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TO: Office of the City Administrator

ATTN: Dan Lindheim

FROM: Department of Human Resources Management

DATE: September 29, 2009

RE: A Report and Possible Action on the Findings and Recommendations from
Phase II of a Race and Gender Disparity Study of the City’s Workforce
Diversity in Comparison to the Relevant Labor Pool

SUMMARY

The City of Qakland (City) contracted with Mason Tillman Associates, Ltd. (Consultant) to perform a
Fairness in Hiring and Employment Disparity Study (Study) to determine if the City’s workforce
reflects the relevant labor pool in its recruitment area. This report provides the result of that study. The
study was undertaken pursuant to the City Charter, Article IX, which states: “The City shall study its
workforce in comparison to the relevant labor pool to determine if there is manifest racial or gender
imbalances in traditionally segregated job classifications. If the study demonstrates such manifest
imbalances, the City shall adopt a remedial voluntary affirmative action plan which shall be
periodically updated an in effect only until the imbalances are eliminated.” (Amended by: Stats.
November 1988 and March 1996.) The study is presented in two phases. Phase [ determined that there
was underutilization of minorities and women in some of the City’s Job Categories; it was presented in
June 2007, and is included as Attachment A of this report. Phase Il recommended remedial strategies,
was completed in April 2008, and is presented as Attachment B.

FISCAL IMPACT

if the City Council directs staff to implement Phase Il recommendations, there could be costs
associated with such implementation. Such costs are unknown at this time.
BACKGROUND

The City Charter, Article IX, states: “The City shall study its workforce in comparison to the relevant
labor pool to determine if there is manifest racial or gender imbalances in traditionally segregated job
classifications. If the study demonstrates such manifest imbalances, the City shall adopt a remedial
voluntary affirmative action plan which shall be periodically updated an in effect only until the
imbalances are eliminated.” (Amended by: Stats. November 1988 and March 1996.)

In 2005, the Council directed the City Administrator to conduct a Request for Proposal (RFP) process
to engage consultants to complete the 1) Fairness in Purchasing Contracting (Disparity Study), 2)
Fairness in Hiring and Employment (Disparity Study) and return to Council for authorization prior to
executing the contract(s). The Council approved award of the contract with Mason Tillman at its April
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27, 2007 meeting.

The Department of Labor, Office of Federal Contract Compliance Programs (OFCCP) defines the
standard method of analysis to measure whether racial or gender imbalances exist in the City’s
workforce in the full and part-time categories. The study standards consist of the following four
components: 1) workforce and job group analysis, 2) labor pool availability analysis, 3) utilization of
labor force analysis, and 4) remedial strategies to address any manifest imbalances identified.

In Phase ], the consultant identified the City’s recruitment area and availability factors to determine
where statistically significant underutilization exists. The results revealed that there is underutilization
of minorities and women in some of the City’s job categories. While imbalances are evident, the City
of Oakland remains committed to correcting these imbalances, to the extent permitted by law, based on
the City’s mission statement, the citizen supported charter amendment of 1996, and the City Council’s
directive to conduct this study. Remedial strategies are presented in this Phase II Report.

KEY ISSUES AND IMPACTS

The Phase Il project involved four tasks (detailed below). Completion of these tasks was implemented
utilizing interviews, focus groups, and document review. It also included a review of the Phase I
findings.

The four tasks of Phase Il were:

1. Identify Any Manifestations of Racial or Gender Imbalances in Traditionally
Segregated Job Classifications

2. Examine the Effectiveness of the City’s existing Remedial Measures by Analyzing
Existing Race and Gender-neutral Measures and Discuss the Effectiveness of Each

3. Evaluate the Qutreach Methods Used by the Office of Personnel Resource
Management to Fill Vacancies

4. Develop a Race and Gender-neutral Remedial Program That the Clty Can Use If the
Study Demonstrates an Imbalance

As a result of the analysis and completion of the tasks described above, race and gender neutral
program recommendations were developed and are presented below:

1. Enhance Recruitment Plans and Strategies-this recommendation includes the
following: 1)employing a variety of strategies to increase the number of applicants
from the underrepresented groups through association with professional
organizations and publications, outreach to churches, diverse community based
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organizations, utilizing online recruiting sites and encouraging job referrals from
other employees in the under-represented groups; 2) utilizing age appropriate
strategies to reach the target population; 3) maintain the succession planning process
to identify opportunities to assess and refine recruitment strategies for current and
future vacancies; 4) develop a mentoring and job rotation program as a means to
support the succession planning process; 5) perform quarterly or bi-annual reviews
of the applicant flow data to determine whether the applicant pools contain '

. sufficient numbers of underutilized group members in proportion to their presence
in the City’s labor force; provide leadership training to senior and middle-level
departmental to managers to ensure they understand the affirmative action planning
process. :

The Department of Human Resources Management utilizes a variety of recruitment
plans and strategies that includes all of the approaches mentioned above. However,
with the recent reduction in staffing, the Departments ability to conduct significant
outreach recruitment activities will be limited. Allowing for flexible work schedules
as an age appropriate recruitment strategy, can be considered as part of the Labor
Management Committees that began meeting this month. Efforts at succession
planning and mentoring or job rotation are not practical given the elimination of the
training program as a result of the budget reductions. Reviews of the applicant flow
data to determine whether applicant pools contain sufficient numbers of
underutilized group members and modifying recruitment efforts accordingly
requires utilizing limited resources that will take away from the core staff. )
Leadership training to ensure an understanding of the affirmative action planning
process also requires utilization of limited resources.

2. Improve Management Accountability to Eliminate Imbalances-Requiring
accountability to ensure accomplishment of departmental goals, and enhancement of
the City’s performance management system.to measure outcomes of affirmative
action goals utilizing a web based system are key to achieving the outcomes
identified in the report.

The City’s performance management system, especially for top management, will
require closer monitoring. Currently, this is a challenge for the Department.
However, there is an emphasis on more accountability for management as it relates
to the human resources function which will support this recommendation.

3. Utilize Technology More Effectively-Enhancement of the City’s Human Resource
Information System (HRIS) to include applicant flow data, applicant tracking, and
adverse impact analysis is a recommendation, along with utilizing the City’s website
as a recruitment tool. Both of these strategies are appropriate, and the City’s
implementation of on line recruitment is in the early stages.

4. Appropriate Outreach Funding-providing adequate outreach funding for
recruitment and advertising, needs to be considered in the context of the current
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fiscal realities. Currently, the Department works with the operating departments to
fund advertising for key positions.

5. Introduce Career Deve[opmént Programs-funding for program development and
implementation is questionable given the current funding constraints.

6. Enhance Internal and External Employee Training Programs-The enhancement
or development of training programs for the City is unrealistic given the elimination
of the Manager responsible for the function. The Department is conducting a survey
of Departments to determine the extent to which the departments will support city
wide training.

7. Establish Employee Referral Program-a referral program may not be practical
given the limited amount of hiring that may take place in the foreseeable future, but
can be considered-as an option for some recruitments.

8. Enhance Internship Programs-exploration of internship programs may require.
discussion with the appropriate employee organizations.

9. Annual Phase I Report-completion of the statistical analysis performed in the Phase
I research on an annual basis will require additional resources. The Department
currently faces -a severe challenge to add any additional responsibility.

The Phase II Report indicates that “Since the Phase I report documented manifest racial and gender
imbalances in traditionally segregated job classifications, an affirmative action plan must be prepared.”
The preparation of the plan would be a key component of whatever strategies are eventually developed.
The Phase Il Report also recognizes that any plan developed would have to be consistent with current
law,

Finally, the City has undergone significant layoffs. Preparation of the affirmative action plan utilizing
current City workforce statistics would assist in verifying the degree of underutilization that currently
exists. Additionally, the Phase II report makes some assumptions regarding recruitment difficulty that
may have changed given the current labor market. The one area where there is an opportunity to move
forward is the greater utilization of technology, which is also consistent with one of the recommended
remedial measures.

A

SUSTAINABILITY OPPORTUNITIES

Economic: ‘
The Charter requirement provides economic opportunities for the City’s relevant labor pool.

Environmental:
There are no environmental opportunities associated with this report.
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Social Equity:
The Charter requirement provides social equity opportunities for the City’s relevant labor pool.

DISABILITY AND SENIOR CITIZEN ACCESS

There is no senior citizen access issues related to this report. Federal guidance requires affirmative
action for veterans and disabled veterans.

RECOMMENDATIONS AND RATIONALE

Staff recommends that the Council review and discuss the Fairness in Hiring and Employment
Disparity Study-Phase II Report findings, and provide direction to staff. The findings provide the City
opportunities to address the race and gender imbalances presented. The staff recommends that it be
allowed to 1) continue the outreach recruitment activities currently underway; 2) that staff continue
with efforts to explore the use of technology to the extent funds currently exist, and 3) work with the
departments to orient and train managers and supervisors in better understanding the hiring process,
and the related goals of the City that are addressed in the Disparity Study.

ACTION REQUESTED OF THE CITY COUNCIL

Staff requests that the Council accept the Fairness in Hiring and Employment Disparity Study-Phase I1
Report findings, and direct staff on how they should proceed with regard to the recommendations
contained in the report.

Respectfully submitted,

(A
Wendell Pryor, Directorq
Department of Human Resources Management

APPROVED AND FORWARDED TO THE
AGEMENT COMMITTEE:

Office of the City Administrator
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[r JASSOCIATES, LTD,

May 30, 2007

Ms. Jeanette B. Edgerly
Administrative Services Manager
Finance and Management Agency
City of Oakland

150 Frank Ogawa Plaza, Suite 52135
Oakland, CA 94612

Subject: City of Oakland and Redevelopment Agency, Fairness in Hiring and
Employment Disparity Study - Phase [ Report

Dear Ms. Edgertly:

Enclosed please find the Phase I Report of the Fairness in Hiring and Employment
Disparity Study Report dated May 2007.

Please feel free to contact me if you have any questions or concerns about the Phase |
Report,

Sincerely,

Eleanon Ramsey

Eleanor Mason Ramsey, Ph.D.
President

cc: Lynn Reddrick, Senior Project Manager
Evelyn Hogan-Jackson, Assistant Project Manager

Mason Tillman Associates, Lid,
Lake Merriit Plaza

1999 Harrison Street, Suite 600
Qakland » CA 94812

Te!« 510.835.9012

Fax +» 510.835.2647

Web site Address: www.mtaltd.com
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PHASE 1

I

INTRODUCTION

The City of Oakland and Redevelopment Agency commissioned Mason Tillman Associates,
Ltd. (Mason Tillman) to perform a Fairness in Hiring and Employment Disparity Study
(Study) to determine if the City of Oakland’s (City) workforce reflects the composition of
the labor pool available in its recruitment area. The assessment includes a description of
1} the ethnicity and gender of the City’s workforce by department and job group; and 2)
the labor force available in the City’s recruitment area. There is also an analysis of the
availabie labor pool compared to the City’s workforce to determine whether any ethnic
group or females have been underutilized at a statistically significant level. City workforce
data covering a three year period, 2003-2004, 2004-2005 and 2005-2006 were examined.

The Study was undertaken pursuant to the City Charter, Article IX, Section 900. The City
Charter, amended by the passage of Measure G, which the voters approved in March 1996,
requires the City to © Provide Remedies for Act or of Past and Present Racial and Gender
Discrimination and Imbalances.” The amended Section 900 to include:

a) It is the policy of the City that there shall be a comprehensive
personnel system based on merit which considers diversity based upon
relevant labor pool as set forth in section 900(b). Such system shall be
continued and maintained for the purpose of providing an equitable and
uniform procedure for dealing with personnel matters; to serve the
mutual interests of the people, the City as an employer and its employees
through accepted modern concepts and practices of public personnel
administration; to attract to municipal service the best and most
competent person available; to assure that appointment will be based on
merit and fitness as ascertained by practical competitive examination and
by records of achievement; and to provide the employees security for
tenure, with advancement or promotion within the service, where
practicable, from among employees having appropriate qualifications,

Mason Tilkman Associates, Ltd, May 2007
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free of discrimination, subject to their adherence to established
standards of performance and conduct, all as more particular hercinafter
set forth in the article.

b) the city shall study its workforce in comparison to the relevant labor
pool to determine if there are manifest racial or gender imbalances in
traditionally segregated job classifications. If the study demonstrates
such manifest imbalances, the City shall adopt a remedial voluntary
affirmative action plan which shall be periodically updated and in effect
only until the imbalances are eliminated.

This Study was performed in two phases. This report presents the Phase I findings. The
Phase I scope of work included nine tasks. The nine tasks are as follows:

Task 1:

Task 2:

Task 3:

Task 4:

Task 5:

Task 6:

Task 7:

Task 8:

-

[dentify required data, collaborate with the City in data collection, and review
adequacy of data to perform the required statistical analysis for the three
previous fiscal years ending in 2006.

Identify the number of employees in each of the City’s job classification by race
and gender as defined by the Federal Census Bureau. These results are
presented in Exhibits A and B.

Identify the relevant labor pool for the City.

Compare race and gender composition of all City employees to the race and
gender composition of the City and the immediate and reasonable recruiting
areas.

Identify the underutilization of available workers by ethnicity and gender in each
EEO job group.

Identify any manifestations of racial or gender imbalances in traditionally
segregated job classifications. Task 6 requires additional information which may
be available in Phase [I. Therefore, an examination of Task 6 will be deferred
until Phase II.

Provide statistical analysis with a minimum of 95 percent validity and explain
the methodology behind the statistical analysis (formulas) used.

Work with the City Administrator, Finance and Management Agency and City
Attorney throughout the data collection and analysis phases, explain study
findings and methodology to the City Council and Council Committees, as
requested.

Mason Tillman Associates, Ltd. May 2007
Phase [: City of Qakland Faimess in Hiring & Employment Disparity Study 1-2
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Task9:  Identify the federal equal-opportunity requirements that are triggered by specific
disparity- or discrimination-related findings and determine whether the available
data supports or does not support such a finding.

Phase Il includes six tasks. This Phase will examine existing remedial measures and
propose as necessary, strategies to alleviate the documented underutilization.

The analysis of each of the Phase I tasks is described in the sections below except for Task
6, which as noted will be addressed in Phase II.

The study findings mirror the conclusions of the City’s 1997 and 2001 Affirmative Action
Plan and the 2001 Equal Opportunity Annual Report. Nevertheless, the findings from the
Study provide a window of opportunity for the City to address the continued
underutilization of minorities and females in the eight EEO job groups. Recommendations
for remediation of these imbalances will be presented in the Phase II report.

- METHODOLOGY

The Department of Labor, Office of Federal Contract Compliance Programs (OFCCP)
defines the standard method of analysis to measure whether racial or gender imbalances
exist in the City’s work force. The Study standards consisted of four components: Three
components - workforce and job group analysis, labor pool availability analysis, and
utilization of labor force analysis were compiled in Phase I and the fourth component,
recommendations to remedy any manifest imbalances will be presented in the Phase 1I
report.

The analysis of the City’s employment was based on its workforce data. The workforce
data was compiled by the Office of Personnel and Resource Management. The Office
provided data for three fiscal years: 2003-2004, 2004-2005 and 2005-2006. The workforce
analysis, the job group analysis and the utilization analysis calculations presented below
were based on full-time and part-time employment data as of June 2006. The data for the
previous two years was used to determine the number of promotions and transfers and was
used for calculating labor pool availability.

The 5,460 employees within these 16 agencies and departments were grouped into the eight
EEO-4 job categories by the City. The employee ethnicity, gender, and job group was also
provided. The 16 City departments studied are listed in Table 1.2. Examples of the
positions included in each job group are presented in Table 1.3.

The workforce analysis depicts the number of employees in each job classification within
each City department by ethnicity and gender. The job group analysis depicts the number
of employees included in each of the eight EEO-4 job groups by ethnicity and gender.

Mason Tillman Associates, Lid. May 2007
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The availability analysis was performed to determine the number of minority and females
in the labor pool within the City’s recruitment area. "Availability was calculated as a
weighted average of the following three factors:

*  Population with requisite skills in the immediate labor area (ILA})

» Population with requisite skiils in the reasonable recruiting area (RRA)

+ Current City’s employees that could be promoted or transferred

The data sources for the ILA and the RRA are presented in Table 1.1.

Table 1.1 Availability Factors

Availability Factor

Use in the Study

1A Total Population in ILA Not Used

1B Women Seeking Employment in ILA

Presented for Comparison

2 Minorities Secking Employment in ILA

Presented for Comparison

Total Workforce in ILA

Presented for Comparison

A Workforce Havmg Requlslte Skllls

R 1—;’

Sl 'an

E mal ’Avaxlablhty

! Used to Calcufate

er Tyt ra B tan e

b Workforc' Havmg Requlslte kllls RR:
, X

Training Institutions Not Used

Trainable in Facility Not Used

The data source for factors 1B through 5 was the U.S. Population Census 2000 EEO files.
The Factor 6 was determined based on the three-year history of promotions and transfers
provided by the Office of Personnel and Resource Management.

The weights for factors 4 and 5 were based on the percentages of the current employees
with addresses inside the ILA and outside of the ILA, respectively. The weight for factor
6 was calculated based on the comparison of the number of job classification changes per
year with the number of new hires per year. All weights were calculated separately for each
EEO-4 job group.

The recruitment area was determined by the geographic market within which the City has
hired its workforce. The City’s Personnel Resources Management Department provided

Mason Tillman Associates, Ltd. May 2007
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current employee addresses. The analysis of current employees’ addresses revealed that the
ILA is the City of Qakland and the RRA is a composite of five Bay Area counties. The
five-county area was Alameda, Contra Costa, Solano, San Joaquin, and San Francisco.

The utilization analysis was performed to determine if disparate treatment in the
employment of minority or female workers occurred in any job groups. In order to
determine if any ethnic groups or females were subject to disparate treatment, the
percentage of employees in each of the City’s job groups was compared to the percentage
of persons in the labor pool available for employment in each job group. The differences
between utilization and availability of the underutilized minority groups or females were
analyzed to determine if the imbalance was significant statistically, A statistically
significant imbalance is an indication of disparate treatment. Disparate treatment is defined
by the Equal Employment Opportunity Commission {(EEQC) as occurring when similarly
situated individuals are treated differently because of their sex, religion or national origin.
Individuals are deemed similarly situated if they have comparable titles, job classifications,
or work environments.

If a job group under consideration consisted of at least 30 employees, a T-test was applied.
The T-test is used to determine when there is an imbalance whether availability percentage
exceed utilization percentages by more that two standard deviations. A difference of more
that two standard deviations indicates that the probability of the imbalance being due to
chance is less than five percent. In that case the imbalance is deemed to be statistically
significant.

The standard deviation Sd was calculated using the following formula:

_|pe(1-p)
Sd_,/ =

Where p is the availability percentage, and N is the total number of employees in the given
job group. '

Although the T-test is a more accurate test to determine statistical significance, the T-test
can be applied only to a sufficiently large data set (as a rule of thumb, the data set size
should be at least 30). For job groups consisting of between 5 and 29 employees, the “80
percent rule” is used.! In this case, the imbalance is statistically significant if the ratio of
the percent of employees to the percent of availability is less than 80 percent. Findings
calculated using the 80 percent rule are used with caution, since this test does not take into
account chance occurrences.

! This is a standard Equal Employment Opportunity Commission procedure.

Mason Tillman Associates, Ltd. May 2007
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[fa job group under consideration consisted of less than 5 employees, no test of significance
was applied. No statistical inference can be drawn based on such a small data set.

If the difference between the percent of employees and the percent of availability
corresponds to less than two people, it was considered not significant, even if either of the
above tests indicates a significant difference.

STATISTICAL ANALYSIS
A. Worktorce and Job Group Analysis

The distribution of the City’s workforce by department, is summarized in Table 1.2 below.
City employee ethnicity and gender distribution is presented for each department in Exhibit
A. The names for the Departments and Agencies are presented as they appear in the data
provided by the Office of Personnel and Resources Management.

Masen Tillman Associates, Ltd. May 2007
Phase I: City of Oakland Faimess in Hiring & Employment Disparity Study 1-6



Table 1.2 Number of Employees by City Department

Number of  Percentage of

City Department Employces  City Workforce
City Administrator 90 1.65%
City Attorney 79 1.45%
City Auditor 6 . 0.11%
City Clerk 8 0.15%
City Council 40 0.73%
Community & Economic Development Agency 274 5.02%
Cultural Arts Department 87 1.59%
Department of Human Services 453 4.76%
Finance and Management Agency 374 6.85%
Fire Department 532 6.74%
Library 422 7.73%
Mayor’s Office ) 14 0.26%
Office of Parks & Recreation a65 17.67%
Police Department 1177 21.56%
Public Works Agency 824 15.09%
Non-Departmental Interns 115 2.11%
Total City Employees 5,460 100%

The City EEO-4 job groups considered in this workforce analysis were Officials and
Administrators, Professionals, Technicians, Protective Sworn, Protective -Services Non-
Sworn, Administrative Support, Skilled Craft Workers, and Service/Maintenance Workers.
The job group categories, and the types of jobs within each are depicted in Table 1.3.

Mason Tillman Associates, Ltd. May 2007
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Table 1.3 Job Group Categories and Job Types

Job Group Category Job Types

Officials & Administrators: | Occupations in which employees set broad policies,
exercise overall responsibility for execution of these
policies, or direct individual departments or special
phases of the agency’s operations, or provide specialized
consultation on a regional, district or area basis. Council
Members, Mayor, department heads, bureau chiefs and
deputies, division chiefs, directors, deputy directors,
controllers, superintendents, police and fire chiefs and
inspectors, building inspectors, assessors, tax appraisers,
and investigators, managers, i.e., purchasing, information
systems, revenue, capital improvement program,
affirmative action, and rehabilitation services,

Professionals Occupations which require specialized and theoretical
knowledge which is usually acquired through college
training or through work experience and other training
which provides comparable knowledge. Personnel and
labor relation analyst, social workers, doctors,
psychologists, economists, lawyers, analysts, i.e., policy,
systems, business, urban economic; accountants,
engineers, employment and vocational rehabilitation
counselors, instructors, police and fire captains and
lieutenants, librarians, management analysts, surveyors,
emergency medical services coordinator, and electrical
construction & maintenance analyst, community
development program supervisor, management intern.

Technicians Occupations which require a combination of basic
scientific or technical knowledge and manual skill which
can be obtained through specialized post-secondary
school education or through equivalent on-the-job
training. Police and fire sergeants, and inspectors,
computer programmers, drafters, engineering
technicians, licensed practical nurses, photographers,
radio operators, technical illustrators, code enforcement
inspectors, human resources operations technicians.

Mason Tillman Associates, Ltd. May 2007
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Table 1.3 Job Group Categories and Job Types .

Job Group Category Job Types

Protective Services Occupations in which workers are entrusted with public
safety, security and protection from destructive forces.
Police patrol officers, firefighters, guards, detectives, and
emergency planning coordinator, hazardous materials
inspectors, museum guard, water safety instructor, life
guard, parking control technician, police property
specialist and jailer.

Administrative Support Occupations in which workers are responsible for
internal and external communication, recording and
retrieval of data and/or information and other paperwork
required in an office. Executive and Administrative
assistants, Legislative recorder, accounting clerk,
computer operator, personnel clerk, library assistant food
program monitor, recreation attendant, bookkeepers,
clerk-typists, stenographers, court transcribers, hearing
reporters, statistical clerks, dispatchers, license
distributors, payroll clerks, legal assistants, receptionist,
public service clerk, and data entry operator.

Skilled Craft Workers Occupations in which workers perform jobs which
require special manual skill and a thorough and
comprehensive knowledge of the process involved in the
work which is acquired through on-the-job training and
experience or through apprenticeship or other formal
training programs. Mechanics and repairers, electricians,
plumbers, carpenter, electrical-mechanical machinist,
stationary engineers, electrical painter,
reproduction/offset  supervisor, park equipment,
carpenters, heavy equipment operator, and hydrant repair
worker.

Mason Tillman Associates, Ltd. May 2007
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Table 1.3 Job Group Categories and Job Types

Job Group Category Job Types
Service/Maintenance Occupations in which workers perform duties which
Workers result in or contribute to the comfort, convenience,

hygiene or safety of the general public or which
contribute to the upkeep and care of buildings, facilities
or grounds of public property. Bus drivers, fleet
specialists, garage laborers, custodial employees,
gardeners and ground keepers, refuse collectors,
construction laborers, park rangers, parkland
maintenance worker, street sweeper operator, tree
trimmer, cooks, parking meter collector, jail cook, jail
utility worker, crossing guard, camp laborer; and craft
apprentices/trainees/helpers

The job group analysis tables are presented in Exhibit B.
B. Workforce Ethnicity and Gender Analysis

The percentage of ethnic and gender representation in the City workforce in 2005-2006 is
depicted below in Table 1.4. African Americans had the highest ethnic group representation
in the Official and Administrators, Technicians, Administrative Support and Protective
Services Non-Sworn job groups, with 40 percent, 36.96 percent, 54.79 percent and 48.08
percent, respectively. Females represented the highest percentage of all groups in the
Administrative Support and Professionals job groups, representing 61.37 percent and 54.34
percent, respectively. Fewer Asian Americans, Hispanic Americans, and Native Americans
worked for the City in 2006 than African Americans.

Mason Tillman Associates, Ltd. May 2007
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Table 1.4 Workforce Percentages by Job Group and Employee Ethnicity and Gender in Fiscal
Year 2005-2006

Job Group Percent of  Percent of  Percent of  Percent of  Percent Percent of
and (Total African Asian Hispanic Native of ~ Caucasian
Employces) Americans  Americans  Amcricans Americans  Females® Males
Officials &
Administrators 40.00 9.73 10.27 0.27 47.30 23.24
(370)
Professionals
32.12 19.74 10.07 0.25 54.34 17.34
(1211)
Technicians 36.96 12.50 14.67 0.27 34.51 26.36
(368) . . . . . .
Protective
Services Sworn 21.82 15.64 17.39 0.82 12.60 38.16
(857)
Protective
Services - Non- 48.08 12.02 13.04 0.51 43.22 14.32
Sworn (391)
Administrative
Support 54.79 14.92 9.71 0.52 61.37 8.73
(1535)
Skilled Craft
Workers 37.80 12.60 18.90 0.00 2.36 28.35
(127)
Service /
Maintenance 68.72 8.49 13.64 0.00 24.46 5.66
Workers (601)

* Minority females are counted in both the minority and female categories.

