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TI-IE UNIIBD STATES COMMISSION ON CIVIL RIGHTS 
Tue United States Coomission on Civil Rights, created by the Civil Rights Act 
of 1957, is an independent, bipartisan agency of tne executive brancn of toe 
Federal Government. By the terms of the act, as amended, the C,oamission is 
cnarged witn cne following duties pertaining to discrimination or denials of 
the equal protection of the laws based on race, color, religion, sex, age, 
nand1cap, or national origin, or in the administration of justice; 
investigation of individual discriminatory denials of the right to vote; study 
of legal developments witn respect to discrimination or denials of toe equal 
protection of the law; appraisal of the laws and policies of the United Staces 
with respect to discrimination or denials of eoual protection of the law; 
rnaioteoaoce of a national clearinghouse for information respecting 
discrimination or denials of equal protection of tne law; and investigation of 
patterns or practices of fraud or disc·rimination in the conduct of Federal 
elections. Toe C.a:rmission is also reouired to submit reports to the President 
and the Congress at such times as cne Ccmnission, the O:>ngress, or the 
President shall deem desirable. 

THE STATE ADVISORY cnMITTEES 
An Advisory Coomictee to the United States Coomission on Civil Rights has been 
established in each of tne 50 States and the District of O:>ll.lllbia pursuant to 
section 105(c) of the Civil Rignts Act of 1957 as amended. Tne Advisory 
Coomittees are made up of responsible persons who serve without compensation. 
Tneir functions under their mandate from the Cc:mnission are to: advise toe 
Coomission of all relevant information concerning their respective States on 
matters within the jurisdiction of tne Ccmnission; advise the C,amtission on 
matters of mutual concern in the preparation of reports of the C'.oomission to 
the President and tne Congress; receive reports, suggestions, and 
recoomendations fran individuals, public and private organizations, and public 
officials upon matters pertinent to inQuiries conducted by the State Advisory 
Coomittee; initiate and forward advice and recoomendations to tne Carmission 
upon matters in wnich the Carmission snall request tne assistance of tne State 
Advisory Cammittee; and attend, as observers, any open hearing or conference 
whicn the Coomission may nold within tne State. 
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STATE GOVEIDl-1ENI' AFFIRMATIVE ACTION IN MID-AMERICA: AN UPDATE 
--A report prepared by the Iowa, Kansas, Missouri and 
Nebraska Advisory Ccmnittees to tne United States Ccmnission 
on Civil Rights 

ATIRIBlITION: 
The findings and recoomendations contained in this report 
are those of the Iowa, Kansas, Missouri and Nebraska 
Advisory Ccmnittees to the United States Comnission on 
Civil Rights and, as sucn, are not attributable to tbe 
Ccmnissioo. 'Ibis report nas been prepared by the State 
Advisory Ccmnittees for submission to tbe Ccmnission and 
will be considered by the Ccmnission in formulating its 
recoomendations to the President and the U>ngress. 

RIGHI' OF RESPONSE: 
Prior to the publicatioo of a report, the State Advisory 
Caimittees afford to all individuals or organizations that 
may be defamed, degraded, or incriminated by any material 
contained in the report an opportunity to respond in writing 
to such material. All responses have been incorporated, 
appended, or otherwise reflected in this publication. 



IEITER OF 'IRANSMI'ITAL 

Iowa, Kansas, Missouri and Nebraska 
Advisory Coomittees to the U.S. 
Ccmnission on Civil Rights 

March 1982 

MFMBERS OF THE CXMflSSION 
Arthur S. Flenming, Chairman 
Mary F. Berry, Vice Cbairman 
Stepben lbrn 
Blandina C. Ramirez 
Jill S. Ruclcelsnaus 
Murray Saltzman 

Jobn Hope III, Acting Staff Director 

Dear Coomi.ssioners: 

'lbe Iowa, Kansas, Missouri and Nebraska Advisory Ccmnittees submit this 
report on their review of State Government affirmative action efforts in their 
States. Tnis report is an update of our 1978 report on the same subject. 

'!be Coomittees found tnat there was a wide variation in tne quality of 
State leadersnip in the develop:nent of State agency affirmative action plans. 
'Ibey urge the States of Iowa, Missouri and Nebraska to consider using
materials prepared by the Kansas Department of Administration for agency 
technical assistance in the preparation of affirmative action plans. 

Tbe Ccmnittees fotmd tnat there was a wide variation in tbe quality of 
reviews provided by State canpliance agencies in the evaluation of State_ 
agency affirmative action plans. Tbey urge tne States to ensure that their 
units responsible for reviews of agency plans have resources to perform the 
kind and auality of evaluations prepared by the Kansas Department of 
Administration. 

The Advisory Coomittees note that self-evaluation is generally the weakest 
element of tbe agency affirmative action plans reviewed for this study and 
that evaluation procedures vary widely, even within States. The~ urge that 
agencies in the States work together to develop a ca:rm:>n evaluation strategy 
and that agencies with basically similar functions and personnel ~roblems 
could devise cCJI1IDn evaluation devices particularly suited to their coomon 
needs. 

'!be Advisory Q:mnittees note that there was wide variation in the 
developnent and implementation of goals and timetables to remedy 
underutilization. 'Ibey urge tnat all State agency plans include goals and 
timetables to correct identified underutilization and that these should be 
sufficiently detailed to allow evaluation at regular intervals. Data should 
be appended to these to show the statistical evidence on which tbey have been 
set and to show tnat they constitute reasonable efforts. 
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Because of deficiencies in tne work force analysis of larger agencies, the 
Advisory C,oomittees note their proposed remedial actions may be either 
overkill or insufficient. '!be Advisory Coomittees 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 other portions of 
the agency be lunped together to form a subunit or suounits of 20 or IOOre 
persons for analytical purposes. 

'!be Advisory C,oomittees coomend all four governors for their success to 
date in appointing minorities and wanen to "top jobs" but urge that efforts to 
appoint minorities, wanen, tne handicapped and older persons to such joos 
should continue. 

Tne Advisory Carmittees also nave findings and recannendations regarding 
individual States. These cannend the successes that are evident in State 
affirmative action planning efforts and especially the gubernatorial 
initiatives. 'Ibere also are specific suggestions for improvements in the 
affirmative action process for the States of Iowa, Missouri and Nebraska. 

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

Respectfully, 

LEE B. FURGERSON, Chairperson
Iowa Advisory Coomittee 

BENJAMIN H. DAY, _Chairperson 
Kansas Advisory Carmittee 

JOANNE M. OOLLINS, Chairperson 
Missouri Advisory Cannittee 

SHIRLEY M. MARSH, Chairperson 
Nebraska Advisory Qmnittee 
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1his report was produced with the assistance of the C.aunission's c.entr~l 
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. F.sparza, Esq. Support services were provided by Jo Ann Daniels and 
Gloria M. O'Leary. '!be work of c.sRO is guided by the Regional Director, 
Melvin L. Jenkins. Field operations are under the overall supervision of John 
Hope III. 'lbe staff of the Publications Support Center was responsible for 
final preparation of this docunent for publication. 
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Executive Sl.lllDBry 

In June 1978, the Iowa, Kansas, Missouri and Nebraska .Advisory Caxmittees 

to the U.S. Chmdssion on Civil Rignts published tneir study, State Govenment 

Affinnative Action in Mid-America. At that time tney concluded tbat tbe 

recruitment efforts of States needed to be strengthened. At tbat time they 

found little evidence tbat States or agencies attempted natioowide or 

regionwide searches for the best Qualified candidates, although good personnel 

practice would dictate such searches both to maintain high standards in the 

public service and to produce adeouate representation of minority and female 

candidates. '!be Advisory Ccmnittees also pointed out that few State agencies 

bad taken the necessary steps to create entry level positions that would serve 

as the bottom rung of career ladders for the disadvantaged, although these 

were necessary if the many minorities and wanen wbo lack previous job 

experience or training were to be brought into the public service. 'lbe 

Advisory Coomittees concluded that many State agencies underutilized 

minorities and women in their work forces, that affirmative action programs 

were not uniformly effective and that mst agency affirmative action plans did 

not match the standards set by the Advisory Ccmnittees, much less the 

standards established by private sector employers. 1 

The Advisory Coomittees decided, in late 1980, to review wbat progress bad 

been made in State efforts to praoote equal employment opportunity in State 

goverr:ment since their 1978 report. To do so they requested data on 

employment patterns and the employment practices of State agencies. 'Ibey also 

sought to obtain information on gubernatorial appointments to "top jobs," as a 

measure of the efforts that are totally within tbe control of the States' 

governors. 'Ibis report is based entirely on the data supplied by the 

governors and on their cooments to a draft report circulated in October 1981. 

ix 



'The Advisory Cmmittees have incorporated in this final draft of the report 

all C<Jim?ots, correctioos and roost suggestions made by representatives of the 

governors. Tne governors were asked, as a part of their review of the draft 

report, to verify the accuracy of the tables. All errors reported by their 

representatives have been corrected. 

In Olapter one of this report the Advisory Ckmnittees explain the 

rationale for their data analysis and the techniques used to evaluate the 

affirmative action programs.(Readers may wish to review that chapter to 

ooderstand the terminology used in this sunnary.) 

In Olapter two, the. ~"1 - ~ 't1' tarm'ittees review the l egal bases for 

affirmative actioo ef forts in tne public sector. 

In Olapter three, t he Advisory Coomi ttees review sane of the data on the 

four States in a ccmparative setting. Table 3-2 canpares utilization of 

minor ities and wcmen in State gove~nt with their availability as measured 

by t he 1970 census and 1978 estimates of the private sector labor force. It: 

shows t hat t he State of Kansas has exceeded both labor force estimates in the 

utilization of black and Hispanic men. Only Nebraska shows any significant 

underut ilization of white wcmen. Table 3-3 canpares the percent disparity 

bet ween t he utilization of workers in the total State work force and the 

utilizat ion in each of the 15 functional work forces for which the States make 

report s to t he U.S. Egual Emplo~nt Opportunity Cmmission (EEOC). Table 3-4 

shows a remarkably high percentage of disparity for administrators and a 

generally lower , but far frcxn nil percentage for professionals in all four 

Sta~es. Tnis s tatistic reflects only the difference in utilization between 

the State goverrxnent as a whole and the agencies whose work forces are 

included in each of t he f unctions. It is a surrogate for canparisons to the 

potentially avai labl e labor force data that are unavailable f r cxn published 
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sources. '!be Advisory Cannittees wonder wny the implementation of affirmative 

action plans has not reduced or eliminated tnese disparities. 

The Advisory Cannittees compare sane elements of tne affirmative action 

plans of State agencies in Tables 3-8, 3-9 and 3-10. 'lbese show how few plans 

in any of the four States contain the essential elenents for pranoting 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 ooderutilization that has been identified. Although tne 

elements of a recruitment effort are present to a greater degree, few plans 

contain coomitments to develop~ nondiscriminatory selection procedure. 

Generally agencies were coomitted 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 reouiring the develoµnent and 

implementation of affirmative action plans and procedures. 'lbe Governor's own 

pattern of appointments sbows a consistent increase year by year in the 

proportion of minorities and wcmen. Tbus, in 1980 32 percent of his 

appointments were wanen and 6.3 percent were minorities. 

Utilization of black men in the State work force is identical to tne 

availability reported in the 1970 census of population but less tnan that 

reported to EEOC for 1978 by private sector employers. Utilization of 

Hispanic men is below both estimates. Utilization of white wan.en is above 

both estimates. Utilization of black and Hispanic wanen is equal to the 1978 

estimate and above the 1970 census. 

Altbougn 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 tbe measure. In many functions White wanen and/or minorities, whether 

male or female, did not get hired for administrative or professiooa1 

positions.{See Tables 4-3 to 4-8) 

Tbe affirmative action plans of Iowa State agencies (See Tables 4-9 and 

4-10) contained many good elements but also were deficient in many respects. 

No State agency bas a formal coordinating role. i'be Iowa Civi1 Rights 

Ccamission does have one staff person wbo reviews agency plans and prepares a 

s1.111Dary report. 

Affirmative action planning in Kansas was initiated by former Governor 

Robert Bennett in 1~75. In 1980 Governor Jotm Carlin issued a new order tnat 

improved tbe practices. At the statewide level, Kansas had the best 

affirmative action effort in the region. Its level of coomitment reflected in 

its 1980 plan, its implementing procedures and the resources allocated to 

review and evaluation were incanparable. Many of the difficulties attributed 

to individual efforts by State agencies may have been the conseQuence of a lag 

between statewide initiatives and their implementation at the agency level. 

A substantial nuli>er of gubematorial appointments have gone to minorities 

and wanen. 'lbe proportion of such appointments is also significant. 

The State bas been remarkably successful in utilizing minorities and wanen 

at levels above the availability indicated in tbe two measures of labor force 

availability. Tbus, to sane extent, disparities noted for Kansas based on 

canparisons between State work force utilization and functional worlc force 

utilization reflect a bigner standard than tbat applied in other States wnere 

there are OX>re race/sex groups whose utilization in the State worlc force is 

significantly below that in tbe two available labOr force measures. 

Nonetheless, many functions were utilizing minorities and wanen at levels 
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significantly below that of the State as a whole. White men continue to 

daninate both administrative and professional job categories. Sane 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 perhaps as 

significant, in general tbe relative utilization of minorities and wanen in 

tbe work force was increasing due to new hires. lbwever, the proportion of 

new hires in tbe better jobs was not increasing. One possible explanation for 

this is that minorities and wanen are pranoted rather than newly hired and 

thus not reported in the EEOC statistics. 

'Ibe affirmative action plans (UX>st predated tbe new executive order and 

implementing docunents noted above) had sane good elements but also many 

significant deficiencies.(See Tables 5-9 and 5-10) 

1be State's equal employment opportunity office was the most sophisticated 

in the region. It reported detailed procedures for review and evaluation of 

agency efforts. It also reported on a large nUJDer of reviews of agency 

efforts. 'Ibis is not surprising, since the agency had a large budget and 

sufficient staff. 

hi appendix to the Kansas chapter sunnarizes the efforts of the six Kansas 

State agencies reviewed by the Advisory C',cmnittee in 1978 to improve their 

affirmative action efforts. 

Missouri's affirmative action efforts, like those in Kansas, were in 

transition while this report was 0 being prepared fran an order issued by former 

Governor Joseph Teasdale to one issued by the current Governor, Christopher S. 

Bond. 1be 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 that agencies undertake a 

recruitment program to reach underutilized groups of potential wor~ers. Tile 
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new order does not reQuire that applicant flow data be maintained. The new 

order appears to strengthen the role of tbe State affirmative action officer 

by giving her authority to reauire any necessary revisions in agency pl.ans, 

but it is too soon to know whether this will happen since new plans were not 

due until November 1981. 

Missouri's affirmative action officers in both administrations reported a 

variety of informal activities such as the sponsorship of conferences and 

brealcfast meetings, establistrnent of a resune clearingnouse, an interstate 

network, liaison with camwnity groups, maintenance of a resource center, 

forms redesigning. Governor Teasdale's aide reported that there nad been 

"sane significant but not necessarily dramatic progress" in opportunities for 

minorities and wanen. Both former Governor Teasdale and Governor Bond 

reported a significant nllli>er 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 sane significant •disparities between the two labor force 

measures and the State worlc force. (See Tables 6-1, 6-2 and 6-3) Only agencies 

involved in health care (other than hospitals) were likely to use minorities 

and wanen at greater than the State proportions, all others were likely to 

utilize them in proportions less than the State proportions. (See Tabl.e 6-3) 

While the disparity calculations for different job levels raise quest ions, 

these are not about discrimination of the kind that would be evident in 

disparate utilization within each ethnic group. For many ethnic groups, the 

new hire rates indicate their opportunities are increasing, although not at 

the administrator level.(See Tables 6-5, 6-6, 6-7 and 6-8) 

'Ibe affirmative action plans of most State agencies were very tnin and 

incanplete in 1978 and remained so in 1981. Few had 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 Coomissioner. In 1981 her 

office cost the State abOut $46,710. Because she had held her post for only 

six IIX)nths When this report was drafted, it is impossible to assess her 

accanplistments. 

Of the four States, Nebraska has made the largest improvement in its 

affirmative action efforts since the 1978 review. '!be significant measures to 

prcxnote equal employment opportunity introduced by Governor Olarles 'nJOne and 

the Nebraska legislature have resulted in the developnent of a meaningful 

affirmative action program in the State and in many of its agencies. 

'!be administrator of the State's affirmative action office reported that 

the Governor bad appointed a significant nllllber of minorities and wanen to 

State boards and ccmnissions and to "top jobs." 

Canparison of the State work force to two labor force measures sboWed that 

many race/sex groups were utilized at levels significantly less than their 

indicated availability. Minorities and wanen were less disparately 

represented in service/maintenance jobs than in other jobs. Wnite wcmen were 

noticeably underrepresented in bath administrative and professional jobs. 

Although in quite a few functions, minorities did not hold either 

administrative or professional jobs, the patterns were less apparent.(See 

Tables 7-3 to 7-8) 

'lbe pattern of new nires indicated an overall increase in the utilization 

of minorities and wanen. 'Ibe pattern within better jobs for minorities was 

not clear. 
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Significant anissioos fran the affirmative action plans submitted for 

review are noted by tbe Advisory Qmnittee. However, tne State administrator 

of· tbe affirmative actioo office noted tbat many of these plans have been 

subseauently improved following submission and that sane elements reviewed by 

tbe AdVisory Caon:ittee as missing bad been done but not formally reported. (See 

Tables 7-9 and 7-10) 

'lbe administering agency was established only in 1980. Since tnen it bas 

undertaken a variety of measUt'es to implement the State' s affirmative action 

progran. It bas a relatively small staff and budget. 
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l. Iowa, Kansas, Missouri and Nebraska Advisory Qmnittees, State Government 

Affinnative Action in Mid-America (June 1978), pp. ii-iii; 49-51. 
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l. INIRODUCTION 
l' 

Tne Iowa, Kansas, Missouri and Nebraska Advisory Q:mnittees reviewed their i 

State governments' affirmative action efforts in a 1978 report, State 

Government Affinnative Action in Mid-.America. But since much of the data for 

that report covered 1975 and 1976, by 1980 it seemed to them that a review of 

subsequent developments would be appropriate. To accanplish this, wnile 

imposing a minimal burden on State officials, the Advisory C<mnittees 

requested copies of affirmative action plans of larger State agencies and 

information about the affirmative action efforts of smaller ones. The 

C,cmnittees asked toe Governors of the four States to cannent on changes in 

affirmative action efforts since tbe 1978 report and to provide informatioa 

about gubernatorial affirmative action efforts, including policies and 

appointments. 'lbe States were asked to provide copies of forms they submit to 

tbe U.S. EQual Employment Opportunity c.annission which detail hiring by 

category, salary range, race and sex for each functional activity of State 

government. Most of this information was supplied by the States by the end of 

December 1980. 

Transformation of the data into uniform patterns across the four States 

!
I,took approximately six months. Most of this time was spent condensing the 
I 
I 

employment scatistics fran the S.M.S.A. level to statewide level and 
i 

calculating percentages of a:nployees in each category. A revised assessment 

instrunent for reviewing affirmative action plans was developed and used to 

answer Questions about the content of each of 57 State agency plans fran 

larger agencies. 

The report includes a chapter on the legal bases for affirmative action, a 

comparison of efforts by the four States, and analysis of each State's 

efforts. As many of the coaments oo State efforts provided by representatives 
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of tbe four Governors as possible are included in tne chapters on each State. 

Since tbe volune of cam,entary varied widely f ran State to State. the amount 

included also varies. Because of tbe changes in methodology detailed below, 

it is possible to malce ooly limited canparisons between what was said in 1978 

and wtJat is now. Wherever it seemed appropriate. canparisons are made. 

'Ibis report is based entirely on data supplied by tne governors and on 

their caro,ents oo a draft report circulated in October 1981.. Tne Advisory 

CcmnitteeS have incorporated in this final report all ccnments. corrections 

and JOOSt suggestions made by representatives of the governors. The governors 

were asked as part of their review of the draft report. to verify the accuracy 

of tbe tables. All errors reported by their represeotatives have been 

con-ected. 

DefinitiODS 

Tbe following terms are used throughout the report. 

1. Labor force - People who are actually available or potentially available 

for worlc. In this report two definitions of tne labor force are used. 

o,e is based on the numer of persons in each occupation job category 

reported in tne 1970 census of population. (This is sometimes called tbe 

1970 work force - but not in tbis report) 'Ibe other is the nunber of 

persoos in each job category reported by private sector emp.Loyers to tne 

U.S. F.Qual Employment Opportunity Qmnission in 1978. (This is sanetimes 

called the 1978 private sector work force - but not in this report) 

2. Worlc force - '!be nuJber of persons actually employed by State governnent • 

.State work force is the total nunber of State employees. Function work 

force is tbe nWlber of State workers who perform a particular function. 

3. Function - A function is a category used by , the U.S. F.Qua J. Emp.toyment 

Opportunity Qmnission to describe the activity of State government. 
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n>ere are 15 such functions ranging from Financial Administration to Fire 

Protection to a category that covers unnamed activities called "Other." 

Usually eacn State agency fits one function, but parts of larger agencies 

might be in different functions. Readers may wish to refer to the nunbers 

of particular functions in looking at tne tables in this report. Tbese 

are: 

1. Financial Administration and General Control 
2. Streets and Highways 
3. Public Welfare 
4. Police Protection 
5. Fire Protection 
6. Natural Resources; Parks and Recreation 
7. Hospitals and SanatoritmS 
8. Health 
9. Housing . 

10. Coomunity Developnent 
11. Corrections 
12. Utilities and Transportation 
13. Sanitation and Sewage
14. Employment Security
15. Otner 

4. Job Category - A job category is a U.S. F.aual Employment Opportunity 

c.cmnission description of a range of occupations. 'lbere are eignt such 

categories used to describe public employees. 1bese are 

Officials/Administrators, Professionals, Technicians, Protective Service 

Workers, Paraprofessionals, Office/Clerical workers, Skilled Craftspeople 

and Foremen and Service/Maintenance workers. 

5. Net score is calculated by determining the absolute number of functions 

where utilization is greater or lesser than that in the State work force 

by +/-20 percent (assigning a +l for greater, 0 for tne same, -l for 

lesser) for each ethnic group. NR. (none in category) is scored -1, except 

Where the State work force proportion is less than 0.1 percent, wnen it is 

scored O. Disparity is the difference between the net score for white 

males and that of each other ethnic group. Percent disparity is 
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calculated by dividing the actual disparity by t:he maxi.mun possibl.e 

disparity wtdcb is twice tbe nUJDer of functions in which the State 

enploys workers. 1 

6. State agencies report oo their utilization of workers f ran 10 ethnic/sex 

groups. 1be following is a list of those groups and t:he abbreviations used in 

many of the tables of this report: 

White male - l-M 
Blaclc male - BM 
Hispanic male - lM 
Asian or Pacific Islander male - AM 
American Indian or Alaskan Native male - AIM 
White female - WF 
Biaclc female - BF 
Hispanic female - HF 
Asian or Pacific Islander female - AF 
}lnerican Indian or Alaskan Native female - AIF 

7. Where no person fran a given ethnic/sex group is in a particular ce1l. of a 

table in tbis report, the notation NR is used. 

Data MetbOdol.ogy 

It 1s, of course, impossible to "prove" discrimination simply on t:he basis 

of statistical disparities. What Suell disparities show is t:hat: there are 

questions which need to be answered as to Whether there is any discrimination 

and wt,etber as much is being done as can be done to ensure the emp.loyment: of 

Qualified minorities and wa:nen. 

1t1 tne following paragraphs the Advisory Carmitt:ees review tne methodology 

they used in the preparation of this report. These include acme methods 

utilized in tbe 1978 report and sane revised procedures based on cooments made 

by State officials about the 1978 report. The Advisory c.annittee does canpare 

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

For analysis of the fUI1Ctional work forces, the Advisory Conmittees compare 

State worlc force to function work force (as they did in 1978). To ana.l.yze 

utilization within job categories, the Advisory C,annittees adopted a change 10 
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methodology aod utilized the proportioos of persons in each ethnic group in 

eacn job category rather than the proportions of persons in the function work 

force in each job category. 

kl obvious starting point for any analysis of statistical disparity is to 

ccxnpare the State \tX>rk force (the total of all persons actually employed in 

State govercment) with the State labor force (the total of all persons 

actually employed in canparable job categories by all employers in the 

State). Io fact, this presents sane difficulty. As the Advisory Cioomittees 

in Region VII nave repeatedly noted, 2 the published data on the State labor 

force does not contain categories identical to tbose used to analyze State 

goverrment. Tbus, any canparison other than that of total work force to total 

labor force are, at best, very rough approximations. The Advisory Q:mnittees 

nave decided that the standard for analysis of any portion of the State work 

force will be the (total) State \tX>rk force, although the proportion of 

minority or female workers in the State work force is not always roughly 

similar to the proportion of minority or female workers in the State labor 

force. This method was used in the 1978 study of the various State agencies 

and is used here in the analysis of the work forces in the 15 functional 

categories reported by the States to the U.S. Equal Employment Opportunity 

Qmmission on form EE0-4. 'Ibis form of analysis makes it possible to canpare 

like with like rather than rely on labor force data Whose categories are not 

identical to the State's. 

Io the four States in this region tbe proportions of minorities are so 

much smaller than the proportion of white males that it would be unreasonable 

to expect eoual proportions of White males and other minority groups in each 

job category. 'lbere is no obvious statistic to make canparisons. In 1978 the 

Advisory Ccmnittees attempted tb resolve this by using as a measure of 
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eciuality/ineQuality tbe nunber of persons of each race/sex group in eacb job 

category diYi.ded by the m.11t>er of persons in the total agency work force. 

'Ibis did not effectively resolve tbe problem. In the present: study, t:be 

Advisory Qmnittees have cbosen instead to use the proportions of t:be total 

agency work force £ran eacb race/sex group who are in each job category. 

Our new statistic is not entirely free of problems due, in part, to 

historical factors. In tne real world, past discrimination has resulted in a 

skewing of tbe minority and female portions of the labor force toward lower 

paid and lower status jobs. It would be unreasonable to be.lieve that this 

pattern does not affect State work forces. 3 1bus our new statistic, like 

tbe old~ reflects what should be rather than what is. 4 Nevertheless, 

Advisory Cannittees have taken the position that public employers have an 

obligation, in the context of sound merit employment practices, to take a.Ll 

possible steps to ensure tbat, with the rise in availability of minorities and 

wanen with skills and desires to move into "better" jobs, they are not 

excluded, as they were in tbe past, simply because of prejudice. The Advisory 

C<Jnnittees do not believe tbat all disparity in tne dist:ribut:ton of workers 

will be eliminated in the imnediate future. But they do believe that State 

governnents have an obligation to be aware of the disparities and seek to 

reduce them. • By focusing on tne proportion of workers in eacn category fran 

each race/sex group, the Advisory Qmnittees have avoided the setting of an 

unreasonable standard involving absolute nunerical eQuality. Rather, 

recognizing that tbe. labor force contains only a small proportion of 

minorities, the Advisory Cmmittees have set a standard of relative eQuality. 
I 

For white wanen the position is sanewt>at different. There have always been 

large nunt>ers of white wanen employed in the labor force and in the State worlc 

force. Very often wanen bad major decisiormaking roles wi tnout the 
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coomensurate salary or title. 'Illus, tbe Questioo bas not been nl.Elbers out 

rather title and salary. 'Ibe Advisory Coomittees do not Delieve it 

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

force should resemble tbe distribution of men. In using this methodology we 

are following the examples of the U.S. Coomission oo Civil Rights, in Social 

Indicators of EQuality for Minorities and Wanen (August 1978), and the 

Kentucky Ca:nnissioo oo Hunan Rights report on Black Employment in Kentucky 

State Agencies(l980). 
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Cbapter l·Notes 

l. Ta-Yu Yang, Affirmative Action Director, Iowa Civil Rignts Carmission 

cmmented that this SCOt"e is unfair because ''NR" is counted as a negative 

score.(Ta-Yu Yang, letter to chairperson, Iowa Advisory Carmittee, Nov. 5, 

1981) 1be purpose of the scoring procedure is to canpare disparity between 

tbe total State wort force and tne function work forces. Tue Advisory 

Ccmnittees recognize that the success of a few agencies in recruiting, hiring 

and praooting minorities and wanen will make sane function work forces look 

less adequate by showing what sane agencies can do. 

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

Qmnission on Civil Rights, State Governnent Affirmative Action in Mid-America 

(June 1978), Iowa Advisory Coumittee, Employment of Professiooa.Ls by Iowa· 

Municipal Goverllileots (June 1981). 

3. Kay E. Meadows, State Director of the F.Qual Employment Opportunity Office 

of the State of Kansas, has pointed out another significant problem with our 

data: 

the use of vertical dispersion does not, and cannot, gauge the 
representation of protected group persons in the work force who a re 
available for employment from the civilian labor force. Using the 
vertical dispersion statistic, it is possible to reflect full 'parity' 
even tbougb the percent of minorities in each occupational level is not 
caunensurate with tbe percent of minorities in the civilian labor 
force. (Kay E. Meadows, letter to staff, Nov. 17, 1981) 

'lbe Advisory Coumittees have deliberately chosen a conservative statistic. 

4. Kay E. Meadows, State Director of the Equal Employment Opportunity Office 

of the State of Kansas, has ccmnented: ''Because this new statistic is 

overwhelmingly influenced by traditional hiring patterns, it should be noted 

that tbe inverse of this statement is true. 1be new statistic refleets wnat 

is but does not incorporate a canparison witb Wbat should be "(Kay Meadows,O 

letter to staff, Nov. 17, 1981) 

https://Professiooa.Ls
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2. TIIE LEGAL BASES OF AFFIRMATIVE ACTION 

Affirmative action in employment is a soortband way of referring to 

practices Wtlicb assure employment opportunities to minorities, women and other 

protected groups. Affirmative action may be necessary when tbere bas been 

some showing of discrimination by the employer. This evidence of 

discrimination could be developed as a result of an employer voluntarily 

reviewing its work force and finding imbalances there wnich were most likely 

the result of discriminatory enployment practices. The evidence could also be 

developed as a result of legal or administrative action. Affirmative action 

in employment is meant to put those in protected groups in the positions they 

would have achieved absent the discrimination. It in no way requires the 

hiring of unqualified persons. 1 

Title VII of the Civil Rights Act of 1964, as amended, 2 is the primary 

Federal statute prohioiting employment discrimination. State and local 

governments became subject to the oondiscriminatioo provisions of Title VII in 

1972 Wtlen it was amended to cover them. Title VII may reouire affirmative 

action when there is a finding of discrimination. However, voluntary 

affirmative actioo is encouraged. 3 

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

court action. Federal courts in NAACP v. Allen4 and Bridgeport Guardians 

Inc. v. Bridgeport Civil Service Qmnission5 upheld hiring Quotas in law 

enforcement agencies. A primary consideration of the Court in Bridgeport was 

tnat a puolic employer, namely the police department, was involved. The Court 

indicated that more black representation in the department could benefit the 

entire coomunity. In tne 8th Circuit, which includes Iowa, Missouri and 

Nebraska, affirmative action was reQuired in Firefighters Institute for Racial 

Eouality v. City of St. Louis. 6 Currently the police department of Onana is 

under a consent decree reQuiring an overall work force of 9.5 percent black 
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officers witbin seven years of entry of tbe decree, subject to availabi.lity of 

qualified applicaots. 7 

Voluntary affirmative actioo is permitted by Title VI I as meat ioned 

earlier.8 Regulatioos issued by the F.Qual Employment Opportunity Camiissioo 

(EF.OC), tbe agency responsible for enforcement of Title VII, include 

guidelines on voluntary affirmative action plans. 9 1be data developed in 

tbe plans form tbe basis for developing affirmative action type employment 

practices. To meet the EF.OC guidelines, tne affirmative action plans must 

contain a reasonable self-analysis by tbe employer of its work force to 

determine if its employment practices do or tend to discriminate in any way; a 

reasonable basis for coocluding action is appropriate; and action Which is 

reasonable to correct the problems tbat have been identified. lO 

Affirmative action by public employers based on plans meeting these 

criteria bave been accepted by the Courts. In Price v. Civil Service 

Cmmissioo of ·Sacramento ·C.Ounty, 11 the civil service caunission had 

voluntarily reviewed its employment practices to determine 1 f there were 

discriminatory reasons for the low numer of minorities in city jobs. As a 

result of ·the review, the district attorney's office was required to implement 

an affirmative action program Which re<1uired hiring one minority for every two 

nomioorities. Tne Ninth Circuit Court of Appeals upheld this hiring program, 

noting that the underrepresentation of minorities in city jobs had been shoWn 

by tbe review to be caused by the county's past discriminatory employment 

practices. .Another consideration was tbat tbe hiring ratio was f .lexible, open 

to review and amendment if tbere was a change of circunstance. '!be O>urt 

relied heavily on Weber, the case which upheld voluntary affirmative action 

plans in private industry, saying that case presented a two-pronged test for 

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

VII and second, the plan must not opei-ate in an unduly bai-sh manner on 

noominorities. Tlle civil sei-vice coomission's plan in this case passed the 

Webei- test. 

Anotber case with similar results was Baker v. City of Deti-oit12 which 

involved an affirmative action plan for tbe Detroit police department. At 

issue specifically were the department's pranotion procedures. 'Ibe District 

Court said the affirmative action plan was not an unreasonable solution for 

past discrimination. It too depended on Weber, saying that in its opinion 

Weber should apply equally to tbe public sector. 

A DDre recent case upholding affirmative actioo programs in public 

Employment is Valentine v. Smith. 13 In this case before the 8th Circuit 

Court of Appeals, the Arkansas State University adopted an affirmative action 

plan after the Office for Civil Rights of Wbat was tben tne U.S. Department of 

Health, F.ducation and Welfare threatened enforcement action. Under tbe 

provisions of the plan, a white candidate was eliminated fran consideration 

for a university post solely because of her race. 1be Court of Appeals held 

that tbe Arkansas State University plan was a constitutionally valid means of 

remedying past discriminatioo because 1) it was designed to make the racial 

balance of the University worlc force approximately that which it would have 

been absent past discrimination, 2) it was of reasonable duration, 3) it did 

not result in the hiring of unqualified applicants and 4) it did not act as an 

absolute bar to tbe hiring of noominority applicants. 

Affirmative actioo has been justified as a means of holding down personnel 

costs because it results in a wider labor poo1. 14 It also results in a DDre 

balanced worlc force which increases the public's confidence in the fairness 

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

https://Smith.13
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satisfies the EEOC guidelines can serve as a defense in some discriminatioo 

caoplaints. 15 

The EEOC guidelines require long and sbort-term goals, interim goals and 

timetables, a recruitment program, upgrading metnods, validation of selectioo 

instruneots and revamping if necessary, initiation of measures to ensure 

Qualified minorities and wanen are included in the applicant pool, systematic 

efforts to provide career ladders, and establist'IDent of a regular monitoring 

and evaluation system. 16 Whether tbe plans developed by State government 

agencies in Iowa, Kansas, Missouri and Nebraska meet these criteria is 

discussed in the succeeding chapters of tnis report. 

https://caoplaints.15
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3. STATE OOVFlUt-fENl'·AFFIRMATIVE ACl'IOO IN THE FOUR SfATES - A CXMPARATIVE 

OVERVI&l 

C<Jnparing the differences in utilization of minorities and women in the 

four States and tbe quality of their affirmative action plans with the 

evidence available to tbe .Advisory Ccmnittees must be done cautiously. The 

Caonittees concentrate oo lcey indicators of effort and accanpl istment. 'Ihat 

there are disparities in the accanplistments or extent of efforts, actual or 

proposed, between the four States is inevitable. Whetner they mean that one 

State is doing better than anotber, either overall or in a particular area, is 

not at all clear. In tbis chapter tbe Ccmnittees rely on canparisons to 

standard measures for assessing total worlc force utilization, to the relative 

accanplishnents of each State in assessing functional work force utilization 

and to the mean of the four States' efforts in assessing affirmative action 

plans. 'lbe appropriateness of any of these measures is open to Question, but 

they are tbe best measures available to the Ccmnittees because of limitations 

in the data that are being analyzed. 1bus, the canparisons should be seen as 

indicative, not cooclusive. 1 

Tbere is no readily available measure of the available l.abor force that 

can be used to assess the performance of all four States in util.izing 

minorities and wanen. lbwever, the Federal Government is currently using 

regional and national estimates of the civilian labor force for sane of its 

affirmative action planning_ efforts. 2 For sane jobs use of a larger than 

statewide labor force estimate is clearly appropriate. 'lbe Iowa Advisory 

Ccmnittee bas discussed one such case in its review of affirmative action 

efforts by sane Iowa local govercments to hire professional workers. 3 At 

best, the regional estimate provides a crude means of assessing What might be 

accomplished. 'lbe canparison of the four States ' work forces and the EEOC 

estimate of the four States' civilian labor force appears in Table 3-1. TbiS 



----

15 

Table 3-1 
Comparison of State Work Forces to Regional Labor Force 

(Percent Row) 

10W"!. WM BM HM A~I AIM WF BF HF ~F AI,F 
·;:nrk Force 51.2 0.6 0.3 0.3 0.1 46.1 0.9 0.3 0.2 0.1 

~<snsas 

,~ark Force 44.4 3.0 1.1 0.1 0.3 45.5 4.1 1.0 0.2 0.2 

~ssouri 

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

Nebraska 

l'iork Force 53.5 0.8 - 0.5 0.2 0.2 43.5 0.7 0.4 0. l. 0.1 

EEOC 

Estimate of 
Region VII Labor 0.1 0.158.S 2.7 0.6 0.0 35.l 2.. S 0.4 0.8
Force 

i.abor Force Range
+2oi 1'0.2 3.2· 0.7 0.1 o:o 42.1 3.0 0.5 O.l. o.o 
-20% 46.3 2.2 o.S 0.1 0.0 28.1 2.0 0.3 0.1 o.o 

NOTES: 
., 
\..'IM=-whi te male WF=white female 
BM=black male BF=black female 
HM=liispanic male HF=Hispanic female 

AF=Asian or Pacific Islander female.AM=Asian or Pacific Islander male 
AIM=American Indian or_i\_laskan Native male AIF=American Indian or Alaskan Native female 

SOURCES: EE0-4 fonns supplied by States; EEOC, Mana_g_ement Directive 707 (Jan.23, 1981),. 

Appendix B, Table B-2 . 

.L 



16 

sbows that black men's representation in Iowa and Neoraska State work forces 

is less tban 80 percent of tbeir proportion of the region's labor force. 

Missouri's is mre than 120 percent. Cklly in Kansas are Hispanic men 

represented above their regional labor force proporcioo. Asian and Indian 

males are represented at not less than 80 percent of Chei r proportions of tbe 

regional labor force estimate in all four States, as are white wc:men, Asian 

and Indian wanen. Black women are represented at less than 80 percent of 

regional labor force in Iowa and Nebraska, but greater than 120 percent in 
. 4and MiKansas ssour1. 

Table 3-2 sbows the canparisoos between eacn of the four States' worlc 

forces and two labor force estimates for that State only--the 1970 census of 

population and tbe 1978 private· sector labor force est:imat:e of EEOC. Except 

for tbe canparison 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 or eaual to both labor force estimates. Except in Nebraska, 

utilization of white wanen is greater than both labor force estimates. 

Utilization of black wooien is greater than the 1970 census labor force 

estimate in Iowa, Kansas and Missouri but less than that in Nebraska. 

Utilization of Hispanic wanen is tbe same as or greater than the two labor 

force estimates' in Iowa and Kansas. It is tbe same as the .1970 estimate in 

Missouri and Nebraska but less tban the 1978 estimate in those States. 

Table 3-3 canpares tbe percent disparity between t:he State utilization and 

.fuaction utilization for tbe four States and for the tota.l of all four 

States. Iowa's total disparity is 23.1 percent, Kansas' is 18.2 percent, 

Missouri's is 15.0 percent and Nebraska's is 11. 5 percent. While Kansas 

.appears to have the second highest disparity, it shou1d 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 BF HF 

Iowa 

1970 0 0 + + + 

1978 0 + 0 0 

Kansas 

+ +1970 + + 0 + 
01978 + + +0 

Missouri 

+ + 

1978 8 + + 
1970 0 

Nebraska 

01970 0 

01978 0 

NO'i'ES: 
WF=white femaleWM=white male 

BM=black male B'F=black female 
F--l=Hispanic male HF=Hispa .. tic 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 

CQJDRru:ison of_~erc~o-~_D:f,s_p_~~iaJ:w.~~- ~t;!'!~-~-JJ~:J,l_ization and_ Fune tion Utilization______ 
by State - Total Employment 

TOTAL BM Hz.! AM AIM WF BF HF AF· AIP 

Il°lWA 23.I 19.2- 15.4 23.1 11.5 11.5 23.1 34.6 

KANS.AS l.8'·:-2 18 . 2 '-· 6 4.6 31. 8 13.6 27.3 9.1 13.6 31.8 

l"ISSCL'RI 1-5·. 0 10. O 20.0 10.6 25.0 25.0 20.0 1.s.o 

NEBRASKA 11 J.j ·11. 5 0 - 19.2 7.7 ·3.9 7.7 •11. s· 15.. 4' 11.S 

Note: The total column· is calculated by taking the mean disparity and di vi ding by the 
maximum score . 

BM= black male 
HM= Hispani~ male 
AN = Asian or Pacific Islander male 
AIM = American Iridian or Alaskan ·Native t-lale 
WF = white female 
BF= black female 
HF -= Hispanic fell\11Ie 
AF= Asian or Pacific Islander female 
AIF = American Indi.an _or Alaska~ N:ative female 

Source~ Data in Tables 4-:·3,5-3,6-3, 7-3 of this report 
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reflects the relatively nigh standard set by the State work force as snown in 

Table 3-2--in no category except white male is the Kansas work force 

significantly less than tbat for the labor force estimates. By contrast, 

although Nebraska has the lowest disparity, tbe standard for canputing its 

disparity is based on significantly lower utilization in tbe work force 

ccxnpared to the labor force. State work force does not significantly exceed 

either 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 tbe same or bigner. Utilization 

in Missouri is a mix--lower than the 1970 labor force estimate for white men 

but the same as the 1978 estimate for wnite men, lower than 00th for black and 

Hispanic men, higher for white and Dlack wanen, lower for Hispanic wanen. 

Allowing for the effect of the difference in standard, Missouri and Nel>raska 

have the least disparity in utilization of black men. Kansas, Missouri and 

Nebraska nave about e<1ually low disparities in utilization of Hispanic men. 

Missouri (where the disparity is actually based on a utilization rate in 

excess of the white male rate) and Nebraska have the lowest disparity in 

utilization of White wanen. Iowa and Nebraska have the lowest disparity in 

utilization of black wanen. Nebraska and Kansas have the lowest disparity in 

utilization of Hispanic wanen. 

A review of the functional disparity percentages for the administrator 

(Table 3-4) and professional job categories (Table 3-6) sb<>Ws a remarkably 

nigh percentage of disparity for administrators and a generally lower, but 

still far fran nil percentage for professionals in all four States. In tbe 

administrator job category (See Table 3-4), the lowest disparities are: zero 

for Asian wanen in Iowa; zero for American Indian wanen in Iowa, Kansas and 

Missouri (tnere were no administrators in the State frcm these groups); zero 
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Table 3- 4 

Comparison of Percent of Functions Where Utilization of Minorities 
and Women was Significantly Disparate from l'tilization of 't--.'hit:e 
Males in the State Work Force - Administrators 

BM m! AM AIM WF BF HF AF AIF 

IOWA 50•0 38.5 46.2 St.7 7.7 46.2 53.8 0 0 

KANSAS 9.1 22.7 40.9 50.0 22.7 22.7 0 50.0 0 

t,-!SSOURI 15.0 40.0 15. 0 40.0 15. 0 20.0 0 40. 0 0 

NEBRASKA 30.8 34.6 50.0 42.3 19.2 46. Z· 42.3 57.7 57.1 

Notes: BM= black male 

HM= Hispanic male 

AM= Asian or Pacific Islander male 

AIM = American Indian or Alaskan Native 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 Iowa for utilization of white W<men. '1be 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. Tbe lowest Nebraska percent disparity is 19.2 

percent for utilization of wtlite wanen. Table 3-5 sbows tt>e utilization of 

each ethnic group as administrators to four functions: streets, public 

welfare, police and financial administration. 'lbe largest nunber of 

administrators are in financial administration. Tbere ttle disparity between 

white male and female (botb white and minority) utilization is most apparent. 

Minority male utilization significantly different fran white male utilization 

is apparent only for blaclc men in Iowa and Kansas, and Hispanic men in Kansas, 

Missouri and Nebraska. White wanen are utilized disparately in all four 

States, as are IOOst otber groups of wanen. In tbe 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 wanen 

in tbe Kansas police function and white wanen in tne Nebraska streets function 

(mainly because there are no minority administrators franmany etbnic groups 

in those functions). 

A review of the functional disparity percentages for professional jobs in 

Table 3-6 sbows 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. In financial administration wbile there is a pattern of disparate 

utilization for wanen canpared 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 
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Table 3-5 

A Comparison of !elative utilization of Minorities & tfomen in Selected functional 

6ategories - Administrators (Percent of ethnic group in function in each State) 

TOTAL WM BM HM AM AIM WF BF HF AF AD 
STREETS 

Nebraska 173 170(8.1) 3(1.1) 

Missouri 30 28(0.5) l(0.5) 1(0.3) 

Kansas 46 44(1.4) 2(0.4) 

Iowa 66 59(1.9) 11(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. O) 

Iowa 162 94(14.6) 3(21.4) 1(20.0) 62(~.7) 1(2.2 11.(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) !l.(6.3) 

Missouri 182 113(11.5) 5(8.5) 62(3.2) 2 (1. 6) 

Kansas 445 313(17.9) 5(6.8) 1(2,3) 2(20.0) l17(4.1) 6(4.7) (14 .3) 

Iowa 234 204(9.4) 1(-2.6) 1(7. 7) 1(10) 27 (1.4) 

NOTES: 
Percent of ethnic group in function in e1;Lch State is in parentheses 
WM=,white male WF=white female 
BM=black male BF=black female 
BM=Hispanic male HF=Hispanic female 
AM=Asian or Pa:cific Islander male AF=Asian or Pacific Islander female 
AlM=> American Indian or Alaskan Native male AIF=American Indian or Alaskan Native 

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

Comparison of Percent of Functions where Utilizatton 0£ ¥inorities and 

Women was Significantly Disparate from U~il1zation of White ~ales in 

"the State Work Force - Professionals 
... -- - -- -·-- -· . . ···- - ---- - ·-- ·-·- ·-. - ·-· .. -·-···---·--- -

Bl! ID-! AM AIM BF AF AIF 

IOWA 19.2 11.5 1 5.4 30.8 11.5 19.2- 50.8 .38.5 50.0 

KANSAS 13.6 18.2 22.7 22.7 18.2 18.2 18.2 27.3 45.S 

l'ISSOURI .o 1-0. 0 0 5.0 30.0 15.0 25.0 40.0 2"0.0 

NEBRASKA 46.2 33·.s 30.8 42.3 23.1 23.1" ·30.8. 42.3" 46.2 

Notes - BM= bfack male 
ID! = Hispanic male 
AM :;: Asian or Pacific Islander male 
AHi :;: American Indian or Alaskan Native 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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I 
Table ~-7 

A (lomparison of 1telative !Jtilization of Minorities and Women in Selected ~unctfonal 
fategories - flroressionals ( Percent of Ethnic Group in F~!)ction in Ea.ch. State) 

TOTAL- 'II{ BM HM AM AIM VF BP HF AF I -Streets 
4(80. 9 22(8.4) 1(20.0

254(12.1 2 (8. 7) 3(21.4)
Nt,braska 286 

, 
1(6.3)5(2.3) 4(28.6)' 2(33. )5(15.6) 15(4.7)

!1100 ,-068 (18. ~Missouri 
I 

.I 3(4.2) 1(11. )6(60.0) 20(;3. 9)4(5;..62_: 396 362(11.4,Kansas 

I 1(11.1) 9(69. )1(9:1) 29~7.5) II 374 333(10.8 lI:owa I 
_P.ublic Welfare· ,I2(40.4) 3(37 .5} 1(50.()

148(61. 7 1(16. 7 j 1(100.) ~ 
"_....-1- .3o,; 

4(100 IJ.) 1(100. 0) 2 :,00(70.8) r,39(67.1) ·2(50.€ 10(90.s, 1c100) 
Missouri 406f 728(92,0 Bl(JJ, I 

! •( 
-20(26.7 ilt(S2 .4) 3 (60.1 6(75.0) 951(33.1) ?S-(25. 2) t:1(14.3 5(31.)9(52.) 

16U 523(60.7" IKansas II . 
736(31.6) !0(22.2) 5/31.3, 1(100)1 

6(4-2 .9 ) 3(60.-0) 11(9L7;404 (62. 1; ~-
.l'.owa 117~ -i,. 

' r.Po.11ce 2(3.3)52(11. 7 tNebraska 54 ' I 

I 
5(0.3) -tsouri 5 t i 

' 
-~ l(l(,~..S).42(6.2) 2(13.354Xan8a8 

I 
1(20.0)1(100. h) 13{8.8)-74(10.8, 1(_11.1owa 90 . --

Fin,anc"ial Adm1nistratioQ 
9(45.0 9(69.2) 4(57 J ~ 2(40.0) 240(18 .0) 2(6.9) ~(18.8ll(25j~lil

772 501(36.11ebraska ! 
I 

Li(.9.6)' 1(33;3:A2(50.0)
634 429(43.6; i:1.5(25.4 2 (100. O) 2 (lOQ. ~ )1(100.0) H8(8.Q) 

IHissour:i-, I 
24(18.6) ~(6.9) .1-(14.J)309(10,8)• 96.8 :~89(33.8) 26(35.6 10(23.3) 1(25DI 4.(40~0)

X•aaae 

9(15.8) i(6.3)i2(25.b)
1122 838(38.6,; 2(30.8, 6(46.2) 5(50.J 249(13.2) 

NOTES: 
in function in each State is in parenthesesPercent of ethnic group 

WF=white femaleWM~hite male 
BF=black femaleBM=black male 
HF=Hispanic femaleHM=Hispanic male AF=Asian or Pacific Islander femaleAM=Asian or Pacific Islander male 
AIF=American Indian or Alaskan NativeAIM= American Indian or Alaskan Native male 

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

https://501(36.11
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wanen but there is also a disparate utilization of black men (except in 

Missouri). In the streets function there is disparate utilization.of black 

men and of white wanen in every State but Iowa. Tbe nunbers in the police 

function are so small that disparate utilizatioo cannot be canpared. 

All this data raises ouestioos rather than answers tbem. 'Ibere are too 

many inconsistencies to show stable patterns across tbe region that could be 

tbe basis for praise or accusatioos. But it is clear that there are enough 

disparities in overall utilization and in utilization within functional groups 

to wonder wny tne implementation of affirmative action plans bas not reduced 

or eliminated these patterns. 

HJw much really bas been dooe to praoote affirmative action in the four 

States? To answer that ouestion 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 half of the plans of the 57 agencies in the 

four States specify that labor force data needed for canparisoo either bas 

been or will be collected. Missouri agencies are most remiss on this (only 

about one-third specify they nave or will do so). Four-fifths of the State 

agencies' plans in the four States snow that agencies have or will determine 

the ethnic/sex canposition of their work forces in job and salary categories. 

Less than half of the four State agencies' plan or nave compared these two 

sets of data to detet'Dline underutilization. Missouri is most remiss, only 

about a Quarter of its agencies have done so. Only a little over one-third of 

the plans in the four States specify long term goals either have been or will 

be set. Iowa plans are most deficient in this regard, only at>out a tenth 

contain such goals. 6 Missouri plans are nearly as deficient, only a fifth 

contain such goals. Cklly one-third of the agencies' plans in the four States 

https://utilization.of
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Tabie 3-8 

A Comparisoa cf Plans .. .l Develop tH:.ilif. ~1,;;,. fa.c:i.yc._..:, 
Goals and Timetables 

A. Determine available labor force by job category, race, sex, age, handicap. 
4, Determined by all categories, 
3. Detennined by job category, race, sex. 
2. Blan 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. 

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 categories by job category and 

salary. 
3. Underutilization detennined for race, sex and job category. 
2. Underutilization determination for all four categories by job category 

and salary level planned but not yet implemented. 
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. 

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, handic~p. 
1. No short term goals, 

tO 
~ 
1/l1/l 

"ij 
t,j

r-1 t,j ·O 
't<! t,j • Ill 1/l I-< -._. ,01/l~ 

!,:-<· ., .... • ••...a .... - .------· 
28 10 5 4 9 

(49.1) (55.6) (41. 7) (30.8) (64.3) 
. 

' 

~7 14 11 10 12 
(82.5) (77. 8) (91. 7) (76.9) (85.7) 

I 
·-

24 9 3 4 8 
(42.1) (50.0-) (25.0) (30, 8) (57. 1) 

28 9 9 3 7 
(49.1) (50.0) (75.0) (23.1) (50.0). 

N 

°' 

' 

21 2 8 3 8 
(36.8) (11.1) (66.7) (23.1) (57 .1) 

I 

19 6 6 2 5 
(33.3) (33.3), (50.0) (15.4) (35. 7) 

NOTE: The number and (percent) of agencies which had implemented 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 ch~pters. 

https://fa.c:i.yc
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either contain short term goals or state such goals will be developed. 

Missouri plans are most deficient in this regard, only about 15 percent 

include sbort term goals or plans to develop them. 

The key element to change is recruitment and selection. Table 3-9 

ccxnpares the plans of agencies in the four States. OVer half tne agencies' 

plans state they have or will identify and maintain regular contact with 

minority/wcmen's organizations which could assist in recruitment. Over 

two-fifths of tbe agencies' plans state tbey have or plan to contact all such 

organizations about vacancies. Missouri plans are most deficient in this 

regard, only about 15 percent include this carmitment. 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 the 

preceding year and what those sources produced. None of the Missouri 

agencies' plans include this ccmnitment. Nearly half the agencies either do 

or plan to advertise jobs using media with the largest minority and female 

audience in the normal recruitment area for toe position. Only a little more 

than one-fifth of Missouri agency plans include this ccmnitment. 

Only about 15 percent of all agencies' plans include statements that all 

written tests do not have discriminatory effects or include plans to ensure 

that this will be true. Iowa and Missouri agencies' plans are roost deficient 

in this regard. 7 Nearly one-fifth of all agencies' plans include 

coomitments that the interviews used either are or will be structured and that 

performance will reasonably predict job performance. 'lbe proportion of Kansas 

and Missouri agencies Which include this point is significantly less than that 

in tne other States. Nearly two-fiftns of all agencies' plans include a 

coomitment to train persons responsible for hiring to handle the selection 

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



Table 3-9 

A Comparison of Plans to Affirmatively Recruit and Select 
Minorities and Women 

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 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. 

B. Make sure contacts above are notified of all vacancies. 
4. Do. 
3. Notify some but not all. 
2. Plan to make sure 411 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. 
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 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. 

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 valid~tion 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 s~heduled for completion within 

five year time span. 
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B. Ensure interview is struct1...-ed and performance 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 6 4 5' • 3 3. Questionnaire under review for appropriateness. (31. 6) (16.7) (50.0) (30.8) (35.7) N 
\02, Plan to review qu~stionnaire 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 all job descriptions within 5 years but 

not yet begun. 
'1 

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 planned to implement those items are shown, 

SOURCE: Affirmative Action Plans from the four States, Summaries of these are in each of the subsequent chapters, 
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include tbis comnionent. Nearly a third of all agencies' plans include a 

cam1it:ment to review tne application Questionnaire to insure tbat no illegal 

Questions are asked. Less than a fifth of Iowa agencies' plans include tnis 

coomitment. Over one-fifth of all agencies' plans state that the agency bas 

or will review entry level job descriptions to ensure they do not contain 

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

agency plans include this coomitment. OVer one-fifth of all agency plans 

include a ccmnitmerit to develop trainee classes or justify their inability to 

develop such classes if the 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. 

Anotber measure of activity is the extent to which agencies' plans provide 

the means to evaluate efforts and assess accanplistments. Agencies' plans are 

sUDDarized in Table 3-10. over h~lf the agencies either do or plan to update 

their work force utilization analysis on an annual basis. A third of tbe 

State agencies either do or plan to annually review success in meeting their 

affirmative action goals and timetables. Only about 15 percent of Missouri 

agencies' plans include this c<JJ1I1itment. Over balf the agencies either 

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

obstacles to affirmative action. A third of tbe agencies' plans include a 

cam1itment to review interview practices and procedures. A smaller proportion 

of Missouri and Nebraska agenciesl plans· include this cam1itment. Only 14 

percent of all agencies' plans state that records of eQual opportunity 

canplaints will be maintained. Over three-ouarters of all agencies' plans 

include a coomitment to appraise supervisors affinnative action efforts 

(although as the data in the chapters on each State show, a significantly 

smaller proportion actually include sucn appraisal in the formal evaluation 

process). 
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A Comparison of Plans to Evaluate Implem~ntation 
of Affirmative Action Plans 

A. Annually 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 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. 
2. Plan annual 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 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 ~stematic:_ 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, 

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, 
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Table 3-10 (Cont'd) 

F. Records of equal opportunity complaints. 
4. Maintain records of all complaints by race, sex, age, 11andicap 

and analyze for discriminatory practices. 
3. Maintain records but do ?Ot include age and/or analysis. 
2. Plan but have not yet implemented recordkeeping on EO complaints 

by race, sex, age, handicap. 
l. 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. 
l. Less. 

R. Overall assessment of affirmative action efforts. 
4. Narrative reports in which action items were implemented with what 

success or problems. 
3. Some.successes and failure in implementation are reported but not 

all action items are discussed. 
2. Plan calls for complete narrative report o~ progress in subsequent 

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

SOURCE: Affirmative Action plans from the four States. Summaries of these are in each of the subsequent chapters. 
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An unanswered Question, given these levels of activity, is how much of the 

utilization of minorities and wanen can be explained by special efforts and 

how much would happen 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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Chapter 3 Notes 

1. Carol Walker, Administrator, Affirmative Action Office, State of 

Nebraska, ccmnented: 

~ general cooments on tne Coomission's ccmparisons on the following pages are 
tbat I would have preferred 

l) '!bat each State agency to be evaluated bad been given a standard by 
whicb you were going to measure their activities, etc., so they could 
respond directly to each part of the standard. Sane materials not 
necessarily in their plans are vital in any such evaluation; 

2) '!bat eacb State be evaluated on its own efforts and programs. 
Canparative charts listing all four States together are misleading. 
Asstmptions drawn frcm them are not necessarily true. We all have 
different programs and varying circllDStances and problems. Having seven 
personnel systems in State government in Nebraska is an example; 

3) That tbe Cmmission understood fully our entire progran; 

4) Tnat tbe Ccmnission acknowledge the wide variety of effective 
affirmative action plans, guidelines and evaluating techniques that 
exist. Ooe is not necessarily better than another. 

(Carol Walker, letter to staff, Nov. 13, 1981) 

2. U.S. Equal Employment Opportunity Ccmnission, Management Directive 707, 

Jan. 23, 1981. 

3. Iowa Advisory Qmnittee, Employment of Professionals by Iowa Local 

Governnents(Jun~ 1981). 

4. Ta-Yu Yang, Affirmative Action Director of the Iowa Civil Rights 

Qmnission ccmnented that: "1be 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 Coomittee, Nov. 5, 1981) 

'Ibe ccxnparison to the regional labor force is utilized only in Table 3-1 and 

the cCJllllentary to it. 1be canparison is not used in any other calculation. 

For calculating disparity, the State work force is the point of comparison. 

5. c.arol Walker, Administrator of the Affirmative Action Office, State of 

Nebraska, coomented: 
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Pernaps we should first note tbat an affirmative actioo plan and an 
affirmative action total program are two different tbings. Mucb bas been 
written about Wbat should or should not 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. 

Attached [not reproduced here] are the criteria your Camlittee used in 
1978 and 1980 to evaluate affirmative action plans. We canpiled this 
after the fact, and this information would have been useful to agencies as 
they developed their affirmative action programs and responded to your 
recent request for information on their affirmative action efforts. 

For example: 
l) 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 gathered, 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 furnished most of this information by our State Affirmative 
Action Office. 

Tnese are just a few samples showing the work that was dooe by an agency 
but is not necessarily spelled out in their plans.(Garol Walker, letter to 
staff, Nov. 13, 1981) 

6. Ta-Yu Yang, Affirmative Action Director, Iowa Civil Rights Coomissioo, 

comnented: 

Iowa State agencies are reouired to annually report to the Iowa Civil 
Rights Gannission. C.OnseQuently, agencies are accustaned to annually 
adjust their goals and timetables. 'Ibis helps to explain the cited 
deficiency in long term affirmative action goals. Ibwever, 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 
future. (Ta-Yu Yang, letter to cnairperson, Iowa Advisory Ccmnittee, Nov. 
5, 1981) 

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

cmmented: 
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Many of the agencies' affirmative action plans were cited for deficiencies 
in failing to address such areas as illegal questions on applications 
entry. level job descriptions and :est validations. I believe these ' 
deficiencies can be largely explained oy the fact that there is one single 
State agency - Mer~t Elnpl~t Department - which administers and handles 
all applications, )Ob classi~ications and tests for alm>st all State 
agencies. aener~lly~ those is~ue! are addressed by the Merit Department 
and the Iowa Civil Rights Gamlission for the State government as a Whole. 
It was therefore reasonable for a State agency not to address the issues 

its affirmative action plan on :ne individual oa~is. Similarly, State 
employees are offered tbe_same basic bealth and medical c~verages, in 
addition to flexible worlnng hours. lbese policies are given across the 
bOard and therefore not addressed individually by each State agency. 
(Ta-Yu Yang, letter to chairperson, Iowa Advisory Chmlittee, Nov. 5, 1981) 
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4. STATE OOVERN-mNT AFFIRMATIVE ACTION IN ICMA 

a. Introduction 

Tbe 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 his authority, Title VII of the Civil Rights Act of 1964, as 

amendect1 and Constitution of the United States and tbe Iowa civil rights 

laws, Governor Ray required tbat: 

State officials Wbo are responsible to the Governor shall appoint, assign 
and advance employees solely on tbe basis of mer-it and fitness. Each
State agency responsible to tbe Governor shall pranulgate a clear and 
unambiguous written affirmative action program containing goals and time 
specifications in personnel administration. Each sucb agency shall 
regularly review its personnel practices and procedures with a view to 
correcting any such personnel practices and procedures Wbicn may 
contribute to discrimination in appointment, assigrment or advancement. 
Each such agency shall conduct·programs of job orientation and provide 
training and organizational structure for upward IIX>bility and shall place 
emphasis upon fair practices in employment. F.acn such agency shall also 
bar fran employment application forms any iOQuiry as to race, creed, 
color, sex, age or physical or mental disability, except for statisti~al 
purposes unless it relates to a bona fide occupational qualification. 

Under Article IX of tbe Executive Order, all State agencies are to cooperate 

fully witb the Iowa Civil Rights Qmnission's efforts to IIX>nitor canpliance 

witb the Executive Order a~d tbe State cannission is authorized to take 

wbatever action it deems necessary to assure eanpliance with the provisions of 

the order. Each State agency is required to report annually on its 

prograomatic efforts to ensure compliance and the State coomission is reouired 

to report oo these to the Governor by the end of January in each year. 3 

In 1979, tne Iowa Civil Rights C,oomission required eacb agency to submit 

an updated policy statement, state wbo was assigned respons~bility for 

implementation, a quantitative audit, qualitative audit and defined actioo 

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

'!be Governor has undertaken a nllli>er of measures to pranote affirmative 

action efforts rectuired by bis Executive Order. Perhaps IIX>st significant is 

bis own pattern of appointments. In each year since 1974 there have been 

larger proportions of wanen appointed by the Governor; 14 percent of his 

appointments in 1974 were wooien, 32 percent of his appointments in 1980 were 

wanen. 'lbe proportion of minority appointments has also increased, fran three 

percent in 1978 to 6.3 percent in 1980. 5 In 1979 the Governor met with the 

beads of all State agencies to discuss and reaffirm his coomitment to 

Executive Order lb. 15. 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 has been assigned 

as his liaison with the Iowa Civil Rights Ccmnissioo and the director of the 

State coomission's affirmative action unit (which reviews State efforts) has 

been given direct access to that aide. 6 

'!be Iowa Civil Rights Qmnission has prepared a manual on the preparation 

of affirmative action programs7 Wbile this covers the elements of 

affirmative action programning in broad categories and has worthwhile 

appendices on the handicapped and older worker, it seems unlikely to be 

helpful to those rectuired to develop an affirmative action plan. '!be audit 

element, which provides categories for analysis of nl.lDbers, is ade::auate. But 

the suggestions on how to develop action items to remedy problems and the 

kinds of action that might be undertaken are very thin and often incanplete. 

In 1978-1980 the Iowa coomission conducted a nunber of training sessions 

on affinnative action, some in conjunction with the Iowa Advisory Ccmnittee to 

the U.S. Carmission on Civil Rights. 8 
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'Ihe Iowa conmission reported that in 1979 it noted significaot_improvement 

in the affirmative action plans of State agencies. It stated-that: 

Each agency evaluated its individual work force and planned goals in 
recruitment, hiring, training, prcxootions, etc. If all agencies implement 
their affirmative action goals, significant gains would be made for the 
minority /sic/ and wanen in Iowa.9 

c. Data-
Table 4-1 shows tne utilization of workers as reported in the 1970 Census 

of Population. Table 4-2 shows the utilization of workers in the private 

sector as reported by the U.S. Equal Employment Opportunity Ccmnission (EEOC), 

based on 1978 employer reports. Table 4-3 shows the utilization of workers Dy 

I<Ma State Government as reported by the State on its 1980 EE0-4 form 

submission to EEOC. Table 4-4 shows the canparison between tbe 1970 State 

labor force, toe 1978 private labor force and the 1980 State work force. 

A comparison of tbe State work force to the two labor force measures10 

sbows sane disparities greater than 20 percent. Utilization of white men 

although lower than in either of the labor force measures is within 20 percent 

of those measures. Utilization of black men is identical to the 1970 State 

labor force but lower than tne 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 wcmen is well above a 20 

percent disparity with the 1970 State labor force or private sector labor 

force. Utilization of black wanen is above a 20 per.cent disparity with the 

1970 State labor force but equal to the private sector labor force. 

Utilization of Hispanic wanen is above a 20 percent disparity witb the 1970 

State labor force but identical to the private sector labor force. While 

there are sane significant disparities between State labor force and State 
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Table 4-3 
Comparison of Percent of State Work Force and Function Work Force That Are 

From Each Ethnic Group 

HF A:F AIFAIM WF BFFtrnC. I TOTAL WM BM HM AM 

1. 4,201 2,172 39 13 10 2 1,880 57 16 8 4 
(1.4) (0.4) (0.2) (0.1)(51. 7) (0.9) (0.3) (0.2) (0) (44.8) 

NR2. 3,536 3,095 12 9 13 11 387 6 NR 3 
(87.5) (0.3) (0.3) (0.4) (0.3) (10. 9) (0.2) (O. 1) 

1 • 412 NR 2,330 45 16 -3. 3,071 644 14 5 
(21.0) (0.5) (0.2) (0.4) (75.9) (1.5) (0.5) (0) (0.1) 

NR NR NR4. 851 685 9 3 1 NR 148 5 
(80.5) (1.1) (0.4) (0.1) (17. 4) (0.6) 

5. NONE 

1 289 3 3 NR
6. 1,099 784 4 2 7 .2--

(71.3) (0.4) (0.2) (0.6) (0.1) (26. 3) (0.5) (0.3) (0.3) 

4,438 1,269 16 3 21 4 3,072 25 2 20 6 
(0. 1)7. 

