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INTRODUCTION

The llinois Depariment of Commerce and Economic Opportunity's Affirmative Action Plan serves as a guide to
the agency’s equal opportunity program. The component pans demonstrate how well the agency performed
toward meeting its hiring and nondiscrimination objectives of the past fiscal year, and provide a blueprint
demonstrating how the agency plans to proceed in regards o providing reasonable accommedations and utilizing
the talents of minorities, women, physically challenged persons and veterans.

The Affirmative Action Plan was developed to satisfy the guidetines of the Illinois Department of Human Rights

and the parameters and mandates of the various federal funding agencies whose programs the agency sdministers
on & statewide basis.

The Affirmative Action Plan was developed with the intent that it would be used by management staff in their
cffort to keep the agency in compliance with all siate and federal civil rights regulations and mandates.

The goals and objectives stated herein will be actively pursued by the Equal Employment Opportunity Officer and
management staff to provide maximum accessibility to minerities, protected class individuals, physically
challenged persons and velerans to hiring and upward mobility programs.



EQUAL OPPORTUNITY/AFFIRMATIVE ACTION PROGRAM

CERTIFICATION
NAME OF AGENCY linois Department of Commerce & Economic Opportunity
ADDRESS 500 East Monroe, Springficld, Hllinois 62701
TELEPHONE NUMBER {217) 785-6280
AGENCY DIRECTOR Sean McCanthy - )
AGENCY EEOQ/AA OFFICER Miguel Calderon

This is 10 centify that the attached document represents the Equal Employment Opportunity/Affirmative Action
Program of this agency.

Signature g Date: August 31, 2017

Director

o ] [ e /i

#OJAA Officer




DIRECTOR'S EEO/AA POLICY STATEMENT

1 am committed (o achieving full and effective utilization of qualified persons in the state regardless of race, eolor,
religion, sex, sexual erientation, age, physical or mental disability, marital status, ancestry, national origin, order
of protection status, military status or political affiliation. The Department is committed to teking affirmative
action to corvect underutilization of minorities, females and the disabled at all levels of employment. The
Depanment further declares and reaffirms full compliance with all provisions of federal and state rules,
regulations, ordinances, laws and executive orders covering equal opportunity,

It is the Department's policy 1o make all decisions regarding recruitment, hiring, promotions, other personnel
practices and contract or grant awards without discrimination based upon race, color, religion, sex, sexual
orientation, age, physical or mental disability, marital status, ancestry, national origin, military status, political
affiliation or other factors which cannot be lawfully used as the basis for an employment, contract or grant
decision.

This Departmental policy extends to all activities and programs which are conducted statewide by other agencies,
institutions, organizations or political subdivisions where service and/or financin! assistance are made available by
the Depariment through contracts or other arrangements using federa! or state funds.

All managers and supervisors are expected 10 support and implement Equal Opportunity goals and timelines, and

to request advice, guidance and assistance from the Department’s Equal Employment Opportunity Officer
whenever necessary.

&4..7&«4@7
August 31, 2017

Sean McCarthy, Direclor Date
Minois Department of Commerce & Economic Opportunity



DEPARTMENT OF COMMERCE AND ECONOMIC OPPORTUNITY
POLICY STATEMENT

The lllinois Department of Commerce and Economic Opportunity (hercinafier referred to as the
Department) declares and reaffirms a policy of equal employment opportunity for all citizens. The
Department further declares and reaffirms full compliance with all provisions of state and federal rules,
regulations, ordinances, laws and executive orders covering equal employment opportunity.

1t is the Department's policy to make ail decisions regarding recruitment, hiring, promotions, and other
terms and conditions of employment without discrimination based on race, color, creed, religion, sex,
sexual arientation, national origin, age, physical or mental disability, or other factors which cannot be
lawfully used as the basis for an employment decision.

This Departmental policy extends to all activities in programs which are conducted by other agencies,
institutions, organizations or political subdivisions where financial assistance is made available by the
Department through contracts or other arrangements using state or federal funds.

All management and supervisory personnel shall ensure that areas of discretionary judgment provided
under the lllinois Civil Services rules will not be used to circumvent the Department's policy regarding
equal employment opportunity.

To implement this program of equal employment opporstunity and affirmative action, it must be fislly
understood by all administrative, managerial and supervisory personnel, all other employees and the
commuailies where Depariment facilities are located.

The basic philosophy of the Department's Equal Opportunity/ Affirmative Action Program is clear:
discrimination based on race, color, sex, sexual orientation, religion, ancestry, military status, political

affiliation, national origin, age, marilal status, or as a result of a physical or mental disability is against the
law,

The policy to provide reasonable accommodations to persons with physical or mental limitations is an

effort to fully utilize the talents of persons who can make a contribution toward assisting the Department
eccomplish ils mission,

The purpose of the Plan is to immediately proceed in a systematic manner to eliminate any artificial
barriers to equal employment and promotion within the Department.

Through the policies and programs set forth in this Plan, the Department undenakes to comply fully with
stote and federal laws relating to equal opportunity and nondiscrimination compliance in public service.



DEPARTMENT OF COMMERCE AND ECONOMIC OPPORTUNITY
AGENCY PROFILE

Mission Statement: To maise [ilinois’ profile as a premier global business destination; and to provide a
foundation for the economic prosperity of all Hlinoisans, through coordination of business recruitment and
retention, provision of essential capital to small businesses, investment in infrastructure and job training for a 21st
cenlury economy, and administration of state and federal grant programs.

EEOQO/AA Challenges

The Department is underutilized in the Professional EEO job category, specifically in Region 1/ Cook County.
The majority of positions in the Professional category are in the bargaining unit and therefore require filling in
accordance with the AFSCME Master Contract agreement. This impedes the Department in promoting intemal
minority candidates and hiring new minority candidaies.

Additionaliy, for part of Fiscal Year 2017, the agency operated under a bargaining unit hiring frecze, further
limiting opportunities lo promote or hire minority candidates.



RESPONSIBILITY FOR EQUAL EMPLOYMENT OPPORTUNITY
AFFIRMATIVE ACTION IMPLEMENTATION

The ultimate responsibility for achieving equal employment opportunity within the Department is through its
Affirmative Action Plan and otherwise rests with the Director of the Department both under the law and the
principles of sound public administration; however, the Director has designated an Equal Employment
Opportunity Officer. The following are the duties of the Equal Employment Opportunity Officer:

1.

2.

10.

11.

12.

13.

14.

15.

To develop the agency’s affirmative action plan, goals and objectives;

To assist in identifying and solving EEO problems;

To design and implement internal audits and reporting systems for measuring the effectiveness of agency
programs indicating need for remedial action, and determining the degree to which the agency’s goals and
objectives have been attained;

To serve as haison between the agency and EEO enforcement authorities;

To serve as liaison between the agency minorities, women and disability organizations;

To inform management of developments in the EEO field;

To assist in the evaluation of employees and job applicants so that minorities, women and disabled
persons are given equal employment opportunity;

To regularly confer with managers, supervisors and employees to assure that the agency’s EEO policies
are observed;

To advise managers and supervisors if employment practices comply with the Act;
To report to the Department all internal and external complaints of discrimination against the agency;

To assist in the investigation of internal and external complaints of discrimination as specified in Section
2520.790 (a & b) of these regulations;

At the request of the agency’s Director, to direct agency staff in taking appropriate action to correct
discriminatory practices identified by the Department and report to the Director on the progress of actions
taken;

In conjunction with the filing of quarterly reports, to submit recommendations to the Chief Executive
Officer and the Department for improvements to the agency’s Affirmative Action Plan;

If the agency is in noncompliance, as described in Section 2520.795 ( ¢ ) (2), the agency shall work with
Central Management Services to develop training programs for the preparation and promotion of the
affirmative action group affected by the failure;

Reporting on and/or analyzing workforce analysis reports [2520.770 (a)], position vacancies [2520.770
(b)], quarterly reports [2520.770 (c)], federal compliance reports [2520.770 (d)], orders and settlements
[2520.770 ( e)], layoff reports [2520.770 (f)], reorganization reports [2520.770 (g)], hiring and promotion
compliance monitors [2520.770 (h)], and exit questionnaires [2520.770 (i)];



DEPARTMENT OF COMMERCE AND ECONOMIC OPPORTUNITY
AGENCY PROFILE

Mission Statement: To raise Illinois’ profile as a premier global business destination; and to provide a
foundation for the economic prosperity of all Illinoisans, through coordination of business recruitment and
retention, provision of essential capital to small businesses, investment in infrastructure and job training for a 21st
century economy, and administration of state and federal grant programs.

EEO/AA Challenges

The Department is underutilized in the Professional EEO job category, specifically in Region 1/ Cook County.
The majority of positions in the Professional category are in the bargaining unit and therefore require filling in
accordance with the AFSCME Master Contract agreement. This impedes the Department in promoting internal
minority candidates and hiring new minority candidates.

Additionally, for part of Fiscal Year 2017, the agency has operated under a bargaining unit hiring freeze, further
limiting opportunities to promote or hire minority candidates.



DIRECTOR'S OFFICE 0003
OFFICE OF EO MONITORING & COMPLIANCE

Current Date 7/21/2017

DIRECTOR
SEAN MCCARTHY

OFFICE OF
EOQ MONITORING & COMPLIANCE
SENPUB SERVAOMIN.OPT 1 084
40070-42-00-D05-00-01
MIGUEL CALDERON

Ruian Exempl 4dWXGO00

AGENCYWIDE EEOQ OFFICER! WORKFORCE
EDUCATION & TRAINING EQUAL DPPORTUNITY
PUBLIC SERVADMIN opi 1 084

31015-42-00-005-10-01

VACANT {Bann 4/30/18)
Rutsn Incuded RC08Y
ADMIN ASST1 084 PUBLIC SERVADMINopl 1 018
2 C0501-42-005-10-01 a A7015-42-00-005-20-01
VACANT VACANT
Rutan included RCo28 Rutan lncluded RC063
EXECUTIVEZ 084 PUBLIC SERVADMINopl 1 084
el dies 37015-42-00-005-20-02
S - DAVID ROSS (21117}
{On TA Io EIT)
Rutan included RCOS2 Rutan Included RCO83

PUBLIC SERV ADMINopt t 04
37015-42-00-005-20-03

— TIM GOLEMO

RANDY BOSCHULTE (S18/17)

Rutan ncluded RCOB3
EXECUTIVE 2 opl 20/55 018
13852.420-00-005-20-01

— VAGANT
Postion senl to CMS 8110717 to asth

fACos2

EXEMPT : Exempt from Ratan, Not Exgmpt from Code
SNCLUDED: Included in Ruten



METHODS OF DISSEMINATING THE AFFIRMATIVE
ACTION POLICY AND PLAN

Taternal

1. The Equal Employment Opportunity Officer will post the Affirmative Action Policy on all the Department
of Commerce and Economic Opportunity bulletin boards and on the Department of Commerce and
Economic Opportunity Portal which is available to all employees.

2. The AA Policy will be included in the Department of Commerce and Economic Opportunity Employee
Handbook which is also posted on the Portal.

3. The Equal Employment Opportunity Officer will provide a copy of the Affirmative Action Plan to the
follewing the Departiment of Commerce and Economic Opportunity staff: Director, Assistant Director,

Chiel of S1aff, Chief Operating Officers, Genera) Counsel, Office Deputy Directors and subsequent
division managers.

4. All the Depariment of Commerce and Economic Opportunity staff will be notified that a copy of the
Affirmative Action Plan is available upon request,

External

I. The Equal Employment Opportunity Officer will provide the State Library with two (2) copies and an
electronic version of the Affinmative Action Plan. The copies will be sent to the Illinois State Library

acquisitions Division, Illinois Document Division (Title 23, Part 3020, Chl, Subpart A, and Section
3020.110).

2, The AA Plan will be available to all state and federal entities as well as all interested recruitment sources,
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INTERNAL WORKFORCE ANALYSIS

As of June 30, 2017, lllinois Department of Commerce and Economic Opportunity had a total number of 284
cmployees. The Fiscal Year 2017 fourth quarter Summary of Workforce Analysis by Region report is on page
xx. The following two tables are subsets of the Workforce Analysis report.

The workforce distribution by race/ethnicity/uational origin and sex is as follows:

Male Male Female Female Male & Femnle | Male & Femnale
Employee Employees as Employee Employees as Employee Employees as
Count % of Total Count % of Total Count % of Total
White 108 75% 113 81% 221 78%
Black/African-
Americin 19 13% 20 14% 39 14%:
Hispanic/Lalino 10 %% 4 3% 14 5%
Asion B 6% 2 1.4% 10 4%
American
Indian/Aloska 0 0% 0 0% 0 6%
Nalijve
Nalive
Hawaiian/Other 0 0% 0 0% 0 0%
Pacific lslander
‘Total 145 51% 139 49% 284 100%

Analysis: Gender distribution across the ageney is nearly even, and that balance is camried across most
race/ethnicity/national origin categories. The only category that shows significant gender disparity is Asian, with
8 male employees versus 2 female employees. Hispanic/Latino males also outnumber females by n greater than
average amount, 10 males versus 4 females.