H - Mason Tillman Associates, Lid, May 2007
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C. Availability Analysis

The availability of workers in each job group is depicted in Table 1.5. African Americans
had the highest availability in Protective Services Non-Sworn, Administrative Support, and
Service/Maintenance Workers job groups with 44.88 percent, 34.4 percent, and 31.8
percent, respectively. Females had the highest availability in Administrative Support,
Protective Services Non-Sworn, Professionals, and Officials & Administrators job groups,
with 64.49 percent, 61.57 percent, 50.1 percent, and 47.03 percent, respectively.

Table 1.5 Availability Percentages by Job Group and Employee Ethnicity and Gender in
the Year 2005 - 2006

Percent of Percent of  Percent of  Percent of Percent Percent of

Job Group African Asian Hispanic Native of Caucasian
Americans Americans  Americans  Americans Females* Males

Officials & 31.73 14.24 11.12 0.43 47.03 19.92
Administrators
Professionals 19.04 16.89 8.12 - 0.61 50.01 27.73
Technicians 23.63 20.38 12.61 0.77 40.98 25.41
Protective

. 24,55 14.90 16.47 0.81 15.92 36.13
Services Sworn
Protective
Services Non- 44,88 8.02 7.46 2.05 61.57 14.70
sworn :
Administrative | 4, 4 16.25 13.51 0.84 64.49 12.36
Support
Skilled Craft 21.33 13.04 26.69 0.98 11.60 32.92
Workers
Service /
Maintenance 31.80 17.84 29.12 0.57 39.59 10.70
Workers

* Minority females are counted in both the minority and female categoties.

B A ' Availability, job group, and specific ethnicity and gender results are depicted in Exhibit C.

i ! - Mason Tillman Associates, Ltd. May 2007
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D. Underutilization Analysis

The ethnic groups that were underutilized at a statistically significant level are noted in
Tables 1.6. Summarized below are the findings:

. -African Americans were underutilized in the Protective Services Sworn job group.

. Asian Americans were underutilized in the Officials & Administrators, Technicians,
and Service/Maintenance Workers job groups. '

. Hispanic Americans were underutilized in the Administrative Support, Skilled Craft
Workers, and Service/Maintenance Workers job groups.

. Native Americans were underutilized in Protective Services Non-Sworn and
Service/Maintenance Workers job groups.

Mason Tillman Associates, Ltd. May 2007
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Table 1.6 Underutilization by Job Group of Ethnic Group in the City’s Workforce

African Asian Hispanic Native
American American American American

Employment  Availability Employment Availability Employment Availability Employment  Availability

Job Group
I Percentage  Percentage Percentage Percentage Percentage Percentage Percentage Percentage

Official &

Administrators 40.00 31.73 10.27 11.12 0.27 0.43
Professionals 32.12 19.04 19.74 16.89 10.07 8.12 0.25 0.6]
Technicians 14.67 12.61 0.27 - 0.77
Protective 17.39 16.47 0.82 0.81

Services Sworn

Protective
Services Non- 48.08 44 88
sworn

Administrative 54.79

Support 34.40

Skilled Craft
Workers 37.80 21.33

Service /
Maintenance 68.72 31.80
Workers

Shaded Cell denotes a statistically significant underutilization.



Females include both minority and Caucasian women. Underutilization by job group for
the City’s female workforce is depicted in Table 1.7 and summarized below:

Female Workers were underutilized in the Technicians, Protective Services Sworn,
Protective Services Non-Sworn, Administrative Support, Skilled Craft Workers, and
Service/Maintenance Workers job groups.

Table 1.7 Underutilization by Job Group for Females in the City’s

Workforce
Females *
Job Group Employment Availability
Percentage Percentage
Officials &
. 47.30 47.03
Administrators

Professionals

Technicians

Protective Services Swom

Protective Services Non-Sworn

Administrative Support

Skilled Craft Workers

Service/Maintenance Workers

Shaded Cell denotes a statistically significant underutilization.

* = Females include both minority and non minority groups.

Tables with utilization analysis results for each City department are presented in Exhibit D.

L e Mason Tillman Associates, Ltd, May 2007
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EXHIBIT A:
Workforce Analysis
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Workforce Analysis
As of June, 2006

Employee Headcount

Total Men % Women %
Department White | Black | Asian] Hisp | AIVAN| White | Black | Asian | Hisp | AI/AN

City Administrator 90 13.3 10.0 4.4 4.4 0.0 22.2 222 14.4 8.9 0.0
City Attorney 79 16.5 5.1 5.1 2.5 0.0 21.5 29.1 12.7 7.6 0.0
City Auditor 6 16.7 0.0 16.7 16.7 0.0 0.0 50.0 0.0. 0.0 0.0
City Clerk 8 25.0 125 0.0 0.0 0.0 0.0 50.0 12.5 0.0 0.0
City Council 40 12.5 75 | 100 | 25 ] 00 | 225 | 175 | 7.5 | 200 | 00
Community & Economic Development Agency 274 25.5 11.3 11.3 5.5 0.0 13.9 23.0 55 33 0.7 |
Cultural Arts B 87 12.6 31.0 5.7 6.9 1.1 17.2 14.9 9.2 1.1 0.0
Department of Human Services 453 6.0 14.3 4.0 2.0 0.0 8.6 38.0 15.5 11.0 07
Finance and Management Agency 374 8.8 21.9 8.8 4.5 0.0 9.6 32.1 8.0 6.1 0.0
Fire Department . 532 34.0 256 8.5 13.0 0.9 7.0 7.7 21 1.3 0.0
Library 422 12.3 7.1 6.9 5.5 0.0 30.3 14.7 14.5 8.3 0.5
Mayor 14 214 0.0 7.1 14.3 0.0 14.3 14.3 71 214 0.0
Office of Parks and Recreation 965 13.4 322 47 31 0.2 14.2 239 485 3.5 0.2
_F_’olice Services Agency 1177 27.9 15.0 118 | 11.2 0.3 10.3 15.5 4.2 3.8 0.0
Public Works 3 824 13.5 43.2 10.7 12.4 0.1 4.6 10.7 2.4 2.4 0.0
Non-Departmental 115 1.7 33.0 52 26 0.9 3.5 426 7.0 3.5 0.0
TOTALS 5,460 980 1,269 453 416 13 641 1,081 345 253 9
PERCENTS 100.0 17.9 23.2 8.3 7.6 0.2 11.7 19.8 6.3 4.6 0.2




Department: City Administrator

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women
Job Category Job Titles Comp White | Black { Asian | Hisp [ AVAN | White | Black | Asian | Hisp | AIFAN
Officials/Administrators Admin Assistant to the Mayor 05 1 0 0 0 0 0 1 0 0 0 [4
Employment Services Supervisor 05 1 1] 1 0 0 0 0 0 [1] 0 4]
Administrative Services Manager | 06 2 0 0 ['] 0 0 1 1 [¥] 0 [4]
Administrative Services Manager |l 07 1 [1] [1] 0 [1] 0 1 0 4] 0 4]
Cable TV Station Manager 07 1 [}] 1 ['] 0 D [1] 0 [}] [} [1]
Deputy City Administrator 07 1 1 0 0 0 0 1] 0 0 0 [i]
Exec Dir to Public Ethics Comm o7 1 1 0 [1] 0 [f] 0 0 [4] 0 [1]
Financial Analyst, Principal 07 1 1] 0 0 0 0 1 0 [1] 1] [
Manager, Affirmative Action 07 1 [ 1 0 0 ['] [1] 0 [+] 0 ]
Manager, Contact & Employ Swcs 07 1 1] 1] [1] 0 [1] [1] 1 [] 0 []
Project Manager 11l 07 1 1 0 0 1] 3] 0 0 [1] [\] [
| CPRB Executive Director 08 1 [i] 0 Q 0 1] [1] 1 ] 0 [«
Officials/Administraters Total 13 3 3 0 0 [ 4 3 [¢] [1] 0
Professionals Jab Developer 03 1 0 0 0 [1] 0 0 1 [1] 1] []
Management intem 03 1 1] 0 0 1] ] 0 0 [ 1 [
Program Analyst | 03 F 1] 0 1 0 [ 1 0 [ Q [
|Accountant |1 04 2 [} 0 [*] 0 [+] [¥] 0 2 0 1]
[Administrative Analyst Il 04 2 1] 0 0 1] 4] 0 1 1 0 [}
|Assistant Budget Analyst 04 1 [} 0 O [i] [ [ 0 1 0 [
City Administrator Anatyst 04 2 0 1 0 0 0 0 1 [ 0 0
Film Coordinator 04 1 0 0 [ 0 ] [] 0 [1] 1 [}
Program Analyst |, PPT 04 1 0 0 1] a [] [i] 1 0 0 Q
Program Analyst || 04 2 4] 0 [4 0 0 2 0 0 0 [1]
Program Anatyst |, PPT 04 2 0 0 0 1] [] 2 0 [ 1] a
Temp Contract Sves Employee, PT 04 3 2 0 [ 1] [y} [} 0 0 1 0
Accountant 1} 05 1 0 0 1] 0 0 [ 0 1 0 0
Budget & Grants Administrator 05 1 [i] 0 [] 0 [ [1] [} 1 0 0
Budget & Operations Anatyst | 05 5 0 0 1 1 [4] [1] 0 3 0 D
Cable TV Producer 05 1 0 0 4] 0 [4] 1 0 0 0 0
Complaint Investigator Il 05 2 1 0 [} 0 0 [ 0 0 1 0
Contract Compliance Officer 05 3 [i] 0 1 0 [ [ 2 0 0 [1]
Equa! Cpportunity Specialist 05 4 0 1 [ 0 [4] 1 1 0 1 0
Policy Anatyst 05 1 0 0 i 1 0 0 0 0 0 0
Program Analyst [t 05 2 1 0 0 0 0 1) 1 0 0 0
Public Information Officer Il 05 1 1 0 [ 0 Q [ Q [1] 0 0
Special Events Coordinatar 05 1 1 [ 4] ['] 0 0 0 0 0 0
ADA Projects Cecrdinator 06 1 0 Y] a [1] 0 1 0 0 [7] 0
Assist to the City Administrator 06 7 1 0 0 1 0 3 0 1 1 0
Cable TV Qperations Chief Engineer 06 1 0 1 0 0 [1] 0 0 0 | 0O 0
Chief Deputy, City Auditor 06 1 1 0 [{] [1] 0 [a] [1] 0 [}] 0
Financial Anatyst 06 1 0 0 Q 0 0 0 0 1 ] 0
Finandial Analyst, PPT 06 1 1 o a 0 0 0 [¢] [1] 0 Q
VWeb Master 06 1 ] 0 0 0 0 0 1 0 [1] 0
Professionals 7 ofal ~ 55 9 3 3 3 0 11 ] 71 B 0
Technicians Cable TV Production Assistant, PPT 02 4 0 F [{] 0 0 1 1 0 0 0
{Cable Operations Technician 04 5 0 1 1 1 0 1 1 0 0 0
Graphic Design Specialist 04 1 0 0 0 [¥] 0 1 1] 0 ] 0
Technicians Total 10 0 3 1 1 0 3 2 0 [£] 0
Administrative Support Receplionist 02 1 0 0 0 1] 0 0 1 0 1] 0
Receptionist, PT 02 1 0 0 0 0 0 0 1 0 ] 0
Student Trainee, PT 02 1 Q 0 0 0 0 1 0 0 aQ 0
Administrative Assistant | 03 1 b 0 0 0 0 0 1 [1] [] 0
Administrative Assistant |1 03 1 0 0 0 [+] 0 0 1 0 [4] 0
Administrative Assistant 1| {CONF) 03 1 Q [ 0 [+] 0 0 [1] 1 [1] 0




Workforce Analysis
As of June, 2006

Employee Headcount
Department: City Administrator

Total Men Women

Job Category Job Titles Cormnp White | Black | Asian | Hisp | AVAN | White | Black | Asian | Hisp | AVAN

Contract Compliance Field Tech 03 1 ] 0 0 0 ] ] 0 1 0 0

Exec Asst to Asst City Administratar - 04 1 [€ 0 [ 0 1] 0 1 0 0 0

Executive Assistant 04 3 0 0 [} 0 0 1 1 0 1 0

Exec Asst to City Administrator 05 1 [1] [1] [i] 0 0 Q 0 [ 1 [1]

Administrative Support Total 12 4] [ [ [1] [*] 2 6 2 2 0

TOTALS 50 12 9 4 4 0 20 20 13 [ 0
PERCENTS 100.0%] 13.3% | 10.0% { 44% | 44% ]| 00% | 22.2% [ 22.2% | 14.4% | 8.9% | 0.0%




Workforce Analysis
As of June, 20.06

Employee Headcount
Department: City Attorney

Total Men Women
Job Category Job Titles Comp White | Black | Asian | Hisp | AlI/AN | White | Black | Asian j Hisp | AlIFAN
Officials/Administrators Legal Admin Assistant, Supervising 05 1 [] [4] 4] 0 0 0 1 [ 0 [1]
Legal Support Supervisor 05 1 [1] [] [} [] 0 ['] 0 1 [1] [)
Deputy City Attamey V 07 7 2 [ 1 0 0 3 0 0 1 [1]
Information System Administrator 07 1 1 [ [4] 0 0 1] 0 0 [1] [i]
{Manager, Agency Administrative 07 1 1 ) ] 0 0 0 0 0 "] []
Manager, Legal Admin Services 07 1 [1] 0 0 [4] 0 0 0 1] 1 0
City Attomey 03 1 1 0 0 Q 0 0 [} 0 [ 0
City Attomey, Assistant 08 2 [1] 1 0 Q 0 1] 1 0 0 0
[Cficials/Administratars Total 15 5 1 1 o 0 3 F] 1 2 0
Professionals Microcomputer Systems Specialist i 03 1 1 0 0 Q 0 0 0 0 0 0
Accountant Il 04 1 0 0 1 [1] 0 0 0 [1] [1] 1]
Exempt Limiled Duration Emgloyee 04 3 1 0 0 [V] 0 2 [] 1] [] [1]
Temp Contract Sves Employee, PT [] 1 0 0 0 1 [1] 0 Y 1] [1] 0
Claims Investigator || 05 2 0 0 0 1] 0 1 1 0 0 0
Claims Investigator 111 05 1 0 0 0 Q 0 0 0 [1] 1 [1]
Legal Communications Officer 05 1 0 0 [1] [Y] 0 1 0 a [1] 0
Open Govemment Coordinator 05 1 0 0 0 L] 0 0 1 0 [ 0
Deputy City Atorney I, PPT 06 1 0 0 0 0 0 1 0 0 0 0
Deputy City Atlorney i 07 1 0 0 0 [i] 0 0 [ 1 [ [1]
Deputy City Attorney ill 07 12 1 1 1 0 0 2 4 3 0 0
Deputy City Attomey 1V 07 12 5 1 1 [ 0 2 0 1 1 0
Deputy City Attomey IV, PPT 07 1 0 0 0 [i] 0 0 0 1 Q 0
Special Counsel 08 0 0 0 Q 0 0 1 0 0 1]
|Professionals 1otal 39 B 2 3 2 0 9 7 [ 2 0
Administrative Suppart Public Senvice Representative 03 3 0 0 0 [] 0 0 3 0 0 ']
Receptionist to the City Attomey 03 1 0 0 0 [1] 0 Q 1 [1] [1] [1]
Exec Asst to Asst City Attomey 04 2 0 [1] 0 1] 0 0 1 1 0 0
Legal Administrative Assistant 04 11 0 0 0 [1] 0 3 5 2 1 1]
Paralegal 04 7 0 1 0 0 0 2 3 1] 1 []
Exec Asst to City Attomey 05 1 0 0 0 '] 0 0 1 0 0 0
Administrative Support Tatal 25 0 1 0 [1] 0 5 14 3 2 0
TOTALS 79 13 4 4 2 0 17 23 10 6 0
PERCENTS 100.0%4 16.5% | 5.1% | 5.1% | 2.5% | 0.0% | 21.5% | 29.1% ] 12.7% | 7.6% | 0.0%




Department: City Auditor

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women
Job Category Job Titles Comp White | Black | Asian | Hisp | AIVAN| White | Black | Asian | Hisp | Al/AN
[Officials/Administrators City Auditor 08 1 1 0 0 [ [¥] ] [ 1] ['] 0
Officials/Administrators Total 1 1 0 0 0 0 [ 0 [1] 0 0
Professionals Deputy Cay Auditor [ 03 1 [4] 0 1 0 0 [4] [1] 0 [+] 0
Chief Deputy, City Auditor 06 1 [} ] [] a [1] [4] 1 0 [+] 0
Professionals Total 2 ¢ 0 1 0 [} [ 1 0 0 0
Administirative Support Student Trainee, PT 02 2 [1] 0 [¥] 1 0 ] 1 0 [¥] 0
Exec Asst to the City Auditor 04 1 [ 0 0 0 0 1] 1 0 ] 0
Administrative Suppart Total 3 [4] 0 0 1 [ [1] 2 0 [4] 0
TOTALS & 1 0 1 1 0 4] 3 0 0 0
PERCENTS 100.0% | 16.7% | 0.0% | 16,7% | 16.7%] 0.0% | 0.0% {S0.0% | 0.0% ] 0.0% | 6.0%




Workforce Analysis
As of June, 2006

Employee Headcount
Department: City Clerk

Total Men Women
Job Category Job Titles Comp White | Black | Asian | Hisp | AV¥AN| White | Black | Asian] Hisp | Al/AN
[Officials/Administrators City Clerk, Assistant 06 1 0 0 0 ] a 0 1 7 ] 0
City Clerk 07 1 0 1 0 0 0 0 0 0 1] 0
Officials/Administrators Total 2 0 1 0 0 0 0 1 0 ] 0
Professionals Accountant |1 04 1 1] [1] 0 0 0 0 [1] 1 [1] a
Administrative Analyst | 04 1 1 0 0 0 0 0 [ 0 [i] 0
Exempt Limited Duration Employee 04 1 1 0 0 1] 0 0 [] 1] [i] 0
Professionals Totat 3 2 [i] 0 [i] 0 0 [{] 1 [} [4]
Administrative Supporl Administrative Assistant | a3 1 0 [i] 0 ['] 0 0 1 1] [} [1]
Public Service Representative 03 1 0 0 0 0 0 0 1 1] [1] i)
Exsculive Assistant D4 1 0 0 0 ] 0 0 1 0 [} 0
Administrative Support Total 3 4] [*] 0 0 .0 [i] 3 0 0 0
TOTALS : 8 2 1 0 0 0 0 4 1 0 0
PERCENTS 100.0%] 25.0% | 12.5% | 0.0% J0.0% | 0.0% | 0.0% [ 50.0% ] 12.5% § 0.0% | 0.0%




Department: City Council

Workforce Analysis
As of June, 2006

Employee Headcount

Job Category Comp White
[Officials/Administrators Councit Member 04 ] 0 1 1 1 0 3 1 1 [1] 0
Project Manager Il a7 1 [1] [1] 1 [1] [1] [1] [1] 0 [i] 0
Dfficizls/Adminisiralors Total 9 0 1 2 1 0 3 1 1 0 0
Professionals City Coundil PSE-51 04 12 1 1 2 [1] 0 2 2 1 3 [1]
Public Service Employee 51 04 1 0 0 0 0 0 1 0 0 o] 0
City Councilmember's Assistant 05 5 3 1 0 0 0 0 0 [] 1 []
Senior Council Poficy Analyst 05 1 0 0 0 0 0 [1] 0 0 1 0
Professionals Total 4 2 2 i} 0 3 2 1 5 []
Adrminisirative Support City Council PSE 14 03 0 [1] 1] 0 0 1 2 [+ 2 [
City Council PSE 14, PPT 03 1 0 0 [4] 0 2 0 1 1 [+
City Council PSE 14, PT 03 0 0 0 [ 0 1] 2 ['] 0 0
Administrative Support Total 1 [\] 1] [ [1] 3 4 1 K] [1]
TOTALS 5 3 4 1 0 9 7 3 8 [1]
PERCENTS 7.5% | 10.0 2.5% ] 0.0% 7.5% |20.0 0.0%




Department: Community & Economic Development Agency

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women

| Job Category Job Titles Comp White | Black | Asian | Hisp | AI/AN | White | Black | Asian ] Hisp | AI/AN
Officials/Administrators Construction Inspection Supv {Office} 05 1 1 0 0 Q [ [1] 0 0 0 [}]
Employment Services Supervisor 05 1 0 [1] [1] ['] [1] 0 g [1] 1 1]
Morigage Loan Supervisor 05 1 [i] 1] 0 0 0 0 1 0 [4] 0
Administrative Services Manager | 06 2 1 0 0 0 0 0 1 0 [4] 0
Hearing Otficer 06 1 1 0 0 0 0 0 0 0 [} 0
Housing Develepment Coordinator |V 06 2 1 0 0 [i] 0 1 0 [7] [ 0
Loan Servicing Administrator — 06 2 [)] [1] 1 [ 0 0 1 0 [ [1]
Monitoring & Evaluation Supervisor 06 1 [1] 0 0 [)] 0 0 1 0 [] 1]
Planner IV 06 6 1 [] 0 1 0 3 1 0 o) 0
Planner IV, Design Review 06 1 1 0 0 0 0 [1] [1] 1] []] [1]
Principal Inspection Supv 06 4 3 1 0 Q 0 0 0 [i] [ 0
Real Estate Agent, Supervising 06 1 1 1] [1] 0 0 0 0 ['] [ [
Urban Economic Analyst IV, Projects 06 4 2 [1] 1] (] 0 1 0 4] 1 1]
Urban Economic Ceordinator 06 3 2 0 1] 0 [1] 0 [1] 0 1 [1]
Administrative Services Managesr || ot 2 ] 0 0 Q 0 0 2 0 [1] 1]
Community Housing Services Manager o7 1 [i] Q Q 0 0 0 1 [1] [ 0
Deputy Director, Housing [ 1 1 0 [#] [i] 0 Q 0 [1] a [4]
Deputy Direcloriﬁuilding Official a7 1 1 0 0 0 0 0 0 0 [ 0
Deputy Director/City Planner o7 1 [i] 1 0 "] 0 0 0 0 Q [1]
DevelopmenuRedevelngent Pgrm MGR o7 [ 2 1 0 1 0 1 1 [ a a
Engineer, Civil Supv (Office) 07 3 1 0 2 [1] 0 1] 0 0 0 0
rManager, Agency Administrative 07 1 1] 0 Q [] 0 0 0 1 0 0
Manager, Inspection Services 07 1 0 0 [1] [1] 0 0 1 Q [1] 0
Manager, Real Estate Services o7 1 1 a 0 h] 0 Q 0 0 1] 1]
Manager, Zoning 07 1 1 ] [i] 0 0 0 [1] 0 0 0
Project Manager o7 2 1 0 [} '] 0 1 0 0 0 [']
Project Manager I 07 1 1 a 1] ] 0 1] 0 0 [1] [3]
Director of Development 08 1 0 4 1] 0 0 1 0 0 0 0
| Director of Re&Econamic Development 08 1 1 1] 0 0 0 0 0 0 0 0
Officiats/Administrators Total 54 24 3 3 2 1] ] 10 1 3 0
Professionals. Engineering Intem, PT 02 2 D 1 0 1 0 0 0 0 [ 0
Planning Intern, PT 02 5 1 0 2 0 [1] 1 [1] 0 1 0
Accountant | 03 Z 0 1 0 o D 1 0 0 0 0
Planner | 03 3 [4] 1 0 1 0 1 0 0 0 [1]
Program Analyst | 03 1 3] 0 1 0 0 0 1] Q [1] 0
Utban Economic Anatyst | 03 q 0 0 [0 [0 0 0 [ F 1 0
Lrban Economic Analyst Il, PPT 03 1 1 0 [+] [1] [+] V] [1] 0 [1] 0
Administrative Analyst | 04 2 0 0 ] 1] ] 0 1 1 [1] 0
Administrative Anabyst || 04 3 ["] 1 1 [1] 0 ['] 1 [1] [] 0
Exemgpt Limited Duration Employee 123 2 1 0 1] [ 0 0 1] 1 1] 0
Home Management Counselor IIl 04 1 0 0 ] 0 ] 0 1] [1] 1 [
Loan Servicing Specialist 04 2 0 1 [*] 1] ] ['] 0 ] 0 1
IMicrocomputer Syslems Specialist || 04 3 1 0 1 [] 0 ['] 1 0 [1] [4]
Plannet Il 04 5 2 1 ] 1 0 1 0 d 1] 0
Planner Il, Design Review 04 1 1] 0 1 [1] [1] [ 1] 1] [1] [1]
Pracess Coordinator Il 04 4 ] 1 2 [1] [ [1] 1 [ 1] [1)
Program Analyst 04 5 2 0 0 [1] 0 1 2 1] 0 0
Rehabilitation Advisor N1l ] 3 1 2 0 0 0 D 0 0 0 [0
Tax Enforcement Officier |1 04 1 0 [1] [1] 1 1] 0 0 [ 0 [
Urban Economic Analtyst Il 04 1 0 0 [V] [4] [ (1] 0 [}] 1] 1
Temp Contract Svcs Employee, PT 04 [ 2 2 1 0 0 1 0 [1] 1] 0
Accouniant {11 05 1 1] [1] [ [] [*] [}] 0 1 4] [
[Engineer, Assistant Il (Office) [ [ 0 0 3 0 0 [ 0 1 0 0
|Housing Devetopmen! Coordinator Il 05 5 1 0 0 [1] 0 3 0 1 [1] 0