(28.6) (0.4) (0.1) (0.5) (0.1) (69. 2) (0.6) (0) (0. 5) 
1 NR 198 6 1 NR NR

8. 320 109 4 1 
(61.9) (1.9) (O, 3) (34.1) (1.3) (0.3) (0.3) 

9. 9 3 NR NR NR NR 6 NR NR NR NR 
(66. 7) (33.3) 

10. 27 17 NR NR NR NR 10 NR NR NR NR 
(37.0)(63 .O) 

5 336 7 1 NR 2 
. 1,484 1,092 27 8 6

11. (0.5) (0.3) (22.6) (0.5) (0.1) (0. 1)
(73.6) (1.8) (0.4) 

38 NR NR NR NR 18 1 NR NR NR
5712. (31.6) (1.8)(66.7) 

13. NONE 

466 4 4 NR 3 570 19 10 2 4 
14. l,R82 

(43.1) (0.4) (0.4) (0.3) (52. 7) (1.8) (O. 9) (0.2) (0.4) 
NR1 1 443 13 4 NR

856 384 5 515. 
(44.9) (0.6) (0.6) (O. l) (O, l) (51.8) (1.5) (0,5) 

53 72 27 9,687 190 53 37 20 
TOTAL 21,031 10,758 134 (0.3) (0.2) (0.1)(0.3) (0, 1) (46.1) (0.9)(51.2) (0.6) (0.3) 

WORK ~ORCE RAl GE 

o.7 0.4 0.4 0.1 55.3 1.1 0.4 0.2 0.1+20% 61.4 

-20% 41.0 0.5 0.2 0.2 0.1 36.9 0.7 0.2 0.2 0.1 

COMPAltISON OF FUNCTION TO STATl~ 
0 01. 0 + 0 0 - + 0 0 

0 + - - NR - NR2. + - 0 
0 0 NR + + + - 03. - 0 

NR NR NR4. + + 0 - NR - -
+ - 0 + 0 - - 0 + NR

6. 
- + 0 + - - + 07. - -

+ 0 NR + + 0 NR NR 
8. - 0 

NR NR + NR NR NR NR- NR NR9. 
+ NR NR NR NR 0 NR NR NR NR 

10. 
+ + 0 + - -+ - NR 0 u. 
+ -NR NR NR NR - + NR NR NR

12. 
NR + 0 + + 0 +

14. 0 - 0 
0 0 + - 0 0 + + NR NR

15. 
+2 -3 -2 -4 -4 -1 . -1 -4 -7 -7

NET SCORE 
-5 -4 -6 -6 -3 -3 -6 -9 -9DISPARITY 

19.2 15.4 23.1 23.1 ll.5 11.5 23.1 34.6 34.6
% DISPARITY 
SOURCE: Calculations by CSRO based on EE0-4 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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Table 4-:_4 

Comparison of Work Force and Labor Force 

%\'IF %BF%WM %BM %HM 

1970 State Labor Force 63.2 0.6 0.4. 35.6 0.4 0.2 

1978 Private Sector Labor 
0.7 35.6 0.9 0.3Force 60.6 1.4 

o.-3 ·46.1 0.9 0.351.2 0,619S0 State Work Force 

Notes: 
WM=white male 
BM•black male 
HM=Hispanic male 
WF=white female 
BF=bla:"ck female 
HF=Hispanic female 

Source: Tables 4-1, 4_~2 & 4-3 of this report• 
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work force, the Advisory Qmnittee 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 tbe extent to which functional work force 

utilization of eacb ethnic group is significantly less tnan or greater than 

would be expected if it matched tbe State work force. 'lbe score awards each 

function a plus one if its utilization exceeds the State's Dy 20 percent, a 

minus one if it is 20 percent less than the State's and a zero if tn~re is no 

disparity in utilization. Analyzing the net score by function shows tnac 

agencies involved in financial administration, public welfare and employment 

security were likely to use minorities and women nx>re than the State work 

force proportions; that agencies involved in health or miscellaneous functions 

were likely to utilize minorities and wanen to about the same extent as the 

State as a Wbole; that agencies involved in other functions were likely to use 

minorities and women to a considerably lesser degree than the State as a 

whole. Agencies whose wo-rlc involves streets and hignways, police protection, 

housing, cannunity develo{IIlE!nt, and utilities and transportation bad work 

forces in Which utilization scores indicate considerable underutilizati~n and 

in only one of these functions, housing, is there also underutilization of 

woite males. 

White men, Hispanic men and white wanen 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 the State sboWs no major differences in the median 

incanes of each race/sex group witbin each job category, except protective 

service jobs. These statistics do not prove discrimination. What they do 

snow is a disparity that needs to be explored. 
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T9 explore the disparity in total employment might reasonaoly require an 

analysis of disparity in eacn of the job categories. Here the analysis is 

compressed. Table 4-5 snows tne pattern for administrators; 4-6 for 

professionals and 4-7 for service workers (two of three top job and one of 

three bottan job categories).(Note tnat, for reasons explained in the 

introduction, we have shifted the basis of analysis fran percent of job 

category to percent of ethnic group.) 

Tt1e disparity calculations from the three tables are sumnarized on Table 

4-8. Tbe proportion of disparity is greatest for administrators (except for 

Asian or Pacific Islander and American Indian or Alaskan Native wanen; there 

were no persons in this State work force job category who were £ran these 

groups); less for professionals and less for service workers than 

professionals (tbe white wanen's rate reflects greater utilization in the 

service/maintenance category than white males, while tne other disparities for 

wnite wanen reflect lesser rates). The proportion of disparity is about the 

same for each group of administrators in which disparity is reported, except 

White wanen, whose rate is much lower. 'lbe proportion of disparity shows a 

different pattern at the professional level . .American Indian or Alaskan 

Native wanen, Asian or Pacific Islander wanen, Hispanic wanen and American 

Indian or Alaskan Native men appear to suffer 100st. At the service wortcer 

level the rates are quite similar to each other, except for the very low rates 

for Asian and .American Indian men whose rate is zero. 'lbese are patterns one 

would expect if one suspected a pattern of utlE!Qual employment, albeit not a 

uniform pattern. 

Tt1e reader seeking to pinpoint tbe source of uneaual opportunity could 

review tables 4-5 to 4-7, comparing the proportion of white men in each job 

category witn the proportion of other minorities or wanen 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. 

BF HF AF AIFFUNC. TOTAL WM BM HM AM AIM WF 

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) (i.6) 

3. 162 94 3 1 NR NR 62 1 1 NR NR 
(5 .3) (19.6) (21.4) (20.0) (2. 7) (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 N!,l NR f'::~'i{ NR 
(2.5) (3.3) (O. 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 J\T.1{ 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) 
NR NR NR11. 37 33 1 NR NR NR 2 1 

(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. ul 35 NR 1 N.R 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) 
TOTAl, 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 RAJ GE 

+20J 6.7 4.4 6.8 3.4 4.4 1.7 1.3 2.3 0 0 

-20% 4.5 3.0 4.6 2.2 3.0 1.1 0.9 1.5 0 0 

COMPARISON OF FUNCTION TO STAT& 
1. + - + + NR ) NR NR NR NR 

2. - NR NR + NR J NR NR NR NR 

3. + + + NR NR + + + NR NR 
NR NR + NR NR NR NR4. - NR NR 

6. - NR NR NR NR - NR NR NR NR 
NR NR NR - NR NR NR NR7. - NR 
NR NR NR + NR NR NR NR+ NR8. 

NR NR NR NR NR NR NR NR NR+9. 
NR NR NR NR + NR NR NR NR.+10. 

0 NR NR NR - + NR NR NR
11. -

NR NR NR NR + NR NR NR NR12. + 
+ NR + NR NR - NR NR NR NR14. 

NR NR NR + + NR NR NR NR15. + 
+3 -10 -7 -9 -12 +l -9 -11 0 0NET SCORE 

-13 -10 -12 -16 -2 -12 -14 0 0DISPARITY 
50.0 38.5 46.2 57.7 7.7 46.2 53.8 0 0% DISPARITY 

SOURCE: Calculations by CSRO based on·EE0-4 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 

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 I HF AF AIF 

1. 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. 1,176 404 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) 

5. 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)

154 60 • NR8. 4 1 1 87 1 NR NR NR 
(48.1) (55.0) (100.0) (100.0) (100.0) - (44.4) (16. 1:• 

9. 4 1 NR NR NR NR 3 NR NR NR NR 
(44. 4) (33.3) (50.0) 

10. 17 9 NR NR NR NR 8 NR NR NR NR 
(63.3) (52.9) (80. O) 

11. 318 228 8 2 6 1 69 4 NR NR NR 
(21.4) (20.9) (29.6) (25. O) (100.0) (25.01 (20.5) (57.1) 

12. 9 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) (74.7) (25.0) (75.0) (100.ob (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. O) (30.7) (23.1) (75.0)

TOTA ._. 5,247 3,100 40 21 59 7 1,955 36 15 12 2 
(24.91~ f28.8) (29.9) (39.6) (81.9) (25.9) (20.2) (18.9) (28. 3) (32.4) (10.0)WORI( FORCE ~G 

+20c 29.9 34.6 35.9 47.5 98.3 31.1 24.2 22.7 34.0 38.9 12.0 
-20. 19.9 23.0 23.9 31.7 65.5 20.7 16. 2 15 .1 22.6 25.9 8.0 

COMP )\RISON OF FUNCTION TO STA1;E 
1. + 0 0 - NR - 0 - NR-
2. NR- - 0 - - NR NR 0 NR 
3. + + + 0 NR + 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 
11. - 0 - + 0 0 + NR NR N:R

012. 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: Calculations by CSRO based on EE0-4 data supplied by the State. The numbers in 
parentheses are the proportions of workers in the e·thnic group in the particular
job category. 
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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 

F un1rt-ion Wn.;.k 11n-,..•~oo 

P.JNC. TOTAL WM BM BM AM AIM WF BF HF AF AJ.F 

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 NR NR NR NR1 NR 3 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) ( 16. 7)(45.0)

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) (O. 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."l) (2. 8) (22.2) (7. l) (7.9) (1.9) (24. 3) (50.0) 

WORK 'ORCE RAli GE 

+2cxt 14.5 20.0 25.1 18.1 3.4 26.6 8.5 9.5 2.3 29.2 60.0 
-20% 9.7 13.4 16.7 12.1 2.2 17.8 5.7 6.3 1.5 19.4 40.0 

COMPARISON OF FUNCTION TO STATE 
1. 0 + + + + + + + NR NR2. + + + NR + + NR NR NR NR3. - - NR NR NR - NR NR NR NR4. - - NR NR NR - NR NR NR NR6. - + NR NR NR - + NR + NR7. 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 NR15. - 0 + NR NR - 0 NR NR NRNET SCORE -7 -4 -5 -7 -7 -3 -5 -9 -9 -11DISPARITY +3 +2 0 0 +4 +2 -2 -2 -4% DISPARITY 

I 13.6 9.1 0 0 18.2 9.1 9.1 9.1 18.2 
SOURCE: Calculations· by CSRO based on EE0-4 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 4-8 

Percent Disparity Compared 

Administrative 

Black 

50.0 

MALE 

Hisp. 

38.5 

Asian or 
Pac~Isl. 

46 • 2 

Am.Ind. 
or 

-Al~Nat. 

57. 7 

* 

White 

7. 7 

Black 

46.2 

FEMALE 

Hisp. 

53.8 

Asian or 
Pac.Isl. 

0 

A:m.tnd-
or 

Al.Nat. 
0 

P:::-ofessional 

Service 

19.2 

13.6 

11.5 

9.1 

15.4 

0 

30.8 

0 

11,. S 

18. 2 9 .1 

30.8 

Q 

38 s 

9 J 

SQ D 

Source: Calculations by CSRO shown on Tables 4-5, 4-6 and 4-7. 
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each of the functions. In tbe administrative category only 14 of 746 

administrators are fran minority groups. 1bus, there are very few to canpare 

with tbe • wt>ite men who predaninate in this category. In those fllllctions wbict> 

include minority administrators they are usually as great or greater a 

proportion of their ethnic group as white males. lbwever, it should be noted 

tbat only six of 13 functions include minority administrators. In most 

functions tbere are none at all. White women are administrators in all but 

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

eacb fuoction are a smaller proportioo of all White wanen employed in tbe 

function than are white male administrators as a proportion of all white males 

employed in the function. 1be disparities are usually Quite dramatic. 

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

professional level jobs and JOOre functions include at least sane minority 

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

minority professionals from each ethnic group in sane functional work forces 

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

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

can be overrated because in so many functions minorities are such a small 

proportion of the functional wortc force tbat even one person in tbe job 

category constitutes a large proportion of that group's functional 

representation. Again, in most functions white female professionals 

constitute a much smaller portion of the wnite female canponent of ttle 

functional wortc force than white male professionals of tbe white male 

canponent of the functional work force. 'Ibe exceptions are in functions where 

there· are very few wanen employed and therefore a small m.mber of white wanen 

professionals constitute a large proportion of the white wanen employed in the 

fa.mction. 
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In tbe service/maintenance worker category a review of the data in Table 

4-7 sbows that tbere are many functions in wnicb m:>st of tbe nonwnite etnnic 

groups are not represented. But black males are represented in seven of 11 

functions and in tbose functions wnere tbere are a large nl.lilber 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 the proportion of 

White male workers in tbe function who are service/maintenance workers.· White 

female service/maintenance workers in four of the five functions Where tnere 

are 10 or more are a smaller proportion of all white female workers in the 

function than are wnite male service/maintenance workers a proportion of all 

wt:lite male workers in the function. 

A glance through the appendix tables shows that altnough few 

administrators earned less tban $15,999; tne proportion of minority or white 

females in the administrator category who did so was larger than tne 

proportion of white male administrators at tnat salary level. Indeed, it is 

striking tnat there are any administrators at below $15,999. 11 

But perhaps the most interesting measure of State affirmative action 

efforts is the change that occurs because of new hires. About 14 percent of 

the 1980 State work force are persons hired during the year. 'lbere is tnus 

much room for change in the composition of tbe State work force. 'lbe 

proportion of new hires Who are minorities or wanen is greater than their 

proportions in the existing work force for the State. But a look at the 

details indicates an interesting pattern. During 1980 no minorities were 

hired as administrators. Altbough 0.7 percent of the white women hired were 

administrators, 2.0 percent of white males hired were administrators so the 

disparity between these two groups increased. 'Ibe proportion of black men who 

were professionals, protective service, office clerical and 
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service/maintenance workers who were llired was larger tnan the comparable 

proportion for white men. No black' wanen administrators were hi red during the 

year, and tlle proJ:X>rtion of blaclc wooien nired as professionals was nearly bal.f 

that of wt>ite men. No black wanen technicians or protective service workers 

were hired and tlle proportion of blacl{ paraprofessionals was less than the 

canparable proJ:X>rtion of white. Only in tbe office/clerical category did the 

proportion of black wanen hired exceed tne ccmparable proJX>rtioo for white men 

or wanen. A review of the hiring in individual functions shows broadly the 

same pattern. overall, there is a slignt shift in total work force because 

minorities and wanen are a greater proportion of new hires than of the work 

force. But a review of tlle actual niring patterns shows that in only six of 

13 functions were any Wbite or wanen bired as officials or administrators and 

in none were· minorities (either male or female) hi red as administrators. In 

four functions no minority professionals were hired; in five functions no 

minorities were hired as service/maintenance workers. 

d. Analyses of Affirmative Action Plans 

Table 4-9 stJows the extent to whicn 18 plans for affirmative action 

submitted to the Advisory C.annittee by the State of Iowa meet the test of a 

good plan. (Qmnents by tne Iowa Civil Rights C.a:rmission on this review are 

noted in Chapter 3.) '!be 18 plans cover all State agencies which employ more 

than 100 persons. In 1978 the Advisocy Carmittee reviewed six agencies: 

:Education, Social Services, the Job Service, the Crime C,cnmission, the 

Secretary of State's Office and tne Banking C.cxrmission. The last three are 

not included in the current an~lysis. '!be three agencies surveyed here and in 

1978 eitner bad compared work force to labor force or planned to do so in 

1978. Only tne Department of Public Instruction had analyzed its 

utilization. Botn tbe departments of social services and job service proposed 
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I, IMPLEMENTATION 
A. Chief Executive of agency responsible 

4. Chief asslll!les formal responsibility, affirmative action 
officer reports to chief executive. 
3, Chief assumes formal responsibility, affirmative action 

officer reports to intermediate official. 1 1 4 1 1 4 3 4 1 3 1 4 4 1 1 1 1 4 
2. Chief asslll!les formal responsibility but there is no 

affirmative action officer, 
1. Chief does no·t assume formal responsibility. 

B. An affirmative action officer is appointed and duties 
specified, 
4. Yes. 
3. Appointed but duties not specified. 3 1 3 3 3 4 4 4 4 3 3 3 4 3 3 3 3 4 
2, Post planned. 
1. No affirmative action officer appointed. 

C. Dissemination of affirmative action plan. 
4. Wide internal and external. ' • V, 

3, Some internal and external, 
2. Wide internal and external planned, 

1 1 1 1 1 1 1 2 4 4 1 4 1 4 4 1 1 3 
I.,> 

1. Less. 

II, WORK FORCE ANALYSIS 
A. Detel'!".~.ne available labor for-:':' "=!' j-:~ category, race, 
sex, salary. 
4. Determined by all categories. 
3, Determined by job category, race, sex. 1 1 4 3 1 3 1 3 3 3 3 3 3 1 1 1 1 3 
2. Plan to determine by all categories. 
1. Less data, 

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

sex, salary, 
3. Does not include salary. 
2. Plan discusses all items but analysis is not yet 

1 4 4 1 4 4 1 3 3 3 4 4 4 ~ 4 1 4 4 

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 

yet implemented, 
1. Less, 
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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. 

1 
--
1 4 1 1 3 1 3 3 3 1 3 1 3 3 1 1 3 

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, 

1 1 1 1 1 1 1 1 1 1 1 1 2 1 3 1 1 l 
1../1
J>-

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, 

handicap, 
1. No short term goals. 

age, l 1 1 1 3 l 4 1 1 4 1 1 2 1 3 l 1 3 

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 

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. 

1 1 l 1 ~ 

I 

1 2 4 1 

I 

4 1 3 4 3 4 1 1 3 
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B, Make sure contacts above are notified of all 
Y.p.cancies. 
4. Do, 
3, Notify some but not all. 
2, Plan to make sure all are notified but not yet 

1 1 31 1 11 1 1 4 I 1 411 31 4 1 2 2 1 3 

implemented, 
1. Do not. 

C, Maintain records cf recruitmeft 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 1 1 11 1 11 1 1 4 14 111 41 2 2 3 1 1 4 

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

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

D. Advertise jobs using media with the largest 
u, 

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. 1 1 312 21 1 1 3 I 2 31 1 11 1 2 3 2 1 4 

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. 

IV. SELECTION 
A. Ensure 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 done and intent to do more 

1111111 1 1 11 1 31 1 1 1 1 

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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B. }l:nsure 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-

l l l l l l 4 l l l l 2 l 3 4 l l l 

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. 

1 l 1 l l 1 2 4 4 1 1 3 l 3 2 2 1 2 

D. Review application questionnnire to ensure no 
illegal questions asked, V, 

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

1 l 1 1 1 1 3 1 1 1 1 2 1 3 1 1 1 1 j 
1 

°' 

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 J 

and some have been validated. j 
2. Plan to validate all job descriptions within 

5 years but not yet begun. 
1 1 I 1 I 1 1 1 1 1 1 4 1 1 1 1 1 1 1 

I 
1. No review of entry level job descriptions has : 

been done or is planned or no timeframe for 
completing validation. I 

F. Where agency entry level jobs require 
I 

J 

considerable knowledge, skills and ability, j 
develop trainee classes or justify inability to 
do so. 1 2 l 1 l 1 4 1 1 l 1 1 2 1 1 1 1 1 
4. Trainee positions established, 
3. General review of possible trainee positions.
2, Trainee positions planned, 
1. Less. 
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V. PROMOTION 
~- Review and analyze job descriptions to ensure that 
there are no unreasonable job specifications. 
4. Knowledg~, skills, and abilities requirements are 1 2 3 1 1 1 1 1 1 2 1 2 1 2 1 2 1 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 

none in actual operation. 
2. Agency mentions planning career ladders. 
1. Less. 

1 1 1 2 1 4 2 1 1 4 1 1 1 1 1 1 1 1 j 

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

V,...., 

publicized. 
4. Fully done. 
3. Partially done. 
2. Planned for implementation within five years. 
1. Less, or no timeframe for completion within 

1 1 3 2 1 1 1 1 1 1 1 1 1 1 1 1 1 1 

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 

personnel counseHng planned but not yet 
implemented. 

1. Vague commitments to upward mobility. 

1 3 1 1 1 1 1 1 1 1 1 3 1 1 2 1 1 3 I 
I 
I 

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 M.n~ mP.nt--! nnPrl. 

1 1 1 1 li 1 1 1 1 1 1 1 1 1 1 1 1 3 
I 

1 

I 
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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. 

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. 
1. Less, 

B. Flexible hours provided, 
4. Established for all positions, 
3. Considered/planned. 
2. Mentioned. 
1. Less. 

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, 
l. Less. 
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4. Completely accessible. 
3. Planning underway to make completely 

accessible, some areas accessible, 1 1 111 11 1 1 1 21 1 3 2 2 . 1 1 2 

2, Plan complete accessibility but plans not yet 
developed. 

1. Less. 

VII, EQUAL EMPLOYMENT OPPORTUNITY 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 I 1 I 4 411 41 2 I 3 4 12 41 1 1 2 4 1 4 

appeal.
2. Formal procedure planned to include appeal 

but not yet implemented. \0 
\J1 

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. 1 2 4 3 4 4 41 I 4 41 1 41 1 4 4 12 41 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. 

4 l 1 1 1 1 1 1 1 3 1 33. Part-time counselor. 3 11 1 1 1 
2. Plan-,ftill-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. 
2. Planned but not yet implemented, 
1. No. 
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IX. EVALUATION 
A. Annual update work force uti1ization 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. 
.l, Less. 

1 1 1 1 1 4 4 1 4 1 1 2 4 3 1 1 3 

B. Annually review success 
timetables. 

in meeting ~OflS and 

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. No action. 

1 1 1 1 1 3 4 1 3 2 3 1 2 2 1 1 1 3 

°'0 

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. 

4 1 2 1 1 1 4 4 4 1 3 2 1 3 1 1 1 4 I 
I 

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 sLstcontic. 
2. Pans implementation of systematic review but 

not yet done. 
1. Less 

1 3 4 1 1 3 3 3 3 1 1 4 1 2 1 1 1 1 
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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 
1 11 1 11 4 I 2 I 1 4 4 1 1 1 2 1 1 1 1 I 2 

age.
2. Plan to maintain full records on promotions, 

upgrade and transfer by race, se~, age, handicap, 
1. Less, 

F. Records of equal opportunity complaints. 
4. Maintain records of all complaints by race, 

s·ex, 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. 

1 11 1 11 1 1 1 1 1 3 1 1 1 2 1 1 1 1 
I 
' 

I 
I 

a, 
I-' 

·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 13 111 4 1 1 I 4 4 3 1 4 4 3 3 4 1 3 

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. 

1 13 4 11 1 3 3 I 1 3 2 3 1 3 3 1 1 I 1 4 

Codes: li-Implementation--good Source: Affirmative Action Plans supplied to the 
)-implementation-satisfactory Central States Regional Office of the 
2-plan but not implementation reported U.S. Commission on Civil Rights
1-plan unsatisfactory 
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to review encry job classificatioos. Public Instruction indicaced a formal 

coomitment to training opportunities to improve DX)bility. Both public 

instruction and jOb service had formal recruitment plans. Toe tnree agencies 

bad plans for evaluation including data collection and assigned responsibility 

for implementatioo. 12 Toe Advisory Qmnittee reported that the few 

recruitment efforts in tbose plans were incanplete and unlikely to produce 

increases in the nUDbers of minorities and wa:nen wbo applied for posts. 13 

It also reported that evaluation methods were primitive and responsibility too 

d . ed 14widely 1spers . 

Of the 18 plans reviewed in Table 4-9, 10 indicate that information about 

the available labor force has been obtained and 14 indicate that tney have 

determined the racial and sex canposition of the agency. t-'lany, however, did 

not bother to make tnis determination for each principal subunit.(The 

exceptions are noted in the narracive in Table 4-10.) However only nine bad 

actually canpared worlc force to labor force. Only one agency had set long 

term goals and only five had set short term goals, although one other agency 

planned to do both. 

Less than half of the agencies bad satisfactory recruitment programs. 

Very few bad satisfactory plans or had undertaken satisfactory measures to 

ensure tnat selection was nondiscriminatory. 

Few agencies planned or had implanented affirmative action efforts to 

pranote or upgrade minorities or wanen. Ooly two agencies maintained lists of 

employees' skills wbich could be used in encouraging upward mobility. 

Only three 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. 

https://implementatioo.12
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Most agencies had formal grievance and formal discrimination canplaint 

procedures but only four provided a full or part time counselor to assist 

employees in resolving discrimination canplaints. Oaly seven agencies nad 

exit interview procedures. 

Less tnan half the 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 acccmplistment of 

affirmative action in supervisors' evaluations and five others expected 

affirmative action efforts from their supervisors but did not include this 

item in their evaluations. 

The chief officers of eight agencies assuned formal responsibility for 

implementation of affirmative action programs. All but one agency bad an 

affirmative action officer. Qaly six agencies disseminated their plans botn 

internally and to outsiders. 

All of tbe 18 plans bad been approved except for that of t~e Department of 

Social Services which was under revision at the end of 1980. 15 

In Table 4-10 the Advisory Coomittee presents sane narrative ccmnents oo 

tne key elements of the affirmative action plans. Altnough there are some 

significant exceptions, many of these cooments suggest that the planning in 

1980, as it was at tbe time of the last review, does not provide for effective 

measures of affirmative action. Particularly noteworthy is tbe frequent 

anission of an effective internal evaluation procedure tbat would allow 

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

subseQuent modifications in the plan. 
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Table 4--10 
SUIIDary Cooments on the Affirmative Action Plans 

of State Agencies that Employ 100 or More Persons 

ICMA 

Department of Agriculture - 'Ibe plan is elated April 1980. There is no 
analysis of. utilization to determine underutilization. There is no detailed 
analysis of work force or canparison to labor force. Except for recordkeeping 
on applicants and review of training opportunities no concrete measures are 
proposed which might improve opportunities. There is no circunstantial detail 
on improvements in selection procedure or pranotion procedure. Most elements 
necessary for a canprehensive plan are missing. There is no provision for 
internal monitoring or review by the agency. 

Beer and LiQuor C.OOtrol Deiirtment - '!be plan is dated April 8, 1980. A very 
rudimentary utilization ana yses and eQually rudime~tary goal and timetable 
for remedying tbe implied underutilization are provided. The agency asserts 
that tbe Merit Employment Department is entirely responsible for selection and 
tbat any changes must be done by it. It blames any inequality in transfers on 
a union contract. It hints at assisting in recruitment, but makes no 
coomionent. 'Ibere are no monitoring or review mechanisms. The docunent lacks 
many of the essential elements of an affirmative action plan. 

Ccmnission for tbe Blind - Tbe plan is dated May 20, 1980. The plan contains 
detailed utilization analyses, detailed canparison to the labor force and sets 
goals but not timetables. 'Ibe action elements are based on the utilization 
analyses and a detailed assessment of other problems. Taken as a whole, this 
is a canprehensive and sophisticated plan although some elements are missing. 

State Ccmnerce Ccmnission - 1be plan is dated October 3, 1980. This contains 
a stata:nent of principles appended to which are sane vague action items. 
'lbere are no utilization analyses or canparison between work force and labor 
force. '!be absence of a full-time personnel officer in the agency may explain 
the visible paper deficieocy. Sane of the action elements such as widespread 
advertising and monitoring of training fund allocations may help. But the 
gaps revealed in the agency's canprebension of the scope of the problem are 
large. Most elements necessary for a comprehensive plan are missing. 

State ~troller - 'Ibe plan is dated July 1, 1979 and reported republished 
April ~1980. 'Ibis plan contains careful utilization analyses and carefully 
developed nuneric goals and timetables to ra:nedy the identified 
underutilization. Although sane of the action elements are less specific than 
migbt have bee~ possible and not every possible action has been planned, the 
docunent contains most of the key elements--including good monitoring 
procedures for sane elements of tbe plan. Significant weaknesses a re the 
absence of a canprebensive evaluation procedure and failure to plan reviews of 
job specifications and applicant flow. 

Conservation Carmissioo - The plan is dated May 1981. It contains 1979 data 
on utilization of minorities, wcmen and handicapped 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 recoomend an "eight 
factor'_' anal~s1s and developnent of nuneric goals and timetables, these are 
not ev1~ent;: ii:, the 1981 p~a~. '!be 1981 plan acknowledges minority and female 
und~rut1liz~t1on. but spec1f1es only a concentration of white females in the 
off1ce/cler1cal Job category. New hires, pr0100tions and terminations are 
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reported, but their impact is not. The plan gives no indication that a 
ccxnprehensive evaluation procedure will be developed. It places
responsibility for selection on merit systems although it does suggest the 
department has sane classifications which could be used to praoote affirmative 
action. 

De artment of Enviroamental alit - '!be plan is dated March 4, 1980. Tne 
plan contains an agencywi e work orce utilization analysis and nuneric goals
and timetables but there is no comparison to the available labor force. While 
the goals and procedures to attain them 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 there is 
scope for filling slots with one group to the exclusion of others. Toe plan
details at length recruitment problems and proposes sane measures for 
resolving these. But these proposals are sanewhat vague, albeit there are 
other agencies who have proposed less. '!be evaluation mechanism is specified 
in vague terms. 

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

State Department of Health - 'lbe plan is dated March 1979 with a December 31, 
1979 update. Toe plan includes a detailed comparison of work force to 
available labor force for the agency as a whole and each subunit. Nunerical 
goals and timetables are not specified but efforts to reach parity are 
indicated. The action items stated in the update are less precise than they 
might be. The analysis of barriers to employment suggests further study of 
these is necessary. 'lbe proposed in-agency evaluation should be effective. 
Although many items in the 1979 plan bad target canpletion dates prior to 
December 1979, there is no indication from the supplement that they were 
completed. 

Department of Job Services - '!be plan is dated June 6, 1980. 'Ibis is a 
reasonably canplete affirmative action plan containing a work force 
utilization analysis and comparison to the available labor force, specific
short term goals and most of the relevant action elements. What is missing is 
detail on how sane elanents are to be implanented and sane indication of the 
success or failure of efforts currently underway. It would appear that the 
in-agency evaluation procedures could provide for effective review but because 
detail is lacking, it is bard to be uneQuivocal. 

Depaartment of Justice - The plan is dated October 15, 1979 and includes an 
u ate including the period to January 20, 1981. '!be update reports success 
in recruiting both entry level and senior level wanen as attorneys and in 
recruiting minorities. Toe labor force data is for Polk County only and is 
not canpared to the work force. Sane recruibnent and utilization problems are 
identified. 'lbe plan includes no nuneric goals and timetables and no action 
elements. 
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Office for Planni! and ·Programning - 1be plan, dated November 26, 1980, 
cootains a detalr asslgnnent of responsibility, analyses of work force and 
detenninati~ of underutilization for the agency and each subunit. Al.though 
underutilization is identified, no mmeric goals and timetables are set. 
Evaluation procedures are established. A.1.Ioost every significant element for 
affirmative action is mentioned but the details of What will actually be done 
are sanetimes thin. A strong point of the plan is the clear delineation of 
responsibility. 

Department of Public Instruction - 'Ille plan is dated March 10, 1980 with an 
update dated April 1980. 'lbe plan contains a work force utilization 
analysis. Although oote is taken of the size of the labor force, there are no 
detailed comparisons. 'Ibere are nuneric goals and timetables. 1bese are not 
as detailed as they might be. Many of the action items would pr()[OOte 
affirmative action but details on What will be done are often emitted. For a 
plan which· is the.latest of seven year's effort, there is remarkably little 
detail about results achieved and, although sane data is apparently available, 
little evidence of evaluation and review. 

Departoent of ·Public Safety - '!be plan is dated May l, 1980. Al.though the 
Introductory material is canplete, there are few other details to support the 
plan. 'Ibere 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 anits many other factors. 'Ibere are no work force analyses or ccmparison 
to the available labor force canputations, although one plan item is to 
prepare one. 'lbere is a "situation audit" that implies such analysis has -been 
done in the past, but oo evidence of this is presented. The "situation audit" 
suggests general satisfaction with current efforts but provides no detailed 
information to justify that conclusion. Tne action items are described in 
very vague terms and even where specific action steps are specified, there is 
little detail. 

Deparbnent of ·Revenue - The plan is dated January 13, 1981. It contains a 
departmentwide utilization analysis, applicant flow statistics and a 
canparison to the available labor force. The basis for the labor force data 
is provided. 1bere is detailed information on recruitment efforts and 
detailed one and five year goals. 'lbe calculation of underrepresentation is 
provided. 'lbe action elements for recruitment are specific. Other action 
elements are less well specified. Although substantially more data was 
asseooled in 1980 than earlier, there is still little evaluation of what the 
data means--especially that on applicant flow and internal staffing changes. 

Deparb:l'lent of ·Social Services - '!be plan is dated July 1978. 'lbe plan states 
that there are nlllleric goals and timetables for remedying underutilization but 
these are not included in the doctment provided. lbr is there a comparison of 
labor force to work force. 'lbe action elements do not have specific 
timeframes for implementation. Sane are mre specific and detailed than 
others. Plans for evaluation are incorporated into the process. There is no 
indication of the success or failure of past efforts. 'lbe absence__ of 
specificity of goals might malce assessment of efforts difficult. Al.though the 
plan covers 1978-1980, there is no assessment of first year accanplistments. 

~rbnent of Soil Conservation - There is no affirmative action plan. All 
tt ls available ls a series of letters between ICR.C and the department. One 
of the letters does indicate sane 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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De~rtment of Transportation - 'lbe plan is dated January 1981. It contains 
goa sand timetables for each unit of the agency for specific job categories~
labor force and work force statistics. NJ earlier plan, dated March 27, 198u 
contained buried within supporting docllDents a lot of thorough evaluations of 
accanplistmants and deficiencies. 'Ibis is lacking in the newer plan. Also 
absent is data presented in 1980 which analyze turnover. 'lbe plan contains 
specific conmitments 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 accanplistments and determine what should be done in subsequent years. 

L 
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Toe Iowa Civil Rignts Conmissioo nas conducted annual reviews of the 

status of affirmative action efforts beginning in 1978. 16 Toe Iowa 

conmission reported that the proportion of State agencies which met the 

requirement to submit affirmative action plans under the provisions of 
. 

Governor Ray's Executive Order No. 15 increased dramatically between 1978 and 

1979. It also stated chat the quality of the plans suomitted improved 

significantly. 17 

Analyzing the overall utilization of minorities and women, the Iowa 

coomission stated that ''Each State agency must make an affirmative action 

effort of increasing black employees, as well as other protected class members 

in 1980 to meet affit'IIlBtive action goals. 1118 It concluded that greater 

recruitment efforts would be needed, in coordination with tne State Merit 

Department. 19 It suggested that alternate selection procedures should be 

explored. ZO It urged that management and line supervisors be evaluated on 

tneir affirmative action performance. 21 Toe Iowa coomission noted that it 

laclced the staff to provide consistent roonitoring and technical affirmative 

action assistance to State agencies and would seek the help of other groups, 

including the Iowa Advisory Coomittee to the U.S. Cocrmission on Civil Rignts, 

to improve its monitoring. 22 

e. Administering Agency: Tbe Iowa Civil Rights C,oomission 

Tbe following description of che powers and duties of tbe agency 

responsible for administering the Iowa affirmative action program was provided 

by the Iowa Civil Rights Coomission: 

Iowa does not have an affirmative action office per se. There is neither 
sucn a office attacned to tbe Governor nor such an independent office. 
Ratner, each State agency has an official responsible for affirmative 
action. 'Ibe time spent by these officials may t"ange from "as needed" to 
full time basis. Presently, approximately five of the largest State 
agencies have full time M/FE.O officers. 

https://significantly.17
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Al.1 of tbe agencies' M/EFD officers do report annually to the Iowa Civil 
Rights Ccmnission, more specifically to the Affirmative Action Director of 
the Ccmnission. 'lbe Affirmative Action Director of the Iowa Civil Rights
Ccmnission would be the closest thing to the "affirmative action office." 
'lbe powers and duties of this office are tnose Wbicb are delineated by 
Executive Order Nunber Fifteen. Operationally, the powers and duties have 
been those of monitoring and coordination. 'Ibere is no supervisory 
relationship between tbis office and the agencies' M/FID 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 
wtlen a second employee was temporarily assigned to tne office, tbe same 
patte~n bas existed since tbe pranulgation of the Executive Order. '!be 
budget for the office for FY 1980-81 was $24,848. The budget for FY 
1981-82 is $24,951. 

Ttle office relies heavily on outside assistance. For example, Questions 
relating to application flow, testing, and test validation are addressed 
cooperatively witb tbe Iowa Merit Employment Department. Similarly, 
census and labor market data are secured fran Iowa Job Services and Office 
for Programning and Planning. C.anputer progranming and services are 
mainly secured through the State C.anptrollers Office. 

The office reports directly to the Executive Director of the Civil Rights 
Q:umission. Additionally, the office has a direct access to tbe 
Governor's office.23 . 

https://office.23
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l. 42 USC 2000e(l972). 
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It was indeed striking why any administrator should be making an annual 
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5. STATE GOVERR-1ENI' AFFIRMATIVE ACTION IN KANSAS 

a. Introduction 

'Ibis report on Kansas State affirmative action efforts was prepared wnile 

tbe legal basis of sucb efforts was in transition fran a July 1975 Executive 

Order witb an accanpanying State affirmative action plan oy former Governor 

Robert Bennett to a similar order by the current Governor, John c.arlin, and a 

new State affirmative action plan. 'lbe new Executive Order and plan were 

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

Qmnittee and State review under tne·standards set in tne new plans had not 

begun at the time the Kansas State F.<:1ual Employment Opportunity Office 

reported on its activities. 

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

Tbe Secretary of Administration shall have 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. '!be State Affirmative Action Plan shall apply to 
hiring, recruitment, selection, benefits, proontion, transfer, layoff, 
return fran layoff, compensation, equality of wages, a:nployee developnent 
programs and training programs; ... 

F.ach State agency designated in the State Affirmative Action Plan shall 
establish and annually update an Agency Affirmative Action Plan within the 
parameters of tne State Plan; • 

F.ach 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 handicapped persons; 

The Department of Administration ... sball, at regular intervals, ~valuate 
Agency Affirmative Action Plans designated in the State Plan.... 1 

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

required to submit an affirmative action plan. 1bese agencies are listed in 

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

..• it bas becane apparent that the State was ill eQuipped to 
satisfactorily realize its coomitment Lto affirmative action made in the 
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Executive Order 75-9 and tne accanpanying planJ. Efforts at affinnative 
action were oriented toward a problem-reaction concept. 'lbat is, as 
problems arose, attempts at reconciliation were made after the fact. 

To minimize future occurrences of tbis nature, we are strengthening our 
goal-oriented approacn to affirmative action. Toward tbis objective, 
tnree major programs are being reinforced.3 

Governor Garlin's plan reauires annual revision of tbe State and agency plans, 

special emphasis on "initiatives wbich exist as affinnative action to overcane 

residual effects of inadvertent discrimination," and enpbasis on tbe special 

needs of disabled individuals. 4 He concludes ''My message is clear. Through 

application of the necessary tools, affirmative action within State agencies 

will result in a true realization of eQual employment opportunity for 

a11. 115 The State plan not only specifies wbat actioos will be undertaken by 

the Department of Administration to furtner affirmative action governmentwide, 

but also specifies how agencies are to prepare their affirmative actioo 

plans. 6 The work force utilization analysis and docl.lllent maintenance 

re<:1uirements specified in the plan are unique in the region. If an agency 

rigorously followed the State plan reouirements it would produce an extremely 

comprehensive affirmative action plan canparable to tne best plans prepared by 

private employers subject to Federal contract canpliance regulations. 

Actions to be taken by the Department of Administration include educatioo 

of both State officials and the 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 environnent and record keeping procedures. 

'Ibe new plan is candid in admitting past defects and precise in stating what 

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

goverrmentwide efforts. 7 
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State agencies are provided detailed instructions for developing a work 

force utilization analysis and determining appropriate goals and timetables 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 

handicapped persons to serve as a target for State efforts for the handicapped 

is particularly noteworthy because it is unique. In addition to utilization 

analysis and setting of nuneric goals and timetables, the State plans calls 

for problems to be identified and addressed in such areas as recruitment, 

trainee programs, classifications, examinations, preemployment procedures, 

exit interview procedures, EF.O mediation procedures, grievance procedures, 

worlc enviromnents, EEO administration, data collection, training opportunities 

and reasonable accamxxiation. 9 The plan re<1uires that accanplishments or 

failures to achieve previous year objectives be reported and explained. 10 

1be plan details what responsibilities for implementation must be assigned, as 

a mininn.m, to appointing authorities, EID personnel, personnel officers, 

supervisors and other State employees. 11 But the plan does not explicitly 

provide for supervisory appraisals to include implementation of these elements 

in evaluations of performance. Tbis is tne only significant emission from the 

plan. 

b. Kansas Governor's Activity 

'lbe State F.quaJ. Flnployment Opportunity Office reported that of SOS 

administrative appointJnents 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, 11 percent of the Governor's 

administrative appointments went to minority persons, 19 percent went to wanen 

https://employees.11
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fran all ethnic groups. The Governor made 91 appointments of professionals to 

the unclassified service. Of these, one was a black male, one was a black 
:, 
1:female, one was an Asian/Pacific Islander male and one was an Asian/Pacific I 

" 

1: 

Islander female. overall, four percent of his professional appointments went I 

to minority group persons and 29 percent of his professional appointments went l: 
I' 
Ito wanen fran all ethnic groups. The Governor appointed 21 persons to 

secretarial/clerical jobs in the unclassified service. Twelve of tnese went 

to white wanen, two to black wanen, one to an Hispanic wanan. Overall, 14 

percent of tne Governor's appointments in this category went to minority wanen 

and 71 percent went to wcmen fran all ethnic groups. 'lbe Governor made a 

total of 630 appointments to the unclassified service. Ten percent of these 

were fran minority groups, 24 percent were wanen fran all ethnic groups. Five 

percent of nis appointees were black, three percent were Hispanic. 12 

c. Data 

TaDle 5-1 snows tne utilization of workers as reported in the 1970 C.ensus 

of Population. Table 5-2 snows the utilization of workers in the private 

sector as reported by the U.S. E<Jual Employment Opportunity C.armissioo (EEOC), 

based on 1978 employer reports. Table 5-3 shows the utilization of workers by 

Kansas State govenment as reported by the Sta~e in its 1980 EED-4 form 

submission to EEOC. Table 5-4 shows the canparison between the 1970 State 

labor force, the 1978 private labor force and the 1980 State work force. 

A comparison of the State work force co the two labor force measures shows 

sane disparities greater than 20 percent. 'lbe 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 wcmen is 

above both; that of black wanen is above both iabor force levels and that of 

Hispanic wcmen is above the 1970 labor force but level witn the 1978 private 

https://Hispanic.12


----

Table·fi-1 
KANSAS LABOR FORCE - 1970 

TOTAL WHITE %Row BLACK %Row HISPANIC % Row 

Total 852,.313 816,590 . 31,300 .. 14,647
Female 314·,221 298,218@4 ..9) 14 , 113 (4. ;· 5) 5,246( 1•;7)
Male 538,09~ 518,372 ~6-. 3.) 17 ,187 (3 .,o 9,401(1. ·s) 

Prof., Tech., %Column % Column %Columnand Kindred Total 121,765 118,110, 2,905 1,648
F 53,079 51, 053'{6 .3) 1,749(5.6) 594(4 .1)
M 68,686 67 ,057(8.2) 1,15,6(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) 

-..J 
(J'I 

Crafts Total 113,084 109,540 2,944 2,014 
F 6,290 5,910(0.7) 291(0.9) 83(0.6) 
H 106,794 103 ,630(12. 7) 2,653(8.5) 1,931(13.2) 

Service Total 101,940 92,051 8,893 2,915 
F 65,434 59,807(7.3) 5,039(16.1) 1,857(12.7) 
M 36,506 32,244(3.9) 3,854(12.3) 1,0~_8(7 .2) 

Notes: F = Female 
M= Male 

Source: Bureau of the Census, General Social and Economic Characteristics: Kansas (PC{I) - CI8(Ks.), Table 54, 
Calculations by CSRO. 
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Table 5-3 

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. 

2. 

3. 

4. 

5. 

4,928 

3,869 

4,241 

885 

NONE 

1,744 
(35.4) 
3,163 
(81.8) 

862 
(20.3) 

681 
(76.9) 

73 
(1.5) 
72 

(1.9) 
75 

(1.8) 
15 

(1. 7) 

43. 
(0.9) 

71 
(1.8) 

21 
(0.5) 

10 
(1. 1) 

4 
(O.l) 

9 
(0.2) 

5 
(O.l) 

NR 

10 
(0.2) 

10 
(0.3) 

8 
(0.2) 

1 
(0.1) 

2,857 
(58.9) 

517 
(13.4) 
2,876 
(67.9) 

169 
(19 .1) 

129 
(2.6) 

9 
(0.2) 
298 
(7.0) 

6 
(0. 7) 

58 
(1.2) 

17 
(0.4) 
63 

(1.5) 
3 

(0.3) 

7 
(O. 1) 
NR 

16 
(0.4) 

NR 

3 
(0.1) 

1 
(O) 
17 

(0.4) 
NR 

6. 1,390 967 27 10 3 2 366 .g 7 NR NR 

7. 

8. 

5.098 

620 

(69.6) 
1,554 
(30.5) 

269 

(1.9) 
277 
(5.4) 

4 

(0.7) 
57 

(1.0) 
2 

(0.2) 
6 

(O.l) 
1 

(0.1) 
43 

(0.8) 
• NR 

(26.3) 
2,641 
(51~8) 

330 

(0.6) 
425 
(8.3) 

3 

(0. 5) 
59 

(1.2) 
8 

7 
(O. 1) 

3 

29 
(0.6) 
NR 

9. NONE 
(43.4) (0.6) (0.3) (0.2) (53. 2) (0.5) (1. 3) (0.5) 

10. 55 25 2 1 NR NR 23 1 2 1 NR 

11. 1,214 
(45;5) 

702 
(3.6) 
117 

(1.8) 
24 2 8 

(41.8) 
229 

(1.8) 
55 

(3.6) 
3 

(1.8) 
2 2 

12. NONE 
(57 .8) (9.6) (2.0) (0.2) (0. 7) (18.9) (4.5) (0.2) (0.2) (0.2) 

13. NONE 

14. 1, 34.4 533 38 28 3 1 664 48 26 3 NR 

15. 97 
(39. 7) 

39 
(2.8) 

5 
(2.1) 

NR 
(0.2) 

NR 
(0.1) 

NR 
(47.9) 

51 
(3.6) 

2 
(1.9) 
NR 

(0.2) 
NR NR 

TOTAL 23,741 
(40.2) 

10,539 
(5 .2) 
705 267 33 83 

(52.6) 
10,793 

(2. 1) 
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 

+20% 53.3 3.6 1.3 o.i 0.4 54.6 5.0 1.2 0.2 0.2 

-2o%:; 35.5 2.4 0.9 0.1 0.3 36.4 3.3 o... 8 0.2 0.2 

COMPARISON OF FUNCTION TO STATE 
1. 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 

0 0 + NR NR 0 + + NR10. 
+ + + + + 0 0 011. 
0 0 + + 0 0 + 0 NR14. 
0 + NR NR NR 0 NR NR NR15. 

NET SCORE +l -3 0 +2 -6 -2 -5 -1 -2 -6DISPARITY -4 -1 +l -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 EE0-4 data supplied by the State. The numbers in 
paren~heses are the proportions of workers from each ethnic group in the function/
·state·work forces. 



!•70 T.,c..bor Force 

.• :') I ; l>: ,:;;a1·e Sector 
-~•_i:;n:1. Force 

:,,~ate lforkforce 
r, ... .-.0).._ .... ::IV 

NOTES: 

'WM=whi te male 
BM=black male 
HM=Hispanic male 
'WF::.:whi te female 
BF=black female 
HF=Hi~panic female 
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Table-s..:4 

Comparison of Work Force and 'Labor Force 

%WM %BM %HM &m- %BF %F.F 

60.8 2.0 1.1 35.0 1.7 0.6 

~.:s.8 4.0 2.0 34.9 2.8 1.0 

44.4 3.0 1.1 45.5 4.1 1.0 

SOURCE: Tables 5-1,5-2 and 5-3 of this report. 
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sector labor force. Utilization of black men is greater than the 1970 labor 

force, less than the 1978 private sector labor force. Utilization of .Hispanic 

aen is identical to the 1970 labor force, less than the 1978 private sector 

labor force. Despite these disparities, the Advisory Coomittee believed that 

it would t>e appropriate to use the State work force as a reasonable standard 

for achiev~nt by State agencies. 

Table 5-3 not only contains basic data on utilization by agency function 

but also contains scores indicating the extent to which functional work force 

utilizatioo of each ethnic group is significantly less or greater than would 

be expected if it matched the State worlc 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 there is no 

disparity in utilization. Analysis of the net score by function snows that 

agencies involved in public welfare and corrections were likely to use 

minorities and wanen more than the State proportions, that agencies involved 

in miscellaneous functions were likely to use minorities and wanen to about 

cne same level and that agencies involved in other functions were likely to 

use minorities and wanen to a significantly lesser degree than the State as a 

whole . 

Wtlite males, Hispanic males, Asian males; white wanen, Hispanic women, 

Asian wc:men were utilized in six or 100re functions at 80 percent or greater of 

tne State average. These statistics do not prove discrimination. What they 

do show is sane disparities that need to be explored. 

To explore the disparity in total employment mignt reasonaDly require an 

analysi s of disparity in each of the job categori es Here the ana lys i s is 

ccxnpressed . Table 5-5 shows t ne pattern for administrators; 5- 6 for 

profeseiooal s Bnd 5-7 for service workers (two of three top job and one of 



81 

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 WM BM HM AM AIM WF BF HF AF AIF 

1. 445 313 5 1 NR 2 117 €i NR 1 NR 
(9 .O) (17.9) (6 .8) (2.3) (20.0) (4.1) (4. 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 Nil 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. O) (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)
NONE9. 

10. 6 5 1 NR NR NR NR NR NR NR NR 
(10.9) (20.0) (50.0)

27 1711. 5 1 NR NR 3 1 NR NR NR 
(2.2) (2.4) (4. 3) (4.2) (1.0) (1.8)
NONE12. 

NONE13. 

14. 1_25 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 
(4.~ (7 .1) (2. 6) (4 .1) (6.1) (2.4) (2. 7) (2.2) (2.6)WORK FORCE NGE 

+20% 5.5 8.5 3.1 4.9 7.3 2.9 3.2 2.6 0 3.1 0 
-2Q%·_ 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 EE0-4 data supplied by the State. The numbers in 
parentheses are the pro~ortions of workers in the ethnic group in the particular
job category. 

L_ 
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Tl!hle 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 WM BM HM AM AIM WF BF HF AF AIF 

1. 968 589 26 10 . 1 309 24 4 NR4 1
(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 75 9 595 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) (SO. O) (33.3) 

9. NONE 

10. 22 14 NR 1 NR NR 7 NR NR NR NR 
(40.0) (56. O) (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) (S.S) (33.3)" (50.0) 

12. NONE 

13. NONE 

61614. 330 22 15 NR 1 220 18 7 3 NR 
(45.8) (61.9)· .(57 .9) (53.-6) (100.0) (33.1) (37.S) (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) (14.2) (11.8) (28.2) (50.0) 

WORK FORCE RANGE 
+20% 24.5 27.S 16.8 22.4 29.0 79.6 22.4 17 .o 14.2 33.8 60.0 

-2o%.\ 16.3 18.3 11.2 15.0 19.4 5-3.0 15.0 11.4 9.4 22.6 40.0 

COMPARISO~ 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 EE0-4 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 

F.1.;~;C..:.:-•c__2:T~0_!:TA~L~__t!!:""!-::!.!___B~:-::!.1__.....;ID~!__..,!.PJ.:!!M.!..__.......!A~I:!.M~---=-W=-=----F-_....:B:_::F____:HF=---..:.AF=-__.....;A=I=F'----

,.. . 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) (41. 7) (42.3) (11.1) (25.0) (11. 1) (11.8) 

3. 185 76 10 1 1 1 85 5 5 C NR 
(4.4) (8.8) (13.3) (4.8) (20.0) (12.5) (3.0) (1. 7) (7.9) (6.3) 

4. 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 

7. 
(26.5) 

657 
(30.0) 

153 
(59.3) 

64 
(80.0) 

11 NR 3 
(14.2) 

337 
(25.0) 

73 14 1 1 

8. 

(12 .9) 
12 

(1.9) 

(9. 8) 
12 

(4. 5) 

(23.1) 
NR 

(19.3) 
NR NR 

(7.0) 
·.NR 

(12.8) 
NR 

(17.2) 
NR 

(23.7) 
NR 

(14.3) 
NR 

(3.4) 
NR 

9. NONE 

10. 

11. 

12. 

3 
(5 .5) 

80 
(6.6) 
NONE 

1 
(4.0) 

27 
(3. 8) 

NR 

8 
(6.8) 

NR 

2 
(8. 3) 

NR 

NR 

NR 

NR 

2 
(8.7) 

33 
(11.0) 

NR 

8 
(14.5) 

NR 

NR 

NR 

1 
(50.0) 

NR 

1 
(50.0) 

13. NONE 

14. 32 22 5 1 NR NR 2 1 1 NR NR 

15. 

(2. 4) 
9 

(9. 3) 

(4 .1) 
5 

(12 .8) 

(13.2) 
4 

(80.0) 

(3.6) 
NR NR NR 

(0. 3) 
NR 

(2.1) 
NR 

(3.8) 
NR NR NR 

TOTAL 2,780 
(11.7) 

1,702 
(16. 1) 

162 
(23.0) 

60 
(22.5) 

2 
(6.1) 

7 
(8.4) 

708 
(6.6) 

103 
(10.5) 

29 
(11.8) 

3 
(7.7) 

4 
(7.7) 

i;oRK FORCE RA.'-:GE 
+20% 14.0 19.3 27.6 27.0 7.3 10.1 7.9 12.6 14.2 9.2 9.2 
-2o%\ 9.4 12.9 18.4 18.0 4.9 6.7 5.3 8.4 9.4 6.2 .6.2 

co:-!PARISO~ OF FL'NCTION '.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. 
8. 

0 
NR 

0 
NR 

NR 
NR 

0 
NR 

+ 
NR 

+ 
NR 

+ 
NR 

+ 
NR NR 

10. NR NR NR NR + NR NR NR NR 
11. NR NR + + NR + + 
14. 
15. + NR 

NR 
NR 

NR 
NR NR NR NR 

NR 
NR 

NR 
NR 

t-."ET SCORE 
DISPARITY 
% DISPARITY 

-7 -2 
+5 

22.7 

-6 
+1 

4.5 

-7 
0 
0 

-6 
+1 
4.5 

-1 
+6 

27.3 

-3 
+4 

18.2 

-7 
0 
0 

-6 
+1 
4.5 

-7 
0 
0 

SOURCE: Calculations by CSRO based on EE0-4 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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tbree bottom job categories). (Note that, for reasons explained io tne 

Introduction, we have shifted tbe basis of analysis fran percent of job 

category to percent of ethnic group.) 

Tne disparity calculations from the three taoles are suamarized oo Taole 

5-8. Tbe proportion of disparity is greatest for administrators, less for 

professionals and tne same or less for service workers as professionals in 

sane race/sex groups. '!be exceptions to ttlis pattern are for black meo 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.) 'lbe proportion of disparity for administrators is 

fairly high for each group actually represented except b Lack males, ranging 

from about 20 percent for Hispanic males, wnite women and olaclc women to 50 

percent for Indian men and Asian wanen. The proportion of disparity is about 

the same, nearly 20 percent, for all group~ of professionals except for Indian 

wcmen for wban it is nigher and black men for wtxxn it is lower. There is no 

disparity in the utilization of Asian men, Indian men, Hispanic women or 

Indian wanen as service workers. The rate of disparity is low for Hispanic 

men, Indian men, and Asian women service worieers. It is aoout 20 percent for 

black wanen and over 25 percent for white wanen. With the exception of the 

paccem for wnite and black women, these are tne patterns one would expect if 

one suspected a pattern of uneQual employment. (Although tne disparity 

percentage for black male service workers is hign, this reflects bl.acle male 

utilization above 120 percent of worlc force whereas the disparity percentages 

in tbe other job categories reflect utilization at 80 percent or less. 'lbe 

divergence of Hispanic and Iodian wanen is explained above.) 

'!be reader seeking to pinpoint the source of unequal opportunity could 

review Tables 5-5 to 5-7, ccmparing tne proportion of white men in eacn job 
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Table 5:..8 

Percent Disparity Compared 

MALE FEMALE* 
Am.Ind. Jun.Ind-

Asian or or Asian or OX' 

Black Hisp. Pac. Isl. ALNat. "White "Black Hisp. Pac.Isl. Al.Nat. 
,•.dain.istrative 9.1 22.7 40.9 so.o 22.7 .22". 7 0 so.o () 

?rofessional 1~.6 18.2 22.7 22.f 18.2 · i8.2 18.2 27.3 45.S 

:;~rvice 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 

L_ 
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category witn 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 fr001 minority groups. '!bus, tnere are very few to compare 

with the wnite men who predominate in this category. In those functions which 

include minority administrators they are usually as great or greater a 

proJX>rtion of their ethnic group as white men. In the 11 functions which bad 

administrators, three bad no minority administrators. Tnere are white women 

administrators in all functions except camumity develoµnent. In all of tbe 

10 functions which nad white women administrators tney were a lesser 

proportion of their ethnic group than were their wbite male counterparts, 

usually significantly less. 

Wbile the daninance of white men in professional jobs is somewhat less 

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

olack and Hispanic wanen professionals were a significantly smaller proportion 

of their ethnic group than were white men. In four of 11 functions wbicb 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 wanen 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 there 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 that even one person in the job category constitutes a large proportioo 

of tnat group's functional representation. 



L 

87 

In tbree of 11 functions Wbicb bad service/maintenance workers minorities 

were either unrepresented or tbere was only one minority service worker. 

Black and Hispanic men were a significantly larger proportipn of tnis category 

tban White men. All other groups were significantly underrepresented. But in 

many of the functional work forces Where there were minority service workers 

tbere was a tendency to overrepresentatioo by canparison to tbe proportion of 

white male service workers. 

A glance througb the appendix tables snows tnat Wbile few administrators 

earned less than $15,999, white and black wanen were more likely to do so than 

white men, tllougn not significantly so. 

But perhaps tbe most interesting measure of State affinnative action 

efforts is tbe change that occurs because of new hires. Analysis of tne 

appendix tables shows that about 23 percent of the 1980 State work force are 

persons hired during the year. '!bus there is much roan for change in the 

canposition. White male new hires are a significantly smaller proportion of 

all new hires than they are of the existing work force, indicating that cne 

proportion of minorities or wcmen is rising. This is particularly tbe case 

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

hired as administrators and professionals is also less than the proportion in 

the work force. But the proportions of new hires in professional or 

administrative jobs who are minorities or white wanen are also lower than 

their proportions in the work force. New hires tend to be concentrated at the 

bottan. 'Ibis may be canpensated by unreported upgrading of minorities and 

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

new hires. 

d. Analyses of Affirmative Action Plans 

Table 5-9 ccmpares the affirmative action plans for 12 Kansas State 

agencies with more than 100 anployees to a model plan standards developed oy 



Table 5-9 

SUMMARY OF AFFIRMATIVE ACTION PLANS i 
::,
,IJ 
~ 
U::,

1J 
110 

I <I. IMPLEMENTATION 
A. Chief Executive of agency responsible 

4. Chief asswnes formal responsibility, affirmative acticn 
officer reports to chief executive. 
3, Chief assumes formal responsibility, affirmative actionl 4 

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 acticn officer is appointed and duties
specified. 
4. Yes. 
3. Appointed but duties not specified. 4
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, 3 
l. Less. 

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

13. 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 j9b classifications, race, 

sex, salary, 
3. Does not include salary, 3 
2. Plan discusses all items but analysis is 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 1 1 1 1 1 1 1 1 3 2 2 

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 1 3 3 3 3 3 1 3 3 3 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, 

handicap but not yet implemented. 
1, No long term goals planned. 

1 3 3 3 3 3 1 3 1 3 1 3 

ex> 

'° 

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, 

1 1 3 3 3 1 1 3 3 1 1 3 

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 

they maintain regular contact. 
I3, 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, 

1 2 4 3 1 1 3 1 2 1 3 
I 

' 

4 
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B. Make sure contacts above are notified bf 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 \0 

minority and female audience in the normal recruit- 0 

ment area for the position. 
4. Assert they use major media and principal 

minority/female oriented media. 
1 3 4 3 1 2 4 1 23. Assert they use major media only. 1 2 4 

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. 

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

discriminatory effects. 1 1 3 1 1 1 3 4 1 1 1 1 
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 
span. 

I I I
I I I I I I I \ I \ I. \ \ 
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E. Maintain records of promotions, upgrading and ir 
'.!

transfers by race, sex~ age, handicap. 
4. Maintain complete records including salaries 

and analyze for all categories. 1 3 3 1 1 2 1 2 2 1 2 1 
3. Maintain complete records except salary and/or I 

11;age. t2. Plan to maintain full records on promotions, I 
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 
1 1 1 1 1 1 1 1 1 1 2 1

analysis.
2. Plan but have not yet implemented record-

keeping on EO complaints by race, sex, age, \0 

handicap. I-' 

1. No records. 
G. Appraise supervisors' affirmative action 
efforts. 

4. Performance ~valuation includes affirmative 
action. 3 4 3 3 3 3 1 2 1 3 3 2 'j' 

I 

3. Affirmative actioi. expected but not a formal !. 
part of evaluation. t2. Plan performance evaluation to include 
affirmative action. 

1. Less. 
H. Overall assessment of affirmative action efforts. 

4. N~rrative reports which action items were 
implemented with what success or problems. 

3. Some successes and failures in implementation 1 3 1 1 1 1 1 1 1 1 3 2 
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-implementa-tion--good Source: Affirmative Action Plans supp]A.ed to the 

3-implementation-satisfactory Central States Regional Offi~~ of the 
2-plan but not implementation reported U.S. Conunission on Civil Rights
I-plan unsatisfactory 

111 

https://supp]A.ed
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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 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 
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. 

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, 
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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 

stated to be minimum. 
1 2 2 1 1 2 1 3 2 1 2 2 

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 2 1 1 1 1 1 1 1 1 2 1 

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 

\0 
l,J 

publicized. 
4. Fully done. 
3. Partially done. 
2. Planned for implementation within five years. 
1.'Less, or no timeframe for completion within 

1 1 1 1 1 1 1 2 1 1 2 1 

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 

personnel counseling planned but not yet 

3 1 3 3 1 3 1 1 1 3 1 3 

implemented. 
_l. Vague commitments to upward mobility. 

E. Develop and maintain a listing of the skill~ of 
all employees to be used for encouragin2 appl~ca-
tion for promotion. 
4. Done. 

1 1 1 1 1 1 1 1 1 1 2 1 

3. Mentioned. 
2. Planned. , ..,_,.. -n.-~-1 ,,....,ait 



Table 5-9 (Cont'd) 

F. Providing training opportunities both 
classroom, 

on the job and 

QI = ~ -~ g.. .. '" .-l Ill· en::, ,.. Cl! 
(J 

,..'" 
bl) ~-10-
< uu 

Cl! 
g 
'".. 
0 
Q),..,.. 
0 u 

g 
'M.. 
Ill 
(J 
::, 

'Cl 
i:.:i 

'iii 
'" i:,., 

ft 

fi'i 
Cl! t!> 
Q) 

'"'"' ~ ij 

~ 

'Cl = 
ij I 
fl,..
';ii-~ 
Q) i:: 

!Il!.:i 

Cl! 
Q) 
u,..~.-l

A e I ~bl) .. 

i£l ~ Ill~ 

Ill 

~ .,, 
p.. 

Q) 
::, 
i:: 
Q) 

~ 
ti)
p:; 
ti) 

... 
0 

•ri 
~ 
l1S.. 
H 
0 

ft 
ij,.. 
E-t 

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. 

3 3 3 2 1 1 1 1 4 3 1 4 

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. 
1. Less. 

1 1 1 2 1 1 1 1 1 1 1 1 

B. Flexible hours provided. 
4. Established for all positions. 
3, Considered/planned. 
2. Mentioned, 
1. Less, 

1 1 1 1 1 1 1 1 1 1 1 1 

\D 
~ 

C. Part-time work available, 
4, Stated available. 
3, Availability limited, 
2, Planned but not yet implemented, 
1, Not mentioned, 

1 1 1 1 1 1 1 1 1 3 1 4 

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

1 1 1 1 1 1 1 1 

' 

1 1 1 1 

I ' 
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E. Facilities accessible to handicapped. 
4. Completely accessible. 
3. Pla~ning underway to make completely 

accessible, some areas accessible. 
2. Plan complete accessibility but plans not yet 

1 1 1 1 1 1 1 1 2 1 2 1 

developed. 
1. Less. 

VII. EQUAL EMPLOYMENT OPPORTUNITY 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 3 3 3 1 1 3 4 1 1 1 1 

1.0 
V, 

appeal.
2. Formal procedure planned 

but not yet implemented. 
1. No formal structure. 

to include appeal 

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. 

4 4 3 3 4 3 1 1 3 3 3 4 

1, No internal mechanism. 

C. Affirmative action officer available to 
counsel employees 
discrimination. 

on complaints about 

4. Full-time counselor. 
3, Part-time counselor, 
2. Plan..full-time counselor but not yet 

implemented. 
1. None. 

1 1 3 1 1 3 1 3 1 3 4 3 
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VIII. LAYOFFS, DISCHARGE, DEMOTIONS 
A. Exit interviews to determine discrimination is 
not forcing employees out. 

4. Yes. 2 4 1 2 1 2 4 1 4 2 4 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 no analysis of 2 4 2 1 1 2 1 2 2 1 2 2change. 
2. Plan annual update and analysis-not yet 

implemented. 
1. Less. 

B. Annually review success in meeting goals and 
timetables. "' CJ\ 

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 4 2 1 1 1 1 2 2 1 2 4 
2. Plan annual 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 
obstacles to affirmative action. 
4. Applicant flow data shows reasons for non-hire, 

2 1 4 I I I 3 3 2 I 4 43. No reasons for non-hire maintained4 ;li,
2. Plans applicant flow with reasons for non-hire. 
1. No applicant flow data. 

~. Review interview practices and procedures, .4. Plan shows implementation of systematic review . 
of practices and procedures, ' l 3 4 l l l I 3 I 3 3 23, Shows reviews of practices and procedures but 
not srstematic.. ' 
2. P ans implementation of systematic review but 

not yet done. • 
1, Less 

l_ 
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the Advisocy Coomittee. In 1978 the Advisory Coomittee reviewed six 

agencies: the departments of education, social and rehabilitative service, 

job services (now a part of the deparonent of Hunan Resources), tne department 

of administratioo, water resources board and the department of credit unions. 

Tne State Eoual Employment Opportunity Office prepared a suomary st>owing what 

the Advisory Coomittee said aoout these agencies in 1978 and what actions they 

bave undertaken since then. 'Ibis appears as Appendix A to this chapter. Tne 

response in Appendix A also slJIIDBrizes activities by the State. In addition 

to the plans reviewed in TaDle 5-9, the State sent copies of affirmative 

action plans of smaller agencies and their cooments on those efforts. 'lbese 

are noted later in this report. 

Of the 12 plans reviewed in Table 5-9, five indicate that labor force 

availability information has Deen obtained, 11 indicate that tbey have 

determined the racial ~nd sex composition of their work forces. Many, 

however, did not bother to make this determination for each principal subunit 

(the exceptions are noted in the narrative in Taole 5-10). Nine nad 

determined Wbether or not there was any underutilization. Eight set long term 

goals and six set short term goals. In snort, about half of tne agencies had 

done IIDst 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 

having been implemented, the agencies' performances were comparable. At>out 

half of the agencies had developed or had clear plans to develop effective 

recruitment strategies. Somewhat fewer had developed or planned to develop 

effective undiscriminatory selection procedures. A.lJ:oost none bad plans for 

improving career ladder opportunities except to ensure dissemination of 

information about what was currently available. None maintained lists of 
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enployee skills to enourage career develoµnent. While most had forma.l 

grievance procedures, very few proposed any otber measures to ensure that 

minority, handicapped or wanen employees, once bi red, would not face 

discriminatocy on-tbe-jOb practices. For example, none had implemented full 

maternity leave policies. 

On.Ly one agency stated tnat it updated its utilization analyses, althOugn 

seven otbers planned to do so. Only two reviewed success in meeting goals and 

timetaoles, although four otners planned to do so. Five agencies maintained 

data on applicant flow and 10 included or planned to include achievement of 

affirmative action goals in supervisors perfoonaoce evaluations. 

Eight plans included agency head assl.Elption of formal responsibility for 

implementation of affinnative action and 11 stated that an affirmative action 

officer bad been or would be appointed. Ten agencies either had or planned to 

dissaninate information about their plans both internally and to outsiders. 

In Table 5-10 the Advisory Coomittee presents sane narrative cooments oo 

tne key elements of toe affirmative action plans. '!be principal deficiencies 

reported are the failure to develop effective evaluation mechanisms and vague 

statements of Objectives. With several exceptions, these plans are seen as at 

least a reasonable first step. 'Ibere are hints in the plans that more is 

1:>eing done than is indicated in the plan docunents. Sane of the relevant 

additional activities are reported in the appendix to this chapter. 

The following report by tne State Equal Fmp.loyment Opportunity Office 

sl.lIIDBrizes what it has done to m:>nitor canpliance with tne guidelines and 

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

efforts. 



99 

Table 5--10 
SUIID8ry c.cmnents on tbe Affirmative Action Plans 
of State Agencies tbat Employ 100 or More Persons 

KANSAS 

Department of Achninistration (Statewide Plan) - A department plan is being 
developed. Tbe State plan developed in 1975 serves as tbe current department 
plan. Its targets bave not been revised since 1975. Tbe plan is 
canprebensive in its proposals to assure tbat there will be effective 
affirmative action. But tbere is no evaluation after five years to determine 
wbat bas been done, wbat remains undone and bow successful tbe program bas 
been in prOOX>ting eQual opportunity. Many of tbe activities proposed are 
outlined in sucb broad terms that implementation and evaluation or may have 
proved difficult. Tbe 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 govenment. Tbere is no 
data or analysis for tbe Department of Administration. Tbe deparbnent
apparently did not implement its own proposal for developnent of departmental
initiatives. 