The workforce distribution by job classification and race/ethnicity/national origin and by job classification
and sex is as follows:

OMcials/ .. Prolective Pom- Adminigtrtive Service/
Administratocs Prolcsionals Technicians Servi peofeasionals 5 Sialiad Caaft Mai c
White Bl% T% 100% % 55% 50% 0% 100%a
L "% 1% % 0% 7% " 0% 0%
Americnn
Hispanic/Latino 6% % 0% 0% % 50% 0% 0%
Aslan % k-3 0% 0% "% 0% 0% 0%
American
Indinn/Alasks 0% 0% 0% 0% 0% 0% % 0%
Natlve
Notive
Hawoilan/Other 0% 0% [ 0% 0% 0% 0% 0%
Pacific Islander
Muole . 5% 0% 100% [ % 100% 0% 0%
Female 8% 1% 0% 0% 9% 0% 0% 100%

Analysis: Considering overall distribution of positions across race/ethnicity/national origin categories,
Black/African-American employees are under-represented in the Officials/Administrators classification category.
However, Black/African-American employees comprise a significant portion of Professional pasitions, the Jargest
category in the Department. Considering overall distribution of positions between males and females, males are
better represented in Officials/Administrators, while females overwheimingly comprise Para-professionals.

Technicians, Administralive Support and Service/Maintenance employees are too few to be significantly
significant.



[T & YR TR ]

BOMMINSIO) A S{00G=0Md  JSPUBIS| JUDR JUPD JO UBREMEH PARONsIJOHN  GAITEN URSEIY 20 UBIDU| UBHBUAM2NW/TY  UBSYEY  OUNET 0 JRedsia)  UBOUOWY UBIDY K0 0eiGaVY/G  SiUMeM

%55 ¥5
6

%6262

%80°'6

‘ORI

6z  ewswyuenvspeg

ouEyINedsH

%LS 85
9%

i uoiey 10} seafojdny (0L PURID;

50[eway

REVEY
4.4

==

BORUOUIA 19101

k-
S

WioL

[
Y=g Py

0300 Koueby

[+ e [

OMd  1OHN  NVAY v i

VO ZFAd poueg Sumodoy

uoibey Aq sisfjeuy 52J0pjIOM



(9102 W3 A} & e

SSNRIGUEID YA SKI0BOMd  JSPURS) PR JBUI0) SO USRIMEH DATEN=(OHN  SARUN UBHESTY JO UEPU] USIISWYSNVY  USSVaY  OUiiifS0JpBtsHaH  URHSUIY UESHY SO 0RB=YViE SHIM=M

I
§§ dddddddd:
P rrrrrs
P :
Pk :
g o *
] >

. !EF
S %
gﬁ“ 3
§° N E
; Z

2 3
 §- 4
i+ | | b
| E | B
: HEEEEREREEF
- BB EREEEGGT
S{EEGEEEERERE
S |BEf Ekkﬁé@
je ia'§§|s'[; ;;@
BE BB
EEGEEpEEE

T LGB BB
s- | BB R EbEER

Z woibay

0300 Aovaby

vD L1Ad ‘poped bupoday

uo|Bay AqG sisAleuy 22J0PHOA



{910z ‘084 AN UMD

SUINGEHD Ui HO0B=(QM  JOPUSIS] PR JIONG 30 UR|BMEH SAEN=IGOHN  GAISN LENSEYY JO UBIDU| UBISUNY=NYAY  UEISYaY OURDETJODURORHeVH  UWIOWY UBMY J0 PNE=YY/D  SIM=M

ST
3 1333333333
gg i
5 :
- qf d
;a iz

8 $1
gﬁ”‘= 3
- | \
i | 5
S d
- | L o
- B
11111311,
;- #EéEEEEEPkﬂ
S BEEEREERE |
111111111
j- §§§kkkk§§s%
§|ss|s!§l§|§§s>le
113331 R

: §|§|as|§|§ i
5o §|§|§5|§|§§|§|§s

€ vaifoy

0300 Houaby

¥0 LFAd ‘pouad Bupodey

uojbay Aq sisAjeuy 80I0PUIOA



(952 “we any)a-umn

SOREIESI] YW SdoRd=0Md  19PURS] SHPEJ JOHID JO UBIBMEH BAIEN=IAOHN  BAIEN UTHSENY JO UBIDU) UBOUAUY=NVAIY UEISyzY OUIRTHJuEdNH="YH UGy UBDIGY J0 OMBaVVE  BIUM=M

; § 3
L EONAL

,,.,ee,,_|g§
J g

£

d

1

o

:|E|

; ?
CEEERGEEER L
113131113
113111
111111311,
11111111

%000
EN
Eh
00
| ™00 |
[ S |
NYAY

113333

11311133

0390 Aoueby

¥ LLAS popad Bupsoday

uoiBioy Aq sisAjeuy 6210UOAA



19002 o84 a0y} M0

OUIET SO SNBHRH=TUH  VEIPLY UBSIYY 10 X081E=YV/E  SIUMaM

SONMGORIO M Bid0Bd=0Md  JBPUEIS| JRE SNUQ S0 UTHEMEH DAREN=IJOHN  GAIEN tIRWSE]Y J0 UBTPU) URSUBWNNVAY - USEYsY

3 [l
o .
Kl *
o |
- ";ff’
i_ |t :
13 3
;. :
| ;
j £ TIE'
- :
° 2
%%%EF@§§EEE=
- HEGEGEEEEEE P
- BEEEBEEEEE
PO BRG]
j- §§§E§E°EEF%
1111311213
11331

T | BEEEE g
- |G ER

0300 Aweby

#D ZIAd :popad Bupodey

uojfay AqQ sisAjeuy a2J0PLOA



(3602 S04 a0y) - MHD

SOAGESIC Ul MI00J=CMd  JBPURS) PUPEd JOUID JO UBEOMEH OARBNSIGOHN  SANEN LEySEN SO UBIPUT VBIRIY=NYTY  UBISY=Y  OUNET SO JUBDSIH=UH  UTIBOIY UTDIY J0 RaE-YWE  SiUM=M

A LEI0AT
B f| bFpbFlbEbpr
ik i
P :
o 's
§=E: ';Fé|
%P : ;:
4 s
i Ji
| s
 §° 4
i .
3
§§'§J§|§;§|§;§'§|§§=
G- HEEEGEBERET
S EEEB B
: §|§§ 11113
- | BEEBEEEEG
11133113
11111130

: (G lbER
s | EEBE B EEGR

0300 Jouaby

Y0 ZLAD -Popad Bugioday

uojBay Aq sisAjeuy e2OPHOA



900z w3 A0u] GuHO

SUBNIGESI] i oo d=0Md  JSPUTIRI JUPRA JSID JO UEREMEH CAREN=IJOHN  OABN UBKSEN S0 UBIDW USSUBWYNYITY  UBITYaY OURETJ0JUDDRM=UH USIpeily UEDIY 0 PRE=VVIE TIRM=M

I
§E§§ =-~=-§z=1§§'
Eé"’ PR
SN gl
P | T Tl
i 4
Bl :
7 b - 3
" 3 e ialug'
Tk e
at I
F A L q
i | .

x - 3
§§i|§'§l§'§§§§§§F=
- HEBBERERERT
B BEEBEREEGF
111111111
- 55%#&#??%@%

§|§§|§|§|§'§‘35*E

111133
-EEITIIII
s | GEEEEEhEbE

1 ‘uoay

sy

0300

Bupoday

#D LI Ad ‘papad

uoiBay Aq s|sA[euy 32J0DHOA



(0402 W3 "An) - ke

GOREKIBSI (M OII00J=OMd  JSPURS] DUOB JOIR() JO URIBMEH BATIENSIGOHN  DAIEN URISSTY JO URpU] UBIRWYaNYAY  UBiSyayY  OUAEJOJUBdSHS/H  WEDHOWY USNYY S0 Y0BBaVV/E  BHIMeM

LN
§§g§
B a3
P =
Pl F ;
S 4
.| o
§=§° 1
5- :
g. 'f_i
P ﬁ
- | F o

= i
: P EEEGEEEBGEL
1111111
S BEEEEEEEE|
11111313
fo | BEREEEERE

;ls,s'slslsﬁlsla%

s s bEEp
: LB EEEE
5o (B EE bR

8 voiBey
0300 JAouely

YO LIAd ‘Poped Buniaday

uojbay Aqg sisAjeuy 3200



1910F 9o sop) o0

SOMOESIC) DA HO0TJ=OM  ISPUTIS] 2YPE JOYI0 10 UIBEMEH DAFEN=IJOHN  GAIEN UBNSHTY JO LRDU) UBDIGINY=NVAY  UBISYeY O] J0JMSORHC I  URLSIIY WY J0 0BGV  SINM=M

%00'001
1

—

%000
0

ISSMOUIN [E10L

:g vojliey o) seskojdurg (mo) pumig]
1 [}

§o| B

wi0olL

e =) pomnis
[

QARERSNALDY
0 qEuossed
~Rilg
0 ST
BARSIOY

o3

vD Z1AJ poyied Gusoday

uoiGay Aq sish|euy 8210pPHOA



{minz wed ninkd 6-b00

SONEIGESI AWM BH0BJ2CMd  JEPUYIS]) 5T U0 10 UEFEMEH DANENSIIOHN  GMIUN UBKSBTY JO UTipU]| UBIUBUIV=NV/IY  URSYaY  OURE S0 JuEdRHaVH LRIy UBMY JO-OREYYE  SM=M

1§ el i Lala T ek
1 b
P
g i kPR FEF R
Eg“ © 5
E i
igog fg
gd !EI

8 §3

3 i
.§= i’f

% 1
: e fE‘
i o

JE | 8
11111111 N
- HBEEEREEEE

S EE R
P | BB
5 ééﬁéﬁﬁéﬁﬁﬁg

11133113113
11113131
: |
- BB BB R pE

o) ‘uoiboy

0300 Housby

Bupuaday)

¥O ZLAS :poued

uoibay Aq SisAieuy S2I0PHOM



} voibey up papndUT S) JUNOD SiEY
Algesip peieap /M JOIRASIVIWPYARPINO ‘afeW Aunod ja jno suo sey Aousbe 8yl

fQunog joing



Summary of Workforce Analysis by Region

Reporting Period: FY17 Q4

Agency. DCED
Grand Tota!
T FERALES ~ PERCENTAGES
srend AT afr wn .
EEOCusgary _ Towl | Tow W BAA WAL A av om Pwol Tout W BAA  HA AN O W BAA HA. A AUAN HOBIL_PWD
Offcials /
Adminlstralors 128 72 5 | 7 7 54 49 57.94% || 42.80% | 8095% | 784% | 835% { amw 550%
St 143 [ 52 12 7t 56 40.25% | 49.05% | 7852% | 17.40% | 2.80% | 200% 2690 |
T 1 1 1 100,004 100.00%
Projecive
Service
Pams-
prolessionals 10 g05% § 9091% § 5455% ] 27.27% | 9.09% | som rors |
Admintsiralive
Support 100.00% S0.00% 50.00%
Stilled Craft
Servica f
Mainienanhes 100.00% | 700.00%
TATAL 2M 145 108 19 0| & 12 | 136 118 19 4 51.00% § 47.09% | 77.01% | 13.38% | 4.01% | 2= sem
Grand Tolal Employses: Maies: 145 Femaivs:. 138 Tolal Minorites: 62
51.08% 47.85% 21.83%
White: 219 Biack/African American: a3 Hispanic/Laino; 14 Aslan; 10 AYAN: NHOPY, PWD: 18
T7.141% 13,38% 4.93% 152% 6.69%)

W=Whils B/AA=Black or Alican Amesican  HiL=HispanicorLatine  AsAsian  AVANSAmesican Indian or Alaskan Netive  NHOPi=Native Hawalian or Giher Pacific lstandar

DHR-S (Rew Fab 2006}

PWD=Peopio with Disabiitles




Workforee Transactions Report

by EEO Category
Agency: DCEQ Reporting Period: FY 17
EEO Category: OFFICIALS ! ADMINISTRATORS
MALES FEMALES PERCENTAGES

Geand Al Al Al NH
Teansaction Total  Totsl w B/AA  HA. A AN Total w B/AA  HA A AN M F w BIAA ML A AN OP1 PWD
__.Si:wau

3 18 1 4 2 1 13 11 1 1 s8.06% K 41.94% | 70.57% | 16.13% | 968% | 3.23% | 0oo% | 0.00% | 000%
Promotions

5 4 4 1 1 80.00% | 20.00% | 100.00% | 000% | 000% | 000% § 000% § 000% | 0D00%
Intra-Agency
Translers a 0 (] ooo% | ooo% | ooo% | ooo% | ooow | coow | 000% | 0oo% | ooon
Suspensions

Q 0 0 000% | coo% | 0.00% | 000% | 000% | 0.00% | 0.00% | 000% | 0.00%
Separalions

30 14 10 4 16 12 3 1 67 | 5303w | 7300% | 2333% | 330w | poow | 0.00% | 0.00% | 0.00%
Discharges

1 1 1 0 100.00% | 0.00% ¥ 10o00%) 000% | 000% | voow | ooo% | ovow | coow
_EQ:

0 0 0 000% || c00% § 000% | 000% | 000% | ooo%w | 000% | 0.00% | o00%
_Ua:-o.&...a

] 0 1] 0.00% 0.00% | 0oo% | 000% | 000% | 0.00% | 000% | 0.00% | 0.00%
Reductions

0 0 0 000% | 000% | 000% | coo% | 0ook | ooo%w | ooo% | 000% | 000%
Relnstatemants

0 0 0 000% | 000% | 000% | coow | 000% | 000% | 0.00% | Doow | 0.00%
|Reemployment

0 0 0 000% | 000% | 000% | 000% | 000% | 0oo% | ooow | 000% | co0%
Upward
TB:S!.S@ 0 0 0 0.00% | 0.00% | 000% | o0o% | ooow | 000% | 000% | 000% | 000%
Downward
Reallocations 0 o 0 coow | ooox | noow | coon | coow | coom | ooow | coon | 0o0%

