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STATEMENT OF POLICY 

People are the vital element essential to the success of a 
transportation system. That success can be seen through the Equal 
Opportunity policies that affect its employees. 

It is for this reason that I am committed to the Southern California 
Rapid Transit District (SCRTD) policy that insures Equal Employment 
Opportunity for all qualified persons regardless of race, ancestry, 
national origin, sex, religion, age, physical handicap and marital 
status. I also support the District's requirement of an Equal 
Employment Opportunity Program which clearly details policies and 
procedures for preventing discrimination. 

The Southern California Rapid Transit District is a major employer in 
the Los Angeles area. It must ensure that there are no artificial 
barriers to the recruitment, hiring, training, and promotion of 
minorities and women. In order to achieve this objective, the Equal 
Employment Opportunity Program will present employment goals and 
timetables which are consistent with the availability of minorities 
and women in the work force. 

It is District policy that employees at every level play a vital role 
in assisting the District to meet its employment objectives. As 
evidence of my commitment to this effort, the Board of Directors has 
adopted the Equal Employment Opportunity Program, and I designated 
the Assistant General Manager for Equal Opportunity to manage the 

program for the District. Under his direction the Equal Employment 
Opportunity Manager shall implement, monitor, and evaluate this Equal 
Employment Opportunity Program with respect to all District em- 

ployees. I expect full cooperation and assistance with the Equal 
Employment Opportunity Department staff from everyone involved in 
hiring, developing and promoting personnel. 
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DATE June 20, 1985 j ohn A Dyer/ 
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Organizational Structure 

Organizational Chart 

The Department of Equal Opportunity is comprised 

of four offices: 

a. Disadvantaged and Women-Owned Business 
Enterprise 

b. Contract Compliance 
c. Equal Employment Opportunity 
d. Employee Education, Training & Development 

The Table of Organization is shown below: 

SOUTHERN CALIFORNIA RAPID TRANSIT DISTRICT 
DEPARTMENT OF EQUAL OPPORTUNITY 

General Manager 

Assistant 
General Manager 

Equal Opportunity 

Office of Contract Equal Employmen 

DBE/WBE Compliance Opportunity 

Manager Manager Manager 
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Employee Education, 
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1.0 Authority and Responsibilit 

The authority arid responsibility for developing arid imple- 

meriting an Equal Employment Opportunity Program (EEO 

Program) is vested in the District's General Manager and 

delegated to the Assistant General Manager for Equal 

Opportunity. The Manager of Equal Employment Opportunity 

has the primary responsibility for ensuring this program's 

implementation throughout all departments. The offices of 

Equal Employment Opportunity, Contract Compliance, Employee 

Education, Training and Development have responsibilities 

for implementing plans for a program to achieve equality of 

opportunity for all District employees, potential em- 

ployees, arid similar employees of District contractors. 

The Equal Employment Opportunity Office is also responsible 

for monitoring and assisting in the preparation of the 

District's Title VI submittals to the U.S. Department of 

Transportation. 

2.0 Purpose of Equal Employment Opportunity 

The responsibilities set forth in this program have been 

established to ensure that every SCRTD employee is afforded 

the opportunity to grow and achieve on the basis of 

individual abilities and ambitions without discrimination . on the basis of race, religion, sex, national origin, 

ancestry, age, or physical handicap provided such handicap 

does not prohibit essential job performance. 

3.0 Authority for Equal Employment Opportunity Department 

Authority for Equal Employment Opportunity Department is 

set forth in the Equal Pay Act of 1963; Title VII of the 

Civil Rights Act of 1964, as amended; Age Discrimination in 

Employment Act of 1967, as amended; Equal Employment 

Opportunity Act of 1972; Section 504 of the Vocational 
Rehabilitation Act of 1973; Executive Order 11246 (equal 

employment opportunity, government contractors and 

subcontractors); Executive Order 11375 (sex discrimina- 

tion); Equal Employment Opportunity Commission Guidelines 

(41 CPR Part 60); and related Urban Mass Transportation 
Administration regulations (Circulars 1160.1 and 1165.1). 

4.0 Organizational Responsibilities 

4.1 SCRTD Board of Directors - Adopts policies that assure 

the provision of sufficient resources necessary to 

administer the EEO Program in a positive and effective 

manner. 

. 4.2 General Manager - Exercises personal leadership and 

provides overall policy direction in establishing and 

maintaining an effective EEO Program within SCRTD. 
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The General Manager has the ultimate responsibility 
for the management of SCRTD's EEO Program, and for 
ensuring that the program operates in accordance with 
legislative mandates and regulations. Under the 
general direction and supervision of the General 
Manager, the Assistant General Managers and their 
staff provide support for the EEO program in their 
respective areas of responsibility as set forth below. 

4.3 Assistant General Managers - Are responsible for 
promoting EEO efforts within their departments. 
Ongoing practices that help to ensure that equal 
opportunity and treatment include, but are not limited 
to, the following: 

o Assure that department heads and other supervi- 

sory personnel under their direction are apprised 
of the equal opportunity posture within the 
District and are held accountable for their 
individual efforts in this area; 

o Take prompt and positive action to eliminate 
possible discrimination within their departments. 
This action includes being alert for any possible 
reprisals in the aftermath of discrimination 
complaints. 

4.4 Department Heads - Work closely with the EEO staff in 
preventing barriers to equal opportunity within the 
scope of their responsibility. This responsibility 
requires the following ongoing practices as minimum: 

o Review the statistical representation of 
minorities and women at all levels within their 
respective departments; 

o Review and evaluate the performance of super- 

visors and managers under their direction with 
regard to demonstrated support of equal employ- 

ment opportunity; 

o Provide maximum feasible opportunities to all 
qualified employees to enhance their skills 
through on-the-job training programs so that they 
may advance in accordance with their potential; 
and 

o Work with the EEO Manager to comply with all of 
the requirements of the program set forth by the 
EEO Plan. 

4.5 Director of Personnel - Ensures that all personnel 
procedures are in compliance with applicable civil 
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rights legislation and that they reflect the 

District's commitment to equal employment opportunity. 

Director of Personnel has the ongoing responsibility 

to: 

o Take necessary measures to ensure that staff 
members involved in the employment process use 
only objective, job-related standards in 

connection with their duties. This responsi- 

bility applies to anyone who recruits, inter- 

views, selects, promotes, trains, recommends 

disciplinary or other personnel actions; 

o Communicate SCRTD's EEO related policies as well 

as employment needs to recruitment sources 
without regard to race, religion, sex, national 

origin or ancestry, marital status, age or 

physical handicap, and solicit their recruitment 

assistance on a continuing basis; and 

o Review employee selection procedures on a regular 

basis to ensure that they do not dispropor- 

tionately screen out individuals protected by 
Title VII unless; (1) procedures are 

S significantly related to job performance, and (2) 

no alternative nondiscriminatory standards can be 

developed to meet requirements shown to be 

justified by business necessity. 

4.6 Director of Employee Education, Training and 
Development - Ensures that training programs are 

available to qualified employees. This activity 

includes the responsibility to: 

o Provide training to give opportunity for the 
development and promotion of all qualified 
employees through management intern programs, 

Mechanic "C" training programs, tuition 
reimbursement, career counseling and pre- 

supervisory programs. 

o Provide training for under-utilized groups to 
qualify them to apply for positions where they 

are underrepresented. 

4.7 Managers and Supervisors - The SCRTD EEO Program must 

have the personal involvement and support of all 

executive, managerial and supervisory personnel. 
Individuals at all managerial levels are responsible 

S for ensuring that subtle and overt forms of discrimi- 

nation do not exist within their respective work 
areas. Managers and supervisors have the 
responsibilities to: 
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o Ensure that all qualified persons, regardless of 
race, color, religion, sex, national origin or 
ancestry, age, physical handicap or marital 
Status are given equal opportunity to promotion, 
transfer and training; 

o Initiate, guide, and take necessary actions for 
implementing equal employment opportunities at 
all grade levels, and work with the Personnel 
Department to explore new job opportunities, 
where possible, for dead-ended employees; 

o Ensure that equal opportunity affects all 
employment practices including, but not limited 
to; recruitment, selection, assignment, transfer, 
promotion, commendation, training, reduction-in- 
force and termination; and 

o Support SCRTD's EEC Policies by reaffirming the 
intent of the Program and assisting EEO staff in 
implementing this Equal Employment Opportunity 
Program. 

5.0 Equal Opportunity Staff Responsibilities 

5.1 The Equal Employment Opportunity Manager - Has the overall 
responsibility to develop, administer, monitor, and 
evaluate SCRTD's Equal Opportunity Program on behalf of the 
General Manager. The Equal Employment Opportunity Manager 
has the ongoing responsibility to: 

o Implements the District's policy which provides that 
Equal Employment Opportunity is for all persons, 
regardless of race, religion, sex, national origin or 
ancestry, age, physical handicap and marital status; 

o Develops and prepares the work-force representation 
and evaluation of the Equal Employment Opportunity 
Plan. 

o Evaluates and updates the District's EEO Program 
yearly and submit appropriate recommendations for 
changes as necessary; 

o Provides recognition to employees, supervisors, 
managers, and organizational units demonstrating 
outstanding performance in achieving equality of 
opportunity goals; 

o Ensures that EEO representatives are available to all 
employees or applicants who believe that they have 
been discriminated against because of race, religion, 
sex, national origin or ancestry, age, physical 
handicap, or marital status, and who desire to file 
complaints. 
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. o Supervises the receipt, prompt investigation and 

disposition of complaints of discrimination from 

individuals or groups of individuals; 

o Informs the Assistant General Manager of Equal 

Opportunity and all employees about current EEO 

activities and EEO legislative matters; 

o Supervises the EEO staff. 

o Develops goals, establishes priorities and assigns 

work in the Equal Employment Opportunity (EEO) unit; 

o Represents District with federal and state agencies to 

negotiate resolution of complaints; 

o Makes oral presentations to community groups 

concerning District EEO policies, procedures and 

practices; 

o Advises and trains contractors and subcontractors on 

EEO-related requirements and procedures; and 

o Reviews professional literature and relevant court 

decisions and legislation. 

5.2 Equal Employment Opportunity Staff - Administers, updates, 

supervises, coordinates, recommends, monitors and evaluates the 

daily operations of the EEO Program. The EEO staff reports 

directly to the Equal Employment Opportunity Manager and acts on 

his behalf when so directed. The EEO staff performs the 

following functions: 

o Maintains the EEO files and ensures that the 

confidentiality of the files is maintained at all 

times; 

o Receives and investigates formal and informal EEO 

discrimination complaints; 

o Conducts appropriate inquiries into informal 

complaints of discrimination in Part VIII of this 

section; 

o Attempts informal resolution of complaints in 

accordance with established procedures; 

o Keeps a record of counseling and interviewing 

activities; 

0 Advises aggrieved individuals of the right to fIle a 

complaint of discrimination if informal resolution is 

not accomplished within prescribed time limits; 



o Provides a communication link between the EEC manager 

and SCRTD employees on issues of mutual concern and 

interest; 

o Investigates all aspects of assigned formal complaints 

of discrimination in accordance with established 

procedures in a fair, impartial and timely manner; 

and, 

o Establishes for each formal complaint an investigation 

file which includes the formal complaint, witness 

statements, and copies of or extracts from records, 

policy statements, and regulations of the District 

organized to show their relevance to the complaint or 

the general environment from which the complaint 

arose. 

5.3 Training Program 

The Equal Employment Opportunity office shall pursue an outreach 

program to the District's internal and external communities. In 

this program, the EEO Office shall: 

o Provide each executive staff member, department head, 

and supervisor with a copy of the EEO Program which is 
the official procedure to be implemented by SCRTD; and 

o Conduct training classes for department managers in 

order to assist them in the implementation of the EEC 

Program; 

o Provide EEO awareness training as part of the First- 

line Supervisor's Training Program that is offered to 

new supervisors; 

o Maintain an in-house file of all available job 

openings and job announcements. 

5.4 Outreach Program 

o Upon request of the Personnel Department, the EEO Office 

shall assist that department in external outreach 

activities and will contact prospective job applicants and 

recruitment sources when positions are available. 

6.0 RTD Personnel Practice f or Hiring and Promotion 

6.1 Recruitment 

Whenever a vacancy occurs in a District department, the hiring 

authority may request the recruitment of qualified personnel to 

fill such vacancy. The request will be made by submitting a 



S requisition form through supervisorial channels to the Director 

of Personnel. If a valid eligible list exists, names will be 

certified to the department in accordance with Section 6.5 of 

this plan. If no valid eligible list exists from which to fill 

the vacant position, the Personnel Department will commence 

recruitment. 

6.1.1 A representative of the Personnel Department 

will meet with the hiring authority to review 

the knowledge, skills, and abilities required 

for the position and to ascertain that the 

minimum qualifications are appropriate. 

6.1.2 The Personnel Department, in conjunction with 

the hiring authority, will rrepare a 

recruitment (job vacancy) bulletin which should 

contain the following information: 

o Position title; 

o Minimum and maximum salaries (salary grade); 

o Brief description of the duties to be performed; 

o Minimum qualifications (knowledge, skills, 

abilities, and special licenses, etc.); 

o What qualifications (training and experience) the 

preferred job applicant will possess; 

o The examination components and weights; 

o Physical qualifications (if applicable); 

o The last date applications will be accepted (date 

that filing closes); and 

o Information on where and how to apply. 

6.1.3 Recruitment bulletins will be distributed to all 

District departments and will also be placed on 

designated District bulletin boards. In addition, the 

Personnel Department will maintain and periodically 

update a list of minority and women's organizations to 

which recruitment bulletins will be sent for all 

"Open" recruitment (those recruitinents not limited to 

current District employees). 

6.1.4 Recruitment bulletins for exams that are promo- 

tional only (limited to permanent District personnel) . shall be posted for a minimum of 7 working days. 

Recruitment bulletins for exams that are open to the 

public (both open and promotional) shall be posted for 

a minimum of 10 working days. 
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6.1.5 The Personnel Department may also place advertise- 

ments in newspapers, magazines or trade publications 

to help reach qualified applicants. 

6.1.6 In addition, other recruitment strategies may be 

used, e.g. job fairs, open house, mobile recruitment 

bus, career days and posters on buses. 

6.1.7 In keeping with the District's firm commitment to 

the principles of equal employment opportunity, the 

Personnel Department shall make every attempt to 

obtain an appropriate cross-section of applicants for 

all recruitinents. 

6.2 Selection 

6.2.1 Applications - The Personnel Department will issue and 

receive applications for vacant positions. Applica- 

tions for each job will be submitted on the standard 

SCRTD application form (see Appendix), so that during 

the screening process the backgrounds of various 

applicants can be compared based on common criteria. 

For some highly specialized positions, a structured 

supplemental application may also be used to get 

information about specific skills and abilities. The 

Personnel Department will review each application for 

completeness, qualifications of the applicant for the 

position and verification of required licenses or 

certificates. All such applications will be retained 

by the Personnel Department in conjunction with other 

data pertaining to that recruitment. 

6.2.2 Rejection of Application - The Personnel Department 

may reject an application for any of the following 

reasons: 

o Failure of the applicant to show reasonable 

conformity with one or more of the announced 

requirements for the examination, such as 

training and experience, age limIts or license 

recuirements; 

o False statements by the applicant on his/her 
application with regard to any material fact; or 

o Physical unfitness of the applicant with resrect 

to the position applied f or. 

6.2.3 Physical Requirements - It shall be the policy of 

the District to provide reasonable accommodations for 

handicapped persons to qualify for District jobs. 

However, physical or mental handicaps which seriously 

impair performance of job duties will be disquali- 

fying. Pre-employment medical exams will be given to 
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all new employees prior to hire, and the examining 

physician will report to the Personnel Department any 

physical condition which may, in the doctor's opinion, 

impair the ability of the employee to perform the 

duties of the job. 

6.2.4 Medical Standards - To insure equitable treatment 

in pre-employment medical exams, the Personnel 

Department shall develop and maintain job-related 

physical requirements (medical standards) for all 

jobs. These medical standards will be used by the 

physician in conducting the pre-employment medical 

exam. 

6.3 Examination Process 

6.3.1 Application Screening - After filing has closed 

for a particular position, the Personnel Department 

and the hiring authority or his/her representative 

will review the applications submitted and select only 

the most qualified applicants to be invited for exam- 

ination. Specific criteria used in the screening will 

be reduced to writing and maintained as part of the 

permanent examination record. The number of candi- 

dates invited for examination will vary based on the 

number of qualified applicants, number of positions in 

the classification for which applicants are being 

tested and anticipated hiring needs of the District. 

6.3.2 Notification of Exam - The Personnel Department will 

notify applicants in writing of the date and time for 

the examination. Insofar as practicable, examination 

processes will be limited to one day in length. The 

Personnel Department will also notify in writing those 

applicants who were disqualified from the process and 

those who met the minimum qualifications but were not 

interviewed because other applicants were considered 

to be better qualified. 

6.3.4 Exam Components - An examination will consist of 

several, but not necessarily all, of the following 

components: 

o Panel appraisal interview to evaluate training, 

experience and candidate suitability for the job; 

o Written test to determine knowledge and skills 

necessary for the job; 

o Performance test to determine ability to perform 

duties of the job (may include work samples, 

writing projects, assessment center exercises, 

etc.); 



o Physical agility test to determine strength and 
stamina necessary for certain jobs; 

o Psychological screening by clinical psychologist 
to determine personality characteristics; 

o Background investigation, including references, 
work verification and checks of licenses or 
certificates; 

a Physical examination by licensed physician to 
determine physical ability to do the job, just 
prior to appointment; 

o Check of applicant's conviction record through 
fingerprints at time of appointment. 

6.3.5 Examination Weights - Weights for the various compo- 
nents of the examination process will be established 
by the Personnel Department, based on the 
job analysis for the position. All examination 
weights will be specified in the recruitment bulletin. 

6.3.6 Examination Raters and Rate Sheets - All examination 
raters will be briefed on proper rating procedures by 
the Personnel Department prior to the rating process 
and debriefed after the process to ensure maintenance 
of standards and fairness to all candidates. 
Structured rating sheets related to the job being 
examined for will be used for all examinations. The 
formula for grading and weighting shall be applied in 
the same manner for each examination paper: 

o Performance test raters will be subject-matter 
experts, draw-n from persons at least one level 
above the level for which candidates are being 
tested. The raters will be persons who have 
performed the duties which they will be evaluat- 
ing. These raters may be District employees or 
may be from other agencies, but shall not be the 
hiring authority for the application position; 

o Insofar as possible, Panel Appraisal Interview 
Boards will consist of two subject matter experts 
and a Personnel Analyst. The subject matter 
experts may be from other agencies, or one (but 

not both) may be a District employee from the 
department where the vacancy exists. This 
department interviewer must be at a level equal 
to or higher than the job for which candidates 
are being interviewed and shall not be the hiring 
authority; 
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o Exam raters are not to rate any person for whom 
they are the immediate supervisor or with whom 
they are sufficiently well acquainted so as to be 

unable to rate the candidate in an unbiased 
manner. In either of the above cases, the exam 

rater will have to disqualify himfherself from 
rating that candidate and the remaining two 
raters will conduct the interview; and 

o All panel appraisal interviews will be tape 
recorded. 

6.4 Eligible Lists 

6.4.1 Creating of Lists - Following the examination process 

final overall scores will be calculated using weights 

promulgated on the recruitment bulletin. The names of 

the exaininees, together with their weighted scores for 
each examination component and in total, will be 

placed on the eligible list. The highest scoring 

examinee will be placed first on the list, the next 

highest second, etc., until the name of the lowest 

scored passing examinee is listed. Those who failed 

will be listed separately. the list of those who pass 

will be known as the "Eligible List" and will be 
approved, when completed, by the Supervising Personnel 

Analyst. 

6.4.2 Duration of Eligible Lists - Eligible lists will be 

valid for a period of one year unless exhausted 

sooner. 

6.4.3 Eligible Lists for Single Position Classes - 
Examinations for classifications containing only a 
single incumbent will result in an eligible list good 
for that selec- tion only. After the vacancy has been 
filled, the list will be deemed expired. Should the 
position become vacant in the future, a new eligible 
list will be established. 

6.5 Certification 

6.5.1 Number of Names - The top three names on the eligible 

list will be certified to the Department having the 
vacant position. If two vacancies exist, four names 
will be certified; if three vacancies, five names, 

etc. The names of the certified eligible will be 

placed at the bottom of the certification form (see 

Appendix) and the form will be forwarded to the hiring 

S authority along with a copy of each of the caricHdate's 
application. 
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6.5.2 Hiring Authority Interviews - The hiring authority or 
designated representative will contact the certified 
eligibles and arrange to interview each of them. 
After selecting the candidate(s) he/she wishes to 

hire, the hiring authority will note the results of 
the interviews on the requisition form, i.e., 
selected, interviewed but not selected (INS), did not 
appear (DNA), etc., and return the form to the 
selection supervisor who will, after the personnel 
Change/Authorization Form (see Appendix) is signed, 
schedule a pre-employment medical examination and 
makes the formal offer of employment. 

6.5.3 Reference Checks and Records Review - The hiring 
authority, prior to selecting a person for hire, is 

encouraged to contact references, including current 
and former employers, on all three candidates. Where 
the candidates are District employees, the hiring 
authority is also encouraged to review their personnel 
and attendance records. 

6.5.4 Candidates Who Fail to Appear - A candidate who fails 
to appear for an interview with the hiring authority 
will be removed from the eligible list and the next 
name on the list will be certified to the hiring 
authority in his/her place. 

6.5.5 Candidates Who Are Not Selected - The names of the 
two candidates not selected by the hiring authority 
will be returned to the eligible list and will be 
certified for future vacancies as they arise (unless 
this is a single position class, in which case, the 
list is dead). 

6.5.6 Elimination of Eligibles - Examinees on eligible lists 
may be eliminated by the Personnel Department on the 
following ground: 

o Two waivers (declinations) of certification or 
offers of appointment; 

o Inability of the Personnel Department to locate 
the examinee. It is the examinee's responsibi- 
bility to notify the Personnel Department of 
changes of address or telephone; 

o Failure of an applicant to resrond to a written 
inquiry within five working days of the date of 
mailing of such inquiry; 

o Failure of an applicant to appear for interview 
with the hiring authority without notifying the 
hiring authority or the Personnel Department; 
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o Falsification or misrepresentation of application 
papers by exaininee; 

o Inability of applicant to meet physical 
requirements of position (to be determined in 

pre-employment medical); or 

o Voluntary withdrawal by applicant. 

6.5.7 Termination of Eligible Lists - An eligible list may 

be terminated by the Personnel Department whenever 
fewer than three names remain on the list. 

6.6 Exempt Positions - Exempt positions are created by the Board of 

Directors. These positions are usually at the department head 

level or above and serve at the pleasure of the hiring authority 

(usually the General Manager or an Executive Staff Member). 

Exempt employees are not required to serve a probationary 

period, nor are they governed by non-contract disciplinary 

procedures. If an exempt employee is terminated, he/she is 

precluded from grieving the termination. Exempt positions may 

not necessarily be filled through the recruitment and selection 

processes previously described. However, a standard SCRTD 

application form will be completed, and candidates will be 

S interviewed by the hiring authority. Any selection will be made 

in conformance with the Equal Employment Opportunity Commission 

(EEOC) Guidelines on Employee Selection. No eligibility lists 

will be established for exempt positions. 

6.7 EEO Efforts by Personnel Department - The following are the 

significant efforts undertaken by the Personnel Department to 

insure support of the equal employment opportunity efforts of 

the District. 

o The SCRTD has created "bridge classifications" to allow 

clerical and blue collar workers to prepare themselves for 

professional positions. Where needed, incumbents take 

appropriate college classes during free hours, and their 

tuition expenses are reimbursed by the SCRTD. Data 

Processing Operators are being trained as Programmer 
Trainees, Personnel Assistants as Personnel Analysts, and 

Planning Assistants are trained to become Planners. 
Further, the classes of Junior Engineer, Buyer Assistant, 

Staff Assistant and Staff AIde have been created. Student 

Intern is a preparatory class for professional positions; 

o The SCRTD has developed a Special Assistant Program for 

employees with temporary handicaps which prevents them from 

continuing their usual employment. In order to provide 

S alternate employment that accommodates an employee's 

handicap, eight positions have been allocated to this 

special class. An employee with such a handicap may be 
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placed in one of these positions for three weeks to six 
months upon his or her wish to be so placed and upon the 
physician s approval; 

o The SCRTD recuires a standardized application form to be 
completed by all applicants. Even if a resume is 
submitted, each applicant will need to provide the 
information requested in the application. This procedure 
permits a more even comparison of candf date's 
qualifications; 

o Performance appraisals are written against job related 
tasks and standards, into which the employee has had some 
input; 

o Validated medical standards for all District job classes 
are being developed, which will enable judgments to be made 
concerning the physical capability of applicants to perform 
them. They will also permit the judgment about "reasonable 
accommodation" for the needs of the handicapped applicant 
to be made more precisely on a case-by-case basis; 

o The gender and ethnic identity of applicants are tracked 
from information supplied by the applicants, and it is 
possible to identify the most productive recruiting 
resources; 

o Fair and consistent selection procedures have been 
developed which measure actual requirements of positions; 

o The SCRTD has revised its pension-actuarial table to 
eliminate discrimination on the basis of sex; 

o The SCRTD has revised its Affirmative Action mailing list 
to expand recruitment sources for women and minority 
groups; 

o A special category of employment, Regular Part-Time 
Employment, has been developed, permitting the hiring of 
employees to work between 20 to 32 hours per week; 

o A modified flex-time program is in place in many 
departments; 

o Class specifications for all jobs have been revised to 
eliminate sexist terms for positions/specifications; 

o Special Hispanic, Asian and female outreach recruitment 
efforts are maintained on an ongoing basis; 

o A WIN/COD (Work IncentivefCareer Opportunities Development) 
Program has been implemented to increase the number of 
women bus operators and mechanics: 
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o An Employee Assistance Program has been implemented to help 
alcohol/drug abusers and other employees with problems 
which affect their health and productivity; 

o A survey has been conducted of the current handicapped 
employee population. 