Workforce Analysis
As of June, 2006

Employee Headcount
Department: Community & Economic Development Agency

Tolat Men Wamen

[e]
Job Category Job Titles Comp White | Black | Asian | Hisp | AlJAN] White | Black | Asian | Hisp { AIAN
Management Assistant 05 9 0 1 0 0 [1] 2 6 0 [] [+]
Mayor's PSE 51 05 1 1 0 0 0 [ 0 0 0 [] [€]
Planner Sl 05 10 4 1 1 0 [4 4 0 [1] [i] [&
Planner lll, Historic Preservation 05 1 0 0 0 1] ] 1 a 0 0 [£]
Process Coordmator Il 05 2 0 1 1 0 ] o 0 0 0 0
Program Analyst Il 05 2 2 [ 0 0 ] [ 0 0 0 [4]
Real Estate Agent 05 5 1 [ 2 0 [ 1 1 a 0 [#]
Urban Economic Anatyst |1l 05 11 1 4 0 1 [] 3 1 0 1 [
Assistant to the Director 06 i 0 1 0 0 [1] 4] 1] [ 0 [4]
Community Dev Prom Coordinator 06 3 0 [] 0 0 [) 1 2 0 0 [4]
Engineer, Civil (Office} 06 [} 2 [+] 5 0 [ [] [4] a ['] o
Systems Analyst lit 08 1 [1] [1] 0 1 [4] [4] [1] [+] [1] []
Transpanation Planner, Senior o7 1 0 [0 0 0 0 1 0 0 0 0
Professicnals Total 122 23 19 22 6 [] 22 17 7 4 2
Technicians Engingering Technician Wff-noe) 04 2 1 [+] 1 0 [ [} 0 Q 0 [
Mortgage Advisor 04 2 [1] 1 0 1] [4] [] 0 1 [¥] []
Pemit Technician il 04 2 [} [*] 0 0 [4] 1 1 0 0 []
Spedalty Combination Inspector 04 39 21 4 4 6 ] 2 0 2 0 ]
Construdiion Inspector, Sr (Office} 05 1 o 1 0 0 0 0 0 0 7] ¢
Specialty Combination Insp, Senicr 05 F 1 [1] [1] 1 - 0 o - Q 0 0 1]
Technicians Total 43 23 [ 5 7 [] 3 1 3 0 [
Administrative Support [Account Clerk [( 02 3 0 [1] 1 0 0 1 1 [1] 0 [1]
Office Assistant |l 02 12 0 0 0 0 0 0 11 0 1 0
Paymll Personnel Clerk 1| 02 1 0 0 0 ] 0 0 0 1 0 0
[Student Trainee, PT 02 E] 0 0 0 0 0 1 1 1 0 0
Account Clerk (1 03 2 0 0 0 V] 0 0 1 1 [1] 0
| Administrative Assistant | 03 13 0 1 0 [4] 0 1 11 4} 0 0
|Administrative Assistant || 03 5 0 0 0 0 0 0 5 1] [1] 0
Public Service Representative 03 5 0 [1] 0 0 0 0 4 [1] 1 0
City Council PSE 14, PPT 03 1 0 0 0 [1] [1] 0 1] 1 0 0
|Exec Asst to Agency Director 04 2 0 0 0 0 0 2 (] 0 0 0
Office Manager 04 1 0 0 0 i 0 0 1 0 0 0
Administrative Support Total 48 0 1 1 1] 0 5 35 4 2 1]
i@d Craft Rehabilitation Paint Technician 03 1 0 1 0 0 0 0 [1] 1] [1] 0
Skilled Craft Total 1 [ 1 0 0 0 0 [{] 0 0 0
Services/Maintenance ~{Storekeeper 11 03 1 0 1 0 ] i 0 ¢ 0 0 0
Services/Maintenance Total 1 0 1 0 0 0 0 [ ] [1] 0
l(EALS 274 70 31 31 15 0 38 63 i5 9 2
PERCENTS 100.0%] 25.5% { 11.3% [ 11.3% | 55% { 0.0% ] 13.9% 1 23.0%] 55% [ 3.3% | 0.7%




Department: Cultural Arts

Workforce Analysis
As of June, 2006

Employee Headcount

Taotal Men Women
| Job Category Job Titles Camp White | Black | Asian] Hisp | AI/AN | White | Black | Asian] Hisp | Al/AN
Officials/Administrators Chief Conservator 06 1 1 ¢ 0 [ 0 [1] 0 1] 4 1]
Curator of Art, Chiet 06 1 1 [1] 0 Q 0 0 0 1] [1] 0
Curator of Education, Chief 07 1 [+ [ [1] 4] 0 1 0 0 [ 0
Curator of Natural Science, Chief 07 1 1 ] 0 Q 0 [1] 0 0 [4 1]
Director of Museurn Services 07 1 ] [1] 0 ] 0 1 [1] 0 [ 1]
Manager, Museum Cperations o7 1 0 0 [ 1 [ [ L] a 0 0
Qfficials/Administrators Total 8 3 0 0 1 [{] 2 0 0 0 [}
Professionals Administrative Anatyst |l 04 1 0 0 [ 0 [+ [} 1] 1 1] [
Curator of Aquatic Biology, Assoc 04 1 1 0 0 0 [{] [ 0 [ 1] [1]
Curatar of Art, Senior 04 1 1 0 0 0 0 [ Q a [} [1]
Curator of Art, Senior, PPT 04 1 0 0 [4 1] [ [ 0 1 0 0
Curator of History, Associate 04 1 0 0 [ 0 [ 1 0 0 0 0
Curator of Histery, Senior 04 1 1 0 0 0 ] [1] 0 0 1] [1]
Curator of Photography, Associate 04 1 0 0 0 0 [} 1 0 1] 1) [1]
Exempt Limited Duration Employee 04 1 1 0 1] 0 [+] Q 0 0 1] [
Graphics Design Coondinator 04 1 Q 1 [1] 0 [4] [1] 0 0 0 0
rMuseum Docent Coondinator 04 1 0 0 o 0 Q 1 0 Q a 0
Museum Inferp Spec, Nat Sc 04 1 0 0 [{] 0 [4] 1 [)] 0 1] 0
I:Museum interpretive Spec, History 04 1 0 0 [1] 0 [+ ¢ 1 0 0 0
Museum Interpretive Spedialist, Art 04 1 0 0 1] 0 0 1 0 0 0 0
Accountant Wl 05 1 0 0 0 0 0 0 0 1 ] 0
Curator of Spedial Projects, PPT 05 1 1] 0 ['] 1] [4] 1 [] 3] 0 0
Development Specialist |t 05 1 1 0 [ 0 | O 0 0 0 [1]
Professionals Total 16 5 1 0 0 [ [ 1 3 0 0
Tachnicians Museum Curatorial Specialist 03 1 0 0 0 0 [4 1 0 0 0 0
Stagehand, PPT 03 1 ] [1] 0 1 [+] [1] 0 0 0 0
Technicians Total 2 [} [1] 0 1 [ 1 0 [1] 0 0
Protective Non-Swom |Museumn Guard, PPT 0z 1 4] 0 1] 0 1 ] 0 0 [1] 0
JMusevmn Guard, PT 02 23 [ 13 3 1 [ [1] & 0 L] 0
Museum Guard 03 10 1 3 ] 1 [ 2 3 0 0 [1]
Museum Security Guard IV 04 1 [1) 1 0 0 [} Q [1] 0 0 0
Protective Non-Swom Total a5 1 17 3 2 1 2 E] 0 1] 0
Administrative Support Preparator 03 3 2 0 0 0 [1] 1 0 0 0 0
Preparator, PPT 03 1 [1] [1] 0 [1] 0 1 0 0 0 0
Registrar 04 3 [+ 1 0 0 1] 1 0 0 1 0
Administrative Suppart Total 7 2 1 Q Q [ 3 0 0 1 0
Services/Maintenance Custodian 02 2 [{] 1 0 1 0 [1] 0 0 0 0
Custodian, PPT 02 2 [4 1 0 0 0 1 [1] 0 0 0
Custadian, PT 02 13 [4] 3 2 0 [ [] 3 5 0 0
Gardener Grew Leader 03 1 [ T 0 1 [ ¢ 0 0 0 0
Gardener |l 03 3 0 3 0 [ 0 0 0 0 0 0
Services/Maintenance Tolal 21 [1] 8 2 2 0 1 3 5 0 0
TOTALS 87 11 27 5 [ 1 15 13 8 1 0
PERCENTS 100.0%] 12.6% [ 31.0%] 57% [ 6.9% | 1.1% | 17.2% | 149%] 9.2% | 1.1% | 0.0%




Department: Department of Human Services

Workforce Analysis
As of June, 2006

Emptloyee Headcount

Total Men Women
| Job Category Job Titles Comp Wi | Brack | Asian | Hisp | AMAN Y Wit | Black | Asiam ) Hisp AN
Officials/Administrators Eary Childhhood Center Direcior 03 16 0 0 [{] 0 0 0 12 3 1 0
Senior Center Director 03 4 [} 1 [+ 1 0 1 1 ] 0 0
Case Manager, Supervising 0% 2 1 0 [ 0 [] [1] 1 [4] 0 [4]
Head Start Supervisar 05 2 a 1] [ 0 [ [] 2 [4 [1] [
|Senior Services Supervisar 05 3 1 0 0 0 [0 1 1 @ 0 0
|Administrative Services Manager | 07 3 0 0 1 0 [1] 1 1 [1] [1] [1]
Community Housing Services Manager 07 1 0 0 [} 0 a [ 1 Q [7] ¢
[Manager, Senior Senvices o7 1 a 1] [(] 0 [] [}] 1 [] 0 [}
JManager, Youth Services 07 1 [1] [1] 1] 0 0 1] 1 [1] 0 1]
Director of Human Services 08 1 0 [1] 1) 0 [ 1 [i] [1] 0 [
mcﬂsﬂ\dmiﬂislmtom Total 34 2 1 1 1 [1] 4 21 3 1 Y]
Professionals Eary Childhood tnstructor 02 67 0 1 2 0 [ 4 22 27 11 0
- Famity Advocate 02 15 1 2 a 0 0 0 8 0 4 0
Accountant § 03 1 Q 1] 0 0 0 [1] 0 1 0 0
Case Manager | 03 2 1 0 0 0 a 0 0 0 1 1]
Headstart Program Coordinator 03 ] [4] 1] [1] 0 0 [{] 7 2 0 0
Info & Referrat Speciaist, PPT 03 1 0 0 0 0 0 0 1 0 0 1
Program Anatyst | 03 5 [1] 0 [1] 1] [1] 2 [1] 3 ] 0
Program Anatyst |, PT 03 2 Q Q [1] 0 0 0 1 1 1] 0
Accountant 04 3 0 0 0 0 0 0 0 3 [ 0
Administralive Analyst Il 04 1 0 0 0 0 0 0 1] 0 1 0
Case Manager || 04 8 Q 0 0 [1] 0 3 3 1 1 0
Child Education Coordinator 04 1 7] 0 0 [1] 0 0 1 [¢] [] 0
Exempt Limited Duration Employee 04 6 2 1] 0 1] 0 1 2 0 1 0
Head Start Nutrition Coordinator 04 1 0 0 0 0 0 0 [1] 1 [] 0
Nurse Case Manager 04 3 1] 0 [1] ['] 0 1 0 2 [ 0
Program Analyst || 04 4 1 [1] 0 1] 0 0 2 1 [1] 0
{Program Analyst ill, PPT 04 1 [1] [1] [{] [1] { 1 a [4] ] [1]
Senior Employment Coordinator 04 1 0 1 1] 0 0 0 0 [1] g [
Temp Contract Svcs Empioyee, PT 04 34 1 4 1 1 0 1 13 2 t1 [1]
Accountant |1 05 1 3] 0 [i] 0 [Y] [ 0 1 0 ]
Health & Human Sves Prgm Planner 05 3 [4] 0 1] 0 0 1 1 1 [1] [
Housing Development Coondinater [l 05 2 3] 1 ] 0 0 0 1 [} 0 4]
|Eenior Services Administrator 07 1 ] 0 D 0 0 1 0 0 0 0
Professionals Total 172 [] 9 3 1 0 15 &2 46 30 [}
Administrative Support Senior Aide, PT 01 131 16 19 11 3 [ 15 47 13 4 3
Food Program Maonitor, PT 02 10 0 1 [ 0 [ [1] 9 [i] 0 0
Oftice Assistant Il 02 3 0 [} 0 ] 0 1 3 0 0 0
Qutreach Worker, PT 02 4 1 [}] 0 [4] 0 1 2 1] 1] [1]
Payrott Personnel Clerk Il 02 1 [¢] [4] [1] [] 0 [1] 1 0 0 Q
Student Traineg, PT 02 32 0 5 2 1 0 0 7 4 13 0
Administrative Assistant | 03 7 [¢] [ 0 [+] 0 1 5 1 0 [}
[Adminisirative Assistant Il 03 E] [¢] [}] 0 [4] 0 0 2 3 0 0
Head Start Facilities Coerdinator 03 1 [£] t 0 [+ 0 1] 0 [1] 0 1]
Payroll Personnel Clerk Il 03 1 0 0 [] 0 4] [] 1 0 1] 0
Public Service Employee 14, PT 03 1 0 1 [) 0 [} 0 0 0 [] 0
Senior Senvices Prgm Assistant 03 2 [{] 0 [] 0 [1] a 2 0 [4] 0
Senior Services Prgm Assistant, PPT 03 1 0 0 [ 0 a 1 0 0 [] [1]
Executive Assistant - 04 1 0 0 [1] 0 [ [1] 1 0 [4] 0
COutreach Developer, Ppt 04 1 1 0 [] 0 [] 0 [] 0 [{] 0
Administrative Support Total 202 18 27 13 4 1] 19 B0 21 17 3
Services/Maintenance Custodian 02 5 o 3 a 1 0 0 0 [4] 1 [1]
Custedian, PT 02 18 1 13 0 2 0 0 0 [ 1] 1)
Food Program Oriver, PT 02 12 0 10 0 0 1] 0 1 [1] 1 []




Workforce Analysis
As of June, 2006

Employee Headcount
Department: Department of Human Services

Total Men Women

Job Category Job Titles Comp White | Black | Asian | Hisp | AVAN | White | Black | Asian | Hisp | AVAN
Food Service Worker 02 7 ] 0 0 0 0 1 B 0 0 0
Cook [l 03 1 [ 1] 0 1] 0 0 1 0 0 0
Head Start Driver Courier 03 4 [i] 2 1 [1] 0 0 1 0 1] [1]
Services/Maintenance Total 45 1 28 1 3 0 1 [ 0 2 0
TOTALS 453 27 65 18 9 1] 39 172 70 50 3
PERCENTS 100.0%] 6.0% 1 14.3% } 4.0% | 2.0% | 0.0% | 86% |38.0%] 15.5% | 11.0%] 0.7%




Department: Finance and Management Agency

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women
| Job Category Job Titles Comp White | Black | Asian ]| Hisp | AVAN | White | Black | Asian ] Hisp | AVAN
Officials/Administrators Parking Enforcement Supervisor | 03 3

Parking Meter Collector Supervisor 04 1
Pubtic Works Supenasor | 04 0
Reproduction Offset Superisor 04 1
Reprograhpic Shop Supervisor 04 [1]
Human Resource Oper Supervisor 05 1
Parking Enforcement Supervisor | 05 [4]
Revenue Aud'ﬁ_Supewisor 05 1]
Revenue Collections Supervisor 05 1
Revenue Operations Supervisor 05 2
Telecommunications Supervisor 05 1]
Human Resource Analyst, Principal 06 2
Purchasing Supervisor 06 [1]
Administrative Services Manager || o7 1
Contreller 07 0
Controller, Assistani 07 0
Financial Analyst, Principat 07 1
Human Res Analyst, Sr Supervising 07 0
Information Systems Supervsor 07 0
Manager, Human Resources 07 1
Manager, Revenue 07 1
|Manager, Treasury 07 i
Project Manager 07 [1]
Project Manager il 07 0
Project Manager ] 07 1
Agency Director, Admin Services 08 0
Agency Director, Finance & Mgmt 08 a
Assistant City Administrator 08 1
| City Administrator o)) 1
Director of Finance 08 [}
Director of Personnel Res Mgmt 08 0

Officials/Administraters Fotal

-
w

Professionals

Accountant [

Deputy City Auditor i

Human Resource Analyst, Assistant

TMicrocompuler Systems Spedialist |

ISystems Analyst |

Accountant 1

Administrative Analyst |l

Benefits Anatyst

|Buyer

Deputy City Auditor 1l

Exempt Limited Duration Employee

Human Resource Analyst (CONF)

Microcemputer Systems Speciatist ||

Safety & Loss Control $peciatist

Tax Auditor 1

Tax Enforcement Officier ||

Termp Contract Svcs Employee, PT

Accountant 11

Disabilifty Benefits Coordinator

Employee Assist Counselor

Employee Fleet & Safety Coordinator

Human Resource Analyst, Senior
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Department: Finance and Management Agency

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women
Job Category Job Titles Comp White | Black { Asian | Hisp | AIFAN] White | Black | Asian | Hisp | AYAN

IManagement Assistant [ 1 Q Q 0 Q 1] [1] 1 4] 1] [1]

|Microoomputer Systems Spec ! PFT o5 i [ ] [ & g ] ] i [ [

Retiremant Systems Accountant 05 1 0 1 [1] 0 0 1] 0 1] 0 [1]

Revenue Analyst 05 2 1 0 0 [4] [1] [\ 0 1 0 0

Treasury Analyst 05 2 0 0 0 [ 0 [1] 2 4] 1] 0

Database Analyst Ili 06 1 0 0 0 ] 0 [ 1 0 0 0

Deputy City Auditor |1l 06 1 0 ] 0 0 0 [{] 1 [ 0 [1]

Financial Analyst 06 1 [1] 1 0 0 0 [1] 0 [1] 0 0

Human Res Systems Analyst, Senior 06 3 0 1] 0 1] 0 2 1 [i] 1] 0

rMil:moompuler Systems Spec II1 06 8 1 1 0 0 0 1 1 [1] 1 0

Programmer Analyst lll, PPT 06 1 1 0 0 [ 0 [] 0 [} 0 0

I§palia| Data Anatystili 06 3 2 1 0 0 0 [{] 0 [ 0 0

Systems Accountant Il 06 1 1 0 0 0 0 1 0 0 0 0

Systems Analyst |l 06 [ 1 1 2 0 0 1 1 0 0 0

Systems Programmer |11 06 4 0 2 0 ] D 1 1 0 0 0

Telecommunication Systems Engineer 06 2 2 0 [ 0 0 0 [{] 0 0 0

Dalabase Administrator . a7 2 [1] 1 1 1] 1] [ [ [ ] o

Empleyee Assist Sves Coordinator o7 1 0 [1] 1] 0 0 0 [i] 1 0 [1]

Network Architect o7 2 0 1 1 0 0 0 o 1] 0- 0

Professionals Total 114 16 20 16 3 0 14 28 14 3 0
Technicians Human Res Operations Technician 03 1 0 [ 0 0 0 0 4] 1 0 0
Benefils Representative 04 2 1] 0 0 [1] 0 0 1 0 1 [1]

Benefits Representative, PPT 04 1 [1] [ 0 0 0 0 1 [4] 0 [

Collections Ofhcer 04 7 0 ) 0 1 0 [} 4 0 0 7]

Electronics Technician 04 4 3 [} 0 0 Q 0 [4] 0 1 0

Human Res Qperations Tech, Senior 04 2 0 [ 0 [} [1] 0 2 [1] 0 0

Tax Representative Il 04 8 0 [ 2 1 1] 1 [] 2 2 [*]

Payroll Contrgl Specialist 05 1 0 [] 0 Q 0 0 t 0 0 [+]

Technicians Total 26 3 2 2 2 o 1 9 3 4 []
Protective Non-Swam Parking Control Technician 03 23 2 [3 1 1 0 1 10 1] 2 0
Parking Control Technician, PPT 03 [ 0 2 0 [ 4] 0 2 1 1 [i]

Parking Control Technician, PT 03 40 1 16 2 3 1] 0 16 1 1 [4]

Protective Non-Swom  Total 69 3 24 3 4 0 1 28 2 4 [+]
Adminisirative Suppart Account Clerk Il 02 1 0 ] 0 1] 0 0 ) 1 0 ]
Office Assistant Il 02 4 0 4] 1] [ 0 0 4 1] 0 0

Office Assistant ll, PT 02 1 0 [] 0 [] 1] 0 4] 1 0 [4]

Paytoll Personnel Clerk 1) G2 1 1] [ ] [1] 7] [7] 1 [1] [ []

Receptionist 02 2 [+] 1 0 1] [1] 1 0 0 ] 0

Student Trainee, PT [F 5 [+] 2 0 1] [1] [ 3 0 0 0

Account Clerk 11 03 1 1 [i] 0 0 [1] 1] 0 0 0 0

Accounting Technician 03 5 4] 1 1 1 [1] [+] 2 0 [Y] 0

Administrative Assistant { [%] 2 Q 0 0 [i] [ [}] 2 0 0 0

Administrative Assistant |\ 03 2 ] 0 Q 0 [] 1 1 1 0 [\

Cashier 03 1 0 [ 0 [ 0 0 1 0 0 [{]

Data Eniry Cperator, Senior 03 1 0 0 0 0 0 0 1 0 0 [

Human Resource Clerk 03 4 0 0 1] [{] 0 1 1 F 0 [+]

Human Resource Technician 03 8 0 1 0 0 [ 2 3 2 1] 0

Operations Support Specialist 03 4 0 1 2 0 [¢] 1 0 0 0 1]

Public Service Representative 03 18 0 1 2 0 0 2 7 1 5 0

Revenue Assistant 03 7 0 1 1 [¢] [ [ 3 1 1 0

Exec Asstto Agency Director 04 1 ['] [1] Q 0 [1] [1] 1 ] 0 0

Executive Assistant 04 2 0 0 [1] 0 0 0 0 1) 2 0

Administrative Support Total 71 1 8 [ 1 [] [] 0 9 8 0
Skilled Craft Repruduction Offset Operator 03 1 0 1 [ 0 0 0 0 1) 0 0




Workforce Analysis
As of June, 2006

Employee Headcount
Department: Finance and Management Agency

Total Men Women
Job Category Job Titles Comp White | Black | Asian | Hisp { AI/AN| White | Black | Asian | Hisp | AIFAN
Telecommunications Electrician, Sr 05 1 0 0 0 1 0 0 0 0 0 0
Telephone Services Specialist 05 5 1 3 0 0 Q 1 1] 0 7] 0
Skilled Craft Totat 7 1 4 0 1 [1] 1 [§] 0 4] 0
Services/Maintenance Parking Meter Collector 02 9 0 4 0 4 Q 1 0 0 0 0
Reproduction Assistant 02 2 0 [¥] 0 0 [1] 0 2 0 0 0
Parking Meter Repair Worker 03 9 2 5 1 0 [ 0 0 0 1 0
Storekeeper 03 7 1 3 1] 0 [ 1 2 0 0 0
Storekeeper Il 03 2 0 0 0 0 [} 0 2 0 ['] 0
Sendces/Maintenance Total 29 3 12 1 4 [1] 2 [ 0 1 0
TOTALS 374 33 82 33 17 1] 36 120 30 23 0
PERCENTS 100.0%)] 8.8% | 21.9% | BE% | 45% ] 0.0% | 96% | 32.1% | 8.0% | 6.1% | 0.0%




Department: Fire Department

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women
Job Category Job Titles Comp White | Black | Asian | Hisp | AIVAN | White | Black | Asian ] Hisp | AIJAN
Officials/Administrators Fire Personnel Operations Spec 05 1 [ 1] [ 1] [ [i] i [ [1] [
Adminisirative Services Manager | 2 1 0 0 ] 0 0 [¢] 1 0 [1]
Fire Communications Supervisor 08 1 0 0 0 0 0 0 1 0 0 0
Assistant Fire Marshal-Non Swom 07 1 0 1 0 1] 0 [1] [+ 0 '] 0
Battalion Chief 07 11 5 3 0 1 0 2 0 0 0 0
[Fire Division Manager 07 3 0 0 0 1] 0 1 0 1 1 0
|Agency Directar, Fire Services 08 1 0 1 [1] Q 0 0 [2] 0 0 Q
Deputy Chief of Fire Depariment 08 2 1 1 0 ['] 0 0 [] 0 0 0
Officials’Administrators Tatal 22 7 6 0 1 0 ] 2 2 1 0
Professionals [Microcomputer Systems Specialist I 03 1 [1] 1 0 [i] [1] 0 [ 0 [} 0
[Administrative Anatyst | 04 1 0 0 0 0 0 1 0 0 0 0
Emergency Medical Srves Instructor, PT 04 5 3 1 1 1] 0 0 [}] 0 0 0
Emergency Planning Coordinator 04 4 Q 0 [1] 1] 0 2 1 1 [1] [§]
Temp Contract Sucs Employee, PT 04 § 2 a 0 [1] 0 1 2 1 0 0
Fire Safety Education Coordinator 05 1 0 0 0 [] 0 0 ] 0 1 0
rManagement Assistant 05 2 [i] 1 0 [ 0 0 [V] (] 1 0
Assistant to the Director 06 1 [ 0 0 0 0 0 1 0 0 0
Emer Medical Srvcs Coordinator 06 2 1 0 0 1 0 0 0 0 0 0
Captain of Fire Depariment 07 50 19 19 2 6 0 3 1 0 0 0
Lieutenant of Fire Department 07 58 22 20 5 B [i] 1] F [ 1 0
Professionals Total 131 47 42 8 15 0 7 7 3 2 0
Technicians [Fire Equipment Techmician 03 2 [ 0 1 1 0 0 0 0 0 0
Fire Communications Dispatcher 04 15 [} 2 Q 0 0 4 [ 1 0 [1]
Fire Communications Dispatcher, Sr 05 3 [4] 0 [+] 0 0 1 1 1 [1] 0
Technicians Tolaf 20 [1] 2 1 1 0 3 9 2 [l [1]
Protective Swom Engineer of Fire Department 06 70 18 28 10 E] 0 4 1 0 0 0
Fire Fighter 06 168 67 34 18 &1 3 8 7 0 1 [1]
Fire Fighler Paramedic 06 78 37 12 8 9 2 5 0 3 2 0
Fire Fighter/Fire Boat Engineer o7 1 1 [1] 0 0 4] 0 0 [1] 0 0 -
Fire FighterfFire Boat Operalor 07 2 1 1 0 [4] 0 0 1] [1] 0 1]
Fire Investigator Q7 3 0 1 [1] [i] 0 1 1 0 1] [
Fire Marshall, Assistant o7 1 0 t 0 [ [1] [i] 0 [1] 0 0
Protective Swom Total 324 124 77 38 49 5 18 9 3 3 0
Protective Non-Swom Fire Suppression District Inspector 03 [ 2 3 0 [1] 0 0 1 0 0 0
Fire Pravent Bureau Inspect, Civil 04 5 0 [)] 0 1 0 2 2 [] 0 1]
Hazardous Materials Inspector i 04 3 1 1 0 1 0 1] 0 0 0 1]
Fire Prolection Engineer 05 1 0 [4] 0 1 0 0 0 0 0 0
Protective Non-Swom Total 15 3 4 0 3 0 2 3 1] 0 ']
Administrative Support Qffice Assistant [i 02 1 0 '] 0 7] 0 0 1 [} a 0
Payroll Personnel Clerk Il 02 1 0 [i] 0 ['] 0 1] 1 1] 0 0
Student Trainee, PT 02 3 0 2 0 Q [1] 0 1 0 0 1]
Accounting Technician 03 1 0 0 0 0 1] 0 1 0 0 1]
Administrative Assistant | 03 4 Q 1] 0 [}] 0 1] 3 0 1 1)
Administrative Assistant Il 03 4 0 0 0 [1] 0 1 2 1 0 1]
Data Eniry Operator, Senior 03 2 0 1 0 1] [1] 0 1 0 0 0
Exec Asstto Agency Director 04 [ 0 1] 0 0 0 1 0 1] [ 1]
Exec Assl to the City Auditor 04 1 1] 1 0 0 0 0 [1] 5] ] 1]
Office Manager [ i 0 0 1 0 ] 0 7 0 0 0
Administrative Support Total 19 0 4 0 0 0 2 1 1 1 0
Skilted Craft Heavy Equipment Operator 04 1 0 1 0 0 0 [1] 0 1] 0 [1]
Skilled Craft Totat 1 0 1 0 0 a 0 0 [§] 0 0
TOTALS 532 181 136 45 €9 5 37 41 11 7 0
PERCENTS 100.0% ] 34.0% | 25.6% | 8.5% [13.0%] 0.9% | 70% | 7.7% | 2.1% | 1.3% | 0.0%