W=White BfAA=Black o7 Alfican American  H/L=Hispanic or Latino  A=Asian  AVAN=American Indian or Alaskan Nalive NHOPI=Native Hawatian or Other Pacific Istander  PWD=Paople with Disabilities

DHR-10 (Rov. Feb 206)




Workforce Transactions Report
by EEQ Category

Agency: DCEO Reporting Pariod: FY 17
EEQ Catsgory: PROFESSIONALS
MALES FEMALES PERCENTAGES

Grand Al NH Al NH Al NH
Transaciion Total Total ] W BAA HA A AN OPt PWD| Total W BAA HRL A AN OPY PWD M F W BIAA HL A AN oPl PWD
New Hires

1 [ 1 1 0.00% J 100.00% ) 100.00%§ 0o00% | poox | 000% | ooo% | ooo% | 000%
Promotions

5 1 1 4 4 2000% | 8c.00% § t0000% | 0oox | ooox | coox | coox | 0o0% | 0.00%
Inira-Agency
Teanslers 0 '} 0 0oo% | o0o00% | 000% | 000% | ooow | ocow | ooow | 000% | 000%
|Suspensions

0 0 0 000% | 000% § 000% | soo% | ooo% | o000% | 000% | 000% | 000%
Separations

<) 11 10 1 12 g 3 a723% 0 sz o sze1% | 1730% | ooo% | 0.00% | 000% | 0.00% | 000%
_ : 0 0 0 000% § 000% | 000% | oo00% | 000% | 000% | 000% | 000% § 000%
__h<0=

0 0 [} 000% § 0oo% J| 000% | 0.00% | o00% | 000% | 000% | 0.00% | 0.00%
_003&8...“

0 0 0 0.00% § 000% || ooow | ooo% | ooox | ocoow | coow § 0oo% | 000%
——

0 0 0 000% F o000% § 000% | 000% | ooox | ooo% | 0o00% | 000% | ooow
_musmﬁuaoau

[1] [} 0 000% § 000% J 000% | 0.00% | 0o00% | 000% | coo% | ooow | ooow%
Reaeampd ant

- 0 0 )} 000% f 000% § 000% | 000% | 000% | coo% | 0.00% | Doo% | 0.00%

Upward
Reatlocations 0 0 [} 000% | ooow F 000% | 000% | oo | ooo% | ooow | ooow | opow
Downward
Realocations 0 0 [1] 000% | 0.00% | 000% | noo% | coox | ooo% | o00% | 0.00% § 0.00%

WaWhite B/AA=Black or Afnican American H/L=Hispanic or Latino  A=Asian

DHR-10 {Rev. Feb 2016)

AVAN=American Indian or Alaskan Nalive NHOPi=Native Hawaiian or Other Paciiic Islander  PWD=People with Disabilities



Worldorce Transactions Report

by EEO Category
Agency: DCEO Reporting Period: FY 17
EEO Calsgory: PARAPROFESSIONALS
MALES FEMALES PERCENTAGES

Grand Al NH Al NH Al NH
Tramsscion  Total Toial | W B/AA HL A AN OPl PWD| Tol W BMAA HL_ A AN QP PWD ™ F w BIAA HAL A AN arl
New Hires
_ 0 0 0 o00% | 000w § ooox | ooox | aoow | coow | 000w | ovow
Promations

o 0 0 000% | ooo% | 000w | coow | ooox | ooox | ooo% | coow
[inr2-Agency
Transters 0 0 [ 000% § 0oo% | coow | ocoms | osow | ooow | ooon | voow
Suspensions
_ 0 [ 0 000% § ooow | voow | ooo% | ooox | coox | ooox | poow
Separations

2 ] 2 1 1 0.00% § 10000% | 50.00% | so.0o% | 0.00% | ooc% | 0oo% | noox | o

P 0 0 o ooo% | ooos | aoow | ooox | ocoow | ocoow | ooo% | ooow

Lay Off

[} [} 1] o00% | oot | ooo% | ooo% | 000% | ooox | ooow | 000w
‘Una.o__a:w

0 o 0 000% | ooew | o00% | 000% | coow | ooow | coow | oovon
-

0 0 0 0oo% | 0o00% | 000% | 000% | vo00% | ooon | coow | ocow
Reinstatements

0 9 0 000% | 000% | 000% | 000% | coox | ooow | coo% | ooow

ol 0 [ [ 000% | ooow | ooow | oocow | voow | ooow | ooex | ooom

Upward
Reallccations 0 0 0 000% | ooox | ooox | ooow | coow | ooow | ooow | coow
Downward
Reallocations 0 0 [} 000% | coe% | 000% | 000% | 000% | 000% | oook | noow

W=White B8/AA=Black or African American H/L=Hispanic of Latino A=Asian AUAN=American indisn or Alaskan Nalive NHOPI=Native Hawaiian or Other Pacific Islander  PWD=People with Disabikiies

DHR-10 {Rav. Feb 2018)



Workforce Transactions Report

by EEO Category

Agency: DCEOQ

Reporting Pericd: FY 17

EED Category: TECHNICIANS
MALES FEMALES vm...mongﬂmm

Grand Al NH Al NH Al NH
Transaction Total  Total w BIAA  HL A AN OFI PWD | Tots! w B/AA _HR A AN OPl  PWD M F w BUAA HAL A AN QPt PWD

[i] ] 0 000% f 0.00% | 000% § 000% | 000% | 0.00% | 000% | 000% | 0.00%
Promaotions

0 [ ] 000% | 000% | ooow § 000% | 000w | 000% | 000% | O00% | 0.00%
Intra-Agency
Transfers [ 9 0 ooos | 0oox | 0oo% § 000% | 000% | coo% | 000% | 0.00% | 000%
Suspensions :

[} [ 0 0.00% | 000% § coox | ocoox | ooow | ooo% | 000% | ooo% | 0.00%
‘Separations

[} 0 0 000% | 000% § 000% | poow | 000% | 000% | ooo% | oo00% | 0.00%
Discharges

0 0 0 000% | 000% § 000% | coo% | ooow | oco% | 000% | oomk | ooow
Lay Off

[1] 0 0 0:00% f 000% | 000% | coo% | 000% | 000% | 000% | 000% | 0.00%
Demolions

[} 0 0 000% § 000% | 000% | ocoow | o0oo% | 000% | 000% | 000% { 000%
Raductions

[} 0 0 000% J 000% | 000% | coo%w | ooow | 000% | 000w | ooon | 000%
Reinstatements

1] 0 [\ c00% § 000% § 000% | 000% | 0.00% | 000% | 000% | 0.00% | 0.00%
Reemployment

0 0 0 coo% § ooon | ooow | ocoo% | ooo% | 000% | 000% | 000% | 000%
Upward
Reallocations 0 0 0 000% § 000% | 000% | ooo% | 000% | 000% | 0oow § ooo% | 0.00%
Downward
Reakocations 9 0 0 ooo% § ooow | coow | ooex | ooow | ooow | ocow | ooo% | noow

W=While B/AA=Black or African American H/WL=Hispanic or Lalino A=Asian AVAN=American indian or Alaskan Native NHOPRNative Hawallan or Other Pacific Istander  PWO=People with Disabliities

DHR-10 {Rev. Feb 2018)




Workforce Transactions Report

by EEOQ Category
Agency: DCEO Reperting Pariod: FY 17
EEO Calegory: PROTECTIVE SERVICE
MALES FEMALES PERCENTAGES

Grand A NH Al NH Al NH
Transaction  Tot) Tolal | W B/AA  HA AN Of PWD|Tolsl W BAA HL A AN 0P PwD| M F w BIAA _ HA A AN 0P PwO
New Hires
_ g [ ] 000% | ooow f ooow | ooow | coow | ooow | ooow | coow | coon
Jpromosors

0 o ] 0oo% | ooow | ooo% | ooox | ooow | ooo% | 000w | onox | coow
Infra-Agency
Transters 0 o 0 p00% || ooow | ooow | ooow | ooow | 000% | 000w | ooow | coow
Suspensions

0 ] 0 g00% | ooo% | oo | 0.00% | 000% | 0.00% | ooow | 000% | coox
Separations

0 0 0 aoo% § oo | 0o0o% | co00% | ooow | ooow | ooon | coox | o.oo%
Discharges

o 0 o 000% § 000% | 000w | voow | coow § ooow | coow | coox | ooow
Lay Off

0 2 (] a00% [ ooow | o0o% | 000% | coow | ooow | ooon | coow | ooex
Demoilons

0 ] (] a00% § onow | ooow | ooox | o0o% | oouw { ooon | 000% | ooo%
Reductions

0 0 o ooow | 00o% | ooow | ooow | ooow | ooo% | ooow | coow | ovow
Relnstatemenis

o o 0 000% | onew | ooow | coox | noow § coox | ooow § coow | coo%
Resmployment

0 0 o a00% | 000% | 000w | noow | coow | 0.00% | ooon § ooom | o.oe%
Upvar, -
Realocations 0 9 o aoo% | coex | ooow | ooox | ooo% | ooow | ooow I voow | ooow
Downward
Reafiocations 0 0 o 0oo% | ooww | 000% | 0oo% | ooow | ooow | coow | 0oow | opow

W=While B/AA=Black or African American M/L=Hispanic or Latine A=Asian AUAN=American indian or Alaskan Native NHOPI=Native Hawalian or Other Pacific Islander PWD=Peoplo with Disabikies

DHR-10 {Rav. Feb 2016)




Workforce Transactions Report

by EEQ Category
Agency: DCEC Reporting Perlod: FY 17
EEO Category: ADMINISTRATIVE SUPPORT
MALES FEMALES PERCENTAGES

Grand Al NH A NH Al NH
Transaction Total Total | W B/AA MR AN _OFl  PWD | Total w B/AA  HAL A AN OPl  PWD M F w BiAA HL A AN OP| PWD
New Hiras

] 0 0 000% J ooo% | 0oow | ooow | 000% | 000% | 000% | o00% | 000%
Promaotions

1] 0 0 000% J ooox J onow | 000% | 000% | o00% | ooow | coow | ooow
Intra-Agancy
Transfers 0 1 0 0.00% § 000% J 00o% | poo% | ooox | coow | 000% | 0.00% | DoO%
Suspensions

0 0 0 0.00% § 000% § 000% | 000% | 000% | noo% | 0oo% | coox | 0o0o%
Separations

0 0 0 0o0% § 000% § 000w | ooo% | ooow | 000% | 000% | 0.00% | Doo%
tomﬂ—.maum

0 0 0 000% | ooow | coow | ooow [ oo0o% | ooow | 000% | 000% | 000%
__.u<02

0 0 0 0.00% N 000% | ooo%w | 000% | c0o% | 000% | 0o0% | Doox | ocomn
_Uc.dqnoaw

0 1] 0 000% N 000% | 000% | 000% | coo% | ooc% | coon | coow | ooow
i

0 0 0 000% | oo0o% | coow | o0oo% | ooow | coox | coon | 000% | 0.00%
_m&:ﬂn.o_.aﬂ..ﬁ

0 0 0 coo% | 000% | c00% | 000% | 000% | 000% | 000% | 0.00% | 0.00%
__»cgu_eq_.s_s

0 1] [} goo% | ooew | ooow | o0o% | cook | ooow | cook | 000% | 0.00%
_gn
Reatlocations 0 ] o 000% F 000% | 0oow | 0oo% | ooow | ovow | coow | coow | coow
Downward
Reafiocations 0 0 o 000% | coew | ooow | 000w | ooo% | noow | ooow | coow | coow

W=While B/AA=Black or African American  H/L=Hispanic or Latina A=Asian AVAN=American indian or Alaskan Nalive NHOPI=Native Hawailan ar Other Pacific Islandesr  PWD=People wilh Disabilities

DHR-10 {Rev. Feb 2016)




Workforce Transactions Report

by EEO Category
Agency: DCEO Reporting Period: FY 17
EEQ Category: SERVICE / MAINTENANCE
MALES FEMALES PERCENTAGES

Grand Al NH Al NH Al NH
Trnsactior  Total Totl | W EBAA HL A AN _OPF1 PWO| Toal W BiAA__HL A AN OFt PWD] M F w BAA _ HA A AN OP PwWD
New Hires

0 1] 0 000% | 000% § 000% | o000% ] 000% | 000% | 000% | 0.00% | 0.00%
Promotions

0 0 0 000% J§ 000% | 000% | 0oa% | 000% | 000% | 0.00% | 0.00% | 0.00%
inira-Agency
Transfers [ 0 0 0.00% | ooo% | 000% | coo% | 000% | 000% | 0.00% | 000% | 0.00%
Suspensions

] 0 0 000% | 000% | 000% | o000% | 000% | co00% | 0.00% | 0.00% 1 0.00%
Sseparations

0 0 0 000% | 000% | 000% | 0.00% | 000% | 000% | ooo% | ooow | ooo%
_ 2 0 0 0 0.00% | 0oo% | 000% | 0oo% f 0o00% | ooo% | ono% | 00o% | 0.00%
_Eo=

0 0 0 000% | 000% | ooo% | ooow | ooow | ooo% | 0.00% | 000% | 0.00%
_Da:..a.oam

0 [1} 0 000% J ooo% | ooo% | 000% | 000% | 000% | obo% | 000% | 0.00%
_mug.o.d

[1] 0 0 000% J ooo% | o000% | o00% | 000w | ooow | o00% | 0.00% | 0.00%
_mb!m._n.ﬁa..n:ﬁ