7.0 Employee Education Training and Development 

The Employee Education Training and Development Department 

(EETD), under the direction of the Assistant General 
Manager - Equal Opportunity, provides training programs to meet 

the current and future work needs of the District, individual 
departments and individual employees. 

EETD administers six continuing programs directed toward 

employee promotional preparation. The programs are: 

7.1 Management Intern Program - This program is designed to prepare 

qualified college graduates for anticipated staff and management 
vacancies requiring a formal education. Four to six program 
participants are rotated through regular departments at three- 

month intervals to provide a comprehensive knowledge of District 
functions and to help sharpen their administrative skills. 

7.2 Mechanic "C" Training Program - Twelve or more mechanics 
per year have been graduated from this program since 1971. The 

Program is designed for Utility "A" and Service Attendants to 

become Mechanics "C" following 22 weeks of classroom training 

(three hours twice a week on their own time) and 16 weeks of 
on-the-job training. The program covers basic diesel mechanic 

knowledge and skills and, upon successful completion and 

available vacancies, employees are promoted to Mechanic "C" 
positions. 

7.3 Career Counseling Program - Individualized career counseling is 
available to help all employees determine their career goals, 
identify their skills and training needs and define possible 

career paths within the District. 

7.4 Tuition Reimbursement Program - This program offers an important 
resource for continuing education and development for employees 
and has been offered at RTD since 1972. The current guidelines 

provide for tuition refunds to qualified employees for courses 
which are related to the work of the District and which are 
taken at universities or colleges after work hours. The program 

is designed to encourage employees to prepare for promotional 

opportunities and to increase their capabilities in their 

present position. All full-time employees are eligible to 

participate. 

7.5 Transit Operations Management Certificate Program - An 18-month 
Transit Operations Management Certificate Program is scheduled 

for fiscal year 1986 for employees in Transrortation and 
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Maintenance Equipment Departments. This is a six-course 
Management Development Program offered through the University of 
California at Los Angeles Extension to prepare employees, 
selected through a competitive screening process, for possible 
promotion to the position of Division Manager. 

7.6 District's Affirmative Action Career Development Program - The 
District established the Affirmative Action Career Development 
Program to increase minority and female representation in 
entry-level professional and middle-management level positions. 
This program is training 22 minorities and females in a variety 
of departments to fill specific positions where currently there 
is under representation. 

7.7 Pre-Supervisory/Staff Development Training - Three Pre-Super- 
visorv/Staff Development Training series are projected for 
fiscal year 1986. Each series consists of four programs: 
Introduction to Supervision, Introduction of Administrative 
Analysis, Fundamentals of Interpersonal Relations and BasIc 
Writing Skills. Each of these programs consist of eight 2-hour 
modules and are offered in District facilities. The programs 
are voluntary and are open to all interested employees who 
attend on their own time. 

EETD has developed a five year training plan projecting ongoing 
and future District training needs in the area of retraining, 
specialized training, minority development and career develop- 
ment. This master plan reflects analysis of the District's 
Equal Opportunity Program. 

8.0 Complaint/Grievance Procedures 

8.1 Employee Right to File Complaint - Internal Procedure 

This section provides procedures for internal processing and 
review of discrimination complaints. The procedures contained 
herein are strictly followed in the processing of discrimination 
complaints. 

8.1.1 Any SCRTD employee or applicant for employment who 
feels he/she has been discriminated or retaliated 
against because of race, religion, sex, national 
origin, marital status, ancestry, age or physical 
handicap has the right to register a complaint in 
accordance with the procedures set forth below: 

o All employees have the unrestricted right to 
communicate informally and directly with an EEO 
Representative before, or after their work 
assignment or on appropriate break periods. 

o The District considers the intentional filing or 
registering of false discrimination complaints to 
be as reprehensible as discriniinatorv conduct. 
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. Therefore, any employee who intentionally files a 
false discrimination complaint will be subject to 
discIplinary action. 

o Complainants, and all parties and their witnesses 
shall be free from restraint, intimidation, 

interference, retaliation, coercion, discrimina- 
tion or reprisal at any stage in the presentation 
and processing of the complaint, including the 
counseling stage or any time thereafter. Any 
party who alleges restraint, intimidation, inter- 

ference, coercion, discrimination, or reprisal in 
connection with the presentation of a complaint, 
may have the allegation included as an issue in 
the complaint or as an Individual complaint of 
discrimination. 

o SCRTD shall ensure that full cooperation Is 
provided by all employees to the EEO Represen- 
tatives in the performance of their duties. 

o The principal purpose of the discrimination 
complaint procedures is to determine whether, in 

fact, discrimination has occurred, so that 
remedial action can be taken as appropriate. 

S Investigations and conferences in discrimination 
complaint cases are essentially fact-finditg 
processes which have as their purpose the 

development and recording of evidence on which 
informed and impartial decisions can be based. 

8.2 Internal Complaint Process 

8.2.1 An employee or applicant for employment (aggrieved 
person) who believes hefshe has been discriminated 

against should first contact an EEO Representative so 

that an attempt can be made to resolve the complaint. 
The ELO Representative must be contacted within 30 
dys from: 

o The date of the alleged discriminatory act; 

o The effective date of the Personnel/Change 
Authorization Form action; or 

o The date the aggrieved person became aware or 
should have become aware of the alleged 
discriminatory act. 

* (NOTE: These time limits may be extended to 

S beyond 30 days in cases where the complainant 
shows that he/she was prevented by circumstances 
beyond his/her control from submitting the 
complaint within the specified time limits.) 
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8.2.2 A complaint of discrimination must be submitted on 

the form provided and must be signed by the 
complainant. The complaint may be submitted by mail 
or delivered in person to the Office of Equal 
Opportunity. 

8.2.3 Immediately upon receipt, the Equal Employment 
Opportunity Manager will acknowledge receipt in 
writing to the complainant. 

8.2.4 The Equal Employment Opportunity Manager may 
reject a complaint which was not filed in a timely 
manner or if, after reviewing the allegations, he 
determines that it does not involve retaliation or 
discrimination on the basis of race, religion, marital 
status, sex, national origin or ancestry, age or 
physical handicap. A complaint may also be rejected 
if it is based on allegations of identical matters 
contained in a previous complaint filed by the same 
individual whenever a decision is pend!ng or a 
decision has been rendered. 

8.2.5 The Manager 

If a complaint is rejected, the manager of Equal 
Employment Opportunity will communicate the decision 
to resect the complaint by letter to the complainant 
or hisfher representative within 21 calendar days. 

8.2.6 Once a complaint of discrimination is accepted for 
formal processing, the Equal Employment Opportunity 
Manager will ass5gn an EEO Representative to 
investigate the complaint and notify the complainant 
in writing. 

8.2.7 The investigation shall include a thorough review 
of: 

o The circumstances under which the alleged 
discrimination occurred; 

o The treatment of members of the complainant's 
protected group as compared with treatment of 
other employees in the organizational segment in 
which the alleged discrimination occurred; 

o Any policies and practices related to the work 
situation, including those which may bear on the 
allegations discrimination, even though they have 
not been expressly cited by the complainant; and 

o Any verbal remarks that were made which could be 
deemed relevant. 
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8.2.8 The EEO Representative shall establish and maintain 
an investigative file. The file shall contain 
documents and information acquired during the 
investigation and shall be considered confidential. 

8.2.9 The EEO Representative shall prepare a report of the 
facts of the investigation. The complete investiga- 
tion file will be forwarded to the Equal Employment 
Opportunity Manager for an attempt at resolution. 

8.2.10 The investigative file shall be carefully reviewed by 
the Equal Employment Opportunity Manager to determine 
if the facts substantiate the allegation(s) of the 
discrimination complaint. If a determination is made 
that the allegation(s) cannot be substantiated, the 
Equal Employment Opportunity Manager will so notify 
the complainant and the accused in writing. 

8.2.11 If the Assistant General Manager - Equal Opportunity 
(AGM-EO), in consultation with the EEO Manager, 
determines that there has been differential treatment 
or other action which may constitute illegal discrim- 
ination or a violation of this program, the AGM-EO 
shall transmit the report of investigation to the 
Legal Department with a written request that an 
independent review of the report be made and an 
opinion rendered in writing as to whether the facts 
related in the report indicate that it is more likely 
than not that illegal discrimination or a violation of 
this program has occurred. 

This review shall be completed within ten (10) working 
days and the written opinion provided to the AGM-EO 
within five (5) working days thereafter. 

This opinion will be treated as attorney work product 
and will be entitled to the protections against 
disclosure afforded to confidential and privileged 
coimnunications under the law. 

8.2.12 If the AGM-EO in consultation with the EEO Manager 
upon consideration of the opinion of counsel finds 
that the allegations are substantiated, in whole or in 
part, said findings and a recommended resolution shall 
be transmitted in writing to the appropriate depart- 
ment head or supervisor and the general counsel within 
ten (10) working days of the completion of the review. 
If the department head agrees with the findings and 
recommendation he/she shall so notify the Manager of 
Equal Employment Opportunity within ten 10 working 
days. If the department head does not concur, then 
he/she may submit a counter-recommendation for 
corrective action to the Equal Employment Opportunity 
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Manager within tn 10 working days, with copies of all 
material transmitted to the General Manager and the 
General Counsel. 

8.2.13 The Manager of Equal Employment Opportunity shall 
then present the recommended corrective action to the 
complainant. If the Complainant accepts the recoin- 
mended action, the case will be closed. 

8.2.14 In the event that the recommended corrective action is 
not found to be a satisfactory resolution to the 
Complainant or the department head, either party or 
parties may choose to have the facts of the case 
reviewed by the General Manager. A request for review 
by the General Manager must be presented within ten 
(10) working days from the receipt of the recommended 
corrective action to the AGM-EO in writing. This 
request must state the reason the party or parties 
disagree with the recommended corrective action. 

8.3 Final Decision 

The General Manager shall advise the complainant and department 
head of a final decision within 20 working days of the 
presentation of the request for review. The General Manager may 
extend the period of review upon written notice to the parties. 
The decision of the General Manager shall be transmitted in 
writing to the parties and is a final decision within the 
District. 

8.4 Rights of the Alleged Discriminator 

In the interest of fairness to all persons involved in the 
filing of discrimination complaints, SCRTD shall assure that 
persons named as "Alleged Discriminators" are adequately 
informed of any charges made against them, and are afforded a 
full and fair opportunity to respond to such charges. The 
following provisions shall apply: 

o When an aggrieved person names or otherwise indentifies an 
individual as being responsible for an alleged act of 
discrinination, but the EEO Representative learns through an 
interview that the allegations are not based on illegal 
discrimantion, the EEO Representative shall advise the 

alleged discriminator: 

that he/she has been identified by a potential 
complainant; and 

the nature of the accusations made. 

o During the course of an investigation of a complaint of 
discrimination, the EEO Representative must take necessary 
precautions to ensure that the Alleged Discriminator (AD) 

20 



is given an opportunity to respond to any and all 
allegations made against him/her. The EEO Representative 
shall: 

interview and receive information from the AD as many 
times as necessary to ensure that the person had the 
opportunity to respond to all of the allegations; and 

provide the AD with the opportunity to name witnesses 
who might be contacted for corroborating testimony. 

o The Equal Employment Opportunity Manager shall provide the 

AD with a copy of: 

the findings and proposed disposition of the 
complaint; and 

SCRTD'S final decision concerning the allegations of 
discrimination in the complaint. 

o At the time the AD is notified of the nature of the 
allegations, he or she shall be provided with a copy of 
Sections 8.4 and 8.5 of the Equal Opportunity Program. 

8.5 Complaint File Accessibility 

8.5.1 Although, statements contained in the complaint file 
shall be obtained without a pledge of confidence, 
those statements, as well as other documents in the 
file, frequently include information of a personal and 
sensitive nature. Persons given access to this 
information, including complainants and AD shall not 
discuss the contents of the file with any person or 
divulge any information contained in the file except 
when it is necessary to do so in connection with the 
investigation of the complaint. The contents of the 
complaint file are official information and may not be 
used for other purposes. The California Public 
Records Act restricts against improper disclosure and 
is binding on SCRTD employees. 

8.5.2 The AD may, upon request, have access to the 

complaint file consistent with the following: 

o He/she will be given access to relevant and 
necessary portions of the complaint file if the 

determination of the Equal Employment Opportunity 
Manager supports the allegations of discrimina- 
nation or implies impropriety on the part of the 
AD. In event of a disagreement concerning which 
materials in the complainant file are relevant 
and necessary to the AD, the decision will be 
made by the Assistant General Manager - Equal 
Opportunity and the General Counsel. 
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o He/she will be given access to the complaint if S 
SCRTD takes or proposes adverse action against 
the AD based on evidence developed in connection 
with the investigation of the complaint. For 
this purpose, corrective action" includes any 
written reprimand, letter of instruction, 
suspension, demotion and/or termination. 

8.5.3 Except as provided above, disclosure of information 
from an individual's complaint file is limited to the 
parties requiring information (i.e., the complainant, 
his General Counsel, authorized agents, General 
Manager, Personnel Director, and SCRTD Representative 
involved in investigating the complaint). Without the 
written consent of the parties concerned, disclosure 
of information shall be limited to: 

o Confirmation of the name of the complainant and 
AD(s); 

o The status of the case; 

o Results of SCRTD's decision; and 

o The nature of the complaint. 

This limited information may be disclosed to the Equal 
Opportunity Commission and the Department of Fair 
Employment and Housing. The above limitation shall 
not apply to the General Manager, the General Counsel, 
the Director of Personnel or their authorized 
representatives. 

8.5.4 This policy of limited disclosure is based on the 
recognition that complainants, ADs and their witnesses 
shall be free from restraint, Interference, coercion, 
discrimination, or reprisal at any stage in the 
presentation and processing of the complaint, 
including the counseling stage or any time thereafter. 
The statutory foundation for this policy is the 
California Public Records Act (Government Code 
Sections 6250 seq.). 

8.6 Discrimination Complaint Reporting - In order to ensure the 
efficient processing of discrimination complaints, it is 

important for all persons involved at every stage to document 
their efforts at resolution and submit reports on a timely 
basis. The required reports are set forth below: 

8.6.1 Complainant's Statement - shall be submitted by 
the complainant to the Office of Equal Opportunity. 
The submitted Employee Complaint Form must enumerate 
each allegation separately and specifically. For 
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example, "I was the victim of harassment" is too 

generalized. If the complaint alleges harassment, 
specific acts demonstrating the harassment must be 
included. Complaints will be accepted only on those 

specific allegations on which the individual has 

established a basis of discrimination. 

8.6.2 Investigative File - Shall be submitted by the EEO 

Representative to the Equal Employnient Opportunity 

Manager upon completion of the investigation. It 

shall include: 

o Report of investigation with factual findings; 

o Declarations of the complainant, of the alleged 

discriminating official and of other witnesses; 

and 

o Copies of, or information from, records, policy 
statements and regulations of SCRTD organized to 

show their relevance to the complaint or to the 

general environment from which the complaint 
arose. 

9.0 Goals and Timetables 

9.1 Objectives and Responsibility 

The District's Equal Employment Opportunity Program has as an 

objective the setting of specific, detailed, numerical hIring 

goals and timetables to assist departments which have not met 

parity. The purpose of this objective is to correct any 

under-utilization or over-representation of specific affected 

classes of employees. The Office of Equal Employment 
Opportunity has the responsibility to perform the necessary 

statistical analysis, working in concert with the various 
District Department Managers, in order to set such employment 

goals and timetables. 

9.2 Program Goals 

The Office of Equal Employment Opportunity, working in 

concert with the various District Department Managers, 
shall take into consideration several factors In the 

establishment of such yearly employment goals for specific 
affected classes of employees. These Include, but are not 

limited to, the following: 

o The District Work-force Analysis for the various 
departments (see Section 9.3). 

o The employee availability analysis which is the result 
of analyzing labor force statistics for minorities and 
females based on the Los Angeles - Long Beach Standard 
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Metropolitan Statistical Area (SMSA) availability of 
workers for each of the District's identified work 
categories; 

o The projected number of job openings for such job 
categories within the District are based upon budgeted 
positions and projected attrition rates. 

o The flow of applicants for District job openings and 
the promotability of minorities and females within the 
District; 

o Correcting areas of under-utilization and over- 
representation within the District for minorities and 
female employees. 

9.3 Employee Utilization Analysis 

The employee utilization analysis is a part of the Work Force 
Analysis and Goals Chart (see Appendix). This analysis 
identifies areas of under-utilization and over-concentration of 
minorities and women within the District's work force. Detailed 
statistical data as of December 1984 has been compiled for the 
District. The Goals and Work Force Analysis charts show each 
department's job categories by sex and race. The Equal 
Employment Opportunity Commission (EEOC) has established 
standardized job categories which groups the District's job 
titles into nine (9) broad occupation categories. These groups 
are also used by the Bureau of the Census in presenting their 
data concerning the availability of minoritIes and women workers 
in the Los Angeles - Long Beach (SMSA). The description of each 
job category is as follows: 

o Officials and Managers 

Occupations requiring administrative personnel who set 
broad policies, exercise overall responsibility for policy 
implementation, direct individual departments or special 
phases of the District's operations. 

a Professionals 

Positions requiring personnel which follow policy directive 
with a high degree of technical skill. These positions 
usually require a college degree or equivalent experience. 

o Technicians 

Occupations requiring a combination of basic scientific 
knowledge and manual skill, which is usually obtained 
through approximately two years of post high school 
education, either through technical schools, junior 
colleges or equivalent on-the-job training. 
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o Para-professionals 

Occupations in which workers perform some of the duties of 
a professional or technician in a supportive role, which 
usually requires less formal training and/or experience 
than is normally required for professional or technical 
status. Such positions may fall within an identified 
pattern of staff development and promotion under a "New 
Career" concept. 

o Office and Clerical 

Includes all clerical-type work, regardless of level of 
difficulty, if the activities are primarily non-manual 
(although some manual work not directly involved with 
altering or transporting the products is included). 

o Craft-workers (skilled) 

Manual workers of relatively high skill level having a 
thorough and comprehensive knowledge of the processes 
involved in their work. They should exercise considerable 
independent judgment and usually receive an intensive 
period of training. 

o Operatives (semi-skilled) 

Workers who operate machines or processing equipment or 
perform other factory-type duties of intermediate skill 
level that can be mastered in a few weeks and require only 
limited training (includes bus operators). 

o Laborers (unskilled) 

Workers in manual occupations that generally require no 
special training. Perform elementary duties that may be 
learned in a few days and require the application of little 
or no independent judgment. 

o Service Workers 

Workers in both protective and nonprotective service 
occupations. 

For the purpose of analysis, job titles within the District 
were placed in appropriate job categories. 

9.4 Availability Analysis 

The Availability Analysis is a compilation of data which derives 
information from the availability of minorities and women in the 
work force (within labor market or SMSA). The purpose of the 
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Availability Analysis is to compare the availability of 
minorities and females in the labor market who have the 
necessary job skills to perform the various occupations in the 

District's job categories and could reasonably be expected to be 
recruited and employed in those positions. This comparison is 

used to determine whether or not over-concentration or under- 
utilization of minorities or females exists in the District's 
work force. The availability data which the District developed 
is defined by job category for minorities and females. Separate 
data were developed for each of the District's job categories. 
In addition, where a particular minority group constitutes 2% or 
more of the appropriate labor area population, a separate 
analysis was conducted for each of those minority groups. 

The four factors to be considered in the development of the 
availability analysis are: 

o The percentage of minority and females in the District's 
work force as compared with the total work force in the 
immediate labor market area. 

o The availability of minorities and females having required 
job skills in the immediate labor market area; 

o The availability of minorities and females having required 
skills in the area in which the District can reasonably 
recruit; and 

o The availability of minorities and females within the 
District's current work force who are promotable and 
transferable. 

These factors must be taken into consideration and, where 
appropriate, be accounted for when analyzing availability 
factors into an estimate. Weights are assigned to these 
factors. The percentage that emerges from the sum of factors 
multiplied by assigned weights expresses only an estimate for 
protected groups in relation to a specific level of the work 
force of a given organization, in a given locality, at a given 
time. Each of the raw percentages is weighted by a certain 
value factor between I and 100%. The weighting system is based 
on a decimal scale. Each factor must receive some value, and 
the total value weight must equal 100%. 

Factors are weighted in accordance with their importance in 

regard to the job group. For example, a job group composed of 
entry-level positions might result in factors 2 and 3 receiving 
a higher value than factor 4. 

A job group composed of more sophisticated technical jobs might 
result in factors 2 and 3 receiving higher weight values and 
factor 4 none at all. In a job group with positions filled 
entirely from within, factor 4 would be assigned a higher weight 
value. Further, weights are assigned to enable the availability 
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estimates for a job group to help correct underutilizatioris. 
For instance, weights were assigned to female engineers to 

provide an availability estimate somewhat ahead of their 

percentages in the job market. The Asian-Pacific, engineers 
group, was assigned weights to keep the availability estimate at 
least from falling below the job market level. Where District 
utilization is at parity for females in a job group, the factors 
were weighted only to keep the resulting availability estImate 
in line with percentages in the labor market. 

The availability factors thus developed for the District's job 
categories and the interpretation of the availability are in the 
appendix of this plan. 

9.5 Under-utilization 

There must be a comparison of the availability analysis data 

with the current utilization of each job group identified in the 
District's work force. This comparison is designed to determine 
if there is an under-utilization of minorities or women within 
the District's work force. 

9.6 Anticipated Job Openings 

The Equal Employment Opportunity Office performed an analysis of 
the various District department's anticipated job openings. 
This analysis was accomplished by adding newly budgeted 
positions to each department's expected attrition for the 

budgeted year. The expected attrition rate was factored from 
two sources: (1) each department's estimate from its forecast 

and experience, (2) an expected attrition rate for each 
department which resulted from a study completed for the 
Employee Education, Training and Development Department. This 
study was part of an TJMTA Section 3 grant to develop and 
implement an entry and mid-level management training program. 

9.7 Numerical Goals 

From the comparison of the percentage of under-utilization and 
anticipated job openings, the Equal Employment Opportunity 
Office is able to set numerical goals for the fiscal year for 
minorities and females. The goals are projected plans that 
include protected group members in such numbers that will 
satisfy work force representation requirements. In the 
following section, the Office of Equal Employment Opportunity 
detailed specific goals for any group for which there is a need 
for correction as shown in the detail for the under-utilization 
analysis. These numerical goals are related to an anticipated 
adjusted work force for end of the fiscal program year June 30, 
1985 and a projected percentage of representation for minority 
and female employees. 
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9.8 Goals Summary 

A review of the Standard Metropolitan Statistical Area (SMSA) 
available labor force for the Long Beach - Los Angeles area 
shows that minorities and women have increased in the 
Professional and Technical areas. In fact, during the last 2 

years, women and minorities have significantly increased in the 
RTD work force. Minority and female percentages for each 
District department were reviewed by job category against 
expected vacancies and newly budgeted positions. For each job 
title, current departmental minority and female representation 
was compared with availability estimates. The comparisons were 
used to establish hiring goals in response to attrition andfor 
new budgeted positions. The availability factors were taken 
from the Availability Factor Computation Charts in the appendix. 
The minority availability percentage was computed by combining 
Black, Hispanic and other minority factors for each job group. 
A summary of this information is provided in the Work Force 
Analysis and Goals Chart at the end of this section. 

In the Work Force Analysis and Goals Chart an asterisk symbol 
(*) was used to indicate that the job group was below a total of 

2 positions and is not large enough to be considered for goal 
setting. The plus sign (+) indicates that parity has been. 
reached. 

There are very few Departments that have under-representation of 
minorities and women. These Departments will be targeted for 
equal employment opportunity assistance to improve their ethnic 
and gender representation during 1986. This will be dependent 
on hiring activities. 