Department: Library

Workfarce Analysis

As of June, 2008

Employee Headcount

Total Men Women
- Job Category Job Titles Comp White | Black | Asian | Hisp | Al/AN | White | Black | Asian| Hisp | AVAN
Officials/Administrators Librarian, Supervising 05 7 2 0 [ 0 [] 2 1 2 [G 1]
Curator of History, Chief 06 1 [ 1 0 0 [1] 0 0 0 [} [1]
Librarian, Supervising PPT 06 1 a [] [ [1] [ [ 1] 1 a Q
Administratrve Services Manager I 07 1 0 0 0 1 [1] 1] ['] [¥] a [
Deputy Direclor, Housing o7 1 0 0 0 1 0 0 0 0 ] 0
Librariar, Administrative 07 1 1] 0 0 ] 0 0 1 0 0 0
Director of Library Services 08 1 0 1] 0 0 [1] 0 0 0 1 1]
Officials/Administratars Total 13 2 1 0 2 0 2 2 3 1 0
Professionals Librarian i, PT 03 38 2 [i] 1 [ 0 3t 2 2 [} [
Literacy Assistant 03 1 0 [} 0 [*] 0 1 0 [} 0 0
Literacy Assistant, PT 03 2 0 0 0 [ 0 2 [4] 0 [1] 0
Microcomputer Systems Spedialist | 03 1 1 g 0 0 0 0 [ [1] 0 0
lAccountant H 04 1 0 0 0 ['] 0 0 [ 1 0 0
Librarian | 04 21, 2 [1] 0 1 0 11 2 4 1 0
Librarian Il 04 30 5 [1] 2 0 0 16 5 2 0 0
Librarian 11, PPT 04 3 0 0 0 (Y] 0 2 0 1 [1] 0
Librarian 11, PT 04 8 1 0 0 0 0 4 2 1 0 0
Librerian, Senior, PT 04 5 2 [ 0 0 0 2 0 1 0 Q
Literacy Assistant, Senior 04 2 1 0 0 0 0 0 1 0 0 0
Microcomputer Systems Spedialist 1| 04 1 0 0 1] 0 0 1 0 0 0 0
Museurn Project Coordinator 04 1 1] 0 [} 0 0 0 0 0 1 0
Temp Contract Svcs Employee, PT 04 1 0 0 0 [)] 0 1 [7] 0 ] []
Libratian, Senier 05 E) 0 0 0 1 0 5 1 1 1 0
[Management Assistant 05 2 0 0 [1] ['] 0 1 [ 0 0 [1]
Professionals Total 126 14 [{] 3 2 0 77 14 13 3 0
|Administrative Support [Account Clerk | 02 1 0 0 1 0 0 0 0 Q 0 0
Library Aide 02 9 1 2 0 [Y] 0 2 1 1 2 0
Library Aide, PPT 02 17 3 3 2 1 0 2 1 1 4 0
Library Aide, PT 02 124 18 11 14 15 0 17 18 21 E] 1
Office Assistant | 02 1 0 1 0 0 0 0 [ 0 1] 0
Office Assistant |, PPT 02 1 0 [1] 0 0 0 0 1 0 0 0
Oﬁce Assistant |1 02 [ 0 0 0 0 0 0 4 1 1 0
Cffice Assistant I, PT 02 [ 0 0 0 0 0 0 t 0 [i] 0
Payroll Personnel Clerk 1l 02 2 0 0 0 0 0 0 2 0 0 0
Student Trainee, PT 02 7 0 [ 0 [1] [1] 0 2 3 1 [']
Account Clerk Ili 03 1 0 0 0 0 0 0 0 0 1 0
Library Assistant 03 30 3 7 2 1 0 ] 1 6 4 0
Library Assistant, PT 03 63 7 [+ 5 2 [+] 19 12 10 7 1
Library Asst, PPT 03 9 1 2 1 0 [ 3 1 1] 1 0
Executive Assistant 04 1 0 [1] 0 [1] [ 0 0 [i] 1 [1]
Library Assistant, Senior 04 8 3 2 1 0 0 1] 1 1 0 []
Dffice Manager 04 1 0 0 [1] 0 [ ] 0 1 0 1]
Adminisirative Suppart Total 282 35 29 26 19 0 49 45 45 31 2
Services/Maintenance Custodian 02 1 0 0 0 0 0 0 1 Q Q 0
Services/Maintenance Total 1 0 [+] 0 ] 0 ] 1 1] 0 0
TOTALS 422 52 30 29 23 0 128 62 51 35 2
PERCENTS 100.0%] 12.3% | 7.1% | 6.9% | 55% | 00% | 30.3% | 14.7% ] 145% | 8.3% | 0.5%




Workforce Analysis
As of June, 2008

Employee Headcount
Department: Mayor

Total Men \Wormen
Job Category Job Titles Comp White | Black | Asian | Hisp | AVAN [ White | Black | Asian | Hisp f AI/AN

Cfficials/Administrators Admin Assistant 1o the Mayor 05 1 0 0 [ 0 0 0 1 0 0 0

Mayar 07 1 1 0 G 0 0 0 0 0 0 [
Officials/Administrators Total 2 1 0 1] 0 0 0 1 0 0 0
Professionals Mayor's PSE 51 D5 5 1 0 0 1 0 1 [ 1 1 0
Professionals Total 5 1 0 [ 1 0 1 0 1 1 [}
Administrative Support Mayor's PSE 14 03 7 1 Q 1 1 ] 1 1 0 2 0
Administrative Support Total 7 1 1] 1 1 0 1 1 0 2 [
TOTALS - 14 3 0 1 2 0 2 2 1 3 0
PERCENTS 100.0%] 21.4% | 0.0% | 7.1% (14.3%] 0.0% ]| 143% [ 14.3% ] 7.1% |21.4%| 0.0%




Workforce Analysis
As of June, 2006

Employee Headcount
Department: Office of Parks and Recreation

Total Men Women
| Jab Category Job Tittes Comp White | Black | Asian | Hisp | AVAN| White | Black | Asian | Hisp | AIJAN
Cfficials/Administrators Agquatics Program Coordinatar 03 1 1 0 0 0 0 0 D [4 1] []
Naturalist, Supervising 03 1 0 0 0 0 0 0 1 1) 0 [4
Recreation Center Director 03 17 3 3 3 1] 0 2 [ [ 0 Q
Recreation Program Director 03 8 2 1 0 1 0 0 2 1 1 []
Recreation Supervisor 04 3 1 1 0 [1] [1] 0 1 [1] [4] [1]
Recreation General Supervisor a5 2 0 0 0 0 0 1 1 [ 0 [
Administrative Senvices Manager (1 07 1 0 0 0 [1] 0 1 0 1) 0 1]
Director of Recreation Services 07 1 [1] 0 0 [1] 0 0 1 [ 1] [4
Officials/Administrators Total 34 7 5 3 i 1] 4 12 1 1 7]
Professionals Recreation Specialist, PPT 02 3 0 1 0 [1] [ 1 1 1] 0 0
Recreation Spedcialist |, PT 02 69 13 11 4 2 '] 26 E] 2 2 0
Sporls Official, PT. 0z 21 0 20 0 ] ] 0 7 ] [ ]
Temporary Recreation Spec |, Sr, PT 02 1 [1] 1 1] [] 0 1] 0 [1] [1] 1]
Temporary Recreation Spedialist, PT a2 1 0 1 0 0 Q 0 0 [ 0 1]
Recreation Specialistil, PPT 03 9 1 3 0 [1] [] 3 0 1 1 0
Recreation SpecialistIl, PT 03 30 [ 10 1 2 7] 7 2 0 0 0
Cuttural Arts Specialist, PT 04 18 1 3 1] 1] 1 2 8 2 1 1]
Microcomputer Systems Speciafist 11 o4 1 '] 0 1 [ 0 [1] 0 1] 0 0
Program Analyst il 04 1 -1 [1] 0 [1] 0 0 0 0 0 [']
Program Analyst i, PPT Od 1 1 0 0 0 0 0 0 '] 0 0
Temp Contract Svcs Employee, PT 04 19 2 5 0 2 0 6 4 1] 0 0
Web Specialist 04 1 0 0 1 [ 0 0 0 0 0 0
Youth Sports Program Ceordinator 04 F ] 2 1] [1] [1] 1] 0 0 0 0
Accountant HI 05 1 '] 0 1] [i] 0 0 0 1 0 0
Marine & Aquatics Pgrm Supervisor 05 1 0 0 0 0 0 1 0 0 0 L]
Assistant to the Director 06 1 0 Q 0 [1] 0 1 0 0 0 Q
Public Service Employee 51, PT 06 5 1 0 0 [ 0 2 1 1 0 0
Professionals Totel 185 28 57 7 [ 1 49 26 7 4 0
Technicians Pool Manager, PT 02 11 0 3 [1] 1 [] 2 3 1 1 [1]
Stagehand, PT 03 5 2 3 0 0 0 0 0 0 0 0
Technicians Total 16 2 [ 0 1 1] 2 3 1 1 0
Protective Non-Swom Lifeguard, PT 02 86 11 17 10 4 0 20 12 5 5] 1
Museum Guard, PPT 02 1 1] [ '] 1 ['] 0 0 0 0 0
Museum Guard, PT 02 1 1 0 0 0 [ 0 1 [ 0 1]
‘Water Safety Instructor, PT 02 18 5 5 1 0 0 0 3 4 0 0
Facility Security Assistant, PPT 03 2 1 1 0 0 0 1] 0 0 0 0
Museum Guard 03 1 0 4] 0 1 0 0 0 0 0 ]
Protective Non-Swom Tatal 109 17 23 11 [ [1] 20 16 9 [ 1
Administrative Support Recreation Aide, PT 01 87 7 21 1 1 [1] 7 41 1 8 ]
Recreation Attendanti, PT 01 17 5 5 0 0 0 0 6 0 1 0
Temp Rec Aide, PT 01 50 13 11 3 1 1] 11 7 2 2 0
Temporary Recreation |eader |, PT o1 56 18 ] 7 1 0 18 4 ] L] 0
Account Clerk Il - 02 2 0 0 1 [1] [ Q 0 1 0 [1]
Data Entry Operator 02 1 [1] 0 0 0 0 0 0 0 [1] 1
Office Assistant I 0z 1 0 0 0 0 [} 1 0 0 0 3
Payro Personnel Clerk I 02 1 [1] [} 0 0 0 0 0 1 0 0
Recreation Attendant It, PT 02 1 1 [1] 0 0 0 0 0 0 0 0
Recreation Leader |, PT 02 274 19 116 12 8 [*] 16 B85 12 [ 1]
Recreation Leader Il, PPT 02 7 2 2 ] 0 1 [] 2 [ 0 0
Recreation Leader II, PT 02 76 6 36 5 1 0 4 17 6 1 []
Student Trainee, PT 02 3 0 1 0 [1] [1] 1 1 o 0 Q
Temporary Recreation Leader I, BT 02 8 1 ] 1 0 0 0 0 [1] 0 [
Accauat Clark il a3 1 o [1] 1] [1] [ [4] [1] 1 [1] [7]
Administrative Assistant | 03 2 [ 0 0 1] 0 0 2 0 0 0




Workforce Analysis
As of June, 2006

Employee Headcount
Department: Office of Parks and Recreation

Total Men Women
Job Category Job Titles Comp White | Black { Asian | Hisp | AVAN | White | Black | Asian | Hisp | AVAN
Adminssirative Assistant Il 03 1 [i] 0 [ 0 ['] 0 1 [V] 0 0
Data Entry Opetator, Senior 03 1 [ 0 [ 0 0 1 0 0 0 0
Payroti Personnel Clerk [1] 03 1 [ [1] [y 0 [1] 1] 1 Q a [1]
Public Sérvice Representative 03 3 0 0 [{] 1 0 [} 2 0 0 0
Executive Assistant 04 1 0 0 [ 0 ['] 1 0 0 0 [}]
Office Manager 04 1 0 0 [} 0 0 0 1 0 0 2]
[Administrative Support Tatal 535 72 206 24 13 1 50 170 26 22 1
|§kiiled Craft Mainlenance Mechanic, PT 03 1 1] 1 o 0 [] 0 0 0 0 ]
Skifled Craft Total 1 [} 1 1] 0 0 [] 0 [1] 0 7]
Services/Maintenance Camp Labarer, PT 01 1 [1] 0 Q 0 [1] 1 0 0 0 Q
Custodian, PT 02 3 0 1 [+] 0 0 ] 2 [1] 0 4]
Park Aftendant, PET 02 5 1 3 0 0 0 0 1 0 0 [
Park Attendant, PT 2 13 1 8 0 3 0 0 1 0 [+] 0
Gardener Crew Leader 03 1 1 1] 0 0 0 0 0 0 0 0
Gardener Il ~ 03 1 0 1 0 0 1] 0 0 0 0 0
Zoo Keeper 03 1 [1] ] 1] 0 0 1 0 0 0 0
Services/Maintenance Total 25 3 13 [ 3 [} 2 4 o [1] [
TOTALS 965 129 311 45 30 2 137 231 44 34 2
PERCENTS 100.0%] 13.4% | 32.2% | 47% | 3.1% | 0.2% | 14.2% | 23.9% ] 4.6% | 3.6% | 0.2%




Department: Police Services Agency

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women
Job Category Job Titles Comp White | Black | Asian | Hisp | AI/AN] White | Btack | Asian | Hisp | AIJAN
Officials/Administrators Police Property Supervisor 04 1 0 0 0 0 1] 1 [] 0 1] 1]
Palice Records Supervisor 04 4 1 0 [1] 0 0 2 1 0 4] 1]
Police Communications Supervisor 05 4 0 0 0 0 0 3 1 0 [1] 0
Adminisirative Services Manager | 06 1 1 0 0 [ 0 0 0 0 Q 0
Adminisiralive Services Manager Il a7 3 F] 0 0 [ 0 0 1 [1] [ 0
Assist Director, Pub Works Agency 07 1 0 1] [1] [1] 0 0 1 1] [1] 1]
Manager, Crime Laboratory 07 1 0 0 0 0 0 1 [] 0 4] [\]
Agency Director, Police Services 08 1 1 [} 0 0 0 0 0 0 0 0
Deputy Chief of Police 08 1 [1] 0 1 [ 0 0 [} 0 [4] 0
Deputy Chief of Police (FERS) 08 F 1 1 0 0 0 0 0 0 0 0
Officials/Administrators Total 19 ] 1 1 [1] 0 7 4 0 0 [1]
Professionals Neighborhood Services Coordinator 03 17 1 0 1] [1] 0 1 10 2 3 [{]
Puble Service Rep, Sr 03 1 0 0 0 [ 0 0 1 0 [1] 0
Accourtant Il 04 1 0 i 0 1] 0 0 1 0 1] [1]
Administrative Analyst t 04 3 0 0 0 4] 0 0 1 2 1] 0
Administrative Anatyst [I 04 7 1 0 0 1 0 2 1 1 1 0
Criminalist, Assistant 04 1 1 0 0 [+ 0 0 0 0 [ 1]
Exempt Limited Duration Employee 04 ] 0 0 1 [ 0 4 1 0 [+ 1]
Potice Technical Writer 04 1 [ 1] 1] 0 1] 0 1 [1] 0 [1]
Temp Contract Swves Employee, PT 04 33 [ 7 2 2 [ 11 3 [i] 0 [1]
Volunteer Program Spedialist Il 04 1 0 0 [) 0 0 1 0 0 0 [1]
Accountant il 05 2 [] Q [1] 0 [i] [1] 0 2 0 [4]
Budget & Grants Administrator 05 1 ['] a [] 0 0 0 1 [ 0 0
Criminalist I} 05 4 [1] [1] [ 0 0 2 0 1] 1 [
Technical Communications Speciafist 05 1 1 0 [ 0 0 0 0 0 0 [
Criminalist 1 06 3 i 0 1 0 0 1 0 0 0 [
Palice Pgrm & Performance Auditor 06 1 [ [1] [1] 0 1] 1 0 [+ 0 [}
Captain of Police (PERS) a7 10 3 3 2 2z ] 0 0 [0 0 0
Lieutenant of Police (PERS) [<3] 25 12 ] 2 2 0 0 1 0 0 i)
[Frofessionals Total el 2@ ] 8] 51 71 01 1] 71510
Technicians Police Communications Operator 03 1 1] 1 [ [} 0 [1] 0 ] 0 0
Police Communications Dispatcher 04 67 1 1 1 1 0 12 33 5 13 [1]
Sergeant of Police (PERS) 06 131 55 35 14 16 q 5 3 0 1 a
Sergeant Of Police o7 2 2 0 0 [ 1] 0 0 0 0 [1]
Technicians Total 201 58 37 15 17 1 18 38 5 14 [1]
Protective Swom Police Drug Abatement Prg Coor [+7] 1 0 0 [1] [1] a 1 0 [1] 0 [
Ranger 04 5 4 1 0 ] 0 0 0 0 0 4]
Police Otficer (PERS) 05 527 199 78 88 86 2 34 22 7 11 0
Protective Sworn Total 533 208 | 79 [E] 86 2 35 22 7 11 [
Protective Non-Swom Police Cadet, PT 02 12 1 2 2 2 [4 [ 1 2 2 0
Animal Conirol Officer 03 10 3 2 ¢ 1 0 1 2 0 1 0
Police Property Specialist 03 5 2 0 1 0 0 2 ['] 0 4] [{]
Pelice Services Technician || 03 38 2 8 4 1 [1] 3 19 1 [] 0
Pelice Evidence Technician 04 14 2 1 1 0 [1] 7 2 0 1 1]
Police Ofcer Tramee 04 66 20 9 7 16 [ S 3 0 2 0
Police Personnel Qper Specialist Q5 3 0 1 [4 0 ) [) 2 0 0 0
Protective Non-Swom Total 148 30 23 15 20 [{] 22 29 3 [ 1]
[Administrative Support Office Assistant Il 02 1 0 0 ] 0 [ ] 1 0 1] ]
Payrall Persannel Clerk [l 02 3 0 [1] [4] 1] ) 4] 1 0 2 0
Student Trainee, PT 02 3 [1] 1 [+] 0 [1] [] 2 0 [ 0
Account Clerk il 03 3 0 0 1 0 0 [] 0 2 [*] 0
Administrative Assistant | 03 [ [ 1] O 0 [ 3 2 1 0 1]
Mayor's PSE 14, PPT [E] 1 0 1 [ 0 0 1] ] 0 [1] [1]
Payroll Persannel Clerk [lI 03 1 ['] 0 ['] 0 O 4] 0 0 1 [




Workforce Analysis
As of June, 2006

Employee Headcount
Department: Police Services Agency

Total Men Women

Job Category Job Titles Comp White | Black | Asian | Hisp | AUAN | White | Black | Asian] Hisp | Al/AN
Police Records Specalist 03 58 1 3 1 1 0 5 25 18 T 0
[Receptionist to the City Auditor 03 1 0 0 0 0 0 0 1 0 0 0
Exec Asstto Agency Director 04 1 0 0 0 0 0 0 1] 1 [1] 0
Administrative Support Total 78 1 [:] 2 1 0 8 32 22 4 0
[Skilled Craft Reproduction Offset Operator 03 1 ] 0 0 1 0 0 [ 0 ] 0
[Skilled Crafl Totat 1 [ 0 0 1 0 0 [ 0 ] 0
SenvicesMaintenance Animal Care Attendant, PT 02 18 2 2 5 0 0 [ [1] 1 2 0
Crossing Guard, PPT 02 & 0 0 2 [1] 0 0 4 0 [4] 0
Crossing Guard, PT 02 54 0 8 1 0 0 2 35 5 3 0
Storekeeper 03 1 0 0 1 1] 0 0 [ 0 ] 0
Services/Maintenance Total 79 2 10 () a 0 8 39 6 5 0
TOTALS 1,177 | 328 | 176 139 | 132 3 121 183 50 45 0
PERCENTS 100.0%] 27.9% | 15.0% ] 11.8% [11.2%] 0.3% | 10.3% | 155% ] 42% { 3.8% | 0.0%




Department: Public Works

Workforce Analysis
As of June, 2006

Employee Headcount

Totat Men Women
| Job Category Job Titles Comp White | Black | Asian | Hisp | Al/AN] White | Black | Asian | Hisp | Al/AN
Officials/Administrators Custodial Services Superviser | 03 4 [{] 4 [ 0 0 0 0 1] 0 1]
Facilities Complex Mgr, Asst 04 1 1 0 1] 0 0 0 0 0 0 1]
Public Works Supervisor | 04 15 1 10 1] 3 1 0 0 0 [1] 1]
Tree Supervisor | 04 5 3 1 0 1 [ ] D ] 0 [
Clean Community Supervisor 05 2 0 0 0 0 [1] 1 0 0 1 [
Construction & Maintenanca Supv | 05 3 2 0 0 0 0 1 0 [1] 0 [1]
Construction Inspector Sup (ﬁeld) [i] 1 0 1 0 [1] 0 0 0 0 0 0
Electrical Supervisar 05 2 1 0 0 [i] 0 1 0 0 0 0
Equipment Supervisor 05 2 0 1 0 1 [ 0 [1] 0 0 0
Park Supervisor | 05 3 0 3 0 1] [4] Y 0 0 0 [
Parkland Resources Supervisor 05 1 1 [ a 0 [4] 0 0 0 7] [1]
Public Works Supervisor Il 05 6 [1] 4 0 1] [ 1 1 0 0 0
Stationary Engineer, Chief 05 2 1 1 0 1] 0 0 0 0 0 0
Tree Supervisor || 05 1 1 0 0 Y] [1] 0 0 0 0 1]
Administrative Services Manager | 06 1 0 [ [1] 0 [1] 0 1 0 0 0
City Architect. Assistant 05 1 1 [i] 0 0 [ 4] 0 0 1] 0
Environmental Program Supenvsor 06 1 1 0 0 0 [J [ 0 0 0 0
Equipment Services Superintendent 08 1 1 [] 0 1] [1] 0 0 0 [] 0
Heavy Equipment Supervisor 06 1 0 [ a 1 [ 0 0 0 [] 0
Salid Waste/Recycling Prog Sup 06 1 0 (] 0 0 1] 1 L] 0 0 0
fSupport Services Supervisor 06 5 0 ] [1] 0 [1] 1 4 1] Q [1]
Watershed Program Supervisor 06 1 [ [ [ 0 [] 1 0 0 0 0
[Administrative Senices Manager || 07 2 1] 4] Q 0 [ 1 0 0 1 0
Assist Director, Pub Works Agency 07 3 1 1 0 0 [} 1 0 0 0 0
Engineer, Civil Principal o7 2 0 [] 1 1 [4] 0 [1] 0 0 Q
Engineer, Civil Supervising {Field) 07 1 1 [ a 0 [1] 0 Q0 0 0 0
Engineer, Givil Supv (Ofce) 07 5 2 1 1 1 ] 0 0 ] 0 0
Engineer, Transportation Supv a7 2 [] 1 1 0 [1] ] 0 0 0 [1]
Information System Administrator 07 1 1 [ 1] 0 4] [ 0 0 0 0
Manager, Agency Administrative 07 1 [4 [4] [ 0 0 0 0 1 0 0
Manager, Building Services 07 2 ) [4] 1 0 [4 0 0 0 1 0
Manager, Electrical Services 07 1 [} [4] 1 0 [} 0 0 0 0 0
Manager, Envirenmental Services 07 1 [} [ [} 0 [] 1 0 0 0 0
Manager, Equipment Senvices 07 1 [] 0 ] 1 [] [ 0 0 1] Q
Project Manager 07 2 0 0 ) 1 1) 1 1] 0 0 0
Project Manager I, PPT 07 1 [ 0 [4 0 4] 1 0 0 ['] 0
Public Works Operations Manager 07 2 [ 1 [1] 1 [] [{] 0 0 0 0
- Agency Directer, Public Works 08 [ [4 [ [1 1 1 g [ g [1] [
Officials/ Adminisirators 1 otal &8 19 29 5 12 1 12 5 1 3 0
Professionals Engineering Intem, PT 02 11 3 2 2 2 0 0 1 [] 1 [1]
Management Intem, PT 02 1 0 [1] 0 (] 0 0 0 1 0 1]
Accountant | 03 1 1] 0 0 [{] 0 4] 0 1 0 0
Envircnmental Services Intem 03 2 2 0 0 4] 0 [1] 0 [£] [1] 0
Management Intem 03 1 0 [1] 1 [ 0 0 0 [+ 0 [i]
Program Analyst | 03 1 0 0 0 4] 0 1 0 [4] 0 [i]
Accountant || 04 3 0 1 .0 4] 0 1] 0 1 1 Q
Administrative Analyst | 04 2 0 0 0 [+] 0 0 2 [+] 0 0
Administrative Anatyst Il 04 4 [1] 0 0 [1] 0 1 3 [1] 0 0
Architectural Assistant {Ofice) 04 1 0 [} 0 1 0 0 0 0 0 0
Clean City Specialist, Senior 04 1 0 0 0 [+] 0 0 1 [] 1] Q
Engineer, Assistant | {Office) 04 3 0 1 1 1] 0 0 0 1 0 0
Microcomputer Systems Spedialist li 04 1 0 0 1 [+] 0 0 0 [1] 0 [¥]
Program Analyst || 04 2 0 0 0 [ 0 2 0 [1] 0 Q
Recycling Speaialist 04 4 3 0 0 [+] 0 0 1 [4] 0 1]




Department: Public Works

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women
Job Category Job Titles Comp White | Black | Asian | Hisp | Al/AN | White | Black | Asian | Hisp | AUAN

Temp Contract Swes Employee, PT 04 1 [1] ] 1 [1] 0 1] 0 0 0 [1]

Accountant [W 05 3 ] [] 0 '] 0 0 0 3 0 0

Architeciural Assaociate (Fieid) 05 3 1 1 1 0 [1] [¥] 0 [¥] 0 0

Budget & Grants Administrator 05 1 [1] [4] 0 0 1] 0 0 1 [1] 0

Electrical Const & Maint Planner 05 1 [ 1 0 [i] 0 [ 0 1] 0 1]