0 0 1] 0.00% J 000% § 000% | 0.00% | 000% | 000% | o0o% | 000% | 000%
Reempl ent
_ — 0 0 1} 0.00% § 000% | 000% | 000% | coo% | 0.00% § 000% ] 000% | 0.00%
Upward
Reallocations 0 o [ 000% B 000% | ooow | aocox | ¢oo% | ocoox | coox | 0.00% | 0.00%
Downward
Reallocations 0 0 0 000% | ooo% || ooow | 000w | 00o% | coow | coox | ooow | ooow

WzWhite B/AA=Black or African American HAL=Hispanic or Latino A=Askan  AUANsAmerican indian or Alaskan Native NHOPI=Nalive Hawaiian or Other Pacific Istander  PWOD=Peopla with Disabiilies

DHR-10 (Rav- Feb 2018)




Summary of Workforce Transactions Report
by EED Category

Reporling Period: FY17

MALES FEMALES PERCENTA

AN N Al M
W _RAA HL A AN OPF PWDlTowd W BAA _HL A AN OF) PWD| M
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aew | s
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f L
T
: |
|
AR
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B I,,
B I.,
ks
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¥
A
T
;
5

W=Whits BIAASBick or Africen American  HiL=Hispanic or Laind  A=Asisn  AUAN=American Incisn or Alaskan Nalive  NHOP=bisthvs Howalan or Other Pacific Istander - PWD=Poople with Disabillies

DHA-10 {Rav.Feb 2008}
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AGENCY: DCEO
Category:  Officials/Administrators

Availability Percent Worksheet

Affirmative Action Group:
WOMEN

DHR-5-AAP (Rev, Feb, 2016)

Region; 7
Facility:
A B C D E
Grand Total Aff. Action Percentage Value  Woeighted
FACTORS Group Total Weight Factor
# # % % % Source of Statistics
1. Those having requisite skills in U. 8. Census Bureau /
the region. 28,960 11,365 39.24% 90 35.32 American Community Survey.
2. Those promotable, trainable,
and transferable in the region. 101 52 51.49% 10 515 Agency Workforce.
100 32.37 Availability Percent.
Affirmative Action Group:
AGENCY: [DCEOQ BLACK or AFRICAN
Category:  Officials/Administrators AMERICAN
Region: 7
Facility: ©
A B c D E
Grand Total Aff. Action Percentage Value  Weighted
FACTORS Group Total Waeight Facior
# # % % % Source of Statistics
1. Those having requisite skills in U. 5. Census Bureau /
the region. 28,980 B44 291% 90 262 American Community Survey.
2. Those promotable, trainable,
and transferable in the region. 101 i 4.95% 10 0.50 Agency Workforce.
100 2.49 Availability Percent.
Affirmative Action Group:
AGENCY: DCEO HISPANIC or LATINO
Category:  Officials/Administrators Region: 7
Facility: 0
A B C D E
Grand Total Aff. Action Percentage Value  Weighted
FACTORS Group Total Weight Factor
# # % Yo % Source of Statistics
1. Those having requisite skills in U. 8. Census Bureau /
the region. 28,960 389 1.34% 90 1.21 American Community Survey.
2. Those promotable, trainable,
and transferable in the region. 101 2 1.98% 10 0.20 Agency Workforce.
100 1.13 Availability Percent.



AGENCY: DCEO
Category:  Officials/Administrators
FACTORS

1. Those having requisite skills in
the region.

2. Those promotable, trainable,
and transferable in the region.

AGENCY: DCEO

Category:  Officials/Administrators

FACTORS

1. Those having requisite skills in
the region.

2. Those promotable, trainable,
and transferable in the region.

AGENCY: DCEOQ

Category:  Officials/Administrators

FACTORS

1. Those having requisite skills in
the region.

2. Those promotable, trainable,
and transferable in the region.

DHR-5-AAF (Rev. Feb. 2016}

Availability Percent Workshest

Affirmative Action Group:
ASIAN

Region: 7
Facility: 0
A B Cc D E
Grand Total Aff. Action Percentage Value  Weighted
Group Total Weight Factor
# # % % % Source of Statistics
U. S. Census Bureau /
28,960 320 1.10% 90 0.99 American Community Survey.
101 3 2.97% 10 0.30 Agency Workforce.
100 1.03 Availability Percent.
Affirmative Action Group:
AMERICAN INDIAN or
ALASKAN NATIVE
Region; 7
Facility: ©
A B C D E
Grand Total Aff. Action Percentage Value  Weighted
Group Total Weight Factor
# # % % % Source of Statistics
U. S. Census Bureau /
28,960 44 0.15% 100 0.15 American Community Survey.
101 1] 0.00% 0.00 Agency Workforce.
100 0.12 Awvailability Percent.
Affirmative Action Group:
NATIVE HAWAIIAN or OTHER
PACIFIC ISLANDER
Region: 7
Facility: ©
A B C D E
Grand Total Aff. Action Percentage Value  Weighted
Group Total Weight Factor
# # % Yo % Source of Statistics
U. S. Census Bureau /
28,960 o 0.00% 100 0.00 American Community Survey.
101 0 0.00% 0.00 Agency Workforce.
100 0.00 Availability Percent.



Availability Percent Worksheet

AGENCY: LCCEOQ Affirmative Action Group:
Category: Professionals WOMEN
Region: 7
Facility;
A B c D E
Grand Total Aff. Action Percentage Value  Woeighted
FACTORS Group Total Weight Factor
# # Yo % e Source of Statistics
1. Those having requisite skills in U. 8. Census Bureau /
the region. 43,165 24,855 57.58% a0 51.82 American Community Survey.
2. Those promotable, trainable,
and transferable in the region. 9 7 77.78% 10 7.78 Agency Workforce.
100 47.68 Availability Percent.
Affirmative Action Group:
AGENCY: ODCEC BLACK or AFRICAN
Category:  Professionals AMERICAN
Region: 7
Facility: ©
A B c D E
Grand Total Aff. Action Percentage Value  Weighted
FACTORS Group Total Weight Factor
# # % % % Source of Statistics
1. Those having requisite skills in U. 8. Census Bureau /
the region. 43,165 1,885 4.37% 90 3.93 American Community Survey.
2. Those promotable, trainable,
and transferable in the region. 9 1 11.11% 10 1.11 Agency Workforce,
100 4.03 Availability Percent.
Affirmative Action Group:
AGENCY: DCEQ HISPANIC or LATINO
Category:  Professionals Region: 7
Facility: @
A B c D E
Grand Total Aff. Action Percentage Value  Weighted
FACTORS Group Total Weight Factor
# # % e % Source of Statistics
1. Those having requisite skills in U. S. Census Bureau /
the region. 43,165 438 1.01% 90 091 American Community Survey.
2. Those promotable, trainable,
and transferable in the region. 9 1 11.11% 10 1.1 Agency Workforce.
100 1.62 Availability Percent.

DHR-5-AAP (Rev. Feb. 206}




AGENCY:
Category:

DCEO
Professionals

FACTORS

1. Those having requisite skills in
the region.

2. Those promotable, trainable,
and transferable in the region.

Availability Percent Worksheet

Affirmative Action Group:
ASIAN

AGENCY:
Category:

DCED
Professionals

FACTORS

1. Those having requisite skills in
the region.

2. Those promotable, trainable,
and transferable in the region.

AGENCY: DCEO
Category: Professionals
FACTORS

1. Those having requisite skills in
the region.

2. Those promotable, trainable,
and transferable in the region.

DHR-5-AAP {Rev, Feb. 2016}

Region: 7
Facility: 0
A B C D E
Grand Total Aff. Action Percentage Value  Weighted
Group Total Weight Factor
# # % % % Source of Statistics
U. S. Census Bureau /
43,165 1,305 3.02% 100 3.02 American Community Survey.
9 ) 0.00% 0.00 Agency Workforce.
100 2.42 Availability Percent.
Affirmative Action Group:
AMERICAN INDIAN or
ALASKAN NATIVE
Region: 7
Facility: ©
A B C D E
Grand Total Aff. Action Percentage Value  Weighted
Group Total Weight Factor
# # % % Y Source of Statistics
U. S. Census Bureau !
43,165 58 0.13% 100 0.13 American Community Survey.
9 0 0.00% 0.00 Agency Workforce.
100 0.11 Availability Percent.
Affirmative Action Group:
NATIVE HAWAIIAN or CTHER
PACIFIC ISLANDER
Region: 7
Facility: ©
A B (o D E
Grand Total Aff, Action Percentage Value  Weighted
Group Total Weight Factor
# # a %e Yo Source of Statistics
U. 8. Census Bureau !
43,165 ao 0.07% 100 0.07 American Community Survey.
9 0 0.00% 0.00 Agency Workforce.
100 0.06 Availability Percent.



Utilization Analysis

Agency:DCEO DCEO
Affirmative Action Group: WOMEN Region 7
Officials/ Protective Para- Admin Skilled Service/

Administrators  Professionals Technicians Service Professionals Support Craft  Maintenance

Present Number

of Employees 55 101 1 0 8 1 0 1
Availability

Percent 32.37 47.68 0.00 0.00 0.00 0.00 0.00 0.00
Number Needed for Parity 17 48 0 0 0 0 0 0
Number of Affirmative

Action Group

Members Already

Employed 29 52 0 0 7 0 0 1

Underutilization

Agency:DCEO DCEQ
Affirmative Action Group: BLACK or AFRICAN AMERICAN Region 7
Officials/ Protective Para- Admin Skilleg Service/

Administrators Professionals Technicians Service Professionals Support Craft  Maintenance

Present Number
of Employees 55 101 1 0 -] 1 0 1

Availability
Percent 249 4.03 0.00 0.00 0.00 0.00 0.00 0.00

Number Needed for Parity 1 4 0 0 0 0 0 0
Number of Affirmative
Action Group

Members
Already Employed 3 5 0 0 1 0 0 0

Underutilization

DHR-8-AAP (Rav. Feb. 2016}



Utilization Analysis

Agency:.DCEO DCEO
Affirmative Action Group: HISPANIC or LATINO Region 7
Officials/ Protective Para- Admin Skilled Service/

Administrators Professionals Technicians Service Professionals Support Craft  Maintenance

Present Number

of Employees 55 101 1 0 8 1 0 1
Availability

Percent 1.13 1.62 0.00 0.00 0.00 0.00 0.00 0.00
Number Needed for Parity 0 1 0 0 0 0 0 0
Number of Affirmative

Action Group

Members Already

Employed 1 2 0 0 1 o 0 0

Underutilization

Agency:DCEQ DCEO
Affirmative Action Group: ASIAN Region 7
Officials/ Protective Para- Admin Skilled Service/

Administrators Professionals Technicians Service Professionals Support Craft  Maintenance

Present Number

of Employees 55 101 1 0 8 1 0 1
Availability

Percent 1.03 242 0.00 0.00 0.00 0.00 0.00 0.00
Number Needed for Parity 0 2 0 0 0 0 0 o
Number of Affirmative

Action Group

Members Already

Employed 0 3 0 0 0 0 0 0

Underutilization

DHR-B8-AAF {Rev. Feb. 2016)



Utilization Analysis

Agency:DCEQ DCEO
Affirmative Action Group: AMERICAN INDIAN or ALASKAN NATIVE Region 7
Officials/ Protective Para- Admin Skilled Service/

Administrators Professionals Technicians Service Professionals Support Craft Maintenance

Present Number

of Employees 55 101 1 o 8 1 0 1
Availability

Percent 0.12 0.11 0.00 0.00 0.00 0.00 0.00 0.00
Number Needed for Parity 0 0 0 0 0 0 0] 0
Number of Affirmative

Action Group

Members Already

Employed 0 0 0 0 0 0 0 0

Underutilization

Agency:DCEO DCEO
Affirmative Action Group: NATIVE HAWAIIAN or OTHER PACIFIC ISLANDER Region 7
Officials/ Protective Para- Admin Skilled Service/

Administrators Professionals Technicians Service Professionals Support Craft  Maintenance

Present Number
of Employees 55 101 1 0 8 1 0 1

Availability
Percent 0.00 0.06 0.00 0.00 0.00 0.00 0.00 0.00

Number Needed for Parity 0 0 0 ¢ 0 0 0 o]
Number of Affirmative
Action Group

Members Already
Employed 0 0 0 0 0 0 0 0

Underutilization

DHR-8-AAP (Rev, Feb. 2016}



Workforce Analysis by Region

Reporting Perod: FY 17 04

Agency. OCEO
Region: 7
MALES FEMALES PERCENTAGES
Grond M [} ]

EEOCwogory _ Tost | Vew = w_ma _m AN om Pwol Tod W BAA WA a__on ) F WM WL A AUAN _WHDPI _PWD
Offciale/
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Name of Agency: DCED

Underutilization Summary by Region

Roglan Oificials and Administrators Professionals TFachnidans
women| @AM ] HA | A | AvAM | HOPIJWorten]| Bean | A ) A ] Avan women] BiAA | #a | A | s | NHOPI | Women| BAA | WL | AUAN
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Tolal a9 ] 0 1] [ 0 L] 0 0 3 0 1) ] 0 0 D 0 0 [ 0 0 0
Regmn Paraprofessionais Administrative Support Skilad Cral Workers Service-Maintenanca

Women| BAA | WL A | AvaM | NHOPI | Women| B/AA | HA A | AN | N Womsn| B/AR | HL A | auan | vnOPi | Women| BA | HA AUAN

!

