for future facilities.

l. Less.
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lAdministration
iAgriculture

Corrections

Education

Games & Parks

Health

Labdr

Military

Motor Vehicles

gﬁ&%&%dtioms

Public Welfare

Revenuer~

Roads

State Patrol

E. Facilitles accessible to handicapped.

4, Completely accessible.

3. Planning underway to make completely
accessible, some areas accessible.

2. Plan complete accessibility but plans not yet
developed.

l. Less.

—

=

—

—

VII. EQUAL EMPLOYMENT OPPORTUNLTY COMPLAINT AND GRIEVANCE PROCEDURES.

A, Formalized procedures for personnel
grievances with both in-house remedies and
appeal outside.

4. Formal procedure includes external appeal.

3. Formal procedure but not structured external
appeal,

2, Formal procedure planned to include appeal
but not yet implemented.

1. No formal structure.

B. Formal discrimination complaint processing
established in addition to personnel grievance
procedures.

4, Full equal opportunity complaint process-
ing leads to State human rights agency.

3. Equal opportunity complaint processing
ends at agency level.

2. Plan internal mechanism.

1. No internal mechanism.

C. Affirmative action officer avallable to
counsel employees on complaints about
discrimination.

4. Full-time counselor.

3. Part-time counselor.

2, Plan fiili-time counselor but not yet
implemented.,

1, None.

YA
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Institutions
Public
Welfare
Revenue
State Patrol

Games & Parks
Roads

Administration
Agriculture
Corrections
Education
Health
Labor
Military
Motor
Vehicles
Public

VIIX. LAYOFFS, DISCHARGE, DEMOTIONS
A. Exit interviews to determine discrimination is
not forcing employees out. .

4, Yes.

2. Planned but not yet implemented.

1, No.

IX. EVALUATION
A, Annual update work force utilization analysis.

4. Annual update implemented and analysis of change
over the preceding 12 months.

3. Annual update implemented but no analysis of
change.

2. Plan annual update and analysis-—not yet
implemented.

1. Less.

B. Annually review success in meeting gogls and
timetables.

4, Annual review indicates or promises to review
degree of success and corrective measures if needed,
including revised one year goals.

3. Notes changes but does not indicate action.

2. Plan annual review of degree of success and
corrective measures including one year goals but
not yet implemented.

1. Wo action.

9.1

C. Applicant flow data analyzed to determine
obstacles to affirmative action.
4, Applicant flow data shows reasons for non-hire.
3. No reasons for non-hire maintained.
2. Plans appiicant flow with reasons for non-hire.
1. No applicant flow data.

D. Review interview practices and procedures,

4. Plan shows implementation of Systematic review
of practices and procedures.

3. Shows reviews of practices and procedures but

not systematic,

2. Plans implementation of systematic review but
not yet done.

1. Less
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Administration

Agriculture

Corrections

Education
Games & Parks

Health

Labor
Military
Motor
Vehicles
Publie
Institutions
Public

Welfare

Revenue

Roads

State Patrol

E. Maintain recoids of promotioms, upgrdding and
transfers by race, sex, age, handlcap.

4. Maintain complete records including salaries
and analyze for all categories.

3. Maintain complete records except salary and/or
age.

2. Plan to maintain full records on promotionms,
upgrade and transfer by race, sex, age, handicap.

1, Less.

F. Records of equal opportunity complaints.
4. Maintain records of all complaints by race,
sex, age, handicap and analyze for discriminatory

practices.
3. Maintain records but do not include age/or

analysis.

2. Plan but bave not yet implemented record-
keeping on EO complaints by race, sex, -age,
handicap.

1. No records.

G. Appraise supervisors' affirmative action

efforts.
4. Performance evaluation includes affirmative

action.

3. Affirmative action expected but not a formal
part of evaluation.

2. Plan performance evaluation to include
affirmative action.

1. Less.

H. Overall assessment of affirmative action efforts.
4. Narrative reports which action items were
implemented with what success OY problems.
3. Some successes and failures in implementation
are reported but not all action items are discussed.
2. Plan calls for complete narrative report on pro-
gress in subsequent years.
1. Less.

Codes: {-Implementation--good
2"%?3%0gﬁgtnt%o?--futisfactory
- not_impleme
I-plan unsatisfacgory neation reported

Source:

Affirmative Action Plans supplied to the

Central States Regional ;
U.S. Commission oﬁ Clviloﬁf%f

¢ of the

rhts

LLT
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to the available labor force, set goals and timetables. Only two agencies had
made even rudimentary efforts to improve career ladder opportunities.
Altbougb four agencies had some sort of recruitment effort, these were for the
most part fragmentary. Only the department of education nad anything
approaching an effective evaluation system, altnougb the job service and crime
comission had begun to develop a system tbat would allow evaluation.
Responsioilit:y for implementation had been assigned usually to personnel
officers.l3 There was no statewide affirmative action eit'fort.J‘4

Of tbe 14 plans reviewed in Table 7-9, nine indicate that labor force
availability bas been obtained, 12 indicate that tbey bave determined the
racial and sex composition of their work forces. Several, bowever, did not
botber to make this determination for each principal subunit (the exceptions
are noted in Table 7-10). Seven plans stated that a determination of the
extent of underutilization either nad been or would be made, but only six set
long term goals altbough two otbers planned to do so. Three agency plans
stated they bad set short term goals, two others planned to do so.15

Few agencies bad concrete plans or had implemented plans to improve equal
opportunity in State government. Recruitment efforts were implemented by less
than balf of the State agencies (altbough many bad plans for recruitment).
Affirmative efforts to ensure promotion were outlined by few agencies. Only
one agency had estapblished career ladders and none bad Lists of employee
skills to be utilized ipn encouraging career mobility (altbough tbree planned
to do s0).

Few of the agencies bad developed or even planned to develop
nondiscriminatory selection procedures.

While five agencies had established exit interview procedures, few had

other plans to ensure that work place practices were not discriminatory.
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Table 7--10
Summary Comments in the Affirmative Action Plans
of State Agencies That Fmploy 100 or More Persons

NEBRASKA

Department of Administrative Services - The plan is dated July 1, 1980. Tne
plan contains a departmentwide utilization analysis and comparison to the
Lincoln area labor force (but not the State labor force which would be the
appropriate one). Altbough it would appear that there is underutilization, no
analysis is done and there is no determination of the extent of the problem.
There are no numeric goals and timetables. The action elements are vague and
unlikely to alter Department personnel practices or composition. There is
only minimal evaluation. The quarterly progress report is not a report of
progress and problems but simply a list of accomplistments. The plan bas been
approved by the State affirmative action office.

Department of Agriculture - The plan is dated November 19, 1980. Tbe plan
contains a departmentwide utilization analysis, comparison of utilization to
the State labor force and indicates underutilized groups by job category.
Altbough severe underutilization is identified, no numeric goals and
timetables are set. The action elements, while covering tbe range of possible
activities, are entirely lacking in specific commitment. There are no
evaluative mechanisms and it is unlikely tbat full implementation of tbe plan
would bave any effect on the department's personnel practices or composition.
The plan was approved by the State affirmative action office.

Department of Correctional Services - The plan is dated June 19, 1980. The
plan contains a unit by unit utilization analysis, comparison to the available
labor force and numeric goals and timetables. Unlike most State agencies it
states that compliance with these will be part of supervisors' evaluations.
The plan is reasonably complete except on providing upward mobility and
working conditions. The provisions for evaluation could be strengtbened.
Unlike most plans, there is provision for ascertaining tbe reasons for
underutilization--altbougb this bad not been implemented when the plan was
written.

Department of Education - The plan is dated January 1978 amd updated
February 10, 19/8. The plan contains unit by unit utilization statistics and

compares total agency utilization to the available labor force. Although some
goals and a timetable are suggested--these are vague. There are few action
items other than those implemented prior to the publication of the plan. By
and large the action elements do not seem likely to promote greater
affirmative action or ensure an effective monitoring strategy--although they
contain elements of botb and thus are rated as satisfying the plan criteria.

Department of Game and Parks Commission - The plan is dated July 1, 1980.
There is no detailed utilization analysis nor are goals and timetables
developed. Male and female minorities were not separately analyzed. The
implementation elements are, with some exceptions, too general to bave an
impact on the system and many significant elements are omitted.

Department of Healtb - The plan is dated November 8, 1978. Although the plan
18 two years old, no evaluation of its success is reported. There is no
utilization analysis, no comparison of utilization to the available labor
force and no numeric goals and timetables. The principal elements for
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affirmative action are included but many are pbrased so broadly that
evaluation would be difficult. This is one of the few State departments that
does plan to bold its supervisors accountable for implementation--although
given tbe above this might be difficult.

Department of Labor - The plan is dated July 10, 1980. The plan contains a
departmentwlde utilization analysis and comparison to the availble labor force
that shows no significant underutilization. No unit analysis is reported.
Altbough tbe action elements cover many significant aspects of affirmative
action, .the proposed activities are often eitber insufficient to give prospect
of effect or are vague. The data gatbered should be sufficient for effective
evaluation. Many key elements depend on actions by other State agencies. The
plan also contains an ill-chosen phrase which reflects negatively on the
a%ency's affirmative action efforts. The agency justifies the concentration
of women in its clerical positions by saying '...we believe the nature of our
work requires a higher percentage of clerical types.' The statement indicates
women are ''clerical types' which is a stereotypical assessment of women's
abilities and aptitudes. The sentence should be eliminated from the text.

Department of Law Enforcement and Public Safety - The plan, dated July 1,
1980, includes labor force data but no goals and timetables are specified,
except for white females in a letter addendun. Underutilization is noted but
the extent is unspecified. Efforts to reduce underutilization are mentioned
but not in sufficient detail. The recruitment process 1is described in detail
but though applicant flow analysis appears to show few minority or female
applicants and disproportionate rejection or withdrawal during tbe selection
process, no remedies are proposed.

Military Department - The plan, dated July 1, 1980, contains a departmentwide
utilization analysis, comparison to the area labor force and identification of
areas of underutilization by race and sex. However no numeric goals and
timetables are established. The action elements of tbe plan cover many of the
appropriate topics but are phrased so broadly that evaluation, if it were

included in tbe plan, would be impossible.

Department of Motor Vebicles - The plan is dated October L, 1980. There is a
detailed utilization analysis, division by division, and long term goals are
set. However there is little indication tbat the activities planned are
likely to make possible implementation of the goals. Some action elements are
alluded to, but there are few specific proposals. In otber cases there are’
specific activities tbat do not focus on discrimination. There is no
indication of a monitoring strategy which would allow performance evaluation.

Department of Public Institutions - The plan is dated June 16, 1980. The plan
refers to numeric goals and timetables, unit utilization analyses and
comparison to tbe available labor force but this information is not included
in tbe plan. Recruitment, upward mobility and evaluation action elements are
reasonably well specified but tbe items are not. The plan states there is
underutilization of botb minorities and women. This is one of the few
department plans that will make supervisors accountable for tbeir affirmative
action accomplisbtments. Sexual barassment is defined and probibited in an
August 28, 1980 attachment.

Department of Revenue - The plan is dated July 1, 1980. Tbe plan includes
short-term goals and long term goals and a utilization analysis. Short-term
goals include biring of additional minority and female candidates by specific
units in upper levels, although, departmentwide, the report shows no

.
.
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underutilization. The plan provides for collection of data and evaluation,
albeit tbe details on how this data will be collected and evaluated are not
specified. The main action elements for successful affirmative action are
mentioned but details on their implementation are unspecified.

Department of Roads - The plan is dated March 1, 1980. The plan contains a
set of numeric goals and a five year timetable based on the available labor
force and departmentwide utilization. Tbe bases for the goals are not fully
specified. The planned recruitment efforts are reasonably well specified but
other action elements are not. An evaluation component is provided but tbhis
does not include applicant flow data. The plan is approved by the State
affirmative action office.

Department of Welfare - The plan is dated June 27, 1980. The plan contains
data on utilization of minorities and women departmentwide and compares the
aggregate of minority and female workers to the State labor force. There is
no detailed c rison. The action elements are stated in broad generalities
too vague to allow effective evaluation. The data to be used in evaluation
seem unlikely to allow effective assessment of what bas bappened.
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While five agencies kept detailed applicant flow information, only one updated
its work force utilization annually and reviewed success in reaching goals and
timetables. Tonree agencies included affirmative action efforts im supervisory
evaluations (two others planned to do so) and six otbers expected suco efforts
but did not include them in evaluations, altbough Neb. Rev. Stat. sec. 81L-1367
(1979) required tbhat evaluations of affirmative action efforts be a part of
all supervisors' appraisals.

In eigbt plans overall responsibility was accepted by the agency cbpief
executive and in 13 an affirmative action officer was appointed. Only eigbt
agencies bad disseminated their plan botb within the agency and outside.

In Table 7-10 the Advisory Committee presents some narrative comments on
the key elements of tbe affirmative action plans. For the most part, tnis
indicates the Advisory Committee's view that the action elements are stated so
broadly tbat evaluation, even if plans bad been implemented, would be
difficult. It seemed unlikely that most agencies could know whether they had

successfully implemented tbeir plans because there was little detailed action

proposed. 16

In July 1980 tbe State affirmative action office issued a compilation of
materials on affirmative action which specify how State agencies are to
develop an affirmative action plan and bow they are to implement tbe programs
required by LB 500. Tbhis includes an outline of the format and contents
expected in eacn affirmative action plan, specific suggestions on
recruitment/biring efforts, bow to utilize the State personnel recruitment
procedures, training and training opportunities, lists of protected group
organizations, minority businesses in Nebraska and resource materials on

affirmative act:ion.17 Each element of the plan outline contains a draft

section or instructions for preparing one and an explanation of wbat needs to

be included.
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Toe plan outline calls for a comparison of the agency work force to the
area labor force, by job category. Wnile for smaller agencies this might be
effective, for agencies with more than 100 workers tbis is unlikely to be
effective in identifying problems tbat might be the result of
misclassifications, salary structure problems, or particular to one major
subunit of tbe agency. At tbe very minimum, there should be a review by
salary. Tne advice on comparative analysis includes no information about bow
to determine underutilization, when to use which labor force estimates, or how
to assess the problems tbat the raw data suggest.18

The plan outline on goals and timetables provides a clear indication of
bow to identify and state action elements of an affirmative action plan.

The section of the guidelines on evaluation does not provide for a
comprebensive evaluation strategy. Wbile it does prescribe recordkeeping
formats it does not explain what is to be done with tbese records or prescribe
a system for measuring what bas bappened in each category of activity for
which the records are maintained. The listing provided in tbe plan is
unlikely to meet this need. These belong in the section on issues that sbould
be reviewed as possible action elements in tbhe planning process.

The section on recruitment describes the existing process. It does not
amplify the very brief discussion of appropriate alterations in the
recruitment process contained in tbe evaluation section. The significant
substantive material is a list of inappropriate and appropriate interview
0uestions.19

Toe requirements for affirmative action planning bad been in effect for
only one year when the State submitted its information to the Advisory
Committee. There was no State analysis of agency efforts. While a quarterly

report was provided that bad been prepared by the State affirmative action
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office, this did not provide detailed comparative data woich would enable tbhe
State affirmative action officer to determine what progress had been made
toward implementing tbose numeric goals that existed and provided no analysis

of implementation of action elements of agency plans.

Tbe State affirmative action office reported tne following activities to

pramote affirmative action during the year since it was establisbed:

The Affirmative Action Office then worked, on an individual basis, witb
each agency to provide any additional assistance and explanation necessary
io writing their plan. One part of writing the plan that perbaps differs
from the general concept of A/A plan writing was a request tbat tne agency
review bow tbey bandle every personnel action Listed in LB 500. Toe
reason was to have agencies adopt more uniform approaches to petsonne}
decisions if tbey did not bave them, and/or to make all personnel actions

discrimination-free.

As required by LB 500, the State Affirmative Action Office bas designed a
quarterly reporting system. This is explained io tbe "Guidelines,'
Section IV, Subsection "I." October 1, 1980, was tbe first due date and
all Code agencies and seven voluntary agencies subm%ttec‘l writteo First
Quarter reports. The quatterly statistical evaluation 1is done in tbe
State Affirmative Action Office by a Summary Staffing Report whicb gives
tbe necessary protected group breakdown.

Aside from continuing to monitor agencies' plans, the State A/A Office bas
initiated an extensive training program for directors, affirmative action
officers, managers and supervisors. This training includes a basic
overview of the applicable laws, a formula to belp one decide if tbeir
personnel action is legal, and 16 modules training the participant to
identify discriminatory situations, what law applies, what group(s) are
affected, and how to resolve tbe matter. We feel training at all levels
is vital in making affirmative action succeed. Great empbasis will pe
given to training in 198l. The year will start with an "Affirmative
Action Conference for State Agency A/A Officers’ in January. A
consultant/attorney specializing in equal employmeont and affirmative
action from New York will conduct this 2-day seminar. We will also begin
training witbin the agencies in January. Our training package is very
flexible and each agency will have a tailored program to meet theirtr needs
and incorporate in-house affirmative action policies and plans. Witb
cooperation from the University of Nebraska - Lincoln Affirmative Action
Office we were able to purchase this basic training program and will be

sharing tbe materials witb them.

In addition, tne State Affirmative Action Office has started a Resourtce
Center witbin the office to assist agencies and State employees in
affirmative action matters. The section in tbe ''Guidelines' on the
resource materials available and to be available will give you an idea of
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the macerials to be included. We are also compiling lists, in tbhe
Resource Center, of materials availapble in otber State agencies (and tbe
private sector) which may be borrowed, thus cutting down on needless
duplication of materials and allowing for different types of materials to
be purchased by our office.

In October, tbe State Affirmative Action Office sponsored an "Affirmative
Action Week for State Employees' to focus attention on tbe affirmative
action program in Nebraska. Governor Charles Thone signed a proclamation
encouraging employees to reinforce their commitment toward equality. A
flyer sent to all State employees ...|will] give you an idea of the
activities beld during this most successful week. Even thougn affirmative
action is not just a one-week-out-of-the-year proposition, we plan to bave
an annual A/A Week to continue to emphasize affirmative action in State
government,

Our office nas also started a program of cootacting, visiting, and
comnuoicating with relevant community groups and participating in various
activities. 1In 1981 we plan to expand our recruitment and community
efforts. We bave met witb tremendous cooperation, both witbin State

government and in tbe community, and feel our new program is off to a
solid, positive start. ...

In addition to the ongoing programs of tbe State Affirmative Action Office
and various advocacy agencies in State government, there have been several
special programs from the Governor's Office. In March 1979 there was a
""Governor's Conference on Affirmative Action' and in 1980, in cooperation
with the Governor's Special Grants office, a seminar on Minority
Businesses was teld. A division of tbe Governor's Special Grants office

also compiled and printed a directory of minority-owned pusinesses in
Nebraska.

A State affirmative action Advisory Committee was established and beld

three meetings during 1981.2L

€. Administering Agency: Affirmative Action Office

Toe following description of the powers and duties of the State

Affirmative Action Office was provided by its director:

Tne State Affirmative Action Office became operative January 2, 1980. Tone
enabling legislation guarantees that the office ''shall be provided with
sufficient staff and budget support to catry out the duties of tne
office." We decided that the staff, at that time, would consist of an
administrator, assistant administrator and an affirmative action
specialist, witb support staff in the State Personnel Department....

In April 1980 |we decided that]...we didn't need an assistant
administrator and this position was eliminated....|But we did add] a
secretary II because of the professionalism, «nowledge and duties reauired
of that person. |We now bave separate office space. ]
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Toe first year budget was bigher than the second year to allow for the
establistment of a new office, e.g., furniture, equipment and 1nitial
supplies. The budget was adequate. We also applied for and received a

$5,000 grant to begin an ongoing training program.

This year the budget for everyone bhas been reduced 3 percent. We feel we
still bave adegquate funds. -

To augment our budget we make use of other agencies' materials (e.g.,
books, films) and resources (personnel - affirmative action officers,
trainers). We utilize tbe talents of our Affirmative Action Advisory
Committee. We work with outside sources, such as the Nebraska Library
Cammission, organizations and private citizens (attorneys, for example)
for volunteer assistance and additional materials.

By law we are a division of the State Department of Personnel. The
administrator of the Affirmative Action Office is selected by and is under
tbe administrative control of the Personnel director. |Tbe duties of this
office are listed in the statute and were summarized earlier in tbis

report. ]
Tne office statutorily reports quarterly to the State Affirmative Action

Advisory Committee and to the Governor. Annual reports are made to the
Governor and to the Legislature.

We bave direct access to the Governor and to bis staff and freauently are
in contact with them.




187

Chapter 7 Notes

1. Nebraska Advisory Committee, State Government Affirmative Action in

Mid-America (June 1978).

2. See 5 C.F.R. 900.607-1.
3. Neb. Rev. Stat. secs. 81-1355 to 1368(1979).
4. Neb. Rev, Stat. sec. 81-1355(1979).
5. 1Ibid., sec. 1360.
6. Ipid., sec. 1368.
7. 1Ibid., sec. 1367.
8. Carol Walker, Administrator, Affirmative Action Office, State of
Nebraska, letter to staff, Dec. 31, 1980.
9. Carol Walker, letter to staff, Nov. 13, 198l.
10. Carol Walker, letter to staff, Dec. 31, 1980.
11. 1Ibid.
12. Carol Walker, Administrator, Affirmative Action Office, State of

Nebraska, commented:

The paragrapb is an example of some significant gains that bave been
minimized by either using tbe word only or just stating a figure without
making it relevant by comparing it to State labor force, work force,
and/or availability.

Examples:
Administrators - 7 minorities is 8.2% of administrative new hires.
Professionals - 21 minorites is 5.8% of total professionals bired.
- 174 women is 48.3%.
Tecbnicians - 59 women is 59%.
Protective Service - 4 minorities is 3.7%.
- 14 white women is 137.
(Carol Walker, letter to staff, Nov. 13, 1981.)

Toe Advisory Committee notes the commendable effort of the State to bire
additional minorities and women. But tbe extent of tbe success is not as

great as suggested in the comment. Looking simply at tbe new bires data, the
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proportion of black male new hires was only a little above the proportion of
white male new hires and the proportion of white female new bires was actually
lower than tpne proportion of wnite male new bires in tbhis category.

Similarly, in tbe technicians category, the proportion of white female new
bires was only L.2 percentage points above that of white males. 1In the
protective service category, the proportion of minority new bires (except for
American Indian/Alaskan Natives) is actually considerably lower than the
proportion of wnite male new bires. In short, despite the efforts of the
State, and considering tte existing discribution of workers, the State's new
hire efforts have oot altered the imbalance in tbe distribution of people from
the various etbnic groups by new bires. Indeed, in the protective service
category, only tbe employment of new Hispanic workers and American
Indian/Alaskan Native workers increases utilization of minority/female workers
in that category over existing levels.(See Appendix cbarts for tbe raw data.)

13. Nebraska Advisory Committee, State Government Affirmative Action in

Mid-America (June 1978), pp.98-107.

14,  Ibid.

15. Carol Walker, Administrator, Affirmative Action Office, State of
Nebraska, commented tbhat some of the criteria bad been satisfied by the
agencies, altnough they bad not indicated that in tpeir written submission to
tne Advisory Committee. Sbe stated that bad tne Advisory Committee indicated
toeir criteria in advance, the agencies could have given evidence of their
compliance. (Carol Walker, letter to staff, Nov. 13, 1981) See Ms. Walker's
comments in Chapter 3.

16. Carol Walker, Administrator, Affirmative Action Office, State of

Nebraska, commented:
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It may pe belpful in tbis analysis to keep in mind toat only six (6)
montbs bad transpired (January 1, 1980 to July 1, 1980) when these first
plans, now being analyzed, were required to be filed.

Also, the State Affirmative Action Office has adopted a policy of allowing
agencies to amend their plans at the quarterly reporting times and to
annually update (or re-write) tbeir entire plans on July 1 of eacob year.
To date all plans being reviewed herein bave been tbrough five (5)
quarterly reporting periods (where changes were made in some) plus the
July 1, 1981 annual update (where some submitted entirely new plams). We
find tbis approact allows agencies' plans to ''grow' as tnose involved
become more knowledgeable in tbe field and/or new areas of concern are
igentggieg and previous goals are met.(Carol Walker, letter to staff, Nov.
, 1981.

State of Nebraska, Office of Affirmative Action, Guidelines for

Affirmative Action (July 1980).

18.

Carol Walker, Administrator, Affirmative Action Office, State of

Nebraska, commented:

Eacb year, tbe State conducts a salary survey of Lincoln, Omaba and the
bordering State governments to keep abreast of pay rates for workers doing
jobs comparable to those in our own State govermment. This information is
sumarized and sent to tbe Governor and tbe Legislature's Appropriations
Camnittee for consideration. Historically, the role of the Department of
Personnel bas been to assure consistency in overall market relationsbip
policy (bigh-low-average) after the Governor and the Legislature bave set
tbe policy.

Generally, tbis survey confirms tbat tbe Nebraska labor market is
reflective of national pay relationsbips. Wbile generally, all wages are
somewhat lower than national averages, tbe male-dominated job categories
were also paid more than female-dominated job categories.

On July 1, 1981, the Department of Personnel implemented a new pay plan
for its 1,000 classifications of jobs. Eacb class was separately i
evaluated, primarily on its relationship with other classes, and
secondarily on labor market rate relationsbhips. Through this process,
female dominated jobs in the clerical category received rather large
increases. In part this was due to the re-evaluation of the wortb of
these jobs compared to other jobs, an evaluation whicb our labor market
bas also been moving toward. However, we shouldn't overstate the
""comparable worth'' argument. Other classes generally bad received some
salary grade adjustments in past years, and clerical classes hadn't, so it
was time for them to catcb up. The reason tbey bad not received any
salary grade adjustments prior to the new pay plan was the cost factor and
labor supply factor. While we were experiencing a shortage in some
clerical areas, it was not severe. And to raise the salary grades of
clerical classes would bave been very costly, due to the large numbers of
job incumbents in those classes. The July 1 pay plan allowed us to
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correct some of the internal relationships which may bave been upset
earlier.

Nebraska State government, like nearly everyone else, faces a comparable
worth dilemma. If we recognize some jobs as being undervalued, tbhey tbhen
should be paid more. But if we pay them more to correct this situation,
we exaggerate the rates tbe labor market says we bave to pay to attract
applicants, and both our labor market competitors and the taxpayers become
upset. This would seem to be a circular argument witb no just solution.

Our evaluation guidelines section is not meant to be an evaluation

system. It metely is there to call to the affirmative action officers'’
attention areas of concern. This is to generate ideas, programs and/or
systems to expand their affirmative action programs. ''Evaluation' is used
in the broad sense of tne terms. The Checklist at the front of that
Section is an outline of what stould be in tneir plans. These Guidelines,
again, are general in nature and specifics were establisbed, and coatinue
t<9)8tl><)e worked on, agency by agency.(Carol Walker, letter to staff, Nov. 13,
198

19. Carol Walker, Administrator, Affirmative Action Office, State of

Nebraska, commented:

Tois section is currently being revised. Our office also now has a
separate training session on recruitment and interviewing.

Keep in mind that many State agencies in Nebraska bhave tbeir own personnel
departments. Not all openings are processed through State Personnel or
the Merit System. Furtbermore, a number of State employees are not under
eitber of tbese personnel systems. We felt it was necessary to have a
starting point of discussion with an agency; bence, the section in the
Guidelines describing the existing procedures used io State Personnel and
Merit System,

The recruitment items referred to in the Evaluation section were to be
used to generate ideas for use of the Lists our office provides for
recruitment sources, etc. ...(Carol Walker, letter to staff, Nov. 13, 1981)
20. Carol Walker, letter to staff, Dec. 31, 1980.
21. Carol Walker, letter to staff, Nov. 13, 1981.

22, Carol J. Walker, letter to staff, Nov. 23, 1981.
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FINDINGS AND RECOMMENDATIONS

The following findings and recommendations are submitted under tbe
provisions of Section 703.1(e) of the Comnission's regulations, empowering the
Advisory Comnittees to "'Initiate and forward advice and recommendations to the
Commission upon matters which the State Committees bave studied."

The Advisory Committees present toe findings and recommendations for
consideration by the-Commission in its national program planning and for its
consideration in advising the President and Congress on matters within its
jurisdiction.

STATEWIDE ISSUES AFFECTING ALL FOUR STATES

Finding L: The Advisory Committees found that tbere was a wide variation in

the gquality of State leadersnip in tne development of State agency affirmative

action plans.

Recommendation L: The Advisory Committees urges the States of Towa, Missouri

and Nebraska consider using materials prepared by the Kansas Department of
Administration for agency technical assistance in the prepatation of
affirmative action plans.

Finding 2: The Advisory Committees found that tbere was a wide variatioo in
the quality of reviews provided by State compliance agencies in the evaluation
of State agency affirmative action plans. .

Recommendation 2: The Advisory Committees urge the States to ensure that

their units responsible for reviews of agency plans have the resources Lo
fully evaluate their State agencies' plans.

Finding 3: The Advisory Committees commend all four governors for tbeir
success to date in éppointing minorities and women to ''top jobs."

Recammendation 3: The governors should continue their efforts to appoint

minorities, women, older persons, the bandicapped to ''top jobs."
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AGENCY LEVEL ISSUES AFFECTING ALL FOUR STATES
Finding L: The four Advisoi'y Comnittees note that self-evaluatiop is

generally the weakest element of the agency affirmative action plans reviewed
for this study and that evaluation procedures vary widely, even within States.