The District's employees at lower pay levels need to have a 
"vehicle" for upward mobility. Training programs and "bridging 
of classes" can provide that experience or expertise to assist 
employees to qualify and compete for promotions. Due to the 
District's under-representation of women at the Assistant 
General Manager and Executive Staff level, outreach and 
recruitment should be focused on women to fill any openings in 
these high level positions. 

Overall, the DistrIct is at or close to parity for most 
departments. This is significant to note because a review of 
last years SCRTD EEO program and the goals that were set, 
clearly indicates that many departments made efforts to reach 
their goals. 

The District is presently over-represented with minorities in 
the following categories: 

o Technicians; 
o Para-professionals; 
o Clerical; 
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o Craft-workers; 
o Operatives; 
o Laborers; 
o Transit Police; and 
o Service Workers. 

The Equal Employment Opportunity Office will attempt to identify 

programs designed to correct over-representation in these areas. 

Hiring goals for each department are summarized below: 

1100 General Manager 

No vacancies or new positions are anticipated. 

1200 District Secretary 

In the technical category, one micrographic coordinator 
position is available. No recommendation, since department 

is at parity. 

2200 Legal 

Current minority and female percentages are considerably 
over parity. 

3099 Assistant General Manager for Operations 

No vacancies or new positions are anticipated. 

3201-Transportation (All Divisions and Departments) 

3299 
Approximately three hiring opportunities are anticipated in 

the Senior and Supervisory Professional groups; three road 

supervisors, four instructors, one senior staff assistant, 

one division dispatcher and one stops and zones 
representative. The recommended goal is to hire four 
minorities and two females in order for this department to 
remain at parity. 

3301-Maintenance and Equipment (All Divisions and Departments) 

3399 
Approximately thirteen hiring opportunities are anticipated 
due to retirement and attrition. Anticipated positions are 

six BRAC clerical, one supervisor II and three roving 

janitor slots. The composition is above parity, this 

includes non-white females. Therefore, no goal setting 

recommendation will be made. 

3400 Equipment Engineering 

No vacancies are anticipated. 
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3500 Telecoimnunications S 
Two hiring opportunities are anticipated; one electronic 
maintenance supervisor and one electronic technician. The 

recommended goal is to focus recruitment efforts toward 
female candidates. 

3600 Safety 

No vacancies or new positions are anticIpated. Managerial 

and Professional levels now exceed parity in minority 
representation. 

3800 Transit Police 

Approximately fifty-eight hiring opportunities are 
anticipated in total. Although parity has been met with 
regard to minorities, the departmental goal is to hire six 
women to increase female representation in the department. 

3900 Scheduling 

Approximately ten hiring opportunities are anticipated due 

to attrition; four professionals, five technician and one 
clerical. Recommended goals are to hire four minority 
women to keep representation at an appropriate level. 

4099 Assistant General Manager for Planning and Communications 

No anticipated vacancies or new positions. 

4200 Planning 

pine anticipated hiring opportunities are anticipated in 

the group of professionals. The goal is to hire two 
minorities and one female. 

4400 Marketing and Communications 

Anticipated hiring opportunities are two para-profes- 

sionals. Parity has been met, therefore, no recotrnnended 

goals will be made. 

4800 Customer Relations 

No vacancies are anticipated in the non-contract group 

since historically there has been little movement in this 

category. However, an approximate 15% turnover rate is 
expected for BRAC employees (112 total positions). The 

department is at parity. 
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5100 Assistant General Manager for Government and Community 
AffaIrs 

A new Assistant General Manager will be hired, as 
authorized by the Board. It is recommended that recruit- 
ment efforts be focused on women in order to try to achieve 
parity at the AssIstant General Manager's level. 

5500 Community Relations 

Two community relations representative positions are 
anticipated in the entry-level professional category. 
Department is at parity, therefore, no recommendations will 
be made. 

6099-Assistant General Manager for Equal Opportunity 
6400 

Two senior equal opportunity representative positions, two 
entry level representative positions and one entry-level 
training coordinator positions are anticipated. No goal 
recommendation will be made since parity has been met. 

7099 Controller - Treasurer - Auditor 

No turnover expected. 

7100 Accounting and Fiscal 

No vacancies or new positions are anticipated. 

7200 Data Processing 

Two positions are anticipated in the Senior and Supervising 
category. Recommendation is to focus recruitment toward 
female candidates. 

7400 Insurance 

There is no expected turnover. 

8099 Assistant General Manager for Transit Systems Development 

No expected vacancies or new positions. 

8100 Metro Rail 

One department head position is expected. In addition, 
eight senior/supervising professionals, one planner, seven 
engineers, four senior technicians and five entry-level 
technicians are the anticipated new job openings. 
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In order to improve upon the low representation of 

minorities and women in this department, it is recommended 

that recruitment and outreach efforts concentrate on 

achieving parity at all levels. 

8300 Bus Facilities Engineering 

In the Professional category two senior/supervisory 
professionals and two engineering positions are planned. 
One new technician and one clerical position is expected to 

be open. The recommended goal is to hire one minority and 

one woman in the professional level. 

9099 Assistant General Manager for Management 

No vacancies or new positions anticipated. 

9400 Office of Contracts Procurement and Material 

In the Professional category one store supervisor and onc 

buyer position are expected. No recommendation on goals 

since parity has been met. 

9500 Personnel 

There are two "BRAC" clerical positions anticipated. 

Parity has been met. 

9610 General Services 

No vacancies or new positions anticipated. 

9640 Print Shop 

No vacancies anticipated. 

9700 Office of Management and Budget 

One administrative analyst position is anticipated in the 

category of Professionals. Parity has been met therefore, 

no recommendations will be made. 

9800 Labor Relations 

No vacancies anticipated. 

9810 Employee Activities 

No vacancies anticipated. 

S 



4 
WORKFORCE ANALYSIS AND GOALS 
SUMMARY OF ALL SCRID DEPARTMENTS 

All Employees Employees by Ethnic Category 

. 

/ Anticipated 
. '' ° I Job Openings 

Page lof 2 

/7 ____ ___ ___ ____ - 
L!i_ !! 6/30/86 

.!.!!i: 

TOTAl H F 
White 
H F 

Black 
H F 

Hisp. 
II F 

Asian 
H F 

Other 
H F 

Mm. 
H F 

Mm. 
II F 

P4th 
H F 

Attri- 
tion 

New 
Posit. 

OFFICIALS/MGRS TOTAL 137 117 20 91 3 14 3 8 2 4 2 0 0 28 13 4 4 4 2 n/a 

Executive Staff L 11 2 10 2 1 0 0 0 0 0 0 0 15 8 8 12 + 4 0 2 2 1 0 15 

Department Heads 32 26 i 21 4 1 0 4 0 0 0 0 20 - 13 - 8 - 12 - + - + 
- 0 2 2 - 2 1 32 

Asst. Dept. Heads 3L 29 

- 
23 2 2 2 

- 
2 ( 2 1 0 0 27 13 9 17 + 1 0 0 0 

- 
1 1 30 

Section Heads 33 27 23 4 1 1 1 2 1 0 0 27 29 12 20 + 0 0 0 6 6 21 

Dlv. Piatpt. P4gr. 13 13 0 9 0 3 0 1 0 0 0 0 0 31 0 12 * + 0 0 0 4 0 13 

Div. Transp. l4gr. 12 ii. 1 5 1 6 0 0 0 0 0 0 0 50 8 16 12 + 4 0 0 0 6 1 12 

PROFESSIONAITOTAL 623488 135 262 611254452 14 4 9 ( 4 22 2 31 52 33 15 646 

Senior/Supervising 424 370 54 200 2 117 22 37 4 2 1 ( 47 14 11 31 1 17 13 14 27 20 11 443 

Entry Level 
156 79 77 39 3' 1] 22 13 10 16 6 0 0 5 48 9 32 -1 + 7 9 1 1 152 

Accountants 12 10 2 4 : 0 0 0 0 6 1 0 0 51 17 6 31 H 16 0 0 0 0 0 12 

Planners 4 4 0 2 0 2 0 0 0 0 0 0 0 5( 5 2 H + 6 1 7 4 1 5 

Engineers 27 25 2 17 1 0 0 2 0 6 1 0 I 28 8 10 2( 4 12 0 9 9 8 2 

TECHNICIANS TOTAL 383 292 91 143 32 79 40 52 11 18 8 I 54 24 8 28 36 26 15 
Senior/Supervising 383 292 91 143 32 79 40 52 11 18 8 I 54 24 18 25 + + 

Other 

* Job group too small to allow goìl-setting 4Parlty has been reached 



WORKEORCI ANALYSIS AND GOALS 
SUFVIARY OF ALL SCRID DEPARTMENTS 

///All Emolovees Employees b Ethnic Category 

Page 2 of 2 

e /'Antic1pated 
? I Job Openings 

TOTAL 

- 
N F 

White 
H F 

Black 
H F 

Hisp. 
H F 

Asian 
H F 

________ 

Other 
H F 

_________ 

Mm. 
H F 

_________ 

Mm. 
H (_ 

________ 

Pith. 

_ L.. 

_______ 

Attri- 
tion 

_______ 

New 
Posit. 

- 
Total 

_________ 

Mm Fern 6/30/AC 

-.-.-- 

Mm. - Fern. 
PARAPROFESSIONALSTOTAL 35fl248827O61300M692S7++ 
CLERICAL TOTAL 638 277 361 80 94 115 166 61 85 21 14 0 2 72 57 1 66 4- 

CRAFTS TOTAL 1225 1210 jQ2 J 4Q U Q _D ..W _J . _± ____ - - 
Crafts (general) 

_j ...J .J 

_-- ____ 
Mechanics 

Plumbers __ 
Electricians 

Sheet Metal Worker 

OPERATORS TOTAL 5135 4302 833 069 109 228 642 87 1? J 12 _J.6 ...J..5 _± -_± ____ _____ - - 
LABORERS TOTAL 

531 374 157 68 30 1 85 111 6( 18 

_2 

1 3 

..i 

1 82 __Q J ..j _±. _± _____ - - 
TRANSITPOLICETOTAI. 2282O6flU7O84515030581525+15 __ -- 
SERVICE WORKERS' TOTAL 64 42 JJ .J j _p -P i __9 J ± ..J- _____ - 
DISTRICT TOTALS 8997 1679 

_j 

2295 

_J 

367 3079 1022 162 24' iP J - - - - _____ 
PERCENTAGES 

* Job group too small to allow goal-setting + Parity has been reached 

. . . 



10.0 Contract Compliance Program 

10.1 Purpose 

This section prescribes policies and outlines procedures for the 

implementation of the District's Contract Compliance Program. 

The initiatives set forth herein have been established to ensure 

that no program, project or activity receiving funds from the 

District discriminates on the basis of race, religion, ancestry, 

national origin, sex, physical handicap or marital status. 

10.2 Authority 

To assure contract compliance, the Southern California Rapid 

Transit District agrees that as a condition to receiving any 

federal financial assistance from the Department of 

Transportation, it will comply with Title VI of the Civil Rights 

Act of 1964, 78 Stat. 252, 42 U.S.C. 2000d-42 U.S. 2000d-4 and 

all requirements imposed by or pursuant to Title 49, Code of 

Federal Regulations; Department of Transportation, Subtitle A, 

Office of the Secretary, Part 21, Nondiscrimination Federally 

Assisted Programs of the Department of Transportation- 

Effectuation of Title VI of the Civil Rights Act of 1964; and 

other pertinent directives, to the end that in accordance with 

the Act, Regulations, and other pertinent directives, no person 

in the United States shall on the grounds of race, creed, color, 

sex or national origin be excluded from participation in, denied 

the benefits of or otherwise subjected to discrimination under 

any program or activity for which SCRTD receives Federal 

Financial Assistance from the Department of Transportation, 

including the Urban Mass Transportation Administration (UMTA). 

S 

10.3 Staff Responsibility 

10.3.1 Contract Compliance Manager - reports to the Assistant 

General Manager-Equal Opportunity, and is responsible 
for the administration of the nondiscrimination 
compliance and implementation of the enforcement 
procedure and shall: 

o Conduct continuous review, evaluation, and 

monitoring of the District's activities and 
programs, and recommend necessary changes to 

ensure consistency and program effectiveness; 

o Provide advice and recommendation to the 

Assistant General Manager - Equal Opportunity, 

concerning significant developments and changes 

in implementation of the District's compliance 

responsibilities; 
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o Provide primary coordination and liaison with 
appropriate agencies, public and private 
organizations and communities to achieve program 
objectives; 

o Ensure that all EEO plans submitted by 
contractors are in compliance with EEO standard 
specifications of the construction contracts; 

o Review and analyze all Monthly Employment 
Utilization Reports submitted by construction 
contractors and subcontractors to ensure 
compliance pursuant to rules and regulations; and 

o Coordinate Department of Transportation's Annual 
Compliance Evaluation Report. 

10.4 Contract Compliance Program Components 

10.4.1 Title VI Program - In accordance with the af ore- 
mentioned contract compliance rules and regulations, 
this program is designed to ensure that the District 
does the following: 

o Agrees that each "program" and each "facility" as 
defined in subsections 21.23(e) and 21.23(b) of 
the Regulations, will be (with regard to a 
"program") conducted, or will be (with regard to 
a "facility") operated in compliance with all 
requirements imposed by, or pursuant to, the 
Regulations; 

o Shall insert the following notification in all 
solicitations for bids for work or material 
subject to the Regulations and made in connection 
with a project under the Urban Mass 
Transportation Act (the tiNT Act) of 1964, as 
amended and, in adapted form in all proposals for 
negotiated agreements: "In accordance with Title 
VI of the Civil Rights Act of 1964, 78 Stat. 252, 
42 U.S.C. 2000d to 2000d-4 and Title 49, Code of 
Federal Regulations, Part 21, "Non-discrimation 
in Federally Assisted Programs of the Department 
of Transportation issued pursuant to such Act"; 
SCRTD hereby notifies all bidders that SCRTD will 
affirmatively insure that in regard to any 
contract entered into pursuant to this advertise- 
ment, Disadvantaged/Women owned Business 
Enterprises will be afforded full opportunity to 
submit bids in response to this invitation and 
will not be discriminated against on the grounds 
of race, creed, color, sex or national origin, in 
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consideration for an award. 

o Where federal financial assistance is 
received to construct a facility, or part of 

a facility, the assurance shall extend to 

the entire facility and facilities operated 

in connection therewith; 

o Where federal financial assistance is 
received in the form, or for the acquisition 
of real property or in interest in real 
property, the assurance shall extend to 
rights to space on, over, or under such 
property; 

o Where federal financial, assistance is 

received to carry out a program under the 
1JMT Act, routing, scheduling, quality of 
service, frequency of service, age and 
quality of vehicles assigned to routes, 
quality of stations serving different 
routes, and location of routes may not be 
determined on the basis of race, creed, 

color, sex or national origin. 

10.4.2 Executive Order 11246 - Executive Order 11246 was 
amended on November 3, 1980, to establish rules and 
regulations to provide applicable goals for minority 
and women participation in the construction industry. 
All construction contracts, in the excess of $10,000 
shall contain the following provisions: 

o Compliance with Regulations - The contractor 
shall comply with the Regulations relative to 
nondiscrimination in federally assisted programs 
of the Department of Transportation (DOT) Title 

49, Code of Federal Regulations, Part 21, as they 
may be amended from time to time (hereafter 
referred to as the Regulations), which are herein 
incorporated by reference and made a part of 
their contract. 

o Non-discrimination - The contractor, with regard 
to the work performed by it during the contract, 
shall not discriminate in the selection and 
retention of subcontractors, including procure- 
ments of materials and leases of equipment. The 

contractor shall not participate either directly 
or indirectly in discrimination prohibited by 
Section 21.5 of the Regulations, including 
employment practices when the contract covers a 
program set forth in Appendix B of the 
Regulations. 
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o Solicitation for Subcoritracts, Including 
Procurements of Materials and Equipment - In all 
solicitation either by competitive bidding or 
negotiation made by the contractor for work to be 
performed under a subcontract, including procure- 

ments of materials or leases of equipment, each 
potential subcontractor or supplier shall be 
notified by the contractor of the contractors' 
obligations under this contract and the 
Regulations relative to nondiscrimination on the 
grounds of race, creed, color, sex or national 
origin. 

o Information and Reports - The contractor shall 
provide all information and reports required by 
the Regulations or Directives issued pursuant 
thereto, and shall permit access to its books, 
records, accounts, or other sources of inf or- 
nation, and its facilities as may he determined 
by SCRTD or the Urban Mass Transportation 
Administration (UMTA) to be pertinent to 
ascertain compliance with such regulations, 
orders and instructions. Where any information 
is required or a contractor is in the exclusive 
possession of another who fails or refuses to 

furnish this information, the contractor shall 
so certify to SCRTD, or, as appropriate, and 
shall set forth what efforts it has made to 

obtain the information. 

o Sanctions for Non-compliance - In the event of 
the contractor's non-compliance with the 
discrimination provisions of this contract, SCRTD 
may impose such contract sanctions as it or UTMA 
may determine to be appropriate, including, but 
not limited to: 

1. Withholding of payments to the contractor 
under the contract until the contractor 
complies; 

2. Cancellation, termination or suspension of 
the contract, In whole or In part; or 

3. Placing the contractor On an ineligible list 
for future SCRTD contractual assignments." 

o Incorporation of Provisions - The contractor 
shall include the provisions of paragraphs under 
Section 10.4.2 in every subcontract, including 
procurements of materials and leases of 
equipment, unless exempt by the Regulations or 
directives issued pursuant thereto. The 
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contractor shall take such action with resrect to 
any subcontract or procurement as SCRTD or UTMA 
may direct as a means of enforcing such 
provisions including sanctions for non-com- 
pliance. In the event a contractor becomes 
involved in, or is threatened with, litigation 
with a subcontractor or supplier as a result of 
such litigation to protect the interest of SCRTD, 
the contractor may request the United States 
government to enter into such litigation to 
protect the interest of the United States." 

10.4.3 Contract Compliance 

The Southern California Rapid Transit District, in 
establishing its compliance, implementation, or 

complaint procedures, further assures that the 
District or a nonconstruction contractor shall develop 
equal employment opportunity programs involving 
non-construction procurement activities. These 

procurement activities include architectural and 
engineering services, professional services, materials 
and supplies and all other non-construction District 
activity. The compliance requirement of the EEO 

Program is to develop and implement results-oriented 

S procedures that will achieve prompt and full 
utilization of minorities and women at all levels and 
in all segments of the contractor's work force. The 
authority for establishing an EEO compliance policy 

for non-construction procurement contracts is set 
forth in Executive Order 11246, and Rules and 
Regulations of 41 CFR, Part 60-2, Affirmative Action 
Programs for non-constructon contractors. The part 

is also known as Revised Order No. 4 issued by the 

Office of Federal Contract Compliance on September 30, 

1972. The last revision was effective January 29, 
1981. The provisions of Revised Order No. 4 require 
non-construction contractors to develop, implement and 
maintain a written EEO Program for each of their 
establishments. 

The requirements are as follows: 

o Each contractor which has 50 or more employees 
and (1) has a contract of $50,000 or more: or (2) 

has contracts (including Government bills of 
lading) which, in any 12-month period, total or 

can reasonably be expected to total $50,000 or 
more; (3) which is a financial institution which 
(i) serves as a depositor of Government funds in 
any amount; (ii) acts as issuing or redeeming 
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agent for U.S. savings bonds and savings notes in 
any amount; or (iii) subscribes to Federal 
Deposit or Share Insurance, shall develop, 
implement and maintain a written EEO program for 
each of its establishments. 

o When a non-construction contractor has not 
developed, implemented or maintained an EEO 
Program, in lieu of the program, the contractor 
tnav submit the latest compliance report for the 
company. The non-construction contractor shall 
provide, f or desk compliance review, all data 
or information determined by the District to he 
necessary to analyze more comprehensively whether 
there are any deficiencies or violations con- 

cerning the maximum utilization of minorities and 
women available in the area of the installation 
or establishment. 

. 
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PERS-77 SOUTHERN CALIFORNIA RAPID TRANSIT DISTRICT 
FRONT SiDE 425 SOUTH MAIN STREET. LOS ANGELES. CALIFORNIA 90013 
REV 9184 

APPLICATION FOR EMPLOYMENT 
USE ONLY BLACK PEN OR TYPEWRITER ON THIS FORM 

Exact Title of Position you are Applying for: 

NAME BIRTHDATE: MO/DA/YR 

$)FTD 

Last First Middle 
SOCIAL SECURITY NO.. 

ADDRESS 
N umber Street Apt. No. AUTHORITY TO WORK IN THE U.S. 

CITY_____________________________________________________ U.S. CITIZEN WORK PERMIT NO. 
STATE ZIP 

VALID DRIVER'S LICENSE YES D NO LJ 
HOMEPHONE WORKPHONE 

STATE______ NUMBER 
IF YOU ARE NOW EMPLOYED BY SCRTD, DEPT. EXPIRATION DATE________ CLASS 

BADGE 
JOB TtTLE NO. ________ HAVE YOU PREVIOUSLY WORKED FOR SCRTD? 

WHEN ARE YOU AVAILABLE FOR WORK? YES E NO PREVIOUS BADGE NO. 

(OPTIONAL) 

DRIVING RECORD: NUMBER OF MOVING VIOLATIONS IN THE LAST 3 YEARS 

DRIVERS LICENSE EVER SUSPENDED OR REVOKED? YES NO 

CAN YOU WORK: WEEKENDS? YES NO ANY SHIFT? YES NO ANY LOCATION? YES NO 

HIGH SCHOOL DID YOU GRADUATE? IF NOT, HAVE YOU 
ATTENDED YESE! NO AGED' 

YESE NO 
LOCATION -J 

2 
Units If graduate, w 

Course of Corn- Type of Degree I 
OF COLLEGES / UNIVERSITIES ATTENDED Dates Study/Major plated Date Completed 

Phys ______________ __________ __________ _________ _______ _________________ 

Start __________________________________________________________________ ________________ ______________________ _______ ___________________ 

OTHER RELEVANT COURSES AND TRAINING NAME AND LOCATION OF INSTITUTION 
Length of 

Course 
Date 

Ended 

PROFESSIONAL LICENSE OR CERTIFICATE, IF REQUIRED Serial No. Date Issued 
Expiration 

Date 

List any Foreign Language 
in which you are fluent: 

OTHER SKILLS. 

Do you have any physical crrndition which may limit your ability to EXPLANATION FOR YES ANSWERS: 
perform the job for which you are applying? YES [j NO 

Othir than minor traffic violations, have you ever been convicted of 
a crime lthis includes drunk, negligent or reckless driving)? YES NO 

Have you ever been discharged or requested or forced to resign from any 
pos,t on because of misconduct or unsatisfactory YES NO 

TIFICATE OF APPLICANT: I CERTIFY THAT ALL STATEMENTS MADE IN THIS APPLICATION ARE TRUE, AND) AGREE THAT ANY 
SSTATEMENT OR CONCEALMENT OF FACT MAY SUBJECT ME TO DISQUALIFICATION OR DISMISSAL. I UNDERSTAND THAT ANY 

OFFER OF EMPLOYMENT IS CONTINGENT UPON PASSING A PHYSICAL EXAMINATION FOR THE POSITION FOR WHICH I AM APPLYING. 

SIGNATURE DATE 

APPLICANTS MUST FILL OUT BOTH SIDES OF THIS APPLICATION 



PERS-77 
REVERSE SIDE 
REV 9/84 

THIS SECTION MUST BE FILLED OUT: Additionally, you may attach a resume or other relevant documents to further describe your qualifications. 

OYMENT HiSTORY: List your work record for the last 10 years. Begin with your most recent experience. Include volunteer and U.S. Miii. 
Service. Describe the work you did as completely as possible, or refer to resumd for description of duties only. List each promotion separately. 

Explain any gaps between employment periods. If more space is needed, use a separate sheet prepared in the same form and attach securely. 

TO: 
MO. YR. MO. YR. 

EMPLOYER (Business or Agency Name) TITLE OF YOUR PRESENT POSITION No. Employees 
Supervised by You 

Hours 
PerWk. 

ADDRESS Name of Supervisor Supervisor's Phone No. 

Salary: S 

City/State/Zip Reason for Leaving: 

DUTIES: 

TO: 
MO. YR. MO. YR. 

EMPLOYER (Business or Agency Name) TITLE OF POSITION No. Employees 
Supervised by You 

Hours ADDRESS Name of Supervisor Supervisor's Phone No. 

Salary: S 

City/State/Zip Reason for Leaving: 

DUTIES: 

TO: 
MO. 

YR. MO. YR. 

EMPLOYER (Business or Agency Name) TITLE OF POSITION No. Employees 
Supervised by You 

Hours 
PerWk. 

ADDRESS Name of Supervisor Supervisor's Phone No. 

SiI.'iry: S 

City/State/Zip Reason for Leaving: 

DUTIES: 

TO: 
MO. 

YR. MO. YR. 

EMPLOY ER (Business or Agency Name) TITLE OF POSITION No. Employees 
Supervised by You 

Hours 
PerWk. 

ADDRESS Name of Supervisor Supervisor's Phone No. 