Engineer. Assistant Il (Field) 05 2 1] 0 F (1] 0 [)] 0 [4] 3] [1]

Engineer, Assistant Il [Office) 05 13 2 2 5 2 0 0 0 2 0 0

Engineer, Transportation Assistant Q05 4 [] 1 2 [3] 3] 0 0 1 0 0

Environmental Program Specialist 05 4 1 [4] 2 [] 0 1 [{] [+] 1] 0

Fleet Specialist 05 1 [4] 4] 0 Q ['] 0 1 [4] 0 [1]

Management Assistant 05 1 [0 [0 0 0 0 0 1 8 0 0

Program Analyst 1l 05 3 [ 1 0 1] 0 2 0 [] 0 0

Recycling Specialist, Senior Qa5 1 1 [+] [4] [+] 0 [7] 0 [4] 0 0

Capital Improvement Project Coor 06 [] 1 1] 1 1 ['] 2 1 2 0 [1]

City Land Surveyor 06 1 1 ] 0 0 0 [} 0 [ 0 0

Construction Inspecter, Sup Ll 06 1 1 [ Q 0 0 0 0 [] 0 0

Electrical Engineer tl 06 2 [1] [4] 2 o 1] [ 0 [ 0 []

'Eng‘meer, Civil (Fie_ld) 06 1 O [] 1 [*] 0 [1] 0 [4] 0 0

Engineer, Civil {Office) 06 7 2 [] 3 1 [1] 1 [1] [4] 0 0

Engineer, Transporiation 06 5 [1] [4] Fi 1 1] [ 0 1 1 [

|Electrical Engineer HI 07 1 [+] 4] 1 [4] [¢] 0 0 [1] 0 0

Energy Engineer ilI 07 1 1 [1] [i] [ 0 0 0 [ 0 7]

Transportation Planner, Senior 07 1 ] [} 0 0 0 1 0 [] 0 0

Professicnals Total 104 19 10 28 B 0 11 11 14 3 0
Technicians Construction [nspector {Field) 03 16 4 & 2 1 ['] [4] [ [4] [1] [}]
Drafting Technician, It (Orﬁce) 03 2 1 [1] 1 [+] [1] 1] 1] [ [{] [i]

Equipment Parts Technician 03 4 [+] 3 1] ] [ [4] [1] [1] [1] [+]

Surveying Technician, Sr (Field) 03 3 1 1 1 [] 0 [4 0 [1] 1] 0

Construction Inspector, Sr (Field) 04 11 1 5 2 3 [1] [ 1] a 1] [i]

Drafting/Design Technician, Sr 04 1 [*] 1 0 [+] [¥] [7] 0 0 0 [7]

Engineering Yechnician Il {Office} 04 3 2 1 D [ [1] 0 1] [ 0 ]

Traffic Engineering Tech, Senior (Q) 04 1 0 0 1 0 [1] 0 [4] 1] [] 0

Arboricultural Inspector 05 2 2 0 0 0 0 0 [} 1] [1] 0

Chief of Party 05 2 0 0 1 0 0 1 [ 0 [ [1]

Technicians Total 45 11 20 8 5 0 1 [} ] [ 0
Protective Non-Swoem Facility Security Assistant, PT 03 1 0 1 [1] 1] 0 0 [1] 1] [1] 0
Litler/Nuisance Enforcement Officer 03 § 1 2 0 0 [1] 0 3 0 Y 0

Public Works Utility Worker, PPT 03 ] 1 3 1 0 0 0 3 1] 0 0

Protective Non-Swom Taotal 15 2 6 1 0 0 0 [ 0 0 0
Administrative Support Ac_count Clerk | 02 1 0 0 0 0 0 0 [] 1 0 0
Office Assistant | 02 1 0 0 0 0 0 0 1 0 0 0

Office Assistant I, PT 02 1 0 0 0 ] 0 0 1 0 0 0

Office Assistant |1 02 5 0 0 0 0 0 0 4 0 1 0

Student Trainea, PT a2 11 0 4 3 1 ] 1 2 ] [1] 1]

Account Clerk 11§ 03 5 0 0 2 0 0 0 2 1 0 [1]

Administrative Assistant | 03 13 0 0 1 0 0 3 8 0 1 0

Administrative Assistant || 03 11 0 0 0 0 [1] 1 7 0 3 [1]

Payroll Persennel Clerk (Il 03 4 0 "0 0 0 0 0 4 0 [1] 0

Public Service Representative 03 2 0 1 0 0 0 0 1 [i] 0 0

Exec Asst to Agency Director 04 2 0 0 [1] 0 0 0 1 Q 1 ]

Administrative Support Total 56 0 5 5 1 0 5 31 2 [ [1]
[Skilled Craft Electrician Helper 03 1 [1] 1 Q 0 0 0 0 0 0 0
Heavy Equipment Service Worker 03 [ 1 4 0 1 0 0 [ 0 0 [\]

Maintenance Mechanic 03 7 2 1 1 3 0 0 [y 0 0 4]




Workforce Analysis
As of June, 2006

Employee Headcount
Department: Public Works

Tota! Men Women
Job Category Job Titles Comp White | Black | Asian | Hisp | AIFAN] White | Black | Asian | Hisp | AIVAN
Auto Equipment Mechanic 04 12 9 1 1 1 ['] 0 0 1] 0 0
Auto Equipment Painter 04 1 1] 1 0 0 0 [\] 0 Q 0 ]
Blacksmith Welder 04 1 [ 0 0 1 ['] 0 0 0 0 [']
Carpenter 04 ] 3 1 1 [1] [ a 0 [] 0 1]
Concrete Finisher 04 3 [1] 0 0 3 1] [i] 0 0 0 0
Construction & Maintenance Mechanic 04 7 2 1 1 2 [i] 1 0 [\] 0 0
Electrical Painter 04 3 2 1 0 [1] ] 0 0 0 0 0
Electrician 04 9 3 4 1 1 ['] 0 0 [*] 0 [*]
Electro-Mechanical Machinist 04 1 [4 0 1 0 [ 0 0 [4] 0 [i]
Equipment Body Repair Worker 04 3 2 0 0 1 4] 0 0 [ 0 [}]
Heawvy Eguipment Mechanic D4 12 2 2 3 5 [1] 0 0 ['] 0 0
Heawvy Equipment Operator 04 7 [ 7 [ 0 0 a 0 0 0 0
Painter 04 8 3 3 0 1 [*] 1 0 1 0 0
Park Equipment Cperator 04 7 1 E) [1] 1 [1] 0 0 [4] 0 [4]
Plumber 04 3 1 2 0 0 [] 0 0 [ 1] Q
Stationary Engineer 04 10 [} 3 6 1 ] 0 0 [+ 1] [+
Traffic Painter 04 7 3 3 0 1 [1] 0 0 [4] 0 [+]
Electrician Leader 05 3 1 1 1 0 0 0 0 ] 0 []
Skilled Craft Total 116 35 41 16 22 4] 2 0 [] 0 [1]
Senvices/Mainienance Gustodian 0z 41 1 24 3 2 [+ 1 7 1 2 [}
Custedian, PPT 02 8 [} 4 1 2 [ 0 1 0 0 [1]
Custodian, PT 02 89 1 40 3 7 [ 1 10 2 5 [4]
Park Aftendant, PT 02 20 1 11 4 4 [ [1] 0 [1] 0 [i]
Auto Equipment Service Waorker 03 2 1 0 [1] 1 [1] 0 0 [} o 4]
Gardener Crew Leader 03 33 5 20 o 3 ] 3 2 [ [i] [
Gardener || 03 26 1 13 2 6 0 0 3 [ 1 [
Greenskeeper 03 4 1 1 2 0 [ [+] 0 a 0 [
Parklands Maintenance Worker 03 2 [ 2 [ 0 [] [1] 0 [1] 0 [}
Public Works Maintenance Worker 03 5 & 50 2 12 [] 0 5 Q 0 [
Sewer Maintenanca Worker 03 26 3 15 2 4 4] [1] 2 1) 1] [
Sign Maintenance Worker 03 7 1 E] [1] 1 [ [+] 0 [ 1] [
Street Maintenance Leader 03 33 1 29 0 1 1] [] 2 0 0 0
Street Sweeper Operator 03 20 0 17 0 2 0 0 1 0 0 [1]
[Traffic Sign Maker 03 2 0 0 0 0 0 1 1 0 0 0
Tree Worker Driver 03 3 2 1 0 1] [1] 0 [1] [1] 0 "]
Irigation Repair Specialist 04 3 0 1 1 0 0 1 [] 0 0 0
Sewer Maintenance Leader 04 15 1] 9 1 5 0 [1] [4 [1] 0 0
Tree High Climber 04 2 0 1] 1 1 0 0 [1] 0 Q 0
Tree Trmmer 04 9 1 3 2 K] [1] 0 [i] 0 0 [1]
Services/Maintenance Total 400 25 245 24 54 a 7 34 3 [] 0
TOTALS 824 111 356 88 102 1 38 88 20 20 0
PERCENTS 100.0% ] 33.5% | 43.2% ] 10.7% 112.4%] 0.1% | 4.6% | 10.7% ] 2.4% [ 2.4% | 0.0%




Department: Non-Departmental

Workforce Analysis
As of June, 2006

Employee Headcount

Total Men Women
Job Categary Job Titles Comp White{ Black | Asian | Hisp | AI/AN]| White | Black | Asian] Hisp | AI/AN
Administralive Suppart Student Trainee, PT 02 115 2 38 & 3 1 4 49 8 4 0
Administrative Support Toltal 115 2 38 G 3 1 4 49 8 4 1]
TOTALS 115 2 38 [ 3 1 4 49 8 4 0
PERCENTS 100.0%] 1.7% (330% ] 52% ] 26% ] 09% | 35% [426% [ 7.0% | 3.5% | 0.0%




EXHIBIT B:
Job Group Analysis

Mason Tillman Associates, Lid, May 2007
Phase 1: City of Oakland Fairmness in Hiring & Employment Disparity Study



Job Group Analysis
Employee Headcount

Job Group: Cfficials & Administrators Analysis Date: June, 2006
Total Men Women
Job Title Comp EEOQ White |Black JAsian |Hisp Al/AN  |white  |Black  |Asian _ |Hisp Al/AN
Aquatics Frogram Coordinator 03 1 1 1
Custodial Services Supervisor [ 03 1 4 4
Early Childhhood Center Director 03 1 16 12 3 1
Naturalist, Supervising 03 1 1 1
Aring Enlorcement Supenisor | 03 1 5 1 3 1
Recreation Cenler Director 03 1 17 3 3 3 2 5
|Recreation Program Uirector 03 1 8 2 1 1 2 1 1
[Senior Center Direcior 03 7 4 1 1 1 1
Councll Member 04 1 [ 1 1 1 3 1 1
[FacTies Camplex Mgr, Asst 04 7 1 1
[Paming Meter Golecior SUpEnisor 04 0 1 1
Police Properly Supervisor 04 1 1 1
olice Records Supervisar 04 1 4 1 2 1
Pubhic Works Supervisor | 04 1 17 1 12 3 1
Recreation Supervisor 04 1 3 1 1 1
Reproduction Offset Supervisor 04 1 1 1
Reprograhpic Shop Supervsor 04 1 1 1
Tree Supervisor | 04 1 5 3 1 1
Admin Assislani {o the Mayor 05 1 2 1 1
[Case Manager, Superising 05 1 2 1 1
Clean Community Supemisor 05 i 2 1 1
Construction & Mamnlenance Supv | 05 1 3 2 1
[Conslructon Inspection Supy (OAICe) 05 1 1 1
[Construcition Inspector Sup (Feld) 05 1 1 1
{Eleclncat Supervisor 05 1 2 1 1
Employment Serices Supervisor 05 1 2 1 1
Equipment Supenascr 05 1 2 1 1
Fire Personnel Operations Spec 05 1 1 1
Head Star Supervisor 05 1 2 2
Human Resource Oper Supervisor 05 1 1 1
Cegal Admin Assisiant, SUpervising 05 1 1 1
[Cegal Suppor Supamisar 05 1 1 i
Dibranan, Supenasing 05 1 7 2 2 1 2
origage Loan Supervisor 05 1 1 1
Fark Supanasor | 05 1 3 3
lParking Enforcement Supervisor il 05 1 1 1
arkland Resources Supervisor 05 1 1 1
Police Communications Supervisor 05 1 4 3 1
[Public Works Supervisor 11 05 1 5. 4 ~ 1 1
Recreation General SUPenAsor 05 1 2 1 1
Fevenue AUGI Supernsor 05 1 1 1
Revenue Colleclions Supervisor 05 1 1 1
Revenue Operations hupervisor 05 1 2 2
Senicr Services Supenasar 05 1 3 1 1 1
[Stalionary Engineer, GHier 05 1 2 1 1
elecommunicalions Supervisor 05 1 1 1




Job Group: Officials & Administrators Analysis Date: June, 2006

Tatal Men Women
Job Title Comp EEQ White [Black |Astan  [Hisp AI/AN  [white  |Black  JAsian  |Hisp AlVAN
ree Supensor || 05 1 1 1
[Adminisiralive Serices Manager | 06 1 B 3 1 3 1
Chief Lonsénvator 06 1 1 1
Lty Architect, Assistant [ 1 1 1
City Cierk, Assisiant 06 1 1 1
Curator of Art, Chiel 08 1 1 1
[Curalor of History, Ghiel. 06 1 1 1
Environmenial Program Supenisar 06 1 1 1
Equipment Services Supenntendent 06 1 1 1
Fire Communicalions GUperisor 06 1 1 1
Heanng Oficer 06 1 1 1
Heavy Equipment Supervisor 06 1 1 1
Housing Development Coordinator 1V 06 1 2 1 1
[Fluman Resource Analyst, Principal j 06 1 4 1 1 2
Loan Senicing Adninistrator 06 1 2 1 1
|Monitoring & Evalualion SUpervisor 06 1 1 1
Planner TV 08 1 6 1 1 3 1
Planner IV, Design Review 06 1 1 1
Prnapal Inspection Supv 06 1 4 3 1
Purchasing Supenisor 05 1 1 1
[Feal tzslate Agent, Suparvising 06 1 1 1
[Solid Waste/Recycling Prog Sup 06 1 1 1
Supporl Services Gupervisor 06 1 5 1 4
[Urban Economic Analyst 1V, Fiojecis 08 1 4 2 1 1
Urban Economic Coordinator 08 1 3 2 1
atershed Frogram Supervisor 06 1 1 1
[Administrative Senices Manager 1l 07 1 14 2 1 1 4 5 1
[Rssisl Ditector, Pub Works Agency 07 1 4 1 1 1 1
Assistant Fire Marshal-Non Sworn Qo7 1 1 1
attalion Chief 07 1 11 B 3 1 2
Cable TV Station Manager 07 1 1 1
Crty Clerk 07 1 1 1
Communily Housing Senvices Manager 07 1 2 2
Controller 07 1 1 1
Controller, Assistant 07 1 2 1 1
Curator of Educalion, Chiel 07 1 1 1
Curator of Natural Goence, Chiet 07 1 1 1
Deputy City Administrator 07 1 1 1
Beputy Cily Aftorney v 07 1 7 2 1 3 1
[Deputy Direcior, Housing 07 1 2 1 1
Deputy DireclonBuilding Onical o7 1 1 1
Deputy Uireclor/City Planner 07 1 1 1
Development/Redevelopment Pgrm MR 07 1 6 2 1 1 1 1
Director of Museum Services a7 1 1 1
Director of Recrealion services 07 1 1 1
ngineer, Givik Principal o7 1 2 1 1
cngineer, Civil Supervising (Field) o7 1 1 1
[Engineer, Civil Supy (UTce) 07 1 8 3 1 3 1




Job Group: Officials & Administrators Analysis Date: June, 2006

Total Men Women
Job Title Comp EEO White  IBlack  |Asian  |Hisp Al/AN  |White |Black lAsian |Hisp Al/AN
Engineer, Transportation Supv 07 1 2 1 1
[Exec Oir 1o Public Ethics Comm 07 1 1 1
Financial Analyst, Pnincipal 07 1 [ 1 1 1 1
Fire Division Manager 07 1 3 1 1 1
Human Res Analyst, 5r Supenasing 07 1 2
Intormation System Administrator 07 1 2 2
Information Gystems SUpenasor 07 1 3 1 2
Dibrarian, Adminisirative 07 1 1 1
anager, ARirmalive Action 07 1 1 1
anager, Agency Administrative Q7 1 3 1 2
anager, bulding Senices 07 1 2 1 1
anager, Contact & employ Sves 07 1 [] 1
anager, Lnme Laboratory 07 1 1 1
anager, Elecincal Services 07 1 1 1
anager, Environmental Services 07 1 1 1
Manager, Equipment Services Q7 1 1 1
Manager, Human Resources 07 1 1 1
Manager, Inspection Services 07 1 1 1
anager, Legal Admin Senvices o7 1 1 i
WManager, Museum Operations o7 1 1 1
Manager, Real Estale Services 07 1 1 1
Manager. Revenue o7 1 2 1 1
Manager, Senior Services 07 1 1 1
Wanager, Treasury 07 1 1 1
Manager, Youlh Services 07 1 1 1
Manager, Zoning 07 1 1 1
Mayor 07 1 1 1
rFroject Manager o7 1 1 2 1 2 4
Project Manager 1F 07 1 1 [ 1 3 1 i
Project Manager 0 07 1 1 1 1 1
Public Works Operations Manager 07 1 1 1 1
[Agency Direclor, Admin Seraces 08 1 1 1
Agency Dhirector, Finance & Mgmt 08 1 1 1
Agency Director, Fire Services 0B 1 1 1
Egency Lirecior, Police Semvices 08 ] 1 1
Agency Lirector, Public Works 08 1 1 1
Assistant City Administrator 08 1 1 1
[City Administrator 08 1 1 1
City Aftorney 03 1 1 1
Tty Attorney, Assistant 08 1 1 1 1
[CHy Auditar 08 1 1 1
CTPRB Execulive Direcior 08 1 1 1
Deputy Chief of Fire Department 08 1 1 1 1
Deputy Chiel of Police 08 1 1 1
[Deputy Chiel of Folice (PERS) 08 7 7 1 1
ireclor of Development 08 1 1 1
uirector of Finance 08 1 1 1
Direclor of Human Services 08 1 1 1




Job Group: Officials & Administrators

Analysis Date: June, 2006

Total Men Women
Job Title Comp EEC White [Black JAsian  |Hisp ANAN  JWhile |Black |Asian |Hisp Al/AN
Director of Library 5erices 08 1 1 ) 1
Director of Personnel Res Mgmt 08 1 1 1
[Direclor of Re&Economic Levelopment 08 1 1 1
Job Group Total 348 86 64 21 23 1 60 84 14 15 0
Percents 100.0% | 24.7% 18.4% 6.0% 6.6% 0.3% 17.2% 24.1% 4.0% 4.3% 0,0%




Job Group Analysis
Employee Headcount

Job Group: Professionals Analysis Date: June, 2006
Total Men Women
Job Title Comp EEQ White  {Black  [Asian |Hisp AI/AN _ |white  IBlack  |Asian _ JHisp Al/AN
Early Childhood Instructor 02 2 67 1 2 4 22 27 11
Family Advocate 02 2 15 1 2 8 4
[Accountant T 03 2 7 1 1 1 4
Tase Manager | 03 2 2 1 1
Deputy City Audnor | 03 2 3 1 2
cnvironmental Services intem 03 2 2 2
[HEadstan Program Coordinator 03 2 9 7 2
Human Resource Analyst, Assistant 03 2 2 1 1
Job Developer 03 2 1 1
\teracy Assistant 03 2 1 1
anagement Iniem 03 2 2 1 1
icrocomputer Systems Specialist | 03 2 B 3 1 1 1
leighborhood Services Coordinator 03 2 17 1 1 10 2 3
Planner [ 03 2 3 1 1 1
Program Analyst | 03 2 9 2 4 3
Fublic Service Rep, 51 03 2 1 1
[Systems Analyst 1 03 2 1 1
Urban Economic Anafyst | 03 F] a 1 2 1
[Accountant 1T 04 2 20 2 2 1 1 13 1
[Adminisirative Analys [ 04 2 9 1 1 4 3
[Adminisirative Analyst 1l o4 2 20 1 2 1 1 6 3 2
[Architectural Assistant (onice) 04 2 1 1
ssistanl Budget Analyst 04 2 1 1
[Benelis Analyst 04 2 1 t
Buyer 04 2 2 1 1
Case Manager Il 04 2 8 3 3 1 1
[Child Education Coordinalor 04 2 1 1
Tily Admimistraior Analyst 04 2 2 1 1
[Ty Councll PSE-51 04 2 12 1 1 2 2 2 1 3
Clean Cify Specialist, Senior 04 2 1 1
-nminalist, Assistant 04 2 1 1
Curator of Aquatic Biology, Assoc 04 2 1 1
Curator of Arl, Benior 04 2 1 1
Curator of History, Associale 04 2 1 1
Curator of History, Semior 04 2 1 1
urator of Photography, Associafe 04 2 1 1
Deputy ity Auditar 11 04 2 1 1
Emergency Medical orves Instructor, P T 04 2 5 3 1 1
Emergency Planning Coordinator 04 2 4 2 1 1
Engneer, Assistard 1 (OTce) 04 2 3 1 1 1
Exempt imited Duration Employee 04 F] 20 6 1 7 4 1 1
¥m Coordinator 04 2 1 1
Graphtcs Design Coordinator 04 2 1 t
[Fead Slar Nainton Loorditatar 04 2 4 1
Home Managemeni C.ounselor 1 04 2 1 1
Human Resource Analyst (CONF) 04 2 4 1 1 2




Job Group: Professionals

Analysis Date: June, 2006

Total Men Women
Job Title Comp EEO White |Black |Asian |Hisp AVAN  Jwhite IBlack |Asian |Hisp AlJAN
Libranan 04 2 21 2 1 11 2 4 1
rznan 1] [ 2 30 5 2 16 5 2
Diteracy Assisiant, Senior o4 5 = 7 -
Toan Servicing Specianst o4 3 7 1 7
icrocomputer Systems Specialist 1l 04 2 8 1 4 2 1
useum Docent Coordinator 04 2 1 1
useum [nterp Spec, Nat S¢ 04 2 1 1
useurn Interpretive Spec, History 04 2 1 1
useum Interpretive Specalist, Art 04 2 1 1
useum Project Coordinator 04 2 1 1
urse Case Manager 04 2 3 1 2
Flanner I 04 2 5 2 1 1 1
{anner I, Design Review 04 2 1 1
{Palice Technical Witer 04 2 1 . 1
Process Coordinator ¥ 04 2 4 1 2 1
Program Analyst [l 04 2 14 4 5 4 1
FPublic Sernce Employee 31 04 2 1 1
Recyding Specalist 04 2 4 3 1
Rehabiiitation Adwisor 1] 04 2 3 1 2
Satety & Loss Control Specialist 04 2 1 1
enior Employment Coordinator 04 2 1 1
{Tex Auadar 1 04 2 5 3 1 1
ax Enforcement Utticier 1) 04 2 13 2 2 1 8
Urban Economic Analyst 11 04 2 1 1
Volunteer Program Specialist H 04 2 1 1
'eb Specialist 04 2 1 1
[YOUIh Sporis Program Loordinator 04 2 2 2
JAccounant 1 05 2 18 1 5 1 11
Architeciural Associale (Field) 05 2 3 1 1 1
Budget & Grants Administrator 05 2 3 1 2
Budget & Uperatons Analyst Hi 05 ? 5 1 1 3
Cable TV Producer 05 2 1 1
City Counailmembers Assistant 05 2 5 3 1 1
laims Investigator i 05 2 2 1 ]
Claims Investigator M1 05 2 1 1
Complaint [nvestigator 1] 05 2 2 1 1
Toniract Comphiance UHicer 05 7 3 1 2
ernminalist I 05 2 4 1 2 1
Davelopment Specalist |11 05 2 1 1
Disability Benelits Goorginator 05 2 1 1
Electncal Const & Maint Flanner 05 2 1 1
employee Assist Counselor a5 2 1 1
tmployee Fleet & Safety Coordinator 05 2 1 1
Engineer, Assistant [ (Field) 05 2 2 2
Engineer, Assistant T {OThce) 05 F] 17 i 2 8 2 3
Engineer, Transportation Assistant 05 2 4 1 2 1
Environmental Program Specialist 05 2 4 1 2 1
Equal Opportunity Specialist 05 2 4 1 1 1 1




Job Group: Professionals Analysis Date: June, 2006

Total Men Women
Job Title Comp EEOC White |Black  {Asian  |Hisp AlI/AN  |White  [Black JAsian  [Hisp AlIAN
Fire Salety Cqucation Loarginatar 05 2 1 1
Fleet Specialist 05 2 1 1
Health & Human Sves Prgm Planner Qa5 2 3 1 1 i
Houstng Develocpment Coordinator I11 05 2 7 1 1 3 1 1
Human Resource Analyst, Genior 05 2 3 i 1 1
Tegal Communicalions GHGer 5 2 1 1
[ibranan, Senior 05 2 g 1 5 1 1 1
anagement Assistant 05 2 15 2 3 ] 1
anne & Aquatics Pgrm Supervisor 05 2 1 1
ayors PoL 51 05 2 6 2 1 1 1 1
Open Government Coordnator 0% 2 1 -
Planner Il 05 2 10 4 1 1 4
Planner [, Histonc Preservation 05 2 1 1
Policy Analyst 05 2 1 1
Process Coordinator (11 05 2 2 1 1
rogram Analyst 05 2 7 3 1 2 1
[PUBT Infarmation wihicer 11 05 2 1 1
Real Estate Agent 05 2 5 1 2 1 1
Recyding Specialist, Senior 05 2 1 |
Retremen Systems Accounian B > 3 T
Revenue Analysl . 05 2 2 1 1
Senior Council Policy Analyst 05 2 1 1
S pecal Everts Coordinaior 05 2 1 1
echnical CoMMUNICANIONS GPeGanst 05 2 1 1
reasury Analyst 05 2 2 2
Orban Economic Analyst 1M1 05 2 11 1 4 1 3 1 1
[ADA Projects Coordinator 06 2 1 1
[Assist {o the City Admirustralor 06 2 7 1 1 3 1 1
Assistant to the Direcior j 06 2 3 1 1 1
[Table TV Uperations Ghiel Engineer 06 2 1 1
[Capial Improvement Project Coor 06 Z 8 ] 7 1 2 1 2
Chiel Deputy, iy Audior 06 2 2 1 1
ity Land Surveyor 06 2 1 1
Community Dev Prgm Coordinator 06 2 3 1 2
Construction Inspector, Sup 11 08 F 1 1
Cnminalist 1T 06 2 3 1 1 1
Database Analyst 1T 06 2 1 1
Deputy City Auditor 11 06 2 1 1
clectncal Engineer [I 06 2 2 2
cmer Meaical Srves Coordinator . 06 2 2 1 1
Engineer, Gl {Field) 06 2 1 1
[Engineer, el (ORIGE} 06 2 15 4 9 1 1
[Frgineer, Transporiaton 06 2 5 2 1 1 1
Financial Anatyst 06 2 2 1 1
Human Res oystems Analyst, Senior 06 2 3 2 1
Microcomputer Systems Spec I 06 2 5 1 1 1 1 1
rolice Pgrm & Performance Auditor 06 2 1 1
Spatial Data Analyst (] 06 2 3 2 1