Recommendation L: The Advisory Committees urge agencies in the four States

work togetber to develop a common evaluation strategy which could be utilized
in all four States. In addition, agencies with basically similar fupctions
and personnel problems might work together to provide common evaluation

devices particularly suited to their common needs.

Finding 2: The Advisory Committees noted that there was wide variation in the
deve lopment and implementation of goals and timetables to remedy
underutilization.

Recommendation 2: The Advisory Committees urge that all State agency

affirmative action plans include goals and timetables to correct identified

underutilization and that these should be sufficiently detailed to allow

evaluation at regular intervals. Such goals and timetables should nave

appended data indicating tbat they constitute reasonable efforts and
gtatistical evidence to show the basis on wbhich they bave been-set.

Finding 3: Work force analyses in many agency plans produced by larger
agencies do not examine utilization by major divisions or units. 1In
consequence, tbe four Advisory Committees believe tbat divergence in subunit
achievement of affirmative action goals cannot be properly identified and
remedial action at the agency level may be eitber overkill or inmsufficient.

Recommendation 3: The Advisory Committees urge that all State agencies which

include subunits of 20 or more persons analyze utilization and develop goals
and timetables for each such subunit and that otber portions of tbe agency be

lumped togetber to form a subunit or subunits of 20 or more persons for

analytical purposes.
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INDIVIDUAL STATE ISSUES

Towa

Finding 1: The Iowa Advisory Committee notes that altpough new administrators

[ .
were bired during 1980 none were minority persons and tbat 1n conseduence of

tbis and cne disparity in new hires of white male and white female
administrators tbe disparity in utilization of minority and female

administrators continues.

Recommendation L: The Advisory Committee urges State agencies to make a

greater effort to bire or promote minorities and women to administrative jobs
and urges the Iowa Civil Rights Commission to take a close look at efforts to
recruit and select for such positions by State agencies.

Finding 2: Tne Advisory Committee notes that fewer agencies than would be
expected nad adequate recruitment and selection strategies to ensure equal
opportunity.

Recommendation 2: The Advisory Committee urges the Iowa Civil Rigbts

Conmission to review the recruitment and selection process used by State
government to ensure that it does promote affirmative action efforts.

Finding 3: The Advisory Committee notes that only seven of 18 agency plaons
indicate maintenance of applicant flow data. The Advisory Committee does not

believe that recruitment and selection procedures can be properly monitored

witbout tnhis data.

Recommendation 3: Tne Advisory Committee urges all State agencies with more

tban 50 new bires each year maintain adequate applicant flow data and develop
procedures to evaluate that data.
Finding 4: The Advisory Committee notes that tbe Iowa Civil Rights Commission

bas stated it is unable to adequately monitor State affirmative action efforts

because it lacks sufficient resources for this function.
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Recommendation 4: The Advisory Committee urges tbe resources available to the

Iowa Civil Rights Commission be increased so that it can properly perform its
job in evaluating State govermment efforts.

Kansas

Finding 1: The Kansas Advisory Committee commends the Goverpor and the
Department of Administration for the comprebensive affirmative action planning
guidelines they bave developed.

Recommendation L: The Advisory Committee recommends that the Governor and

Department of Administration publicize their successful affirmative action
efforts as an example to all employers in the State.

Finding 2: Tne Advisory Committee notes that despite current State efforts,
tbe number and proportion of minority and female administrators is relatively
low.

Recommendation 2: The Advisory Committee urges the Department of

Administration to consider whetber additional affirmative action guidelines
are needed to correct tbis disparity or whether current efforts will remedy
the probilem without further action.

Missouri

Finding L: The Missouri Advisory Committee found that there was virtually no
State review of agency affirmative action efforts, although there is a State
affirmative action officer.

Recommendation L: Tne Advisory Committee urges the State affirmative action

officer to develop an effective strategy to monitor agency affirmative action
efforts and publicize successes and criticize failures.
Finding 2: Toe Advisory Committee notes the relatively bigh utilization of

minority and female administrators, despite the absence of adequate

affirmative action strategies.
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Recommendation 2: The Advisory Committee urges the State affirmative action

officer to review whether, given the apparent statistical success witb no
effort, furtber efforts would produce a larger pool of applicants, bighly
aqualified, minority or female, for administrator jobs in State government.
Finding 3: The Advisory Committee finds that tbe affirmative action plans of
most of the agencies it reviewed were inadequate and often out-of-date.

Recommendation 3: Tbe Advisory Committee urges the plans of all State

agencies be reviewed and reworked where necessary to conform with existing
executive orders.

Nebraska

Finding L: The Nebraska Advisory Committee commends Governor Charles Thone
and tbe legislature for taking prompt action to remedy the deficiencies in
affirmative action efforts reported in the Committee's 1978 report. Woile a
year is too short a time to review implementation of LB 500, the Advisory
Committee believes some improvements on that record is possible.

Recommendation ‘L: Twe Advisory Committee urges the utilization of a

comprebhensive review strategy in monitoring State agency efforts to camply
witb tbe provisions of LB 500, whetber those efforts are voluntary or required
by law,

Finding 2: Tne Advisory Committee notes that many State agencies are excluded
from tbe mandatory provisions of LB 500.

Recomnendation 2: The Advisory Committee urges that, as the affirmative

action monitoring of the State Department of Personnel becomes effective,
consideration will be given to inclusion of otber agencies in tbe mandatory
provisions of LB 500.

Findiog 3: The Advisory Committee notes that there are very high disparities

in the utilization of minority and white female administrators and

professionals.
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Recommendation 3: The Advisory Committee urges tbe individual agencies and
State reviewers to consider what furtber affirmative action planning efforts
may be necessary to begin reduction in the levels of disparity while utilizing
tbe most qualified persons.

Finding 4: Of tbe 14 plans reviewed by the Advisory Committee only five
indicated that applicant flow data would be maintained and utilized. The
Advisory Committee believes without such data efforts to ensure recruitment
and selection processes are nondiscriminatory cannot succeed.

Recommendation 4: The Advisory Committee urges tbat all State agencies

maintain applicant flow data and utilize an appropriate monitoring technique
to ensure that indications of discriminatory practices are investigated and,

if necessary, remedied. .
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APPENDIX
The following tables sumnarize tbe four States' submissions to the U.S. Equal
Employment Opportunity Commission, on EEO-4 forms, of data on tne State work
force. Tne consolidations eliminate Labor market area analysis tbhat was
provided by the States. This appendix also includes (total) State work force
data tbhat is not provided to EEOC and was provided to the Advisory Committees

by only one State, Iowa.




IO#A - Function L: Financial Administratioc
Annual

Total MALE * FEMALE
Salary (Colums)
Astdn or Amet.Ind. Asian or Amec.Ind.
Job Category (BX) White Black l-liaBanic Pac.Isl, Alaskan White Black Hispanic Pac.Isl. Alaskan INDCP
A B [ E F G H 1 J K
Officiale/ L. 5¢0.1) 4(0.2) 1(.01)
Administcators §
lsu.
6. 3¢0.1) 2(0.1) 120. l.;
7. 69%1.6; 52(2.4; 1(2.86) 1]7.n 15¢0.8
8. 157(3.7 146(6.7 10; 1050.5
) TOTAL 234(5.6) 204(9.4) 1(2.6) 1(7.71 110 27(L.4
Professionals 9.
10.
11,
12, 1(0) ) 0.1;
13, 7(0.2) 2(0.1) 5(0.3
14, 188(4.5) 116(5.3) 4(10.3) 1(7.7) 63(3.&; 253.5) 1(6.3) 1512.5
15. 806(19.2) 611(28.1)  8(20.5) 4(46.2) tusfoﬁ) L[71(9.1 7(12.3) 1(12,5
16. 120(2.9) 109(5.0) 1(7.7) 1{10) 9(0.5) .
TOTAL 1122(26.7) 838(38.6) 12(30.8) 6(46,2) 5(50) 249(13.2) 9(15.8) 1(6.3) 2(25.0)
Tectniclans 17.
18.
3
2. 63(1.5) 17(0.8) L(10) 44(2.3) lgl.B)
22, 157(3.7) 79(3.6) 3.7 1(10) 72(3.8) 2(3.5)
23, 224(5.3) 190(8.7) 1(2.6) 1(10) 31(1.6) 1(12.5)
24, 1(0) 1(0)
TOTAL  445(10.6) 287(13.2) 4(10.3) 3(30) 1647(7.8) 3(5.3) 1(12,5)
Protective 25.
Service 26.
27.
28. 4(0.1) 2(0.1) 1(2.6) 1.7
29, 31(0.7) 28(1.3) 2¢5.1) 1¢0.1)
30. 21(0.5) 21(L.0)
3. 4¢0.1) 4(0.2;
32, 2(0) 2(0.1
TOTAL 62(L.5) 57(2.6) Gn 1(7.7) 1(0.1)
Para 33.
Professionale 34.
35,
36. 14(0,3) 5(0.2) 7(0.4) 1(1.8) 1(6.3)
37. 77(1.8) 21(1.2) 48(2.6) 2(3.5)
38. 129(3.1) 18(3.6) 48(2.6) 2(12.5) 1(25.0)
39, 36(0.9) 2KL.D) 9(0.5)
40,
TOTAL  256(6.1) 137(6.3) 112(6.0) 3(5.9) 3(18.8) 1(25.0)
Office 41,
Clecical 42,
43, 27(0.6) 2(5.1) 21(1.1) 2(3.5) 2(12.5)
&4, 479(11.4)  25(1.2 432(230) 16¢28.1) 1(6.3) 4¢50.0) 1(25.0}
45, 669 15.9; 83 3.8} K1Y (7.7 561{29.8) 10017.%)  8(50.0) 1(12.5) 2(50.0)
46. 213(5.1) 102(4.7) LIL{5.9)
41, 47¢1.1) 21(1.0) 26(1.4)
48, .
TOTAL  1435(34,2) 231(10.6) 5(5.1) 1(7.7) 1151(61.2) 28(49.1) 11(68.8) 5(62.5) 3(7%)

86T
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Aoowal Total
Salary  (Columns)
Job Category (BRK)

Skilled Craft 49.
. 50

51,
52.
53. 38(0.9)
54, 44(1.0)
35, 24(0.6)
56.
TOTAL  106(2.5)
Service 57,
Maiotenance 58,
59. 8(0.2)
60. 191(4.5
6L. 315(7.5
62. 24(0.6
63. 3(0.1)
64,
TOTAL  541(12.9)
TOTAL FULL TIME 4201
Officiale/Adm 73. 19(2.9)
Professionals 74. 176(27.2)
Technicians 75, 52(8.0)
Prot, Serv. 76. 7¢1.1)
Para-Prof. 77. 44(6.8)
QfE/Clerical 78. 239(36.9)
Skilled Craft 79. 15(2.3)
Serv.Maint. 80. 95(14.7)

TOTAL NEW HIRES 647

White
B

24(1.1)
39(1.8)
23(L.1)

B86(4.0)

98¢4.5
207¢9.5

24(1.1

3(0.1)

332(15.3)
2172

17(5.9)
105536.2)
38(13.1)
7(2.4)
27(9.3)
26(9.0)
15(5.2)
55(19.0)

290

Black
C

1(2.6)
1(2.6)

6%15.4)
7(17.9)

13(33.3)

39
2(33.3)
2(33.9)

2(33.3)
6

MALE
Asian ot Amec.Ind.

[-liaEanlc Pac.Isl. Alsskan White
E

F

1.7
1(7.7
2(15.4)
1(7.1 1(10)  2(100)

3(23.1) L(10)  2(100)
13 10 2
NEW HIRES

1(100) 1(100)

G

10(0.5)
4{0.2)
1{0.1)

15(0.8)
8(0.4)

81(4.3)
89(4.7)

178(9.5)
1880

2(0.6)
65&19.8)
14(4.3)

17(5.2)
196(59.6)

35(10.6)
329

Black
H

2(3.5
1{1.8

3(5.3)

3(5.3)
8(14.0)

11(19.3)

57
2(15.4)

10(76.9)

1(7.7
13

Hispanic
1

1(6.3)

1(6.3)
16

3(100)

Asian or Arer,Ind.

Pac.Isl.
J

2(50)

2(50)

FEMALE

Alaskan
K

HNDCP

661



T0WA - Function 2: Streets & Higtwaye

Annual Total

Salary  (Columns)

Job Category (B;R)
Officials/ 1
Administrators 2.
3.
4,

5. 7(0.2)
6.

7 23(0.7)

8. 36(1.0)

TOTAL  66(1.9)
Profesgionals 9.
10.
1L,
12,
13.

14. 22(0.6)

15, 202(5.7)

16. 150(4.2)

TOTAL  374{10.6)
Techoicians 17,

18,
19.
20.
2t, 102¢2.9)
22, 370%10.5)
%2. 495(14.0)
TOTAL  967(27.3)
Protective 25.
Service 26.
27.
28, 4(0.1)
29, 2(0.1)
30. 1(0)
3.
32,
TOTAL 7(0.2)
Para 1.
Professionals 34.
35. 1(0)
36. 2(0.1)
37 1102.0)
38, 2(0.1)
39. 41(1.2)
40,
TOTAL  117(3.3)
Office 41,
Clerical 42,
43, 2(0.1)
4, 8(2.3)
45, 1393(3.9)
46, 30(0.8)
47, 2{0.1)

48.
TOTAL - 256(7.2)

White
B

5(0.2)

18(0.6)
36(1.2)
59(1.9)

12(0.4)
179(5.8)
142(4.6)
333(10.8)

69(2.2)
319(10.3)
484(15.6)

872(28.2)

3(0.1)
2(0.1)
10

6(0.2)

1(0)

41(1.3)
88(2.8)

1)
30(1.0)
19(0.6)

2(0.1)

52(1.7)

Black
c

2(16.7)
L(8.3)

3(25.0)

MALE

1(LL. L)
1(LL.Y)

L(LL. L)
2(22.2)

3(33.3)

1(11.8)

1(L1.1}

1(7.7)
T

3(23.1)

Aslan ot Amer.Ind.

HisBanic Pac.1sl. Alaskan
E

F

6(46.2) 1(9.1)
9(69.2) 1(9.1)

3(23.1)
3(23.1)

4(36.4)
19.D)

5(45.5)

White
G

2(0.5)
4(1.0)
6(1.6)

1052. 6)
19(4.9)

29(7.5)

29(7.5)
41(10.6)
6(1.6)

76(19.6)

1(0.3)

1(0.3)

1(0.3)
1(0.3)
25(6.5)
1(0.3)

28(1.2)

2(0,5)
79(20.4)  3(50)

109(28.2)
11(2.8)

20L(5L.9)

Black
H

2

350

3(50)

1216.7)
33.3)

Asiap or Amer.Ind.,

Hispanic Pac.lsl.
1 J

1(33.3)
1(33.3)

2(66.7)

2(66.7)

FEMALE

Alaskan
K

HNDCP

ooz



IodA - 2

Annual
Salary
Job Category
Skilled Craft 49,
50.
5L,
52,
53.
54,
55.
56.
TOTAL
Service 57.
Maintenance 58.
59,
60.
6l.
62.
63.
64.
. TOTAL
TOTAL FULL TIME
Officiatis/Adm 73.
Profesaionals’ 74,
Techniclane  75.
Prot. Serv. 76,
Para-Prof, 77.
Off/Clerical 78.
Skilled Craft 79.
Serv. Maint. 80,
TOTAL NEW HIRES

Total
(Columns)

B-K
(A)

64(1.8)
539(15.2)
21(0.6)

624(17.6)

22(0.6)
916{25. 9)
43(1.2)
lak(a.1)

1125(31.8)
3536

3(1.1)

9(3.2)

23(8.3)

2(0.7)

£9(6.8)

48(17.3)
18(6.5)
156(56. 1)

278

Wnite
B

59¢1.9)
533(17.2)
21(0.7)

613(19.8)

15¢0, 5)
873%28.2)
41(1.3)
143¢4.6)

1072(34.6)
3095

15(7.7)
131(67.5)

194

Black
C

2(16.7)

2(16.7)

6(50.0)
1(8.3)

7(58.3)
12

2(100)

MALE

H[sBanic Pacélsl. Alag&an White
G

L(1L.1)

1(iL.1)

3(33.3)

3(33.3)
9

1(25.0)
3(75.0)

4

Asign or Amer.lod.

1€9.1)

19.1)

£(9.1)
2(18.2)

1(9.1)
4(36.4)
i

13
N4 HIRES

Black
H

4(1.0)
3(0.8)

7(1.8)

6 1.63
32(8.3
1(0.3)

39(10.1)
387

1(1.3)
20(26.7)

75 2

Asiap ot Amer.Ind.

Hispanic Pac.lel.
I J

FEMALE

Alaskan
¥

HNDCP

10¢



IMA - Function 3: Public Welfare

AS:T:I ¢ c%}"-" ; . MALE * FEMALE
i e _ . Aaiarln or .::rilnd. - . %slan ot ﬁ“iw' O
Job Ca X 1€ Black it Pac, lsl, t Black Hispani .Iel. Alaskan
tegory (BA ) thte [a:c eBan c A 8 :_ an A e ls‘at: sl;an c acJ aK
Officiale/ 1.
Adninjetrators ;
i.
5. 5(0.2 1(0.2 1(7.1) 3(0.1
6. 2%0.1; ©.2 ( 220.1;
. 103(3.4) 54(8.4) 1(7.1) 1(20) 46(2.0) 1(6.3)
8. S52(L.7) 39(6. 1) 1(7.1) 11{0.5) 1(2.2)
TOTAL  162(5.3) 94(18.6)  3(2L.4) 1(20) 62(2.7) 1(2.2)  1(6.3)
Professionals 9.
10.
11.
12.
13. 350.1) 1{0.2) 220.1;
14, S48(17.8)  149(23.1)  2(14.3)  3(60)  B(66.7) 379(16.3)  3(6.7)  3(18.8) 1(100)
15. 616(20.1; 246(38.2)  4(28.6) 3(25.0) 354(15.2)  7(15.6)  2(12.5)
16. 9(0.3) 8(L.2) 1(0)
TOTAL  1176(38.3)  404(62.7)  6(42.9)  3(60) 11(9L.7) 736(3L.6)  10(22.2)  5(3L.3) L(100)
Tectmicians 17,
18.
19,
%‘1" 21(0.7) 6(0.9) 15(0.6)
22. $6(1.8) 15(2.3) 40(L.7) 1(25)
2. 80(2.6) 18(2.8) 60(2.6) 2(6.4)
"TOTAL  157(5.1) 39(6.1) 115(4.9) 2(4.4) 1(25)
Protective 25.
Setvice 26.
27.
28.
29,
30. 1(0) 1(0.2)
31,
32.
TOTAL 1(0) 1(0.2)
Para 33,
Professionals 31;
35.
. 83(2.7 12(1.9 1(7.1) 67(2.9) 3(6.7)
gg. h?ﬁElS.;) 35%5.4; 1(7.1) 1200  1(8.3) 425(18.2)  11(26.8)  146.3) i(gg)
38. 250(8. 1) 133.6)  1(.1) 27(9.3) 6(13.3)  2(12.5) (25)
39, 2(0.1) 1(0.2) 1(0)
40,
TOTAL  8LL(26.4) T1(LL. 1) 3(28.6) 1(20) 1(8.3) 710(30. 5) 20¢44.4) 3(18.8) 2(50)
Office 4.
Clerical (tg 'O 1(0)
' 355(15.2)  5(1L.1)  4(25.0)
“. R I W2 56 3(88) 5
4. 3201.0 nap
47, 4(0.1) 2(0.3) .
Boom W@ KLY 696(29.9) 12(26.7)  7(43.8) 1(25)

20¢



I04A - 3
*

Aousl  Totst MALE
Salary  (Colims
_ Asiat ot Amet.lnd.
Job Category (B-%) White Black lﬁsBanic Pac.Isl. Alasken White Black
A B [ E F G H
Skilled Craft 49.
50.
51.
52.
5. 7(0.2) 700.3)
54. 5(0.2) 5(0.8)
gg. L(0) 1€0.2)
TOTAL  13(0.4) 6(0.9) 7(0.3)
. Service 57.
Maintenance gg
60. 8(0.3) 5(0.8) L(7.1) 250.1}
61. 11{0.4; 8(1.2 1(7.1) 2(0.1
62. 7(0.2 7(1.1
2. 2(0.1) 2(0.3)
. TOTAL  28(0.9) 22(3.4) 2(14.3) 4(0.2)
TOTAL FULL TIME 3071 644 14 5 12 2330 45
NBY HIRES
Officials/Adn 73, 5(1.1) 3(3.2) 2(0.6)
Professionals 74, 182(38.6) 57(60.6) 1(33.3) L(50)  4(10D) 116{32.2) 125
Technicians  75. 12(2.5) 8(8.5 4¢L.1)
Prot. Serv. 76.
Para-Prof.  77. 114¢24.2) 21(22.3) 1(33.3) L(50) 90(25.0)
Off /Clerical 78. 154(32.6) 2(2.1) 147¢60.8)  3(7%)
Skilled Craft 79. 1{0.2) L(L.1)
Serv. Maint. 80. 4(0.8) 2(2.1) 1¢33.3) 1(0.3)
TOTAL MW HIRES 472 9% 3 2 4 360 4

FEMALE

Asian or Amet.Ind.

Hispanic Pac.Iel. Alasksn
I J K
16 1 4
1¢33.3)  1(100)
1(100)
2(66.7)
3 1 1

RDCP

€0¢



IOWA - Fuaction 4: Police Protection

Annual
Salary

Job Category

Officials/ 1.
Admtnistrators g

Technicians i 7.

Protective 25.
Service %g

28,
29,
30.
.
32,

Para 33,
Professionals 34.
35,

TOTAL

Office 4.
Clerical 42,
4.

&4,

45.
46.
47,
48,

Total

(Columns)

(B-K)
A

4.2
90(10.6)

11(L.3)
52(6.1)
92¢10.8)

155(18.2)

31(3.6)
54(6.3)
377(44.3)

462(54.3)

2(0.2)
4(0.5)

89(10.5)

White
B

23?222;
28(4. 1)

4(0.6)
34 5.0;
36(5.3
74¢10.8)

4(0.6)
37(5.4)
89(13.0)

130(19.0)

25(3.6)
47(6.9)
364(53.1)

436(63.6)

3(0.4)

3(0.4)

Black
Cc

1¢11.1)
L(LL.1)

1(11.1)
1(11.1)

2(22.2)
1{(1L.1)
3(11.3)

6(66.7)

MALE

Asian or Amec.lnd.

HisBanic Pac.Isl. Algsken White
E G

F

1(100)
1(100)

1(33.3)
2(66.7)

3(100)

3(2.0)
3(2.0)

R

13(8.8)

6(4.1)
14(9.5)
2(1.4)

22(14.9)

42.7

SG8

8(5.4)
17¢11.5)

2(1.4)
4.7
6(4.1)

21.4)
33(22.3)
42(28.4)

76.7)

84(56.8)

Black

1(20)
1(20)

1(20)
1€20)

2(40)

1(20)
1(20)

2(40)

FEMALE

Asian or Amer.led.

Hispanic Pac.Isl. Alsskan
I J

K

HDCP

%02



I0WA - &

Aonual
Salacy

Job Category

Skilled Craft 49.

Service 57.
Maintenance 58.

"ToTAL

TOTAL FULL TIME

Officlals/Adm 73.
Professionsls 74.
Techniciams 75.
Peot. Serv. 76.
Para-Prof. 77,
Off/Clerical 78.
Skilled Craft 79.
Serv, Maint. B80.

TOTAL NEW HIRES

Total
(Colums)

(BK)
A

200.2)
2(0.2)
4(0.5)

1251.4)
1(0.1)
1(0.1)

14(1.6)
851

1(2.2)
12{26.1
6¢13.0
12(26.1)
10217
1(2.2)
4(8.7
46

White
B

2(0.3)
2(0.3)
4(0.6)

8(1.2
£(0.13
1(0.1}
10(1.5)
685

;(3.7;
322231;
11¢40.7)
13.7
2(7.8)

27

MALE * FEMALE
Asisn or Amer.Ind. ] Asign or Amer.Ind.
Black Hia'Benic Pac.Ial. Alaskan White Black Hispanic Pac.Isl. Alaskan HNDCP
E F G H 1 J K
1(11.1) 3(2.0)
1(11.1 3(2.0)
9( ) 1 148
NEW HIRES
3517.6
3(17.6
1(5.9) 4
9(52.9y  L{oO) w
L(100) 1(5.9
1 1?7 1



IOWA - Function 6: Natural Resoutces, Patks & Recteaticd
Amoual 1

Salacy
Job Category

Officials/
Administrators

" ToTAL

“TOTAL
Tectnicians 17.

TOTAL
Protective 25,
Service 26.

TOTAL
Para 33.
Professionals 34,

TOTAL
Office 4.
Clerical 42,
43,
45,
41,

TOTAL

Tots

{Colums)

B
(‘-\K)

7(0.6)
21(L.9)
28(2.5)

21(1.9)
241(21.9)
40(3.6)
302¢27.5)

57(5.2)
200(18.2)
18(1.6)

275(25.0)

5(0.5)
26(2.4)
93(8.5)

124(1L.3)

32(2.9)
3(0.3)
1€0.1)

36(3.3)

59(5.4)
143(13.0)
9(0.8)

211(19.2)

White
B

6(0. B;
20(2.6
26(3.3)

13(1.7)
213(27.2)
38(4.8)
264(33.7)

38(4.8)
187(23.9)
17(2.2)

242(30.9)

5(0.6)
26(3.3)
93(1L.9)

124(15.8)

20(2.6)

20(2.6)

2(0.3)

2(0.3)

Black
c

MALE

Asiat ot lmer.Tnd.

llisgenlc Pacélsi. A.la:_&an
1(14.3)
1(25) 6(85.7) L{100)
L(50)
1(25) L(50) 7¢100)  L(10O)
1(50)
1(50)

‘White
G

150.3
0.3
2(0.7)

13

.
.

17(5.9)
12(4.2)
10.3)

30(10.4)

12¢6.2)
3(1.0)
1(0.3)

16¢5.5)

54(18.7)
138(47.8)
9(3.1)

201(69.6)

Black
H

L{16.7}

L(L6.7)

3(50.0)
1(16.7)

4(66.7)

FEMALE

doten or Amer.Ind,
nisganic Pac.lsl. Alasken HDCP
J K

1(31.3)
1(33.3)

1(33.3)

1(33.3)

83 16

2(66.7y  2(66.7)

90¢



IWA - 6
Anoual
Salary

Job Category

Skilled Craft 49,
50

51
5.

Service 57.
Maintensnce 58.

“roTAL
TOTAL FULL TIME

Officials/Adm 73.
Professionals 74,
Tecbnicians 75.
Prot. Seev. 76,
Para-Prof. 7.
Of£/Clerical 78.
Skilled Craft 79.
Serv./Maint. 80.

TOTAL NEW HIRES

Total
(Colums)

(BK)
A

1(0.1)
4(0.4)
1{0.1)

6(0.5)

117(10.6)
1099

26(23.5)
19(18.6)
1(2.9)
20(19.6)

13(12.7)
102

white
B

10L(12.9)
784

13059

3(5.2)
12(20.7D
1(1.7)
9(15.5)

58

Black
C

1(25)
1(25)

1)

2(50)
4

1(100)
1

MALE *

Asign or Amet.1nd,
Hisﬁanic Psc. 161, Alagkan White Black
4 F G B

10(3.5
1(0.3)

2 7 1
NEW HIRES
3100 3¢8,1

(00 PN
8(21.6;
19(51.4)  1(100)
3(8.1)

. 3 37 1

220. 7; 1(16.7)

13(4.5) 1{16.7
289 6

FEMALE

Asisn or Amer.Ind.

Hispsnic Pac.Isl. Alaskan
I X

1(100)

J

L(100)

HNDCP

Loz



IONA - Function 7: Ibafitals & Sanitoriume
Annua. Total

Salary  (Golumi) MALE * FEMALE
. Aslan ot Ater.lnd.
Job Ca X Asian or Amer.Ind.
tegory (BAK) H'éte Blact Hiasanic Pacélal. Ale:_ian lﬂaéte Bh}e{ck His[;anlc PacZ?sl. A.I.aékan HNDCP
Offictals/ 1. '
Adninistrators g
4
5.
?' 15(0.3)
. R 11(0.9
8 2(5)&11.(7)) z7§z.13 gfgii
Profeasionals 9. .0 3863.0) 1(0.2)
10.
11.
12.
T 184(4.1) (
. . 46(3,6) 1(6.3) 134(4.4 1(4.0 2(10)
15. 425(9.6 4111, X . .
e o0 R o B TN | ORI T X, %8 1o 40
Techolcians  17. SAULA - B85 3088 1) 1990, 105 @535 280 150 7 35;
18.
i9. )
0. 39(0.9 1¢0.1 .
2. 18G4 Se 233 )
2. 131(3.0 30(2.4) 2012.5) 99(3.2)
gz 20(0.5) 10(0.8) 9(0.3) 1{16.7)
Protective 25 B6.n 669 202.5 2%2(7.9) 200 1(16.7)
Service 26:
27.
28. 7(0.2) 7(0.6) )
29, 10(0.2) 9(0.7) 1(33.9)
30. 1(0) 1(0.1)
3.
32.
18(0.4) 17¢1.3) 1(33.3)
Paca 33
Professionals 34.
35. 268(6.0) 105(8.3) 3(18.8) 1(4.8) 156¢5. 1) 2(8.0) 1(50)
36. TR, 2106 425.0) 375 RU2.5)  1040.0) 200 213
37, 723(16.3 116(9.1) 1(33.3) 598(19. 5) 8(32.0)
38, 108(2.4) 12¢0.9) 9(3.1)
39.
40, :
TOTAL 2090(47.1)  482(38.0) 7(43.8) 1(33.3)  L(6.8) 375 157L(5L.1)  20(80.0)  1(50) 2(10) 2(33.3)
Office 4%.
Clerical 42.
oA s 1(0.1) 1138'3
44, 119(2.7) 3 .
45, 1965&.4) 6(0.5) 189(6.2) 1(16.7)
&6, 17(0.4) 2(0.2) 15(8.5)
&1, 3(C.1) 2(0.2) (1))
48.
TOTAL  339(7.6) 11(0.9) 327(10.6) 1(16.7)

80¢



ioWA - 7
Anoual
Salary

Job Category

Skilled Craft 49.
50

51.
52.
53.
55.
56.
TOTAL
Service 57,
Maintenance 58,
59.
60.
6l.
62,
63.
TOTAL
TOTAL FULL TIME

Offictals/Adm 73.
Professionals 74.
Techoicians  75.
Prot. Serv. 76.
Para-Prof. 7.
Off/Clerical 78.
Skilled Craft 79.
Serv, /Maint.