Salary: S 

City/State/Zip Reason for Leaving: 

DUTIES: 

INQUIRY MAY BE MADE OF YOUR FORMER EMPLOYERS OR THE LAST SCHOOL YOU ATTENDED 
REGARDING YOUR PERFORMANCE RECORD. MAY WE CONTACT YOUR PRESENT EMPLOYER? YES NO 
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APPENDIX B 

NON-CONTRACT CERTIFICATION FORM 
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. 
To: 

From: 

Subject: 

. 

C 

PERSONNEL DEPARTMENT 

NON-CONTRACT CERTIFICATION 

Date: 

Vacancy 

The following qualified candidates are submitted for consideration for the 

above referenced position: 

Candidate Disposition 

Personnel Dept. Representative 

9/8L Attachments 

Di scus Si Ofl 

Hiring Authority Date 
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APPENDIX C 

SCRTD PERSONNEL CHANGE/AUTHORIZATION 

38-78 FORM 

. 

. 



6-64 

PERSONNEL_ACTION FORM 
L)It 'JO. MILUY NAME 

COMPLETE SHADED AREAS 
TO REQUEST CHANGE 

O UMI IIV1NI IL)IVIIUN 
I 

NEW HIRE 05- MERIT/PFP 09- LEAVE OF ABSENC ATEHsACIIuN 
-DEPT TRANSFER 08-JOB RECLASSIFICATION 12-MISC DATA CHANC 

REHIRE 06- PROMOTION 10- RETURN FROM LEd 
REINSTATED HIRE 07- DEMOTION 11 -TERMINATION 

MILOYE NAME (LAST, FIRST ML) SUFFIX 

B 

-a --. -. 

S1ATUS INFORMATION - 

STATUS DISTRICT REGULAR! FULL-TIME! BENEFITS ELIG FOR 

STATUS CHGDATE EMPDATE ASNEEDED PART-TIME CODE OVERTIME 

Cl 

DEPT UNiON LAST DAY 
NO, CODE WORKED 

C2 

KLJSI ER INFORMATION 
ROSTER NO. SUB-GROUP 

Dl - 

D2 

D3 

JU ASSIGNMENT INFORMATION 

JOB NO. CLASS TITLE 
D / 

BEGINDATE ENDDATE 
E 

GRADE STEP 

F 

LOA LOA PROJECTED TERMINATION ELIG FOR 
REASON RETURNDATE CODE REHIRE(Y 

ROSTER DATE POSITION 

4,- 
RTD 

SOUTHERN CALIFORNI 
RAPID TRANSIT DISTRIC 

CLASS CLASSDATE POSITIONNO. PAY-CYCLE 

PERCENT TEMP (T) TIME REPORT RATE COD 

RATE FROZEN PREMIUMCODE PRMIUMFACTOR 

WORKORDER EARNINGS PERCENT STARTDATE STOPDATE 

2 

3 

t-MAKIc: 

DIRECTOROFPERSONNEL EXECUTIVE STAFF MEMBER 

PIPcr)NNEL P 'R FILE 

DATE 

PREPARED BY 

DEPARTMENT HEAD 

GENERALMANAGER 



APPENDIX D 

EMPLOYEE COMPLAINT FORM 

. 

S 



. 
Ndme 

Ac d r e s s 

Work Address 

INTERNAL DISCRIMINATION CO1PLAINT FORM 

Area Code Home Telephone 

Area Code Work Telephone 

Job Title Dept./Division Department Supervisor Badge No. 

Cause of Discrimination Based on My (Check Appropriate Box) 

Q Race Sex Q Religion Q National Origin Ancestry 

Q Age Q Physical Handicap Q Marital Status Q Retaliation 

Date most recent or continuing discrimination occurred 
Mo/Day/Yr 

. 
ails of discrimination: (Be as specific as possible i.e. names, dates, etc.) 

Signature 

- 1 Rev. 6/25 r 

Date 
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APPENDIX E 

JOB CATEGORIES BY TOTAL AND PERCENT 
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. 
JOB CATE6ORIES BY TOTAL AND PERCENT 

ALL 

ENPLDYEES WHITE BLACK HISPANIC ASIAN OTHER 

CLASSIFICATION TOTAL N F I F H F N F N F N F 

DFFICIALSIMBRS : 137 117 20 91 13 14 3 8 2 4 2 0 0 

PERCENTASES: 100.0% 85.4% 14.6% 66.4% 9.5% 10.2% 2.2% 5,81 1.5% 2.9% 1.5% 0.0% 0.0% 

PROFESSIONAL : 623 488 135 262 68 125 44 52 14 49 9 0 0 

PERCENTABES 100.0% 78.3% 21.7% 42.1% 10.9% 20.1% 7.11 8.3% 2.2% 7.9% 1.4% 0.0% CJ' 

TECHNICIANS: 383 292 91 143 32 79 40 52 11 lB B 0 

PERCENTA8ES: 100.0% 76.2% 23.8% 37.3% 8.4% 20.6% 10.4% 13.6% 2.9% 4.7% 2.1% 0.0% 0.0% 
I I 

I , 

I I 

PARAPROFESSIOWALS: 35 11 24 B 8 2 7 0 6 1 3 0 0 

PERCENTA6ES: 100.0% 31.4% 68.6% 22.9% 22.9% 5.7% 20.0% 0.0% 17.1% 2.9% 8.6% 0.0% 0.01 

ICLERICAL: 637 277 360 80 94 115 164 61 85 21 15 0 2 

PERCENTA6ES: 100.0% 43.5% 56.5% 12.6% 14.8% 18.1% 25.7% 9,6% 13.3% 3.3% 2.4% 0.0% 0.3%: 

ICRAFIS: 1225 1210 15 486 1 202 13 402 1 116 0 4 0 

IPERCENTAGES: 100.0% 98,8% 1.2% 39.7% 0.1% 16.5% 1.1% 32.8% 0.1% 9.5% 0.0% 0.3% 0.011 
I I 

OPERATORS: 5135 4302 833 1069 109 2281 642 878 77 69 2 5 3 

IPERCENTASES: 100.0% 83.8% 16.2% 20.8% 2.1% 44.4% 12.5% 17.1% liZ 1.3% .0% 0.1% 0.111 

ILABOfiERS: 531 374 157 68 30 174 85 111 40 18 1 3 1 

PERCENTASES: 100.0% 70,4% 29.6% 12.8% 5.6% 32.8% 16.0% 20.9% 7.52 3.4% 0.2% 0.6% 0.211 

TRANSIT POLICE: 228 206 22 83 13 70 8 45 1 5 0 3 0 

IPERCENTAGES: 100.0% 90.4% 9.6% 36.4% 5.7% 30.7% 3.5% 19,7% 0.4% 2.2% 0.0% 1.31 0.011 

:SERVICE WKERS: 64 42 22 5 1 17 13 15 8 5 0 0 0 1 

IPERENTA8ES: 100.02 65.6% 34.4% 7.8% 1.6% 26.6% 20.3% 23.4% 12.5% 7.8% 0.0% 0.0% 0.011 
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üipartment 1100 General Manager 

/ /All [mployees/' Employees by Ethnic Category / -\ 

a / t 
/ / 

/ /& / Anticipated Job i/ Openings 

b 
/ q.,(, 

i %o 
/ 

/ /::- ' o/ 
/ 14C,/0e. 

Total 

- 
M i 

Ti1T[ 
H F 

flack 
H F 

TiTp 
H F 

0 

Asian 
H 

0 

0 

F 

0 

0 

Other 
H 

0 

0 

0 

0 

0 

F 

0 

0 

0 

0 

tim. 

F 

0 

0 

ifin. 

8 

8 

F 

ffln. 
F 

* 

Attri- 
tion 

Hew 
Pos. Total Mm. Female. 6/30/65 Min.fcuule 

011iclals and Manflers 3 3 0 

0 

0 

2 0 

0 

0 

0 

0 

0 

0 

0 

0 

1000 
0 

330 
0 

50 

12 

12 

0 Executive Stall 1 1 1 

1 

0 0 0 * k 1 

2 

0 

Department heads 2 2 0 0 1 0 

1 

1 

* 0 0 0 + * 500 
flsst.__Dept.__Heads 

Section head 

lily. Maint. Hqr. 

0 

Div. Transp. ?lgr. 

Prolessionals 

Senior/Supervis log 

Entry level 

Accountants 

100 

24 

Planners 

0 

0 

1 

1 

100 

Engineers 

0 

0 18 

Technicians 2 0 2 0 0 

0 SupervIsing 2 0 2 0 0 0 0 100 100 0 

-- Senior _____ _____ _____ I 

*Job group too siiiall to allow goi1-etting 4Parity has been reached 



. . 

Oeartmen'. 1100 - General. Hanager 

I 

/ /11 EmploYees/ Employees by Ethnic Category 

i1te flack llisp. Asian Other Hln. 141n. Miii. (tn- Hcw 
__________________________ 

Total P1 F P1 F H F H 1 P1 1 P1 F F F F thin Pos. Total DUn. Female. (j/)O/fl5 Pun, Fem.l Other 

Paraprolesstonals 1 0 1 0 1 0 0 0 0 0 0 0 0 0 100 21 57 * * 

C 
1 0.1 000001000 010010(1766* 'A 

Cra Its - 
--4--- Crafts, (General) 

Mechanics 

P lumbers 

Electricians 

Sheet Metal 

OperatorS 

laborers 

transit Police 

Service Workers 

Departmental Totals 7 

1:Job nrouo .too sinai]. to allow qoal-settinu Partv has been..F 



Department 1200 - District Secretary 

Officials and Managers 

Executive Staff 

Department Heads 

!tsst. Dept. heads 

Section Head 

Dlv. Maint. Iigr. 

Div. Transp. t4gr. 

Professionals 

Senlor/Supervi sing 

Entry Level 

Accountant% 

Planners 

Engineers 

Technicians 

Supervis ing 

Senior 

n . 

/ / / / / / / / / All Employees/ Employees by [thnic Category 
Ant ia5Job 

Ii1TT iii Asian Other iin. ilin. iHn. Attri- New 
Total H I H F H F H F N F II I I F F tion Pos. Total Mm. Female. 6/30/b5 Mm. female 

2 .S1 L i1 -- JL _i1 Q _Q Q_ _Q. _Q ft IQP - _____ _____ 
1 010100000000 0100812* * 0 0 0 * * 

1 0 ioo 

1 0101000000000100812 * * 0 0 0 * * 
1 0 100 

2 0 201 00010000 010 

2 02010001 00000100932* * 0 0 0 * * 
1 0 100 

LJIIoIo J0r;r 
*Job group too siiiall to i11ow joasettliig I- 

+Parity has beer reached 



S 0 

Departinert 1200 - District Secretary 

- 

4- 

/ / -? / / /H impioyees/ Employees by Ethnic Category 

WhfTh Iflack ithp. Tiaii Other Mm. Jim. Mm. Attri- New Total H F H F 

1 1 

Ft F 

0 1 

Ft 1 

0 0 

Ft I 

0 0 

H I 

0 0 

F 

33.366b 

I 

66 

F 

* * 

ticni Pos. Total Pun, Female, 6/30/115 Fun, 1ni,il Other___ 

1 2 17 

Paraprolessionats -___ 
Clerical 3 

Cra Its 

Crafts, (General) 

Mechanics 

Plumbers 

F lectricians 

Sheet Metal 

Opera tors 

taborers 

transit Police 

Service Workers 

Departmental Totals 826 141 10100003863 

__ 
I I L fl lnh ornuio .too small- to allow qoal-settina iParltv has teeii. reachi 



. . . 

Department 

/ 

2200 Legal 

/All FmPloYees/ Employees Imy Ethnic Category //2/ 
/ () 

, <- / / 1 b 

-S / () 

nticipate Job /& 
(-, /t / 

Openings -k' / / 

Total H F 

TiT 
H F H F 

0 0 

0 0 

1 1 

1 1 

Jlisp. 

H 

0 

F 

0 

Asia 
ii 

0 

0 

0 

0 

0 

F 

000050 
0 

0 

Other 
t-1 

0 

0 

0 

0 

I 

0 

0 

0 

0 

TT 

0 

I 

0 

100 

40 

40 

'Hin. 

8 

9 

F 

'Mm. 

* 

* 

I 

* 

* 

Attri- 
Lion 

Hew 
Pos. Total Mm. Female. 6/30/65 Mm. Female 

011iclals and Mana9ers 2 1 iu10000 
1 0 Executive Stall 1 1 0 12 

17 

0 0 0 * * 10 0 

Department heads 

0 

40 

40 

0 Asst. Dept. heads 1 0 1 0 1 0 

0 

0 

0 

0 

0 0 * * 
1 0 100 

Section Head 

Dlv. Plaint._Plgr. 

Dlv. Transp. Mgr. 

ProfessIonals 5 3 2 2 1 0 

0 Senior/SupervIsing 5 3 2 2 1 0 11 31 * 0 0 0 + + 5 40 60 

Entry Level 

Accountants 

Planners 

Engineers 

Technicians 

Supervis log 

Senior 
I 

I I *Job group too swall to allow goalsetting +Parity has been reached 



. . . 

Department 2200 Legal 

Other 

Paraprofess ionals 

Clerical 

Crafts 

Crafts. (General) 

Tiechanics 

Plumbers 

Electricians 

Sheet Pletal 

Opera torS 

taborers 

Transit Police 

Service tiorkers 

Departmental Totals 

(It) 
, 

(mPloYees/ Employees by uhiiic Category /' 
total H F 

White 
H F 

Ill ack 
H F 

lIsp. 
Ii I 

Asan 
H F 

Other 
H F 

Mm. 
F 

ilmn 
F 

Miii. 
F 

* 

A(tri- 
tidy, 

tk,w 
Pos. Total Mm. Iemjle. 6/30/05 Ilin. Im.le 

0201000100005010(2157* 2 

---- 
9 4 5 3 31 1 0 1 

-I-'. it I tin ç 1 1 I ii 1 1 (1W 1Ifl 1 

0 0 0 3356 

- 
,.cptf inn 4Pt-itt: Iic Inni 



f . 
Oepartment 3099 - Operaticxis 

Off Ic ials and Haners 

Executive Staff 

Department heads 

Asst. Dept. heads 

Sect ion Head 

Div. Pialnt. Hgr. 

Div. Transp. Pigr. 

Professionals 

Senior/Supervising 

Entry tevel 

Accountants 

Planners 

Engineers 

1*chnic Ions 

Supervis Ing 

Senior 

/ - 1 
/All Employees/ Employees by Ethnic Category 

TJiT1 Ti1iT iiT As ian Other Mm. Shin. Mm. Attn Slew Total H F H F H F H F H F H I I F F tion Pos. Total Mm. Female. 6/30/ElS Mm. Fein.le 
2 20200000O Q _Q. Q_______ 
2 20200000000000812 * * 0 0 0 * * 2 0 0 

3 LL_LQQQ___ 
2 1 1 1 1 0 0 0 0 0 0 0 0 0 50 11 31 ' * 0 0 0 * * 2 0 W 
1 1010000000000(932 ** 0 0 0 * * 

1 0 0 

1 0 1 C 1 0 0 0 0 ( .0 0 0 0 100 
1 0 1 0 1 0 0 0 0 0 0 0 0 0 00 18 25 * * 

*Job group too small to allow qoal-setting +Parity hac been reached 



. S . 

Oepartmert 3099 - erations 

01 her 

Paraprofessionals 

Clerical 

Crafts 

Crafts, (General) 

Hechanics 

Plumbers 

, 

/All [moyees/ [mployees by Ethnic Category /i 
wlii filack lisp. Kian Oilier Hin. i4in. flu. Attn flew Total H F H F H 1 H I Pt I H F I I I tb,, Po. Total Pun. Female. 6/)i)/1f fUn. Female 

1 01000001000010(1001766* * 

Electricians 

SheetHetal 

Operators 

laborers 

Transit Police 

Serv ice Workers 

Departmental Totals 7 4 3 4 2 0 0 0 1 0 0 o i7i 

____ -iii____ 1:Job group .tQo small .to allow goal-setting T+Parity has been. reachéJ 



. . I 

Department 3200 - Transportation 

O1ficils and Managers 

Executive Staff 

t 

/A)l Employees/ Employees by Ethnic Category 

1hite flack lisp. Asian Other tim. ifin. Mf KiTFT- flew 
Total H F H F M F Ii F H F H F F F F lion Pos. Total Pun. female. 6/)O/t5 Mm. icinile 
23 212131810000 00399 

Department heads 1 10 
4 1 

1 

3 

0 

011 
0 0 0 

0 

0 

0 

0 

0 

00 

0 

4 

2 

2 

0 

0 

0 

0 

0 

0 

0 

0 

0 

U 

0 

020 

0 

0 

0 

0 

ii 

40 

U 

20 

012200 

II 

9 17 0 

0 

0 

20 

0 

U U 0 * 

* 

* 
I U U 

AssL. Dept. Heads 5 0 0 0 * 5 40 20 

Sectlonhlead 5 5-04 01 0 00 

16 

0 0 0 * * 5 20 0 

Dlv. Ptalnt._hlgr. 

0 

26 

26 

0 Div. Transp. Hgr. 12 11 1 5 1 6 

9 

98 

0 

0 50 

55 

55 

33 

8 

11 

10 

12 0 0 0 + + 12 50 8 

Professionals 264 235 29 107 12 

9 

3 

17 

17 

0 

0 

0 

0 

0 

0 

0 

11 31 

32 

10 
Senior/Supervising 258 232 26 ith 0 

0 

21 9 0 9 + 0 258 55 
En try teve 1 6 3 3 1 0 0 50 9 0 1 0 1 + 0 6 33 50 
Accountants 

Planners 

Engineers 

Technicians 

Supervis Ing 

Senior 

108 J19 19. A .J i 11 J2 J Z Q. ± 
108 89 19 49 4 26 14 12 1 2 0 0 

*Job group too small to allow goal-seth 

0 

051 
51 17 

8 1718250 

n g' +Parity has been reached 



. . 

Department 3200 - Transl)oriatixl 

Ut her 

Paratirofess tona s 

ClerIcal 

Crafts 

Crafts, (General) 

Nec ha n Ic s 

Plumbers 

F )ec triclans 

Sheet Fletal 

Dperators 

Laborers 

Transit Police 

Service Workers 

Oeoartrnental Totals 

. 

1 [mployees/ [mpl oyees by F thn Ic Ca tegory 
t Job 

Total 

1010000000000 
L 

White 
L 

1 13 

Dl ack 

±L1.LL 

6 16 

lthp. 

L 

3 11 

Asian 
±L L 

3 1 

Other 

±! L 

0 0 

0920+ 

Hi,i. - 
02151* 

74 7f 

tim. 

17 

ATf- 
JL 

New 
Pos. I Hln.Fe Jic 

+ 

_L 

* 1 

66 

5+5 
54 i: 41 + 

12 1201 04070000 

5107 I428381 108 '214 33 874 73 69 -Th T4 

5569 165 910 123E 138 411 681 92 85 /8 3 5 3 15 16 

ii 
1JOb orouo too smno.11.to allow qoal-settinq ___________ _______________________ L 1 1 +Paritv has been. t-eachol 



. 

Department 

/ 

3300 - I'tathtenance 

/A EmPloYees/ Employees by Ethnic Category 

. S 

& b 
/. / ./ /(I / 0 

/ Ant IC ipa ted Job Ao /' 
c /.'o' , t,, / Openings / n 

Total H F 

White 
H F 

B1k 
H F 

0 

o 

0 

T11j 
H F 

Asian 
H F 

Other 
H 

0 

0 

0 

0 

o 

0 

0 

0 

F 

0230 

0 

0 

0 

0 

0 

0 

010(01020 
0 

0 

Miii. 

0 

0 

30 

F 

0 

0 

0 

Miii. 

8 

F 

12 

* 

Mm. 

* 

* 

F 

Attri- 
tion 

Hew 
Pos. Total 

-______________ 
Mm. Female. 6/30/65 Miii. icin.ile 

Orricials and Managers 22 22 017030200 

0 

0 

0 

0 

0 

0 

o 

0 

1 

1 

0 

0 

0 

1 

o 

0 

5 

5 

00 

0 * 

* 

* 

Executive Stair 

1 0 0 

0 

1 
Department heads 1 1 0 0 0 0 0 0 C 0 

Ass 1. Dept. Heads 

0 

0 

2 

o 0 0 0 0 5 20 0 
iSectionhlead 3 3 0 3 0 1220 0 0 0 0 0 3 00 
Div. Haunt. Hgr. 13 13 0 9 0 3 0 

1 

o 

1 

1 

2 

1 

12 * 0 0 0 0 0 13 0 0 

Div. Transp. Hgr. 

o 

0 

31 

ProfessIonals 16 10 6 7 3 0 38 

16 

38 

0 31 

32 

SenIor/Supervising 6 6 0 o o 

0 

o 11 

9 

3 1. 4 1 0 6 16 0 
Entry Level 9 3 6 2 3 1 2 44 

5 

5 

66 0 0 0 0 0 0 9 44 66 
Accountants 

* 

Planners 

0 

0 

* Engineers 1 10000000100 
2 

2 

0 0 0 0 1 100 0 

Technicians 118 114 4 54 1 

1 

26 

26 

29 

29 

3 

16 22 0 
SupervisIng 118 114 4 5 3 19 

Senior_______ 
*Job group too suial 1 to a] low qoa I-set El fl9 fI'ari ty has been reached 



. S. S 

Oepar(mert 3300 Maintenance 

/ /n {mployees/ Employees by Ethnic Category /, 
/ i /& 

nticlpated Job 
/ 

b / / Openings 

/(2' /,I!tq, ,a, 
(' /t b /cf 

7 &o c'o1 

Total 

- 
H F 

iiTte 
H 

________________________________ 

F 

01 

H 

16 

186 

ac[ 
I 

2910 

12387 

77 

12? 

isj 

11 F 

15 

1 

____________ 
Asian 
ii 

4 

109 

18 

F 

0 

0 

___________ 

Other 
Ii 

0 

4 

2 

6 

F 

(___________ 

ifin. 

75 

60 

F 

60 

1 

6614 

Jim. 

1766 

0 

F 

5 

15O 

24 

0 

0 

F 

AiT1 
tithi 

Hew 
Pos. Total 

f 

Mm. 

'1 

female. 6/30/115 

i-/ 

Ihn. Female Other 

0 

0 

1 

1 

Paraprofesslonals 

ClerIcal g 40 

14 

g 

14 

1015 0 

4 
Cifts 1160 46 1 

Crafts, (Ceneral) 

0 

Mechanics 

Plumbers 

Electricians 

84 0 

Sheet Metal 

17 1 

Operators 9 36 012114000033 
64 .12 110 

laborers 488 365 123 32 

53 

2 

11 

15 

Transit Police 

[37 65 

Service Workers 

701 21?612 :33 404 541 Departmental Totals 1912 

tjnh orotin ion small .to allow (1oal-seL1no ir'ariv nas reen. rprho1 



. . S 

OcpartmenfL 3400 Equipnnt Engineering 

orrlcils and Managers 

Executive Stall 

Department Pleads 

Asst. Dept. Pleads 

Section Plead 

Div. Pialnt. Mgr. 

tHy. Transp. tigr. 

Professionals 

Senlor/Supervi sing 

Entry level 

Accountants 

Planners 

Engineers 

Technicians 

Supervising 

Senior 

/A11 Employees/ Employees by Ethnic Category 

Total 

- 
H F 

iTTI 

11 F 

Black 
14 F 

iIjT 
14 F 

Asian 
H F 

Other 
14 

0 

F 

090 

Pun. 

I 

Hin_ 

812 

F 

Mm. 

* 

F 

- 

Kttri- 

lion 
Mew 

Pos. Total Mm. Female. 1)1)0/55 Mm. Ietn,le 

2 202.00000000000 

1 

1 10100000000000 0 0 0 * * 0 0 

1 10100000000000917-' 0 0 0 * * 
1 0 0 

0 0100 11 110100 0 

1 10 10100900010000010011311310 0 0 0 10 

*0 1 101000000000001020* 0 0 * * 1 0 0 

*Job group too small to allow goalsetting +Parity has been t-eached 



Department 3400 - EqUi11?flt Engineering 

/ /All [mployees/ Employees by Ethnic Category 

S . 

. 

_c1 / / 
/1 

? 

() /f 
/ i Ant / c q /. Icipa ted Job 

Openings - 
Wid te flack IUSp. Other MIIL (JUn. tMiu. Af[i_ Hew ' Total H F H F H F H I H I ii F I F F tiol, Pos. Total Hln.Icmale. 6/30/OS hhin. Fcni,I Other 

Paraprofesslonals 

Clerical 4 0 4 0 1 0 1 0 1 0 0 0 1 75 10( 17 66 0 0 

Cra(t 4 4010201000007500505 
Cra(ts (General) 

ban ics 

Plumbers 

(leciriclans 

Sheet Hetal 

Operators 

laborers 

Transit Police 

Service hlorkers 

Departmental Totals' 21 17 4 13 1 2 
1 

2 1 0 0 0 1 37 21 

- 

T:Jflfl oroiin .LOO sIfld.I i t.0 dl I UYI IlUflI C LL I 



. . . 