Board of Agriculture - Tbe department's current plan was publisbed 
September 30, 1976. A new plan is currently under review by the State's 
affirmative action coordinator. Tbe target date established by the board for 
developing a canplete affirmative action plan was October 15, 1976. It would 
appear the board is over 4 years late. Tbe 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 tbat tbe department bas proposed specific plans to address IIDst items 
in the State plan. The only specific implementation is to assign
responsibility to the personnel officer and arrange to publicize tbe plan.
Most items in tbe Advisory Caunittee sllIID8ry are not addressed. 

Corporation Coomission - Tbe current plan is dated June 1977. Tbe State eQual 
opportunity coordinator bas scheduled an on-site review and plan update for 
the first Quarter of 1981. Tbe plan contains nlmeric goals and informal 
utilization analysis and labor force analysis. Many procedural cbanges are 
mentioned as goals but tbese are described in vague terms. Altbougb
evaluation is mentioned, there is no detailed evaluation strategy nor is there 
evidence that the coomission bas assessed its accanplistments. 

Department of Corrections - Tbe current 2lan is dated October 26, 1978 and 
covers the period January 1978 - June 1979. 'lbe 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 sane of tbe other action goals are 
reported. Tbe narrative goals vary in specificity but, overall, constitute 
effective planning projections. 

Department of Education - Tbe current plan was published May 1, 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 nuneric goals and timetables for FY 1978. Tbe narrative elements 
of the plan are extremely sketchy except in tbe area of entry level 
classification. Tbere is no evidence of significant evaluation, but this may 

L 
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be attributed to the department's perception that it has little 
underutilization. 

Forestry, Fish and Game Coomission - '!be current plan is dated April 1976 with 
a supplement dated November 2, 1977. '!be State equal opportunity coordinator 
scheduled the agency for an on-site revi~. a.nd plan update during November 
1980 (after the coordinator bad submitted/data to the U.S. Comnission on Civil 
Rights)-. Tne plan contains limited m.meric goals and states why more cannot 
be done. There is a utilization analysis and informal labor force analysis. 
Toe action items are described vaguely although many relevant activities are 
mentioned. 

ne7artment of Health and Enviroanent - 1be current plan is dated November 
1~6. Following review by the State's equal opportunity coordinator, a 
revised plan was developed and is currently under review. The 1976 plan 
called for a detailed affirmative action plan by January 1977. 1be plan 
contains nuneric goals to be reached in each year 1977-78 to 1981-82. There 
id a utilization analysis and canparison of total labor force in each la_bor 
II)Brket 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 which bad not been sut:mitted as of November 1980. The 
docunents in the submission include very general statements on affirmative 
action, docunents shoWing a major recruitment effort in 1975, a doct.ment 
describing validation procedures, ~nd work force utilization analysis and 
goals for the capitol area security patrol. None of the key planning 
canponents of an affirmative action plan are included. 

Department of Hunan Resources - The basic plan is dated October 1977 with a 
supplement dated October I, 1979. 'lbe update contains a detailed utilizatteo 
analysis and goals and timetables for new hires or pranotions as well as 
detailed action goals for roonitoring 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 theEle__8-E_pear to be canparison to the 
agency work force as there is no detailed latx>r force analysis. 'lbe analysis
of reasons for goals not fulfilled is remarkably candid and there is a strong 
verbal coomitment. The plan and update note many successes in revising tests 
and job descriptions and a massive evaluation effort. The plan states that 
the capacity of the equal opportunity office to veto all personnel actions bas 
served to prevent discrimination. 

Parle 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 hedged with many undocllllented 
allegations about the labor force availability. There are no reviews of 
individual facilities. The EEO canplaint procedures are detailed out other 
elements are not. There are no prograamatic goals or specific assignnents of 
responsibility. There is no effective evaluative component although extensive 
recordkeeping is mandated. 

Department of Revenue - The plan is contained in two docl.lDents dated 
February 12, 1976 and April 1, 1980. The plan contains a utilization analysis 
and goals. These are based on total labor force proportions rather tban the 
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proportions in eacb occupation. 'lbe logic of sane of the aggregations is not 
c~ly clear. 1be narrative goals are quite vague regarding
imp tation of lcey elements of affirmative action programning and sane 
elements are not mentioned at all. The utilization analyses and goals have 
.not been revised or reviewed since 1976. 

Department of Social and Rehabilitative Services - 'lbe current plan is dated 
July 1,1978 and contains a supplement dated September 25, 1980. 'lbe plan
includes aggregate data on the department's work force and relevant labor 
force. 'lbe supplement states tbat nuneric goals have been developed by eacb 
unit of tbe department and are contained in unit plans (not reviewed in this 
study). 'lbe plan does not provide specific information about wbat is to be 
done but does contain self-evaluations which may be read to suggest tbat many
key elements of an affirmative action program bave been put in place. 'lbe 
difficulty in reviewing this plan is tbat laclc of specific detail malce it bard 
to determine what bas been done while references and hints suggest tbat mre 
bas been planned and accanplisbed tban is specified. 

~rtment of .-Transportation - '!be current plan is dated January 1980. 'lbe 
pan is canprebensive in its scope. 'lbere are, however, sane omissions and 
several areas in wbicb detail is lacking. '!be narrative on goals for new 
hires fails to specify opportunities for improvement and concentrate on wbat 
cannot be done. 'lbere is little detail on recruitment efforts, upward
m:>bility and tbe precise responsibility of line staff. Much of tbe 
responsibility for selection activity is placed on outside agency units. 
Tbougb many activities are maintained, it is unclear bow much implementation
and internal evaluation bas occurred. 

1 



102 

Curreot Status Las of December 31, 1980J of the State's 
Affirmative Action Program 

The State civil service affirmative actioo program, mandated by executive 
order, was initiated in order to establish a program capable of 
reaffirming this State's coom~tment to ~~l employment opportunity. 
F..Qual employment opportunity is the cond1t100 whereby all employment 
processes_and circunstaoces operate to ~ffor~ a~ eQuitable opportunity to 
all individuals, irrespective of noaner1t principles such as race, color, 
sex, religion, national origin, age, disabilit~ status (except wben any of 
tnese factors is an existing bona fide occupational Qualificatioo) or 
political affiliation (except for certain specified employees in tbe 
unclassified service). '!be State bas ccnmitted its energies to a 
deliberate and sustained effort to identify and eliminate artificial 
barriers to employment and advancement whicn may discriminate against 
various groups. 

The primary focus of State affirmative action programs, as endorsed by tne 
executive branch, bas been upon minority persons and wanen. Handicapped 
person programs are currently being developed whicn wi 11 place special 
emphasis upon this protected group. 

Tne initial State Affirmative Action Plan nas been a positive instrunent 
for inaugurating the State's affirmative action effort. 1bis doctment 
made a declaration of State eaual employment opportunity policy and 
provided a framework for toe developnent of affirmative action programs. 
The ioore visible developneots which have occurred within this framework 
are: 

-the creation of the State EEO Office, within the Department of 
Administration, designated as tne single coordinating DOdy 
responsible for assuring that State agencies do provide eoual 
employment opportunity 

-tbe dissemination of a State plan for affirmative action 

-the training of agency personnel concerning the required canponents 
of an effective agency level affirmative action plan 

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

-tbe ongoing review of affirmative action plans submitted by State 
agencies 

-the development of standard reporting procedures allowing tne 
analysis of agency work forces on a Quarterly oasis 

-the development of certain computerized employee data providing for 
increa,ed analysis of the State work force in relation to affirmative 
action mandates 
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-tne implementation of a field review process utilized to assess 
agencies effectiveness in fulfilling affirmative action 
res~nsiDilities 

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

-tbe institution of a Governor's Trainee Program designed to improve 
the employment and pranotion opportunities available to protected 
group persons 

-tne publication and annual update of a recruitment guide 

-the publicity of the State's affirmative action coomitment BIOOng 
civil service employees and the general public 

-the establistlnent of an EEO library utilized to moni~or the content 
and ramifications of current laws and regulations 

-the initiation of procedures to incorporate a handicapped person 
emphasis into all affirmative action planning 

'!be develo'(Xllents listed above have established the basic foundation for 
tbe implementation of State EEO policy. Tnougn a foundation for 
imple:nentation bas been established and EEO programs are in force, the 
actual implementation of EEO policy is essentially determined by tne 
evaluation of individual agency affinnative action programs. 'Ibis 
evaluation process entails tbe 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 implanentation of State equal employment 
opportunity policy. 

Based upon the completion of a field review, an agency is assigned ooe of 
three ratings. 'Ibese ratings are: 

Satisfactory Canpliance 
Marginal C.anpliance

Significant Noncanpliance 

Tne individual circllllStance of an agency is taken into consideration in 
the assigoment of a canpliance rating. Under current procedures, the 
primary factors assessed in determining an agency's compliance status are 
as follows: 

-overall content of tbe agency affirmative action plan 

-procedures for disseminating the agency plan 

-ade<1uacy of the policy statement coomitting 
Q

the agency to 
affinnative action/equal employment opportunity 

-the procedures for disseminating the agency's affirmative action 
policy statement 
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-assignment of EEO t"esponsiDilities within the agency 

-the exercise of responsibilities by persons assigned EEO functions 

-the developnent of reasonaDle goals and timetables for the 
employment of protected group persons 

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

-agency's list of recruitment sources of protected group persons and 
docunentation of contact with sucn sources 

-the accuracy and timely submission of affirmative action quarterly
reports 

-tbe representation of protected group persons in each occupational
category 

-the relationship between tbe percentage of protected group persons 
interviewed and tbe percentage of protected group persons hi red 

-use of nondiscriminatory preemployment interview and selection 
techniques 

-effect of turnover rates upon tne employment and representation of 
protected group persons 

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

-use of appropriate exit interview procedures 

-coomen~s made by exiting employees concerning tbei r reasons for
separation 

-the p~anot·ion rate of protected group persoos as compared to tbe 
agency s general pranotion rate 

-agency provisions for nondiscriminatory upward m:>bility opportunities 

-utilization of the Governor's Trainee Program 

--the content and employee understanding of EFD grievance procedures 

-the occurrence and resolution of EEO canplaints 
•-employees' perspective of the agency's worlc environment in relation 

to equal employment opportunity 

-docunentation demonstrating management support of affirmative action 

-good faith efforts to improve internal affirmative action programs 
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Based upon a review of the at>ove assessment factors, the Deparonent of 
Administration formulates a canposite canpliance status which is assigned 
to an agency. Consideration is given to the agency's progress, tne nature 
and seriousness of existing discrepancies and special circunstances 
affecting the agency's EEO program. The assignnent of a Satisfactory 
Canpliance, Marginal Compliance or Significant Noncanpliance rating is 
based upon an agency's maximu:n effort to implement State equai employment 
opportunity policy as specified in the State Affirmative Action Plan. 

Since the institution of tne field review process, 64 canpliance reviews 
have been completed. Of these, 36 were initial reviews, 23 were second 
reviews and five were third reviews. As provided for in the initial State 
Affirmative Action Plan, all agencies with 15 or more employees have been 
reviewed. 'Ibe total nl.lii:>er of employees within these agencies which nave 
been reviewed comprise 98 percent of the State classified work force. 

Of the 36 agencies wnicb have been reviewed, 21 are currently assigned a 
Satisfactory C,anpliance rating, seven are assigned a Marginal Ccmpliance 
rating and two assigned a Significant Noncanpliance rating. Ccmpliance 
ratings for agencies are being formulated. As previously stated, the 
compliance status assigned to an agency is a canposite rating. 'lbus, the 
assignment of a Satisfactory rating should not be interpreted to mean that 
all aspects of tne agency's affirmative action program meet the mandates 
of eoual employment opportunity. Likewise, an agency assigned a . 
Significant Noncompliance rating may have certain program components wn1cn 
do meet equal employment opportunity guidelines. Ht agency assigned a 
satisfactory rating nas, to a considerable degree, instituted the primary 
elements of an acceptable affirmative action program. A Marginal rating 
indicates the existence of program deficiencies hampering an agency's 
internal implementation of State EEO policy. A Significant Noncompliance 
rating occurs wnen 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 classifications 

-a failure to establish realistic goals and timetables for the 
employment of protected group persons and for the accanplistment of 
affirmative action program objectives 

-recruitment efforts which do not adequately exploit available 
recruitment sources 

-a limited developneot of upward 100bility programs 

-underutilization of the Governor's Trainee Program 
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-improper doctmentatioo of activities affecting affinnative action 

-limited management understanding of and cannit:ment to the intent of 
State equal e:nploymeot opportunity poi.icy 

An analysis of the State affirmative action program which gives some 
consideration to tbe current status of individual agency program reveals that 
state equal employment opportunity policy has yet to be fully implemented. In 
order to Detter assure full implementatioo of State eoual employment 
opportunity policy, new programs and activities should be incorporated into 
the State's approach to affirmative actioo. 'Ibis addition of the State 
affirmative action plan outlines such an effort. The following items 
highlight the major revisions contained in the new State Plan. 

-annual update of the State Affirmative Action Plan and all agency 
pl~s 

-canprehensive use of reasooable goals and timetables for the 
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 the Governor's Trainee 
~ogram 

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

-handicapped person programs emphasizing affirmative action toward 
disabled individuals 

-refined data collection and data analysis based upon an increased 
utilization of canputer facilities.13 

The State's F.qual 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 Econanic Development, Deparqnent of Aging, the 

Kansas Coomissioo on Civil Rights, the Kansas Public Employee's Retirement 

System (after first finding it in marginal canpliance), tne Kansas State Grain 

Inspection Department (after a first finding of marginal compliance), the 

https://facilities.13
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Kansas State Historical Society (after a first finding of noncanpliance), the 

Kansas State Library, the Kansas Water Resources Board, the State Banking 

Department. Other agencies were found to oe in marginal canpliance: 

Governor's C.cmnittee on Criminal Administration and the State Fire Marshall. 

Atmng ttlose found in noncompliance was the Kansas Animal Health Department. 

'lbe State EQual Employment Opportunity Office also reviewed several 

educational institutions but tnese are not reported here since they are not a 

part of this study. 14 In short, the State nas a sophisticated system for 

tracking not only what the State agencies plan to do but what they are 

actually doing to further affirmative action goals. 

e. Administering Agency: Department of Administration; F.Qual Employment 

Opportunity Office 

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

budget was provided by its director: 

The State Equal Employment Opportunity Office was created through tne 
issuance of Executive Order 75~9 in July of 1975. During the Carlin 
administration, Executive Order 75-9 was rescinded by Executive Order 
80-47 which strengthened the direction and scope of affinnative action 
within the State of Kansas .... 

In January of 1979, inmediately prior to Governor Carlin's administration 
asstming office, a proposal was before the legislature to include the 
State Equal Employment Opportunity Office within tbe Division of Personnel 
Services. One of Governor Carlin's first actions in office was to rescind 
this proposed reorganization. In doing so, the independence and autonaDY 
of the office was preserved. 'Ibis action was particularly important since 
the State EEO Office functions as an "oversight" agency in personnel 
matters .... (The office continued to report directly to tbe Secretary of 
Administration. J 

Becaus~ the State EEO Office is an integral part of the Secretary's staff, 
its approved recannendations and directives carry the weight of tbe 
Secretary's authority .... 

Tne State Equal flnployment Opportunity Office is responsible for the 
preparation, pranulgation and administration of the State Affirmative 
Action Plan. The State Equal Employment Opportunity Office is also 
responsible for assuring that each department, agency and institution nas 
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establisbed and maintains an affirmative action plan that conforms witb 
guidelines of the State plan. 1be purpose of such plans is to insure 
equal employment opportunity for all State employees and for all 
applicants seeking employment within tbe jurisdiction of the State civil 
service system. Personnel transactions addressed in such affirmative 
action plans include: hiring, recruitment, selection, benefits, 
promotions, transfers, layoff, return fran layoff, compensation, eouality 
of wages and employee developnent progcams .... 

Pursuant to the responsibility for assuring tnat State agencies, 
departments and institutions provide eQual employment opportunity to 
applicants and employees, cne :Equal Employment Opportunity Office bas 
established the following as major program objectives for FY 1982. 

l. EF.O compliance field reviews will be conducted on all major 
depart:rrents, agencies and institutions throughout the State. 
2. All State agency affirmative action plans wil.1 oe reviewed for 

canpliance with the State Affirmative Action Plan. 
3. '!be work force canposition of all agencies will be reviewed oo a 

quarterly basis in order to isolate potentiaL barriers to eQual 
employment opportunity. 
4. 'lbe review of agency work force data will be based upon an 

increased utilization of existing canputerized data in order to 
decrease the EF.O paperwork burden experienced at the agency level. 

5. Canputerized data will be examined for the develoµnent of a 
format that will more specifically identify EEO probl.em areas. 
6. Special emphasis programs designed to increase eQual employment 

opportunities for handicapped persons will be fulLy incorporated into 
the State's affirmative action efforts. 
7. Agency heads 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 which recc:mnend program improvements. 
9. 'I'tle State Affirmative Action Plan, tne EEO Q:mpliance 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 pt:'ovided, when reQuested, to 
assist in the timely resolution of discrimination complaints. 
12. Informational materials designed to inform State employees and . 
camumity members abOut the State's EEO program will be prepared and 
published in a timely manner. 
13. C.Ontinued liaison between the State EEO Office and groups 
representing minority persons, women and handicapped persons will be 
assured. 15 

The staff of the office includes a director, five professional staff 

persons and two clericals. In FY 1979 wnen Governor Carlin took office, tbe 

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

increase of 54.6 percent. 16 

https://probl.em
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Appendix A 

'lbe following sbows activity by tbe State and by those State agencies
reviewed in the Advisory Q:mnittee' s 1978 report. 'Ibis docunent was prepared 
by the Kansas F.aual Employment Opportunity Office and submitted with Governor 
Carlin's letter of Nov. 3, 1980. It is _reproduced unchanged except tnat 
additional documents referenced in tne State's cannents.have been sUIIDarized 
or deleted. SUIIDaries are surrounded by brackets. 
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State and Agency Affianacive Action Plans 
Compared to a Model Plan 

I. C01PARE M.ANPCUER POOL WI'lll EMPLOYED l-ORK FORCE 

Department of Education 
Tbe U.S. Q:mnission specified no deficiencies in the report published June 
1978. 

Department of Social and Rehabilitation Services 
'lbe U.S. Coomission speGified no deficiencies in the report puolished June 
1978. 

Job Services (Hunan Resources) 
Ttle U.S. Qmnission specified no deficiencies in the report published June 
1978. 

Department of Administration 
'Ibe Department of Administration has prepared a work force analysis and nas 
cooipiled State and county civilian work force data for all protected groups. 
1be department is in the process of formulating a plan wnicn will conform to 
specifications projected for tne new Carlin Affirmative Action Plan. 'lbe 
reouirements 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. 

Kansas Water Resources Board 
The U.S. Qmnission specified no deficiencies in the report publisned June 
1978. 

Department of Credit Unions 
The agency employs fewer than 15 staff members and is therefore not required 
to prepare an affirmative action plan. However, the agency does submit 
statistical reports Quarterly. 

State 
The U.S. Qmnission specified no deficiencies in the report published June 
1978. 

II. ANALY2E EN'IRY LEVEL ROLES 

Department of Education 
The deparonent is currently cooperating with the State Division of Personnel 
Services in a validation study of the examination instrument used to rate 
applications for the Education Program Specialist class. The study will 
ensure that tne instrunent used is a valid predictor of how well applicants 
can be expected to perform on the job, and that tne rating instrW1ent does 
measure what it intends to measure. 
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Department of Social and Rehabilitation Services 
A. Validation studies have been conducted by the Division of Personnel 

Services with input from SRS for the following classifications: 
Attorney I 
Program Technician 
Location and Support Specialist I 
Power Plant Operator I 

B. LA full list is appended of job classifications for Which entry level job 
classes have been reviewed.] A partial list is shown below: 

Data Entry Series 
Development and Training Specialist Aide 
Development and Training Specialist I 
Program Technician 
Attorney I 
Location and Support Specialist I 
Power Plant Operator I 
Registered Nurse I 

C. SRS bas participated in validation studies. Groups of classes or 
positions have been under study for revision, modification or 
establistlinent of new classes. 

Job Services (Ht.man Resources)
All entry level role reQuirements bave been previously analyzed. 'Ibey were 
found consistent with tbe purpose and organization of the Department of Hunan 
Resources. Tbere would be no purpose to pitch any jobs to lower levels. A 
ounber of direct entry paraprofessional positions wouLd not be effective as 
this would be inconsistent with the agency's funding level and assignment. 
1he IIK>St serious problem lies in the canputer field and at the achninistrative 
level. However, the professional ranks are already staffed so that affected 
classes may be prcxnoted. In the future, this will eventually solve the 
underutilization problem in administrative positions. 'Ibe underutilization in 
the canputer section is not amendable by analysis of entry level 
requirements. 'Jbe agency is cooperating with the Division of Personnel 
Services in order to resolve underutilization in this area. Validation 
studies have been conducted by the Division of Personnel Services with input 
from the Department of Hunan Resources. 

Department of Administration 
'!be Division of Personnel Services within the Department of Administration nas 
increased activities in the job analysis area. Such analyses are designed to 
assure that job re<1uirements are appropriate. 

Kansas Water Resources Board 
Due to the highly specialized and technical aspect of work programs assigned 
to the Kansas Water Resources Board and tbe limited nl.Ulber of staff positions 
autoorized, very few entry level positions are utilized. The current entry 
level positions in tne Engineering Technician classification have experienced 
very little turnover since 1978. 

Department of Credit Unions 
Tile agency employs fewer than 15 staff members and is therefore not required 
to prepare an affirmative action plan. 
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State 
'!be State has increased activities in the job analysis area to assure tnat 
knowledge, skills and abilities necessary to perform a particular job are 
supported by appropriate minimun qualifications. 'Ibe State is expanding tne 
use of provisions for tbe substitution of education and experience in order to 
broaden tbe pool of qualified applicants. 'Ibe State EEO Office encourages 
agencies to contact the Division of Personnel Services and toe State EEO 
Office in order to create trainee classificatioos. Trainee classifications 
are designed to facilitate tbe recruitment of protected group persons into 
types of positions woere sucb persons are underutilized. 
III. CAREER LADDER ·OPPOR.nJNITIES 

Department of F.ducation 
'lbe department posts position openings oo its bulletin boards for five working 
days. Employees wbo are interested in applying for tbe openings contact the 
department's Director of Persoonel Services for an interview appointment. 
'Ibis provides proox:>tional opportunities for department anployees. '!be 
Governor's Trainee Program bas been used for employing two Spanisn surnamed 
.Americans and ooe handicapped individual in the :Education Program Specialist,
Trainee job. class and one female in tbe class of Data Entry Operator I, 
Trainee. The Trainee Program bas enabled the department to employ protected 
group applicants who did not meet the aualificatioos reoui rements for the 
regular F.ducation Program Specialist and Data Entry Operator I classes. 

rtaerit ·of-Social and R.ebabilitation Services 
bas ma e train ng ava a e to any emp oyee interested in attending job 

related in-service training. Tbe costs of in-service training is borne by the 
department Lusing State funds or Federal training funds]. 

Tbe Governor's Trainee Program bas been utilized to the maximun extent 
possible for wcmen and minorities in underutilizing job categories. 

Job Services (Hunan Resources) 
'lbe agency is using Washburn University and ESSI to resolve underutilization 
in tne Data Processing area. 'Ibe new agency training officer is organizing a 
Career Enrictlnept program for this agency. The program is designed to avoid 
tbe pitfall of creating false pranises Wbile striving.to develop pranotional 
opportunities for protected class members. Such a program also gives 
employees a better understanding of themselves in relationship to tneir 
eovirocment. 

All employees are given administrative leave or training leave to pursue 
pranotional opportunities. Further, a tuition/book reimoursement program bas 
been implemented for 90 agency employees. All_ sucn programs bave 100 percent 
distribution through tbe agency. 'Ibese programs are further coupled witn 
in-house training and training at Breech Academy which 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 Slllliler interns extensively. 

Department of Administration 
Promotional opportunities are published and circulated within tne department. 
'lbe division directors submit quarterly reports on prOOX>tions and transfers to 
the State EEO Office. The State EEO Office within the Department of 

https://striving.to
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.Administration suomits semi-annual reports of pranotions by name, ethnic code 
and sex to the EEOC. 

Kansas Water Resources Board 
Within budgetary limitations, tne Kansas Water Resources Board provides 
training opportunities for all employees. New criteria for reimbursement of 
training expenses and time off to pursue training were developed in 1979-80. 
Approval of training leave and.payment for tuition and other educational 
expenses is based on tne assunption tnat such training or education is of 
value to the agency, in that persons in attendance will widen their skills and 
knowledge base. 'Ibis will result in more effective and efficient operations. 
Pranotional opportunity announcements are posted on the agency Personnel 
Bulletin Board. 
Department of Credit Unions 
Tne agency employs fewer than 15 staff members and is therefore not reQuired 
to prepare an affirmative action plan. 

State 
Toe State EEO Office conduces on-site field reviews. Field reviews evaluate 
the use of career ladders oy State agencies. 

IV. RECRUI'IMENI' 

Department of Education 
'!be department's recruitment process includes written notification to abOut 
twenty (20) female, minority and handicapped organizations. These 
organizations are notified of current position openings. Also, tne deparonent
regularly advertises positions in minority publications in Topeka, Kansas City 
and Wicnita. 

~artment of Social and Rehabilitation Services 
institutions and offices maintain contacts with carmunity groups, 

including protected group organizations, to inform the members of current and 
anticipated vacancies. SRS employees have participated in Division of 
Personnel Services' Career Fairs throughout toe 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 have 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 the 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 witn comnunity groups. This is a significant resource in recruiting 
protected class memoers. 'lbe ''Recruitment Referral Sources" directory
(published by State EEO Office), the Governor's Advisory Ccmnittee on 
Mexican-/vnerican Affairs and the 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 memoers. 
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Job Services (Hunan·Resources) 
Primary success in this effort must be given to this agency• s internal 
nxmitoring system io which the EEO Officer exercises veto over all hiring and 
promotion decisions. Success of this agency's staffing pattern must also be 
credited to the EF1> Office's continual dialogue with groups and 
organizations. Further credit must be given to the involvement of Job Service 
and Unemployment Insurance Managers across the State with caxmunity 
organizations. 

Department of Administration 
1be Division of Personnel Services/Recruitment Branch wi tnin the department 
issues public notification of canpetitive exBlllination dates. 1be Division of 
Personnel Services disseminates joD vacancy announcements to departmental 
persoooel. In addition, the Recruitment Branch disseminates vacancy 
announcements to comnunity organizations wbose members represent protected 
groups. Further, tbe division advertises positions in professiona.L and trade 
puDlicatioos to attract qualified protected group members. 

All divisions within the Department of .Administration submit applicant flow 
data to the EF1> Office. '!be State EF.O Of£ice within the department publishes 
a directory titled "Recruitment Referral Sources." The directories are 
distributed statewide. 

Kans'as·Water Resources Board 
When a staff vacancy occurs or is anticipated, efforts are made to fill 
positions witb full attention to minority, female and handicapped persons. 
Job openings are listed with agencies, organizations and media that are 
normally prepared to refer qualified and qualifiable protected group 
applicants. Praninent individuals within tbe protected groups of the . 
ccmnunity are utilized as recruiting sources. Efforts are made to contact 
minot'ity, female and handicapped persons tnrougb workstudy programs. 
Recruiting efforts at schools and colleges are incorporated in order to reacb 
qualified protected group persons. 

Department of·Credit Unions 
1be agency employs fewer cnan 15 staff members and is therefot'e not required 
to prepare an affirmative action plan. 

State 
'Ibe Division of Personnel/Recruitment Branen witnin the Department of 
Administration maintains a mailing list in order to disseminate job vacancies 
oo a stat~ide basis. In addition, the Recruitment Branch provides a 24-bour 
telephone service tbat is used to assist the public to obtain information 
concerning vacant positions in State governnent. The State EEO Office within 
tne Department of Administration publisnes a directory titled "Recruitment 
Referral Sources.'' 

'I.be State EEO Office conducts on-site field reviews. These field revi~s 
evaluate State agencies' actions witb regard to recruitment. 
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V. RETENTION 

Detartment of Education 
Aormalized grievance procedure bas been establisned for the department. 
'!'borough exit interviews are conducted with staff members prior to tneir 
departure. The exit interview includes iOQuiries relative to any 
_discrimination which the employee perceived. Training has been provided to 
the department's managers and supervisors on interviewing techniques and 
nondiscriminatory interviewing practices. Workshops were presented by 
Dr. Percy Sillin, Assistant Q:mnissioner, and Mr. Lanny Gaston, Director, 
Personnel Services, on March 27, 1980 and April 3, 1980. '!be worksnops 
featured: canpletioo of a ''Do' s and Don' ts" interviewing Quiz by ttle 
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 Rehabilitation Services 
'!be Personnel Management Section and the SRS EED Section provide training upon
the reQuest of any SRS employee or supervisor. LA list of 22 workshops in 
different parts of the State and the dates beld 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. 
L'lbe Secretary has drafted a letter to all unit heads regarding the 
utilization of handicapped and accessibility of facilities.] 

Job Services (Hunan Resources) 
Every effort is made to retain and promote the satisfactory employee and seek 
relief for the troubled employee. A formalized grievance procedure bas been 
used for nearly four years. Efforts to increase employee protection and 
satisfaction through this process has annually been reviewed by a standing 
coomittee on which the EEO Office is always represented. Further, any 
personnel actions or supervision wnich may feasibly be discriminatory are 
acted oo as a formal ccxnplaint under Employrooot Security Regulations by the 
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 the State E:nployment Security Agency, tbe 
Ccmprehensive Employment and Training Administration, and Region VII Coomunity 
Services Administration personnel. 

Personnel counseling and exit interviews bave been an ongoing program in tnis 
agency for a nunber of years. Jobs and facilities bave been reviewed for 
accessibility to handicapped persons. Further, an ongoing process of internal 
mnitoring reviews each personnel transaction with a view toward reasonable 
accoomodatioo. 

Department of Administration 
Tbe department has implemented Grievance Procedures and an Exit Interview 
Program. Both are designed to obtain information needed to reduce employee 
turnover and to improve working conditions. 
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'!be Gri~vance Procedures were designed co identify and resolve practices and 
attitudes whicn adversely impact on tne recention of protecced group persons. 
Employee counseling has been implemented in tne areas of work performance, 
guidance and discipline. 

Toe Stace EEO Office distributes 0001.elets and pampnlecs and attends agency 
staff meetings in order to stress the importance of tne retention of protected 
group persons. 

Within the department, facilities continue to oe locatt=d 1n areas whictl are 
accessible to protected group persons who are in tne work force. 

Kansas Water Resources Board 
The Kansas Water Resources Board nas a formalized grievance procedure wnicn is 
reviewed periodically and updated to provide an avenue for problem solving 
within tne agency. Eacn staff member is provided a copy of the procedure, and 
it is posted on the agency Personnel Bulletin Baaed. An exic 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 
these reasons, with the ultimate goal of reducing avoidable turnover in the 
agency. Tne Kansas Water Resources Board currently employs five handicapped 
persons and strives to provide reasonable accomnodations for toe employment of 
handicapped persons. 

Department of Credit Unions 
Tne agency employs fewer than 15 staff members and is therefore not reouired 
to prepare an affirmative action plan. 

State 
The State nas incorporated an analysis of worl.C environments in order to 
isolate practices which adversely impact on the retention of protected group 
persons. The State bas a formalized grievance procedul"e and has deve.Loped an 
exit interview system to be used statewide. Training has been provided to 
agency managers and supervisors on interviewing techniques and 
nondiscriminatory interviewing practices. 

Tne State EEO Office conducts on-site field reviews. Toese reviews evaluate 
State agencies' actions with regard to retention. 

VI. EVALUATION 

Department of Education 
The department maintains the Applicant Register, tne Training Log, ttle 
Pranotion and Transfer Log and the Termination Data Log. In addition, 
Quarterly statistical reports are submitted to the State EEO Office. 

Department of Social and Rehabilitation Services 
The department maintains the Applicant Register, the Training Log, the 
Prcxootion and Transfer Log and the Termination Data Log. In addition, 
Quarterly statistical reports are suomitted to the Stace EEO Office. 
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Job Services (Human Services) 
'Ille agency maintains the Applicant Register, the Training Log, tne Pranotion 
and ~ransfer Log and toe Termination Data Log. In addition, ouarterly 
statistical reports are submitted to the State EEO Office. 

Department of Administration 
Tbe department maintains the Applicant Register, the Training Log, the 
Pranotion aod Transfer Log and the Tet'IIl.ination Data Log. 'lbe State EEO Office 
is delegated the responsiDility for 1000itoring and evaluating the collectioo 
of data and tne content of agency Quarterly reports. 

Kansas Water Resources Board 
Tbe board maintains the Applicant Register, the Training Log, the Promotion 
and Transfer Log and the Tet'IIl.ination Data Log. In addition, Quarterly 
statistical reports are submitted to tne State EEO Office. 

Deparonent of Credit Unions 
Tne agency employs fewer than 15 staff members and is therefore not reQuired 
to prepare an affirmative action plan. I-bwever, tne agency does submit 
Quarterly statistical reports to the State EEO Office. 

State 
The State EEO Office conducts on-site field reviews. '!be 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. 
'!be EEO Officer, who is also the director of personnel services, bas been 
given specific authority for planning and monitoring the program. 

Department 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 tne 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 
the program. 

pepartment of Administration 
Tbe State EEO Office and the Secretary of Administration share responsibility 
toward affirmative action within 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 the State EEO Office. The division cniefs 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 IOOOitoring the program is shared by the agency 
nead and tbe EEO Officer. 

Department of-Credit Unions 
'lbe agency employs fewer than 15 staff members and is shared t>y the agency 
bead and the EEO Officer. 

State 
'!be State EEO Office conducts on-site field reviews annually. The EEO Office 
bas the delegated responsibility for evaluating State agencies' actions in 
tbis area. 
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6. STATE OOVElUffNI' AFFIRMATIVE ACTION IN MISSOURI 

a. Introduction 

Like Kansas, the legal basis for affirmative action in Missouri was in 

transition during the period in wbicb tbis report was pt"epat"ed. Tne plans and 

m:>st implementing efforts reported in this chapter were initiated by the 

administration of former Governor Joseph Teasdale. However, following the 

election of Governor Cllristopher S. Bond in 1980, a new executive order was 

issued and new affirmative action plans were pranised. 

Tne authorities cited by Governor Teasdale in bis March 23, 1978 executive 

order were the various Federal laws reouiring equal employment opportunity, 

the Federal Executive Order 11246, as amended, requiring affirmative action by 

Federal contractors, and the State law prohibiting discrimination in 

anployment. 1 Toe rationale for the order was that failure to act might 

expose the State to Federal or court sanctions that should be avoided. 

Toe Teasdale Executive Order reouired implementation of an eoual 

anployment opportunity policy, 2 appointment of a State affirmative action 

officer, 3 developnent by each agency of an affirmative action plan, 4 

creation of a State affirmative action council to coordinate and review agency 

efforts, 5 conduct of utilization analyses and development of goals and 

timetables to reduce underutilizat1on, 6 develoµrent and implementation of a 

recruitment program to reach minorities and women, the handicapped and 

veterans, 7 regular reporting by each agency of its efforts and problems. 8 

'!be key provisions related to affirmative action planning were: 

The responsioility for develoµnent of Affirmative Action Plans rests witb 
each department director, wno shall appoint an EEO or Human Relations 
Officer co develop its Affirmative Action Plan. Minimun standards shall 
be included for the develoµnent of specific programs relating to 
recruiting, hiring, training, career development, pr0010cions, 
terminations, discip1inar9actions and other terms, conditions and 
privileges of employment. 
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Each sucn Affirmative Action Plan snail contain an analysis of the 
department work force by race, sex, age, veteran and handicap status. 
Tnis analysis shall oe used to determine underutilization of individuals 
frcxn these groups. In addition an analysis shall De made relative to 
appoinanents, assignments, advancements .... Toe Affirmative Action Plan 
snall provide for the correction of all discriminatory practices and 
procedures and snail contain goals and timetaoles for instituting steps to 
eliminate past inequities in employment .... 10 

On August 28, 1981, Governor Christopher S. Bond issued a new executive 

order with effect frQil September l, 1981. 'Ibis made significant changes in 

the affirmative action process in the State. 'lbe position of State 

affirmative action officer, reporting to the Coomissioner of Administration, 

was retained together witn tne coordinating function. Fach department 

director continued to be responsible for developing a plan, but the directors 

were no longer required to appoint a human relations/EEO officer. 11 Whereas 

the Teasdale order reouired 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 reouires that: 

Eacn such plan shall be designed to address any past or present 
discriminatory employmenc or personnel practices and to prevent such 
practices in the future. In addition, eacn such plan shall facilitate the 
promotion and enhancement of e<1ual employment opportunities for all 
personnel within the department.13 

Wbile the Teasdale order mandated creation of a recruitment program to reach 

underutilized groups of potential workers, 14 the new order does not. 15 

Both tbe new and old orders reouire that testing and prcmotion procedures be 

nondiscriminatory but wnile tbe new executive order states tnis as a 

principle, tbe old order included specific reQuirements for collection and 

maintenance of applicant flow data that would allow a determination of where 

tbe blockages, if any, for minorities, wanen, tbe handicapped and veterans 

existed. 16 Tbe office of the State Affirmative Action Officer is 

https://department.13
https://officer.11
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substantially strengthened in toe new executive order. Unlike ics role under 

tne old order, "If any plan suomitted is decennined not co be in canpliance, 

tbe Stace Affirmative Action Officer may reouire such revisions as are 

necessary to accanplisn tne purposes of tnis order. "17 The impact of tnis 

change could not t>e measured, since plans were not to be submitted until 

November 1981. State deparonents' reporting reQui remeots under the new order 

are annual, Whereas under the old order they were required to report 

Quarterly. 18 '!be {anguage of tl'le new executive order is significantly less 

specific tnan tne old order on the substance of tnese reports. 19 

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 

Ccmnissioner of the Department of Administration. Tne State Affirmative 

Action Officer under tne Teasdale administration reported that the principal 

efforts of bis office were the sponsorship of three conferences on affirmative 

action; sponsorship of breakfast meetings at which the Governor's 

chief-of-staff emphasized toe importance of affirmative action co department 

directors, mid-level manager, personnel officers and supervisors from State 

departments; a meeting to promote affirmative action by the State judicia~y; 

implementation of eQual employment and affirmative action training of State 

personnel; and, establistwnent of a resune clearinghouse. 20 

The State Affirmative Action Officer told the Advisory Cbmnittee: "I can 

assure you that there has been sane significant but not necessarily dramatic 

progress" in promoting opportunities for minorities and women. He cited as 

evidence for tbis 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 

maie employment, a decline of 1.6 percent in Hispanic male employment, an 

https://Quarterly.18
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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 perce1:1t 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 
21Indian female employment. 

Governor Bond reported tne following efforts by the new State Affirmative 

Action Officer in the six roonths since she was appointed: 

A. Tnere has been a network established between the States of Iowa, 
Nebraska, Kansas, Illinois, California and Georgia to share information 
and benefits. 

B. In addition to maintaining a Resune' Clearinghouse, all persons wno 
submit resunes to the Affirmative Action Office receive a copy of the 
merit application for canpletion, and after testing are placed on the 
merit register. L'Ihe officeJ ... is coomunicating witb people in private 
enterprise to retain a reservoir of resumes. 

C. Interacting, by speaking and meeting witb various groups tbat 
represent minority interest. 

D. Rapport bas been established with the Department Directors and they 
have been assured that the Affirmative Action Office is available to 
provide technical assistance to insure compliance. 

E. Informational Repository. An inter-departmental exchange of 
video-tapes, books, etc., relative to affinnative action bas been 
established. 

F. A display booth was designed and created to disseminate information 
regarding career choices, internships and SllIIIler 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 IOOre 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. LThe Affirmative Action OfficerJ ... is also working with the Electronic 
Data Processing Director to computerize and generate data needed for e<:3ual 
employment opportunity reports. 
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J. A training program nas been approved co aid upward rnooility which 
becanes ouite key as tbe effect of tbe budget cuts nave taken a toll in 
layoff and terminations.22 

'!be Advisorv Coomittee was particularly interested to know what efforts 

tbe Governor had made to pranote affirmative action by employment of 

minorities and women in jobs wbictl were appointive. Former Gover.nor Teasdale 

stated that 40 black males, 24 black females, 18 Hispanic and other males, one 

''Hispanic or other females," 114 wbite females nad beeo appointed oy him 

during his administration. He did not report how many white males he 

appointed. 23 Governor Bond reported that of 318 appo1nonents since January 

1981, 58 (18.2 percent) were white females, 10 (3 .1 per.-cent) were black 

females, 3 (0. 9 percent) were Hispanic females, 220 (69. 2 percent) were wnite 

males, 15 (4. 7 percent) were black males and 12 (3. 8 percent were Hispanic 

males. 24 

c. Data 

Table 6-1 snows the utilization of workers as reported in the 1970 census 

of population. Table 6-2 sboWs the utilization of workers in the private 

sector as reported to ttle U.S. F.qual Employment Opportunity Coomission (EF..OC), 

based on 1978 employer reports. Table 6-3 shows the utilization of workers by 

Missouri State Government 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 snows 

sane disparities greater tnan 20 percent. Utilization of white men, black men 

and Hispanic men is lower tban tbat in either of the two labor force estimates 

by IOOre than 20 percent. Ucilization of white women in the work force is 

significantly above the 1970 State labor force estimate and is above, but not 

significantly, the 1978 private laoor force estimate. The proportion of black 

https://terminations.22
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Total 
Female 
Male 

Professionals 2 Technicians &Kindred 
Total 
Female 
Male 

;~ffe£.$ &A~!nl§;rators
·Ot;a 

Feniale 
Male 

Clerical &Kindred 
Total 
Female 
Male 

Crafts 
Total 
Female 
Male 

:service 
Total 
Female 
Hale 

M.$SSOURI 

TOTAL 

1,767,310 
678,476 

1,088,834 

239,887 
103,111 
136, 776 

143,659 
23,879 

119,780 

321,545 
238,036 

83,509 

238,358 
13,666 

224,692 

203,708 
119,300 

84,408 

Tablo 6-1 

LABOR FORCE - 1970 

WHITE %Ro.w 

1,603,908 (90.8) 
599,991 (88.4) 

1,003,917 (92.2) 

% Column 

223,363 
92,712 (15.5) 

130,651 (13.0) 

140,132 
22,784 (3. 8) 

117,348 (11. 7) 

296,018 
220, 785 (36. 8) 

75,233 (7.5) 

226,976 
12,539 (2.1) 

214,43iil (21.4) 

163,112 
95,530 (15,9) 
67,582 (6, 7) 

BLACK %Row 

157,767 (8.9) 
76,171 (11.2) 
81,596 (7.5) 

% Column 

14,551 
9,734 (12.8) 
4,817 

3,328 
1,036 (1.4) 
2,292 (2. 8) 

24,872 
16,743 (22.0) 
8,129 (10. 0) 

10,934 
1,101 (1.4) 
9,833 (12.1) 

39,668 
23,303 (30,6) 
16,365 (20,1) 

HISPANIC %Row 

13,963 (0.8) 
5,419 (0. 8) 
8,544 (0.8) 

%Column 

2,598 
963 (17.8) 

1,635 ( 19. 1) 

751 
129 (2.4) 
622 (7,3) 

2,716 
1,862 (34.4) 

854 (10.0) ,_. 
N 
V, 

1,567 
134 (2.5) 

1,433 (16,8) 

1,620 
888 (16.4) 
732 (8,6) 

Source: Bureau of the Census, G.ener_al_._SQ_ci_al an!f EcQ11c,_mic,,Characteristics: Missouri (PC (1)-Cl 7 Mo.), Table 54, 

Calculations by CSRO. 
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ALL H 485,103 197,208 71,901 44,360 11,138 36,740 U,06' 20,7'9 U,68293,001 10,705 61,551ALL F 335,274 197,591 U,029 22,755 16,505 40,855 104,IU 
196,631 n,no 154,334 '8,767 57,46'WRITE T 712,855 358,1'9 12,503 62,SI0 ll,200 71,013 111,403 84,381(19.7) 102,512(24.0) 31,19'(7 .3) 25,61)(5,9)U8,16S(51.0)11111n 11 427,163 18',215(43.l) 68,68J(16.l) 41,797(9.8) U,4'9(4.5) 34,029(8.0) 20,317(4.7) 78,466(27.5) 9,146(3,2) Sl,752(18.2) 17,568(1.2) 32,051(11.2)

WRITE F 2R4,992 174,474(61.2) 13,820(4.8) 20,783(7.J) U,741(4.l) 37,046(13.0) 91,086(31.0) 
48,753 1,575 28,763 11,4U n,129NIR T 107,522 36,040 4,427 4,535 4,"3 6,522 16,113 34,218 7,016 11,958 1,144 10,099IIIN II 51,240 n.m 3,ua 2,363 1,679 Z,711 2,752 14,,SS 1,559 9,805 3,171 12,630

111• r 50,212 H,117 1,209 1,972 2,766 3,111 13,361 
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Table 6-3 

Comparison of Percent of State Work Force and Function Work Force That Are 
From Each Group 

FUNC. TOTAL WM B~ HM AM AIM WF BF HF AF AIF 
1. 

2. 

3. 

4. 

s. 

3,095 

6,416 

5,521 

1,846 

NONE 

983 
(31.8) 

5,817 
(90.7) 
791 

( 14. 3) 
1,509 

(81. 7) 

59 
(1.9) 
215 
(3.4) 
87 

(1.6) 
65 

(3.5) 

2 
(0.1) 

14 
(0. 2) 
NR 

8 
(0. 4) 

2 
(0.1) 

6 
(0.1) 

4 
(0.1) 

NR 

1 
(O) 
32 

(O. S) 
1 

(0) 
2 

(0.1) 

1,916 
(61. 9) 

316 
(4. 9) 

3,670 
(66.5) 

244 
(13.2) 

125 
(4.0) 
16 

(0.3) 
952 

(17.2) 
16 

(0.9) 

3 
(0.1) 
NR 

4 
(0.1) 

1 
(0.1) 

4 
(0.1) 

NR 

11 
(0.2) 

1 
(O. l) 

NR 

NR 

1 
(0) 
NR 

6. 

7. 

s. 

9. 

2,290 

1,134 

13,049 

NONE 

1,734 
(75.7) 
324 

(28.6) 
3,262 

(25.0) 

33 
(1.4) 

2 
(O. 2) 
690 
(5. 3) 

8 
(O. 3) 

2 
(0.2) 
37 

(0. 3) 

7 
(0. 3) 

10 
(0.9) 

71 
(0.5) 

5 
(0.2) 

NR 

19 
(0.1) 

479 
(20.9) 

785 
(69.2) 
6,552 
(50.2) 

~ 
(0.8) 

9 
(0.8) 

2,288 
(17.S) 

NR 

NR 

40 
(0.3) 

2 
(0.1) 

2 
(0.2) 

54 
(0.4) 

4 
(0.2) 
NR 

36 
(0.3) 

10. NONE 

11. 

12. 

.2,320 

NONE 

1,467 
(63.2) 

128 
(5.5) 

1 
(O) 

3 
(0.1) 

27 
(1.2) 

571 
(24.6) 

119 
(5.1) 

2 
(0.1) 

1 
(0) 

1 
(0) 

13. NONE 

14. 2,349 891 
(37.9) 

15. 3,368 1, 143 
(33.9) 

TOTA] 41,388 17,921 
(43.3) 

WORK fORCE RA..~GE 

+20 t I 52.0 

so 
(2. 1) 
98 

(2.9) 
1,427 

(3.4) 

4. 1 

2 
(0.1) 

2 
(0.1) 
76 

(0.2) 

0.2 

4 
(0.2; 

4 
(0. 1; 
111 
(0.3' 

0.4 

2 
(0. 1) 

4 
(0.1) 

93 
(0.2; 

0.2 

1,235 
(52.6) 
1,899 
(56.4) 

17,667 
(42. 7) 

51.2 

156 
(6.6) 

195 
(5.8) 
3,894 
(9.4) 

11.3 

3 
(0.1) 
12 

(0.4) 
65 

(0.2) 

0.2 

3 
(0.1) 

6 
(0.2) 
84 

(0.2) 

0.2 

3 
(0.1) 

5 
(0.1) 
so 

(0.1) 

0.1 
-20% 34.6 2.7 0.2 0.2 0.2 34.2 7.5 0.2 0.2- 0.1 

COMP.A RISON OF FUNCTION TO STATE 
1. 
2. 
3. 
4. 
6. 
7. 
8. 

11. 
14. 
15. 

NET SCORE 
DISPARITY 
% DISfARITY 

-
+ 
-
+ 
+ 
-
-
+ 
0 
-

-1 

-
0 
-
0 
-
-
+ 
+ 
-
0 

-3 
-2 

10.0 

-
0 

NR 
+ 
+ 
0 
+ 
-
-
-

-2 
-1 

s.o 

-
-
-

NR 
0 
+ 
+ 
-
0 
-

-4 
-3 

15.0 

-
+ 
-
-
0 

NR 
-
+ 
-
-

-5 
-4 

20.0 

+ 
-
+ 
-
-
+ 
0 
-
+ 
+ 

+l 
+2 

10.0 

-
-
+ 
-
·-

-
+ 
-
-
-

-6 
-5 

25.0 

-
NR 
--

NR 
NR 
+ 
-
-
+ 

-6 
-5 

25.0 

-
NR 
0 
-
-
0 
+ 
-
-
0 

-5 
-4 

20.0 

NR 
NR 
-

NR 
+ 

NR 
+ 
-
0 
0 

-4 
-3 

15.Q 

SOURCE: Calculations by CSRO based on EE0-4 data supplied by the State. The numbers in 
parentheses are the proportions of workers from each ethnic group in the functions/
State work forces. 
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1970 State Labor Force 

1978 ~rivate Sector Labor 
f9rce 

1980 State Work Force 

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

Table 5-4 

Comparison of Work Force and Labor Force 

%WM %BM %HM %WF %BF IBP 

56.8 4.6 0.5 33.9 4.3 0.3 

52.2 5.9 0.6 34.7 5.4 0.4 

43.3 3.4 0.2 42.7 9.4 0.2 

Source: Tables 6-1,6-2,6~3 of this report 
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women workers is significantly above both labor force estimates. Tne 

proportion of Hispanic women workers is significantly below both lat>or force 

estimates. While tnere are some significant discrepancies between labor force 

and work force, the Advisory Coamittee 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 

out also contains scores indicating the extent to which functional work force 

utilization of each ethnic group is significantly less or greater tnan would 

be expected if it matcned the State work force. 'lbe 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 there is no 

disparity in utilization. Analysis of the net score by function snows that 

only agencies involved in health care (other than hospitals) were likely to 

use minorities and women more tnan the State proportions; all otners were 

likely to use minorities and wanen less than the State proportions. 'lbOse 

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 oe underrepresented in each function, 

Asian males; American Indian males; black, Hispanic, Asian and American Indian 

females were represented at less than 80 percent tne State average in six or 

roore functions. Ttlese 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 tne analysis is 

compressed. Taole 6-5 snows tne pattern for administrators; 6-6 for 

professionals and 6-7 for service workers (two of toe cnree top joo and one of 



130 

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. 

HF AF AIF_.FL'NC. TOTAL WM BM, HM AM AIM WF BF 

NR 62 2 NR NR NR1. 182 113 5 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) 
NR NR.. NR3. 20 14 2 NR NR NR 4 NR 

(0.4) (1.8) (2.3) (0. 1) 
4 4 NR NR NR NR NR NR NR NR NR'•· (0.2) (0.3) 

5. NONE 

,. NR150 145 NR NR - 1 NR 4 NR NR NR
"· (6.6) (8.4) (14. 3) (O .8) 
7. 4 4 NR NR NR NR NR NR NR NR NR 

(0.4) (1.2) .
3. 446 219 12 .4 9 3 162 33 NR 4 NR 

(3.4) (6. 7) (1. 7) (10.8) (12.7) 05. 8) (2.5) ( 1. 4) (7.4) 
9. NONE 

10. NONE 

NR NR11. 10 9 NR NR NR NR l NR NR 
(0.8)(0.4) (0.6) 

12. NONE 

13. NONE 

NR NR NR14. 259 214 9 NR 1 NR 26 9 
(lf.O) (24.0) (18.0) (25. O) (2.1) (5. 8) 

1 NR 25 4 NR NR NR15. 217 179 8 NR 
(6. 4) (15. 7) (8.2) (25.0) (1. 3) (2. l) 

49 0 4 0TOTAI 1,322 929 37 4 12 3 284 
(O) (4.8) (0)(3.2) (5 .2) (2.6) (5 .3) (10.8) (3.2) (1.6) (1.3) 

WORK FORCE RA,.~GE 

3.1 6.4 13.0 3.8 1.9 1.6 0 5.8 0+20 3.8 16.2 
-20 3.0 4.2 2.1 4.2 8.6 2.6 1.3 1.0 0 3.8 0 

COMPARISON OF CTION 0 STATE 
NR NR NR1. + + NR NR NR + 0 

2. - - NR NR NR - NR NR NR NR 

3. - 0 NR NR NR - NR NR NR NR 
NR NR NR4. - NR NR NR NR NR NR 

NR6. + NR NR + NR - NR NR NR 
NR NR NR NR NR NR NR7. - NR NR 

NR NR+ 0 +8. + - + 0 + 
NR NR NR11. - NR NR NR NR NR -

+ NR + NR + + NR NR NR
14. + 

+ NR 0 + NR NR NR
15. + + NR 

-3 -4 0 -8 0
!."ET S ORE 0 -3 -8 -3 -8 

-8 0DISPARITY -3 -8 -3 -8 -3 -4 0 
015.0 40.0 15.0 40. C 15.0 20.0 0 40.0

% DISPARITY 

SOURCE: Calculations by CSRO based on EE0-4 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 6-6 

Comparison of Percent from Each Ethnic Group in Professional Jobs in the State Work 
FnrrP •-•~ t-h -o~,,-~~nt- ~In "'-·--~-·---~r---,1 T-1..·- i n Fnnrt"iInn Un..-lr Fnrr..... 

FmfC. TOTAL WM BM HM AM AIM WF BF BF AF A1.F 

1. 

2. 

634 
(20.5) 
1,100 

429 
(43.6) 

1,068 

15 
(25.4) 

5 

2 
(100.0) 

4 

2 
(100.0) 

2 

1 
(100.0) 

5 

170 
(8.9) 

15 

12 
(9.6) 

1 

1 
(33.3) 

NR 

2 
{50.0) 

NR 

NR 

NR 

3. 

4. 

(17.1) 
4,066 
(73.6) 

5 

(18.4) 
728 

(92.0) 
5 

(2.3) 
81 

{93.1) 
NR 

(28.6) 
NR 

NR 

(33.3) 
4 

{100.0) 
NR 

(15.6) 
1 

(100.0) 
NR 

(4.7) 
2,600 

(70.8) 
NR 

(6.3) 
639 
(67. 1: 

NR 

2 
(50.0) 

NR 

10" 
(90.9) 

NR 

1 
(100.0) 

N'R 

s. 
(0. 3) 

NONE 
(0.3) 

6. 

7. 

674 
{29.4) 

274 

573 
(33.0) 

92 

8 
(24.2) 

NR 

1 
(12. 5) 

1 

5 
(71.4) 

10 

2 
(40.0) 
NR 

80 
(16.7) 
168 

..!J 
c22.2: 

2 

NR 

NR 

NR 

1 

1 
(25.0) 

NR 

a.. 

9. 

(24.2) 
2,504 
(19.1) 
NONE 

(28.4) 
813 

(24.9) 
48 

(7.0) 

(50.0) 
20 

(54 .1) 

(100.0) 
45 

(76.1) 

. l 
• (5. 3) 

(21.4) 
1,322 

(20.3) 

(22.2, 
196 
(8.6) 

11 
(27.5) 

(50.0) 
37 

(63.-5) 
2 

(5.6) 

10. NONE 

11. 

12. 

792 
(34 .1) 
NONE 

512 
(34. 9) 

46 
(35.9) 

l 
(100.0) 

3 
(100.0) 

NR 181 
(31.9) 

49 
(41.2, 

NR NR NR 

13. NONE 

14. 1,230 563 29 2 3 1 553 77 1 NR 1 

15. 
(52\4) 
1,434 

(63.2) 
723 

(58.0) 
42 

000.0; 
l 

(75.0) 
3 

(50.0) 
3 

(44.8) 
593 

(49.4 
60 

(33.3 
2 4 

(33.3) 
3 

(42.6) 
TOTAL 12,713 

(30. 7)~ 

(63. 3) 
5,506 

(30. 7) 

(42.9) 
274 
(19.2) 

(5o.o: 
32 

(42. 1: 

(75.0) 
86 

(77.5) 

(75.0) 
14 

(15.1) 

(31.2) 
5,682 

(32.2) 

(30.8 
1,040 

(26. 7· 

(16. 7 
17 

(26.2' 

(66. 7) 
54 

(64.3) 

(60.0) 
8 

(16.0) 
WORK I ORCE RM GE 

+20?r 36.8 I 36.8 23.0 50.5 93.0 18.1 38.6 32.0 31.4 77.2 19.2 
-201 24.6 24.6 15.4 33.7 62.0 12.1 25.8 21.4 21.0 51.4- r--¼'2.8 

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 + + + + Nil +
15. + + 0 0 + 0 0 - 0 +

NET s~oRE +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 EE0-4 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 
Maintenance Jobs in the State Work Force With Percent in Service/Maintenance 

Jobs in Function Work Forces 
FT.D.C. TOTAL WM BM HM AM AIM WF BF HF AF AIF 

1. 95 55 16 NR NR NR 20 4 NR NR 

2. 
(3.1) 

66' 
(5.6) 

39 
(27. 1) 

19 NR 2 1 
(1.0) 

4 
(3.2) 

1 NR NR 

3. 
(1.0) 
NONE 

(0.6) (8.8) (33.3) (3.1) (1.3) (6. 3) 

4. 42 30 4 NR NR NR 5 3 NR NR 

5. 
(2.3) 
NONE 

(2.0) (6.2) (2.0) (18. 8) 

6. 338 315 8 1 1 2 10 NR NR NR 

7. 
( 14. 8) 
279 

(18.7) 
111 

(24.2) 
2 

(12.5) 
1 

(14.3) 
NR 

(40.0) 
NR 

(2 .1) 
163 1 NR 1 

8. 
(24.6) 

2,136 
(34. 3) 
676 

(100.0) 
231 

(50.0) 
3 NR 4 

(20,8) 
825 

(11. 1) 
380 6 

(50.0) 
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 

15. 
co-. 2) 
220 

(0.4) 
79 

(O.Z) 
27 1 NR 1 80 32 NR NR 

TOTAL 
(6.5) 

3,277 
(7.9) 

(6.9) 
1,388 

(7. 7) 

(27.6) 
312 

(21.9) 

(50.0) 
6 

(7.9) 
3 

(2. 7) 

(25.0) (4 .2) 
8 1,U6 

(8.6) (6. 3) 

(16. 4) 
425 

(10. 9) 
6 

(9. 2) 
6 

( 7. 1) 

WORK FORCE RANGE 

+20% 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 

CO:lPARISOX OF FUNCTION TO STATE 
1. + NR NR NR NR NR 
2. NR + NR NR 
3. 
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 

!."ET 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). (~te that, for reasons explained in the 

Introduction, we have shifeed the basis of analysis fran percent of job , 

category to percent of ethnic group.) 

'lbe disparity calculations fran the three tables are SLIIDlBrized in Table 

6-8. Tbis shows a mixed pattern. If there were discrimination one would 

expect that tne disparity would De greatest for administrators, less for 

professionals and still less for service workers. 'Ibis pattern is evident for 

Hispanic men, black women, and Asian wcmen. It is not true for other groups. 

Wnile the levels of disparity are sufficiently high to raise Questions, these 

are not about discrimination of the kind that would be evident in disparate 

utilization within each etnnic group. Disparity at the administrator level is 

greatest for Hispanic and .American Indian men and Asian wanen. At the service 

worker level the disparity is greatest for Asian men, Hispanic and American 

Indian women. :Noteworthy are tne absence or very low levels of disparity for 

black male, Hispanic male, Asian male, and black female professionals and for 

Hispanic male, American Indian male, and blaclc female service workers. 

To explore this matter further, the reader could review Tables 6-5 to 6-7, 

comparing the proportion of wnite men in each job category with the proportion 

of other minorities and wanen in each category for each function. Io tne 

administrative category, 108 of 1,322 administrators are franminority groups 

(aoout eight percent) and 284 (about 21 percent) are white women. In two 

functions no minority administrators are employed. In those which do employ 

wbite female administrators, there is sane difference in utilization between 

wr,ite women and white men. There is generally little difference between 

minority and wbite maLe utilization in tnose functions where minority 

administrators were used. 
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Table 6-8 

Percent Disparity Compared 

Administrative 

Black 

l5.0 

MALE 

Hise. 
iw.o 

Asian or 
Pac.Isl. 

15.0 

Am. Ind. 
or 

Al.Nat. 

40.0 

* 

h'hite 

·1s. o 

Black 

20.0 

FEMALE 

Hise. 

0 

Asian or 
Pac. Isl. 

40. O 

Am.Ind. 
or 

Al.Nat. 

ff 

P..,:ofessional 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 tne professional level jobs (less 

·chan half of the professionals are wnite male) and more functions include at 

least some minority professionals than is the case for administrators. Witn a 

scattering of exceptions, most notably in health care, there is little 

disparity 1n 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 hignways, 

puDlic welfare, health and other. 

In the service/maintenance worker category, a review of the data in Table 

6-7 shows that there are many functions in which most of the nonwhite ethnic 

groups are not represented. Where there is representation, there is litcle 

disparity regarding either minorities or white women. 

A glance through the appendix tables shows that while few administrators 

earned less than $15,999, the proportion of minority or white wanen in the 

administrator categocy wno did so was larger than tne proportion of white male 

administrators at that salary level. Indeed, it is striking that there are 

any administrators at below $15,999. 

But perhaps the most interesting measure of State affirmative action 

efforts is the change that occurs because of new hires. About 11 percent of 

the 1980 State work force are persons hired during the year. There is thus 

much room for cnange in canposition. Although the proportion of newly hired 

wnite wanen is larger than the proportion in tne work force, as were the 

proportions of black men, Hispanic men and Hispanic wanen, the proportions of 

Hispanic men and Asian women decreased. Looking at the job categories, the 

proportion of newly hired black male administrators was less than tbe existing 

proportion, as was the proportion of newly hired female administrators (no 

minorities from otner groups were hired as administrators). Toe proportions 



136 

of newly bit'ed black male, American Indian male, White female, black female, 

Hispanic female and American Indian fenale professionals were greater than the 

existing proportions. But the proportions of Hispanic men, Asian men and 

Asian wanen newly hired as professionals were less than the existing 

proportions. 

Only 13 minority technicians were nired. Tne proportions of black men and 

wanen hired as technicians would have reduced, sanewhat, the proportions of 

black men and women wbo were employed as tecbnicians. 'Ibe proportion of White 

wanen hired as tectmicians was considerably lower tnan the existing proportion. 

Tl1e proportions of Wbite men hired for protective service jobs, 

paraprofessional, clerical and service joDs were greater than the existing 

propot'tions. The proportions of black male new hires in protective service, 

clerical and slcilled craft were greater than the proportions in the existing 

work force. TtJe proportions of Hispanic new hires were larger in all 

categories below technical. White fenale new hires proportions were larger 

than tne existing proportions in protective service, clerical and skilled 

craft jobs. 'lbe proportions of black WQilen newly tlired were larger ttlan the 

existing proportions in clerical and skilled craft jobs. New hires were lower 

proportions tilan existing more often for wanen (white or minority) than for 

men. 

d. Analyses of Affirmative Action Plans 

Table 6-9 canpares tbe tbirteen plans for affirmative action submitted to 

tbe Advisory Coamittee by the State of Missouri to criteria for a model plan 

developed by the Advisory Coamittee. In 1978 the Advisory Calmittee reported 

that -tbe six agencies it reviewed bad, for the most part, only seated 

intentions to do the key elements of affirmative action planning. 25 Despite 

three training conferences sponsored by the Governor's office with technical 
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I. IMPLEMENTATION 
A. Chief Executive of agency responsible 

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

1 3 1 4 2 1 1 4 4 3 1 1 43. 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 no·t assume formal responsibility. 

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

3 4 4 4 4 4 1 3 4 4 2 4 4
3. Appointed but duties not specified. 
2. Post planned. 
I. No affirmative action officer appointed. 

C. Dissemination of affirmative action ~lfn• 
4. Wide internal and external. w 

I-' 

.....3. Some internal and external. 1 3 4 1 3 3 1 4 1 1 1 1 3 
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. 2 1 2 1 1 1 1 1 3 4 1 1 1 
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 3 2 1 2 3 1 1 3 3 2 2 23. Does not include salary. 

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

/'1. Less. 

: 
I' ' : I' 
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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 

yet implemented. 
1. Less. 
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D. Determine underutilization by race and sex, age 
and handicap. t 
4. Underutilization determined or 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 ~Y job category. 
1. Less. 

1 1 1 3 1 1 1 1 3 3 1 1 1 

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. 

1 1 I- 1 3 1 1 1 1 3 4 1 1 1 
f-" 
\,,) 
(X) 

F. Set short term goals. 
4; Set short term goals by race, 

handicap. 
sex, age, 

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, 

1 1 1 1 1 1 1 1 3 4 1 1 1 

III. RECRUITMENT 
A. Identify and maintain contact with minority/ 
women's organizations, which could assist in 
recruitment. 3 1 2 1 1 1 1 3 2 2 1 1 2 
4. State they have a contact list 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 assertibns 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. 
2. Plan to make sure all are notified but not yet 

2 1 2 1 1 1 1 1 1 1 1 1 1 

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,
3. Record of sources used but little or no 

1 1 1 1 1 1 1 1 1 1 1 l 1 
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 
2 1 2 1 1 1 1 1 1 ' 2 1 1 1 

I-" 
I.,) 

'° 

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. 

----

1 1 1 4 1 1 1 1 1 1 1 1 1 

s 

s 
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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 crite;ia within 5 years. 
1. Less. 

1 1 1 1 1 1 1 1 1 1 1 1 4 

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. 

3 1 1 1 2 1 1 1 1 1 1 1 2 

D. Review application questionnaire to Errsure 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. 

1 2 2 1 1 1 1 1 2 1 1 2 1 

I-' 
.i:-
0 

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 1 1 3 1 1 1 1 1 1 1 1 1 

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. Trnincc positions established. 

1 1 1 1 1 4 1 1 4 1 1 1 1 

3. ?eneral review of possible trainee positions.
2. rrainee pos!t_ions planned. 
1. Lesa. 
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V. PROMOTION 
.p.. Review and analyze job descriptions to e_nsure that 
there are no unreasonable job specifications. 
4. Knowledge, skills, and abilities requirements are 2 1 1 4 1 1 1 1 1 2 1 1 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 

note in actual operation. 
2 1 1 1 1 3 1 1 1 3 1 2 1 

2. Agency mentions planning career ladders. 
1. Less. 

C. Ensure employees are aware of career ladder 
opportunities, the requirements for other 0 jobs are 
known and procedures for using career ladders are 
publicized. 

.... 

.i:.... 
4. Fully done. 
3. Partially done, 

1 1 1 1 1 1 1 1 2 1 1 1 4 

2. Planned for implementation within five years. 
1, Less, or no timeframe for completion 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. 
1 3 1 2 1 1 1 1 2 3 1 3 4 

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

1, Vague conmd.tments to upward mobility. 

E. Develop and maintain a listing of the skills of 
nll employees to be used for encouraging applica-
tion for promotion. 
4. Done. 1 1 1 1 1 1 1 1 2 1 2 1 1 
3, Mentio11ed, 
2. Planned. 
1. Not mentioned. 
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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. 

2 3 1 1 1 1 1 3 4 2 2 1 2 

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, 
1. Less, 

1 1 1 1 1 1 4 1 1 1 1 2 1 

B. Flexible hours provided. 
4, Established for all positions, 
3. Considered/planned, 
2. Mentioned. 

1 ~1 1 1 1 1 1 1 1 1 1 1 1 ~ 
.p.. 
N 

1. Less, 

C. Part-time work available, 
4. Stated available, 
3, Availability limited, 
2, Planned but not yet implemented, 
1, Not mentioned, 

1 1 1 1 1 1 1 1 1 1 1 1 1 

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

1 1 1 1 1 1 1 1 1 1 1 1 1 

1. Less. 
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E. Facilities accessible to handicapped. 
4. Completely accessible, 

~ 3. Planning underway to make completely 
accessible, some areas accessible, 1 1 1 3 1 1 1 1 2 1 1 1 1 

2. Plan complete accessibility but plans not yet 
developed. 

1. Less. 

VII. EQUAL EMPLOYMENT OPPORTUNITY 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 2 1 1 3 1 2 1 3 2 1 1 3 1 

appeal.
2. Formal procedure planned to include appeal 

but not yet implemented. I-' 
1. No formal structure. .i:

w 

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 

2 1 1 1 1 1 1 1 2 1 1 3 1 

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 1 1 1 1 1 1 3 1 1 
2. Plan.. full-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. 
2. Planned but not yet implemented. 
1. No. 