TOTAL NEW HIRES

Total
{Colums)
{B-K) White
A B
26(0.6) 5(0.4)
123{2.8) 68(5.4)
130(2.9) 120(9.5)
36(0.8) 32(2.5)
315(7.1) 225(17.7)
314(7.1) 66(5.2)
291i6.g; 110(8.7)
29(0. 21(1.7)
17€0.4) 15(1.2)
651(14.7)  212(16.7)
4438 1269
1¢0.1) 1(0.4)
111(12.5) 18(14.4)
41.(4.6) 7¢2.7)
(c.2) 2(0.8)
589(66.2)  178(67.4)
35(3.9) 0.4
24(2.7) 14(5.3)
87(9.8) 23(8.7)
890 264

Black
c

2(12.5)

2(12.5)

1(6.3)

1¢6.3)

2(12.5)
16

1(25)

75)

MALE *

Asian ot lmet.lnd.
l-lisge’mlc Pac.lsl. Alaakan White
E F G

21(0.7)
52(L.7)
9(0.3)
40.1)

86(2.8)

237(7.7)

178(5.8)
850.3)
10

424(13.8)
3072

1(4.8)

L¢4.
21 » 4

NEW HIRES

5(83.3) 64510. n

33(5.5)

) 1(06.7) 3(100) 397(66.2
(16.7) 3(100) 3455.7))

1051.7)
62(10.3)

600

Black
H

1(4.0)

L(4.0)

2(8.0)
25 2

5¢83.3)  1(100)

1(16.7)
6 1

9(45)
20

3502

1{(16.7)

1(16.7)
6

FEMALE

Asfen or fmer. Ind.
Hlsganic Pac.Isl. Alaskan
J

K

116.7)

T 1(16.7)

1(16.7)

1(16.7
6

HNDCP

602



1044 - Function 8: Health
1

Anwg Total
Salary  (Columns)
Job Category (BA-\K)
Officisle/ 1.
Adminiatrators g. 5(1.6)
4.
5.
6.
7. 5(1.6)
. 8. 12(3.8)
TOTAL  22(6.9)
Professiopals 9.
10.
11.
12. )
13, 1¢0.3)
14, 15(4.7)
15. 123(38.4)
16. . 15(4.7)
TO% 154(48.1)
Techoicians 17,
18,
19.
20.
2. 3¢0.9)
22, 22(6.9)
2. 17(5.3)
24,
TOTAL  42(13.1)
Protective  25.
Service 26.
27.
28.
29,
30.
.
3z,
TOTAL
Para 3.
Professionals 34.
35.
36.
37. 1(0.3)
38. 1(0.3)
39,
40,
TOTAL 2(0.6)
Office 41,
Clerical 42,
43, 10,3}
44, 43(13.4)
45, 45(14.1)
46. 7(2.2)
47,
48,
TOTAL  96(30.0)

white
B

3(2.8)

3%2 .8)
11{10.1)
17(15.6}

9(8.3)
37(34.0
14(12.9
60(55.0)

13(12.0)
14(12.8)

27(24.8)

1(0.9

1(0.9)

Black
c

4(100.0)
4(100.0)

HiaBanic

MALE »
Asian ot Mmet.lInd.

Pac.1dl, Alagkarn White
E F G

21.0)

ZEL.O
1{0.5
5(2.6)

150.5
6(3.1
79(40.3
LEO.S )
B87(44.4)

1(L00.0) 1¢100.0)
1¢100.0) 1(100.0)

3(L.5)
9(4.6)
3(L.5)

15(7.7)

1(0.5)

1¢0.5)

1(0.5)
41(20,9)
42(21,4)

6(3.1)

50(45.5)

Black

1{16.7)
1(16.7)

2(33.3)
2(33.3)
1(16.7)

5(83.3)

FEMALE

Asian or Amec.Ind.
Hispanic Pac.lsl. Aleskan
1 J K

HNDCP

1(100.0)

1(100.0)

012



1WA - 8

Annusl Total
Salary  {Columns)
Job Category (BAK)
Skitled Craft 49.
50.
51.
52.
33. 1¢0.3)
S&.
55.
56.
TOTAL 1(0.3)
Service 51,
Maintenance 58.
59.
60, 1{0.3)
61. 2(0.6)
62,
64.
TOTAL 3(0.9)
TOTAL FULL TIME
Officials/Adm 73. 2(3.2)
Professionals 74. 25(40.3)
Technicisns 5. 10(16.1)
Prot. Setrv. 5.
Para-Prof. 77.
Off/Clerical 78. 22(35.5)
Skilled Craft 79. 1(1.6)
Serv./Maint. B0, 2(3.2)
TOTAL NEW HIRES 62

Wh

L

ite
B

1(0.9)
1(0.9)
303

3(2.8)
09

1(4.2)

5653

1(4.2)
2(8.3)

24

Black

L(100.0)

MALE

Asiao or Amer.lod.
HisBanic Pac.lol. Alaskan Woite
E F G

B Hi

Black
H
198 6
1(2.9)
11532.4)
3(8.
19(55.9) 3(100.0)
34 3

Asian or Amer.Ind.

Higpanic Pac
I

.Isl.
J

FEMALE

Alaskan
K

HNDCP

[3%4



I04A - Function 9; Housirg
Aooual Total ) MALE *
Salary  (Oolimns)
) Astat ot kper.Ind,
Job Category (B-K) White Black Hisganic Pac.1sl. Aleskat White Black
A B c E F G H

Officials/ 1.
Adminietrators %

8. 2(22.2) 2(66.7)
TOTAL 2(22.2) 2(66.7)
Professionals 13.

1L,
12.
8. 2(22.2) 2(33.3)
15. I(LL L) 1(16.7)
6. 1aLD 1(33.3)
TOTAL  4(44.4) 1(33.3) 3(50.0)
Tectnicians 7.

Protective 25.
Service 26.

Para 3.
Professionals 34.

3. L(2i.1) 1(16.7)

40, 1(1L.4) 1(16.7)

Office 41,
Clerical 52,

46. 1(11. 1) 1(16.7)

TOTAL L(LL.b) 1(16.7)

Hispanic
1

FEMALE

Asian or Amer.Ind.
Pac.Ist. Alaskan HNDCP

J

K

[A ¥4



I04A - 9
Annual
Salary

Job Category

Stilled Craft 49.
50,

31,
52.
53.
54,
33.
36,

Service 57.
Maintepance 58.

TOTAL FULL TIME

Officlals/Adm 73.
Professionats 74.
Tectniclans 75.
Prot. Serv. 76.
Para-Prof. 1.
Off/Clerical 78.
Skilled Craft 79.
Serv. Maint. 80.

TOTAL REW HIRES

Total
(Oolums)

(3-5)
A

1(11.1)

L(11.1)
9

-1(100.0)
1

White
B

Black
c

MALE

Asian of Amer.Ind.

Higpanic Pac.1sl. Ala
D E

NBW HIRES

gkan
F

White

G

1(16.7)

1(16.7)
&

1(160.0)
1

Black
H

FEMALE

Asfan or Amer, Ind,
J K

Hispanic Pac.lsl. Alaskan
I

HNDCP

€1z



IOWA - Function 10: Community Development
Apnual Total MALE * FEMALE
Salary  (Columns)
) Asian or Amet.1nd. Asien or Amer,Ind.
Job Category (B-¥) White Black HisBanic Pac.1el. Alaskan ' White Black Mispanic Pac,lsl. Alaskan HNDCP
A B C E F G H 1 J 4

Officials/
Administrators

AN -
P -

7(25.9) 6(35.3) 1(10.0)

8. 2(7.6) 2¢11.8)

‘TOTAL 9¢33.3) 8{47.1) 1(10.0)

Professionals 9. :
10,

11,
12.
13,
14, 7(25.9) 1(5.9) 6§GU.O)
12. 10(37.0) 8(47.1) 2(20.0)
16.

TOTAL  17(63.0) 9(52.9) 8(80.0)
Techniciens L7,

Protective 25.
Service 26.

Para 33.
Professionals 34.

Office 41,
Clericsl 42,

45, 13.7) 1(10.0)

48, 1(3.7 1{10.0)
TOTAL

1z



IWA - 10

Anoual Total
Saléry  (Oolumna)
Job Category (BAK)
Skilled Craft 49.
50.
S1.
52.
53.
54,
55,
56.
TOTAL
Service 57.
Matntenance 58,
59.
60.
61,
62,
63.
64,
TOTAL
TOTAL FULL TIME 27
Offfctate/adm 73.
Profeseionals 74 6{100.0)

Techniciens 75.
Prot. Serv. 76.
Pars-Prof. 77.
Off/Clecicai 78,
Skilled Craft 79.
Serv. Maint. 80,

TOTAL NEW HIRES 6

White Black
B c
17

2(100.0)
2

MALE

Asist br Amer.Ind.

Hispdnic Pac.isl, Alaskan
D E F

NEW HIRES

White
G

10

4(100.0)

Black
H

Asian or
Hispanic Pac.lsl.
1 J

FEMALE

Amer. Ind.
Alaskan HBDCP
K

(¥4



104A - Function Ll: Cortections
Amnual Totsl
Salary  (Colums)

Job Cat (B-K) White Black
& A B c

Officiala/ L.
Admin{strators %

4,
g. 5(0.3) 2(0.2) 13.7)
1. 10(0.7) 9(0.8)
. 8. 22(L.5) 22(2.0)
TOTAL  37(2.5) 33(3.0) 1(3.7)
Professionals 9.
10.
11,
12,
13, 2(0.1) 2(0.2)
14, 111(7.5) 74(6.8) k1o 1Y)
15 200(13.5) 150(13.7) 4(L4.8)
16. 5(0.3) L(3.7)

2(0.2)
TOTAL  318(21.4) 228(20.9) 8(29.6)

Tectnicians 17.

18,
19.
20.
21. 15(1.0) 6{0.5)
22. 19(1.3) 5¢0.5) 13.7)
?2_‘15‘. 10(0. 7 7(0.6)
TOTAL  44(3.0) 18(L.6) 13.7)
Protective 25.
Service 26.
27.
28. 4(0.3) 4(0.4)
29, 294(19.8) 250(22.9) 9(33.3)
30. 222(15.0) 194(17.8) 6(22.2)
g% 160(10.8) 152(13.9) 1(3.7)
TOTAL,  680(45.8) 600(54.9) 16(59.3)
Para 33.
Professicnals gfsb
36, 24(1.6) 17(1.6) 13.7)
37, 66(4.4) 35(3.2)
38. 9(0.6) 6(0.5)
2(9) 1(0.1) 1¢0.1)

TOTAL  100(6.7) 59(5.4) 1(3.7
Office 41,

Clerical 42,
43, 1€0.1)
44, 62i4.2} 2(0.2)
45, 60¢4.0 3(0.3)
46. 9(0.6) 1(0.1)
2; 3(0.2) 2(0.2)
TOTAL  135(9.1) 8(0.7)

MALE *
Asian or Amec.ind.

l-l.lsBa'nic Pacélsl. Alagkan Hh(i}te

1(0.3)
1(0.3)
2(0.6)

2 33.3; 29(8.6)
1(12.5) 3(50.0) 1(25.0) 40(LL.9)
1(12.5) 16.7)

2(25.0) 6(100.0) 1(25.0) 69(20.5)

-
.

9(2.7)
12(3.6)
3(0.9)

24(7.1)

2(25.0) 1(25.0) 31(9.2)
L(L2.5) 1(25.0) 19(5.7)
2(25.0) 1(25.0) 4(1.2)

5(62.5) 3(60.0) 54(16.1)

6(1.8)
31(9.2)
3(0.9)

40(11.9)

1{0.3)
59(17.6)
56(16.7)

8(2.4)

1€0.3)

125¢37.2)

Black
H

1(14.3)

L(14.3)

3

4(51.1)

1(14.3

1(14.3)

1(14.3)

1(14.3)

1(100.0)

1{100.0)

FIMALE

Asian or Amer.Ind.

Hispanic Pac.lsl. Alaskan
1 J

K

1(50.0)

1(50.0)

1(50.0)

1(50.0)

91¢



TIOWA - 11
Annual
Salary

Job Category

Skilled Craft 49.
50

51.
52.
53.
54.
33.
56.
TOTAL

Service 57
Maintenance gg .

60.
61.
62.
63.

64.
TOTAL
TOTAL FULL TIME

Officisls/Adm 73.
Professionals 74.
Techonicisns 75.
Prot. Setv. 76.
Paza-Prof. 77.
Off /Clerical 78.
Skilled Craft 79.
Serv. /Maint. B0.

TOTAL NeW HIRES )

Total
{Columns)

(B8-X)
A

8(0.5)
19(1.3)
66(4.4)
44(3.0)

137(9.2)

4(0.3)
13 0.9;
1100.7

5(0.3)

33(2.2)
1484

2(0.7)
291

White Black

2(0.2)
11(1.0)
63(5.8)
43(3.9)

119(L0.9)

1092 27

1(1t.1)

7(77.8)
1(11.1)

11(4.8)
5(2.2)
18L(79.4)
12(5.3)
2(0.9)
15(6.6)
2(0.9)

228 9

HALE

Hispaoic
D

1(12.5)

112.5)

1(100)

Asian or Aret.Ind.

Pac.1al. Alsskan

E

6
NEW HIRES

White
F G

6(1.8)

8(2.4)

2(0.6)
1(25.0)

1(25.0) 16(4.8)

3(0.9
250.6;
1¢0.3)
6(1.8)
5 136
l2§23.5)
4(7.8)
7&13.7)
4(7.8)

22(43. ).
208

51

Black
H

?

2(100)

Asian or Amer.Ind.

Hispanic Pac.lsl.
I J

FEMALE

Alaskan
K

HNDCP

Liz



1WA - Fuodtion £2: Utilities & Teansportatiod
Anoual Total

Saelary

Job Category

Officials/ L.
Admintstratocs 2.

{Columns)

K
(BA)

10¢17.5)

foTAl.  10(17.5)

Techonicians 17.

Protective 25.
Service 26.

Para 33.
Professionals g!;
36.

37,

s,

39,

Office al,
Clerical 42,

TOTAL

528.8 i
4(7.0,
9(15.9)

1{1.9)
3(5.3)
15(26.3)

19{33.3)

2(3.5)
2(3.5)
1(1.8)

5(8.8)

3(5.3)
9(15.8)
L1(1.8)

13(22.8)

White
B

9(23.7)
9(23.7)

'5?3.2
4(10.5,
%23.7

1(2.6)
1(2.6)
14(36.8)

16¢42.1)

1(2.6)
1(2.6)
1(2.6)

(7.9

Asfdn ot Mwer.ind.

Htsganic Pdcéml. Alagken Ubite

G

158

2011
1(5.6)

3(16.7)

1(5.6)
1{5.6)

2(11.1)
2(11.1
530.0)
1(5.6)

12(66.7)

Black
H

1{100.0)

1(100.0)

FEMALE

Asian ot Amer,Ind.

Hiu|l>an{c ijlsl. AL

goken  RNDCP
K

81¢



TOWA - 12

Job Category

Skilled Craft 49.
50

5l.
52.
53.
4.
55.
56.

Service 57.

Msintepence  58.

TOTAL FULL TIME

Officiels/Adm 73.
Professionale 74.
Techoicians  75.
Prot. Serv. 76.
Para-Prof. 77.
Off/Clerical 78,
Skilled Craft 79.
Serv./Maint. B80.

TOTAL NEW HIRES

Total

(Oolums)

(8-K)
A

1(1.8)
1(1.8)

57

2(18.2)
6(54.5)

1(e.1)
2(18.2)

11

White
B

1(2.56)

1(2.6)

38

1(14.3)
5¢7L.4)
1(14.3)

Black
[

MALE *
Asian ot Amer.lnd.

Hispanic Pac.Isl, Alaskan White
E F G

18
1(25.0)
1(25.0)

NEW HIRES

2(50.0)

Black
H

Asian or Amer.Ind.

Hispsnic Pac.Isl.
1 J

FEMALE

Alaakan
K

HNDCP

612




IO4A - Function 14: Fmployment Security
Annua

1 Total

Salary (Colutns)
Job Category (BRK)
0Fficials/ L.
Administrators §
4.
3.
6.
7. 17(L.6)
8. 24(2.2)
TOTAL  41(3.8)
Profespionals 9.
10.
11,
12,
13.
14, 182(16.8)
15. 357(33.0)
16, 12(1.1)
TOTAL  551(50.9)
Techoiclans 17.
18.
19,
20,
21. 75(6.9)
22. 43(4.0)
23, 14¢1.3)
24,
TOTAL  132(12.2)
Protective 25.
Service 26.
27.
28.
*29.
30.
31,
32.
TOTAL
Para 33,
Professionals 34.
35.
36. 78(7.2)
37. 52(4.8)
38. 4(0.4)
39.
40,
TOTAL  134(12.4)
Office 41,
Clerfcal 42,
43, 5(0.5)
&4, 10890.0)
45, 87(8.0)
46. 12¢1.1)
47. 1(0.1)
48,
TOTAL  213(19.7)

White
B

14(3.0)
2L{(4.3)
35(7.9)

83(17.8)
348(74.7)
36(7.7)

20(4.3)
8(1L.7)

64(13.7)

11(2.4)
1(0.2)

12¢2.6)

100.2)
1(0.2)

1(0.2)
3(0.6)

Black

1(25.0)
1(25.0)

2(50.0)

2(50.0}

£(25.0)

1(25.0)

MALE

Asisti ot Amer.Ind.

Hisganlc Pac.Is). Ala
E

1(25.0}%
1(25.0)

2(50.0)
1(25.0)

3(75.0)

skan
F

90(15.
30100.0)  92(16.1)
1{0.2)
3¢100.0y 183(32.1)

White
G

360-9
5(0.9)

8)

36(6.3)
22(3.9)
6(1.1)

64(1L.2)

60(10.5)
49(8.6)
4(0.7)

113(19.8)

4(0.7)
98(17.2)
84(14.7)
12(2.1)

198(34.7)

Black
H

1(5.3)
5(26.3)

6(31.6)

5(26.3)

5(26.3)

6(31.6)
2(10.5)

8(42.1)

FEMALE
Asiso or Amer, Ind.

Hispsnic Pac.lsl. Alaskan
I J K
5(50.0) 1(25.0)
125.0)
5(50.0) 2(50.0)

220,09

3(30.0)
1(10.0)  2(L00.0)
1(10.0)

2(20.0)  2(100.0)

1820

2(50.0)

HNDCP

0ze



1WA -14

Anoual Totdl MALE *
Salary  (Colums) FRMALE
, - Apidn of hmet.lod. Asien or Aser,Ind
Job Category (B  ibite Black Wapanic Pac.lsl. Aloskan Whit Black Hispant JIsl, kao |
A B P SB&n v g dn Ge = sgan c PecJIsl. Ala's(kgn HNDCP
Skilled Craft 49.
50.
53. 4(0.4) 400.7
54. 1€0.1) 1(0.2)
gz.
OTAL  5(0.5) 5(0.9)
Service 57.
Maintensnce gg.
80. 5¢0.5) 3(0.6) 2(0.4)
61. 1(0.1) 1¢0.2)
62.
gz.
‘ToTAL  6(0.6 4(0.9) 2(0.4)
TOTAL FULL TRME 1082‘( 4 466 4 - 3 570 19 10 2 4
1(1.2)
OFficials/Adm 73. 1(0.8) HIRES
Pr ionals 74. 11(8.5) 8(23.5) 3(3,5)
Te(c,lf:i;:i:: ® 7. 54(32.9) 23567.6) 21524.4)
Prot. Serv. 6.
Para-Prof. 77. 28(21.5) 1(100.6) 26(30.2)  1(16.7}
OFt /Clerical 7B, aGL» 129 ROLH D 100.0) 2000
Skilled Ceaft 79. 1(0.8) 2&.3;
Seev. Maint. 80. 4(3.1) 2(5.9) :
TOTAL NEW HIRES 130 34 1 86 6 1 2

T12¢



I0WA - Function 15: Other

Annual Total
Salary (Columns)
Job Category (B;!()
Officials/ L.
Administratocs g
4.
5. 1{0.1)
6. 1(0.1
7. 6(0.7)
8. 51(6.0)
TOTAL  59(6.9)
Professionals 9.
10.
11, 1(0.1)
12.
13, 20(2.3)
14, 60(7.0;
15. 217(25.4)
16. 148(17.3)
TOTAL  446(32.1)
Tecboicians 17.
18.
19.
20.
21. 5(0.6)
22. 10(1.2)
23. 5(0.6)
24, 2(0.2)
22(¢2.6)
Protective 25.
Service 26.
27.
28.
29,
30.
31.
32.
TOTAL
Pata 33.
Profesaicoals 34.
35.
36. 5(0.6)
37. 7(0.8)
38. 9(L.1)
39. 6(0.7)
40,
TOTAL 271(3.2)
Office 4],
Clerical 42,
43, 15(1.8)
44, WEIO.S;
45, 152(17.8
46, 10(2.2)
47,
48, 1(0.1)
TOTAL  268(3%.3)

White
B

1¢0.3)
47(12.2)
48(12.5)

4(L.0)
23(6.0)
151(39.3)
119¢31.0)
297(71.3)

3(0.8)

2(0.5)
1¢0.3)

6(L.5)
1(0.3)

2(0.5)
5(1.3)

1(0.3)
9(2.3)

Black
c

120.0)

MALE *

Asian ot Amer.Ind.
Hispanic Pac.lsl. Alaskan White
1) £ F G

1(0.2
1(0.2
5 l..l;
3(0.7
10¢2.3)

1(100.0)
1(100.0)

1(0.2)
15(¢3.4)

1{20.0)
2(40.0)

3(60.0) 136(30.7)

4(0.9)
4(0.9)
1¢.02

9(2.0)

1(0.2;
6(1.4
7(L.6)
5(1.1)

19¢4.3)

14(3.2)

86(19.4)
1462(32.1)

10(2.3)

1(100.0)

1(100.0) 252(56.9)

Black
H

2¢50.5)
1(25.0)

3(75.00

1{7.7)
157.7
7.7
3(23.1)

—

1(7.7)
1(7.7)

2(15.4)

2(15.4)

1(25.0)
5(38.5)

5(38.5) 1{25.0)

FEMALE
Asian or Amer.Ind.

Hispanic Pac.Isl., Alaskan HNDCP
1 J K

(414




I04A - 15
Ancval
Salaty

Job Category

Skilled Craft 49.
50.
5L.
52.
53.
54,

55.

56.

Service 57.
Maintenance J8.

TOTAL FULL TIME

officials/Adm T3.
Profesaionals 74.
Technicians 73.
Prot. Serv. 76,
Para-Prof. 77.
off /Clericel 78.
Skilled Craft 79.
Serv. Maint. B80.

TOTAL NEW HIRES

Total
(Colums)

(B-X)
A

2(2.1)
36(38.3)
2(2.1)

1(1.1)
47(50.0)

6¢6.4)

* 94

White
B

2{(0.5)

112.9
384
15(65.2
154.3))
1(4.3)
2(8.7)
4(17.5)
23

Black
c

1(20.0)

1(20.0)
5

1(100.0)

MALE

Hiirgaiﬁc

2(40.0)

2(40.0)
5

Agian ot Amet.lnd.
Pacélsl. Alaskan
F

1?(3.4)
NBW HIRES

1(100.0)

*
White Black
G H
2¢0.5)
2(0.5)
2(0.5)
205 1.7
Lszlsg
1(7.7
463 13
2(3.0)
20229.9)
1{1.5)
42(62.7) 1{100.0)
2(3.0)
67 i

FEMALE
Asian or Amer.lnd.