Job Group: Professionals

Analysis Date: June, 2006

Total Men Women
Job Title Comp EEO White  |Black  }Asian  |Hisp Al/AN |white  |Black  JAsian  |Hisp Al/AN
ystems Accountant (11 06 2 1 1
Systems Analyst [1l 06 2 7 1 1 2 1 1 1
[Systems Programmer (1] [ 2 4 2 1 1
[Telecommunicalion Systems Engineer 08 2 2 2
[Web Master 06 2 1 1
Captain of Fire Depariment o7 2 50 19 19 2 & 3 1
Captain of Police (PERS) 07 2 10 3 3 2 2
Database Administrator 07 2 2 1 1
Depufy City Attorney 11 07 2 1 1
Deputy City Atorney 1T 07 2 12 1 1 1 2 4 3
Lepuly City Atiorney IV a7 2 12 5 1 1 1 2 1 1
ecincal Engineer N| o7 2 1 1
Employee Assisl Svcs Coordinator 07 2 1 1
Energy Engineer (Il 07 2 1 1
teutenant of Fire Department 07 2 67 22 20 5 8 2 1
Lieutenant of Police (FERS) o7 2 67 12 8 2 2 1
etwork Architect 07 2 87 1 1
Senior >ervices Administrator 07 2 67 1
Transponaton Flanner, Senor 07 2 67 2
Spectal Counsel 08 2 67 1
Job Group Total 763 122 83 80 39 0 135 148 113 49 2
Percents 100.0% 16.0% 10.9% 10.5% 4.1% 0.0% 17.7% 19.4% 14.8% 6.4% 0.3%




Job Group Analysis

Employee Headcount

Job Group: Technicians Analysis Date: June, 2006
Total Men Women
Job Title Comp EEQ White {Black |Asian |Hisp AlJAN  Jwhite  [Black {Asian |Hisp Al/AN
Construction Inspecior (Field} 03 3 16 4 9 2 1
Drafting 1echmaan, It (GTce] 03 3 2 1 1
Emment Paris Technician 03 3 4 3 1
Fire Equipment Techmaan 03 3 2 1 1
Human Res Operations 1echmncian 03 3 1 1
|Museum Curalonal Specialst 03 3 1 1
Police Communications LUperalor 03 3 1 1
Surveyng fechnician, Sr (Field) 03 3 3 1 1 1
|Eenelils Representative 04 3 2 1 1
Cable Operations Technician 04 3 5 1 1 1 1 1
Collechons Gitcer 04 3 7 2 1
Construction Inspeclor, 5r (Freld) 04 3 11 1 5 2 3
Dirafting/Design Technicran, Sr 04 3 1 1
ecironics |echnician 04 3 4 3 1
[Engineering Techmcian Il (OMce) 04 3 5 3 1 1
Fire Communications Dispatcher 04 3 15 2 4 8 1
Graphic Design Speciakst 04 3 1 1
Human Res Operations Tech, Senior 04 3 2 2
Morigage Advisor 04 3 2 1 1
Fermit Technician 11 04 3 2 1 1
[Police Communications Dispatcher 04 3 67 1 1 1 1 12 33 5 13
pecialty CombBination Inspeclor 04 3 39 21 4 4 2 2
ax Representative 1] 04 3 [] 2 1 1 2 2
[Traflic Engineenng Tech, Senior (0) 04 3 1 1
Arboncultural Inspecior Q05 3 2 2
Chief of Party 05 3 2 1 1
Conslruclion (nspecior, of (OMCe} 05 3 1 1
Tre Communicaions Lispaicher, of 05 3 3 1 1 1
[Payrall Conirol Specanst 05 3 1 [
Specially Gombination Insp, Senor 05 3 2 1 1
Sergeant of Police (PERS) 05 3 131 55 35 14 16 1 & 3 1
Sergeant OT Police 07 3 2 2
Job Group Total 346 95 68 32 33 1 39 55 13 18 0
Percents 100.0% | 27.5% 19.7% 9.2% 9.5% 0.3% 9.0% 15.9% 3.8% 5.2% 0.0%




Job Group Analysis
Employee Headcount

Job Group: Protective Services Swom Analysis Date: June, 2006
Total Men Women

Job Title Comp EEQ White  |Black Asian Hisp AIFAN  |white |Black Asian Hisp AVAN

Police Drug Abatement Prg Coor 04 4 1 1

Ranger 04 4 5 4 1

Paolice Officer (FERS) 05 4 527 199 78 88 86 2 34 22 7 11

Engineer of Fire Department 0B 4 70 18 28 10 9 4 1

Fire Fighter 06 4 169 67 34 18 31 3 ] 7 1

Fire Fighter Paramedic 06 4 78 37 12 8 9 2 5 3 2

Fire Fighter/Fire Boat Engineer o7 4 1 1

Fire Fighter/tire Boat Uperator 07 4 2 1 1

Fire Investigator 07 4 3 1 1 1

Fire Marshall, Assistand o7 4 1 1

Job Group Total 857 327 156 124 135 7 53 31 10 14 Q

Percents 100.0% | 38.2% § 182% | 14.5% | 15.8% 0.8% 6.2% 3.6% 1.2% 1.6% 0.0%




Job Group Analysis

Employee Headcount

Job Group: Protective Services Non-Sworn . Analysis Date: June, 2006
Total Men Women

Job Title Comp EEQ White |Black jAsian [Hisp AI/AN  |White |Black JAsian |Hisp AlJAN
[Knimal Control Wficer 03 5 10 3 2 1 1 2 1

Fire Suppression Distndd Inspecior 03 5 B 2 3 1

Citter/Nuisance Erforcement ORCer Q3 5 8 1 2 3
[Museum Guard Q3 5 1 1 3 2 2 3

Farking Control Technician 03 5 23 2 6 1 1 1 10 2

[Palice Propery &pecialist 03 5 5 2 1 2

Police Serwces Technician 1] 03 5 38 2 8 4 1 3 19 1

Fire Prevent Bureau Enspect, Civil 04 5 5 1 2 2

Hazardous Matenals Inspector {[ 04 5 3 1 1 1
[Museum Secunty Guard [V 04 5 1 1

Police Ewvidence Technictan 04 5 14 2 1 1 7 2 1

[Folice Dfficer Trames 04 5 B8 20 9 7 18 g 3 2

Fire Protection Engineer 05 5 1 1

olice Personnel Oper specialist 05 5 3 1 2

Job Group Total 192 3% a7 14 24 0 27 47 1 3 0
Percents . 100.0% 18.8% 19.3% 7.3% 12.5% 0.0% 14.1% 24.5% 0.5% 3.1% 0.0%




Job Group Analysis

Employee Headcount

Job Group: Administrative Support . : Analysis Date: June, 2005
... |
Total Men Wornen
Job Title Comp EEQ White {Black JAsian {Hisp AlIJAN  |White |Black jAsian |Hisp AlJAN
[Account Clerk | 02 6 1 1
[Rccount Clerk TT 02 [ 7 3 1 1 2
Uata Entry Operator 02 6 1 1
Library Aide 02 ] 9 L] 2 2 1 1 2
THice Assisian 1 02 3 2 1 1
[Cfice Assistant 1l 02 6 34 2 28 1 3
ayroll Personnel Clerk (i 02 [ 10 [] 2 2
Receptonis] 02 [ 3 1 1 1
[Account Clerk T 03 6 13 1 3 3 5 1
[Accounting Technician 03 6 [ 1 1 1 3
[Administrative Assistant | 03 [ 48 1 1 8 34 2 2
[Administrative Assistant I 03 6 Y 3 20 5 3
[Administrative Assistant Il (GCONTF) 03 3 1 1
shier 03 [:] 1 1
[Chy Counct PSE 14 03 3 5 1 2 2
Caonfract Compliance Field Tech 03 6 1 1
[Datz Entry Gperator, Senior 03 5 4 1 1 2
[Fead Star Faciliies Coordinator 03 6 1 1
Human Resource Clerk 03 6 4 1 1 2
[HirMan Resource Technician 03 6 8 1 2 3 2
[Cibrary Assistant 03 5 30 7 2 1 6 1 6 4
[Mayer's PSE 14 03 6 7 1 1 1 1 1 2
Operations Support Specalist 03 [ 4 1 2 1
Payroll Personnel Clerk {11 03 6 7 ] 1
Police Records Specialist 03 6 58 1 [] 1 1 5 25 18 1
Preparator 03 [ 3 1
[PUBTic Service Representabve 03 6 32 2 2 1 2 18 1 6
[Feceptionst 1o The Lty Altorney i) 6 1 1
Receptionis! o the Cily Auditor 03 6 1 1
evenue Assistant 03 3 7 1 1 3 1 1
Senior Services Prgm Assisiant 03 6 2 2
Exec Asst to Agency Director 04 6 7 3 2 1 1
[Exec Assito Assl ity Adrimstrator 04 B 1 1
Exec Asst 10 Assl City Aformey 04 5 ] 1 1
[Exec Asst 1o the Lity Audifor 04 3 2 1 1
Executive Assistant 04 [ E] 2 3 4
Legal Administrative Assisfant 04 6 11 3 5 2 1
Library Assistant, Senior 04 B 8 3 2 1 1 1
[Office Manager 6T s 2 3 1
[Paralegal 04 3 7 1 2 3 1
Registrar 04 [] 3 1 1 1
xec Asst lo City Administralor 05 6 1 1
xec Asst to Cily Atlorney 05 6 1 1
Job Group Total 358 12 31 18 5 0 49 186 57 3% 1
[Peroents 100.0% 3.0% 7.8% 4.5% 1.3% 0.0% 12.3% 46.7% 14.3% 9.8% 0.3%




Job Group: Skilled Craft

Job Group Analysis

Employee Headcount

Analysis Date: June, 2006

Total Men Women

Job Title Comp EEQ White  {Black JAsian |Hisp AlJAN  |White |Black jAsian |Hisp AlJAN
Electncian Helper 03 7 1 1

Heavy Equipment Service WOrker 03 7 [ 1 4 1

[Mamnlenance Mechanic 03 7 7 2 1 1 3

[Rehabiiation Pamt Techmician 03 7 1 1

Heproduction Offset Operator 03 7 2 1 1

Auto k-quipment Mechanic 04 7 12 9 1 1 1

Aufo Equipment Painter 04 7 1 1

[ETacksmih Welder 04 7 1 1

Larpenter 04 7 5 3 1 1

Loncrete Finisher 04 7 3 3

Construction & Maintenance Mechanic 04 7 7 2 1 1 2 1

Elecincal Painter 04 7 3 2 1

Electncian 04 7 9 3 4 1 1

Electro-Mechanical Machinist 04 7 1 1

|[Equipment Body Repair Worker 04 7 3 2 1

Heavy Equipment Mechanic 04 7 12 2 2 3 5

eavy Equipment Operator 04 7 8 [

Fainter 04 7 8 3 3 1 1

[Park Equipment Gperatar 04 7 7 1 5 1

Flumber 04 7 3 1 2
|Fationary Engineer 04 7 10 3 6 1

[Traffic Pamnier 04 7 7 3 3 1

tlecincan Leader 05 7 3 1 1 1

[ Telecommunications Elecincian, or 05 7 1 1

Telephone Services Specialist 05 7 5 1 3 1

Job Group Total 126 36 47 16 24 0 3 0 0 0 0
Percents 100.0% 28.6% 37.3% 12.7% 19.0% 0.0% 2.4% 0.0% 0.0% 0.0% 0.0%




Job Group Analysis
Employee Headcount

Job Group: Services/Maintenance Analysis Date: June, 2006
... |
Total Men Women
Job Title Comp EEQ White |Black  |Asian  [Hisp AVAN  fWhite  |Black  |Asian _ [Hisp AlJAN
Custodian 02 8 45 1 28 3 4 1 8 1 3
Faod Service Worker 02 8 7 1 B
Parking Meter Collector 02 ] 9 4 4 1
Reproduction Assistanl 02 8 2 2
[Auto Equipment Service Worker 03 8 2 1 1
Coak [l] 03 ] 1 1
Gardener Ciew Leader 03 8 35 6 20 4 3 2
Gardener i 03 8 30 1 17 2 & 3 1
Greenskeeper 03 B 4 1 1 2
Head Start Daver Counier 03 B 4 2 1 1
Parking Meter Repair Worker 03 8 ] 2 5 1 1
Parklands Maintenance Worker 03 [] 2 2
Public Works Maintenance Worker 03 8 75 3 50 2 12 5
ewer Mainienance Worker 03 8 26 3 15 2 4 2
ign Mainienance Worker 03 8 7 1 5 - 1
torexkeeper 03 B B 1 3 1 1 2
Torekeeper (1 03 B8 3 1 2
treet Mainienance Leader 03 8 33 1 29 1 2
ireet Sweeper Operalor 03 8 20 17 2 1
[TraMmc Sign Maker 03 8 2 1 1
ree VWorker Driver 03 8 3 2 1
Zoo Keeper 03 8 1 1
Imgation Repair Spedalist 04 B 3 1 1 1
Sewer Maintenance Leader 04 8 15 9 1 5
ree High Climber 04 [:] 2 1 1
ree | nmmer 04 8 9 1 3 2 3
Job Group Total 361 27 213 19 48 4] 10 38 1 5 0
Percents 100.0% 7.5% 59.0% 5.3% 13.3% 0.0% 2.8% 10.5% 0.3% 1.4% 0.0%




EXHIBIT C:
Availability Analysis

M
T

Mason Tillman Associates, Ltd, May 2007
Phase I: City of Oakland Faimess in Hiring & Employment Disparity Study



Availability 8 Factor Analysis

Job Group: Officials & Administrators Analysis Date: June, 2006
Immediate Labor Area: City of Oakland
Reasonable Recruiting Area: State of California

Raw data Weighted Data
Black Asian/  [Hispanic |Am.indian [Total |[Femate Factor [gjack Asian/  ]Hispanic |Am.Indian |Total Female Source of

Pacific Alaskan  |Minorities Weight Pacific Alaskan  |Minorities Raw Data

Islander [Native Islander |Native
1A - - - - - - 0.00 - - - - - - -
1B o 5H R IR oo 819 0.00 R D O T D 0.0 US Census
2 53.4 10.0 22.7 0.1 86.2 0.0 0.00 Q.0 0.0 0.0 0.0 0.0 0.0 US Census
3 326 14.9 18.2 0.7 66.4 49.3 0.00 0.0 0.0 0.0 0.0 0.0 0.0 US Census
4 258 13.2 8.8 0.5 483 493 0.16 4.0 2.1 14 0.1 7.5 7.7 US Census
5 4.5 11.7 14.2 0.9 313 394 0.21 1.0 2.5 3.9 0.2 6.7 8.5 US Census
6 425 15.4 10.6 0.2 0.0 491 0.63 26.8 9.7 6.7 0.2 0.0 309 WF Data
7 - - - - - - 0.00 - - - ) - - - -
] - - - - - - 0.00 - - - - - - -

Final Availabilty (%) 700.00 3.7 14.2 111 0.4 14.2 47.0




Availability 8 Factor Analysis

Job Group: Professionals Analysis Date: June, 2006
Immediate Labor Area: City of Oakland
Reasonable Recruiting Area: Five-County Area

Raw data Weighted Data
Black Asian/  |Hispanic |Am.Indian |Total Female Factor {gjack Asian/  |Hispanic |Am.Indian [Total Female Source of

Pacific Alaskan  |Minorities Weight Pacific Alaskan  |Minarities Raw Data

Islander Native Islander Native
1A - - - - - - 0.00 - - - - - - -
1B o N O] B B S 51.9 000 | -0 Y B O 0.0 US Census
2 53.4 10.0 22.7 0.1 86.2 0.0 0.00 0.0 0.0 0.0 0.0 0.0 0.0 US Census
3 326 14.9 18.2 0.7 66.4 493 0.00 0.0 0.0 0.0 0.0 0.0 0.0 S Census
4 22.0 12.0 6.7 0.7 41.4 54.2 0.32 7.1 39 22 0.2 13.4 175 US Census
5 71 20.6 7.1 0.7 354 495 0.43 3.0 8.8 30 0.3 15.1 21.2 US Census
[ 357 16.8 11.8 0.4 0.0 45.4 0.25 89 4.2 29 0.1 0.0 11.4 WF Data
7 - - - - - - 0.00 - - - - - - -
8 - - - - - - 0.00 - - - - - - -

Final Availabilty (%} 100.00 19.0 16,9 8.1 06 28.5 50.0




Availability 8 Factor Analysis

Job Group: Technicians Analysis Date: June, 2006
Immediate Labor Area: City of Oakland

Reasonable Recruiting Area: Five-County Area

Raw data Weighted Data
Black  |Asian/  |Hispanic |Am.Indian [Total Female | Factor [Back  [Asiany  [Hispanic |Am.ndian[Total  |Female Source of

Pacific Alaskan  |Minorities Weight Pacific Alaskan  [Minorities Raw Data

Islander Native Islander Native
TA - - - - - - 0.0 - - - - - - -
18 BN RN T B T 0.0 [5 weom |2 toeus b mor Lo o] oovs ] 0.0 US Census
2 53.4 10.0 22.7 0.1 86.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 US Gensus
3 326 14.9 16.2 0.7 66.4 49.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 US Census
4 40.8 19.2 9.8 0.9 70.7 57.4 0.1 6.0 7.8 14 0.1 10.4 8.5 US Census
5 105 26.2 10.8 08 48.2 505 04 45 116 48 03 213 723 US Census
3 1.7 146 15.6 0.7 0.0 24.8 0.4 ~13.0 6.0 6.4 0.3 0.0 10.2 WF Data
7 y . - s - - 0.0 - - - - - - -
8 y - - - - - 0.0 - - - - - - -

Final Availabilty (%) 100.0 236 20.4 126 0.5 31.7 41.0




Availability 8 Factor Analysis

Job Group: Protective Services Sworn Analysis Date: June, 2006
Immediate Labor Area: City of Oakland
Reasonable Recruiting Area: Five-County Area

Raw data Weighted Data
Black  |Asian/  |Hispanic JAm.indian|Total  |Female | Factor [Black  [Asian/  JHispanic |Am.Indian Total Female Source of
Pacific Alaskan  [Minorities Weight Pacific Alaskan |Minarities Raw Data
Islander Native islander MNative
1A - - - - - - 0.0 - - - - - - -
iB R o e AT I Y ] 0.0 I P B GO R ah 0.0 S Census
2 534 10.0 22.7 0.1 86.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 US Census
3 328 149 18.2 0.7 66.4 493 0.0 0.0 0.0 0.0 0.0 0.0 0.0 US Census
4 68.3 6.8 73 0.6 83.0 28.6 0.0 1.0 01 0.1 0.0 1.2 0.4 US Census
5 21.9 11.8 12.3 1.1 47.1 211 0.1 19 1.0 10 0.1 40 1.6 US Census
6 241 15.3 17.0 0.8 0.0 15.2 0.9 21.7 13.8 15.3 0.7 0.0 13.7 WF Data
7 - - - - - - 0.0 - - - - - - -
8 - - - - - - 0.0 - - - - - - -
Final Availabilty (%) 100.0 246 14.9 16.5 08 5.2 ~15.9




Availability 8 Factor Analysis

Job Group: Protective Services Non-Sworn Analysis Date: June, 2006
Immediate Labor Area: City of Oakland
Reasonable Recruiting Area: Five-County Area

| Raw data Weighted Data
[Black  [asians  [Hispanic |Am.indian [Total Female | Factor [gjack  [asians  [Hispanic JAm.ndian [Total Female Source of
Pacific Alaskan  [Minorities Weight Pacific Alaskan  |Minorities Raw Data
Islander Native Istander Native
TA - - B . - . 0.0 s - - - - - -
1B Lo e v SRR S e S e 519 0.0 BT BT R I B 0.0 US Census
7 34 .| 100 22.7 0.1 86.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 US Census
3 32.6 14.9 18.2 0.7 6.4 40.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 US Census
A 66.7 6.1 24 2.4 77.6 752 0.4 281 26 10 1.0 32.7 31.7 US Census
5 16.5 76 10.1 26 36.8 576 0.4 5.9 2.7 36 0.9 13.2 20.7 US Census
I6 49.3 124 12.9 04 0.0 42.0 0.2 10.0 27 28 0.1 0.0 90 WF Dala
7 . - . . - - 0.0 - - - - - - -
] - N . - . s 0.0 - . - - - - -
Final Availabilty (%) 100.0 449 8.0 75 2.1 459 616




Availability 8 Factor Analysis

Job Group: Administrative Support Analysis Date: June, 2006
Immediate Labor Area: City of Oakland
Reasonable Recruiting Area: Five-County Area

| Raw data Weighted Data
Black Asian/ Hispanic [Am.Indian [Total Female Factor [gjack Asian/ Hispanic |Am.Indian [Total Female Source of
Pacific Alaskan JMinorities Weight Pacific Alaskan |Minorities Raw Data
Islander Native Islander Native
A - N - - - - 0.00 - . » - - . .
1B Uhbod [ Sl DA PICNRE ST i thy <o 519 0.00 Lo fenisaa i L ik ety | R 0.0 US Census
2 10.0 227 0.1 0.0 0.00 0.0 0.0 0.0 0.0 0.0 0.0 US Census
3 14.9 18.2 0.7 49.3 0.00 0.0 0.0 0.0 0.0 0.0 0.0 US Census
4 151 13.4 0.8 65.2 0.65 275 9.7 8.6 0.5 46.4 421 US Census
5 19.2 14.4 1.0 65.0 0.29 3.5 56 4.2 0.3 13.6 1889 _ US Census
E 14.5 10.5 0.4 55.1 0.06 3.4 09 0.7 0.0 0.0 3.6 WF Data
7 - - - - - - 0.00 - - - - - - -
8 - - - - - - 0.00 - - - - - -

Final Availabilty (%) 100.00 34.4 16.2 13.5 0.8 60.0 64.5




Job Group: Skilled Craft
Immediate Labor Area: City of Oakland
Reasonable Recruiting Area: Five-County Area

Availability 8 Factor Analysis

Analysis Date: June, 2006

Raw data Weighted Data
Black Asian/  [Hispanic |Am.Indian [Total Female Factor [Black Asian/ Hispanic [Am.ndian [Total Female Source of

Pacific Alaskan  [Minorities Weight Pacific Alaskan  |Minorities Raw Data

Islander Native Islander Native
1A - - - - - - 0.0 - - - - - - -
1B .. T — " s I 51.9 0.0 - RS S5 ] E 0.0 US Census
2 53.4 10.0 227 0.1 86,2 0.0 0.0 0.0 00 0.0 0.0 0.0 0.0 US Census
3 326 149 18.2 0.7 66.4 49.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 US Census
4 259 14.3 37.8 0.7 78.7 12.0 0.3 7.6 4.2 11.1 0.2 23.0 3.5 US Census
5 7.3 13.5 24.2 1.4 46.4 8.2 0.6 4.1 7.7 13.7 0.8 26.3 4.7 US Census
3] 8.7 8.5 136 0.0 0.0 245 0.1 96 1.2 19 0.0 0.0 34 WF Data
F - - - - - - 0.0 - - - - - - -
B - - - - - - 0.0 . - - - - - -
[ Final Availabilty (-%) 100.0 213 13.0 26.7 1.0 49.3 11.6




Job Group: Services/Maintenance
Immediate Labor Area: City of Qakland
Reasonable Recruiting Area: Five-County Area

Availability 8 Factor Analysis

Analysis Date: June, 2006

Raw data Weighted Data
Black Asian/ Hispanic |Am.indian [Total Female Factor [gjack Asian/ Hispanic {Am.Indian [Total Female Source of

Pacific Alaskan |Minarities Weight Pacific Alaskan  |Minorities Raw Data

Islander Native Islander Native
1A - - - - - - 0.0 - - - - - - -
18 o S [ B . T 51.8 0.0 L 4 A IR R 0.0 US Census
2 53.4 10.0 227 0.1 86.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 US Census
3 326 14.9 18.2 0.7 66.4 49.3 0.0 0.0 0.0 =0.0 0.0 0.0 0.0 US Census
4 33.8 18.7 32.3 0.5 85.3 41.3 0.6 19.2 10.6 18.4 0.3 48.6 23.5 US Census
5 11.2 20.4 31.2 0.9 63.8 40.5 0.3 32 57 8.7 0.3 17.9 11.3 US Census
E 62.7 9.8 13.2 0.2 0.0 315 0.2 9.4 1.5 2.0 0.0 0.0 4.7 WF Data
7 - - - - - - 0.0 - - - - - - -
8 - - - - - - 0.0 - - - - - - -

Final Availabilty (%) 700.0 31.8 17.8 26.1 0.6 66.5 396




EXHIBIT D:
Utilization Analysis

Mason Tillman Associates, Lid. May 2007
Phase I: City of Oakland Fairness in Hiring & Employment Disparity Study

M
T



City of Oakland
Utilization Analysis
Total Workforce

Number of Black Asian Hispanic MNative American Total Minarity Female
Job Group
Employees [eoyment] Avalabitty | Stat, Und. | Employment] Availabilty | Stat Und. | Employ Availabilty | S Und. P | Avaitanitty | Stat. ung. [Employmen| Avaitabisty | Stat. Ung. |Employment| Avattabiity { S, Und,
I % % Ym) % I % ] ) % l o° M) % | % {¥N) % | % (viny % | % ] Yy

Cfficials'Administrators 370 40.00 31.73 N 9.73 14.24 Y 10.27 11.12 N 0.27 0.43 N 60.27 £7.52 N 47.30 47.03 N
Professionals 1211 3212 19.04 N 19.74 16.89 N 10.07 8.12 N 0.25 081 N 62.18 44,67 N 54.34 50.01 N
Technicians 368 36.96 2363 N 12.50 20.38 Y 14.67 12.61 N 0.27 0.77 N 64.40 57.39 N 34.51 40,98 Y
Protective Swom 857 21.82 2455 Y 15.64 14.90 N 17.39 16.47 N 0.82 .81 N 55.66 586.73 N 12.60 15.92 Y
Protective Non-swom 391 48.08 44 88 N 12.02 8.02 N 13.04 7.46 N 0.51 2405 Y 7366 82.41 N 43.22 61.57 Y
Administrative Support 1535 54.79 3440 N 14,92 16.25 N 9.71 13.51 Y 0.52 .84 N 79.93 85.00 N 61.37 64 49 Y
|Ski|led Craft Workers 127 37.80 21.33 N 12.60 13.04 N 18.90 26.69 Y 0.00 0.98 N 69,29 62.04 N 2.36 11.60 Y
IServicesMaintenance 601 68.72 31.80 N 8.49 17.684 Y 13,64 29.12 Y 0.00 0.57 Y 50.85 79.34 N 24 .46 38.59 Y

* Nol encugh data




City of Oakland
Utilization Analysis
City Administrator

Job Eroup Number of Black Asian Hispanic Native American Total Minority Female
Employees fempioyment| Availaiity | Stat. Una. | Emph Avaitability | Stat, Ung, | Availability | Stat Urd. |Employment} Availability | Stat. Und. |Employment] Avatlabitty | Stat. Und. {Employment| Availability | Stat. Una,
% l % ] {YN) % I % I oY) 13 ! % [YN) % l (YiN) % % | [YN) % | % {riN)
Officials/Administrators 13 46.15 31,73 N 0.00 14.24 N 0.00 11.12 N 0.00 0.43 N 46.15 57,52 N 53.85 47.03 N
Professionals 55 21.82 19,04 N 2545 16.89 N 16.36 8.12 N 0.00 0.61 N 6364 4467 N 67.27 50,01 N
Technicians 10 50.00 23.63 N 10.00 20.38 N 10.00 12.61 N .00 077 N 70.00 57.39 N 50,00 40.98 N
Protective Swom 0 - 24.55 * - 14.90 . - 16.47 - - 0.81 v - 56,73 v - 15.92 .
Protective Non-swom 0 - 44.88 * - 8.02 * - 7.46 - - 2.05 v - 62.41 v - 61.57 .
Administrative Support 12 50.00 34.40 N 16.67 16.25 N 16.67 13.51 N 0.00 0.84 N 83.33 65.00 N 100.00 64.49 N
Skilled Craft Workers 0 - 21.33 * - 13.04 * - 26.69 . - 0.98 * - 62.04 v - 11.60 M
Services/Maintenance 0 - 31.80 * - 17,84 - - 2912 . - 057 - - 79.34 v - 239.59 .