2

E)
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7

g
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Tolsl 0 [ 0 0 0 0 0 0 0 (] 0 [ 0 "] 0 0 0 0 0 ] 0
Totsl underutdzation for Women: ‘Tatsl undenstitrabion for Biack or Alricon Amatican: 0 Totsl vndenstlizalion for Hispanic or Latino: 0
Total untenstikeation for Asiprc Toinl underudization for American indian or Alsskon Nalive: Total undenifitzation for Mative Hawalian or Other Pacific Istender

Nota: uigsiﬂgﬂiﬁgiggiiogieoﬂcao?!_-ugg-%_::dmmoﬁirgigsss bkank.

W=Wamen BJ/AA = Black or African Americsn  HL = Mispanicof Lating  A=Aslan  AFAN = Ameyican ingian or Alzsken Mative  NHOPta Netive Hawaiisn or Other Pacific Istandes
DHR 11-AAP (Rev Fab 2018)
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GOALS & TIMETABLES

The following tables reflect a summary of utilization, detailed in the previous section. This data will be used to
develop goals in this section.

Region 1 (Cook County and surrounding area)

Blast/ . . Asians Native

Category African Hispanics Women .

Americans Gl
Officials/Managers P P P P P
Professionals P P P 3 P
Technicians P P P P P
Protected Service
Para-Professionals P P P p p
Office/Clericals P P P P P
Skilled Craft P P P P P
Service Maintenance P P p P P
TOTAL P P P 3 P
Region 7 (Sangamon County and surrounding area)

Bla!:ksf . . Asians Native

Category African Hispanics Women .

Americans American
Officials/Managers P P P P P
Professionals P P P P P
Technicians P P P P P
Protected Service
Para-Professionals P P P P P
Office/Clericals P P P P P
Skilled Craft P P P P P
Service Maintenance P P P P P
TOTAL P P P 3 P



Area to be addressed

Numerical Goals

Underutilization of three Asian Professionals in Region 1.

Goal

Eliminate underutilization of three Asian Professionals in Region 1.

Objective

As vacancies occur, hire/promote three Asian Professionals.

Actions Assignment of Completion Target Date | Monitoring Procedure
Responsibility

Notify relevant EOMC Deputy Director | Quarterly | Review by DHR

recruitment sources of i

vacancies for referrals HR Deputy Director

of qualified applicants

Employee three Asian Hiring Manager 6/30/18 Review of hires/

Professionals, as promotions by EEO

applicable Officer

Participate in career EOMC Deputy Director | 6/30/18 Monitor the number of

placement fairs or contact applicants who are able to

Asian American HR Deputy Director obtain well-qualified

organizations through the
internet for the purpose of
attracting well-qualified
Asian American applicants
to employment in
opportunities in the pubtic
sector.

Area to be addressed

Local Workforce Investment Act (LWIA) areas are required by law to carry out their Equal Opportunity and Non-

ratings on the CMS open-
competitive lists for the
professional job category.

Programmatic Goals

Discrimination provisions in compliance with Section 188 of the WIA Act which is enforced by the U.S
Department of Labor/Civil Rights Center Federal regulations.

Goal

To continue to ensure that all of the LWIA areas comply with EO and Non-Discrimination provisions under
Section 188 of the WIA Act as the provide services to eligible beneficiaries.

Obiective

Upon Request, to provide technical assistance to the State WIA EO Officer and EO Specialists as needed, so that
all documentation from LWIA areas is in compliance as stipulated by the Non-Discrimination plan guidelines.

Actions

Assignment of
Responsibility

Completion Target Date

Monitoring Procedure

Review all related
compliance
documentation.

EOMC Deputy Director

DCEO EO Specialists

Refer to WIA Two-Year
plan.

Prepare list of all LWIA
areas to monitor all
compliance and
corrective action

activity.




Identify all WIA EOMC Deputy Director | Refer to WIA Two-Year | Utilize the list

elements of Non- plan. developed by the U.S.

Discrimination Plan. DCEO EO Specialists DOL/CRC to identify
and track all LWIA
documentation received.

Notify all LWIA areas of | EOMC Deputy Director | Refer to WIA Two-Year | Review and maintain

their need to update their plan. copies of DCEO’s

Non-Discrimination plan DCEO EO Specialists notification to LWIA’s

documentation and submit

same to the State WIA EO

Officer for review.

Compare WIA EOMC Deputy Director | Refer to WIA Two-Year | Check off all elements

documentation received plan. shown on WIA checklist

with documentation DCEO EO Specialists that are submitted to the

outstanding. Department.

Provide technical EOMC Deputy Director | Refer to WIA Two-Year | Track written requests for

assistance to LWIA areas plan. technical assistance.

on completing Non- DCEO EO Specialists

Discrimination plan

documentation.

When necessary, the State | EOMC Deputy Director | Refer to WIA Two-Year | Retain copy of letter(s)

WIA EO Officer of plan. which are transmitted to

EOMC will contact the DCEO EO Specialists U.S. DOL Civil Rights

U.S. Dept. of Labor/Civil
Rights Center of any Civil
Rights concerns regarding
the effective execution of
the Non-Discrimination
plan or clarification on
corrective action measures
cited by U.S. DOL/CRC
after a compliance review.

Area to be addressed

Development of Internal DCEO Training Program

Goal

Center.

Increase employee skill sets, motivate team members and help sustain values and culture.

Objective

Coordinate various training courses to be determined by training coordinator for new and existing DCEO

employees.

Actions Assignment of Completion Target Date | Monitoring Procedure
Responsibility

Get backing from senior | EOMC Deputy Director | 10/1/17 Review by EOMC DD

leadership. and HR DD




Designate an advisory EOMC Deputy Director | 11/1/17 Review by EOMC DD

council to establish a and HR DD

vision and plan

Create training calendar | EOMC Deputy Director | 11/1/17 Review by EOMC DD
and HR DD

Host training classes EOMC Deputy Director | 2/1/18 Review by EOMC DD
and HR DD

Area to be addressed

Completion of Department’s Exit Questionnaire Form.

Goal

Increase the number of employees completing the form upon leaving the Department.

Objective

Develop process to notify EEO Officer when employees are separating and method to ensure employees receive

the questionnaire and are provided guidance on how to complete it and return it back to the EEO Officer.

Actions Assignment of Completion Target Date | Monitoring Procedure
Responsibility

Work with HR Director | EOMC Deputy Director | 10/1/17 Review by EOMC DD

to develop process to and HR DD

notify EEO Officer of HR Deputy Director

employees separation

and contact information.

Place questionnaire on | EOMC Deputy Director | 11/1/17 Review by EOMC DD

DCEO website and

sharepoint sites

Track responses and EOMC Deputy Director | Monthly Review by EOMC DD

share with appropriate
members of leadership
to look for areas of
operational
improvement
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EQUAL EMPLOYMENT OPPORTUNITY COMPLAINT INVESTIGATION PROCEDURE

Policy

The agency affirms its commitment to a policy of equal employment opportunity through the implementation of
an EEO complaint investigation procedure to promote the internal resolution of employee complaints of alleged
discrimination. It is the conviction of the agency that the establishment of this complaint investigation procedure
shall provide an internal avenue of redress to informally resolve complaints of alleged discrimination at the lowest
organizational level, reducing the backlog, delay and expense of a prolonged formal investigation.

To that end, the EEO Officer and General Counsel will work in a concerted effort during the investigation of
complaints, documentation of facts, the presentation of findings, and recommendations to resolve the alleged
discriminatory issue(s).

The use of this internal EEO complaint investigation procedure does not preclude the rights of an employee to file
a charge directly with the state (Department of Human Rights) or the federal government (Equal Employment
Opportunity Commission or any other appropriate government agency). The filing of any complaint of alleged
discrimination may not be used as a basis for future retaliation adversely affecting the rights of any employee.

Procedures

The Internal EEO Complaint Form (attached) shall be used to clearly record the date, nature and other pertinent
information of the complaint of alleged discrimination submitted to the EEQ Officer. The form is also available
on the Department’s intranet.

All complaints alleging a violation of the equal opportunity provisions must be filed with the EEO Officer within
10 working days from the alleged violation.

The EEO Officer will forward the complaint within 5 working days from the date of receipt of the complaint to
the Department’s General Counsel or designee who will process it and begin an investigation.

Copies of the complaint are kept in a confidential location on file with the Department’s General Counsel and the
EEO Officer. Upon request, the EEQ Officer will provide technical assistance to the General Counsel or designee
throughout the investigatory process.

Upon completion of the investigation, the General Counsel or designee will develop a written report of the
investigation findings. The report will be sent to the Director for review. The General Counsel or designee will
prepare and send a finding letter to both parties involved.

The employee also has a right to file a formal charge within 180 days of the alleged violation with the with the
Illinois Department of Human Rights and/or within 300 days of the alleged violation with the U.S. Equal
Employment Opportunity Commission concurrently with the filing of an internal complaint.

Addresses of governmental entities which have responsibility for handling various discriminatory complaints
follow:



Iilinois Department of Human Rights
222 South College, Room 101A
Springfield, Illinois 62704
217.785.5100

TTY 866.740.3953

Iliinois Department of Human Rights
James R. Thompson Center

100 West Randolph Street, Suite 10-100
Chicago, Illinois 60601

312.814.6200

TTY 866.740.3953

Illinois Department of Human Rights
Marion Regional Office Building
2309 W. Main Street, Suite 112
Marion, Illinois 62959

618.993.7463

Equal Employment Opportunity Commission
500 West Madison Street, Suite 2000
Chicago, Illinois 60661

800-669-4000

TTY 800-669-6820

Equal Employment Opportunity Commission
1222 Spruce Street, Room 8-100

St. Louis, Missouri 63103

800-669-4000

TTY 800-669-6820



illinois
Department of Commerce
& Economic Opportunity

Bruce Rauner, Governor

Internal EEO Complaint Form

All complaints regarding Equal Employment Opportunity should be filed with the Department's Equal
Employment Opportunity Officer at the following address:

Miguel Calderon, EEQ Officer

500 E. Monroe Street

Springfield, IL 62701

Phone: 217-524-2997

E-mail: Miguel. A.Calderon@illinois.gov

1. Name Telephone

Work Location
Present Job

2. Date of alleged discriminatory practice or action

3. Basis of the alleged discriminatory practice:

O Race [J Disability
O sex [ Retaliation
O Sexual Harassment [J Religion
O Sexual Orientation 0 Age
(0 National Origin [0 Other
[0 Ancestry
4. The discrimination occurred in connection with:
O Interview (0 Compensation
(O Hiring Selection (0 Transfer
O Promotion (0 LayOff
O Downward Allocation (0 Termination
[0 Disciplinary Action [0  Training Opportunity
O Other*___

* Please explain within section 5 of this form.

5. The facts of the alleged discriminatory employment practice are:

(Continue on additional sheet, if necessary)

6. Name(s), Title(s), Work Location(s), and Telephone Number(s) of Person(s} who you believe
discriminated against you.

Name Title Location Phone No.

Name Title Location Phone No.



7. Please supply supporting evidence to document the basis for the discriminatory practice you are
claiming, as indicated in your response to section 3 of the form.

| have attached supporting evidence: [ Yes O No
Describe:

8. Have you made an effort to resolve the discrimination through your supervisors, the grievance
procedure, or with any public or private organization?

OyYes [No

If yes, please explain, indicating the outcome of the efforts:

Complainant's Signature Date Filed

Department EEQ Officer’s Signature Date Received

NOTE: To initiate a formal charge of discrimination, this form must be filed with the DCEQ EO
Compliance Manager within {10) days of the alleged violation.

Each employee also has the right fo file a formal charge within 180 days of the alleged violation with
the lllinois Department of Human Rights, 300 days with the Equal Employment Opportunity Commission,
or 180 days after the alleged unlawful employment practice occurred pertaining to an Equal Pay violation.
For Victim’s Economic Security and Safety Act of 2003 (VESSA) claims arising after August 25, 2003,
complainants may file with the lllinois Department of Labor.

llinois Department of Human Rights Equal Employment Opportunity Commission
222 South College, Room 101A 500 West Madison Street

Springfield, IL 62704
www.state.il.us/dhr
Telephone (217) 785-5100
TTY (217) 785-5125

TTY (312) 353-2421

OR

100 West Randolph

Suite 10-100

Chicago, IL 60601
Telephone (312) 814-6200
TTY (312) 263-1579

OR

2309 W. Main, Suite 112
Marion, IL 62959
Telephone {618) 993-7461

Suite 2800

Chicago, IL 60661
WWww.eeoc.gov

Telephone (312) 3563-2713
TTY (312) 3563-2421

Equal Employment Opportunity Commission
1222 Spruce St., Room 8-100

St. Louis, Missouri 63103

Telephone (314) 425-6547

TTY (314) 425-6547

linois Department of Labor

State of lllinois Building

160 North LaSalle Street, Suite C-1300

Chicago, IL 60601-3150

Equal Pay Act of 2003

(866) 372-4365

Victims' Economic Security and Safely Act of 2003
(VESSA)

(312) 793-6797

Please return the completed form, with copies of supporting documentation to the Department's EEQ

Officer.