Mispanic Pac.lal. Aleskan HNDCP
I J K

£ee



IGHA - Totsl Employment
Anoual

Total ML * FEMALE
Salary  (Columns)
heian ot bmet,ind. Asten ot Amer. Ind.
Job Category (B-K) White Black Hﬁgmic Pac.isl. Alaskan White Black Wepanic Pac.lsl. Alesken HNDCP
A B c E F c H 1 3 X
jSffctals/. 1. 10¢0) 7¢0.1) 3(0)
nisteators 2.
3.
4. 18¢0. 1) 8(0. 1) 2(L.5) 7&0.1) 1(0.5)
5. 6(0) 2(0) 0)
6. 270(1.3)  179(1.7) 2(1.5) 35.7)  1(L.6) 3620 9; ‘ 1(1.9)
7. t.l.ziz 1; 405(3.8) 100.7) ToLe 13.) 33003 10.5 -
TOTAL 746(3.5! 601(5.6) 5(3.7) 3.7 202.8) AL DBLAAY (LD 1(L.9)
Professionals g 1o jpu
10. 1(03 1203
1. 35(0.2) 10.7) , 0.3
12. ] s3000, 9?; 11(8.2) sn 3 11&15 3; e 9) ugs.e) nszo.a) nsm .8 1(5.0)
13. 34901354 2029018 ) 26019.4)  10(18.9 6222 2 LMILE SOk A 8 160
Y4, 615§z.9) 532 2(1.5) 9.4y 26(36.1) 1(3.7Y  43{0.4) L(0. (13.5) .
recttctons 5, TN 52704 320028, a) 40(29.9) 21(39 6) 59(8L.9) 7(25.9) 1955(20.2) 36(18.9) . 15(28.3) 12(32.5) 2(10.0)
16.
17. 39(0.2 1(0 37(0.4 1¢2.
18, 459%2.23 185%127) 2(1.5) 2(3.8)  I(L.&) WOD 4. ey &8 160
19. 1063¢5.1)  711(6.6) 8(6.0) 2(3.8) 1(1.8)  4(14.8) 327(3.4)  7(3.7 3050
20. wo§4)7) 853(1.9) 3(2.2) 4G.6) 13D 123 5.3 221.% 12, 5.0
TOTAL  2554(12.1)  1755(16.3)  13(9.7) 4(1.5 6(8.3) 5(18.5) 47(1.7)  13(6.8) L9 5013.5 5(25.0
Protective 22.
Servl 2.
Fviee 2. 19¢0.1) 16(0.1) 1(0.7) 101.9) 1(0)
25. 373(1.8)  319(3.0)  13(9.7) 3(5.7) 13,7 36€0.4)  1(0.5)
26. 26(L.6)  290(2.7) 7(5.2) 2(3.8) 1.7 2a§o \2) 1(1.9)
27. B0 6307 4(3.0) 4(7.5) 1.1 12¢0.1)
28. :
TOTAL 1354%62&) 1241%11.5) 25(18.7) 10(18.9) 3(1L.)  73(0.8) 1(0.5) 1(1.9)
Para 29.
. 1.1 1(1.9
Professionals 30. R S %D MED iy sy 20009 WMB 200 2000
32, 151057.2) 280(2.6) 1(0.7) 5.7 1(L.48) 1199(12.6)  22(11.6) JES-D 155-0
33 S21(2.5)  126(L.2 1(0.7) W0 632 473 2009
34, Ban  hel ' 160.2)
T AL 882  12(9.0) 35.7) 22.8) (LD 261927.0)  50(26.3)  10(18.9) 2(5.8)  5(25.0)
Office 36. 50¢0. 5) 2(L.1) 2(3.8)
Clecical 37, ooy Ko, D L(L.5) Ay @0 L. b rase L0
39 ey sty e 1(1.9) 1680(17.3)  27(14.2)  14(26.4) 2(5. 1(5.0)
40. 349(L.7) 12!4(1.:23 zggggg; 2(L.1)
4. 60(0.3) 3020. .
140) .0
m'wm 37 3(135(1):)3. o 12630 5G.7) 1.9 LB 1339(34.5)  69(36.3)  26(45.3) 9(26.3)  6(30.0)

k{44



IOWA - Tota! Employment

Annual Total MALE *
Salacy (Columns) FEMALE
Aslan or Amet.lnd. Asian or Amer.Ind.
Job Category (BX) White Black Hispanic Pac.lsl. Alasksn White Black Hispanic Pac.Isl. Alaskan HNDCP
A B C SBG ’ E F G H 1 J K
Setlled Craft 43.
45. 34(0.2) 7(0.1) v 27(0.3)
46. 261(1.2)  165(1.5) 4(3.0) 2(3.8) 87(0.9) 2(L.1) 1(5.0)
47. 789(3.8)  764(7.1) 2(L.5) 1(1.9) 13.7) 19(0.2) 2(1.1)
48. 132¢0.6)  126(1.2) 13D 5D
49. .
TOTAL 1216(5.8)  1062(9.9) 6(4.5) 3(5.7) 207.4)  138(1.4) 4. 1(5.0)
Service 50. 1060 1000.1)
Matoteomce  3: 5625237) 200(1.9) 96.7) 2(3.8)  I(L4) 1(.7) 33%(3.4) 6(3.2)  L(L.9) 7(18.9) 1(5.0)
53. 1665(7.9)  1309(12.2)  16(1L.9)  6(L1.3) 1{L.&) 4(14.8) 3189.3; 9(a.7) 2(5.4)
54, 15000.7)  116(L.1) 2(L.5) 2200.2
55. 172¢0.8)  169(1.6) 1(0.7) 13.7 1(0)
56.
. 794(16.7)  28(20.9 8(15.1)  2(2.8) 6(22.2) €85(7.1)  15(7.9)  L(L.9)  9(24.3) L(5.0
TOTAL FULL TDME Rl 4 fowts'g(n.i) 134%0.6)) 53%0.3)) 72(3.3; 2750.1) 9687(46.1) 15000, 53%0.3; 19%.5) 2050.1
. 1.2 25(2.0 110.7)
e oo, 623%20.5)1) zat.fzz.z)s) 26,1 L(12.5) 12(85.7) 302(18.1)  S5(12.8)  1(10.0) 6542.9)
Techoiclans  67. 224(7.4) zjggggg e 129 9'58'3; 17.1)
E‘:ﬁ:pfﬁ? -y 5?%525.:’» 265(21.3)  6(20.7)  1Q12.5)  L(7.1) 3(60.0) 548(32.9)  6(15.4) 1(10.0) L(7.1)  1(100.0)
Off/Clerical 70, 644(21.3)  39(.D 2(6.9) 1(7.1) 563533.8) 26(66.7)  B(80.0) 5(35.7)
Skilled Craft 71. 79(2.6) 63(5.1) 1(12.5) 1(20.0) 14(0.8)
Serv.Maint. 72. 174(12.3) 232(18.6)  W(%.7)  4(50.0) 1(20.0) 127(7.6) 2(5.1) 1(7.1)

TOTAL NoW HIRES 3030 1245¢41.1)  29(L.0) 8¢0.3) 14¢0.5) 5(0.2) 1665(55.0) 39(1.3)  10(0.3) 14(0.5) 1(0)

1144



KANSAS - Function l: Finencial Administration

Job Category

Officials/

Administrators 2,

Professionals

Technicians

Protective
Service

Para
Professionals

Office
Clerfcal

Anrual
Salaty

1.
2
3.
&,
5
6
7

Lo

TOTAL
9.
1

TOTAL

48

Total
(Colums)

(8-K)
A

2(0)
1(0)

1(0)
19(0.8)
26(0. 5)

168(3.4)

208(4.2)

445(9.0)
1(0)

3(0.1)
L(0)
181(3.7)
191(3.9)
454(9.2)

137(2.8)
968(19.6)

o)

389(7.9)
201(4.1)
125(2.5)
6(0.1)
722(14.7)

58(L.2)

12(0.2)
26(0.5)

5(0.1)
99(2.0)

1(0)

5(0.1)
4(0.1)
5(0.1)
2(0,

17(0.3)

334(6.8)
1042{21. 1;
623(12.6
164(3.3)
179¢3.6)

3(0.1)

“TOTAL  2345(47.6)

White
B

1(0.1)
1(0.1)

5(0.3)
117¢6.7)
189(10.8)
313(17.9)

1(0.1)

73(4.2)

95(5.4)
300(17.2)
120(6.9)
589(33.8)

180(10.3)
128(7.3)
89(5.1)
5¢0.3)

402(23.1)

53(3.0)

11(0.6)
22(1.3)

4(0.2)
90(5.2)

5(0.3)
2(0.1)
1(0.1)
2(0.1)
10(0.6)

27(1.5)
3752.1;
39(2.2

10(0.6)

149(8.5)

Black
c

1(1.4)
2(2.7)

4(5.9)

1¢1.4)

1(1.4)

1(L.4)
1(1.4)

6(8.2)
22.7)

1(1.4)
9(12.3)

MALE

Asian ot Arec,Ind,
HisBanic Pacélsl. Ala;kan whéte

3
1(2.3)
1(2.3)

6(14.0)
2(4.7)  1(25.0%

2(4.7)
10(23.3) 1(25.0)

3(1.0) 1(25.0)
2(4.7)
5(11.6) 1(25.0)

10(23.3)  2(50.0)

1€2.3)
1€2.3)
5¢11.6)
3(7.0)
26.7
26.7

12(27.9)

1(10.0)
1(10.0)
2(20.0)

0.0
4(40,0)

1€10.0)
1(10.0)

1(0)

1(0)
36(1.3)
21(0.7)
45¢1.6)
13(0.1)

117¢4.1)

3(0. 1)
1(0
88(3.1)
74(2.6)
13054.6)
13(0.5)
309(10.8)
T0))
194(6.8)
672.3)
2550.9)
1¢0)
288(10,1)
4(0.1)
1(0)
2(0.1)
1(0)
8(0.3)

1(0)

3(0.1)
4(0.1)

273(9.6)
938(32.8)
553(19.4)
150(5.3)
138(4.8)

2052(71.8)

Black
H

2(1.6)

2(1.6)
2(1.6)
6(4.7)

5(3.9)
10(7.8)
9(1.0)

24(18.6)

7(5.4)
2(1.6)
1(0.8)

10(7.8)

17 13.2;

37(28.7

16(12.4)
2(1.6)
4(3.1)

76(58.9)

Hispanic
1

1§1.7)
1{1.7)
2(3.4)

4(6.9)

2 3.4;
1(1.7
1](L.7)

4(6.9)

1(1.7)

1(L.7)

5(8.6
25{43.{)
9515.5)
2(3.4)
L7

42(72.4)

FEMALE

Aslen or Amer.Ind.

Pac.1sl. Alaskan

J K

1€14.3)

1(14.3)

1(14.3)

1(14.3)
1(33.3)
1(33.3)

1(14.3)

4(57.1)

5(71.4)

HNDCP

9¢¢



.Job Category

Skiiled Craft 49.

Service 57.
Maiotenance 58.

TOTAL FULL TIME

Officials/Adm 73.
Professionals 74.
Tecthoicians 73,
Prot. Seev. 76,
Paca-Prof. 7.

Off/Clerical 78.
Skilled Craft 79.

Serv, Maiat, 80,

TOTAL NEW HIRES

Ancius)
Sala

TOTAL

TOTAL

Total

{Columa)

=K.
(BA)

3(0.1)

4(0.1)
33(0.7)
50(1.0)
68(1.4)

158(3.2)

59(1.2)
101(2.0)
11(0.2)
2(0
L(0)

174(3.5)
4928

3653.7)
o
250:2)
12(1.2)
532(54.9)
18(1.8)
96(9.9)

969

thite
B

1(0.1)
3(0.1)
20(1.1)
42(2.4)
65(3.7

131(7.5)

13(0.7)
42(2.4)

308

60(3.4)
44

17

25(9.4)
109(40.4)

6(2.2)
36(13,5)
Li(4.1)
34(12.7)

267

Black
c

l‘il.lo)
1{1.4)
L1(L.4%)
3.1
8(L1.0)
12(16.4)
3(4.1)
1{1.5)
24(32.9)
73

1(5.3)
4(21.1)

1(5.3)

6(31.6)

7(36.8)
19

MALE

batan ot Amet.ind.

titspatidc Pac.iel. Atasken
D E F

1{2.3}

1(2.3)
1¢25.0

267 1(25.0)

2(4.7)

5(11.6)

7(16.3}
43

1{9.1)
1(9.1)

1(9.1)
4(36,4)
L(9.1)
3(27.3)

11

2(20.0)
1(10.0)

3(30.0)
10

2(100,0)
2

diite
“PG

2(0.1)
L(0

1L 0.4;
6(0.2
1¢0)

21(0.7)
27(0.9)

29(1.0)
2(0.1)

_38(2.0)
2857

10(1.6)
77(12.6)
25(4.1)
4(0.7)
448(73.4)
6(0.1
40(6.6)
610

Black
H

4(3.1)
7(5.4)
2(1.6)

13(10.1)
129

8(19.0)

2(4.8)
26(61.9)

6(14.3)
42

Hapanic
I

2(3.4)
4(6.9)
1(1.7)

7(12.1
58( )
1(6.6)
11(73.3)

3(20.0)
15

FEMALE

Asfan ot Amer.Ind.

Pac.1sl.
3

1(50.0)

1(50.0)

Alaskan  HNDCP
K

1(33.3)
1(33.3)

2(66.7)
3

1(100.0)
L

Lg¢




RANSAS - Function 2: Streets & Higtways
Annual Total MALE * FEMALE
Salary (Columns)

Asian or Amer.Ind. Asian or Amer.Ind.
Job Category (BX) White Black HlsBanic Pac.1sl. Alaskan White Black Hispanic Psc.lsl. Alaskan INDCP
A B [ E F G H J K
Officlals/ 1.
Administrators 2.
4.
5.
6. 1(0) 1€0)
1. 16(0.4) 14(0.4; 2(0.4)
; 8. 29(0.7) 29(0.9
| TOTAL  46(1.2) 44(1.4) 2(0.4)
Professionals 9.
10.
11.
12,
13.
14, 21(0.5) 10¢0.3) 1(1.4) 1(10.0) 9(1.7;
15, 178(4.6) 159(5.0) 2{2.8) 3(4.2) 4(40,0) 10(1.9
16. 197(5.1) 193(6.1) 1(1.4) 10001y 1(10.0) lﬁO.Z;
TOTAL  396(10.2) 362(11.4) 4(5.6) 3(4.2) 1(L1l.1) 6(60.0) 20(3.9
Tecboiciens 17.
18.
19.
20.
21, 290(7.5) 208(6.6) 10(13.9) 9(12.7) 2(22.2) 2(20.0) 56(10.8) 3§l7.6;
22, 14723.8) 117(3.7) 6(8.3) 5(7.0) 1(11.1) 1(10.0) 12(2.3) 1(1L.1) 4(23.5 o
23. 546(14.1) 537(17.2) 2(2.8) 3(4.2) 4(0.8) g
24, 42(1.1) 42(1.3

TOTAL 1025(26.5) 9M(Zé.6) 18(25.0) 17(23.9) 3(33.3) 3(30.0) 72(13.9) 1(1L.1) 7(41.2)
Protective 25.
Service 26.

Para 33.
Professionals 34.

38. 4(0.1) 1(L.8) 100.2)  L(LL.L) 1(100.0)
39, 1(0) 1(0.2)

40,
TOTAL 5(0.1) 1(1.4) 2(0.4) L(LL. D) 1(100.0)

office 41,

Clerical 42,
43, 9(0.2) 1(0) 8(L.5)
44, 132(3.4 9(0.1) 1(1.4) 116(22.4) 4(44.4) 2(11.8)
45, 14353.7; 17(0.5) 1(1.4) L(L.4) 121(23.4) 1(11.1) 2(11.8)
46. 53¢1.4) 20(0.6) 30(5.8) 1(11.1) 2(11.8)

47, 11(0.3) 3(0.1) 6(1.2) 2(11.8)
48,
TOTAL  348(%.0) 50(1.6) L(L.4) 2(2.8) 281(54.4) 6(66.7) 8(47.1)

e e ————



Anqual Total

Salery  (Columms)

Job Category (BEF)
Skilled Craft 49.
51,
52, 33(0.9)
53. 294(7.6)
54. 444(11.5)
55. 30(0.8)
56.
TOTAL  801(20.7)
Service 57.
Maintenance 58.
59. 3
60. 396(10.2)
61, 626(16.2)
62. 50 1.3;
63. 173(4.5
64.
TOTAL 1248(32.3)
TOTAL FULL TIME 3869
Officials/Adm 73. 1(0.1)
Professionals 74. 39(4.5)
Technicians 75. 130(15.1)
Prot. Serv. 76, ]
Para-Prof. 7. 3(0.3)
Off/Clerical 78. 75(8.7)
Sxitled Craft 79. 34(4.0)
Serv. /Maint. 80. 577(67.2)
TOTAL NBW HIRES 859

White
B

25(0.8)

263(8.3)

433(13.D
30(0.9)

75L(23.7)

1(0)
269(8.5)
565&17.9)

47(1.5)
170¢5.4)

1052(33.3)
3163

1(0.2)
31(5.2)
96(16.2)

6(1.0)
29(4.9)
428(72.4)

591

Black
c

3(4.2)
11(15.3)
4(5.6)

18(25.0)

10(13.9)
19(26.4)

1(1.4)
30(41.7)
72

13.7
7(25.9)

13.7

1(3.7)
17(63.0)

27

MALE

1(1.4)
12(16.9)
6(8.5)

19(26.8)

6(8.5)
19226. 8)
3(4.2)
2(2.8)
30(42.3)

7

1(4.5)
4(18.2)

1(4.5)
2(9.1)
14(64.0)

22

Asian or Amer,Ind.
Higpanic Pac.Isl. Alaskan
D E

3(33.3)
1(11.1)

444, 4)
1(11.1)

)é(ll.l)
Ne HIRES

F

1{10.0)

1(10.0)

10

1(50.0)
1(50.0)

White
G

4(0.8;
4(0.8

8(1.5)

1(0.2)
109(21.1)
22(4.3)

132(25.5)
517

5(2.4)
21(10.0)

1(0.5)
65(31.0)

2(1.0)
116(55.2)

20

Black
"H

1(11.1)

Lt
9

1(20.0;
3(60.0

1(20.0)
5

Asian or Amer.Ind.
Hispanic Pac.lIsl.
1

1(5.9)
1(5.9)

2(11.8)
17
1(50.0)

1(50.0)
2

J

FEMALE

Alaskan
K

HNDCP

622



HANSAS - Function 3: Public Welfate

Anoual Total
Salary  {(Columna)
Job Category (BRK)
Officials/ 1.
Admioistrators %
4,
5.
6 2(0)
7. 95?2.2;
8. 5L(1.2
TOTAL 148(3.5)
Professionals 9.
10.
u. 3(0.1)
12.
13, 10¢€0.2)
L4, 747(L7.6)
15. 824(19.4)
16. 28(0.7)
TOTAL 1612(38.0)
Technicians ig. 3(0.1)
19. 3(0.1)
20. 705(16.6)
21. 114(2.7)
22. 17(0.4)
23, 13(0.3)
26.
TOTAL  B55(20.2)
Protective 25.
Setvice 26.
27, 1{.0)
28. 2(.0)
29. 1(.0)
30.
31.
32,
TOTAL 4(0.1)
Para 33. 171(4.0)
Professionals 34.
35. 56(1.3)
36. 72(1.7)
37, 102(2.4)
38. 14(0.3)
39.
40.
TOTAL  415(9.8)
Office 41,
Clerical 42,
43, 29¢0.7)
&4, 521(12.3)
45. 351(8.3)
46, 80(1.9)
47, 9¢0.2)
48,
TOTAL  990(23.3)

White Black
B c

1(0.1)
39(4.5) 1(1.3)
27(3.1) 1(1.3)
67(7.8) 22.7)

2(0.2)
197(22.9) 8(10.7)
2%2(34.6) 12(16.0)

(3.0)
523(60.7) 20026.7)

4(0.5) 5(6.7)
5(0.6)
9(1.0)

10(1.2)

28(3.2) 5(6.7)

1(¢0.1)
1¢0.1)

2(2.7D

2(0.2) 22,7
53(6.1) 21{28.0)

5(0.6) 3(4.0)
3(0.3) 1(1.3)

35(4.1) 6(8.0)
4(0.5) 2(2.7

100(LL.6) 33(44.0)
2(0.2)

14(1.6 1(1.3

13%1.5; 252.7;
5(0.6)

34(3.9) 3(4.0)

MALE

Adfed oc hoer.Ind,
Hispanic Pac.tal. Alagkan Uhite
D E F ¢

1.8 1200
16.8)  1020.)

1(6.8)

7(33.3) 2(40.0)
3(14.3) 1(20.0)

11(52.4) 3(50.0)

1¢4.8)

1¢4.8)

4719.0)

4(19.0)

2(9.5)
1(4.8)

3(14.3)

4(50.0)
2(25.0)

5(75.0)

1(12.5)

1(12.5)

2(0.1)
2(0.1)
472(16.4)
473(16.4)
2¢0.1)
951(33.1)
1(0)

2(0.1)
713(24.8)

81(2.8)

36(L.3)
58(2.0)
44(1.5)

7(0.2)

226(7.9)

23(0.8)
432(15.0)
300(10.4)

12(2.5)

9(0.3)

836(29.1)

Black
H

9(3.0)
k) 1.0}
12(4.0

2(0.7
39(13.1)
34(11.4)

75(25.2)
1(0.3)

72(24.2)
11(3.7)

84(28.2)

10(3.4)

8{2.7)
4(1.3)
15(5.0)

1(0.3)

38(12.8)

4(1.3)
54(18.1)
23(7.7)

3(L.0)

84(28.2)

Hisganic

8(12.7)
L1(1.6)

9%16.3)
L(L.6)

12(19.0)
3 4.8;
1(L.6

17(27.0)

4 6.3;
6(9.5
1(1.6)

11(17.5)

10(15.9)
11(17.5)

21(33.3)

FEMALE

Asian or Amer.lod.
Pac.Isl.” Alsskan

J

4(25.0)
1(6.3)

5¢31.3)

2(12.5)

2(12.5)

1(6.3)

1(6.3)

6(37.5)
1(6.3)

7(43.8)

8(47.1)
1(5.9)

9552.9)
L(5.9
3(17.6)

1(5.9)
5¢29.4)

1(5.9)

1(5.9)

2(11.8)

2(11.8)

HNDCP



Annual Total MALE * FEMALE
Salary  (Columns}

Asien ot Amet.ind. Adian or Amer.Ind.
Job Category (B-X) White Black HisBanic Pac.1sl. Alagkan Uhite Black Hepanic Pac.Isl. Alsskan HNDCP
A B c E F G H I J K
Skilled Craft 49.
50.
51,
52,
53, 14(0.3g 1451.6;
54, 12(0.3 12(1.4
gg 6(0.1) 6¢0.7)
TOTAL 32(0.8) 32(3.7)
Service 57. 3(0.1) 3(0.1)
Maintenance 58, 4(0.1) 4(0.1)
59. 28(0.7) 3(1.0) 1(L.3) 17(0.6) 1(0.3)
60, 125(2.9) 62(7.2) 8(10.7) 1€20.0) 1{l2.5) 44(1.5) 4(L.3) 5(7.9)
5L. ?.'3{0.5) 5¢0.6) 1(1.3) 1{4.8) 15 {D .5 1(6.3)
62, 2(0) 2(0.1
22.
TOTAL  185(4.4) 76(8.8) 10(13.3) 1(4.8) L1(20.0) 1(12.5) 85(3.0) 5(1.7) 5(7.9y 1(6.3)
TOTAL FULL TIME 4241 862 75 21 5 8 2876 298 63 16
NBd HIRES
Officials/Adm 73. 10(1.0) 5(3.2) 4(0.6) 1(1.0)
Professionais 74. 283(27.6) T7(48.7) 3{17.6) 3(50.0) 4(80.0) 166(23.5) 23(0.0) (2. Sg 1(25.0) 3550.0;
Technicians  75. 253{24.7) 5(3.2; 1(16.7) 105(29.1) 30(30.0) 11(45.8 1(16.7
Prot. Serv. 76. 2(0.2) 1(0.6, 1{5.9)
Para-Prof. 77. 127(12.4) 23(14.6) 8(47.1) 1(20.0) 80(11.3) 10¢10.0) 4516.7) l§25.0)
Off /Clerical 78. 277(27.0) 11(7.0) 2(33.3) 220(31 2) 34(34.0) 6(25.0) 2(50.0) 2(33.3)
Skilled Craft 79.
Serv. MMaint. 80. 73(7.1) 36(22.8) 5(29.4) 30(4.3) 2(2.0)

TOTAL NEW HIRES 1025 158 17 6 5 705 100 24 4 &

€2



KANSAS - Function 4: Police Protection

Annual Total MALE * FEMALE
Salery  (Columns)
Asian ot Amet.ind. Aslat ot  Amer.Ind.
Job Category (B-K) White Black Hispanic Psc.1sl, Alasken White Black Rispanic Pac.1sl, Alasken HNDGP
A B D E F G H 1 J K
Officials/ 1. .
Aministrators 2.
2. 1(0.1) 1(16.7)
5.
6. 5(0.6) 5(0.7)
1. 23(2.6) 20(2.9 1(6.7) 1(10.0) 1{0.6
8. 18(2.0) 17(2.5 o 1{0.6
TOTAL  47(5.3) 42(6.2) 1(6.7) 1¢10.0 2{1.2) 1(16.M
Professionals 9.
10,
L1,
12.
13.
14, 12(1.4) 4(0.6) 1{(6.7) 7(4.1;
15. 39(4.4) 35(5.1) 1(6.7) 3(L.8
16, 3(0.3) 3(0.4) )
TOTAL  54(6.1) 42(6.2) 2(13.3) 10¢5.9)
Tectniciams 17.
18.
19.
a2 18(2.0) 3(0.4) 15(8.9
22, 11(1.2) 7(1.0) ) ﬁ&“o;
23, 46(5.2) 37(5.4) 2(20.0) 7(4.1)
24, 22(2.5) 22(3.2) )
TOTAL  97(11.0) 69(10.1) 2(20.0) 26(15.4)
Protective 25.
Service 26.
27. 1(0.1) 1%0. ;
28, 29(3.3) 25(3.7) 4(2.4
9. 28(3.2) 19(2.8) 1(6.7) 7{4.1) 1¢33.3)
30. 137(15.5) 117(17.2) 7(46.7) 4(40.0) 8(4.7) 1i6.7)
;; 354 40.())) 347 51.?) 3(20.0) 3¢30.0) 1¢0.6)
. 3 TOTAL  553(62.5)  512(75.2) 11(73.3) 7(70.0) 21(12.4) 1(16.7) 1(33.3)
ata .
Professionals 34.
3s5.
36.
3. 7(0.8) 7(4.1)
38. 1(0.1) 1(0.6)
39,
40,
TOTAL 8(0.9) 84.7
Office 4l.
Clerical 42,
43, 15(1.7) 14(8.3) 1(33.3)
44, l|8§5.lo; 46{27.2) 2(3.3)
45, 34(3.8 2(0.3) 1(100.0) 29(17.2) 2(33.3)
46, 5(0.6) 2(0.3) 2(1.2) 1(33.3)
278- 4(0.5) 4(2.4)

TOTAL  106(12.0) 4(0.6) 1(100.0) 95(56.2) 4(66.7)  2(66.7)

[4%4



Anowal
Salary  (Columin)

Job Category

Skilled Craft 49.
50,

Service 57.
Maintenance 58.

“TOTAL
TOTAL FULL TDME

Officiale/Adm 73.
Professionals 74.
Technicians 75.
Prot. Serv., 76.
Para-Prof. 71,
Off/Clerical 78.
Sxilled Craft 79,
Serv./Maint. 80,

TOTAL REW HIRES

Total

(8-K)
A

5(0.6)
2(0.2)
1{0.1)

8(0.9)
2(0.2)

4(0.5)
6(0.7)

12(1.4)
885

4(3.3)
10(8.3)

White
B

Black
C

5(0.7;
2(0.3
1(0.1)

8(1.2)

1(0.1) 16. 1

3(0.4)

4(0.6)
681

3(4.3)
8(11.4)

54(75.)1)

(6.7
15 "

2(100.0)

2(2.9)
1(1.4)

70 2

MALE *
AsléH ot Mner.ind.

H‘lsgdnic Pacéml. Ala’g_ian’ Hb(i;te

2(1.2)
2(1.2)
3(1.8)

v 7(4.1)
10 . 3 169
NBJ HIRES

ZYs. 7)
7
2(100.0}

2(4.7)
2 43

Black
H

16.3)
7(16.3)

1(2.3)
24(55.8)

Asidn or
Hispenic Pac,Isl.
1 J
6 3
1(50.0)
1¢50.0)  1(100.0)
2 1

FEMALE

Brer. Ind.
Alaskan
K

HNDCP

£ee




KANSAS - Function 6: Ratural Resources

Annual Total
Salary (Columns)
Job Category (B;K)
Officials/ \.
Admioistcators g.
4,
S. 4(0.3)
6. 14(1.0)
1. 42%3.0;
8. 26(1.9
TOTAL  86(6.2)
Professiondls 9.
10.
1.
12, 1(0.1)
13 1€0.1)
4 47(3.4)
15, 123(8.8)
16 40(2.9)
TOTAL  212(15.3)
Tectnicians 1;:’!. 1(0.1)
18.
19. 4(0.3)
20, 41&2.9;
. 35(2.5
145(10.4)
px] 142¢141.2)
24. 1(0.1)
TOTAL  369(26.5)
Protective 25. 1(0.1)
Service 26.
27.
28.
29. 4(0.3)
30. 26(1.9)
i1, 2(0.1)
32,
TOTAL  33(2.4)
Para 33.
Professionals 34.
35, 24(1.7)
36. 3&0.2;
37. 7(0.5
38. 2(0.1)
39,
40,
TOTAL  36(2.6)
Office 4],
Clerical 42,
43, 18(1.3)
44, 111(8.0)
45, 83(6.0)
46, 26(1.7)
47, 6(0.4)
48

TOTAL  262(17.4)

Whice
B

4(0.4)
(L)
38(3.9)
26(2.7)
79(8.2)

183(18.9)

124(12.8)

138214.3)
1(0.1)

302(31.2)

4(0.4)
26(2.7)
2(0.2)

32(3.3)

16(1.7)
1(0.1)
2(0.2)

19¢2.0)

3(0.3)
7(0.7)
7(0.7)
2(0.2)
1(0.1)

20(2.1)

Black
C

13.D

1(3.7

2(7.%)

4(14.8)
13.7

7(25.9)

2(7.4)

2(7.4)

MALE

Hisganic

1£10.0)
£(10.0)

1(10.0)
1{10.0)

Asian ot Amet,Ind.

Pac.Isl. Aleskan White
E F G

1(33.3
(33.3) 2(100.0)

1(33.3) 2(100.0)

1(33.9)
1(33.3)

2(6b.7)

54(14.8
1€0.2))

1(0.2)

[ Y-
RRAR=R
Lrem

un G

o s

17(4.6)

14(3.8)
101(27.6)
71(19.4)

20(5.5)

5(1.3)

211(57.7)

Black
H

1(12.5)

1(12.5)

1(12.5)
2(25.0)
2(25.0)

5(62.5)

Hispanic
1

2(28.6)
1(14.3)

3(42.9)

1(14.3)
1(14.3)
2(28.6)

4(57.1)

FIMALE

Asian ot Amec.Ind.
Pac.lsl. Alaskan HNDCP
J K

weZ




Anoust
Salary

Job Category

Skilled Craft 49.

Service 51.
Maintenance 58.

TOTAL FULL TIME

officials/Adm 73.
Professionals 74.
Technicians 75.
Prot. Setv. 76.
Patra-Prof. 1.
Off /Clerical 78,
Skilled Craft 79.
Serv. /Malnt. 80.

TOTAL NEW HIRES

TOTAL  368(26.5)
13%

4(1.0)
23(6.0)
50213.0)

5(1.3)
24(6.2)

184(47.8)
385

White
B

1{0.1)
25(2.6)

(1.1
520. 5;
42(4.3)
58(6.0}
30(3.1)
166(17.2)
31(3.2)
5(0.5)

290(30.0)
967

4(1.8)

6(2.7)
146(65.5)

3

Black
c

13.7

13.7

13.7
2(7.4)

13(68.1)

16(59.3)
2

1{10.0)
3(30.0)

1{10.0)
5(50.0)

10

WALE

_ Aslan or Anef,lnd.
Hispanic Pac.Isl. Al.a;kan
)] E

1(10.0)

7(70.0)

8(80.0)

10 3
NEW HIRES

1(100.0)
1(100.0)
1 1

White
G

1(0.3)

1(0.3)

24(6.6)
20(5.5)
8(2.2)

52(14.2)
366

ZEl.la)
24(16.7)
12(8.3)
74(51.4)
12(22.2)

64

FEMALE

Asian or Amer.Ind.