IX. EVALUATION 
A. Annual update work force uti1ization 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 ~op.ls 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. No 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. Sho~s reviews of practices and procedures but 

not systematic. 
2. Plans implementation of systematic review but 

not yet done. 
1. Leos 
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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, se~, age, handicap, 
1. Less. 

1 1 1 2 1 1 1 1 3 1 2 2 4 

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. 

1 1 1 2 1 1 1 1 2 1 1 1 1 

I-' 
~ 
V1 

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. 

3 3 3 4 3 3 1 3 3 1 2 3 4 

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 fcllures in implementation 

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

gress in subsequent years. 
l. Less. 

1 1 1 3 1 1 1 1 2 1 1 1 2 

Codes: ~-implementation--Dnnrl 
_ ----Plementation--satisractory
2-plan but r.ot implen1entnticn rC'!)orted
l-plan l.:".\Bllt~.sfacto:-y 

ffirmative Action Plans suppli~d to the 
Central States Rer,ional Offi~e of the 
U.S. Commission on Civil Rights 

"-
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assistance from tbe Missouri Advisory C,oomittee, little apparently had oeen 

done in the succeeding two years. 

Tne Advisory Coomittee assessed 13 agency plans. Only two nad determined 

the available labor force (two otners planned to do so) and only five had 

conducted a work force analysis (although five otners pLanned co do so). Only 

three agencies bad assessed the extent of underutilization, only three nad set 

long term goals and only two sec short term goals for remedying 

underutilization. Few agencies bad implemented recruitment strategies co 

reach out to groups not well represented in tne State work force. Similarly, 

only one or two agencies had plans or bad revised their selection procedures 

to ensure that those were nondiscriminatory. While more agencies had some 

plans or bad taken sane steps to ensure opportunities for upward mobility, 

none had actually developed a list of employee skills wnicn could Oe used to 

encourage employee mobility (and only two planned to do so). 

Only one agency provided full maternity oenefits, none provided eitner 

flexible work schedules or the possibility of part-time work. None planned or 

assured that their facilities were accessible by public transportation and 

only two agencies either bad taken steps or planned to take steps to assure 

that their facilities were accessible to the handicapped. 

'lbree agencies bad formalized grievance procedures and tbree others 

planned to establish tnem. 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 bad formal exit interview procedures which 

would nelp monitor for discrimination (although one other agency planned to 

implement an exit interview procedure). 
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Seven agencies either nad implemented or planned co implement annual 

updates of their work force utilization analysis. But oo agency had actually 

reviewed success in meeting affirmative action goals (although two planned to 

do so in the future). Eight agencies monitored or planned to monitor 

applicant flow and five monitored or planned to maintain data on praootions 

upgrading and transfers. 

Two agencies included accomplistxnent of affirmative action goals in 

supervisors performance evaluations and eight others expected supervisors to 

practice affirmative action but did not include tnis in tneir evaluations. 

Seven of the 13 agency heads asst.med formal responsibility for their 

agency affirmative action efforts. Eleven agencies bad affirmative action 

officer positions and another planned to establish one. Only six agencies had 

disseminated their plans both internally and to interested outsiders. 

Table 6-10 contains a swmary cooment by tbe Advisory Ccmnittee on eacn 

plan. Many of the annual plans are more than a year old; most arc very 

sketcny in detailing what will be done; and, few have any detail reporting 

woat has been done to implement previous plans or to reach ongoing 

objectives. Governor Bond pointed out that new affirmative action plans were 

to be submitted by November l, 1981 and tnat "Ttlis should resolve your concern 

regarding outdated plaas. 1126 Although there was a Seate affirmative action 

officer, there was no indication that there was a State review of the 

compliance with tne 1978 Executive Order. 'Ibe 1981 Executive Order reouires 

tbat 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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TaDle 6--10 
SllIIIIBry Qmnents on the Affirmative Action Plans 
State Agencies '!bat Employ 100 or :More Persons 

MISSOURI 

Deparb:nent of Administration - 'lbe plan is dated April 27, 1978 and nas not 
been updated. It _contains no analysis of utilization nor does it suggest that 
one will be conducted. 'Ibe 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. 'lbere is no indication 
that any have been implemented or with What effect. The proposed program is 
much less extensive than that of some other State agencies. 

Merit §?stems - '!be merit system plan is dated December 12, 1979 and proposes
ac~1v1t1es for the period October 1, 1979 - September 30, 1980. 'lbe proposed 
activities cover a wide range of eoual opportunity functions. However, the 
Personnel division asslllles that ioost of its plans will be implemented by other 
agencies. 'lbere is no evidence-that those agencies are reQuired to carry out 
the personnel division's plan. In many cases several persons would snare 
responsibility for initiation but without incentive to act, as for example, in 
revision of entry level reouirements and establistment of career ladders. 
:Most activities have no target dates even though interim fixed targets could 
easily be established for such itans as developnent of effective recordkeeping 
systems. 

~-----...,..-,,,_.;;.;w..r~i_c_u_l~tu_r~e- - '!be undated plan contains no utilization or labor 
orce ana ysis. A cover letter dated August 22, 1980 says it is tbe 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 canpletion dates. There is no evidence that an effective 
strategy to deal with eoual opportunity problems or evaluate the program
exists. The plan contains a couple of a sentences which are inflanmatory and 
destructive of affirmative action efforts. 'Ibey indicate that minorities have 
a more difficult time than Qthers keeping jobs. 'lbe statements, "For many 
reasons sane minority group persons may have difficulty adjusting to tbeir 
jobs" and '"lbe Department will not retain an employee only oecause be/she is a 
minority member," subtly _reinforce negative stereotypes and should be removed. 

Department of c.onservation - '!be plan is dated May 1, 1978. It bas not been 
updated. No detailed utilization analysis has been conducted. The plan
merely notes the increase in total utilization. 'lbere is informal reference 
to availability but no labor force analysis. 'lbere is no plan to develop 
evaluation procedures to determine program effectiveness. 'lbe plan calls for 
an identification of problems to be canpleted by September 1978 but sucb a 
report is not included in the docunent. A unique element of this plan is tne 
creation of scnolarships to train minority and female college students for 
conservation careers. 

De artment of Consuner Affairs; Re ulation and Licensin - 'lbe plan appears to 
nave been developed in 1 since it contains activities for 1978. 'lbere are 
no subsequent updates. Tne plan specifies underutilization and suggests.
corrective action but there are no nuneric goals or timetables. 'lbe basis on 
wnicb underutilization was determined is not specified, nor is tnere 
evaluation of tne success of non-nuneric goals. Other efforts are specified
only in the most sketcny terms. 
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of Elemen • Education - The plan is dated April 13, 

. re are no re is no a r force or work force analysis 
nor are there ·any goals established. Although the plan proposes sane . 
activities there is no timeframe established for their canpletion. 1bere is 
no delegation of coordinating responsibility for affirmative action. Although 
a utilization analysis is proposed, there is no evidence, as of August 18,_ 
1980 that it was conducted. By and large, the problems and proposed solutions 
are stated in vague terms. 

Division of Employment Security - '!be plan was submitted for the 1978 fiscal 
year and had not been updated as of fall 1980. There is no utilization 
analysis nor bave goals and timetables been developed. An unexplained 
increase in the nunber of applicants is suggested. Although tbe 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 IOOst significant program 
elements are described very vaguely. 1be detailed items in the plan are 
generally fairly trivial. 

Department of Higher Education - 'lbe draft plan contains a statement of 
principles. It states that employment terms will not be discriminatory, but 
aoes not specify now. It mentions conducting a utilization analysis but there 
is no indication that one has ever been conducted. It mentions affirmative 
recruitment barrier elimination but specifies no metbods or timeframes. It 
specifies selection procedures and data maintenance but does not provide any 
guidelines for implementation. As of 1980 the board had not approved the 
plan. Toe plan states "'lbe department will not retain an employee only 
because be/she is a minority group member." The statement is inflanmatory and 
reinforces negative stereotypes by suggesting that sane minorities are hired 
only to satisfy a quota. It should be reIIDved from the plan. 

Hi hwa and Trans rtation Carmi.ssion - 'lbe plan was sent to the State 
a irmative action o icer on ust 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 that 
tbis is very extensive. The plan places primary responsibility on the 
District Engineers but reQuires no plan from them, nor does it appear to 
provide a vehicle through which they could develop plans tailored to their 
work sites. On lcey elements such as recruitment and selection procedures
there is little discussion of reviews to ensure equal opportunity or selection 
training for District Engineers who appear to do mucb of the hiring. 

Department of :Mental Health - 'lbe plan is comprehensive. 1-bwever, it was 
developed in 1977 and apparently has not been revised since. Goals and 
analyses a~e all based on ~9?7 da~a. There is no indication of any evaluation 
of accanpl1stments and revisions 10 the plan based on those accanplistments. 
Although planning and implementation 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. 'Ibe success of the department, and the 
problems in employing minorities and wanen are noted in the plan. Tbe )?Ortion 
dealing with the handicapped are proscriptive but not detailed affirmative 
remedies. 

Department of Natural Resources - The plan, dated July l, 1979, prov~des a 
detailed set of goals and timetables for remedying the underutilization that 
has been identified. In addition the plan specifies concrete steps ~o ensure 
effective affirmative action. 'lbe only missing elements are indication of 
what bas been done in the past, analysis of the effectiveness of past efforts 
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and identif~cation of procedures to remedy past deficiencies. 
Reclassification and similar efforts are mentioned but not specified.
Specific provision is made for remedying discrimination affeeting tbe 
llandicapped. 

Department of Public Safety - '!be plan covers tbe period July 1, 1979 -
June 30, 1980. 'lbe plan narrative repeats verbatim material provided by tbe 
Personnel Division of the Deparbnent of Administration. 1be plan contains a 
nunber of specific tasks to be accanplisbed by June 1979 and others by 
September 1979. 'lbere is no indication that any of tbe goals bave been 
accanplisbed. Although tbe plan ostensibly covers tbe period July 1, 1979 -
June 30, 1980, no nl.lilerical goals are specified for tbe period. No data on 
either labor force or work force are specified. 

Department of Revenue - 'lbe "plan" is no more than a recitation of pranises. 
'lbere is no indication that anyone bas bothered to determine bow to fulfill 
the pranises nor is there any indication that any efforts have been made to 
implement tbem. Altt:Jougb tbe plan is undated, its goals and timetables begin 
in 1974. There is no indication wbicb, if any, bave been accanplisbed nor any 
measures of activity. No analysis of underutilization or corrective goals are 
reported. 

Department of Social Services - Tbe plan was sent to tbe State affirmative 
action office on August 22, 1980. 'lbe 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 held accountable for 
implementation but it is unclear wbetber or not supervisors are given support 
to perform tbe tasks specified. Proposals for affirmative recruitment, 
selection, training and career ladders are stated. Recruitment, selection and 
prODDtion procedures could be specified in greater detail. Altbougb tbe plan 
proposes several records systems it is not evident that these and the proposed 
camrl.ttee review system will provide effective monitoring of program
implementation. None of tbe action items bas a fixed timeframe except the 
records systems. 'Ibe starting points for reporting are unspecified. 
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e. Administering Agency: Tne State Affirmative Action Officer 

Toe State Affirmative Action Officer is charged, under Executive Order 

81-17, v;ith "primary responsit>ility for implementation" of tne order. 27 She 

reports to tne Coomissioner of Administration. 28 Governor Bond bas stated 

tnat sne nas "unrestricted access to the Oxrmissioner of Administration, and 

the Execucive Assistant, if I am not availaole. 1129 As noted earlier, the 

State Affirmative Action Officer is to review agency plans to ensure 

comp.tiance witn the Governor's order and may reouire "suctl revisions as are 

necessary to accanplish the purposes" of the order. 30 The officer also is 

to review progress reports from departments and meet annually with eacn 

department director "to evaluate departmental results and determine the course 

of future affirmative action implementing and planning. 1131 'lbe officer also 

"snail coordinate and provide technical assistance to departments in the 

development and implementation of their respective affirmative action plans of 
. 32iIIIPlemcotat1on. 

Toe Governor estimated that about $46,710 was allocated oy tne Department 

of Administration to the operation of tne State Affirmative Action Office, 

including the officer's salary, a part-time secretary and support services. 33 

In addition, there is an Affirmative Action C,ouncil, whose membership 

includes representatives of the State departments, chaired by tne State 

Affirmative Action Officer, that meets ouarterly to "make such recoomendations 

as it oelieves necessary to the State affirmative action officer to assist in 

tbe implementation" of the Executive Order. 34 

https://Order.34
https://services.33
https://order.30
https://Administration.28
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7. STATE GOVERNMENI' AFFIRMATIVE ACTION IN NEBRASKA 

a. Introduction 

Whatever its failings, Nebraska's affirmative action efforts have made 

remarkable strides since the Advisory Cmmittee published its 1978 report. 1 

'Ibere was no State affirmative action program at that time. The only agencies 

woich had affirmative action programs were those subject to the provisions of 

the Federal Intergovernmental Personnel Act. 2 Fk>wever, in 1979 a new 

Governor, Charles Thone, and the State legislature approved LB 5003 which 

declared that it is: 

tne public policy of Neoraska that each division of State govermnent snall 
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 
marital status, or pnysical or mental disability. 

Affirmative actions shall be taken to insure the implementation of this 
policy in State government employment. 'n>is policy and obligation to 
provide e<:1ual employment opportunity include, but are not limited to: 

l. Hiring, placement, upgrading, transfer, or demotion; 
2. Recruitment, advertising, or solicitation for employment; 
3. Treatment during employment; 
4. Rates of pay or other forms of canpensation; 
5. Selection for training; 
6. Layoff, termination, or reinstatement; and 
7. Any otner condition of employmeot.4 

n>e act establishes a State affirmative action office which would: 

l. Be responsible for coordinating, directing and implementing 
program. 

2. Promulgate rules and regulations for develop:nent of affirmative 
action plans. 
3. Provide counseling and assistance to agencies in developing their 

plans. 
4. Review agency plans and direct modifications where necessary. 
5. ~nitor progress of agencies by establisning report forms. 
6. Review ouarterly agency reports. 
7. Report Quarterly to the Governor. 
8. Make recoomendations for legislative changes wnen necessary. 
9. Serve as liaison between State and Federal ccxnpliance agencies. 

10. Plan and carry out training in e<:1ual employment opportunity, 
racial awareness, women's concerns, tne disabled and aging for all 
State employees. 
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11. Coordinate activities of agency affirmative action person. 
12. Suomit an annual report to the Governor and Legislat~re.5 

Section 14 of the Act requires that each agency plan be approved by tne 

affirmative action office. If that agency cannot ootain an acceptable plan by 

agreement, it is to report that to an affirmative action coomittee and the 

Governor and the information is to be made public. 6 

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. 117 

Agencies covered by tbe law are tilose which are under the direct control 

of the Governor. 1bere are 24 of these ("c.ode" agti!ncies). Otners may 

participate voluntarily. There are 32 of these, agencies run Dy ooards or 

coomissioners, including the deparonents of health and education and the 

Nebraska Merit System agency. 8 

The State Affirmative Action Office opened on Jan 2., 1980. It reports 

tne following sequence of events: 

January - office worked with "Code" agency directors in outlining LBS00 
man~ates and asked them to appoint affirmative act~o~ ~f~icers. W~ 
assisted agencies in describing duties and responsibilities of their 
directors and of their affirmative action officers. I personally called 
on directors. Otner agencies were invited to participate voluntarily. 

February 13, 1980 _ held first formal meeting of all of these newly
appointed officers. N'.>te tnat packets of materials to be used by agencies 
in writing their affirmative action plans were given to officers of Qxie 
agencies. 

February 25, 1980 _ same materials, etc., given voluntary agencies. 
(Age~da for voluntary agencies meeting was the same one used for c.ode 
meeting Feb. 13, 1980.) 

From the time an agency's affirmative action officer ~as appointed unti~ 
July 1, 1980 we worked with them on a one-to-one oasis, as we11 ~shaving 
~ur bi-monthiy affirmative action officers group meetings~ to assist tnem 
in any way needed to write their plans and to develop their overall 
programs. 

.~~ 
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Ac various times, then, we nave given packets of information. Toe 
Guidelines (with my referenced letter of July 1, 1980) is merely putting 
into a single, workaole notebook all the materials that nad been 
distributed; some sections and materials will be constantty0updated.9 

Affirmative action plans were to be submitted by July 1, 1980. 

Tue State affirmative action officer stated that: 

Since Governor Tnooe took office in January of 1979, he has taken steps to 
fulfill his ccmnitment 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 
Granes and over a third of nis appointments to advisory boards and 
coomissions have been wcxnen and minorities. W001en nave also been placed 
in top management positions. 1980 statistics show that of toe 7670 
employees in administrative, professional and par.a-professional positions 
(not including University and Stace C.Ollege systems) 42 percent are 
worneo. 11 

o. Data 

Table 7-1 shows tne 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. Eouai Employment Opportunity Carmission (EEOC), 

oased on 1978 employer reports. Taole 7-3 shows the utilization of workers by 

NebrasKa State government as reported by the State in its 1980 EE0-4 form 

submission to EEOC. Table 7-4 snows the comparison between tne 1970 State 

labor force, the 1978 private sector labor force and the 1980 Sfate work force. 

A ccmparison of the State work force to the two labor force measures snows 

many disparities greater than 20 percent. Tbe State utilization of white men 

is smaller than the 1970 labor force and slightly larger than tne 1978 private 

sector labor force, but neitner difference is significant. The State's 

utilization of black men, Hispanic men and blaclc women is significantly less 

than eitner the 1970 labor force or 1978 private sector labor force. The 

State's utilization of white wanen is significantly larger than the 1970 labor 

force and larger, but not significantly, than tne 1978 private sector labor 

The State's utilization of Hispanic women is identical to the 1970force. 
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Table 7-1 

Nebraska Labor Force• 1970 

TOTAL WHITB t ROW BLACK t ROW HISPANIC % B~ 

Total ?76,065 560,697 12,554 6,397 
Pemle 212,601 205. 329 c,u.. 6) 6,123 (~Cf) 2,343 (I.I) 
Male 363,464 355 •368 ('11, 7) 6,431 (1.~) 4,054 ( I, I} 

Professionals 2 Technicians 6 Kindred %Column %Column %Column 
'l'otal 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) 

;Manaiers &Administrators 
'fotal 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 (19.31 

22,574 22,058 (6,2) 399 (6,2) 197 (4.9) I-'Male VI ..... 

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
Female 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 1of the.C~nsus~ General Social and Economic Charactoristics: Nebraska (PC(l)-C29 (Ne.)),.Table 54,
Calcu ations uy cs~o. • 
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Table 7-3 
Comparison of Percent of State Work Force and.Function Work Force Who 

Are From Each Et"'ni~ f.!...nnn 

FIDIC. TOTAL WM BM HM AM AIM WF BF HF AF AIF 

1. 

2. 

.. 
Jo 

4. 

j. 

6. 

7. 

8. 

2,824 

2,412 

637 

518 

47 

1,514 

3,386 

433 

1,386 
(49 .1) 
2,096 
(86.9) 

240 
(37.7) 

443 
(85.5) 

36 
(76.6) 

961 
(63.5) 
J.,071 
(31.6) 

214 
(49,4) 

20 
(0.7) 
23 

(1.0) 
6 

(0.9) 
2 

(0.4) 
NR 

1 
(0.1) 
12 

(0.4) 
2 

(0.5) 

13 
(0.5) 
14 

(0.6) 
1 

(0.2) 
7 

(1.4) 
1 

(2.1) 
1 

(0, 1) 
8 

(0.2) 
NR 

7 
(0.2) 
5 

(0.2) 
1 

(0.2) 
NR 

NR 

2 
(0.1) 

8 
(0.2) 

2 
(0.5) 

5 1,337 
(0.2) (47.3) 

3 262 
(0.1) (10.9) 

1 376 
(0.2) (59.0) 

3 61 
(0.6) (11. 8) 
NR 10 

(21. 3) 
NR 543 

(35.9) 
4 2,245 

(0,1) (66._3) 
NR 202 

(46,7) 

29 
(1.Q) 

5 
(0,2) 

8 
(1.3) 

2 
(0.4) 

NR 

3 
(0.~ 

15 
(0.4) 

4 
(0.9) 

16 
(0.6) 

3 
(0.1) 

2 
(0.3) 

NR 

NR 

2 
(0.1) 

16 
(0.5) 

7 
(1.6) 

4 
(0.1) 
NR 

1 
(0.2) 
NR 

NR 

1 
(0.l)" 

4 
(0.1) 

2 
(0.5) 

7 
(0.2) 

1 
(0) 
1 

(0.2) 
NR 

NR 

NR 

:3 
(0.1) 
NR 

9. None 

10. 

......... 
12. 

102 

1,070 

95 

36 
(35.3) 

700 
(65.4) 

68 
(71.6) 

1 
(1.0) 
29 

(2.7) 
NR 

1 
(1.0) 
12 

(1.1) 
NR 

1 
(1.0) 

1 
(0, 1) 

NR 

9 
ca.a: 

5 
co.5; 

1 
(1.1: 

48 
(47 .1) 

312 
(29.2) 

26 
(27.4) 

NR 

9 
(0.8) 

NR 

2 
(2.0) 

1 
(0, 1) 

NR 

NR 

1 
(0.1) 
NR 

4 
(3.9) 
NR 

NR 

n. None 

841 311,.4. 
(37.0) 

1,102 44815. 
(40. 7) 

:roTAJ 14,981 8,010 
(53.5) 

WORK FORCE RI ~GE 
l-20% j 64.2 
-20% 42.8 

15 
(1,8) 
12 

(1.1) 
123 
(0.8) 

1.0 
0.6 

9 
(1. 1) 

4 
(0.4) 
71 

(0,5) 

o.6 
0,4 

NR 

NR 

27 
(0.2) 

0.2 
0.2 

1 
(0.1, 

2 
(0.2 
34 

(0.2 

0.2 
0.2 

472 
(56.1) 

619 
(56.2) 
6,513 
(43.5) 

52.2 
34.8 

16 
(1.9) 

10 
(0:9) 
101 

(0.7) 

0.8 
0.6 

13 
(1.5) 

5 
(0.5) 

67 
(0.4) 

0.5 
0,3 

NR 

1 
(0.1) 
14 

(0. 1) 

0.1 
0.1 

4 
(0.5) 

1 
(0. 1) 
21 

(0.1) 

0.1 
0.1 

COMP, kB.ISON O FUNCTION TO STATE 
1 
2 
3 
4, 
5, 
6 
7 
8, 

10, 
11, 
12 
14, 
15 

?-."ET ! CORE 
DISPARITY 
% DISPARITY 

0 
+ 
-
+ 
+ 
0 
-
0 
-
+ 
+ --
0 

0 
0 
0 
-

NR 
---
0 
+ 

NR 
+ 
+ 

-3 
-3 

11.5 

0 
0 -
+ 
+ -
-

NR 
+ 
+ 

NR 
+ 
0 
0 
0 
0 

0 
0 
0 

NR 
NR 
-
0 
+ 
+ 
-

NR 
NR 
NR 
-5 
-5 

19.2 

0 
-
0 
+ 

NR 
NR 
-

NR 
+ 
+ 
+ -
0 

-2 
-2 

7.7 

0 
-
+ 
--
0 
+ 
0 
0 
-
-
+ 
+ 

-1 
-1 

3.9 

+ 
-
+ 
-

NR 
--
+ 

NR 
0 

NR 
+ 
+ 

-2 
-2 

7.7 

+ 
-
0 

NR 
NR -

0 
+ 
+ -

NR 
-b 
0 

-3 
-3 

11.5 

0 
NR 
+ 

NR 
NR 

0 
0 
+ 

NR 
0 

NR 
NB 
. 0 
-4 
-4 

15.4 

+ 
-
+ 

NR 
NR 
NR 

0 
NR 

+ 
NR 
NR .., 

0 
-3 
-3 

11.5 

SOURCE: Calculations by CSRO based on EE0-4 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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Table 7-4 

Comparison of Work Force and Labor Force 

1970 State Labor Force 

1978 Private Sector Labor 
Force 

1980 State Work Force 

Notes: 

'WM=whi te male 
BM=black male 
HM=Hispanic male 
W=white female 
.BF=black female 
HF=Hispanic female 

%WM %BM %HM %WF %BF %HF 

61.7 1.1 0 ..o/ 33.6 1.1 0.4 

52.9 2.0 1.2 40.4 2.0 0.7 

0.753.5 0.8 0.5 43.5 0.4 

Source: Tables 7-1,7-2 and 7-3 of this report 
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labor force but smaller than that of tne private sector labor force. Despite 

these very significant discrepancies, the Advisory Ccmnittee believed that it 

would be appropriate to use tne State work force as a reasonable standard for 

achievement by State agencies although it should not be the basis for their 

ulcimate efforts. 

Table 7-3 not only contains basic data on utilization by agency function 

but also contains scores indicating the extent to which functional work force 

utilization of each ethnic group is significantly less or greater than would 

be expected if it matched the State work force. '!be 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 there is no 

disparity in utilization. A review of the net scores by function shows tnat 

agencies involved in public welfare, bealtn, coomunity developnent, anployment 

security functions were likely to use minorities and wanen more than the State 

proportions for their respective ethnic groups. Agencies using minorities or 

wcmen 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. 

'Ille proportion of white males utilized is at least 80 percent of the State 

average in eight functional groups. 'Ille nllllbers of functions for other groups 

where this is so are: black male - 7, Hispanic male - 8, Asian male - 6, 

Indian male - 7, white female - .8, black female - 6, Hispanic female - 7, 

Asian female - 7, Indian female - 6. 'lbese 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 snows 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 

FONC. TOTAL WM BM HM AM AIM WF BF HF AF AIF 

1. 

2. 

465 
(16.5) 

173 

352 
(25.4) 

170 

5 
(25.0) 
NR 

1 
(7. 7) 
liR 

NR 

NR 

NR 

NR 

103 
(7.7) 

3 

2 
(6,9) 
NR 

1 
(6.3) 
NR 

NR 

NR 

1 
(14.3) 
NR 

3. 
(7.2) 

87 
(8.1) 

42 3 1 NR 1 
(1.1) 

35 5 NR NR•. NR 

4. 
(13.7) 

3 
(17.5) 

2 
(50.0) (100.0) 
NR NR NR 

(100.0) 
NR 

(9.3) 
1 

(62.5) 
NR NR NR NR 

5. 
(0.6) 

20 
(0.5) 

19 NR 1 NR NR 
(1.6) 

NR NR NR NR NR 

6. 
(42.6) 

170 
•(52.8) 

160 NR 
(100.0) 

NR NR NR 10 NR NR NR NR 

7. 

8. 

(11.2) 
147 

(4.3) 
143 

(33.0) 

(16.6) 
90 

(8.4) 
112 

(52.3) 

NR 

2 
(100.0' 

NR 

NR 

1 
(12.5) 

NR 

NR 

NR 

(1.8) 
54 

(2.4) 
27 

(13.4) 

1 
(6. 7) 

2 
(50.0) 

Na 

NR 

1 
(25.0) 

NR 

NR 

NR 

9. None 

10. 

11. 

12. 

33 
(32.4)

14.a' 
• (13.4) 

19 
(20.0) 

14 
(38.9) 

125 
(17.9) 

19 
(27.9) 

NR 

4 
(13.8) 

NR 

NR 

1 
(8.3) 
NR 

1 
uoo.o: 

NR 

NR 

9 5 
(100.0) (10.4) 

1 12 
(20.0) (3.8) 

NR NR 

NR 

NR 

NR 

NR 

NR 

NR 

NR 

NR 

NR 

4 
(100.0)

NR. 

NR 

13. None 

:.14. 

1S. 

T014' 

126 
(l.S-.0) 

207 
(18.8) 
1,736 
(11.6) 

83 
(26.7) 

142 
(31. 7) 
1,330 
(16.6) 

6 
(40.0) 

2 
(16. 7) 

22 
(17.9) 

NR 

2 
(50.0' 

6 
(8.5 

NR 

NR 

2 
(7.4) 

1 
(100.0 

NR 

12 
(35.5 

33 
(7.0) 

60 
(9. 7) 
.343 
(5.3) 

2 
(12.5, 
NR 

12 
(11.9 

1 
(7.7) 

1 
(20.0) 

3 
(4.5) 

NR 

NR 

1 
(7.1) 

NR 

NR 

5 
(23.8) 

WORK FORCE nGE 
+20% 13.9 19.9 
-20% 9.3 13.3 

21".5 
14.3 

10.2 
6.8 

8.9 
5.9 

42.4 
28.2 

6.4 
4.2 

14.3 
9.5 

5.4 
3.6 

8.5 
5.7 

28.6 
19.0 

COMP I.RISON OF FUNCTION TO STATS 
1 
2 

+ 
-

+ 
NR 

0 
NR 

NR 
NR 

NR 
NR 

+ 
-

..;. 

NR 
+ 

NR 
NR 
NR 

-
NR 

3 0 + + NR + + +· NR NR NR 
4 - NR NR NR NR - NR NR NR NR 
5 
6 

+ 
0 

NR 
NR 

+ 
NR 

NR 
NR 

NR 
NR 

NR 
-

NR 
NR 

NR 
NR 

NR 
NR 

NR 
NR 

7 - NR NR + NR - - NR + NR 

8 
10 
11 

+ 
+ 
0 

+ 
NR 
-

NR 
NR 

0 

NR 
+ 

NR 

NR 
+ 
-

+ 
+ -

+ 
NR 
NR 

NR 
NR 
NR 

NR 
NR 
NR 

NR 
+ 

NR 
12 
14 

+ 
+ 

NR 
+ 

NR 
NR 

NR 
NR 

NR 
+ 

NR 
·+ 

NR 
0 

NR 
+ 

NR 
NR 

.NR 
NR 

15 
!!'ET CORE 
DISPARITY 
% DISPARITY 

+-
+4 

0 
-4 
-8 

30.8 

+ 
-5 
-9 

34.6 

NR 
-9 
-13 

50.0 

NR 
-7 
-11 

42.3 

+ 
-1 
-5 
19.2 

NR 
-8 
-12 

46.2 

+ 
-7 
-11 

42.3 

NR 
-11 
-15 

57.7 

NR 
-11 
-1S 
57,.7 

SOURCE: Calculations by CSRO based on EE0-4 data supplied by the State. The numbers in 
parentheses are the proportions of workers in the ethnic group in the particular 
j.ob 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 BM AM AIM WF BF BF AP AD 

1. 

2. 

3. 

772 
(27 ·;?,

28 "1 
(11.9) 

306 

501 
(36 .1) 

254 
(12.1) 

148 

9 
(45.0) 

2 
(8~ 7) 
1 

9 
(69~2) 

3 
(21.4) 
NR 

4 
(57 .1) 

4 
(80.0) 

1 

2 
(40.0) 

NR 

NR 

240 
(18.0) 

22 
(8.4) 
152 

2 3 
(6.-9) (18.8) 

1 NR 
(20.0).3 1 

1 
(25.0) 

NR 

NR•-

1 
(14.3) 

NR 

NR 

4. 

s. 
6. 

7. 

a. 

(48.0) 
54 

(10.4) 
11 

(23.4) 
260 

(17. 2) 
515 

(15 .2) 
155 

(61. 7) 
52 

(11.7) 
11 

(30.6) 
216 

(22.5) 
. 187 
(17.5) 

92 

(16. 7) 
NR 

.NR 

NR 

2 
(16. 7) 
NR 

NR 

NR 

NR 

1 
·(12.5) 

NR 

(100.0) 
NR 

NR 

2 
(100.0) 

3 
(37.5) 

2 

NR 

NR 

NR 

1 
(25.0) 

NR 

(40.4) 
2 .3 

(3.,1) 
NR 

41 
(7.6) 
314 

(14.0) 
59 

(37.5) (50.0) 
NR NR 

NR NR 

NR 1 
(50.0) 

4 1 
(26. 7) (6.3) 

1 NR 

NR 

NR 

NR 

2 
(50.0) 

1 

NR 

NR 

NR 

NR 

NR 

9. 
(35.8) 
NONE 

(43.0) (100.0) (29.2) (25.0) (50.0) 

10. 25 13 NR NR NR NR 12 NR NR NR NR 

11. 

12.· 

.(24.5) 
203 

.(19.0) 
44 

(36 .1) 
119 

(17.0) 
42 

7 
(24.1) 
NR 

3 
(25.0) 
NR 

NR 

NR 

1 
(20.0) 

NR 

(25.0) 
70 

(22.4) 
2 

3 
(33.3) 

NR 

NR 

NR 

NR 

NR 

NR 

NR 

13. 
(46.3)
NONE 

(61.8) (7. 7) 

:..14. 215 111 NR 4 NR NR 94 NR 5 NR 1 

1s. 
(2-5'.-6) 

482 
(35.7) 

192 7 
(44.4) 

2 NR NR 
(19.9) 
273 3 

(38.5) 
3 1 

(25.0) 
1 

(43.7) (42.9) 
TOTA:~ 3,328 1,938

I c22.2>. c24.2> 
WORK FORCE RAJ GE 

(58.3) 
28 

(22.8) 

(50.0) 
22 

(31.0) 
16 

(59. 3) 
4 

(11.8) 

(44.1) 
1,281 

(19.7) 

(30.0) 
17 

(16.9) 

(60.0) 
14 

(20.9) 

(100.0) 
5 

(35.7J 

(100.0) 
3 

(14.3) 

+2<11: 
-2QI: 

26.6 

17.8 I29.0 
19.4 

27.4 
18.2 

37.2 

24.8 
71.2 

47.4 
14.2 
9.4 

23.6 

15.8 
20.3 
13.5 

25.1 

16.7 

42.8 

28.6 

17.2 

11.4 
COMPJ.RISON OF FUNCTION TO STATE 

1 
2 
3; 
4; 
s. 
6, 
7, 
8, 

10. 
11, 
12, 
14, 
15, 

NET SCORE 
DISPARITY 
% DISPARITY 

+ 
-
+ 
-
+ 
0 
-
+ 
+ 
-
+ 
+ 
+ 

+4 

+ 
--

NR 
NR 
NR 
-

NR 
NR 

0 
NR 
NR 
+· 

-8 
-12 

46.2 

' 

+ 
-

NR 
NR 
NR 
NR 
-

NR 
NR 

0 
NR 
+ 
+ 

-6 
-10 

38.5 

0 
+ 
+ 

NR 
NR 
+ 
-
+ 

NR 
NR 
NR 
NR 
NR 
-4 
-8 

30.8 

+ 
NR 
NR 
NR 
NR 
NR 
+ 

NR 
NR 

+ 
NR 
NR 
NR 
-7 
-11 

42.3 

0 
-
+ 
-

NR 
--
+ 
+ 
0 
-

.Q 

+ 
-2 
-6 

23.1 

-
0 
+ 

NR 
NR 
NR 
+ 
+ 

NR 
+ 

NR 
NR 

+ 
.:...2 
-6 

23.1 

0 
NR 

+ 
NR 
NR 
+ 
-

NR 
NR 
NR 
NR 
+ 
+ 

-4 
-8 

30.8 

-
NR 
NR 
NR 
NR 
NR 
+ 
+ 

NR 
NR 
NR 
NR. 

+ 
-7 
-11 

42.3 

0 
NR 
NR 
NR 
NR 
NR 
NR 
NR 
NR 
NR 
NR 
+ 
+ 

-8 
-12 

46.2 
SOURCE: Calculations by CSRO based on EE0-4 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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I____,,,,.. 

professiooals aod 7-7 for service workers (two of three top job and one of 

three bottom job cacegories). (Note that, for reasons explained in tbe 

Iotroduction, we nave shifted the basis of analysis from percent of job 

category to perceot of ethnic group.) 

'Ibe disparity calculations from tne tnree tables are surnnarized in Table 

7-8. lbe percent 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 either for service/maintenance 

workers. '!be proportions of disparity for both administrators and 

professionals are fairly high--ranging from nearly 20 percent for white female 

administrators to nearly 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 nigh of 18.2 percent for ..Ainerican 

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 

patterns indicate the possibility but do not prove a pattern of uneQual 

employment. 

The reader seeking to pinpoint the source of unequal opportuoity could 

review Tables 7-5 to 7-7, comparing the proportion of wnite men in each job 

category with the proportion of other minorities or women in each category for 

each of the functions. Only 63 (about 4 percent) of 1,736 administrators are 

minorities. Tnus, there are very few co compare with the white men who 

predominate in this category. In those functions whicn include black male, 

Asian male, Iodian 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 

FUNC. TOTAL WM B}l HM AM AIM WF BF HF AF AIF 

1. 127 78 3 1. 3 1 37 .3 NR 1 NR 
(4.5) (5.6) (15. O) (7.7) (42.9) (20.0) (2. 8) (10.3) (25.0)

2. 180 162 4 2 NR 2 9 NR 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 NR 
(0.5) (0.4) (0.5)

4. 5 5 NR NR NR NR NR NR NR NR NR 
(1.0) (1. 1) 

5. NONE 

6. 544 323 1 1 NR NR 218 NR 1 NR NR 
(35.9) (33.6) (100.0) (100.0) (40.1) (50.0)

7. 674 244 4 1 2 1 412 2 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 NR 1 NR NR 
(0.5) (0.5) (14.3) 

9. NONE 

10. 24 7 1 NR NR NR 16 NR NR NR NR 
(23.5) ( 19. 4) (100.0) (33. 3) 

11. 66 35 2 NR 1 NR 27 NR NR 1 NR 
(6.2) (5 .O) (6.9) (100.0) (8. 7) (100.0) 

12. NONE 

NONE13 .. 

14. 3 NR 1 NR NR NR 2 NR NR NR NR 
(0.4) (6. 7) (0.4) 

15. 67 36 2 NR NR 1 28 NR NR NR NR 
(6 .1) (8.0) (16. 7) (50.0) (4.5) 

TOTAL 1,695 891 18 5 6 5 752 5 10 2 1 
( 11. 3) (11. 1) (14.6) (7.0) (22. 2) (14.7) ( 11. 5) (5.0) (14.9) (14.3) (4.8) 

WORK FORCE RANGE 
+20% 13.6 13.3 17.5 8.4 26.6 17.6 13.8 6.0 17.9 17.2 5.8 

-2o% 9.0 8.9 11.7 5.6 17.8 11.8 9.2 4.0 11.9 11.4 3.8 

COMPARISO~ OF FL~CTIO~ '.CO 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 
+ + + 0 + + + + NR NR7. 

NR NR NR NR NR NR 0 NR NR8. 
10. + + NR NR NR + NR NR NR NR 

NR + NR NR NR + NR11. 
NR NR NR NR NR NR NR NR14. 

0 NR NR + NR NR NR NR15. 
Z..'ET SCORE -5 -2 -6-4 -3 -5 -7 -6 -7 -9DISPARITY +3 +l -1 +2 0 -2 -1 -2 -4% DISPARITY 13.6 4.5 4.5 9.1 0 9.1 4.5 9.1 18,2 

SOURCE: Calculations by CSRO based on EE0-4 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 7-8 

Administrative 
-
1::.. o:Zl:lssional 

Black 

30.8 

46.2 

MALE 

His:e. 

34.6 

38.5 

Percent Disparity Compared 

* 
Ar:J. Ind. 

Asian or or 
Pac.Isl. ALNat. ·wnite 

50.0 42.3 19.2 

30.8 42.3 23.1 

Black 

46.2 

n:.r-

FEMALE 

His:e. 

42.3 

30.8 

Asian or 
Pac.Isl. 

57.7 

42.3 

Am.Ind. 
or 

Al.Nat. 

57.7 

46.2 

:;e..cv.ice 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 



great or greater a proportion of tneir etbnic group as white meo (allO\iiing a 

20 percent variation). In 13 functions which had administrators, four had no 

minority administrators. In two of tbe 13 functions tbere were no wbite 

female administrators. In general, wbite fanale administrators were a lesser 

proportion of tneir 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 wcmen. When minorities were 

represented, black males, Hispanic males, Asian males and Indian males were as 

great or greater a proportion of their ethnic group tnan were white men. 'Ibis 

was not true for wnite wcmen who in only two of toe 12 functions in whicn tbey 

were represented were a greater proportion (tnen only oy a few percentage 

points, always less than 20 percent different) of their ethnic/sex group than 

were wbite men of theirs. Nor was it true for the groups of minority wanen. 

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 (altnougb allowance must be made for the effect of low numbers). 

Minorities were unrepresented in two of 11 functions in wbicb tnere were 

service/maintenance workers, wbite wanen were unrepresented in one function. 

A remarkably large ntmber and proportion of administrators in Nebraska 

earn less than $15,999 including sane who are reported to earn less than 

$3,900 per year. 'lbe proportion of administrators who earn less than $15,999 

who are white male is larger than the proportions of administrators who are 

fran minority groups or white women ·and earn less tnan $15,999. 

Approximately 14 percent of the State work force were newly hired in 

1980. 'lbe 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 nad 

oeen some increase during the year. Only seven of 85 new nires in the 

administrators category were minority persons, a further 17 were white wcxnen. 

Toe proportions of newly hired administrators as a fraction of their etnnic 

group were smaller than the canparable proportions for tne work force for 

American Indian or Alaskan Native men, white women. But it should be noted 

the proportion of wnite men in this category also was smaller. Of 360 

professionals hired, only 21 were minorities, and a further 174 were white 

wcmen. Again, While the proportions of minority new hires who were 

professionals was for most groups smaller than for the work force, the 

proportion of new hires wno were white males was also smaller than for the 

work force. Only four minority technicians were hired, out of 100. A further 

59 of the newly hired technicians were white wanen. Of 108 protective service 

new hires only four were minorities; 14 were white women. Of 519 

para-professional new nires, 14 were minorities, 298 were white wanen. In 

these categories minorities were a smaller proportion of new nires than of the 

work force. In skilled craft and service maintenance jobs minorities and 

women were a greater snare of new hires than of the work force. 12 

Table 7-9 canpares the affirmative action plans for 14 Nebraska State 

agencies with more than 100 employees to standards developed by the Advisory 

Comnittee. 1bese were 1980 plans; amended plans were filed July l, 1981 but 

not submitted to tne Advisory Coomittee. In i978 the Advisory Conmittee 

reviewed six agencies: Toe departments of education, welfare and health; the 

job service section of the department of labor; the coomission on law 

enforcement and criminal justice; and, the insurance coomission. 'Ibe 

Coomitcee then found only one agency had even begun to canpare its worl< force 



Table 7-9 

SUMMARY OF AFFIRMATIVE ACTION PLANS 
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I. IMJ.>LEMENTATION 
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 asswnes formal responsibility but there is no 

affirmative action officer. 

1 4 4 4 1 4 1 4 1 4 1 3 3 1 

1. Chief does no·t asswne 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, 

4 4 4 4 4 4 1 4 4 3 4 4 4 3 

C. Dissemination of affirmative action ~lfn, 
4, Wide internal and external, 
3. Some internal and external. 
2. Wide internal and external planned. 
1. Less, 

1 1 4 4 1 4 1 1 1 4 4 3 4 4 
I-' 
a, 
\0 

II. WORK FORCE ANALYSIS 
A. Determine available labor force by job category, 
sex, salary. 
4. Determined by all categories. 
3. Determined by job category, race, sex. 
2. Plan to determine by all categories. 
1. Less data. 

race, 

1 4 3 4 3 1 3 1 3 1 1 3 3 3 

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, 

3 4 3 4 3 1 3 3 3 1 4 3 4 4 
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C. Work force analysis includes age or h'andicap. 
4 . Age and handicap . 
3. Age or handicap . 

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

1. Less . 

D. De t ermine underuti lization by race and sex, age 
and handicap . 
4 . Underutilization determi ned ~or all four cate-

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

job category. 
2 . Underutilizati on determination by all four 

categories by job category. 
1. Less . 

E. Set long term goal s. 
4. Set_long term goals by race , sex , age,, handicap . 
3. Set long t erm goals by race, sex only. 
2. Plan to set long term goals by race, sex, age, 

handi cap but not yet i mplemented. 
1. No long term goals planned. 

F. Set short term goals. 
4.· Set short term goals by race, sex, age, 

handi cap. 
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. Identify and maintain contact with minor ity / 
women's organizations, which could assist in 
recruitment . 
4. State they have a contact list and show that 

they mai ntain regular contact . 
3. State they have a contact list but do not 

show or assert r egular 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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Table 7- 9 (Cont'd) 

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 . 

C. Maintain records of recruitmeft effort s incl udin g 
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. Adve r tise jobs using media with the l arges t 
minority and female audience in the normal recrui t -
ment area for the position. 

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

3 . Assert t hey use major media only , 
2 . Plan to use major media and principal minority / 

f emale oriented media but not yet implemented, 
l . Do not adverti se or do not specify media used . 

I V. SELECTION 
A. Insure all writt en or skills testing do no t have 
discriminat ory effects or have been validated . 
4. All testing vali dated or assertion of non-

discri minatory effects , 
3. Some validat i on done and intent to do more 

va lidation or effec t s t est i ng . 
2 , Plan to validate all tests or determine non-

discrimi natory effect s within f i ve yea rs , 
1, No vali dation or effe cts t esting, or not 

schedul ed fo r comple t ion within five year t ime 

span. 
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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 interv~ews using knowl-

1 1 4 4 1 2 1 1 1 1 2 1 1 4 

edge, skills and abilities crite ia within 5 years, 
1. Less, 

C. Train persons responsible for hiring to handle 
selection process in nondiscriminatory way, 
4. Trained-completed. 3 1 1 1 2 2 1 1 1 2 1 3 1 2 

3. Training scheduled. 
2. Training mentioned but not scheduled, 
1. Less. 

D. Review application questionnaire to ertSure no 
.... ..... 
N 

illegal questions asked. 
4, Questionnaire reported to be nondiscriminatory. 1 1 1 4 1 1 1 1 4 2 2 1 2 1 

3. Questionnaire under review for appropriateness, 
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 been validated. 
2. Plan to validate all job descriptions within l 1 l l l 2 2 l l l 2 4 l l 

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. 

l l 1 l l l l 2 l 1 l 3 l l 

3, General review of possible trainee positions,
2. Trainee positions planned, 
1. Less. 

~ 
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V. PROMOTION 
'!>,. 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. l 
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. 
2. Agency mentions planning career ladders. 
1. Less. 

C. Ensure employees are aware of career ladder 
opportunities, the requirements for other 0 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 con;p:!.:?ti:m 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 

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 both on the job and 
classroom.
4. Training for advancement and reasonable accoonnoda~ 

tion of work schedule to training needs. 
· 3. Improved skills training, no special accoonnodation 
of work schedule to training needs. 
2. Plan to provide training and accommodation. 
1. Less. 

2 1 3 4 1 3 1 2 3 2 3 2 2 1 

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. 
1. Less. 

1 1 1 4 1 1 1 1 I 1 I I 1 1 

B. Flexible hours provided. 
4. Established for all positions,
3. Considered/planned. 
2. Mentioned. 
1. Less. 

1 1 1 1 1 1 1 1 1 2 1 1 1 1 
I-' 
-.J

""' 

C. Part-time work available. 
4. Stated avail.able,
3. Availability limited. 
2. Planned but not yet implemented, 
1. Not mentioned. 

1 1 1 1 1 1 1 1 1 2 1 1 1 1 

D. Facilities accessible by public transportation. 
4. Stated accessible.
3. Mentioned. 1 1 1 1 1 1 1 1 1 1 1 1 1 1 

2. Plan for future facilities. 
l. Less. 
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E. Facilities accessible to handicapped, 
4. Completely accessible, 
3. Planning underway to make completely 

accessible, some areas accessible. 1 1 1 1 1 1 1 2 1 1 1 1 1 1 

2. Plan complete accessibility but plans not yet 
developed. 

1. Less. 

VII. EQUAL EMPLOYMENT OPPORTUNITY COMPLAINT AND GRIEVANCE PROCEDURES. 
A. Formalized procedures for personnel 
grievances with both in-house remedies and 
appeal outside. 
4. Formal procedure includes external appeal. 1 1 1 4 3 1 1 1 4 1 1 1 1 1 

3. Formal procedure but not structured external 
appeal. 

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

--.J 

1. No formal structure. 1.11 

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. 1 1 1 1 3 1 1 3 4 1 1 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 1 1 1 3 1 1 1 1 1 1 

2. Plan,,ful.1-time counselor but not yet 
implemented. 
1. None. 



Table 7-9 (Cont'd) 

VIII, 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 uti]ization 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 ~~als 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. No action. 

C. Applicant flow data analyzed to determine 
obstacles to affimative 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 srstematic. 
2. Pans implementation of systematic review but 

not yet done. 
1. Less 
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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, se~, 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. 

'•· 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. 

Coaes: ,,-Imp lcincn ta tlon--good
3-implcmcntation--satisfactory
2-plnn but not implementation reported 
I-plan unsatisfactory 
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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. 

Although four agencies bad sane sort of recruionent effort, these were for the 

most part fragmentary. Only the department of education nad anything 

approacning an effective evaluation system, altnough the job service and crime 

coomission had begun to develop a system tnat would allow evaluation. 

Responsibility for implementation bad been assigned usually to personnel 

officers. 13 'lbere was no statewide affirmative action effort. 14 

Of the 14 plans reviewed in Table 7-9, nine indicate that labor force 

availability has been obtained, 12 indicate that tney have determined the 

racial and sex canposition of their work forces. Several, however, did not 

bother to make this determination for each principal suounit (the exceptions 

are noted in Table 7-10). Seven plans stated that a determination of the 

extent of underutilization either had been or would oe made, but only six set 

long term goals although two others planned to do so. Three agency plans 

stated they had set shore term goals, two others planned to do so. 15 

Few agencies had concrete plans or had implemented plans to improve equal 

opportunity in State government. Recruitment efforts were implemented by less 

than half of the State agencies (although many had plans for recruitment). 

Affirmative efforts to ensure promotion were outlined by few agencies. Only 

one agency bad established career ladders and none had lists of employee 

skills to be utilized in encouraging career mobility (although three planned 

to do so). 

Few of the agencies had developed or even planned to develop 

nondiscriminatory selection procedures. 

While five agencies nad established exit interview procedures, few bad 

other plans to ensure that worlc place practices were not discriminatory. 

https://effort.14
https://officers.13
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Table 7--10 
SlDIDBry Ccmnents in the Affi;;rmative Action Plans 
of State .Agencies '!bat Employ 100 or More Persons 

NEBRASKA 

Deparbnent of Administrative Services - The plan is dated Ju1y 1, 1980. Tbe 
plan contains a deparbnentwide utilization analysis and canparison to the 
Lincoln area labor force (but not the State labor force·wbi~b would be the 
appropriate one). Althougb it would appear that there is underutilization, no 
analysis is done and there is no determination of the extent of the problem.
'lbere are no nuneric goals and timetables. Tbe action elements are vague and 
unlikely to alter Deparbnent personnel practices or canposition. There is 
only minimal evaluation. 'lbe quarterly progress report is not a report of 
progress and problems but simply a list of accanplistments. Tbe plan bas been 
approved by the State·affirmat!ve action office. 

Deparbnent of Agriculture - Tbe plan is dated November 19, 1980. 'lbe plan
contains a departmentwide utilization analysis, canparison of utilization to 
the State labor force and indicates underutilized groups by job category.
Although severe underutilization is identified, no nuneric goals and 
timetables are set. Tbe action elements, while covering tbe range of possible
activities, are entirely lacking in specific camiitment. 'lbere are no 
evaluative mecbanisms and it is unlikely that full implementation of the plan 
would bave any effect on tbe department's personnel practices or canposition.
The plan was approved by the State affirmative action office. 

Department of Correctional Services - Tbe plan is dated June 19, 1980. 1be 
plan cont~ins a unit by unit utilization analysis, canparison to the available 
labor force and nuneric goals and timetables. Unlike IIDSt State agencies it 
states that canpliance with these will be part of supervisors' evaluations. 
'lbe plan is reasonably canplete except on providing upward IIDbility and 
working conditions. 'lbe provisions for evaluation could be strengthened.
Unlike IIDst plans, there is provision for ascertaining the reasons for 
underutilization--althougb this bad not been implemented when the plan was 
written. 

Department of-F.ducation - The plan is dated January 1978 arrd up:iated 
February 10, 1978. Tbe plan contains unit by unit utilizatt~OQ •tatistics and 
canpares total agency utilization to the available labor fooce. Although sane 
goals and a timetable are suggested--these are vague. 'lbere are few action 
items other than tbose implemented prior to the publication of the plan. By
and large the action elements do not seem likely to praoote greater
affirmative action or ensure an effective monitoring strategy--althougb they
contain elements of both and thus are rated as satisfying the plan criteria. 

Department of Game and-Parks Comlission - Tbe plan is dated July 1, 1980. 
Tbere is no detailed utilization analysis nor are goals and t~tables 
developed. Male and female minorities were not separately analyzed. The 
implementation elements are, witb sane exceptions, too general to bave an 
impact on the system and many significant elements are anitted. 

Department of Health - 'lbe plan is dated November 8, 1978. Although the plan 
1s two years old, no evaluation of its success is reported. 'lbere is no 
utilization analysis, no caoparison of utilization to the available labor 
force and no nuneric goals and timetables. Tbe principal elements for 
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affirmative action are included but many are phrased so broadly that 
evaluation would be difficult. 'Ibis is one of the few State departments that 
does plan to hold its supervisors accountable for implementation--although
given the above this mignt be difficult. 

Department of Labor - 'Ibe plan is dated July 10, 1980. 1be plan contains a 
departmentwide utilization analysis and canparison to the availble labor force 
that shows no significant underutilization. No unit analysis is reported. 
Altbough the action elements cover many significant aspects of affirmative 
action, .the proposed activities are often either insufficient to give prospect 
of effect or are vague. 'Ibe data gathered should be sufficient for effective 
evaluation. Many key elements depend on actions by other State agencies. 'lbe 
plan also contains an ill-chosen phrase which reflects negatively on the 
agency's affirmative action efforts. 'Ibe agency justifies the concentration 
of women in its clerical positions by saying 11 •••we believe the nature of our 
work requires a higher percentage of clerical types. 11 1be statement indicates 
women are "clerical types" which is a stereotypical assessment of women's 
abilities and aptitudes. 'Ibe sentence should be eliminated from the text. 

ne;rtment of Law F.nforcement and Public Safety - Toe plan, dated July l, 
19 , 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. '!be recruitment process is described in detail 
but though applicant flow analysis appears to shoW few minority or fanale 
applicants and disproportionate rejection or withdrawal during the selection 
process, no remedies are proposed. 

Military Department - '!be plan, dated July 1, 1980, contains a departmentwide 
utilization analysis, canparison to the area labor force and identification of 
areas of underutilization by race and sex. However no m.meric goals and 
timetables are established. 'Ibe action elements of the plan cover many of the 
appropriate topics but are phrased so broadly that evaluation, if it were 
included in the plan, would be impossible. 

Department of M:>tor Vehicles - '!be plan is dated October l, 1980. Tbere is a 
detailed utilization analysis, division by division, and long term goals are 
set. lbwever there is little indication that 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 other cases there are· 
specific activities that do not focus on discrimination. 1bere is no 
indication of a roonitoring strategy which would allow performance evaluation. 

De!artment of Public Institutions - 'Ibe plan is dated June 16, 1980. 1be plan 
re ers to nuneric goals and timetables, unit utilization analyses and 
comparison to the available labor force but this information is not included 
in the plan. Recruitment, upward mobility and evaluation action elements are 
reasonably well specified but the items are not. Toe plan states there is 
underutilization of both minorities and women. This is one of the few 
department plans that will make supervisors accountable for their affirmative 
action accanplistments. Sexual harassment is defined and prohibited in an 
August 28, 1980 attactment. 

Department of Revenue - '!be plan is dated July 1, 1980. 1be plan includes 
short-term goals and long term goals and a utilization analysis. Short-term 
goals include hiring of additional minority and female candidates by specific 
units in upper levels, although, departmentwide, the report shows no 
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underutilization. '!be plan provides for collection of data and evaluation, 
albeit tne 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 l, 1980. The plan contains a 
set of nuneric goals and a five year timetable based on the available labor 
force and departmentwide utilization. The bases for the goals are not fully
specified. 'Ibe planned recruitment efforts are reasonably well specified but 
other action elements are not. An evaluation canponent is provided but this 
does not include applicant flow data. The plan is approved by the State 
affirmative action office. 

Department of Welfare - 'lbe plan is dated June 27, 1980. '!be plan contains 
data on utilization of minorities and wanen departmentwide and canpares the 
aggregate of minority and female workers to the State labor force. 'lbere is 
no detailed comparison. 'Ibe 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 happened. 
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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. 'Ibree agencies included affirmative action efforts in supervisory 

evaluations (two others planned to do so) and six otners expected such efforts 

but did not include them in evaluations, although Neb. Rev. Stac. sec. 81-D67 

(1979) reQuired that evaluations of affirmative action efforts be a part of 

al.l supervisors' appraisals. 

In eight plans overall responsibility was accepted by the agency cnief 

executive and in 13 an affirmative action officer was appointed. Only eight 

agencies had disseminated their plan both within tbe agency and outside. 

In Table 7-10 the Advisory c.oomittee presents sane narrative ccnments on 

the key elements of the affirmative action plans. For the most part, tnis 

indicates the Advisory Comnittee's view that tbe action elements are stated so 

broadly that evaluation, even if plans had been implemented, wou.ld be 

difficult. It seemed unlikely that most agencies could know whether they had 

successfully implemented their plans because there was little detailed action 

proposed. 16 

In July 1980 the State affirmative action office issued a compilation of 

materials on affirmative action which specify bow State agencies are to 

develop an affinnative action plan and how they are to implement the programs 

reQuired by LB 500. 'Ibis includes an outline of the format and contents 

expected in eacn affirmative action plan, specific suggestions on 

recruitment/hiring efforts, how 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 action. 17 Each element of the plan outline contains a draft 

section or instructions for preparing one and an explanation of what needs to 

be included. 
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Toe plan outline calls for a comparison of tne 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 this is unlikely to be 

effective in identifying problems that might be the result of 

misclassifications, salary structure problems, or particular to one major 

subunit of the agency. At the very minimtm, there should be a review by 

salary. Toe advice on comparative analysis includes no information about bow 

to determine underutilization, wben to use which labor force estimates, or bow 
18to assess the problems that toe raw data suggest. 

The plan outline on goals and timetables provides a clear indication of 

bow to identify and state action elements of an affirmative action plan. 

Toe section of the guidelines on evaluation does not provide for a 

ccmprebensive evaluation strategy. While it does prescribe recordkeeping 

formats it does not explain what is to be done with these records or prescribe 

a system for measuring what bas happened in each category of activity for 

which tbe records are maintained. '!be listing provided in the plan is 

unlikely to meet this need. These belong in the section on issues that should 

be reviewed as possible action elements in the 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 the evaluation section. The significant 

substantive material is a list of inappropriate and appropriate interview 

Questions. 19 

Tne requirements for affirmative action planning had been in effect for 

only one year when the State submitted its information to the Advisory 

c.oom1ctee. There was no State analysis of agency efforts. While a Quarterly 

report was provided that had been prepared by the State affirmative action 
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office, this did not provide detailed comparative data wnich wouLd enable tbe 

State affirmative action officer to determine what progress had been.made 

toward implementing those nu:neric goals that existed and provided no analysis 

of implementation of action elements of agency plans. 

Tbe State affirmative action office reported tne foll.owing activities to 

pranote affirmative action during tne year since it was established: 

'lbe Affirmative Action Office then worked, on an individual basis, witb 
each agency to provide any additional assistance and explanation necessary
in "'1riting their plan. one part of writing the plan that perhaps differs 
fran the general concept of A/A plan writing was a request tnat toe agency 
review bOw they handle every personnel. action J.isted in LB 500. Toe 
reason was to have agencies adopt more uniform approaches to personnel
decisions if they did not have them, and/or to make all personnel. actions 
discrimination-free. 

As required by LB 500, the State Affirmative Action Office has designed a 
Q~rterly reporting system. 'Ibis is explained in the "Guidelines," 
Section IV, Subsection "I." October 1, 1980, was the first du~ date and 
all Code agencies and seven voluntary agencies submitted written First 
Quarter reports. 1be quac-terly statistical evaJ.uation is done in the 
State Affirmative Action Office by a Smmary Staffing Report which gives 
the necessary protected group breakdown. 

Aside fran continuing to IOODitor agencies' plans, the State A/A Office bas 
initiated an extensive training program for directors, affirmative action 
officers, managers and supervisors. 'Ibis training includes a basic 
overview of the applicable laws, a formula to nelp one decide if their 
personnel action is legal, and 16 modules training the participant to 
identify discriminatory situations what law applies, what group(s) are 
affected, and bow to resolve tbe in:.tter. We feel training at all levels 
is vital in making affirinative action succeed. Great emphasis wil.1 be 
given to training in 1981. 'lbe year will start with an "Affirmative 
Action C,onference for State Agency A/A Officers" in January. A 
consultant/attorney specializing in equal employment and affirmative 
action fran New York will conduct this 2-day seminar. We will also begin 
training within the agencies in January. our training package is very 
flexible and each agency will bave a tailored program to meet tbeir needs 
and incorporate in-house affirmative action policies and plans. With 
cooperation fran tbe University of Nebraska - Lincoln Affirmative Action 
Office we were able to purchase this basic training program and will be 
sharing the materials with tnem. 

In addition, tne State Affirmative Action Office bas started a Resource 
C.enter within the office to assist agencies and State employees in 
affirmative action matters. Tbe section in the "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 the 
Resource Center, of materials availaole in other Seate agencies (and the 
private sector) whicn 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, tne State Affirmative Action Office sponsored an "Affirmative 
Action Week for State Employees" to focus attention on the affinnative 
action program in Neoraska. Governor cnarles Thone signed a proclamation 
encouraging employees to reinforce tneir coomitment toward eQuality. A 
flyer sent to all State employees ... twill) give you an idea of the 
activities neld during tnis most successful week. Even thougn affirmative 
action is not just a one-week-out-of-the-year proposition, we plan to nave 
an annual A/A Week to continue to emphasize affirmative action in State 
government. 

Our office nas also started a program of contacting, visiting, and 
ccmnunicating with relevant coomunity groups and participating in various 
activities. In 1981 we plan to expand our recruitment and coomunity 
efforts. We have met with tremendous cooperation, both witnin State 
government and in the coomunity, and feel our new program is off to a 
solid, positive start.... 

In addition to the ongoing programs of the State Affirmative Action Office 
and various advocacy agencies in State government, there have been several 
special programs from tne 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 held. A division of the Governor's Special Grants office 
also compiled and printed a directory of minority-owned ousinesses in 
Nebraska.20 

A State affirmative action Advisory Ccxrmittee was established and held 

three meetings during 1981. 21 

c.. Administering Agency: Affirmative Action Office 

Tne following description of the powers and duties of toe State 

Affirmative Action Office was provided by its director: 

The State Affirmative Action Office became operative January 2, 1980. 'I'tle 
enabling legislation guarantees that the office "snall be provided with 
sufficient staff and budget support to carry out tbe duties of tne 
office." We decided tnat the staff, at that time, would consist of an 
administrator, assistant administrator and an affirmative action 
specialist, with support staff in the State Personnel Department .... 

In April 1980 Lwe decided thatJ ...we didn't need an assistant 
administrator and this position was eliminated.... LBut we did addj a 
secretary II because of the professionalism, knowledge and duties required 
of that person. lWe now have separate office space.] 

https://Nebraska.20


186 

Tne first year budget was higher than the second year to allow for the 
establistnlent of a new office, e.g., furniture, oouipment and initial 
supplies. 'Ihe budget was adeQuate. We also applied for and received a 
$5,000 grant to begin an ongoing training program. 

Tnis year the budget for everyone has been reduced 3 percent. We feel we 
still have adoouate 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 tne talents of our Affirmative Action Advisory 
O:Dmittee. We work with outside sources, sucn as the Nebraska Library 
Carmission, 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. LTne duties of this 
office are listed in the statute and were sl.lIIIIBrized earlier in this 
report.J 

Tne office statutorily reports quarterly to the State Affirmative Action 
Advisory Cmmittee and to the Governor. Annual reports are made to tne 
Governor and to the Legislature. 

We have direct access to the Governor and to his staff and frequently are 
in contact with tbem.22 
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Chapter 7 Notes 

1. Nebraska Advisory Coamittee, State Govermnent 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. Ibid., sec. 1360. 

6. Ibid:, sec. 1368. 

7. Ibid., sec. 1367. 

8. Carol l~alker, Administrator, Affirmative Accion Office, State of 

Nebraska, letter to staff, Dec. 31, 1980. 

9. Carol Walker, letter to staff, Nov. 13, 1981. 

10. Carol Walker, letter to staff, Dec. 31, 1980. 

11. Ibid. 

12. Carol Walker, Administrator, Affirmative Action Office, State of 

Nebraska, coomented: 

'Ibe paragrapb is an example of some significant gains tbat nave been 
minimized by either using the word only or just stating a figure without 
making it relevant oy comparing it to State labor force, work force, 
and/or availability. 

Examples: 
Administrators - 7 minorities is 8.2% of administrative new nires. 
Professionals - 21 minorites is 5.8% of total professionals nired. 

- 174 wanen is 48.3%. 
Technicians - 59 wanen is 59%. 
Protective Service - 4 minorities is 3.7%. 

- 14 white wanen is 13%. 
(Carol Walker, letter to staff, Nov. 13, 1981.) 

Tbe Advisory Coamittee notes the coamendable effort of the State to hire 

additional minorities and wanen. But tbe extent of the success is not as 

great as suggested in the coament. Looking simply at tne new nires data, the 
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proportion -of black male new hires was only a little aoove the proportion of 

white male new hires and the proportion of White female new hires was actually 

lower than tne proportion of wnite male new nires in this category. 

Similarly, in the technicians category, the proportion of white female new 

hires was only 1.2 percentage points above chat of white males. In the 

protective service category, the proportion of minority new hires (except for 

American Indian/Alaskan Natives) is actually considerably lower cnan the 

proportion of wnite male new hires. In short, despite the efforts of the 

State, and considering tne existing distribution of workers, the State's new 

nire efforts have not altered the imbalance in tne distribution of people fran 

tbe various etnnic groups by new hires. 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 charts for the raw data.) 

13. Nebraska Advisory Cmmittee, State Government Affirmative Action in 

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

14. Ibid. 

15. Carol Walker, Administrator, Affirmative Action Office, State of 

Nebraska, coomented that some of tbe criteria nad been satisfied by the 

agencies, altnougn tney bad not indicated that in tneir written suomission to 

toe Advisory Cmmittee. She stated that nad tne Advisory OJumittee indicated 

tneir criteria in advance, the agencies could nave given evidence of their 

canpliance.(Carol Walker, letter to staff, Nov. 13, 1981) See Ms. Walker's 

conments in O>apter 3. 

16. Carol Walker, Administrator, Affirmative Action Office, State of 

Nebraska, coomented: 
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It may oe belpful in this analysis to keep in mind coat only six (6) 
months bad transpired (January 1, 1980 co July 1, 1980) when these first 
plans, now being analyzed, were reQuired to be filed. 

Also, tbe 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) their entire plans on July 1 of eacn year. 
To date all plans being reviewed herein have been through five (5) 
Quarterly reporting periods (where changes were made in sane) plus the 
July l, 1981 annual update (where sane submitted entirely new plans). We 
find this approach allows agencies' plans to "grow" as those involved 
become more knowledgeable in the field and/or new areas of concern are 
identified and previous goals are met.(Carol Walker, letter to staff, 'Nov. 
13, 1981.) 

17. State of Nebraska, Office of Affirmative Action, Guidelines for 

Affirmative Action (July 1980). 

18. Carol Walker, Administrator, Affirmative Action Office, State of 

Nebraska, carmented: 

F.ach year, the State conducts a salary survey of Lincoln, Onaha and the 
bordering State governnents to keep abreast of pay rates for workers doing 
jobs canparable to tbose in our own State govercment. This information is 
Bllilllarized and sent to tbe Governor and the Legislature's Appropriations 
Coomittee for consideration. Historically, tbe role of the Department of 
Personnel has been to assure consistency in overall market relationship
policy (high-low-average) after the Governor and the Legislature have set 
the policy. 

Generally, this survey confirms that the Neoraska labor market is 
reflective of national pay relationships. While generally, all wages are 
somewtiat lower than national averages, the male-dominated job categories 
were also paid IIK)re than female-dominated job categories. 

On July 1, 1981, the Deparonent of Personnel implanented a new pay plan 
for its 1,000 classifications of jobs. Each class was separately 
evaluated, primarily on its relationship with other classes, and 
secondarily on labor market rate relationships. 'Ibrough this process,
female dominated jobs in the clerical category received rather large 
increases. In part this was due to the re-evaluation of the worth of 
these jobs compared to other jobs, an evaluation which our labor market 
has also been IIK)Ving toward. However, we shouldn't overstate the 
"comparable worth" argt.ment. Other classes generally had received sane 
salary grade adjustments in past years, and clerical classes hadn't, so it 
was time for them to catch up. The reason they had not received any 
salary grade adjustments prior to the new pay plan was tbe cost factor and 
labor supply factor. Wbile 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 incunbents in those classes. '!be July 1 pay plan allowed us to 
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correct sane of the internal relationships which may have been upset 
earlier. 