Internal EEO Complaint Process & Timeline

+Complainant complates Intarnal EEQ Camplaint Form
sthir 16 sComplatnant submits form and any supporting decumentation to EEO Officer

witrking days uf ]
*EEO Officer reviews cornplatnt and forwards to GE or designee ]

alleged viclativn

*GC sends notice of recelpt of complaint to complainant, alleged charged party and all appropriate staff
{e.g.. HR DD, COO, Chief of Staff, EED Officer)

R —m = e ———— ——

*GC prepared written report

*Both parties agree In writing to the findings and sesolution
*Report ls completed and issued is closed

+Record of complaint Is retalned by Legal Office for 5 years

+GC attempts 1o resalve allegation via infarmal redress or mediation ]

+Both parties receive disclosure farms; all appropriate staff are notified
sFallowing investigation, GC drafts written findings report; both parties sign rapart and resolution
| | *Director raviews repart and resolution for potential approval; declsion s final

*Depariment begins full investigation, to be completed within 7S davs of altered vigiation
sLegal distributes findings report and resolution to both parties and their immediate supervisars
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REASONABLE ACCOMMODATION POLICY STATEMENT

In compliance with the U.S. Americans with Disabilities Act of 1990, as amended by the ADAAA of
2008, and the fllinois Human Rights Act, it is the policy of the 1llinois Department of Commerce &
Economic Oppartunity to reasonably accommodate the known physical or mental limitations of otherwise
qualified applicants and employees with disabilities. The Department recognizes the right of a qualified
applicant or employee with a disability to request accommodation to ensure equal opportunity in the
application process; to enable him or her to perform essential functions of a job; and to enable him or her
to enjoy equal benefits and privileges of employment.

It is the responsibility of the Department to provide accommodation to qualified applicants and employees
with disabilities, when such accommodation does not pose an undue hardship to the operation of the
agency’s business.

The Department's Equal Employment Opportunity Officer and the Americans with Disabilities Act
Coordinator can provide further information about the Department’s policy in this area.

3 7 j\ N\ w1
Sean McCarthy, Director Datd \
INinois Department of Commerce & Economic Opportunity




AMERICANS WITH DISABILITIES ACT POLICY

It is the policy of the Illinois Department of Commerce and Economic Opportunity to comply with the provisions
of the Americans with Disabilitics Act 1990, 42 U.S.C.A. Section 12101, et seq ("ADA"), as amended by the
ADAAA of 2008, and the Hlinois Human Righis Act. The ADA prohibits discrimination against qualified
individuals with disabilities on the basis of their disability. The ADA provides, in part, that qualified individuals
with disabilities shall not be excluded from participating in or be denied the benefits of any programs, service or
activity offered by the Department.

The ADA requires that all programs, services and activities, when viewed in their entirely, are readily accessible
to and usable by qualified individuals with disabilities. The Department must communicate effectively with
individuals with speech, visual and hearing impairments and provide auxiliary communication aids to those
benefiting from the Department’s programs, services or aclivities to afford equal opportunity.

Individuals wishing to review the ADA or its interpretive regulations, ask questions about their rights and
remedies under the ADA, request a reasonable modification 1o the Deparument’s policies, practices or procedures,
or file a written prievance with the Department alleging noncompliance with the ADA should contact the
Departments designated coordinator for the ADA.

Miguel Caldzron

EEQ/AA Officer

500 E. Mornroe Street
Springfield, IL. 62701
217-524-2997
Miguel.A.Calderon@illinois.gov

Tel ications Relav C
English:
TDD only 7H1 or 800-526-0844
Voice 711 or 800-526-0857
Spanish:
TDD only 711 or 800-501-0864

Voice 711 or 800-501-0865



DISABILITY ANALYSIS

Labor Force Analysis for People with Disabilities

Agency:  Depariment of Commerce & Economic Opportunity

Fiscal
Year: 2018

Total Employees: 284

Percent of People with Disabilities
in lllinois Labor Force: 4.45%

Labor Force Number: 12

Number of Employees with
Disabilities in Agency: 19

Underutilization or Parity: P

DHR 34-AAP (Rev. June 2013)
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REASONABLE ACCOMMODATION POLICY

INTRODUCTION

The Americans With Disabilities Act of 1990, 42 U.S.C. 12101 et seq. (ADA), as amended by the
ADAAA of 2008, prohibits discrimination against a qualified individual with a disability in regard to job
application procedures, the hiring, advancement or discharge of employees; employee compensation; job
training; and, other terms, conditions and privileges of employment. [Section 102 (a)]

An employer must make reasonable accommodations to the known physical or mental limitations of an
otherwise qualified individual with a disability who is an applicant or employee, unless such covered
entity has demonstrated that the accommodation would impose an undue hardship on the operation of the
business of such covered entity. [Section 102 (b) (5) (A)] However, each individual is responsible for

initiating the request for reasonable accommeodation, if such individual believes such accommodation is
required to enable him/her to perform the essential functions of the job.

The policy and procedures set forth herein are also intended to meet the requirements of the Illinois
Human Rights Act (Ill. Rev. Stat. 1989, ch. 68, para 1-101 et seq.) and Section 504 of the Rehabilitation
Act of 1973 (29 U.S.C. 794), as well as the ADA, as amended by the ADAAA of 2008.

POLICY

In accordance with the law and regulations, it is the policy of the lllinois Department of Commerce and
Economic Opportunity (hereinafter “the Department™):

A. to inform employees and applicants about the Department’s policies and of the right to reasonable
accommodations and

B. to provide any and all such reasonable accommodations in the most cost-effective manner
available unless it would impose an “undue hardship.”

This policy is intended to comply with the applicable laws and is not intended to create any legal or
contractual rights or obligations. For the purpose of this policy, the term “employee” shall include
“applicant” and “prospective employee.”
REASONABLE ACCOMMODATIONS COMMITTEE (RAC)
A. PURPOSE

The purpose of the RAC is to implement effectively this policy.
B. MEMBERSHIP

The RAC consists of the following staff members:

1.  Deputy Director of Human Resources
2. Chief Operating Officer

3. EEO Officer

4.  ADA Coordinator

C. DUTIES



The RAC provides technical assistance to our employees on technology, the ADA Title V of the
Rehabilitation Act, accessibility standards and employee relations as it relates to requests or
potential requests.

The RAC will maintain documentation regarding RAC requests in order to:

1. provide appropriate budget information and projected cost analysis for future budget cycles
to the Budget Division;

2. lend consistency to the system of the provision of accommodations and ensure
nondiscrimination in the treatment of employees;

3. ensure that requests are processed and approved accommodations provided in a timely
manner;

4.  provide reports on employee accommodations and costs to regulatory agencies.

As necessary, the RAC shall provide periodic reports, including the above documentation, to the
Director for information/action. All reports shall be developed in a manner which protects the
confidentiality of the employee.

Iv. REASONABLE ACCOMMODATION

A. A reasonable accommodation is a modification or adjustment to a job application process and/or
the work environment that enables qualified applicants or employees to be considered for a
position, to perform the essential functions of a position and to enjoy equal benefits and privileges
of employment. ADA regulations: 29 C.F.R. 1630. 2(0) (1)

B. Reasonable Accommodation may include, but is not limited to:

1. making existing facilities used by employees readily accessible to and useable by
individuals with disabilities;

2. job restructuring; part-time or modified work schedules; reassignment to a vacant position;
acquisition or modification of equipment or devices; appropriate adjustment or
modification of examinations, training materials or policies; the provision of qualified
readers or interpreters; and, other similar accommodations for individuals with disabilities.
Section 101(9} of the ADA.

The determination of which accommodation is appropriate in a particular situation will be made
on a case by case basis and involve the employer and employee in a flexible, interactive process
whereby the employee identifies the precise limitations imposed by the disability and along with
the employer explores potential accommodations that would overcome those limitations.

NOTE: The ADA permits employers to choose the accommodation which is lowest in cost if
such accommodation provides a similar result to a more costly accommodation.

D. Reasonable accommodations may be categorized in the following manner:

1. restructuring/modifications accommodations, including, but not limited to job
restructuring by removal of non-essential tasks, job modifications, rearrangement of
office furniture, removal of desk drawers, flexible time to allow for transportation and/or
medical schedules;



2, technological/accessibility accommodations, including, but not limited to dictating
machines, voice activated equipment, Telecommunication Device for the Deaf (TDDs),
hand controls for dictating devices, speaker-phones, telephone amplifiers, teletypewriters
(TTY’s), Braille typewriters, orthopedic desk chairs and other adaptive office furniture,
looping systems, etc., as well as architectural modifications. In recent years, digital
technology has evolved rapidly and is making the TTY obsolete. To find out more about
these new devices and services please contact the Illinois Deaf and Hard of Hearing
Commission, 1630 S. 6™ Street, Springfield, IL 62703 or 217-557-4495;

3. assistive care accommodations including the utilization of additional persons such as
readers, drivers, interpreters and attendants who specifically assist an individual in
performing the essential duties of the job.

NOTE: A reasonable accommodation pertains only to the employee and does not include family
members. Some types of accommodations need not be on an individual basis if available at the
work site and if used by two or more individuals will not impede job performance.

V. UNDUE HARDSHIP

A,

*“Undue hardship” means significant difficulty or expense in, or resulting from, the provision of
an accommodations. It refers to any accommodation that would be unduly costly, extensive,
substantial or disruptive, or that would fundamentally alter the nature or operation of the business
of the agency.

Whether an accommodation will impose an undue hardship must be analyzed on a case by case
basis. Factors to be considered in determining whether an accommodation would impose an
undue hardship on the Department may include, but not be limited to: (1) the nature and net cost
of the accommodation needed; (2) the overall appropriations of the facility or facilities involved
in the provision of the reasonable accommodation, the number of persons employed at such
facility and the effect on expenses and resources; {3) the overall appropriation of the Department
with respect to the number of employees and the number, type, and location of its facilities; (4)
the type of operation or operations of the Department, including the composition, structure and
functions of the workforce of such agency, and the geographic separateness and administrative or
fiscal relationship of the facility or facilities in question to the Department; and (5) the impact of
the accommodation upon the operation of the facility, including the impact on the ability of other
employees to be able to perform their duties and the impact of the facility’s ability to conduct
business.

A requested accommodation may be denied if it is unduly disruptive to other employees or to the
functioning of the business of the agency. To demonstrate the accommodation may be denied if
it is unduly disruptive, the disruption must result from the provision of the accommodation, not
from the fears or prejudices of other employees toward the individual’s disability. The terms of a
collective bargaining agreement may be relevant.

VL PROCEDURES FOR PROCESSING REQUESTS FOR REASONABLE ACCOMMODATIONS

A,

The determination of reasonable accommodations for qualified employees who require such to
overcome a physical or mental impairment in performance of job duties must be conducted at the
request and with the consultation of the employee.

1. A person with a disability may be qualified for a position vacancy if the person satisfies
the requisite skills, experience, education and other job-related requirements of the
employment position, as set forth in standardized Department of Central Management
Services’ requirements, and with or without reasonable accommodations can perform the
essential functions of the job.



2. Essential job functions vary with individual job descriptions and would include those
physical, mental and inter-personal activities necessary to achieve the anticipated job
performance effectively.

3. A determination as to a reasonable accommodation for one person will
not be treated as a precedent for another person.

The employee must request any and all reasonable accommodations on a Request for Reasonable
Accommodation form. The employee is responsible for adequately responding to all questions as
applicable on the form. Once completed, the form shall be transmitted by the employee to the
immediate supervisor, or by the prospective employee to the interviewing supervisor. The
employee should retain a copy of the request form.

1. If requested by management, the employee shall submit medical
documentation to support the need for the accommodation. When additional information
becomes available, the employee should submit it in writing to the immediate supervisor
for transmittal to the RAC.

2. Technical assistance is available to the employee and supervisor(s) from the Office of
Human Resources upon request.

The immediate supervisor or interviewing supervisor shall make a recommendation regarding the
request within five (5) working days of receipt and forward the request to the appropriate Deputy
Director who shall have five (5) working days to review and provide a recommendation on the
request form.

The Deputy Director shall forward the request to the Office of Human Resources Office for
review by the RAC.

Unless the appropriate reasonable accommodation is obvious to either or both the agency and the
qualified individual with a disability, all reviewers and the Committee will, using a problem
solving approach.

1. Analyze the particular job involved and determine its purpose and essential functions.

2. Consult with the individual with a disability to ascertain the precise job-related
limitations imposed by the individual’s disability and how those limitations could be
overcome with a reasonable accommodation.

3. In consultation with the individual to be accommodated, identify potential
accommodations and assess the effectiveness each would have in enabling the individual
to perform the essential functions of the position.

4. Consider the preference of the individual to be accommodated and select and implement
the accommodation that is most appropriate for both the employee and the agency.

All reviewers shall consider the request based on the following criteria: (1} the relationship
between the accommodation and the essential job functions, (2) necessity, (3) cost effectiveness,
{4) undue hardship to the agency, and (5) compatibility with existing equipment (where
applicable).

Within ten (10) working days, the RAC will act upon the request and report accommeodations to
the Director. If further information is required to make a recommendation, the employee shall be
given thirty (30) days to provide such and the 10 working day time shall begin when the
additional information is received.



VIL

VIII.

H. The Director will make the final decision within five (5) working days of receipt. A copy of the
Director’s decision and the RAC’s recommendation will be returned by the ADA Coordinator to
the appropriate Deputy Director who will coordinate implementing the approved request with
appropriate staff. A copy of the Director’s decision and the RAC’s recommendation will also be
sent to the employee by RAC within five (5) working days of receipt of the Director’s decision.

L The time limits provided in this section may be extended up to thirty (30) days if circumstances
warrant (e.g., absence of a person needed to make determination, additional information required,
etc.).

RECONSIDERATION

If the employee wishes to ask the Director to reconsider a decision on a Reasonable Accommodation
request, the request shall be addressed to the Director within ten (10) working days of notification of the
decision. The request shall include the reasons for the request and, if appropriate, alternative suggestions
for reasonable accommodations. A decision shall be made and the employee notified within ten (10)
working days of receipt of the request. The decision constitutes the final administrative action of the
Department on the request.