Black Hispanic Pac

H 1

1(12.5)

1(12.5)

2(25.0)

8
1(50.0) 2(50.0)
1(50.0) 2(50.0)

2 4

.Isl. Alaskan

J

HNDCP
K

GET




RANGAS - Punction 7: Hoepitals & Sanatoriums j
Anoual

Total m * FEMALE i
Salary  {Colums) ) , L
Job Ca (B-X)  Whit Black Hspdnié %:é":isi’t Aﬂﬂ&igd' Whit Bldck opentc morter: Mmoo “
e e .I81. Alavkal e [ c I8k, skan !
Fegory o ; pinte Focytol. Mlagten ; poote Poclels Ay !1
Officials/ 1. I
Adninistrators 2. “l
4. f
3. i
6. 3¢0.1) 1¢0.1) 2(0.1) i
7. 43(0.8) 15(1.0) 1(0.4) 2621.0) 1¢0.2) !
8. 27(0.5) 17¢1.1) 10(0.4) :
TOIAL  73(1.4) 33(2.1) 1(0.4) 38(1.4) 1¢0.2) !
Professionals 9. i
10, i
1L, |
{% 2(0) 1(0.1) 1(0) :
14, 150(2.9 43(2.8 4(1.4) 1(1.8) 1(16.7) . 93(3.5 7(1.6) (1.7 2!
15. n 7.4; 106(6.8 7(2.5 327.02. 2&659.3; 9&2.1; Z§3.4; 11513.8 i
16. 116(2.3) 39(2.5 1(0.4 5(10.5) 1(16.7) 29(67.4) 23(0.9 3(0.7 1(1.7 13(44.8 '
TOTAL  645(12.7) 189(12.2) 12(4.3) 7(12.3)  2(33.3) 32(74.4) 363(13.7) 19(4.5) 4(6.8) 17(58.6) ;
Technicians 17. |
18. 239(4.7) 137(8.8) 15(5.4) 2(3.5) 74(2.8) 9(2.1) 2(3.4) \ l
19. 419(8.2; 252(16.2) 43(15.5) 3(5.3) 1{l6.7) 107¢4.1) 10(2.4) 2(3.4) 1(3.4) bt
20. 10(6.2 8(0.3) 2(0.5) f
21, 80(1.6) 12(0.8) 1(0.4) 1¢1.8) 55(2.1) 8(1.9) 3(5.1) !
22, 10(0.2) 2(0.1) 7(0.3; |7 ) ;
%2. 128)1) 3(0.2) tggzg 3(0.1 g !
TOTAL  766(15.0)  406(26.1) 61(22.0) 6(10.5) 1(16.7) 254(9.6) 29(6.8) 8(13.6) 1(3.4)
Protective 25.
Service 26,
27. 2(0) 2(0.1
28. 2(0) 2(0.1
29, 55(L.1) 47(3.0) 5(1.8) 1(1.8) 250.1)
30. 23(0.5) 19(1.2) 3(1.1) 1{0)
gé 1(0) 1(0.1)
TOTAL 83(1.6) 71(4.6) 8(2.9) 1(1.8) 320.1;
Para 33. 11(0.2) 4(0.3) 7(0.3
Professionals 34.
35. 57(1.1) 10(0.6) 200.7) 1(1.8) 1(16.7) 1(2.3) 31(L.2) 9(2.1) 151.7) 153.4;
36, 921(18.1)  212(13.6) 82(29.6) 1119.3) 2(33.3) 4(9.3) 501(19.0) 90(21.2) 11(18.6) 3(42.9) 5(17.2)
37. 677(13.3) 156(10.0) 16(5.8) 4(7.0) 421(15.9) 71(16.7) 8(&3.6; 153.4;
38. 59629.73 16(4.8) 18(6.5) 8(14.0) 293(1L.1)  92(21.6)  6(10.2) 2(28.6) 1(3.4
Z?} 51(1.0 13(0.8) 7(2.5) 1(1.8) 16(0.6) 14(3.3)
o a TOTAL 2213(43.4)  471(30.3) 125(45.1) 25(43.9) 3(50.0) 5(L1.6) 1269(48.0) 276(64.9) 26(44.1) 5(71.4) 8(27.6)
ice .
Clerical 42,
43, 11(0.2) 1¢0.1) 7(0.3) 120.2; lEl.? 1(14.3)
44, 161(3.2) 10(0.6) 1(1.9) 137(5.2) 12(2.8 1(1.7 ‘
45, 180(3.5) 15(1.0) 1(1.8) 1(2.3)  150(5.7) 8(1.9) 3(5.1) 2(6.9) 1
46, 80(1.6) 13(0.8) 61(2.3) 5(1.2) 1(L.7) i
41, 10(0.2) 1(0.4) 7(0.3) 1(0.2) 1(1.7) i
48,
TOTAL 442(8.7) 39(2.5) 1(0.4) 2(3.5) 1(2.3)  362(13.7) 27(6.4) 7(1L.9) L(14.3) 2(6.9)




Anoual
Salary
Job Category
Skilled Craft 49.
50.
51,
52.
53
54.
55.
56,
TOTAL
Service 57.
Maintenance 53.
59.
60.
6L.
62.
63.
64,
TOTAL
TOTAL FULL TIME
Officials/Adm 73.
Professionals 74.
Tectnicians  75.
Prot. Serv. 76.
Para-Prof. 7.
Off /Clerical 78.
Skilled Crafr 79.
Serv. Maint. 80.
TOTAL NEW HIRES

Total

(Columns)

(8-K)
A

3
10120
41(0.9)

219(4.3)

129(2.5)
317(6.2)
167(3.3)
33(0.6)
11(0.2)

657(12.9)

5098

1(0.1)
138(10.1)

152(11.1)
1368

White Black
B C
5423.53 4(1.4)
92(5.9,
46(3.0) 1(0.4)
192(12.4) 5(1.8)
32(2.1) 17(6.1)
70(4.5) 35(12.6)
36(2.3; .U.{A.O;
7(0.5 1{0.4
8(0.5)
153(9.8) 64(23.1)
1554 277
30(6.5) 1(0.9)
,169?6.3) &2&37.8)
11(2.4) ‘
198(42.6)  49(44.1)
3(0.6)
10(2.2)
44(9.5) 17(15.3)
465 1

MALE

Hspanic
D

363

5(8.8)

3(5.3)
4(7.0)
325.3)
1(1.8)

11(19.3)
57

AR

Asign ot Amer.lnd.
Pac.1sl. Alaskan
E F

2(4.7)
2(4.7

2(4.7)
12.3)

3(7.0) 337(12.8)
43 2641

NB4 HIRES

{ggg; 12(70.6)

White

G

R
4(0.2)

15(0.6)

66(2.5)
168(6.4)

87&3:3;

76
91

ﬁﬁii)

8(47.1)  3(60.0) 3(17.6) 325(51.6)
61(9.6)

5(29.4)
17

3(0.5)
2(1L.8) (117

5 17

630

Black
H

6(1.4)
29(6.8)
2756.4;
10024
1(0.2)

73(17.2)
425

1L

454.5)
15(17.0)
54(61.4)

7(8.0)

7(8.0)
88

Hispanic
1

;5.1
8(13.6)
3(5.1)

14(23.7)
59

208

8(47, 1;
2(11.8

3(17.6)
17

FRMALE
Asian or Amer.Ind.
Pac.lel. Alaskan HNDCP
J K
1(14.3) 1(3.4)
1014.3)  1(3.4)
7 29
10(62.5)
126.3)
2(100.0) 5(31.3)
2 6

LET




KANSAS - Function 8: Health

Annual Total MALE *
Salary  (Columns) FEMALE

Asigh or Amet.ind. Asian or Amec.Ind.
Job Category (B-X) White Black HisBanic Pac.lsl. Alaskan White Black Hispanic Pac.lsl, Alasken HNDCP
A B C E F G H 1 J K
Offictals/ 1.
Administrators %
4,
5.
6. 1(0.2) 1(0.4)
7. 30¢4.8) 11(4.1) 1955.8;
8. 47(7.6) 33(12.3) 14(4.2
TOTAL 78(12.6) 45(16.7) 33(10.0)
Professionals 9.
10.
11,
12,
13, 1€0.2) 1512.5
14, 34(5.5) 16(5.9) 1125.0) 16(4.8) 1{12.5
15, 144(23.2) 83(30.9) 1(25.0) 57(17.3) 1(33.3) 2(25.0)
16. 25(4.0) 22(8.2) 1(25.0) 1¢0.3) 1(33.3)
TOTAL  204(32.9) 121(45.0) 3(75.0) 74(22.4) 1(31.3) 4(50.0) 1(33.3)
Technicians 17.
18,
19.
20, 8(1.3) (L) 5(1.5;
2. 41(6.6) 21(7.8) 20¢6.1
22. 31{5.0) 20(7.4) 11&3.3; o
23. 44(7.1) 37(13.8) 1(100.0) 6(1.8 w
2. 2(0.3) 2(0.7) @
TOTAL  126(20.3) 83(30.9) 1¢100.0) 42012.7
Protective 25,
Service 26.
21.
28,
29,
30,
l.
32.
TOTAL
Para 33.
Professionala 34.
35, 1(0.2) 1(12.5)
36.
37. 1(0.2) 1(0.3)
38,
39.
40,
TOTAL 2(0.3) 1(0.3) 1(12.5)
Office 41,
Glerical - - 9(L.5) 1(25.0) 8(2.4)
&4, 98(15.8 3(1.L 92527.9) 2066.7) 1(12.5)
45, 69 11.1; 250.7; 1(50.0) 63(19.1) 1(12.5) 2(66.7)
46. 18(2.9) 1(0.4) 1(50.0) 15(4,5) 1(12.5)
47, 2(0.3) 2(0.6)

TOTAL  196(3L.6) 6(2.2) 1(25.0) 2(100.0) 180(54.5) 2(66.7) 3(37.5) 2(66.7)




booust Total MALE * FEMALE
Salary  (Colums)

) Asidn of Amer.ind. Asian or Amer.Ind.
- Job Category {B-K) Vhite Black HisBQnic Pac.lsl. Atasken White Black Hispanic Pac.Isk. Alsskan IRDCP
A B c E F G H 1 J K
Skilled Craft 49.
50.
51,
52.
53. 2(0.3) 2(0.7)
54,
55.
56.
TOTAL 2(0.3) 2(0.7M
Service 57.
Maintensnce gg
60, 2(0.3) 200.7)
61. 10(1.6) 10(3.7)
62.
63.
64.
TOTAL  12(1.9) 12(4.5)
TOTAL FULL TIME 620 269 4 2 i 330 3 8 k]
i NEW HIRES
Officials/Adm 73. 7(6.3) 6(12.2) 1(1.6)
Profeseionals 74. 28(25.2) 17(34.7) Wiz
Technicians - 75. 27(24.3) 21(42.9) 6(9.7)
Prot, Serv. 76,
Para-Prof . 77.
Off/Clerical - 78, 45{40.5) l.§2.0; 44(71.0)
Skilled Craft 79. 1(0.9) 1(2.0
Serv. Maint. 80, 3(2.7) 3(6.1)

TOTAL NEW HIRES 1 49 62

1%4






Ammual Total

Salary  (Colums)

Job Category (ng)

Skilled Craft 49.
50.

5.
52, o
53. i(L.8)

TOTAL 1(1.8)
Service S7.
Maintenance  58.

61. 3(5.5)

TOTAL  3(5.5)
TOTAL FULL TIME 55

Officials/Adm 73. 1(4.5)
Professionals 74, 6(27.3)
Techniciens 75.
Prot, Serv. 76.
Para-Prof. 11.

Off/Clerfcal 78, 13¢59. 1)
Skilled Craft 79.
Serv. Maint. 80. 2(9.1)

TOTAL HEW HIRES 22

White Black
B [H

1(4.0)

1(4.0)

1(4.9)

1(4.0)
25

1(10.0)
4¢40.0)

4(40.0) 1(100)
1¢10.0)
10 1

MALE

1(100)

Asian ot dmet.Ind.
fiispanic Pscélsl. Al
D

B HIRES

F

* FEMALE
Aslap or Amer.Ind.

agkad White Black Hispanic Pac.lsl. Alaskan HMDCP
H 1 K

G J

2(8.7)
28.7)
23
1(10.0)
8(80.0)

1(10.0)
10

ive



KANSAS - Runction L1: Uotréctions
Anonal

Total
Saldty  (Colums)
Job Category (ﬂik)
Officials/ L.
Administrators g.
4,
5. )
6. 2(0.2)
7. 16(1.3)
8. 9(0.7)
TOTAL  27(2.2)
Professjonsid 9.
10.
11,
12.
13. 120.1)
14, 23{1.9)
15. 6925.7;
16. 14(L.2
ToTAL  107(8.8)
Technicians ig
19. 2(0.2)
20. 1(0.1)
21.
22,
23,
24,
TOTAL 3(0.2)
Protective 25. 1(0.1)
Setvice 26,
21. 1(0.1)
28.
29, 285(23.5)
30. 222(18.3)
. 82(6.8)
32,
TOTAL  591(48.7)
Para 33,
Professionals 34.
35, 3(0.2)
36, 1€0. 1)
37. 18(9.7)
38. 44(3.6)
39, 7(0.6)
40. 1(0.1)
TOTAL  174(14.3)
Office 41,
Clerical 42,
22 7(0.6)
. 64(5.3
45, 4623.8;
46, 12(1,0)
47, 3(0.2)
48,
TOTAL

132(10.9)

White
B

2(0.3)
1151.6)
4(0.6)
17(2.4)

52(7.4)

189(26.9)
179(25.5)
70(10.0)

438(62.4)

3(0.4)

34(4.8)
8(L.1)
2(0.3)
1(0.1)

48(6.8)

1(0.1)
7(1.0)
11(1.6)
4(0.6)
2(0.3)

25(3.6)

Black
c

6(5.1)
(1.7

1(0.9)
21{17.9)
11(5.4)

5(4.3)

38(32.5)

38(32.5)
14(12.0)
4(3.4)

56(47.9)

HALE

1(4.2)
1(4.2)

1(4.2)

%3

5(20.8)
5(20.8)
2(8.3)

12(50.0)

6(25.0}

6(25.0)

L(50)

1(50)

L(50)

1(50)

Asian ot Abet,iod.
HidBa’f»ic bac. 181, Alaskeh White
£ F G

1;12.'5; :
3(37.5
4(50.0

.

1€12.5)
1(12.5)

to)

31.0)

2§§§28

3281?7)

u3
3(1.0)

56(18.7)
18(6.0)
4(1.3)

78(26.1)

1(0.3)
32(10.7)
12(4.0)

1(0.3)

46(15.4)

5(1.7)
55(18.4)
J4(LL.4)

6(2.0)

1(0.3)

101(33.8)

Bldck
H

11.8)
1{1.9

HEE

3(5.5)

21(38.2)

7(12.7)
10(18.2)

17(30.9)
2(3‘3)
L(1.
268

5(9.1)

1033.3)
£131.3)

1(33.3;
1{33.3

2066.7)

1{50)

1(50)

FEMALE

Anfdn ot 4mec.lInd,
H:l's‘genlc Pac.1bl, Alaskan HNDC?
J X

1(50)

1(50.0)

v




MALE * FEMALE
Astan ot Amet.lnd.

Aonual Total
Salary  (Columns)
Asian or Amer. Ind.

Job Category (B-K) Wnite ‘Black HWlepanic Pac.lsl. Ataskan Wbite Black Hispanic Pac.Isl. Alsskan HNDCP
A B Cc D E F G H I J K
Skilled Craft 49.
50.
5k,
52. 1{0.1) 1(0.1)
53. 33(2.7) 30(4.3) 1(0.9) 2225.0;
54. 48(4.0) 46(6.6) 1(4.2) 1(12.5
gg 18(1.5) 18(2.6)
TOTAL 100(8.2) 95(13.5) 1(0.9) 1(4.2) 1037.5
Service 57.
Maintenance 58.
59. 5(0.4) 1(0.1) 3(1.0) 1(1.8)
60. 23(1.9) 4(0.6 2(L.7) 1(4.2) 14(6.7) 2(3.6)
61. 36 3.0; 1351.9; 352.6; 1(4.2) 1354.3 4(7.3) 1(50) 1(50)
62. 12(1.0 7(1.0 2(L.7 3(1.0
gz. 4(0.3) 2(0.3) 1(0.9) 1(1.8)
TOTAL 80(6.6) 27(3.8) 8(6.8) 2(8.3) 33(11.0) 8(14.5) 1(50.0) L(50.0)
TOTAL FULL TIME 1214 702 117 24 2 8 299 55 2 2
NEW HIRES
Officials/Adm 73. 6(2.3) 3(2.0) 2(9.1) 1(7.1)
Professionals 74. 16(6.2) 6(4.1) 1(4.5) 9{12.7)
Tectmicians 75, 2(0.8) 2(2.8)
Prot. Serv. 76. 138(53.5) 103¢70.1) 9(40.9) 2(100) 19(26.8) 5(35.7;
Paca-Prof. 77, 32(12.4) 8(5.4) 8(36.4) 11(15.5) 5(35.7
Off/Clerical 78. 31(12.0) 3(2.0) ) 26(36.6) 1(7.1) 1(100)
Skilled Craft 79. 16(6.2) 15(10.2) 1{1L00)
Serv./Maint, 80, 17(6.6) 9(6.1) 2(9.1) 4(5.6) 2(2.8)
TOTAL NEW HIRES 258 147 2 2 1 7t 14 ]

€92



KANSAS - Function l4: Employment Security
Annual Total

Salary
Job Categoty

Officiels/ 1
Administratots 2.

Technicians 17.

Protective  25.
Service 26.

TOTAL
Para 33.
Professionals 34.
35.

36,
37,
38,
39.
40.

Of fice 41 .
Cletical 42,

(Columns)

B-K
( A )

11(0.8)
78(5.8)
36(2.7)
125(9.3)

179(13.3)
159(11.8)
235(17.5)
13(3.2)
616(45.8)

110.8)

14(1.0)
3(1.7
39(2.9)

4(0.3)
91(6.8)

1(0.1)
1(0.1)

2(0.1)

30(2.2)
1(0.1)
108(8.0)
2(0.1)

141(10.5)

30(2.2)
158511.8)
102(7.6)
36(2.7)

6(0.4)

332¢24. 1)

Wite
B

5(0.9)
57(10,7)
32(6.0)

94(17.6)

54(10.1)

68(12.8)
166(31.1)

42(1.9)
330(61.9)

2(0.4)
2(0.4)
10(1.9)
28(5.3)

3(0.6)
45(8.4)

1(0.2)

1(0.2)

3(0.6)
1(0.2)
25¢4. 7

29(5.4)

1(0.2)
1(0.2)
3(0.6)
3(0.6)

8(1.5)

Black
C

2(5.9
1(2.6)
3(7.9)

4(10.5)
10(26.3)
8(2L.1)
22(57.9)
12.6)
3(1.9)
1(2.8)

5(13.2)

2(5.3)

2(5.3)

1(2.6)

1(2.6)

MALE

4(14.3)
2(1.1)
6(21.4)

3(17.9)
5(17.9)
5(17.9)

15(53.6)

27.1)
2(7.1)

1(3.6)

1(3.6)

1(3.6)
1(3.6)

2(7.1)

Asian or Amer.Ind.
HisBanic Pncélsl. Ataskan
F

1{33.3)
1(33.3)

1100y
1¢100)

1 33.3;
1(33.3
2(66.7)

White

G

6(0.9)
14(2.1)

20(3.0)

9721&.6)
72(10.8)
50(7.5)
1{0.2)
220(33.1)

(L.
10(1.5)
8(L.2)
9(L.4)
34G5.10)

21(3.2)

76(11.4)
2(0.3)

99(14.9)

26(3.9)
137(20.6)
92(13.9)

32(4.8)

2(0.3)

269(43.5)

Black
H

1€2.1)
1(2.1)

11222.9)
4(8.3)
3(6.3)

18(37.5}

2(4.2)

2(4.2)

4(8.3)
3(6.3)
7(14.6)

3(6.3)
11(22.9)
5(10.4)

19(39.6)

Hla[lmnic

Asisn or Amer. Ind.

Pac.Isl.
J

5(19.2) 3(100)
20.7)
7(26.9) 3(100)

1(3.8)

1(3.8)

2.7
21.7)

4(15.6)

9(34.6)
3(LL.9)

1(3.9)

13(50.0)

FEMALE

Alaskan
K .

HDCP

79e




Anoual
Salary

Job Category

Skilled Craft 49,
50

51,
52.
53,

Service 51,
Meintenance 58.

“TOTAL
TOTAL FULL TIME

Officials/Adm 73.
Professionals 74.
Technicians 75.
Prot. Serv. 76.
Para-Prof. 77,
0ff/Clerical 78.
Skiiled Craft 79.
Serv. Maint. 80.

TOTAL NEW HIRES

‘fotal
(Columis)

B-X
(A)

4(0.3)
1(0.1)
5(0.4)

7(0.5)
24(1.8)
1(0.1)

32(2.4
13!#0( )

123.3)
93{25.3)
33(9.0;
1(0.3
112(30.4)
106(28.8)
1(0.3)
10¢2.7)

368

White
B

3(0.6)
1¢0.2)
4(0.8)

6(1.1)
16(3.0)

22(4.1)
533

6(5.7)
46(43.8)
14(13.3)

28(26.7)

Black
c

4(10.,5)
1(2.6)

5(13.2)
38

2(25.0)
3(32.5)

2(25.0)

1(12.5)
8

MALE *

Asian ot Amet,ind.
Hispanic Pac.lsl. Alaskan White
D E F G

1(3.6)
1(3.5)
1(3.6) 2(0.3)
1(3.6 2(0.3
ﬁ ) 3 1 GM( )
NEW HIRES

1(1h.1) 5(2.3)
4(64.5) 35(16.3)
1(11.1) 1¢looy 13(6.0)
L1y

73(34.0)
1(1L.1) 89(41,4)
QLD

9 1 215

Black
H

12.1)

11.52.1)

5(25.0)

6(30.0)
9(45.0)

Asian or MAmer.Ind.

Hispanic Pac
I

1(3.8)

%83.8)

10

3(30.0)
4(40.0)

1¢10.0)
1o

.Isl.
J

FEMALE

Alaskan
X

HNDCP

Swe






MALE * FEMALE

Annual Total
Salary (Columns)
Asiad ot Amet.ind. Aslan or  Amer.lnd.
Job Category (BK) White Black Hispanic Pac.lial: Alggken White Black Hispanic Pac.lsl. Alaskan HNDCP
A B C D E F G H I J K
Skilled Craft 49.
50.
51.
52.
53. 3(3.1) (7.
54, 1(1.0) 1(2.6
;g 1(1.0) 1(2.6)
TOTAL 5(5.2) 5(12.8)
Service 57.
Maintensnce 58.
59. 2(2.1) 1(2.6) 1(€20)
60. 4(4.1) 2(5.1) 2(40)
g% 3(3.1) 2(5.1) 1(20)
63.
65,
TOTAL 9(9.3) 5(12.8) 4(80.0)
TOTAL FULL TIME 97 39 5 ) 54 2
NEW HIRES
Officiala/Adm 73. 1(9.1) 1(25)
Professionals 74.
Techoicians  75. )
Prot. Setv. 76. 109.1) 1(25)
Para-Prof. 77.
Off /Clerical 78. 8(72.7 2(50) 5(100) 1(100)
Skilled Craft 79.
Secv. Maint, 80. 19.1 1100)
TOTAL NEW HIRES 1 4 1 5 1

LYz





https://344(3.3J
https://10(l9.2J
https://43(17.SJ

Annual
Salary

Job Category

Skilled Craft 49.

Service 57
Maintenance 58.

TOTAL
TOTAL FULL TIME
Officials/Adm 73.
Professtionals 74,
Technicians 75,
Prot. Serv. 76.
Para-Prof. 77.
Off/Clerical 78.
Skilled Craft 79.
Serv. /Maint. 80,

TOTAL NEW HIRES

Total
(Columis)

(B-K)
A

2780(11.7)
23741

83(L.5)
837(15.2)
899{16.4)
227(4.1)

966(17.6)
1274(23.2)

92(L.7)
1118(20.3)

5496

White Black
B c
1263(12.0) 28(4.0)
1702(16.1) 162(23.0)
10539(44.4) 705(3.0)
55(2.6) 3(L.%)
347(16.6) 13(6.0)
371517.8) 55525.2)
177(8.5) 14(6.4)
275(13.2) 69(31.7)
80(3.8) 7(3.2)
75(3.6) 2(0.9)
709(33.9) 55(25.2)
2089(38.0)  218(4.0)

MALE *
Asiaif ot Amet.ind.

H.laganic Pec.Idl. Alaskan White Black

E F G H
28(10.5) 5(15.2) &(7.2) 45(0.4)
60(22.5) 2(6.1) 7(8.4) 708(6.6) 103(10.5)

267(1.1) 33(0.1) 83(0.3) 10793(45.5) 984(4.1) 246
NB4 HIRES

1(1.4) 20€0.7) 4(1.5)
12(16.9) 2(28.6) 17(63.0)  384(14.2) 40{14.6;
9%12.7) 2(28.6) 1(3.7)  39%(14.6)  48(17.5
5(7.0) 26(L.0 5(1.8)
9(12.7) 3(42.9) 4(14.8) 507(18.7) 76(21.7)
8211.3) 1064(39.3) 83(30.3)
3(4.2) 1@a.n 11(0.4)

24(33.8) 4(14.8)  299(11.1) 18(6.6})
(L3 7(0.1) 270.5)  2705¢49.5)  274(5.0)

FEMALE

Asisp or Amer.Ind.
Hispanic Pac.Isl. Alaskan
1 J K

2 3 463

7(9.6)
17(23.3)

15(20.5)
26(35.6)

8(11.0)
13(L.3)

2(25.0) 13254.2)
2(8.3)

3(37.5)
3(37.5)

5(20.8)
3(12.5)

1(4.2)

8(0.1) 24(0.4)

HNDCP

6%C






i s * iz
umng. :
" ) Wb Lock 1 apdtid g&‘? W ﬁtiw' Whit iLack e T Aeriind: o
Job Cal -K hite Blac ife .181. Aladkan e B Hispenic Pac,Isl. skan
tegory ® B c spatie bec, F ¢ r i 3 X
Skilled Craft lstg.
51, 19(0.6) 9(0.9) L9 3(2.4)
52, 13(0.4) 9(0.9) lfl.n 3(0.2)
53. 25(0.8) 25(2.5)
54, 6(0.2) 5(0.5; 1.
552. 10(0.3) 10(1.0;
TOTAL 73(2.4) 58(5.9) 8(13.6) 4(0.2) 3(2.4)
Service 57.
Maintenance 58. 1(0) 1(0.1)
59. 26(0.8) 6(0.6) 10(16.9) 6(0.3) 4(3.2)
60. 17?0. 5; 15(1.5) 1(1.7) 1¢0.1)
6l. 29(0.9 19(1.9) 2(3.4 8(0.4)
62. 15(0.5) 9(0.9) 2(3.4; 4(0.2)
gz. 7(0.2) 5(0.5) 1.7 1¢0.1)
95(3.1) 55(5.6) 16(27.1) 20(1.0) 4(3.2)
TOTAL FULL TIME 3095 983 59 2 2 1 1916 125 3 4
. NEW HIRES
Officials/Adm 75. 8(1.5) 7(3.8) ) 1¢0.3)
Professionals 76. 140(25.8) 90(48.6) £(12.5) 1(100) 46(13.6) 2(18.2)
Technicians 77, 36(6.6) 17(9.2) 19(5.6)
Prot. Serv. 78. 17(3.1) 16(8.6) . 1(0.3
Para-Prof . 79. 01%7.6) 17(9.2) 1¢12.5) 20(5.9 3(27.9)
Off /Clerical 80. 274(50.6) 20(10,8) 1(12.5) 247(13.7) 6(54.5)
Skilled Craft 8l. 40.7) 4(2.2) )
Secv,. Maint. 82, 22(4.1) 14(7.6) 5(62.5) 3(0.9)

TOTAL NEW HIRES 542 185 8 1 337 1

152






* FEMALE

Arnual Total MALE
Sala Columns
7 ) Asidn of Arer.Ind. . Astan or Amer.Ind..
Job Category (B White Black Hispanic Pac.Isl. Alaskan White Black Hispenic Pac.lel. Alaskan HNDCP
A B c D E F G H 1 J K
Skilled Craft 15.3.
50, 4(0.1) 2(0) 2(0.9) _
52, 1082516.9) 951(16.3)  87(40.5) 4{28.6) 9(28.1)  28(8.9) 3(18.8)
53, 2145(33.4)  2060(35.4)  74(34.4) 2(33.3) 8{25.0} 1(0.3)
54, 599(9.3) 581(10.0) 9(4.2) 1(7.1) 8(25.0
gg 162(2.5) 162(2.8)
TOTAL 3992(62.2) 3756(64.6)  172(80.0) 5(35.73 2(33.3) 25¢78.1y  29(9.2) 3(18.8)
Service 57.
Maiptenance 58. .
59, 6(0.1) 2(0) 2(0.9 1(16,7) 1€0.3)
60, 49(0.8) 30(0.5) 13(6.0) 16,7  1(3.1) 3(0.9) 1(6.3)
25 11€0.2) 7(0.1) 4(L.9)
2.
TOTAL  66(1.0) 39(0.6) 19(8.8) 2(33.3) 130 4(1.3) 1(6.3)
TOTAL FULL TIME 6416 5817 215 14 [ 32 316 16
, NEW HIRES
Officials/Adm 75. 1(0.3) 1(2.0) ,
Professionals 76. 14(3.7 7(2.6) ‘ 6(15.4) 1(12.5)
Techniciens 77, 20(5.3) 17¢6.3) 23.9) 1(2.6
Prot. Serv. 78.
Para-Prof.  79. ) )
Off/Clerical 80. 26(6.9) 1) 1{25.0 17543.6; 5262.5)
Stilled Craft 81. 299(79.13  236(87.1)  42(82.4) 2(50.0 4tiony  13(33.3 2(25)
Serv. /Maint. 82. 18(4.8) 8(3.0) 6(11.8) 1€25.0) 1¢100) 2(5.1)

TOTAL NEW HIRES 178 m 54 4 1 4 39 ]

£62Z



MISSOURI - Function 3: Public Welfdfs
Aoual  Total HALE * FOAALE
R e SR e 0
; i k {gpdndd * Pde. ar) B c Isl, skan
Job Cotegory L P TN NG H b s X
Officials/ L.
Administeators %
4.
5. ,
5. 1(0) 1¢0)
7. 5(0.1) 2(0.3) 3(0.1)
8. 14(0.3) 12{1.5) 2(2.3)
. TOTAL  20(0.4) 14(1.8) 2(2.3) 4(0.1)
Professionals 13.
1. 10 1{0)
12. 33}0.7) 9(L.1) 16(0.4) 13¢L.4)
13, 2770(50.2)  421(53.2)  60(69.0) 3(75.0) 1817¢49.5 6612&8.&; 2(50.0) 5545.5; 1€100.0)
14. 959517.1.) 196(24.8)  17(19.5) 1(25) _ 608(16.6) 132(13.9 5(45.5
ig 23(3.3 93&13) 4(4.6) 1(100.0Y 156 a.i 33(3.5)
IOTAL 4066(73.6)  728(92.0)  BL(S3.1) 40100) £(100.0) 2600(70.8) &39(67.1) 2(50.0) 10¢90.9) 1(100.0)
Technicians 17.
18.
19.
20. 6(0.1) 5¢0.1 1{0.1
2L, 11(0.2) 4(0.5) 6(0.2 1{o.1
2. 14(0.3) 13(L.6) L{o
2. 10€0.2) 9(1.1) 1503 N
Zk'mm. 41(0.7 3 =
. 6(3.
Protective 25, ©.7 26¢3.3) 1.4 20.9)
Service 26,
27.
28.
29,
30,
L.
32,
TOTAL
Para a3.
Professionals 34,
35. 17¢0.3) .
3. 37 0.7; .y Y o 13
37, oD 20y e
8. 20 10.1) 10}
40.
TOTAL  62(L.
Office 4L wn 4.5y 1000.3)  47¢4.9)
Clerical 42, 1(0) 10)
43, 637(11.5 .
- il s s
. 17943, . . 1425. .
pri 1.83 140.1) 158(4.3) ” 2.1; (25.0)  L(9.1)
47, 3(0.1) 1{0.1)
48,
TOTAL  £331(26.1)  18(2.3) 3.0

1043(28.4)  264(27.7)  2(50.0) 19.0)




Anqual
Salary

Job Category

Skilled Craft 49,

Service 57.
Maintenance 58,

TOTAL FULL TIME

Officials/Adm 75.
Professionals 76.
Tecbnicians 77,
Prot. Serv. 78.
Para-Prof. 79,
Off /Clerical 80.
Skilled Craft 81,
Serv./Maiot. 82,

TOTAL NEW HIRES

Total

(Columns)

(B-X)
A

5521
9(0.7)
738(56.9)
20(1.5)

4(0.3)
527 (40.6)

1298

White Black
B C
L0.1)
1¢0.1)
791 87
7(4.4)

132(83.5)  24(92.3)
8(5.1)

2(1.3)
9(5.7) 27.7)

158 26

MALE

Asidn of Amer.Ind.