= Not enough dala




City of Oakland
Utilization Analysis

City Attormey
Job Group Number of Black Asian Hispanic Native American Total Minority Female
Employees Empluymem‘ Availabilty | Stat. Und. Employmeml ‘Avallabllity l Stat, Und. Empinymenll Availability | Stat, Und. Empluymaml Avaitability | Stat. Und. Employmem] Avallability | Stat. Und, |Employment| Availasiity | stat. Und.
% [ ) % % o % % YNy % oY) % % o) % % o)
Officials/Administrators 15 20,00 31.73 N 13.33 14.24 N 13.32 11.12 N 0.00 0.43 N 4667 57.52 N §3.33 47.03 "N
Professionals a8 23.08 19.04 N 23.08 16.89 N 10.26 812 N 0.00 0.61 N 56.41 44,67 N 61.54 50.01 N
Technidans 0 - 2363 * - 20.38 * - 12.61 * - 0.77 . - 57.39 * - 40.98 *
Protective Swom Q - 2455 * - 14.90 - - 16.47 * - 0.81 . - 56.73 * - 15,92 -
Protective Non-swom ¢ - 44 88 * - 8.02 - - 7.46 . - 2.05 v - 62.41 * - 61.57 -
Adminisirative Support 25 60.00 34.40 N 12.00 16.25 N 3.00 3.51 N .00 0.84 N 80.00 65.00 N 96.00 64.49 N
Skilled Craft Workers 0 - 21.33 * - 13.04 - - 26.69 . - 0.98 - - 62.04 * - 11.60 -
SenvicesMaintenance 0 - 31.80 * - 17.84 - - 2912 * - 0.57 - - 79.34 * - 39.59 .

* Not encugh cata




City of Oakland
Utitization Analysis

City Auditor
Job Group Number of Black Asian Hispanic Native American Total Minority Femala
Employees Employmenll Availabilityl Stat. Und. Empmymeml Avallability | Stat. Und. Empluymernl Availability | Stal. Und. I A Stat. Und. Emplwrnen\l Aocailability | Stat. Und. Empiuymenll Av-ailabtm] Stat. Und.
% oY) % % Yy % % (YN} % % (YN} % % (YiN) % % (YN)
Officials/Administrators 1 0.00 31.73 . 0.00 14.24 - 0.00 11.12 > 0.00 0.43 - 0.00 57.52 - 0.00 47.03 .
Professionals 2z 50.00 10.04 * 50.00 16.88 - 0.00 8.12 - 0.00 0.61 - 100.00 44 67 - 50.00 50.1 o
Technicians Q - 23.63 - - 20.38 * - 12.61 “ - 0.77 * - 57.39 * - 40.98 *
Protective Swom 0 - 24.55 - - 14,90 * - 16.47 - . 0.81 * - 56.73 * - 1582 *
Protective Nen-swom 0 - 44 88 . - 8.02 * - 7.46 * - 2.05 * - 62.41 * - 61.57 -
Administrative Support 3 66.67 34.40 * 0.00 16.25 * 33.33 13.51 M 0.00 0.84 - 100.00 £5.00 . 656.67 64.49 -
Skilled Craft Workers ¢ - 21.33 - - 13.04 * - 26.69 * - 0.98 * - 62.04 * - 11,860 -
ServicesMaintenance 0 - 31.80 . - 17.84 * - 20.12 . - 0.57 * - 79.34 v - 39.59 *

* Not encugh data




City of Oakland
Utilization Analysis

City Clerk
Job Group Number of Black Asian Hispanic Native American Total Minority Female
Employees | Emnoyment| Avaitabilty | Stat, Und, |Employmeni| Availabiliy | Stat, Und. | Employmeni| Availability | Stat. Und. |Employment] Avaitsbitty | Stal Und. | Employment] Availability | Stat. Und, |Employment] Avallzbiity | Stat Und.
% l % oY) I % ] % (YN) % I % i) % l % I YN) % % Y I % | oY)
Officials/Administrators 2 100.00 31.73 - 0.00 14.24 . 0.00 11,12 - 0.00 043 - 100.00 57.52 * 50.00 47.03 *
Professionals 3 0.00 19,04 * 33.33 16.89 . 0.00 B.12 ° 0.00 0.61 " 33.33 44 67 * 33.33 50.01 .
Technidans a - 23.63 * - 20.38 i - i2.61 * - 8.77 . - 57.39 * - 40.98 .
Protective Sworn 0 - 24.55 * - 14.80 * - 16.47 . - 0.81 - - 56.73 v - 15.92 *
Protective Non-swomn o - 44.88 * - B.02 * - 746 - - 2.05 - - 6241 M - 61.57 *
| Administrative Suppon 3 100.00 34.40 * 0.00 16.25 i 0,00 13.51 - 0.00 0.84 * 100.00 65.00 v 100.00 64.49 *
Skilled Craft Workers 0 - 21.33 * - 13.04 v - 26.69 ‘ - 0,98 * - 62.04 v - 11.60 *
Services/Maintenance 0 - 31.80 v - 17.84 . - 29.12 - - 0.57 - - 79.34 v - 39.59 i

* Not encugh data




City of Oakland
Utilization Analysis

City Council
Job Group Number of Black Asian Hispanic Native American Total Minofity Femate
Employees [eqoioyment| Availability | Stat, Und. Employrnnm] Availability I Stat. Ung. Empmymentl "Availability ] Stat. Und. Empluymem] Availability | Stat. Und. [Employment] Availability | Stat. Und. |Empioyment| Availability | Stat. Und.
% % (YN % {Y™) % % {YIN) {Ym) % % {Y/™N) * % (YN}
Officials/Administrators 9 2222 31.73 N 33.33 14.24 N 11.11 1112 N 0.00 0.43 N 686.67 57.52 N 55.56 47.03 N
Professionals 19 21.05 19.04 N 15.79 16.89 N 26.32 8.12 N 0.00 0.61 N 83.16 44 67 N 57.89 50.01 N
Technicians 0 - 2363 - - 2038 - - 12.61 * - 0.77 M - 57.39 * - 40.98 v
Protective Swom 0 - 24.55 - - 14.90 - - 16.47 * - 0.81 * - 56.73 * - 15.92 v
Protective Non-swom 0 - 44 88 - - 8.02 . - 7.46 = - 2.05 - - 62.41 * - 61.57 .
Adminisirative Support 12 3333 34.40 N 8.33 16.25 N 25.00 13.51 N 0.00 0.84 N 66 67 65.00 N 91.67 64.49 N
Skilled Craft Workers 0 - 21.33 - - 13.04 - - 26.69 . - 0.98 * - 62.04 * - 11.60 .
Services/Maintenance 0 - 31.80 - - 17.84 . - 29,12 . - 0.57 * - 79.34 i - 39.59 -

* Not errough dala




Clty of Oakiand
Utilization Analysis

Community 8 Economic Development Agency

Number of Black Asian Hispanic Native American Total Minority Female
Job Group
Employees [Enuoymen]| Avatabigty | Stat Uno. | Employment| Availabidty | Stat Und, | Employment| Avallabity | Statl, Und. T Avaitabitny | Stat. Und. |Empioymen| Avaitatéity | Star Und. |Emplaymer] Avaitabitey | Stat. Una.
% I % | Yy % ' % | YNy % I % l V) %« | = ) % | % | ormn % I % ! oY)

Officials/Administrators 54 2407 31.73 N 7.41 14.24 N 9.26 11.12 N 0.00 0.43 N 40.74 57.52 Y 40.74 47.03 N
Professionals 122 29.51 19.04 N 23.77 16.80 N 8.20 812 N 1.64 0.61 N 63.11 44.67 N 42 62 50.01 N
Technicians 48 14.58 23.63 N 16.67 20.38 N 14.58 12.61 N 0.00 0.77 N 45.83 57.39 N 14.58 40.98 Y
Protective Swom 4] - 24 .55 * - 1480 - - 16.47 * - 0.81 . - 56.73 * - 15.92 -
Protective Non-swom 0 - 44,88 * - 8.02 . - 7.46 * - 2.06 * - 62.41 * - 61.57 .
Administrative Support 48 75.00 34.40 N 10.42 16.25 N 417 13.51 Y 0.00 0.84 N 89.58 65.00 N 095.83 64.49 N
Skilled Craft Workers 1 100.00 2133 . 0,00 13.04 - 0.00 26.69 * 0.00 0.98 M 100.00 62.04 * 0.00 11.60 *
ServicesMaintenance 1 100.00 31.80 . 0.00 17.84 ‘ 0.00 29.12 * 0.00 0.57 - 100.00 79.34 * 0.00 39.59 *

*Not enough data




City of Oakland
UWtilization Analysis

Cultural Arts
sob Group Number of Black Asian Hispanic Native American Total Minority Female
Employees [empiayment| Avatiabilty | Stat. Und. |Employment] availability I Stat. Und. Ernpluyrnen!l Avaitabilty [ Stat, Und. [Employment] Availabiity | S1a1. Una. Emplnymentl Availabiity | Stat. Ung, Employrnaml Availabikty | Stat. Und.
% % YNy % % YN} % % 1Y) % % (YN % % {YIN) {Y/N)
Officials’Administrators 6 0.00 .7 N .00 14.24 N 16.67 1t.12 N 0.00 0.43 N 16.67 57.52 Y 33.33 47.03 N
Professionals 16 12.50 19.04 N 18.75 16.89 N 0.00 8.12 N 0.00 0.61 N 3.25 44 67 Y 62.50 50.01 N
Technicians 2 0.00 23.63 * 0.00 20.38 . 50.00 1261 . 0.00 0.77 * 50.00 57.39 ¢ 50.00 40.98 .
Protective Swom - 24 55 * - 14.80 - - 16.47 - - 0.81 . - 56.73 o - 15.92 *
Protective Non-swom 35 74.29 44 .88 N 8.57 8.02 N 571 7.46 N 2.86 2,05 N 91.43 62,41 N 31.43 61.57 Y
Administrative Support 7 14.29 3440 N 0.00 16,25 N 14.29 13.51 N 0.00 0.84 N 28.57 65.00 Y 57.14 64 .49 N
Skilled Craft Workers 0 - 21.33 M - 13.04 * - 26.69 - - 0.98 > - 62.04 v - 11.60 *
ServicesMaintenance 21 52.38 31.80 N 3333 17.84 N 9,52 29.12 Y 0.00 0.57 N 95.24 79.34 N 42.96 3959 N

* Not enough data




City of Oakland
Utilization Analysis
Department of Human Services

sob Group Number of Black Astan Hispanic Nalive American Total Minority Female
Employees | Errieyment| Avallatifty | Stat, Und, Employmaml Anilahimyl Stat. Und. enll Availability | 8181 Und, |Employ ]A\rallablhy] Stat. Und, Empbymml Availabmyl Stal. Und. Empioyment‘ Anu.-ml'nyl Stat. Und.
[ % o) < % % =% ey % {¥/N) % [ Yy % % o)
Officials/Administrators 64,71 3173 N 11.76 14.24 5.88 11.12 N 0.00 0.43 N 82,35 87.52 N 85.29 4703 N
Professionals 172 41.28 19.04 N 28.49 16.80 18.02 812 N 0.00 0.61 N 87.79 44 67 N 88.95 50.01 N
Technicians o - 23.63 * - 20.38 - 12.61 * - 0.77 * - §7.39 - - 40.98 -
Protective Swom o] - 24.55 > - 14.90 - 16.47 > - 0.81 > - 56.73 - - 15.92 -
Protective Non-swom o - 4488 - - 8.02 - 7.46 * - 2,05 . - 62.41 - - §1.57 *
Administrative Support 202 52.97 34.40 N 16.82 16.25 10.40 13.51 N 1.49 0.84 N 81.68 65.00 N €9.31 84 .49 N
Skilled Craft Workers 0 - 21.33 * . 13.04 - 26.69 * - 0.98 * - 62,04 * - 11.60 *
ServicesMaintenance 45 8222 31.80 N 2.22 17.84 11.11 29.12 Y Q.00 0.57 N 95.56 79.34 N 26.67 39.59 Y

~ Nol enough cata




City of Cakland
Utilization Analysis
Finance and Management Agency

Job Group Number of Black Asian Hispanie Native American Total Minority Female
Employees Empmymeml Auilabiliry] Stat. Und. Employmeml Avni:abimyl Stat. Und. Emmnymeml labitty | Stal. Und. f Avnilahility] Stat. Und. Employmem] Av:ilabimyl Stat. Und. Empinyrnenl] Availabilzy | Stat. Und,
% % oY) % % YNy % % (YN) % % oY) % % oY) (YN
Officials/Administrators 58 53.45 31.73 N 1207 1424 N 862 11,12 N 0.00 0.43 N 7414 57.52 N 56.90 47.03 N
Professionals 114 42,11 19.04 N 26.32 16.89 N 526 8.12 N 0.00 0.61 N 7368 44,67 N 51.75 50.01 N
[Technicans 26 42.31 2363 N 19.23 20.38 N 23.08 12.61 N 0.00 0.77 N 84 62 57.39 N 65.38 40,98 N
Protective Swom 0 - 24.55 > - 14.90 > - 16.47 . - 0.81 * - 56.73 v - 15.92 -
Protective Non-swom 69 75.36 4488 N 7.25 8.02 N 11.59 7.46 N 0.00 2.05 N 94.20 62.41 N 50.72 61.57 Y
Administrative Support ri 53.52 34.40 N 2113 16.25 N 12.68 13.51 N 0.00 0.84 N 87.32 65.00 N 77.46 64.49 N
Skilled Craft Workers 7 57.14 21.33 N 0.00 13.04 N 14.29 26.69 N 0.00 0.98 N 7143 62,04 N 14.29 11.60 N
Services/Maintenance 29 62.07 31.80 N 3.45 17.84 Y 17.24 2012 Y 0.00 0.57 N 82.76 79.34 N 31.03 39.59 hi

* Nol enough cata



City of Qakland
Utilization Analysis
Fire Department

Job Group Nurnber of Bllack Asian Hispanic Native American Total Minority Female
Employees Employment| Availability ] Stat. Und. Ernpluymeml Availabili Stat. Und, I Avazilability | Stat. Und. JEmployment| Avadlability | Stat. Und. Empluymant] Availability | Stat. Und. | Employment| Awvailability | Stat. {nd.
% % Yo % % [rm) % % {YN) % M) % k) 8] aéull
Officials/Administrators 22 36.36 3173 N 9.09 14,24 N 8.08 1112 N .00 0.43 N 54.55 57.52 N 36,36 47.03 h
Professionals 131 37.40 19.04 N 8.40 16.89 Y 12,98 8.12 N ¢.00 0.61 N 58.78 44 67 N 14.50 50,01 Y
Technicians 20 55.00 23.63 N 1500 20.38 N .00 12.61 N 0.00 0.77 N 73.00 §57.39 N 80.00 40.98 N
Protective Swom 324 26.54 24.55 N 12.04 14.90 N 16.05 16.47 N 1.54 0.81 N 58,17 56.73 N 10.19 15.92 Y
Protective Non-swomn 13 46.67 44.88 N 0.00 8.02 N 20.00 746 N 0.00 2.05 N 66.67 6241 N 33.33 61.57 Y
|Administrative Support 19 78.95 34.40 N 5.26 16,25 Y 5.26 13.51 N 0.00 0.84 N 89.47 65,00 N 78.95 64.49 N
Skilled Craft Workers 1 100.00 21.33 * 0.00 13.04 > 0.00 26.69 - 0.00 0.98 * 100.00 62.04 > 0.00 11.60 *
ServicesMaintenance 0 - 31.80 - - 17.84 ~ - 29.12 * - 0.57 * - 79.34 > - 39.59 -

* Not encugh data




City of OQakland

Utilization Analysis

Library
Job Group Number of Black Asian Hispanic Native American Total Minority Female
Employees Ernp(oymenllAvailabilily | Stat. Und. |Employmant| Avanabiity | Stat. und. | Employment| Avaitabity | Stat. Uing, Emptuyrnenll Availability | Stat, Una, |Employment| Avaitability | stat. Und. |Employment| Availability l Stat. Und.
% % (v/N) % % YN % % (Ym) % % {YIN) % % (YN) % % (Y/N)
Official/Administrators 13 23,08 31.73 N 23.08 14.24 N 23.08 11.12 N 0.00 0.43 N 69.23 57.52 N 61.54 47.03 N
Protassicnals 126 1111 19.04 Y 12.70 16.89 N 3.97 3.12 Y 0.00 0.61 N 27.78 44.67 Y 84.92 50.01 N
Technicians 4] - 23.63 * - 20.38 * - 12.81 - - 0.77 - - 57.39 “ - 40.98 -
Protective Swom 0 - 24.55 . - 14,90 * - 1647 - - Q.81 * - 56.73 v - 15.92 *
Protective Non-swom 0 - 44 88 * - 8,02 v - 7.48 i - 2.05 b - 62.41 * - 61.57 *
Administrative Support 282 26.24 34 .40 Y 25.18 16.25 N 1773 13,51 N 0.71 0.84 N 69.86 65.00 N 60,99 64,49 N
Skilled Craft Workers 0 - 21.33 v - 13.04 * - 26.69 v - 0.98 b - 62.04 v - 11.60 v
ServicesMaintenance 1 100.00 31.80 i 0.00 17.84 v Q.00 29.12 * 0,00 0.57 * 100.00 79.34 * 100.00 398.58 v

* Not ancugh data




City of Oakiand
Utilization Analysis

Mayor
Job Group Number of Black Asian Hispanic Native American Total Minerity Female
Employees [Empioyment] Avatiabilty | Stat. Und. | Emplayment] A y | Stat. Und. P [ Avaitabitity | stat. Und. |Employment| Avattabitty | Stat Und. |Employment] Avaitabiity | Stat. Und. |Empioyment| Availabibty | Stat. Und.
% I % | {Ym) % I % (YMN) % | % {Ym) | % I (Ym) % l % I YINY % l % l {Ym)
Officials/Administrators 2 50.00 31.73 . 0.00 14.24 * 0.00 11.12 - 0.00 0.43 - 50.00 57.52 * 50.00 47.03 M
Professionals 5 0.00 19.04 * 20.00 16.89 * 40.00 8.12 * 0.00 0.61 * 60.00 44 67 * 60.00 50.01 M
Technicians 0 - 23,63 * - 20.38 . . 12.61 * - 0.77 - - 51.39 * - 40.98 "
Protective Swom 0 - 2455 * - 14,90 * - 16.47 . - 0.81 - - 58.73 * - 15.92 *
Protective Non-swom 0 - 44 88 * - 8.02 . - 746 . - 2.05 M - 62.41 * - 61.57 v
Administrative Support 7 14.29 34.40 N 14.29 16.25 N 42.86 13.51 N 0.00 0.84 N 71.43 £65.00 N 57.14 64.49 N
Skilled Craft Workers 1] - 21.33 . - 13.04 * - 26,69 . - 0.98 * - 62.04 M - 11.60 *
Services/Maintenance 0 - 31.80 * - 17.84 * - 29,12 . - 0.57 * - 79.34 . - 39.59 *

*Nol enough data




City of Ozkland
Utilizatfon Analysis
Office of Parks and Recreation

Nurnber of Black Asian Hispanic Native American Total Minosity Female
Job Group
Employees [emaupment] Avaiisy F St b, | Emplopment, tabildy | St Lnd, Aoy T tawizsiny | St Lind |Empiopmens] Availabiity | Stat Une. JEmployment] asailaniiy | Stz und. JEmployment] Avmianiity | Star, (nd
% [ * (Ym) % f % ll TN} % [ % ormy % |I % i fri) % |I % |I (e} % ]] [ f {r)

Officials/Administrators M4 50.00 173 N 11.76 14,24 N 5.88 11.12 N 0.00 0.43 N 67.65 57.52 N 52.94 47.03 N
Professionals 185 44 86 19.04 N 7.57 16.89 Y 541 8.12 N 0.54 0.61 N 58.28 44 67 N 46.49 50.01 N
Technicians 16 56.25 2363 N 6.25 2038 Y 12.50 12.61 N 0.00 0.77 N 75.00 57.38 N 43.75 40.93 N
Protective Swom 0 - 24,55 - - 14.90 . - 16.47 * - 0.81 . - 56,73 * - 15.92 -
Protective Nen-swom 109 35.78 44 88 Y 18.35 8.02 N 1.0 7.46 N 0.92 2.05 N 66.06 62.41 N 47.71 61.57 Y
Administrative Suppori 595 63.19 34.40 N 8.40 16.25 Y 5.88 13.51 Y 034 0.84 N 77.82 £5.00 N 46.89 64.49 Y
Skilled Craft Workers 1 100.00 21.33 . 0.00 13.04 : 0.00 26.69 > 0.00 0.93 * 100.00 62.04 * 0.00 11.60 *
Services/Maintenance 25 £8.00 31.80 N 0.00 17.84 Y 12.00 2812 Y 0.00 0.57 N 20.00 7934 N 24,00 39.59 Y

*Not encugh data




City of Qakland
Utitization Analysis
Police Services Agency

Number of Black Asian Hispanic Mative American Total Minority Female
Jab Group
Employees Empbymeml Avaitability | S1aL, Und. Empluyrnem] Avnillbiity] Stat. Und., Emptoymeml Avlihbility] Stat. Und. ErnplwmemJ Avail-lbiﬁ!y] Stat. Und. EmphyrnenlJ Av-l!ibilityl Stat, Und. Emplaymuml Avnilabiﬁty] Stat. Und.
% » Y % Y/N) % % (Y) % % o) » " o = % (YN

Officials/Administrators 19 26.32 .73 N 5.26 14.24 N 0.00 11.12 Y 0.00 0.43 N 31.58 57.52 Y 57.89 47.03 N
Professionals 118 33.05 i0.04 N 13.56 16,89 N 1017 8.12 N Q.00 0.61 N 56.78 44 67 N 47.46 50.01 N
Technicians 201 36.32 23.63 N 9.95 20.38 Y 15.42 12,61 N 0.50 0.77 N 62.19 57.39 N 36.32 40.98 N
Protective Swom 533 18.95 24.55 Y 17.82 14.90 N 18.20 16,47 N 0.38 Q.81 N 55.35 §6.73 N 14.07 15.92 N
Protective Non-swom 148 35.14 44 88 Y 1216 8.02 N 17.87 7.46 N 0.00 2.05 Y 64.86 62.41 N 40.54 61.57 Y
Administrative Support 78 51.28 34.40 N 0.7 16,25 N 6.41 13.51 Y 0.00 0.84 N 88.46 65.00 N 84.62 64.49 N
Skilled Craft Workers 1 0.00 2133 - 0.00 13.04 > 100.00 26.69 . 0.00 0.98 - 100.00 62.04 . 0.00 11.80 *
ServicesMaintenance 79 62,03 31.80 N 18.99 17.84 N 6.33 29.12 Y 0.00 0.57 N B7.34 79.34 N 73.42 39.59 N

* Nol encugh data




City of Oakland
Utilization Analysis

Public Works
Job Graup Number of Black Asian Hispanic Native American Total M'rnority Female
Employees Employmenll Avaitabizty | Stal. Und. Employmem] Availabiity | Stat. Und. Empbymentl Avaitabitty | Stat. Und. Empk:ymeml Avaitabilty | Stat, Und, Emplwrmml Availability | Stat, Und. Empioymem' Availability | Stat. Und,
% % YR % % (Y % % oYy % % YN) % % ) * % {Y)
Officials/Administrators 88 39.77 31.73 N 6.82 14.24 Y 17.05 1112 N 1.14 0.43 N 6477 57.62 N 25.00 47.03 Y
Professionals 104 20.19 19.04 N 40.38 16.89 N 10.58 812 N 0.00 061 N 7115 44.67 N 37.50 50.01 Y
[ Technicians 45 44 .44 2383 N 17.78 20.38 N 11.11 12.61 N 0.00 0.77 N 73.33 57.39 N 222 40.98 Y
Protective Swom 0 - 2455 * - 14.90 * - 16.47 ' - .81 - - 56.73 v - 15.92 -
Protective Non-swem 15 80.00 44,88 N 6.67 8.02 N 0.00 7.46 N 0.00 2.05 N 8667 62.41 N 40.00 61.57 Y
Administrative Support 58 64.29 3440 N 1429 16,25 N 12.50 13.51 N 0.00 0.84 N 89107 65.00 N 78.57 64,49 N
|Skilled Craft Workers 116 3634 21.33 N 13.79 13.04 N 18.97 26.69 Y 0.00 0.98 N 68.10 62.04 N 1.72 11,60 Y
|SeMcesMainlenance 400 69.75 31.80 N 6.75 17.84 Y 15.50 2812 Y 0.00 0,57 N 92.00 79.34 N 13.00 39.59 Y

* Not enough dats




City of Qakland
Utilization Analysis

Non.Departmental
It Group Number of Black Asian Hispanic Native American Total Minority Female
Employees | &mpoyment Avﬂilﬂbilityl Stat. Und. Empioymeml Av:ilab(lﬂyl Stat. Ung. |Employment] Availabikty | Stat. Und. Empnoymeml Availabihyl Stat. Ung, Empu,ymem| Avaihbiﬁfyl Stat_Und. Emptamﬁl Avauabibty | Stat. Und.
% % (V) % % oY) % % oY) % % (i) L % (Y/MN) % » {YmN)
Officials/Administrators 0 - 31.73 * - 14,24 M - 11.12 * - 0.43 M - 57.52 * - 47.03 *
Professionals 0 - 19.04 * - 16.89 i - B.12 * B 0.61 * - 44,67 - - 50.01 *
Technicians o - 2363 v - 20.38 * - 12.61 * - 0.77 * - 57.39 - - 40.98 ‘
Protective Swom 4] - 24.55 v - 14.90 * - 16.47 M - 0.81 . - 56.73 M - 15.92 *
Protective Non-swom o - 44 88 - - 8.02 * - 746 * - 2.05 * - 62.41 * - 61.57 *
|Administrative Support 115 75.65 34.40 N 1217 16.25 N 6.09 13.51 Y 0.87 0.84 N 94,78 65.00 N 56.52 64.49 Y
Skilled Craft Workers 1] - 21.33 * - 1304 - - 26 69 - - 0.58 v - 62.04 * - 11,60 .
Services/Maintenance 0 - 31.80 - - 17.84 . - 29.12 * - 0.57 ° - 79.34 * - 39.59 *

* Net enough data
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PHASE 11

l..