Nebraska State government, like nearly everyone else, faces a comparable 
worth dilemna. If we recognize some jobs as being undervalued, they tbeo 
should be paid more. But if we pay them more to correct this situation, 
we exaggerate the rates the labor market says we have to pay to attract 
applicants, and both our labor market competitors and the taxpayers t>ecane 
upset. Ibis would seem to be a circular argument with no just solution. 

Our evaluation guidelines section is not meant to be an evaluation 
system. It merely is there to call to the affirmative action officers' 
atteotioo 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 O>ecklist at the front of that 
Section is an outline of Wbat should be in tneir plans. 'Ihese Guidelines, 
again, are general in nature and specifics were established, and continue 
to be worked on, agency by agency.(Carol Walker, letter to staff, N:>v. 13, 
1981) 

19. Carol Walker, Administrator, Affirmative Action Office, State of 

Nebraska, c0111IJented: 

This 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 have their own personnel 
departments. Not all openings are processed through State Personnel or 
the Merit System. Furthermore, a nu:nber of State employees are not under 
either of these personnel systems. We felt it was necessary to have a 
starting point of discussion with an agency; hence, the section in the 
Guidelines describing the existing procedures used in State Personnel and 
Merit System. 

'Ibe 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 RECCM1ENDATIONS 

'lbe following findings and recoomendations are submitted under tne 

provisions of Section 703.l(e) of the Cannissioo's regulations, empowering the 

Advisory Coamittees to "Initiate and forward advice and recc:mnendations to the 

Ccmnission upon matters which the State Ccmnittees have studied." 

'lbe Advisory Cannittees present toe findings and recoomendations for 

consideration by tbe~Ccmnission in ics national program planning and for its 

consideration in advising the President and Congress on matters within its 

jurisdiction. 

STATIWIDE ISSUES AFFECTING ALL FOUR STATES 

Finding 1: The Advisory Ccmnittees found that there was a wide variation in 

the quality of State leadersnip in tne develop:nent of State agency affirmative 

action plans. 

Recoomendation 1: The Advisory Cannittees urges tbe States of Iowa, Missouri 

and Nebraska consider using materials prepared by the Kansas Deparonent of 

Administration for agency technical assistance in tbe preparation of 

affirmative action plans. 

Finding 2: The Advisory Coomittees found that there was a wide variation in 

the Quality of reviews provided by State ccmpliaoce agencies in tne evaluation 

of State agency affirmative action plans .. 

Recoamendation 2: 'lbe Advisory Ccmnittees urge the States to ensure that 

their units responsible for reviews of agency plans have the resources to 

fully evaluate their State agencies' plans. 

Finding 3: The Advisory Coomittees coomend all four governors for their 

success to date in appointing minorities and women to "top jobs." 

Recamiendation 3: 'Ibe governors should continue tneir efforts to appoint 

minorities, women, older persons, the handicapped to "top jobs." 

L 
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AGENCY LEVEL ISSUES AFFECTOO ALL FOUR SfATE.S 

Finding 1: Tue four Advisory Cannittees note that self-evaluation is 

generally the weakest element of the agency affirmative action plans reviewed 

for this study and that evaluation procedures vary widely, even within States. 

Recoomendation 1: 'Ibe Advisory Cannittees urge agencies in the four States 

work together to develop a ccmoon evaluation strategy which could be utilized 

in all four States. In addition, agencies with basically similar functions 

and personnel problems might work together to provide coomon evaluation 

devices particularly suited to their ccmoon needs. 

Finding 2: 'Ibe Advisory Cannittees noted that there was wide variation in the 

developnent and implementation of goals and timetables to remedy 

underutilization. 

Recoomendation 2: '!be Advisory Qmnittees urge that all State agency 

affirmative action plans include goals and timetables to correct identified 

underutilization and that these snould be sufficiently detailed to allow 

evaluation at regular intervals. Such goals and timetables should nave 

appended data indicating that they constitute reasonable efforts and 

statistical evidence to show the basis on which they have been·set. 

Finding 3: Work force analyses in many agency plans produced by larger 

agencies do not examine utilization by major divisions or units. In 

consequence, the four Advisory Cannittees believe that divergence in subunit 

achievement of affirmative action goals cannot be properly identified and 

remedial action at the agency level may be either overkill or insufficient. 

Reccmoondation 3: '!be Advisory Qmnittees urge that all State agencies wbictl 

include subunits of 20 or more persons analyze utilization and develop goals 

and timetables for each such subunit and that other portions of the agency be 

lllllped together to form a subunit or subunits of 20 or more persons for 

analytical purposes. 
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INDIVIDUAL STATE ISSUES 

Iowa 

Finding 1: 'Ibe Iowa Advisory Caimittee notes that altnough new administrators 

•were hired during 1980 none were minority persons and that in conseouence of 

this and cne disparity in new hires of White male and white fenale 

administrators tbe disparity in utilization of minority and female 

administrators continues. 

Recoomendation 1: Tbe Advisory Camlittee urges State agencies to make a 

greater effort to bire or pranote minorities and wanen to administrative jobs 

and urges tbe Iowa Civil Rigbts Caimission to take a close look at efforts to 

recruit and select for such positions by State agencies. 

Finding 2: '!be Advisory Coomittee notes that fewer agencies tnan would be 

expected bad adeouate recruitment and selection strategies to ensure eoual 

opportunity. 

Recoomendation 2: Tue Advisory Cmmittee urges the Iowa Civil Rights 

c.oumission to review the recruitment and selection process used by State 

government to ensure tbat it does promote affirmative action efforts. 

Finding 3: '!be Advisory Caimittee notes tbat only seven of 18 agency plans 

indicate maintenance of applicant flow data. 'lbe Advisory Gannittee does not 

believe that recruitment and selection procedures can be properly IIK>llitored 

without tnis data. 

Recmmendation 3: 'lbe Advisory Cmmittee urges all State agencies with more 

than 50 new hires each year maintain adequate applicant flow data and develop 

procedures to evaluate that data. 

Finding 4: Tbe Advisory Caimittee notes that tbe Iowa Civil Rights Gannission 

bas stated it is unable to adeouately DK>Oitor State affirmative action efforts 

because it lacks sufficient resources for this function. 
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Reccmneodation 4: 'lbe Advisory Qmnittee urges the resources avail.able to the 

Iowa Civil Rights Ccmnission be increased so tbat it can properly perform its 

job in evaluating State goveraneot efforts. 

•Kansas 

Finding l: 'Ibe Kansas Advisory Coomittee caunends the Governor and the 

Department of Administration for the canprebensive affirmative action planning 

guidelines they bave developed. 

Recoomendation 1: 'lbe Advisory Coomittee reooomends tnat tne Governor and 

Department of Administration publicize their successful affirmative action 

efforts as an example to all employers in th~ State. 

Finding 2: Tne Advisory Cmmittee notes that despite current Seate efforts, 

the nlllt>er and proportioo of minority and female administrators is relatively 

low. 

Recoomendation 2: 'lbe Advisory Coomittee urges the Department of 

Administration to consider whether additional affirmative action guidelines 

are needed to correct tnis disparity or whether current efforts will remedy 

the problem without further action. 

Missouri 

Finding 1: 'lbe Missouri Advisory Coomittee found that there was virtually no 

State review of agency affirmative action efforts, although there is a State 

affirmative action officer. 

Reccmnendation 1: Toe Advisory Ccmnittee 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: '!be Advisory Ccmnittee notes the relatively high utilization of 

minority and female administrators, despite the absence of adeQuate 

affirmative action strategies. 
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Recoomeodation 2: 1be Advisory Callnittee urges the State affirmative action 

officer to review whether, given the apparent statistical success with no 

effort, further efforts would produce a larger pool of applicants, highly 

aualified, minority or female, for administrator jobs in State government. 

Finding 3: Toe Advisory Callnittee finds that the affinnative action plans of 

most of the agencies it reviewed were inadeQuate and often out-of-date. 

Recoomendation·3: 'lbe Advisory Callnittee urges the plans of all State 

agencies be reviewed and reworked where necessary to conform with existing 

executive orders. 

Nebraska 

Finding 1: 'lbe Nebraska .Advisory Callnittee coomends Governor Charles 'lbone 

and the legislature for taking pranpt action to remedy the deficiencies in 

affirmative action efforts reported in the Ccmnittee's 1978 report. While a 

year is too short a time to review implementation of LB 500, the Advisory 

Camlittee believes some improvements on that record is possible. 

Recannendation 1: 'lbe Advisory Caonittee urges the utilization of a 

canprebensive review strategy in monitoring State agency efforts to canply 

with the provisions of LB 500, whether those efforts are voluotary or required 

by law. 

Finding 2: 'lbe Advisory Camlittee notes that many State agencies are excluded 

fran the mandatory provisions of LB 500. 

Recoomendation 2: 'lbe Advisory Callnittee urges that, as the affirmative 

action mnitoring of tne State Department of Personnel becanes effective, 

consideration will be given to inclusion of other agencies in the .mandatory 

provisions of LB 500. 

Finding 3: 'lbe Advisory Caunittee notes that there are very high disparities 

in the utilization of minority and White female administrators and 

professionals. 

L_ 
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Recoomendation 3: 'lbe Advisory Qmnittee urges the individual agencies and 

State reviewers to consider what further affirmative action planning efforts 

may be necessary to begin reduction in the levels of disparity while utilizing 

the mst Qualified persons. 

Finding 4: Of the 14 plans reviewed by the Advisory Qmnittee only five 

indicated tbat applicant flow data would be maintained and utilized. The 

Advisory Ccmnittee believes witbout such data efforts to ensure recruitment 

and selection processes are nondiscriminatory cannot succeed. 

Reconmendation 4: The Advisory Qmnittee urges that all State agencies 

maintain applicant flow data and utilize an appropriate IIK>nitoring tecbnique 

to ensure that indications of discriminatory practices are investigated and, 

if necessary, remedied. 

"'rl ..,,,,,........ 
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APPENDIX 

'!be following tables stnmarize the four States' submissions to the U.S. EQual 

Employment Opportunity Cwmission, on EE0-4 forms, of data on tne State work 

force. Tbe consolidations eliminate labor market area analysis that was 

provided by the States. This appendix also includes (total) State work force 

data that is not provided to EEOC and was provided to the Advisory C.onmittees 

by only one State, Iowa. 



I<MA - f\Jnctioo 1: Financial Administration 
Annual Totsl 
Salary (0>11111111) 

.l:>b category (B-K) White 
A 8 

Officials/ 1. 5(0.1) 4(0.2)
Adminiatrators 2. 

3. 
4. 
5. 
6. 3(0.1) 2(0.1) 

52(2,4)7. 69~1.6~
8. 157 3.7 146(6.7)

'1UI'Al. 234(5. 6) 204(9.4)
Professionals 9. 

10. 
11. 
12. 1(0) 
13. 7(0.2) 2(0.1) 
14. 188(4.5) 116(5.3) 
15. 806(19.2) 611(28,l) 
16. 120(2.9) 109(5.0) 

TCJI'AL 1122(26.7) 838(38.6)
Tectlniciaflll 17. 

18. 
19. 
20. 
21. 63(1. 5) 17(0,8) 
22. 157(3. 7) 79(3.6) 
23. 224(5.3) 190(8. 7) 
24. 1(0) 1(0) 

rorAL 445(10.6) 287(13.2) 
Protective 25. 
Service 26. 

27. 
28. 4(0.1) 2(0.1) 
29. 31(0. 7) 28(1.3) 
30. 21(0.5) 21(1.0) 
31. 4~0.1) 4(0.2~
32. 2 0) 2(0.l 

rorAL 62(1.5) 57(2.6) 
Pars 33. 

Professionals 34. 
35. 
36. 14(0.3) 5(0.2) 
37. 77(1.8) 27(1.2) 
38. 129(3,1) 78(3. 6) 
39. 36(0. 9) 27(1.2) 
40. 

rorAL 256(6.1) 137(6.3) 
Office 41. 

Clerical 42. 
43. 27(0.6) 
44. 479~11.4~ 25~1.2~
45. 669 15.9 83 3.8 
46. 213(5,l) 102(4. 7) 
47. 47(1,l) 21(1.0) 
48. 

1Ul'AL 1435(34.2) 231(10.6) 

lllaclr 
C 

1(2,6) 

1(2.6) 

4(10.3)
8(20.5) 

12(30.8) 

3(7. 7) 
1(2.6) 

4(10.3) 

1(2.6) 
2(5. l) 

3(7. 7) 

2(5.1) 

3(7. 7) 

5(5.1) 

MALE 

Hisgantc 

1(7. 7) 

1(7.7) 

1~7. 7)
4 46.2)
1(7. 7) 
6(46,2) 

1(7. 7) 

1(7.7) 

1(7. 7) 

1(7.7) 

Aaiaa or hner.Ind. 
Psc.Isl. Alaskan 

E F 

1(10~
1(10 

4~40)
1 10) 
5(50) 

1(10) 
1(10) 
1(10) 

3(30) 

.,, 

White 
G 

1(,01) 

1~0.1~15 0.8 
10~0.5~27 1,4 

1~0.1~5 0.3 
63(3.4~ 

171~9.l 
9 0.5)

249(13.2) 

44(2.3) 
nc3.8) 
31(1.6) 

147(7.8) 

1(0.1) 

1(0.1) 

7(0.4) 
48(2.6) 
48(2.6) 
9(0.5) 

112(6.0) 

21(1.1) 
432(230) 
561~29.8)
111 5.9) 
26(1.4) 

1151(61.2) 

Blsclc 
H 

2~3.5)
7 12.3) 

9(15•. 8) 

1~1.8)
2 3.5) 

3(5.3) 

1(1.8) 
2(3. 5) 

3(5.3) 

2(3. 5) 
16(28.1) 
10(17. 5) 

28(49.1) 

Hispanic 
I 

1(6.3) 

1(6.3) 

1(6.3) 

2(12. 5) 

3(18.8) 

2(12. 5) 
1(6.3) 
8(50.0) 

11(68.8) 

Asian or 
Pac.Isl. 

J. 

1~12.5~
1 12.5 

2(25.0) 

1(12.5) 

1(12.5) 

4(50.0) 
1(12.5) 

5(62.5) 

FEMALE 

laier. Ind. 
Alaskan IOOCP 

K 

I-' 
l,C) 
00 

l (25. 0) 

1(25.0) 

1(25.0) 
2(50.0) 

3(75) 



r· 

IOIA - 1 
Anoual Tbtal HALE * mlALE 

Job r.ategory 

Salary (O>l11m111) 

(B-IC)
A 

White 
B 

Black 
C 

Hispanic 
D 

Asian or /llll!r,Ind. 
Pac. Isl. Alaskan White 

E F G 
Blaclr 

H 
Hispanic 

I 

Asian or 
Pac, Isl. 

J 

laier. Ind. 
Alsslran 

K 
IINDCP 

Skilled Craft 49. 
50. 
51. 
52, 
53. 
54. 

38(0.9) 
44(1.0) 

24(1.1) 
39(1.8) 

1(2.6) 1(7. 7) 10(0.5) 
4(0,2) 2~3.5~11.8 

55. 24(0.6) 23(1.1) 1(0.1) 
56. 

SerYice 
1Ul'AL 

57. 
106(2.5) 86(4.0) 1(2.6) 1(7. 7) 15(0.8) 3(5.3) 

Maintenance 58. 
59. 
60. 
61. 
62. 

8(0.2) 
191{4.5l315 7.5 
24 0.6 

98!4.5l207 9.5 
24 1.1 

6~15.4)
7 17. 9) 

2(15.4) 
1(7.7) 1(10) 2(100) 

8(0.4) 
81(4.3) 
89(4. 7) 

3(5.3) 
8(14.0) 

1(6.3) 

63. 
64. 

3(0.1) 3(0.1) 

1Ul'AL fULL T1HE 
rorAL 541(12.9) 

4201 
332(15.3) 

2172 
13(33.3) 
39 

3(23.l) 
13 

1(10) 
10 

2(100) 
2 

178(9. 5) 
1880 

11(19.3) 
57 

1(6.3) 
16 8 4 

IOHWS 
Officials/Mm 7j, 
Profeastonals 74. 
Technlciana 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv./Maint. 80. 

19(2.9) 
176~27.2)

52 8.0) 
7(1.1) 

44(6.8) 
239(36.9)
15(2.3) 
95(14. 7) 

17(5. 9) 
105~36.2!
38 13.l 
7(2.4) 

27(9.3) 
26(9.0) 
15(5.2) 
55(19.0) 

2(33.3) 

2(33.3) 

2(33.3) 1(100) 1(100) 

2(0.6) 
65~19.8)
14 4,3) 

17(5.2) 
196(59.6) 

35(10.6) 

2(15.4) 

10(76.9) 

1(7. 7) 

3(100) 

2(50) 

2(50) 
.... 
"° "° 

10l'AL NBI HIRFS 647 290 6 1 1 329 13 3 4 



ICWA - !\Jnction 2: Streets & Highways 
Annual Total 
Salary (0>1111118) 

MALE * FEMALE 

.lib category (B-K) 
A 

White 
B 

Black 
C 

ltisganic 
Asian or /mer. Ind. 
Pac. Isl. Alaskan White 

E F G 
Black 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

/mer. Ind . 
Alaskan HNOCP 

K 

Officials/ l. 
/dninietrators 2. 

3. 
4. 
5. 
6. 

7(0.2) 5(0.2) 2(0. 5) 

Professionals 

7. 
8. 

'lUl'AL 
9. 

23(0. 7) 
36(1.0)
66(1.9) 

18(0.6~
36(1.2 
59(1.9) 

1(7.7) 

1(7. 7) 

4(1.0) 

6(1.6) 

10. 
11. 
12. 
13. 

Technicians 

14. 
15. 
16. 

'lUl'AL 
17. 

22(0.6) 
202(5.7)
150(4.2) 
374(10.6) 

12(0.4)
179(5.8) 
142(4.6) 
333(10.8) 

1(11.l) 

1(11.1) 

3(23.l) 
6(46.2)
9(69.2) 

1(9.l)
1(9.1) 

10~2.6)
19 4.9) 

29(7.5) 
1(33.3~
1(33.3 

18. 
19. 
20. 

Protectiw 

21. 
22. 
23. 
24. 

mrAL 
25. 

102(2.9) 
370~10.5)
495 14.0) 

967(27.3) 

69(2.2) 
319(10.3)
484(15.6) 

872(28.2) 

2(16. 7) 
1(8.3) 

3(25.0) 

1(11.l) 
2(22.2) 

3(33.3) 

3(23.l) 

3(23.1) 

4(36.4) 
1(9. l) 

5(45.5) 

29~7.5)
41 10.6) 
6(1.6) 

76(19.6) 

1~16. 7~
2 33.3 

3((50) 

2(66.7) 

2(66. 7) 

N 
0 
0 

Service 26. 
27. 
28. 
29. 
30. 

4(0.l) 
2(0.l) 
1(0) 

3(0.1) 
2(0.l) 
1(0) 

1(0.3) 

31. 
32. 

'IUl'AL 7(0.2) 6(0.2) 1(0.3) 
Para 33. 

Profeeaionale 34. 
35. 
36. 
37. 
38. 

1(0) 
2(0.l) 

71(2.0) 
2(0.l) 

1(0) 
45(1.S) 
1(0) 

1(11. l) 

1(0.3) 
1(0.3) 

25(6. 5) 
1(0.3) 

39. 41(1.2) 41(1.3) 
40. 

'IUl'AL 117(3.3) 88(2.8) 1(11.l) 28(7 .2) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 

2(0.1) 
83(2.3) 

139(3.9) 
30(0.8) 
• 2(0.1) 

1(0) 
30(1.0) 
19(0.6) 
2(0.1) 

2(0. 5) 
79(20.4) 

109(28.2) 
11(2.8) 

3(50) 

48. 
1Ul'AL 256(7.2) 52(1. 7) 201(51.9) 3(50) 



1 

1-

ICMA - 2 
Annual 
Salary 

Job Category 

Skilled Craft 49. 
50. 
51. 
-52. 
53. 
54. 
55. 
56. 

'IDTAL 
SerYice 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

'IDTAL 
TOrAL FULL TIME 

Officials/Adm 73. 
Professionals' 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv./Haint. 80. 

'IDTAL NBJ HIRES 

Total 
(Coltillls) 

(B-K)
A 

64(1.8) 
539(15.2) 
21(0.6) 

624(17.6) 

22(0.6) 
916~25.9)
43 1.2) 

144(4.1) 

1125(31.8) 
3536 

3(1.1) 
9(3.2) 

23(8.3) 
2(0.7) 

19(6.8)
48(17.3) 
18(6.5)

156(56.1) 

278 

White 
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 

1(0.5) 
8(4.1) 

20(10.3) 
1(0.5)

13(6. 7) 
5(2.6) 

15(7. 7)
131(67.5) 

194 

MALE * ralALE 

Black 
C 

rusgantc 
Asian or /mer. Ind. 
Pac.Isl. Alaskan White 

E F G 
Blaclr 

H 
Hispanic 

I 

As tan or 
Pac. Isl. 

J 

/mer. Ind. 
Alaskan 

K 
HNDCP 

2(16. 7) 
1(11.1) 

1(9.1) 
4(1.0) 
3(0.8) 

2(16. 7) 1(11.1) 1(9.1) 7(1.8) 

6(50.0) 
1(8.3) 

7(58.3) 
12 

2(100) 

2 

1(9.1) 
3(33.3) 2(18.2) 

1(9.1) 

3(33.3) 4(36.4) 
9 13 11 

NB-I HIRES 

1(25.0) 1(100) 
3(75.0) 

4 l 

6~1.6~32 8.3 
1(0.3) 

39(10.1) 
387 

2(2. 7) 

1~1.3~3 4.0 
1~1.3~6 8.0 

41(54.7)
1(1.3) 

20(26. 7) 

75 

6 

2(100) 

2 

3 

N 
0.... 



IOU. - Functioo 3: Public Welfare 
ltnoual 
Salary 

Total 
(<lilums) 

MW: * mtAlE 

Job Category (B-K)
A 

White 
B 

Black 
C 

ilisganic 
Asian or lmer.tnd. 
Pac,tsl, Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 

Asian or 
Pac. lal. 

J 

lmer.Ind. 
Alaskan 

K 
IINDCP 

Official&/ 1. 
Albinistratora 2. 

3. 
4. 

Profeaatonala 

5. 
6. 
7. 
8, 

9. 
IDrAL 

5(0.2~
2(0.1 

103(3.4) 
52(1.7) 

162(5.3) 

1(0.2) 

54(8.4) 
39(6.1) 
94(18.6) 

1(7,l) 

1(7.1) 
1(7.1) 
3(21.4) 

1(20) 

1(20) 

3~0.1~2 0.1 
46~2.0)
11 0,5) 
62(2. 7) 

1(2.2) 
1(2.2) 

1(6.3) 

1(6.3) 

10. 
11. 
12. 

Technicians 

13. 
14. 
15. 
16. 

TOl'AL 
17. 

3~0,1) 
548 17.8~
616(20.1 

9(0.3) 
1176(38.3) 

1~0.2)149 23.1)
246 38.2) 

8(1.2) 
404(62.7) 

2(14.3)
4(28,6) 

6(42.9) 

3(60) 

3(60) 

8(66. 7) 
3(25.0) 

11(91. 7) 

2~0.1i379 16. ) 
354~15.2)

1 0) 
736(31.6) 

3(6.7) 
7(15.6) 

10(22.2) 

3(18.8) 
2(12.5) 

5(31.3) 

1(100) 

1(100) 

18. 
19. 
20. 

Protective 

21. 
22. 
23. 
24. 

'IDrAL 
25. 

21(0. 7) 
56(1,8) 
80(2.6) 

157(5.1) 

6(0.9) 
15(2.3) 
18(2.8) 

39(6.1) 

15(0.6)
40(1. 7) 
60(2.6) 

115(4.9) 

2(4.4) 

2(4.4) 

1(25) 

1(25) 

N 
0 
N 

Service 26. 
27. 
28. 
29. 
30. 1(0) 1(0.2) 
31. 
32. 

'IDrAL 1(0) 1(0.2) 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 

83(2. 7) 
476(15.5) 
250(8.1) 

2(0.1) 

12(1. 9) 
35(5.4) 
23(3.6) 
1(0.2) 

1(7.1) 
1(7.1) 
1(7.1) 

1(20) 1(8.3) 
67(2. 9) 

425(18.2) 
217(9.3) 

1(0) 

3~6. 7)
11 24.4) 
6(13.3) 

1(6.3) 
2(12. 5) 

1(25) 
1(25) 

40. 
rorAL 811(26.4) 71(11.1) 3(28.6) 1(20) 1(8.3) 710(30. 5) 20(44.4) 3(18. 8) 2(50) 

Office 41. 
Clerical 42. 

43. 
44. 
45. 
46. 
47. 

1(0) 
366~11.9)
320 10.4) 
32(1.0) 
4(0.l) 

2(0.3~
3(0.5 

2(0.3) 

1(0) 
355~15.2)
307 13.2) 
31(1.3) 
2(0.1) 

5(11.1) 
7(15.6) 

4(25.0) 
3(18.8) 

1(25) 

48. 
rorAL 723(23.5) 7(1.l) 696(29.9) 12(26.7) 7(43.8) 1(25) 



r 

ICJIA - 3 

.Alb Cltegory 

lmuai 
Salary 

'lbtal 
(O>ltillll) 

(M) 
A 

White 
B 

Black 
C 

MALE 

1ttsgantc 

* 
Asiatt or /mer. Iixl. 
Pac. Iii. Alaskan White 

E F G 
Black 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

ratAlE 

liner. Ind. 
Alaeksn IINDCP 

K 

Skilled Craft 49. 
so. 
51. 
52. 
53. 
54. 

7(0.2) 
5(0.2) 5(0.8) 

7(0.3) 

55. 
56. 

1(0) 1(0.2) 

TOl'AL J.3(0.4) 6(0,9) 7(0.3) 
Se"ice 

Maintenance 
57. 
58. 
59. 
60. 
61. 
62. 
63. 

8(0.3) 
11~0.4~7 0.2 
2(0.1) 

5(0.8) 
8(1.2~
7(1.l 
2(0.3 

1(7.:1.) 
1(7.1) 

2~0.1~2 0.1 

64. 

'lUl'AL FUlL TIME 
rorAL 28(0.9) 

3071 
22(3.4) 

644 
2(14.3) 

14 5 12 
NEW IIIRES 

4(0.2) 
2330 45 16 1 4 

Officiels//dn 73. 
Professionals 74. 
Tecbnici811B 75. 
Prot. SerY. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv./Haint. 80. 

5(1.1) 
182(38.6)
12(2.5) 

114(24,2) 
154(32.6) 

1(0.2} 
4(0.8) 

3(3.2) 
57(60.6)
8(8.5} 

21(22.3) 
2(2.1} 
1(1.1}
2(2.1} 

1(33.3) 

1(33.3} 

1(33.3) 

1(50) 

1(50} 

4(100) 
2(0.6) 

116~32.2)
4 1.1} 

90(2S.O}
147(40.8} 

1(0.3} 

1(25) 

3(75) 

1(33.3) 

2(66. 7} 

1(100) 

1(100} N 
0 
I,> 

rorAL 16 HIRES 472 94 3 2 4 360 4 3 l 1 



l<MA - Function 4: l'olice Protection 
Annual Total MAU: * FcMALE 
Salary (Col111r1s) 

Asian or liner. Ind. Asian or Amer. Ind. 
.bb Category (B-K) 

A 
White 

B 
Black 

C 
Hisganic Pac. Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 
Pac. Isl. 

J 
Alaskan 

K 
HNllCP 

Officials/ 1. 
Administrators.2. 

3. 
4. 
5. 
6. 

Professionals 

7. 
8. 

9. 
'IUfAL 

8(0.9) 
23(2. 7) 
31(3.6) 

5~0. 7~23 3.4 
28(4.1) 

3(2.0) 

3(2.0) 

10. 
11. 
12. 
13. 
14. 
15. 
16. 

8(0.9) 
46~5.4~
36 4.2 

4~0.6)
34 5.0 
36 5.3~ 

1(11.l) 1(100) 4~2- 7~9 6.1 1(20) 

Technicians 
'IUfAL 

17. 
90(10.6) 74(10.8) 1(11.1) 1(100) 13(8.8) 1(20) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

11.(1.3) 
52(6,1) 
92(10.8) 

4(0.6) 
37(5.4) 
89(13.0) 1(11.1) 

6(4.1) 
14(9. 5) 
2(1.4) 

1(20) 
1(20) 

N 
0 
~ 

Protective 
'IUfAL 

25. 
155(18.2) 130(19.0) 1(11.l) 22(14.9) 2(40) 

Service 26. 
27. 
28. 
29. 
30. 

31(3.6) 
54(6.3) 

25(3.6) 
47(6. 9) 

2(22.2) 
1(11.1) 1(33.3) 4~2. 7~

5 3.4 
31. 
32. 

377(44.3) 364(53.1) 3(33.3) 2(66.7) 8(5.4) 

'lUI'AL 462(54.3) 436(63.6) 6(66. 7) 3(100) 17(ll.5) 
Para 33. 

Professiooals 34. 
35. 
36. 
37. 
38. 

2(0.2) 
4(0.5) 

2(1.4) 
4(2. 7) 

39. 
40. 

'lUl'AL 6(0. 7) 6(4.1) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 

2(0.2) 
34(4.0) 
45(5.3) 
8(0.9) 

3(0.4) 

2(1.4) 
33(22.3) 
42(28.4) 
7(4. 7) 

1(20) 

1(20) 

47. 
48. 

'lUl'AL 89(10. 5) 3(0.4) 84(56.B) 2(40) 



r 

IOWA - 4 
Annual Total MALE * FEMALE 
Salary (O>ll.ims) 

.bb Category (B-K)
A 

White 
B 

Blaclr 
C 

Hibnic 
Asian or /mer. Ind. 
Pac.Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

Amer. Ind. 
Alaskan 

K 
HNDCP 

Slrilled Craft 49. 
50. 
51. 
52. 
53. 2(0.2) 2(0.3) 
54. 
55. 2(0.2) 2(0.3) 
56. 

'lUl'At. 4(0.5) 4(0.6) 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 

12~1.4)
1 0.1) 
1(0.1) 

8~1.2~1 0.1 
1(0.1) 

1(11.1) 3(2.0) 

64. 
'IOfAL 

'lUfAL FUlL TIME 
14(1.6) 

851 
10(1.5) 

685 
1(11.1) 
9 3 1 

Nm ltIRFS 

3(2.0) 
148 5 

Officials/Adm 73. 
Professionals 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Slcilled Craft 79. 
Serv./Maint. 80. 

1(2.2) 
12~26.l~
6 13.0 

12(26.1) 

10(21. 7) 
1(2.2) 
4(8.7) 

1(3. 7) 
9~33.3~
3 11.1 

11(40. 7) 

1(3, 7) 
2(7.4) 1(100) 

3~17.6~
3 17.6 
1(5.9) 

9(52.9) 

1(5.9) 

1(100) 

I',) 
0 
V1 

1UTAL NBl HIRFS 46 27 1 11 1 



ICMA - Function 6: Natlll'al Resources, Patlra & Rec:teatiotl 
M11118l 'lotal 
Salary {<blumla) 

Job Category (B-IC) White Blaclr 
A B C 

HldB 

ltiT°ic 
Asillll or i.mr. tnd. 
Pac. Isl. Alaelran 

E F 

• 
White 

G 
Blaclr 

H 
Hlainlc 

Aaiao or 
Pac. Isl. 

J 

FEMALE 

/Illar.Ind. 
Alaalran ltmCP 

K 

Officials/ 1. 
Administrators 2. 

3. 
4. 
5. 
6. 

Professionals 

7. 
8. 

9. 
'IDl'AL 

7(0.6) 
21(1.9)
28(2.5) 

6(0.8~
20(2.6 
26(3.3) 

1~0.3~1 0.3 
2(0. 7) 

10. 
11. 
12. 
13. 

Technicians 

14. 
15. 
16. 

1UI'AL 
17. 

21(1. 9) 
241(21.9) 
40(3.6) 

302(27.5) 

13(1. 7) 
213(27.2) 
38(4.8) 

264(33.7) 

1(25) 

1(25) 
1(50) 
1(50) 

1(14.3)
6(85. 7) 

7(100) 

1(100) 

1(100) 

7~2.4)
19 6.6) 
1(0.3)

27(9.3) 

1(33.3) 

1(33.3) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

57(5.2) 
200(18.2) 
18(1.6) 

38(4.8) 
187(23.9) 
17(2.2) 

1(50) 17(5. 9) 
12(4.2) 
1(0.3) 

1(16.7) 
1(33.3) 

N 
0 
0\ 

Protective 
'J.Ul'AL 

25. 
275(25.0) 242(30.9) 1(50) 30(10.4) 1(16.7) 1(33.3) 

Service 26. 
27. 
28. 
29. 5(0.5) 5(0.6) 
30. 26(2.4) 26(3.3) 
31. 
32. 

93(8.5) 93(11. 9) 

Para 
'J.Ul'AL 

33. 
124(11.3) 124(15.8) 

Professionals 34. 
35. 
36. 
37. 32(2. 9) 20(2.6) 12(4.2) 
38. 3(0.3) 3(1.0) 
39. 1(0.1) 1(0.3) 
40. 

rorAL 36(3.3) 20(2. 6) 16(5. 5) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 

59(5.4) 
143(13.0) 

9(0.8) 
2(0.3) 

54(18. 7) 
138(47.8) 

9(3.1) 

3(50.0) 
1(16. 7) 

1~33.3~
1 33.3 

1~33.3~
1 33.3 

47. 
48. 

1UrAL 211(19.2) 2(0.3) 201(69.6) 4(66. 7) 2(66. 7) 2(66. 7) 



,.. 

ICAJA - 6 
Annual Total WiLE * Fl:MALE 

Job Category 

Salary (<l>lums} 

(B-K} 
A 

White 
B 

Blaclr 
C 

Hisganf.c 
Asi11n or /met, Ind. 
Pac. tsl. Alaskan White 

E F G 
Black 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

/mer. Ind. 
Alaslcan 

K 
HNDCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 

1(0.1) 
4(0.4) 
1(0.1) 

4(0.5) 
1(0.1) 

1(25) 

56. 
TOI'AL 6(0.5) 5(0.6) 1(25) 

Service 57. 
Maintenance 58. 

59. 
60. 
61. 
62. 

10(0.9) 
96~8. 7)
11 LO) 

6~0.8)
85 10.8) 
10(1.3) 

1(25~
1(25 

2~0. 7~10 3.5 
1(0.3) 

1(16. 7) 

63. 
64. 

'IUfAL FUlL TIME 
TOI'AL 117(10.6) 

1099 
101(12.9) 
784 

2(50) 
4 2 1 1 

13(4.5) 
289 

1(16. 7) 
6 3 3 

mu ll1RES 
Officials/Adm 73. 
Professionals 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv./Haint. 80. 

24(23.5) 
19(18.6) 
3(2,9) 

20(19.6) 
22(21.6)
1(1.0) 

13(12. 7) 

18(31.0~
15(25.9 
3(5.2) 

12(20. 7) 

1(1. 7) 
9(15.5) 1(100) 

3(100) 3~8.1)
4 10.8) 

8(21.6~
19(51.4 

3(8.1) 

1(100) 1(100) 1(100) 

N 
0 
-.J 

'IUfAL NEU HIRFS 102 58 1 . 3 37 1 1 1 



IQIA - Function 7: lbsfit:als & Sanitarium 
Anoua 
Salsry 

Total 
(Cbl11mil) MALE 

* ffllALE 
Job Category 

Officials/ 1. 
Adininiatratora 2, 

(B-k)
A 

White 
B 

Blaclr 
C 

1ttsganic 
Asian ol" /lliar,lnd, 
Pac.Isl, Alaskan White 

E F G 
Black 

H 
Hispanic

I 

Asian or 
Pac. Isl. 

J 

Amer.Ind. 
Alaskan 

K 
IINDCP 

3. 
4. 
5. 
6. 

Profeaaionals 

7. 
8. 

'IDTAL 
9. 

15(0.3)
30(0.7)
45(1,0) 

11~0.9~27 2.1 
38(3.0) 

4~0.1~3 0.1 
7(0,2) 

10. 
11. 
12. 
13. 

Technicians 

14. 
15. 
16. 

'IDTAL 
17. 

184(4.1) 
425~9,6)

75 1, 7) 
684(15.4) 

46(3,6) 
141~11.1)

48 3.8) 
235(18.5) 

1~6.3)
2 12.5) 

3(18.8) 

1(33.3) 

1(33.3) 

1~4.8)
18 85. 7)
19(90. 5) 

1(25) 

1(25) 

134~4.4l2.76 9.0
5 0,2 

415(13.5) 

1~4.0~l 4.0 

2(8.0) 

1(50) 

1(50) 

2!10)1 5) 
4 20~
7 35 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

39(0.9) 
106(2.4) 
131(3.0) 
20(0.5) 

1(0.1) 
8(0.6) 

30(2.4) 
10(0.8) 

2(12.5) 

37(1.2)
97(3.2) 
99~3.2)
9 0.3) 

1m 
1(16. 7) N 

0 

Protective 
IDrAL 

25. 
296(6. 7) 49(3.9) 2(12. 5) 242(7. 9) 2(10) 1(16. 7) 

00 

Service 26. 
27. 
28. 
29. 
30. 
31. 

7(0.2) 
10(0.2) 
1(0) 

7(0.6) 
9(0. 7) 
1(0.1) 

1(33.3) 

32. 

Para 
'IUfAL 

33. 
18(0.4) 17(1.3) 1(33.3) 

Professionals 34. 
35. 
36. 
37. 
38. 

268(6.0) 

991~22.3~
723 16.3 
108(2.4) 

105(8.3) 
249~19.6)
116 9.1) 
12(0.9) 

3(18.8) 
4(25.0) 

1(33.3) 

1(4.8) 
3(75) 

156(5.1) 
721(23. 5) 
598(19. 5) 
96(3.1) 

2(8.0) 
10(40.0) 
8(32.0) 

1(50) 
2(10) 2(33.3) 

39. 
40. 

Office 
torAL 

41. 
2090(47.1) 482(38.0) 7(43.8) 1(33.3) 1(4.8) 3(75) 1571(51.l) 20(80.0) 1(50) 2(10) 2(33.3) 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 
48. 

rorAL 

4(0.1) 
119~2.7)
196 4.4) 
17(0,4) 
3(0.1) 

339(7.6) 

1(0.1) 
6(0.5) 
2(0.2) 
2(0.2) 

11(0.9) 

4(0.l~
118(3.8 
189(6.2) 
15(0.5) 

L(O) 

327(10.6) 

1(16. 7) 

1(16. 7) 



i<JIA - 7 
Annual 
Salary 

.l>I> category 

Stilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

rorAL 
Service 57. 

Mainteoance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

'lUrAL 
'IDI"AL FUU. TIME 

Officials/Adm 73. 
Professionals 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerics! 78. 
Slrilled Craft 79. 
Serv./Maint. 80. 

1UfAL NBl HIRES 

Total 
(O>lums) 

(B-K)
A 

26(0.6) 
123(2.8) 
130(2.9) 
36(0.8) 

315(7.1) 

314(7.1) 
291(6.6~
29(0.7 
17(0.4) 

651(14. 7) 
4438 

1(0.1) 
111(12.5) 
41(4.6)
2(0.2) 

589(66.2) 
35(3.9)
24(2. 7) 
87(9.8) 

890 

White 
B 

5(0.4) 
68(5.4) 

120(9.5) 
32(2.5) 

225(17. 7) 

66(5,2) 
110(8.7)
21(1, 7) 
15(1,2) 

212(16. 7) 
1269 

1(0.4) 
38(14.4)
7(2. 7) 
2(0.8) 

178(67.4)
1(0.4) 

14(5.3)
23(8.7) 

264 

WJ.E 

Blaclc ilisgmi·1c 
C 

2(12.5) 

2(12.5) 

1(6.3) 

1(6.3) 

2(12.5) 
j16 

1(25) 

I3(75) 

4 

Asilin or hier. ind. 
Pac.tel. Alaskan 

E F 

1(4.8) 

1(4.8) 
21 4 

NEU HIRfS 

5(83.3) 

1(16. 7) 3(100) 

6 3 

• 
White 

G 

21(0. 7) 
52(1. 7) 
9(0.3)
4(0,l) 

86(2.8) 

237(7, 7) 
178(5.8) 

8~0.3)
1 0) 

424(13.8) 
3072 

64~10. 7)
33 5. 5) 

397~66.2)
34 5. 7) 
10~1- 7)
62 10.3) 

600 

Black Hisrnic 
H 

1(4.0) 

1(4.0) 

1~4.0~1 4.0 

2(8.0) 
25 2 

5(83.3) 1(100) 

1(16.1) 

6 l 

Asian or 
Pac, Isl. 

J 

7~35~2 10 

9(45) 
20 

3~50.0~1 16.7 

1(16. 7) 

1(16. 7) 

6 

FEMALE 

/mer.Ind. 
Alaskan IINIXl' 

K 

1(16. 7) 

1(16. 7) 

1(16.~) 

1(16. 7) 
6 

N 
0 
\0 



tOfA - Functioo 8: Heeitb 
/alual Total 
Silary (Q,111111111) 

MALE 
Aai11n ot Jar.tad. 

• 
Asian or 

mtALE 

tmar.tod. 
Job category <If> White 

B 
lllaclr 

C 
lkT":tc l'ac. tu. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic

I 
Pac. lal. 

J 
Alaskan 

K 
HNDCP 

Officials/ 1. 
Administrators 2. 

3. 
5(1.6) 3(2.8) 2(1.0) 

4. 
5. 
6. 

Professlooala 

7. 
8. 

'IOlAt. 
9. 

5(1.6~
12(3.8
22(6.9) 

3!2.8)
1110.1)
17(15.6) 

2~1.0~1 0.5 
5(2.6) 

10. 
11, 
12. 

Technicians 

13. 
14. 
15. 
16. 

mrAi. 
17. 

1(0.3)
15(4.7) 

123~38.4)
15 4.7)

154(48.1) 

9(8.3) 
37~34.0~
14 12.9 
60(55.0) 

4(100.0) 

4(100.0) 

l(lOl:l.O) 

1(100.0) 

1(100.0) 

1(100.0) 

l~0.5~6 3.1 
79~40.3)
1 0.5) 

87(44.4) 

1(16.7) 

1(16. 7) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

3(0.9) 
22(6.9) 
17(5.3) 

13(12.0) 
14(12.8) 

3(1.5) 
9(4.6) 
3(1.5) N 

.... 
C 

mrAL 42(13,1) 27(24.8) 15(7. 7) 
Protective 25. 
Servtce 26. 

27. 
28. 
29. 
:m. 
31. 
32. 

'lUl'AL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 

1(0.3) 
1(0.3) 1(0.9) 

1(0. 5) 

39. 
40. 

'lUl'AL 2(0.6) 1(0.9) 1(0. 5) 

Office 41. 
Clerical 42. 

43. 
44. 
45. 
46. 

1(0.3) 
43(13.4) 
45(14.1) 
7(2.2) 

1(0.5) 
41(20.9) 
42(21.4) 
6(3.1) 

2(33.3) 
2(33.3) 
1c16.n 

1(100.0) 

47. 
48. 

1U1'AL 96(30.0) 90(45.5) 5(83.3) 1(100.0) 



,-

ICMA - 8 
ltmual '1otal MAlE FEMALE* Salary (O:lllillls) 

Asian or /met. tnd. Asian or liner. Ind. 
.Job Category (B-K) White Black ltisgantc Pac. Isl. Alaskan White Black' Hispanic Pac. Isl. Alaskan HNDCP 

A B C E F G H I J K 

Skilled Craft 49. 
50. 
51. 
52. 
53. 1(0.3) 1(0.9) 
54. 
55. 
56. 

'IUl'AL 1(0.3) 1(0.9) 
Service 57. 

Mainteoance 58. 
59. 
60. 1(0.3) 1~0.9~
61. 2(0.6) 2 1.8 
62. 
63. 
64. 

1U1'AL 3(0.9) 3(2.8) 
1UfAL FUlL TIME 320 109 4 1 1 198 6 1 

NEW lttml 
1(2.9)Officials/Adm 73. 2(3.2) 1(4.2) 

Professioaals 74. 25(40.3) 13~54.2~ l(UXJ.0) 11~32.4)
3 8.8)Tecbnici- 75. 10(16.1) 7 29.2 

Prot. Serv. 76. N ....Para-Prof. 77. 
19(55.9) 3(11)().0) ....

Off/Clerical 78. 22(35.5) 
Slrilled Craft 79. 1(1.6) 1(4.2) 
Serv./Maint. 80. 2(3.2) 2(8.3) 

1UI'.AL Nl!JJ HIRES 62 24 1 34 3 



l<JlA - Function 9: lbusi~ 
l.mual Total HALE mlALEI * Salary (<bltims) 

Asiatl or laer.Itld. Asian or timer. Ind. 
.Ill, Qitegory (B-11:) White Blaclt llisgantc l.>ac.lsl. Alaslratl White Blaclr ilispanic Pac._ Isl. Alaalran IINDCP 

A B C E F G H I J K 

Officials/ 1. 
Adlllioletraton, 2. 

3. 
4. 
5. 
6. 
7. 
8. 2(22.2) 2(66. 7) 

'lUl'AL 2(22.2) 2(66.7)
Professionals 9. 

10. 
11. 
12. 
13. 2(22.2) 2(33.3)
14. 
15. 1(11.1) 1(16.7)
16. 1(11.1) 1(33.3) 

'lUl'Ai.. 4(44.4) 1(33.3) 3(50.0)
Tecllolci- 17. 

18. 
19. 
20. 
21. 
22. 
23. N ....24. N

'lUl'AL 
Protective 25. 
Senice 26. 

27. 
28. 
29. 
30. 
31. 
32. 

1UTAL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 1(11.1) 1(16. 7)
38. 
39. 
40. 1(11.1) 1(16. 7)

1UTAL 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 1(11.1) 1(16. 7)
47. 
48. 

1UTAL 1(11.1) 1(16. 7) 



I(l,fA - 9 
Annual Total MALE ratALE* Salary (<blUIIIS) 

Asian or at.Ind. Asian or Amer. Ind. 
.k>b Qitegory (B-c) White Black Hispanic Pac.Isl. Alaskan White Black Hispanic Pac. Isl. Alaslran IINDCP 

A B C D E F G H I J K 

Skilled Craft 49. 
so. 
51. 
52. 
53. 
54. 
55. 
56. 

'IUl'Al. 
Service 57. 

Maintenance 58. 
59. 
60. 1(11.1) 1(16. 7)
61. 
62. 
63. 
64. 

'IUl'AL 1(11.1) 1(16. 7)
'IUl'AL fULL TJME 9 3 6 

NBl HIRES 
Officials/Adm 73. 
Professionals 74. 
Technici- 75. 
Prot. Serv. 76. 
Para-Prof. 77. N 

Off/Clerical 78. w 
.... 

Slrilled Craft 79. 
Serv.hfaint. 80. ·1(100.0) 1(100.0) 

'IUl'AL N8f H1RES 1 1 



ICMA - Function 10: Camunity Development 
Amual Total MALE FFMAlE* Salary (O>l1D118) 

Asisn or imer. loci • Asian or /mer. Ind. 
Job Category (li-K) White Blsclc Hispanic Pac, Isl. Alaskan • White Bleck Hispanic Pac. Isl. Alaslran HNDCP 

A B C D E F G H I J K 

Officials/ 1. 
Amninistrators 2. 

3. 
4. 
5. 
6. 
7. 7(25.9) 6(35.3) 1(10.0) 
8. 2(7.4) 2(11.8) 

'IDTAL 9(33.3) 8(47.1) 1(10.0) 
Professionals 9. 

10. 
11. 
12. 
13. 
14. 7(25.9) 1(5.9) 6(60.0) 
15. 10(37.0) 8(47.1) 2(20.0) 
16. 

'IDTAL 17(63.0) 9(52.9) 8(80.0) 
Technicians 17. 

18. 
19. 
20. 
21. 
22. 

N23. I-'
24. ~ 

'IDTAL 
Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

'IUI'AL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 
40. 

rorAL 
Office 41. 

Clerics! 42. 
43. 
44. 
45. '1(3. 7) 1(10, 0) 
46. 
47. 
48. 1(J.n 1(10.0) 

1\1l'AL 



IOIA - 10 
Amual Total HAI1: • ratAlE 
Salliry (Cbltllllfl) 

Asilltl br ltner. Ind. Asian or Amer. Ind. 
.l:lb Qitegory (i3-K) White lllaclr llispanic Pac. tsl. Alaslrsn White Blaclr Hispanic Pee. Isl. Alaslran HNDCP 

A B C D E F G H I J K 

Slrilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

TOTAL 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

rorAL 
rorAL FULL TlHE 21 17 10 

NEJl lnRES 
Offlcia1s/ldm 73. 
Professionals 74. 6(100.0) 2(100.0) 4(100.0)
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. ....N 

Off/Clerical 78. V, 

S1cil1ed Craft 79. 
Serv. /Heint. 80. 

1Ul'AL ~ HIRES 6 2 4 



ICMA - Function 11: Cbrrections 
Annual Total MAIE * FEMALE 

Job Category 

Salary (0:>llll'IIS) 

(B-K) 
A 

~ite 
B 

Blaclr 
C 

lti9rnic 
Asian or ltnet, ind. 
Pac.Isl. Alaskan White 

E F G 
Blaclr 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

Mler.Ind. 
Alaslcsn 

K 
HNDCP 

Officials/ 1. 
Aaninistrators 2. 

3. 
4. 
5. 5(0.3) 2(0,2) 1(3. 7) 1(0.3) 1(14.3) 
6. 

Professiooala 

7. 
8. 

9, 
'IDTAL 

10(0,7) 
22(1,5) 
37(2.5) 

9(0.8) 
22(2.0} 
33(3.0} 1(3. 7} 

1(0.3} 

2(0.6} l(i4.3} 

10. 
11. 
12. 

Technicians 

13. 
14. 
15. 
16. 

turAL 
17. 

2(0.1} 
111(7.5} 
200(13.5)

5(0.3) 
318(21.4) 

2(0.2) 
74(6.8}

150(13.7) 
2(0.2} 

228(20.9) 

3(11.1} 
4(14.8} 
1(3. 7} 
8(29.6) 

1(12.5} 
1(12. 5)
2(25.0) 

2(33.3~
3(50.0 
1(16. 7}
6(100.0) 

1(25.0} 

1(25.0)· 

29~8.6)
40 11.9} 

69(20.5} 

3~42.9i
1 14.3 

4(57.1) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

15(1.0} 
19(1.3)
10(0. 7} 

6(0.5} 
5(0.5} 
7(0. 6) 

1(3. 7) 
9(2. 7} 

12(3.6) 
3(0.9} 

1(50.0) 
N
I-' 
a, 

Protective 
turAi. 

25. 
44(3.0) 18(1,6} 1(3. 7) 24(7.1) 1(50.0) 

Service 26. 
27. 
28. 
29. 
30. 
31. 
32. 

4(0,3} 
294(19.8) 
222(15.0} 
160(10.8} 

4(0.4) 
250(22.9} 
194(17.8) 
152(13.9) 

9(33.3) 
6(22.2) 
1(3. 7} 

2(25.0} 
1(12. 5) 
2(25.0) 

1(25.0) 
1(25.0) 
1(25.0) 

31(9.2} 
19(5.7) 
4(1.2) 

1(14.3 
1(100.0) 

Para 
'IUI'AL 

33. 
680(45.8) 600(54.9) 16(59.3) 5(62.5) 3(60.0) 54(16.l) 1(14.3) 1(100.0) 

Professiooals 34. 
35. 
36. 
37. 

24(1.6) 
66(4.4) 

17(1.6) 
35(3.2) 

1(3. 7) 6(1. 8) 
31(9.2} 

38. 9(0.6) 6(0.5) 3(0.9) 
39. 1(0.1) 1(0.1} 
40. 

'IUI'AL 100(6. 7) 59(5.4) 1(3. 7) 40(11.9) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 

1(0.1} 
62~4.2~
60 4.0 

2(0.2} 
3(0.3) 

1(0.3) 
59(17 .6) 
56(16. 7) 

1(14.3) 
1(50.0) 

46. 
47. 
48. 

9(0.6} 
3(0.2) 

1(0.1) 
2(0.2) 

8(2.4) 
1(0.3) 

IDrAL 135(9.1) 8(0. 7) 125(37.2) 1(14.3) 1(50.0) 



100 - 11 
Annual Total 
Salary (ilillllrlS) 

.)lb C'ategory (B-K) 
A 

Skilled Craft 49. 
50. 
51. 
52. 8(0.5) 
53. 19(1.3) 
54. 66(4.4) 
55. 44(3.0) 
56. 

rorAL 137(9.2) 
Service 57. 

Maintenance 58. 
59. 
60. 4(0.3) 
61. 13~0. 9~
62. 11 0.7 
63. 5(0.3) 
64. 

rorAL 33(2.2) 
rorAL FUIL TIME 1484 

Officials/Mn 73. 
Professionals 74. 26(8.9) 
Tuchnicians 75. 9(3.1) 
Prot. Serv. 76. 196(67.4) 
Para-Prof. 77. 17(5.8) 
Off/Clerical 78. 24(8.2) 
Stilled Craft 79. 17(5.8) 
Serv./Maint. 80. 2(0. 7) 

'lOl'AL Mr HIRl!S 291 

MALE * FEMALE 

Asian or hret.Ind. Asian or Amer. Ind . 
White 

B 
Black 

C 
ltispanic 

D 
Pac. Isl. Alasl<an 

E F 
White 

G 
Black 

H 
hispanic 

I 
Pac.Isl. 

J 
Alaskan 

K 
HNDCP 

2(0.2) 
11(1.0) 
63(5.8) 
43(3.9) 

1(12. 5) 
1(25.0) 

6(1.8) 
8(2.4) 
2(0.6) 

119(10.9) 1(12. 5) 1(25.0) 16(4.8) 

1(0.1~
11(1.0 
10(0.9)
5(0.5) 

3~0.9~2 0.6 
1(0.3) 

27(2. 5) 
1092 27 8 6 

NEU HUU:S 
; 

6(1.8) 
j36 1 1 2 

11(4.8)
5(2.2) 

181(79.4)
12(5.3) 
2~0.9)

15 6.6) 
2(0.9) 

1(11.1) 

7(77.8)
1(11.1) 

1(100) 
12~23.5)
4 7.8) 
7~13. 7)
4 7.8) 

22~43.l)
2 3.9) 

2(100) 

N 
'.t-' 
-.J 

228 9 1 51 2 



talA - ~ttoo 12, Utilities & tr-.,ortatlon 
Annual 'lbtal 
Salary (CbWIIIS) 

.lib Category (B-IC) White 
A B 

Blactr 
C 

H.4lB 

Htsgantc 
Astlkl t>t limit, tnd, 
Pac. 1111, Alaskan 

E F 

• 
White 

G 
Blact 

H 
Hietic 

Asian or 
Pac.Isl. 

J 

nMAlE 

ltner.Ind, 
Alaskan lHlCP 

K 

Officials/ 1. 
Aanintstrators 2. 

3. 
4. 
5. 
6. 
7. 

Professt0ll81e 

8. 
10rAL 

9. 

10(17.S) 
10(17.S) 

9(23. 7) 
9(23. 7) 1~U~1 5.6 

10. 
11. 
12. 
13. 
14. 

'lechniciane 

15. 
16. 

rorAL 
17. 

5~8.8~'
4 7,0 
9(15.8) 

5~13-2~4 10.5 
9(23. 7) 

18. 
19. 
20. 

Protective 

21. 
22. 
23. 
24. 

rorAi. 
25. 

1(1.8)
3(5.3) 

15(26.3) 

19(33.3) 

1(2.6)
1(2.6)

14(36.8) 

16(42.1) 

2(11.1)
1(5.6) 

3(16. 7) 

N .... 
00 

Service 26. 
27. 
28. 
29. 
30. 
31. 
32. 

'lUl'AL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 
40. 

2(3. 5) 
2(3.5) 
1(1.8) 

1(2.6) 
1(2.6) 
1(2.6) 

1(5.6) 
1(5.6) 

Office 
'lUl'AL 

41. 
5(8.8) 3(7. 9) 2(11.1) 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 

3(5.3) 
9(15.8) 
1(1.8) 

2~11.1~
9 50.0 
1(5.6) 

1(100.0) 

48. 
1UfAL 13(22.8) 12(66. 7) 1(100.0) 



IOIA - 12 
Annual Total MALE * ratAIE 

Job C.ategory 

Salary (Cbl111111) 

(B-lC) 
A 

White 
B 

Black 
C 

Hisganic: 
Aaian ot hoer. Ind. 
Pac. Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic

I 

As Ian or 
Pac. Isl. 

J 

/mer. Ind. 
Alaelran 

K 
HNDCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 1(1.8) 1(2.6) 
56. 

'IUl'AL 1(1.8) 1(2.6) 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

'IUl'AL 
'IUl'AL Fill TIME 

Officials/him 73. 
Profeesiooals 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 

57 

2(18.2) 

6(54.5) 

l(g,l) 
2(18.2) 

38 

1(14.3) 

5(71.4) 

1(14.3) 

NOfHIIUS 
18 

1(25.0) 

1(25.0) 

2(50.0) 

1 

N
I-' 
ID 

Serv.Maint, 80. 

'lUTAL NfW HIRES 11 7 4 



I<MA - Functioo 14: arployment Security 
Annual Total 
Salary (ll>lums) 

MAU: * mrALE 

.l)b Category (B-K)
A 

White 
B 

Blade 
C 

ltispanic 
D 

Asiatl ot /mer. Ind. 
Pac. Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

Amer. Ind. 
Alaslean 

K 
HNDCP 

Officials/ 1. 
Administrators 2. 

3. 
4. 
5. 
6. 

Professiooals 

7. 
8. 

9. 
'IOTAL 

17(1.6) 
24(2.2) 
41(3.8) 

14(3.0)
21(4.5) 
35(7.5) 

1(25.0) 

1(25.0) 

2f0.4~3 0.5 
5(0. 9) 

10. 
11. 
12. 
13. 

'lecbniciane 

14. 
15. 
16. 

rorAL 
17. 

182(16.8) 
357(33.0)
12(1.1) 

551(50.9) 

83(17.8) 
254(54.5)
11(2.4) 

348(74. 7) 

1(25.0) 

1(2S.O) 

2(50.0)
1(25.0) 

1(75.0) 

j(l00.0) 

3(100.0) 

90(15.8)
.92(16.1) 
1(0.2) 

183(32.1) 

1(5.3)
5(26.3) 

6(j1.6) 

5(50.0) 

5(50.0) 

1~25.0)
1 25.0) 

2(50.0) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

75(6.9) 
43(4.0)
14(1.3) 

36(7. 7) 
20(4.3) 
8(1. 7) 

2(50.0) 36(6.3) 
22(3. '<) 
6(1.1) 

1~25.0~
l 25.0 

N 
N 
0 

Protective 
10TAL 

25. 
1j2(12.2) 64(13. 7) 2(50.0) 64(11.2) 2(50.0) 

Service 26. 
27. 
28. 

• 29. 
30. 
31. 
32. 

'IOTAL 
Para 33. 

Profeaaiooals 34. 
35. 
36. 
37. 
38. 
39. 

78(7.2) 
52(4.8) 
4(0.4) 

11(2.4) 
1(0.2) 

1(25.0) 60(10. 5) 
49(8.6) 
4(0. 7) 

5(26.3) 1~10.0~
2 20.0 

40. 

Office 
rorAL 

41. 
134(12.4) 12(2.6) 1(25.0) 113(19.8) 5(26.3) 3(30.0) 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 
48. 

5(0.5) 
108~10.0)
87 8.0) 
12(1.1) 
1(0.1) 

1(0.2) 
1(0.2) 

1(0.2) 

4(0. 7) 
98(17.2) 
84(14. 7) 
12(2.1) 

6(31.6) 
2(10. 5) 

1(10.0) 
1(10.0) 

2(100.0), 

'IUI'AL 213(19. 7) 3(0.6} 198(34. 7} 8(42.1} 2(20.0) 2(100.0) 

------ ·------------~-



IGIA -14 
ltmual 
Salary 

Total 
(<blume) 

MME 

Asian ot imet. tiid. 

* 
Asian or 

mtAlB 

fimer. Ind. 
.:iob Cetegory (B-k)

A 
White 

B 
Blaclt 

C 
lli~ic Pac, isl. Ala11kiin 

E F 
White 

G 
Black 

H 
ltisrnic Pac. lsl. 

J 
Alaslcan 

K. 
HNllCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 

4(0.4) 
1(0.1) 

4(0. 7)
1(0.2) 

55. 
56. 

mrAL 5(0.5) 5(0.9) 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 

5(0.5) 
1(0.1) 

3(0.6~
1(0.2 

2(0.4) 

62. 
63. 
64. 

1UI'AL 
roTAL FUIL TIME 

6(0.6) 
1082. 

4(0.9) 
466 4 4 

NFll ltIRES 
j 

2(0.4) 
570 19 10 2 4 

Officials/Adm 73. 
Profeeaionale 74. 
Tec!Wlicians 75. 

1(0,8) 
11(8.5) 
44(33._8) 

8~23.5)
23 67.6) 

1(1.2) 
3~3.5)

21 24.4) 

Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv. /Haint. 80. 

28(21.5) 
41(31,5) 
1(0.8)
4(3,1) 

1(2.9) 

2(5.9) 

1(100.0) 26(30.2) 
32(37.2) 
1~1.2~2 2.3 

1(16. 7) 
5(83.3) 1(100. 0) 2(100. 0) 

rs, 
rs,
I-' 

roTAL NEW HIRES 130 34 1 86 6 1 2 



IOIA - ~tton 15: Other 
Annual Total HALE * FEMALE 
Salary (O>hmis) 

Asian or lmer. Ind. Asisn or Amer. Ind. 
Job C:Stegory (B-K) 

A 
White 

B 
Blaclc 

C 
Uisganic Pac.Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 
Pac.Isl. 

J 
Alaslcan 

K 
HNDCP 

Officials/ 1. 
Administrators 2. 

3. 
4. 
5. 
6. 
7. 
8. 

IDTAL 

1(0. l) 
1(0.1) 
6(0. 7) 

51(6.0) 
59(6.9) 

1(0.3)
47(12.2) 
48(12. 5) 

1(100.0) 
1(100.0) 

1(0.2~
1(0.2 

5~1.1~3 0.7 
10(2.3) 

Professionals 9. 
10. 
11. 1(0.l) 1(0.2) 
12. 
13. 
14. 
15. 
16. 

turAL 

20(2.3) 
60(7.0)

217(25.4) 
148(17.3)
446(32.1) 

4(1.0) 
23(6.0) 

151(39.3) 
119(31.0)
297(77.3) 

1(20.0) 
1(20.0) 
1(20.0) 
1(20.0)
4(80.0) 

1(20.Ci)
2(40.0) 
3(60.0) 

15(3.4) 
33(7.4) 
62~14.0)
25 5.6) 

136(30. 7) 

1(7.7) 
1~7. 7)
l 7.7) 
3(23.1) 

2(50.b) 
1(25.0) 

3(75.0) 
Technicians 17. 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

'lUl'AL 

5(0.6) 
10(1.2)
5(0.6) 
2(0.2)

22(2.6) 

5(U) 
4(1.0) 
2(0.5)

11(2.9) 

4(0.9) 
4(0.9) 
1(.02) 

9(2.0) 

1(7. 7)
1(7.7) 

2(15.4) 

N 
N 
N 

Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

turAL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 

5(0.6) 
7(0.8) 
9(1.l) 
6(0. 7) 

3(0.8) 

2(0.5) 
1(0.3) 

1~0.2~6 1.4 
7(1.6) 
5(1.1) 

1~7. 7~1 7.7 

40. 
turAL 27(3.2) 6(1. 5) 19(4.3) 2(15.4) 

Office 41. 
Clerical 42. 

43. 
44. 
45. 
46. 

15(1.8) 

90~10.5~
152 17.8 
10(1.2) 

1(0.3) 
2(0. 5) 
5(1.3) 

1(100.0) 
14(3.2) 
86(19.4) 

142(32.1) 
10(2.3) 

5(38.5) 
1(25.0) 

47. 
48. 

turAL 
1(0.1) 

268(31.3) 
1(0.3) 
9(2.3) 1(100.0) 252(56.9) 5(38.5) 1(25.0) 

j 



ICMA - 15 
Anrual Total MALE • mtALE 

Job category 

Salary (Oolums) 

(B-K) 
A 

Wb1te 
B 

Blaclr 
C 

lliarn·ic; 
Asian ot ltnet.tnd. 
l'ac.Isl. Alaslran White 

E F G 
Black 

H 
Hispanic

I 

Asian or 
Pac. Isl. 

J 

#mer. Ind. 
Alaskan 

K 
HNDCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 2(0.2) 

2(0.5) 

54. 
55. 
56. 

'lUl'At. 

2(0.2) 

4(0.5) 

2(0.5) 

2(0.5) 
2(0.5) 

Service 
Maintenance 

57. 
58. 
59. 
60. 
61. 
62. 

2(0.2) 
6(0.7)
8(0.9) 

14(1.6) 

5(1.3)
4(1.0)
2(0.5) 1(20.0) 

2(40.0) 

2(0.5) 

2~0.5~11 2.5 

1(7. 7) 

63. 
64. 

'lUl'At. 
'IOl'AL FUlL T1HE 

30(3.5) 
856 

11(2.9) 
384 

1(20.0) 
5 

2(40.0) 
5 1 

Nal ~ 

15(3.4) 
1 

1(7. 7) 
443 

2(3.0) 

13 4 

Officials/Adm 73. 
ProfessiOIIBlS 74, 
Technicians 75, 
Prot, Serv, 76. 
Pai:-a-Prof, 77. 
Off/Clei:-ical 78. 
Skilled CE'aft 79. 
SeE'Y• /Maint, 80. 

'IOl'At. Nal HOOS 

2(2.1) 
36~38.3)
2 2,1) 

1~1.1)
47 50.0) 

6(6.4) 

• 94 

15~65.2)
1 4,3) 

1(4.3)
2(8. 7) 

4(17.4) 

23 

1(100.0) 

1 

1(100,0) 

1 

20~29.9)
l 1,5) 

42(62.7) 

2(3.0) 

67 

1(100,0) 

1 

1(100.0) 

1 

N 
N 
w 



JI 
~ 

I<MA - 'lbtal &plOJllll!III:
Amual 
Sahry 

Job r.ategory 

total 
(O>lUma) 

(M) 
A 

White 
B 

Black 
C 

kAt.i 

tif.T°..ic 

• 
Aaiatt or leer.hid. 
Pac. t•l. Alaskan White 

E F G 
Black 

H 
lfispaatc 

I 

Asian or 
Pac. Isl. 

J 

FfMAlE 

/Iller.Ind. 
Alaskan IINDCP 

K 

Officials/. 1. 
Administrators 2. 

10(0) 7(0.l) 3(0) 

3. 

1'rofesili0Dllla 

4. 
5. 
6. 
7. 'lU1'AL 
8. 

18{0.l)
6 0) 

270 1.3) 
44212.11746 3.5 

810.1)
2 0) 

179(1.7) 
40513.8~
601 5.6 

2(1.5) 

2(1.S) 
1(0.7)
5(3. 7) 

3(5.7) 

3(5.7) 

1(1..4) 
1(1.4)
2(2.8) 

1{~.7) 
1(3.7) 

7t0.1)
4 0) 

84~0.9~
33 0.3,. 

131(1.4) 

1(0.5) 

l(U.5) 
2(1.1) 

1(1.9) 

1(1.ll) 

Tec:bnicillhll 

9. 
10. 
11. 
12. 
13. 
14.

'l'Ol'AL 
15. 

1cm1(0 
35(0.2) 

1346f6·4l3249 15.) 
615~2.9)

5247 24.9) 

9(0.l) 
530~4.9i2029 18.)
532(4.9)

3100(28.8) 

1(0.7) 
11t8.2l
26 19. )
2(1.5)

40(29.9) 

6tll.3~ llils.3i10 18.9 22 30.6 
5(9.4) 26i36.l~ 

21(39.6) 59 81.9 

U&! 
25(0.3 

761~7.9)
6i22.2) 1124 11.6)
l 3.7) 43 0.4)
7(25. 9) 1955(20.2) 

lli5.8)
24 12.6)

1(0.5)
36(18.9) . 

11~20.8)
4 7.5) 

15(28.3) 

4il0.8)
3 8.1)
5 13.5) 

12(32.4) 

1(5.0)
1(5.0) 

2(10.0) 

16. 
17. 
18. 
19. 
20. 
21. 

'l'Ol'AL 
l'rotective 22. 
Ser11ice 23. 

24. 
25. 
26. 
27. 
28. 

'J.Ul'AL 
Para 29. 

l'rofession11ls 30. 
31. 
32. 
33. 
34. 