DepartmentS 

/ 

3500 Telecciiminications 

/11 EmPloYees/ Employees by Ethnic Category 

/ 
/Anticipated Job 

foe /< / 
.,/ 

/ Openings fl 
q ' 0 

Total H I 

W{ie 
H F 

O11T 
H F 

llisp. 

H F 

0 

0 

0 

0 

Aia,E 
ti F 

other 
H 

0 

0 

0 

0 

6 

F 

0 

0 

0 

ilin. 

F 

ilin. 

F 

Mm. 
F 

Attri- 
lion 

Hew 

Pos. Total Pun. Female. 6/30/55 Mm. Female 

OUtcialsandMana9ers 1 10100000000000 
* * 

Executive Starr 

1 
Departrnentlieads 1 10100000000000812 0 0 0 * * 0 0 

Asst._Dept._heads 

1 

0 

1 

0 

0 

0 

0 

0 

31 

32 

Section Head 

11 

9 

Dlv. Haint. Plgr. 

Div. Transp. Mgr. 

ProFessionals 8 8 0 7 0 0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

13 

0 

0 

Senior/SupervIsing 2 2 0 2 0 0 * 

* 

0 

* 1 1 2 * * 3 33 0 

Entry Level 1 1 0 0 0 100 100 * 0 0 0 * * 
1 

* * 

Accountants 

0 

Planners 

'iü 

* Engineers 5 5050000000000010201020 
10 1 2 0 

0 

10 

10 18 25 

0 0 0 * 5 0 

TechnicIans u 1 5 040 

0 15 
SupervIsing 11 10 1 5 1 2 0 o 

Senior 

*Job group too siiaI1 to allow goal-selling +Parity has been reached 



. S S 

Department 3500 - TelecauwjnicaticxIS 

1 
.- &' ? 

/11 [mployees/ Employees by Ethnic Category 

/ 
Total H 

0 

1 

F 

1 

3 

Whii 
M 

0 

0 

24 

F 

1 

2 

0 

Iflack 
ti 

0 

0 

10 

F 

0 

0 

1 

Wisp. 
ti 

0 

0 

r 

0 

1 

0 

0 

Asian 
H 

0 

1 

I 

0 

0 

0 

Other 
H 

0 

0 

0 

0 

r 

0 

0 

0 

tim. 

0 

50 

F 

100 

75 

Bin. 
F 

thu. 

r 

Attri- 
tloiu 

Hew 
Pos. Total Mm. Female. 6 Other 

2] 

1 

57 

66 

5 

15 

* 

+ 

* 

* 

* 

5 

Paraprolesslonals 1 

Clerical 4 

Crafts 49 48 1 7 7 

0 

51 0 + 
Crafts, (Ceneral) 

Mechanics 

Plumbers 

10( 

(lectric tans 

100 

Sheet Metal 

0 1 

210 

0 0 14 * 
Operators 

i 0 1 0 0 0 
(aborers 

19000369 

Transit Police 

Service Workers 

68737412 prtmental Totals 75 

I thiS Job uroiio too small-to allow cjoal-settitifl + an LV k been. teac 

4 
a' '' 

0 
'a's -)rm t/q q. (/ 
3O/fl5JHln. Female 



. 

Uepartment 3600 Safety 

/ /11 Employee Employees by Ethnic Category 

. S 

4, 

a 'if b 
Q., .z. 

' 

'b '° 

/ A/&/Ant1c1Pated Job /' q k0 /, (V$ / Openings /J o 

Total H F 

T1iT'te 

N F N F 

Utsp. 
H F 

Ki 
N 1 

0 

0 

0 

0 

0 

Other 
14 

0 

0 

0 

0 

0 

1 

0 

0 

iiin. 
1 

8 

11 

F 

'Mm. 
F 

* * 

* * 

** 

0 0 

Attri- 
tion 

New 

Pos. Total Mm. Female. 6/30/f{ Min.1c,n.le 
OUiclalsandt4anaqers 1 100000±000001000 

0 0 

0 

0 

10( 0 12 

Executive Starr 

0 0 1 
1 

Department heads 1 1 0 0 0 0 0 0 * * 100 

Asst._Dept.__heads 

0 

0 

Section head 

Div. Haint._Plgr. 

33 

100 

Div. transp. Hgr. 

31 

25 

Prolesslonuls 3 3 

1 

20200000000000932 
ü 2 0 0 0 

0 

1 

1 

0 

0 

1 

1 

SenIor/Supervising 1 0 0 0 0 0 

0 

0 

0 0 0 * * 
1 100 0 

EntryLevel 2 

50 

0 0 0 * * 2 0 0 

Accountants 

Planners 

10 

100 

Engineers 

0 

0 

0 

18 

Technicians 2 1 1 0 0 0 1 

1 
SupervIsing 2 1 1 0 0 0 0 50 

Senior 
- ____ ____ ____ ___ 

I *Job group too sna1l mallow ¶Joal-setLing' +Parilyhias been reached 



. . . 
Department 3600 - Safety 

Other 

Paraprofe3sionalS 

Clerical 

Crafts 

Crafts, (General) 

liechanics 

Plumbers 

Electricians 

Sheet lielal 

Operators 

ia borers 

Transit Police 

Service Workers 

Departmental Totals 

1 

a 
(J 

/All Employees/ Employees by Ethnic Category // 
Total 

- 
H F 

WT 
II F 

fllack 
H F 

iiisp. 

H F 

..L 

Asiaii 

H I 

öTher 
H 

O 

F 

JL 

iin. 

100100176( 

I 

ilin. ifin. 

* 

I 

Attri- 
Lieu 

Hew 
Pos. Total Mm. female. Gf)O/fl5 Stin. Fen,ie 

1 010001000000 

0 
f.. L.. ...J. 29 - 7 L 0 L. L - .i 

____________________________ 
- ______ ____________ 

________I--- 
___________ ______ 

l:)h oroLio ton small to allow 



. . . 
3800 - Transit Police 

/ /A1l [Inployees/ Employees by Ethnic Category 

4, 

. / (5 0 
I / / b 

/ OpenIngs 0 / ,, 

0 /, 
& / Anticipated Job / 

Total H 

605000100000110 
F H F 

1kiiTji. 
H 

0 

0 

F 

0 

0 

H 

0 

1 

I 

0 

0 

0 

0 

Asian 
II 

0 

0 

0 

I 

0 

0 

0 

Other 
H 

0 

0 

0 

F 

0 

0 

0 

0 

tim. 

0 

F 

0 

0 

THi 

8 

917 

12 

11 

F 

12 

20 

31 

25 

'ifin. 

* 

* 

0 

" 

1 

F 

Atiri- 
tioii Pos. Total Pun. Female. 6/30/65 ffllcmilc 

Oufictalsandtinaers 6 

Executive Staff 

0 
Department Heads 1 1 

10100000000000 
0 1 0 

* 

20 

0 0 * * 
1 0 0 

Asst.Oept.Ileads 1 0 0 0 * * 
1 00 

Section Head 4 4 0 3 0 25 0 0 0 + 0 4 25 0 
Dlv. Plaint._Hgr. 

Div. Transp. tlgr. 

0 0 

0 

0 

ProfessIonals 1 10100000000000 
Senior/SupervisIng 1 1 0 1 0 0 0 0 0 0 * * 

1 00 
Entry tevel 

Accountants 

0ff 
0 50 

Planners 

18 

Engineers 

0 0 

Technicians 2 11110000 
1 1 1 1 Supervising 2 0 0 O 

___ _____ __ 
Senior ___L__ 

*Job jroup too s,,i11 todliow goctl-seltincj FParity has been reached 



. S 

Departnient 3800 Transit Police 

/ / I / All [mloyees/ Employees by Ethnic Category 

White iflack Ii SI). {H% Oilier Total.H F H I sir ti i si I H 

Other 

Parapro(ess lona is 

ClerIcal 5 1. 4 0 0 0 2 0 2 1 0 0 0 

Cra Us 

Crafts, (General) 

Plechanics 

Plumbers 

Electricians 

Sheet Hetal 

Operators 

iahorers 

Transit Police 
228 20622 8. 13 70 8 45 1 5 0 3 0 58 

Service Workers 

Departmental Totals 242 21 27 90 14 7( 10 46 3 6 0 3 0 44 

__ir:_I-iiiiiiiiiiii 
4..i. c,..,.Il fr llru,I nnil..cnttinii 

t / /1. 

I / 
&' Anticipated Job /\o /(c/ 

Openings //:: O 

H n4 4 ii 4th AftTI Hew 
i 1PosJ Total Hin. remale. /o/n5 HIn. Female I 

IiIiJiIi 

1 p a r { 1 



. . . 
Department 3900 Scheduling 

/ /All EmPloYees/ (inploycec by Ethnic Category 

1 

/ .,p/ / Anticipated Job l k /2/ / _;_ / $ ( / e 

/./ / Openings /J Yq /'' ,!'/( 
Total H F 

iT 
H F 

flack 
N F 

lisp. 

H F 

Asian 
M 

0 

0 

F 

0 

0 

0 

0 

0 

ether 
M 

0 

0 

0 

00 

0 

I 

0 

0 

0 

0 

t1in. 

F 

ifin. 

8 

9 

F 

Mm. 

* 

* 

* 

0 

F 

* 

* 

* 

0 

Attri- 
tion 

New 
Pos. Total Mm. Female. 6/30/65 MIn.Fmiil 

OrrtciaisandManagers 2 20200000000000 
0 

0 

15 

1601131031 

39 

0 

0 

0 

29 

12 

17 

25 

Executive Stall 

Department Heads 1 1 0 1 0 0 0 0 0 0 0 0 * * 
1 0 0 

As st. Dept. Heads 1 1 0 1 0 0 0 0 0 

0 

0 

1 

0 0 0 * * 
1 0 0 

SectionHead 

0 

0 

0 

0 

Div. MainE._?lgr. 

0 

0 

Div.__Transp._Mgr. 

ProFessionals 13 13 0 11 0 

0 

2 

2 Senior/Supervising 12 12 0 10 0 0 0 + 0 12 160 
EntryLevel 

1 1010000000000093? 0 1 1 
* * 25050 

Accountants 

3 4 

4 

0 

Planners 

16 5 

5 

2 

Engineers 

22 9 Technicians 31 

Supervising 31 22 9 16 2 1 0 0 0 0 39 29 18 

Senior 

*Job group too sinai] to allow goalsetting +Parity has been reached 



1] 

E)epartment 3900 Scheduling 

. . 

(. 

/ /Afl Emoyees/ [niployeby Ulinic 
//://L 

WIIte ii1k lsp Asiin Oilier Mm. Ilmn. his,. Attn. flew Total P1 F I Ii I Pt I H I P-P f I F P lion Pos. Total P-Un. Female. 6/30/AS Pun. Fem,ic 
Other 

Paraprolessionats 1 1 0 0 0 1 0 0 0 0 ) 0 0 10( 0 21 57 ' * 
Clerical 47 34 13 153 16 5 2 3 1 2 0 0 6 28 1166 38 

Crafts 

Crafts (General) 

P-Icc ban Ic 

Plumbers 

Eleciriclans 

Sheet Iletal 

Operators 

laborers 

Transit Police 

2 

Service %4orkers 

Departmental Totals 96 0 0 43 

++ 110011000000100501415 

4 1 2 4 2411 732344 6 21 

1Job grouptoo small to allow goal-Settifl9 +Parityflas eenr e 



. . 

Department 4099 - Ass't Geii. Mgr Plannthg and Cimjnications 

/b 
/. / /Afl ImPloYees/ Employees by Ethnic Category 

e Job // / Openings /J/ / ,c-ti -_________________________ 

Total H I 

0 

4hite 
H I 

Black 
H 

0 

F 

Jiisp. 

H F 

0 

Asia,i 

ii F 

Other 
H 

0 

I 

0 

Mm. 
I 

Iin. 

812 

I 

Miii. 

F 

* 

MiiT- 
Lion 

Hew 
Pos. Total Mm. Femaic. 1,130/65 Mm. Iein.ile 

OffldalsandManagers 1 10100000000000 
1 1 0 0 * ExecutiveStaEf 1 0 0 0 0 0 0 0 0 * * 1' 0 0 

Department ileails 

Asst.__Dept.__heads 

Section head 

Div. Plaint. Plqr. 

Div.__Transp._P-lgr. 

ProFessionals 

0 

Senlor/Supervi sing 

Entry level 

Accountants 

Planners 

0 0 100 

Engineers 

1 0 0 0 -_-___ 
TechnicIans 

1 

1 0 0 0 100 25 Supervising 1 0 0 0 18 

__ 
I Job group too small to allow goalsetting -iPiirity his been reached 



. 

Oeparlmcnt 

/ 

4099 Ass' t Gen. ltr Planning and Canrariicaiicis 

/Afl Employees/ Employees by Ethnic Category /1 / &/AntIclpated Job 

1 1, 
I? /. 

I,. , 

/ / / Openings / ) Q& q 

Total HI i7T[ MIHrLrHrMI iflV iIkp. Asian Other ffln. I1Itio Hin. ithi. T1 flcw 
Pos. Total Hin.1emal/)O/1HfenhIe 

Other 

Parrofessinnals 

______I 

Clerical 

Cra (Is 

Cra(ts, (General) 

P1cc han Ics 

Plumbers 

(icc Ir Ic ian 

Sheet fletol 

Operators 

50 

laborers 

1 

Transit Police 

0 0 

Service Workcrç 

1 0 0 0 0 0 50 Departrnent:al Totals 2 1 1 0 

'Job oroun too sma11..t.oa1IOW goal-Setting 'rariu...y iici LI ''iieu 



Department 4200 P1anni-n 

/ /A fmPloYees/ Employees by Ethnic Category 

. . 

/'2/ 
/ -.: / / (3 /' t' 't) 

If Af 

& 
/ 

n tic Ipa tei Job /' & 

Openings /J 0 

______________________________________ 

Total 

- 
H 

- 
F 

4hite 
H I 

flack 
H I 

ilisp. 
H F 

Asian 
H F 

Other 
it 

0 

0 

0 

I 

Mm. 
F 

c___, 

Sun. 

8 

9 

F 

Mm. 

* 

F 

- 
KflT- 
tion 

-- 
Hw 
Pos. Total Nm. Female. 6/30/65 Mm. Fcmnle 

Orricials and Managers 11 9 2 6 2 1 

0 

0 

0 

0 

0 

0 

0 

0 2 0 0 

0 

27 

0 

25 

18 

0 

0 

33 

Executive Starr 

0 

0 

0 Department Heads 1 1 0 1 0 

0 

0 12 

17 

20 

0 0 0 

0 

* * 1 0 0 

A;st. Dept. heads 4 4 0 3 1 0 0 0 0 

0 

17 0 0 + 0 4 25 0 

Section Head 6 4 2. 2 2 0 0 0 0 2 0 0 

0 

0 

0 

33 12 0 0 0 0 4- 4- 6 33 33 

Div.Haint._Mgr. 

2 0 1 

0 0 

Div.__Transp._Hgr. 

5 3 

1 

24 

U 
Professionals 34 25 9 21 

11. 

1 1 26 

13 31 20 13 SenIor/Supervising 15 13 2 2 0 0 1 0 0 0 

0 

11 3 0 3 + 2 15 20 

__ _____ 19 2201010032379300 

1 

1. 

6 0 6 + + 19 37 42 

Accountants 

0 

0 25 

Planners 

3 6 

6 

Engineers 

3 4 

4 

0 

0 0 

lcchnicfans 16 13 0 

0 

0 

0 

2 5t 

5( 

81 

81 18 SupervIsing 16 3 13 3 2 0 0 

Senior 

*Job group too small to allow gol-seiting +Parity has been reached 



. . S 

Oepartmert 4200 - Planning 

/ /nrmployees/ Emp 1 oyees by Ethnic C t ego ry 
t Job 

Total H F 

Wlfi 
11 

3 

1 

F 

fllack 

H 

1 

0 

F 

iUsp. 
H F 

Asi'an 

14 

1 

1 

1 

Other 
H 

0 

I 

Mm. 

43 

I 

llin_ 

2 

17 

I 

57 

66 

Miii. 

+ 

+ 

I 
Altri- 
tion 

Hew 
Pos. Total Mm, Female. 6/30/115 P1in.Fcn,.lc 

Other 

5 0 

.0 

(1 

1 

Paraprolessionals 7 2 1 

2 

0 

3 

0 29 28 

+ Clerical 8 1 7 0 0 1 0 63 88 

Crafts 

Crafts, (General) 

llechanks 

Plucnhers 

Electrlclant 

Sheet Metal 

Operators 

11t)orers 

Transit Police 

4 

Service Workers 

0 2 5 43 
Fpartn1?nta1 Totals 76 43 33 34 14 5 11 0 1 37 

*,joh oroun too small to allow goal-setting -fPari ty has FëëW 'eacJed 



f . S 
Department 

6400 t'larketinz and Cauunicatic*is 

c!_!cials and 9ers 

Executive starr 

Department heads 

Asst. Dept. Iteads 

Section Head 

Dlv. Haint. Hgr. 

Dlv. Transp. Hgr. 

Professionals 

Senior/Supervising 

Entry level 

Accountants 

Planners 

Engineers 

Technic laos 

Supervlt log 

Senior 

a, / 
b 

'1 / 
/11 EmPloYees/ Employees by Ethnic Category 

Total H F 

1Ii 
H F 

Olack 
H F 

hhisp. 

H F 

Asiai 
ii F 

tlier 
H F 

Mm. 
F 

Mm. 
I 

icn. 

F 

* 

Atiri- 
Lion 

Hew 
Pos. Total Mm. Female. (/3O/65 Mm. Fc'n,tle 6.4231011000003333 

10000010000 12* 0 
1 010008 0 0 * * 1 i. 0 

5 3.2310100000024012 0 0 U + + 5 2.040 

01131** 
1710782032101004141 

3 0 29 32 

2 20200000000 
2 1 

0.0 

0 * 

0 0 0 * * 2 0 0 
14 7 7 5 2 0 0 1 50 9 * 0 0 0 + 4- 14 29. 50 

1 1010000000000 0 521,* * 0 0 0 * * 1 0 0 

*Job group too small to allow joalsi'lliiig 4Parit.y has been reached 



. . 

Oepartincnt 141400 - Marketing and Cmunications 

/ /All tmployees/ Employees by Ethnk Category 

%4Ite Illack Iisp. Asian Otiicr Hn. llin_ iih. ttri- I1w Total H F H F F F P1 1 H I H I I r F (Inn Pos. Total Mm. Female. 6/301,15 Pun. Female 

Paraprofess lonals 

Clerical 
7 0 7 0 3 0 3 0 1 0 0 0 0 5710017 66 + + 

Cralts 

Crafts, ((eneral) 

Plechanics 

P1 unhe rs 

Electricians 

Sheet Pietal 

Operators 

laborers 41 7 36 4 18 2 8 1 8 0 0 0 0 46 83 15 24 + + 
Transit Police 

Service Wurkerç 

part:rnent:al Totals 71_- 21 50 15 24 2 15 4 10 0 1 0 0 45 70 

"Job orour) too srnalLtoa11ow9oJl_Stt1flg +Pari t Tii been reacf,e 



. . S 
f)epartment 4800 Ojstciir Pe1aticnis 

/ /n [mployees/ Employees by Ethnic tategory 

/ t / / ., 

/ /: A tic i pa ted Job / . 

/ / ',, / 
3/ / Openings /j / 0 I 

'/ 

Total ii F 
VFIT 
11 F 

Olack. 
H I 

iifsp. 
H F 

Asfan 
H F 

0 

Other 
H 

0 

0 

F 

ilin. 
I 

ffln_ 

8 

8 

F 

U 

* 

* 

* 

* 

I 

* 

Attri- 
tion 

Hew 
Pos. Total Fun. Female. 

-______ 
6/30/65 HIn, Fctn.d 

OUldalsandManagers 2.11011000000050%50% 
0 

1 

0 

0 

0 

0 

Executive Stall 1 1 

0 

0 

1 

) 

0 

1 0 0 

0 

0 

0 

100 

0 

- 

100 

62 

12 

12 

0 1 1 * * 2 

2 

100 0 
Department Heads 1 0 0 0 0 1 1 * * 100 
tsst. Dept. heads 

0 

0 

0 

_Q_ 

Section head 

0 

Dlv. Haint._Plgr. 

2 

1 

1 

0 

0 

0 

Div._Transp._Hgr. 

3 0 

0 

0 

4 

Prolessionals 8 3 

1 

5 2 

0 

2 

2 

0 

0 

1 

1 

0 

1 

0 

0 

0 

37 

33. 

40 

11 

9 

31 

32 

SenIor/Supervising 3 2 1 0 67 * 

* 

3 0 3 * * 3 100 67 
Entry level 5 2 3 2 0 0 60 3 3 4 + 5 60 40 
Accountants 

1 0 

Planners 

0 

Engineers 

2 lechnlclans 13 8 5 3 LL1B25J 0 0 61 38 

Supervising 13 -- 
*Job group t)O t, 11ow goa1setting 4Pirity hi's been reached 



. . S 

Oepartsnenl 4800- Custair Relations 
(:. 

Other 

Pa rapro(ess boa S 

Clerical 

Crafts 

Crafts. (Ceneral) 

Hechanics 

Phinuhe rs 

Electricians 

Sheet Pietal 

Operators 3 1 2 0 0 1 2 0 0 0 0 0 0 100 67 14 

a ho r ers 

hranIt Police 

Service Workers 

Departmental Totals 137 46 91 16 24 20 43 9 23 1 1 0 0 71 61 

t1kny.riin ton ciiu.,l1 tnllOWOOtl-SPttiflO 

p q, f 

/Afl (mployees/ [niployces by [thnlc Category 

White flack ilisp. psian O(iicr ifin. Itin thu. iTiT Hew Total H F ii I H I H I H I H I I I F Lion Pos. Total Hin. lemale. 6/3O/1 tim. Iniil 

1 0 1 0 0 0 0 0 0 0 0 0 0 0 21 57 * * 1 

110 32 78 9 19 14 37 9 21 0 1 0 0 74 71 17 66 + 4 

:jiJii1__ 

l ceo r 



. 

Department . 5100 Goverriint Affairs 

/ /n EmPloYees/ Employees by Ethnic Category 

[i . 

.5." 
I, 

,/ / / / 
(3 ? 

/ (S / / / Anticipated Job 
l 

/ / / / Open i ngs /J / i-5.5 '/ 
Total H F 

1iiiie 

H F 

Black 
H F 

0 

0 

Hisp. 
H F 

Asian 
H F 

Other 
H 

0 

F 

0 

0 

'Mm. 
I 

ttUn. 
I 

31 

ffln. 
F 

1U1 
Lion 

flew 
Po. Total Miii. Female. 6/30/65 Mm. ic,nal 

_______ 

* 

* 

_______ ______ ______ ______ 
Executive Stall 

______ _______ 

Department Ilea(is 

0 

0 

Assi,. Dept. Heads 

2 

0 

Section Head 

0 

0 

Dlv. Ilaint. Plgr. 

2 

0 

3 

1 

0 

0 

0 

0 

Dlv.Transp._Hgr. 

0 40 

0 

Prolesslonal 5 3 

1 

222200000000050932 

0 

0 * 

*0 
Senior/Supervising 

1 0 0 11 0 0 0 * * 0 

050 
0 

Entryl.evel 4 0 0 * * 4 

Accountants 

Planners 

Engineers 

Irchnicians 

Supervising 

*job group too small to allow go1-settunq iPiirity has been reached 



. . . 

Departinent 5100 - Goveriinent Affairs 

( / All [mloees/ (niployces by Ethnic Categ - 
i7TTT Illack tisp. Asian 

Total Fl F H I II I Ft I H I 
Other 

t'araprofessionah 

/ 

.0 

I' 

' 
() -' 

Iclpated Job ry__///o//Ant // 
Other fUn. itin. Vhs. Auri- Ucw 
ii r r r I Lion t'os. Total Fun. lemaic. 6/jOInS Sun. Fcns.lc 

2 O2O20000000jO 00 1766 ** ___lIE 
Cra Its 

traf(s, (General) 

tiec ban ics 

Plurnberc 

Electricians 

Sheet tietal 

Opera tors 

Laborers 

Irons it Police 

Service tortcrs 

Departmental Totals 7 3 4 3 4 0 

1 1 Ct!i 1 1 

o oo 00 0 

n . 1 lot,, nn,'i 1 - ci' lit. i 

O 0 57 

51(5 +Par v ha s 1' e en flns1 



. . 
5500 - Camtinity Re1aticxs Department- 

or r Ic Ia 

[xcutive Stalt 

Department leads 

'sst. Dept. heads 

Section head 

Dlv. Plaint. Hgr. 

Dlv. Transp. Hgr. 

Pro(esslonalc 

Senior/Supervising 

Entry level 

Ac c nun t a n t s 

Planners 

Engineers 

1eclinic1an 

Supervkincj 

Sen I r 

' 

/ 
/Afl [mployees/ Employees by (thnit Category 

J0b 

Total 

- 
H F 

TUt 
El F 

Dlack 
H F 

hhisp. 