Hispanic Pac.lal. Ala
D E

4
NEW HIRES
1(100)

gkati  White
F G

1 3670
2(0.2)

Black
H

952

FEMALE

Asiah or Amer.Ind.

Hlspanic Pac.lsl.
I J

4 11

Alasken HNDCP
K

1

470&5&.10) 95(47.7y  14(93.3) 1(100.0) 1(100.0)
12(1.3)

,1(0.1;
412(45.9)  104(52.3)

897

199

1(6.7

15 1

134




MISSOIRL - Function 4: Police Protection .

Anoual Total
Salary  (Colume) Astan ot hoet.lnd. Lk . Aslan or ﬂnrilnd- HDCP
it Black Wepatic Pac.lol, Alaskan White Blde Hispanic Pac,Ial. Alaskan
Job Category B)  White c B E r G H 1 -3 K
Officiala/ 1
Administrators g
&4,
5.
6.
7 3(0.2) 320.2;
8. 1(0.1) 1¢0.1
TOTAL 4(0.2) 4¢0.3)
Profesgionals 9.
10.
11.
12.
13.
14,
ig 5(0.3) 5(0.3)
TOTAL 5¢0.3) 5(0.3)
Techaicians ig
19, 17¢0.9) 8(0.5) 9%3.7)
20. 158{8.6) 11257.4) 7210.8; L12.5) 365(14.8)  2(12.5)
21, 318(17.2) 292(19.4) 8(12.3 1325.3) 5(31.3)
22, 135(7.3) 133(8.8) 1(0.4) 1(100.0) N
23, 66(2.5) 4653.0; N
24, 6 1¢0.1) 1¢0.1 o
TOTAL 75(36.6) 592(39.2 15(23.1 1¢12.5 59(24.2 7(43. .
protective 25, ) (23.1) (12.5) (24.2) (43.8) 1(100.0)
Service 26.
N 7(0.4) 4(0.3 2(3.1 1(0.4
§3 2%%22'2%) 38(2.5; ©.1) 3?3,2;
. 14, 232(15.4) 23(35.4) 5(62.5) 1(50.0 1(0.4) 1(6.3)
L. 586(31,7) 563(37.3) 20(30.8) 2(25.0 1¢50.0 )
BZ‘TUTAL 9%321.82' 33(2.2) ) ( ;
0(50. 870(57. . .
Pora 33, (30.4) (5.7 45(69.2)  7(81.5) 10,00 52.0  1(6.3)
Professionals 34.
3s.
36.
37,
38,
39.
40.
TOTAL
Ctl)fficel 4],
erica a2, 20(1.1)
Py 59632 LS 20(8.2)
4k, 80(4.3 10.1 5(23.00  1(6.3)  1(100.0)
45, 2010 30 1; 7%31.6) 2{12.5}
pry 6(03) o uao” 202l
7. 2(0.1) 200.1) 2.0)

TOTAL  188(10.2) 6(0.4) 1(L.5) ISOLD SOLY)  1000.0)




* FEMALE

Anaual ) total , MALE
Sala Colums
4 Asiad of Avet.ind. Asian or Arer,Ind.
Job Category (B-x) White Biack Hipenic Pac.isl. Alsskan . White Bldck Hispanic Pac.Isl. Alasksn HHNDCP
A B C ) E F [ H 1 J K
Skilled Craft 49,
S0,
51,
§’§ 1¢0.1 10,1
. 0. ,
54. 1%0.1; 150.1}
55.
56.
TOTAL  2(0.1) 2(0.1)
. Service 57,
Maintenspce 58, 150.1; ] 150.6
59, 18(1.0 13(0.9) 4.6 1(6.3)
60. 19(1.0) 15¢1.0) 3?;.6) 1{6.3;
g%. 4(0.2) 2(0.1) 101.5) 6.3
&. |
64 ,
TOTAL  42(2.3) 30(2.0) 4(6.2) . 5(2.00  3(18.8)
TOTAL FULL TIME 1846 1509 65 8 o 204 16 1
Nod HIRES
0fficials/Adn 75.
Professionals 76. , _
Tectoiciens 77, 14(6.8) 10(9.0) . ) k) zo.b; 1(10.0
Prot. Serv, 78, 125(78.6)  97(87.4)  20(100.0) j(lo0.ty  4(26.7 110.0
Para-Prof. 79. : )
OFf/Clerical 80, 18(11.3) 2 1.8; 8(53.3) 880.0)
Skilled Craft 81, 1(0.6) 1(0.9
Serv. Maiut. 82, 1(0.6) 1(0.9)

TOTAL KB4 HIRES 159 11t 20 3 15 10

[AYA






Salary

Job Category

Skilled Craft 49.

Service 57.
Maintenance 58.

"TOTAL

TOTAL FULL TIME _

Officials/Adm 75.
Professionals 76.
Tecbnicians 77,
Prot. Serv. 78.
Para-Prof. 79.
Off/Clerical 80.
Skilled Craft 8L,
Serv, Maint., 82.

TOTAL NEW HIRES

154(6.7)

5(0.1)

338(14.8)
2290

4(1.0)
137(35.5)
59(15.3)

6(1.6)

11(2.8)
76(19.7)
49(12.7)
44{11.4)

386

146(8.4)

150.1)

8L(4.7)

182(10.5)
50(2.9

1(0.1

315(18.7)
1734

4(1.7)
97(40.8)
43(18.1)

5(2.1)

7(2.9)

3(L.3)
46(19.3)
33(13.9)

238

L(3.0
o

5(15.2)
6(18.2)
2(6.1)

8(24.2)
33
2(20.0)

1¢10.0)
1(10.0)
6(60.0)

10

MALE

Asian or Amer,lnd.
Hispdnic Pacélsl. Alagkan
D F

1(14.3)
1(12.5)

1(12.5) 1(14.3) 2(40)
8 7 5

NEW HIRES
2(100)

White
G

10(2.1)
419

35(27.1)
15(11.6)

L(0.8)
4(3.1)

68(52.7)

L(0.8)
5(3.9)

129

Hispanic Pac.lsl.
J

FEMALE

Asien or Amec.Ind.
Alagksn  HNDCP

K

1(25.0)

1(25.0)
4

65¢



MISSOIRI - Fuinctioh 7: Hodpitals and Senatotfifis
Aooual

Job Category

Officials/ 1.
Mminiscrators 2.

O~ e
« » s e 8 @

Professionals 9.
10.
1,
12,
13,
14,
15,
16.

Salary

Totdl

(8-K)
A

2(0.2)

2(0.2)

TOTAL  4(0.4)
23(2.0

4(0.4)
5(0.4)
25(2:2)
111(9.8)
72(6.3)
34(3.0)

TOTAL  274(24.2)

Techoicians L7.

18.
19, 2(0.2)
20. 80(7.1)
A, 87(7.7)
22, Biﬂ.?)
A, 4(0.4)
2%. ‘
TOTAL  1B1(16.0)
Protective  25.
Service 26.
27. £(0.1)
28.
29,
30,
i,
32,
TOTAL 1{0.1)
Para 3.
Professionals 34, 1¢0.1)
35. 92(8.1)
36. 73(6.4)
7. (2.0
38, 1{0.1)
39.
40,
TOTAL  190(16.8)
Office al. " 4(0.4)
Clerical 42,
43, 5L(4.5)
b4, 61(5.4)
Zg 13(L.1)
. 1{0.1
47, @1
48

‘oTAL 130011, 5)

{Columns)

white
B

2(0.6

2(0.2

4(1.2)
18(5.6)

3(0.9)

2(0.6)

8(2.5)
15(4.6)
24(7.4)
22(6.8)
92(28.4)

13¢4.0)
10(3.1)
5(L.5)
3(0.9)

31(9.6)

1¢0.3)

1(0.3)

13(4.0)
14(4.3)
3(0.9)
1(0.3)

31(9.6)
2(0.6)

4(1.2)
2(0.6)
1(0.3)
1{0.3)

10(3.1)

Black
c

MALE

Asidn oF Anet,idd.

*

Hlsﬁdntc Pac 1sl. Alasﬁaﬂ Hiité

1¢10.0}

1(10.0)
1(10.0

.0
1{50.0) G_EG0.0)
1(50.0) 10(100)

4(0,5)

1(0.1
30:4)
15(1.9)
95(12.1)
46(5.9)
4(0.5)
168(21.4)

1(0.1)
66(8.4)
7729.8;

3(0.4
1(0.1)

148(18.9)

1{0.1)
77(9.8)

20003

155(19. 7
2(0.3)
41(6.0
5927.5;
12(1.5)

120(15.3)

Black
H

(L. 1)
L(1L,1)
2(22.2)

1(11.1
(1Ll

222.2)

2(22.2)
2(22.2)

4(44.4)

FEMALE

Astan or Amer.Ind.
Hispanic Pac:,ls'l. Alagken HNDCP

4

1{50.0)
1(50.0)

)
o
[=]




Annual
Salatry

Job Category

Skilled Craft 49.
50

5.
52.
53,

Service 517.
Maintenance 58,

TOTAL FULL TIME

Offictals/Adm 75,
Professionals 76,
Tecknicians 77.
Prot. Serv. 78.
Para-Prof. 79.
Off /Clerical 80,
Skilled Craft 81,
Serv. Maiot. 82.

TOTAL NEW HIRES

Total

(Columns)

(8-K)
A

14(1.2)
13(1.1)
24(2.1)
24(2.1)

75(6.6)

IOTAL 279(26.6)
1134

1(4.0)

2(8.0)

22(88.0)

25

MALE

White Black Hispanfc
B C 988

1(0.3)
5(1.5)
15(4.6)
23(7.1)

44(13.6)

1(0.3)

53(16.4) 2(100.0)

21;6.5; 1(50.0)

111(34.3) 2(160) L(50)
324 2 2

1(10.0)

9(9.0)
10

Asian of Amet.fnd.
Pac.Isl. Alaskari White Black
E F G H

13(1.7)
8(1.0)

Tk
31(3.9)

1(0.1)
133(16.9)  1(LLD)
25§3.2)

4(0.5)

163¢20.8 1011
i0 785( ) 9( ’

NEW HiRes
1(6.7)

16.7)

13¢86.7)
15

FEMALE

Asian or /Amer.Ind.
Hispsnic Pac.1sl. Alasken HNDCP
I J K

1(50.0)

1(50.0)
2z

19¢







fooual  Totsl HALE * FEALE
Salary  (Columd) Asten of Aber.ind, " AB“'I‘ 'i’f A"E'il""'
: Black flispantc bac.18i. Alaskar thite Black Hispsnic Pac.lsl. skan  HNDCP
Job Cacegoty (Bﬂx ) m;iste mﬁc 33“ ¢ g F * G H 1 J K
Seilled Craft ts.g.
51. 2(0) 1()] 1(0)
Z s ug(g'é) 5(0 1.7 1(5.3 1:;(3)2) gfgzl.;
54, 207%1.6 198 6.1; 550.77; 2(2.8) 155.3} 1?0)
;2 21(0.2) 21(0.6)
OTAL  386(3.0) 338(10.4)  10(1.4) 12,0 2(2.9) 30b.5)  2000.3) 13(0.6)
Service 57.
Maintensnce 58.
59, 1268(9.7 285(8,7)  14L(2b.4) 4(21.1) 581¢8.9)  262(10.6)  5(12.5) 5(9.3)  3(8.3)
60. 533(4.1) 183(5.6) 64(9,3) 142.7 172(2.6)  110(4.8) 1(2.5) 2(5.6)
6L. 273 2.1; 15621:.3 23?.3; 2(5.4) 57&1.0) 24%1.0; 1(2.8)
62. 55(0.4 45 1.45 300.4 3(0) 4(0.2
22. 7¢0.1) 7(0.2
TOTAL  2136(16.4)  676(20.7) 231(33.5) 3(8.1) 4(21.1y 825¢12.6) 380(16.6)  6(15.0) 5(9.3) 6&16.7)
TOTAL FULL TIME 13049 3262 690 37 m?nms 19 6552 2288 40 54 3
Officiala/Adn 75. ago.s) 2(1.1) , 2(0.56)
Professionals 76, 110(16.%) 25(13.4)  3(6.%) 1033.3)  3(42.9) 7o$zz.3) 7%6.4) 1¢50)
Tectoicians 77, 16_(2.4; 1(0.5) 11(3.5) 4.0
Prot. Secv. /8. 9(1.3 2(1.1) 4(8.%) £¢43.3) 2(0.6)
Pata-Prof. 9. 306(45.6) 69(37.1)  24(50.0) 133.3)  3(42.9) 130(4k.4)  77(70.6)  1(100.0) 1(100.0)
Off/Clerical 80, 88(13.1) 12(6.5) 1€2.1) 63€20.1)  12(11.0)
Skilled Craft 8l. 6(0.9) 5(2.7) 114:3
Serv. Maint. 82, 132019: 1) 70(37.6)  16(33.9) 36(11.5) 9(8.1) 1¢50.0)
TOTAL KEW HIRES 671 186 i 3 ? 14 109 1 2 L

£9¢2




MISSOURT - Function Ll: Cottections

Annual Total MALE * FEMALE
Salary  (Columng) _
Asidn ot Amet,Ind. Asisn ot  Amer.Ind.
Job Category (B-K) Uhite Bleck HisBanic Pac,1sl, Alagkan White Black Hlsganic Pac.1sl. Alaskan HNDCP
A B G E F G H J K
offictals/ 1.
Admionistrators :25
4,
5.
6. 1(0) 1¢0. 1}
7. 1(0) 1(0.1
8. 8(0.3) 7(0.5) 1(0.8;
TOTAL  10(0.4) 9(0.6) 1(€0.8
Professionals 9.
10.
i.il’..
13. 191(8.2) 68(4.6) 18(14.1) 83(14.5) 22(18.5;
14, 371516.0) 263(17.9) 18(14,1) 3(100) 69(12.1) 18(15.1
15, 213(9.2) 1ME11.2) 10(2.9) 1¢100,b) 29(5.1) 9(7.6)
16. 17(0.7) 17(1.2) _
TOTAL  792(34.1) . 512(34.9) 46(35.9) 1¢L00.0)  3(L00) 181¢3L.7) 49(41.2)
Techniciang 17. -
18.
19.
20.
2. 11(0.5) 2(0.1) 8(L.4) L(0.8)
22. L(D) 1(0.1)
212. 10(0.4) 6(0.4) 0.7
22(0.9) 9(0.6) 12¢2.1) 1(0.8)
Protective 25,
Service %g
28. 27(1.2) 8(0.5) 8(6.3) 4(0.7 7(5.9
29. 46(2.0) 33(2.2) 6(4.7) SEO.Q; 2 1.7;
30. 672(29.0) 545(37.2) 40(31.3) 2(7.4) 74{13.0) 10(8.4) 1(100.0)
g% 53(2.3 51(3.5) 1£0.8) 1(0.2)
TOTAL  798(34.4)  637(43.4) 55(43.0) 2(7.4) 84(14.7) 19(16.0) 1(100.0)
Para 1.
Profeszsionsls 34,
35,
36.
37. 99(4.3) 61(4.2) 17(13.3) 10(1.8) 11(9.2)
8. 27(1.2) 23(1.6) 1(0.8) 3(0.5)
39.
40,
TOTAL  126(5.4) 84(5.7 18(14.1) 13(2.3) 11(9.2)
Of fice 4y,
Clerical 42,
a3, 122(5.3) 3(0.2) 9(33.3) 94(16.5; 1!.&11.8) 1(50.0) L(100,0)
44, 144&6.2) 650.3) 12(44.4) 118(20.7 10(8.4)
45, 85(3.7) 22(1.5) 1(0.8) 4(14.8)  54(9.5) 3(2.5) 1(50.0)
46. 8(0.3) 5(0.3) 2(0.4) 1(0.8)
%. 2(0.1) 1(0.1) 1(0.2)

TOTAL  361{15.6) 35(2.4) 1(0.8) 25(92.6) 269(47.1) 28(23.5)  2(100.0) . 1(L00.0)

99t






MISSOR] - Function 14: Bmployment Security o
Anoua Total MAlR * FEMALE

Sality (Colums)

(BK) Wt Back Hispand Q:}:d? o A‘“’J&}T‘ it Black Hopentc Batrol" el e
Job Cat B-K te (] Jdsl, 0 e Ac spanic Pac.Isl. apkan
gory A B C Qgen £ F G H Tﬂ J K
Officials/ 1.
Adninistrators %
g.
6. 4(0.2) 2(0.2) 1(2.0) ) 1(0.1)
7. 739510.2) 196(22.0) 8(16.0) £¢25.0) 25(2.0) 9{5.8)
8. 16(0.7) 16(1.8)
TOTAL 259(L1.0)  214(24.0) 9(18.0) 1€25.0)  26¢2.1)  9¢5.8)
Professionsls 9.
10.
i
13. 197(8.4) 72(8.1) 6(12.0) ) - 1(25.0) 110(8.9) 8(5.1)
14, 852(36.3) 356(40.0) 19(38.0) 20100.0) 2(50.0) 1(50.0) 403(32.6) 67(42.9)  1(33.3) 1(33.3)
ig 181(7.7) 135(15.2) 4(8.0) 40(3.2) 2(1.3)
TOTAL 1230{52.4) 563(63.2) 29(58.0) 2¢100.0)  3(75.0) L1¢50.0) 553(44.8) 77¢49.4) 1(33.3) 1(33.3)
Technicians g
19, 3(0.1) 1¢0.1) 2(0.2;
20. 12(0.5) 2(0.2) 10(0.8 )
2. 48(2.0) 29(3.3) 4(8.0) 1(50.0) 1351.1; 1{0.6)
22, 21(0.9) 16(1.8) 5(0.4
gz. 3(0.1) 3¢0.3)
TOTAL  87(3.7) 50(5.7) %(8.0) 1(50.0) 30{2.4) 1(0.6)
Protective 25,
Service 26.
27.
28.
29. 2(0.1) 2(0.2)
30.
3.
32,
TOTAL 2{0.1) 2(0.2)
Para 33,
Professionals gls;
36. 40(1.7) 11(L.2) 26(2.1) 251.3) 1533.3
gg 204(B8.7) 22(2.5) 4(8.0) 136(11.0) 39(25) 1(33.3) 2(66.7)
i
TOTAL  244(10.4) 333.1) 4(8.0) 162¢13.1) 41(26.3) 2(66.6) 2(66.7)
0ffice 41,
Clerical 42,
43, 92(3.9) 7(0.8) 1(2.0) 81(6.6) 3(1L.9)
44, 289512.3) 4(0.4) 260(21.1) 23(14.7) 2(66.7)
45, 125(5.3) 4(0.4) 118(9.6) 2(L.3) 1(33.3)
46, 5(0.2) 5(0.4)
47.
48,

TOTAL  511(21.8) 15(1.7 1(2.0) 464(37.6) 28(17.9) 2(66.7) 1(33.3)

99t



Annual
Salery

Job Category

Skilled Craft 49.
30.

5l.
52,
5.
54.
53.
56.

. Service 57,
Maintenance 58.

60.
6L.
62.
63.
64,
TOTAL
TOTAL FULL TIME

Officials/Adm 75.
Professionals 76.
Tectmicians 77,
Prot, Serv. 78.
Para-Prof. 79.
0ff/Clerical B0.
Skilled Craft B1.
Serv. Maint, 82.

TOTAL NEW HIRES

Total -
{Colums)
(B-K) White Black
A B C
3(0.1) 1(0.1) 2(2.0)
6(0.3) 6(0.7)
2{0.1) 2(0,2)

11(0.5) 9(1.0) 2(4.0)
4(0.2) 3(0.3) 1¢1.0)
1(0) 1€0.1)

5(0.2) 4(0.4) 1(2.0)
2349 891 50
1(0.3) 1¢0.9)

76(22.4) 49(43.4) 4(36.4}

29(8.6) 22(19.5) 4(36.4)

74(2L.8) 35(31.0) 1(9.1)

159(46.9) 6(5.3) 2(18.2)
319 113 1L

MALE *
Asien or Amet.lnd.

Hepanic Pac.lsl. Alaskan White
D E F G
4 2 1235
NBd HIRES
1100y
1 202

20(9.9)
2(1.0)

37{18.3)
143(70.8)

Asfan or Amer,Ind.

Black Hispanic Pac
H 1

156 3
2{18.2)
1(9.1)

L(9.1

)
7(63.6)  1(100.0)

1 L

.1sl.
J

FEMALE

Alaskan
K

HNDCP

97



MISSOUR] - Function L5: Other

Annual Total
Salary  (Columns)
Job Category (B;K)
Officials/ 1.
Administrators :2;
4,
S. 1(0)
6. 9(0.3)
1. 109(3.2)
8, 98(2.9)
TOTAL 217(6.4)
Professionals 9. 1(0)
0. 1{0)
ll. 1{D)
12, 149(4.4)
13, 32559.6)
la. 289(8.6)
15. 611(18.1)
16. 57(1.
TOTAL 1434(42.6)
Technicians 17. -
18.
19, 5¢0.1)
20. 5(0.1;
21, 30¢0.9
22, 38(1.1)
n, 33(1.0)
24,
TOTAL 111(3.3)
Protective 25,
Service 26.
21. 9(0.3)
28. 1€0)
29, 1(0)
30. 1€0)
31,
32. )
TOTAL  12(0.4)
a 33. 210(6.2
Professionals 34. 87(2.6
35. 55}1.6)
36. 27(0.8)
37. 20(0.6)
38. 9¢0.3)
39, 1(0)
40.
TOTAL  409(2L.1)
Office 4. 3(0.1
Clerical K2, 9(0.3
43, 1&35&.2)
o, 480(14.3)
45, 263(2.2)
46, 34(1.0)
47, 27¢0.8)
48,
TOTAL  939(27.9)

White
B

)
723(63.3)

2(¢0. 2)

2(0.2)
18(1.6)
32(2.8)
26(2.3)

80(7.0)
7(0.6)
1(0.1)

8(0.7)
420.3)
6{0.5)
4(0.3)
4(0.3)
1(0.1)
2(0.2)
1{0.1)

22(1.9)

2(0.2)
7(0.6)

32(2.9)

Black
[

1{1.0)
4(4.1)
3(3.1)
8(8.2)

2(2.0)
8(8.2)
16{16.3)
16(16.3)

42(42,9)

2(2.0)

- 2.0

e
Ll
[

e

2(2.0)
1(1.0;
2(2.0

2(2.0)
1€1.0)

6(6.1)

4(6.1)
3(3.1)
4(4.1)

11€11.2)

MALE

1(50.0)

1(50.0)

1¢€25.0)
1(25.0)

3(75.0)
3(75.0%

Asian ot Amet.lind.
Hispanic Piac,lsl. Alagkan
D E

F

1(25.0)
2(50.0)

3(75.0)

White
G

1¢0.1)
2(0.1)
20(1.1
2(0 ;
25(1.3)

.
p—

133&7.0)
218(11.5)
116(6.1)
117(6.2)

9(0. 5)
593¢31.2)

3 0.2;
3(0.2

8(0.4)
4(0.2)
6(0.3)

24(1.3)

1¢0.1)
1¢0.1)

)

i
z

L
158(8.3
9
1
0
0.9

2(0.
e
e
9%

4)

316(16.6)
2(0.1)
9(0.5)

121(6.4)

441(23.2)

228(12.0)

32(1.7)
20(1.1)

853(44.9)

Black
H

10-3
402.1)

10&5.1;
16{8.2
19(9.7)
14(1.2)
1(0.5)
60(30.8)

2(1.0)
1(0.5)
1(0.5)

42.1)

61(2110)
9 4.6

203

59(30.3)
1(0.5)

5(2.6)
26é13.3)
4(2.1)

36(18.5)

Hepanic Pac.iel.
1 J

1{8.3)
1(8.3)
2(16.7)

1(8.3)

1(8.3)

3(25.0)

3(25.0)

4(33.3)
2(16.7)

6(50)

1(16.7)
3(50.0)
4(66.7)

1{(16.7)

1(16.7)

1(16.7)

1(16.7)

FEMALE

Asiap or Amer.Ind.

Alasken  HNDCP
K

2(40.0)
1(20.0)
3(60.0)

89¢

2(40.0)

2(40.0)




Job Category

Skilled Craft 49.
30

51,
52.
53.
54,
35,
56.
Service 57,
Msintenance 58,
39.

60,

61.

62.

63,

64

TOTAL FULL TIME

Officials/Adm 75,
Professionals 76,

Tectmicians 77,
Prot. Serv. 78.
Para-Prof. 9.

Off/Clericel 80.
Stilled Craft 81,
Serv./Maint. 82.

TOTAL NEW HIRES

Aoouel
Salary

TOTAL

TOTAL  220(6.5)
1368

Total
((hlumfa)
B0  Uhite
A B
1(0)
5¢0.1) 3(0.3)
1250.4) 9(0.8)
6¢0.2) 6¢0. 5;
2(0.1) 2(0.2
26(0.8) 20(1.7)
prr o BT !
90%2:7; 32%218}
37(1:1) 23(2.0)
950.3; Sio'l’;
2(0.1 (0.6
79(6.9)
1143( )
7004 4(2.8)
237(47,5)  97(68.8)
1352.6) 1253.5)
1(0.2) 1{o. 7

71(14.3) 9

6.&;

141(28.5) 9(6.4
1{0.2 ,
24(4.8) 19(6.4)
495 161

Bléck
C

33.1)
15(15.3)

9(9.2)
27(27.6)
98

1(10.0)
5(50.0)

2(20.0)

2¢20.0)
10

MALE

Asian of Jmet,ind,

illepduic Pac.lsl: Alagskan ‘Yhite
spiulc Pec lol: Aley G

1(50.)

1050.b)

) 4
i
3{100)
3

1{2%)

1(25
l(’)

1€0.1)
203

5(0.3)
23(1.2)
21.51.3;
27014
2(0.1)
3(0.2)
1(0.1)

80(4.2
1899( )

2(0.7)
11838, 7
1(0.3)
49(16.1),

lzzgt.o.o

1(0.3)
12(3.9)
305

Black
H

4(2.1)
954.6
15(7.7

%3

32(16.4)
195
14(40.0)
Loze.q)
10(28.6

12,9
35

FEMALE

Asian or Amer.Ind.