39(0.2i
459f2.2 

1063 5.1) 
990f4.7)

3 0) 
2554(12.1) 

19(0.1) 
373fl.8)
326 1.6) 
634(3.0)

2(0) 
1354(6.4) 

269(1.3) 
1197~5.7)
1510 7.2) 

521~2-5~
88 0.4 

1(0) 
185(1.7)
711(6.6) 
85517.9)

3 0) 
1755(16.3) 

16(0.l) 
319(3.0)
291(2. 7) 
613(5.7) 

2~0)
1241 11.5) 

105(1.0)
298(2.8)
280(2.6) 
124~1.2~

72 0.7 

2(1.5)
8(6.0) 
3(2.2) 

13(9.7) 

1(0.7) 
13(9. 7) 

7(5.2) 
4(3.0) 

25(18. 7) 

3~2.2)
7 5.2) 
1(0. 7) 
1(0. 7) 

2(3.8)
2(3.8) 

4(7.5) 

1(1.9)
3(5.7) 
2(3.8) 
4(7.5) 

10(18.9) 

3(5. 7) 

1(1.4) 
1(1.4) 
4(5.6) 

6(8.3) 

1(1.4) 

1(1.4) 

4(14.8) 
1(3.7) 

5(18.5) 

1(3.7) 
li3. 7)
1 3.7) 

3(11.1) 

3(11.1) 

37i0.4~
260 2.7 
327(3.4) 
123fl.3)

4 0.9) 
747(7.7) 

1(0) 
36(0.4) 
24(0.2~
12(0.l 

73(0.8) 

157fl.6~
863 8.9 

1199(12.4) 
384~4.0)
16 0.2) 

4(2.1) 
7(3. 7) 
2(1.1)
1(7.7) 

13(6.8) 

1(0.5) • 

1(0.5) 

2~1.1!20 10. ) 
22(11.6) 
6(3.2) 

1(1.9) 

1(1.9) 

1(1.9) 

1(1.9) 

l~l.9~2 3.8 
3~5. 7)
4 7.5) 

1t2·n3 8.1 

1(2.7) 

5(13.5) 

2(5.4) 

1(5.0) 
3il5.0)
1 5.0) 

5(25.0) 

2(10.0) 
1~5.0t2 10. ) 

N 
N.s:-

35. 
'IOTAL 3585(17. 0) 879(8.2) 12(9.0) 3(5. 7) 2(2.8) 3(11.l} 2619(27.0) 50(26.3) 10(18. 9) 2(5.4) 5(25.0) 

Office 
Clerical 

36. 
37. 
38. 
39. 
40. 
41. 
42. 

'J.Ul'AL 

58(0.3) 
1446~6.9~
1866 8.9 
349(1. 7) 
60~0.3)
1 0) 

3780(18. O) 

2(0) 
34(0.3) 

135(1.3) 
124(1.2) 

30~0.3)
1 0) 

326(3.0) 

2(1.5) 

3(2.2) 

5(3. 7) 

1(1.9) 

1(1. 9) 

1(1.4) 

1(1.4) 

50(0.5) 
1357(14.0) 
1680(17.3) 
222(2.3) 
30(0.3) 

3339(34.5) 

2(1.1) 
38(20.0) 
27(14.2) 
2(1.1) 

69(36.3) 

2(3.8) 
8(15.1) 

14(26.4) 

24(45.3) 

7(18.9) 
2(5.4) 

9(24.3) 

1(5.0) 
4(20.0)
1(5.0) 

6(30.0) 



- -~ 

ICJ,IA - Total ~loyment 
Armual 
Salary 

Job Category 

Total 
(O>lums) 

(B-K)
A 

White 
8 

Black 
C 

MALE 

ltisgantc
• 

* 
Asian or Amer. lnd. 
Pac. lsl. Alaskan White 

E F G 
Black 

H 
Hispanic

I 

Asian or 
Pac. Isl. 

J 

FEMALE 

lmer. Ind. 
Alaskan HNOCP 

K 

Skilled Craft 43. 
44. 
45. 
46. 
47. 
411. 
49. 

'IUl'AL 
Service 50. 

Maintenance 51. 
52. 
53. 
54. 
55. 
56. 

'IUl'AL 
10TAL F1JlL TIME 

Officials/Adm 65. 
Professionals 66. 
Tecbnici- 67. 
Prot. Serv. 68. 
Para-Prof. 69. 
Off/Clerical 70. 
Stilled Craft 71. 
Serv./Maint. 72. 

34(0.2) 
261(1.2) 
789(3.8) 
132(0.6) 

1216(5.8) 

10(0) 
562(2.7) 

1665(7.9) 
140(0. 7) 
172(0.8) 

2549(12.1) 
21031 

36(1.2) 
618(20.4) 
224(7.4) 
222(7.3) 
833(27.5) 
644(21.3) 
79(2.6) 

374(12.3) 

7(0.1) 
165(1.5) 
764(7.1) 
126(1.2) 

1062(9.9) 

200(1. 9) 
1309(12.2) 
116(1.1) 
169(1.6) 

1794(16. 7) 
10758(51.2) 

25(2.0) 
284(22.8) 
132(10.6) 
205(16.5) 
265(21.3) 
39(3.1) 
63(5.1) 

232(18.6) 

4(3.0) 
2(1.5) 

6(4.5) 

9(6. 7) 
16(11.9) 
2(1.5) 
1(0. 7) 

28(20.9) 
134(0.6) 

7(24.1) 

7(24.1) 
6(20. 7) 
2(6.9) 

7(24. 7) 

2(3.8) 
1(1.9) 

3(5. 7) 

2(3.8) 
6(11.3) 

8(15.1) 
53(0.3) 

1(12. 5) 

1(12.5) 
1(12.5) 

1(12. 5) 
4(50.0) 

1(3. 7) 
1(3.7) 

2(7 .4) 

1(1.4) 1(3. 7) 
1(1.4) 4(14.8) 

1(3. 7) 

2(2.8~ 6~22.2)
72(0.3 27 0.1) 

NEl-1 HIRES 

12(85. 7) 

1(7.1) 3(60.0) 
1(7.1) 

1(20.0) 
1(20.0) 

27(0.3) 
87(0.9) 
19(0.2) 

5(0.1) 

138(1.4) 

10(0.1) 
334(3.4) 
318~3.3~
22 0.2 
1(0) 

685(7.1)
9687(46.1) 

11(0. 7) 
302(18.1) 
91(5.5) 
9(0.5) 

548(32.9) 
563~33.8)
14 0.8) 

127(7.6) 

2(1.1) 
2(1.1) 

4(2.1) 

6(3.2) 
9(4. 7) 

15~7.9~
190 0.9 

5(12.8) 

6(15.4) 
26(66. 7) 

2(5.1) 

1(1. 9) 

1~1.9~53 0.3 

1(10.0) 

1(10.0) 
8(80.0) 

7(18.9) 
2(5.4) 

9~24.3)
37 0.2) 

6~42.9)
1 7.1) 

1(7.1) 
5(35. 7) 

1(7.1) 

1(5.0) 

1(5.0) 

1(5.0) 

1~5.0~
20 0.1 

1(100.0) 
N 
N 
V1 

10TAL NBl HIRES 3030 1245(41.1) 29(1.0) 8(0.3, 14(0. 5) 5(0. 2) 1665(55.0) 39(1.3) 10(0.3) 14(0.5) 1(0) 



KANSAS - Functioa 1: Financial Administratioa 
Amllal Total MALE * mtALE 
Salary (0>1111118) 

Asian or Jar.Ind. Asian or tmer. Ind. 
Job Category (B-K)

A 
White 

B 
Black 

C 
lli9rnic t>ac. Isl. Alaskan 

E F 
White 

G 
Blaclr 

H 
Hispanic 

I 
l.>ac, Isl, 

J 
Alaskan 

K 
IINDCP 

Officials/ 1. 
Administrators 2. 

2(0) 
1(0) 

1(0.1) 
1(0.1) 

1(0) 

3. 
4. 
5. 
6. 
7. 
8. 

Professionals 9. 
10. 

'IDTAL 

1(0) 
39(0.8) 
26(0.5) 

168(3.4) 
208(4.2) 
445(9.0)

1(0) 

5(0.3) 
117(6,7) 
189(10,8) 
313(17.9)

1(0,l) 

3(4.1) 
2(2. 7) 
5(6,8) 

t 
1(2.3) 
1(2.3) 

1(10.0) 
1(10.0) 
2(20.0) 

1(0) 
36(1.3) 
21(0. 7) 
45(1.6) 
13(0.1) 

117(4.1) 

2(1,6) 

2(1.6) 
2(1.6) 
6(4. 7) 

1(14.3) 

1(14.3) 

Technicians 

11. 
12. 
13. 
14. 
15. 
16. 

'IDTAL 
17. 

3(0.1)
1(0)

181(3,7) 
191(3.9)
454(9,2) 
137(2.8) 
968(19.6) 

73(4.2) 
95(5.4) 

300(17.2) 
120(6.9) 
589(33.8) 

8(10,9 
7(9,6) 

10(13.7)
1(1,4) 

26(35.6) 

6(14.0) 
2(4.7) 

2(4.7) 
10(23.3) 

1(25.0) 

1(25.0) 

3~30.m
l 10,0 
4(40.0) 

3~0.1)
l 0) 

88(3.1)
74(2,6) 

130~4.6)
13 0,5) 

309(10,8) 

5(3,9) 
10(7.8) 
9(7.0) 

24(18.6) 

1~1. 7)
l 1,7) 
2(3.4) 

4(6.9) 

1(14.3) 

1(14.3) 

18. 
19. 
20. 

1(0) 1(0) 

Protective 

21. 
22. 
23. 
24. 

'IDTAL 
25. 

389(7.9) 
201(4.1)
125(2.5) 

6~0.1)
722 14.7) 

180(10.3) 
128(7,3) 
89(5.1)
5(0.3)

402(23,l) 

1(1.4) 
1(1.4) 
2(2. 7) 

4(5.5) 

3(7.0) 
2(4. 7) 
5(11.6) 

10(23.3) 

1(25.0) 

1(25.0) 

2(S0.0) 

1(10.0) 

1(10.0) 

194(6.8) 
67(2.3) 
25~0.9)
l 0) 

288(10.1) 

7~5.4)
2 1.6)
1(0,8) 

10(7.8) 

2~3.4~11.7 
1(1. 7) 

4(6.9) 

1(33.3) 

1(33.3) 

N 
N 

°' 

Service 26. 
27. 
28. 

58(1,2) 53(3,0) 1(1.4) 4(0.1) 

29. 

Para 

30. 
31. 
32. 

'IDTAL 
33. 

12(0.2) 
24(0.5) 
5(0.1) 

99(2.0) 

11(0.6) 
22(1.3) 
4(0.2) 

90(5.2) 1(1.4) 

1(0) 
2(0.1) 
1(0) 
8(0.3) 

Professionals 34. 
35. 1(0) 1(0) 
36. 
37. 
38. 
39. 
40. 

'IDTAL 

5(0,1) 
4(0.1) 
5(0.1) 
2(0) 

17(0.3) 

5(0.3) 
2(0,1) 
1(0.1) 
2(0.1) 

10(0.6) 

1(1.4) 

1(1.4) 

1(2.3) 

1(2.3) 

3(0,l) 

4(0,1) 

1(1. 7) 

1(1. 7) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 

334(6.8) 
1042~21.1~
623 12.6 
164(3.3) 
179(3.6) 

27(1.5) 
37i2,ll
39 2.2 
10(0.6) 
33(1.9) 

6(8.2) 
2(2. 7) 

1(1.4) 

5(11.6) 
3~7.0)
2 4. 7) 

2(4. 7) 

213~9.6l
938 32. ) 
553(19.4) 
150(5.3) 
138(4.8) 

11~13.2l
37 28. 7 
16(12.4) 
2(1.6) 
4(3.1) 

5l8.6l25 43. ) 
9~15.5)
2 3.4) 
1(1. 7) 

1(14.3) 

4(57.1) 

48. 
'IDTAL 

3(0,1) 
2345(47.6) 

3(0.1) 
149(8.5) 9(12.3) 12(27.9) 2052(71.8) 76(58.9) 42(72.4) 5(71.4) 



laiual 
Salary 

.Job category 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

rorAL 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

rorAt. 
'IUl'AL FULL TIME 

Officials/Adm 73. 
Professionals 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerics! 78. 
Slrilled Crsft 79. 
Serv./Maint. 80. 

'IUl'AL l'EJ HIRES 

Total 
(Cbll;IJIIS) 

(B-K)
A 

3(0.l) 
4(0.l) 

33(0. 7) 
50(1.0)
68(1.4) 

158(3.2) 

59(1.2) 
101~2.0)
11 0.2)
2(0)
1(0) 

174(3.5) 
4928 

36~3. 7)
201 20.7) 
72~7.4)
2 0.2) 

12(1.2) 
532(54.9)
18(1.8) 
96(9.9) 

969 

\Aiite 
B 

1(0.l)
3(0.1) 

20(1.l)
42(2.4) 
65(3. 7) 

131(7.5) 

13(0. 7) 
42(2.4) 
3~0.1~2 0.1 

. 60(3.4) 
1744 

25(9.4)
109(40.4) 
44(16.5) 
2(0. 7) 
6(2.2) 

36(13.5) 
11(4.1) 
34(12. 7) 

267 

BLiclr 
C 

l~l.4)
l 1.4) 
1(1.4) 

3(4.1) 

8(11.0) 
12(16.4) 
3(4.1) 

1(1.4) 

24(32.9) 
73 

1(5.3)
4(21.1) 

1(5.3) 
6(31.6) 

7(36.8) 

19 

Hill: 

Asidd i>r hnet,:tbd. 
ltiapdflf.c Pile. tdL Alilslrlit\ 

D E F 

1~2.3~1 2.3 
1(25.0) 

2(4. 7) 1(25.0) 

2(4. 7) 2(20.0) 
5(11.6) 1(10.0) 

7(16.3) 3(30.0) 
43 4 10 

Nm HIRFS 

1(9.1) 
1(9.1) 

'1(9.1) 
4(36.4) 
1(9.1) 
3(27.3) 2(1llll.O) 

11 2 

• 
\4iite 

G 

2~0.1)
l 0) 

H~0.4~6 0.2 
1(0) 

21(0. 7) 

27(0.9) 
29(1.0) 
2(0.1) 

. 58(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 

l!Liclr 
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 

Hispanic 
I 

2(3.4) 
4(6.9) 
1(1. 7} 

7(12.1) 
58 

1(6.6) 

11(73.3) 

3(20.0) 

15 

Asian or 
Pac. Isl. 

J 

7 

1(50.0) 

1(50.0) 

2 

mlAlE 

hner. Ind. 
Alaslrsn HNIXP 

I( 

1(33.3) 
1(33.3) 

2(66. 7)
3 

1(100.0) 

1 

N 
N 
....... 



• • 

KANSAS - Functioo 2: Streets &Highways 
Armusl Total MAU: * FEMALE 
Salary (Co!UIIIS) 

Asian or hner.tnd. Asian or hner.lnd. 
Job Category (B-K) 

A 
White 

B 
Bleclr 

C 
kisrnic Pac.Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 
Pac.Isl. 

J 
Alaskan 

K 
HNllCP 

Officials/ 1. 
Administrators 2. 

3. 
4. 
5. 
6. 1(0) 1(0) 
7. 
8. 

16(0.4) 
29(0. 7) 

14(0.4~
29(0.9 

2(0.4) 

Professionals 
1UfAL 

9. 
46(1.2) 44(1.4) 2(0.4) 

10. 
11. 
12. 
13. 

Technicians 

14. 
15. 
16. 

rorAL 
17. 

21(0.5) 
178(4.6) 
197(5.1) 
396(10.2) 

10(0.3) 
159(5.0) 
193(6.1) 
362(11.4) 

1(1.4) 
2(2.8) 
1(1.4) 
4(5.6) 

3(4.2) 

3(4.2) 
1(11.1) 
1(11.1) 

1(10.0) 
4(40.0) 
1(10.0)
6(60.0) 

9(1. 7~ 
10(1. 9 
1~0.2~20 3.9 

18. 
19. 
20. 

Protective 

21. 
22. 
23. 
24. 

rorAL 
25. 

290(7.5) 
147(3.8)
546(14.1) 
42(1.1) 

1025(26. 5) 

208(6.6) 
117(3.7) 
537(17.2)
42(1.3) 

904(28.6) 

10(13. 9) 
6(8,3) 
2(2.8) 

18(25.0) 

9(12.7) 
5(7.0) 
3(4.2) 

17(23.9) 

2(22.2) 2(20.0) 
1(11.1) 1(10.0) 

3(33.3) 3(30.0) 

56(10.8) 
12(2.3) 
4(0.8) 

72(13. 9) 

1(11.1) 

1(11.1) 

3~17.6~
4 23.5 

7(41.2) 

N 
N 
00 

Service 26. 
27. 
28. 
29. 
30. 
31. 
32. 

rorAL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 

4(0.1) 
1(0) 

1(1.4) 1(0. 2) 
1(0.2) 

1(11. l) 1(100.0) 

40. 
rorAL 5(0.1) 1(1.4) 2(0.4) 1(11.1) 1(100.0) 

Office 41. 
Clerical 42. 

43. 
44. 
45. 
46. 
47. 

9(0.2) 

132~3.4~143 3.7 
53(1.4) 
11(0.3) 

1(0) 
9(0.1) 

17(0. 5) 
20(0.6) 
3(0.1) 

1(1.4) 
1(1.4) 
1(1.4) 

8(1.5) 
116(22.4) 
121(23.4) 
30(5. 8) 
6(1.2) 

4(44.4) 
l (11.1) 
1(11.1) 

2(11.8) 
2(11.8) 
2(11. 8) 
2(11.8) 

48. 
rorAL 348(9.0) 50(1. 6) 1(1.4) 2(2.8) 281(54.4) 6(66. 7) 8(47.1) 

~?::CJ1:57:27ft5::tf ~ ··~ 



Annuai Totlil MALE * FEMAlE 

Job Category 

Salary (<bllllllll) 

(8-IC)
A 

White 
8 

Black 
C 

Hispanic 
D 

Asian or /mer.Ind. 
Pac. Isl. Alaskan 

E F 
White 

G 
Black 
• H 

Hispanic 
I 

Asian or 
Pac. Isl. 

J 

Amer.Ind. 
Alaskan 

K 
HNDCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

33(0.9) 
294(7.6)
444(11.5) 
30(0.8) 

25(0.8) 
263(8.3) 
433(13. 7) 
30(0.9) 

3(4.2) 
11(15.3) 
4(5.6) 

1(1.4) 
12(16.9) 
6(8.5) 

3(33.3) 
1(11.1) 

1(10.0) 4~0.8~4 0.8 

Service 
TOI'AL 

57. 
801(20. 7) 751(23. 7) 18(25.0) 19(26.8) 4(44.4) 1(10.0) 8(1.5) 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

3 
396(10.2) 
626i16,2)

50 1.3)
173 4.5) 

1(0) 
269(8.5) 
565~17.9)
47 1,5) 

170(5.4) 

10(13.9) 
19(26.4) 

1(1.4) 

6(8.5) 
19~26.8)
3 4.2) 
2(2.8) 

1(11.1) 

1(0. 2) 
109(21.1) 
22(4.3) 

1(11.1) 
1(5. 9) 
1(5.9) 

'lUI'AL FULL TIME 
'1UI'At. 1248(32.3) 

3869 
1052(33.3) 
3163 

30(41. 7) 
72 

30(42.3) 
71 

1(11.1) 
9 10 

132(25.5) 
517 

1(11.1) 
9 

2(11.8) 
17 1 

NEW iltREs 
Officials/Adm 73. 
Professionals 74. 
Teclnicians 75. 
Prot. Serv. 76. 

1(0.1) 
39(4.5) 

130(15.1) 

1(0.2) 
31(5.2) 
96(16.2) 

1(3. 7) 
7(25.9) 

1(4.S) 
4(18.2) 

1(50.0) 
1(50.0) 

5~2.4)
21 10.0) 1(50.0) 

Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv./Maint. 80. 

3(0.3) 
75(8. 7) 
34(4.0) 

577(67.2) 

6(1.0) 
29(4. 9) 

428(72,4) 

1(3. 7) 

1(3.7) 
17(63.0) 

1(4.5) 
2(9.1) 

14(64.0) 

1(0.5) 
65(31.0) 
2(1.0) 

116(55.2) 

1(20.0~
3(60.0 

1(20.0) 1(50.0) 

N 
N 
\0 

10l'AL NFW HIRES 859 591 27 22 2 210 5 2 



KANSAS - F\rnction 3: Public Welfare 
Annual Total HAl.t * IDIAlE 

Job r.ategory 

Salary (<hllilllll) 

(B-K) 
A 

White 
B 

Black 
C 

ltiapanic 
D 

Alliatl bt hnet,lnd, 
Pac. tel. Alaskan 

t F' 
White 

G 
Black 

H 
Hispanic 

I 

Asian or 
Pac, Isl.· 

J 

liner. Ind. 
Alaskan 

K 
HNDCP 

Officials/ 1. 
.Administrators 2. 

3. 
4. 
5. 
6. 
7. 
8. 

rorAL 

2(0) 
95~2.2)
51 1.2) 

148(3.5) 

1(0.1) 
39(4.5)
27(3.1) 
67(7.8) 

l~l.l)
1 1.3) 
2(2. 7) 

1(4.8) 

1(4.8) 

1(20.) 

1(20.) 

1(0) 
44(1.5) 
20(0. 7) 
65(2.3) 

9(3.0) 
3~1.0~12 4.0 

Professionals 9. 
10. 
11. 3(0.1) 1(4.8) 2(0.1) 

Teclmicisns 

12. 
13. 
14. 
15. 
16. 

rorAL 
17. 

10(0.2) 
747(17.6)
824(19.4) 
28(0.7)

1612(38.0) 
3(0.1) 

2(0.2) 
197(22.9)
298(34.6)
26(3.0) 

523(60. 7) 

8(10. 7) 
12(16.0) 

20(26. 7) 

7(33.3) 
3(14.3) 

11(52.4) 

2(40.0) 
1(20.0) 

3(60.0) 

4(50.0) 
2(25.0) 

6(75,0) 

2(0. 1) 
472(16.4) 
473~16.4)

2 0.1) 
951(33.1)

1(0) 

2(0. 7)
39(13,1) 
34(11.4) 

75(25.2) 

8(12.7) 
1(1.6) 

9~14.3)
1 1.6) 

4(25.0) 
1(6.3) 

5(31.3) 

8(47.1) 
1(5.9) 

9~52.9)
1 5.9) 

18. 
19. 
20. 
21. 
22. 
23. 

l(O.l) 
705(16.6)
114(2. 7) 
17(0.4)
13(0.3) 

4(0.5)
5(0.6) 
9(1.0) 

10(1.2) 

.5(6.7) 1(4.8) 
2(0.l) 

1>06(21.1) 
95(3.3)
7(0.2) 
2(0.1) 

1(0.l) 
72(24.2) 
11(3. 7) 

12(19.0) 
3~4.8~11.6 

2(12.5) 3(17.6) 

1(5. 9) 

24. 
rorAL 855(20.2) 28(3.2) 5(6. 7) 1(4.8) 7lj(24.8) 84(28.2) 17(27.0) 2(12. 5) 5(29.4) 

Protective 25. 
Service 26. 

27. 
28. 
29. 

1(.0) 
2(.0)
1(.0) 

1(0.1) 

1(0.l) 
2(2. 7) 

30. 
31. 
32. 

Para 
'IUI'AL 

33. 
4(0.1) 

171(4.0) 
2(0.2) 

53(6.1) 
2(2. 7) 

21(28.0) 4{19.0) 81(2.8) 10(3.4) 1(6.3) 1(5. 9) 

Professionals 34. 
35. 
36. 
37. 
38. 

56(1.3) 
72(1.7) 

102(2.4) 
14(0.3) 

5(0.6) 
3(0.3) 

35(4.l) 
4(0.5) 

3(4.0) 
1(1.3) 
6(8.0) 
2(2. 7) 

1(12. 5) 

36(1.3) 
58(2.0) 
44(1. 5) 

7(0.2) 

8(2. 7) 
4(1.3) 

15(5.0) 
1(0.3) 

4~6.3~
6 9.5 
1(1.6) 

39. 
40. 

IDrAL 415(9.8) lOO(ll.6) 33(44.0) 4(19.0) 1(12.5) 226(7.9) 38(12.8) 11(17. 5) 1(6.3) 1(5. 9) 

Office 41. 
Clerical 42. 

43. 
44. 
45. 
46. 
47. 

29(0. 7) 
521~12.3)
351 8.3) 
80(1.9) 
9(0.2) 

2(0.2) 
14~1.6~
13 1.5 
5(0.6) 

1~1.3~
2 2.7 

2(9. 5) 
1(4.8) 

23(0.8) 
432(15.0) 
300(10.4) 
72(2. 5) 
9(0.3) 

4(1.3) 
54(18.1) 
23(7. 7) 
3(1.0) 

10(15.9) 
11(17.5) 

6(37. 5) 
1(6.3) 

2(11.8) 

48. 
TOI'AL 990(23.3) 34(3. 9) 3(4.0) 3(14.3) 836(29.1) 84(28.2) 21(33.3) 7(43.8) 2(ll.8) 



Annual Total HALE * IDIALE 

Job Category 

Salary (Colums) 

(B-K)
A 

White 
B 

Black 
C 

Hi'rnic 
Asiat1 or liner. ind. 
Pac, Isl. Alaslran 

I': F 
White 

G 
Black 

H 
Hispanic 

I 

Asian or 
Pac.Isl, 

J 

/mer.Ind. 
Alaskan 

K 
l:INllCP 

Slrilled Craft 49. 
so. 
51. 
52. 
53. 
54. 
55. 
56. 

14(0.3~
12(0.3 

6(0.1) 

14~1.6~12 1.4 
6(0. 7) 

Service 
Maintenance 

TOI'AL 
57. 
58. 
59. 
60. 
61. 
62. 
63. 

32(0.8) 
3(0.1) 
4(0.1) 

28(0. 7) 
125(2.9) 
23~0.5)
2 0) 

32(3. 7) 

9(1.0) 
62(7.2) 
5(0.6) 

1(1,3) 
8(10. 7) 
1(1.3) 1(4.8) 

1(20.0) 1(12.5) 

3(0.1) 
4(0.1) 

17(0.6) 
44(1.5) 
15~0.5~2 0.1 

1(0.3) 
4(1.3) 5(7.9) 

1(6.3) 

64. 

TOTAL FUU. TIME 
TOI'AL 185(4.4) 

4241 
76(8.8) 

862 
10(13.3) 
75 

1(4.8) 
21 

1(20.0) 
5 

1(12. 5) 
8 

85(3.0) 
2876 

5(1. 7) 
298 

5(7.9) 
63 

1(6.3) 
16 17 

NB-I HIRES 
Officials/Adm 73. 
Professionals 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 

10(1.0) 
283(27.6) 
253~24.7)

2 0.2) 
127(12.4) 
277(27.0) 

5(3.2) 
77(48. 7) 
5(3. 2~ 
1(0.6 

23(14.6) 
11(7.0) 

3(17.6) 

1(5. 9) 
8,(47.1) 

3(50.0) 
1(16. 7) 

2(j3,3) 

4(80.0) 

1(20.0) 

4(0.6) 
166(23. 5) 
105(29.1) 

80~11.3)
220 31.2) 

1(1.0) 
23(23.0)
30(30.0) 

10(10.0)
34(34.0) 

3(12. 5~ 
11(45.8 

4(16. 7)
6(25.0) 

1(25.0) 

1~25.0)
2 50.0) 

3~50.0~
116.7 

2(33.3) N 
w
I-' 

Serv./Maint. 80. 73(7.1) 36(22.8) 5(29.4) 30(4.3) 2(2.0) 

TOTAL NBl HIRES 1025 158 17 6 5 705 100 24 4 6 



lCANSAS - Functton 4: ~lice Protection 
Annual Total 
Salary (<bl1.b118) 

MW: 

Aaian or ltnet j tnd. 

• 
Aaillll or 

ralAlE 

llner. Ind. 
Job Category (B--K) 

A 
White 

B 
Blact 

C 
ltiapanic 

D 
Pac. tel. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 
Pac. Isl. 

J 
Alastan 

K 
HNDCP 

Officials/ 1. 
Administrators 2. 

3, 
4. 

1(0.1) 1(16. 7) 

5. 

Professionals 

6. 
7. 
8. 

'lUl'AL 
9. 

5(0.6) 
23(2.6) 
18(2.0) 
47(5.3) 

5(0. 7) 
20(2.9~
17(2,5 
42(6.2) 

1(6. 7) 

1(6. 7) 

1(10.0) 

ltlO.I>) 

l~0.6~1 0.6 
2(1.2) 1(16. 7) 

10. 
11. 
12. 
13. 

Technicians 

14. 
15. 
16. 

'IDl'AL 
17. 

12(1.4) 
39(4.4) 
3(0.3) 

54(6.1) 

4(0.6) 
35(5.1) 
3(0.4) 

42(6.2) 

1(6.7) 
1(6. 7) 

2(tl.3) 

7~4.1~3 1.8 

lO(S.9) 

18. 
19. 
20. 

Protective 

21. 
22. 
23. 
24. 

'IDl'AL 
25. 

18(2.0) 
11(1.2) 
46(5.2)
22(2,5) 
97(11.0) 

3(0.4)
7(1,0) 

37(5.4)
22(3.2) 
69(10.1) 

2(20.0) 

2(20.b) 

15~8.9~
4 2.4 
7(4.1) 

26(15.4) 

N 
I.,) 
N 

Service 26. 

Para 

27. 
28. 
29. 
30. 
31. 
32. 

'IDl'AL 
33. 

1(0.1) 
29(3.3) 
28(3.2) 

137t15.5)
354 40.0) 

4(0.5) 
553(62.5) 

25(3. 7) 
.19(2.8) 
117i17.2)
347 51.0) 

4 0.6) 
.512(75.2) 

1(6.7) 
7(46.7) 
3(20.0) 

11(73.3) 

4(40.0) 
3(30.0) 

7(70.0) 

li0.6~4 2.4 
7(4.1~
8(4.7 
1(0.6) 

21(12.4) 

1(16. 7) 

1(16. 7) 

1(33.3) 

1(33.3) 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 

7(0.8) 
1(0.1) 

7(4.1) 
1(0.6) 

40. 

Office 
'IOl'AL 

41. 
8(0.9) 8(4. 7) 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 
48. 

15(1.7) 
48t5·4i34 3.8 
5(0.6) 
4(0.5} 

2(0.3) 
2(0.3) 

1(100.0) 

14(8.3) 
46~27.2)
29 17.2) 
2(1.2) 
4(2.4) 

2(33.3) 
2(33.3) 

1(33.3) 

1(33.3) 

'IOl'AL 106(12.0) 4(0.6) 1(100.0) 95(56. 2) 4(66. 7) 2(66. 7) 



iaui1 'lbtai HAiB * mtALE 

Job Qitegory 

Salaey (O>llllitll) 

(B-tt)
A 

White 
B 

11ack 
C 

llttm:tc 
Alliiti ot ltiiet. bid. 
Pac, U1. AJ.ajjkari wbit:e 

E F G 
Blaclr 

H 
Hispanic

I 

Asian or 
Pac. Isl. 

J 

/mer.Ind.
Alaslran 

K 
IINDCP 

SHlied Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

5(0.6) 
2(0.2) 
1(0.1) 

5(0.7~
2(0.3 
1(0.l) 

Service 
'lUl'AL 

57. 
8(0.9) 8(1.2) 

Maintenance 58. 
59. 
60. 
61. 
62. 

2(0.2) 
4(0.5) 
6(0. 7) 

1(0.l) 
3(0.4) 

1(6.1) 
2(1.2) 
2(1.2) 
3(1.8) 

63. 
64. 

'lUI'AL FULL TIME 
mrAl. 12(1.4)

885 
4(0.6) 

681 
1(6.7) 

15 10 1 
7(4.1) 

169 6 3 
NBJitlRf.S 

Officials/Adm 73. 
Professionals 74. 
Teclmicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Stilled Craft 79. 
Serv./Haint. 80. 

4(3.3) 
10(8.3) 
9(7.5) 

65(54-.2) 
1(0.8). 

26t21.1)
2 1.7)
3(2.5) 

3(4.3) 
8(11.4) 
2(2.9)

54(77.1) 

2(2.9) 
1(1.4) 

2(100.0) 2(100.0) 

2~4- 7)
7 16.3) 
7(16.3)
1(2.3) 

24(55.8) 

2(4. 7) 

1(50.0) 

1(50.0) 1(100.0) 
N 
uJ 
uJ 

'IUl'AL NBI HIRES 120 70 2 2 43 2 1 



l 

l 

l(ANSAS - Function 6: Natural Resources 
Annual Total MAI.E * IDIALE 

Job Category 

Salary (Col11111s) 

(B--K)
A 

White 
B 

Blaclr 
C 

Hisgsntc 
Asian ot lmer.tnd. 
Pac. Isl. Alaslcan 

E F 
~ite 

G 
Blaclc 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

/'ll'ter. Ind. 
Alaskan 

K 
HNDCP 

Officials/ 1. 
Administrators 2. 

3. 
4. 

Pro£essionals 

5. 
6. 
7. 
8. 

'lUl'AL 
9. 

4(0.3) 
14(1.0) 
42~3,0~
26 1.9 
86(6.2) 

4(0.4) 
11(1.1) 
38(3.9)
26(2. 7) 
79(8,2) 

1(10.0) 

1(10.0) 

3~0.8~3 0.8 

6(1.6) 

10. 

Technicians 

11, 
12. 
13. 
14. 
15. 
16. 

TOI'AL 
17. 
18. 

1(0.1)
1(0.1)

47(3.4) 
123i8.8)
40 2. 9) 

212(15.3)
1(0.1) 

1(0.1) 
36(3. 7)

107(11.1)
39(4.0) 

183(18.9)
1(0.1) 

1(3. 7) 

1(3.7) 

1(10.0l 

1(10.0) 

1(33.3) 

1(33.3) 

2(100.0) 

2(100.0) 

1(0.2) 

9~2.5~13 3,6 
1(0.2~

.24(6.6 

Protective 
Service 

19. 
20. 
21. 
22. 
23. 
24. 

'IUI'AL 
25. 
26. 

4(0.3) 
41~2.9~
35 2.5 

145(10.4)
142(11).2) 

1(0.l) 
369(26.5)

1(0.1) 

1(0.1) 
10~1.0~27 2.8 

124(12.8) 
138~14.3)

1 0.1) 
302(31.2) 

2(7.4) 

4(14.B) 
1(3. 7) 

7(25. 9) 

1(33.1) 
1(33.3) 

2(66. 7) 

3(0,8) 
26(7.1)
7(1. 9)

16(4.4) 
2(0.5) 

54(14.8)
i(0.2) 

1(12.5) 

1(12. 5) 

2(28.6) 
1(14.3) 

3(42. 9) 

N 
w 
-I>-

27. 
28. 
29. 
30. 

4(0.3) 
26(1,9) 

4(0.4)
26(2. 7) 

31. 
32. 

2(0.1) 2(0.2) 

Para 
'IUI'AL 

33. 
33(2.4) 32(3.3) 1(0.2) 

Professionals 34. 
35. 
36. 
37. 
38. 

24(1. 7) 
3~0.2~7 0.5 
2(0.l) 

16(1. 7) 
1(0.1) 
2(0.2) 

8(2. 2~ 
2(0.5 
5(1.3)
2(0. 5) 

39. 
40. 

'IUl'AL 36(2.6) 19(2.0) 17(4.6) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 
48. 

18(1.3) 
lll(B.0) 
83(6.0) 
24(1. 7) 
6(0.4) 

3(0.3) 
7(0. 7) 
7(0. 7) 
2(0.2) 
1(0.1) 

2(7 .4) 

14(3.8) 
101(27.6) 
71(19.4) 
20(5. 5) 
5(1.3) 

1(12. 5) 
2(25.0) 
2(25.0) 

1(14. 3) 
1(14.3) 
2(28. 6) 

'lUrAL 242(17.4) 20(2.1) 2(7.4) 2l1(57. 7) 5(62.5) 4(57 .1) 



Annual Total Wl1i: * FEMALE 

Job Category 

Salary (<blUIIIS) 

(B-tc)
A 

White 
B 

lllack 
C 

Hilipllnic 
D 

Asillll or hiet,tnd. 
Pac. Iel. Alaskan 

E F 
White 

G 
lllaclr 

H 
Hispanic 

I 

Asian or 
Pac .. Isl. 

J 

hoer. Ind.-
Alaslean IINDCP 

K 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 

2(0.l) 
26(1.9) 
11(0.8) 
5(0,4) 

1(0.1) 
25(2.6) 

11~1.1~5 0.5 

l(j. 7) 
1(0.3) 

56. 
'IUl'Al. 44(3.2) 42(4.3) 1(3. 7) 1(0.3) 

Ser'lice 57. 
Maintenance 58. 

59. 
60. 
61. 
62. 
63. 

83(6.0) 
54(3. 9) 

195(14.0) 
31(2.2) 
5(0.4) 

58(6.0) 
30(3.1) 

166(17.2) 
31(3.2) 
5(0.5) 

1(3. 7) 
2(7.4) 

13(48.1) 
1(10.0) 
7(70.0) 

24(6.6) 
20(5.5) 
8(2.2) 

1(12.5) 
1(12.5) 

64. 
'IUl'AL 

'IUl'AL FUlL TIME 
368(26.5) 

1390 
290(30.0) 
967 

16(59.3) 
27 

8(80.0) 
10 3 

NSl lti:RFS 
2 

52(14.2) 
366 

2(25.0) 
8 7 

Officials/Ian 73. 
Professionsls 74. 
Technicians 75. 
Prot. Sel"I. 76. 
Para-Prof, 77. 
Off/Clerical 78. 
Slrilled Craft 79. 
Serv. /Maint. 80. 

4(1.0) 
23(6.0) 
50~13.0)
5 1.3) 

24(6.2) 
88(22,9) 
7(1.8) 

184(47.8) 

4(1.8) 
19(8. 5) 
20~9.0~
5 2.2 

12(5.4) 
11~4.9)

6 2. 7) 
146(65.5) 

1(10.0) 
3(30.0) 

l(ltl,0) 
5(50.0) 1(100.0) 

1(100.0) 2~1.4)
24 16.7) 

12(8.3) 
74(51.4) 

j2(22,2) 

1(50.0) 

1(50,0) 

2(50.0) 

2(50.0) 
N 
w 
V, 

fl' 
'IUl'AL NBl HIRES 385 223 10 1 1 144 2 4 

I 
[' 
ti 
tl 

It 
I{ 



l 
,,_,. 

KANSAS - Function 7: lb,pital.s 6, Sllnatorilllli 
.Amual Total 
Salary (<bl111118) 

.lit r.ategory (B-l) White Biaclr 
A 8 C 

Officiale/ 1. 
hlministrators 2. 

3. 
4, 
5. 
6. 3(0.1) 1(0.l) 
7. 43(0.8) 15(1.0) 1(0.4) 
8. 27(0.5) 17(1.1) 

'IU1'At. 73(1.4) 33(2.1) 1(0.4) 
Professionals 9. 

10. 
11. 
12. 
13. 2(0) 1(0.1) 
14. 150~2.9) 43(2.8) 4(1.4) 
15. 377 7.4) 106(6.8~ 7(2.5~
16. 116(2.3) 39(2.5 1(0.4 

1UrAL 645(12. 7) 189(12.2) 12(4.3) 
Technicians 17. 

18. 239(4. 7) 137(8.8) 15(5.4) 
19. 419(8.2) 252(16.2) 43(15.5) 
20. 10(6.2) 
21. 80(1.6) 12(0.8) 1(0.4) 
22. 10(0.2) 2(0.1) 
23. 7~0.1) 3(0.2) 1(0.4) 
24. l 0) 1(0.4) 

'lUl'Al. 766(15.0) 406(26.1) 61(22.0) 
Protective 25. 
Service 26. 

27. 2(0) 2(0.1) 
28. 2(0) 2(0.1) 
29. 55(1.1) 47(3.0) 5(1.8) 
30. 23(0.5) 19(1.2) 3(1.l) 
31. 1(0) 1(0.1) 
32. 

'lUl'AL 83(1.6) 71(4.6) 8(2. 9) 
Para 33. 11(0.2) 4(0.3) 

Professionals 34. 
35. 57(1.1) 10(0.6) 2(0. 7) 
36. 921(18.1) 212(13.6) 82(29.6) 
37. 677(13.3) 156(10.0) 16(5.8) 
38. 76(4.8) 18(6.5)496~9. 7~
39. 511.0 13(0.8) 7(2. 5) 
40. 

'lUl'AL 2213(43.4) 471(30.3) 125(45.1) 
Office 41. 

Clerical 42. 
43. 11(0.2) 1(0.1) 
44. 161(3.2) 10(0.6) 
45. 180(3.5) 15(1.0) 
46. 80(1.6) 13(0.8) 
47. 10(0.2) 1(0.4) 
48. 

'IDrAL 442(8.7) 39(2.5) 1(0.4) 

HALE 

ltisgartlt 

1(1.8) 

6(10.5) 
7(12.3) 

2(3.5) 
3(5,3) 

1(1.8) 

6(10.5) 

1(1.8) 

1(1. 8) 

1(1. 8) 
11(19.3) 
4(7. 0) 
8(14.0) 
1(1. 8) 

25(43.9) 

1(1.8) 
1(1.8) 

2(3.5) 

Asiall Cl~ /met,ttld, 
Pac, 1111. Alastat\ 

E F 

1(16.7) . 
3~7.0i1(16.7) 29 67.) 

2(33.3) 32(74.4) 

1(16. 7) 

1(16. 7) 

1(16. 7) 1(2.3) 
2(33.3) 4(9.3) 

* 

White 
G 

2~0,1)
26 1.0) 
10(0.4)
38(1.4) 

. 1(0) 
93(3.5) 

246~9.3~23 0,9 
363(13.7) 

74(2.8) 
107(4.1) 

8(0.3) 
55(2.1) 
7(0.3~
3(0,l 

254(9.6) 

2~0.1)
l 0) 

3~0.1~7 0.3 

31(1. 2) 
501(19.0) 
421(15. 9) 
293(11.1) 
16(0.6) 

3(50.0) 5(11.6) 1269(48.0) 

1(2.3) 

1(2.3) 

7(0.3) 
137(5.2) 
150(5.7) 
61(2.3) 
7(0.3) 

362(13. 7) 

biact 
H 

1(0.2) 

1(0.2) 

7(1.6) 
9~2.1~3 0,7 

19(4.5) 

9(2.1) 
10(2.4) 
2(0.5~
8(1.9 

29(6.8) 

9(2.l) 
90(21.2) 
71(16. 7) 
92(21.6) 
14(3.3) 

276(64.9) 

1~0.2~12 2.8 
8(1. 9) 
5(1.2) 
1(0.2) 

27(6.4) 

1Uern1c 

1(1. 7) 

2~3.4~11.7 
4(6.8) 

2(3.4) 
2(3.4) 

3(5.1) 
1(1. 7) 

8(13.6) 

l~l.7)
11 18. 6) 
8(13.6~
6(10.2 

26(44. l) 

l~l. 7~1 1. 7 
3(5.l) 
1(1.7) 
1(1. 7) 

7(11.9) 

Asiall or 
Pee, tel,

J 

3(42.9) 

2(28.6) 

5(71.4) 

1(14.3) 

1(14.3) 

FEMAlE 

/mar.Ind. 
Alaslren HNDCP 

K 

4~13.8~13 44.8 
17(58.6) 

1(3.4) 

1(3.4) 

1~3.4~5 17. ) 
1~3.4~l 3.4 

8(27. 6) 

2(6. 9) 

2(6,9) 

=1 

I!
I; 
1, 
I, 

I 
1! 
:; 
I' 

i/ 

Ii 
i' 

N 
w 
°' 



,~ 

Annual Totai MALE * FEMALE 

Job Category 

Salary (Cbl\11118) 

(B-K) 
A 

White 
B 

Blaclr 
G 

Hispanic 
D 

Asian or kier. Ind. 
Pac. Isl. Alaslran 

E F 
White 

G 
Blaclr 

H 
Hispanic 

I 

Asian or 
Pac.Isl. 

J 

/mer.Ind. 
Alaslran 

K 
HNOCP 

Slrilled Craft 49. 
50. 
51, 
52. 
53. 
54. 
55. 
56. 

3 
68~1.3~

101 2.0 
47(0. 9) 

54~3.5~
92 5.9 
46(3.0) 

4(1.4) 

1(0.4) 

2(3.5~
3(5.3 2(4. 7) 

3~0.1~
8 0.3 
4(0.2) 

Service 
'IUl'AL 

57. 
219(4.3) 192(12.4) 5(1.8) 5(8.8) 2(4.7) 15(0.6) 

Maintenance 58. 
59. 129(2.5) 32(2.1) 17(6.1) 3(5.3) 2(4. 7) 66(2.5) 6(1.4) 3(5.1) 
60. 
61. 
62. 
63. 

317(6.2) 
167(3.3) 
33(0.6) 
11(0.2) 

70(4.5) 

36~2.3~7 0.5 
8 0.5) 

35(12.6) 
11~4.0~
l 0.4 

4(7.0) 
3~5.3~
l 1.8 

1(2.3) 168(6.4) 
87~3.3~
14 0.5 
2(0.l) 

29(6.8) 
27~6.4~
10 2.4 
1(0.2) 

8(13.6) 
3(5. l) 

1(14.3) 1(3.4) 

64. 

'IUl'AL RJl1. TIME 
'IOTAL 657(12. 9) 

5098 
153(9.8) 

1554 
64(23.1) 

277 
11(19.3) 
57 6 

3(7.0) 
43 

337(12.8) 
2641 

73(17.2) 
425 

14(23. 7) 
59 

1(14.3) 
7 

1(3.4) 
29 

NFlol HIRES 
Officials/Mn 73. 1(0,1) 1(1.1) 
Professionals 74. 
Technicians 15. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Slrilled Craft 79. 
Serv./Haint. 80. 

'IUl'AL HSI HIRES 

138(10.1) 
323~23.6)
13 1.0) 

655(47.9) 
73(5.3) 
13(1.0) 

152(11.1) 

1368 

30(6.5) 
169~36.3)
' 11 2.4) 
198(42.6) 

3(0.6) 
10(2.2) 
44(9.5) 

465 

liO. 9)
42 37.8) 
2 1.8) 

49(44.1) 

17(15.3) 

111 

2~11.8~
2 11.8 

8(47.1) 

5(29.4) 

17 

1~20.0~ 12(70.6) 76~12.l 
l 20.0 9114,4) 

3(60,0) 3(17.6) 325(51.6) 
61(9.6) 
3(0. 5) 

2(11.8) 74(11.7) 

5 i7 630 

4~4.5)
15 17.0) 

54(61.4) 
7(8.0) 

7(8.0) 

88 

2~11.8l
2 11.8 

8(47.1~
2(11.8 

3(17.6) 

i7 

2(100.0) 

2 

10~62.5)
1 6.3) 

5(31.3) 

6 

N 
w 
-..J 

l 
~ 
Cl: 
!I 
"' :;I,, 
/:

l 
!\ 
' 
1; 
I; 
·' 



KANSAS - Rmction 8: Health 
Annual 
Salary 

Total 
(Cbl11111s) 

MALE * F&IALE 

Asiah or imet.tnd. Asian or hner.Ind. 
Job Category (B-K)

A 
White 

B 
Black 

C 
Misganic Pac.tel, Alaskan 

E F 
White 

G 
Blaclr 

H 
Hispanic 

I 
Pac. ta!. 

J 
Alaskan 

K 
HNDCP 

Officials/ l. 
Administrators 2. 

3. 
4. 
5. 

Professionals 

6. 
7. 
8. 

9. 
'IUfAL 

1(0.2) 
30(4.8) 
47(7.6) 
78(12.6) 

1(0.4) 
11(4.1) 
33(12.3) 
45(16. 7) 

19~5.8~
14 4.2 
33(10.0) 

10. 
11. 
12. 

Tecmicians 

13. 
14. 
15. 
16. 

'IUfAL 
17. 

1(0.2) 
34(5.5)

144(23.2) 
25~4.0)

204 32.9) 

16(5.9) 
83(30. 9)
22(8.2) 

121(45.0) 

1(25.0) 
1(25.0) 
1(25.0) 
3(75.0) 

16(4.8) 
57(17.3)
1(0.3) 

74(22.4) 

1(33.3) 

1(33.3) 

1~12.5~
1 12.5 
2(25.0) 

4(50.0) 
1(33.3) 
1(33.3) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

rorAL 

8(1.3) 
41(6.6) 
31(5.0) 
44(7.1)
2(0,3) 

126(20.3) 

3(1.1) 
21(7.8) 
20(7.4) 
37(13.8) 
2(0.7) 

83(30. 9) 

1(100.0) 

1(100.0) 

5(1.5~
20(6.1 
11~3.3~6 1.8 

42(12. 7) 

N 
uJ 
00 

Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

rorAL 
Para 33. 

Professionals 34. 
35. 1(0.2) 1(12. 5) 
36. 
37. 1(0.2) 1(0.3) 
38. 
39. 
40. 

IDrAL 2(0.3) 1(0.3) 1(12. 5) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 

9(1.5) 
98~15.8l
69 11.1 
18(2.9) 
2(0.3) 

3~1-~2 0. 
1(0.4) 

1(25.0) 

1(50.0) 
1(50.0) 

8~2.4)
92 27.9) 
63(19.1) 
15(4.5) 
2(0.6) 

2(66. 7) 1(12. 5) 
1(12. 5) 
1(12.5) 

2(66. 7) 

48. 
rorAL 196(31.6} 6(2.2} 1(25.0) 2(100.0} 180(54.5) 2(66. 7) 3(37.5) 2(66. 7) 



r~-

Annual Total 
Salary (<blums) 

. Job Category (B-IC),. 
Skilled Craft 49. 

50. 
51. 
52. 
53. 2(0.3)
54. 
55. 
56. 

'lUl'Al. 2(0.3)
Service 57. 

Maintenance 58. 
59. 
60. 2(0.3) 
61. 10(1.6)
62. 
63. 
64. 

'lUl'AL 12(1.9) 
'lUl'AL F1lLL TIME 620 

·officials/Alb 73. 7(6.3)
Professionals 74. 28(25.2)
Tecbnicians 75. 27(24.3) 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical· 78. 45(40.5)
Skilled Craft 79. 1(0.9) 
Serv./Msint. 80. 3(2. 7) 

'IOrAL ~ HIRFS 111 

~ite 
B 

lllaclr 
C 

MME 

Hisgantc 
Asian or liner. tnd. 
Pac. Isl. Alastran 

~ F 

• 
White 

G 
Blaclr 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

mfAI.E 

/mer. Ind. 
Alaskan IINOCP 

K 

2(0. 7) 

2(0. 7) 

2(0. 7) 
10(3. 7) 

12(4.5) 
269 

6(12.2) 
17(34. 7) 
21(42.9) 

4 2 l 
N5I HIRES 

330 

1(1.6) 
11(17. 7)
6(9.7) 

3 8 3 

1~2.0~1 2.0 
3(6.1) 

49 

44(71.0) 

62 

N 
\.,J 
\0 



KANSAS - F\Jnction 10: O:um.Jnity Develorment 
Annual Total 
Salary (U>lllllls) 

Job Category (B-K) White 
A B 

Black 
C 

HALEI 

Asian ot /.irer. tnd. 
lttsganic Pac. tel. Alaska n 

E F 

* 

White 
G 

Blade 
fl 

Hispanic 
I 

Asian or 
Pac ,Ial. 

J 

FEMALE 

f'lller . Ind . 
Alaskan HNDCP 

K 

Officials/ 1. 
Administrators 2. 

3. 
4. 
5. 
6. 
7. 2(3 . 6) 2(8. 0) 
8. 4(7.3) 3(12. 0) 

'lurAL 6(10. 9) 5(20.0) 
1(50.0) 
1(50. 0) 

Professionals 9. 
10. 
11. 
12. 
13. 1(1.8) 1(4.0) 
14. 3(5. 5) 3(12. 0) 
15. 17(30. 9) 9(36.0) 
16. 1(1.8) 1(4.0) 

'lurAL 22(40.0) 14(56.0) 

1(100.0) 

1(100.0) 

7(30.4) 

7(30. 4) 
Technicians 17. 

18. 
19. 
20. 
21. 
22. N 
23. 
24. 

-I'-
0 

rorAL 
Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

'IUfAL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39 . 
40. 

'IUfAL 
Office 41. 

Clerical 42. 
43. 3(5. 5) 1(4. 0) 
44 . 14~25.5) 3(12.0) 
45. 4 7. 3) 

1(50.0) 
1(4. 3) 
9(39.1) 
3(13. 0) 

l (50) 
1( 50) 

l ( 100) 

46. 2(3. 6) 1(4. 3) 1(100) 
47. 
48. 

'IUl'AL 23(111.8) 4(16. 0) 1(50. 0) 1'1(60 . 9) 1(100) 2( 100) 1(100) 



r-· 

MDll81 'ibtal 
Salary (0,lmns) 

Job Category (B-lc)
A 

Skilled Craft 49. 
50. 
51. 
52. 
53. 1(i.B>
54. 
55. 
56. 

10l'AL 1(1.8) 
Service 57. 

Maintenance 58, 
59. 
60. 
61. 3(5.5)
62. 
63. 
64. 

'IDTAl. 3(5.5) 
'lOl'AL Rlf.L TIME 55 

Officials/ldn 73. 1(4,5) 
Profesaiooala 74. 6(27,3) 
Tecllniciaoa 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78, 13(5!"1) 
Skilled Craft 79. 
Serv./Maint, 80. 2(9,1) 

'1UTAL Ns,J ittRES 22 

HALE * FEMALE 

White 
B 

Blaclr 
C 

tttsgmic 
Asian or hoer. lnd. 
Pac. lal, Alaalrad 

E F 
\4hite 

G 
Black 

H 
Hispanic 

1 

Asian or 
Pac. lal. 

J 

Amer. Ind. 
Alaslran 

K 
IINllCP 

1(4.0). 

1(4.0) 

1(4.0) 2(8. 7) 

1(4.0) 
25 2 1 

2(8.7) 
23 1 2 1 

N8'I HIRES 
1(10.0) 
4(40.0) 1(100) 1(10.0) 

4(40.0) 1(100) 8(80.0) 
N 
.i:--
I-' 

1(10,0) 1(10.0) 

U) l 10 



~-

KAl&\'3 - f\n:tioo H: O>rrecttoos 
Annual 11:>tal 
Salary (O>llllilll) 

.lib category (8-k)
A 

Officials/ 1. 
A,:biniatratora 2, 

3. 
4. 
5. 
6. 2(0,2) 
7. 16(1.3) 
8. 9(0. 7) 

'l01'AL 27(2.2) 
ProfeaaionaLt 9. 

10. 
11. 
12, 
13. 1~0.1)
14. 23 1.9) 
15. 69~5.7~
16. 14 1.2 

rorAt. 107(8,8) 
tecbniclana 17. 

18. 
19. 2(0.2) 
20. 1(0.1) 
21. 
22. 
23. 
24.

rorAL 3(0.2) 
Protective 25. 1(0,l) 
Service 26. 

27. 1(0.1) 
28. 
29. 285(23.5) 
30. 222(18.3) 
31. 82(6.8) 
32. 

'lUl'AL 591(48. 7)
Para 33. 

Professionals 34. 
35. 3(0.2) 
36. 1(0.1) 
37. 118(9. 7) 
38. 44(3.6) 
39. 7~0.6)
40. l 0.1) 

'lUl'AL 174(14.3) 
Office 41. 

Clerical 42. 
43. 7(0.6) 
44. 64~5.3~45. 46 3.8 
46. 12(1.0) 
47. 3(0.2)
48. 

'lUl'AL 132(10.9) 

White 
B 

2(0.3) 

11~1.6~4 0.6 
17(2.4) 

9(1.3) 
3.5(5.0~
8(1.1

52(7,4) 

189(26. 9) 
179(25.5) 
70(10.0) 

438(62.4) 

3(0.4) 

34(4.8) 
8(1.1) 
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) 

111act 
C 

~ 

lif.T"·tc 

.,, 

Aitan 1,t llhet. ind. . 
Pllc,Ul. Alailkail Whit:e 

t F G 
ti111ck 

H 
m,-,·• ic 

Asian or 
Pac,1111, 

J 

nMALE 

/mer.Ind,
Alaskan HNllCP 

K 

2~1.1~3 2.6 
5(4.3) 

1(4.2) 
1(4.2) 

~lo.1~1 0.3 
3(1.0) 

1(1.8) 

1(1.a> 

1(0,9)
2(1,7)
6(5,1) 

l)(t7} 

1(4.2) 

1~4.2~
2 8.3 

1ili,5!3 37,5 
4 50,0 

8~2-ij25 8.4 
2~0. 7)

j5 11.7) 

2~j,6~l 1,8 

j(5,S) 

1(3j,3) 

1(33.3) 

1(50) 

1(50) 

2~0. 7!l 0,3 

1(0.9) 

21(17.9) 
11(9.4) 
5(4.3) 

38(32. 5) 

5(20.8) 
5(20.8) 
2(8.3) 

12(50. 0) 

1(50) 

1(50) 

1(12. 5) 

1(12.5) 

3(1.0) 

56(18. 7) 
18(6.0) 
4(1.3) 

78(26.1) 

1(1.8) 

13(23.6) 
7(12. 7) 

21(38.2) 

1(33.3~
1(33.3 

2(66.7) 

N 
J:'-
N 

38(32. 5) 
14(12. 0) 
4(3.4) 

56(47. 9) 

6(25.0) 

6(25.0) 

1(50) 

1(50) 

1(0.3) 
32(10. 7) 
12(4.0) 
1(0.3) 

46(15.4) 

7(12.7) 
10(18.2) 

17(30. 9) 

5(1. 7) 
55(18.4) 
34~11.4)
6 2.0) 
1(0.3) 

101(33.8) 

2(3.6) 

1~1.8~2 3.6 

5(9.l) 

1(50) 

1(50.0) 

t:-
(~ -



Annual Total 
Salary (Columa) 

Job r.ategory (B-K) 
A 

Skilled Craft 49. 
50. 
51. 
52. 1(0.1) 
53. 33(2. 7) 
54. 48(4.0)
55. 18(1.5) 
56. 

IDrAL 100(8.2) 
Service 57. 

Maintenance 58. 
59. 5(0.4) 
60. 23~1.9)61. 36 3.0~
62. 12 1.0 
63. 4(0.3) 
64. 

IDrAL 80(6.6) 
TOTAL FUlL TIME 1214 

Officials/Adm 73. 6(2.3) 
Professionals 74. 16(6.2) 
Technicians 75. 2(0.8) 
Prot. Serv. 76. 138(53. 5) 
Para-Prof. 77. 32(12.4) 
Off/Clerical 78. 31(12.0) 
Skilled Craft 79. 16(6.2) 
Serv./Maint. BO. 17(6.6) 

TOTAL NEW HIRES 258 

White 
B 

1(0.1) 
30(4.3) 
46(6.6) 
18(2.6) 

95(13.5) 

1(0.1) 
4(0.6) 

13~1. 9~7 1.0 
2(0.3) 

27(3.8) 
702 

3(2.0) 
6(4.1) 

103(70.1) 
8(5.4) 
3(2.0) 

15(10.2) 
9(6.1) 

147 

Blaclr 
C 

1(0.9) 

1(0.9) 

2(1. 7) 

3~2.6~2 1.7 
1(0. 9) 

8(6.8) 
117 

2(9.l) 
1(4.5) 

9(40. 9) 
8(36.4) 

2(9.1) 

22 

HAti: * 
Asian ot hnet.tnd. 

ltiapanic Pac. tsl. Alaslran White 
D E F G 

2~25.0~
1(4.2) l 12.5 

1(4.2) 1(37. S) 

3(1.0) 
1(4.2) 14(4. 7) 
1(4.2) 13~4.3l

3 1.0 

2(8.3) 33(11.0) 
24 2 ~ 299 

NEW HIRES 

9(12. 7) 
2(2.8) 

2(100) 19(26.8) 
11(15.5) 
26(36.6)

1(100) 
4(5.6) 

2 1 71 

,. 

FEMALE 

Asian or hoer. Ind. 
Blaclr Hispanic Pac. Isl. Alaslran HNDCP 

H I J K 

1(1.8) 
2(3.6) 
4(7.3) 1(50) 1(50) 

1(1.8) 

8(14.5) 1(50.0) 1(50.0) 
55 3 2 2 

1(7.1) 

5(35. 7~ 
5(35. 7 N 
1(7 .1) 1(100) .i:,. 

I.,,,) 

2(2.8) 

14 1 

j 



KANSAS - FlXlction 14: ~1.oyment Security 
Annual Total kALE * ralAlE 
Salary (O:>b.u118) 

Job category (B-IC)
A 

White 
B 

Black 
C 

tttbnic 
Asian or /mer. lnd. 
Pac. tel. Alaskan 

E F 
White 

G 
Black 

H 
Hisrnic 

Asian or 
Pac. Isl. 

J 

/mer. Ind. 
Alaskan 

K . 
HNDCP 

Officials/ 1. 
ldministraLors 2. 

3. ~ 

4. 
5. 

Professionals 

6. 
7. 
8. 

9. 
mrAL 

11(0.8) 
78(5.8)
36(2.7) 

125(9.3) 

5(0.9) 
57(10.7) 
32(6.0) 
94(17.6) 

2(5.3) 
1(2.6) 
3(7.9) 

4(14.3) 
2(7 .1) 
6(21.4) 

1(33.3) 
1(33,3) 

6(0.9) 
14(2.1) 

20(3.0) 

1(2.l) 

1(2.1) 

10. 
11. 
12. 
13. 
14. 
15. 
16. 

1UrAL 

179(13.3) 
159(11.8) 
235(17.5) 
43(3.2) 

616(45.8) 

54(10.1) 
68(12.8) 

166(31.1) 
42(7.9) 

330(61.9) 

4(10.5) 
10(26.3) 
8(21.1) 

22(57.9) 

5(17.9)
5(17. 9) 
5(17. 9) 

15(53.6) 

1(100) 

1(100) 

97~14.6)
72 10.8) 
50(7.5) 
1(0.2) 

220(33.1) 

11~22.9)
4 8.3) 
3(6.3) 

18(37.5) 

5(19.2) 

2(7. 7) 

7(26. 9) 

3(100) 

3(100) 
Technicians 17. 

18. 
19. 11(0.8) 2(0.4) 1(2.6) 7(1.1) 1(3.8) 
20. 
21. 
22. 
23. 
24. 

rorAL 

14(1.0) 
23(1.7) 
39(2.9) 
4(0.3) 

91(6.8) 

2(0.4) 
10(1.9) 
28(5.3) 
3(0.6) 

45(8.4) 

j(7,9) 
1(2.6) 

5(13,2) 

2(7.1) 

2(7.1) 

1~33,3~
1 33.3 
2(66. 7) 

10(1.5!
8(1.2 
9(1.4) 

14(5.1) 

2(4.2) 

2(4.2) 1(3.8) 

l',J 
~ 
~ 

Protective 25. 
Service 26. 

27. 1(0.1) 1(3.6) 
28. 
29. 1(0.1) 1(0.2) 
30. 
31. 
32. 

1UI'A1. 2(0.1) 1(0.2) 1(3.6) 
Para 33. 

Professionals 34. 
35. 30(2.2) 3(0.6) 21(3.2) 4(8. 3) 2(7. 7) 

36. 
37. 
38. 

1(0.1) 
108(8.0) 

2(0.l) 

1(0.2) 
25(4. 7) 2(5.3) 76(11.4) 

2(0.3) 
3(6. 3) 2(7. 7) 

39. 
40. 

'IUl'AL 141(10.5) 29(5.4) 2(5.3) 99(14. 9) 7(14. 6) 4(15.4) 

Office 41. 
Clerical 42. 

43. 
44. 
45. 
46. 
47. 

30(2.2) 
158[11.8)
102 7.6) 
36(2. 7) 
6(0.4) 

1(0. 2) 

1(0.2) 
3(0.6) 
3(0.6) 

1(2.6) 
1(3. 6) 
1(3.6) 

26(3.9) 
137(20.6) 
92(13. 9) 
32(4.8) 
2(0.3) 

3~6. 3)
11 22. 9) 
5(10.4) 

9(34.6) 
3(11. 5) 

1(3.8) 

48, 
1UrAL 332(24.7) 8(1.5) 1(2,6) 2(7,L) 289(43. 5) 19(39.6) 13(50.0) 



rL--- - -

Annual -i'otal MME * FlMAIE 

.bb Category 

Salary (0,11.tmis) 

(~-tc)
A 

White 
B 

~lack 
C 

Hispanic 
D 

Asian or hrer, tnd. 
Pac.Isl. Alaskan Whitl! 

E t G 
Black 

H 
Hispanic 

I 

Asian or 
Pac.Isl. 

J 

/mer, Ind. 
Alaskan 

K 
IINDCP 

stilled Craft 49. 
50. 
51. 
52. 
53. 
54. 

4(0.3) 3(0.6) 1(3.6) 

55. 
56. 

1(0.1) 1(0.2) 

Service 
rorAL 

57. 
5(0.4) 4(0.8) 1(3.6) 

Maintenance 58. 
59. 
60. 
61. 
62. 

7(0.5) 
24(1.8)
1(0.1) 

6(1.1) 
16(3.0) 4(10.5)

1(2.6) 
l(j,6) 2(0.3) 1(2.1) 

1(3. 8) 

63. 
64. 

10fAL FUil. TIME 
rorAL 32(2.4) 

1344 
22(4.1) 

533 
5(13.2)

j8 
1(3.6) 
28 j 

NEl4 IIIRES 
1 

2(0.3) 
664 

l~2.1, ~p-8> 3 

Officiala/Mn 73. 
Professionals 74. 
Technicians 75. 
Prot. Sen. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv. /Haint. 80. 

12(j,3) 
93(2D) 
33(9.0~
1(0.3 

112(30.4) 
106(28.8)

1(0,3) 
10(2. 7) 

6(5. 7) 
46(43.8) 
14(13.3) 

28(26.7) 
3(2. 9) 
1(1.0) 
7(6. 7) 

2(25.0) 
3(37.5) 

2°(25.0) 

1(12.5) 

1(11.1) 
4(44.4) 
1(11.1) 
1(11.1)· 

1(11.1) 

l(li.1) 

1(100) 

5(2,3) 
35(16.3) 
13(6.0) 

73(34.0) 
89(41,4) 

5(25.0) 

6(30.0) 
9(45.0) 

1~10.0~110.0 

j(30.0) 
4(40.0) 

1(10.0) 

N 
.i:-
V, 

rorAL ND1 ltIRES j68 105 8 g 1 215 20 10 



IW6AS - Function i5: Other 
Amual Total MALE * m1ALE 
Salary (C.Olums) 

Asian or Arner.Ind. Asian or Alller.lnd. 
Job Category (B-K) 

A 
White 

B 
Black 

C 
Hispanic 

D 
Pac. ts!. Alaskan 

E F 
White 

G 
Black 

H 
Hi spanic 

I 
Pac. Isl. 

J 
Alaskan HNDCP 

I( 

Officials/ 1. 1(1.0) 
Aaninistrators 2. 

1(2.6) 

3. 
4. 
5. 
6. 1(1.0) 
7. 7(7. 2) 
8. 3(3.1) 

'IUI'AL 12(12.4) 

6(15.4) 
2(5.1) 
9(23.1) 

1(2.0~
1(2.0 
1(2. 0) 
3(5.9) 

Professionals 9. 
10. 
11. 
12. 
13. 
14. 3(3.1) 
15. 16(16. 5) 

2(5.1) 
7(17.9) 

1(2.0) 
9(17.6) 

16. 
'IUI'AL 19(19.6) 

Technicians 17. 
9(23.1) 10(19. 6) 

18. 
19. 
20. 
21. 
22. 2(2.1) 
23. 2(2.1) 
24. 

2(5.1) 
1(2. 6) 1(2. 0) 

N 
.r,-
CJ', 

'IUfAL 4(4.1) 
Protective 25. 

3(7. 7) 1 (2. 0) 

Service 26. 
27 . 2(2.1) 
28. 1(1.0) 

2(5.l~
1(2.6 

29. 
30. 
31. 
32. 

'IUfAL 3(3.1) 3(7. 7) 
Para 33. 

Professionals 34 . 
35. 
36. 
37. 3(3. l) 
38. 

3(5 . 9) 

39. 1(1.0) 
40. 

l( 2. 0) 

'IUfAL 4(4 . l) 4(7. 8) 
Office 41. 

Clerical 42. 
43. 5(5. 2) 1(2. 6) 4(7. 8) 
44. 12~12.4)
45. 16 16. 5) 

1(2.6) 
1(2.6) 

1(20) 9(17 .6) 
15(29.4) 

l( S0) 

46. 7 (7. 2) 2(5.0) 4(7 .8) 1( 50) 
47. 1(1.0) 1(2.0) 
48. 

1UfAL 41(42.3) 5(12.8) 1(20.0) 33 (6Li . 7) 2(100. 0) 



f'-

Annual Total 
Salary (0>1111118) 

Job Category (B-K)
A 

Slcilled Craft 49. 
50. 
51. 
52. 
53. 3(3.1) 
54. 1(1.0)
55. 1(1.0) 
56. 

'IDl'AL 5(5.2) 
Service 57. 

Maintenance 58. 
59. 2(2,l) 
60. 4(4.1)
61. 3(3.1)
62. 
63. 
64. 