H F 

Asian 
H F 

ffther 

H F 

01000 

0000 

010001131 
0 

Pun. 

F 

Elm. 

812 

F 

Pin. 

* 

* 

0 

F 

A1TR 
Lion 

Hew 
Pos. Total ifin. Female. 6/30/65 Mm. Female 1.10001000000 

32 

0 

1 100 010 00000 

55 

* 0 0 0 * * 1 100 0 

1 2 0 

* 

12 7522223100006742 0001020000 
55 

3 3 

1 1 9 

0 1 1 * * 4 75 0 
9 4 5 2 2 0 0 0 0 1 1 + + 10 50 50 

_-iiIiii 
ajob group too small to allow gol-seltinq #Parily has been ,'eached 



. . I 

Deprtinent 5500 Camunity Re1atias 

. 
b4' t 

/Afl [mPloYees/ Ernpoyees by Ethnic Cateqory - 
WiiI te flack iisp. Asian Other ifin. lBn. lihi. AUr- Ucw Total H F HtHFH1HfMFF1F(U Po. Total Hln.Femal 6/30/85 ffln.Fenule 

Other 

Paraprofessionals 

Clerical 3 C 3 0 0 0 3 0 0 0 0 0 0 10010017 66 * * 

Cra Its 

Crafts. (C,eneral) 

P1cc han ics 

Plumbers 

Electricians 

Sheet Pietal 

Operators 

taborers 

Iran'it Police 

Service tlorkers 

1)parLiiienta1 Totals 16 8 8 2 2 3 5 3 1 0 0 0 0 75 50 

1:JOI) iiroUP too snia1 to aflow ynal-setting +l'ai-ity na teen reached 



. S . 
Department .6000 (6099-6400) - Equal Cportunity 

/ EmPloYees/ ('npoyees by Ethnic Category 

/I Ic Ipa ted Job 

/ . 

/ 

/ / / / Openings 

-, 

Total H F 

White 
H F 

1ack 
H F 

iiisp. 
H F 

Asian 
H F 

Other 
H F 

0 0 

Mm. 
I 

Mm. 
I 

8 12 

Mm. 

Fitlon 
fAttri- tew 

Pos. Total 

-__________ 
Mm. Female. 6/30/65 Mm. Fem4le 

OfflcIalsandHanaye 5 411020100008020J 
0 

25 

* Executive Staff 1 1 0 0 0 1 0 0 0 0 0 100 

75 

0 0 0 * * 1 100 0 

Dertment _ Heads 4 3 i 0 1 Q J 0 * * 0 0 

Asst.__Dept.__Heads 

Section Head 

Dlv._Plaint._Hyr. 

Dlv._Transp._Mgr. 

ProfessIonals 38 17 21 2 9 9 1 4 2 1 0 0 76 55 

Sen Ior/Superv ISI nq r 
_i J . 9 JJ. _ll Q L 2 0 2 2 + 16 

Entry Level 22 8 14 2 2 4 7 ] 4 1 ] 0 0 82 64 9 32 0 C 1 0 1 1 + 22 82 64 

Accountants 

Planners 

Engineers 

Technicians 4 0 4 0 3 0 0 0 1 0 0 0 0 25100 * * * * 

Supervisii____ 4040300(iO0O0251OO250o__ I 

*Job group too small to allow goal-settingS +Parity has been reached 



11 ., . 
Uepartmcnt 6000 (6099-6400) Equal Opportunity 

.Other 

Paraprofessionals 

Clerical 

Crafts 

Crafts, (General) 

.1 / I 
All Employees/ Employees by Ethnic Category 

White Mack lisp. Asian Other i1in. 141n_ Win. Attri- New 
otal H F H F H F H F H F H F F F F Lion Pos. Total Win. Female. 6/3O/I Him. Female 

2 0202000000000100 2157* * 

6 06000:0201 00100100L6(++ 

Mec han Ic s 

Plumbers 

Electricians 

Sheet Metal 

Opera tors 

Laborers 

transit Police 

Service Workers 

Departmental Totals 55 21 3L 3 12 11 12 5 8 2 2 0 0 66 64 

Job group too small to Hoi; goal-setting 
H 

+Pari,ty ha teen reachec, 



. 

0 p a r I men t 
7099 - C-i-rrn11er-Trmasurer-Aiiditor 

0(r1cils and Managers 

Executive Sta(1 

Department heads 

Asst. Dept. Heads 

Section Heed 

Dlv. Haint. Hgr. 

Div. Transp. Hgr. 

ProIesslonals 

Senlor/Supervi sing 

Entry IeveI 

Accountants 

Planners 

Engineers 

Technic lans 

Supervis Ing 

Senior 

. . 

1 -/ (I f / 
rmployces/ Employees by Ethnic Category 

IT Ulack. liisp. Asian Other Mm. Mm. Mm. AttrI- Hew 
Total H F H F H F H F H F H F F F F tion Pos. Total Mm. Female. 6/10/65 thIn. Fcmalt 

2 111000000 10 05050 
1 10100000000.0008 12* * 0 0 0 * * 1 0 0 

1 010000000100 .00100122000 0 0 0 * * 1 100 100 

6 602000004000670 
1 10100000.0000001131 * *0 
5 5 0 1 0 0 0 0 0 4 0 0 0 80 0 9 32 0 32 0 

1 0 1 0 0 0 1 0 0 0 0 0 0 100100 

1 0 1000 1000000100100182500 
I I - _ I 

*Job group too small to allow gol-setting 

0__jo * * 1 0 

0 lo + 0 5 80 0 

+Pn'j ty has been reached 



Oe1i* rimen t 7099 - Cc*tro11er-TreasurerAuc1itor 

C 

oc 

1. 

. 

1:Job qroup. too small to allow 9OaI-SC1t1flJ 



Department 7100 - Acccunting & Fiscal 

/ /11 Imp) oyees / 

. . 

.,'/ b 
t ./.-, 1(3 b° / Ant c pa ted Job /f 

Employees by Ethnic Category Openings /j /';' 0 

______ 

Total 

- 
H F 

______ 
l4hite 
H F 

______ 
Black. 
H F 

______ 
IIlsp.; 
H F! 

______ 
Asian 
H F 

______ 
Other 
H F 

______ 
ifin. 

F 

______ 
Din. 

F 

______ 
Din. 

F 

______ 
Attri- 
tion 

______ 
Hew 
Pos. 

_____ 

Total Mm. 

-. 

Female. 

- 

6/)O/&5 Mm. Female 

OWcia)sandFlanagers 43130000001002525 
Executive_StalE 

339 
Ll2_0 DepartmentiIead - i_L LQQ11L1LSL 17* 0 Q 

* 
1 

3 33J 
0 

Asst. Dept. heads 3 21200000010033 0 0 0 * 

Section head 

0 

Div. Haint._Hgr. 

0 

Div.__Transp._Hgr. 

0 

0 

ProFessionals 16 12 4 6 2 0 

0 

0 

0 0 0 6 2 

1 

50 25 

31 50 
Senior/Supervising 4 2 2 2 1 0 

0 

0 0 0 0 

0 

25 50 11 0 0 0 * * 
4 25 

Entry level 

1 
Accountants 12 10 2 4 2 0 0 6 0 58 11 6 31 0 14 0 0 0 + 0 12 .&_ .1L.. 
Planners 

4 1 

1 

Engineers 

2 1 

1 

2 

2 

lechniclans 14 6 8 2 

2 

1 .1 0 

JL 

0 57 57 

Superv i I n 14 6 8 4 2 1 i_. _0_. ..5.1_ _51. _IB. 25 Q_ iL _______ _______ ____________________ 

AJob group too sall to allow goiilsetting +Parily has beeti reached 



. . . 

Ocpartmcnt 7100 Accounting & Fiscal 

. 
1g 

L ' I 
/ /n tmpoyees/[rnployees by.(thnic Category 

iiTtc iii ack Uisp. Asian Other Hin. llin_ liii.. AtLri- flew Iota 1 H F H F H F H I ,i I H I I I I (ion Pos. Total Hin. Female, i1ño/th Hun. Fcrn.le 
Other 

Paraprolessionals 2 0 2 0 0 0 1 0 0 0 1 0 0 100 100 14 27 * * 
Clerical 71 3542 14 8 1322 7 9 1 3 0 0 .71 54 17 66 + 12 

Cra Its 

Crafts. (Ceneral) 

Hechanics 

Plumbers 

Electricians 

Sheet fletal 

Opera tors 

L.aborers 

Iransit Police 

Seryice florkcrs 

Departmental Totals 113 56 5 25 14 14 25 8 10 9 8 0 0 65 50 

nm,n nncinll in allnw a1-si'ttiiui LH IT 



. 

Department 7200 Data Processing 

/ EmPloYees/ Employees by Ethnk Category 

.. .. . 
.-' 

4., 

/ it ji,.... 

/ k1An tic Ipa ted Job 
/ 

& 

/ d /j(a/it// Openings /J /'/n_t.\' - _______ 

Total H F 

t4hIte 
H F 

Black. 
H F 

Iiisp. 
H F 

Asian 
H F 

0ther 
ii F 

Hin. 
F 

ifin. 
F 

'Mm. 
F 

Attri- 
Lion 

Hew 
Pos. 

. 

Total Mm. Female. 6/30/115 Mm. Fcin.le 

orrmcialsandllanagers 3.3o2opooO 1000330 
Executive Staff 

Departmentfleads 1 iojoOOjoOQ812** p p ,j * * 1 -- 
Asst. Dept. heads 

Section_head 

2 QiO00000Q._9j1** 0 0 * * 2 _Q 

Div. Maint._Hgr. 

Dlv.__Transp._Hgr. 

0 Professionals 40 3 6 22 2 1 3 3 1 8 0 0 40 15 

SenIor/Supervising 27 25 2 17 1 1 0 1 1 6 0 0 0 

0 

33 7 11 31 0 0 0 + 0 27 33 7 

Entry Level 13 9 4 5 1 0 3 2 0 2 0 0 54 31 9 32 0 1 0 + 0 13 54 31 

Accountants 

Planners 

Engineers 

technicians 22 12 10 5 3 2 3 2 0 3 4 0 0 64 45 

SupervisIng 22 12 10 5 3 2 3 2 0 3 4 0 0 64 45 18 2 0 0 

Senior _________.__J____ I 

*Job group too small to allow goal-setting 4-Parity has been reached 



. . S 

DepartmentS 7200 Data Processing 

-' . / 11 

/ . / / j /14 &/ Anticipated J0I // / rmployees/ Employees by Ethnic Category / / // / Opcnin9s / .O / /. '. 0 

Total F 

Wlitc 
H FHFHFHIHI iilack lTsj Asian Other Hin. 

76 

IF li,ln 
I 

I1i,i. 

FUon 
Attri- Uew 

Pos. Total 

F 

Hin.Fcinae.G/O/Q5HFcrnIc 

'S ( '' SJ 

0 (lie r 

17 66 

Parapro(essionais 

3 0 Clerical 21 2 19 1 3 0 9 0 4 1 0 90 + + 

Crafts 

(ra(( (General) 

,lechanics 

Plumbers 

(icc Iricians 

Sheet Pietal 

Opera tori 

taborers 

fransit Police 

15 13 0 

Service Workers 

5 7 '6 Departmental Totals 86 51 35 30 8 3 5 0 41 

I..... .. 



. . 
71i00 - Insurance 

.' ( è ' q,b / /11 rnpoyees/ ('noyees by Ethnic Category /f/V?/AfltisJOb /I 
tihitc o1k7 iIisp. Asian Other Hin. ifin. Mm. TT Hew 

Total H F H F H F H 1 (1 F Ii F I F F Lion Pos. Total fin. Female. 1,/)0/65 fin. fc,n.'le 

1sond1 1 

(xecutive Stall 

Department heads . 1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 8 12 * * 0 0 0 * * 1 0 0 

Asst. Dept. heads 

Section head 

Div. Ifaint._Mgr. 

Dlv. lransp. Hgr. 

Pro(essio,als 2 02 010 Ô 0 1 0 0 O 0 50 100 

Senior/SupervisIng 

[ntry level 2 0 2 0 1 0 0 0 1 0 0 0 0 50 100 9 32 * 0 0 0 * * 2 50 100 

Accountants 

Planners 

Engineers 

1 

SuervisInj 1 1 0 0 0 1 0 0 0 0 0 0 0 100 0 18 25 0 25 

*Job group too small Lu dl low yoIset Ii ng Ih'iri (yhias been reached 



. . . 
7400 Insurance DeprtmenL 

- 

1, 

/ii [mPthyees/ impoyees hy [thuic Cateqory 

White hhlack Hisp. Asian Other thin. liin_ thin. Attri- Hew Total H F H F it I it I H I it I I I F Lion I'os. Total I1hn. Fernle. tj/)/ii5 thin. FCus-'le 

- ___________±________.___- __ __ ____ 
irapro(esionals 1 0 1 0 1 0 0 0 0 0 0 0 0 0 100 21 57 21 + 

ClerIcal 2 1 1 0 0 0 1 1 0 0 0 0 0 100 5017 66 + 16 

Crafts 

(ra(ts (General) 

Plurntic rs 

(icchrIchan 

LHct 

Oi)era Lois 

Laborers 

transIt 1101 Ice 

Service Workers 

rpart.iirnral_Totals 7 3 4 1 2 1 1 1 1 0 

1:JQ qrohbp tQO siiti.fl .Lo low 90i1 1 

0 0 0 57 57 

- SC i I 1 ii ' Pat-i I 



. . 
8099 - Traiisit Systs Devç1opvnt (Jepar(ment 

J / / Elnployees/ [ployccs by [thnic Category ////5 
tihite iiTTT iiisp. Asian Other Sun. HflT Slin. Aitri- Hew 

Total Ii F H F H I It F H F It F F F F tion Pos. Total Hun. Female. 6/)0/b5 Mm. Fcin.t 
Offlcialsandt1_ 1 10100000000000 

Executive Stall 1 1 0 1 0 0 0 0 0 0 0 0. 0 0 0 8 12 * * 0 0 0 * * 1 0 0 

Department Heads 

Asst.__Dept.__heads 

Section Head 

Div. itaint. Hgr. 

Div. Transp. tlqr. 

Professionals 

Senior/Supervising 

Entry level 

Accountants 

Planners 

Engineers 

1 echoic tans 

Superv is Iivj 

Senior 

1 010 0010000 00100100 
1 0 1 000 10 000 0 010(10(18250 0. 

-__ 
goil - se It I ng I Par i Ly has beeii reached 

*j05) g run p 100 snia 11 Lu i Slow 



. . S 

OelJrImenI 8099 - Transit Systaiis Deve1o*IEnt 

It / /ii /k/7ot_, IiIployces/ (nipoyceS by fth,iic Cateqory 

Wiii (C ii1 ack ii sp. As an Other l%1n. JUn. tim. At Lr i - Hew 
Total H F H I H I U I H I H I F F F (iou Pus. Total Hin.Icrnjle. G/fl/flS Din. Feunle 

Other 

Paraprofessionals 

Clerical 

Cr1 (IS 

(rafts, (General) 

?le'c han Ic S 

Ph unhc r S 

Electricians 

Sheet Hetal 

Opera tors 

Laborers 

transIt Police 

Serv ice Workers 

Dparimental TotaLs 2 1 1 1 0 0 1 0 0 0 0 0 0 50 50 

- ______ - T. 1:J0J qroup .LQO Slikii.l 1:10 (II low 9oed-se11inj au 1i1 C7j 



. . . 

tJ.prtrnes( 8100 - Hetro Pall 

/ / / 

/ / / / I t /Q¼ / / / All IsnPioYces/ Employce; by (thnlc Category 1j / 
ihj(c 1l.ck lIlsp. Asian Other Hin. iii.,. iT ATITI 

_______ lotal HI H F Hf H F H F H F I I FIio,i 
Ofliciak andHanajers 15 14113001001000137 

(*cutive Stall 

Jieparimeni iIeaJ 6 6 0 6 0 0 0 0 0 0 0 0 0 0 0 8 12 8 12 0 

Asst. Dept. heads 5 4 1 3 0 0 1 0 0 1 0 0 (1 41) 20 9 17 0 0 0 

Sectionhlead 4 4 0 4 0 0 0 0 0 0 0 0 0 0 0 12 2012 20 0 
Dlv. liJini. higr. 

Div. lransp. tlgr. 

Pio(ciiIoial 54 45 9 2 S 
1 3 3 10 0 0 0 40 17 

Senior/Supervhlnq 26 24 2 16 0 2 0 0 2 6 0 0 0 38 8 11 310 23 1 

Entry level 12 6 6 2 6 1 1 1 1 2 0 0 0 50 50 9 320 (1 0 

Accountants 

Planners 
3 30102000000 011X0 524* * 0 

tntjiiicers 
13 12 1 8 1 0 0 2 0 2 0 0 (1 31 8 10 20 0 12 7 

Iccbnkiens 10 6 'i 1 1 3 3 0 0 2 0 0 0 80 6 
Superyltin'J 

' 10 6 4 1 1 3 3 0 0 2 0 0 0 80 60 18 25 0 0 

p 1 b 

/ i' I /:?i,. ,c' 
.-(J I 4 Antic ipa(ed Job /. OpcnIn9s 

hew 
Pos. lola) _Hin. Fei.ialc. 6/30/65 ffln.Fc.Lr 

0 0 

'41)20 

0 0 

1 1 0 

+ 

0 7. 

0 0 + 5 

0 0 * * 4 

8 

50 

8 9 + 0 34 .38 

0 0 + 4- 12 50 

1 1 + 0 4 75 

208 0 7 +0 13 

AJUL) grOtl$) too sinai) Lu al loW iJoal-scLtinIJ 4P,i li'his beeii icached 



. . I 
8100 - 1tro Rail Ocjtt,nent 

/ /n [inployees/ 1m'1oyces by Lthntc CLegory 
________ 

WhILc ii1 li;sp. Asan Other thu. tin. lUn. ALtri- flew Total Ii F it I Ii I II I II I it I I I F tiops Pus. Total Hin. Female. 6/JO/ItS Sun. lemile 

Other 

Paraprofcsslun.ls 2 1 1 1 1 0 0 0 0 0 0 0 0 0 50 21 57 * * 

Cicrlca) 13 1 12 0 4 0 8 1 0 0 0 0 0 69 92 17 66 + + 

Cra(ts 

(rafls. (Ciiera)) 

lice ban lcs 

LI tubers 

Electricians 

1heeL itetal 

Operators 1 0 1 0 0 0 1 0 0 .0 0 0 0 100 100 14 15 * * 

laL,orers 

iranslt Vol ice 

Serv Ice workers 

Lprirt:innta1 Totals 95 6/2842 11 8 14 4 3 13 0 0 0 4432 

'JQIJ (JfOU too siu1tfl to dl low (jOhl-..111.1I1!j ------- 



. 
Uepartmtnt 8300 Bus Facilities Enginering 

0(llcials and f1an 

Ixecutive Stall 

Department Ileatis 

Assi. Dept. heads 

Section hIeati 

OIv. Haint. Hgr. 

Div. Transp. Hgr. 

Prolessionals 

Senior/Supervising 

(ntry I.evel 

Accountants 

Planners 

[ngiiteers 

I eC ttn Ic I arts 

Stapervis in'j 

Senior 

... . 

/11 [rnployces/ [toployces b (thnic Category 
Job 

%Jhite Olack ilisp. Asian Other ifin. IIIn_ Hun. JiTfl- flew 
Total H F H F 14 F H F H F Si F F . F F Lion Pos. Total Mm. Female. 6/30/55 Mm. icin.'le 

1 10100000000000 
1 10100000000000812 * * 0 0 0 1 0 0 

19 11 

602010 
2 5 1 2 O 1 

003 
0 9 1 0 0 

06701131 

08317932 

6810 

6 00 031 0 2 2 

6 51011010300 015 0 0 0 

7 6130000031005714102006 
6131101010004314 

0 2 2 

7 

7 61311010100043141825011 

2 0 

+ 0 

+11 

IIIIIIIIIIIIIIIIII_-__L_E *JOL) grouj too SIIhI 'I1 to iii low go1 -sett I ng ittari Ly this been reached 

8 50 0 

6 83 17 

44 9 11 



. . S 
Oep.irtinent 8300- Bus Facilities Engineering 

/ [rnloyees/ Employees by {Lhnic Ctegory 

WIii L Illck Iiisp. Asan Other l4iii. lin. 11n. AitiI- Hew Total H F H F U I it I II F H I F I I (lois Pus. Total Hin. female. Gf)(J/115 Sun. Fe,s..Ii 

Cli.rlcal 4 2 2 0 1 0 1 2 0 0 0 0 0 75 50 1766 + 16 

Cra Its 

Crafts, (Ceneral) 

ilec Jlf5 IC S 

P1 isn'herS 

[icc hid ans 

Shct HeLal 

Opera Lois 

L aborers 

iranit Police 

Seryice Horkers 

t)ep.irtirnntal Totals 31 26 5 9 3 3 1 4 0 10 1 0 0 61 

f:J0j qoup .100 SIfidi 1.10 dl low IjOèIl c1tiflsJ iPor I. 



. . . 

()eparlment 9099 Hanagnt 

a, / /All iinpioyces/ Employees by Ethnic Category 

i4hi te flack Ilisp. Asian Other Fun. ilin_ Ihn. K117i- Hew 
Iota 1 H F H F H F H F ii F H F F . F F tion Pus. Total (11 ri. Female. 6/101(15 Mm. Fcun,1 

011icials and tianagers 1 1 0 1 0 0 000000 000 
Executive Stall 1 1 0 1 0 0 0 0 0 0 0 0. 0 0 0 8 1.2 * * 0 0 0 * * 1 0 0 

Department heads 

Asst.__Dept.__heads 

Section head . 

Dlv. (taint. Mgr. 

Dlv. Transp. H(Jr. . 

0 

ProFessionals 0 

Senior/Supervising 

Entry Level 

Accountants 

Planners 

Engineers 

TechnicIans 1 0 1 0 1 0 0 0 0 0 0 0 0.0 100 

Supervising 1 0 1 0 1 0 0 0 0 0 0 0 0 0 .00 18 25 18 0 

Senior 

Ajob group too smafl l low joaset ii ng . FPari tyhas been reached 



. . I 
Department 9099 Managint 

. a, . 
&' ." It. . 

ICiii,ted JOl) / /n [mploYees/ imI)loyees by Itimic Category / 
O/ Ant 

Openings / & r 

I., : / 
Ii ( 

Total H F 

Ulil 
H 

(c 
F 

Other 

Paraprolesslonals 

Clerical 

Cra (Is 

Cra(ts (General) 

flee hen Ic S 

r 1 uniI,c r S 

E icc Inc lens 

Sheet Uctal 

Oiera ton 

Laborers 

Irans It Police 

1 1 

Service lIoricrs 

1 fkpartimnta1 Totals 2 1 

ni ack 1fls1. Asian Other llIn. Rio ifin. TiTT 1kw 
Ii I II I I-I I H F I I F tiost i'u . lot I H in. Fcsn Ic. 6/30/ItS Iii n. Fcw.t I s 

D 0 0 0 0 0 0 0 0 50 

ii iiiL 
(1f01111 .toO SiIII.11.tOa.1 ow (JOlt1 - tt iuj 1 i'ari y iia L'eç'fl 



S 

9400 Ccritracts, Procuranit and Materiel Department 

/ /Aflhinployees/ Employees by Ethnic Category 

Ihi to flack lisp. Asian Other Din. ffln_ Din. ALtri- Hew 
Total H F ti F H F H F Ii F H F F F F Lion Pos. Total lIi. Female. 6/30I(5 Din. 1c'n.ile 

OtltcialsandHanagers .8 717100000000013 
Executive Staif 

Department heads 1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 8 12 * * 0 0 0 * * 1 0 0 

Ass(. Dept. Heads 2 2 0 2 0 0 0 0 0 0 0 0 0 0 0 9 17 * 0 0 1) * * 2 0 0 

St.ction Head 5 4 '1. 4 1 0 0 0 0 0 0 0 0 0 20 12 20 12 0 0 0 0 0 + 5 0 2') 

Dlv. htaint. Hqr. 

Div.__Transp._Hgr. 

Professionals 14 10 4 6 0 0 3 0 1 0 0 0 27 27 

Senior/SupervisIng 8 7 1 6 1 0 0 0 0 1 0 0 0 13 13 11 31 0 20 0 0 0 + 0 8 13 13 

Entrytevel 6 330300300000434393200 0 0 0 + + 7 '43 43 

Accountants 

Planners 
. 

Engineers 

lechnicians 8 7 1 1. 1 3 0 2 0 1 0 0 0 75 13 

Supervising 8 7 1 ------- 1 1 3 0 2 0' 1 0 0 0 75 13 1825 0 12 __________ ------------------- 
---a--.__________ 

'. 

*Job qroup too small to allow gol-setting FParjLv his bn rparhpii 



. . . 