Higpanic Pac
I

1(106.0)

.Isl,
J

Alaskan  HNDCP
K

692



MISSOURI - Total Employment
Annual

Salary
Job Category

Officials/ 1.
Administrators 2.
4,

5.

6.

7.

8.

Total
(Columns)

(B-K)
A

TOTAL 1322(3.2)

Professionals 9.
10.
11.
12,
13.
14.
15.
16.
TOTAL
17.
18.
19.
20.
21.
22.
23.
24,
TOTAL
Protective 25.
Service 26.
27,
28.
29.
30.
31,
32.
TOTAL
3.
Professionala 34

Technicians

Office 41,
Clerical

TOTAL

12713(30.7)

3356(8.1)

2055(¢5.0)

6269(15.1)

7561(18.3)

White Black
B c
929(5.2)  37(2.6)
5506(30.7)  274(19.2)
2062(1L.5)  56(3.9)
1780(9.9)  140(9.8)
1210(6.8)  36L(25.3)
570(3.2)  46(3.2)

MALE

His;D)anic

4(5.3)

Asian or Amet.lind.
Pac. 191 Ala;kan White

12(10.8) 3(3.2)  284(L.6)

Black
H

49(1.3)

32(42.1) 86(77.5) 14(15.1) 5682(32.2) 1040(26.7)

9l11.8)

8(10.5)

709.2)

4(5.3)

1l1.1) 1080¢6.1)

4(4.3)

99(0.6)

6(5.4)

9(9.7) 3079(17.4)

27(29.0) 6231(35.3)

135(3.5)

22(0.6)

1553(39.9)

645(16.6)

FEMALE

Asian or Amer.Ind.

Hisganic Pac:jlel. Alazkan
4(4.8)
17(26.2) 54(64.3) 8(16.0)
3(4.6) 6(7.1) 4(8.0)
1(1.2) 1(2.0)
14(21.5)  6(7.1) 24(48.0)

25(38.5) 7(38.5) 6(12.0)

HNDCP

0Lt


https://14(15.lJ

Anmial
Salary

Job Category

Stilled Craft 49.
30

51,

52,

53.

54.

55.

56.

TOTAL

Service 57,
Maiotenance  58.

TOTAL FULL TIME

Officlals/Adm 75.
Professionals 76.
Technicians 77.
Prot. Setv. 78.
Para-Prof. 79.
Off /Clerical 80.
Skilled Craft 8.
Serv. Maint. 82,

TOTAL REW HIRES

Total
(Columns)

B-K
(A)

4835¢(11.7)

3277(1.9)
41388

34(0.7)
1534(32.5)
207(4.4)
359(7.6)

514(10.9)
1428(30.2)
365(7.7)
284(6.0)

4725

White Black
B C

4476(25.0)  201(44.1)

1388(7.7) 312(21.9)
17921(43.3) 1427(3.4)

25(1.5) 2(1.0)
529(32.4) 47(23.6)

159(9. 7) 36(18.1)
1632(34.5) 199(4.2)

MALE

Higpanic
D

£(1.9)

6(7.9)
76(0.2)

1(14.3)

1(14.3)
1(14.3)
121&.3)
2(28.6)
1(14.3)

7¢0.1)

Asian ot Amet.lod.
Pac.Isl. Alagkan White
E F G

4(3.6) 27029.0) 96¢0.5)

3.7 8(8.6) 111626.3)
111(0.3) 93(0.2) 1766{42.7)

7(0.3)
10(66.7) 2(20.0) 796(32.9)
64(2.

4{40.0) 38(1 6;
3(20.0) 45 L .8
1(6.7) at40.0) 18&0 n
1(6.7) 76

15¢0.3) 10(0.2) 2421(51.2)

Black
H

25(0.6)

425(10.9)
3894(9.4)

132{31.9)
(L.
100.2)
41¢22.0)
170&41. 1)
3(0.7)
10(2.4)
414(8.8)

FEMALE

Asian or Amer,Iod.

Hispanic Pec.Isl. Alaskan
1 J K

ol £08 ahid
14(70.0) 2¢40.0) 1(50.0)

3(15.0) 1(50.0)
3(15.0) 2(40.0)
1(20.0)

2000.4) 5(0.1) 2(0)

HNDCP

TL2



HEBRASKA - Function 1: Financial Administration
Aroual Total

MALE hd FRMALE
Sslery  (Columns)
Asian ot Amet, ind. _ Asien or Awer.Ind.
Job Catecory (3-K) White Black HisBanic Pac.lsl. Aleskan White Black Hispanic Pac.Isl. Alasskan HROCP
A B C E F [ H ga“ J K
Officisls/ |, 45(1.6) 29(2.1) 14(1.0) 13.4) 1{14.3)
Muoinistrators g. 48(1.7) 44(3.2) 1(5.0) 3¢0.2) )
4, 3(0.1) . 10.1) 250.1;
5. $4(L.9 24(1.7) 2(10.0) 28(2.1
6. 65(2.3) 39(2.8) 25(1.9) 1(3.4)
1. 137§4.9g 110(7.9) 1(7.7 25(1.9) 1(6.3)
8. 113(4.0 105(7.6) 2(10.0) 6(0.4)
TOTAL 465(16.5) 352(25.4) 5(25.0) 1(7.7) 103(7.7) 2(6.9) 1(6.3) 1146,
Professionals 9. 1550.5) 11(0.8) 4 0.3;
10. 8¢0.3) 4(0.3) 1(20.0) 3(0.2
11, 28 28(2.1)
12, ‘29{1.0; 4%0.3; 24(L.8) 1(14.3)
13, 120(4.2 51¢3.7 1.7 67{5.0) 1(6.3)
14, 235%8.3; 145 10.5; 7 35.0; 5(38.5). 3(42.9) 1(20.0) 69(5.2 2(6.9) 2(12.5) 1(25.0)
iz. Zgg(g.g) lg; #3]..)5 2(10.0; 3(23.1 1{14.3 45(3.4,
TOTAL  772(27.3) 50L(36.1) 9(45.0) 9¢69.2) 4(57.1) 2(40.0) 240(18.0) 2(6.9) 3(18.8) 1(25.0) 1{14.3)
Technicians i; 70(2.5) 66(4.8) 1€20.0) 3(0.2)
19, 5(0.2) 1€0.1) 4(0.3)
20. 2050.7 3(0.2) 16{1.2) 1(14.3)
2. 109(3.9 89(6.4) 1(7.7) 16(1.2) 3(10.3)
22. 42¢1.5) 35(2.5) 7(0.5)
;.2. 52(L.8) 28¢2.0) 1(7.7 237
TOTAL  298(10.6) 222(16.0) 2(15.4) 1{20.0) 69(5.2) 3(10.3) 1{14.3)

Protective  25.
Service 26.

% 2(0.1) 2(0.1)
29: 47(1.7) 26(1L.9) 1¢20.0) 18{1.3) 2(6.9
30. 44(1.6) 39(2.8) 1(5.0) 3§0.2) 123.&;
3l. 27(L.0) 2721.9;
32, L 1{0.1
TOTAL  121¢4.3) 95(6.9) 1(5.0) 1(20.0) 21(1.6) 3(10.3)
Para 33.
Profesaionals 34. )
35. 18(0.6) 6{0.4) 12¢0.9)
36. %£1.3) 10¢0.7) 24(1.8) 2(6.9)
37. 60(2.1) 2641.9) 34(2.5)
38. 12(0.4) 9(0.6) 3{0.2)
2(9) 2(0.1) 2(0.1)
'IOTAL  128(6.5)  53(3.8) 0. 2(6.
Office 4], 2(0.1) 25(5)3 -9
Clerical 2§ 38:)20) 1(0.1)
. 13.5) 26¢L.9) 1(5.0) 337(25.2) 6(20.7) 5(31.3) 2(50.0 3(42.9
44, 305(10.8) 5(0.4) 288(21.5) 5{17.2 6(37.5) ¢ ) 1216.3;
45. 158(5.6) 14¢1.0) 1(5.0) 139(10.4) 3%10.3; 156.3)
zg. nggig 1{0.1) 17(1.3)
. . 2(0.1
48, 1(0.1) | oL

1{0)
TOTAL  867{30.7) 47(3.4) 2(10.0) 786(58.8) 14(48.3) 12(75.0) 2(50.0) 4(57.1)

oL



* FEMALE

Annual Total MALE
L Columns .
Salery  (Golums) Adfan of Amet.lnd. Asian or ﬁr.lnd.
Job Cat B-K White Black Higpanic Pdc.1sl. Alaskan White Black Hispanic Pac.lIsl. skan  HNDCP
Rt ¢ A ) B c sga E F G H I J K
Stilled Cra“t 1503
SL. 2(0.1) L 1 20. 1;
52. 11(0.4) 9 2(0.1
53. 23(0.8) 18 5(0.4)
54, 10€0.8) 10
55.
56.
TOTAL  46(1.6) 38(2.7) 8(0.6)
Service 57. 1)) 1
Maintenance 58.
59, 66(2.3) 30 1(5.0) 3(42.9) 1(20.0) 28(2.1) 2%6.9) 1(25.0)
60. 44(1.6) 13 2(10.0) 1(7.7) 7(0.5) 1(3.4)
6l. 14(0.5) 13 120.1;
62. 2(0.1) 1 1(0.1
gz.
TOTAL  127(4.5) 78(5.6) 3(15.0) 1(7.7)  3(42.9) 1(20.0) 37(2.B) 3(10.3) 1(25.0)
TOTAL FULL TIME 2824 1386 20 13 7 5 1337 29 16 4
KB4 HIRES
Officials/&dm 73, 30(7.7) 23(14.6) 1(25.0) 5(2.4) 1(14.3)
Professtonala 74. 77(19.8) 52(33.1) 2(50.0) 1(100.0) 1(33.3) 17(8.3) 4(57.1}
Tectnicians 75. 25(6.4) 12(7.6) 12(5.9) 1(50.0)
Prot. Serv. 76. 17(4.4) 12(7.6) 1(33.3) 4(1.9
Paca-Prof. 77. 32(8.2) 17(10.8) 15(7.2
Off/Clerical 78. 155(39.8) B(5.1) 137(65.6) S5(71.4) 3(42.9) 1(100.0) 1(50.0)
Skilled Craft 79. 6(1.5) 5(3.2) 1(0.5
Serv. Maint. 80. 47(12.1) 28(17.8) 1(25.0) 2(100) 1(33.3) 14(6.7) 1¢14.3)

TOTAL NEW HIRES 189 157 4 1 2 3 205 7 7 1 2

£LT



REBRASKA - Function 2: Streets & Highways
Amwal Total

Salary  (Columns)
Job Category (Bxx)
Officials/ L.
Administrators 2.
4.
5. 1(0)
6. 32(1.3)
7 123(5.1
8. 17(0.7)
TOTAL 173(7.2)
Professionols 9.
10.
11.
12,
13, 19(0.8)
14. 69(2.9)
15. 182(7.5)
16. 16(0.7)
TOTAL  286{11.9)
Technicians ig
19, 2(0.1)
20. 36%1.5;
2. 106(4.4
22, 144(5.0)
23. 26(1.1)
24,
TOTAL  314(13.0)
Protective  25.
Setvice 26.
21.
28.
29. 1{0)
30. 10)
L.
32.
TOTAL 2(0.1)
Para 33,
Professionals 34,
35,
36. 181(7.5)
37. 95(3.9)
38, 3(0.1)
39,
40,
TOTAL  279(11.6)
Office 41, 5()]
Clerical 42,
a3, 66(2.7
4, 71{2.9;
45, 79(3.3
46. 160.7)
47.
48,
TOTAL  233(9.7)

MALE *
Astan ot dmet. Ind,
White Black Iﬂaganic Pac.isl, Alaskan White
B Cc E F G
1(0.4
30(1.4) 250.8
123%5.9
17{0.8
170¢8.1) 3(1.1)
8(0.4) 11(4.2)
58(2.8) 2(8.7 1(20.0) 722.7)
lzgég . %; 3(21.8) 3(60.0) 4(1.5)
256(15.1) 2(8.7 3(21.4) 4(80.0) 22(8.4)
1{0) 1(0.4
18(0.9) 1(4.3) 1.1 16¢6.1
93(4.4) 1(4.3) 12?4.6
141(6.7) 1(4.3) 2 0.8;
26(1.2)
279(13.3) 3.0 1(7.) 3)(11.8)
1(0)
L{0)
2(0.1)
146(7.0) 3(13.0) 2(14.3) 1(20.0) 29(11.1
85(4.1) 2(8.7) lé'l'.l) 7§2.7))
300.1)
234(11.2) 5(21.7) 3(21.8) 1020.0) 36(13.7)
1(0.4)
1(0) 61(23.3)
%;((gg 53(20.2)
16(0:8) 26(9.9)
85(4.1) 144(53.8)

Black
;i

1{20.0)

1(20.0)

EE
(=]

4(8.0)

o

X

FEMALE

Asian ot Amer. Ind,
HlaYanic Puc.lal. Alasksn HNDCP
J K

153

3(100.0)

N
~
o~




MALE *
Asien o Amet,Ind.

Anmual Total
Salery  (Colums)
Job Category (B;'O
Skilled Craft 49.
50.
51.
s2, 536{22.2)
53, 395%16.4)
54, 8{0.3)
5. 6(0.2)
56.
TOTAL  945(39.2)
Service 57.
Maintenance 58,
59, 25{1.0)
60. 35(1.5)
61. 88(3.6)
62. 33(1.4)
63.
64. ,
TOTAL,  180(7.5)
TOTAL FULL TIME 2412
Officieis/Adm 73, 2(0.7
Professioqals 74. 13(4.8)
Technicians 75, 11(4.1)
Prot, Serv. 76.

" Para-Prof. 77. 47(17.4)
Off /Clerical 78. 29 10.7;
Skilled Craft 79. 148(54.8
Serv./Maint. 80, 20(7.4)
TOTAL NBW HIRES 270

White Black Hispanic Pdc.isl. Aleskan White Black Hispanic
B- c D E F G H 1
505(24.1 6(26,1 5(35.7) 20(7.6)
391%1.8.7; 3(13.0 1033.3)
e(o.a;
6(0.3
$10(43.4) 9(39.1) 5(35.7) 1{33.3) 20(7.6)
17(0.8) 1(4.3) 5(1.9)
28(1.3) 3(13.0) 1(33.3) 3(1.7)
85?&.1 L 7.1; 1(33.3) 1(0.4)
32(L.5 1(7.1
162(7.7) 4(17.4) 2(14.3) 2(66.7) 9(3.4)
2096 23 14 3 262 5 3
NEW HIRES
2(0.9)
9(4.2) 2(100) 2(6.3)
8(3.8) 1(33.3) 1(25.0) 1¢2.1)
50(18.9) 7(L5.2)
3(L.4) 24(52.1) 1(100.0) 1¢100.0)
136(64.2) 2(66.7) 3(75.0) 7(15.2
14(6.6) 5(10.9)
212 3 4 2 46 1 L

FEMALE

Asian or Asec,Ind,
Pac.Isl. Alaskan
J K

1{100.¢€)

1(100.0)
1

1(100.0)
L

HDCP

Y24



NEBRASKA - Function 3: Public Welfare
MT:I ( Ttlstn.l MALE ok - FRMALE
Sa Columns

& ) Asian of Mmet,ind. Asfan vt Amer.Ind,

M - Jd481. Whi Black ui ic Pac.isl. Alaskan HNDCP
Job Cat =ory (B;K) wnéfe Blgck Hitganlc pacEm A.la:_lran Gte ac span : »
Officisls/ L. 1(0.2) 1(0.4)
nistratores 2.
3.
5.
5. 12(2.9 5(2.1 1(16.7) 6(1.6)
6. 2153.33 622.5; 1(16.7) , _ 13%3.5) 1(12.5)
;. aggg; zgg.g; 167 1{100.0) 10ieoy 163 4(50)
" ToTAL  87Q13.7 62(17.5 35000  1{100.0) w100 35(9.3) 5(62.5)
Professionals 13. 95(15.1; 69(28.8) 1(100) 26(6.9)
is. 5(0.25%) 100.4) %ég' g;
12, « 300, . .
13. 66{10.!)0 mss.s; 49(13.0)  2(25.0)  1(50.0)
14. 86(13.5)  25(10.8)  L{l6.7) 59(15.7) 1{12.5)
15. 52(8.2) 38(15.8) 14(3.7)
16. 1{0.2) 1€0.4)
TOTAL  306(48.0)  148(6L.7) 16T 1¢100) 152¢40.4)  3(37.5)  1(50.0)
Tecbnicians 1;.
18.
19, 2(0.3) 2{0.5;
20. 1(0.2) 1(0.3
2. B(L.3) 8(2.1
2. 3(0.5) £(0.4) 2(0.5)
7, ro
% AL 1402.2) 1(0.4 &
TOT, 1442, 0.
Protective  25. @4 $33.5)
Service 26.
2.
28,
29.
30.
3.
2.
TOTAL
Pri lf)ami ) 5312
ofessionals 34. 20.3)  1(0.4
. . 10(4.2 13, :
31. 46(7.2; 13%5.:3 2. 10(2.79 1(100)
38. 8(1.3 3(1.3) 31(8.2) 150) 1100}
4 2(0.3) 2(0.8) (L9
L 8060 3303 8 20333
Office al, . -3 51(13.
Clerical 42. (13.6) 1(50) L(100)  1(100)
43, 42(6.6) 6{2.5)
44, 69(10.8 L(0. 36(9.6)
45, 18(2.8)) .4 68%18.1)
46, 18(4.8)
47,
48,

TOTAL  129(20.3) 2.9 122(32. %)




Annual Total MALE * FEMALE
Salary (Columns)

Asidn or Amer.Ind, Asiao or Amer.ind, .
Job Categorv (BK) White Black Higpatilc Pac.lsl, Alaskan White Black Hispanic Psc.isl, Alaskan HNDCP
A B c D E F [ H 1 J K
Skilled Cratt 49.
50.
51. 3(0.5) 3(L.3)
52. 2(0.3) 1(0.4) 1¢0.3)
53. 4(0.6) &(1.7
54.
55.
56.
TOTAL 9(1.4) B(3.3) 1(0.3)
Service 57,
Maintenance 58.
59. 2(0.3) 1(0.4) 1(0.3;
60. 1(0.2) 1(0.3
6L.
63.
64.
3(0.5) 1(0.4) 2(0.5)
TOTAL FULL TLHE 837 240 i 1 376 2 1 1
NBE4 HIRES
Officleln/Ada 73, 5(6.8) 3(12.5) 1¢2.1) 1
Professionala 74. 20(27.4) 7(29.2) 13(27.D
Technicians  75. 1(L.4) 1(2.1)
Prot. Setv. 76. X
Para-Prof. 77. 18(24.7) 6(25.0) 11(23.4) L
Off /Clerical 78. 2&&32.9) 4(16.7; 20(42.6)
Stilled Craft 79. 3(4.1) 3(12.5
Serv, Maint. 80. 2(2.1 1(4.2) TN )]

TOTAL NEW HIRES, 73 24 47 t L

LLe



NEBRASYA - Function 4: Police Protection
Annual

Salary
Job Category
Officials/ L.
nistratora %
4.
5.
6
7.
8.
TOTAL

Professionals 9.
10.

TOTAL
Tectnicians 17,

Protective 25.
Service -26.

Para 33.
Professionals 34.

Office 41,
Clerical 42,

Total MALE
{Tolumns)
Snidt ot Anet, lud,
®-0) tibite Black iﬁs‘g&ﬂic Pac, 181, Alaskén White
A B C E F [

1(0.2) 1(L.5)
1(0.2 1(0.2

s 183

3{0.6) 2(0.5) 1(L.6)
2(0.4 1(0.2 1(1.6)
szgm.t))) 51%11.5)3) 1(1.6)
54(10.4) 52(11.7) 2(3.3)
1€0.2 1(1.6
2%0.:3 1(0.2) 121.6;
3(0.6) 3(0.7)

6(L.2) 4(0.9) 2(3.3)
13(2.5) 12¢2.7 1(1.6)

214(41.3)  201(45.8) 2(100.0)  6(85.7) 3(100.0)  2¢3.3)

126(23.9)  123(27.8) 1014.3)

351(67.8)  336(75.8) 2(100.0)  7(100.0) 3(100.0)  3(4.9)
1(0.2) 1(1.6)
1(0.2) 1(0.2)

12,1} 3(0.7) 8(13.1)
38(7.1) 28(6.3) 10(16.4)
10(1.9) 10(2.3)

6L(11.8) §2(9,5) 19(31.1)
2(0.4) 2(3.3)

10(1.9) 10(16.4)
20?.9) 18(29,5)
4(0.8) 4(6.6)

36(6.9) 34(55.7)

Black
H

2(100.0)

2(100.0)

FeMALE

Aslgh ot Amer,Iod.
Hisganic Pnc‘.ltal. Alagkan  HNDCP
K

BLT



Anoual
Salary

Job Categor+

Scilled Craft 49.
50

51,
52.
53,

Secrvice 57.
Maintenance  58.

TOTAL FULT, TIME

Officfsla/Adm 73,
Professinpals 74.
Technicias  75.
Prot. Serv, 76.
Patg-Prof. 77.
Off/Clerical 78.
Skilled Craft 79.
Secv. Mafnt. B80.

TOTAL NB{ HIRES

Total
(Colums)

(B-K)
A

2(0.4)

2(0.4)

4(0.8)
1(0.2)

5(1.0)
18

2(5.6)
19(52.8)

7(19.4)

7(19.4)

1(2.8)

36

MALE *
Asian or Amet.lnd.
White Black Hispanic Pec.Isl. Alssken White
B H D E F G
2(0.5)
2(0.5)
4(0.9)
1(0.2)
5(L.1)
443 2 ? ) 3 61
NEW HIRES
1(4.6) L1(7.1)
17¢77.3) 2(14.3;
3(13.6) 4(28.6
7(50.0)
1(4.6)
22 14

Black
H

Asfan or Amer.Ind.

Hispanic Pac
1

.Isl.
J

FEMALE

Alaskan
K

HNDCP

6.2



NEERASKA - Function 5: Fite Protection

Anaual
Salacy

Job Categ~ry

Officials/ L.
Administr-tors 2.
4,

5.

6.

1.

8.

Total

{Colums)

B
(A)

2(4.3)
13(31.9)

1€2.1)

TOTAL  20(42.6)

Professiorale 9.
11,
12.
13,
14,
15,
16.
TOTAL
Tectmiciens 17,

Protective 25.
Service 26,
27.
28,
29,
30.
il.
32.
TOTAL
Para n.
Professionals 3i.
- 35.
36.
37,
38.
39.
40,
TOTAL
Office 41,
Clerical 42,
43,
b4,
45,
46.
47,
48,
TOTAL

5(10.6)
6(12.8)

11(23.4)

1(2.1)
5(10.6)

6(12.8)

e
453253

10(21.3)

White Black
B C

19(52.8)

5(13.9;
6{16.7

11(30.6)

1(2.8)
5(13.9)

6(16.7)

Asian ot Arer.Ind,
Hiaganic Pac.1sl. Alaskan White Black
E F G H

6(&0.0;
2(20.0
4(60.0)

10(100.0)

Asian or Aner.lnd,

Hispanic Pac,lsl. Alas

FEMALE

skan
K

HNDCP

082



Annual Total
Salary  (Colums)
Job Category (B-K) iite
A B
Skilled Craft 49.
50,
51,
52.
53.
54.
55.
56.
TOTAL
Service 57.
Maintensnce 58,
59.
60.
6l.
62.
63.
64.
TOTAL
TOTAL FUL'. TIME h? 36
Of ficials/Adm 73, 2(50.0) 2(56.7)
Professionals 74.
Techafciame 75.
Prot. Sece. 76.
Paca-Prof. 7. 1(25.0) 1¢33.3)
Off/Clecical 78. 1(25.0)

Skilled Craft 79.
Serv. /Matnt. 80.

‘TOTAL NBW BIRES b 3

Black
C

HALE
‘8’.8‘“ ot hml". hﬂl

Hepenic Pac.lsl, Alasksn
D E F

NEW HIRES

White
G

10

1100y

Black
H

Asfen or Amer.Ind.

Hispanic Pac.lsl.
I J

FEMALE

Alsskan
K

RODCP

182



NEBRASKA - Function 6: Natural Resolirces, Parks & Recreatioch
Annua Total

Salaty  (Columns)
Job Cateapry (BAK)
 Officists/ 1. 7(4.6)
nisteators %
4,
5. 23(L.5)
6. 45(3.0)
7 77(5.1)
8. 18(1.2)
TOTAL  170(11.2)
Professionais lg 15(L.0)
11, 2(0.1)
12,
13, 31(2.0)
14, 95(6.3;
15, 110(7.3
16. 7(0.5)
TOTAL  260(17.2)
Technictans |7,
18, 2(0.1)
19,
20. 9(0.6)
2k, 20(1.3)
22, 18(1.20
23. 2(0.1)
24,
TOTAL  51(3.4)
Protective  25.
Service 26,
21.
28.
29, 1€0.1)
30, 35(2.3)
31. 19(1.3)
32.
TOTAL  55(3.6)
Para 33,
Professioniis 34,
35. 4¢0.3)
36. 50(3.3)
37, 68(4.5)
38. 2L(L.4)
39.
40,
TOTAL  143(9.4)
Office 41, 1(0.1)
Clerical 42,
43, 155(10.2)
L4, 62(4.1)
45, 20(1.3)
46,
47, 1(0.1)
48,
TOTAL  239(15.8)

White
B

Black
C

6(0.6)

20(2. 1;
41(6.3
75(7.8;
18(1.9

160(16.6)
15(1.6)

17(1.8)

76(7.9)
101(10.5)

0.7
216{22.5)

2(0.2)
3(0.3)
11(1.1)
18(1.9)
2(0.2)

36(3.7

1(0.1;
35(3.6
19(2.0)
55(5.7)
3(0.3)
37(3.9)

52(5.4)
20(2.1)

12(11.7)

111

1i(l.1)

MALE *

HisBan!c

Asian or Amer.1nd,
Pac.1sl. Alsskan White
E F G

1(0.2)

3 0.6;
4(0.7
2(0.4)

10(1.8)

2¢0.4)
13(2.4)
1(50) 18?‘.3)
L(50) 8(L.5)

2(100) 41(7.6)

6(L.1)
B(1.5)

14(2.6)

1(0.2)
13(2.4)
16(2.9)

1(0.2)

NG
1€(0.2)

142(2.6.2)
6L(11.2)
2003.7)
1(0.2)

225(41.4)

Black
H

1(33.)

1(33.3)

1(1.3
1(33.3

2(66.7)

;

FEMALE

Aﬁial; ur  Amer.lod,

Hleganic Pac.1sl.
J

1(50.0)

1(50.0)

Alsskan  HNDGP
K

1(100.0)

1{100}

8¢




Anoual
Salary

Job Category

Skilled Craft 49.
51,
52.
53.
54.
55.
56.
TOTAL
Service 57.
Maintenance 58.
— 59.
60.
6l.
62.
63.