An employee who has been denied accommodation has the right to file a complaint at the state level with
the Illinois Department of Human Rights within 180 days of the denial of the request. An employee may
also have the right to file a complaint with the U.S. Equal Employment Opportunity Commission.

IMPLEMENTATION

A. When implementing the approved request, the appropriate Deputy Director shall provide the
following:
I. If the requested accommodation is within the restructuring or modification category, the

job will be modified/restructured with assistance from the Deputy Director and the Office
of Human Resources. When the supervisor, manager, appropriate Deputy Director and
employee are all in agreement, the supervisor shall provide the accommodation; or,

2. If the requested accommodation is of a technological/accessibility or
assistive care nature, the appropriate Deputy Director will coordinate
purchase of equipment or devices, or initiate contracts, with the
Department’s ADA Coordinator within the Office of Human

Resources.
B. Expenditure Procedures
1. In carrying out its expenditure obligation responsibilities, the Office of Financial

Management relies on Departmental business unit managers to obtain all required
approvals before making a commitment for expenditure of agency funds, to ensure that
all purchases are consistent with State of Illinois and the Department’s procurement
policies and procedures, and to initiate steps required to encumber the funds through the
Expenditure Planning and Control (EPC) system.

2. As part of the process for purchasing goods or services using agency funds, managers are
required to initiate an entry for the planned purchase into the EPC system to comumit the
funds within the Department’s accounting system. Depending on the type of purchase,
the business unit is also required to produce and approve an expenditure authorization
document such as:



o Contract Obligation
o Data Processing Contract Obligations
o Purchase Requisitions

In general, goods under $10,000 and professional services not exceeding $5,000 are
procured on either a purchase requisition (non-EDP goods) or an EDP Purchase Request;
any purchase exceeding those thresholds must be procured on a contract.

All expenditure authorization documents or contracts regarding reasonable
accommodation requests should clearly reflect within the document that it is in fact a
“reasonable accommodation” purchase.



2 State of lllinois
= ) Reasonable Accommodation Request for Employees

Pursuant to the requirements of state and federal laws, a qualified individual with a disability has the right to
request reasonable accommodation in conjunction with his or her employment. Reasonable accommaodation
means a modification to application procedure, access to the work site, and adjustment to the work process or
work schedule that would enable a person with a disability to perform a particular job. Employers are not required
to provide accommodations that would impose undue hardship on the operations of their programs. The
procedures for accommodation request appear on the back of this form. Completed accommodation request
forms should be submitted to the immediate supervisor, with a copy to the agency's EEQ/AA Officer and/or the
ADA Coordinator. The agency EEO/AA Officer and/or the ADA Coordinator can respond to questions about the
accommadation process.

Name Job Title Division Telephone Number

Functional Limitations

SPECIFY TYPE OF ACCOMMODATION NEEDED AND PROVIDE A DETAILED DESCRIPTION OF THE ITEM
REQUESTED - PLEASE BE SPECIFIC

0 Purchase or modification of equipment or devices

[1 Job restructuring or task modification

0 Provision of reader, sign language interpreter or personal assistant

0 Structural modification to work site or facility

O Modification of work schedule or leave policy

L) Modification of examinations, training materials or personal assistant__

[1 Reassignment to vacant position

0 Other

Narrative Explanation

Describe how your functional limitation interferes with performance of a particular duty or participation in an
activity sponsored by the employer. Explain how the requested accommodation would be used to enhance job
performance or would allow you to participate in an employer-sponsored activity. (Use additional sheets if
necessary)

Employee’s Signature Date
RAC Recommendation 0 Grant O Deny 0 Date
{RAC’s initials ) Return for
Chief Executive Officer's Final Action 00 Grant 0 Deny [ Date
{(CEO’s initials ) Return for

Remarks




Accommodation Request Procedures for Employees

The following procedures should be followed in processing reasonable accommodation requests from employees. The agency
EEOQ/AA Officer and/or the ADA Coordinator can provide guidance on the accommodation process.

1.

10.

11.

The employee shall submit a completed reasonable accommodation request form to his or her immediate supervisor and
give a copy of the form to the agency EEO/AA Officer and/or the ADA Coordinator. The employee should retain a copy of
this information in his or her files.

Once received, the supervisor shall review the request form for completeness and, in consultation with the EEO/AA Officer
and/or the ADA Coordinator, determine whether medical documentation is needed to either establish the presence of a
disability or determine an appropriate accommodation. If documentation is needed, the agency should narrowly tailor its
request to the issues of whether the employee has a disability under the law and how he or she can be accommodated.
The employee should be asked to complete a medical release form (also narrowly tailored), if the agency has additional
questions upon review of the medical documentation. When necessary, the employee should be asked to provide
documentation to address these issues.

Upon receipt of necessary documentation, the supervisor shall make a recommendation, in writing, to the Division Manager
within five (5) working days.

The Division manager shall review the supervisor's recommendation and make a recommendation to the Reasonable
Accommodation Committee (RAC) within five (5) working days of receipt of the supertvisor's recommendation. The Division
Manager shall forward his/fher recommendation along with the original reasonable accommodation request form and all
documentation to the agency’s EEO/AA Officer and/or the ADA Coordinator.

The EEO/AA Officer andfor the ADA Coordinator shall convene a meeting of the Reasonable Accommodation Committee
within ten (10) working days of receipt of the Division Manager's recommendation. The RAC shall review the
accommodation request. Once the Committee's review is complete, the Committee’s recommendation shall be submitted
to the Director within five (5) working days of the Committee’s review for the Director's approval or denial.

The Director shall review the RAC’s recommendation and shall render a decision of denial or approval within five (5)
working days of receipt from the RAC.

Provided that appropriate documentation has been submitted, the EEQ/AA Officer and/or the ADA Coordinator shall inform
the employee in writing of the agency’s decision to grant or deny the request within thirty (30) working days of receipt of the
completed request form and any necessary medical documentation. A copy of the response will also be sent to the
supervisor.

If the Director approves the accommodation request, the agency shall take appropriate action to comply with the
accommodation request. Approved accommodation requests shall be implemented as soon as possible. Please note that
the agency may offer alternative suggestions providing an equally effective accommodation to remove the workplace
barrier in question.

Reconsideration: If an employee wishes to ask the Director to reconsider a decision on a reasonable accommodation
request, a written request shall be addressed to the Director within ten (10) working days of notification of the decision.
The reconsideration request shall include the reasons that a reconsideration is being requested and, if appropriate,
alternative suggestions for reasonable accommodation. After a complete review of the matter, a decision shall be made
and the employee shall be notified. The Director's decision on this recommendation shall constitute the final internal action
by the Department on the accommodation request.

An employee who has been denied accommodation has the right to file a complaint at the state level with the lllinois
Department of Human Rights within 180 days of the denial of the request. An employee may also have the right to file a
complaint with the U. S. Equal Employment Opportunity Commission (EEOC) within 300 days.

The EEO/AA Officer and/or the ADA Coordinator shall document any action taken on a reasonable accommodation request
where indicated on the request form and shall retain completed accommodation request forms one year following final
action in the matter.

10/08



State of lllinois
Reasonable Accommodation Request for Applicants

Pursuant to the requirements of state and federal laws, a qualified individual with a disability has the right to request
reasonable accommeodation in conjunction with his or her employment. Reasonable accommodation means a modification
to application procedure, access to the work site, and adjustment to the work process or work schedule that would enable
a person with a disability to perform a particular job. Employers are not required to provide accommodations that would
impose undue hardship on the operations of their programs. The procedures for accommodation request appear on the
back of this form. Completed accommodation request forms should be submitted to the interviewing officer. The agency
EEQ/AA Officer and/or the ADA Coordinator can respond to questions about the accommodation process.

Name: Interviewing Agency:

Home Address:

Telephone: Functional Limitations:

Type of Accommodation Needed

Sign Language Interpreter for the Employment Interview

Reader Service

Accessible Interviewing Site

Re-formatting of Examinations for Learning Disabled Applicant
Examination Markers for Applicants with Limited Manual Dexterity
Other (indicate type of accommodation needed)

DoDoooOo

Narrative Explanation

Describe how your functional limitation interferes with a portion of the preemployment process, e.g.,
applying, testing or interviewing. Explain how the requested accommodation would be used to
enable you to complete the application process. (Use additional sheet if necessary).

Applicant's Signature: Date:

Agency Action

Interviewing Officer's Determination Grant Deny

Remarks (If denied, provide explanation)

Final Agency Approval

Signature: | Date:




Accommodation Request Procedures for Applicants

Qualified applicants and employees with disabilities have the right to request reasonable
accommaodation under the law. Applicants may request accommodation to any stage of the
application process, including the employment application, examination procedure or interviewing
process. Note that the Department of Central Management Services is responsible for
accommodations to its testing procedures.

Once an individual with a disability has been hired, he or she has the right to request accommodation
to the work site, work schedule or work process that would enable him or her to perform the job in
question. Procedures for applicants to follow in making an accommodation request are listed below.
The EEO/AA Officer and/or the ADA Coordinator can provide additional information about the
accommodation process within their agencies.

Procedures:

1. Applicants may request accommodations to the application process orally or in writing {(either
through correspondence or the use of the accommodation request form for applicants). If the
request is made orally or through written correspondence, the agency EEO/AA Officer and/or
the ADA Coordinator will complete accommodation request forms in the matter for purposes of
processing and documenting the request.

2. Applicants shall submit accommaodation requests to the interviewing officer. The interviewing
officer should provide a copy of the form to the EEO/AA Officer and/or the ADA Coordinator.
In cases where the EEQ/AA Officer and/or the ADA Coordinator completes the form for the
applicant with a disability, the EEO/AA Officer and/or the ADA Coordinator shall submit
completed forms to the interviewing officer and retain a copy for him or herself.

3. A response to the request will be provided to the applicant within five days following receipt of
the request by the interviewing officer.

4, If it is within the bounds of the authority of the interviewing officer to grant the request and he
or she believes it to be reasonable, the accommodation will be provided. Information
regarding the type of accommodation provided will be sent to the EEO/AA Officer and/or the
ADA Coordinator.

5. If another official within the agency must be consulted in order for the accommodation to be
provided, he or she will determine whether the agency will grant the request.

6. If the agency denies the request, the applicant has the right to file an internal complaint with
the EEO/AA Officer and/or the ADA Coordinator and/or external complaint with the lllinois
Department of Human Rights within 180 days of the denial. An applicant may also have the
right to file a complaint with the U. S. Equal Employment Opportunity Commission (EEOC)
within 300 days.
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PHYSICAL BARRIERS

The Department rents space in two office buildings in Springfield, 500 East Monroe and 607 East Adams. Both
buildings are historic and do not have some of the more modern conveniences or standards of newer buildings.
However, both buildings, which are managed through the Illinois Department of Central Management Services,
meet the minimum ADA requirements.

The state facilities in Chicago, at 100 West Randolph, and in Marion, at 2309 West Main, are also managed by
CMS.



PROCEDURAL BARRIERS
Pre-Employment Screening

The ADA prohibits an employer from making any pre-employment inquiries regarding an applicant's
physical or mental disability.

According to the ADA, employers may ask about an applicant's ability to perform both essential and
marginal job functions. However, employers may not refuse to hire an applicant with a disability because
the applicant’s disability prevents him or her from performing marginal functions.

Permissible Inquiries

e Employers may describe or demonstrate the job function and ask if the applicant can perform that
function with or without reasonable accommodation.

¢ Employers may ask whether the applicant has a driver's license, if driving is a job function, but
may not ask whether the applicant has a visual disability.

¢ Employers may also ask an applicant (including one with a known disability) to describe or
demonstrate how, with or without reasonable accommodation, the applicant will be able to perform
job-related functions. Generally, this must be asked of all applicants.

e If an applicant has a known disability that may interfere with the performance of a job-related
function, they can ask only that applicant.

Impermissible Inquiries

» Employers may not use an application form that lists potentially disabling impairments and ask the
applicant to check any of those which he/she may have.

o Employers may not ask how often individuals will require leave for treatment, or use leave as a
result of incapacitation because of their disability.
Employers may not ask about an applicant's prior workers' compensation history.
Employers may not ask if an individual has any disabilities or impairments which may affect their
performance on the job.

¢ Employers may not ask information about the types of medication an individual is taking.

Pre-employment Testing

The Department does not conduct pre-employment testing.

Employment Criteria and Job Description Review

Any employment criteria established by the Department to screen applicants should be reviewed before
positions are filled to determine whether they would screen out applicants with disabilities. Employment
criteria with a disparate impact on applicants with disabilities should be examined to determine whether
they are job-related. If such criteria are not job-related, they should be eliminated. Job descriptions should
be reviewed before interviews are held to identify essential job duties.

Identification of Disabled Employees for Layoff Report

For purposes of preparing a Departmental layoff report, disabled employees are identified through the
Survey for Disabled Employees. Employees who identify impairments on this form are to be considered
disabled, and those who do not indicate any impairment are not considered disabled. The survey form
contains a notice to this effect. Employees have the right to complete new survey forms at any time during
their employment, should their disability status change.



E. Identification of an ADA Coordinator

Miguel Calderon

EEO/AA Officer

500 E. Monroe Street
Springfield, IL 62701
217-524-2997

Miguel. A Calderon@illinois.gov

F. Emergency Evacuation Procedures

The EEO Officer provides emergency evacuation procedures periodically to employees with disabilities.
The Department’s Employee Policy Manual also details emergency procedures. The EEQ Officer will
monitor the On-line Disability Survey website for employees who have indicated their need of assistance
during a workplace emergency evacuation. Such information will also be forwarded, in a confidential
manner, to safety personnel.