CILLflU - ('ri-itracts - Procurnt and Material Oepa rtoient 

/ 

Other 

Pa rapro I ess iona is 

Clerical 

Cra Its 

Crafts. (General) 

.chanics 

Pluiihers 

Electricians 

Sheet %eLa1 

Dpera tori 

I atiorers 

transit Police 

Scrv ice ttorkers 

tpnrt:mental Totals 

---' 

a, 

/A [mployees/ Employees by Ethnic Category 

Widte Itlack iIkp. Asian Other I-tin. Ilin. Viii. Attri- Hew Total H F H F 

28 7 

El I 

36 12 

ii F 

23 4 

H I 

9 1 

H I 

0 0 

F 

.70 20 

F 

17 66 + 

F 

46 

Lion ('us. Total HEn. Female. 6/O/fl5 liEn. Female 

24 120 96 

12 933033300000Th25 1615 + +__ 
2 200 0 1 0 0 0 0010 10(09**__ 

16 131 34 45 13 43 16 31 4 11 1 1 0 61 20 -- 

i: -n.,n I nn ci,i;i 1.1.1 o.-.;il low (tOi' 1 - Sc it inti ParityTlia FCCH r1jj7I a-Li. 



. 
(h'pa r (ment 

/ 

9500 - Personnel 

/11 (mployces/ Employees by Ethnic ateory 

. 
., 

4', 

/2Y 
/ / / / 

() 
.0 

'* c'4 / Anticipated Job /'çc 
/:: ' j?i /'S /. OpenIngs /1 

Total H F 

White 
fl1f 

flack 

H F 

iiisp. 

ft F 

As lair 
H F 

Other 
H F 

fun. 

IJ 

Iffin. 
F 

Un 
F 

ALtri- 
tion 

flew 
Pos. Total Hin. Female. 6/J0/5 flIn.Fcinale 

Officials and tianagers 2 1 1 1 1 0 0 0 0 0 0 0 0 5 50 

[xecutiv Staff 

Dartmcnt heads 
1 0 1 0 1 0 0 0 0 0 0 0 0 .0 100 8 1 * * 0 0 0 * * 1 0 100 

Asti. Dept. hfcad 1 1 0 1 0 0 0 0 0 0 0 0 0 100 0 8 1 * * 0 0 0 * * 1 ,0 100 

jeCtiOn head 

Div. ,hahiit. Hqr. 

(liv. 1rans. Hgr. 

Professionals 
13 5 8 2 7 1 0 1 0 1 1 0 0 23 6L 

Senior/SupervIsing 5 2006(fl3110 0 0 0 0 + 6 060 
Entry level 8 o 0 0 0 + + 7 43 74 

Accountants 

... ..... 
Planners 

-. 

Engineers 

---------- 
Icct'niclans 

25 1upevIsin') 

*Job. group too iiia1 1 Lu allow goal-sc tting +I'ari ly l,,s been reached 



S . . 
fleparlrnent 9500 - Personnel 

ii I,, / / rnpoyecs by (Urnic Category 

Other 

Paraproless lona Is 

(icr Ica I 

Crafts 

OpenIngs / IciPateci JOt) A 
t4tii to (hack ilisp. Asaii Other HF JUn. lUn. Attn Slew Total HFHFUIUIHIHIFIFLIOIs ('as. Total ilin. Female. fil°/°5 Hln.FCnkllc 

__ 7 

23 3 20 0 8 2 6 1 5 0 1 0 0 .65 87 1 66 + + 

11cc hn IC S 

P 1 iitithc r s 

(icc (tic I ans 

Sheet t%etal 

Opera (015 

(at,orers 

transit Vol icc 

Sep ylce Ilorlers 

45 10 35 4 18 3 7 2 8 1 2 0 0 511 7 

i:)-h Lr11LJJ) Loo maL1 tO?HDW (jo.tsClt1IJ ) a i i ty ha s 1' c cji r e1 o 



. . . 

Department 9610 - General Services 

a, .1 '1 

/ /n c//,/opnings [mployces/ fmpoyces by Ethnic Category 

ihi te flack ui sp. As ian Other Mm. fun - Miii. ALtr - Hew Total H F Pu F H F P1 F Ii F H I I F F Lion Pos. Total Pun. Female. 61)0/65 ifin. icinile 
ofriclals andHanagers 10 10 000 01 00 00100100 

(xecutive Staff 
I 

Department Iieds 1 0 I 0 0 0 0 0 1 0 0 0 0 100 100 9 11 0 0 0 0 0 * * 1 100 100 

Asst.__Dept._heads 

Section head 

Div. Plaint. Hjr. 

Div.__Iransp._tlgr. 

Professionals 
. 

Senior/Supervising 

EntryLevel 

Accountants 

Planners 

Engineers 

lechriiclans 3 2 1 0 0 2 0 0 1 0 .0 0 0 10( 33 

Supervising 3 2 1 0 0 2 0 0 1 0 0 0 0 1O( 33 18 25 0 0 

[ Senior 
*Job (1OUI) too small to allow ijoal-seitinq 

-- 
4PauiLv 

____ 
has hPrn 

____ 
rprhniI 



. . S 

Ocp.irtment 9610- General Services 

/ 
4 I,. / '- 

/ / Openings / o 
/ /AnlmploYees/[niployees by Ethnic Category / AnLlcIplted JOI) kD /,$ 

Other 

Paraprofess tonals 

Clerical 

Cra Its 

Cra(ts.. (Ceneral) 

t%"chanics 

Plumbers 

Electricians 

Sheet Iletal 

Operators 

transit Pot ice 

bLat H F 
t4hi te 
H F 

flack 
It I 

lUsp. 
H I 

Aiin 
H F 

Uir 
H F 

}1In. 
I 

l4in. 
I 

Ilin. 
I 

AtLri 
tioii 

t 
Pos. Total lin. Female, GhO/05 tim. Fen'.ile 

7400621200 11 00.10(361766+30 

Srv ice tiorkers 64 42 22 5 1 17 13 15 8 5 

Departmental Totals 19 51 28 5 1 25 15 16 12 5 

1 1,.k trr CItl(.l 1 .1(1 al 1(1W (lfliI 

00 0 9134 916 + + 

0 0 0 9235 

-cetitinu - been FE1t' 



. . . 

Department 9640- Print Shop 

, I / EmPloYees/ Employees by Etirnic Category 

White flack Iiisp. Aiiaii ether Kin. Kin. Kin. Attri- Hew lotal H F H F H F H F H F it F I F F tion Pos. Total Him. Female. 61)0/65 KIn. FcIMle 

Officials and Managers 1 1 0 0 0 0 0 1 0 0 0 0 0 lOC 

Executive Stall 

Department heads 

Asst. Dept. Heads 1 1 0 0 0 0 0 1 0 0 0 0 0 100 0 9 17 * 0 0 0 * * 1 100 0 

Section head 

Div._Haint._Hgr. 

Dlv. Transp. Hgr. 

Prolesslonals 3. 2 1 1 1 0 0 1 0 0 0 0 0 

Senior/Supervising 3 2 1 1 1 0 0 1 0 0, 0 0 0 33 33 8 28 * * 0 0 0 * * 3 33. 33 
Entry level 

Accountants 

Planners 

Engineers 

TechnIcians 3 2 1 0 0 2 0 0 1 0 0 0 0 10033 
SupervIsing 3 2 1 0 0 2 0 0 1 0 0 0 010( 33 rn 25 0 0 . 

*Job qroup too sriial).to .itllow joii1-setting %I Ias I)nn'n rprhAIt 



. 

Oeprtinent 9640 - Print Shop 

/ /n imIoYees/ Employees by Ethnic tegory 

. 

/i/ ntic i pa ted Job 

b 1<' 

/t k" / Openings t¼b / / 

I 1, .!' b 
/'j lb 

/'/ 
/ , 

Total ii F 
iuiio 

H F 

lilack 
II I 

I1sp. 
ti I 

Asian 
It I 

Oilier 

H I 

ilin. 

I 

'ilin. 
I 

hut. 
F 

At In 
tion 

flew 
i'os. 

. 

Total Ifin. Female. 
0 

6/O/( Hun. Feinjic 

2 

Paraprofessional; 

7 6 ClerIcal 11 4 0 0 1 2. 0 0 0 0 .100 36 17 66 + 30 

Cra IL; 

(raIL;, (General) 

iecIianics 

Plnrnhers 

ElectricIans 

Sheet Iletal 

Operator; 

taborers 

3 

Iran;It Police 

8 2 0 

Service tlorker 

6 1 1 0 Departmental Totals 18 12 3 0 0 89 33 

-. ii VT fl - - i , - ,1i'Itin 1n 



o . H 

Depa r(mcnP. 9700 Management and Budget 

-I 

/AH [inployees/ (inp1oyces by (thnic Category 

,Ihj te fllacl llisp. Asian Other Hin. Hun. Mm. AUHT Hew 
Total H F Fl F SI F H F ii F SI I I F I Lion Pos. Total tim. Female. 61)0/55 Mm. Fc,n.le 

OUiclaisandHanajers 1. 10100000000000 
Executive Stall 

Department llead 1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 8 12 * * 0 0 0 * * 1 

Asst.__Dept._Heads 

Se:t ion Plead 

Div. Ililni. Fiqr. 

Div.__Iransp._Hgr. 

Prolesslonals 13 4 9 3 7 0 2 0 0 1 0 0 0 23 69 

Senior/SupervisIng 5 3 2 2 1 0 1 0 0 1 0 0 0 60 40 11 31 0 0 0 0 0 + + 5 60 40 

Eiitry level 8 1 7 1 6 0 1 0 0 0 0 0 0 13 88 9 32 0 0 0 0 0 + + 8 13 88 

Accountants 

Planners 

Engineers 

lccbniclans 1 10 0 0 10 0 0 0 0 0 01000 
Supervising 1 1 0 0 0 1 0 0 00 0 0 0 1000 18 25 0 25 

J ob 9 0iIl) too SliM 11 to dli OW iJO 1 Clii fltJ lPa ri ty lidS bCC!I, reached 



. 

9100 tmagEment &bd Budget flrparIsn( 

a' 

/b ' 

, /& 
An(tclpaled Job /// /i ip1oyeeI/ (rniiloyce by ttbnic C.iteqnry 

/ 
Opcntng / , (U /o.iit 

1Qt.1Pl F 
%JI,j(c 
H F 

IItacl( 
ii 

0 

1 

F 

2 

Oilier 

ParaprofcttonaI 

2 
ClrlcaI 
(rails 

2 0 0 0 

(rf(j. (lrncral) 

6 

PIe ha., Ic 

7 

Pt ..m$i r 

I Icc Irlclin 

Sheet tidal 

1pera bit 
I ahorer t 

Iransht Poiki 

Service %Iorkrt 

11 
Ip.irl nntaE Totals 17 6 3 

_____ _____ _____ _____ _____ (____ _____ liisp. Asian Other Ilk. 14k. Ilk. AU,F- 1kw 
Fl r II I H F r I I tloi. Pos. Iota I Hin. Ie.aIe 6trn/rf rnr 

__ ______ ___-- 

0 0 1 0 0 0 31 

,. , .. .,. . 1 I I , i1 s n ;s 1 r ' I I i liii 

63 

V1Ti iii' 



Dl!pa rtment 

. . . 

9800 Labor Relations 

Ofticials and 1anagers 

Executive StalE 

Department Heads 

Asst. Dept. heads 

Section head 

Div. hlaint. ligr. 

Div. Transp. Hgr. 

Pro(es%iona is 

Senior/Supervising 

Entry level 

Accountants 

Planners 

Engineers 

technic tans 

Supervising 

Senior 

a i 

/ii [mpioyces/ Employees by Ethnic Category /1OI 
Wh te Ulack lii sp. As iaii cither Hn. Hin him. A11R- Hew 

Total N F H I ii F H F Ii F Ii F F . F F tion Pos. Total thin, female. 6/30/6i hUn. icsn.le 

2 1111 0 00000 00050 
.1 1 0 1 0 0 0 0 0 0 0 0. 0 0 0 8 12 * * 0 0 0 ' * 1 0 0 

1 010100000000010(917 * * 0 0 0 * * 1 0 100 

2 20001010000010(0 
1 10000010000010001131 ** 

* * 

0 1) 0 * * 1 100 

1 1000100000001000932 0 0 0 * 1 100 

1 0101000000000100 
1 01010000.000 001001825180 

L __ ____ 
*Job qroui too small to allow golsctting lPariI.y has Leen )'eacheil 

0 

0 



. . S 

Department 9800_ Labor ReIatics 

/ / /I 
( /AU impioyees/ Employees by (tirnic Category 

Ant I5Job //c/ - 
White Ill ack lisp. Asian Other i-iii. JIm.. fin iTi- Hew Total. H F HF ill HFHF HI IF Fon I'os. Total HIn.Femal 6/O/fl5ffln.Fenc 

_______ _____________ . _ 
I. f'arapro(esslonals 1 1 0 1 O 0 0 0 0 0 0 0 0 0 0 21 57 * * 

Clerical 3 0 3 0 10 0 0 1 0 1 0 0 67 117 66 * * 

Crafts 

Crafts. (Central) 

Phinitmers 
. 

Electricians 

Sheet Petal 

Operators 

1aborer 

transit Police 

Service Workers 

Rpirtmental Totals 9 4 5 2 3 1 0 1 1 0 1 0 0 44 56 

- 
i 



.. .. . 
1hpartmtnt. 9810 - E)1oyee Activities 

/ /ll[mp)oyees/ (inployees by Ethnic Cate9ory 

t4h tc Black Ithp. k1an Other ifin. tim. Hn. At(ri- Hew 
Total H F H F Ii F 14 F I-i F H F F F F t ion Pos. Total lii n. Female. 6/)O/6 N In. Fcrn.i I 

Officials andjers - ______ ______ ______ ____________ ____________ 
!ecuttve SLa( 

DepartmentDeath 

Asst.__Dept._Ilead 

Sett ton head 

Dlv. ?lalnt. Iiqr. 

Dlv. Transp. Hgr. 

Proresslonals 1 0 1 0 0 0 1 0 0 0 0 0 0 100 100 

Senlor/Stipervistng 1 0 1 0 0 0 1 0 0 0 0 0 0 100 101 11 31 * * 0 0 * * 1 100 
Entry tevel 

Accountants 

Planners 

Engineers 

icc tin Ic Ia 

Supervisln'j 

Ajob group too small to il low goalse It I ng iPari tyhas beet, reached 

100 - 



. I 

flelbartIllent 
9810 - flrployee Activities 

) / /_{lnloyees/ [mployees by (tlmic Category 
/o 

iiTiTte flLck ilisp. Asian Other 111n. ifin Din. Attn - Hcw Total H F ti I ii I H F H I H I I F [iou I'us. Total Hin.Ie.njlc. 61)0/115 llIn. FCIIu.IIL' 

Other - 
I- traprofessioivais 

ClerIcal 2 0 2 0 1 0 0 0 1 0 0 0 0 50 10017 66 * * 
Crafts 

(rafts. (Ceneral) 

Ileclanics 

P1 u.'ihcrs 

Elecluiclans 

Sheet Hetal 

Opeua tors 

laborers 

trj:içit Io1 ice 

Serv Ice tIorI.crs 

Departmental Totals 3 0 3 0 1 0 1 0 1 0 0 0 0 67 1(X 

Jroup too lLtoaflowJ0-el1l .__1. 
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APPENDIX G 

AVAILABILITY FACTOR COMPUTATION CHARTS 

. 

I 



Job Grout) Officials and Managers - Executive Staff 

Labor Area _LQS_fl.9Q1es - Long Beach SMSA 

. S 

AVAI LAO IL I TV FACTOR COMPLJTM ION 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 AVAILABILITY FACTOR 

weight product % weight product weight product % weight product 

Percentage of the Labor 
Force. 54.2 .10 5.4 10.9 .10 1.1 24.6 .10 2.5 6.1 .10 .6 

Percentage of individuals 
having requisite skills 
in the iñinediate area. 

9.4 .45 4.2 8.2 .45 3.7 5.6 .45 2.5 6.0 .45 2.7 

Percentage of individuals 
having requisite. skills 
in a reasonable recruit- 

ing 
.45 3.3 48 .45 2.2 10.2 .45 4.6 6.0 2.7 area. .45 

Percentage of Individuals 
among those promotable or N/A N/A 
transferable. N/A N/A 

AVAILABILITY ESTIMATE 
13.0 7.0 9.6 L. 



. . 
iNTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Officials and Managers 

Executive Staff 

Female. Black and Hisoanic 

n 

Factor 1. State of California Employment Development Department, Employment Data and Research for 
Los Angeles County, 1984. 

Factor 2. Geographic Profile of Employment and unemployment, 1982 U.S. Department of Labor, Bureau 
of Statistics, May 1983, Table 15. 

Factor 3. Ibid, Table 4. 

Factor 4. Not applicable. Executive Staff are not promoted from within regularly enough to permit 
foriiiing a meaningful percentage. 

Iii spanics 

Factor 1 and 2. Same as Fa.ctor 1 and 2 above. 

Factor 3. Geographic Profile of Employment and Unemployment, 1982. U.S. Department of Labor Bureau 
of Statistics, May 1983 Table 4. 

Factor 4. Not applicable. See Factor 4, above. 

Asians 

Factors 1-3. Same as factor 1 above. 

Factor 4. Same as above. 



. . I 
Job Group Officials & Managers Department Head 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight produci % weight produci % weight product % weight product 

Percentage of the Labor 
1. Force. 54,2 .10 5.4 10.9 .10 1.1 24.6 .15 3.7 6.1 .10 .6 

Percentage of individuals 
having requisite skills 9.4 .40 3.8 8.2 .40 3.3 5.6 .40 2.2 6.0 .40 2.4 

2. in the innediate area. 

Percentage of individuals 
having requisite skills 7.4 .40 3.0 4.8 .40 2.0 10.2 .30 3.1 6.O .40 2.4 

in a reasonable recruit- 
3. ing area. 

Percentage of individuals 
among those promotable or 

4. transferable. 12.5 .10 1.3 14.8 .10 1.5 7.8 .15 1.2 3. .10 .4 

AVAILABILITY ESTIMATE 13.5 7.9 10.2 5.8 



S S . 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Officials and Managers 

Department Head 

Female and Black 

Factor 1. State of California Employment Development Department, Employment Data and Research for 
Los Angeles, February 1984. 

Factor2. Geographic Profile of Employment and Unemployment, 1982, U.S. Department of Labor, 
Bureau of Labor Statistics. May 1983. Table 15. 

Factor 3. Ibid, Table 4. 

Factor 4. Percentages of all in Officials and Managers category, below level of Department Head. 
This was not given a high weight in that not a larger share are promoted from within. 

Asian 

Factor 1 and 2. Same as Factor 1, above. 

Factor 3. Same as Factor 1. above. 

Factor 4. Same as factor 4, above. 

Hispanic 

Factor 1 and 2. Same as above 

Factor 3. Same as factor 1 

Factor 4. Same as factor 4 above. 

Weijhts: To correct for an underrepresentatlon, weights for Hispanics were changed somewhat to allow 
a higher estimate than would otherwise have been possible. 



. . . 
Job Group Officials & Managers - Assistant Department Head 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPAN C ASIAN - PACIFIC 

1 2 1X 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight produc % elght product % weight product 

Percentage of the Labor 
1. Force. 54.2 .15 8.1 10.9 .10 1.1 24.6 .20 5.0 6.1 .10 0.6 

Percentage of individuals 
having requisite skills 

2. in the ininediate area. 9.4 .35 3,3 8.2 .40 33 5.6 .40 2.2 6.0 .40 2.4 

Percentage of individuals 
having requisite skills 

.4' 

in a reasonable recruit- 
3. ing area. 74 .30 2.2 4.8 .35 1.7 10.2 .20 2.0 6.0 .40 2.4 

Percentage of individuals 
among those promotable or 27.2 .20 5.4 5.1 .15 2.3 8.6 .20 1.7 4.1 .10 1.4 

4. transferable. 

AVAILABILITY ESTIMATE 19.0 8.4 10.9 6.8 



. . S 

Female and Black 

Factor 1. 

February 1984. 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Officials & Managers 

Assistant Department Head 

State of California Employment Development Department, Employment Data and Research for Los Angeles 

Factor 2. Geographic Profile of Employment and Unemployment, U.S. Department of Labor , Bureau of Statistics1 

May 1983, Tbble 15. 

Factor 3. Ibid Table 4. 

Factor 4. Percentages represent those in the Professional category, considered the feeder group for this 
job group. Approximately 50% are selected from within. 

Hispanic 

Factor 1 and 2. Sanie as above. 

Factor 3. Same as factor 1. 

Factor 4. Same as above. 

Asian 

Factor 1-3. State of California Employment Development Department, Employment Data and Research for 
Los Angeles County, February 1984. 

Factor 4. Sames as Factor 4, above. 

Weights: Weights were chosen to permit higher availability estimates than for the Department Head group. 
Females are already well-represented in this job group, but Blacks and Hispanics are not. Thus, weights were 
selected accordingly. 



. . . 
Job Group. Officials & Managers Section Head 

Labor Area Los Angeles Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PACIEIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 AVAILABILITY FACTOR 

weight product % weight produc % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 :10 5.4 10.9 .15 1.6 24.6 .5 6.2 6.1 .15 .9 

Percentage of individuals 
having requisite skills 

2. in the iiiiediate area. 9.4 .25 2.4 8.2 .15 1.2 5.6 .30 1.7 6.0 .15 .9 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 7.4 .20 1.5 4.8 .10 .5 10.2 .35 3.6 6.0 .10 .6 

Percentage of individuals 
among those promotable or 

4. transferable. 27.2 .45 12.2 15.1 .60 9.1 8.6 .10 .9 14.1 .60 8.5 

AVAILABILITY ESTIMATE 21.5 12.4 12.4 10.9 



S S 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Officials & Managers 

Section Head 

Female and Black 

Factor 1. State of California Employemnt Development Department, Employment Data and Research 
for Los Angeles, February 1984. 

Faqtor 2. Geographic Profile of Employment and iJnemploynient, 1982, US. Department of Labor, 
Bureau of Labor Statistics, May 1983, Table 15. 

Factor 3. Ibid, Table 4 

Factor 4. Percentages represent those in the Professional Category, Considered the feeder Group 
for this job group. Approximately 50% are selected from within. 

Hispanic 

Factor 1 and 2. Same 

Factor 3. Same 

Factor 4. Same 

Asian 

Factors 1-3. Same as 

Factor 4. Same as 

as above. 

as factor 1 above. 

as above. 

Factor 1 above. 

Factor 4 above. 

Weights; Approximately one-third of this job group incumbents are women, a considerable over- 
concentration. On the other hand, all minority groups are underrepresented. Weights were chosen 
to bring some correction to this distribution. 

4 



. . 
Job Group. Officials & Managers - Divison Maintenance Manas 

Labor Area Los Angeles Long Beach SMS/\ 

AVAILABILITY FACTOR COMPUTATION 

. 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1. 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product weight produc eight product weight product 

Percentage of the Labor 
1. Force. N/A 10.9 .10 1.09 24.6 .10 2.46 6.1 .10 .61 

Percentage of individuals 
having requisite skills 

2. in the immediate area. 0 8.2 .10 .8 5.6 .10 .6 6.0 .10 .6 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 0 4.8 .10 .5 10.2 .10 1.0 6.0 .10 .6 

Percentage of individuals 
among those promotable or 

4. transferable. 0 18.0 .70 12.6 18 .70 12.6 3 .70 2.1 

AVAILABILITY ESTIMATE 
0 15.0 16.7 3.9 



. 

r.......1. 

Black 

INTERPRETATION OF AVAILABI LIlY FACTOR COMPUTATION 

Officials & Manaaers 

Division Maintenance Managers 

No relevant percentages are available. Thus, no avilability estimate is possible at this time. 

C 

Factor 1. State of California Employment Development Department, Employment Data and Research for 
Los Angelesi, February 1984. 

Factor 2. Geographic Profile of Employment and Unemployment, 1982, U.S. Department of Labor, Bureau 
of Labor Statistics, May 1983, Table 15. 

Factor 3. Ibid, table 4. 

Factor 4. Percentages represent a feeder group of Maintenance Technicians. 

III span i Cs 

Factor 1 and 2. Same as above 

Factor 3. Same as Factor 1. 

Factor 4. Same as above. 

Asians 

Factors 1-3. Same as Factor 1 above. 

Factor 4. Same as above. 

Weights: Although Maintenance Managers have been selected from external sources more frequently In recent 
years, the weight given to the internal candidate source is greater. 



. S S 
Job Group Officials and Managers Division Transportatiomi4anagers 

Labor Area Los Angeles Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight produci % weight produci % eight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .05 2.7 10.9 .50 5.5 24.6 .55 14. 6.1 .50 3.1 

Percentage of individuals 
having requisite skills 

2. in the iiiinediate area. N/A N/A N/A N/A 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- N/A N/A N/A NAA' 

3. ing area. 