Total

(Columns)

(B-K)
A
1(0.1)

17(L.1)
29(L.9)
5(0.30

52(3.4)
2(0.1)
1(0.1)

409(27.0)

64.
TOTAL  544(35.9)

TOTAL FULL TIME

Officials/Adm 73.
Professionals 74,
Techoicians 75.
Prot. Serv. 76,
Pata-Prof. 77.
Off /Clerical 78,
Skilled Craft 79.
Setv.Maint. 80,

TOTAL NEW HIRES

1514

7(7.8)

21(23.3)
90

White
B
1(0.1)

15(1.6)
28(2.9)
4(0.4)

48(5.0)
1(0.1)
1(0.1)

207(21.5)

96(10.0)

15(1.6;
2(0.2
1(0.1)

323(33.6)
961

6(15.4)
4(10,3)
2(5.1
1(2.6)
7(17.9)

5(12.8)
14(35.9)

39

Black
C

1(100.0)

1(100.0)
1

1(100.0)
1

MALE *

Asian ot Amet.lInd.
Hispanic Pac.lgl. Alaskan White
D E F G

2(0.4)
1(0.2)
1¢0.2)

4(0.7)
1(0.2)

200(36.8)
16(2.9)
1(0.2)

1(100.0)

1(i00.0) 218(40.1)
1 543

NEW HIRES

1(2.0)
5(10.2)
4(8.2)

6512.2
28(57.1

1(100.0) 5(10.2)
1 49

Black

FEMALE

Asisn or Amer.Ind,
Hispanic Psc.Isl. Alaskan
1 J K

HNDCP

1(50.0)

L(50.0)
2

€8¢



NEBRASFA - Function 7: Hospitals & Sanatoriumg
Annual Total

a
Salary  (Oolumns)

Job Category “’A“’
Officlala/ 1. L4(0.46)
Admioistratorg %
4,
5. 10€0.3)
6. 38(1.1)
7 62(1.8)
8. 23(0.7)
TOTAL 147(4.3)
Professionals 9, 13(0.4)
10. 1(0.2)
11. 20(0.6)
12, 19(0.6)
13. 179¢5.3)
14, W)Elo.l)
15. 110(3.2
16, 27(0.8
TOTAL  515(15.2)
Tectmicians 17,
18. 82(2.4)
19,
20. 64(1.9)
2., 63(1.8)
22, 5(0.1)
23.
24,
TOTAL  214(6.3)
Protective 25.
Service 26.
27.
28.
29,
30,
31.
32.
TOTAL
Para 33.
Professionals 34, 99(2.9)
35. 485(14.3)
36. 473(14.0)
37, 387(11.48)
38. 10¢0.3)
39,
450,
TOTAL 1454(42.9)
Office 41, 1O
Clerical 42,
43, 90(2.7)
44, L34(4.0)
45, 61(1.8)
46.
47, 1(0)
48,
TOTAL  287(8B.5)

White Black
B c

12(1.1)

7%0. 7)
17(1.6})
33¢3.1)
21(2.0)
90(8. 4)

1(0.1)

5(0.5)

1(8.3)
1(8.3)
2(16.7)

38(3.5)

2(1.9)
11(1.0)
2(0.2)

53(4.9)

57(5.3)
12L011.3)
100(9.3)
102(9.5)

8(0.7)

1(8.3)
1(8.3)

388(36.2)

3(0.3)
9(0.8)
12(1.1)

24(2.2)

4(33.7)

6(50.0)

HALE *

. dstdn of Aret.ind,
l[lsgdnic Pac.lel, Alssken White
E F G

2(0.1)

3’0.1
21(0.9
25

34{2.4)

12(0.5)

2(0.1)

18(0.8)

1620. 7;

135¢6.0

1(25.0) 88(3.9
34(1.5

1(t2,5)
£(12.5)

1{12.5)

3(32.5) 9(0.4
1(12.5) 3(37.5) 1125.0) 314(14.0)
44(2.0)

YR
3(0.1)

160(2.1)

1€25.0)  41(1.8)
351(15.6)
367(16.3)
4(50.0)  2(25.0) 713(12.2)
1{12.5

) 1{0)

1(12.5)
1(25.0)

6(75.0) 2(25.0) 2{50.0) 1033(46.0)
1(0)

8723. 9;

125¢5.6

48(2.1)
1O

262(11.7)

Black
H

1(6.7)
1(6.7)

1(6.1
2(13.3)
1(6.7)
4(26.7)

1(6.7)

1(b.7

3(20.0)
1(6.7)
3(20.0)

2(46.7)

Hiaganic

1(6.3) 2

2(12.5)
3(18.8)
1{6.2)

FRMALE
Aslen or  Aosr.Ind,

1(25.0)
1(25.0)

1(25.0)

1(6.3)

3%

1(100.0)
1(25.0)

6(37.5)  1(25.0) 3Q100.0)

1(6.3)

£(6.3)

Pac.lal. Alaskan ROCP
J K

%8¢




Aonual
Salary

Job Categorv

Skilled Craft 49
51.
52.
53.

Service 57.
Maintenance 58,

TOTAL

TOTAL FULL TIeE

Officials/Adm 73.
Professionals 74.
Technicians 75.
Prot. Serv. 76,
Para-Prof. 7.
Off /Clerical /8.
Skilled Crafr 79.
Serv. Maint. 80.

TOTAL NEW HIRES

Total

(Columns)

(B-K)
A

)

3(0.1)
26(0.8)
52(1.5)
14(0.4)

95(2.8)

20(0.6)
377(11.1)
203(6.0)

71(2.1)

30.1)

674(19.9)

3386

4(0.6)
113(16.5)
35(5.1)

340(49.6)
38(5.6)
8(1.1)

147(21.5)

685

White
B

3(0.3)
19(1.8)
49(4.6)
14(1.3)

85(7.9)

L5(L.4)
107¢10.0)

264(22.8)
1071

(1.7
23(16.0)

91(50.3)

6(3.3)
49(27.1)

181

Black
c

128.3)
2(16.7

1(8.3)

4(33.3)
12

3(60.0)

2(40.09

MALE

Asian or Aret.ind.
Hispanic Pac.Isl. Ala;kan
D E

1€12.5) 2(25.0) 1(25.0)

1(12.5)  2(25.0) 1(25.0)
8 8 4
NEW HIRES

1{100.0)

1(100)

White
G

7(0.3)
3¢0.1)

10¢0.4)

4{0.2)
257(11.4)
128(5. 7;
21(0.9
2(0.1)

412(18.4)
2245

1(0.2)
81(16.9)
32(6. 7

237(49.4)
38(7.9)
2(0.4)

89(18.5)

480

Black
H

He-n
2(13.3)
15

2(40.0)

3(60.0)

FEMALE

Asian or Amer.Ind.

Rispanic Pac.lsl. Alaskan
I J K
7(43.8)
1(6.3)
8&50.0)
1 4 3
1(50.0)
2(28.6) 3(100.0)
5(71.4) 1(50.0)
7 2 3

HNDCP

c87



NEBRASKA - Function 8: Hedlth
Annual Total MALE

* FEMALE
Salaty (Colums)
Astdo ot Apei.Ind., Asian or Amer.lnd.
Job Cstegory (B-X) White Black Hlsganic Pac.181. Alasksn White Black Hispanic Pac.lsl, Alasksn HNDCP
A B c E F G 1 J K
Officials/ 1. 104(26.0) 85(39.7)  2(100.0) 15(7.5) 2(50.0)
Administratora %
{;: 2(0.5) 2(1..0
6. 4(0.9) 1(0.5) 3&1153
7. 22(5.1) 1527.0; 7(3.5)
8. 11(2.5) 115.1
TOTAL  143(33.0)  L12(52.3)  2(100.0) 27(13.4) 2(50.0)
Professionals 13. 18(4.2) 13(6.1) 1(50.0) 4(2.0)
1.
i% 19(:..1.) 8(3.7) 10(5.0) 1(25.0)
™ 78(18.0) 39&5.2) 38&15.8) ) 1(50.0)
15. 38(8.8) 30(14.0) 1(50.0) 7(3.5)
16. 2(0.5) 2(0.9) _
TOTAL  155(35.8) 92(43.0) 2(100.0) 59(29.2) 1(25.0) 1(50.0)
Technicians 17.
19
~0. 5(1.2 5(2.5)
2. 3((0.1; 321.5)
272,
2. 2(0.5) 1€0.5) 1(0.5)
2.
TOTAL  10(2.3) 1(0.5) 9(4.5)
Protective 25.
Service 26.
21.
28.
29,
0.
31,
32,
TOTAL
Para \ gi
Professi .
oreastona™e 35. 5(1.2) %8(53 2(28.6)
16, 30.7) 1(0.5) .
37, 7(1.6) 1(0.5) 4(2.0) 2(28.6)
18, 3(0.7) 1(0.5) 1{0.5) 1{14.3
39.
40,
TOTAL  18(4.2) 3(1.4) 10(5.0) 5(71.4)
Office 41, 1(0.2) 1(0.9)
Clerical 42,
eries 43, 41(9.5) 1(0.%) 18(18.8) 1(14.3)  1(50.0)
4, 46(10.6) 65(22.3)  L(25.0)
45, 11(2.5) L11(5.8)
46, 1(0.D 1(0.5)
47,
48,

TOTAL  100(23.1) 1(0.5) 96(47.5) 1(25.0) 1(14.3)  1(50.0)

982



Anousl Total HALE FEMALE
Salaty  (Columns)

_ ) Asfsh or Amef,tnd. daten or Amer,Ind,
Job Categoty (B-¥) ihite Black fepanic Pac.lél. Alagkan White Black Hispanic Pac,lsl. Alsskan HNDCP
A B’ c D E F c H 1 J K
Skilled Craft 49.
50.
51.
52.
53.
54. 1(0.2) 1 0.5;
gg. 4(0.9) 4(1.9
TOTAL 5¢1.2) 5(2.3)
Service 57.
Maiotenance 58,
59, 2 1(0.5) 1(14. 3)
0.
6L,
62.
63.
64.
TOTAL 32(0. 5 - ) ’ 2550.5) A 1;14.3) )
TOTAL FULL TIME 433 1. )
KW HIRES
Officiale/Adm 73. 1(2.5) 13.7)
Professtonals 74. £7(42.5) 10(83.3) 7525.9)
Tecbnicians  75. 2¢5.0) 2(7.1)
Prot. Serv. 76.
Para-Prof.  77. 102.5) 13.7M
. OfFf /Clerical 78. 18{45.0) 1(8.3; 16(59.3) 1(100)
Skflied Craft 79. 1(2.5) 1(8.3

Serv./Maint. 80.
TOTAL NEW HIRES 40 12 27 : L

L8T



NEBRASKA - Function 10: Commity Development

Job Category

0officials/

Administratora

Ancual
Salary

L.
2
3.
4.
5
6
7

[ ]
P i

Professionals 9.
10

Technicians

Protective
Service

Para
Professionals

Office
Clerical

Total
{Columna)

(B-X)
A

£2(11.8)

2(2.0)
17(16..7)
2(2.0)
33(32.4)
£(1.0)
L(1.0}
12¢11.8)
11(10.9)

25(24.5)

1(1.0)

1(1.0)

1(1.0)
1&1.0)
5(4.9)
1(1.0)

8(7.8)
1(1.0)

19

10(3.8)

White
B

1(2.8)
2(5.6)
14(38.,9)
1(2.8)
5(13.9)
7€19.4)
13(36.1)

£(2.8)

1(2.8)

Black
c

MALE *

Asian or Amer.Ind.

Hispanic Pac.lsl., Alasksn White Black
D E F G H

0.8 12D

33

5(10.4)

10100.0) 2(22.2)
1{100.0) 9(100.0)

152.1)
7(14.6)
4(8.3)

12(25.0)

1(2.1)

1(2.1)

1
l
1(100) bﬁﬂ.i

1(100.0) 7(14.6)

1€2.1)
4(8.3)
2(4.2)

7(t4.6)

FEMALE
Aslan or Amer.lInd.
Hispanic Pac.Isl. Alaskan HNDCP
1 J K

4(100.0)

4{100.0)

88¢

2(100.0}

2(100.0)



Anoual
Salary

Job Category

Svflled Craft 49.
51,
52.
53.

55.

Service 57.
Maintenance 58.

. TOTAL
TOTAL FULL TIME
Officials/Adm 73.
Professionals 74,
Techoicians 75.
Prot. Serv. 76.
Para-Prof. 71.
Off/Clerical 78.
Skilled Craft 79,
Serv. Maint. 80,

TOTAL NEW HIRES

Total MALE
{Colums)
(B-K) White Black H e
A B e B
1.0 1(2.8)
1(1.0) 1(2.8)
19(18.6) 5(13.9)
5(4.9) 2(5.6) 1(100.0)
24(23.5) 7(19.4) 1(100.0)
102 36 1
3(21.4) 1(12.5)
7(50.0) 5(62.5)
1(7.1)
3(21.4) 2(25.0)
14 8

4slen ot Amer.Ind.

Pac.1isl, Alagkén White
E

F

i¢lom

G

14¢29.2)

2(4.2)
16(€33.3)
48

1(20)
2(40)

1(20)

120y
5

Black
H

Hispanic Pac.1sl.

i

FEMALE

Asian or Amer.Ind.
Alagkan
J K

HCP

682



NEBRASYA - Function 11: Cottections ‘
Aooual  Total MALE * FEMALE
Salary . {(Colums) !

Job (B-K)  Whit Lac itispant g::'? i ﬁmim' Whit Black Mspanic Beror Miosbn” RGP
Cat: te Black c .1d1. -‘Alsskan (:} dc c .Isl. akan
e_goty A B C sBen E F G H sgan J K
Officialn/ 1.
Mministrators %
4,
5. 47(4.4) 39(5.6) 1¢3.4) 1(8.3) 621.9;
6. 44(4.1) 40(5.7) 1(3.4) 3(1.0
7. 41(3.8) 36(5.1) 2(6.9) 1(20.0) 250.6}
8. ’ 11(1.0) . 10(1.4) 1{0.3
TOTAL 143(13.4) 125(17.9) 4(13.8) 1(8.3) 1¢20.0) 12(3.8)
Professionals 9.
10.
11,
12, 8(0. 4(0.6 ! 4 1.3;
13. 9258.6 50(7.1 3 lO.J; 3(25.0) 120.0)  32(10.3) 3(33.3)
14, 62(5.8 36(5.1 3(10.3 23(7.4
15 3122.9; 25(3.6 1(3.4) 5(1.6
16. 10(0.9 4(0.6) 6(1.9)
TOTAL  203(19.0) 119¢17.0) 7(24.1) 3(25.0) 1(20.0) 70(22.4) 303.3)
Techniclians 17,
18,
19, 2%0.2) 2(0.3) S(L.6 LLLL
20. 9(0.8 3{0.4) . 1.
21. la(o.lo; 351.0; lill.l
2. 2(0.2) 200.3)
23,
24,
TOTAL  17(1.6) 7(1.0) B(2.6) 2022.2)
Protective 25.
Service 26,
27,
28. 43(4.0) 38(5.4) 13.4) 1(8.3) 250.6) 1(100.0)
29. 284(26.5)  219(3L.3) B8(27.6) 4(33.3) 2(40) 47(15.1) 4(44.4)
30. 65(6.1) 59(8.4) 3(10.3) 1(20) 2(0.6)
3%. 3(0.3) 3(0.4)
32. ’
TOTAL  395(36.9)  319(45.6) 12(41.4) 5¢41.7) 3(60.0) 51(16.3) 4{44.4) 1(100.0)
Para 33,
Professionals 34,
35. 11(1.0) 9(1.3) 1(3.4) 1(0.3)
36. !a2§3.9) 21(3.0) 1(8.3) 20(6.4)
37. 52(4.9) 29(4.1) 3(10.9) 1(8.3) 19¢6.1)
38. 4(0.4) 3(0.4) 1¢0.3)
19, 2(0.2) 200.3)
40,
TOTAL  111(10.4) 64(9.1) 4(13.8) 2(16.7) 41(13.1)
OfEice 41,
Clerical 42,
43, 41(3.8) 41213-1)
LT 50(4.7) 50(16.0)
43, 11(1.0) 11(3.5)
46,
47,
48,

TOTAL  102(9.5) 102¢32. 1

062



Job Category

Skilled Craft 49,
50

51.
52.
33.
54,
55.
36.

Service 57.
Maintenance 58,

Annual
Salary

“1OTAL

TOTAL FULL TIME

Officials/Adm 73.
Profesaionals 74,
Technicisns 75.
Prot. Secv. 76.
Para-Prof. 77.
Off /Clerical 78.
Skilled Craft 79.
Serv.Maint. 80.

TOTAL NEW HIRES

Total

(Columa)

(B-K) White Black

A B C

10(0.9) 9(1.3)

22(2.1) 21(3.0)

1(0.1) 1(0.1)
33(3.1) 31(4.4)

6(0.6) 2(0.3)
30(2.8) 11(L.6) 1(3.4)
28(2.6) 20(2.9) 1(3.%)
2(0.2) 2(0.3)
66(6.2) 35(5.0) 2(6.9)
1070 700 29
14@7.1) 13(9.5)
18(9.1) 8(5.8) 1(25.0)
6§3.0) 4(2.9)
69(34.9) 58(42.3) 1(25.0)
27(13.6) 23(16.8) 2(50.0)
23(11.2)
15(7.6) 15(11.0)
26(13.1) 16(LL.7)
198 137 4

MALE

Asian of Amec.lnd,
Hispanic Pac.IBl. Alsskan
b E F

1(8.3)
1(8.3)

1(100)

1(100.0)
12 1

NBW HIRES

1(25.0) ,
2(50.0) 1¢100.0)
1(25.0)

1¢100.0)
4 1 1

White
G

10.9

1¢0.3)

4(1.3)
16(5.1)
7(e.2)

21(8.7
312

6%12.0)

2(4.0)
8(10.0)
2(4.0)

23(4u.0)
9(18.0)

50

Black
H

FEMALE
Asien or Amer.Ind.

Hispanic Pec.Isl. Alsskan HNDCP
I J K
1(100.0)
1(100.0)
L L
1(100.0)
L

16¢



MEBRASKA - Function 12: Utilities & Transportation
Anqual Total MALE * FEMALE
Salary {(Colums)
Asian ot Amer,1nd. Aslan or Amer,Ind.
Job Category (8-K) Wnite Black Hlannic Pac.isl. Alaskan Whita Black Hispenic Pac.Isl. Alaskan HNDCP
A B C E F G H 1 J K

v Officiats/
Administrators

. 3(3.2) 3(4.4)

. 13(13.7) 13(19. 1)
8. 3(3.2) 3.
TOTAL  19(20.0) 1927.9

13, 14(14.7) 13(19.1 1(3.8)
14, 14(14.7) 14(20.6
15, 15(15.8) 14(20.6) 1t3.8)
16. 1(1.1) 1(1.5)
TOTAL  44(46.3) 42(6L.8) 0.1
Technicisans 17,

23 3(3.2) 3(4.4)

TOTAL 3(3.2) 3(4.4)
Protective 25,
Service 26,

30. 1{1.1) 1(100)
31, L{L.1) 1(L.5)

TOTAL 2(2.1) 1(1.5) 1{100.0)
Para 1.
Professionals 34

Office 41.
Clecical 42,
a3, 4(4.2) .9
44, 16(16.8) 1(1.5) 15(52.7
45, 5(5.3) 5(19.2)
46.
47, 1(L.1) 1{L.5)
48,
TOTAL 26(27.4) 2(2.9) 74(92.3)

6t



Anriual
Salaty

Job Categoty

Skilied Craft 49.
20

3.
52,
53.
34,
33,
56.

Service 57.
_Maiotenence 58,

TOTAL FULL TIME

Officiale/Adm 73.
Professionals ‘74,
Tectmicians 75.
Prot, Serv., 76.
Para-Prof. 77.
Off/Clerical 78.
Skilled Craft 79,
Serv., Maint. 80.

TOTAL PEId HIRES

Total
{Coiumna)

(8-k)
A

[T{}]

T

95

5(50.0)

1(10.0)
4(40.0)

10

White
B

1(L.5)

£(L.5)

68

5(83.3)

1(16.7)

Black
c

MALE

Asidn ot Amet.1dd,

filepanic Pec.Tél. Alaskas White
D

E F G

NBW HIRES

1003

Black
H

FEMALE

Asisn or Amer.Ind,
Higpenic Psc.1lsl. Alasksn
4 J K

HNDCP

£62



HEBRASKA — Puaction (4. Hrployment Security
Aorual tal

Salary (Colurwe)
Job Category (BRK)'
Officials/ 1.
Administrators §
i
5. 5(0.6)
6 28(3.3)
7. 87(10.3)
8 6

Professiondls 9.
10.
11,

TOTAL
Technicians

TOTAL
Protective
Service

TOTAL
Para
- Professionals

TOTAL
Office
Clerical

TOTAL

. {0.7)
TOTAL 126(15.0)

5
103(12.2)
5L(6.1)
55(6.5)

1(0.1)
215(25.6)

1(0.1)
3(0.4)

4(0.9)

6(0.7)
159(18.9)
96(11.4)

13(L.5)

274(32.6)

103(12.2)
6928.2)
22(2.6)

194(23.1)

White
B

12(3.9)

65{20.9)
1.9)

83(26.7)

34(10.9}
36(11.6,
40(12.9)
1(0.3)
111(35.7)

7(2.3)
2(0.6)
9(2.9)
1(0.3)
2(0.6)

3(1.0)

1{0.3)

52(16.7)

41(13.2)
8(2.6)

102(32.8)

2(0.6)

2(0.6)

MALE
Msian or Peet,ind,

Black . Hispanic Pac.lisl. Alaskan
[+ D E F
2(13.3) ;
4(26.7 1(100.0)
6(40.0) 1(100.0)
4(44.4)
4444, 4)
1(6.7)
1(6.7)
2(13.3) 4(44.8)
5(33.3) L(11.1)
7(46.7) 5(55.6)

White Black
G H

4(0.8)
13(2.8)
16(3.4)

33(7.0)

1(6.3)
1(6.3)

2(12.5)

10(2.1)
94(19.9)

14(3.0)

5(1.1)

96(20.3)

39(8.3)
5(1.1)

3(18.8)
10(63.0)

145(30.7) 13(81.3)

99(21.0)
65(13.8)
19(4.0)

1(6.3)

183(38.8) 1(6.3)

FeMALE
Asian or Amer.Ind.

Hapanic Pac.Isl. Alasken HNDCP

I J L4

1(7.7

wW7.n

5(38.5) )

1(25.0)

5(38.5) 1(25.0)
N
0
L

2(15.4)

2(15.4)

2(15.4) 2%50.03

2(15.4) 1(25.0

1(7.7)

5(38.5) 3(75.0)




Job Category

Skitled Craft 49.
50.
51.
52.
53.

Service 57.
Maintenance 58.

Annual
Salary

"ToTAL

TOTAL FULL TIME

Officials/Adm 73.
Professionals 74.
Techniciens 75.
Prot. Serv. 76.
Para-Prof. 77.
Off/Clerical 78.
Skilled Craft 79.
Serv. /Maint. 80.

TOTAL NEJ HIRES

Total

(Columa)

{8-8)
A

2(0.2)

2(0.2)

2(0.2
1(0.1)

3¢0.4)
841

5(4.4)
27(23.7)
6(5.3)

22019.3)
54(47.4)

114

White
B

1(0.3}

1(0.3)

311
15(50.0)
2(6.7)
13¢43.3)

30

Bleck
C

1¢6.7)

1(6.7)
15

2(66.7)

1(33.3)

MALE *

Aois ot Amet, lnd.
Hspamic Pac.lsl. Alaskan ihite Black
D E F G h

1(0.2)

1(0.2)

2(0.4)

2(0.4) .
. 472 16
Ned HImes
3(3.9)
11(14.5)
4(

5.

8(10.5)
50(65.8)

76

FEMALE

Asisn or Amer.Ind.

Hispanic Pac.Isl. Alssken HNDCP
1

J K

13 4

1(50.0)

1(50.0) 3(100.0)
2 3

66T



MEERASKA - Function 15: Otter
Anoual Total MALE *

Salary  (Goluame) latén ob Aet, tnd

FEMALE

Job Cat: (B-K) White Black Wepaiic Pac.181. Aladkad White Black
eeory A B c Bgm E F ¢ H
Officials/ L. 2(0.2) 2¢0.4)
Administratore %.
4, 5(0.5) 1(0.2) 3 o.s;
5. 15(1.4) 3¢0.7 12{1.9
6. 20(1.8) 1E@.5 951.5)
7. 144{13.1) 105¢23.4) 2016.7) 2(50.0) 35(5.7)
8. 21(1.9) 20(4.5) . 1{0.2)
TOTAL 207(18.8) 142(3t.D) 2016.7) 2(50.0% §0(9.7)
Professionals 13' 183(16.6) 35(8.0) 1(25.0) 142¢22,9)
1l. 9(0.8) 3(0.7) 6(1.0)
12. 1 0.1; 1(0.2; )
13. 59(5.4, 18(4. 0! 1(8.3) 1025.0) 3856.1) 1¢10.0
14, 100(9.1) 46(10.3) 3(25.0) 50(8.1) 1{10.0
ig. 122%13) 8{2695;) 3(25.0) 37(5.0) 1(10.0)
482(43.7y  192(42.9) 7(58.3) 2{50.0) 213(44. 1) 3(30.b)
Techoicians 17.
18.
19. .
20. Bil.Z) 6(1.3) 1(50% 6(1.0;
21. 16(1.5) 13(2.9) 1(8.9) 2{0.3
22, 24(2.2) 20(4.5) £(0.6)
gz. 1(0.1) 1(0.2)
TOTAL  54(4.9) 40(8.9) 18.% 1{50.0) 12(1.9)
Protective 25,
Service 26. )
22, 100.1) 1(0.2)
28,
29,
30.
3L,
32. 1(0.1) 1(0.2)
TOTAL 2(0.2) 2(0.4)
Para 33. 1(0.1) 1(0.2)
Profesaionals 34. 200.2) 2(0.3)
35. 20(1.8) 5(1.1; 1552.4;
36. 11(1.0) 4(0.9 6(1.0 1(10.0)
37, 16(1.5) 2(0.4) 12(1.9) 1(10.0)
38, 2(0.2) 2{(0.3)
39.
40,
TOTAL  52{4.7) 11(2.5) 38(6.1) 2(20.0)
Office 41.
Clerical 42, 2(0.2) 2(0.3)
43, 82(7.4) 3(0.7) 79(12.8)
44, 88(8.0) 86(13.9) 1(20.[);
45, 32(2.9) 1(0.2) 30(4.8) 110.0
46, 2(0.2) 2(0.3)
47.
48,
TOTAL  206(18.7) 4(0.9) 199¢32.1) 3(30.0)

Asisti ot Amer.Ind,
!tisgmic Pec,.1sl. Alaskan HNDCP
J K

1(20.0)

1(20.0)
2(40.0) 1(100.0) 1(L00.0)

1(20.0)

3(60.0) 1(100.0) L{100.0)

1(€20.0)

1(20.0)

962




Anpudl  Totsl MALE * FEMALE
Sala Colunnd )
7 ) Asian of Amet.lod. Asfan or Amec.Ind.
Job Category (B-K)  White Black Hispanic Pac.lsl. Alaskan White Black Hispanic Psc.lsl. Alagkan HNDCP
B C D E F G H 1 J K
Skilled Craft 49.
50.
5L. 5(0.5) 4(0.,6) 1(10.0}
52. 16(1.5) 10(2.2) 5(0.8) £(10.0)
53. 6(0.5) 6(L.3)
54. 4(0.4) 4(0.9)
55. 1(0.1) 1(0.2)
56.
TOTAL 32(2.9 2L(4.7) 9(¢1.5) 2(20.0)
Service  57. 16(1.5) 4(0.9) 12(1.9)
Maintenance 58. L(0. 1) 1(0.2)
59. 28(2.5) 14(3.1) 1(8.3) 1(50) 12(1.9)
60. 15(1.4) 10(2.2) 1(8.3) 4(0.6)
6L, 550.5) 5{1.1
62. 2(0.2) 2(0.4
2.
TOTAL 67(6.1) 36(8.0) 2(16.7 1(50.0) 28(4.5)
TOTAL FULL TIME 1102 448 12 4 2 619 10 5 1 1
NEW HIRES
Officials/Adm 73. 12(8.1) 8(15.7) 4(4.3)
Professiongls 74. 52(34.9) 20(39.2) 2(50.0) 29(31.5) 1(50)
Tecbnicians 75. 825.4; 6(11.8) 1(25.0) 1(L.1)
Prot. Serv. 6. 2¢1.3 2(3.9)
Para-Prof. 17. 9{(6.0) 3(5.9) 6(6.5)
Off/Clerical 78. 49(32.9) 2(3.9) 46(50.0) 150
Skilled Craft 79. 6(4.0) 4(7.8) 2(2.2)
Serv. Maint., 80, 11(7.4) 6(11.8) 1(25.0) 4(4.3)

TOTAL NBW HIRES 149 51 4 9 2

L62






TBTZB6L 33kadb HNTLNINA LNAHWAADD *S'n

156 4/LEa-gzs

Annual Total
Salsry  (Columhs)
Job Category (B;F)
Skilled Craft 49.
50.
51.
52.
53.
54,
55,
56.
TOTAL 1223(8.2)
Service 57.
Maintenance 58.
59,
60.
61.
62.
63.
64,
TOTAL 1695(11.3)
TOTAL FULL TIME 14981
officials/Adm 75, 85(4.1)
Professionals 76. 360(17.4)
Tecimicians 77. 100{4.8;
Prot. Serv. /8. 10B(5.2
Pata-Prof ., 79. 519(25.0)
Off/Clerical 80, 430520.8)
Skilled Craft 8l. 192(9.3)
Serv. Maint. 82. 278(13.4)
TOTAL NEW HIRES 2072

White
B

115L(14.4)

89L(L1.1)
8010(53.5)

61(6.9)

131(14.9)
882(42.6)

Black
C

9(7.3)

18(14.6)
123(0.8)

3(12.5)
5(20.8)

26-3
6(25.0)

2(8,3)
5(20.5)

24(1.2)

MALE

Hispariic Pac.isl. Alagkan
D E F

6(8.5)

5(7.0)

Asian ot Avef.Ind.

6(22.2)

White
G

1£2.9)  54(0.8)

5(14.7) 752(11.5)

Black
H

2(2.0)

5(5.0)

71(0.5) 27(0.2) 34(0.2) 6513(43.5) 101(0.7)
NEW HIRES

1(9.1)
3(27.3) 2(31.3)

.

1(9.1
1(9.1)

3(27.3)

109.1)
11¢0.5)

4(66.7)
6(0.3)

1(20.0) 17(1.6) 2(12.5)
2(40.0) 174(15.9) 3(18.8)
59(5.4,
1(20.0) 14 {1.3;
298(27.2) 3(18.8)
394{36.0 7(43.8)
12(11.0
1¢20.0) 128(11.7) 1¢6.3)
5(0.2) 1096¢52.9) 16(7.7)

Hispaoic
1

10(L4.9)

67(0.5%)
5(26.3)
1(5.3)
2(10.5)
6(31.6)
5(26.3)

19(0.9)

Agldn or
Pac.1sl.
J

2(14.3)
14(0.1)
1(33.3)
1(33.3)

1(33.3)
3(0.1)

FEMALE
Aver.1nd,

Alaskan  HNDCP
K

L(4.8)
21€0.1)

1{10.0)

4(40.0)
4(40,0)

1(10.0)
10(0.5)

66¢C