'1U1'AL 9(9.3) 
10fAL FUIL TIME 97 

Officials/Adm 73. 1(9,l) 
Professiooala 74. 
Technicians 75. 
Prot. Serv. 76. 1(9.1) 
Para-Prof. 77. 
Off/Clerical 78, 8(72. 7) 
Steil led craft 79. 
Serv./Maint, 80. 1(\1.1) 

'IOl'AL NEW lllRES 11 

I.bite 
B 

Black 
C 

MME 

Hispanic 
D 

Asiad or hoer.ind. 
Pac.isl, Alaikan 

E F 

* 

White 
G 

Black 
H 

Hispanic 
I 

Asian or 
Pac.Isl. 

J 

FEMALE 

Amer. Ind. 
Alaskan IINDCP 

K 

3(7. ij
1(2.6 
1(2.6) 

5(12.8) 

1(2.6) 
2(5.1) 
2(5.1) 

1(20) 
2(40) 
1(20) 

5(12.8) 
39 

1(25) 

4(80.0) 
5 

NBllillUS 
51 2 

1(25) 

2(50) 

4 

1(100) 

1 

5(100) 

5 

1(100) 

1 

N 
-1:-
-.J 



KANSAS - Total Elrploymeol: 
ra1AIBAmual ' Tot:~1 MA1.E * 

Sal.sty (n,1um,) 
Asian dt ltnet. lricl. Asian or liner. Ind. 

Job Category (8-K) White Blllct Htsgantc Pac.Isl, Alaskah wtilte Blaclt Hisric Pac. 191. Alaslcan HNDCP 
A B C E F G H j K 

Officials/ 1. 
A.ininlstcators 2. 

3. 
4. 
5. 
6. 
7. 
8. 

T.CYl'AL lb93(4.6) 748(7.1) 18(2.6) 11(4,1} 2(6,1; ?.(2.4) 289(2.7) 22(2.2) 1(2.6) 
Professionals 9. 

10. 
11. 
12. 
13. 
14. 
15. 
16. 

TOl'AL 4855(20.4) 2414(22.9) 99(14.0) )0(18. 7) 8(24.2) 55(66.3) 2023(18.7) 140(14.2) 29(11. 8) 11(28.2) 26(50.0) 
Technicians 17. 

18. 
19. 
20. 
21. 
22. N .,_23. 

(X)24. 
'IUI'AL 4058(17 .1) 2242(21.3) 100(14.2) 38(14.2) 11(33.3) 4(4.S) 1481(13.8) 127(12. 9) 40(16. 3) 2(5.1) 7(13 . 5)

Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

TOTAL 1368(5. 8) 1149(10. 9) 60(8.5) 21(7.9) 1(3. 0) 1(1.2) 111(1.0) 22(2.2) 3(1.2)
Para 33. 

Professiooale 34. 
35. 
36. 
37. 
38. 
39. 
40. 

TOTAL 3015(12. 7) 677(6.4) 218(30. 9) 36(13. 5) 4(12.1) 6(7.2J 1676(15. SJ 339(34. SJ 43(17.SJ 6(1 5.4J 10(l9.2J Office 41. 
Clerical 42. 

43. 
44. 
45. 
46. 
47. • 
48. 

TOTAL 5197(21. 9) 344(3.3J 20(2.8) 23(8. 6) 2(2.4J 4454(41.3) 231(23. 5J 102(41.5) 16(41.0) 5(9.6) 

https://344(3.3J
https://10(l9.2J
https://43(17.SJ


Annual Tota1 MALE * FEMALE 
Salary (Colllllls) 

Astail or Amer. ind. Asian or hoer. Ind. 
Job Category (B-K)

A 
White 

B 
Black 

C 
1ttsganic Pac. ls!. Alaskan 

E F 
White 

G 
Blade 

H 
Hispanic 

I 
Pac.Isl. 

J 
Alaskan 

K 
HNDCP 

Slrilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

Service 
'IOI'AL 

57. 
1375(5.8) 1263(12.0) 28(4.0) 28(10.5) 5(15.2) 6(7.2) 45(0.4) 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

turAL FUlL TIME 
'IOl'AL 2780(11. 7) 

23741 
1702(16.l) 
10539(44.4) 

162(23.0) 
705(3.0) 

60(22. 5)
267(1.1) 

2(6.1) 7(8.4)
33(0.1) 83(0.3) 
NEW HIRES 

708(6.6)
10793(45.5) 

103(10.5)
984(4.1) 

29~11.8)
246 1.0) 

j~7.7~
39 0.2 4~7. 7~52 0.2 

Officials/Adm 73. 
Professionals 74. 
Techniciaos 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Slrilled Craft 79. 
Serv. /Melot. 80. 

83(1.5)
837(15.2) 
899!16.4)
227 4.1) 
966(17.6)

1274(23.2)
92(1. 7) 

1118(20.3) 

55(2.6) 
347(16.6) 
371!17.8)
177 8.5)
275(13.2) 
80(3.8)
75(3.6) 

709(33.9) 

3(1.4)
13(6.0) 
55!25.2)
14 6.4) 
69(31. 7)
7(3,2) 
2(0.9) 

55(25.2} 

1(1.4) 
12(16.9) 
9!12. 7)
5 7.0) 
9(12.7) 
8~11.3)
3 4.2) 

24(33.8) 

2(28.6) 17(63.0) 
2(28.6) 1(3, 7) 

3(42.9) 4(14.8) 

1(3. 7) 
4(14.8) 

20(0. 7) 
384(14.2) 
394(14.6)
26(1.0) 

507(18. 7) 
1064!39.3)

11 0.4) 
299(11.1) 

4(1.5) 
40~14.6~
48 17.5 
5(1.8) 

76(27. 7) 
83(30.3) 

18(6.6) 

7(9.6)
17(23.3) 

15(20.5) 
26(35.6) 

8(11.0) 

2(25.0) 

3(37.5) 
3(37.5) 

13~54.2)
2 8.3) 

5(20.8) 
3(12. 5) 

1(4.2) 

N .c-
\0 

1UrAL NEW~ 5496 2089(38.0) 218(4.0) 71(1.3) 7(0.1) 27(d. 5) 2705(49.5) 274(5.d) 73(1.3) 8(0.1) 24(0.4) 



MISSC'UlI - Function 1: Financial Adminietratiot\ 

Job Category 

Annual 
Salary 

Total 
(Co1ums) 

(B-K) 
A 

White 
B 

Blad 
C 

MAIB 

Hiepahic 
D 

Asian or tmet, ind. 
Pee. Isl. Alaskan 

E F 

* 

White 
G 

Black 
H 

Hislnic 
Asian or 
Pac. Isl. 

J 

m1ALE 

Amer. Ind. 
Alaskan HNOCP 

K 

Officials/ 1. 
Amtinistrators 2. 

3. 
4. 

Professionals 

5. 
6. 
7. 
8. 

1UfAL 
9. 

21(0. 7) 
57(1. 8) 
62(2 . 0) 
42(1.4) 

182(5. 9) 

6(0, 6) 
26(2. 6) 
42(4.3) 
39(4.0) 

113(11. 5) 

1(1. 7) 
1(1.7) 
2(3.4) 
1(1. 7) 
5(8.5) 

14~0. 7)
29 1.5) 
17(0.9) 
2(0.1) 

62(3. 2) 

1(0. 8) 
1(0.8) 

2(1. 6) 

10, 
11. 

Technicians 

12. 
13. 
14. 
15. 
16. 

'IUI'AL 
17. 

1(0) 
41~1.3)

186 6. 0) 
359(11. 6) 
47(1.5) 

634(20. 5) 

24(2.4) 
100(10. 2) 
259(26.3) 
46(4. 7) 

429(43.6) 

1(1. 7) 
6(10.2) 
8(13.6) 

15(25.4) 

1(50.0) 
1(50.0) 

2(100) 

2(100) 

2(100) 

i(lOO) 

1(100) 

1(0.1) 
13(0. 7) 
76(4.0) 
79(4.1) 
1(0.1) 

170(8.9) 

3(2. 4) 

2~1. 6~7 5.6 

12(9.6) 

1(33 .3) 

1(33.3) 

1~25. 0~
1 25 .0 

2(50.0) 

18. 

Protective 

19. 
20. 
21. 
22. 
23. 
24. 

TUI'AL 
25. 

22(0. 7) 
88~2.8)

121 3. 9) 
55(1.8) 
35(1.1) 
1(0) 

322(10.4) 

13(1. 3) 
46(4.7) 
37(3.8) 
29(3.0) 
1(0.1) 

126(12.8) 

1(1.7) 

l (1. 7) 

21(1.1) 
67(3. 5) 
71(3.7) 
17(0.9) 
6(0. 3) 

182(9.5) 

1(0. 8) 
6(4.8) 
4(3.2) 

11(8.8) 

1(33.3) 

1(33.3) 

1(25. 0) 

1 (25. 0) 

N 
u, 
0 

Service 26. 
27. 
28. 
29. 
30. 

13(0.4) 
13(0.4) 
• 4(0.1) 
4(0.1) 

10(1.0) 
9(0, 9) 
4(0. 4) 
4(0.4) 

1(1. 7) 
2(3.4) 2~0 . 1~

2 0.1 

31. 
32. 

1(0) 1 (0.1) 

TUI'AL 
Para 33. 

Professionals 34. 

35(1. 1) 
3(0. 1) 

28(2.8) 
1(0.1) 

3(5.1) 
4~0 . 2~
2 0.1 

35. 
36. 
37. 
38. 
39. 
40. 

5(0. 2) 
74(2 . 4) 

137(4.4) 
35(1.l) 
3(0.1) 

1(0.1) 
14(1.4) 
59(6.0) 
21(2. l) 
2(0.2) 

3(5. l) 

4(0. 2) 
58(3 .0) 
69(3. 6) 
11(3.6) 
1(0. L) 

2(1. 6) 

6~4. 8~
3 2.4 

Office 
TUI'AL 

41. 
257 (8 .3) 98(10,0) 3(5 . 1) 145(7.6) 11(8.8) 

Clerical 42. 
43. 
44. 
45. 
46. 
47 . 
48. 

3(0.1) 

'547~17.7~ 
58118.8 
301(9. 7) 
56(1.8) 
9(0.3) 

30(3 . l) 
25(2. 5) 
12(1.2) 
5(0. 5) 
4(0.4) 

3(5.1) 

3~5.1~
1 1.7 
1(1. 7) 

3(0. 2) 
476(24.8) 
521~27.2~ 
275 14.4 
49(2.6) 
5(0.3) 

37(29.6) 
31~211. 8~
13 10. 4 
1(0.8) 

1(33.3) 
1(25.0) 

'IUI'AL 1497(48. 4) 76(7. 7) 8(13.6) 1329(69.4) 82(65. 6) L(33.3) L(25.0) 



r-· 

Job Category 

Annuli! 
Salary 

Tobi! 
(Cbl1111111) 

(B-K)
A 

White 
B 

Bl.ad· 
C 

HAtE 

t!i8r8•ie 

* 
Adalt ot /mer. incl. 
Pac. td. Alaskan l,lhtte 

E F G 
Black 

It 
Hispanic 

I 

Asian or 
Pec. lel. 

J 

FEMAlE 

hoer.Ind. 
Alaskan HNOCP 

K 

Stilled Craft 49. 
.50. 
51. 
52. 
53. 
54. 
55. 
56. 

rorAL 
Service 57. 

Heintenenc:e 58. 
59. 
60. 
61. 
62. 
63. 
64. 

rorAt. 
1Ul'AL FULL T1HE 

Officiale/ldn 75. 
Professionals 76. 
Techniciens 77. 
Prot. Serv. 78. 
Para-Prof. 79. 
Off/Clerical 80. 
Slrilled Craft 81. 
SerY. /Meint. 82. 

19(0.6) 
13(0.4)
25(0.8)
6(0.2) 

10(0.3) 

73(2.4) 

1(0)
26(0.8) 
17~0.5~29 0.9 
15(0.5)
7(0.2) 

95(3.1) 
3095 

8(1.5) 
140(25.8) 
36(6.6)
17(3.1) 
41(7,6) 

274(.50.6) 
4(0. 7) 

22(4.1) 

9(0.9)
9(0.9) 

25(2.5) 
5~0.5~10 1.0 

58(5.9) 

1(0.l)
6(0.6) 

15(1. 5)
19(1.9)
9(0.9)
5(0.5) 

55(5.6) 
983 

7(3.8) 
90(48.6) 
17(9.2) 
16(8.6)
17(9,2) 
20(10.8)
4(2.2) 

14(7 .6) 

7~11.9)
l 1.7) 

8(13.6) 

10(16.9) 
1(1. 7) 
2(3.4~
2(3.4
1(1. 7) 

16(27.1.) 
59 

1(12.5) 

1(12.5) 
1(12.5) 

5(62,5) 

2 2 1. 
NEU !!IRES 

1(100) 

3(0.2) 

1(0.1) 

4(0.2) 

6(0.3) 
1(0.1) 
8~0.4)
4 0.2) 
1(0.1) 

20(1.0) 
1916 

1.(0.3) 
46(13.6) 
19(5.6) 
1(0.3~

20(5.9 
247(73. 7) 

:J(0.9) 

3(2.4) 

3(2.4) 

4(3.2) 

4(3.2) 
125 

2(18.2) 

3(27.3) 
6(54.5) 

3 4 

N 
V, .... 

'lUl'AL NB,J ltIRES 542 185 8 1 337 il 



Mlsroll.1 - Fuo::tioo 2: Streets & Highways 
Annual Total MAIB * mW£ 
Salary (Colums) 

Asian ot- Amer. Ind. Asian or &.er. Ind. 
Job Category (B-K) 

A 
White 

B 
Black 

C 
Hisrnic Pac. Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hisrnic Pacjlsl. Alaskan 

I{ 
HNDCP 

Officials/ l. 
Acbinistrators 2. 

3. 
4. 
5. 
6. 
7. 
8. 

IDTAL 

1(0) 
29(0.5) 
30(0.5) 

28(0. 5) 
28(0. 5) 

1(0. 5) 
1(0. 5) 

l(O. 3) 

1(0.3) 
Professionals 9. 

10. 
11. 
12. 
13. 

Technicians 

14. 
15. 
16. 

TOTAL 
17. 

23(0.4) 
927(14.4) 
150(2.3) 

1100(17.l) 

18(0,j) 
901(15.5) 
149(2.6) 

1068(18.4) 

5(2. 3) 

5(2.3) 

1(7 .1) 
3(21.4) 

4(28.6) 

2(33.3) 

2(33.3} 

4(12.5) 
1(3.1) 
5(15. 6) 

4(1.3) 
11(3. 5) 

15(4. 7) 

1(6.3) 

1(6.3) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

14(0. 2) 
131(2.0) 
356(5. 5) 
226(3.5) 

9(0.2) 
120(2.1) 
350(6. 0) 
223(3.8) 

1(0.5) 
6(2. 8) 
3(1.4) 
1(0. 5) 

2(14.3) 
1(7.1) 

4(1.1) 
5( l. ') 
l (U .J{
1(0 . .l N 

\J1 
N 

P!rotective 
TOTAL 

25. 
727(11.3) 702(12.1) 11(5,1) 3(21. 4) 11(3.5) 

Sewice 26. 
27. 
28. 
29. 
30. 
31. 
32. 

TOTAL 
P!Jra 33. 

Professionals 34. 
35. 
36. 
37 . 
38. 
39. 
40. 

TOTAL 
<Ml'fice 41. 

E:F.eri csl 42. 
43. 
44. 
45. 
46. 
47. 
48. 

18(0.3) 
65~1.0)

229 3. 6) 
101(1.6) 
88(1.4) 

5(0.l) 
67(1.2) 
68(1.2) 
84(1.4) 

1(0. 5) 
4(1.9) 
1(0. 5) 
1(0. 5) 

2(14 .3) 

1(3.l) 

15(4. 7) 
55(17 .11 ) 

153 (118.I,) 
31 (9. 8) 

2(0. 6) 

3~18. 8l
2 12. 5 
5(31.3) 
1(6.3) 

1Ul'AL 501(7. B) 224(3.9) 7(3.3) 2(L',.3) 1(3. l) 256(Bl.O) H(68.8) 



r·-

Job Category 

Annual 
Salary 

Total 
(0>1111'118) 

(B-ie)
A 

White 
B 

Black 
C 

MALE 

ltispanic 
D 

* 
Asillrt or hner.Ind. 
Pac. Isl. Alaelcan White 

E F G 
Black 

H 

. Asian or 
Hispanic Pac.Isl. 

I J 

FEMALE 

Amer, Ind.. 
Alaskan HNDCP 

K 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

rorAL 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

rorAL 
'IUrAL FUU. TIME 

Officials/Mn 75. 
Profeasionsls 76. 
Tuchnicians 77. 
Prot. Serv. 78. 
Para-Prof. 79. 
Off/Clerical 80. 
Skilled Craft 81. 
Serv. /Maint. 82. 

4(0;1) 
1082(16.9)
2145(33.4)
599(9.3) 
162(2.5) 

3992(62.2) 

6(0.i) 
49(0.8)
11(0.2) 

66(1.0) 
6416 

l(o.:3) 
14(3. 7) 
20(5.3) 

26(6.9) 
299(79,1) 
18(4.8) 

2(0) 
951(16.3)

2060(35.4) 
581(10.0) 
162(2.8) 

3756(64.6) 

2(0) 
30(0.5) 
7(0.1) 

39(0.6) 
5817 

7(2.6) 
17(6.3) 

3(1.1) 
236(87.1) 

8(3.0) 

2(0,9) 
87(40.5) 
74(34.4)
9(4.2) 

172(80.0) 

2(0.9) 
13(6.0) 
4(1.9) 

19(8.8) 
215 

1(2.0) 

2(3,9) 

42(82.4) 
6(11.8) 

4(28.6) 9(28.1) 
2(33.3) 8~25.0~ 

1(7.1) 8 25.0 

5(35.1\ 2(33.3) 25(78.1) 

1(1617) 
1(16, 7) 1(3,1) 

2(3j,3) 1(1.1) 
14 6 32 

NEJol ltIREs 

1(25.0~
2(50,0 4{100) 
1(25._0) 1(100) 

28(8.9) 
1(0.3) 

29(9,2) 

1(0.3) 
3(0. 9) 

4(1.3)
j16 

6(15.4) 
1(2.6) 

17~43.6~
13 33.3 
2(5.1) 

3(18.8) 

3(18.8) 

1(6.3) 

1(6.3)
16 

1(12. 5) 

5~62.5)
2 25) 

N 
V, 
w 

rorAL I& H1RES 37A 271 51 4 1 4 Jcj II 



MISSCUll - ~tioit j: Nbifc Weiflite 
Aoouil 'lbtal 
Salary (O:>lums) 

Job Category (B-k) White 
A B 

Blac~ 
C 

HAL! 
Milltl bt hiief j tnd, 

filT°·ic •Ne. tll1, Alsik'Stl 
E t 

• 
Whitll 

G 
Bl.act 

H 
ru9r11c 

Asilin or 
Pac.1111. 

j 

mw.E 

tar.Ind. 
Alaslran Htl)(l> 

K 

Officials/ 1. 
Mninistrstors 2. 

3. 
4. 
5. 

Professionals 

6. 
7. 
8. 

rorAL 
9. 

1(0) 
5~0.1)

14 0.3) 
20(0.4) 

2(0.3)
12(1.5) 
14(1.8) 

2(2.3)
2(2.3) 

1(0)
3(0.1) 

4(0.1) 

10. 

Technicians 

11. 
12. 
13. 
14. 
15. 
16. 

'l'OTAL 
17. 

1(0) 
38~0. 7)

2770 50.2) 
959~17.4)
287 5.2)
11(0.2)

4066(73.6) 

9(1.1)
421(53.2)
196(24.8)
93(11.8)
9(1.1) 

728(92.0) 

60(69.0)
17(19.5)
4(4.6) 

81(9M) 

3(75.o>
1(25) 

4(100) 

1~0)
16 0.4) 

1s11~49.5l 
608 16.6 

1(100.0) 156~4.3~ 
2 0.1 

1(100.ll) 2600(70.8) 

13(1.4) 
461~48.4l
132 13.9 
33(3.5) 

639(67.1) 

2(50.0) 

2(50.0) 

5~45.S~
S 45.5 

10(90.9) 

1(100.0) 

1(100.0) 

18. 
19. 

Protective 

20. 
21. 
22. 
23. 
24. 

10I'AL 
25. 

6(0.1)
11(0.2) 
14(0.3)
10(0,2) 

41(0.1) 

4(0.5) 
13(1.6)
9(1.1) 

26(j,3) 

5(0.1~
6(0.2 

tm 
13(0.4) 

l~O.li1 0.1 

2(0.2) 

N 
I.J1 
.i:-

Service 26. 
27. 
28. 
29. 
30. 
31. 
32. 

TOrAL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 

17(0.3) 
37~0. 7)
6 0.1) 
2(0) 

1(0.1) 
2(0. 3) 
1(0.l) 

1(1.l) 2(0.l) 
3(0.1) 
4(0.1) 
1(0) 

14~1.5~33 3.S 

40. 

Office 
Clerical 

TOrAL 
41. 
42. 
43. 
44. 
45. 
46. 
47. 
48. 

62(1.1) 

1(0) 
637~11.5)
510 9.2) 
179(3.2) 

4(0.1) 

4(0.5) 

14!1.8~
3 0.4 
1(0.l) 

1(1.1) 

3(3.4) 

10(0.3) 

1(0) 
470(12.8) 
411~11.2)
158 4.3) 

3(0.1) 

47(4. 9) 

149(15. 7) 
94~9.9~20 2.1 
1(0.1) 

1(25.0) 
1(25.0) 1(9.1) 

TOrAL 1331(24.1) 18(2.3) 3(3.4) I 1043(28.4) 264(27. 7) 2(50.0) 1(9.1) 

~-



r 

Amual Total 
Salary (CblUIIIS) 

Job Category (B-K) 
A 

Skilled Craft 49. 
50. 
51. 
52. 
53. 1(0.0) 
54. 
55. 
56. 

'IUl'AL 1(0) 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

'IUl'AL 
10TAL FULL TIME 5521 

Officials/Adm 75. 9(0.7) 
Professionals 76. 738(56. 9) 
Technicians 77. 20(1.5)
Prot. Serv. 78. 
Para-Prof. 79. 4(0,3) 
Off/Clerical 80. 527(40.6)
Skilled Craft 81. 
Serv./Maint. 82. 

10TAL NEJo1 HIRF.S 1298 

HAi.E * mtAlE 

Asilirl or ilmer.lnd. Asiab or l'tner. Ind. 
White 

B 
Black 

C 
lti.spanlc 

D 
Pac. tsL Ala11kat1 

E F 
White 

G 
Black 

H 
Hispanic 

I 
Pac. Isl. 

J 
Al.aslran 

K 
IINDCP 

1(0.1) 

1(0.1) 

791 87 4 1 3670 952 4 11 1 
ml HIRES 

7(4.4) 
132(83.5) 

8(5.l) 
24(92.3) 1(100j 

2(0.2) 
470~52.4)
12 1.3) 

95(47. 7) 14(93.3) 1(100.0) 1(100.0) 

2(1.3) 
9(5. 7) 2(7. 7) 

1(0.li
412(45. ) 104(52.3) 

1(6. 7) IS) 
V, 
V, 

158 26 1 897 199 15 1 1 



HISSOORI - Function 4: fuUce Protection 
Annual Total MAU: * FEMALE 

Job category 

Salary (O>ltmlll) 

(B-k)
A 

White 
B 

Blaclr 
C 

msgim··1c 
Asi11r1 ot /mer. tnd. 
Pac,I11!. Alaskan 

E t 
White 

G 
Bliclr 

H 
Hispanic 

I • 

Asian or 
Pac. Isl. 

J 

hoer. Ind. 
Alaskan 

K 
HNDCP 

Officials/ 1. 
Administrators 2. 

3. 
4. 
5. 
6. 
7. 
8. 

rorAL 

3(0.2)
1(0.1)
4(0.2) 

3(0.2~
1(0.1 
4(0.3) 

Professioaals 9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 

5(0.3) 5(0.3) 

Teclmicians 
rorAL 

17. 
5(0.3) 5(0.3) 

18. 

Protecthe 

19. 
20. 
21. 
22. 
23. 
24. 

1Ul'AL 
25. 

17(0.9) 
158~8.6)
318 17.2) 
135(7.3)
46(2.5)
1(0.1) 

675(36.6) 

8(0.5) 
112~7.4)
292 19.4)
133(8.8) 
46~3.0~
1 0.1 

592(39.2) 

7~10.8~
8 12.3 

15(23.1) 

1(12.5) 

1(12.5) 

9(3. 7) 
36(14.8) 
13~5.3)
1 0.4) 

59(24.2) 

2(12.5) 
5(31.3) 

7(43.8) 

1(100.0) 

1(100.0) 

N 
I.JI 
Q\ 

Service 26. 
27. 

Para 

28. 
29. 
30. 
31. 
32. 

'IOl'AL 
33. 

7(0.4) 
41(2.2) 

263(14.2) 
586~31.7)
33 1.8) 

930(50.4) 

4(0.3)
38(2.5) 

232(15.4) 
563(37.3)
33(2.2) 

870(57. 7) 

2(3.l) 

23(35.4) 
20(30.8) 

45(69.2) 

5(62.5) 
2(25.0) 

7(87. 5) 

1~50.0)
1 50.0) 

2(11)0.0) 

l~0.4~3 1.2 
1(0.4) 

5(2.0) 

l(&.3} 

1(6.3) 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 
40. 

'IOl'AL 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 
48. 

20(1.l) 
59~3.2~
80 4.3 
21(1.1) 
6(0.3) 
2(0.1) 

1(0.1~
2(0.1 
1(0.1) 
2(0.1) 

1(1. 5) 
20(8.2) 
56i23.0)
77 31.6)
17 7.0) 
5(2.0) 

1(6.3) 
2~12.5~
2 12.5 

1(100.0) 

'IOl'AL 188(10.2) 6(0.4) 1(1.5) 175(71.7) 5(31.3) 1(100.0) 



r·-

Amual total 
Salary (CblUIIIS) 

.iob Category (B-K)
A 

Skil.led Craft 49. 
50. 
51. 
52. 
53. 1(0,l) 
54. 1(0.1)
55. 
56. 

mrAt. 2(0.1)
.Service 57. 

Hainteoaoce 58. 1~0.1~59. 18 1.0 
60. 19(1.0) 
61. 4(0.2)
62. 
63. 
64. 

mrAL 42(2.3) 
'1U1'AL ML TIME 1846 

Officiala/ldn 75. 
Profesaiooala 76. 
Tocboic1- 77. 14(8.8)
Prot. Serv. 78. 125(78.6}
Para-Prof. 79. 
Off/Clerical 80, 18(11.3)
Skilled Craft 81. 1(0,6) 
Serv./Maint. 82. 1(0.6) 

1UrAL tel HIRES 159 

MALE * FF.MALE 

As11111 cit .ltner. tnd. Asian or hoer. Ind. 
White 

B 
liiaci 

C 
ltilipdbic 

D 
Pac. Isl. Alaskllll 

E F 
lliil:E! 

G 
Black 

H 
Hispanic 

I 
Pac.Isl. 

J 
Alastan 

K 
IINDCP 

1~0.l~1 0.1 

2(0.1) 

Jj(0.9) 
15(1,f>
2(0. ) 

3(4.6)
1(1.5) 

1~0.4~4 1.6 1(6.3) 
1~6.3~1 6.3 

I 

30(2.0) 
1509 

4(6.2) 
65 8 1 244 

5(2.0) 
16 

3(18.8) 
1 1 

NB,JltiREs 

10(9.0) 
97(87.4)· 20(100.0j '.J(ltlo.tl) 3~20.b~

4 26.7 1~10.0~110.0 

2~1.8~1 0.9 
~(53.3) 8(80.b) N 

V, 
-.J 

1(0.9) 

111 20 j 15 10 



MI~I - F\Jnction 6: Natural Resources, Psr~II t. Recreation 
Annual 
Salary 

Total 
(O>lllms) 

MALE * FEMALE 

Job Category (B-k)
A 

White 
B 

Biack 
C 

Hisganic 
Asian or /mer. Ind. 
Pac.Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hisrnic 

Asian or 
Pee.Isl, 

J 

/mer . Ind. 
Alaskan 

K 
HNOCP 

Officials/ 1. 
Aaninistrators 2. 

3. 
4. 

Professionals 

5. 
6. 
7. 
8. 

9, 
TOTAL 

2(0.1) 
8(0. 3) 

85(3. 7) 
55(2.4) 

150(6. 6) 

1(0.1) 
8(0. 5) 

82(4. 7~ 
54(3.1 

145(8.4) 

1(14.3) 

1(14. 3) 

1(0. 2) 

2~0.4~
l 0.2 
4(0.8) 

10. 

Technicians 

11. 
12. 
13. 
14. 
15. 
16. 

TOTAL 
17. 
18. 

2(0.1) 
28(1.2) 

134(5. 9) 
220(9.6) 
281(12.3) 

9(0.4) 
674(29.4) 

1(0) 

1(0.1) 
21(1.2) 
98(5.7) 

186(10. 7) 
259(14. 9) 

8(0.5) 
573(33.0)

1(0.1) 

3(9.l) 
4(12.1) 
1(3.0) 

8(24.2) 

1(12.S) 

1(12.5) 

1(14.3) 
1(14.3) 
2(28,6) 
1(14.3) 
5(71.4) 

1(20) 
1(20) 

2(40) 

1(0.2) 
5(1.0) 

28(5 . 8) 
28(5. 8) 
18(3. 8) 

80(16. 7) 

1(5.6) 
3(16. 7) 

4(22.2) 

1(25. 0) 

1( 25 .0) 

19. 
20. 
21. 
22. 
23. 
24. 

13(0. 6) 
49(2.1) 

174(7.6) 
67(2. 9) 
54(2.4) 

1(0.1) 
35(2. 0) 

149(8.6) 
64(3. 7) 
53(3.1) 

7(21.2) 
1(3.0) 

3(37.5) 
1(12. S) 
1(12. 5) 

10(2. 1) 
13(2.7) 
15(3 . 1~ 
1(0. 2 

l (5. 6) 
1(50.0) L( 25 .0) 

N 
V, 

Protective 
Service 

TOTAi.. 
25. 
26. 

358(15. 6) 303(17. S) 8(24. 2) 5(62.5) 39(8. l) 1(5.6) 1( 50 .0) 1(25.0) 

co 

27. 
28. 
29. 
30. 
31. 
32. 

3(0.1) 
54(2.4) 
84(3. 7) 
21(0. 9) 

3(0. 2) 
52(3.0) 
83(4.8) 
21(1.2) 

2(6.1) 

1(0.2) 

TOTAL 
Para 33. 

Professionals 34. 

162(7.1) 159(9. 2) 2(6.1) 
1(0.2) 

Office 
Clerical 

35, 
36. 
37. 
38. 
39. 
40. 

TOTAL 
41. 
42. 
43. 
44. 
45. 
46. 
47. 
48, 

rotAL 

5(0. 2) 
22(1.0) 
52(2.3) 
10(0.4) 
5(0. 2) 
1(0) 

95(4.1) 
1(0) 
1(0) 

104(4. 5) 
148(6. 5) 
93(4.1) 
11(0.5) 
1(0) 

359(15. 7) 

2(0.1) 
18(1.0) 
43(2.5) 
6(0.3) 
3(0.2) 
1(0.1) 

73(4.2) 

2(0.1) 
9(0. 5) 
8(0. 5) 
1(0.1) 

20(1.2) 

2(6.1) 

2(6.1) 

1(12. 5) 

1(12. 5) 

1(20.0) 

1(20.0) 

3(0.6) 
4(0. 8) 
7(1. 5) 
3(0. 6) 
2(0.4) 

19(4.0) 
1(0.2) 
1(0. 2) 

97(20.3) 
132(27. 6) 
81(16. 9) 
10(2.1) 
1(0.2) 

323(67. 4) 

5(27. 8) 
5(27 . 8) 
3(16. 7) 

13(72 . 2) 

1(50.0) 

l( !IO) 

1(25.0) 

1( 25 .0) 



Job Category 

Annual 
Salary 

Total 
(Coll.Dils) 

(B-K) 
A 

White 
B 

Black 
C 

HALE 

Hispllnic 
D 

Asian or Amer.Ind. 
Pac. !Ill. Alaskan 

E F 

* 

White 
G 

Black 
H 

Hispanic 
I 

Asian or 
Pac.Isl. 

J 

FEMALE 

.Amer. Ind. 
Alaskan HNOCP 

K 

Skilled Craft 49. 

Service 
Maintenance 

50. 
51. 
52. 
53. 
54. 
55. 
56. 

rorAL 
57. 
58. 
59. 
60. 
61. 
62. 
63. 

5(0.2) 
18(0.8) 
86(3.8) 
40(1. 7) 
5(0.2) 

154(6. 7) 

1(0)· 
95(4.1) 

189(8.3)
52(2.3) 
1(0) 

5(0.3) 
14(0.8) 
82(4. 7) 
40i2.3~
5 0.3 

146(8.4) 

l~0.l)
81 4. 7) 

182(10,5) 
50~2. 9~
l 0.1 

li3,0)
4 12.1) 

5(15.2) 

6(18.2) 
2(6.1) 1(12. 5) 

1(14.3) 

2(40.0) 

3(D.6) 

3(0. 6) 

6(1.3) 
4(0.8) 

1(25.0) 

64. 
TOrAL 

'IUI'AL FULl. TIME _ 
338(14.8) 

2290 
315(18. 7) 

1734 
8(24.2) 

33 
1(12. 5) 
8 

•1(14.3) 
7 

N&1 HIRES 

2(40) 
5 

10(2.l) 
479 18 2 

1(25.0) 
4 

Officials/Adm 75. 
Professionals 76. 
Technicians 77. 
Prot. Serv. 78. 
Para-Prof. 79. 
Off/Clerical 80. 
Skilled Craft 81. 
Serv./Maint. 82. 

4(1.0) 
137(35. 5) 
59(15.3) 
6(1.6) 

11(2.8) 
76(19. 7) 
49(12. 7) 
44(11.4) 

4(1. 7) 
97(40.8) 
43(18.l) 
5(2.l) 
7(2. 9) 
3(1.3) 

46(19.3) 
33(13.9) 

2(20.0) 

1(10.0) 
1(10.0) 
6(60.0) 

2(100) 1(100) 35(27.1) 
15(11.6) 
1(0.8) 
4(3.1) 

68(52. 7) 
1(0.8) 
5(3.9) 

1(16. 7) 

4(66. 7) 
1(16. 7) 

N 
U1 

'° 

'IUI'AL NEW HIRES 386 238 10 2 1 129 6 



MtS&OU - F\b:tioti 1: lbiptt:aie!and Sanatodt.ilti 
tmual Tota 
Salary (O>lllrila) 

.iii, Oltegory (B~) White Blaclr 
A B C 

M.4tt 

lli~ic 

* 
Mi~ll tir hbe~ iitid. 
Pdc.1111. Alaaklid ~Ute 

~ F G 
Black 

H 
lUT°ic 

Asillti or 
l>ac. 1111. 

J 

FfMALE 

/mer. Ind. 
Alaskan HNllCP 

K 
Officials/ 1. 

hbtoiatratora 2. 
3. 
4. 
5. 
6. 
7. 
8. 

'IUI'At. 
Professionals 9. 

10. 

2(0.2) 
2(0.2) 
4(0.4) 

23(2.0) 

2(0.6~
2(0.2 
4(1,2) 

18(5.6) 1(10,0) 4(0,5)' 

Tucbotciana 

11. 
12. 
13. 
14. 
15. 
16. 

'IUI'AL 
17. 

4(0.4) 
5(0.4)

25(2,2) 
111(9.8)
72(6.3) 
34(3.0) 

274(24.2) 

3(0. 9) 
2(0.6) 
8(2.5) 

15(4.6)
24(7.4) 
22(6.8) 
92(28.4) 

1(50.0) 
1(50.0) 

1(10.0) 
1(10.0~
1(10.0
6(60.0) 

10(100) 

1(0,l~
3(0,4 

15(1.9) 
95(12.1) 
46~5. 9)
4 0.5) 

168(21.4) 

1(11.1) 

1(11.1) 

2(22.2) 
1(50.0) 
1(50.0) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

2(0.2) 
80(7.1) 
87(7. 7) 
8~0. 7)
4 0.4) 

13(4.0) 
10(3.1) 
5(1.5) 
3(0.9) 

1(0. l) 
66(8.4) 
77~9.8~3 0.4 
1(0.1) 

1(11.li
1(11.1 

Is) 
a. 
0 

Protective 
'IUI'AL 

25. 
181(16.0) 31(9.6) 148(18. 9) 2(22.2) 

Service 26. 
27. 
28. 

1(0.1) 1(0.3) 

29. 
30. 
31. 
32. 

Para. 
'IUrAL 

33. 
1(0.1) 1(0. 3) 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 

1(0.l) 
92(8.1) 
73(6.4) 
23(2.0) 
1(0.1) 

13(4.0) 
14(4.3) 
3(0. 9) 
1(0.3) 

1(0.1) 
77(9.8) 

57~7. 3~
20 2.5 

2(22.2) 
2(22.2) 

40. 

Office 
Clerical 

IDrAL 
41. 
42. 

190(16.8) 
' 4(0.4) 

31(9.6) 
2(0.6) 155(19.7) 

2(0.3) 
4(44.4) 

43. 
44. 
45. 
46. 
47. 

51(4.5) 
61(5.4) 
13(1.l) 
1(0.1) 

4(1.2) 
2(0.6) 
1(0.3) 
1(0.3) 

47~6.0~
59 7.5 
12(1. 5) 

48. 
10TAL 130(11.5) 10(3.1) 120(.1.5.3) 

------- - - ------- --------------- Sil~ 



'\I 
i}I 

___-=:::;r- --

>.mual 
Salary 

Job Category 

Skilled Craft 49. 
so. 
51. 
52. 
53. 
54. 
55. 
56. 

TCYI'AL 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

rorAL 
TCYI'AL ruLL TIME 

Officials/Adm 75. 
Professionals 76. 
Technicians 71. 
Prot. Serv. 78. 
Para-Prof. 79. 
Off/Clerical 80. 
Skilled Craft 81. 
Serv. /Matot. 82. 

'IUTALNEWHimS 

Total 
( ColllmS) 

(B-K)
A 

14(1.2) 
13(1.1) 
24(2.1) 
24(2.1) 

75(6.6) 
1(0.1) 
1(0.1) 

190(16.8)
l19(l1,3) 
26~2.3l
10 0.9 

2(0.2) 

279(24.6) 
1134 

1(4.0) 

2(8.0) 

22(88.0) 

25 

HALE * rafAI..E 

Asian ot hner. ind. Asian or !mer.Ind. 
White 

B 
Black 

C 
hisgao·1c l?ac.Isl. Alaskatl 

E F 
White 

G 
Blac~ 

H 
Hispanic 

I 
Pac. Isl. 

J 
Alaskan 

K 
IINDCP 

1(0.3) 
5(1.5) 

15(4.6)
23(7 .1) 

13(1. 1l 
8(1.0 
9~1.l~1 0.1 

44(13.6)
1(0.3) 

31(3.9) 

53(16.4) 
24(7.4) 

2ll6.5!10 3.1 

2(100.0) 

1(50.0) 

1(0,1) 
133(16.9) 

25-~3.2)
4 0.5) 

1(11.1) 1(50.0) 

2 0.6 

111(34.3) 
324 

2(100) 
2 

1(50) 
2 10 

Na,! lttREs 

163(20.8) 
785 

l(li.l) 
9 

1(50.0)
2 

1(6. 7) 

1(10.0) 1(6. 7) N 
Q\ 
1--' 

9(9.0) 13(86. 7) 

10 u 



1

MISSOffil - Function 8: 
Annual 
Salary 

Job Category 

Officials/ 1. 
Administrators 2. 

3. 
4. 
5. 
6. 
7. 
8. 

rorAL 
Professioosls 9. 

10. 
11. 
12. 
13. 
14. 
15. 
16. 

1UI'AL 
Technicians 17. 

18. 
19. 
20. 
21. 
22. 
23. 
24 . 

1UI'AL 
Protective 25. 
Service 26. 

27 . 
28. 
29. 
30. 
31. 
32. 

'IUTAL 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 
40. 

'IUTAL 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 
48. 

'IOTAL 

Health 
Total 

(Colums) 

(B-K) 
A 

8(0.1) 
46(0.4) 

301(2.3) 
91(0.7) 

446(3.4) 

11(0.1) 
12(0.l) 

416(3. 2) 
1048(8.0) 
861(6.6) 
156(1.2) 

2504(19. 1) 

10(0.1) 
356(2. 7) 
338(2. 6) 
87(0.7) 
41(0. 3) 

832(6.4) 

17(0.1) 
80~0. 6)
18 0.1) 

115(0. 9) 

2581(19. 8) 
1612/12.4) 
645 4. 9) 
48(0.4) 

4886(37.4) 

495(3. 8) 

903~6. 9~
331 2.5 
15(0.1) 

1744(13:4) 

White 
B 

3(0.1) 
25(0.8) 

130(4.0) 
61(1. 9) 

219(6. 7) 

8(0. 2) 
5(0. 2) 

112(3.4) 
305(9.4) 
311(9. 5) 

72(2. 2) 
813(24. 9) 

40(1.2) 
39(1.2) 
42(1. 3) 
21 (0. 6) 

142(4.4) 

8(0. 2) 
55(1. 7) 
12(0, 4) 

75(2.3) 

433(13.3) 
214(6.6) 
187(5.7) 
31(1.0) 

865(26. 5) 

43(1.3) 
55~1.7)
27 0. 8) 
9(0.3) 

134(4. l) 

Blad 
C 

3(0.4) 
6(0. 9) 
3(0.4) 

12(1.7) 

1(0.1) 
1(0.l) 

10(1.4) 
14(2. 0) 
21(3.0) 

1(0. 1) 
48(7 .0) 

1(0. 1) 
5(0. 7) 
4(0. 6) 
3(0. 4) 
2(0 . 3) 

15(2. 2) 

7(1.0) 
21(3.0) 
5(0. 7) 

33(4 . 9) 

246(35. 7) 
60(8. 7) 
22(3 . 2) 

l (0.1) 

329(47. 7) 

7(1.0) 
4(0. 6) 
1(0.1) 

12(1. 7) 

MALE 

Hispanic 
D 

1(2. 7) 
3(8. l) 
4(10. 8) 

1(2. 7) 
1(2.7) 
4(10. 8) 

111(37.8) 
20(54 .1) 

1(2. 7) 

l (2 . 7) 

6(16.2) 

6(16.2) 

1(2. 7) 

1(2. 7) 

2(5.4) 

* 
Asian ot Arer. Ind. 
Pac. Isl. Alaskan White 

E F G 

5(0.1) 
16(0.2) 

2(10.5) 129(2.0) 
9(12. 7) 1(5. 3) 12 (0. 2) 
9(12.7) 3(15.8) 162(2.5) 

2(0) 
5(0.1) 

2(2.8) 267(4.1) 
6(8. 5) 1(5.3) 628(9.6) 
8(11.3) 1108(6. 2) 

38(53 . 5) 12(0. 2) 
54(76.1) 1(5. 3) 1322 (20.3) 

4(0.1) 
265(4 .0) 
238(3.6) 
37(0. 6) 
18(0. 3) 

562(8.6) 

3(0) 

3(0) 

4(5. 6) 4(2 1.l) 1175(17.9) 
2(2 . 8) 3(15. 8) 825(12.6) 

245(3 . 7) 
l (5. 3) 14(0.2) 

6(8. 5) 8(42.l) 2259(34.6) 

399(6.1) 
1(5.3) 7lli(l0.9) 

280(11.3) 
6(0. l) 

l(S.3) 1399(21. 5) 

Black 
H 

2(0.1) 
31(1.4) 

33(1.11) 

1(0) 
20(0. 9) 
77(3.4) 
97(4. 2) 

1(0) 
196(8. 6) 

5~0. 2~
116 2.0 
51(2. 2) 
4(0. 2) 

106(1,, 6) 

2(0.1) 

2(0. l) 

695(30.4) 
4% (21. 7) 
188/8. 2)

l 0) 

1380(60.3) 

41~1.8~
119 5. 2 
18(0.8) 

178(7 . 8) 

Hispanic 
I 

1(2 . 5) 
7(1 7.5) 
2(5.0) 
l (2. 5) 

ll(27. 5) 

l (2. 5) 

l (2. 5) 

10( 25.0) 

l (2. 5) 

11(27 . 5) 

2~5.0)
7 17.5) 
2(5. 0) 

11(27.5) 

Asian or 
Pac. Isl. 

J 

2~3.7~ -
2 3. 7 
4(7.4) 

3(5. 6) 
8(1 1.8) 
9(16. 7) 

17(31.5) 
37 (68 . 5) 

3(5.6) 

3(5.6) 

2(3. 7) 
l ( l. 9) 

3(5. 6) 

l~l. 9~l 1. 9 
2(5. 6) 

2(1 . 7) 

FEMALE 

/mer.Ind. 
Alaskan HNDCP 

K 

1(2.8) 
1( 2.8) 

2(5.6) 

2~5.6)
l 2.8) 

3(8.3) 

N 
C]\ 

N 

l (2.8) 

l (2.8) 

6 16. 1l
1ll 30. 6 

2(5.6) 

19(52 .8) 

1~2.8~ 
2 5.6 

5( 1. J, 9) 



f 

Anouai total MALE * FfMAl1: 

Job C'ategoty 

Silary (tbltiilii) 

(B-:()
A 

White 
B 

BLic:k 
C 

ltispsnic 
D 

Asi1111 of Mier. tncf. , 
t>ac. ts!. Alaslcati ~ite 

t F G 
Blac~ 

H 
Hispanic 

I 

Asi11t1 or 
Pac. Isl. 

J 

Jmer. Ind. 
Alas~an IINDCP 

K 

Skilied Craft 49. 

Service 

50. 
51. 
52. 
53. 
54. 
55. 
56. 

rorAL 
57. 

2(0) 
9(0.1) 

147(1.1~
207(1.6
21(0.2) 

386(3.0) 

3(0.1) 
116~3.6)
198 6.1) 
21(0.6) 

338(10.4) 

5~0-ij5 0.7 

10(1.4) 

1(2. 7) 

1(2.7) 

2(2.8) 

2(2.9) 

1~5.3~1 5.3 

2(10.5) 

1(0) 
3(0) 

15~0.2)
1 0) 

20(0.3) 

1(0) 
3(0.1) 
9(0.4) 

13(0.6) 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

rorAL 
'IIJl'AL FULL TIME 

1268(9. 7) 
533(4.1) 
273~2.l~55 0.4 

7 0.1) 

2136(16.4) 
13049 

285(8, 7) 
183(5.6) 
156~4.8~
45 1.4 
7(0.2) 

676(20. 7) 
3262 

141(20,4) 
64(9,3) 
23~3,3~3 0.4 

231(33,5)
690 

1(2. 7) 
2(5.4) 

3(8,1) 
37 71 

4(21,1) 583(8.9) 
172(2.6) 
67~1.0)
3 0) 

4(21.1) . 825(12. 6)
19 6552 

242(10.6) 
110(4.8) 
24~1.0~4 0.2 

380(16. 6)
2288 

5(12.5) 
1(2. 5) 

6(15.0)
40 

5(9.3) 

5(9.3) 
54 

3(8.3) 
2(5.6) 
1(2.8) 

~~16. 7) 

Officials/Adm 75. 
Professiooals 76. 
Technicians 77. 
Prot. Serv. 78. 
Para-Prof. 79, 
Off/Clerical 80. 
Skilled Craft 81. 
Serv./Maint. 82, 

4~0,6)
110 16.4) 

16.(2.4~
9(1,3 

306(45.6)
88(13.1) 
6(0.9)

132(19; 7) 

2(1.1)
25(13,4) 
1~0.5)
2 1.1) 

69(37.1) 
12(6.5)
5(2.7) 

70(37,6) 

3(6.3) 

4(8.3) 
24(50.0)
1(2,1) 

16(3U) 

NBIHIR&', 

1(33.3) 3(42.9) 

1(33,3) 
1(33.3) 3(42.9) 

1(14.:!) 

2(0.6) 
70~22.3)
11 3.5)
2(0.6) 

130(41,.4) 
63(20.1) 

36(11.5) 

7~6.4~4 3.7 

77(70.6) 
12(11.0) 

9(8.3) 

1(100.0) 

1(50) 

1(50.0) 

1(100.0) 
N 
0\ 
w 

'11Jl'A1. ~ H1RFS 671 186 48 3 1 :H4 109 1 2 1 



MISS<Utl - Rn:ttoo 11: ll>rrecti0l18 
Annual Total ~ * Ftl-lALE 

Job Category 

Salary (CbllJIIIS) 

(B-K)
A 

White 
B 

B111ek 
C 

1:119r·hie 
Aaillll ot hnel:,lnd, 
Pac, lal, Alaskan 

E F 
White 

G 
Black 

H 
Hiar'tc 

Asian or 
Pac, Isl. 

J 

Amer.Ind. 
Alaalcan 

K 
IINDCP 

Officials/ 1. 
Administrators 2. 

3. 
4. 
5. 

Professionals 

6. 
7. 
8, 

9. 
'lUl'AL 

1(0) 
1(0) 
8(0.3) 

10(0.4) 

1(0.ll
1(0,1 
7(0,5) 
9(0.6) 

1~0.8~1 0,8 

10. 
11. 
12. 

Technicians 

13. 
14. 
15. 
16. 

'lUl'AL 
17. 

191(8.2) 
371~16,0) 
213 9,2i
17(0.7 

792(34.1) 

68(4.6) 
263(17.9) 
164~11.2)
17 1,2) 

512(¥t,9) 

18(14.1) 
18(14,1)
10(7,8) • 

46(35.9) 

1(100,I>) 

1(100.0) 

3(100) 

3(100) 

83(14.5) 
69(12.1) 
29(5.1) 

181(31. 7) 

22(18.5~
18(15.1 
9(7.6) 

49(41.2) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

11(0.5) 
1(0) 

10(0.4) 

2(0.1) 
1(0.1) 
6(0.4) 

8(1.4) 

4(0. 7) 

1(0.8) 
N 
(1\ 

~ 

ProtectiYe 
'lUl'AL 

25. 
22(0.9) 9(0,6) 12(2.1) 1(0.8) 

Service 26. 
27. 
28. 
29. 
30. 
31. 
32. 

27(1.2) 
46(2,0) 

672(29.0) 
53(2.3) 

8(0.5) 
33(2,2) 

545(37.2) 
51(3.5) 

8~6.3)
6 4.7) 

40(31.3) 
1(0.8) 

2(7.4) 

4~0. 7~5 0,9 
74~13.0)
1 0.2) 

7~5.9J2 1.7 
10(8.4) 1(100.0) 

Para 
'IUl'AL 

33. 
798(34.4) 637(43.4) 55(43.0) 2(7.4) 84(14. 7) 19(16.0) 1(100.0) 

Professionals 34. 
35. 
36. 
37. 
38. 

99(4.3) 
27(1.2) 

61(4.2) 
23(1.6) 

17(13.3) 
1(0.8) 

10(1.8) 
3(0.5) 

11(9.2) 

39. 
40. 

Office 
'IUl'AL 

41. 
126(5.4.) 84(5. 7) 18(14.1) 13(2.3) 11(9.2) 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 
48. 

122(5.3) 
144~6.2~
85 3.7 
8(0.3) 
2(0.1) 

3(0.2) 
4~0.3)

22 1.5) 
5(0.3) 
1(0.1) 

1(0.8) 

9(33.3)
12(44.4) 
4(14.8) 

94(16. 5~ 
118(20. 7 
54(9.5)
2(0.4) 
1(0.2) 

14ill.8)
10 8.4) 
3(2.5) 
1(0.8) 

1(50.0) 

1(50.0) 

1(100.0) 

'lUl'AL 361(15.6) 35(2.4) 1(0.8) 25(92.6) 269(47.1) 28(23.5) 2(100.0) •1(100,0) 

~" -



Anoual Total MAu: * rn1ALE 

Job r.ategory 

Salary (Coll.DIIS) 

(B-K) 
A 

White 
B 

Black 
C 

Hispanic 
D 

Asian or hrer.Ind . 
Pac.Isl. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 

Asian or 
Pac. Isl. 

J 

/vrer. Ind. 
Alaskan 

K 
HNDCP 

Stilled Ct'aft 49. 
50. 
51. 
52. 
53 . 
54. 
55. 
56. 

34(1.5) 
60~2.6)
21 0.9) 

23(1. 6) 
59(4.0) 
20(1.4) 

3(2.3) 

i(O. 8) 

2(0. 4~ 
1(0.2 

6(5. 0) 

Service 
Maintenance 

rorAL 
57. 
58. 

115(5,0) 
1(0) 

102(7.0) 
1(0.1) 

4(3.1) 3(0. 5) 6(5. 0) 

59. 
60. 3(0.1) 3(0.2) 
61. 
62. 
63. 

56(2.4) 
31(1.3)

5(0.2) 

44(3.0) 
26(1.8) 

5(0.3) 

2(1.6) 
2(1.6) j~1.2~2 0.4 

3(2. 5) 
1(0.8) 

64. 

IDI'AL FllLL TIME 
1UfAL . 96(4.1) 

2320 
79(5.4) 

1467 
4(3.1) 

128 i 3 21 
9(1. 6)

571 
4(3.4) 

119 2 l 1 
NEi-1 HIRES 

Officials/Adm 75. 
Professionals 76. 
Technicisns 77. 

81(i8.8) 32(14.6) 8(53.3) 30(17.9) 11(44. 0) 

Prot. Serv. 78. 
Para-Prof. 79. 
Off/Clerical 80. 
Skilled Ct'aft 81. 
Serv. /Maint. 82. 

201(46.5) 
5(1.2) 

119(27. 5) 
5(L2) 

21(4. 9) 

165(75.3) 
2(0.9) 
3(1.4) 
2(0. 9) 

15(6.8) 

5(33.3) 

1(6. 7) 

1(6. 7) 

i{iOO) 30(17.9) 
3(1.8) 

97~57.7)
3 1.8) 
5(3.0) 

14(56.0) 2(100. 0) 2(100.0) N 
C1' 
V, 

1UfAL NEU ltmEs 432 219 15 1 168 25 2 2 



MISSCUU - Functioo 14: ~1.oyment:' Security
&IDUal Total 
Sa1'ty (Oolt11111) 

Job Category (B-lt) White 
A B 

91.lick 
C 

HAU: 

ltf.tg,intc 
Aaillil ot /me~. tbd. 
Pac, Isl, Alaakill 

E F 

• 
\Atil:e 

G 
Black 

H 
llisrnic 

Asian or 
Pac,Ial, 

J 

mw.E 

illner,Ind, 
Alaskan HNDCP 

K 

Officials/ 1. 
ldntniatratora 2, 

3. 
4. 
5. 

Profeasiooals 

6. 
7. 
8. 

'101'AL 
9. 

4(0.2) 
239~10.2)
16 0.7) 

259(11. 0) 

2(0.2) 
196(22.0)
16(1.8) 

214(24.0) 

1(2.0) 
8(16.0) 

9(18.0) 

1(25.0) 

1(25.0) 26(2.1) 

1(0.1) 
25(2.0) 

9(5.8) 

9(5.8) 

10. 
11. 
12. 
13. 
14. 
15. 
16. 

197(8.4) 
852(36.3)
181(7. 7) 

72(8.1) 
356(40.0) 
135(15.2) 

6(12.0) 
19(38.0) 
4(8.0) 

. 
2(100.0) 

1(25.0)
2(50.0) 1(50.0) 

110(8.9) 
403(32.6) 
40(3.2) 

8(5.1)
67(42.9) 
2(1.3) 

1(33.3) 1(33.3) 

Tochniciana 
TOI'AL 

17. 
1230(52.4) 563(63.2) 29(58.0) 2(100.0) 3(75.0) USO.b) ~53(44.8) 77(49.4) 1(33,3) 1(33.3) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

3(0.1) 
12(0.5)
48(2.0) 
21(0.9)
3(0.1) 

1(0.1) 
2(0.2) 

29(3.3)
16(1.8) 
3(0.3) 

4(8.I>) 1(50.0) 

2(0.2~
10(0.8 
13tl.1~5 0,4 

l(<i.6) 
N 
C\ 
C\ 

Protective 
TOI'Al. 

25. 
87(3. 7) 51(5.7) 4(8.0) 1(50.0) 30(2.4) 1(0.6) 

Service 26. 
27. 
28. 
29. 2(0.1) 2(0.2) 
30. 
31. 
32. 

Para 
TOI'Al. 

33. 
2(0.1) 2(0.2) 

Profeaaiooala 34. 
35. 
36. 
37. 
38. 

40(1. 7) 
204(8.7) 

11(1.2) 
22(2.5) 4(8.0) 

26~2.l)
136 11.0) 

2~1.3)
39 25) 

1~33.3~
1 33.3 2(66. 7) 

39. 
40. 

Office 
TOl'AL 

41. 
244(10.4) 33(3.7) 4(8.0) 162(13.1) 41(26.3) 2(66.6) 2(66. 7) 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 

92(3.9) 
289~12.3)
125 5.3) 

5(0.2) 

7(0.8) 
4(0.4) 
4(0.4) 

1(2.0) 81(6.6) 
260(21.1) 
118(9.6) 

5(0.4) 

3(1.9)
23(14. 7) 
2(1.3) 

2(66. 7) 
1(33.3) 

48. 
TOI'AL 511(21.8) L5(L. 7) L(2.0) 464(37.6) 28(17.9) 2(66.7) 1(33.3) 

~ 



Annual Total · HA1E * FEMALE 
Salary (c»lums) 

Aatan or lmit. lrlcl. Asian or Amer. Incl, 

Job category (B-K)
A 

White 
B 

lilack 
C 

Hillpllnic 
D 

Pac, tsl. Alaskan 
E F 

White 
G 

Black 
H 

Hispanic 
I 

Pac. Isl. 
J 

Alaslcsn 
K 

IINDCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54, 
55. 

3(0.1) 
6(0.3) 
2(0.1) 

1(0.1) 
6(0. 7) 
2(0.2) 

2(2.0) 

56. 

, Service 
IDrAL 

57. 
11(0.5) 9(1.0) 2(4.0) 

Maintenance 58. 
59. 
60. 
61. 
62. 

4(0.2) 
1(0) 

3(0.3) 
1(0.l) 

1(1.0) 

63. 
64. 

'IUI'AL FUlL TIME 
1Ul1l1. 5(0.2) 

2349 
4(0.4) 

891 
1(2,0) 

50 2 4 2 1235 156 3 3 3 
IIDl HIRES 

Officials/Adm 75. 
Professionals 76. 
Technicians 17. 
Prot. Serv. 78. 

1(0.3) 
76(22.4) 
29(8.6) 

1(0.9) 
49(43.4) 
22(19.5) 

4(36.4) 
4(36.4) 

Woo) 20(9.9) 
2(1.0) 

2~18.2)
l 9,1) 

Para-Prof. 79. 
Off/Clerical 80. 
Skilled Craft 81. 

74(21.8) 
159(46,9) 

35(31.0) 
6(5.3) 

1(9.1) 
2(18.2) 

31(18.3) 
143(70,8) 

1(9.1) 
7(63.6) 1(100.0) 

N 

°' -.J 

Serv./Msint. 82. 

1Ul'AL NB-I HIRES 339 113 11 l 202 11 l 



MISSOOIU - F\Jnction 15: Other 
Annual Total MAlE • FEMALE 
Salary (ColU1118) 

Aai1111 ot Amer. tnd. Asian or limer. Ind. 
Job category (B-K)

A 
White 

B 
Black 

C 
Htapanic 

D 
Pllc, lal. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic 

I 
Pac.la!. 

J 
Alaskan 

K 
IINDCP 

Officials/ 1. 
hlminiatratora 2. 

3, 
4. 
5. 1(0) 
6. 9(0.3) 
7. 109(3.2) 
8. 98(2,9) 

rorAL 217(6,4) 
Professionals 9, 1(0) 

10. 1(0) 
11. 1(0) 
12. 149(4.4) 
13. 325t9.6)
14. 289 8.6) 
15. 61ltl8.l)
16. 57 1.7) 

rorAL 1434(42.6) 
Technicl- 17. 

6(0.5) 
84(7.3) 
89(7.8) 

179(15.7) 
1(0.1) 
1(0.1) 
1(0.1) 
4(0.3) 

78(6.8) 
137(12.0) 
454(39.7) 
47(4.1) 

723(63.3) 

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) 

1(50.0) 

1(50.0) 

1(25.0) 
1(25.0) 

3(15.6) 

3(15.0) 

1(25.0) 
2(50.0) 

. 
3(75.0) 

1(0.1~
2(0,l 

20tl,l~
2 0.1 

25(1.3) 

133~7.0)
218 11,5) 
116(6.1) 
117(6.2) 

9(0,5) 
593(31.2) 

1~0.5~3 1.5 
4(2.1) 

10~5.l~
16 8.2 
19(9, 7) 
14(7.2) 
1(0.5) 

60(30.8) 

1(8.3) 

1(8.3) 

2(16. 7) 

1(16. 7) 

3(50.0) 

4(66.7) 

2(40.0) 

1(20.0) 

3(60.0) 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

5(0,l) 
5~0.1~30 0.9 

38(1.1)
33(1.0) 

2(0.2) 
2(0.2) 

18(1.6) 
32(2.8) 
26(2.3) 

2(2.0) 

3~0.2i3 0.2 
8(0.4) 
4(0.2) 
6(0.3) 

2(1,0) 
1(0.5) 
1(0.5) 

1(8.3) N 
(1\ 
00 

Protective 
rorAL 

25. 
111(3.3) 8o(7.0) 2(2.0) 24(1.3) 4(2.1) 1(8.3) 

Service 26. 
27. 
28. 
29. 
30. 

9(0.3) 

um 
1(0) 

7(0.6) 

1(0.1) 

1(1.0)
1(1.0) 

1(0.1) 

1(0.l) 

31. 
32. 

'lUl'Ai. 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 
40. 

12(0.4) 
210~6.2~

87 2.6 
55~1.6)
27 0.8) 
20(0.6)
9(0.3) 
1(0) 

8(0.7) 
4~0.3~6 0.5 
4(0.3) 
4(0.3) 
1(0.1) 
2(0.2)
1(0.1) 

2(2.0) 
1(1.0~
2(2.0 
2(2.0) 
1(1.0) 

2(0.1) 
158~8.3~75 3.9 
40(2.l 
19~1.ol
17 0.9 

7(0.4) 

41(21.0) 
4~2.1~9 4.6 

3~1. 5~2 1.0 

3(25,0) 1(16.7) 2(40.0) 

Office 
Clerical 

'IOl'AL 
41, 
42. 

409(21.1) 
3~0.1~9 0.3 

22(1.9) 6(6.1) 316(16.6) 
2(0.1) 
9(0.5) 

59(30.3) 
1(0.5) 

3(25.0) 1(16. 7) 2(40.0) 

43, 
44. 
45. 
46. 
47. 
48. 

143~4.2)
480 14.3) 
243(7.2) 
34(1.0) 
27(0.8) 

9(0.8) 
7(0.6) 
7(0.6) 
2(0.2) 
7(0.6) 

4(4.1) 
3(3.1) 
4(4.1) 

121(6.4) 
441~23.2)
228 12.0) 
32(1. 7) 
20(1.1) 

5(2.6) 
26~13.3)
4 2.1) 

4(33.3) 
2(16.7) 1(16. 7) 

IDrAL 939(27.9) 32(2.8) 11(11.2) 853(44.9) 36(18.5) 6(50) 1(16.7) 

I;.; 



Alloul1 Total HAlE * FEMALE 

Job rategory 

Slllary (O>lUll!il) 

(B-K)
A 

White 
B 

~ud 
C 

ili~tc 
Asisn or hneUnd. 
Pac. Isl, Als!lksn White

E F G 
Blaclr 

H 
Hispanic 

I 

Asian or 
Pac, Isl. 

J 

hoer.Ind, 
Alaslran HNDCP 

K 

SlrHled Craft 49. 
50. 

1(0) 1(0.1) 

51. 
52. 
53. 
54. 
55. 
56. 

5(0.1) 
12~0.4)
6 0,2) 
2(0.1) 

3(0.3) 
9(0.8) 
6(0.5~
2(0.2 

2~0.l~3 0.2 

Service 
Mllinteaance 

rorAL 
57, 
58. 
59. 
60. 
61. 
62. 
63. 

26(0,8) 
44(1.3) 
38~1.l~
90 2. 7 
37(1,1) 
9~0.3~2 0.1 

20(!. 7) 
13(1.l) 
5~0.4~32 2.8 

23(2.0) 
5~0.4~1 0.6 

3(:tl) 

15(15.3) 
9(9.2) 

1(50,0) 

1(2~) 
6(0.3) 

23(1.2) 
24~1.3~27 1.4 
2(0.1) 
3(0.2)
1(0.1) 

4(2.1) 
9~4.6~15 7.7 
3~1.5)
l 0.5) 

64. 
rorAL 

'lUrAL FULL TIME 

Officials/Adm 75. 
Professionals 76. 
Technicians 77. 
Prot. Serv. 78. 
Para-Prof. 79. 
Off/Clerical 80. 
Slrilled Craft 81. 
Serv./Maint. 82. 

220(6.5) 
3368 

7(1.4) 
237(47.5) 
13~2.6)
1 0.2) 

71(14.3) 
141~28,5)

1 0.2) 
24(4.8) 

79(6.9) 
1143 

4(2.8) 
97(68.8) 
12~8.5)
l 0.7) 
9(6.4)
9(6.4) 

9(6.4) 

27(27.6) 
98 

1(10.0) 
5(50.0) 

2(20.0) 

2(20.0) 

1(!11),b) 
2 4 

imiHtllks 
3(100) 

1(25) 
4 

80(4.2) 
1899 

2(0. 7) 
118(38. 7)

1(0.3) 

49i16.1~.122 40.0 
1 0.3)

12(3.9) 

32(16.4) 
195 

14(40.0) 

10(28.6~
10(28.6 

1(2.9) 

12 

1(100.0) 

6 

N 
0\ 

'° 
'l'OrAL NEW HIRES 495 141 10 3 305 35 l 



MISSOORI - Total Bnployment 
Annual Total MALE * mw.Esalary (Cblums) 

Asian or lmet.tnd. Asian or /mer. Ind. 
Job category (B-R) White Black lli9rntc Pac.tat. Alaskan White Blllck Hispanic Pac.Isl. Alaskan HNDCPA B C E ~ G H I J K 

Officials/ l. 
.Administrators 2. 

3. 
4. 
5. 
6. 
7. 
8. 

rorAL 1322(3.2) 929(5.2) 37(2.6) 4(5.3) 12(10.8) 3(3.2) 284(1.6) 49(1.3) 4(4.8)
Professionals 9. 

10. 
11. 
12. 
13. 
14. 
15. 
16. 

rorAt. 12713(30.7) 5506(30.7) 274(19.2) 32(42.1) 86(77.5) 14(15.lJ 5682(32.2) 1040(26. 7) 17(26.2) 54(64.3) 8(16.0)
Technicians 17. 

18. 
19. 
20. 
21. 
22. N 
23. -..J 

024. 
rorAL 3356(8.1) 2062(11.5) .56(3. 9) 9{11. 8) 1{1.1) 10S0(6.l) 135(3. 5) 3(4.6) 6(7. l) 4(8.0) 

Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

mrAL 2055(5.0) 1780(9.9) 140(9.8) 8(10.5) 4(4.3) 99(0.6) 22(0.6) 1(1.2) 1(2.0) 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 
40. 

'lUrAL 6269(15.1) 1210(6.8) 361(25.3) 7(9.2) 6(5.4) 9(9.7) 3079(17.4) 1553(39. 9) 14(21.5) 6(7.1) 24(48.0) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 
~6. 
47. 
48. 

'lUrAL 7561(18.3) 570(3.2) 46(3.2) 4(5.3) 27(29.0) 6231(35.3) 645(16.6) 25(38. 5) 7(38. 5) 6(12.0) 

https://14(15.lJ


Annual Tot:ai 
Salary (QJlums) 

Job category (B-K)
A 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

rorAL 4835(iL 7) 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

'lUI'AL 3277(7.9) 
'lUl'AL FULL TIME 41388 

Officials/Adm 75. 34(0.7)
Professionals 76, 1534(32.5) 
Tecl'llicians 77. 207(4.4)
Prot. Serv. 78. 359(7.6)
Para-Prof. 79. 514~10.9)
Off/Clerical 80, 1428 30.2)
Slrilled Craft 81, 365(7.7)
Serv.h1aint. 82. 284(6.0) 

11Jl'AL Nl'W HIRl!S 4725 

White Black 
B C 

4476(25.0) 201(14.1) 

1388(7.7) 312(21.9) 
17921(43.3) 1427(3.4) 

25(1.5) 2(1.0) 
529(32.4) 47(23.6) 
130(8.0) 6(3.0)
286(17.5) 29(14.6) 
142(8. 7) 28(14.1) 

67~4.l) 8(4,0)
294 18.0) 43(21.6)
159(9. 7) 36(18.1) 

1632(34.5) 199(4.2) 

MALE 

llispsnic 
D 

6(1.9) 

6(7.9)
76(0.2) 

1(14.3) 

1(14.3)
1(14.3) 
1~14,3)
2 28.6) 
1(14.3) 

7(0.i) 

* 

Asian ot- hnei:. tnd. 
Pac. Isl. Alsslran White 

E F G 

4(3.6) 27(29.0) 96(0.5) 

3(2.7) 8(8.6) i116~6.3)
111(0.3) 93(0.2) 1766 42.7) 
NEJ,I HIRES 

7(0.3) 
10(66.7) 2(20.0) 796(32.9) 

. • 64(2.6) 
4(40.0) 38(1.6) 

3(20.0) 245(10.1) 
177~48.6)

1(6. 7) 4(40.0) 18 0,7) 
1(6. 7) 76(3.1) 

15(0.3) 10(0.2) 2421(51.2) 

Blsclr 
H 

25(0.6) 

425(10.9)
3894(9.4) 

132~31.9)
7 1. 7) 
1(0.2).