STUDY OVERVIEW

The City of Oakland and Redevelopment Agency (City) commissioned Mason Tillman
Associates, Ltd. (Mason Tillman) to perform a Fairness in Hiring and Employment Disparity
Study (Study). The management and staff of the Office of Personnel and Resource
Management (OPRM) and the Equal Opportunity Programs Division (EOPD) provided
invaluable assistance in performing this Study.

This Study, which covered a three-year period from 2004-2006, was performed in two
phases. The Study was undertaken pursuant to the City Charter, Article IX, Section 900.
The City Charter, amended by the passage of Measure G, which the voters approved in
March 1996, requires the City to “Provide Remedies for Acts of Past and Present Racial and
Gender Discrimination and Imbalances.” The hiring and employment component of the
requirement of the City’s Charter Section 900(b) is as follows:

b) The City shall study its workforce in comparison to the relevant labor
pool to determine if there are manifest racial or gender imbalances in
traditionally segregated job classifications. [fthe study demonstrates such
manifest imbalances, the City shall adopt a remedial voluntary affirmative
action plan which shall be periodically updated and in effect only until the
imbalances are eliminated.

There are state and federal mandates which direct the recruitment, hiring, promotions, and
employment practices of the City.

*+ Proposition 209 - Prohibition Against Discrimination Or Preferential Treatment By State
and Other Public Entities was approved by the voters in 1996. Proposition 209 prohibits
the state, which includes but is not limited to, cities, counties, the state itself, special
districts, the public university system, including the University of California, community

Mason Tillman Associates, Ltd. April 2008
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11,

college districts, school districts, and other public government instrumentalities or
political subdivision from discriminating against or giving preferential treatment to any
individual or group in public employment, public education, or public contracting on the
basis of race, sex, color, ethnicity, or national origin. Proposition 209 does not prohibit
reasonably necessary bonafide qualification based on sex and action for the normal
operation of public employment, public education, or public contracting. Proposition 209
mandates enforcement to the extent permitted by federal law and requires uniform
remedies for violations. Furthermore, Proposition 209 does not prohibit action which
must be taken to establish or maintain eligibility for any federal program where
ineligibility would result in a loss of federal funds to the state.

The first phase was to determine if the City’s workforce reflects the composition of the labor
pool available in its recruitment area. The Phase I statistical findings are summarized below:

Availability Analysis - African Americans had the highest availability in Protective Services
Non-Sworn, Administrative Support, and Service/Maintenance Workers job groups with
44 88 percent, 34.4 percent, and 31.8 percent, respectively. Females had the highest
availability in Administrative Support, Protective Services Non-Sworn, Professionals, and
Officials & Administrators job groups, with 64.49 percent, 61.57 percent, 50.1 percent, and
47.03 percent, respectively.

Underutilization Analysis - Women are under-represented in Technician, Protective Services
Sworn, Protective Services Non-Sworn, Administrative Support, Skilled Craft Workers and
Services/Maintenance Workers job groups. African Americans are under-represented in
Protective Services Sworn job group; Asian Americans are under-represented in Official &
Administrators, Technicians, and Service/Maintenance Workers job groups; Hispanic
Americans are under-represented in Administrative Support, Skilled Craft Workers, and
Service Maintenance Workers job groups; and Native Americans are under-represented in
Protective Services Non-Sworn and Service/Maintenance Workers job groups.

The second phase was to determine the effectiveness of existing City race and gender-neutral

measures and to identify additional remedial measures and strategies to alleviate the
underutilization documented in the Phase I research.

PHASE Il SCOPE OF WORK

The Phase Il research addressed four tasks. Completion of these tasks involved a review of
the Phase I findings. The tasks are as follows:

Task One: Identify any manifestations of racial or gender imbalances in traditionally

segregated job classifications.

Mason Tillman Associates, Ltd. April 2008
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Task Two:  Examine the effectiveness of the City’s existing remedial measures by
analyzing existing race and gender-neutral measures and discuss the
effectiveness of each.

Task Three: Evaluate the outreach methods used by the Office of Personnel Resource
Management to fill vacancies.

Task Four:  Develop a race and gender-neutral remedial program that the City can use if
the Study demonstrates an imbalance.

METHODOLOGY

The methodology for analyzing these four tasks involved three techniques. The techniques
were interviews, focus groups, and document review.

1. Interviews

Interviews were conducted with managers from OPRM and the Equal Opportunity Programs
Division (EOPD) to assess the effectiveness of past and current recruitment efforts.

2. Focus Group

A focus group was conducted with staff from the OPRM and EOPD to seek staff input on
strategies to correct the imbalances identified in the Phase | report. The OPRM staff
participants were responsible for the implementation of recruitment programs and plans,
administration of the Civil Service examinations, and the creation of the eligibility lists for
advertised positions. The EOPD staff participants had responsibility for the development and
implementation ofthe City’s Equal Employment Opportunity (EEO) Policies and Affirmative
Action plans and programs. A moderator’s guide was used to lead the focus group
discussion (See Appendix A). :

3. Document Review
a. Applicant Flow Data

The study of applicants was limited to applicant flow data. The geographic area defined by
applicant flow data may assist in the development of the City’s recruitment area. Applicant
flow data is a record of the residences of persons seeking employment, The data set,
maintained by OPRM, contained the applicants’ address, race, gender, and position for which
the applications were submitted. The City’s applicant flow data was analyzed for the fiscal
years 2004-2006.

Mason Tillman Associates, Lid. April 2008
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b. City Documents
The following reports provided by OPRM and EOPD were reviewed:

+ City of Oakland Charter, Article IX, Section 9200

+ City of Oakland Succession Planning Report 4-07

+ City of Oakland Succession Planning Agenda Report 5-29-07
+ City of Oakland Succession Planning Report 5-15-05

* Draft Affirmative Action Plans 1996-1998

» EEO-4 Reports 2003-2005

* EOPD Annual Reports 2000, 2001, draft 2002

¢. Case Law, Federal Regulations, and Articles
Relevant case law and federal regulations were reviewed:

» California Government Code Section 11139.6

s California State Constitution Article 1, Section 31

* Executive Order 11246 (1964)

+ Equal Employment Opportunity Commission (EEOC) Regulations, (2007)

+  Hi-Voltage v. City of San Jose, 24 Cal. 4th 537 (Cal. 2000}

s Johnson v. Transportation Agency Santa Clara County, California, et al, 480 U.S.
616 (1987), Certiorari to the United States Court of Appeals for the Ninth Circuit,
No. 85-1129 .

+ Office of Federal Contract Compliance Programs (OFCCP) Regulations, (undated)

* Recruiting Trends. Skills Shortage Pays. (October 1, 2006)
http://’www.recruitingtrends.com/issues/43_10/news/76-1.html.

« Title VII of the Civil Rights Act (1964)

»  United Steel Workers of America v. Weber, 443 U.S. 193 (1979)

M|

U Mason Tillman Associates, Ltd, April 2008
’ Phase II: City of Qakland Fairness in Hiring & Employment Disparity Study 1-4


http://www.recruitingtrends.com/issues/43__l

Y
[ )

1v.

STUDY FINDINGS

A. Task One - Iidentify Any Manifestations of
Racial or Gender Imbalances in Traditionally
Segregated Job Classifications

The U.S. Supreme Court, Ninth Circuit Court of Appeals', and EEOC cases and

memorandums give foundation to the City to look at those job classifications where there is
a continuous under-representation of minorities and women as “traditionally segregated job
classifications.”

Traditionally segregated job classifications is effectively a condition where there is continuous
under-representation by ethnicity or gender in job classifications. The underutilization
analysis in Phase [ documented six traditionally segregated job classifications for women, one
for African Americans, three for Asian Americans, three for Hispanic Americans, and two
for Native Americans. Women continue to be under-represented in Technician, Protective
Services Sworn, Protective Services Non-Sworn, Administrative Support, Skilled Craft
Workers and Services/Maintenance Workers job groups. African Americans are under-
represented in Protective Services Sworn job group; Asian Americans are under-represented
in Officials & Administrators, Technicians, and Service/Maintenance Workers job groups;
Hispanic Americans are under-represented in Administrative Support, Skilled Craft Workers,
and Service Maintenance Workers job groups; and Native Americans are under-represented
in Protective Services Non-Sworn and Service/Maintenance Workers job groups.

B. Task Two - Examine the Effectiveness of the
City’s Existing Remedial Measures by
Analyzing Existing Race and Gender-neulral
Measures and Discuss the Effecfiveness of
Each

The Study did not identify any existing remedial measures. Remedial measures are defined
as plans and programs intended to create an applicant pool that is also representative of the

Johnson v. Transportation Agency Santa Clara County, California, et al, 480 U.5. 616 (1987), Certiorari to the United States
Court of Appeals for the Ninth Circuit, No. 85-1129

Mason Tillman Associates, Ltd. April 2008
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underutilized groups.? Recruitment focused purposely to seek applicants from the
underutilized groups for specific job positions is permissible under State law.’

C. Task Three - Evaluate the Oulreach
Methods Used by the Office of Personnel
Resource Management fo Fill Vacancies

Title VII and Executive Order 11246, direct contractors and subcontractors receiving federal
funds to prepare affirmative action plans, submit EEO-4 reports to EEOC and prepare
remedial measures where there are imbalances. While the City, as a recipient of federal
funds, is not obligated to prepare an affirmative action plan, the Amended Charter Section
900 (b) does require the preparation of an affirmative action plan in the event an ethnic or
gender imbalance is documented. Since the Phase I report documented manifest racial and
gender imbalances in traditionally segregated job classifications, an affirmative action plan
must be prepared. Race-neutral recommendations are offered in light of the provisions of
the California Constitution, Article 1, Section 31, known as Proposition 209. However, the
City under the provisions of the Charter and the Federal Constitution’s Equal Protection
Clause is obligated to ensure nondiscrimination in its workforce. Therefore these race-
neutral remedies should be carefully monitored and to periodically reviewed to determine if
the imbalances are mitigated. In the event that the imbalances are not corrected, the City
should consider race and gender-specific remedies.

Furthermore according to the October 2006 edition of Recruiting Trends, more than half of
the hiring managers who are having trouble recruiting have encountered a shortage of trained
and skilled workers in some job classifications. This deficit is exacerbated by the fact that
the City has positions to fili of skilled workers and there will be fewer people interested in
working in the public sector. For the next fifteen years, the Census Bureau estimates that
there will be a 24% gap between the number of available employees and the number of
available jobs nationally. This means that employers throughout the country will face the
challenge of filling vacant positions because the workers will not exist. The competition for
recruiting and retaining employees will be extremely competitive during those years and thus
there will be a need for innovative strategies to get the work done.

Outreach strategies for both internal and external recruitment are developed as positions are
opened for Civil Service examinations and temporary positions. These strategies are not

See California Government Code Section 111396 (a}(1) “..The Legislature finds that this prohibition does not prevem
govemmental agencies from engaging in inclusive public sector outreach and recruitment programs that, as a component of general
recruitment, may include, but not be limited to, focused outreach and recruitment of minority groups and women if any group is
underrepresented in entry level positions of a public sector employer.

See Hi Voltage Wire Works, Inc. v. City of San Jose (2000} 24 Cal.4th 537, 565 ["we acknowledge that outreach may assume
many forms, not all of which would be unlawful...Plainly, the voters intended to preserve outreach efforts to disseminate
information about public employment, education, and contracting not predicated on an impermissible classification...."; see also
24 Cal.ath a1 594, 597,

Mason Tillman Associates, Ltd. April 2008
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routine, formal or measured. Recruitment plans are designed in response to examination
schedules or at the time a department requests applicants. Career development plans and
training programs are not in place to ensure employees’ retention and opportunities for
advancement. :

The Civil Service Rules impact the hiring process because they require specific standards
from which the City cannot deviate in the recruitment and hiring process. Civil Service Rules
require any remedial programs for addressing imbalances to fairly test the knowledge, skills,
and abilities and ensure the candidates meet the minimum qualifications of the position.
Given the changing culture of the workplace, future contract negotiations should consider
the suggested training and promotion recommendations to address the stated imbalances.

Limited funding has hampered OPRM from effectively recruiting applicants. The decision
to advertise positions is made by the hiring department, not OPRM. The funding for the
advertisement generally comes from the hiring department’s budget. In addition, the
Employment Opportunity section of the City’s website does not reflect some state of the art
features used by other similar sized municipalities or major corporations. Unsolicited
applications, resumes or interest cards are not accepted, therefore, OPRM is not able to
“Tend the Applicant Pool.”

Senior and middle-level managers that issue requisitions for new hires are not familiar with
all appropriate processes related to the recruitment, examination, and hiring of City workers.
These managers need to be trained if Oakland is to meet the Charter mandated requirements
since the user departments make the final decision. Assistance and support from focused
outreach is essential to eliminating underutilization. The user departments have the budgets
to hire and their decisions influence the hiring outcomes.

D. Task Four - Develop a Race and Gender-
neutral Remedial Program That the Cily
Can Use If the Study Demonstrates an
Iimbalance

The Phase I findings demonstrated imbalances in seven job classifications. These imbalances
are listed below in Table 1.01:

Mason Tillman Associates, Ltd. Aprit 2008
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Table 1.01 Statistically Significant Underutilization by Job Group in the City’s

Workforce

Job Group African Asian Hispanic Native Females

Americans  Americans  Americans  Americans
Officials & v
Administrators
Professionals
Technicians v v
Protective Services J J
Sworn
Protective Services J J
Non-sworn
Administrative
Support v ’
Skilied Craft
Workers v/ J
Service/Maintenance J J J 7

Workers

A number of race and gender-neutral best management practices have been identified to
support the City’s objective to eliminate the statistically significant underutilization by Job
Group as identified in the City’s workforce.

The race and gender neutral program recommendations are as follows:

1. Enhance Recruitment Plans and Strategies

Focused recruitment is a core remedial measure for addressing imbalances. An important
factor to consider in the formulation of strategies to recruit and retain employees are the
generational issues of the new workforce, the growth of a more diverse population in the
City’s area, the changing family structure, and the demands of child and elder care

responsibilities.

+ Employ a variety of tools to increase the number of applicants from the under-
represented groups through association with professional organizations and publications,
outreach to churches, diverse community-based organizations, utilizing online recruiting
sites (Monster, Craig’s List, Hot Jobs, etc.), and encouraging job referrals from

Mason Tillman Associates, Ltd. April 2008
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employees in the under-represented groups. The greater the pool of applicants, the
greater the opportunity to address the documented imbalances.

Utilize age appropriate recruitment strategies to reach the target population. Given the
differences in values associated with the generations, the benefits attractive to one age
set might not interest another. There are various benefit options that might reflect the
preferences of employees’ diverse lifestyles. Changing the regular 8:30 to 5:00 working
hours will allow for flexible work schedules with 9/80 or 4/10 work weeks. Other
scheduling options include part time and telecommuting programs. Changes in regular
working hours could be readily accommodated in non-public contact positions. These
scheduling options are key to attracting an entirely different workforce-- stay-at-home
moms who are an emerging permanent part-time workforce, college student interns for
entry level professional positions and workers who do not want to work the standard
8:30 to 5:00 schedule.

Maintain the succession planning process to identify opportunities to assess and refine
recruitment strategies for current and future vacancies. The April 2007 Succession
Planning Report estimates thirty-three (33%) percent of the non-sworn workforce will
be eligible for retirement over the next five years, with thirty-eight (38%) percent of that
group in managerial positions. The City’s Succession Planning Initiative Agenda Report,
dated May 29, 2007, identifies at least 35 promotional positions in the Police Department
and 134 in the Fire Department that will be available through retirements. These
vacancies present the City with an opportunity to address the stated imbalances.

Develop a mentoring or job rotation program as a means to support the succession
planning process. Early identification of employees interested and available for planned
vacancies will be necessary to implement a job rotation mentoring program. The State
of California has an excellent job rotation program and should be reviewed to ascertain
if it would work in the City.

Perform quarterly or bi-annual reviews of the applicant flow data to determine whether
the applicant pools contain sufficient numbers of underutilized group members in
proportion to their presence in the City’s labor force. The outreach effort should be
modified when the analysis of the applicant pool demonstrates that the recruitment efforts
have not produced a sufficient number of applicants for the under-represented job
classifications.

Provide leadership training to senior and middle-level managers departmental to ensure
they understand the affirmative action planning process including: (a) legal requirements,
(b) workforce analysis tracking, and (c) monitoring and reporting.

Mason Tillman Associates, Ltd. April 2008
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Improve Management Accountability to Eliminate Imbalances

Accountability and accomplishment of departmental goals are key components of a
manager’s performance where considerable effort is placed on retaining and hiring quality
employees. Recent trends indicate that there is a perception that options for
advancement are limited when working in government, in contrast to private industry
where the perception is that an employee who works hard can advance. The City must
be able to compete with other municipalities as well as private industry. An effective
performance management program can address the identified imbalances by looking
within the organization for potential managers who belong to the underutilized groups.
Managers should identify and mentor promotable employees.

Enhance the City’s performance management system to measure outcomes of affirmative
action goals and plans once implemented. A web-based system would make it efficient
to produce performance measurements on a periodic basis. With enhancements, the
performance management system could highlight training and skill development needs.
A web-based systern could facilitate the identification of employees to participate in the
management succession process. The identification process should also focus on a pool
of candidates from the underutilized groups.

Utilize Technology More Effectively

The City’s Human Resource Information System (HRIS) system should be enhanced to
include applications to manage applicant flow, applicant tracking, and adverse impact
analyses. An adequate tracking system is a necessary resource to monitor and track the
identified imbalances. Currently, the collection of the pertinent applicant and workforce
data is inconsistent and when collected, it is often incomplete. Although the City has
Oracle and Sigma, two robust applications, neither system is designed to transfer the
critical workforce data electronically across the platforms. Therefore, the critical data
required to perform the workforce and applicant flow analysis is very difficult to retrieve.
Given the design of the existing systems, tracking an applicant from application
submission to hire has to be done manually.

Use the City’s website as a recruitment tool to offer applicants an additional means to
apply for open positions. An Employment Opportunities section on the website should
be created to receive resumes, download applications, and submit online applications.
The website options could be expanded to receive applications from interested persons
that are not responding to a specific job opening. To utilize this technology will require
appropriate funding and personnel to manage the new information. Expanded use of the
Internet and related technologies can dramatically reduce the staff time to process
candidates as the applicants will perform most of the data entry, thereby reducing the
time from job announcement to the hiring of the applicant. The City of Portland and City

Mason Tillman Associates, Ltd. Aprit 2008
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of Long Beach are excellent examples of interactive websites which offer applicants a
series of ways to apply for positions.

Appropriate Outreach Funding

Provide adequate funding for recruitment outreach and advertising. Creative sourcing
plans must be developed and funded to effectively implement a focused recruitment.
OPRM should be given the fiscal responsibility for all City recruitment and advertising
to allow for systematic, planned and efficient outreach that is strategic in addressing the
imbalances. :

Introduce Career Development Programs

Create a Career Development program which will support a “Grow Our Own” concept.
A management academy modeled after local organizations such as the City of Berkeley
and East Bay Municipal Utility District should be considered. With the establishment of
amanagement academy working in collaboration with other organizations, the City will
be positioned for greater success. Alternatively, it may be possible to arrange for
Oakland’s managers to participate in the other organization’s management academies.
Funding would be required for program development and implementation.

Enhance Internal and External Employee Training Programs

Develop an automated tracking system that can identify current employees who have
skills and experiences required for open positions. Anemployee talent assessment should
be periodically conducted to determine the skill levels and the employees interested in
becoming managers. OPRM should continue the development of the core competencies
for supervisory and management level classes to target specific training programs that
will enhance the employee’s ability to successfully compete for promotional
opportunities.

Aggressively advertise and promote the City’s Training Program Catalog to all
employees. During the annual performance evaluations, where an assessment and skills
review indicates a needs improvement in the area of supervision, the employee should be
required to participate in management and supervisory training programs. Entry level
positions can participate in extensive training to build workplace skills and understand
core organizational values.

Implement a job sharing and job shadowing program to provide opportunities to transfer
the intellectual history of the organization to new managers. Given the number of
managers projected to retire, there is a serious need to manage the loss of specialized
managerial experience. These programs would provide promotional opportunities and
practical experience for current employees in the underutilized groups.

Mason Tiliman Associates, Lid, April 2008
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Collaborate with the State and Community College Systems to develop training programs
which would graduate students with the requisite skills for City employment. The
continued collaboration with Alameda County and Laney College in the
supervisory/management certification program should be expanded to offer more
opportunities and cooperative recruitment should be supported to focus on the
underutilized groups. City managers should be encouraged to be guest lecturers in these
classes.

Establish Employee Referral Program

Fund an employee referral program to produce solid employee referrals and supplement
other recruitment strategies. In today's tight labor market, where companies can spend
thousands of dollars sifting through piles of resumes or engage a recruitment firm to fill
a single position, referrals can pinpoint job candidates and the cost savings can be shared
with those who make the referral. If cash payments are not available, consider creating
incentives that employees will view as compensation for the referral. Private company
donation for sporting events (A’s or Raider tickets), time off with pay, City paid external
training programs to enhance their skills, publication of the employees efforts on the
Intranet are a few alternatives to financial remuneration. .

Enhance Internship Programs
Extend the summer internship program and create a year round College Internship

Program to target upper division undergraduates slated to be in the workplace within
twelve and eighteen months. The programs should focus on the under-represented ethnic

~and gender groups.

Annual Phase 1 Report

The statistical analysis performed in Phase I research should be completed annually to
measure the effectiveness of the race-neutral programs.

CONCLUSION

. This Phase II report reviewed the effectiveness of existing City race and gender-neutral

measures and recommended additional remedial measures and strategies to correct the
underutilization documented in the Phase I research.

The effectiveness of these recommendations will depend on the entire organization’s
commitment to having a balanced workforce. OPRM and EOPD have an important role in
recruiting and retaining employees. However, the success of these race and gender-neutral

Mason Tillman Asscciates, Ltd. April 2008
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measures require an organizational commitment and accountability among the entire
workforce.
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CITY OF OAKLAND FAIRNESS IN HIRING AND
EMPLOYMENT DISPARITY STUDY

FOCUS GROUP DISCUSSION QUESTIONS'

I. Introductions

Name

Position Title

Length of time in Position

Length of time in OPRM/EOPD A

Briefly describe your experiences with recruiting and hiring
to that have impacted previous imbalances

Your role in the recruiting process

For EOPD Staff: Your experiences and role in the analysis
and development of AA Plans and Programs

II.  Succession Planning

Retirement projections (over the next 5 years — 35% of the
. workforce) and the annual attrition rates which average about 10%
can be effective in developing strategies to overcome the
imbalances, to that end please respond to the following questions.

1. Describe the components of a plan that will address these
projections

2. Describe the problems involved to implement your plan

3. Describe previous remedial plans that have been successful

ITII. Target Recruiting Underutilization analysis
(Review Report Findings)

1. Describe previous targeted recruitment plans, strategies and
methods



(V'S ]

IV.

. Describe what was effective and successful
. Describe what was not effective
. EEO Staff: Describe EEO’s role in the previous target

recruitment efforts

. Describe what steps or methods will be used to address the

underutilization in the development of the City’s 2007-08
AAP

Technology

. Identify and describe the technological strategies that would

enhance the recruitment and employment process.

. The City’s website list career opportunities/current position

opening. However, are applicants allow submitting resumes
for non-open positions?

. If yes, how does OPRM use those resumes in the recruitment

process?

. If no, what effective technology strategies are needed to

implement a process to accept resumes for non-open position?

. What would be the rational and recommendations present to

establish an applicant pool for all City positions? Is there a
need for a pool of applicants?

. Describe the sourcing processes currently used by OPRM, i.e.

Job and Career Fairs, Professional Organizations, Employee
Referral

. Does EEQO have a role in sourcing candidates?

Advertising Process

. Describe the process used to determine how open positions

are advertised?

. Describe the OPRM documentation of successful advertising

strategies?



VII.

. What strategies or methods would increase the effectiveness

of OPRM advertising?

. Ethnicity and Gender based advertising? Describe the

process of determining which vehicle would be used?

Applicant Tracking

. Describe the process and methodology used to track

appllcants and/or new hires.

. How is that data used in the development of recruitment

strategies?

. Describe the process used to review applicant flow data to

determine or enhance recruiting methods. (See applicant
tracking data)

Selling OQakland — A Great Place to Work

. Describe what strategies would need to be in place to sell

QOakland?