Percentage of Individuals 
among those promotable or 

4. transferable. 10.3 .95 9.8 43.0 .50 21.5 10.0 45 5.0 .9 .50 .45 

AVAILABILITY ESTIMATE 
12.5 27 3.6 19. 



. . 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Officials and Managers 

Division Transportation Managers 

Factor 1. State of California, Employment Development Department, Employment Data and Research 
for Los Angeles, February 1984. 

Factor 2 and 3. Not applicable in that selection are entirely fromwithin. 

Factor 4. Since there are at present no Hispanic Assistant Division Managers, this usual feeder 
group was expanded to include Division Dispatchers, Instructors of Vehicle Operations, Supervisors of 
Vehicle Operations and Radio Dispatchers. Admittedly'this is artificial, but necessary to provide 
representation for Hispanics. Percentages listed for this factor are those of female, Black, Hispanic, 
and Asian-Pacific persons In the expanded group. 

Weights: With only two factors to consider, weights were chosen that would yield availability 
estimates that would both bear some reasonable relationship to present representations and help to 
correct overconcentration of Blacks and underrepresentation of females, Hispanics and Asian-Pacifics. 



. . 
Job Group Professional Senior & Supervising 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

. 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight produci % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .10 5.4 10.9 .10 1.1 245 .15 3,7 6.1 .10 0.6 

Percentage of individuals 
having requisite skills 

2. in the ininediate area. 17.8 .30 5,3 14.1 .30 4.2 6.6 .25 1.7 7.7 .30 2.3 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 43.4 .30 13.0 8.3 .30 2.5 8.2 .25 2.1 7.7 .30 2.3 

Percentage of individuals 
among those promotable or 

4; transferable. 27.2 .30 8.2 15.1 .30 4.5 8.6 35 3.0 14.1 .30 4.2 

AVAILABILITY ESTIMATE 31.9 12.3 9.4 



S . 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Professional 

Senior & Supervising 

Female, Black and Hispanic 

Factor 1. State of California Employment Development, Employment Data and Research for Los Angeles 
County, l98-. 

Factort 2. Geographic Profile of Employment and Uneniployment, 1982, U.S. Department of Labor, Bureau 
of Labor Sttistics. May 1984, Table 15. 

Factor 3. Same as Factor 1. 

Factor 4. From percentages Professional Category, District workforce. 

Asian-Pacific Islander 

Factor 1-3. See Factor 1, above. 

Factor 4. See Factor 4, above. 

Weights: Weights were chosen to give considerable importance to Factor 4 in that the great majority 
of the positions in this group are filled in-house. Same adjustment was made for Hispanics to compensate. 
for underrepresentation among District professionals. 



. . 
Job Group. Professional - Entry Level 

labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

. 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight produc % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .10 5.4 10.9 .10 1.1 24.6 .10 2.5 6.1 .10 .6 

Percentage of individuals 
having requisite skills 

2. in the imedjate area. 17.8 .45 8.0 14.1 .45 6.4 66 .45 3.0 7.7 .45 3.5 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 43.4 .45 19.5 8.3 .45 3.7 8.2 .45 3.7 7&7 .45 35 

3. ing area. 

Percentage of individuals 
among those promotable or 

4. transferable. 
jjfA N/A N/A N/A 

AVAILABILITY ESTIMATE 32.9 11.2 9.2 7.5 



. 

INTERPRETATION OF AVAILABILJTY FACTOR COMPUTATION 

Profess I onal 

Entry Level 

Female, Black and Hispanic 

Factor 1. State of California Employment Development Dept. Employment Data and Research 
for Los Angeles, February 1984. 

Factor 2. Geographic Profile of Employme'nt and Unemployment 1982, U.S. Dept. of Labor, 

Bureau of Labor Statistics, May 1983, Table 15. 

Factor 3. Same as Factor 1. 

Factor 4. Not applicable as very few In this job group are selected from within. 

Asian-Pacific Islander 

Factors 1-3. Same as factor 1. 

Factor 4. See Factor 4 above. 



. . . 
Job Group Accountants 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PAciric 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight produci % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .10 5.4 10.9 .10 1.1 24.6 .10 2.5 6.1 .20 1.2 

Percentage of individuals 
having requisite skills 

2. in the ininediate area. 21.6 .50 10.8 10.1 .50 5.1 2.5 .50 1.3 2.2 .40 1.0 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 38.7 .40 15.5 5.5k .40 2.2 3.3 .40 1.3 2.2 .40 1.0 

Percentage of individuals 
among those promotable or 

4. transferable. N/A N/A N/A N/A 

AVAILABILITY ESTIMATE 31.7 8.4 5.1 3.0 



. . 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Aerniintint c 

Factor 1. State of California Employment Development Department, Employment Data and 
Research for Los Angeles County, February 1984. 

Factor 2. Derived from information supplied by J.S. General Accounting Office, 
Los Angeles, Nationwide Statistics. 

Female. Black and Hisuanic 

Fattor 3. Percentage of Females, Blacks and Hispanics employed as accountants supplied 

by the U.S. Department of Labor, Bureau of Labor Statistics, 1983 annual average. 

Asian-Pad fic 

Factor 1. Same as above 

Factor 2. Same as above 

Factor 3. Same as Factor 2, data unavailable from U.S. Department of Labor, Bureau of Labor 
Statistics. 

. 



. 
Job Group. Professionals Planners 

Labor Area Los Angeles - Long Beach SMSA 

. S 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 AVAILABILITY FACTOR 

weight product % weight product % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .20 10.8 10.9 .20 2.2 24.6 .25 5.0 6.1 .25 1.5 

Percentage of individuals 
having requisite skills 

2. in the itimiediate area. 19.4 .50 9.7 1.8 .50 1.0 2.5 .50 1.25 2.2 .50 1.1 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 19.4 .30 5.8 1.8 .30 .5 2.5 .25 .6 2 .25 .6 

Percentage of individuals 
among those proiiiotable or 

N/A N/A N/A N/A 4. transferable. 

AVAILABILITY ESTIMATE 
26.3 3.7 6.9 3.2 



. . 
INTERPRETATION OF AVAILABILITY FACTOR COMPIJATION 

Professionals 

Planners 

Factor 1. State of California Employment Development Department, Employment Data and 

researcb for Los Angeles County, 1984. 

Factor 2 and 3. The Planners Advisory Service Report #382, supplied by American 
Planners Association, Chicago, Illinois, 1984. A.P.A. states that approximately one-third 
of theif membership is located in California, with one-half of that in Southern California. 

Fator 4. Not Applicable. 

Weights: Weights were selected to bring the estimates more into line with enrollment 
in under graduate-planning curricula in the universities. 

. 



. 
Job Group. Professionals - Engineers 

labor Area Los Angeles - Long Beach SMSA 

. S 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PACIEIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 AVAILABILITY FACTOR 

weight product % weight produci % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .15 8.1 10.9 .15 1.6 24.6 .20 5.0 6.1 .05 .3 

Percentage of individuals 18.5 .50 9.3 7.6 .50 3.8 14.6 .50 1.3 11.6 .90 10.4 

having requisite skills 
2. in the iniuediate area. 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 13.2 .35 4.6 2.6 .35 1.0 2.6 .30 1.0 4. .05 0.2 

3. ing area. 

Percentage of individuals 
among those promotable or 

4. transferable. N/A N/A N/A N/A 

AVAILABILITY ESTIMATE 220 6.4 13.3 10.9 



. f . 
INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Professionals 

Engineers 

Factor 1. State of California, Employment Development Department, Employment Data and Research 
for Los Angeles County, February 1984. 

Factor 2. Based on the Scientific Manpower Comissions' Publication of Professional Women and 
Minorities in Engineering, Washington D.C., April 1982, of nationwide graduates with requisite skills. 

Factbr 3. Same as Factor 2, based on statewide statistics. 

Factor 4. Not applicable. 



. . . 
Job Group. Technicians Supervising 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PAcI1c 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight produci % weight product % weight product X weight product 

Percentage of the Labor 
1. Force. .54.2 .05 2.7 10.9 .05 .6 24.6 .05 1.2 6.1 .05 .3 

Percentage of individuals 
having requisite skills 17.8 .15 2.6 14.1 .15 2.1 6.6 1.0 11.7 1.8 

2. in the ininediate area. 
.15 .15 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 39.2 .10 3.9 11.13 .10 1.1 11.9 .10 1.2 11.7 .10 1.2 

3. ing area. 

Percentage of individuals 
among those promotable or 19.1 .70 13.4 36.4 .70 25.5 14.3 .70 10.0 4.8 .70 3.4 

4. transferable. 

AVAILABILITY ESTIMATE 22.6. 29.3 13.4 6.7 



. S 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Technicians - Supervising 

fprna 1 

Factor 1. State of California, Employment Developme4it Department, Employment Data and Research for 

Los Angeles February 1984. 

. 

Factor 2. Geographic Profile of Employment and Unemployment, U.S. Department of Labor, 1982-, Table 15. 

Factori3. See Factor 1 above. 

Factor 4. Percentage representation in the District workforce June 30, 1984. 

Asian 

Factors 1-3. See Factor 1, above 

Factor 4. See Factor 4, above. 

Weights: Factor 4 is the most important, reflecting approximately three times as many selections from 
inside candidates as from outside. 



. . I 
Job Group Technicians - Senior 

Labor Area Los Angeles Long Beacl SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight produc % e1ght product % weight product 

Percentage of the Labor 
1. Force. .54.2 .05 2.7 10.9 .05 0.6 24.6 .05 1.2 6.1 .05 0.3 

Percentage of individuals 
having requisite skills 

2. in the ininediate area. 10.8 .15 2.7 14.1 .15 2.1 6.6 .15 1.0 11.7 .15 1.8 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 39.2 .10 3.9 11.1 .10 1.1 11.9 .10 1.2 11.7 .10 1,2 

Percentage of individuals 
among those promotable or 

4. transferable. 21.6 .70 15.1 52.5 .70 36.8 18.7 .10 13.1 2.2 .70 1.5 

AVAILABILITY ESTIMATE 
24.4 40.6 21.3 4.8 



. . . 

INTERPRETAION OF AVAILIBILITY FACTOR COMPUTATION 

Technicians - Senior 

Female, Black and Hispanic 

Factor 1. State of California Employment Development Department, Employment Data and Research 
for Los Angeles, February 1984. 

Fador 2. Geopgraphic Profile of Employment andUnemployment, U.S. Dept. of Labor, 1982, Bureau of 
Labor Statistics, May 1983, Table 15. 

Factor 3. 

Factor 4. 

Refer to Factor 1. 

Percefltage is representation of female and minority employees in the Technician, Office! 
Clerical, and Operatives categories within the District workforce as of 6/30/84. 

Asian-Pacific Islander 

Factors 1-3. See Factor 1, above. 

Factor 4. See Factor 4, above. 

Weights: 

Weights were selected to represent; the approximate ratio of 2½ to 1 selection of inside to outside 
candidates within this job group. 



. S . 
Job Group. Tpchnirlpnc - Int.edjt -- 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASII'N - PACIt1C 

1 2 1X2 1 2 1X2 1. 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight produc % weight product % weight product 

Percentage of the Labor 
54 2 05 2 7 10 9 05 .6 24.6 .05 1.2 6.1 .05 .3 

1. Force. 

Percentage of Individuals 
having requisite skills 17.8 .30 5.3 14.1 .30 4.2 6.6 .30 2.0 11.7 .30 3.5 

2. in the inunediate area. 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 39,2 .20 11.l .20 2.2 11.9 .20 2.4 11. Y .20 2.3 

3. ing area. 

Percentage of individuals 
ainon those promotable or 

4. transferable. 21.6 .45 9.7 52.5 .45 23.6 18.7 .45 8.4 2.2 .45 1.0 

AVAILABILITY ESTIMATE 25.5 30.6 14.0 7.1 



. . 

Technicians 

Intermediate 

Female. Black & Flisoanics 

Factor 1. State of California Emp1oyment Development Department, Employment Data and 

Research for Los Angeles, February, 1984. 

Factor 2. Geographic profile of Employment and unemployment, 1982, Bureau of Labor 
statistics May 1983, Table 15. 

Factor 3. Same as factor 1. 

Factor 4. Percentage representation of female and minority employees in the Technician, 
office, clerical and Operatives categories within the District Workforce as of 6/30/84. 

Aci 

Factor 1-3 same as Factor 1 above. 

Factor 4. same as above. 

. 



. 
Job Group. Technicians Entry Le.yL 

Labor Area Los Angeles Long Beach SMSA 

. S 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN PACItIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight produci % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .10 5.4 10.9 .10 1.1 24.6 .10 2.5 6.1 .10 .6 

Percentage of individuals 
having requisite skills 17.8 .50 8.9 14.1 .50 7.1 6.6 .50 3.3 11.7 .50 5.9 

2. in the inuediate area. 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 39.2 .40 15.7 11.1 .40 4.4 11.9 .40 4.8 l).7 .40 4.7 

3. ing area. 

Percentage of individuals 
among those promotable or 

4. transferable. N/A N/A N/A N.A 

AVAILABILITY ESTIMATE 30.0 12.6 10.6 11.2 



. . 

Techni clans 

Entry Level 

Female Black and Hispanics 

Factor 1. State of California Employment Development Department, Employment Data and Research for 

Los Angeles, February 1984. 

. 

Factor 2. Geographic Profile of Employment and Unemployment, 1982, Bureau of Labor Statistics, May 1983, 

Table 15. 

Factor3. Same as Factor 1 above. 

Factor 4. Not applicable in that nearlyall are hired from the outside into this group. 

Asian-Pacific Islander 

Factor 1. 3. Same as factor 1 above. 

Factor 4. Same as above. 

Weights: Factors 2 and 3 are considered the most important. 



. 
Job Group Paraprofessionals 

Labor Area Los Angeles Long Beach SMSA 

. I 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK hISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight produci % weight produci % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .10 10.9 .10 1.1 24.6 .10 5 6.1 .10 .6 

Percentage of individuals 
having requisite skills 

2. in the inunediate area. 17.8 .10 1.8 14.1 .10 1.4 6.6 .10 .7 7,7 .10 .8 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 14 .10 4.3 8.3 .10 0.8 8.2 .10 .8 7.7 .10 .8 

of individuals 
among those promotable or 

4. transferable. 60.1 .70 42.1 43.1 .70 30.2 21.2 .70 14.0 5.6 .70 3.9 

AVAILABILITY ESTIMATE 

I__54. 33.5 19.0 6.1 



S . . 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Paraprofessionals 

Female. Black and Hispanic 

Factor 1. Employment Development Department, Employment Data and Research for Los Angeles 

February 1984. 

Factor 2. Geographic Profile of Employment and Unemployment, U.S. Department of Labor, 1982, 

U.S. Dept. of Labor, Bureau of Labor Statistics, May 1983, Table 15. 

actor 3. Same as factor 1 above. 

Factor 4. Percentages taken from categories of Office and Clerical, which is the feeder 

group for abour 80% of these positions. 

Asian-Pacific Islander 

Factor 1-3. See Factor 1, above. 

Factor 4. See Factor 4, above. 

Weights: Weights were assigned to reflect the large percentages of hires from within into this 

category. The resulting estimates are in some relationship to labor force percentages except for 

Black. 



. S 
Job Group. Clerical 

Labor Area Los Angeles Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

S 

FEMALE BLACK HISPANIC ASIAN - PACIIIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 AVAILABILITY FACTOR 

weight produci % weight produci % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .10 5.4 10.87 .10 1.1 24.6 .10 2.5 6.1 .10 .6 

Percentage of individuals 
having requisite skills 

2. in the iniiiediate area. 97.3 .10 9.7 11.0 .20 2.2 14.7 .20 3.0 5.2 .20 1.0 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 97.3 .10 9.7 11.01 .20 2.2 14.7 .20 3.0 5.2 .20 1.0 

Percentage of individuals 
among those promotable or 

4. transferable. 60.1 .10 42.1 43.1 .50 21.5 21.2 .50 10.6 5.6 .50 2.8 

AVAILABILITY ESTIMATE 
66.9 27 19.1 5.5 



. . 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Clerical 

Female and Hisoanic 

Factor 1. State of California Employment Development Department, Employment Data and Re- 
search for Los Angeles County, February 1984. 

Fac.tor 2 and 3. SAME AS FACTOR 1. 

Factor 4. Based on percentages of this class in the District workforce 6/30/84. 

Wei.ghts: Weights were chosen to reflect the preponderant numbers of clerical positions 
that are filled from within. 

. 



. . . 
Job Group Craitworkers (Excit Mchanjcs 

Labor irea Los Angeles Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK UISPAHIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 AVAILABILITY FACTOR 

weight product % weight produci % weight product % weight product 

Percentage of the Labor 
I. Force. 54.2 .10 5.4 10.9 .20 2.2 24.6 .20 5.0 6.1 .20 1.2 

Percentage of individuals 
having requisite skills 

? in the inunediate area. 2.2 .45 1.5 10.0 .40 4.0 13.1 .40 5.5 3.9 .40 1.6 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3.ing area. 2.2 .45 1.5 1O.0 4'O 4.0 13.7 .40 5.5 3.9 .40 1.6 

Percentage of individuals 
among those promotable or 
transferable. N/A 

N/A N/A N/A 

AVAILABILITY ESTIMATE 8.4 10.2 16.0 4.3 



S S 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Craftsworkers (exceDt Mechanics 

Factors 1, 2 and 3. State of California Employment Development Department, Employment Data 
and Research for Los Angeles County, February 1984. 

Factor 4. Not Applicable. Numbers are too smal* to be usable. 

Weights: Weights were selected to yield estimates that have a reasonable relationship to 
percentages of persons with requisite skills, yet a little in advance of these percentages, 
recognhzing that the most serious underrepresentationis that of females. 



. 
Job Group Auto and Diesel Mechanics 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

S 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight produci % weight produci % weight product % weight product 

Percentage of the Labor 54.2 .002 0.11 10.9 .40 4.4 24.6 .10 2.5 6.1 .10 0.6 
1. Force. 

Percentage of individuals 
having requisite skills 

2. in the ininediate area. 2.8 .554 1.22 7.0 .20 1.4 6.0 .30 1.8 6.0 .40 2.4 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. 1.9 .294 0.56 8.8 .30 2.6 31.9 .30 9.6 6.ö .40 2.4 ing area. 

Percentage of individuals 
ailiong those promotable or 

4. transferable. .150 5.30 44.1 .10 4.4 35.3 .30 10.6 5.9 .10 0.6 

AVAILABILITY ESTIMATE 
7.19 12.8 24.5 6.0 



. . . 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Auto and Diesel Mechanics 

Female, Black and IlisDanics 

Factor 1. State of California, Employment Develpment, Employment Data and Research for Los 
Angeles, February 1984. 

Factor 2. Bureau of Labor Statistics, U.S. Dept. of Labor 1983 Annual Averages, January 1984. 

Factor 3. Same as Factor 1 above. 

Factor 4. Percentages based on participation in Mechanic "C" training program at SCRTD, 1983-84. 

Asian-Pacific Islander 

Factors 1-3. Same as Factor 1 above. 

Factor 4. Same as above. 



. . 
Plumbers (Females Only) 

Job Group. 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight produci % weight product % weight product 

Percentage of the Labor 
1. Force. . 54.2 .005 0.3 

Percentage of individuals 
having requisite skills 

2. in the iimnediate area. 4.3 .550 2.4 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. in9 area. 1.1 445 0.5 

Percentage of individuals 
among those promotable or 

4. transferable. 
A 

AVAILABILITY ESTIMATE 

3.2 



S 

INTERPRETATION OF AVAILIBILITY FACTOR COMPUTATION 

Craftworkers 

Plumbers - Females 

Factor 1. State of California Employment Development Department, Employment Data and Research 
for Los Angeles, February 1984. 

. 

Factor 2. Percentage of Females in apprenticeship programs jn Califbrnia as of 12/31/82, supplied 
by the State of California Department of Industrial Relations, Division of Apprenticeship 
Standards. 

Fador 3. Percentage of employed Female Plumbers as researched by the U.S. Department of Labor, 
Bureau of Labor Statistics, 1983 annual averages. 

Factor 4. Not applicable. 

Wei ghts: 

The Labor Force percentage is of almost negligible use in this kind of estimate. Figures 
for apprenticeship programs were used in place of percentages of workers with requisite 
skills. Factor 2 is somewhat ahead of the actual marketplace figures. Factor 3 
represents a more reliable number. In any case, Factors 2 and 3 are considered the key 
sources. 



. . S 
Job Group Electricians (Female) 

Labor Area Los Angeles - Long Beach SMSA 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK hISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 AVAILABILITY FACTQR 

weight product % weight produc % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .005 .3 

Percentage of Individuals 
having requisite skills 

2. in the iniiiediate area. 7.5 .550 4.1 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 1.5 .445 .7 

Percentage of individuals 
among those promotable or 

4. transferable. 

AVAILABILITY ESTIMATE 4.8 



. S . 

Craftsworkers 

Female Electricians Only. 

Factor 1. See explanation for Plumbers. 

Factor 2. Represents percentage of females who re active apprecentice electricians; figures 

are for California and are supplied by the State of California, Industrial Relations Department, 

Division of Apprenticeship Standards, December 1982. 

Factor 3. Represents percentage of employed femile Electricians as recorded by the US. Depart- 
ment ofLabor, Bureau of Labor Statistics, 1983 annual averages. 

Factor 4. Not applicable. 

Weights: A percentage for Factor 1 is of almost negligible use in this estimate. Figures for 

female apprentice electricians were used in place of percentages of female electricians in Factor 2. 

Thus, the percentages used are somewhat ahead of the market-place at this time. Factors 2 and 3 are 

considered the key ones. 



S 
Job Group Sheet Metal Workers (Female 

Labor Area Los Angeles - Long Beach SMSA 

. S 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 
AVAILABILITY FACTOR 

weight product % weight product % weight product % weight product 

Percentage of the Labor 
1. 54.2 .005 .3 

Percentage of individuals 
having requisite skills 

2. in the inuiediate area. - 4.4 .550 2.4 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing area. 4.5 .445 2.0 

Percentage of individuals 
among those promotable or 

4. transferable. N/A 

AVAILABILITY ESTIMATE 
4.7 



. 

Female Sheet Metal Workers Only. 

. S 

Craftsworkers 

Factor 1. See explanation for Plumbers. 

Factor 2. Represent percentage of females who ae apprentice sheet metal workers in 

Los Angdles County. Figures are supplied by State of California Department of Industrial 

Relations, Division of Apprenticeship Standards, April, May, June 1984 Quarterly Statistical 

Report. 

Fadtor 3. Represents percentage of employed female Sheet Metal Workers as recorded by 

the U.S Department of Labor, Bureau of labor Statistics, 1983 annual averages. 

Factor 4. Not applicable. 

Weights: Labor Force percentage is of partial negligible use in this kind of estimate. 
The figures for apprenticeship programs were used in place of percentages of people with 
requisite skills in Factor 2. They are, thus, somewhat ahead of the actual marketplace 
figures. In any case, Factors 2 and 3 are considered the key ones. 



Job Group. 
Operatives 

Labor Area Los Angeles - Long Beach SMSA 

. 

AVAILABILITY FACTOR COMPUTATION 

FEMALE BLACK HISPANIC ASIAN - PACIFIC 

1 2 1X2 1 2 1X2 1 2 1X2 1 2 1X2 AVAILABILITY FACTOR 

weight product % weight produc % weight product % weight product 

Percentage of the Labor 
1. Force. 54.2 .20 10.1 10.9 .20 2.2 24.6 .20 5.0 6.1 .20 1.2 

Percentage of individuals 
having requisite skills 7.6 .40 3.0 7.5 .40 3.0 20.7 .40 11.0 2.1 .40 1.0 

2. in the inunediate area. 

Percentage of individuals 
having requisite skills 
in a reasonable recruit- 

3. ing 7.5 .40 3.0 18.3 .40 7.3 27.2 .40 10.9 2.'l .40 1.0 
area. 

Percentage of individuals 
among those promotable or 

4. transferable. 
N/A N/A N/A N/A; 

AVAILABILITY ESTIMATE 161 12.5 26.9 3.0 



Female, Blacks and Hispanics 

Asian 

. I 

INTERPRETATION OF AVAILABILITY FACTOR COMPUTATION 

Operatives 

Factor 1. Employment Development Department, Employjnent Data and Research for Los Angeles, February 1984. 

Factor 2. Geographic Profile, 1982 Table 15. Percentages represents "Operatives, except transport." 

Factor 3. Same as Factor 1. 

Factor 4. Not applicable. 

1982, Labor Statistics, May 1983. Percentages in Factors 

2 and) represent "Operatives, except transport." 

Factor 4. Not applicable. 

Note: For percentages of individuals with requisite skills, the labor force percetage for those who are 

operatives, except transport, was used. It was thought that this group would be closest in skill-level to 

those hired as Bus Operator and would be the fairest for consideration of availability estimates for women 

and minority groups and the most consistent data base, even though estimates and Hispanic and Asian-Pacific 

Islander persons may appear inflated. 