91(22.0) 
170~41.1)

3 o. 7) 
10(2.4) 

414(8.8) 

Hispanic 
I 

6~9.2~65 0.2 

14(70.0) 

3(15.0) 
3(15.0) 

20(0.4) 

Asian or 
Pac. Isl. 

J 

6~7. l~84 0.2 

2(40.0) 

2(40.0) 

1(20.0) 

5(0.1) 

mtAlE 

/lmer. Ind. 
Alaslcan HNDCP 

K 

7~14.0)
50 0.1) 

1(50.0) 

1(50.0) N 
-..J
I-' 

2(0) 



tm!RASlt' - Fmction 1: Financial ldntniatration 
lmual Total HALE * mtALE 

» Cate'lOry 

Salary (Cbllllllll) 

(B-IC) 
A 

White 
B 

Blact 
C 

tttagantc 
Asian ot lmet.ind. 
Pac. Isl. Alaskan 

E F 
White 

G 
Blact 

H 
Hisrnic 

Asilfl or 
Pac, Isl,

J 

/mer. Ind. 
Alsskan 

K 
IHlCP 

Offtciala/ 1. 
ldllinistt'ators 2: 

45(1.6) 
48(1;7) 

29(2.1) 
44(3.2) 1(5.0) 

14(1,0) 
3(0,2) 

1(3.4) 1(14.3~ 

3. 
4. 
5. 
6. 
7. 
8. 

Professionals 9. 
10. 
11. 
12. 
13. 
14. 
15. 

TCm\L 

3(0.1) 
54(1. 9) 
65(2.3) 

137~4.9)
113 4.0) 
465(16. 5) 
15(0,5) 
8(0.3) 

28 
29~1.0~120 4.2 

235i8.3~238 8.4 

1(0.1) 
24(1. 7) 
39(2.8) 

110(7.9) 
105(7 .6) 
352(25.4) 
11(0.8) 
4(0.3) 

4~0.3~51 3.7 
145i10.5~187 13.5 

2(10,0) 

2(10.0) 
5(25.0) 

7~35.0~
2 10.0 

1(7. 7) 

1(7. 7) 

1(7.7) 
5~38.5~.
3 23.1 

3~42. 9~ 
114.3 

1(20.0) 

1(20.0) 

2~0.ll28 2.1 
25(1.9) 
25~1.9)
6 0.4) 

103(7. 7) 
4~0.3~3 0.2 

28(2.1) 
24~1.8)
67 5.0) 
69~5.2~
45 3.4 

1(3.4) 

2(6. 9) 

2(6.9) 

1(6.3) 

1(6.J) 

1~6.3)
2 12.5) 1(25.0) 

1(14.3) 

1(14.3) 

Technicians 

16. 
'IUI'AL 

17. 
18. 

99 3.5) 
772(27.3) 
70(2.5) 

99 7.1) 
501(36.1) 
66(4.8) 

9(45.0) 9(69.2) 4(57.1) 2(40.0) 
1(20.0) 

240(18.0) 
3(0.2) 

2(6.9) 3(18.8) 1(25.0) 1(14.3) 

19. 
20. 
21. 
22. 
23. 

5(0.2) 
20~0. 7~

109 3,9 
42(1,5) 
52(1.8) 

1(0.1) 
3(0,2) 

89(6.4) 
35(2.5) 
28(2.0) 

1(7. 7) 

1(7. 7) 

4(0.3) 
16(1.2) 
16(1,2) 
7(0.5) 

23(1. 7) 

3(10.3) 
1(14.3) 

N 
-..J 
N 

24. 

Protective 
'IUI'AL 

25. 
298(10.6) 222(16.0) 2(15.4) 1(20.0) 69(5.2) 3(10.3) 1(14.3) 

Service 26. 
27. 
28. 

2(0.1) 2(0.1) 

29. 
30. 
31. 
32. 

'IUI'AL 

47(1. 7) 
44(1.6) 
27(1.0) 
1(0) 

121(4.3) 

26(1.9) 
39(2.8) 
27~1.9~1 0.1 
95(6.9) 

1(5.0) 

1(5.0) 

1(20.0) 

1(20.0) 

18~1.3)
3 0.2) 

21(1.6) 

2~6.9l1 3.4 

3(10.3) 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 

18(0.6) 
36~1.3)
60 2.1) 
12(0.4) 
2(0,l) 

6(0.4) 
10(0.7) 
26(1.9) 
9(0.6) 
2(0.1) 

12(0.9) 
24(1.8) 
34~2.5)
3 0.2) 

2(6.9) 

40. 

Office 
'IUI'AL 

41. 
128(4.5) 
2(0.l) 

53(3.8) 73(5.5) 
2(0.1) 

2(6. 9) 

Clerical 42. 1(0) 1(0.1) 
43. 
44. 
45. 
46. 
47. 
48. 

1.Ul'AL 

380(13.5) 
305(10.8) 
158(5.6) 
18(0.6) 
2(0.1) 
1(0) 

867(30. 7) 

26(1.9) 
5(0.4) 

14(1.0) 
1(0.1) 

1(0.l) 
47(3.4) 

1(5.0) 

1(5.0) 

2(10.0) 
I 

337(25.2) 
288(21. 5) 
139(10.4) 
17(1.3) 
2(0.l) 

786(58.8) 

6(20. 7) 
5~17.2~
3 10.3 

14(48.3) 

5(31.3) 
6~37.5)
1 6.3) 

12(75.0) 

2(50.0) 

2(50.0) 

3(42.9) 
1(14.3) 

4(57.1) 



Annual Total MALE * FcMALE 
Salary (CollllllS) 

Asian 'ot liner. ind. Asian or Amer. Ind. 

Job Category (B-K) 
A 

White 
B 

Blaclr 
C 

llispanic 
D 

Pac, lsL Alaskan 
t F 

White 
G 

Blaclr 
H 

Hispanic 
I 

Pac. Isl. 
J 

Alaskan 
K 

HNDCP 

Slrl lied Cract 49. 
50. 
51. 
52. 
53. 
54. 
55. 

2(0. l) 
11(0.4) 
23(0.8) 
10(0.8) 

1 
9 

18 
10 

l~O.l~
2 0.1 
5(0.4) 

56. 

Service 
'IUl"AL 

57. 
46(1.6) 
1(0) 

38(2. 7) 
l 

8(0.6) 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 

66(2.3)
44(1.6) 
14(0. 5) 
2(0.1) 

30 
33 
13 

l 

1(5.0) 
2(10.0) 1(7. 7) 

3(42. 9) 1(20.0) 28(2.1) 
7(0.5) 
liO.l~l 0.1 

2!6.9~l 3.4 
1(25.0) 

64. 

rorAL FUU. TIME 
'IUl"AL 127(4.5) 

2824 
78(5.6) 

1386 
3(15.0) 

20 
1(7. 7) 

13 
3(42. 9) 
7 

1(20.0) 
5 

37(2.8) 
1337 

3(10.3) 
29 16 

1(25.0) 
4 

NFll HIRES 
Officials/Adm 73. 
Professtonalq 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv. /Haint. 80. 

30(7. 7) 
77(19.8) 
25(6.4) 
17(4.4) 
32(8.2; 

155(39.8)
6(1.5) 

47(12.1) 

23(14.6) 
52(33.1) 
12(7.6) 
12(7.6)
17(10.8) 
8(5.1) 
5(3.2)

28(17.8) 

1(25.0) 
2(50,0) 

1(25.0) 

1(100.0) 

2(100) 

1(33.3) 

1(33.3) 

1(33.3) 

5(2.4) 
17(8.3)
12(5.9) 
4(1.9~

15(7.2 
137(65.6)

1(0.5) 
14(6. 7) 

1(14.3) 

5(71.4) 

1(14.3) 

4(57.1) 

3(42. 9) 1(100.0) 

1(50.0) 

1(50.0) 
N..., 
w 

'IDTAL N&1 HlitE.S 389 157 4 l 2 3 205 7 7 1 2 



NEBRASICA - Function 2: Streets 6 Htgt.aya
Annual Total 
Salary (0>1111118) 

HAr.S • mrALE 

Job Qitegory (B-IC)
A 

White 
B 

!lack 
C 

Hiric 
Aaiatt ot lat.Ind, 
Pllc, til. Alulran White 

E F G 
Blaclt 

H 
HiT°ic 

Asian or 
Pac.Isl, 

J 

/mar,Ind, 
Alaskan 

K 
ltllCP 

Officials/ 1. 
/v:binistrators 2. 

3, 
4. 

Profeasion•ls 

5. 
6. 
7. 
8. 

'IOl'AL 
9. 

1(0) 
32(1.3) 

123(5.1)
17(0. 7) 

173(7.2) 

30(1,4) 
123~5.9~17 0.8 
170(8.1) 

l~0.4J2 0.8 

3(1.1) 

10. 
11. 
12. 

Tecbnictana 

13. 
14. 
15. 
16. 

'IOl'AL 
17. 

19(0,8) 
69~2.9)

182 7.5)
16(0.7) 

286(11,9) 

8(0.4) 
58(2.8~

172~8.2 
16 0,8 

254(12.1) 

2(8.7) 

2(8. 7) 

3(21.4) 

3(21.4) 

1(20.0)
3(60.0) 

4(80.0) 

11~4.2)
7 2.7) 
4(1.5) 

22(8.4) 

1(20,0) 

1(20.0) 
18. 
19. 
20. 
21. 
22. 
23. 
24. 

2(0.1) 
36~1.5~

106 4.4 
144(6.0) 
26(1.1) 

1(0) 
18(0.9) 
93(4.4) 

141(6. 7) 
26(1.2) 

1(4.3) 
1(4.3) 
1(4.3) 

1(7.1) 1~0.4~
16 6.1 
12~4.6~
2 0.8 

N 

Protective 
'lUl'AL 

25. 
314(13.0) 279(13.3) 3(13.0) 1(7.1) 31(11.8) ".t-

Service 26. 
27. 
28. 
29. 1(0) 1(0) 
30. 
31. 

1(0) 1(0) 

32. 

Para 
TUl'AL 

33. 
2(0.1) 2(0.1) 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 

181(7.5) 
95(3. 9) 
3(0.1) 

146(7.0) 
85(4.1) 
3(0.1) 

3(13.0) 
2(8. 7) 

2l14.3)
1 7.1) 

1c20.o, 29~11.l)
7 2. 7) 

40. 

Office 
Clerical 

TUl'AL 
41. 
42. 

279(11.6) 
1(0) 

234(11.2) 5(21. 7) 3(21.4) 1(20.0) 36(13. 7) 
1(0.4) 

43. 
44. 
45. 
46. 
47. 

66(2. 7) 
11i2,9~
79 3.3 
16(0.7) 

1(0) 
15(0.ij
53(2.5
16(0.8) 

61(23.3) 
53i20,2)
26 9.9) 

2~40-m2 40. 2i66, 7~
1 33.3 

48. 
'lOTM. 233(9.7) 85(4.1) 141(53.8) 4(8.0) 3(!00.0) 



, 

Anaual Total HAlE * mw.E 

Salllry (QJWIIIS) Asian or Aler.Ind.Asi1111 or /met. Ind. 
Black Hispanic Pac. Isl, Alaskan HNDCPBlack Hispanic Pac. isl. Alaskan WhiteJob Category (B-i{) White J KA B· C D E F G H I 

Slrilled O'aft 49, 
so. 
51, 
52. 536(22,2) 505(24.1) 6(26.1~ 5(35.7) 20(7.6) 

1(33,3)53, 395~16.4) 391~18.7) 3(13.0 
54. 8 0,3) 8 0,4~ 
55, 6(0.2) 6(0.3 
56. 

'IDTAL 945(39.2) 910(43.4) 9(39.1) 5(j5,7) 1(33.3) 20(7.6) 
Service 57. 

Maintenance 58. 1(100.0)59, 24(1,0) 17(0.8) 1(4.3) 5(1.9) 
60. 35(1.5) 28(1.3) 3(13,0) 1(3j,3) 3(1. 7) 

1(0,4)61. 88(3,6~ 85~4.1~ 1~7,1~ 1(33.3) 
62. 33(1.4 32 1.5 l 7,1 
63. 
64. 

mrAL 180(7.5) 162(7,7) 4(17.4) 2(14.3) 2(66. 7) 9(3.4) 1(100.0) 
'IOTAL RllL TIME 2412 2096 23 14 5 3 262 5 3 1 

NfW l!IRES 
OfficiaJ.8/hb 73, 2(0.7) 2(0,9) 
Profess10'181a 74. 13(4.8) 9(4.2) 2(100) 2(4.3) 
Tecbaici- 75. 11(4.1) 8(3.8) 1(33.3) 1(25.0) 1(2,1) 
PrM. Serv. 76. 

• Para-Prof, 77. 47(17.4) 40(18.9) 7(15.2) 
29ll0.7~ 3~1.4) 24~52,1) '-I

Off/Clerical 78, 1(100.0) 1(100.0) N 
stilled Craft 79. 148 54.8 136 64.2) 2(66. 7) 3(75.0) 7 15.2) IJ1 
Serv./Haint. 80. 20(7.4) 14(6.6) 5(10,9) 1(100,0) 

'lUl'AL I& HDU!S 270 212 3 4 2 46 1 l l 

L, 



~• - Fun::tion 3: Public Welfare 

Job Cat~ry 

Annual 
Salary 

Total 
(O>lums) 

(B-K)
A 

White 
B 

black 
C 

HAI.E 

Hisganic 
Aaiarl ot hnet-, tnd. 
Pik:,141. Alaskan 

E F 

* 

White 
G 

Black 
H 

Hisrnic 
Aaian or 
Pac.Isl. 

J 

FEMALE 

Amer.Ind. 
Alaskan HNDCP 

K 

Offtci"18/ l. 
hbiniat•~tora 2, 

1(0.2) 1(0.4) 

3. 
4, 

Profeaaf.Xl8la 

5. 
6. 
7. 
8. 

mrM. 
9. 

10. 

12(1.9) 
21(3.3)
45(7.1)
8(1.3) 

87(13. 7) 
96(15.1) 

5(2.1) 
6(2.5) 

22~9.2~
8 3.3 

42(17.5) 
69(28.8) 

1(16. 7) 
1(16. 7) 
1(16. 7) 

3(50.0) 

1(100.0) 

1(100.0) 
1(100) 

1(100) 

1(100) 

6(1.6) 
13(3.5) 
16(4.3) 

35(9.3) 
26(6.9) 

1(12.5) 
4(50) 

5(62. 5) 

technicians 

11. 
12. 
13. 
14. 
15. 
16. 

mrM. 
17. 

2(0.3) 
• 3~0.5) 
66 10.4)
86(13.5)
52(8.2) 
1(0.2) 

306(48.0) 

l~0.4~-
14 5.8 
25(10.4)
38(15.8) 
1(0.4) 

148(61. 7) 

1(16. 7) 

1(16. 7) 1(100) 

2(0.5) 
2(0.5) 

49(13.0) 
59(15. 7) 
14(3. 7) 

152(40.4) 

2(25.0) 
1(12. 5) 

3(37. 5) 

1(50.0) 

1(50.0) 

18. 

Protective 

19. 
20. 
21. 
22. 
23. 
24. 

mrM. 
25. 

2(0.3) 
1(0.2) 
8(1.3) 
3(0.5) 

14(2,2) 

1(0.4) 

1(0.4) 

2~0.5~1 0.3 
8(2.1) 
2(0. 5) 

13(3. 5) 

N 
-..J 

°' 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

rorAL 
Para 33. 

Profeaaionala 34. 
35. 
36. 
37. 
38. 
39. 
40. 

2(0.3) 
8(1.3) 

23(3.6) 
46(7.2~
8(1.3 
2(0.3) 

1(0.4) 
4(1. 7) 

10(4.2) 
13(5.4) 
3(1.3) 
2(0.8) 

2(33.3) 
1~0.3)
4 1.1) 

10(2.7) 
31(8.2) 
5(1.3) 

1(50) 1 ( 100) 
1 (100) 

Office 
Clerical 

'IUl'AL 
41. 
42. 

89(14.0) 33(13.8) 2(33.3) 
51(13.6) 1(50) l (100) 1(100) 

43. 
44. 
45. 
46. 
47. 

42(6.6) 
69(10.8) 
18(2.8) 

6(2. 5) 
1(0.4) 36~9.6)

68 18.1) 
18(4.8) 

48. 
10TAL 129(20.3) 7(2. 9) 

122(32.4) 



Annual Total MAlE * mtAI..E 
Salary (O>lUllls) 

Asian or Amer. Ind. Asian or Amer. Ind. 
Job C.Stegorv (B-K) 

A 
White 

B 
lllack 

C 
Hiapanic 

D 
Pac.Isl. Alaskan 

E F 
White 

G 
Black 

H 
aispanic 

I 
Pac.Isl. 

J 
Alaskan 

K 
HNDCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 

j(0.5) 
2(0.3) 
4(0.6) 

3(1.3) 
1.(0.4)
4(1. 7) 

1(0.3) 

54. 
55. 
56. 

Service 
TUl'AL 

57. 
9(1.4) 8(3.3) 1.(0.3) 

Maintenance 58. 
59. 
60. 
61. 

2(0.3)
1(0.2) 

1(0.4) 1(0.3~
1(0.3 

62. 
63. 
64. 

TUl'AL 
'IUl'AL FlJLL T.IME 

3(0.5) 
637 

1(0.4) 
240 6 1 1 i 

2(0.5) 
376 8 2 1 1 

~~ 
Officials/Mn 73. 
Professionah 74. 
Tecboicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv. /Maint. 80. 

5(6.8) 
20(27.4)
1(1.4) 

18(24. 7) 
24~32.9)
3 4.1) 
2(2.7) 

3(12.5) 
7(29.2) 

6(25.0) 
4(16.~
3(12.5 
1(4.2) 

1(2.1) 
13(27. 7)
1(2.l) 

11(23.4) 
20(42.6) 

1(2.l) 

1 

l 
N 
-.J 
-.J 

turAL !Bl HIRES. 13 24 47 1 L 



l£BRA«lcA - t\Joctioa 4: 1':>Hce Protection

( 
Mlllllll 'lbtal ~ t\
Salary (O>ltm111) F'rMALE 

Astiltl ol: hnet, tnd..lib Qitegory (b-k) Asian or lmer.InJ.\lbtte 111act filsgatt·.te l>ac,:tsl. Alaskdn wlitt11A B !Hack Ht9rntc Pac.tel. Alaskan IIIDCPC E F 0 H J K 
Officials/ l. 

Mninistrator"•2. 
3. 
4. 
5. 1(0.2) 1(1.6)6. 
7. 1(0.2) 1(0.2~
8. 1(0.2) 1(0.2

'IOl'AL 3(0.6) 2(0.5) 1(1.6)Professionals 9. 
10. 
11. 
12. 
•3. 
14. 2(0.4) 1(0.2) 1(1.6)15. 52(10.0) 51(11.5) 1(1.6)16. 

'IOl'Al. 54(10.4) 52(11. 7) 2(3.3)Technicians 17. 
18. 
19. 
20. 1(0.2)
"l, 2(0.4) 1(0.2) 1~1.6~1 1.6 22. 3(0.6) 3(0. 7)
23. 
24. N 

-.J'lOl'AL 6(1.2) 4(0.9) 2(3.3) 00
Protective 25. 
Service ·26. 

27. 13(2.5) 12(2. 7) 1(1.6)28. 
29. 
30. 214(41.3) 201(45.4) 2(100.0) 6(85. 7) 3(100.0) 2(3.3)31. 124(23.9) 123(27.8) 1(14.3)
32. 

'IOl'AL 351(67.8) 336(75.8) 2(100.0) 7(100.0) 3(100.0) 3(4. 9)Para 33. 
Professionals 34. 1(0.2) 1(1. 6)35. 1(0.2) 1(0. 2)

36. 11(2.1) 3(0. 7) 8(13. l)37. 38(7.3) 28(6.3) 10(16.4)38. 10(1.9) 10(2.3)
39. 
40. 

'lUl'AL 61(11.8) 42(9. 5) 19(31.l)Office 41. 2(0.4)
Clerical 42. 2(3.3) 

43. 10(1. 9) 
10(16.4)44. 20~3.9) 18(29. 5) 2(100.0)45. 4 0.8) 
4(6.6)46. 

47. 
48. 

'IOl'AL 36(6.9) 
34(55. 7) 2(100.0) 



Annual Total 
Salary (Columa) 

Job Cstegol"• (B-K) 
A 

Skilled Craft 49. 
50. 
51. 
52. 2(0.4} 
53. 
54. 
55. 
56. 

'IUl'AL 2(0.4) 
Service 57. 

Hsintenanc'! 58. 
59. 
60. 4(0.8) 
61. 1(0.2) 
62. 
63. 
64. 

'IUl'AL 5(1.0) 
rorAL FULi. TIME 518 

Officialq/Adm 73. 
Profess1'10sls 74. 2(5.6) 
Teclmichns 75. 
Prot. Serv. 76. 19(52.8) 
Pars-Prof. 77. 7(19.4) 
Off/Clerical 78. 7(19.4) 
Skilled Craft 79. 
Serv./Hsint. 80. 1(2.8) 

TOI'AL NEU HIRES 36 

White 
B 

Bleck 
C 

MAU: 

Hispanic 
D 

Asian or hner. tncl. 
Pac.Isl. Alaskan 

E F 

* 

White 
G 

Blsck 
H 

Hispanic 
I 

Asian or 
Pac. Isl. 

J 

FEMAIB 

/frer. Ind. 
Al,isicsn HNDCP 

K 

2(0.5) 

2(0.5) 

4(0.9}
1(0.2) 

5(1.1) 
443 

1(4.6) 

17(77.3) 
3(13.6) 

1(4.6) 

22 

i 1 
NEW !ti.RES 

j 61 

1(7.1) 

2(14.3~
4(28.6 
7(50.0) 

14 

2 

N ..... 
·\D 



~ - Function 5: Fire Protection 
Annual Total HAU:: * mlALE 
Salary (Collllll9) 

Job Categ,.ry (B-K)
A 

White 
B 

Black 
C 

Hi9rnic 
Asian or /mer. lnd, 
Pac. tal, Alaakan White 

E F G 
Black 

H 
Hisrnic 

Asian or 
Pac, tel. 

J 

/m!r.Ind. 
Alaskan 

K 
HNDCP 

Officiah/ 1. 
Mninlatr~~ore 2. 

3. 
4. 

ProfessiOC1als 

5. 
6. 
1. 
8. 

'lUrAL 
9. 

2(4.3) 
15(31.9) 
2(4.3) 
1(2.1) 

20(42.6) 

2(5.6) 
14(38.9) 
2(5.6~
1(2.8 

19(52.8) 

1(100.0) 

1(100.0) 

10. 
11. 
12. 
13. 
14. 
15. 
16. 

5(10.6)
6(12.8) 

5(13.9~
6(16.7 

Tectmiciana 
rorAL 

17. 
11(23.4) 11(30.6) 

18. 
19. 
20. 
21. 
22. 
23. N 
24. 

'IDl'AL 
00 
0 

Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

rorAL 
Para 33. 

Professionals 34. 
• 35. 

36. 
37. 
38. 
39. 

1(2.1) 
5(10.6) 

1(2.8) 
5(13. 9) 

40. 

Office 
'lUI'AL 

41. 
6(12.8) 6(16. 7) 

Clerical 42. 
43. 
44. 
45. 
46. 

4(8.5) 
2~4.3)
4 8.5) 

4(40.0~
2(20.0 
4(40.0) 

47. 
48. 

1UI'AL 10(21.3) 
10(100.0) 



-· ---=-~- .... 

hmUai Totai MAl1: * FEMME 
Salary (Co1U1118) 

Asiliil ot hnef.lnd, Asian or /mer.Ind. 
Job r.ategoty (B-k) White Blade IU.11p11t1ic t>ac, tsL Alaslian \olhite Blad Hispanic Pac. Isl. Alaskan HNDCP 

A B C D E F G " I J K 

Skilled Craft 49. 
50. 
51. 
52. 
53, 
54. 
55. 
56. 

rorAL 
Service 57, 

Maint~ 58. 
59. 
60. 
61. 
62. 
63. 
64. 

rorAL 
'lUTAL fUl.1, TDIE 47 36 1 10 

~ltlltES 
Officials/hh 73. 2(50.0). 2(66.1) 
Professi0'181ll 74. 
Tecboiciane 75. 
Prot. Sen. 76. 
Para-Prof. 77. 1(25.0} 1(33.3) N1(100} 00Off/Clerical 78. 1(25.0) I-'stilled Craft 79. 
Serv. /Ha:lrit. 80. 

l'lUTAL I.ml HtRES 4 3 



NmRASKA - Function 6: Natural Resot.irces,
Annual Total 
Salary (CbllDIIS) 

Perks & Recreatioh 

HAlE 
* 

Job Cat~ry 

Offtci•ls/ 1. 
'Administr'ltors 2. 

3. 

(B-K)
A 

7(4.6) 

White 
R 

6(0.6) 

Black 
C itispanlc

D 

Asian or /mer. tnd. 
Pac, tel. Alaskan 

E F 
White 

G 

1(0.2) 

Black 
H 

Hispanic
1 

Asian or 
Pac. Isl. 

J 

mtALE 

/mer. Ind, 
Alaskan HNDCP 

K 

4. 

Professionals 

5. 
6. 
7. 
8. 

9, 
10. 

IDrAL 

23(1.5) 
45(3.0) 
77(5.1) 
18(1.2) 

170(11.2) 
15(1.0) 

20(2.1) 
41(4.3) 
75(7.8)
18(1.9) 

160(16.6) 
15(1.6) 

3~0.6~4 0,7 
2(0.4) 

10(1.8) 

Teclmicians 

11. 
12. 
13. 
14. 
15. 
16. 

1UrAL 
17. 
18. 
19. 

2(0,l) 

31(2.0) 
95(6.3)

110(7.3) 
7(0.5) 

260(17.2) 

2(0.1) 

17(1.8) 
76(7.9)

101(10.5) 
7(0. 7) 

216(22.S) 

2(0.2) 

1~50)
1 50) 

2(100) 

2(0.4) 

13(2.4) 
18~3.3)
8 1.5) 

41(7.6) 

1(50.0) 

1(50.0) 

Protective 
Service 

20. 
21. 
22. 
23. 
24. 

rorAL 
25. 
26. 

9(0.6) 
20(1.3) 
18(1.20 
2(0.1) 

51(3.4) 

3(0.3) 
11(1.1) 
18(1.9) 
2(0.2) 

36(3. 7) 

6il.l)
8 1.5) 

14(2. 6) 

1(33.3) 

1(33. 3) 

N 
(X) 
N 

27. 
28. 
29. 
30. 
31. 
32. 

1(0.1) 
35(2.3) 
19(1.3) 

1(0.l) 
35(3.6) 
19(2.0) 

Para 
rorAL 

33. 
55(3.6) 55(5.7) 

Profession1ls 34. 
35. 
36. 
37. 
38. 
39. 

4(0.3) 
50(3.3) 
68(4. 5) 
21(1.4) 

3(0. 3) 
37(3.9) 
52(5.4) 
20(2.1) 

1(0.2) 
13(2.4) 
16(2.9) 
1(0.2) 

40. 

Office 
Clerical 

1UrAL 
41. 
42. 

143(9.4) 
1(0.1) 

112(11.7) 31(5.7) 
1(0.2) 

43. 
44. 
45. 
46. 

155(10.2) 
62(4.1) 
20(1.3) 

11(1.1) 142(2.6.2) 
61(11. 2) 
20(3. 7) 

1~33. 3~
l 33.3 

l (100. 0) 

47. 
48. 

1(0.1) 1(0.2) 
1\'.JTAL 239(15.8) 11(1.1) 225(41.4} 2(66. 7} 1(100} 



I'-

Annual Total MALE * ratALE 
Salary (C.01111118) 

Asian or >met.Ind. Asian or /vrer. Ind. 
Job Category (B-K) 

A 
White 

e· 
Blade 

C 
ltispanic 

D 
Pac. Isl. Alaskan 

E F 
White 

G 
Blaclc 

H 
Hispanic 

I 
Pac.Isl. 

J 
Haslcan 

K 
HNDCP 

Skilled Craft 49. 1(0.1) 1(0.1) 
50. 
51. 
52. 
53. 
54. 

17(1.1) 
29(1. 9) 
5(0.30 

15(1.6) 
28(2.9) 
4(0.4) 

2(0.4) 
1(0.2) 
1(0.2) 

55. 

Service 
Mainteoan'"..e 

56. 
rorAL 

57. 
58. 
59. 
60. 
61. 
62. 
63. 

52(3.4) 
2(0.1) 
1(0.1) 

409(27.0) 
113(7.5) 
16(1.1) 
2~0.1)
l 0.1) 

48(5.0) 
1(0.1) 
1(0.1) 

207(21. 5) 
96(10.0) 
15(1.6~
2(0.2 
1(0.1) 

1(100.0) 1(100.0) 

4(0. 7) 
1(0.2) 

200(36.8) 
16(2.9) 
1(0.2) 

1(50.0) 

64. 
rorAt. 

'IUfAL FULL TIME 
544(35.9) 

1514 
323(33.6) 
961 

1(100.0) 
1 

l(i00.0) 
1 2 

NEW HIRFS 

218(40.1) 
543 j 

1(50.0) 
2 1 

Officials/Adm 73. 
Professionals 74. 
Technicians 75. 
Prot. SerY. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Slcilled Craft 79. 
Serv./Maint. 80. 

7(7.8) 
9(10.0) 
6(6.7) 
1(1.1) 

13(14.4) 
28(31.1)

5(5,6) 
21(23.3) 

6(15.4) 
4(10.3) 
2(5.1) 
1(2.6) 
7(17.9) 

5(12.8) 
14(35.9) 1(100.0) 1(100.0) 

1(2.0) 
5~10.2)
4 8.2) 

6~12.2~
28 57.1 

5(10.2) 

N 
CX> 
'-" 

rorM. NBI HIRES 90 39 1 1 49 



( 

leBASrA - Function 7: lbspitali &SanatodtW 
lmual 
Salary 

Total 
(lhlumii) tWB • 

~ 
Job Category 

Officials/ 1. 
Mniotatraw11 2. 

3. 

(B-tc) 
A 

14(0.4) 

'11hite 
B 

12(1.1) 

Black 
C klsgantc 

Aatlht ot imet.tnd. 
Pac. til. Alaliklln White

E F G 

2(0.1) 

B1.ack 
H Hi"f"lc 

Aaian or 
Pac, Ial. 

J 

t.oer,lnd, 
Alaalran 

K 
HttlCP 

4. 
5. 
6. 
7. 
8. 

'lUTAL
Profeasionals 9. 

10. 
11. 
12. 
13. 
14. 
15. 
~6. 

rorAL 
Tecboictana 17. 

18. 
19. 

10(0.3)
38(1.l)
62(1.8)
23(0.7)

147(4.3) 
13(0.4)
7(0.2) 

20(0.6)
19(0.6) 

179l5.3)
140 4.1) 
110(3.2~
27(0.8 

515(15.2) 

82(2.4) 

7~0. 7)
17 1.6)
33(3.1)
21(2.0)
90(8.4) 
1(0.l)
5(0.5) 
1(0.1) 

3i0.3i41 3.8 
48 4.5 
74(6.9)
14(1.3) 

187(17.5) 

38(3.5) 

1(8.3)
1(8.3) 

2(16. 7) 

1(12.5) 

1(12.5) 

1(12.5)
1(12.5) 

3(37.S)
3(37.5) 

1(25.0) 

1{25,0) 

3l0.l~21 0.9 
27ll.2)
l 0) 

54(2.4)
12(0.5) 
2(0.l) 

18(0.8) 
16lo. 1~

135 6.0 
88i3.9~
34 1.5 
9 0.4 

314(14.0) 

44(2.0) 

1(6. 7) 

1(6. 7) 

1(6.7) 

2(13.3) 

1(6.7) 

4(26. 7) 

1(6.3) 

1(6.3) 

1(25,0) 

1(25.0) 

1(25.0) 

1~25.0~
2 50.0 

20. 
21. 
22. 
23. 

64(1.9) 
63(1.8) 
5(0.1) 

2(1. 9)
11(1.0) 
2(0.2) 

61~2.7!
52 2.3 
3(0.1) 

1(6. 7) 

Protective 
Service 

24. 
'IOl'AL 

25. 
26. 

214(6.3) 5j(4.9j 
160(7. l) l(&. 7) 

N 
00 
.ll-

27. 
28. 
29. 
30. 
31. 
32. 

'IOl'AL 
Para 33. 

Professional~ 34. 
35. 
36. 
37. 
38. 
39. 

99(2.9) 
485(14.3) 
473(14.0) 
387(11.4) 
10(0.3) 

57(5.3) 
121(11.3) 
100(9.3) 
102(9.5) 

8(0. 7) 

4(33.3) 
1(8.3) 
1(8.3) 

1(12. 5) 

4(50. 0) 
1(12. 5) 

2(25. 0) 

1(25. 0) 

1(25.0) 

41(1.8) 
351(15.6) 
367(16.3) 
273(12.2) 

1(0) 

3(20.0) 
1(6.7) 
3(20.0) 

2(12. 5) 
3(18.8) 
1(6.3) 1(25.0) 

\'100.0) 

40. 

Office 
Clerical 

'IOl'AL 
41. 
42. 

1454(42.9) 
1(0) 

388(36.2) 6(50.0) 6(75.0) 2(25.0) 2(50.0) 1033(46.0) 
1(0) 

7(46. 7) 6(37. 5) 1(25.0) 3~100.0) 

43. 
44. 
45. 
46. 

90(2. 7) 
134~4.0)

61 1.8) 

3(0.3) 
9(0.8) 

12(1.1) 
87i3. 9~

125 5.6 
48(2.1) 1(6.3) 

47. 
48. 

1(0) 1(0) 

'IOI'AL 287(8.5) 24(2.2) 262(11. 7) 1(6.3) 



Amual Total 
Salary (Cblums) 

Job Categor• (B-K) 
A 

Skilled CTaft 49. 
50. 
51. 3(0.1) 
52. 26(0.8) 
53. 52(1.5) 
54. 14(0.4) 
55. 
56. 

1UfAL 95(2.8) 
Service 57. 

Maintenance 58. 20(0.6)
59. 377(11.1) 
60. 203(6.0) 
61. 71(2.1)
62. 3(0.1)
63. 
64. 

1Ul'AL 674(19.9) 
'IDTAL FlJlL TirfE 3386 

Officials/Adm 73. 4(0.6)
Professionals 74. 113(16.5)
Technicians 75. 35(5.1)
Prot. Serv. 76. 
Para-Prof. 77. 340(49.6) 
Off/Clerical 78. 38(5.6)
Slcilled Craft 79. 8(1,1) 
Serv./Haint. 80. 147(21.5) 

'IDTAL NFW HIRES 685 

.. 

White 
B 

3(0.3) 
19(1.8) 
49(4.6) 
14(1.3) 

85(7.9) 

15(1.4)
107(10.0) 

73(6.8) 
48(4. 5)
1(0.1) 

244(22.8) 
1071 

3(1. 7) 
29(16.0)
3(1.7) 

91(50.3) 

6(3.3) 
49(27.1) 

181 

Blade 
C 

1~8.3)
2 16. 7) 

1(8.3) 

4(33.3) 
12 

3(60.0) 

2(40.0) 

5 

MAIE 

Hispanic 
D 

1(12.5) 

1(12.5) 
8 

1(100.0) 

1 

Asian or hmr.tnd. 
Pac, JIil. Alaskan 

E F 

2(25.0) 1(25.0) 

2(25.0) 1(25.0) 
8 4 

N&1 HIRE.S 

1(100) 

1 

* 

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(~. 7) 

237(49.4)
38(7. 9) 
2(0.4) 

89(18.5) 

480 

Blaclc 
H 

1~6-~1 6. 

2(13.3) 
15 

2(40.0) 

3(60.0) 

5 

Hispanic 
I 

7(43.8) 
1(6.3) 

f~50.0) 

2(28.6) 

5(71.4) 

7 

Asian or 
Pac. Isl. 

J 

4 

1(50.0) 

1(50.0) 

2 

mtALE 

Amer.Ind. 
Alaskan HNDCP 

K 

3 

3(100.0) N 
00 
VI 

3 



NmRASKA - Function 8: Health 
Annual Total 
Salary (Colums) 

Job category (B-K)
A 

White 
B 

Blsclr 
C 

HM.E 

ttt9r1ic 

• 
Alliat1 or hoer. tnd. 
Pac. 1111. Alaskan White 

E F G 
Black 

It 
Hispanic 

I 

Asian or 
Psc,lsl, 

J 

mlAI..E 

hoer.Ind, 
Alaskan HNDCP 

K 

Officials/ L 
Administratorq 2. 

3. 

104(24.0) 85(39.7) 2(HJO.O) 15(7.4) 2(50.0) 

4. 
5. 
6. 
7. 
8. 

Professionals 9. 
10. 

TOI'AL 

2(0.5) 
4(0.9) 

22(5.1)
11(2,5) 

143(33.0) 
18(4.2) 

1(0.5) 
15~1.o~
11 5.1 

112(52.3) 
13(6.1) 

2(100.0) 
I (50,0) 

2~1.0~3 1.5 
7(3.5) 

27(13.4)
4(2.0) 

2(50.0) 

11. 
12. 
13. 
14. 
15. 
l&. 

TOI'AL 

19(4.4) 
78(18,0) 
38(8.8) 
2(0.5) 

155(35.8) 

8(3. 7) 
39(18.2) 
30(14.0) 
2(0.9) 

92(43.0) 

1(50,0) 

2(100.0) 

10~5.0)
38 18,8) 
7(3. 5) 

59(29.2) 

1(25.0) 

1(25.0) 

1(50.0) 

!(50.0) 
Technicians 17. 

18. 
19. 
~o. 
?l, 

5(1.2) 
3(0.7) 

5~2.5)
3 1.,5) 

22. 
23. 
24. 

rorAL 

2(0. 5) 

10(2,3) 

1(0.5) 

1(0.5) 

l(0.5) 

9(4.5) 

N 
00 
(1\ 

Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

torAL 
Pars 33. 

Professionals 34. 
35. 
36. 
37. 
38. 

5(1.2) 
3(0, 7) 
7(1.6) 
3(0. 7) 

1(0.5) 
1(0.5) 
1(0. 5) 

3(1.5) 
2(1.0) 
4(2.0) 
1(0. 5) 

2(28.6) 

2~28.6)
l 14.3\ 

39. 

Office 

40. 
torAL 

41. 
18(4.2) 

1(0.2) 
3(1.4) 10(5.0) 

1(0. 5) 
5(71.4) 

Cl.erical. 42. 
43. 
44. 
45. 
46. 

41(9. 5) 
46(10.6) 
11(2.5) 
1.(0.2) 

1.(0.5) 38(18.8) 
45(22.3) 
11(5.4) 
1(0, 5) 

1(25.0) 
l.(lU) 1(50.0) 

47. 
48. 

'IUrAL 100(23.1) 1(0.5) 96(47.5) 1(25.0) 1(14.3) 1(50.0) 



i 

Annual Total MME F'fMAIB 
Salary (0,1111111) 

Aitdb ot hller.ttld. Asian or hoer.Ind. 
Job Category (B-K)

A 
White 

B 
IUact 

C 
ltispmiic

D 
Pac. tel. Alaskan 

E F 
White 

G 
Black 

H 
Hispanic

I 
Pac. Ial. 

J 
Alaskan 

K 
HNDCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 

1(0.2) 
4(0.9) 

1~0.5~4 1.9 
56. 

1Ul'AL 5(1.2) 5(2.3) 
Service 57. 

Mainteoance 58. 
59. 2 1(0.5} 1(14.J) 
60. 
61. 
62. 
63. 
64. 

rorAt. 
1UTAL FUU. TIME 

2(0.5) 
433 214 2 2 

Nfi.rlltREs 

1(0. 5) 
202 4 

1~14. 3) 
2 

Officials/Adm 73. 
Professionals 74. 
Technicians 75. 
Prot. Serv. 76. 

1(2.5)
17(42.5) 
2(5.0) 

10(83.3) 
1(3. 7) 
7~25.9)
2 7.1) 

Para-Prof. 77. 
Off /Clerical 78. 

• Skilled Craft 79. 

1(2,S) 
18~45.0)
1 2.5) 

1(8.3)
1(8.3) 

1c3.n 
16(59.3) 1(100) N 

00...., 
Serv. /Heinl:. 80. 

1UTAL Na.I HlRFS 4d 12 27 1 



.;-/,.. 

~ - Function 10: CamUlity beveloprent 
Annual Total MA1.E * FEMALE 
Salary (O>llims) 

Asian or !mer.Ind. Asian or Amer.Ind. 
Job r..ateg,>ry (B--K)

A 
White 

B 
Blaclr 

C 
Hispanic 

D 
Pac. tel. Alaelran 

E F 
White 

G 
Blaclr 

H 
Hispanic 

I 
Pac. Ial. 

J 
Alaalran 

K 
HNDCP 

Officials/ 1. 
Mministrators 2. 

1.2(11.8) 7(77.8) 1(2.1) 4(100.0) 

3. 
4. 
5. 

Professionals 

6. 
7. 
8. 

9, 
10. 

'IUl'AL 

2(2.0) 
17(16.. 7)
2(2.0) 

33(32.4) 

1(2.8) 
11(30.6)
2(5.6) 

14(38. 9) 

1(100.0) 

1(100.0) 

2(22.2) 

9(100.0) 

1(2.1~
3(6.3 

5(10.4) 4(100.0) 

11. 
12. 

1(1.0) 1(2.8) 

13. 
14. 
15. 
16. 

1(1.0) 
12(11.8) 
ll(J.0.8) 

5(13.9) 
7(19.4) 

1~2.1)
7 J.4.6)
4(8,3) 

'IDrAL 25(24.5) 13(36.1) 12(25.0) 
Technicians 17. 

18. 
19. 
20. 
21. 1(1.0) J.(2.1) 
22. 
23. 

N 
(X) 

24. 
rorAL 1(1.0) 1(2.1) 

(X) 

Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 
31. 
32. 

'lUl'AL 
Para 33. 

Professi0081s 34. 
35. 
36. 
37. 
38. 

1(1.0) 
1~1.0)
5 4.9) 
1.(1.0) 

1(100) 

1(2.1) 
1(2.1) 
4~8.3)
l 2.1) 

39. 
40. 

'lUl'AL 8(7 .8) 1(100.0) 7(14.6) 

Office 41. 
Clerical 42. 

43. 
44. 
45. 

1(1.0) 

7~6. 9~
2 2.0 

1(2.B) 

1(2.1) 
4(8.3) 
2(4.2) 

2(100. 0) 

46. 
47. 
48. 

'lUl'AL 10(9.~) 1(2.8) 7(14.6) 2(100,0) 



r 

Annual Total MAIE * FEMALE 

Job Category 

Salary (Coll.ans) 

(li-K) 
A 

White
B. 

Black 
C 

1t19r1tc 
Asian ot hrer.Ind. 
Pac. tel. Alaeklln 

E F 
White 

G 
Black 

H 
Hispanic 

I 

Asian or 
Pac.Isl. 

J 

/!mer.Ind.
Alaskan 

K 
HNDCP 

Skilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 

1(1.0) 1(2.8) 

56. 

Service 
'IUI'AL 

57. 
1(1.0) 1(2.8) 

Haioteoance 58. 
59. 
60. 
61. 

19(18.6) 
5(4.9) 

5(13.9) 
2(5.6) 1(100.0) 

14(29.2)
2(4.2) 

62. 
63. 
64. 

mrALRJIL TIME 
'IUI'AL 24(23.5) 

102 
7(19.4) 

36 
1(100.0) 
1 1 1 9 

16(33.3) 
48 2 4 

NEW ltIRES 
Officials/Mm 73. 
Professionals 74. 
Tecboicians 75. 

3(21.4)
7(50.0) 

1(12.5) 
5(62.5) 

1(100) 1(20) 
2(40) 

Prot:. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Stilled Craft 79. 

1(7.1) 1(20) N 
00 
\0 

Sen./Haint. 80. 3(21.4) 2(25.0) 1(20) 

mrALNBI ~ 14 8 l 5 



11!1!RASKA - Function 11: O>trectiClos 
Amual 
Salary . 

Total 
(O>l111111t) I 

HAlE * ffllALE 

Job Category (B-K)
A 

White 
B 

Blaclc 
C 

HiT°ic 
Asian dr ltnet. tnd. 
Pac.1111. ·Alaskan 

E F 
White 

G 
Black 

H 
lli"fnic 

Asian or 
Pac,lal. 

J 

/mer.Ind.
Alaskan 

K 
IINDCP 

Officials/ 1. 
Adminiatratora 2. 

3. 
4. 

Professionals 

5. 
6. 
7. 
8. 

9. 
'lOl'Al. 

47(4.4) 
44(4.1) 
41(3.8) 
11(1.0) . 

143(13.4) 

39(5.6) 
40(5. 7) 
36(5.1)
10(1.4) 

125(17.9) 

1(3.4) 
1(3.4) 
2(6.9) 

4(13.8) 

1(8.3) 

1(8.3) 

1(20,0) 

1(20.0) 

6~1.9~3 1.0 
2~0.6~l 0.3 

12(3.8) 

10. 
11. 

Technici8l18 

12. 
13. 
14. 
15. 
16. 

'IOI'AL 
17. 

8(0.ij92 8.6 
62ks 
31~2.9~
10 0.9 

203(19.0) 

4!0.6150 7.1 
36 5.1 
25 3,6 
4 0.6) 

119(17.0) 

3!10.3~3 10.3 
1 3.4) 

7(24.1) 

3(25.0) 

3(25.b) 

1(20.0) 

1(20.0) 

4!1.3~32 10. ) 
23 7.4~
5 1.6 
6(1,9) 

70(22.4) 

3(33.3) 

3(33.3) 

18. 
19. 
20. 
21. 

2(0.2) 
9(0.8) 
4(0.4) 

2(0.3) 
3(0.4) 5~1.6~3 1.0 1~11.l~l 11.l 

Protective 

22. 
23. 
24. 

'IOI'AL 
25. 

2(0.2) 

17(1.6) 

2(0.3) 

7(1.0) 8(2.6) 2(22.2) 

N 
\0 
0 

Service 26. 
27. 
28. 
29. 
JO. 

43(4.0) 
284(26.5) 
65(6.1) 

38(5.4) 
219(31.3) 
59(8.4) 

1(3.4) 
8(27.6) 
3(10.3) 

1(8.3) 
4(33.3) 2(40) 

1(20) 

2~0.6)
47 15.1) 
2(0.6) 

4(44.4) 
1(100.0) 

31. 3(0.3) 3(0.4) 
32. 

rorAL 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. 
36. 
37. 
38. 

11(1.0) 
42~3.9)
52 4.9) 
4(0.4) 

9(1.3) 
21(3.0) 
29(4.1) 
3(0.4) 

1(3.4) 

3(10.3) 
1(8.3) 
1(8.3) 

1~0.3)
20 6.4) 
19(6.1) 
1(0.3) 

39. 2(0.2) 2(0.3) 
40. 

rorAL 111(10.4) 64(9.1) 4(13.B) 2(16. 7) 41(13. l) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 

41(3.8) 
50(4. 7) 
11(1.0) 

41~13. l)
50 16.0) 
11(3. 5) 

46. 
47. 
48. 

'IIJl'AL 102(9.5) 102(32. ll 



r--

Annual Total 
Salary (Q>llJll'la) 

Job Category (B-K) 
A 

Skilled Craft 49. 
50. 
51. 
52. 10(0. 9) 
53. 22(2.1) 
54. 1(0.1) 
55. 
~6. 

'IOfAL 33(3.1)
Service 57. 

Maintenance 58. 
59. 6(0.6) 
60. 30(2.8)
61. 28(2.6) 
62. 2(0.2)
63. 
64. 

lUI'AL 66(6.2) 
1UfAL FULL TIME 1070 

Officials/Adm 73. 14(7.1)
Professionals 74. 18(9.1)
Technicians 75. 6~3.0)
Prot. Serv. 76. 69 34.9) 
Pera-Prof. 77. 27(13.6)
Off/Clerical 78. 23(11.2)
Skilled Crsft 79. 15(7.6)
Serv./Maint. 80. 26(13.1) 

"IDTAL HSI HIRES 198 

White 
B 

9(1.3) 
21(3.0) 
1(0.1) 

31(4.4) 

2(0.3) 
11(1.6) 
20(2.9)
2(0.3) 

35(5.0) 
700 

13(9.5) 
8(5.8) 
4~2.9)

58 42.3)
23(16.8) 

15(11.0) 
16(11.7) 

137 

HAI.E * FFMAIE 

Black 
C 

Hispanic 
D 

Asian ot hner. tncl. 
Pac. Isl. Alaslcan White 

E F G 
Black 

H 
Hispanic 

I 

Asian or 
Pac.Isl. 

J 

/mer. Ind. 
Alaskan 

K 
HNDCP 

1(0.j) 
1(8.3) 

1(8.3) 1(0.3) 

1(3.4) 
1(3.4) 

1(100) 
4(1.3) 

16(5.1) 
7(,.2) 

1(100.0) 

2(6,9) 
29 12 

1(100.0) 
1 s 

27(8. 7) 
312 9 1 

1(100.0) 
1 

NEWH~ 

1(25,0) 

1(25.0)
2(50.0) 

1(25.0} 
2(50.0) 

1(25.0) 

1(100.0) 6~i2.0)
2 4.0)
8(io,O) 
2(4.0) 

23(14b.0) 

1(100.0) 
N 

'°I-' 
1(100.0) 9(18.0) 

4 4 1 l 50 • 1 

II 



NEBRASKA - F\Jnction 12: Utilities & Trsnsportstion 
Annusl Total MALE * FEMALE 
Sslsry (Q>llllllB) 

Asisn or hrer.lnd. Asisn or Jvrer.Ind. 
Job Category (B-K) White Black 1tt9rnic Pac. Isl. Alaskan Whitil Black Hispanic Pac.Isl. Alaskan HNDCP 

A B C E F G H I J K 

• Officials/ 1. 3(3.2) 3(4.4) 
Mninistrstors 2. 

3. " 
4. 
5. 

•6. 
7. 13(13. 7) 13(19.1) 
8. 3(3.2) 3(4.4) 

'IUTAL 19(20.0) 19(27.9) 
Professionals 9. 

10. 
11. 
12. 
13. 14(14.7) 13(19.l~ 1(3.8) 
14. 14(14. 7) 14(20.6 
15. 15(15.8) 14(20.6) 1(3.8) 
16. 1(1.1) 1(1. 5) 

'IUTAL 44(46.3) 42(61.8) 2(7. 7) 
Technicians 17. 

18. 
19. 
20. 
21. 
22. 

N23. 3(3.2) 3(4.4) ID 
24. N 

'IUTAL 3(3.2) 3(4.4) 
Protective 25. 
Service 26. 

27. 
28. 
29. 
30. 1(1.1) 1(100) 
31. 1(1.1) 1(1.5) 
32. 

'IUTAL 2(2.1) 1(1. 5) 1(100.0) 
Para 33. 

Professionals 34. 
35. 
36. 
37. 
38. 
39. 
40. 

'IUTAL 
Office 41. 

Clerics! 42. 
43. 4(4.2) 4(15.4~ 
44. 16~16.8) 1(1. 5) 15(57.7 
45. 5 5.3) 5(19.2) 
46. 
47. 1(1.1) 1(1. 5) 
48. 

1UfAL 26(27.4) 2(2. 9) ?.4(92.3) 



Am.tal Tota! HAU: ,\ rn1AI.E 
Salary (0>11.11118) 

Asimi b~ /met,Irld, Asian or /mer.Ind.
.lib category (b-k) White BLici l:!isplltlic Pac, 1111. Alaalca11 White B1.sclc Hispanic Pac, Isl. AlBBkan HNDCP 

A B C D E F G H I J K 

Skilied Craft 49. 
50. 
51. 
52. 
53. 
54. 1(1.1) 1(1. 5)
55. 
56. 

'lutAL 1(1.1) 1(1.5)
Service 57. • 

.Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

'IDI'AL 
1UrAL FUIL TIME 95 68 1 26 

NEW ffIRES
Officials/Alb 73. 
Profeaaionals·74. 5(50.0) 5(83.3)
Tecbniciana 75. 
Prot. Serv. 76. 
Para-Prof. 77. 1(10.0) 1(16. 7)
Off/Clerical 78. 4(40.0) N4{100, \DSkilloo Craft 79. l.,J 

Se"•. htaint. 80. 

'I(7J)\I. - HIIU:5 10 6 't 



NEBRA5KA - fl,ilctlon l4, 9tt>l~. 9ecurity 
lmual tal t,Wt nMA1£ 

Job Category 

3:!lary (Colunire) 

(B-K)
A 

White 
B 

Black 
C 

ltispi1nic 
D 

/tiii'n Ot Anef,tnd. 
Pac. tel. Alaslran 

t F 
White 

G 
Black 

H 
Hispanic

I 

Asian or 
Pac.Isl. 

J 

hner.Ind. 
Alaskan 

K 
HNllCP 

Officia1si 1. 
Administrators 2. 

3. 
4. 

Professiooals 

5. 
6. 
7. 
8. 

9. 
rorAL 

5(0.6) 
28(3.3} 
87(10.3) 
6(0. 7) 

126(15.0) 

12(3.9) 
65~20. 9)
6 1,9) 

83(26. 7} 

2(13.3) 
4(26. 7} 

6(40,0) 

1(100.0} 

1(100.0) 

4(0.8} 
13(l.8} 
16(3.4) 

33(7.0} 

1(6.3) 
1(6,3) 

2(12. 5) 

1(7. 7} 

1(7. 7} 

10. 
11. 

Technicians 

12. 
13. 
14. 
15. 
16. 

rorAL 
17. 

5 
103(12.2} 
51(6.1} 
55(6.5)
1(0.1} 

215(25.6) 

34(10.9~
36(11.6
40(12.9) 

1(0.3) 
111(35. 7) 

4(44.4) 

4(44.4) 

5(1.1) 
64(13.6} 
15(3.2)
10(2.1} 

94(l<J.9) 

5(38.5} 

5(38.5) 

1(25.0} 

1(25.0) 

18. 
19. 

l>rotective 

20. 
21. 
22. 
23. 
24. 

rorAL 
25. 

2(0.2} 
17(2.0~
4(0.5 

23(2. 7) 

7(2.3} 
2(0.6) 

9(2.9) 

2~0.4~10 2.t 
2(0,4) 

14(3.0} 

N 
\0 
-I>-

Service 26. 
27. 
28. 
29. 1(0.1) 1(0.3) 
30. 3(0.4) 2(0.6} 1(6. 7) 
31. 
32. 

Para 
'IUrAL 

33. 
4(0.5) 3(1.0) 1(6. 7} 

Professionals 34. 
35. 
36. 6(0. 7) 1(0.3) 5(1.1) 
37. 159(18.9) 52(16.7) 2(13.3) 4(44.4) 96(20.3) 3(18.8) 2(15.4) 
38. 96(11.4) 41(13.2) 5(33.3) 1(11.1) 39(8.3) 10(63.0) 
39. 13(1.5) 8(2. 6) 5(1.1) 
40. 

'IUrAL 274(32.6) 102(32.8) 7(46. 7) 5(55.6) 145(30. 7) 13(81. 3) 2(15.4) 
Office 41. 

Clerical 42. 
43. 
44. 
45. 

103(12.2) 
69~8.2~
22 2.6 2(0.6) 

99(21.0) 
65(13.8) 
19(4.0) 

1(6.3) 
2(15.4) 
2(15.4) 
1(7. 7) 

2~50. 0~
l 25.0 

46. 
47. 
48. 

IDrAL 194(23.1) 2(0.6) 183(38.8) J.(6.3} 5(38. 5) 3(75.0) 

.. ~ 



i 

, 
Amual Total MME * IDIAI.E 
Salllry (O:>lt.11118) 

Asilltl or >met. Ind. Asian or #mer.Ind. 
Job Qltegory (11-k) Whil:e Black Hispanic Pac. Isl. Alllskan White Black Hispanic Pac. Isl. Alaskan HNDCP 

A C D E F G H I J KB. 

Stilled Craft 49. 
50. 
51. 
52. 2(0.2) 1(0.3) 1(0.2) 
53. 
54. 
55. 
56. 

'lUI'At. 2(0.2) 1(0.3) 1(0.2) 
Service 57. 

Maintenance 58. 
59. 2(0,2) 2(0.4) 
60. 1(0.1) 1(6.7) 
61. 
62. 
63. 
64. 

'lUl'At. 3(0.4) 1(6. 7) 2(0.4) 
'IDTAL PULL TIME 841 311 15 9 1 472 16 13 4 

NBo1 H1RES 
Officials/Adm 73. 5(4.4) 2(66. 7) 3(3.9) 
Professionals 74. 27(23.7) 15(50,0) 11(14,5) 1(50.0) 
Tecbnici- 75. 6(5.3) 2(6.7) 4(5.3) 
Prot. Serv, 76. 
Para-Prof, 77. 22(19.:i) 13(43.3) 1(3j,3) 8(10.5) 

N50(65.8) 1(50.0) 3(100.0)Off/Clerical 78. 54(47.4) 
V,Skilled Craft 79. "' 

Serv./Hsiot. 80. 

j 76 2 3'lUl'At. Nl!W HIRES 114 30 

j 



NEIIRASlCA - nmctioo 1S: Ottler 
lmual Tobll 
Slllaf1 (O>llillla) 

Job r.ategory (B-K)
A 

White 
B 

Black 
C 

MAli: 

tttagaa·•tc 

• 
Ast.lid ot ltilet.tnd. 
Pac.tu, Ala•lrad \lbU:e 

E P G 
&laci 

H 
IUT"ic 

Asiati or 
Pac.tel. 

J 

mtALE 

IIDar,Ind. 
Alaskan IH>CP 

K 

Officials/ 1. 
Amniniatratori 2. 

2(0.2) 2(0.4) 

3. 
4. 
5. 
6. 
7. 
8. 

m1'AL 
Profesaionala 9. 

10. 

5(0.5) 
15~1.4~20 1,8 

144~13.l)
211,9) 

207(18.8)
183(16,6) 

1~0.2)
3 0.7)

11(2.5) 
105(23.4)
20(4.5) 

142(31. 7) 
36(8.0) 

2(16. 7) 

2(16. 7) 

2(50.0) 

2(50,0) 
1(25.0) 

3~0.5~12 1.9 
9~1.5~35 5.7 
1~0.2)

60 9.7) 
142(22.9) 

1(20,0) 

1(20,0) 
2(40.0) 1(100.0) 1(100.0) 

11. 
12. 
13. 
14. 
15. 
16. 

1UTAL 

9(0.8) 
1~0.1!59 5,4 

100(9.1)
129(11.7) 

1(0.1) 
482(43.7) 

3(0. 7) 

liO'ij18 4. 
46 10,3) 
87(19.4)
1(0.2) 

192(42.9) 

1i$.3)
3 25.0)
3(25.0) 

7(58.3) 

1(25.0) 

2(50.0) 

li(l,O) 

3$i6.1~50 8.1 
37(6.0) 

273(44.1) 

1~10.0~110.0 
1(10.0) 

3(30.0) 

1(20.0) 

3(60.0) 1(100,0) 1(100.0) 
Tecboicimm 17. 

18. 
19. 
20. 
21. 
22. 
23. 
24. 

13i1.2)
16 1.5)
24(2.2) 
1(0.1) 

6(1,3) 
13(2.9) 
20(4.5)
1(0.2) 

1(8.3) 
1(50) 6il,O~2 0.3 

4(0.6) N 
-\0 
CJ\ 

Protective 
'lUl'AL 

25. 
54(4.9) 40(8.9) 1(8.3) 1(50.0) 12(1.9) 

Service 26. 
27. 
28. 

1(0.1) 1(0.2) 

29. 
30. 
31. 
32. 

'lUl'AL 
Para 33. 

Profeaaionala 34. 
35. 
36. 
37. 
38. 
39. 

1(0.1) 
2(0.2) 
1(0.1) 
2(0.2) 

20(1.8) 
11(1.0) 
16(1.5) 
2(0.2) 

1(0.2) 
2(0.4) 

5(1.1~
4(0.9 
2(0.4) 

1(0.2) 
2(0.3) 

15~2.4~
6 1.0 

12(1. 9) 
2(0.3) 

1(10.0) 
1(10.0) 1(20.0) 

40. 

Office 
'lUrAL 

41. 
52(4.7) 11(2.5) 38(6.1) t(20.0) 1(20.0) 

Clerical 42. 
43. 
44. 
45. 
46. 
47. 

2(0.2) 
82(7.4) 
88(8.0) 
32(2.9) 
2(0.2) 

3(0. 7) 

1(0.2) 

2~0.3)
79 12.8) 
86(13. 9) 
30(4.8) 
2(0.3) 

l(20.0~
lflO.O 

48. 
'lUrAL 206(18. 7) 4(0.9) 199(32.1) 3(30.0) 

~ ~ 



, 
' 

Job Category 

Annlllll 
Salary 

Total 
c0>111111s) 

(B-K) 
A 

White 
B 

Slack 
C 

MAU: 

h1sp11nic 
D 

Asian ot /met.tnci, 
Pac.Isl, Alaskan 

E F 

* 

t.lhite 
G 

Blacir 
H 

Hispanic 
1 

Asian or 
Pac. Isl. 

J 

FEMALE 

lfller. Ind. 
Alaskan IINDCP 

K 

Slrilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

'IDrAL 
Service 57. 

Maintenance 58. 
59. 
60. 
61. 
62. 
63. 
64. 

mrAL 
'lUrAL PULL TIME 

Officials/Adm 73. 
Professionals 74. 
Technicians 75. 
Prot. Serv. 76. 
Para-Prof. 77. 
Off/Clerical 78. 
Skilled Craft 79. 
Serv./Maint. 80. 

5(0.5) 
16(1.5) 
6(0.5~
4(0.4 
1(0.1) 

32(2.9) 
16(1.5) 
1(0.1)

28(2.5) 
15(1.4) 
5~0.5~2 0.2 

67(6.1)
1102 

12(8.1) 
52(34.9) 
8~5.4~2 1.3 
9(6.0) 

49(32.9)
6(4.0) 

11(7.4) 

10(2.2) 
6~1.3~4 0.9 
1(0,2) 

21(4. 7) 
4(0.9) 
1(0.2)

14(3.1) 
10(2.2) 
5~1.1~2 0.4 

36(8.0)
448 

8(15.7)
20(39.2) 
6~11.8)
2 3.9) 
3(5.9)
2(3,9) 
4(7.8)
6(11.8) 

1(8.3) 
1(8.3) 

2(16. 7) 
12 

2(50.0)
1(25.0) 

1(25,0) 

4 
Nl!W HlRfS 

1(50) 

1(50.0) 
2 

4(0,6) 
5(0.8) 

!1(1.5) 
12(1.9) 

12(1.9)
4(0.6) 

28(4.5) 
619 

4(4.3) 
29(31.5)
1(1.1) 

6(6.5) 
46150.0)
2 2.2)
4 4,3) 

1(10.0)
L(l0.0) 

2(20,0) 

10 

1(50) 

1(50) 

5 1 1 

N 
\0.... 

'lUl'ALNfW Htm; 149 51 4 92 2 

I
; 

i 
' 



NEBRASKA 'IDTAL El-WLOYMFNI' 
Annual Total MALE * FEMALE 
Salary (CDlLims) 

As i an or f.mer .1nd . As i an or hner .Ind . 
Job Category (B-K) 

A 
White 

B 
!Uaclc 

C 
Hispanic 

D 
Pac. Is l. Alaskan 

E F 
White 

G 
Bl ack 

H 
llispanic 

I 
Pac. Is l. 

J I 
Alaskan 

K 
HNDCP 

Officia l s / 1. 
&fmi nistrators 2. 

3. 
4. 
5. 
6. 
7. 
8. 

l'oofeasionals 9. 
'IDTAL 1736(11. 6) 1330(16 . 6) 22(17.9) 6(8. 5) 2(7. 4) 12{35. 3) 343 (5. 3) 12(11. 9) 3(4. 5) 1(7 .1) 5(~. 8) 

10. 
11 . 
12. 
13. 
14. 
15 . 
16. 

'IDTAL 3328(22. 2) 1938(24. 2) 28(22. 8) 22 (31.0) 16(59. 3) 4(11 .8) 1281(19.7) 17 (16. 9) 14(20. 9) 5(35.7) 3(14. 3) 
! clans 17. 

18. 
19. 
20. 
21. 
22. 
23. 
24 . 

N 
\D 
(X) 

'IDTAL 1005(6.1) 655(8. 2) 4(3. 3) 3(4. 2) 2(5.9) 333 (5 . 1) 7(6 . 9) 1(4 . 8) . 
lleoteet:f.,ve 25. 

~i:vtilce. 26 . 
27 . 
28. 
29. 
30. 
31. 
32. 

'IDTAL 932(6. 2) 813(10. 1) 16(13.0) 12(16. 9) !!(23. 5) 75(1. 2) 7(6. 9) 1(1. 5) 
lk llm 33. 

Pr1tJfes,:s1l00li!l l a 34. 
35. 
36. 
37. 
38. 
39. 
40. 

'IDTAL 2623(17. 5) 1048(13 . 1) 24(19. 5) 17(23. 9) 3(11.1) 2(5 . 9) 1484(22 .8) 24(23 .8) l j (22 . 4) 2(14. 3) 4(19. 0) 
Ofifli<.11 : e 41. 

.Cle rlca:=el 42 . 
43. 
44. 
45. 
46. 
47. 
48. 

IDfAL 2439(16. 3) 184(2. 3) 2(1. 6) 2191(33.6) 27(26.7) 24 05. 8) 4(28. 6) 7(33 . 3) 



Job Category 

Annual 
Salliry 

'lbta1 
( Cbll.llllS) 

(B-K)
A 

White 
If 

IUack 
C 

MAIE 

tlispanic 
D 

Asiari or kier. Irid. 
Pac. isl. Alaa~an 

E t 

* 

White 
G 

Black 
H 

Hispanic 
I 

Asian or 
Pac. Isl. 

J 

FEMALE 

/mer. Ind. 
Alaslrsn HNDCP 

K 

Slrilled Craft 49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 

~ Service 
rorAL 

57. 
1223(8.2) 1151(14.4) 9(7.3) 6(8.5) 1(2.9) 54(0.8) 2(2.0) 

! 
ii
!:! ... 

Maintenance 58. 
59. 
60. 
61. 

~,. 
li!... 
li!., 

~ 
n 

62. 
63. 
64. 

rorAL 
'IUl'AL FUIL TIME 

1695(11.3) 
14981 

891(11.1) 
8010(53.5) 

18(14.6) 
123(0.8) 

5(7.0) 
71(0.5) 

6(22.2) 5(14. 7) 
27(0.2) 34(0.2) 
NEWIIIRFS 

752(11.5) 
6513(43.5) 

5(5.0) 
101(0. 7) 

10(14.9) 
67(0.~) 

2(14.3) 
14(0.1) 

1(4.8) 
21(0.1) 

~ 

D 
m 

°' 

<: 
~ 

Officials/Adm 75. 
Professionals 76. 
Technicians 77. 
Prot. Serv. 78. 
Para-Prof. 79. 
Off/Clerical 80. 
Slrilled Craft 81. 
Serv. /Hsiot. 82. 

85(4.1) 
360(17.4) 
100(4.8~
108(5.2 
519(25.0) 
430~20.8)
192 9.3) 
278(13,4) 

61(6. 9) 
165(18. 7) 
37i4.2)
90 10.2) 

205(23.2) 
18(2.0) 

175(19.8) 
131(14.9) 

3(12.5) 
5(20.8) 
2i8.3l1 4.2 
6(25.0) 

2(8,3) 
5(20.5) 

1(9.1) 
3(27.3) 
ll9.l~1 9.1 
1(9.1) 

3(27.3) 
1(9.1) 

2(33.3) 

4(66. 7) 

1(20.0) 
2(40.0) 

1(20.0) 

1(20.0) 

17(1.6) 
174(15.9) 
59l5.4~
14 1.3 

298(27.2) 
394~36.0~
12 11.0 

128(11.7) 

2(12.5) 
3(18.8) 

3(18.8) 
7(43.8) 

1(6.3) 

5(26. 3) 

1(5.J) 
2(10.5) 
6(31.6) 

5(26.J) 

1 (33. 3) 

1(33.3) 

1(33.3) 

1(10.0) 

4(40.0) 
4(40.0) 

1(10.0) 

N 
\0 
\0 

'IUl'Ai. NEW HIRES 2012 882(42,6) 24(1.2) 11(0.5) 6(0.3) 5(0. 2) 1096(52. 9) 16(7.1) 19(0. 9) 3(0.1) 10(0.5) 
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