Springfield Offices
500 East Monroe and 607 East Adams

Springfield Fire Wardens will be responsible for proper evacuation of disabled personnel on each
floor. If no sign of immediate danger is detected, these individuals will be evacuated to the inner
halls of their floor. The Springfield Fire Wardens or staff assigned to assist the disabled will
remain with disabled staff until further instruction is received from the fire Department.
Elevators will not be used to evacuate unless under the direction of the fire Department. The fire
Department will be responsible for notification of “all clear” after evacuation.

Chicago Office
James R. Thompson Center/ 3rd Floor

Chicago Fire Wardens will be responsible for proper evacuation of disabled personnel on the 3rd
floor. To ensure the safe staging of disabled personnel until the CMS Police arrive or assistance
from Chicago fire Department arrives, the Chicago Fire Warden or staff assigned to assist the
disabled will provide assistance and remain with disabled staff until safe evacuation. All disabled
personnel requiring assistance will stage in the vending/lounge area on the 3rd floor (3-16) and
will be evacuated as directed by the fire Department.

Marion Office
2309 Main Street

Marion Fire Wardens will be responsible for proper evacuation of disabled personnel on the main
floor of the Marion Office. The Marion Fire Wardens will assist and remain with disabled staff
until further instruction is received from the fire Department.
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APPLICABLE EEO LAWS

The federal and state civil rights law, rules, regulations, executive orders that impact the Department of
Commerce and Economic Opportunity are identified below. Where there is a discrepancy between federal, state
or local law - federal law supersedes the latter two, unless state or local law is more stringent.

FEDERAL LAW:

The Civil Rights Act of 1964, as amended: This Act is the most comprehensive statute on Civil Rights ever
enacted in the U.S. It bans discrimination in voting rights, public accommodations, public education and
federally assisted programs. Additionally, it is unlawful under the Act to retaliate against a person who has
openly opposed an employer's discriminatory practices or who has filed a charge or assisted in an investigation of
a charge.

The Equal Employment Opportunity Act of 1972 is an amendment to the Civil Rights Act of 1964 to extend
the Equal Employment Opportunity Commission's jurisdiction to include public employers with 25 or more
employees as well as private employers with 15 or more employees. This amendment adds sex and religion to the
Title VII portion and extends Equal Employment Opportunity to state, local and municipal organizations, all
employment agencies (private and public) and to labor organizations.

The Pregnancy Discrimination Act of 1978 amends Title VII of the Civil Rights Act to prohibit sex
discrimination based on pregnancy. It required that women who were temporarily disabled due to pregnancy,
childbirth and related medical conditions be provided the same benefits as those provided other disabled workers.

The Civil Rights Act of 1991 expanded the protections afforded individuals under the Civil Rights Act of 1964,
It protects against and deters unlawful discrimination and harassment in employment.

Title I of the Civil Rights Act of 1968 provides for criminal penalties for interference with an individual's
employment rights due to his/her race, color, religion or national origin.

Title IX of the Education Amendments of 1972, as amended, prohibits discrimination on the basis of sex in all
education programs or activities receiving federal financial assistance.

The Age Discrimination in Employment Act of 1967, as amended, prohibits arbitrary discrimination against
persons 40 vears of age or older.

The Age Discrimination Act of 1975 prohibits unreasonable discrimination on the basis of age in programs or
activities receiving Federal financial assistance, including programs or activities receiving funds under the State
and Local Fiscal Assistance Act of 1972.

The Rehabilitation Act of 1973 prohibits discrimination against people with physical and mental disabilities
except where the disability would prevent them from performing the major duties of the job. It also provides for
affirmative action in the employment and advancement of qualified disabled people. Section 503 requires federal
contractors and their subcontractors to undertake affirmative action in the employment of qualified disabled
individuals. Section 504 requires recipients of federal financial assistance to provide equal employment
opportunity and equal service access to qualified disabled individuals. Executive Order 12250 requires each
federal agency granting funds to issue Section 504 regulations and authorizes the Justice Department to
coordinate Section 504 implementation. Section 504 is enforced by the agency providing the federal funds in
question,



The Rehabilitation Act requires employers to "make reasonable accommodations to the physical and mental
limitations" of employees and applicants who may be disabled. This obligation includes both alterations in
physical facilities and modifications in the structure or scheduling of a job.

Title I of the Americans with Disabilities Act of 1990, as amended by the Americans with Disabilities
Amendments Act of 2008, prohibits discrimination in employment against individuals with disabilities and
establishes the standards governing an employer's affirmative duty to accommodate an individual with a
disability. Title II of the ADA prohibits discrimination against individuals with disabilities by state and local
governments. The ADA Amendments Act of 2008 broadens the coverage of “disability” and thereby brings more
individuals under the protection of the law. EEOC issued new regulations under this Act.

The Vietnam Era Veterans Readjustment Act of 1974 requires employers to provide equal opportunity to
Vietnam veterans and to disabled veterans of any war and to take affirmative action to ensure such opportunities.

The Equal Pay Act of 1963, as amended, provides that an employer may not discriminate on the basis of sex by
paying employees different wages for doing equal work on jobs requiring equal skills, effort and responsibility,
and which are performed under similar working conditions in the same establishment. The Act also prohibits
reducing any employee's wage in order to come into compliance with the Act.

In general, any employee who is covered by the minimum wage provisions of the Fair Labor Standards Act
(FLSA) is protected by this Act. In addition, the Act was amended in 1972 to include some employees not
covered by the FLSA, such as executives, administrators, professionals, etc. Violation of this law, if determined
to be intentional, can result in a back pay. The award covering a period which begins three years prior to the date
of filing and ends when the award is made.

Under the law, employers may have differences in wage rates based on: (1) a seniority system; (2) a merit
system; (3) a system which measures earnings by quantity or quality of production, e.g., piece rate; (4) any other
bona fide differential.

The Intergovernmental Personnel Act of 1970 ensures the fair treatment of applicants and employees in all
aspects of personnel administration without regard to political affiliation, race, color, national origin, sex or
religious creed and with proper regard for their privacy and constitutional rights as citizens. The United States
Civil Service Commission (USCSC) administers the Act. USCSC may recommend remedial action, including the
termination of grants to states and local governments after they have been given reasonable notice and an
opportunity for a hearing, if the program fails to comply with the provisions of the Act. However, actual
enforcement authority rests with the grantor agency.

The Family and Medical Leave Act (FMLA) of requires employers to provide up to 12 weeks of unpaid job-
protected leave to "eligible" employees for certain family and medical reasons. Employees are eligible if they
have worked for a covered employer for at least one year, and for 1,250 hours during the year preceding the start
of the leave, and be employed at a worksite where the employer employs at least 50 employees within a 75-mile
radius.

Section 585{a) of the National Defense Authorization Act (NDAA) amended the FMLA to provide eligible
employees working for covered employers leave rights related to military service.

Section 3 of the Housing and Urban Development Act of 1968, as amended, provides that opportunities for
training and employment funded by Community Development Block Grant program be given to lower income
residents within the same location of the project. Also, contracts will be awarded to business concerns located
within the same project area.



Section 109 of the Housing and Urban Development Act of 1974, as amended, provides that no person shall be
excluded from participation, denied program benefits, or subjected to discrimination under any program or
activity funded in whole or in part with funds made available under this title.

The Uniformed Services Employment and reemployment Rights Act (USERRA) protects the job rights of
individuals who voluntarily or involuntarily leave employment positions to undertake military service.

The Genetic Information Nondiscrimination Act of 2008 makes it illegal to discriminate against employees or
applicants because of genetic information.

EXECUTIVE ORDERS

Executive Order 11063 provides that no person shall, on the basis of race, color, creed or national origin, be
discriminated against in the provisions, rehabilitation or benefits of housing financed through Federal financial
assistance.

Executive Order 11141 declares it a policy of the Executive Branch that government contractors not discriminate
on the basis of age.

Executive Order 11246 requires governmental contractors to have written Affirmative Action Plans and to set
goals and time tables for increasing the representation of women and minorities in their workforce if they have
been underutilized in the past.

Executive Order 11375 expands the coverage of Executive Order 11246 to include discrimination on the basis of
sex.
5r
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HIRING MONITOR

Name of Agency: Candidale's Name:
City / County: Position Number:
IDHR Reglon / (Facility):
EEO Job Calagory: Bid Number:
Title of Job to be filled: Date of Hire:
1. Is the EEQ catsgory undenutitized? | no v if yes, Indicate nurnber for each group:
Women:; Black or African Amarican: Hispanic or Latino:
Astan: American Indian or Alaskan Nativa:

Natlve Hawalian or Other Pacific islandar: Paople with Disabllities

2, Indicate; Racs of person selected: | (Choosa One) 4
Sex: (thooseOne) 7 Veleran: ves |® Disabllity: ves w

3. Number of individuals who applled or were on the list of eligible(s)

Total by Category # invited # Interviewed # Selected
Women

Black or African American

Hispanic or Lalino

Aslan

American Indian or Alaskan Native

Nativa Hawalian or Othar Pacific Islander
People with Disabilitias

Veterans

4. ff no candidates from any of the underutilized groups appeared on the list, what afforts wera made In the tast six
months to assist in tha recruilment of candidates?

5. If the categoery is underutilized and a member of an affimnative action group spplied and was nol hired, give a
delailed explanation for the hiring decislon.

6. Was the position posted? ves v

7. Name and position of person(s) who interviewed candidates.

8. Name and position of person(s) who recommended the selection of the candidate.

1 have reviewed the eligibllity list and: | (ChooseOne) ¥ with this hira. Remarks on reverse side.

EEOQ/AA Officer Date
( approve of this hire
Chiel Executive Officer Daile

No appointmant will be processed without this form. [DHR Rules and Regulations Sectlon 2520.770(h)]

DHR-18{Rev. July 2015)



PROMOTION MONITOR

Name of Agency: Candidate’s Name:
City / County Position Number:
IDHR Region / (Facility)
EEO Job Category: Bid Number:
Title of Job to be filled: Date of Promation:
1. Is the EEO calsgory underutilized? we v if yas, indicate number for each group:
Women: Black or African American: Hispanic or Latino:
Aslan: American Indian or Alaskan Native;

Native Hawalian or Cther Pacific Islander: People wilh Disabllities”

2. Indicate the race and sex of person promoted: | (Choose One) ¥ | (Choose One) |¥

3. Number of individuals who applied or were on the list of promotable(s):

Total by Category # Invited # Interviewed # Selecled
Women
Black or African American
Hispanic or Latino
Asian
American Indian or Alaskan Naliva
Nativa Hawalian or Gther Paciflc Islander
Paople with Disabllities
Veterans

4. Did it change the employee's EEO Job Calegory? No v
If yas, from what EEO Job Calegory? | {Choose One) v

5. If the category ls underutilized and a member of an affirmative action group applied and was nol
promoted give a detailed explanation.

6. Was the position posled? Mo g

7. Name and position of person(s) who interviewad candidates.

B. Name and position of person(s) who recommended the selection of the candidate.

| have reviewed the eligibility listand:  (QwoseOne) w  with this promotion. Remarks on reverse side.

EEO/AA Officer Date

| approve of s hire

Chief Executive Officer Date

No appointmant will be processed without this form. [DHR Rules and Regulations Section 2520.770(h)]

DHR-20 (Rev. Feb. 2016)

*For EEOQ Monitoring purposaes,



EXIT QUESTIONNAIRE
Instructions: This questionnalre will be provided lo all amployees st the time of their separation from the agency whether
voluntary or involuniary. The complation of this questionnaire shall be at the employee’s option. Piesase sand the

completed form in an envelope 1o the Equal Employment Opportunity Officer. The Equal Employment Opporiunity Officer
shall malntain a separate file of all forms far possible review by the Department of Human Righils.

Name Sex: Mala Female____ = Age:___
Disability: Yes No Race Hispanic: Yes____ No_____
Dale of Employment Separation Date

Position Tille

Starting Salary Currant Salary

Wha was your Immediate supervisor?

Reason for leaving:

Were you terminated while still in your probationary pericd? If so, what could your agency have done to ensure you
successiully met your probationary period resulting in certificatlon?

Would you want to work here again? Yes No
Explain:
Same Posltion? Yes No _ Explain:

Same Supervisor? Yes No

Explain:

Do you feel the working conditions were satisfactory?

Yes No Explain:




Do you have any suggestions for improving employee morala?

Were you salisfied with the pay you receivad {or the work perfarmed and with promotions? Yes No.

Explain:

Did you receive bilingual pay? If so, do you feel it was an appropriale amount?

Were you salisfied with the supervision and wera you tralned properiy?
Yas Ne Explain;

Do you think management asdequately recognized employee conltributions? If not, what recommendations would you make to
improve this?

Did yau recelve any equal employment opporiunity / affirmative aclion orienlation? Yes No
Explain:

During your employment did you request an accommodatlon based on your disabilily? Yes No N/A
I{ yes, please explain:

Did you personally experlence any discrimination while working in your position?
Yes No Explaln:

Are you awere of instances where others have been discriminated against?
Yes No Explain:

if you have answared “Yes" lo the last two questions, have you discussed or given written nolice of this discrimination to your
supervisor or EEQ/AA Officer?



Yes No Explain:

Addltto_na! comments / concems:

Employea Signature Date

DHR-30
Rev. May 2012
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